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ABSTRACT 
	Saudization policy in the Kingdom of Saudi Arabia prioritizes the employment of Saudi nationals in leadership roles like in the healthcare sector. This is their way to reduce reliance on expatriate workers, resulting in other nationals like Filipinos to get offers only on temporary positions like acting nurse managers that causes them to feel stress due to role ambiguity, lack of formal authority and workload.
Aim: To determine the transactional stress of Filipino acting nurse managers and their level of adaptation strategies in the multicultural healthcare setting of Saudi Arabia, as well as areas of integration. 
Methodology: A mixed-methods sequential explanatory design is used for this study, where 150 out of 279 Filipino acting nurse managers in the selected hospital in Saudi Arabia are chosen for the quantitative phase—purposive sampling is used. Ten participants are selected for the qualitative phase—based on their years of experience as acting nurse managers. 
Results: Findings reveal that Filipino acting nurse managers face high workplace stress due to role ambiguity, inconsistent policies, and heavy workloads. Stress also arises from overlapping duties, unclear directives, and limited authority in multicultural healthcare settings. Despite perceiving transactional stress’ level as positive, there are still areas that could be improved such as Filipino acting nurse managers’ confidence, management capability, and emotional resilience. 
Conclusion: The Leadership Resilience Enhancement Program (LREP) was formulated to address areas that need improvement for Filipino acting nurse managers to better cope with stress and boost their confidence.  
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1. INTRODUCTION 
Under the demanding Saudi Arabian healthcare setting, temporary positions like acting nurse managers in the western region of the Kingdom of Saudi Arabia, specifically in the tertiary military training hospitals are offered to Filipinos, where they serve to fill the gaps between nursing staff and hospital management. This is a direct consequence of the Saudization policy, which seeks to decrease reliance on expatriate workers and promote employment and hone the skills and knowledge of Saudi nationals, especially in leadership roles within the healthcare sector (Alqahtani et al., 2022). It prioritizes local hiring, and training leading to the appointment of expatriates like Filipino nurse managers in temporary or transitional roles to maintain operational continuity while workforce localization initiatives are implemented (Al-Qudah et al., 2019).

Leaders with temporary roles often face role ambiguity due to the unclear structure of their authority, leading to job-related stress and declining self-confidence and decision-making  (Al-Qudah et al., 2019). Although Filipino nurses are excellent in showing practical skills, knowing Saudi Arabia’s language, practices, and norms are needed by the Filipinos to enhance their care for diverse groups of patients (Endino, 2020). 

Transactional stress is a kind of stress that can arise from any employee, especially when shifting roles from permanent staff to temporary managerial roles—this impacts employees' job performance.  Nurse managers abroad often face high levels of stress due to the sudden shift of employment role, while continuously balancing the organizational and managerial demands with personal and cultural adjustments (Garcia et al., 2020). They encounter unique stressors such as cultural differences, language barriers, and the pressure to meet high-performance standards in their role (Al-Qahtani et al., 2022). 

In the workplace, threat to job security and racism can trigger stress responses by nurse managers working overseas; these factors affect their psychological well-being and job performance (Al-Shammari & Al-Malki, 2020). Using primary appraisal helps nurse managers when they are working in an unfamiliar and toxic environment, with a language barrier (Santos et al., 2021). The presence or absence of organizational support impacts primary appraisal as nurse managers’ view on their environment depends on it. 
        	 
Using emotional focused coping in the nursing field such as mindfulness, positive reframing, and stress management techniques help in decreasing stress caused by cultural diversity and workload (Kumar et al., 2021). Seeking social support and problem-solving is crucial for nurse managers in high-pressure managerial roles to reduce burnout and promote resilience (Lee & Park, 2022). 

Moreover, personal variables play a significant role in influencing how individuals perceive and cope with transactional stress (Lazarus & Folkman, 1984). Having positive personal traits indicate that nurse managers with high optimistic sides tend to appraise stressful events as challenges rather than threats—facilitating adaptive coping (Santos & Reyes, 2020). Interim nurse managers who are more optimistic and self-sufficient are more likely to adopt problem-focused coping mechanisms that reduce burnout and increased job satisfaction (Nguyen et al., 2019). 

