AGILE LEADERSHIP
IN

CHALLENGING TIMES

DR. CESAR JERUSALEM MELENCION, DPA, PHD-TM

Dr. Camilo Richard T. Camacho, DPA Dr. Rolly Laciste San Jose

Dr. Gilbert M. Eustaquio Arch. Ma. Cristina T. Orale-Cascayan
Dr. Leo Vicada Damole Mr. Jerome Naungayan Chua

Dr. Jacqueline A. Areola, MAPM Ms. Jennifer Montenegro-Villanueva

Engr. George Torres Balansag, PEE, CPEM, CAPM  Mr. Avito Tan, Jr.

Atty. Catherine C. De Asis-Damole, CESE, DPA,JD Mr. Pablo M. Ramos, Jr.



Agile Leadershipn Challenging Times

Copyright Page

All rights reserved

No portion of this book may be reproduced, stored in a retrieval system,
transmitted, or stored in any form, including electronic, mechanical,
photocopying, recording, or other means, without the consdfdwifieart
Knowledge Network and Publishing, Inc.

AGILE LEADERSHIP IN CHALLENGING TIMES
Published by:

EduHeart Knowledge Network and Publishing, Inc.©2026
B1 L54 Las Verandas Villas Il, Buhay Na Tubig,

Imus City, Cavite, Philippines

Mobile No.: +63 952 4800719

email: info@myeduheart.convww.myeduheart.com

Date of Publication: March 30, 2026

ISBN:
Softbound/Paperback:978621-493422-5
EPUB: 978621-493 4232
PDF (read only): 978621-493-424-9
PDF (downloadable):978621-493 4256

Philippine Copyright 2026 by:
Dr. Cesar JerusalemMelencion, DPA, PhDTM

Dr. Camilo Richard T. Camacho, DPA Mr. Avito Tan, Jr.

Dr. Gilbert M. Eustaquio Architect Ma. Cristina T. Orale-Cascayan
Dr. Leo Vicada Damole Dr. Rolly Laciste San Jose

Engr. George Torres Balansag Mr. Jerome Naungayan Chua

Atty. Catherine C. De AsisDamole Ms. Jennifer Montenegro-Villanueva

Dr. Jacqueline A. Areola, MAPM Mr. Pablo M. Ramos, Jr.

Edited by: Dr. Ethel ReyesChua

Foreword Written by: Dr. Alfe M. Solina
Consultant: Dr. Alfe M. Solina

Cover Page Photo Taken from: canva.com
Inside Photos Taken fromwww.pexels.com
Layout Artist: Mr. Wilson C. Bonifacio

Accreditation & Registration
NBDB Registration Certificate N0.9059
SEC Registration N0.2025080214804.3


mailto:info@myeduheart.com
http://www.myeduheart.com/
http://www.pexels.com/

Acknowledgmentand Dedication

Collective wisdom, unified effort, and intentional collaboration gave rise

t o t his book. The aut hor sbo di ve
professional backgrounds made Adieadership in Times of Challenge
possible. In addition to displaying sound academic rigor, each chapter

i ncludes the authorsodo |ived experi
and a sincere effort to contribute to the ewm@reasing complexity of the

world we live in today. We express our most sincere appreciation to each
author for their willingness to share their time, expertise, and insights in
creating a rich, multidimensional resource.

We also wish to acknowledge the encouragement and support tnom o
academic institutions, research communities, and professional networks,
which continue to promote exploration, innovation, and leadership
through service. We would like to thank all reviewers and editors for their
constructive feedback, patience, antkmtion to detail, which helped
refine the manuscripts and enhance the overall quality of this work.

Above all else, we want to express our gratitude to our families,
colleagues, and mentors for their constant encouragement and
understanding during theeation of this book. It is our hope that this
collective effort may inspire everyone (including leaders and educators,
practitioners, and students) to embrace agility, resilience, and ethical
leadership as they navigate challenges and create a more cloomatass
and responsive future.

The Authors



Agile Leadershipn Challenging Times

The Co-Authors

Dr. Camilo Richard T. Camacho is a public servant, licensed
professional, and academic practitioner with extensive experience in
property valuation, environmental planning, and governahim.is
currently affiliated with PadBIG Fund formerly asProperty Appraiser

lll, and serves as Supervisor of the Property Valuation Depaitment
VisMin, Cebu Division Il.He has been promoted to Division Chief Il in
the Retail DivisionCebulLending DepartmentHe earned his Bachelor

of Science in Civil Engineering from Holy Name University and
completed his Master's in Public Administration and Doctor of Public
Administration degrees at Cebu Technological University.

Dr. Camacho is a licerd Environmental Planner, Real Estate Appraiser,
and Real Estate Broker. He ranked 7th in the July 2013 Licensure Examination for Real Estate
Appraisers and received a Certificate of Distinction from the Professional Regulation Commission.
He is an activanember of the Philippine Institute of Environmental Planners (PiIECgbu
Chapter and serves in leadership roles within community and professional organizations. In
addition to public service, he works as an Adjunct Professor teaching gréeltedteubjets. His
professional advocacy centers on ethical practice, sustainable development, and continuous
learning in public sector leadership.

Dr. Gilbert M. Eustaquio is a seasoned educator and administrator
from San Leonardo, Aglipay, Quirino, born on Mart®, 1968. He

holds a Bachelor of Arts majoring in Mathematics from La Salette
College, completed Juris Doctor studies at Cagayan Colleges
Tuguegarao, earned a Master's in Business Management from La Salette
University, and completed a Ph.D. in InstitutdrDevelopment and
Management at Isabela State University; he is also pursuing a Master of
Laws and Letters. A faculty member at Isabela State University since
1994, Dr. Eustaquio has held multiple leadership roles, including Dean
(2014 2015), Chair of BAR (from 2008), Campus Coordinator (2015
2022), and currently CampuBirector for NSTP (2024present). He
previously served his community as an ex officio member of the
Sangguniang Bayan of Aglipay and worked as an enumerator for the Department of Agrarian
Reform. A committed adviser, he guided student organizations such as the Supreme Student
Council and Junior Business Executives, and serves in professional groups including PACSA and
ISUEFA. His research on public administration and service delivery appe@BAPA journals.

Dr. Eustaquio is careeservice and teacher boaedrtified, computefiterate, a confident driver,

and a recipient of longervice awards. He is married to Minnie Tuzon Eustaquio and is the father
of two

daughters.

Pablo M. Ramos, Jr. is an esteemed Instructor in the College of
Business, Accountancy, and Public Administration at Isabela State
University, Echague, Isabela.

Mr. Ramos holds a strong academic background rooted entirely in ISU,
having completed his Bachelor of Scienc8irsiness Administration,
major in Management, and subsequently earning a Master of
Management degree with a specialization in Public Management. He is
also a Licensed Professional Teacher (LPT).

: Before committing fully to the academe, Mr. Ramos appliesl hi
expertise in key administrative functions, notably serving as the Campus Procurement Officer for

\Y;



the ISU Main Campus. Currently, he balances his instructional duties with his role as a Member
of the Bids and Awards Committee (BAC), where he continuesmtribute his administrative
expertise to the institution.

Dr. Leo Vicada Damoleis an official of the National Food Authority
(NFA) in the Philippines, currently serving as a Regional Manager |l,
most recently for the NF&Laraga region. He has hadomg career
spanning at least 28 years with the agency, working in various
capacities and he has been assigned to various Regional Offices
throughout the country as the Regional Manager Il of the following
regions, Bangsamoro Autonomous Region in Muslimnddinao
(BARMM), Southern Tagalog Region (Region 1V), Western Visayas
(Region VI) and CARAGA (Region XIlII).

His educational profile includesBachelor of Science in Accountancy,

a Master of Science in Information Technology (42 units), a Master of FAdbinenistration, and
a Doctor of Public Administration. Aside from being a government employee, he is alse a part
time professor in the Graduate Schools of Cebu Technological University since 2016 and
Northwestern Samar State University. In 2025, Hepublished her first research entitled
AEnhanced Records Mah8gE&Emé&EnndBysnhemheoWoPad
and Humanities Research (Vol. 3, issue 1 pp-139).
Ms. Jacqueline A. Areolais an academic professional, community
Q leader, author, and public servant whose work reflects a deep

commitment to education, service, and personal development. Born on
June 7, 1973, in Cebu City, Philippin&e has built a career grounded
in perseverare, compassion, and purpedeven leadership. A widow
and mother of five, she draws strength from her Roman Catholic faith
and Filipino values, which shape both her personal life and professional
practice. She is currently pursuing a Doctor of Philosojiny
Management at Northwest Samar State University (NwS8hBre she
also serves as a pdime professor. In this role, she actively contributes
to teachingmentoring, and institutional development initiatives. Her
academic work allows her to integrateatlership theory with lived practice, particularly in
management and public administratibts. Areola holds a Master of Arts in Public Management
from Northwest Samar State University and a Bachelor of Science in Aviation Information
Systems from the Nainal Aviation Academy of the Philippines. Her interdisciplinary background
reflects her adaptability across technical, administrative, and academic fields. She is also a
published author of Fighters for Life Series 7: Building Strength, Discipline, aniieRes, which
emphasizes character formation, resilience, and lifelong learning as foundations for leadership and
community engagement. Through meles as educator, scholar, author, and mother, Ms. Areola
continues to advocate for adaptive leadersha tffectively addressagalworld challenges
while remaining anchored walues, responsibility, and service

Engr. George Torres Balansags a Professional Electrical Engineer
q and Certified Power Energy Manager with extensive experience in
?_,é electricalsystems, substations, transmission projects, and engineering
project management. He has worked across technical, supervisory, and
managerial roles, handling Engineering, Procurement, and
Construction (EPC) activities that demand precision, accountability,
and sustained performance.

His professional background includes work in hrgbponsibility
environments where safety, accuracy, and system reliability are

Vv



Agile Leadershipn Challenging Times

critical. In addition to his engineering credentials, he holds project manageeréfication,

reflecting his experience coordinating teams, schedules, and resources under operational
constraints. Engr. Balansagods | eadership appr
design, and oite problemsolving. His experience has led him towiprofessionagffectiveness

and personal welbeing not as competing priorities but as interdependent components of
sustainable performance

wa— Atty. Catherine C. De AsisDamoleis a private law practitioner based

‘ in Cebu City. She has served the government for tweigtyt (28) years
before her retirement in February 2024. The majority of her functions
involved Legal Research, Records Management, Human Resource

.~ Development, andther Administrative Support Services. She was an

| OIC-Division Chief Ill for Cash and Administrative Support Services of

| the Home Development Mutual Fund (more popularly known as Pag
IBIG Fund), a premier government financial institution in the
Philippines Before her stint with PatBIG Fund, she was also with the
Department of Justice, Office of the Governm@ntporate Counsel as
a Stenographer and later as Chief Records Officer. Her educational
profile includes a BachaBahelorof Degr e

Laws (now Doctor of Jurisprudence), a Master's in Public Administration (where she graduated

with the highest honors), a Certificate in Professional Education, aBoctor of Public

Administration.

Professionally, aside from being a goveeamnhemployee and a lawyer, she is also a {evel
Career Executive Service eligible and a {ieme adjunct professor at the Graduate Schools of
Cebu Technological University and Northwestern Samar State University.

In 2022, she published her firssre ar ch ent i t|l ed AEnhanced -Record
| BI G Fundo in the World Journal olssueBppuld®at i on
159). She is currentigreparing her research on the job satisfaction oflevdl managers in selec

public and private institutions for publication

She is based in Cebu City, Philippines, and is a proud wife to an equally accomplished public
servant, Dr. Leo V. Damole, who is currently a Regional Director of the National Food Authority.
She is a firmbeliever that leadership is not measured by the accolades for a job well done while in
service, but by the lasting impact of such achievement long after the leader has left the
organization.

Mr. Avito Tan, Jr. is an academically trained electrical @sdional

with extensive experience in power distribution systems,-hajtage
operations, and teatvased technical work in safetyitical
environments. He has been professionally engaged in the Australian
power sector for more than a decade and is cilyraffiliated with
Western Power, where he serves as a Team Coordinator and High
Voltage Glove and Barrier Lineman. His professional role involves
live-line operationscoordinating technical crews, supervising field
activities, and enforcingsafety and perational standards within
electrical distribution networks.

These responsibilities require continuous collaboration, precise
execution of rolesand collective accountability among team members working in-risgh
conditions. Through this work, Mr. Tiahas developed a practiogdented understanding of
teamwork as an essential component of adaptive and agile leadership. Mr. Tan began his
professional career with the Visayan Electric Company (VECO) in Cebu, Philippines, where he

Vi



was involved in electra installation, maintenance, troubleshooting, and outage response. His
early exposure to coordinated field operations reinforced the importance of communication, trust,
and shared responsibility in ensuring system reliability and safety. He holds adsadlgdience

in Electrical Engineering from Cebu Institute of Technology and an Associate Degree in Electrical
Technology from the Center for Industrial Technology and Enterprise. His academic preparation,
combined with longerm professional practice ass international contexts, informs his scholarly
perspective on teamwork, leadership, and agilityamplex technical organizations.

Architect Ma. Cristina T. Orale -Cascayanis a Philippiné New
Zealand licensed architect with over 20 years of experience in the
construction industry. A graduate of Cebu Institute of Technélogy
University and a registered architect under the Philippine
Professional Regulation Commission, she hasrked across
residential, commercial, civic, industrial, and |agmle
infrastructure projects in the Philippines and New Zealand. Her
expertise includes architectural and structural drafting, precast
concrete detailing, regulatory compliance, andgobgoordination,

with proficiency in industrystandard digital and BIM platforms.

She has also held leadership roles in the United Architects of the
Philippines (UAP) Australia Chapter, supporting governance and professional development
initiatives for Flipino architects abroad. Now based in Australia, she continues to expand her
practice into project coordination, quality assurance, and property management while actively
engaging in community and cultural initiatives.

Dr. Rolly Laciste San Josepf the College of Business, Accountancy
and

Public Administration (CBAPA) at Isabela State Universitgchague
Campus, has been employed as an Associate Professor Il since 2003.
With over 20 years of experience in higher education, he has provided
significant services in education, academic support, and institutional
development, making significant contributions to improving the quality
of business and management education. He completed his Doctorate in
Business Administration from the Polytechnic Unsigr of the
Philippines - Manila Graduate School, also further developing his
competencies in management, leadership, and organizational studies.

In addition, he completed his Master of Business AdministradtoNortheastern College in
Santiago City andhis Bachelor of Science in Business Administration, major in Management,
from Central Colleges of the PhilippinesQuezon City.

Dr. San Jose continues to improve his professional competdngiatendingseminars and
training, including Climate Chang@Adaptation and Disaster Risk Reduction Management
programs, as well as ISO 9001:2015 Internal Quality Audit and Quality Management Systems.
This involvement demonstrates his ongoing commitment to quality assurance, sustainable
development, and responsigevernance in higher education.

He is a current member of the Doctor in Business Administration (DBA) Society of the Royal
Institute of Singapore. As both an academic and a practitioner, Dr. San Jose remains committed to
providing highquality instruction fostering continuous improvement, and developiatyre

leaders in business and pulkdidministration. He recentiyublished hisook, fiFundamentals

of Compensatiord with his ceauthors at Isabela Stdtmiversity.

Vil



Agile Leadershipn Challenging Times

Jerome Naungayan Chuais a technology professional and academic
leader with extensive experience in information technology and higher
education support services. Born on April 6, 1974, in Quezon City,
Philippines, he completed a Computer Engineering Technology program
at the "echnological University of the Philippines and earned a Bachelor
of Science in Information Technology from Aldersgate College, Solano,
Nueva Vizcaya.

He served for nine (9) years as a Technical Support Engineer at Jubail
University College in the Kingdom foSaudi Arabia, where he

contributed to institutional technological operations, systems
maintenance, and user support services for faculty, administrators, and students.

In 2018, Mr. Chua cdounded EduHeart Book Publishing, where he plays a key role in
organizational development, conference management, professional training initiatives, and
academic publishing operations. He is currently pursuing a Master of Business Administration at
Philippine Christian University, further strengthening his leadershgmagement, and strategic
competencies in support of educational and publishing enterprises.

Ms. Jennifer Montenegro-Villanueva is an Assistant Professor
and a passionatecademic who aspires to become an acclaimed
author and researcher. A Cum Laugeaduate of Bachelor of
Science in Business Administration, majoring in Management, from
Isabela State University (2004), she completed her Master's in
Business Administration at the same university (2015). She holds a
Professional Teaching License (Bodad Professional Teachers,
2015) and is also a candidate for a Doctor of Business Management
at Saint Paul University of the Philippines. Ms. Villanueva has
extensive experience in curriculum delivery, student mentoring, and
academic program implementatiokler service record reflects
steady professional advancement and a-kiagding commitment

to her institution and students.

Now, she is channeling her passion for writing sotadtdr researclon human resource
management, higher education, social regeand impact assessment, which is indispensable to
the business sectand various stakeholders. Residing in Jones, Isabela, she balances her academic
career with family life She is married to Marlon R. Villanueva, a government employee, and is
the moher ofthree sons: Marc Joshua, Marc Joseph, and Marcus John. Jennifer remains dedicated
to advancing quality instruction, applied research, and commresponsive education. She has
recently published a book entitle@he Fundamentals of Compensation Adnistration: A
Practical Guide for Human Resource LeaderShe also won the Best Essay in English, published

in The Spectrum, Vol. 1, Issue 1, 2025, which was awarded at the Waya Function Room, Acacia
Hotel, Alabang, Muntinlupa City.

viil



Foreword

There is no single dominant reason for
defining leadership today, as our world
continues to experience ongoimtsruption,
volatility, and change. As a result of global
calamities, technological disruption, social
upheaval, and evolving organizational
structures and relationships associated with
these crises, the fundamental models of
leadership that have underpinnaar thinking
about how we lead are now inadequate.

This collection of essaysffers inspired
scholarly and practitiondrsased perspectivesn agile leadership, drawn from a
variety of disciplinesEach chapter is a unique perspective on what agile leadership
means depending on the context of education, business, public administration,
healthcare, or community building. The interdisciplinary nature of this volume
illustrates that agility is not an exclusive concept andirigperative across all
disciplines.

A key difference of this collection is the balance of theory and practice. Each
contributing author not only describes the agility framework but also provides
concrete examples through empirical research findings, reflective narratives, and
experiential accounts ofiow they have used agility to lead during times of
uncertainty while maintaining their organizations' purpose

| applaud the authors and editors of this tthe,foreword, and their commitment to
advancing leadership thedny including diverse perspeeéis from multiple authors
working in relevanfields. Therefore, this text is both an academic resource and a
practicalguide for leaders, educators, managers, and policymakswswish to
respond proactively and with compassion to the challenges of dagaler

| encourage you, dear reader, to reflect on your leadership style and consider what
agility means in relation to the turbulent times we all face. | hope this text inspires
you, offers ideas for improving your leadership skills, and challenges yoa, as
leader, to continue practicing agility, courage, and service, anerio towards a

more resilient future.

There is nosingle dominant reason for defining leadership today, as our world
continues to experience unending disruption, volatility, and chakgea result of
global calamities, technological disruption, social upheaval, and evolving
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organizational structures and relationships associated with these crises, the
fundamental models of leadership that have underpionethinking about how we
leadare now inadequate.

This collection of essaysffers inspired scholarly and practitioreased
perspectives on agile leadership, drawn from a variety of discipleeh chapter

IS a unique perspective on what agile leadership mdapgsnding on the coemt of
education, business, public administration, healthcare, or community building. The
interdisciplinary nature of this volume illustratdsat agility is not an exclusive
concept and ismperative across all disciplines.

A key difference of this collémn is the balance of theory and practice. Each
contributing author not only describes the agility framework but also provides
concrete examples through empirical research findings, reflective narratives, and
experiential accounts of how they have useditagto lead during times of
uncertainty while maintaining their organizations' purpose

| applaud the authors and editors of this tthe,foreword, and their commitment to
advancing leadership thedny including diverse perspectives from multiple augh
working in relevanfields. Therefore, this text is both an academic resource and a
practicalguide for leaders, educators, managers, and policymakswswish to
respond proactively and with compassion to the challenges of leadership.

| encourage youjear readex to reflect on your leadership style and consider what
agility means in relation to the turbulent times we all face. | hope this text inspires
you, offers ideas for improving your leadership skills, and challenges you, as a
leader, to continel practicing agility, courage, and service, anavtok towards a
more resilient future.

Dr. Alfe M. Solina

Chairperson, Management Department
Cavite State UniversityT Imus Campus
Imus City, Cavite, Philippines



There are no longer any single, definitive ways to define leadership today.
T h e romrgOlirgy disruption, uncertainty, and rapid transformaticsur world
today. Global crises, technological advances, societal uranedtchanging
structural forms of orgamations have changed not only how leaders operate
butalsohow leadership is defined. Therefore, the traditional leadership models
that once guided both practice and research caaddress today's complex
challenges

This volume represents this chandgile Leadership in Challenging Times
features inspirational theorists and practitioners from multiple industries,
exploring the meaning of agility acrossontexts (education, business,
government, hospitalsand communities). This crosksciplinary apprach
represents the bookds centr al p-r e mi s
specific. Agility is a fundamental leadership capability across all domains.

One of the defining strengths of this volume is the perfect blend of theory and
practiceit offers Eachcontributor discusses theoretical concepts of agility and
bases their discussiam reallife examples. The authors demonstrate through
empirical research, narratives of reflectioand experiences that agile
leadership can occur in times of urtegnty by remaining tied to an
organi zationods pur pwhideservangathers.t hi c all 0

The editors and authors of this volume deserve applause for their commitment
to advancing leadership discourse by sharing diverse yet supportive
perspectres. Collectively, they have created a resource representative of both
a serious scholarly worknda practical reference guide. This book is designed
for leaders, educators, managers, policymalarg practitioners who choose

to act, with forethought andompassionjn response tdhe challenges of
leading in uncertain times.

As you read this book, we encourage you to reflect critically onlgadership
practices and consider the nature of agility in your cureemironment. It is
our hope that this dok will provide you with inspiration, challenge your
beliefs, and offer valuable ideas to hglpu continue developing as an agile,
courageous, and servicentered leadérhelping to build resilience and
sustainability in an increasinglynpredictable wadd.
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Chapter 1: The Art of Rising Again

Chapter 1

The Art of Rising Again
CésarJerusalem Melencion, DPA, PhBDTM

Alt I s one thing treal erapowleumerd comes whem yot
rising hel ps ot [CesarslerusdleanMdlention, 2028)r

Adversity has consistently served as a catalyst for my growth rather than
an adversary.perceive hardship as "the catalyst that fortifies us and the
pathway that shapes our character," rather than a peril to evade. The
prolonged study sessions and financial strain | faced as an international
student, along with the difficulties of acclimagino unfamiliar cultures

and regulationswere formative experiences that compelled me to push
beyond my limitations. Those obstacles equipped me to manage the
obligations associated with achievement. When inquired about my
relentless pursuit of excellence, | respond that the conflict is perpetual;
Awe are never genuinely esdolbiattarlye,s
my view, each scar and setback contributes to a collective narrative of
resilience.

Engaging with hazardous, live electrical circuits has taught that

intricate issues can be resolved through clear understandirsgovered

that the smne principle holds beyond the pole: regardless dfallenge's

severity it can be confronted. AResi | |
di scipline generates Iimpact. o Thi s
both physically demanding fieldwork and inesitually taxing studies. |
undertookma s t-level éasirsework during extended layover shifts and
composed research papers after arduous workdays, consistently, asking
AWhat i1is this instructing me?0

This chapter is devoted to individuals who, akin to wmnfront their
challenges directly. | assert that difficulty is not the opposite of success,
but rather its foundation. | invite readers into my realm of secret
supplications before rises, tears following setbacks, distant sacrifices, and
anunwaveringeol ve that proclai ms, 0l ma
In the narrative of my existence, being a champion for life entails
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precisely that. yielding to adversity and emerging resilient in the
aftermath.

My Experiential Journey

My life has never been datd by ease. Every chapter of my journey has
been marked by struggle, but also by the determination to rise again after
each fall. Each stage of my path taught me lessons that shaped who | am
today.

Early Fascination and the Call to Engineering

As a yourg man in the Philippines, | was fascinated by sysemsw
electricity powered communities and how connections made life possible.
This curiosity led me to pursue a Bachelor of Science in Electrical
Engineering. But this was not simply a matter of followpagsion; it was

a necessity. | needed to find a way to support myself and my family. My
early years were marked by financial hardship, endless hours of study,
and doubts about whether | was good enough. Yet every obstacle became
an invitation to rise.

Pursuing Leadership Beyond Technical Skills

After completing my undergraduate degree, | understood that technical
skills alone would not be enough to make a difference. | chose to pursue
a Master of Engineering Management, believing that leadership and
mana@ment were equally essential to success. This step was a turning
pointd it allowed me to see that rising again was not just about surviving
as an engineer, but about growing into someone capable of leading and
inspiring others.

Balancing Dangerous Work andDoctoral Studies

While others may view my academic achievements as medals, | see them
as battlegrounds. Earning both a Doctor of Public Administration and a
PhD in Technology Management while working ftithe as a live line
lineman was one of the mosugting parts of my life. By day, | faced the
dangers of working on energized electrical lines where a single mistake
could be fatal. By night, | pushed myself through research papers and
dissertations. Physical exhaustion merged with mental fatigue, et ev
time | felt like giving up, | chose to rise again.

2
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Working Abroad: Challenges in New Zealand and Australia

Becoming a trained Livkine Lineman in New Zealand and Australia
opened doors, but it also presented new challenges. While language was
not a barier, proving myself in unfamiliar systems was a test of resilience.
Each relocation meant starting over, navigating different professional
cultures, and enduring long periods away from home. The homesickness
was heavy, but instead of breaking me, it masine to grow stronger and

to find new ways to adapt and thrive.

