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ABSTRACT 

 

Author: Weathers, Brenton T.  

Institution: Meadville Lombard Theological School 

Degree Received: Doctor of Ministry 

Title: Loving-Kindness Leadership: A New Paradigm for Personal and Global Transformation 

Supervising Professor: Dr. Nicole C. Kirk 

 

This Doctor of Ministry project presents Loving-Kindness Leadership as a practice-based 

theological framework for cultivating sustainable transformation in leaders and the systems they 

serve. The project addresses a recurring ministry and leadership problem: a gap between leaders’ 

professed moral and spiritual commitments—such as care, dignity, and justice—and the 

operational practices that shape organizational life, often resulting in relational harm, burnout, 

and diminished trust. Employing a Practical Theological Method grounded in an iterative praxis 

cycle, the project engages lived leadership experience, critically reflects on the spiritual 

traditions of Metta, Agápē, Chesed, and Ubuntu, and integrates interdisciplinary insights from 

psychology, neuroscience, and organizational studies. The findings reveal that loving-kindness is 

not a passive or sentimental posture, but rather a disciplined, boundary-honoring leadership ethic 

that requires clarity, accountability, and just structures. To support implementation, the project 

offers an original Operating Model incorporating Four Levels of Leadership (Self, Others, 

Leaders, and Organizations) and seven core Loving-Kindness Leadership Practices. The project 

demonstrates that when loving-kindness is operationalized, it bridges belief and practice, 

fostering relational safety, ethical presence, and durable human and organizational flourishing. 
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You are the curriculum through which I am learning to lead with more loving-kindness. 
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INTRODUCTION 

A PERSONAL CATALYST FOR LEADERSHIP INQUIRY 

 

 

Over the years, I have immersed myself in leadership and professional development 

literature, often returning to foundational texts as my understanding has matured. My preparation 

includes advanced degrees in ministry and business, leadership coaching certification, and years 

of experience leading teams, volunteers, and organizations across varied contexts. Across these 

settings, one lesson has remained consistent: sustainable growth—personal or organizational—

begins with self-leadership. 

Leadership scholarship reinforces this conviction. Before leaders can influence others 

well, they must cultivate inner capacities—values, motives, and practices that support ethical 

judgment, resilience, and authentic engagement. When leaders invest in self-awareness and 

intentional formation, they are more likely to build trust, invite collaboration, and sustain 

meaningful progress under pressure. 

In late June 2025, that leadership conviction was severely tested. Even as I tried to 

strengthen collaboration, project goals went unmet, deadlines slipped, and morale stalled. The 

distance between my intentions and our outcomes pushed me to question not only my approach, 

but also the assumptions beneath the leadership frameworks I relied on. 

The pressure was anything but theoretical. Meetings that once felt collaborative grew 

tense; follow-through became unreliable; small misunderstandings carried outsized weight. The 

strategies I depended on seemed to treat symptoms rather than causes. And the harder I worked 
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to manage external outcomes, the clearer it became that I could not bypass an internal dimension. 

Trust, courage, and shared responsibility depend in part on a leader’s posture and presence. 

That realization exposed a paradox many leaders know well—competence can coexist 

with disconnection. A leader may be skilled, informed, and well-intentioned, yet still fail to foster 

belonging, morale, and ethical credibility over time. I began to suspect I did not need another 

tactic so much as a formative center. I needed an integrating ethic strong enough to shape how I 

listened, decided, confronted problems, and cared for people under strain. 

In search of guidance, I returned to Peter G. Northouse’s Leadership: Theory and 

Practice, a text I had recently completed. I revisited its major theories and applications, hoping 

to bridge the gap between what I knew and what I was experiencing. Yet the material did not 

reach the depth of the challenge, and I found myself longing for an answer that could transform 

not only my techniques, but the leader myself. 

When I could not find adequate answers elsewhere, I cried out to God: “What is missing 

in my leadership?” An unexpected divine response came back: “Do you really want to know?” 

When I said yes, the reply was simple—and unsettling: “You are missing love…” 

Leadership and Love 

Naming “love” as the missing element became the interpretive lens for this doctoral 

project. The question was no longer only personal; it raised a broader concern about what 

leadership development forms (and fails to form) in leaders. In this study, I define “love” as 

“loving-kindness”: an intentional, disciplined commitment of benevolence, patience, and 

inclusion directed toward the flourishing of all beings—even when it requires sacrifice and 

transcendence of self-interest. Loving-kindness synthesizes an ethic rooted in Metta (Buddhism), 



  

3 

 

Agápē (Christianity), Chesed (Judaism), and Ubuntu (African traditions).1 

Across history, traditions have upheld loving-kindness as a civic virtue—one that can 

help leaders respond to injustice, polarization, and suffering with steadfast presence, ethical 

influence, and transformative action. Yet many leadership constructs still fail to integrate interior 

formation with a disciplined, boundary-honoring love that can be practiced amid real 

organizational pressures and embedded in systems. In this project, “loving-kindness” functions 

as an explicitly integrative term, and the paradigm it grounds is called “Loving-Kindness 

Leadership.”2 

In Leadership: Theory and Practice, Northouse explains that even after decades of 

research and debate, scholars have not reached a shared or universal definition of leadership. 

Leadership remains a complex, evolving concept, and attempts to secure a single, definitive 

meaning will likely continue to shift over time.3  For this project, I define leadership as a social 

process of influence that mobilizes people—formally or informally—to pursue shared objectives 

within a particular context over time. Rather than centering on individual traits, this definition 

highlights three dimensions: relational dynamics, cultural norms, and systemic structures. 

Relational dynamics describe patterns of interaction and trust among group members. 

Cultural norms encompass shared values such as openness, candor, and psychological safety. 

 
1 Teresa M. Kuan, Mindful Compassion: A Guide to Metta Practice (Boston: Wisdom Publications, 2020); 

Anders Nygren, Agape and Eros, trans. Philip S. Watson (Philadelphia: Westminster Press, 1953); Iain M. Duguid, 

Is God for Us? The Meaning of Hesed in the Old Testament (Phillipsburg, NJ: P&R Publishing, 2015); See Michael 

Onyebuchi Eze, Intellectual History in Contemporary South Africa: Thinkers of African Unity (Cham: Palgrave 

Macmillan, 2010), esp. 55–72, on ubuntu as a relational ethic grounded in interdependence and human dignity. 
2 The term “Loving-Kindness Leadership” is coined by the author to describe a leadership paradigm that 

integrates ethical alignment, relational care, and interior moral formation, drawing explicitly on spiritual and 

religious traditions of loving-kindness (e.g., metta, agápē, chesed, ubuntu) while articulating a framework suitable 

for scholarly and organizational analysis. 
3 Peter G. Northouse, Leadership: Theory and Practice, 10th ed. (Thousand Oaks, CA: SAGE Publications, 

2022), 2–3. 
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Systemic structures include formal rules, incentives, and governance mechanisms that shape 

collective action. In congregations, for example, leadership may emphasize community-building 

and shared beliefs; in corporations, it may focus more on performance metrics and risk 

management. The outcomes I consider include sustained improvements in safety, equity, trust, 

and performance—dimensions relevant across congregations, nonprofits, and corporations. This 

broader lens invites leaders to evaluate success beyond traditional measures. 

Even with a working definition of leadership, today’s challenges expose a stark truth: the 

explosion of leadership conversations, frameworks, and initiatives has not produced 

corresponding gains in human well-being. Despite abundant rhetoric and technical expertise, 

durable flourishing often remains elusive. This persistent gap between what is celebrated in 

leadership discourse and what is experienced on the ground signals a deeper failure—one that 

calls for renewed scrutiny of how leadership is practiced and evaluated.4  

Contemporary leadership development offers an abundance of theories, tools, and 

training programs. However, leaders and organizations still report persistent deficits in trust, 

belonging, ethical credibility, and sustainable well-being.5 Many dominant frameworks—while 

useful for strategy and performance—insufficiently attend to interior moral formation and to the 

relational conditions required for durable flourishing (e.g., dignity, psychological safety, 

 
4 Barbara Kellerman, The End of Leadership (New York: Harper Business, 2012), 7–12; Jeffrey Pfeffer, 

Leadership BS: Fixing Workplaces and Careers One Truth at a Time (New York: Harper Business, 2015), 3–5; Mats 

Alvesson and André Spicer, The Stupidity Paradox: The Power and Pitfalls of Functional Stupidity at Work 

(London: Profile Books, 2016), 28–33; Frances Hesselbein et al., eds., The Leader of the Future 2: Visions, 

Strategies, and Practices for the New Era (San Francisco: Jossey-Bass, 2006), xv–xvii. 
5 Edelman Trust Institute, 2024 Edelman Trust Barometer: Global Report (New York: Edelman, 2024), 

 6–9; McKinsey & Company, “It’s Cool to Be Kind: The Value of Empathy at Work,” McKinsey Talks Talent 

Podcast, February 28, 2024; Amy C. Edmondson, The Fearless Organization: Creating Psychological Safety in the 

Workplace for Learning, Innovation, and Growth (Hoboken, NJ: Wiley, 2019), 12–18; Jeffrey Pfeffer, Dying for a 

Paycheck: How Modern Management Harms Employee Health and Company Performance—And What We Can Do 

About It (New York: Harper Business, 2018), 25–31. 
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accountable care). I believe that this issue contributes to organizational brittleness, moral fatigue, 

and diminished capacity for transformational change. What began as a personal crisis revealed a 

broader concern that contemporary leadership frameworks, though rich in strategy and structure, 

often underemphasize the formative power of loving-kindness as a guiding ethic and lived 

practice.  

Problem, Purpose, and Approach 

Leadership is exercised in real time—amid anxiety, competing demands, and human 

vulnerability. Any proposed leadership paradigm must be concrete enough to guide practice 

when it matters most. The sections that follow name this project’s central problem and present 

Loving-Kindness Leadership as a constructive proposal aimed at strengthening well-being and 

durable flourishing in contexts where leaders and communities are most strained. 

Because this doctoral project moves from personal catalyst to a constructive proposal, the 

statements that follow clarify my approach, the project’s purpose, and the central problem that I 

am seeking to solve. The project’s primary contribution is a theory-building, integrative 

leadership paradigm—Loving-Kindness Leadership—that brings loving-kindness into leadership 

studies and practical theology as a rigorous, actionable ethic. It is designed to address the 

disjunction between a leader’s inner formation and outward practice—a persistent fracture I 

describe as the “Leadership Love Gap.”6 

Methodologically, this project employs a Practical Theological Method structured around 

an Iterative Praxis Cycle of action and reflection. This cycle began with my own lived 

 
6 Leadership Love Gap” is an author-generated construct introduced in this study to name the disjunction 

between interior moral alignment and exterior role performance in leadership and followership. 
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experience of a profound leadership crisis (the problem), which prompted a critical analysis of 

traditional leadership literature, including foundational texts like Northouse’s Leadership: 

Theory and Practice. When I discovered that existing secular frameworks lacked the depth to 

bridge the “Leadership Love Gap,” I engaged in deep theological reflection, leading to the 

spiritual conviction that a disciplined ethic of loving-kindness was the missing core. This 

iterative process of moving from a practical problem to literature review, to theological reflection 

ultimately culminated in the creation of a renewed praxis—the Loving-Kindness Leadership 

paradigm—created to provide the actionable solution that traditional models could not. 

Loving-Kindness Leadership is a spiritually grounded, interdisciplinary approach to 

leadership formation and practice. It cultivates wise, heart-centered compassion—an inner 

posture of benevolence and courageous care that guides decisions, relationships, and systems 

toward trust, dignity, accountability, and flourishing. Unlike empathy (which can become 

emotional over-identification) or approaches to compassion/kindness that remain episodic, 

permissive, or merely affective, Loving-Kindness Leadership frames compassion as disciplined 

and truth-bound: care joined to discernment, boundaries, and responsibility for the well-being of 

the whole. While the universal ethic of loving-kindness is inherited from ancient spiritual 

traditions, the Operating Model—specifically the Four Levels of Leadership and the 7 Loving-

Kindness Leadership Practices (presented in subsequent chapters)—is a distinct, original 

construct designed to operationalize this virtue for contemporary leadership and organizations. 

The purpose of this project is to develop and articulate Loving-Kindness Leadership as an 

integrative, spiritually grounded paradigm that bridges the Leadership Love Gap by uniting inner 

transformation with outward ethical practice. Drawing from diverse wisdom traditions and 

contemporary research, the project frames loving-kindness as a disciplined, boundary-honoring 
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ethic that can shape leaders, cultures, and systems toward greater trust, justice, and collective 

flourishing. 

This project weaves practical-theological reflection together with interdisciplinary 

scholarship in leadership studies, psychology, neuroscience, sociology, and organizational 

research to construct a coherent framework for Loving-Kindness Leadership. Rather than testing 

a single intervention experimentally, the study clarifies core terms, develops a structured 

paradigm, and traces implications for leadership practice—treating loving-kindness as ethically 

accountable action compatible with boundaries, truth-telling, and real-world organizational 

demands.  

The Leadership Love Gap 

The Leadership Love Gap names a common—and often quietly painful—distance 

between the values we hold at our core and the ways we are permitted (or required) to act within 

our public roles. This gap emerges when convictions and relational commitments become 

disconnected from outward practice, prompting leaders and followers alike to live divided lives. 

Over time, the strain erodes integrity and weakens leadership grounded in coherence, care, and 

the common good. 

The consequences are not merely individual; they are systemic. Declining trust, 

alienation, and exhaustion signal fractures in the moral and relational fabric of many leadership 

cultures. When models prioritize productivity, compliance, or image management at the expense 

of human dignity and authentic connection, they can reinforce dehumanizing patterns that 

culminate in disengagement, burnout, and a persistent hunger for meaning that technical 
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solutions alone cannot satisfy.7 

Bridging the Leadership Love Gap requires more than surface adjustments. Leaders must 

re-center inherent worth and relational presence within organizational life and resist systems that 

reduce people to roles, outputs, or problems to be managed. Cultures where dignity, belonging, 

and psychological safety are treated as nonnegotiable do not happen by accident; they are formed 

through consistent, embodied practices that align values with action. 

Leadership must attend to lived experience inside the system, recognizing that individuals 

and communities thrive where honesty, mutual respect, and shared responsibility are expected. 

Leaders therefore examine not only what they demand of others, but also how their presence—

and the systems they steward—shape inner lives. This is a call to resist self-protection and 

silence, and to make trust and truth-telling ordinary practices. 

Those who lead can nurture environments of formation rather than fragmentation. As 

leaders practice relational attentiveness and consistent ethical action, they invite greater 

congruence between belief and behavior and help communities grow in resilience and shared 

flourishing. In an age of rapid change and deep uncertainty, closing the Leadership Love Gap is 

not peripheral; it is central to the moral and relational health of those entrusted to our care. 

Many established leadership frameworks can produce technical outcomes, yet they often 

under-address the moral and relational conditions required for sustainable transformation. 

 
7 See Edelman Trust Institute, 2024 Edelman Trust Barometer, 6–10, on widespread declines in institutional 

trust and the systemic consequences for organizational culture; Pfeffer, Dying for a Paycheck,17–29, on burnout, 

exhaustion, and the health impacts of organizational environments dominated by productivity and compliance 

pressures; Edmondson, The Fearless Organization, 11–16, on how fear-based or image-managed cultures undermine 

belonging, voice, and authentic connection; Alvesson and Spicer, The Stupidity Paradox, 28–35, analyzing how 

organizations incentivize surface-level performance, conformity, and image maintenance at the cost of human 

dignity, judgment, and long-term flourishing. 
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Approaches that prioritize efficiency, control, or image management may neglect trust, ethical 

credibility, and stakeholder well-being—leaving leaders with tools for performance but limited 

guidance for cultivating dignity, belonging, and resilience. 

The inadequacies in prevailing leadership approaches point to the need for a paradigm 

grounded not only in competence and strategy, but also in moral purpose, relational depth, and a 

commitment to justice and inclusion. Loving-Kindness Leadership responds constructively by 

integrating theological reflection, social-science research, and practical wisdom from diverse 

traditions. In doing so, it seeks to close the gap between professed values and everyday 

leadership practice, cultivating environments in which trust and psychological safety are 

intentionally developed. 

The chapters that follow develop this paradigm in four movements. Chapters 1–2 clarify 

loving-kindness, distinguish Loving-Kindness Leadership from adjacent constructs, and discuss 

its necessity in consideration of prevailing leadership limitations. Chapters 3–4 describe interior 

formation and applied practices that translate wise, accountable compassion into everyday 

leadership. The Conclusion then synthesizes the argument and outlines implications and 

directions for future research. 

This project matters now because many leaders, organizations, and communities are 

exhausted by leadership that demands productivity without wholeness. In a time when leadership 

is increasingly measured by outcomes rather than formation, this study maintains that 

loving-kindness is not peripheral; it is essential to leadership capable of sustaining trust, dignity, 

and transformation within strained systems.
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CHAPTER 1 

WHAT IS LOVING-KINDNESS LEADERSHIP? 

 

In response to the growing challenges of societal division and organizational complexity, 

many of us are feeling the strain of trying to lead faithfully and effectively at the same time. As 

discussed in the Introduction, this project names that strain as the Leadership Love Gap—the 

painful disconnection between what we value inwardly and what our roles, systems, and 

pressures can pull us into outwardly. Because we are not only leading organizations but also 

shaping lives, this chapter begins by demonstrating Loving-Kindness Leadership as a 

constructive way forward—one that joins moral formation with practical, boundary-honoring 

accountability. As defined in the Introduction, Loving-Kindness Leadership is a spiritually 

grounded, interdisciplinary approach to leadership formation and practice that cultivates wise, 

heart-centered compassion—an inner posture of benevolence and courageous care that guides 

decisions, relationships, and systems toward trust, dignity, accountability, and flourishing. 

Loving-Kindness Leadership is designed to be a theory-building, integrative paradigm for 

bridging leadership effectiveness and human flourishing, distinguished from approaches rooted 

only in empathy, compassion, or kindness by grounding it in loving-kindness as its ethical core.  

By centering dignity, inclusion, and well-being, we see that loving-kindness can become 

not merely something we believe in, but something we practice as a steady way of leading—

especially amid polarization and social tension. To orient what follows, this chapter (1) frames 

the strategic imperative for Loving-Kindness Leadership in today’s leadership landscape, (2) 

traces its roots across enduring spiritual traditions, (3) engages psychological, sociological, 
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behavioral, and ethical insights that clarify how loving-kindness forms leaders and communities, 

and (4) highlights business and organizational applications that connect loving-kindness to trust, 

accountability, and flourishing. 

A New Strategic Imperative 

Rooted in a rich tapestry of philosophical, spiritual, and religious traditions, Loving-

Kindness Leadership elevates loving-kindness as the guiding force of moral behavior across 

cultures. Loving-kindness in its purest form is a self-giving commitment to the flourishing of 

others, which Loving-Kindness Leadership operationalizes through the traditions of Metta, 

Agápē, Chesed, and Ubuntu. While these ancient traditions possess distinct theological 

frameworks and interpretive differences, they converge on the shared civic virtue of loving-

kindness. This approach not only honors loving-kindness’s central role in religious and ethical 

conduct but also powerfully complements and transforms established leadership practices.1  

The Loving-Kindness Leadership paradigm reimagines leadership as a sacred 

stewardship—fostering holistic integration and intentionally prioritizing renewal, coherence, and 

unity in all dimensions of leadership. Although leadership approaches anchored in compassion 

have recently emerged as promising alternatives to conventional models such as 

Transformational Leadership, Transactional Leadership, Servant Leadership, and Situational 

Leadership, they remain relatively underdeveloped within the broader academic and professional 

discourse.2 Loving-kindness, as a formative ethic, stands at the heart of this leadership approach, 

 
1 See Olga M. Klimecki and Tania Singer, “Empathy and Compassion: A Neurobiological Perspective,” in 

The Oxford Handbook of Compassion Science, ed. Emma M. Seppälä et al. (New York: Oxford University Press, 

2017), 109–22. Sharon Salzberg, Lovingkindness: The Revolutionary Art of Happiness (Boston: Shambhala, 1995) 

treats mettā as a foundational ethical orientation oriented toward universal goodwill, exceeding the scope of 

compassion or empathy alone. 
2 See Monika Ardelt and Bharti Sharma. “The Benefits of Wise Organizations for Employee Well-Being.” 

Business & Professional Ethics Journal 42, no. 2 (2023): 171–204, https://doi.org/10.5840/bpej202342210 on  
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shaping both the character and actions of leaders. Rather than being an optional virtue, loving-

kindness is intentionally cultivated as an essential quality—guiding leaders to nurture patience, 

benevolence, and genuine care within themselves and in their relationships with others. This 

ethic places the dignity and well-being of every individual at the center, inspiring leaders to 

create environments where emotional connection, trust, and psychological safety flourish, and 

where inclusivity is not merely a principle but a lived reality.  

Loving-Kindness Leadership, as a strategic paradigm, empowers leaders to move beyond 

traditional management and become architects of meaningful change. By integrating loving-

kindness into organizational strategy, leaders foster cultures where compassion, respect, and 

authentic relationships drive collective progress. This paradigm recognizes the universal desire 

for fulfillment and belonging, positioning leaders to advance social justice and champion holistic 

transformation.3 At the intersection of personal growth and systemic impact, Loving-Kindness 

Leadership equips leaders with the vision and tools to address complex challenges, inspire 

ethical influence, and build communities grounded in well-being and shared purpose. 

Practical applications of Loving-Kindness Leadership permeate leadership development, 

shape organizational culture, and foster meaningful international collaboration. Leaders who 

 
compassion being treated as an essential moral–relational quality that informs ethical decision‑making and 

leadership behavior within organizations; Rasmus Hougaard and Jacqueline Carter, Compassionate Leadership: 

How to Do Hard Things in a Human Way (Boston: Harvard Business Review Press, 2022), 3–12, on compassion as 

a disciplined and intentional leadership practice; Margaret J. Wheatley, Who Do We Choose to Be? Facing Reality, 

Claiming Leadership, Restoring Sanity (Oakland, CA: Berrett-Koehler, 2017), 87–103, on leadership as sacred 

stewardship that cultivates coherence and unity; Stephen R. Covey, Principle-Centered Leadership (New York: Free 

Press, 1992), 19–29, on virtue- and compassion-anchored leadership as an alternative to conventional models; Peter 

G. Northouse, Leadership: Theory and Practice, 10th ed. (Thousand Oaks, CA: SAGE Publications, 2022), 185–

210, for typologies of Transformational, Transactional, Servant, and Situational Leadership and the relative 

underdevelopment of compassion-based approaches in mainstream leadership theory. 
3 James MacGregor Burns, Leadership (New York: Harper & Row, 1978), 4–5, 20–21; Covey, 

Principle-Centered Leadership, 19–32; Margaret J. Wheatley, Leadership and the New Science (San Francisco: 

Berrett-Koehler, 2006), 85–94. 
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embrace this paradigm are called not only to evaluate the scope and depth of their 

responsibilities, but also to engage in ongoing self-reflection about how loving-kindness actively 

guides their decisions, behaviors, and relationships with others.  

Loving-Kindness Leaders are urged to continually contemplate three essential questions 

to guide their self-reflection: 

• How well am I loving those I am leading? (This prompts the leader to examine their 

tangible actions.) 

• Do I love my followers enough to lead them well? (This challenges the leader to assess 

their underlying motive and ask what their followers truly need from them.) 

• How does loving-kindness inform and influence my leadership in this situation? 

(This invites the leader to listen to their intuition regarding the situation and how they 

should respond.) 

Questions like these challenge leaders to move beyond routine management practices and 

embrace a life-altering approach, where genuine care and benevolence become the foundation 

for every action and interaction. 

Considering the complex global challenges such as polarization, burnout, inequity, and 

conflict, this new leadership paradigm is essential. Loving-Kindness Leadership offers a 

spiritually grounded and globally relevant framework, equipping leaders to build trust, foster 

transformation, and pursue social justice through presence, empathy, and ethical influence. This 

approach contributes to a worldwide movement in many contemporary contexts toward more 

holistic and spiritually aware leadership. By grounding decisions in genuine concern for others 

and integrating evidence-based practices, Loving-Kindness Leadership enhances relational 
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safety, learning, and outcomes. It aligns internal values with external actions, centers communal 

ethics, and leverages scientific insights to foster helping behaviors and systemic growth. 

Philosophical, Spiritual, and Religious Connections 

Loving-Kindness Leadership is rooted in the principles of gentle strength, non-judgment, 

and active goodwill—qualities that become especially vital when engaging with those who are 

marginalized or challenging to embrace. This paradigm draws on a rich tapestry of contemplative 

traditions and philosophical legacies, all of which underscore the importance of inner 

transformation as the foundation for outward impact. At its core, Loving-Kindness Leadership 

calls for mindful presence, emotional intelligence, and a commitment to relational healing, 

offering a holistic approach to leadership that transcends mere transactional or technical 

frameworks.  

Before tracing these specific traditions, methodological clarification is necessary. Due to 

the scope and limitations of this project, the traditions of metta (Buddhism), agápē (Christianity), 

chesed (Judaism), and ubuntu (African traditions) are engaged intentionally as a representative 

cross-section rather than an exhaustive comparative study. While the length of treatment across 

these four traditions varies within this chapter—reflecting the specific leadership literature 

engaged and the personal pastoral context from which this project emerges—together they 

demonstrate the universal resonance of this ethic. As respected religious historian Karen 

Armstrong demonstrates in The Great Transformation, the ethic of compassionate action 

emerged simultaneously across the world's great traditions during the Axial Age as the necessary 

cornerstone for human flourishing and social survival.4 These four specific traditions were 

 
4 Karen Armstrong, The Great Transformation: The Beginning of Our Religious Traditions (New York: 

Alfred A. Knopf, 2006), xviii–xix, 399–401. 
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chosen to illustrate the profound geographic and theological breadth of that shared moral 

imperative. Furthermore, it is critical to state that this project does not seek to “colonialize,” 

appropriate, or reduce any of these vast, complex traditions by implying that loving-kindness is 

the sole defining feature of their respective faiths. Rather, the goal is to draw wisdom from 

philosophy, spirituality, and religion to make a constructive point about leadership—honoring 

the profound integrity of each tradition while synthesizing an urgent, shared civic virtue for 

today’s organizational challenges. 

The philosophical, spiritual, and religious foundations of Loving-Kindness Leadership 

are broad and deeply interconnected.5 Ancient Indian thought, as articulated in texts such as the 

Arthashastra, foregrounds the ethical and moral responsibilities of leaders, highlighting 

compassion and justice as indispensable leadership virtues.6 This early recognition of 

benevolence and fairness as guiding principles established a template for ethical governance that 

continues to inform leadership discourse today. Similarly, ancient Greek philosophers like Plato 

and Aristotle advanced the notion that effective leadership is inseparable from the cultivation of 

virtue, wisdom, and empathy.7 Their teachings positioned the moral character of leaders as 

central to the health of the community, arguing that authentic influence arises from the 

integration of ethical reasoning and emotional insight. These ideas, foundational to Western 

thought, resonate with contemporary understandings of emotionally intelligent leadership. 

Ancient Chinese and Mesopotamian philosophies further contributed to this lineage by 

 
5 The philosophical, spiritual, and religious connections presented are intended as representative 

illustrations rather than an exhaustive survey, highlighting the widespread presence of concepts analogous to 

“loving-kindness” across global faith and philosophical traditions. 
6 See Kauṭilya (Cāṇakya), The Arthaśāstra, trans. and ed. R. P. Kangle, 3 vols. (Delhi: Motilal Banarsidass, 

2010), vol. 2, chap. 1, for a foundational account of kingship ordered toward justice and public welfare. 
7 Aristotle, Nicomachean Ethics, trans. W. D. Ross, rev. J. O. Urmson (Oxford: Oxford University Press, 

2009); and Plato, Republic, trans. G. M. A. Grube, rev. C. D. C. Reeve (Indianapolis: Hackett, 1992). 



  

16 

 

prioritizing emotional intelligence, mindfulness, and relational healing. These traditions 

recognized that the well-being of the collective hinges on the leader’s ability to foster harmony, 

model self-mastery, and maintain ethical clarity even amid complexity and uncertainty.8 

Islamic tradition centers the principle of rahma (frequently translated as “mercy”) as both 

a divine attribute and a human obligation. The Qur’an commands believers to uphold justice and 

do good to others (Qur’an 16:90), while the practice of zakat (translated typically as “charitable 

giving”) integrates spiritual devotion with social responsibility. In Islam, faith is inseparable 

from action, and leadership is measured by one’s ability to translate inner conviction into 

tangible acts of service and social welfare.9 

Hinduism advances the virtues of dayā (translated usually as “compassion”) and ahimsa 

(typically translated as “non-violence”), teaching that loving-kindness is a cosmic principle that 

binds all living beings. These values frame leadership as a spiritual discipline rooted in the 

minimization of harm and the maximization of benevolence, inviting leaders to embody 

compassion and restraint as they guide communities toward holistic well-being. 

Of particular significance for Loving-Kindness Leadership is Buddhism, which places 

metta (often translated as “loving-kindness”) at the very heart of its ethical and spiritual practice. 

Unlike abstract ideals, Buddhism treats loving-kindness as a formative discipline—one that is 

cultivated through repeated intention, meditation, and mindful action. The Karaṇīya Mettā Sutta, 

for example, explicitly guides practitioners to systematically nurture benevolence toward all 

 
8 Aristotle, Nicomachean Ethics, trans. Terence Irwin (Indianapolis: Hackett, 1999); Confucius, The 

Analects, trans. Edward Slingerland (Indianapolis: Hackett, 2003); and Alasdair MacIntyre, After Virtue, 3rd ed. 

(Notre Dame, IN: University of Notre Dame Press, 2007). 
9 Lukman Raimi, Ashok Patel, and Ismail Adelopo, “Corporate Social Responsibility, Waqf System and 

Zakat System as Faith-Based Model for Poverty Reduction,” World Journal of Entrepreneurship, Management and 

Sustainable Development 10, no. 3 (2014): 228–42, https://doi.org/10.1108/WJEMSD-09-2013-0052. 
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beings, reinforcing that metta is not just a feeling but a lived commitment, shaping character and 

relationships over time. The Buddhist tradition elevates loving-kindness to one of the four 

sublime states (brahmaviharas), urging leaders and practitioners alike to extend benevolence 

universally, including toward those who are difficult to love.10 

This formative practice is further illustrated through the teachings of Thich Nhat Hanh on 

Engaged Buddhism, which emphasize that mindfulness and compassion must be enacted through 

deliberate social action and everyday habits. By merging inner peace with sustained efforts 

toward societal harmony, Buddhism offers a robust framework for Loving-Kindness Leadership 

that is both contemplative and practical, seeking to liberate all beings from suffering through 

active goodwill and non-harming. Ultimately, Buddhism demonstrates that leadership grounded 

in loving-kindness arises not from sporadic gestures, but from an ongoing process of self-

cultivation and intentional presence, making metta a dynamic force for personal and collective 

transformation.11 

Judaism grounds its vision of Loving-Kindness Leadership in a covenantal ethic, most 

clearly expressed through the principle of chesed (steadfast loving-kindness and sacred bond). At 

the heart of the Jewish Scriptures, particularly in passages like Micah 6:8, is the call for leaders 

to embody justice, mercy, and faithful commitment to the enduring spiritual contract between 

God and the community. In this tradition, chesed is not simply an emotion, but a binding moral 

obligation—an active, ongoing responsibility that compels leaders to uphold truth, defend the 

 
10 Karaṇīya Mettā Sutta (Sutta Nipāta 1.8), in The Suttanipāta: An Ancient Collection of the Buddha’s 

Discourses, trans. Bhikkhu Bodhi (Boston: Wisdom Publications, 2017); and Bhikkhu Bodhi, The Noble Eightfold 

Path: Way to the End of Suffering (Kandy, Sri Lanka: Buddhist Publication Society, 1994), 75–77. 
11 See Thich Nhat Hanh, True Love: A Practice for Awakening the Heart (Boston: Shambhala, 2004); and 

Thich Nhat Hanh, Interbeing: The Fourteen Mindfulness Trainings of Engaged Buddhism, rev. ed. (Berkeley, CA: 

Parallax Press, 1993). 
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vulnerable, and act with unwavering integrity for the sake of the collective good.12 This 

covenantal demand directly addresses what this project identifies as the Leadership Love Gap, 

showing that true inner moral formation cannot be separated from outward systemic 

responsibilities. 

The Jewish prophetic voice continually urges leaders to honor this mutual obligation by 

prioritizing social justice, pursuing peace, and ensuring equity within society—even when such 

actions demand personal sacrifice or the courage to confront injustice and systemic wrongs. By 

holding kings and corrupt systems accountable, the prophetic tradition powerfully models that 

loving-kindness must be a disciplined, boundary-honoring ethic rather than mere sentimentality. 

Throughout history, this covenantal vision has shaped Jewish ethical leadership as a practice of 

mutual responsibility, where leaders are measured not by their authority, but by their steadfast 

care for the marginalized and their commitment to the flourishing of the entire community.  

This communal focus is further enriched by the Jewish theological concept of tikkun 

olam (repairing the world), which views ethical action and justice as essential partnerships with 

the divine to mend a fractured society.13 Through the covenantal ethic of chesed, Judaism 

provides an enduring foundation for leadership that bridges divides, nurtures trust, and builds 

communities rooted in mutual responsibility, respect, and care. This vision continues to inspire 

 
12 For discussion of chesed as covenantal loyalty and steadfast loving-kindness, see Iain Duguid, 

“Loyal-Love (Hesed),” Ligonier Ministries, February 21, 2024, https://www.ligonier.org/learn/articles/loyal-love-

hesed/; and “Hesed,” Bible Hub Topical Bible, accessed February 28, 2026, 

https://biblehub.com/topical/h/hesed.htm. For Micah 6:8 as a foundational text linking justice, mercy, and ethical 

leadership, see Bible Gateway, “Micah 6:8 (ESV and OJB),” 

https://www.biblegateway.com/passage/?search=Micah+6%3A8, accessed March 6, 2026. For Jewish ethical 

interpretations emphasizing chesed as active commitment to justice and protection of the vulnerable, see Ian Adams, 

“Chesed: The Heart of Torah,” Rabbi Ian Adams (blog), April 7, 2025, https://rabbianadams.com/chesed-heart-of-

torah. 
13 Elliot N. Dorff, The Way into Tikkun Olam (Repairing the World) (Woodstock, VT: Jewish Lights 

Publishing, 2005), 3–6; Mishnah Gittin 4:2, in The Mishnah, trans. Herbert Danby (Oxford: Oxford University 

Press, 1933). 
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contemporary approaches to leadership that honor the sacred bond between individuals and the 

broader collective, championing justice as an expression of loyal love. When translated into 

modern organizational life, this tradition requires leaders to institutionalize care, transforming 

loving-kindness from an interpersonal gesture into an equitable systemic reality. 

