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Bernard, thank you very much for that inspirational introduction. You know, IMS is best known perhaps for leading technical interoperability projects like LTI. And in the last two years we've been very, very active in the alternative credentialing space, in the community. Through that work, we've been very fortunate to have encountered some fantastic leaders, and three of whom we've pulled together for this panel on employer engagement.

Jason Tyszko is Executive Director of the Center for Education and Workforce at the U.S. Chamber of Commerce Foundation, which, through its research programs and policy on education and skills training, mobilizes the business community to be more engaged partners with educators.
Kathleen deLaski is Founder of the Education Design Lab, which helps universities and other learning institutions design new models of education to harness technology, learning science, and changing views about traditional degrees. Kathleen is also the co-director of the Connecting Credentials Aligning Supply and Demand Signals work group.

And David Leaser is Senior Program Executive, Innovation and Growth Strategies, at IBM, a program designed to dramatically increase the skills of IBM's customers, employees, and business partners. He founded IBM's award-winning Open Badges digital credentials program, a program recognized as the platinum-level winner of IMS' own 2017 Learning Impact Award. So, I'm going to turn it over to David. And thank you.

Thank you very much, and thank you everybody for the opportunity to be here. I'm just going to move through these slides. We had a problem at IBM, and the problem is that the world was changing so quickly, technology is changing so quickly that we needed to really rethink, back to what Bernard was talking about, every one of our systems around skill development and on the recognition of those skills. We started looking at signals that were out in the market, and we realized that, you know, lifestyle changes were affecting things. People are changing jobs every few years. We had this whole flipped classroom going on.

In the technology area, and this is very sensitive to IBM, you know, technology is changing so quickly right now that the pace of change is outstripping the pace of learning, and that's become a major problem for us. And then in the labor market, we have a number of different factors affecting the labor market, from the rise of contract labor to the need for different types of skills and ways to connect people in ways that didn't really even think about even four or five years ago.
Well, we started looking at all these different signals and we kind of parsed out the ones that are the most important to IBM. And these are the six that really were top of mind for us. Agile development for us; in the technology world today, we now change our products, we release new products and do code drops about every 12 weeks. Now, in the past, we used to do it every 18 months, and we did it like clockwork. We released our products on a CD or, before that even, on a floppy disc, but now it's constant changing in technology.

Shadow IT has now emerged from this because cloud now has allowed companies to surface technologies directly into business. So, for example, in a marketing department, you can get social media analytics tools if you're in the marketing department. If you're in sales, you can go and get salesforce.com. You don't need to go to IT anymore to get half the resources you need. And that is affecting jobs in a very big way. 
It seems like for IBM and its customers, every job now has been infused with technology. And when you think about it, you know, even when you go to get your, you know, oil changed on your car, the technician is typing into a CRM system information about you so they can send you a follow-up marketing email. But, more specifically with marketing, back to that marketing example, a marketing manager or even just a staffer needs to know not just how to put together a marketing plan, but they need to know how to do social media analytics and how to manage reputation online, how to manage communities, a lot of different things that really didn't even exist a few years ago.
We also have this rise of teams now. Again, technology has changed the way we work. And we're now connecting people in different ways. And I think everybody on this phone call or on this meeting has probably changed jobs multiple times over the last few years in one way or another whether you're, you know, changing careers or you're actually moving from team to team, you're working on special projects for a short period of time. So, you know, that requires expertise location in ways we didn't really expect before. 
And then you have this big economy where a significant part of our workforce now comes in as a contract labor person. In fact, at IBM, on any given day, a person may have, you know, come to work at IBM as an employee, they may work as a business partner for IBM, they may be a customer for IBM, they may be working as, again, a contract worker, and that relationship changes all the time. So, it requires a skills registry to be able -- a consolidated skills registry to understand, you know, who does what.