Vision for the Line Workers Academy

It was during my toughest seasons abroad that a stronger sense of purpose
began to form. | realized that my journey was not just about my own
survival. It was about paving the way for othdfsom this conviction, |
envisioned the Line Workers Acadeéan nstitution dedicated to
empowering Filipino workers with the technical skills, safety standards,
and global competitiveness they need to overdomtations. This vision

was born directly from my struggles, transforming personal battles into a
mission ofpublic service.

Struggles Turned into Stepping Stones

Throughout my journey, | experienced financial hardship, cultural
isolation, physical exhaustion, and emotional sacrifice. But | never
allowed these to become stumbling blocks. Instead, | used edldngka

as a stepping stone to rise again, stronger and more purposeful. In the end,
struggle became the very force that built my resilience, discipline, and
vision for service.

Public Service and the Art of Rising Again

Public service has always beenla heart of my journey. To me, rising
again is not only about personal triumph but also about lifting others with
the strength | have gained from my struggles. Every hardship | endured,
whether financial limitations, the dangers of climbing as a linemahgo
loneliness of working abroad, taught me lessons that | could not keep to
myself. | knew those lessons had to serve a greater purpose.

This is why | pursued not just technical mastery but also public
administration and technology management. | watdadhderstand how

3
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systems worked, not only to survive in them, but to improve them for the
benefit of others. My doctoral studies were never about adding titles to
my name. They were about equipping me with the knowledge and tools
to build structures thatould help others rise.

The vision of the Line Workers Academy grew out of this conviction. |
observed that many Filipino electrical workers had immense potential but
lacked the necessary training and recognition to compete globally. |
imagined an instittion that could bridge that gap, one that could prepare
them to meet international standards, protect their safety, and enhance
their dignity as workers. For me, this academy is more than an idea; it is
the embodiment of rising again. It transforms myspeal struggles into
opportunities for others to stand taller, safer, and stronger.

Serving others in this way is my way of giving meaning to every scar,
every sacrifice, and every sleepless night | endured. Public service enables
me to transform the aof rising again into a collective act, where my own
rise becomes a platform for others to do the same.

Lessons for My Fellowmen

1 Transform struggles into strength: When faced with a problem, ask
not AWhy i1 s this happeniancghitnog nmes
| explain that this mindset shift turned every challéng®m
battling storms on a utility pole to meeting academic deadlines
into a learning opportunity. The pain of struggle made him stronger,
and the doubts sharpened his focus. By se@ioblems as lessons,
you donodot just endure them; you

1 Use education as a weapon: | came from a modest background and
realized early on that knowledge was his most excellent tool for
breaking boundari es. He di dnot
for them. He studied during downtime between shifts,arebed
on overnight train rides, and wrote papers long after exhaustion
should have forced him to rest. Each credential he earned provided
more options and power. As he |
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mo r e o pit makes W less afraid and morepared to face
any situation.

1 Hold onto your purpose, not your position: Throughout his career,
| never chased status or titles. Whether climbing poles as a lineman,
leading a crew, or chairing a research project, he focused on the
underlying reasons bend his work. His goal was always to help
people, not to collect accolades. When the initial excitement wears
off and the going gets hard, that deeper purpose will keep you
moving. By linking your actions to a personal misgiasuch as
saving lives or bilding a better communifyy ou cr eat e an
gui deo that keeps you on track,

T Donot | et your | ocation | i mit y
New Zeal and and Australia taugh
identity.  Cultural differences and distance could have been
obstacles, but he refused to let them define his potential. Instead, he
let his work speak for itself. He would show up, do his best, and
quietly prove his worth. He | e ¢
fromayoval ue is built on how we
Filipino or living in a small town never held him backn fact, it
became part of his story of pride and representation. You can stand
tall anywhere if you know who you are and commit to excellence.

Introduction to Paradigm

Through the many struggles | have faced, | began to notice a pattern in
the way | dealt with challenges. Every difficulty, whether it was financial
hardship, dangerous work on live lines, or the pressure of balancing my
studies anaareer, seemed to push me through the same stages. At first, |
thought these were isolated events, but over time | realized they formed a
cycled a rhythm that helped me not only survive but rise stronger each
time.

| call this rhythm my Paradigm of Chandébegins with the weight of
struggle, the point where | am tested to my limits. Then comes reflection,
the moment | stop and ask myself what the experience has taught me.
From reflection comes growdhnew strength, sharper skills, and a deeper

5
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sense of prpose. Finally, take action, applying those lessons to create
something meaningful not just for myselit for others as well.

This cycle has repeated itself throughout my life, and with every turn, |
have come out stronger, wiser, and more determih@dne, this is what

it truly means to master the art of rising a@amot to avoid hardship, but

to embrace it as the starting point of transformation.

Dr . Mel encionbs Paradigm: The Cyecl

ACTIVE CONCRETE
EXPERIMENTATION EXPERIENCE

Trying out what you have learned Having the actual experience

ABSTRACT REFLECTIVE

CONCEPTUALISATION OBSERVATION
Learning from the experience Reflecting on the experience

Struggle

For me, every rise begins in struggléknow this stage wadll it is the
nights | spent wondering how to afford another semester, the days |
climbed live electrical lines under stormy skies, and the countless
moments | battled loneliness in foreign lands. These struggles tested not
only my body lut also my spirit. When | was dangling on a power pole
with thousands of volts running beneath my hands, fear was real. When |
sat in my small room abroad, far from family, isolation weighed heauvily.
And when exhaustion pressed down after twlgar shifs, followed by
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long nights of research, it felt almost impossible to go on. But struggle has
always been the first stdphe breaking ground where my resilience is
planted.

Reflection
After the storm of struggle, | always find myself pausing. This isthge
of reflection. | ask myself, AWhat

changed the way | saw failure. Instead of viewing difficulties as dead
ends, | learned to see them as feedback. When a climb went wrong, | asked
what safety lesson | needenl take with me. When financial problems
threatened to end my studies, | reflected on the discipline and creativity
required to keep going. Reflection has been the moment that turns pain
into wisdom. It reminds me that nothing is wagtewbt even tears or
sleepless nights because every experience carries a lesson.

Growth

From reflection comes growth, often quietly at first. | look back and see
how struggles that once overwhelmed me became the very things that
strengthened me. The homesickness | endured @btaaght me
independence. The danger of Hwee work sharpened my focus and
discipline. The fatigue of balancing doctoral studies with-tiate work

built my endurance and patience. Growth has never come easily, but it has
always come surely. With eatlardship, | found myself becoming more
resilient, more skilled, and more certain of my purpose. Growth is the
transformation stageit is where | rise a little higher than before, carrying
new strength in my heart.

Action

The final stage is action, and it is here that the art of rising again comes to
life. Reflection and growth mean little if they stay only within me. Action

Is how | turn my struggles into service. This is why | envisioned the Line
Workers Academ¥y to take what | learned from decades of hardship and
create a platform that empowers others. Each climb | survived, each paper
| wrote in exhaustion, each barrier | crossed aldoaltl of these
experiences became fuel for building something that would help others
rise. For me, action is the proof of resilience. It is the way | make sure that
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my rising does not end with me, but continues through those | help along
the way.

Reflection

When | look back on my journey, | no longer see my life as a series of
achievementsratitles. What | see instead are struggles that shaped me,
hardships that tested me, and challenges that refined me. Struggle has
been my constant compan@rsometimes my fiercest adversary, but
always my greatest teacher. Without it, | would not have Hedsmy
education, built a career across two countries, or dreamed of an academy
that could serve my fellow Filipino workers. Every hardship pushed me
closer to the person | was meant to become.

There was a time | believed that strength meant carrying/tbveg on

my own, keeping silent about my pain, and simply enduring in isolation.
But life has taught me that true strength does not come from standing
alone. It comes from sharing the journey, from rising together, and from
transforming suffering into ppose. To me, this is the real essence of
being a fighter for lif@ not merely surviving the storms, but learning how

to stand again, and teaching others how to stand with you.

The road has never been easy. | have known nights filled with doubt, days
when ny body was drained from dangerous climbs, and seasons when
sacrifices for my family weighed heavily on me. But | have also known
the joy of resilience, the clarity of purpose that hardship brings, and the
transformation that comes when you rise again &dtieng. | have learned

that failure is not the end. It is only a beginning disguised in painful
clothing.

Today, | no longer climb poles or write policies only for my own survival.

| do it for the next generation, for the Filipino workers who will oag d
stand where | stand, those who might see their struggles as walls instead
of doors. I rise for them, so they will know that even the hardest days can
become their strongest foundation.

At the end of the day, | believe each of us is a fighter in our wamn
What matters is that we never stop rigingsing for growth, rising for

8
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purpose, and rising for one another. That is the art of rising again: to bend
but never break, to fall but always rise, and to transform every scar into a
story of strength.

Resarch

Scientific research echodbe lived experience that growth follows
hardship. Neuroscience shows that our brains are built to adapt after
stress. As brain scientist Bruce N
a considerable capacity for resild.
heal after challenges. In other words, our biology supports the idea that
overcoming difficulties can strengthen us mentally and physically. In

| earning theory, David Kol bos exp
perfectly with this narrative. Kolb notekat effective learning happens
through a continuous cycle of experience, reflection, conceptualization,
and experimentationThe paradignof change follows the same pattern:

he gains knowledge through doing (struggle), reflects on it, forms new
ideas, andhen tests them in action.

Scholars make a similar point about adaptabifdyr wlleagues describe

how people in todayos Wwanethadisftlidv el o
and adaptable. They observe that despite upheaval and uncertainty
individualsof t en prove Asurprisingly res
possibilities o0 lifeMyemplifieshow each transition and challengas

made mea more versatile and capable person. In meany, both
psychology and organizational research suggest that @ghvean be the

soil in which resilience grows. By cycling through struggle and reflection,

one continuously practices the art of rising again: each round of hardship
becomes an opportunity to learn, adapt, and emerge stronger.
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Introduction

Leadership in the public sector is shaped by constant cagmojecy

shifts, regulatory demands, evolving community needs, and increasing
accountability. Throughout my years in public service, | have learned that
technical expertise and formal authority redoare insufficient to sustain
effective | eadership. Wh a t ul ti mat
endure and remain relevant is the willingness to learn continuously. This
chapter explores the concept afgrowth mindset as a foundational
leadership nentation that enables adaptability, resilience, and-teng
effectiveness.

A growth mindset, in leadership practice, refers to the belief that abilities,
competence, and judgment are not fixed but can be developed through
effort, reflection, and leamg. In environments marked by complexity
and uncertainty, this mindset allows leaders to view challenges not as
limitations but as opportunities for improvement.

Theories on Growth Mindset

The concept of growth mindset is most closely associated with
psychologist Carol Dweck, whose work examined how beliefs about

ability influence learning, motivation, and performance. According to

Dweck, individuals who adopt a growth mindset view intelligence and

competence as qualities that can be developed throtmh, ééedback,

and experience. This perspective is particularly relevant in professional
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environments where leaders are expected to evolve alongside changing
systems rather than rely solely on prior expertise.

In my own professional experience within (iab service, this
understanding of a growth mindset became increasingly evident as
responsibilities expanded beyond technical functions. Early roles in
engineeringrelated work and property valuation required adherence to
established standards and procedurHowever, as | transitioned into
supervisory and leadership positions, | encountered situations where
technical knowledge alone was insufficient. These moments reinforced
the idea that leadership capability develops through learning and
adaptation, ndlixed proficiency.

From the standpoint of adult learnireggrowth mindset aligns with the
principles advanced by Malcolm Knowles, who emphasized that adult
learners are sellirected and learn most effectively when confronted with
reatlife problems. Ths principle resonates strongly with my experience
in public administration, where each policy issue, valuation case, or
regulatory challenge presents unique conditions. Rather than relying on
static solutions, effective leadership requires openness turigairom
context, feedback, and evolving institutional demands.

Organizational theorist Peter Senge further emphasized that sustainable
organizations depend on continuous learning at both individual and
collective levels. He argued that leaders playitcat role in fostering
environments where learning is encouraged rather than penalized. In my
work at the PagBIG Fund, particularly in supervisory rolelsobserved

that teams perform more effectively when leaders model openness to
learning and improvaent. In this sense, a growth mindset supports not
only individual development but also institutional resilience.

Leadership theory also reinforces the relevance of a growth mindset in
complex environments. Ronald Heifetz, in his work on adaptive
leadershp, distinguished between technical problems and adaptive
challenges. While technical problems can be addressed using existing
knowledge, adaptive challenges require leaders to learn, adjust behaviour,
and reassess assumptions. Many challenges | encouirtepedperty
valuation, environmental planning, and governance fell into this adaptive

12
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category. Addressing them effectively required a willingness to revise
perspectives and remain receptive to new approaches.

In public administration and planning, wheleaders operate under
regulatory scrutiny and public accountability, a growth mindset serves as
a stabilizing force. It encourages leaders to treat feedback as a resource
rather than a threat and to view professional development as an ongoing
responsibiliy. My pursuit of graduate and doctoral studies while engaged

in public service reflected this orientattbmecognizing that leadership
competence must be continuously strengthened to meet evolving
demands.

Taken together, these theoretical perspectivesl agmofessional
experiences position growth mindset as a practical leadership orientation
rather than an abstract concept. It supports reflective judgment, ethical
decisionmaking, and adaptive capad@tygualities essential for leaders
navigating complex pdiz-sector environments. Growth mindset,
therefore, functions as both a theoretical foundation and a lived practice
that sustains leadership effectiveness over time.

Growth Mindset Vs Agile Leadership
B U s Agile leadership emphasizes
= ‘ - responsiveness, continulearning, and

the ability to function effectively under

' changing conditions. These principles

are fundamentally supported by a growth

mindset, which enables leaders to adapt

without compromising accountability. In

., public sector environments, where

] 4 | systens are often structured and
' . procedural, agility does not imply the

absence of rules but the capacity to

respond thoughtfully within them.

A growth mindset supports agile
leadership by reframing uncertainty as a learning opportunity rather than
an operatioal risk. In my experience within public service, particularly

13
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in property valuation and environmental planning, regulatory frameworks
often intersect with dynamic soegconomic factors. Agile leadership in
this context requires leaders to interpret pofiexibly while remaining
compliant. A growth mindset allows leaders to refine decisions through
feedback and reflection rather than relying on static interpretations of

policy.

Agile leadership also relies on iterative decisinaking. Instead of
seeking immediate certainty, leaders assess outcomes, learn from
implementation, and adjust accordingly. This approach aligns with
growth mindset principles that emphasize improvement over perfection.
In supervisory roles, | observed that teams respond mordieélgavhen
leaders encourage learning from errors rathernmatimg out punishment

This practice strengthens trust and supports adaptive predamng.
Furthermore, agile leadership prioritizes collaboration and shared
responsibility. Growth mindseemforces this by promoting openness to
diverse perspectives and collective learning. As responsibilities expanded
to include supervision and mentoring, | found that fostering an
environment where questions and continuous improvement were
encouraged led tmore effective team performance. Growth mindset,
therefore, functions as the internal discipline that enables responsible,
sustainable agility.

In this way, a growth mindset does not merely complement agile
leadership it enables it. Without dearningoriented mindset, agility
risks becoming reactive. With a growth mindset, agile leadership becomes
deliberate, reflective, and aligned with public service values.

My Experiential Journey

My professional journey in public service has consistengiilyforced the
importance of maintaining a growth mindset. Entering the field with a
background in civil engineering, I initially approached work with a focus
on technical precision and procedural adherence. While this foundation
was necessary, it becameident that leadership required broader
competencias particularly the ability to learn from evolving conditions.
As | progressed into roles involving property valuation, environmental
planning, and supervision, | encountered situations that could not be
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resolved throuthestainshed templates alone. Each assignment required
contextual understanding, judgment, and the willingness to adjust
approaches. These experiences emphasized that leadership effectiveness
develops through engagement with complexity nathan avoidance of

it.

Pursuing graduate and doctoral studies in public administration while
actively engaged in public service further strengthened this perspective.
Academic study provided frameworks for understanding governance and
leadership, while pfessional practice tested these concepts inwedt
conditions. Balancing both roles required openness to critigue and
continuous learning. This dual engagement reinforced my belief that
leadership competence is not fixed at any career stage.

Teachig graduatdevel courses as an adjunct professor added another
dimension to this learning process. Interacting with students from diverse
professional backgrounds reinforced the reciprocal nature of learning.
Each discussion and exchange served as a remithét leadership
development is ongoing and collaborative.
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Throughout these experiences, a growth mindset shaped how |
approached challenges. Instead of viewing uncertainty as a limitation, |
learned to treat it as an opportunity for professional refard. Reflection
became an integral part of decisioraking, allowing me to align
technical expertise with ethical responsibility and public accountability.
This approach enabled me to grow steadily as a leader while remaining
responsive to institutionahd societal needs.
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Reflecting on my leadership journey, | have come to understand a growth

mindset as a deliberate choice rather than a natural inclination. It requires
discipline to remain receptive to feedback, especially in -high
responsidity roles. It also requires confidence to acknowledge
limitations without diminishing authority.

A growth mindset has shaped how | approach leadership challenges.
Instead of seeking immediate certainty, | focus on learning processes.
Instead of avoidingerrors, | prioritize understanding their causes. This
perspective has allowed me to grow professionally while maintaining
ethical standards and public trust.
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For leaders, especially in public service, a growth mindset offers a
sustainable path forward. frevents stagnation, encourages reflective
practice, and supports ethical decismoaking. Most importantly, it
reinforces the idea that leadership effectiveness is built over time through
learning, not entitlement.

Paradigm for Change:

Openness
to Learning

GROWTH

MINDSET

Adaptive Reflective
Application Decision-

Making

Effectivenesss sustained through continuous learning, reflection, and
adaptive application. This paradigm emerged from my experience in
public service, planning, and supervision, where leadership challenges are
rarely static, and solutions must evolve alongside dhgnigstitutional

and societal conditions.

At the center of the paradigm is a growth mindset, which | regard as the
foundational orientation of leadership. Growth mindset shapes how
leaders interpret challenges, respond to feedback, and engage with
uncerainty. Rather than viewing competence as fixed, | understand
leadership capability as something that develops through deliberate
learning and practice. This belief has guided my approach to leadership,
particularly in environments governed by regulatiacgantability, and
public trust.
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The first component of the paradigm emphasizes openness to learning. In
my professional journey, | have learned that leadership requires
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intellectual humilityy the willingness to acknowledge that expertise is
never complete. Openness to learning allowsdesaatb remain receptive

to new information, alternative perspectives, and evolving standards. This
orientation is essential in agile leadership, where responsiveness depends
on the ability to learn faster than change occurs.

The paradigm then advances teflective decisiormaking, which |
consider a critical leadership discipline. Reflection enables leaders to
examine outcomes, assess assumptions, and understand the broader
implications of their actions. In public service, where decisions carry
long-terminstitutional and social impact, reflection ensures that learning

Is intentional rather than incidental. Through reflective practice, leaders
refine judgment and strengthen ethical responsibility.
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The final component is an adaptive applicatianwhich learning is
translated into action. Adaptive application involves adjusting strategies,
processes, and leadership behaviors based on insights gained through
reflection. This stage ensures thtta growth mindset does not remain an
internal belief but beconsevisible through leadership practice. In agile
leadership, adaptive application supports iteration, continuous
iImprovement, and responsible innovation within established systems.

Together, these components form a coherent leadership paradigm that
alignsclosely with agile leadership principles. A growth mindset enables
leaders to navigate uncertainty without sacrificing accountability. It
supports adaptability without undermining institutional stability. Most
importantly, it reinforces the idea that leestgp effectiveness is
sustained through learning rather than position or tenure.

This paradigm reflects my belief that agile leadership, particularly in
public service, must be anchored in continuous development. Change is
not an interruption to leadelghpractice; it is its defining condition. By
cultivating a growth mindset andonsistently engaging in learning,
reflection, and adaptation, leaders can sersgtutions and communities
effectively over time.
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Introduction

Agile Leaders work adaptively and dynamically by collaborating,
responding quickly to citizen expectations and needs, and enabling a
flexible work culture. Today's aktpaced workplace requires rapid
organizational adaptability to overcome challenges; therefore, leadership
approaches based on an agile framework are becoming increasingly
important. Leaders who practice agile leadership enable teams-to self
manage andoster a continuous improvement mindset among team
members. This is particularly applicable to programs such as the National
Service Training Program (NSTP), which promote civic engagement,
community service, and leadership development among studenssis Thi
also called wic participation, which can provide members with various
benefits, such as an enhanced quality of life (physical and mental) and
stronger ties with family, friends, and community (i.e., social capital).
Civic involvement is known tomprove individuals' mental webeing by
reducing social isolation (Ahrari, 2015; Straub, 2020). It can also
contribute to mental wellness by increasing connection to others, which
has been shown to be positively correlated with physical activity
(Andrewsé& Aydin, 2020).

NSTP leaders must adapt to changing social and educational
environments in their communities and develop the capacity of leaders to
use the leadership practices and tools of the agile leadership approach to
create a culture of servicetlee community.

In addition, using agile leadership practices will provide NSTP leaders a
way to address the changing needs of their communities while
maintaining the integrity of their programs.
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Agile Leadership in NSTP

Agile Leadership creates a aborative, innovative work environment
that helps leaders align team members with program goals and ensures
seamless transitions during organizational change. As the NSTP continues
to implement agile leadership methodologies within its organizations, it
will become increasingly important for leaders to understand the value
these methodologies provide in successfully navigating organizational
changes. This chapter r will address how agile leaders have used their
leadership practices to successfully delivemmunity services during
times of transition. In order for leaders to successfully manage changes,
first, they need to determine what the drivers behind those changes are
(e.g., changes to society, education, or policy).

Identifying these drivers will &lp leaders adapt their strategies to ensure
the program remains relevant and impactful. To implement an effective
change management strategy within agile leadership, providing ongoing
opportunities for stakeholder feedback is essential. By creating and
maintaining a transparent culture, leaders encourage team members to
express their concerns and ideas, both of which can lead to innovative
outcomes. In addition, making smaller, incremental changes rather than
larger, sweeping changes will allow teams tusidmore easily, with less
resistance. @ Examples of successful agile leadership in change
management are highlighted in selected case studies from 2024 to 2026
in the NSTP program. An example of this is do®perative engagement

of stakeholders (studengsd the community) in modifying the NSTP
program curriculum. The collaboration between the community and the
students in planning and developing the curriculum streamlines
implementation and increases diversity in the program. By sharing their
experiencesagile leaderswill act as role models for cultivating a
commitment tacontinuous improvement.

The intrinsic nature of team cooperation supporting the NSTP program is
that it fosters a servieariented culture. Leaders provide opportunities for
collaboration and empowerment during periods of change and create a
framework for developing greater civiesponsibility and higher levels of
community participation among students. Therefore, the innovative
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outcomes of the agile leaders will enhance the program's overall
effectiveness.

Creating the Service Culture within the NSTP Program

The development ad service culture through the NSTP program begins
with the understanding of what the term "service culture" means. Service
cultures emphasize serving the community by actively engaging with,
empathizing with, and supporting it. Students should understamdhey

can help address social issues and develop a sense of responsibility toward
others.

In NSTP, leaders can create a service culture by demonstrating service
oriented leadership through their own actions and by promoting civic
responsibility among atents through opportunities to serve and reflect
on their experiences. In addition to serving as an example of service
engagement, leaders empower students by supporting stadent
community service initiatives. All stakeholders will benefit from an
edablished service culture, including students, communities, and
universities. Students develop skills such as teamwork, empathy, and
solving problems through servibearning experiences; communities
receive support and assistance from student voluntaedsuniversities
enhance their image as businesses that promote social responsibility
(Benjamin & Chung, 2022).

In examining the challenges and opportunities of agile leadership, it is
clear that creating a service culture presents obstacles. Howeeevice
culture will develop in NSTP as the challenges of juggling academic
commitments and service obligations are successfully addressed.
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Agile Leadership Challenges and Opportunities in the National
Service Training Program (NSTP)

Agile leadership irthe context of the National Service Training Program
(NSTP) is both a challenge and an opportunity to maximize the program's
success. A common challenge leaders face is managing different levels of
student engagement. Some students will have difficullgniocang their
academic load with their service commitment. This creates inconsistency
in service participation. Resistance to change may also arise when new
initiatives disrupt students' established patterns and routines, which were
more closely tied to &ditional approaches.

Conversely, these challenges can also provide opportunities for both
personal and professional growth. By being open to feedback from
students/participants, leaders can enhance the programmability and
relevance of NSTP for studentBy including students in decision
making, leaders create an environment of ownership and commitment that
can turn potential resistance into enthusiasm for innovation. From recent
experiences, lessons learned should emphasize the importance of
communicaon and collaboration. Conducting regular chetk with
participants will provide insights into ways to improve the NSTP
program. For example, sharing success stories from preyearservice
projects could inspire students to maintain their commitne@isetving

the community.

As NSTP continues its evolution into a service culture program, the lesson
learned is that the challenges and opportunities of agile leadership create
engaged and empowered students. This approach provides an educational
experiere that lays a foundation for a strong service culture. The key to
the future of the NSTP will be the sustainability of this momentum
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Conclusion

The National Service Training Program (NSTP) is on the road to creating
a new future based on agile leadegpshieamwork, adaptability to
changing student needs, and a culture of service. Due to rapid changes in
the educational landscape and shifting societal expectations, future
leaders will need to adapt to the flexibility and collaborative nature of
studentsd ensure the NSTP remains relevantrefent study found that

the NSTP (National Service Training Program) benefited university
students' sense of citizenship, civic engagement, vailthgness to
participate in volunteer activities. Additionally, the uttss showed that
universities could foster and develop their-pegvice teachers' social
responsibility, awareness, selévelopment, and train people to be leaders
within the framework of the NSTP (Hibanada, 2024).

There will likely be a greater integion of technology and innovation in
learning through the use of agile leadership in the future of the NSTP.
Therefore, future leaders will continue to adapt their leadership approach
by using student feedback and addressing the various challengessstudent
will encounter. In doing so, future leaders will foster a student body
committed to civic engagement and equipped with the tools to
successfully address various social issues.

