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Telework has hardly ever been a commonly used work tool across countries until the advent of
the COVIEL9 pandemic, which meant that most workers suddenly had to adapt to this new way
of remote working with hardly any teleworking experience and no digkals to cope with it
successfully. Consequently, only the most experienced teleworkers were able to continue their
activities and adapt to the new situation in a more or less straightforward way, while for the rest
of the workers it was a challenge toereome. Among the latter, workers over the age of 50 are
particularly vulnerable to the general situation, as they are not only threatened by the virus
itself, but also by rapidly changing working conditions, since they tend to have lower digital and
ICT Kills than younger people and face more challenges in terms of acquiring new digital skills
("ICT for workeC", 2016).

With a 30,4% of them started working from home, as a result of the GO¥I8ituation

0a2 2N Ay 3 RdpNIEY H n/Hm S&alinée8 fiSacqhiting someCbhisitz digital

knowledge. Teleworking requires a variety of different digital skills, and indeed, it is observed

that the level of digital skills and the amount of provided opportunities regarding ICT training

has a positive coelation with the quantity and quality of teleworking in each EU country.

GaWw/ YESESEg2N] Ay (GKS 9! ¢3S Hanunod ! f{iK2dzaAK NB
frequent exposure to a proper training environment, it can be twice as hard for a rridgie

adult to enhance them and there seems to be a reluctance of older people to participate in

upskilling training programs. (Mclvor, 2020). Meanwhile, the rise in telework during the

pandemic has highlighted the blurring of lines between work and privateltlifell be critical

F2N) 320SNYyYSyda FyR a20AFf LI NILYSNR (2 AyidNRRd
prevent large segments of workers becoming at risk of physical and emotional exhaustion
(Eurofound, October 2020).

The current situation o£OVIBL9 has highlighted the immediate necessity of keeping a balance
between health and economy. Therefore, working from home is without a doubt a prominent
solution. Early estimates suggested that close to 40% of those currently working in the EU began
to telework fulltime as a result of the pandemic (Eurofound, 2020). However, digital skill gaps
have already revealed the upcoming challenges of teleworking, especially for the older
employees (OECD,2020).

The TeleGrow project aims to deliver a usefalring tool to help employees over the age of 50
develop their digital skills and adapt effectively in the new reality of remote working. In order to
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achieve the aforementioned objectives, the partnership seeks to enhance the skills and the
training method of VET trainers and offer support for the digital integration of older employees
in the teleworking environment.

The first phase of Telegrow Project has consisted in the development of a research in each

LI NIy SNRa O2dzy i NBE ( prepare the fdllgvin@prdjedzphasesS Tha rgsiilth I K G &
of this research has been reflected on this report and its interactive version, available on the

project website: https://telegrow.erasmus.site/

The geographical scope of the analysis is Italy, France¢c&neeland and Spain.
This TeleGrow Report has been developed in two main phases:

1) Desk research in each country, identifying legislation, stdage, opportunities and
challenges regarding teleworking, to provide an outline of the overall framework that
SEA&GA Ay SIFOK LI NIYySND& O2dzy i NEBO®

2) Quantitative and qualitative study to reach andapth understanding of the target
groups needs and worries regarding teleworking: VET Learners and employees, VET
Providers and Employers.

On the one hand, we have developed a survey for VET learnersigegd aged 50+

GKIFIG KIFI@S LINBPOGARSR AYyTF2NXIGA2Y 2y (KS A&dad
facilitating the identification and prioritization of the digital skills that need to develop,

in order to assimilate in the new working environment.

On theother hand, we have developed a different survey for VET providers that have
offered insights both on the skills needed but also on the main problems they face to
approach learners over the age of 50 and to provide them efficient digital training.

In addtion, we have carried out a Focus Group with representatives from companies in
order to identify good practices, and the main advantages and barriers that they identify
to foster teleworking in the future.

This report contains all the results obtainedritg the research phase. It includes the desk
research, the analysis of the questionnaires and focus group from each country, and a
comparable analysis with global conclusions of the research.

The interactive version of the report will be available frogtdber 2021 into the website of the
LINE2SO0G O0KGOLIAYKkK(ISE SANRSGDPSNI aYdzadaAliSky YR &
languages.
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The first phase of the research had the objective to look into the national legislation and
LIN} OGAOSa 2y GSEtSg2NJAy3a FNBY SIOK LI NIYySNRA

The topics discussed were:

T

Teleworking country adoption: to idengifthe level of adoption of teleworking before
and after pandemic, and reference studies published on teleworking.

Legislation that regulates teleworking: regulatory situation before the pandemic, and
the improvements during the pandemic, with initiativesised to regulate and foster
teleworking.

o Teleworking definition described on legislation, if any.

0 Regulatory conditions from the point of employees: rights and obligations.

0 Regulatory conditions from the point of employers: rights and obligations.
Digital skills development:

o / AGAT SyQa RAIAGEHE &aiAtta tS@St o

o National strategy to boost digital transformation.

o Policies and initiatives to develop digital skills, especially for employees over 50
years old.

Good practices: ldentification of two good ptimes on teleworking in each country,
description and explanation about how they can be transferred.

A summary with all the information to facilitate comparison from countries has been also
included.

O

NS
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Smart working or agile work has become one of the protagonists of the Covid era also in Italy.
Before the health emergency, it was practically unknown in Italy to most workers. Yet during the
lockdown, it allowed businesses to continue in business and@rapk to keep their jobs.

When the Covidl9 pandemic started, for millions of workers in the EU and worldwide working

from home has become the normality. Moreover, in Italy, millions of people faced the smart

working as their first remote experience doe this situation as an intelligent work, used to

guarantee the safety of workers and, at the same time, ensure the continuation of national

economic activity. A disruptive external event, such as the spread of €OYH&celerated,

especially in Italy he adoption of remote working as the only way for organizations to continue

GKSANI I OGAGAGE | YR AdzNDAGSP ¢Kdzax ¢S KI @S aSSy
62Nl Q 6SaLISOAFffe FNRY K2YS0 6AGK2ndritestgf @ LINA 2 N.
adaptation phase.

Looking at a recent report from the Italian National Institute of Statistics (IXT90Pb of large
enterprises (with over 250 employees) and 73% of medéizad enterprises (between 50 and
249 employees) introduced or extdad the possibility for their employees to engage in Smart
Working during the emergency peri@dvhich is of course still ongoing.

Even Italian small businesses 4® employees) saw an increased use of Smart Working by
37.2% ¢ while micreenterprises (2 employees) allowed an estimated 18.3% of their
employees to use this innovative working method. (Pintaldi, 2020)

There are many differences in the diffusion of Smart Working practices between the private and
the public sector. While much of the privagector has transformed over the past two decades,
the public sector moves slower.

Smart working, also commonly called agile working, represented, therefore, in the period of the
pandemic, the evolution of teleworking as the physical workplace is alweentralized, but it

is no longer fixed. Furthermore, the smart working worker, thanks to the support of technology,
enjoys ample flexibility and autonomy not only in the choice of the workplace, but also in the
management of the number of hours and wor&tts. It is therefore a way of organizing work
that can increase productivity, while at the same time favouring the harmonization between
people's life and work times and environmental sustainability, aimed at achieving {talled

G2 2NJ AT S campdny is/réyGiredho idvést in software and technologies.

A recent 2020 Eurofound research report provided some evidence on the spreadtzdd€ir
teleworking and mobile work in Europe, before the health emergency. According to data from
the 2015 edion of the European Working Condition Survey (EWCS), 19% of European workers
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worked in a teleworking regime, but this average value hides important differences between
countries. The analysis shows that teleworking is more widespread in Scandinaviariespunt
with a percentage that stands at 38% in Denmark and 33% in Sweden. Other European countries
with a large share of teleworkers are the Netherlands (31%), Luxembourg (29%), the United
Kingdom (27%), France (26%) and Estonia (25%). Italy is the cwithttie lowest share of
workers who use ICT to be able to operate remotely (8%). (Eurofound,2021)

As regards the sector of economic activity, telework is more widespread in information and
communication services (57% of workers in the sector), in primfiegsand scientific activities
(53%), in financial activities (43%), real estate (43%) and, finally, in the public administration
(30%). As for the diffusion between professional categories, 6.5% of the European workforce is
represented by professionalshe operate in a teleworking regime. These are followed by the
technical professions (4.5% of the EU workforce) and office workers (2.5%).

Image 2.1.1. Spread of telewoirkg according the productive sector in Europe
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Source: EWCS (2015) and Eurofund (2020)s://www.eticaeconomia.it/ee/wp
content/uploads/2020/10/2.jpg

With the advent of the pandemic, the scenario presented up to now has changed and since the
health emergencyhe use of remote work "forced" has been consideredtas only possible
meanof safeguarding both health and the economy.

And Italy, which before the pandemic was rearmost for the spread of teleworking, between April
and July 2020, according to the rétswof this survey, was one of the countries that made the
most massive use of agile work to be able to arrest the spread of the Coronavirus infection.


https://www.eticaeconomia.it/ee/wp-content/uploads/2020/10/2.jpg
https://www.eticaeconomia.it/ee/wp-content/uploads/2020/10/2.jpg
https://www.eticaeconomia.it/ee/wp-content/uploads/2020/10/2.jpg
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Image2.1.2 Spread of teleworking in Italy according the productive sector
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Therefore, in Italy, smart working was born or in any case, it has spread in an emergengy mode
in an improvised manner, without any previous training for workers.

So,the COVlRdp SYSNHSyOeé KlFa oNRdAKG 2dzi GKSYSa f A ¢
GNBY23GS 62Nl AYy3IET YR alStSg2NlAy3IE aGFNIAYy3a T
related to the contagion in Italy started spreading.

Ly LdlFrfez FOO2NRAY3 G2 GKS L{¢!¢ y2G4S 2y GKS S
activities of 2.2 million companies, 49% of the total, have been suspended, investing the
exporting companies ta greater extent, involving 65% of the total. The blockade of production

activities involved 44.3% of employees and 42.1% of employees. The first response recorded by

the National Statistical Institute is an important collapse in consumer and busineEsicéhS y O S ¢
oLaAGAGdzi2 bEFTA2yFES RA {GFGAAGAOFT WwAouAal OO 2 §
COViemdp SLIARSYAOI gKAOK 2@SNO2YS SIFEOK 062NRSNJ I yR
uncertainty about the present. This disease limited our di@®s and forcing us to completely

rethink our social lives, reorganize work activities and temporarily change our daily habits.
Moreover, we would never have imagined that the spread of a virus would have given such a

strong acceleration towards the adopty 2 F { YI NI 22NJ Ay3 ySOSNI O2yaAi
the past as a good way to work.

Compared with other countries, in the past the practice of remote working has been extremely
scarce in lItaly, thus occupying the bottom position among the 28 European countries as a
percentage of employees doing telework/H8ibbile work across various ldéans (home, office

or another location) (Eurofound, 2017). A relevant change has been determined by the spread

14
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of the COVIEL9 emergency, which required social isolation and, consequently, severe
restrictions on movements and a lockdown of productive\aiigs.

LYF3S Homdo [/ 2YLINRAZ2Y 2F (St Sg2NJAy3a LISNOSY

Source: EWCS (2015) and Eurofund (202@)://www.eticaeconomia.it/ee/wp
content/uploads/2020/10/51.jpg
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SyLX 28SS 46K2 RSOARSa (2 | OASLIKSHNAAKNY GRY G{NYIAN
f SENYAY3 YR GKS NBfIIGSR OSNIAFAOIGARZ2Y 2F &1Afft
Ay (GKS O2YLI yed CdzNIKSNY2NBX {YIFINI 22NJAy3 Oy
O2y G NY OGlay FMNEMSRY NI2 ilANGSO Gi®2x FNRY Sl aay3 02yl
FRYAYAAGNI GA2Yy&ad

[221AYy3 4G GKS {YINIG 22Nl Ay3 FFAESNI I &SN IFR2L
O2yySOGSR yR F2ff 2¢AyANINKBRAFTT A ASRIKAJFAIER TR daNdRS |
0KS t201R26y T2NYVAIKBYA$yRSHAOM2 yarh KIF @S 06SSy Y
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KSIfGOK yR Lae®OK@ZAKR2E AT NA GRS AL FdRlI LINR 0 IBK G2 0
0KS LRaAGADGS aLlsSota yR STFFSOGa oNRdAzAKG | o2 dzi
fAIKG 2y GKS yS3IGA@dS aARSa Al KIFa OFdzaSRo
LbmiKS bldAz2ylf LyadAaddzZiS mRaI NBSSY FLB BAKXNE & 3 F ND
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¢CKSNBE Aa y2 O02AyOwREBFOSE OXKAYiAASobmrd Iy STFFSOGA
g2NJAy3 OGNryatlriSa Ayid2 Iy AyONBIasS AwAiTIBRRAzO0
0l 3 yodzL) 68 pomip: TRPANNSYOOFRRAY I (2 RIVIRSYINR OS A
| SY@#agNIAZZE | yR Llzof A O . 122XX02Q8% RBEAIOSAEION (25Fd M) K3 3 S |
t NEFSGOF t X owzad NBOAAS/I BT o HIANI dz§ 2F GKAa aS0O2yF
62YSY (2 SYGSNI 2N NBYI A i A§S A KSIERESNIGS3 RINI2NEAS BS yiF
L) GKIFG 2dzN) O2dzyiNE AdzZFFSNBE OAY TcilK LI I OS Ay
Dt 26 f DSYRSNJ DFLI wWSLE2NII HAaHnOX gAGK LI2aAiAdArgds
Ay@2f @OSRT odzi T2 NUKKSS 220542 YAey 252 NJ| ALKY/ZRISEY H N H N3
OF f OdzAf F6S&a GKFG AT FSYFHES SyLfz2eyvySyid NBFOKSR
G2NJAYy3 | 3S mINBY SSoY LA 2Vl RNBFRIZE 2 ow: Ay LaOGlFfeosx
0S Sldzrt (2t fclpgE®Af A2y R

l y2GKSNI NBaSI NAK | BRY P@zO 6 § R 2 6BNIRASZNY  26TA (tRARIGKSR f 2 3 7
HNnnn LquAIyé QJKQ 2Nl SR AYy &YFENI 62N] Ay3 RdzNA
YIEylF3aAay3 i NB a onc:0 |yR OZy@SyRI NI 2l A2fyS LI citr W
YSyial ¢ KSIfl]K )\y ISYSNIf O6mMy:20®d CdzNIKSNY2NB>X T3
GKS TEtSEAOAfAGE 2F aYFINI 62Nyl Ay3 NBadzZ 6SR Ay |
LISNJ RIF@ 06SIjdzA @I {SSyR{I ez 2Fdzw® Nagzy REWBG KB v Y2y (G KO
0KS YIAY RAFFAOdzZ (& SyO2dzyiSNBR Ay OF NNEAYy3I 2 dz
AYGSNIBASSHGSR o0& . dzFFSNI F2NJ 0KS NBIFEATFGAZ2Y 2F (I
AY 2NREMYyA @207 2y RATFFAOdZ GASEA O0nHmE:0X f2yStAaySas
SYR 27F (K& T SO GIidHNBY FAANERBIES &S Tw> 2F LGFE AL
GSNE AYLRNIFYy(d (2 RSOSt 2L) TNASVIRKESK ARSI S& 208y St
NEYIYGAO NBfIFIGA2YaKALA Ay GKS g2NJLX I OS |a LkRaj

Tosummarizeand conclude, the future challenge for Italy will be to be able to complete a real
cultural revolution that links modern concepts like digitalism, sustainability and resilience.

The Corona Virus Pandemic spreading has completely changed the life of every human being.

The world of work is experiencing a drastic revolution mainly due to the dispositions imposed

by governments to stop the epidemy. Many changes in the organizatiattate of public and

private organizations are required in order to abandon hold business schemes and embrace

digital transformation. The survival of the global economy has been supported by an extensive

dzZaS 2F | ySé YIyl 3ISNAI f ThisJKewtwaydop wikd@straysthe I NI 2 2 N
physical barriers of the office enabling employees to work at any time from everywhere.

The current COVHDO emergency has provided the opportunity for lots of workers and
entrepreneurs to imagine the possibility of afdient way of organising work.

l1'a O02yaSljdzsSy0Ss NBOSyidfte a{YINI 22Nithayidé o02NJ &
governed by Articles 18 to 23 of Law No. 81/2017) has been named in many Decrees issued by
the Italian Government during the CA@v19 emergency phase of the pandemic. It has been

mentioned as a metbd of being able to continuearrying out the work performance, as a
preference and even at timess compulsory, orsaa remote service which has proved to be a
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solution (perhaps the dg one possible) to connect the limitations due to the lockdown of travel
and workplaces with the need to ensure business continuity.

Looking at a recent report from the Italian National Institute of Statistics (IT90Pb of large
enterprises (with ove250 employees) and 73% of mediszed enterprises (between 50 and
249 employees) introduced or extended the possibility for their employees to engage in Smart
Working during the emergency periagwhich is of course still ongoing. Even ltalian small
budnesses (1819 employees) saw an increased use of Smart Working by IAdtite micro
enterprises (20 employees) allowed an estimated 18.3% of their employees to use this
innovative working method.

The notion of Smart Working, present in the text of Lsav 81/2017 takes into account some
essential elements such as organizational flexibility, the will of the parties (who write an
individual agreement) and the use of tools that allow you to perform the work remotely
(personal computer, smartphone or tabjetArt. 18, paragraph 1, of Law no. 81/2017, defines
agile work as a mode of execution of the subordinate employment relationship, established by
agreement between the parties, achievable, also pegachich is of course still ongoing.

Basically,inltalif KS { YF NI 22NJAy3 GKIG Aa RAFFSNBYy(d FNRY
has been adopted mainly to prevent the contagion.

Considering the private and the public sector there are many remarkable differences in the
diffusion of Smart Working practicd.much of the private has transformed over the past two
decades, the public sector moves slower. Even the rigid bureaucratic structures underlying the
Government workforce systems, public organizations are trying to follow the new paths
undertaken by modrn technologydriven organizations.

Smart Working (or Agile Work) is a mode of execution of the employment relationship
characterized by the absence of time or spatial constraints and an organization by phases, cycles

and objectives, established by agreent between employee and employer; a method that

helps the worker to reconcile life and work times and, at the same tiem&urthe growth of

his productivity "New managerial philosophy based on restoring flexibility and autonomy to

people in the choic®f spaces, times and tools to use in the face of greater responsibility for

NBadzZ Gaé¢ o6haaSNIDI (2 NARGnvendohalyhdgiegrk i©LtrarRlationsof £ | Y2  H )
Smart Work, even if there are different basic approaches (agility as an activepadial
AYRSLISYRSYyOSs fAYy1SR (2 tAFS YR ¢2N] GAYSazI o
As for the Italian legislationit began its path that led to the approval of the legislation in force

in 2014 with an embryonic bill aimed at giving greatexifidity to the labor market. The

proposal was then relaunched in a bill linked to the 2016 Stability Pact to complete the labor

market reform (Jobs Act). Subsequently, on 22 May 2017, after a long parliamentary process,

Law no. 81/2017 which (in the ariés through forms of organization by phases, cycles and

objectives and in the absence of precise time constraints Law no. 165/2017: "Provisions for the
promotion of flexible and simplified forms of teleworking”. Law no. 81/2017: "Measures for the

protection of nonentrepreneurial selemployment and measures aimed at encouraging flexible

articulation in the times and places of subordinate work or workplace, with the aid of
G§SOKy2t23A0Ft G22fta SaaSydalt FT2N Gie W@ Ay 3 2 dzi
performed in Smart Working is, partly performed inside company premises and partly outside

without a fixed position, within the limits of maximum duration of daily and weekly working

hours, as established by law and collective agreements.
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Thus, he essential elements of Smart Working are:

w The agreement between the parties on the "agile" method of executing the
relationship;

w The organization of work by phases, cycles or objectives;

The absence of specific time constraints, without prejudice to the maximum
duration limits established by law and collective bargaining;

w The absence of a specific workplace, with a service performed partly inside the
company premises and partly outsideiflmout a fixed location;

w The possible use of technological tools for carrying out work.

Speaking about Smart Working it is also necessary establistetatianshipbased on the trust
between the employer and the worker or both contractors and on the control that the employer
can exercise over his employee. The role of trust and of accountability is a very important aspect
in Smart Working for this way of executifgetemployment relationship to work.

The Law no. 81/2017 led to activate initiatives for both the private and public sectors.

So Italy has adopted in time a law on smart working (Law 22 May 2017, ;ra#ticle from 18

to 24) and this has allowed all the acs to suddenly switch to smart working within a framework

of relative certainty during the pandemic emergency. This law provides a definition of Agile
Work based on organizational flexibility, the voluntary nature of the parties and the adoption of
techndogical tools. The Directive n. 3 of 2017 of the Public Administration specifies that the
regulatory provisions also apply to "employment relationships employed by the public
administrations. Anyhow, the law was conceived at a time when agile working wds)ot an
experiment, at least a niche phenomenon

November 15, 2017, an IT platform for the transmission of individual agile work agreements is
also available on the portal of the Ministry of Labor. The 2019 Budget Law defined some priority
criteria foraccess to Smart Working initiatives (e.g. priority to female workers in the 3 years
following the end of the compulsory maternity leave period and to workers with disabled
children).

Previously, Article 14 of the Law of 7 August 2015, no. 124 had prethetedithin three years,
at least 10% of public workers who requested it should make use of agile work, on equal terms.

As already said, we must underline that Smart working is not teleworking (Law No. 191 of 1998,
Presidential Decree No. 70 of 1999, Naal Framework Agreement for the PA 23 March 2000).

In Italy Teleworking is regulated by law only in public administratianis the private sector,

both Telework and8art Work are carried oubased orcollective/supplementary agreements.

Telework proper povides for: 1. the movement (in whole or in part) of the workplace to another
location (traditionally the worker's home). 2. the constraint to a fixed andgatablished
position, with the same time limits as it would in the office. 3. the workload,scast times of
performance, equivalent to those of the workers operating within the workplace.

Agile or Smarworking provides, instead, that: 1. You can work from anywhere (inside and
outside the institution / company). 2. Fixed location not establishiétere are no space and
time constraints, only the limits of maximum duration of daily and weekly working hours, as
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required by law and collective bargaining. 3. The company and the employee flexibly redefine
their working methods, with a focus on achievinlgjectives.

With the arrival of the health emergency from Covid 19, Legislative Decree no. 6 of 23 February
2020: Agile work "is automatically applicable to any employment relationship in areas
considered at risk in national or local emergency situat@ren in the absence of the individual
agreements provided for therein" (with Legislative Decree no. 9 of 2 March 2020, the
experimental regime for administrations is exceeded).

As regards the public sector, the PUBLIC FUNCTION Directive n. 2 of 12 Nfr¢viiich
replaces 1/2020) established that smart working becomes the ordinary organizational form for
the Public Administration (PA).

With the DL «CURA ITALIA», n. 18 of March 17, 2@2bverted, with amendments, by law

April 24, 2020, n. 27which dea$ with the topic in articles 39, 74, 85, 87xkdlle work is the

ordinary way of carrying out work in the @blic Administrationé G2 € AYA G GKS LINBas$s
in the offices and regardless of the individual agreements already drawn up. In the event that

the SW cannot be adopted, "the administrations use the tools of previous holidays, leave, the

hour bank, rotation and other similar institutions, in compliance with collective bargaining”.

The DL "RELAUNCH" N.34 of May 19, 2020 (converted into law R020,7). 77) provides that

for 50% of public administration employees with tasks that can be carried out from home, smart
working is extended until December 31Btrthermore, by January 31, 2021 (and subsequently
by January of each year), each public adstiation will draw up the "organizational plan for
agile work" (POLA).

The Prime Ministerial Decree of 18 October 2020 and the Ministerial Decree of the PA of 19
October 2020 implements the rules of the Relaunch Decree, in the light of the Dpcm of 13 and
18 October. Objective: to reconcile the need to combat the pandemic with the need for
continuity in the provision of services. Each administration must ensure the carrying out of agile
work (on a daily, weekly or muliveekly basis) at least 50% of tha#t(in activities that can be
carried out in this way) until 31 December 2020.

With the Ministerial Decree PA of 19 October 2020The institutions, also taking into account
the evolution of the epidemiological situation, ensure in any case the highest possible
percentages of agile work, compatible with their organizational potential and with the quality
and effectiveness of the sdoe provided;6 adapt the performance measurement and
evaluation systems to the specificities of agile wabk;smart working usually takes place
without constraints of time and place of work, but can be organized by specific contact bands,
without greaterworkloads. In any case, the worker is guaranteed rest times and disconnection
from the technological work tools. Furthermore, employees in agile mode must not suffer
professional and career penaltigs; the administrations endeavor to make available thard
digital devices deemed necessary, but the use of emplayeeed equipment remains
permitted; 6 the administration favors agile work for disabled or frail workers also through the
assignment of different tasks and of the same classification. In are; @apromotes their
commitment to training activitiesp in the rotation of personnel, the institution refers to
priority criteria that also consider:the health conditions of the members of the employee's
family unit,- the presence of children undeodirteen years of age,the distance between the
area ofresidence o domicile and place of workhe number and type of means of transport
used and the relative travel times;
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The Public Function Decree of 4 November 2020 establishes the National Clieey\of agile
work in public administrations, as required by the Relaunch Decree

The secalledPola(Organizational plan for agile wonovides that by January 31 of each year
(starting from January 2021) the public administrations must draw up, aftensulting the
trade unions, the Pola (Organizational Plan for agile workhe POLA identifiesthe methods

of implementing agile work by providing, for the activities that can be carried out in an agile
mode, that at least 60% of employees can makeafshem, ensuring that they do not suffer
penalties for the purposes of recognition of professionalism and progression caréwes;
organizational measures, the technological requirements, the training courses of the personnel,
including management, anthe tools for detecting and periodically verifying the results
achieved, also in terms of improving the effectiveness and efficiency of administrative action,
digitalization processes, as well as the quality of the services provided, also involvingcitizen
both individually and in their associative forms. The document is subject to monitoring by the
Ministry of Public Administration, through a specific commission within the Public Function
Decree (DFP).

As regards to Agile work in the private sector, cdeti90, paragraph 4, of Legislative Decree
34/2020 provides that, until 31 July 2024s most recently provided by decréamwv 52/2021-,

the aforementioned method of carrying out the working activity can be applied by private
employers to any subordinatemployment relationship even in the absence of the individual
agreements provided for by current legislation. Furthermore, the same article introduced a right
to work in an agile way in favor of private sector workers, parents of children under the age of
14, as well as workers most exposed to the risk of Cb9ithfection, even in the absence of
individual agreements. provided for by current legislation, without prejudice to compliance with
the disclosure obligations provided for by current legislation.

The latest ISTAT (National Institute of Statistics) analysis has revealed a still discouraging picture
of the diffusion of digital skills in Italy. We will proceed first with an overview of the population's
relationship with IC&nd then to a focus on the more mature age group. Among the main causes

of the lack of ICT diffusion, there are two main ones:

- The lack of access to a broadband network that allows a faster and more stable
navigation, which occurs especially in the mizstiated areas of the peninsula and in
small towns, which in fact in Italy are very frequent compared to large urban
conglomerates

- The second reason is attributed to the cost of internet service: many families consider
it still too expensive, therefore thegive up or use the connection granted by mobile
phone operators, through the use of smartphones, on which, however, you have easy
access only to certain possible functions of the web (Istat, 2019).

The tools used is a very interesting factor: it has eged, in fact, that most of the population,
regardless of age, prefers to use portable devices to compiffegenda digitale, 2019). This
factor has a considerable impact on the digital skills exploited or acquired: in fact, digital natives
are able to eféctively exploit all the features of smartphones, managing in large part to replace
them with PCs; adults, however, who have not had access to computer education and use
smartphones as their own access point to the Internet, acquire limited skills thaesirected
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to the use of a limited number of functions, closely interconnected to messaging and
communication applicatios. Dig¢omp's analysis has shown that there is a close correlation
between access to the internet and digital skills: those who dohaek access to the internet
lack digital skills and do not easily use or are, in fact, without a computer device. This
phenomenon, of course, affects only the more mature segments of the population, while the
very young, even the less educated, have bdigjital skills, while it is not common for even the
most educated young people to achieve high digital skills. (Carréfenajkari, Punie, 2017).

Most of the populatiordoes not
even achieve tis skill set About
’ I 39% reaches these skill set

Only the 29% achieve this skill
set

SourceDigComp 2.1. andwn elaboration

In this case, too, there emerges a strong familiarity with the means of communication, which
are used transversally by all users belonginglifferent age groups and different territories.
The more advanced the level of skills todmalysedthe wider the gap between age groups and
territories. The use of software for the creation of digital content, for example, is very
widespread among thender-45 age group, and is especially so in larger urban and metropolitan
areas.

Therefore summarizing the proposed data, a sojstimal picture of Italy emerges with respect

to the diffusion of digital skills, which particularly affect the c¥ér age goup, whose
shortcomings are also measured in the effectiveness of work actions. In ltaly, before the
pandemic, the rate of digitization of work was still very low, despite the actions taken to try to
innovate the productive system. A significant differeircéhe rate of business and production
digitization was, and still is, found between large companies with more than 250 employees and
SMEs with less than 100.

In addition, asurvey by INAPP showed how tha&t Working phenomenon has considerably
different effects, not only considering the production sectfBonacini, Gallo, Sicchitano, 2020)

One of these unintended effects relates to the impact on income inequality across job
categories: it has been shown, in fact, that those who are more inclined toramd familiar

with the dynamics of digital working will benefit from a considerable change in their income,
which will increase by virtue of a positive assessment in terms of quantity and quality of work.
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Those, on the other hand, who are less likelyattopt smartworking due to a lack of skills or
familiarity with digital work processes, will risk experiencing the opposite effect or stagnation.

This phenomenon is clearly visible in the chart below. &haso show little aptitude foriBart
Working will risk remaining in a lower income bracket (first column), while ¢hedo are
strongly inclined to ®art Working will be able to improve their income situation (second

column).

Image 2.1.5. Share of workers and gross annual income by smart working attitude
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From the statistics always provided by Inapp this poor attitud&nart Working there is a good
attitude of workers over 50 years otd Smart Working, however on the percentage shown act
factors related to the degree of education and family situation. Obviously, the higher the level
of education, the greater the propensity, which correlates to a better skill set.

Image 2.1.6.Sample canposition, earned income, and smartworking attitude distribution by worker

group
Composizione del campione Reddito lordo annuale Attitudine allo SW
Variabili _ ) , i
Media Std. Dev. Media Indice Gini Media lavoratori
con alta ASW

Bassa ASW 0,518 0,500 24.731 0,261 40,5 0,0
Alta ASW 0,482 0,500 27.320 0,296 65,1 100,0
Maschi 0,537 0,499 29.321 0,283 52,3 45,3
Femmine 0,463 0,499 22.098 0,256 52,5 51,5
Eta 25-35 0,204 0,403 21.962 0,257 51,7 46,9
Eta 36-50 0,467 0,499 26.146 0,279 35 47,8
Eta 51-64 0,329 0,470 28.232 0,282 52,5 454
Istruzione primaria 0,313 0,464 23.500 0,284 46,7 27,4
Istruzione secondaria 0,464 0,499 25.670 0,267 54,6 54,7
Istruzione terziaria 0,224 0,417 30.082 0,277 55,8 63,7
Cittadino italiano 0,882 0,322 25.912 0,276 52,4 48,4
Migrante interno (Regioni) 0,031 0,173 28.433 0,360 53,2 52,1
Migrante interno (Paese) 0,066 0,248 26.839 0,276 52,8 515
Cittadino straniero 0,021 0,143 22.429 0,306 48,2 22,8
Single 0,429 0,495 24.045 0,261 52,3 47,6
Sposato 0,571 0,495 27.432 0,290 52,4 48,6
{2dzNDOSY aDfA 9FFSGGA LYRSAARSNIOGAEA 5S8tt2 { Yl NI

INAPP, 2020, pg. 3

These data are certainly influenced by the forced transition to smartworking resulting from the
Covid1l9 pandemic: many workers until before the pandemic had ignored or otherwise
considered less relevant digital skills in the execution of their work tagitsthe cessation of

23

2
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production activities and the forced transition to autonomous and digital work from home,
many workers have had to accept this challenge and invest in their skills to keep their jobs
strong. Many have improved their basic skills tmtinue to perform their usual tasks, while
others have taken the opportunity to leverage the potential of digital to reinvent their work,
enriching it with services that did not exist until then.

Forced digital work has thus demonstrated to the mes¢pical the inherent potential of the
digital medium, spurring them to invest in their own skills. However, there are still few
opportunities for the more mature to improve their digital skills in an effective and practical
way.

