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Foreword 
  
It is difficult to overstate the achievement of delivering the Digital Skillshift project during 
the Covid-19 pandemic. The three piloting partners – Fondazione Patrizio Paoletti, Stiftung 
Digitale Chancen and Simplon.co - faced an unprecedented task, first of all to engage almost 
300 people in a training course, and then complete it with 220 of them. They had to rewrite 
plans and redevelop the course materials that had been designed to be delivered face-to-
face for an online or hybrid-online delivery format. And as time passed and the pandemic 
changed, at different speeds, in the three countries, their plans had to keep evolving. 
Colectic the technical development partner who built the learning platform for Italy and 
Germany also played a crucial role in enabling the online delivery. Ynternet, the evaluation 
partner authoring this report, similarly had to evolve the way it carried out its evaluation. 
Thanks to all the partners for their willingness to try new approaches and reinvent their 
existing processes.   
 
So what were the ‘Lessons learned’ in this pilot project? It was mostly about understanding 
that our response to the challenges of reaching beneficiaries and delivering learning needed 
to be more flexible and recognise that people were harder to reach than before, were more 
fragile and afraid for their futures, particularly at that time. It was also about understanding 
that the people who often need employability support, those who are ‘far from the labour 
market’, can often have additional hurdles to access online training, for example even just 
getting access to the ‘house computer’. 
 
We were able to make some adjustments to and for the target audience, but there were 
much wider employment shifts going on during this time, with employers and companies 
almost completely stopping any work placements, as noted internationally by OECD. This 
made one of the key performance indicators of this project almost impossible to deliver.  
Although the challenges in supporting the employment outcomes of the program, the 
beneficiaries reported finding the program valuable and having improved their basic digital 
working skills. 
 
The development process for the curriculum was thorough and carefully considered by the 
partners and created a curriculum that has great potential to be used further and adapted 
for different job roles. One lesson appears to be that learners felt that the curriculum could 
be broken into smaller more focused modules. The curriculum was finalised before training 
commenced in the three countries. All activity was suspended as a result of the Covid-19 
pandemic in February 2020. For some time there was a period of uncertainty before a 
decision was made to attempt online delivery of the curriculum. The curriculum was then 
revised to take into account this new delivery approach before online delivery was able to 
commence in the early summer of 2020. There was then a period of partly online and partly 
on-site delivery as the pandemic receded across Europe. There was agreement to run fresh 
courses in the Autumn and the project plan was revised to take account of this.  
 
The training in the Autumn was then interrupted again by the second wave of the 
pandemic, once more affecting the ability of partners to engage with learning venues and 
stakeholders, engage with learners, and deliver the training on site. Partners move to a 

https://all-digital.org/wp-content/uploads/2021/02/SCARPETTA-2021-03-22-ALL-DIGITAL-week-campaign-on-Digital-Skills.pdf
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hybrid model for the second time, with the training delivered online or partially on site. 
Placements were proving hard to secure in the new employment environment of the 
Pandemic, and an additional approach to evaluation was deemed to be necessary. Tracking 
impact was revised with an additional longitudinal survey added to the project. What was 
very encouraging was the training delivery in France and the training delivery in Italy and 
Germany was perceived to be equally valuable by the beneficiaries despite the different 
delivery platforms. 
 
Some aspects of the human impact of the project can be seen in the case studies which 
focus on the learners, but the perspective of the Tutors is also included in the report. 
Returning to causality, one of the unexpected but apparent outcomes of the project is that 
there was an entrepreneurial benefit detected in the evaluation for some of the learners. 
Perhaps it is no surprise with hindsight that under the circumstances of the pandemic the 
learners seriously considered establishing their own enterprise, but this outcome was not 
envisaged. Finally, the evaluation found some evidence that the Digital Skillshift training 
curriculum can provide digital skills transversal to different job roles and sectors, with 
benefits across a wide range of employers.  
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Introduction 
 
This is the Final Report for the Digital SkillShift learning programme supported by J.P. Morgan 
and lead by ALL DIGITAL. 
 
Even before the Covid-19 crisis, online working was becoming vital. Now it is essential, and 
ALL DIGITAL, with its partners Stiftung Digitale Chancen, Simplon.co and Fondazione Patrizio 
Paoletti have developed a curriculum – the Digital Skillshift curriculum – that goes to the heart 
of the problem. It aims to support people at risk of unemployment with a bespoke course that 
helps them to discover the skills and attitudes needed to become a ‘Digital Assistant’, a job 
role increasingly in demand in 2021. 
 
