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Summary 

 

Digitisation is changing our society, our 

economy and our working world. This 

development is often referred to as the fourth 

industrial revolution (Industry 4.0 or Work 

4.0).  It is certainly the case that the entire 

working world and all business sectors are 

affected. This process, digitisation, is already 

in full swing. It comes hand in hand with 

challenges, but above all with opportunities 

for Germany as a business location. This 

applies not only with regard to the improved 

competitiveness of German companies but 

also with regard to new employment 

opportunities. 

 

Digitisation stimulates specialisation and the 

division of labour. The importance of 

industrial and other services and the 

importance of work and service contracts as 

well as associated business models will 

therefore increase. Further regulation of 

these established contractual forms would 

hamper successful digitisation. 

 

Flexibility and flexibility requirements are 

also increasing through digitisation. Workers 

are gaining more autonomy thanks to flexible 

working hours and flexible use of equipment, 

enabling a better balance of work and private 

life. The classical work relationship will 

remain in place. But other forms of work will 

develop which should not be restricted 

through regulation. The time and place 

where tasks are performed will become 

increasingly flexible. 

 

The cognitive foundation needs to be laid so 

that the transition to the digital era and to 

Industry 4.0 as well as to Society 4.0 is 

mastered successfully. That means better 

education and lifelong learning. Here there is 

a considerable need for qualification and 

adaptation at all levels of the education 

system. This is the only way to promote 

digital literacy. 

 

With its robust industrial base, its capacity for 

innovation and its technological strength, 

Germany is well placed to seize the 

opportunities of digitisation. Greater efforts in 

the field of education are an important factor 

for this. The German business community 

has the will to shape digitisation actively and 

to seize the resulting opportunities. To this 

end, it is also necessary to adapt German 

labour law to the challenges of digitisation. 

Digitisation of the working world and 

economy will not succeed with more 

regulation. 

 

Detailed comments 

 

Seize the opportunities of the digital 

economy and working world 

 

New means of communication, the 

digitisation of products and services as well 

as the connection of production steps are 

changing our economy and working world 
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with lasting effect. New forms of work and 

areas of activity will evolve. This 

development should be flanked positively. 

 

Digitisation offers numerous opportunities for 

companies and workers. With the 

interconnection of communication, 

purchasing, production and distribution 

functions, companies can organise business 

operations more productively and more 

efficiently. In addition, they have simpler and 

more direct access to international markets. 

For workers, there are possibilities inter alia 

for a better work-life balance. 

 

It is important that the flexibility that 

digitisation provides through new work 

processes and new communication 

instruments is not impeded by regulation. 

Positive competition and employment effects 

can only be harnessed with a flexible 

framework. If the potential of digitisation 

which exists across all sectors with regard to 

Germany’s traditional strengths as an 

industrial location is successfully realised, 

the very good labour market trends of recent 

years can be durably supported as 

digitisation progresses. 

 

Promote a division of labour 

 

Digitisation of the economy and working 

world will stimulate and also demand a 

division of labour and specialisation in work 

and production processes. Specialised 

companies regularly work on the basis of 

work and service contracts. These contracts 

will therefore become more important. 

 

This development will permanently alter 

value creation and productivity and enable 

society to generate benefits for well-being. 

Accordingly, instruments of labour division 

and specialisation should not be restricted. 

Work and service contracts are a 

recognised, fair and effective possibility for 

supporting this division of labour and 

specialisation. A question mark must not be 

placed over their use into the future. If 

workers are employed in the framework of 

such contracts, the same labour law rules 

apply as they also do for other workers.  

 

Do not hamper flexible employment 

 

Alongside specialisation and division of 

labour, flexible employment will become ever 

more important in the digital working world. 

Digitisation will also mean more short-term 

fluctuations in the order situation. 

Employment will therefore have to adapt 

more than hitherto to the requirements of 

fluctuation order situations. One way of 

making this possible is flexible working 

hours. Another way is support for temporary 

work and fixed-term employment. Where 

demand for goods and services becomes 

more volatile, a static supply of labour and 

working conditions cannot be maintained. 

Flexible requirements for the production of 

goods and supply of services requires 

flexible working conditions. 

 

Hence, fixed-term contracts and temporary 

work must not be hampered by new burdens. 

