IGNATIAN

INTERNATIONAL JOURNAL FOR
MULTIDISCIPLINARY RESEARCH

www.icceph.com
ISSN 2984-9942

CAREER DEVELOPMENT PROGRAM OF PHILIPPINE
POSTAL CORPORATION: BASIS FOR
CAREER DEVELOPMENT

Christian Gio Cosa, MPA & Romano M. Balbacal, LPT, DPA

Graduate School, Pamantasan ng Lungsod ng San Pablo, San Pablo City, Philippines

https://doi.org/10.17613/0ff4y-2a131

ABSTRACT

This quantitative research study looked on career development in the Philippine Postal
Corporation (PHLPost), with a particular emphasis on Southern Luzon Area 4 (SLA 4).
By polling 233 individuals, largely from contract of service (COS) employment, the study
evaluated current career development programs, identifies difficulties, and recommends
a framework for improvement. The findings reveal striking tendencies, including
respondents’ lack of eligibility for civil service positions, as well as a demographic skew
toward younger individuals in operational responsibilities inside the corporation. While
most respondents had college degrees and basic computer literacy, communication skills
emerge as a crucial area for attention and growth. Despite an overall feeling of support
at PHLPost, employees continue to express worries about training opportunities,
promotion considerations, and job mismatches. Notably, demographic profiles such as
eligibility, age, length of service, and position have a substantial impact on perceived
levels of support, underscoring the importance of tailoring methods to attain various
requirements of employees. This study's recommendations include the development of a
PHLPost Career Development Framework to support programs and training activities, as
well as the implementation of tailored programs to address employees' knowledge gaps.
Finally, this study gives useful insights into optimizing career development programs
inside PHLPost SLA 4, with the goal of increasing employee satisfaction, engagement,
and overall organizational success.
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INTRODUCTION

The Philippine Postal Corporation (PHLPost), a government-owned postal service
provider, recognizes the importance of nurturing and equipping its employees through
effective career development activities. Career development programs include a variety
of activities aimed at improving employees' abilities, knowledge, and experiences,
allowing them to attain their professional goals (Shaito, 2019). These programs often
involve training and development opportunities, mentoring, coaching, career planning
meetings, performance evaluations, and succession planning. Despite the widely
acknowledged benefits of career development programs, challenges remain in aligning
these programs with employees' specific needs, particularly in organizations such as the
Philippine Postal Corporation (Phlpost), where navigating public sector career paths
necessitates specialized skills. For instance, career stagnation among public sector
employees at Phlpost, despite multiple training initiatives, indicates possible deficiencies
in career development support (Kakui, 2018). These gaps can emerge as differences
between training and development programs and the organization's purpose, goals, and
objectives, preventing beneficial results like increased employee engagement and work
satisfaction (Ganesh, 2023).

Numerous problems and worries regarding PHLPost's career development
programs are brought to light by local studies. Many PHLPost employees believe that the
current career development programs do not sufficiently address their unique needs,
especially when it comes to clearly defining their career paths (Nava-Macali, et al., 2019).
Low motivation and morale among employees are caused by this ambiguity.

Ali (2023) stressed that career development is an essential tool for navigating one's
professional journey in today's dynamic workplace. However, the efficacy and perceived
impact of these programs on employees' career advancement and professional
development must be thoroughly evaluated and assessed. Overall, the purpose of this
study is to evaluate PHLPOST SLA4's existing Career Development Programs as
perceived by the strong 233 employees. Furthermore, this research aims to craft a new
career development program framework that will improve postal service employees'
performance, efficiency, and effectiveness.

Research Questions

The purpose of this study was to evaluate the PHLPost SLA 4's career
development programs as perceived by its employees in order to create a career
development framework that will considerably aid in employee advancement.
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The study specifically sought to answer the following questions:

1. What is the demographic profile of the respondents, in terms of:

1.1. eligibility;
1.2. sex;
1.3. age;

1.4. yearsin service; and
1.5. position?

2. What is the level of qualification by the PPC SLA 4 employees, in terms of:
2.1. educational attainment;
2.2. computer literacy; and
2.3. communication skills?

3. What is the perceived level of support to the employee of PPC SLA 4 programs, in
terms of the following:
3.1. exploring options;
3.2. developing skills;
3.3. marketing self; and
3.4. self-performance?

4. Is there a significant difference in the perceived level of support for PPC SLA 4
programs employees when grouped according to their profile?

5. Is there a significant difference in the perceived level of support for the employees
of PPC SLA 4 programs when grouped according to their level of qualification?

