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ABSTRACT

Professional development is increasingly expected to strengthen employee capability and workplace well-
being; however, empirical evidence linking development systems with broader occupational contentment
remains limited in service-intensive gaming organizations. This study examined professional development
program implementation and its association with occupational contentment among Casino Filipino personnel,
including differences across stakeholder groups, implementation constraints, and the acceptability of a
proposed Dynamic Context Enhancement Initiative. A quantitative descriptive—comparative—correlational
design involved 567 respondents comprising 364 employees/staff members, 77 supervisors, and 126 training
and development officers. Data were collected using a validated structured questionnaire and analyzed using
descriptive statistics, one-way analysis of variance, Tukey—Kramer post hoc comparisons, and exploratory
multiple regression. Professional development was rated highly evident overall (M = 4.24), with support and
resources (M =4.34) and content quality (M =4.31) receiving the highest assessments. Significant differences
among respondent groups emerged in content quality, application and impact, and evaluation and feedback.
Occupational contentment was evident overall (M = 4.17), with recognition (M = 4.26), meaningful tasks (M
=4.23), growth opportunities (M = 4.21), and work—life balance (M = 4.20) receiving the strongest ratings.
The exploratory regression model explained 35.3% of the variance in occupational contentment. The most
prominent implementation concern was the inconsistent utilization of evaluation results for improving
subsequent professional development programs (M = 4.26). The proposed Dynamic Context Enhancement
Initiative was rated highly acceptable (M = 4.39). The findings indicate that professional development should
extend beyond training provision toward an integrated system emphasizing learning transfer, evidence-based
evaluation, employee recognition, decision-making autonomy, and work—life support

Keywords: professional development; occupational contentment; workplace learning; employee well-being;
training transfer; organizational development

INTRODUCTION

Rapid technological change, shifting customer expectations, data-intensive operations, and evolving
regulatory requirements have made continuous employee learning a strategic concern across service
organizations. Professional development is no longer limited to periodic training events; it encompasses formal
instruction, workplace learning, coaching, feedback, and opportunities to apply newly acquired capabilities.
Workplace learning contributes to human capital when employees can connect learning activities with actual
tasks, receive social and organizational support, and transfer knowledge into sustained performance (Noe et
al., 2014; Mehner et al., 2025).

The quality of professional development also has an employee-experience dimension. Development
opportunities can signal organizational investment, expand perceived career possibilities, and support
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competence and autonomy. Self-determination theory suggests that work environments that support
competence, autonomy, and relatedness are more likely to sustain high-quality motivation and well-being
(Deci et al., 2017). Similarly, job demands-resources theory emphasizes that development opportunities,
supervisory support, recognition, and decision latitude can operate as resources that protect well-being and
foster engagement when job demands are high (Bakker & Demerouti, 2017). Recent empirical evidence
likewise associates employee development and supportive human resource practices with engagement and
satisfaction (Alam et al., 2024; Sypniewska et al., 2023).

These relationships are especially relevant in casino and gaming workplaces, where employees may work
irregular schedules, perform emotionally demanding service roles, and operate under close procedural and
regulatory controls. Research in casino settings has identified work-life balance, organizational support, job
equity, recognition, and job quality as consequential for employee well-being and organizational commitment
(Chaichi et al., 2023; To & Huang, 2022). Earlier evidence from casino-dominated economies also indicates
that relatively favorable compensation does not automatically translate into high job satisfaction when other
job characteristics remain unfavorable (Zeng et al., 2013). These findings underscore the importance of
examining development opportunities alongside broader occupational experiences rather than treating training
effectiveness as an isolated outcome.

In the Philippines, organizational investments in employee learning are reinforced by a policy environment
that emphasizes fair access to employment opportunities, continuing development for regulated professions,
and occupational safety. Republic Act No. 10911 prohibits age-based discrimination in employment, including
discriminatory restrictions on training and promotion; Republic Act No. 10912 institutionalizes continuing
professional development for regulated professionals; and Republic Act No. 11058 strengthens occupational
safety and health obligations. The Labor Code of the Philippines likewise establishes baseline employment
protections. Although these instruments do not guarantee employee contentment, they reinforce the
institutional expectation that workforce development should be accessible, safe, and aligned with fair
employment practice.

