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2!’: What's In This Module

This module equips managers with the tools, habits, and cultural
understanding to lead engagement intentionally and consistently.
Engagement is not an event. It is the ongoing experience your team
has of feeling valued, connected, and invested in their work.

Section What It Covers

Why engagement is a performance driver, and how
disengagement shows up in Filipino teams.

Why This Matters

Filipino Culture and Engagement T.h.e .cultural dynamics that shape engagement for
Filipino employees.
The three habits every manager should practice

3 Key Engagement Habits consistently.

Types of activities, a planning framework, and a

Tool 01: Engagement Activities
sample engagement calendar.

Tool 02: Team Milestone and How to track and acknowledge wins employees may
Celebration Log not share themselves.

How to use 1:1s as temperature checks and

Tool 03: Mental Health Awareness . .
recognize signs of struggle.

Tool 04: Well-Being Check-In Prompts and structure for well-being conversations.

Guide

Tool 05: Employee Engagement How to use survey data to drive meaningful
Survey improvement.

Tool 06: 360-Degree Leadership How to gather, receive, and act on multi-directional
Feedback feedback.

Filipino holidays, family milestones, and collective

Cultural Anchors for Engagement wins

A structured self-check for managers on

Leadership Checkpoint engagement leadership.
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29 Why This Matters

For Filipino employees, engagement is closely tied to relationships,
harmony, and feeling valued. Disengagement rarely shows up as
complaints. It appears quietly through reduced participation, lower
initiative, emotional withdrawal, and eventual attrition.

By the time a manager notices the signs, the employee is often
already halfway out the door. Intentional engagement prevents this.

What Disengagement Looks Like

o LS What It Usually Means

in Filipino Teams
Quieter in meetings, less likely to The employee does not feel safe or valued
contribute ideas enough to speak up.
Stops raising concerns or asking Trust has eroded. They have learned that
questions speaking up does not help.

Silent overcommitment. They are absorbing

Consistent overtime with no escalation pressure rather than flagging it.

Burnout or disengagement has reached the

Declining quality or missed deadlines point of affecting output.

A sense of disconnection from the team.

Reduced participation in team activities Belonging has weakened.

Managers who intentionally lead engagement create
teams that remain motivated, perform consistently,
and stay committed long-term.
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The Business Case for Engagement

Performance management maps to the employee lifecycle.
Here is how the five stages connect to the broader journey.

When Engagement Is Strong The Result

Employees feel valued and recognized Higher satisfaction and lower attrition.

Issues surface earlier, reducing

Employees feel safe to speak up escalation and rework

Stronger cohesion, better collaboration,

Teams celebrate wins together .
higher morale.

Burnout is caught early. Performance

Managers check in on well-being regularl
= 2 v stays stable.

Employees stay motivated between the
big milestones.

SILEA G CEREINERIES = Satisfaction  + Performance 4+  Retention

Recognition is consistent
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CULTURAL FOUNDATION

Filipino Culture and Engagement

Filipino employees place strong value on relationships, harmony, and
shared experiences at work. Engagement is strengthened when managers
create opportunities for connection, recognition, and collective celebration.

What Managers Should Know

Cultural Dynamic What It Means for Engagement

Employees hesitate to Filipino humility means wins often go
highlight their own unacknowledged unless the manager actively
achievements surfaces and celebrates them.

Disengagement and frustration are rarely stated
outright. Managers need to create the opening and
ask directly.

Employees avoid raising
concerns directly

Employees prioritize team
harmony over personal
recognition

Group activities and collective wins often matter
more than individual spotlighting.

Recognizing personal milestones such as a new
child, graduation, or marriage signals genuine care
and builds loyalty.

Family is central to Filipino
identity

Skipping milestones and shared moments
consistently creates distance between managers
and the team.

Celebrations are culturally
significant

Because of these dynamics, intentional recognition,
regular check-ins, and shared celebrations are not
optional extras. They are the foundation of
engagement in Filipino offshore teams.
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CORE HABITS

3 Key Engagement Habits for Managers

Consistently practicing these three habits naturally strengthens
engagement over time. They require no budget and no special event.
They require consistency.