In Italy, the problem of digital transition is very much felt and on the various institutional levels
actions have been observed aimed at intervening to generally improve the skills of the
population and access to them. Just at the beginning of the year 2021jdinmuwith the start

of the Draghi government, the Ministry for Technological Innovation and Digital Innovation was
set up, whose main purpose will be to support and encourage the spread of simple, inclusive
and efficient digital services. It also dealshwnnovation by proposing new technologies in the
productive fabric. Among the main aims of the Ministry is to support the growth of the
population's digital skills to 70%, encourage the spread of broadband connection to 100%,
integrate online public seiwes to at least 80%. By virtue of what has been decided by European
policy regarding the management of funds put in place to stem the Covid emergency, the
Ministry has presented a draft of a strategic plan of intervention valid for theyias period
2021-26. The plan is organized into 6 main missions:

1.Digitize the Public Administration, both through major structural reforms and-wadging
technological interventions;

2. Enable PA reform efforts by simplifying procedures and investing in skillaramgation;
3. Support interventions for justice reform through investments in digitalization;

4. Support digital transition for the entire Italian productive fabric, with particular attention
to SMEs, production chains, technological and digital skills;

5. Bring highperformance connectivity, within certain time frames, throughout the country;

6. Invest in digital infrastructure for satellite monitoring and, more generally, in the space
economy and emerging technologies.

With this in mind, therefore, the Mistry will intervene on both the public and private sectors,
promoting actions through funding calls that encourage greater digitalization of the various
aspects of citizens' lives, offering both better working tools and more efficient and faster public
services(https://innovazione.gov.it/)

In this perspective of intervening on SMEs and workers, the Ministry of Economy and
Development also operates with the "Development Plan 4.0" with winelmoeuvresof tax

relief and financial support are provided both in the digital transition of companies and in the
training of employees and entrepreneurs.

Another important body within the government organization chart is the AGID (Agency for
Digital Italy) whose task is ensure the realization of the objectives of the Italian Digital Agenda
and contribute to the diffusion of the use of information and communication technologies,
promoting innovation and economic growth. AGID's main strategies are:


https://innovazione.gov.it/)
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1. contribute to thediffusion of the use of information and communication technologies,
in order to encourage innovation and economic growth;

2. to elaborate addresses, technical rules and guidelines on the homogeneity of languages,
procedures and standards for the full interapéility and uniformity of the information
systems of the public administration;

3. supervise the quality of services and the rationalization of IT expenditure of the public
administration;

4. promote and disseminate digital literacy initiatives.

In addition tothe actions of national matrix, also the regions have the faculty to undertake
initiatives to support the digital transition or for the diffusion of digital practices. Among these,
a praiseworthy initiative is led by the EmiRmmagna region, which hastsip a project called
"Emilia Romagna Smart Working", which sito implement and consolidatentart Working
practices within PAs and which is, however, replicable in IPs through the "VELA". toolkit
(https://www.smartworkingvela.it/)

Smart working experiences, both active and in the planning stage, are an opportunity to work
on change and modernization of the administrative system, an essential driver for the Digital
and Organizational Transformation of PAdea means, therefore, to respond more effectively

to the needs of citizens, businesses and territories.

This through:

1. the construction of a common and experimental path for the diffusion of agile work on
the territory of EmiliaRomagna;

2. the development of system for the exchange of knowledge and continuous growth on
the subject;

3. the search for organizational, technological and infrastructural solutions necessary to
spread smart working.
(https://lavorasmart.emiliaromagna.it/general/dprogetto)

The government has provided support measures for digital transformation, with one of the
largest being supported by thiglinistry of Economic Developmenthe Directorial Decree of
June 9, 2020 governs the facilitating intervention on Digital Transformation established in Article
29, paragraphs 5 to 8, of the Growth Decree, aimed at supporting the technological and digital
transformation of the production processes of micro, small and mediim®d enterprises
through the implementation of projects aimed at the implementation of enabling technologies
identified in the National Plan Impresa 4.0 as well as other technologiatedeto digital
technological solutions of the supply chalhis aimed at SMEs and finances projects must be
directed to the technological and digital transformation of production processes, including:

1. enabling technologies identified by the Nationatétprise 4.0 Plan
2. technologies related to digital technological solutions of supply chain

(https://www.mise.govit/images/stories/Bandi/incentivi/innovazione/2020/DD 1 ottobre 20
20 - Digital Transformation per web.gdf

Good practice 1:


https://www.smartworkingvela.it/)
https://lavorasmart.emilia-romagna.it/general/il-progetto
https://www.mise.gov.it/images/stories/Bandi/incentivi/innovazione/2020/DD_1_ottobre_2020_-_Digital_Transformation_per_web.pdf
https://www.mise.gov.it/images/stories/Bandi/incentivi/innovazione/2020/DD_1_ottobre_2020_-_Digital_Transformation_per_web.pdf
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Credem¢ Banca
(https://www.credem.it/content/credem/it )

Credem bank was founded in Italy, in the EnrfR@magna region and is now a group that
operates and has offices throughout the territory. In 2020 it was awarded by the Smart
working Observatory of the School of Management of the Politecnitdildno, which
rewards companies that stand out for their ability to innovate business practices in smar
working.The innovation project brought by Credem is based on two fundamental pillars:
- Agile working for everyone: during the lockdown period, thititution extended
smartworking for all operators and employees, even in the smallest branches, except fol
cashiers. A volume of about 5 thousand employees all working from their own homes,
creating a digital working system thus guaranteeing the opetgtdfiservices without
diminishing their quality and efficiency.

- Investment in people: smartworking is an opportunity for Credem to invest in pedpée.
aim of this strategy is to improve the working environment, to understand the needs of
employees angupport them in achieving their personal goals. The institution's commitmi
in this sense is also demonstrated by the constant expansion of welfare services related
health and prevention, the launch of projects for the enhancement of differences and
individual skills and the development of paths for growth and sharing of professional
experiences.

Another investment strategy that Credem is implementing is in the creation of 500 agile
workstations, without landline telephones and bookable by individugheyees and work
teams. In addition to the possibility of being able to work in an agile and flexible way, the
also an investment in continuous training, with a total of about 60 hours per year with the
"Training 4.0" program that focuses mainly dretdevelopment of digital skills, thanks to
which the institute was awarded the "Top Employers Institute Best Practice HR Report 2
prize.

The 2018 "Smart Working Awards" were also assigned to the companies that stood out
their ability to innovate mart working methods. They are A2A, Gruppo Hera, Intesa Sanp
for the initiative "Hive Project The Future at Work" and Maire Tecnimont. Thanks to the
"Atom" project, Zurich instead obtained the "Smart Working Impact Award" for the winnil
organizatiors whose project has had a significant impact on the organizgtitanini, 2020)

The smart working conversion project implemented by Credem, although developed in ¢
company, is ideal for replication in much smaller pamies.
The first lesson and the first transferable action of the smart working project implemente
lies in the importance of investing in employee training. Every company must invest in th
training of its employees, which constitutes an enrichment oivioldial skills that, in turn, wil
have a positive impact on the production and efficiency rates of the company. Training
employees to use new digital technologies is the key to a company's success, even in tf
difficult times.
The second principle te try to create an agile and flexible environment, where standard
office hours are abolished and employees are given the choice of when and where to wi
Flexibility and agility in the workplace is an important variable in ensuring employee well
and consequently on firm productivity. It is necessary to abandon the view of urgency, b
embrace the vision of proceeding by objectives, which goes well with the logic of flexible
working.
Good practice 2
Fincantieri- https://www.fincantieri.com/it/sostenibilita/gestione -
risorseumane/le-nogtre-iniziative-per-il-covid-19/
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Another project supporting smart working has been implemented by Fincantieri, a large It
company operating in thehipbuilding sector, for which, of course, it is difficult to imagine a
concrete possibility of smart working adoption. During the period of the pandemic, in whic
production facilities were stopped in order to avoid contagion, Fincantieri decided tat iimves
its employees and allow them to work in smart working, thus avoiding layoffs for some of |
employees. The volume of employees involved in this new working modality was 1700, w
then evaluated the experience positively, so much so that in July @@2€mpany signed an
agreement to implement this working modality in a stable manner over the next 12 month
The company is experimenting with the most congenial methods, obviously involving thos
who do not work in the production plant, but carry outeflectual work. In the
experimentation, workers will be allowed to choose to work from home for 2 days a week,
guota that may increase if the employee is resident in a place far from the office or has
dependent minor children.

Another investment made blyincantieri concerns the training of its staff, organizing two ma
activities

- launch for all employees of a omsonth online English course through the interactive
platform of EF Education First, the Company's language training partner for seveslyear
course provides access to over 2,000 hours of General English, Business skills and Indus
specific training content;

- organization of a cycle of three webinars in collaboration with MBPaduate School of
Business, on the topic "Working remogedt the time of COVHD9" aimed at all managers with
smartworking resources. The training objective was to accelerate the reaction and ability
adapt to change, encourage the development of a new leadership style to be effective an
efficient in workirg remotely, as well as stimulate reflection on the new challenges that ma
arise and prepare for "the aftermath".

The training area will continue to be promoted, also through online education, through the
agreement with Research Institutes and Universities

Fincantieri's project demonstrates that even companies in the produetianufacturing sectot
and not only those in the goods and services sector can concretely invest in smart workin
its model could be effectivelydapted by both large and small/mediugized companies.

The principles applied by Fincantieri's model both enjoy a possible transferability, since th
actually have to focus on a slow process of organization and adaptation to the digital wor}
mode: intoducing the measure in offices, in administrative or development and research
sectors, can be achieved by proceeding in several steps, including the possibility of telew.
even for just a few days a week, thus favouring the worker's flexibility aoidiag his
estrangement from the production context. The decision to take into account the individue
situation of each worker is also extremely effective. In this way, he/she will be able to ben
from the advantages of remote work without having toeaftf his/her productivity, thus
promoting a balance between professional and private life.

The second strategy implemented is that of training, which turns out to be the key to the
successful adoption of smart working and is a constant in all companiedebiake to adopt it.
The decision to invest in specific smart working training is a key step in the smart working
adoption process. Educating employees on the potential, the use of teleworking significar
reduces the possibility of confusion and frustoat that can affect workers who experience th
mode for the first time.
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2.1.5. Summary

Question

Findings
REGULATIONS

Did there exist a law
that regulates
teleworking before
the pandemic?

Yes

As for the Italian legislationit began its path that led tthe
approval of the legislation in force in 2014 with an embryonic bill
aimed at giving greater flexibility to the labour market. The propg
was then relaunched in a bill linked to the 2016 Stability Pact to
complete the labour market reform (Jobs A@ubsequently, on 22
May 2017, after a long parliamentary process, Law no. 81/2017
which (in the articles through forms of organization by phases,
cycles and objectives and in the absence of precise time constra
Law no. 165/2017: "Provisions for the pmotion of flexible and
simplified forms of teleworking". Law no. 81/2017: "Measures for|
the protection of norentrepreneurial selemployment and
measures aimed at encouraging flexible articulation in the times
places of subordinate work or workplaaeith the aid of
G§SOKy2t23A0rt G22ta SaaSyidalf

a

https://www.morningfuture.com/en/article/2020/11/0256m
art-workingbestpracticesitalian-companies/1058/
https://knowledge.leglobal.org/corona/coumy/italy/italy -
smartworkingbeyondthe-covid-19-emergencythe-
challengeis-to-changethe-mentality/

Does there exist a
law that regulates
teleworking after the

Yes

Legislative Decree no. 6 of 23 February 2020: Agile work "is
automaticallyapplicable to any employment relationship in areas

pandemic? , T , o
considered at risk in national or local emergency situations even
the absence of the individual agreements provided for thergin
(with Legislative Decree no. 9 of 2 March 2020, the experimental
regime br administrations is exceeded).

https://www.esteri.it/mae/resource/doc/2020/04/dpcm-

2020 04 26 totale en.pdf
https://www.unlaw.it/covid-19/employmentlaw-updates
covid19-governmentsalaryintegrationstermination-ban
and-more/

Which public The Italian Government in accordance with the Union Trade

organism regulates /
defines policies for
teleworking in your
country?

https://www.salute.gov.it/portale/nuovocoronavirus/dettag
lioFagNuovoCoronavirus.jsp?lingua=english&id=230
https://www.lavoro.gov.it/Pagine/default.aspx
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https://www.morningfuture.com/en/article/2020/11/02/smart-working-best-practices-italian-companies/1058/
https://www.morningfuture.com/en/article/2020/11/02/smart-working-best-practices-italian-companies/1058/
https://knowledge.leglobal.org/corona/country/italy/italy-smart-working-beyond-the-covid-19-emergency-the-challenge-is-to-change-the-mentality/
https://knowledge.leglobal.org/corona/country/italy/italy-smart-working-beyond-the-covid-19-emergency-the-challenge-is-to-change-the-mentality/
https://knowledge.leglobal.org/corona/country/italy/italy-smart-working-beyond-the-covid-19-emergency-the-challenge-is-to-change-the-mentality/
https://www.esteri.it/mae/resource/doc/2020/04/dpcm_-__2020_04_26_totale_en.pdf
https://www.esteri.it/mae/resource/doc/2020/04/dpcm_-__2020_04_26_totale_en.pdf
https://www.unlaw.it/covid-19/employment-law-updates-covid-19-government-salary-integrations-termination-ban-and-more/
https://www.unlaw.it/covid-19/employment-law-updates-covid-19-government-salary-integrations-termination-ban-and-more/
https://www.unlaw.it/covid-19/employment-law-updates-covid-19-government-salary-integrations-termination-ban-and-more/
https://www.salute.gov.it/portale/nuovocoronavirus/dettaglioFaqNuovoCoronavirus.jsp?lingua=english&id=230
https://www.salute.gov.it/portale/nuovocoronavirus/dettaglioFaqNuovoCoronavirus.jsp?lingua=english&id=230
https://www.lavoro.gov.it/Pagine/default.aspx
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TELEWORKING FOR EMPLOYEES

Main rights for
employees to
telework according
to regulations

1. You can work from anywhere (inside and outside the institutio
company).

2. Fixed location not established. There are no space and time
constraints, only the limits of maximum duration of gand weekly
working hours, as required by law and collective bargaining.

3. The company and the employee flexibly redefine their working
methods, with a focus on achieving objectives

Main obligations for
employees to
telework according
to regulations

Smart working agreements are still recommended in all Italian
regions, especially in red areas, provided that such working mod
may still be profitable.

-The body temperature of employees should be measured befor¢
they enter company premises. Employees wiawe a body
temperature higher than 37.5 C° are not permitted access to
corporate premises. Restrictions on the collection and processin
this data are outlined further below.

-Employers should opt for voice calls or video conferences wher¢
possible (egecially in red areas).

-Any scheduled fairs, conferences, events or conventions of
whatever nature must be delayed, in addition to any meetings du
to be attended by physicians or people in charge of public servic

-Employers must restrict access to amon areas such as canteens
relaxation areas, coffee rooms and smoking areas. The number
people who can have access to such areas must be limited and
"security distance" of at least one meter must be ensured among
people standing in the same room.dddition, people must wear
face masks.

-Employers should limit the access of third parties (e.g. suppliers
providers) to corporate offices/premises to those that are strictly
necessary. Employers must provide a notice to employees and
visitors at the atrance of corporate offices, informing them that
anyone who (i) has a fever higher than.5C®, (ii) has flu symptoms
or (iii) has come in contact with people infected by CGMDmust
not enter the office.

-Employers must notify the Health Authoriby any data or
information they have become aware of in relation to persons
possibly infected, to allow the Health Authority to investigate
potential spread of the virus. If an employee was infected, the
offices must be sanitised.

In addition to the aboveall employers have health and safety
obligations to keep employees informed of the health risks that n
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arise in carrying out their duties and to ensure that working
practices do not create undue risks to employees.

https://www.twobirds.com/en/news/articles/2020/global/covid 9-
quidancefor-employersin-italy

TELEWORKING FOR EMPLOYERS

Main rights for
employers on
teleworking
according to
regulations:

From a health and safety perspective, employers should assess
existence of a specific biological risk related to C&\I0n
coordination with the company physician and the Head of the
Prevention and Protection Service (RSPP)). If stisk axists, a Ris
Assessment Document (DVR) must be updated and a specific
prevention and protection plan must be implemented with the ain
of eliminating (or at least reducing) the occurrence of dangerous
situations, and possibly providing for individpabtection
measures. In principle, employers may therefore require an
employee to confirm and specify where he/she has spent the pa
15 days in order to assess the level of risk to the

workforce. Employers may not, however, ask employees to confi
that they are not infected or request a medical certificate to the
same effect.

Employers may also face situations where a customer/client
requires travel or health information relating to their employees
when visiting the customer/client's site.

Main obligatons for
employers to
facilitate telework
according to
regulations:

According to the current Italian laws in force, the way of working
Smart Working is a voluntary choice and that, therefore, the
employer can propose it and the employee is free to atoepeject
it. It is therefore necessary to know that the employee who decid
to accept to work in Smart Working has the right to training (lifelg
learning and the related certification of skills) as well as employe
who carry out their activities ithe company.

TELEWORKING ADOPTION

Do you have any
enterprise
association or
confederation that
has published
recommendations or
studies?

PWChttps://www.pwc.com/it/it.html

Psychologist Associatidritps://aipass.org/en,

Universita Bocconi
https://www.unibocconi.it/wps/wcm/connect/Bocconi/SitoPubblic
IT/Albero+di+navigazione/Home/

LinkedInhttps://www.linkedin.com/

INAP- the National Institute for the Analysis of Public Policies
https://www.inapp.org/

Do you have any
workers union that

has published

INAIL
https://www.inail.it/ cs/internet/comunicazione/pubblicazioni/catal
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recommendations or
studies?

ogo-generale/pubblesperienzdavoro-agileimpatti-suk
benessere.html

UIL
http:/ /www.federazioneuilscuolarualatina.it/public/lt/download/sni
art-workingstato-dellarte-e-prospettivefuture/

Do you have any
other
institution/research
group that has
published
recommendations or
studies?

Ministero Pubblica Amministrazione
http://www.funzionepubblica.gov.it/

DIGITAL SKILLS DEVELOPMENT

Which public
organism boost
digital
transformation on
your country? Is
there any plan or
strategy including
digital skills
development?

Ministero perf QA vy 2 GaltransifoyieSeci®lodica
http://www.funzionepubblica.gov.it/

AGIDhttps://www.aqid.gov.it/

Main policies and
initiatives that
impact on digital
skills improvement
on your country.

National strategy for digital competencies
https://docs.italia.it/italia/mid/strategianazionalecompetenze
digitaliFdocs/it/1.0/competenzedigitalinel-ciclo-dellistruzionee-
dellaformazionesuperiore/iniziativein-corso.html

Servizio Civile Digitalgtps://innovazione.gov.it/notizie/comunicati
stampa/serviziecivile-digitale-pubblicatacil-primo-avviseche
coinvolgeral-000-giovani/

BEST PRACTICE 1

Enterprise/organism

Credenx IBank

Main learninggo be
transferred

-Full smart working adoption system, through a flexible and adag
concept of work

- Training and education for employees in order to give them a
useful and concrete kit of digital competencies

BEST PRACTICE 2

Enterprise/organism

Fincantieric Manifacturing company

Main learnings to be
transferred

-Ability to implement smartworking into a productive company.

- Smart organization of work with the adoption of flexible strategi
for each employees taking in account their persoiitalaion

- Education and trainings about smartworking to let employees
more familiar to it.
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Telework is a recent mod@hplemented by enterprises and organisations. In France, this new

model appearedini®n G 23ISGKSNI gA 0K GKS RS@St2LIVSyid 2F L/
4dz00Saa TFT2NJ NBrazya SaaSyaalrtte tAYy1SR G2 i K
characterizes the employment relationshiphis concept did not fit well with the physical

distane involved in teleworking and the inherent fear of a loss of control over the empldyee.

According to the study realized in France by ATTAC, before the COVID19 pandemic, 15.7% of
employees worked occasionally from home and 7% habitually. The majotéewbrkers were
managers (61%) and more numerous in the IT and telecommunication profe$8efme the
pandemic, regular telework was still a limited practice even for managers (3%). But the higher
the share of managers in the company, the more teléwis developing. Conversely, in
establishments where blueollar and whitecollar workers are in the majority, the proportion

of employees (including managers) who telework is lower. During the pandemic, the
acceleration of the digitalisation process wasassive and radical. Teleworking ensured
continuity of work while protecting workers from the Coronavirus

According to the barometer MalakeHumanis published in February 262tluring a year of
COVID19 outbreak the number of teleworkers increased andhexh41%, while after a year

the percentage has slightly decreased and consisted of 31% in December 2020. However, the
number of days teleworked continues to be high with an average of 3.6 days per week

1 Joélle Hannelais and Sarah Machrhoul Lhotellier, Vivien & Associés, Telework in France: before and after the
Covid19 pandemichttps://www.lexology.conflibrary/detail.aspx?g=3e61eff39d-4f6d-a731bbe6f75ac315
Lexology, April 2021

2Attac, Laurence Pelta,lse télétravail avant, pendant et aprés la pandémie de Ctiviiel,
https://france.attac.org/nospublications/lespossibles/numere27-printemps2021/dossiemumerisationet-
transformationdesrapportssociaux/article/leteletravailavantpendantet-apresla-pandemiede-covid-19, March
2021

3 Baromeétre annuel Télétravail 2021 Malakéfimanis
https://newsroom.malakoffhumanis.com/actualites/barometannuetteletravail2021-de-malakoffhumanis
db57-63a59.htm) Februay 2021
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(compared to 1.6 days at the end of 2019), and 45%elefvorking employees still telework
100% of their working time.

At the end of 2020, 31% of employees were teleworking full or part time (62% for
Banking/Insurance, 62% for Services, 23% for Health, 19% for Trade and 17% for Industry). While
the number ofteleworkers has decreased compared to the beginning of the crisis, the number

of days teleworked remains above the average rate before the pandemic: 3.6 days per week vs.
1.6 days per week at the end of 2019.

Only 14% of teleworkers say they no longerhwis telework after the pandemic. A large
majority of managers (67%) are in favour of telework in their company. 43% of the respondents
said that they telework regularly or occasionally

1. Legislationand definition of teleworking

Before COVI29, a National Interprofessional Agreement (ANI) signed between the national
NBLINBaSyidliAdSa 2F SYLX 28SNAR |yR SyLif2es8Sa 2y
G F2NY 2F 2NHI yAT lofithe vgfk, UisifigRnformatibtechadlogeLwitivil v O S

the framework of an employment contract and in which work, which could also have been

OF NNA SR 2dzi 2y GKS SYLX 28SNNa LINBYA&aSazx Aa O NN
Telework thereforecovers any form of regular remote work, carried out through an Internet

connection®

The French labour code adopted the definition of telework in 2012, but with one condition:
telework must be voluntary. In other words, the employer cannot force the enggldg switch

to telework. Eleworking was defined in the Labour Code as a form of organised labour, where
the work that could have been carried out at the usual place of work, is carried out away from
that place, on a regular and voluntary basis with usidgs. Teleworking is established within
the framework of the employment contract or an amendment to it (Art. L12p2

The reform of the labour code launched under the presidency of Emmanuel Macron gave rise to
an ordinance n°® 2011387 of September 22017 on teleworking, which relaxed the legal
framework to encourage telework, including on an occasional basis. Branch or company
agreements can be used to complete the legal frame when appropriate.

The ordinance of September 2017 modified the definitditeleworking and the procedures for
its implementation; the regularity criterion was removed, before it was the obligatory to

4 Barométre annuel Télétravail 2021 Malakéftimanis
https://newsroom.malakoffhumanis.com/actualites/barometannuetteletravail2021-de-malakoffhumanis

db57-63a59.htm| February 2021

5 Joélle Hannelais and Sarah Machrhoul Lhotellier, Vivien & Associés, Telework in France: before and after the

Covid19 pandemichttps://www.lexology.com/library/detail.aspx?g=3e61efff89d-4f6d-a731bbe6f75ac315

Lexology, April 2021

6 Legifrance, article L1222 on telework:
https://www.legifrance.gouv.fr/co@s/id/LEGISCTA000025558058/#:~:text=Article%20L.1222%2D9,
Modifi%C3%A9%20par%20LOl&text=L e%20t%C3%A91%C3%A9travail%20est%20mis%20en,%C3%A9conomique%2C
%20s'i1%20existe
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mention telework in the employment contract (or an amendment). The ordinance provides for
telework to be formalised by any mearsy the employer and the employee: collective
agreement, company charter, and in the case of occasional telework and in the absence of a
collective agreement or charter, a written agreement, even just-byad.

Some employees telework on an occasioradib, usually on the basis of a mutual agreement
between the employee and his or her management, within the establishment ("grey telework™).
Previously, these occasional or nfatmalised practices did not fall within the legal definition
of telework. Inthe past, these occasional apn-formalised practices were not included in the
legal definition of telework, whereas now theabour Code covers these practices to a certain
extent, as long as there is a written formalisation.

However, the law articleetlicated to telework which regulated the relations worlemployer

1122211 YSy A2y a GKIFG aAy SEOSLIiAZ2Yylt OANDdzvaidl yos
majeure, the implementation of telework may be considered as an adjustment to the
workstation which is necessary to allow the continuity of the company's activity and guarantee

0KS LINRGSOlA2Yy 2F SYLX 2e8SSadé ¢KAa -fOlcisis, o & F2f
when the effective use of telework was strengthened as part of the measuresrmpted by

the government. The rule encouraged telework in certain fields and many business activities

shifted online. On November 2@021, a newNational Interprofessional Agreemewas signed

by almost all trade unions and business confederafions contains many useful
recommendations, good practices and tips that can be used by employers to implement
telework in a balanced way and to manage its implementation especially in case of exceptional
circumstances, such as a pandemic. Five new articles mentioned: double voluntary work,

the form of the agreement, refusal of telework, the adaptation period and reversibility. This
amendment removed the need to formalise regular telework by means of an addendum. This
formalisation could be done by any meatise text nevertheless recalling the usefulness of the

writing in order to establish the proof of the agreement between the parties.

From June 9, 2021, based on discussions between management and employee representatives,
companies are required to determgna minimum number of teleworking days for each
employee.

2. Regulatory conditions on teleworking

Teleworkers enjoy the same legal and contractual rights and benefits as those working at the
company's premises. Employers are obliged to explain their decisicase they refuse to grant
rights of telework to their employeesAlso, refusal of accepting a telework is not a reason to
terminate an employment contract.

7 Legifrance, article L122P1 on teleworkhttps://www.legifrance.gouv.fr/codes/article Ic/LEGIARTIO00035643952
8 National Interprofessional Agreement (ANI) prepared by ti@orfédération des petites et moyennes entreprises
» (CPME) http://www.cpme23.fr/wp-content/uploads/2020/12/Sant%C3%A@travait ANFdu-9-
d%C3%A9cembi2020-Versiond%C3%A9finite-rectificatif. pdf

9 CCl Paris lle de France Entreprigéips://www.entreprises.cciparisidf.friweb/reglementation/developpement
entreprise/droitsocial/leteletravail
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An accident occurring at the telework location during the teleworker's professional activity is
presumed to be an accident at work within the meaning of Article l-14a&fithe Social Security
Code.

Teleworkers are nevertheless subject to the same obligations as any other employee and may
therefore be subject to disciplinary sanctions under thmeaconditions if they do not respect

the obligations stated in their employment contract. Also, employees are not allowed to choose
their days of teleworking.

The employer has the same obligations towards all employees, whether they are teleworkers or
not, especially in terms of prevention of occupational risks. The Labour Code specifies that "the
employer shall take the necessary measures to ensure the safety and protect the physical and
mental health of workers."

These measures include:
- actions to prevenbccupational risks;
- information and training measures;
- the establishment of an organisation and appropriate means.

The employer shall ensure that these measures are adapted to changing circumstances and aim
to improve existing situations (Article L. 41P}°

When the employee works outside the company, the employer remains subject to the same
obligations: he/she therefore remains responsible for the health and safety of the teleworker.
However, the employer does not have control over the setting andditimms in which the
teleworking employee is working. When he/she is at home, it is the employee alone who will
configure his/her workspace, his/her organisation, adapt and use the computer tools that the
employer provides. In a third place, the environmhénprovided by a third party who does not
have the same responsibilities as the employer in terms of health and safety atWwork.

Besides, the employer should:

- inform employees of the restrictions on the use of IT equipment and tools provided to
them, aswell as of the possible sanctions to which they are exposed.

- agree with their employees on the time slots during which they can be contacted.

- organise an annual interview with each employee, in particular on the employee's
working conditions and workload.

- give priority to teleworkers to take up or return to a négleworking job that matches
their qualifications and skills and inform them of the availability of any such job.

&
puli
w

O INRSEmployeurdS 1 NBalLRyaloAftAGS £ 1 YA
https://www.inrs.fr/demarche/employeur/cequ-il-faut-retenir.html

11 INRS, 4e télétravait Quelles risqued Quelles pistes de préventidn
https://www.inrs.fr/media.htm|?refINRS=ED %2384 2020
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1. Digitalization of the society: golitical will

LY CNIyOSs RAIAGEFEEATIGAR2Y AYyONBFASR Ay GKS |
administrative procedures and services usually done in offices had been put online.

In the framework of the French economic digital recovery plan@EnS R Ay al NOK HAHM
RS NBfIlIyOS¢o0s GKS 3I2FSNYYIWNG MIYILX BSrdSey (ISR A XKYSG NJ
economic development aénterprises(VSES/SMES) by increasing the use of digital technology

in response to their needs (building customeyalty, saving time, raising awareness, selling

from distance, etclf. The dgital transformation concerns all sectors of activity and structures

of all sizeslt is also an important growth factor through social media, 0T, big data, the cloud,

artificial intelligence or virtual reality.

For French citizensthe idea is to facilitate the administrative procedures online with the
RSPSt2LIYSylG 27F & CNIhypOSantetoyingEdivér/ ahd the iv@bgithlly Y
https://www.demarchessimplifiees.fr/ This service was designed by the State to access

numerous services with a single identifier and a single password. It is a service for geiagante

the identity of a user by relying on existing accounts for which his or her identity has already

been verified. This device is a common good available to all administrative authorities. Thanks

G2 GCNIyOS /2yySOi¢z 2yt Anjode sdciNe Ko@arlaydBn thirdNBE Y I R
of the French population uses this pass (23.781.149 habitdnts)

With dFrance Conne€t users can have access to 900 online services. Among those services,

French citizens can manage their taxes, check their medicald:eomnage and consult your
NEBGANBYSYy(d NARAIKGEA YR OKSO1l GKSANI G266y Qa LINROS|
they will be able to check their bank account.

The last target group focused by the public bodieg RS NJ G KS at fslthgpuiS wSt | yO
officials. The idea is to improve their level of equipment to ensure that 100% of staff who can

telework are properly equippéed

2. Digital skillsat work

Digital technology is becoming a basic skill and is also a foundation for professional knowledge
and skills.The development of digital technology in operational activities requires the use of
new tools and adaptation to new ways of doing things. However, some employees do not have
a sufficient command of basic skills to cope calmly with these clsfnge

12 French portal of digital transformation of enterpriséstps://www.francenum.gouv.fr/

13 La transformation numériqueune nécessitéttps://www.bpifrance.fr/Ala-une/Dossiers/Transformaticn
digitaleune-necessite/Ldransformationnumerigueune-necessite32915

4 hitps://franceconnect.gouv.fri#services

15 Transformation numérique de I'Etat : un canal d'accés aux services publics a renforcer
https://www.vie-publigue.fr/enbref/278873transformationnumeriguede-letat-un-milliard-deurosinvestis
16 French Senat, Information Rex, « La formation des salariés au numérique, un impératif natienal
https://www.senat.fr/rap/r19-711/r19-7117.html



https://franceconnect.gouv.fr/
https://www.demarches-simplifiees.fr/
https://www.francenum.gouv.fr/
https://www.bpifrance.fr/A-la-une/Dossiers/Transformation-digitale-une-necessite/La-transformation-numerique-une-necessite-32915
https://www.bpifrance.fr/A-la-une/Dossiers/Transformation-digitale-une-necessite/La-transformation-numerique-une-necessite-32915
https://franceconnect.gouv.fr/#services
https://www.vie-publique.fr/en-bref/278873-transformation-numerique-de-letat-un-milliard-deuros-investis
https://www.senat.fr/rap/r19-711/r19-7117.html
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Thestudy France Stratégie "Numérique: nouveaux usages, nouvelles interrogdfionitten

in April 2020pointed out that during the Covidl9 health crisis, in terms of work, the widespread
switch to digital technology had only served to underline pinecariousness that the world of
work has seen develop over the last ten ye&sme inequalities appeared among employees.
More than half of private sector employees found themselves unable to work, either because
their sector was largely 'fae®-face'and therefore at a standstill, or because they lacked the
tools and skills to work remotely

The intensity of technological and organisational change tends to increase the rate of
obsolescence of skills and requires an increased capacity for adaptagomilyyeesespecially

the older ones The need for training increases with such changes, whether they involve the
introduction of new software or hardware or other technical production equipment, or the
implementation of new work organisation (new divisiof labour, application of safety or
quality standards¥.

The need for employees aged over 50 years old to become familiar with new technologies and
especially with the evolution of digital tools used at work is increasing. This need became a
necessity Wh the obligation to use teleworking during the pandemic. Employers should now

GF1S GKSANI NRfS 27F adzlR2 NI G2 FRRNBaa SYLX 2888
training.

Good practice 1:
https://www.laposte.fr/

An agreement on telework at La Poste was signed on July 27, 2018 with the trade unio
agreementmakes telework more flexible and broadens the possibilities to exercise this
of work, which is already implemented since 281Regular telework, which could b
previously carried out on average two days a week, over the chosen reference period
or month), can be now carried out three days for postal workers over 55 years of age.

The agreement also allows occasional telework in case of unusual or emer
circumstances that make it impossible to travel to the workplace. The implementation ¢
occasional telework is simple as it does not require the signing of an agreement.