Temporary work and in particular 

unsubstantiated fixed-term work must also 

continue to be available into the future for 

organising labour relationships without new 

restrictions. A regulatory moratorium is 

indispensable also with regard to flexible 

forms of employment. This applies very 

particularly for the planned regulation of 

temporary work set out in the Coalition 

Agreement. If the announcement made in 

the Coalition Agreement are implemented, 

provision needs to be made for modifications 

to the maximum hire period and to the 

principle of remuneration based on flexibility 

clauses in social partner agreements. 

Furthermore, greater legal certainty 

regarding unsubstantiated fixed-term work 

should be created by enabling the renewal of 

a fixed-term work contract if a period of no 

more than 24 months has elapsed between 
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the prior employment and the subsequent 

fixed-term employment. 

 

Adapt workplace rules 

 

Trust-based cooperation between employer, 

works council and workforce is not open to 

question. 

New communication channels and 

production processes will lead to a higher 

speed in decision-making and 

implementation processes in companies and 

business units. Employee involvement must 

take account of these requirements. Any 

potential for delay must be dismantled, the 

fitness of existing provisions for the future 

must be verified. 

 

For instance, the introduction of a completely 

new IT system requires consultation of the 

works council. However, this must not lead to 

consultation also on every conceivable 

update. 

 

Digitisation strengthens new forms for 

shaping and structuring of work 

relationships, e.g. working in so-called matrix 

structures will increase still further in the 

future. Work in such structures oriented 

strongly on the requirements of project 

implementation calls for new solutions in the 

area of workplace rules and work contract 

requirements. For instance, central functions 

can be pooled in one or more group 

subsidiaries. In addition, there is a 

classification by function or production area 

above the level of individual companies. It is 

therefore necessary in such cases to simplify 

the classification under workplace rules and 

structure them largely on the basis of 

individual agreements drawing on framework 

provisions. 

 

Similarly, the changes to production 

processes and communication channels 

triggered by digitisation may render changes 

to existing workplace structures necessary. 

For example, with a greater dispersal of 

business structures, it may be appropriate in 

future to merge businesses which have 

hitherto been run as stand-alone units in a 

single operation in order to simplify 

coordination and decision-making processes. 

Here it would be appropriate to widen the 

structural options open to works council and 

employer when adaptations are being made 

to necessary changes so that decisions can 

be taken directly in business units. This can 

enhance the attractiveness and flexibility of 

workplace rules. 

 

Use and develop working time flexibility 

as a locational advantage 

 

Digitisation of economy and working world 

comes with new possibilities for structuring 

working time. In the processing industry in 

particular but also in office professions and 

knowledge work, actual work will continue to 

be performed at the place of business also 

into the future. But new possibilities for 

working anywhere will open up for some 

professional groups, e.g. via cloud 

computing. 

 

Digitisation and an increasing international 

division of labour also mean a growing 

worldwide interconnection of the working 

world. Communication and coordination 

processes within groups which are active 

worldwide but also between different 

companies are increasing. This 

communication across time zones is made 

more difficult in many cases by maximum 

working hours laid down by statute. 

 

To create more leeway here and reflect 

operational needs, the German working time 

law should therefore shift from a daily to a 

weekly maximum working time. That would 

lead to more flexibility possibilities, e.g. if 

temporary but important coordination 

processes can only be conducted by the 

same employees in the business in Germany 

with Asian partners or establishments in the 

early morning and with American partners or 
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establishments in the evening. In particular, 

sectoral or company-level provisions can 

lead to customised solutions here. At the 

same time, this would safeguard protection 

of employees. Moreover, with the move to a 

weekly maximum working time, the German 

Government would be implementing a one-

on-one transposition of EU legal standards 

and hence making an effective contribution 

to dismantling bureaucracy. 

 

Digital communication channels make it 

possible to perform certain activities almost 

anywhere in the world. As a result, 

sometimes long commuting times to the 

workplace no longer apply. On the other 

side, it can sometimes be absolutely 

necessary that specialists at home or in the 

business work longer than planned. As long 

as this is compensated by a rest period at 

another time, this must in future be possible 

under practical conditions. 

 

The possibility of connected work worldwide 

is also restricted by the ban on working on 

Sundays and statutory holidays in Germany. 

Sunday in particular is different from 

recurring weekly rest days in other countries. 

To remain competitive in a globally 

connected economy, the authorisation of 

work on Sundays and statutory holidays 

should not be subject to disproportionate 

bureaucratic hurdles. 