Having unsupportive and toxic environments marked by cultural differences and lack of organizational support exacerbate the stress nurse managers experience (Cruz et al., 2021). Then, the level of emotional intelligence and cultural adaptability of nurse managers during an interim role affects how they see and adapt to workplace stress (Al-Shammari & Al-Malki, 2020). With the help of adaptation strategies like developing resilience through continuous professional development, reflective practice, and utilizing organizational support systems help nurses cope with stress (Johnson et al., 2020). The importance of mentorship, training, and seminars makes nurse managers equipped to adapt to their new and dynamic roles, decreasing stress in their work (Khan et al., 2020). To enhance adaptation among nurse managers, organizational interventions such as supportive leadership, clear communication, and resources for skill development are important (Zainal et al., 2022). 

Furthermore, having interdependent relationships proves that nurses who actively seek support from colleagues, superiors, and interdisciplinary teams help mitigate stress and enhance resilience with their roles (Johnson et al., 2020). Relying on shared decision-making, collaborative problem-solving, and emotional support networks to navigate the complexities and stress caused by their roles, while balancing managerial and clinical duties often adapt in high-stress roles and environments. Also, engaging in regular team meetings and seeking peer advice have lower levels of stress and higher confidence in their roles (Alqahtani et al., 2019). 

Role ambiguity and work overload are one of the major contributors in the stress nurse managers experience (Almalki and Fitzgerald, 2021). Having clarity on their roles, developing leadership skills, and establishing work boundaries in terms of managerial and clinical duties is significant—through these nurse managers would gain more confidence and stability in their roles, increasing their adaptation level to stress. With engagement in professional development and role-specific guidance, nurse managers during their interim role demonstrated high competence and lower stress levels (Alqahtani et al., 2019). Clear role and feedback are essential in shaping a positive self-concept, which enhances the adapting mechanisms of nurse managers (Alqahtanj et al., 2019). Additionally, recognition and achievement bolster confidence, increasing adaptation on role challenges (Almalki & Fitzgerald, 2021). 

2. material and methods 

2.1 Research Approach 
This study is a mixed methods sequential explanatory design, combining quantitative and qualitative approaches through Decision Tree Model (Younas, 2020) to provide a clearer and more dynamic visualization of how both strands informed one another and converged to form meta-inferences. The quantitative strand is a descriptive correlation to better the relationship between transactional stress and level of adaptation among Filipino acting nurse managers in selected hospitals in the western region of Saudi Arabia, particularly in Jeddah and Taif. Then, the qualitative data are gathered through semi-structured interviews—both face-to-face and online to explore how these nurses perceive stress, use coping strategies, and adapt to diverse cultural and organizational settings. 

2.2 Research Setting
The study is conducted in two tertiary military training hospitals located in Jeddah and Taif, Saudi Arabia. As of the fiscal year 2025, there were 796 Filipino nurses employed in Jeddah and 559 in Taif—making them two of the largest employers of Filipino nurses in Saudi Arabia. 

2.3 Research Methods
Using the nested sequential sampling technique, the researcher identifies the hospitals where the respondents come from, only Filipino nurses were included in the subgroup, another subgroup was created that only included Filipino acting nurse managers with more than five years of experience. 

For the quantitative phase, the sample respondents were 150 out of 279 Filipino acting nurse managers in the selected hospital in the Kingdom of Saudi Arabia. 

Inclusion Criteria: Filipino nurses currently serving as acting nurse managers in various wards/departments, both male and female, and with more than five years of experience.
Exclusion Criteria: Filipino staff nurses from various departments who are not currently serving as acting nurse managers, Filipino acting nurse manager with less than 5 years of experience, nurses of other nationalities acting as nurse managers, those working in different hospitals aside from the selected hospitals, and individuals who opted not to participate in the survey. 

For the qualitative phase, selection of ten participants was based on their years of experience as acting nurse managers: from those with the longest tenure—initially, the selected participants were six; however, due to data saturation point, ten participants were picked, indicating that sufficient and recurring insights had been gathered. 

2.4 Research Instrument 
For securing quantitative data, the questionnaire consist of three parts: part 1 is for the demographic profile of the respondents; part 2 used adapted questionnaires to focus on transactional stress of Filipino acting nurse managers, which is structured based on Lazarus and Folkman’s Transactional Model of Stress and Coping with four major domains, such as primary appraisal, coping strategies, person variables, and environmental variables; and the part 3 is focus on the level of adaptation of the Filipino acting nurse managers in terms of interdependence mode, role function mode, and self-concept mode, which is anchored in Roy’s Adaptation Model (RAM). 