17 Study France Stratégie Nouveaux usages, nouvelles interrogations
https://www.strategie.gouv.fr/sites/strategie.gouv.fr/files/atoms/files/soutenabilitesxenumeriqueavrik

2020 _0.pdf

18 Report DARES Formation professionnel |j dzS§t & FIF QG SdzNB f AYAESyd t Ql 008
https://dares.travaitemploi.gouv.fr/sites/default/files/pdf/2016031.pdf

1g'Agreement on telework at La Postettp://www.cgtfapt77.fr/wp/wp -content/uploads/2018/09/Accorel
T%C3%A91%C3%A9travrkte. pdf
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https://www.laposte.fr/
https://www.strategie.gouv.fr/sites/strategie.gouv.fr/files/atoms/files/soutenabilites-axe-numerique-avril-2020_0.pdf
https://www.strategie.gouv.fr/sites/strategie.gouv.fr/files/atoms/files/soutenabilites-axe-numerique-avril-2020_0.pdf
https://dares.travail-emploi.gouv.fr/sites/default/files/pdf/2016-031.pdf
http://www.cgtfapt77.fr/wp/wp-content/uploads/2018/09/Accord-T%C3%A9l%C3%A9travail-Poste.pdf
http://www.cgtfapt77.fr/wp/wp-content/uploads/2018/09/Accord-T%C3%A9l%C3%A9travail-Poste.pdf
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Also, teleworkers are supported with the following pofits

- Provision of an ergonomic chaia chair whose shape is particularly adapted to
user's working condition@r 50%reimbursement  dzLJ (2 | Yl EAY

- Footrest and wrist rest provided on request.

- Allowances for the costs of teleworking are paid for teleworking at home (Inte
connexion, printing costs.

- Two mandatory dearning courses for teleworkersid managers.

- IT: necessary equipment (laptop, bag, key, guide) and hotline.

¢KS AYLI OGO 2F GKAA& I ANBSY Deing is sighificind The sl
of the internal survey realized by employers among employees at La Poste propdbed
employees can be found below:

1. A better distribution of time between work, personal and family life: time savec
commuting to and from work partly reallocated to personal time and reduced fat
and stress

2. Improvement of work conditions: teleworkingeduces the noise of open spac
improves organisation (planning, concentration) and increases autonomy.

3. A better adaptation of work organisation compared with the biological rhythm of
employees: autonomy in the organisation of the working day (momeot
concentration, meal times, rest times etc.), the possibility to adopt postures ada
to the needs (standing, walking etc.), recovery from the fatigue accumulated d
the week.

4. Reduction of absenteeism: less sick leave, the possibility of manpgiegdures
without taking half a day off, solutions to transport problems or sick children.

5. Reduction of delays: traffic problems, medical appointments, etc.

The support proposed in the framework of this agreemeradapted to general employee
specifically to people over 50 years old:

1. Health conditions are taken into account with ergonomic equipment provided.
2. Proposals to follow 4earning courses for employees less familiar with n
technologies are good ideas to become familiar with digital tools.

2OAgreement at La PosteAccord relatif au télétravail a La Poste SA, Un levier pour mieux concilier vie
professionnelle et vie privéehttps://www.cig929394.fr/sites/default/files/commun/teletravail_a la poste.pdf



https://www.cig929394.fr/sites/default/files/commun/teletravail_a_la_poste.pdf
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Good practice 2:
https://www.loreal.com/fr/

L'Oréal French industrial group of cosmetic producttggned an agreement on telework wi
the representatives of the trade unions on 21 October 2020 for an indefinite period.
agreement containsl4 articles. Teleworking constitutes a work modality that allows
employee, on a voluntary basis and in agreement with his/her manager, to work outsic
company's premises. Teleworking is open to employees who are capable of carryil
activities ilependently. Some employees are excluded: those who are on a trial pe
alternating work experience, trainees. However, pregnant women and employees ov
years of age have priority for teleworking.

L'Oréal provides for an adaptation period of 3 manih order for the employee to experienc
working remotely. Telework is also reversible. It can be terminated at any time, a
initiative of the employee or the manager. The number of days of telework is fixed at 2
per week, seniors may have 3 dagxceptional teleworkthe agreement provides for this i
the event of an epidemic, for example

Locations for teleworkany private home where any private dwelling for which the emplo
can prove that he/she has comprehensive home insurance, thatldotrizal installations are
in order, that the location is suitable and secure, and that in some cases it is even abrc

Work equipment

The company guarantees work equipment, in conjunction with the occupational h
authorities, in addition to a laptgpa laptop booster, a portable keyboard, a USB hub, a m
with an ergonomic mat and headphones.

Telework does not change the employee's usual activity or workload. In the eve
difficulties, the company provides-learning training for its employeesnahe practice of
remote work, making them aware of the potential risks to their physical and mental he
The company provides for agreements relating to-efidareer arrangements and patime
work for seniors and for medical reasons recommended yoitcupational physicidh

- e-learning trainings on the practice of remote work (on potential risks to their phy
l'yR YSydaltf KSFHfOGK0O 2FFSNBR (2 -béingt Sg

2L Article detailingd KS NB 3dz | G A2y T2 MNbsi/8iwdmigs-Sdafey.cbm/B320131@h NB | f Y
oreal/6320121000001-8ieqe/T07520025758ccordsur-le-travaikdistanceau-seinde-la-societel-oreals.a
teletravail.shtml



https://www.loreal.com/fr/
https://www.droits-salaries.com/632012100-l-oreal/63201210000012-siege/T07520025758-accord-sur-le-travail-distance-au-sein-de-la-societe-l-oreal-s.a-teletravail.shtml
https://www.droits-salaries.com/632012100-l-oreal/63201210000012-siege/T07520025758-accord-sur-le-travail-distance-au-sein-de-la-societe-l-oreal-s.a-teletravail.shtml
https://www.droits-salaries.com/632012100-l-oreal/63201210000012-siege/T07520025758-accord-sur-le-travail-distance-au-sein-de-la-societe-l-oreal-s.a-teletravail.shtml
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Question ‘ Findings
REGULATIONS
Did there exist| Yes
a law that S — — - -
regulates a¢SEtSEe2N] NBTFTSNAR 02 lFLye FT2N)¥y 27
teleworking could also have been carried out on the employer's premises is carrieq
before the by an employee away from these premises, on a voluntary basis, usin
pandemic? AYT2NXYIE UA 2 y 'Y R 02Y Yadzy . A22D pakagraph Ti
of the Labour Codelink

Does there Yes
existalaw e S A2y f OANDAYAGI yOSAs
that regulates aLy _ u y _ zyauly a
teleworking cases of force majeure, the implementation of telework may be
after the considered as an adjustment of the workstation made necessary to all
pandemic? the continuity of the company's activity and guate@ the protection of

' SYLX 28SSadé¢ -DlfINE P NI [ PMHHH
Which public | The law defines theagulation for teleworking. There is no entity
organism regulating teleworking. Telework is implemented within the framework
regulates / a collective agreement or, failing that, within the framework of a charte
defines drawn up by the employer after consulting the social and ecanom
policies for committee, if it exists. In the absence of a charter or collective agreem

teleworking in
your country?

when the employee and the employer agree to exercise telework, they
formalise their agreement by any means. A teleworker is any employe
the company who teleworks, eithet the time of hiring or subsequently.

Ly SEOSLIiAZ2Yylf OANDdzyaidlyoSa -BN\I
teleworking can be imposed by the employer without the employees'
agreementLink

TELEWORKING FOR EMPLOYEES

Main rights for
employees to
telework
according to
regulations

Teleworkers enjoy the same legal and contractual rights and benefits &
those applicable to employees in a comparable situation working on th
company's premises.

An employer who refuses to offer teleworking activities to an employee
who occupies a posiih eligible for teleworking must give reasons for hi
or her decision.

Refusal of accepting a telework position is not a reason for termination
the employment contract.

An accident occurring at the telework location during the teleworker's
professiondactivity is presumed to be an accident at work within the
meaning of Article L.411 of the Social Security CodmK).



https://www.legifrance.gouv.fr/codes/id/LEGISCTA000025558058/#:~:text=Article%20L1222%2D9,-Modifi%C3%A9%20par%20LOI&text=Le%20t%C3%A9l%C3%A9travail%20est%20mis%20en,%C3%A9conomique%2C%20s'il%20existe.
https://www.legifrance.gouv.fr/codes/article_lc/LEGIARTI000035643952
https://www.entreprises.cci-paris-idf.fr/web/reglementation/developpement-entreprise/droit-social/le-teletravail
https://www.entreprises.cci-paris-idf.fr/web/reglementation/developpement-entreprise/droit-social/le-teletravail
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Main
obligations for
employees to
telework
according to
regulations

Teleworkers are subject to the same obligations as any other employe
and may, therefore, be subject to disciplinary sanctions under the sam
conditions if they do not respect the obligatis arising from their
employment contract.

They are not allowed to choose their days of teleworklrigk

TELEWORKING FOR EMPLOYERS

Main rights for
employers on
teleworking
according to
regulations:

Conditions for imposing teleworking: Article L. 12PRof the Labour Codg
mentions the risk of an epidemic as a reason for justify the use of telev
without the employee's agreement. The implementation of telewark i
this context does not require any pasular formality.

Conditions for refusing teleworking: if the employer considers that the
conditions for returning to work are in accordance with the health
regulations at the office, he/she can refuse teleworking.

In all cases, your employer must give reasons for refusal. Since March
2020 and until further notice, telework must be systematically favoureg
The employer must therefore demonstrate that the presence at the
workplace is indispensable for the operatiohthe business activity.ink

Main
obligations for
employers to
facilitate
telework
according to
regulations:

The employer has the same obligations towards albleyees, whether
they are teleworkers or not, especially in terms of prevention of
occupational risks. The Labour Code specifies that "the employer shal
the necessary measures to ensure the safety and protect the physical
mental health of worker$

These measures include:

1° actions to prevent occupational risks;

2° information and training measures;

3° the establishment of an organisation and appropriate means.

The employer shall ensure that these measures are adapted to take
account of changing circumstances and aim to improve existingtions
(Article L. 41211).

When the employee works outside the company, the employer remain
subject to the same obligati@n he/she therefore remains responsible fo
the health and safety of the teleworker. However, the employer does n
have control over the setting and conditions in which the teleworking
employee is working. When he/she is at home, it is the employee alon
who will configure his/her workspace, his/her organisation, adapt and |
the computer tools that the employer provides. In a third place, the
environment is provided by a third party who does not have the same
responsibilities as the employer in termshafalth and safety at work

(link).



https://travail-emploi.gouv.fr/IMG/pdf/qr-teletravail-deconfinement.pdf
https://travail-emploi.gouv.fr/IMG/pdf/qr-teletravail-deconfinement.pdf
https://www.inrs.fr/media.html?refINRS=ED%206384

V4 Tele

Enbancing the Telew
Slalls for che MiddLe a

TeleGrow Repo2021

Also, the employer should:

- inform employees of the restrictions on the use of IT equipment and
tools provided to them, as well as of the possible samstito which they
are exposed.

- agree with the employees on the time slots during which they can be
contacted.

- organise an annual interview with each employee, in particular on the
employee's working conditions and workload.

- give priority to teleworkes to take up or return to a noteleworking job
that matches their qualifications and skills and inform them of the
avalability of any such job.

TELEWORKING ADOPTION

Do you have
any enterprise
association or
confederation
that has
published
recommendati
ons or
studies?

Yes, CPME, French confederation of small and medium enterprises,
prepared this document about teleworkinkink?. It was signed by trade
unions and business confederation one thd"2® November 2020.

Do you have
any workers
union that has
published
recommendati
ons or
studies?

For executive managersGFDT cadres the worker union CFDT created
this study for negotiating and organizing teleworkihgk

Do you have
any other
institution/res
earch group
that has
published
recommendati
ons or
studies?

The ministry of labour published the national protocol to ensure the he
and safety of employees in companies during the COVID19 pandemic
is a reference document to ensure the health and safety of employees
the continuation of economic activityink

DIGITAL SKILLS DEVELOPMENT

22 Agreementhttp://www.cpme23.fr/iwp-content/uploads/2020/12/Sant%C3%A@-travaiF AN Fdu-9-

d%C3%A9cembi2020-Versiord%C3%A9finitiveectificatif.pdf



http://www.cpme23.fr/wp-content/uploads/2020/12/Sant%C3%A9-au-travail-ANI-du-9-d%C3%A9cembre-2020-Version-d%C3%A9finitive-rectificatif.pdf
https://www.cadrescfdt.fr/sites/default/files/inline-files-two/2018%20-%20Guide%20du%20t%C3%A9l%C3%A9travail_0.pdf
https://travail-emploi.gouv.fr/IMG/pdf/protocole-national-sante-securite-en-entreprise_18_mai_9_juin.pdf
http://www.cpme23.fr/wp-content/uploads/2020/12/Sant%C3%A9-au-travail-ANI-du-9-d%C3%A9cembre-2020-Version-d%C3%A9finitive-rectificatif.pdf
http://www.cpme23.fr/wp-content/uploads/2020/12/Sant%C3%A9-au-travail-ANI-du-9-d%C3%A9cembre-2020-Version-d%C3%A9finitive-rectificatif.pdf
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Which public
organism
boost digital
transformatio
n on your
country? Is
there any plan
or strategy
including
digital skills
development?

In the framework of the French economic digital recovery plan launche
al NOK Hnum o6atftly RS NBfFIyOSéov=:
bdzY AYAUGAFGAGBSde LG O2y GNRAOdzi Sa
enterprises(VSES/SMES) by increasing the usdigital technology in
response to their needs (building customer loyalty, saving time, raising
awareness, selling from distance, ettink

ForFrench citizensthe idea is to facilitate the administraéyprocedures
2VEAYS 6AGK GKS RSOSt2LVSyG 27
https://franceconnect.gouv.fr/ and the websitehttps://www.demarches
simplifiees.fr/.

The last target group focused by the public bodies ispihiglic officials

The idea is to improve their level of equipment to ensure that 100% of
staff who can telework are properly equippddnk

Main policies
and initiatives
that impact on
digital skills
improvement
on your
country.

N/A (see above)

BEST PRACTICE 1

Enterprise/org
anism

La Poste

Main learnings
to be

Health conditions are taken into account with ergonomic equipm
provided.

transferred 9 Offering elearning courses to employees who are less familiar \
new technologies.
BEST PRACTICE 2
Enterprise/forg| [ Qh NB I €
anism

Main learnings
to be
transferred

1 Offering elearning trainings on the practice of remote work (on
potential risks to their physical and mental health)



https://www.francenum.gouv.fr/
https://franceconnect.gouv.fr/
https://www.demarches-simplifiees.fr/
https://www.demarches-simplifiees.fr/
https://www.vie-publique.fr/en-bref/278873-transformation-numerique-de-letat-un-milliard-deuros-investis
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Katerina Michale, KAINOTOMIA,
education@kainotomia.com.gr
Athina DaldogiannotKAINOTOMIA,
a.daldogiannou@kainotomia.com.gr

It is difficult to precisely determine the number of people who are teleworkers in Greleee,
to inadequate statistical monitoring.

A 2002 survey by the Institute of Labour, the Greek General Confederation of Labour and the
Confederation of Public Servants showed the prevalence of telework to be particularly limited,
with just 1.1% of the conmgmies surveyed using such practices. A 2003 study by the Ministry of
Labour and Social Security reports that the actual number of people working from home is
probably unknown. However, unofficial statistics estimate the number of teleworkers to be
approximately 50,000 people2 NJ mdmmE: 2F GKS O2dzyiNBQa G201t &
Large enterprises or multinationals were mainly interested in thew formation of
employmentmostly because their parent companies abroad have begun adopting pracfices
teleworking. In addition, seémployed people whose occupations require familiarity and use of
ICT like authors, journalists, translators, accountants, programmers and architects, performed
also telework.

Greece has one of the lowest teleworking ratasthe EU. In our country, teleworking was
estimated at 4.3% in 2009 and 5% in 20U0OGreece, the seémployed worked at a rate of
4.9% "sometimes" from home argdo "usually" in 2019, while the percentages for employees
the same yeaare 2.9% and 1.4%orrespondingly
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Image2.3.1: Teleworking in Europe 2019
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SourceSEV Hellenic Federation of Entreprises, 2019

In particular, the occasional teleworking stood at 2.4%2009 to increase by just one
percentage point in 2019, at 3.4%. Fixed teleworking in both 2009 and 2019 does not exceeds
2% of total employment (precidy 1.9%)

In general teleworking experience prior to the pandemic is limi88%), with 63.4% of the
respondents have no previous teleworking experieritiee majority of them worked away from
office for the first time during the pandemic.

The difficulty of adjusting to changing conditioissthe reason why Greece has alovious lag
introdudngteleworking insignificant percentaged.heindustries with the highest percentages
of teleworkingin our country is in the sector dnowledgeintensive businessesuch adT,
communications, educatioandlogistics


https://www.sev.org.gr/Uploads/Documents/52083/SR_TELEWORK_final.pdf
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Image2.3.2: Teleworking in Europe 2@
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During the pandemic, 26,2 % (2020) of the employees started working from home with the
majority of them (83%) working exclusively from home. 81% of them have adapted in less than
aweek while 73% of the Greek companies adapted immediately.

In 2021 the percentage shows an increase te83& for teleworkers that work exclusively from
their home.

Image2.3.3: Teleworking in Greece exclusively from home, 2021
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SourceEurofound, 2020

The majority of the employees (88%) was satisfied with remote work in addition with companies
GKIFIG FAYR GSEtSg2NlAYy3I WQljdAGS 2F OSNE STFTFSOGAOD!

Despite the satisfactior61%of employeesconsiderteleworkinga negative development in
terms of working hoursand almost an equal percentagensider it a negative development in
terms of the development of their pag2%0f them evaluateteleworkingnegatively in terms of

his persnal life aml 45% in terms oprofessional development.
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Image2.34: Changes in workhours
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It is estimatedhat about 25% of employees (up to 500,68@ployees) could work fully through
teleworkingwith an additional 12% of employees having high rotatiamalkingcapabilities

Distance work is now a foration of work that is accepted by all hierarchical levatel all age
groups. Itis accepted thittcame to stay even after the COV1Bera.The initial suspicions that
teleworkingwill negatively affect employee productivity have been overcome and there is a
general acceptance by both employees @ntbloyers From the perspective of managers, there

is still difficulty to manage their teams from distance and it is clear that all companies, or even
public agencies were not ready to switch to teleworking mode.

Older people are the ones wheelless familiar witmew technologies and more disconnected
from the rest of the team. Working remotely does not help them to devote time to socializing
within the group. COVHD9 has highlighted the need to acquire the basic principles of
technological knowledge, especidtly experienced professionals, to help them better adapt to
the new working conditions created by the pandemic and the need to further exploit technology.

Regarding the use of the internddy the older age groups (684 years), in 2020, in Greettee
percertage was33%

2.3.2.Legislation that regulates teleworking

The GreekMinistry of Labour and Social Security is responsible for the laws and legislation
regarding teleworking. The contribution of work unions, like GSEE, that act like push factors,
plays asignificant role in the formation of legislation.

At a European levelin 2002 it was signed inta framework of the European Social Dialogue
between European employers' organizatiommd employees the famous "Agreement
Framework for teleworking ThisAgreementwas designedb fill the legislative gap for this type
of work. However, te framework agreement on teleworking has never taken the form of a
European Directive

In Greece, this European Framework Agreement has been incorporate@Gmetk leghorder
as an appendix to the National General Collective Agreement of uLaileGSSEyom
12.04.2006.
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In order for the Ministry to set a base line, a general guide for teleworking was drafted. In this
guidethe employer and the employee could find gendrdbrmation concerning teleworking.
That informationconcerned thedefinition of teleworking, ways of teleworking, working rights,
data protection, personal life, working conditions, equipment, health and safety, organization,
training and union rightsit is also highlighted that teleworking has a volitional character and
has to be introduced in the job description or be a part stiasequent agreement.

The definition:

Teleworking is a form of organization and/or execution of work using informégmology,
based on a contract or employment relationship, where a job that could also be performed at
the employer's premises is normally executed outside of these facilities.

This agreement covers teleworkers. A teleworker is a natural person who tufesiework.
Rightsand Obligationdor employees:

1 An employeéhas the right teexpresses a desire for a teleworking position, the employer
may accept or deny this request.

1 An employee's refusal to accept telework is not the sole reason for termination of
employment or a change in that employee's terms and conditions of employment.

i Establishment of an adjustment period of three months during which unilateral
revocation of the conversion of regular work into telework

Rights and Obligations for employers:

1 If teleworking is not part of the initial job description and the employer notices a
teleworking offer, the employee may accept or decline the offer.

1 The obligation of the employer to inform the employee in writing 8 days after
preparation of the contractor all matters relating to the execution of the work.

9 Establish an adjustment period of three months during whioHateral revocation of
the conversion of regular work into telewark

1 The obligation to provide to the teleworker everything that requirea perform
teleworking.

1 Employer is responsible for the health and safety of the telewodket the safety of
G6StSE2N] SNRA LINRPFSaaAz2zyltt FyR LISNERZ2YFE RFGLF

Dueto covid19 pandemiche employercan decide if the work provided by the employee
could be in thdorm of teleworking

However, there are individual problems in the implementation of teleworking, mainly due to
the complexity and rigidity of the current labor and tax law. For example, while employers are
responsible for covering the costs of telewordgirand in particular telecommunications, the
strict restrictionsconcerningnon-wage benefitglo not make it easier for the company to cover

the costs, without requiring the employee to pay additional tax on payments that are essentially
part of the compaw's productive expenses and should therefore not be charged asvage
0SYSTAGA O0F2NJ Iy Snhl@g ikile parfimedelewanking id d6tNdohbed N ®
by the institutional framework, it is difficult tbe combined in practice with reglar work on a

daily basis, as theres no clear ifthe business is covered in the event of scrutiny by the
competent authorities.
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In the following image it is clear that Greece is one of the countriesdibspite the existence
of national agreement on teworking, its implementation is low.

Approximate coverage of regulations that include TICTM linked to work life balance, Member States

W Very high coverage - right to disconnect
B High coverage - right to disconnect
W High coverage - no disconnect

® Medium-hizh coverage - no disconnect

Medium coverage - right to disconnectin
collective bargaining only

Low coverage

Note: Despite the existence of a national agreement on telewoark in Greece, which follows the European social partner agreement, it has been ranked
as low. 1his is be he overall use of telework practical application of the agreement at company level are considered low.
Source: Authors’ own cempilation, based on contributions from the Network of Eurofound Correspondents

SourceEuagenda, 2020

The complexity of Greek law and tiradequacy to easily adapt to nesituations are not the
only reasoswhy the implementation of teleworking in our country issdow range. In addition

to those, the formal application of the legal framework regarding compliance working hours
cannotbe fully controlledregardingteleworking, creating adifficult ground tocontrol its start

and end time. On the contrary, there is room for abusive practices regapdarime, either on

the part of the employer (imposition of informal overtime)the employee (invoking unfulfilled
overtime). Additionally, the restrictions thagxist regardinghe application of increased and
variable break timecancel out one of the most important advantages of teleworkitige
convenienceof teleworker to adjust his/her time in order to handle personatarofessional
issuesn anoptimal way

Duringthe pandemicthe Ministry of Labouris announcingmpermanentguidelines regarding
teleworking for the health and safety of employees, employers and the general populbtion.
the private sector till the 31of May, the industries that were legitimate to work, had to conform
to the guideline of the Ministry of Labour and implement 50% teleworking to their workforce.
From F'of June and till 30 of June the percentage of teleworking for each private conygan
20%.

Finally,Greece is one of the first EU and OECD countries, after France and lItaly, to legislate the
recognition of the right of disconnection. That is, the right of the teleworker to abstain from the
provision of work by telephone, electronic adigital means, beyond working hours.

This legislation also provides that:

1 The employepaysthe cost of equipment, maintenance and telecommunications.
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9 Itis forbidden to use the camera to control the performance of the teleworker.

1 Any discriminatioragainst a teleworker is prohibited because he exercised the right of
disconnection.

1 The employer is responsible for protecting the health and occupational safety of the
teleworker.

1 Teleworkers have the same rights and obligations as employees within theatty's
premises.

1 The Labar InspectorAgencyhas the right to access the communication data of the
company and the teleworker for the control of the observance of working hours

The rapidly increasing use of Informatiand Communication Technologies (ICT) in all aspects
of our lives, in accordance with the rising necessity to acquire or update gained digital skills, to
the same grade as literacy and numeracy, are major transformations that create new challenges
in the madern world. The recent sudden situation accrued by the CQ@gIpandemic, further
emphasized the grade of capability of modern economies and societies to replace traditional
models in fields of employment, education, communication, and entertainment wé¥v n
approaches, where digitalization has a crucial role. And this situation and new conditions are
not limited in one certain already advanced local or national community, but in many places
around the world at different levels of digital maturity.

In the arrent situation, systems and organizations are being deconstructed and reformed
according to a new reality, where people are interchangeably linked to the new digital era.
Despite the rapidly evolving digital era, there is a significant portion of thellptipn who are
unable to take part in this digitally dependent reality and feel unfamiliar with the new trends
adopted, either due to lack of access, infrastructure, knowledge, and skills essential to use and
make the most of digital tools and capabilgieUnfortunately, this situation of division of
population has resulted not only in losigrm social inequalities, but also in the creation of new
ones. People without any or with minor access to the basic digital skills face the threat of
exclusion, giverthat they may be unable to participate in work, education, communication,
society in general. The majority of people with no access to ICT skills, lack of being active
members of this new reality. Especially people from disentangled groups, such ag péigle,
people with disabilities, unemployed, and people with low levels of education are the most
vulnerable and exposed to the risk of digital and, by extension, social exclusion.

Digitalization process in European context is measured through theEgibnomy and Society
Index (DESI), which is one of the most reliable reference regarding digital readiness of European
Member States. The results from DESI along with Eurostat, provide us a full perspective of the
situation concerning digital literacy driransformation in Greece.

According to the general ranking of DESI (2020), Greece is ranked 28th in connectivity, 25th in
human capital and use of internet services, 24th in integration of digital technologies by
businesses and 27th in digital public\sees.(Tablel.1)
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Image2.36. DESI and its dimensioris
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SourcefFES, 2020

Further up to the DESI 2020 for human capitieece takes the 25th position with a score of
34.8 as compared to 49.3 for the 28 average. According to the individual indicators for the
human capital dimension, in 2019, 51% of Greek individuals betwe@d f@ined at least basic
digital skills (58%n the EU). There was a similar percentage of individuals with at least basic
software skills, 56% (61% in the -E8). Information and Communication Technology (ICT)
specialists as a percentage of total employees in Greece was low compared to28caldage

(1.8% as opposed to 3.9%). One of the lowest percentages was referring to the female ICT
specialists in Greece, with only 0.5%, meaning three times lower than H28 Blerage (1.4%).
Moreover, in Greece ICT graduates was 2.9% of all degree h@@dé¥s in the EA28) (Table4).

Table2.3.1: DESI 202Digital skills of human capital

Greece EU-28

At least basic digital skills 51% 58%
v Above basic digital skills 23% 33%
At least basic software skills 56% 61%
ICT specialists 1,8% 3,9%
Female ICT specialists 0,5% 1,4%
ICT graduates 2,9% 3,6%

SourceFES, 2020

The level of readiness in digital skills differs depending on the degree of integration in the labour
market. In Greece, the majority of employed people have at least basic digital skills (64%), as
distinct to the lower percentage of 53% of the unemployed the 51% of the (economically
inactive) population aged 184.

Regarding other, more specific indicators, such as gender disparity there are no significant
genderspecific differences. The differences on digital skills between genders is signifibant on
when referring to individuals without digital skills, where men are proportionately fewer, as well
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as individuals with advanced digital skills, where men are ahédmmth in Greece and in the EU
28.

According to the same data collected from DESI, signif disparities have been detected in
terms of digital readiness per industry. The lower percentages are detected in the fields of
agriculture, forestry and fishery, where individuals with basic digital skills are proportionately
fewer compared to othesectors, amounting to just 16% in Greece and 19% in th2&EUThe
greatest surprise comes from the percentages of people with basic skills in the fields of public
administration, defense, education and health sectors in Greece, where the rates do netlexce
the 12%, while the rate percent of individuals with advanced digital skills is limited to 20% (32%
and 45%, respectively, in the 28). In sector with more digital, informative and communication
orientation, individuals with basic digital skills in €ce are at 42%, while just 12% have
advanced digital skills. The percentages in the2Bldre 20% for individuals with basic digital
skills and 73% for individuals with advanced digital skills.

Concerning the relationship of specific age groups with digkéls, there have been detected

very large differences. In the younger age groupsa4)f there are only a few individuals
without digital skills. In addition, in this age group, proportionately more individuals in Greece
compared to the EX28 have ateast basic digital skills (47% as opposed to 23%), even if the EU
28 is ahead in the percentage of young people with advanced digital skills (59% as opposed to
45%).

Concluding, digitalization is creating a new context and introducing radical changhe to
everyday lives, communication, and employment of citizens. This process of change is not
genderneutral and brings to light new inequalities between men and women. Two major
sectors for intervention are education and employment of women in #0d Adrelated fields,

given that, as evidenced by the findings presented in this text, women have lower participation
compared to men both in related tertiagvel studies and in the labor market.

The transition of the EU member states to the Digital Singl&kdtas monitored and evaluated

through specific Reports and Indexes, such as the Digital Economy and Society Index (DESI). The
OdzNNBy G FFOGAz2y LIXlFy A& F20dzaiy3a 2y GKS al dzvly
monitors the level of digital skillsnieach member state. Greece ranks among the lowest

position, being 28 in the Human Capital dimension, with only the 45% having basic digital skills

while in EU the average rate is 57%.

Greece also faces a lack of capacity to digital transfornetomomy, fact arising from the lack

of ICT specialists, being only 1,4 per 1000 employees. The same gap is spotted also on women
ICT specialists, representing only the 0,4% of the total employment, which ranks Greece in the
28" position of the EU.

It is clear from the above that Greece lacks people with the necessary digital skills to be
employed in new job opening, while at the same time the number of ICT specialists is
importantly low in order to support the digital transformation of the country.

Thisweakness arises mostly from the digital public services with the Greek public governance
ranking in the 2% position and the rate of digital public services users being just 38% of the
Internet users in total, fact that strongly proves the inability of tiisers to support this digital
transformation.
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According to the DESI Report, Greece coordinates the policy related to digital skills with specific
actions and initiatives, such as the National Coalition for Digital Skills, in order to quickly close
the gap of digital skills in the country, giving emphasis to the 50% of people who do not possess
basic digital skills.

The Unit of Innovation and Best Practices of the Ministry of the Administrative Reconstruction
has taken all the above information into acecw@and took the initiative to design and complete
with success the strategy for the integration of the country to the Digital Map of the EU with the
approval of the first National Action Plan for Digital Skills on March 2018 from the European
Commission.

The goal of the Action Plan for 2019 is to define the new digital jobs and the digital profiles, to
define the training needs in specific digital skills and the staffing of job positions with specific
digital skills and is part of the general context fatiategic framework for the development of
digital skills for the period 202P022. The plan is also targeting at the development of skills of
important organization, which design digital policies, to be the basis for this continuous
improvement.

Anothercrucial priority is understanding the real economical and societal needs in order to plan
actions that support economic growth and stanps, inclusion and the development of specific
digital skills in public governance, as well as the connection witimteenational and national
priorities within the Digital Single Market.
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SourceNational Coalition, ActionPlan 2019

The management of this Action plan results from synergies and experience from different
organizations that implement digital skills actions.

The Ministry of Administrative Reconstruction has the horizontal respongifolitthe support

of digital transformation of public governance in all policy areas. Digital transformation includes
the creation of a safe legislative environment, the development of structures and redesign of
procedures, the design of public governapeejects and their support with projects to promote

the necessary digital skills in public governance.

The General Directorate for Public Organizations and specifically the Unit of Innovation and Best
Practices has overtaken responsibility for the manageinaf the Action Plan, its creation,
monitoring and evaluation. In this context, the actions have been clearly defined to contribute
effectively to the priorities, their monitoring and evaluation, according to the expected results.


https://www.nationalcoalition.gov.gr/wp-content/uploads/2019/06/NC-Action-Plan-2019_EN-v5_272178237_signed.pdf
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The Unit of Innovation rad Best Practices also works with the General Directorate of
Communications Networks, Content and Technology (DGCNECT) of the European Commission
and the Governing Board of the Coalition for Digital Skills and Jobs. The Action Plan is part of an
overall design work for the creation of strategy for the digital transformation of public
governance and the priority area of innovation is based on innovation policy and introduces in
the form of actions the innovation agenda in public governance, targeting thelal@went of

digital skills through innovative actions.

Priorities

Priority 1 Improving the digital skills of citizens and businesses:
- Reskilling

- Upskilling

- Events

Priority 2 Improving digital skills in the public sector:
- Advanced digital skills

- Upskilling

- Events

Priority 3 Improving digital skills in education:
- Training actions
-  Events

Priority 4 Improving digital skills of girls and women (horizontal priority]

Priority 5 Empowering innovation, experimentation and innovation skill
in the public sector:

- Advanced digital skills

- Events

It is important to note that by 2019, there was no formal strategy for the digital transformation
of the public sector at national level, especially in areas such the development of digital skills
and theidentification of digital profiles.