 

An important instrument for greater flexibility 

is constituted by working time accounts 

which will become considerably more 

important against the background of 

fluctuating and irregular demand in the digital 

age. Working time accounts help companies 

to react to varying order situations in good 

time. At the same time, they help to 

coordinate employees’ work schedules better 

with operational requirements. Statutory 

restrictions on such working time systems, 

which are usually specified in sectoral 

negotiated agreements and further detailed 

in company-level agreements, are therefore 

superfluous. What is needed is a 

constructive approach to working time 

accounts which should be flanked by flexible 

and legally certain framework conditions and 

not brought into question. A bureaucratic and 

cumbersome legislative framework for 

working time accounts as has now been put 

in place in the minimum pay law restricts 

leeway disproportionately. 

 

More working time flexibility also means that 

the capacity for reaction has to be increased, 

e.g. for changes in working time volume at 

short notice. A capacity for rapid reaction 

would upgrade the competitiveness of 

German companies and their attractiveness 

to customers for their products and services. 

To this end, consideration should be given to 

a reform of § 12 TzBfG (German law on 

temporary work and fixed-term work 

contracts) which sets unduly narrow limits for 

increases in working hours. The notice 

period of four days should be shortened at 

the very least for cases where work is 

performed in the home-office where 

employees can react much more 

spontaneously and without long preparation 

periods. 

 

New possibilities for the work-life balance 

 

A successful work-life balance plays an 

important role in attracting workers. Ever 

more employees want to make a contribution 

both at work and within the family. In 

addition, a growing number of employees 

have care responsibilities for which solutions 

have to be found. Thanks to digitisation, new 

possibilities have been created in this regard 

where digital work performed free of location 

and time restrictions plays a decisive role.  

 

Greater flexibility in work organisation with 

regard to the work location enables mobile or 

work in the home-office. The freedom this 

provides for flexible work organisation is 

supplemented or combined with flexible 

working time models such as part-time – 
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from a few hours through to almost full-time, 

flexible working hours, trust-based working 

hours or also job-sharing. 

 

But flexible forms of work are not suitable for 

every employee and for every type of work. 

The aim must be that employees can 

combine work and private life better and can 

use their career possibilities – within the 

framework of operational possibilities. 

Whereas digitisation offers new technical 

possibilities for the work-life balance, 

fundamental framework conditions such as 

further development of sufficient and high 

quality childcare centres and schools which 

are open all day or family benefits which 

incentivise potential workers to stay out of 

the labour market continue to be of central 

importance. 

 

The German health and safety system is 

well structured for the digital future 

 

The existing occupational safety and health 

system is well structured to shape a safe and 

healthy working world in the age of 

digitisation. The health and safety provisions 

in force today – in particular the German 

occupational safety and health law which 

defines protection objectives and does not 

lay down detailed measures – are sufficiently 

flexible and also adequate for new forms of 

work and working conditions.  

 

It can be foreseen that activities and 

requirement profiles will in future be more 

strongly differentiated and many employees 

will no longer be active at just one work 

location. This means that the health and 

safety effort in companies will increase. For 

instance, it may be more complicated to 

draw up risk assessments because fewer 

activities can be placed under the same 

heading for the assessment and employees 

are working at different locations. 

 

In the area of physical strains and risks – 

based on a level that is already high – further 

clear improvements can be expected 

because more ergonomic work equipment 

will be available. New technical 

developments support employees with 

temporary or chronic physical restrictions as 

is to be expected as work forces age. There 

will also be fewer accident risks with the 

onward march of automation in industry. This 

is bringing real progress in the working world 

and a considerable added value for 

companies and employees alike. 

 

Where there is a reduced personal presence, 

the frequency of contact with managers and 

colleagues will reduce. However, this can be 

largely offset through practice-based 

communities of persons who are informally 

connected and perform similar tasks (known 

as communities of practice), contact 

possibilities in the home-office environment 

or new means of communication. 

 

The situation is rather different for physical 

strains. It is not yet completely foreseeable 

how this will evolve as the economy 

becomes digital. For this reason, 

occupational safety and health must be able 

to react promptly and flexibly to changes. 

This is ensured by the current discretion for 

action in assessing the risks of physical 

strains. In this area, further regulation – for 

instance on stress prevention or restrictions 

on accessibility – would not provide any 

additional benefit but merely add to red tape 

and uncertainty about what action to take 

and the legal situation. The existing 

legislative framework offers every possibility 

to identify potential physical risks for 

individual activities within a business. In this 

regard, it is a good idea that solid and 

generally accepted research results on 

physical strains should constantly feed into 

these assessments without there therefore 

needing to be new regulation. 