For securing qualitative data, a semi-structured interview guide is used to gather deeper insights into the experiences of Filipino acting nurse managers. The questions were based on the extremes of the quantitative results. Respondents who scored very high or very low in the quantitative phase were used as a reference in developing the interview questions. It includes open-ended questions allowing participants to share their experiences freely. 

2.5 Data Management and Analysis 
For Quantitative Data Analysis, the first part is analyzed using frequency counts and percentages to provide a demographic description of the participants. Then, the transactional stress experienced by Filipino acting nurse managers is analyzed using means and standard deviations. A four-point Likert scale was employed, and mean scores were interpreted using adjectival ratings: 1.00–1.74 = Highly Negative; 1.75–2.49 = Negative; 2.50–3.24 = Positive; and 3.25–4.00 = Highly Positive. For the level of adaptation Filipino acting nurse managers was similarly analyzed using means and standard deviations, with interpretation guided by the following scale: 1.00–1.74 = Not Adaptive; 1.75–2.49 = Minimally Adaptive; 2.50–3.24 = Moderately Adaptive; and 3.25–4.00 = Highly Adaptive. 

For Qualitative Data Analysis,  Problem 4, responses to the open-ended questions were transcribed and then analyzed using Braun & Clarke’s reflexive thematic analysis as detailed in their more recent guide (2021). The researcher followed six phases: familiarization with the data, generating initial codes, searching for themes, reviewing themes, defining and naming themes, and producing the report. 


3. results and discussion

The overall mean score for transactional stress was 2.93, showing a low stress level among Filipino acting nurse managers in Saudi hospitals. The highest dimensions were person variables (M = 3.24) and coping strategies (M = 3.19), while environmental variables (M= 2.27) scored the lowest—suggesting that nurses manage stress through personal strengths and coping mechanisms, but environmental factors such as workload, limited administrative support, cultural differences, and language barriers heighten the stress they experience. Working in a different country is one of the most difficult battles that Filipinos are trying to deal with every single day. Working away from their families, while trying to survive an unknown and unfamiliar battlefield is what they are trying to win. Also, the individual resilience to stress is high, however environments where the hospitals are not having programs, initiatives, or even policies to make importance on how non Saudi nationals could survive the differences in culture and language remain as the main source of stress for nurses. These findings correlate to the findings of Alyahya et al. (2021) and Al-Dossary (2022), they noted that organizational structure and unclear roles increase stress among nurses working in Saudi Arabia.
Table 1. Summary table for transactional stress faced by Filipino acting nurse managers
	Dimension
	Mean
	SD
	Verbal Description

	Primary Appraisal
	3.02
	0.52
	Positive

	Coping Strategies
	3.19
	0.38
	Positive

	Person Variables
	3.24
	0.43
	Positive

	Environmental Variables
	2.27
	0.41
	Negative

	Overall Mean
	2.93
	0.35
	Positive



The overall mean was 3.37, verbally described as Highly Adaptive. Among the dimensions, the highest was Interdependence Mode, followed by Self-concept Mode, and the lowest was Role Function Mode. These results mean that Filipino Acting Nurse Managers can adapt to the demands of their role through having strong relationships with their co-workers, fulfilling their responsibilities, and positive self-concept despite work stressors. Despite all dimensions showing effectiveness on adaptability, role-function mode remains the lowest—suggesting that while most respondents can adapt to their work environment and area of assignment, balancing leadership duties with high-pressure situations remain as the challenging scenarios they are trying to overcome every single day. Hence, it is true that the need for organizational interventions such as supportive leadership and clear communication can help nurses adapt better to their roles as acting managers (Zainal et al., 2022). Also, this result supports the findings of Khan et al. (2020), as they noted that nurses in interim roles who receive mentorship and role-specific training are more likely to adapt successfully without experiencing excessive stress. Depending on the mentorship program may help acting nurse managers to be an effective leader as well as to perform their hospital duties with utmost confidence and diligence.
Table 2. Summary table for adaptation level of Filipino acting nurse managers
	Dimension
	Mean
	SD
	Verbal Description

