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[bookmark: _Toc60005386]Abstract
Little is known about compassionate leadership and the influence it has on employee engagement, task performance and organizational citizenship behaviours.  This study hypothesizes that a leader exhibits these compassionate leader behaviours will have intrinsic effects on followers’ professional behaviours.  Data were obtained from 32 participants using convenience sampling.  Results indicated that a) compassionate leader behaviours did not show statistically significant for demographic differences b) some compassionate leader behaviours have statistically significant and moderate correlation on employee engagement, task performance and organizational citizenship behaviours c) compassionate leadership has statistically significant and moderate correlation cofficient in employee engagement.  The results might show no statistical significance, but it shall not be construed as the absence of effect.  
Keywords: Compassionate leadership, wisdom, authenticity, purpose compassion, empathy, love.
[bookmark: _Toc60005387]Introduction
The study of compassionate leadership has become an important aspect of navigating in the turbulent and chaotic world amplified by the recent COVID 19 pandemics.  In the words of Shuck, et al (2019) that “the transformative power of compassion is critical to leader performance and has garnered increasing interest in business settings” (p. 537).  This aptly raises a succinct point on compassionate leadership research is that substantive contributions have been made toward the conceptual understanding of compassion, but not much empirical research has been carried out on the connection between compassion and leader performance (Shuck, et al., 2019).  The author shares the same view that aspiring leaders who develop compassionate leadership will reap immense benefits as leaders but more importantly, as a person.  For this study, the author intends to conduct the research in Hong Kong context.
This study sought to investigate the relationship of compassionate leader behaviour index (CLBI) to employee engagement (EE), task performance (TT) and organisational citizenship behaviours (OCB) and turnover intention (TI).  The compassionate leader behaviour index (CLBI) was administered along with external self-report measures commonly found in HRD research.  The research question for this study: what are the connections between compassionate leader behaviours and employee engagement, task performance, organisational citizenship behaviours and turnover intention?
[bookmark: _Toc60005388]Compassionate leadership
A compassionate leader could be seemed as soft for demonstrating their humanity.  Compassionate leaders are not weak because it takes a lot of courage for a person to be willing to put themselves in a vulnerable position.  Compassionate leadership is about making tough decisions with empathy.  A compassionate leader is comfortable of oneself to be authentic. (Grant, 2008)
Atkins and Parker (2012) define compassion as a process involving feeling and action. West and his team outlined the relationship of compassionate leaders and problem-solving through demonstration of four compassionate behaviours in attending, understanding, empathising, and helping that create a compassionate culture (West, et al., 2017).
Leader who exhibits wisdom, soul and spirituality will be a compassionate leader as they will be able to make sound decision that put people first from a compassion perspective. comparing to other leadership styles of achieving results with little respect to other living beings.
Holistically, compassionate leadership build on the competencies of a leader as identified in leadership theories but leading with compassion, empathy, love and understanding.
Compassionate leadership will look at current pandemic crisis differently by putting people first.  Their decisions will place more concerns for their people not just for publicity but genuinely care about their staff’s wellbeing, rather than company’s profitability.  
[bookmark: _Toc60005389]REsearch significance
The common culture in the commercial world is to play by the rules and stick to what had worked in the past, however Hong Kong is under tremendous stress under current pandemic environment.  There may be a significant economic disruption in near horizon.
Current literatures point out that most leadership styles focus on intelligence and the world needs more compassionate leaders (Zulueta, 2016).  This project is to study current approach from existing leadership theories to compassionate leadership.  Compassionate leadership framework moves away from deficit-based approach.  This conceptual framework is new and as such making the research more exciting and challenging at the same time.  A change of paradigm of this magnitude requires a different approach, a positive approach!    
The main output for this project is to perform quantitative research for understanding and advancing leadership and organisational development theories on compassionate leadership in Hong Kong context.  
Although there is plenty of literature on compassionate leadership, but there are not many empirical studies to address spontaneous demands and pressures from the commercial world (Shuck, et al., 2019).  There is also limited research on this topic conducted in Asia.  Researching on this topic may result in wider acceptance of compassionate leadership as a leadership development in Asian context that link acceptance of valuable tacit knowledge and commercially available academic knowledge. This output is to bridge expectation gaps between organisation’s wants, leaders’ expectations, and employees’ deliverables.    
This research aims to open dialogues in this field in leadership and organisational development by conducting quantitative research on compassionate leadership.
[bookmark: _Toc60005390]timeline
The time started upon received instruction to commence this pilot research.  This research had six stages focusing on critical element in each stage, which had to be conducted concurrently after taking into consideration in the short span of two and a half month period (Yin, 2003) .
Diagram 1: Research timeline

