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Foreword 
 

 

There is no single dominant reason for 

defining leadership today, as our world 

continues to experience ongoing disruption, 

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 underpinned our thinking 

about how we lead are now inadequate. 

This collection of essays offers inspired 

scholarly and practitioner-based perspectives on agile leadership, drawn from a 

variety of disciplines. Each 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 and is imperative 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 of how they have used agility to lead during times of 

uncertainty while maintaining their organizations' purpose. 

I applaud the authors and editors of this text, the foreword, and their commitment to 

advancing leadership theory by including diverse perspectives from multiple authors 

working in relevant fields. Therefore, this text is both an academic resource and a 

practical guide for leaders, educators, managers, and policymakers who wish to 

respond proactively and with compassion to the challenges of leadership. 

I encourage you, dear reader, to reflect on your leadership style and consider what 

agility means in relation to the turbulent times we all face. I hope this text inspires 

you, offers ideas for improving your leadership skills, and challenges you, as a 

leader, to continue practicing agility, courage, and service, and to work towards a 

more resilient future. 

There is no single dominant reason for defining leadership today, as our world 

continues to experience unending disruption, volatility, and change. As a 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 underpinned our thinking about how we 

lead are now inadequate. 

This collection of essays offers inspired scholarly and practitioner-based 

perspectives on agile leadership, drawn from a variety of disciplines. Each 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 and is imperative 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 of how they have used agility to lead during times of 

uncertainty while maintaining their organizations' purpose. 

I applaud the authors and editors of this text, the foreword, and their commitment to 

advancing leadership theory by including diverse perspectives from multiple authors 

working in relevant fields. Therefore, this text is both an academic resource and a 

practical guide for leaders, educators, managers, and policymakers who wish to 

respond proactively and with compassion to the challenges of leadership. 

I encourage you, dear readers, to reflect on your leadership style and consider what 

agility means in relation to the turbulent times we all face. I hope this text inspires 

you, offers ideas for improving your leadership skills, and challenges you, as a 

leader, to continue practicing agility, courage, and service, and to work towards a 

more resilient future. 

 

 

Dr. Alfe M. Solina 

Chairperson, Management Department  

Cavite State University ï Imus Campus 

Imus City, Cavite, Philippines  
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Preface 

There are no longer any single, definitive ways to define leadership today. 

Thereôs ongoing disruption, uncertainty, and rapid transformation in our world 

today. Global crises, technological advances, societal unrest, and changing 

structural forms of organizations have changed not only how leaders operate 

but also how leadership is defined. Therefore, the traditional leadership models 

that once guided both practice and research cannot address today's complex 

challenges. 

 

This volume represents this change. Agile Leadership in Challenging Times 

features inspirational theorists and practitioners from multiple industries, 

exploring the meaning of agility across contexts (education, business, 

government, hospitals, and communities). This cross-disciplinary approach 

represents the bookôs central premise: agility is not sectorally or profession-

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 

practice it offers. Each contributor discusses theoretical concepts of agility and 

bases their discussion on real-life examples. The authors demonstrate through 

empirical research, narratives of reflection, and experiences that agile 

leadership can occur in times of uncertainty by remaining tied to an 

organizationôs purpose and ethical obligations while serving others. 

 

The editors and authors of this volume deserve applause for their commitment 

to advancing leadership discourse by sharing diverse yet supportive 

perspectives. Collectively, they have created a resource representative of both 

a serious scholarly work and a practical reference guide. This book is designed 

for leaders, educators, managers, policymakers, and practitioners who choose 

to act, with forethought and compassion, in response to the challenges of 

leading in uncertain times. 

 

As you read this book, we encourage you to reflect critically on your leadership 

practices and consider the nature of agility in your current environment. It is 

our hope that this book will provide you with inspiration, challenge your 

beliefs, and offer valuable ideas to help you continue developing as an agile, 

courageous, and service-centered leaderðhelping to build resilience and 

sustainability in an increasingly unpredictable world. 
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Chapter 1  

The Art of Rising Again 

César Jerusalem Melencion, DPA, PhD-TM  

 

 

Introduction  

Adversity has consistently served as a catalyst for my growth rather than 

an adversary. I perceived 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 I faced as an international 

student, along with the difficulties of acclimating to unfamiliar cultures 

and regulations, were 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, I respond that the conflict is perpetual; 

ñwe are never genuinely solitary, even in our most secluded battles.ò In 

my view, each scar and setback contributes to a collective narrative of 

resilience. 

 

Engaging with hazardous, live electrical circuits has taught me that 

intricate issues can be resolved through clear understanding. I discovered 

that the same principle holds beyond the pole: regardless of a challenge's 

severity, it can be confronted. ñResilience cultivates inventiveness, and 

discipline generates impact.ò This mentality sustained me while managing 

both physically demanding fieldwork and intellectually taxing studies. I 

undertook masterôs-level coursework during extended layover shifts and 

composed research papers after arduous workdays, consistently asking, 

ñWhat is this instructing me?ò 

 

This chapter is devoted to individuals who, akin to me, confront their 

challenges directly. I assert that difficulty is not the opposite of success, 

but rather its foundation. I invite readers into my realm of secret 

supplications before rises, tears following setbacks, distant sacrifices, and 

an unwavering resolve that proclaims, ñI may bend, but I will not break.ò 

In the narrative of my existence, being a champion for life entails 

ñIt is one thing to endure by yourself, but real empowerment comes when your 

rising helps others stand taller too.ò (Cesar Jerusalem Melencion, 2025) 
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precisely that: yielding to adversity and emerging resilient in the 

aftermath. 

 

My Experiential Journey 

My life has never been defined 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 I am 

today. 

 

Early Fascination and the Call to Engineering 

As a young man in the Philippines, I was fascinated by systemsðhow 

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 following passion; it was 

a necessity. I 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 I was good enough. Yet every obstacle became 

an invitation to rise. 

 

Pursuing Leadership Beyond Technical Skills 

After completing my undergraduate degree, I understood that technical 

skills alone would not be enough to make a difference. I chose to pursue 

a Master of Engineering Management, believing that leadership and 

management were equally essential to success. This step was a turning 

pointðit 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 and Doctoral Studies 

While others may view my academic achievements as medals, I see them 

as battlegrounds. Earning both a Doctor of Public Administration and a 

PhD in Technology Management while working full-time as a live line 

lineman was one of the most grueling parts of my life. By day, I faced the 

dangers of working on energized electrical lines where a single mistake 

could be fatal. By night, I pushed myself through research papers and 

dissertations. Physical exhaustion merged with mental fatigue, but every 

time I felt like giving up, I chose to rise again. 
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Working Abroad: Challenges in New Zealand and Australia 

Becoming a trained Live-Line Lineman in New Zealand and Australia 

opened doors, but it also presented new challenges. While language was 

not a barrier, 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 pushed me 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. I realized that my journey was not just about my own 

survival. It was about paving the way for others. From this conviction, I 

envisioned the Line Workers Academyðan institution dedicated to 

empowering Filipino workers with the technical skills, safety standards, 

and global competitiveness they need to overcome limitations. This vision 

was born directly from my struggles, transforming personal battles into a 

mission of public service. 

 

Struggles Turned into Stepping Stones 

Throughout my journey, I experienced financial hardship, cultural 

isolation, physical exhaustion, and emotional sacrifice. But I never 

allowed these to become stumbling blocks. Instead, I used each challenge 

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 been at the heart of my journey. To me, rising 

again is not only about personal triumph but also about lifting others with 

the strength I have gained from my struggles. Every hardship I endured, 

whether financial limitations, the dangers of climbing as a lineman, or the 

loneliness of working abroad, taught me lessons that I could not keep to 

myself. I knew those lessons had to serve a greater purpose. 

 

This is why I pursued not just technical mastery but also public 

administration and technology management. I wanted to understand how 
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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 that could help others rise. 

 

The vision of the Line Workers Academy grew out of this conviction. I 

observed that many Filipino electrical workers had immense potential but 

lacked the necessary training and recognition to compete globally. I 

imagined an institution 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 my personal 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 I endured. Public service enables 

me to transform the art of rising again into a collective act, where my own 

rise becomes a platform for others to do the same. 

 

Lessons for My Fellowmen 

¶ Transform struggles into strength:  When faced with a problem, ask 

not ñWhy is this happening to me?ò but ñWhat is this teaching me?ò  

I explain that this mindset shift turned every challengeðfrom 

battling storms on a utility pole to meeting academic deadlinesð

into a learning opportunity.  The pain of struggle made him stronger, 

and the doubts sharpened his focus. By seeing problems as lessons, 

you donôt just endure them; you grow from them. 

 

¶ Use education as a weapon:  I came from a modest background and 

realized early on that knowledge was his most excellent tool for 

breaking boundaries.  He didnôt passively collect degrees; he fought 

for them.  He studied during downtime between shifts, researched 

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 learned, ñknowing more gives you 
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more optionsò ï it makes you less afraid and more prepared to face 

any situation. 

 

¶ Hold onto your purpose, not your position:  Throughout his career, 

I 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 behind 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 missionðsuch as 

saving lives or building a better communityðyou create an ñinner 

guideò that keeps you on track, no matter how tough it gets. 

 

¶ Donôt let your location limit you:  Living and working abroad in 

New Zealand and Australia taught me an essential lesson about 

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 learned that ñno matter where you are 

froméyour value is built on how well you do your jobò.  Being 

Filipino or living in a small town never held him backðin 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 I have faced, I began to notice a pattern in 

the way I dealt with challenges. Every difficulty, whether it was financial 

hardship, dangerous work on live lines, or the pressure of balancing my 

studies and career, seemed to push me through the same stages. At first, I 

thought these were isolated events, but over time I realized they formed a 

cycleða rhythm that helped me not only survive but rise stronger each 

time. 

 

I call this rhythm my Paradigm of Change. It begins with the weight of 

struggle, the point where I am tested to my limits. Then comes reflection, 

the moment I stop and ask myself what the experience has taught me. 

From reflection comes growthðnew strength, sharper skills, and a deeper 



Agile Leadership in Challenging Times 
 

 
6 
 

sense of purpose. Finally, I take action, applying those lessons to create 

something meaningful not just for myself but for others as well. 

 

This cycle has repeated itself throughout my life, and with every turn, I 

have come out stronger, wiser, and more determined. To me, this is what 

it truly means to master the art of rising againðnot to avoid hardship, but 

to embrace it as the starting point of transformation. 

 

Dr. Melencionôs Paradigm: The Cycle of Rising Again 

 

Struggle 

For me, every rise begins in struggle. I know this stage wellðit is the 

nights I spent wondering how to afford another semester, the days I 

climbed live electrical lines under stormy skies, and the countless 

moments I battled loneliness in foreign lands. These struggles tested not 

only my body but also my spirit. When I was dangling on a power pole 

with thousands of volts running beneath my hands, fear was real. When I 

sat in my small room abroad, far from family, isolation weighed heavily. 

And when exhaustion pressed down after twelve-hour shifts, followed by 
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long nights of research, it felt almost impossible to go on. But struggle has 

always been the first stepðthe breaking ground where my resilience is 

planted. 

 

Reflection 

After the storm of struggle, I always find myself pausing. This is the stage 

of reflection. I ask myself, ñWhat did this teach me?ò This simple question 

changed the way I saw failure. Instead of viewing difficulties as dead 

ends, I learned to see them as feedback. When a climb went wrong, I asked 

what safety lesson I needed to take with me. When financial problems 

threatened to end my studies, I 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 wastedðnot even tears or 

sleepless nightsðbecause every experience carries a lesson. 

 

Growth  

From reflection comes growth, often quietly at first. I look back and see 

how struggles that once overwhelmed me became the very things that 

strengthened me. The homesickness I endured abroad taught me 

independence. The danger of live-line work sharpened my focus and 

discipline. The fatigue of balancing doctoral studies with full-time work 

built my endurance and patience. Growth has never come easily, but it has 

always come surely. With each hardship, I found myself becoming more 

resilient, more skilled, and more certain of my purpose. Growth is the 

transformation stageðit is where I 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 I turn my struggles into service. This is why I envisioned the Line 

Workers Academyðto take what I learned from decades of hardship and 

create a platform that empowers others. Each climb I survived, each paper 

I wrote in exhaustion, each barrier I crossed abroadðall 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 I make sure that 
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my rising does not end with me, but continues through those I help along 

the way. 

 

Reflection 

When I look back on my journey, I no longer see my life as a series of 

achievements or titles. What I see instead are struggles that shaped me, 

hardships that tested me, and challenges that refined me. Struggle has 

been my constant companionðsometimes my fiercest adversary, but 

always my greatest teacher. Without it, I would not have finished my 

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 I was meant to become. 

 

There was a time I believed that strength meant carrying everything 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 purpose. To me, this is the real essence of 

being a fighter for lifeðnot merely surviving the storms, but learning how 

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

 

The road has never been easy. I have known nights filled with doubt, days 

when my body was drained from dangerous climbs, and seasons when 

sacrifices for my family weighed heavily on me. But I have also known 

the joy of resilience, the clarity of purpose that hardship brings, and the 

transformation that comes when you rise again after falling. I have learned 

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

clothing. 

