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The Experience and Implication of Competency
Modeling Conducted by the Federal Government of
the United States

Lung-Sheng Lee*
Abstract

In Taiwan, when a government agency or a competent authority in charge of relevant
industries intends to apply for adding a national examination category for public
servants or professional and technical personnel, it is necessary to draft and submit
core competencies of the category to the Ministry of Examination (MOEX) for review.
From 2011 to 2013, the MOEX invited 26 government agencies and competent
authorities to jointly develop the competency indicators for 178 categories, and it is
now reviewing the degree of compatibility of these competency indicators with current
examination categories. Competency assessment originated in the United States. Both
the US Office of Personnel Management (OPM) and the US Department of Labor
(DOL) have experience- building large-scale competency models, which Taiwan can
reference when reviewing its competency indicators. Therefore, the purpose of this
article is to introduce the competency modeling processes of the OPM and the DOL,
compare the two sets of competency modeling processes and outcomes by employing
literature review, and draw implications for Taiwan. The following implications are
drawn: (1) The competency modeling for civil servants needs to be collaboratively
promoted by cross-government agencies but the civil service administration agency
should be responsible for it; (2) The competency modeling for civil servants and
professional and technical personnel should produce more multi-purpose competency
models; (3) The competency modeling processes should be refined and well planned,
and (4) Existing competency models and modeling experience in Taiwan should be also

taken into account.

Keywords: national examination, competency model, competency modeling,

competency assessment, federal government of the United States
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HEF I EHABER SR 7 A ABERER SR (BEAFBAES
sl ) BAEEFIRE KR in A BHCEES S (ARERAEEH) WA » &KH
NARBH B R GE TR M #7754 800 FEEHUSARE - FASLEY 19 XA - B
TN ES G B S R PR S BE  HA e FH A\ R e B R B SR - FERE
HAEAZ OEE - TIFNES X555 B % - MEITEHIRCE KRl A By
FVE T E PR AR E e (HVESE ) TEERAEE Y S IRCE KR
AN BEFF - FEFR Y S TEE KRdin N BB 5 EHFRRKERHE T - A0S T $heEHiE
Fyfol 7y B TRZOBREE Ryfe] 7 ) 55 o AH)EESR - IR F R VB MR B A A AL S AL
(competency-based assessment) TR TAF KT A THIIES A RE IETAS - TAF
FOR BT ATRAE Y (competency model) H15UE - BREEIEA R BG4 A RETF Ry
B2 E B A Y URESR -

FREZ B 7L 2011 45 4 HFESE 2013 48 12 AR #1526 {EH A SE
ETRRER - ILESER T 178 BRI REfa AR B R s AT - (HEZ LR EE A T
{ESEREZS B\ » Sl 2 R E - BUSTH H NS SE B s
JRHRREFE AR S NIk RE BB A - KA & B T & Bl R BB IP Tt (55
HEE > 2021 ) - BURECE B HVinET B2 EBIMEFT R - SRR NERETIN & E] R -
SE PR RIS - BAEEUEE A s A EHREIF R B - SRR FSEUR A
HEME(U.S. Office of Personnel Management, OPM) F1258hE; (U.S. Department
of Labor, DOL) #\A KAERRAEREAYEE (HIRAE 225/ competency modeling ) fY
KB ERREIAE AN B KB BREEEIE S - Gt ASCHAVIE/ M 4835
NEEH G5 B es EEA s (FEAEFEEAER) » DURFR T A=

SHEHTR ©
= - R UEERSE - BrEtEi ERae R ?

