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Foreword 

Dear reader, 

Students today are being propelled into a 

rapidly changing world fuelled by automation, 

artificial intelligence, globalization and the 

sharing economy. Educational systems, 

training institutions, and environments must 

adapt to and prepare students for the future of 

work. It is also incumbent on educational and 

training institutions to develop their curriculum 

to ensure graduates are capable and 

adequately skilled to meet the current and 

future workforce needs. 

Understanding the complexities of change in 

the context of education in order to meet future 

workforce needs is essential if the current skills 

gap and high levels of youth unemployment are 

to be reduced and ideally eliminated. Through 

our industry partnership with our internationally 

recognized Corporate Partner, and in co-

operation with 16 universities of our academic 

alliance, the CEMS Global Alliance in 

Management Education was able to harness 

the talent of Masters in International 

Management student teams worldwide to 

analyze the education system and investigate 

its speed of change in their local country.  

A total of 66 students in 16 countries were able 

to participate in this unique global research 

project investigating a contemporary topic that 

will impact them as potential leaders of 

tomorrow. Together, these students 

interviewed 243 teachers and educational 

experts to get their perspective on the current 

effectiveness and adaptability of the education 

system in their country. Over 1600 students 

and 1500 employees were surveyed globally to 

determine whether their experience of the 

educational and retraining system met their 

expectations and needs. This was all made 

possible due to the support of approximately 50 

Corporate Partner Executives who supported 

the teams in each country. 

This report is the result of strong collaboration 

and commitment to academic and industry 

partnerships by the CEMS Global Alliance to 

deliver first-class, industry-relevant, global 

education. It is also a tangible reflection of the 

CEMS mission of preparing future generations 

of students to become international business 

leaders by working with “academic and 

corporate members … to develop knowledge 

and provide education that is essential in the 

multilingual, multicultural and interconnected 

business world.”  

It is both my privilege and pleasure to present 

this global review and recommendations to 

speed up educational change. I commend it to 

key decision makers, stakeholders, opinion 

leaders, educators, and policy-makers in 

governments, industry, and education systems 

and encourage those individuals to use this as 

a basis for commencing or contributing to 

current discussions on the future of education 

and work. 

 

Professor Gregory Whitwell 

Chair 

CEMS – The Global Alliance in Management 

Education  
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Executive Summary 

This report has two purposes. First, it provides 

insights on the speed at which education is 

changing in the context of a technology-driven 

society. Second, it serves as a conversation 

starter in a volatile and complex world for 

policy-makers, educational leaders, and 

companies to understand how education can 

make a difference.  

Four key findings emerged. 

Primary, Secondary, Tertiary and 

Vocational Educational systems have an 

opportunity to adapt more quickly. Based on 

interviews with a range of educational experts 

in each country, Singapore was the only 

country assessed to have a rapidly changing 

educational system. Hong Kong (SAR), Finland 

and China were considered to have favourable 

environments that led to reasonable speed of 

educational change. The results indicate a 

major opportunity to close the gap between 

what students are learning and the reality of the 

shifting job market.  

University students are optimistic and 

confident. University students in nearly all 

countries are optimistic about their ability to 

obtain a job that matches their educational 

training and consider themselves prepared for 

lifelong learning. Turkey remains the sole 

exception. Most students also consider that 

their studies adapt to changes in the labour 

market.  

Student optimism does not reflect the 

reality of many employees. Less than half of 

employees do not work in a job that 

corresponds with their formal education and 

although students may have a positive attitude 

towards lifelong learning, the majority of current 

employees do not take advantage of training 

opportunities. 

PISA ranking and speed of change may 

mask systemic issues. Despite the rapidity of 

educational change and high PISA rankings, 

Singapore and Hong Kong (SAR) invest only a 

small percentage of their GDP in education 

(2.9% and 3.3% respectively) compared with 

the other countries in this report. Similarly, both 

CEMS students in Singapore and Hong Kong 

(SAR) comment on the systems as being 

“stuck” with a cultural heritage based on 

testing, KPI’s and a reluctance to change.  

Recommendations 

The challenges and recommendations are 

complex and depend on the political, cultural 

and economic climate of a country. Over 50% 

of country reports provided process-based 

recommendations in areas such as a tech 

platform/marketplace for academics and 

industry to connect and create; increased 

autonomy for schools; and the introduction of 

an online secondary school learning 

management system. 
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Introduction 

“In the face of an increasingly volatile, 

uncertain, complex and ambiguous world, 

education can make the difference as to 

whether people embrace the challenges 

they are confronted with or whether they 

are defeated by them.” 

(OECD, The future of education and skills: 

Education 2030, 2018) 

A digital future and an increasing prevalence of 

artificial intelligence will have a profound 

impact on the workplace of the future. 

Education plays an important role in preparing 

for this future. This report summarises findings 

from 16 country reports by CEMS students that 

investigated the speed of curriculum and 

system change within the educational system. 

The study took place over a 3-4 month period 

at the start of 2019 and involved interviews with 

a wide variety of educational experts, university 

students and employees. The results 

presented are the overall key findings and 

takeaways from these country reports. 

The report begins with an outline of the general 

speed of economic and educational change, 

followed by the perspective of students and 

employees. Barriers to educational change, 

founded on the expert interviews, are then 

identified, leading to a range of 

recommendations to stimulate discussion 

amongst educators, policy-makers, 

government and opinion leaders, as well as 

private training institutions. 
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Education & the Future of Work 

This chapter offers a broad perspective on 

economic change to understand the need to 

speed up educational change. The country 

reports provide:  

A rating of the speed of educational change 

based on local educational experts;  

Results from university student surveys on 

perceived educational quality; and  

The reported experience of employees 

regarding the relevance of their educational 

qualification to their work, and the propensity of 

employees to participate in ongoing training. 