And the last one here, I don't know if you've been following in the news, if you read the New York Times or Google, "new collar jobs," you'll see a term that I think IBM coined on this, that really this is the next generation of basically the blue collar field, where now everything's been infused with these technical skills. So, new collar for us at IBM means that we're no longer relying on traditional degrees. We're really looking at skills now. We want to find people that match the skills, and, in fact, at IBM, on any given day, especially at our largest locations, about 20 to 30 percent, I believe, of our employees no longer need a bachelor's degree or an advanced degree. We're looking specifically at skills. 
So, we looked at all these different signals and we realized that everything points to a need to change the way we look at credentials. And I'm going to just pull up real quickly the five things that we looked at. They need to be timely. They need to be verifiable. They need to be portable. People are moving, again, all over the place. They need to be discoverable. And they also have to be differentiating, and that's one of the great things about the degrees that you put together with bachelor's degrees and advanced college degrees, is they need to be differentiating to distinguish somebody when they're out looking for a job. 

So, we looked at all of those signals. We looked at these, you know, requirements that we have for our credentials. And we decided to look at open badges. And we believed that the digital badges fulfilled all of those requirements. It gives people a signal of achievement. And when you click on that signal of achievement, it opens up tremendous metadata that shows anybody what that symbol means, everything from the description of it to the skills that are associated with it, to the progression that is required for it. And in IBM's case, we always tether it back to IBM to validate and verify with a link to evidence in it as well. So, we looked at all of that and we said, you know what, digital badges seems like this may be the way for us to go. And, by the way, we made this decision in 2014.

Well, in 2015, we decided to launch the IBM Open Badge program, the digital badge program. And we decided to follow kind of a KSA model with this, with knowledge and skills and achievements, you know, basically the KSA model, but we modified it a little bit. So, we came up with these five different badges. We have a badge for actual knowledge, so you can take the course and pass the exam; or skills, which is a real demonstration of skills. Proficiency means something even bigger than that. And I think about those three as the progression. Knowledge means, you know, you can read the book and pass the exam; skills means you can actually do it; but the proficiency means is it something that's marketable, is it something that's valuable out there.

We also decided we would layer on top of our existing IT certifications a badge so people would have the same benefit of sharing and social media, and getting the exposure. And then we also have a badge, it's called a General Badge, but it really is for member-level programs, so, for example, people that participate in our internships or our scholarship programs, apprenticeship programs or high-level, high-stakes programs, we also have a badge for that. We believe that badging is how we are truly going to measure résumé-worthy skills in the market. And, by the way, we made a decision up front on résumé-worthy that we would provide an assessment with every one of the badges that we have in this particular progression.

So, we decided to do a test on Big Data University, which is our online university. It was doing very well. And, in fact, it -- you know, it had more than 100,000 people coming up to Big Data University, but, like a typical MOOC online platform, people weren't sticking around to take the -- you know, finish the courses, and certainly they weren't finishing the exams at the end of them. So, we thought what if we could increase the numbers by, you know, ten percent, 25 percent on the number of people coming up and people finishing the exams.

Well, the numbers went way beyond that. We found in the first 60 days with Big Data University that our enrollments went up by 129 percent. And the people completing the courses went up by 226 percent. And then the money number here on the lower left hand corner, people have to take the exam to get the badge, it went up by 694 percent. We did the math multiple ways because we knew it would be inspected. So, it was absolutely just a phenomenal indicator of the power of badges, way beyond our expectations.
We then started looking at some other data around badges. We knew -- at this point, we thought, okay, it's going to help drive people to these online courses, but what else can it do? And I think Bernard really brought it up, there are so many unintended benefits and consequences to badges that we started to discover as well.

The engagement numbers, 87 percent of the people we polled said that they're now more engaged with IBM. They want a better relationship with our brand, with our organization. The certification rates where our cloud certifications went up by 57 percent. People were starting to take those introductory courses, earn a badge. And, you know, typical human nature, once you're on the leaderboard, once you feel like you've read the first chapter, you continue to the second chapter, the third chapter; that has been the case with our high stakes credentials. 
The product trials, Big Data University did a good job adding product files to their -- to the courses. They went up by 64 percent. So, now we're in the business of saying the training and skills development can actually lead product license sales and create offering, you know, management leads. And then employability, 92 percent said that they believe that the badges are valuable to verifying their skills.

