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1. Introduction 
ά!ƴ ƻǇǘƛƳƛǎǘƛŎ ǎŎŜƴŀǊƛƻ ƻŦ ǘƘŜ ŦǳǘǳǊŜ ƻŦ ±9¢ ƛǎ ǎŜŜƴ ŀǎ ŜȄǇŀƴŘƛƴƎ ǘƻ ƘƛƎƘŜǊ ƭŜǾŜƭǎ ŀƴŘΣ 

increasingly, to adults, providing more diverse learning forms and locations and becoming 

ƳƻǊŜ ǊŜƭŜǾŀƴǘ ǘƻ ƭŜŀǊƴŜǊǎ ƻŦ ŀƭƭ ŀƎŜǎέΦ  

.ǊƛŜŦƛƴƎ bƻǘŜ фмоо ά²Ƙŀǘ ŦǳǘǳǊŜ ŦƻǊ ǾƻŎŀǘƛƻƴŀƭ ŜŘǳŎŀǘƛƻƴ ŀƴŘ ǘǊŀƛƴƛƴƎ ƛƴ 9ǳǊƻǇŜΚέΣ 

CEDEFOP 

άCVET NETWORKS RESKILLING SMES EMPLOYEES AND MENTORS BY BRIDGING GENERATIONS AND DIGITAL 

GAPSέ  

[CVET4Future.Net] is a European project to strengthen National CVET Networks through 

the use of modern learning methods in CVET, particularly related with digital transformation 

of SMEs and their human resources, by means of intergenerational learning, and linking 

CVET with IVET as part of human resources development. 

Challenges brought by digital transformation of companies, societies, daily life and the 

new generations at the workplace must be urgently addressed by companies in order to 

successfully adapt to change. Human resources, particularly in SMEs, from the 

management to every employee, will have to update skills in the workplace. Thus, CVET 

should offer new individual learning pathways. 

EU VET Education Policy, specially the Riga Conclusions is promoting work-based learning 

in all forms, including the work based training at companies, reskilling and upskilling of 

employees from the apprenticeship stage to all contexts of professional career. 

!ŎŎƻǊŘƛƴƎ ǘƻ h9/5 ά!ǳǘƻƳŀǘƛƻƴ ŀƴŘ LƴŘŜǇŜƴŘŜƴǘ ²ƻǊƪ ƛƴ ŀ 5ƛƎƛǘŀƭ 9ŎƻƴƻƳȅέΣ нлмсΥ 

ά5ƛƎƛǘŀƭƛǎŀǘƛƻƴ ƛǎ ǊŜŘǳŎƛƴƎ ŘŜƳŀƴŘ ŦƻǊ ǊƻǳǘƛƴŜ ŀƴŘ Ƴŀƴǳŀƭ ǘŀǎƪǎ όΧύ 9% of jobs are at high 

risk of being automated, while for another 25% more jobs, 50% of the tasks will change 

ǎƛƎƴƛŦƛŎŀƴǘƭȅ ōŜŎŀǳǎŜ ƻŦ ŀǳǘƻƳŀǘƛƻƴέΦ aƻǊŜ ǘƘŀƴ пл ҈ ƻŦ ǘƘŜ Ƨƻōǎ ƛƴ 9ǳǊƻǇŜ ǿƛƭƭ 

dramatically change due to digitalisation. The irruption of Big Data and Algorithms will 

produce automation in many jobs leading to great changes in workforce skills needs. 12% 

of all jobs are threatened by automation. 

²Ym {ǘǳŘȅ άCƻǊŜǎƛƎƘǘ .ƛƭŘǳƴƎ ŘŜǊ ½ǳƪǳƴŦǘ нлолέΣ 

foresees that by 2030 > 50% more technological 

and >25% more social and emotional skills will be 

needed and there is a considerable need for digital 

skills in all professions.  

All the challenges VET is facing in the changing 

present and its near future will require adapting IVET to labour market needs, and CVET will 

become more relevant in reskilling and upskilling employees to face new challenges at their 

workplaces, and match the skills required in their jobs or future jobs.  

The present report is fostering CVET excellence using workplace training as well as 

innovative training techniques and methods. It provides information about the current 
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situation of the VET system, the development of adult learning and taken initiatives to 

address labour market needs linked to digitalisation in the countries of the partnership. 

It introduces main programs and trainings on digital transformation and inter-

generational learning of SMEs. The objectives of the report are: 

- Collect best practices of programs and trainings on digital transformation and 

inter-ƎŜƴŜǊŀǘƛƻƴŀƭ ƭŜŀǊƴƛƴƎ ƻŦ {a9ǎΩ ƘǳƳŀƴ ǊŜǎƻǳǊŎŜǎ ŀǎ ŀ ƪŜȅ /±9¢ ŦƻǊ ǘƘŜ 

future; 

- Promote awareness and implementation of European VET policies, by mutual 

learning of best practices on new intergenerational skills to face digital challenges. 

For the collection of best practices, a common methodology has been created and 

Partners should follow several steps in their research: 

Step 1: Identification of best practices of programs and trainings on digital transformation 

and inter-generational learning of SMEs human resources as a key CVET for the future in 

their own country (through desk research and/or direct communication with the relevant 

stakeholders). 

Step 2: Partners shared a summary of the best practices selected in order to ensure that 

they meet the criteria of CVET4Net Mutual Learning and that there are no overlaps. 

Step 3: Partners analysed the best practice on the basis of the specific template 

developed for the project. 

 

tŀǊǘƴŜǊǎƘƛǇ όtŀǊǘƴŜǊǎΩ ƻǊƎŀƴƛǎŀǘƛƻƴǎύΥ 

- Czech Chamber of Commerce; 

- Institute for Economic Promotion of the Austrian Federal Economic Chamber 

(WIFI-WKO); 

- Bulgarian Chamber of Commerce and Industry; 

- Official Chamber of Commerce, Industry, Services and Navigation of Spain; 

- German-Bulgarian Chamber of Commerce and Industry (AHK-Bulgarien); 

- Chamber of Commerce and Industry of Terrassa (Spain); 

- Chamber of Commerce and Industry of Dobrich (Bulgaria). 
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2. CVET, Digital transformation and Inter-generational learning 

(definitions) 
Since 2006, European societies and economies have experienced significant changes, 

digital and technological innovations as well as labour market and demographic changes. 

Many of today's jobs did not exist a decade ago and many new kinds of jobs will be 

created in the future. Increased mobility and cultural mix, new forms of communication 

and relationships alter the ways societies are organized. Climate change and the limits of 

ecological resources, together with economic and social inequalities, mean that 

sustainable development is a necessary concern for all human activity1. 

A universally accepted definition of work-based CVET does not exist. CVET2 is defined as 

ΨŜŘǳŎŀǘƛƻƴ ƻǊ ǘǊŀƛƴƛƴƎ ŀŦǘŜǊ ƛƴƛǘƛŀƭ ŜŘǳŎŀǘƛƻƴ ƻǊ ŜƴǘǊȅ ƛƴǘƻ ǿƻǊƪƛƴƎ ƭƛŦŜΣ ŀƛƳŜŘ ŀǘ ƘŜƭǇƛƴƎ 

individuals to improve or update their knowledge and/or skills; acquire new skills for a 

ŎŀǊŜŜǊ ƳƻǾŜ ƻǊ ǊŜǘǊŀƛƴƛƴƎΤ ŎƻƴǘƛƴǳŜ ǘƘŜƛǊ ǇŜǊǎƻƴŀƭ ƻǊ ǇǊƻŦŜǎǎƛƻƴŀƭ ŘŜǾŜƭƻǇƳŜƴǘΩ 

(CEDEFOP and Tissot, 2004, p. 50). CVET is essentially the part of adult learning oriented 

towards professional development. Work-based CVET ŀƛƳǎ ǘƻ ƛƳǇǊƻǾŜ ǿƻǊƪŜǊǎΩ ƳŀǎǘŜǊȅ 

of work tasks through providing them with the necessary skills whatever these may be, 

ŦƻǊ ŜȄŀƳǇƭŜ ōŀǎƛŎΣ ǎƻŦǘ ƻǊ ǘǊŀƴǎǾŜǊǎŀƭΩ ό/959ChtΣ ŦƻǊǘƘŎƻƳƛƴƎ ŀύΦ !ǘ ƭŜŀǎǘ ǘƘǊŜŜ ŎƻƴŎŜǇǘǎ 

have to be distinguished from that of work-based CVET: a) Learning by doing (or 

experiential learning); b) on-the-job training/learning (or workplace learning or learning 

while working); c) the concept of work-relevant training/learning. 

