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foreword

The digitization of the German-speaking economy continues unabated. 
Around three quarters of German companies are now open to digitization and 
invest an average of 4.6% of their annual turnover in IT security solutions, 
collaboration tools, in-house online shops, data analysis software or the de-
velopment of digital products. This is shown by the results of the trend study 
„Digitization - Germany finally on the leap?“ conducted by Bitkom Research 
on behalf of Tata Consultancy Services.

However, digitization does not only have profound effects on business mo-
dels, customer relationships and workplaces, but will also fundamentally ch-
ange in-company training. For this reason, the eLearning Journal has already 
addressed digitization for the second time with its own partial study as part of 
the eLearning BENCHMARKING Study 2018. With current figures, data and as-
sessments, the present evaluation offers an in-depth look at the effects of di-
gital transformation on in-company initial and continuing vocational training.

Frank Siepmann
Publisher
eLearning Journal
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Mathias Fleig
Chief editor
eLearning Journal

The world of work is characterized by rapid changes. Personnel development 
must also react to these changes. Formal and informal learning must be lin-
ked, situational qualification in the direct work process must be made possib-
le. This is how it should be! But what is it really like?

This study shows that there is still a great need for action if companies are 
to successfully manage digital change and prepare their employees for the 
future. There is too large a gap between ambition and reality. „Digital training 
strategies“, which address business goals, are available in less than a quarter 
of the companies surveyed, and the effectiveness of the training offer even 
leaves something to be desired in more than 55 percent.

For us, these are alarming findings, which cannot be improved by the fact that 
informal and individualized learning is clearly gaining in relevance and can 
impressively convince the latter in practice. It is necessary to create the right 
links between formal and informal learning processes within organizations 
so that learning is effective. This means establishing a holistic continuing 
education strategy and learning culture that enables learning in the context 
of work, in the „moment of need“ and thus enables employees to fulfil their 
tasks effectively - now and in the future! 

Christian Friedrich                                                         
Division Manager Digital Learning Solutions 
Haufe Akademie
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Summary

According to the study participants, digitization already has a comprehensive 
influence on the initial and continuing vocational training of companies from Ger-
many, Austria and Switzerland. For personnel development, the changed com-
petency requirements for employees due to the digital transformation pose a 
particular challenge. According to the companies surveyed, digital skills such as 
media, collaboration, communication or innovation skills are of critical importan-
ce for both employees and managers today.

Against this background, training courses to promote digital skills should be of 
central importance, but there still seems to be great potential for improvement in 
this area. According to the assessment of the majority of the study participants 
surveyed, previous training courses in this area have little or no effect. One pos-
sible explanation for this state of affairs could be the lack of a strategic approach 
to this issue, as less than a quarter of the companies surveyed have an explicit 
training strategy in place to prepare their employees for digitization.

The results of the eLearning BENCHMARKING Study 2018 also suggest that in-
formal and individualized learning will gain in importance in the course of digital 
transformation. New technologies increasingly allow companies to change the 
learning culture from a more centralized and seminar room-focused approach to 
more informal and self-determined learning. A better anchoring of knowledge, an 
increased motivation to learn and a targeted learning process were among the 
positive experiences that companies had with this approach.

Increased significance

Informal learning

Flexibility

Business strategy

Digitalization will increase per-
sonnel development at signi-
ficance, this statement is sup-
ported by 79.6 % of the vast 
majority of the study partici-
pants.

Personnel development must 
support informal learning to 
a greater extent in the future; 
90.2% of those surveyed share 
this finding.

92.6% of the companies sur-
veyed share the view that hu-
man resources development 
needs more flexible and dyna-
mic solutions as digitization pro-
gresses.

According to 93.7% of the 
study participants, person-
nel development can make 
a substantial contribution to 
the achievement of corporate 
goals in the course of digital 
transformation. 

Personnel development in digitization
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Digital Competences -
Between Demand 

and Reality 

Substudy Digital Transformation

6

The digital transformation is changing not only the 

technical infrastructure, but also in particular the 

demands on the skills of the company‘s own emplo-

yees. Thanks to new technologies and a rapidly chan-

ging working world, employees increasingly need digi-

tal skills in addition to specialist and social skills. But 

what are „digital competences“? How widespread are 

these competences in German-speaking companies 

and how are they determined? What influence do 

digital competences have on in-company initial 

and continuing vocational training? These 

are just some of the questions addres-

sed in this chapter. 