Habit 1: Recognize Effort Weekly

Filipino employees often show humility and may hesitate to highlight
their own achievements. Managers should actively acknowledge
effort, collaboration, and positive contributions every week.

Recognition can be simple:
e Verbal appreciation during a meeting.
e A quick message in the team chat.
e A short acknowledgment during a check-in.

Consistency matters more than formality. A brief, genuine
acknowledgment every week is worth more than a formal
recognition event once a year.

Sample recognition language:

Manager: Thank you for supporting the team during the X project
last week. The way you handled the client's concern and maintained
composure in a difficult conversation is a great example to the team.

Manager: | noticed how you helped onboard the new hire. That kind
of support means a lot to everyone, including me.

Manager: | want to call out the work you put into [specific task] this
week. It made a real difference and | want to make sure that gets
recognized.
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Habit 2: Conduct Monthly Engagement Check-Ins

Managers should hold conversations that go beyond performance
discussions to understand employee energy and well-being. These are
separate from goal reviews. The focus is on the person, not the output.

These conversations help surface:
e Workload pressure.
e Motivation levels.
e Team dynamics.
e Emerging concerns before they become problems.

Monthly engagement check-in prompts:

Manager: How has your workload been feeling lately?

Manager: What has been energizing or draining recently?

Manager: Is there anything we could improve as a team?

Manager: What has been going well that | should make sure we keep doing?
Manager: Is there anything you have been holding back from raising? | want to hear it.

Habit 3: Celebrate Team Milestones

Celebrating wins reinforces motivation and strengthens team connection.
In Filipino teams, celebrations do not need to be elaborate. Simple shared
moments can significantly strengthen engagement.

Examples of milestones worth celebrating:
* Project completion or go-live.
Positive client feedback.
Work anniversaries and birthdays.
Team achievements during busy periods.
Personal milestones: new child, graduation, marriage.

Participation signals value. Your presence in the celebration
Manager Tip matters more than the activity itself. Recognition does not require
rewards. Attention and gratitude already build engagement.
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TOOL 01

Engagement Activities

Manager focus: Strengthen connection through shared experiences

that feel inclusive, familiar, and meaningful.

In Filipino workplaces, engagement works best when it feels
collective rather than individual, uses food, celebration, and shared
moments, and recognizes effort without forcing spotlight pressure.

Avoid activities that feel forced or exclusionary.
Filipino employees value harmony and inclusion over

individual spotlighting. The goal is for everyone to feel

part of something, not singled out.

Types of Engagement Activities

Type Examples

Team salu-salo (in-person
gatherings), virtual kamustahan
sessions, project go-live reflections,
team building or company retreats,
client visits

Connection and
Togetherness

Birthday and work-anniversary
acknowledgments, end-of-project
appreciation moments, gratitude
shout-outs during meetings or in
group chats

Recognition and
Celebration

Observing Filipino holidays and
Cultural and Family festive seasons, acknowledging
Moments personal and family milestones such

as new child, graduation, marriage

Regular engagement check-ins,
Well-Being kamustahan conversations, mental
wellness activities

Purpose

Build connection and
reinforce shared identity

Reinforce motivation and
show employees they are
seen

Signal genuine care and
deepen loyalty

Sustain energy, catch
burnout early, maintain
morale
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Engagement Activity Planner

Use this to plan engagement activities intentionally across the quarter.
Spontaneous recognition is valuable. Planned engagement is sustainable.

Planned Date /

Activity Frequency
Social Monthly
Recognition Weekly
Cultural As relevant
Well-being Monthly
Milestone Quarterly

Recommended Engagement Frequency

Frequency Type of Engagement

Weekl Light recognition: verbal appreciation, team chat shout-out,
y acknowledgment in a check-in.

Team activity or shared moment: virtual coffee, kamustahan, team

ORtY) update celebration.

Milestone celebration or reflection: project close-out, quarterly win
Quarterly oo .

recognition, team retrospective.
Annually Retreat or recognition event: year-end celebration, awards, team

offsite if applicable.
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Sample Engagement Calendar

Month Suggested Activity

January Team momentum kick-off and strategic planning session.
February Appreciation week. Recognize individual contributions publicly.
March Mental wellness activity or dedicated well-being 1:1 check-ins.
April Holy Week acknowledgment. Plan around leave and rest.

