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“Compassion might sound so�. But it’s actually hard — both 

difficult to master and essential in business. Compassionate Account-

ability is a bracing corrective to our misperceptions about this trait 

and a practical guide for deepening anyone’s leadership capabili-

ties.”

— Dan Pink, #1 New York Times bestselling author of �e 

Power of Regret, Drive, and To Sell is Human

“�e servant leadership movement just got a big boost with Dr. 

Regier’s new book, Compassionate Accountability. Nate captures the 

essence of what it means to lead others with humility and kindness 

while keeping a laser focus on results. If you are ready to upgrade 

your leadership mindset and skill set, this book is a must read!”

— Ken Blanchard, coauthor of �e New One Minute Man-

ager® and Servant Leadership in Action

“Nate Regier demystifies compassion in leadership and helps make 

it practical. �is is a fantastic playbook for helping change work from 

the inside out.”

— Sco� Shute, former Head of Mindfulness and Compas-

sion Programs at LinkedIn, author of �e Full Body Yes

“Tribes that have a just cause and purpose have a competitive advan-

tage in good and not-so-good times. Compassionate Accountability 

distills the essence of what ma�ers most and guides any leader, 

team, or company on how to build a culture that can flourish even 

during times of struggle.”

— Garry Ridge, Chairman Emeritus, WD-40 Company & 

�e Culture Coach



“As a student and teacher of compassionate leadership, I found 

Nate’s new book invaluable! Compassion can be so� or fierce; we 

can learn this and so much more from Nate's beautifully researched 

and wri�en book. ”

— Laurel Donnellan, Founder and CEO, Compassionate 

Leaders Circle

“Nate Regier makes the case that compassion and accountability 

belong in a duet, and teaches leaders very practically and elegantly 

how to live it. �is book brings together the world’s most talented 

and thought-provoking community on compassion and weaves 

their wisdom into the why and how as the chapters carry you along. 

Compassionate Accountability will be on my lifetime book shelf.

— Amy Balog, Principal and Founder, ConnextionPoint 

Services

”As a healthcare experience officer, I have witnessed first hand the 

struggle leaders face when trying to balance being compassionate 

and holding individuals accountable for outcomes.  As our work-

force shortages have increased over the pandemic, leaders are 

tempted to avoid accountability because they are afraid of losing 

more staff. Compassionate Accountability shows leaders a third way, a 

roadmap to turn things around.”

— Darlene Stone, Senior Vice President & Chief Experi-

ence Officer, Stormont Vail Health

“Compassionate Accountability provides a practical roadmap for 

human-centered leaders to build more caring, courageous, compas-

sionate, commi�ed teams. Leaders at any level will find easy-to-im-

plement approaches to lead for sustained influence and impact.”

— Karin Hurt, CEO, Let’s Grow Leaders



“Being compassionate and accountable has always been important, 

and never more so than right now, this moment in time and in the 

evolution of human beings. �is book is now on my recommended 

reading gi� list for family, clients and friends. Why? Cause this is just 

good stuff! If we take in the full depth and breadth of Dr. Regier’s 

wisdom, apply it, and live it in ways others can experience, we can all 

help create relationships and environments that transform our way 

of living.”

— Gloria Co�on, Sr. Partner, inQUEST Consulting

“Compassion and accountability may seem like opposite ends of the 

spectrum and by some definitions they are. However, you don’t 

need to choose between the two. Nate not only shows you why you 

must practice both leadership competencies, but also how to do it. 

�e results? You’ll achieve more than you ever imagined.”

— Elaine Biech, 2022 ISA �ought Leader, author of Skills 

for Career Success

“In a world that seems more focused on judging, blaming and fault 

finding, Nate’s approach is a breath of fresh air! If you are truly 

serious about transforming yourself, your team, your entire organi-

zation then Compassion Accountability is for you!”

— Jeff Hayes, President and CEO of �e Myers-Briggs 

Company

“Finally, leaders can stop trying to balance kindness with a�ention 

to results – they can have both without compromise. Nate Regier’s 

latest book is the anthem and roadmap for the next generation of 

servant leaders.”

— Jonathan Keyser, Founder of Keyser Real Estate 

Brokerage, #1 WSJ Best Selling Author of You Don’t Have 

To Be Ruthless to Win 



“Compassionate Accountability is the roadmap for building leader-

ship cultures that a�ract and retain the best talent and provide a 

competitive advantage.”