Discussions about digitization usually seem to be 
very technology-driven for the time being. All too of-
ten, buzzwords like industry 4.0, smart factories, 3D 
printers, apps or currently cryptocurrency and block-
chain seem to dominate the public discourse. This 
can quickly give the impression that companies need 
the best technology to survive in the digital age. Ho-
wever, it should not be forgotten that employees will 
generally remain the most important and success 
relevant resource for companies in the future. After 
all, the latest technology is only worthwhile if you 
do not have trained skilled workers who can take full 
advantage of a new machine, a new process or a new 
technology. The competencies of the employees thus 
remain one of the most relevant success criteria for 
companies.

Almost nationwide influence of digitization in 
in-company education and training

Against this background, one of the key findings of 
last year‘s eLearning BENCHMARKING Study 2017 
was the high relevance of digitization in the training 
and continuing education of the companies sur-
veyed. A proud 40% of the study participants stated 
at the time that digitization already had a high signi-
ficance for in-company training in their company. In 
a further 35.4% of the companies surveyed, the re-
lease of digitization in this context was nevertheless 
considered to be the most important factor.

Thus, the estimates that digitization has little or no 
significance for in-company vocational training, at 
24.1%, represent a clear minority.

Against this background, it seems only logical that 
digitization is now one of the dominant topics in 
personnel development. In the current eLearning 
BENCHMARKING study 2018, almost every second 
company rated the influence of digitization on 
in-company training and further education as large 
at 47.1%. A further 45.5 % of the study participants 
assess the influence as at least moderate, while the 
influence is at least slight for 6.7 % of the companies 
surveyed. Conversely, however, these results also 
mean that only 0.6% of the study participants sta-
ted that digitization had no influence on their own 
education and training. It can therefore be stated 
that digitization is no longer a topic for the future, 
not only in the economy in general but also in per-
sonnel development in particular, but already has 
nationwide relevance.

Looking at these results in relation to company 
size, the biggest differences seem to be only in the 
question of whether the influence of digitalization is 
large or moderate. Not surprisingly, the answer gi-
ven by the study participants from companies with 
more than 25,000 employees is often above average 
„large“ at 58.7%, while comparatively smaller com-
panies with fewer than 500 employees „moderate“ 
predominate in just over 50% of cases.
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Influence of Digital Transformation on in-company education and training
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In summary, it can be said that the question of whether 
digitization already has an influence on the personnel 
development of German-speaking companies no lon-
ger arises, because the answer is a clear and unequi-
vocal „yes“. Rather, the more acute question seems 
to be how big the influence of digitization already is, 
what needs result from it for in-company further trai-
ning and how personnel, e-learning or specialist de-
partments can react to it in the best possible way.

Employees‘ digital skills

This high importance of digitization for vocational 
education and training is ultimately also justified by 
the fact that the changed competence requirements 
are one of the major challenges of digital trans-
formation. At 95.6%, almost all study participants 
agreed with this assessment. In addition to specialist 
and social skills, the „digital skills“ of employees are 
therefore increasingly becoming a decisive success 
factor for companies.

The results of the eLearning BENCHMARKING Study 
2018 underline the need for further training in the 
field of digital competences.for further training in 
the field of digital competences.

When asked which competencies need to be trained 
most frequently in a company, digital competencies 

ranked fourth with 41.3% and are thus almost on a 
par with sales and marketing competencies (e.g. sa-
les excellence) with 44%. Only management and lea-
dership competencies (57.5% responses) and com-
pany-specific competencies (65.4% responses) need 
to be trained much more frequently.

But what are „digital competences“? The eLearning 
BENCHMARKING Study 2017 has already provided 
initial indications of this question. Accordingly, the 
greatest need for training is in the area of digital 
competences, with 64.8% of respondents mentio-
ning the topic of collaboration. While teamwork and 
collaboration naturally did not only become a core 
competence of the employees with digitalization, the 
trend is further intensified by new technologies. But 
new technologies can significantly optimize coopera-
tion and joint exchange, especially across locations 
and national borders. Therefore, it is not surprising 
that the media competencies were given almost the 
same importance with 64.6% of mentions. After all, 
the advantages of new technologies and approaches 
such as Microsoft Teams as a collaboration platform 
or the use of social media for better customer com-
munication can only be used properly if the emplo-
yees have the appropriate media skills.