June Mid-year celebration. Acknowledge first-half achievements.
August Kamustahan session. Check in on team energy heading into Q3.
September Client visit or project highlights. Celebrate team impact.
November Virtual or in-person thanksgiving. Family-oriented recognition.
December Year-end gratitude and recognition. Holiday celebrations and

planning.
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Team Milestone and Celebration Log

Filipino employees often downplay their achievements out of humility or
respect. This means wins go unacknowledged unless the manager
actively tracks and surfaces them.

Use this log to maintain a running record of contributions and
milestones worth recognizing. Review it before every team meeting and
every check-in.

Tracking wins means recognition becomes specific and timely,
Why This not vague and delayed. Employees notice the difference
Works between a manager who says good job and a manager who
says | saw what you did on Thursday and it made a difference.

What to Track

Project completions and go-lives.

Positive feedback from clients.

Process improvements suggested or implemented.

Extra effort during peak or high-pressure periods.

Team collaboration and peer support moments.

Personal milestones: birthdays, anniversaries, life events.

Team Milestone and Celebration Log

How It Was Follow-Up
Date SPEEED Bl E T Recognized
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Recognition Language Guide

Use specific, observable language when recognizing contributions.
Generic praise is better than nothing. Specific praise builds trust.

Specific recognition examples:
Manager: Thank you for supporting the team during the X project last week.
You stepped in when things were tight and it made a real difference.

Manager: | noticed how you helped onboard the new hire. You did not have to
do that and the team saw it. It means a lot to us.

Manager: The way you handled the client concern, staying calm and
professional in a difficult moment, is the standard | want the whole team to see.

Manager: | want to acknowledge the extra hours you put in during the go-live.
That kind of commitment does not go unnoticed.
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TOOL 03

Mental Health Awareness and Support

Manager focus: Create psychological safety in the workplace. Use 1:1s
as temperature checks. You are not a therapist. Your role is to notice,
ask, and connect employees to the right support.

Ask gently. Listen carefully. Avoid rushing to solutions. The most important
thing you can do is make the employee feel heard before you do anything else.

Recognition Language Guide

Changes in behavior are often the first sign that an employee is struggling. Watch for:

Signal What It May Indicate

Changes in energy or tone in Stress, anxiety, or disengagement building quietly.

meetings
Reduced participation or The employee is pulling back. Trust or motivation
withdrawal has decreased.

Consistent overtime or working

. Silent overcommitment or fear of falling behind.
outside hours

Increased errors or missed

. Burnout has reached the point of affecting output.
deadlines P 9 P

Shorter responses, less The employee is withdrawing. This often precedes
proactive communication attrition.
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Understanding the Filipino Cultural Context
Filipino employees may hesitate to share personal struggles because they:

e Are resilient and patient by cultural conditioning.

e Avoid complaining out of respect for the team and manager.

» Feel responsible for family stability and do not want to appear weak.
e Do not want to burden their manager.

What You May See What It Often Means

Silence when asked how they are

. Politeness may be masking real stress.
doing

Consistently saying everything is fine Trust has not been fully established yet.

A sense of disconnection or emotional
withdrawal.

Declining social participation
Silence does not always mean okay. Trust must

come before honesty. Your job is to create the
conditions where honesty feels safe.

Key Temperature Check Areas in 1:1s

o Workload and pace: is it sustainable?

» Emotional energy: how is the person actually doing?

o External stressors: only if they are willing and comfortable to share.
e Sense of support and safety: do they feel they can raise concerns?
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Mental Health Resources

Managers should be familiar with what is available and encourage
access without stigma.

Resource Type Manager's Role

Know they exist. Encourage access proactively. Never wait for

Psychology consultations 3 crisis.

Accredited mental health  Refer employees to HR for details. Do not try to manage this
clinics yourself.

Teleconsultation services Useful for employees who may be reluctant to attend in person.