 

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

I do it for the next generation, for the Filipino workers who will one day 

stand where I 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, I believe each of us is a fighter in our own way. 

What matters is that we never stop risingðrising for growth, rising for 
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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. 

 

Research 

Scientific research echoes the lived experience that growth follows 

hardship. Neuroscience shows that our brains are built to adapt after 

stress. As brain scientist Bruce McEwen explains, ñthe healthy brain has 

a considerable capacity for resilienceò through its ability to rewire and 

heal after challenges. In other words, our biology supports the idea that 

overcoming difficulties can strengthen us mentally and physically.  In 

learning theory, David Kolbôs experiential learning model also aligns 

perfectly with this narrative. Kolb notes that effective learning happens 

through a continuous cycle of experience, reflection, conceptualization, 

and experimentation.  The paradigm of change follows the same pattern: 

he gains knowledge through doing (struggle), reflects on it, forms new 

ideas, and then tests them in action. 

 

Scholars make a similar point about adaptability. Our colleagues describe 

how people in todayôs world develop a career identity ï one that is fluid 

and adaptable. They observe that despite upheaval and uncertainty, 

individuals often prove ñsurprisingly resilienté evolving a self of many 

possibilities.ò  My life exemplifies how each transition and challenge has 

made me a more versatile and capable person. In summary, both 

psychology and organizational research suggest that adversity can 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 changeðpolicy 

shifts, regulatory demands, evolving community needs, and increasing 

accountability. Throughout my years in public service, I have learned that 

technical expertise and formal authority alone are insufficient to sustain 

effective leadership. What ultimately determines a leaderôs capacity to 

endure and remain relevant is the willingness to learn continuously. This 

chapter explores the concept of a growth mindset as a foundational 

leadership orientation that enables adaptability, resilience, and long-term 

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 learning. 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 through effort, feedback, 

and experience. This perspective is particularly relevant in professional 

Ɂ&ÙÖÞÛÏɯÔÐÕËÚÌÛɯÙÌÐÕÍÖÙÊÌÚɯÛÏÐÚɯÉàɯ×ÙÖÔÖÛÐÕÎɯÖ×ÌÕÕÌÚÚɯÛÖɯ
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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 public service, this 

understanding of a growth mindset became increasingly evident as 

responsibilities expanded beyond technical functions. Early roles in 

engineering-related work and property valuation required adherence to 

established standards and procedures. However, as I transitioned into 

supervisory and leadership positions, I encountered situations where 

technical knowledge alone was insufficient. These moments reinforced 

the idea that leadership capability develops through learning and 

adaptation, not fixed proficiency. 

 

From the standpoint of adult learning, a growth mindset aligns with the 

principles advanced by Malcolm Knowles, who emphasized that adult 

learners are self-directed and learn most effectively when confronted with 

real-life problems. This 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 to learning from 

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 play a critical role in fostering 

environments where learning is encouraged rather than penalized. In my 

work at the Pag-IBIG Fund, particularly in supervisory roles, I observed 

that teams perform more effectively when leaders model openness to 

learning and improvement. 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 

leadership, 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 I encountered in property 

valuation, environmental planning, and governance fell into this adaptive 
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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, where leaders 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 

responsibility. My pursuit of graduate and doctoral studies while engaged 

in public service reflected this orientationðrecognizing that leadership 

competence must be continuously strengthened to meet evolving 

demands. 

 

Taken together, these theoretical perspectives and professional 

experiences position growth mindset as a practical leadership orientation 

rather than an abstract concept. It supports reflective judgment, ethical 

decision-making, and adaptive capacityðqualities essential for leaders 

navigating complex public-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 

Agile leadership emphasizes 

responsiveness, continuous learning, 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 

systems 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 operational risk. In my experience within public service, particularly 
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in property valuation and environmental planning, regulatory frameworks 

often intersect with dynamic socio-economic factors. Agile leadership in 

this context requires leaders to interpret policy flexibly 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 decision-making. 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, I observed that teams respond more effectively when 

leaders encourage learning from errors rather than meting out punishment. 

This practice strengthens trust and supports adaptive problem-solving. 

Furthermore, agile leadership prioritizes collaboration and shared 

responsibility. Growth mindset reinforces this by promoting openness to 

diverse perspectives and collective learning. As responsibilities expanded 

to include supervision and mentoring, I found that fostering an 

environment where questions and continuous improvement were 

encouraged led to more 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 

leadershipðit enables it. Without a learning-oriented 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 consistently reinforced 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 became evident that leadership required broader 

competenciesðparticularly the ability to learn from evolving conditions. 

As I progressed into roles involving property valuation, environmental 

planning, and supervision, I encountered situations that could not be 
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resolved through established 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 rather than 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 professional practice tested these concepts in real-world 

conditions. Balancing both roles required openness to critique and 

continuous learning. This dual engagement reinforced my belief that 

leadership competence is not fixed at any career stage. 

 

Teaching graduate-level 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 reminder that leadership 

development is ongoing and collaborative. 
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Throughout these experiences, a growth mindset shaped how I 

approached challenges. Instead of viewing uncertainty as a limitation, I 

learned to treat it as an opportunity for professional refinement. Reflection 

became an integral part of decision-making, 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 institutional and societal needs. 

 

Reflections 

Reflecting on my leadership journey, I 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-

responsibility roles. It also requires confidence to acknowledge 

limitations without diminishing authority. 

 

A growth mindset has shaped how I approach leadership challenges. 

Instead of seeking immediate certainty, I focus on learning processes. 

Instead of avoiding errors, I 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. It prevents stagnation, encourages reflective 

practice, and supports ethical decision-making. Most importantly, it 

reinforces the idea that leadership effectiveness is built over time through 

learning, not entitlement. 
 

Paradigm for Change:  

 

 

 

Effectiveness is 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 changing institutional 

and societal conditions. 

 

At the center of the paradigm is a growth mindset, which I regard as the 

foundational orientation of leadership. Growth mindset shapes how 

leaders interpret challenges, respond to feedback, and engage with 

uncertainty. Rather than viewing competence as fixed, I 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 regulation, accountability, and 

public trust. 
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The first component of the paradigm emphasizes openness to learning. In 

my professional journey, I have learned that leadership requires 

intellectual humilityðthe willingness to acknowledge that expertise is 

never complete. Openness to learning allows leaders to 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 to reflective decision-making, which I 

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-term institutional 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 application in which learning is 

translated into action. Adaptive application involves adjusting strategies, 

processes, and leadership behaviors based on insights gained through 

reflection. This stage ensures that the growth mindset does not remain an 

internal belief but becomes visible through leadership practice. In agile 

leadership, adaptive application supports iteration, continuous 

improvement, and responsible innovation within established systems. 

 

Together, these components form a coherent leadership paradigm that 

aligns closely 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 leadership 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 leadership practice; it is its defining condition. By 

cultivating a growth mindset and consistently engaging in learning, 

reflection, and adaptation, leaders can serve institutions 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 fast-paced 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 and foster 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 students.  This is 

also called civic 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 to improve individuals' mental well-being 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 

(Andrews & 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 service to the 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 collaborative, 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 deliver community 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 help 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 to adjust more 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 the cooperative engagement 

of stakeholders (students and 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 

experiences, agile leaders will act as role models for cultivating a 

commitment to continuous improvement. 
 

The intrinsic nature of team cooperation supporting the NSTP program is 

that it fosters a service-oriented culture. Leaders provide opportunities for 

collaboration and empowerment during periods of change and create a 

framework for developing greater civic responsibility 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 of a 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 understand how they 

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 students through opportunities to serve and reflect 

on their experiences.  In addition to serving as an example of service 

engagement, leaders empower students by supporting student-led 

community service initiatives.  All stakeholders will benefit from an 

established service culture, including students, communities, and 

universities. Students develop skills such as teamwork, empathy, and 

solving problems through service-learning experiences; communities 

receive support and assistance from student volunteers; and universities 

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. However, a service 

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 in the 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 difficulty balancing 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 traditional 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 students. By 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 

communication and collaboration. Conducting regular check-ins with 

participants will provide insights into ways to improve the NSTP 

program. For example, sharing success stories from previous-year service 

projects could inspire students to maintain their commitment to serving 

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 

experience 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 leadership, teamwork, 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 

students to ensure the NSTP remains relevant.  A recent study found that 

the NSTP (National Service Training Program) benefited university 

students' sense of citizenship, civic engagement, and willingness to 

participate in volunteer activities. Additionally, the results showed that 

universities could foster and develop their pre-service teachers' social 

responsibility, awareness, self-development, and train people to be leaders 

within the framework of the NSTP (Hibanada, 2024).  
 

There will likely be a greater integration 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 challenges students 

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 service-oriented 

environment. Future leaders should focus on building strong 

relationships, providing opportunities for participation, and embracing 

diversity within their teams. I 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, long-term change by being proactive and responsive to 

their students' 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 Leonardo, Aglipay, Quirino, I 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. I was taught early on that service is 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 

I perceive leadership, education, and public service.  When I became a 

member of the faculty at Isabela State University in 1994, I was full of 

youthful idealism, continuing my long-standing 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, I entered higher education with 

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 I progressed through my career, I 

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 management, and 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 

understanding 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 I could have anticipated. My current endeavor to obtain a Master's in 

Law and Letters supports my philosophy that education is a lifelong 

commitment. As an educator, I believe I am not only a curriculum teacher 

but also a model for continuing to grow and develop as a learner. To me, 

embracing change 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.  I served in 

several leadership positions over time, including Chair of 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, I discovered that change can be accompanied by fear and 

resistance, but it can also create opportunities for innovation and 

improvement. Through my experiences, I learned that to be an effective 

leader, I must have solid core values to guide my actions, that my 

leadership is shaped by my experiences, and that I must exercise it with 

humility.  The examples of how I learned some of the lessons referenced 

above became vivid in my mind when I was appointed the Campus 

Director for the National Service Training Program in 2024. Accepting 

this new position required me to take on a level of responsibility I had not 

previously experienced: linking academic learning and civic participation. 

This presented a challenge for me, as I had to consider how to enhance 

the educational experience by serving others and teaching students who 

are socially responsible and understand the importance of helping to build 

the nation.   
 

I consider the National Service Training Program a living classroom, not 

just within the University's walls but also 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. This has 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.  I encourage 

students to view community immersion experiences as more than just 

another academic 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 thinking about change from 

compliance to commitment, and from feeling obligated to taking 

ownership of service, will help them embrace change. 
 

To date, I have had a strong personal interest in mentoring students. 

Advising students through various student organizations, such as the 

Supreme Student Council and Junior Business Executives, taught me that 

leadership grows through trust, discipline, and example. Therefore, I have 

drawn on my mentoring experience to support students participating in 
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NSTP in developing initiatives 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 research on 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 service 

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, I have been fortunate to have the love and support of my 

family. My spouse, Minnie, and our two daughters demonstrate for me the 

human side of leadership. Through their actions, I have seen that service 

starts at home and that the principles we teach through our family must be 

principles we consistently demonstrate. The love and support I 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 continuous 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 nation-building. 

 

As you celebrate the courage to adjust your thinking, remain humble in 

recognizing your capacity to grow in knowledge, wisdom, and 

imagination. Humility opens the door to lifelong learning and reminds us 

that leadership is strengthened by listeningðlistening to students, 

colleagues, and the communities we serve. Be open to feedback, 

welcome diverse perspectives, and view mistakes not as failures but as 

opportunities for improvement and innovation. 
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Hold yourself accountable for leading with purpose. Purpose-driven 

leadership requires alignment between vision and action. Set clear goals, 

but remain flexible in how you achieve them. In NSTP, this means 

ensuring that programs are responsive, inclusive, and grounded in real 

community needs. Regular reflectionðboth personal and collectiveð

helps sustain integrity and keeps service initiatives meaningful rather than 

procedural. 

 

Invest in people. Empower students and facilitators 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 most effective when students see themselves not just as participants but 

as partners in service. 

 

Stay connected to the communities you serve. Genuine engagement 

requires presence, empathy, and respect. Avoid one-size-fits-all solutions; 

instead, cultivate partnerships built on dialogue and shared ownership. 

When communities are treated as co-educators rather than beneficiaries, 

service learning becomes transformative for everyone involved. 

 

Finally, remain grounded in your values. Competence, 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 change with agility, 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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Eustaquioôs Strategy in Agile Leadership in Action 
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Integrating Ethical Decision-Making in Leadership:  

Beyond Competence and Compliance 

Dr. Leo V. Damole 
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National Food Authority  

drleodamole@gmail.com 

 

Introduction  

Ethical decision-making is often misunderstood as simply ñdoing the right 

thing.ò While that is certainly part of it, the real process is much more 

nuanced. 

