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Abstract: The study focuses on the development and validation of competency model for the Tourism officers in the Philippines. It aims to 

identify the competency constructs of the profession aligned with Tourism Act 2009, based from literature review, document analysis and 

interview. The process is furthered by acquiring consensus from panel of experts for content validity and exploratory analysis from the 

result of initial questionnaire survey in order to come up with a measurement instrument of the competency model. The methodological 

aspects described in this paper will present both qualitative and quantitative approaches. Further research explores the assessment of the 

acquired competencies of tourism officers and the importance of interventions to address gap of competencies as perceived by local and 

provincial tourism officers. The study will utilize Anova, T-test and weighted mean through random sampling. Implications for future 

research and program enhancement will be discussed. 
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1. Introduction 

The competencies of managers in managing and marketing 

tourism destinations give competitive advantage to 

successful tourism destinations. Since according to 

Kunjiapua and Yasinb (2010), the source of competitive 

advantage for all organizations is competency.  Likewise, it 

was found in the study of Adeyinka-Ojo (2018) that the 

development and success of tourism and hospitality 

destinations is attributed in giving importance of a skilled 

workforce. The overwhelming success in the tourism 

industry has created a demand and an increasing rise of 

professionals in the field (Gupta, 2011). One way to remain 

competitive in the arena of globalization is to have an 

improvement of human capital through continuous learning 

and development (Kunjiapua and Yasinb, 2010) which was 

validated by the study of Pechlaner et. al. (2002) that skills 

development through training and continuing professional 

education could lead to the destinations‟ competitiveness and 

provision of quality tourism experiences. Qualified human 

capital is considered as the difference makers in the 

development of destinations (Andrades and Dimanche, 

2017). However, there are several issues facing the tourism 

and hospitality sector such as the need for new skill 

requirements in managing and marketing destinations. The 

global trend is indicating that there are only few talents to 

meet the growing experience economy by providing 

exceptional experience to guests (Adeyinka-Ojo, 2018). The 

demand for skilled and requirement for efficient workforce 

pose a threat to the competitiveness of the tourism industry 

in the future (Gupta, 2011). This is brought by inadequate 

professionalism among tourism management organizations 

(Pechlaner et. al., 2002) and the need for management skills 

(Foster et. al., 2010) because the growth of tourism will 

depend on overcoming skill shortages (Dwyer et.al, 2009). 

The shortage of qualified human capital as well as 

infrastructures to deliver the training and the lack of 

strategies in human capital development are the biggest 

HRM challenges that are faced by the sector (Gupta, 2011). 

Research from several literatures indicates that the role of 

destination managers created by National Tourism 

Organization is limited (Adeyinka-Ojo et.al., 2018), the 

governance of tourism destinations is unexplored (Guccio 

et.al., 2018) and remains a challenge (Islam et. al, 2017). 

Inadequate managerial skills for tourism development 

(Ayikoru et. al., 2015) and development of new 

competencies to meet global competition (Lemmetyinen et. 

al, 2009) continue to be concerns.   There is a perceived low 

skill in management of tourism organizations (Foster et. al., 

2010) and further study is needed regarding effects of 

employee knowledge and skills on service delivery (Ayikoru, 

2013). This is coming from the international travel trends 

wherein modern travelers tend to be more experienced 

having higher level of expectations compared with the 

previous generations (Michalkó et. al.). Based from the 

Department of Tourism Philippines, the Strategic Directions 

and Programs of the government include improving 

competitiveness and enhancing growth of the Filipino 

workforce as it promotes initiatives to embrace quality 

standards. This is in line with the ASEAN Integration‟s goals 

which are recognition of professional qualifications, human 

resource development and capacity building. These 

initiatives are the ways to fill the skills deficit brought by 

increasing demand of quality travel experiences. Alongside 

with this direction is the Human Resource Department Plan 

of the government that ensures a supply of highly competent 

and productive professionals in the field of tourism in a 

sustainable way. This can be achieved when there is a higher 

level of tourism public service in managing and marketing 

tourism destinations. As such, the Department of Tourism 

aims to establish a competency-based qualification for 

tourism officers, since according to Ms. Nelly Nita T. 

