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B E A THEFEGEINEXAE SR L5, EAZESRE REMAD 69 F LR/ e “EHFRAL
iR RRETFG, MITUARSHERFE. ERFOFESFOEX. REABEXGERARSEZ M
RO AFAEAT R ; RARITAZ R “TAFMAT Y42 RAHOR “RERENFL, EXARHAT, &
B XEEIRT. FIE A, ALTFHEFERKEE.

KRR A THATRAE R, PR, BIEX, 3258, 4858

%S B849: C93

e F AT ¢ AE 19 55 Il (competency-based SO A FHR P ANZ, R o vl Los 1R 2
training: CBT) AW H AL W AR+ o0l it B34 ML AL 45 1k (Blakemore, 2008), b4 37
AFEI N 08 A £, TR 2 Al 2 8 R 1k 4 W25, PR RIBER 2 3], B AR S 2 5] 324,
2, I R BN S5 2 R L SRR B A o M & 1% 2 (Moore, Cheng, & Dainty, 2002).

(73 3o FE T AR AU P 15 DI S 9 0 S ERAOTPRSCAUL AR XA, B T AT R Ak 1)
e TR, X BN GE AR IORE B AE S BN . AP R M AT R AL T 1) AN 5
FUH HATBLSE R o IR TR 3R Bl b, 080 R AR A 05 e e R B A

R T B AR AL ARAE, LA AR D B R,

1 & TR ERIEIIAE Bl Sy SR R S H b

IR R S0 3 T I AE 5 6055 F 2 45 5
B 20 IE42 90 FEARATFIA, RO THOAH 2 B3R S A
I, AP H bR TR A T AR Ll Jok 75 4 5 160 4 A8 3R S 7 7 A AE
MEMEF LR SO U AP ER S o IRCELRIN gy e, HCRA S i 2 A LF I R
ki B BORMEAT A WA AT O BT, K8 pgp i, B0R W eHk. e BFE . Voorhees
TR ABREAL IS I8 2, WFA IO T8 2001) e b i 55 Y4 5 2 g 70 0 ok 725 700
HEAAHIRAEAL 055 11 54 (Hackett, 2001 Torbeck ¢ 3y 3 b 474 G 16 15 90 AL A3 7,
& Wrightson, 2005). % SCER &K AT RE R G iR R 7= AT 70 B VR 2 5] AR R
AL, B A5 R EPERSMEREATAE g gy g o BB IO 2. 2T LR
DO TS A AR S R B gt o e ST AT
(Magennis & Conway, 2005). | G 0 55002 28, I 06 565400 B

P BRI WA AR B e ) g e AR,
% HE B KR SR UM OREAE, SR GER 0" s e i e e R
WU R MRS A, ARSI SRR o e e ey b g A D
(Curwood, 2004). e FREAERFALMIR VIR AEHEN 0o o mprms 5 a8 = 2 g Jo BTG 4E, 3%
PEA R PERE, ORI S T AR S g ooy e g ) e B
B+ 0 LR AR L %Y T 48, 12 AT
WAL, 20090624 S A6 LUR AR A S 30 DU I LR, 1

* PH A SRR S (EE S 07JC630043). [ 5K [ 4% L, N .
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(KR Voorhees, R. A. (2001). Competency-based learning models: a necessary future. New Directions for Institutional

Research, (110), 9.)