The project started in 2019 with phases of context analysis and development which was then 
planned to move into training delivery and evaluation in 2020. However, the delivery of the 
Digital Skillshift project was significantly impacted by the Covid-19 crisis during 2020. Piloting 
was due to take place during the spring of 2020 in France, Italy and Germany, but just as 
training had started in Italy, all activity had to stop as the virus took hold across Europe. After 
much re-planning the course was re-developed to allow fully online delivery. During the early 
summer it was relaunched as an online course and has now been delivered through a mix of 
online and, where possible, classroom delivery.  
 
The project was formally extended to May 2021 to allow for the training to take place and 
for the evaluation to be completed. The project has now completed and this report 
summarises the original aims, looks at the phases of the project and explores the main 
findings, learning and products of the project. 
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Overview and original aims and purpose of the project 
Digital SkillShift aimed to reskill and upskill citizens facing the challenges of digital 
transformation to the labour market.  It aimed to create new work-related opportunities for 
the beneficiaries of a specially-tailored training programme, by developing new skills and 
attitudes required for today’s labour market. It aimed to create a scalable model and 
curriculum for citizens and a new digital transformation approach for employers. 
  

Background to the aims 
As technology has evolved with automation, robotics and Artificial Intelligence (AI), many 
new digital job opportunities have been unlocked. More than ever, digital skills are 
essential for employees to take advantage of these opportunities and play a key role in the 
digital transformation of society and the job market. However, a European Commission 
survey in 2017 identified that those lacking basic digital skills are concerned about the 
impact of robots and artificial intelligence on employment: 74% expect that due to the use 
of robots and artificial intelligence, “more jobs will disappear than new jobs will be 
created”, and 72% believe “robots steal peoples' jobs”. 
 

Beneficiaries  
The project addressed short-term unemployed, low-skilled adults aged 20 to 40. We 
expected at least 300 unemployed people to benefit from the training in Berlin, Rome and 
Paris, with approximately 50% or 150 trainees finding a placement with companies as a 
result. The learning programme was planned to be piloted in the three target countries until 
the Summer of 2020. The project was to be continuously evaluated and would look to 
create a successful and scalable model and curriculum.  
 

Engaging employers  
The project promoted the idea of employers’ ongoing engagement in the process of 
preparing their (existing and future) employees for digital transformation through tailor-
made training programmes. The project focused on a range of sectors that are highly 
disrupted by digital transformation (such as retail, service, etc, but excluding the ICT 
sector), and on the new, entry level “digital jobs” that are available across these sectors. 
The rationale for this was to be found in research by Empirica, which shows that: 

• 55% of ‘digital jobs’ are not in the ICT sector  
• 84% of ‘digital jobs’ are not highly qualified   

 
Partners 
The project was supported by J.P. Morgan, and was delivered by ALL DIGITAL which 
represents networks of digital competence training, ICT learning, adult education centres 
and libraries across Europe. In these places, adults can access the Internet and learn the 
latest digital skills. ALL DIGITAL was working work with: 

• Stiftung Digitale Chancen – Berlin – piloting partner 

• Fondazione Patrizio Paoletti – Rome – piloting partner 

• Simplon.co – Paris – piloting partner 

• Colectic – Barcelona – LMS platform development 

• Ynternet – Geneva - Evaluation  
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The phases of the project 

The Digital SkillShift project commenced with a period of Context Analysis in March to May 
2019. In this phase, All DIGITAL and partners analysed published research, learning 
resources and frameworks and surveyed and interviewed employers.  

Based on the findings of these investigations a Context Analysis Report 
(https://digitalskillshift.eu/wp-content/uploads/2021/07/Digital-SkillShift-Context-Analysis-
Final-Report.pdf ) informed the next phase, the Development of the curriculum. This phase 
took place in the summer of 2019 and included developing the curriculum itself, and the 
platform, learning materials, delivery approach and approach to evaluation. 
 
Despite the pandemic, during the Piloting phase in 2020, there were 16 editions of the 
Digital Skillshift course (http://learn.digitalskillshift.eu) in the three pilot countries - France, 
Germany and Italy - with 286 people starting the course, and 220 people completing it.  
 
The final Evaluation phase found that placements have been most hard hit, with all partners 
finding it impossible to make placements and very hard to track possible employment cases.  
The Final Evaluation Report is available here (https://digitalskillshift.eu/wp-
content/uploads/2021/07/DSS-Final-Evaluation-Report-June-2021.pdf ) 
 

 
 

 