 

At its heart, ethical decision-making is the discipline of evaluating 

choices through the lenses of fairness, accountability, transparency, 

and respect for the people affected. It requires balancing immediate 

needs with long-term consequences, personal values with organizational 

goals, and situational complexities with moral principles. 

 

Over the years, I discovered that ethical decisions are rarely the easiest or 

the fastest options. They often demand uncomfortable conversations, 

delayed gratification, or difficult trade-offs. But they also generate 

something far more valuable than convenience: trust . 

 

A leader's ethical compass becomes the organizationôs compass. When 

leaders act with integrity, people feel safe. They feel seen. They feel 

guided. Ethical decision-making is not merely a leadership skillðit 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 constant: ethics is not an 

accessory to leadershipðit 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, advance a mission or derail it 

entirely. 

 

As a first-time writer putting these reflections into words, I find myself 

returning to the countless momentsðboth triumphant and humblingð

when I stood at a crossroads. Some decisions were small and passed 

unnoticed. Others changed peopleôs careers, shaped organizational 

culture, or revealed who I truly was as a leader when no one was watching. 

Through it all, I learned that ethical decision-making is a muscle we must 

consciously strengthen. It is not automatic. It is not instinctive. It is 

cultivated. 

 

In this article, I share what I 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 decision-making. My hope is that these 

insights help other leadersðnew or seasonedðnavigate decisions with 

more clarity, courage, and integrity. 

 

Why Ethics Has Become a Non-Negotiable Agile Leadership 

Competency and Compliance 

 

When I began my leadership journey, ethical considerations were often 

treated as checkboxesðcompliance-based rather than principle-driven. 

Over time, after witnessing both exemplary and disastrous leadership, I 

realized that ethics is no longer just a compliance issue. It is a strategic 

one. 

 

Hereôs why ethics has become indispensable in leadership: 

 

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 their leaders make fair, 

transparent, and values-driven decisions, they respond with loyalty, 

engagement, and initiative. Without trust, even the most impressive 

strategies fall apart. 

2. Ethics Sustains Long-Term Success 
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Short-term wins are tempting for any leader. But I have seen instances 

where shortcuts, while seemingly harmless, created cracks that later 

widened into crises. Ethical decision-making prevents reputational 

damage, regulatory risks, and internal conflict by ensuring that growth is 

sustainable and 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 feel valued. When teams believe in their leadersô 

integrity, they give their best not out of fear, but out of commitment. 

 

4. Ethics Protects an Organizationôs Identity 

Every organization has a brand and a culture. Both are shapedðmore than 

anythingðby the ethical 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 crossroadsðmoments when values collide with 

deadlines, expectations, and even self-interest. I have faced decisions 

where: 

¶ Doing the honest thing meant disappointing a superior. 

¶ Standing up for fairness risked losing relationships. 

¶ Protecting a team member required confronting uncomfortable 

truths. 

¶ Saying ñnoò to unethical suggestions meant being labeled 

ñdifficult.ò 

 

These are not glamorous leadership moments. They often feel lonely. 

Ethical decision-making rarely comes with applause; sometimes it comes 

with pushback. But I have never regretted choosing integrity. 

 

These crossroads reveal the truth about leadership: authority gives 

leaders power, but ethics gives leaders legitimacy. 
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Common Ethical Challenges Leaders Face (Leadership behaviors or 

mindsets) 

 

Over the past 20 years, I have 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 strategic plans, 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 lies between honesty and protection. 

 

5. Handling Mistakes 

One of the greatest tests of ethical leadership is how we respond to 

errorsðour own or othersô. Owning mistakes fosters integrity and trust. 

 

These challenges will never disappear. But with awareness and 

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

 

 

Building Ethical Competence: Practical Steps for Leaders (Practical 

applications of agility in the topic) 
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Ethical decision-making is a competencyðone 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 non-negotiables. When your 

values are clear, decisions become clearer. 

 

2. Foster 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 assumptions and bring complementary perspectives. 

 

4. Lead by Example 

People do what leaders doðnot what leaders say. Your daily decisions 

set the ethical baseline for the organization. 

 

5. Hold Yourself Accountable 

Seek feedback. Admit mistakes. Allow yourself to be corrected. 

Accountability strengthens credibility. 

 

6. Reflect Regularly 

Leadership reflectionðwhether through journaling, mentorship, or quiet 

thoughtðis essential for refining judgment. 

 

7. Commit to Continuous Learning 

Ethical challenges evolve. Leaders must stay informed about new laws, 

cultural shifts, and modern dilemmas. 

 

The Anatomy of Ethical Decision-Making (How agile leaders can 

benefit from understanding) 

Through many challenging decisions over the years, I developed a set of 

questions that helped me navigate ethical dilemmas with more clarity: 
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1. Is this decision aligned with my core values and the organizationôs 

values? 

 

Values are anchors. When decisions drift away from these anchors, itôs a 

warning sign. 

 

2. Who will be affected, and how? 

Ethical leadership requires empathy. Understanding the impact on 

peopleðespecially those with less voiceðhelps us avoid harm. 

 

3. Would I be comfortable explaining this decision publicly? 

Transparency is a strong ethical filter. If a decision cannot withstand 

scrutiny, it needs to be reevaluated. 

 

4. Am I 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 the long-term consequences? 

Ethical decisions look beyond immediate results and consider sustainable 

outcomes. 

 

6. Have I 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 

create ripplesðoften 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 becomes the norm. 

 

Ethical leadership creates an environment where people feel safe, valued, 

and inspired. This is not just good for moraleðit leads to better 

performance, innovation, and organizational resilience. 

 

Over time, ethical decisions compound, building a legacy that outlives an 

individual leader. 

 

When Ethical Leadership Requires Courage 

The greatest ethical decisions often require courageðthe kind that may 

not be praised at first. Some of the toughest choices I ever made were ones 

that didnôt benefit me personally. But 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 ñnoò to practices that violate values 

¶ Escalating issues even when itôs inconvenient 

¶ Upholding standards consistently 

 

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

more than fear. 

 

A Leaderôs Legacy Lies in Ethical Choices 

After twenty years, I have come to realize that people rarely remember 

the exact numbers you hit, the reports you completed, or the presentations 

you delivered. What they remember is how 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 decision-making is the legacy of leadershipðthe invisible thread 

that binds trust, respect, and credibility. It is what inspires followership 

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 evolved from 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 the seismic shift of the Rice 

Tariffication Law (RTL) .  

 

Overnight, the NFA's role transitioned from a monopoly on rice 

imports to a focused buffer -stocking agency. As a Regional 

Manager, I managed employee anxiety regarding job security and 

the "privatization" 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: Post-Typhoon Operations 

A hallmark of your management career is the physical and logistical 

leadership required during natural disasters.  

 

Following severe tropical storms (like Severe Tropical STS 

Opong in 2025), regional offices must rapidly deploy "Benteng 

Bigas" trucks to calamity-stricken areas. I activated the 24-hour 

Operations Center, coordinating the release of subsidized rice (e.g., 

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 a 15-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 offer higher prices than the government support 

price, leaving NFA warehouses empty and buffer stocks low. Top 

management advocated for or implemented the 2024ï2025 price 

adjustments (raising procurement to P17ïP30 per kilo) to attract 

more farmers. You may have also pioneered "fast-lane" 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 high-value government inventory requires 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 "zero-finding" audit targets and 

stricter warehouse management protocols to prevent the 

"unexplained loss" of stocks that have plagued 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 Management, through the 

recommendation of both regional and branch Offices, rolled out new 

assets, such as the 90 new trucks delivered in 2025, and the 

modernization of drying and milling equipment, to reduce the 

operational cost of re-bagging and grain deterioration.  
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¶ Challenges encountered 

 

At the National Food Authority (NFA), my career spans from the 

stabilization era of the late 1990s to the modernized buffer-stocking 

agency of the mid-2020s. The challenges encountered during this 

tenure reflect the evolving complexities 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 implementation of Republic 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 purely buffer -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 the NFA 

Council raised buying prices to P17ïP30 per kilo to compete 

effectively.  

 

2. Operational and Logistical Constraints 

Inadequate Post-Harvest Infrastructure : A chronic challenge has 

been the lack of modernization. As recently as 2025, the NFA had 

only a 12% drying capacity for procured palay, leading to risks of 

grain deterioration. Managing warehouses with leaks, lack of 

CCTVs, or rodent issues 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 procurement of 90 new trucks 

in 2025 and 150 more scheduled for 2026.  

 

 

 

https://icrs.gcg.gov.ph/profiles/nfa/
https://icrs.gcg.gov.ph/profiles/nfa/
https://www.da.gov.ph/nfa-boosts-rice-buffer-stocks-cuts-deficit-in-2024-amid-challenges/
https://www.da.gov.ph/nfa-boosts-rice-buffer-stocks-cuts-deficit-in-2024-amid-challenges/
https://pia.gov.ph/news/nfa-boosts-rice-buffer-stocks-cuts-deficit-in-2024-amid-challenges/
https://pia.gov.ph/news/nfa-boosts-rice-buffer-stocks-cuts-deficit-in-2024-amid-challenges/
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3. Climate and Market Volatility  

Extreme Weather Disruptions: Navigating the impacts of El 

Niño 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, you faced 

pressure to implement the P20-per-kilo rice program  for 

vulnerable sectors (4Ps, PWDs, seniors) while ensuring these 

subsidized releases did not deplete the mandated 15-day 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 shiftsðfrom a broad 

market regulator to a specialized agency for national food security. 

Your tenure offers deep insights into the evolution of Philippine 

agriculture and public service. But the major turning points of my 

career is when the approval of the 2019 Rice Tariffication Law 

(RTL).  This was the most significant turning point, refocusing the 

NFA from a market interventionist role to a dedicated buffer -

stocking agency. For a 28-year veteran, this meant shifting 

leadership from managing trade monopolies to optimizing storage 

and emergency response. In 2024ï2025 "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 to P17ïP30 per kilo. This 

allowed the agency to rebuild its stocks to 460,000 metric tons by 

late 2025, even amidst typhoons. The Modernization Milestone in 

2026, the NFA is on track to achieve 100% drying capacity for its 

rice buffer stocks, up from just 12% in early 2025. This represents a 

shift from "bagged" storage to modernized, long-term silo systems. 

Insights from 28 Years of Service, Integrity is the Foundation of 

Public Trust: Reaching a senior role requires navigating decades of 

systemic challenges. The recent "Excellent" rating  achieved by 

the NFA in late 2025 highlights that leadership must prioritize 

https://businessmirror.com.ph/2026/01/12/nfa-seeks-elbow-room-for-rice-procurement/
https://businessmirror.com.ph/2026/01/12/nfa-seeks-elbow-room-for-rice-procurement/
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transparency to rebuild an agency's reputation. Buffer  Stocking as 

a Social Safety Net: Lived experience reveals that the 15-day 

national buffer stock is not just a number; it is the backbone of 

programs like "Benteng Bigas, Meron Na!" which aims to 

reach 15 million households by the end of 2026 with P20-per-kilo 

rice. Adaptability Over Tradition : A 28-year career teaches that 

policies like the RTL are not static. The ongoing push in 2026 for 

the "RICE Act"  to restore limited regulatory powers shows that 

effective leaders must advocate for policy "mid-course corrections" 

based on field realities. Empowerment 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 the "Serbisyong Patas at Tapat" (Fair and 

Honest Service) values to ensure long-term food security.  

 

¶ Lessons learned from real-life contexts 

My journey from the era of market monopoly to the focused buffer-

stocking mandate provides a masterclass in public administration. 

These are the lessons learned from the real-life contexts of managing 

a region's food security: 

 

1. Resilience is Not Just Endurance; It is Agility 

In navigating the Rice Tariffication Law (RTL)  transition in 2019 

and its subsequent refinements in 2024ï2025. I learned that large 

government agencies are often perceived as slow, but the NFAôs 

survival depended on its ability to pivot. You learned that a leader 

must be the "translator," turning high-level policy shifts into 

actionable regional work plans without demoralizing the workforce. 

 

2. Market Prices are the Ultimate Reality Check 

The years of empty warehouses when the government support price 

was too low compared to private traders' prices. I learned that you 

cannot "command" a market to follow a policy. The success of 

2025ðwhere the NFA achieved higher procurement levelsðwas 

the result of the agency finally adopting a flexible price range (P17ï

P30 per kilo) to compete. Real-life leadership means advocating for 

budget flexibility to meet market realities. 

https://www.da.gov.ph/nfa-boosts-rice-buffer-stocks-cuts-deficit-in-2024-amid-challenges/
https://www.da.gov.ph/nfa-boosts-rice-buffer-stocks-cuts-deficit-in-2024-amid-challenges/
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3. "Drying Capacity" is as Critical as "Buying Capacity ."  

When we manage the 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 for 100% drying 

capacity underscores that infrastructure is the only way to protect 

the publicôs investment in buffer stocks. 

 

Reflections 

¶ What did the experiences teach you?  