 

Furthermore, it must be clear that 

occupational safety and health is about 

employee protection. Health and safety rules 
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for employees cannot be extended to forms 

of self-employment. Even where new forms 

of work organisation such as crowd-working 

arise, it remains the case that the self-

employed themselves alone can determine 

their working conditions and working hours. 

Crowd-working and crowd-sourcing are new 

forms of freely organised activity and free 

cooperation in the Internet which cannot be 

captured in law. Neither are these forms of 

employment that can be regulated in any 

way. A need for action in law or negotiated 

agreement does not appear to be a given, 

not least because national or even regional 

provisions would be unenforceable. 

Nevertheless, it is sensible to investigate 

these development empirically and thus to 

place the debate on an objective basis. 

 

Ideas about setting minimum pay for a 

crowd-worker are out of place. Anybody who 

wants to take on such a task in the Internet 

should not and cannot be impeded either 

legislatively or in any other way. This also 

applies for other autonomous activities at 

home and abroad. 

 

Maintain flexible regulation possibilities 

for data protection 

 

Digitisation generally means a higher 

generation of data. Partly for this reason, 

discussions on the shape of data protection 

law in Europe are in full swing. With the 

proposal for a general data protection 

regulation, the European Commission has 

taken the initiative for a new European 

legislative framework for data protection. The 

aim of the new provisions is to adapt data 

protection to the rapid development of new 

technologies and increasing globalisation.  

 

Hitherto, the existing data requirement 

requirements are applied differently in EU 

Member States despite their common basis 

in the 1995 data protection directive. This 

also definitely applies in the international 

context. The consequences are legal 

uncertainty and high costs. Hence, the 

European Commission’s fundamental idea 

that data protection law should be 

harmonised in Europe is correct.  

 

This harmonisation of the legislative 

framework must also encompass a far-

reaching harmonisation of employee data 

protection. Furthermore, a digital working 

world requires more flexibility. Data 

protection law must address this 

requirement. For practical application of 

abstract legal requirements, this means that 

employers and employee representatives 

must be able to determine concrete data 

protection conditions, in particular also in 

negotiated agreements. Through the 

increasing digitisation of working life, the 

importance of business-related data 

protection solutions will increase. In cases 

where there is no employee representation, 

e.g. a business with no works council, 

employees’ consent to the processing of 

personal data is essential. 

 

Company-level rules can also facilitate 

management of the growing mix of private 

and work-related work equipment. The 

increasing use of private digital terminals by 

employees also for work purposes is also 

under intensive discussion under the 

heading of “bring your own device”. The 

questions this poses are not only technical. 

Data protection and labour law aspects need 

to be clarified. This covers areas such as 

remote monitoring, remote deletion, access 

and forwarding control as well as 

reimbursement of expenses and publication 

rights following departure. Moreover, rules at 

company and/or individual level are also 

advisable for the case where the employer 

provides digital terminals. Routine use of 

email and Internet are increasingly an 

everyday reality. Hence, the number of 

workers who do not want to refrain from 

private use of email and Internet also during 

working time will increase. At the same time, 

there are many companies which are 
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prepared to allow their employees to engage 

in such private use – to a reasonable extent. 

The parameters for permitted private use of 

a company’s means of communication are 

often laid down in company-level 

agreements. At the same time, the employer 

must be able to ensure that these 

requirements are also complied with and, for 

instance, that there is no excessive private 

use or downloading/uploading of potentially 

criminal material. A company-level 

arrangement or employee consent for the 

implementation of abuse checks is therefore 

an essential condition for employers’ 

willingness to allow their means of 

communication to be used also for private 

use. 

 

Private use of company means of 

communication is also problematic because 

of the still unanswered question of whether 

this makes an employer a service provider 

within the meaning of telecommunications 

law. Under this law, communication would be 

subject to telecommunications secrecy. Yet 

telecommunications law does not fit in with 

either the terminology or the systemology of 

the legal relationship of employers and 

employees.  It should be clarified that an 

employer which allows the private use of its 

means of communication is not a service 

provider. 

 

Develop STEM education 

 

An essential condition for the successful 

transformation to the digital economic and 

working world is securing the necessary 

skilled workers. STEM qualifications in 

particular are important for digitisation. 

