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Introduction 

Soft skills are important in almost every job, as they help you in effectively 

communicating with coworkers, clients, and other important people at work, making for a 

happier and more productive workplace. Soft skills, proven crucial in healthcare, are also 

paramount in the business environment (Ratka, 2018). Among these, empathy is conspicuous 

and closely linked to ethical and servant leadership and even gives rise to
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empathy enable individuals to provide genuine care and support, potentially leading to the 

development of meaningful relationships (Burgess et al., 2023). These researchers revealed that 

by integrating all the characteristics associated with empathy, individuals can cultivate an open-

minded approach, refrain 
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Psychological safety 
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while fostering trust and cultivating emotional bonds with employees (Deliu, 2019). These 

procedures establish psychologically secure settings that promote employee retention by fully 

including individuals in adapting quickly to changes and effectively navigating uncertainty to 

accomplish corporate objectives. Inclusive work environments are characterized by empathy and 

psychological safety, as they foster human relationships and positively influence communication. 

Individuals have a sense of security when they can freely express their true selves, share their 

thoughts and opinions, and take bold actions without worrying about negative consequences 

(McCalla, 2015; McCalla et al., 2023). 

The Role of Empathy and Psychological Safety in Leadership 

Empathy is a catalyst between excellent and mediocre leaders due to emotional factors 

rather than academic acumen and has been closely associated with ethical and servant leadership 

(Afsar & Shahjehan, 2018; Llyas et al., 2020; Mallén et al., 2020; Peng & Lin, 2017). Negative 

leadership habits and traits can become ingrained in an organization, putting too much pressure 

on it and changing its state over time (Gandolfi & Stone, 2022). Rego et al. (2017) observed that 

ethical and authentic leaders demonstrate what they advocate in their words and actions. 

In contrast, empathy fosters a more inclusive and supportive work environment. When 

employees feel understood and valued, it contributes to a positive atmosphere where people are 

more likely
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initiatives specifically created to assist employees in managing personal and professional 

challenges that could impact their job productivity, physical health, and overall welfare. The goal 

of empathetic leaders might be to consider policies and procedures that benefit all employees, 

including those with trauma, building a workplace where all can thrive and contribute to the 

organization's overall effectiveness.  

Empathetic Leadership and Employee Engagement 

When employees feel understood and valued, it contributes to a positive atmosphere 

where people are more likely to enjoy coming to work. This can reduce stress and increase self-

efficacy while improving performance (Tavakoli, 2010; Bhaduri, 2019). Empathetic leadership 

and positive coworker relationships increase employee satisfaction and engagement because 

employees who perceive their managers and colleagues as empathetic are more likely to be 

satisfied with their jobs,
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individuals in developing 
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best
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underlying biases. Therefore, leaders must acknowledge their own through self-reflection and 

encourage team members to explore their underlying biases, avoid assumptions, refrain from 

making hasty judgments about a situation or individual, and approach both with empathy.  

Leaders should create inclusive, safe environments where individuals feel like they 

belong so they can grow and learn (McCalla et al., 2023). One effective method for leaders to 

use in their quest to mitigate their personal biases is self-reflection. Self-reflection compels 

individuals to consider their actions from a values perspective before responding (Goods, 2022). 

It is a continuum disciplined and rigorous form of thinking that requires individuals to be true to 

themselves and be willing to address their weaknesses and value constraints or contentions 

through critically examining their thoughts, actions, beliefs, and value systems. When faced with 

a conflict that challenges their values systems, they must assess their values while comparing 

their views to opposing viewpoints, purge inconsistencies, and make the right decision when 

warranted (Goods, 2022). Leaders who self-
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flexible work schedules, maternity and paternity leave for births and adoptions, and other 

employee-centric programs. Further, leaders should encourage creating employee resource 

groups (ERGs) so workers with similar backgrounds or hobbies can meet, share experiences, and 

help each other.  

ERGs have been found to improve understanding, belonging, allyship, and empathy 

within organizations (Green, 2018). Organizations with ERGs often encourage organizational 

community by allowing and encouraging groups to form for added employee support; these 

groups are often formed by employee characteristics such as sexual orientation, race, or mutual 

interest groups. These groups may go beyond organizational support meetings and become active 

in outside events to further propagate empathy and belonging, with programs such as 

underprivileged school volunteer work, foodbank work, or other types of social
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