One year into this program, by the end of that year, we found that the average person had come back for three separate badges at Big Data University, and it's hard to get to that third badge. The first one is foundational level, but once you start moving forward, it gets a lot harder. So, again, some just tremendous benefits. And I think that this kind of chart maybe can show you that you should also start to think about can badges do some other things with our attendance, with our admissions, with the relationships we have with different groups, because we found that to be the case in a significant way.

So, now, from last year, 2016 was our big full year of production with the program. The numbers actually are bigger than this now. We have about a thousand badged activities around the IBM Company. We've now issued badges to -- and, again, the numbers are higher than since this was published -- probably about a half a million badge-earners now in the United States and throughout the world. In fact, we're at about 178 countries right now. We've made about 60 million social media impressions. So, the branding for this has been absolutely significant.

But back to that countries list. What we have found, and I think this is very important for everybody listening, we were looking for this holy grail of a learning management system that would pull together the activities that are being held at IBM. And at IBM, probably like your organizations, there are activities being held at any given day, at any given hour. We may have a structured class, public class. We may have online courses, people coming to our hackathons, you know, all over the globe people are doing things.

Well, now with badges, when we badge those activities, every single thing flows into a single skills repository. So, we can create a collective skills registry on an individual, and then nurture that person to the next activity. Or we can create a heat map to see where the skills are, where the dearths are all over the globe, and that's something we never could do before. And, again, it was just one of these unintended benefits of issuing digital badges. There's a lot of benefits to the, you know, digital nature of badges as well.

I'm just going to leave you with two final thoughts on this before we move to Kathleen. One of the things that we did up front -- and I think maybe Pete Janzow from Acclaim will talk about this later -- was the end game, what's the last mile, what's the final mile with all we're doing? We're building skills not just for their edification, but to get people connected to real opportunities, to jobs, to be able to create something with their lives. 
In every one of our digital badges, there are links to real-time labor market data in the United States, in the English-speaking world, and also I think in Brazil as well. So, when you earn an IBM Digital Badge, you open up your badge and you click on your "Skills" tags, in real time, it will open job listings that will show you top employers, it will show you the titles for those jobs, it will tell you the salary ranges for the jobs, it will show you the current locations where your skills are in demand. And if you double-click on any of those bars in that graphic, it will drill all the way down to the job posting so you can apply for the job. That's ultimately where this has to go. The last mile with badges, to me, is employment and employability.
I'm just going to leave you with one story that is very touching to me because I think it's what we all do here, is we want to make a difference in our lives, we want to make a difference in the lives of other people. A woman approached us who was out of work for a couple years. In the IT world, that is an eternity. Her skills were out of date. She couldn't find a job. She didn't have money to go back and re-skill.

She went up to Big Data University and she decided to earn a digital badge. Well, she found a foundational-level badge and she earned that. Well, she went back and earned several others, and it gets a lot harder to get to these others. She could not find a job. She decided to reapply, add her digital badges to her résumé, and she found a job. She said that not only was that a signal of employability for the employers, and a differentiator for her, but she said it gave her confidence. So, when she went in front of employers, she felt like, "You know what, I know what I'm doing here. I am ready for this job." And she said that changed the tone of the interviews dramatically.

So, I'm going to leave you with that. I know we're going to come back for some maybe Q&A afterward. But, anyway, the story has been a wild success. You can follow it, you know, on our webpages, and I'd love to talk with you more about it. But now I'm going to turn it over to Kathleen and she's going to tell you her story.
Great. Thanks, David. That was really fun to hear you talk about IBM's leadership in this space. It's been such a good rise for IBM to really kind of show the rest of us the way, at least on the employer side, because it has been difficult, as many of us have talked about, to get employers together to work on this issue. But at least individually we're seeing what is possible with IBM.

So, what's the Education Design Lab, just a quick line about what we -- who we are. So, we formed the lab about four years ago. Our goal was really to help schools and universities, and employers really, consider and test new models from the point of view of the learner. We saw that postsecondary education was in serious need and there was so much opportunity around redesigning, but it has to be from the point of view of the user.