  

https://digitalskillshift.eu/wp-content/uploads/2021/07/Digital-SkillShift-Context-Analysis-Final-Report.pdf
https://digitalskillshift.eu/wp-content/uploads/2021/07/Digital-SkillShift-Context-Analysis-Final-Report.pdf
https://digitalskillshift.eu/wp-content/uploads/2021/07/Digital-SkillShift-Context-Analysis-Final-Report.pdf
http://learn.digitalskillshift.eu/
https://digitalskillshift.eu/wp-content/uploads/2021/07/DSS-Final-Evaluation-Report-June-2021.pdf
https://digitalskillshift.eu/wp-content/uploads/2021/07/DSS-Final-Evaluation-Report-June-2021.pdf
https://digitalskillshift.eu/wp-content/uploads/2021/07/DSS-Final-Evaluation-Report-June-2021.pdf
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Context analysis – Understanding the need 
 

A Survey with Employers 
An online survey was designed to explore a range of assertions about: the likely target 
employers and sectors; how they are affected by ‘digital disruption’; and the job 
opportunities, skills, tools and desired learning outcomes associated with that disruption. Its 
overall purpose was to confirm the approach to the overall curriculum development and 
delivery approach for the project.  
 
In the Spring of 2019 the survey was delivered to Employers in the target countries (and 
across the EU). There was a wide spread across sectors; a majority of SMEs but a significant 
number of larger employers (almost one quarter were 250+, and a third were 100 
employees or more). Around 60% had been operating for more than 10 years, with almost 
30% in operation longer than 20 years. 90% were in urban areas. 
 
Almost 80% believed that digital working 
will disrupt their sector in the next three 
years. Around 40% of respondents believed 
that each of Augmented/Virtual Reality 
(44%), Big Data(41%), Internet of Things 
(41%) and Artificial Intelligence (39%) will 
also disrupt their sector. More than 60% 
believe that their company revenue will rise 
in the future as a result of digital disruption, 
with around 30% believing it will rise a lot. 
Only 5% felt it would likely fall as a result. 
 
With respect to skills, over 80% felt that 
teamworking and collaboration skills would be 
needed, with 60% believing that data and 
information handling would be needed. More than 
50% felt that there would be job gains as a result of 
digital working and big data. With respect to the EC 
Digital Competences framework (DigComp2.1) there 
was a very even spread across all 21 identified 
competences, with little variance below 3 or above 4 
out of 5 in a rating of importance. 
 
Regarding recruitment more than 60% believed that 
newly recruited employees (with most of the skills 
they might need) can learn the remaining skills ‘on 
the job’, while 30% look for an exact match. Around 
a third offered inhouse training either to new 
employees or existing staff, but only 15% work with 
external organisations to build tailored training 
packages. The barriers to retraining existing staff were all about the same at 30% (difficulty, 
time and costly). 
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Desk research 
Research from the European Commission (EC), CEDEFOP, Accenture, the World Economic 
Forum (WEF), Burning Glass Technologies and Nesta were all published in April and May 
2019. Stretching to well over 400 pages, this wealth of information added to our already 
significant base of understanding and complemented research by Empirica earlier in 2019 
and the EC and WEF in 2018.  
 

Title Organisation Resource Type Geography 

New Foundational Skills Burning Glass Technologies Research report US 

Making sense of skills Nesta 
Interactive Research 
Site  

UK 

New Skills Now Accenture Research report EU 

The skills employers want! 
European Centre for the 
Development of Vocational 
Training (CEDEFOP) 

Briefing note EU 

Globalization 4.0 World Economic Forum White Paper Global 

The impact of the digital 
transformation on EU labour 
markets 

European Commission Research report EU 

The future of work? Work of the 
future! 

European Commission Research report EU 

Promoting Integration and diversity 
in the Digital Labour Market 

Empirica Research report EU + SA 

Germany – DiversITy Country 
report  

Empirica Research Report DE 

 
The project consortium reviewed its assumptions and proposals with respect to the target audience, 
job opportunities and targeted skills and competences. It evaluated though a number of methods 
(the survey, focus groups, the desk research above as well as partner experience) whether these 
assumptions and proposals were valid.  It made a number of recommendations with respect to the 
approach to developing and delivering the resources, and the resources themselves.  
 
Two critical statistics from Empirica provide the foundation for the target employers and level. 

• 60% of ‘digital jobs’ are not in the ICT sector and 84% of ‘digital jobs’ are not highly qualified  
 
Though the context analysis, the consortium confirmed that entry-level ‘digital jobs’ are a relevant 
target, but beyond this, that there are ‘specialisms’ that should be the focus of the learning content. 
These specialisms can be summarised as ‘communications’, ‘project’ and ‘sales’, and help to inform 
in some detail the type of content that should be developed. The content should be competence-
focused around those specific roles, and the learning should be ‘task-oriented’.    

 
• Target roles: Communications, Projects, Sales – all with a focus on digital transformation of 

the host company. 

