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The world of work is changing fundamentally and quickly as a result of 
technological transformation, demographic development and globalisa-
tion. The contributions in the anthology show for ten European countries 
that not only do the degree and speed vary significantly between occu-
pations, sectors and firm types – the changes take on diverse forms in 
different geographical locations. Labour market actors at regional and lo-
cal level need to know which skills, competences and know-how are re-
quired from the labour force so that they can set up their strategies in 
line with the future developments.  

Regional and local labour market observatories, which are established in 
over 550 regions and localities in Europe already, can provide significant 
support in these processes as they have far-reaching experiences with 
applying a wide variety of methods to collecting, analysing and combin-
ing data. Furthermore, they are embedded in regional/local networks of 
labour market actors and actively contribute to shaping regional strategy 
processes evidence-based labour market policies.  

The contributions demonstrate from different perspectives the approach-
es to skills and competence monitoring applied in various European re-
gions and localities. In particular, the authors focus on the methods and 
sources of data and information, implemented instruments, resulting 
strategy-building and role of observatories in these processes. The com-
pilation of approaches offers an overview of the state-of-the art in labour 
market monitoring, which can be used for building up skills and compe-
tence monitoring frameworks at regional and local level.  
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Foreword  

Globalisation,	   technological	   progress	   and	   demographic	   change	   are	   having	   a	  
profound	  impact	  on	  the	  world	  of	  work.	  These	  mega-‐trends	  do	  not	  only	  deter-‐
mine	  the	  number	  of	  jobs	  that	  are	  available	  but,	  most	  importantly,	  affect	  their	  
tasks	   and	   skill	   content.	   Technological	   change	   is,	   for	   instance,	   contributing	   to	  
the	  automation	  of	  many	  industrial	  processes	  and	  increasingly	  of	  some	  service-‐
sector	   job	   tasks.	   Similarly,	   population	   ageing	   is	   driving	   new	   skill	   needs	   by	   in-‐
creasing	  the	  need	  for	  health	  and	  care-‐related	  services.	  

Although	   the	   timing	   and	   the	   speed	   of	   these	   changes	   differ	   across	   countries,	  
empirical	  evidence	  suggests	  that	  they	  will	  continue	  (or	  even	  accelerate)	  in	  the	  
coming	  decades	  and	  quickly	  extend	   to	  emerging	  economies.	  The	  ability	  of	   la-‐
bour	   markets	   to	   adjust	   to	   such	   changes	   and	   of	   firms	   to	   make	   most	   of	   new	  
technologies	  and	  move	  up	  the	  value	  chain	  will,	  to	  a	  large	  extent,	  depend	  on	  the	  
ability	  of	  their	  workforce	  to	  adapt	  and	  develop	  labour	  market	  relevant	  skills.	  

In	  such	  uncertain	  context,	  measuring	  all	  these	  dynamics	  becomes	  crucial	  in	  or-‐
der	  to	  provide	  an	  evidence-‐based	  rationale	  to	   labour	  market	  policies,	  contrib-‐
ute	  to	  our	  understanding	  of	  these	  phenomena	  and	  develop	  solutions	  ensuring	  
that	  no	  workers	  are	   left	  behind	   in	  a	   labour	  market	   that	  becomes	  more	   inclu-‐
sive.	  The	  analysis	  of	  regional	  and	  local	  labour	  markets	  is	  also	  of	  paramount	  im-‐
portance	  as	  these	  are	  the	  functional	  areas	  where	  demand	  and	  supply	  of	  skills	  
meet.	  	  	  

This	  volume	  discusses	  several	  new	  approaches	  to	  measuring	  skill	  needs	  across	  
European	  countries	  and	  provides	   invaluable	   insights	   into	   the	   fundamental	  as-‐
pects	  driving	  skill	  mismatches.	  Furthermore,	  it	  addresses	  the	  various	  strategies	  
for	  filling	  these	  gaps.	  

Fabio	  Manca	  	  

Directorate	  for	  Employment,	  Labour	  and	  Social	  Affairs	  
OECD,	  Paris	  
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Introduction     

Christa	  Larsen	  and	  Sigrid	  Rand	  

The  Start ing  Point     

The	  world	  of	  work	  is	  changing	  fundamentally	  and	  quickly	  as	  a	  result	  of	  techno-‐
logical	  transformation,	  demographic	  development	  and	  globalisation.	  However,	  
a	   comparative	   view	   on	   regions	   and	   especially	   localities	   shows	   that	   these	  
changes	  take	  on	  diverse	  forms	  in	  each	  case:	  the	  degree	  and	  speed	  vary	  signifi-‐
cantly	   between	   occupations,	   sectors	   and	   firm	   types	   in	   different	   geographical	  
locations.	  Accordingly,	  employees	  need	  to	  acquire	  skills	  and	  competences	  that	  
enable	  them	  to	  retain	  their	  employability	  during	  the	  change	  processes	  that	  af-‐
fect	  them.	  Firms	  and	  regions	  also	  need	  to	  address	  this	  issue,	  as	  their	  economic	  
success	  depends	  the	  availability	  of	  relevant	  skills	  and	  competences.	  

Consequently,	   labour	   market	   actors	   have	   the	   task	   of	   capturing	   which	   skills,	  
competences	  and	  know-‐how	  the	  employed	  and	  unemployed	  as	  well	  as	  gradu-‐
ates	  need	   in	   these	   change	  processes.	   The	   increased	   transparency	   serves	   as	   a	  
basis	  for	  designing	  appropriate	  offers	  and	  approaches	  or	  for	  changing	  the	  exist-‐
ing	  ones	  with	  regard	  to	  future	  developments.	  Regional	  and	  local	  labour	  market	  
observatories,	  which	   are	   established	   in	   over	   550	   regions	   and	   localities	   in	   Eu-‐
rope	  already,	  can	  provide	  significant	  support	  in	  these	  processes	  because	  of	  the	  
four	  characteristics	  that	  they	  display:	  

• The	   application	   of	   mixed	   methods	   and	   use	   of	   data	   from	   different	  
sources	   (holistic	   approaches):	   statistical	   data	   are	   usually	   not	   sufficient	  
for	  depicting	  regional	  and	  local	  labour	  markets	  and	  the	  resources	  availa-‐
ble	   for	   generating	  data	   are	  often	   limited.	   Therefore,	   further	   sources	  of	  
data	   and	   information	   are	  used	   in	   order	   to	   adequately	   describe	   the	  de-‐
velopments	   in	   the	   labour	   markets.	   Against	   this	   background,	   elaborate	  
practices	   have	   evolved	   in	  which	   statistical	   data	   are	   systematically	   con-‐
nected	   to	   local	   expertise	   and	   administrative	   processes	   of	   organisations	  
(e.g.	  Labour	  Offices),	  or,	   increasingly,	   to	  Big	  Data	   from	  the	   Internet	   (es-‐
pecially	   online	   job	   portals).	   In	   these	   processes,	   important	   practical	  
knowledge	  concerning	  methods	  and	  content	  has	  been	  created.	  Further-‐
more,	  prognostic	  approaches	  need	  to	  be	  mentioned	  here,	  which	  contain	  
both	  quantitative	  and	  qualitative	  elements.	  	  
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• Scientific	   insights	  concerning	  overarching	  developments:	   in	  their	  work,	  
observatories	  need	  to	  study	  overarching	  trends	  in	  society	  and	  the	  econ-‐
omy	   in	   order	   to	   determine	  how	   they	   influence	  development	   at	   the	   re-‐
gional	  or	   local	   level.	  This	  especially	  concerns	  the	  developments	   in	  voca-‐
tional	   education	   and	   training	   (VET)	   and	  higher	   education	   systems	  or	   in	  
specific	  sectors,	  but	  also	  the	  politics	  and	  governance	  of	  the	  labour	  mar-‐
ket.	   Accordingly,	   observatories	   have	   close	   connections	   to	   scientific	   re-‐
search	  or	  are	  located	  at	  universities,	  which	  enables	  them	  to	  tailor	  scien-‐
tific	  studies	  to	  the	  specific	  situation	  in	  the	  region	  or	  locality.	  	  

• Process-‐orientation	  in	  regional	  and	  local	  monitoring:	  the	  role	  of	  region-‐
al	   and	   local	   labour	  market	  observatories	  goes	  beyond	  generating	   infor-‐
mation.	  Regional	   labour	  market	  monitoring	   requires	   a	   complex	  process	  
in	  which	  demand-‐oriented	  (i.e.	  suitable	  and	  relevant)	  information	  is	  cre-‐
ated	  for	  regional	  and	  local	   labour	  market	  actors.	  The	  observatories	  also	  
support	   the	   interpretation	  of	   information	  and	   ideally	  ensure	   that	  all	   la-‐
bour	  market	  actors	  share	  a	  common	  conception	  of	  the	  situation.	  This	   is	  
why	   the	   observatories	   do	   not	   limit	   their	   activities	   to	   providing	   infor-‐
mation	  and	  instead	  focus	  on	  the	  knowledge	  of	  labour	  market	  actors.	  The	  
observatories	  provide	  further	  support	  by	  converting	  knowledge	   into	  ac-‐
tion.	  This	  concerns	  the	  regional	  strategy	  processes	  of	  evidence-‐based	  la-‐
bour	  market	  politics.	  After	  the	  strategies	  are	  implemented,	  the	  next	  step	  
is	   evaluation,	  which	   can	   lead	   to	  adjustments.	  Correspondingly,	   regional	  
labour	   market	   monitoring	   is	   an	   action-‐oriented	   cyclic	   approach.	   This	  
makes	   it	   possible	   to	   continuously	   record	   changes	   in	   the	   labour	  market	  
and	  react	  to	  them	  strategically.	  	  

• A	  Europe-‐wide	  network	  as	  a	  resource	  for	  innovation:	  the	  work	  of	  many	  
regional	  and	  local	  labour	  market	  observatories	  in	  Europe	  is	  influenced	  by	  
their	  limited	  resources	  (time,	  money,	  personnel)	  and	  often	  geographical	  
isolation.	   To	   still	   enable	   innovations,	   the	   regional	   observatories	   have	  
united	  to	  build	  the	  European	  Network	  on	  Regional	  Labour	  Market	  Moni-‐
toring	  (EN	  RLMM).	   In	  this	  network,	  good	  practices	  are	  exchanged,	  com-‐
mon	   projects	   are	   initiated	   and	   the	   concept	   of	   regional	   labour	   market	  
monitoring,	  which	   addresses	   the	  needs	   for	   practical	   implementation	  of	  
ideas,	   is	   systematically	   developed	   further.	   For	   over	   ten	   years,	   the	   net-‐
work	   has	   served	   as	   a	   resource	   for	   the	   conceptual	   and	   content-‐based	  
work	   of	  many	   regional	   and	   local	   labour	  market	   observatories.	   Further-‐
more,	   it	   provides	   them	   with	   important	   support	   for	   the	   application	   of	  
continuous	  innovations	  in	  their	  field	  of	  work.	  	  

These	  characteristics	  of	  regional	  and	  local	   labour	  market	  observatories	  consti-‐
tute	   an	   excellent	   prerequisite	   for	   developing	   a	   Europe-‐wide	   system	   for	   skills	  
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and	  competence	  monitoring	  in	  regions	  and	  localities.	  Before	  envisaging	  what	  it	  
could	   look	   like,	   changes	   in	   firm-‐based	  processes	  and	  work	  have	   to	  be	  consid-‐
ered	  in	  more	  detail.	  	  

The  Changing  World  of  Work   in  European  Regions  and     
Local it ies     

Digitalisation	  is	  considered	  to	  be	  the	  essential	  driver	  of	  changes	  in	  the	  econo-‐
my.	  The	  division	  of	  responsibilities	  is	  also	  changing	  within	  firms,	  bringing	  about	  
new	   requirements	   for	   employees,	   for	   example	   in	   regard	   to	   communication,	  
creativity	  and	  flexibility	  as	  well	  as	  taking	  initiative	  and	  assuming	  responsibility.	  
Additionally,	   technical	   competences	   for	   dealing	  with	  new	  digital	   technologies	  
are	  required.	  Firms	  can	  benefit	  from	  digitalisation	  only	  when	  its	  employees	  are	  
equipped	  with	   the	  above-‐mentioned	  skills	  and	  competences	   fitting	  exactly	   its	  
needs.	  It	  has	  long	  been	  clear	  that	  even	  well-‐qualified	  professionals	  do	  not	  have	  
the	  appropriate	  skills	  and	  competences	  needed	  for	  retaining	  their	  employabil-‐
ity	   throughout	   change	   processes.	   Furthermore,	   ever	   more	   employers	   under-‐
stand	   that	   lifelong	   learning	   is	   crucial	   for	   employees	   if	   the	   firm	   is	   to	   remain	  
competitive.	  In	  this	  situation,	  the	  professional	  education	  field,	  comprising	  voca-‐
tional	   education	   and	   training	   as	  well	   as	   higher	   education,	   is	   confronted	  with	  
several	  challenges.	  Often	  it	  is	  difficult	  to	  conceive	  what	  types	  of	  knowledge	  and	  
which	   skills	   and	   competences	   need	   to	   be	   conveyed	   and	   practiced.	   Further-‐
more,	   curricula	   are	  difficult	   to	   change,	   since	  VET	   courses	   and	  degree	   courses	  
last	  for	  several	  years	  and	  it	  is	  difficult	  to	  integrate	  the	  dynamic	  changes	  arising	  
from	  digitalisation	  into	  them.	  Especially	  in	  the	  field	  of	  professional	  further	  edu-‐
cation	  and	  the	  training	  of	  people	  who	  are	  already	  employed,	  aspire	  to	  return	  to	  
their	  careers	  or	  are	  currently	  unemployed,	  there	  is	  a	  need	  for	  a	  suitable,	  often	  
individualised	  format	  as	  well	  as	  opportunities	  for	  further	  education	  integrated	  
into	  work	  processes.	  Currently,	  this	  poses	  great	  challenges	  for	  the	  providers	  of	  
further	  education	  in	  many	  European	  regions.	  Transparency	   is	  needed	  in	  order	  
to	  empower	  actors	  in	  the	  field	  of	  education.	  Regional	  and	  local	  labour	  market	  
observatories	  can	  play	  a	  crucial	  role	  in	  creating	  it.	  

When	   talking	  about	   skills	   and	  competences,	   the	   two	   terms	  are	  often	  used	  as	  
synonyms.	  Definitions	  and	  demarcations	  are	  considered	  less	  relevant,	  especial-‐
ly	   in	   the	  practice	  of	  observatories	  or	   in	   sectors	  and	  occupations.	   Instead,	   the	  
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manifestations	  of	   single	   skills	  or	  competences	  are	  of	  greater	   interest.	  Moreo-‐
ver,	  no	  existing	  definition	  has	  been	  authoritative	  enough	   to	  establish	   itself	   in	  
research	  as	  well	  as	  among	  the	  intermediaries	   in	  politics	  and	  administration	  or	  
labour	  market	  actors.	  In	  Europe,	  the	  most	  frequently	  used	  definition	  is	  found	  in	  
the	   ESCO	   taxonomy	   of	   the	   European	   Commission.	   It	   differentiates	   between	  
knowledge,	  skills	  and	  competences.	  The	  definition	  for	  skills	  originates	  from	  the	  
European	  Qualification	  Framework	  and	  denotes	  “the	  ability	  to	  apply	  knowledge	  
and	   use	   know-‐how	   to	   complete	   tasks	   and	   solve	   problems.	   Skills	   can	   be	   de-‐
scribed	  as	  cognitive	  (involving	  the	  use	  of	  logical,	  intuitive	  and	  creative	  thinking)	  
and	   practical	   (involving	  manual	   dexterity	   and	   the	   use	   of	  methods,	  materials,	  
tools	  and	  instruments).	  […]	  The	  term	  skill	  refers	  typically	  to	  the	  use	  of	  methods	  
or	  instruments	  in	  a	  particular	  setting	  and	  in	  relation	  to	  defined	  tasks.	  The	  term	  
competence	   is	  broader	  and	   refers	   typically	   to	   the	  ability	  of	   a	  person	  –	   facing	  
new	  situations	  and	  unforeseen	   challenges	  –	   to	  use	  and	  apply	   knowledge	  and	  
skills	  in	  an	  independent	  and	  self-‐directed	  way”.1	  Accordingly,	  the	  term	  compe-‐
tence	   “means	   the	  proven	  ability	   to	  use	   knowledge,	   skills	   and	  personal,	   social	  
and/or	  methodological	  abilities,	  in	  work	  or	  study	  situations	  and	  in	  professional	  
and	  personal	  development.	  Competences	  are	  described	  in	  terms	  of	  responsibil-‐
ity	   and	   autonomy”.2	   In	   contrast,	   knowledge	   can	   be	   clearly	   demarcated:	  
“Knowledge	   means	   the	   outcome	   of	   the	   assimilation	   of	   information	   through	  
learning.	  Knowledge	  is	  the	  body	  of	  facts,	  principles,	  theories	  and	  practices	  that	  
is	  related	  to	  a	  field	  of	  work	  or	  study”.3	  

OECD	  definitions	  are	  also	  used	  in	  addition	  to	  the	  ESCO	  taxonomy.	  In	  the	  OECD	  
Skills	  Strategy	  –	  unlike	  in	  ESCO	  –	  skills	  and	  competences	  are	  used	  as	  synonyms.	  
They	  are	  understood	  as	  a	  bundle	  of	  knowledge,	  attributes	  and	  capacities	  that	  
can	   be	   learnt.	   Further	   concepts	   of	   skills	   and	   competences	   are	   used	   in	  many	  
studies:	   for	  example,	   in	   regard	   to	   individuals	   they	  often	   refer	   to	  “key	  compe-‐
tences”	   as	  well	   as	  work-‐	   and	  organisation-‐specific	   competences.	  Additionally,	  
the	  use	  of	  the	  term	  “hard	  skills”	  for	  technical	  and	  methodological	  competences	  
and	   “soft	   skills”	   for	   social-‐communicative	   competences	   is	   widespread.	   Apart	  
from	   the	   professional	   or	   subject-‐specific	   competences,	   the	   focus	   is	   on	   those	  
competences	   that	   can	   be	   used	   in	   all	   professional	   fields.	   In	   the	   empirical	   re-‐
	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
1	  https://ec.europa.eu/esco/portal/escopedia/Skill.	  
2	  https://ec.europa.eu/esco/portal/escopedia/Competence.	  
3	  https://ec.europa.eu/esco/portal/escopedia/Knowledge.	  
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search	   literature	   there	   is	   a	   widespread	   consensus	   that	   these	   are	   so-‐called	  
“transferable”	  skills	  or	  competences.	  The	  various	  concepts	  of	  skills	  and	  compe-‐
tences	  are,	  for	  example,	  applied	  when	  developing	  competence	  profiles	  for	  spe-‐
cific	  occupations	  or	  areas	  of	  activity.	  