And in this particular piece of work, actually there are two really discrete important users there, particularly when we're talking about that last mile that David mentioned, which is the student and the employer. So, we are trying to work it from both sides. And we really see microcredentialing as the lead of the future state areas that we're working on at the lab. And we work with -- we've worked with probably 75 universities now, probably 100 employers. Microcredentialing is at the top of the list, and badging is obviously a key subcomponent of that. And really what we'll be talking about today is this intersection between microcredentialing and 21st Century skills, where some of the greatest promise really is for badging and microcredentialing.

So, the lab has worked with probably 20 universities over three years to build out a suite of digital badges on 21st Century skills. We saw those as a great place to start for two reasons. Number one, they were outside the domain. If you think about this as how to capture informal learning to -- in ways that will be meaningful for employers, universities saw this as blue sky open territory a couple of years ago, right, unlike the disciplines themselves. And secondly, because the skills gap is what employers were talking about, it was the thing they couldn't assess.

So, the badges that we've created with a number of our partners -- and Craig Lee [ph] is in the house, I understand. Craig Lee is our platform partner. I saw [indiscernible] is in the house, too. They are doing the empathy badge. The criteria -- the badge criteria that got developed with employers, with schools, and with students are these seven in the corner over here on this slide. And I would say that the left-hand column, rigorous, transparent, accessible, and portable, are particularly related to what all three groups agreed upon. The ones on the right were really added at the behest and the urging of employers. So, just, if this panel is about the employer perspective, those are pieces that were becoming particularly important to employers. 

And really the thing that employers were looking to do is to take the classroom learning from a student's résumé or transcript, and how do you verify and assess the rest of it, and how do you have it make sense in the language that employers speak. That was the biggest, you know, the biggest challenge. And, by the way, students love this, too. I mean, we've probably worked with 300 -- 300 students have earned these pilot badges that we've done, and they really saw the sense-making capability to bolster what Bernard said in the first panel.
So, I'm going to take you through a couple of slides that show you how we advocate and how we talk about this, because we speak to -- we give talks to employers and we give talks to, like, college presidents, and it's really about that last mile. Our work and the work of the Connecting Credentials work group that Mark mentioned is really how do you get to the ecosystem where these fantastic opportunity phases, like what IBM mentioned, how do they talk to each other so that they're useful for learners and for employers as an alignment tool. 
So, if you imagine a world with no résumé, where you begin to have really all the skill sets are all in the cloud, and the keywords of what your competencies, your skills, and your abilities are in the cloud, how would a student -- so that was Stephanie's résumé. How would Stephanie, if we're moving beyond a résumé and we're saying that just a list of things you've done, besides your transcript and your GPA, are going to be curated and displayed as keywords, how do you have the keyword literacy you need to get through job filters to the interview stages, because currently keyword is a filter tool or weeding out tool employers will tell you.

And so in a keyword-hiring world, technical skills are still fairly straight forward, even though they are very liquid, to use the term that David Leaser used with us the other day, which I loved. But soft skills are still poorly understood. And so are there ways to understand and get underneath the broad umbrella terms that we hear all the time from employers, like collaboration and problem-solving? How do we get underneath those and have universities, schools agree on the learning outcomes that are, for instance, might sit underneath critical thinking, like clarity or synthesis, oral communication, clarity, we'll have to crossover one in active listening? These are some of what we're calling the sub-competencies that we're building out with employers and with universities to agree on a common language.
And then, lastly, what -- if there is some kind of a framework. You know, we've actually adopted the "T" framework that IBM was talking a lot about over the past couple of years in a number of universities around this idea of the horizontal skills and the vertical skills, horizontal being the universal 21st Century mobility skills that everyone needs no matter what career they're in. So, a -- but how could a -- if a student can use this "T" as a developmental tool, and the employer is using it to create competency maps for jobs and job tracks, you can begin to see how there can be alignment, particularly if all this lives in a discoverable way, as people have talked about.

So, we've put -- we've worked on the badges with about 50 employers specifically working on the badges, and then we've had a lot of conversations as well with them about how they would be willing to get involved, because it has been tough to get employers to think beyond their own situations, how might you take a fabulous badging program like the one IBM has and have that work across IT roles in other fields. So, there's a lot of work going on on this right now.