G PE A I B T DX S ) TORH R AE A
H T AT RAAE B U SE Al . IX 2 S USObR, 2
FERFAE 85 S DCBRE R D5 1T, 2 B8 Pt B S5 44k 458
AR S5 (1805 b vt (1 8y, 2006), ATk 1A
SN ZE e B T Al [RIE, BB T AEERI
R EFE M T EEER HiRe. SR, fE
HOZB R T T AR E B 2 IUES: K
(knowledge). S (skills). A (ability). Os (other
characteristics). {H—J51HI 5 2 & 18, 55 —J7
5 ZEAE S br TAE SRR rh AT A k58, A he
f— B he. F. REJI RIS PR AE &5 & HAR X
7 BB EARRRAE )2 K, 3K A2 AR AR I S 44
kAR, IR R, AT R R A H
FIEWRAMBL, M2V AT I AR 5851 5T
W2 56 4 A1 [R) IS 35 AT 8 A4 AT e Ok A (U
2001), i 47 AL 3 v s U < Sz s AR i A
5o A AR TR . 4 AR I B A R
T ZE A — A NAE— 8 B IR 1) 2
AR IR T ZE R H), ERTINAE K, 3240
TAS NI I M B 02 B 55 T TR 5 3 R 52 1,
T AN N IR Z FNERSG K 3 152, AR T A
FSCE BRI s BTS2 I R A RS KRR
BE A& 5 i 15 I A (1 35 %2 X 3 (Baldwin & Ford,

1998), Bk, 4B MERIIE B R S 2 H
AR, AT 76 2% 18 Bk 22 S RS 855 2%
I, &R N ZR 5 N A T e 1S LARHE

Kolb F2# 2] [8l (learning cycle) kb T 47145
B A, R T2 I AR 22 5, AERE
Yk R A T RN T 57 o Kolb 1127 3] Rk EAT:
FRAEAE OG0 2% ) RAE T — AN FREEPE IR b, 45
JHEAT R HEAH DCTE B (AR50 . LR AR 2, A4 R0
SIS . AR T AR R IR, %
B IIEE 2R, L2 G I R AR 286
AR, i NGB R NS R AR, e A
T R EA SR AR, ) e T 3 Bl 1 4k
W REAR . fEBEHEERE B2 UE AT LA A DY &6
RIS REIIS S BRI 2 3] 3% R H
o), Nk, TR AN F )
JAKE™ (learning stytle), X &5 NI H BEATHG 2 7 1)
Wit

Kolb 2% ] Bl & Bk T 2% 3 KUk Sk X 43 2 3
FRME), (HRGHIEHEIHNF M B
SR . Feldman (2006) 7 Kolb (1) 2% = [ 3
fii b, R T AR S A F A E AL AL T
AEHFAE I RE VIR, X2 S B Bl T & o0 36—
WY BOR SR, BIBUZ R RE R ANAE, 55 I B2
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N 55 =B B4R RE, DR R BT IR B HE AT
TECRFFAE A K 56 DO B B2 DAL, R RR&E S
M A, BihE. SRR W IR
FFIYERF RO o SX AR R B B 1) R 23 47 B TR TR
ZREHCAHEKNZEIN B RE LR A D
PIAZ, [ERFUIERESRE ., FRSH. N
FA L, ST AT R AR 0 55 VI 3 B 1202 — A 58
RS R, A AL R P AT A, SR AE
o) b BT R E, R A 2 s A
El

Drejer (2001) [f) ik AT %5 fif: 7 & (competence
development) 5 = 5 3E— 5 R kb T Kolb 112 >J [
TE2E 2B BRI 22 SRBLTT T A R o B =0k Ik
FEFFIETE R 53 LA B B, BRI FFUR
A, BRINMALEONE 2)o BEATRFEN — B
B 5 — B BOR AR AR BT T B ) F B

SEANTRNERY, AN [ B 57 A A P 5 D A7 A 2 5

D AZER X 2 BT AR ISR E IR, SR R EE
M. W E T ZINE A NR A, B
e A

WA S T S R U, T T AR
F SCEE ST FAR IR, X AR TR T A AR
AN AR, A A AR HEAR A T R A T D
MMEH” (ELE, XA [ 1R 82 I 3 B e B, % K L
AR BRI TT O R BT AR . Si4b, %
A A B Z 1A M I R DI SR 0 A, 0 O e = 0t
CN AT T2 Z 7 I B AE U C 1) SGTF CR AR,
il BE, B, 2007).