ECONOMY: SPEED AND CHANGES 

It was almost 20 years ago that Ray Kurzweil 

published his essay demonstrating that 

technological change is exponential: 

“ …we won’t experience 100 years of 

progress in the 21st century – it will be more 

like 20,000 years of progress (at todays 

rate).”1 

Whilst there has been some limited criticism2 

of Kurzweil’s claims, recent history is littered 

with examples of technological advancements 

that have substantially changed entire 

industries. Some examples include the impact 

in online video streaming on dvd rental stores, 

online booking services on travel agencies,  

                                            

1  Kurzweil, R. (2001), The Law of Accelerating Returns, 

accessed 25th September, 2019 at: 

https://www.kurzweilai.net/the-law-of-accelerating-returns 

2 Knapp, A. (2012), Ray Kurzweil’s Predictions for 2009 Were 

Mostly Inaccurate, accessed 25th September, 2019 at 

https://www.forbes.com/sites/alexknapp/2012/03/20/ray-

kurzweils-predictions-for-2009-were-mostly-

inaccurate/#22d80e1f3f9a 

wearable tech on the healthcare industry, 

home sharing on the hotel industry, and the 

impact of smartphones on everything.  

Workplaces have changed and will continue to 

change. It is predicted that “60% of all 

occupations will have at least 30 per cent of 

activities that are potentially automatable”3. In 

other words, the future of work is transforming 

and the landscape is unknown and uncertain. 

Despite this relatively unclear path, there are a 

number of widely accepted insights into the 

future regarding new jobs; job modifications 

and losses; skills gaps; retraining needs; and a 

rise in youth unemployment, as these statistics 

highlight: 

It is predicted that about 15% of the global 

workforce will see their jobs lost (20-25% in 

high-wage economies) but 21-33% of the 

global workforce by 2030 could see jobs being 

created.4 

By 2020 there will be a global shortfall of 85 

million high- and middle-skilled workers.5 

Due to automation, the strongest growth in 

demand will be for technological skills, which 

will rise from 11% of hours worked in 2016 to 

17% of hours worked in 2030 - a 55% 

increase. This surge will affect demand for 

3  McKinsey Global Institute (2017), Executive Briefing: 

Technology, jobs & the future of work, accessed 17th October, 

2019 at https://www.mckinsey.com/featured-

insights/employment-and-growth/technology-jobs-and-the-

future-of-work 

4 AI, Automation and the Future of Work: Ten Things to Solve 
For by James Manyika and Kevin Sneader (2018) 

5 Ibid. 

https://www.kurzweilai.net/the-law-of-accelerating-returns
https://www.forbes.com/sites/alexknapp/2012/03/20/ray-kurzweils-predictions-for-2009-were-mostly-inaccurate/#22d80e1f3f9a
https://www.forbes.com/sites/alexknapp/2012/03/20/ray-kurzweils-predictions-for-2009-were-mostly-inaccurate/#22d80e1f3f9a
https://www.forbes.com/sites/alexknapp/2012/03/20/ray-kurzweils-predictions-for-2009-were-mostly-inaccurate/#22d80e1f3f9a
https://www.mckinsey.com/featured-insights/employment-and-growth/technology-jobs-and-the-future-of-work
https://www.mckinsey.com/featured-insights/employment-and-growth/technology-jobs-and-the-future-of-work
https://www.mckinsey.com/featured-insights/employment-and-growth/technology-jobs-and-the-future-of-work
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basic digital skills as well as advanced 

technological skills such as programming.6 

According to a McKinsey survey of 300 

executives at companies with more than $100 

million in annual revenues, “62% of 

executives believe they will need to retrain or 

replace more than a quarter of their workforce 

between now and 2023 due to advancing 

automation and digitization.”7 

Two-thirds of the 1,300 CEO’s in KPMG’s 

annual CEO Outlook survey consider agility to 

be “the new currency of business and that if 

they don’t adapt their business will become 

irrelevant.”8 

Demand for social and emotional skills such 

as leadership and managing others will rise by 

24%, to 22% of hours worked. Demand for 

                                            

6 Skill Shift: Automation and the Future of the Workforce by 
McKinsey Global Institute (2018) 

7 McKinsey Global Institute (2018), Retraining and reskilling 

workers in the age of automation, accessed 31st October, 2019 

https://www.mckinsey.com/featured-insights/future-of-

work/retraining-and-reskilling-workers-in-the-age-of-

automation 

8  KPMG (2019), CEO’s rewrite the rulebook in pursuit of 

growth, accessed 21st October, 2019 

higher cognitive skills will grow moderately 

overall but will rise sharply for some of these 

skills, especially creativity.9 

Youth and employers live in parallel 

universes--75M youth are unemployed, half of 

youth are not sure that their postsecondary 

education has improved their chances of 

finding a job and yet almost 40% of employers 

say a lack of skills is the main reason for 

entry-level vacancies.10 

This is the rapidly changing world that students 

enter, and the context for seeking to 

understand whether or not educational 

environments are changing quickly enough to 

prepare students accordingly.  