Ubuntu philosophy is fundamentally a communal ontology, grounded in the conviction 

that our very being is shaped through relationships with others—"I am because we are.”14 This 

perspective sees personhood as inherently social, realized through interdependence, mutual care, 

and a collective pursuit of well-being. Ubuntu’s tradition calls leaders to nurture community, 

honor interconnectedness, and recognize that individual flourishing is inseparable from the 

flourishing of all. Leadership is measured by uplifting others and fostering shared identity and 

purpose. 

In direct contrast to the hyper-individualistic, zero-sum models of traditional leadership 

that often exacerbate the Leadership Love Gap, Ubuntu insists that authority cannot be separated 

from relational responsibility. When leaders view their success as isolated from the well-being of 

their followers, they inevitably drift into the transactional behaviors that erode institutional trust. 

However, by embracing Ubuntu, leaders naturally operationalize loving-kindness. They 

recognize that creating psychological safety, protecting dignity, and bridging the divide between 

inner values and outward actions are not secondary management tactics, but ontological 

necessities. A leader cannot truly be whole if the system they steward leaves their people 

fragmented. 

 
14 Desmond Tutu, No Future Without Forgiveness (New York: Doubleday, 1999), 34–35; John S. Mbiti, 

African Religions and Philosophy, 2nd ed. (Oxford: Heinemann, 1990), 106. 
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Through communal practices like dialogue, reconciliation, and generosity, Ubuntu 

leadership heals divisions and strengthens the social fabric. This healing capacity was profoundly 

demonstrated in post-apartheid South Africa, where Ubuntu guided the restorative justice efforts 

of leaders like Nelson Mandela. Rather than seeking retribution, this paradigm demanded a 

rigorous, truth-telling dialogue that held individuals accountable while preserving the possibility 

of shared humanity.15 Within the framework of Loving-Kindness Leadership, Ubuntu shows that 

a communal ethic does not ignore harm or avoid difficult decisions; rather, it confronts reality 

honestly to restore the social fabric. In today’s global context, Ubuntu powerfully reminds us that 

ethical leadership and human dignity are achieved not through isolation, but within the 

disciplined, mutual bonds of community.16 

Within Christianity, agápē is established as the normative love ethic—the guiding 

principle for all leadership and ethical action.17 Rather than being simply an emotional feeling, 

agápē represents a selfless, unconditional commitment to the well-being of others. The teachings 

of Jesus, most notably the command to “Love your neighbor as yourself” (Matthew 22:39), 

elevate loving-kindness from mere sentiment to the highest moral standard, compelling leaders 

to actively pursue the flourishing, justice, and dignity of those they serve. Christian faith holds 

that genuine spirituality is inseparable from lived expressions of love; faith is validated by deeds 

that embody mercy, protect the vulnerable, and advance social justice. Thus, the Christian 

 
15 James L. Gibson, Overcoming Apartheid: Can Truth Reconcile a Divided Nation? (New York: Russell 

Sage Foundation, 2004), 65–70. 
16 Lisa Ncube, “Ubuntu: A Transformative Leadership Philosophy,” Journal of Leadership Studies 4, no. 3 

(2010): 77–82, https://doi.org/10.1002/jls.20182; Abongile Sipondo, “Ubuntu Ethical Leadership in the African 

Public Sector,” International Journal of Public Leadership 21, no. 2 (2025): 140–54; Bukunmi Deborah Ajitoni, 

“Ubuntu and the Philosophy of Community in African Thought,” Journal of African Studies and Sustainable 

Development 7, no. 3 (2024); and “Ubuntu Philosophy,” Philopedia, accessed March 6, 2026, 

https://philopedia.org/traditions/ubuntu-philosophy. 
17 Kenneth P. Ken Gërhart, “Agape Leadership: An Exegetical Examination of the Attributes of Loving 

Leaders,” in Leadership as Loving One Another: Agapao and Agape Love in Leadership and Business (Cham, 

Switzerland: Springer, 2024), 95–108, https://doi.org/10.1007/978-3-031-52276-5_7. 
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tradition frames agápē not only as a theological ideal but as the central, normative ethic shaping 

leadership and community life.  

Building upon the Christian tradition’s elevation of agápē as the guiding leadership ethic, 

the Epistle of James offers a practical dimension by emphasizing that genuine faith must 

manifest in concrete actions—“faith by itself, if it is not accompanied by action, is dead” (James 

2:17, NIV). This perspective challenges leaders to move beyond intention and sentiment, 

requiring that their spiritual convictions be demonstrated through tangible service and advocacy 

for others. The Apostle Paul, in 1 Corinthians 13, further expands this ethical vision by 

illustrating how agápē is not merely a lofty ideal, but the essential standard for evaluating all 

forms of leadership and influence. Paul’s description of loving-kindness—marked by patience, 

kindness, humility, and steadfastness—provides a practical blueprint for leaders to cultivate 

relational trust, address injustice, and foster environments where all can thrive. By insisting that 

leadership devoid of agápē is ultimately hollow, Paul unites inner spiritual conviction with 

outward social responsibility, urging leaders to prioritize the common good and the well-being of 

those they serve. This synthesis of faith and action, rooted in the Christian tradition, enriches the 

concept of Loving-Kindness Leadership by highlighting its capacity to transform both personal 

character and community outcomes through persistent, selfless engagement.18 

Taken together, these traditions converge on a transformative insight—leadership is not 

simply a technical function or a transactional exchange, but a moral vocation rooted in 

loving-kindness and active goodwill.  Loving-Kindness Leadership synthesizes these diverse 

religious and philosophical streams into a comprehensive paradigm, committing leaders to 

 
18 Alexander Negrov, “Love as an Influence for Good in Leadership,” Theology of Leadership Journal 4, 

no. 1 (2021).  



  

22 

 

personal growth, the protection of the vulnerable, truth-telling, and the pursuit of the common 

good. By integrating spiritual practices and ethical commitments into leadership, this paradigm 

fosters the capacity to remain present, non-defensive, and courageous—cultivating organizations 

and societies grounded in justice, compassion, and genuine human flourishing.19  

In this way, Loving-Kindness Leadership challenges the notion that effective leadership 

is defined by authority or control, instead emphasizing that the true power of leadership lies in 

service, humility, and relational integrity. As leaders embody these religious and spiritual 

principles, they not only transform themselves but also inspire those around them to strive for 

greater inclusion, dignity, and shared purpose, creating lasting change that resonates across 

diverse communities and generations. 

Psychological, Sociological, Behavioral, and Ethical Connections 

The psychological, sociological, and ethical foundations of Loving-Kindness Leadership 

converge to form a comprehensive framework for revolutionary leadership. Psychologist Carl 

Jung’s theory of individuation serves as a powerful lens, revealing that the journey toward 

authentic leadership is fundamentally an inward pursuit of wholeness. Individuation—the 

integration of conscious and unconscious dimensions of the self—empowers leaders to act with 

humility, self-awareness, and genuine purpose. Jung asserts, “Nothing is possible without love, 

not even the processes of alchemy, for love puts one in a mood to risk everything and not to 

 
19 Howard Thurman, Meditations of the Heart (Boston: Beacon Press, 1999), 29–34, on leadership as a 

moral vocation rooted in compassion and active goodwill; Covey, Principle-Centered Leadership, 19–33, on 

integrity, truth-telling, and the common good as foundational leadership commitments; Salzberg, Lovingkindness, 

45–67, on loving-kindness as a disciplined spiritual practice that cultivates presence, non-defensiveness, and 

courage; Desmond Tutu and Mpho Tutu, The Book of Forgiving: The Fourfold Path for Healing Ourselves and Our 

World (New York: Harper One, 2014), 112–19, on Ubuntu, justice, and the protection of the vulnerable; Daniel J. 

Siegel, Aware: The Science and Practice of Presence (New York: Tarcher Perigee, 2018), 89–104, on the 

neurobiological effects of contemplative practice in building compassionate and integrated leadership. 



  

23 

 

withhold important elements.”20 This underscores that loving-kindness is not merely a social 

ideal but the essential catalyst for personal integration and courageous decision-making. 

The efficacy of Loving-Kindness Leadership is further substantiated by findings in 

neuroscience and behavioral psychology, which highlight its sustainability for leaders over time. 

Research distinguishes between empathy, defined as the vicarious sharing of another’s emotional 

pain, and compassion, understood as a caring concern accompanied by motivation to alleviate 

suffering.21 Neuroscientific studies demonstrate that sustained empathic engagement can lead to 

empathic distress and emotional exhaustion, whereas compassion activates distinct neural 

circuits associated with reward, affiliation, and prosocial motivation.22 Importantly, compassion 

has been shown to increase positive affect, resilience, and sustained helping behavior without the 

psychological costs associated with empathic overload. These findings underscore that Loving-

Kindness Leadership, grounded in compassion rather than mere empathy, offers leaders a 

scientifically validated pathway to foster well-being, maintain emotional balance, and 

sustainably care for others throughout their leadership journey, helping prevent burnout and 

supporting long-term effectiveness. In this way, integrating compassion into leadership practice 

not only benefits individual leaders, but also strengthens the overall health and sustainability of 

teams and organizations.  

Recent advances in neuroscience and behavioral psychology have clarified the distinction 

between empathy and compassion, highlighting the unique benefits of cultivating compassion in 

 
20 C. G. Jung, quoted in Miguel Serrano, C. G. Jung and Hermann Hesse: A Record of Two Friendships. 

(Zurich: Daimon Verlag, 2020), 75. 
21 Tania Singer and Olga M. Klimecki, “Empathy and Compassion,” Current Biology 24, no. 18 (2014): 

R875–R878, https://doi.org/10.1016/j.cub.2014.06.054. 
22 Olga M. Klimecki, Susanne Leiberg, Matthieu Ricard, and Tania Singer, “Differential Pattern of 

Functional Brain Plasticity after Compassion and Empathy Training,” Social Cognitive and Affective Neuroscience 

9, no. 6 (2014): 873–79, https://doi.org/10.1093/scan/nst060. 
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leadership roles. While unchecked empathy has been associated with empathic distress and 

burnout in helping professions, it is reasonable to infer—and increasingly supported by 

compassion science—that the intentional cultivation of loving-kindness and compassion can 

offer leaders a deeper well of inner strength, resilience, and grounded presence.23 This biological 

insight affirms that Loving-Kindness Leadership is not only sustainable but essential for the 

well-being of leaders and those they serve. As organizations increasingly recognize the value of 

compassionate leadership, integrating these practices can foster environments where both 

individuals and communities flourish.  

Social science further illuminates the intricate relationship between inner experience and 

outward engagement. American social work researcher, Dr. Brené Brown, whose work focuses 

on human behavior, emotions, and interpersonal dynamics, demonstrates that embracing one’s 

true self—including spiritual convictions—deepens connections and amplifies societal 

contributions.  Brown’s “BRAVING” framework (boundaries, reliability, accountability, 

integrity, non-judgment, and generosity) provides actionable tools for cultivating trust and 

kindness within organizations. Her research affirms that vulnerability is the birthplace of 

creativity and innovation, and that leaders who welcome emotional exposure foster resilient, 

high-performing teams.24 This finding is crucial to Loving-Kindness Leadership because it 

validates that authentic, loving-kindness-based leadership is not only transformative at the 

individual level, but also foundational for building courageous, adaptive organizations 

 
23 Olga M. Klimecki, “The Plasticity of Empathy: From Compassion to Burnout,” Current Opinion in 

Psychology 17 (2017): 1–5; and Monica C. Worline and Jane E. Dutton, Awakening Compassion at Work: The Quiet 

Power That Elevates People and Organizations (San Francisco: Berrett-Koehler, 2017). The applied inference that 

unregulated empathic resonance can contribute to empathic distress and burnout draws on adjacent neuroscience, 

psychology, and organizational-compassion research.  
24 Brené Brown, Dare to Lead: Brave Work. Tough Conversations. Whole Hearts. (New York: Random 

House, 2018), 32-38. 
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committed to the common good. 

Sociologically, Loving-Kindness Leadership, rooted in emotional intelligence and 

authentic connection, enables leaders to become “entrepreneurs of identity”—shaping cultures 

defined by inclusion, dignity, and psychological safety.25 Studies demonstrate that organizations 

led by kind, empathetic leaders not only attract greater talent but also excel in innovation and 

resilience.26 Cross-cultural research reveals that empathy and kindness are widely effective 

across cultural contexts, with leaders across Africa, Asia, and Latin America harnessing these 

qualities to build inclusive, high-performing teams. Cultural intelligence—the ability to navigate 

and adapt within diverse environments—emerges as a vital skill for leaders committed to 

fostering trust and collaboration. By embodying these principles, leaders can strengthen social 

cohesion and create environments where both individuals and organizations can thrive together.27 

The ethical imperative of Loving-Kindness Leadership becomes especially clear when 

confronting issues of spiritual disconnection and social injustice. Loving-Kindness Leadership 

calls leaders to recognize and address the fragmentation that arises when individuals and 

communities are cut off from their deepest values and from one another. Figures such as Dorothy 

 
25 S. Alexander Haslam, Stephen D. Reicher, and Michael J. Platow, The New Psychology of Leadership: 

Identity, Influence and Power (New York: Psychology Press, 2011), 74–78; and S. Alexander Haslam et al., “The 

Social Identity Approach to Leadership,” in The SAGE Handbook of Leadership, ed. Alan Bryman et al. (London: 

SAGE, 2011), 393–94. 
26 McKinsey & Company, “It’s Cool to Be Kind: The Value of Empathy at Work,” McKinsey Talks Talent 

(podcast), February 28, 2024, https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-

insights/its-cool-to-be-kind-the-value-of-empathy-at-work. The episode synthesizes research showing that teams led 

by leaders perceived as empathic report higher engagement and are up to three times more likely to innovate 

(correlational, not causal). For Gallup’s manager-effect estimate (70% of team engagement attributable to the 

manager), see Gallup, State of the Global Workplace 2024 (Washington, DC: Gallup, 2024). 
27 Kim S. Cameron, Positive Leadership: Strategies for Extraordinary Performance (San Francisco: 

Berrett-Koehler, 2012); Daniel Goleman, Richard Boyatzis, and Annie McKee, Primal Leadership: Unleashing the 

Power of Emotional Intelligence (Boston: Harvard Business Review Press, 2013); Robert J. House et al., Culture, 

Leadership, and Organizations: The GLOBE Study of 62 Societies (Thousand Oaks, CA: SAGE, 2004); and P. 

Christopher Earley and Soon Ang, Cultural Intelligence: Individual Interactions Across Cultures (Stanford, CA: 

Stanford University Press, 2003). 
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Day, founder of the Catholic Worker movement, exemplify a powerful way to recognize and 

address this fragmentation by fusing her Catholic faith with radical hospitality, direct service, 

and unwavering advocacy for the marginalized. Day’s life was a testament to the belief that 

spirituality is not private or passive but must fuel concrete action to uplift those who are most 

vulnerable.28 Her commitment to creating communities of care, shelter, and dignity for the 

homeless and oppressed illustrates how loving-kindness can transform individual lives and 

sustain communities committed to justice and dignity. 

Similarly, Howard Thurman, the influential theologian and mentor to civil rights leaders, 

insisted that spirituality must be intrinsically linked to the struggle against racial inequality and 

injustice. Thurman’s teachings emphasized the necessity of cultivating an inward sense of 

wholeness and compassion that empowers people to resist oppression and work collectively for 

liberation.29 He urged leaders to root their activism in a profound sense of loving-kindness and 

connection, believing that only through this spiritual grounding could genuine reconciliation and 

justice emerge. His work challenged faith communities and social movements to bridge the gap 

between contemplation and action, demonstrating that personal transformation is inseparable 

from social change. Ultimately, Thurman’s vision invites leaders to embody a loving-kindness 

capable of healing division and sustaining hope amid injustice. 

Continuing in this context, feminist theorist and cultural critic bell hooks offers a 

compelling critique of movements and systems that lack a foundational ethic of loving-kindness. 

She powerfully argues that social and political movements devoid of a loving-kindness ethic 

inevitably perpetuate domination, exploitation, and injustice—whether in the forms of racism, 

 
28 Dorothy Day, The Long Loneliness (New York: Harper & Row, 1952). 
29 Howard Thurman, Jesus and the Disinherited (Boston: Beacon Press, 1996). 
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sexism, classism, or imperialism. According to hooks, “love” is not simply a feeling or 

sentiment, but disciplined action oriented towards the common good.30 When loving-kindness 

functions as a guiding ethic, it actively resists forces of fragmentation and oppression. In doing 

so, leaders lay the groundwork for institutions and societies that pursue justice, inclusion, and 

genuine human flourishing, embodying love as a transformative force for lasting change. When 

translated into leadership practice, this ethic grounds Loving-Kindness Leadership’s demand that 

individuals and organizations move beyond self-interest toward liberation and justice. This 

means actively dismantling barriers to justice, listening to marginalized voices, and creating 

inclusive environments where every person’s dignity is honored. 

Institutional environments that force individuals to fragment or suppress their core values 

perpetuate alienation and societal division, a dynamic that directly aligns with hooks’ critique of 

loveless leadership. Loving-Kindness Leadership, therefore, is not simply a moral aspiration but 

a concrete remedy for systemic injustice, bridging the gap between inner spiritual journey and 

outer professional practice. By making loving-kindness operational as an active capability, 

leaders can heal organizational rifts and create conditions where all members flourish. 

The ethical call of Loving-Kindness Leadership is to operationalize loving-kindness as a 

principle of courageous engagement—one that refuses to accept the status quo and instead seeks 

to heal, empower, and transform. Leaders inspired by this paradigm are not only responsible for 

their own personal growth, but for nurturing communities and institutions that reflect the highest 

ideals of justice, compassion, and solidarity. By embodying and enacting loving-kindness as 

disciplined, purposeful action, Loving-Kindness Leadership offers a pathway to address spiritual 

 
30 bell hooks, All About Love: New Visions (New York: William Morrow, 2000). 
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disconnection and social injustice, and to cultivate a world rooted in genuine human flourishing. 

Visionaries like Paulo Freire and Mahatma Gandhi further demonstrate the transformative 

power of spiritually grounded ethical leadership. Freire’s concept of conscientization encourages 

critical awareness and reflective action against social injustice, fostering a pedagogy where 

individuals and communities become conscious of their own oppression and empowered to enact 

meaningful change.31 Through dialogical education, Freire advocated for a process in which 

learners and leaders alike engage in mutual inquiry, challenging dominant narratives, and 

building solidarity to dismantle systems of inequality. This approach situates leadership as a 

collaborative journey rooted in loving-kindness, respect, and the pursuit of justice—aligning 

closely with the principles of Loving-Kindness Leadership described previously. 

Similarly, Gandhi’s Satyagraha (the term comes from Sanskrit and literally means 

“holding fast to truth”), the ethical and political philosophy he developed to guide nonviolent 

resistance and moral leadership, was grounded in these very principles. It illustrates how 

unwavering personal discipline, spiritual conviction, and moral courage can drive sweeping 

social and political change. Gandhi’s leadership was not merely a strategy for protest but a 

holistic way of being that integrated personal integrity with collective action.32 By embodying 

values of compassion, humility, and steadfastness, Gandhi inspired millions to resist oppression 

without resorting to hatred or violence, demonstrating that leadership rooted in loving-kindness 

and truth has the power to transform societies at their core. His practice of self-discipline and his 

commitment to seeing the divine in every person exemplify how spiritual principles can be 

operationalized within leadership for service of the common good. Together, the legacies of 

 
31 Paulo Freire, Pedagogy of the Oppressed, trans. Myra Bergman Ramos (New York: Continuum, 2000). 
32 Mahatma Gandhi, An Autobiography: The Story of My Experiments with Truth, trans. Mahadev Desai 

(Boston: Beacon Press, 1993). 
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Freire and Gandhi reinforce the claim that spiritually grounded ethical leadership cultivates the 

moral capacities required to confront injustice and sustain transformation. Their teachings 

underscore that authentic leadership is inseparable from ethical commitment, self-awareness, and 

the active pursuit of a just, compassionate world. 

The psychological, social, behavioral, and ethical foundations of Loving-Kindness 

Leadership are powerfully reinforced by research in neuroscience, behavioral psychology, and 

cross-cultural studies. Compassionate leadership not only nurtures individual resilience and well-

being, but also cultivates inclusive, trust-filled communities capable of driving meaningful 

change. By operationalizing loving-kindness as an individual, social, behavioral, and ethical 

imperative, leaders can bridge spiritual values with professional practice, healing divisions and 

empowering teams. This integrated approach sets the stage for exploring how Loving-Kindness 

Leadership can be applied within business and organizational contexts, where the alignment of 

vocation and spirituality becomes a catalyst for personal fulfillment and collective success. 

Business and Organizational Connections 

The practical integration of vocation and spirituality within organizational life is a 

cornerstone of Loving-Kindness Leadership, as illuminated by the teachings of educator, 

leadership theorist, author, and organizational consultant Dr. Stephen R. Covey. In The Eighth 

Habit: From Effectiveness to Greatness, Covey articulates that authentic leadership emerges 

when individuals harmonize their deepest convictions with their professional responsibilities.33 

This alignment inspires personal significance and collective excellence, cultivating environments 

where trust, innovation, and shared purpose thrive. Covey’s model of principle-centered 

 
33 Stephen R. Covey, The 8th Habit: From Effectiveness to Greatness (New York: Free Press, 2004). 
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leadership lays the groundwork for bridging the gap between inner values and work life, 

encouraging leaders and teams to operate from a place of integrity and meaning. 

Leadership author, organizational thinker, and former technology executive, Tim Sanders 

advances this paradigm in Saving the World at Work by emphasizing that businesses and their 

people possess both the power and responsibility to foster positive social transformation. His 

“responsibility revolution” calls organizations to transcend profit motives, embracing 

stewardship for the greater good.34 When employees anchor their work in personal values and a 

sense of higher purpose, they experience fulfillment and drive organizational practices that 

benefit society. Through Sanders we see that aligning vocation with ethical and spiritual 

imperatives is essential for nurturing compassionate, resilient workplaces. 

Dr. Ivan Misner—often referred to as the “father of modern networking”—developed the 

Givers Gain philosophy, a principle of reciprocal generosity that found concrete expression in 

the founding of Business Network International (BNI), one of the world’s largest structured 

business-networking organizations.35 This philosophy translates spiritual principles of generosity 

and community into actionable organizational strategies. Misner advocates for relational cultures 

where mutual benefit and purposeful connection guide daily operations. By building networks 

grounded in giving, organizations foster trust and a sense of belonging, mirroring Loving-

Kindness Leadership’s emphasis on generosity, shared success, and community. 

The insights of Covey, Sanders, and Misner—alongside the perspectives of an emerging 

generation of new leadership thinkers—collectively elevate and deepen the Loving-Kindness 

 
34 Tim Sanders, Saving the World at Work: What Companies and Individuals Can Do to Go Beyond Making 

a Profit to Making a Difference (New York: Doubleday, 2008), 3–7. 
35 Ivan Misner, Givers Gain: The Philosophy of Business Networking (Birmingham, AL: BNI Global, 

2000). 
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Leadership paradigm.36 Their teachings illuminate that self-awareness, compassion, and 

intentional action are not only compatible but, together, form the bedrock of resilient and 

purpose-driven organizations. Crucially, their work underscores that organizational vitality is 

achieved not merely through structural and strategic alignment with values, but through the 

courage and humility of leaders who choose to act with heart.  

These leaders foster cultures where authenticity is valued and every individual is 

encouraged to contribute fully, knowing their unique perspectives matter. By championing 

transparency and open communication, they nurture environments where trust is not just an 

aspiration but a lived reality. As organizations increasingly navigate complex social and ethical 

challenges, the integration of loving-kindness into leadership practice equips teams to adapt, 

collaborate, and innovate with empathy at the core. In this way, the teachings of these influential 

thinkers serve as both inspiration and a practical framework for cultivating workplaces where 

people and purpose thrive together. 

These business and organizational examples demonstrate that spiritually anchored 

leadership transcends personal virtue; it becomes the engine of transformation, empowering 

communities to bridge divides, spark innovation, and cultivate workplaces where every 

individual can flourish. By embodying loving-kindness as disciplined and purposeful practice 

within the professional sphere, leaders not only confront systemic injustice but also answer the 

 
36See Joel Manby, Love Works: Seven Timeless Principles for Effective Leaders (Grand Rapids, MI: 

Zondervan, 2012); Leo Babauta, The Power of Less: The Fine Art of Limiting Yourself to the Essential… in Business 

and in Life (New York: Hyperion, 2009); Owen Burns, The Power of Love in Business: 12 Principles to Help You 

and Your Business Thrive (2024); Mel Robbins, The 5 Second Rule: Transform Your Life, Work, and Confidence 

with Everyday Courage (Carlsbad, CA: Savio Republic, 2017); Adam Grant, Think Again: The Power of Knowing 

What You Don’t Know (New York: Viking, 2021); Simon Sinek, Leaders Eat Last: Why Some Teams Pull Together 

and Others Don’t (New York: Portfolio, 2014); James Clear, Atomic Habits: An Easy & Proven Way to Build Good 

Habits and Break Bad Ones (New York: Avery, 2018); Michael Bungay Stanier, The Coaching Habit: Say Less, Ask 

More & Change the Way You Lead Forever (Toronto: Box of Crayons Press, 2016). 



  

32 

 

moral and practical imperatives of our time. Viewed through the lens of contemporary moral 

philosophy, these exemplars reflect what thinkers such as John Rawls, Amartya Sen, and Martha 

Nussbaum describe as universal ethical commitments—principles that safeguard human dignity, 

expand human capability, and ground justice in obligations owed to all persons regardless of 

context. Loving-Kindness Leadership stands as a universal, transformative mandate—essential 

for building organizations rooted in equity, innovation, and enduring success.37 

Conclusion 

In this chapter, we have named and explored a leadership hope—that it is possible to lead 

with steadiness and strength without becoming hardened, and to pursue effectiveness without 

losing our capacity for love. Loving-Kindness Leadership is offered here as an integrative 

paradigm grounded in loving-kindness as a disciplined ethical orientation—not merely a 

temperament, sentiment, or momentary kindness. Drawing together wisdom from diverse 

spiritual traditions, psychological research, and justice-oriented exemplars, we have seen how 

loving-kindness can function as the formative ethic that shapes both the inner life of the leader 

and the outward practice of leadership. 

For many of us, the strain is not abstract. We feel the pull between what we value 

inwardly and what our roles and systems can reward outwardly—control over connection, speed 

over presence, results over people. In that tension, loving-kindness can sound optional or 

unrealistic. Yet the conditions shaping contemporary organizations and communities—declining 

 
37 John Rawls, A Theory of Justice (Cambridge, MA: Harvard University Press, 1971); Amartya Sen, The 

Idea of Justice (Cambridge, MA: Harvard University Press, 2009); and Martha C. Nussbaum, Frontiers of Justice: 

Disability, Nationality, Species Membership (Cambridge, MA: Harvard University Press, 2006). These works argue 

for universally applicable frameworks of justice grounded respectively in equal basic liberties and fairness (Rawls), 

comparative capability-oriented assessment of human flourishing (Sen), and a human-dignity/capabilities approach 

extending across disability, nationality, and species membership (Nussbaum). 



  

33 

 

trust, rising burnout, moral fatigue, and relational erosion—press us to ask what kind of 

leadership can actually sustain human dignity while still honoring responsibility and 

accountability. Loving-Kindness Leadership is advanced in this project as a disciplined response 

to that need. It reframes authority as responsibility by holding clear boundaries without 

abandoning care and integrating inner formation with outward leadership practice. 

Having clarified what Loving-Kindness Leadership is, we now turn to why it matters 

with such urgency. Chapter 2 examines the limits and unintended consequences of prevailing 

leadership models and asks why leadership today cannot afford to proceed without a formative 

ethic that protects dignity, strengthens belonging, and supports truthful, boundary-honoring 

accountability. This shift moves the discussion from definition to necessity—and invites us to 

consider not only how we lead, but what our leadership is forming in us and in those entrusted to 

our care.
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CHAPTER 2 

LOVING-KINDNESS LEADERSHIP IS IMPERATIVE 

 

 

Building on Chapter 1, this chapter turns with pastoral realism to a question many of us 

feel in our bones: in a world marked by pressure, polarization, and fatigue, what kind of 

leadership can keep us aligned with our deepest values while still meeting real responsibilities? 

Here I contend that Loving-Kindness Leadership is not merely desirable but imperative. 

Prevailing leadership models—despite their technical sophistication—often fail to integrate 

leaders’ inner values, moral commitments, and sense of purpose with their outward professional 

roles, leaving individuals and institutions fragmented, morally weary, and less resilient in 

relationship.  

Drawing from motivational theory, philosophy, and ethics, this chapter examines how 

that disjunction erodes trust, dignity, and sustainable effectiveness, and it advances 

Loving-Kindness Leadership as a necessary integrative paradigm capable of restoring ethical 

credibility, belonging, and durable human flourishing under conditions of complexity and 

pressure. To orient what follows, the chapter (1) names today’s leadership challenges using 

current global indicators of trust, well-being, and social strain, (2) offers a brief evolution of 

major leadership theories, (3) evaluates the limits and unintended consequences of prevailing 

models through leading critiques, and (4) shows how Loving-Kindness Leadership bridges the 

Leadership Love Gap through wise, boundary-honoring compassion that is accountable in both 

practice and systems. 
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Today’s Leadership Challenges 

To truly grasp the magnitude and urgency of leadership challenges today, we must look at 

how global concerns are being met at the top. In 2023, global freedom saw its 18th consecutive 

year of decline, with more nations experiencing setbacks than improvements.1 Public trust in 

major institutions remains divided and fragile. The Edelman Trust Barometer, an annual 

international survey initiated in 2001 by the Edelman Trust Institute, tracks trust levels across 

four key sectors: Business, Government, Media, and NGOs. Its purpose is to reveal long-term 

trust trends and spotlight current issues like polarization, misinformation, economic stress, and 

the increasing demands placed on leaders and organizations. According to the 2024 Edelman 

Trust Barometer, a complex mix of distrust, politics, and rapid innovation is eroding social 

cooperation. 2 

The report also highlights a widening gap between innovation and public acceptance, 

noting that nearly twice as many respondents believe innovation is poorly managed—especially 

evident in democracies, where left–right divides are stark and worries persist that scientific 

independence is being compromised by political and financial interests.3 These findings illustrate 

the macro-level consequences of the Leadership Love Gap. While global crises—such as the 

erosion of institutional trust and declining life satisfaction—are highly complex and multi-causal, 

the leadership paradigms we employ ultimately determine whether organizations can resiliently 

navigate these pressures or whether they inadvertently deepen the fragmentation. Therefore, 

 
1 Freedom House, Freedom in the World 2024: The Mounting Damage of Flawed Elections and Armed 

Conflict (Washington, DC: Freedom House, 2024). 
2 Edelman Trust Institute, 2024 Edelman Trust Barometer: Global Report (New York: Edelman, 2024), 15–

17. The report notes declining public confidence in innovation governance, concerns about the mismanagement of 

emerging technologies, and widespread perceptions that scientific independence is being compromised by political 

and economic pressures.  
3 Edelman Trust Institute, 2024 Edelman Trust Barometer, 4-5. 
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while leadership models are not the sole cause of these global trends, adopting a paradigm like 

Loving-Kindness Leadership is a necessary structural intervention to prevent further systemic 

collapse. Rebuilding social cooperation requires a leadership paradigm that structurally 

prioritizes relational safety, ethical presence, and transparent engagement. 

Mental health burdens remain widespread, and life satisfaction has significantly declined 

in North America and Western Europe since 2019, as highlighted by the World Happiness Report 

2024.4 This report is a critical empirical and conceptual resource for research that explores 

leadership, human flourishing, social trust, and ethical responsibility. Published by the Wellbeing 

Research Centre at the University of Oxford in partnership with Gallup and the UN Sustainable 

Development Solutions Network, the report represents one of the most authoritative global 

assessments of subjective well-being available today. Notably, life satisfaction among 15–24-

year-olds in North America has dropped sharply, erasing or even reversing the previous trend of 

younger people being happier than older cohorts.5 These developments mean that pastoral care, 

education, and workplace leadership now face not only skills gaps but also challenges related to 

meaning, belonging, and mental health—all of which directly impact participation, learning, and 

performance. 

By the end of 2024, an estimated 123.2 million people were forcibly displaced globally, 

according to the United Nations High Commissioner for Refugees (UNHCR), the world’s 

primary authority on forced displacement, refugee protection, and statelessness. 6 This sustained 

rise, amid conflicts including Sudan, Myanmar, and Ukraine, underscores the humanitarian 

 
4 Wellbeing Research Centre, University of Oxford, World Happiness Report 2024 (Oxford: Wellbeing 

Research Centre, 2024), 28–31, https://files.worldhappiness.report/WHR24.pdf. 
5 Wellbeing Research Centre, World Happiness Report 2024, 3. 
6 UNHCR, Global Trends: Forced Displacement in 2024 (Geneva: UNHCR, 2025), 2–6, 20–22, 

https://www.unhcr.org/sites/default/files/2025-06/global-trends-report-2024.pdf. 
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leadership challenges of cross-border coordination, host-community inclusion, child protection, 

and financing amidst donor fatigue. These issues also test public trust and ethical decision-

making when trade-offs are necessary. Additionally, Freedom House’s Freedom in the World 

2024 report—subtitled “The Mounting Damage of Flawed Elections and Armed Conflict”—is 

one of the most authoritative global assessments of political rights and civil liberties. The 

report’s assessment marks the 18th consecutive year of global democratic decline through 2023, 

driven by flawed elections, warfare, and attacks on pluralism.7 

Recent global reports make it clear that any truly effective leadership paradigm must 

deliver tangible improvements in dignity, belonging, and safety, especially for those who are 

most vulnerable. Leaders across all sectors now find themselves navigating increasingly complex 

challenges, where stakeholder engagement is fraught with difficulties and the essential 

foundations for honest problem-solving—free speech, open assembly, and independent media—

are under threat. This environment creates a persistent paradox for leaders. The very innovations 

required to build resilience, such as clean energy, artificial intelligence, and biotechnology, are 

often perceived as risks rather than solutions. 

As a result, successful change leadership demands more than good intentions or catchy 

slogans. It requires disciplined commitment to stakeholder education, transparent communication 

about risks, and shared governance structures that foster trust. Leaders must establish robust 

systems that support auditable documentation and psychologically safe environments, ensuring 

that problems and anomalies are brought to light early—before they escalate. The lessons from 

global trends and the preceding analysis are clear. Leadership that merely responds with rhetoric 

 
7 Freedom House, Freedom in the World 2024. 
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or technical fixes cannot suffice. What is needed is a transformative approach rooted in loving-

kindness, wise compassion, and ethical practice—one that actively enhances human dignity and 

belonging while also creating safe spaces for accountability and honest dialogue. Only then can 

leaders bridge the gap between discourse and real-world progress and lay the foundation for 

authentic human flourishing. To understand why contemporary leadership so frequently fails to 

foster this necessary flourishing, we must first examine the theoretical foundations that built the 

modern leadership paradigm. 