6. What career development framework can be proposed for the improvement of
PHLPost SLA 4 personnel’s career paths?

METHODOLOGY

Research Design

This study utilized quantitative research method which gathered quantifiable data
and performing statistical, mathematical, or computational techniques to gain insights into
the perspectives of Contract of Service (COS) employees within PHLPost SLA 4 on the
agency's programs, with a particular emphasis on seminars and trainings.

Quantitative data analysis methods, such as inferential and descriptive statistical
techniques, were employed to look for patterns, trends, and correlations in survey data
(Sheard, 2018). These analytical methodologies revealed important information about the
prevalence of specific views or viewpoints among COS employees, as well as variances
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or similarities based on demographic factors such as eligibility, age, sex, years and
service, or position.

Respondents of the Study

The study's respondents were 233 employees from Phlpost Southern Luzon Area
4, which included contract service personnel. Notably, this group represents the
predominant segment of the workforce within the organization, comprising a significant
proportion compared to regular employees, by targeting this specific cohort, this research
study aimed to delve into the unique requirements and challenges encountered by these
employees. Additionally, the study recognized the intrinsic significance of this
demographic to the overarching operations of PHLPost SLA 4. This study aimed to offer
crucial insights into the experiences and perspectives of contract of service holders,
thereby enriching comprehension of organizational dynamics and facilitating informed
decision-making processes within PHLPost SLA 4.

Sampling Technique

The study employed stratified random sampling to provide a representative sample
of respondents who accurately reflect the diversity of the workforce at PHLPost SLA 4.
Respondents were meticulously divided into strata depending on their profiles and
gualification levels, allowing for a more nuanced and thorough study of the data collected.

By stratifying the sample, the study acknowledged the intrinsic heterogeneity
among PHLPost employees, noting that individuals with different profiles and qualification
levels may have different viewpoints, experiences, and desires in terms of career
advancement. This stratification allows for a more detailed investigation of these
intricacies, resulting in a more accurate portrayal of the workforce's attitudes and
preferences.

Moreover, stratified sampling also improves the study's statistical validity by
guaranteeing that each subset of the population is represented proportionally in the
sample. This method reduces the danger of bias and ensures that findings may be more
securely applied to the full population of interest (Thomas, 2023).

The respondents to the survey were classified into two categories: administrative
and operational. The administrative group was further divided into technical, with 14
respondents, and clerical, with 27 respondents. The operations group included 28
postmasters, 26 postal tellers, 16 mail sorters, 113 letter carriers, and 9 drivers/couriers.

Research Instrument

In this study, the researcher devised a questionnaire as the primary research
instrument. The survey questionnaire comprised three (3) sections, with the initial section
outlining the demographic profile of the respondents, categorized by age, gender, years
of service, and position. The second part indicates the level of qualification in terms of
educational degree, computer literacy and communication skills. Lastly, the third part of
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the survey contains the level of support in terms of exploring options, developing skills,
marketing self and self-performance as perceived by the respondents.

A 5-point rating scale was utilized to evaluate the extent of support extended to
respondents, with each point representing particular statistical limits and linguistic
descriptors. The scale is organized as follows: 4.50 to 5.00 for "Very High Extent," 3.50
to 4.49 for "High Extent," 2.50 to 3.49 for "Average Extent," 1.50 to 2.49 for "Low Extent,"
and 1.00 to 1.49 for "Very Low Extent". This measure provides a more nuanced view of
respondents’ perceptions and experiences with career development help. Each category
provides a clear and measurable indicator of the level of agreement or disagreement,
enabling a detailed statistical analysis of the data collected.

To examine the instrument's validity, the researcher then distributed the self-
constructed questionnaire to all research panels. All of the comments and corrections
made by the researcher's panellist were implemented. All relevant and meaningful terms
were used to change each produced item in the questionnaire.

Furthermore, because the study used a researcher-created questionnaire as its
primary research instrument, it undertook pilot testing to verify reliability and validity. This
technique reduced measurement error and bias, ensuring that the questionnaire was
reliable, valid, and appropriate for assessing the desired variables and constructs. This
technique increased the study findings' reliability and trustworthiness while demonstrating
the researcher's dedication to methodological rigor and ethical research conduct.

Data Gathering Procedure

The researcher approached 20 random respondents directly to explain the goal of
the study and the directions for filling out the questionnaire. After acquiring all of the
information, the data was encoded and submitted to Statistician for statistical analysis
using the SPSS application for a reliability test. The self-constructed questionnaires
passed the reliability test of 0.95 or “Excellent” as interpreted.