The current eLearning BENCHMARKING study 2018 
confirms and expands this picture. According to the 
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Digital transformation has a high impact on in-company training
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study, moderate skills are of critical importance for 
both employees and managers in the age of digitiza-
tion (92.5% citations). The relevance of collaborati-
on competencies was also confirmed with a compa-
rative value of 82.7 %. Further critical competences 
in the digital change were knowledge about data 
protection and data security, communication compe-
tences, personal responsibility, new leadership com-
petences, social competences as well as innovation 
competences.

Digital skills shortages

The digital competencies of employees are already 
relevant to success today, according to the unani-
mous assessment of the companies surveyed. But 
being aware of the importance of digital competen-
ces and being able to name which competences are 
of critical importance in the course of digitization 
is only one side of the coin. The challenge is much 
greater to determine how widespread the required 
digital competencies are within the workforce, whe-
re there are gaps between entitlement and reality, 
and how these gaps can best be closed through tar-
geted measures. But how are requirements for the 
development of employees‘ competencies in compa-
nies determined and what status do the digital com-
petencies have in different departments of German 
companies?

The eLearning BENCHMAR-KING Study 2018 provi-
des the first answers to the first question. According 
to this, the need for competence development of 
employees in the vast majority of the surveyed com-

panies is determined by the continuous evaluation 
of their managers (62.9% nominations). The com-
petencies of employees are evaluated much less fre-
quently by means of the learning platform used in 
the company (20.3% nominations). Another evalua-
tion tool is tests or questionnaires according to the 
study participants, which are used either regularly 
(5.4%) or selectively (13%).

To answer the second question, it is worth taking a 
look at the eLearning BENCHMARKING Study 2017. 
In last year‘s study, participants were asked how 
well different departments were prepared for digi-
tal transformation. The best prepared department 
by far was therefore the IT department with 67.4%, 
which was good and very good. Marketing followed 
in second place with a comparative figure of 51.4%. 
The low comparative figures for sales (37.9 %), hu-
man resources (35.9 %), management (25.7 %) and 
production (19.2 %) were particularly surprising.

Looking at these two results, the picture is compara-
tively gloomy. Only in the IT and marketing depart-
ments do at least half of the companies surveyed 
rate the preparation of their employees for digital 
transformation as good or very good. The comparati-
ve values of the other departments are thus in some 
cases well below the 50% mark. This can give rise to 
unpleasant questions for companies.

How can the sales force exploit the potential of digi-
tization if the majority of sales staff are mediocre to 
poorly prepared for the changes? How can HR and 
executives identify existing competencies, identify 
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gaps and provide appropriate training opportunities 
when they may not be adequately prepared for di-
gital change themselves? How should potential pro-
ductivity gains actually be realized if employees in 
production cannot use new technologies and proces-
ses?

Planless into the digital age?

These questions underline how important a sustain-
able training strategy is for the successful digital 
transformation of a company.

At the same time, however, it also becomes clear how 
comprehensive the challenge is that digitization will 
pose for personnel departments, eLearning mana-
gers and executives (see chart on p. 9). But is the 

need for training resulting from digitalization really 
taken into account? And much more important is the 
question of whether the preparation of employees 
for digitization is strategic or whether in reality it is 
more a question of individual measures.

The question of a „digital“ training strategy was 
also addressed in the context of the eLearning 
BENCHMARKING study 2018. Interestingly, the num-
ber of companies in which such a training strategy 
already exists is comparatively low at 22.6%.

A further 31.3 % of the study participants stated that 
although there is no such training strategy in their 
home yet, the plans for it are still in progress. In cont-
rast, almost half of the companies surveyed (46.2%) 
do not currently have a training strategy to prepare 

Manufacturing industry Resources* Trade, transport 
and logistics   

Financial and insurance
services

Training strategies for digital transformation according to industries

$

Learnin
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their employees for the challenges of digitization, 
nor is such a strategy planned. A look at the size of 
the company shows that large companies with more 
than 10,000 employees often have an above-average 
training strategy of this kind either already (28.9%) 
or at least are planning it (38.1%). For companies 
with less than 1,000 employees, the comparative fi-
gures of 21% and 23.2% are significantly lower and 
below average. The relatively low dissemination of 
an explicit training strategy to prepare employees 
for digital change is surprising, especially if the com-
panies surveyed appear to be aware of the importan-
ce of in-company training in this context. In addition, 
the results of the eLearning BENCHMARKING Study 
2015 suggest that training strategies are generally 
widespread in the majority of German-speaking com-
panies. At 62.8%, almost two thirds of the study par-
ticipants stated that a training strategy was defined 
in their company.

