
Cross-Cultural Management Journal 
Volume XXIV, Issue 1/2022 

pg. 59 

Alen BADAL 
Independent Researcher 

 
 

INCLUSION + RESPECT ≥ 
EFFECTIVE LEADERSHIP 

Original 
Research  

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 

Keywords 
Leadership; 
Strategy; 

Strategic Human Resource Management; 
Organizational Behavior; 

Organizational Communication; 
Management;

 
 

Abstract 
 

Comparing and contrasting the realities of being liked versus respected may result in noticing that 
not everyone will like one another in the workplace. Additionally, innate factors, such as envy and 
jealousy and personal insecurities all may play psychological roles in why/how humans behave 
towards others. As an example, one may respect the fact that due to rising material costs, a 
contractor may need to raise prices for services, but they may not like the person (contractor) in 
doing so. Studies focusing on the effects of the, such would be helpful to note long-term effects on 
liking/respecting individuals and work performed. The purpose of this article is to illuminate the 
critical task of leaders including and respecting each associate on an individual basis. 
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DISCUSSION 

 

How difficult is it to put aside biases, prejudices, 

and preconceived notions when interacting with 

associates, especially in a hierarchal role/situation? 

Very. It must also need to be done, authentically. 

It’s clear that not everyone will like all people, it’s 

only natural; however, a successful leader 

exhibiting effective leadership skills will strive to 

get to know each person and relate with the point of 

building professional relationships. 

Company recognition programs are often highly 

utilized across corporations, businesses, for and 

non-profit organizations. Their effectiveness can be 

traced, yielding fruitful outcomes. What can be 

challenged is how authentic leadership coupled 

with inclusion of all and respect can have greater 

than or equal effects as gifting employees. Reliance 

of employees recognizing employees can have 

mixed effects. Often if clicks exist or differences of 

opinion and envy are evident, please would be less 

likely to recognize those colleagues different in 

abilities, education, experience, knowledge, etc. 

This can potentially further divide an organization 

and cause problems. Employees may avoid 

recognizing everyone and/or overly recognizing 

one person/group, where others see political results. 

This is not to say that everyone shall be recognized 

on an equal basis for merits; everyone shall be 

encouraged to do their job and a leader’s 

responsibility is to identify strengths/efforts and 

recognize. Recognition shall be natural if effective 

and not political. It should not be done out of 

context of appreciation whenever it takes place. It 

shall be sought and recognized by leadership. A 

lack of recognition noticed should be a key 

indicator for a leader to find ways to additionally 

support an employee … genuinely. 

Reitzig (2022) argues that organizations shall 

operate flatter in terms of hierarchy, where less 

layers of 'leadership' exist between leadership and 

associates. The premise of the argument is to 

minimize layers in leadership, which may require 

associates being quasi-leaders themselves and 

knowing the exact direction/plan/goal.  

This process helps to close the gap among 

stakeholders (leadership and associates), in-turn 

can he supportive of building trust and professional 

relationships. There shall be limited hurdles among 

stakeholders with respect to communication. 

Ideally, if an outsider were to enter an organization, 

they should have trouble in determining who the 

boss is and who the associates are. In this example, 

what the boss knows so do associates and visa-

versa. This type of leadership strategy is one 

requiring a leader to be secure with themselves and 

truly interested in the development of the 

stakeholders/organization, which are sometimes 

rare.  

In cases of insecure leaders, characteristics might 

resemble a surrounding themselves with 'layers' of 

managers/leaders, further distancing themselves 

from the stakeholders. In return some possible 

effects of this type of leadership may include lack 

of transparency, ineffective organizational 

communication, mistrust. and backstabbing, all of 

which may yield isolation of stakeholders and 

evolution of divisions, organizationally. Such 

situations would exhibit mistrust among associates; 

select few in-group associates that are closer 

connected to leadership possibly gaining more, 

internally, with favors, treatment, opportunities, 

etc. 

 

 

POST-COVID-19 ORGANIZATIONAL 

LEADERSHIP 

 

Organizational communication during the 

pandemic often was delimited to e-mail, virtual, 

and/or by telephone. As a result, the ability for 

emotions and interactions by all/many was limited. 