With an excellent reliability test score, the individual conducting the research sent
a formal letter seeking permission to the research adviser and the Dean of the Graduate
School of the Pamantasan ng Lungsod ng San Pablo. After which a letter was sent to
the Human Resource Section of the Philippine Postal Corporation Southern Luzon Area
4 to ask permission regarding the data gathering from the selected employees. After
receiving approval from the Human Resource Section, the researcher informed the target
respondents of this study via verbal and written invitations. Upon securing the permission
of the respondents, the researcher then distributed the researcher made questionnaire to
all selected respondents via Google form. All responses and data acquired were
summarized and tabulated, and forwarded to the statistician for interpretation.
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Statistical Treatment of Data

Using frequency and percentage analysis, the researcher obtained information
about the distribution and composition of the sample population, providing helpful data
for understanding the study's workforce attributes. This facilitated a comprehensive
examination of the participants' demographic data, such as eligibility, age, gender, years
of service, and position, as well as their level of qualification based on educational degree,
computer literacy, and communication skills.

The mean calculation determined the average perceived level of support among
the sampled employees, providing a central tendency measure reflective of the
participants' overall perceived level of support. Meanwhile, standard deviation analysis
provided insights into the dispersion or diversity of responses around the mean, indicating
employee agreement or disagreement with the level of support provided. The researchers
were able to quantitatively measure employees' views of assistance in PHLPost SLA 4
programs using mean and standard deviation, allowing for a more thorough evaluation of
the effectiveness and sufficiency of the applied support mechanisms.

The Kruskal-Wallis H-test was employed by the researcher to ascertain if there
existed a noteworthy difference in the perceived level of support among various groups
Based on their profiles. This non-parametric test is utilized to identify statistically
significant distinctions across three or more separate groups.

By applying the Kruskal-Wallis test, the researcher was able to evaluate whether
variations in demographics or the level of qualification had a significant impact on
employees' perceptions of support within PHLPost SLA 4 programs. This statistical
analysis provided valuable insights into potential disparities in the level of support
experienced by employees across different demographic or to the level of qualifications,
thereby informing strategies for targeted interventions or program improvements to
address any identified disparities.
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RESULTS

Table 1
Demographic Profile of the Respondents
Profile Frequency Percent
Sex
Male 153 65.70
Female 80 34.30
Age
20-30 86 36.90
31-40 69 29.60
41-50 52 22.30
51-60 26 11.20
Eligibility
No Eligibility 117 50.20
CSC- Sub Professional 16 6.90
CSC- Professional 68 29.20
Barangay official Eligibility 11 4.70
Other  Eligibility (PRC  Board, 21 9.00
Licenses)
Years in Service
0to 10 years 118 50.60
11 to 20 years 76 32.60
21 to 30 years 22 9.40
31-40 years 16 6.90
41-50 years 1 0.40
Position Classification
Administrative 41 17.60
Operations 192 82.40
Table 2
Respondents Qualification in terms of Educational Attainment
Educational Degree Frequency Percentage
Elementary 2 0.90%
High School 42 18.00%
Senior High School 6 2.60%
Vocational Courses 20 8.60%
College Degree 152 65.20%
Master’s Degree 10 4.30%
Doctorate Degree 1 0.40%
Total 233 100%
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Table 3

Level of Qualification in terms of Computer Literacy

Computer Literacy Frequency Percentage
Basic 174 74.70%
Advance 59 25.30%
Total 233 100%
Table 4
Level of Qualification in terms of Communication Skills
Communication Skills Frequency Percentage
Non-Verbal 11 4.70%
Verbal 32 13.70%
Verbal & Non-Verbal 3 1.30%
Verbal & Visual 2 0.90%
Verbal, Visual & Non-Verbal 2 0.90%
Verbal & Written 46 19.70%
Verbal, Written & Non-Verbal 24 10.30%
Verbal, Written & Visual 1 0.40%
Verbal, Written, Visual & Non- 61 26.20%
Verbal
Visual 13 5.60%
Visual & Non-Verbal 3 1.30%
Written 32 13.70%
Written & Non-Verbal 1 0.40%
Written & Visual 1 0.40%
Written & Visual & Non-Verbal 1 0.40%
Total 233 100%
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Table 5

Perceived Level of Support in terms of Exploring Options

Std.
Statements Mean Deviation Interpretation
1. The agency offers range of opportunities 3.3 115 Average Extent

that influence my promotion.

2. The agency provides different
knowledge that focus on my 3.31 0.99 Average Extent
designation/function.

3. The abundant work experiences give me

- 3.31 0.95 Average Extent

ample reasons to stay in the agency.
4. The agency suggests plenty of trainings
and seminars to encourage professional 3.25 1.01 Average Extent
growth.
5. The marketing scheme of the agency
advocates variety of skills for customer 3.40 0.97 Average Extent
service.