A Brief Evolution of Leadership Theory 

Examining leadership theory is essential to this thesis because it provides the conceptual 

foundation for understanding both the limitations of current leadership models and the need for a 

more holistic, values-driven approach that can restore trust, belonging, and resilience in 

organizations. The overview of early leadership theories that follows reflects common 

explanations found across leadership scholarship (e.g., Northouse, Yukl, and others).8 As defined 

in the Introduction, I use “leadership” here as a social process of influence situated in relational 

dynamics, cultural norms, and systemic structures over time. This chapter retains that definition 

as it surveys major theories and evaluates where prevailing models do—and do not—account for 

the interior formation and relational conditions emphasized by Loving-Kindness Leadership. 

Early theorizing assumed leadership resided in exceptional individuals. Trait and 

behavioral schools shifted attention to what leaders are like and what they do, but often 

underplayed followers and context. These early schools of thought developed into the Great 

 
8 Peter G. Northouse, Leadership: Theory and Practice, 10th ed. (Thousand Oaks, CA: SAGE Publications, 

2024); Gary Yukl and William L. Gardner, Leadership in Organizations, 10th ed. (New York: Pearson, 2020); John 

Antonakis and David V. Day, eds., The Nature of Leadership, 3rd ed. (Thousand Oaks, CA: SAGE Publications, 

2018). 
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Man, Trait, and Behavioral theories of leadership. They sought stable characteristics (e.g., 

intelligence, confidence, determination) and observable behaviors (task vs. relationship 

orientation) that distinguish leaders. These models established a vocabulary for development and 

assessment but often treated followers as passive. Practically, the trait–behavior legacy endures 

in selection and training. Yet its limits show up when competent individuals are transplanted into 

misaligned cultures or volatile environments where what matters is not only who the leader is or 

what the leader does, but how the system responds. 

The development of modern leadership theory emerged in the mid-twentieth century with 

contingency and situational approaches, which reframed leadership effectiveness as a function of 

fit among leader style, task characteristics, and follower readiness. Models such as Fiedler’s 

Contingency Theory and Hersey and Blanchard’s Situational Leadership emphasized adaptation 

to context, while related frameworks—including Path–Goal Theory and Normative Decision 

Models (Vroom–Yetton–Jago)—focused on how leaders clarify paths to goals and calibrate 

participation based on problem type.9  

These approaches represented a refinement of leadership practice by foregrounding 

effectiveness and context, yet they continued to privilege the leader as the primary driver of 

outcomes. These models brought nuance and a decision calculus. The weakness in these 

leadership theories is operational in that leaders rarely face tidy, singular problems; instead, they 

juggle technical and adaptive elements simultaneously, while politics and identity dynamics 

 
9 Fred E. Fiedler, A Theory of Leadership Effectiveness (New York: McGraw-Hill, 1967); Paul Hersey and 

Kenneth H. Blanchard, Management of Organizational Behavior: Utilizing Human Resources, 3rd ed. (Englewood 

Cliffs, NJ: Prentice-Hall, 1977); Robert J. House, “A Path-Goal Theory of Leader Effectiveness,” Administrative 

Science Quarterly 16, no. 3 (1971): 321–39; Victor H. Vroom and Philip W. Yetton, Leadership and 

Decision-Making (Pittsburgh: University of Pittsburgh Press, 1973); Victor H. Vroom and Arthur G. Jago, The New 

Leadership: Managing Participation in Organizations (Englewood Cliffs, NJ: Prentice-Hall, 1988); Northouse, 

Leadership: Theory and Practice. 
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shape the readiness of a leader to lead others.10 Transactional Leadership clarified exchanges and 

incentives, and Transformational Leadership cast leaders as vision-shapers who elevate values 

and inspire change. These leadership models remain influential in ministry and business 

education. This stream has inspired meaningful practice, yet critics warn that idealized influence 

can drift into charisma dependency—especially where countervailing governance and voice are 

weak.11 

Leader–Member Exchange (LMX) theory reframed leadership by shifting attention from 

universal style or trait-based models to the relational quality of dyadic exchanges between 

leaders and followers.12 Foundational work demonstrated that leaders form differentiated 

relationships that vary in trust, support, information flow, and mutual obligation, creating 

“in-group” and “out-group” dynamics that shape members’ access to resources and influence.13 

Subsequent research has consistently linked high-quality LMX relationships with outcomes such 

as stronger job performance, creativity, organizational citizenship behaviors, satisfaction, and 

lower turnover intentions, while low-quality exchanges are associated with disengagement and 

perceived inequity.14 For leadership practice, LMX underscores the need for leaders to monitor 

 
10 Fiedler, Theory of Leadership Effectiveness; Hersey and Blanchard, Management of Organizational 

Behavior; House, “Path–Goal Theory”; Vroom and Yetton, Leadership and Decision Making; Vroom and Jago, The 

New Leadership; Northouse, Leadership: Theory and Practice. 
11 Dennis Tourish, The Dark Side of Transformational Leadership: A Critical Perspective (London: 

Routledge, 2013). 
12 Fred Dansereau, George Graen, and William Haga, “A Vertical Dyad Linkage Approach to Leadership 

Within Formal Organizations,” Organizational Behavior and Human Performance 13, no. 1 (1975): 46–78; George 

B. Graen and Mary Uhl-Bien, “Relationship-Based Approach to Leadership: Development of Leader–Member 

Exchange (LMX) Theory of Leadership over 25 Years: Applying a Multi-Level Multi-Domain Perspective,” 

Leadership Quarterly 6, no. 2 (1995): 219–47. 
13 Graen and Uhl-Bien, “Relationship-Based Approach,” 225–32; Terri A. Scandura, “Leader–Member 

Exchange (LMX) Research: Accomplishments and Future Challenges,” Leadership Quarterly 10, no. 1 (1999): 25–

32. 
14 George B. Graen and James F. Cashman, “A Role-Making Model of Leadership in Formal 

Organizations,” in Leadership Frontiers, ed. James G. Hunt and Lars L. Larson (Kent, OH: Kent State University 

Press, 1978), 143–65; Soon Ang et al., “The Effects of Leader–Member Exchange on Organizational Citizenship 

Behaviors: A Meta-Analysis,” Journal of Applied Psychology 88, no. 1 (2003): 87–99; Terri A. Scandura and Gerald 
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how relational differences emerge and to guard against unintentional disparities in information, 

opportunities, and relational “grace.”15 It also encourages teams to establish norms of reciprocity 

and role clarity so that high-quality exchanges become accessible pathways that balance 

individualized consideration with perceptions of fairness, equity, and justice. 

In the wake of corporate scandals and growing distrust in organizational life, a cluster of 

contemporary leadership theories emerged that collectively sought to restore moral credibility 

and relational integrity in leadership practice. Authentic Leadership emphasizes the leader’s 

inner life—cultivating self-awareness, relational transparency, balanced judgment, and an 

internalized moral compass—as a foundation for trustworthy and values-aligned influence.16 

Ethical Leadership reinforces this moral focus by highlighting leaders’ responsibility to model 

normatively appropriate conduct and to shape ethical behavior through relationships and 

decision-making processes.17 Complementing these frameworks, Positive Leadership shifts 

attention from deficit correction to the cultivation of strengths, virtuous practices such as 

compassion and gratitude, and meaningful work environments that enable human flourishing.18 

Together, these approaches reflect a broader movement toward leadership models grounded in 

character, moral responsibility, and the intentional creation of relationally healthy, 

 
R. Brandes, “Leader–Member Exchange and Organizational Justice,” in The Oxford Handbook of Organizational 

Justice, ed. Jerald Greenberg and Jason A. Colquitt (New York: Oxford University Press, 2005), 293–312. 
15 Scandura and Brandes, “Leader–Member Exchange and Organizational Justice,” 296–302; Graen and 

Uhl-Bien, “Relationship-Based Approach,” 233–40. 
16 Bruce J. Avolio and William L. Gardner, “Authentic Leadership Development: Getting to the Root of 

Positive Forms of Leadership,” Leadership Quarterly 16, no. 3 (2005): 315–38; William L. Gardner et al., “Can You 

See the Real Me? A Self-Based Model of Authentic Leader and Follower Development,” Leadership Quarterly 16, 

no. 3 (2005): 343–72. 
17 Michael E. Brown, Linda K. Treviño, and David A. Harrison, “Ethical Leadership: A Social Learning 

Perspective for Construct Development and Testing,” Organizational Behavior and Human Decision Processes 97, 

no. 2 (2005): 117–34; Linda K. Treviño, Michael E. Brown, and Laura Pincus Hartman, “A Qualitative Investigation 

of Perceived Executive Ethical Leadership: Perceptions from Inside and Outside the Executive Suite,” Human 

Relations 56, no. 1 (2003): 5–37. 
18 Cameron, Positive Leadership; Kim S. Cameron and Gretchen M. Spreitzer, eds., The Oxford Handbook 

of Positive Organizational Scholarship (Oxford: Oxford University Press, 2011). 
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values-centered cultures. 

In a prophetic countermove, leadership expert Robert Greenleaf placed service, growth of 

others, and moral purpose at the center. Servant Leadership seeded a values-first conversation 

across sectors and faith traditions. Greenleaf’s claim that the great leader is first a servant, shifted 

the telos of leadership from aggregate performance to the growth and well-being of people and 

communities. Normatively compelling and pastorally resonant, the challenge is how to measure 

effectiveness and where exactly to put up guardrails for the leader. Servant Leadership still needs 

to translate ideals into accountable practices that still deliver on complex organizational 

missions.19 

Newer leadership theories like Shared/Distributed Leadership, Social Identity Leadership, 

and Inclusive Leadership developments seek to capture leadership as a group process distributed 

across roles, anchored in social identities, and explicitly oriented to inclusion—reflected in 

recent editions of core texts that add social identity and inclusive leadership chapters.20 These 

perspectives correct individualism, foreground belonging, and connect leadership to equity. Their 

challenge is clarity in governance where distributing leadership does not eliminate 

accountability; it reconfigures it. 

Complexity Leadership treats organizations as complex adaptive systems where 

leadership enables emergent learning and innovation by shaping connections, information flows, 

and tension.21 Adaptive Leadership distinguishes technical problems (known solutions) from 

 
19 Robert K. Greenleaf, The Servant as Leader (Newton Centre, MA: Greenleaf Center, 1973; originally 

published 1970). 
20 Northouse, Leadership: Theory and Practice, 393–94. 
21 Mary Uhl-Bien, Russ Marion, and Bill McKelvey, “Complexity Leadership Theory: Shifting Leadership 

from the Industrial Age to the Knowledge Era,” The Leadership Quarterly 18, no. 4 (2007): 298–318, 

https://doi.org/10.1016/j.leaqua.2007.04.002. 
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adaptive challenges (conflicts in values, beliefs, relationships) that require learning and loss.22 

Both theories orient leaders to experimentation, iteration, and the choreography of productive 

disequilibrium. They also highlight the personal risks of leading change and the need for holding 

environments that normalize conflict. In Adaptive Leadership, theory developers Heifetz, 

Grashow, and Linsky provide a durable lens for ministry and marketplace alike, showing that 

many failures stem from treating adaptive challenges as technical problems, generating activity 

without transformation.23  

Edgar H. Schein, a pioneering MIT scholar of organizational culture, and his son Peter A. 

Schein, a leadership and culture consultant, co-develop the contemporary articulation of the 

Organizational Culture and Leadership model. They point out how leaders create, embed, and 

evolve culture across organizational life cycles.24 And Amy Edmondson, Harvard Business 

School professor and leading organizational scholar, demonstrates in The Fearless Organization 

that psychological safety—shared belief that the team is safe for interpersonal risk-taking—

predicts learning, error reporting, and innovation. Both perspectives highlight that leadership is 

inseparable from the environments leaders foster. The ability to shape a culture where people feel 

safe to speak up and learn from mistakes is not merely a bonus; it is a critical foundation for 

long-term organizational resilience and adaptability.25 

As this brief evolution demonstrates, leadership theory has grown remarkably in its 

technical sophistication, moving from a narrow focus on individual traits to a complex 

 
22 Ronald A. Heifetz, Alexander Grashow, and Marty Linsky, The Practice of Adaptive Leadership: Tools 

and Tactics for Changing Your Organization and the World (Boston: Harvard Business Press, 2009). 
23 Heifetz, Grashow, and Linsky, The Practice of Adaptive Leadership. 
24 Edgar H. Schein and Peter A. Schein, Organizational Culture and Leadership, 5th ed. (Hoboken, NJ: 

Wiley, 2017). 
25 Amy C. Edmondson, The Fearless Organization: Creating Psychological Safety in the Workplace for 

Learning, Innovation, and Growth (Hoboken, NJ: Wiley, 2018). 
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understanding of relational dynamics, adaptive challenges, and organizational culture. Yet, as 

noted at the beginning of this section, tracing this history is essential because it exposes a 

persistent vulnerability—even the most advanced contemporary models frequently fail to 

structurally integrate a leader’s inner moral formation with their outward systemic 

responsibilities. While frameworks like Servant, Authentic, or Inclusive Leadership point toward 

moral purpose and belonging, they often lack the actionable, boundary-honoring disciplines 

required to sustain that posture under intense organizational pressure. Consequently, despite a 

century of theoretical refinement and an abundance of leadership frameworks, a profound 

disconnect remains between leadership discourse and durable human flourishing. This persistent 

gap necessitates a closer examination of why these prevailing models, for all their technical 

merits, ultimately fall short in practice and leave both leaders and communities fragmented. 

The Failure of Existing Leadership Models 

The leadership sector generates billions in annual spending on training, executive 

education, and coaching, while thousands of new business books, alongside countless blogs, 

podcasts, and keynote speeches, continually promise to enhance leaders’ effectiveness.26 

Nevertheless, global workforce engagement remains persistently low, CEO turnover remains 

elevated, managerial failures are widespread, and a substantial proportion of 

 
26 Corporate and organizational spending on leadership development—including training, executive 

education, and coaching—has grown into a multibillion-dollar global industry. See Harvard Business Review Press, 

“Top 25 Leadership Books,” Harvard Business Review, accessed March 6, 2026, https://store.hbr.org/top-25-

leadership-books/; Future Market Insights, “Leadership Development Program Market Share Analysis,” accessed 

March 6, 2026, https://www.futuremarketinsights.com/reports/leadership-development-program-market-share-

analysis; and Mordor Intelligence, Executive Coaching and Leadership Development Market (Hyderabad: Mordor 

Intelligence, 2026), accessed March 6, 2026, https://www.mordorintelligence.com/industry-reports/executive-

coaching-leadership-development-market. The proliferation of leadership content is reflected in publishing trends 

indicating that more than 1,000 new business books are published each month in the United States alone, alongside a 

rapidly expanding ecosystem of leadership blogs, podcasts, and keynote-driven thought leadership. See Joe Iarocci, 

“Why Are There So Many Leadership Books? Here Are 5 Reasons,” ServeLeadNow (blog), accessed March 6, 2026, 

https://serveleadnow.com/why-are-there-so-many-leadership-books. 
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leadership-development programs continue to fall short of their intended impact.27 Across 

multiple social-justice domains, key global indicators show stagnation or reversal—including 

forced displacement, food security, poverty reduction, access to education, conflict-related 

mortality, climate-related health risks, and gender equality.28 In several regions, notably Sub-

Saharan Africa and West Asia, conditions are deteriorating further, despite modest improvements 

in a handful of subregions.29 The leadership industry's proliferation has not necessarily translated 

into reliable positive global outcomes.   

Critical voices inside the field warn that over-reliance on fads, functional conformity, and 

unexamined assumptions frequently substitute for genuine leader development, resulting in 

organizations that may be efficient at "looking like leaders" but remain brittle and fragile under 

external stress.30 By systematically examining the shortcomings, unintended consequences, and 

potential hazards of prevalent leadership paradigms, we gain essential insight into why a new 

leadership paradigm is imperative. Understanding these critiques is not merely an academic 

exercise; it is a prerequisite for advancing leadership theory which improves organizational 

 
27 Gallup, State of the Global Workplace 2024 (Washington, DC: Gallup, 2024); Spencer Stuart, CEO 

Transitions 2024 (Chicago: Spencer Stuart, 2024); Randstad, Workplace Trends Report 2024 (Amsterdam: Randstad, 

2024); and McKinsey & Company, Unlocking Leadership Development Effectiveness (New York: McKinsey & 

Company, 2024). Collectively, these reports indicate that global employee engagement remains below 25 percent, 

CEO turnover remains elevated, organizations report persistent managerial capability gaps, and only a minority of 

leadership-development initiatives demonstrate measurable improvements in leader behavior or organizational 

outcomes. 
28 UNHCR, Global Trends; Food and Agriculture Organization et al., The State of Food Security and 

Nutrition in the World 2024 (Rome: FAO, 2024); World Bank, Poverty and Shared Prosperity 2024 (Washington, 

DC: World Bank, 2024); UNESCO, Global Education Monitoring Report 2024 (Paris: UNESCO, 2024); Uppsala 

Conflict Data Program, UCDP Yearbook 2024 (Uppsala: Uppsala University, 2024); World Health Organization, 

COP28 Health Report: Climate Change and Health Outlook 2024 (Geneva: WHO, 2024); and UN Women, 

Progress on the Sustainable Development Goals: Gender Snapshot 2024 (New York: UN Women, 2024). 

Collectively, these global assessments document record levels of forced displacement, heightened food insecurity, 

stalled poverty reduction, persistent educational inequities, rising conflict-related fatalities, escalating climate-linked 

health risks, and stalled or reversed progress toward gender equality. 
29 UNHCR, Global Trends; Wellbeing Research Centre, World Happiness Report 2024; and Freedom 

House, Freedom in the World 2024. 
30 Robert P. French II, “Deconstructing the End of Leadership: Postmodernity, Epistemology, and 

Worldviews,” SAGE Open 6, no. 1 (2016): 1–10, https://doi.org/10.1177/2158244016628588. 
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effectiveness and strengthens public trust in leadership. As such, engaging with these critiques 

equips both scholars and practitioners to move beyond idealized models and confront the 

complex realities that shape contemporary leadership.  

Despite the proliferation of leadership theories, frameworks, and development initiatives, 

there remains a persistent gap between leadership rhetoric and real-world improvements in 

human well-being. While leadership discourse often centers on technical expertise, charisma, or 

performance optimization, tangible advances in dignity, safety, and prosperity are elusive. This 

paradox reveals that prevailing leadership models have not kept pace with the complexity and 

relational demands of today’s adaptive challenges. The issue is not a lack of knowledge or 

frameworks, but rather a failure to cultivate the interior capacities and relational practices 

necessary for genuine transformation under pressure. 

A central critique is that mainstream leadership practice frequently overlooks the 

importance of moral presence, relational safety, and ethical engagement—qualities that are 

essential for fostering trust, candor, and continuous improvement. While technical solutions and 

performative gestures abound, they often substitute for deeper human connection and authentic 

care. The absence of loving-kindness as a deliberate construct in leadership scholarship further 

limits the field’s ability to address the root causes of organizational brittleness and social distrust. 

Instead, too much emphasis is placed on surface behaviors and idealized models, leaving 

organizations ill-equipped to respond to complex challenges or to create environments where 

people can thrive. 

Two influential critiques—Dr. Barbara Kellerman’s The End of Leadership and Dr. 

Jeffrey Pfeffer’s Leadership BS—argue that a booming leadership industry has not produced 
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commensurate social benefit.31 Kellerman, a political scientist and leadership theorist who has 

spent more than four decades studying leadership across public, private, and nonprofit sectors, 

contends that leadership development has been frequently superficial, inattentive to followership, 

and insufficiently evidence-based; she calls for a reframing of leadership education to fit 

twenty-first-century realities of power and participation. Kellerman argues that the multibillion-

dollar leadership industry consistently overpromises while under-delivering, privileging 

inspiration over evidence and insufficiently attending to followership and contextual realities, 

thereby contributing to growing disillusionment despite unprecedented investment in leadership 

development.32  

Pfeffer, professor of Organizational Behavior at the Stanford Graduate School of 

Business, who is widely regarded as one of the most cited and consequential scholars in 

management and organizational studies, with an extensive research record spanning power, 

leadership, human resources, and evidence‑based management, goes further than Kellerman.33 In 

Leadership B.S, he discusses how common leadership prescriptions like authenticity, humility, 

and truthfulness are often untethered from actual selection incentives and organizational realities, 

creating cynicism and a widening gap between rhetoric and results. Pfeffer’s book documents the 

gap between homilies (humility, authenticity) and the behaviors rewarded, cautioning that 

without aligned incentives, development becomes performative.34   

Dr. Mats Alvesson and Dr. André Spicer are among the most influential scholars in 

 
31 See Barbara Kellerman, The End of Leadership (New York: Harper Business, 2012) and Jeffrey Pfeffer, 

Leadership BS: Fixing Workplaces and Careers One Truth at a Time (New York: Harper Business, 2015). 
32 Kellerman, The End of Leadership. 
33 Jeffrey Pfeffer, Stanford Graduate School of Business faculty profile, accessed March 6, 2026, 

https://www.gsb.stanford.edu/faculty-research/faculty/jeffrey-pfeffer. 
34 Pfeffer, Leadership B.S. 
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critical leadership and critical management studies, known for their systematic critiques of 

contemporary leadership discourse, managerialism, and organizational “common sense.”35 They 

characterize much of modern leadership practice as “functional stupidity,”36 defined as an 

organizational tendency to suspend critical reflection on purpose, justification, and 

consequences. Alvesson and Spicer further show how what they term “leadership-induced 

stupidity”—marked by unquestioning faith in leaders and reliance on faddish management 

programs—can create an appearance of short-term efficiency while amplifying long-term risk, 

error, and ethical drift. By prioritizing harmony, speed, or deference to authority, organizations 

often forego basic questioning of leadership, allowing short-term gains to mask deeper 

vulnerabilities that ultimately result in value compromise and preventable failures.37 

Noting dark and destructive leadership tendencies, in Dark Sides of Transformational 

Leadership, Emeritus Professor of Leadership and Organization Studies at the University of 

Sussex in the United Kingdom, Dr. Dennis Tourish critiques idealized transformational 

leadership, demonstrating how charismatic rhetoric can concentrate power, encourage narcissism 

and conformity, and suppress dissent within organizations. Drawing on case studies and 

empirical research, he argues that transformational discourse often elevates leaders beyond 

accountability, discourages critical voice, and normalizes obedience in the name of shared vision 

or mission. Tourish links these dynamics to significant governance failures, contending that 

environments characterized by excessive leader reverence and muted challenge are particularly 

vulnerable to ethical lapses and systemic breakdowns, as evidenced by events ranging from the 

 
35 Mats Alvesson and André Spicer, “Critical Leadership Studies: The Case for Critical Performativity,” 

Human Relations 65, no. 3 (2012): 367–90, https://doi.org/10.1177/0018726711430555; Mats Alvesson and Hugh 

Willmott, eds., Critical Management Studies (London: SAGE, 1992); and Mats Alvesson and André Spicer, The 

Stupidity Paradox: The Power and Pitfalls of Functional Stupidity at Work (London: Profile Books, 2016). 
36 Alvesson and Spicer, The Stupidity Paradox. 4, 27–29, 90–94. 
37 Alvesson and Spicer, The Stupidity Paradox, 1–25, 47–72. 
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2008 global financial crisis to cultic organizational practices.38  

Dr. Henry Mintzberg, professor of Management Studies at the Desautels Faculty of 

Management at McGill University, cautions that over-glorifying “leadership” while denigrating 

“management” produces organizational dysfunction. When inspiration is separated from systems, 

execution, and learning, leadership becomes performative rather than effective. Mintzberg 

therefore calls for “less leadership, quieter management,” arguing for the reintegration of vision 

with disciplined practice.39 Similarly, Dr. Ronald Heifetz, Senior Lecturer in Public Leadership at 

the Harvard Kennedy School and founder of the Center for Public Leadership, demonstrates that 

many leadership failures stem from treating adaptive challenges—those requiring shifts in 

values, norms, and relationships—as if they were merely technical problems.40 This misdiagnosis 

fuels cycles of quick fixes that leave underlying social systems unchanged. 

Among contemporary leadership models proposed as correctives to ego-driven and 

authoritarian approaches, Servant Leadership stands as one of the most ethically compelling. Its 

emphasis on humility, service, and the prioritization of followers represents a decisive departure 

from leadership defined by domination or self-interest. However, despite its moral clarity, 

Servant Leadership largely remains oriented toward what the leader does—service as an external 

posture or behavioral commitment—rather than toward the internal moral, spiritual, and affective 

state from which leadership action arises. This limitation becomes especially evident in contexts 

marked by chronic pressure, complexity, and exhaustion. Leaders can—and often do—serve out 

of obligation, role expectation, or internalized duty, even as they experience depletion, 

 
38 Tourish, The Dark Side of Transformational Leadership, 25–40, 68–89, 142–170. 
39 Henry Mintzberg, “Managing,” Harvard Business Review 87, no. 7/8 (July–August 2009): 18. 
40 Ronald A. Heifetz, Leadership Without Easy Answers (Cambridge, MA: Belknap Press of Harvard 

University Press, 1994), 71–77; Heifetz, Grashow, and Linsky, The Practice of Adaptive Leadership, 19–38. 
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resentment, or burnout. 

The defining challenges of our time are deeply complex, enduring, and marked by 

significant human cost. Yet the tools and frameworks that are most employed by leaders remain 

technocratic, transactional, or performative, falling short of what these realities demand. This 

disconnect has contributed to a growing credibility gap for leadership itself, as persistent crises 

of trust and deteriorating social indicators make clear. Paradigms centered primarily on charisma, 

authority, or technical competence fail to address the need for relational safety, ethical presence, 

and sustained moral engagement. To restore both credibility and effectiveness, leadership must 

evolve beyond surface behaviors toward deeper human formation—prioritizing inner alignment, 

psychological safety, and an authentic commitment to the well-being of all stakeholders. 

Loving-Kindness Leadership Bridges the Gap 

Loving-Kindness Leadership directly challenges the leadership traditions that create this 

Leadership Love Gap—theories that prioritize authority, hierarchy, and individual achievement. 

Loving-Kindness Leadership centers relational safety, dignity, equality, and ethical presence, 

shifting the focus from power over others to power with others through loving-kindness. This 

approach is particularly relevant in an era where psychological safety, inclusion, and trust are 

recognized as essential for organizational effectiveness.41 A defining feature of Loving-Kindness 

Leadership is its integration of personal transformation with systemic impact. Leaders are 

encouraged to cultivate self-compassion, emotional intelligence, and mindfulness as foundations 

for ethical action and relational healing, because loving-kindness builds durable personal and 

 
41 Lynn M. Shore et al., “Inclusion and Diversity in Work Groups: A Review and Model for Future 

Research,” Journal of Management 37, no. 4 (2011): 1262–89; Sunder Ramachandran et al., “Whither 

Compassionate Leadership? A Systematic Review,” Management Review Quarterly 74 (2024): 1473–1557, 

https://doi.org/10.1007/s11301-023-00340-w; and Edmondson, The Fearless Organization. 
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relational resources that extend far beyond individual well-being.42 

The Leadership Love Gap transcends individual discomfort; this is not merely a matter of 

private well-being; it is a social-justice concern. When systems and organizational cultures 

require people to hide or compartmentalize what grounds them, their values, faith, or identity, the 

equitable opportunity to participate fully and contribute authentically becomes unequal. This 

spiritual disconnection directly addresses the equitable opportunity for individuals to express and 

integrate their spirituality within society. Neglecting this integration perpetuates systems that 

favor superficial engagement over meaningful connection, leading to increased feelings of 

alienation, isolation, and ultimately, societal fragmentation.43  

Again, fragmentation within people breeds fragmentation in communities; as a result, 

disengagement rises, distrust spreads, and global social cohesion becomes thin. As a spiritual and 

faith leader, my vocation is rooted in guiding others toward ethical living that seeks positive 

change. I firmly believe that spiritual reconnection is a pathway to social justice, but it requires a 

leadership paradigm that acknowledges and actively works to close this internal versus external 

fissure. The consequences of this deep-seated Leadership Love Gap are evident in macro 

indicators of societal well-being and trust. 

Is there space within leadership theory and practice to bring loving-kindness into the 

 
42 Barbara L. Fredrickson et al., “Open Hearts Build Lives: Positive Emotions, Induced Through 

Loving-Kindness Meditation, Build Consequential Personal Resources,” Journal of Personality and Social 

Psychology 95, no. 5 (2008): 1045–62, https://doi.org/10.1037/a0013262; Kristin Neff, Self-Compassion: The 

Proven Power of Being Kind to Yourself (New York: William Morrow, 2011); Thich Nhat Hanh, The Heart of the 

Buddha’s Teaching: Transforming Suffering into Peace, Joy, and Liberation (New York: Broadway Books, 1998); 

and Paul Gilbert, Compassion Focused Therapy: The CBT Distinctive Features Series (London: Routledge, 2010). 

These works respectively support the role of loving-kindness and self-compassion practices in building durable 

psychological resources and relational resilience, and they connect contemplative attention to ethical action and 

prosocial behavior. 
43 Fetzer Institute and National Institute on Aging Working Group, Multidimensional Measurement of 

Religiousness/Spirituality for Use in Health Research (Kalamazoo, MI: Fetzer Institute, 1999; repr., 2003), 12. 
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solution matrix? The answer appears to be, probably not. According to pastor and leadership 

expert Andy Stanley, “love feels like ‘losing’ to some leaders.”44 This perception reveals a 

foundational problem in leadership discourse: loving-kindness is often framed as incompatible 

with success rather than integral to it. Within dominant cultural narratives, loving-kindness is 

implicitly contrasted with widely celebrated human pursuits—success, wealth, status, fame, and 

happiness—as though leaders must choose between effectiveness and care. 

This false dichotomy emerges from a deeper cultural assumption: that leadership is 

primarily a competitive endeavor rooted in individual achievement. When leadership is framed 

through zero‑sum logic, loving-kindness appears inefficient, naïve, or even dangerous. 

Self‑giving concern for others seems counterintuitive in environments that reward 

self‑promotion, control, and winning. As a result, loving-kindness is not rejected outright; it is 

quietly redefined as “sentimentality” rather than “strength,” and thus excluded from serious 

leadership consideration. Yet this reduction fundamentally misunderstands loving‑kindness. 

Practiced rightly, loving‑kindness does not negate accountability or discipline; rather, it demands 

them. To lead with loving‑kindness may require setting firm boundaries, addressing harmful 

behavior, or even removing an individual from a role in which they are unable to thrive or are 

causing harm to themselves, others, or the organization. In this sense, loving‑kindness is not 

opposed to responsibility or consequence—it is a disciplined commitment to the well‑being of 

the whole. 

It is at this point—when loving-kindness is misunderstood or displaced—that leadership 

 
44 Andy Stanley, “Feelin’ It,” part 3 of the Staying in Love series, sermon, North Point Community Church, 

May 17, 2009, https://northpoint.org/messages/staying-in-love/feelin-it. 
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cultures drift into what bell hooks describes as a state of “lovelessness.” As hooks observes in 

her book, All About Love, lovelessness is more common than loving-kindness because many 

people lack a shared understanding of what loving-kindness truly entails or how it is expressed in 

practice.45 Lovelessness, in turn, sustains systems where care, mutual responsibility, and 

relational accountability are absent, allowing fear, disconnection, and instrumental relationships 

to become normalized. 

Leaders do not typically set out to create such conditions. Rather, they often become 

unconscious participants in perpetuating loveless systems—simply enacting what they were 

taught to value, reward, and measure—without recognizing the long-term relational and societal 

harm that results. When loving-kindness is excluded from leadership discourse, not because it is 

irrelevant but because it is misunderstood, leadership itself becomes increasingly disconnected 

from the well-being of the people it claims to serve. 

Another reason “love” is marginalized in leadership discourse is the worry—often 

justified—that care can morph into partiality: favoritism, nepotism, boundary violations, or even 

poorly handled workplace romance. Leader-Member Exchange research shows how 

differentiated leader–follower relationships can create perceived “insider/outsider” dynamics that 

erode harmony, justice perceptions, and team performance when not carefully managed.46 To 

avoid these pitfalls, Loving-Kindness Leadership must be defined as principled, universal 

 
45 bell hooks, All About Love: New Visions (New York: William Morrow, 2000), esp. chap. 1. 
46 Andrew Yu, Fadel K. Matta, and Bryan Cornfield, “Is Leader-Member Exchange Differentiation 

Beneficial or Detrimental for Group Effectiveness? A Meta-Analytic Investigation and Theoretical Integration,” 

Academy of Management Journal 61, no. 3 (2018): 1158–88, https://doi.org/10.5465/amj.2016.1212; Danica T. 

Hooper and Robin Martin, “Beyond Personal Leader–Member Exchange (LMX) Quality: The Effects of Perceived 

LMX Variability on Employee Reactions,” The Leadership Quarterly 19, no. 1 (2008): 20–30, 

https://doi.org/10.1016/j.leaqua.2007.12.002; and Daejeong Choi, Maria L. Kraimer, and Scott E. Seibert, “Conflict, 

Justice, and Inequality: Why Perceptions of LMX Differentiation Hurt Performance in Teams,” Journal of 

Organizational Behavior 41, no. 7 (2020): 663–80, https://doi.org/10.1002/job.2451. 
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goodwill operationalized through just processes and not as romantic affection or preferential 

warmth. 

In practice, that means combining compassion with impartiality and boundaries: 

transparent criteria for opportunities, consistent performance standards, conflict-of-interest and 

anti-nepotism rules (including prohibitions on supervisor–subordinate romance), and disciplined, 

two-way communication (e.g., regular forums) that confirms every voice is heard. Contemporary 

leadership scholarship also cautions that compassion without wisdom can drift into 

permissiveness; the corrective is to pair care with competence, accountability, and fair process so 

that kindness serves the whole—not a favored few.47 In short, Loving-Kindness Leadership 

means consistently showing respect and empathy to all team members, being guided by ethical 

principles such as honesty and integrity, and implementing transparent practices like fair 

decision-making and conflict resolution. Leaders foster psychological safety by creating systems 

that encourage open communication and uphold ethical standards, ensuring fairness while 

supporting high performance.48  

Practical guardrails for Loving‑Kindness Leadership ensure that kindness never becomes 

cliquish partiality; therefore, leaders must institutionalize (1) clear anti‑nepotism and 

conflict‑of‑interest policies (no romantic relationships in reporting chains; mandatory disclosure 

and recusal), (2) transparent, rubric‑based decisions for hiring, pay, stretch work, and promotions 

with cross‑team calibration to reduce favoritism, (3) equal‑access forums for voice (e.g., 

 
47 Rasmus Hougaard, Jacqueline Carter, and Nick Hobson, “Compassionate Leadership Is Necessary—but 

Not Sufficient,” Harvard Business Review, December 4, 2020, https://hbr.org/2020/12/compassionate-leadership-is-

necessary-but-not-sufficient;; and Stephen Trzeciak, Anthony Mazzarelli, and Emma Seppälä, “Leading with 

Compassion Has Research-Backed Benefits,” Harvard Business Review, February 27, 2023, 

https://hbr.org/2023/02/leading-with-compassion-has-research-backed-benefits. 
48 John Rawls, “Justice as Fairness,” The Philosophical Review 67, no. 2 (1958): 164–94, 

https://www.jstor.org/stable/2182612. 