As the pandemic nears coming to an end and more 

organizations are having associates return to work, 

office communication may still have included 

lesser in-person interactions that prior. It's essential 

that leadership does not lose sight of the fact that 

additional communication challenges may be 

resulted as a result of some time away from the 

physical workplace, together. Select or most 

meetings may be held virtually. E-mail widely may 

be still utilized as well, where associates may still 

feel a bit disconnected, professionally. The 

transition to building comradery and 

communication shall begin and be modeled by 

leadership. This step shall begin by in-person, 

genuine interactions and communication. A leader's 

role can sometimes be viewed as a Hollywood 

actor/actress; acting is essential if not naturally 

being a genuine leader. The bottom line is the no 

one shall (associates) know or see any differences 

in respect, involvement, inclusion, etc. among 

associates when interacting with the leader! A 

leader may not like everyone at the same level, but 

s/he shall not act in the line of leading to show the 

indifference. Treatment and interactions shall be 

carefully planned and executed keeping in mind 

equality. One key detriment, which often beings a 

leader to be discounted/disrespected is the fact they 

'show their cards' of inequality within the 

organization. Leadership is always going to be 

under the limelight, organizationally. Developing 

natural professional relationships shall be primal on 

the agenda of any leader.  
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EFFECTIVE LEADERSHIP STRATEGIES 

 

Akin the role of an ambassador, leaders shall be out 

and about, daily, building professional relationships 

and trust. This is impossible without regular, 

genuine interactions. Politically engaging in 

communication would simply be a waste of efforts 

as associates would see right through the gimmicks, 

which would further lead to professional disrespect 

between associates and leadership. A leader shall 

always keep in mind that organizations, large or 

small (# of associates) often interact and speak to 

one another or select groups on a regular basis. No 

leader wants to be a topic of discussion 'in the 

Locke room.' Associates will speak and not even an 

army will stand in the way of such communication. 

The key is how does leadership want to be spoken 

about/viewed by associates? Once a leadership 

image is stained it's near impossible to clear the 

stain in the minds of associates. Leadership 101 

shall include this very simple principle, which is 

usually at the core of reasons why a leadership has 

failed, organizationally. Please do not mistake 

failure of leadership for reasons such as lower 

sales, etc.; the focus of failure is from a sociolegal 

aspect.  

 

 

ELASTIC LEADER 

 

There is a lot in common between the principle of 

elasticity and successfully building professional 

relations as a leader. A leader shall be akin a rubber 

band; bend and give when necessary. It's a known 

fact that we all will not like everyone as far 

ideologically and philosophically. We may not 

have similar interests and values, religious beliefs 

or lack of, etc. What leaders shall keep in mind is 

that those differences must be put to the side. 

Finding similarity and points of interest shall be the 

focus on interaction on a small-talk basis between a 

leader and associates. How are you viewed as a 

leader? Do people miss your presence when you're 

not there? Do they look forward to seeing you in-

person? Do some share small talk about their 

family and lives? These are all characteristics of a 

charismatic leader, respected ideally be everyone as 

this shall be the perspective of every associate 

within the organization. There shall not be a select 

few/group felling this way. When there's multiple 

levels of leaders in an organization it further 

challenges leader/associate interactions. For this 

reason, the top leader shall perceive their role as the 

ambassador-leader and focus on building 

relationship as a primary responsibility. When such 

interactions take place, genuinely, respect and 

acceptance naturally develop, which can easily 

transition into the work people do and their output. 

There is more of a buy-in with the daily tasks and 

requirements; counterproductive, lacking 

professionally connected working relationships 

further challenges the daily work objectives due to 

the many reasonings.  

 

 

DISTANT NORMS 

 

It is often the perception of leaders that they are the 

leader (boss) and all subordinates shall follow. This 

is the most distant from the effective truth. 

Additionally, allegiance to this fallacious principle 

can range, depending on such factors as union shop 

versus non-union organizations and simply the 

number of those against an effective leader. 

Example may be in a non-union shop where over 

50% of a team/organization voice a vote of no 

confidence in the leader to higher leaders. In a 

union shop, an intervention of the union leadership 

with an ineffective leader can potentially be 

detrimental to the leader, fast. From a religious 

belief/perspective, doing wrong and unethical onto 

others may result in difficulties and discipline to 

follow for those out of line. doing right and equal 

onto everyone as one would expect onto 

themselves is very important.  

Newman and Ford (2021) noted five steps to 

leading teams in a virtual Covid-19 organization, 

with notable mentions within their discussions to 

hold weekly meetings with everyone and also with 

individuals along with weekly collaboration and 

team building meetings. A notable mention in their 

work is the asking associates how they're doing and 

does anyone have problems the leader can help 

with? While meetings tend to be more 'formal' and 

may be perceived as time consuming, the overall 

process applied to virtual leadership can be 

beneficial in-person.  