Employee Assistance If available, remind employees regularly that these exist and are
Programs (EAPs) confidential.

Manager's role: Encourage use of mental health resources
without stigma. Support access. Do not diagnose. Refer
employees to HR or Atticus for details. Your job is to notice
and connect, not to provide the support yourself.
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Well-Being Check-In Guide

Use this guide during monthly engagement check-ins or whenever you
sense an employee may be struggling. Keep the tone warm and
conversational. This is not an interrogation. It is a signal that you care.

Mental Health Resources
Opening

Manager: How have things been feeling for you lately, at work and on a
personal level?

Manager: What has been taking up most of your energy lately?

Workload

Manager: What feels manageable right now? What feels challenging?

Manager: Are there any processes or workflows that have been draining
your energy lately?

Manager: Is there anything on your plate right now that we should look at
together?
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Support

Manager: Are you comfortable raising your concerns with me? | want
to make sure you feel safe doing that.

Manager: What kind of support would help you most right now?

Manager: Is there anything | could do differently that would make
things easier for you?

Closing

Manager: What is one thing | or we can do better to support you going
forward?

Manager: | am glad we talked. Let's make sure we keep this conversation
going. You do not have to wait for our scheduled check-in to reach out.

After the Check-In

« If the employee shared concerns, follow up in writing with any agreed

actions.

« If you observed signs of struggle but the employee did not open up, note it
and check in again the following week.

« If the situation requires HR support, loop them in early. Do not wait for a
crisis.

« If the employee needs mental health resources, provide the referral with
warmth, not alarm.

Well-Being Check-In Tracker

Topics Concerns  Actions Follow-Up

Date Employee Covered Flagged Taken Date

15




BACK TO HOME e Atticus Solutions 16

N\ Vo Vo Vo Vo Vo
- - - - - -

o

TOOL 05

Employee Engagement Survey

The Employee Engagement Survey measures employee sentiment before
and after engagement initiatives. Conducting both pre-activity and post-
activity surveys helps determine whether engagement efforts are
effective and where improvements are needed.

A survey link is distributed to employees to gather structured and
confidential feedback. Results identify engagement drivers, areas of
concern, and overall morale trends.

Feedback without action reduces trust. Visible follow-through builds
Manager Tip credibility. Even small, tangible improvements communicated clearly
can significantly strengthen employee trust and engagement.

Employees may provide neutral or minimal responses out of politeness or deference to
authority. Silence does not always indicate satisfaction. Look beyond surface-level
scores. Examine patterns, tone in open-ended responses, and participation rates.

Manager Responsibilities

Encourage participation without pressuring responses.
Reinforce confidentiality and psychological safety so
employees feel secure providing honest input.

Review results with openness, not defensiveness.
Share findings with the team and outline next steps.
Treat survey results as development insights, not
personal criticism.
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How to Close the Loop After a Survey

Step What to Do Sample Language

1. Acknowledge Share headline findings with  "Here is what the survey told us. These

the team. Be transparent were the themes that came through most
the results "

about what came up. clearly.

Pick two or three concrete "Based on what we heard, here are the

2. Ildentify what . . . .
y improvements to focus on. two things we are going to focus on this

SDEBel Do not try to fix everything.  quarter."
3. . . .

. Tell the team exactly what "You said [specific theme]. We are going
Communicate . . . "

. you are doing and why. to address that by [specific action].
the actions
Do what i I . .

4. Follow 0 what you said you would "Last quarter you told us [issue]. Here is

. . do. Report back on . "
through visibly what has changed since then.

progress.

Close the loop by measuring "We want to check whether the changes
whether the changes made  we made actually helped. We are running
a difference. the survey again next quarter."

5. Run the next
survey
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360-Degree Leadership Feedback

The 360-Degree Leadership Feedback program gives leaders a
comprehensive view of their leadership from multiple perspectives.
It gathers insights from clients, direct managers, peers, and direct reports.

All responses are treated confidentially to encourage honest and
constructive feedback.

Employees may hesitate to provide upward feedback unless psychological safety is clearly
reinforced. Communicate confidentiality clearly, position the process as developmental rather
than evaluative, and reinforce that feedback will not result in negative consequences.