  

https://home.kpmg/xx/en/home/media/press-

releases/2019/05/ceos-rewrite-the-rulebook-in-pursuit-of-

growth.html 

9 ibid. 
10 Key takeaways from “Education to Employment: Designing 

a System That Works” by McKinsey 
Center for Government (2013) 

https://www.mckinsey.com/featured-insights/future-of-work/retraining-and-reskilling-workers-in-the-age-of-automation
https://www.mckinsey.com/featured-insights/future-of-work/retraining-and-reskilling-workers-in-the-age-of-automation
https://www.mckinsey.com/featured-insights/future-of-work/retraining-and-reskilling-workers-in-the-age-of-automation
https://home.kpmg/xx/en/home/media/press-releases/2019/05/ceos-rewrite-the-rulebook-in-pursuit-of-growth.html
https://home.kpmg/xx/en/home/media/press-releases/2019/05/ceos-rewrite-the-rulebook-in-pursuit-of-growth.html
https://home.kpmg/xx/en/home/media/press-releases/2019/05/ceos-rewrite-the-rulebook-in-pursuit-of-growth.html
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EDUCATION: SPEED AND QUALITY 

“Education has a vital role to play in 

developing the knowledge, skills, attitudes 

and values that enable people to contribute 

to and benefit from an inclusive and 

sustainable future.”  

(OECD, The future of education and skills: 

Education 2030, 2018) 

For many countries, putting ‘speed’ and 

‘education’ together may be considered an 

oxymoron as education labors under a range of 

legacy processes and systems. Issues such as 

cultural resistance to change; political 

challenges; poor funding; centralized 

curriculum development; and a top-down 

approach to communication that fails to gain 

feedback from teachers at the forefront of 

delivering education to students leads to 

complacency and stagnant or slow change. 

Yet, in a world that is changing more quickly 

than at any other time in history, examining the 

speed at which education is changing is 

essential. 

To understand this issue, CEMS students 

interviewed local educators and experts.  

Interviewees included teachers and professors 

from primary, secondary, university and 

vocational institutions, as well as government 

officials from education departments and 

thought leaders in the area of education. The 

results of those interviews enabled the CEMS 

students to calculate the educational ‘speed of 

change’ for that country.  

The measure for speed of change was based 

on educational experts qualitative assessment 

of the extent to which their country created, 

tested, implemented, and measured new 

educational ideas. These individual measures 

were then weighted to create an overall score 

of educational speed of change ranging from 1 

(slow) to 5 (fast). The following chart reveals 

the country-by-country results plotted against 

PISA scores together with the percent of GDP 

investment each country makes in education. 

Country Comparison: Speed of Change vs %GDP Investment vs PISA Score
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Note: Chart data gathered from the most recent 

data available to students in 2019. 

There are three key trends that emerge from 

this chart: 

1. The correlation between speed of change 

and investment in education is weak, 

particularly for Singapore, Hong Kong 

(SAR) & China.   

2. Conversely, there is a positive correlation 

between speed of education and PISA 

scores. These results, however, conceal a 

range of underlying issues that impact the 

quality and effectiveness of education. 

3. Finland is the only country that maintains a 

consistent ranking or positioning across all 

measures in this study including: 

investment in education as a % of GDP (3rd 

at 6.9%); PISA ranking (3rd amongst 

countries in this study, and 8th globally); and 

speed of change (4th at 3.22)) 

These different speed of change levels are 

operationally visible when examining the length  

of time required for substantial changes to 

occur within the education system. During 

interviews to ascertain the speed of change, 

educational experts in some countries 

commented on the length of time it takes to 

implement curriculum change:  

Germany 
approximately: 

10 years, no changes 
permitted within 7 years 

The Netherlands: 8-12 years, excl secondary 
schools 

Finland: 2 years 

Australia: 6 months to 5 years, 
depending on the 
independence of the school 

Sweden: 5-10 years 

When considered in the context of the rapidly 

changing technology and work environment, 

these results suggest that there is a major 

opportunity to increase the speed of change so 

that what students are learning keeps pace 

with the reality of the shifting job market.  
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STUDENT PERSPECTIVE 

The statistics based on educational expert 

interviews provide insights on one side of the 

educational landscape. However, students 

ultimately are the consumers of the educational 

experience.  

Generally, it appears that university students 

are optimistic regarding their education. All 

countries, with the exception of Turkey (47%), 

reported that between 74-96% of students 

expect to get a job in line with their educational 

qualification. Similarly, the majority of students 

in all countries consider that their studies are 

continually evolving to changes in the labor 

market. However, in Germany, Hungary and 

Sweden just over half agreed their studies 

evolved to meet labor market changes. When 

asked about preparedness for lifelong learning, 

a large majority of students in most countries 

considered themselves ready for this 

undertaking. 

Although students are optimistic, challenges 

remain. For example, in China almost two-

thirds of students (62%) reported that they did 

not receive adequate information prior to 

selecting their program. The same issue was 

also stated by nearly 50% of students in 

Belgium, Brazil, Germany, Hungary and 

Turkey. 

Whilst pre-program selection information is 

lacking in a number of countries, the largely 

positive results from the student survey appear 

incongruous with the insights presented in the 

early part of this report that revealed high rates 

of youth unemployment and the lack of skills 

contributing to entry-level vacancies in 

organizations seeking graduates. 

The following table summarises the results 

from the country reports.  