Compared	  to	  the	  numerous	  definitions	  of	  skills	  and	  competences,	  the	  descrip-‐
tion	   of	   skills	   and	   competence	   acquisition	   and	   development	   in	   particular	   is	   a	  
“black	  box”.	  Especially,	  this	  concerns	  their	  application	  in	  the	  field	  of	  education,	  
even	  though	  first	  attempts	  have	  been	  made	  to	  explore	  the	  learning	  processes	  
(opportunities	  for	   learning	  as	  well	  as	  willingness	  and	  motivation	  to	   learn),	  the	  
framework	   conditions	   facilitating	   learning	   in	   organisations	   (time,	   support,	  
spaces,	  financing,	  voluntariness)	  as	  well	  as	  the	  situation	  in	  regions	  or	  localities	  
(networking	  of	   labour	  market	  actors,	  steering	  of	  communication,	  regional	  and	  
local	  strategies).	  However,	  the	  insights	  are	  rather	  fragmented	  and	  lack	  descrip-‐
tions	  of	  application	  processes	  relevant	  to	  practice.	  	  

Furthermore,	   at	   the	   moment	   a	   process	   that	   takes	   place	   at	   earlier	   stages	   of	  
monitoring	  has	   received	  heightened	  attention	  –	   the	  question	  of	  how	  to	  build	  
up	  the	  so-‐called	  “signalling”.	  This	  means	  that	  the	  relevant	  labour	  market	  actors	  
in	   the	   field	  of	  education,	  but	  also	   in	  placement	   services	  or	   governance,	   learn	  
within	   a	   narrow	   time	   frame	   which	   changing	   skills	   and	   competence	   require-‐
ments	  are	  currently	  being	  developed	   in	   individual	   firms	   located	   in	  a	  region	  or	  
locality	  (cf.	  Restuccia	  and	  Taska	  in	  this	  volume	  suggesting	  to	  orientate	  towards	  
the	   Talent	   Pipeline	  Management	   Initiative	   implemented	   in	   the	  U.S.).	   This	   ex-‐
ample	  conveys	  that	  in	  the	  field	  of	  education	  and	  in	  employment	  services	  many	  
regional/local	  actors	   increasingly	  orientate	  towards	  the	  skills	  and	  competence	  
requirements	  of	  the	  firms.	  The	  latter	  are	  often	  seen	  as	  customers	  whose	  needs	  
are	  to	  be	  met	  with	  flexible	  and	  appropriate	  offers.	  Consequently,	  some	  labour	  
market	  actors,	  especially	  those	  in	  the	  field	  of	  education,	  have	  to	  re-‐adjust	  their	  
self-‐perception.	  Eventually,	  these	  changes	  lead	  to	  a	  break-‐up	  in	  the	  pillarisation	  
of	   employers	   and	   education	   providers.	   Education	   providers	   especially	   have	  
been	  observed	  to	  take	  crucial	  steps	  towards	   leaving	  the	  silo	  mentality	  behind	  
them.	  Such	  processes	  are	  not	  very	  distinct	   in	  countries	  with	  highly	  formalised	  
VET	  systems	  (e.g.	  Germany	  and	  Austria),	  unlike	  in	  countries	  with	  less	  complex	  
and	  locked-‐in	  structures	  (e.g.	  England,	  Scotland	  and	  Italy).	  Despite	  the	  opening	  
of	   the	   field	  of	  education	   in	  many	   regions	  and	   localities,	   there	   is	   still	  need	   for	  
support	  from	  third	  parties	  to	  improve	  the	  communicative	  connections	  between	  
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these	   two	  pillars	  and	  contribute	   to	   the	  optimisation	  of	   skills	  and	  competence	  
development.	  Regional	  and	  local	  labour	  market	  observatories	  assume	  a	  special	  
role	  in	  this	  process.	  	  

The  Role  of  Regional   and  Local   Labour  Market     
Observatories   in  Accompanying  Ski l ls   and  Competence     
Development  for  the  Changing  World  of  Work     

Regional	   and	   local	   labour	   market	   observatories	   carrying	   out	   labour	   market	  
monitoring	   have	   good	  prerequisites	   for	   building	   up	   a	   regional	   and	   local	   skills	  
monitoring	   framework.	   In	   the	   first	   instance,	   this	   arises	   from	   the	   experiences	  
that	  they	  have	  with	  combining	  quantitative	  and	  qualitative	  methods	  as	  well	  as	  
different	   sources	   of	   information	   and	   data	  when	   creating	   transparency	   for	   la-‐
bour	  market	   actors.	   The	   holistic	   approaches	   to	   depicting	   the	   situation	   in	   re-‐
gional	  and	  local	  labour	  markets	  have	  been	  applied	  for	  many	  years	  almost	  out	  of	  
necessity.	  Conceptually,	  most	  observatories	  are	  built	  on	  the	  matching	  approach	  
from	  labour	  market	  research:	  they	  bring	  together	  the	  demand	  from	  firms	  with	  
the	  regionally	  and	  locally	  available	  supply	  in	  regard	  to	  occupations,	  sectors	  and	  
qualification	   levels.	  Matches	  or	  mismatches	  can	  be	  calculated	  on	   the	  basis	  of	  
structural	   data.	  However,	   this	   approach	  does	  not	   allow	  observatories	   to	   take	  
into	  account	  all	  changes	  in	  the	  behaviour	  of	  firms	  or	  employees,	  graduates	  and	  
the	   unemployed,	   as	   structural	   data	   are	   essentially	   observations	   of	   the	   past.	  
Therefore,	   to	  position	  and	  validate	  structural	  data,	  many	  observatories	   resort	  
to	   local	  expert	  knowledge,	  which	  enables	   them	  to	  estimate	   the	  situation	  cur-‐
rently	  as	  well	  as	  in	  the	  near	  future.	  The	  perspectives	  of	  as	  many	  actors	  as	  pos-‐
sible	  are	  thereby	  taken	  into	  account.	  In	  many	  observatories,	  very	  mature	  prac-‐
tices	  for	  extracting	  expert	  knowledge	  have	  been	  established	  that	  are	  oriented	  
towards	   focus	  group	  and	  Delphi	  methods.	  By	   incorporating	  expert	  knowledge	  
(bottom-‐up)	  it	  is	  possible	  to	  capture	  and	  specify	  the	  skills	  and	  competence	  re-‐
quirements	   that	   arise	   in	   regional	   and	   local	   firms.	  As	   the	   examples	   in	   this	   an-‐
thology	  demonstrate,	  experts	  can	  make	  statements	  related	  to	  sectors	  and	  oc-‐
cupations,	  depending	  on	  where	  they	  are	  located.	  At	  the	  moment,	  observatories	  
are	   systematically	   extending	   their	   expert	   circles	   in	   order	   to	   determine	   and	  
measure	  skills	  and	  competence	  needs.	  	  
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Moreover,	   the	   examples	   from	   European	   regions	   presented	   in	   this	   anthology	  
demonstrate	   that	   the	  matching	   approach	   is	   often	   implemented	   using	   instru-‐
ments	  known	  as	  Occupational	  Barometers	  (cf.	  Maleszyk;	  Sosnowska	  for	  Poland	  
as	  well	  as	  Plaimauer	  for	  Austria	  in	  this	  volume).	  In	  this	  approach,	  experts	  are	  of	  
major	   importance	   and	   the	   information	   created	   this	  way	   is	   highly	   accepted	   in	  
regional	  and	  local	  evidence-‐based	  planning	  and	  political	  decision-‐making.	  Other	  
examples	   show	   that	   besides	  using	   structural	   data	   as	   a	   basis	   for	   validation	  by	  
regional	   and	   local	   experts,	   Big	   Data	   from	   online	   job-‐portals	   is	   applied	   as	   a	  
means	  of	  gathering	  further	  information	  increasingly	  often	  (Mezzanzanica	  et	  al.	  
for	  Italy	  and	  Baruffini	  for	  Switzerland	  in	  this	  volume).	  Especially	  in	  the	  last	  three	  
to	   five	   years,	  many	   observatories	   have	   tapped	   into	   the	   Big	  Data	   from	  online	  
job-‐portals	  and	  occasionally	  also	  social	  media	  in	  order	  to	  enhance	  their	  under-‐
standing	  of	  the	  requirements	  of	  firms.	  Apart	  from	  qualification	  levels	  and	  occu-‐
pations	   these	  data	  deliver	   information	  at	   the	   level	  of	   skills	  and	  competences,	  
thus	   constituting	   an	   excellent	   basis	   on	  which	   local	   experts	   can	   rely	   on	  when	  
validating	   skills	   and	   competence	   requirements.	   Furthermore,	   in	   many	   cases,	  
further	  information	  sources	  such	  as	  observations	  at	  job	  fairs	  (cf.	  Oding	  for	  Rus-‐
sia	  in	  this	  volume)	  or	  simple	  electronic	  employer	  surveys	  (cf.	  Sosnowska	  for	  Po-‐
land	  and	  Atin	  for	  Spain	   in	  this	  volume)	  are	  used	  to	  describe	  skills	  and	  compe-‐
tence	   needs	   as	   precisely	   as	   possible.	   Moreover,	   some	   observatories	   capture	  
future	  skills	  and	  competence	  needs	  by	  using	  foresight	  techniques	  or	  quantita-‐
tive	  prognoses,	  which	  are	  validated	  through	  qualitative	  expertise.	  

Secondly,	   the	  close	  connection	  of	  observatories	   to	   research	   institutions	  helps	  
them	  implement	  regional	  and	  local	  skills	  monitoring.	  Scientific	  insights	  on	  over-‐
arching	   trends	   in	  particular	   can	  be	  used	  as	   reference	  points.	   In	   regard	   to	   the	  
demand	   for	   and	   development	   of	   skills	   and	   competences,	   scientific	   studies	  
make	  clear	  that	  the	  exclusive	  focus	  on	  the	  labour	  market	  is	  too	  narrow.	  On	  the	  
one	  hand,	  the	  emergence	  of	  skills	  and	  competence	  requirements	  and	  their	  de-‐
velopment	  needs	  a	  well-‐founded	  understanding	  of	   the	  processes	  of	  organisa-‐
tional	  change	  resulting	  from	  digitalisation.	  On	  the	  other	  hand,	  the	  essential	  role	  
of	  organisational	  culture	  has	  to	  be	  recognised,	  as	  it	  frames	  the	  development	  of	  
skills	  and	  competences	  (cf.	  Fontana	  et	  al.	  and	  Di	  Nicola	  et	  al.	  in	  this	  volume).	  	  

Besides	  the	  organisational	  processes,	  the	  skills	  and	  competence	  needs	  of	  spe-‐
cific	  target	  groups	  are	  important,	  be	  it	  Generation	  Z,	  which	  is	  gradually	  joining	  
the	  labour	  force	  (cf.	  Panzaru	  and	  Iotu	  in	  this	  volume)	  or	  low-‐	  and	  unskilled	  em-‐
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ployees,	  who	  are	  supposed	  to	  receive	  additional	  workplace	  training.	  For	  these	  
groups	  especially,	  competences	  based	  on	  attitudes	  and	  motivation	  are	  partially	  
more	   important	   than	   subject-‐specific	   knowledge	   (cf.	   Atin	   and	   Serrano	   in	   this	  
volume).	  An	   important	   target	  group	   in	   the	   firms	  are	  women,	  especially	   in	   re-‐
gard	   to	   their	   further	   development	   and	   careers.	   Here,	   fundamental	   research	  
insights	   urge	   actors	   to	   take	   a	   broader	   view	  on	   skills	   and	   competences	   (cf.	   Di	  
Nicola	  and	  Cioce	  in	  this	  volume).	  	  

The	  emergence	  of	  specific	  skills	  requirements	  within	  firms	  is	  manifested	  in	  the	  
labour	  market	  as	  the	  demand	  for	  skills.	  The	  other	  side	  of	  the	  coin	  is	  related	  to	  
the	  educational	  sphere.	  Even	  there,	  scientific	  insights	  are	  necessary	  in	  order	  to	  
comprehend	  why	  offers	   for	   skills	  development	  are	  designed	   in	  a	  certain	  way.	  
This,	  for	  example,	  is	  related	  to	  the	  unemployed	  whose	  workplace	  integration	  is	  
to	   be	   supported	   through	   skills	   development	   (cf.	   Keil	   and	   Splittgerber	   in	   this	  
volume).	  Additionally,	  important	  scientific	  research	  on	  how	  to	  break	  up	  the	  pil-‐
larisation	  between	   firms	   and	  education	  providers	   is	   carried	  out	   in	   observato-‐
ries,	   and	   these	   insights	   enrich	   our	   understanding	   of	   labour	   market	   develop-‐
ments.	  	  

Thirdly,	  the	  strong	  process-‐orientation	  of	  regional	  and	  local	  labour	  market	  ob-‐
servatories	  means	   that	   they	   do	  not	   perceive	   themselves	   just	   as	   producers	   of	  
information	  and	  data,	  but	  as	   framers	   for	   the	  development	  of	   regional	   strate-‐
gies	  with	   the	  ultimate	  goal	  of	  matching	   supply	  and	  demand.	  Especially	   in	   the	  
case	  of	  regional	  and	  local	  skills	  monitoring,	  the	  established	  networks	  and	  com-‐
munication	   structures	   of	   observatories	   are	   very	   helpful	   for	   deliberations	   on	  
skills	   requirements,	   skills	   development	   and	   designing	   suitable	   approaches,	  
which	   are	   often	   taking	   place	   outside	   of	   formal	   structures.	   Regarding	   these	  
functional	  trust-‐based	  networks,	  the	  region	  or	  locality	  simultaneously	  sets	  the	  
framework	   and	   constitutes	   the	   source	   for	   the	   identity	   of	   the	   actors.	   Conse-‐
quently,	  not	  only	   labour	  market	  actors,	  but	  also	  other	  actor	  groups	   from	  civil	  
society	  as	  well	  as	  representatives	  of	  the	  regional	  and	  local	  politics	  are	  often	  in-‐
volved.	  This	  way,	  as	   in	   the	  case	  of	   the	  Skills	  Escalator	   in	  Exeter	   (cf.	  Dean	  and	  
Neild	  in	  this	  volume),	  all	  training	  offers	  can	  be	  directed	  towards	  the	  acquisition	  
of	  specific	  skills	  and	  competences	  by	  involving	  the	  regional	  economy	  and	  poli-‐
tics.	  The	  concept	  of	  the	  Resource	  Center,	  which	  is	  employed	  in	  St.	  Petersburg,	  
Russia,	   is	   slightly	  different,	   since	   it	  works	  as	  a	  clearing	  house	  between	  supply	  
and	  demand	   and	  offers	   a	   broad	   information	   base	   that	   facilitates	   the	   optimal	  
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matching	   of	   supply	   and	   demand	   of	   skills	   and	   competences	   (cf.	   Oding	   in	   this	  
volume).	  	  