— Tacy M Byham, PhD, CEO, DDI and co-author of Your 

First Leadership Job

“If you are looking not only for the ‘Why’ for compassionate leader-

ship, but also the ‘How’, then Compassionate Accountability is a 

must-read. It includes many actionable steps to ‘up your game’ in 

compassion and get the results you seek.

— Stephen Trzeciak, MD, MPH, Professor, Chair & Chief 

of Medicine, Cooper University Health Care, Cooper 

Medical School of Rowan University Camden, New 

Jersey

“Compassionate Accountability is more than a book. It’s a vital 

resource that dispels the myth that compassion and accountability 

are oppositional and either/or concepts. With compelling stories, 

new research, and rich insights, Nate Regier does a masterful job of 

showing that compassion and accountability are most powerful 

when joined together.”

— Bill Treasurer, bestselling author of Courage Goes to 

Work: How to Build Backbone, Boost Performance, and Get 

Results



COMPASSIONATE 
ACCOUNTABILITY

How Leaders Build Connection  

and Get Results

N AT E  R E G I E R ,  P H D



v i i

CONTENTS

Foreword ix

Introduction 1

Part I: The Big Idea  

Compassionate Accountability

 1. �e Evolution of Compassion 9

 2. Compassion and Accountability Are Complementary 23

Part II: The Model 

The Compassion Mindset

 3. What Is the Compassion Mindset? 43

 4. �e Value Switch 55

 5. �e Capability Switch 83

 6. �e Responsibility Switch 99

Part III: Implementation 

Build Your Culture of Compassionate Accountability

 7. How to Build Your Culture of Compassionate  

 Accountability 129

 8. Case Studies 143



v i i i       C O N T E N T S

Part IV: Overcoming Barriers to Compassion

 9. Compassion Is Just for Bleeding Hearts 161

10. Compassion Creates Dependence 171

11. Compassion Is So� 185

12. Compassion Is Sel�ess 197

13. Compassion Can’t Be Learned 205

Appendix: �e Compassionate Accountability Assessment 215

Notes 223

Index 233

About the Author 241

About Next Element 243



9

C H A P T E R  1

THE EVOLUTION  

OF COMPASSION

I’VE BEEN exploring, studying, and teaching compassion my whole 

life. As a child, I lost track of how many times my parents admonished 

me by saying, “How would you feel if someone did that to you?” As I 

got a li�le older, the message changed to “Show some compassion” or 

“Walk a mile in their shoes.” I learned that compassion meant showing 

empathy and practicing the Golden Rule.

I grew up as a Mennonite missionary kid in Africa. My father was a 

farmer from Kansas who got an advanced degree in animal husbandry 

and sought to solve the problem of protein de�ciency among Congo-

lese tribes in tropical climates. My mother was a nurse, helping solve 

the problems of malnutrition, disease, and poor hygiene. I learned that 

compassion meant alleviating su�ering.

During my high school years in southern Africa in the 1980s, I saw 

�rsthand the injustice and violence of racism and apartheid. Nelson 

Mandela, who held a vision of reuniting South Africa under a truly 
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representative democracy, was in prison on Robben Island. I remem-

ber struggling with the paci�st teachings of my Mennonite faith. How 

could I respond to violence with kindness when everything is unjust 

and evil? When I turned eighteen I was required to register for the dra� 

since I was a US citizen, even though I lived in Botswana. I registered 

as a conscientious objector, doing my best to articulate my support 

for my country but resistance to participating in war. I was taught that 

compassion meant avoiding violence and turning the other cheek.

I returned to America in 1985 to a�end Bethel College, a small 

Mennonite liberal arts college in central Kansas. �is experience 

opened my mind to di�erent perspectives, engaged my critical think-

ing, and invited me to challenge my own beliefs. In this environment 

I learned that compassion meant being open-minded and tolerant of 

diversity.

My graduate training in clinical psychology at the University of 

Kansas during the early 1990s included a mediation certi�cate. When I 

was practicing mediation with a feuding couple, success meant �nding 

a solution that both parties could live with and avoiding going to court. 

I learned that compassion meant �nding a workable compromise.

As a clinical psychologist trained in the late 1990s, I was taught to 

show unconditional acceptance; be a “safe, nonanxious presence”; and 

a�end to my client’s feelings. Compassion in the therapy space meant 

helping clients feel safe, cared for, and valuable as human beings.