 

 

 

 

Student survey 

response results Expectations that the 

student will obtain a job that 

matches their educational 

training, 

% Agree

Are your studies continually 

evolving to adapt to changes 

in the labour market?, % 

Agree
Are you prepared for lifelong 

learning?, % Agree

1 French & Flemish students w ere surveyed to ascertain differences. There w as no difference between these communities regarding obtaining a job that matches educational training

Did you have sufficient 

information to select an 

education program that 

supports you in getting a job 

you like?, % Agree

>80% 50—79 below 50

55
921

75 61

52 89 74

56 91 76 93

38 80 77 93

76 70-75 70 80

67 91 80 95

53 88 56 Results not reported

65 74 75 82

54 88 58 81

70 90 66 80

Results not reported 87 83 76

75 96 56 89

Belgium

Brazil

China

Denmark

Finland

Germany

Hong Kong (Sar)

Hungary

Italy

69 86 77 82Portugal

78 90 72 72The Netherlands

Singapore

Sweden

53 47 71 85Turkey

French 

Flemish

70 89 70 66Poland
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EMPLOYEE PERSPECTIVE 

Whilst the large majority of students are 

optimistic about their ability to gain work in their 

field of study, results of a survey amongst 

employees reveals a different reality. In most 

countries, between one-third to half of workers 

are employed in jobs that corresponds with 

their formal education. Whilst less than half of 

Turkish students expect to obtain work that 

matches their education, nearly 80% of Turkish 

employees are working in an industry that 

relates to their studies.   

As the table below also reveals, participation in 

training across most countries is below 50%, 

with The Netherlands, Belgium, Finland, 

Sweden and white-collar employees in 

Australia being the exception. The result in 

Belgium may be attributed to the fact that over 

half of the trainings were “organised and/or 

financed by the employer, suggesting that the 

majority of Belgian companies are concerned 

about upskilling its worforce.”11 Also of note in 

Belgium is that there was a trend towards IT 

courses and programs to obtain new technical 

skills. In The Netherlands, it appears that there 

is already a culture of lifelong learning as 

                                            

11 Belgium Country Report, p.13 

respondents reported that they participated in 

one reskilling course per annum on average. 

Whilst Australian blue-collar workers did not 

report participation in soft skills training they did 

participate in technical or product-specific 

training. Given that soft skills such as critical 

thinking, creativity and communication are 

considered essentials in the future of work, and 

as blue-collar workers are most “at risk” with 

automation, the skills survey results for 

Australia are concerning. 

Participation in retraining in Singapore is 

surprisingly low given that there is a program 

that encourages reskilling - the Skills Future 

Credits (SFC) program. Even more of a 

surprise is that 89% of respondents considered 

the SFC course they took to be useful or very 

useful for their career12. Overall, based on the 

survey findings the SFC program is rated as 

having a medium impact. The reskilling 

recommendation proposed inclusion of 

gamification, rebranding, and a review of the 

overall strategy and objectives of the SFC 

program due to its future potential. 

12 Singapore Country Report 
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Employee survey 

response results

1 Training related to soft vs technical skills

Percentage of employees currently working in 

an industry corresponding with their formal 

education, %

>80% 50—79 below 50

Percentage of employees who took advantage of a 

form of re-training within the past 2 years, %

Belgium

China

Denmark

Finland

Germany

Hong Kong (Sar)

Hungary

Italy

Australia
Blue-collar workers 

White collar workers

60 65

64 <20

50 38

Results not reported 64

86 <20

68 47

61 35

Results not reported 22

Portugal 72 < 20

The Netherlands 67 >50

Singapore 55 39

Sweden 77 53

Turkey 79 36

45
Nil1

67%1

54 27Brazil

Poland 51 42
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Barriers to change 

To better understand educational systems and 

their ability to adapt to a rapidly changing work 

environment, CEMS students interviewed 

teachers, professors, educational experts, and 

government officials. Insights from these 

interviews identified a range of barriers to 

change, which can be categorized into five 

main buckets of:  

▪ Key stakeholders 

▪ Curriculum 

▪ Communication 

▪ Process  

▪ Cultural heritage 

The greatest number of challenges was 

associated with teacher training, salaries and 

re-skilling and the process aspects of 

education.  

Remarks from interviewees were broad and 

encompassed a range of issues from the salary 

and status of teachers, to centralized decision-

making systems, and the over-emphasis on 

testing as the following comments reveal. 

 

 

 

 



 

16 

Selected remarks from interviewees: 

 

 

“Process of change in curriculum is very slow as it is 

consensus driven, where the egos and different visions of 

professors often stand in the way of reaching a solution.” 

- Professor of Public Administration, Brazil

“The Hong Kong (SAR) education system is stuck in a self-

perpetuating traditional learning environment that it’s finding 

difficult to evolve from.” 

- Hong Kong (SAR) Report

“The basic problems of violence, poverty and inequality 

need to be fixed or it doesn’t matter if the schools are 

excellent, students will still not excel.” 

- Researcher & Professor in Scientific Writing, Brazil

“The biggest influence on success is a child’s social-

economic factors.” 

- Senior Government Official, 

NSW Department of Education, Australia

“There is no mandatory retraining of teachers and that is an 

issue.” 

- Secondary School Teacher, The Netherlands

“There is a lack of autonomy in the recruitment, school 

organization and teaching method and materials.” 

- School Director, Belgium

“Decision making is too centralized. There is very little room 

to maneuver.” 

- Director of a private school, Portugal

“Teacher training today is distant from reality of the skills 

needed – university education is theoretical but not 

practical, and teachers are not properly prepared for their 

work.” 