[bookmark: _Toc60005391]Method
This research intended to make a significant contribution to the compassionate leadership literature by substantiating compassionate leader behaviours have an association with employee engagement, task performance, organisational citizenship behaviours, and turnover intention using established scales.  The purpose of this research is not to develop a new set of scales for measuring compassionate leadership. 
In this research, convenience sampling was applied.  A questionnaire was prepared with established scales.  The questionnaire was electronically sent to 40 participants who were based and/or working in Hong Kong.  32 participants responded.  The response rate was 80%.  62.5% of the participants were male. Age range were 12.5% 25 to 35; 31.3% 36 to 45; 37.5% 46 to 55 and 18.8% above 55.  The participants were categorized by occupation as follows: 28.1% professional; 25% senior management; 34.4% mid/junior management and 12.5% self-employed.  
[bookmark: _Toc60005392]Measures
The questionnaire that contained the items for each variable are shown in appendix 1.
Shuck et al. (2019) paper on compassionate leader behaviours and connections to performance is the foundation of this study.
For this research, only established scales are used for measuring outcomes.  This research measures with established scales from compassionate leader behaviour index developed by Shuck et al. (2019) and external self-report measures namely ISA Engagement Scale from Soane et al. (2012), task performance 5-item scale from Jansen and Van Yperen (2004), and organisational citizenship behaviours adapted from 8 item scale by Lee and Allen (2002). The battery of measurements is incorporated into one questionnaire in the format of 5 points Likert scale from “strongly agree” to “strongly disagree”.
Shuck et al. (2019) CLBI is a framework that contained “six emergent themes (a) empathy, (b) integrity, (c) presence, (d) dignity, (e) authenticity, and (f) accountability” (p. 543).  Each component carries four questions so there is a total of twenty-four questions for CLBI.  The scale ranged from 1 (‘strongly disagree’) to 5 (‘strongly agree’).
ISA engagement scale is developed to test the multi-dimensional nature of engagement.  ISA is the acronym for intellectual engagement, social engagement, and affective engagement.  This scale proposed specified functional roles that provides an emphasis for engagement. (Soane, et al., 2012).  The scale ranged from 1 (‘strongly disagree’) to 5 (‘strongly agree’).
Hypothesis 1: CLBI will be positively correlated with self-assessed employee engagement.
The scale for Task performance (TP) is used to assess individual performance.  This scale is based on 5 points in-job performance scale developed by Janssen and Van Yperen (2004).   In-job performance can be defined as “the proficiency with which employees carry out their work activities and work roles appear to be an important individual source of variation in job performance” (Janssen & Yperen, 2004, p. 370). The response scale ranged from 1 (‘strongly disagree’) to 5 (‘strongly agree’).
Hypothesis 2: CLBI will be positively correlated with self-assessed task performance.
Organisational citizenship behaviours (OCB) scale is an eight-item scale developed by Lee and Allen (2002).  The scale used in this research is specifically for measuring organisational citizenship behaviours related to organisation (OCBO).  The response scale ranged from 1 (‘strongly disagree’) to 5 (‘strongly agree’).
Hypothesis 3: CLBI will be positively correlated with self-assessed OCB.
Turnover Intention (TI) scale is a two-item scale developed by Boroff and Lewin (1997).  This scale measures “the degree to which an employee intends to leave (exit) the firm” (p. 56).  The response scale ranged from 1 (‘strongly disagree’) to 5 (‘strongly agree’).
Hypothesis 4: CLBI will be negatively correlated with self-assessed turnover intention.
For this research, the independent and dependent variables are measured separately by placing them in different section in the questionnaire.
[bookmark: _Toc60005393]Results 
For this research, no confirmatory factor analysis (CFA) or exploratory factor analysis (EFA) were conducted to assess the construct validity of the scales nor analyse whether CLBI is distinct from EE, TT, OCB, and TI due to small sample size.
Descriptive statistics and correlations
Table 1 presents the descriptive statistics and inter-item correlations for the CLBI components.  The average scores ranged from 3.31 (SD = 0.93; item 9: My leader makes time to really listen to me.) to 3.97 (SD = 0.70; item 14: My leader acknowledges the work that I do.), indicating that participants generally acknowledged their leaders exhibited compassionate leader behaviours.  Average Median for all items were 3.63, suggesting that participants acceded to the constructs about compassionate leadership.  Each CLBI component has 4 questions.
Table 1. Descriptive statistics of compassionate leader behaviour index (CLBI) scale
	Component
	Item
	Mean
	Std. Deviation
	Inter-Total Correlation