• Level: “entry level” – basic functional ICT skills must be in place, but the training will give 

candidates a ‘digital transformation’ mindset in addition to the specific role competences 

• Sectors: all sectors (except ICT sector) across both larger companies and SMEs 

• Learning Content: modular learning materials with core of content and task-oriented 

approach. 



Digital Skillshift - Final Report 

ALL DIGITAL   11 

The final recommended output of the context analysis phase 
The following table summarised the perceived job role, tools, activities and skills for the 
Digital Assistant. 
 

Typical 
Job Role 

Key activity Focus Typical 
tools 

Typical 
Key Skills 

Example tools Primary 
Mindset 

Traits/ 
Character-
istics 

Comms / 
Customer 
Relations 

Commun-
ications 

Customers 
Satisfaction/ 
Engagement 

Social 
media, 
Websites,  
Images,  
Surveys 

Linguistic 
(Writing/ 
Editing 
content), 
Image 
Literacy, 
Customer 
Empathy, 
Presentation 
(on screen) 

Wordpress, 
Facebook, 
Twitter, 
Instagram, 
Hootsuite, 
Image editing 
Mailchimp, 
Web Analytics 
Survey Monkey  

Caring/ 
Informing 

Under-
standing/ 
Caring (for 
the 
customer) 

Project/ 
Business 
Devt 

Productivity Projects/ 
Admin/ 
Logistics 

Reports, 
Charts 
(Time-
planning 
(Gantt) 
process 
flow, 
products),  

Collaboration, 
Planning,  
Resource 
Estimating, 
Problem 
Solving, 
Evaluating, 
Listening 

Spreadsheets, 
Basecamp, 
Teamwork 
(Gantt), File 
sharing,  

Collab-
oration/ 
Product-
ivity/ 
Innovation 

Enquiring/ 
Improving 
(the 
system) 

Sales  Sales Profitability Present-
ations, 
Charts, 
Reports 

Data Analysis, 
Presentation 
(Face to face), 
Producing  
Numeric, 
Persuasion, 
Negotiation 

Spreadsheets, 
Powerpoint, 
Infographics,  
Databases,  
CRM 

Growth 
  

Analysing/ 
Confidence 
(Believing 
in the 
product) 
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Development - Developing the Digital Assistant role 
 

Overview of the Development Approach 
The development phase looked at the whole process of creating the curriculum and the 
learning platform, delivering the training and communicating it to stakeholders and users. It 
also included developing the Evaluation approach.  

1. Review Context Analysis Report recommendations 
2. Communications Campaign Strategy  

a. Agree audiences and channel strategy (website, stakeholder & social) 

b. Develop social media assets 

c. Website Development – informational site to be developed 

3. Platform and Curriculum Development  
a. Learning Outcomes identified 
b. Potential resources identified 
c. Develop specification for Learning Management System (LMS)  
d. Appoint contractor to build LMS 

4. Piloting plan – Develop detailed plans for piloting 
a. Review existing models  

5. Evaluation Development  
a. Evaluation criteria specified 
b. Evaluation approaches identified 

 
The Digital Assistant Job Role  
During the summer of 2019 the consortium looked at the context analysis recommended 
results and then developed the curriculum. The development of the curriculum and the 
approach to delivering it, led to the three aspects – Communications, Projects and Sales - 
being simplified and merged into a single job role with different facets. 
 
The Digital Assistant role has a distinct set of traits or characteristics that are combined 
with skills to use digital working tools. The curriculum was developed to encourage the 
participants to think “digital first” with respect to working practices. Digital Assistants would 
routinely create a range of products using a variety of software tools on a regular basis as 
part of their work. The curriculum will also introduce these products and tools to learners.  
 
The Digital Assistant is a flexible and proactive worker with the capacity to support a project 
team at all stages of the project life-cycle. He/she is able to operate with online 
collaboration tools and platforms, design and/or select contents and services to facilitate 
project management tasks, research and training activities, as well as implementing 
communication and dissemination plan and strategies. Depending on the size of the 
company or the team where he/she is working, the Digital Assistant can directly execute the 
tasks assigned by a manager/supervisor or acting as a bridge between the operational and 
the technical departments/experts. He/she can easily adapt to any working environment 
and contribute in the implementation of project based working activities, regardless the 
socio-economical area and the topics covered.  
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The Digital Assistant Typical Key Skills Example tools 

Social media, Websites, 
Images, Surveys  

Linguistic (Writing/ Editing 
content), Image Literacy, 
Presentation (on screen) 

Wordpress, Facebook, Twitter, 
Instagram, Image editing, Mailchimp, 
Web Analytics, Survey Monkey 

Reports, Charts, 
Presentations, 

Collaboration, Planning, 
Resource Estimating, Problem 
Solving, Evaluating, Listening, 
Presenting 

Spreadsheets, Basecamp, File 
sharing, Powerpoint, Infographics 

 
 

Delivery Approach and Recruitment 
Prior to the Covid-19 pandemic the training was to be delivered during a period of around 
one month lasting around 60 hours, divided into 24 hours of face to face lessons, 20 hours 
of online learning and 16 hours of laboratories/work-based learning activities. The 
programme foresaw the development of both digital and transversal competences, grouped 
into 2 main thematic areas: Collaboration and Communication.  
 