Demographic shifts, globalisation and new technologies are changing the nature of work 

and careers. Digitalisation is seen as a key influence on the future of work over the next 

decades. Ever-increasing computing power, Big Data, the penetration of the Internet, 

Artificial Intelligence (AI), the Internet-of-Things and online platforms are among the 

developments radically changing prospects for the type of jobs that will be needed in the 

future and how, where and by whom they will be done3.  

In 2014, within the ET 2020 framework, the European Commission introduced the 

brƻŀŘŜǊ ǘŜǊƳ ΨŘƛƎƛǘŀƭ ŀƴŘ ƻƴƭƛƴŜ ƭŜŀǊƴƛƴƎΩ ό5h[ύ ǘƻ ŜƳǇƘŀǎƛǎŜ ǘƘŜ ǘǿƻ Ƴŀƛƴ ŎƻƳǇƻƴŜƴǘǎ 

ƻŦ ǘƻŘŀȅΩǎ ΩŜ-ƭŜŀǊƴƛƴƎΩΦ Digital learning is a form of teaching and learning supported by 

ICT.  Online learningΥ ǘƻŘŀȅΩǎ ǇǊŜǾŀƭŜƴǘ ŦƻǊƳ ƻŦ ŘƛǎǘŀƴŎŜ ƭŜŀǊƴƛƴƎ ό5ŜƳƛǊŀȅ ŀƴŘ TǒƳŀƴΣ 

2001), imparted mainly via the Internet, incorporating social media and web 2.0 services 

for a collaborative and personalised learning experience, anywhere and at any time via 

desktop and mobile computing devices. It can also involve the use of Open educational 

resources (UNESCO)4. 

                                                           
1 Proposal for a COUNCIL RECOMMENDATION on Key Competences for LifeLong Learning {COM(2018) 24 final}: 
http://data.consilium.europa.eu/doc/document/ST-5464-2018-ADD-2/EN/pdf 
2 Cedefop (2015). Work-based learning in continuing vocational education and training: policies and practices in Europe, p. 14: 
https://www.cedefop.europa.eu/en/publications-and-resources/publications/5549 
3 OECD: Automation and Indipendent Work in a Digital Economy: https://www.oecd.org/els/emp/Policy%20brief%20-
%20Automation%20and%20Independent%20Work%20in%20a%20Digital%20Economy.pdf 
4 Digital skills and competence, and digital and online learning: https://www.etf.europa.eu/en/publications-and-
resources/publications/digital-skills-and-competence-and-digital-and-online 

http://data.consilium.europa.eu/doc/document/ST-5464-2018-ADD-2/EN/pdf
https://www.cedefop.europa.eu/en/publications-and-resources/publications/5549
https://www.oecd.org/els/emp/Policy%20brief%20-%20Automation%20and%20Independent%20Work%20in%20a%20Digital%20Economy.pdf
https://www.oecd.org/els/emp/Policy%20brief%20-%20Automation%20and%20Independent%20Work%20in%20a%20Digital%20Economy.pdf
https://www.etf.europa.eu/en/publications-and-resources/publications/digital-skills-and-competence-and-digital-and-online
https://www.etf.europa.eu/en/publications-and-resources/publications/digital-skills-and-competence-and-digital-and-online
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This progress is inevitably linked to the change of known didactic models and methods of 

teaching and learning. And when it comes to SMEs, digitalization and on-the-job training, 

the mutual intergenerational learning becomes crucial. 

Intergenerational Learning (IL) describes the way that people of all ages can learn together 

and from each other. IL is an important part of Lifelong Learning, where the generations 

work together to gain skills, values and knowledge. Beyond the transfer of knowledge, IL 

fosters reciprocal learning relationships between different generations and helps to 

develop social capital and social cohesion in our ageing societies. IL is one way of 

addressing the significant demographic change we are experiencing across Europe and is 

as a way of enhancing intergenerational solidarity through intergenerational practice 

(IP)5. 

The European Commission has developed the European Digital Competence 

Framework6 ŀǎ ŀ ǊŜŦŜǊŜƴŎŜ ŦǊŀƳŜǿƻǊƪ ǘƻ ŜȄǇƭŀƛƴ ǿƘŀǘ ƛǘ ƳŜŀƴǎ ǘƻ ōŜ ΨŘƛƎƛǘŀƭƭȅ 

ŎƻƳǇŜǘŜƴǘΩΦ Lǘ ƛǎ ƪƴƻǿƴ ŀǎ 5ƛƎ/ƻƳǇ ŀƴŘ offers a tool to improve citizen's digital 

competence but also can help with self-evaluation, setting learning goals, identifying 

training opportunities and facilitating job search. The DigComp 2.0 identifies the key 

components of digital competence in 5 areas which can be summarised as below: 

1) Information and data literacy: to articulate information needs; to locate and retrieve 

digital data, information and content; to judge the relevance of the source and its 

content; to store, manage, and organise digital data, information and content. 

2) Communication and collaboration: to interact, communicate and collaborate through 

digital technologies while being aware of cultural and generational diversity; to 

participate in society through public and private digital services and participatory 

citizenship; tƻ ƳŀƴŀƎŜ ƻƴŜΩǎ ŘƛƎƛǘŀƭ ƛŘŜƴǘƛǘȅ ŀƴŘ ǊŜǇǳǘŀǘƛƻƴΦ 

3) Digital content creation: to create and edit digital content; to improve and integrate 

information and content into an existing body of knowledge while understanding how 

copyright and licences are to be applied; to know how to give understandable instructions 

for a computer system. 

4) Safety: to protect devices, content, personal data and privacy in digital environments; 

to protect physical and psychological health, and to be aware of digital technologies for 

social well-being and social inclusion; to be aware of the environmental impact of digital 

technologies and their use. 

5) Problem solving: to identify needs and problems, and to resolve conceptual problems 

and problem situations in digital environments; to use digital tools to innovate processes 

and products; to keep up-to-date with the digital evolution. 

                                                           
5 European Map of Intergenerational learning 
6 Digital Competence Framework 2.0: https://ec.europa.eu/jrc/en/digcomp/digital-competence-framework 

https://ec.europa.eu/jrc/en/digcomp/digital-competence-framework
https://ec.europa.eu/jrc/en/digcomp/digital-competence-framework
https://ec.europa.eu/jrc/en/digcomp/digital-competence-framework
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3. Modernizing VET, adult education and training and digital 

transformation ς national reports, 20197  

Individuals pursue adult learning for a variety of reasons: to enhance their employment 

prospects, to develop personally or professionally and to obtain transferable skills, such 

as critical thinking. Adult learning also contributes to improving social cohesion and 

promotes active citizenship.  

The national reports are following the common structure, presenting the most up-to-date 

quantitative and qualitative evidence to present and assess the main recent and ongoing 

policy measures in the countries of the Partnership.  

A) Austria8 
VET remains an attractive option for Austrian students as it offers excellent employability 

for graduates. Students enrolled in VET receive work-based learning τ almost half of 

educational programmes provide for some practical elements in the curriculum (UOE, 

2017). The employment rate among recent VET graduates in 2018 remained high at 

87.3%, well above the EU average of 79.5% (LFS, 2018). 

