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€€ am one of those who think, like Nobel, that
humanity will draw more good than evil from new
discoveries. | was taught that the way of progress was
neither swift nor easy.

Nothing in life is to be feared; it is only to be
understood. Now is the time to understand more, so

that we may fear Iess.,,

CHerie Crrce




Despite advances
toward greater
equality, it is not yet
possible to break the
cycle of dependence:
social and family origin
largely predicts the
future and the chances
of success for children
and young people.

Foundational skills
are the best buffer
to respond to the
uncertainty posed by
today’s world.

Introduction

he 21% century is not going to happen in the future: it is happening today.

Accelerated technological, migratory, demographic, and environmental changes
are reshaping the social, economic, and political order. This new configuration creates
new demands for training individuals. Depending on how they are educated and
trained in this dynamic environment, these changes can become real opportunities
to be capitalized on and to transform countries and the region positively. This report
focuses precisely on how. We are going to present some answers and pose many
questions that, although still unsolved, are key to helping people involved in talent
development set the agenda for the coming years. These include the perspectives
from the public policy design as well as those of the content providers in private
sector and civil society organizations.

We find ourselves in an age of transition, filled with uncertainty and speculation that
generates apocalyptic visions as well as hyper optimistic views about how to approach
this juncture. This report aims to contribute to a greater understanding, not so much
about what is happening— given that much has already been written and there are
plenty of different projections in this regard (Godfray, Muir, Pretty, & Robinson, 2010;
Milano, 2019; Novella, Repetto, Robino, & Rucci, 2018; World Economic Forum, 2016;
OECD, 2003)—, but about how we can prepare ourselves, what skills we have to
prioritize, what works best to develop them, at what stage of the life cycle we can
most effectively intervene, what already exists in regional education and training
systems, and how— through public policy and collaborating with the private sector and
other relevant stakeholders—we can offer services and concrete tools for individuals
to navigate an uncertain world that is continuously transforming successfully.

The transition from one model to another is creating new social tensions and
aggravating existing ones, which puts a lot of pressure on the political system and
governance. Social mobility has improved in the region, and inequity has decreased
when compared with the levels during the 1990s. Still, despite advances toward
greater equality, it has not yet been possible to break the cycle of dependence: social
and family origin largely predicts the future and the chances of success for children
and young people. This was recently referred to as the “family legacy” (Duryea and
Robles, 2017). To reduce these inequalities in opportunities, the most significant
challenge that the countries in the region face in education is no longer about access
(in most cases), but about retention (many students in the region drop out of school)
and relevance (what and how they learn).

Individuals need to be equipped with a set of transversal or foundational skills that
will be the new currency to compete in the labor market and to grow and achieve
higher levels of well-being throughout their lives. For this system to be sustainable,
there must be a critical mass: these skills can’t only be possessed by a few individuals.
Foundational skills are the best buffer to respond to the uncertainty posed by today’s
world. We are talking about digital skills, teamwork, communication, creativity,
critical thinking, problem-solving, and importantly, the capacity for lifelong
learning, perseverance, resilience, tolerance, and empathy. These are not new skKills,
but they are critical in the 21st century.



There are transversal
skills programs that,
with limited human and
financial resources, can
prepare the region to
realize its full potential.

Traditional education and training models have focused educational investment on
cognitive development, treat transversal skills programs as less important (at best).
Today, these programs cannot continue to be secondary to the training process. The
good news is some programs meet have softened the blows of these challenges and
prepare the region to develop to its full potential. And, in some cases, they can be
implemented with limited human and financial resources. For the region to transform
positively, educational and training systems must generate a critical mass of young
leaders, agents of change, and active individuals, of all ages and socioeconomic
backgrounds. In a short period, systems will have the mission to transform individuals
from ordinary to extraordinary by last century’s standards.

A Different Reality with Some Constants

Although the reality of the region is very different than it was a decade ago, it is
still developing in a familiar context. Despite substantial improvements in most
macroeconomic and social indicators, essential challenges such as inequality, a
widening skills gap, and violence remain. These are barriers to agilely responding to
major global challenges that this new era brings.