1970 FA ERE [ KEZHFZFI McBer 2\ 5] &l#E A David McClelland (1973)
FFE TEEREENV RS " ZOHEBREEMIEE T 4 - McClelland fRIZRHSTIETH
Fi5 R A ER i M e RO R sk P A Mt v A R I ER Al =3 (H e D BE TEUHI B Y
M TAE R 48580 Wids HH TAE R 2 S0P i e R TR A 2 e 1 B ik A
(competency) HYRFEMITTFy (Vazirani, 2010) - 2 1% » BAE 52 FITH FL8 BRI B0 2 (U
[ ~ W9EEAEEfE » McClelland HYEmBLE] B A8~ 20 - ~FETH A DIRKEREE
B R AN SR 5~ Jll - (BB &R ar B AR A TR E] ~ 5l%k
(BRI ~ ERUEH  FHE  BUE (TR ) SIRET 2 RV ILiEEES -

— ~ BEATRAET REREERERY - HIMHIRE S REUF S

JRSEAETEER - BRAEHH, FH“competence” (#7Hf%“competences”) — 5Kt T#
BRSSO BRI R - BRAE 0E 22 R I AES: ~ BRAR - BRSSO
DL 51 3 56 P BORBEAE Z AU A RE (ability) = fE35E] - BRAEECH H
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“competency” ({HE#(Fy “competencies”) —ga|sKFETH O I 73 HH G000 Bk B4R A
i) B EH YT AR5 E (characteristics) » #Aa]E5ERT » “competence” F1 “competency”
#hE B AN TR A RE - (E 2 LR “competence” BRFEEALETT LIEAH
AT - BB IIREER ; SEEIRY “competency” 553 B HENIHE R AVERA > 2
N EATFHUA - A2 F] 1990 4K altsE Wit Y A HY 2= SRS | (de Beeck
& Hondeghem, 2009)

2S5 H - BAERY S E R R FAEEEC REVNE » Bfs—8HFE T
f el IR T /RPN, (knowledge, K) ~ 1785 (skill, S) ~ A BE (ability,
A) S EHARE (other characteristic, O) —KSAO » KSAO B ERUT -

LA (K)

HHBHVENR > AE EE 2AESNEE - FHEER > TR
& AT 2 8GR A B TAE SRR -
258 (S)
A E ~ B SEYIFTETIFE) - OB LAV IEEdE
&l - RS TEREE NS 2 SR -
348 (A)
re i FAERARYRIER (K) ~ 528 (OMEMFHZ (0) > IR ILIE
WIReZ JIBIIT Ry 28 N BRI R A B M -

4 HMFHE (O)

Al KSA 7 4 NEik Bl S B i [a N FEORI PR 1 - B8 (HRPRIY) Af&
FE - BRELE - B8 E - B8 EEMEHS -

1 bl KSAO o » KSA E b B KLLZKE EAYEE A7 » O 2 /KLILZKHE
YRSy 5 H A M2 KSO HYSRE TE ARG R - ERERAlAR (RIE
1) -FHFZEIECRCFA e RS G TTENEE - (0 Hpre R E A &S 150
EEF EEA AR R X EFE 454 (national qualifications framework, NQF) »
HhHHECEEBENECNEFEZ2RE (European Qualifications Framework, EQF) 1 »
BUCERAVEFGE TR LR - R RIR B E 3 = KM - B " ZE8A
F | (responsibility and autonomy) {#{552%EE 5 + H A F# A FIREFAEAY A AE
(ability) - R[] - EQF A BEFE Ry B HIs B BE V] - A RE RS LIF A
@ EAARE R E £ TEVREE RS o M LIEAE (role) ~ Bk (duty) ~ (£75
(task) FORKBERH (VIR GIAIE 2 Frw -

1 KSAO REFISRHIH S E
"""" o
Ak (K) -

RAE (S) HHE (A) 9 %
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2 TEAT - BR -~ EHNBRERIB A5
® At YIRS ER