In the early 2000s I helped start an integrated behavioral medicine 

clinic at a regional hospital and discovered two more sides to compas-

sion. As a liaison consultant within the healthcare environment, com-

passion meant coordinating care across diverse disciplines to keep the 

whole person at the center of it all.

At the same time, the mindfulness and meditation movement was 

hi�ing prime time, pioneered by the work of Jon Kabat-Zinn at the 

University of Massachuse�s Medical School. I studied many of these 

emerging techniques and applied them in my treatment with patients 
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who struggled with chronic, relapsing medical conditions. �is 

movement has continued to evolve and grow. Now you can choose 

from dozens of smartphone apps that guide daily meditations and 

self-compassion exercises. In this context, compassion meant non-

judgmental self-acceptance, presence, and self-care.

In 2008 I le� clinical practice to start a professional leadership 

development company, motivated by the desire to make a bigger di�er-

ence in a di�erent context. I had been managing a multistate employee 

assistance program and noticed the prevalence of mental health prob-

lems in the workplace. I knew that most of the a�ected employees 

would never get professional mental health support but still needed 

the kind of help they weren’t ge�ing anywhere else. I also noticed how 

toxic many workplaces were. Employees didn’t feel valued, leaders 

were overworked and caught between too much responsibility and too 

li�le authority, and corporate pro�t seeking was increasing income dis-

parity. �e 2008 recession only compounded these dynamics. Com-

passion in this context seemed pre�y basic: treat your employees with 

fairness and dignity.

I feel so fortunate that the behavioral health organization in which 

I worked had an adventure ropes course. I seized the opportunity to 

get trained as an adventure course facilitator and started facilitating 

team building with corporate teams, students, and other community 

groups. Using an experiential process with teams to build cohesion, 

trust, and problem-solving skills was so rewarding. I saw potential for 

transformation within leaders, teams, and cultures and wanted to be 

part of that on a larger scale. I was fortunate to be trained and mentored 

by some of the greats in the adventure industry: Karl Rohnke, Tom 

Leahy, Michelle Cummings, Michael Gass, and the Project Adventure 

organization.

On the adventure course was the �rst place I began to experience 

the accountability aspect of compassion. On a high ropes course or 

even during an experiential learning activity on the ground, people 
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need a balance of supportive acceptance and a�ention to boundaries 

and principles. A person’s safety o�en depends on it. In this context, I 

experienced the tension between psychological safety and accountabil-

ity for self-care. Whether doing a trust fall or helping your teammate 

scale a twelve-foot wall, each person must take 100 percent responsi-

bility for their behaviors and roles while adhering to critical physical 

safety guidelines. At the same time, if people don’t take absolute care of 

the psychological safety and acceptance of another’s experience, par-

ticipants can end up in risky situations or emotionally traumatized by 

the experience.

As an aside, the experiences that my partners and I shared on 

adventure courses at a previous employer before starting Next Element 

are part of what inspired the name of our company. A typical adventure 

course contains a variety of elements, each one designed to enable spe-

ci�c, positive growth experiences. A group will move from element to 

element depending on its goals for the experience. Facilitators o�en 

asked the group, “Are you ready to go to the next element?” We used 

to have a secret challenge among ourselves to see who could work in 

the phrase next element most o�en during the day without any clients 

knowing it.

Early on in my career as a clinical psychologist, I experienced the 

push for results. I was responsible for meeting quality and performance 

goals, completing documentation on time, and keeping my credentials 

current. As I began taking on leadership roles, I took on the added 

responsibility of holding others accountable for these same results. In 

these positions, I �rst began to appreciate that building connections 

and ge�ing results go hand in hand. Compassion and accountability 

are not opposites; they should not compete with each other. Viewing 

them as such can take a leader down an unproductive path.

Since founding Next Element in 2008, we’ve gone all in on com-

passion. Our mission is to bring more compassion to the world. We’ve 
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continued to study and explore what it means to be compassionate and 

how to make compassion accessible to more people. Over the years, 

we’ve seen a distinct progression in the way compassion is viewed and 

practiced in the workplace. We have struggled within our own com-

pany to reconcile connection and results.

Compassion’s Journey

Compassion has been on an interesting journey over the last decade. 