	


Empathy
	1. “My leader understands my perspective.”
	3.59
	.798
	.659

	
	2. “My leader responds to me in a way that conveys he/she cares about me.”
	3.66
	.865
	.615

	
	3. “My leader is able to empathize with situations that challenge me.”
	3.50
	.842
	.344

	
	4. “My leader demonstrates empathy by putting him/herself in my shoes when dealing with situations.”
	3.47
	.842
	.551

	



Integrity
	5. “My leader can be trusted to be honest with me.”
	3.47
	.803
	.659

	
	6. “My leader does what they say they are going to do.”
	3.50
	.803
	.447

	
	7. “My leader has strong principles that guide their approach.”
	3.56
	.948
	.628

	
	8. “My leader demonstrates integrity by upholding company values even when it is difficult.”
	3.56
	.801
	.372

	



Presence
	9. “My leader makes time to really listen to me.”
	3.31
	.931
	.663

	
	10. “My leader stays present in the moment when we are working.”
	3.59
	.798
	.423

	
	11. “My leader focuses on what  I am saying.”
	3.38
	.793
	.534

	
	12. “My leader listens without distractions.”
	3.34
	.745
	.262

	


Dignity
	13. “My leader treats me with respect.”
	3.97
	.695
	.574

	
	14. “My leader acknowledges the work that I do.”
	3.94
	.801
	.607

	
	15. “My leader recognizes the unique contributions I make.”
	3.84
	.677
	.447

	
	16. “My leader treats me in a ways that uphold my dignity.”
	3.84
	.574
	.590

	



Authenticity
	17. “My leader expresses himself/herself in a genuine way.”
	3.66
	.701
	.692

	
	18. “My leader encourages me to truly be myself by modelling the behaviour they want me to demonstrate.”
	3.44
	.914
	.465

	
	19. “My leader works in harmony with their values and beliefs.”
	3.53
	.915
	.647

	
	20. “My leader promotes openness in their work relationship.”
	3.69
	.780
	.520

	



Accountability
	21. “My leader holds me accountable for my work.”
	3.88
	.609
	.514

	
	22. “My leader defines my work expectations clearly.”
	3.38
	.907
	.618

	
	23. “My leader provides helpful feedback about the quality of my work.”
	3.53
	.718
	.576

	
	24. “My leader addresses difficult issues quickly.”
	3.50
	.880
	.608



Table 2 poses the means, standard deviations, and Cronbach’s alpha for each scale.  All scales exhibited acceptable internal reliabilities above 0.60.  As reported for all scales, average results were ranged from 2.94 (SD = 1.06) for TI to 3.95 (SD = 0.47) for task performance.   This is further indication that compassionate leader behaviours have a positive relationship with employee engagement, task performance, OCB, and a negative relationship with turnover intention. 
Table 2. Means, standard deviations, Cronbach’s alpha
	