	Interdependence Mode
	3.39
	0.42
	Highly Adaptive

	Role Function Mode
	3.33
	0.44
	Highly Adaptive

	Self-Concept Mode
	3.38
	0.43
	Highly Adaptive

	Overall Mean
	3.37
	0.43
	Highly Adaptive



 3.1 Quantitative Findings - Identifying Core Patterns
High Workplace Stress (M = 3.87) — Nurse managers face high workloads, unclear policies, overlapping roles, language barrier, pressure to adjust to expectations of foreign healthcare culture, and lack of administrative support.
High Coping Utilization (M = 3.89) — To cope, nurses employ positive thinking, problem-solving, having faith, seeking social support, self-awareness, cultural background, reflecting on previous leadership experience, avoiding unnecessary conflicts with colleagues, and maintaining open communication with supervisors and peers.
High Leadership Competence (M = 3.91) — Leadership behaviors are generally effective, emphasizing ethics, teamwork, recognizing value and respect within multicultural team, managing conflict constructively, understanding the role i hospital’s hierarchy, encouraging accountability within the team, making sound decisions based on policy and patient’s safety, and reflecting on performance for continuous growth.
High Resilience and Adaptation (M = 3.85) — Respondents show endurance and emotional stability through prayers, being optimistic, open communication, strong sense of identity and strength, and adjusting expectations to avoid pressure.
Very High Motivation and Values (M = 4.08) — Filipino values of compassion, humility, and faith drive the purpose for Filipino acting nurse managers to still do their job effectively and with meaning.
Moderate Organizational Support (M = 3.74) — Institutional backing exists, but needs strengthening in communication and inclusivity; considering that Saudi Arabia’s healthcare sector consists of diverse nationals, resulting in a language barrier and cultural differences to arise.
         	Quantitative results indicate a stress–strength paradox—despite high stress, resilience and coping remain high. This suggests a unique capacity for adaptation, prompting qualitative exploration to uncover how nurse managers sustain resilience in demanding contexts.
3.2 Qualitative Exploration – Explaining the Numbers
Themes from the qualitative strand deepened understanding:
Theme 1: Experiencing Workplace Stressors — stress from work overload, unclear directives, staff shortages, language barrier, pressure to adjust to expectations of a foreign healthcare culture, and lack of administrative support.
Theme 2: Responding Emotionally and Cognitively to Stress — emotional strain balanced by optimism, reflection, seeking social support, stepping out of the unit to calm, and learned leadership through collaboration and dedication.
Theme 3: Strengthening Organizational Support and Adaptive Leadership —  administrative mentorship, communication enhance resilience, ethical, inclusive leadership during stress, accountability, professionalism, understanding reasons for changes, and equality.
Theme 4:  Building Resilience, Adaptation, and Coping Mechanisms — growth through continuous learning, cultural adjustment, reliance on prayer, peer support, behavioral regulation, focusing on solutions rather than on problems, leadership through patience, and time management.
Theme 5: Upholding Values and Motivation — intrinsic motivation rooted in Filipino values and faith; seeing their roles as service, not just a job.
The qualitative results reveal that resilience stems from faith, reflection, cultural adaptability, and moral grounding, not simply endurance. Nurse managers transform stress into purpose—a finding consistent with previous studies highlighting the role of spirituality and reflection in coping among Filipino nurses abroad (Delgado et al., 2021; Manzano et al., 2019). 
Both strands converge on the principle that leadership resilience is not innate it is learned, cultivated, and sustained through reflective, spiritual, and systemic support.
Table 3. Data Integration Forming Meta-Inferences
	Quantitative Findings
	Qualitative Themes and Subthemes
	Meta-Inferences (Integrated Interpretation)
	Implications for Nursing Leadership and Practice

	Overall Stress Level: Mean = 3.87 (SD = 0.42) – HighHighest domain: Workload and Role Ambiguity (M = 4.02, SD = 0.36)Lowest domain: Policy Clarity (M = 3.56, SD = 0.40)
	Theme 1: Experiencing Workplace Stressors Subthemes: Organizational Stressors, Facing Environmental Challenges, Managing Role Demands
	Convergence: Both quantitative and qualitative data confirm that Filipino nurse managers experience high workplace stress, particularly from workload, role ambiguity and unclear policies, as well as excessive administrative load, cultural adjustment, and time constraints. Integration shows that stress is both institutional and experiential, rooted in systemic ambiguity and leadership. This proves that organizational support is needed to manage stress, and the environment is a major contributor to stress Filipino acting nurses' managers' experience—may it be due to cultural differences, language barriers, and high-pressure situations. 
	Hospital management should simplify policy communication, distribute workload equitably, and provide leadership training to reduce burnout and enhance efficiency.