Dillera, the Director of the Office of Industry Manpower 

Development of the Department of Tourism, there is still no 
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competency-based standard for Tourism Officers in the 

destinations. Additionally, there is a lack of Model 

Competency Standard from the Tourism Industry 

International Labor Office (ILO) for tourism management of 

destinations, having only competency standards for tour 

operations, tour guiding, attractions and theme parks, travel 

services, visitor information services, meetings and 

conventions and tourism product development. The study 

aims to identify the competencies are required of Tourism 

Officer and develop a competency model. In order to answer 

the objectives, the study seeks to answer the following 

research questions: 

1. What competencies in terms of skill, knowledge and 

attitude aligned with Tourism Act 2009 (RA9593) are 

required of Tourism Officer? 

2. What are the methodological processes involved in 

developing an instrument to measure competencies of 

Tourism Officer? 

 

For further research, the study aims to answer the following 

questions: 

1. What is the demographic profile of respondents in terms 

of gender, educational attainment and length of service? 

3. How do respondents perceive their acquired level of 

competencies in terms of skill, knowledge and attitude 

aligned with Tourism Act 2009 (RA9593) as compared 

to the required level of competencies?  

4. Is there a significant difference in the acquired level of 

competencies when respondents are grouped according 

to their demographic profile?  

5. As perceived by respondents, what interventions are 

needed to address the difference between their acquired 

level of competencies and the required competencies? 

6. Is there a significant difference in the importance of 

interventions needed to address the difference between 

their acquired level of competencies and the required 

competencies when group according to their 

demographic profile?  

7. What programs are suggested to enhance the 

competency level of Tourism Officer?  

 

8. Literature Review 

 

2.1 Competency 

In order to achieve success in the organization in a 

competitive market, tourist destinations must be managed 

competently. A tourism destination is a combination of 

places, which serve as a storehouse of meanings, generating 

experiences and capturing value within a set of expectations 

(Snepenger et. al., 2007). In order for a tourism destination to 

be managed competently, managers must have high quality 

education, professional qualifications and competencies 

(Gupta, 2011). Gupta (2011) cited Drucker who defined 

competency when a manager meets significantly the goals 

and targets set by the organization specifically objectives of 

the department that he/she manages. Based from Drucker, 

the components of job competency are several characteristics 

of a person which includes skill, trait, knowledge, attitude, 

self-image or the role in the society. Likewise, Gupta (2011) 

cited Boyatzis, who defined competency as the 

characteristics of a person affecting superior work 

performance. In addition, Boyatzis mentioned that 

competency is the capability of a human person to deliver 

desired or expected results aligned with target goals of the 

department or organization whilst performing the expected 

work requirements. On the other hand, Petr and Beranek 

(n.d.) mentioned that managerial competency is a set of 

knowledge, skills, motivations, experience, beliefs, values, 

needs, attitudes and skills needed in order to perform 

activities and tasks.  Petr and Beranek (n.d.) cited Molnar 

and Spingl who mentioned that competency includes the 

manager‟s qualities such as character, ability of 

argumentation, communication skills, creativity, patience 

and competitiveness. Meanwhile, based from the study of 

Porvazník (n.d.) managerial competency should include be 

holistic such that knowledge, application and social 

intelligence are included.  A study about the positive effects 

and influence were found due to professional skills and 

attitude (Hwang & Lee, 2018).  

 

2.2. Importance of Competency Standard or Model 

Competency standards or model can be used in the context of 

the institution, industry or private sectors, the government 

(Philippines) and the region (ASEAN). Competency, in the 

context of ASEAN MRA, is a combination of the skill, 

knowledge and attitude that are needed to perform a task or 

job within an expected standard in a given work place. 