Development offer for digital competence is ex-
pandable

How important a strategic development of the digital 
competencies of employees is is shown by the as-
sessment of the effectiveness of the training offered 
in the eLearning BENCHMARKING study 2017. Accor-
dingly, only slightly more than a third of the compa-
nies surveyed rated the current training offer for the 
promotion of digital competences as very effective 
(2.9 %) or effective (34.8 %).

According to the assessment of the majority of the 
study participants (55.3 %), the training offered in 
their company, on the other hand, has only a small 

effect, whereas in 7 % of the companies surveyed 
the training offer is apparently ineffective. But what 
methods do companies use to develop the skills of 
their employees?

According to the results of the 2018 eLearning 
BENCHMARKING study, attendance events in the 
form of seminars continue to dominate with a large 
majority of 87.8%. However, eLearning (as individual 
measures; 69.5 % mentions) and Blended Learning 
(53.4 % mentions) are now also used by the majori-
ty of the companies surveyed to develop employees‘ 
skills. If, however, it is specifically a question of the 
development of digital competences, then this order 
could be reversed exactly, at least this conclusion is 
suggested by the eLearning BENCHMARKING study 
2017. This is because 92.3% of the companies sur-
veyed rated Blended Learning as very important or 
important when assessing the relevance of different 
forms of learning in the training of digital compe-
tences, and it was ahead of both e-learning (88% 
very important or important) and classroom training 
(73% very important or important).

While classroom training is still preferred for the ge-
neral competence development of company emplo-
yees, eLearning seems to be gaining in importance 
in the context of digital competences. One possible 
explanation could be the fact that the media skills 
of the employees must be promoted first and fore-
most and that the use of digital learning units and 
infrastructure such as eb based trainings, learning 
platforms or virtual classrooms alone represent an 
exercise in dealing with media for the employees.

Public administration Health and social services Information and 
communication

Services and support

44,4 %
60% 52,3 % 37,5 %

61 %

powered by:
* Electricity, gas, steam and air transport, water supply, sewerage, waste management and remediation, mining and   
   quarrying, agriculture, forestry and fishing
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Informal and 
individualized
Learning 

Substudy Digital Transformation
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Changing competency requirements and increased 

training needs are not the only effects of digitizati-

on on operational development programs. Due to new 

technical possibilities and changes in user behavior, le-

arning is increasingly taking place digitally rather than 

in the classroom and is becoming more individual, mobile 

and informal. The following chapter provides an overview 

of the relevance of informal and individualized learning 

in the course of digital transformation and the cur-

rent use of these two approaches in German-spea-

king companies



Most people learn primarily informally, so the cen-
tral statement of the 70:20:10 formula can be sum-
med up in a nutshell. „Learning-by-doing“ and the 
exchange with colleagues are therefore far more 
important in the learning process and in compe-
tence building than formal learning in the seminar 
room. This insight is not new and yet the conclu-
sions drawn from this insight posed a dilemma for 
HR departments: although formal learning seems to 
account for only a small percentage of the learning 
process, typically the vast majority of available re-
sources are still invested. And even if informal le-
arning is to be explicitly given greater focus, for a 
long time companies were faced with the question 
of how such learning processes could be supported 
at all.

Especially due to the digital change companies do 
not seem to be able to avoid the question of how this 
dilemma can be addressed in the best possible way. 
Based on the results of the eLearning BENCHMAR-
KING study 2018, the importance of informal lear-
ning for in-company initial and continuing vocatio-
nal training will continue to grow. This is at least 
the assessment of 84.2 % of the study participants 
and thus represents the clear majority. In a further 
14.7% of the companies surveyed, the relevance of 
informal learning will remain largely stable.

Only an absolute minority believes that the import-
ance of informal learning will be reduced by digital 
change.

Support for informal learning thanks to a mix 
of methods

If the importance of informal learning continues to 
increase in the future according to the study par-
ticipants, then the question becomes all the more 
urgent as to whether and how this form of learning 
can actually be supported by the personnel and/or 
e-learning department.

The results of the eLearning BENCHMARKING study 
2018 at least suggest that the majority of the com-
panies surveyed (58.6%) already support informal 
learning in some form or other. An additional 20.1% 
are currently in the planning phase, according to 
their own information. As a result, only around 
one fifth of the study participants stated that in-
formal learning should not be supported either now 
or in the immediate future (21.5%). But what does 
support for informal learning actually look like in 
practice?