Emerging leaders must take action by committing to continuous learning
and remaining open to new ideas. They can develop their own agile
leadership skills to inspire students and foster a seorieated
environment. Future leaders should focus on building strong
relationships, providing opportunities for participation, and enibgac
diversity within their teams. | am running a few minutes late; my previous
meeting is running over.

In short, agile leadership within the NSTP is in its infancy. Leaders can
produce positive, longerm change by being proactive and responsive to
theirstudents' needs, teaching them the value of service, and encouraging
them to give back to their communities. Therefore, the NSTP will
continue to thrive, grow, and adapt for future generations.
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My Experiential Journey as a Leader

Growing up in San Leomdo, Aglipay, Quirino, | experienced firsthand
that community life is not just an intellectual construct but a lived reality.
All of us in the small community knew one another; helping was not an
option; it came naturally. | was taught early on that senigk a
responsibility that is quietly rendered for the common good, rather than
for credit. These early life lessons continue to shape my character and how
| perceive leadership, education, and public service. When | became a
member of the faculty at Isala State University in 1994, | was full of
youthful idealism, continuing my longtanding respect for education as a
means to create positive transformation in people's lives. As a math major
with a B.A. from La Salette College, | entered higher educaiidh
enthusiasm and a strong desire to teach, learn, and grow. Teaching
mathematics had sharpened my discipline and analytical thinking; it also
taught me the importance of meeting my students at their level and
demonstrating patience and clarity. As ogressed through my career, |
have come to realize that effective leadership is predicated on
understanding systems beyond those within the classroom. This
realization has inspired me to pursue change by earning multiple degrees
in law, business managemeahd institutional development. Completing

my Juris Doctorate at Cagayan Colleges Tuguegarao, my Master's Degree
in Business Management, and my Ph.D. in Institutional Development and
Management at Isabela State University has greatly enriched my
understading of how education, governance, and service are intertwined.
These degrees were not simply markers of achievement for me, but rather
tools to prepare me for leadership positions that were much more complex
than | could have anticipated. My current enawdo obtain a Master's in

Law and Letters supports my philosophy that education is a lifelong
commitment. As an educator, | believe | am not only a curriculum teacher
but also a model for continuing to grow and develop as a learner. To me,
embracing chage means acknowledging that, no matter how long you
have been in a profession, there will always be more to learn, unlearn, and
relearn, especially in the rapidly changing educational world. | served in
several leadership positions over time, includingiClof the Business
Administration and Public Administration programs, Dean, and Campus
Coordinator. Each leadership position was different, presented different
challenges, and required me to draw on different strengths. Through my
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experiences, | discovatehat change can be accompanied by fear and
resistance, but it can also create opportunities for innovation and
improvement. Through my experiences, | learned that to be an effective
leader, | must have solid core values to guide my actions, that my
leadeship is shaped by my experiences, and that | must exercise it with
humility. The examples of how | learned some of the lessons referenced
above became vivid in my mind when | was appointed the Campus
Director for the National Service Training Program2io24. Accepting

this new position required me to take on a level of responsibility | had not
previously experienced: linking academic learning and civic participation.
This presented a challenge for me, as | had to consider how to enhance
the educationalx@erience by serving others and teaching students who
are socially responsible and understand the importance of helping to build
the nation.

| consider the National Service Training Program a living classroom, not
just within the University's walls budlso in the community we serve.
Working as an enumerator at the Department of Agrarian Reform and
serving as an ex officio member of the Aglipay Sangguniang Bayan were
formative experiences that helped identify the challenges rural
communities face. Thisds helped me identify NSTP initiatives with
empathy and an understanding of the local context, so that service
learning is conducted in ways that maintain integrity. | encourage
students to view community immersion experiences as more than just
another aademic requirement, but as an opportunity to grow personally
and socially. As students learn through NSTP activities, they develop
skills in listening, collaborating, and responding to legitimate needs. In
this regard, helping students shift their thinkiagout change from
compliance to commitment, and from feeling obligated to taking
ownership of service, will help them embrace change.

To date, | have had a strong personal interest in mentoring students.
Advising students through various student orgaiimga, such as the
Supreme Student Council and Junior Business Executives, taught me that
leadership grows through trust, discipline, and example. Therefore, | have
drawn on my mentoring experience to support students participating in
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NSTP in developingnitiatives to lead service projects and in reflecting
on those experiences. Simply put, reflection is what allows service to
become learning and action to become purpose.

My membership in professional organizations such as PACSA and
ISUEFA, my researclon public service and public administration, and
my contributions to CBAPA journals on public administration and service
delivery further strengthen my approach to leading through NSTP. The
combination of these experiences continually reminds me that servic
must be based on principled practices and solid, objective evidence, and
that it will change; however, it must be anchored in integrity,
accountability, and the public good. In addition to my professional
commitments, | have been fortunate to have the End support of my
family. My spouse, Minnie, and our two daughters demonstrate for me the
human side of leadership. Through their actions, | have seen that service
starts at home and that the principles we teach through our family must be
principles weconsistently demonstrate. The love and support | receive
from my family give me the strength to face the demands of being a leader
and a public servant.

Reflections

As NSTP Campus Director, it has now become evident to me that
accepting change is a conious journey rather than a single event.
Change calls on us not only to adjust our strategies, but also to examine
our mindsets, values, and assumptions. In a dynamic educational and
social environment, leaders must be willing to respond thoughtfully to
emerging needs while remaining anchored in the core mission of service
and natiorbuilding.

As you celebrate the courage to adjust your thinkiagiain humblein
recognizing your capacity to grow in knowledge, wisdom, and
imagination. Humility opens the doto lifelong learning and reminds us
that leadership is strengthened by listeBidigtening to students
colleagues, and the communities we seryge open to feedback,
welcome diverse perspectives, and view mistakes not as failures but as
opportunities ér improvement and innovation.
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Hold yourself accountable for leadingwith purpose. Purposdriven
leadership requires alignment between vision and action. Set clear goals,
but remain flexible in how you achieve them. In NSTP, this means
ensuring that pragms are responsive, inclusive, and grounded in real
community needs. Regular reflectébiooth personal and collectige

helps sustain integrity and keeps service initiatives meaningful rather than
procedural.

Invest in peopleEmpower students affidcilitators by trusting them with
responsibility and encouraging initiative. Guide them to lead projects,
solve problems collaboratively, and reflect deeply on their experiences.
Leadership is multiplied when others are given space to grow, and NSTP
Is macst effective when students see themselves not just as participants but
as partners in service.

Stay connectedo the communities you serve. Genuine engagement
requires presence, empathy, and respect. Avoissimedits-all solutions;
instead, cultivate grtnerships built on dialogue and shared ownership.
When communities are treated asezhucators rather than beneficiaries,
service learning becomes transformative for everyone involved.

Finally, remain grounded in your valuesCompetence, compassion, and
commitment must guide every decision, especially in times of uncertainty.
These principles have guided me since my childhood in San Leonardo and
continue to shape my leadership today. When leaders remain faithful to
their values while embracing changetwaiility, they not only shape lives

and strengthen communities but also prepare the next generation to serve
with integrity, resilience, and a deep sense of social responsibility.
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Eustaquiods Strategy in Agile
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Chapter 4
Integrating Ethical Decision-Making in Leadership:

Beyond Competenceand Compliance

Dr . Leo V. Damol e
Regional Manager Il
National Food Authority
drleodamole@gmail.com

Introduction
Ethicaldecisiorma ki ng I s often misunder st oc
thing. o While that Il s certainly peé
nuanced.

At its heart,ethical decisionmaking is the discipline of evaluating
choices through the lenses of fairness, accountability, transparency,
and respect for the people affectedlt requires balancing immediate
needs with longerm consequences, personal values with organizational
goals, and situational complexitiesth moral principles.

Over the years, | discovered that ethical decisions are rarely the easiest or
the fastest options. They often demand uncomfortable conversations,
delayed gratification, or difficult tradeffs. But they also generate
something famore valuable than convenienteist.

A |l eader's ethical compass becomes
leaders act with integrity, people feel safe. They feel seen. They feel
guided. Ethical decisiemaking is not merely a leadership s&ilit is a
leadership promise

Theories on Ethics

After nearly 25 years of leading different Teams, steering organizational
shifts, and making decisions that carried both tangible and intangible
consequences, one lesson has remained cong#Hm¢s is not an
accessery to leadershipd it is its core. Trends evolve, strategies shift,
and technologies transform the way we operate, but the ethical
foundations of leadership determine whether those decisions build trust or
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erode it, inspire people or alienate them, advanoeission or derail it
entirely.

As a firsttime writer putting these reflections into words, | find myself
returning to the countless momemtboth triumphant and humblidg

when | stood at a crossroads. Some decisions were small and passed
unnoticed. Other changed peopl eds career ¢
culture, or revealed who | truly was as a leader when no one was watching.
Through it all, | learned that ethical decisioraking is a muscle we must
consciously strengthen. It is not automatic. It is mutinctive. It is
cultivated.

In this article, | share what | have learned about ethical leadership: what
it means, why it matters, how it is practiced, and how leaders can embed
ethics into the daily rhythm of decisianaking. My hope is that these
insights help other leadedsnew or seasonédnavigate decisions with
more clarity, courage, and integrity.

Why Ethics Has Become a NoiNegotiable Agile Leadership
Competency and Compliance

When | began my leadership journey, ethical considerations were often
treated as checkbox@sompliancebased rather than principtiiven.

Over time,after witnessing both exemplary and disastrous leaderkhip
realized that ethics is no longer just a compliance issue. It is a strategic
one.

Herebs why et hispensableirsleathessluippo me i nd i

1. Ethical Leadership Builds Organizational Trust

Trust is a fragile resource. It takes years to earn and moments to lose.
Leaders set the tone for how people behave, communicate, and
collaborate. When employees trust that thedaders make fair,
transparent, and valuesiven decisions, they respond with loyalty,
engagement, and initiative. Without trust, even the most impressive
strategies fall apart.

2. Ethics Sustains LongTerm Success
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Shortterm wins are tempting for adgader. But | have seen instances
where shortcuts, while seemingly harmless, created cracks that later
widened into crises. Ethical decistomaking prevents reputational
damage, regulatory risks, and internal conflict by ensuring that growth is
sustainabland integrity is protected.

3. Ethical Leaders Inspire Authentic Followership

People do not merely follow titles; they follow character. Ethical leaders
create psychological safety, encourage diverse perspectives, and cultivate
cultures where people feela | u e d . When teams bel.i
integrity, they give their best not out of fear, but out of commitment.

4 . Et hics Protects an Organization
Every organization has a brand and a culture. Both are shapeck than
anything by theethical posture of its leaders. Ethical decisions uphold

the values engraved in company missions and visions; unethical ones
corrode them from within.

The Ethical Crossroads: When Values and Pressures Collide

Leadership is full of crossroadlsnoments whernvalues collide with
deadlines, expectations, and even-geHlrest. | have faced decisions
where:
1 Doing the honest thing meant disappointing a superior.
1 Standing up for fairness risked losing relationships.
1 Protecting a team member required confrontimgcamfortable
truths.
1 Saying Anoo t o unet hical sugage
Aadifficult. o

These are not glamorous leadership moments. They often feel lonely.
Ethical decisiommaking rarely comes with applause; sometimes it comes

with pushback. But | haveever regretted choosing integrity.

These crossroads reveal the truth about leadershithiority gives
leaders power, but ethics gives leaders legitimacy
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Common Ethical Challenges Leaders Face.éadership behaviors or
mindsets)

Over the past 20 yeald)ave seen patterns in the ethical dilemmas leaders
encounter. These include:

1. Conflicts of Interest
These situations test fairness and impartiality. Leaders must be vigilant
and transparent when personal interests might influence decisions.

2. Pressure to Deliver at Any Cost

High-performance environments can unintentionally encourage corner
cutting. Ethical leaders resist the temptation to sacrifice principles for
speed.

3. Managing Confidential Information

From personnel issues to strategiend, leaders must guard sensitive data
with utmost responsibility. Mishandling information is both unethical and
damaging.

4. Balancing Transparency and Sensitivity
Leaders must navigate how much information to share and when. The
ethical path often liebetween honesty and protection.

5. Handling Mistakes

One of the greatest tests of ethical leadership is how we respond to
errord our own or otherso6é6. Owning mist
These challenges will never disappear. But with awarenesks an

preparation, leaders can better respond to them with ethical strength.

Building Ethical Competence: Practical Steps for LeadersRractical
applications of agility in the topic)
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Ethical decisiormaking is a competendyone that can be developed
intentionally. Based on my experience, here are practical steps leaders can
take to strengthen their ethical leadership:

1. Clarify Your Values
Know what you stand for. Identify your naregotiables. When your
values are clear, decisions become clearer.

2. Foste Open Communication
Encourage people to speak up, raise red flags, and ask questions. Silence
in an organization is often a symptom of fear.

3. Build Diverse, Ethical Teams
Diversity reduces blind spots. Surround yourself with people who
challenge assuntipns and bring complementary perspectives.

4. Lead by Example
People do what leaders @mot what leaders say. Your daily decisions
set the ethical baseline for the organization.

5. Hold Yourself Accountable
Seek feedback. Admit mistakes. Allow yoursdtfi be corrected.
Accountability strengthens credibility.

6. Reflect Regularly
Leadership reflectiah whether through journaling, mentorship, or quiet
though® is essential for refining judgment.

7. Commit to Continuous Learning
Ethical challenges evolve.eladers must stay informed about new laws,
cultural shifts, and modern dilemmas.

The Anatomy of Ethical DecisionMaking (How agile leaders can
benefit from understanding)

Through many challenging decisions over the years, | developed a set of
guestionghat helped me navigate ethical dilemmas with more clarity:
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1. |l s this decision aligned with m
values?
Val ues are anchor s. When deci si ons

warning sign.

2. Who will be affected, anl how?
Ethical leadership requires empathy. Understanding the impact on
peopld especially those with less voitehelps us avoid harm.

3. Would | be comfortable explaining this decision publicly?
Transparency is a strong ethical filter. If a decision camvitiistand
scrutiny, it needso be reevaluated

4. Am | choosing convenience over integrity?
Sometimes the right choice is simply the harder one. Asking this question
helps reveal whether fear or pressure is distorting judgment.

5. What are thelong-term consequences?
Ethical decisions look beyond immediate results and consider sustainable
outcomes.

6. Have | consulted diverse perspectives?
Ethical leadership is not solitary. It involves seeking input, listening to
dissent, and valuing expertise

These questions do not eliminate complexity, but they illuminate the path
forward.

The Ripple Effect of Ethical Leadership
One of the most profound realizations in my career is that ethical decisions
createripplesd often bigger ones than we expect.

When a leader stands up for fairness, others feel empowered to do the
same.

When a leader protects integrity, it becomes part of the culture.
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When a leader chooses transparency, trust grows stronger.
When a leader treats people with respect, dignity besangenorm.

Ethical leadership creates an environment where people feel safe, valued,
and inspired. This is not just good for mofalg¢ leads to better
performance, innovation, and organizational resilience.

Over time, ethical decisions compound, buifdanlegacy that outlives an
individual leader.

When Ethical Leadership Requires Courage

The greatest ethical decisions often require codrage kind that may

not be praised at first. Some of the toughest choices | ever made were ones
t hat di dmebpersomakynBuif leadership is not about personal
gain; it is about stewardship.

Courageous ethical leadership involves:

Taking responsibility for unpopular decisions

Protecting team members from unfair treatment

Saying Anoo to vauesctices that vi
Escal ating issues even when itos
Upholding standards consistently

=A =_ =4 -4 =4

Courage is not the absence of fear; it is the decision that integrity matters
more than fear.

A Leadero6s Legacy Lies in Ethical
After twenty years, | have conie realize that people rarely remember
the exact numbers you hit, the reports you completed, or the presentations
you delivered. What they remembehi®sw you made decisions when it
mattered:

Did you choose fairness?

Did you stand by your principles?
Did you protect your people?
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Did you remain honest under pressure?

Did your decisions reflect who you truly are?

Ethical decisiormaking is the legacy of leadersBiphe invisible thread
that binds trust, respect, and credibility. It is what inspires followgrsh
long after authority fades.

My Experiential Journey
Over 28 years of leadership across various branches and regional
offices of the National Food Authority (NFA), your experience
reflects a career that has evolfeam a broad market regulator to a
specialized emergency response agency.

The following situations illustrate the core of your leadership
practice during this tenure:

1. Navigating Institutional Reform: The RTL Transition
You have led teams through theeismic shift of thdRice
Tariffication Law (RTL) .

Overnight, the NFA's role transitioned from a monopoly on rice
imports to a focusebuffer-stocking agency As a Regional
Manager, | managed employee anxiety regarding job security and
the "privatizatioti of certain roles. You translated new national
mandates into local operational goals, ensuring your branch
remained relevant by focusing exclusively on local procurement
from Filipino farmers.

2. Crisis Management: Pos{Typhoon Operations
A hallmark ofyour management career is the physical and logistical
leadership required during natural disasters.

Following severe tropical storms (lil&evere Tropical STS
Opongin 2025), regional offices must rapidly deploy "Benteng
Bigas" trucks to calamitgtricken areas. | activated the -hbur
Operations Center, coordinating the release of subsidized rice (e.qg.,
at P20/kilo) to local government units (LGUs) and DSWD. This
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involved balancing the urgent need for distribution against the
mandate to maintain Eb-day national buffer stock.

3. Procurement Strategy: The "Buying Price" Battle

Your leadership has been tested in the field during the summer and
main harvest seasons, where NFA competes with private traders for
farmers' produce.

Private traders often off@igher prices than the government support
price, leaving NFA warehouses empty and buffer stocks low. Top
management advocated for or implemented the 22225 price
adjustments (raising procurementRd7 P30 per kilo) to attract
more farmers. You may haaso pioneered "fagane" services for
small farmers (selling <50 bags) to reduce waiting times and
improve service excellence at the branch level.

4. Upholding Integrity: The Audit and Accountability Challenge
Managing highvalue government inventoryequires constant
vigilance against "leakages" and corruption.

Recent years have seen intensified audits and Ombudsman
investigations resulting in the suspension of various officials. As a
veteran leader, you likely instituted "zefinding" audit targetand
stricter warehouse management protocols to prevent the
"unexplained loss" of stocks thiadveplagued some regions. Your
leadership focused on restoring public trust through transparency in
palay weighing and quality classification.

5. Logistical Innovation: Modernizing the Supply Chain
In your later years of service, you have overseen the modernization
of aging NFA infrastructure.

Many regional branches struggled with outdated drying facilities
and a lack of transport trucks. The Top Managepnténbugh the
recommendation of both regional and branch Offices, rolled out new
assets, such as tB® new truckslelivered in 2025,and the
modernization of drying and milling equipment, to reduce the
operational cost of kbagging and grain deterioration.
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1 Challenges encountered

At the National Food Authority (NFA), my career spans from the
stabilization era of the late 1990s to the modernized baféaking
agency of the mi®020s. The challenges encountered during this
tenure reflect the evolvingpmplexities of Philippine food security.

1. Structural Mandate Shifts and Policy Changes

The Rice Tariffication Law (RTL) Transition : One of the most
significant hurdles was the 2019 implementatiorRepublic Act
11203 which stripped the NFA of its regulatory and import
monopoly. Leading a regional team through this "refocusing"
required managing employee displacement and the operational shift
to a purelybuffer-stocking agency

Competing with Private Traders: For decades, NFA struggled to
meet procurement targets when private traders offered higher
farmgate prices. In 2024 and 2025, you likely faced the challenge of
rebuilding stocks after they fell to critical levels before Ni6A
Council raised buying prices 817 P30 per kiloto compete
effectively.

2. Operational and Logistical Constraints

Inadequate PostHarvest Infrastructure : A chronic challenge has
been the lack of modernization. As recently as 2025, the NFA had
only a12% drying capacity for procured palay, leading to risks of
grain deterioration. Managing warehouses with leaks, lack of
CCTVs, or rodenissues has been a persistent reality in regional
offices.

Logistical Bottlenecks Distributing rice during calamities often
meant relying on an aging fleet. Only in 2025 and 2026 did the
agency begin addressing this with the procureme@0afew trucks

in 2025 and 150 more scheduled for 2026
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3. Climate and Market Volatility

Extreme Weather Disruptions Navigating the impacts dl

Nifio and increasingly severe typhoons required constant "24/7"
readiness to release emergency stocks while simultaneously trying
to replenish them from local harvests damaged by the same weather
events.

Balancing National Programs In 2025 and 2026, youated
pressure to implementtheP20per-kilo rice program for
vulnerable sectors (4Ps, PWDs, seniors) while ensuring these
subsidized releases did not deplete the mand&edy national
buffer stock

Turning points or insights

My 28-year career at the National Food Authority (NFA) is viewed
as a masterclass in navigating institutional séifiom a broad
market regulator to a specialized agency for national food security.
Your tenure offers deep insights into the evolution of ippihe
agriculture and public service. But the major turning points of my
career is when the approval of tB819 Rice Tariffication Law
(RTL). This was the most significant turning point, refocusing the
NFA from a market interventionist role to a dedicEbaffer-
stocking agency For a 28year veteran, this meant shifting
leadership from managing trade monopolies to optimizing storage
and emergency response.2024 2025 "Buffer Stock Crisis" &

Price Adjustment: After years of struggling to compete with
private traders, a major turning point occurred when the NFA
Council raised procurement prices Rt&7i P30 per kilo. This
allowed the agency to rebuild its stocks to 460,000 metric tons by
late 2025, even amidst typhooiitie Modernization Milestonein
2026,the NFA is on track to achievi®0% drying capacity for its

rice buffer stocks, up from just 12% in early 2025. This represents a
shift from "bagged" storage to modernized, ldagn silo systems.
Insights from 28 Years of Service, Integrity is the Foundabn of
Public Trust: Reaching a senior role requires navigating decades of
systemic challenges. The rec&Bkcellent" rating achieved by

the NFA in late 2025 highlights that leadership must prioritize
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transparency to rebuild an agency's reputafButter Stocking as

a Social Safety Net Lived experience reveals that the-day
national buffer stock is not just a number; it is the backbone of
programs liké'Benteng Bigas, Meron Na!"which aims to
reachl5 million householdsby the end of 2026 with P2@erkilo

rice. Adaptability Over Tradition : A 28year career teaches that
policies like the RTL are not static. The ongommgsh in 2026or
the"RICE Act" to restore limited regulatory powers shows that
effective leaders must advocate for policy "mimlrsecorrections"
based on field realitiesEmpowerment through Mentorship:
Long-serving leaders realize their greatest legacy is a "skilled,
motivated" workforce. In 2026, the focus has shifted toward
orienting new staff on thtserbisyong Patas at Tapat"(Fair and
Honest Service) values to ensure ldagn food security.

Lessons learned from relifie contexts
My journey from the era of market monopoly to the focused buffer

stocking mandate provides a masterclass in public administration.

These are thiessons learned from the rdéé& contexts of managing
a region's food security:

1. Resilience is Not Just Endurance; It is Agility

In navigating theRice Tariffication Law (RTL) transition in 2019
and its subsequent refinements in 200L5. | learnedhat large
gover nment agencies are often
survival depended on its ability to pivot. You learned that a leader
must be the "translatdr turning high-level policy shifts into
actionable regional work plans without demoraligthe workforce.

2. Market Prices are the Ultimate Reality Check

The years of empty warehouses when the government support price

was too low compared farivate traders' prices$ learned that you
cannot "command" a market to follow a policy. The success of
2025 where the NFA achieved higher procurement levelas

the result of the agency finally adoptinflexible price range (P17
P30 per kiloXo compete. Redife leadership means advocating for
budget flexibility to meet market realities.
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3. "Drying Capacity" is as Critical as "Buying Capacity ."

When we managée risk of grain deterioration due to the lack of
mechanical dryers. Procurement is only half the battle, through my

28 years of rainy seasons, i learned that food security is a technical
logistical challenge. By this year, the push 100% drying

capacity underscores that infrastructure is the only way to protect
the publicbébs investment i n buffe

Reflections
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7 What did the experiences teagbu?
Leading various Branch and Regional Offices of the National Food
Authority (NFA) for yearshas offeredorofound lessons in public
service, operational resilience, and the critical importaideod
security.
Based on institutional experiences and the evolving mandate of the
NFA, here are the key lessons learned from leading at various levels
of the agency:

1. Integrity is the Foundation of Public Trust
|l n an agency tasked with manag
maintaining high ethical standards is paramount.

1 Accountability in Resource ManagementManaging massive rice

inventories and muHmillion-peso procurement budgets requires
strict adherence to transparency to prevent mismanagement and
corruption.

1 Upholding the Mission: Effective leaders internalize the agency's

commitment to "honest service and quality rice," ensuring that every
action supportsnational food security rather than personal or
political interests.

2. Operational Agility in Times of Crisis
Leading regional offices teaches the importance of being "disaster
ready" at all times.
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Emergency Responsivenes3he ability to quickly mobike and
distribute buffer stocks during natural or masade calamities is a
core leadership competency.

Supply Chain Logistics:Transitioning from a trading and
regulatory agency to a focusBdffer Stocking Agency(under the

Rice Tariffication Law) reques leaders to master the logistics of
acquisition, quality maintenance, and strategic dispersal of stocks
across the country.

3. Empowerment through Collaborative Governance
Success in the NFA is rarely achieved in isolation; it requires
building stromy bridges with various stakeholders.

Strengthening Local Partnerships:Collaborating with Local
Government Units (LGUs) through Memorandums of Agreement
(MOA) ensures that affordable rice is available for relief operations
and emergency programs.

Engaging the Farming Sector:Leaders must facilitate continuous
dialogue with farmers' organizations through councils like
theRegional Farmers Action Council (RFAC)to understand on
ground concerns and improve procurement policies.