Meanwhile, competency standards pertain to the descriptions 

of the SKA (skills, knowledge and attitude) required to do a 

task/activity within a well-defined standard. Through a set of 

well-defined standards, competencies can be transferred and 

validated through trainings and assessment.   Competency 

Standards are useful for human resource functions such as 

the creation of Job Design and Job Descriptions of certain 

positions. With a well-defined competence standard, HR can 

conduct effective Performance Appraisal among workers. 

Likewise, a Selection Criteria can be established when 

competency standards are in place. Developing a competence 

framework for tourism officers is needed to establish a tool 

in making the connection between personnel selection, 

hiring, performance evaluation, compensation and 

development (Skorková, 2016). Moreover, competency 

standards are used for Career Path Development on an 

individual. The identification of Training Needs, 

development of Training Programs and Certification are also 

the uses of having competency standards. When these 

activities are all performed, HR serves as a strategic partner 

of any business adding value in the organization. For the 

tourism policy makers, an in depth identification of 

competencies can help in planning their path (Denicolai et. 

al., 2010). Competency Standards can increase customer 

satisfaction when employees know what are expected of 

them to do and deliver aligned with the business goals and 

objectives. Such for example in Russia, tourism development 

remains hindered despite potential for tourism because of 

lack of quality management in tourism (Andrades and  

Dimanche, 2017).  

 

2.3 Organization of Local Tourism Office and its Legal 

Framework 

In support of the tourism development of the country, the 

local government unit must establish a tourism office with 

staff responsible for the implementation of Tourism 

Development Plans. The Republic Act 7160 (Local 

Government code LGC of 1991) states that any local 

government unit may opt to create and staff any office when 

it is found necessary based on the financial capability and 
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service requirement of the local. Likewise, the Republic Act 

9593 or the Tourism Act 2009 stated that an LGU may 

appoint or assign a tourism officer permanent position as 

long as the province, city or municipality is an important or 

significant industry within the said locale. In order to 

consider the area as a significant tourism site, the locale must 

be identified by the DOT as a priority cluster indicated in 

NTDP 2011-2016. There should be a seal of Good Financial 

Management in the area which means that the area is 

business friendly.  Moreover, the place should have a 

minimum of 100 number of tourist arrivals every month 

(Tourism Guidebook for Local Government Units, nd., 

np.).The appointed tourism officer shall be delegated with 

powers, functions and services by the DOT in consultation 

with LGU in order to implement tourism plans, policies, 

projects and programs that are well coordinated, integrated 

and implemented.    

 

2.4 The Functions and Responsibilities of Tourism 

Officer from Tourism Act 2009 and the Duties and 

Powers of Tourism Officer from RA7160 Article 21 

Section 491 

The tourism officer shall be responsible for the following 

functions at the local level: “(1) Prepare, implement, 

coordinate, monitor and update local tourism development 

plans; (2) Ensure the proper enforcement of tourism 

standards, laws, rules and Regulations; (3) Submit regular 

reports on status of tourism plans and programs, tourist 

arrivals, employment, occupancy rates, investment and 

tourist products, among others, to the Department; and, (4) 

Coordinate   with   the   Department   and   its   attached  

agencies   and corporations in regard to the development and 

promotion of tourism in their locality. The   Department   of   

Tourism   may   issue   appropriate guidelines to prescribe 

other relevant qualifications that will guide the LGU in the 

selection and placement of tourism personnel in their 

locality.” (Tourism Act 2009) In addition to the functions of 

a tourism officer from Tourism Act 2009 (RA9593) the 

following are the Duties and Powers of Tourism Officer 

from RA 7160 Article 21 Section 491: “(1) Formulate and 

recommend protection and preservation of tourist 

destinations, and in carrying our activities to ensure the 

delivery of basic services and provision of adequate facilities 

related to tourism; (2) Conduct tourism campaigns and 

information drive for the promotion of tourist destinations in 

the city, municipality or province as a tourist destination; (3) 