The present study is primarily anchored in the causally active components perspective on effective
professional development advanced by Sims et al. (2025). The framework proposes that professional
development becomes more effective when it develops insight, motivates change, introduces actionable
techniques, and embeds new practice through application, feedback, coaching, and reflection. Although
originally developed in teacher professional development, these mechanisms are relevant to workplace
learning because they explain why attendance alone is insufficient without opportunities to transfer and
consolidate learning. The study is also informed by the A4 model proposed by Yadav et al. (2022), which links
work-life integration, job contentment, employee engagement, and organizational effectiveness. Together,
these perspectives support an integrated view in which the quality of development experiences and the
surrounding work environment jointly shape employee outcomes.

The literature nevertheless remains fragmented in three respects. First, professional development research
often focuses on learning, competence, or performance, while employee well-being research focuses on
satisfaction, engagement, or work-life conditions. Second, research on training transfer shows that social
support and post-training conditions are essential, yet these mechanisms are not consistently integrated into
organizational development programs (Mehner et al., 2025). Third, evidence from casino employees in
Southeast Asia remains comparatively limited, particularly regarding how different organizational actors
evaluate the same development system. The present study addresses these gaps by integrating professional
development implementation, occupational contentment, multi-group perceptions, implementation
constraints, and a context-responsive intervention within one empirical framework.

METHODOLOGY

The study used a quantitative descriptive-comparative-correlational design. The descriptive component
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summarized perceptions of professional development, occupational contentment, implementation problems,
and initiative acceptability. The comparative component tested differences among respondent groups. The
correlational component used an exploratory multivariable regression model to estimate the proportion of
variation in occupational contentment associated with the modeled development and workplace terms.
Because data were collected at one point in time without experimental manipulation, the findings are
interpreted as associations rather than causal effects.

The study involved 567 participants: 364 employees/staff members, 77 supervisors, and 126 training and
development officers. The required sample size was calculated from the identified population using Slovin’s
formula. Supervisors and employees/staff members were selected purposively because their roles and direct
workplace experiences were relevant to the study constructs. Training and development officers were selected
using simple random sampling from the eligible sampling frame. This mixed sampling approach supported
role-specific representation but limits statistical generalizability beyond the participating organizational
context.

Data were collected using a structured questionnaire developed from relevant literature and aligned with the
study objectives. The instrument covered respondent characteristics, seven dimensions of professional
development (relevance, accessibility, content quality, delivery and methodology, support and resources,
application and impact, and evaluation and feedback), eight dimensions of occupational contentment,
implementation concerns, and acceptability of the proposed initiative. Principal constructs were rated using a
five-point Likert-type scale. The questionnaire underwent expert review for content validity and pilot testing
for clarity and internal consistency before final administration.

Participation was voluntary and based on informed consent. Respondents were informed of the study purpose,
procedures, potential risks and benefits, confidentiality safeguards, and their right to withdraw without penalty.
Data were reported in aggregate form and handled only for research purposes. Ethical clearance was obtained
from the appropriate institutional research ethics committee before data collection.

Frequencies and percentages were used for demographic characteristics. Mean scores, standard deviations
where available, and rank ordering summarized the principal constructs. One-way analysis of variance
(ANOVA) tested between-group differences, and Tukey-Kramer comparisons were used to locate significant
pairwise differences. For each professional development dimension, the reported ANOVA used 2 and 18
degrees of freedom. Exact p values were obtained from the F distribution, and eta-squared effect sizes were
calculated from the reported sums of squares. An exploratory multiple regression model evaluated the
combined association of the modeled terms with occupational contentment. Statistical significance was set at
alpha = .05. Model results are presented with F statistics, p values, R? and adjusted R?; because the regression
specification contains 44 terms, interpretation emphasizes the omnibus model and treats individual higher-
order and interaction coefficients cautiously.

RESULTS AND DISCUSSION
Professional development program implementation

Table 1 Assessment of Professional Development Program Implementation

Dimension Employees Superviso T&D Composit Rank
rs Officers eM
/Staff
Relevance 4.18 4.32 4.30 4.27 4
Accessibility 4.23 4.18 4.20 4.20 5
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Content quality 4.12 4.28 4.52 4.31 2

Delivery and methodology 4.19 4.38 4.28 4.28 3

Support and resources 4.27 4.35 4.39 4.34 1

Application and impact 3.81 4.10 4.47 4.13 7

Evaluation and feedback 3.81 4.27 4.38 4.15 6
Overall mean 4.09 4.27 4.36 4.24

Note. Higher scores indicate stronger evidence of implementation. Original verbal interpretations were retained conceptually: E = Evident; HE = Highly
Evident.