  

55 

 

structured town halls, rotating agenda ownership), (4) boundary training for managers (how to 

show care without over‑identification or dual‑role confusion), and (5) routine audits of 

opportunity and recognition data by demographic/role to detect inadvertent in‑group advantages. 

These safeguards locate “love” in systems rather than in subjective preference, aligning 

compassion with justice.49 

True loving-kindness gives without demanding return, which can appear countercultural 

within transactional environments and performance-driven leadership cultures. Because it entails 

vulnerability, restraint, and a willingness to absorb misunderstanding, loving-kindness is easily 

misread as weakness or naïveté. However, when loving-kindness is framed as wise, disciplined 

compassion, it does not negate accountability; it strengthens it by insisting that truth, boundaries, 

and responsibility be exercised in the service of the whole. For this reason, Loving-Kindness 

Leadership challenges zero-sum narratives of success and reframes leadership away from mere 

accumulation of status toward the cultivation of trust, dignity, and relational repair. Within 

Christian theology and other spiritual traditions, this reframing is not incidental: loving-kindness 

is treated as a normative moral orientation rooted in the character of God and expressed through 

courageous care in public life.50 

 
49 Society for Human Resource Management (SHRM), “Code of Ethics,” amended April 24, 2023, 

https://www.shrm.org/legal/bylaws-and-code-of-ethics/code-of-ethics; Emtrain, “Office Romance and Conflicts of 

Interest: Policies That Protect Your Workplace,” January 29, 2025, https://emtrain.com/blog/code-of-conduct/office-

romance-addressing-potential-conflicts-of-interest/; Society for Human Resource Management (SHRM), “Love, 

Ambition, or Both? New SHRM Research Reveals the Motivations Behind Workplace Romance,” press release, 

February 11, 2025, https://www.shrm.org/about/press-room/love--ambition--or-both--new-shrm-research-reveals-

the-motivations-behind-workplace-romances; and Jennifer Post, “How to Develop Policies Regarding Workplace 

Romances,” Risk Management Magazine, October 4, 2024, 

https://www.rmmagazine.com/articles/article/2024/10/04/how-to-develop-policies-regarding-workplace-romances. 
50 Iain M. Duguid, “Loyal-Love (Hesed),” Ligonier Ministries, February 21, 2024; Walter Brueggemann, 

The Prophetic Imagination, 2nd ed. (Minneapolis: Fortress Press, 2001); Anders Nygren, Agape and Eros, trans. 

Philip S. Watson (Philadelphia: Westminster Press, 1953); M. Scott Peck, The Road Less Traveled (New York: 

Simon & Schuster, 1978), 81–94; Emilie M. Townes, Womanist Ethics and the Cultural Production of Evil (New 

York: Palgrave Macmillan, 2006); Thomas Jay Oord, The Nature of Love: A Theology (St. Louis, MO: Chalice 

Press, 2010). 
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Considering this argument, a central claim of Loving-Kindness Leadership is that 

leadership effectiveness cannot be reduced to winning, dominance, or personal advancement 

without deep moral cost. The examples most widely celebrated across traditions and cultures—

including figures such as Martin Luther King, Jr., Nelson Mandela, Mother Teresa, and 

Gandhi—illustrate forms of influence rooted in disciplined love, moral courage, and nonviolent 

strength.51 Yet these exemplars are often treated as exceptional moral narratives rather than as 

serious sources for leadership theory and development. Such marginalization reflects a cultural 

bias that equates leadership with material success or coercive power, and it reinforces the very 

conditions that sustain the Leadership Love Gap. Re-centering wise, accountable compassion 

within leadership discourse is therefore not merely inspirational; it is a constructive response to 

what leaders and followers repeatedly report needing most: trust, hope, dignity, and relational 

responsibility. 

Contemporary leadership faces a profound challenge as found in the growing spiritual 

and emotional disconnection within organizations and communities. We have seen that 

traditional models often emphasize external results while neglecting the inner life of the leader 

and the relational fabric that binds teams and societies. Loving-Kindness Leadership emerges as 

 
51 Martin Luther King, Jr., Strength to Love (Philadelphia: Fortress Press, 2010); Nelson Mandela, Long 

Walk to Freedom: The Autobiography of Nelson Mandela (Boston: Little, Brown, 1994); Mother Teresa, No Greater 

Love (Novato, CA: New World Library, 1997); Mohandas K. Gandhi, The Essential Gandhi, ed. Louis Fischer (New 

York: Vintage, 2002); see also Satinder K. Dhiman et al., “Servant Leadership: Profiling Three Exemplars from the 

Twentieth Century,” in The Palgrave Handbook of Servant Leadership (2023), which analyzes Gandhi and Mandela 

as servant-leadership exemplars; Arthur M. Baldonado, “Servant Leadership: Learning from Servant Leaders of the 

Past and Their Impact to the Future,” International Journal of Management Sciences and Business Research 6, no. 1 

(2017), examining King, Mother Teresa, and Gandhi as models of servant leadership; Bahjat Ahmed Arafat and 

Ahmad Taufik Hidayah Bin Abdullah, “Politeness, Power, and Persuasion: A Pragmatic Analysis of Nelson Mandela 

and Martin Luther King Jr.’s Rhetoric,” International Journal of Academic Research in Progressive Education and 

Development 14, no. 4 (2025), offering comparative rhetorical analysis of King and Mandela as moral leaders; 

Maria Yousef Mohammed AlAqra, “Mahatma Gandhi’s Leadership Blueprint: Fusing Servant Leadership with 

Authentic Integrity,” Journal of Human Resource Management 12, no. 4 (2024), analyzing Gandhi’s leadership 

through servant and authentic leadership frameworks. 
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a revolutionary paradigm precisely because it bridges this gap, integrating the inner journey of 

self-compassion with the outer practice of justice, empathy, and care. 

At its core, loving-kindness is not merely a feeling but a disciplined practice—a posture 

of intentional goodwill that heals the self, transforms relationships, and shapes systems. This 

approach is countercultural in a world that often rewards aggression and speed, yet it is precisely 

this radical human-centeredness that makes loving-kindness so powerful. When leaders and 

communities lose touch with loving-kindness, they risk eroding compassion, equity, and 

integrity, fueling systemic injustice and personal disillusionment.  

Loving-Kindness Leadership addresses not only the technical shortcomings of traditional 

leadership—such as a narrow focus on outcomes, authority, and hierarchy—but also the deeper 

adaptive and relational challenges that perpetuate the Leadership Love Gap. By centering 

relational safety, ethical presence, and genuine care, it enables leaders to foster environments 

where trust, inclusion, and psychological safety thrive.52 In this way, Loving-Kindness 

Leadership responds to what Adaptive Leadership scholars describe as challenges that cannot be 

solved by authority or expertise alone, but require shifts in values, relationships, and collective 

meaning-making. This approach bridges the disconnect between a leader’s inner values and 

outward actions, transforming individual and collective behavior to achieve lasting success and 

societal impact. Loving-Kindness Leadership creates spaces for healing, innovation, and 

meaningful connection, thereby directly resolving both the tangible and intangible obstacles that 

undermine effective leadership in today's complex world. 

 
52 Heifetz, Grashow, and Linsky, The Practice of Adaptive Leadership; Edmondson, The Fearless 

Organization; Edgar H. Schein and Peter A. Schein, Humble Leadership: The Power of Relationships, Openness, 

and Trust (Oakland, CA: Berrett-Koehler, 2018); and Cameron, Positive Leadership. 
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Leaders Must Call for Spiritual Reconnection 

At the core of the Leadership Love Gap is a profound human and spiritual longing. The 

Fetzer Institute’s national study reports that Americans across traditions affirm that spirituality 

matters and that they want more of it guiding their lives and communities. Bob Boisture, 

American nonprofit executive, lawyer, and thought leader best known for his long tenure as 

President and CEO of the Fetzer Institute, a philanthropic organization dedicated to fostering the 

spiritual foundation for a loving world, summarizes the study’s through-line succinctly: "Human 

beings yearn for a spirituality that will root us in the love, courage, and hope that we need to 

build our lives and communities."53 Reconnecting inner spiritual experience with outer social life 

is essential for unlocking personal and societal transformation. When this connection is absent, 

purpose and meaning erode, which limits the capacity for prosocial action. Importantly, the 

Fetzer findings provide empirical support—at the level of reported belief and desire—for the 

claim that many people experience a gap between inner spiritual commitments and the public 

patterns of life that shape communities and workplaces. In this project, those findings are 

interpreted as consistent with (though not definitive proof of) the Leadership Love Gap and as 

further rationale for a leadership paradigm that can hold interior formation and outward practice 

together with wise, accountable compassion. 

New global data from the 2025 Gallup Global Leadership Report confirms the critical 

needs of followers, strengthening the case for loving-kindness centered leadership. In a study of 

over 30,000 adults across 52 countries, Gallup asked participants to identify the one leader who 

has the most positive influence on their daily life and describe what that leader contributes. From 

 
53 Bob Boisture, “What Does Spirituality Mean to Us?” Interfaith America, September 22, 2020, 

https://www.interfaithamerica.org/article/what-does-spirituality-mean-to-us, “From Inner to Outer.” 
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these responses, four universal needs of followers emerged: hope, trust, compassion, and 

stability.54 Simply put, followers are not seeking more techniques; they are looking for leaders 

who cultivate spaces where people can authentically align their values with their actions. This 

makes ethical leadership as much about identity and ethics as it is about execution and outcomes. 

The distribution of attributes associated with these influential leaders is compelling: a 

majority fall under hope (56%), with trust (33%) next, followed by compassion (7%) and 

stability (4%). Leaders in the world of work occupy a uniquely powerful position to shape daily 

well-being, as 34% of employed respondents named an organizational leader (manager, senior 

leader, or colleague) as the positive influential leader. Organizational leaders are specifically 

expected to supply hope, with followers attributing hope to senior leaders at higher rates (64%) 

than to managers (59%) or colleagues (58%).55 Crucially, the data shows that when people 

perceive hope from their most influential leader, thriving rises and suffering falls. Taken as 

large-scale evidence of what followers most need from leaders, these findings are consistent with 

the core claims of Loving-Kindness Leadership and strengthen the case for leadership formation 

that integrates wise, heart-centered compassion with trust-building practice and relational 

responsibility. 

Conclusion 

We have seen the realities many leaders and communities are carrying—eroding trust, 

rising fatigue, strained relationships, and the growing sense that technical competence alone 

cannot hold the moral and relational weight of our time. By engaging global indicators of social 

 
54 Gallup and World Governments Summit, Global Leadership Report: What Followers Want 

(Washington, DC: Gallup, 2025), 18–19, https://opencommons.org/images/e/e8/Gallup-Global-Leadership-Report-

What-Followers-Want-Report.pdf. 
55 Gallup and World Governments Summit, Global Leadership Report. 
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strain, tracing the evolution of leadership theory, and attending to major critiques of the 

leadership industry, Chapter 2 has shown how easily leadership becomes fragmented—how inner 

convictions can be separated from outward practice, leaving people and systems less able to 

sustain dignity, belonging, and ethical credibility. Against that backdrop, Loving-Kindness 

Leadership is presented not as an optional virtue but as a necessary integrative response—one 

that reunites inner moral formation with outward leadership action. 

Importantly, Loving-Kindness Leadership is not a retreat from responsibility, nor a 

sentimental call to “be nice.” It is a disciplined ethic—rooted in truth-telling, clear boundaries, 

and just processes—that refuses to trade human dignity for performance, or accountability for 

comfort. When loving-kindness is operationalized in practices and structures, it strengthens 

leaders’ moral coherence and builds communities resilient enough to face conflict, correction, 

and change without losing one another. In this way, loving-kindness becomes not merely a 

personal disposition but a shared way of stewarding power for the well-being of all. 

Having established the urgency of this paradigm, we now turn from diagnosis to 

formation. Chapter 3 moves inward to explore the heart of Loving-Kindness Leadership: the 

interior commitments, moral posture, and disciplined practices that enable leaders—across faith 

traditions and no faith tradition—to embody loving-kindness when pressure is high and the 

stakes are real. This movement from external critique to internal formation clarifies how 

Loving-Kindness Leadership becomes more than an argument—it becomes a lived leadership 

presence, preparing the ground for the chapters that follow on practice, application, and 

integration.
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CHAPTER 3 

THE HEART OF LOVING-KINDNESS LEADERSHIP 

 

As we step into Chapter 3, we do so with compassion for the realities that bring many of 

us to this work: the longing to lead well, the weariness that can come with responsibility, and the 

quiet fear that pressure may pull us away from who we most want to be. Having named in 

Chapter 2 why Loving-Kindness Leadership is so urgent in a weary and fragmented world, we 

now turn toward the place where lasting change begins—not in a new technique, but in the inner 

life of the leader. This chapter explores the heart of Loving-Kindness Leadership by attending to 

the interior commitments, moral posture, and practiced disciplines that help leaders—across faith 

traditions and no faith tradition—remain grounded in loving-kindness when the stakes are high 

and the ground feels unsteady. 

Rather than offering another set of leadership techniques, Chapter 3 focuses on 

formation: how leaders learn to lead with presence, clarity, courage, and relational integrity—

especially when they are tired, reactive, or tempted to protect themselves. The chapter then traces 

how this “way of being” takes shape in practice by (1) clarifying the difference between doing 

leadership and being formed as a leader, (2) describing the formative power of Loving-Kindness 

Leadership, and (3) introducing the Four Levels through which loving-kindness expands from 

leading self to leading others, leaders, and organizations. In doing so, Chapter 3 prepares the 

ground for the concrete practices developed in Chapter 4. 
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The Power of Loving-Kindness Leadership 

When leaders begin to live from Loving-Kindness Leadership, something quietly 

liberating happens—leadership becomes less of a performance to manage and more of a presence 

to embody. Instead of anxiously monitoring every thought, word, and gesture to “get it right,” 

leaders are formed over time through practice in loving-kindness—so that their actions 

increasingly flow from an inner steadiness. This is not a new system to execute perfectly; it is a 

way of being shaped, little by little, until care, clarity, and accountability become more natural 

than forced. 

Loving-Kindness Leadership is not about “trying” to perform leadership in a different 

way; rather, it is about changing one’s perspective about leadership. As a result, a leader does not 

put on a particular “leadership hat” to perform in a certain way.  The heart of Loving-Kindness 

Leadership is to master loving-kindness within oneself so much that the leader can naturally lead 

with loving-kindness, caring, and compassion. Loving-Kindness Leadership is a formed 

disposition rather than an exhausting performance.  

Embodying Loving-Kindness Leadership can strengthen a leader’s capacity to lead with 

less rumination, reduced outcome-anxiety, and greater steadiness in decision-making. Just like a 

healthy apple tree naturally produces luscious apples from its branches, the Loving-Kindness 

Leader should not have to “try” to do anything. This “naturalness,” however, is not automatic or 

effortless; it emerges through disciplined interior formation and repeated practice over time—

drawn up from roots deeply connected to compassion. Thus, the fruit of loving-kindness 

becomes a stable disposition rather than a forced performance. The leader produces trust, 

connection, and results more consistently because they have internalized loving-kindness—it 

becomes an expression of who they are, not an exhausting performance they put on. 
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There is a profound difference between “doing” Loving-Kindness Leadership and 

“being” a Loving-Kindness Leader. A leader who is seeking to “do” leadership works very hard 

with each action, constantly concerned with perfecting all the words they are speaking. They 

might be somewhat successful, but over time, they become drained by the performance. In 

contrast, the leader who is “being” a Loving-Kindness Leader increasingly thinks, acts, and 

speaks with authentic care. They produce loving-kindness with greater steadiness because 

loving-kindness has been formed through practice into a stable way of being. 

Leadership is not confined to formal titles or positions of authority; it is an active process 

that each of us engages in—whether consciously or by default. True leadership emerges from the 

capacity to inspire and motivate both ourselves and those around us to take meaningful, 

sustainable action. In every role and within every organization or community, recognizing that 

every individual possesses leadership potential is fundamental. Each person is already leading 

themselves and is often simultaneously on the journey to leading others. By investing in their 

own growth as a leader and supporting others to do the same, they foster a culture of empowered 

self-starters. In such an environment, individuals transcend the limitations of traditional 

“follower” roles, unlocking collective potential and achieving far more than would be possible in 

conventional hierarchical structures. 

Loving-Kindness Leaders embrace the reality that no one excels at everything—and that 

is not only acceptable but essential for genuine collaboration. These leaders are deeply attuned to 

their own strengths and areas for growth, as well as those of their colleagues. With this holistic 

awareness, they approach challenges creatively, leveraging both individual talents and the 

collective wisdom of the group. Rather than focusing on isolated contributions, Loving-Kindness 

Leaders adopt a “we” mindset, inviting everyone to co-create a shared vision of what is possible. 
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This collaborative spirit shifts the narrative from individual accomplishment to a team-oriented 

pursuit of excellence and purpose. 

Loving-Kindness Leaders redefine what it means to lead. They shift from a model of 

authority and control to one of compassionate influence and empowerment. In doing so, they not 

only transform their own approach to leadership, but also ignite a ripple effect of positivity, 

resilience, and shared achievement across their organizations and communities. This 

transformative impact is not limited to a single dimension—it extends from the ways leaders 

treat themselves, to how they engage with others, and ultimately to their influence on broader 

systems. To truly harness the potential of Loving-Kindness Leadership, it is essential for 

individuals to recognize the progression of this practice through distinct levels, each offering 

unique opportunities for growth and impact.  

The following sections guide us through the Four Levels of Loving-Kindness Leadership, 

illustrating practical pathways to cultivate compassion, effectiveness, and lasting change, 

beginning with the foundational level of leading self, and expanding outward to leading others, 

teams, and organizations. 

Four Levels of Loving-Kindness Leadership 

Leadership scholarship increasingly converges around the insight that leadership 

effectiveness unfolds developmentally rather than instantaneously, expanding in scope as leaders 

assume greater responsibility for people, processes, and institutions. This developmental 

understanding is reflected across both military and civilian leadership traditions. For example, 

U.S. Army leadership doctrine articulates a progression from leading self to leading others, 

leaders, and organizations, emphasizing the increasing complexity of influence and responsibility 
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at each stage.1 Similarly, Ram Charan, Stephen Drotter, and James Noel, who are the co‑authors 

of the influential leadership development framework known as the Leadership Pipeline, are 

widely credited with systematizing the idea that leadership develops through distinct, sequential 

levels, each requiring qualitative—not merely incremental—change. Charan, Drotter, and Noel’s 

model describes leadership growth as a series of passages, each requiring fundamental shifts in 

values, skills, and time application.2 Together, these frameworks underscore a shared premise: 

leadership capacity scales outward from the interior formation of the leader toward increasingly 

complex relational and systemic environments.3  

Leadership at the organizational level, therefore, is understood not merely as a function of 

authority or technical expertise but as the cumulative outcome of earlier competencies in 

self‑regulation, interpersonal trust, and leader development. Grounded in this developmental 

logic, the present study engages this four‑level framework as a structural lens through which 

Loving‑Kindness Leadership can be examined, extending existing models by arguing that the 

continuity between levels is sustained not primarily by skill acquisition alone, but by a formative 

commitment to loving‑kindness as an integrative moral and relational disposition.4 

Loving-Kindness Leadership is not a one-size-fits-all approach; instead, it represents a 

 
1 U.S. Department of the Army, Army Leadership and the Profession, Army Doctrine Publication (ADP) 

6-22 (Washington, DC: Department of the Army, July 2019), 

https://www.usarcent.army.mil/Portals/1/Documents/regs/ADP_622_Army%20Leadership%20And%20The%20Prof

ession%20July2019.pdf. 
2 Ram Charan, Stephen Drotter, and James Noel, The Leadership Pipeline: How to Build the 

Leadership-Powered Company, 2nd ed. (Boston: Harvard Business Review Press, 2011). 
3 David V. Day, Michelle M. Harrison, and Stanley M. Halpin, “An Integrative Approach to Leader 

Development: Connecting Adult Development, Identity, and Expertise,” The Leadership Quarterly 20, no. 1 (2009): 

34–54, https://doi.org/10.1016/j.leaqua.2009.01.012; and Warren Bennis, On Becoming a Leader, rev. ed. (New 

York: Basic Books, 2009). 
4 While this four-level progression is articulated most explicitly in military doctrine and in the Leadership 

Pipeline framework, similar developmental assumptions appear across a wide range of leadership scholarship 

emphasizing role complexity, moral formation, and systemic responsibility. 
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dynamic practice that adapts to individual strengths, experiences, and the unique context of each 

role. As highlighted in the previous section, embodying principles such as radical inclusivity, 

inner cultivation, resilience, generosity, and relational impact establishes the foundation for 

transformational leadership. To fully realize the potential of Loving-Kindness Leadership, it is 

essential for individuals to understand their current position and identify opportunities for growth 

within this framework. The Four Levels of Loving-Kindness Leadership serve as a practical 

pathway for applying these principles, guiding leaders to act with compassion and effectiveness, 

whether their focus is on themselves, their teams, or their broader communities. The following 

section explores these Four Levels of Loving-Kindness Leadership, illustrating how these values 

can be intentionally integrated into everyday practice. 

Level One: Leading Self 

Loving-Kindness Leadership begins with the self, recognizing that personal well-being 

and mindful self-awareness form the bedrock of authentic leadership. Leaders committed to this 

approach demonstrate self-kindness by extending patience, understanding, and grace toward 

themselves, particularly during periods of difficulty or uncertainty. They regularly check in with 

their own emotional and mental states, often dedicating time each day to mindful reflection, 

attentive observation of their thoughts and feelings, and gentle acceptance of imperfections.5 

This inward compassion is not simply a comfort—it is a strategic practice that cultivates 

resilience and emotional stability, essential traits for effective leadership.6 For example, a 

Loving-Kindness Leader might begin or conclude the day with moments of quiet introspection or 

 
5 Julia Tenschert, Marco Furtner, and Mike Peters, “The Effects of Self-Leadership and Mindfulness 

Training on Leadership Development: A Systematic Review,” Management Review Quarterly 75 (2025): 2811–62, 

https://doi.org/10.1007/s11301-024-00448-7. 
6 J. B. Doornich and H. M. Lynch, “The Mindful Leader: A Review of Leadership Qualities Derived from 

Mindfulness Meditation,” Frontiers in Psychology 15 (2024), https://doi.org/10.3389/fpsyg.2024.1322507. 
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guided breathing, consciously noticing instances of self-criticism and intentionally transforming 

those moments into opportunities for kinder self-dialogue. This habit of nurturing inner goodwill 

sets a powerful precedent for others, demonstrating that leadership is as much about self-support 

as it is about supporting others. 

In addition to self-kindness, these leaders embrace compassionate accountability. They 

take honest responsibility for their actions and decisions, approaching mistakes with humility 

and openness. Regular self-assessment becomes a routine, with leaders thoughtfully reviewing 

outcomes, identifying both successes and areas for growth, and openly acknowledging errors 

without shame. By modeling vulnerability and self-reflection, they create a culture in which 

learning from missteps is valued and psychological safety is established, encouraging 

transparency and continuous improvement throughout the organization.7 For instance, following 

the completion of a project or a significant decision, the leader may set aside time for personal 

evaluation, reflecting on what was successful and what could be enhanced in the future. Should a 

mistake occur, it is addressed candidly in discussions with colleagues or teams, reinforcing the 

idea that accountability is a courageous and constructive act. 

A commitment to ongoing growth is another hallmark of Level One Loving-Kindness 

Leadership. Such leaders perceive personal and professional development as a lifelong journey, 

continually seeking out new learning opportunities, welcoming constructive feedback, and 

setting measurable goals for advancement. This dedication to self-improvement not only 

strengthens their own capabilities but also serves as inspiration for others to pursue growth and 

excellence. Practical examples include participation in professional development workshops, 

 
7 Alexia Mary Tzortzaki, “Developing Compassionate Self-Leadership: A Conceptual Framework for 

Leadership Effectiveness in the Digital Age,” Journal for Global Business Advancement 15, no. 3 (2022): 272–96, 

https://doi.org/10.1504/JGBA.2022.10053632. 
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engaging with relevant literature, and soliciting input from peers to gain fresh perspectives on 

performance. Through these activities, leaders remain open to evolution, modeling adaptability 

and a proactive approach to learning.8 

Finally, Loving-Kindness Leaders make it regular practice to recognize and celebrate 

their own progress. By intentionally pausing to acknowledge achievements—large or small—and 

reflecting on challenges overcome, they reinforce motivation and self-appreciation.9 This ritual 

of self-recognition not only sustains personal commitment but also models the importance of 

valuing effort and growth, setting a positive example for others within their sphere of influence. 

For example, at the end of each week, a leader may document a notable accomplishment or a 

specific challenge that was navigated successfully, taking a moment to appreciate their 

dedication and perseverance. This act of self-celebration strengthens resolve and underscores the 

importance of honoring one’s own journey. 

By weaving together self-kindness, compassionate accountability, continuous growth, 

and regular self-recognition, Loving-Kindness Leaders establish a robust and sustainable 

foundation for leading others. Their authenticity, empathy, and effectiveness are deeply rooted in 

the practices they uphold within themselves, setting the stage for transformational leadership that 

radiates outward to teams, organizations, and communities. 

Level Two: Leading Others 

Building upon the foundation of self-leadership established in Level One, Level Two of 

 
8 Institute of Organization Effectiveness, “Cultivating a Growth Mindset Through Emotional Intelligence,” 

Institute of Organization Effectiveness, September 20, 2025, https://www.instituteofoe.com/2025/09/20/cultivating-

a-growth-mindset-through-emotional-intelligence. 
9 Staria Norwood, “The Power of Self-Reflection in Leadership: A Path to Growth,” LinkedIn, February 20, 

2025, https://www.linkedin.com/pulse/power-self-reflection-leadership-path-growth-impact-staria-norwood-

yjckc?tl=en. 
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Loving-Kindness Leadership extends the principles of self-kindness, accountability, growth, and 

self-recognition outward to interactions with others. Leaders operating at this level understand 

that authentic, effective leadership is a natural extension of the compassion and mindfulness 

cultivated within themselves. Their approach is characterized by consistent modeling of 

kindness, the creation of psychologically safe environments, respectful and constructive 

communication, and the intentional celebration of the contributions of those they lead.10 

Leaders who embody Loving-Kindness prioritize genuine care in every interaction by 

modeling kindness and empathy. They take deliberate steps to check in on the well-being of their 

team members, colleagues, or community participants, demonstrating attentive listening and 

reserving judgment.11 By expressing empathy and concern, these leaders foster trust and 

encourage mutual support among team members. Their actions set a powerful example, showing 

that authentic connection and concern for others are not ancillary, but central, to effective 

leadership. For instance, a leader might begin each team meeting by inviting participants to share 

personal updates or by scheduling brief, regular one-on-one conversations to discuss workload 

and overall well-being. Noticing when someone is struggling, the leader offers a supportive 

presence and inquiries about ways to provide help, reinforcing a culture of care and 

responsiveness.12 

A central tenet of Loving-Kindness Leadership at this level is the intentional cultivation 

 
10 Barbara L. Fredrickson et al., “Open Hearts Build Lives: Positive Emotions, Induced Through 

Loving-Kindness Meditation, Build Consequential Personal Resources,” Journal of Personality and Social 

Psychology 95, no. 5 (2008): 1045–62, https://doi.org/10.1037/a0013262. 
11 Katharina Prummer et al., “The Role of Mentoring in Developing Leaders’ Emotional Intelligence: 

Exploring Mentoring Types, Emotional Intelligence, Organizational Factors, and Gender,” Frontiers in Education 9 

(2024), https://doi.org/10.3389/feduc.2024.1393660. 
12 Jacqueline Brassey et al., “Developing a Resilient, Adaptable Workforce for an Uncertain Future,” 

McKinsey Quarterly, December 6, 2024, https://www.mckinsey.com/capabilities/people-and-organizational-

performance/our-insights/developing-a-resilient-adaptable-workforce-for-an-uncertain-future. 
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of environments where every individual feels secure in expressing ideas and taking calculated 

risks. Leaders encourage open dialogue, emphasizing that mistakes are valuable learning 

opportunities rather than occasions for blame.13 When errors occur, the leader responds with 

understanding, guiding the team to reflect on lessons learned and strategies for future 

improvement. This approach nurtures a climate in which innovation and collaboration can 

flourish, as individuals are empowered to contribute authentically without fear.14 A practical 

example may involve a leader facilitating a team debrief following an unanticipated project 

outcome. In this setting, all participants, including the leader, are invited to candidly share 

insights and areas for future growth, reinforcing the message that vulnerability and learning are 

both embraced and expected. 

Loving-Kindness Leaders are committed to feedback that is honest, constructive, and 

compassionate. They approach performance discussions with humility and balance, 

acknowledging strengths while thoughtfully identifying areas for enhancement.15 Rather than 

focusing solely on shortcomings, these leaders frame feedback in a manner that preserves dignity 

and motivation, supporting ongoing development and confidence. For example, when reviewing 

a presentation or project deliverable, the leader highlights specific aspects that were effective—

such as clarity of organization or creativity—before suggesting actionable improvements, like 

incorporating additional visuals or refining the narrative for greater impact. 

Valuing the efforts and achievements of others is an integral practice for leaders at this 

stage. Regular acknowledgment, whether through verbal appreciation, written notes, or public 

 
13 Fredrickson et al., “Open Hearts Build Lives,” 1045–62. 
14 Robert Hall, “Guiding Resilience: Leadership and Stewardship,” Resilience Forward (blog), October 10, 

2024, https://resilienceforward.com/guiding-resilience-leadership-and-stewardship. 
15 Prummer et al., “The Role of Mentoring.” 
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recognition, reinforces a sense of belonging and purpose. Celebrating both individual and 

collective successes not only boosts morale but also inspires sustained commitment to shared 

objectives.16 For instance, at the conclusion of each week, the leader may send a group message 

or allocate time during meetings to express gratitude for notable contributions, such as resolving 

complex client issues or offering exceptional support to peers. 

In essence, Level Two Loving-Kindness Leadership is the outward manifestation of the 

self-compassion, accountability, and growth mindset developed in Level One. By modeling 

kindness and empathy, fostering psychological safety, providing respectful and constructive 

guidance, and celebrating progress, these leaders create environments where individuals thrive. 

The ripple effect of their actions not only strengthens relationships and trust but also establishes a 

culture of compassion and excellence that encourages others to lead with authenticity and 

integrity. 

Level Three: Leading Leaders 

Building upon the internal practices of Level One and the relational safety of Level Two, 

Level Three emerges when leaders are called upon to guide and shape the practices of other 

leaders, amplifying the impact of Loving-Kindness throughout an organization. In Level Three, 

the leader’s role shifts from direct oversight to mentorship, stewardship, and system-level 

influence. The significance of leading leaders lies in the capacity to multiply positive culture, 

foster resilience, and ensure that empathy, compassion, and respect are not confined to isolated 

teams but are woven throughout leadership practices at every tier.17 Leaders at this level remain 

 
16 “Collaborative Stewardship: Building a Supportive Network for Emerging Leaders,” The Collective, 

November 23, 2024, https://www.jointhecollective.com/article/collaborative-stewardship-building-a-supportive-

network-for-emerging-leaders. 
17 Hall, “Guiding Resilience.” 
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anchored in the foundational principles established in Levels One and Two—self-compassion, 

mindful accountability, constructive feedback, and celebration of growth—and intentionally 

model these qualities in interactions with peers and those they mentor. The progression between 

levels is situational: leaders may move between self-leadership, leading others, and leading 

leaders depending on the demands and context of their role, often embodying aspects of multiple 

levels simultaneously. 

A central responsibility at Level Three is the intentional development of other leaders. 

This involves structured mentorship, coaching relationships, and the creation of opportunities for 

emerging leaders to observe and learn from experienced practitioners.18 Leaders may establish 

regular one-on-one sessions dedicated to discussing real-world leadership challenges, setting 

individualized development goals, and exploring effective strategies for navigating complex 

situations. For example, a senior leader might facilitate monthly mentorship meetings with high-

potential managers, collaboratively examining scenarios such as team motivation, conflict 

resolution, or strategic decision-making. These sessions often include reflective dialogue, sharing 

of personal experiences, and encouragement to experiment with new approaches. Inviting 

emerging leaders to participate in executive meetings or strategic initiatives further deepens their 

understanding, while the recommendation and discussion of relevant literature foster ongoing 

growth. Such mentorship not only strengthens individual capacities but also cultivates a culture 

of compassionate and effective leadership throughout the organization.19 

Expanded efforts may also include facilitating workshops on advanced leadership topics, 

encouraging attendance at industry conferences, and providing access to curated resources that 

 
18 Prummer et al., “The Role of Mentoring.” 
19 “Collaborative Stewardship.” 
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support continuous learning. By actively investing in the growth of other leaders, those at Level 

Three ensure that the principles of Loving-Kindness Leadership are perpetuated and adapted to 

evolving organizational challenges. The ripple effect of this investment is evident as mentees, 

empowered by guidance and example, model these values within their own spheres of 

influence.20  

Beyond individual mentorship, Level Three leaders are responsible for embedding 

compassion and respect into the very systems that define leadership within the organization. This 

systemic approach helps make Loving-Kindness Leadership not an isolated value but a 

foundational criterion for evaluating, developing, and advancing leaders. Concrete practices 

include revising performance review processes to recognize and reward empathy, collaboration, 

and respectful conflict resolution alongside traditional metrics.21 Leaders may institute awards, 

such as a “Loving-Kindness Leadership Award,” honoring those who exemplify exceptional care 

and support for their teams. Leadership development programs can be enhanced by integrating 

modules on emotional intelligence, nonviolent communication, and restorative practices, 

complete with role-play scenarios that foster experiential learning.22 

Succession planning is another domain where loving-kindness can be institutionalized. 