- Secretary of Education, Brazil

“There is a lack of motivation among teachers due to low 

salaries and limited career possibilities.” 

- Education Expert associated with 

The Education Reform Initiative, Turkey

“An assumption that a system with centralized decision-

making is agile does not hold true – Finland’s strength lies 

in the freedom of the teachers.”  

- General Education Expert, Finland

“There is too much focus on memorizing lexical knowledge 

and not enough on creativity … there is no autonomy and 

flexibility.” 

- University Academic, Hungary

“The status of Australian teachers is not high enough and 

they have very little incentive to stay in the classroom.”  

- Senior Government Official, 

NSW Department of Education, Australia

“[There is a] rigid education system in China that is very 

hard to change.”  

- Executive Director, University, China

“Implementation of new curricula is already very elaborate 

and will be even much harder if the curriculum changes 

faster.” 

- University Academic, Germany



 

17 

Based on this small selection of comments, 

and the barriers to change outlined below, it 

becomes apparent that systemic issues are 

masked by correlations between PISA ranking 

and the educational speed of change, as well 

as investment in education and speed of 

change. 

Across 15 countries there were dozens of 

barriers to change recorded during the 

interviews that were prioritized and filtered 

creating a short-list of structural and tactical 

changes based on expert and CEMS student 

team feedback. Structural changes are those 

that require complex systemic and/or cultural 

shifts involving medium to long-term planning, 

significant investment and multiple 

stakeholder engagement and commitment. 

Tactical changes are strategies that are 

deemed affordable, can be developed and 

executed in the short-term, and are 

considered to have a significant positive 

impact on an education system to facilitate 

change to meet future skills needs. The short-

list of structural and tactical barriers is 

summarized in the table below.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Overview of issues/barriers to change

▪ Poor teacher training

▪ Declining teacher engagement and motivation

▪ Teacher education not aligned with future

▪ Inadequate skill sets & knowledge for the future

▪ Resistance to change by key decision makers

▪ Inadequate teacher salaries

▪ Lack of structured mechanisms for identifying changes & developing a long-term strategy for education

▪ High pressure from parents to retain a test-based system

▪ Inadequate teacher re-skilling & skill upgrade

▪ Finding qualified teachers

▪ Lifelong learning effectiveness & satisfaction poor 

e.g. MOOCs

▪ Poor graduate employability

▪ Lack of curriculum flexibility

▪ Poor primary & secondary school curriculum development particularly regarding soft skills & practical knowledge

▪ Secondary curriculum content is incomplete

▪ Slow identification of new trends & issues in the curricula

▪ Limited industry input to course content

▪ Lack of bottom-up communication between teachers and administration

▪ Lack of bottom-up communication between students and teachers

▪ Lack of communication between teachers

▪ Inefficient processes to introduce change

▪ Insufficient performance measures for the education system

▪ Lack of collaboration between institutions

▪ Outdated systems & regulations

▪ Simplistic funding system

▪ Lack of creativity & freedom

▪ Lack of incentives & formal control systems to boost extrinsic motivation to change

▪ No incubator environment for pilot testing

▪ Lack of mobility for change

▪ Poor quality learning materials

▪ Educational expenditure slows speed of change

▪ Limited cooperation with external entities and 

institutions

▪ Reskilling programs infrequent & unfunded by 

State

▪ Lack of incentives for reskilling or upskilling

▪ A conservative mindset and a resistance to change.

▪ Population attitude towards lifelong learning.

▪ A testing & KPI’s-based system deeply embedded creating a cultural mindset of their value.

Key 

Stakeholders

Curriculum

Communication

Process

Cultural 

Heritage

Structural Tactical
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Key Stakeholders 

“Teacher motivation is related to the 

motivation, performance and well-being of 

students.”  

Sonia Guerriero13 

Nearly two-thirds of the countries included in 

this study found that initial teacher training; 

ongoing training in the form of upskilling; and 

a lack of knowledge regarding the future needs 

of industry, were lacking and contribute to an 

inability of schools to deliver a future-focused 

curriculum. This emerges as a significant 

barrier to change because even if curriculum 

was updated and considered to better prepare 

graduates for the world and the workforce, 

teachers may not have the skill to deliver 

updated content. 

The issue of poor salaries, lack of respect for 

teaching as a profession, and declining 

engagement and motivation of teachers was 

also mentioned by many countries, albeit 

highlighted as a key issue with Hungary, 

Finland, Hong Kong (SAR) and Turkey. In 

China it emerged that there is also a 

resistance to change by the teaching 

profession. This is underpinned by a focus on 

research in universities and a lack of intrinsic 

motivation to push for change. 

Curriculum 

The limited industry input to course content 

and the lack of curriculum flexibility reveals the 

difficulty in schools delivering a curriculum that 

meets the needs of industry.  The gap between 

what’s taught and what industry needs is 

exemplified in Hungary where primary and 

secondary school teachers identified the lack 

of soft skills and practical knowledge training 

and development in their system. A frequent 

comment across some countries was the large 

number of stakeholders involved in curriculum 

                                            

13 Guerriero, S. (ed.) (2017), Pedagogical Knowledge and the 
Changing Nature of the Teaching Profession, Educational 
Research & Innovation, OECD Publishing 

development and approval, leading to 

bureaucratic processes that stagnate change. 