TOTAL 3.30 0.87 Average Extent

Legend: 4.50 — 5.0 “Very High Extent”, 3.50 — 4.49 “High Extent”, 2.50 — 3.49 “Average Extent”, 1.50 — 2.49 “Low Extent”, 1.00 — 1.49
“Very Low Extent”

Table 6

Perceived Level of Support in terms of Developing Skills

Statements Mean Std. Deviation Interpretation

1. The agency suggest
apps/programs/websites that | can regularly 3.48 0.94 Average Extent
use to stay current on industry.

2. The agency encourage applying innovation
thru the use of modern technology in my 3.59 0.84 Average Extent
current duties and responsibilities.

3. I have received sufficient training in the 330 103

agency to do my job effectively. Average Extent

4. Trainings in the agency place emphasis in 339 1.04

improving productivity and creativity. Average Extent

5. The agency provides valuable skills to meet

clientele needs and satisfaction. 3.38 1.04 Average Extent

TOTAL 3.43 0.86 Average Extent

Legend: 4.50 — 5.0 “Very High Extent”, 3.50 — 4.49 “High Extent”, 2.50 — 3.49 “Average Extent”, 1.50 — 2.49 “Low Extent”, 1.00 — 1.49
“Very Low Extent”

321

Ignatian International Journal for Multidisciplinary Research Vol 3 No 2 February 2025 www.icceph.com



Table 7

Perceived Level of Support in terms of Marketing Self

Std. Deviation

Statements Mean Interpretation

1. The agency design programs to

encourage me to come up with new and 3.48 0.91 Average
better ways of doing things.

2. The agency rewards employees based on

the quality of efforts to inspire excellent 3.59 1.00 Average
service.

3. The management is open to my

suggestions and leadership to promote 3.30 0.96 Average

buying or selling of products or services.

4. The agency reviews surveys and other

qualitative data for insights to strengthen 3.39 1.00 Average
established performance.

5. The agency creates chances to improve

decision-making skills in marketing 3.38 0.95 Average
campaign.

TOTAL 3.36 0.85 Average

Legend: 4.50 — 5.0 “Very High Extent”, 3.50 — 4.49 “High Extent”, 2.50 — 3.49 “Average Extent”, 1.50 — 2.49 “Low Extent”, 1.00 — 1.49
“Very Low Extent”

Table 8

Perceived Level of Support in terms of Self-Performance

Std. Deviation
Statements Mean Interpretation

1. The agency assess the needs of the

employees at the beginning of each 341 0.97 Average Extent
quarter to ensure that they are addressed.

2. The agency requires enough KSA

Training and Experience to perform 3.31 1.00 Average Extent
quality service on behalf of the agency.

3. The agency continuously monitors

employees to meet the demands of 3.35 1.00 Average Extent
quality service.

4. The agency recognizes my own

initiatives, ideas, and contribution to 3.28 0.98 Average Extent
advertise products or services.

5. The agency encourage employees to

engage on multiple channels to broaden 3.33 1.00 Average Extent
marketing competence.

TOTAL 3.34 0.88 Average Extent

Legend: 4.50 — 5.0 “Very High Extent”, 3.50 — 4.49 “High Extent”, 2.50 — 3.49 “Average Extent”, 1.50 — 2.49 “Low Extent”, 1.00 — 1.49
“Very Low Extent”
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Table 9

Test of Difference on the Perceived Level of Support when grouped according to
Respondents Profile

Demo Profile H-value p-Value Interpretation
Eligibility 11.97 .018 Significant
Sex .03 .862 Not Significant
Age 3.73 292 No Significant
Years in Service 10.64 .031 Significant
Position 8.06 .005 Significant
Administrative Position .000 978 Not Significant
Operations Position 11.79 .019 Significant
Educational Qualification 8.93 179 Not Significant
Computer Literacy 97 .326 Not Significant
Communication Skills 97.98 .000 Significant

Legend: p < 0.05 Significant

DISCUSSION

The results in Table 1 showed a large gender disparity among respondents, with
153 (65.7%) being male. This study suggests that PHLPost hires more men, which is
most likely impacted by the nature of the job, which includes delivering mail, parcels, and
merchandise.

The larger number of male employees can be linked to the physical demands of
postal work, particularly delivery positions. Men are often thought to be physically stronger
and more suited to handle these demands, which may account for the greater male
employment rate. Women, on the other hand, may encounter barriers that make them
less likely to be hired in physically demanding positions. They are frequently seen as
physically weaker or more defenseless, making them more susceptible to harassment,
violence, or theft while on duty. Maran et al. (2022) state that carrying heavy mailbags or
goods is physically demanding and can increase the risk of injury or strain, especially in
hazardous or badly maintained areas.