According to the majority (51.7%) of the companies 
surveyed, they rely on a digital infrastructure such 
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as tools for the exchange of experience in order to 
support employees in informal learning.

Wikis are also often used, which can be used to col-
lect advice and practical tips from one‘s own em-
ployees (39.3 % mentions). However, informal lear-
ning in a company cannot only be supported by an 
appropriate digital infrastructure.

Accordingly, learning content also plays an import-
ant role, which must be compatible with a more 
individual, demand-oriented use. For this reason, 
37.4% of the companies surveyed offer freely ac-
cessible, context-sensitive learning content with a 
search function. In case of a problem or current 
questions, such learning content can be a quick and 
uncomplicated help directly in the work process. 
The learning effect then results quite naturally 
from the application. The support in the „Moment 
of Need“ is also the basic idea of the performance 
support. However, the use of special performance 
support systems is still much less widespread in 
German-speaking companies, accounting for 15.2% 
of the nominations.

With 32.7 % of the citations it is another widespread 
option to make competences and competence bea-
rers visible within the company.

For example, if you are stuck with a particular Excel 
function, a list of colleagues with the appropriate 
skills can help you find the right contact person for 
enquiries.

Surprisingly low, at 14.2%, is the prevalence of cer-
tification of competences acquired through infor-
mal learning. Of course, it is particularly important 
to the employees that informally acquired compe-
tences are also certified and recognized, which can 
play a role both in a change of company and pos-
sibly also in the internal career development of the 
company.

Overall, it can be stated that the majority of com-
panies surveyed already actively support informal 
learning or at least try to do so. There seem to be 
different methods and approaches for concrete 
support of informal learning in practice, with digital 
technologies seeming to play a particularly import-
ant role.

Individualized learning - low diffusion but great 
future potential

Based on the results of the eLearning BENCHMAR-
KING Study 2018, however, not only informal le-
arning will gain in relevance in the future, since a 
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comparable number of study participants (88.4%) 
assume that the importance of individual learning 
will increase as a result of digitization.

Well thought-out and designed learning units and 
new technological possibilities such as Mobile Lear-
ning or adaptive learning systems make it possible 
for personnel development and trainers to increa-
singly adapt in-company further training to the indi-
vidual needs of learners, which should optimize the 
learning process and increase motivation. Individu-
alized learning is thus in some respects the oppo-
site of the watering can principle of the classroom.

However, even if the expectations of individualized 
learning seem to be high, practical use has so far 
been much more restrained. According to their own 
figures, only just over a quarter of the companies 
surveyed (28.7%) actually use individualized lear-
ning. At 38.2%, however, the value of the compa-
nies planning to use the system is relatively high. 
Together with the expectation that this approach 
will gain in importance through digitalization, it can 
be assumed that individualized learning is a trend 
for the coming years.

Individualized learning can convince in practical use

In contrast to classical classroom training, indivi-
dualized learning focuses on the individual learner, 
which should lead to higher motivation and better 
learning success. Because without these advanta-
ges, the higher costs and greater resource expendi-
ture can hardly be justified. But can individual lear-
ning really fulfil expectations in practice?

The results of the eLearning BENCHMARKING Stu-
dy 2018 clearly show that the companies surveyed, 
which according to their own statements already 
use individualized learning, have so far consistent-
ly had positive experiences. A proud 80.7% of the 
study participants stated that the learning process 
had become more targeted. In about two thirds of 
the companies surveyed (65.6%), the use of indi-
vidualized learning has led to a more effective use 
of resources, e.g. through more productive learning 
times, because employees can only concentrate on 
learning content that really represents added value.

With 55.7 % of the entries, a majority of the study 
participants also experienced that individualized le-

arning improved the deepening and application of 
acquired knowledge. This result is particularly inte-
resting because the long-term transfer of knowled-
ge and the transformation of knowledge into com-
petences represent something like the „Holy Grail“ 
of personnel development. So, if individualized lear-
ning is superior to classical education and training 
concepts in these aspects in particular, this would 
be a strong argument for those companies that 
have not yet opted for this approach.

Another ongoing topic in in-company training is the 
motivation of learners. Companies have a hard time 
getting their learners to actually use the available 
learning opportunities. In addition, the motivation 
to learn also has a positive influence on the long-
term anchoring of knowledge. So, if around half of 
the study participants (51.4%) have experienced 
that individualized learning increases motivation to 
learn, this is another argument for its use in every-
day practice.