The standout regarding asking associates questions 

as to what a leader can do for them is one that 

should be a natural and not asked. When associates 

naturally have gained trust in a leader they will 

naturally reach-out. Additionally, quality leadership 

shall be able to detect and/or hear of challenges an 

associate may be having and proactively reach-out 

to them. A key suggestion is to anticipate and not 

wait for concerns; if we await, they come in within 

an open-door system without being critical. In such 

cases is when a leader can safely state they're 

effectively leading. With respect to leading, if not 

all associates, yes all, are not on-board, in a 

voluntary manner, desired organizational results 

may be limited. The first process is to achieve 

organizational trust and respect among all 

associates and then desired goals and objectives of 

the organization can be collaboratively addressed. 

If a leader looks back and noticed empty seats on 

the train, they're engineering is a major cause for 

immediate concern, organizationally.  
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CULTIVATING LEADERSHIP 

 

Earlier discussions pointed reference to minimizing 

layers of leadership; however, it's a possibility 

where additional leaders are needed, 

organizationally. Given this, the main leader shall 

represent a quasi-ambassador. Other leaders and/or 

mangers subordinate to the main leader/ambassador 

shall function in a similar manner. Ideally, the 

intent and purpose of the discussion herein is to 

ensure all stakeholders within the organization 

function in a trusted, communal manner. In such 

organizations if an outsider were to enter would 

have a difficult time know who's the boss and 

who's the associate as each stakeholder is 

empowered, trusted, and on-board with all the 

organizational functions/olas and objectives.  

 

 

ELIMINATE TOXIC VARIABLES 

 

One key function of an ambassador/leader is not 

only to avoid creating any toxic variables within 

the organization, but also to identify and rid them at 

once. Toxic variables may be abstract, such as 

politics. A study by Khushk, Zengtian, and Aman 

(2021) pointed reference to the predictability of 

turnover as a result of predictions made by job 

stress and organizational politics. Political 

organizations often are best characterized by 

divisional groups, independents, lack of 

communication and trust and often struggling to 

meet organizational objectives, which often require 

everyone to be on the same page. 

Within pollical organizations lie 

groups/clicks. Often, they're tied to a/the leader. By 

default, this sets up divisions within the 

organization and one or more not belonging to the 

click/group have less support and trust in/from the 

leader and members of the click/group. This 

process results in a lesser focus on organizational 

objectives and more on survival. Often, as authors 

Khushk et al (2021) noted, some may simply leave 

(turnover) to avoid this toxic culture. The fault lies 

with leadership in such instances. If a leader 

models inclusion and involvement, 

equally, organizationally there may eb much less 

likely the development of such a toxic 

environment. Such toxic results also affect the 

leader as well as ultimately organizational goals 

may not be met, and the leader would be ultimately 

held accountable by higher management. It's a 

monumental task to progress 

an organization forward when an organization is 

infected with political toxins either stemming from 

the leader and/or subordinates.  

 

 

KEY CHARACTERISTICS OF AN 

EFFECTIVE LEADER 

 

In discussing the key characteristics of an effective 

leader, the focus primarily is on 'character' and not 

strategies to meet organizational objectives. In sum, 

it's challenging to meet organizational objectives 

and goals without all associates being on the same 

page, willfully, minus organizational politics and 

mistrust. The challenge of meeting organizational 

objectives/goals requires all stakeholders to be on 

the same page, willfully and naturally. 

Unfortunately, a leader can expend so much time 

and energy to steer around political issues, 

organizationally, where the focus sways from the 

goals. It’s critical to consider the following when 

hiring/recruiting for an effective, strategic leader.  

1. Does the person genuinely care about building 

professional relationships and what is their plan?  

2. Does the person value/possess servient 

leadership characteristics?  

3. Is the person a mentally secure person, themself? 

4. Does this person present themself as a good 

actor/actress? Be cautious of acting taking place vs 

authenticity during an interview.  

5. Is the person one that looks for personal 

advancements or values others within the 

organization excelling, as a result, the leader 

succeeds along with the organization? 

 

 

SUMMATION OF THOUGHTS 

 

The aforementioned questions for consideration 

shall be the focus when determining key 

characteristics with a leader. A word of caution is 

investigating the background of interested 

candidates to note specially for possible scenarios, 

which may illuminate the philosophy and actions of 

a potential new hire as aligned with the 

consideration questions, above. At times candidates 

may say what one wants to hear, but in practice are 

completely contrary to essentials, which may be a 

complete misrepresentation of some.  