Further, the bulk of respondents are within the ages of 20 and 30, accounting for
86 (36.90%). This demonstrates that PHLPost offers job opportunities to recent graduates
or younger generations, most likely to teach new perspectives and capitalize on their
eagerness to learn new skills, which helps the organization.
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The prevalence of younger employees is consistent with Lazzara's (2020) results,
which show that people in their twenties and thirties are often extremely driven to pursue
personal and professional development. These younger professionals are more likely to
learn new skills, pursue other career paths, and position themselves for advancement
within their organizations or industries. This demographic's motivation and adaptability
can benefit PHLPost by encouraging innovation and dynamic work practices. In contrast,
the data show a substantially lower presence of elderly employees, specifically those
aged 51 to 60, with only 26 respondents (11.2%). Cleveland et al. (2003) and Jolles et al.
(2023) attribute this reduced involvement among older employees to proximity to
retirement and a probable unwillingness to invest in personnel reaching the conclusion of
their careers. Furthermore, older workers' lack of faith in their ability to learn and improve
may deter them from enrolling in training programs.

Moreover, result showed a considerable gap in the qualifying standards for regular
government employment among Contract of Service (COS) personnel at PHLPost SLA
4. This disparity has an impact on their chances of obtaining permanent roles and moving
up the organizational ladder.

The analysis found that the majority of respondents, 117 (50.2%), need to match
the Civil Service Commission's (CSC) qualifying requirements for government
employees. This suggests that more than half of the respondents were not eligible for
regular posts at PHLPost SLA 4, limiting their job security and career advancement
opportunities.

According to CSC rules, permanent government employees with Salary Grade
(SG) 1 to 9 must have a CSC Sub-Professional Eligibility, while those with SG 10 to 22
must have a CSC Professional Eligibility in order to be eligible for regular posts in any
government institution.

Despite the overall lack of eligibility, the statistics revealed that 68 (29.2%) of
respondents are CSC eligible, which qualifies them for permanent posts with SG 10 or
above. This means that roughly one-third of COS employees meet the qualifications for
higher-level employment, indicating a possible pool of applicants for permanent posts
within PHLPost SLA 4.

A smaller fraction of the responders, 11 people, have barangay official status. This
means that once their formal tasks in their barangays are over, these individuals will seek
stable employment in public organizations. According to Gannaban (2023), moving
barangay officials into public offices opens up prospects for advancement, including as
higher-level jobs, increased duties, and professional growth. This transition is encouraged
by the Local Government Code of the Philippines, which states that barangay elected
officials are eligible for civil service based on their years of service. The employees are
given preference for government positions and roles in government-owned or controlled
enterprises, including subsidiaries, if the requirements are met.

In terms of the respondents’ years in service, more than half of the respondents
(50.6%) have been with the agency for less than ten years, while the other half have
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worked for more than ten years. This distribution implied that a sizable proportion of
PHLPost's staff lacks long-term job security.

Many employees lack job security, which is alarming. According to Rizzlemay
(2020), government personnel are usually protected from arbitrary dismissal, with job
security guaranteed via due process, as specified in Senate Bill No. 1703. This clause
strives to avoid unjust or discriminatory terminations by allowing employees to keep their
jobs without risk of being unfairly fired or laid off.

However, Tomaskovic-Devey (2022) shows that the agency may be aggressively
recruiting and onboarding younger individuals for entry-level positions. This technique
could represent an attempt to bring new talent, viewpoints, and vitality into the
organization. Such recruitment approaches are consistent with the goal of encouraging
creativity and adaptability among employees.

On the other hand, the bulk of responders (192, or 82.4%) are in operations, with
the remainder 41 (17.6%) in administrative roles. This distribution emphasizes the
essential character of postal services, which rely heavily on a large operational workforce
to sort, transport mail, manage logistics, and respond to consumer inquiries. According
to Brix (2024), the postal service business is mostly operational, with an emphasis on
duties critical to the seamless and effective operation of courier services, such as
package delivery, product, document, and goods.

Vela (2023) observes that postal services use complicated logistics and
transportation networks to convey mail and cargo between different destinations. These
duties include planning transportation routes, operating distribution centers, and
supervising logistics operations, all of which necessitate a large operational workforce.
This operational focus is obvious in the high frequency of responses from operations,
which reflects the importance of their functions in the organization.

Despite the prevalence of technical professions, Ellison (2023) emphasizes the
value of clerical tasks like as administrative support, data entry, and customer service.
These duties are critical for supporting postal operations, even though technical roles are
at the heart of the postal service's fundamental responsibilities and operating capabilities.