Leading various Branch and Regional Offices of the National Food 

Authority (NFA) for years has offered profound lessons in public 

service, operational resilience, and the critical importance of food 

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  

In an agency tasked with managing the nationôs staple food, 

maintaining high ethical standards is paramount.  

 

¶ Accountability in Resource Management: Managing massive rice 

inventories and multi-million-peso procurement budgets requires 

strict adherence to transparency to prevent mismanagement and 

corruption. 

 

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

commitment to "honest service and quality rice," ensuring that every 

action supports national 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 Responsiveness: The ability to quickly mobilize and 

distribute buffer stocks during natural or man-made calamities is a 

core leadership competency. 

 

¶ Supply Chain Logistics: Transitioning from a trading and 

regulatory agency to a focused Buffer Stocking Agency (under the 

Rice Tariffication Law) requires 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 strong 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 

the Regional 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 Functions: Regional 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.  
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5. Resilience Amidst Structural Reforms 

Three decades of service span multiple administration changes and 

significant legislative shifts, such as the Rice Tariffication Law 

(RA 11203).  

 

¶ Adapting to Change: Leaders must be resilient enough to guide 

their teams through organizational restructuring while maintaining 

the core objective of ensuring stable supply and prices for Filipino 

consumers. 

 

¶ Balancing Targets and Reality: Meeting procurement targetsð

especially when competing with private tradersðrequires 

innovative strategies and the ability to lobby for competitive palay 

buying prices to support local farmers.  

  

¶ How they shaped your perspective ï  

The National Food Authority (NFA) represents a 28-year career 

defined by resilience through institutional transformation and 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 28-year veteran has 

navigated the massive shift from a Trading and Regulatory 

Agency to a focused Buffer Stocking Agency following the Rice 

Tariffication Law. This breeds a perspective that values 

organizational agility and the ability to pivot core missions without 

losing operational effectiveness. 

 

Crisis Management and Resilience: Experience 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: Long-term service provides a granular 

understanding of the entire rice value chainðfrom procurement 

from local farmers to managing quality in large-scale warehouse 

operations. 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 

on accountability and Transparency. 

Intergenerational Leadership: Senior NFA leaders often manage 

a diverse workforce, including millennial managers and new tech-

savvy recruits. This requires a perspective that balances traditional 

government protocols with modern, inclusive, and transformational 

leadership practices. 

 

Stakeholder Relationship Building: Decades of service involve 

coordinating with diverse groupsðfrom 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 narrative ï  

As a Regional Manager II at the National Food Authority (NFA), 

your narrative provides a blueprint for leadership in high-stakes 

public service. Leaders can reflect on the following key themes from 

your journey: 

 

1. Stewardship and Institutional Legacy 

¶ Building Resilient Systems: Your narrative illustrates 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 short-term 

applause. 
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¶ 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 

¶ Navigating Mandate Shifts: Your experience covers the NFAôs 

transformation from a regulatory 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. 

 

¶ Crisis Management as a Core Competency: Managing national 

food security requires a balance of physical and mental vigor to 

handle long hours and high-pressure decision-making during 

emergencies. 

 

3. Ethical and Values-Driven Leadership 

¶ Accountability in Public Service: Reaching a senior role in a 

sensitive agency like the NFA demands a narrative of integrity. 

Leaders can reflect on the necessity of "zero findings" in audits (like 

ARTA inspections) as a standard for governance excellence. 

 

¶ Courage of Conviction: Your narrative likely contains moments 

where you had to make unpopular 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 

¶ Mastery of the Value Chain: As a Regional Manager, 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. 

 

¶ Policy Advocacy: Your role in contributing to 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 

¶ Empowering the Next Generation: Leaders reading your 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. 

 

¶ 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. 

 

¶ Connections 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 from abstract 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 the "Terrain"  

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 farmgate prices 

(dropping to as low as P10ïP12 per kilo), and the logistical strain of 

maintaining a mandated 15-day buffer stock. Experience shows that 

while theory suggests ideal procurement levels, reality requires 

managing limited drying capacity and warehouse space.  
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2. Bridging Policy Reform with Human Realities 

The Rice Tariffication Law (RTL) and its subsequent 2024ï2025 

amendments represent theoretical shifts in national strategyð

moving the NFA from a market-interventionist to a focused buffer-

stocking agency. In the field, you have seen how these theoretical 

shifts affect the lives of small farmers. Lived experience bridges the 

gap by implementing "fast-lane" services for small farmers and 

ensuring fair floor prices (P23ïP30 per kilo) to protect them from 

exploitation by private traders.  

 

3. Ethical Leadership: From Code to Character 

Academic theories on "Responsible Leadership" 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 through transparent 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 teams through a "year-long state of calamity" 

where you must balance the rollout of subsidized programs (like 

P20-per-kilo rice) against a tightening national budget.  

 

5. Intergenerational Knowledge Transfer 

Adult learning theory suggests that experienced leaders learn best 

through reflection on real-world application. But for NFA taught 

you that leadership isn't just about directing but about 

"apprenticeship." You likely view your role as a mentor who 

translates complex bureaucratic theories into actionable wisdom for 

millennial managers and new recruits. 

 

Paradigm for Change 

Based on your 28-year journey with the National Food Authority 

(NFA), the following framework is designed to drive institutional 

transformation in public service. It bridges 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 Agile Leadership? 

In the context of 2026, Agility  is the ability to maintain 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 Decision-Making : This model empowers Branch 

Managers to make "boots-on-the-ground" decisions during 

typhoons, reducing red tape when minutes matter for food delivery. 

 

Continuous Feedback Loop: By prioritizing relationship-building 

with LGUs and farmers, the leader receives real-time market data 

that no central office report can provide. 

 

Guiding Principle 

ñWe don't just store rice; we store the peace of mind of the 

Filipino people." 

 

Conclusion: Ethics Is the Leaderôs True North 

Leadership is a journey filled with victories, challenges, and defining 

moments. Through it all, ethical decision-making remains the leaderôs 

true north. It demands clarity, humility, courage, and consistency. But it 

also yields profound rewards: trust, respect, loyal teams, and an enduring 

legacy. 

 

As a first-time writer reflecting on two decades of leadership, I write this 

not as an expert, but as someone who has learnedðsometimes the hard 

wayðthat titles may grant authority, but ethics grant leadership. And 
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in the end, ethical decisions shape organizations, influence cultures, and 

inspire people. 

 

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

 

Ethical decision-making is Beyond Leadership competency and 

compliance ð it is the foundation of leadership itself. 
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Introduction  

In my experience as an educator, public servant, and academic 

practitioner, I have learned that leadership effectiveness is not determined 

solely by authority or expertise, but by the ability to adapt thoughtfully to 

evolving circumstances. This chapter explores adaptive leadership as a 

practical and values-driven approach to navigating complexity. 

 

Adaptive leadership emphasizes responsiveness, learning, and 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 new realities. In both academic and community 

settings, I 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 agile leadership. 

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 responsibility, learning, and serviceðone 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 changes in values, beliefs, roles, and 

behaviors rather than simple procedural adjustments. This distinction 

separates adaptive challenges from technical ones and places 

responsibility on leaders to mobilize people to learn rather than comply. 

 

Heifetz emphasized that 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 positions leadership 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. Leaders 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 for difficult 

conversations and necessary adjustments. 

 

From a management perspective, adaptive leadership aligns with 

learning-oriented leadership theories that emphasize responsiveness and 

adaptability over rigid planning. However, adaptive leadership goes 

beyond flexibility. 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 but a responsibility. 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 related but 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 strengthens 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 through speed 

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, accept responsibility, 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 that agility 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 agile leadership, 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 stronger connections with employees 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 effectively to get buy-in 
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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 technique 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 

Character, 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 positive, productive 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 direction under pressure. 

Leadership, in my case, did not arrive as a concept to be studied but as a 

function that had to be assumedðacross professional responsibilities and 

personal circumstances alike. 

 

Working within academic institutions where constraints are real and 

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 forward while 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, I encountered situations 

where positional authority alone proved inadequate. Effective leadership 

demanded consistency, clarity, and a steady presence. Supporting 

students, colleagues, and community stakeholders through 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 further 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 reinforced a pragmatic, 

grounded approach to leadership, firmly 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 absorb 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 I practice it, adaptive leadership balances firmness with empathy and 

responsiveness 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 with purpose and continuity. 

 

Reflections 

There comes a point in leadership 

when strength is no longer measured 

by how firmly one holds control, but 

by how willingly one learns to stand in 

uncertainty. For me, leadership has not 

always felt strategic or orderly. Often, 

it has felt deeply human, marked by 

responsibility, fatigue, and the quiet 

resolve to keep going when 

circumstances offer no reassurance. 

I have learned that adaptation is not a 

sudden shift, but a series of small 

decisions made in moments that are 

rarely seen by others. It happens when 

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 

and more 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. Adaptation begins not with solutions, but with honestyð

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 and expectations. Yet, it was in 

those moments of letting go that growth quietly took place. I 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, I 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 

in oneôs values, in the people being led, and in the belief that change does 

not erase purpose, but reshapes it. 

 

In reflecting on my journey, I see adaptive leadership not as a response to 

disruption, but as a way of living responsibly within change. It is choosing 

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 

 

I understand adaptive leadership as a disciplined process that unfolds 

through clear and intentional stages. This paradigm reflects how I 

navigate change in real settingsðby moving forward deliberately rather 

than reacting impulsively. 

 

I begin with Diagnose. Before taking action, I 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 be preserved. Diagnosis allows me to distinguish between 

challenges that demand adjustment and those that require stability. 
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Once the challenge is understood, I begin preparing. Preparation is about 

alignment. I ensure that stakeholders are informed, expectations are 

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. Engagement involves implementing change 

while sustaining dialogue. I act, but I 

remain present. Decisions are carried out, 

yet communication continues. I listen, 

respond, and adjust as needed. 

Engagement ensures that change is not 

imposed in isolation but carried forward 

through participation and responsibility. 

 

The process concludes with Sustain. I 

evaluate outcomes and reinforce learning 

so that change becomes part of regular 

practice. Sustaining change means 

embedding lessons into systems and 

habits rather than moving on too quickly. It also prepares individuals and 

institutions to face future challenges with greater confidence. 

 

This paradigm reflects my belief that adaptive leadership is 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 with steadiness and purposeðqualities essential to agile 

leadership in complex environments. 
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Introduction  

Engineering work operates under limits. Every system has a maximum 

load, a tolerance 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 

engineering 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 consequences. 

 

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 are better 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. 

mailto:georgebalansag2020@gmail.com
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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 work-life balance reduces stress, improves 

mental health, and boosts job satisfaction. This balance promotes 

professional creativity and productivity while enabling time for family, 

friends, and self-care. 
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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 for family and friends. 

This can harm personal happiness and create a toxic workplace with high 

stress and low morale. 

 

Recognition of work-life balance is the first step to obtaining it. It opens 

the door to practical ways to live more harmoniously. Understanding the 

causes of imbalance can help people make conscious modifications to 

their routines to achieve personal and professional goals. 

 

Balance Strategies 

Effective work-life balance demands purposeful changes to regular habits. 

Time management improves work 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 hours, you 

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 well-being requires self-care. Regular exercise, proper food, 

and mindfulness may refresh body and mind. Self-care, such as exercise, 

reading, or relaxing, can boost emotional resilience and make job 

obstacles easier to face. 

 

People who use these tactics typically draw inspiration from real-life 

instances of work-life balancers. Case studies can demonstrate how 

different people attain work-life balance using these tactics. 

 

Live Examples and Case Studies 

Case studies teach how to balance work and life. An IT 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 of work. 
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However, a project manager who struggled with work-life balance 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 helped her recharge and connect with her 

family. 

 

Cultural views on work-life balance also influence attitudes. Some 

cultures value family time, supporting work-life 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 

(Riedlinger 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 accuracy and 

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. According to this model, individuals perform best when 

demands are balanced with sufficient control and recovery time. In 

engineering environments, where demands are often non-negotiable, 

recovery becomes the critical variable that determines sustainability. 

 

Workïlife boundary research by Ellen Kossek highlights that 

professionals who establish clear boundaries between work and personal 

roles experience better focus, faster recovery, and higher long-term 

performance. Her studies show that balance is not achieved by equal time 

distribution, but by intentional role management. Engineers who fail to 
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disengage mentally from work remain in a constant problem-solving 

mode, which delays recovery and reduces effectiveness. 

 

From a productivity standpoint, research summarized by Anders Ericsson 

on deliberate practice underscores the importance of rest in sustaining 

high-level performance. Ericssonôs work shows that experts across fields 

maintain performance through structured work cycles followed by 

deliberate recovery. Continuous 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 norms through 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 functional requirement 

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. When individuals operate continuously at 

maximum capacity, their ability to adapt decreases rather than improves. 

Agile environments require frequent decision-making, rapid 

reassessment, and the ability to adjust plans in response to changing 

conditions. These demands 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 often involve shifting constraintsðsuch as design 

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, evaluate variables, 
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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. Iteration requires learning 

between cycles. When leaders are fatigued, feedback 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 perspective, balance 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 practice, balancing professional and personal life enables leaders to 

remain responsive without compromising accuracy, safety, or long-term 

performance. This alignment ensures that agility serves its intended 

purpose: managing change effectively without destabilizing the system. 