Professional development was assessed as highly evident overall (composite M = 4.24). Support and resources
ranked first (M = 4.34), followed by content quality (M = 4.31) and delivery and methodology (M = 4.28).
The weakest dimensions were application and impact (M = 4.13) and evaluation and feedback (M = 4.15). A
notable perceptual gradient was evident: employees/staff members provided the lowest overall assessment (M
= 4.09), whereas supervisors (M = 4.27) and training and development officers (M = 4.36) were more
favorable.

This pattern is theoretically meaningful. Effective professional development requires not only well-designed
content and adequate resources but also mechanisms that embed learning into practice (Sims et al., 2025). The
lower scores for application and evaluation therefore suggest that the system is strongest at the input and
delivery stages and comparatively weaker at the transfer and continuous-improvement stages. Workplace
training research similarly shows that supervisory support, transfer opportunities, and knowledge-sharing
conditions are central to sustainable post-training impact (Mehner et al., 2025).

Differences among respondent groups

Table 2. One-way ANOVA of professional development dimensions by respondent group

Dimension SS SS df MS MS F p / eta?
between within between within

Relevance 0.0824 1.8733 2,18 0.0412 0.1041 0.3956 | 0.679/0.042
Accessibility 0.0094 2.3100 2,18 0.0047 0.1283 0.0367 | 0.964/0.004
Content 0.5729 1.1055 2,18 0.2864 0.0614 | 4.6640 | 0.023/0.341
quality
Delivery and 0.1197 0.7611 2,18 0.0599 0.0423 1.4157 | 0.269/0.136
methodology
Support and 0.0469 0.9956 2,18 0.0234 0.0553 0.4237 | 0.661/0.045
resources
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Application 1.5517 0.5868 2,18 0.7759 0.0326 | 23.7974 | <.001/0.726
and impact

Evaluation 1.2869 0.9241 2,18 0.6434 0.0513 | 12.5329 | <.001/0.582
and feedback

Note. F tests use df = (2, 18). eta? = SSbetween/(SShetween + SSwithin). Sums of squares and mean squares are presented under their standard
statistical headings.

Significant differences were found for content quality, F(2,18) = 4.66, p = .023, eta? = .341; application and
impact, F(2,18) =23.80, p <.001, eta?> =.726; and evaluation and feedback, F(2,18) = 12.53, p <.001, eta? =
.582. Relevance, accessibility, delivery and methodology, and support and resources did not differ
significantly across groups. The large effects for application and impact and evaluation and feedback indicate
that respondent role was strongly associated with how the post-training stages were perceived.

Table 3. Tukey-Kramer pairwise comparisons for dimensions with significant omnibus ANOVA results

Dimension Pairwise comparison Tukey- Interpretation
Kramer q

Content quality Employees/Staff - Supervisors 1.6774 Not significant

Content quality Employees/Staff - T&D Officers 4.2857 Significant

Content quality Supervisors - T&D Officers 2.6080 Not significant

Application and Employees/Staff - Supervisors 4.2913 Significant

impact

Application and Employees/Staff - T&D Officers 9.7338 Significant

impact

Application and Supervisors - T&D Officers 5.4426 Significant

impact

Evaluation and Employees/Staff - Supervisors 5.3546 Significant

feedback

Evaluation and Employees/Staff - T&D Officers 6.6891 Significant

feedback

Evaluation and Supervisors - T&D Officers 1.3345 Not significant

feedback

Note. Critical q at alpha = .05, k = 3 groups, df = 18 is approximately 3.609. Pairwise values exceeding the critical value are interpreted as significant.

The post hoc results locate the perceptual gaps more precisely. For content quality, training and development
officers rated the dimension more favorably than employees/staff members, while the other two pairings were
not significant. For application and impact, all three groups differed, indicating a systematic role-based
divergence in perceived training transfer. For evaluation and feedback, employees/staff members differed from
both supervisors and training and development officers, whereas the latter two groups did not differ from each
other. These findings suggest that program designers and managers may evaluate implementation more
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favorably than frontline employees who must translate learning into day-to-day work. Multi-source evaluation
should therefore include employee evidence of transfer, not only administrative or supervisory assessment.