Fourthly,	  as	  the	  observatories’	  resources	  are	  limited	  and	  they	  are	  geographical-‐
ly	  isolated	  in	  their	  localities,	  they	  receive	  considerable	  impulses	  for	  innovation	  
from	  the	  EN	  RLMM.	  For	  over	  ten	  years,	  most	  of	  the	  regional	  and	   local	   labour	  
market	   observatories	   in	   Europe	   have	   been	   connected	   to	   each	   other	   through	  
the	  network.	  Correspondingly,	  a	  well-‐established	  practice	  of	  exchange	  between	  
the	  observatories	  and	  third	  parties	  from	  international	  organisations,	  research,	  
administration	   and	   politics	   has	   been	   developed.	   It	   involves	   the	   definition	   of	  
topics,	   which	   need	   to	   be	   framed	   and	   developed	   further	   through	   the	   Annual	  
Meetings,	   Anthology	   or	   network	   projects.	   The	   Anthology	   serves	   as	   a	   stock-‐
taking	  on	  the	  topic	  of	  regional	  and	  local	  skills	  monitoring	  and	  prepares	  the	  ba-‐
sis	  for	  targeted	  and	  focused	  exchange	  at	  the	  Annual	  Meeting.	  These	  two	  chan-‐
nels	   for	  exchange	  enable	  the	  representatives	  of	  observatories	  to	   further	  their	  
insights	   into	  concepts	  and	  approaches	  and	  serve	  as	  a	  platform	   for	  presenting	  
the	  experiences	  that	  they	  have	  gathered	  with	  their	  implementation.	  Moreover,	  
many	   European	   observatories	   have	   implemented	   innovations	   in	   their	   line	   of	  
work	  that	  emerged	  from	  the	  exchange	  within	  the	  Network	  and	  the	  pooling	  of	  
available	  resources.	  Therefore,	  a	  specific	  focus	  of	  the	  Annual	  Meeting	  of	  2018	  
will	  be	  on	  the	  role	  of	  taxonomies	  in	  regional	  and	  local	  skills	  monitoring.	  In	  par-‐
ticular,	   the	  advantages	  of	  top-‐down	  and	  bottom-‐up	  approaches	  regarding	  the	  
applications	   in	   observatories	   will	   be	   explored,	   since	   taxonomies	   need	   to	   ac-‐
count	  for	  the	  quickly	  changing	  environment	  shaping	  the	  development	  of	  skills	  
and	  competences	  (cf.	  Bobkov	  et	  al.,	  Djumalieva	  et	  al.	  and	  Žakelj	  in	  this	  volume).	  
The	  contributions	  to	  the	  anthology	  explore	  the	  different	  ways	  that	  regional	  and	  
local	  labour	  market	  observatories	  can	  implement	  regional	  and	  local	  skills	  moni-‐
toring.	  	  

The  Structure  of  the  Anthology  

The	  22	  articles	   in	  the	  Anthology	  enable	   insights	   into	  the	  topic	  of	  regional	  and	  
local	  skills	  monitoring	  at	  three	  different	  levels.	  Chapter	  1	  assembles	  the	  contri-‐
butions	  concerned	  with	  change	  processes	  in	  firms	  and	  the	  associated	  skills	  and	  
competence	   requirements,	  while	  Chapter	  2	  explores	   the	  different	  avenues	   to	  
regional	   and	   local	   skills	   and	   competence	  monitoring	   as	   it	   is	   currently	   imple-‐
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mented.	  Chapter	  3	  focuses	  on	  the	  fundamental	  question	  of	  the	  use,	  necessary	  
adjustments	   and	   further	   development	   of	   taxonomies,	  which	   are	   of	   great	   im-‐
portance	  as	  dominant	  sorting	  structures	  in	  regional	  and	  local	  skills	  monitoring.	  
These	  pivotal	   thematic	   lines	  need	   to	  be	   taken	   into	  account	  when	  building	  up	  
sustainable	  approaches	  to	  regional	  and	  local	  skills	  monitoring.	  	  

Chapter	  1	  presents	  research	  results	  that	  can	  serve	  as	  the	  orientation	  point	  for	  
building	  skills	  monitoring.	  Renato	  Fontana,	  Carmine	  Piscopo	  und	  Erika	  Nemmo	  
focus	  on	  the	  so-‐called	  digital	  professions	  and	  the	  relevant	  cross-‐cutting	  compe-‐
tences	  and	  soft	  skills.	  They	  impressively	  elucidate	  the	  relevance	  of	  fundamental	  
skills	  and	  competences	  in	  this	  context,	  which	  can	  also	  be	  of	  importance	  in	  oth-‐
er	  economic	   sectors	   and	   firm	   types.	  Patrizio	  di	  Nicola,	  Alessia	  Cremonini,	  Mi-‐
chela	  Cossu	  and	  Stefano	  Scravaglieri	  explore	  the	  central	  role	  of	  management	  in	  
change	  processes	  and	  stress	  the	  importance	  of	  taking	  the	  role	  of	  office	  leader-‐
ship	  during	  these	  processes	  into	  account.	  The	  contribution	  by	  Carsten	  Kampe,	  
Daniel	  Porep	  and	  Anja	  Walter	  extends	  the	  focus	  to	  further	  sectors	  and	  actors	  in	  
the	  firm	  and	  considers	  which	  soft	  skills	  and	  competences	  are	  needed	  in	  firms.	  
Further	  perspectives	  are	  introduced	  by	  Eugenia	  Atin,	  Raquel	  Serrano	  und	  Ibon	  
Zugasti	  from	  the	  Basque	  Country	  in	  Spain,	  who	  reflect	  upon	  future	  skills	  devel-‐
opments	  in	  relation	  to	  the	  programme	  ”50	  Strategies	  for	  2050“.	  	  

Chapter	  2	  showcases	  three	  different	  approaches	  to	  the	  implementation	  of	  skills	  
monitoring	  in	  regions	  and	  localities.	  To	  start	  with,	  in	  Sub-‐chapter	  2.1.	  the	  focus	  
lies	  on	  economic	  sectors,	  occupations	  and	  firm	  types.	  Three	  contributions	  de-‐
scribe	  the	  implementation	  of	  Occupational	  Barometers.	  Piotr	  Maleszyk	  as	  well	  
as	  Marta	  Marzena	   Sosnowska	   show	   how	   different	   data	   sources	   can	   be	   con-‐
nected	   in	   two	   Polish	   regions,	  with	   the	   aim	   of	   capturing	   information	   on	   skills	  
and	  competences	  that	  is	  as	  detailed	  as	  possible.	   In	  both	  regions,	   local	  experts	  
play	  a	  very	  important	  role	  in	  validating	  data	  from	  other	  sources.	  For	  the	  quality	  
of	  data	   it	   seems	   to	  be	  essential	   to	   include	  as	  many	  different	  expert	  perspec-‐
tives	   as	   possible.	   Claudia	   Plaimauer	   demonstrates	   for	   Austria	   that	   the	   use	   of	  
expert	  knowledge	  goes	  beyond	   the	  validation	  of	   structural	  data	  and	  can	   take	  
on	  an	  independent	  status.	  	  

The	   following	  contributions	  apply	   the	  matching	  approach	   from	   labour	  market	  
research	  to	  different	  data.	  Pierre-‐André	  Gericke	  and	  Alfons	  Schmid	  draw	  atten-‐
tion	   to	   the	   fact	   that	   many	   newly	   unemployed	   people	   were	   formally	   over-‐
qualified	  in	  their	  most	  recent	  job.	  They	  show	  how	  competence	  development	  in	  
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the	  workplace	  affects	  one’s	  further	  professional	  career	  and	  analyse	  the	  differ-‐
ences	  between	  East	  and	  West	  Germany	  as	  well	  as	  various	  occupations.	  Using	  
Big	  Data	   from	  online	   job	  portals,	  Dan	  Restuccia	   and	  Bledi	   Taska	  demonstrate	  
which	  occupations	  have	  developed	  skills	  gaps	  in	  the	  U.S.	  In	  the	  cluster	  of	  arti-‐
cles	  following	  sector-‐specific	  approaches,	  Moreno	  Baruffini	  demonstrates	  how	  
a	   regional	   labour	  market	  observatory	  can	  capture	  skills	   requirements	   in	  a	  de-‐
mand-‐oriented	  manner	   for	   the	  commercial	  sector	   in	  a	  Swiss	  Canton.	  Aleksan-‐
dra	  Webb	  and	  Ronald	  McQuaid	   turn	   to	   the	  Early	   Learning	  and	  Care	   sector	   in	  
Scotland	  and	  show	  how	  skills	  development	  can	  also	  be	  used	  for	  improving	  the	  
attractiveness	  of	  a	  sector.	  The	  final	  contribution	  in	  this	  sub-‐chapter	  is	  by	  Mario	  
Mezzanzanica,	   Fabio	  Mercorio	   and	   Emilio	   Colombo,	   who	   show	   in	   a	   very	   de-‐
tailed	  manner	  how	  data	  from	  online	  job	  vacancies	  can	  be	  used	  to	  measure	  the	  
requirements	   for	   digital	   and	   soft	   skills	   within	   professions	   and	   evaluate	   the	  
probability	  of	  job	  automation	  in	  the	  next	  step.	  

Sub-‐chapter	  2.2	  covers	  the	  supply-‐side	  of	  skills:	  two	  contributions	  focus	  on	  so-‐
cio-‐demographic	   definitions	   of	   target	   groups	   in	   the	   labour	  market	  while	   two	  
others	   concentrate	   on	   qualification-‐based	   target	   groups.	   In	   the	   case	   of	   the	  
former,	  Generation	   Z	   is	   in	   the	   centre	   of	   attention.	   Ciprian	   Panzaru	   and	  Alina	  
Iotu	  report	  on	  the	  self-‐perceptions	  of	  Generation	  Z	  in	  regard	  to	  their	  skills	  and	  
juxtapose	  them	  with	  the	  expectations	  and	  perceptions	  of	  employers.	  Further-‐
more,	  Patrizio	  Di	  Nicola	  und	  Mariaroberta	  Cioce	  address	  women’s	  skills	  poten-‐
tial	  for	  career	  development	  as	  a	  result	  of	  motherhood.	  Regarding	  the	  qualifica-‐
tion-‐based	  target	  groups,	  Eugenia	  Atin	  und	  Raquel	  Serrano	  explore	  the	  case	  of	  
low-‐	   and	   unskilled	   workers	   and	   how	   their	   employability	   can	   be	   improved	  
through	   targeted	   skills	   and	   competence	   development.	   Rolf	   Keil	   and	   Bettina	  
Splittgerber	   address	   the	   target	   group	   of	   long-‐term	  unemployed	   and	   consider	  
how	   to	   facilitate	   their	   re-‐entry	   into	   the	   labour	   market.	   The	   authors	   demon-‐
strate	  how	  the	  skills	  development	  of	  this	  target	  group	  can	  be	  addressed	  at	  the	  
juncture	  of	  employers,	  occupational	  safety	  administrations	  and	  placement	  ser-‐
vices.	  	  

Sub-‐chapter	   2.3	   focuses	   on	   regional	   and	   local	   approaches.	  Andrew	  Dean	   and	  
Ben	  Neild	  demonstrate	  how	   in	   the	  Exeter	   region,	   the	  Skills	  Escalator	  helps	   to	  
systematically	  connect	  different	  offers	   in	  a	  specific	  skills	   field,	   identify	  gaps	   in	  
the	  skills	  supply	  and	  develop	  a	  skills	  offer	  precisely	  fitting	  the	  needs	  of	  the	  re-‐
gion,	  making	  it	  attractive	  not	  only	  for	  employees,	  but	  also	  for	  employers.	  Simi-‐
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larly,	  Nina	  Oding	  explores	  the	   interplay	  between	  the	   innovative	  economy	  and	  
skills	  development	  in	  St.	  Petersburg,	  Russia,	  showing	  impressively	  how	  very	  dif-‐
ferent	   data	   sources	   can	   be	   brought	   together	  with	   the	   aim	   of	   capturing	   skills	  
needs.	  This	  particularly	  exemplifies	  the	  potential	  of	  observatories	  for	  skills	  de-‐
velopment.	  

Chapter	   3	   is	   dedicated	   to	   taxonomies,	  which	   are	   used	   to	   frame	   regional	   and	  
local	  skills	  monitoring.	  In	  their	  contribution,	  Vyacheslav	  Bobkov,	  Vadim	  Kvachev	  
and	  Irina	  Novikova	  consider	  the	  taxonomies	  for	  skills	  monitoring	  that	  are	  used	  
in	  different	  parts	  of	  the	  world.	  They	  advocate	  for	  the	  development	  of	  an	  over-‐
arching	  international	  system,	  which	  seems	  plausible	  in	  regard	  to	  global	  labour	  
markets.	   Tjaša	   Žakelj	   argues	   that	   the	   ESCO	   taxonomy	   is	   well-‐suited	   for	   the	  
countries	  of	  the	  European	  Union	  and	  demonstrates	  which	  challenges	  have	  aris-‐
en	  for	  Slovenia	   in	  the	  process	  of	  establishing	  a	  skills	  monitoring	  system	  based	  
on	  the	  ESCO	  taxonomy.	  Jyldyz	  Djumalieva	  and	  Cath	  Sleeman	  point	  out	  that	  the	  
pre-‐defined,	  i.e.	  top-‐down	  taxonomies,	  are	  too	  static	  to	  take	  into	  consideration	  
newly	  emerging	  skills	  and	  competence	  needs	  and	  therefore	  cannot	  do	   justice	  
to	   the	  dynamic	  developments.	   They	   suggest	   assuming	  a	  bottom-‐up	  approach	  
that	  is	  developed	  using	  Big	  Data	  from	  online	  job	  portals	  and	  involves	  develop-‐
ing	  taxonomies	  on	  the	  basis	  of	  clustering.	  Both	  approaches	  provide	  a	  good	  ba-‐
sis	  for	  further	  discussion	  about	  the	  possibility	  of	  combining	  pre-‐defined	  taxon-‐
omies	   with	   flexible	   elements.	   Finally,	   Anna	   Grochowska	   suggests	   a	   possible	  
route	   outside	   these	   taxonomies:	   the	   concepts	   used	   to	   frame	   regional	   skills	  
monitoring	   can	   vary	   between	   regions	   or	   localities	   based	   on	   their	   economic	  
structures	  and	  development.	  

Next  Steps  and  Perspectives  

The	  contributions	  in	  this	  anthology	  not	  only	  offer	  important	  proposals	  for	  those	  
interested	  in	  regional	  and	  local	  skills	  monitoring,	  but	  also	  form	  the	  basis	  for	  the	  
Annual	  Meeting	  in	  2018.	  There,	  the	  Network	  members	  will	  discuss	  the	  state	  of	  
the	  art	  in	  skills	  monitoring	  and	  develop	  further	  approaches.	  The	  Network	  Meet-‐
ing	  gives	  a	  good	  overview	  of	  the	  existing	  examples	  of	  good	  practices,	  explores	  
how	  all	   European	  observatories	   can	  be	   further	  engaged	   in	   this	  discourse	  and	  
considers	  which	  role	  different	  European	  and	   international	  organisations	  could	  
play.	  	  
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1. RELEVANCE  OF  SKILLS  AND  COMPETENCES  IN  A  CHANGING  
WORLD  OF  WORK  

Cross-‐cutting  Competences  and  Soft  Ski l ls    in     
Digital   Professions:  Knowledge-‐sharing  and  Social   
Stratif ication  in  the  World  of  Tomorrow  

Renato	  Fontana,	  Carmine	  Piscopo	  and	  Erika	  Nemmo	  

Introduction  

The	   advent	   of	  what	   has	   been	   called	   the	   “post-‐industrial”	   and	   “post-‐modern”	  
society	  by	  some	  (Touraine	  1970,	  Bell	  1973,	  Offe	  1985,	  Lash	  and	  Urry	  1994)	  and	  
“network”	  (Castells	  1996)	  or	  “knowledge	  society”	  (Rullani	  1994)	  by	  others	  has	  
deeply	   changed	  our	  way	  of	  perceiving,	   living	  and	   relating.	  At	   the	  basis	  of	   the	  
various	   definitions	   of	   contemporary	   society	   there	   is	   a	   common	   denominator	  
enabling	  a	   transformation	   that	  we	  are	   still	   unable	   to	  grasp:	   the	  advent	  of	   In-‐
formation	  &	  Communication	  Technology	  (ICT).	  ICT	  has	  become	  part	  of	  our	  daily	  
life,	  permeating	  places	  and	  “non-‐places”	  of	  our	  existence,	   radically	  and	  cross-‐
cuttingly	   changing	   the	  working	  contents	  and	  approaches	  of	  almost	  all	  profes-‐
sions	  and,	  at	  the	  same	  time,	  creating	  jobs	  that	  did	  not	  exist	  up	  to	  a	  few	  years	  
ago.	  It	  is	  natural,	  therefore,	  to	  expect	  from	  a	  store	  man	  or	  a	  waiter	  the	  digital	  
skills	  required	  to	  use	  an	  app	  for	  localisation	  or	  registering	  orders,	  just	  as	  we	  are	  
not	   surprised	  by	  a	   friend	  of	  ours	  who	  works	   in	   the	   field	  of	   computer	   science	  
performing	  a	  job	  we	  find	  impossible	  to	  understand.	  If	  we	  are	  not	  familiar	  with	  
the	  job	  title,	  we	  are	  not	  even	  able	  to	  form	  an	  idea	  about	  what	  they	  do	  in	  their	  
profession	  or	  what	  it	  is	  needed	  for.	  