Letter carriers had the highest frequency of responders in the operational category,
accounting for 113 persons (48.5%). Letter carriers are critical to the agency since they
distribute mail and goods along predetermined routes while also representing the
organization in the public eye. They work outside, collect mail, keep proper records, and
follow safety protocols, which include driving carefully in all weather conditions (Puri,
2023; Erickson, 2023). In contrast, driver/courier has the lowest frequency among
operational roles, with only 9 responders (3.9%). These individuals are often assigned to
local offices and are in charge of delivering mail to city or municipal post offices on a daily
basis via the loop network.
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The results in Table 2 showed that many respondents have a degree, with 152
(65.2%) possessing a bachelor's degree, 10 with a master's degree, and one with a
doctorate. The high level of education among PHLPost contract employees indicates that
many are well-qualified for permanent roles within the agency. This indicates
respondents’ perceptions that having a degree is an important element in obtaining
employment in a government office. According to Bisio (2022), getting a degree promotes
confidence, demonstrates marketable abilities, increases potential for earnings, and lays
the groundwork for pursuing specialized jobs. Graduating from college could be
necessary for a successful career.

The analysis emphasizes the value of higher education for career advancement
and employment security. Degree holders frequently demonstrate confidence and
gualities that make them successful in the work market. As Lparsons (2024) points out,
professional development is critical for career advancement, skill enhancement, and
standing out among job seekers. This can be proved through completed programs or
industry credentials, and employees who take the initiative in self-directed learning
indicate their desire to advance.

The data from Table 3 illustrates the level of qualification in terms of computer
literacy as perceived by the respondents. The majority, with a frequency of 174, possess
basic literacy knowledge, while 59 respondents have advanced knowledge. This indicates
that all respondents recognize the importance of computer literacy in both the modern
world and their specific job roles.

The frequency of basic computer literacy among respondents demonstrates their
understanding of its importance in today's workplace. Basic computer abilities are
required for many tasks, ranging from communication to data administration. This is
consistent with Raj's (2023) assertion that computer literacy is critical in today's
interconnected society, boosting personal and professional development, bridging
socioeconomic gaps, and encouraging innovation and creativity.

While fewer respondents have advanced computer literacy, their presence
signifies a deeper understanding and capability to handle more complex tasks and
technological challenges. Advanced computer skills can enhance efficiency, support the
adoption of new technologies, and improve problem-solving abilities within the
organization. This level of proficiency is crucial for roles that require more sophisticated
technical knowledge and the ability to navigate complex software and systems (Yurniwati
& Soleh, 2020).

Table 4 provides insights into the level of qualification in terms of communication
skills which are divided into verbal, visual, nonverbal, and written communication. The
data show that a sizable proportion of respondents have complete communication skills,
which are required for effective performance in their professions. Strong communication
skills are essential for ensuring clear understanding, effective collaboration, and
successful task completion inside the organization (Bucata & Rizescu, 2017 as cited by
Nugroho & Wahjoedi, 2024).
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The biggest proportion, 61 respondents (26.2%), had all four types of
communication abilities. This suggests that most responders have the communication
skills required for their current roles and responsibilities. According to Kelly (2023),
excellent communication skills help in negotiations, allow for constructive criticism,
improve collaboration on projects and meetings, and facilitate group decision-making.

A high number of respondents are proficient in verbal communication. In the words
of Kaplan (2023), verbal abilities are crucial for daily contacts with colleagues and clients,
as well as for clear and effective information exchange.

Proficiency in visual communication indicates the ability to convey information
through visual aids such as charts, graphs, and presentations. This skill is particularly
valuable in making complex information more understandable and engaging (Ezell,
2024).

Smith (2024), nonverbal communication, such as body language and expressions
of face, is vital in transmitting emotions and intentions. Respondents with strong non-
verbal communication skills can better interpret and respond to others' non-verbal cues,
enhancing interpersonal interactions.

Written communication skills are critical for drafting emails, reports, and other
documents. Proficiency in this area ensures clarity, accuracy, and professionalism in
written exchanges, which is vital for maintaining effective internal and external
communications (Levonius, 2024).

The data on table 5 showed the perceived level of assistance for employees at
PHLPost SLA 4 in terms of investigating possibilities. The mean score of 3.30, which
translates to "average extent," suggests that respondents have a neutral overall view of
the agency's help for researching career possibilities.The average perception indicates
that, while support for investigating choices is not exceptionally strong, it is also not
considered inadequate. This neutral approach shows that the agency's professional
development activities should be improved.

Indicator 5, "The agency's marketing scheme advocates a variety of skills for
customer service," gets the highest mean score of 3.40, which may also be viewed as
average. This shows that respondents acknowledge the agency's emphasis on various
customer service talents, but do not regard it as particularly effective or ineffective. Their
response is neutral, indicating a modest level of agreement or acceptance with the
agency's goal to promote various customer service talents.