And what we can tell you so far is that, you know, employers are hungry for ways to assess 21st Century skills, as well as technical, but this is the critical area that we're working on. And 100 percent of them said that they would support some kind of framework that translates these skills. So, then the question is who produces that framework? And that's, again, some of the work that the Connecting Credentials group is doing right now. And then a number of them said -- you know, majority said they would join an advisory group to help steer the ship and work on common language, and a number of them also said they liked the "T" profile in particular but they were open to any -- any framework that everyone could agree on.

And so the insights from employers really -- or that they are hungry to assess 21st Century skills, but they want to understand how -- they need proof points, it sounds like David may have some, on these technical skills, but are there proof points for technical as well as 21st Century skills around how it can become a predictive tool to, say, if you hire people that have this badge, does it -- you know, what is their retention, what is their performance like, do they map with our top performers. So, we have to have some of those proof points. That's sort of the next step for the path to adoption. And also to keep the language simple because we tend to do -- we tend to create badges at the universities and our schools that are in our language and not in employer language. And, of course, the scalability is key, too.

So, just to end on a few things about these -- this Connecting Credentials work group, in case you don't know, Connecting Credentials is a coalition of about 115 mostly national organizations who, you know, care deeply about the -- shaping the future of new credentials. And so the work group that Matt Pittinsky, from Parchment, and I are heading up is around this question here, which has been -- you know, to me, this is sort of where it meets the road because this is, okay, we maybe have amazing vision for what badges can be and what microcredentials can be, and we have these strong needs on the employer side, but we've got to figure out what are the alignment tools and processes, and how do we look far enough out so that we understand the role that IA and other changes in even the way that we're going to -- you know, things will be discoverable and footprints will be understood are changing just as fast as our conversations are happening.

So, the emerging hiring trends that this -- so, we have a work group that's working all summer, Mark Leuba is part of it, and I think there's some other folks on the call here. These are some of the trends that we are using to think about what the alignment tools need to be so that we can be forward-looking. I won't read through them. [Indiscernible] is actually mentioned by David.

We've also constructed a kind of a funnel that shows that really so much of the game here really is about what happens at the applicant tracking stage. We want equitable solutions. And so if you're weeded out, how do you know how not to get weeded out, and how can we make this a non-networked learner be -- have a shot here and have this be, you know, the promise of access rather than the promise of who you know.

And so then the key questions really that we are using to try to get from theory to action are who owns the record, where -- who is best to manage translation system and engines. If we just let the market fend for itself and see what happens, we feel like particularly non-networked and non-digitally-sophisticated learners will lose out, and that's certainly not what we want. And then this question of how we get competency frameworks to talk to each other.

And I think -- oh, and these are just -- last slide is paths to adoption. These are just some of the things that we're looking at. In fact, we have a design session that the lab is leading with Connecting Credentials, and I think several of you will be involved in that tomorrow, where we're going to be working on some of these paths to adoption. So, with that, I will turn it over to Jason.

Great. Thank you, Kathleen.

[Inaudible] by the way. Yeah, go ahead.

Wonderful. And I know we're running a little bit short on time. We want to preserve a little bit of time for questions, so I'm going to try to go through this as quickly as possible. And what I'm hoping to really share with all of you is kind of a different perspective on this. I think we've heard a lot about kind of the value of microcredentials and digital badges within the skills marketplace, and kind of the role that employers can play in tapping into that, but I'm hoping to take a step back and really kind of what reflect on what we see as a missing piece of the overall infrastructure, that if we were to address, as the employer community, we could really build a much more robust marketplace demand for these kinds of digital credentials. But I'm hoping to kind of step back and talk a little bit about what that is.

But let me start with just giving you a quick overview of who we are as an organization. I'm here today with the U.S. Chamber of Commerce and its foundation. And the U.S. Chamber is not a federal agency. In fact, we're the world's largest business association. So, we represent a federation of over 2,500 state and local chambers of commerce across the country, but then collectively we represent a membership of over three million companies. While a lot of them are kind of the bigger corporations, we do, in fact, have the bread and butter of our membership being the small to midsize businesses that really make up the vast majority of job creators in this country. So, we're really trying to -- the way our organization works is we really try to tap into what their needs are and try to address some of their collective problems.