By utilizing comprehensive feedback mechanisms (such as 360-degree reviews) organizations 

identify and promote leaders who demonstrate kindness and empathy.23 These practices create 

lasting cultural change, ensuring that the future of organizational leadership is shaped by those 

 
20 Brassey et al., “Developing a Resilient, Adaptable Workforce.” 
21 Monica Worline and Jane E. Dutton, Awakening Compassion at Work: The Quiet Power That Elevates 

People and Organizations (San Francisco: Berrett-Koehler, 2017). 
22 Daniel Goleman, Emotional Intelligence (New York: Bantam, 1995); Marshall Rosenberg, Nonviolent 

Communication: A Language of Life, 3rd ed. (Encinitas, CA: Puddle Dancer Press, 2015). 
23 John W. Fleenor et al., Leveraging the Impact of 360 Degree Feedback, 2nd ed. (San Francisco: Pfeiffer, 

2008). 
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who embody the principles of loving-kindness. The influence of Level Three leaders is thus 

magnified, as the systems they shape become vehicles for widespread, sustainable compassion 

and excellence. 

The cultivation of collaboration among leaders is essential for breaking down 

organizational silos and fostering unity around shared purpose. Level Three leaders facilitate 

regular opportunities for cross-departmental connection and peer learning, such as quarterly 

leadership summits, roundtable discussions, and interdisciplinary working groups.24 These 

forums provide space for leaders to exchange ideas, address challenges collectively, and generate 

innovative solutions to complex issues facing the organization. For instance, a leadership summit 

may bring together managers from diverse functions to focus on strategic priorities like 

enhancing customer experience or streamlining operations. Through open dialogue and peer 

sharing, participants learn from one another’s successes and setbacks, building trust and mutual 

respect. Team-building activities embedded within these gatherings further strengthen 

relationships, while ongoing working groups ensure continuity and progress on cross-functional 

initiatives.25 The result is a robust network of leaders who support one another, model 

collaboration, and drive organizational success through shared commitment to loving-kindness. 

Level Four: Leading Organizations 

Transitioning from Level Three Leading Leaders to Level Four Leading Organizations 

means going beyond the idea that culture is simply the sum of individual leader behaviors.26 At 

 
24 Amy C. Edmondson, Teaming: How Organizations Learn, Innovate, and Compete in the Knowledge 

Economy (San Francisco: Jossey-Bass, 2012). 
25 Chris Ernst and Donna Chrobot-Mason, Boundary Spanning Leadership: Six Practices for Solving 

Problems, Driving Innovation, and Transforming Organizations (San Francisco: McGraw-Hill, 2011). 
26 Leading organizations entails complex systemic variables (e.g., economic, political, and market forces) 

that fall outside the methodological scope of this study, which intentionally centers on the human and cultural 

dimensions of leadership. 
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Level Four, Loving-Kindness Leadership is about intentionally shaping the organization itself—

its systems, policies, and values—so that compassion, inclusion, and trust are built into the way 

the organization functions every day.27 Instead of relying only on the personal character of 

leaders, Level Four leverages structural tools to support a culture of loving-kindness. For 

example, some organizations use a dual operating system—combining a flexible network for 

innovation with the traditional hierarchy—to break down silos and encourage collaboration 

across departments.28 This kind of approach allows new ideas and compassionate practices to 

spread more easily throughout the organization. 

A premier example of Level Four Loving-Kindness Leadership in action is Satya 

Nadella’s transformation of Microsoft. When Nadella became CEO in 2014, Microsoft was 

widely known for a toxic, hyper-competitive, "know-it-all" culture that fostered internal division 

and stifled innovation. Rather than relying on traditional, authority-based management to fix the 

company, Nadella catalyzed a profound shift toward a "learn-it-all" culture.29 This shift was not 

merely a management tactic, but a profound expression of intellectual humility and the 

theological principles of metta, agápē, chesed, and ubuntu, which seek to understand the unmet, 

unarticulated needs of others.  

Nadella’s personal journey—specifically his experience raising a son with cerebral 

palsy—shaped what he himself describes as a deepened commitment to empathy, reframing it 

not as a soft skill but as a source of innovation.30 By asking existential questions about the soul 

 
27 Patricia H. Thornton and William Ocasio, “Institutional Logics,” in The SAGE Handbook of 

Organizational Institutionalism, ed. Royston Greenwood et al. (Los Angeles: SAGE, 2008), 99–129. 
28 John P. Kotter, “Accelerate!,” Harvard Business Review 90, no. 11 (2012): 45–58. 
29 Satya Nadella, Hit Refresh: The Quest to Rediscover Microsoft’s Soul—and Imagine a Better Future for 

Everyone (New York: Harper Business, 2017), 39–43. 
30 R. R. Rego et al., “Leader Compassion and Employee Creativity: The Role of Psychological Safety,” 

Journal of Business Research 123 (2021): 14–25; Olga M. Klimecki, “The Psychology of Compassion and Its Role 

in Conflict Resolution and Innovation,” Current Opinion in Psychology 43 (2022): 27–32; and Tat Bellamy Walker, 
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of the company, he aligned Microsoft’s core identity with a purpose-driven mission to empower 

others, effectively bridging his inner spiritual convictions with a globally relevant professional 

role.31 Most importantly, Nadella operationalized this loving-kindness into the systemic fabric of 

Microsoft. Under Nadella’s leadership, Microsoft experienced significant cultural revitalization 

marked by collaboration, psychological safety, and learning orientation.  

During times of severe global uncertainty, such as the COVID-19 pandemic, Microsoft 

did not revert to rigid control; instead, they demonstrated Level Four leadership by providing 

flexible work options, increasing mental health support, and keeping communication transparent 

through regular virtual town halls.32 By dismantling a toxic hierarchy and elevating 

psychological safety as a central cultural practice, Nadella’s leadership is associated with widely 

reported shifts in collaboration, learning orientation, and organizational performance—including 

substantial growth in Microsoft’s market value during his tenure.33 While Microsoft’s 

transformation cannot be attributed to any single leadership variable, the organization’s cultural 

shift toward empathy, learning orientation, and psychological safety provides a persuasive 

illustration consistent with the principles of Loving-Kindness Leadership and supports the 

plausibility of treating loving-kindness as both ethically compelling and practically 

consequential. 

 
“Microsoft CEO Satya Nadella Learned This Key Lesson from His Son,” Business Insider, March 4, 2020, 

https://www.businessinsider.com/microsoft-ceo-satya-nadella-empathy-son-2020-3. 
31 Nadella, Hit Refresh, 11-15. 
32 Nadella, Hit Refresh, 11-15. 
33 Satya Nadella’s cultural reset replaced Microsoft’s historically competitive, siloed hierarchy with a 

growth-mindset culture emphasizing collaboration, empathy, and psychological safety, contributing to 

organization-wide shifts in innovation and teamwork; under his leadership the company’s valuation rose from 

roughly $300 billion to $3 trillion within a decade. See S. “Soma” Somasegar, “10 Years into Nadella’s Run, 

Microsoft Is a Company Transformed,” GeekWire, February 1, 2024, https://www.geekwire.com/2024/microsofts-

resurgence-reflecting-on-satya-nadellas-leadership-a-decade-after-he-became-ceo/.; see also Leadership Storybank, 

“Satya Nadella: The Quiet Transformer of Microsoft,” June 6, 2025, https://www.leadershipstorybank.com/satya-

nadella-the-quiet-transformer-of-microsoft. 



  

77 

 

A compelling case of systemic Loving-Kindness Leadership is Haier Group, the Chinese 

home-appliance giant. Traditional corporate hierarchies often operate on a "power over" dynamic 

that relies heavily on micromanagement, which ultimately stifles autonomy and diminishes 

human dignity. Recognizing the limitations of this conventional model, Haier moved away from 

a rigid hierarchy and radically reorganized itself into thousands of small, self-managing teams.34 

This structural shift is a brilliant example of Level Four leadership because it structurally embeds 

autonomy and mutual trust directly into the organization. By entirely removing 

micromanagement and placing decision-making power directly into the hands of the workers, 

Haier restored dignity and agency to its workforce. Each team is empowered to make its own 

choices, collaborate directly with customers, and is held accountable for both their results and the 

relationships they build. By designing its structure around human dignity, autonomy, and 

accountability, Haier created an organization where loving-kindness is the actual operating 

system—not just a value discussed in meetings, but the mechanism that shapes how people work 

together every day. Viewed through the lens of Loving-Kindness Leadership, this structural 

design can be interpreted as a practical embodiment of systems rooted in dignity, compassion, 

and mutual responsibility—revealing how Haier’s model operationalizes relational care at 

scale.35 

 
34 Jędrzej G. Frynas, Michael J. Mol, and Kamel Mellahi, “Management Innovation Made in China: Haier’s 

Rendanheyi,” California Management Review 61, no. 1 (2018): 71–93, https://doi.org/10.1177/0008125618790244; 

Herminia Ibarra, Aneeta Rattan, and Anna Johnston, Satya Nadella at Microsoft: Instilling a Growth Mindset 

(London: London Business School, 2018); Quy Huy and Lisa Simone Duke, Enhancing Innovation Through 

Organisational Learning and a Culture of Empathy: Microsoft under CEO Satya Nadella (Fontainebleau: INSEAD, 

2022); and “Microsoft CEO Satya Nadella: How Empathy Sparks Innovation,” Knowledge at Wharton, February 22, 

2018, https://knowledge.wharton.upenn.edu/article/microsoft-ceo-satya-nadella-empathy-sparks-innovation. 
35 Rego et al., “Leader Compassion and Employee Creativity,”14–25; Gallup, State of the Global 

Workplace 2023 (Washington, DC: Gallup, 2023); Melinda Fouts, “Kindness and Leadership: A New Trend,” 

Forbes, November 3, 2023, https://www.forbes.com/councils/forbescoachescouncil/2023/11/03/kindness-and-

leadership-a-new-trend/, accessed March 7, 2026; and Priya Nalkur, “Love and Inclusion: Intersecting Pathways to 

Fulfillment,” Psychology Today, March 10, 2024, https://www.psychologytoday.com/us/blog/transforming-the-

status-quo/202403/love-and-inclusion-intersecting-pathways-to-fulfillment. 
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Loving-Kindness Leadership encourages collaboration, respect, and inclusiveness. 

Organizations led by kind and mindful leaders are more innovative, attract top talent, and 

maintain cultures where diversity and well-being are prioritized. Kindness is also a strategic 

imperative for fostering inclusion and belonging, which are essential for organizational justice 

and long-term success.36 Loving-Kindness Leaders approach decisions with empathy, ethical 

clarity, and a commitment to fairness. They evaluate the broader human impact of their choices 

rather than focusing solely on immediate financial returns.37 Loving-Kindness Leadership must 

be recognized as a powerful and strategic strength in modern organizations. Contrary to outdated 

stereotypes that equate kindness with weakness or indecisiveness, a growing body of research 

and real-world evidence demonstrates that leading with compassion, empathy, and benevolence 

is a hallmark of effective, resilient, and innovative leadership.38 

Loving-kindness in leadership is not about avoiding difficult decisions or being 

permissive. Rather, it is a deliberate and courageous choice to act with empathy and 

understanding, even in the face of complexity and challenge.39 As leadership researcher and 

expert Nishma Aguado notes, “Kindness in leadership is a deliberate, powerful choice that can 

 
36 Lynn M. Shore et al., “Inclusion and Diversity in Work Groups: A Review and Model for Future 

Research,” Journal of Management 37, no. 4 (2011): 1262–89; and Nishma Aguado, “The Power of Kindness in 

Leadership: A Choice, Not a Weakness,” Randstad Enterprise Insights, December 9, 2024, 

https://www.randstadenterprise.com/insights/randstad-enterprise-insights/the-power-of-kindness-in-leadership-a-

choice-not-a-weakness 
37 Sunder Ramachandran et al., “Whither Compassionate Leadership? A Systematic Review,” Management 

Review Quarterly 74 (2024): 1473–1557, https://doi.org/10.1007/s11301-023-00340-w; and David R. Hamilton, 

“Kindness at the Helm: Rethinking Leadership,” David R. Hamilton PhD (blog), September 16, 2024, 

https://drdavidhamilton.com/kindness-at-the-helm-rethinking-leadership. 
38 Aguado, “The Power of Kindness in Leadership”; Ramachandran et al., “Whither Compassionate 

Leadership?” Bruce J. Avolio and William L. Gardner, “Authentic Leadership Development: Getting to the Root of 

Positive Forms of Leadership,” The Leadership Quarterly 16, no. 3 (2005): 315–38, 

https://doi.org/10.1016/j.leaqua.2005.03.001; Michael E. Brown and Linda K. Treviño, “Ethical Leadership: A 

Review and Future Directions,” The Leadership Quarterly 17, no. 6 (2006): 595–616, 

https://doi.org/10.1016/j.leaqua.2006.10.004; and “Compassion in Command: The Role of Kindness in Ethical 

Leadership,” Faster Capital, June 28, 2024, https://fastercapital.com/content/Compassion--Compassion-in-

Command--The-Role-of-Kindness-in-Ethical-Leadership.html. 
39 Aguado, “The Power of Kindness in Leadership.” 
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transform organizations. It does not stem from ignorance of the challenges or complexities, but 

from an intentional decision to act with empathy and understanding.”40 

Research and thought leaders consistently emphasize that kindness should never be 

mistaken for weakness or naïveté. Genuine kindness in leadership demands courage, wisdom, 

and integrity. It requires the ability to balance grace with strength, holding people accountable 

while supporting their growth, and fostering trust even in difficult circumstances.41 As Mark 

Doughty of the Global Kindness Institute argues, kindness is “a powerful leadership strategy, 

reshaping workplaces and redefining what it means to lead effectively.”42  It is not just a “nice-to-

have” trait; it is a strategic imperative that drives tangible business outcomes. Leaders who 

model kindness encourage open communication, resilience, and risk-taking, creating 

environments where employees feel valued and understood.43 Given Gallup's finding that 70% of 

a team’s engagement is directly tied to the manager's actions and personality traits, embodying 

Loving-Kindness Leadership ceases to be merely a personal virtue and becomes a critical driver 

of an organization's sustainable success.44 

 Applying the core principles of Loving-Kindness Leadership does not mean avoiding 

hard decisions or sugarcoating the truth; it means delivering truth with respect, holding people to 

 
40 Aguado, “The Power of Kindness in Leadership.” 
41 Monica C. Worline and Jane E. Dutton, “Awakening Compassion in Organizations,” Annual Review of 

Organizational Psychology and Organizational Behavior 4 (2017): 277–303, https://doi.org/10.1146/annurev-

orgpsych-031413-091221.  
42 Mark Doughty, “Kindness in Leadership: A Strength, Not a Weakness,” Channel Eye, September 10, 

2025, https://channeleye.media/kindness-in-leadership-a-strength-not-a-weakness. 
43  Adam M. Grant and Barry Schwartz, “Too Much of a Good Thing: The Challenge and Opportunity of 

the Inverted U,” Perspectives on Psychological Science 6, no. 1 (2011): 61–76, https://doi.org/10.1177/ 

1745691610393523; James K. Harter et al., State of the American Workplace (Washington, DC: Gallup, 2017); 

Kiran Mann, “The Compassionate Leader: Using Kindness to Build Stronger Teams,” Forbes, September 3, 2025, 

https://www.forbes.com/councils/forbescoachescouncil/2025/09/03/the-compassionate-leaders-playbook-using-

kindness-to-build-stronger-teams; and Melinda Fouts, “Why Kind Leaders Are More Successful,” Forbes, 

November 3, 2023, https://www.forbes.com/councils/forbescoachescouncil/ 2023/11/03/why-kind-leaders-are-more-

successful. 
44 Gallup, State of the Global Workplace: 2025 Report (Washington, DC: Gallup, 2025), 23. 
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high standards, and honoring their humanity.45 Loving-kindness carries the most weight when it 

is inconvenient—when leaders must offer guidance during tough times, make space for difficult 

conversations, and act decisively in ambiguity.46 Practical tools for cultivating Loving-Kindness 

Leadership abound. Author and meditation teacher Sharon Salzberg’s Lovingkindness: The 

Revolutionary Art of Happiness, outlines metta practices and encourages readers to repeat 

phrases such as “May I be safe… happy… healthy… at ease”—that expand one’s circle of care 

from self to all beings.47 Leaders can incorporate these practices before challenging meetings, 

and pair compassion with equanimity to navigate conflict or uncertainty. Institutionalized 

rejoicing and equanimity labs create cultures of recognition and steady attention, supporting 

leaders and teams through volatility. 

As McKinsey organizational expert Brooke Weddle and her colleagues note, “Kindness, 

then, is not about being liked. It is about wielding influence in a way that enables, not 

controls.”48 Loving-Kindness Leadership profoundly shapes decision-making processes. Leaders 

who practice loving-kindness consider the well-being of all stakeholders, not just short-term 

gains or shareholder value.49 Kind leaders are more likely to seek diverse perspectives, 

encourage open dialogue, and weigh the human impact of their choices. This inclusive approach 

 
45 Mann, “The Compassionate Leader.” 
46 “Leading with Kindness: Why Strategic Leaders Are Reassessing Power Dynamics,” HRD Connect, July 

20, 2025, https://www.hrdconnect.com/2025/07/20/leading-with-kindness-why-strategic-leaders-are-reassessing-

power-dynamics; and Brooke Weddle, Aaron De Smet, and Chris Gagnon, The Organization of the Future: Enabled 

by Gen AI, Driven by People (New York: McKinsey & Company, 2023), 

https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/organization-of-the-

future. 
47 Sharon Salzberg, Lovingkindness: The Revolutionary Art of Happiness, 25th-anniv. ed. (Boulder, CO: 

Shambhala, 2020), 67-69. 
48 “Leading with Kindness,” HRD Connect. 

 
49 Christine Moffett, “The Power of Kindness in Leadership: My Lessons as a Tech Executive,” Christine 

Moffett (blog), https://christinemoffett.io/the-heart-of-leadership-kindness-and-gratefulness-in-executive-decision-

making, accessed March 6, 2026.  
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leads to more ethical, sustainable, and innovative outcomes. Research shows that organizations 

with kind leadership are better at navigating ambiguity, making tough decisions, and maintaining 

trust during change.50 Kindness in leadership is not about avoiding hard decisions or being 

indecisive; it is about handling decisions with care and respect. Leaders can be firm and decisive 

while considering the well-being of others, which builds trust and long-term loyalty.51 

Level Four Loving-Kindness Leadership is about intentionally building a compassionate 

culture, not just talking about it. By embedding kindness into policies, recognition systems, and 

daily operations—and by providing clear, relatable examples—leaders can create organizations 

where people feel valued, empowered, and inspired to do their best work together for a purpose 

well beyond that of the organization itself. Viewed collectively, these Four Levels demonstrate 

that Loving-Kindness Leadership is not a static trait, but an expanding sphere of influence that 

moves outward from the leader’s inner life to transform the entire organizational ecosystem. 

Conclusion 

As we come to the close of this chapter, we return to a simple but demanding truth: 

Loving-Kindness Leadership grows from the inside out. While leaders may move through the 

Four Levels as their responsibilities and spheres of influence expand, the foundation remains 

Level One—self-leadership. Loving-kindness for others begins with self-kindness joined to 

honest accountability. From that inner ground, each level builds on the last, offering a dynamic 

 
50Mary Uhl-Bien, Russ Marion, and Bill McKelvey, “Complexity Leadership Theory: Shifting Leadership 

from the Industrial Age to the Knowledge Era,” The Leadership Quarterly 18, no. 4 (2007): 298–318, 

https://doi.org/10.1016/j.leaqua.2007.04.002; Jane E. Dutton, “Leading in Times of Trauma,” Harvard Business 

Review 80, no. 1 (2002): 54–61; and Moffett, “The Power of Kindness in Leadership.” 
51 Hamilton, “Kindness at the Helm.” 
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and adaptive way of leading that can meet the evolving needs of individuals, teams, and 

organizations. 

Chapter 3 emphasized that this paradigm is not primarily about performing leadership 

differently, but about being formed—so that presence, clarity, courage, and relational integrity 

become less forced and more faithful. We have traced the formative power of Loving-Kindness 

Leadership, clarified the difference between doing and being, and introduced the Four Levels as 

a developmental lens through which loving-kindness widens from leading self to leading others, 

leaders, and organizations. In this way, the chapter has named how loving-kindness becomes a 

stable leadership posture rather than an occasional gesture. 

In a rapidly changing world, communities and organizations shaped by wise, accountable 

compassion are often better positioned to adapt without losing their humanity. When 

loving-kindness is woven into daily leadership decisions and into the fabric of organizational 

life—through fair and inclusive practices, meaningful recognition, and consistent, dignifying 

communication—people are more likely to experience belonging, clarity, and shared purpose. 

These commitments matter most in seasons of strain, when transparent truth-telling, timely 

support, and boundary-honoring accountability help preserve trust and cohesion. 

Ultimately, the journey toward loving-kindness in leadership demands intentionality and 

courage. It invites leaders to listen deeply, create space for truth-telling, and design environments 

where every voice can be heard without fear. As organizations commit to these principles, 

kindness can move from aspirational language to consistent practice—expressed through 

concrete habits, clear boundaries, and fair processes that shape daily experience. In this way, 

loving-kindness becomes not a slogan, but a disciplined ethic that supports durable trust, ethical 

credibility, and collective well-being. 
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The journey toward Loving-Kindness Leadership asks for intentionality and courage. It 

invites leaders to listen deeply, make space for truth-telling, and shape environments where every 

voice can be heard without fear—while still holding clear boundaries and shared responsibility. 

With that formative vision in view, the project now turns to practice. Chapter 4 explores what it 

means to become a Loving-Kindness Leader by presenting seven concrete practices that train and 

sustain this way of being in daily leadership, especially when pressure is high and outcomes 

matter.
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CHAPTER 4 

BECOMING A LOVING-KINDNESS LEADER 

 

As we come to Chapter 4, we do so with a shared hope—that loving-kindness can 

become more than a conviction we admire. It can actually become a steady way we lead when 

the days are full, the relationships are complex, and the outcomes matter. Having explored 

Loving-Kindness Leadership in Chapter 3 as a formative way of being, we now turn to the 

practical work of becoming a Loving-Kindness Leader. Across the pages that follow, we explore 

seven core practices that translate interior formation into disciplined, everyday leadership action. 

Many of us know the moment when good intentions are not enough; in my own leadership 

crisis—marked by stagnant morale and unmet goals despite sincere effort—I discovered that 

what I needed was not another concept, but a lifeline of daily practices that could hold me steady 

under pressure. This chapter offers those practices as a pathway for strengthening well-being, 

deepening presence, and growing in relational effectiveness as we mature in self-leadership and 

embodied loving-kindness. 

This chapter is intentionally structured to be practice-oriented without becoming 

prescriptive. Across the pages that follow, I introduce seven practices as formative disciplines—

habits that shape how we notice, choose, speak, and act—rather than as techniques for managing 

people. To orient what follows, this chapter (1) clarifies what we mean by leadership itself, 

grounding it in influence and impact rather than title or authority; (2) introduces the 7 

Loving-Kindness Leadership Practices and illustrates how they can be cultivated in real 

contexts—workplaces, congregations, nonprofits, and communities—especially when stress and 
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uncertainty tempt us toward reactivity; and (3) offers guidance for integrating the practices over 

time so that Loving-Kindness Leadership becomes less an ideal we reach for occasionally and 

more a lived pattern that forms cultures of dignity, truth-telling, and wise accountability. 

Leadership Is Influence and Impact 

In this project, I work from the premise that leadership is an expression of influence and 

relational impact. In this sense, many people—whether formally recognized or not—exercise 

leadership through their choices, relationships, and daily contributions.1 Loving-Kindness 

Leadership serves as a foundational paradigm for living and leading with greater clarity, 

compassion, and intentionality. It offers a developmental roadmap that can help leaders cultivate 

the capacities needed to create sustainable change through the moment-to-moment responses, 

decisions, and actions that shape their lives and communities.2 

While not all leadership is positional, all people engage in forms of self-leadership, and 

many enact informal leadership within families, workplaces, congregations, and community 

settings. Sometimes individuals occupy formal roles through organizational appointment; at 

other times they assume leadership responsibilities through the dynamics of family life or social 

relationships. Leadership is therefore multi-faceted, emerging across multiple domains 

simultaneously as we navigate the ongoing work of leading ourselves, influencing others, and 

contributing to the organizations and systems we inhabit. 

Becoming a Loving-Kindness Leader is not a destination or an achievement; it is a way 

 
1 Susan R. Komives, Julie E. Owen, Susan D. Longerbeam, Felicia C. Mainella, and Laura Osteen, 

“Developing a Leadership Identity: A Grounded Theory,” Journal of College Student Development 46, no. 6 (2005): 

593–611, https://doi.org/10.1353/csd.2005.0061. 
2 David V. Day and Michelle M. Sin, “Leadership Development: The Nature of Leadership Identity 

Construction,” in The Oxford Handbook of Leadership and Organizations, ed. David V. Day (New York: Oxford 

University Press, 2014), 375–402. 
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of being, or most accurately, a way of living and showing up in all aspects of life that helps a 

person be at their best so that they can enable others to also be at their best. Most importantly, the 

more loving-kindness a leader has for themselves and others, the more capacity they have to 

foster greater collective well-being. And the more loving-kindness a leader has, the more 

potential they have for an extraordinary life.  

It is very important to note that Loving-Kindness Leadership is not a “cookie-cutter” 

approach to leadership development. It does not tell you how to be; rather, it is uniquely 

designed to help leaders create their own personal formulas for leadership grounded in the 

Loving-Kindness Leadership paradigm. Leadership unfolds across a wide range of contexts and 

situations, and this framework encourages leaders to draw from their individual experiences, 

values, and strengths, allowing them to adapt the principles of loving-kindness to fit their own 

style and circumstances. If leadership is fundamentally about influence and impact, then the 

inner posture and daily practices of the leader become decisive—not peripheral—to how that 

influence is exercised. Instead of prescribing rigid methods, this approach empowers each leader 

to discover what works best for them, fostering authenticity and sustainable growth in every 

leadership role. 

Embodying Loving-Kindness Leadership 

The goal of the Loving-Kindness Leader is to fully embody the principle to foster high 

levels of loving-kindness within themselves, those they lead, and within the organizations that 

they are a part of. We are all subjected to internal and external elements that can help or hinder 

our ability to lead and express loving-kindness. By understanding them and knowing how to 

handle them, a leader can have a huge advantage in creating sustainable behavior change and 

results. When a leader becomes aware of how they think, feel, and act, they can break through 
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limiting thoughts, beliefs, and undesired reactions. A leader who expresses Loving-Kindness 

Leadership develops a life philosophy and a “way of being,” based on the “7 Loving-Kindness 

Leadership Practices” that generate high energy, potential, and well-being.3  

These practices are a foundation for living and leading in loving-kindness that cultivates 

a powerful state of awareness and flourishing. The 7 Loving-Kindness Leadership Practices can 

contribute to increases in positive emotion, calm, and overall well-being as leaders integrate 

them into daily life.4 It is important to note that a leader can be a Loving-Kindness Leader 

regardless of their level of official leadership position. The essence of Loving-Kindness 

Leadership is a mindset, a commitment to being loving-kindness, which is derived from a high 

level of spiritual consciousness.  

The 7 Loving-Kindness Leadership Practices presented here translate this doctoral 

project’s theoretical foundations into trainable habits. Each practice aligns with established 

research streams—for example, psychological safety as the enabling climate for interpersonal 

risk-taking and learning, and adaptive leadership as the disciplined mobilization of people to face 

loss, uncertainty, and the work of deep change.5 Where Chapter 3 described Loving-Kindness 

Leadership as a way of being, this chapter details the formative process—how repeated, 

 
3 The 7 Loving-Kindness Leadership Practices were developed by the author and are adapted conceptually 

from materials presented in the CORE Wellbeing Dynamics Specialist Manual produced by the Institute for 

Professional Excellence in Coaching (iPEC). The manual is proprietary to iPEC and used in the context of 

professional coach training. The author is a Certified Professional Coach (CPC) through iPEC and has received 

formal training in the application of these materials with coaching clients. Any reinterpretation, synthesis, or 

extension of iPEC’s methodology or materials reflects the author’s original scholarly work and leadership 

framework.  
4 Barbara L. Fredrickson et al., “Open Hearts Build Lives: Positive Emotions, Induced Through 

Loving-Kindness Meditation, Build Consequential Personal Resources,” Journal of Personality and Social 

Psychology 95, no. 5 (2008): 1045–62, https://doi.org/10.1037/a0013262; and Barbara L. Fredrickson, Positivity 

(New York: Crown, 2009). 
5 Ronald A. Heifetz, Leadership Without Easy Answers (Cambridge, MA: Belknap Press of Harvard 

University Press, 1994); and Ronald A. Heifetz, Marty Linsky, and Alexander Grashow, The Practice of Adaptive 

Leadership: Tools and Tactics for Changing Your Organization and the World (Boston: Harvard Business Press, 

2009). 
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intentional behaviors shape dispositions that sustain justice-oriented, relationally safe 

leadership.6 

A Loving-Kindness Leader aims to cultivate a steady, flexible, and present way of 

leading. Rather than striving for perfection or absolute control, such a leader practices mindful 

awareness, emotional steadiness, and compassionate responsiveness. They seek to deepen 

wisdom, embody playfulness and curiosity, and remain genuinely engaged with the people and 

contexts they serve. Through this orientation, they grow in the kind of grounded presence that 

enables ethical action, relational connection, and adaptive leadership.7 

There is no true measurable goal for success; success and greatness are a process, and a 

never-ending one. Those who represent Loving-Kindness Leadership “walk the talk” and 

embody excellence. They inspire others by their attitude and energy. They live by a philosophy 

that embraces the interconnection of mind, body, and spirit. They live fully these 7 Loving-

Kindness Leadership Practices and use them in life to continue to develop their leadership to 

their fullest.  

The 7 Loving-Kindness Leadership Practices 

These practices are interconnected and largely rely on one another. Loving-Kindness 

Leaders must first be aware of and accept what is present before making conscious decisions. 

Awareness allows leaders to observe themselves and their environment objectively, while 

acceptance helps them avoid judging themselves harshly or distorting reality. Only after 

embracing these foundational steps can leaders make intentional, conscious choices. This allows 

 
6Amy C. Edmondson, “Psychological Safety and Learning Behavior in Work Teams,” Administrative 

Science Quarterly 44, no. 2 (1999): 350–83, https://doi.org/10.2307/2666999. 
7 J. B. Doornich and Helen Miller Lynch, “The Mindful Leader: A Review of Leadership Qualities Derived 

from Mindfulness Meditation,” Frontiers in Psychology 15 (2024), https://doi.org/10.3389/fpsyg.2024.1322507. 
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them to thoughtfully consider their actions rather than reacting impulsively. Once they develop 

the ability to make mindful decisions, it becomes crucial to trust the process they have chosen, 

believing that their strategies and efforts guide them toward their goals, even when the path is 

uncertain or challenging. By consciously weaving these practices into daily life, leaders 

transform not only their own experience but also the culture of their teams and organizations. 

This holistic approach to leadership unlocks a powerful ripple effect, fostering resilience, 

compassion, and lasting positive change wherever loving-kindness is embodied. 

The 7 Loving-Kindness Leadership Practices include the following: 

1. Presence 

2. Acceptance 

3. Choice 

4. Trust 

5. Authenticity 

6. Fearlessness 

7. Engagement 

By embodying the first four practices—Presence, Acceptance, Choice, and Trust—

leaders can act with greater Authenticity, Fearlessness, and Engagement. Authenticity emerges 

when leaders remain true to their values and identity, drawing strength from their self-

understanding and honesty. This solid foundation empowers them to face challenges fearlessly 

and to inspire confidence in those around them. As leaders grow in these qualities, they naturally 

progress to embody additional practices such as fostering genuine connection with others, being 
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fully present in each moment, engaging energetically in their roles, and maintaining ongoing 

commitment to their personal and organizational development.8 

By living out all these principles, leaders can become truly skilled at leading with loving-

kindness. This journey is not a linear path with a fixed endpoint but rather an ongoing, evolving 

process. It is essential to recognize that mastery of these practices is an ongoing process, 

requiring leaders to continually revisit and refine their approach over time. Incorporating these 

practices into daily life requires consistent effort, often extending over many years or even a 

lifetime. Leaders can expect to encounter both progress and setbacks, but through perseverance 

and commitment to regular self-reflection and growth, they can advance step by step toward 

greater awareness and the full realization of Loving-Kindness Leadership. In doing so, they not 

only enhance their own leadership capabilities but also create a positive and compassionate 

environment for those they lead, fostering a culture of understanding, resilience, and collective 

achievement.9 

The Practice of Presence 

The ability to calmly observe self and environment before responding, allowing thoughtful action 

instead of automatic reaction—even under stress. 

 

Presence is the starting point of Loving-Kindness Leadership because it grounds all other 

practices in deliberate attention and mindful awareness. More than a performance skill cultivated 

 
8 See Appendix A: The Loving-Kindness Leadership Operating System for a visual guide that helps 

integrate the 7 Loving-Kindness Leadership Practices with the Four Levels of Leadership discussed in Chapter 3. 
9 Julia Tenschert, Marco Furtner, and Mike Peters, “The Effects of Self-Leadership and Mindfulness 

Training on Leadership Development: A Systematic Review,” Management Review Quarterly 75 (2025): 2811–

2862, https://doi.org/10.1007/s11301-024-00448-7; Doornich and Lynch, “The Mindful Leader.”; Edmondson, 

“Psychological Safety and Learning Behavior in Work Teams,” 350–83; and Elizabeth M. Slemp, Aaron J. Jetten, 

and Nikos Ntoumanis, “Leader Autonomy Support in the Workplace: A Meta-Analytic Review,” Motivation and 

Emotion 42 (2018): 706–24, https://doi.org/10.1007/s11031-018-9698-y. 
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for effectiveness alone, Presence is a formational discipline that anchors the leader in attentive 

awareness before action is taken. It is the ability to notice what is present—internally and 

externally—without rushing to control outcomes or defend oneself. In this way, leaders who 

embody Presence pause, notice, and respond thoughtfully, allowing their influence to emerge 

from grounded attentiveness rather than from urgency or reactivity.10 

This practice begins with regular self-reflection and conscious observation of one’s 

thoughts, feelings, and behaviors. In my own leadership journey, I often found myself reacting to 

the relentless pressures of unmet deadlines and team frustration with urgency and anxiety. 