I’ve segmented this journey into �ve eras: self-compassion, busi-

ness compassion, inclusion compassion, pandemic compassion, and 

compassionate accountability. �e date ranges are not absolute, and 

plenty of overlap exists between the eras. �e main point is to capture 

how our relationship with compassion at work and in leadership has 

changed over time. See if you can relate to these shi�s. Where were you 

in your journey as a leader during these eras? How did you experience 

these dynamics? Did you experience tension between connection and 

results?

Self-Compassion (before 2008)

Prior to the mid-2000s, compassion was seen as a personal practice, 

something that individuals could use to reduce stress, be more healthy, 

and expand their consciousness. Historical �gures such as Mother 

Teresa, Gandhi, and the Dalai Lama were li�ed up as models of compas-

sion. Some workplaces recognized the importance of self-compassion, 

and some even supported their employees to pursue personal com-

passion practices under the banner of stress management or general 

wellness. But for the most part, compassion was a personal practice, 

or reserved for our heroes, not an integral part of corporate culture. 

�ankfully, research continues to show the bene�ts of compassion on 

wellness, and views have changed.



14      T H E  B I G  I D E A

Business Compassion (2008 to Present)

A 2008 study on workplace con�ict conducted by CCP Inc. found 

that US companies spent more than 2.8 hours per week dealing with 

con�ict, which equated to approximately $359 billion in paid hours in 

2008. In many cases, this severely crippled productivity and morale.1 

At the height of the Great Resignation during the COVID-19 pan-

demic, newer research reported in the MIT Sloan Management Review 

showed that toxic workplace culture is over ten times more important 

in driving people to leave their jobs than compensation.2 Toxic cultures 

are rife with negative con�ict where employees don’t feel safe, empow-

ered, or motivated. One of the biggest complaints of employees work-

ing in toxic work environments is that productivity and pro�t always 

get top priority at the expense of people and relationships.

Compassionate capitalism, as described in Blaine Bartle�’s 

2016 book, is a reaction to this trend. Bartle� blames uncontrolled, 

free-market capitalism for the rise of toxic work cultures. Results have 

become the only goal, and consequently, connection to others and 

the world in which we live has been lost. �is has led to accountability 

without compassion. As an alternative, he promotes a model driven by 

enlightened self-interest, which balances business success with human 

and environmental consciousness.3 He argues that enlightened self- 

interest actually produces be�er, more sustainable business outcomes 

while strengthening relationships between people and between humans 

and their environment—thus, accountability with compassion.

As data has accumulated on the negative impact of toxic work 

cultures on engagement, retention, productivity, and pro�tability, 

a�ention has turned toward how to humanize the workplace for be�er 

business results. Awakening Compassion at Work, by Jane Du�on and 

Monica Worline and published in 2017, o�ers a great synopsis of the 

research showing that strong relationships and respect for individu-

als can drive positive business results.4 In 2020 the Harvard Business 
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Review published a summary of the literature showing that compas-

sion in leadership improves collaboration, raises levels of trust, and 

enhances loyalty.5 One promising healthcare-focused study showed 

that relational leadership practices, which include more compassion 

within the leadership culture, can have a stronger and more sustainable 

positive impact than tactical interventions, such as increased pay or 

�exible work schedules.6

Companies such as Google and LinkedIn led the early charge in 

creating more human-centered work environments. Google’s research 

on team e�ectiveness showed that psychological safety was a key ingre-

dient in high-performing teams.7 LinkedIn was one of the pioneers in 

the movement to make compassion a central part of the workplace 

experience. Je� Weiner was the CEO of LinkedIn from 2009 to 2020. 

He is regarded as one of the pioneers of compassionate workplaces for 

his systematic e�orts to embed it into the culture. In 2018 Je� appointed 

Sco� Shute as head of Mindfulness and Compassion Programs, signal-

ing a serious commitment to the philosophy that compassion is not 

only the right thing to do but also good for business. Sco�’s book, �e 

Full Body Yes, articulates some of the principles he helped develop and 

teach at LinkedIn.8

�e business compassion era helped us realize that a lack of com-

passion hurts business, while more compassion can help businesses 

realize even greater success without the negative consequences.