Recent initiatives have focused on adapting VET, including apprenticeships, to the digital 

shift. In 2019, at the initiative of the Federal Ministry of Digital and Economic Affairs, the 

two educational research institutes IBW9 and ÖIBF10 developed guidelines for the 

competence-oriented development of apprenticeships. The aim is to create a framework 

for developing training that will serve as a reference for all those responsible for steering, 

planning and implementing apprenticeships. The guidelines aim for a stronger integration 

of practitioners from companies in the design of competence-oriented job profiles, 

training and examination regulations. At the beginning of 2019 the Austrian Public 

Employment Service launched the New Digital Skills initiative with leading companies in 

five economic sectors (production, trade, tourism, construction and 

office/administration/IT) to drive the adaptation of programmes and curricula in initial 

and continuing VET. 

Developing adult learning 

While participation in adult learning is above the EU average, there remains a serious need 

for upskilling. In Austria 14.7% of adults do not have at least an upper-secondary 

qualification, a proportion below the EU average of 21.9%. 55.3% of low-qualified adults 

are employed, close to the EU average of 56.8% (LFS, 2018). 

In line with the 2016 Council Recommendation on upskilling pathways, Austria is 

implementing its Adult Education Initiative (Initiative Erwachsenenbildung). This aims to 

improve access to education for socio-economically disadvantaged people and to 

                                                           
7 Modernizing VET, adult education and training and digital transformation ς national reports, 2019 
8 Education and training monitor report ς Austria, 2019. Download the recent country report for Austria: 
https://ec.europa.eu/education/policies/et-monitor-2020-country-reports_en  
9 IBW Austria ς Research & Development in VET. 
10 Österreichisches Institut für Berufsbildungsforschung 

https://ec.europa.eu/education/policies/et-monitor-2020-country-reports_en
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increase their level of education. It enables adults who lack basic skills or who never 

graduated from lower secondary education to continue and finish their education free of 

charge. In its third programme period (2018-2021), the initiative will reach around 27.000 

people.  

During 2018 and at the beginning of 2019, several initiatives were taken to address labour 

market needs linked to digitalisation. The Digital Competence Model was published in 

нлмуΣ ōŀǎŜŘ ƻƴ ǘƘŜ 9ǳǊƻǇŜŀƴ /ƻƳƳƛǎǎƛƻƴΩǎ Ψ5ƛƎ/ƻƳǇΩ ǊŜŦŜǊŜƴŎŜ ŦǊŀƳŜǿƻǊƪΦ 5ƛƎ/ƻƳǇ 

2.2 AT11 will support the identification and assessment of personal competences and 

identify strengths and possibilities for personal development. Linked to this, the 

ΨŦƛǘпƛƴǘŜǊƴŜǘΩ initiative was launched in 2019 to allow everyone to assess their digital 

competence and receive proposals for training as a basis for their further personal 

development. The Pact for Digital Competence (Pakt für digitale Kompetenz) brings 

together companies, adult education institutions and the public administration to jointly 

foster the development of digital competences among all the target groups. 

B) Bulgaria12 
Modernising vocational education and training 

Efforts are being made to increase the labour market relevance of vocational education 

and training (VET). In June 2018, the Bulgarian Council of Ministers adopted a list of 

professions in shortage of qualified specialists, and the conditions for additional funding 

to schools that offer these qualifications. Most of these specialties are in the field of 

machine building, construction and transport. The employment rate of recent VET 

graduates increased significantly in 2018, reaching 66.4%, compared with 59.1% the year 

before. Nevertheless, in 2018 it remained significantly below the EU average of 79.5%. 

The main development in relation to dual training was the adoption of the revised VET 

Act in October 2018. Amendments include the definition of requirements, the 

development of a database for companies involved in dual training, and the setting up of 

a labour contract for learners in dual training to provide for social and health insurance. 

In addition, an ESF co-financed project that aims to support the dual training system is 

ǎŜǘ ǘƻ ǎǘŀǊǘ ƛƴ ǘƘŜ ǎŜŎƻƴŘ ƘŀƭŦ ƻŦ нлмфΦ ¢ƘŜ ŎƻƴŎŜǇǘ ƻŦ ΨǘŜŀŎƘŜǊ-ƳŜǘƘƻŘƻƭƻƎƛǎǘΩ ǿŀǎ 

introduced under the Bulgarian-Swiss dual VET project (DOMINO). 

Developing adult learning  

The need to upskill and reskill the population is high. In Bulgaria, 17.4% of the working age 

population aged 25-64 (approx. 677 000 people) is low skilled. Although this percentage 

is slightly below the EU average (21.9%), it is particularly problematic given that it 

corresponds to twice the number of jobs available that require only an elementary level 

of skills (357 000). This clearly highlights the need for substantial up-skilling and re-

skilling. 

                                                           
11 See: Competence Framework - fit4internet 
12 Education and training monitor report ς Bulgaria, 2019. Download the recent country report for Bulgaria: 
https://ec.europa.eu/education/policies/et-monitor-2020-country-reports_en  

https://www.fit4internet.at/view/verstehen-das-modell
https://ec.europa.eu/education/policies/et-monitor-2020-country-reports_en
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Bulgaria lacks a comprehensive system for the training and assessment of teachers and 

training in adult education, and the supply is not sufficient. In many cases, especially in 

vocational centres and enterprises offering job-related non-formal training, the 

qualification of adult educators is left entirely to the staff involved and is treated as a 

personal development issue. Adult educators fall into the same professional category as 

other teaching staff, but their profession is seen as even less attractive than being a 

school teacher. Insufficient attention is paid to the need for special qualifications for adult 

educators working with Roma. 

An e-skills Strategy for effective implementation of ICT in education and science was 

adopted. It sets out ways to modernise the education system, improve access to quality 

education and increase the offer of IT training in formal and non-formal education.  

The National Program "Digital Bulgaria 2025" is another programming document which 

sets out the objectives, measures and activities related to the development and 

widespread use of ICT as well as the commitment of the different institutions within their 

sector policies. It contains six key priority areas for action to achieve smart, sustainable 

and inclusive digital growth in the period 2017-2025, which are related to further 

development and improvement: digital networks and services; digital economy and 

growth potential; digital competence and skills; public e-services; cybersecurity and 

Internet governance13. 

C) Czech Republic14 
Modernising vocational education and training  

Czechia is continuing to make VET more flexible and more relevant to the needs of the jobs 

market. The 2018 Amendment of the School Act obliges schools and to cooperate with 

employers in designing curricula, providing practical training, participating in final 

examinations and providing placements in companies for teaching staff. The ESF-funded 

Modernisation of vocational education and training project, launched in 2017, has so far 

introduced 365 modules with the aim of improving transferability between various 

pathways in initial and continuous VET and with qualifications in the National Register of 

Qualifications. In 2017/2018 a pilot project including elements of dual training has started 

in the Moravia-Silesia Region. A revision of the vocational parts of upper secondary 

curricula is on-going.  

In October 2018 the government adopted the Digital Czechia strategy. The 

implementation will build on the strategy for digital education 2020. The latter focuses 

on opening education to new learning methods using new technologies, improving 

ǇǳǇƛƭΩǎ ŎƻƳǇŜǘŜƴŎŜǎ ǘƻ ǿƻǊƪ ǿƛǘƘ ƛƴŦƻǊƳŀǘƛƻƴ ŀƴŘ ŘƛƎƛǘŀƭ ǘŜŎƘƴƻƭƻƎƛŜǎ ŀnd improving 

ǇǳǇƛƭǎΩ ŎƻƳǇǳǘŀǘƛƻƴŀƭ ǘƘƛƴƪƛƴƎΦ 

                                                           
13 https://ec.europa.eu/information_society/newsroom/image/document/2019-32/country_report_-_bulgaria_-
_final_2019_0D321A4A-044E-25BE-662DADCE68FAF893_61229.pdf 
14 Education and training monitor report ς Czech Republic, 2019. Download the recent country report for Czechia: 
https://ec.europa.eu/education/policies/et-monitor-2020-country-reports_en  

https://ec.europa.eu/information_society/newsroom/image/document/2019-32/country_report_-_bulgaria_-_final_2019_0D321A4A-044E-25BE-662DADCE68FAF893_61229.pdf
https://ec.europa.eu/information_society/newsroom/image/document/2019-32/country_report_-_bulgaria_-_final_2019_0D321A4A-044E-25BE-662DADCE68FAF893_61229.pdf
https://ec.europa.eu/education/policies/et-monitor-2020-country-reports_en
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Developing adult learning  

The likelihood of adults in Czechia frequently updating their knowledge and skills through 

adult learning is rather low. In 2018, only 8.5% of adults aged 25-64 had had a learning 

experience in the last 4 weeks (EU average: 11.1%). However, only 6.1% of Czech adults 

had at most a low qualification (EU average: 21.9%). In 2017 around 5 300 adults aged 25 

or above acquired an upper-secondary qualification. This represents less than 0.02% of 

the nearly 367 000 25-64 year-olds with only a low level of educational attainment. At 

the same time, there are few job opportunities for low-qualified people τ in 2017 there 

were 287 000 jobs in elementary occupations. The 52.2% of low-qualified adults in 

employment in 2017 was below the EU average of 58.4%.  