4. Technical Excellence and€Continuous Learning
Managing a government branch involves more than administrative
oversight; it requires specialized knowledge.

Mastery of Specialized FunctionsRegional and branch leadership
demands proficiency in diverse areas, including warehouse
management, quality assurance, and economic forecasting.

Mentorship and Training: Investing time in orienting and training

new staff is essential for building a skilled, motivated workforce that
is aligned with the agency's evolving goals.

43



Agile Leadershipn Challenging Times

44

5. ResilienceAmidst Structural Reforms

Three decades of servispanmultiple administration changes and
significant legislative shifts, such as tRee Tariffication Law
(RA 11203)

Adapting to Change:Leaders must be resilient enough to guide
their teams througbrganizational restructuring while maintaining
the core objective of ensuring stable supply and prices for Filipino
consumers.

Balancing Targets and Reality:Meeting procurement targéts
especially when competing with private tradergquires
innovative stategies and the ability to lobby for competitive palay
buying prices to support local farmers.

How they shaped your perspective

The National Food Authority (NFA) represents a\#&ar career
defined by resilience through institutional transformatamd a
perspective deeply rooted in the complexities of national food
security.

Serving for nearly three decades shapes a leadership perspective in
several distinct ways:

Adaptability through Major Reform : A 28year veteran has
navigated the massivehift from aTrading and Regulatory
Agencyto a focusedBuffer Stocking Agencyfollowing the Rice
Tariffication Law. This breeds a perspective that values
organizational agility and the ability to pivot core missions without
losing operational effectivengs

Crisis Management and ResilienceExperience spanning three
decades includes leading through numerous natural disasters,
economic shifts, and food security emergencies. This shapes a "risk
management"” leadership style, where the focus is on maintaining
stable supply chains and buffer stocks under extreme pressure.
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Deep Sector Knowledge Longterm service provides a granular
understanding of the entire rice value cldaimom procurement
from local farmers to managing quality in largeale warehouse
opem@tions. This creates a leader who prioritizes technical expertise
and "service excellence" over purely administrative oversight.

Commitment to Integrity and Public Trust: Having witnessed
various agency reforms and investigations into mismanagement, a
long-serving leader often develops a perspective centered
onaccountability and Transparency.

Intergenerational Leadership: Senior NFA leaders often manage

a diverse workforce, including millennial managers and new- tech
savvy recruits. This requires a perdgpexthat balances traditional
government protocols with modern, inclusive, and transformational
leadership practices.

Stakeholder Relationship Building Decades of service involve
coordinating with diverse groupsfrom the Department of
Agriculture (DA) and DSWD to local farmer organizations. This
fosters a collaborative perspective, understanding that national food
security cannot be achieved in isolation.

What leaders can reflect on when reading your narréative

As a Regional Manager Il at the Natibfa@od Authority (NFA),
your narrative provides a blueprint for leadership in fsgikes
public service. Leaders can reflect on the following key themes from
your journey:

1. Stewardship and Institutional Legacy

Building Resilient Systems Your narrativeillustrates that true
success is not just surviving a crisis but leaving behind systems that
thrive after your tenure. Leaders can reflect on whether they are
"planting oaks" for the future or merely optimizing for shigm
applause.
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1 Merit-Based Growth Your advancement through the ranks
highlights the importance of a transparent promotion system based
on competence and relative qualification.

2. Strategic Adaptability

7 Navigating Mandate Shifts Your experience coc
transformation from aegulatory body to a specialized buffer
stocking agency. Leaders can reflect on how to maintain operational
effectiveness while pivoting a core mission to meet new national
priorities.

7 Crisis Management as a Core CompetencyManaging national
food securiy requires a balance of physical and mental vigor to
handle long hours and higiressure decisiomaking during
emergencies.

3. Ethical and ValuesDriven Leadership

1 Accountability in Public Service: Reaching a senior role in a
sensitive agency like the MFdemands a narrative of integrity.
Leaders can reflect on the necessity of "zero findings" in audits (like
ARTA inspections) as a standard for governance excellence.

1 Courage of Conviction Your narrative likely contains moments
where you had to make unmaar but necessary decisions. Leaders
should reflect on the importance of perseverance and having the
conviction to move an organization forward even in the face of
dissent.

4. Technical and Functional Expertise

1 Mastery of the Value Chain As a RegionalManager, your
expertise in procurement, quality maintenance, and warehouse
management is vital. Leaders can reflect on how deep technical
competence builds trust among subordinates who look to them for
guidance.

1 Policy Advocacy Your role in contributingo proposed bills and
policy analysis (e.g., rice industry revitalization) shows that modern
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regional leadership requires being a proactive "visionary" rather
than just a "bureaucrat".

5. The Human Element

17 Empowering the Next Generation Leaders readingour story
should reflect on the importance of coaching and mentoring.-A 28
year journey is a testament to the ability to develop others, ensuring
that organizational knowledge is not lost when senior leaders retire.

7 Empathy and Relationship Building Effective regional
management depends on relationships with diverse stakeholders,
from farmers to local government officials. Leaders can reflect on
the balance between achieving hard results and understanding the
needs of their team and community.

1 Connectims between theory and lived experience
Looking back at 28 years of service at the National Food Authority
(NFA), your perspective likely defines the connection between theory
and lived experience as a journey frabstract concepts to
operational realities

In public service, "theory" often represents the policy frameworks and
academic leadership models, while "lived experience" is the daily
navigation of logistical, political, and social complexities.

1. Theory as the "Compass," Experience as th€lerrain”
Leadership frameworks (like Transformational or Servant
Leadership) provide the "why" and a general direction for public
service. But in my experience as a Manager, the "terrain" includes
sudden weather disruptions, fluctuating palay farmgateegri
(dropping to as low as P1B12 per kilo), and the logistical strain of
maintaining a mandated dday buffer stock. Experienshows that
while theory suggests ideal procurement levels, reality requires
managing limited drying capacignd warehouse spa.
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2. Bridging Policy Reform with Human Realities
The Rice Tariffication Law (RTL) and its subsequent 2025
amendmentsrepresent theoretical shifts in national strategy
moving the NFA from a markenterventionisto a focused buffer
stocking ageay. In the field you have seen how these theoretical
shifts affect the lives of small farmers. Lived experiemedgesthe
gap by implementing "“fagane" services for small farmers and
ensuring fair floor prices (P2830 per kilo) to protect them from
exploitation by private traders.

3. Ethical Leadership: From Code to Character
Academic theories on "Responsilileadership" emphasize ethical
and social accountability. You know that ethics are not just found in
a handbook. Lived experience involves maintaining integrity during
institutional probes, managing "red tape," and actively rebuilding
public trust throughransparent operations after major leadership
changes.

4. Adaptive Leadership in Times of Crisis
Crisis management theory suggests proactive planning and risk
mitigation. In the NFA, this translates to the physical and mental
vigor required to lead teantisrough a "yeatong state of calamity"
where you must balance the rollout of subsidized programs (like
P20perkilo rice) against a tightening national budget.

5. Intergenerational Knowledge Transfer
Adult learning theory suggests that experienced Isalgarn best
through reflection on reaborld application. But for NFA taught
you that Ileadership isn't just about directing but about
"apprenticeship." You likely view your role as a mentor who
translates complex bureaucratic theories into actionabbiowigor
millennial managers and new recruits.

Paradigm for Change
Based on your 28ear journey with the National Food Authority
(NFA), the following framework is designed to drive institutional
transformation in public service. iridges the gap between
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"Bureaucratic Management” and "Agile Food Security
Stewardship."

To transform, a leader must shift from a "Processor" of grains to a
"Protector" of people:

How this Paradigm Supports AgileLeadership?
In the context of 2026Agility is the ability tomaintain stability
while moving at speed.

Rapid Pivot: When the NFA Council changes procurement prices
overnight, an Agile Leader doesn't complain about the budget; they
immediately mobilize field teams to capture the harvest before
private traders do.

Decentralized DecisioAMaking: This model empowers Branch
Managers to make "boetmrtheground" decisions during
typhoons, reducing red tape when minutes matter for food delivery.

Continuous Feedback Loop By prioritizing relationshigouilding
with LGUs and farmers, the leader receives riale market data
that no central office report can provide.

Guiding Principle
AWe don't just store rice; we store the peace of mind of the
Filipino people."

Concl usi on: Ethics | s the Leader 6s
Leadership is a journey filled with victories, challenges, and defining
moments. Througlit all, ethical decisiooma ki ng r emai ns t
true north. It demands clarity, humility, courage, and consistency. But it
also yields profound rewards: trustspect, loyal teams, and an enduring
legacy.

As a firsttime writer reflecting on two decades of leadership, | write this
not as an expert, but as someone who has ledrsedhetimes the hard
wayd thattitles may grant authority, but ethicsgrant leadership. And
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In the endgthical decisionshape organizations, influence cultures, and
inspire people.

If there is one message | hope resonates, it is this:

Ethical decisionmaking is Beyond Leadership competency and
complianced it is the foundation of leadeship itself.
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Introduction

In my experience as an educator, public servant, and academic
practitioner, | have learned that leadership effectiveness is not determined
solely byauthority or expertise, but by the ability to adapt thoughtfully to
evolving circumstances. This chapter explores adaptive leadership as a
practical and valuedriven approach to navigating complexity.

Adaptive leadership emphasizes responsiveness, ngarrand the
capacity to guide others through change without relying solely on
established solutions. Rather than providing immediate answers, adaptive
leaders help individuals and institutions adjust mindsets, behaviors, and
practices in response to newvaliges. In both academic and community
settings, | have observed that leadership challenges rarely come with clear
solutions. They require discernment, flexibility, and sustained
engagement.

Adaptive leadership serves as a critical complement to agieitehip.

While agility focuses on responsiveness and iteration, adaptive leadership
addresses the deeper work of preparing people to engage with change
constructively. This chapter examines adaptive leadership as a leadership
practice grounded in respohdity, learning, and serviéeone that
enables leaders to respond effectively to complexity while remaining
anchored in purpose and values

Theories on Adaptive Leadership

Adaptive leadership is grounded in the understanding that not all
leadership challenges can be solved through existing expertise, authority,
or technical solutions. According to Ronald Heifetz, adaptive leadership
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Is required when problems demand changesiues, beliefs, roles, and
behaviors rather than simple procedural adjustments. This distinction
separates adaptive challenges from technical ones and places
responsibility on leaders to mobilize peopddearn rather than comply

Heifetz emphasizedat adaptive leadership requires leaders to resist the
temptation to provide immediate answers. Instead, leaders must create
conditions where individuals confront reality, take responsibility, and
participate in the work of change. This theory positioasiéeship not as
control, but as disciplined engagement with complexity. Authority may
stabilize systems, but adaptation requires courage and sustained effort.
Leadership scholars have further noted that adaptive leadership involves
regulating pressure. Ldars must maintain enough tension to promote
change without overwhelming individuals or institutions. This requires
judgment, timing, and emotional discipline. Adaptive leaders neither
avoid conflict nor escalate it unnecessarily; they hold space focudiffi
conversations and necessary adjustments.

From a management perspective, adaptive leadership aligns with
learningoriented leadership theories that emphasize responsiveness and
adaptability over rigid planning. However, adaptive leadership goes
beyondflexibility. It demands accountability. Leaders must make clear
distinctions between what must be preserved and what must change. This
discernment distinguishes between adaptation and instability.

In this sense, adaptive leadership is not a style besponsibility. It
requires leaders to confront uncertainty directly and guide others through
transitions that are often uncomfortable, slow, and contested.

Adaptive Leadership Vs Agile Leadership

Agile leadership and adaptive leadership are closely celatg not
identical. Agile leadership emphasizes responsiveness, iteration, and
rapid adjustment. Adaptive leadership addresses the deeper human work
required to make agility possible. Without adaptation, agility becomes
superficial.
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Adaptive leadership tengthens agile leadership by ensuring that
responsiveness is purposeful rather than reactive. In environments where
change is constant, leaders must help people let go of outdated practices
while building new capabilities. This cannot be achieved thrayged
alone. It requires clarity, discipline, and sustained leadership presence.

Agile leadership often focuses on processes, tools, and structures.
Adaptive leadership focuses on people. It prepares individuals and teams
to engage with uncertainty, agteesponsibility, and participate actively

in change. In my experience, organizations fail not because they lack agile
frameworks, but because leaders underestimate the emotional and
behavioral demands of adaptation.

Adaptive leadership ensures tlagfility does not compromise integrity.
Leaders remain anchored in values while adjusting strategies. They do not
confuse flexibility with indecision. Instead, they use learning, feedback,
and accountability to guide action.

Within the broader theme of dgileadership, adaptive leadership serves
as the stabilizing force. It ensures that change is managed deliberately,
that people are supported without being sheltered, and that leadership
remains firm even when conditions are unclear.

Four Main Principles of Adaptive Leadership
The following are the four main principles tied to adaptive leadership:

1. Emotional Intelligence

Emotional intelligence is the understanding and management of emotions
in yourself and others. This emotional awareness allows adaptive leaders
to build trust with those they lead and to foster positive networks, leading
to strongerconnections with empl@es and greater teamwork.

2. Organizational Justice

An adaptive leadership environment fosters transparency. Through their
experience as adaptive leaders, they know which policies work best for
their organization and how to implement them effectivelgeao buyin
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from their teams. Adaptive leaders will help ensure there are multiple
avenues of support and perspective so all employees feel included and
respected.

3. Development

Adaptive leaders are always encouraging learning within an organization.
When a strategy or techniqgue has not produced the desired results,
adaptive leaders will seek new strategies or techniques to achieve them.
Both the employee and organization can grow and develop as they adapt
to new strategies and techniques.

4. Character

Chaacter, creativity, openness, and availability form the foundation of
adaptive leadership. While there are times when adaptive leaders make
poor decisions, they are often respected for their ability to create and
maintain trust and to establish positivepguctive relationships with
those they lead.

My Experiential Journey

My grasp of adaptive leadership emerged from lived experience rather
than academic abstraction. It was shaped by moments that required
resolve, accountability, and sustained directioeimder pressure.
Leadership, in my case, did not arrive as a concept to be studied but as a
function that had to be assundedcross professional responsibilities and
personal circumstances alike.

Working within academic institutions where constraints amd sd
expectations are uncompromising has required a form of leadership
grounded in action. These environments leave little space for hesitation.
Leaders are often called upon to make decisions without full certainty and
to carry those decisions forwardile remaining responsive to unfolding
realities. Progress depends less on ideal conditions and more on the
willingness to act responsibly amid uncertainty.

In both public service and academic settings, | encountered situations
where positional authority alone proved inadequate. Effective leadership
demanded consistency, clarity, and a steady presence. Supporting
students, colleagues, and community stakehsldhrough transition
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required setting firm boundaries while enabling others to adapt and
assume greater responsibility. Adaptive leadership, in these contexts,
involved holding direction steady while allowing people to evolve within

it.

Personal life fuhier deepened this understanding. Experiences of loss and
single parenthood imposed immediate demands for resilience, structure,
and decisiveness. Adaptation was unavoidable, and leadership became
inseparable from responsibility. These realities reinfor@garagmatic,
grounded approach to leadershipmnly rooted in accountability rather

than sentiment.

Across professional and personal roles, one lesson remained constant:
adaptive leadership requires steadiness in the midst of change. Leaders
must absdy pressure without allowing instability to ripple outward. This
form of leadership is not centered on reassurance or ease, but on guiding
others forward with clarity and resolve.

As | practice it, adaptive leadership balances firmness with empathy and
regponsiveness with principle. It equips individuals and institutions to
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confront complexity without withdrawing from responsibility. Within an
agile leadership framework, it ensures that change is not merely addressed
in the moment but carried through witbrpose and continuity.

Reflections

There comes a point in leadersk
when strength is no longer measur
by how firmly one holds control, bu
by how willingly one learns to stand i
uncertainty. For me, leadership has't
always felt strategic asrderly. Often, .
it has felt deeply human, marked F£7 |
responsibility, fatigue, and the qui%
resolve to keep going whe
circumstances offer no reassurance
| have learned that adaptation is no
sudden shift, but a series of smé “‘f« Z
decisions made in momentsat are;
rarely seen by others. It happens wt._ .. M IR SIS
expectations change without warning, when roles expand without
preparation, and when life demands steadiness even as the ground moves
beneath you. In those moments, leadership becomes less about direction
andmore about presence.

What has stayed with me through years of teaching, service, and personal
loss is the realization that people do not need leaders who pretend to have
certainty. They need leaders who remain grounded when answers are
unclear. Adaptatio begins not with solutions, but with hondsty
acknowledging what has changed and choosing to respond with intention
rather than fear.

There were times when adaptation felt lonely. Adjusting to new realities
often meant letting go of familiar routines agxpectations. Yet, it was in
those moments of letting go that growth quietly took place. | learned to
trust my judgment, to listen more carefully, and to accept that leadership
does not always announce itself through confidence. Sometimes, it reveals
itself through endurance.
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Leadership, | have come to believe, is not proven in moments of stability
but in periods of transition. Adaptation requires humility, the willingness

to learn again, even after years of experience. It also requires faith: faith
inon®s values, Iin the people being I
not erase purpose, but reshapes it.

In reflecting on my journey, | see adaptive leadership not as a response to
disruption, but as a way of living responsibly within change. It is singo

to remain present, purposeful, and compassionate, even when
circumstances demand reinvention. That, to me, is where leadership
becomes meaningful, not in controlling outcomes, but in guiding oneself
and others forward with courage and care.

Paradigm for Change: Navigating Adaptive Leadership

NAVIGATING ADAPTIVE LEADERSHIP

Diagnose gmd Prepare [gd Engage ——»m

Assess challenges Align stakeholders Implement changes Evaluate outcomes
and identify and prepare for while sustaining and reinforce
what must change transition dialogue learning

| understand adaptive leadership as a disciplined process that unfolds
through clear and intentional stages. This paradigm reflects how |
navigate change in real settidgby moving forward deliberately rather
than reacting impulsively.

| begin with Diagnose. Before taking action, | assess the situation
carefully and identify what must change. This step requires honesty and
attentiveness. Not every problem requires transformation, and not every
tradition must bereserved. Diagnosis allows me to distinguish between
challenges that demand adjustment and those that require stability.
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Once the challenge is understood, | begin preparing. Preparation is about
alignment. | ensure that stakeholders are informed, expetwaare
clarified, and readiness for transition is established. In my experience,
change fails when people are rushed or left uncertain. Preparation creates
shared understanding and reduces unnecessary resistance.

The next stage is Engage. Engagemamblves implementing change

\ while sustaining dialogue. | act, but |
remain present. Decisions are carried out,
yet communication continues. | listen,
respond, and adjust as needed.
Engagement ensures that change is not
\.* imposed in isolation but carried foand

\ through participation and responsibility.

The process concludes with Sustain. |
evaluate outcomes and reinforce learning
so that change becomes part of regular
N practice.  Sustaining change means
ST embedding lessons into  systems and
habits rather than mawy on too quickly. It also prepares individuals and
institutions to face future challenges with greater confidence.

This paradigm reflects my belief thadaptive leadershigs neither
hurried nor passive. It requires clarity at the beginning, discipline in the
middle, and commitment at the end. By diagnosing accurately, preparing
deliberately, engaging responsibly, and sustaining learning, leaders can
navigate change withesidiness and purpasejualities essential to agile
leadership in complex environments.
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Introduction

Engineering work operates under limits. Every system has a maximum
ikl | load, atolerance range, and a point of failure.

When these limits are ignored, performance

: degrades, and risks increase. The same

{ principle applies to professional life.

| Balancing professional and personal life is
often discussed in abstract terms. In
engineerig practice, balance is practical and
measurable. Fatigue affects judgment.
Prolonged stress reduces  accuracy.
Continuous overload leads to failure. These
outcomes are unacceptable in technical
environments where decisions have safety and operational censes.

This chapter examines balance as a leadership responsibility rather than a
personal preference. Within the framework of agile leadership, balance
supports sustained performance, adaptability, and reliability. Leaders who
manage their own limits arbetter positioned to manage systems, teams,
and change.

Theories on Balancing Professional and Personal Life

The idea of balancing professional and personal life is strongly supported
by research on human performance, occupational stress, and system
reliability. Scholars who study workplace behavior consistently show that
sustained overload reduces effectiveness rather than enhancing it.
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Know the Value of Work-Life Balance

Work-life balance is the ability to organize work and personal life in a
satisfying way. Improving this equilibrium directly affects people's well
being. Maintaining a healthy wotie balance reduces stress, improves
mental health, and boosts job satisfaction. This balance promotes
professional creativity and productivity idienabling time for family,
friends, and seltare.
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An imbalance between work and life might have harmful effects. Burnout,
weariness, and poor health can occur from long hours and work pressure.
Work may dominate people, leaving little time family and friends.

This can harm personal happiness and create a toxic workplace with high
stress and low morale.

Recognition of worlife balance is the first step to obtaining it. It opens
the door to practical ways to live more harmoniously. Undedgtgrihe
causes of imbalance can help people make conscious modifications to
their routines to achieve personal and professional goals.

Balance Strategies

Effective worklife balance demands purposeful changes to regular habits.
Time management improvesovk prioritization. Using the Pomodoro
Technique, which splits work into short intervals, can improve focus and
productivity. This strategy promotes focus and breaks, reducing burnout.
Setting limits is another option. By setting and keeping to work hgows,

may better separate work and personal life. Communicating these limits
with coworkers and bosses helps promote balance and respect for your
personal life. Turning off work notifications after hours can help you
focus on family or interests.

Maintaining welkbeing requires selfare. Regular exercise, proper food,
and mindfulness may refresh body and mind.-8ai€, such as exercise,
reading, or relaxing, can boost emotional resilience and make job
obstacles easier to face.

People who use these tastitypically draw inspiration from reéfe
instances of wordkife balancers. Case studies can demonstrate how
different people attain workfe balance using these tactics.

Live Examples and Case Studies

Case studies teach how to balance work andAridT entrepreneur who

set defined work hours and reserved nights for family and personal
hobbies was a success story. He strengthened his relationships and worked
more efficiently by sticking to this routine, which made him feel more
fulfilled outside ofwork.
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However, a project manager who struggled with wlidekbalance teaches
valuable lessons from failure. She took work home, causing fatigue and
family strife. After seeking advice and setting boundaries, she realized
that unplugging from work helpedder recharge and connect with her
family.

Cultural views on workife balance also influence attitudes. Some
cultures value family time, supporting welitfe balance. This contrasts
with long-hours workplaces, where individuals feel forced to sacrifice
their personal lives for career progress.

These examples show that balance is a personal journey that may need
trial and error. The major takeaway from success stories and failures is
that balancing work and life can improve happiness and contentment
(Riediinger et al., 2019). Diverse techniques and cultural values might
help people find a balance that fits their needs and goals.

Research conducted by Christina Maslach, known for her work on
occupational burnout, demonstrates that prolonged work demands
without recovery lead to emotional exhaustion, reduced cognitive
performance, and declining work quality. Her studies emphasize that
burnout is not a personal weakness, but a predictable outcome of an
unmanaged workload. In technical professions, where apcumad
judgment are critical, this decline directly affects performance and safety.
Studies on job demand and control by Robert Karasek further explain how
a high workload combined with low recovery leads to strain and reduced
decision quality. Accordingotthis model, individuals perform best when
demands are balanced with sufficient control and recovery time. In
engineering environments, where demands are oftennegatiable,
recovery becomes the critical variable that determines sustainability.

Worki life boundary research by Ellen Kossek highlights that
professionals who establish clear boundaries between work and personal
roles experience better focus, faster recovery, and highertéomg
performance. Her studies show that balance is not aaghigy equal time
distribution, but by intentional role management. Engineers who fail to
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disengage mentally from work remain in a constant profdelving
mode, which delays recovery and reduces effectiveness.

From a productivity standpoint, research suamaed by Anders Ericsson

on deliberate practice underscores the importance of rest in sustaining
high-l e v e | perfor mance. Ericssonds wo
maintain performance through structured work cycles followed by
deliberate recoveryContinuous effort without rest leads to diminishing
returns, even among highly skilled professionals.

Leadership scholars also emphasize modeling behavior. Jeffrey Pfeffer,
who studies organizational behavior and leadership, notes that leaders
shape normshrough their actions. When leaders normalize overwork,
they institutionalize exhaustion. When leaders demonstrate disciplined
workload management, they establish sustainable performance standards.
Taken together, these studies frame balance as a fualctejuirement
rather than a personal preference. In engineering and leadership contexts,
balance supports accuracy, judgment, and reliability. It operates as a
control mechanism that protects performance under sustained demand.

How does balancing professional and personal life connect to agile
leadership?

Agile leadership depends on sustained responsiveness. In engineering
terms, responsiveness degrades when systems are overloaded. The same
applies to leaders and teams. Whenwvidials operate continuously at
maximum capacity, their ability to adapt decreases rather than improves.
Agile environments require frequent decisimaking, rapid
reassessment, and the ability to adjust plans in response to changing
conditions. These deands place a premium on cognitive clarity and
judgment. Balance supports agile leadership by preserving these
capacities. Leaders who manage their workload and recovery can respond
to change with precision rather than urgency.

Engineering projects oftemvolve shifting constrainé such asdesign
modifications, site conditions, supply delays, or operational risks. Agile
leadership in these settings is not about speed alone, but about controlled
adjustment. Balance allows leaders to pause briefly, evahaaibles,
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and choose appropriate responses. Without balance, leaders default to
reactive decisions, increasing the probability of error.

Agile leadership also emphasizes iteration. lteration requires learning
between cycles. When leaders are fatiguegklfack is overlooked, and
lessons are missed. Balanced leaders retain the capacity to review
outcomes, identify improvements, and implement adjustments. This
reinforces continuous improvement rather than repeated correction.

From an engineering perspe&jvbalance functions as a stabilizing
control that supports agility. It prevents overload, maintains system
integrity, and extends operational effectiveness. Agile leadership
grounded in balance is therefore not only adaptive but also reliable.