 

My Experiential Journey 

My career in electrical engineering has developed across operational, 

technical, and managerial roles, each demanding a high level of 

accountability. I began my career in system operations at Visayan Electric 

Company, where I worked as a Control Engineer managing distribution 

systems supported by SCADA. This role exposed me early to real-time 

decision-making, emergency response, and load management. Working 

with live systems taught me that fatigue and distraction are not acceptable 

conditions. Every decision affects system stability and public safety. 

 

I later worked as a Substation Engineer with Intec GOPA International 

Energy Consultants in the United Arab Emirates, where I supervised the 

installation, testing, and commissioning of primary and distribution 

substations. This role required constant coordination on-site and 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 I performed live operations up to 33 kV. I 

was responsible for outage execution, condition monitoring, incident 

reporting, and verification of protection systems before commissioning 

and handover. Operating in a high-reliability environment reinforced the 

importance of sustained focus and mental clarity. I observed firsthand 

how an extended workload without adequate recovery affects judgment 

and response time. 

 

Currently, as a Project Manager at Xian Electric Engineering Co. Ltd., I 

lead major NGCP projects involving 230 kV transmission lines, GIS 

substations, capacitor banks, and STATCOM facilities. My 

responsibilities include overseeing Engineering, Procurement, and 

Construction activities, coordinating contractors, managing schedules, 

reviewing technical designs, and ensuring compliance with safety and 

quality standards. These roles require consistent decision-making under 

pressure and continuous coordination across multiple disciplines. 

 

Across these phases of my career, I 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, I began to manage balance deliberately. I treated workload and 

recovery as I would system load and maintenanceðby recognizing limits, 

planning interventions, and preventing failure rather than responding to 

it. This approach allowed me to sustain performance in 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 balance is managed 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. Ignoring those thresholds does 

not increase performance; it accelerates failure. I have come to understand 

that professional life follows the same principle. 

 

Balancing professional and personal life is not about reducing 

responsibility. It is about managing responsibility so it remains 

sustainable. In my work, I 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. Decisions affect not only 

individuals but also teams, schedules, and system integrity. When leaders 

operate without balance, the effects extend beyond themselves. Work 

patterns normalize exhaustion, eventually undermining 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. 

Leaders who 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 

leaders 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 performance. 

When balance is managed intentionally, leadership remains effective, 

decisions remain sound, and responsibilitiesðboth professional and 

personalðare met with consistency. 

 

Paradigm for Change 

 

 

This paradigm presents balance as a linear process that supports 

consistent performance in both professional and personal responsibilities. 

It reflects how I approach balance using principles familiar in engineering 

practiceðprogression, control, and continuity. 

 

The process begins with Capacity Awareness. Capacity 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 responsible decisions in both work and personal life. 
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From capacity awareness, the process moves to Boundary Definition. The 

boundary definition establishes clear limits between professional 

obligations and personal responsibilities. Without defined boundaries, 

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 is Load Management. Load 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 responsibilities to be carried without 

compromising accuracy or judgment. 

 

The final stage is Sustained Performance. When capacity is 

acknowledged, boundaries are defined, and load is managed, performance 

becomes stable over time. Sustained performance allows leaders to meet 

professional demands while maintaining personal responsibilities. It 

supports continuity in environments where change and pressure are 

constant. 

 

Within agile leadership, this paradigm 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 trust. Being young and quite 

idealistic, I spent the foundational years of my career as a public servant 

consciously living by the well-entrenched principle in Philippine public 

administration that a public office is a public trust. 

 

Diversity, equity, and inclusivity are unheard of. While empathyðfeeling 

with or understanding others by putting yourself in their shoesðseemed 

an admirable trait for a public servant, it was secondary to authority. 

 

Experience, however, has taught me otherwise. 

 

After nearly three decades of managing administrative functions, 

navigating bureaucratic challenges, and supervising teams across various 

departments, I have learned that empathy is not an indulgence in public 

leadershipðit is indispensable. In government, decisions affect not only 

lives but also communities responding to rapid social change: citizens 

seeking services and employees navigating complex workloads and 

systems. When leadership lacks empathy, public programs, no matter how 

well funded, can appear distant, rigid, or unresponsive to people's real 

needs. 
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This chapter explores empathy as a cornerstone of Philippine public 

leadershipðanchored not just in emotion but also guided by law, imbued 

with values, and sustained in practice. We will examine leadership 

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 into how 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 leadership extends far beyond emotional sensitivity. In 

government, it influences ethical behavior, strengthens public 

commitment, and heightens legitimacy. Several leadership theories help 

explain why empathy is a core competency for public leaders. 

 

Emotional Intell igence in Public Leadership 

Emotional intelligence (EI) emphasizes understanding oneôs own 

emotions and recognizing those of others. In government environments 

characterized by political pressures, tight deadlines, and diverse 

stakeholders, leaders with strong EI can more effectively manage conflict, 

inspire trust, and build resilient teams. Daniel Goleman, a pioneer in EI 

theory, highlights empathy as one of five critical components of EIð

essential for leaders who must balance task execution with relationship 

dynamics.¹ Golemanôs EI Theory is considered a groundbreaking 

perspective on human intelligence, placing EI ahead of the Intelligence 

Quotient (IQ). It is worthy to note that empathy, along with the 4 other 

key concepts of EI, is a learnable skill. 

 

In the Philippine public sector, emotionally intelligent leaders are better 

equipped to recognize sensitivities related to policy reforms and citizen 

engagement, ensuring that administrative actions consider human impacts 

as well as substantive and procedural requirements. 

 

 

 



Agile Leadership in Challenging Times 
 

 
74 
 

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 service motivationðthe intrinsic drive to serve society 

and improve collective well-being.². 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 approach aligns well with Filipino 

values of community and bayanihan (collective effort), which shape how 

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 a public trust under the Code of Conduct and 

Ethical Standards for Public Officials and Employees (Republic Act No. 

6713).³ RA 6713 explicitly expects public servants to act with 

professionalism, sincerity, responsiveness, and impartialityðstandards 

that inherently require empathetic engagement with citizens and 

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 safetyðthe belief that one can speak up without fear of 

blame or reprisalðis critical for high-performing public organizations. 

Academic research shows that teams with psychological safety innovate 

more effectively.  In bureaucratic settings, where fear of error can 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 grassroots 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, although more prominent in the private sector, is 

becoming increasingly relevant to modern government, given the 

evolving needs of citizens driven by technological advancements and 

multifaceted societal challenges. In this context, empathy becomes a 

practical enabler of agility. 

 

Empathy Within Agile Principles for Public Service 

 

Agile principles emphasize: 

¶ People and interactions over rigid processes 

¶ Collaboration with stakeholders 

¶ Adaptability and responsiveness to change 

 

These principles mirror core values in Philippine governance, where 

collaborative policymaking and community engagement are essential for 

inclusive decision-making. 

 

Empathy enhances agile leadership by ensuring that policy adaptability is 

grounded in an in-depth understanding of actual citizen experiences and 

not only in administrative convenience, whims, or caprices. 

 

Supporting Behavior in Public Sector Settings 

Empathetic agile leaders in government: 

¶ Facilitate cross-agency collaboration 

¶ Engage frontline workers in policy discussions 

¶ Balance compliance with responsiveness 

¶ Prioritize citizen perspectives in decision-making 

 

These behaviors are essential in programs like disaster response, urban 

planning and development, and health service deliveryðareas where rigid 

procedures must adapt to complex, real-time human needs. 
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Practical Applications in Government 

Empathy manifests in specific practices: 

¶ Public consultations in aid of legislations 

¶ Integrating citizen feedback into program evaluations 

¶ Simplifying public services to reduce red tape, as encouraged under 

RA 6713ôs standards for responsiveness to the public 

¶ Recognizing emotional and operational stress during crises 

 

These actions not only improve performance but also reaffirm the 

governmentôs commitment to public welfare and dignity. 

 

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 reforms. In the Philippinesðwhere trust 

in governance fluctuates due to historical and political factorsðleaders 

who genuinely understand and respond to public concerns can build 

credibility and sustain reform momentum. In recent years, more 

government leaders have been acknowledged both here and abroad for 

displaying empathetic leadership in the true Filipino spirit of malasakit sa 

kapwa.  

 

My Experiential Journey 

Fresh out of college back in 1994, I envisioned my career in the corporate 

world of upscale Makati ï- the most elite employment address to be for a 

fresh graduate seeking employment back in the day. Instead, I 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 phone, I took 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 middle-aged woman with a 

sunny disposition and soft eyes ï the kind who always has a look of 

patience and understanding, especially for those who are relatively new 

to their quest for gainful employment. I 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 their dignity. When I left the company about half a year 
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later, I realized then that my first supervisor had become my first yardstick 

of leadership.  

 

What about my big Makati dream? Boy, did I get into an office in Makati 

Avenue, on the 14th Floor of a building right across one of the famous 

hotels in the area. Barely 20 and I got a job in Makati! I was assigned to 

the Front Desk and assisted medical representatives in sending quotations 

to doctors and preparing their marketing materials. I only stayed for about 

two months, but I had the privilege of working with great people, 

especially two individuals ï one introduced me to WordPerfect when the 

ñinò thing then was only WordStar, and the other, stirred the creative side 

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, I moved back to Quezon City, took the 

Civil Service Eligibility exam, and became a public servant on October 2, 

1995, and remained in service until 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 often-unnoticed 

relationship between leaving a job and leadership. While dedication to 

service is undoubtedly in the heart of every public servant, I learned, 

painstakingly at times, that the heart to serve is not always reason enough 

to stay. Leadership can often be a defining factor. 

 

Before I joined the service, I viewed government work as an eight-to-five 

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 mentors-- those who 

breached the proverbial 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 my life, 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 I first stepped into a 

leadership role, I perceived empathy as a personal trait that can sometimes 

be a disadvantage, as it can be prone to abuse. As I journeyed along, 

however, I 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 everyone deserves better, whether it be in service 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 performance amid limited resources and a dysfunctional support 

system is not only unjust but also a total 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 only 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 team drew on not financial resources but our 

home-grown talents, filled to the brim with fresh concepts yet lurking in 

the shadows of self-doubt because no one believed they could. But I did. 

And after almost two (2) decades since I left, the organization is still 

reaping the benefits of that humble project. 

 

That is when it hits me ï empathetic leadership is actually an operational 

advantage. 

 

Reflections 

In retrospect, after 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 about how 

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 long-term solutions you were able to provide to 

pressing public issues, but to the people you nurtured and believed in, 

while carrying with you the assurance, as you move along, that the seed 

you planted will bloom in its perfect time.   

 

Because I 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 elseôs 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 with both values and legal expectations. 

 

 

 

 

 

 

 

 

 

 

Mindset Shifts Required 

Public leaders must move from: 

¶ Control to stewardship 

¶ Rule-bound compliance to relational judgment 

¶ Authority alone to relational influence grounded in trust 

 

These shifts respect legal mandates while centering on human 

considerations. 
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The Empathetic Public Leadership Framework 

The following conceptual model can guide public leaders toward 

empathetic, citizen-centered governance: 

1. Self-Awareness and Legal Grounding 

Public leaders must understand their own biases, prejudices, and 

legal responsibilities. Laws governing the civil service require 

merit-based appointments and emphasize an honest, efficient, and 

courteous serviceða foundation that supports ethical empathy. 

 

2. Active Listening to Stakeholders 

Empathy begins with listening ï 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. 

 

3. Perspective-Taking 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. 

 

4. Compassionate Communication 

Even when delivering unfavorable decisions (e.g., budget cuts, 

reorganization, or relocation), empathetic leaders communicate with 

respect, honesty, clarity, and openness. 

 

5. Reflective Accountability and Learning 

Leaders should reflect on outcomes 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 empathy: 

¶ Conduct public consultations before implementing reforms 

¶ Provide clear, concise, and accessible information about services 

¶ Recognize and support staff well-being in organizational planning 
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¶ Offer opportunities for feedback that influence policy adjustments 

 

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 decision-making rooted in citizen realities and values of public 

accountability. Empathy ensures that agility strengthens equity, 

heightened transparency, and boosts public trustðrather than reducing 

governance to bureaucratic efficiency alone. 

 

Conclusion 

Empathetic leadership is not merely 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 people, rules and 

reality. After twenty-eight years in public leadership, I 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 ways that align 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 entrusted not 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 without an in-depth understanding of 

human dynamics is as fragile as walking on thin ice.  Empathy-driven 

leadership is not just getting into other people's shoes. Itôs walking the 

extra mile in them.  

 

Empathetic leadership is not for show. Itôs a lived experience. Itôs legacy. 
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ñIn technical environments, agility cannot exist without strong 

teamwork.ò  (Tan, 2026). 