Occupational contentment

Table 4. Assessment of occupational contentment

Dimension Employees/ Supervisors T&D Composite | Rank
Staff Officers M

Enjoyment at work 4.01 4.25 4.08 4.11 6.5
Work-life balance 4.06 4.27 4.27 4.20 4
Recognition 4.03 4.55 4.19 4.26 1
Growth opportunities 4.14 4.37 4.11 4.21 3
Good relationships 4.18 4.06 4.20 4.15 5
Job security 3.99 4.10 4.24 4.11 6.5
Freedom to decide 4.09 4.09 4.06 4.08 8
Meaningful tasks 4.21 3.90 4.60 4.23 2
Overall mean 4.09 4.20 4.22 4.17

Note. The fourth occupational-contentment dimension is presented as Growth Opportunities, consistent with the construct described in the study
narrative.

Occupational contentment was evident overall (M = 4.17). Recognition ranked first (M = 4.26), followed by
meaningful tasks (M = 4.23), growth opportunities (M = 4.21), and work-life balance (M = 4.20). Freedom to
decide received the lowest composite rating (M = 4.08), followed by enjoyment at work and job security (both
M =4.11). Thus, employees generally reported positive occupational experiences, but the results also identify
autonomy and security as comparatively weaker resources.

Recognition, meaningful work, development opportunities, and autonomy are consistent with motivational
and employee well-being research. Self-determination theory highlights autonomy and competence as basic
psychological needs that support high-quality motivation (Deci et al., 2017), while the A4 framework
emphasizes the interconnection of work-life conditions, job contentment, engagement, and organizational
effectiveness (Yadav et al., 2022). The casino context also matters: casino employees may experience irregular
schedules, emotional demands, and limited control over service procedures, making work-life support and
autonomy particularly salient (Chaichi et al., 2023). The relatively strong recognition score is encouraging,
but the lower autonomy score suggests that recognition should be paired with appropriate employee voice and
decision latitude where operationally feasible.
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Exploratory multivariable association with occupational contentment

Table 5. Overall exploratory regression model

Source df SS MS F p
Regression 44 43713 0.0993 4.5221 <.001
Residual 364 7.9969 0.0220

Total 408 12.3683 0.0303

Note. Model summary: R? = .3534; adjusted R*> = .2753; residual standard error = .1482. Total df = 408 corresponds to an analytic N = 409 for the
regression model.

Table 5B. Selected statistically significant terms reported in the exploratory model

Model term Reported p
coefficient
Enjoyment at work -1.7347 .0028
Enjoyment at work squared 0.2427 <.001
Recognition 1.3811 .0180
Job security squared 0.1768 .0008
Work-life balance x Recognition 0.1510 .0337
Delivery and methodology x Job security -0.0781 .0194
Freedom to decide squared -0.0745 .0182

Note. Coefficients are presented as reported in the statistical analysis without assuming standardization. Main effects should not be interpreted in
isolation when quadratic and interaction terms are present.

The omnibus model was statistically significant, F(44,364) = 4.52, p <.001, and accounted for 35.34% of the
variance in occupational contentment (adjusted R? = .275). This represents moderate explanatory capacity for
a cross-sectional organizational model. However, the model contains a large number of main, nonlinear, and
interaction terms. Consequently, the results are best interpreted as exploratory evidence that occupational
contentment is associated with combinations of professional development and workplace conditions rather
than with a single dimension in isolation.

The reported significant terms point to the relevance of recognition, job security, work-life balance, autonomy,
and training delivery, but the higher-order specification requires caution. The positive work-life balance-by-
recognition interaction is consistent with the broader view that job resources may reinforce one another
(Bakker & Demerouti, 2017). Evidence from Macao’s gaming industry similarly indicates that perceived
organizational support and job satisfaction are linked with organizational commitment (To & Huang, 2022).
A stronger confirmatory model would pre-specify a parsimonious set of theoretically justified professional
development predictors, document missing-data handling, report confidence intervals and multicollinearity

Page 11978 .. .
www.rsisinternational.org


https://rsisinternational.org/journals/ijriss
https://rsisinternational.org/journals/ijriss
http://www.rsisinternational.org/

INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (IJRISS)
ISSN No. 2454-6186 | DOL: 10.47772/1JRISS | Volume X Issue VII July 2026

diagnostics, and avoid treating component indicators of occupational contentment as independent predictors
of the same composite outcome unless supported by a defensible measurement model.