PL 0 3 R AR A 2 A e T i <A
AT (LR, v E R R ATk, Hid
O3 VE TG AL e 2 5 BURGE M RUE N AR
o WIEREH TIX— R, —2235 il 5 e
fERFAE 5 2 S B0 08 ROk TN Z KB K (e
Blakemore, 2008). [&] I}, LAt FE Ky 5 1a) i A 2 (LA
2 S P AR R AE R BN F)RRFET A
[F) A 2 X 8 IO AN R R SR 2, TR T AN
BRI, (H R [RI 285 52 5 2 i R B 8591 5 X
P AT A2 52 W AT R ? AR
R

1 7 2

T

Tt

ER

P i)

B2 AR AETT R o
(%t Bl kY : Drejer, A. (2001). Illustrating competence development. Measuring Business Excellence, 5(3), 7.)
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DS AE SRS AR ¢ W S o R4 S N iy
ffiBit: SRR 2, 4 p 45 R AUR
AUt e, BER A AR, HERgik
BT A AT A B U RCR R B 1o AL
BOSSE, RIEME “REBSIIEAE” MR,

LR M) I A X L A ) A& R O 3 1)

PRI R, HERE e A BB R 45, i REAT
FEAEFRUE X S 25 3R IE ;AR 1 o 1 A v A
AR, AR 0 A&, fRbsuk
5 H AR =k & A 96 19 (Kellie, 1999; Hignett,
2005). MiZMEE, S5 MATHREMEI 2 HE R
T FaE, LU I R bs vl . BARIX —
BRI 2 T B i 58 B TAEAT 55, AT HR 40
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S 3] BRI R B8, 31X Sk i AR 16 S0 ORI B
ReRT Ul HARR UL T 48 S PEARESE, HRTR b A7 10 i
FEARFAE A 22 5 10, ANTR) B A IR 25 T AT AR A 11
RrUlE R B (0, I T ZEMR A ) 8, R
A6 1 TR KR IV A R ik AT R AE T R B AT
OB, WIREAHAS 85 %

AR AR 20N 00 A R SRR T2 T AT
FEAE RO DI R0 5 5, 0 F Sz br TR B g
IR SR, HEHE T REMA W E
Bege, AR T, BT RATRE RV B AkE
1 5 32 %2 J2 i i & (Schofield & McDonald, 2004),
BRI, ARG R, TGRS % I8 5 T
Ji: AT A 0 8% DI A X 2 A5 0 3 TR 3 (Alliger &
McCall, 2004). 56,0 & B2 i dlw B .
S8 B I ATUIRN 2 W0 S U0 R R . DAY
BT S 5 e s ik p# i Es s
R U T SRVPAG o TR 434,017 L3 22 £ i =
TN 2 5 HRAL o RS VI A R B A 0 IX
S kg e AT A A o AN B 3R 15 U1 30 A FE A0 B
Jo DIsE )RR B = A B 2 0 BR R, ik
A7 AE VF Ak A8 5 K 52 (certification),n 75 55 I 7%
Frh, WRESAHE AR IR, SRR
XL T] LR A AT RRAE 1) SRR T 7 5 i %
KRS S S AL J — P L ol LA R 7 AR 5 AR AE
BAERA —& AT, LR IX AR T R4
N FREAF R o X = 2R R GRS I H bR
MRk 1E, WiZMBE, REMAHIET 44
Rl o0 5 IR R ) 2L 5 e, L e TRt IE
Tl AT S 455 2 0] 52 1 2 ) B A Rz 32 5 B JEAT
Tk, X Z I FWAFWZE IR TUEE. (B
T AT B8 0 55 U1 &5 S 75 22t N T LA Uy T 4R
HEORAUE D BP M AT RE A0 A5 E L R R & R AR
(Alliger et al., 2004),0 D5 1H,0 58 G A% oW, 2% v K
T TAE 056 AT R AE A 0,0 IO R e 2 5 %
YI,0 AT EA 300 B8 A0 TR O i