® JHE— 4
® (EF—tmdiH/KE
® IHmE—— e A H A S

OPM (2021b) RHIAEE 7 F 8 A RIIETT TAEA T (BIBSETIRE ) ATRRHUHL
BE ~ HIEK ~ AR ~ 1T RAIEARH Y A SEE 2 o —RRIREE S E SRR E TP ey
TARLRATTRAVERFIAIAEACRES) (AR ~ ABRAETT) » So— Tl > il
RERIE Ry B A > N E TS st BHAME TIFE£51 (A1 LHE ) B HYRFE R
REZEOK ° OPM (2021a) 8 Ry (LR MIIAE I H L BURT S TR o Je 3R D S A
EEEN AT ISR LR (A & IRBORHE P &Rl ~ 80
B TRUERRE - FIEBHAET AJIRE ~ BUENGTEH -

&E LA - B THEFAIRAE Y REREIR G - IHPHIRAE 4 RECEMHRRARY A JAR ST -
SlISRELEE I ~ THERBIEEE « (LA BT S BORE B A a b o i

= - BEEBUREEMEE B TAURIE - iSRRI

A LAY (competency model) /& A B TIE &M TR B ERN &S
(Society for Human Resource Management [SHRM], 2021) » A5t 655 Bk AEZLAE
(competency framework) « 48 B8 747 52 AR AE RS AT By A BT 77 (AI9H S
fir) BEEZ N BEREE - BUERENSESEHEN THRETEE AR - Campion %
(2019) #5HiRFAH SRR HEEE Ry B TIT R e e iE A0 R EEDIRE 2 — « B HM
TAF&RBHE (job description) HEZAFIRKEEREAIAE(L - il & TAF TAF F ALt
(T - (EEREAE Y2 T/F ERrRRaE Uiy — R =2 - AU AN 23R B T1E T/Ff
fir BN RIEA RERC AV EARETT £y (Valamis, 2021) -

FRRERB AN AT EAR =X - 4 Valamis (2021) B S RREEIA I S (2 E#5HY SHRM
MAEREAL CREAIN AJTEIRESE N B4  SHRM ZHEH 778 165 {#EI%5 3L 30
ZEUNNEREETEGENEBRAERERRS ) hIHF 9 THEE > &
THERRE SR 1 PR SEZEER - 32 1 2/0F MYI=EESERE - (DEREEFYIU(E
TLREZAE KSAO » {HEH KSAO 4 & HVIEE R 2 alsFERVENE » FrliER 1
HY T 1T Ry ) t5 B LRAEEHAVITE) » JREIEL TEBRYA #E - ()%= 1 5 Koy
JglF » HIgHiEE 2 EIRE Ry 5-9 (Bl magic number 7—7+2) {iE » 141 SHRM
TRAE Y FP YRR RE B E 2 L[ - (3)SHRM BRAERAY Sh Y BH SR T fy B AR s k4R
NG MIRPEEERRESAE -

BREE AR HAVA 2 il > ERAAMRZORATA B ToVHEEF 2 &
RRESTEMT RoHIRZREE (core competency) fHAL - EIRFFE TIFAE (UIEE
AR &) BHEERE J1BT RV THEERRAE (functional competency) 54 ~ 52 35 F A
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B LR A B SHERE BT & (T R TR EE M AR £ — TR ) HYHE
JikgE (leadership competency) fEAY (Avilar Team, 2021; Valamis, 2021) - Centranum
Group (2019) H FH &5 R e SN I RE 5 4 55 W {1 [ &8 21 70 Bk e AR AL R A 4 ] 3
Firm + RO OO B RE R AR AR 45 e 8 A A I sE RS A ED AT 8 T 2R - Dk
IRRE A AR SR (B FRE RS Sy T IR - HERAEHALE RS
FEERES S E IR AR (RAY S TV 2R -

% 1 SHRM RRgEfRA h SRR E RS R

- s B 2 fl
" & TRE 4T ANTTE TR
¥ OB FRAEAERREE T AVIRREREEE ()