Identify and develop potential areas as tourist destinations, 

and evaluate its possible economic, environmental, and 

social impacts to the local government units; and, (4) 

Promote people participation in development planning within 

the local government unit concerned. (RA7160 Article 21 

Section 491) 

 

2.5 Public Governance Competencies 

A competency model in the public sector by Skorková 

(2016) is primarily based from the study on „Destination 

Management Organizations in Destination Governance‟ 

wherein public competency consists of the ability of the 

manager to operate based on unstable political condition. 

This includes the three pillars of Holistic model of 

competence by Porvaznik namely knowledge of the 

professional ability, application skills and social maturity. 

The foundation of Skorkova‟s study is grounded from the 

Holistic model of competence by Porvaznik which 

emphasizes the need to measure and gauge managerial 

competence in a well-rounded approach. It aims to evaluate 

the three basic pillars of manager namely the knowledge of 

the professional ability, application skills and social 

maturity.  The objective of using the Holistic model theory in 

the study is to aid in the selection of qualified manager to do 

the job competently. Establishing the competency based 

standards for Tourism Officers grounded on Holistic theory 

ensures that managerial competency is holistic and 

measurable. In addition to these, public competencies consist 

of Task competence and Professional competence in subject 

area, administration, politics and ethics. The competencies in 

the public sector are as follow: Knowledge of professional 

ability, Application/Practical skills, Social maturity, Task 

competence and Professional competence in subject area, 

administration, politics and ethics.  

 

2.6 Employability skills framework in line with Public 

Governance Competencies 

Based from the study on „Destination Management 

Organizations in Destination Governance‟ wherein public 

competency and managerial competency are combined, the 

researcher identified where each employability skill in 

managing destination can be categorized. The skills coming 

from the study of Adeyinka-Ojo (2018) are categorized 

under the Public Governance competencies by Skorková 

(2016) such as Knowledge of professional ability, 

Application/Practical skills, Social maturity, Task 

competence and Professional competence. Soft skills needed 

in public governance include public responsibility, justice, 

solidarity and impartiality (Czernek, 2013). 

 

3. RESEARCH METHODS 

 

3.1 Research design 

The research is a mixed quantitative and qualitative - 

exploratory sequential design. It is a Qualitative research 

design since the mode of data analysis will undergo 

organization and coding of data, description and 

identification of theme, and interpretation and validation of 

findings (Creswell, 2012).  It is also a Quantitative research 

design since numerical data will be analyzed through 

statistical tool in order to answer the research questions. 

Moreover, the research is an exploratory sequential design 

where the study will start with qualitative data collection and 

analysis which will follow a quantitative data collection and 

analysis, which will lead to interpretations (Creswell, 2012). 

There will be five phases in the study: (1) Design phase 

which aims to identify the need for study, (2) Development 

phase which aims to identify constructs for Tourism 

Officer‟s competencies required to perform functions from 

Tourism Act 2009 from the literature and perceptions of 

Tourism Officers and Department of Tourism Regional 

Office, (3) Preparation phase which aims to develop the lists 

of competencies required for TOs aligned with Tourism Act 

2009, (4) Validation phase which aims to validate the 

competency requirements, and (5) Actual Study which aims 

to identify the level of competencies as perceived by the TO,  

significant difference in the ratings based on the required 

competency, and level of importance of interventions to 

enhance competencies as perceived by TO.  
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Phase Objective Approach Analysis 

Design 

Phase 

Identification of the need 

for study 

Qualitative 

 

Interview with DOT 

- Director of 

Human Resource 

Department  

Devel

opmen

t Phase 

To identify constructs for 

Tourism Officer‟s 

competencies required to 

perform functions from 

Tourism Act 2009 from the 

literature and perceptions 

of Tourism Officers and 

Department of Tourism 

Regional Office 

Qualitative 

Document analysis:   