A number of projects focus on general upskilling and the digital skills of adults. The project 

UpSkilling CZ (now going through an approval process) will address the implementation 

of the 2016 Council Recommendation on upskilling pathways. The project will develop an 

online tool to assess basic skills and a tool offering relevant learning opportunities. Close 

cooperation will be ensured between the key players, i.e. the Ministry of Education, Youth 

and Sports, the Ministry of Labour and Social Affairs and the public employment services. 

E-learning courses, guidebooks and other methodological materials will be developed. 

The updated Digital Czechia strategy also includes measures for adults. These seek 

ƴƻǘŀōƭȅ ǘƻ ƛƳǇǊƻǾŜ ŀŘǳƭǘǎΩ ŘƛƎƛǘŀƭ ƭƛǘŜǊŀŎȅΣ ŘƛƎƛǘŀƭ ǎƪƛƭƭǎ ƛƴ ǎƳŀƭƭ ŀƴŘ ƳŜŘƛǳƳ-sized 

businesses and support for teleworking by using digital technologies and addressing 

digital exclusion. Iƴ ŀŘŘƛǘƛƻƴΣ ǘƘŜ ǎǘǊŀǘŜƎȅ ŘŜŦƛƴŜǎ ǘƘŜ Ǝƻŀƭ ƻŦ ΨǊŜŀŘƛƴŜǎǎ ƻŦ ŎƛǘƛȊŜƴǎ ŦƻǊ 

labour market changes, education and development of digital skills, retraining of the 

workforce, necessity to further educate workers and the creation of new education 

ǇǊƻƎǊŀƳƳŜǎΩΦ 

There are important developments in continuing VET too. People with vocational 

certificates and 5 years of professional experience will have the option of taking an exam 

leading to a master craftsman qualification. It is planned to develop about 45 such 

qualifications. The Chamber of Commerce will have a key role in facilitating cooperation 

between professional craft associations and vocational schools that will participate in the 

new system. 

D) Germany15 
Modernising vocational education and training  

Although the employability rate is increasing, fewer students are enrolling in formal VET 

programmes. In 2017, 450 535 new students started formal VET programmes, a 2.7% 

drop since 2016. The number of places in VET programmes that did not attract an 

applicant in 2018 increased to 57 700 in 2018 from 49 000 in 2017. Regional imbalances 

in qualifications and jobs appears to be increasingly pronounced (BIBB 2019). VET 

students have a high exposure to work based learning; most educational programmes 

                                                           
15 Education and training monitor report ς Germany, 2019. Download the recent country report for Germany: 
https://ec.europa.eu/education/policies/et-monitor-2020-country-reports_en  

https://ec.europa.eu/education/policies/et-monitor-2020-country-reports_en
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include solid practical modules in the curriculum. The employability rate of recent VET 

graduates in 2018 increased to 92.4%, up from 91.3% in 2017, far above the EU average 

of 79.5%.  

Measures to address this mainly focus on modernising and adjusting VET to labour market 

developments in the field of digitalisation, automation, technology and sustainability. The 

CŜŘŜǊŀƭ aƛƴƛǎǘǊȅ ƻŦ 9ŘǳŎŀǘƛƻƴ ŀƴŘ wŜǎŜŀǊŎƘ ό.a.Cύ ŀƴƴƻǳƴŎŜŘ ƛƴ нлму ǘƘŜ Ψ±ƻŎŀǘƛƻƴŀƭ 

¢ǊŀƛƴƛƴƎ tŀŎǘΩΣ ŀ ŎƻƳǇǊŜƘŜƴǎƛǾŜ ŀƎŜƴŘŀ ǘƻ ƳƻŘŜǊƴƛǎŜ ±9¢Φ wŜƎŀǊŘƛƴƎ ƘƛƎƘŜǊ ±9¢ ŀƴŘ 

excellence, in 2019 the Federal Cabinet agreed to update the Vocational Training Act 

(Berufsbildungsgesetz) introducing three C-VET levels with harmonised terms of C-VET 

occupations. The changes are expected to come into force on 1 January 2020. In January 

нлмфΣ ŀ ƴŜǿ ŦŜŘŜǊŀƭ ƛƴƛǘƛŀǘƛǾŜ Lbbh±9¢ ά{ƘŀǇƛƴƎ ǘƘŜ ŦǳǘǳǊŜ LƴƴƻǾŀǘƛƻƴ /ƭǳǎǘŜǊǎ ŦƻǊ ±9¢ 

9ȄŎŜƭƭŜƴŎŜέ ǿŀǎ ƭŀǳƴŎƘŜŘΣ ƛƴƛǘƛŀƭƭȅ ǿƛǘƘ ŀ ōǳŘƎŜǘ ƻŦ 9¦w ул ƳƛƭƭƛƻƴΣ ǘƻ ǎǳǇǇƻǊǘ ǘƘŜ 

development and testing of innovative approaches. Demand for training contracts has 

risen for the second year in a row. Germany also continued efforts to boost dual VET, 

ƛƴŎƭǳŘƛƴƎ ōȅ ŘŜŎƭŀǊƛƴƎ нлмф ŀǎ ǘƘŜ Ψ¸ŜŀǊ ƻŦ ±ƻŎŀǘƛƻƴŀƭ ¢ǊŀƛƴƛƴƎΩΦ  

The federal government and the regions are running the second phase of the 2013-23 

quality initiative geared to improving teaching and addressing potential skills shortages.  

Developing adult learning 

In Germany, 13.4% of the adult population have not acquired at least an upper secondary 

qualification, compared with an EU average of 21.9% (2018). The share of low qualified 

adults in employment, at 61%, is above the EU average of 56.8% (2018). Participation in 

adult learning, at 8.2%, is well below the EU average of 11.1% (2018). Nearly 6.11 million 

adults (aged 25-64) in Germany have only a low-level or unknown level of educational 

attainment, though there are just 3.2 million jobs in elementary occupations (2017). This 

highlights the need for more widespread up-skilling and re-skilling targeted to adults with 

low skills.  

Efforts are ongoing to boost adult learning and additional measures aim at upskilling. The 

Qualifications Opportunities Act (Qualifizierungschancengesetz) passed on 1 January 

2019 will improve access to and financial support for further education of employees 

whose occupational activities are at risk of being replaced by new technologies, for 

employees affected by structural change, or those in jobs with a shortage of skilled 

workers. A new National Continuing Training Strategy presented to the public on 12 June 

2019 responds to the digital transformation of the world of work. The adult learning 

programmes run by federal and state governments, to align them with the needs of 

employees and companies and to establish a new adult learning culture. Furthermore, 

the government plans to reform the upgrading training assistance act, with an additional 

EUR350 million to be spent in the current legislative term to support individuals attending 

C-VET courses at higher levels. In addition to ongoing measures linked to the Upskilling 
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Pathways Council Recommendation16, the BMBF launched a new funding priority in 2018 

to focus on strengthening literacy skills and basic education of adults, as part of the 

National Literacy Decade 2016 ς 2026. 

