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Supreme Commission for Tourism - Saudi Arabia Travel and Tourism Training Project

The purpose of this project is to design and develop detailed curriculum and instructional design
materials for ten tourism occupations. The project is funded by the Human Resource
Development Fund, Kingdom of Saudi Arabia.

The curriculum and materials will be used to provide training to develop human resource
capabilities in the identified occupations within the tourism industry as part of the countries
'Saudisation' economic policy.
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performance of the competency/duty as the primary
source of evidence.

In CBT the assessment and the conditions under which
achievement will be assessed must be made clear to the
trainee at the commencement of the subject.

A unit of competency/duty is a statement of a key
function or role in a particular job or occupation.

Each unit of competency/duty has a number of
components that require careful reading and analysis to
help you develop a training and assessment strategy for
the unit of competency/duty.

The components are:

Component Definition

Duty/Unit
purpose

Provides a general guide to the purpose of the unit of
competency/duty

Elements/tasks Describes the skills that are required to perform the
work activity or duty

Performance
criteria/steps

Describes the level of skill required to complete the
task

Range
statements

Provide a context in which the work activity or duty is
to be performed

Evidence guide Clarify the knowledge the trainee must have and the
skills that must be demonstrated to prove that the
trainee is able to complete the work activity or duty
competently

Underpinning
knowledge and
skill

Provide information on what knowledge and skills are
needed to perform this work activity or duty

Key
competencies

The generic work skills learned throughout work and
life that are required in all jobs. These are
fundamental processes and are transferable to other
work activities

The unit of competency/duty also includes additional
information, such as resource requirements and
assessment methods, to assist you with the development
of your training and assessment strategy for the unit of
competency/duty.
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Assessment methods
Practical demonstration

Where practical demonstration is required, it may be on
the job, or off the job in the form of simulations or role
plays. Simulations should be as realistic as possible.

Written or oral tests or questions

Tests may consist of formal written tests or simply oral
questions delivered before, during or after practical
demonstrations. The type of test will depend on the
nature and amount of knowledge required by the trainee
to perform the task. Some units of competency/duties
obviously require more underpinning knowledge than
others. In this case assessment of the knowledge
required of these units should be through a combination
of tests and projects.

Projects and assignments

Projects may be a variety of types according to the
nature of the unit of competency/duty and the training
situation. For information based units of
competency/duties, research projects should be
provided.

A number of tasks may be combined into one realistic
project.

Projects may be based on hypothetical situations, or, if
the trainee is working, may be real, workplace based
projects.

Case studies

Case studies provide a useful tool, particularly when
trainees are required to deal with issues. Analysis of real
life or realistic case studies is often an appropriate
method of assessment particularly for problem solving
and planning.
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Conducting Assessment
In competency based assessment a trainee is judged as
‘competent’ or ‘not yet competent’ against the unit of
competency.

Your role as trainer and assessor means that you must
make accurate decisions about the competency of the
trainee against the unit of competency/duty and, you
must be able to justify your decision. You must be able
to make sound and consistent judgements about the
acceptability of the evidence provided by the trainee.

The trainee needs to know what constitutes actual
evidence of competency. The assessment tasks of this
unit of competency/duty must make use of a
combination of assessment methods that provide
evidence of a trainee’s competency.

If the evidence indicates that a trainee is ‘competent’,
you are saying that the trainee has demonstrated that
they have the necessary skills, attitude and knowledge
to effectively perform a task to the standard required in
the workplace.

When a trainee is judged ‘not yet competent’, you are
saying that they are in need of further training or they
may need to produce more evidence of their knowledge,
skills and attitudes.

It is desirable that the trainee reach competency at the
first attempt at an assessment task, however, if a
trainee does not reach competency the first time they
are able to continue training and practicing skills and
attempt the assessment task again when they are more
confident. You as the trainer must provide another
opportunity for the trainee to achieve competence.