Intensive promotion of digital literacy can 

only succeed if STEM education in Germany 

is strengthened at all levels of the education 

system. The aim must be to emphasise 

STEM education as a part of a 

comprehensive general education. In this 

regard, STEM education does not mean just 

the learning of facts but above all a basic 

familiarity with a world characterised by 

knowledge and technology.  Such an 

education is of great importance for 

individual development and life prospects. It 

is a condition for involvement in civil society, 

for professional development and 

opportunity. 

 

More and better STEM education should be 

passed on from the earliest age: contact with 

figures, magnitudes, forms, quantities and 

relationships in order to awaken pleasure, 

curiosity and interest in STEM. For this, 

educators need the corresponding 

qualifications. 

 

This early knowledge can be built on at 

school. Alongside mathematics, it should be 

compulsory to study two further 

scientific/technical subjects until school-

leaving age; this is currently the case in only 

six German Länder. STEM subjects should 

be taught in a stimulating, vivid and practical 

way. 

 

Teach digital skills comprehensively at 

school 

 

Digital skills must be part of general 

education even more than hitherto. Even if 

the ICILS (International Computer and 

Information Literacy Study) comparison 

attests to comparatively good digital skills 

among German schoolchildren – albeit with 

room for improvement – a grounding in 

information technology and media training 

must be a requirement in curricula and 

embedded more strongly in teacher 

education and training. The focus of 

acquiring a grounding in information 

technology should be on how to use text 

processing, table calculation, presentation, 

file management and image processing 

programmes, model-building, simulations as 

well as the interaction between hardware 

and software. Media training encompasses 

learning with media and learning about 

media. Media skills enable professional, 
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independent, creative and socially 

responsible action in a world characterised 

by media. The above-mentioned ICILS study 

also refutes the widespread assumption that 

children and adolescents will automatically 

become competent users of digital media by 

growing up in an environment characterised 

by new technologies. The aim must therefore 

be to prevent digital illiteracy and to develop 

the necessary skills on a broad front – also 

with regard to the necessary phases of 

training during working life. 

 

Concerning the strengthening of digital skills 

at school, employers are already engaged in 

a wide range of initiatives and projects (e.g. 

the Bavarian Business Association jointly 

with the Bavarian Education Foundation in 

the projects “Learning universe 2.0 – Digital 

practice and feedback” and “Digital schooling 

– Learning with interactive video tutorials”). 

 

Ensure a readiness for training 

 

A condition for digital skills in work and 

everyday life is to ensure a readiness for 

training acquired at school. Many young 

people leave school without the necessary 

tools to benefit from training. Repair 

measures in the transitional system to tackle 

deficits are necessary and generate high 

costs. Education policy reforms must 

therefore improve the quality of schools. It is 

the task of universally binding school to 

ensure that all school leavers are ready for 

immediate placement. In this contest, a 

readiness for training includes first basic 

school learning and second the necessary 

attitude to work and social interaction such 

as concentration, self-organisation and team 

skills (“soft skills”). A readiness for training 

also includes a solid vocational orientation 

with the objective of enabling a choice of 

profession so that school children are better 

prepared for the working world. This must be 

firmly embedded in everyday school life and 

imparted in cooperation with business and 

the German Federal Employment Agency. 

Strengthen cross-disciplinary skills in 

university courses 

 

University graduates must be well prepared 

for the technical challenges arising from 

digitisation to smooth their entry into the 

labour market. It is therefore important to 

have an earlier practical contact in learning, 

practice and courses and a greater 

openness overall among universities to the 

needs of the labour market. Courses should 

pass on a fundamental understanding of 

digital work and business processes 

wherever this is necessary and sensible. It is 

clear that all university graduates need to 

learn more strongly than hitherto cross-

disciplinary skills such as general 

management, project management and in 

particular IT knowledge. Cross-overs 

between courses are indispensable and 

should be further developed, cooperation 

between disciplines should be reinforced and 

support should be intensified via 

professorship endowments. 