A basic level of digital skills is required to enter the programme and it must be assessed 
based on the following list of DigComp2.1 competences: 
 

DigComp Ref. Competence DigComp 
Lev 

1.1 Browsing, searching and filtering  To access and search for online 
information, to articulate information 
needs, to find relevant information, to 
select resources effectively, to navigate 
between online sources, to create personal 
information strategies 

2-3 

5.1 Solving technical problems  To identify possible problems and solve 
them (from trouble-shooting to solving 
more complex problems) with the help of 
digital means 

1 

5.2 Identifying needs and technological 
responses  

To assess own needs in terms of resources, 
tools and competence development, to 
match needs with possible solutions, 
adapting tools to personal needs, to 
critically evaluate possible solutions and 
digital tools  

1 

2.5 Netiquette  To have the knowledge and know-how of 
behavioural norms in online/virtual 
interactions, to be aware of cultural 
diversity aspects, to be able to protect self 
and others from possible online dangers 

2-3 

2.6 Managing digital identity  To create, adapt and manage one or 
multiple digital identities, to be able to 
protect one's reputation, to deal with the 
data that one produces through several 
accounts and applications 

2-3 

  
The structure of the Digital Skillshift training programme can be partly mapped on the 
DigComp 2.1 framework. 
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Area Competence 

Unit 
Duration Learning outcomes Dig-

Comp 
Ref. 

Dig-
Comp 
Lev. 

Introduction The project life-
cycle and the 
role of the digital 
assistant 

2h f2f • Explain the structure of the 
project life-cycle and how 
different organizational roles 
are related to each single 
phase 

• Recognize the main duties of 
the project digital assistant 
and explain the 
interrelations with other 
organizational roles 

N/A N/A 

Collaboration Effective 
teamwork 
strategies 

8h wbl • Being an effective team 
member to positively impact 
on the quality of project 
related activities 

Communication 
in the working 
environment 

8h wbl • Communicate more 
effectively and efficiently at 
the workplace 

Collaborating 
through digital 
channels 

6h f2f 
4h 

online 

• Set up and operate an online 
project collaboration space 
for a team or a project 

• Using online documents and 
tools for a more efficient 
collaboration of the project 
team 

• Facilitate the project 
management with online 
monitoring and team 
working tools 

• Using the most appropriate 
service for a smooth and 
stable online communication  

2.4 4 

Communication Interacting 
through 
technologies 

5h f2f 
3h 

online 

• Selecting the most 
appropriate social media for 
the implementation of 
online communication 
strategies 

• Create and format an online 
registration forms 

• Create online surveys to 
specified formats   

2.1 4 

Sharing 
information and 
content 

6h f2f 
6h 

online 

• Edit and amend existing 
websites in WordPress  

• Create and format an online 
blog article  

• Publish and manage posts 
on social media 

2.2 4 
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Developing 
content 

5h f2f 
7h 

online 

• Design graphic asset and 
select online graphic 
resources 

• Format newsletters to 
specified formats 

• Create reports and 
infographics 

• Create engaging and 
interactive promotional 
presentations 

3.1 4 

 
It was agreed that the final composition of the training programme can be adapted to the 
different needs, resources and practices of the digital competence centre that is delivering 
the training.  
 
Nevertheless, it was strongly recommended to adopt a hands-on, flipped and project-based 
approach, providing the introductory and theoretical material through the online platform 
and supporting the learners in the implementation of practical tasks during the face to face 
sessions. For this reason, a curriculum specified the learning outcomes for each competence 
unit, as well as suggested contents and methodological strategies.      
 
At this point it was agree that Simplon the partner in France would use its own learning 
platform to deliver the programme in France, while Stiftung Digitale Chancen in Germany 
and Fondazione Patrizio Paoletti in Italy would use the LMS being developed by ALL DIGITAL 
to deliver the programme.  
 

Learning Management System - Platform Development 
ALL Digital and its partners then specified and appointed Colectic Coop from Barcelona to 
build the Learning Management System (LMS). The core aspects for the LMS were: 

• Multi-language functionality  
o French, German, Italian & English at start (even if French would not be used). 