KHRAE SERREREE T Y KSAO Z#HyNEFEE Bl SRS MRS E
RERY—HRy - LUEIHRERY SN2 A KIBRERT S
&Ry E—fEiREAE

BRETTR PR LFEZEEANBRT IIEATEN 2 SIEMAE S BEE SR
RH T TRy Sl B (FL AR

PGB 1E 4 (ERUEESR ()80 Ta - BRI EESD £ S EFER
FOES gl A5 e 2 SUSOABEAYIANE ~ WUITIEIT R REVITIE (R8O

ZORLSIE  SHRM, 2016 -
3 NFARRERE ARSI M A sE AR M 2 E AL

= A EECR IS ]
T ® ZJEiRHERAERA | @ ZFA il sk
e | & EEESIT LIEEE A eI IRAE

1

e v I

E% ® (E{EAIBAEHE ® TSR AR

l ® 2L RERTY {ir BRAE

© 1 I

ZoRikIE « Centranum Group, 2019, p. 8.

BBRERA T AERABL 6 48 A e B 1 BRE A B AR RE AR E B P e
& (Monang et al., 2016) - " #f% | (modeling) EHESGHEEIEA - FAIFTERS
B0 LU - B - B8 BEEES o FRLL > BEEEME (competency
modeling) EFEMAEARIAVEE - FEE TIEMA ERRIIECERTT KSAO M3
io ~ EFRPIEIR > TR E R RIN R A R - BRAE RS IR B2 IAE
TR o BRAERITE ANA S8~ & ~ JI I (BB (E AT &R AL dn AR AT
# -~ Fllek/ SRE B ~ SEH - s - B - ERATHES) BURBE S
BEATAR Bt RS E A A G LR E S | s - ol
T IESFRRAE AT HUM 26— T B RHEA - BB ZR TIEE (expert worker) EEHEA,
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BT AN FEREAE MR T A UE Z At Py AR - 118 e ARV A RUT A AE e
B TAEE MW AT TV IR K T FTRRHY KSAO - BeE I B/ A
GRS (B ERREBE A B RRVERINEE ) fURB TIEEEN
ZEZZ (subject matter expert, SME) - {H A AE H 8 LB HYIIA LR AR EF A
SR (FEFE ~ FFER > 2011) -

&r_EATal - BEEIE IR AN B THVINE > R R DI R RS - FR IR
KA Bk AR Y B A

A EBAFEHF (OPM) BEEEAREHET (MOSAIC)
EXSiprye

OPM f£ 1990 SEAATHAE] 2000 SFEACHTHA 10 5 > Sef&HEFT T /N TFLEUE
ARt bse (BIERSE AT ) > BB E o I E Bk B 7d (MOSAIC -
multipurpose occupational systems analysis inventory—closed-ended/ £fEA= 2 F ik
R R AT D) 28 - B EEEEA - BE TSR EH A E ALY TiE
5187 (job analysis) ;£ o FETHERRIFGEERBAAIT (Rodriguez et al., 2002) :

LA SRR AL

AL B H VAL ST S BB S g H &R S BB RE AL A5 5 B - SRk 2 8
FULEEER SR » EE2 R TAE AT e S0 - -Z IEF AR A EA B AR (R
FEME AR G TAEEK > SRS ARAES P I S & AT LAERR IR B
F o APRETIIRAYATA KSA (KIS - BREBLARE ) ~ BREMI(ER A ANAR{E
B > P AL R s o M E HH [RIRBHSE h A SRS T AR AT RR e B
IS AN > YIRE4E SME sy R IGE & e (PILIfE s S8
PR 77 EREE AR EHERHETAY 10,000 {E{EERT 500 {[ KSA - &£
LB AR 170 (BEHAD 31 (HEREE ) - 1F Rt &Ry HERES -