Communication 

Countries that consider communication as 

authoritarian – that is top down only – do so in 

the context of contact between administrators 

and teachers being unidirectional – with no 

feedback from or inclusion of teachers in 

curriculum development, design, 

implementation, or outcomes. The issue with 

this ranged from the quality and acceptance of 

curriculum development; the missed 

opportunity to incorporate successful 

classroom strategies into curriculum design for 

universal benefit by all teachers and schools; 

and, a lack of feedback from teachers to 

administrators regarding the outcomes and 

effectiveness of curriculum adjustments. 

In Belgium the lack of creativity and freedom is 

symptomatic of a top-down approach to 

curriculum design and delivery that leads to a 

mindset of schools and teachers simply 

executing the curriculum and rules without 

scrutinizing its relevance or enhancing the 

content. 

Process 

The majority of countries reported a challenge 

with some operational aspect of the 

educational system. Although there appears to 

be quite a spread of issues, almost half of the 

problems are concerned with the ability of the 

‘system’ to enable change to occur. For 

example inefficient processes, including an 

absence of an incubator environment for pilot 

testing to introduce change; outdated systems 

and regulations; a lack of collaboration 

between institutions; poor incentives; 

insufficient performance measures for the 

education; and a lack of digitization. 
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The poor quality learning materials and limited 

cooperation with external entities and 

institutions found by the Turkish team is 

symptomatic of political instability causing 

frequent ministerial and curriculum changes 

with no long term vision.  

Cultural Heritage 

Almost half of all countries included in this 

study identified cultural heritage as an 

inhibiting factor (i.e. Singapore, Hong Kong, 

Sweden, Portugal, China, Germany and Italy) 

– from a focus on testing and KPI’s to a 

conservative mindset, a population attitude 

that doesn’t consider retraining essential, and 

a general resistance to change. The pressure 

from parents reported by Singapore is 

reflective of the cultural heritage of the country, 

associated with a testing environment. In fact, 

it was identified by an educational expert in 

Singapore that academic achievement is 

connected to high respect and self-worth of a 

person and as a consequence, a range of 

issues arise associated with poor self-esteem, 

anxiety, depression and self-harm.  

A consideration identified in Hong Kong (SAR) 

is the language in which students are taught. 

Results from the student survey indicated that 

71% of students would prefer to communicate 

in Chinese, however 82% would rather the 

class be taught in English. It was also 

suggested that the importance of English 

“stems from the British influence and Hong 

Kong’s (SAR) identity.”    
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Recommendations 

“The future is uncertain and we cannot 

predict it; but we need to be open and 

ready for it.” 

(OECD, The future of education and skills: 

Education 2030, 2018) 

In two-thirds of countries, recommendations 

were focused on process due to the expected 

impact these changes would make, and the 

ease of implementation. Five CEMS student 

teams made recommendations associated 

with ‘key stakeholders’: teacher salaries; 

teacher re-skilling and skill upgrade; poor 

alignment of core teacher education with the 

future; and poor teacher engagement and 

motivation, which require significant 

government intervention and investment. All of 

these issues were identified as barriers to 

change in an additional seven countries, 

however, recommendations were not made in 

these countries, in part due to the perceived 

challenges associated with developing and 

implementing a strategy.  

The summarised findings reveal the need and 

opportunity for educational reform to better 

meet the requisite skills of graduates, 

employees, and industry today and into the 

future. The ideas developed by CEMS 

students help to develop initiatives utilizing 

part or an amalgamation of these concepts. 

What is clear is that there is no magic silver 

bullet, with one solution that will address the 

relatively slow pace of educational change. 

Rather, for education to adapt and change 

more quickly, various modifications will be 

necessary.  

Irrespective of whether the recommendations 

are structural or tactical, most CEMS teams 

recommended that a collaborative taskforce or 

team be formed including key stakeholders for 

project verification, development and 

implementation. Where representatives from 

government are not included in the 

Overview of recommendations

Key 

Stakeholders

▪ Reduce over-focus on testing

▪ Include corporate universities in system by offering job-oriented bachelor degrees

▪ Introduce co-development of vocational educational programmes

▪ Increase English proficiency particularly in primary schools

▪ Introduce STEM subjects via online platform such as Coursera

▪ Increase STEM units and reduce electives

▪ Introduce project based learning in collaboration 

with industry

▪ Introduce a government platform with course 

accreditation

▪ Introduce compulsory work experience in 

secondary schools

▪ Introduce an “innovative technologies’ course at 

secondary schools

Curriculum

▪ Redesign school funding including KPI’s

▪ Include Skills Future Credits (Singapore) into degree courses, including its gamification + review branding & 

strategy

▪ Introduce online secondary school learning management system

▪ Increase autonomy & flexibility for high-performing schools & KPI’s

▪ Introduce a trend radar

▪ Introduce an “innovative excellence” accreditation for universities

▪ Employ administrative staff for teacher support

▪ Create a department to implement reforms policy

▪ Introduce a tech platform/marketplace for 

academics & industry to connect & create

▪ Introduce a SkillFuture tech platform connecting 

students with educational institutions

Process

▪ …

▪ …
Cultural 

Heritage

▪ Improve teaching profession status for greater extrinsic & intrinsic motivations 

▪ Develop & enhance teacher training including gamification

▪ Introduce full-time project team for agile project management

▪ Open up secondary teaching positions to broader 

job market

▪ Provide resources for modern research & teaching 

techniques

▪ Enrich digital marketing activity for recruitment

▪ Increase communication to students re: future job 

needs via student fairs/corporate presentations in 

high school

Communication

▪ Introduce multilayer feedback system both inside & outside of school

▪ Enhance the relationship between principals, teachers corporate partners via training/mentoring

▪ Introduce a feedback system from teachers to government authority regarding educational initiatives

▪ Introduce a nationwide online collaboration 

platform for teachers

Structural Tactical
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implementation taskforce it was 

recommended that government approval be 

sought prior to implementation of the proposed 

program.  