	Alpha
	M
	SD

	1. CLBI_1
Empathy
	0.75
	3.56
	0.63

	2. CLBI_2
Integrity
	0.71
	3.52
	0.62

	3. CLBI_3
Presence
	0.67
	3.41
	0.58

	4. CLBI_4
Dignity
	0.81
	3.90
	0.55

	5. CLBI_5
Authenticity
	0.77
	3.58
	0.64

	6. CLBI_6
Accountability
	0.73
	3.57
	0.59

	7. EE
Employee Engagement
	0.86
	3.88
	0.50

	8. TT
Task Performance
	0.70
	3.95
	0.47

	9. OCB
Organisational 
Citizenship
Behaviours
	0.69
	3.74
	0.56

	10. TI
Turnover Intention
	0.85
	2.94
	1.06



Table 3 reports the inter-scale correlations and p value showing the anticipated direction of correlation and statistically significance at the p < 0.05 level among compassionate leader behaviours, employee engagement, task performance, organisational citizenship behaviours and turnover intention.  The measure of CLBI_2 was significantly correlated to EE and TI, CLBI_5 was significantly correlated to EE and CLBI_6 was significantly correlated to OCB. Turnover intention was negatively correlated with CLBI_1 to CLBI_6, which was an anticipated outcome.  Overall, participants agreed that their leader displayed compassionate leader behaviours toward employee engagement. Correlations ranged from moderately positive (0.51) to moderately negative (-0.36).  As predicted, TI was negatively correlated to the other variables.
Table 3: Inter-scale correlation and sig. (2 tailed)
	
	
	EE
	TT
	OCB
	TI

	1. CLBI_1 
Empathy
	r
p
	           0.24
0.18
	0.19
0.29
	0.30
0.10
	-0.21
0.26

	2. CLBI_2
Integrity
	r
p
	   0.51**
0.00
	0.00
0.98
	0.28
0.13
	-0.36**
0.04

	3. CLBI_3 
Presence
	r
p
	-0.13
0.94
	0.05
0.79
	0.12
0.53
	-0.17
0.34

	4. CLBI_4 
Dignity
	r
p
	0.17
0.35
	0.21
0.26
	0.34
0.06
	-0.25
0.18

	5. CLBI_5 
Authenticity
	r
p
	0.41*
0.02
	-0.15
0.42
	0.14
0.44
	-0.27
0.13

	6. CLBI_6 Accountability
	r
p
	0.34
0.06
	0.17
0.36
	0.38*
0.03
	-0.32
0.08


**. Correlation is significant at the 0.01 level (2-tailed)
 *. Correlation is significant at the 0.05 level (2-tailed)
[bookmark: _Toc60005394]Test of hypotheses
The hypotheses for this research are that CLBI is positively associated with employee engagement, task performance, OCB while negatively associated with turnover intention.   This was tested using Pearson correlation analysis using IBM SPSS.  
CLBI consists six components: (a) empathy, (b) integrity, (c) presence, (d) dignity, (e) authenticity, and (f) accountability with Cronbach’s alpha >0.6.  A composite score was created for each component from CLBI_1 to CLBI_6.  All subsequent analysis in this research used these six composite scores.  Composite scores were created separately for EE, TT, OCB, and TI.
The composite scores were used to test the correlations between variables.  CLBI_1 Empathy, CLBI_3 Presence and CLBI_4 Dignity appeared to have moderate correlations with EE, TT, OCB, and TI in this research.  CLBI_2 Integrity indicated strong correlations with EE (0.51; sig 0.00) and TI (-0.34; sig 0.04) with statistically significance at 0.01 level (2-tailed).  CLBI_5 Authenticity has a strong correlation with EE (0.41; sig 0.02) and CLBI_6 Accountability has a strong correlation with OCB (0.38; sig 0.03) that are statistically significance at 0.05 level (2-tailed).  
This research hypothesised that compassionate leadership would have a positive, direct effect on employee engagement, task performance, OCB, but a negative, direct effect on turnover intention.  The overall results supported the hypotheses and thus rejected the null hypotheses.
Table 4: Test of Hypotheses
	Hypothesis
	Standardised beta and p
	Result

	Hypothesis 1: CLBI will be positively correlated with self-assessed employee engagement.
	β = 0.34
p = 0.05
	Supported

	Hypothesis 2: CLBI will be positively correlated with self-assessed task performance.
	β = 0.08
p = 0.67
	Not supported

	Hypothesis 3: CLBI will be positively correlated with self-assessed OCB.
	β = 0.33
p = 0.07
	Not supported

	Hypothesis 4: CLBI will be negatively correlated with self-assessed turnover intention.
	β = -0.34
p = 0.05
	Supported