2B ER

AL B H VAR BE RS I RE AT F 70 Y B R DARRE PR & T A B R
MR FI AT ERIREN R & F R AUAMECR - N ERR - ERE
7y R ER A BB EEEA - Bl ETBUIESE T ERRA B
KERS BB CEIF IRV E R _EaviEs > KB A IR S e 8 T
SERTh Z VR E RUETTEY Y « ARV E R & RAIRVRREERT B R
HEME (HRSEATTEREE) ~ AFTER (SRS ) « #E5IE
B (AREENSSUERE) MElRTEK (ARBESRRE) - e EHE
BERPEREACERT ] (HRSEANEREN) (VER - Bfl52 - £
BEEAITTIECH 119 (ElSE A b By B TE R & IR TR (0-
T 1B E A 2BE R e SE/NEREZS R  BEEER
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P (1-AEE > oo SBRET) ~ BRAEISRTE K (1-HERRIIS > --ooee > 4-
AHE /JEEEARTAE ) BN EEER G  EFEENE (0723
170 e SHMEERR) ~ BREEEEME (1-AFHE > - SHREZE) ~ BAE
FEAFTRFAYESR (1-AFFE > e 0 40 H - RIQARRRERY ASEAFE TR
EnlleirnihEG )  BeefeEE (1gEE > - SHmEE) - B
pEsleRFR R (1-EFREINGR > oo > 4K /IEREEATLE) -

3 AR TA SRR
A5 5 A 5 5 LT A A T B - DR A (£ T 88

B AL BB A TR MR O — AT O BT (75

SRS RIE L E ST R PIA FIRE— AR MRS T (T

TR T SR oA R ) - I AR A SR ok

S -

4 SHERTRAE AL LR

A48 B O SRR HUBRBEATFESS (benchmark » SURBHEE ) SURSHE
4 (8L A DAL R BT E TR A, - (BT AL ot
FlsES CIGFIE—AERY) RFTRRE (BT AE(T5) - Bl
7 BRI R | SRTRESTE B3 - (SENEER ;
RSB © B A SERLUE A A - BRSPS, © fik
— (B RS L e L A o S A 2 e R o e
BB TAE Y 2 (R TR 5 BRI B L BE 2 G5 R 2 7 it
TR ABR S B A 5 | G B LR SAT TR
BRI © MRS TR ESE (7 Bl - g B ARE AR T
A DL I R B ¢ SRR R ML DL 53— 0 1% U
B ) o oo o 55 5 G (RAETIRTEIRIELA 5 | HORE SR A ¢ B
SHEE B ERRAIE R E 53] (17t - e i )
SERRHL RIS © 1A BH R RS AT GO TR ) -

BRAEREE R AT SME —2 50 + LERETPIRE SRS TR
ETE S AN N TR HTEIRFAEAETY - SRS % © SME /L
BB S BRI Rt - 240 SME /N B HEHHE T Bt (T
SR AR DR RS54 3 BT B 53— AR -/ N3 53 0 PSR
B E & T DI R R e e Rt R B A P
DR AR P53 OB -

DL FS 3 v TR (SIS oA ORISR T AR ARy LB R 2 pa AR
(DEFE T —H LA (FEGR I —ETIE) > e iR R
Q)—REBREZEER (FHFERIMEHMESR - WEETL T fEHCEEER
figeeee ) BRI ~ (RGO RIE Sl 20 L (s ADEREES ) - TR Q)SFE R
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W TAEZ A L ENREERIERS (EaHIMHE AL ) » mTEs TRt ; ()EE
et A T EREHISIRET (WIHEEABIE T - JISRFR KA ) 194%E (#4570
RIS IREI S HEER > RMEEE)  (Rodriguez et al., 2002)

KDL BR g AR Y EE T BB oy TR R B iR e i B T R
TEHAE - AT R R E RS T AT DA R B E 0 B SRR RE A (75 -
FIEEENERE RS (FlA0 - P BRI CE R A 59,997 HIHEH » B3
FTEURE R ER 46,880 24 ) » Ry SIEME S B (AH4aR) A R SnviE
T o B S RCE S BV AR BT - #RRIR A T A H T EREEY - (EAE
SHERENTFENY - HFHE T/ERE T (Rodriguez et al., 2002) ©