Embodying Presence required me to intentionally pause and step back from that frantic pace, 

learning to observe my own emotional triggers before responding to others. Leaders practicing 

Presence recognize that their perceptions are shaped by personal histories, beliefs, and 

experiences; they acknowledge these influences without allowing them to eclipse what is 

actually occurring in the moment or the perspectives of others. By remaining open and 

non-defensive, they foster an environment of psychological safety, respect, and inclusion.11 

The Practice of Presence operationalizes mindfulness by centering intentional awareness 

in the present moment and guiding leaders to engage ethically and relationally with those they 

serve. 12 This understanding resonates not only with contemporary psychological accounts of 

mindfulness but also with Christian contemplative traditions that emphasize interior awareness, 

 
10 Tenschert, Furtner, and Peters, “The Effects of Self-Leadership and Mindfulness Training,” 2811–2862. 
11 Michael West, “Teamworking, Psychological Safety and Compassionate Leadership,” NHS Employers, 

October 15, 2021, https://www.nhsemployers.org/articles/teamworking-psychological-safety-and-compassionate-

leadership. 
12 Jon Kabat-Zinn, Wherever You Go, There You Are: Mindfulness Meditation in Everyday Life (New York: 

Hyperion, 1994); and Kirk Warren Brown, Richard M. Ryan, and J. David Creswell, “Mindfulness: Theoretical 

Foundations and Evidence for Its Salutary Effects,” Psychological Inquiry 26, no. 4 (2015): 303–29, 

https://doi.org/10.1080/1047840X.2015.1014876. 
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silence, and attentiveness before God.13 As a formational discipline, Presence cultivates 

attentional steadiness and emotional regulation, enabling leaders to remain grounded long 

enough to discern wise action rather than defaulting to habitual reactions. Through the 

intentional cultivation of Presence, leaders become more capable of perceiving subtle cues, 

testing their assumptions, and avoiding premature closure—patterns that can otherwise distort 

judgment and erode relational trust. 

A leader with Presence is deeply attuned to identity, motivations, and values. This self-

knowledge allows the leader to respond with intention rather than impulse and to act from 

authenticity rather than self-protection. Presence does not require constant activity or heightened 

urgency; it calls for sustained attentiveness to the people and realities in front of the leader. In 

that attentiveness, leaders foster meaningful connection, encourage open dialogue, and create 

space for others to contribute their best selves.14 

The Practice of Presence is not a static state, but a dynamic and ongoing process. It 

requires continual self-inquiry, openness to new information, and a commitment to learning from 

experience. By embodying Presence, leaders model grounded attentiveness, resilience, and 

compassion—qualities that strengthen trust, support engagement, and shape the moral climate of 

teams and communities. Ultimately, Presence enables leaders to exercise influence with wisdom, 

cultivate environments of loving-kindness and creativity, and lead with clarity and purpose.15 

 
13 Henri J. M. Nouwen, The Way of the Heart: Connecting with God Through Prayer, Wisdom, and Silence 

(New York: HarperCollins, 1991); and Thomas Keating, Open Mind, Open Heart: The Contemplative Dimension of 

the Gospel (New York: Continuum, 1992). 
14 Oluremi B. Ayoko, “Mindfulness, Emotions and Leadership,” Journal of Management & Organization 

29, no. 3 (May 2023): 401–405, https://doi.org/10.1017/jmo.2023.26. 
15 McKinsey & Company, “Psychological Safety and the Critical Role of Leadership Development,” 

McKinsey & Company, February 2021, https://www.mckinsey.com/capabilities/people-and-organizational-

performance/our-insights/psychological-safety-and-the-critical-role-of-leadership-development. 
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The Practice of Acceptance 

The disciplined ability to clearly and compassionately recognize inner experience and external 

reality—without judgment or denial—enabling leaders to respond responsibly rather than 

defensively. 

 

Acceptance is the second foundational practice of Loving-Kindness Leadership. While 

Presence anchors the leader in attentive awareness, Acceptance deepens that awareness by 

inviting a truthful and compassionate engagement with what is actually occurring—internally 

and externally. Acceptance is not resignation, approval, or passivity; it is a formational discipline 

that allows leaders to face reality without distortion so that wise and ethical action remains 

possible. By practicing Acceptance, leaders resist the urge to deny discomfort, rush to fix, or 

defensively explain away tension, choosing instead to meet reality with steadiness and clarity. 

The Practice of Acceptance calls leaders to acknowledge thoughts, emotions, 

circumstances, and relational dynamics as they are, rather than as they wish them to be. This 

posture enables leaders to remain grounded in truth without becoming overwhelmed or reactive. 

Acceptance does not ask leaders to suspend judgment indefinitely; rather, it creates the interior 

stability necessary to exercise discernment well. By staying present to reality without 

self-criticism or blame, leaders preserve their capacity to respond with responsibility, 

compassion, and moral clarity—even when situations are difficult or disappointing. 

Leaders who embody Acceptance understand that discomfort, uncertainty, and 

imperfection are inevitable features of leadership life. Rather than personalizing challenges or 

catastrophizing setbacks, they acknowledge their experience honestly and proportionately. This 

orientation reflects insights from Acceptance and Commitment Therapy, which emphasizes 

psychological flexibility—the ability to stay present to difficult experiences while choosing 
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responses aligned with one’s values.16 Such flexibility enables leaders to remain open, resilient, 

and non-defensive under pressure, strengthening trust and relational safety within their teams.  

Practicing Acceptance also shapes how leaders relate to others. Loving-Kindness Leaders 

who cultivate Acceptance resist the impulse to control or correct prematurely. They listen more 

fully, recognize diverse perspectives, and allow space for complexity before moving to action. 

This does not mean avoiding accountability or lowering expectations. On the contrary, 

Acceptance provides a steadier foundation for accountability by ensuring that feedback, 

boundary-setting, and decision-making emerge from clarity rather than frustration, fear, or 

projection.17 

Acceptance further guards leaders against exaggerated thinking patterns—such as 

over-identifying with failure, inflating threat, or assigning fixed meanings to temporary 

conditions. By maintaining perspective, leaders model emotional regulation and composure for 

others, signaling that challenges can be faced without panic or blame. This steadiness supports 

collaborative problem-solving, learning, and adaptive change, especially in contexts marked by 

uncertainty or strain.18 

Importantly, Acceptance is not complacency. It is the disciplined willingness to face 

reality fully so that meaningful change can occur. By releasing resistance to what is already 

 
16 Steven C. Hayes, Kirk D. Strosahl, and Kelly G. Wilson, Acceptance and Commitment Therapy: The 

Process and Practice of Mindful Change, 2nd ed. (New York: Guilford Press, 2012), 7–12; Steven C. Hayes, 

Jacqueline Pistorello, and Michael E. Levin, “Acceptance and Commitment Therapy as a Unified Model of 

Behavior Change,” The Counseling Psychologist 40, no. 7 (2012): 976–1002. 
17 Hayes, Strosahl, and Wilson, Acceptance and Commitment Therapy, 45–52; and Diana Hill, “The 

Psychology of Acceptance and Commitment Therapy,” Psychology Today, June 21, 2021, 

https://www.psychologytoday.com/ca/blog/mind-brain-and-value/202106/the-psychology-acceptance-and-

commitment-therapy 
18 Kelly G. Wilson and Troy DuFrene, Mindfulness for Two: An Acceptance and Commitment Therapy 

Approach to Mindfulness in Psychotherapy (Oakland, CA: New Harbinger, 2009), 25–32; and Association for 

Contextual Behavioral Science, “The Six Core Processes of ACT,” 

https://contextualscience.org/six_core_processes_act, accessed March 2, 2026. 
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present, leaders free themselves from denial and reactivity, creating space for thoughtful 

response and intentional action. Over time, the Practice of Acceptance nurtures humility, 

inclusion, and resilience, enabling leaders to engage complexity with openness while remaining 

anchored in their values and commitments. In this way, Acceptance strengthens both personal 

integrity and collective well-being, preparing leaders to act with wisdom, courage, and 

loving-kindness.19 

The Practice of Choice 

The cultivated capacity to respond intentionally and values-aligned rather than habitually or 

reactively, exercising moral agency with clarity, responsibility, and care. 

 

 

Choice is the third foundational practice of Loving-Kindness Leadership. While Presence 

anchors awareness and Acceptance establishes clear-eyed engagement with reality, Choice 

directs that awareness toward intentional action. Choice is not merely the act of deciding among 

options; it is a formational discipline that strengthens the leader’s capacity to respond from 

values rather than impulse, fear, or conditioned habit. Through Choice, leaders reclaim moral 

agency and resist being driven by urgency, emotional reactivity, or external pressure. 

In Loving-Kindness Leadership, Choice is understood as an interior posture before it is 

an external action. Leaders who cultivate this practice recognize that every situation—especially 

those marked by tension or uncertainty—contains a moment of discernment. By pausing long 

enough to notice internal reactions and competing demands, leaders create space to ask not only 

what action is possible, but which response best reflects their commitments to dignity, 

 
19 Steven C. Hayes, A Liberated Mind: How to Pivot Toward What Matters (New York: Avery, 2019), 103–

10; and Amanda Beck, “Embracing Change: The Transformative Power of Acceptance and Commitment Therapy,” 

Oklahoma Counseling Institute, January 3, 2024, https://www.counselinginstitute.org/news/embracing-change-the-

transformative-power-of-acceptance-and-commitment-therapy. 
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responsibility, and the common good. In this way, Choice safeguards leadership from becoming 

either impulsive or avoidant. 

The Practice of Choice is informed by Self-Determination Theory, which emphasizes 

autonomy, competence, and relatedness as core psychological needs that support sustainable 

motivation and ethical action. When leaders act from Choice rather than compulsion, they model 

autonomy that is neither self-centered nor controlling. Instead, they demonstrate what it means to 

exercise authority with accountability—owning decisions, acknowledging consequences, and 

remaining open to learning and correction.20  

Leaders who embody Choice understand that responsibility cannot be outsourced to 

circumstance, role expectations, or emotional state. Rather than blaming conditions or reacting 

defensively, they acknowledge their influence and accept accountability for how they show up. 

This orientation strengthens trust within teams, as others experience leadership that is steady, 

transparent, and consistent. Choice does not guarantee ease or certainty; it ensures integrity by 

aligning action with values even when outcomes are unclear.21 

Practicing Choice also shapes organizational culture. Loving-Kindness Leaders invite 

others into meaningful participation by modeling discernment, explaining the reasoning behind 

decisions, and encouraging shared ownership where appropriate. This does not eliminate 

hierarchy or responsibility; it humanizes authority by demonstrating that decisions are made 

thoughtfully and with regard for relational impact. Over time, such leadership cultivates 

environments where people feel respected, engaged, and empowered to act responsibly within 

 
20 Vivien W. Forner et al., “Motivating Workers: How Leaders Apply Self-Determination Theory in 

Organizations,” Organization Management Journal 18, no. 2 (2021): 76–94, https://doi.org/10.1108/OMJ-03-2020-

0891. 
21 Slemp, Jetten, and Ntoumanis, “Leader Autonomy Support in the Workplace,” 706–24. 
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their own spheres of influence.22 

Importantly, Choice is not control disguised as autonomy, nor is it indecision framed as 

reflection. It is the disciplined practice of selecting responses that honor truth, compassion, and 

accountability simultaneously. By repeatedly exercising Choice, leaders strengthen the inner 

freedom necessary to act with courage and clarity, especially under pressure. In this way, Choice 

becomes a stabilizing force that integrates awareness, values, and action—preparing leaders to 

navigate complexity with wisdom and loving-kindness.23 

The Practice of Trust 

The disciplined commitment to remain faithful to a clear and ethical process of formation and 

action, even when outcomes are uncertain, incomplete, or slow to emerge. 

 

 

Trust is the fourth foundational practice of Loving-Kindness Leadership. While Choice 

emphasizes values-aligned action, Trust sustains leaders when that action does not immediately 

yield clarity, affirmation, or visible success. In this paradigm, Trust is not blind optimism, 

wishful thinking, or confidence that things will inevitably “work out.” Rather, it is a formational 

discipline that keeps leaders grounded in purpose, integrity, and learning amid uncertainty and 

complexity. 

 
22 Simon Grégoire et al., “Mindfulness and Leadership Flexibility,” Journal of Management Development 

37, no. 2 (2018): 165–77, https://doi.org/10.1108/JMD-06-2017-0213. 
23 Silke Rupprecht et al., “Mindful Leader Development: How Leaders Experience the Effects of 

Mindfulness Training on Leader Capabilities,” Frontiers in Psychology 10 (2019): 1081, 

https://doi.org/10.3389/fpsyg.2019.01081; Cherise Small and Charlene Lew, “Mindfulness, Moral Reasoning and 

Responsibility: Towards Virtue in Ethical Decision-Making,” Journal of Business Ethics 169 (2021): 103–17, 

https://doi.org/10.1007/s10551-019-04272-y; Doornich and Lynch, “The Mindful Leader.”; and Amardeep Kaur, 

“Exploring Mindfulness within Leadership Development: A Phenomenological Study” (PhD diss., University of 

Nebraska–Lincoln, Lincoln, NE, 2024), https://digitalcommons.unl.edu/dissunl/258. These sources respectively 

document leader-reported outcomes of mindfulness training (e.g., enhanced self-reflection, relational effectiveness, 

adaptability), propose relationships between mindfulness and moral reasoning/moral intent, and synthesize the 

leadership capacities most frequently associated with mindfulness practice. 
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Loving-Kindness Leaders practice Trust by committing themselves to a steady, 

values-anchored process of growth—for themselves, their relationships, and the systems they 

influence. They resist the temptation to abandon discernment under pressure or to chase 

short-term reassurance through reactive decision-making. Instead, Trust enables leaders to stay 

engaged with difficulty without becoming rigid, defensive, or cynical. In this sense, Trust is 

confidence in formation, not control over outcomes. 

The Practice of Trust is closely aligned with a growth-oriented and learning-centered 

leadership posture. Leaders who embody Trust recognize that meaningful change often unfolds 

incrementally and requires patience, reflection, and adaptation. Setbacks are not interpreted as 

final failure, but as information—signals that invite reassessment rather than abandonment of 

purpose. Leaders who cultivate Trust draw lessons from experience, regularly reflecting and 

adjusting their approach to support ongoing growth and steady, values-aligned development.24 

Trust also shapes the relational climate leaders create. Loving-Kindness Leaders who 

practice Trust foster environments where experimentation, feedback, and honest dialogue are 

possible. By modeling steadiness and openness rather than urgency or fear, they signal that 

learning is valued more than image management.25 These leaders intentionally create 

environments where experimentation and learning are not only accepted but encouraged. They 

support their teams in taking thoughtful risks, reframing mistakes and failures as opportunities 

for discovery and growth. This aligns closely with extensive research on psychological safety, 

demonstrating that teams innovate more, learn more, and adapt more effectively when leaders 

 
24 Korngleng Sear, “Leadership and Personal Growth: Strategies for Becoming a Better Leader,” 

Cambodian Journal of Educational Research 5, no. 1 (2025): 111–32, https://doi.org/10.62037/cjer.2025.05.01.03. 
25 John Ughulu, “Leadership Mindset: Why an Organization Cannot Grow Beyond the Mindset of Its 

Leader,” International Journal of Economics, Business and Management Research 9, no. 4 (April 2025): 159–78, 

https://ijebmr.com/uploads/pdf/archivepdf/2025/IJEBMR_1583.pdf. 
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create climates where taking risks and admitting mistakes is safe.26 By modeling openness to 

feedback and demonstrating resilience in the face of adversity, they inspire others to stay 

committed to the journey, even when the path ahead is unclear.27 

Importantly, Trust does not eliminate standards or ambition. Loving-Kindness Leaders 

continue to pursue excellence and hold themselves and others accountable; however, they do so 

without conflating worth with performance or equating control with effectiveness. Trust allows 

leaders to hold high expectations while acknowledging that not all variables are predictable or 

immediately manageable.28 By balancing ambition with Acceptance, leaders remain engaged 

without becoming anxious, coercive, or reactive—an equilibrium shown to support sustainable 

performance and collective confidence.29 Over time, the Practice of Trust cultivates 

perseverance, humility, and shared purpose. Leaders who embody Trust model what it means to 

remain faithful to values when reassurance is absent and outcomes remain unresolved. This 

steady orientation enables organizations and communities to navigate complexity with greater 

confidence and cohesion. In Loving-Kindness Leadership, Trust becomes the stabilizing force 

that sustains ethical action, relational safety, and long-term flourishing amid uncertainty. 

 
26 Amy C. Edmondson, quoted in Michelle Bonterre, “Why Psychological Safety Is the Hidden Engine 

Behind Innovation and Transformation,” Harvard Business Publishing, July 29, 2025, 

https://www.harvardbusiness.org/insight/why-psychological-safety-is-the-hidden-engine-behind-innovation-and-

transformation.; and Lee Baz-Sanchez, Noa Dagan, and Brooke Weddle, “Psychological Safety and the Critical Role 

of Leadership Development,” McKinsey & Company, February 2021, 

https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/psychological-safety-

and-the-critical-role-of-leadership-development. 
27 Loeb Leadership, “The Role of Psychological Safety in Driving Innovation and Resilience,” March 24, 

2025, https://loebleadership.com/the-role-of-psychological-safety-in-driving-innovation-and-resilience. 
28 Ryan K. Gottfredson and Christopher S. Reina, “Illuminating the Foundational Role That Mindsets 

Should Play in Leadership Development,” Business Horizons 64, no. 6 (2021): 709–20, 

https://doi.org/10.1016/j.bushor.2021.02.009; and Jeff Summers, “Psychological Safety: The Foundation of 

High-Performing Workplaces,” Genos North America, November 17, 2025, 

https://www.genosnorthamerica.com/article/psychological-safety. 
29 Bonterre, “Why Psychological Safety Is the Hidden Engine.” 
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The Practice of Authenticity 

The ongoing practice of ensuring values, identity, and actions remain consistent, with a focus on 

integrity, transparency, and moral coherence—not personal expression or emotion. 

 

 

Authenticity is the fifth foundational practice of Loving-Kindness Leadership. Whereas 

the preceding practices cultivate awareness, acceptance, intentional choice, and trust in the 

formative process, Authenticity integrates these capacities into a coherent and credible way of 

being. In this paradigm, Authenticity is not the unfiltered expression of personal feelings or 

preferences; rather, it is the disciplined practice of leading from a well-formed inner compass 

while honoring role responsibilities, relational impact, and ethical commitments. 

Loving-Kindness Leaders practice Authenticity by cultivating deep self-knowledge and 

moral clarity. They understand their values, motivations, strengths, and limitations, and they 

allow this understanding to guide their decisions and interactions. Authenticity does not require 

leaders to disclose everything they think or feel; it requires them to act consistently, honestly, and 

responsibly across contexts. In this way, Authenticity strengthens credibility by ensuring that 

what leaders say, decide, and do remains congruent over time—even under pressure. 

The Practice of Authenticity is informed by authentic leadership theory, which 

emphasizes self-awareness, relational transparency, balanced processing, and an internalized 

moral perspective. Research consistently links these dimensions to higher levels of trust, ethical 

functioning, psychological safety, and follower engagement.30 Leaders who embody Authenticity 

are perceived as more dependable and fair because their actions are not driven by image 

 
30 Bruce J. Avolio and William L. Gardner, “Authentic Leadership Development: Getting to the Root of 

Positive Forms of Leadership,” The Leadership Quarterly 16, no. 3 (2005): 315–38, 

https://doi.org/10.1016/j.leaqua.2005.03.001. 
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management or situational expediency, but by clearly articulated values and principled 

reasoning.31 

Authenticity also requires disciplined humility. Loving-Kindness Leaders acknowledge 

their limitations, invite feedback, and remain open to correction without defensiveness. This 

posture does not weaken authority; it strengthens it by modeling accountability and learning. 

When leaders admit mistakes, explain reasoning, and remain anchored in shared values, they 

signal that integrity matters more than perfection. Such leaders foster environments where 

honesty and growth are normalized, supporting both individual development and collective 

trust.32 Importantly, Authenticity in Loving-Kindness Leadership is never an excuse for 

impulsivity, boundary violations, or emotional off-loading. Leaders remain attentive to timing, 

context, and relational responsibility. They discern what is appropriate to share and what must be 

held privately, recognizing that leadership requires stewardship of influence.33 By pairing 

self-knowledge with restraint, Authenticity protects both the leader and those they serve from 

harm while preserving relational clarity and safety. 

Over time, the Practice of Authenticity cultivates steadiness, courage, and moral 

resilience. Leaders who consistently align their inner convictions with outward action become 

trusted reference points within their organizations and communities. Their presence 

communicates reliability, ethical seriousness, and respect for others’ dignity. In Loving-Kindness 

 
31 Lydia Woolley, Arran Caza, and Lester Levy, “Authentic Leadership and Follower Development: 

Psychological Capital, Positive Work Climate, and Gender,” Journal of Leadership & Organizational Studies 18, no. 

4 (2011): 438–48, https://doi.org/10.1177/1548051810382013. 
32 Avolio and Gardner, “Authentic Leadership Development,” 315–38. 
33 Manuel London, “Causes and Consequences of Adaptive Leadership: A Model of Leaders’ Rapid 

Responses to Unexpected Events,” Psychology of Leaders and Leadership 26, no. 1 (2023): 22–43, 

https://doi.org/10.1037/mgr0000136. 
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Leadership, Authenticity is not about asserting the self, but about faithfully embodying values in 

service of the common good—strengthening trust, coherence, and long-term flourishing. 

The Practice of Fearlessness 

The disciplined courage to confront reality honestly and act with integrity, fostering honest 

dialogue, accountability, and thoughtful risk-taking, while balancing candor with care. 

 

Fearlessness is the sixth foundational practice of Loving-Kindness Leadership. While the 

earlier practices cultivate awareness (Presence), truthful engagement (Acceptance), 

values-aligned agency (Choice), perseverance without control (Trust), and moral coherence 

(Authenticity), Fearlessness equips leaders to engage difficulty without avoidance or aggression. 

In this paradigm, Fearlessness is not bravado, dominance, or the absence of anxiety; it is the 

practiced capacity to remain ethically grounded when tension rises—telling the truth, naming 

problems, and making necessary decisions while honoring human dignity. 

Leaders who embody Fearlessness are willing to surface what is real, even when doing so 

is uncomfortable or politically costly. They raise difficult issues, address patterns that harm 

people or mission, and refuse to trade integrity for short-term harmony. This courage is neither 

impulsive nor harsh. It is disciplined and relational—courage exercised with restraint, timing, 

and care. Fearlessness aligns with Adaptive Leadership’s emphasis on mobilizing people to face 

reality, engage loss, and do the work of change without collapsing into panic or denial.34 

Fearlessness also strengthens psychological safety because it normalizes truth-telling 

without humiliation. Leaders who practice Fearlessness invite people to speak honestly, report 

errors, challenge assumptions, and name tensions early—before they metastasize into distrust or 

 
34 Amy C. Edmondson, The Fearless Organization: Creating Psychological Safety in the Workplace for 

Learning, Innovation, and Growth (Hoboken, NJ: Wiley, 2018). 
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organizational drift. Importantly, they pair candor with protection: they make it safe to surface 

concerns while still holding clear expectations for responsibility and follow-through. This 

posture reflects research on psychologically safe environments, where learning, accountability, 

and improvement increase when leaders respond to risk-taking and mistakes without blame or 

retaliation.35 

In practice, Fearlessness requires leaders to regulate fear-based reactions—defensiveness, 

control, withdrawal, or image management—so that decisions can be made with clarity. Adaptive 

Leadership emphasizes that leaders must regulate distress within a “zone of productive 

disequilibrium,” keeping the system engaged without overwhelming it and ensuring that 

vulnerable voices are protected rather than silenced.36 Fearlessness, therefore, is not reckless 

confrontation; it is the steady willingness to engage hard realities while pacing intensity, 

protecting dignity, and sustaining collective capacity for truth. 

Leaders who embody Fearlessness communicate transparently, especially in moments of 

uncertainty or change. They speak with honesty about what is known, what remains unknown, 

and what must be learned, resisting false reassurance or performative certainty. They model calm 

seriousness rather than panic or avoidance, reinforcing the message that complexity can be faced 

without scapegoating. This approach is consistent with research showing that psychologically 

safe, learning-oriented climates support innovation, collaboration, and adaptability under 

pressure.37 

 
35 Edmondson, The Fearless Organization; see also Amy C. Edmondson, “Psychological Safety and 

Learning Behavior in Work Teams,” Administrative Science Quarterly 44, no. 2 (1999): 350–383, which 

demonstrates that psychological safety increases learning behavior and supports risk-taking without fear of 

interpersonal harm. 
36 Heifetz, Linsky, and Grashow, The Practice of Adaptive Leadership. 
37 Baz-Sanchez, Dagan, and Weddle, “Psychological Safety and the Critical Role of Leadership 

Development.”  
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Fearlessness is also inseparable from accountability. Leaders practice courageous 

engagement not to appear strong, but to serve the well-being of the whole. They deliver truth 

with respect, hold people to standards without dehumanization, and make difficult calls when 

necessary—always with clear rationale and ethical steadiness. In this sense, Fearlessness 

includes self-trust as a capacity: the leader’s confidence that they can remain present, learn, and 

act responsibly even when outcomes are uncertain.38 Such self-efficacy supports steadiness and 

reduces reactive leadership behaviors that erode trust. 

Finally, Fearlessness must remain grounded in humility and compassion. Leaders who 

practice this discipline do not use courage as a weapon; they use it as a form of ethical 

stewardship. They acknowledge mistakes, seek counsel, invite feedback, and remain teachable. 

Over time, this practice cultivates cultures where truth is possible, responsibility is shared, and 

courageous dialogue becomes normal rather than rare. Ultimately, the Practice of Fearlessness 

integrates courage, psychological safety, and moral clarity so that Loving-Kindness Leadership 

can remain truthful, boundary-honoring, and resilient in the face of complexity.39 

The Practice of Engagement 

The active commitment to engaged, meaningful relationships and collaboration—shown by being 

present, curious, responsible, and caring for both people and purpose. 

 

 

Engagement is the seventh and integrative practice of Loving-Kindness Leadership. 

While the preceding practices cultivate awareness (Presence), truth-facing (Acceptance), 

 
38 Albert Bandura, Self-Efficacy: The Exercise of Control (New York: W. H. Freeman, 1997). 
39 Michele Kremer Sott and Mariluza Sott Bender, “The Role of Adaptive Leadership in Times of Crisis: A 

Systematic Review and Conceptual Framework,” Merits 5, no. 1 (2025): 1–25, 

https://doi.org/10.3390/merits5010002. 
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values-aligned agency (Choice), perseverance without control (Trust), moral coherence 

(Authenticity), and courageous truth-telling (Fearlessness), Engagement translates these interior 

and ethical capacities into lived relational participation. Engagement is not intensity, constant 

activity, or emotional performance; it is the steady practice of showing up with attentiveness, 

care, and responsibility in the work of shared life. 

Loving-Kindness Leaders practice Engagement by being fully present to people and 

purpose in ordinary interactions. They listen with curiosity, respond with care, and remain 

invested even when progress is slow or complexity persists. Engagement is expressed not 

through domination of space or charismatic display, but through reliability, attentiveness, and the 

consistent honoring of others’ dignity. In this way, Engagement sustains relational vitality 

without exhausting the leader or those they serve. 

Research on personal and organizational engagement underscores that people invest 

themselves more fully when they experience psychological safety, meaningful connection, and a 

sense that their contributions matter.40 Engagement, therefore, is not something leaders demand; 

it is something they cultivate by creating environments where individuals feel seen, respected, 

and included. When leaders demonstrate attentiveness, invite participation, and respond 

thoughtfully, they activate intrinsic motivation and shared ownership rather than compliance. 

The Practice of Engagement is closely connected to William Kahn’s foundational work 

on personal engagement, which identifies meaningfulness, safety, and availability as the 

psychological conditions that enable individuals to bring their full selves into roles.41 

 
40 William A. Kahn, “Psychological Conditions of Personal Engagement and Disengagement at Work,” 

Academy of Management Journal 33, no. 4 (1990): 692–724, https://doi.org/10.5465/256287. 
41 Kahn, “Psychological Conditions of Personal Engagement and Disengagement at Work,” 692–724. 
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Loving-Kindness Leadership extends this insight by emphasizing that these conditions are not 

accidental; they are shaped by leaders who practice presence, restraint, and care. Engagement 

flourishes where leaders regulate their own anxiety, make space for diverse voices, and remain 

grounded in purpose rather than urgency.42 

Engagement also requires leaders to remain relationally available without becoming 

enmeshed or overextended. Loving-Kindness Leaders set appropriate boundaries, pace their 

involvement, and discern when to step forward and when to step back. This disciplined 

participation protects against burnout, rescues engagement from performative busyness, and 

models sustainable leadership. By pairing care with limits, leaders demonstrate that 

wholehearted participation does not require self-sacrifice that erodes clarity or responsibility.43 

In moments of disagreement or conflict, the Practice of Engagement becomes especially 

visible. Rather than withdrawing, controlling, or disengaging, Loving-Kindness Leaders remain 

present and curious. They treat tension as an invitation to deepen understanding rather than as a 

threat to authority or harmony. Engagement in these moments involves listening across 

differences, naming concerns with respect, and staying committed to relationships even when 

outcomes are uncertain.  

Such engagement strengthens trust and supports collective learning over time. 

Engagement also reinforces shared purpose. Loving-Kindness Leaders regularly connect daily 

 
42 Edmondson, “Psychological Safety and Learning Behavior in Work Teams,” 350–83. 
43 Olga M. Klimecki, “The Plasticity of Empathy: From Compassion to Burnout,” Current Opinion in 

Psychology 17 (2017): 1–5, which demonstrates that unregulated empathic overextension contributes to emotional 

exhaustion and underscores the importance of boundaries in sustainable helping professions; Peter G. Northouse, 

Leadership: Theory and Practice, 10th ed. (Thousand Oaks, CA: SAGE Publications, 2025), discussion on 

relational leadership and managed engagement; Margaret J. Wheatley, Leadership and the New Science, 3rd ed. (San 

Francisco: Berrett-Koehler, 2006), on pacing, self-regulation, and sustainable participation in complex adaptive 

systems. 
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tasks to deeper meaning, reminding individuals and teams why their work matters beyond 

immediate outcomes. This sense of purpose does not rely on rhetoric or inspiration alone; it is 

sustained through consistent attention to values, fairness, and mutual responsibility. When people 

experience their work as meaningful and their participation as valued, engagement becomes 

durable rather than episodic.44 

Over time, the Practice of Engagement cultivates cultures marked by vitality, belonging, 

and shared commitment. Leaders who embody this practice become steady relational anchors—

people whose presence invites participation without coercion and whose attentiveness 

communicates respect. In Loving-Kindness Leadership, Engagement is not about drawing 

attention to the leader; it is about fostering environments where people, purpose, and ethical 

responsibility remain actively connected. Through disciplined, caring participation, Engagement 

completes the movement from inner formation to relational and systemic flourishing.45 Together, 

these seven practices form a single moral and relational discipline—one that begins with inner 

awareness and culminates in sustained, ethical participation in shared life. 

Integrating Loving-Kindness Practices 

There is no one-size-fits-all roadmap for mastering and embodying Loving-Kindness 

Leadership. Effective leaders adapt and personalize their approach, drawing from a range of 

strategies that align with their unique preferences, capacities, and organizational contexts. While 

leaders may choose to focus intentionally on one practice at a time, the seven practices are not 

meant to be rotated or mastered sequentially; rather, they function as an integrated moral and 

 
44 Allen and Magill, “Psychological Safety and Engagement.” 
45 Stephanie M. Resendiz et al., “Psychological Safety in Interdisciplinary Teams: How Leadership 

Behaviors Empower Teams,” Frontiers in Psychology 17 (2026): 1768461, 

https://doi.org/10.3389/fpsyg.2026.1768461. 
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relational discipline that deepens through repeated, overlapping application. The following 

suggestions are practical recommendations drawn from my coaching experience and the 

Loving-Kindness Leadership framework; they are intended as applied guidance rather than 

empirically tested interventions. Leaders may choose to dedicate one practice each week, display 

a list of all seven practices in a visible place, or use tangible cues—such as sticky notes, 

wristbands, or meaningful songs—to reinforce their intentions and maintain awareness 

throughout the day.46 

One practical method is to devote focused attention to a single practice—such as 

Presence, Acceptance, or Engagement—over the course of a week. Leaders begin the day by 

consciously setting an intention to embody that practice, weaving it into conversations, 

decisions, and actions. At day’s end, they reflect on how the practice shaped their interactions 

and identify opportunities for growth, fostering ongoing self-awareness and transformation. 

Some may find it helpful to remain with one practice for several weeks, allowing for deeper 

exploration, integration, and alignment before moving on to the next. 

To sustain momentum and encourage accountability, leaders can display the full list of 

Loving-Kindness Practices somewhere highly visible—on a wall, in a digital dashboard, or 

within a journal. This continual presence acts as a prompt for regular evaluation, helping leaders 

gauge which practices are thriving, and which deserve more focus. Personal reminders, such as a 

favorite song, affirmation, or quote, reinforce intention and serve as emotional anchors during 

stressful moments. Tangible cues—a colored string, a sticky note, or a wristband—can be used as 

 
46 Peter M. Gollwitzer, “Implementation Intentions: Strong Effects of Simple Plans,” American 

Psychologist 54, no. 7 (1999): 493–503, https://doi.org/10.1037/0003-066X.54.7.493; and Wendy Wood and Dennis 

Rünger, “Psychology of Habit,” Annual Review of Psychology 67 (2016): 289–314, https://doi.org/10.1146/annurev-

psych-122414-033417. 
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gentle signals to reconnect with a chosen practice throughout the day, especially during 

challenging conversations or key decision points. 

Growth in loving-kindness and leadership demands deliberate, sustained practice and a 

spirit of experimentation. Leaders are encouraged to try different methods and adapt their 

routines to fit evolving needs—integrating these practices not just professionally, but also 

personally and organizationally. This holistic approach reinforces the deep connection between 

self-development and the well-being of teams, cultivating a culture where everyone can thrive. 

Teaching and sharing the principles of Loving-Kindness Leadership amplifies impact and 

deepens mastery. Leaders who facilitate workshops, mentor colleagues, or lead discussions not 

only embed these values more firmly within themselves but also foster a shared language and 

collective commitment across the organization. This collaborative approach encourages others to 

join the journey, sparking a powerful ripple effect that strengthens culture, builds trust, and 

magnifies positive outcomes for all.47 

Conclusion 

As we come to the close of Chapter 4, we remember that becoming a Loving-Kindness 

Leader is not a finish line we cross, but rather a way of returning—again and again—to a faithful 

posture. Because our contexts change and our pressures shift, we remain learners: attentive to 

what is happening within us and around us, willing to recalibrate, and committed to growth over 

a lifetime. The seven practices introduced in this chapter are meant to support that ongoing 

 
47 See Appendix A: The Loving-Kindness Leadership Operating System for a visual representation that 

helps to integrate the 7 Loving-Kindness Leadership Practices.  
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formation by cultivating awareness, emotional steadiness, and ethical clarity—so that we can 

navigate complex environments with greater courage and compassionate resolve. 