Gender
There are two separate groups (1 = male and 2 = female) under “Gender” and independent from each other.  In table 4, it reported the results from independent sample t-test conducted to analyse the relationships between gender and CLBI.  The Levin’s test for equality of variances ranged from CLBI_3 was 0.21 to CLBI_2 was 0.99, which was >0.05, therefore the data on the top row with equal variances assumed was used for analysis.  As reported, t-test value ranged between -0.54 to 1.25 and p value is >0.05.  The effect sizes based on Cohen’s d ranged from -0.20 to 0.46.  The null hypothesis that gender has no direct association with CLBI cannot be rejected as it did not fall into the rejection region. 
Table 5: Independent sample t-test for Gender
	Equal variance assumed
	t
	df
	Sig. (2-tailed)
	Effect Size (Cohen’s d)

	1. CLBI_1
Empathy
	1.25
	30
	0.22
	0.46

	2. CLBI_2
Integrity
	1.06
	30
	0.30
	0.39

	3. CLBI_3
Presence
	-0.54
	30
	0.59
	-0.20

	4. CLBI_4
Dignity
	0.51
	30
	0.61
	0.19

	5. CLBI_5
Authenticity
	0.11
	30
	0.92
	0.04

	6. CLBI_6
Accountability
	0.99
	30
	0.33
	0.36



Age
There are four separate groups (1 = 25 to 35, 2 = 36 to 45, 3 = 46 to 55 and 4 = female) under “Age”.  A one-way Anova test was conducted to analyse the relationships between age and CLBI variables.  The Levin’s tests of homogeneity of variance were >0.05 therefore it did not warrant post hoc testing.  The results revealed no significant differences on age association with CLBI variables, CLBI_1 (F(3,28) = 1, p = 0.41, η2p = 0.10), CLBI_2 (F(3,28) = 1.58, p = 0.22, η2p = 0.15), CLBI_3 (F(3,28) = 0.91, p = 0.45, η2p = 0.09), CLBI_4 (F(3,28) = 1.01, p = 0.40, η2p = 0.10), CLBI_5 (F(3,28) = 0.13, p = 0.31, η2p = 0.12), CLBI_6 (F(3,28) = 1.48, p = 0.24, η2p = 0.14).
As reported, p values ranged between 0.22 to 0.45, which is >0.05.  The effect sizes based on η2p ranged from 0.09 to 0.14.  The null hypothesis that age has no direct association with CLBI cannot be rejected as it did not fall into the rejection region. 
Occupation
There are four separate groups (1 = Professional, 2 = Senior Management, 3 = Junior/Mid Management, 4 = Self Employed and 5 = Others) under “Occupation”.  A one-way Anova test was conducted to analyse the relationships between occupation and CLBI variables.  The Levin’s tests of homogeneity of variance for CLBI_2 to CLBI_5 was >0.05 and not significant except CLBI_1 = 0.02, which warranted Welch Anova and post hoc testing applying Games-Howell to be conducted for CLBI_1.  The results revealed no significant differences on occupation association with CLBI variables, CLBI_1 (F(3,28) = 3.24, p = 0.07, η2p = 0.20), CLBI_2 (F(3,28) = 1.68, p = 0.19, η2p = 0.15), CLBI_3 (F(3,28) = 0.91, p = 0.45, η2p = 0.09), CLBI_4 (F(3,28) = 1.13, p = 0.35, η2p = 0.11), CLBI_5 (F(3,28) = 0.69, p = 0.57, η2p = 0.07), CLBI_6 (F(3,28) = 0.87, p = 0.47, η2p = 0.09).  Post hoc testing revealed no significance differences between different occupations. 
As reported, p values ranged between 0.22 to 0.45, which are >0.05, therefore not statistically significance.  The effect sizes based on η2p ranged from 0.09 to 0.20.  The null hypothesis that age has no direct association with CLBI cannot be rejected as it did not fall into the rejection region.
[bookmark: _Toc60005395]Discussions 
The findings from this exercise provided relevant empirical evidence that this research set out to investigate.  This research lays the foundation for extending existing study of compassionate leadership in Hong Kong context.  It is not a comprehensive research but give an indication on the current awareness of compassionate leadership theory in Hong Kong.  This research is limited by time and resources.  
The author treated this research as a pilot test.  The questionnaire was sent to 40 people and the respond rate for this research was 80% at n = 32.    The author was cautious and conscious that this research was conducted without approval from the university’s ethic committee and therefore only sent the questionnaire to limited friends and colleagues to keep the research under control.  The small respond rate means there was no overpower in sample size.  This may have some effects on the results.
IBM SPSS can now generate estimated effect sizes when performing t-tests.  The various output provides an understanding on the effect sizes so that the true significance of this study is not clouded by only the mostly not statistically significance correlation and p value results possibly due to small sample size.
The null hypotheses were not rejected as the conditions in this research did not warrant rejection and this could be a Type 2 error based on the results from this research.   It is important to perform power analysis and effect size to determine if null hypothesis should be rejected.
The author reviewed the four parameters of power analysis, which were alpha, power (beta), sample size and effect size, to posit if there are values in pursuing the studying of compassionate leadership.
Table 6: Values of Effect Sizes and Their Interpretation
	Kind of Effect Size
	Small
	Medium
	Large