 

 

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 exercised 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 perspective, 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 collective responsibility for outcomes in high-risk 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 information efficiently, 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 of agile leadership, this 

chapter highlights how collaborative practices enable organizations to 

navigate complexity and uncertainty. Teamwork, as discussed here, is not 

merely supportive of leadershipðit is the mechanism through which agile 

leadership is enacted in technical and organizational contexts. 

 

Theories on Teamwork in Agile Leadership 

Teamwork is essential to Scrum, Kanban, and XP. These frameworks 

require cross-functional teams to deliver value iteratively. Mensah (2024) 

underlines that teamwork quality (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 and creativity, 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 meta-analysis by Porkodi 

(2024) shows that agile 

leadership 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 

practicesðwhich emphasize flexibility, transparency, and mutual 

accountabilityðimprove team engagement and project and 

organizational outcomes, according to meta-analytic and empirical 

studies. 

 

Leadership that Improves 

Teamwork 

In agile environments, several 

leadership behaviors work: 

Perlak (2025) notes that shared 

leadership models enable team 

members to take initiative and 

share decision-making, thereby 

improving teamwork and 

adaptability. 

 

In relevant team situations, current 

systematic evaluations show that 

leadership actions that promote 

psychological safetyðsuch as 

encouragement, risk-taking support, and open communicationðimprove 

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 individual and team goals, strengthening 

teamwork. 

 

Agile Team Leadership Challenges 

Agile leadership helps teamwork but also presents challenges. Sharing 

leadership demands team members to learn conflict resolution, 

accountability, and self-organization beyond their technical 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 

effectiveness, 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, communication, and 

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 self-organizing 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 to Kurt 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 organizational effectiveness. 

 

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 roles, shared objectives, and enabling structures. 
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Hackmanôs work highlights that team performance depends not only on 

individual excellence but also on how work is designed and how 

responsibility is distributed among members. This perspective aligns 

closely with agile 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 

Edmondsonôs studies on psychological safety demonstrate that teams 

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 decision-making. Ronald Heifetz 

noted that adaptive challenges cannot be solved by authority alone; they 

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 concentrated in a single 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 accountability are 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 establish teamwork 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 expressed through 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 becomes a 

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 team competence. 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 agile 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 disciplined process 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 I carry within my family. 

These two spheres have developed in parallel and have consistently 

reinforced one another. Teamwork, as I have come to understand it, is not 

confined to organizational structures; it is a mode of functioning that 

extends across professional and personal life. 

 

I began my professional career in 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 

response within power distribution systems. Tasks were executed in 

coordinated teams operating under strict safety and operational protocols. 

From the outset, I learned that effectiveness depended on shared 

responsibility, role clarity, and disciplined communication among team 

members.  

 

 
My career later progressed to the Australian power sector, where I have 

worked for more than a decade in high-voltage and live-line operations. 

At Western Power, I currently serve as a Team Coordinator and High-

Voltage Glove and Barrier Lineman. This role requires close coordination 

among crew members performing energized work in safety-critical 

environments. Field conditions are dynamic, and effective response 

depends on collective situational awareness, mutual trust, and precise 

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. I am happily married 

to Mrs. Venus Bustaclac Tan, and together we are raising our two 
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children, John Steven Tan and Aubrey Claire Tan. Family life requires 

coordination, shared decision-making, and adaptability, particularly in 

balancing demanding professional obligations with home responsibilities. 

The need to remain dependable in both domains reinforced the importance 

of planning, communication, 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 components 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, I have come to view teamwork as the 

foundation of agile 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 is enacted through 

consistent teamwork across professional and personal contexts. 



Chapter 8 Teamwork in Agile Leadership 

 

91 
 

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 relationships, coordination, and shared responsibility. Over 

time, I 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 high-risk technical environments, I 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 more about 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, coordination, 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 teamwork is 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 to move with change 

without losing cohesion. Teamsðwhether in organizations or familiesð

must adjust while preserving shared purpose and responsibility. 

 

Reflection has led me to view teamwork as a stabilizing force amid 

complexity. It allows individuals to contribute 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 daily through 

how responsibilities are shared, how communication is sustained, and 

how people adapt together. Teamwork, when understood in this broader 

sense, becomes the foundation on which agile leadership is built, both in 

professional environments and at home. 

 

Paradigm for Change: The Cycle of Teamwork in 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 I regard as the stabilizing 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 of the core supports of teamwork. In 

technical environments where precision and safety are paramount, clear 

and timely communication determines whether tasks are executed  

 

correctly. I have relied on open communication to ensure teams remain 

aligned, particularly when conditions change rapidly. Communication, in 

this sense, is not merely informationalðit is corrective, preventive, and 

unifying. 
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Shared accountability strengthens teamwork by distributing responsibility 

across the group rather than concentrating it on 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 shared, 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 situations evolve. I 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 paradigm. Leadership, 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 becomes 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, I have been able to respond to change while maintaining 

stability. 
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Introduction  

Leadership is often imagined as something grand ð a 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.  

 

My story is not the story of someone who set out to become a leader. My 

journey is one of consistently showing upðfor family, community, work, 
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and purposeðuntil leadership found me. Shaped by service in the 

Philippines, strengthened by adaptation in New Zealand, and refined by 

community and advocacy in Australia.  
 

My leadership is rooted in presence, not perfection. It grows from lived 

experience and the choice to serve, stand up, and build even in the face of 

uncertainty. This is how I learned to lead with empathy, adaptability, and 

courageðdemonstrating that meaningful leadership is born from heart, 

not titles. I 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 purpose and 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 organization and community. 

 

Research, including 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 supportive, value-

driven culture. This approach not only benefits employees 

psychologically but also strengthens organizational culture and team 

engagement. 

 

Ultimately, leadership that focuses on meaning and purpose is essential 

for improving both individual and organizational well-being. 

 

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: 

¶ Clearly communicate how each role contributes to the 

organisationôs overall success. 

¶ Give employees freedom to grow, fostering intrinsic motivation. 
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¶ Build a trusting, supportive culture through ethical, value-driven 

leadership. 

 

Relational and strategic leadership requires emotional intelligence, 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 timeðthrough sustained, ethical, and relevant contributions that 

endure beyond the leaderôs presence. 

 

Connecting Theories on Leaving a Mark Through Meaningful 

Leadership with Agile Leadership 

Agile leadership in architecture means adapting to change while 

maintaining clear 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 keyðadapting methods when needed while 

remaining anchored to core values such as safety and sustainability. Agile 

leaders learn from each project, balancing flexibility with responsibility 

to ensure outcomes remain sound and enduring. 

 

My Experiential Journey 

 

A Filipino Migrantôs 

Journey Across New 

Zealand and Australia 

Leadership is often 

described as influence, 

authority, or expertise. 

But for many migrants 

like me, leadership 

becomes something 

deeperðsomething 

earned through 

resilience, humility, and 

the courage to rebuild 

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 none existed before. My story is not one of perfection, but of 

presenceðshowing 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 I became an architect 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. 

 

Their example shaped my earliest understanding of what it means to lead. 

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

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, I learned that 

leadership is not about authority; it is about service, presence, and the 

willingness to uplift others. 
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The youth organization became my first training ground, where we 

organized activities, led reflections, and supported parish eventsð

leadership in its simplest form. Through the ministry, I also became a 

Roman Catholic catechist, teaching children to pray and sharing stories of 

faith and values, lessons that taught me patience, empathy, and gentle 

leadership that continue to shape how I lead today.  

 

I carried my early lessons into architecture, building a decade-long career 

in the Philippines through roles that grounded me in real design and 

construction workðfrom starting in an architectural firm to becoming an 

in house architect for a major retail company in Cebu City.  

 

My experience expanded further in a French-owned firm, where I handled 

full -cycle project delivery and worked closely with consultants, 
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contractors, and corporate managers. These demanding environments 

sharpened my communication, adaptability, and problem solving skills, 

reinforcing the service driven leadership foundation I formed in the 

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 didnôt begin with confidence. It began with 

uncertainty, adjustment, and the quiet fear every migrant carries when 

stepping into a new country with no local experience. I arrived in New 

Zealand with my husband, both of us Filipino migrants. We were excited, 

hopeful, and determined ð but the reality of starting over hit quickly.  I 

did not have New Zealand work experience. I did not know the local 

systems. I did not understand the workplace culture. Everything felt 

unfamiliar. 

 

 

New Zealand was beautiful, but it demanded adaptation. The culture felt 

differentðcalmer, more equal, far less hierarchical than what I was used 

to. No one called you Maôam or Sir, and titles like Architect werenôt used 
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in everyday conversation. Even your boss 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. I had to unlearn old habitsð

waiting to be called, holding back opinions, deferring automatically to 

authorityðand learn a new way of communicating with confidence and 

ease. 

 

Finding work wasnôt easy, but I kept going. Each challenge became part 

of the adjustment, part of the growth, and part of the leadership I was 

slowly building in a new country. 

 

 

My early roles were with an interior design contracting company, where 

I worked on commercial interior fit -outs and produced documentation and 

shop drawings for council permits, tenders, and construction. I took on 

every task that allowed me to gain experience and demonstrate my 

capability.  

 

Through this work, I learned how New Zealanders approached design, 

collaboration, and problem-solving. I learned to adapt, listen deeply, and 

embrace the Kiwi way of workingðpractical, collaborative, and 

grounded in clear communication. 
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Eventually, I joined an architectural firm, where I gained deeper exposure 

to local standards, documentation practices, and project workflows. 

However, my most significant leap came when I transitioned into the 

precast concrete industryðan 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 

everything ð it is about being 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 across Oceania.   

 

Despite being in two different 

countries, under different 

restrictions, and navigating 

different time zones, Filipino 

architects in New Zealand and 

Australia came together with a 

shared vision: to establish the 

first United Architects of the 

Philippines (UAP) Chapter in 

Oceania.  
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What began as scattered chats on Messenger and late night Zoom calls 

slowly grew into a movement. We were architects without bordersð

migrants searching for connection and professionals determined to uplift 

one another 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, and the ache 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 ZealandïAustralia Chapter, it became a victory for 

every Filipino architect carving out a place abroadða 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 windy, rain soaked 

morning in Auckland 

changed everything. What 

began as a simple act of 

helping at a friendôs 

weddingðunplanned, 

unpaid, and purely out of 

instinctðrevealed a 

deeper calling. In the chaos of the storm, organizing and problem solving 

came naturally, and a quiet question surfaced: What if this hobby could 

be something more? 

 

 

That question sparked Yetôs DIY, a small passion project that quickly 

grew into a community bridge.  What started with wedding teasers 

expanded into organizing Filipino gatherings across Matamata Piako and 

the Bay of Plenty, creating spaces of joy, culture, and connection. These 

events became lifelines for migrantsðmoments that offered belonging, 

comfort, and a sense of home far from home. What began as a simple act 

of service in the rain evolved into a leadership identity rooted in 

community, creativity, and heart.  
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Looking back, while in the Philippines, before social media was 

dominated by reels and instant-editing apps, my creative journey began 

with a laptop and Windows Movie Maker. What started as a simple DIY 

teaser for a friendôs wedding in Cebu quickly grew into a deeper passion, 

and I even produced my own wedding materialsðstyling the shoot, 

directing the tone, and editing the final output. As this hobby evolved into 

a professional service,  

 

I continued practicing architecture alongside it. While working full time 

in New Zealand, I accepted part time architectural design and 

documentation projects from the Philippines, managing them online and 

traveling between the two countries as needed. This 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, event flow 

planning, and other digital materials. I produced presentations, digital 

invitations, event signage, photo montages, surprise videos for OFWs, and 
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full event timelinesðoften beginning with research and transforming 

references into tailored, original work.  

 

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 that leadership can emerge in unexpected 

momentsðeven in something as simple as holding an umbrella steady 

during a storm at a friendôs wedding. 

 

Australia: Adapting to Change 

The transition from New Zealand to 

Australia was shaped by economic 

recession, professional redundancy, 

and the practical need for stability. 

Despite emotional ties to New 

Zealandðits community, climate, 

and the life already builtðthe 

financial realities of the construction 

downturn pushed my husband and 

me to relocate. The move reflects 

the difficult balance between 

emotional attachment and practical 

responsibility, especially as migrant 

breadwinners supporting their 

families in the Philippines.  
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I came out of this season with a clearer sense of resilience and 

adaptability, shaped by the very different realities of life in two countries. 

When New Zealandôs recession hit the construction industry, I was among 

those made redundant, while my husband had already been struggling 

with fewer projects and constant out of town work. As the downturn 

worsened, he made the practical choice to move to Australia, where 

opportunities were steadier and the cost of livingðespecially in 

Queenslandðwas far more manageable. He has always been the practical 

one, while I hold tightly to the places and people that feel like home. 

Leaving New Zealandðour community, our routines, even the gentle 

weatherðwas painful. But the recession pushed us to choose not just 

comfort, but survival and long term stability, even if it meant starting over 

in a new country. 

