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Abstract 
Nowadays, organisations operate in a working environment in which teamwork, collaboration and 
other soft skills or competencies are necessary for organisations looking for innovation and 
competitiveness. The present article shows the results of the second phase of the Intra-net Erasmus+ 
project. Three online activities which aim at promoting skills useful within organisations have been 
implemented and further tested. Those activities attempt to promote soft skills such as creativity, 
knowledge, team building among other competencies. The activities are carried out online due to the 
fact that online education is more flexible and consequently, it may be best suited to employees. 
Findings concluded that even ICT-based activities can be useful to help acquire certain skills and to 
promote intrapreneurship inside organisations, team building, and other soft skills are rather long-term 
activity and that the figure of a leader is essential for the development of a team work. Thus, ICT tools 
need to be re-designed for a meta-level that helps leader on their tasks of observation, analysis, 
support, encouragement and building relationships among members.  
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1 INTRODUCTION  
Nowadays, organisations not only look for most technically knowledgeable employees which are 
experienced in specialised subjects. Indeed, organisations also demand interpersonal or soft skills. In 
this sense, Sampson argues that “the skills required for project management are now often divided 
50/50 into traditional ‘hard’ skills, such as risk management and scheduling, and ‘soft’, people-oriented 
skills, such as interpersonal communication” [1]. Thus, the skills that employers demand are changing, 
and soft skills are increasingly replacing technical ones. Furthermore, Rothwell and Arnold indicate 
that employers are aware of the importance of soft skills demanding workers who stand out in 
interpersonal skills such as teamwork and group development [2].  

Conrad and Leigh [3] previously defined soft skills as nontechnical skills, competencies and traits that 
are necessary to function in a specific employment context.  Similarly, Gibbons and Lange stated that 
the concept ‘soft skills’ can be understood as a combination of three elements: namely core skills, key 
competences and personal skills [4]. However, unlike hard skills which are easier to be learnt and 
measured, soft skills are rather difficult to be assessed, particularly in formal learning environments. 
Personal attributes such as leadership or communication, attitudes to work as commitment and 
individual qualities are remarkably difficult to be addressed and evaluated but they can be learnt in a 
vocational setting or by practise. Through the performance of activities to boost and stimulate these 
skills, employees will be able to easily engage with others, have a better communication and 
collaboration within a team, which will lead to success. Due to the fact that most of the time soft skills 
are acquired by experience and they take a long period of time, employees with soft skills are often 
seen as having a unique and broad background and are highly recognised. In fact, Homer [5] and 
Kantrowitz agree that if soft skills are broadly acquired and applied by employees, individual work 
performance will significantly increase.  

Previous research on soft skills and organisations already demonstrated the value of soft skills for 
employees and proved that soft-skilled workers are highly demanded by organisations. A Research 
conducted with Fortune 500 CEOs by the Stanford Research Institute International and the Carnegie 
Melon Foundation [6], found that 75 percent of long-term job success depends on people skills, while 
only 25 percent on technical knowledge. Additionally, Staffan [7] proved a connection between 
employees’ soft skills and performance in his study about individual employability revealing that hard 
and technical vocational skills were considered to be of declining importance. Consequently, 
companies and organisations need to provide its employees training and development programmes 
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specifically focused on instilling soft skills. Similarly, the study of Sail and Alavi [8] asserted that 
interpersonal skills significantly increase the knowledge of employees after receiving training. The 
abovementioned studies allowed organisations to have a better understanding of ‘soft skills’ as well as 
to prove that training helps improving them. In this sense, the present will explore the validity of the 
proposed ICT online activities to boost 10 specific soft skills.  

2 CONTEXT AND AIMS 
The current research has been based on an Erasmus+ KA2 project co financed by the European 
Union titled Intranet: Intrapreneurship net-playbook with reference 2018-1-ES01-KA204-050708. The 
project was carried out in cooperation with the following european partners: Akademia im Jana 
Dlugosza W Czestochowie (Polonia), Stitching Prime (Netherlands), Gospodarska Zbornica Slovenije 
Center za Poslovno Usposabljanje (Slovenia) and Trebag Ltd (Hungary).  

Due to the educational character of this Erasmus+ projects, Intranet is intended to promote 
intrapreneurship, and more specifically soft skills, through educational processes by means of the 
creation of activities that could be further applied in organisations to increase staff skills and 
competences. Additionally, it will facilitate the innovation, knowledge, collaboration, and quality, 
among others, (or any other key issue to be defined later) inside organisations. 

This paper attempts firstly to understanding the concept of ‘soft skills’ and their value within 
organisations and secondly to prove the validity of the ICT-activities developed in this project. In order 
to do that, we will explain and further comment 3 activities that were developed in a Castellón and that 
were particularly designed to boost soft skills among organisations’ workers. Such activities were 
carried out in virtually, since it better adapts to the schedules of the participants.   

3 METHODOLOGY 
The present investigation was conducted following a participation observation method which led to 
qualitative understanding of the participants’ performance in a virtual environment [9]. This technique 
allows a mixture of document collection, online ethnography observation and online interviews. Thus, 
we as researchers actively participated in the group, embracing skills and interviewing the participants.  

In order to carry out the qualitative investigation, analysis of data was conducted during the month of 
March 2019. Therefore, 10 employees of the Espaitec of Castellón were asked to register in an online 
platform called Edueca and to perform three differing online activities. The ICT-based activities were 
related to several competencies needed to develop an intrapreneurial attitude and to acquire soft skills 
useful for the employees’ workplace.   

4  RESULTS 
The present section explores in detail the online activities that were tested in an online platform and 
presents the results gathered after a period of observation.  