TERREE AR LY TAERS - (RERFIBEE 3T (cluster analysis) &zt ARIE
BekAE B ZE MR o AU DR R A T TR - KBTI e A R R (L I MRS T F 2 RV K
RE TSR AR DI — RS 5 | - 45 5 2 FVAHIRRAE © B2 Z IR B (AnpsE SRR Al i)
HIRZ OBk RE DU BEE Hh AR DGR B 2B N RE (U TBUREE ) AV L BREE -
{5 FHRCERTEE - WIBREEE T 2 AR RE AN AL 22 ik T e s T2 AR GRS - 1 PR
Ry EBE R R E LA TREAVRA - B —BEE B840 LB B THIEE Y
Bt - Al a] B H AR AE A B A %S (occupational profile) - B AE fH Y, 7] £
SH—ENRER A (FIOAFT/ EfE4) ~ 4l - £2F/2f24%) (Rodriguez et
al., 2002) -

1 F T BRI ER R A ARG SRR &R > OPM Gt T MIMEH
B CRCEERMEIRE 240 AT ERFEE AN BFEEE T ER HE ATE R SET
JLE (# R HY HR Manager - DLt & T8 £ B8O 3% & T. 2L 69 USACareers
(Rodriguez et al., 2002) o [fij OPM {90 ER Al o] Al SRR A 0y BE — 2 25 (1
BRETR L TAE S PTRIBRBE AR 7S - IRBSTH B BfE © ()T ERE RS2
5 QHEERETBARMEE N 2 R EU LN SR ETE DU QREBE
AR RN E R M RIS SR 22 5B - OPM HER (LR AE 22 1E / B 15347 Ak
5 o (RS RESRETE 4R BB THEMRI#TE K (OPM, 2021b)

OPM Jj& 2021 4 4 H#Am 7 " WFS AN JIBKAE1E 5% 1 (Federal Workforce
Competency Initiative, FWCI) » Z{Esk /2 — (& A F R EFT R e ERVE = -
H O E SR BUN R S A I EAVEEIATEE » B LIERGT - 5 - B -
SRVEH - YIS ER R - ETEEE R A T ENC&ER TR HEERPEH
10 494 S AVRREERBY - th R EFAE COVID-19 fEERVESE (MRS SR
B TAER R T E RE ) - FWCI 53 B S{EFE B Sk © (R — P B B — RRTAE
IR SE — MREBRRE BT - (ERETR IS Bl & Bk BT R TR RE B (% « S5 — PR mL
R FREURTTAE 350 25 (EHE - FEM U BRI B TR T8 - fiE
FrsZ & 2 fryll o A ARG TR 30-60 778 > MG 2021 4 3
AIE ~ 4 Hl3&e1£4Y 3-4 EAEUL (Ogrysko, 2021; OPM, 2021a) > 7RE[] FWCI
HRIEEE T > BoARA R AR -
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*2 FWCIHERREENEE

Bog BT *E

Lk =& HEARELIFTE R EEAGRHETHEN  OHEE
BEIEE R

2.JEkAE FLETH LIERFREAER > BiE R T8 T TIERTFRIRAER >

3EH FLH LIRS TEVER Ry BiE B T LR s AT ar oy

45 HEG EHS (ks i) EEHE S (0rEh] - =R

LRIFE © OPM, 2021a.

2 ~ EEZHEHVBREEEEEE AT (Building Blocks
Model) ZEf&E

FE BB F B 2 K46 (U.S. Department of Labor, Employment and
Training Administration, ETA) & BIAY—UEU%)E (CareerOneStop) a5 » HE
HIREEFAIZZ AT (Competency Model Clearinghouse, CMC) 4@k » & 5 1F 5H]
RAREFE A EE - BEMEHZ AT Z% - BREANTIHE - ETA RIZEER
P — L 17h ] 5 e A0 45 55 B 457 B A SR AR T i 7 HY AR A Rl i e Y Bl AR
Y < ETE TAERY BAR (R T MBS M E A 2SR I AT R AR
AU RESH A RIREE (CareerOneStop, 2021) ©