	r
	0.10
	0.30
	0.50

	d
	0.20
	0.50
	0.80

	η2p
	0.01
	0.06
	0.14

	f2
	0.02
	0.15
	0.35


Source: Cohen, J. (1992). A power primer.  Psychological Bulletin, 112, 155-159. doi:10.10370033-2909.112.1.155

The results look promising as hypotheses for standardised beta and p value for CLBI supported hypotheses that there is a relationship with EE and TI.  This is further supported by correlation testing conducted and the results show that CLBI_2 Integrity has connections with EE and TI, CLBI_5 Authenticity has a correlation with EE and CLBI_6 Accountability has a correlation with OCB.
The independent sample t-test performed on “Gender” generated an effect sizes based on Cohen’s d ranged from -0.20 to 0.46.  This range indicated that the effect size for “Gender” is close to medium.  While for “Age” and “Occupation”, the effect sizes based on partial eta squared (η2p) ranged from “0.09 to 0.14” and “0.09 to 0.20” respectively.  These ranges indicated that effect sizes are close to large.  Based on interpretation on the effect sizes applying Cohen’s d generated from Independent sample t-test and partial eta square from One Way Anova, it does indicate that this pilot test research on compassionate leadership reveals some significance. 
The power analysis is commonly conducted as a priori before the commencement of potential research.  The results from this research can be considered as post hoc power analysis and using the results from this pilot test as a priori for recommendation and design for next research on compassionate leadership.  
This leads to the discussion of the author’s conceptual Compassionate Leadership framework. Referring to the CLBI’s six components, where three components (Integrity, Authenticity and Accountability) indicated strong correlation with employee engagement, OCB, and turnover intention.  These three components have similarities to the components in the author’s conceptual compassionate leadership framework.
Compassion can be seen as a phenomenon.  The author wants to study and make sense of this phenomenon in a leadership context.  This phenomenon is a unique experience to every individual who responds to personal suffering (Lilius, et al., 2011).  The aims are to develop a complete, accurate clear and articulate description and understanding of compassionate leadership can benefit individuals and organisations.  The aims can be achieved through quantitative research’s data analysis on information collected from the participants.
Diagram 1: Conceptualising the Compassionate Leadership Framework
[image: ]
[bookmark: _Toc47273419]Wisdom (Knowledge + Experience)
Wisdom is an essential part in creating inner meaning for self-transcendence that is indispensable to leadership (McKenna, et al., 2009).  Aristotle pointed to interdependence of practical wisdom and moral virtue in leadership (Parellada, 2005).  
Wisdom has a critical role to play in compassionate leadership as it is required to make sound judgement especially in current pandemic situation.  There is a succinct difference between wisdom and intelligence.  Intelligent leaders may not have wisdom, but a wise leader will have intelligence.  Wisdom is multifaceted and intelligence is not the one and only requirement (Rani & Devi, 2017).   
Leader that does not exhibit wisdom (knowledge + experience) may be reflected in the decisions they make that may be detrimental to the company as they may not have the required mental ability in making sound judgement.  
Continuously learning and doing to accumulate knowledge and experience.
A compassionate leader would demonstrate that they have more than intelligence but also wisdom.  This construct can be demonstrated and measure by the quality and effectiveness of their decisions during times of uncertainty.  
[bookmark: _Toc47273420]Soul (Purpose)
The essence of purpose-driven leadership is much more focused on the rationale and purpose encompasses life’s meaning and indicates what one lives for one’s deepest aspirations (Cardona, et al., 2019).
A purpose provides not only a direction but a mission to achieve greatness in one’s life.  A leader without a purpose in life is like a ship without a rudder and unable to reach its destination or full potential.  
Leader that does not exhibit a soul (purpose) may make decisions that does not have a defined purpose to decide what may be best for the company.  Purpose is like a compass and loss of direction could be detrimental to a company resulting in its ability to survive during crisis.  A leader’s purpose is not developed or discovered overnight but a journey that requires a lot of efforts and forge through deep reflections.
Knowing oneself through years of reflections and understanding oneself to lead with a life that is purpose driven.
A compassionate leader can reflect deeply to discover their life passion and values that translate into a purpose-driven lifestyle. This construct can be observed from the passion and drive to making an impact in people and organisation.
[bookmark: _Toc47273421]Spirituality (Authenticity)
Authenticity is the free and natural expression of core feelings, motives, and inclinations (Kernis, 2003).  Leroy, Palanski and Simons (2012) observed that authentic leaders are more aware of the values that drive their decision so that the values align with their words and actions.
Authenticity is important in compassionate leadership because being authentic means a leader is not faking his behaviors but instead walking their talks.
Authenticity could be measured based on standardised scores on these components - leadership behaviours, future orientation, and ethical climate of the organisation (Jensen & Luthans, 2006).
Leader that does not exhibit spirituality (authenticity) may make decisions to benefit themselves as they might lack moral parameters and far remove from their own aspirations and values.  Other noticeable effects could be observed in their relationships with stakeholders.  Lack of authenticity results in relationship built on sand and not long lasting. 
Ability to face vulnerability in public domain.  Being authentic to build long lasting rapport and relationships.
A compassionate leader will demonstrate his authenticity when he is comfortable in drawing positive psychological capacities and encourage greater self-awareness and self-regulated positive behaviour.  Such leaders also possess positive attributes that have optimistic outlook (Jensen & Luthans, 2006).