And the problem that my team has really been focusing on is really how to better help them close the skills gap, and to really do that by trying to leverage kind of their own business practices and best practices so they can kind of reinvent what the leadership looks like when they engage with education and workforce systems. And our signature initiative that we have been focused on as part of this is something we call talent pipeline management.

So, we've really kind of been working for the past few years on putting together a set of strategies, practices, and tools that really help employers play a better end customer role of these ed and workforce partnerships, where they're really more effectively engaging them as part of their talent supply chain. That's not to say people are products or widgets or schools are factories, but really we know that employers cannot just rely on the spot market for the kind of talent they need to compete in today's economy.

And, in fact, we know over half of them have unfilled vacancies now that are staying open for longer periods of time, and nearly 40 percent of them can't take on business that's available to them because they don't have the human capital to do so. So, this is a competitiveness issue. This is a "live or die" issue in the new economy. And companies cannot hope that the right candidates are going to show up, but they really need a new set of practices for how they gauge and cultivate a pool of talent that they can then draw from at the right time and at the right quality. So, we're trying to really kind of reinvent that playbook for what it means not to engage employers but what it means for employers to engage, in a leadership fashion, their preferred education and workforce provider networks.

So, as we've been developing that, we've been working in over 50 communities, cultivating new employer partnerships, building these collaboratives where they can better signal what their hiring requirements are at the competency and credential level, but that they can also then orchestrate these talent supply chain solutions and actually manage return on investment and performance all along the way. So, we're really trying to up the employer game in that.
One of the things that emerged as we've been exploring this new kind of employer leadership and collaboration is how we can get better and more sophisticated at how employers signal what their changing hiring requirements are, particularly at the competency level. And we've developed a process where employers can come together and identify not only which positions that they're having a skills gap in but how they can better signal, in a more granular way, what the shared hiring requirements are across their companies for the same position, but also, importantly, how they're different. And that gives more actionable information to their -- upstream to their value stream partners who are then able to kind of bake that into the curriculum development process, and are better able to deliver a truly qualified candidate for that job. 
So, as we've been developing that out, we realized that this is actually tapping into a bigger issue. It's not just the work we're doing to kind of reorganize employers on the ground to send those signals, but we recognize that there's also a technology problem here, where employers are now organizing their data through their human resource information systems in a way that's more accurately communicating what those requirements are, and at a more granular level. But we're not -- we're not using systems that make that information more dynamic and that are able to integrate with student record systems.

So, we tried to step back and say is there space here for the business community to kind of reflect on the technologies it uses for how it organizes hiring requirements, and maybe retool them with some of the latest and greatest that's available through Web 3.0 technology and through the Open Data standards movement to send better, clearer, faster signals, not only to the labor market but to the whole universe of education and workforce providers and credentialing providers who are really trying to align to that need. But how do we clean up at the source the signal that's coming from the employer community and make sure all the innovation happening on the supply side can accurately be discovered and captured within these hiring systems? So, that's kind of the "why" now and why we're getting involved.

And the solution that we're hoping to explore is something we've been calling the job registry, and it's something we hope to begin piloting this year. But essentially the job registry is just a set of services that would be available to human resource information system vendors and the applicant tracking system vendors to help them work with their partner companies to kind of clean up the data at its source, meaning that it would provide an opportunity for employers, as they're developing job descriptions, to be able to kind of go through a process to create structured, linked data around those job profiles so the data can be searched, it can be discovered more accurately, it can be communicated more clearly, particularly at that competency level, but that employers begin using a common set of templates for how they organize their information, which will make this information more comparable across employers and across industries.

Right now, a lot of this information is static. It rests within documents and everyone uses a different language, and it's not machine-readable. And we're trying to say now is the time because the technology and standards are there to begin to migrate into more dynamic job profiles by using a more consistent way for how you structure the data so it becomes more searchable and discoverable to all stakeholders that are involved in this space.