In practie, balancing professional and personal life enables leaders to
remain responsive without compromising accuracy, safety, ortknng
performance. This alignment ensures that agility serves its intended
purpose: managing change effectively without destabgithe system.

My Experiential Journey

My career in electrical engineering has developed across operational,
technical, and managerial roles, each demanding a high level of
accountability. | begamy career in system operations at Visayan Electric
Company, where | worked as a Control Engineer managiisgribution
systems supported by SCADA. This role exposed me early tdimsal
decisionmaking, emergency response, and load management. Working
with live systems taught me that fatigue and distractiemat acceptable
conditions. Every decisioaffectssystem stability and public safety.

| later worked as a Substation Engineer with Intec GOPA International
Energy Consultants in the United Arab Emirates, where | supervised the
installation, testing, an@ommissioning of primary and distribution
substations. This role required constant coordinatiosit@nand strict
adherence to technical and safety standards. Long work hours were
common, especially during commissioning phases. At this stage of my
career professional demands often took priority over personal
considerations.
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My experience expanded further during my six years with Abu Dhabi
Distribution Company, where | performed live operations up to 33 kV. |
was responsible for outage execution, conditmonitoring, incident
reporting, and verification of protection systems before commissioning
and handover. Operating in a higiliability environment reinforced the
iImportance of sustained focus and mental clarity. | observed firsthand
how an extended wkload without adequate recovery affects judgment
and response time.

Currently, as a Project Manager at Xian Electric Engineering Co. Ltd., |
lead major NGCP projects involving 230 kV transmission lines, GIS
substations, capacitor banks, and STATCOM iaed. My
responsibilities include overseeing Engineering, Procurement, and
Construction activities, coordinating contractors, managing schedules,
reviewing technical designs, and ensuring compliance with safety and
guality standards. These roles requioasistent decisicmaking under
pressure and continuous coordination across multiple disciplines.

Across these phases of my career, | learned that professional performance
cannot be separated from personal capacity. Extended availability without
recovery gradually reduces effectiveness. Early signs include slower
analysis, increased reliance on routine decisions, and reduced situational
awareness. In engineering, these indicators signal that a system is
operating beyond its optimal range.

Over time, | begn to manage balance deliberately. | treated workload and
recovery as | would system load and maintenanzgrecognizing limits,
planning interventions, and preventing failure rather than responding to
it. This approach allowed me to sustain performance high
responsibility roles while maintaining stability beyond work.

My experience confirms that balancing professional and personal life is
not a matter of convenience. It is a requirement for reliable leadership in
technical environments. When balancemanaged intentionally, both
professional output and personal responsibility are strengthened rather
than compromised.
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Reflections

Engineering has trained me to respect limits. Every system is designed
with thresholds that must not be exceeded. Igndhoge thresholds does

not increase performance; it accelerates failure. | have come to understand
that professional life follows the same principle.

Balancing professional and personal life is not about reducing
responsibility. It is about managingesponsibility so it remains
sustainable. In my work, | have seen how prolonged overload affects
performance. Judgment becomes less precise. Attention narrows. Small
Issues begin to accumulate. In technical environments, these conditions
increase risk.

Leadership adds another layer of responsibility. Decisaffiest not only
individualsbut also teams, schedules, and system integrity. When leaders
operate without balance, the effects extend beyond themselves. Work
patterns normalize exhaustion, evenualndermining reliability and
safety.
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Balance requires discipline. It involves recognizing capacity, managing
workload, and allowing time for recovery. These actions are not signs of
disengagement. They are part of responsible system management.
Leaderswho ignore personal limits compromise their ability to lead
effectively under changing conditions.

Within agile leadership, balance provides stability. Change is inevitable
in engineering projects, but instability is not. Maintaining balance allows

leades to respond methodically rather than react under pressure. It
supports continuity when demands shift and conditions evolve.

From my experience, balancing professional and personal life is not
optional. It is an operational requirement for sustained paence.
When balance is managed intentionally, leadership remains effective,
decisions remain sound, and responsibiliié&®th professional and
personad are met with consistency.

Paradigm for Change

Paradigm for Balancing Professional and Personal Life

Capacity Boundary Load Sustained
Awareness Definition Management Performance

This paradigm presents balance as a linear procésst supports
consistent performance in both professional and personal responsibilities.
It reflects how | approach balance using principles familiar in engineering
practicé progression, control, and continuity.

The process begins witlCapacity AwarenessCapacity awareness
involves understanding how much work, responsibility, and pressure can
be handled at a given time. In engineering roles, ignoring capacity leads
to reduced focus and increased risk. Recognizing capacity provides the
basis for making rgmnsible decisions in both work and personal life.
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From capacity awareness, the process movesuadary Definition. The
boundary definition establishes clear limits between professional
obligations and personal responsibilities. Without defined bourslari
work expands without control, and personal time is gradually consumed.
Boundaries allow attention to be directed where it is required and prevent
continuous engagement with work demands.

The next stage ikoad ManagementLoad management refers to how
tasks, responsibilities, and time commitments are distributed. It involves
regulating effort during demanding periods and avoiding prolonged
overload. In engineering work, unmanaged load results in declining
performance. Managing load allows responsibksito be carried without
compromising accuracy or judgment.

The final stage isSustained Performance When capacity is
acknowledged, boundaries are defined, and load is managed, performance
becomes stable over time. Sustained performance allows leadeest
professional demands while maintaining personal responsibilities. It
supports continuity in environments where change and pressure are
constant.

Within agile leadership, thiparadigm enables leaders to respond to
change without losing control. Balancing professional and personal life
through these stages preserves clarity and consistency, allowing leaders
to adapt while maintaining effective performance over time.
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Introduction

Historically, leadership in the Philippine government has been
categorized as highly structured, hierarchical, and bound by rigid laws.
Policies, procedures, and constitutional mandates guide decisions, while
accountability mechanisms ensure public triding young and quite
idealistic,| spent the foundational years of my career as a public servant
consciously livingby the wellentrenched principle in Philippine public
administration that a public office is a public trust.

Diversity, equity, and inclugity are unheard of. While empatiyfeeling
with or understanding others by putting yourself in their shaasemed
an admirable trait for a public servant, it vé@eondary to authority.

Experience, however, has taught me otherwise.

After nearly three decades of managing administrative functions,
navigating bureaucratic challenges, and supervising teams aeraass
departments, | have learned that empathy is not an indulgempcidhc
leadership it is indispensable. In governmerdgcisions affect not only

lives but also communities responding to rapid sociange: citizens
seeking services and employees navigathognplex workloads and
systems. When leadership lacks empathy, public programs, no matter how
well funded, can appealistant, rigid, or unresponsive to people's real
needs
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This chapterexplores empathy as a cornerstasfePhilippine public
leadership anchored not just in emotion but also guided by law, imbued
with values, and sustaineidd practice. We will examineehdership
theories relevant to government, explain how empathy intersects with
agile leadership in the public sector, and present a practical paradigm for
change that aligns human understanding with accountability and law.
Readers will gain insights intootwv empathetic leadership strengthens
institutions, improves service delivery, and supports sustainable reforms
in the public sector where stakeholder needs are as diverse as the people
we serve.

Theories about Empathy in Leadership

Empathy in leadershipxéends far beyond emotional sensitivity. In
government, it influences ethical behavior, strengthens public
commitment, and heightens legitimacy. Several leadership theories help
explain why empathis a core competency for public leaders

Emotional Intelligence in Public Leadership

Emoti onal i ntell i gence ( EIl) e mp h ¢
emotions and recognizing those of others. In government environments
characterized by political pressures, tight deadlines, and diverse
stakeholders, leaders wikrong EI can more effectively manage conflict,
inspire trust, and build resilient teams. Daniel Goleman, a pioneer in El
theory, highlights empathy as one of five critical components éf El
essential for leaders who must balance task execution with nsatjn
dynamicst Gol emands E I Theory S cons
perspective on human intelligence, placing El ahead of the Intelligence
Quotient (1Q). It is worthy to note that empathy, along with the 4 other
key concepts of El, is a learnable skill.

In the Philippine public sector, emotionally intelligent leaders are better
equipped to recognize sensitivitiedated to policy reforms and citizen
engagement, ensuring that administrative actions consider human impacts
as well as substantivand procedrtal requirements.
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Transformational Leadership and Public Service Motivation
Transformational leadership emphasizes inspiring others toward shared
vision and organizational excellence. In public administration, this aligns
closely with public servicenotivatiord the intrinsic drive to serve society
and improve collective welbeing?. Transformational leaders are thought

to be role models, visionaries, innovators, and mentors.

Empathy enables leaders to bridge broader policy goals with individual
motivations, anchoring public service efforts in both institutional
objectives and human realities. This approalkgns well with Filipino
values of community and bayanihan (collective effort), which shape
citizens engage with government programs.

Servant Leadership and Public Trust

Servant leadership prioritizes serving others before oneself. This
perspective is especially relevant in the Philippine context, where public
office is legally defined as public trustunder the Code of Conduct and
Ethical Stadards for Public Officials and Employees (Republic Act No.
6713)2 RA 6713 explicitly expects public servants to act with
professionalism, sincerity, responsiveness, and imparbasitgndards
that inherently require empathetic engagement with citizend an
colleagues alike.

Empathetic public leaders do not merely enforce rules; they listen,
understand citizen needs, and build trust through transparent and
respectful interactions.

Psychological Safety and Bureaucratic Effectiveness

Psychological safety the belief that one can speak up without fear of
blame or reprisd is critical for highperforming public organizations.
Academic research shows that teams with psychological safety innovate
more effectively. In bureaucratic settings, where fear of egan put a
restraint on innovation, empathic leadership fosters environments where
staff feel safe to raise concerns and improve service delivery.

This matters in the Philippines, where program implementation is often
met with frontline challenges at gessots levels. Leaders who
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understand local contexts and encourage open communication can
enhance policy responsiveness and service quality across jurisdictions.

Connection to Agile Leadership

Agile leadership, althougmore prominent in the private sector, is
becoming increasingly relevant to modern government, given the
evolving needs of citizens driven by technological advancensamds
multifaceted societal challenges. In this context, empathy becomes a
practical enaldr of agility.

Empathy Within Agile Principles for Public Service

Aqgile principles emphasize:
1 People and interactions over rigid processes
1 Collaboration with stakeholders
1 Adaptability and responsiveness to change

These principles mirror core values Rhilippine governance, where
collaborative policymaking and community engagement are essential for
inclusive decisiormaking.

Empathy enhances agile leadership by ensuring that policy adaptability is
grounded in an hdepth understanding of actual citizexperiences and
not only in administrative convenience, whims, or caprices.

Supporting Behavior in Public Sector Settings
Empathetic agile leaders in government:

1 Facilitate crossagency collaboration

1 Engage frontline workers in policy discussions

1 Balancecompliance with responsiveness

1 Prioritize citizen perspectives in decisioraking
These behaviors are essential in programs like disaster response, urban
planning and development, and health service deldvangas where rigid
procedures must adapt to colex, realtime human needs.
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Practical Applications in Government
Empathy manifests in specific practices:
7 Public consultations in aid of legislations
1 Integrating citizen feedback into program evaluations
1 Simplifying public services to reduce red taps encouraged under
RA 67136s standards for responsi
1 Recognizing emotional and operational stress during crises

These actions not only improve performance but also reaffirm the
government 6s commitment to public

Benefits for Public Leaders

Empathetic agile leadership strengthens trust in government institutions.
Research shows that trust is a key determinant of citizen compliance with
public directives and support for reformis the Philippined where trust

in governance fluctuates due to historical and political fagtteaders

who genuinely understand and respond to public concerns can build
credibility and sustain reform momentum. In recent years, more
government leaders haween acknowledged both here and abroad for
displaying empathetic leadership in the true Filipino spirmhafasakit sa
kapwa.

My Experiential Journey

Fresh out of college back in 1994, | envisioned my career in the corporate
world of upscale Makati- the most elite employment address to be for a
fresh graduate seeking employment back in the day. Instead, | landed my
first job as a Sales Invoicing Clerk in a chemical company in Quezon City.
Armed with a manual typewriter and a rotary landline photomHK orders

from large pharmaceutical companies and manufacturing firms that
required various chemicals as raw materials or additives for their
products. My first ever supervisor was a middéeed woman with a
sunny disposition and soft eyésthe kindwho always has a look of
patience and understanding, especially for those who are relatively new
to their quest for gainful employment. | rarely remember her raising her
voice at anyone just to make a point or to get her instructions across. She
allows plenty of room for learning from mistakes without making the
other person lose thalignity. When | left the company about half a year
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later, | realized then that my first supervisor had become my first yardstick
of leadership.

What about my big Makatiream? Boy, did | get into an office in Makati
Avenue, on the 1 Floor of a building right across one of the famous
hotels in the area. Barely 20 and | got a job in Makati! | was assigned to
the Front Desk and assisted medical representatives in seuaditagions

to doctors and preparing their marketing materials. | only stayed for about
two months, but | had the privilege of working with great people,
especially two individual$ one introduced me to WordPerfect when the
Ai no thing t hermandihe sthep stifreg thé\boeatiteSidea
of me by allowing me to assist in making product brochures, printed ads,
product packaging, and corporate invites. They not only introduced me to
new technologies but also showed that inclusivity is an admirable
leadership trait. They looked beyond my employment status as an agency
hired and so unselfishly shared their knowledge and skills with me.

After that short stint in Makati, | moved back to Quezon City, took the
Civil Service Eligibility exam, and becamepablic servant on October 2,
1995,and remained in serviamtil my retirement on February 4, 2024, at
the age of 50.

Spending almost three (3) decades in government service gave me a
myriad of things to ponder. One of which is the oftemoticed
relatonship between leaving a job and leadership. While dedication to
service is undoubtedly in the heart of every public servant, | learned,
painstakingly at times, that the heart to serve is not always reason enough
to stay. Leadership can often be a defijnfiactor.

Before | joined the service, | viewed government work as an-exfinte

job, devoid of any real impact, until I, over the span of my career, had the
privilege of serving the nation with some of the best menttrese who
breached the provedl glass ceilings and those who changed my
perspective of what leadership is about.

It has been said that one of the greatest assets, if not the greatest asset, of
any organization is its human resources. During one of the most
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challenging times of myfie, a mentor once told me, failing does not make
you less of a person. This lesson resonated with me and has made an
enormous impact on my path to leadership. When | first stepped into a
leadership role, | perceived empathy as a personal trait that catirees,

be a disadvantage, as it can be prone to abuse.j®sHreyed along,
however, | started to see beyond the visible, listened between the spoken
and the unspoken, reached out a little further, and opened my mind and
heart to the truth that everyonesgrves better, whether it beservice or
working conditions.

Agile leadership comes into play when government funding is scarce,
morale is low, and service delivery expectations are high. Expecting an
excellent performancamid limited resources arddysfunctional support
system is not only unjust but alsototal disregard for the humanity of
every public servant. Every public leader must know that results are only
as good as the means provided to achieve organizational goals. And if the
focus is oty on tangible resources, one misses the opportunity to harness
the gifts of grit, perseverance, resilience, and empathy.

When faced with the challenge of designing the foundation of a Case
Management System, our tealrew on not financial resources buir
homegrown talents, filled to the brim with fresh concepés lurking in

the shadows of setfoubt because no one believed they could. But | did.
And after almosttwo (2) decades since | left, the organization is still
reaping the benefits of that hbie project.

That is when it hits mé empathetic leadership is actually an operational
advantage.

Reflections

In retrospectafter spending more than half your life in public service, you
come to realize that agile and empathetic leadership is no longer about
how much power you project or what position you hold, but ahout
genuinely you care about what you are leaving behind.
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Empathetic leadership is being able to look back, not to the accolades, or
the innovations, nor the loAgrm solutions you were able to provide to
pressing public issues, but to the people you nurtured and believed in,
while carrying with you the asgance, as you move along, that the seed
you planted will bloom in its perfect time.

Because | realized, at the end of the day, it is not the award or the
recognition that matters. It is the feeling of seeing your worth through
someone el seds eyes.

Paradigm for Change: An Empathy-Centered Model for Philippine

Public Leadership

Understanding empathy intellectually is only the first step. Embedding it
into public leadership behavior requires a deliberate mindset shift and
actionable practices aligned wibloth values and legal expectations.

@7 Empathy-Centered

Governance
. From To 5
ﬁ?}? CONTROL % STEWARDSHIP
/¥—=]_ RULE-BOUND . » RELATIONAL
/gé% COMPLIANCE &, B JUDGMENT
; AUTHORITY - INFLUENCE &
<ep !@TRUST

Mindset Shifts Required
Public leaders must move from:
1 Control to stewardship
7 Rule-bound compliance to relational judgment
7 Authority alone to relational influence grounded in trust

These shifts respect legahandates while centering on human
considerations.
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The Empathetic Public Leadership Framework
The following conceptual model can guide public leaders toward
empathetic, citizercentered governance:

1.

Self-Awareness and Legal Grounding

Public leaders must derstand their own biases, prejudices, and
legal responsibilities. Lawgoverning the civil service require
merit-based appointments and emphasize an honest, efficient, and
courteousservic® a foundation that supports ethical empathy.

. Active Listening to Stakeholders

Empathy begins with listeninig not to respond, but to understand.
Leaders should gather input from employees, citizens, and
communities, particularly marginalized groups, fostering
meaningful dialogue before policy decisions are finalized.

. PerspectiveTaking in Policy Decisions

Leaders must consider how policies affect cultural diversities,
mixed constituencies, especially the poor and underprivileged, an
expectation aligned with the ethical standards in RA 6713

. CompassionateCommunication

Even when delivering unfavorable decisions (e.g., budget cuts,
reorganization, or relocation), empathetic leaders communicate with
respect, honesty, clarity, and openness.

. Reflective Accountability and Learning

Leaders should reflect on ootoes not only for compliance but also
for assessing the human impact of every policy, taking into account,
and continuously learning from, previous policy implementation
successes and setbacks.

Step-by-Step Practice in Government Contexts

To embed empayh

f
f
f
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1 Offer opportunities for feedback that influence policy adjustsen

These practices reinforce principles of democratic participation and
responsiveness enshrined in public service laws.

Supporting Agile Governance

This empathy paradigm supports agile public leadership by enabling
adaptive decisiomaking rooted in cizen realities and values of public
accountability. Empathy ensures that agility strengthens equity,
heightened transparency, and boosts publicdrusther than reducing
governance to bureaucratic efficiency alone.

Conclusion

Empathetic leadership is nimterely a soft skill or a leadership style but a
powerful tool that drives tangible results. Empathy is neither sentimental
nor antithetical to authority. In Philippine public leadership, it is a
strategic and legal imperative that bridges policy and geoples and
reality. After twentyeight years in public leadership, | have learned that
empathy is what gives authority its moral weight and effectiveness.

Empathetic leaders do more than implement programs; they listen,
understand, and respond in wabsttalign with both law and human
dignity. In a nation defined by rich community values and complex
challenges, empathetic leadership enhances governance legitimacy,
strengthens institutions, and nurtures public trust.

As public servants, we are entrustemt only with duties and
responsibilities but also with the profound privilege of understanding and
serving the human beings behind each policy, process, and program. That
is the essence of public leadership at its best.

Wielding power and authority witdut an indepth understanding of
human dynamics is as fragile as walking on thin ice. Empditiven

| eadership is not jJjust getting 1iInt
extra mile in them.

Empathetic | eadership iisnrcet fldross
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Introduction

Teamwork is a defining feature of leadership in agile environments,
particularly in technical fields where systems are interdependent and
conditions are subject to change. In electrical engineering and power
distribution, leadership is exeseid through coordinated action rather than
individual authority. Teams must adapt to evolving conditions while

maintaining safety, accuracy, and operational control.
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This chapter examines teamwork as a core element of agile leadership.
From an academic p&pective, teamwork is understood as a structured
process involving interdependence, communication, and shared
accountability. From a professional perspective, it is demonstrated
through coordinated field execution, disciplined adherence to protocols,
and ollective responsibility for outcomes in higisk settings.

Agile leadership emphasizes responsiveness and adaptability. However,
in technical environments, agility cannot exist without strong teamwork.
Teams must be able to adjust roles, share infoomagtficiently, and
respond collectively to change without compromising established
standards. Teamwork provides the structure that allows agility to function
effectively rather than devolve into disorder.

By situating teamwork within the framework afile leadership, this
chapter highlights how collaborative practices enable organizations to
navigate complexity and uncertainty. Teamwork, as discussed here, is not
merely supportive of leadersldgt is the mechanism through which agile
leadership is ermed in technical and organizational contexts.

Theories on Teamwork in Agile Leadership

Teamwork is essential to Scrum, Kanban, and XP. These frameworks
require crosgunctional teams to deliver value iteratively. Mensah (2024)
underlines that teamwork glity (TWQ) strongly impacts agile team
performance: excellent communication, shared understanding, and
mutual support lead to better results and better change adaptation.

Uraon et al. (2023) show that agile taskwork and teamwork improve team
efficacy andcreativity, with teamwork significantly boosting innovation
and performance. This emphasizes that agile team dynamics require
teamwork.

Combining Agile Leadership and Teamwork

By making leaders enablers rather than directors, agile leadership changes
teams. Agile leadership promotes shared leadership in agile teams, where
competencies rather than titles determine duties, according to Perlak

(2025). Shared leadership fosters teamwork and ownership.
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A metaanalysis by Porkodi
(2024) shows that agile
leadeship is significantly
correlated with team
effectiveness factors, including
interpersonal trust and
organizational performance,
- both of which are critical to
effective teamwork. Agile
teams require trust to communicate, take chances, and solve problems
without fear of retribution.

Research indicates that Agile leaders empower and adapt teams by
fostering feedback loops and iterative cooperation. Agile leadership
practice® which emphasize flexibility, transparency, and mutual
accountability improve team engagement and project and
organizational outcomes, according to matalytic and empirical
studies.

Leadership that Improves
Teamwork '
In agile environments, severoi il
leadership behaviors  wor

Perlak (2025) notes that shar@ieay
leadership modelsenable teanmi®
members to take initiative an
share decisiomaking, thereb
improving teamwork and
adaptability.

In relevant team situations, curre
systematic evaluations show t
leadership actions that promo
psychological safety such as
encouragement, ristaking support, and open communicatiormprove
team collaboration and creativity.
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Continuous Feedback and Communication: Agile leaders hold frequent
retrospectives and collaborative planning meetings to keep teams aligned
and adaptable. This aligns individuahd team goals, strengthening
teamwork.

Agile Team Leadership Challenges

Agile leadership helps teamwobut also presents challenge&sharing
leadership demands team members to learn conflict resolution,
accountability, and selfrganization beyond theiechnical duties. Perlak
(2025) says effective shared leadership needs time, team development,
and context.

Organizational culture and practices that resist decentralization may also
hinder distributed leadership. Agile leadership can improve team
effeciveness, but mediating factors such as communication norms and
trust levels can affect this, according to Porkodi (2024).

Teamwork is essential to leadership in agile contexts. Agile leadership
promotes teamwork through shared leadership, trust, comntionicand
empowerment. Team performance, inventiveness, and organizational
adaptability improve. Agile leadership's focus on collaboration and
mutual accountability helps teams evolve and succeed, even when
maturing seHorganizing teams are difficult.

Teamwork occupies a central position in theories of agile leadership
because agility, by definition, is enacted collectively rather than
individually. Early organizational theorists recognized that complex tasks
require coordinated human effort. According Kart Lewin, group
behavior cannot be understood by examining individuals in isolation, as
outcomes emerge from interactions within the group. This foundational
insight established teamwork as a structural, rather than incidental, feature
of organizationaéffectiveness.

In the context of agile leadership, teamwork is further explained through
theories of collective action and interdependence. Management scholars
such as J. Richard Hackman emphasized that effective teams are
characterized by clear roledyased objectives, and enabling structures.
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Hackmanos work highlights that tea
individual excellence but also on how work is designed and how
responsibility is distributed among members. This perspective aligns
closely withagile leadership, in which tasks are adaptive, and roles must
adjust in response to changing conditions.

Research in organizational psychology has also contributed to
understanding teamwork under conditions of uncertainty. Amy
Edmondsonosds s ologidal safety demonspageytitahteams
perform more effectively when members can speak openly, report errors,
and share concerns without fear of blame. In agile environments, where
rapid feedback and adjustment are essential, psychological safety supports
collective learning and coordinated response.

From a leadership standpoint, scholars of adaptive and agile leadership
argue that teamwork enables distributed decisiaking. Ronald Heifetz

noted that adaptive challenges cannot be solved by authority; dlay
require the involvement of multiple stakeholders who share responsibility
for diagnosing problems and implementing change. This view positions
teamwork as a mechanism through which leadership is exercised across a
group rather than concentratedaisingle role.

Agile management literature further reinforces the role of teamwork in
responsiveness and iteration. According to researchers who study agile
practice in organizations, teams that operate with shared understanding
and mutual accountabilityare better equipped to adjust processes,
reallocate roles, and respond to emerging demands. Teamwork provides
the coordination necessary for agility to function without compromising
coherence.

Taken together, these theoretical perspectives estabbshwork as a
core element of agile leadership. Teamwork enables agility by integrating
diverse expertise, supporting shared responsibility, and facilitating
coordinated action under changing conditions. In this framework, agile
leadership is not expresséldrough individual authority, but through
structured collaboration that allows teams to adapt while maintaining
stability and control.
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Teamwork Vs Agile Leadership

In technical and organizational settings, agility often involves responding
to evolving conditions, unforeseen constraints, and operational
disruptions. Teamwork allows leaders to rely on coordinated action rather
than individual intervention. When teams operate with shared
understanding and clearly defined responsibilities, leadership bea@me
distributed process that adapts to situational demands.

Teamwork also supports the feedback mechanisms central to agile
leadership. Agile systems depend on continuous communication,
reflection, and recalibration. Teams that function effectively can
exchange information efficiently, identify emerging issues, and
collectively implement corrective actions. This collaborative dynamic
allows leadership to remain responsive while preserving structure.