The Covid 19 pandemic acted as accelerator for the digital transformation of the country as
several services needed to get digitalized quickly and efficiently. The Greek Ministry of Digital
Governance recently presentedDigital Transformation bible for the years 261IR5 outlining

a holistic digital strategy that was initially designed before the pandemic outbreak, it had though
to move faster due to the urgent situation. The bible outlines the guiding principlesirdtegic

axes and the horizontal and vertical interventions that will lead to the digital transformation of
the Greek society and economy. Through collaborations with stakeholders from the public and
private sector as well as with the research & acadaeoiomunity and the civil society, the bible
describes the objectives but also the implementation measures of the digital transformation
strategy. This new strategy sets seven objectives:
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A digital state offering better digital services to the citizens for all life events

Development of digital skills for all citizens

Facilitate the transformation to digital enterprise

Support and strengthening of digital innovation

Making productive use of public administration data

Incorporating digital technologies to all economic sectors

EEE R

SourceGreek News Agenda, 2021

'YRSNJ GKS FNIYSE2N] 2F (KS I2FSNiereBnyngma y I GA2Y
financial crisis, a new approach to commissioning the development of digital skills has been set

for the Action Plan based on the digital governance priority and the need for a high digitalization

t SPSt 2F DNBSOSQa SO2y2Yeée lyR az20ASGeo

The Mnister of Administrative Reconstruction, representatives of the Local Government, the

Head of the Representation of the European Commission in Greece and members of the local
Chambers and SMEs in the field of tourism were among those attending theld#igiah of

the Greek National CoalitionEnhancing Digital Skills and Jobs in Greece (EDSG&)Greek

Coalition is led by the Ministry of Administrative Reconstruction. Members of the ooaliti

include Central Government agencies, Local Government agencies, businesses, social partners
and NGOs.

The main goal of the National Coalition initiative is the creation of a civil society based onr public
private sector cooperation, intergovernmentalgamizations and industry working together to
promote digital technology and its connection with the labor market, and to yield immediate
results fostering equal employment opportunities.

The existing line policies of J&odvernance in Public Sector, ii) Digital economy and society, iii)
Education, iv) Employment & Training, and the WGGD Pledge included, as well as the actions
related to the development of digital skills ofleadership, vere mapping and an evaluation
regarding their horizontal and/or vertical policy aims and possible synergies between
stakeholders examined. Regardless and beyond the existing members of the Cooperation
Protocol, new possible key stakeholders identified agfaiheir complementarity with the main
objectives set.

LY RSTFAYAY3I GKS 1 OGA2y ttFyQa YFAY LATEFNRBRI LINJ
of Ministries have been asked to submit their recommendations taking into account the Greek

national policy and E.U. principles and guidelines such as shared concept notes on digital skills,

so that specific targeted actions to be discussed and evaluated under specific criteria and KPlIs.

Clearly, the aim of any policies is to increase the digitd$ siithe entire population and mainly
those of older individuals, so as to close the abaded digital divide. The actions adopted


https://www.greeknewsagenda.gr/topics/business-r-d/7379-the-digital-transformation-%E2%80%9Cbible%E2%80%9D-of-greece-2020-2025
http://www.nationalcoalition.gov.gr/arxiki/
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should be adapted to the target group followed by proper planning and implementation and,
lastly, scientific evaluation, vith will provide useful feedback on the procedure.

It is clear that individual groups with a low level of digital skills, even among older individuals,
must be handled differently. Of course, a matter that keeps arising in social policy issues is
whether priority should be given to those who are in the worst situation or those who will be
able to escape from the worst situation more easily. The answer will also depend on the
significance attached to the issue of upgrading digital inclusion. Any policsnneendations
should also take into account both the place of older individuals in the social hierarchy and how
the hierarchy in question is affecting the planning of actions and the response of participants to
the relevant programmers.

In conclusion, it igmportant to highlight that the recent CO\UI health crisis is creating the
right conditions for reinforcing digital inclusion not only for the entire population, but also for
those who are most underprivileged in this sector. Naturally, it is necessalgsign suitable
policy programmes to bridge the digital divide. These policies will be based on reliable studies
of the parameters that create the problems of the digital divide for the individual social groups,
so that they are adequately adapted toemeeds of each group.

The issue of digital inclusion or digital divide in Greece is of major concern, both compared to
other countries and in relation to the momentum within the country and the performances
recorded for individual social groups. Techmpl@ffects every aspect of our lives on personal,

as well as on macro level. Technology also changes the way we address the issue of digital
inclusion or digital divide. Various surveys have highlighted that Greece is lagging behind in
digital skills in geeral and among certain population groups, such as older individuals, in
particular.

The opportunity to telework, especially from home, can offer an added incentive for many
workers, especially to those of older age groups who are to delay retiremerg-@mnter the
workforce. At the same time, employers could tap into this expanded labor pool without having
to meet the costs associated with office space and commuting. However, there are a number of
considerations that need to be addressed to maximize dpportunity for older people,
including the technological demands of telework jobs, the technology skills required and

YEYyF3ISNAEQ FddAGdRSE (26FNR (St862N] FYR 2f RSNJ

EU-27 54 54 55 56

Greece a4 a6 a6 51
EU-27, 55-64 years 35 37 38 40
Greece, 55-64 years 14 17 20 28
EU-27, 55-74 years 29 30 31 33
Greece, 55-74 years 9 12 14 19
EU-27, Women, 16-74 years 51 52 53 54
Greece, Women, 16-74 years 40 a5 44 49
EU-27, Men, 16-74 years 57 57 58 58

Greece, Men, 16-74 years 48 a7 49 52
23 25 26 28
6 9 10 15
EU-27, Men, 55-74 years 35 35 37 38

Greece, Men, 55-74 years 12 15 19 23
EU, Women, low level of education 27 27 27 29
8 12 10 14
35 35 35 36
16 14 15 15
10 10 n 12

SourceFES, 2020
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The previous table, provide us with a more specific overview of the digital divide regarding the
specific age group of people mainly those amongi8%r 5574 years old and athe linked
parameters to it. Moreover, the same table shows the changes over years in digital skills in
Greece and the EU for various demographic groups.

The key conclusions arising from the findings of this survey are:

1 Greece is lagging behind the Epean average in digital skills.

1 Greece is gradually converging towards theZZUn terms of digital skills.

1 Convergence is observed between Greece and the EU27 oidbeages

1 The combination of females amdider individualsis linked to the lowestevel of digital
skills.
Gender disparities in digital skills are greateolisler age groups

1 The educational level is a significant correlation factor to the level of digital skills.

1 Improvement in the digital skills of individuals with a low levekdtication is not

observed in most cases over time.

This difference and inequality with the age group of individuals betweerd6and the younger
ones, has also been identified by the results of Eurostat (2020), where 72% of people between
65-74 have nddigital skills (41% in the EU28), while just 7% have basic digital skills in Greece
(19% in the EA28). In contrast to the age distribution of individuals without digital skills, younger
ages seem to have advanced digital skills, which are decrease iner@eses: 45% of people in
the 1624 age group in Greece and 59% in theZ2BUhave above basic digital skills, while the
corresponding rates for the 684 age group are just 2% in Greece and 8% in th2&U

=

Additionally, to the findings presented in thgrevious table, the table below represents the
proficiency of people of different age groups in several EU countries regarding prebleimg
skills in technology rictenvironments.

Table2.3.4: Proficiency in problem solving in tegmvironments

Average proficiency in problem-solving in technology-rich environments per age, sample list of countries

Average score
differences

<=24 years 25-34 years | 35-44 years | 45-54 years 55+ years between older
and younger
individuals

Singapore 305 302 285 271 248 57
Slovenia 2 280 270 253 235 52
Finland 303 310 296 277 253 50
Korea 304 293 277 261 256 48
Chile 264 263 246 236 218 46
Estonia 293 289 275 259 249 44
Poland 287 280 2N 258 244 43
Sweden 302 305 294 278 259 39
Netherlands 300 301 293 278 261 39
Denmark 294 303 291 275 254 38
Japan 300 310 302 282 262 36
Norway 296 302 293 277 259 36
Israel 279 285 275 267 243 36
Lithuania 272 270 256 244 236 35
Germany 295 296 285 273 260 35
OECD 290 290 280 268 255 35
Austria 294 296 285 274 260 34
Ireland 286 285 275 266 251 34
Czechia 297 297 277 270 263 33
Canada 294 292 288 274 261 30
N. Zealand 296 298 291 281 266 25
England (UK) 295 296 291 283 270 25
Russia 288 292 283 272 263 24
USA 285 283 279 271 267 18
Turkey 255 260 247 248 239 16
Slovakia 287 284 279 275 271 16
Greece 262 260 261 246 248 14

SourceFES, 2020
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The conclusions of different surveys presented in the tables above, demonstrate, on the one
hand, that Greece is not at the same pace in terms of social inclusiomiatide other, that an
agebased digital divide exists. But the fact is, all surveys show that ahasgel gender divide
exists. Other surveys provide useful information on the progress of this phenomenon. For
example, there is lower acceptance of techogy among older individuals (Morris & Venkatesh,
2000), while stress, fear and even lack of-ssleem when it comes to learning new things are
seen in older people (Jimoyiannis & Gravani, 2011).

When analyzing the digital divide issue, it is importantaeiew the comparative position of
DNBESOS> a ¢Sff¢ Fa GKS O2dzyiNEQ&A RAALI NRGE ol
SO2y2YAO NIXAGAD ¢KS @At ofS adzNBSea Of SI NI &
level of digital skills remains lowompared to other countries. Note that apart from reviewing

the averages per country, it is also important to review the skills levels. The age factor is one of

the most significant inequality factors in terms of digital inclusion.

In conclusion, it igmiportant to highlight that the recent CO\UI® health crisis is creating the
right conditions for reinforcing digital inclusion not only for the entire population, but also for
those who are most underprivileged in this sector. Naturally, it is necessatgsign suitable
policy programs to bridge the digital divide especially for older people. These policies will be
based on reliable studies of the parameters that create the problems of the digital divide for the
individual social groups, so that they ar@equately adapted to the needs of each group.

Good practice 1:
Beat
https://www.capital.gr/epixeiriseis/3523707/beat-
euelixiagia100-tilergasiaolo-to-2021

The association Free Now, which includes in its dynamic the Beat enterprise located in (
constitutes a technology company with almost 1,200 employees and 26 offices in 10 Eul
countries. Since the first outburst of Covii@ pandemic, the compargdopted remote work
for all its employees, but still could not imagine that remote work would become its |
mode of operation. In this transitional phase, the company found the opportunity to cr
and adopt a new hybrid model of teleworking that cotgdhain a realistic plan even after th
LI YRSYAO® ¢KS ARSF OIFYS IONRraa oKSy O
effective way of daily working that will not exhaust the employees by overtimes.

Main concerns of the company, that shaped the izatlon of hybrid teleworking model, wer
the following to cornerstones:

1. to ensure a convenient and productive working environment for all the employees. T
why employees were encouraged to take home the equipment needed from their offic
order to create a convenient and functional workplace for performing the maximum in
tasks.

2. to inform the employees regarding the potential risks that they may face during wao
remotely. In particular, employees elaborated on how to use safe conwation channels
(e.g. VPN, RAS) in collaboration with the IT department. Other issues were concern
avoidance to store professional documents in a personal computer or laptop and to stay
from malicious software.


https://www.capital.gr/epixeiriseis/3523707/beat-euelixia-gia-100-tilergasia-olo-to-2021
https://www.capital.gr/epixeiriseis/3523707/beat-euelixia-gia-100-tilergasia-olo-to-2021
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3. Beat considered team cultureooperation and sense of belonging as values of |
importance that need to be sustained. Working remotely constitutes a challenge fo
sustainability of a team work spirit, since each employee does not have-toffiaee contact
with his/her collegue.

By adopting a hybrid model of teleworking, Beat combined the freedom and flexibili
remote work with the connection offered by the physical presence in the workpl
Employees are allowed to work remotely if they want to, except for placeseavplysical
LINS&ESyOS Aa NBIAdANBR® Ly (KAa ySg Oz2yl
social hubs, open to any employee for collective work and social interaction when all
after the recovery of Covil9 pandemiebut not part of a mandairy presence. In that way
Beat offers a meeting point for its employees, in order to bring them together, fostel
collaborative spirit and promote creative thinking.

Besides the benefits related to professional issues, hybrid teleworking model $edrage
I LRaAGABS AYLIOG 2y SYLX28SSaQ LISNaAZ2Y
work and private life, giving employees the potential to choose where and how they we
work. A few months after the beginning of teleworking, Beat aandd a survey to explor
GKS SYLX2eS8SSaQ |GaGAGdzRS G266 NRa GKS yS
they were satisfied with the flexibility in the working hours, while 83% suggested a h
model of teleworking and office work as aneahative solution when needed. Finally, tt
results showed that there was no reduction in productivity during the teleworking periot

The hybrid model implemented by the Beat company can be transferred to any
company that does not require physical presence. Small businesses can also proceel
adoption of this model, while the team work spirit will be easier to build with fe
employees. The good practices worth adopting are the following:

1. Focusonemplée $SaQ al FStdey aiAyoS GKS FANRG
fast forward to the design of a remote work model in order to ensure health for its emplc
and their families. In this vein, employees were not being left at home office unprate
FNRY RAIAGEHEE NRAala 6So3d YIEAOA2dza az2¥
regarding teleworking.

2. Balance between personal and work life: as employees said in the survey conductet
months after the adoption of teleworking nael, the flexibility of teleworking and the define
working hours offer a sense of balance between personal and work life, giving more fre
with family and friends. This kind of teleworking model that Beat implemented abolishe
overtimes that becme a reality of many employees in Greece during lockdown. This
that the employees feel free to create his/lher own schedule without having to v
overtimes.

od ¢CNIYATF2NNIGAZ2Y 2F GKS g2NJ LI+ OSY @K
Kdzodaé¢ gAtft 3AAGS (GKS azfdzZiazy (42 GKS &
among the colleague. Remote work gives also employees the possibility to work in a co
that is not located in the place of residence, creating new opportunitiesboth the
employees and businesses.
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Good practice 2
Resolutionmkg
https://www.facebook.com/permalink.php?story fbid=26473153855:
8947&id=2102585396668618

Resolutionmkg is a marketing and sales company, representing global customers in tt
of Energy, Telecommunications and ChariBuring the second outburst of covi®
pandemic, in autumn of 2020, when both employees and employers were familiar wit
teleworking, but also exhausted from the lockdown conditions, Resolutionmkg thought
to capture the interest of its employeemd keep them motivated, inspired and creative
their daily routine at home. In that way, the company proceeded to the design
AYLE SYSyldlidAazy 2F |y 2yftAyS OF YLI A Jyhof
November using the hashtagesolutionquarantinedaysAim of this campaign was to tal
the experience of teleworking a step forward from the ordinary by creating a network ar
the employees. Given that the employees have already worked with teleworking durin
first outburst of COVIR9 in March 2020, Resolutionmkg found out a creative ¢
entertaining way to keep its workforce motivated and focused on their work routine. At
company shared in its Facebook pageX wSa 2 f dziA2y Y] 3 & dza LIS
activities until 30/11. Buttidoes not "suspend" its purpose for continuous learning
SR dzO &ntl Bloged évith the motd Y SS LI @2 dzNBSE T al FSo Y&

Ly GKS O2yGSEG 2F ac¢l 1S20SNE OF YLI ATy
routine through theirmobile phone, starting from the working hours and proceeding to
rest of their day including their hobbies inside home. They were free to present their
good practices from working remotely, such as organization of space and documents, |
create a convenient and productive workspace, etc. By implementing this campaigr
company encouraged its employees to:

1. share good practices: organization of space and documents, how to create a conu
and productive workspace, tips for staying focusedw to balance private and work lif
without working overtimes.

2. inspire others: through the creation of an online community on Facebook, Instagrar
Youtube, where the videos were shared, people with same experiemeasote work,
lockdown, psycholgical burden were brought together, in order to support others, she
good practices and get inspired.

3. develop their skills: as the company stated in its post, the aim was to be extremely ci
with the ultimate goal of returning to normality with an air of renewal and upgrading to
t $0S8t 2F 1y26fSR3IS 2F AGa LiadplighlResofutidnm
managed to keep its employees motivated, inspired and focused on the maximum of
G2N]lAYy3 LISNF2NXI YOS YR LISNER2YlIf RS@St
community increased incorporated other people, who algere working remotely thal
period.

ThefollowdzLd 2 F | OF YLI A3yz fA1S acl | S=cs &l
businesses, either keeping a closed community consisted of the employees or procee
a kroader community by sharing their videos on online channels. It is obvious that this ¢
offers potential of transferability by selecting the communicative channel from a closec
room to an online channel (e.g. YouTube, Instagram, Facebook), enpthaineach of them
adzida o0Said G2 SYLfz28SSaqQ LINBFSNByoOSao


https://www.facebook.com/permalink.php?story_fbid=2647315385528947&id=2102585396668618
https://www.facebook.com/permalink.php?story_fbid=2647315385528947&id=2102585396668618
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1. Share of good practices: colleagues or employees from other sectors can offer
advices.

2. Creation of a communication channel betwelhe tompany and its customers: in that w
the company does not lose its connection with clients that the physical presence offers
3. Teamwork building: the employees are brought together by sharing their daily rot
replacing even temporarily the faceto-face communicatiomnd promoting collaboration.
4. Personal development: employees are encouraged to stay creative and active, upc
their skills until they return to the normalcy.

Question Findings

REGULATIONS
Did there exist d&aw | Yes
that regulates
teleworking before
the pandemic? http://www.opengov.gr/minlab/?p=4911
Does there exista | Yes
law that regulates
teleworking after the
pandemic? http://www.opengov.gr/minlab/?p=4911
Which public https://ypergasias.gov.gr
organism regulates /
defines policies for
teleworking in your
country?
TELEWORKING®®R EMPLOYEES
Main rights for 1 An employee has the right to express a desire for a
employees to teleworking position, the employer may accept or deny th
telework according request.
to regulations 1 An employee's refusal to accept telework is not the sole
reason for termination of employment or a change in that
employee's terms and conditions of employment.
1 Teleworkers have the same rights and obligations as
employees within the company's premises.
Main obligations for 1 Establish an adjustment period of three months during
employees to which unilateral revocation of the conversion of regular
telework according work into telework.
to requlations
TELEWORKING FOR EMPLOYERS



http://www.opengov.gr/minlab/?p=4911
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Main rights for 1 If teleworking is not part of the initial job description and
employers on the employer notices a teleworking offer, the employee
teleworking accept or decline the offer.

according to

regulations:

Main obligations for 1 Establishment of aadjustment period of three months
employers to during which unilateral revocation of the conversion of
facilitate telework regular work into telework.

according to 1 Any discrimination against a teleworker is prohibited
regulations: because he exercised the right of disconnection.

1 The obligation of the employer taform the employee in
writing 8 days after preparation of the contract for all
matters relating to the execution of the work.

1 The obligation to provide to the teleworker everything tha
required to perform teleworking.

1 Employer is responsible for the hdaknd safety of the
G§StSe2NI SN YR GKS &l ¥FSide
personal data.

1 The employer pays the cost of equipment, maintenance ¢
telecommunications.

1 Itis forbidden to use the camera to control the performan
of the teleworker.

TEEWORKING ADOPTION

Do you have any Greek federation of Enterprises (SEV) in collaboration with the
enterprise Association of Thessalian Enterprises and Industries (STHEV) h
association or published the Teleworking Q&A and Implementation Guide
confederation that
has published
recommendations or
studies?

https://www.sev.org.gr/Uploads/Documents/52761/SEV_ Thlergal
%20(1B).pdf

Do you have any Association of Security Technicians of Greece has published the
workers union that | guide: «\WORK FROM HOME/PRACTICAL-BIDBEING FROM
haspublished l ha9k/-K92L5

recommendations or

studies? https://sbe.org.gfnewsletters/covid/covid 20/6.pdf

GREEK GENERAL CONFEDERATIAR@MISEE

https://gsee.qr/wp
content/uploads/2020/10/4783 DIKTESSEP2020.pdf

Doyouhaveany |[Yt aD KI & LlJzofA&dKSR (GKS da¢KS
other O2yRAGAZ2Y AY [ 28ARMP SNI ¢
institution/research
group that has
published

https://assets.kpmg/content/dam/kpma/qr/pdf/2020/04/Covid
19 Employment Conditions BarometReport.pdf



https://www.sev.org.gr/Uploads/Documents/52761/SEV_Thlergasia%20(1B).pdf
https://www.sev.org.gr/Uploads/Documents/52761/SEV_Thlergasia%20(1B).pdf
https://sbe.org.gr/newsletters/covid/covid_20/6.pdf
https://gsee.gr/wp-content/uploads/2020/10/4783_DIKTESSEP2020.pdf
https://gsee.gr/wp-content/uploads/2020/10/4783_DIKTESSEP2020.pdf
https://assets.kpmg/content/dam/kpmg/gr/pdf/2020/04/Covid-19_Employment_Conditions_Barometer-Report.pdf
https://assets.kpmg/content/dam/kpmg/gr/pdf/2020/04/Covid-19_Employment_Conditions_Barometer-Report.pdf
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recommendations or
studies?

The National Documentation Center has published the survey:
Digital Transformation of Greek Enterprises @2@: The Impact of
COVIBEL9 pandemic, 2021

https://metrics.ekt.gr/publications/456

EAD (National Transparency Authority) has published the Guide
Safe Teleworking

https://cyberalert.gr/wp-content/uploads/2020/04/EAD
teleworkingquide.pdf

Human Resource Management Laboratory Research: "Pandemi
Digital Adaptation in Human Resource Management: Teleworkin
and Distance Learning"

https://www.aueb.gr/sites/default/files/hrm/Research/report digit
al covid public.pdf

DIGITAL SKILLS DEVELOPMENT

Which public
organism boost
digital
transformation on
your country? Is
there any plan or
strategy including
digital skills
development?

- The General Directorate for Public Organizations

-The Unit of Innovation and Best Practices of the Ministry of the
Administrative Rconstruction

Link:https://innovation.gov.gr/en/contacius-en/

-The Greek Ministry of Digital Governance
Link:https://mindigital.gr/

PlanStrategy

-ActionPlan 2019 for the period 2028022
Link:
https://www.nationalcoalition.gov.gr/wp

content/uploads/2019/06/NGActionPlan2019 EN
vb 272178237 signed.pdf

4t KS S5AIAGEE ¢NIYyaTFT2NN¥ROAN2Y d
Link:

w i<t A" eT 2095 L >h
(digitalstrategy.gov.gr

\/

Main policies and
initiatives that
impacton digital
skills improvement
on your country.

DIGITAL SKILLS

FOR DIGITAL GREECE

Action Plan 2019 https://www.nationalcoalition.gov.gr/wp
content/uploads/2019/06/NGActionPlan2019 EN

vb 272178237 signed.pdf

Greek National Coalition for Digital Skilig{ps://digital-
strategy.ec.europa.eu/en/news/greedaunchesnationalcoalition
digitatskillsandjobstakingoverallnumbernational
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https://www.nationalcoalition.gov.gr/wp-content/uploads/2019/06/NC-Action-Plan-2019_EN-v5_272178237_signed.pdf
https://www.nationalcoalition.gov.gr/wp-content/uploads/2019/06/NC-Action-Plan-2019_EN-v5_272178237_signed.pdf
https://www.nationalcoalition.gov.gr/wp-content/uploads/2019/06/NC-Action-Plan-2019_EN-v5_272178237_signed.pdf
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GREEK NATIONAL COALITION FOR

DIGITAL SKILLS & JOBS,-202@http://elke.eap.qr/wp-
content/uploads/2018/07/dsqgr action plan eng subm4-no

memo.pdf

The Greek Ministry of Digital Governance recently presented a
Digital Tra@ F2 NY' I GA2Yy dGoAo0€2825 : F2NJ
https://www.greeknewsagenda.gr/topics/businessl/7379the-
digital-transformation%E2%80%9Cbible%E2%80%B&reece
20202025

BEST PRACTICE 1

Enterprise/organism

Beat

https://www.capital.gr/epixeiriseis/3523707/beatuelixiagia100-
tilergasiaolo-to-2021

Main learnings to be
transferred

1. C20dza 2y SYLX 2&8SSaQ al ¥Si
2. Balance between personal and work life
3. Transformation of the workplacElexibility

BEST PRACTICE 2

Enterprise/organism

Resolutionmkg

https://www.facebook.com/permalink.php?story fbid=26473153¢
528947&id=2102585396668618

Main learnings to be
transferred

1. Sharing good practices

2. Creation of a communication channel between the comp:
and its customers

Teamwork building

4. Personal development

w
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DESK RESEARCH REPORT (Poland
by CWERMay 2021

Magdalena Blizinska (CWEP) [ | u
m.blizinska@danmacomputers.com.pl

2.4.1. Teleworking country adoption

During the pandemic many countries in Europe have been struggling and facing various
problemsct 2f I YR A& y2 SEOSLIIA2Y® ¢ KAA9hedithicrissSSy | R
prompted governments to take the unprecedented step of shutting down alkplaces, apart

FNRBY (K2aS LINPOGARAYy3I SaaSyidiarf 3I22Ra& | yR aSNDA
Llave, 2020). Many companies have lost their clients who chose to isolate at home. Another
important issue has now been the closure of schools kimdlergartens¢ how could the

employees work and take care of their children at the same time? The employers have decided

G2 dzaS RAIAGEHE G22fa ftA1S GSESg2NJAyITd az2ald g2
0S3dzy G2 aiG2 62N) sscBexperifientod&typa ahd dnialsdalé yhIeenl
0ST2NBEéd ¢KSANI K2YS @tisGsanév work readlitlJFa? many\ pedple, & ¢ St
telework has become the only solution in the time of crisis. This is why teleworking has become

so popular inPoland¢ it has enabled employees to keep their job and earn money during the

time of the worldwide pandemic.

There were many international surveys conducted by Eurostat and Eurofound. They convey the
figures and data which prove that teleworking techrégun Poland have developed since March
2020 when the first COVAI® infection was confirmed in the country. The charts and tables
presented by Eurostat and Eurofound show ttieg percentage of people working from home
is constantly rising in Polandefae the pandemic the standard rate of telework in Poland was
below 10% which is not a high rate compared to northern European countries like Finland or
Denmark. For instance, in Finland in 2017 the rate was over 12% while in Poland it was above
4%.

Image2.4.1.Employees aged 165 usually working from homéEurostat,2017).
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The percentage of employees working from home before the pandemic started was still below
10%. A rapid increase of rates was observed in 2020. This is presented by a survey conducted by
Eurofound and published in 2020 (see the chart below). The percemhdpolish citizens
working exclusively from home was over 20%.

Image2.4n ® 9YLX 28SSaQ LI I OS 2(FEuroandR02B.dzNAyYy 3 (GKS LIy

Germany | S e
Czechia | o mem
Romania | S meam
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slovakia | o mem
Poland | S mem
Croatia® | S
a 20 A0 (=] BD 100

Home anly B Employer’s premises only
E;‘T&E‘:;S pranlses W Various other locations

The fact that more and more people have been working from home now is strongly connected

with the use of teleworking techniqueghe employees need technology and new skills in order

to effectively work from home. An article published online by Eurofadiadovers that although

standard forms of employment (like fulme job), are still the most dominanih Europe

cemployment is becoming more diverse, and policy must accordingly become more téilored

(Mandl, 2020) The article published in December 2028 kJf 2 Wi @revalent the nine

previously new forms of employment had becain®@ b S¢ F2NXa 2F SYLIX 28 YSy
0l &SR Y20AfS 62N] OLYF2NNIGA2Y | yRless @aterdzy A O (A
bound than traditional telework I Y R Sy | yeésity/ ®"ork &ngwberg they wist

including their home. The development of digital skills is essential in order to work from home

(or telework) and the fact that new forms of employment have developed in Poland during last

years (and especially during pamdic), shows that Polish people use new technology more

often in order to work effectively from homeplease see the chart below.

Image2.4.3. New forms of employment in Europe between 2013 and 2020rofound 2015,2020).
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Finally the Eurofound study fno July 2020 showthat teleworking in Poland is constantly rising
with the rate over 37% (please see the below data).

Image2.44. Employees telworking during pandemi@argas Llave, 2021).
Percentage of employees teleworking during the pandemic

July 2020 selected countries, Eurofound online survey

Working from home usually or occasionally 5,652
32.549
LFS 2019 Eurofound online
survey 2020
Portugal 15% 53%
France 23% 55%
Bulgaria 1% 28%

B Evirofound.. e,

Not only European studies show that teleworking in Poland has become popular. Recent
research conducted by Anna Dolot provite growth of telework popularity in the country

Anna is a business coach with over 14 years of experience conducting resetiretaiea of

human resource management. She has also her PhD in Economics which enables her to work
with university students in Cracow.

The study was conducted on a national level. The target group consisted of 327 gé&dgteof

them were women. Most dhe interviewees (73%), worked in bigger companies meaning the
company consisted of at least 251 employees. The goal of the research was to find out about
the level of teleworking in Poland during the pandemic. Over 33% of Polish people declared that
they had never worked from home until March 2020. While 43% worked from home
occasionally, only 1,9% declared they teleworked 5 days a week. This proves that Polish people
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¢ although sometimes preferred teleworking to offiae still enjoyed the standard work
environment. Againg the report shows thatPolish people choose teleworking during the

difficult time of COVIBL9. Over 85% of interviewees declared that since the beginning of the
pandemic they have been working from home 5 days a week. Another interdiinggis that

only 0,6% have declared they still work from office. The result of the research is not only the fact

there has been a rapid growth of popularity of telework in Polatite report shows that it is

more likely for telework to be continued moadten than ever, even after the pandemic is over:

G¢KS O2yOfdzairzy FTNRY GKS NBaSIFNOK Aa GKS FSSRol
dl ¢ YydzYSNRBdza 0SySTAdGa 2F (GKAa F2N¥ 2F g2N] ¢ 065
Another research shows that Polish people work froome more often than ever before. A

study conducted by Gumtree.pl in cooperation with Randstad Polska not only proves the
popularity of telework in Poland but also presents the positive approach towards teleworking in

the future.

Randstd in an internatical chain of job centres founded in Holland back in 1960. Today the
company has expanded to 38 countries and its activities go beyond the standard job
consultancy. Randstad is a research centre as well. An interesting article occurred on Randstad
Polska inJune, 2020. It presents the results of a research on forms of work during pandemic of
Covid19 in Poland. It turns out that numbers have grown from 41% of employees allowed to
work from home before 20200 76%. Moreover, the place of work is indeed anldn2 @ SS Qa
home (95%ntervieweey.

The research conducted by Gumtree.pl in cooperation with Randstad RPdskaonclusions:

1 Seven out of ten interviewees using teleworking techniques find this new form of work
easy to organize;

1 Over 50% oéntrepreneurs have declared they would allow their employees work from
home in the future as well;

T 29% of employers have declared that teleworking has not decreased the quality of work
¢ or even improved the quality.

Moreover, Polish people are contenttiviteleworkingg 69% of interviewees claim that this form

of work does not trouble them at all. On the contrary, organizing the work is easy and effective:

Glg2 2dzi 2F GKNBS SyYLX2eSSa KIFI@S RSOfFNBR (KL
themmuchii N2 dzof S¢ owlk yRallI R HAHANO®

In Poland there is one main document which regulates the working conditions along with the

rights and obligations of both: the employee and the employer. The document is Jdlked

Labour Coddin Polish: Kodeks Pracy), and it was published back in 1974. Until March 2020,

when the very first case of Covil® was officially confirmed in Poland, The Labour Code was the

main document which described the notion of Telework as witlis important to mention that

Polish law differentiates the two notions as separate things: telework and remote work. The first

02y OS8LII A& RSTFAYSR Ay (GKS 2FFAOALE R20dzySyd o¢r
be performed regularly outside th&orkplace, using electronic means of communication
FOO2NRAY3I (2 GKS LINAYOALX Sa 2y LINPGARAY3I aSND;
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0StSEg2NyAYy3T SYLI 2SS GLINPOARSa (GKS SYLX28SN) ¢
electronic means of comnyuA OF GA2y € ® CdzZNIKSNXY2NB>X | 3ISYSNI f
Poland can be found on official government websites (based on the Labour Code). Telework in
t2fFyR Aada GNB3IdzZ F SR Ay RSGIFIAf o0& fFo2dNJtFg |-
andtheSYLX 28 SNE O{ SNBAOS 2F G(KS wSLMz2xtAO 2F t2f!
employee while teleworking should be precisely described in the contract of employment.
a2NB2@0SNE AG Aa (GKS SYLX 28SNRa 20fdsshtytodl2y G2 Yl
in order to perform this type of work (according to work and safety regulations). If the employee

decides to use his own equipment the employer should pay a special equivalent. The employer

has the right to control the teleworking condition$ the employee (and the work itself). An

interesting issue is the fact that the employee does not have to telework 5 days agheatan

choose for example two days during the week for performing this type of work (for example due

to childcare).