• Mobile/ tablet responsive, multi-browser compatibility 

• Ease of use for students 
o Easy to register, navigate, find course content 

• Ease of use for tutors, centre managers 
o Easy to enrol students 
o Familiar interface for AD member organisations 

• Ease of use for administrators  
o East to add new members (i.e. Network or centre managers) 
o Easy to add new courses and course content, upload resources etc 
o Easy to amend existing content  
o Easy to add functionality  

▪ Interactive Tests, badges and certifications for example 

• Robust and easy to use reporting on students, courses, tutors, centres 
o Easy to develop custom reports on all levels 

• Minimises development costs through use of open components  

• Scalable, but minimises hosting costs and processing requirements through efficient 
code 
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Perceived User Types 

• Administrator(s) – overall system manager 

• Network manager(s) (optional) – country/region manager for a network of centres 

• Centre manager(s) – individual centre manager 

• Tutor(s) – individual tutor 

• Learner/Student(s) 
Learners/ Students must be able to: 

• Register – log in, change credentials, reset password, etc 

• Access course content – view/ use/ download content as included on relevant course 

• “Complete” course – be recorded as such upon successful “completion” of all 
required elements 

Tutors must be able to: 

• Manage learners individually and in groups 

• Set tasks, mark tasks as complete 

• Amend courses at any time (including during course) 

• Report on learner progress against range of criteria 
 

The developed LMS platform 
The following are screenshots of the developed LMS in German.  
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Piloting – delivering the curriculum to learners 
The three partners had made detailed plans during the development phase and were all in 
the process of commencing delivery when the Pandemic took hold across Europe. Italy had 
in fact enrolled the first cohort of learners and made a start on the programme before the 
course had to be stopped.  
 
The evaluation identified that Partners were reactive and willing to adapt their original 
training methodology, seizing the opportunity for practical learning by using the digital tools 
included in the curriculum to implement the course itself. One major change for the German 
and Italian partners was the creation of cohesive digital working groups that collaborated to 
complete projects virtually, instead of completing activities together during F2F course time. 
 
 

The differing delivery structures of the three countries 
In the delivery of Digital Skillshift the 
three partners used not only differing 
platforms but also modified the 
programme to their own delivery 
approaches, while still delivering the 
core of the programme as designed.   
 
The course in France was much longer 
in terms of number of hours than both 
Germany and Italy. It was also much 
more intensive, with daily sessions over 
a three-week period.  
 
The pandemic evolved over 2020 at 
different speeds and with different 
restrictions in each country. On-site 
training became possible again in 
France in the early summer, and so 
Simplon followed an entirely face to 
face approach, while in Italy and 
Germany the partners were not able to 
carry out face to face training in this 
period.  
 
As the project was extended, more 
training was planned for the Autumn, 
which was then subsequently affected 

again by the second wave of the pandemic. The Partners in Italy and France were able to 
complete their training targets by December 2020, but Germany still ran two further 
iterations of the course in January and February 2021.  
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Work based learning approach - example tasks 
In all countries the learners took on work-based learning tasks 
to demonstrate their learning, and as an example in Germany 
learners were given simulated work situations where they were 
working for small to medium sized organisations where 
employees need to be able to do a lot of tasks.  
 

These included a fictional 
construction company, an NGO and 
as restaurant. The learners had to 
develop a range of materials such as 
factsheets, logos, social media accounts and concepts, websites, 
posters and flyers. The graphics here are example fictional 
company logos.  
 

 
 

Final Training Delivery Metrics 
The final number of trainees in each country and overall were as follows: 

Country Course starts Course completions 

Germany 90 56 

Italy 108 77 

France 88 87 

Vs Targets Course starts Course completions 

Total Starters 286 220 

Target 300 225 

Percent of target 95.33%  97.78% 

 

Placements  
The economic implications of Covid-19 significantly impacted partners’ ability to place 
trainees into work placements or jobs after the training was completed. Recruitment fell 
below the target rates in all three countries as job placements were not seen to be a priority 
for companies trying to adapt to the ‘new normal’ of working through the pandemic. The 

 France Italy Germany 

Content Group work, peer 
learning, learning by 
doing 

Flipped Classroom, group 
work, self-learning 

Group work, project-based 
learning, learning by doing, 
self-learning 

Period 4 weeks 4 weeks  3 weeks 

Duration 140 hours 60 hours  60 hours 

Frequency daily 12 sessions  6 session 

Location On-site Online   Online 

Digital 
Tool 

Simplon learning 
platform 

Moodle Moodle, Zoom & Padlet 
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OECD1 has reported that the impacts of the pandemic has triggered an economic depression 
equal to that of the great depression for all three implementing partner countries.  
 