The	  objective	  of	  the	  following	  considerations	  is	  twofold.	  First	  of	  all,	  we	  wish	  to	  
reflect	  on	  how	  skills	  change	  and	  grow;	  secondly,	  we	  aim	  at	  understanding	  the	  
consequences	   of	   the	   on-‐going	   changes	   in	   terms	   of	   social	   stratification	   inside	  
the	  composite	  aggregate	  that	  we	  call	  the	  labour	  market.	  
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Let’s	  start	  with	  the	  first	  item.	  What	  is	  the	  direction	  taken	  by	  skills	  today?	  What	  
are	  the	  tools	  we	  need	  to	  dispose	  of	  in	  order	  to	  face	  the	  zeitgeist	  of	  knowledge	  
society?	  In	  sum,	  is	  it	  easier	  or	  more	  difficult	  to	  produce,	  work	  and	  express	  one-‐
self	   today	   than	   when	   the	   Taylor-‐Ford	   model	   prevailed	   in	   the	   industrialised	  
Western	  world?	  Do	  not	  expect	  exhaustive	  answers;	  we	  do	  not	  have	  any.	  	  

We	  know,	  however,	  that	  the	  world	  of	  skills	  is	  more	  articulated	  in	  comparison	  to	  
the	   times	  mentioned	   above.	   In	   the	   following	   pages,	  we	  will	   in	   particular	   talk	  
about	  the	  on-‐going	  transformations	  in	  the	  world	  of	  digital	  economy,	  reflecting	  
on:	  

• Technical-‐professional	  skills;	  
• Cross-‐cutting	  a-‐contextual	  skills;	  
• Socio-‐relational	  skills.	  

While	   the	   first	   item	   reminds	  us	  of	   scenarios	  well-‐known	   in	   literature,	   the	   se-‐
cond	   one	   makes	   us	   think	   that	   ICT	   professions	   are	   going	   through	   a	   socio-‐
professional	  stratification	  similar	  to	  the	  one	  experienced	  by	  traditional	  profes-‐
sions	  and	  trades	  during	  the	  Second	  Industrial	  Revolution	  in	  the	  second	  half	  of	  
the	  19th	  century.	  In	  this	  context,	  the	  suspicion	  emerges	  that	  the	  representatives	  
of	  some	  medium-‐	  to	  low-‐profile	  professions	  are	  excluded	  from	  acquiring	  cross-‐
cutting	   skills	   that	   would	   enable	   them	   to	  work	   better	   and	  manage	   important	  
discretionary	  spaces.	  Unfortunately,	  training	   is	  expensive.	  This	  would	  make	  us	  
imagine	   configurations	   similar	   to	   those	   of	   enterprise	   power	   structures	   as	  we	  
have	  known	   them	  so	   far:	   a	   sort	  of	   concentration	  without	   centralisation	   (Sen-‐
nett	  2000:	  55).	  

As	  we	  shall	  see,	  technical-‐professional	  skills,	   i.e.	  those	  connected	  to	  a	  specific	  
and	  delimited	  working	  task,	  are	  less	  important	  in	  the	  ambit	  of	  the	  activities	  car-‐
ried	   out	   in	   an	   organised	   context.	   On	   the	   contrary,	   acontextual,	   cross-‐cutting	  
skills	  prevail	  in	  the	  various	  ways	  of	  working.	  In	  other	  words,	  on	  the	  Web,	  tasks	  
are	  gradually	  being	  transferred	  to	  machines,	  while	  the	  skills	  that	  count	  are	  the	  
ones	  that	  go	  beyond	  the	  “technicalities”	  and	  look	  at	  the	  need	  to	  sell	  to	  a	  poten-‐
tial	   user/client	   the	   product	   of	   one’s	   intelligence	   such	   as	   goods,	   services,	  
knowledge,	   innovation,	   culture,	   ideology,	   etc.	   In	   the	   ambit	   of	   the	   so-‐called	  
cross-‐cutting	  skills,	  the	  socio-‐relational	  ones	  are	  the	  most	  important	  as	  they	  get	  
the	  consumer	  hooked,	  make	  them	  think	  that	  the	  product	   is	  more	  than	  neces-‐
sary	  to	  improve	  their	  own	  and/or	  family’s	  quality	  of	  life	  or	  social	  status	  and	  get	  
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them	  to	  buy	  it.	  The	  socio-‐relational	  skills	  make	  them	  feel	  like	  the	  centre	  of	  the	  
universe	  –	  as	  somebody	  who	  is	  unique	  and	  special.	  

The	  purchase	  is	  not	  simply	  an	  economic	  transaction	  based	  on	  mutual	  gain	  be-‐
tween	   the	   seller	   and	   the	  buyer,	   i.e.	   between	   the	   subjects	  who	   represent	   the	  
offer	  and	   the	  demand	  on	   the	  market,	   respectively.	   It	   is	  much	  more	   than	   that	  
and	  goes	  beyond	  it.	  The	  purchase	  of	  a	  product	  often	  means	  moving	  into	  a	  new	  
world	  “full	  of	  opportunities”	  but	  also	  becoming	  part	  of	  a	  “community	  of	  intents	  
and	  values”,	  as	  happened,	  for	  example,	  to	  the	  people	  who	  centuries	  ago	  knew	  
the	  meaning	  of	  “good	  neighbourly”	  relationships,	  where	  they	  shared	  not	  only	  
time	  together,	  but	  also	  customs	  and	  traditions	  day	  after	  day.	  

The	   enterprises	   of	   the	   sector	   considered	   in	   this	   paper	   therefore	   do	   not	   limit	  
themselves	  to	  searching	  for	  professionals	  with	  high	  technical	  skills,	  but	  instead	  
look	  for	  skills	  consonant	  with	  the	  on-‐going	  digitalisation	  process,	  where	  stand-‐
ardised	  and	  Taylor-‐like	  processes	  are	  replaced	  by	  de-‐standardised	  ones	  display-‐
ing	  a	  high	  rate	  of	  uncertainty.	  The	  greatest	   skill	   today	   is	  knowing	   the	  starting	  
point	  of	  a	  project	  without	  knowing	  the	  precise	  arrival	  point.	  The	  imagination	  of	  
a	  path	  and	  its	  re-‐modulation	  in	  reality	  is	  certainly	  an	  essential	  phase	  for	  organi-‐
sational	   systems	   and	   their	   protagonists,	   especially	   in	   the	  meanderings	   of	   the	  
sharing	  economy.	  This	  is	  done	  step-‐by-‐step	  to	  avoid	  being	  overcome	  by	  anxiety	  
and	  to	  try	  to	  keep	  the	  process	  under	  control	  instead.	  

The	   spread	   of	   ICT	   certainly	   requires	   a	   continuous	   updating	   of	   technical-‐
professional	  skills,	  but	  in	  our	  view,	  what	  counts	  more	  is	  the	  recognition	  of	  the	  
cross-‐cutting	  technical-‐professional	  skills	  in	  sociological	  terms.	  As	  we	  shall	  see,	  
work	  becomes	  easier	  for	  those	  who	  willingly	  accept	  communication	  and	  being	  
part	   of	   a	   team;	   in	   contrast,	   it	   becomes	  more	   difficult	   for	   those	   who	   do	   not	  
know	  how,	  cannot	  or	  do	  not	  want	  to	  relate	  to	  the	  other	  actors	  of	  the	  produc-‐
tion	  process,	  both	  in-‐	  and	  outside	  the	  labour	  market	  circuits.	  We	  pass	  from	  the	  
valorisation	   of	   strictly	   contextual	   skills	   to	   the	   introduction	   of	   skills	   separated	  
from	  specific	  professional	  codes.	  

The	   skills	   connected	   to	   digital	   platforms	   seem	   to	   have	   a	   “soft”	   connotation,	  
since	  their	  main	  applications	  are	  firstly	  to	  allow	  the	  protagonists	  of	  the	  organi-‐
sational	   arena	   to	   relate	   to	   the	   outside	   world	   and,	   secondly,	   to	   adapt	   to	   it.	  
Therefore,	  enterprises	  do	  not	  simply	  look	  for	  professionals	  with	  a	  sound	  tech-‐
nical/engineering	   background;	   sometimes	   they	   search	   for	   professionals	   with	  
strong	  communicative	  skills	  directly.	  Hence,	  the	  hypothesis	  we	  aim	  to	  follow	  is	  
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that	  technical	  competences	  are	  melting	  in	  front	  of	  the	  extraordinary	  opportuni-‐
ties	   offered	   by	   the	  Web	   and	   by	   the	   professional	   profiles	   connected	   to	   social	  
logic,	  whether	  real	  or	  virtual.	  

Digital   Technology  as  a  Socio-‐relational   Practice  

To	   evaluate	   and	   understand	   in	   detail	   digital	   skills,	   which	   are	   increasingly	   de-‐
manded	  by	  the	  current	  labour	  market,	  we	  need	  to	  step	  back	  20	  years	  to	  when	  
the	  debate	  over	  digitalisation	  (it	  would	  be	  more	  correct	  to	  talk	  about	  the	  “In-‐
ternet”)	  and	  its	  impact	  on	  the	  socio-‐economic	  sphere	  was	  centred	  on	  the	  con-‐
cept	  of	  the	  “digital	  divide”.	  

Indeed,	  at	  the	  beginning	  of	  the	  new	  millennium,	  the	  digital	  divide	  was	  consid-‐
ered	  a	  critical	  issue	  and	  was	  at	  the	  centre	  of	  public	  and	  political	  debate:	  it	  was	  
such	  an	  important	  factor	  that	  it	  was	  able	  to	  undermine	  territorial	  economic	  de-‐
velopment.	  The	  theme	  was	  discussed	  during	  the	  G8	  held	  in	  Genoa	  in	  2000	  and	  
an	  international	  co-‐operation	  programme	  was	  introduced4:	  

“Digital	  Opportunities	  for	  All:	  Meeting	  the	  Challenge,	  contained	  a	  vision	  of	  global	  devel-‐
opment	  based	  on	  the	  power	  of	   information	  technology	  to	  promote	  sustainable	  growth,	  
advance	  social	  justice	  and	  strengthen	  democratic	  governance”	  (DOT	  Force	  2002).	  

Digital	   development	   has	   always	   been	   considered	   the	  perfect	   tool	   to	   face	   the	  
criticalities	  of	  the	  modern	  age,	  where	  the	  gap	  between	  rich	  and	  poor,	  personal	  
freedom	   and	   oppression,	   opportunities	   and	   injustice	   flatten	   our	   society	   into	  
two	  extreme	  positions	  between	  those	  who	  have	  and	  those	  who	  have	  not.	  From	  
the	   scientific	   point	  of	   view,	   the	   theme	  was	  not	   yet	  widespread	  or	  developed	  
and	   the	   studies	  proposed	   various	  perspectives	   centred	  more	  on	   the	   relation-‐
ship	  between	  the	  man	  and	  machine	  and	  on	  the	  opportunities	  for	  being	  globally	  
connected.	  For	  this	  reason,	  digital	  technology	  had	  to	  be	  managed	  in	  a	  different	  

	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
4	  “In	  July	  2001,	  G8	  leaders	  endorsed	  the	  Genoa	  Plan	  of	  Action,	  a	  product	  of	  the	  work	  of	  the	  
Digital	  Opportunities	  Task	  Force.	  The	  DOT	  Force,	  which	  was	  formed	  following	  the	  2000	  G8	  
Summit	  in	  Okinawa,	  represented	  both	  a	  unique	  model	  of	  international	  co-‐operation	  and	  a	  
new	  way	  of	  responding	  to	  the	  challenges	  of	  development.	  It	  brought	  together	  committed	  
leaders	  from	  government,	  industry	  and	  civil	  society,	  drawn	  from	  G8	  member	  countries	  and	  
from	  the	  developing	  world,	  to	  conceive	  a	  forward-‐looking	  action	  plan	  designed	  to	  expand	  
the	   use	   of	   digital	   technology	   and	   to	   universalize	   its	   benefits”	   (Digital	   Opportunity	   Task	  
Force	  2002:	  2).	  
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way.	  Specifically,	   the	   Internet	  had	   to	  be	  a	  universal	   tool,	  a	  project	  capable	  of	  
removing	  gaps	  and	  of	  favouring	  inclusion.	  	  

However,	   in	  the	  past,	  the	  public	  debate	  on	  the	  Internet	  was	  forced	  to	  discuss	  
the	   theme	   of	   infrastructural	   accessibility,	   using	   exactly	   the	   categories	   it	   was	  
trying	  to	  fight	  against:	  those	  who	  have	  and	  those	  who	  have	  not.	  The	  spreading	  
of	  digital	   technology	  was	  mainly	   intended	  to	   increase	  the	  possibility	  of	  access	  
to	  a	  personal	  computer	  and	  an	  internet	  connection	  with	  or	  without	  a	  modem.	  
A	   few	  years	   later,	   thanks	   to	   rapid	   technological	  development,	   the	   concept	  of	  
the	   digital	   divide	   started	   to	   find	   other	   interpretations.	   Scholars	   analysed	   the	  
issue,	  trying	  to	  identify	  the	  possible	  factors	  that	  were	  compromising	  the	  spread	  
of	  digital	  opportunities,	   including	   socio-‐economic	  variables.	   In	   the	  mid-‐2000s,	  
the	  digital	  divide	  was	  already	  considered	  to	  be	  more	  than	  a	  problem	  of	  access	  
to	  information.	  No-‐one	  could	  have	  imagined	  at	  the	  end	  of	  2000	  that	  new	  digital	  
devices	  would	  have	  once	  again	  changed	  the	  social	  landscape.	  

Among	  the	  categories	  of	  products	  and	  services	  that	  had	  the	  economic	  and	  cul-‐
tural	  strength	  (and	  perhaps	  the	  luck)	  to	  overcome	  concerns	  about	  the	  access	  to	  
technology,	  we	  can	  consider	  mobile	  devices,	   social	  networking	  sites	  and	  Web	  
2.0	  services.	  Thanks	  to	  the	  extremely	  wide	  global	  diffusion	  and	  the	  high	  profit-‐
ability	  of	  these	  three	  tools,	  we	  rapidly	  overcame	  the	  infrastructural	  limits	  (con-‐
nections,	  lines,	  and	  devices),	  generating	  a	  quick	  multiplication	  in	  the	  opportuni-‐
ties	   linked	   to	   productivity,	   entertainment	   and	   interpersonal	   communication.	  
We	  could	  therefore	  think	  of	  a	  drastic	  reduction	  in	  or	  the	  disappearance	  of	  the	  
digital	  divide,	  but	  that	  would	  be	  an	  incorrect	  deduction.	  On	  the	  one	  hand,	  the	  
problem	  of	   Internet	  access	   is	   certainly	  much	  smaller	   today	   than	   it	  was	   in	   the	  
past.	   On	   the	   other	   hand,	  we	   cannot	   consider	   the	   digital	   divide	   an	   out-‐dated	  
concept.	  Today,	  the	  digital	  divide	  is	  no	  longer	   linked	  simply	  to	  access	  but	  also	  
to	   the	   skills	   and	   opportunities	   that	   technology	   can	   generate.	   The	   issue	   is	   no	  
longer	   geographic	   (between	   rich	   and	   poor	   countries)	   or	   technical	   (related	   to	  
the	  availability	  of	  lines	  and	  connections),	  but	  cultural	  and	  educational.	  

This	   important	   change	   in	   the	   interpretative	  paradigm	   requires	   a	   considerable	  
intellectual	  effort	   to	  understand	  a	  new	  world	  that	   is	  always	  connected	  and	   in	  
which	  people	  work,	  interact	  and	  live	  using	  digital	  contents	  and	  tools.	  

Hence,	  the	  analysis	  perspective	  is	  expressed	  in	  terms	  of	  Digital	  Literacy	  (Gilster	  
1997),	  that	  is,	  the	  ability	  of	  the	  individual	  to	  use	  digital	  resources	  in	  a	  context	  
totally	  immersed	  in	  technology.	  
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“A	  person	  who	  is	  digitally	  literate	  goes	  beyond	  just	  being	  a	  digital	  information	  consumer	  
to	  seeing	  themselves	  as	  someone	  engaged	  in	  the	  activity	  of	  digital	  information	  creation.	  
In	   an	   age	  of	   unprecedented	  opportunities	   for	   digital	   commerce	   interactions,	   social	   and	  
political	  engagement,	   and	   lifelong	  and	   life	  wide	   learning	  and	  collaboration,	   the	  digitally	  
literate	  citizen	  must	  be	  an	  active	  and	  ever-‐vigilant	  participant,	  constantly	  evaluating	  those	  
opportunities	  for	  their	  benefits	  and	  their	  downsides”	  (Meyers	  et	  al.	  2013:	  362).	  