Diagram 1: Purpose, Aims and Objectives  

[bookmark: _Toc47273411]Purpose
The purpose of this research is conceptualising a framework on Compassionate Leadership, with an intention to contribute to leadership and organisational development theory, and specialisation on this topic in Asian context.  
This research opens opportunities to conceptualise a framework on compassionate leadership and contribute to leadership and organisational development theories in Asian context.  Many leadership styles that have been recognised focus on the analytical power of leaders  (Cowen, 2018) but not many propagate to lead with the heart (McGovern, 2014).  A framework on Compassionate leadership is about connecting leaders with various stakeholders and making decisions from an empathy perspective  (West, et al., 2017).
[bookmark: _Toc47273412]Aim
The aim of this project is to conceptualise a compassionate leadership framework.  Currently, there are limited empirical studies on compassionate leadership (Shuck, et al., 2019).  The author notes that traditional leadership theories focus on charisma and intelligence while compassionate leadership focuses more on the empathy of leaders.  The goal of this project is focused on studying and understanding staff engagement and decision making under compassionate leadership, and the influence on leadership and organisational development.  
[bookmark: _Toc47273413]Objectives
The two objectives of this research are:
i) Understanding employee engagement issues faced by companies’ senior management in Hong Kong,
ii) Conceptualising a descriptive model exploring the influence of compassionate leadership that differ from traditional leaderships in a rapidly changing environment.   
There are currently limited literature as not much empirical studies are conducted on compassionate leadership in business and management context (Shuck, et al., 2019).  The author holds deep conviction that a compassionate leadership framework on developing compassionate leaders is necessary for the future.  It is important as the world is changing expeditiously, and many decisions make with empathy will be more appropriate than decisions make with intelligence.  This is an important contribution as this framework is driving towards leadership and organisational development in Asian context.  A literature on this framework can provide insights for further reference. (Creswell & Poth, 2014)
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Appendice
Appendix 1: Compassionate Leadership Questionnaire
Participant Info.