As stated by Rozman et al. (2023), the agency can strengthen its customer service
and personnel management practices. Integrating customer service and marketing can
help a company's bottom line by recruiting and retaining consumers, increasing
expenditure, and stimulating growth. Bhattacharya and Suvashree-Bhattacharya (2024)
underline that outstanding assistance, together with excellent products and services,
guarantees a market niche. Sheth et al. (2023) emphasize the significance of a customer-
centric strategy, in which various client requirements and preferences are valued.
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However, indicator 1 received the lowest mean score of 3.23, stating, "The agency
offers a range of opportunities that influence my promotion." This shows that, while
respondents recognize the presence of promotional possibilities, they believe they are
restricted. This opinion is undoubtedly impacted by the fact that many respondents have
worked under contract for many years without receiving significant career development.

The findings in Table 6 demonstrate the perceived amount of assistance for
PHLPost SLA 4 personnel in terms of skill development. The cumulative mean score for
the categories under improving skills is 3.43, which is translated as "average extent"
indicating that respondents have a neutral overall view of the assistance offered for skill
development.

The average view indicates that, while assistance for skill development is not
exceptionally high, it is also not considered inadequate. This neutral posture suggests
that the agency's efforts to encourage staff skill development should be improved.

Indicator 2, which reads, "The agency encourages applying innovation through the
use of modern technology in my current duties and responsibilities,” had the highest mean
score of 3.59, which is considered average. This shows that respondents understand the
agency's promotion of innovation through modern technology, but do not regard it as
particularly noteworthy. Their evaluation is neutral, suggesting a moderate level of
agreement or approval with the agency's strategy for leveraging technology to drive
innovation in their roles.

According to Andiappan and Anih (2022), enabling employees to embrace modern
technology for innovation allows them to experiment with new tools, methods, and
approaches to increase productivity and results. Emily (2023) underlined that employees
can develop and increase their technical abilities and digital literacy by utilizing current
technologies. Dalmia (2023) went on to explain that using current technology improves
processes, automates laborious jobs, and streamlines workflows, hence increasing
productivity and efficiency at work. Workers that have access to cutting-edge equipment
and technology are able to perform more efficiently, accomplish jobs faster, and provide
higher-quality results.

The data from Table 7 shows the perceived amount of support by PHLPost SLA 4
employees for their own marketing efforts. With a total average mean score of 3.36
(interpreted as "Average "), respondents had neither a notably favorable nor unfavorable
overall view.

Indicator 2 had the highest mean score of 3.59, "The agency rewards employees
based on the quality of their efforts to inspire excellent service." This shows that the
agency has created a compensation system for employees who perform well at work.
Millacci (2023) claims that giving outstanding service and gaining praise can increase
employee engagement, morale, and motivation. Employees tend to demonstrate higher
levels of commitment to their roles, interested in the company's success, and eager to
exceed consumer expectations if they believe their efforts are respected and
acknowledged. Furthermore, lyer (2023) stated that paying employees for their efforts to
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deliver excellent customer service promotes employee loyalty and retention. Employee
retention tends to increase when individuals feel valued and adequately rewarded within
the company, which reduces turnover and preserves institutional knowledge and
expertise.

The lowest score of 3.30, was achieved from indicator 3, which indicates, "The
management is open to my suggestions and leadership to promote the buying or selling
of products or services." This means that respondents did not see management's
readiness to consider their recommendations or leadership in increasing sales to be
particularly extraordinary, nor did they think it was substantially weak or ineffective.
Nonetheless, their assessment slanted toward the middle, indicating a modest level of
agreement or concurrence with management's stance on accepting proposals and
exercising sales leadership. Stein (2021) emphasizes the importance of suggestion and
leadership in sales, stating that allowing employees to engage in marketing campaigns
can boost their dedication to the agency’s goals. Employees are more inclined to
demonstrate concern or investment in the success of marketing initiatives and the overall
performance of the firm when they sense their ideas are valued and their efforts are
recognized.

On the other hand, the results in Table 8 showed the perceived amount of support
by PHLPost SLA 4 personnel for their own performance. With a cumulative average mean
score of 3.34, read as "Average Extent,” respondents' overall perception was neither
notably favorable nor unfavorable.

The Indicator No. 1 achieved the highest mean score, 3.41, as it states, "The
agency evaluates the employees' needs at the commencement of each quarter to
guarantee that they are satisfied." This indicates that respondents assessed the agency's
proactive strategy of consistently assessing and resolving their requirements. In the
center, their evaluation indicated a lackluster or ordinary level of agreement or approval
with the agency's responsiveness and attentiveness to the concerns and requirements of
its employees. Potentially, this methodology may foster employee contentment and foster
a positive work environment. Penfold (2024) posits that the company benefits from the
opportunity to enhance its knowledge base and ensure a productive, employee training
and development initiatives should be evaluated and addressed to maintain a pleasant
workforce. The training of personnel is essential for the development of a competitive and
successful workforce, irrespective of the industry.