	Emotional Resilience Index: Mean = 3.72 (SD = 0.39) – High
	Theme 2: Responding Emotionally and Cognitively to Stress Subthemes: Experiencing Emotional Strain, Sustaining Positive Disposition, Developing Reflective Awareness
	Expansion: In the quantitative results, it shows high emotional resilience despite elevated stress. Correspondingly, in the qualitative narratives, resilience is maintained through optimism, prayer, mindfulness, reflection, seeking social support, and leadership learned through collaboration and dedication. These findings demonstrate that Filipino nurse managers use emotional and cognitive self-regulation to sustain professionalism and composure, where emotional resilience empowered stress. 
	Training programs should integrate emotional intelligence and mindfulness-based coping to enhance leaders’ emotional health and stability in multicultural contexts.

	Organizational Support Index: Mean = 3.79 (SD = 0.41) – High
Leadership Competence Level: Mean = 3.91 (SD = 0.41) – High

	Theme 3: Strengthening Organizational Support and Adaptive Leadership, Subthemes: Receiving Administrative Support, Following Policy Frameworks, Promoting Cultural Environment, Implementing Leadership Strategies,  Upholding Professional Conduct, Fostering Team Management, and  Exercising Decision Adaptability.

	Expansion: Quantitative data show that participants perceive moderate to high organizational support. Qualitative data explain this by highlighting the role of administration, clear policies, and inclusive workplace culture in reducing stress and improving performance. Integration suggests that effective organizational structures complement personal resilience, enabling nurse managers to lead efficiently while feeling supported. 
The high mean indicates strong leadership competencies, especially in fairness and communication. Qualitative results enrich this by showing that nurse managers display empathy, inclusivity, and flexibility despite stress. Integration reveals that stress management is linked to adaptive leadership grounded in ethical behavior. 
	Hospitals should strengthen administrative backing, clarify policies, and promote inclusive, culturally sensitive environments to enhance nurse managers’ performance, satisfaction, and retention. 
Leadership programs should focus on enhancing decision adaptability and ethical communication to promote inclusive and effective management.


	Coping Mechanisms Utilization: Mean = 3.89 (SD = 0.40) – HighHighest coping domain: Problem-solving and Positive Thinking (M = 4.10, SD = 0.38) 
Resilience and Adaptation: Mean = 3.85 (SD = 0.37) – High

	Theme 4: Building Resilience, Adaptation, and Coping Mechanisms, Subthemes: Exhibiting Resilience Traits, Pursuing Learning and Growth, Engaging in Cultural Adaptation, Maintaining Work-Life Balance, Practicing Spiritual Coping, Utilizing Behavioral Coping, Seeking Social Support, and Applying Cognitive Coping
	Expansion: Quantitative findings show frequent use of adaptive coping strategies. Qualitative data contextualize this by highlighting spirituality, behavioral adjustment, teamwork, and cognitive reframing as central coping tools. Integration suggests a multidimensional coping style blending faith, reflection, and action, showing the cultural resilience of Filipino leaders.
Quantitative scores confirm that participants demonstrate strong adaptability and persistence. Qualitative findings reveal how they sustain this through reflection, continuous learning, and cultural adjustment. Integration suggests that resilience. 
	Institutions should establish peer support systems, mentorship circles, and faith-inclusive wellness programs to strengthen effective coping behavior.


	Values and Motivation Index: Mean = 3.88 (SD = 0.39) – High
	Theme 5: Upholding Values and Motivation Subthemes: Living Personal Values, Strengthening Professional Motivation, Anchoring in Faith Orientation
	Expansion: Quantitative scores indicate strong intrinsic motivation and value-driven behavior. This was expanded by the Qualitative findings revealing that integrity, empathy, purpose-driven work, and faith guide decision-making and help maintain focus under stress. Integration demonstrates that Filipino nurse managers transform stress into purposeful action, grounding leadership in moral and spiritual principles.
	Nursing leadership programs should emphasize value-based leadership, ethical decision-making, and faith-sensitive approaches to enhance commitment, integrity, and motivation among nurse managers.



The final pathway of this study was rooted on both quantitative and qualitative data—showing a deep understanding on the transactional stress and adaptation level of Filipino acting nurse managers in selected Saudi Arabia.  

