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1. “Pocket Monster Game” Model

— Can we implement HR information to educational
system?

2. Skill and Competency Standards @

B Perspective of Contents Standardli
— Can we adapt these standards to learning system?

3. Standards of HR semantic information model
B Perspective of Information Technology Standardli
— Can we make learning system be effective and assure?
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MONSTER PROFILE
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DISCUSSION ABOUT PROFILING

Q1: Is your system implemented a lot of information about HR
such as Poke-mon?
If it does not, how do you manage your learners?

You might know only learning responses, but not know
his/her learning result and performance.

Q2: Does your system indicate and predicate future status of
learner after he/she will learn?

If it does not, how do you promote your course without
assurance?

Your system may show educational objectives or learning
topics as abstract level, but not indicate elements of
objectives and these level.

What is “Education™?
We do only “deliver information” to “someone” whom we do

not know, don’t we?



STANDARD TYPE OF SKILL/ COMPETENCY

2 type of standards
Standard for Contents

Standard for Information Technology



STANDARD TYPE OF SKILL/ COMPETENCY

e Slar
—Educational Objectives Structure (ex. Educational Guideline)
—Career and job description (ex. O*NET)

—Basic level of expertise and skill description (ex. NWCET)
—Whole career and skill description (ex. SFIA. ITSS)
—Specific product or technology model (ex. Oracle master)
—Reference framework (ex. CWA15515)
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« Standard for Information Technology
—Competency description (ex. IEEE LTSC)
—Competency record data (ex. ISO-SC36 1SO19786)
—Competency record data description (ex. HR-XML competencies)
—Data exchange in specific operation (ex. HR-XML resume, assessment)
—Implementation of competency data (ex. RDF binding)

—Operation and evidence for competency information (ISO-SC36 CRM
competency)



ACTUAL USAGE OF SKILLS STANDARDS

*Not provide information form
=arrange sKill structure *Provide miscellaneous info.

. . . . sImpossible to understand
*Provide view points of skills

*Provide guideline of skills =

Not provide how to defining : ‘ ‘

and use
[

-
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Limited usage for individuals
‘Range of skills are depended on  .Not measure as organization

organization

. *Unstable career support
*Way of defining use are
depended on organization

=un-control of arrange & revision
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TRAINING AND SKILL MATURE
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SITUATION: INSPIRING COMPETENCY
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DISCUSSION ABOUT EDUCATIONAL CONTENTS

Q3: Does your system have skill dmhnnar\/ and mude!!ne of
skill upgradlng such as Pokemon??
If it does not, how do you decide educational objectives
and content design?
You might depend on SMEs, but not manage curriculum
design and course contents.

Q4: Does your system have a guideline of skill upgrading?
If it does not, how do you decide educational content, its
iInstruction and sequence?

You might depend on SMEs, but not manage course
design and sequence, and assure to skill-up.
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[

Is “Education”!?
We do only think about “teaching” not “learning”, don’t you?



STANDARD TYPE OF SKILL/ COMPETENCY

« Standard for Contents
—Career and job description (ex. O*NET)
—Basic level of expertise and skill description (ex. CompTIA. NWCET)
—Whole career and skill description(ex. SFIA, ITSS)
—Specific product or technology model (ex. Oracle master)
—Reference model (ex. CWA15505)

« Standard for Information Technology
—Competency description (ex. IEEE LTSC)
—Competency record data(ex. ISO-SC36 1SO19786)

—Competency record data description (ex. HR-XML
competencies)

—e-Portfolio specification (ex. IMS)

—Data exchange in specific operation (ex. HR-XML resume,
assessment)

—Operation and evidence for competency information (ISO-
SC36 CRM competency)



Information Entities and Relationship
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TYPOLOGY OF MODELING IN KSAOS

b1b. meta model

b1b-a. architecture b1b-b. operation
mods framework ; CRM

b2a. data form for object (Information Technology) b2b. function model for operation

b2a-1. information model
b2a-1a. relation | b2a-1b. processingp2a-1c. content

b2a-2. data model”¢-3 binding model
b2a-2a. relation | b2a-2b.