Where tech-based solutions were 

recommended, for example in Australia, 

Denmark & China, it was proposed that the 

development be iterative and tested in a select 

group of schools prior to a full-scale rollout 

across all schools, potentially utilizing agile 

project management techniques. Whilst the 

solution for Portugal and Turkey was focused 

on teacher training and mentoring, the second 

phase of implementation also suggested that 

a select group of schools be invited into a “test” 

after the recruitment of trainers. In Belgium 

and The Netherlands, corporate partners were 

integral to the recommendation; consequently, 

early onboarding was identified as important. 

A consistent theme across most countries 

concerned training, re-skilling and 

communication with teachers. The top 4 

recommendations in this area utilized 

technology and were: 

Development of an online platform that 

enables feedback from teachers to 

authorities on curriculum development. 

Creation of an online platform for teachers 

to collaborate with each other to support 

inter-professional development. 

Establishment of an online training platform 

for re-skilling, to incorporate gamification 

of training modules. 

Creation of a tech platform/marketplace for 

academics and industry to connect. 

A fifth, frequently mentioned recommendation 

was to create a dedicated department to 

implement educational reforms. 
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Afterword 

The aim of this report is to stimulate 

governments and industry to critically examine 

their existing educational system in the context 

of a complex and unpredictable future. It is 

also hoped that this report prompts 

governments to engage with private sector 

training institutions to review these results and  

consider their respective roles in addressing 

the skills gap both for graduates and 

employees. Through a collaborative and multi-

sector approach it is hoped that educational 

systems will adapt more quickly and students 

will be better prepared for a rapidly changing 

world and deliver the skills necessary in the 

continuously evolving workplace.  
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Appendix: Methodology 

Through the support of partner university 

academics and local Corporate Partner 

representatives, CEMS Master student teams 

in 16 participating universities were given a 

project brief and provided with the same 

context and background information to 

understand the importance of this project to 

the speed of educational change and the 

future of work. The brief and background 

materials were all developed and designed by 

a Corporate Partner and delivered by their 

local country representative to the 

participating student team.  

Project design 

The project framework and methodology for 

assessing the country-by-country educational 

speed of change and determining the 

bottlenecks to change comprised of three core 

themes: 

Measuring the speed of change based on 

interviews with teachers, academics, and 

educational experts. 

Obtaining students perspectives on their 

degree, including whether they consider it 

has evolved, and their preparedness for 

lifelong learning. 

Employees experience of their job being in 

line with their educational background and 

the extent to which they have participated in 

lifelong learning. 

The Corporate Partner provided the expert 

interview discussion guide, student and 

worker surveys to ensure consistency and 

enable comparative analysis. To ensure 

teams followed the framework and used the 

tools provided, local Corporate Partner 

representatives provided on-the-ground 

support in every country. 
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Recruitment and sample 

A total of 16 CEMS Partner Universities 

participated in this project including the 

University of Sydney, Australia; Louvain 

School of Management, Belgium; Escola de 

Administracao de Empresas de Sao Paulo-

FGV, Brazil; Tsinghua University, China; 

Copenhagen Business School, Denmark; 

Aalto University, Finland; University of 

Cologne, Germany; HKUST Business School, 

Hong Kong (SAR); University of Budapest, 

Hungary; Bocconi University, Italy; SGH 

Warsaw School of Economics, Poland; Nova 

School of Business and Economics, Portugal; 

National University of Singapore, Singapore; 

Stockholm School of Economics, Sweden; 

Koc University Graduate School of Business, 

Turkey. 

Student teams were solely responsible for the 

recruitment of teachers and educational 

experts for the interviews, with some support 

provided by the local Corporate Partner 

representative in each country. Distribution of 

student and worker surveys relied upon the 

teams to utilize their networks and social 

media channels. A total of 24314 teachers and 

experts were interviewed in 15 countries, 

spanning primary school, high school, and 

tertiary institutions, as well as vocational 

colleges, government ministries and 

educational experts. On average, each 

country received 126 15  useable responses 

from the student survey16, and an average of 

108 17  useable responses from the survey 

distributed to employees. A country-by-

country breakdown of the number of interviews 

and survey respondents is shown below. 

                                            

 For methodological reasons results from Poland are not 
included in this report. 

14 The number of teachers and experts interviewed varied by 
country ranging from 5 interviews in Singapore and 
Denmark to 27 interviews in Germany. For a detailed 
country-by-country breakdown, see Appendix A. 