Information,	  for	  example,	   is	   just	  one	  of	  the	  possible	  activities.	   In	  reality,	  all	  of	  
the	   tools	   that	   technology	  makes	   available	   are	   used	   intensively	   in	   the	   labour	  
market	  and	   in	  most	  areas	  of	  private	  and	  family	   life.	  However,	  as	  Sonia	  Living-‐
stone	  (2011)	  underlines,	  “they	  are	  not	  yet	  so	  embedded	  in	  the	  social	  practices	  
of	  everyday	  life	  as	  to	  be	  taken	  for	  granted”.	  Indeed,	  on	  the	  one	  hand,	  new	  digi-‐
tal	   citizenship	   includes	  new	   social,	   communicative	   and	   cultural	   opportunities,	  
but	  on	  the	  other	  hand,	  it	  introduces	  new	  rights	  and	  duties	  that	  up	  to	  few	  years	  
ago	  were	  either	  unknown	  or	  not	  as	  important.	  	  

The	  new	  digital	  era,	   thanks	  to	  the	  pervasive	  action	  of	   the	  few	  relevant	  enter-‐
prises	  that	  manage	  the	  universe	  of	  web	  services,	  has	  to	  face	  a	  knowledge	  gap	  
in	  the	  usage	  of	  new	  digital	  practices	  in	  which	  the	  differences	  between	  rich	  and	  
poor,	   levels	   of	   education	   and	  work	   opportunities	   do	   not	   affect	   the	  manage-‐
ment	  of	   the	   risks	  associated	  with	   these	  new	  digital	   tools.	   In	  other	  words,	   the	  
technical	  diffusion	  caused	  by	   leisure	  and	  economic	  opportunities	  was	  quicker	  
than	  the	  diffusion	  of	  the	  socio-‐educational	  knowledge	  related	  to	  digital	  media	  
usage.	  

This	  brief	  examination	  of	  ICT	  digital	  technologies	  are	  useful	  for	  framing	  the	  pa-‐
per’s	  subject	   from	  a	  socio-‐centric	  perspective	   in	  which	   ICT	  cannot	  and	  should	  
not	  be	  confined	  to	  technically-‐specialised	  knowledge.	  It	  is	  fundamental	  to	  start	  
considering	  ICT	  professions	  not	  only	  from	  the	  point	  of	  view	  of	  productivity,	  but	  
also	   in	   terms	   of	   the	   relationship	   with	   and	   responsibility	   towards	   consumers.	  
Indeed,	   ICT	  professions	  today	  are	  rapidly	  developing	  and	  the	  debate	  over	   the	  
use	   of	   digital	   technologies	   engages	   entrepreneurs,	   computer	   scientists,	   con-‐
sumers,	  and	  the	  political	  world.	  In	  other	  words,	  nobody	  can	  be	  excluded	  from	  
the	   decision	   on	   how	   to	   use	   technology.	   ICT	   is	   a	   reality	   that	   connects	   places,	  
businesses	  and	  people	  without	  making	  distinctions.	  We	  can	   therefore	  deduct	  
the	   cross-‐cutting	   nature	   of	   a	   theme	   that	   is	   independent	   from	   the	  will	   of	   the	  
single	   individual.	  To	   this	  day,	   it	   is	  hard	   to	   identify	   jobs	  with	  no	  connection	   to	  
the	   digital	  world.	   ICT	   skills,	   or	   at	   least	   a	   basic	   consumer	   knowledge	  of	   them,	  
become	  essential	   for	  working	   in	  even	  small	  entrepreneurial	   realities	   (e.g.	   in	  a	  
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small	   suburban	  pizzeria).	  The	  contents	  we	  use	  daily	  and	  most	  of	   the	  relation-‐
ships	  we	  cultivate	  use	  devices	  and	  software	  connected	  to	  the	  Web	  and	  its	  digi-‐
tal	  services.	  Based	  on	  this	  fact,	  digital	  skills	  are	  transformed	  into	  a	  basic	  requi-‐
site	   not	   only	   to	   be	   able	   to	   work,	   but	   also	   to	   socialise.	   Once	   again,	   digital	  
technology	  proves	  to	  be	  not	  just	  a	  simple	  programme	  code,	  but	  also	  a	  series	  of	  
socio-‐relational	  practices	  in	  which	  both	  the	  users	  and	  the	  quality	  of	  the	  connec-‐
tions	  they	  establish	  are	  a	  real	  added	  value	  in	  economic	  terms.	  

Additionally,	  the	  new	  ICT	  production	  logic	  place	  the	  user	  and	  his/her	  needs	  at	  
the	   centre	   of	   their	   development.	   The	   product	   itself	   is	   considered	   more	   and	  
more	  secondary	  and	  flexible.	  It	  is	  no	  coincidence	  if	  businesses,	  independent	  of	  
their	  sector	  and	  size,	  have	  finally	  understood	  the	   importance	  of	  branding	  and	  
communication.	  It	  is	  a	  very	  slow	  process	  of	  cultural	  and	  entrepreneurial	  growth	  
that	  puts	  businesses	  and,	  in	  particular,	  their	  employees	  under	  strain	  because	  of	  
the	  extremely	  fast	  technological	  development.	  

A	   recent	   study	  by	  Capgemini	  Digital	   Transformation	   Institute	   (2017)	  observes	  
three	  particularly	  interesting	  phenomena:	  	  

• The	  digital	   talent	   gap	   is	  widening:	   every	   second	   surveyed	  organisation	  
acknowledged	  that	  the	  digital	  gap	  is	  widening.	  Moreover,	  over	  half	  (54%)	  
of	   organisations	   agreed	   that	   the	   digital	   talent	   gap	   is	   hampering	   their	  
transformation	  programmes	  and	  that	  their	  organisation	  has	  lost	  compet-‐
itive	  advantage	  due	  to	  a	  shortage	  of	  digital	  talent;	  

• Fears	  of	  skills	  redundancy	  could	  drive	  attrition:	  overall,	  29%	  of	  employ-‐
ees	  believed	   that	   their	   skill	   set	  was	   redundant	  or	  would	  be	   in	   the	  next	  
one	   to	   two	  years,	  while	  more	   than	  a	   third	   (38%)	  believed	   their	   skill	   set	  
would	  be	  redundant	  in	  the	  next	  four	  to	  five	  years.	  

• The	  talent	  gap	  in	  soft	  digital	  skills	  is	  more	  pronounced	  than	  in	  hard	  digi-‐
tal	  skills:	  the	  report	  identified	  that	  people	  with	  experience	  in	  soft	  digital	  
skills,	   such	  as	  customer-‐centricity	  and	  a	  passion	   for	   learning	  were	  most	  
in-‐demand	  as	  these	  skills	  were	  considered	  increasingly	  important	  charac-‐
teristics	  of	  a	  well-‐rounded	  digital	  professional.	  

On	   the	  one	  hand,	  we	  can	  observe	   the	   rapid	  obsolescence	  of	   specialised	   skills	  
caused	   in	  part	  by	   the	  continuous	   innovation	  of	  products	  and	  services;	  on	   the	  
other	  hand,	  we	  can	  notice	  the	  ever-‐increasing	  relevance	  of	  socio-‐relational	  as-‐
pects	  known	  as	  soft	  digital	  skills.	   	  
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Table	  1:	  Definition	  of	  soft	  digital	  skills	  

Change	  	  
management	  

Helping	  an	  organisation	  transform	  itself	  by	  focusing	  on	  organisational	  
effectiveness,	  improvement	  and	  development.	  

Collaboration	   Processes	  that	  help	  multiple	  people	  or	  groups	  interact	  and	  share	  in-‐
formation	  to	  achieve	  common	  goals.	  

Comfort	  with	  
ambiguity	  

Feeling	  comfortable	  and	  confident	  acting	  in	  an	  environment	  of	  un-‐
certainty	  or	  constant	  change	  and	  having	  a	  higher	  risk	  tolerance.	  

Customer-‐	  
centricity	  

Committing	  to	  a	  top-‐tier	  level	  of	  service	  for	  the	  customer	  and	  con-‐
sidering	  the	  customer	  experience	  above	  all.	  

Entrepreneurial	  
mind-‐set	  

A	  state	  of	  mind	  that	  orientates	  human	  conduct	  towards	  entrepre-‐
neurial	  activities	  and	  outcomes;	  being	  drawn	  to	  opportunities,	  in-‐
novation,	  and	  new	  value	  creation	  and	  able	  to	  take	  calculated	  risks	  
and	  accept	  the	  realities	  of	  change	  and	  uncertainty.	  

Data-‐driven	  	  
decision-‐making	  

Using	  data	  and	  insights	  to	  develop	  a	  theory,	  testing	  the	  theory	  in	  
practice	  to	  determine	  its	  validity	  and	  making	  business	  decisions.	  

Organisational	  
dexterity	  

The	  flexibility	  to	  perform	  varied	  roles,	  actions,	  or	  activities	  with	  skill	  
and	  grace	  and	  the	  ability	  to	  transition	  between	  roles,	  actions	  and	  
activities	  quickly	  and	  effectively.	  

Passion	  for	  
learning	  

A	  deeply	  ingrained	  enthusiasm	  for	  seeking	  out	  and	  acquiring	  new	  in-‐
formation	  and	  knowledge,	  often	  across	  a	  variety	  of	  fields	  and	  topics.	  

Source:	  Capgemini	  Digital	  Transformation	  Institute	  (2017).	  

In	  this	  direction,	  we	  find	  the	  definition	  of	  the	  concept	  of	  “soft	  digital	  skills”	  pro-‐
vided	   by	   the	   AGID	   (2017)	   particularly	   interesting,	   as	   it	   highlights	   the	   im-‐
portance	  of	  the	  topic	  for	  the	  future	  of	  enterprises,	  pointing	  out	  that	  digitalisa-‐
tion	   will	   require	   a	   more	   articulated	   mix	   of	   competences.	   In	   this	   mix,	  
technological	   skills	   are	   complementary	   to	   soft	   skills,	   such	   as	   critical	   thought,	  
creativity,	  emotive	   intelligence,	   leadership	  and	  change	  management	  qualities.	  
Furthermore,	   in	   the	   report	   by	   the	   Capgemini	   Digital	   Transformation	   Institute	  
(2017),	  we	  find	  points	  about	  the	  critical	  aspects	  of	  ICT	  skills	  within	  businesses.	  
As	   a	   consequence	   of	   the	   poor	   availability	   of	   qualified	   staff,	   enterprises	   have	  
adopted	   innovative	   recruitment,	   training	   and	  work	   strategies	   in	   order	   to	   de-‐
fend	  their	  competitiveness	  in	  the	  market.	  
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Digital   Soft   Ski l ls    in   ICT  Professions  

In	  2016,	   a	   small	   normative	   revolution	  had	   the	  merit	  of	  highlighting	   the	  quick	  
change	   taking	  place	   in	   the	   ICT	  professional	  environment.	  The	  e-‐CF5	  became	  a	  
European	   standard	   and	   was	   published	   officially	   as	   the	   European	   Norm	   EN	  
16234-‐1.	  For	  instance,	  the	  number	  of	  ICT	  professions	  listed	  in	  the	  e-‐CF	  doubled	  
in	  comparison	  to	  the	  number	  listed	  in	  the	  previous	  2010	  CNIPA	  manual	  used	  in	  
Italy.	  We	  moved	   from	  21	  professional	   profiles	   in	   2010,	   all	   characterised	  by	   a	  
tight	  connection	  to	  computer	  science	  jobs	  (systems	  engineer,	  web	  security	  ex-‐
pert,	  analyst,	  programmer,	  etc.),	  to	  about	  40	  different	  professions	  in	  2016.	  

In	  only	  a	  few	  years,	  the	  ICT	  market	  has	  evolved,	  defining	  a	  number	  of	  profes-‐
sions,	   but	   being	   especially	   useful	   for	   determining	   the	   professional	   needs	   re-‐
quested	  by	  enterprises.	  With	  a	  market	  undergoing	  such	  rapid	  change,	  the	  com-‐
petitiveness	  of	   the	   labour	  market	  has	  become	   intense	  and	   sophisticated.	  The	  
AgID	  Report	  2017	  emphasises	  this	  aspect:	  Italian	  enterprises	  suffer	  in	  terms	  of	  
management,	  creativity	  and	  communication	  skills.	  The	  sectors	  perceived	  as	  the	  
most	  critical	  are	  the	  innovation	  of	  the	  production	  logic	  in	  the	  ICT	  industrial	  sec-‐
tor	  (63.6%),	  supply	  (59.1%)	  and	  the	  digital	  management	  of	  customer	  care	  in	  the	  
ICT	  sector	  dedicated	  to	  trade	  and	  services6	  (54.6%)	  (AgID	  2017:	  34).	  	  

With	  reference	  to	  the	  ICT	  profiles,	  the	  AgID	  report	  (AgID	  2017:	  32)	  instead	  no-‐
tices	  a	  particularly	  critical	  situation	  for	  project	  managers	  and	  security	  analysts	  
and	  advisors.	  

	   	  

	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
5	  European	  e-‐Competence	  Framework	  (e-‐CF)	  version	  3.0.	  
6	  For	  the	  research	  methodology	  see	  AgID	  (2017).	  	  
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Figure	  1:	  Business	  priorities	  creating	  a	  demand	  of	  new	  skills	  and	  technological	  
trends	  

	  

Source:	  AgID	  (2017).	  

From	  the	  data	  of	   the	  AgID	   report	   it	   is	   clear	   that	   the	  professional	   figures	  con-‐
nected	  to	  the	  creation	  of	  relationships	  B2B	  or	  B2C	  are	  almost	  more	  important	  
than	  the	  product	   itself.	   In	  particular,	   in	   terms	  of	  security,	  a	  significant	  part	  of	  
the	  real	  offer	  is	  dedicated	  to	  training	  procedures	  and	  practices	  that	  guarantee	  
the	  offer	  itself.	  In	  other	  words,	  the	  creation	  of	  engagement	  and	  education	  pro-‐
cesses	  are	  milestones,	  especially	  in	  high	  profile	  ICT	  offers.	  

As	   indicated	   in	   the	   report	   by	   the	   Capgemini	   Digital	   Transformation	   Institute	  
(2017),	   AgID	   (2017)	   also	   confirms	   that	   recruitment	   strategies	   are	   strongly	  
geared	   towards	   the	   search	   for	   new	   professional	   figures	  with	   complementary	  
skills	  and	  soft	  skills.	  Not	   incidentally,	  nearly	  all	  enterprises	  (AgID	  2017:	  33)	  re-‐
port	  making	  use	  of	   synergies	  with	  universities	   in	   the	   search	   for	  or	   training	  of	  
flexible	   professional	   profiles	   capable	   of	   easily	   adapting	   themselves	   to	  market	  
requirements.	  

Besides	  the	  statistics,	  what	  we	  are	  observing	  in	  this	  period	  of	  technological	  de-‐
velopment	   is	  the	  need	  enterprises	  have	  to	  provide	  reliable	  services	  and	  prod-‐
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ucts.	  To	  be	  made,	  sold	  and	  used,	  these	  products	  require	  complex	  professional	  
profiles	  that	  never	  existed	  before.	  Technical	  and	  ICT	  skills	  are	  only	  one	  part	  of	  
the	  requisites	  because	  socio-‐relational	  skills	  have	  an	  increasingly	  essential	  role.	  
The	  competitiveness	  of	  the	  offer	  is	  continuously	  increasing	  and	  the	  diversifica-‐
tion	  of	  supply	  must	  be	  accompanied	  by	  a	  process	  of	  demand	  education.	  In	  oth-‐
er	  words,	  the	  consumers,	  and	  the	  enterprises	  in	  the	  B2B	  market	  need	  to	  be	  ed-‐
ucated	   on	   the	   usage	   of	   the	   new	   services,	   creating	   requirements	   and	   new	  
productive	  opportunities.	  Concretely,	  what	  is	  needed	  is	  communication,	  train-‐
ing,	  assistance	  and	  more	  networking	  in	  general.	  It	  is	  in	  this	  framework	  that	  the	  
figure	  of	  the	  “digital	  maker”	  is	  born,	  not	  only	  as	  a	  result	  of	  the	  work	  flexibility	  
that	   characterises	   our	   age,	   but	   also	   as	   a	   professional	   figure	   inserted	   into	   the	  
process	  of	  ICT	  production	  growth	  in	  terms	  of	  creativity	  and	  quality.	  These	  digi-‐
tal	  makers	  are	  practically	  the	  bridge	  between	  the	  abstraction	  of	  digital	  imagina-‐
tion	  and	  the	  new	  consumer	  of	  the	  future.	  	  