While the notion of Teleworking appeared in official Polish documents in 1974, and means a

regulated form of work which is discussed in detail and which is based on an agreement between

the worker and the employer, the concept of remote work and home officel&ively new

- even though Polish people have been using this technique for a while noweifiote work

y20A2Yy Gl LIISENBR Ay (GKS NB3IdzZA FGAz2ya F2N GKS FAI
special Bill was passed in Polish Parliament and giggpehe President. The document states

GKFEGY aAy 2 NRSNJI-16 2the émptmer @aylradadmmend thd 8mployee

performing, for a specified period of time, the work specified in the contract for a job, outside

the place of its permanent performanéeNB Y2 1S 62NJ 0é¢ O0¢KS t2f AaK t I N

In conclusiontelework has been an official form of work in Poland since 1974, while the notion

of remote work is relatively newsince it occurred in official documents in March 2020 due to
the pandenic of Covidl9 and as a way to fight against the virus. Remote work does not require
signing new/additional contracts between the employee and the employer and is considered to
be a short period change of working conditions.

The below table presents thmain differences between teleworking and remote work in
Poland (Deloitte, 2020).

|| Teleworking Remote Work (home office)

Official Act The Labour Code (1974). The act on special solution
related to the prevention,
counteraction and
combating COVHD9, other
infectious diseases and cris
situations caused by ther
(March 2020).
Definition Work performedregularlyoutside the Performing, for aspecified
workplace, using electronic means period of time, the work
communicationand according to the specified in the contract for
principles on providing services usi' a job, outside the place of it:
electronic means permanent performance
Implementation Defined by the Employment Contra Bythe order of the employer
or an agreement between the ¢the nature of work must
employer and the employee. allow this type of working
conditions; the employee
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|| Teleworking Remote Work (home office)

needs to have specific digite
skills to complete the tasks
Depends on the agreement betweer Specific period of time

the employee and the employer

Toolsand G A& GKS SyLX2eSLG Aa GKS Syl
equipment make sure the employee has all the obligation to make sure the
necessary tools in order to perform employee has all the
this type of workIf the employee necessary tools in order to

decides to use his own equipment  perform this type of worlg

the employer should pay a special the employee should respec

equivalent. the sensitive data if he
chooses to use his own
equipment (the special
equivalent in money is not
mentioned in the Bill).

The acceptance of N/ Not needed
the employee

The Act On Special Solutions Related To The Prevention, Counteraction And Combating COVID

19, Other Infectious Diseases And Crisis Situations Caused By {Waroh, 2020) did not

LINE GARS FdzZNGKSNJ SELX FyFGA2y 2y GKS 62Nl Ay3a 02y
Thus, Polish entrepreneurs needed a new source of information which would have given them

more details on the regulations of working condit during the pandemic. A document

appeared in June 2020 and it was commonly known ag&thieCrisis Shield 4.0’he aim was to

protect Polish entrepreneurs and places of work in the difficult time of pandemic. The document

presents more regulations regarding the remote work during the time of crisis:

- only employees with essential technical and digital skills cafope this type of work;

- the employer should provide tools and equipment needed;

- the employee can use his own tools only if he respects the sensitive data and
confidentiality principles of the company;

- the employer has the right to request a report frons leimployees (a report on work
done by the employee;

- the employer has the right to change the working system any time and ask the
employees to work from office again (once he/she makes sure the safe conditions are
provided for the workers in the office).

In Poland the remote work was considered and approved by law until 4th September 2020.

However, the date does not apply any more since the accepted rule in the country is that remote

62N] 2N K2YS 2FFAOS A& LI2aaArof SoreépRemelstftdd (G KS LIS
announced dueto COWP®> YR gAGKAY o Y2y dKa FFAGSNI G§KSANJ
March, 2020).

Furthermore, Polish government plans to introduce the notion of home office/ remote work in
the Labour Code which remains theost important document in terms of regulating working
conditions and duties of the employer and the employee. At the same time a kind of hybrid
working conditions are being discussed (traditional office work and home office). Additionally,
the new versiorof the Labour Code shall include information on:
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- the costs to be paid by the employer and directly related to remote work;
- rules for determining a cash equivalent (or a different form of an equivalent), for the
dzaS 2F SYLX 28SSaQ LiNddBritaip&rforin#heirftalks;k Y R Y I G SN |
- rules on communication between the employer and the employee performing remote
work, including the method of confirming the presence of the employee performing
remote work at the workplace;
- the manner and form of work cordl to be done by an employer (so that he does not
FOG F3AFAyad KAa SYLI28SSaQ LINAGEFO& NARAIKGAL D

a2NB20SNE AG gAftf 0S GKS SYLX 28SNRa Rdzie (G2 ONE
obliged to prepare an occupational risk assessment and, on #sés of its results, prepare

information containing the principles of safe and hygienic performance of remote work. It

should contain information about the impact of this work on eyesight and the muscular and
a1StShlf aeaidsSvyasé o6{ ¥9zth& émpldyled willhbe Hempordiblebf&@ @S NI K S
2NBFYyAaAy3d KAa ¢2NJ LI OS | O0O2NRAyYy3 G2 alFSae |
Therefore, the employee will probably need to sign a special statement before starting to

perform his duties from home.

All these rules are essential in order to make sure that the employee can do the job effectively
and in a safely manner. The new principles are essential to establish a plan of action in case of
emergency during working hours and while performing worketiby employees.

Currently in Poland, there are strict rules on the steps to be taken by the employer along with

the rights and duties of the employee in case of an accident occurring at work. At normal
circumstance (while work at an office), an doyer is obliged to appoint an accident teapits

task is to investigate on the circumstances and reasons of an accident which took place during

working hours. There is a special document which provides clear information on the duties of

the team. Forexd LJt S GKS GSIY Aa 20ftA3SR G2 asSS GKS ao
O2yRAGAZ2Yya 2F 62N] YR 20KSNJ) OANDdzraidl yoSa GKI i
of Ministers' decree, 2009). Moreover, the team should talk to botthe injured andthe

witnesses. All these actions are not really easy to perform while an employee works from home

and there are not enough data or documents which would advise on the exact scenario of an

accident during home office hours.

The very first part of this research has already presented the fact that the major impulse for the
growth of teleworking popularity in Poland is connected with the start of pandemic in the
country (March 2020). The number of Polish people ugatgworking techniques and digital
tools has rapidly grown since that specific month. But were the Polish people prepared for the
process and educated on the new technology which enabled remote work?

The below chart presents a recent situation on usirgitali skills by Polish citizens.
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Image 2.4.5Share of people with general digital skills (Poland, 2026tatista.com)
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We can observe that around 23% of the citizens have basic digital skills. In addition, 25% of
the citizens have better skills (above basic), ane3®% of the Polish citizens have low digital
skills. We could now look at the data provided and compaedtformation presented to other
European countries to check the general abilities of Polish people in terms of digitalization.
However, we would like to focus on Poland exclusigdhe above chart shows that the major
number of the citizens still hasvodigital skills.

aY2YSiGré¢ A& | t2ftAa&aK ¢gSo0arAiasS O02yySOGSR (G2 RA3IA
there was an article published which described the digital process occurring in Poland during the

time of Covidl9 pandemic. The article drawssh NS RSNRa FGaSydAz2y G2 GKS
of digitalization is not equal in Polardt depends on the given area or industry. For example,

it turns out that the business sector has adjusted to the new reality during the pandemic well

and so remoteavork or telework has not been a problematic issue for most of the entrepreneurs

(those who could continue the business via online tools). On the other hand, the authors of the
FNGIAOES y2G0A0SR GKIG a¢KS f@atwouldné&aOthad fdines | & v 2 (
offices and institutions responsible for issuing important documents for the citizens were not
NBEIFRe FT2NINBY2:GS 62N)] 0S3Id | y2GFNEQa 2FFAOSO P
and administrative services are abouttochngAy G KS FdzidzZNBE +Fa GaiGKSNB A
¢CKS GKAY1AYy3a Ay (GKS O2yaSNUIGAGBS y20GFNB Aa I a:

Another article proves thathe process of digitalization continues Poland This article was
published in June 2020 ansla summary of the EU repoiigital Economy and Society Indlex

The text describes first the process of digitalization in Poland in general. Please find the most
important outcomes of the report:

1 The overall mark is 45 points (the EU average is 52.6).

1 d&Poland has the highest level of mobile broadband use in the EU. Additionally, our prices
are very competitive. The high coverage scores for diigh speed fixed networks and
4G networks contributed to an improvement in the overall score in the conngctiv
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category. We took 15th place with a score of 51.3, which is higher than the EU average
(50.1yp L£ybérDefence242020).
9 Digital Competences rategiPoland took 2% place.

I LINP2F FT2NJ OKlIy3aSa 200daNNRAy3a Ay (G(KS 02dzyiNEQ3
article published on kometa.edu.pl. It is a brief text which aims to report the data from 2020
aboutTrusted ProfilesThe idea is, in order to promote digitaligan process in the countrghe

government tries to encourage the citizens to use online services for dealing with
administrative tasks like issuing documents. The citizen needs a special online profile (the

Trusted Profile) to use governmentakervice

The article was published in December 2@28us it is possible to summarize the action taken

throughout the whole year and collect the appropriate and clear data. It turns out that in 2020

the Trusted Profile online was created for 4 million peopké WOK Kl & 06S02YS | 4K
NBO2NR¢ LINPZAY3I (KS dASWIRIOBE ¢ DNR FA VA ySWi $ N5 ai K
citizens who have already created such an online profile has exceeded 8 million people.

In Poland there have been several projectmnected to digitalization in the recent years. It is

worth noticing that all the different plans and programmes (including governmental ones) aim

to increase the level of digitalization in general within the country and not only the skills and
competenes of individuals. For example, the digitalization may include the digitalization of

schools, hospitals or governmental offices.

More and more various and innovative projects have been developed in Poland to increase the

digital skills of the citizens.dwever, there has been one main programme within the country

which consisted of many manor projeglease see the description below.

Gt 2t ail OBFNRBolIE O0¢KS RAIAGIEAASR t2fl yRO

This is a programme which was-funded bythe European UnionThe project steted in 2014

and finished in 2020. This was the main programme aimed to develop the level of digitalization

Ay t2fFyR® ¢KS YIAY 20 2 Svdléradesito Hghpead KiternetJINE A NI Y Y
the ability to deal with official matters online, onlirglucation and access to cultural heritage

GKFryl1a G2 GKS LyGSNySasz Fa ¢ Binistry df Bunds NS | & A y 3
Regional Poligy The main target groups were eg. entreprenegayernment administration

units, non-governmental organizéons andresearch units

Some of the results:

9 13448 schools that gained access to the Internet;

185710 students/ pupils gained access to the digital skills training;

191 public services available online;

384267479- number of cases handled by tipeiblic service online

2087525¢ number of households that havgainedaccess to broadband Internet

= =4 —a A

2AGKAY OGKS YIFIAY LINPINIY 0aGKS RAIAGIEAEASR t2fF1ly
ones which focused on the digital skills of the citiz&mne examples would be:

T a®DAGAT S ydtrengiheRir®) Sigital competences the local communitybuilding
and developing digital competences of 8338 resideftdifferent age and profession.
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f aaS 2y K Sraihingpréghaih & thdedelopment of digital competences;
This project aimed to train 1850 people; the participants would gain knowledge on
using online services, problem solving aadtware support

To conclude, there have been many projects in Poland in recent yearshvwpbal is to increase
the digital skills of the Polish peoplePlease see some more examples of the good practice in
the below section.

Good practice 1:
APolish Governmer2 & t KNEReéhBicaliBupport Line for
Teachers
https://www.gov.pl/web/techniczna -infolinia-dla-

nauczycieli

The Polish Government has opened a special lineefarhers. While calling a special numt
teachers can find out more about popular online teaching tools, and more. The line is
for teachers and directors of schools and educational institutions. The aim is to inc
S OKSNA Qk (i Nboxhat$hiyecan fulilxhgirdities propetlyAwhile teleworkir
The line is open Mondalyriday between 6 am and 8 pm and at weekends between 8 arr
c LJSuppordt will be provided by a team of professional consultants who have been tr
in the useof the most popular distance learning to@lsThé Polish Ministry of Education ai
Science2021).

This line is open for all representatives of the education systémluding all age groups.

The Support Line is easilgcgssible; the interested person needs to call and he/she ge
access to the support team immediately. It is important that the technical support t
consists of people who obtained the necessary digital skills so that they can guide ©t
especiallyteachers, on how to use online teaching tools.

Good practice 2
G[FaGFNYyAOe ¢ F102A¢é o6all YI

Latarnicywakciji.pl

¢KA& A& | ynatohwid¥ iniiatve fBrihe devefopment of digital competences
adultPoles O0Yha9¢! 3 HAHMO®D® ¢KS OGNFAYAy3IE N
all age groups, within the country.
The training is open for everyone but there are four ntairget groups:

9 Teachers and parents

1 Local government employeds-service)

1 Seniors

1 Non formal groups willing to participate


https://www.gov.pl/web/techniczna-infolinia-dla-nauczycieli
https://www.gov.pl/web/techniczna-infolinia-dla-nauczycieli
https://latarnicywakcji.pl/
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Apart from the groups that need to be organized the project is open for trainéhe
lamplighters They need to register online order to get the job (they will receive a contrac
It is worth noticing that a trainer does not need to have IT qualificatinss the bond with
GKS &a20ASGe@ I y RligitalGolBaticin bf@dulisA RKIH & 2 Nud S |
AKCJI). Thuanyone can become a trainerstudents, entrepreneurs, teachers, politicia
and more.
The main features of the trainings are:

f a! LISNBR2YFfAaAaSR 0SIFIOKAY3 | LILINRI OK®

9 Inclusion of digital themes in the mainstream of life activities

1 Guidance from the Lampliggr.

9 DS23aNI LIKAOFtk t20Ff LINREAYAGE PE

This is a great example of a nationwide initiative. On the one hand the trainings are op
all adults interested all age groups. The groups will more likely be arranged within the cl
society (a village/ town/ city) so that the participants vkilow each other and help eac
other to develop their skills.

On the other side there is the trainey the lamplighter ¢ whose job is to engage th
participants and make the IT world and digital processes easy for the groups.

It is the emotional bond witim the society that matters here we should all work togethe
and with passion so that our everyday duties are more than a typical everyday obligati



V4 Tele TeleGrow Repo021

Enbancing the Teleworking Digital
Slalls for dhe Middle aped employees,

2.4.5.Summary

Question Findings

REGULATIONS
Did there exista | Yes
law that regulates
teleworking
before the The Labour Cod@974)
pandemic?

http://kodeks-pracy.org/

Does there exist § Yes
law that regulates
teleworking after
the pandemic?

Specustawa w sprawie koronawirusiekst jednolity | Serwis
{ L Y2N] DR2¢& t !t

https://dziennikustaw.gov.pl/D2020000108601.pdf

Which public The Labour Code and the two Bills mentioned above (during
organism pandemic):
regulates /

 The act on special solutions related to threvention,
counteraction and combating COVID, other infectious
diseases and crisis situations caused by tfidarch 2020).

1 A document from June, 2020 commonly known asAnhé-crisis
shield 4.0

defines policies
for teleworking in
your country?

TELEWORKING FOR EMPLOYEES

Main rights for Only employees with essential technical and digital skills can perforn

employees to type of work. In case of teleworking: if the employee decides to us
telework own equipment, he has the right to receive a special equivalent (e
according to money).

regulations

Main obligations | The employee shall perform his duties and taskileteleworking: he
for employees to | should discuss in detail the division of work with the employer
telework
according to
regulations

TELEWORKING FOR EMPLOYERS

Main rights for The right to control the teleworking conditions of the employee (and

employers on work itself). In case of home office (which is different than telework
teleworking in Poland): the right to change the working environment dffice
according to environment any time/ the right to request a report from employees
regulations:

81


http://kodeks-pracy.org/
https://samorzad.pap.pl/kategoria/aktualnosci/specustawa-w-sprawie-koronawirusa-tekst-jednolity
https://samorzad.pap.pl/kategoria/aktualnosci/specustawa-w-sprawie-koronawirusa-tekst-jednolity
https://dziennikustaw.gov.pl/D2020000108601.pdf
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LG Ada GKS SyLX 2z2eSNRa 206f A3 4A;

Main obligations
for employers to
facilitate
telework
according to
regulations:

necessary tools in order foerform this type of work.

TELEWORKING ADOPTION

Do you have any
enterprise
association or
confederation
that has
published
recommendation
s or studies?

Do you have any
workers union
that has
published
recommendation
s or studies?

Do you have any
other
institution/resear
ch group that has
published
recommendation
s or studies?

Gayz2ySdalré ara I t2fAaK

techniques.

https://kometa.edu.pl/

DIGITAL SKILLS DEVELOPMENT

on your country?
Is there any plan
or strategy
including digital
skills
development?

Whichpublic Polish GovernmentMinistry of Development Funds and Regional
organism boost | Policy

digital

transformation

https://www.gov.pl/web/funduszereqgiony

Main policies and
initiatives that
impact on digital
skills

Polska cyfrowdThe digitalised Poland)

https://www.polskacyfrowa.gov.pl/



https://kometa.edu.pl/
https://www.gov.pl/web/fundusze-regiony
https://www.polskacyfrowa.gov.pl/
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improvement on
your country.

BEST PRACTICE 1

sm

Enterpriseforgani|! t 2t A a K D2 @ ScNgchhisal Sufpdrt LindBrJ éachérs

Main learnings to| The Support Line is easily accessifilee interested person needs to ca
be transferred and he/she gains access to the supgedm immediately. It is importan

that the technical support team consists of people who obtained
necessary digital skills so that they can guide oth@specially teachers
on how to use online teaching tools.

BEST PRACTICE 2

sm

Enterprise/organi| Latarnicy w akcjfLamplighters at work)

Main learnings to| Learning through an emotional bond within the societye should all
be transferred work together and with passion so that our everyday duties are n

than a typical everyday obligation. This ywave can make thg¢
intergenerational bond possible so that the Target Group of
TeleGrow project (50+) feel comfortable while acquiring new (dig
competences.

1)

2)
3)
4)

5)
6)

7)
8)
9)
10)

11)

The PolisiMinistry of Education and Sciendg@epartment of Informatiorand
Promotion(2021, January 14lRusza techniczna infolinia dla nauczyciditrieved
from https://www.gov.pl/web/edukacjai-nauka/ruszatechnicznainfolinia-dla-

nauczycieli
Yhaot! I {

AS z1 I 02 A LatankE\NSIskEFfrodej n H m>  WI y dzt
t2Yl3Fr2n w2 6 Y2Y. R&rieggf@aS / 8FTNRBsS t2f1 ]
[ G NY/AOE t /| @FINRPgS2 LRYII+ 2N NBIgA2I O
| 1 ldz ftKORETGX A SS 9 RdzAl | O2A [/ 8FNR¢sS2 612YSil oSR
Statista (2021)Share of peple with general digital skills in Poland in 2020, by skill
level and gendeRetrieved from
Poland: share of people witlegeral digital skills, by level and gender 2020 | Statista
Yha9¢! T {AS06 9Rdz] I O2A CyfnacjNPoKSrénavdrusigeryn > | dz3 dz&
52 32y AY e Reridebi®frbai K
Cyfryzacja po koronawiruseQ ] @ R2 32 VAN B (i OzdANPDRETE@L A S 6
Edukacji Cyfrowej (kometa.edu.pl)

The PolisiMinistry of Funds and RegionadllRy. Efekty realizacji Programu Polska
Cyfrowa 2014020 Retrieved from

Efekty realizacji Programu Polska Cyfrowa 2P020- Ministerstwo Funduszy i Polityki
Regionalnegj

The PolisiMinistry of Funds and Regional Pol{2@20, February 26)e-Obywatel
y26S dzYA Sat (Rétdvad kfomOe FNRB 4 S

Ehoésgl 6St y26S dzy-MBi&dtstiivg PundOsiy i BaitgkiNRgioBalnej
(polskacyfrowa.gov.pl)
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Enbancing the Telework!
Slills for che Middle aped

Clara Brotons, MUSclara@meuskKills.eu

Undoubtedly, the pandemic has affected our lifestyle in many ways, but, without a doubt, the
introduction of teleworking in all the sectors in which it has been possible has been one of the
most notable changes that our sogjdtas undergone.

2.5.1.1.Teleworking in Europe:

Although through this document we will analyse the changes in the adoption of telework that
have taken place in Spain, first, we will briefly analyse the situation of telework at the European
level:

On May 20th, 2020, the European Commission in its communication: European Semester:
Countryspecific recommendations, highlighted the important role of telework in preserving
jobs and production in the context of the Coviél crisis, and since the begingirof the
pandemic until now, working from home has become the norm for millions of workers in the EU
as well as worldwideEurofund (20203uggests that oke to 40% of those currently working in

the EU began to telework fuiime due to the pandemic. In fact, as of 2019, only 5,4% of
employed in the EX27 usually worked from homea share that remained rather constant since
2009. However, over the same &, the share of employed working at least sometimes from
their homes increased from 5,2% in 2009 to 9% in 2019. Working from home was considerably
more common among the sedfmployed than dependent employees, although it increased
similarly for both catgories over the past decade. In 2109, almost 36% of theegghloyed

was sometimes or usually working from home in the-EU up from 30% in 2009. The
prevalence of telework among dependent employees was just above 11% in 2019, up from 7,5%
in 2009 (soure: Eurostat LBS

2.5.1.2.Teleworking in Spain before COVII:

At the Spanish level, the adoption of teleworking has followed the same trend as at the European
level. Locldown, putin place since March 2020 in Spain, has promoted teleworking, that was
little developed in our country in the pr€OVIBLI era.

In 2019, only 4,8% of workers enjoyed teleworking in Spain according to data fromifhe
Figures are very far from other countries such as Finland, with 13,3% or the Netherlands, with
14%, thus, according t&urostat in northern European countries, there was a greater root of
telework, while in southern and eastern countries, this practice is used less frequently:


mailto:clara@meuskills.eu
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Image2.5.1: Percentage of employed workers aged-84 with telework (2018)

Netherlands
Luxembourg
UK
Slovenia
Portugal
Poland
Germany
Malt
Slovakia
Spain
Croatia
Hungary
Greece
Italy
Latvia
Lithuania
Cyprus
Bulgaria
Romania

Czech Republic

— 528

Source: Eurostal (Labor Force Survey, 2018).

As can be seen, Spain is below the European average, with 7,5%, 6 percentage points (pp) less
than the European average and distant from the figures of other large countries, sucnae F
(20,8 %) or Germany (11,6%).

Image 2.5.2: Workers 164 years old with teleworking Spain versus the 28
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Source: Eurostat (Labor Force Survey).

Thus, from 2009 to 2018, most European countries increased the incidence of teleworking. On
average, the percentage of those who work remotedis increased by 3 pp between 2009 and
2018, and, although Spain was no exception, its growth has been much more limited (1,7 pp),
being also below the average European.

Concerning the characteristics of teleworking in Spain, taking as atbasisalytical article of
the Bank of Spain 2/202@vhere they use the data from the Active Population Survey, of the
national statistical institute), the data on e¢hnumber of people who carried out part of their
work from home in Spain in 2019 are as follows:
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TELEWORK
Any day Occasionally More than half of the
days worked
Year Number of % Number of % Number of %
workers workers workers
2019 17.933.285 | 91,6% 688.671 3,5% 951.783 4.9%

Source: Own elaboration based on Bank of Spain article 2/20

Of the almost 20 million employed persons in Spain in 2019, 1.640.000 (8,4%) indicated that
they worked at homenccasionally, and 950.000 (4,5%), that they did so more than half of the
working days.

According to data from the Active Population Survey, the possibility of working from home
depends on the type of work and the degree of preparation of the companyaw #fiis activity

to be carried out from home, on the conditions of the person's habitual residence and their
ability to work remotely, as well as the networks and infrastructures available in their area of
residence. For this reason, some of the charasties that the Active Population Survey
provides on these three aspects are analysed below:

By type of work the selfemployed are the ones who work occasionally from home more
frequently. In many cases, it is a necessity since the habitual residealse tsis place of work.
Among salaried employees, workers with a permanent contract are the ones who telecommute
the most.

Bycompany sizesmall companies are the ones that use telework the most. In part, this is related
to selfemployment. If the samplés restricted to salaried employees, teleworking is more
frequent in mediumsized companies (between 50 and 250 employees).

However, in recent years, the largest companies have been increasing their participation in
teleworking. According to Activéopulation Survey data, in the 20@919 period the
proportion of teleworked employees in companies with more than 50 workers went from 16%
to almost 20%.

By occupation directors, managers, technicians, and professionals, whether scientific or
support, have been able to work from home occasionally. However, this has not been the case
for the military, accountants, clerks, catering or personal service workers, vendors or protection
personnel, artisans, plant and machinery operators.

By activity sector workfrom home is especially relevant in the provision of some services that
do not require physical contact between supplier and client, such as education, scientific and
technical professional activities, real estate activities, information, and commumnisathotistic,
recreational and entertainment activities, and financial and insurance activities.

There are no large differences Isgxin the probability of working occasionally from their
habitual residence, although men use this type of work more fretjyen
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Employed with some Employed who could Total
teleworking (more than half telework employed
the days and occasionally)

Number % In total Number % In total Number

workers occupied workers occupied workers
Total 1.640.454 8,3 6.044.671 30,6 19.779.313
Men 947.708 8,8 3.256.860 30,3 10.745.617

Woman 692.746 7,7 2.787.811 30,9 9.033.696

Source: Own elaboration based on Bank of Spain article 2/20

In conclusion, before the pandemic, Spain wathe tail end of the introduction of teleworking

in Europe, being that in 2019 only 8,4% of the population worked occasionally from home. The
situation that was more common in the s@ployed, workers with permanent contracts and
small companies; withat presenting a relevant difference between men and women, when
working temporarily from home.

Thus, some of the barriers that perhaps prevented Spain from developing telework could be:
1 Lack of regulation
1 Investment in computer and technological equipment
1 Computer training by workers
1 Lack of flexible hours
2.5.2.3.Teleworking in Spain after COU®:

As a result of the health crisis, the data previously analysed changed and, 80% of companies
increased teleworking to make their activity suffer as little as possibhels, although in
previous years it was difficult to imagine, teleworking in 2020 is a reality for many companies.

In Spain, as in the rest of the world, we have had to immediately adapt to the new reality that
COVIBEL9 brought with it, many companies @img in teleworking the solution to keep their
companies afloat, at the same time as it has been a challenge.

According to data from\decco Group Instituie?,86 million Spaniards telework from home at

the moment, 1,2 million more than a year ago, when the pandemic struck. This figure, a record

Ay { LJ A Y crepse @f 78,3% chngerning grdk YRSYA O NBIAAGNI GA2ya@s
however, compared to the volumes handled by other European countries and warns of the

decline in labour market flexibility of national work concerning that of its main competitors.

Thesealmost three million employees who telework in Spain account for 14,7% of the total
SYLX 28SR LISNE2Yya ¢ mpdonndonn | OO2NRAY3A (2 RI
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The introduction of teleworking has also been uneven in the different territories of the country.
The presence of larger companies, more prone to the implementation of this formula, has
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caused both the Community of Madrid and Catalonia to preflemhighest rates of increase in
teleworking in the country: 200% and 118%, respectively.

SourceAdecco Group Institute.

Now, the question we asBurselves is if once we recover normality, this teleworking data will
be maintained. What is certain is that, for teleworking to be incorporated into the corporate
culture, companies must:

Train workers in digital skills.
Bet on digital profiles.
Implementsecures VPNs to access company systems.

Make backup copies.

= =2 =-a -a -

Encrypt work teams, etc.

In any case, the implementation of teleworking will largely depend on the type of business and
that it does not have followers in all sectors. Lack of resources can beobthe main
reluctances. So much so that up to 2 out of 5 SMEs affiat) they currently cannot manage
their businesses with the teleworking modality. Further evidence that there is still much to do.

2.5.21. Regulation of telework:

In Spain, before the pandemic, telework was regulabgdLaw 3/2012, of July 6, on urgent
measures for the reform of the labour market, which modified the organization of traditional
homework to accommodate remote work based on the intensive use of new technologies. The
explanatory memorandum of said law mgmized teleworking as a particular form of work
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organization that fits perfectly into the productive and economic model, by favouring the
flexibility of companies in the organization of work, increasing employment opportunities, and
optimizing the relatimship between work time and personal and family life. In accordance with
this modification, remote work is defined in article 13 of the consolidated text of the Workers'
Statute Law, approved by Royal Legislative Decree 2/2015, of October 23.

However, artile 13 of the Workers' Statute was insufficient to apply it to the peculiarities of
teleworking, which requires not only a labour benefit that takes place preferably outside the
premises of the company but also an intensive use of the new computer and goitetion
technologies.

COVIBL9 made it necessary and urgent to develop a new regulation of telework in our country,
thus, Royal Decredaw 28/2020, of September 22, on remote warés approved.

2.5.2.2. Definition of "teleworking" according to Royal Decrdeaw 28/2020, of September 22,
on remote work.

In article 2.b) of the decree, telework is defined as "that distance work that is carried out through
the exclusive or prevalent usef a computer, telematic and telecommunication means and
systems."

2.5.2.3. Some key elements of the law:

Area ofapplication

The royal decredaw establishes that distance work is that which is provided at the worker's
home -or the place was chosdoy them during all or part of their working day, "on a regular
basis." In other words, the one carried out "in a reference period of three months, a minimum
of 30% of the working day, or the equivalent proportional percentage depending on the duration
of the employment contract." That is two fttime days a week.

It is important to highlight that the Law states that distance work implemented "exceptionally"
because of Covid9 is outside the new legislative framework and "ordinary labour regulations"
will be applied to it. In any case, companies are obliged to provide the means, equipment, tools
and consumables "that the development of remote work requires.

Workers' rights

Employees who work remotely will have the same rights as those who provide thé@resein
the company's workplagethat is, they have the right to receive the same remuneration
according to their professional group, level, position, and functi@ssif they worked in person.

Theywill not be able to see modified conditions agreedh the company, especially in terms

of working time or pay, but also training and professional promotion. In addition, the company
must consider these workergrhen implementing its equalitgand conciliation measures and
plans.

About expenses, the reguians make it clear that remote workers will have the right to have
the company provide themand maintain them in an adequate mannewrith "all the means,
equipment and tools necessary for the development of the activity." These means must be
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included n the inventory included in the work agreement. Its cost will be "borne or
O2YLISyalidSR o0& (GKS O02YLI yeé¢od

Regarding the schedule, the new law says that the remote worker will be entitled to flexible
hours, always respecting the mandatory availability timed #he regulations on work and rest
time.

In addition, it is foreseen in the law that the company guarantees the digital disconnection of
the employee outside working hours, which entails a limitation in the use of technological means
of business and wordommunication during rest periods and respect for the duration maximum
of the day.

It should be noted that this law will not apply to labour personnel at the service of Public
Administrations, for whom remote work will continue to be regulated by artideot the
Workers' Statute.

' 2.5.3.Digital skills development

2.5.3.1.The situation of Spain concerning digital transformation:

The firstreport of the Observatory dfigital skills and employabiliprepared by the Department

of Sociology of the Autonomous University of Barcelona (UAB) and the IMANcorp Foundation
concludes that almost a quarter of the Spanish population, 24% do not have digital skills or have
very few.

Age is one of the factors that show clear differences in these digital skills. Between 16 and 25
years of age, the index of digital skills is 15,33% and is decreasing according to each group. From
26 to 35 years old, the index is 14,43%, from 36 to 4%syell is 13,18%, from 46 to 55 years

old it is 10,97%, from 56 to 65 years old it is 8,52% and from over 65 it is 5,62%.

Image2.5.2:Digital skills index by age

DIGITAL SKILLS INDEX BY AGE
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Source: Observatory of digital skills and employability (UAB)

But other characteristicgfluence the level of digital skills. The educational degree is one of
them. With a low level of education, the index is 7,11%, with a medium level, it rises to 11,57%,
while with a high level (higher education), the index is 14,14%.
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Image 2.5.3: Digital skills index by educational level
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Source: Observatory of digital skills and employability (UAB)

Although another factor that has a direct relationship with digital skills is household income, the
authors of the report point out that the variables thladve greater intensity in determining the
index of digital skills are education level, occupation principal and age. This confirms that
through TELEGROW, we will help improve digital skills, offering training to those over 50 years
of age.

This first repor of the Observatory of digital competences and employability, according to the
authors, must be interpreted in a prepandemic key, since, although it was prepared from May
to December 2020, it was made from data before the Gda@dutbreak.

2.5.3.2.National Planfor Digital Skills:

Regarding the digital transformation process in Spain, on January 27, 2021, the government
approved aNational Plan for Digital Competenc¢aghich will mobilize a total of 3.750 million
euros in the period 2022023 and aims to reach a level of digital training among Spanish citizens
that is up to the challenge of the digitization process.

The objedve of promoting the reforms and transformations necessary to advance in the
digitization process of Spain and towards a more resilient and inclusive economy.

This National Plan for Digital Competences is divided into three plans:

A) Digitization Plan foBMEswhose lines of action are:

- The impulse to the basic digitization of the company to ensure that the largest number of SMEs
integrate existing digital solutions to modernize, for example, their internal management, the
relationship with clients and ith the Administration, or digital marketing.

- Support for change management, aimed at promoting the training of managers and staff in the
digital management of the company, with special attention to reducing the digital divide due to
gender and trainingoung experts in digitization who can act as agents of the transformation of
SMEs.