Indicator 4, "The agency acknowledges my initiatives, ideas, and contribution to
the advertising of products or services,” obtained the least mean score of 3.28. This
reflects that the agency does not recognize or respect workers' contributions and efforts
in promoting products or services. According to George and Massey (2020), it is feasible
to establish a culture of recognition that places a high value on the proactive activities
and creative contributions of employees. Recognizing and appreciating employees'
successes helps boost morale, motivation, and engagement, resulting in a more
productive and happier workplace.
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Table 9 showed certain demographic profiles such as sex, age, administrative
position, educational qualification and computer literacy have no significant difference on
the perceived level of support. While eligibility, years in service, position and
communication skills have significant difference on the perceived level of support, thus
plays a critical role in shaping’s respondents’ perception of support.

The finding in Table 9 indicate that the perceived amount of support does not
change substantially when participants are categorized based on their sex, age,
administrative position, educational qualification and computer literacy. This implies that
Phlpost SLA 4 provides a wide range of opportunities that are customized to the sex, age,
and educational backgrounds and qualifications of applicants, which is indicative of the
organization's inclusive and comprehensive recruitment and support strategy.

Doyle (2021) emphasizes that the agency employs a flexible recruitment approach,
considering applicants with equivalent experience for positions even if they lack specific
academic credentials, such as a bachelor's degree. This inclusive approach guarantees
that candidates are assessed on the basis of their practical experience and overall
gualifications, rather than solely on their formal education. In certain cases, a high school
diploma or its equivalent, such as a GED or a comparable certification, may be sufficient
for certain positions.

Meanwhile, one notable profile is the years of service, as demonstrated by an
overall p-value of 0.031. This emphasizes the necessity of customized support strategies
that are designed to meet the unique requirements of employees according to their
tenure. Consequently, it is imperative to offer assistance and resources to employees at
all phases of their careers in order to facilitate their exploration and development within
the organization or institutions.

Conclusions

The study examines the career development program of the Philippine Postal
Corporation as a basis to craft a career development plan for its employees. It can infer
that PHLPost SLA 4 employees' perceptions of the career development program had a
substantial impact on the level of support they receive. The key findings demonstrated
significant variances in support based on demographic factors such as eligibility, age,
years of service, and position, indicating differing levels of career development prospects.

The majority of responders are younger, with fewer than 10 years of experience,
highlighting the importance of long-term job security and opportunities for promotion.
Notably, many Contract of Service personnel have bachelor's degrees and basic
computer literacy, demonstrating their suitability for permanent positions and readiness
to face technology difficulties. In addition, the study unfolded disparities in support for
PHLPost SLA 4, with a significant gap in eligibility requirements for regular government
employment, a gender imbalance, and a preference for younger, adaptable employees.
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Employees view the agency's assistance for career development activities, such
as skill development and self-marketing, as neutral, indicating a need for more proactive
and comprehensive programs. Disparities in support for self-marketing based on
demographics underscore the need of equal opportunities and specialized training
programs in developing a motivated and skilled workforce. The PHLPost Career
Development Framework was created to address these difficulties, with the purpose of
improving career development programs, lowering staff turnover, and supporting the
agency's objectives. By applying this methodology, PHLPost can ensure a more
productive and satisfied workforce, which will lead to improved business results.

Recommendations

Based on the study's findings, the following recommendations are offered:

1. Providing aid for employees to attain civil service eligibility and adopting
targeted talent acquisition strategies to attract qualified candidates.

2. A need for comprehensive and related trainings and seminars to improve the
talent, abilities, and understanding of PHLPost SLA 4 staff. This will improve
their viewpoint, loyalty, and trust, making them feel that they are an integral part
of the organization. This will also provide evaluations of the employee's
strengths and weaknesses in order to prevent job mismatch and make them
suited for the positions offered.

3. Implementation of succession planning and leadership development programs
to nurture future leaders, designing skills development initiatives tailored to
operational roles.

4. A support program in line with the PHLPost Career Development Framework
as guide should be develop in order to establish its employee’s eligibility to job
positions within the corporation. This will provide security and a clear
prospective of their career.

5. Provide rewards and recognition for deserving employees to boost their morale,
trust, loyalty, and passion to work harder.

6. Future researchers could improve this study so that it can be applied or adopted
by any government entity.

Compliance with Ethical Standards

In accordance with the Philippine Health Research Ethics Board's National Ethical
Guidelines for Research Involving Human Participants, the researcher completed the
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approved by the intellectual property rights (IPR) unit head and the university's data
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