Adeyinka-Ojo (2018) on 

Employability Skills 

Framework and Skorková 

(2016) on Competency on 

public governance; 

Regional Model 

Competency Standard from 

the Tourism Industry 

International Labor Office 

(ILO) 

 

Frequency matrix 

table 

Prepar

a-tion 

Phase 

To develop the lists of 

competencies required for 

TOs aligned with Tourism 

Act 2009 

Qualitative   

1.Document analysis  

2. High performing TOs 

interviews 

3. DOT Regional Office 

interview 

Table of 

competencies 

through 

competency 

mapping 

Valida

- 

dation 

Phase 

To validate the competency 

requirements 

Qualitative 

Validation from panel of 

experts (DOT Planning 

Department, Tourism 

Planning and Development 

academician, as well as a 

Travel agency owner) 

 

Instrument 

validation and 

reliability test SPSS 

Software (Statistical 

Package for Social 

Science version 22)  

 

Pilot study 

Exploratory 

analysis 

Mode of Analysis 

Imple- 

menta- 

tion 

Phase 

- To identify the level of 

competencies as perceived 

by the TO 

- To identify the level of 

importance of interventions 

to enhance competencies as 

perceived by TO 

Quantitative  

Survey using questionnaire 

 

 

 

-Data analysis 

(Mean) 

 

Actual 

Study 

- To identify any 

significant difference in the 

ratings based on the 

required competency 

- To identify any 

significant difference in the 

level of competencies 

based on the required 

competency when grouped 

according to demographic 

profile 

- To identify any 

significant difference in the 

importance of interventions 

to enhance competencies as 

perceived by TOs when 

grouped according to their 

demographic profile  

 

Quantitative  

Survey using questionnaire 

-Data analysis (T-

test, Anova) 

 

Table 1. Operational Research Framework for the Study 

 

Table 1 shows the operational research framework for the 

study. The phases of the study were adapted from the study 

of Suhairom et. al. (2014) on “The development of 

competency model and instrument for competency 

measurement: The research methods”. 

 

3.2 Research Phases  

 

3.2.1 Design Phase 

Interview with the Director of the Office of Industry 

Manpower Development of the Department of Tourism and 

professor in Tourism planning and development has been 

carried out to explore the issues and challenges related to the 

current study during the design phase. This is an initial 

attempt to explore issues in the Human Resource Department 

of the Philippine Tourism Industry in order to strengthen the 

research background and problem as well as to support the 

identification of research purposes and targeted sample. 

 

3.2.2 Development Phase 

Document analysis aim at identifying the list of 

competencies in establishing the draft survey questionnaire.  

The said document analysis shall start with the literature 

exploration to gather data on the list of competencies related 

to tourism officer.  Several literatures used in identifying the 

competencies are from the study of Adeyinka-Ojo (2018) on 

Employability Skills Framework and Skorková (2016) on 

Competency on public governance. The documents that were 

reviewed are the Handbook of the Regional Model 

Competency Standard from the Tourism Industry 

International Labor Office (ILO). The gathered frameworks 

are anchored with Tourism Act 2009 (RA9593) to generate 

the required competencies of Tourism Officers. Through an 

extensive document analysis and competency mapping, a 

semi-structured interview questions with the initial list of 

competencies coming from journals will be established.  

 

3.2.3 Preparation Phase 

A semi-structured interviews with the selected local and 

provincial tourism officers as key informant will be 

conducted in order to further identify competencies and 

practices. Respondents or interviewees will be selected 

through purposive sampling. The set criteria which will serve 

as a basis for selection of key informants are destination 

officers in the local and provincial areas of the country. They 

are those tourism officers who manage destinations 

competitively. One local tourism officer from Region IV, 

one provincial tourism officer from Region III and one 

provincial tourism officer from Region IV will be 

interviewed. A representative from the Department of 

Tourism, Regional Tourism Office shall also be interviewed. 