L&k 5L o 5 n) (A = g T — N 5 T,
R 45 I B A3 v e 2 AR AR R R AR /E . [ A,
P2 X i A T AT AT A 3 Y R T 5 B
TR SR IGAR L, SRR R = B AT
Do S R, ERR N TR BT —
A3 (Martin, 2004).  DLAE SR S 1) 14 2 th
Z B TR AE I 9, AN IR 5 A7 X 0 1) AT
1 (essential competencies) . X %I (1) J¥E AT 45 1iF

(differentiating competencies) F1 ik & ¥ Ji: 4% 45 11E
(strategic competencies) J&id: H f14H Z ¢ (Spencer,
McClelland, & Spencer, 1999), X it ik 145 5 vl
RE RGN RIS, B PEAN TR

4 ZESEAER

i T A R E AR VI R, W E A
R, A BB R “REME HEAT”
MRS, XSO VEAS IS T IR 7 1), BIgE G
PEAG AR AN S S, AT R T HEBR A 5 R 0 18
RN ZREM. XELMNLEE TSNS L
— 3,

Stufflebeam (2003) ¥ il T A 11 X (1) 48 2 A5
K, N T A AR B . IR vk
5 OPAL 2 T AT AR AE B B VI sk . ) R B4,
L2 AE 1 58 H b A0 ) W 4 R S Al ); 4l
LY (VAL T AR 3 5 1) U vk DL A2 2 1 i AT 4y
MERRF IR SR, JERITE . HHe PR ); Seivk
ORI S, e AT 0 MRS R), W
I8 B R 5 R R S (U0 B R AR B A
LI IR s s R ) o X — A 2 R 8] T AN AR o
B 5 kR 18R R S Bh AR, LAY
B TTIL . AL T I AT R AR (0 55 )1 B
o — BB IEREPE TR, Bl kAT R A 1 A s AT R )
WRIEATRAAE I AR PPl AT R AE (9 3 R 0 T
H #e3E 2424 > Jy i (Curwood, 2004; Wong &
Stewart, 2004). [F]ff, 34575 225 R M BE— AN
Bk A E, bk, ek
SR 32 YA R AR R AR T S (Smith, 1999;
Smith, 2004), 35 Il A 2% i BR 50 A AR PP Ak
= E.(Sultan, 2004; Mulcahy & James, 2000). 15
JE UL I T AT R AE 0 B I T Lk A 2 IR UL 2L A
#. MAREMRBERZE, A iR 5%
PERNET YN PR o A5 DU B B e SRR U AN 2
Bondar 1 Demina (2005) T 87 i0 A& J#, 1%
RBTWFMRE: BB EYINBRE,
& H bR, BRGNS, 5
R PEEAT R AR TS B T Bt L AR AT R AR
MR ILAE s s, HEAT P AR R L A0 AT; SR
B B2 AT R A0F 455 28 (00 B FH Wl e, A 85 1 OF
Ko TR R SURE L. (TR .
Bk b, BN T AR ANRZ IRAE sk
B BE o B IR H A A, BB e A ) BRI T R
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T A T A T IS RS R, W R REAE
S ARG, WA iREN T IX— AR [, %
TR 2 B IO R b AR ) — e R
T, BO A [ 52 1 3 PR R il

ot W SR AR L, Campbell (2006) % 11
T T B R (five-vector model) (W& 3). %A
AW 2GRN DR, WO T, P2 A
TF-HIGET, X5 Drejer I AERAAE IT AL AEAL,
FIANRI B 2R BRI 4 Bad o 7 B A A A
)AL, W ERETALEE . MRS, A
FHRES . BOE R, B EGEERTFH . —J7m
XSG WEAT R AE T P 4y, ) — 5, XA
R T AR FH A E SN ER, Nds
A A7 2 2) 3 A T LA 1) = ] o R B ME A e fr, LA