What This Is For
Best For Why
People managers across Leadership is multi-directional. Seeing yourself from
departments multiple angles drives better leadership.
Roles requiring high 360 feedback surfaces blind spots in how collaboration
collaboration and communication are actually experienced.
Development-focused When the goal is growth, not just evaluation, 360 data
leadership reviews gives richer and more actionable insight.
Succession planning and Helps identify whether a high performer is also a strong

leadership readiness leader in the eyes of those they lead.
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How to Use the Feedback Well

After Receiving Feedback Do This

Take time before responding. The goal is understanding,

Read it without defensiveness .
not defending.

One piece of critical feedback may be noise. Three

Look for patterns, not outliers : . .
pieces on the same theme is a signal.

Thank the team for their Do this in a team setting. It models the psychological
honesty safety you want to build.

Share key insights and Tell the team what you learned and what you plan to do
intended changes about it.

Demonstrate visible Trust is strengthened when leaders listen and then act,
behavioral change not just acknowledge.

Trust is strengthened when leaders listen and then act.

360 Feedback Action Plan

Key Strength Identified:

Key Development Area:

One Behavioral Change | Will Make:

How | Will Share This With My Team:

Review Date (When | Will Check My Progress):
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CULTURAL GUIDE

Cultural Anchors for Engagement

Intentional engagement for Filipino offshore teams means weaving
cultural touchpoints into your leadership rhythm. These are not
extras. They are part of what makes your team feel seen.

Filipino Holidays and Cultural Celebrations

These are the major holidays and seasons when Filipino employees are
most likely to request time off or be emotionally invested in what is
happening at home. Plan around them. Acknowledge them.

What Managers Should Do

Holiday / Season When

New Year January 1
March or April

Holy Week (moveable)

Labor Day May 1

Independence Day June 12

All Saints Day / All November 1-2

Souls Day
September to
Ber Months (Sep-Dec) December
December,
Christmas Season sometimes from
September
New Year's Eve Dec 2031

Acknowledge the new year. Celebrate the
team's achievements from the previous year.

Plan around leave requests. Many Filipino
employees spend this time with family.
Acknowledge its significance.

Recognize the team's work and contribution.
A simple acknowledgment goes a long way.

Acknowledge Philippine independence. A
brief cultural note shows respect.

Employees may travel to visit family graves.
Plan around leave and acknowledge the
occasion with care.

This is the start of the holiday season in the
Philippines. Energy and anticipation increase.
Lean into it.

The most significant celebration in Filipino
culture. Plan team activities, holiday baskets,
and recognition. Communicate shutdown
periods early.

Plan around the shutdown period. Many
employees celebrate with family.
Acknowledge the close of the year.
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Family Milestones and Life Events

Recognizing personal milestones signals malasakit and builds deep
loyalty. These moments matter more than many managers realize.

Life Event How to Acknowledge It

Send a personal message of congratulations. Acknowledge it in the

Marriage team if the employee is comfortable.
New child Recognize the milestone warmly. Consider a small team gesture.
Give the employee space during paternity or maternity leave.
. Acknowledge personal and family graduations. Education is deeply
Graduation valued in Filipino culture.
Birthdays A shout-out in the team chat or during a meeting. Simple but

meaningful.

Recognize tenure explicitly. Loyalty is highly valued. Mark the

Work anniversaries milestone with specific recognition of contributions.

Reach out personally. Give space. Check in after the employee

Bereavement returns. Do not just move on.

Collective Wins

Celebrate team success. In Filipino culture, shared wins matter more
than individual trophies. When the team wins, everyone should feel it.

e Additional team leave for a major project completion.

e Bonuses or recognition programs coordinated with Atticus.

e Team celebration moments: virtual lunch, salu-salo, appreciation
messages.

Skipping celebrations consistently may unintentionally
create distance between managers and the team.
Presence and acknowledgment are signals of
leadership, not just formality.

Reminder
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MANAGER SELF-CHECK

Leadership Checkpoint

This checkpoint is designed to evaluate engagement leadership at key
moments in the year: end-of-year reviews, start-of-year planning, and
mid-year pulse checks.