Costs and lack of resources complicate the use of 
individualized learning

Companies that already use individualized learning 
seem to have had positive to very positive experi-
ences with it. Nevertheless, 33.1 % of the study par-
ticipants, i.e. around one third, have not yet used 
this approach, nor are they planning to do so in the 
immediate future. Given the obvious benefits of 
individualized learning, what factors make it more 
difficult to use?

Obviously, there are three primary reasons in the 
interviewed companies that speak against the use 
of individualized learning, at least this is suggested 
by the eLearning BENCHMARKING study 2018. The 
most important factor, with 65.2% of mentions, is 
the insufficient resources for implementing a perso-
nalized learning concept. The question of costs has 
almost the same relevance, as 61.1% say that the 
more cost-intensive provision of individualized lear-
ning content makes it more difficult to use. But even 
an inadequate infrastructure can interfere with the 
application of individualized learning, especially if 
the existing LMS does not have the required func-
tions. In contrast, concerns of relevant stakeholders 
about individualized learning seem to play only a 
subordinate role in most of the companies surveyed.
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The editorial staff of the eLearning Journal has been conducting the eLear-
ning BENCHMARKING study annually since 2014 in order to obtain current 
insights into the eLearning and continuing education practice of the Ger-
man-speaking business community, including the molecular use of eLearning 
measures as well as expected trends and future developments in this area for 
the coming years. The eLearning BENCHMARKING study thus offers a com-
prehensive orientation aid for companies and organizations from Germany, 
Austria and Switzerland.

About 850 companies participated in the current eLearning BENCHMARKING 
study 2018 entitled „eLearning & Continuing Education“. The study comprises 
a total of 6 sub-studies with a focus on Mobile Learning, Competence Ma-
nagement, Talent Management, Digitization, language training and a separate 
sub-study for eLearning service providers and freelancers.

The eLearning BENCHMARKING Study 2018 primarily surveyed companies 
and organizations using eLearning. As part of the study, employees of the 
eLearning Journal invited the study participants from previous years as 
well as participants from companies and organizations using the eLearning 
SUMMIT Tour 2017, which consisted of a total of 25 events and around 3,000 
participants, to the study by telephone. The actual data collection took place 
anonymously via a special online survey software. In addition, the 20,000 
editorial contacts of the eLearning Journal were invited to participate in the 
eLearning BENCHMARKING study with an e-mail campaign.

Methodologie
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the study participants come from?
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The eLearning Journal is a trade journal of the Siepmann Media business 
publishing house and publishes five print publications annually on various 
topics in the fields of eLearning and in-company education. In addition, since 
2014 the eLearning Journal has conducted the largest annual study on the 
operational use of eLearning in German-speaking countries, the eLearning 
BENCHMARKING Study. In addition to the journalistic activities, the eLear-
ning Journal organizes the decentralized conference series „eLearning SUM-
MIT Tour“ with approx. 25 events and 2,500 to 3,000 participants from com-
panies and organizations in Germany, Austria and Switzerland.

Project implementation:

The Haufe Akademie is the leading provider for qualification and development 
of people and companies in German-speaking countries. In addition to semi-
nars, seminars and in-house trainings, the Haufe Academy offers companies 
consulting and a broad portfolio for holistic personnel and organizational de-
velopment - from coaching to managed training services and digital learning. 
Decades of experience in the development of advanced training have enabled 
us to support companies with the highest level of consulting competence. The 
Digital Learning portfolio includes ready-to-use e-learning courses on top to-
pics, digital learning libraries, blended learning and a digital training solution 
for compliance topics. With Haufe Lernwelt, the learning plattorm of the Haufe 
Akademie, companies can easily integrate digital learning into their training 
strategies.

Project partner:

The Didacta Verband e. V. is the ideal sponsor of the world‘s largest trade fair 
for education, the didata - the education fair, at which over 100,000 trade 
visitors can inform themselves annually about news on the subject of educa-
tion. The Didacta Verband e. V. represents the interests of more than 260 
companies and organizations at home and abroad and works together with 
them to improve market opportunities in national and international competi-
tion. On behalf of its members, the Didacta Verband e. V. advocates the use 
of high-quality teaching and learning materials and the needs-oriented fur-
nishing and equipment of all learning locations. In addition, the association is 
actively involved in debates on the further development of education systems 
and informs the public about important developments in education.

Cooperation partner::

Recognitions