E) Spain17 
Modernising vocational education and training  

Enrolment in upper secondary VET slightly increased in 2017. In 2017, 35.3% of students 

were enrolled in vocational programmes, well below the EU average 47.8%. Students had 

limited exposure to work-based learning; very few programmes provided for it in 2017. 

The level of employability of recent VET graduates rose significantly notably from 58.5% 

in 2017 to 70% in 2018, still below the EU average of 79.5% (2018).  

The development of the strategic plan for vocational training intends to boost VET. The 

government presented a plan proposal in September 2018, including measures such as: 

developing new specialisation courses for VET graduates wishing to adapt their skills to 

labour-market needs, updating occupational standards and qualifications, easing 

progression to intermediate and higher VET programmes, and improving the validation 

of non-formal and informal learning. The National Catalogue of Professional 

Qualifications and the Catalogue of VET Diplomas were updated. In December 2018, the 

government tripled the budget for VET teacher training and mobility (EUR 8.6 million, co-

financed by the European Social Fund).  

The general council for vocational training18 set up working groups to boost the VET system 

and increase cooperation between education and businesses. The work of these groups 

focuses on the development, evaluation and quality of the system, professional 

information and guidance, national reference centres and integrated vocational training 

centres, dual-VET, and accreditation of professional competences acquired through work 

experience.  

Spain has taken many measures on dual-VET. Royal Decree 28/2018 reduced the age limit 

for participating in dual-VET. In December 2018, the Council of Ministers approved 

further funding at regional level, with co-funding from European funds, to promote dual-

VET. The agreement between the Chamber of commerce and the Public employment 

service to advise and support companies participating in dual-VET was extended until end 

of 2019. In February 2019, the government published the strategic plan for dual 

vocational training, announcing more active participation of companies in continuous 

professional development for teachers and in designing occupational standards and 

training programmes. 

 

                                                           
16 Education and Training Monitor 2018; European Council Recommendation on Upskilling Pathways (2016) 
https://eurlex.europa.eu/legal-content/EN/TXT/?uri=OJ%3AJOC_2016_484_R_0001  
17 Education and training monitor report ς Spain, 2019. Download the recent country report for Spain: 
https://ec.europa.eu/education/policies/et-monitor-2020-country-reports_en  
18 Consejo General de Formación Profesional 

https://eurlex.europa.eu/legal-content/EN/TXT/?uri=OJ%3AJOC_2016_484_R_0001
https://ec.europa.eu/education/policies/et-monitor-2020-country-reports_en
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Developing adult learning  

In Spain, there is no specialised training to become an adult educator and no specific 

qualification to teach or train educators. Therefore, the supply of specialised adult 

ŜŘǳŎŀǘƛƻƴ ǘŜŀŎƘƛƴƎκǘǊŀƛƴƛƴƎ ǎǘŀŦŦ ƛǎ ƛƴǎǳŦŦƛŎƛŜƴǘΣ ōƻǘƘ ŦƻǊ ±9¢ ŀƴŘ ΨƎŜƴŜǊŀƭΩ ŀŘǳƭǘ 

education.  

The government approved the action plan for youth employment in December 2018. One 

of its six priorities is to promote vocational training for young adults to improve their 

competencies.  

Adult participation in lifelong learning is increasing but still far from the EU benchmark. In 

2018, the participation rate of adults in education and training (10.5%) was close to the 

EU average (11.1%), but far below the EU benchmark of 15%. 39.9% of adults in Spain 

lack an upper-secondary qualification (EU average: 21.9%). Skills polarisation and skills 

mismatches affect the performance of the labour market in Spain and weigh on 

productivity grow.  
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4. Programs and training on digital transformation and inter-

generational learning of SMEs 

 
άWƻō-related adult learning and ŎƻƴǘƛƴǳƛƴƎ ǾƻŎŀǘƛƻƴŀƭ ǘǊŀƛƴƛƴƎ ƛƴ 9ǳǊƻǇŜέ19 research on 

continuing vocational training (CVT) of employees in enterprises identifies two main types 

of trainings: CVT courses and five other forms of CVT which are typically connected to the 

active work. The training activities can be financed in total or at least partly by the 

enterprises and financing could be direct or indirect, as it can include the use of paid 

working time for training: 

1) CVT courses: tƘŜȅ ΨŀǊŜ ǘȅǇƛŎŀƭƭȅ ŎƭŜŀǊƭȅ ǎŜǇŀǊŀǘŜŘ ŦǊƻƳ ǘƘŜ ŀŎǘƛǾŜ workplace 

(learning takes place in locations specially assigned for learning, such as a class 

room or training centre). They exhibit a high degree of organisation (time, space 

and content) by a trainer or a training institution. The content is designed for a 

ƎǊƻǳǇ ƻŦ ƭŜŀǊƴŜǊǎ όŜΦƎΦ ŀ ŎǳǊǊƛŎǳƭǳƳ ŜȄƛǎǘǎύΩ ό9ǳǊƻǎǘŀǘΣ нлмнōΣ ǇΦ нпύΦ 

2) Other forms of CVT: tƘŜȅ ΨŀǊŜ ǘȅǇƛŎŀƭƭȅ ŎƻƴƴŜŎǘŜŘ ǘƻ ǘƘŜ ŀŎǘƛǾŜ ǿƻǊƪ ŀƴŘ ǘƘŜ ŀŎǘƛǾŜ 

workplace, but they can also include attendances (instruction) at conferences, 

trade fairs, etc. for the purpose of learning. They are often characterised by a 

degree of self-organisation (time, space and content) by the individual learner or 

ōȅ ŀ ƎǊƻǳǇ ƻŦ ƭŜŀǊƴŜǊǎΦ ¢ƘŜ ŎƻƴǘŜƴǘ ƛǎ ƻŦǘŜƴ ǘŀƛƭƻǊŜŘ ŀŎŎƻǊŘƛƴƎ ǘƻ ǘƘŜ ƭŜŀǊƴŜǊǎΩ 

individual needs in the workpƭŀŎŜΩ ό9ǳǊƻǎǘŀǘΣ нлмнōΣ ǇΦ нрύΦ Five single forms are 

differentiated: 

- Planned training through guided on-the-job training (GOJT): Ψƛǘ ƛǎ ŎƘŀǊŀŎǘŜǊƛǎŜŘ ōȅ 

planned periods of training, instruction or practical experience in the workplace 

using the normal tools of work, either at the immediate place of work or in the 

ǿƻǊƪ ǎƛǘǳŀǘƛƻƴΩ ό9ǳǊƻǎǘŀǘΣ нлмнōΣ ǇΦ нсύΤ 

- Planned training through job rotation, exchanges, secondments or study visits: 

ΨƧƻō-rotation within the enterprise and exchanges with other enterprises are 

ΨΨƻǘƘŜǊΩΩ ŦƻǊƳǎ ƻŦ /±¢ ƻƴƭȅ ƛŦ ǘƘŜǎŜ ƳŜŀǎǳǊŜǎ ŀǊŜ ǇƭŀƴƴŜŘ ƛƴ ŀŘǾŀƴŎŜ ǿƛǘƘ ǘƘŜ 

primary intention of developing the skills of the workers involved. Transfers of 

workers from one job to another which are not part of a planned developmental 

programme should ōŜ ŜȄŎƭǳŘŜŘΩ ό9ǳǊƻǎǘŀǘΣ нлмнōΣ ǇΦ нсύΤ 

- Attendance at conferences, workshops, trade fairs and lecturesΥ Ψ!ǘǘŜƴŘŀƴŎŜ 

(instruction received) at conferences, workshops, trade fairs and lectures are 

considered as training actions, only when they are planned in advance and where 

ǘƘŜ ǇǊƛƳŀǊȅ ƛƴǘŜƴǘƛƻƴ ƻŦ ŀ ǇŜǊǎƻƴ ŜƳǇƭƻȅŜŘ ŀǘǘŜƴŘƛƴƎ ǘƘŜƳ ƛǎ ǘǊŀƛƴƛƴƎκƭŜŀǊƴƛƴƎΩ 

(Eurostat, 2012b, p. 26); 