Along the way, loving-kindness is tested most in the conversations we would rather avoid 

and the decisions that carry real cost. Here, loving-kindness does not mean softness or delay; it 

means delivering truth with respect, holding clear expectations, and honoring the humanity of all 

involved—even when outcomes are difficult. In seasons of change or loss, leaders can practice 

loving-kindness through transparent communication, timely support, and dignifying 

accountability that refuses both cruelty and avoidance. Because we cannot sustain this work on 

willpower alone, the practices also attend to well-being and resilience, helping leaders resist 

burnout and model a healthier rhythm of presence and care for themselves and their teams. 

Loving-Kindness Leadership also calls us to widen the circle of our concern in concrete 

ways. When loving-kindness is treated as both an ethical commitment and a leadership 

orientation, we are invited to notice whose dignity is being protected, whose voices are being 

heard, and where systems may be reinforcing inequity. Practiced with wisdom and fair process, 

loving-kindness becomes a justice-seeking posture—one that promotes inclusion without 

favoritism and pursues the flourishing of all, especially those who have been historically pushed 

to the margins. In this way, care and responsibility are held together, and leadership becomes a 

form of stewardship that shapes cultures where fairness and human dignity guide decisions. 

The 7 Loving-Kindness Leadership Practices offer a structured yet flexible pathway for 

this kind of lived leadership. As we work with Presence, Acceptance, Choice, Trust, Authenticity, 

Fearlessness, and Engagement, we begin to form new patterns of perception and response—

patterns that deepen relational integrity, strengthen courage, and make loving-kindness more than 

an ideal we admire. Chapter 4 has traced how Loving-Kindness Leadership moves from interior 
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commitment to embodied practice in the ordinary rhythms of leadership, where influence is 

exercised through daily choices and relational impact. The final chapter now gathers the full arc 

of the project—synthesizing the argument, naming key implications, acknowledging limitations, 

and offering a horizon for future scholarship and practice—so that what has been proposed here 

may continue to serve leaders and communities seeking durable trust, ethical credibility, and 

collective well-being. 
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CONCLUSION 

LOVING-KINDNESS LEADERSHIP RECAP 

 

As we enter this final chapter, we do so mindful that Loving-Kindness Leadership is not 

simply an idea we have traced, but a way of returning—again and again—to a faithful posture in 

the midst of real pressure. Across this project we have sought a form of leadership that can 

sustain durable trust, ethical credibility, and collective well-being without surrendering truth, 

boundaries, or responsibility. In what follows, we gather the full arc of the doctoral project by (1) 

recapping the core argument and contributions of Loving-Kindness Leadership, (2) naming 

practical-theological and organizational implications for leaders and communities, (3) 

acknowledging key limitations of the study as a theory-building proposal, and (4) offering a 

horizon for continued scholarship and practice so that this paradigm may keep serving the people 

and systems entrusted to our care. 

In the Introduction, I named this thesis problem as the Leadership Love Gap—the 

disjunction between the values leaders claim—care, dignity, justice, and relational 

responsibility—and the practices, pressures, and incentives that often shape what leaders actually 

do. This doctoral project proposes that Loving-Kindness Leadership, grounded in wise, 

heart-centered compassion and expressed through boundary-honoring accountability, offers a 

constructive way to close that gap. Chapter 1 defined loving-kindness and introduced 

Loving-Kindness Leadership as a distinct paradigm; Chapter 2 demonstrated why prevailing 

leadership models often intensify fragmentation and mistrust; Chapters 3 and 4 developed the 

inner formation and practices required for durable, non-sentimental loving-kindness; and the 
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final chapter traced the systemic implications of embedding loving-kindness into individual 

lives, cultures, and structures so that alignment between inner conviction and outward leadership 

becomes possible at scale. 

This project advances a theory-building, integrative leadership framework rather than a 

fully operationalized or experimentally validated model. Accordingly, its claims are offered as a 

constructive proposal grounded in interdisciplinary scholarship and illustrative cases, with future 

research needed to refine measurement and assess impact across contexts. Even so, the 

framework yields clear practical implications: leaders can treat loving-kindness as wise, 

boundary-honoring compassion expressed through truth-telling, accountability, and dignifying 

care. One appropriate next step is to translate these implications into formative practices through 

training, coaching, and organizational development efforts that strengthen relational safety and 

ethical credibility. 

Key Findings from Previous Chapters 

Taken together, the findings summarized below show how Loving-Kindness Leadership 

addresses the Leadership Love Gap by translating interior moral formation into observable 

relational and organizational outcomes—especially trust, psychological safety, accountability, 

well-being, and durable flourishing. Neuroscience and psychology also suggest—through 

adjacent compassion and loving-kindness research—that these capacities can be cultivated 

through training and assessed with established proximate measures, even as Loving-Kindness 

Leadership itself is not yet operationalized as a validated, standalone instrument. Studies of 

compassion training report tangible changes associated with emotional regulation and prosocial 

response, alongside reductions in stress and increases in positive affect over time. This body of 

evidence supports the claim that intentional, disciplined kindness can shape individual 
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well-being and organizational climate. Remarkably, research also suggests that managers can 

shape employee well-being as profoundly as close personal relationships, underscoring the 

responsibility and potential leaders hold in influencing culture and outcomes. 

Research and case-based evidence suggest that organizations led by leaders who 

consistently practice compassion and dignity-affirming care tend to see stronger collaboration, 

creativity, and sustained performance. Within the Loving-Kindness Leadership framework, 

kindness is not reduced to politeness; it functions as a disciplined, values-anchored practice that 

can strengthen trust, psychological safety, and candid engagement. When this kind of wise 

compassion becomes a leadership norm, employees are more likely to share ideas, take 

appropriate risks, and support one another—conditions that are associated with learning, 

innovation, and long-term organizational health. 

Loving-Kindness Leadership’s distinctive contribution is its integrative synthesis of 

enduring ethical and spiritual traditions with relevant streams of contemporary research. In this 

paradigm, loving-kindness is treated not only as motivation but as a disciplined ethic that joins 

inner self-awareness and self-compassion to outward practices of justice, equity, care, and 

accountability. While adjacent research offers validated ways to assess related constructs (e.g., 

compassion, ethical leadership, relational trust), this project demonstrates that Loving-Kindness 

Leadership provides a coherent conceptual framework that can guide formation and practice now 

and can be operationalized more directly through future measurement development. In this way, 

Loving-Kindness Leadership equips leaders with moral clarity and practical direction for 

navigating organizational complexity while sustaining dignity, relational safety, and belonging. 

Real-world cases (like Microsoft and Haier) provide illustrative, practice-based examples 

consistent with the claims of Loving-Kindness Leadership, including reported reductions in 
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burnout, improved retention, and strengthened learning and innovation climates. Taken as 

illustrations rather than controlled tests, these examples help clarify what it can look like for 

leaders to embed wise compassion, dignity, and relational safety into organizational culture. The 

following section turns from summary to implication, considering why such an approach matters 

now and what is at stake when the Leadership Love Gap remains unaddressed. 

Moving Forward in Loving-Kindness Leadership 

While this project has drawn on organizational outcomes (e.g., burnout, retention, 

innovation) and on case-based evidence to illustrate the impact of relationally safe, 

dignity-affirming cultures, I acknowledge that Loving-Kindness Leadership itself is not yet 

operationalized through a validated instrument.1 In other words, the present work has largely 

relied on proxy indicators rather than a direct psychometric measure of the construct I advance. 

This is an important limitation that should be addressed in future studies and, in the interim, 

mitigated by using established, closely related scales from Compassionate Leadership and 

workplace compassion literature.2 

Several validated measures provide proximate assessments of leader compassion and can 

substantiate the claim that Loving-Kindness Leadership is measurable.3 First, the Compassionate 

Leadership Self-Reported Scale, grounded in Michael West’s four behaviors—attending, 

understanding, empathizing, and helping—has demonstrated sound factor structure and 

 
1 Cassandra Vieten et al., “Measures of Empathy and Compassion: A Scoping Review,” PLOS ONE 19, no. 

1 (January 19, 2024): e0297099, https://doi.org/10.1371/journal.pone.0297099. 
2 Noemí Sansó et al., “The Measurement of Compassionate Leadership: Adaptation and Spanish Validation 

of the Compassionate Leadership Self-Reported Scale,” Scandinavian Journal of Caring Sciences 36, no. 4 (2022): 

1165–79, https://doi.org/10.1111/scs.13079. 
3 Watusiri Chaiprasit and Idsaratt Rinthaisong, “Assessing the Dimension and Quality of the 

Compassionate Leadership Measurement Model,” Cogent Business & Management 9, no. 1 (2022): 2127190, 

https://doi.org/10.1080/23311975.2022.2127190. 
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reliability in multiple healthcare contexts.4 Second, the Compassionate Leadership Measurement 

Model has shown convergent, discriminant, and nomological validity in large public-sector 

samples.5 Third, the Workplace Compassion Scale offers a multidimensional, psychometrically 

validated measure of compassion expressed at the unit or organizational level.6 Building on these 

instruments, future research should focus on the development and validation of a 

“Loving-Kindness Leadership Scale” that follows best practices in recent compassion-scale 

developments.7 

A properly developed Loving-Kindness Leadership Scale ought to reflect this project’s 

theoretical core (e.g., self-compassion and awareness; universal regard/ethical universalism; 

justice-orientation; boundary-honoring care; relational safety and dignity; wise 

compassion/competence), while differentiating Loving-Kindness Leadership from adjacent 

constructs (e.g., empathy alone, pro-sociality without justice).8 Following best practices in recent 

scale development, the research program would: (a) generate items from the Loving-Kindness 

Leadership framework and expert panels; (b) conduct exploratory and confirmatory factor 

analyses across multi-sector samples; (c) test convergent and discriminant validity against 

established compassionate-leadership measures; (d) establish predictive validity on outcomes 

such as psychological safety and employee voice; and (e) examine measurement invariance 

 
4 Noemí Sansó et al., “The Measurement of Compassionate Leadership,” 1168–1174. 
5 Martina Pansini et al., “Measuring Compassion in the Workplace: A Systematic Literature Review,” TPM 

– Testing, Psychometrics, Methodology in Applied Psychology 31, no. 4 (2024): 599–622, 

https://www.tpmap.org/wp-content/uploads/2024/12/13.pdf. 
6 Brad Shuck, “Compassionate Leader Behavior Index (CLBI): Compassionate Leadership Scale (question 

set and permissions),” University of Louisville Center for Positive Leadership (2022), 

https://positiveleadership.louisville.edu/wp-content/uploads/2023/10/2022-Compassionate-Leadership-Scale, 

accessed March 7, 2026. 
7 Michael West, Compassionate Leadership: Sustaining Wisdom, Humanity and Presence in Health and 

Social Care (London: Swirl Press, 2022); and Elizabeth Pommier, Kristin D. Neff, and István Tóth-Király, “The 

Development and Validation of the Compassion Scale,” Assessment 27, no. 1 (2020): 21–39. 
8 Elizabeth Pommier, Kristin D. Neff, and István Tóth-Király, “The Development and Validation of the 

Compassion Scale,” Assessment 27, no. 1 (2020): 21–39, https://doi.org/10.1177/1073191119874108. 
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across roles, cultures, and faith/no-faith backgrounds.  Recent compassion-scale work (e.g., the 

Workplace Compassion Scale; the Pommier–Neff Compassion Scale; and comprehensive 

scoping reviews of compassion and empathy measures) offers robust methodological templates 

for this process.9  

Finally, consistent with the literature that cautions against “compassion without wisdom,” 

the Loving-Kindness Leadership instrument should explicitly include a wise-compassion 

factor—pairing care with competence, clarity, and fair process—so that measured “love” does 

not drift into permissiveness or partiality.10 This design choice aligns with operational models 

used in healthcare leadership and contemporary leadership research arguing that compassion 

must be integrated with accountability and execution rather than treated as a stand-alone virtue.11 

The Imperative of Loving-Kindness Leadership 

Having gathered these findings, we now turn to what they ask of us—practically and 

theologically—as leaders entrusted with people, systems, and shared life. Many of us lead while 

tired, under-resourced, and trying to do right by people we genuinely care about. Leadership 

carries profound responsibility; when those in authority neglect what matters most, the 

consequences reverberate across organizations and society. Leaders are not merely administrators 

of tasks or enforcers of policy—they are stewards of culture and human potential. This 

 
9 Vieten et al., “Measures of Empathy and Compassion.”; Pommier, Neff, and Tóth-Király, “The 

Development and Validation of the Compassion Scale.” 
10 Rasmus Hougaard, Jacqueline Carter, and Nick Hobson, “Compassionate Leadership Is Necessary—but 

Not Sufficient,” Harvard Business Review, December 4, 2020, https://hbr.org/2020/12/compassionate-leadership-is-

necessary-but-not-sufficient. 
11 Michael West and Rachna Chowla, “Compassionate Leadership for Compassionate Health Care,” in 

Compassion: Concepts, Research and Applications, ed. Paul Gilbert (London: Routledge, 2017), 

https://doi.org/10.4324/9781315564296-14; and NHS England, L.O.T.U.S. Compassionate Leadership Framework 

and Toolkit, July 9, 2024, https://www.england.nhs.uk/north-west/nhs-north-west-professional-standards/growing-

compassion-in-professional-standards. 
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responsibility is especially acute in today’s complex world, where the costs of inaction, 

misdirection, and moral drift are high. Yet models focused primarily on authority, efficiency, or 

charisma often fall short, perpetuating disengagement and mistrust and leaving organizations 

ill-equipped to address burnout, polarization, and resistance to change. 

Loving-Kindness Leadership emerges as a compelling, empirically informed alternative. 

Rather than remaining at the margins of leadership discourse, loving-kindness can be understood 

as a disciplined capacity that can be cultivated and assessed through adjacent research on 

compassion, ethical leadership, and relational trust. Across sectors and cultural contexts, studies 

suggest that leaders who practice wise, ethically grounded compassion foster trust, psychological 

safety, and cooperation. Their teams tend to show greater resilience, creativity, and intrinsic 

motivation, and their organizations are better positioned to navigate uncertainty and pursue 

meaningful change. 

Importantly, loving-kindness in leadership is both ethical and practical. Its power is most 

evident when leaders must make difficult decisions, hold others accountable, and guide their 

organizations through ambiguity. In those moments, a steady commitment to dignity, respect, and 

relational repair becomes a source of trustworthy influence and sustained performance. 

Loving-Kindness Leaders balance candor with compassion—delivering truth with care and 

cultivating environments where people feel valued, challenged, and supported. 

The influences of Loving-Kindness Leadership extend far beyond organizational 

boundaries. As evidenced by the latest research in international relations, peace studies, and 

social justice, leadership grounded in loving-kindness is more effective at building sustainable 

peace, addressing systemic injustice, and promoting inclusive societies. By bridging ancient 

wisdom with contemporary science, Loving-Kindness Leadership offers a robust framework for 
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personal transformation and collective progress—one that is urgently needed in a world marked 

by division and complexity. 

The central proposal of this project carries practical implications for leaders, 

organizations, and scholars. If the Leadership Love Gap is as pervasive as the preceding chapters 

suggest, then leadership formation and development efforts must account not only for 

competencies and outcomes but also for the cultivation of wise, accountable compassion. While 

further empirical work is needed to test and refine the framework, Loving-Kindness Leadership 

offers a pragmatic orientation for guiding decisions, building resilient teams, and pursuing equity 

and dignity within complex systems. For traditional congregational and ministry leaders, this 

paradigm offers a theological and practical lifeline—equipping clergy to navigate congregational 

conflict, steward volunteer cultures, and offer pastoral care without succumbing to moral fatigue. 

Yet, the implications of this project also extend the very definition of ministry itself. By 

recognizing the modern workplace as a deeply human community—a congregation in its own 

right—Loving-Kindness Leadership equips leaders to embody a robust, inter-faith pastoral 

presence directly within the marketplace. It invites those with spiritual vocations to step into 

secular organizations, offering care, ethical stewardship, and moral grounding in corporate 

spaces where the hunger for meaning and belonging is just as acute as it is within traditional 

church walls. 

While the imperative for Loving-Kindness Leadership is robust, advancing this paradigm 

requires a clear-eyed acknowledgment of anticipated critiques and institutional pushback. It is 

understandable that some leaders and institutions hesitate around the language of 

“loving-kindness,” especially where accountability, boundaries, and organizational risk are at 

stake. Those who are more rooted in traditional, zero-sum leadership models frequently dismiss 
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loving-kindness as inefficient, naïve, or fundamentally incompatible with the competitive 

demands of modern organizations, equating compassion with weakness or indecisiveness. 

Furthermore, organizational risk-managers may legitimately warn that introducing "loving-

kindness" into leadership dynamics could invite partiality, boundary violations, nepotism, or a 

permissiveness that undermines accountability.  

Loving-Kindness Leadership anticipates and structurally defends against these critiques 

of centering leadership on loving-kindness. First, by insisting that compassion be paired with 

wisdom and accountability, the paradigm rejects permissiveness; instead, it demands that truth be 

delivered with respect and that leaders make difficult, decisive choices to protect the well-being 

of the whole. Second, the paradigm mitigates favoritism through systemic guardrails—such as 

anti-nepotism policies, transparent rubrics, and boundary training—ensuring that loving-kindness 

operates as an equitable, universal regard rather than subjective, cliquish affection. Ultimately, 

empirical evidence from organizations like Microsoft persuasively illustrates that when loving-

kindness is operationalized securely, it is far from a naïve liability. Instead, it functions as a 

highly effective strategic advantage that drives market performance, innovation, and resilience.  

Practicing Loving-Kindness Leadership has reshaped my own daily experience of 

leadership in tangible and disciplined ways. Rather than defaulting to urgency, correction, or 

performance pressure, I have learned to lead from greater presence—listening more attentively, 

responding more slowly, and engaging others with curiosity rather than control. This internal 

shift has been especially evident in moments of tension. In a recent leadership conversation 

marked by missed expectations and visible strain, my former instinct would have been to correct 

quickly or reassert direction. Guided instead by the principles and practices of Loving-Kindness 

Leadership, I intentionally slowed the interaction, listened without interruption, and 
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acknowledged the individual’s experience before addressing outcomes. This change in posture 

altered the tone of the exchange. Defensiveness gave way to openness, accountability emerged 

without coercion, and the conversation concluded with shared clarity rather than lingering 

resentment. While this approach has not eliminated complexity or conflict, it has transformed 

how those challenges are navigated. These everyday practices have confirmed a central claim of 

this study, that when loving-kindness moves from abstraction to embodiment, leadership 

becomes not only more humane, but often better able to foster trust, responsibility, and 

sustainable performance. 

This study began not with a theory, but with a question born of professional frustration 

and existential longing: What is missing in my leadership? The answer that emerged—love—

now stands not merely as a personal realization, but as a scholarly and practical imperative. 

Loving-Kindness Leadership reframes leadership as a way of being before it is a way of doing, 

calling leaders to embody the very values they seek to advance. In this sense, the journey from 

personal disillusionment to collective possibility reflects the primary claim of this research: when 

leaders are grounded in loving-kindness, transformation becomes not only conceivable, but 

sustainable—for individuals, organizations, and the world they serve.  

In summary, this doctoral project offers Loving-Kindness Leadership as a constructive 

response to the Leadership Love Gap, reframing leadership as wise, heart-centered compassion 

made accountable in practice and systems. Many of us do not need more pressure to perform—

we need practices that return us to loving-kindness as expressed through our actions.  
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APPENDIX A 

THE LOVING-KINDNESS LEADERSHIP OPERATING SYSTEM 

 

 

Leadership Level 

(The Structure) 

Primary Practices 

(The Engine) 

The Outcome 

(The Result) 

Level 1: Leading Self 

(Inner Foundation) 

Presence 

Acceptance 

Choice 

Integrity & Wholeness: The leader bridges the "Love 

Gap" internally, moving from reactivity to 

responsiveness. 

Level 2: Leading Others 

(Relational Safety) 

Presence 

Trust 

Authenticity 

Psychological Safety: The leader creates a "holding 

environment" where team members feel safe to speak, 

risk, and grow. 

Level 3: Leading Leaders 

(Multiplication) 

Trust 

Fearlessness 

Engagement 
 

Resilience & Mentorship: The leader reproduces the 

culture by mentoring others to navigate ambiguity 

without fear. 

Level 4: Leading 

Organizations 

(Systemic Impact) 

Choice 

Fearlessness 

Engagement 

Justice & Innovation: The leader institutionalizes 

loving-kindness into policy, creating systems that 

protect dignity and drive equity. 

  

 

 

 

 

 

 

 

 



  

123 

 

BIBLIOGRAPHY 

 

Adams, Ian. “Chesed: The Heart of Torah.” Rabbi Ian Adams (blog), April 7, 2025. 

https://rabbianadams.com/chesed-heart-of-torah. 

 

Aguado, Nishma. “The Power of Kindness in Leadership: A Choice, Not a Weakness.” Randstad 

Enterprise Insights. December 9, 2024. 

https://www.randstadenterprise.com/insights/randstad-enterprise-insights/the-power-of-

kindness-in-leadership-a-choice-not-a-weakness/. 

 

Ajitoni, Bukunmi Deborah. “Ubuntu and the Philosophy of Community in African Thought.” 

Journal of African Studies and Sustainable Development 7, no. 3 (2024). 

 

AlAqra, Maria Yousef Mohammed. “Mahatma Gandhi’s Leadership Blueprint: Fusing Servant 

Leadership with Authentic Integrity.” Journal of Human Resource Management 12, no. 4 

(2024). 

 

Alvesson, Mats, and André Spicer. “Critical Leadership Studies: The Case for Critical 

Performativity.” Human Relations 65, no. 3 (2012): 367–90. 

https://doi.org/10.1177/0018726711430555. 

 

———. The Stupidity Paradox: The Power and Pitfalls of Functional Stupidity at Work. 

London: Profile Books, 2016. 

 

Alvesson, Mats, and Hugh Willmott, eds. Critical Management Studies. London: SAGE, 1992. 

 

Ang, Soon, Linn Van Dyne, David Koh, K. Yee Ng, Klaus J. Templer, Cheryl Tay, and N. Anand 

Chandrasekar. “The Effects of Leader–Member Exchange on Organizational Citizenship 

Behaviors: A Meta-Analysis.” Journal of Applied Psychology 88, no. 1 (2003): 87–99. 

 

Antonakis, John, and David V. Day, eds. The Nature of Leadership. 3rd ed. Thousand Oaks, CA: 

SAGE Publications, 2018. 

 

Arafat, Bahjat Ahmed, and Ahmad Taufik Hidayah Bin Abdullah. “Politeness, Power, and 

Persuasion: A Pragmatic Analysis of Nelson Mandela and Martin Luther King Jr.’s 

Rhetoric.” International Journal of Academic Research in Progressive Education and 

Development 14, no. 4 (2025). 

 

Ardelt, Monika, and Bharti Sharma. “The Benefits of Wise Organizations for Employee 

Well-Being.” Business & Professional Ethics Journal 42, no. 2 (2023): 171–204. 

https://doi.org/10.5840/bpej202342210 

 

Aristotle. Nicomachean Ethics. Translated by Terence Irwin. Indianapolis: Hackett, 1999. 

 

———. Nicomachean Ethics. Translated by W. D. Ross. Revised by J. O. Urmson. Oxford: 

Oxford University Press, 2009. 



  

124 

 

 

Armstrong, Karen. The Great Transformation: The Beginning of Our Religious Traditions. New 

York: Alfred A. Knopf, 2006. 

 

Association for Contextual Behavioral Science. “The Six Core Processes of ACT.” Accessed 

March 2, 2026. https://contextualscience.org/six_core_processes_act. 

 

Avolio, Bruce J., and William L. Gardner. “Authentic Leadership Development: Getting to the 

Root of Positive Forms of Leadership.” The Leadership Quarterly 16, no. 3 (2005): 315–

38. https://doi.org/10.1016/j.leaqua.2005.03.001. 

 

Ayoko, Oluremi B. “Mindfulness, Emotions and Leadership.” Journal of Management & 

Organization 29, no. 3 (May 2023): 401–405. https://doi.org/10.1017/jmo.2023.26. 

 

Babauta, Leo. The Power of Less: The Fine Art of Limiting Yourself to the Essential… in 

Business and in Life. New York: Hyperion, 2009. 

 

Baldonado, Arthur M. “Servant Leadership: Learning from Servant Leaders of the Past and Their 

Impact to the Future.” International Journal of Management Sciences and Business 

Research 6, no. 1 (2017). 

 

Bandura, Albert. Self-Efficacy: The Exercise of Control. New York: W. H. Freeman, 1997. 

 

BazSanchez, Lee, Noa Dagan, and Brooke Weddle. “Psychological Safety and the Critical Role 

of Leadership Development.” McKinsey & Company, February 2021. 

https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-

insights/psychological-safety-and-the-critical-role-of-leadership-development. 

 

Beck, Amanda. “Embracing Change: The Transformative Power of Acceptance and Commitment 

Therapy.” Oklahoma Counseling Institute, January 3, 2024. 

https://www.counselinginstitute.org/news/embracing-change-the-transformative-power-

of-acceptance-and-commitment-therapy. 

 

Bellamy Walker, Tat. “Microsoft CEO Satya Nadella Learned This Key Lesson from His Son.” 

Business Insider, March 4, 2020. https://www.businessinsider.com/microsoft-ceo-satya-

nadella-empathy-son-2020-3. 

 

Bennis, Warren. On Becoming a Leader. Rev. ed. New York: Basic Books, 2009. 

 

Bible Gateway. “Micah 6:8 (ESV and OJB).” Accessed March 6, 2026. 

https://www.biblegateway.com/passage/?search=Micah+6%3A8. 

 

Bible Hub Topical Bible. “Hesed.” Accessed February 28, 2026. 

https://biblehub.com/topical/h/hesed.htm. 

 



  

125 

 

Bodhi, Bhikkhu. The Noble Eightfold Path: Way to the End of Suffering. Kandy, Sri Lanka: 

Buddhist Publication Society, 1994. 

 

Bodhi, Bhikkhu, trans. The Suttanipāta: An Ancient Collection of the Buddha’s Discourses. 

Boston: Wisdom Publications, 2017. 

 

Boisture, Bob. “What Does Spirituality Mean to Us?” Interfaith America, September 22, 2020. 

https://www.interfaithamerica.org/article/what-does-spirituality-mean-to-us. 

 

Bonterre, Michelle. “Why Psychological Safety Is the Hidden Engine Behind Innovation and 

Transformation.” Harvard Business Publishing, July 29, 2025. 

https://www.harvardbusiness.org/insight/why-psychological-safety-is-the-hidden-engine-

behind-innovation-and-transformation/. 

 

Brassey, Jacqueline, et al. “Developing a Resilient, Adaptable Workforce for an Uncertain 

Future.” McKinsey Quarterly, December 6, 2024. 

https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-

insights/developing-a-resilient-adaptable-workforce-for-an-uncertain-future. 

 

Brown, Brené. Dare to Lead: Brave Work. Tough Conversations. Whole Hearts. New York: 

Random House, 2018. 

 

Brown, Kirk Warren, Richard M. Ryan, and J. David Creswell. “Mindfulness: Theoretical 

Foundations and Evidence for Its Salutary Effects.” Psychological Inquiry 26, no. 4 

(2015): 303–29. https://doi.org/10.1080/1047840X.2015.1014876. 

 

Brown, Michael E., and Linda K. Treviño. “Ethical Leadership: A Review and Future 

Directions.” The Leadership Quarterly 17, no. 6 (2006): 595–616. 

https://doi.org/10.1016/j.leaqua.2006.10.004. 

 

Brown, Michael E., Linda K. Treviño, and David A. Harrison. “Ethical Leadership: A Social 

Learning Perspective for Construct Development and Testing.” Organizational Behavior 

and Human Decision Processes 97, no. 2 (2005): 117–34. 

 

Brueggemann, Walter. The Prophetic Imagination. 2nd ed. Minneapolis: Fortress Press, 2001. 

 

Burns, James MacGregor. Leadership. New York: Harper & Row, 1978. 

 

Burns, Owen. The Power of Love in Business: 12 Principles to Help You and Your Business 

Thrive. 2024. 

 

Cameron, Kim S. Positive Leadership: Strategies for Extraordinary Performance. San 

Francisco: Berrett-Koehler, 2012. 

 

Cameron, Kim S., and Gretchen M. Spreitzer, eds. The Oxford Handbook of Positive 

Organizational Scholarship. Oxford: Oxford University Press, 2011. 



  

126 

 

Chaiprasit, Watusiri, and Idsaratt Rinthaisong. “Assessing the Dimension and Quality of the 

Compassionate Leadership Measurement Model.” Cogent Business & Management 9, no. 

1 (2022): 2127190. https://doi.org/10.1080/23311975.2022.2127190. 

 

Charan, Ram, Stephen Drotter, and James Noel. The Leadership Pipeline: How to Build the 

Leadership-Powered Company. 2nd ed. Boston: Harvard Business Review Press, 2011. 

 

Choi, Daejeong, Maria L. Kraimer, and Scott E. Seibert. “Conflict, Justice, and Inequality: Why 

Perceptions of LMX Differentiation Hurt Performance in Teams.” Journal of 

Organizational Behavior 41, no. 7 (2020): 663–80. https://doi.org/10.1002/job.2451. 

 

Clear, James. Atomic Habits: An Easy & Proven Way to Build Good Habits and Break Bad Ones. 

New York: Avery, 2018. 

 

“Collaborative Stewardship: Building a Supportive Network for Emerging Leaders.” The 

Collective, November 23, 2024. https://www.jointhecollective.com/article/collaborative-

stewardship-building-a-supportive-network-for-emerging-leaders. 

 

“Compassion in Command: The Role of Kindness in Ethical Leadership.” Faster Capital, June 

28, 2024. https://fastercapital.com/content/Compassion--Compassion-in-Command--The-

Role-of-Kindness-in-Ethical-Leadership.html. 

 

Confucius. The Analects. Translated by Edward Slingerland. Indianapolis: Hackett, 2003. 

 

Covey, Stephen R. Principle-Centered Leadership. New York: Free Press, 1992. 

 

———. The 8th Habit: From Effectiveness to Greatness. New York: Free Press, 2004. 

 

Dansereau, Fred, George Graen, and William Haga. “A Vertical Dyad Linkage Approach to 

Leadership Within Formal Organizations.” Organizational Behavior and Human 

Performance 13, no. 1 (1975): 46–78. 

 

Day, David V., Michelle M. Harrison, and Stanley M. Halpin. “An Integrative Approach to 

Leader Development: Connecting Adult Development, Identity, and Expertise.” The 

Leadership Quarterly 20, no. 1 (2009): 34–54. 

https://doi.org/10.1016/j.leaqua.2009.01.012. 

 

Day, David V., and Michelle M. Sin. “Leadership Development: The Nature of Leadership 

Identity Construction.” In The Oxford Handbook of Leadership and Organizations, edited 

by David V. Day, 375–402. New York: Oxford University Press, 2014. 

 

Day, Dorothy. The Long Loneliness. New York: Harper & Row, 1952. 

 

Dhiman, Satinder K., et al. “Servant Leadership: Profiling Three Exemplars from the Twentieth 

Century.” In The Palgrave Handbook of Servant Leadership. Cham: Springer, 2023. 

 



  

127 

 

Doornich, J. B., and Helen Miller Lynch. “The Mindful Leader: A Review of Leadership 

Qualities Derived from Mindfulness Meditation.” Frontiers in Psychology 15 (2024). 

https://doi.org/10.3389/fpsyg.2024.1322507. 

 

Dorff, Elliot N. The Way into Tikkun Olam (Repairing the World). Woodstock, VT: Jewish Lights 

Publishing, 2005. 

 

Doughty, Mark. “Kindness in Leadership: A Strength, Not a Weakness.” Channel Eye, 

September 10, 2025. https://channeleye.media/kindness-in-leadership-a-strength-not-a-

weakness. 

 

Duguid, Iain M. “Loyal Love (Hesed).” Ligonier Ministries, February 21, 2024. 

https://www.ligonier.org/learn/articles/loyal-love-hesed. 

 

———. Is God for Us? The Meaning of Hesed in the Old Testament. Phillipsburg, NJ: P&R 

Publishing, 2015. 

 

Dutton, Jane E. “Leading in Times of Trauma.” Harvard Business Review 80, no. 1 (2002): 54–

61. 

 

Earley, P. Christopher, and Soon Ang. Cultural Intelligence: Individual Interactions Across 

Cultures. Stanford, CA: Stanford University Press, 2003. 

 

Edelman Trust Institute. 2024 Edelman Trust Barometer: Global Report. New York: Edelman, 

2024. 

 

Edmondson, Amy C. The Fearless Organization: Creating Psychological Safety in the 

Workplace for Learning, Innovation, and Growth. Hoboken, NJ: Wiley, 2018. 

 

———. “Psychological Safety and Learning Behavior in Work Teams.” Administrative Science 

Quarterly 44, no. 2 (1999): 350–83. https://doi.org/10.2307/2666999. 

 

———. Teaming: How Organizations Learn, Innovate, and Compete in the Knowledge 

Economy. San Francisco: Jossey-Bass, 2012. 

 

Emtrain. “Office Romance and Conflicts of Interest: Policies That Protect Your Workplace.” 

January 29, 2025. https://emtrain.com/blog/code-of-conduct/office-romance-addressing-

potential-conflicts-of-interest/. 

 

Ernst, Chris, and Donna Chrobot-Mason. Boundary Spanning Leadership: Six Practices for 

Solving Problems, Driving Innovation, and Transforming Organizations. San Francisco: 

McGrawHill, 2011. 

 

Eze, Michael Onyebuchi. Intellectual History in Contemporary South Africa: Thinkers of African 

Unity. Cham: Palgrave Macmillan, 2010. 

 



  

128 

 

Fetzer Institute and National Institute on Aging Working Group. Multidimensional Measurement 

of Religiousness/Spirituality for Use in Health Research. Kalamazoo, MI: Fetzer 

Institute, 1999; repr., 2003. 

 

Fiedler, Fred E. A Theory of Leadership Effectiveness. New York: McGraw-Hill, 1967. 

 

Fleenor, John W., et al. Leveraging the Impact of 360 Degree Feedback. 2nd ed. San Francisco: 

Pfeiffer, 2008. 

 

Food and Agriculture Organization et al. The State of Food Security and Nutrition in the World 

2024. Rome: FAO, 2024. 

 

Forner, Vivien W., et al. “Motivating Workers: How Leaders Apply Self Determination Theory in 

Organizations.” Organization Management Journal 18, no. 2 (2021): 76–94. 

https://doi.org/10.1108/OMJ-03-2020-0891. 