It gathers manager, employee, and shared perspectives on what is
working and what needs to change.

Manager Self-Check

Ask yourself these questions regularly, not just before review season.

0 Have | recognized effort and contribution consistently this month?

0 Have | created space for honest feedback and well-being discussions?
0 Have | acted on engagement feedback shared by the team?

0 Have | acknowledged any cultural or personal milestones this month?
0 Have | celebrated team wins, big and small?

0 Have | checked in on workload and energy, not just output?

Employee Check
Use these as prompts for engagement conversations or survey themes.

0 Does the employee feel valued, appreciated, and recognized?
0 Does the employee feel safe speaking up?

o Does the employee feel supported to do their best work?

o Does the employee feel connected to the team?

Shared Reflection
Use these in team retrospectives or end-of-quarter engagement reviews.

0 What helped our engagement this period?
0 Where were there disconnects?
0 What should we stop, start, continue, or improve?

22
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Final Engagement Question:
What kind of experience are we intentionally creating for this team?

This stage determines whether your team becomes capable but
disconnected, or engaged, committed, and high-performing over time.

Outcomes of Effective Engagement

When Managers Consistently

Lead Engagement The Outcome

Higher employee satisfaction and sense of

Recoghnition is consistent and specific being valued.

Concerns surface earlier. Burnout is caught

Check-ins go beyond performance before it escalates.

Deeper loyalty and a stronger sense of
Cultural moments are acknowledged belonging.

Team milestones are celebrated Stronger cohesion and sustained motivation.

Trust in leadership increases. Employees see

Engagement surveys are acted on that their voice matters.
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	Manager: Is there anything I could do differently that would make things easier for you?

	Closing
	Manager: What is one thing I or we can do better to support you going forward?
	Manager: I am glad we talked. Let's make sure we keep this conversation going. You do not have to wait for our scheduled check-in to reach out.

	After the Check-In
	If the employee shared concerns, follow up in writing with any agreed actions.
	If you observed signs of struggle but the employee did not open up, note it and check in again the following week.
	If the situation requires HR support, loop them in early. Do not wait for a crisis.
	If the employee needs mental health resources, provide the referral with warmth, not alarm.
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	Employee Engagement Survey
	How to Close the Loop After a Survey
	360-Degree Leadership Feedback
	How to Use the Feedback Well
	Trust is strengthened when leaders listen and then act.
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	Key Strength Identified:
	Key Development Area:
	One Behavioral Change I Will Make:
	How I Will Share This With My Team:
	Review Date (When I Will Check My Progress):

	Cultural Anchors for Engagement
	Family Milestones and Life Events
	Recognizing personal milestones signals malasakit and builds deep loyalty. These moments matter more than many managers realize.
	Life Event
	How to Acknowledge It
	Marriage
	Send a personal message of congratulations. Acknowledge it in the team if the employee is comfortable.
	New child
	Recognize the milestone warmly. Consider a small team gesture. Give the employee space during paternity or maternity leave.
	Graduation
	Acknowledge personal and family graduations. Education is deeply valued in Filipino culture.
	Birthdays
	A shout-out in the team chat or during a meeting. Simple but meaningful.
	Work anniversaries
	Recognize tenure explicitly. Loyalty is highly valued. Mark the milestone with specific recognition of contributions.
	Bereavement
	Reach out personally. Give space. Check in after the employee returns. Do not just move on.


	Collective Wins
	Celebrate team success. In Filipino culture, shared wins matter more than individual trophies. When the team wins, everyone should feel it.
	Additional team leave for a major project completion.
	Bonuses or recognition programs coordinated with Atticus.
	Team celebration moments: virtual lunch, salu-salo, appreciation messages.

	Reminder
	Skipping celebrations consistently may unintentionally create distance between managers and the team. Presence and acknowledgment are signals of leadership, not just formality.


	Leadership Checkpoint
	Final Engagement Question:
	What kind of experience are we intentionally creating for this team?
	This stage determines whether your team becomes capable but disconnected, or engaged, committed, and high-performing over time.
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