 

 
 

As I travelled back and forth between New Zealand and Australia, I 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 relatives we left behind. That 

responsibility shaped every decision we made. Australia offered stability, 

opportunity, and a chance to rebuildðwhile New Zealand held our 

memories, our community, and the life we had carefully built over the 

years. 
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Navigating between these two worlds taught me resilience and the art of 

balancing practicality with heart. It became another lesson in real world 

leadershipðmaking 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 I 

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 ambitionðits 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 was a field I never 

imagined myself entering, and even now Iôm still discerning whether itôs 

the long term path for me. But the challenge itself expanded my skill set, 

sharpened my communication, and strengthened my confidence in 

navigating new industries. 

 

 

And then there was the United Architects of the Philippines (UAP) 

Australia Chapterða community that didnôt just welcome me but 

transformed me. It reconnected me to my architectural roots while giving 

me space to lead, collaborate, and serve Filipino professionals across 

borders. Through UAP, I learned to carry both heart and strategy, to build 

community even in unfamiliar places, and to lead with purpose, no matter 

where life takes me. 
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Joining UAP felt less like entering an organization and more like finding 

a familyða community of architects, migrants, dreamers, and builders 

who understood the weight of starting over. Through this chapter, I gained 

friends, mentors, and opportunities that strengthened both my voice and 

my purpose. 

 

In roles involving governance, digital asset management, and contributor 

recognition, I learned that leadership is about fairness, transparency, and 

continuity. When our chapter confronted questions about digital 

ownership and legacy, it became clear that these werenôt technical issues 

but leadership responsibilities. Protecting what others built, honouring 

every contribution, and ensuring a stable future for those who followð

this is how leaders leave a meaningful mark. 

 

Reflections 

 

The Architecture of Meaningful Leadership 

Across borders, cultures, and professional environments, Iôve learned that 

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 

consistent: to build, to uplift, and to protectðwhether through 

architecture, community work, or the relationships formed along the way. 

 

Empathy 

Effective leadership requires an understanding of peopleðtheir fears, 

strengths, aspirations, and limitations. Empathy transforms 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 guide 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 you have supported. 

 

Leaving a Mark That Matters  

My journey isnôt defined by the places Iôve lived, the projects Iôve 

delivered, or the titles attached to my name. Itôs defined by the people Iôve 

lifted, the communities Iôve strengthened, and the legacies Iôve helped 

protect. Meaningful leadership has never been about perfectionðitôs 

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, Iôve learned that leadership is not a finish line. It is a 

responsibilityðto build with integrity, to lead with empathy, and to leave 

every space, team, and community better than I found it.  

 

This is the mark I choose to leave, and this is the story I choose to carry 

forward. 

 

 

Paradigm for Change 

This paradigm reflects how meaningful leadership has taken shape in my 

lifeðlayer by layer, through intention, practice, and care. At the center of 

the model is Meaningful Leadership, which I 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 Build ï Practice Excellence. For me, 

leadership begins with the discipline of doing the work well. In 

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. Without this foundation, leadership lacks 

substance. 

 

Surrounding this foundation is Adapt ï Agility. Practice alone is 

insufficient in constantly changing environments. Projects evolve, 

conditions shift, and expectations transform. Adaptation allows leadership 

to remain relevant. Agility, as I 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 ï 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 and toward lasting influence. It asks not only whether 

something was completed, but whether it truly mattered. 

 

Together, these layers guide how I lead and how I live. Practice excellence 

builds credibility, agility sustains relevance, and care ensures purpose. 

When these elements are present, leadership becomes meaningfulðnot 

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 about building 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 business environment. 

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 programs 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 developments, 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 real-world applications of knowledge. 

 

In addition to the current pandemic-related 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 were forced to pivot from 

traditional learning platforms to non-traditional 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 emphasis on 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 of Business 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 in a 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 Business has 

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 factual information regarding how to 

manage and operate a business, but did not include practical application 

of those theories and factual elements within the context of real-life 

business situations. The Great Depression and the Financial Crisis of 2008 

made it clear that if students only learn in a rigid manner and do not have 

the necessary skills to have success in an ever-changing business world, 

when they graduate, they will not be prepared to meet the many unknown 

and unforeseen issues that occur within the scope of managing and 

operating a business. 

 

As a result of these experiences, business education formulators have 

realized that incorporating real-world scenarios and case studies into their 

curriculum is critical to developing students' critical-thinking and 

problem-solving 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, innovative 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 methodologies to 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 the business 

sector, it will be an effort to develop future leaders who will be equipped 

with the necessary skill sets to have success within an ever-evolving 

business environment. Understanding the history of business education 

allows for business educators to create 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 Business 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 training 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 risk of becoming 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 must modify their local case-study-based curricula to include a 

more global perspective, including International Business examples and 

Cross-Cultural Communication Skills, to produce graduates who can 

understand and function effectively in the ever-changing global 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 pace 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 their 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 models so that 

businesses can maintain agility in their educational processes and in their 

own operations. It is imperative for schools to regularly update their 

courses to reflect the real-world of business, so students can gain the 

theoretical knowledge necessary to succeed in today's workforce through 

coursework, case studies/simulations/experiential learning. Students who 

participate in real-time, ongoing industry events will develop an 

understanding of industry trends and become more adaptable to a 

changing environment. 

 

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 learning 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 job market. 

 

Flexible learning models can play a significant role in helping schools 

develop agility-related skills, provide options for both on-campus and 

online courses, give students the flexibility to learn in their preferred style 

and schedule, and personalize their 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 technologies will 

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 distance, helping 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 analytics will play an even greater role in 

supporting decision-making in education. By using data on student 

engagement and performance, educators can identify areas for 

improvement and respond appropriately with teaching strategies. 

Ultimately, this data-driven approach 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 from traditional classroom methods and adopt more 

interactive and adaptive teaching practices. The use of these technologies 

will provide students with real-time feedback and the opportunity to 

review material in a way that mirrors current industry standards. As this 

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 & Sharmila, 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 and helping 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 project-based 

courses that develop real-world business solutions, often working with 

industry partners. These programs not only help students better 

understand theoretical concepts but also build their problem-solving 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 they are actively 

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 

establishing 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 create a fluid, dynamic 

learning environment that prepares students to deal with real-world 

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 motivate 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 cultivation of 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 to adapt their teaching strategies to meet the needs of an 

ever-changing 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 short-term response to disruption but rather as an ongoing 

mindset that spans all areas of business and management education.  

Sustaining Agility beyond crises in Business and Management Education 

comprises four key elements: integrating adaptive leadership with 

learner-centered and industry-responsive curricula; creating quality 

assurance systems; providing continuous 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 combination of proactive governance, 

systems thinking, innovation, and ethical responsibility in order for 

business/management education to be able to anticipate and respond 

appropriately to the emerging challenges of the ever-evolving global 

marketplace, and produce future business/management 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 years has 

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 occasionally falter during times of uncertainty in an 

educational context, given the longevity of my career. 

 

Since my appointment in 2003, I have experienced many phases of rapid 

institutional change, driven by educational reforms related to 

accreditation requirements, 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 



Agile Leadership in Challenging Times 
 

 
120 
 

demonstrated 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, I have come to understand that adaptability 

must be purposefully ingrained in academic culture, curriculum 

development, and leadership practices. Agility becomes sustainable when 

evidenced through policies, faculty development, and learner-centered 

approaches. Institutions that nurture adaptability and innovation are 

positioned to remain 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 leadership, organizational 

behavior, and strategic management. Through my experiences in these 

areas of study, I gained insight into the difficulties of effectively operating 

an institution (higher education) in uncertain times. Furthermore, I learned 

that these same areas 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 foundation for putting 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, and academic 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, I have 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 I have taken have helped to broaden my view of sustainability, 
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preparedness, and systems thinking. I 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 disruption. 

 

For an institution or educator to maintain agility, it will be necessary to 

anticipate disruptions, maintain operational continuity, and provide high-

quality programs and processes despite surrounding uncertainty. The 

knowledge and skills I have developed in these competencies have 

directly shaped my approach to academic leadership, policy 

implementation, and the continuous improvement initiatives I have led at 

my university. I have learned that preparedness and quality assurance are 

two of the most important elements of an institution's long-term 

sustainability. 

 

Agility 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 being developed only during times of 

disruption. My participation in quality assurance and institutional 

improvement initiatives demonstrates my commitment to proactive 

governance and evidence-based decision-making. As I have progressed 

through my career, I have learned 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 communities. 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 and an appreciation of the role of collaboration, 

benchmarking, and lifelong learning, I now have a broader perspective on 

achieving and maintaining agility in higher education institutions. 

 

As both an educator and practitioner, I am dedicated to developing future 

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 I wrote, Fundamentals 
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of Compensation, illustrates my desire to deliver programs with a strong 

real-world 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 educational 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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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 adapt. However, 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 his 

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, we can 

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 where 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 a time of 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 that wouldnôt work. Each setback taught 

him something new, ultimately leading to one 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. Before "Harry 

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 demonstrate 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 emerge stronger and more capable 

(Doolittle, 2019). 

 

Psychological Aspects of Resilience 

Resilience is a psychological quality that allows individuals to bounce 

back from setbacks and challenges, much like Nelson Mandela did during 

his long imprisonment. His ability to adapt and grow through adversity 

exemplifies the power of a growth mindsetða 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 oneôs emotions, as well as empathizing with 

others, can enhance coping strategies. Those with high emotional 

intelligence tend to respond more effectively to stress, 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 problem-solving, seeking 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 well-being and 

performance in various aspects 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 intentionally. 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 opportunities 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 

challenges. 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, setting realistic 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 each 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 of accountability, encouraging individuals to stay 

focused on their goals. This supportive relationship can make a difference 

in overcoming obstacles and realizing potential (Mellon & Murdoch-

Eaton, 2015). 

 

https://doi.org/10.1590/SAJS.2014/20130366
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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 self-improvement, they begin to see challenges 

not as barriers, but 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 growth 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 develop skills 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. Set achievable goals, seek 

support, and commit to self-improvement. 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 stepping stones 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 nowðembrace 

the challenges ahead with open arms. 

 

Reflections  

Through the years, life has placed many different kinds of forces on my 

resilience, adaptability, and vision. I learned that we can turn obstacles 

into opportunities for change by choosing how we handle them. As I have 

reflected on my personal journey, I now understand that every challenge 

presents an opportunity for both self-development and service that makes 
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a difference in others. Using determined effort, insight and tenacity, I have 

consistently and continuously transformed adversity into purposeful 

progress. 

 

I was born on April 6, 1974, in Quezon City, Philippines. Growing up, I 

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 Technological University of the Philippines (TUP) 

where I developed a strong base in computer and engineering principles. 

I also believe that growth should always occur. I obtained my Bachelor of 

Science in Information Technology (BSIT) Degree from Aldersgate 

College in Solano, Nueva Vizcaya, which provided me with advanced 

technical training. 

 

With this education and work ethic, I combined my educational 

experiences (university degrees and technical skills) with my job to build 

a successful career that spanned both higher education 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 develop 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 

environments; it took patience and resilience to adjust. I faced many 

additional emotional challenges as I was away from my family during my 

overseas service. I now look back on that time as an incredible opportunity 

for growth and development, shaped by difficulties that sharpened my 

technical skills, strengthened my character, and taught me the importance 

of perseverance and humility. 

 

After almost ten years living abroad, I returned to the Philippines in 2018 

to begin a new journey; it was a hard decision, but I felt it was the right 

one. I had to redefine my future professionally because there were no clear 

opportunities waiting for me when I got home. My ability to use my past 

experiences creatively, serve others, and find fulfilment comes from 
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returning home; I have rediscovered who I am, what I do, and how I 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 I 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 worldwide crisis into an opportunity to 

contribute positively to education and the development of professionals. 

 

Throughout this time, I have been guided by the understanding that 

purpose and innovation can develop together in times of uncertainty. My 

conviction about the importance and synergy of purpose and innovation 

has created the vision for EduHeart and the initial tagline, ñWe Reflect. 

We Write. We Transform Lives.ò My conviction is that knowledge, 

reflection, and the written word have the power to inspire individual 

change and empower individuals. I have used the EduHeart project to turn 

the pandemic's challenges into opportunities for collaboration, learning, 

and intellectual growth. 

 

I have been involved with EduHeart in campaigns and programs since the 

beginning. I 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 knowledge, experience, 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 professional development 

and academic success. I 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 organizations that we serve, and in the process, I have 

seen how some of the professional barriers can be turned into 

collaborative and collective growth opportunities. 
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I am also guided by a lifelong commitment to learning, and I am currently 

pursuing a Master of Business Administration (MBA) at the Philippine 

Christian University. Pursuing this degree will strengthen my 

management and leadership skills and complement my technical and 

entrepreneurial capabilities. It is my strategic solution to meet the 

demands of an ever-changing global environment.  