Other delivery issues 
Partners reported encountering some difficulty with participants not having access a device 
(PC, tablet), not having access to a reliable internet connection, or having a suitable learning 
environment at home. One issue described by partners was that participants would often be 
sharing one device among multiple family members, making access more limited 
Recruitment of programme participants was significantly affected by the disruption but was 
resumed in May and June 2020. Italian and German partners reported that their 
recruitment of participants had shown improvement from the initial decline in March 
before being halted again by a second wave of lockdown protocols in October. 

 
  

 
1 OECD (2020) Employment Outlook 2020 – Facing the jobs crisis. [Accessed on January 21, 2021] 
http://www.oecd.org/employment-outlook/2020/ 
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Evaluation – understanding the impact of the project 
 

Key aspects of the evaluation 
Ynternet based in Geneva were contracted to deliver the evaluation for the project,  
which would cover three core areas – Learners, Employers and replicability. Ynternet had to 
evaluate the impact on the learner of the Digital SkillShift training programme in all three 
target countries including the impact on their confidence, skills and employment prospects. 
 
They were also required to evaluate the impact on the companies that the trainees join 
through the project, including the impact of training to their employee’s efficiency and 
productivity as well as any impact to company’s growth and competitiveness. 
 
Finally, they also had to evaluate the methodology, learning materials and ‘transferability’ of 
the model to other organisations, including the effectiveness and efficiency of the 
methodology and learning materials, and its ease of use and adoption by other organisations. 
 
As a result of the pandemic an additional instrument was added to the evaluation. A 
Longitudinal survey was added to understand more about what happened to learners up to 
three months after the course completed.  

 

Key findings of the Evaluation 
The Final Evaluation Report can be found here (https://digitalskillshift.eu/wp-
content/uploads/2021/07/DSS-Final-Evaluation-Report-June-2021.pdf ). Participants 
expressed appreciation of the course, and the trainers, especially for their fortitude against 
the challenges faced during implementation.  86 % of respondents indicated that they 
would pursue further training after the course, which was also represented in the 
longitudinal study where 77% reported pursing further training.  
 
There was a slight increase in the number of under and partially employed participants from 
entry to exit of the survey. In the German case, the exit response number was significantly 
lower than entry. It is suspected that some of these participants left the training due to 
work responsibilities.  
 
In exit surveys 42 participants reported having some form of work. In the longitudinal 
questionnaire 61 respondents reported having existing work. Overall there was a 25% 
reduction in responses to the longitudinal survey than the exit survey compared to the total 
number of course completers, however the percentage of participants who reported having 
found some form of work increased from 25% to 53% from exit to longitudinal.  

https://digitalskillshift.eu/wp-content/uploads/2021/07/DSS-Final-Evaluation-Report-June-2021.pdf
https://digitalskillshift.eu/wp-content/uploads/2021/07/DSS-Final-Evaluation-Report-June-2021.pdf
https://digitalskillshift.eu/wp-content/uploads/2021/07/DSS-Final-Evaluation-Report-June-2021.pdf
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It is difficult to measure employability in a time when the ongoing pandemic is still having a 
highly disruptive effect on standard business practices. Participants did consistently report 
that the capacities developed during the training improved their ability to look for work and 
enhanced their profile by expanding on their skill sets. 17 training participants indicated on 
the longitudinal survey that the skills they developed in the training helped them to access 
new work opportunities.  
 
Because of the pandemic, and the significant difficulties faced in identifying placements, it 
was not possible to evaluate the impact on employers. However Ynternet were able to carry 
out some limited evaluation on the replicability of the curriculum and the project, making a 
number of recommendations in their conclusions. The training was implemented on two 
different platforms, to similar learning outcomes. This was principally that feedback from 
trainers and participants has shown a desire for more trainings to be designed that cover 
more detailed components. Trainers reported that the core methodology and project 
guidance was easy to implement and adapt to local contexts. The training could be improved 
by dividing the material into separate courses, allowing participants and trainers to go more 
in depth on a particular topic or tool.  
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Case studies 
The partners approached a small number of participants and invited them to be case studies 
for the training course. Each case study was asked to respond to semi-structured interviews 
in the three-month period after their training ended.  
 
Inès Mombouli  
Simplon.co, France 
Sector: Administration, cosmetics, apparel, marketing  
The training in 3 words? Intense, caring, future  
Employment Story  
Inès has worked in as an administrative assistant in a diverse range of sectors from a British 
Maritime transportation company to a cosmetics company, and even spent over a year as an 
entrepreneur. Her entrepreneurial dream was paused in the wake of the 2008 economic crisis, 
forcing her to stop operations and return to administrative work for a short time. She then launched 
a new entrepreneurial venture in the Congo aimed globally distributing locally made products such 
as shoes. She has now returned to France to launch her own cosmetics brand and hopes to use the 
skills developed in the Digital Skillshift training to be able to attract new investors and manage the 
production of her cosmetics products. 
 