- Planned training through participation in learning or quality circlesΥ ΨƭŜŀǊƴƛƴƎ 

circles are groups of persons employed who come together on a regular basis with 

                                                           
19 /959Cht όнлмрύΣ άWƻō-ǊŜƭŀǘŜŘ ŀŘǳƭǘ ƭŜŀǊƴƛƴƎ ŀƴŘ ŎƻƴǘƛƴǳƛƴƎ ǾƻŎŀǘƛƻƴŀƭ ǘǊŀƛƴƛƴƎ ƛƴ 9ǳǊƻǇŜΥ ŀ ǎǘŀǘƛǎǘƛŎŀƭ ǇƛŎǘǳǊŜέΣ [ǳȄŜƳōƻǳǊƎΥ 
Publications Office. CEDEFOP research paper; No 48, page 130. https://www.cedefop.europa.eu/files/5548_en.pdf 

https://www.cedefop.europa.eu/files/5548_en.pdf
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the primary aim of learning more about the requirements of the work 

organisation, work procedures and workplaces. Quality circles are working 

groups, having the objective of solving production and workplace-based 

problems, thrƻǳƎƘ ŘƛǎŎǳǎǎƛƻƴΦ ¢ƘŜȅ ŀǊŜ ŎƻǳƴǘŜŘ ŀǎ ΨΨƻǘƘŜǊΩΩ ŦƻǊƳǎ ƻŦ /±¢ ƻƴƭȅ ƛŦ 

ǘƘŜ ǇǊƛƳŀǊȅ ŀƛƳ ƻŦ ǘƘŜ ǇŜǊǎƻƴǎ ŜƳǇƭƻȅŜŘ ŀǘǘŜƴŘƛƴƎ ǘƘŜƳΣ ƛǎ ƭŜŀǊƴƛƴƎΩ ό9ǳǊƻǎǘŀǘΣ 

2012b, p. 26); 

- Planned training by self-directed learning (e.g. self-directed e-ƭŜŀǊƴƛƴƎύΥ Ψ{ŜƭŦ-

directed learning occurs when an individual engages in a planned learning 

initiative where he or she manages the training time and the place at which the 

training takes place. Self-directed learning means planned individual learning 

activities using one or more learning media. Learning can take place in private, 

public or job-related settings. Self-directed learning might be arranged using open 

and distance learning methods, video/audio tapes, correspondence, computer-

based methods (including internet, e-learning) or by means of a learning 

resources centre. It has to be part of a planned initiative. Simply surfing the 

Internet in an unstructured way should be excluded. Self-directed learning in 

connection with CVT coursŜǎ ǎƘƻǳƭŘ ƴƻǘ ōŜ ƛƴŎƭǳŘŜŘ ƘŜǊŜΩ ό9ǳǊƻǎǘŀǘΣ нлмнōΣ ǇΦ 

26). 

For the purposes of CVET.net project and the share of best practices between the countries 

of the Partnership, the experience of Austrian Federal Economic Chamber (WKO-WIFI) 

emerges as a new form of training ς the reverse mentoring where trainer and trainee 

change their roles: the junior coaches the senior on the topics that young can do better 

than old. The aim of reverse mentoring is to increase the overall digital fitness in the 

company, to adapt old communication and working methods to the requirements of the 

digital era and to familiarise older colleagues and managers with the world of the 

millennium. 

The key success factors in the introduction of reverse mentoring are: 

1. The matching for Reverse Mentoring - the mentoring 

tandem should be composed across departments and 

hierarchies.  

2. The topics - the tandems set their own priorities and 

determine the scope and frequency of the meetings. 

Specific topics such as an improved talent search, time-

efficient collaboration tools, digital workflow concepts or current facets of online 

marketing can be discussed. 

3. Professionalism - the mentor needs not only a high level of professional expertise, but 

also understanding, empathy, communication skills and diplomatic skills. 



  

 

¢Ƙƛǎ ǇǊƻƧŜŎǘ Ƙŀǎ ōŜŜƴ ŦǳƴŘŜŘ ǿƛǘƘ ǎǳǇǇƻǊǘ ŦǊƻƳ ǘƘŜ 9ǳǊƻǇŜŀƴ /ƻƳƳƛǎǎƛƻƴΦ 

This publication reflects the views only of the author, and the Commission cannot be held responsible for any use which 
may be made of the information contained therein. 

4. Win high-ranking mentees - for the program to be accepted internally, it needs to be 

popular. If a member of the management is the first to make himself available as a mentee, 

other managers will naturally follow suit. 

5. Raising awareness among managers that digitisation cannot be delegated works. 

6. Digital literacy is not a generational issue - even among managers, it is about 

understanding the role. 

7. The recruitment of mentees - the mentee needs not only a strong interest in the topics 

presented but also personal sovereignty. Psychological barriers should not be 

underestimated.  

8. The procedure - the program can run indefinitely or as a fixed project. The 

organizational effort includes: 

Ǒ The conception as such,  

Ǒ The creation of a guideline, 

Ǒ The implementation of internal marketing measures,  

Ǒ The selection and qualification of suitable mentors,  

Ǒ The acquisition and sensitization of mentees,  

Ǒ Kick-off events,  

Ǒ Follow-up measures,  

Ǒ The measurement and documentation of successes, and  

Ǒ The distribution of success stories in internal and external media.  

Ǒ A mentoring community can also be established. 

Learn more about Reverse mentoring on page 17 below. 
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5. CVETNET4Future.Net Best Practices Collection. 
 

AUSTRIA 

REVERSE MENTORING  

Location: Vienna 

Target group: Austrian Federal Economic Chamber; Bank Austria 

Context: In reverse mentoring, the roles of classic mentoring are reversed: the junior 

coaches the senior on the topics that young can do better than old.  

The aim of reverse mentoring is to increase the overall digital fitness in the company, to 

adapt old communication and working methods to the requirements of the digital era 

and to familiarise older colleagues and managers with the world of the millennium. 

Description: 

1. Specifying the topic; 

2. Determining the professional and personal knowledge of the mentors; 

3. Announcement of the topic with quiz and invitation to apply for a mentor; 

4. Selection of mentors; 

5. Topic coaching by IT experts (Mentor for mentors); 

6. Recruitment Mentees (in person, through HR); 

7. Matching mentor and mentor/mentee (formation of reverse mentoring tandems); 

8. Update of mentors by IT experts (subject deepening). 

Ą 

I. Kick-off for mentoring partnership 

II. Regular meetings - max. 6 meetings in 9 

months 

III. Final evaluation 

IV. Experience reports on reverse mentoring 

Impact 

The key success factors in the introduction of reverse mentoring: 

1. The matching for Reverse Mentoring 

The mentoring tandem should be composed across departments and hierarchies.  
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In larger companies, a coordinating office, in which WKÖ is responsible for personnel 

development and matching, usually takes over. Speed dating, for example, can be carried 

out for this purpose. As with the search for a partner, the aim is to find out whether you 

are a good match. The participants get to know each other in an interview lasting about 

five minutes. Afterwards they move table by table to the next potential partner. At the 

end of the session, everyone takes stock and decides with whom they would like to carry 

out reverse mentoring. 

2. The topics 

The tandems set their own priorities and determine the scope and frequency of the 

meetings. In addition to the concrete handling of networked software, apps, social 

networks, the web and new technologies, attitude of the young generation in general 

may also be discussed. Furthermore, the working world and lifestyle of the millennium, 

as well as the spirit of the times and hip trends can be discussed. Finally, specific topics 

such as an improved talent search, time-efficient collaboration tools, digital workflow 

concepts or current facets of online marketing can be discussed. 

3. Professionalism 

The mentor needs not only a high level of professional expertise, but also understanding, 

empathy, communication skills and diplomatic skills. He must be able to explain well, but 

above all he must let his mentee partner do it himself when it comes to digital 

applications. Since the mentor is usually young, advance training in mentoring 

methodology is extremely useful. This can be given by an experienced mentor. For larger 

programs, joint workshops are also an option. 