Furthermore, agile leadership requires trust in teanpetemce. Leaders

must depend on teams to execute tasks, assess risks, and adjust approaches
as conditions change. Teamwork provides the relational foundation for
this trust, ensuring that agility is grounded in competence rather than
improvisation.

In agie leadership, teamwork is not a supplementary practice. It is the
means through which leadership adapts, decisions are shared, and
organizational goals are sustained amid change. Through effective
teamwork, agility becomes a coordinated and disciplinedqss rather

than an ad hoc response to uncertainty.

My Experiential Journey

My understanding of teamwork has been shaped by sustained engagement
in technical practice and by the responsibilities | carry within my family.
These two spheres have developedparallel and have consistently
reinforced one another. Teamwork, as | have come to understand it, is not
confined to organizational structures; it is a mode of functioning that
extends across professional and personal life.

| began my professional carein March 1999 with the Visayan Electric
Company (VECO) in Cebu, Philippines, joining the Project Distribution
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team immediately after completing my academic studies. My work
involved electrical installation, maintenance, troubleshooting, and outage
respase within power distribution systems. Tasks were executed in
coordinated teams operating under strict safety and operational protocols.
From the outset, | learned that effectiveness depended on shared
responsibility, role clarity, and disciplined commuation among team
members.

,u -

My career later progressed to the Australran power sector where | have
worked for more than a decade in higblitage and livdine operations.

At Western Power, | currently serve as a Team Coordinator and High
Voltage Glove ad Barrier Lineman. This role requires close coordination
among crew members performing energized work in safidtigal
environments. Field conditions are dynamic, and effective response
depends on collective situational awareness, mutual trust, andeprec
execution. In these settings, agile leadership is expressed through
teamwork rather than individual authority.

Alongside my professional responsibilities, my family life has played a
central role in shaping my perspective on teamwork. | am happily married
to Mrs. Venus Bustaclac Tarand together we are raising our two
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children,John Steven Tan and Aubrey ClairenT&amily life requires
coordination, shared decisionaking, and adaptability, particularly in
balancing demanding professional obligations Wwitine responsibilities

The need to remain dependable in both domains reinforced the importance
of planning, conmunication, and mutual support.

My academic preparation in electrical engineering provided a conceptual
framework that complemented these experiences. Systems thinking
emphasizes interdependence, in which outcomes emerge from the
interactions among cgmoenents rather than from isolated actions. This
perspective aligns with both my professional practice and family life,
where stability and progress depend on coordinated effort.

Through these experiences, | have come to view teamwork as the
foundation ofagile leadership. Whether in technical operations or within
the household, agility is sustained through collaboration, shared
accountability, and the capacity to adapt together. My experiential journey
affirms that leadership in complex environments iscesth through
consistent teamwork across professional and personal contexts.

90



Chapter 8Teamwork in Agile Leadership

Reflections

My professional life has taught me that leadership is rarely demonstrated
in isolation. In both academic inquiry and technical practice, outcomes are
shaped by relatiaghips, coordination, and shared responsibility. Over
time, | have come to understand that teamwork is not simply a
professional competence but a way of organizing responsibility across
different domains of life.

As a practitioner in highisk technicalenvironments, | have witnessed

how fragile systems become when collaboration breaks down. Precision,
safety, and responsiveness depend on people working with mutual
awareness and trust. Leadership, in this sense, is less about asserting
direction and morabout creating conditions where collective effort can
function effectively.

At the same time, my role within my family has deepened this
understanding. Being a husband to Venus and a father to John Steven and
Aubrey Claire has required attentiveness, dowtion, and adaptability

that parallel professional teamwork. Family life does not operate on rigid
structures; it demands negotiation, shared understanding, and
responsiveness to changing needs. These experiences have reinforced my
belief that teamworks sustained not by authority but by commitment and
presence.

From an academic perspective, this alignment between professional and
personal life underscores the relational nature of leadership. Agile
leadership, in particular, depends on the ability mvenwith change
without losing cohesion. Teasvhether in organizations or famili@s

must adjust while preserving shared purpose and responsibility.

Reflection has led me to view teamwork as a stabilizing force amid
complexity. It allows individuals toontribute without becoming isolated

and enables leadership to emerge through cooperation rather than control.
In agile contexts, where uncertainty is constant, teamwork provides
continuity.
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Finally, my experiences affirm that leadership is practiced darbugh

how responsibilities are shared, how communication is sustained, and
how people adapt together. Teamwork, when understood in this broader
sense, becomes the foundat@mmwhich agile leadership is built, both in
professional environments andhaime.

Paradigm for Change: The Cycle of Teamwork in Agile Leadership

Shared
Accountability

l

Effective Flexible
. — —_—
Communication Teamwork Roles

Agile Leadership

This paradigm reflects how teamwork has guided my practice of agile
leadership across both professional and personal domains. At the center
of the model is teamwork, which | regard &g tstabilizing force that
allows leadership to function effectively under changing conditions.
Teamwork does not emerge spontaneously; it is sustained through
deliberate principles that shape how people work together.

Effective communication forms one thfe core supports of teamwork. In
technical environments where precision and safety are paramount, clear
and timely communication determines whether tasks are executed

correctly. | have relied on opa@mmunication to ensurtieams remain
aligned, particlarly when conditions change rapidly. Communication, in
this sense, is not merely informatiodat is corrective, preventive, and

unifying.
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Shared accountability strengthens teamwork by distributing responsibility
across the group rather than concentgaition a single individual. In my
experience, teams perform more reliably when each member understands
that outcomes are collective. This principle has guided how I coordinate
work, assess performance, and build trust within teams. Accountability,
when slared, reinforces discipline while allowing flexibility in how roles

are carried out.

Flexible roles complete the framework by enabling teams to adjust
without losing structure. Agile leadership requires the ability to adapt
responsibilities as situationsvolve. | have learned that rigid role
boundaries can hinder response, whereas flexible roles allow teams to
draw on collective competence. This adaptability supports continuity
without compromising standards.

Agile leadership underpins the entire paradiglLeadership, as
represented here, does not override teamwork but sustains it. My role as a
leader has been to create conditions where communication remains open,
accountability is shared, and roles can adjust as needed. Through this
approach, teamwork bemes the mechanism for practicing agility.

This paradigm has guided my actions by reminding me that leadership
effectiveness depends on how well teams function together. By grounding
leadership in teamwork supported by communication, accountability, and
flexibility, 1 have been able to respond to change while maintaining
stability.
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Project Coordinator in New Zealand and Australia.
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(UAP) Australia Chapter
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Introduction

Leadership is often imagined as something gi@nd title, a position, a
spotlight. But for many of us who grew up far from privilege, leadership
begins quietly. It begins in the small rooms where we first learn
responsibility. It begins in the moments when no one is watching. It begins
in the courage to leave home, to start again, and to rebuild a life in a place
where nothing feels familiar.

UAP-AUSTRALIA
CHAPTER o

My story is not the story of someone who set out to become a Iddyler.
journey is one of consistently showingdufor family, community, work,
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and purpos& until leadership found me. Shaped by service in the
Philippines, strengthened by adaptation in New Zealand, and refined by
community and advocacy in Australia.

My leadeship is rooted in presence, not perfection. It grows from lived
experience and the choice to serve, stand up, and build etrenface of
uncertainty. This is how | learned to lead with empathy, adaptability, and
courag® demonstrating that meaningfulal@ership is born from heart,
not titles. | hope my story inspires you to discover the leader within your
own journey.

Theories on Leaving a Mark Through Meaningful Leadership

Meaningful leadership is about creating a workplace where employees
find purposeand value in their work, leading to greater fulfilment and
well-being. Unlike traditional leadership, it builds intrinsic motivation
and a sense of connection, encouraging people to contribute positively to
their organzation and community.

Research, ilading Ahmad and Fatima (2022), shows that when leaders
act meaningfully, employees see their work as more significant and
experience better emotional health. Meaningful leadership also boosts
motivation, models ethical behavior, and fosters a suppon@kele
driven culture. This approach not only benefits employees
psychologically but alsestrengthensorgankational culture and team
engagement.

Ultimately, leadership that focuses on meaning and purpose is essential
for improving both individual and org&ational weltbeing.

Organizations Need Practical Leadership Skills to Lead
Meaningfully
To lead meaningfully, organisations must create environments where
employees find purpose and value in their daily tasks. Effective leaders:
17 Clearly communicate howeach role contributes to the
organi sationds overall success.
1 Give employees freedom to grow, fostering intrinsic motivation.
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7 Build a trusting, supportive culture through ethical, vadugen
leadership.

Relational and strategic leadership requires ematiintelligence, ethical

clarity, and a genuine desire to help others grow. Meaningful leadership
strengthens the connection between purpose and value, enhancing
psychological health, engagement, and motivation. Its true impact is seen
over time through sustained, ethical, and relevant contributions that
endure beyond the | eaderoés presenc

Connecting Theories on Leaving a Mark Through Meaningful
Leadership with Agile Leadership

Agile leadership in architecture means adapting to change while
maintainingclear purpose and structural integrity. It values collaboration,
openness to input, and responsible revision of plans. Leaders facilitate
rather than command, strengthening decisions through dialogue and
teamwork. Responsiveness is &egdapting methods wheneededvhile
remaining anchored to core values suchkadsty and sustainability. Agile
leaders learn from each project, balancing flexibility with responsibility
to ensure outcomes remain sound and enduring.

My Experiential Journey

A Filipino Mi gr a
Journey Across New|
Zealand and Australia [
Leadership is ofte e X "
described as influence -
authority, or expertise
But for many migrants
like me, leadership An Agile Journey

becomes somethin from the Philippines
deepe&') Something to New Zealand and Ausiralia
earned throug
resilience, humility, anc ‘ Lo - ":

’ “‘:;"'_'““;.—‘ i,

the courage to relld
from the ground up.
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My journey from the Philippines to New Zealand, and later to Australia,
taught me that meaningful leadership is not about titles. It is about leaving
a mark that uplifts others, protects communities, and builds pathways
where noneexisted before. My story is not one of perfection, but of
presencé showing up, serving, and shaping spaces where people feel
seen, supported, and empowered.

The Philippines: Where Leadership First Took Root

My leadership story began long before | becamarchitect or a migrant.

It began in the Philippines, shaped by parents who believed that leadership
Is rooted in service. My father, a secondary high school and vocational
teacher, and my mother, a state university librarian, both dedicated their
lives to education and community service. They supported the less
fortunate in our hometown and served as prayer household leaders in
Couples for Christ, modelling humility, generosity, and responsibility in
everything they did.
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Their example shaped my eartienderstanding of what it means to lead.

At thirteen, my mother encouraged me to join our local youth midistry

not simply to keep me occupied, but to help me grow. They understood
that confidence, communication, and compassion are learned through real
experiences, not textbooks. Through their guidance, | learned that
leadership is not about authority; it is about service, presence, and the
willingness to uplift others.
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The youth organlzatlon became my first training ground where we
organized activities, led reflections, and supported parish évents
leadership in its simplest form. Through the ministry, | also became a
Roman Catholic catechist, teaching children to praysharing stories of

faith and values, lessons that taught me patience, empathy, and gentle
leadership that continue to shape how | lead today.

| carried my early lessons into architecture, building a detatgecareer

in the Philippines through rolehat grounded me in real design and
construction wor from starting in an architectural firm to becoming an

i n house architect for a major ret

My experience expanded further in a Freweimed firm, where | handled
full-cycle progct delivery and worked closely with consultants,
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contractors, and corporate managers. These demanding environments
sharpened my communicati on, adapt a
reinforcing the service driven | e
Philippines and later carried into my work in New Zealand and Australia.

New Zealand: A New Country, and a New Beginning

My New Zealand chapter didnot beg
uncertainty, adjustment, and the quiet fear every migrant carhes w
stepping into a new country with no local experience. | arrived in New
Zealand with my husband, both of us Filipino migrants. We were excited,
hopeful, and determinedl but the reality of starting over hit quickly. |

did not have New Zealand work exjmnce. | did not know the local
systems. | did not understand the workplace culture. Everything felt
unfamiliar.

New Zealand was beautiful, but it demanded adaptation. The culture felt
differen® calmer, more equal, far less hierarchical than what | was used
to. No one called yoM a 6 arn8ir, and titles likeArchitectwe r e n 6t u's

1-,1-\.
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In everyday conversation. Even yoowss was addressed by their first
name.

Coming from the Philippines, where seniority and titles often shaped the
dynamics of a room, this shift was both refreshing and disorienting. In
New Zealand, everyone was treated with the same level of respect. You
were encouraged to speak up, ask questions, and challenge ideas. Your
voice mattered, regardless of your position.

But embracing that freedom took time. | had to unlearn old Habits
waiting to be called, holding back opinions, deferring automatically to
authorityd and learn a new way of communicating with confidence and
ease.

Finding work wasné6ét easy, but | ke
of the adjustment, part of the growth, and part of the leadership | was
slowly building in a new country.

My early roles were with an interior design contracting company, where
| worked on commercial interidit-outsand produced documentation and
shop drawings for council permits, tenders, and construction. | took on
every task that allowed me to gain expereerand demonstrate my
capability.

Through this work, | learned how New Zealanders approached design,
collaboration, angiroblemsolving | learned to adapt, listen deeply, and
embrace the Kiwi way of workirpractical, collaborative, and
grounded in cleacommunication.
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Eventually, | joined an architectural firm, where | gained deeper exposure
to local standards, documentation practices, and project workflows.
However, my most significant leap came when | transitioned into the
precast concrete induséryan environment defined by structural
precision, coordination, and technical complexity.

Those roles taught me discipline, accuracy, and the importance of
communication. They also taught me that leadership is not about knowing
everythingd it is aboutbeing willing to learn.

The Pandemic Years: When a Chapter Was Born Across Oceans

During the pandemic, while the world was locked down and uncertainty
filled every home, something extraordinary happened within the Filipino
architectural community acro§¥ceania.

Despite being in two differen’ N
countries, under different Eﬂwﬁ@;&
restrictions, and navigatin WS
. . . AUSTRALIA CHARTER
different time zones, Filipinc -
architects in New Zealand ar g emgratn unicEg

INAUGURA
PAGSIBOL: Kaisa sa paglikha ng Sinag
PVCPPES VG FITTINGS - PVC DOCRS.

Australia came together with "’"“’%"?““‘"
shared vision: to establish tr o |
first United Architects of the Mﬂ
Philippines (UAP) Chapter ir| === e

O H Snips from: https://philembassy.org.au/
C e a n I a United Architects of the Philippines Australia Chapter Formed during the 75th Anniversary of PH-AU Relations
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UAP AUSTRALIA CHAPTER « UAP AUSTRALIA CHAPTER &  UAP AUSTRALIA CHAPTER
CHARTER OFFICERS CHARTER MEMBERS G | CHARTER MEMBERS

Wh a t began as scattered chats on
slowly grew into a movement. We were architects without bodders
migrants searching for connection and professionals determined to uplift
one anotbr during one of the most isolating moments in recent history.
Across mismatched time zones, we showed up past midnight in one
country and at sunrise in another, united by purpose and the need to
belong.

Through stories of job losses, visa hurdles, &wedsiche of being far from
home, we built strength together. Virtual elections, digital planning
sessions, and countless shared documents became the foundation of a
chapter formed without ever meeting in person. When UAP finally
recognized the New Zealantlustralia Chapter, it became a victory for
every Filipino architect carving out a place abm®ad testament to
resilience, unity, and leadership born in crisis, proving that even when the
world stands still, Filipinos continue to build with heart.
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Where Leadership Found Me: The Windy Wedding Morning

A wi ndy,
morning in  Auckland
changed everything. Whe
began as a simple act ¢
hel.plng at i A
weddingd unplanned, | o 7{////’//7//// [
unpaid, and purely out q |
instincH revealed :
deeper calling. In the chaostothe st or m, organi zing
came naturally, and a quiet question surfaced: What if this hobby could
be something more?

4

INESIGN-IT-YOURSELF

Yet's DIY (by Cristina Orale-Cascayan)

@ Message B Following Q) Search

That guestion sparked Yetoos DI Y,
grew into a community bridge. What started witledding teasers
expanded into organizing Filipino
the Bay of Plenty, creating spaces of joy, culture, and connection. These
events became lifelines for migradtsnoments that offered belonging,
comfort, and a sense of herfar from home. What began as a simple act
of service in the rain evolved into a leadership identity rooted in
community, creativity, and heatrt.
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Looking back, while in the Philippines, before social medias
dominated by reels and instagditing apps, my creative journey began

with a laptop and Windows Movie Maker. What started as a simple DIY
teaser for a friendds wedding i n C
and | even produced my own wedding mate@adsyling the shoot,
directing the toa, and editing the final output. As this hobby evolved into

a professional service,

=

| continued practicing architectur
I n New Zeal and, I accepted part
documentation projects from the Philippines, managing them online and
travelingbetween the two countries as needgais allowed me to stay
connected to my field, maintain my technical skills, and support ongoing
projects despite the distance.

At the same time, my creative work expanded as clients from the
Philippines and abroad sought layout designs, teaser videos,flevent
planning, and other digital materials. | produced presentations, digital
Invitations, event signage, photo montages, surprise videos for OFWs, and
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full event timelined often beginning with research and transforming
references into tailored, originaiork.

APUBLIC OF YHE PHILIPPINES
e . NA OR N GENERAL I THE MUN
—— ARCHITECTURAL DESIGN SERVICES W A ML Mivon

PARANZ S, SAMAK

PURMIT NO.

!|H‘ \H \HIH'

CASCAYAN, MA. CRISTINA O Wl |

TR CONTRKTIN WD RN OF VNSNS AN ECHOW
NADTRS i

BGY, LIPATA, PARANAS SAMAR

ATONDICOMRETEN o014 pARAAS SUAR

Each project refined my technical abilities, strengthened my eye for detail,
and expanded my capacity to lead. New Zealand became more than a
place to live; it became a place to grow, experiment, and discover my
creative voice, teaching me thabdeership can emerge in unexpected
moment® even in something as simple as holding an umbrella steady
during a storm at a friendods weddi

Australia: Adapting to Change
The transition from New Zealand t-
Australia was shaped by econorr
recession, profegmal redundancy. BLUEPRINTS ACRI S ORDERS
and the practical need for stabilit]
Despite emotional ties to Nevy »
Zealand its community, climateg =

and the life already budtthe {hogvf?tlrmvgls
financial realities of the constructio B e
downturn pushedny husband and; —

the difficult balance betwee
emotional attachment and practiciy/3
responsibility, especially as migrai
breadwinners  supporting their
familiesin the Philippines.
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| came out of this season with a clearer sense of resilience and
adaptability, shaped by therydifferent realities of life in two countries.
When New Zeal andds recession hit t
those made redundant, while my husband had already been struggling
with fewer projects and constant
worsened, he made the practical choice to move to Australia, where
opportunities were steadier and the cost of ligiregpecially in
Queensland was far more manageable. He has always been the practical
one, while | hold tightly to the places and people fieal like home.
Leaving New Zealanil our community, our routines, even the gentle
weathed was painful. But the recession pushed us to choose not just
comfort, but survival and | ong ter
in a new country.

As | travelled back and forth between New Zealand and Australia, | began
to see the contrast in our lives more clearly. We may not have children
after over a decade of marriage, but we are both breadwinners for our
families in the Philippines, supporting relativeve left behind. That
responsibility shaped every decision we made. Australia offered stability,
opportunity, and a chance to rebdldvhile New Zealand held our
memories, our community, and the life we had carefully built over the
years.
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Navigatingbetween these two worlds taught me resilience and the art of
bal ancing practicality with heart
leadership making hard choices, honouring responsibilities, and
choosing growth even when it requires letting go.

Australia: Building Legacy Through Community

Australia became the chapter where my leadership deepened in ways |
never expected. Townsville grounded me with its simplicity and steady
pace, teaching me to rebuild with humility after a season of transition.
Brisbane, on the other hand, awakened my amlitiie energy,
diversity, and opportunities reminded me that growth often begins the
moment we step outside what feels familiar. Stepping into real estate and
property management pushed me even further. It wasla Kfinever

|l magined myself entering, and even
the Il ong term path for me. But the
sharpened my communication, and strengthened my confidence in
navigating new industries.

UAP-AUSTRALIA
CHAPTER

And then there was the United Architects of the Philippines (UAP)
Australia Chaptefa communi ty t hat di dnot
transformed me. It reconnected me to my architectural roots while giving
me space to lead, collaborate, and serve Filipino profedsi@ctross
borders. Through UAP, | learn¢al carry both heart and strategy, to build
community even in unfamiliar places, and to lead with purpusejatter
where life takes me.
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Joining UAP felt less like entering an organization and more like finding
a familyd a community of architects, migrants, dreamers, and builders
who understood the weight of starting over. Through this chapter, | gained
friends, mentors, and opportunities that strengthened both my voice and
my purpose.

In roles involving governarm; digital asset management, and contributor
recognition, | learned that leadership is about fairness, transparency, and
continuity. When our chapter confronted questions about digital
ownership and | egacy, It beceaeme cl
but leadership responsibilities. Protecting what others built, honouring
every contribution, and ensuring a stable future for those who féllow

this is how leaders leave a meaningful mark.

Reflections

The Architecture of Meaningful Leadership

Acrossbor ders, cultures, and professi
meaningful leadership is built on four essential pillars: purpose, empathy,
adaptability, and legacy.

Purpose

Leadership begins with clarity of intention. My purpose has always been
consstent: to build, to uplift, and to protécwwhether through
architecture, community work, or the relationships formed along the way.

Empathy

Effective leadership requires an understanding of péofbieir fears,
strengths, aspirations, and limitations. Ethgaransforms authority into
trust and creates spaces where individuals feel valued and heard.

Adaptability

Migration taught me that change is not an obstacle but a constant.
Meaningful leaders do not resist change; they navigate it with composure
and gude others through uncertainty with confidence and care.
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Legacy

Leadership is not about personal recognition. It is about ensuring that
others benefit from the work you leave behind. A true legacy is measured
by the impact carried forward by those ywave supported.

Leaving a Mark That Matters

My jJjourney isnot defined by the
del i vered, or the titles attached
| 1 fted, the communities | Ov@pedstr er

protect. Meaningful leadership has never been about perféctian 6 s
about presence, courage, and the willingness to commit to something
larger than personal ambition.

As a Filipino migrant navigating life and work across New Zealand and
Australia,| 6ve | earned that | eader ship
responsibilityy to build with integrity, to lead with empathy, and to leave
every space, team, and community better than | found it.

This is the mark | choose to leave, and this is the storpdssto carry
forward.

Paradigm for Leaving a Mark
Through Meaningful Leadership

Build

Practice Excellence

Meaningful
T Leadership__

——= =
g em s

Paradigm for Change

This paradigm reflects how meaningful leadership has taken shape in my
lifed layer by layer, through intention, practice, and care. At the center of
the model isvleaningful Leadershipvhich | understand not as a position,
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but as the outcome of how one consistently chooses to work, decide, and
serve.

The foundation of this leadership is BuildPractice Excellence. For me,
leadership begins with the discipline of doing the work waéil.
architecture, excellence is not abstract; it is practiced through accuracy,
preparation, accountability, and respect for standards. Building excellence
requires patience and commitment, and it forms the core from which
leadership gains credibility. Witlut this foundation, leadership lacks
substance.

Surrounding this foundation is Adapt Agility. Practice alone is
insufficient in constantly changing environments. Projects evolve,
conditions shift, and expectations transform. Adaptation allows leafdershi
to remain relevant. Agility, as | have lived it, is the willingness to adjust
methods while holding on to purpose. It is learning to respond without
losing direction, and to move forward even when circumstances are
uncertain.

The outermost layer is Care Commitment to Impact. Care gives
leadership its meaning. It represents the conscious choice to consider how
decisions affect people, communities, and the spaces we shape.
Commitment to impact ensures that leadership extends beyond immediate
outcomes andtoward lasting influence. It asks not only whether
something was completed, but whether it truly mattered.

Together, these layers guide how | lead and how I live. Practice excellence
builds credibility, agility sustains relevance, and care ensures @uirpos
When these elements are present, leadership becomes me@nmgjful
because it is visible, but because it leaves a thoughtful and enduring mark.
This paradigm has guided my life by reminding me that leadership is not
about being remembered, but aboutlding well, adapting wisely, and
caring deeply enough that the impact lasts.
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Introduction

The term "Agility" in business generally refers to an organization's ability
to adapt rapidly to changes in the marketplace or busaressonment.

With increasing emphasis on Business Education, organizations face
enormous difficulties arising from the disruption of traditional
educational processes and curricula in response to crisis events.
Institutions that employ these types of pams must prepare students
Not Only with the required knowledge but also with the skills necessary
to adapt successfully when faced with ambiguity and uncertainty.
Additionally, as our world evolves rapidly due to innovative technology,
international develoments, and ongoing economic changes, there is a
heightened demand for educational agility. Furthermore, educators are
realizing that traditional teaching methods leave students at a
disadvantage when they encounter-gatld applications of knowledge.

In addition to the current pandenrglated environment, another clear
outcome of the last several decades has been that the faults of traditional
business education have been exposed by the pandemic's impact on
educational delivery. Most organizations wdogced to pivot from
traditional learning platforms to nemaditional ones to ensure their
students could continue their education. The urgency to find solutions
created an opportunity for educators to revisit their own paradigms and
place greater emphason Agility in designing and delivering their
educational programs.
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When we reflect on the history of business education as a discipline, we
see its impact on our future practices; therefore, all educators should look
back to the Historical Context ofuBiness Education to better understand
how historical events shape curriculum development. Through this
understanding, we will be better prepared to provide Business Education
to our students in the future, so they may become successful business
leaders ina continually changing environment. As Business Education
has progressed through the years, we have encountered numerous
challenges, which have prompted us to adjust and create a new path
forward, one based on Agility and Flexibility. Education in Bussniess
changed dramatically throughout history and continues to change in
response to events that have created a need to change how education is
delivered and what is taught in business. Normally, education in Business
was based on learning theory and fattnformation regarding how to
manage and operate a business, but did not include practical application
of those theories and factual elements within the context oflifeal
business situations. The Great Depression and the Financial Crisis of 2008
madeit clear that if students only learn in a rigid manner and do not have
the necessary skills to have success in an@vwanging business world,
when they graduate, they will not be prepared to meet the many unknown
and unforeseen issues that occur withie scope of managing and
operating a business.

