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THE SECRET SAUCE OF COMPLIANCE

We asked...

What is the biggest threat to a company's ethical commitment?

Financial / Shareholder Pressure

Protecting Key Employees

47%

22%

What's one dish that always gets rave reviews? (The real Secret Sauce!) 
Feijoada — but I should warn you: I only know how to cook at scale. When I make 

feijoada, the minimum guest list is twenty people. It's a Brazilian tradition that goes 

far beyond a dish — it's an event, it's family, it's an entire afternoon. The rave reviews 

come not just from the food, but from everything around it. 
 
What is one non-work-related opinion you will defend until the end? 
Never give up. Churchill said it, but I've lived it. I may take a detour. I may change the 

route entirely. But I never abandon the destination. 

 
What do you do when disconnecting from the grid? 
Honestly? I'm not sure a compliance professional truly disconnects. Aristotle defined 

ethics as a habit — something you practice until it becomes who you are. I feel the 

same way about my work. 

 

What I do instead is change context: travel, cook, read philosophy, spend time with 

my Pomeranian Chloe — who has a far clearer sense of priorities than most 
executives I've met. But some part of my mind is always observing, connecting, 

learning. I think I was genetically modified to stay engaged.
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What is your secret sauce for compliance? 

My secret sauce is cultural translation at scale — and it comes from who I am, 

not just what I've done. I'm Brazilian, based in Madrid, I've worked across more 

than 20 jurisdictions in Europe, Latin America and Africa, and I've traveled to over 

50 countries. That lived, multicultural background gives me something you can't 

learn in a classroom: the ability to take a rigorous, high-quality compliance 

program and make it genuinely land in radically different cultural contexts. 

 

In the north of Ghana — Tamale, Bolgatanga — or in the remote interior of 

Angola — Luau, Mussende — or in Benin under the scrutiny of European ECAs, 

you cannot arrive with a headquarters policy and expect adoption. You have to 

earn trust first. You listen to the local intelligence. You involve local people as 

architects, not recipients. And then you build something that is both technically 

excellent and culturally owned. The result is programs that get adopted, not just 

implemented. With minimal resistance. That is the real sauce. 

 

How do you ensure that local people and local knowledge are genuinely at 

the center of the compliance programs you build? 

By starting with the conviction that local intelligence is not a supplement to the 

program — it is the foundation of it.  

 

Compliance is about building trust and solid bridges. And in different cultures, 

presence is what generates that trust. You cannot build bridges you have never 

walked across. I have seen too many compliance programs built at headquarters, 

translated into local languages, and distributed to country offices with the 

expectation that proximity to the original document equals understanding. It 

doesn't. Cultural context, power dynamics, informal governance structures, 

community relationships — none of that appears in a policy manual.  

 

My methodology starts with listening. Real listening — spending time in the 

field, building relationships with local managers, local legal counsel, community 

representatives. Understanding how business actually works on the ground, not 

how it's supposed to work on paper. In northern Ghana, that meant 

understanding the role of community elders in business relationships. In Angola, 

understanding the layered authority structures in regions so remote that 

reaching them required days of travel on unpaved roads. In Benin, working with 

local counterparts who understood the ECA expectations from both sides of the 

table. 

 

When you are present — physically, culturally, humanly — people trust you. And 

when they trust you, they collaborate. That is when due diligence stops being a 

screening exercise and becomes a shared commitment to integrity across the 

value chain. Local people are not informants. They are co-designers. When they 

help build the program, they also become its most credible ambassadors. 

 

If compliance now has a seat at the table, how does it stay relevant? 

I want to be honest: that seat is not universal. In many European companies, 

compliance still struggles to have a genuine voice. The narrative is more 

advanced than the reality. Staying relevant requires continuous effort — not 

assumption. It means producing work that is genuinely excellent: strategic, 

prioritized, technically sound, and delivered in business language. It also means 

courage — the willingness to say the uncomfortable thing when the room 

doesn't want to hear it. Relevance is earned every day. Not granted by title. 

 

How much of the compliance job is corporate psychology versus enforcing 

rules?  

Far more psychology than rules — significantly more. Compliance is 

fundamentally about human behavior. Before you think about a policy, you need 

a strategy: who do you talk to first, how do you approach them, what narrative do 

you use, and when is the right moment.  

 

In complex jurisdictions — whether in the interior of Angola or in a European 

board room — the psychology changes, but the principle doesn't: rules without 

human understanding are just documents. People don't change behavior 

because they read a policy. They change because something resonated with 

them. That resonance is the work. 

 

Does anyone read the compliance manual?  

Yes — the people looking for loopholes. And that's exactly why it must exist, be 

well-drafted, and be regularly updated. Someone will always be smart enough to 

look for a gap — and when they do, you want that document to hold. 

 

Beyond that, the compliance manual is your institutional memory and your 

liability shield. Even if most employees never read it cover to cover, it defines the 

standard — and that standard protects the organization. 

 

How do we hold onto the moral compass as AI makes more decisions? 

I'll answer with a question: how would any organization manage the delegation 

of strategic decisions to people who are not competent to make them? Because 

that is precisely the AI risk — moral bias encoded into systems making decisions 

on incomplete or distorted inputs. 

 

I am not yet an advocate for AI as a decision-maker. I believe it is a powerful tool 

for organizing, compiling and surfacing information — and as such, it supports 

human judgment. But the moral compass must remain with people. From my 

Buddhist perspective, AI is a mirror of the intentions we put into it. Compliance 

leaders must govern AI — define the ethics, the accountability, the human 

override. We cannot outsource judgment.
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