4. Win high-ranking mentees 

For the program to be accepted internally, it needs to be popular. If a member of the 

management is the first to make himself available as a mentee, other managers will 

naturally follow suit. At the Austrian Bank Austria, for example, eight millennia were 

allocated to the eight members of the bank's Management Board in the first round of the 

programme. In the second round, 30 managers of the second and third management 

levels met with young employees who were not older than 35 years at the time. These 

either belonged to the Bank's talent pool or participated in its graduate programme. 

5. Raising awareness among managers that digitisation cannot be delegated works 

6. Digital literacy is not a generational issue - even among managers, it is about 

understanding the role (with digitisation, tasks shift from assistants to managers, e.g. 

approving business trips; some managers think my assistant does that). 

7. The recruitment of mentees 

The mentee needs not only a strong interest in the topics presented but also personal 

sovereignty. Psychological barriers should not be underestimated. To let a younger person 

tell you something is not always easy. Generational conflicts have many facets, which can 
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partly be explained by pure biochemistry. On the one hand, there is the father-son 

complex, which also plays a causal role in corporate succession issues. If reverse 

mentoring takes place across the gender divide, this must also be taken into account: For 

a well-developed alpha brain, younger women are above all one thing: prey or beta. Both 

facets must be addressed in the mentee preparation, even if they may be unpleasant, in 

a clear and concise manner so that the program does not slip out of place unhappily. 

8. The procedure 

The program can run indefinitely or as a fixed project. The organizational effort includes: 

- The conception as such,  

- The creation of a guideline, 

- The implementation of internal marketing measures,  

- The selection and qualification of suitable mentors,  

- The acquisition and sensitization of mentees,  

- Kick-off events,  

- Follow-up measures,  

- The measurement and documentation of successes, and  

- The distribution of success stories in internal and external media.  

- A mentoring community can also be established. 
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Source of information: 

Mag. Martina Bahardoust-Baumann, Human Resources Development, WKOE 
WKO Intranet 
Generationen-Balance im Unternehmen, WIFI Österreich 2018 
Guide: Generational balance in the company:  Recommendations and practical tips for an 
age-appropriate working environment in SMEs 
Demografie-Check - Tool zur betrieblichen Altersstrukturanalyse und 
Fachkräftesicherung, WKO 2019 
Demography Check ς xls-Tool for company age structure analysis and securing skilled 
workers 
 
 
 
 
 
 
 
 
 
 
 
 

https://www.wko.at/service/unternehmensfuehrung-finanzierung-foerderungen/Generationen-Balance_im_Unternehmen.html
https://news.wko.at/news/oesterreich/Demografische_Entwicklung_in_Unternehmen.html?_ga=2.77478869.1354786415.1616083201-279154636.1612950036
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IMPLEMENTING THE DIGITALES COMPETENCE MODEL 
Location: Vienna 

Target group: Austrian Federal Economic Chamber; Henkel Austria 

Context: The Digitales Competence model is a WKO-wide development framework for 

digital competencies of employees. It describes the six areas: 

- Digital production - published in November 2018; 
- Communication and collaboration - published in February 2019; 
- IT security - published in June 2019; 
- Digital Awareness - released in September 2019; 
- Information literacy - currently published; 
- WK-specific competencies. 

Description:  

1. The project lasts one year, there are 6 areas, every two months a new area of 

competence is in focus. 

2. Online self-assessments for employees 

in the intranet of the WKO. 

3. The results of the self-assessments are 

discussed with the manager in the annual 

appraisal interview, among other things, 

after which appropriate further training 

measures are agreed. 

Ą 

I. Information for managers  

II. Information for employees 

III. Kick-off event 

IV. Online self-assessments 

V. Discussion of the results with the direct superior 

VI. Further training measures 

VII. Discussion of the results in the annual appraisal interview. 
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WKO ς Intranet: 

 

Impact 

Key success factors in the introduction of the digital competence model: 

1. Involve everyone - nobody should feel excluded (too little important, too old, ...) 

 Ą Online self-assessments for all 

All Employees can test their knowledge and action competence via online self-

assessments. For each area of competence, they receive questions on the levels 

"Basic" and "Advanced". The aim is that employees reach the "Basic" level in any 

case, for which you must answer 66% of the questions on the "Basic" level 

correctly. Depending on the area of responsibility, it may also be necessary to 

reach the "Advanced" level. 
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2. Selection of the topics. 

3. Involvement of managers - the project must be promoted by the entrepreneur/ 

the management and supported by the department managers. 

4. Open corporate culture: a learning organisation - commitment to lifelong learning, 

error culture; e.g. superiors as role models - admitting mistakes, nobody is 

perfect. Project is good for raising awareness that everyone is responsible for their 

own level of digitisation. 

5. Inform about committed employees and their successes, e.g. mention at Christmas 

party, regular reports on the intranet, FAQ on the Intranet (sample see below) ...  

Inclusion of the topic of digital skills in appraisal interviews is not enough; Personal 

department invests a lot of resources to promote the project continuously; but 

learning improved ς there are more further education. 

The procedure 

The program can run indefinitely or as a fixed project. The organizational effort includes:  

I. Conception as such, establishment of a working group, work plan, etc. 

II. Determination of the important competence areas. 

III. Selection of suitable self-assessment tests. 

IV. Involvement of managers in the conception, e.g. regular information by the 

working group leader. 

V. Implementation of internal marketing measures. 

VI. Kick-off event. 

VII. Follow-up measures. 

VIII. Measurement and documentation of successes, and  

IX. Distribution of success stories in internal and external media.  

Source of information: 

Mag. Martina Bahardoust-Baumann, Human Resources Development, WKOE 
WKO Intranet 
 
 
 
 
 
 
 
 
 
 
 



  

 

¢Ƙƛǎ ǇǊƻƧŜŎǘ Ƙŀǎ ōŜŜƴ ŦǳƴŘŜŘ ǿƛǘƘ ǎǳǇǇƻǊǘ ŦǊƻƳ ǘƘŜ 9ǳǊƻǇŜŀƴ /ƻƳƳƛǎǎƛƻƴΦ 

This publication reflects the views only of the author, and the Commission cannot be held responsible for any use which 
may be made of the information contained therein. 

DIGITOOLS FOR TRAINERS - Multiplier training 

 
Location: Austria 
Target: Austrian Institut of Economic Promotion 

Context: WIFI works according to the principle "from the economy - for the economy", 

i.e. lecturers, when they start working for WIFI, have hardly any pedagogical training as 

they do not teach in their main profession. 

Target: 

- Improving pedagogical competences, 

- Improved digital skills for trainers - Trainers can get 

to know and try out new training tools. 

Description: 

In the course of the seminar the participants will get to know 

and try out a variety of tools. With the help of online quizzes 

via smartphone, collaborative work on mind maps, digital pin 

boards and mood surveys, participants have the opportunity 

to enhance their training. 

This training consists of an attendance part (6 TUs) and an online self-learning phase (2 

TUs). In the online phase the participants can implement their ideas and in the final online 

conference they can get feedback from colleagues and their trainer. 

Tools: 

- Online surveys (PollEverywhere, Surveymonkey ...); 

- Doodle (appointment coordination); 

- Stormboard (interactive tool to work in a group); 

- Plickers (instant feedback); 

- Padlet (collaborative tool to collect ideas);  

- Wordcloud (graphical representation of terms); 

- Bubble.us (collaborative mind mapping); 

- Kahoot (online quizzes via smartphone); 

- Free media (Creative Commons, image databases). 
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Impact 

The key success factors in the introduction: 

Toolbox (LENA Lernmodell), with many simply described methods that gives trainers ideas 

to make training varied and lively; learning is always analog, digital tools are additional 

input. 

- Lessons Learnt: Trainers who have another job as their main occupation have little 

time for their own training, ongoing promotion of the topic necessary. 