Inclusion Compassion (2017 to Present)

Diversity, equity, and inclusion (DEI) initiatives encourage self- 

awareness, cultural competency, and empathy in employees, address-

ing unconscious bias as well as promoting an overall safe, welcoming 

workplace environment. Diversity initiatives have been growing since 

long before 2017, but in the last several years, a focus on equity and 

inclusion has become a mainstream movement in corporate culture.
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Gloria Co�on, one of the most respected voices for inclusion, 

de�nes inclusion this way: “Being a pro-inclusionist means creating 

speci�c actions to help every person feel welcomed, valued, respected, 

heard, understood and supported.”9

Inclusion compassion is about recognizing the inherent value and 

contribution of all human beings and then taking steps to make this 

a reality in the workplace. Although organizations are implementing 

DEI within a range of levels, it’s nearly impossible to be considered a 

leading employer without a well-developed DEI program, including 

appointing a top executive-level inclusion o�cer. Fortune is one of the 

most prominent publications that has added a ranking for companies 

based on their DEI e�orts. �is era positioned compassion as a foun-

dation for inclusion.

Pandemic Compassion (2020 to 2021)

On January 9, 2020, the World Health Organization (WHO) announced 

a mysterious coronavirus-related pneumonia, �rst found in Wuhan, 

China. �e �rst con�rmed case in the United States was on January 21, 

2020. On January 31, WHO announced a world health emergency. On 

February 3, the United States declared a public health emergency, and by 

March 11, WHO had o�cially announced COVID-19 as a pandemic.

Crisis can bring people together. Despite the political rhetoric, the 

one thing we all had in common was that we were afraid. “We are in 

this together” became the anthem. Somehow, when people are going 

through something di�cult, just knowing we aren’t alone can help tre-

mendously. For a short time, the pandemic brought the world together 

in spirit.

�e word compassion originates from the Latin root meaning “to 

su�er or struggle with.” Worrying that the pandemic was probably 

going to get worse before it got be�er, and without a solution in sight, 

all we had was our shared su�ering. �ose were the good old days. 

Compassion took a big swing as the pandemic continued.
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First, imagine a pendulum of compassion as shown in �gure 1.1. 

A swing to the le� represents more compassion. A swing to the right 

represents less compassion. We could apply this lens to any situation 

by asking ourselves, “What would it look like to respond with more 

compassion? Less compassion?”

March through June 2020 were the good old days for compassion. 

“We’re all in this together” was the anthem. �is represents a moderate 

level of compassion since it recognizes that others are also su�ering 

and that we have something in common, something that unites us.

But how fast we can change and swing to the other extreme. 

Consider cancel culture: it has become common, almost normal, to 

viciously a�ack someone, a�empt to destroy their reputation, or even 

resort to physical violence simply because we don’t agree with their 

position or like their perspective on something. My belief is that can-

cel culture was made possible by the combination of ubiquitous and 

powerful social media, coupled with high-pro�le and in�uential lead-

ers who modeled a willingness to use it as a weapon to further their 

own sel�sh agendas. �is twisted a�empt at accountability harbors no 

compassion.  

FIGURE 1.1. The pendulum of compassion. 

Designed by Scott Light, CG Studios.
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Let’s take a look at how the pendulum swung during the �rst two 

years of the pandemic in �gure 1.2. 

I witnessed this �rsthand a couple of years ago in my hometown. 

A local educator was accused of sexually assaulting a student. �e 

investigation did not result in any formal charges, so some members of 

the community took ma�ers into their own hands, launching a public 

cancel campaign against this person. �e polarization caused by the 

publicity made it nearly impossible to engage in meaningful dialogue 

or pursue any form of restorative justice. �is is an example of account-

ability without compassion.

Applying this to the pandemic, we saw extreme hatred and a�acks 

between ideological groups formed around their beliefs about the virus, 

the cause, the vaccine, or how di�erent groups should be treated. �e 

vaxxer versus anti-vaxxer war ensued for nearly two years, with each side 

continually trying to discredit and vilify the other. Research showed 

signi�cant di�erences along political party lines regarding vaccination 

status and beliefs about the virus. �is certainly is evidence of less com-

passion since it focuses on di�erences rather than commonalities. How 

FIGURE 1.2. The pendulum of compassion  

during the COVID-19 pandemic.  

Designed by Scott Light, CG Studios.

“Our  

fates are 

codependent.”

“We  

are going 

through  

the same  

thing.”
“You do you, 

I'll do me.”

Cancel

Culture

Vaxxers 

vs.