Compassionate Leadership Questionnaire


1. Gender
[image: ]  Male
[image: ] Female

2. Age Group
[image: ]  25 to 35
[image: ]  36 to 45
[image: ]  46 to 55
[image: ]  Above 55

3. Occupation
[image: ]  Professional
[image: ]  Senior Management  
[image: ]  Junior/Mid Management 
[image: ][image: ]  Self Employed
        Others

 (
1
)
Compassionate Leadership Scale (Shuck et al. (2019)

Compassionate Leadership Questionnaire

Please answer the following questions by indicating the extent to which you agree or disagree with how the statement describe the person you identify as your leader.
4. My leader understands my perspective.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

5. My leader responds to me in a way that conveys he/she cares about me.
   Strongly Disagree	          	         Disagree		      Neutral		Agree		 Strongly Agree

6. My leader is able to empathize with situations that challenge me.
   Strongly Disagree	                          Disagree		      Neutral		Agree		 Strongly Agree

7. My leader demonstrates empathy by putting him/herself in my shoes when dealing with situations.
   Strongly Disagree	                          Disagree		      Neutral		Agree		 Strongly Agree

8. My leader can be trusted to be honest with me.
     Strongly Disagree	         Disagree		      Neutral		Agree		 Strongly Agree

9. My leader does what they say they are going to do.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

10. My leader has strong principles that guide their approach.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

11. My leader demonstrates integrity by upholding company values even when it is difficult.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

12. My leader makes time to really listen to me.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

13. My leader stays present in the moment when we are working.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

14. My leader focuses on what I am saying.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

15. My leader listens without distractions.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

16. My leader treats me with respect.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

17. My leader acknowledges the work that I do.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

18. My leader recognizes the unique contributions I make.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

19. My leader treats me in a ways that uphold my dignity.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

20. My leader expresses himself/herself in a genuine way.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

21. My leader encourages me to truly be myself by modeling the behavior they want me to demonstrate.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

22. My leader works in harmony with their values and beliefs.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

23. My leader promotes openness in their work relationship.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

24. My leader holds me accountable for my work.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

25. My leader defines my work expectations clearly.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree



26. My leader provides helpful feedback about the quality of my work.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

27. My leader addresses difficult issues quickly.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

Employee Engagement (ISA Engagement Scale by Soane et al. (2012))

Compassionate Leadership Questionnaire

Please answer the following questions by indicating the extent to which you agree or disagree with how the statement describe level of engagement under your identified leader.
28. I focus hard on my work.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

29. I concentrate on my work.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

30. I pay a lot of attention to my work.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

31. I share the same values as my leader.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

32. I share the same work goals as my leader.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

33. I share the same work attitudes as my leader.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

34. I feel positive about my work.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

35. I feel energetic in my work.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

36. I am enthusiastic in my work.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

Task Performance (5-item scale from Jansen and Van Yperen (2004))

Compassionate Leadership Questionnaire

Please answer the following questions by indicating the extent to which you agree or disagree with how the statement describe task performance under your identified leader.
37. I always complete the duties specified in my job description.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

38. I meet all the formal performance requirements of the job.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

39. I fulfil all responsibilities required by my job.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

40. I never neglect aspects of the job that I am obligated to perform.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

41. I often fail to perform essential duties.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

Organizational Citizenship Behavior (adapted from 8 item scale by Lee and Allen (2002))

Compassionate Leadership Questionnaire

Please answer the following questions by indicating the extent to which you agree or disagree with how the statement described organizational citizenship behavior under your identified leader.
42. Attend functions that are not required but that help the organizational image.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

43. Offer ideas to improve the functioning of the organization.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

44. Take action to protect the organization from potential problems.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

45. Defend the organization when other employees criticize it.
     Strongly Disagree	          Disagree		      Neutral		Agree		 Strongly Agree

Intention To Quit (2 item scale by Boroff and Lewin (1997))

Compassionate Leadership Questionnaire

Please answer the following questions by indicating the extent to which you agree or disagree with how the statement described turnover intention under your identified leader.
46. During the next year, I will probably look for a new job outside my current employer.
     Strongly Disagree                Disagree		            Neutral		       Agree	           Strongly Agree

47. I am seriously considering quitting my current employer for an alternative employer.
     Strongly Disagree                Disagree		            Neutral		       Agree	           Strongly Agree



Purpose: To contribute to leadership and organisational development theories in Asian context. 


Aim - To conceptualise a framework


Objective - To understand compassionate leadership  through a conceptualised framework. 



Determine and define the research questions 


Design questionnaire


Send out questionnaire and collect data


Prepare report


Literature Review


   21 November to 28 December 2020


   27 November to 25 December 2020


Evaluate and analyse the data 


   21 November to 26 November 2020 


  15 November to 21 November 2020


  15 November to 25 December 2020


 15 November to 22 November 2020
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