 

Fouts, Melinda. “Kindness and Leadership: A New Trend.” Forbes, November 3, 2023. 

https://www.forbes.com/councils/forbescoachescouncil/2023/11/03/kindness-and-

leadership-a-new-trend. 

 

———. “Why Kind Leaders Are More Successful.” Forbes, November 3, 2023. 

https://www.forbes.com/councils/forbescoachescouncil/2023/11/03/why-kind-leaders-

are-more-successful/. 

 

Fredrickson, Barbara L. Positivity. New York: Crown, 2009. 

 

Fredrickson, Barbara L., et al. “Open Hearts Build Lives: Positive Emotions, Induced Through 

Loving-Kindness Meditation, Build Consequential Personal Resources.” Journal of 

Personality and Social Psychology 95, no. 5 (2008): 1045–62. 

https://doi.org/10.1037/a0013262. 

 

Freedom House. Freedom in the World 2024: The Mounting Damage of Flawed Elections and 

Armed Conflict. Washington, DC: Freedom House, 2024. 

https://freedomhouse.org/report/freedom-world/2024. 

 

Freire, Paulo. Pedagogy of the Oppressed. Translated by Myra Bergman Ramos. New York: 

Continuum, 2000. 

 

French, Robert P., II. “Deconstructing The End of Leadership: Postmodernity, Epistemology, and 

Worldviews.” SAGE Open 6, no. 1 (2016): 1–10. 

https://doi.org/10.1177/2158244016628588. 

 

Frynas, Jędrzej G., Michael J. Mol, and Kamel Mellahi. “Management Innovation Made in 

China: Haier’s Rendanheyi.” California Management Review 61, no. 1 (2018): 71–93. 

https://doi.org/10.1177/0008125618790244. 

 



  

129 

 

Gallup. State of the Global Workplace 2023. Washington, DC: Gallup, 2023. 

 

———. State of the Global Workplace 2024. Washington, DC: Gallup, 2024. 

 

———. State of the Global Workplace: 2025 Report. Washington, DC: Gallup, 2025. 

 

Gallup and World Governments Summit. Global Leadership Report: What Followers Want. 

Washington, DC: Gallup, 2025. https://opencommons.org/images/e/e8/Gallup-Global-

Leadership-Report-What-Followers-Want-Report.pdf. 

 

Gandhi, Mahatma (Mohandas K.). An Autobiography: The Story of My Experiments with Truth. 

Translated by Mahadev Desai. Boston: Beacon Press, 1993. 

 

Gandhi, Mohandas K. The Essential Gandhi. Edited by Louis Fischer. New York: Vintage, 2002. 

 

Gardner, William L., Bruce J. Avolio, Fred Luthans, Douglas R. May, and Fred Walumbwa. “Can 

You See the Real Me? A Self-Based Model of Authentic Leader and Follower 

Development.” Leadership Quarterly 16, no. 3 (2005): 343–72. 

 

Gërhart, Kenneth P. Ken. “Agape Leadership: An Exegetical Examination of the Attributes of 

Loving Leaders.” In Leadership as Loving One Another: Agapao and Agape Love in 

Leadership and Business, 95–108. Cham, Switzerland: Springer, 2024. 

https://doi.org/10.1007/978-3-031-52276-5_7. 

 

Gibson, James L. Overcoming Apartheid: Can Truth Reconcile a Divided Nation? New York: 

Russell Sage Foundation, 2004. 

 

Gilbert, Paul. Compassion Focused Therapy: The CBT Distinctive Features Series. London: 

Routledge, 2010. 

 

Goleman, Daniel. Emotional Intelligence. New York: Bantam, 1995. 

 

Goleman, Daniel, Richard Boyatzis, and Annie McKee. Primal Leadership: Unleashing the 

Power of Emotional Intelligence. Boston: Harvard Business Review Press, 2013. 

 

Gollwitzer, Peter M. “Implementation Intentions: Strong Effects of Simple Plans.” American 

Psychologist 54, no. 7 (1999): 493–503. https://doi.org/10.1037/0003-066X.54.7.493. 

 

Gottfredson, Ryan K., and Christopher S. Reina. “Illuminating the Foundational Role That 

Mindsets Should Play in Leadership Development.” Business Horizons 64, no. 6 (2021): 

709–20. https://doi.org/10.1016/j.bushor.2021.02.009. 

 

Graen, George B., and James F. Cashman. “A Role-Making Model of Leadership in Formal 

Organizations.” In Leadership Frontiers, edited by James G. Hunt and Lars L. Larson, 

143–65. Kent, OH: Kent State University Press, 1978. 

 



  

130 

 

Graen, George B., and Mary Uhl-Bien. “Relationship-Based Approach to Leadership: 

Development of Leader–Member Exchange (LMX) Theory of Leadership over 25 

Years.” Leadership Quarterly 6, no. 2 (1995): 219–47. 

 

Grant, Adam. Think Again: The Power of Knowing What You Don’t Know. New York: Viking, 

2021. 

 

Grant, Adam M., and Barry Schwartz. “Too Much of a Good Thing: The Challenge and 

Opportunity of the Inverted U.” Perspectives on Psychological Science 6, no. 1 (2011): 

61–76. https://doi.org/10.1177/1745691610393523. 

 

Greenleaf, Robert K. The Servant as Leader. Newton Centre, MA: Greenleaf Center, 1973. 

 

Grégoire, Simon, et al. “Mindfulness and Leadership Flexibility.” Journal of Management 

Development 37, no. 2 (2018): 165–77. https://doi.org/10.1108/JMD-06-2017-0213. 

 

Hall, Robert. “Guiding Resilience: Leadership and Stewardship.” Resilience Forward (blog), 

October 10, 2024. https://resilienceforward.com/guiding-resilience-leadership-and-

stewardship/. 

 

Hamilton, David R. “Kindness at the Helm: Rethinking Leadership.” David R. Hamilton PhD 

(blog), September 16, 2024. https://drdavidhamilton.com/kindness-at-the-helm-

rethinking-leadership. 

 

Harter, James K., et al. State of the American Workplace. Washington, DC: Gallup, 2017. 

 

Haslam, S. Alexander, Stephen D. Reicher, and Michael J. Platow. The New Psychology of 

Leadership: Identity, Influence and Power. New York: Psychology Press, 2011. 

 

Haslam, S. Alexander, et al. “The Social Identity Approach to Leadership.” In The SAGE  

Handbook of Leadership, edited by Alan Bryman et al., 393–94. London: SAGE, 2011. 

 

Hayes, Steven C. A Liberated Mind: How to Pivot Toward What Matters. New York: Avery, 

2019. 

 

Hayes, Steven C., Jacqueline Pistorello, and Michael E. Levin. “Acceptance and Commitment 

Therapy as a Unified Model of Behavior Change.” The Counseling Psychologist 40, no. 7 

(2012): 976–1002. 

 

Hayes, Steven C., Kirk D. Strosahl, and Kelly G. Wilson. Acceptance and Commitment Therapy: 

The Process and Practice of Mindful Change. 2nd ed. New York: Guilford Press, 2012. 

 

Heifetz, Ronald A. Leadership Without Easy Answers. Cambridge, MA: Belknap Press of 

Harvard University Press, 1994. 

 



  

131 

 

Heifetz, Ronald A., Alexander Grashow, and Marty Linsky. The Practice of Adaptive 

Leadership: Tools and Tactics for Changing Your Organization and the World. Boston: 

Harvard Business Press, 2009. 

 

Hersey, Paul, and Kenneth H. Blanchard. Management of Organizational Behavior: Utilizing 

Human Resources. 3rd ed. Englewood Cliffs, NJ: Prentice Hall, 1977. 

 

Hesselbein, Frances, et al., eds. The Leader of the Future 2: Visions, Strategies, and Practices for 

the New Era. San Francisco: Jossey-Bass, 2006. 

 

Hill, Diana. “The Psychology of Acceptance and Commitment Therapy.” Psychology Today, 

June 21, 2021. https://www.psychologytoday.com/ca/blog/mind-brain-and-

value/202106/the-psychology-acceptance-and-commitment-therapy. 

 

hooks, bell. All About Love: New Visions. New York: William Morrow, 2000. 

 

Hooper, Danica T., and Robin Martin. “Beyond Personal Leader–Member Exchange (LMX) 

Quality: The Effects of Perceived LMX Variability on Employee Reactions.” The 

Leadership Quarterly 19, no. 1 (2008): 20–30. 

https://doi.org/10.1016/j.leaqua.2007.12.002. 

 

Hougaard, Rasmus, and Jacqueline Carter. Compassionate Leadership: How to Do Hard Things 

in a Human Way. Boston: Harvard Business Review Press, 2022. 

 

Hougaard, Rasmus, Jacqueline Carter, and Nick Hobson. “Compassionate Leadership Is 

Necessary—but Not Sufficient.” Harvard Business Review, December 4, 2020. 

https://hbr.org/2020/12/compassionate-leadership-is-necessary-but-not-sufficient. 

 

House, Robert J. “A Path Goal Theory of Leader Effectiveness.” Administrative Science 

Quarterly 16, no. 3 (1971): 321–39. 

 

House, Robert J., et al. Culture, Leadership, and Organizations: The GLOBE Study of 62 

Societies. Thousand Oaks, CA: SAGE, 2004. 

 

Huy, Quy, and Lisa Simone Duke. Enhancing Innovation Through Organisational Learning and 

a Culture of Empathy: Microsoft under CEO Satya Nadella. Fontainebleau: INSEAD, 

2022. 

 

Ibarra, Herminia, Aneeta Rattan, and Anna Johnston. Satya Nadella at Microsoft: Instilling a 

Growth Mindset. London: London Business School, 2018. 

 

Institute of Organization Effectiveness. “Cultivating a Growth Mindset Through Emotional 

Intelligence.” Institute of Organization Effectiveness, September 20, 2025. 

https://www.instituteofoe.com/2025/09/20/cultivating-a-growth-mindset-through-

emotional-intelligence. 

 



  

132 

 

Kabat-Zinn, Jon. Wherever You Go, There You Are: Mindfulness Meditation in Everyday Life. 

New York: Hyperion, 1994. 

 

Kahn, William A. “Psychological Conditions of Personal Engagement and Disengagement at 

Work.” Academy of Management Journal 33, no. 4 (1990): 692–724. 

https://doi.org/10.5465/256287. 

 

Kaur, Amardeep. “Exploring Mindfulness within Leadership Development: A Phenomenological 

Study.” PhD diss., University of Nebraska–Lincoln, 2024. 

https://digitalcommons.unl.edu/dissunl/258. 

 

Kauṭilya (Cāṇakya), The Arthaśāstra, trans. and ed. R. P. Kangle, 3 vols. Delhi: Motilal 

Banarsidass, 2010. 

 

Keating, Thomas. Open Mind, Open Heart: The Contemplative Dimension of the Gospel. New 

York: Continuum, 1992. 

 

Kellerman, Barbara. The End of Leadership. New York: Harper Business, 2012. 

 

King, Martin Luther, Jr. Strength to Love. Philadelphia: Fortress Press, 2010. 

 

Klimecki, Olga M. “The Plasticity of Empathy: From Compassion to Burnout.” Current Opinion 

in Psychology 17 (2017): 1–5. 

 

———. “The Psychology of Compassion and Its Role in Conflict Resolution and Innovation.” 

Current Opinion in Psychology 43 (2022): 27–32. 

 

Klimecki, Olga M., Susanne Leiberg, Matthieu Ricard, and Tania Singer. “Differential Pattern of 

Functional Brain Plasticity after Compassion and Empathy Training.” Social Cognitive 

and Affective Neuroscience 9, no. 6 (2014): 873–79. https://doi.org/10.1093/scan/nst060. 

 

Klimecki, Olga M., and Tania Singer. “Empathy and Compassion: A Neurobiological 

Perspective.” In The Oxford Handbook of Compassion Science, edited by Emma M. 

Seppälä et al., 109–22. New York: Oxford University Press, 2017. 

 

Komives, Susan R., Julie E. Owen, Susan D. Longerbeam, Felicia C. Mainella, and Laura 

Osteen. “Developing a Leadership Identity: A Grounded Theory.” Journal of College 

Student Development 46, no. 6 (2005): 593–611. https://doi.org/10.1353/csd.2005.0061. 

 

Kotter, John P. “Accelerate!” Harvard Business Review 90, no. 11 (2012): 45–58. 

 

Kuan, Teresa M. Mindful Compassion: A Guide to Metta Practice. Boston: Wisdom Publications, 

2020. 

 

Leadership Storybank. “Satya Nadella: The Quiet Transformer of Microsoft.” June 6, 2025. 

https://www.leadershipstorybank.com/satya-nadella-the-quiet-transformer-of-microsoft. 



  

133 

 

 

“Leading with Kindness: Why Strategic Leaders Are Reassessing Power Dynamics.” HRD 

Connect, July 20, 2025. https://www.hrdconnect.com/2025/07/20/leading-with-kindness-

why-strategic-leaders-are-reassessing-power-dynamics. 

 

Loeb Leadership. “The Role of Psychological Safety in Driving Innovation and Resilience.” 

March 24, 2025. https://loebleadership.com/the-role-of-psychological-safety-in-driving-

innovation-and-resilience. 

 

London, Manuel. “Causes and Consequences of Adaptive Leadership: A Model of Leaders’ 

Rapid Responses to Unexpected Events.” Psychology of Leaders and Leadership 26, no. 

1 (2023): 22–43. https://doi.org/10.1037/mgr0000136. 

 

MacIntyre, Alasdair. After Virtue. 3rd ed. Notre Dame, IN: University of Notre Dame Press, 

2007. 

 

Manby, Joel. Love Works: Seven Timeless Principles for Effective Leaders. Grand Rapids, MI: 

Zondervan, 2012. 

 

Mandela, Nelson. Long Walk to Freedom: The Autobiography of Nelson Mandela. Boston: Little, 

Brown, 1994. 

 

Mann, Kiran. “The Compassionate Leader: Using Kindness to Build Stronger Teams.” Forbes, 

September 3, 2025. 

https://www.forbes.com/councils/forbescoachescouncil/2025/09/03/the-compassionate-

leaders-playbook-using-kindness-to-build-stronger-teams. 

 

Mbiti, John S. African Religions and Philosophy. 2nd ed. Oxford: Heinemann, 1990. 

 

McKinsey & Company. “It’s Cool to Be Kind: The Value of Empathy at Work.” McKinsey Talks 

Talent Podcast, February 28, 2024. https://www.mckinsey.com/capabilities/people-and-

organizational-performance/our-insights/its-cool-to-be-kind-the-value-of-empathy-at-

work. 

 

———. “Psychological Safety and the Critical Role of Leadership Development.” McKinsey & 

Company, February 2021. https://www.mckinsey.com/capabilities/people-and-

organizational-performance/our-insights/psychological-safety-and-the-critical-role-of-

leadership-development. 

 

———. Unlocking Leadership Development Effectiveness. New York:  

McKinsey & Company, 2024. 

 

“Microsoft CEO Satya Nadella: How Empathy Sparks Innovation.” Knowledge at Wharton, 

February 22, 2018. https://knowledge.wharton.upenn.edu/article/microsoft-ceo-satya-

nadella-empathy-sparks-innovation/. 

 



  

134 

 

Mintzberg, Henry. “Managing.” Harvard Business Review 87, no. 7/8 (July–August 2009): 18–

24. 

 

Misner, Ivan. Givers Gain: The Philosophy of Business Networking. Birmingham, AL: BNI 

Global, 2000. 

 

Moffett, Christine. “The Power of Kindness in Leadership: My Lessons as a Tech Executive.” 

Christine Moffett (blog). Accessed March 6, 2026. https://christinemoffett.io/the-heart-of-

leadership-kindness-and-gratefulness-in-executive-decision-making. 

 

Nadella, Satya. Hit Refresh: The Quest to Rediscover Microsoft’s Soul—and Imagine a Better 

Future for Everyone. New York: Harper Business, 2017. 

 

Nalkur, Priya. “Love and Inclusion: Intersecting Pathways to Fulfillment.” Psychology Today, 

March 10, 2024. https://www.psychologytoday.com/us/blog/transforming-the-status-

quo/202403/love-and-inclusion-intersecting-pathways-to-fulfillment. 

 

Ncube, Lisa. “Ubuntu: A Transformative Leadership Philosophy.” Journal of Leadership Studies 

4, no. 3 (2010): 77–82. https://doi.org/10.1002/jls.20182. 

 

Neff, Kristin. Self-Compassion: The Proven Power of Being Kind to Yourself. New York: 

William Morrow, 2011. 

 

Negrov, Alexander. “Love as an Influence for Good in Leadership.” Theology of Leadership 

Journal 4, no. 1 (2021). 

 

Nhat Hanh, Thich. Interbeing: The Fourteen Mindfulness Trainings of Engaged Buddhism. Rev. 

ed. Berkeley, CA: Parallax Press, 1993. 

 

———. The Heart of the Buddha’s Teaching: Transforming Suffering into Peace, Joy, and 

Liberation. New York: Broadway Books, 1998. 

 

———. True Love: A Practice for Awakening the Heart. Boston: Shambhala, 2004. 

 

NHS England. L.O.T.U.S. Compassionate Leadership Framework and Toolkit. July 9, 2024. 

https://www.england.nhs.uk/north-west/nhs-north-west-professional-standards/growing-

compassion-in-professional-standards/. 

 

Northouse, Peter G. Leadership: Theory and Practice. 10th ed. Thousand Oaks, CA: SAGE 

Publications, 2022. 

 

Norwood, Staria. “The Power of Self Reflection in Leadership: A Path to Growth.” LinkedIn, 

February 20, 2025. https://www.linkedin.com/pulse/power-self-reflection-leadership-

path-growth-impact-staria-norwood-yjckc?tl=en. 

 



  

135 

 

Nouwen, Henri J. M. The Way of the Heart: Connecting with God Through Prayer, Wisdom, and 

Silence. New York: HarperCollins, 1991. 

 

Nussbaum, Martha C. Frontiers of Justice: Disability, Nationality, Species Membership. 

Cambridge, MA: Harvard University Press, 2006. 

 

Nygren, Anders. Agape and Eros. Translated by Philip S. Watson. Philadelphia: Westminster 

Press, 1953. 

 

Oord, Thomas Jay. The Nature of Love: A Theology. St. Louis, MO: Chalice Press, 2010. 

 

Pansini, Martina, et al. “Measuring Compassion in the Workplace: A Systematic Literature 

Review.” TPM – Testing, Psychometrics, Methodology in Applied Psychology 31, no. 4 

(2024): 599–622. https://www.tpmap.org/wp-content/uploads/2024/12/13.pdf. 

 

Peck, M. Scott. The Road Less Traveled. New York: Simon & Schuster, 1978. 

 

Pfeffer, Jeffrey. Dying for a Paycheck: How Modern Management Harms Employee Health and 

Company Performance—And What We Can Do About It. New York: Harper Business, 

2018. 

 

———. Leadership BS: Fixing Workplaces and Careers One Truth at a Time. New York: Harper 

Business, 2015. 

 

Philopedia. “Ubuntu Philosophy.” Accessed March 6, 2026. 

https://philopedia.org/traditions/ubuntu-philosophy. 

 

Plato. Republic. Translated by G. M. A. Grube. Revised by C. D. C. Reeve. Indianapolis: 

Hackett, 1992. 

 

Pommier, Elizabeth, Kristin D. Neff, and István Tóth-Király. “The Development and Validation 

of the Compassion Scale.” Assessment 27, no. 1 (2020): 21–39. 

https://doi.org/10.1177/1073191119874108. 

 

Post, Jennifer. “How to Develop Policies Regarding Workplace Romances.” Risk Management 

Magazine, October 4, 2024.  

https://www.rmmagazine.com/articles/article/2024/10/04/how-to-develop-policies-

regarding-workplace-romances. 

 

Prummer, Katharina, et al. “The Role of Mentoring in Developing Leaders’ Emotional 

Intelligence: Exploring Mentoring Types, Emotional Intelligence, Organizational Factors, 

and Gender.” Frontiers in Education 9 (2024). 

https://doi.org/10.3389/feduc.2024.1393660. 

 

 

 



  

136 

 

Raimi, Lukman, Ashok Patel, and Ismail Adelopo. “Corporate Social Responsibility, Waqf 

System and Zakat System as Faith-Based Model for Poverty Reduction.” World Journal 

of Entrepreneurship, Management and Sustainable Development 10, no. 3 (2014): 228–

42. https://doi.org/10.1108/WJEMSD-09-2013-0052. 

 

Ramachandran, Sunder, et al. “Whither Compassionate Leadership? A Systematic Review.” 

Management Review Quarterly 74 (2024): 1473–1557. https://doi.org/10.1007/s11301-

023-00340-w. 

 

Randstad. Workplace Trends Report 2024. Amsterdam: Randstad, 2024. 

 

Rawls, John. A Theory of Justice. Cambridge, MA: Harvard University Press, 1971. 

 

———. “Justice as Fairness.” The Philosophical Review 67, no. 2 (1958): 164–94. 

https://www.jstor.org/stable/2182612. 

 

Rego, R. R., et al. “Leader Compassion and Employee Creativity: The Role of Psychological 

Safety.” Journal of Business Research 123 (2021): 14–25. 

 

Resendiz, Stephanie M., et al. “Psychological Safety in Interdisciplinary Teams: How Leadership 

Behaviors Empower Teams.” Frontiers in Psychology 17 (2026): 1768461. 

https://doi.org/10.3389/fpsyg.2026.1768461. 

 

Robbins, Mel. The 5 Second Rule: Transform Your Life, Work, and Confidence with Everyday 

Courage. Carlsbad, CA: Savio Republic, 2017. 

 

Rosenberg, Marshall. Nonviolent Communication: A Language of Life. 3rd ed. Encinitas, CA: 

Puddle Dancer Press, 2015. 

 

Rupprecht, Silke, et al. “Mindful Leader Development: How Leaders Experience the Effects of 

Mindfulness Training on Leader Capabilities.” Frontiers in Psychology 10 (2019): 1081. 

https://doi.org/10.3389/fpsyg.2019.01081. 

 

Salzberg, Sharon. Lovingkindness: The Revolutionary Art of Happiness. Boston: Shambhala, 

1995. 

 

Sanders, Tim. Saving the World at Work: What Companies and People Can Do to Help Make the 

Planet a Better Place. New York: Random House, 2008. 

 

Sansó, Noemí, et al. “The Measurement of Compassionate Leadership: Adaptation and Spanish 

Validation of the Compassionate Leadership Self-Reported Scale.” Scandinavian Journal 

of Caring Sciences 36, no. 4 (2022): 1165–79. https://doi.org/10.1111/scs.13079. 

 

Scandura, Terri A. “Leader–Member Exchange (LMX) Research: Accomplishments and Future 

Challenges.” Leadership Quarterly 10, no. 1 (1999): 25–32. 

 



  

137 

 

Scandura, Terri A., and Gerald R. Brandes. “Leader–Member Exchange and Organizational 

Justice.” In The Oxford Handbook of Organizational Justice, edited by Jerald Greenberg 

and Jason A. Colquitt, 293–312. New York: Oxford University Press, 2005. 

 

Schein, Edgar H., and Peter A. Schein. Humble Leadership: The Power of Relationships, 

Openness, and Trust. Oakland, CA: Berrett-Koehler, 2018. 

 

———. Organizational Culture and Leadership. 5th ed. Hoboken, NJ: Wiley, 2017. 

 

Sear, Korngleng. “Leadership and Personal Growth: Strategies for Becoming a Better Leader.” 

Cambodian Journal of Educational Research 5, no. 1 (2025): 111–32. 

https://doi.org/10.62037/cjer.2025.05.01.03. 

 

Sen, Amartya. The Idea of Justice. Cambridge, MA: Harvard University Press, 2009. 

 

Serrano, Miguel. C. G. Jung and Hermann Hesse: A Record of Two Friendships. Zurich: Daimon 

Verlag, 2020. 

 

Shore, Lynn M., et al. “Inclusion and Diversity in Work Groups: A Review and Model for Future 

Research.” Journal of Management 37, no. 4 (2011): 1262–89. 

 

Shuck, Brad. “Compassionate Leader Behavior Index (CLBI): Compassionate Leadership Scale 

(question set and permissions).” University of Louisville Center for Positive Leadership 

(2022). https://positiveleadership.louisville.edu/wp-content/uploads/2023/10/2022-

Compassionate-Leadership-Scale. 

 

Siegel, Daniel J. Aware: The Science and Practice of Presence. New York: Tarcher Perigee, 

2018. 

 

Sinek, Simon. Leaders Eat Last: Why Some Teams Pull Together and Others Don’t. New York: 

Portfolio, 2014. 

 

Singer, Tania, and Olga M. Klimecki. “Empathy and Compassion.” Current Biology 24, no. 18 

(2014): R875–R878. https://doi.org/10.1016/j.cub.2014.06.054. 

 

Sipondo, Abongile. “Ubuntu Ethical Leadership in the African Public Sector.” International 

Journal of Public Leadership 21, no. 2 (2025): 140–54. 

 

Slemp, Elizabeth M., Aaron J. Jetten, and Nikos Ntoumanis. “Leader Autonomy Support in the 

Workplace: A Meta-Analytic Review.” Motivation and Emotion 42 (2018): 706–24. 

https://doi.org/10.1007/s11031-018-9698-y. 

 

Small, Cherise, and Charlene Lew. “Mindfulness, Moral Reasoning and Responsibility: Towards 

Virtue in Ethical Decision-Making.” Journal of Business Ethics 169 (2021): 103–17. 

https://doi.org/10.1007/s10551-019-04272-y. 

 



  

138 

 

Society for Human Resource Management (SHRM). “Code of Ethics.” Amended April 24, 2023. 

https://www.shrm.org/legal/bylaws-and-code-of-ethics/code-of-ethics. 

 

———. “Love, Ambition, or Both? New SHRM Research Reveals the Motivations Behind 

Workplace Romance.” Press release, February 11, 2025. 

https://www.shrm.org/about/press-room/love--ambition--or-both--new-shrm-research-

reveals-the-motivations-behind-workplace-romances. 

 

Somasegar, S. “Soma”. “10 Years into Nadella’s Run, Microsoft Is a Company Transformed.” 

Geek Wire, February 1, 2024. https://www.geekwire.com/2024/microsofts-resurgence-

reflecting-on-satya-nadellas-leadership-a-decade-after-he-became-ceo/. 

 

Sott, Michele Kremer, and Mariluza Sott Bender. “The Role of Adaptive Leadership in Times of 

Crisis: A Systematic Review and Conceptual Framework.” Merits 5, no. 1 (2025): 1–25. 

https://doi.org/10.3390/merits5010002. 

 

Spencer Stuart. CEO Transitions 2024. Chicago: Spencer Stuart, 2024. 

 

Stanier, Michael Bungay. The Coaching Habit: Say Less, Ask More & Change the Way You Lead 

Forever. Toronto: Box of Crayons Press, 2016. 

 

Stanley, Andy. Feelin’ It. Part 3 of the Staying in Love series. North Point Community Church, 

May 17, 2009. https://northpoint.org/messages/staying-in-love/feelin-it. 

 

Summers, Jeff. “Psychological Safety: The Foundation of High Performing Workplaces.” Genos 

North America, November 17, 2025. 

https://www.genosnorthamerica.com/article/psychological-safety. 

 

Tenschert, Julia, Marco Furtner, and Mike Peters. “The Effects of Self-Leadership and 

Mindfulness Training on Leadership Development: A Systematic Review.” Management 

Review Quarterly 75 (2025): 2811–62. https://doi.org/10.1007/s11301-024-00448-7. 

 

Teresa, Mother. No Greater Love. Novato, CA: New World Library, 1997. 

 

The Mishnah. Translated by Herbert Danby. Oxford: Oxford University Press, 1933. 

 

Thornton, Patricia H., and William Ocasio. “Institutional Logics.” In The SAGE Handbook of 

Organizational Institutionalism, edited by Royston Greenwood et al., 99–129. Los 

Angeles: SAGE, 2008. 

 

Thurman, Howard. Jesus and the Disinherited. Boston: Beacon Press, 1996. 

 

———. Meditations of the Heart. Boston: Beacon Press, 1999. 

 

Tourish, Dennis. The Dark Side of Transformational Leadership: A Critical Perspective. 

London: Routledge, 2013. 



  

139 

 

 

Townes, Emilie M. Womanist Ethics and the Cultural Production of Evil. New York: Palgrave 

Macmillan, 2006. 

 

Treviño, Linda K., Michael E. Brown, and Laura Pincus Hartman. “A Qualitative Investigation 

of Perceived Executive Ethical Leadership: Perceptions from Inside and Outside the 

Executive Suite.” Human Relations 56, no. 1 (2003): 5–37. 

 

Trzeciak, Stephen, Anthony Mazzarelli, and Emma Seppälä. “Leading with Compassion Has 

Research-Backed Benefits.” Harvard Business Review, February 27, 2023. 

https://hbr.org/2023/02/leading-with-compassion-has-research-backed-benefits. 

 

Tutu, Desmond. No Future Without Forgiveness. New York: Doubleday, 1999. 

 

Tutu, Desmond, and Mpho Tutu. The Book of Forgiving: The Fourfold Path for Healing 

Ourselves and Our World. New York: Harper One, 2014. 

 

Tzortzaki, Alexia Mary. “Developing Compassionate Self-Leadership: A Conceptual Framework 

for Leadership Effectiveness in the Digital Age.” Journal for Global Business 

Advancement 15, no. 3 (2022): 272–96. https://doi.org/10.1504/JGBA.2022.10053632. 

 

Ughulu, John. “Leadership Mindset: Why an Organization Cannot Grow Beyond the Mindset of 

Its Leader.” International Journal of Economics, Business and Management Research 9, 

no. 4 (April 2025): 159–78. 

https://ijebmr.com/uploads/pdf/archivepdf/2025/IJEBMR_1583.pdf. 

 

Uhl-Bien, Mary, Russ Marion, and Bill McKelvey. “Complexity Leadership Theory: Shifting 

Leadership from the Industrial Age to the Knowledge Era.” The Leadership Quarterly 18, 

no. 4 (2007): 298–318. https://doi.org/10.1016/j.leaqua.2007.04.002. 

 

UNESCO. Global Education Monitoring Report 2024. Paris: UNESCO, 2024. 

 

UNHCR. Global Trends: Forced Displacement in 2024. Geneva: UNHCR, 2025. 

https://www.unhcr.org/sites/default/files/2025-06/global-trends-report-2024.pdf. 

 

UN Women. Progress on the Sustainable Development Goals: Gender Snapshot 2024. New 

York: UN Women, 2024. 

 

Uppsala Conflict Data Program. UCDP Yearbook 2024. Uppsala: Uppsala University, 2024. 

 

U.S. Department of the Army. Army Leadership and the Profession. Army Doctrine Publication 

(ADP) 622. Washington, DC: Department of the Army, 2019. 

https://www.usarcent.army.mil/Portals/1/Documents/regs/ADP_6-

22_Army%20Leadership%20And%20The%20Profession%20July2019.pdf. 

 



  

140 

 

Vieten, Cassandra, et al. “Measures of Empathy and Compassion: A Scoping Review.” PLOS 

ONE 19, no. 1 (January 19, 2024): e0297099. 

https://doi.org/10.1371/journal.pone.0297099. 

 

Vroom, Victor H., and Arthur G. Jago. The New Leadership: Managing Participation in 

Organizations. Englewood Cliffs, NJ: Prentice Hall, 1988. 

 

Vroom, Victor H., and Philip W. Yetton. Leadership and Decision Making. Pittsburgh: University 

of Pittsburgh Press, 1973. 

 

Weddle, Brooke, Aaron De Smet, and Chris Gagnon. The Organization of the Future: Enabled 

by Gen AI, Driven by People. New York: McKinsey & Company, 2023. 

https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-

insights/organization-of-the-future. 

 

Wellbeing Research Centre, University of Oxford. World Happiness Report 2024. Oxford: 

Wellbeing Research Centre, 2024. https://files.worldhappiness.report/WHR24.pdf. 

 

West, Michael. Compassionate Leadership: Sustaining Wisdom, Humanity and Presence in 

Health and Social Care. London: Swirl Press, 2022. 

 

———. “Teamworking, Psychological Safety and Compassionate Leadership.” NHS Employers, 

October 15, 2021. https://www.nhsemployers.org/articles/teamworking-psychological-

safety-and-compassionate-leadership. 

 

West, Michael, and Rachna Chowla. “Compassionate Leadership for Compassionate Health 

Care.” In Compassion: Concepts, Research and Applications, edited by Paul Gilbert. 

London: Routledge, 2017. https://doi.org/10.4324/9781315564296-14. 

 

Wheatley, Margaret J. Leadership and the New Science. San Francisco: Berrett-Koehler, 2006. 

 

———. Who Do We Choose to Be? Facing Reality, Claiming Leadership, Restoring Sanity. 

Oakland, CA: Berrett-Koehler, 2017. 

 

Wilson, Kelly G., and Troy DuFrene. Mindfulness for Two: An Acceptance and Commitment 

Therapy Approach to Mindfulness in Psychotherapy. Oakland, CA: New Harbinger, 

2009. 

 

Wood, Wendy, and Dennis Rünger. “Psychology of Habit.” Annual Review of Psychology 67 

(2016): 289–314. https://doi.org/10.1146/annurev-psych-122414-033417. 

 

Woolley, Lydia, Arran Caza, and Lester Levy. “Authentic Leadership and Follower 

Development: Psychological Capital, Positive Work Climate, and Gender.” Journal of 

Leadership & Organizational Studies 18, no. 4 (2011): 438–48. 

https://doi.org/10.1177/1548051810382013. 

 



  

141 

 

World Bank. Poverty and Shared Prosperity 2024. Washington, DC: World Bank, 2024. 

 

World Health Organization. COP28 Health Report: Climate Change and Health Outlook 2024. 

Geneva: WHO, 2024. 

 

Worline, Monica C., and Jane E. Dutton. Awakening Compassion at Work: The Quiet Power That 

Elevates People and Organizations. San Francisco: Berrett-Koehler, 2017. 

 

———. “Awakening Compassion in Organizations.” Annual Review of Organizational 

Psychology and Organizational Behavior 4 (2017): 277–303. 

https://doi.org/10.1146/annurev-orgpsych-031413-091221. 

 

Yu, Andrew, Fadel K. Matta, and Bryan Cornfield. “Is Leader-Member Exchange Differentiation 

Beneficial or Detrimental for Group Effectiveness? A Meta-Analytic Investigation and 

Theoretical Integration.” Academy of Management Journal 61, no. 3 (2018): 1158–88. 

https://doi.org/10.5465/amj.2016.1212. 

 

Yukl, Gary, and William L. Gardner. Leadership in Organizations. 10th ed. New York: Pearson, 

2020. 

 

 