Anti-Vaxxers
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quickly we went from “We are all in this together” to “You are a threat to 

our democracy since you don’t agree with my position on COVID-19.”

And then we have that in-between place, where compassion is nei-

ther noticeably present nor absent. �e pendulum is at dead center.

I was a member of my church’s elder leadership team from 2019 to 

2021. During that time we agonized around the same issues every orga-

nization faced: How can we continue our mission and stay operational 

during the pandemic?

In fall 2021 we li�ed the mask requirement in our church, leaving it 

open to personal choice. �e next Sunday I showed up for church still 

wearing my mask. Among a couple dozen people who showed up that 

Sunday, I was one of only two who were wearing a mask. I was worried 

about being judged because I was in the minority. But it didn’t happen. 

I didn’t sense any negative energy in my interactions. I also didn’t get 

any support. Nothing was said one way or the other.

�e problem with the in-between place is that we basically allow 

people to do their thing, with an unspoken agreement not to say 

anything: “You do you, I’ll do me” or “Let’s agree to disagree.” It’s a 

no-man’s-land where people coexist but without the intimacy and 

connection that comes when we embrace our interdependency and 

engage in healthy con�ict.

The Solution: Compassionate Accountability

Compassion is so much more than most of us imagine or have experi-

enced. I consider myself fortunate to have learned and experienced so 

many aspects of compassion—though even that learning was incomplete.

Compassion isn’t just tolerance, safety, caring, empathy, alleviation 

of su�ering, kindness, nonviolence, or even inclusion. Compassion 

means truly embracing that our fates are codependent. We aren’t just 

going through the same trials, we truly are in this together. My actions 

a�ect you. Your actions a�ect me. My thoughts, beliefs, and feelings 

have a powerful impact on the world around me, and so do yours. Our 
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world is inextricably connected. We get the biggest and best results 

through our connections, not in spite of them.

Compassion is what makes us human, keeps us on track, and brings 

us back together when we’ve lost our way.

Just being nice doesn’t cut it. Compassion without accountability 

doesn’t address the tough issues we are facing, nor does it acknowledge 

the inherent con�ict when a�empting to bring diverse viewpoints and 

skill sets together to solve big problems. Similarly, accountability with-

out compassion results in toxic cultures that focus only on the end-

game at the expense of people and relationships.

�e next evolution of compassion is Compassionate Accountability.

Tom Henry, former learning and development coordinator at 

Whole Foods Market, has been heavily involved in the conscious cap-

italism movement. During an interview for my podcast, Tom shared 

with me one of the primary tenets of conscious capitalism, conscious 

culture, which implies and a�rms, “We are in this together.”10 He went 

on to explain, “We are not separate individuals, we are a collective 

consciousness. Our fate as human beings is interdependent, so how 

we view and treat each other is critical to our survival and our ability 

to thrive.” �is idea is consistent with Charles Darwin’s discovery that 

species who work together and depend on one another during tough 

times are more likely to survive and thrive.

Darwin’s discovery applies even to the biggest organizations. 

During the COVID-19 pandemic, the WD-40 Company thrived and 

grew stronger thanks to its culture of compassion characterized by a 

safe and strong team-focused environment, transparent communica-

tion, consistent high standards, and leaders who modeled the com-

pany’s values. WD-40 already had a long track record of success, but 

when many global organizations were struggling to survive and keep 

great talent, engagement at WD-40 went up to an all-time high. In 2021 

98 percent of employees said they were excited to work there.
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and up through the pandemic, credits its success to the company’s com-

passionate culture, based on Garry’s philosophy that a tribe is more 

successful than a team. Garry explained to me, “A team is something 

you play on. A tribe is something you belong to, like a family. Tribes 

feed and protect each other. Teams come and go, but tribes thrive over 

the long term.” In his latest book, 

, Garry 

-

nizations thrive during crisis.11

Dr. Rob McKenna, founder of WiLD Leaders, is an industrial and 

organizational psychologist and leadership expert focusing on leading 

and United Way. In my conversations with Rob, he has shared his deep 

conviction that we are in an unprecedented time in which whole and 
12 We need leaders who 

can balance peacekeeping with truth speaking, lead with a sense of 

purpose, and see capability and potential instead of barriers.

Now more than ever, we need to bring compassion and account-

ability together, embracing both in full measure. Without it, the pen-

this. 
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