ICT,   Ski l ls   and  the  Labour  Market  

When	   studying	   the	   social	   and	   cultural	   phenomena	   that	   characterise	   post-‐
modern	   society,	  we	   cannot	   but	   accept	   their	   growing	   level	   of	   complexity	   and	  
the	   subsequent	   impossibility	  of	   fully	  understanding	   interconnections	  and	   sce-‐
narios	  of	  development.	  With	   this	  premise,	  which	   is	  necessary	   in	  order	  not	   to	  
confuse	  certain	  thematic	  choices	  with	  a	  reductionist	  attitude,	  we	  think	  it	  is	  pos-‐
sible	   to	   identify	   two	   “reflection	  paths”,	  or	  macro-‐transformations	   in	   the	   rela-‐
tionship	  between	  ICT,	  work	  and	  skills:	  	  

• The	  transformation	  of	  computer	  science	  and	  digital	  skills	  from	  technical-‐
ly-‐specialised	  skills	   to	  skills	   required	   for	   the	  majority	  of	  professions	   (es-‐
pecially	  in	  the	  service	  sector	  but	  also	  in	  the	  industrial	  sector).	  Being	  able	  
to	  use	  ITC	  tools	  is	  no	  longer	  the	  prerogative	  of	  certain	  professions,	  but	  at	  
a	   basic	   level	   it	   has	   become	   a	   sort	   of	   “cognitive	   technology”	   (Calvani	  
1999)	  that	  redefines	  socio-‐relational	  skills	  exactly	  because	  they	  are	  used	  
with	  tools	  that	  have	  changed	  their	  ontology	  (Ferraris	  2011);	  	  

• The	  birth	  of	  new	  ITC	  professions	  characterised	  by	  a	  considerable	  “volatil-‐
ity”	  of	  technically-‐specialised	  skills	  and	  by	  a	  variety	  of	  cross-‐cutting	  skills	  
typical	  of	  “knowledge	  professions”.	  

Setting	   aside	   the	   first	   aspect,	   which	   is	   important	   to	   mention	   for	   its	   socio-‐
cultural	  effects	  yet	  to	  be	  fully	  outlined,	  this	  short	  paper	  focuses	  on	  the	  second	  
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aspect	  with	   the	   aim	  of	   exploring	   the	   relationship	   between	   technical	   and	   soft	  
skills	  with	  regards	  to	  the	  self-‐perception	  of	  ICT	  professionals	  and	  the	  organisa-‐
tional	  context	  of	  the	  enterprises	  in	  this	  sector.	  ICT	  workers	  are,	  in	  our	  opinion,	  
a	  particularly	  interesting	  target	  of	  analysis	  for	  at	  least	  two	  reasons:	  	  

• Their	   profession	   has	   an	   easily	   recognisable,	   technically-‐specialised	   na-‐
ture,	  but	  at	  the	  same	  time,	   it	   is	  “new”	  in	  the	   labour	  market	  and,	   in	  our	  
eyes,	  does	  not	  have	  a	   strong	  connotation	   in	   terms	  of	   cross-‐cutting	  and	  
socio-‐relational	  skills;	  	  

• They	  are	  professionals	  who	  we	  imagine	  can	  fully	  incarnate	  the	  paradoxes	  
of	   the	   knowledge	   society	   since	   they	   are	   both	   “producers”	   and,	   at	   the	  
same	  time,	  “products”	  of	  the	  New	  Economy.	  Using	  the	  words	  of	  Arendt	  
(1958),	  ICT	  workers	  are	  homines	  fabri:	  they	  create	  the	  world	  of	  mankind.	  

The	  considerations	  that	  follow	  are	  based	  on	  research	  carried	  out	  by	  five	  Italian	  
universities.	   It	   lasted	   three	   years	   and	  was	   financed	   by	   the	   Italian	  Ministry	   of	  
Education,	  University	  and	  Research	  at	   the	  PRIN	  (Projects	  of	  Relevant	  National	  
Interest).	   In	   this	   regard,	   the	  unit	  based	   in	  Rome,	  directed	  by	  Renato	  Fontana,	  
placed	  its	  attention	  on	  the	  new	  makers:	  	  

“The	  main	  question	  […]	  on	  which	  our	  reflection	  is	  based	  is	  if	  there	  is	  and	  to	  what	  extent	  a	  
connection	  between	  pre	  and	  post-‐industrial	  society,	  or	  –	  more	  modestly	  –	  what	  are	  the	  
similarities	  and	  the	  differences	  between	  the	  conventional	  craftsman	  and	  the	  digital	  mak-‐
er,	  to	  provide	  a	  profile	  significant	  from	  the	  sociological	  point	  of	  view	  to	  the	  many	  workers	  
who	  work	  in	  close	  contact	  with	  the	  new	  technologies	  and	  in	  particular	  with	  the	  ICTs	  (In-‐
formation	  &	  Communication	  Technologies)”	  (Fontana	  2013:	  78).	  	  	  

The	   research	  made	   it	  possible	   to	   interview	  40	   ICT	  professionals	   (mainly	   com-‐
puter	  scientists	  and	  graphic	  designers),	  of	  whom	  95%	  worked	  in	  organised	  con-‐
texts	   (especially	   small	   and	  medium-‐sized	   enterprises).	   The	   interviews	   –	   each	  
one	  hour	  long	  and	  based	  on	  a	  biographical	  questionnaire	  –	  developed	  a	  corpus	  
of	  around	  400	  pages.	  Here	  it	  is	  possible	  to	  make	  interesting	  conclusions	  based	  
on	  the	  theme	  of	  cross-‐cutting	  skills	  necessary	  for	  professions	  characterised	  by	  
“cognitive	  dexterity”7.	  

	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
7	  “We	  talk	  about	  ‘cognitive	  dexterity’	  rather	  than	  simply	  of	  ‘cognitive	  activity’	  because	  the	  interviewees	  clearly	  
recognise	  the	  difference	  between	  a	  purely	  mental	  activity	  and	  one	  which	  implies	  something	  tangible,	  even	  if	  
only	  through	  the	  screen	  of	  a	  computer,	  with	  actions	  that	  have	  practical	  consequences:	  ‘I	  don’t	  have	  hammer	  
and	  chisel,	  but	  I	  have	  a	  mouse	  and	  my	  software	  tools,	  so	  I	  create	  something’	  (computer	  scientist)”	  (Fontana	  
2013:	  131).	  
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Analogic  Ski l ls ,   Digital   Professions  and  Hybrid     
Organisations     

They	  are	  sitting	  at	  a	  desk.	  Their	   toolbox	   is	  a	  computer.	  Their	  work	  consists	  of	  
creating	  virtual	  objects.	  They	  deal	  with	  the	  speed	  of	   innovation,	  the	  time	  and	  
space	  of	  globalisation	  (or	  the	  absence	  thereof)	  and	  the	  culture	  of	  personalised	  
consumption.	  They	  find	  meaning	  in	  their	  job	  in	  the	  possibility	  of	  being	  creative,	  
the	   capability	   of	   making	   something	   useful	   for	   others	   and	   the	   satisfaction	   of	  
having	  built	  a	  good	  quality	  product.	  They	  are	  digital	  makers,	  who	  have	  a	  lot	  in	  
terms	  of	  values	  and	  skills	  of	  the	  traditional	  craftsman,	  but	  are	  also	  emblematic	  
of	  the	  post-‐industrial	  era	  because	  of	  their	  privileged	  relationship	  with	  technol-‐
ogy.	  What	   changes	   are	   the	   tools	   and	  procedures,	   but	  not	   the	  essence	  of	   the	  
job.	  

Here	   is	  what	  one	  computer	  scientist	  of	  a	  medium	  size	  says:	  “In	  my	  opinion,	  a	  
craftsman	  is	  somebody	  who	  works	  using	  tools,	  as	  we	  do,	  if	  we	  have	  to	  make	  a	  
comparison,	  on	  one	  side	   there	   is	  a	  hammer,	  an	  electric	   saw	   […]	  on	   the	  other	  
side,	  there	  is	  a	  mouse,	  a	  computer,	  there	  are	  programmes”.	  In	  response	  to	  the	  
question:	   “What	   capabilities	   should	   a	  person	  have	   to	  do	   your	   job	  well?”,	   the	  
answers	   surprisingly	   do	   not	   concern	   the	   technical-‐professional	   skills,	   i.e.	  
knowledge	  of	  any	  particular	  programming	   language	  but	   instead	  mention	  skills	  
that	  are	  fully	  defined	  by	  the	  ISFOL	  (Di	  Francesco	  1998)	  as	  cross-‐cutting	  skills:	  	  

• The	   ability	   to	   diagnose	   (diagnose	   one’s	   skills	   and	   attitudes;	   diagnose	  
problems);	  

• The	  ability	  to	  relate	  (communicate,	  work	  in	  team	  and	  negotiate);	  
• The	  ability	  to	  face	  problems,	  strengthen	  self-‐learning	  processes	  and	  find	  

solutions.	  

Moving	  from	  the	  premise	  that	  a	  skill	  is	  distinctive	  of	  a	  profession	  only	  when	  it	  is	  
a	  factor	  that	  allows	  employees	  to	  perform	  the	  profession	  itself	  (and	  not	  just	  to	  
facilitate	  it),	  an	  analytical	  reading	  of	  the	  interviews	  allowed	  us	  to	  identify	  three	  
core	  skills	  in	  the	  ICT	  profiles:	  	  

• Possessing	  passion	  and	  quality-‐oriented	  attitudes;	  
• The	  ability	  to	  learn	  how	  to	  learn	  from	  the	  Internet;	  
• The	  ability	  to	  communicate	  and	  work	  in	  team.	  

In	  the	  following	  pages	  we	  will	   try	  to	  summarise,	  using	  the	  words	  of	  the	   inter-‐
viewees,	   the	  distinctive	   self-‐perceptive	  elements	  of	   these	   skills	  by	   connecting	  
the	  necessary	   competences	   to	   the	  organisational	   contexts	   that	   should	   favour	  
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their	   development.	   The	   professional	   dimension	   of	   these	   emerging	   figures	  
clashes,	   in	   fact,	  with	   the	   reality	   that	   enterprises	   seem	  only	   partly	   capable	   of	  
seeing	   the	   need	   to	   grow	   professionally	   for	   the	   digital	   craftspeople	   to	   create	  
opportunities	   for	   organisational	   development.	   Equally	   important	   is	   the	   fact	  
that	  it	  also	  clashes	  with	  an	  educational	  system	  still	  resistant	  to	  the	  concept	  of	  
“skill	  didactics”.	  Hence,	  interesting	  paradoxes	  are	  created	  between	  the	  rhetoric	  
of	   innovation	  and	  actual	  practices,	  between	  the	  needs	  of	  the	  single	   individual	  
and	   the	   production	   processes,	   and	   between	   the	   characteristics	   of	   labour	   de-‐
mand	  and	   the	   real	  needs	   to	  be	  satisfied	  by	  who	   is	  hired.	  To	  create	  a	  picture,	  
even	  if	  approximate,	  of	  this	  market	  sector,	  we	  will	  see	  how	  the	  vision	  of	  “time”	  
and	  market	  forces	  work	  as	  a	  counter-‐balance	  to	  the	  skills	  mentioned	  above.	  	  

According	  to	  our	  research,	  the	  first	  distinctive	  soft	  skill	  of	  ICT	  professions	  is	  “be-‐
ing	  quality-‐oriented”.	  It	  is	  a	  sort	  of	  cornerstone	  on	  which	  the	  points	  of	  contact	  
between	   traditional	   craftsmen	   and	   digital	   makers	   are	   placed.	   “Total	   Quality	  
Management”	  is	  certainly	  a	  concept	  unknown	  to	  traditional	  craftsmen.	  The	  at-‐
tention	  to	  quality	  that	  characterises	  both	  the	  traditional	  craftsman	  and	  the	  dig-‐
ital	  maker	  is	  not	  connected	  to	  the	  efficaciousness	  with	  which	  they	  answer	  the	  
customers’	  requests	  or	  the	  efficiency	  of	  the	  production	  process,	  but	  is	  linked	  to	  
factors	  related	  to	  one’s	  deepest	  professional	  identity.	  	  

A	  craftsman	  is	  intrinsically	  interested	  in	  the	  quality	  of	  the	  product	  because	  it	  is	  
not	  simply	  an	  object	  (whether	  material	  or	  immaterial),	  it	  is	  the	  result	  of	  his	  per-‐
sonality	  and	  creativity;	   it	   is	  a	  sort	  of	  extension	  of	  his	   identity.	   In	  other	  words,	  
the	  craftsman	  “cares	  that	  the	  work	  itself	  is	  well	  done.	  […]	  his	  work	  is	  not	  simply	  
a	  way	  to	  obtain	  another	  order.	  […]	  The	  craftsman	  is	  the	  representative	  figure	  of	  
a	  specific	  human	  condition:	  that	  of	  being	  personally	  engaged	  in	  what	  one	  does”	  
(Sennett	  2008:	  28).	  This	  concept	  appears	  in	  many	  of	  the	  interviewees’	  declara-‐
tions:	  	  

“I	  basically	  see	  myself	  as	  an	  artist,	  I	  see	  myself	  as	  a	  painter,	  I	  have	  my	  software	  tools	  and	  I	  
shape	   things.	   Indeed,	  my	  work	  has	  a	   common	  style,	  all	  of	   it	  has	   something	   in	   common	  
that	  is	  mine.	  Even	  if	  I	  am	  making	  a	  tutorial	  video	  to	  explain	  how	  to	  use	  a	  cream	  for	  haem-‐
orrhoids	  –	  It	  happened	  to	  me!	  -‐	  […]	  in	  any	  case	  I	  try	  to	  add	  something	  of	  mine	  […]	  I	  can	  
express	  different	  feelings	  in	  my	  work	  and	  I	  realise	  this	  when	  I	  look	  at	  it:	  when	  I’m	  sad	  I	  use	  
a	  much	  duller	  palette	  of	  colours;	  when	  I’m	  happy	  everything	  is	   intense,	  oversaturated.	   I	  
follow	  my	  instinct,	  my	  sensations.	  I	  am	  aware	  that	  work	  done	  in	  another	  moment	  would	  
be	   completely	   different.	   It	   is	   like	   freezing	   a	  part	   of	  me	   in	   that	  moment.	   I	   think	   that	   all	  
craftsmen	  do	  the	  same.”	  
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Being	  quality-‐oriented	  is	  not,	  therefore,	  a	  cold	  organisational	  asset	  but	  the	  “vis-‐
ible	   face”	  of	   the	  passion	   for	  one’s	  work.	  Craftsmanship	   in	  a	  digital	  profession	  
can	  be	  found	  exactly	  in	  this	  attention	  to	  detail	  as	  an	  expression	  of	  the	  value	  of	  
aesthetics	  in	  one’s	  work.	  	  

Modern	  enterprises	  consider	  quality	  to	  be	  an	  aspect	   imposed	  by	  competitive-‐
ness	  and	  the	  customer,	  who,	  unlike	  in	  the	  past,	  is	  capable	  of	  comparing	  goods	  
and	  expressing	  their	  specific	  needs.	  This	  different	  connotation	  of	  being	  quality-‐
oriented	  is	  a	  source	  of	  intrinsic	  tension:	  if	  quality	  is	  an	  identity-‐related	  element,	  
it	  cannot	  be	  sacrificed	  or	  compromised;	  if	  instead	  it	  is	  only	  one	  of	  the	  elements	  
of	  a	  product,	   it	  has	   to	  be	  commeasured	  and	  negotiated	  according	  to	  the	  cus-‐
tomer’s	  needs	  and	  the	  time	  one	  has	  at	  their	  disposal.	  In	  the	  words	  of	  an	  inter-‐
viewee:	  	  

“The	  difference	  between	  us	  and	  real	  carpenters	  is	  that	  if	  you	  go	  to	  a	  carpenter	  and	  ask	  for	  
a	  piece	  of	  furniture,	  he	  will	  tell	  you	  that	  he	  will	  give	  it	  to	  you	  in	  a	  month’s	  time,	  and	  he	  
has	  to	  give	  you	  it	  in	  a	  month.	  He	  won’t	  give	  it	  to	  you	  before.	  If	  you	  come	  and	  ask	  us	  for	  a	  
product	  and	  we	  tell	  you	   that	  we	  will	  give	   it	   to	  you	   in	  a	  month	  and	  you	   tell	  us	   ‘No,	  you	  
must	   give	   it	   to	  me	   in	   15	   days’,	  we	   answer	   ‘Yes’,	   compressing	   a	   series	   of	   activities	   that	  
cannot	  be	  done	  and	  that	  you	  have	  to	  take	  away	  because	  they	  seem	  superfluous	  in	  com-‐
parison	  to	  the	  production”.	  	  