 

Training orders offer a high degree of 

flexibility for necessary adjustments 

 

In industry and services, requirements on 

employees from the middle qualification level 

will also develop markedly through 

digitisation, e.g. production activities in the 

true sense will reduce and instead “technical 

services” in production operations 

(preparation, trouble-shooting, supervision) 

will increase. Through the close involvement 

on the employer side in the preparation of 

new or ongoing adaptation and 

modernisation of existing training orders in 

vocational training, necessary change and 

modernisation needs of companies can be 

realised rapidly. Training orders are flexible, 

define minimum standards and hence allow 

room for adaptation to diverse operational 

requirements and to technical developments 

– also to digitisation. Suitable training 

professions (mechanical and electrical 

engineering as well as IT professions) are 
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available; today’s professions are already 

oriented on production systems and 

structured around cross-sectoral 

cooperation. 

 

As in universities, an adequate acquisition of 

IT skills also has to be taken into account in 

vocational training for an increasing number 

of professions. Areas previously separate will 

become intensively interlinked; technological 

change will not lose speed also in the future. 

Those completing both academic education 

and vocational training need more social 

skills in order to structure the necessary 

interaction and an ability to engage in active 

and mainstream learning. Among other 

things, these capabilities can be developed 

through more strongly project-oriented 

training or through offers of additional 

qualifications. 

 

Interlink vocational and university 

education – widen dual study offers 

 

The task of production and knowledge 

workers are moving closer together. This 

applies in particular for digitised production 

sites and processes and this will apply in 

particular in the framework of Industry 4.0 in 

the so-called smart factory. The interlinking 

of vocational and university education must 

therefore be further developed. Academic 

courses should include practice-relevant 

content in their curricula and vocational 

training courses should have 

academic/scientific links where necessary. 

 

Dual courses are an excellent way to 

combine an academic qualification with solid 

practical experience. The positive trend in 

the area of dual course offers is also 

welcome with a view to the shortage of 

skilled STEM workers and the further 

development of the offer at universities 

should be supported – while maintaining 

quality standards. In addition and especially 

for new professions and trades, the potential 

of the dual study format can be exploited 

even more strongly. For this, it is especially 

important that there is also even better 

coordination and interlinkage of the content 

of the two learning locations. 

 

Ongoing training is the ideal route 

 

The ideal route for adjusting to digitisation of 

economy and working world is ongoing 

training. In this regard, on-the-job training 

and a work organisation that promotes 

learning should be taken into account. 

Learning cannot be “held in stock” and 

should take place permanently and be self-

managed. Digital media, e-learning and 

blended learning should be deployed. The 

necessary basis for this self-learning and 

these media skills must be laid in initial 

training. This should also be taken into 

consideration for the qualification of trained 

and untrained alike, e.g. through training 

modules. 

 

Generally, the responsibility for ongoing 

vocational training should be shared as a 

function of benefits and interests. As a rule, 

employees and companies benefit equally 

from ongoing training. They should therefore 

both participate appropriately in the effort 

and accept responsibility. Above all, a 

contribution in time constitutes a good 

possibility for worker participation in the 

ongoing training effort. Around two thirds of 

ongoing vocational training currently takes 

place in working time. It is true that this hides 

a welcome development – this share was as 

high as four fifths in 2007. Nevertheless, a 

majority of businesses continue to wish that 

their employees would input more of their 

free time for their own ongoing training. 

 

Develop digital learning technologies 

 

Regarding deployment of digital learning 

technologies in schools and universities, 

Germany is still a long way behind on an 

international comparison. The use of digital 

tools in learning can lead to a clear quality 
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improvement. Thus, young people can help 

shape content through the use of 

collaborative learning platforms. Through the 

use of learning technologies, inclusion 

(barrier-free promotion of and additional 

offers for poorly performing school students) 

and more efficient involvement of parents in 

everyday school life can also be supported. 

Teachers commonly lack skills in the use of 

digital media in teaching. Educationally 

sensible use of digital learning resources 

must therefore be firmly embedded in 

teacher training and in continuing training 

offers. At the same time, not every digital 

technology can also be deemed as progress 

for learning. 

 

In universities, new learning models such as 

the “flipped classroom” have the potential to 

improve the quality of university education 

markedly, in particular against the 

background of thin staff cover. 

Corresponding incentives and support 

models from the public authorities are a 

necessary condition here. Innovative 

learning approaches such as open 

educational resources should also be 

supported. 

 

In vocational training, better interconnection 

of learning locations during training can also 

be achieved through the use of learning 

technologies. Within many companies, forms 

of communication and cooperation are 

changing, with knock-on effects for 

vocational training. Training content is 

imparted not only in direct contact but also 

via social/digital media. 

 

Furthermore, digital media can also be used 

for basic education and acquiring literacy 

skills. 
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