Problems encountered in professional development implementation

Table 6. Problems encountered relative to the professional development program

Implementation concern Employe Supervis T&D Com Ra
es/Staff ors Office posite nk
rs M

Training-job alignment is not always 4.28 3.70 4.30 4.09 6
clearly established
Activities do not always reflect emerging 3.74 3.92 4.15 3.94 11
organizational/regulatory needs
Scheduling or operational demands limit 3.51 3.71 3.74 3.66 14
participation
Equal opportunities to attend are not 3.91 4.00 3.87 3.93 12

always available

Some materials lack depth for complex 3.77 3.90 4.48 4.05 8
workplace situations

Some modules do not reflect current 3.81 4.01 4.37 4.06 7
practices or policy updates

Some sessions rely heavily on lecture with 3.75 3.71 3.83 3.77 13
limited interaction

Pacing and structure do not always support 3.79 4.00 4.44 4.08 5
effective learning

Resources are sometimes insufficient for 4.05 3.87 438 4.10 4
training objectives

Post-training guidance/follow-up is 3.81 3.83 4.44 4.03 9
inconsistent
Employees have difficulty applying some 3.94 3.89 4.20 4.01 10

concepts at work

Impact on actual job performance is not 4.11 3.88 4.41 4.13 3
immediately observable

Feedback mechanisms do not capture 3.93 3.81 4.83 4.19 2
enough detail
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Evaluation results are not consistently used 4.19 3.85 4.74 4.26 1
to improve future programs

Overall mean 3.90 3.86 4.30 4.02

Note. Higher values indicate that the stated problem was more evident.

The implementation-problem scale yielded an overall composite mean of 4.02. The highest-ranked concern
was the inconsistent use of evaluation results to improve future programs (M = 4.26), followed by
insufficiently detailed feedback mechanisms (M = 4.19) and the delayed visibility of training impact on actual
job performance (M = 4.13). Resource adequacy (M = 4.10), training-job alignment (M = 4.09), and program
pacing and structure (M = 4.08) also emerged as important concerns. Training and development officers
reported the highest descriptive mean (M = 4.30), compared with employees/staff members (M = 3.90) and
supervisors (M = 3.86), suggesting greater awareness of system-level implementation constraints.

Professional development appears to be generally available and supported, but the learning cycle is not
consistently completed through evaluation, workplace application, and evidence-based improvement. This
finding aligns with research emphasizing the importance of mechanisms that embed learning into practice
(Sims et al., 2025), workplace conditions that support training transfer (Mehner et al., 2025), and Philippine
evidence identifying monitoring, workload, resource, and implementation constraints as recurring barriers to
professional development effectiveness (Prudente et al., 2024).

Dynamic Context Enhancement Initiative

The findings were translated into a Dynamic Context Enhancement Initiative (DCEI) designed to connect
professional development with training transfer and occupational contentment. The initiative is deliberately
structured as a continuous improvement system rather than a stand-alone training package. Its core logic is to
diagnose job-relevant needs, strengthen delivery and transfer support, use evaluation evidence for program
redesign, and reinforce employee resources such as recognition, autonomy, and work-life support.

Table 7. Evidence-to-action framework for the Dynamic Context Enhancement Initiative

www.rsisinternational.org

Priority Evidence Strategic action Lead roles Indicative
area from study success
measures
Training Application/i Conduct annual HR >=90% of
relevance mpact lowest role-based Department; modules
and PDP competency and T&D Unit; mapped to role
alignment dimension; task-needs mapping; Department competencies;
job- require each training Heads participant
alignment module to identify relevance
problem M = job competencies score
4.09 and expected improves.
workplace
behaviors.
Training Application/i Use post-training T&D Unit; Action-plan
transfer and mpact M = action plans, Supervisors; completion;
application 4.13; post- supervisor coaching, Participants supervisor-
training peer sharing, and verified
30/60/90-day application;
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support M = transfer check-ins documented
4.03 for priority practice
programs. changes.
Evaluation Evaluation Implement a T&D Unit; Quarterly
and use M = common evaluation HR evaluation
feedback 4.26; dashboard linking Analytics/Ad dashboard,
feedback participant ministrative documented
detail M = feedback, learning Support revisions
4.19 evidence, transfer based on
indicators, and evidence;
program revisions. feedback
closure rate.
Access, Resource Use flexible/blended HR; T&D; Participation
scheduling, concern M = schedules where Operations equity across
and 4.10; feasible, transparent units/shifts;
resources access/sched nomination criteria, reduced
uling learning calendars, cancellation/c
concerns and annual resource onflict rate;
present planning. resource
adequacy
score.
Occupation Recognition Formalize timely Management; Recognition
al highest; recognition, HR; coverage;
contentmen autonomy employee voice Supervisors employee
t lowest; mechanisms, voice
work-life appropriate decision participation;
balance latitude, and autonomy/wor
salient workload/work-life k-life
support around indicators
development improve.
activities.
Governance Perceptual Create a quarterly Branch Quarterly
and gaps between cross-role review Management; review
continuous frontline group including HR; T&D; completed;
improveme employees employee Employee action items
nt and program representatives to Representativ closed;
administrator assess transfer es convergence
S evidence, emerging of group
needs, and assessments
corrective actions. over time.