Another	  interviewee	  reports:	  	  

“If	  you	  have	  few	  days	  to	  present	  work,	  some	  things	  have	  to	  be	  optimised	  as	  well	  as	  possi-‐
ble	  because	  you	  don’t	  have	  time,	  and	  that	  is	  something	  I	  miss	  because	  you	  are	  forced	  to	  
work	  without	  stopping	  most	  of	  the	  time.	  Sometimes	  you	  say	  ’this	  is	  a	  nice	  project,	  I	  would	  
like	  to	  dedicate	  more	  time	  to	  the	  details	  and	  do	  further	  research’,	  but	  you	  really	  haven’t	  
got	  the	  time	  to	  do	  it	  and	  you	  have	  to	  rush”.	  

Instead	  of	  a	  quality	  that	  could	  be	  reached	  through	  what	  Mintzberg	  (1996)	  calls	  
“input	  standardisation”,	  or	   the	  homogeneity	  of	  skills	   for	   those	  who	  add	  value	  
to	  the	  production	  process,	  enterprises	  are	  more	  oriented	  towards	  “process	  or	  
output	  standardisation”,	  the	  creation	  of	  uniformity	  in	  work	  procedures	  and/or	  
the	  final	  product.	  Besides	  the	  fact	  that	  ICT	  professionals	  are	  not	  able	  to	  create	  
the	  quality	  of	  work	  they	  are	  capable	  of	  creating	  as	  craftsmen,	  one	  interviewee,	  
a	   project	  manager,	   says	   that	   in	   his	   experience	   at	   a	   big	   ICT	   enterprise:	   “[t]he	  
main	  goal	  is	  to	  make	  sure	  that	  people	  can	  be	  as	  interchangeable	  as	  possible	  so	  
that	  a	  person	  who	  is	  missing	  in	  a	  certain	  position	  can	  be	  easily	  replaced.	  Thus,	  
discretion	  is	  kept	  to	  a	  minimum	  in	  each	  activity”.	  “Competitiveness”,	  as	  Sennett	  
(2008:	  43)	  underlines,	  “has	  taken	  away	  initiative	  from	  the	  workers	  and	  has	  de-‐
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moralized	  them,	  while	  the	  ethic	  principle	  of	  a	  job	  well	  done	  for	  the	  pleasure	  of	  
it	   that	   is	  typical	  of	  craftsmanship	   is	  not	  rewarded	  or	  even	  noticed”.	  What	  can	  
then	  happen	  is	  that	  a	  skill	  that	  could	  be	  of	  value	  for	  the	  market	  even	  becomes	  
an	   obstacle	   because	   being	   quality-‐oriented	   in	   terms	   of	   craftsmanship	   trans-‐
forms	  itself	  into	  lack	  of	  motivation	  for	  the	  frustration	  of	  the	  working	  process.	  	  

“Learning	  how	  to	  learn”	  is	  one	  of	  the	  eight	  key	  skills	  identified	  by	  the	  European	  
Union	  that	  all	  citizens	  should	  have	  for	  full	  social	  and	  work	  integration	  (Recom-‐
mendation	   2006/962/CE).	   It	   is	   therefore	   a	   strongly	   cross-‐cutting	   skill	   that	  
should	  be	  possessed	  by	  all	  citizens	  at	  a	  basic	  level.	  The	  ability	  to	  learn	  is	  defined	  
as	  “the	  ability	  to	  persevere	  with	  learning,	  to	  concentrate	  for	  extended	  periods	  
and	   to	   reflect	   critically	  on	   the	  purposes	  and	  aims	  of	   learning”	   (European	  Par-‐
liament	  and	  the	  Council	  of	  the	  European	  Union	  2006).	  In	  addition,	  “[t]his	  com-‐
petence	   includes	   awareness	   of	   one's	   learning	   process	   and	   needs,	   identifying	  
available	  opportunities,	  and	  the	  ability	  to	  overcome	  obstacles	  in	  order	  to	  learn	  
successfully”	   (European	   Parliament	   and	   the	   Council	   of	   the	   European	   Union	  
2006).	  	  

In	   the	  ambit	  of	   ICT	  professions,	  however,	   this	  skill,	   in	  addition	  to	  being	  cross-‐
cutting,	  becomes	  an	  enabler	  as	  much	  and	  even	  more	  than	  specialised	  technical	  
knowledge;	  having	  this	  skill	   is	  connected	  to	  the	  closeness	  of	  these	  professions	  
to	   the	   “engine”	   of	   knowledge	   society:	   technological	   development.	   The	   tools	  
used	  by	  digital	  makers	  are	  continuously	  developing	  a	  speed	  unprecedented	  in	  
labour	   history.	   Our	   interviewees	   create	   new	   software	   for	   other	   makers	   and	  
consumers	  of	  every	  kind,	  and	  to	  create	  them,	  they	  use	  the	  most	  advanced	  pro-‐
grammes	  and	  languages	  available	  on	  the	  market:	  	  

“The	  programmer	  has	  to	  continuously	  update	  him/herself	  because	  the	  programming	  lan-‐
guages	  change	  and	  the	  way	  of	  programming	  changes	  […].	  You	  have	  to	  keep	  up	  with	  the	  
times.	  New	  things	  are	  continuously	  created	  and	  you	  have	  to	  use	  and	  assimilate	  them”.	  	  

This	   process	   of	   continuous	   regeneration	  of	   technical	   skills	  makes	   the	   compe-‐
tence	  “learning	  how	  to	  learn”	  a	  vital	  skill,	  especially	  given	  the	  speed	  with	  which	  
specialised	  skills	  become	  obsolete	  because	  of	   the	  “autocatalytic	  character”	  of	  
technological	   innovation	   (Longo	   2003:	   53),	   which,	   especially	   in	   the	   world	   of	  
communication	  and	  information,	  leads	  to	  an	  accelerated	  hybridisation	  process,	  
creating	  maladjustment	  and	  tension.	  “In	  short”,	  a	  programmer	  summarises,	  ‘’in	  
my	   job	  sector,	   ten	  years	  are	  nothing,	   […]	  but	   technologically	   incredible	  things	  
will	  happen”.	  The	  ability	  to	  learn	  how	  to	  learn	  in	  a	  purposeful	  and	  aware	  way	  is	  



41	  
	  

a	  “must”	  for	  digital	  makers,	  most	   likely	  because	  of	  the	  “object”	  of	  their	  work.	  
The	  Third	  Industrial	  Revolution,	  as	  it	  has	  been	  defined	  by	  some,	  was	  informal,	  
born	  from	  the	  strength	  of	  a	  spontaneous	  innovation	  and	  based	  more	  on	  “test-‐
ing	   by	   doing”	   than	  on	   a	   linear	   process	   of	   knowledge	   acquisition	   and	   applica-‐
tion.	   The	   interviewees	   develop	   and	   use	   their	   ability	   to	   learn	   continuously	   by	  
solving	  concrete	  problems	  and	  following	  mainly	   informal	  and	  non-‐formal	  pro-‐
cesses.8	  In	  this	  regard,	  the	  interviewees	  have	  pointed	  out	  a	  wide	  mismatch	  be-‐
tween	  the	  skills	  and	  knowledge	  acquired	  during	  their	  formal	  training	  and	  those	  
requested	  and	  used	  in	  their	  current	  job	  position:	  

“[...]	   an	   intellectual	  worker,	  a	  digital	  maker	  cannot	  make	  use	  of	   the	   theoretical	   training	  
that	   Italy’s	   educational	   system	   seems	   to	  be	  permeated	  by	   and	  needs	   learning	  modules	  
that	   also	   include	   the	   practical	   aspects	   of	   the	   job	   he/she	   will	   go	   on	   to	   do.	   As	   Sennett	  
(2008)	  puts	  it,	  we	  need	  “expressive	  instructions”,	  with	  reference	  to	  the	  need	  to	  transfer	  
knowledge	  and	  skills	  not	  only	  through	  language	  […],	  but	  also	  with	  the	  help	  of	  a	  ‘corporeal	  
form’	  […]”	  (Chiappini	  2013:	  152).	  

Hence,	  workers	  mainly	  learning	  two	  ways:	  
• Gaining	  access	  to	  knowledge	  spread	  on	  the	  Internet	  with	  “self-‐learning	  

training	  activities”.	  According	  to	  one	  interviewee:	  “We	  train	  using	  the	  In-‐
ternet.	   I	   buy	   many	   books	   […]	   also	   in	   English”.	   Another	   interviewee,	   a	  
graphic	  designer,	  adds:	  “If	  you	  have	  a	  problem	  doing	  anything,	  the	  solu-‐
tion	  is	  on	  the	  Internet.	  […]	  You	  spend	  a	  lot	  of	  time	  using	  the	  Internet	  be-‐
cause	  nowadays	   it	   is	   the	  only	   tool	   that	   keeps	  you	  updated	  on	   the	  new	  
technologies.”	  Learning	  how	  to	  learn	  in	  this	  context	  acquires	  a	  particular	  
connotation	  because	  it	  is	  the	  object	  of	  a	  specific	  modality:	  “learning	  how	  
to	   learn	   from	  the	   Internet”,	   that	   is,	   from	  what	  has	  been	  defined	  as	  our	  
“widespread	  teacher”	  (Fontana	  2013:	  187),	  thanks	  to	  which	  we	  can	  make	  
use	  of	   the	   knowledge	  of	  others	  without	   them	  being	  present	   as	   long	  as	  
we	  know	  how	  and	  where	  to	  search;	  

• Through	   a	   social	   exchange	   of	   knowledge	   in	   the	   workplace	   that,	   as	  
claimed	   by	   a	   programmer	  with	   about	   ten	   years	   of	   experience,	   is	   often	  
based	  on:	  “stealing	  with	  one’s	  eyes	  […]:	  for	  me	  it	  is	  normal	  that	  a	  person	  
who	  is	  next	  to	  you	  has	  the	  ability	  to	  learn	  simply	  by	  being	  nearby.	  Yes,	  al-‐

	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
8	  Consistent	  with	  what	  is	  defined	  in	  the	  European	  Memorandum	  on	  Education	  and	  Lifelong	  
Learning	  (European	  Commission	  2000),	  we	  refer	  to	  learning	  processes	  that	  occur	  in	  organ-‐
ised	  contexts	   (companies,	  cultural	  and	  sport	  associations,	  etc.)	  differently	   than	  the	  struc-‐
tures	   traditionally	   dedicated	   to	   education	   and	   training	   (non-‐formal	   learning)	   or	   through	  
daily	   life	  experience	  with	  modalities,	  which	  are	  not	  necessarily	  conscious	   (informal	   learn-‐
ing).	  
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so	  seeing	  the	  work	  done	  by	  others	  is	  important	  because	  you	  should	  have	  
a	  sensitivity	  that	  allows	  you	  to	  understand	  certain	  things.”	  

“Workplaces”	  or,	  more	  precisely,	  the	  ways	  and	  times	  in	  which	  work	  processes	  
are	  organised,	  create	  tension	  and	  opposite	  poles.	  Theoretically,	  in	  fact,	  present	  
day	  enterprises	  should	  know	  and	  recognise	  the	  importance	  of	  time	  for	  learning	  
and	  socialisation	  as	  prerequisites	  for	  innovation	  and	  quality.	  At	  least	  when	  we	  
consider	   the	   technological	  market,	  we	   should	   be	   surrounded	  by	  what	  Butera	  
(1984)	   dubs	   “organism”	   enterprises	   or	   what	   Mintzberg	   (1996)	   refers	   to	   as	  
“adhocratic	  organisations”.	  

The	  makers	  we	   have	   interviewed	   should	  mostly	   be	   employees	   of	   companies	  
that	   adopt	   a	   “culture	  of	   complexity”,	   creating	   structures	   based	  on	   autonomy	  
rather	  than	  mandate,	  as	  well	  as	  on	  spaces	  of	  social	  interaction,	  quality	  and	  the	  
principle	  of	  re-‐unification	  of	  the	  creational	  phase	  with	  the	  executional	  one.	  All	  
these	  elements	  were	  confirmed	  to	  a	  part	  of	  the	  professional	  identity	  of	  the	  in-‐
terviewees	   but	  were	   not	   characteristics	   of	   the	  workplace	   in	  which	   the	   inter-‐
viewees	  operate.	  In	  fact,	  the	  production	  process	  suffers	  strongly	  from	  the	  pre-‐
cept	   “just	   in	   time”,	   producing	   results	   quickly	   in	   order	   to	   respond	   to	   the	  
customers’	   equally	   rapid	   requests:	   “Once,”	   a	   programmer	   claims,	   “there	  was	  
also	  the	  time	  and	  budget	  to	  study,	  experiment,	  reflect	  and	  test.	  Today,	  there	  is	  
a	   different	   approach;	   there	   is	   the	   metaphor	   of	   the	   “iPhone”	   and	   the	  
“touchscreen”.	  One	  can	   receive	  a	  product	  at	   the	   touch	  of	  a	  button.”	  Here	  an	  
identity-‐related	  need	  of	   these	  professions	   is	   inevitably	   frustrated:	   “If	   you	   ask	  
me	  the	  question	   ’What	  are	  you	  missing	   in	   this	  moment?’	   I	  will	   tell	  you	   I	  miss	  
having	   the	  possibility	  of	   studying	  new	  things	  because	   I	  don’t	  have	   time!	   I	  ha-‐
ven’t	  got	  the	  time	  to	  study	  new	   languages	  or	  methods.”	  There	   is	  also	  the	  full	  
awareness	  that	  the	  ability	  to	  learn	  by	  oneself	  cannot	  replace	  in	  toto	  learning	  by	  
collaborating	  with	  others:	  	  

“In	  any	  case	   it	   is	  hard	  to	  grow	  professionally	  because	  I	  often	  find	  myself	  working	  alone,	  
and	  I	  can	  increase	  my	  skills	  studying,	  willingly	  and	  often,	  some	  tutorials	  on	  the	  Internet,	  
but	  I	  can’t	  compare	  my	  ideas	  with	  people	  who	  do	  the	  same	  job	  as	  me.	  So,	  if	  I	  grow,	  it	  is	  
only	  because	  I	  have	  succeeded	   in	  finding	  some	  sources	  from	  which	   I	  can	  get	   inspiration	  
and	  learn	  some	  extra	  skills”.	  

The	  ability	  to	  work	  in	  a	  team	  and	  communicate	  has	  also	  been	  recognised	  as	  an	  
indispensable	  soft	  skill	   in	  digital	  professions,	  but	  notwithstanding	  this,	  the	  op-‐
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portunities	  for	  its	  practice	  and	  development	  are	  present	  in	  organisational	  con-‐
texts	  only	  as	  a	  function	  of	  the	  production	  process:	  	  

“It	   is	  curious	  to	  notice	  how	  nearly	  all	   the	  workers	   interviewed	  seem	  to	  be	  aware	  of	  the	  
importance	  of	  working	  in	  project	  teams	  and	  of	  keeping	  a	  high	  level	  of	  sharing	  and	  com-‐
munication	  with	  their	  colleagues:	  ‘In	  computer	  science	  team	  work	  is	  very	  important.	  Be-‐
cause	  certainly,	  or	  probably,	  another	  person	  knows	  what	  you	  do	  not	  know.	  If	  there	  is	  this	  
way	  of	  working,	   this	  exchange	  of	   information,	   in	   the	  end	  we	  can	   find	  a	   solution	   to	   the	  
problem.	  This	  is	  essential	  also	  for	  the	  creation	  of	  new	  products.’	  However,	  the	  speed	  im-‐
posed	  by	  the	  market	  on	  both	  production	  and	  consumption	  times	  forces	  the	  organizations	  
to	  give	   in	   to	   these	  dynamics,	  sacrificing	   in	  concrete	  the	  production	  process.	  This	   is	  how	  
one	   of	   the	   interviewees	   described	   the	   problem:	   ‘Lately	   the	  market	   has	   changed	   a	   lot;	  
there	  isn’t	  much	  time	  to	  reflect;	  you	  have	  to	  work	  quickly	  and	  try	  to	  reduce	  all	  the	  possi-‐
ble	  bottlenecks	  to	   immediately	  find	  a	  solution.	   It	   is	  a	  market	  situation	   in	  which	  the	  cus-‐
tomer	  needs	  answers	  immediately’.	  The	  anxiety	  connected	  to	  the	  project	  deadlines,	  and	  
at	  the	  same	  time,	  to	  the	  need	  of	  keeping	  high	  quality	  outputs,	  risk	  to	  render	  ineffective	  
the	  innovation	  process	  and	  to	  reduce	  the	  constellation	  imagined	  by	  Mintzberg	  [adhocrat-‐
ic	  structures]	  to	  a	  sort	  of	  assembly	  line	  […].”	  (Ungaro	  2013:	  146)	  

In	  the	  above	  text,	  the	  reference	  to	  the	  “assembly	  line”	  can	  only	  clarify	  the	  di-‐
chotomies	  in	  which	  the	  ICT	  professions	  are	  operating:	  proceduralisation	  against	  
creativity;	  discretion	  against	  mere	  operability.	  These	  tensions	  between	  profes-‐
sional	  impulses	  and	  organisational	  and	  procedural	  requirements	  transform	  the	  
makers	  into	  a	  middle	  class	  half	  way	  between	  the	  “new	  class	  of	  creatives”	  imag-‐
ined	  by	  Florida	   (2002)	   and	   specialised	  workers	  with	  more	  advanced	   technical	  
skills	  than	  twentieth	  century	  workers,	  but	  at	  the	  same	  time,	  they	  are	  similar	  to	  
the	  latter	  in	  terms	  of	  the	  absolute	  secondariness	  of	  the	  soft	  skills.	  	  