 

When I reflect upon reflection, see my life in terms of love, flexibility, 

and vision, I see a life that has been, is, and will continue to be shaped 

through education, the strength of the experiences that I have acquired 

while living abroad, and through the lessons that I have learned from my 

own experiences. My experience and the lessons I have learned will show 

others that, with a clear focus on, reflection on, and dedication to a 

purpose, challenges can become a pathway to transformation, meaningful 

contribution, and lasting success.  

 

The core of my existence is my family, the central theme of my life; I am 

also deeply involved in academia and pursue meaningful 

accomplishments with passion. The combination of these three defining 

elements has anchored me and guided me on a clear path toward my 

personal and professional objectives. What is important to me in all these 

respects is that achievement alone does not determine an individual's 

success. Rather, success is predicated on the relationships and connections 

we develop and the purposeful intent behind our efforts. 

 

Prior to EduHeart, I never would have considered myself a speaker. I 

viewed myself as an introverted, shy individual who often struggled to 

find ways to publicly express my valuable contributions and thoughts. 

Through the transformative experience I had as an EduHeart member, I 

gained the momentum to connect positively with a diverse array of 

individuals and the courage to speak publicly about my perceptions. 

Today, I have shared my insights with writers at book launch and book 

gallery eventsðcircumstances I never would've imagined I would be 

involved in. 

 

Throughout this process, I also became aware of how I have grown more 

professionally over the years. I shifted 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 written work of 

multiple authors, I have gained an understanding of how to analyze, edit, 

revise, and proofread manuscript submissions, drawing on both a 

technical foundation and a compassionate outlook. This combined 

approach contributed not only toward improving the overall quality of 

published works but also to respecting the narrative, challenge, and 

dedication that have been infused into every piece of writing. 

 

The amount of behind-the-scenes activity that occurs within a publishing 

company constitutes merely a small fragment of what actually transpires 

in relation to the activities that occur surrounding each author prior to their 

publication and throughout their subsequent publication history. Helping 

each one of the academics and professionals with whom I 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 focus upon author 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 preserving the authorôs workðthereby recording their lifeôs 

work as a legacy that will be available to others throughout the world. 
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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, but it also provides 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 from employees), 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 

on leaders 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) within their organization, 

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 

needed for 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, in turn, 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 flexible but also passionate about helping 

their organization succeed through innovation and growth (Mahatmaja et 

al., 2024). 

 

The Role of HR in Agile Organizations 

HRôs role within agile organizations is changing to better assist business 

agility and effective 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 requires 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 receive training 

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., 2024; Sharma et 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 for 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 fundamental to building 

successful human resources in todayôs global economy. First on the list of 
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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 themselves through sharing their 

ideas and taking initiative. In addition to encouraging creativity, 

collaborative environments help build trust among coworkers, leading to 

effective problem-solving and innovative solutions. Creating an 

environment of open dialogue 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 their environment, 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 

encourages 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 opportunities for growth 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 assess and 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 in ways 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 productivity across the 

organization. For example, platforms for real-time communication 
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between teams and for shared project management documents will 

improve future research outcomes and help establish common goals. 

 

The movement toward digital tools provides a clear advantage for 

businesses seeking to improve how they make HR decisions. With the 

adoption of data-driven decision-making (DDDM), organizations can 

better use analytics to gain insights into employee performance, 

engagement, and satisfaction. This information will allow leaders in HR 

(or any area of an organization) to make decisions based upon data and 

analytics, thus assisting HR to successfully manage their workforce, 

including making good decisions about performance levels, how to 

effectively manage all employees, how to implement training and/or 

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 for both leaders and all employees (Li, 2024). 

 

Reframing People Strategy 

To reframe an organization's people strategy, you must move away from 

traditional approaches and foster an agile mindset. 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 to 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 decision-making. Organizations must provide 

mechanisms for open dialogue whereby team members feel comfortable 

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 and more 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 belief that 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 enhancing agility. It is critical for agile leaders to 

exemplify agile values and lead the transition from a traditional ñbossò 

role to one in which everyone in the organization acts as a coach and 

mentor to others. To do this effectively, leaders must be role models 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 of telling 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 framework within which they can 

operate. 

 

As organizations move to a more agile people strategy, they will also 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 and creating 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 Performance Management 

Agile performance management is a flexible approach that aligns with 

Agile leadership principles, including setting Agile goals and providing 

frequent or real-time feedback. In a fast-paced business environment, 

traditional performance evaluations 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. 

 

Real-time feedback channels are essential components of agile 

performance management. Providing continuous feedback on employees' 

performance and progress is critical 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 they work 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 encouraging 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 agile frameworks 

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 autonomy and 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 important 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 check-ins and collaborative 

conversations will help keep employees aligned with organizational 

objectives, thus improving the clarity of their roles. 

 

Paradigm for Change  

 

 
 

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, controlling 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, engagement, and performance. 

 

Agile HR leaders move from the authority that comes from power to using 

that authority collaboratively with individual employees to build a 

Agile Leadership 
in HRM
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work and life 

Feedback 
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al Safety
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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 how employers treat and 

reward the workforce, globalization, and a growing desire for a more 

meaningful existence at work and a better balance between work and life. 

 

To accomplish this, there must be flexible, inclusive, and responsive HR 

systems, with leadership that drives agility, including the following: 

adaptive talent management, continuous feedback and performance 

evaluation, competency-based learning and development, data-informed 

decision-making, 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 

operate are no longer static documents but ongoing frameworks that 

evolve based on feedback and evidence from value-creating activities 

within the organization. 

 

The overall goal of the agile HR leader is to create a work environment 

focused on the engagement of the human element, with the well-being 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 communication, the 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 the 

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 HRM developments continue to 

be relevant and effective to the goals of the organization. 

 

The results of the agile HR leadership paradigm include resilient 

workforces, improved employee performance, and a stronger 
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organizational culture, giving the organization 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, and an organization'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 

people-centered decision-making. An agile leader is someone who can 

anticipate changes early, respond thoughtfully to evolving situations, and 

lead others through uncertain times. These traits are increasingly 

necessary within contemporary dynamic organizational/educational 

settings. 

 

The time I have spent developing curricular programs and mentoring 

students has enhanced my appreciation for agility as a leadership style. In 

my time in instructional settings, I have seen that diverse learners 

constantly require new, evolving sets of needs/expectations/perspectives, 

which in turn require teacher-leaders who can listen, empower others, and 

continually adjust their teaching strategies to promote student success. In 

that same way, agile leadership in HRM requires that employee-teams can 

be successful when their leaders listen to them, provide them with 

empowerment, and continually revise and/or adjust their strategies for 

employee growth. 

 

The more I pursue advanced studies through my Doctor of Business 

Management program, the greater my understanding of how agile 

leadership directly correlates with strategic human resource development. 
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Agile HRM Leaders go beyond compliance-driven functions to become 

HRM leaders who are strategic partners who can anticipate employment 

trends, create competencies for their employee-team members, and 

develop resilience in their organization. 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 Management and Impact 

Assessment also strongly emphasize the importance of leadership agility. 

Agile leadership allows HR practitioners to assess evidence-based 

interventions (from strategic planning through day-to-day operations), 

refine them, and implement them to support ongoing continuous 

improvement. Agile HR leaders will avoid "cookie-cutter" 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 policies 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, I explore how 

fair, transparent, and responsive 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 multiple 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 recognizing that work is 

multidimensional, thereby creating an environment conducive to 

sustained high levels of performance and overall well-being. 
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Having received recognition for my written work has strengthened my 

commitment to reflective practice (at the core of agile 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 human resource systems and build effective relationships 

with those the policies are designed to serve. 

 

Overall, agile leadership in HRM embodies a values-based approach to 

leading people, consistent with the values that drive quality instruction, 

applied research, and responsive education for the communities I serve. 

Agile leadership encourages leaders to be both adaptive and principled; 

both strategic and compassionate. As I move forward in my career, I 

aspire to exemplify agile leadership by nurturing individuals' potential, 

conducting high-impact 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, and people 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 productivity, 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 are many 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 through inspiration. Participative leaders invite employees to 

participate in decision-making 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 entails, as this 

understanding will determine employees' individual performance and the 

dynamics of the organization's culture. Leaders 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 leadership and foster a positive environment for employees and 

the organization, developing leadership attributes is vital. 
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The attributes of successful leaders can vary widely; however, Emotional 

Intelligence (EI) is a key skill in what makes an effective leader. By 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 employees feel supported, valued, and understood. 

Adaptability is another crucial trait of todayôs leaders in the face of 

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 ñseeò a clear, visionary future is another critical trait, as it 

allows leaders to set clear goals for their teams and articulate how to 

achieve them. By creating a vision that closely aligns with the 

organizationôs mission, visionary leaders can motivate their teams to work 

toward a common goal. This clarity 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 a solid 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 (Burton, 2023; 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 competencies and who share a 

common set of core values and a culture that aligns with those values. 

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, developing a 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 decision-making that involve all team 

members. 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 

performing 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 members' contributions 

motivates them to work together, thereby furthering the organizationôs 

goals. 

 

As leaders establish these principles with their teams, the need for 

successful Communication continues to grow. Successful leaders who use 

open, effective communication 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 built on evidence from Leader 

Development; thus, effective communication is one of the primary factors 

in the level of performance and achievement teams attain. If leaders 

cannot communicate effectively, it will be difficult to convey the vision, 

goals, and expected behavioral standards to their teams. Therefore, if 

leaders communicate effectively, they reduce the likelihood of 

misunderstandings between the leader and each team member when 

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 to enable two-way 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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open-door policy. When leaders create this type of environment, teams 

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 communicate clearly 

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, build trust, 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 of communication tools will enable 

leaders to collaborate 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 competitive business world. 

 

Embracing Technology and Innovation 

For modern-day managers seeking to improve their overall administrative 

effectiveness and efficiency, embracing technology and innovation will 

be a critical component of their management improvement strategy. 

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 tools have changed how teams 

perform daily. Digital tools do not just facilitate an organization's day-to-

day operations; they also foster a creative environment where teams can 

experiment and adapt quickly to changing market demands (Wei, 2023). 

Technological innovations 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 strategic initiatives, 

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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Data-driven decision-making plays a vital role in this context. Managers 

who use data analytics can make well-informed decisions about their 

organizationôs strategy and performance. Through a thorough analysis of 

data patterns, leadership can identify areas for improvement and develop 

strategies based on concrete evidence rather 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 ethical considerations is essential. The use of new 

technologies underscores the need for corporate responsibility. Leaders 

should consider Corporate Social Responsibility (CSR), which involves 

how companies incorporate ethical values into their decision-making, 

extending beyond profit generation to include impacts 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 important currency 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 entails transparency 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 employees, at all levels, to act ethically, thereby 

creating a chain reaction of responsible behavior and reinforcing the 

organization's commitment to CSR. 

 

It is essential that organizations prioritize ongoing learning and 

development to adapt their leadership and corporate responsibility 

approaches as they face an increasing number of global challenges. To 

ensure CSR is integral to their organization's operations, leaders must also 

make a long-term commitment to developing their human 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 arising from 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, organizations 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 build employees' knowledge and skills to perform their jobs. 

When employees attend these learning and development opportunities, 

they gain up-to-date industry information, which enhances their 

engagement with the organization and increases their morale and job 

satisfaction. 

 

There are many ways organizations can provide employees with growth 

opportunities, including coaching and mentoring programs. Using 

coaching and mentoring programs gives organizations opportunities to 

develop employees' skills and provide guidance 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 integrity, competence, and service. Through this experience, 

I have learned that true leadership is demonstrated through day-to-day 

decision-making, consistent action, and placing the best interests of the 

institution and its stakeholders above self-interest. Furthermore, 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 at Isabela 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 ever-changing 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, I have come to understand that sound leadership starts with 

a thorough 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. I have realized 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 Procurement Officer, I became 

aware of the complexities of institutional operations and the importance 

of adhering to established procedures. I 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. 

 

I experienced a new, profound sense of appreciation for accountability 

and transparency. The procurement process required fairness, objectivity, 

and strict adherence to regulatory policies. Through these responsibilities, 

I 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. I learned to identify potential risks, 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 to do what is right, regardless of how hard it may 

be. 

 

As a member of the Bids and Awards Committee, I 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 need to balance 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 opportunity 

to improve my skills as a collaborative leader. Today, decision-making is 

not an act of a single individual but a group effort that respects the diverse 

perspectives of all participants. I have learned that for effective leadership 

to thrive, there needs 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, I see my role as both 

a practitioner and a mentor. My administrative experience has helped me 

help my students understand theoretical concepts as they relate to real-

world situations, preparing them to manage organizations and lead them 

ethically and responsibly. 

 

The values I teachïresponsibility, professionalism, and adaptabilityï

should be modeled through my style of leadership, as I believe students 

learn best by seeing others practice the values of good leadership. By 

modeling these behaviors, I hope to encourage future managers and public 

servants to provide the best possible service to the public while adhering 

to the highest standards of integrity. 

 

I strongly believe that effective leaders are collaborating with others, 

possess emotional intelligence, and are committed to improving their 

practices. Effective leaders must listen, show 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 I develop 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 organizations and communities. I 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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