- Disruptive innovation and digital entrepreneurship for SMEs and -sf@stto seize the
opportunities of the green and datdriven digital economy.

- Support for sectoraldigitization, aimed at promoting the digitization of the industry,
commerce, and tourism sectors.
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- The reform of the instruments and support networks for entrepreneurship, innovation, and
digitization of SMEs to reinforce their complementarity and effemiess throughout the
national territory.

B)Digitalization Plan for Public Administratigiitsis structured in three axes:

- Digitally transform the Administration with transversal initiatives for the deployment of
efficient, safe, and eadp-use publicservices and the generalization of access to emerging
technologies.

- Deploy leading digitization projects, for example, in the areas of Health, Justice or Employment.

- Support the digitization of territorial administrations, Autonomous Communities arwdlL
Entities.

C)National Plan for Digital Skills

Its objective is to achieve a level of digital training among Spanish citizens that is up to the
challenge of the digitization process.

For this, seven lines of action have been established:

- The digitaltraining of citizens with special emphasis on groups at risk of digital exclusion and
which also includes a free online mass access offer (MOOC).

- The fight against the digital gender gap by promoting the digital empowerment of women.

- The digitizationof education and the development of digital skills for learning with the
incorporation of digital skills and programming in the curricula of the compulsory stages.

- Training in digital skills throughout working life for unemployed and employed peoplein t
private sector.

- Training in digital skills for public employment.
- The development of digital skills for SMEs.

- The promotion of ICT specialists (both vocational training graduates and university graduates).

2.5.3.3.Skills of the employees over 5@ears in Spain:

Thed ldzRé 2y S5AIAGEE [/ 2 Y LIS UNRSIEsttdedDigital Bxpets, 5 A I A 0 |
carried out in February, where some 800 people over 50 years old were interviewed, reveals the
following results:

1. Digital training

More than 80% of those surveyed believe that the future of employment lies in the digital world,
and 53%of the participants between 50 and 59 years old are interested in learning digital skills
to improve their professional profile. Those between 60 and 69 years old, too, although to a
lesser extent: 42,7% consider it compared to 41,2%. And among thosbavbalready passed

the barrier of 70, 24,4% also consider that they should be trained in digital skills.

2. Digital Habits in 2020
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68% claim to have used technology or digital services more than last year, a result that is a
consequence of the situatioexperienced with Covid9, which is also reflected in the fact that
video calling was the most used in 2020 by the over 50 years old.

These data confirm that, in Spain, TELEGROW will be well received by those over 50, since they
not only have an interesnitraining but are also aware of the importance of digital skills for
future jobs.

Good practice 1:

CapGemini Spain
www.capgemini.com/egs/

The safety and health of its employees have been a priority for this consultancy, .20
employees in Spain. All of them began to telework with the onset of the pandemic, and
the HRdepartment, they reinforced internal communication through town holdgrtual

meetings between the president and CEOs every week, and every fifteen days
employees,; and implement online hobbies and activities that employees shared, in adc
to organizing virtual coffees and after hours to motivate their professionals. To this are ¢
the volunteer activities, where, among other things, they carry out a volunteer service v
their volunteers get in touch with people with disabilities througmental health helpline tc
improve their daily lives a little as they face physical and emotional challenges.

ReferencelLas grandesmpresas desvelan el secreto del trabajo en remoto.

What we can learn from this good practice is that, when implementing teleworking
importance of the worker feeling linked to his colleagues and the company shotibe host
sight of. Organizing regular online meetings, or activities that generate a feeling of "t
even remotely, will favor the performance of the worker and reinforce the feeling
belonging to the company, which will improve their results.

Good practice 2

Astrazeneca Spain
www.astrazeneca.es

Among the policies of people that have been implemented when teleworkingntreased
flexibility of the working day stands out, trying to respect the breaks for lunch and wit
calling meetings after 5:00 p.m. They have also expanded training programs to take adv
of digital tools and promote the use of all communicatitrienels.
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http://www.astrazeneca.es/
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Learnings and transferability

From the good practice of this company, two things should be highlighted:

1. The need to respect rest times in teleworking. Being working from home does not
that the employee has full availability; rest timeust be set, and respect for these times
important for the worker's performance.

2. The training and accompaniment of workers, so that they develop the skKills
competencies necessary for teleworking, since a new way of working cannot be implen
without giving workers the tools, they need to carry it olitis acquires special relevance
the case of workers over 50 years of age

2.5.5 Summary

Question Findings

REGULATIONS

Did there exist a
law that regulates
teleworking
before the
pandemic?

No, teleworking was only contemplated succinctly in aticke of the
workers' statute.

Does there exist ¢
law that regulates
teleworking after
the pandemic?

Yes

RovalDecreelLaw 28/2020, of September 22, on remote work

Which public
organism
regulates /
defines policies
for teleworking in
your country?

The government of SpaiRoyal Decredaw 28/2020, of September 21
on remote work

TELEWORKING FOR EMPLOYEES
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Main rights for
employees to
telework
according to
regulations

1. Teleworking is voluntary and reversibeworker cannot be forced t
telework.

2. Teleworkers have the same rights that they would have had if the|
provided services in the company's workplace.

3. The working person shall not bear expensésteel to the
equipment, tools, and means linked to the development of their wor]
activity.
4. The person who performs remote work may make the establishe(
service provision schedule more flexible while respecting the
mandatory availability times and thegalations on work and rest time
5. Rght to digital disconnection outside of their working hours.

6. Right to professional promotion.

7. Right to training, at the same level as people who work in person
8. Right to receive the necessary training to caoyt their work
remotely.

9. Teleworkers have the right to a time record like the rest of the worl

Main obligations
for employees to
telework
according to
regulations

1. Respect for mandatory availabilitynes and regulations on work an
rest time.
2. The telavorkingagreement must be in writing and must be formaliz
beforeteleworkbegins.

3. Remote workers must comply with the instructions of their comp
on data protection and information security tfe company, as well a
the conditions and instructions for use and conservation establishg
the company concerning computer equipment or tools.

TELEWORKING FOR EMPLOYERS

Main rights for
employers on
teleworking
according to
regulations:

1. Teleworking is voluntary and reversible.

2 Although the worker may make his work schedule more flexible
must respect the mandatory availability times and the regulations
work and rest time.

Main obligations
for employers to
facilitate
telework
according to
regulations:

1. They must respect the working conditions, including remunerat
job stability, working time, training, and professional proroati of
teleworkers.

2. The expenses related to the equipment, tools, and means relate
the development of their work activity will be borne by the compa

3. Facilitate the digital disconnection of the worker outside th
working hours.

4. Ensure the priorityof people who carry out remote work from th
beginning of the employment relationship during the entire work
day to fill jobs that are carried out totally or partially in person.

5. Inform people who telecommute, expressly and in writing, of
possibilites of promotion that may occur, whether it is fatmeface
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or remote development positions; to ensure the opportunity 1
career advancement.

6. Guarantee the effective participation in the training actions
people who work remotely, in terms equivalent tioose of people
who provide services in the company's workplace.

7. The company must guarantee the people who work remotely
necessary training for the proper development of their activity.

8. The teleworking agreement must be in writing and must §
formalizd before televorkingbegins.

9. Keep the record of working hours up to date.

TELEWORKING ADOPTION

Do you have any
enterprise
association or
confederation
that has
published
recommendation
s or studies?

NATIONAL ASSOCIATION OF TELEWORKERS

SPANISH ASSOCIATION OF CONSWUONMFRANIESps trabajadores
opinan: el teletrabajo influye positivamente en la conciliacién, pero
en materia de salud y bienestar

SPANISH ASSOCIATION OF EXPERTS IN CUSTOMER RBEI=2ATIC
Interactiva sobre el teletrabajo y el empleo de personas con

Discapacidad

Do you have any
workers union
that has
published
recommendation
s or studies?

UGT (Workers union):

UGT exige una vigilancia mas exhaustiva del cumplimiento de la le
teletrabajo.

Do you have any
other
institution/resear
ch group thathas
published
recommendation
s or studies?

EUROFUND,iving, working and COVID.

EUROPEAN COMMISSIONework in the EU before and after the
COVIBL9: where we were, where we head to

BANK OF SPAIRconomic bulletin of the bank of Spain

THE ADDECCO GROUP INSTIT&J&®EIucion del teletrabajo v el
empleo a tiempo parcial dante la pandemia.

DIGITAL SKILLS DEVELOPMENT

Which public
organism boost
digital
transformation
on your country?
Is there any plan
or strategy
including digital

GOVERNMENT OF SPAional Plan for Digital Competences

GOVERNMENT OF SRAByara Digital 2025
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skills
development?

Main policies and
initiatives that
impact on digital
skills Ikanoswww.ikanos.eus
improvement on
your country.

Chamber of Commerce of Spaib+ programme

BEST PRACTICE 1

Enterprise/organi| CapGemini Spain

sm .
www.capgemini.com/egs/

Main learnings to| What we can learn from this good practice is that, when implemen
be transferred teleworking, the importance of the worker feeling linked to

colleagues and theompany should not be lost sight of. Organiz
regular online meetings, or activities that generate a feeling of "teg
even remotely, will favor the performance of the worker and reinfo
the feeling of belonging to the company, igh will improve thé results.

BEST PRACTICE 2

Enterprise/organi| Astrazeneca Spain

sm
www.astrazeneca.es

Main learnings to| From the good practice of this company, awthings should be
be transferred highlighted:

1. The need torespect rest times in teleworking. Being working frc
home does not mean that the employee has full availability; rest {
must be set, and respect for these times is important for the work
performance.

2. The training and accompaniment of workerstisat they develop the
skills and competencies necessary for teleworking, since a new w
working cannot be implemented without giving workers thelg they
need to carry it out.

1) Adecco Institute. (2021, 17 marzd)onitor Adecco d Oportunidades y Satisfaccion en
el Empleo (Il): la evolucién del teletrabajo y el empleo a tiempo parcial durante la
pandemia The Adecco Group Institute.
https://www.adeccoinstitute.es/informes/monitoladeccede-oportunidadesy-
satisfaccioren-el-emplecii-la-evoluciondel-teletrabajoy-el-empleca-tiempo-parciat
durante-la-pandemia/

2) AEQ; Asociacién espafiola de empresas de consultoria. (2021, 1 jagG).Asociacion
espafiola de empresas de consultori®EC. https://aecconsultoras.com/noticias
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a distancia. (2020). Boletin Oficial del Estado.
https://www.boe.es/diario_boe/txt.php?id=BCE-2020-11043

6) Bracero, F. (2021, 18 marzd)Jna cuarta parte de la poblacion espafiola carece de
competencias digitales La Vanguardia.
https://www.lavanguardia.com/tecnologi&0210318/6559532/cuartparte-
poblacionespanolacarececompetenciagigitales.htmi

7) Brindusa Anghel, Marianela Cozzolino y Aitor Lacuesta. (2820co de Espafia
PublicacionesAnalisis econdmico e investigaci®oletin Econdmic@anco de Espafia.
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8) Camacho, M. (2021, 23 abrifstudio sobre la implantacién del teletrabajo en Espafia
Factorial Blog. https://factorialhr.es/blog/teletrabajespana/#regular
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https://portal.mineco.gob.es/RecursosArticulo/mineco/ministerio/ficheros/210127 pl
an_nacional_de_competencias_digitales.pdf
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empleo/

13) IMANcorp FOUNDATION. (2021b, mayo l@phservatorio sobre capacidades digitales
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empleo/
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carrera/2020/04/03/5e872477e5fdead90b8b4573.html
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Following the desk research, this phase of the research has taken an eminently descriptive
approach. The major objective of this phase is to describe the current state and needs stemming
foreground about teleworkers from the age of"5Gromthe perspective of the VET providers,
employers, and the VET learners themselves, to estimate (1) digital soft and hard skills priority
for teleworking, and (2) barriers and beliefs to provide efficient digital training to
learners/employees from 50

Frst, to develop the research plan it must be identified secondary sources that help to recollect
relevant and useful information to respond to the specific objectives of the research. In this way,
the researchers find a large group of studies that evalpate of the digital soft and hard skills
associated to teleworking, as well as scales to measure the different beliefs, and barriers about
telework.

This secondary data supports the designed tools to recollect primary data, specifically
questionnaires andocus group, providing hypothesis to formulate the questions and scales to
ask both in the survey and in the focus group.

Then, we are going to explain the principal findings from previous studies that show the
fundamental skills needed to telework, andliefs and barriers about it.

The main findings of previous studies showing the key skills needed for teleworking, as well as
the beliefs and barriers to teleworking, are explained below.

The adoption of telework is linked to the usete¢hnology and communication tools (ICTs) that
must be employed by users, in order to be able to undertake the tasks of their job regardless of
the place from which these tasks are performed, in a fixed or flexible schedule (Moreno, 2010).
In order to cary out these tasks it is necessary that employees adopt this behaviour, it is
therefore relevant to apply an analysis based on theories of human behaviour, to help us
understand how users accept and use a technology, since it is necessary that emplogegs acc
it (Ollo-Lopez et al., 2020). Several authors have assessed that the most appropriate theory to
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analyse this process is thieechnology Acceptance Model (TANJoposed by Davis in 1986
(McFarland y Hamilton, 2006).

The TAM model, an adaptation of Fishbein and Ajzen's (1975) Theory of Reasoned Action (TRA),
propose thatperceived usefulnesand perceived ease of usgetermine the overall attitude of

a person towards the acceptance and use of a given technology. flilisle indicates the
intention to use, and this future intention indicates the acceptance and, in turn, the usage
behaviour.Perceived usefulnesefers to the extent to which, a subject considers that the use

of technologies will improve his or her penfoeance in carrying out his or her job. On the other
hand, the perceived ease of use is defined as the extent to which, the potential user of a
technology expects that using it will not involve effort (Qllapez et al., 2020).

The TAM model postulates th&tlework is determined by the intention to use it, considering
two direct determinants of intention: attitude towards telework and perceived usefulness of
telework. Likewise, perceived usefulness also affects attitude. According to this model,
perceived ase of use of telework conditions both attitude towards telework and perceived
usefulness (Davis et al., 1989; Qllapez et al., 2020). Therefore, the TAM model is a specific
model for predicting the use of information technologies (Pérez et al., 2004).

Therefore, it is proposed that the present study applies the TAM theory (Davis, 1986) in order
to assess the level of adoption of telework among students over 50 years old. And thus, to be
able to identify acceptance factors and normative factors that megylan the adoption of
telework in the future (Langa and Conradie, 2003). According to Peral et al. (2014), if older
employees have fewer opportunities to access communication technologies, they cannot
appreciate their advantages, which negatively inflies¢heir use and acceptance. Thus, it
should be essential to understand that an individual's acceptance of technology is influenced by
his or her beliefs about the consequences of its use. To analyse the behavioural intention and
use of technologies by thelderly, the framework of TAM models (Davis, 1985) is useful. The
TAM predicts that users adopt a new technology when their perceptions of the ease of use and
usefulness of the technology are positive (Davis, 1989; Davis, Bagozzi, and Warshaw, 1989).

Likewise, several authors have evaluated the beliefs and barriers about the adoption of telework
beyond behavioural theories (Moreno, 2014; Silva, 2019; Kotera and Correa, 2020). There is
research that analyses new ways of working, in this case teleworkhantkeds of employees.
According to Kotera and Vione (2020), the digitization of knowledge work is essential for today's
organizations, responding to the diversified needs of employees. Many organizations are already
implementing some form of flexibilitio help workers perform work and nemork tasks. It is
essential to recognize the recommendations and objectives for the sustainable development of
telework to companies, and to know the needs and possible barriers of workers to implement
telework, as wellas what could happen to make the employee see telework as something
negative Huuhtanen (1997).

On the other hand, we must bear in mind that we cannot assess future teleworking behaviour,
without taking into account that skills, i.eompetencies, are necessary for the use of ICTs that

involve the development of the tasks of these future workers over 50 years old. If one of the
main barriers to telework involves the low skills in digital competences of the individuals under
study, itis important to analyse the general level in this respect that they possess. It is for this
reason that the proposal has been approached by Carrero et al. (2017) defining a digital
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competence framework for citizens with proficiency levels. Based on thiaefivork, it is
developing a scale to measure the ability of each digital skill to telework from the point of view
of VET learners. Also, it is asked to responders how important is each digital skill for teleworking.

Digital competences are divided into 5am areas: information, communication, content
creation, security and problem solving. Each of these areas is composed of different
competencies, a total of 21, which are evaluated based on the following performance levels:
Foundation, Intermediate, advaad and highlyspecialized. fie European Digital Competence
Framework for Citizens, also known as DigCpesgtablishes 8 differentiated levels, 2 of each
Carrero et al. (2017). establishes 8 differentiated levels, 2 of each Carrero et al. (2017).

¢KS 5A3/2YL) Homd a2RSt 2 7F7FS NIeterce. DiCPrhp wasdirstA Y LINE @ S
published in 2013 and has become a reference for many digital competence initiatives at both
European and Member State levels (Ferrari, 2013). This document introduces DigComp 2.0. It
constitutes phase 1 of the update of the framerk which focuses on the conceptual reference

model, new vocabulary and streamlined descriptors. The current document also gives examples

of how DigComp is used at the European, national and regional levels. The current document

also gives examples of hdligComp is used at the European, national and regional levels.

Five digital competences areas are focused:

Information and data literacy
Communication and collaboration
Digital content creation

Safety

Problem solving

abhwbdpE

Image 3.1. The digital competendeamework for citizens

THE DIGITAL COMPETENCE FRAMEWORK FOR CITIZENS
Foundation Intermediate Advanced Highly-specialised
Level 2 Level 3 Level 4 Level 5 Level 6 Level 7 Level 8
ROUTINE TASKS, AND
INTEGRATE TO CONTRIBUTE TO
THE PROFESSIONAL PRACTICE
AND TO GUIDE OTHERS

1
.

) \
W
A

<
& Tus B
RESOLVE COMPLEX
SIMPLE TASKS TASKS, AND WELL-DEFINED & MOST APPROPRIATE TASKS PROBLEMS WITH MANY
NON-ROUTINE PROBLEMS INTERACTING FACTORS

AUTONOMY AND ABLE TO ADAPT

WITH GUIDANCE INDEPENDENT AND TO OTHERS IN &

'WHERE NEEDED ACCORDING TO MY NEEDS COMPLEX CONTEXT
UNDERSTANDING EVALUATING

Source: Carrero et al. (2017)
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3.3 Teaching teleworking skills

The teacher questionnaire was based on the European framework of digital competencies for
educators.

Teaching professions are confronted with rapidly changing requirésnérat call for a new,
broader and more demanding range of competences than before. The ubiquity of digital devices
and applications requires educators in particular to develop their digital literacy.

The European Framework For thégital Competence of Educators (DigCompH&edecker,

2017) is a scieneleased framework that describes what it means for educators to be digitally
literate. It provides a general reference framework to support deeelopment of educational
digital competences in Europe. DigCompEdu is aimed at educators at all levels of education,
from early childhood to higher and adult education, including general and vocational education,
special education and neiormal learningcontexts. The six areas which are in focus related to
digital competences are: (i) Professional engagement, (ii) Digital resources, Teaching and
Learning, (iv) Assessment, (v) Empowering Learners, and (vi) Facilitating Learners Digital
Competences. As cde noticed six areas are presented and even both digital competences,
subject specific competences and transversal competences. In addition, the framework covers
both the educators and the learners' perspectives.

Each of these areas is composed of differéigital competencies that are evaluated based on
a performance level that is divided between Al: Beginner, A2: Explorer, B1: Integrator, B2:
Expert, C1: Leader, and C2: Pioneer (Carrero et al., 2017).

Image 3.2. DigCompEdu areas and scope

etences » nedagogic
P grors’ pecadodC compe, Leary,,
5\0 Q,é“c /7(*6,5 S

Digital Transversal
competences Teaching and competences
Learning

@ ©

Professional Digital Empowering Fn:ilit?ti_n?
Engagement Resources Learners Learners’ Digital
<‘> Competence

Subject specific Assessment Subject specific
competences competences

Source: Redker (2017)

It is important not only that students evaluate themselves in the performance of these
competencies associated with teleworking, but also that the trainers/teachers themselves, as
well as the students, identify to what extent they believe itiportant to develop each of these
competencies in order to relate their training strategies with the objective of developing them.
(Redecker, 2017).
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The characteristics of adults as Learners are different and need a teaching strategy specific that

severa authors have describe as the concept andragogy (Domenech, 2015; Rasmussen, 2015).
Andragogy is a concept known as the art and science of how adults learn, was defining by

Malcom Knowles (1970). Likewise, it is developing a scale to know which strategedeps

VET providers to teach students' digital skills (Redecker, 2017). According to studies as Hillage &

Aston (2001), the most important barriers to encountered in adult digital skills training are

involving attitudinal barriers, but also physical andterial, and structural barriers. It is creating

I a0FlfS G2 YSIFadaNB® GKS AYLRNIIYyOS 2F GKA& 0l NNJ
understand how could provide a more efficient digital training to learners from 50th, and

evaluate the likel to receive training on how to foster your students' digital skills.

In addition, not only will digital skills be necessary to be able to develop telework in their jobs,
as well as acquire them thanks to trainers/teachers, but employees over 50 needppersof

their SOFT SKILLS in order to be able to handle the situations they will face in a telework
environment and be able to be more productive and happier (Huuhtanen, 1997; Kotera y Vione,
2020; Kazekami, 2020)

Likewise, according to studies as Huutga (1997), it could be recognized soft skills that
teleworkers need to develop their work. Evaluating physical setting, organizational and
psychosocial environments, risk assessment, surveillance, and control of the application of
health and safety at wdr provisions, it is easy to identify so that soft skills it is needed to
telework and develop it with success and do not fall in bad practices. E.g., related with the
organizational and psychosocial environments, it can be seen in Huuhtanen (1997), iBow it
divided between appropriate use of equipment, work rhythms, duration of work and time
patterns, work isolation, job content, autonomy and control, training and retraining possibilities,
and at last privacy. If analysed one per one, it could be obsehatchutonomy is related with
selfmanagement, and on the other hand work isolation with emotional control, or training and
retraining possibilities with learnability and intention to train their skills to telework in the
future. That is why it is needea tidentified soft skills necessary for successfully develop of
telework That is why it is necessary to identify the soft skills necessary for the successful
development of telework of the oves0s.

To address both targets, employees and \é&afners and VET providers, it is useful to use two
kinds of research, Qualitative and Quantitative.

On the one hand, qualitative research provides a greater understanding of the environmental
context of the problem, in this way employ workers overf"5@as old to telework. This
framework is experienced by companies, that know how this employee age range can be related
with some barriers and beliefs that can influence the performance of their tasks. We want to
ask directly to these employers to get a dagmlerstanding of the environmental context of the
problem with a direct approach.

So, a Focus Group can be used for this purpose. It is needed a small number of individuals to
implement, and they provide an outcome that supports to develop a deep undeatistaiof the
problem from the outlook of the employees.

A focus group is an interview conducted by a formed moderator in an unstructured and natural
manner with a small group of respondents. The moderator leads the discussion. This tool is the
most importart qualitative research procedure and in the present study will be adapted to get
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the main objective: to know barriers and beliefs that can influence the performance of the
teleworker over 58 years old.

On the other hand, this study uses quantitative ras# based on a popular tool, a survey. The
survey method has several advantages. First, the questionnaire is simple to administer. Second,
the data obtained are reliable because the responses are limited to the alternatives stated. The
use of fixed respose question reduces the variability in the results that may be caused by
differences in interviewers. Finally, coding, analysis, and interpretation of data are relatively
simple. An electronic survey has been used and has been delivered-miail. eTwo
guestionnaires will be developed, one for VET Learners and one for VET providers. In this case,
the email addresses of both groups are known, and the surveys will be sent to them in order to
achieve the target sample of 30 surveys answered by VET learngranather 30 surveys
answered by VET providers.

Developing a primary information collection tool, as a focus group, it will help to obtain first
person information from human resources managers to know their perspective on the
implementation ofteleworking. In this sense, the advantages of using this type of tools are
multiple, since it allows to know both verbal and reerbal information, that the snowball
effect occurs, even that as a result of the debate of conflicting opinions, contraticitse that
help to improve the understanding of the problem to be studied and its complexity.

To develop it, each project partner will organize a Focus Group with the participation of at least
5 participants-each representing the business world frometlperspective of employers
following the instructions from the coordinator project, who will monitor the completion of the
whole research.

The focus group can be organised online or fimcéace, depending on the COVID restrictions

that apply in eacltountry. In case of online focus group, each partner is free to use the most
convenient tool for him, Skype, Zoom, Teams or any other web application. It is not mandatory
to record the session, but partners are free to do it so if they wish to transdtriptiiscussions.

In this case, partners should make sure to inform adequately the participants about the
recording and confidentiality rules, as well as the use of data. In any case, they should make
screenshots as proof that the event took place.

Focus group method strives to produce good conversation about teleworking beliefs, barriers

and needs to apply. This conversation must flow into a personal story, revisit an earlier question,
disagree, contradict themselves, and interrupt. However, theaesher must balance the needs

2F LI NIGAOALIyiGa (2 WKI @S {KSANI-SchuddRal |l2@DB)A y aild oK
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A focus group moderator wants both natural features of conversation as well as focused
discussion into the proposal questionEhe moderator as an interview guide assists group
members to relax, open up, think deeply, and consider alternatives, allows for synergy to occur,
which produces greater insight due to the fact that participants work together during the
session. Questianin an interview guide flow from general to specific. They invite openness and
avoid bias (GruderSchuclet al.,, 2004).

The result of a focus group should not be a series of short burst responses. Each focus group
must last a maximum of 60 minutes aocdntain the following content.
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Partners should start with a welcome word and introduction about the project. Then they should
pursue the introduction with a presentation of the focus group activity, go through the main
questions of the document, open thesdate to further comments and conclude the session
with a summary of the main points developed during the activity.

In detail:

1. Introduction to focus group activity
1. Welcome and acknowledgement for participation
2. Presentation of moderator

3. Short project pesentation: suggestion: prepare a short PPT presentation with basic
features about the project + distribution of (online) leaflets.

4. Presentation of the activity

5. Information on how we will record / report the session and how we will keep
confidentiality alout what is being discussed.

6. Telling participants that they are not obliged to answer a question if they do not feel
comfortable with it.

7. Set up of focus group maximum duration

2. Core content of the focus group

Here are some gquestions aimed at oriegtithe discussions toward our research area. All the
guestions are not mandatory, as the method relies on letting flew the dialogue among
participants so they feel confident and can share their critical perceptions of the topics, but also
insight feeling abut how to reach success. You should just make sure that all the key elements
to be answered are properly approached so to enable you to complete the national report.

Proposed topics to conduct the Focus Group. This is a draft to be discussed and developed
1. Introduce your organisation, sector, size and location.

2. Describe the situation of your organization / enterprise dealing with teleworking before
and during the pandemic and explain if you will foster teleworking on the future.

3. Which are the main advantag of teleworking for your enterprise?

4. Which are the main barriers/difficulties your enterprise has found to implement
teleworking?

5. Which are the needs to foster teleworking on the future?
6. Which digital skills do you consider the most essential for tel&imgf?

7. Do you find teleworking a good tool in this digital transformation context? Do you find
gaps between younger and older people?

8. Please share what you consider a best practice to foster teleworking implemented on
your enterprise or that you wilmplement on the future.
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3. Conclusion

1. Last question to end the discussion (Suppose that you had animate talk with an
educator or VET provider that works in the teaching field, what would you advise him to
teach regarding the needs stemming from telaking?)

2. Again, acknowledgement for participating in the activity

3. Information about what will be done with the collected information and availability of
the report.

A report of results from focus groups should not present major findings via frequencies or
atldradroa 0SOFdzaS wO2dzyiuAy3aQ fSHFRa NBFRSNE (2
for a much wider population (which they are not). Quantitative survey researchers go to great

lengths to design a study so that numerical data generalize wider population with

mathematical precision. Focus groups method is hot meant to create generalizations of this type

and its procedures offer none of the protections that would permit them to do so (Grudens

Schuclet al., 2004 p. 6)

To the surveylesign, the objectives of the research have been considered, depending on each

group. Onone hand, VETS I NIy S NE Q |jthiz®hjedtikedsyfoyfdcilitatel®h@ Hentification

and prioritization of the digital skills that they need to develop, in otdeassimilate in the new

working environmentaswella® St AS¥a 2y GStSg2NJAy3a YR o6 NNAS]
perception.

Likewise Teleworking requires necognitive and digital skills. Using technology acceptance
model (TAM) and DigComp 2rarhework we will develop a survey to identify the main barriers
and digital skills needs to orientate the development of our Stay GOLD and Digital Skills trainings
modules.

Onthe otherhand: 9 ¢ LINE @A RS Nhafaly§edhs skifisin@eged forktdiRkiag and

the main problems to provide efficient digital training to learners from the age 8f 5@
facilitate the identification and prioritization of the digital skills for telework amdriers and
beliefs to provide efficient digital training tearners from 50).

.Sft29 Aa (GKS RSaA fueshan ofRh® Sudveyh ILidiekpaiiing¥n2 shur&lofO K
each scale apply, to the account that each of the scales has a path of 1 to 5 points.

+9¢ tSINYSNBRQ ljdSadArz2yyl ANBA

Questions from 1 to 9wuld reflect the profile of the respondents in order to be able to identify
their most notable characteristics (Malhotra, 2015). This classification questions provide the
sample profile of the research and verify hypothesis about correlation of variables.

The next section involves questions from 10 and 11 relating adoption of teleworking. According
to Peral et al. (2014), if older employees have fewer opportunities to access communication
technologies, they cannot appreciate its advantages, which nedwiinuences their use and
acceptance. In this way must be essential to understand an individual's acceptance of
technology is influenced by his beliefs about the consequences of its use. To analyze the
intention of behavior and the use of the technologjiey the elderly, it is useful the framework

of TAM models (Technology Acceptance Model; Davis, 1985). TAM predicts that users adopt a
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new technology when their perceptions of the ease of use and usefulness of the technology are
positive (Davis, 1989; DayBagozzi, & Warshaw, 1989). There is research that has used TAM to
understand Internet adoption decisions (e.g., Moon and Kim, 2001). Likewise, the perception
about how easy and useful is teleworking, describe the attitude from teleworking, and their
behavioural intentions to telework are essential to know the future behaviowardstelework,

as well as the use that has been given or is currently being given to it.

To measure barriers and beliefs about telework, it is proposed questions from 12 and 13.
I O0O2NRAY3A (2 Y2GSNY 9 +A2yS oO6wnunvz RAIAGIH
organizations, responding to diversified employee needs. Many organizations are already
implementing some form of flexibility to help workers perform work anamark duties. It is
essential to recognize recommendations and goals for sustainable development of telework to
the companies, and to know needs and possible barriers to the workers to implement
teleworking, as well that could happen so that the emplogees teleworking as something
negative Huuhtanen (1997).

On the other handCarrero et al. (2017) defining a digital competences framework for citizens
with proficiency levels. Based on this framework, it is developing a scale to measure the capable
of handling each digital skill to telework from the point of view of VET learners. Also, it is asked
to responders how importargach digital skill for teleworking.iEhese scales are questions from

14 to 20.

Another section it is about soft skills. Questidnt® to identify the level of importance that the

soft skills are necessary to successfully endure the tasks on telework from the point of view of
the VET learners. Studies as Huuhtanen (1997), it could be recognized soft skills that teleworkers
need to cevelop their work. Evaluating physical setting, organizational and psychosocial
environments, risk assessment, surveillance, and control of the application of health and safety
at work provisions, it is easy to identify so that soft skills it is needéeléavork and develop it

with success and do not fall in bad practices. E.g., related with the organizational and
psychosocial environments, it can see in Huuhtanen (1997), that how that it is divided between
appropriate use of equipment, work rhythms, dtiom of work and time patterns, work
isolation, job content, autonomy and control, training, and retraining possibilities, and at last
privacy. If it analyses one per one it could see that autonomy it is related witmaeigement,

and on the other handwork isolation with emotional control, or training and retraining
possibilities with learnability. On the other hand, question 22 it is about intention to train their
skills to telework in the future.

The last part of the survey includes open questionalfidtra, 2015). Questions 23 and 24 try

to implicate the respondent and know if have some contribution to add on the skills. If they have
any interest to know more about the project could leave us thainal to receive information
about it.

VET Provide® |j dzZSaGA 2y Yyl ANBA

Questions from 1 to 8, should reflect the profile of the respondents in order to be able to identify
their most notable characteristics (Malhotra, 2015). This classification questions provide the
sample profile of the research and verifygothesis about correlation of variables.

The following section try to measure the importance from each digital skill to teleworker from
the point of view of VET providers. Questions from 9 to 17 are scales developed in relation to
defining a digital comgtences framework for citizens with proficiency levels de Caretral

f Al
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(2017). Then, it is asked an open question to implicate the respondent and know if have some
contribution to add on the skills. Finally, it is necessary to know from each resporcelavel
of digital competence as a teacher, to correlate with the other responses. (Malhotra, 2015)

Question 18, it is in order to classify how VET Providers have trained their digital skills to find a
correlation with their level of involving or capabés.