RWIAATEY HAS K 1 SE I — 2 U H A 6 20
2RI T B R WA L, AT
RN NI RELE G4k, b T B AR e i
o, SUVRS ] FIE R AR K ST # o N 1%
TR I B2 I i 2L (204 S 45 T
TAEIY 2255, XA A RE ORI 53 TR 1F Hh 42 52
B I HAFIL R S8 WA P L A A
T B A A AR e A T K g R R OR
PR AS A AT A5 355 I o 1 5 A7 ) A, 3K
T AT R, RS ORS  FR dR AR R e A
R f 10 T L, A 41 v R T O 200 3 R A R R A
filfe (FX PR T BEARLL, BR300 i £ 20 HE A
SERLI)TBE, 1R SE bR A A LE AR . %A
B, Tt B S T B AR PR A AR BE ]

£

g

A4

g

BT LIS

T BET

Kl 3 T A
(kLR : Campbell, R. H. (2006). Developing a competency-based organization: applying the navy’s uniformed human

capital concept to the civilian workforce. Defense AT&L, 6, 36.)

AR L, CrE RS TR T A
R AR E A, X R WIS T AR AR
AR — I D2 T . (HARATAE
TR ), L I R DR 3R A S e ) L, AT R A
P 10
5 BREERE

BE T AT AL 1 55 IR AR BL T ) SCRT R
MPRRASR B &, g B0, RO AR =X
SRRSO R, AT R AE T AL T
R, R RSB U A > Pl s 2
J7 XA, XA [ S« REfg it
£ W SR SE sl “ARFIEAT 7 B Rk SR T 9
—RORUL, R R R S A SR

HARERE, RAREIMSITRIN. 1 “Refs AT
PRSI ) 5 S G A 3 oy LA AT A o R R
Wi AR R A RAE AT O AR AL
(behavioural competencies) N ft., 1M “BEHE AT
MF SR AR R T S bR
AN AR A IC R A R AT R A AR AE
o R IR 00 200 2% > WIS 6 TR 7 R, DG 7R
& CBAFEAT IR R, RS IE B VIS
B, S Bl AT FEAR R AR 10 T PP, X2
W BAGA 2 2 OR T Lo, & H S “fig
MRS, B R AN A SRAS — AR K R r
L NN A S S AN AR /3 S X /N

iRk
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HE T AR R AE B 85 B A 58— O 1 {2 gk
TR N4 RS A S50 59— T T
AN HR b A= VI 2 45 0 HR Y A2 A AL A S5 i
(Weygand, 2007). .» 2 %2 2 (psychological contract)
i ¢ & %Y (relational contract) # 48 1k 25 &) #
(transactional contract), & WK#H 212 I AR LR
Sk i F T, T I R S A TR R K
FNTF R M2 LA T 7T Jg 0 1 (employability) o {HAH
KIFAERY, ALZURDVGRBIXEAMAT B S tL
£ 5P E(Vorontchuk, 2004). Ak &5 F N BAA7 %6} Af
JE A4 fig (employability skills) T & AS B i 45 %8,
I J R 2 R R I R A 2 R 1 R
(Chn B2 T J A P U 38 o T e B 2 2R T e )
BE T PR AT AE 10 55 YIS = ) A 90 45 A 2R T
B g, X —E NS B BE A AT 0 TR S
IR I G E X AL TR 7 AR BT h), Heh i
b BN R A e AL T it (e AT R AR R
SR AR REE ), I T A BEAN
o . 0