Trainees must be informed whether they have achieved
competency within the timeframe of assessment for each
assessment task. Verbal and written feedback should be
provided to the trainee about the outcomes of each
assessment task.
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Assessment records
It is the responsibility of the trainer to have efficient and
accurate records of each trainee assessment results so
that qualifications and Statements of Attainment can be
issued to the trainee.

This is important where the unit of competency/duty has
been assessed progressively through a series of
assessment tasks.

Trainees should have the right to view all information
recorded about them.

An example of an Assessment Record is included in this
guide.
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There are ten occupations covered in the Tourism
Occupational Training program. The occupations were
defined by a SA Industry Advisory Panel under the
guidance from the General Organisation for Technical
Education and Vocational Training and The Supreme
Commission for Tourism. The panel helped develop the
duties, tasks and steps for each occupation. In other
words they developed the Competency Standards.

For example: the panel for the occupation of Tour Guide
was made up of key leaders, employers and operators
from the tourism industry. The panel consisted of the
following people: -

Hameed Bano Ezza
Bin Zaid Travel Est.

Sultan Ahmed Al-Enezi
Al-Ola Municipality

Saleh M. Al-Shebl
Al-Salaam Airlines.

Abdulaziz A. Al-
Abduldayem
Madaen Saleh Hotel

Majdi Sayyed M. Jad
Saudi Tours and
Airlines Co.

Mohammed S. Salloma
Edla Private Est.

Yaquob M. Al-Khaleefa
Al-Rajhi for Omra Co.

Mutlaq Sulaiman A. Al-
Mutlaq
Education
Management – Al-Ola

Abdulrasheed A. R.
Bakhsh
Edla Private Est.

With the assistance of GOTEVOT, the SCT and the
facilitators Mr. Mohammed Ali Al-Sekhan

Mr. Abdullah M. Joharji, the panel referred to as the
DACUM1 Panel developed a list of duties, steps for each
duty and tasks for each step.

This process is often referred to as a DACUM (to design a
curriculum). For this project the DACUM was an

1 DACUM stands for "developing a curriculum" and is a methodology used by instructional designers
in a wide range of occupational training contexts. (Source: Wikipedia)

“Our mission is to increase nationalizing tourism occupations
rate through education and training, setting occupational

standards and competencies, and academic and/or vocational
accreditation.

National Project for Tourism Human Resources Development
Supreme Commission for Tourism (October 2004)
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occupational analysis. An example of the DACUM is
shown below for the Occupation of Tour Guide: -

E1) - STEPS E2) - STEPS E3) - STEPS E4) - STEPS E5) - STEPS E6) - STEPS

TASK =
Take care of
tourists

Keep tourists’
data

Meet tourists
with

cheerfulness

Wear national
clothes when

meeting
tourists

Assure tourists
safety

Remind tourists
to keep
personal
luggage

Reply to
tourists
inquiries

E7) - STEPS E8) - STEPS E9) - STEPS E10) - STEPS E11) - STEPS

Inform tourists
of new

programs

Inform the
organization
of the lost

items

Deliver lost
items to the
authorities

Offer memorial
gifts to tourists

Keep in touch
with tourists
after the visit

Looking at the above table the shaded box with the
statement “Take care of Tourists” is the task.

In other words it’s the Element of Competence.

The eleven boxes with the headings E1) to E11) are the
steps required to perform the task.

Or, in true competency based training, they are the
performance criteria required to satisfy the industry
standard.

The training framework was built from the information in
the DACUM. Keep in mind that the DACUM was a
detailed analysis that listed the duties, tasks and steps
for the work to be performed for each occupation.

An investigation of the work performed for each
occupation discovered that duties fell into two major
categories. Some duties were common to all
occupations and some were unique to a particular
occupation. Examples of common duties are performing
administrative tasks, develop tourism industry
knowledge and use technology. An example of a
specialist duty is a plan for a tour that is unique to the
Tour Guiding occupation.

The framework evolved from this discovering that duties
for the occupations are common or specialised. As a
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result, the following framework was built that reflects the
work duties for each occupation: -

COMMON UNITS

1. TOUR GUIDE