1

4IR
AUTOMATED

4
DIVERSITY

DISABILITY
MIGRATION

ARTIFICIAL
INTELLIGENCE

Global Challenge 1: The Fourth Industrial Revolution (4IR)

The percentage of workers with occupations at high risk of automation varies
according to estimates, but some data for Latin American and the Caribbean indicates
rates above 50% (Bosch, Pages, & Ripani, 2018; Group World Bank, 2016; McKinsey,
2017; Plastino, Zuppolini, & Govier, 2018). This means people will have to change jobs
and career tracks many times throughout their lives and interact with robots daily
—new colleagues who will be an integral part of the production and value generation
processes. In a recent Vice documentary about the future of work, an Amazon worker
at one of the package distribution centers said that, “you end up feeling like the robots
you work with” (VICE, 2019).

This situation raises many questions that we must answer: Are these changes going
to make us less human? Will we end up working for machines? How are we going
to resolve the ethical conflicts that arise from robots and artificial intelligence? For
example, in the use of data or in critical decision-making, who will have access to
certain services? To survive in a world where automation prevails, how do we leverage,
empower, and capitalize on the roles of human to get the most out of technology?
How do we teach, not only to children and young people, but also to adults, things
that machines cannot do? Or, how do we further develop imagination, creativity,
and strategy, skills that are more difficult to automate?
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Source: Bosch, Pages, & Ripani, 2018.

Global challenge 2: Climate Change

Natural disasters, such as storms, floods, droughts, and other phenomena related to
climate change are putting much pressure on the environment and natural resources.
According to the latest Intergovernmental Panel on Climate Change (IPCC)' report,
human activities have caused approximately 1 °C of global warming above pre-
industrial levels. And, from 1961 to 2017, 37 countries have lost surface land due to
rising waters. In LAC Ecuador has lost a 10% area and El Salvador 0.6%. Additionally,
more than 500 million children live in flood-prone areas, and around 160 million live in
countries where droughts are increasingly frequent.? The region has been particularly
hard hit by these phenomena, and has had significant repercussions on tourism-based
economies which have affected people’s lives and livelihoods. How do we nurture
citizens who are committed to and respectful of their surroundings?

Global Challenge 3: Migratory Flows

Never in the history of humankind have there been so many displaced people, or
people living in a country that is not their own. Today, there are more than 258 million
international migrants worldwide, representing 3.5% of the world’s population (World
Migration Organization, 2017). Several countries in Latin America and the Caribbean are
subject to these migratory flows. By 2017, Argentina had a Latin American immigrant
population of 1.8 million, the largest in the region.> Meanwhile, Colombia has the
largest number of Venezuelan immigrants, 1.4 million, including regular and irregular

1 See https://www.ipcc.ch/sr15/chapter/spm/.

2 See https://www.unicef.es/noticia/los-ninos-seran-los-principales-afectados-por-el-cambio-climatico.

3 See https:/www.pewresearch.org/fact-tank/2019/01/25/latin-america-caribbean-no-longer-worlds-fast-
est-growing-source-of-international-migrants/.
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migrants.* The displacement and migration make us live in increasingly heterogeneous
societies. In the social sphere, heterogeneity increases the level of tension and
conflict, since coexistence is easier to achieve among similar people. Diversity calls for
significantly greater effort in both the individual and collective spheres: an increased
capacity for openness, empathy for others, tolerance, and conflict resolution. How can
we capitalize on diversity to generate better, more productive societies with higher
levels of well-being? How can our schools give access to, for example, a girl who has
been forced to migrate? How can a teacher cope with possible school bullying? How
can we promote citizenship, productivity, and entrepreneurship in our countries
that respects the environment and a peaceful, multicultural coexistence?