TR AE IS ARG EE S RE TR AE = F[F] A 52 - BREf (career cluster) 2 H 53
Mz —dHBCEME T e 2 SH e S IREE Al A — 2D 4l 7y Fy 2-8 {EIBREAERS (career
pathway) o FEEFAZE 3 B RE A A B0 H Y AR B A ROl ke - (ERIEHYES TR
1 - BEFRRERE G HAR - SRR - sE NI ERAR ASE h aYSRAE IR LA
JeaHdi 2 SRR AR R o e SE MR AU RIS R A B 8 S P AR RS » TN 158
BEIEGEATEREA » IRIL - BRAE ARG o] —#EfE ] o IR AE AL RIRE TR
(skill standard) Wi &0 & E IS P HUS TR AR, - FREFIA#E - {HAE
RS TERTRRAE )] (BUEE ) AV » MR AY RIS T N E 4R - ETA X Ff3k
FERRREAE A M IRRE JIAREAY IR A - (R e RRE I M S R ~ R2EHE » DA
MR BRI A - WIEE(EAJE FAYFRK » M ETA Hi &AL
AN ARG RN &R - THEAE R M H R A Eigiar EE
(CareerOneStop, 2021) °

ETA HYRRE B ERIE RIS (Building Blocks Model) HYZE1 - A& 4 AT -
2 PR LU LG <5 B T T H IO S M S T A ) T T AR A B SR ~ B2l IR
SHIREERVERE | o F— @ DI RR BT O AR HYRRE ~ RIS RERVIE AR
GHRY - TEIEAURYESHE - BRAE S R B EESE - B AT EAVERAE R T
TEFEERIBCE « ([Hi2 » ZEIP LA ER R EEHIIET - IFEfeFEEERaELh
HMBREFEAEE - CMC ‘P& EXBeeEAEE AR - DIEHRSBRERA
BRI E FAAH BRI RESE{T & (CareerOneStop, 2021) -
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4 BRAEIAVHIRRAIERE

Bk24HE (occupational related)
%9 E—EHEE
% 8 R ECK
% 7 E— R ERE RO AE
% 6 JE— IR BB IR AE
EESEMHRE (industry related)
% 5 JB—E IR
% 4 JB--E R SR
FEHE (foundational)
%3 [
4 2 JE— B A
%1 JB—E A HERAE

I/} ///

BRI IE © CareerOneStop, 2021.

ETA BIEIREAEM 2RES N SIFTRAERARAIREE - ¥ CMC 1y
22 fEZE AT TR ~ 07 ~ BRsdfl 2014 Kz 2017 R REET - bR
T hR LB 22 (EEERAEEA 4N CMC gt —(E G 8048 _TIaE i
T ERE B - BE M AT FENLERMIN AL 5 iE—EERREE
BECAINLAER - 2EREAEEZ TES [E MR EATRE / BEEREE A
(REMHEH  FEARKOVEMIE B S > JNa{EEE CMC FERTEE
=) iz TEERAETES > THEERH ~ REIFITAEE o fild - 7JLL
DAZ et =0 N S A AV R RE FIRA S 1T By T IE B » A TaRAE 38 Fe LAt B
ANTIMEREAIEE (A #E AN TIFESK ~ Wrelalag FIIREE ~ T &GS ~ TR
JES R ELEHZ ) (CareerOneStop, 2021) -
TR TR £ 2 A AR P 3575 T 511588 (CarcerOneStop,
2021) :

LIEFTIISE © RN RESR
FE SRR REIT Y 28 2 75 0 T A RS A E SR I ER A e B R A N E R ~
REJIIEAE ~ FOMTERIEAIEERS « A0 Bty H BB A S5 ~ IR IR
REJTHVEE SN BB S (SME) 58k - REFIVEF & © (D)ERE |
()FFFREEZE T EIRHSERESE - Q) O*NET Bkl (ETA HEIMRE LR L
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