From knowledge transfer to competence development 

 

 

  
 

Source of information: 

- https://youtu.be/mjWUjy9sYZk -  WIFI TRAINER TOOL LAB (WIFI Trainer/innen 
only) 

- https://www.wifi.at/service/wifi-lernmodell-lena/lernen_lernen 
 

 

 

 

 

 

https://youtu.be/mjWUjy9sYZk
https://www.wifi.at/service/wifi-lernmodell-lena/lernen_lernen
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DEMOGRAPHY CHECK  

Tool for company age structure analysis and securing skilled workers 

 

Location: Austria 

Target: Austrian Entrepreneurs 

Context: Awareness - demographic change  

It is of great importance that companies recognize demographically induced challenges 

early on and take them into account in their planning. Already today, the right course 

must be set for personnel development and recruitment. 

Due to demographic changes and the associated ageing of the population, it will be 

inevitable in future to make greater use of the labour force potential of older workers and 

to keep employees in employment for as long as possible. 

 

Description: 

The free online Demography Check of the Austrian Federal Economic Chamber provides 

a quick overview of the age structure in a company in just a few steps. With the help of 

the Demography Check the entrepreneur can determine the current personnel structure 

of his company as well as gain an overview of future developments. Furthermore, she/he 

can analyse the age structure in the company in comparison to its industry and federal 

state. 

 

 

https://news.wko.at/news/oesterreich/Demografische_Entwicklung_in_Unternehmen.html
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Impact 

The key success factors in the introduction: 

From a business point of view: online tool is freely accessible, can be used anonymously, 

because of the download possibility nobody has to worry that data is logged. 

From a Chamber point of view: e-time effort - creation of the tool. Online service for 

entrepreneurs - no resource requirements for employees of the Chamber of Economy. 

 

Source of information: 

Other self-assessment tests, see Trend Guide Digitalisierung, WIFI-WKO 2017, page 42 

(Travel Guide Digitalization) 

 

 

 

 

 

 

 

 

 

 

https://www.wko.at/service/netzwerke/Reisefuehrer-Digitalisierung-fuer-Ein-Personen-Unternehme.html
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BULGARIA 

BIG FOOT PROJECT, LIFE LONG LEARNING PROGRAMME 
Development of Intergenerational Approach Handbook 

Location: The Big Foot approach is implemented in three rural municipalities: Berkovitsa, 

Bulgaria; Trikala, Greece and Gubbio, Italy. 

Target group: Young and old habitants of the rural municipalities. 

Context: Mountain regions in Europe are centers of traditional cultural and natural 

diversity. At the same time, far away from the urban centers and marginalized, they are 

facing many challenges, including the lack of economic opportunities, and as a result - 

migration of the younger 

population towards urban 

centers. This process 

exacerbates the challenges of 

the rural mountainous areas - 

because the ageing population 

is not properly integrated in 

the development process - 

and leads to the loss of 

traditional knowledge by 

breaking the connection 

between the older and 

younger generations. 

Description: 

The idea of the Big Foot project is to bridge the gap - and establish intergenerational 

learning and dialogue in the mountain areas, enabling and valuating the skills and 

knowledge of the older generation of locals, combining traditional knowledge with 

modern communication tools and expertise in order to enable innovative, creative and 

productive joint solutions for local sustainable development. The project aims to 

achieved this by offering training to locals in selected mountainous communities and 

supporting community consultations as sharing opportunities for young and old 

inhabitants.  

The Big Foot project aimed at tackling common challenges of the rural mountainous 

regions, including the lack of economic opportunities and out-migration of the younger 

population, by applying a participatory intergenerational learning approach. The project 

demonstrated the value of enabling and valuing the skills and knowledge of both the 

older and the younger generations in order to enable innovative creative and productive 

solutions for local sustainable development. 
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Blending tradition and development is the key in Big Foot. For this reason, traditional 

handicraft goes together with digital technologies, and hiking along historical paths 

becomes an opportunity to discover both local food and online video. 

The Intergenerational Approach Handbook has been developed as a facilitator guide for 

communities, organisations and individuals by providing a framework to plan how 

activities can be developed to address their particular interests and to be a gateway to a 

range of resources to support and inform 

this planning. The Handbook, based on 

current intergenerational programmes, 

initiatives and practices, can be also used as 

a reference document for people already 

engaged in programmes by presenting 

procedures for assessing and evaluating 

those activities. 

The Intergenerational Approach Handbook 

has the following sections:  

- Short introduction to Intergenerational Learning;  

- Overall overview and purpose of the Intergenerational Approach Handbook;  

- Process Model for Intergenerational Activities related to project management 

elements; 

- Concrete Intergenerational Planning Model grounded in theory and practice, 

including operational templates for practical work; 

- 5ƻΩǎ ŀƴŘ 5ƻƴΩǘǎ ƛƴ LƴǘŜǊƎenerational Practice in order to give hands-on guidelines 

how to make Intergenerational Activities work; 

- Procedures for assessing, evaluating and validating Intergenerational Activities 

using the Big Foot experiments, including templates for summarising the results 

of those experiments; 

- Screening Questionnaire for Intergenerational Experiments; 

- Templates for Project Failure Prevention Analysis and for an Issues Plan. 

Impact 

Key success factors are: 

- Valorization and maintenance of the elderly population, traditional knowledge 

and specific local culture; 

- To foster the connection between the older and younger generations in order not 

to lose the traditional knowledge; 

- To bridge the gap - and establish intergenerational learning and dialogue, 

enabling and valuating the skills and knowledge of the older generation; 
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- To combine traditional knowledge with modern communication tools and 

expertise in order to enable innovative, creative and productive joint solutions for 

local sustainable development; 

- To develop traditional handicraft, go together with digital technologies; 

- To implement activities leading to intergenerational learning. 

Source of information: 
http://www.bigfoot-project.eu/ 
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CZECH REPUBLIC 
TALENTS FOR ENTERPRISES (T-PROFI) 

Location: Czech Republic 

Target group: Pupils, students, representatives of enterprises 

Context: Talents for Enterprises was launched to promote vocational education training 

to general public of all ages and to also to bring together unlike generations. 

Description 

An original idea of the T-Profi project was to bring VET more into public´s interest and to 

make it more attractive and the idea took form of a competition. 

The competition has an annual running at two different levels ς regional and national. 

Anybody can compete on regional level and 

the best of each region is allowed to 

represent their region at national level. 

There are teams comprising 3 pupils from an 

elementary school (age approx. 10 years), 3 

students from a VET school (age approx. 16 

years) and an adult or two ς representatives 

of a company under which name the team 

competes. Each member of the teams has 

their own role where pupils are usually 

assembling the mechanical part, students either help the youngsters or they have to 

programme an electrical unit and role of adults is to support, to cheer or to guide, to offer 

a piece of advice when necessary or to show different tools. 

Their single aim is to assemble and put in motion a working model they do not know until 

the moment of the competition. Each and every 

team is given a polytechnical construction set 

and a methodology at the beginning of the 

competition when time limit is set. 

There is a set of rules the competitors have to 

follow as well as a set of criteria according to 

which the winner is chosen ς a jury (comprising 

of experts from enterprises or from higher 

polytechnical schools) is evaluating quality and 

time of assembling. 

Impact 

The competition has gained a lot of popularity among public since the very first round 

there are regions. 

The mentors ς enterprise representatives 

IT brains (VET school students) 
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There were firm partnerships struck between schools and enterprises that they 

cooperate among themselves even outside this project lines. There are representatives 

of enterprises who dedicate their spare time to kids and pass their know-how in form of 

extracurricular activities. 

There is also the point of working across generations, which encourages creative thinking 

όǎƻƳŜǘƛƳŜǎ ŜǾŜƴ ŎƻƳǇƭŜǘŜƭȅ άƻǳǘ ƻŦ ǘƘŜ ōƻȄέύ. 

Since the parents can come and see their children they usually can understand that a VET 

path is not completely wrong and the quality of vocational education is higher and higher 

as well as they are shown there is always a link with labour market, which for older 

students open doors to future working partnerships and scholarships. 

 

And the mechanics (elementary school pupils) ς girls are always welcome 

Source of information: 

https://www.komora.cz/vzdelavani/4-celorepublikove-kolo/ 
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