If	  we	  were	  to	  carry	  out	  a	  “selective”	  reading	  of	  the	  interviews,	  we	  could	  outline	  
the	  possibility	  of	  a	  new	  culture	  of	  soft	  skills:	  a	  culture	  in	  which	  it	  is	  normal	  for	  
the	  market	   to	  ask	   for	   capabilities	   related	   to	   creativity,	   communication,	   learn-‐
ing,	  and	  attention	  to	  quality,	  not	  only	  for	  those	  who	  have	  managerial	  positions,	  
but	  also	   for	   those	  who	  create	  something	  new	  or	  considerably	   improve	  some-‐
thing	  that	  already	  exists	  using	  their	  “cognitive	  dexterity”.	  An	   in-‐depth	  reading	  
of	  the	  words	  of	  the	  interviewees,	  on	  the	  other	  hand,	  reveals	  the	  lights	  and	  the	  
shadows	  of	  a	  way	  of	  organising	  work	  that	  does	  not	  abandon	  the	  old	  temptation	  
to	  divide,	  classify,	  stratify	  and,	  especially,	  follow	  the	  market	  instead	  of	  trying	  to	  
change	  it.	  Leaving	  aside	  any	  rhetoric,	  the	  makers	  live	  in	  a	  reality	  in	  which	  they	  
perceive	   and	   are	   aware	   of	   the	   centrality	   of	   soft	   skills,	   but	   at	   the	   same	   time,	  
they	   live	   in	  environments	  and	  conditions	  that	  do	  not	  favour	  the	  development	  
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of	   these	   skills,	   and	   from	  a	   certain	  point	  of	   view	  are	  not	   even	   ready	   to	   admit	  
their	  importance.	  	  

Nothing	   is	  permanent	   in	   this	  age	  of	  great	  change	  and	  our	  conclusions	  are	   far	  
from	  being	  final.	  It	  seems,	  however,	  that	  the	  ITC	  sector	  of	  the	  labour	  market	  is	  
fascinated	   by	   the	   organisational	   logic	   that	   prevailed	   in	   the	   factory	   life	   of	   the	  
20th	  century,	  as	  we	  can	  see	  in	  the	  ever-‐increasing	  specialisation	  and	  fragmenta-‐
tion	  of	  work.	  The	  likely	  unconscious	  result	  of	  this	  choice	  is	  the	  reintroduction	  of	  
the	  typical	  pyramids,	  where	  those	  who	  “do”	  –	  the	  makers	  –	  are	  positioned	  at	  
the	  bottom	  while	   those	  who	  “organise,	   coordinate	  and	  decide”	  are	  placed	  at	  
the	  top.	  The	  former	  only	  need	  to	  have	  technical	  skills,	  often	  ignoring	  how	  im-‐
portant	   it	   is	   for	   them	   to	   have	   soft	   skills	   to	   keep	   their	   technical	   competences	  
updated;	   the	   latter	   need	   instead	   to	   have	   a	   long	   list	   of	   “managerial	   skills”	   in	  
which	  socio-‐relational	  skills	  assume	  a	  respectable	  position.	  	  	  

Conclusions  

The	  observations	  we	  have	  just	  made	  do	  not	  allow	  us	  to	  draw	  conclusions	  on	  a	  
topic	  that	  is	  so	  complex	  and	  in	  continuous	  development.	  We	  can,	  however,	  try	  
to	  grasp	  two	  or	  three	  fundamental	  points	  that	  can	  be	  deduced	  from	  the	  infor-‐
mation	  we	  have	   collected	   so	   far.	   To	   conclude,	  we	  will	  mention	   the	  digital	  di-‐
vide,	  access	  to	   information,	  cross-‐cutting	  skills,	  and	  the	  professional	  profile	  of	  
digital	  makers	  through	  the	  semantic	  path	  of	  knowledge	  sharing	  and	  social	  strat-‐
ification.	  

The	   keyword	   that	   sums	   up	   the	   different	   angles	   from	  which	  we	  have	   tried	   to	  
examine	   the	   direction	   followed	   by	   ICT	   professions	   is	   knowledge,	   or	   rather,	  
knowledge-‐sharing.	   This	   is	   based	   on	   the	   widespread	   belief	   that,	   on	   the	   one	  
hand,	   knowledge	   is	  more	   accessible	   now	   than	   it	  was	   in	   the	   past,	   and	  on	   the	  
other	  hand,	   it	   is	   the	  most	   important	   factor	  on	  which	  the	  economic,	   industrial	  
and	   production	   strategies	   of	  modern	   enterprises	   in	   the	   sharing	   economy	   are	  
based.	   In	   the	   present-‐day	   literature,	   important	   scholars	   like	   Jeremy	   Rifkin	  
(2001)	   claim	   that	   in	   this	   age,	   the	  wider	   spread	  of	   knowledge	   is	   possible	   and,	  
therefore,	  so	  is	  the	  spread	  wealth	  and	  democracy.	  It	  is	  more	  than	  legitimate	  to	  
have	  some	  doubts	  in	  this	  regard.	  	  
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Let’s	  consider	  the	  digital	  divide,	  even	   if	  en	  passant.	   In	  the	  previous	  pages,	  we	  
observed	  how	  it	  intersects	  especially	  with	  the	  cultural	  and	  educational	  dimen-‐
sions.	   For	   a	   long	   time,	  education	  and	   the	  possibility	   to	  adapt	   to	  new	  cultural	  
perspectives	   have	   been	   powerful	   instruments	   for	   dividing	   the	   populations	   of	  
yesterday	  and	  today	  according	  to	  the	  historical	  needs	  of	  the	  predominant	  en-‐
terprises.	  	  

From	  this	  point	  of	  view,	  little	  seems	  to	  have	  changed.	  In	  a	  nutshell,	  education	  
works	   as	   a,	   vehicle	   of	   exclusion,	  which	   leads	   to	   inequality	   among	   ICT	  profes-‐
sionals.	  The	  ones	  who	  count	  are	  those	  who	  have	  managerial	  skills	  with	  the	  abil-‐
ity	  to	  coordinate,	  mediate	  and	  communicate.	  If	  this	  is	  true,	  as	  we	  have	  tried	  to	  
claim	  so	  far,	  knowledge	  sharing	  is	  simply	  a	  production	  factor	  like	  all	  the	  others.	  
Its	   extraordinarily	   innovative	   cogency	  breaks	  up	  an	  organisational	   layout	   that	  
tends	   to	   confirm	   the	   structure	   of	   the	   historically	   consolidated	   hierarchy.	   The	  
digital	  divide,	  therefore,	  has	  not	  been	  replaced,	  but	  has	  been	  added	  to	  the	  fac-‐
tors	   that	   contribute	   to	   determining	   social	   stratification	   among	   the	   various	  
types	  of	  professional	  figures.	  	  	  	  

The	  fact	  that	  more	  or	  less	  everybody	  has	  access	  to	  information	  does	  not	  neces-‐
sarily	  mean	   that	   there	   are	   not	   disparities	  when	   it	   comes	   to	   converting	   infor-‐
mation	   into	   knowledge.	   As	   a	   consequence	   of	   the	   redundancy	   of	   information	  
workers	   need	   to	   separate	   what	   is	   useful	   from	   what	   is	   useless.	   This	   means	  
adopting	  an	  interpretative	  key	  capable	  of	  enabling	  enterprises	  and	  profession-‐
als	   to	  cultivate	   the	  most	   satisfying	   strategies.	  Reading	  data	  with	  a	   theoretical	  
conceptual	  framework	  is	  necessary	  for	  preparing	  efficacious	  decisions	  and	  fol-‐
lowing	  the	  most	  satisfactory	  paths	  from	  a	  competitive	  point	  of	  view.	  	  	  

The	  ability	  to	  decode	  information	  is	  an	  important	  part	  of	  the	  learning	  process	  
that	  defines	  the	  cross-‐cutting	  skills	  of	  the	  digital	  economy.	  The	  makers,	  as	  we	  
mentioned	  above,	   learn	  while	  they	  are	  working.	  Many	  intellectual	  professions	  
work	  this	  way,	  even	  more	  so	  in	  areas	  where	  the	  compulsive	  urgency	  of	  innova-‐
tion	  does	  not	  always	  permit	  knowing	  the	  output	  features	  (products	  or	  services)	  
of	  the	  production	  line.	  

Most	  of	  the	  time	  in	  the	  digital	  world,	  the	  path	  to	  follow	  is	  unstructured	  and	  in	  
fieri,	  so	  we	  feel	  we	  can	  affirm	  that	  enterprises	  look	  with	  greater	  interest	  at	  the	  
standardisation	   of	   the	   output,	   that	   is,	   at	   guaranteeing	   the	   final	   result,	   while	  
professionals	  care	  more	  for	  the	  standardisation	  of	  the	  input,	  that	  is,	  the	  possi-‐
bility	   of	   professional	   growth	   while	   they	   are	   preparing	   or	   providing	   the	   final	  
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product:	  learning	  by	  doing.	  In	  this	  sense,	  knowledge	  is	  the	  drive	  in	  ICT	  profes-‐
sions.	   The	   distinction	   between	   enterprise	   requirements	   and	   people’s	   training	  
needs	  is	  not	  of	  secondary	  importance.	  But	  it	  is	  not	  enough.	  	  

We	   focus	   our	   attention	   on	   those	  we	   have	   called	  makers	   or,	  more	   generally,	  
knowledge	   workers.	   This	   merely	   refers	   to	   a	   socio-‐professional	   aggregate	   of	  
privileged	  people.	  And	  what	  about	  all	  the	  others?	  The	  others	  are	  in	  worse	  con-‐
dition,	   but	   for	   reasons	   rather	   difficult	   to	   grasp,	   they	   are	   excluded	   from	   the	  
analysis	  of	  the	  best	  research	  projects:	  We	  know	  little	  about	  them;	  their	  profiles	  
have	  evaporated	  in	  the	  blinding	  light	  of	  the	  very	  strong	  on-‐going	  organisational	  
transformations.	   They	   are	   weak,	   confusing	   and	   extemporaneous	   profiles	   for	  
which	  the	  current	  literature	  shows	  no	  interest.	  

With	  regards	  to	  skills,	  we	  have	  already	  stressed	  how	  today,	  cross-‐cutting	  skills	  
are	   the	  most	   important	   because	   they	   even	   define	   a	   new	   sociological	   subject	  
and	  a	  new	  way	  to	  relate	  with	  the	  product	  of	  one’s	  work.	  The	  individual	   is	  de-‐
fined	  by	  their	  ability	  to	  relate	  to	  other	  people	  (especially	  when	  communicating)	  
and	  the	  ability	  to	  diagnose,	  face	  and	  solve	  problems	  or	  moments	  of	  empasse	  in	  
the	  production	  process.	  They	  are	  also	  defined	  by	  the	  ability	  to	  strengthen	  vari-‐
ous	  ways	  of	   learning,	   including	   the	   self-‐learning	  process	   typical	   of	   those	  who	  
work	   on	   the	   Web.	   The	   abovementioned	   research	   by	   the	   Capgemini	   Digital	  
Transformation	   Institute	   (2017)	   conveniently	   points	   out	   that	   soft	   digital	   skills	  
such	  as	  the	  ability	  to	  learn	  and	  customer	  orientation	  are	  the	  most	  requested	  on	  
the	  market	  and	  that	  they	  represent	  the	  most	  significant	  characteristics	  of	  a	  typ-‐
ical	  digital	  worker.	  	  	  

Thus,	  our	  professionals	  are	  inserted	  into	  the	  logic	  and	  practices	  of	  the	  Web.	  In	  
a	  recent	  book,	  Niall	  Ferguson	  (2018)	  explains	   in	  a	  precise	  and	  compelling	  way	  
that	   the	  network	  society	  contrasts	   the	  society	  of	  hierarchy.	  As	  an	  example	  of	  
this,	  he	  takes	  the	  Torre	  del	  Mangia	  and	  Piazza	  del	  Campo	  in	  Siena,	  considering	  
the	  former	  to	  be	  a	  vertical,	  centralist	  mode	  land	  the	  latter	  to	  be	  an	  horizontal,	  
communicative	  one.	  	  

“Six	  centuries	  ago,	  in	  Siena,	  the	  Torre	  del	  Mangia	  of	  the	  Palazzo	  Pubblico	  cast	  a	  shadow	  
over	  Piazza	  del	  Campo,	  that	  space	  of	  the	  shape	  of	  a	  fan	  that	  was,	  from	  time	  to	  time	  an	  
outdoor	  market,	  a	  meeting	  place	  and,	  twice	  a	  year,	  a	  racetrack.	  The	  height	  of	  the	  tower	  
had	  a	  precise	  meaning:	   it	  reached	  exactly	  the	  same	  height	  of	  the	  town	  cathedral,	  which	  
was	  on	  top	  of	  the	  highest	  hill	   in	  Siena,	  to	  symbolize	  the	  same	  level	  of	  the	  temporal	  and	  
spiritual	  hierarchies	  […].	  	  
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On	  the	  contrary,	  today’s	  technological	  companies,	  equally	  domineering,	  avoid	  verticaliza-‐
tion.	  Facebook’s	  headquarters	  at	  Menlo	  Park,	  designed	  by	  Frank	  Gehry,	  is	  a	  campus	  of	  of-‐
fices	  without	  partition	  walls	  and	   leisure	  areas:	   ‘a	  single	  room	  hosting	  thousands	  of	  peo-‐
ple’,	  to	  quote	  Mark	  Zuckerberg,	  or	  (maybe	  more	  accurately)	  an	  immense	  kindergarten	  for	  
geeks.”	  (Ferguson	  2018:	  463).	  

The	  same	  logic	  can	  be	  applied	  to	  the	  new	  Apple	  Park	  in	  Cupertino	  designed	  by	  
Steve	  Jobs	  and	  his	  entourage	  and	  also	  to	  Google’s	  new	  headquarters	  in	  Moun-‐
tain	  View	  made	  up	  of	  a	  series	  of	  light	  structures	  as	  if	  they	  were	  made	  of	  Lego.	  
To	  sum	  up:	  

“Silicon	  Valley	  prefers	  to	  stay	  low,	  and	  not	  only	  for	  the	  fear	  of	  earthquakes.	  Its	  horizontal	  
architecture	  mirrors	  a	  real	  fact,	  that	  it	  is	  the	  most	  important	  hub	  of	  a	  global	  net:	  the	  cen-‐
tral	  square	  of	  the	  World.”	  (Ibid.:	  464).	  

The	   conclusions	   reached	   by	   the	   author,	   after	   underlining	   that	  we	   have	   been	  
living	   in	   the	  “network	  age”	  since	  the	  1970s,	  show	  how	  what	  many	  see	  as	   the	  
ultrademocratic	   and	   equal	   regime	   of	   the	  web	   is	   a	   pious	   aspiration	   yet	   to	   be	  
confirmed	  by	  the	  evidence	  of	  history	  (Ibid.:	  458-‐464).	  

To	  sum	  up,	  we	  wrote	  in	  the	  introduction	  that	  we	  did	  not	  have	  answers,	  and	  in-‐
deed,	  we	  have	  not	  given	  any.	  In	  a	  certain	  sense	  we	  have	  kept	  our	  promise.	  In	  
this	  paper	  we	  have	  tried	  to	  identify	  ourselves	  with	  the	  questions	  we	  have	  made	  
understanding	  their	  meaning	  and	  tracing	  a	  direction	  to	  follow.	  We	  have	  tried	  to	  
do	  it	  in	  a	  research	  sector	  that	  is	  still	  very	  slippery	  and	  full	  of	  empty	  spaces	  to	  fill	  
up	   but	   is	   also	   of	   extraordinary	   interest	   for	   understanding	   how	   well-‐laid	   the	  
hopes	  of	  cultural,	  social	  and	  political	  emancipation	   in	  the	  network	  society	  are	  
in	  contrast	  to	  what	  one	  thinks	  of	  when	  we	  order	  society	  based	  on	  hierarchy.	  

We	  believe	  that	  digital	  technology	  is	  not	  only	  a	  tool,	  but	  also	  an	  expression	  of	  
our	   society.	   For	   this	   reason,	   ICT	   professionals	   are	   closer	   to	   the	   concept	   of	  
“knowledge	   workers”	   than	   to	   that	   of	   simple	   “technicians”,	   if	   only	   because	  
technological	  development	  occurs	  exclusively	  thanks	  to	  the	  network	  that	  exists	  
between	  individuals,	  intelligence	  and	  machines.	  
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