Simone Vellucci  
Patrizio Paoletti Foundation, Italy 
Age: 26  
Sector : training 
Education: BA in Training and HR Development; MS Adult Education 
The training in 3 words? Fun, stimulating, and usefu 
Employment Story  
 Simone has always been passionate about working closely with people and has sought out this kind 
of work throughout his academic and professional career. Over time, he has developed a deep 
interest in all issues relating to Human Resources management, digital technologies and the field of 
360-degree training. 

Tobias Rütten  
Stiftung Digitale Chancen, Germany  
Age: 37 
Sector: Adult education, media, music 
Education: BA in Music and Media; MA Media Sciences  
The training in 3 words? Versatile, exciting, and inspiring  
Employment Story  
Before and during the trainings Tobias was working in a media learning centre and then transitioned 
to being a self-employed docent. In this capacity he conducted courses at the local VHS 
("Volkshochschule") and teaching IT-skills at a senior centre.  After the trainings Tobias decided to 
take part in a social project organized by the employment agency. Through this initiative he has 
been providing visually impaired people with CDs containing recordings of readings of recent 
newspaper articles. This is a temporary position but has allowed Tobias to further develop his digital 
skills. 
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Conclusions from the Final Evaluation report 
The project and its implementing partners have well demonstrated the adaptability and 
usefulness of the Digital Skillshift training program to develop digital skills for the workplace, 
despite the exceptional circumstances experienced in 2020- 2021. The training was 
implemented on two different platforms, to similar learning outcomes.  
 
This project was able to swiftly refocus its implementation strategy in response to the 
Coronavirus pandemic, this flexibility of implementation is a clear strength for the project. 
Participants also reported that they enjoyed being able to put the knowledge they gained 
through the course into immediate use in the implementation of the course through digital 
tools. Even when face to face trainings becomes available again, course organizers are 
encouraged to use a blended method of training having participants complete some 
exercises, and group assignments, virtually.  
 
Many companies and workers have had to come to terms with the rapid adoption of digital 
tools experienced throughout this year, as people were driven to work from home. This has 
created a need for companies to have more companies familiar with digital tools on their 
teams, and workers have had to take on new competencies. The Digital Skillshift program is 
well suited the task of helping both companies and workers bridge this gap. The next step is 
to get deeper engagement with employers to assist them in incorporating digital assistants 
into their teams and workflow.  
 
Finally, an unexpected outcome from the training was that participants showed increased 
interest in entrepreneurial ventures after completing the course. 
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Communications 

Website 
The project established a website (https://digitalskillshift.eu/) to deliver communications for 
the project.  
 
The website contains 
structured information for 
Learners, Employers, and 
Tutors as well as a blog with 
news about the project.  
 
 

 
 
 

Social media 
The project also utilised the ALL DIGITAL and partners social media channels to promote the 
project to stakeholders, employers and to users. 
 
Communications for the Digital Skillshift project featured the imagery of industry in times 
past to engage the employers of today. The messaging was aimed to engage employers in a 
modern conversation, given distance by the historical images, to allow a degree of 
objectivity in their engagement. 
 

 

Dissemination events  
ALL DIGITAL and partners ran a number of events to disseminate the project more widely. 
Partenrs attended some local events in each country to promote the project to local 
potential learners and stakeholders.  
 
The project was briefly presented at the ALL Digital Summit in October 2019 in Bologna in 
plenary to the audience as a 7 minute “lightning talk”. At that time there was only a recently 
agreed approach to the curriculum and the context analysis phase that was completed.  
 

https://digitalskillshift.eu/
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In March 2020 the project should have had a prominent place in the annual ALL DIGITAL 
Week campaign, but this campaign was hit hard by the Covid pandemic, and so no specific 
focus on Digital Skillshift was possible. In October of the same year the 2020 ALL DIGITAL 
Summit was held as an online event, and a dedicated online workshop was delivered to 
around 30 delegates where detailed progress with the project was explained. 
 
Finally and most recently, ALL DIGITAL organised a webinar as part of All Digital Week on 22 
March 2021 to give partners the opportunity to explain the detail of the project and give 
delegates the opportunity to understand the details of the project. There were more than 
50 delegates attending the webinar which went into fine detail on the Digital Skillshift 
curriculum, how it works, how it evolved, as well as an overview of the project. The webinar 
explored the structure of the learning content with a detailed walkthrough of ‘Digital 
Assistant’ curriculum.  The webinar also included lessons learned from the delivery of the 
project, the practicalities of delivery during Pandemic, as well as an early look at the 
Evaluation results. 
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