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Taking into account adult education, firstly analysing work-life
scenario, our workplace is being completely transformed by the
constant emergence of new technologies. An analysis between
1960 and 2009, in the USA, about work tasks, as we can see in
Figure 1, tasks considered as manual or routine are in constant
decline, on the other hand, tasks as non-routine, analytical and
interpersonal are increasing considerably (Price, 2013).

Several reports in the job and educational arena are being
produced to foment the discussion about reskilling and
upskilling needs. For example, in the World Economic Forum
(WEF, 2019), a global survey about skills gap shows that the
main concern of CEOs (78% of them) is about the availability of
skills. Those CEOs (46%) believe that the main strategy to close
the skills gap is by reskilling and upskilling employees. Another
recent global report from Pearson and PWC (Pearson, 2019)
shows that 78% of people think that they need to develop soft
skills, such as critical thinking, problem solving and creativity.
Among those that said they need to upskill, 20% believe they
need to do it because of automation and artificial intelligence.

What you learn tomorrow is as important as what you learned in school

Globally, everyone believes that you need to keep learning even after you leave college to stay relevant in your career.
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60% of the service sector in the UK are facing trouble to find
candidates with the proper skill set for the position, and 62% of

the companies report strong competition for qualified candidates.

(Edge Foundation, 2018) According to the Person’s survey, people
believe they need to keep learning or re-training throughout their
career to stay up-to-date (96% in China, 91% in Canada, 93%

in Hispano America and 94% in South Africa). The fact is the
exponential technological revolution changing professions and
workplace, and as a consequence skills gap emerged.

To address the problem, firstly we define as the study's nyche
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RESEARCH QUESTION
How can a digital platform enhance self-
regulated learning to professionals, in the
context of startup jobs, to help them reskill
and upskill more efficiently?

Aims

- Adapt the SRL model for
further education in the
context of startup jobs

— Introduce the concept
of scope setting in
the self-regulated

—> Create through
participatory design
(Woolner, Clark, 2015)
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In those models there is an underlined premise that in
children/teenager education a curriculum provides the
comprehensive scope of what needs to be learned. A
gap was identified in self-regulated learning models
as in lifelong learning there is no curriculum or
comprehensive scope to guide this kind of continuous
education. (Boekaerts, 2017; Greene; Azevedo, 2007,
Pintrich, 2000)

Our model is based on the Winne and Hadwin (1998)
model because it has been a widely used model,
especially in research implementing computer
supported learning settings using trace data and
learning analytics (Panadero et al., 2015).
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Findings so far

SCOPE SETTING PHASE

Feedback/Interests

Feedback from the workplace (self-feedback, and/or from
leaders, employees, peers and any other feedback) or a
structured investigation about personal interests will regulate
the scope with which a new competence will be developed.
(Greene, Azevedo, 2007) A competence matrix framework
optionally could be used to help those professionals adequately
name and index this competence. To capture those feedback
and reflections about personal interests from these various
sources, the think aloud protocol (Cukurova et al., 2019) will

be used. Artificial intelligence can be applied to analyse
emotions, discourse patterns and help users to identify the best
competence to be developed.

Competence matrix

Based on a systematic review on competences of the 21st
century and applying thematic analysis, a competence matrix
was created with 3 hierarchic levels (axes, macro-competences
and competencies) and two more layers of complexity (holistic
layer and metacognition layer).

My plan here is to relate this interpretation with the Pierce’s
(Levy, 2007) phenomenological semiotic categories: Firstness,
Secondness and Thirdness.

SOCIAL

INTERPERSONAL
DEVELOPMENT

LEADERSHIP

Layers

Holistic developmental is an axis and also a layer, it

is responsible for the relationship of oneself with the
comprehensive concepts like globalization, environment and is
formed by strategic mindset and global mindset competencies.
Because of the specific characteristic of this axis/layer, all the
other competencies can be applied here. Metacognition is
seen in this framework as a layer, an umbrella concept in which
all the other competencies are under influences of the “meta”
process of thinking about the thinking, learning about learning,
having ideas about ideas.

COMMUNICATION

Axes

As the main finding of the thematic analysis (Boyatzis, 1998),
in the broadest level of this competency matrix are the
developmental axes based essentially in the relationship that
drives the relations one have with the world (oneself, others,
things). It was found 3 axes: Inner, Interpersonal, Technological
developments and one more axis, Holistic development, that
can be also understood as a layer above those 3 axes because
of its conceptual comprehensive character (UNESCO, 1996;
Rychen, Salganik, 2003).

Inner developmental axis approaches the relation of one person
with himself/herself. It encompasses competencies like critical
thinking, mindfulness and professional attitude. Interpersonal
developmental axis reckons the relationship of one person with
the people around him. Communication, social intelligence

and leadership are the core competencies considered in this
axis. Technological developmental axis takes account of the
relationship one can have with any piece of technology in his
environment. These competencies form this axis: Innovation,
Design mindset, Technological interactions (Human-machine
interface).

Interpersonal communication
Emotional contagion

Active listening

Social responsibility

Persuasion

Organizational culture

Social perceptive-taking
Colaboration / team building
Diversity

Civic community participation
Sociology / antropology knowledge
Power

Ownership

Impersonate purpose

Emotional integrity

Judgement / decision making
Succession plan
Instructing skills

Coordination skills

INTELLIGENCE

Stimulate autonomy
Friendly personality
Humbleness

Creative Leadership

Mastery levels

A scale of mastery levels was proposed to assess the
development of each competence based on Zimmerman Multi-
level model (2000):

Level 1: There is no evidence that | have developed this skill.
Level 2: 1 need outside help to exercise this skill.

Level 3:1 can demonstrate with evidence that | can exercise this
skill without help.

Level 4: 1 can relate the exercise of this skill with other skills and
apply it in different contexts and / or help coworkers.

Models of 21st-century competencies

From the authors® of best-seller 21st Century Skills
CHARLES FADEL®, MAYA BIALIK, AND BERNIE TRILLING®
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Methods

1. Interviews to explore the lifelong learning field in the context of startup jobs

2. Systematic review on SRL models and platforms

3. Systematic reviews on 21st century competencies

4. Scripting/designing the experiment

5. Platform prototype development (digital platform MVP)
6. Intervention: user test

/. Data collection

8. Data analysis (statistical models)

Hypotheses

H1 The construct feedback from the workplace is part of the self-regulated
learning model for adult education in the context of startup jobs.

H2 The construct personal Interest is part of the self-regulated learning model
for adult education in the context of startup jobs.

H3 A competence matrix is part of the self-regulated learning model for adult
education in the context of startup jobs.

H4 Feedback, personal interests and competence matrix are components
of an additional phase (scope setting phase) in the SRL model for adult
education in the context of startup jobs.
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