Personality and one that is especially elastic, is 

another important consideration. Today’s 

organizations are ever so diverse and representative 

of various personalities and characteristics. An 

effective leader knowing when to bend and/or give, 

for example, can expect to go far. True judge of 

character and one that may not align with one’s self 

without yielding any prejudices and/or biases in the 

workplace is crucial. A final consideration is can 

the new hire for a leadership position get 

subordinates to function within the organization 

without anyone getting upset/mad at them? This is 

among a true trait an effective leader should focus 

on: getting people to do their job to the best of their 

abilities and professionally grow without the 

process leading to disliking the leader!  
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EXPECTED OUTCOMES 

 

The views and virtues of the discussions/focus of 

this article can best be summarized in two-fold: 

potential outcomes inclusive of suggestions herein 

versus absent. Let us briefly, yet closely analyze an 

organization where factors, such as, but not limited 

to trust as absent, first. Possible organizational 

behaviors may include the existence of clicks part 

and parcel of mistrust among stakeholders 

(inclusive of leadership). These types of 

organizations may reflect individual contractors 

working and interacting with one another, when 

need be, only, less genuinely.  Associates typically 

just do enough to meet the job/position 

requirements and nothing extra. Additionally, in 

doing so, the daily feelings are empty being at work 

and it’s looked as a job, only. They may be 

regularly looking for employment elsewhere. The 

end result of the business, being it is a product or 

service type of a business may be drastically 

affected as a result of a lack of organizational 

effectiveness. In such organizations leadership may 

be doubtful of their own shadow, daily. They, 

equally, find it difficult to trust everyone or select 

associates and/or clicks. The interactions (or lack 

of) are evident in the written rhetoric, if any, 

ranging to physical in-person communication, be it 

one-on-one or as a group. The interactions are 

typically masked and plastic, lacking genuine 

substance, often political. It’s clear whom likes 

whom, professionally, and whom does not. No one 

is felt welcomed in such organizations and as a 

result, further distanced. Gossip is often typical and 

takes place within clicks and when leaked, is 

overheard by others. In sum, everyone is constantly 

‘watching their back.’ When corrective action is 

called upon to take place from leadership, 

sometimes the damage in such organizations is far 

too long along and an overhaul may be necessary 

due to the extent of interpersonal damage and lack 

of trust for far too long.  

Organizational characteristics typical of proactive 

and positively-led organizations yield a welcoming 

mood. Stepping foot in the environment one would 

immediately feel warm and wanted/respected. 

Spirits are elevated and interactions exist. It would 

be difficult to tell whom is the leader and whom is 

just an associate in such organizations as most 

demonstrate leadership qualities and characteristics 

due to the existence of them, organizationally. 

People interact before, during and after work, 

freely. Not necessarily may conversations be about 

work, but communication, which is one of the 

initial steps to building trust, exist by most, if not 

all. Leadership is not viewed any different than 

associates and more importantly, the same visa-

versa. The primal role of everyone is viewed as 

helping and supporting with the end result, being a 

product and/or service the organization provides, 

benefits. 

Which organizational characteristics resemble what 

you’re familiar and/or working within? If so, are 

your personal professional 

wants/needs/satisfactions being met? If so, great; if 

not, what needs to be done? To follow outlines a 

bullet list of a select list of strategies for 

consideration.  

 Do you get along and are respected/liked by 

everyone? 

 Do you find the time to interact on a weekly, if 

not daily basis with everyone? 

 Do you ensure everyone’s viewpoints are 

implemented, if not, given reasoning to them as 

to why not?  

 Does your organization you’re leading respect 

and involve varied levels of experience levels, 

such as, but not limited to tenure in 

position/years of service/experience; education; 

varied roles/positions, on an equitable basis?  

 Do you agree to disagree and ensure all decisions 

are made based on facts and not politics and/or 

subjectivity bases?  

In sum, leaders that are charismatic (perceived as 

such by everyone), but may not even be as 

competent as others, will typically be respected and 

their limitations carried by stakeholders, meaning 

compromised for by staff, etc. due to genuine 

appreciation for the person. The contrary may be 

the situation given a leader lacks respect and 

charismatic characteristics as perceived by 

everyone. Such a situation normally exhibits 

behavioral patters of a leader may be very 

competent, but does not have everyone on-board, 

which may result to loss of respect and a lack of 

following as a result, which may lead to 

professional destruction. A win-win situation is 

possessing the best of both descriptions of an 

effective leader, which certainly may yield 

providing a favorable solution to the leadership 

formula: inclusion + respect ≥ effective leadership. 

When people become constructively critical of 

anyone that is perfectly fine given everyone is 

being honest about their assessment and their views 

stem from sufficient experience and education.  
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