The interviews will cover the major work responsibilities 

such as the duties and tasks of a Tourism Officers guided by 

the semi-structured interview questions from several 

literatures. It shall also include the requisite knowledge, 

skills and abilities in line with Tourism Act 2009 (RA9593) 

and Competency Framework from ILO; and detailed 

instances of competency-related behavior aligned with 

Employability Skills Framework and Competency on public 

governance. The aim of these interviews is to identify the 

competencies based from Knowledge of professional ability, 

Application/Practical skills, Social maturity, Task 

competence and Professional competence (Competency on 

public governance). 

 

3.2.4 Validation Phase 

The result of the interview from the key informants will be 

consolidated which will lead to the development of a draft 

self-construct questionnaire. The process in the validation 

phase is furthered by acquiring consensus from the experts 

specifically a Tourism Planning and Development 

academician, a Tourism Planning and Development Head of 

the Philippines and a Travel agency services owner and 

manager, for content validity of the questionnaire. The 

validated self-construct survey questionnaire of the required 

competencies, will then be deployed for pilot study to 20 

tourism officers in the country through email. The result of 

the pilot study shall undergo exploratory analysis which shall 

lead to the categorization and establishing constructs and 

dimensions of the competencies of tourism officers. 

 

3.2.5 Implementation Phase 

The final questionnaire with the identified constructs of 

competencies shall be deployed to the local and provincial 

tourism officers in order to have self-evaluation of their 

acquired competencies. 
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3.2.6 The process will enable the researcher to know the gap 

between the acquired and required competencies, and when 

grouped according to their demographic profile and the gap 

of the perceived interventions to address the gap when 

grouped according to their profile. Likewise, through the 

data analysis the remaining research questions of the study 

shall be answered. 

 

3.3 Data Analysis 

Based from the database given by the Department of 

Tourism, there is a total of 188 local Tourism officers in 

municipalities and cities, 67 Tourism officers in the 

Province. Exploratory analysis shall initially be deployed 

from the result of the Pilot study among 20 tourism officers. 

This shall lead to the development of the final questionnaire. 

To answer the research question on the perceived acquired 

level of competencies in terms of skill, knowledge and 

attitude as compared to the required level of competencies, a 

four (4) point Likert scale and Mean will be used.  Mean will 

be used to get the sum of the deviations of all measurements 

on the extent of competencies and importance. Please see 

below range and verbal interpretation respectively:  

 

RANGE                  VERBAL INTERPRETATION  

1.00 – 1.74              Not extensive    Not important 

1.75 – 2.49              Extensive to some extent Important to 

some extent 

2.50 – 3.24              Moderately extensive   Moderately 

important 

3.25 – 4.00              Highly extensive  Highly important 

 

To identify if there is a significant difference in the acquired 

level of competencies and the required level of competencies 

in terms of skill, knowledge and attitude when respondents 

are grouped according to their demographic profile, T test for 

independent samples will be used. To know if there is there a 

significant difference in the importance of interventions 

needed to address the difference between their acquired level 

of competencies and the required competencies when group 

according to their demographic profile, the analysis of 

variance or Anova will be used. ANOVA is used in 

comparing or testing three or more group means for 

statistical significance. 

 

9. CONCLUSION 

A competitive destination requires competency by tourism 

officers in managing destinations. Competency is a set of 

skills, knowledge and attitude required to perform a task. A 

set of competencies is significant in performing duties and 

responsibilities, which if established, may be found 

necessary to perform the functions of a Tourism officer. The 

study describes the research methodology involved in 

developing and validating a competency model for tourism 

officers as well as instrument for measuring their level of 

competencies. The research is an exploratory sequential 

design where the studadey will start with qualitative data 

collection and analysis which will follow a quantitative data 

collection and analysis, leading to interpretations.  
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