As a result of these experiences, business education formulators have
realized that incorporating realorld scenarios and case studies into their
curriculum is critical to developing studentstitical-thinking and
problemsolving skills, thereby creating a more dynamic and engaging
learning experience. The introduction of technology into business
education has led business educators to shift from traditional methods to
a more collaborative, imvative learning environment through
technology, ensuring that students learn to use technological devices to
work together in innovative ways.

Challenges such as globalization and rapid technological advances are
affecting business education institutions. For this reason, it is critical for
business educators to learn from the past failures of business education in
order to create new methodolegito operate and provide an effective
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business education to meet the current challenges. The increase in the
importance of developing the business educator's ability to be agile will
no longer be just a response to past instances of crisis within timesaisi
sector, it will be an effort to develop future leaders who will be equipped
with the necessary skill sets to have success within aneswedring
business environment. Understanding the history of business education
allows for business educators teate an educational experience for their
students that is both relative to and effective for students who will face
Current Business Education Issues

The changes in technology, worker expectations, and international
business are the major issues for Bass\Educators and Students today.
Business educators must adapt their curricula and pedagogical techniques
to continue providing innovative business education as technology
advances. This requires continual content updates and ongoing Business
Educator traning on implementing technology in the classroom. Students
also expect interactive learning experiences and digital resources they can
use in the workplace. Therefore, Business Schools that do not provide
interactive learning opportunities are at riskbaicoming irrelevant and
unable to adequately prepare Students for future business careers.

Students are required to learn about the variety of global markets and the
cultures in which businesses operate, as a result of globalization. Business
Schools musmodify their local casstudybased curricula to include a
more global perspective, including International Business examples and
CrossCultural Communication Skills, to produce graduates who can
understand and function effectively in the eehanging gbbal business
environment. Business Schools in areas with limited resources or limited
opportunities to access International Networks will find this a challenge.

Business Education can remain successful by implementing strategies
beyond simply keeping pac with emerging technologies. The

development of an academic environment that supports Student
Innovation and rapid adaptation to an evolving technological society must
be achieved. If Business Schools make innovation and adaptability the
foundation of th& programs, they will successfully prepare Future

Leader Students to succeed in a rapidly changing environment and
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develop strategies that sustain adaptability. Educational institutions must
emphasize the need for innovation through agile learning medelsat
businesses can maintain agility in their educational processes it in
own operationslt is imperative for schools to regularly update their
courses to reflect the rewadorld of business, so students can gain the
theoretical knowledge necesg#o succeed in today's workforce through
coursework, case studies/simulations/experiential learning. Students who
participate in reatime, ongoing industry events will develop an
understanding of industry trends and become more adaptable to a
changing avironment.

Schools can work with companies to ensure their programs are relevant
and remain relevant after graduation. There are many ways schools can
provide students with experience outside the classroom (e.g., internships,
mentoring programs, and leang firsthand from employers) to help them
develop their careers and skills while earning a degree. By partnering with
businesses, schools will provide students with a pathway to work together
and have the tools they need to compete in the current jdemar

Flexible learning models can play a significant role in helping schools
develop agilityrelated skills, provide options for both -campus and
online courses, give students the flexibility to learn in their preferred style
and schedule, and personalitheir educational experience, preparing
them to be adaptable in future careers across many companies.

As these strategies continue to develop, businesses will increasingly turn
to technology to support their agility. Internet and digital technologiés w
create opportunities for collaboration, engagement, and learning online,
helping to keep business education relevant and adaptable to an ever
changing business environment.

Agility is a vital factor across all areas of education, providing the tools
needed to succeed in business and management. Educational institutions
can increase interactivity in the classroom by implementing digital
learning tools. Online collaboration tools allow students to communicate
and collaborate despite geographical distahedping create a sense of
community and shared learning. In addition, this connectivity allows
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diverse ideas and perspectives to be shared and exchanged, which is
critical in an increasingly globalized economy.

Additionally, the use of data analyticslmplay an even greater role in
supporting decisiomaking in education. By using data on student
engagement and performance, educators can identify areas for
improvement and respond appropriately with teaching strategies.
Ultimately, this datadriven appoach will not only enhance the learning
experience but also prepare students to meet the analytical needs of the
business environment as they enter the workforce.

The incorporation of new educational technologies motivates instructors
to move away fromtraditional classroom methods and adopt more
interactive and adaptive teaching practices. The use of these technologies
will provide students with redlme feedback and the opportunity to
review material in a way that mirrors current industry standardshi&
transformation in the education system occurs, it is predicted that there
will be a strong correlation between the increased agility required of
today's students and their ability to respond quickly to change and
challenges in the workforce (Devi &armila, 2023).

As institutions consider incorporating these educational technologies,
case studies of successful agile education programs will provide evidence
of how these teaching methods can be applied in practice, leading to
positive outcomes ancklping develop students for the future.

Examples of Successful Programs Using Agile Education Techniques
Agile education programs have proven effective in enhancing students'
learning experiences, as evidenced by case studies from several prominent
institutions. A prime example is the Wharton School of Business at the
University of Pennsylvania. There, students participate in propgsd
courses that develop reabrld business solutions, often working with
industry partners. These programs not only hetpdents better
understand theoretical concepts but also build their prebtdwing skills

and adaptability.
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At a foreign university, the students apply the principles of design
thinking, which is an integral part of their curriculum, to develop
collective project solutions based on collaboration with others and a
willingness to 'pivot' quickly based on feedback received from the course
and new information provided by team members.

The results of implementing agile education techniques have had an
enormous impact on student learning outcomes. Many students have
reported being more engaged with their course materials and more
satisfied with their learning experiences because theyaatwely
involved in how they learn. Students develop skills that are directly
applicable to the workplace, including teamwork, communication, and
critical thinking (Ostermann, 2024).

The case study programs also highlight best practices, including
estallishing opportunities for collaboration between students and
industry, relying on technology to enhance the learning experience, and
fostering an environment for innovation through experimentation and
reflection. All of these elements combine to creatdua,f dynamic
learning environment that prepares students to deal withwadd
challenges.

Beyond the evidence demonstrated through implementing these
programs, educators are at the center of this evolution. They will be the
ones to influence and moéte the development of an agile mindset in
their students, thereby changing the landscape of business education for
years to come.

The Influence of Educators in Cultivating Agility in Business
Education

One of the key influences on the successful culbwadf an agile mindset

in business education will be educating educators to create environments
with a culture of growth and innovation. There needs to be adequate
investment in training and professional development for educators so that
they are able t@dapt their teaching strategies to meet the needs of an
everchanging business landscape. Educators will need to be
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knowledgeable about new technologies and trends, as well as how to
effectively engage students in the learning process.

Paradigm for Change

The concept of Sustaining Agility beyond crises in Business and
Management Education stems from a new paradigm that views agility not
simply as a shoiterm response to disruption but rather as an ongoing
mindset that spans all areas of business and geament education.
Sustaining Agility beyond crises in Business and Management Education
comprises four key elementsntegrating adaptive leadership with
learnercentered and industrsesponsive curricula; creating quality
assurance systems; providing tiomous professional development; and
ensuring that higher education institutions remain relevant and resilient.
In addition, it recognizes that, as a result of the crisis, institutions will be
successfully sustainable through a combinatioprofictivegovernance,
systems _thinking, innovation, and ethical responsibility order for
business/management education to be able to anticipate and respond
appropriately to the emerging challenges of the -evetving global
marketplace, and produce future bussimanagement leaders who are
competent, adaptable, and socially responsible in a continually changing
global environment.

Reflections

My time as an Associate Professor within the College of Business,
Accountancy, and Public Administration for over 20 ngeahas
demonstrated to me that agility in business education and management is
not simply a reaction to crisis but rather an ongoing approach to thinking,
leading, and teaching. It has also allowed me to see how institutions
change, develop, and occasidyn&hlter during times of uncertainty in an
educational context, given the longevity of my career.

Since my appointment in 2003, | have experienced many phases of rapid
institutional change, driven by educational reforms related to
accreditation requirenmés, technological advancements, and global
crises. These phases of institutional change have altered the higher
education landscape and challenged conventional practices associated
with instructional design, governance, and leadership. They have
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demonstreed that stability does not arise from rigidity but rather from the
capacity to adapt while remaining grounded in the institutional values at
hand.

Through these experiences, | have come to understand that adaptability
must be purposefully ingrained in amemic culture, curriculum
development, and leadership practices. Agility becomes sustainable when
evidenced through policies, faculty development, and |learemtered
approaches. Institutions that nurture adaptability and innovation are
positioned to rem@in pertinent and resilient in the rapidly evolving higher
education sector.

My academic journey, culminating in a Doctor of Business
Administration from the Polytechnic University of the Philippines, has
helped me develop an appreciation for leaderslomanizational
behavior, and strategic management. Through my experiences in these
areas of study, | gained insight into the difficulties of effectively operating
an institution (higher education) in uncertain times. Furthermore, | learned
that these samareas can help lay a framework for making informed
decisions, balancing institutional goals, and meeting my stakeholders'
needs.

My formal education in business administration, both graduate and
undergraduate, has provided me with a solid foundatiorufiing theory

into practice. Thus, my early academic experiences sharpened my
analytical abilities and deepened my understanding of management
principles, both of which have proven necessary for addressing emerging
challenges in governance, instruction,daacademic quality. The
congruence between my academic training and my professional
responsibilities has enabled me to design and implement thoughtful,
strategic responses to changing institutional and learner needs.

In addition to formal credentials, ke proactively pursued continuing
professional development by participating in programs on disaster risk
reduction and management, climate change adaptation, and ISO
9001:2015 internal quality audits and quality management systems. The
courses | have takehave helped to broaden my view of sustainability,
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preparedness, and systems thinking. | have come to believe that the agility
present in education goes far beyond classroom instruction and includes
the institution's ability to respond effectively to digtion.

For an institution or educator to maintain agility, it will be necessary to
anticipate disruptions, maintain operational continuity, and provide high
guality programs and processes despite surrounding uncertainty. The
knowledge and skills | haveesleloped in these competencies have
directly shaped my approach to academic leadership, policy
implementation, and the continuous improvement initiatives | have led at
my university. | have learned that preparedness and quality assurance are
two of the mos important elements of an institution's letegm
sustainability.

Aqility beyond the impact of the current crisis also requires that our
responsiveness to change, learning, and innovation become part of our
daily academic practice rather than bedi®yeloped only during times of
disruption. My participation in quality assurance and institutional
improvement initiatives demonstrates my commitment to proactive
governance and evidenbased decisicmaking. As | have progressed
through my career, | havyearned that resilience in higher education can
be achieved through intentional planning, continuous assessment, and
shared accountability.

My commitment to advancing scholarship and practice is strengthened by
my engagement with various professional awmities. My membership

in the Doctor in Business Administration Society of the Royal Institute of
Singapore has given me unique insight into global trends in business
education and leadership. Through my exposure to international standards
and practices ral an appreciation of the role of collaboration,
benchmarking, and lifelong learning, | now have a broader perspective on
achieving and maintaining agility in higher education institutions.

As both an educator and practitioner, | am dedicated to devglapure

leaders in business and public administration who are technically
competent and agile, ethical, and socially aware. While my teaching
philosophy integrates theory and practice, the book | wrote, Fundamentals
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of Compensation, illustrates my desicedeliver programs with a strong
realworld connection. Finally, sustaining agility after the crisis will
require a clear purpose, a willingness to innovate, and an ongoing
commitment to lifelong learning. While my contributions toward
developing an edutanal environment that not only survives future
crises but also thrives as a result of them are grounded in experience and
guided by quality, I am committed to enhancing education's
responsiveness to the needs of learners, institutions, and society as a
whole.
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Turning Challenges into
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Introduction

Challenges are obstacles that can take many forms, such as personal
struggles, societal issues, or unexpected events. They test our resilience
and require us to adaptiowever, alongside each challenge lies the
potential for growth and transformation. This idea is beautifully illustrated

by the life of Nelson Mandela, who faced immense difficulties during his
fight against apartheid in South Africa. Rather than seeing hi
imprisonment as a defeat, Mandela viewed it as an opportunity to reflect,
learn, and strategize for a greater cause.

The perspective we adopt when facing challenges shapes our ability to
turn them into opportunities. By reframing how we view setbacks;am
discover new paths and solutions. This shift in mindset is important
because it empowers individuals and communities to respond positively
to adversity.

Exploring the theme of turning challenges into opportunities leads us to
historical examples wie individuals and groups have successfully
triumphed over hardships. These stories not only highlight the strength of
the human spirit but also provide valuable lessons on resilience and
innovation. As we examine these historical examples, we can gain
insights into the methods and mindsets that allowed people to rise above
their difficulties and transform them into stepping stones for success.

Historical Examples of Overcoming Challenges

Throughout history, many individuals have turned significant challenges
into remarkable successes, illustrating the power of resilience and
determination. Nelson Mandela faced enormous obstacles during his fight
against apartheid. His imprisonment was metiof deep reflection,
allowing him to strategize and strengthen his vision for a free South
Africa. Rather than succumbing to despair, he used this period to cultivate
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his leadership qualities, eventually emerging as a symbol of hope and
reconciliation.

Similarly, Thomas Edison encountered numerous failures on his journey

to inventing the light bulb. He famously stated that he had not failed but
rather found thousands of ways t ha
him something new, ultimately leading éne of the greatest inventions

of the modern era. Edison's persistent attitude highlights how viewing
failure as a learning opportunity can pave the way to groundbreaking
achievements.

J.K. Rowling's path to success was fraught with rejections. BefaeyH
Potter" became a global phenomenon, she faced numerous setbacks and
was even living on welfare. Her resilience in the face of repeated failures
led her to write a story that would inspire millions.

These stories of Mandela, Edison, and Rowling detnates that
overcoming challenges often requires inner strength and the ability to
learn from setbacks. As we explore the psychological aspects of
resilience, we'll see how these traits can be cultivated, allowing
individuals to withstand trials and emerggonger and more capable
(Doolittle, 2019)

Psychological Aspects of Resilience

Resilience is a psychological quality that allows individuals to bounce
back from setbacks and challesgmuch like Nelson Mandela did during
his long imprisonment. His ability to adapt and grow through adversity
exemplifies the power of a growth mind3ed belief that abilities and
intelligence can be developed through effort and learning. This mindset
fosters resilience by encouraging individuals to view failures as
opportunities for growth rather than as insurmountable obstacles.

Emotional intelligence also plays a significant role in resilience.
Understanding and managing oneds e
others, can enhance coping strategies. Those with high emotional
intelligence tend to respond more effectively t@ss$, enabling them to
maintain a positive outlook even in tough situations. This emotional
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awareness helps individuals navigate challenges with a level of
composure that can lead to constructive outcomes.

Coping strategies, such as problealving, seekig social support, and
reframing negative thoughts, further contribute to an individual's
resilience. These strategies empower individuals to take proactive steps in
facing challenges, leading to better psychological “weihg and
performance in various pscts of life(Wyk, 2014)

As we explore practical strategies for individuals to further cultivate
resilience, it becomes clear that these psychological aspects can be
developed intemnally. By focusing on growth, emotional intelligence,
and effective coping methods, individuals can transform their challenges
into opportunities for personal and professional development.

Practical Strategies for Individuals

To turn challenges into oppunities for personal development,
individuals can adopt practical strategies that center around identifying
their unique obstacles, setting achievable goals, and seeking support
through mentorship. The first step is to clearly recognize personal
challerges. This reflection helps identify which specific areas of life
require attention, whether they involve skills, relationships, or emotional
health. Acknowledging these challenges is the foundation for growth.

Once the challenges are identified, settiaglistic and attainable goals
becomes important. Goals should be specific and measurable, allowing
individuals to track their progress. Breaking larger objectives into smaller
steps can make daunting tasks feel more manageable, fostering motivation
as eah goal is achieved.

Additionally, seeking mentorship can provide valuable guidance and
support. A mentor can offer insights based on their experiences, helping
mentees navigate their challenges with greater confidence. Mentorship
also cultivates a sense afcountability, encouraging individuals to stay
focused on their goals. This supportive relationship can make a difference
in overcoming obstacles and realizing potenfMdEllon & Murdoch
Eaton, 2015)
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Incorporating these strategies can lead to a positive mindset shift,
transforming challenges into stepping stones for success. As individuals
embrace their journey of salhprovement, they begin to see challenges
not as barrierdyut as opportunities for growth, preparing them for future
endeavors where resilience and adaptability will be key.

Conclusion

In conclusion, embracing challenges can be a powerful pathway to
personal growth. Throughout this exploration, we have seen how
individuals like Nelson Mandela turned their struggles into opportunities

for transformation. Resilience and a positive mindset allow us to face
obstacles not with fear but with the understanding that they can lead to
greater achievements.

Adopting a gravth mindset is about believing in our ability to change and
improve. When we view challenges as chances to learn rather than as
roadblocks, we open ourselves up to a world of possibilities. Each setback
can teach us something valuable, helping us devddidlp and insights

that are beneficial in the future.

Now is the time to take action. Reflect on your own life and identify areas
where you face challenges. Rather than shying away from them, lean into
these experiences as opportunities for growth. Seewagble goals, seek
support, and commit to sdlhprovement. Remember, every challenge
faced is an opportunity to become a stronger, wiser version of yourself.
As you move forward, carry the belief that challenges are not the end of
the road but steppingtones to success. Embracing this mindset can
transform your outlook on life, making you more adaptable and resilient
in the face of adversity. Your journey of growth begins @doswnbrace

the challenges ahead with open arms.

Reflections

Through the years, life has placed many different kinds of forces on my
resilience, adaptability, and vision. | learned that we can turn obstacles
into opportunities for change by choosing how we handle them. As | have
reflected on my personal journey, dw understand that every challenge
presents an opportunity for both sdévelopment and service that makes
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a difference in others. Using determined effort, insight and tenacity, | have
consistently and continuously transformed adversity into purposeful
progress.

| was born on April 6, 1974, in Quezon City, Philippines. Growing up, |
developed a keen interest in learning, especially technical skills. This love
for learning led me to pursue a Degree in Computer Engineering
Technology from the Technologicdiversity of the Philippines (TUP)
where | developed a strong base in computer and engineering principles.
| also believe that growth should always occur. | obtained my Bachelor of
Science in Information Technology (BSIT) Degree from Aldersgate
College inSolano, Nueva Vizcaya, which provided me with advanced
technical training.

With this education and work ethic, | combined my educational
experiences (university degrees and technical skills) with my job to build
a successful career that spanned bothdrigkducation and the computer
industry. My education, work ethic, and technical skills have enabled me
to secure professional opportunities outside the Philippines. An
opportunity to take my career international was a milestone in my life,
allowing me to évelop both professionally and personally in a new
country. My ten years of experience as a Technical Support Engineer at
Jubail University College in Saudi Arabia brought me many new
experiences and exposed me to new cultures, climates, and work
environmats; it took patience and resilience to adjust. | faced many
additional emotional challenges as | was away from my family during my
overseas service. | now look back on that time as an incredible opportunity
for growth and development, shaped by difficstithat sharpened my
technical skills, strengthened my character, and taught me the importance
of perseverance and humility.

After almost ten years living abroad, | returned to the Philippines in 2018
to begin a new journey; it was a hard decision, Wattlit was the right

one. | had to redefine my future professionally because there were no clear
opportunities waiting for me when | got home. My ability to use my past
experiences creatively, serve others, and find fulfilment comes from
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returning home; have rediscovered who | am, what | do, and how | can
use my experiences to help other people find their purpose.

In 2020, the new challenge became the coronavirus pandemic, which
disrupted the lives, businesses, and education of everyone around the
world. Instead of letting this uncertainty dictate my path, my wife Dr Jeth
Chua, and | decided how we would respond to this challenge by being
innovative and purposeful. EduHeart Book Publishing is a project that has
brought us together to turn a worldwidesgsiinto an opportunity to
contribute positively to education and the development of professionals.

Throughout this time, | have been guided by the understanding that
purpose and innovation can develop together in times of uncertainty. My
conviction abouthe importance and synergy of purpose and innovation
has created the vision for EduHear
We Write. We Transform Lives. 0o My
reflection, and the written word have the power to inspire iddal

change and empower individuals. | have used the EduHeart project to turn
the pandemic's challenges into opportunities for collaboration, learning,
and intellectual growth.

| have been involved with EduHeart in campaigns and programs since the
beginnng. | have had a strong role in organizing conferences, workshops,
book launches, and all of our publishing initiatives. These organizations
have served as a vehicle for many educators, professionals, and business
leaders to communicate their knowledgeperience, and research to a
much broader audience, thereby enhancing the impact of their work
beyond the traditional bounds of academia.

Through my continued commitment to and leadership of EduHeart, we
have consistently served as a bridge between profeddevelopment

and academic success. | have worked continually to ensure that the
knowledge is not kept confined within educational institutions but shared,
used, and then transformed to deliver a measurable value to the
communities and organizationsathwe serve, and in the process, | have
seen how some of the professional barriers can be turned into
collaborative and collective growth opportunities.
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| am also guided by a lifelong commitment to learning, and | am currently
pursuing a Master of Busineg\dministration (MBA) at the Philippine
Christian University. Pursuing this degree will strengthen my
management and leadership skills aamplement my technical and
entrepreneurial capabilities. It is my strategic solution to meet the
demands of an ew@hanging global environment.

When | reflect upon reflection, see my life in terms of love, flexibility,
and vision, | see a life that has been, is, and will continue to be shaped
through education, the strength of the experiences that | have acquired
while living abroad, and through the lessons that | have learned from my
own experiences. My experience and the lessons | have learned will show
others that, with a clear focus on, reflection on, and dedication to a
purpose, challenges can become a pathwagahsformation, meaningful
contribution, and lasting success.

Thecore of my existence is my family, the central theme of my life; | am
also deeply involved in academia and pursue meaningful
accomplishments with passiofihe combination of these thrdefining
elements has anchored me apdded me on a clegrath toward my
personal and professional objectives. What is important to me in all these
respects is that achievement alone does not deteramnedividual's
successRather, success is predichta the relationships and connections
we develop and the purposeful intéehind our efforts.

Prior to EduHeart, | never would have considered myself a speaker. |
viewed myself as an introvertedhy individual who often struggled to
find ways to publity express my valuable contributions and thoughts.
Through the transformative experierickad as an EduHeart member, |
gained the momentum to connect positively with a diverse array of
individuals andthe courage to speak publicly about my perceptions.
Today, | have shared my insights with writatsbook launch and book
gallery eventd circumstances hever would've imagined | would be
involved in.

Throughout this process, | also became aware of how | have grown more
professionallyoverthe years. | shiftd from being extremely subjective in
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my perspectives to being much more analytical and objective in my
approach to my work. By engaging deeply with the writteork of
multiple authors, | have gained an understanding of how to analyze, edit,
revise, and mofread manuscript submissions, drawing both a
technical foundation and a compassionate outlook. This combined
approach contributed not only toward improving the overall quality of
published worksbut also torespecting the narrative, challenge, and
dedication that have been infused into every piece of writing.

The amount of behinthe-scenes activity that occurs within a publishing
company constitutes merely a small fragment of what actually transpires
in relation to the activities that occsurrounding each author prior to their
publication and throughout their subsequent publication history. Helping
each one of the academics and professionals with whom | interact to
reflect in a deep, thoughtful, authentic manner and to write from their
inner core will enable them to create positive, sustainable changes in the
lives of others. Within the academic realm, publishing typically connotes
increased academic standing and professional advancement; however, at
EduHeart, we place a much greater fogusruauthor identity, ownership,
copyright, and the intellectual protection of all authors. The role of
publishing is not only as a means of promoting the author, but also as a
means of preservdnpgendlry auue donmr disn ¢
work as aggacy that will be available to others throughout the world.
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Chapter 12
Agile Leadership in Human Resource Management:

Reframing People Strategy in a Volatile World

Ms. JennifedNi Mbaheeea@r o
Isabela State University
Echague, Isabela
[ennifer_villanueva85@yahoo.com

Introduction

Agile Leadership offers a unique way to manage your team or
organization.It focuses on creating an environment of cooperation,
flexibility, and responsiveness to change. In HR Management, the role of
Agile Leadership is critical. Not only does it require leaders to turn on a
dime to keep up with the changing workplace, butsib @rovides support

to teams in successfully navigating the challenges of those changing
economic times. Given that we have entered a world of volatility due to
rapid changes (technological advancement, increased consumer demand,
rising expectations froramployees), if an organization is to be or remain
successful, its leaders must be willing to demonstrate flexibility.

HR's Role in Supporting Agile Leadership is also critical. An
organization's success in creating a culture of embracing change depends
onleaders who promote open communication, empower employees, and
foster strong teamwork. Through these types of leadership behaviors,
Agile Leaders develop a culture of innovation (a place where employees
feel free to develop and discuss new ideas) withgirtorganization,
thereby enabling their organization to not only survive, but also thrive
during uncertain times.

With technology constantly changing and the economy undergoing
upheavals as technology integrates, Agile Leadership is increasingly
neededor organizations to remain competitive today and in the future.
By introducing and implementing Agile Leadership, organizations will
provide a framework for developing employees' skills and motivation,
aligning them with the organization's goals and, unnt increasing
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employee engagement & productivity. As we review HR's contributions
to building agile organizations, it is evident that HR strategies must also
support Agile Leadership and play an integral role in developing
employees who are not only fike but also passionate about helping
their organization succeed through innovation and growth (Mahatmaja et
al., 2024).