Note. The initiative should be piloted and locally budgeted before full-scale adoption. Targets are implementation-oriented and may be refined using
baseline organizational data.
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Acceptability of the proposed initiative

Table 8. Acceptability of the Dynamic Context Enhancement Initiative

Acceptability criterion Employe Supervis T&D Composite Ra
es/Staff ors Officer M nk
s
Completeness of facts/information 4.54 4.36 4.33 4.41 3
Practicality for adoption and 4.30 4.31 4.23 4.28 5
implementation
Benefit in identifying 4.32 4.37 4.58 4.42 2

program/contentment weaknesses

Usefulness for developing/enhancing 4.51 4.40 4.23 4.38 4
policy guidelines

Comprehensive guidance for 4.69 4.21 4.41 4.44 1
corrective action

Overall mean 4.47 4.33 4.36 4.39

Note. All criteria were interpreted as Highly Acceptable (HA).

The DCEI was highly acceptable across all respondent groups (overall M = 4.39). Its strongest feature was
comprehensive guidance for corrective action (M = 4.44), followed by its perceived benefit in identifying
weaknesses in professional development and occupational contentment (M = 4.42). Practicality received the
lowest score (M = 4.28), although it remained highly acceptable. This pattern supports the initiative’s
perceived relevance while also indicating that implementation planning, resourcing, sequencing, and
accountability require careful operationalization. Strategic acceptability should therefore be complemented by
feasibility and suitability assessment before institutional roll-out (Whittington et al., 2020).

CONCLUSIONS

1. The professional development is effectively institutionalized and consistently implemented,
demonstrating its strong contribution to employees' competence and professional growth.

2. The three groups of respondents do not concur in their assessment of the professional development
program across the indicators.

3. Occupational contentment is clearly established, reflecting a positive, satisfying, and engaging
work environment among employees.

4. The development program contributes meaningfully to employees’ occupational contentment,
particularly when training opportunities are supported by recognition, security, balance, and
empowerment.

5. There are implementation issues affecting the professional development program, while only
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minimal concerns are evident in occupational contentment.

6. The Proposed Dynamic Context Enhancement Initiative is a necessary and strategic initiative for
improving professional development and occupational contentment.

7. The Proposed Dynamic Context Enhancement Initiative is highly suitable and aligned with the
needs and objectives identified.

RECOMMENDATIONS

1. The Casino Filipino Branch Management, Human Resource Department, Training and
Development Unit, and Administrative Office may adopt and implement the Proposed Dynamic
Context Enhancement Initiative to address the identified gaps in the professional development
program and occupational contentment.

2. The Human Resource Department, Training and Development Unit, and department/section
supervisors may sustain and further strengthen the implementation of the professional
development program through continuous monitoring, evaluation, and improvement of its major
components.

3. Training and Development Unit, program facilitators, and department/section heads may focus on
improving areas with varied perceptions by refining content quality, strengthening workplace
application strategies, and enhancing evaluation and feedback mechanisms.

4. The Human Resource Department, Employee Welfare Unit, and immediate supervisors may
maintain and promote initiatives that support employee well-being, work-life balance, recognition,
job security, and positive workplace relations to further sustain occupational contentment among
Casino Filipino employees.

5. The Casino Filipino Branch Management, Human Resource Department, Training and
Development Unit, and department/section supervisors may continuously align professional
development activities with the actual needs, work demands, and performance expectations of
employees to further enhance job satisfaction, engagement, and productivity.

6. The Training and Development Unit, administrative officers, and program implementers may
address existing implementation issues by improving accessibility, resource allocation,
scheduling, communication, and delivery systems of training programs.

7. The branch management, HR personnel, training officers, department/section heads, supervisors,
and employee representatives may actively support and participate in the implementation,
monitoring, and evaluation of the Proposed Dynamic Context Enhancement Initiative to ensure its
effectiveness and sustainability.

8. Future researchers may replicate the present study using similar variables in other Casino Filipino
branches, gaming institutions, or service-oriented organizations to enhance the generalizability
and robustness of findings related to professional development programs and occupational
contentment.
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