Country 
#Expert 
interviews 

#Student 
responses 

#Worker 
responses 

Australia 14 0 157 

Belgium 11 Not stated 89 

Brazil 10 105 109 

China 24 306 211 

Denmark 5 100 42 

Finland 16 100 84 

Germany 27 127 104 

Hong Kong 
(SAR) 

22 96 106 

Hungary 14 205 128 

Italy 21 200 100 

Portugal 17 139 105 

The 
Netherlands 

23 116 121 

Singapore 5 102 103 

Sweden 16 109 104 

Turkey 18 68 69 

TOTAL 243 1773 1632 

Data and analysis 

CEMS students interviewed a range of 

educators and educational experts to 

ascertain their views and perspectives of 

education in their country. To enable country 

comparisons, the teams used a single 

framework encompassing general questions 

about speed of change in the education 

system, idea creation, idea testing, full-scale 

implementation, and then the impact of 

changes. Interviewees were asked questions 

such as: ‘What is (in general) the size of 

curriculum updates?’; ‘What is the speed in 

bringing new content in the curriculum?’; ‘Is 

there a dedicated team that continuously 

identifies new content for the curriculum?’; 

and, ‘In the last 5 years, how many ideas for 

structural changes to the curriculum have 

been tested?’. Based on the response, 

15 Useable survey responses varied from 68 responses in 
Turkey to 306 responses in China. 

16 Excluding Australia due to time limitations. 
17 Useable survey responses ranged from 42 in Denmark to 

211 in China. 
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students then subjectively rated interviewees 

responses on a scale of 1-5. From this, a 

metric was calculated to determine the speed 

of change.  

Each team analysed the interviews and survey 

responses within their own country – that is, 

data was not centralized and analysed by a 

single team. Whilst teams were provided with 

an interview framework, teams also asked 

interviewees a range of spontaneous open-

ended questions to enhance their insights 

gained from secondary research, and relevant 

to the educational environment specific to that 

country. Interviews were conducted in either 

English or the native language of the 

interviewee.  

Both the worker and student surveys were 

distributed online using either a University 

provided tool such as Qualtrics, or one of the 

many free tools available via the Internet. 

Survey data was collated and analysed on a 

frequency and distribution basis, as there were 

no open-ended questions in either survey. 

Project limitations 

All research projects have shortcomings, 

whether that is associated with design, 

management, implementation or analysis. 

This project is no different. Whilst university 

projects often have an expectation regarding 

rigor that is partly addressed through the 

university ethics approval process, this project 

was not subject to ethics approval. Rather, the 

Member Universities and student teams relied 

upon the knowledge and expertise of the 

Corporate Partner as the industry partner with 

a long, strong, positive reputation as a world 

leading consulting firm that regularly produces 

thought leadership reports on current topics 

that are economically and/or socially 

significant. This credibility and reputation of 

the Corporate Partner was considered 

adequate for this project to be undertaken by 

student teams in 16 of the world’s leading 

universities. Nevertheless, compromises were 

made that spanned design, implementation 

and analysis. These are outlined below. 

Representativeness of sample 

As interviewees and survey respondents were 

sought using student networks and social 

media (convenience sampling) population 

distributions and/or demographics did not 

determine the sample. This usually led to 

student surveys only being distributed in major 

capitals or in the city in which the students 

were studying. This limited sample also 

applied to the worker survey. Similarly, as 

teams worked within their own network 

limitations it meant all educational levels 

(primary, high, tertiary, vocational) and the 

range of experts was not consistent in all 

countries. For example, Singapore and China 

only interviewed tertiary sector academics, not 

primary, high school or vocational level 

teachers. However, as a variety of other 

experts were interviewed to assess the speed 

of change, the results from these countries are 

considered equally valuable.  

Due to the differences between countries, the data, 

and therefore analysis, should be considered as 

indicative of the educational speed of change 

globally.  

Speed of change metric methodology 

The metric for determining speed of change 

was used for comparative analytical purposes. 

However, the country-specific educational 

structure impacted the relevance of the Likert-

style framework for use as a discussion guide 

as it made it difficult for interviewees to answer 

questions within the response framework 

provided. Consequently student teams, rather 

than interviewees, may have completed the 

framework to calculate a speed of change 

number – albeit based on the interview - in 

order to fulfill the requirements of the project.   

The measure of speed of change is also 

subjective. Consequently, whether 

educational change is considered slow or 

moderate or fast is an individual team 
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evaluation independent of a guiding principle. 

For example, in Brazil the speed of change 

score is 2.34 and is considered, by the team, 

to be a ‘medium’ speed of change, compared 

with Hong Kong (SAR) at 3.29, where the team 

suggests this is a ‘moderate’ speed of change. 

The speed of change for Singapore was 

calculated at 3.92 and reported as ‘fast’ 

change – only a .63 difference, or less than 

20% when compared with that of Hong Kong 

(SAR). 

Country-specific limitations 

Whilst all CEMS teams in every country used 

a universal framework and methodology, 

various teams faced different challenges in its 

implementation. Consequently, there are 

some variations between countries. For 

example, in Australia the investigation was 

only done in one (NSW) of the six states and 

two territories in that country; the Belgium 

team focused their investigation on the 

French-speaking community; and the Brazil 

team only drew their sample from Sao Paulo.  

In China, only University academics were 

interviewed and the surveys were only 

distributed in Tier 1 cities, similar to Turkey 

where surveys were only distributed in Istanbul 

and Ankara. In Denmark none of the expert 

interviews were with primary or high school 

teachers. Similarly, the Hong Kong (SAR), 

Hungarian and Italian teams did not conduct 

interviews with experts from the Ministry. The 

Hong Kong (SAR), Italian, Singaporean and 

Dutch teams did not undertake expert 

interviews with vocational institutions, and 

neither the Italian nor Singaporean teams held 

interviews with experts in high schools. 

Whilst these variations exist between 

countries, the generalized findings are 

indicative of the range of challenges and 

issues, outlined in this report, that experts 

throughout the educational funnel perceive as 

hurdles to educational change occurring more 

rapidly. 