The Role of HR in Agile Organizations

HRG6s role within agile organizatio
agility and effectie change management. The evolution of HR requires a
shift away from traditional functions focused exclusively on personnel
management; now, as a business partner, HR needs to help create an agile,
innovative, and flexible workplace.

The evolution of HR rguires close alignment between HR practices and
the organization's overall goals. Policies and programs must be developed
to facilitate employee adaptability, enabling them to respond quickly to
rapidly changing market conditions. Employees should redeansing

that equips them with the skills needed to perform their roles effectively
in an agile environment.

HR plays a critical role in enabling organizational change by involving
employees in the process, addressing their concerns, and building a
culture of trust and a willingness to change. Encouraging employee
feedback and participation will foster a sense of ownership and
engagement in the change initiative, improving morale and creating an
environment better able to adapt (Manubrahma et al., 2024nfalet al.,
2024).

HR should also continue to use agile leadership principles as part of the
HR function's evolution. Cooperation between HR and the leadership
team is essential to establishing a culture that supports agility and provides

a foundation ér employee and leadership alignment with the
organization's future vision. This synergy results in better strategies and
ultimately contributes to success as the business environment continues
to evolve. The principles of agile leadership are fundaméntadilding
successful human resources in toda
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principles is collaboration, or working together as a team by
communicating openly. Promoting a collaborative environment gives
employees the opportunity to express teelwes through sharing their
ideas and taking initiative. In addition to encouraging creativity,
collaborative environments help build trust among coworkers, leading to
effective problerrsolving and innovative solutions. Creating an
environment of open diague within teams fosters a sense of value and
representation for everyone involved, which in turn increases the
organization's overall productivity.

Agile leaders must also be adaptable and flexible. Successful leaders
respond quickly to changes in thenvironment, whether driven by shifts

in the marketplace or developments within their organization. Agile
leaders continually seek new ways to accomplish the same tasks, so they
must be willing to change their strategies when necessary. By setting the
example of adaptability, leaders encourage their teams to accept and use
change rather than resist it. By embracing change, the organization
proactively seizes opportunities as they arise.

Agile leaders focus on continuous improvement. This principle
encounges teams to regularly evaluate their processes and outcomes and
seek improvements in how they operate (Bahi et al., 2024). By fostering
a learning culture within the organization, leaders who promote
continuous improvement view mistakes as opporturfitiegrowth rather

than failures. A commitment to learning benefits individual team
members, and a focus on continuous improvement drives the entire
organization forward. As the principles of agile leadership take hold, they
create an opportunity to asseswl evaluate all people strategies across
the organization. It is critical to adapt to the demands of a dynamic
workforce and to align HR practices with the organization's agile aims.

Agile HR and Technology Use

Agile HR is being shaped by technology inays that improve
responsiveness to workers' needs. The use of digital tools should be
critical to all HR activities to enhance efficiency and productivity when
working with teammates and to optimize HR productiaiyross the
organization For example, ptforms for realtime communication
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between teams and for shared project management documents will
improve future research outcomes and help estatdisimon goals.

The movement toward digital toolgrovides a clear advantage for
businesses seeking to impe how they make HR decisions. With the
adoption of datalriven decisiormaking (DDDM), organizations can
better use analytics to gain insights into employee performance,
engagement, and satisfaction. This information will allow leaders in HR
(or any areaf an organization) to make decisions based upon data and
analytics, thus assisting HR to successfully manage their workforce,
including making good decisionabout performance levels, how to
effectively manage all employees, how to implement trainingcand
development programs for all employees, and how to effectively allocate
all resources available for HR.

As leaders in HR implement DDDM concepts within a business's HR
function, these R function decisions will ultimately create a better overall
culture and a thriving workforce, ultimately creating a healthier
workplace forboth leaders and all employegs, 2024).

Reframing People Strategy

To reframe an organization's people strategy, you must move away from
traditional approaches and foster an agimdset. This change is not
simply about implementing new practices, but rather creating a culture of
growth embedded within the organization. The agile people strategy
promotes flexibility, collaboration, and continual improvement,
motivating employees ot take initiative and help to achieve the
organization's goals.

A foundation of this new approach to people strategy is the integration of
employee feedback into decistomaking. Organizations must provide
mechanisms for open dialogue whereby team menfbelxomfortable
expressing their ideas and opinions. Open communication creates a
greater sense of ownership among employees and increases their value to
the organization. When employees feel their voices are heard, they are
more engaged in their work émore likely to innovate.
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Additionally, a growth culture fosters the belief that challenges are
opportunities for growth. Organizations should recognize that
experimentation and learning from mistakes should be celebrated, thereby
reinforcing the beliethat growth comes from taking risks and adapting to
change. Implementing this cultural shift will motivate employees to
collaborate and solve problems more efficiently, resulting in improved
outcomes (Neumann et al., 2024).

Leadership is critical to enheimg agility. It is critical for agile leaders to
exemplify agile values and | ead tF
role to one in which everyone in the organization acts as a coach and
mentor to others. To do this effectively, leaders must bemoklels who

create a culture of trust, transparency, and a commitment to continuous
learning, and effect this within the organization and with their teams.

Effective communication is extremely important for establishing- self
organizing teams. Instead oflileg people how to do their work and what
they should be doing, Agile Leaders inspire and lead their teams, often by
providing guidance and establishing a framewaork within which they can
operate.

As organizations move to a more agile people strategy vitiealso need

to rethink their performance management practices to support the new
principles of agile leadership and teamwork. In particular, organizations
should focus on providing employees with continuous feedback in their
performance evaluations @ncreating avenues for them to adapt to
existing and evolving business objectives. By fostering an agile
environment through adaptive performance management, employees can
work toward achieving business goals and excel in their individual roles.

Agile Paformance Management

Agile performance management is a flexible approach that aligns with
Agile leadership principles, including setting Agile goals and providing
frequent or reatime feedback. In a fagtaced business environment,
traditional performanceevaluations can hinder the achievement of
organizational goals; therefore, a more fluid performance structure with
frequent updates to both performance objectives and expectations is
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essential. Agile goals should be adaptive and measurable, allowing
employees to adjust their performance to reflect changes in organizational
goals and priorities.

Realtime feedback channels are essential components of agile
performance management. Providing continuous feedback on employees'
performance and progress is @dli to ensuring they meet or exceed
organizational expectations. Employee development will improve by
encouraging an environment of open communication. Managers will
provide timely feedback to help employees recognize their strengths and
weaknesses as thework toward their agile objectives. Regular
communication fosters a more engaged workforce by making employees
feel valued and appreciated for their work (Vassilev et al., 2024).

On the other hand, performance metrics in an agile environment are
critical to evaluating progress and results. Metrics can be designed at both
the individual and team levels, giving organizations a clear understanding
of whether their workforce is meeting its goals. The emphasis on clear
metrics also fosters ownership by en@ming employees to take
responsibility for their work.

When organizations improve their performance management practices,
they will create a more engaged workforce. The increase in employee
engagement will lead to the next topic on engagement in agiesfwvorks

and will demonstrate how effective performance management practices
create an engaged and committed workforce (M.N., 2024).

Employee Engagement in Agile Frameworks

Employee engagement in agile frameworks depends on two areas:
employee autonomyna recognition systems. By allowing employees to
make decisions and exercise judgment in their work, organizations foster
a sense of ownership and accountability. Autonomy increases job
satisfaction and promotes innovation; when employees are given the
opportunity to experiment and share their ideas, they are more likely to do
so. In an agile environment, independence becomes a key factor for
individual and team performance, particularly when adaptability is
required.
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Finally, communication plays an impartt role in employee engagement
during agile development. Open lines of communication between team
members create a culture of trust and transparency, thereby encouraging
the exchange of feedback. Regular chmsk and collaborative
conversations will helgkeep employees aligned with organizational
objectives, thus improving the clarity of their roles.

Paradigm for Change

Balance
between
work and life

Resilient
Workforces

Agile Leadership
in HRM

Trust and Open

Communication Feedback

Psychologic
al Safety

Agile Leadership in Human Resources is a new way for organizations to
manage their human resources (people) through a system that has the
flexibility to adapt to change and be focused on the people within the
organization, rather than the traditional, colling way HR has been
done.

Agile leadership is based on the idea that work situations and the
environment we live in are constantly changing, which means HR leaders
must be able to adapt their responses quickly while maintaining human
dignity, engagend, and performance.

Agile HR leaders move from the authority that comes from power to using
that authority collaboratively with individual employees to build a
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successful organization, making employees partners with management
and fostering success.

The change driving the agile leadership paradigm includes rapidly
advancing technology, shifting mileposts for hewployers treat and
reward the workforceglobalization, and a growing desire for a more
meaningful existence at work and a better balance batwesk and life.

To accomplish this, there must be flexible, inclusive, and responsive HR
systems, with leadership that drives agility, including the following:
adaptive talent managemerpntinuous feedback and performance
evaluation competencypased @arning and development, datdormed
decisionmaking, and Responsive compensation and reward systems.

In the agile leadership paradigm, it is important to recognize that the HRM
transformation mechanisms through which agile leadership functions
operateare no longer static documents but ongoing frameworks that
evolve based on feedback and evidence from wvaleating activities
within the organization.

The overall goal of the agile HR leader is to create a work environment
focused on the engagementloé thuman element, with the wéiking of
employees, their voice within the organization, and their ability to grow
as individuals as priorities in HR practices. By creating an environment
of psychological safety, trust, and open communicatidhe agile HR
leader will allow individuals and teams to take risks, learn from mistakes,
and continually strive to improve.

This change is driven by ongoing, iterative cycles of sensing, responding,
learning, and adapting. The agile HR leader will continually scan th
organization's environment, collect and respond to feedback, implement
interventions in a timely manner, analyze and evaluate the success or
failure of the intervention strategies implemented, and modify the
intervention strategy as necessary so that HieMelopments continue to

be relevant and effective to the goals of the organization.

The results of the agile HR leadership paradigrolude resilient
workforces, improved employee performance, and a stronger
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organizational culture,giving the organizatin a competitive advantage.
Organizations that have adopted agile HR leadership will be better able to
respond effectively to changes in their business environment, retain talent
and foster innovation, and ensure social and community responsibility.

In summary, the agile HR leadership paradigm redefines HRM as a
strategic and ethical function that balances organizational performance
with human development, and the HRM system has the potential to be a
catalyst for continuous improvement, inclusivity, anda&ganization's
long-term success.

Reflections

Agile leadership in Human Resources Management has been integral to
my personal growth as an educator, researcher, and lifelong learner.
Through my foundation in business administration and management, I've
learned that the role of HRM leaders is not constrained by rigid structures
or fixed rules, but rather defined by adaptability, responsiveness, and
peoplecentered decisiemaking. An agile leader is someone who can
anticipate changes early, respond thdhdly to evolving situations, and

lead others through uncertain times. These traits are increasingly
necessary within contemporary dynamic organizational/educational
settings.

The time | have spent developing curricular programs and mentoring
students heenhanced my appreciation for agility as a leadership style. In
my time in instructional settings, | have seen that diverse learners
constantly require new, evolving sets of needs/expectations/perspectives,
which in turn require teachdeaders who candten, empower others, and
continually adjust their teaching strategies to promote student success. In
that same way, agile leadership in HRM requires that empti@gens can

be successful when their leaders listen to them, provide them with
empowerment, ah continually revise and/or adjust their strategies for
employee growth.

The more | pursue advanced studies through my Doctor of Business
Management program, the greater my understanding of how agile
leadership directly correlates with strategic humaaues development.
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Agile HRM Leaders go beyond compliandaven functions to become
HRM leaders who are strategic partners who can anticipate employment
trends, create competencies for their empldgaen members, and
develop resilience in their organigat. Given how important agility is in
higher education institutions today (with technological advancement
moving faster than ever), employers should be very concerned about the
agility of their HR systems.

My research interests in Human Resource Managemaad Impact
Assessment also strongly emphasize the importance of leadership agility.
Agile leadership allows HR practitioners to assess evidbased
interventions (from strategic planning through deyday operations),
refine them, and implement theno support ongoing continuous
improvement. Agile HR leaders will avoid "cookeaitter" solutions by
leveraging a combination of data points, cultural factors, experience,
reflection, or any or all of the aforementioned when evaluating the
relevance of HR qlicies or practices and their effectiveness for an
organization and its stakeholders.

Agile leadership principles are found in many facets of HRM, including
compensation administration. In my recent publication, | explore how
fair, transparent, antesponsive compensation systems require leaders
who are adaptable and compassionate toward employees' needs.
Furthermore, agile leaders understand that compensation is both a
financial tool for paying employees and a motivational and relational tool
for reflecting an organization's values, building trust, and respecting the
human dignity of all employees.

My academic career has balanced the demands of my job with those of
being a parent, giving me insight into the need for agile leadership.
Balancing mulfple responsibilities (as an educator, researcher, and
parent) has taught me the value of flexibility and empathy, as well as the
ability to determine priorities. These characteristics are vitally important
to agile HR leaders and essential for recognizthgt work is
multidimensional, thereby creating an environment conducive to
sustained high levels of performance and overall-imeiihg.
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Having received recognition for my written work has strengthened my
commitment to reflective practice (at the coreagile leadership) and
motivated me to continue engaging in reflective practice as a leader.
Leaders use reflection to learn from their experiences, develop humility,
and be open to new ideas; therefore, reflection helps leaders continuously
improve their lmman resource systems and build effective relationships
with those the policies are designed to serve.

Overall, agile leadership in HRM embodies a valbased approach to
leading people, consistent with the values that drive quality instruction,
appliedresearch, and responsive education for the communities | serve.
Agile leadership encourages leaders to be both adaptive and principled;
both strategic and compassionate. As | move forward in my career, |
aspire to exemplify agile leadership by nurturingiuduals' potential,
conducting highmpact research, and providing organizations and
communities that value equity and collaboration with a shared sense of
purpose.
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Chapter 13
Administrative Excellence: A Professional Guide to

Leadership for Modern Managers
Mr. Pablo M. Ramos, Jr.

Introduction

The concept of administrative excellence implies that leaders can manage
resources, processes, apeéople to achieve optimum results. The
increasing rapidity of transformation and the degree of competition have
made administrative excellence a vital asset for success in modern
management practices. In response to the demand for greater efficiency
and poductivity, organizations are also seeking to foster a culture that
promotes employee engagement, innovation, and teamwork through
collaboration.

An important factor in establishing administrative excellence in an
organization is Leadership. There anany leadership styles; however,
transformational, participative, and enlightened leadership, among others,
clearly affect how organizations respond to today's challenges and
changes. Transformational leaders develop a common vision for their
employees tlogugh inspiration. Participative leaders invite employees to
participate in decisioimaking and policy implementation. Enlightened
leaders foster creativity in their members through qualities such as
humility, empathy, and communication.

An organization that seeks to achieve administrative excellence must have
a clear understanding of what effective leadership entass,this
understandingvill determine employees' individual performance and the
dynamics of the organization's culture. Hees who use the appropriate
skills and mindset create an environment conducive to innovation and
adaptability, providing the foundation for future success in the highly
competitive environment in which organizations operate. To build
successful leadershgmd foster a positive environment for employees and
the organization, developing leadership attributes is vital.
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Theattributes of successful leaders can vary widely; however, Emotional
Intelligence (El) is a key skill in what makan effective leadeBy both
identifying and controlling their own feelings and being attuned to their
team's emotionally intelligent leaders create an environment where
communication is open and trusting. Through this trust, they can create a
workplace where their employete®l supported, valued, and understood.
Adaptability 1is another cruci al t
constant change. Adaptable leaders who can adjust their strategies and
approaches to deal with the latest challenges inspire their teams to be
confident and resilient. Their flexibility dramatically increases their
ability to solve problems and create innovative solutions, according to
Burton et al. (2023) and Foster et al. (2024).

Being able to fAiseeo a c| eldarait,asivi si o
allows leaders to set clear goals for their teams and articulate how to
achieve them. By creating a vision that closely aligns with the
organi zationds mission, Vvisionary
toward a common goal. This diy will instill a sense of purpose for the

team members, making it more likely that they will be actively involved

in their work.

As leaders continue to develop emotional intelligence, adaptability, and
visionary thinking, they will have established alid foundation for
building high-performance teams. These traits and the performance of
those who exhibit them will positively affect the team's overall
performance, thereby enabling cooperation and success in an ever
changing business environment (Burt@023; Guro, 2024).

How to Build A High-Performance Team

When leaders establish their teams, they try to recruit members who
contribute meaningfully based on their competeneied who share
common set of core values and a culture that aligns witbethalues.

This process appears to foster a team environment, motivating new team
members to collaborate from the first day of their participation.

After forming the team into a cohesive unit and as it begins functioning
as a cohesive collective, develogia culture of teamwork to support
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ongoing collaborative activities is extremely important. To develop and
sustain teamwork through ongoing collaboration, leaders must advocate
open discussions and participatory decigiagking that involve all team
membes. These activities lead to more creative and innovative solutions
and enable teams to respond quickly to change and become more
connected to one another and to their respective team goals.

Ongoing performance management is necessary to keep a team
perfaming at a high level. Regular performance discussions between the
leader and each team member will keep the team focused on how their
roles contribute to the organization's overall success. Additionally,
recognizing and acknowledging individual team mersabeontributions
moti vates them to work together,
goals.

As leaders establish these principles with their teams, the need for
successful Communication continues to grow. Successful leaders who use
open, effective comunication with their team members create mutual
understanding between the leader and each team member, laying the
foundation for effective leadership and teamwork.

Communication: A Key Element of Leadership

The foundation of effective leadership is bwitt evidence from Leader
Development; thus, effective communication is one of the primary factors
in the level of performance and achievement teams attain. If leaders
cannotcommunicate effectively, it will be difficult to convey the vision,
goals, and expected behavioral standards to teams. Therefore, if
leaders communicate effectively, they reduce the likelihood of
misunderstandings between the leader and each teanbanemmen
achieving a common goal.

Another significant component of team communication is using success
based positive feedback from the leader for each team member. For
leaders to encourage their team members to share their thoughts or
concerns, they need enable twewvay communication. One way they can

do this is by creating an environment that supports frequent, transparent
communication, such as setting up recurring meetings and offering an
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opendoor policy. When leaders create this type of environnteains
feel empowered and motivated to share new ideas that help the team
perform better and boost individual morale.

However, this type of environment is also important when an organization
IS experiencing a crisis. During a crisis, leaders must conuateclearly

and quickly with the team to provide the information they need to navigate
the uncertainty. Leaders who communicate clearly provide their team
with the confidence and security that they can help guide the organization
through the crisis, builttust, and keep it aligned and focused.

Finally, as leaders improve their communication strategies, they help
develop the ability to innovate effectively through technology. The
development and implementation cbmmunication toolswill enable
leaders t@ollaborate more quickly with their employees than ever before.
With greater access to technology tools, leaders will be able to enhance
collaboration, streamline processes, and ultimately improve their teams'
performance in an increasingly competitivesimess world.

Embracing Technology and Innovation

For modernrday managers seeking to improve their overall administrative
effectiveness and efficiency, embracing technology and innovation will
be a critical component of their management improvensgrategy.
Digital management tools (i.e., software) have fundamentally changed
how organizations conduct business. From streamlining internal
communication channels to improving project management to enabling
greater overall team collaboration, digital ®bave changed how teams
perform daily. Digital tools do not just facilitate an organization'stday

day operations; they also foster a creative environment where teams can
experiment and adapt quickly to changing market demands (Wei, 2023).
Technologichinnovations in work processes are integral to capitalizing
on technology. With new processes and technologies come new ways of
working and a reduction in redundancy through optimized operations.
Automating tasks allows employees to focus on strategit@tines,
leading to greater creativity and innovation among team members.
Embracing the benefits of technology enables organizations to become
agile and adaptive when facing challenges.
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Datadriven decisiormaking plays a vital role in this context. Maeasg)

who use data analytics can make viefbrmed decisions about their
organizationds strategy and perfor
data patterns, leadership can identify areas for improvement and develop
strategies based on concrete evideat®ar than relying on intuition. This
method not only increases efficiency for all employees but also enables
teams to achieve their full potential (Wei, 2023).

While technology and innovation are immensely valuable resources,
balancing them with ethicalonsiderations is essential. The use of new
technologies underscores the need for corporate responsibégylers
should consider Corporate Social Responsibility (CSR), which involves
how companies incorporate ethical values into their decisiaking,
extending beyond profit generation to includgacts on their employees,
communities, and the environment. This is driven by a shift towards a
more integrated, holistic business model that assesses intangible assets,
such as trust, as the most importantency in today's marketplace.

When leaders set the example by demonstrating integrity through ethical
decisions, they build trust among all their stakeholders, including
employees, customers, and investors. Trust is much more than
compliance; it entailstransparency and communication. Positive
relationships between employees and their supervisors lead to employees
who feel valued and respected, ultimately increasing productivity and
loyalty to the organization. Additionally, a strong culture of ethical
leadership encourages all employestsall levels, to act ethically, thereby
creatinga chain reaction of responsible behavior and reinforcing the
organization's commitment to CSR.

It is essential that organizations prioritize ongoing learning and
developnent to adapt theideadership and corporate responsibility
approachess they face an increasing number of global challenges. To
ensure CSR imtegral totheir organization's operations, leaders must also
make a longerm commitment to developing theirrhan resources by
fostering an environment that supports ongoing learning. If leaders
commit to fostering an environment that encourages continuous learning
and development, they will equip their employees to respond effectively
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to ethical dilemmas arisingfrom the marketplace's complexity.
(Reidhead, 2020).

Continuous Learning and Development

Continuous learning and development are the cornerstones of any
organization striving for operational excellence. To succeed in a rapidly
changing workplace, organizans that invest in employees' ongoing
professional development will ultimately create a skilled, engaged
workforce. Ongoing learning and development can take many forms to
enhance employee performance, including training, workshops, and
seminars that bld employees' knowledge and skills to perform their jobs.
When employees attend these learning and development opportunities,
they gain upto-date industry informatign which enhances their
engagement with the organization and increases their morale land jo
satisfaction.

There are manways organizations cgorovide employees with growth
opportunities, including coaching and mentoring programs. Using
coaching and mentoring programs gives organizations opportunities to
developemployees' skills and providgiidance and support to help others
within the organization build theirs

Reflections

To me, excellence in administration has little to do with authority or
position and everything to do with one's ability to lead in a disciplined
manner, with integritygompetence, and service. Through this experience,
| have learned that true leadership is demonstrated througto-diay
decisiormaking, consistent action, and placing the best interests of the
institution and its stakeholders above sgetérest. Furthenore, in a
contemporary organizational context, leadership entails responsibility,
trust, and accountability rather than simply a means of control.

My experience as a faculty member in the College of Business,
Accountancy, and Public Administration aalbela State University has
taught me that leadership is a continuous process. Every academic year
brings new challenges that require an open mind to new ideas, a
willingness to unlearn outdated methods, and the courage to embrace new
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demands. This evathanging environment has shown me that successful
leaders remain adaptable while remaining true to their core values.

Drawing from my academic training in public administration and
management, | have come to understand that sound leadership starts with
a thaough understanding of systems and processes, policies, and people.
An understanding of organizational structure and regulatory oversight can
guide leaders, but an understanding of human behavior creates the context
in which leaders are effective. | hawaalized that policies are successful
when leaders understand how to motivate, support, and engage the
individuals who will implement them.

My early foray into administrative functions has significantly shaped my
leadership perspective. As the Campus Prement Officer, | became
aware of thecomplexities of institutional operations and the importance
of adhering teestablished procedures. | learned that even the smallest of
administrative decisions can have a significant impact on the efficiency
of operations, the credibility of the organization, and ultimately on public
trust.

| experienced a new, profound sen$eappreciation for accountability

and transparency. The procurement process required fairness, objectivity,
and strict adherence to regulatory policies. Through these responsibilities,
| developed a deeper understanding that making ethical decisions is not
an option for leaders; it is a requirement of leadership, especially in public

institutions entrusted with limited public resources.

The necessity of precision and foresight became evident in my
administrative practice. | learned to identify potentisksi, address issues
proactively, and ensure that the decisions made were legally sound and
defensible from an ethical standpoint. This experience has enhanced my
moral compass and has deepened my appreciation that, as a leader, you
must have the courage do what is right, regardless of how hard it may

be.

As a member of the Bids and Awards Committee, | continue to apply these
principles on a larger institutional scale. My position on the Committee
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has reinforced my belief that today's managers nekdlémce efficiency

and fairness. While the pressure to deliver timely results is always present,
it should not supersede a manager's integrity or compliance with
established regulations.

Participating in the Committee has also provided me with the oppiyrtu

to improve my skills as a collaborative leader. Today, decigiaking is

not an act of a single individual but a group effort that respects the diverse
perspectives of all participants. | have learned that for effective leadership
to thrive, there neds to be an environment that encourages both dialogue
and consensus and that holds all participants mutually accountable.

As an educator and a Licensed Professional Teacher, | see my role as both
a practitioner and a mentor. My administrative experidrasehelped me

help my students understand theoretical concepts as they relate-to real
world situations, preparing theto manage organizations and lead them
ethically and responsibly.

The values | teadéhmesponsibility, professionalism, and adaptahility
should be modeled through my style of leadership, as | believe students
learn best by seeing others practice the values of good leadership. By
modeling these behaviors, | hope to encourage future managers and public
servants to provide the best possible iserto the public while adhering

to the highest standards of integrity.

| strongly believe that effective leaders are collaborating with others,
possess emotional intelligence, and are committed to improving their
practices. Effective leaders must listehow empathy towards others, and
articulate their responses to change. In this respect, leadership is as much
about developing relationships as it is about producing results.

Overall, the concept of administrative excellence is my guiding principle
as ldevelop my administrative leadership capabilities in a complex and
changing environment. It reminds me that today's leaders must lead with
purpose, grounded in knowledge, enriched by experience, and driven by
a genuine desire to serve their organizationd eommunities. | will
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remain committed to being both an administrator and an educator who
models meaningful and ethical leadership.
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