About teaching strategies and barriers to teach adult learners are proposed questions from 19
to 21 and 23. The characteristics of adults as Learners are different and need a teaching strategy
specific that several authors have describe as the goihaedragogy (Domenech; Rasmussen,
2015). Andragogy is a concept known as the art and science of how adults learn, was defining
by Malcom Knowles (1970). Likewise, question 19 it is develop a scale to know which strategies
develops VET providers to teadhdents' digital skills (Redecker, 2017). According to studies as
Hillage & Aston (2001), the most important barriers to encountered in adult digital skills training
are involving attitudinal barriers, but also physical and material, and structural bartieis

ONBIGS I adrtsS G2 YSIF&adaNB (GKS AYLRNIIFIYyOS 27

order to understand how could provide a more efficient digital training to learners from 50th,
and evaluate the likely to receive training on how totéws/our students' digital skills.

In relation to this, question 23 try to know if the interviewee have any intention to train their
skills to foster their students' digital skills in the future.

The last part of the survey includes open questions (Math®015). Questions 22 and 24 try
to implicate the respondent and to know if they have some contribution to add teaching
technique to train digital skills. If they have any interest to know more about the project could
leave us their enail to receive irdrmation about it.

The following tables summarize the sources used to develop the questions that make up the
questionnaires developed in the study:

Question/scale References Content
1t09 Malhotra (2015) Sample Profile
10 and 11 Davis (1985); Davis etal. | TAM Model

(1989); Taylor & Todd
(1995); Moon & Kim (2001);
Peral et al. (2014)

12 and 13 Huuhtanen (1997); Kotera & Barriers and beliefs about
Vione (2020) telework

14 to 20 DigComp (Carretero et al., | Digitalskills
2017)

21 and 22 Huuhtanen (1997); Kotera & Soft Skills
Vione (2020)

23 and 24 Malhotra (2015)1 Open Questions

Source: own elaboration

| Question/scale | References | Content
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lto8and 18 Malhotra (2015) Sample Profile
9to 15 and 17 DigComp (Carretero et al., | Digital skills
2017)
19to 21 and 23 Rasmussen (2015, June) | Teaching strategies and
Barriers to teach adult

Knowles (1970) learners

Domenech et al. (2015)
Redecker (2017)

Hillage & Aston (2001)
16, 22 and 24 Malhotra (2015) Open Questions
Source: own elaboration
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The second research phasgtthe TeleGrowprojectconsists of conducting a survey for VET
providers and VET learners/employdedind out their current state and needs stemming from
teleworking.

1 VET t S| Nyh8exihldyeesquestionnairesThe objective is to facilitate the
identification and prioritization of the digital skills that they need to develop, in order to
assimilate in the new working environment.

Teleworking requires neoognitive and djital skills. Using the Technology Acceptance
Model (TAM) andigCom2.0 framework welevelopeda survey to identify the main
barriers and digital skills needed to orientate the development of our Stay GOLD and
Digital Skills training modules.

o Beliefson teleworking.

o Barriers for teleworking.

o Digital soft and hard skills level perception.

o Digital soft and hard skills priority for teleworking.

1 VETLINE OA RSNE Q It aa8lysertie 2skillg hekededs frdteleworking and the
main problemso provide efficient digital training to learners from the age of 50th.
o Digital soft and hard skills priority for teleworking.
o Barriers and beliefs to provide efficient digital training to learners from 50th

The surveyfave beerimplemented onlire viaAdminproject(a project management platform
used at TeleGrow Projechttps://www.adminproject.eu)) to facilitate the compilation and
preparing the interactive reporach partner has developed a report based on the results of
the surveys that candoconsulted below.
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Each partner has also organized-@cus Groupvith the participation of at least 5 to 7
participants each representing the business waddliscuss about teleworking adoptidrom

the perspective ofemployers, andas conducted an irdepth interview. The
participantswere employers (with employees in charge) and experience with teleworking
conditions.

Thetopicsdiscussed during the Focus Grdwgwvebeen:

71 Introduction of theirorganisation, sector, size and location.

1 Description of the situation dheir organisation / enterprise dealing with teleworking
before and during the pandemic aifdhey plan tofoster teleworking on the future.

1 Discussion abouhe main advantageand barriers/difficultiesof teleworking fortheir
enterprises.

71 Discussion about theireeds to foster teleworking in the future.

1 Analysis of thaligital skillgthey consider themost essential for teleworking, and if they
have foundgaps between younger arelder people.

1 Sharingbest practiceso foster teleworking implemented otheir enterprisesor
that they will implement in the future.

The focus groupbavebeenorganised onlindecause ofCOVIBLI situation. Each partner has
prepared a report with interesting results that can be consulietbw.
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TeleGrow Questionnaire survey aims to reach a deep and accurate understanding on the
needs of VET sector related with the Teleworking condition that has been promoted and
other times imposed by the current Covid19 crisis. On the one hand, the particiihts
offer their valuable and experiential inputs, identifying the needs of VET sector for digital
training material and for trainers' guidance to empower the trainees and promote the digital
skills development. On the othéiand,they will present the neds of the midlle aged and

over VET learnersmployees, identifying the digital skills lacking and prioritizing those
needed to cope with this vast digital and teleworking transformation.

EURGNET launched the survey in Italy for about 20 days. The swaggent to its database

of contacts trying to involve potential providers and teachers also aged about 50, so as to fit
with the criteria established by the consortium. The survey was sent in electronic format by
email and through social networks mair(iyncluding Facebook, LinkedIn, and WhatsApp
ANRdzZLJAOS Syadz2NAy3a I RANBOG | O0O0Saa G2 G4KS (F NB
questionnaire was provided to Italian people in order to finalise the data on the current
situation regarding telewding and the issues that arise for employees of older age as well
as to explore their sefihanagement digital soft skills and their teleworking capabilities and
how VET providers will use sufficient knowledge on how to approach and train in particular
leamers over the age of 50 in order to develop their ICT skills, needed for teleworking. The
second questionnaire TG2 (VET learners and employees) aim to understand the current
vision of teleworking and which skills are really diffused and need to be imptechen

The objective of this activity was to collect answers from at least 30 VET learners/Employees
and 30 VET Providers from each partner. During this period, Italy collected a total of 46

answers from VET learners and 41 VET providflers, total of 87answersthus achieving

an objective largely over the expected minimum sample, which will enable us to reach high

credibility of results.

The sample of respondents is all of Italistionality, almost equally divided between men
and women. The percentage of respondents in the580age group is 58%, while the
percentage for the 3@9 age group is 28%.
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The majority of respondents in our sample have a high level of education; i {&6thave
a master's degree, while the remaining part have a bachelor's degree.

Almostthe entire sample is currently working, with a significant percentage of 94%, and
almost half of this sample has been working for over 11 years, while the remaindeniy e
distributed across the remaining items in the survey.

2.2. Teleworking adoption.

Image 4.1.1. Experience in teleworkirigr VET Learners from Italy

Q8. DO YOU HAVE EXPERIENCE IN TELEWORKINC

No, | don't
2,56%

Between 2
0 3 years
1,03%

Less than
yearn,
41,03

Between 4
to 10 years
15,38%

The figure for teleworking interesting: the same percentage of 41.03% is recorded for both
the 2 to 3 yeas option and the less than 1 year option. This data points to a lack of diffusion
of telework that only in recent years has begun to be adopted by companies as a response
to cutting infrastructure costs, then boosted by the advent of the Gagighandemic

Image 4.1.2. From where hawéET Learners from Itakgleworked?

Q9. FROM WHERE HAVE YOU TELEWORKED?

Coworking;
12,82%

Other; 41,03%

Home 41,03%

| haven't
teleworked;
5,13%
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The preferred location for smart working remains home, while other participants selected
"Other." Regarding the "Other" option, mixed formulas can be considered which involve
attending mae than one of the proposed places or other places that are not properly used
for work.

Image4.1.3. Teleworkingattitudes of VET Learners from Italy

Q10. & Q11. Level of agreement with the following statements about
teleworking.
- 1,00 2,00 3,00 4,00 5,00

Teleworking technologies are easy t“ 3.28
learn ) '
Telework would be easy to adop{ R ] g m— 3,00
Telework does not require a lot of mentam 208
effort , '
Telework improves the quality of m 3.72
tasks _ !,Ug |
Telework increases My ProduCtvity |y () g g ——— 3,79
Telework is compatible with my task N 0.0 — 3,85
Telework is a good ide T —— 3,77
Telework is a pleasant ide N 005 — 3,69
Telework is a positive idew 3,67
Telework will be required in the future P 4,59
I will choose to telework in the future | — 3,90
1 will strongly recommend others tOw 3 69
telework , '

m Mean m Standard Deviation

The sample revealed a rather positive attitude towards smart working, generally considering
it as a goodand pleasant idea. Interestingly, the average shows that the sample believes
that smart working will be very popular in the future. This statement is strongly consistent
across all respondents, with even those who are most sceptical about the adopsoradf
working recognising that it will become increasingly popular.

Conversely, the sample was less consistent in their assessment of the simplicity of smart
working adoption and the ease of learning the technologies: while the mean reports a
neutral resul, the standard deviation shows that some results lean towards the extremes
of the liking scale.
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2.3. Teleworking barriers

Image 4.1.4. Teleworking beliefsf VET Learners from Italy

Q12. Imagine that your next job is developed in a teleworking model. How likely
do you think this could happen?

- 0,50 1,00 150 2,00 250 3,00 3,50

The working environment will be under my responsibility aw 331
maintenance. ) '
No one will make health surveillance or risk assessment in my V\“ 256
environment. ) '
| would not have adequate equipment to telework if the Compam 2,36
does not provide it to me. )
| could feel less affinity with the company than in physical Workinw 2,31
| cannot reach supervisors so quickly and have more delay*m 1,87
decision takings. )
| will need specific training and advice to do effective telework w 3,18
my new job. )
I will not have a clear definition of my responsibilities, or a WW 2,49
defined instruction about my tasks. )
It will hinder my professional development and promotio“ 236
opportunities ) '

® Mean ® Standard Deviation

From the analysis of these answers, the average of the answers wouldtadiaather
confident attitude towards the evolution of digital work dynamics. On average, it is
considered unlikely that there will be no relationship with supervisors or that the
relationship with the company will disappear. On the other hand, it isenikely that
specific training is required to carry out one's tasks in smart working and that one must be
responsible for it.

Image 4.1.5. Teleworking barriersf VET Learners from Italy

Q13. Level of agreement with the following statements supposing that you were
teleworking:

- 050 100 1,50 200 250 3,00 3,50

I could be easily overworked: "labour on call s 3,00
misuse. | 1,12

| should be available 24 hours per da)lro5 2,56

It would be stressful for me if my companyssssssssssss—— 2,00
constantly monitored my work. I 0,76

| could have a tendency to overwork (workaholismjg TP — 3,18

I would feel more isolated while teleworking. | 2,26
would miss fellow workers and other people. I——— 1,09

I might feel a conflict between company and familysssssssssssss— 2,00

loyalty while working from home. I 1,12
I will not have technical assistance and | will have Qe esssssssssss—— 2 41
solve the problems by myself. I 1,16

= Mean = Standard Deviation
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In these question the attitude of the sample is neutral towattus possibility of becoming

work slave or to develop a work dependence addiction, by the way it must be highlighted
that the standard deviation in these case goes over the 1, so some answers are really far
from the media registered. Probably the neutralitf the attitude dealt with the
impossibility to value which will be the real work conditions. The sample is also quite sure
GKFG GKS& 62y Qi ilg&ds8dbgthe s@@tyiofking OG Ay Tl Y

2.4. Digital skills for teleworking.

Image 4.1.6. Information andlata capabilityof VET Learnersdm Italy

Q14. To what extent do you feel capable of managing information and data:
- 0,50 1,00 1,50 2,00 2,50 3,00 3,50 4,00 4,50

Finding the information | need: searching, browsin 4,10
and filtering data, information and digital content. 0,82

Evaluating the credibility and reliability of the 3,74
information and digital content (analysing tke 0,88

Saving and manipulating documents and files for 4,18
easier organisation, storage and retrieval u3ng 0,68

Using a cloud storage service in order to store a 3,87
share information (Dropbox, Onedrive, 0,92

® Mean ® Standard Deviation

According to this statistic in our sample, the participants have a good knowledge in searching
and manipulating data and files, but on the other hand they are not really sure to be really
able in evaluating the sources they use.

Image 4.1.7. Comunication capability of VET Learnefsom Italy

Q15. To what extent do you feel capable of managing communication
- 0,50 1,00 1,50 2,00 2,50 3,00 3,50 4,00 4,50

Being able to adapt my communication strategies t
a specific audience, considering cultural and F 3,62
generational diversity. ’
Sharing data, information and digital content with
others through the appropriate digital technologie 4,13
. : - 0,83
(cloud services, file transfer, social networks, bl¥gs,
Using digital tools for collaborative processes li
. . 1,82
team working and project management (Trello, 102
Monday, Microsoft Project, Microsoft Teanxs, '

Applying behavioural norms while interacting and
. LS . . . o 3,59
using digital technologies (netiquette: not to write i 107
OFLAGEHE fSGGSNRzT G2 3 &% NBaLSOG LINR O O
Protecting my online reputation being aware of th
data | produce and publish through digital tools aF 3.46

services or others do.

® Mean ® Standard Deviation

119



LII\ 9:1?9 ,1‘:0“"“[ TeleGrow Repo021
Slalls for che Middle ared enployees

The participants are good in communicate and sharing information with atheitson the
other they have noknowledgeon using project management tools.

Image 4.1.8. Digital content creation capability of VET Learrfeos Italy

Q17. To what extent do you feel capable of managing digital content creation

- 0,50 1,00 1,50 2,00 2,50 3,00 3,50 4,00

Create and edit digital content creatively in differen
. 3,41
formats (e.g. spread sheets, presentations, text
R2 OdzySy s GARS2 SRAGA - 3® sradayas xo
Modify, refine and improve different digital content 349
in order to create new and original ones (reports, 119 '
LINBaSyidGl GdAz2yax 1
Cocreating data, resources and knowledge usi 3,46
RAIAGIE (G22ta oD223f T11A 1 A& t NBTAZ X0
Understand how copyright and licenses apply t 297
data, digital information and content (copyright,r ’
ONBIF GAGS O02YYayas O2L JB Lot A0 R2ZYI Ay X

m Mean m Standard Deviation

In this case the media show a quite good diffuse capacity in creating digital media contents,
by the way the standard deviation demonstrate that the registered answers are not
homogeneousamong them. This can be explained with a distinction between older
participants belonging to the 589 range and the younger participants who are for sure
more confident in using tools for media contents creation.

Image 4.1.9. Online Safety capdity of VET Learnerom Italy

Q18. To what extent do you feel capable of managing online safety

- 050 100 150 200 250 3,00 3,50

Understanding the security risks and threats i 2,87
digital environments (phishing, spam, ransomwar 1,15

Being able to apply measures to protect my devic 2,85
and personal/professional data (strong passwrd, 0,99

Managing personal data and privacy according 2,44
the European Data Protection Law and Right tX 0,85

Being able to avoid healttisks and threats to F 2,82
physical and psychological wbking while using 1,05
Being aware of the environmental impacts of digit 2,46
technologies when using for example teleworkin 1,10
B Mean ® Standard Deviation

In thiscase the average shows a lower familiarity of the sample in field of cyber security, in
fact they are not capable of understanding which risks they run on internet. The lower
average regards the managing of pmmal data and privacy according the GDPR law.
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Image 4.1.10. Problem solving capability of VET Learriens Italy

Q19. To what extent do you feel capable of solving problems using digital tools
- 0,50 1,00 150 200 250 3,00 3,50

Identifying technical problems when operatin 3.08
devices and using digital tools. 0,96

Being able to solve basic technical problems (b, 3,26
vyeaSt¥r FTAYRAYy3a KStLJ Amgt,gﬁi F2NHzyas dziz2NJI
Identifying, evaluating and selecting digital tools tF 287
solve my needs (e.qg. zip tools, format converXion 0,95

Customising digital environments to 215
professional/personal needs (languaye; 0,87
Creatively using digital technologies to innovate o 2,97
processes and products, and solve problems. 0,93
Proposing ways for self-development and keepi 3,15
up-to-date with digital transformation. 0,99

m Mean m Standard Deviation

The graphics show that our sample is able to recognize and solve some basic problems in
order to continue their work, probably with the aliim of tutorial and online guide, but
arenot able to apply more complex procedures.

Image 4.1.11L evel of importance of digital skills &fET Learnerom Italy

Q20. Level of importance of digital skills for teleworking DigComp 2.1.
- 0,50 1,00 1,50 2,00 2,50 3,00 3,50 4,00 4,50 5,00

INFORMATION AND DATA digital skills F 4,41
COMMUNICATION digital skills arP 4,41
COLLABORATION digital skills F 4,28
DIGITAL CONTENT CREATION skillw 3,82
ONLINE SAFETY digital skills SRR 0 80— 3,59
PROBLEM SOLVING digital skills iSRS 0 05— 3,64

m Mean m Standard Deviation

The graphics show that according to our sample all the proposed skills are importaiat with

LI NOHAOdzE  NJ FGOSyGAz2y (2 GLYF2NXYIFGAZ2Y FYyR 5141
focusing can be justified by the diffuse habit to work with documents, files and in
cooperation with others through communication tools.
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2.5. Soft skills for teleworlng.

Image 4.1.12. Level of importance of soft skills of VET Learfners Italy

Q21. Indicate the level of importance of these SOFT skills
for teleworking

- 0,501,00 1,50 2,00 2,50 3,00 3,50 4,00 4,50 5,00

- SAy3a rotS G2 FRIFLG YR XIRSEETETSOTTSSERYE 874 yR (K
9FFSOGAGSte a2t oiy3 IENECHEEE 2T I =rISNETYE 426/ R X
Being able to build a home and a way of life to my likirj G O 86— 4,13
Effectively managing and controlling emotions and stre SSTMMNNE T 10— 3,56
Making plans for the future and work to make it happew 3,90
- SAY3 FotS 2 | OKASQOS MEEN~F7 RS IR 436 S
.SAy3a O2yFARSYy( GKFG L WBGSt & 2y Y
Thinking up creatively and effectively to solve a proble TN 0 O 7 —— 3,90
Solving new and difficult problems. [ 080 e — 4,13
Learnability (the ability to be a life long learner O 00— 3,97

m Mean m Standard Deviation

All the proposed soft skills are considered important and the sample opinions are highly
homogeneous. Particularly important are considered the capacity of solving probiems,
create a balance between work and personal life and the ability of setting goals.

2.6. Digital skills training.

Image 4.1.13. Interest on training digital skills of VET Learrfeosn Italy

Q22. WOULD YOU LIKE TO TRAIN YOUR DIGITAL SKILLS FOR

TELEWORKING IN THE FUTURE?
Somewhat

Unlikely
8%

Totally likely
15%

Undecided
33%
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A good percentage of participants want to increase digital skilid, the another one is
undecided. This answer can be justified by the method to be used for this implementation.

Some initial questions were asked to respondents as to get a better image of the profile of
teachers and providers who participated to the research.

50% of the interviewers are ltalian male and the other 50% are Italian women.

About 1/3 of the interviewes belongs to 3@19 years old and another 1/3 belongs to-59

years old. The rest belongs to under 30 and over 60. This data shall be taken care of during
the analyse of results, as the young age of respondents might bias the results regarding the
use ofnew technologies. However, it can be contrasted by the next answers about the level
of education and the years of working experience.

All respondents were educated, with an important part having a PhD degree (70%) or a
al aG6SNRa RSINBS o0o0H:0®

About the 50%0f them belong to a university.
About the 50% has got more than 4years experience as teacher and about 50% less.
Most of them taught in different kind of schools or Institutes.

Regarding the acquisition of digital skills, most of participants have ledmélddemselves
about the use of digital tools. Surprisingly, most of the participants have experience in
teleworking since long time so underlying that they were already familiar to teleworking
opportunity.

Summarising:
1) Nationality:41 Italians
2) Sex21 Men, 20Women, Their profile was rather equilibrated in terms of gender.

3) Age’5 < 30years old]16 30-49 years;1450-59 yearsp 60-69 years

P
(V)
L
2
&
w»

4) Educational leveR High School8 Batchelor;17 Ph Degreei4a | & i SN &
5) Organization10 Training Centerl3VET School;8 University
6) Teaching experienc&0< 1y;12 between 23y; 7 between 410y;12+11Y;

7) Level of education taught4 Secondary Scho®2 Vocational Schoo27 High School33
University. The majority of respondentsaches to more than one level / profile of students.

To conclude, the dominant profile obtained to the survey among teachers and provider VET
would be a women/men aged about 50 years old, with a university degree and currently
having a teaching experience since more than 11 years and having a teachingreceeri
different contexts with high digital technologies skills competence mostly acquired by
his/her own and who is totally likely and agree to train to promote his/her students' digital
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alAafttad 1y2y3a 20KSNEX o[ SI Niftlsklla fardd ihasdeeh & NI y |
considered the most important soft skill for teleworking.
3.2. Digital skills for teleworking.

The next set of questions was focused on specific competences, with the objective of
detecting eventual gaps of training to better prepgpeople for teleworking. Participants
were asked to autevaluate their capacity in different areas of competences, in particular
soft skills.

Image 4.1.14. Experience in teleworking for VET Providers from Italy

) . o
Q8. Do you have experience in teleworklngBe,wveen 2103

years 14%

Between 4 to 10
years 23%

Less than 1 year
More than 11 6%
years 7%

Q8 Most of them has got aX0 years' experience in teleworking.

Il O0O2NRAY3I G2 GKS v INILKI Fff 2F GKS AydSND
ASIFNOKAYy3IsE oNRgaAy3d FyR FA{GSNARAYy3I RIFEGFET AYyF2N
credibility and reliability of thénformation of digital content (analysing the sources of data,

O2YLI NAYy3a AYyF2NNIGA2YS X0é 2F LbChwa! ¢Lhb !¢
equally very important almost reaching the same mean and deviation.

Image 4.1.15. Information and data importase for VET Providers from lItaly

Q9. Level of importance of INFORMATION AND DATA digital skills for teleworking
- 0,501,00 1,50 2,00 2,50 3,00 3,50 4,00 4,50 5,00

Finding the information | need: searching, browsing al 4,56
filtering data, information and digital content. 0,63

Evaluating the credibility and reliability of the information
and digital content (analysing the sources of data, compari
AYF2NXYEFGAZYS X0

Saving and manipulating documents and files for an easi
= . ) . 4,10
organisation, storage and retrieval using different hardwal 0.92
6/5% !'{.3% KFNR RAA '
Using a cloud storage service in order to store and sh 4,29
AYTF2NXYIEGAZ2Y O65NBLIB2ES h @687 D223f SRNADSS A/ f 2dzR

m Mean m Standard Deviation

4,54
0,60

124



‘U‘ 'Il‘e}]eku[ TeleGrow Repo2021

Slalls for dhe Middle aped employees,

[221AYy3 G vmnX ALISHF1AYy3a lo2dzi RAIAGEE &1Af 2
conference software to interact (Skype, Zoom meeting, Microsoft Teams, Google Meet,
D2¢22S8S0AYIFNE 2S8S69E X0¥iSNSadRyYaTR RISNBR. $ &y I deOXf
communication strategies to a specific audience, considering the cultural generational
RADSNBRAGEE: @

Image 4.1.16. Communication importance for VET Providers from Italy

Q10. Level of importance of COMMUNICATION digital skills for
teleworking

- 0,50 1,00 1,50 2,00 2,50 3,00 3,50 4,00 4,50

Selecting the appropriate digital communication 4.05

tool for a given context (meeting platform, onIine* 0.84
conference, v Af ¥ OKIl (X '

Using meeting platforms and online conferences 427

software to interact (Skype, Zoom meetings,
Microsoft Teams, Google Meet, GoToWebiXar, B .74

Managing social media (social networks, blogs, e
Ydzt GAYSRAL LI I ﬁTENJ{éﬂ 10@ dz¢ dz6 SX 0 F2 NI S¢t 7
empowerment and dissemination. ’

Being able to adapt my communication strategies atz
to a specific audience, considering cultural and !
generational diversity. B 075

Mean m Standard Deviation

In Q11, about the importance of Collaboti A 2y RAIAGIE a{1Aftfta F2N (St
information and digital content with others through appropriate digital technologies (cloud
ASNDAOSas FAES GNIYyaFSNE a20Alt ySig2N]l = of23
beingaware oft8 RIF G L LINPRdzOS |yR LJzf AaK GKNRBdAZAK F
show the higher appreciation level with less deviation.

Image 4.1.17. Collaboration importance for VET Providers from Italy

Q11. Indicate the level of importance of COLLABORATION digital skills
for teleworking

- 0,501,001,50 2,00 2,50 3,00 3,50 4,00 4,50

Sharing data, information and digital content with
others through the appropriate digital technologies 4,17
(cloud services, file transfer, social networks, blogSiiay 0,80
& 2 dzli dzo SX 0
Using digital tools for collaborative processes like
team working and project management (Trello, 4,05
Monday, Microsoft Project, Microsoft Teams, [ 0,80
tfFyySNE X0

Applying behavioural norms while interacting and
. - . . ) o 3,78
using digital technologies (netiquette: not to write ”m 0
OLLAGHE tSGGSNET G2 3 8% NBaLISOG LINK O O2
Protecting my online reputation being aware of the 422

data | produce and publish through digital tools a
services or others do. _ 0,72

Mean m Standard Deviation
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As concerns Q12 about the DIGITAL CONTENERTION skills for teleworking, the most

YSFYAYy3ITFdzAd FFyasgSNI A& o/ NBFHGS yrR SRAG Oz
aKSSGa 2F OFtOdzZA FiA2yX LINBaSyidldirzyaz GS

Image 4.1.18. Digital Content €ation importance for VET Providers from Italy

Q12. Level of importance of DIGITAL CONTENT CREATION skills for
teleworking:

- 0,50 1,00 1,50 2,00 2,50 3,00 3,50 4,00 4,50

Create and edit digital content creatively in differen
formats (e.g. spread sheets, presentations, text
R20dzySyidsz @ARS2 SRAGA

0731707
ARBPBBEsrRAGAYIS X0

— 4
0,741619849

Cocreating data, resources and knowledge usi 97560975¢
RAIAGIE (22f&a oD223t ORX47948 1 A A Z t NBT AZ X0

Understand how copyright and licenses apply to dat ]
. . . . 95121951z
digital information and content (copyright, creative P
commons, copyleft and public domain license) 0,947396947

m Mean m Standard Deviation

Modify, refine and improve different digital content in
order to create new and original ones (reports,
LINBaSyidaridAazyas X

[221AYy3 G vmo a.SAy3a Fo6fS G2 FLILXe YSI
RFEGF X¢ KFa NBFOKSR GKS o6Said YSIHy FyR (K

considered answer by the rjmity of the interviewers.

Image 4.1.19. Online Safety importance for VET Providers from Italy

Q13. Level of importance of ONLINE SAFETY digital skills for teleworking
- 0,50 1,00 1,50 2,00 2,50 3,00 3,50 4,00 4,50

Understanding the security risks and threats in digital

environments (phishing, s;))(agn, ransomware, identity the 0,758689499 51219t
Being able to apply measures to protect my devices a 6341467
personal/professional data (strong password, antiviru 0.691410718 b
software, programming backups, secure intetdet i
Managing personal data and privacy according to the 4878048¢
European Data Protection Law and Right to be Forgott 0 >
(GDPRDSYSNI f 5FdF t NEGSO WEREH32i a2y xo
Being able to avoid healttisks and threats to physical an 73170732
psychological welbeing while using digital technologies 0.818237249 1
0SNH2y2YA04az aiNBa ’
Being aware of the environmental impacts of digit 02682926¢
technologies when using for example teleworkin 0,78709097
® Mean m Standard Deviation
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In Q14 the most important level of skills concerning problem solving is to be able to solve
basic technical problems drisown. So, we have the best answetiwihe less deviation in
GLRSYGATE OSWOEnZAISING GANEO RSYWA 0Sa | yR (KS dzaS

T

Image 4.1.20. Problem Solving importance for VET Providers from Italy

Q14. Level of importance of PROBLEM SOLVING digital skills for teleworking
- 0,50 1,00 1,50 2,00 2,50 3,00 3,50 4,00 4,50

Identifying technical problems when operating devices al 4,02

using digital tools.

|

0,79

Being able to solve basic technical problems (by mys 4,10

FAYRAY3I KStLI Ay AyidSN 20y a X Gdzi2NRFf axo

|

Identifying, evaluating and selecting digital tools to sol 4,05
my needs (e.g. zip tools, format conversion tools, time 0,84

Customising digital environments to professional/person
ySSRa ofly3adza 3Ss I 00Saai

|

3,85
082 OKI y3IAy3a O2y TAIdzNI i

Creatively using digital technologies to innovate o 3,98
processes and products, and solve problems. 0,69
Proposing ways for selfevelopment and keeping uio- 4,10
date with digital transformation. 0,77

m Mean m Standard Deviation

Q15 About the importance of the soft skills in teleworking, the interviewseteve
G SENYyIFoAfAGE O0GKS FoAfAGe (G2 oS | tAFS f2y3
G2 I OKAS@S Yz2ald 2F GKS 3321 ta L asSitd F2N yeasStrT

Image 4.1.21. Soft skills importance for VET Providers from Italy

Q15. Level of importance of these SOFT skills for teleworking
- 0,501,001,502,002,503,003,504,004,505,00

S SAY3 rots G2 FRELIE FYR b Rl 1151 Y1
new situations. , ’
Effectively solving problems of a personal and interpersow 4.27
nature. ) '
Being able to build a home and a way of life to my IikirF 4,27
Effectively managing and controlling emotions and streSSul 0 71 & — 4,51
Making plans for the future and work to make it happelF 4,27
Being able to achieve most of the goals that | set for mysw 4,00
Being confident that | can perform effectively on manW 3903
different tasks. ) '
Thinking up creatively and effectively to solve a probleF 4,27
Solving new and difficult problems.F 4,17
Learnability (the ability to be a life long IeamerP 4,73

® Mean m® Standard Deviation
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3.3. Digitalskills for education.

vMT ! 62dzi GKS pm: 2F GKS | dzZRAG2NE 0SSt AS@GS
competences as teacher

Image 4.1.22. Digital competence as teacher (DigCompEdu) for VET Providers from Italy

Q.17 Digital competence as a teacher based on DigCompEdu

A2: Expl8rerintegrator
1% 450%'3'5'06”

6%

C1: Leader
15%

Totale Risultat!
50%

C2: Pioneer
24%

Q18 And the 32% declares to haaequired competences by Sédfarning & norFormal
education.

Image 4.1.23. Digital skills acquisition for VET Providers from Italy

Q18. How did you acquire your digital skills

| haven't Other Selflearning
really trained 14% (internet
my digital tutorials,

skills

MOOCS ...)
290 chool

subjects...)
22%
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vMd 9YIjdZANRY3I lo2dzi aiG2 6KIFG SEGSYyld R2 &2dz dz
students' digitala { Af £ &8¢ (GKS 2LJWA2Yy 6A0GK fSaa RSOAFGAZ2
assignments which require students to use digital means to communicate e collaborate with
SIFOK 2GKSNJ 2NJ 6AGK |y SEGSNYIf | dzZRASYy OS¢

Image 4.1.24. Strategies to develop digital skills /éET Providers from Italy

Q19. Strategies to develop students' digital skills. DigCompEdu.
- 0,501,001,502,002,503,003,504,004,505,00

| teach students how to assess the reliability
information and to identify misinformation and 1.03 3,93

bias
| set up assignments which require students to u
. ; 4,32
digital means to communicate and collaborate 0.69
with each other or with an outside audience ’
| set up assignments which require students — 4,34
create digital content 0,76
F 3,54
1,25

| teach students how to behave safely a
responsibly online

| encourage students to use digital technologi_ 4,20
creatively to solve concrete problems 0,90
® Mean m Standard Deviation

Q20 About the most important barriers you have encountered in adult digital skills training,
t221Ay3 G GKS RSOAIFGA2YyT (GKS Gg2 Yz2ald YSIyYyAyY
GGKS 01 2thineisipedrd? fhidily, éch) N2 Y

Image 4.1.25. Barriers in adult digital skills training for VET Providers from ltaly

Q20. Barriers in adult digital skills training.
- 1,00 2,00 3,00 4,00 5,00

Lack of confidence w 3,54
Lack of motivation m 3,20
Time constraints [— 121 2,80
Lack of equipment . 106 3,32
Negative attitudes towards the use of technologm 3,54
Perception of irrelevance (lack of tangible benefitm 3,37
Financial constraintsw 2,83
Lack of basic digital literacy to learn eﬁectivew 3,88
Lack of support (from trainers, peers, family etcw 3,78
Lack of suitable teaching courses (e.g. relexw 3,68

m Mean m Standard Deviation

Q21
Concernindnow could we provide a more efficient digital training to learners over 50 looking

at the graph all the possiblgptions have been highly appreciated and voted. In fact we can
register a slight deviation as well as mean. In particular, the two best percentage can be
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F2dzyR Ay GKS&aS FtyagSNR dal {Ay3a fSFENYyAya NBfS
Ga2yAG28ANHESHKS tINPINBad YR LINRPOARS STFFSOGACL

Image 4.1.5. Strategies toprovide efficient digital trainingfor VET Providers from Italy

Q20. Providing more efficient digital training to learners over 50
- 0,501,001,502,002,50 3,00 3,504,004,50

Making the learning relevant for their job and employabiliP 4,10
Providing a flexible scheclul e T — 4,10
Promoting active participation and social interaction ( e. 4.20
small group discussions, role playing, experiments, - U,ZU '
Integrating their life experiences and knowledge in IP 4.20
learning activities ) ’
Providing assistance and guidance in resolving problems P 415
difficulties ’ ’
Using a variety of teaching and learning methods, includiF 417
handson learning (e.g. case studies, simulation, gaXes, ) '
Providing setassessment tools F 4,17
Providing a supportive learning environment with muItipch 4.15
resources and opportunities to ask questions and code , [
Monitoring learners' progress and providing eﬁectivP 410
feedback ) '

m Mean m Standard Deviation

3.4. Digital skills training for education.

Q22 Training courses has been the most used ansaecerning any teaching technique
that provides effective digital training for students over the age of 50.