Quantitatively, it was revealed that Filipino acting nurse managers' experience high workplace stress, often caused by workload, and role ambiguity, but they still manage to lessen it by having strong coping capacities, and resilience. Then, qualitatively, insights such as faith, reflection, cultural adaptability, strengthen endurance and emotional resilience among Filipino acting nurse managers where prayers, open communication, and optimism grounds them to stay and work in a multicultural healthcare institution. The synthesis confirms that stress is not purely detrimental; it becomes a platform for growth when leadership is grounded in purpose and supported by inclusive institutions. These findings align with global nursing leadership literature, which emphasizes that effective coping and organizational support directly contribute to leadership endurance, team harmony, and patient safety (Wei et al., 2020; Labrague and de Los Santos, 2021).

Hence, three implications were identified: improved leadership to enhance the confidence and ability to lead of acting nurse managers during high pressure situations; improved organizational support to lessen the workplace stress they experience through having mentorship, stress management, and leadership programs; and improved adaptation and role-function by creating programs focused on task assignments, cultural differences, and handling diverse healthcare team. Through this, the transactional stress faced by Filipino acting nurse managers would decrease, as they learn to adapt and cope with the demands of Saudi Arabia's healthcare institutions, along with its culture and language.
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Fig. 1. Final decision pathway

3.3 Proposed Output
Title: Leadership Resilience Enhancement Program (LREP)

Through the results and findings of the study, it was revealed that the workplace environment of Filipino acting nurse managers in Saudi Arabia was mostly the reason for their stress—experiencing difficulty in culture and language, expectations and resource limitations of the healthcare system, and organizations having no stress management programs for their staff. High-pressure situations affect the emotional resilience of the respondents, as they cannot stay optimistic during these times. Despite this, they still demonstrate high coping utilization, strong leadership competence, high resilience and adaptation, and very high motivation and values orientation.

Meanwhile, the themes identified show that leaders maintain effectiveness through prayers, optimism, reflective awareness, teamwork, and cultural adaptability. However, they also face emotional strain, environmental challenges, and inconsistent organizational support. The triangulation of both strands emphasized that leadership resilience is both cultivated from personal and institutional support. The need for its improvement to better cope with stress is highly recommended.

With that, the Leadership Resilience Enhancement Program (LREP) was formulated to strengthen personal and organizational resilience capacities through structured modules. The program aims to put emphasis on leadership development too—making Filipino acting nurse managers competent and reliable leaders by enabling them to make wise decisions regardless of stressful situations, to lead a diverse group of staff, and to assign tasks with confidence.

There are seven modules prepared for this program, focusing on understanding and managing workplace stress; emotional intelligence and reflective practice; coping enhancement and faith integration; adaptive leadership and decision flexibility; cultural adaptation and workplace inclusivity. These modules will be implemented over 3-4 months, depending on whether the program will be held once or twice a week. One month will be allotted for coordinating with the Human Resource personnels of the hospitals and Nursing Director for the approval of the program and for evaluating the effectiveness of it. 

Through this, it is expected for Filipino acting nurse managers to better manage their stress—enhancing adaptability and resilience. This also promotes inclusivity when it comes to team assignments and duties. Also, it improves organizational support, communication, directives, and policies. 


4. Conclusion

Based on the finding of the study, Filipino acting nurse managers in the selected hospitals in Kingdom of Saudi Arabia experience high workplace stress often caused by role ambiguity, inconsistent hospital policies, limited authority, and amount of workloads. However, despite the stress they are experiencing, they still show adaptability through having strong coping, leadership, resilience, and motivation—rooted from their spiritual and optimistic sides. Also, having social support and teamwork during high-pressure scenarios help nurse managers adapt in complex environments. Meanwhile, resiliency was seen to develop through continuous learning, self-awareness, and cultural adaptability that helps Filipino acting nurse managers to be efficient and excellent on their job despite hardships. It was found that high stress levels are connected to having great coping, leadership, and resilience—showing how being constructive in managing stress promotes personal and professional growth, making challenges as doors for opportunities. There is also the presence of organizational support, however it is still lacking and uneven, suggesting the enhancement of institutions’ policies and practices—focusing on cultural inclusivity and communication. Despite being grateful for receiving guidance from their superiors, managers want a more focused mentorship, recognition, and clear directives. 
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