c. physical model

ndp2a-2c. content
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ANNOTATION FOR BOXES

Name of standard or draft }

[ Target object
HR-XML Competencies
KSAOs component +——
- data form - info/data /—[ Layer
relation n

Type ]




WHOLE ACTIVITIES ON KASOS MODELIN
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ORIGINAL EXAMPLE 1
Candidate |

Assessors

Competency

Evidence of a
competency

Assessing a
competency

Competency
Assessment report
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Reference: 36N1307



DEFINITION OF “INSTITUTION”

[Institution] defines the [Criteria] for the specific [Outcome(s)].
[Institution] defines the [Criteria] for the specified [Action(s)].
[Institution] defines the [Context(s)] for the [Action(s)].

[Institution] appoints the [Assessors].

Assessors




DEFINITION OF “CANDIDATE-OUTCOME”

[Candidate] performs the [Action(s)] in given [Context(s)] to achieve specific
[Outcome(s)].

Candidate \

Performs




DEFINITION OF “EVIDENCE-OUTCOME”

[Action(s)] generate [Evidence]
[Outcome(s)] generate [Evidence].

F

Generates

Generates




DEFINITION OF “ASSESSMENT”

[Assessors] compare [Evidence] with the [Criteria] to
Competence | produce the [Assessment Report].

1

Evaluates

Assessors

Perform
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SKILL/ COMPETENCY MGT. ARCHITECTURE

Skill/Competenc*
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KNOWLEDGE IN QUESTIONNAIRE

Skill/Competency

task scenario action
Reguired to Produce to
Result to
\ 4
intention actor outcome

Measured as

context acquisition evaluation




SKILL IN CASE STUDIES

Skill/Competency

Restrict _ Restrict _
> task > scenario > action
A
. Plan/ Perform/
Required to Control to Moni Dr|ve
Condtrain to
A 4
_ _ Produce
Intention actor > outcome

Recognize to

context acquisition evaluation




Human assessment in real WP

Skill/Competency

> task scenario —Prodio—p action
A
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outcome
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- result
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Career Level: Career standard

Specialty domain: el
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context setting| eImprovement their perform.
— Management Tech. Skill: . . : .
Business Skills : - Social Skills:

— Project Development SKill :

Technological Skill :
— +System requirement
analysis

) E: Prioritizing A: Setting B: Prioritizing
Layer 1:
-System requirement skill compg knowledge \ knowledge items

condition

Interview techniques

Requirements acquisition and :
D: Settlng regUIation skill Marketlng methods C: MOdlfylng
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Layer 2: Original knowledge knowledge items

&_ System analysis and
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Modeling methods

Statistical analysis
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Skill standard



Careerlevel: Career standard
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Skill/Competency Meta Model

Skill
Function
Processing
Function content
Prerequisite knowledge
Specified knowledge
Tool
Object
Process
Placement
Taxonomy
Position value
Performance condition
Criteria
Relation to sub factors

Specified Skill

Function Condition
Scenario
Qutcome

Context

Operation/job
Responsibility
Under condition
Restrict
Relation with other KSAOs




Level Meta Model

s/c_level

ttribution
—] grade

s/c_grade

ttribution
— grade_value grade value

alue_charactervalue character

lement
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— metrics:

s/c_metrics:

attribution
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Level Meta Model for ETSS - Instance
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CONCLUSION

1. “Pikka-chu” Game Model

— We try to do Modeling and implementation for HR related
information in order to make our education system effect and
assure.

2. Skill and Competency Standards

—  Profiling learner and modeling skill structure within information
technology are quite important for mutual understanding.

3. Standards of HR information model

— Education system and performance or career development can be
made relationship, then we can invest for education with
assurance.

4. Standards of HR information model for semantics

— Education system and performance in practice or career
development can be made relationship, then we can invest for
education and HR, and assign HR.

Changing the meaning of e-Learning