So, one set is a set of job description services that really help employers structure their data around their job profiles using best-in-class templates. And then the next service is a resource library, saying there's all these taxonomies and ontologies out there for how we organize skills and competencies. That needs to be cultivated within a broader resource library that would allow those job description services to feed off them, but allowing for employers to choose which taxonomies they prefer and to communicate that more clearly to all the various stakeholders.

And then third, looking at a job data repository, saying as employers begin to put structured data around their job profiles, how do we make sure that it becomes de-identified and then linked to a broader repository of data so we have a database out there that is actually reflecting how companies are organizing their workforce in real time, and is updated in real time as those job profiles get updated because we're able to use Web 3.0 link data technology.

So, we think that data repository could become a whole new database for how we understand labor market information and how stakeholders can draw upon the de-identified data to track how jobs are changing at the skill level, and to be able to adapt more quickly. So, again, these are just three services that we think could be out there to better help employers structure their data around their most critical jobs.

And what makes a difference, just running down a quick list, number one, we think it's going to be more real time, because it's dynamic data, it's not static. We think it's going to be open and structured, which is going to be more interoperable, with a wide variety of supply side systems. We think it's going to be heterogeneous, meaning it's not one taxonomy to rule them all, but it better reflects the universe of taxonomies that are out there, but we're more clear on which ones which employers are using. And then, lastly, it's going to create more of a shared language so we're not just trying to communicate what jobs have in common, but through more granular, structured data we can better communicate how they're different, which is really important because how our employers organize, even at the same job level, often can have different requirements that make or break whether or not someone is qualified to fill that position.

Just one quick graphic I wanted to show is we're not talking about rocket science with this. A lot of this is existing technology that's out there today, just applied toward job profiles. This is just an example of how, through NIMS Machinist competency description, a lot of that data is static. It's in document form. We need to migrate so it just becomes machine-readable, and there's a way we can do that, but we need to do that not only for skill taxonomies but for jobs themselves.

And a wide variety of stakeholders could benefit. So, we think we'll have improved labor market information and improved real-time data for job postings. We think employers are going to improve not only their job descriptions but the accuracy in which they hire somebody and retain them over time. It will have better HR analytics to improve their hiring overtime. We think for credentialing organizations, they're going to get better, more granular, actionable information from employers for how to align their curriculum and credentials, and better information for how to support students through career services. And then finally, for individuals, it's going to help them with job searching and they're going to be able to better connect and signal to employers what they know and are able to do, and actually be more discoverable in those applicant tracking systems.
And the last thing I wanted to leave you with is just kind of what this vision is for a new public-private data infrastructure, and this is really where the rubber meets the road with the digital badge community, because we see this job registry as one part of a three-legged stool that's going to make up the public-private data infrastructure of the future, where each one of these pillars needs to be using a shared set of technologies that allows for linked data and also a shared buy-in into an open data standards movement. So, if we're all leveraging the same playbook and structuring our data, we all become searchable and discoverable to one another, and that's what we want. And we think that this conversation has advanced in the credentialing side where, through organizations like the Credential Engine, we're starting to get structured data around credentials. We're trying to say the employers need to step up and do the same thing around their jobs.

And then the third piece is the student and the jobseeker, and the kind of platforms they're using to communicate their skills, whether through résumés, whether through social media, through a wide variety of sources, but all three of these pieces need to talk to one another in a decentralized data network, but that requires us all to use a common set of technologies and to leverage set of technologies so we can be interoperable with one another. And I'm just saying there's a role for employers to play in building out their jobs piece, and that's what we're trying to do through this project. And we think it would be value added to all the great work that you're doing, and to the work that we just heard from David and Kathleen. So, I'm going to stop there because I think we have expired our time. And happy to hang on the line later if we're going to open up to questions, but thank you, Mark.

Well, thank you, Jason, Kathleen, and David for that engaging and enlightening session. We're going to take a 30-minute pause where we transfer to our next panel. And Veronica is going to be moderating that. So, thank you very much.
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