T AR B 35 B R ) E A e . 35
-Vl - B B AR T A B B e s AT AR A S
FH AT A S R 1) P ek 308 A MR 1) R A )
HAEBLSE rh I8 T — 2Bk ik, a0 58 Re 8 gl 35 Il
N2 N 754045 52 R0 BRAR 10 AT B A0 R, A
W E vk B RE Ao A5 A BB BT A B 4
(Van der Pal, Nicolai, & Van Rooijen, 2007). H @i
PR U FT T AT R A ASE 2 (AT 08 T b 588, 0 1T A ]
AR X BEAEE Y Ky 2 3] AR AT 0 78 R K B AIF S o6
T2 T AR SRR AE B I 0 ek it B AR R
B AEAR R BBV A S 9T 0 AR RS 25
B T8 S MR A IR G B M 22 3R 0 LA K S i
FERFARAT 9 B 22 3 AT O 4 B (1 #l, 2006),0
DL Sy A 18 AN ) 1 27 =) 5 2,0 JUDHE 8 i ax —
RIS R v A . D

T AR AR B 5 S 3 B i 2 2 44
ZHE, MATRER e . PR RS T AT
B, A NI ESNA R A . —fkth, W
WA WAL 01 T NI KRB A 515 0 LA
NIk, HERImT fe st A . Bk, 7
U Gn Ay A 5 AT R AE (R B N e AR O 3 B
T2 KRBT A R, Wt XM
AR T AR NS L EM T 2% 2 W Ak
£, ARG B3R B4 A X Lo i i =

TRRGEALAR T2 . BRIk, GE AR iz
R AT AR AIE 0 B IS A e, R OR RE A
B ARRE S DLIH A Bl 04T 8047 2 (project

-based action learning) Jy X — 5o A g2 4L T

BEAtl, AEizss 207, A AN EI ANAT ) 2 )

HITB & J2 FLIE I« ZRE IR BRI o AR S8 I3

SEE AL SRR, AT S ) EE AL

e AMANBES B RS54 A CEE

(Thacker, 2002) . {HIXFE AT At i 1) R, s R

FEIX AL, AT 34T 5y U138 A (A 4148

AORTE HEAL? BARETFEIE I . 2% 2] &R

MY Z MR ER?

e-*# > (e-learning) 1F Ji& 2y BIF 5% 1 5 B 44 55,0
AT £ 24 31 63 1R ik 7 JPE AT 405 1k 70 355 88 A s
B 45 G ) £ 8 (Mouthaan, Olthuis, & Vos,
2003; Hamburg & Engert, 2007), {H1R %5 Ik
B ) A SR BRI S I NFI N T AL T e 2]
P10 32 B B0 B A AR S 2 O AR AR 5 I AN 4
W], et Py A EOE YA T RN Bl
L& 55 1 20 £ ) B 45 A 4 (Alexander, 2000) . Qi
SR T i A AR A ) R I B R ) B AR E A AN
SE PR SR AR R 22 B R B RS R 10 AR o T B
KA W BRI 7 3 2 38 i 7 A (i 28 3 155 )
BRI ? A 5 T %0 1
S 3% 3k
AR, R, WHh. (2007). FE T AT RAAE 0 B AR AR E
PN AR R I K. 1 EH B, (3), 32-35.

[0 24 - At (2001). FEG RPN 7%, ALt HhE
N REK 5 H AL

I #)5.(2006). J T AT RFAERE BRI N ) B2 U TF R O FEFS
HHJE, 14(4), 586-595
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Competency-based Training Models
SONG Guo-Xue

(College of Economics and Business Administration, Heilongjiang University, Haerbin 150080, China)

Abstract: There exist different competency-based training models which focus on “the fact of being
competent” or/and “the process of becoming competent”. So, the models can be divided into three types,
such as process-oriented, outcome-oriented and comprehensive-oriented. But different models own the same
features, for example, the first one is “the standard of competent” which means the same foundation; the
second one is “the process of becoming competent”; and the last one is the goal, i.e. “the fact of being
competent”. In the future, the study on instructional design, status of trainees, roles’ balance and

technological factors should be layed emphasis on.

Key words: competency-based training; competency; training model; process-oriented; outcome-oriented