Q23 Almost the 100% of the interviewers are wedh likely or totally likely to foster their
a0dzRSyGaQ RAIAGEE aiAftta Ay (GKS ¥FdzidNB

Image 4.1.Z. Training for VET Providers from Italy
Q23. Would you like to receive training on how to foster
your students' digital skills in the future?

Totally likely
21%

Undecided
6%
Totale
Risultato
50%
Well-nigh
likely
23%
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The survey conducted by EURIBT among lItalians reached a large sample covering the
expectation in terms of profile.

The questionnaires have been designed and developed in order to identify the real needs of
these two groups and the demanded skills, especially digital ones, that the current
conditions impose them to be trained into.

Even if teleworking is a recent exparce due to Covid pandemic, for most of the
interviewers, in particular for providers target group (TG1 of Provider VET), it was-a well
known possibility of working which might be associated in many cases to the new way of
working under shut down of theotntry during the COVID pandemic. Teachers and
providers have got high digital skills competences and consider themselves as pioneer.
Learners and Employees are less positive judging their skills with a particular concentration
on the ones that concern witeveryday work such as manipulating files and sharing them

GAGK 20KSNE>X AyadSIR GKSeé FINByQd a2z 322R Ay N

Both the sample consider really important to have a good knowledge in communication,
management andallaboration in order to welexploit teleworking.

Speaking about the level in digital and soft skills needed to telework, in general, all skills are
considered as important as well as managing communication and collaboration.

G SINYIoAfAl®SOGKE ARSARYES {32 NYSNDE KIFa 0688

important soft skills for VET providers, while the most important for learners and employees

Ada UKS dGoSAy3a ofS (02 OKA-8PET¥@al¢ckE WRSGIR)D

level of skik concerning problem solving is to be able to solve basic technical problems on

KAd 26y® {2 AGLRSY(GAFe (GSOKYyAOIf LINRPoOofSYa o6KSy

is the meaningful skills to have. For Learners and Employees also problem solving is
considered one of the most important skills to have, but regarding the interpersonal and
personal sphere.

dal1Ay3 fSENYAYy3I NBESOryld G2 GKSANI 62N} | yR

LINEINBaa& | yR LINPOARS STTS eners bbsidarigghenocbu@] ¢ | NB
we provide a more efficient digital training to learners over 50.

{SOSNIf adNIGS3IASAa 6SNBE LINRLRASR (G2 RS@St 2LJ
as relevant to be implemented by trainers.

Most participants from bth groups say that they mostly learnt through own channels and
seltlearning (internet, tutorials, handbooks, etc.), but also though non formal and formal

education. Also, in both groups, about 60% of respondents stated that they would like to
receive moe training in the field and more support by teachers or parents.

These results are perfectly in line with many the state of the art of the Telegrow project to
enhance the skills and the training methods of VET trainers and offer support for the digital
integration of older employees in the teleworking environment and for this we are very

O2y FARSY G GKIFG GKS LINR2SO0Qa 3I2rfa oAff 0S
teletraining and teleworking environment, inclusive and accessible to all, whidh wil
maximize the efficiency of the users while safeguarding public health.



4 Tele

Enbancing the Telework!
Slills for che Middle aped

TeleGrow Repo2021

Anais Fernandez;®eniorsanais.fernandez95@gmail.com
Juliette Jablonski-&eniors,
juliette.jablonski.eseniors@gmail.com
Tamar Chapidz®eschard, £eniors,
tamarchapidze.eseniors@grihaom

In France, £eniors distributed two surveys dedicated to VET learners and employees as
well as VET providers-Feniors used its own channels and local networks by proposing the
questionnaires through a newsletter and direct emails sent to contacts aaldlsblders

used to work and collaborate with-&eniors. The association succeeded in collecting 30
answers from learners and employees and 34 answers from VET providers and trainers.

1. General profile

The respondents of this survey are VET learners living in France for 96,7% while 3,3% are
living in Italy. The gender repartition is quite balanced since 56,67% are women and 43,33%
are men. Regarding the age range, the majority are ageddsn 60 and 69 years old
(36.67%). Then the second largest group over 70 years old represents 30% of the answers.
The age range between 50 and 59 years old represents the third group with 26,67% of the
respondents. The last group less represented in thisrey is between 3@9 years old
(6,67%).

2. Education and occupation

The respondents also filled in their level of education. Among the answers received, 26,67%
have a Master degree, 23,33% followed vocational training and 20% have a Bachelor degree.
Alsqg 13,3% followed a secondary education and 13,3% achieved a high school level. Only
3,3% have a PhD degree.

Among the occupations proposed to the respondents, the majority is retired (46,67%). The
people still active and working represents 36,67%. Thentekrs reflect 10% of the
respondents. Finally, the people in housework or unemployed represent both 3,33%.

3. Acquisition of digital skills

1§ GKS jdzSadAz2ys 6126 RAR 22dz | Olj dZANB &2 dzNJ RA
GKIF G (KSeé amyspedfe iiainifiggcbutse (82,5%), and 61,22% say that to be self
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taught and 61,22% say they had a Alormal education. Also, 53,57% declared that they
have a formal education on digital skills through a VET school or a high school.

Regarding their wrk experience, we can see that 80% of the learners have more than 11
years of experience. Then 13,33% have between 4 and 10 years of experience.

2.2. Teleworking adoption.

1. Experience in teleworking
To the question related to experience in teleworking, 50% of the respondents in France
YSyiAaz2y GKIFIG GKSe& R2y Qi KIFI@S lyed ¢KSY>S HoOoX®
experience (figure 1). Among those having the opportunity to telework, 40% saththat

did it from home and 16,6% were in another place likevavking space etc. (figure 2) These
statements can be seen in the pie charts below.

Image 4.21. Experience in telewting for VET Learners from France

%
Q8. DO YOU HAVE EXPERIENCE IN
TELEWORKING?
Between 2to 3
years; 23,33%
No, | don't;
50,00% Between 4 to
10 years;
10,00%
Less than 1
year; 13,33%
More than 11
years; 3,33%

Image 42.2. From where have VH®arners from Italy teleworked?

Q9. FROM WHERE HAVE YOU TELEWORKED?

Other; 16,67%

Home; 40,00%

| haven't
teleworked; 43,33%

133



V4 Tele

Enbancing 1
Slalls for d

TeleGrow Repo2021

the Lelew:
he Micdle a

2. General opinion about teleworking

Through the statements presented in the graph below (figure 3), the respondents are asked

G2 3IAPGS GKSANI ISYSNIft 2LAYyA2Yy |o2dzi GStSg?2
0§SOKy2t23ASa NS Slae G2 tSFNYy¢ész GKBeml yasgSNA
declare that they agree and the same number declare the opposite. Also, according to

36,7% of the participants, teleworking is not so easy to adopt and 46,7% even mention that

it requires a lot of mental effort.

The participants mostly agree on thact that teleworking improves the quality of their
tasks (36,7%). The same number are neutral regarding this statement. At the statement
G¢SEtSE2NIAYy3I AYONBlFaSa Y& LINPRdAdzOGAQ@GAGEE X
o030z | ANBS tagree. Also,Joothie quegtighQelated to the compatibility
between teleworking and their own tasks, the respondents are quite neutral (36,7%) or are

[N
A
(0p])

in agreement at 26,7%.

Moreover, the respondents to this survey mostly agree on the fact that telewoikiag
positive and a good idea. The whole panel totally agreed to say that teleworking will be

required in the future. More than

half of the respondents agree on the fact they will choose

teleworking in the future and that they will recommend others tcetgbrk.

Q10. & Q11. Level of agreement with the following statements about teleworking.

0,50

Teleworking technologies are easy to learn

Telework would be easy to adopt

Telework does not require a lot of mental effort

Telework improves the quality of my tasks

Telework increases my productivity

Telework is compatible with my tasks

Telework is a good idea

Telework is a pleasant idea

Telework is a positive idea

Telework will be required in the future

| will choose to telework in the future

I will strongly recommend others to telework

1,00 1,50 2,00 2,50 3,00 3,50 4,00 4,50 5,00

2,87
1,14

2,97
1,16

2,57
0,97

3,07
0,87

3,03
0,85

3,27
1,05

3,93
0,87

3,83
0,99

3,90
0,84

4,43

3,60
1,13

3,40
0,86

Mean Standard Deviation

In the questions below, the respondents were asked to answer the potential barriers
encountered for teleworking. Among the answers received, more than half of participants
disagree on the fact that the working environment will be under their responsilaifity

maintenance. Around 40% agree with this statement. On the contrary, the majority of the
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answers are quite balanced: some of them say that they will receive the appropriate
equipment while others mention that they will not have access to this equipment if the

O2YLI ye& R2SayQi LINRBGARS Aldo

G GKS adl 6SYSy( &d s AQXKIzZGIK ST O2RMY LIk /Ra (IKH A MAG L]
participants mostly agree or even totally agree. Then, the participants give their opinion on

the fact that they will not be able to reach their supervisors very quickly and will encounter

some delays in dgsion takings. More than half disagree with this statement and consider

GKFG GSESe2NJAYyT 62yQli I FFSOG GKSANI NBflFGAZ2Y
KL 0StSE2NIAYy3IT 62yQi KAYRSNI GKSANJ LINBTFS
opportunities, aml they say that they will receive clear responsibilities and instructions

about their tasks.

However, the large majority think that they will need specific training and advice in order
to telework in an efficient way.

Q12. Imagine that your next job is developed in a teleworking model. How likely do you
think this could happen?

0,50 1,00 1,50 2,00 2,50 3,00 3,50 4,00

The working environment will be under my responsibility and maintenance. 125 2,97

No one will make health surveillance or risk assessment in my work environment. 121 317

| would not have adequate equipment to telework if the company does not provide 3,10
itto me. 137

| could feel less affinity with the company than in physical working. 133 3,50
)

I cannot reach supervisors so quickly and have more delays in decision takings. 116 3,03

I will need specific training and advice to do effective telework in my new job. 3,27

1,28

I will not have a clear definition of my responsibilities, or a well-defined instruction 280
about my tasks. 1,06

It will hinder my professional development and promotion opportunities 119 2,77

Mean Standard Deviation

Then, the questionnaire proposes specific statements dedicated to the consequences of
0StSeg2NyAYy3I 2y S| NBeiSgNHorelthArRhalSoY redpchde@Sik Feanae S f f
declare that they could have a tendency to overwarld to be overworked. They also esteem

that they would feel more isolated while teleworking. Also, the majority say that they might feel

a conflict between company and family loyalty while they are working from home. However,
they mostly disagree with thetatement mentioning that they should be available 24 hours per

day. Finally, regarding the statement about the impossibility to have technical assistance and
solve problems on your own while people are working from home, the answers are quite
balanced: oe half agree and the second half disagree and consider that they should receive
technical support in case of any problems.
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Image 4.2.5. Teleworking barriers of VET Learners from France

Q13. Level of agreement with the following statements supposing that you were teleworking:

0,50 1,00 1,50 2,00 2,50 3,00 3,50 4,00 4,50

| could be sasily overworked: "labour on call* misuse. 107_ 363

I
| should be available 24 hours per day. _ 110

3,13
It would be stressful for me if my company constantly monitored my work. _114_

I 50
| could have a tendency to overwork (workaholism). _ 116

| would feel more isolated while teleworking. | would miss fellow workers and other _ 3,87
peope. o

I 34

| might feel a conflict between company and family loyalty while working from home. _ 138

R ;7
I will not have technical assistance and | will have to solve the problems by myself. _ 110

= Mean = Standard Deviation

2.4. Digital skills for teleworking.

This section is dedicated to the analysis of the answers received about the digital
competences of respondents in a view of teleworking.

1. Digital information and data management

The first statement concerned the digital management of data and informatiorhis

statement, a large majority of participants said that they are able to easily find information

they need and they can evaluate the credibility and reliability of it. Also, more than half of

the respondents mentioned being capable of saving, stoaind handling documents on

OKSANI RAIAGEE YFOGSNRAIfaAad ¢KS& FNB FAYLFEf& | dzA

Image 4.2.6. Information and data capability of VET Learngosn France

Q14. To what extent do you feel capable of managing information and data:

0,50 1,00 1,50 2,00 2,50 3,00 3,50 4,00
Finding the information | need: searching, browsing and filtering data, information and 3,57
digital content. 0,73
Evaluating the credibility and reliability of the information and digital content (analysing 3,30
the sources of data, comparing information, ...) 0,84
Saving and manipulating documents and files for an easier organisation, storage and 3,27
retrieval using different hardware (CD, USB, hard disk, ...) 0,78
Using a cloud storage service in order to store and share information (Dropbox, 2,87
Onedrive, Googledrive, iCloud...) 0,90

® Mean ® Standard Deviation

2. Digital communication management

To the statements dedicated to the competences in managing communication issues, the
respondents admit that they are not totally able to adapt their communication strategies

136
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to specific audiences and to handle social networks very well. However, theyasdy e
choose a digital communication tool or software for accessing a meeting or a conference.

Image 4.2.7. Communication capability of VET Learrfessn France

Q15. To what extent do you feel capable of managing communication

0,50 1,00 1,50 2,00 2,50 3,00
Being able to adapt my communication strategies to a specific audience, considering 2,30
cultural and generational diversity. 0,88
Sharing data, information and digital content with others through the appropriate 2,53
digital technologies (cloud services, file transfer, social networks, blogs, youtube...) 1,04

Using digital tools for collaborative processes like team working and project 2,50

management (Trello, Monday, Microsoft Project, Microsoft Teams, Planner, ...) 1,17
Applying behavioural norms while interacting and using digital technologies 2,40
(netiquette: not to write in capital letters, to greet, to respect privacy ...) 1,16
Protecting my online reputation being aware of the data | produce and publish through 2,30
digital tools and services or others do. 1,09

™ Mean M Standard Deviation

3. Digital collaboration management

Regarding the management of collaboration tools, theveers are more balanced: one half

R2y Qi KI @S ALISOAFTAO LINRofSYa Ay KFIYyRtAy3I GK2A
enough digital capacities. Also, the majority of the learners and employees participating in this

survey mentioned that they are natery comfortable in applying normal behavioural norms

while interacting and using digital technologies, but also in protecting their online reputation,

or even being aware of the data they produce or publish.

é
N

Image 4.2.8 Cdlaboration capability of VET Learnefsom France

Q16. To what extent do you feel capable of managing collaboration

0,50 1,00 150 2,00 2,50 3,00
Sharing data, information and digital content with others through the appropriate 2,53
digital technologies (cloud services, file transfer, social networks, blogs, youtube...) 1,04
Using digital tools for collaborative processes like team working and project 2,50
management (Trello, Monday, Microsoft Project, Microsoft Teams, Planner, ...) 117
2,40

Applying behavioural norms while interacting and using digital technologies (netiquette:
not to write in capital letters, to greet, to respect privacy ...

Protecting my online reputation being aware of the data | produce and publish through
digital tools and services or others do. 109
!

=
=
@

L

w
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W Mean m Standard Deviation
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4. Digital content creation management

About their ability to create digital content, we can see that more than half of respondents
do not really feel able to use different formats or tools, and they are not ablereate

data, resources and knowledge using digital tools, or to understand copyrights and licenses
issues related to the digital content.

Image 4.2.9 Digital content creation capability of VET Learndrem France

Q17. To what extent do you feel capable of managing digital content creation

0,50 1,00 1,50 2,00 2,50 3,00

Create and edit digital content creatively in different formats (e.g. spread sheets, 2,50
presentations, text document, video editing, image editing, ...)

0,94
Modify, refine and improve different digital content in order to create new and original 2,60
ones (reports, presentations, ...) 1,04

Co-creating data, resources and knowledge using digital tools (Google Docs, Wikis, 2,23
Prezi, ...) 1,14
Understand how copyright and licenses apply to data, digital information and content 2,00
(copyright, creative commons, copyleft and public domain license) 111

m Mean m Standard Deviation

5. Online safety management

In the part of managing online security, the answers are not very well defined. Even if a part

of the respondents say that they are able to understand risks and threats in digital
environments, they have more problems in applying security measures to qbrtteir

devices and their data. On the other hand, the majority is not able to manage their data
accordingtothe GDPRA DSY SNI f 51 dGF t NPGSOGA2Y wS3dzA | GA2Y
and weltbeing while they are using digital materials. Finally ytaemit that they are not

able to detect the environmental impacts of digital technologies.

Image 4.210. Online Safety capability of VET Learn&®m France

Q18. To what extent do you feel capable of managing online safety

0,50 1,00 1,50 2,00 2,50 3,00

Understanding the security risks and threats in digital environments (phishing, spam, 2,80
ransomware, identity theft, ...) 1,03
Being able to apply measures to protect my devices and personal/professional data 257
(strong password, antivirus software, programming backups, secure internet F "
connections, spam control systems, ...) 104

Managing personal data and privacy according to the European Data Protection Law 2,23
and Right to be Forgotten (GDPR — General Data Protection Regulation, ...) 0,90

Being able to avoid health-risks and threats to physical and psychelogical well -being 2,33
while using digital technologies (ergonomics, stress...). 0,99
Being aware of the environmental impacts of digital technologies when using for 2,23

example teleworking. 1,04

® Mean mStandard Deviation
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6. Problem solving

A half of respondents declare that they are capable of identifying technioblgms, while

the other half are not. Moreover, they do not feel comfortable in identifying, evaluating or
selecting digital tools to solve their needs, in using digital tools in a creative way or in
proposing ways for sellevelopment. The answer is morealanced (agreglisagree)
regarding the customization of digital environments to professional or personal needs.

Image 4.2.11 Problem solving capability of VET Learnersnfr France

Q19. To what extent do you feel capable of solving problems using digital tools

0,50 1,00 1,50 2,00 2,50 3,00
- N N N - 2,60
Being able to solve basic technical problems (by myself, finding help in internet forums, 2,20
tutorials...) 0,92

Identifying, evaluating and selecting digital tools to solve my needs (e.g. zip tools,
farmat conversion toals, time and expense tracking, ...) 0,

1

Customising digital environments to professional/personal needs (language, 2,47
accessibility, changing configuration...) 0,86

Creatively using digital technologies to innovate on processes and products, and solve 2,20
problems. 0,76

Proposing ways for self-development and keeping up-to-date with digital 2,37
transformation. 1,00

mMean ®Standard Deviation

7. Level of importance of digital skills for teleworking

The respondents gave their opinion about the level of importance of digital competences for
teleworking. They consider that having digital competences for managing data and
information for managing communication and collaboration is very important. Haligiigl
competences for creating digital content is quite important. Finally, digital skills for managing
online safety and problem solving are also very important or essential for teleworking.

Image 4.2.2. Level of importance of digital skills of VETakeersfrom France

Q20. Level of importance of digital skills for teleworking DigComp 2.1.

0,50 1,00 1,50 2,00 2,50 3,00 3,50 4,00 4,50

INFORMATION AND DATA digital skills are:
COMMUNICATION digital skills are:

COLLABORATION digital skills are:

ONLINE SAFETY digital skills are:

PROBLEM SOLVING digital skills are:

3,90
0,61
3,80
0,76
3,90
0,66
i " 3,63
DIGITAL CONTENT CREATION skills are: 0,61
4,27
0,69
4,23
0,63

W Mean M Standard Deviation
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This section is dedicated to the soft skills needed to telework. According to the respondents,
GoSAy3 ofS G2 FRIFILIW FyR FR2dzald 2ySQa FSStAy:
important forone half and very important for the other. It is the same observation regarding

the capacity to solve professional or personal problems. The ability to build a home and

away of life corresponding to their tastes is less important to one third while therst

consider it as important or very important.

The effective management of emotions and stress as well as the planification of future
projects are also important skills for the majority of respondents.

Being able to achieve the goals and to perfornfedént tasks is also considered as
important skills for teleworking. However, creative skills are quite important but not very
important for half of the respondents.

Finally, the capacity to solve problems and to learn throughout life is consideredyas ver
important and even essential for some of the respondents.

Q21. Indicate the level of importance of these SOFT skills for teleworking

0,50 1,00 1,50 2,00 2,50 3,00 3,50 4,00 4,50
Being able to adapt and adjust one’s feelings and thinking to new situations 0,62 3,60
Effectively solving problems of a personal and interpersonal nature. 0,73 347
Being able to build a home and a way of life to my liking. 0,94 3,07
Effectively managing and controlling emotions and stress. 0,63 3,57
Making plans for the future and work to make it happen. 0,63 3,57
Being able to achieve most of the goals that | set for myself. 0,83 3,67
Being confident that | can perform effectively on many different tasks. 0,78 3,73
Thinking up creatively and effectively to solve a problem. 073 3,53
Solving new and difficult problems. 0,74 3,73
Learnability (the ability to be a life long learner). 0,83 4,00

Mean Standard Deviation

' FGSNI IFTGKSNAY3I NBaLRYyRSyGaQ 2LAYyA2Yya | o2dz
participants indicated their willingness to strengthen their digital skills or not, which is
AVONRRAZOSR 2y (GKS LIAS OKYNHKOSHR B Didtalp EER My
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at all.
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Image 4.2.4. Interest on training digital skills of VET Learndrem France

No

Q22. WOULD YOU LIKE TO TRAIN YOUR DIGITAL
SKILLS FOR TELEWORKING IN THE FUTURE?

lY2y3d GKS |yasgSNB NBOSAGBSR (i ®ssdntiiSskilg alSy |j d
6StSg2N] GKIFIG KIFI@S 6SSy 2YAGGUSR Ay (GKS |02
competences to better manage his/her working time is also important for teleworking.

3. VET Providers questionnaire

oPMP wSALRYRSY(IAQ LINRPFAL SO
1. General profile

This survey respondents are VET providers and trainers out of which 97,06% live and 2,94%
in Spain. The gender representation is quite balanced since 52,94% of the respondents are
women and 47,06%men. Regarding the age range, the majpdte aged between 30 and

49 years old (32,35%). Then the second largest group is between 50 and 59 years old and
represents 29,41% of the answers. The age range under 30 years old represents the third
group with 26,47% of the respondents. The last groegs Irepresented in this survey is
between 60 and 69 years old (11,76%).

2. Education and occupation

The respondents also filled in their level of education. Among the answers received, 41,18%
have a Master degree, 38,24% followed vocational training an@5%7,have a Bachelor
degree. Also, 2,94% followed a secondary education.

The respondents mostly work in training centres or adult education schools (both 23,53%),
then in VET schools (14,71%) and finally in universities (11,76%). However, 26,47% of the
participants to this survey declare working in another type of organisation. To the question
G52 @&2dz KIS 62N)] SELSNASYyOS Ia + GSIFOKSNE
having between 4 and 10 years of experience (32,35%), between 2 and 3 yeaB4{Rr
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more than 11 years (20,59%). However, 14,71% of the panel declare not having any
experience as a teacher. They mainly taught for adult education and training organisations,
or in vocational training or complementary training and more than haib dhught in
universities or schools.

3.2. Digital skills for teleworking.
1. Experience in teleworking

Regarding the experience in teleworking, the survey showed that over a half of respondents
(52,94%) mainly teleworked for less than 1 year or between 2 and 3 years (35,29%). Thanks
to these results, we can confirm that teleworking is quite new for thedangjority of the
participants in France.

Image 4.2.15 Experience in teleworking for VET Providers from France

Q8. DO YOU HAVE EXPE,\FI%I’ErIél&I% IN TELEWORKING”
More than 11 2 94%
years2,94%

Between 2 to
3 years
35,29%

Between 4 to
10 years
5,88%

2. Digital information and data management
VET providers are questioned about the level of importance of digital skills for teleworking.
The fiist section is dedicated to the management of data and information. The respondents
consider that finding relevant information in need is very important. The other statements
I NB | f f O2yaARSNBR VYzadte a aSaa$ydialtey S
information was chosen by 50%, saving and manipulating documents and files by 44,1%,
using a cloud storage service by 38,4%.

Image 4.2.16 Information and data importance for VET Providers from France

Q9. Level of importance of INFORMATION AND DATA digital skills for
teleworking

- 0,501,00 1,50 2,00 2,50 3,00 3,50 4,00 4,50 5,00

Finding the information | need: searching, browsin 4,29
and filtering data, information and digital content. 0,72
Evaluating the credibility and reliability of the 4,38
information and digital content (analysing tke 0,74
Saving and manipulating documents and files for 4,26
easier organisation, storage and retrieval u3ng 0,75
Using a cloud storage service in order to store al 4,15
share information (Dropbox, Onedrive, 0,78

m Mean m Standard Deviation
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3. Digital communication management

The second séion concerns the digital skills dedicated to communication. 44,1% of the
respondents assessed knowing how to select an appropriate digital tool as essential, while
the other 41,2% believed using the right platform or software for online meetings was
crucial. The management of social networks and the adaptability to a specific audience is
seen as less essential but still quite important or very important.

Image 4.2.17 Communication importance for VET Providers from France

Q10. Level of importance of COMMUNICATION digital
skills for teleworking

- 0,50 1,00 1,50 2,00 2,50 3,00 3,50 4,00 4,50

Selecting the appropriate digital communication too 4,24
for a given context (meeting platform, onliXe 0,78
Using meeting platforms and online conference 4,15
software to interact (Skype, Zoom meetings, 0,82

Managing social media (social networks, blog 3,44
Ydz GAYSRALF LJ I GF2NW4 _ 098 dz¢ dzo SX0O TFT2NJ aSt ¥
Being able to adapt my communication strategies t 3,71
I aLISOATAO | dzZRASYyOS: - ORGENA Y I Odzf GdzNF £ FyR
® Mean ® Standard Deviation

4. Digital collaboration managemat

The third part is about the digital skills dedicated to collaboration tools. 44,1%) of the
respondents consider that sharing data and information with others is very important. The

use of digital tools for team working or project management is alsoingggrtant according

02 oyZwi:rd ¢KS alYS 20aSNBIFGA2Yy A& y20SR FT2N L
chosen by 47,1% of surveyed respondents. Finally, the ability to apply behavioural norms

while interacting and using digital tools is quite imjamt for 55,9%.

Image 4.2.18 Collaboration importance for VET Providers from France

Q11. Indicate the level of importance of COLLABORATION
digital skills for teleworking
- 0,50 1,00 1,50 2,00 2,50 3,00 3,50 4,00 4,50

Sharing data, information and digital content wit
others through the appropriate digitsl

P 3,85

4

Using digital tools for collaborative processes |ik— 3.85
0,89 '

team working and project management (TreXo,
Applying behavioural norms while interacting anw 3.47
using digital technologies (netiquette: not to wrke )
Protecting my online reputation being aware of thF 3,65
RFEGFE L LINRPRdzOS | yR Lldz KOMTKNRdzZK RAIAGIE (22
m Mean m Standard Deviation
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5. Digital content creation management

Regarding the creation of digital content, 55,9% of respondents believe that using and
editing different tools and formats is very important while 41,2% consider modifying and
refining digital content to create new ones as important. Understanding hovedipgright

and license apply to data or information is seen also as very important by 41,2%.-The co
creation of data and resources is quite important or very important for 35,3%.

Image 4.2.19 Digital Content Creation importance for VET Providers from Eean

Q12. Level of importance of DIGITAL CONTENT CREATION skills for teleworking:
- 0,50 1,00 1,50 2,00 2,50 3,00 3,50 4,00 4,50

Create and edit digital content creatively in differen
. 3,85
formats (e.g. spread sheets, presentations, text 7
R20dzySy (s OARS2 SRAA P as sradayazr xo

Modify, refine and improve different digital conten

t
in order to create new and original ones (reportS,F 388
LINBaSyidalidAz2yax '
Cocreating data, resources and knowledge usi 3,59
RAIAGIE G22ft&a o6D223f 08P 2 A1 Aaz tNBITAZ X0

Understand how copyright and licenses apply t 362

data, digital information and content (copyright,F '

ONBI G§A@S 0O2YY2yazr 02U ﬂ’?yﬁe LlJdzot AO R2YIl Ay X
m Mean m Standard Deviation

6. Online safety management

Knowing how to handle digital procedures for online safety is seen as essential or very
important for all statements proposed in the section: understanding security risks and
threats in digital tools and being able to apply security measures are bothtedsarvery
important. Also, personal data management and being able to avoid threats to physical and
psychological welbeing are very important. However, being aware of the environmental
impacts of digital technologies is less important for the inquiregpondents.

Image 4.2.20. Online Safety importance for VET Providers from France

Q13. Level of importance of ONLINE SAFETY digital skills for teleworking
- 0,501,00 1,50 2,00 2,50 3,00 3,50 4,00 4,50 5,00

Understanding the security risks and threats irF 4,35

digital environments (phishing, spam, ransomwr& )
Being able to apply measures to protect my devicF 435
and personal/professional data (strong passwrd, ,

Managing personal data and privacy accordingw 4,03
the European Data Protection Law and Right t&X )

Being able to avoid healttisks and threats to F 3,85

physical and psychological wbking while using ,
Being aware of the environmental impacts of digigw 3,35
technologies when using for example teleworking® )

= Mean ® Standard Deviation
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7. Problem solving

All statements in this section dedicated to problem solving are considered quite important
and even very important for identifying technical problemsardolving basic problems.

Image 4.2.21 Problem Solving importance for VET Providers from France

Q14. Level of importance of PROBLEM SOLVING digital skills for teleworking

- 0,50 1,00 1,50 2,00 2,50 3,00 3,50 4,00 4,50
Identifying technical problems when operatinF 3,88
devices and using digital tools. ,

Being able to solve basic technical problems (b 3.94
YeasSt¥r FAYRAy3I KSt L Amﬁ,@m/éﬂ F2NHzYaz (dzi2NJ
Identifying, evaluating and selecting digital tools tw 371
solve my needs (e.qg. zip tools, format converXion )

Customising digital environments to 3,56
professional/personal needs (languayé® )

Creatively using digital technologies to innovate OF 3,56
processes and products, and solve problems. )
Proposing ways for self-development and keepiw 3,56
up-to-date with digital transformation. )
m Mean = Standard Deviation

8. Soft skills for teleworking

According to the respondents, the most important soft skills to have for teleworking are the
learnability, the ability to thik creatively and effectively to solve a problem, and the
confidence in accomplishing some tasks. Less important is being able to build a home and a
way of life corresponding to his/her own taste.

Image 4.2.2. Soft skills importance for VET Providers fréimance

Q15. Level of importance of these SOFT skills for
teleworking

- 0,50 1,00 1,50 2,00 2,50 3,00 3,50 4,00 4,50

SAy3 FofS G2 RILGI XSSy ert—yeSe—rss 8,85 3 a
OFFSOGAGSt e a2f 0Ay T TR —pp—————r2 Y65t |
- SAy3 ofS (G2 o0dAfR I SR 1326 A TS ¢
9FFSOGAGStEe YIHYylFIAYT | RGBS 3y & |
al 1Ay3a Lt +ya F2N (KS EEO7NH—ry-Re=gNg—g2= 3711 S A
. SAy3a tot S (2 I OKAS QST oSy 344 (& L
. SAy3 O2yFARSY(G GKIG PRI IISNIFZNI—S—sou 8885t &
CKAY1AYy3 dzlJ ONBI (A0S G- pEE ST roowrprdme—gs 480 ¢ |
Solving new and difficult problems. I O B0 T — 3,94
Learnability (the ability to be a life long learner R OB T — 4,12

H Mean M Standard Deviation
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3.3. Digital skills for education.

The following question analyses how the VET providers evaluate their level of digital
competences as a teacher. The majority (32%) evaluated themselves as experts, while 29%
voted for integrators, and 24% fordders.

Image 4.2.3. Digital competence as teacher (DigCompEdu) for VET Providers from France

Q.17 DIGITAL COMPETENCE AS A TEACHER BASED ON DIGCOMPEDU
Cc2: Plonee\ /—AZ: Explorer

6% 9%
Cl: Leadel/
24%

B1: Integrator
29%

A large part of respondents (34%) stated that they acquire their digital skills by themselves
with tutorials or handbooks, or following a formal education (29%) or a-foomal
education (27%).

Image 4.2.24 Digital skills acquisition for VET Providersiin France
Q18. HOW DID YOU ACQUIRE YOUR DIGITAL SKILLS

I haven't really trained my

digital skillsX _\ Selflearning
(internet tutorials,

handbooks...)
34%

Formal education
(VET or High
School subjects...)
29%

This section analyses the types of strategies developed by the VET learners to develop
A0dzRSy(taQ RAIAGIE aiAfta FyR GKSANI FNBIljdzSyoOe
how to assess the reliability of information quite often. Tloégn asked the students to use
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