4.1 Critical decision making 
In this activity, participants could access the platform and more specifically, were able to interact in the 
activity for 5 days. During this period of time they had the right to give an introductory and defense 
argument as well as two other opportunities of reply. The discussion was held in a forum. Additionally, 
the main particularity of this activity is that the participants couldn’t see the responses of the rest of the 
group until the round of ‘talks’ was finished. This activity aims to dote workers with problem-solving 
skills.  

The following table introduces the situation that is presented in the activity and the skills that can be 
acquired during and after the performance of the activity.  

9515



Table 1. Information of the activity 1: Critical decision making 

Observation case 1 Explanation Skills promoted 
Critical decision making Participants are presented with a certain situation. In this 

case, there is a plane that is about to crash and there are 5 
people in there: a policeman, a politician, a teacher, a garbage 
man and a doctor. The problem is that there are only 4 
parachutes available, so the team has to decide who is going 
to be left out. Each participant will be given a role and they 
have to defend their survival.  
Participants will initiate the conversation giving their defense 
argument and after that, they will be able to reply twice before 
voting the person that should be left without a parachute.  

Creativity 
Critical thinking 
Adaptability 
Communicating 
Problem-solving 
Position empathy 

4.2 Learning among unequals 
In this activity, employees are given a specific situation that presents a problem and two possible 
solutions. The participants need to reach an agreement and consequently, decide which will be the 
best option to sort out the problem presented. Also, this activity will allow participants to improve their 
communicating and negotiation skills to reach a common decision as well as problem analysis skills 
since they are expected to thoroughly analyse the situation to find the best solution.  

The following table introduces the situation that is presented in the activity and the skills that can be 
acquired during and after the performance of the activity.  

Table 2. Information of the activity 2: Learning between unequals 

Observation case 2 Instructions Skills promoted 

Critical decision making Participants are presented with a specific problem. In this 
case, they get to know the situation of Primark and the 
concerns of this business. Primark is needs to reduce costs 
and employees have to propose measures to achieve the 
reduction of costs.  
They have to weigh the pros and cons of the situation and give 
arguments to defend their answers. 

Communicating 
Decision-making 

Negotiation 
Problem analysis 

4.3 Shared knowledge  
This activity aims to create a space for the organisation where the knowledge of master workers can 
be stored and further seen by other employees who seek advice or are trying to solve a problem. It 
was initially inspired by Stack Overflow, but rather adapted to each organisation’s purposes. This 
activity will allow students to take initiative either for asking questions or solving doubts, helping others 
and position and position empathy, among other skills. However, this activity is considered to be a 
long-term activity, so it is not time-limited.  

The following table introduces the situation that is presented in the activity and the skills that can be 
acquired during and after the performance of the activity.  

Table 3. Information of the activity 3: Shared knowledge 

Observation case 3 Instructions Skills promoted 
Critical decision making Employees are urged to write their doubts on a forum 

(that allows to mark the best answer and also qualify 
replies). Also, they are expected to revise regularly the 
forum, so they can contribute with their knowledge and 
answer other employees’ difficulties or dilemmas.  

Communicating 
Taking initiative 
Training / Helping others 
Resourcefulness 
Position Empathy 
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5 CONCLUSIONS 
This paper aimed to prove the validity of the activities proposed for the acquisition of soft skills. The 
number of participants that performed the activities previously presented is limited, so it was difficult to 
ascertain the validity of the results.  Nonetheless, we can obtain some clues from the analysis as to 
improve the activities and to process an evaluation on a bigger population. 

On the critical decision making, there has been three turns. Participants said that having to explain the 
reason why their work was important allowed them to reflect and find new and original ways to support 
their opinion, also after the second turn, they had to update and renew their evidences to convince 
others that their work was the most essential. Independently of the role they choose (it was not 
business related, but a job in real life) they were forced to read other people’s reasons (increasing 
empathy) and try to defend their survival. In the second and third turn it happened that mainly all 
participants reinforced their positions by repeating their reason (in a different sense or approach, but in 
the same foundations), and attacking one or two of their opponents (which they considered the 
weakest). Even so, the activity was considered positive and everybody could discover aspects that 
were hidden or unaware about other jobs. In this activity, we do not aim to learn job functions, but to 
know how a team could justify their position and argue when somebody was attacking their supporting 
ideas, which participants consider a positive experience, very experiential as this was supposed to be 
critical decision in terms of time (only three iterations) and impact (survival). 

On the activity about learning among unequals, the main aim was to force participants to solve a 
challenge or problem, however it was not completely fulfilled. Mainly all people presented their 
solutions without reaching an agreement or common point. Participants provided mainly pros of their 
solutions and cons about other people’s solutions. We consider that in this activity, a final phase 
should be added where other group of learners (or the trainer or the head of an organisation) analyse 
all the possibilities, asses them and choose one. Even so, the activity has been beneficial as it allowed 
participants to increase the understanding of the problem and analyse it to try to find the best solution. 

Finally, in the shared knowledge activity, the fact of having to explain to another person a doubt makes 
us see the defects that the platform has, serving as learning both for the one who asks and for the one 
who answers. The fact of having to evaluate the given answer, makes us reflect if really the answer 
could be clearer or better. Also, it allows to separate doubts from errors/defects that 
system/program/procedure have and should be fixed. It has not been useful to establish a database of 
knowledge about functionalities or procedures, since the doubts were too specific about errors. We 
propose to add tags, or keywords to make easier to organise the questions and answers and later to 
be used as a resource for knowledge. 

About the ICT environment (we used www.edueca.com) all participants felt comfortable, only small 
issues about registration and first participation, as well as some doubts about how to proceed in the 
activity. We consider that these ICT-based activities could be useful not only in training environments, 
but also in organisation to make staff acquire soft skills but also reflect about business dynamics and 
organisational issues. 
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