Global Challenge 4: Aging

Latin America and the Caribbean has 640 million inhabitants, of which 171 million
are young people between 14 and 29-years-old (27%). Many countries benefit from
the demographic dividend, a favorable circumstance that occurs when the number of
working-age people exceeds the number of dependents (children and the elderly).5
This advantage has implications on economic well-being because it creates higher
income per capita and greater savings (Duryea & Robles, 2017). However, its duration
is different for each country. For example, in Barbados, the demographic dividend has
ended and in Uruguay, it practically ended. Belize, Bolivia, Haiti, and Guatemala have
not experienced it yet. The demographic aging in the region is taking place relatively
fast. For example, in Europe, it took between 50 and 75 years for the percentage of
people over 65 to double (from 10% to 20%). In Latin America and the Caribbean,
it will double in @ much shorter period: between 20 and 22 years (Bosch, Pages, &
Ripani, 2018, Cruz-Aguayo et al., 2019; UN, 2017). Older adults currently represent
8% of the population, but the percentage will increase to 15% by 2040. Could we
take advantage of an intergenerational exchange of skills? How can younger people
help older adults leverage technology? And how can older adults help young people
develop foundational skills?

Constants in the Region: Inequality, Skills Gap and Violence.

In addition to other global challenges, Latin America and the Caribbean face specific
obstacles, making it not particularly well-positioned to meet the challenges of the
Fourth Industrial Revolution. The region has high levels of inequality, a significant
skills gap in what companies seek and what exists in the labor market, and extremely
high rates of violence, not only in the streets but also in schools and homes. Latin
America is home to 8% of the world’s population, but 33% of global homicides
(Muggah & Tobdn, 2018).

Automation arrives in the context of high inequality. Most LAC countries have
reduced levels of inequality since the 1990s, but they remain to be high. Less qualified
workers will suffer the most, given that technological change favors higher-order
skills. Disruptive technologies, such as artificial intelligence, will gradually displace
workers, especially those who carry out tasks that require a lower qualification level.
This scenario implies that the growth and wealth generated by new technologies will
not reach the most vulnerable people.

4 See https://www.migracioncolombia.gov.co/infografias/content/231-infografias-2019

5 The United Nations defines the demographic dividend as beginning when the percentage of children
under 15 falls below 30% and ending when the percentage of those over 64 does not exceed 15% (Social

Pulse, 2016).
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Figure 1.2. Inequality (measured via the Gini index) in 1990 vs. 2015
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Mindset: The Key to Breaking the “Family Legacy”

One learns a lot by studying the paths of extraordinary people. Analyzing their most

notable quotes can help explain their success and how they focused their energy. And

by reading them, one also can imagine how much talent has been lost due to a lack of

opportunities and training people to have the character and mindset to support and
encourage their development and to realize their full professional and human potential.
Consistent traits noted in the words of these extraordinary people are perseverance,
resilience, self-regulation, self-control, continuous learning, and desire to persist
and excel throughout life. Additionally, they mentioned the importance of creativity,
passion for life and work, motivation and concern, in many cases, for the common
good and the desire to contribute to a higher purpose. Their lives were all influenced

by family, school, and teachers.
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PERSEVERANCE, RESILIENCE, SELF-REGULATION

€€ We must have perseverance and, above all, have confidence in ourselves. We must believe that we are
gifted for something and that this thing, at whatever cost, must be attained. »» Marie Curie.

€¢Success is the ability to go from failure to failure without losing your enthusiasm. 22 Winston Churchill.

€€ Genius is one percent inspiration and ninety-nine percent perspiration. 2 Thomas A. Edison

CHARACTER, ATTITUDE, DISCIPLINE

€€ Most people say that it is the intellect which makes a great scientist. They are wrong: it is
character. 2 Albert Einstein

€€ Running taught me valuable lessons. In cross-country competition, training counted more than
intrinsic ability, and | could compensate for a lack of natural aptitude with diligence and discipline.
| applied this in everything | did. 22 Nelson Mandela.

CONTINUOUS LEARNING AND IMPROVEMENT
€(| like to learn. That’s an art and a science. »? Katherine Johnson.

€€ | always work with a goal: and the goal is to improve as a player and as a person. »? Rafael Nadal.

€€ It took me 17 years and 114 days to become an overnight success. 2 Leo Messi

THE IMPORTANCE OF TEACHERS AND FAMILY

¢¢| had a very, very interesting childhood, but, oh my, education was the primary focus in our family.
Our teachers made such a difference —all my teachers and professors were very supportive and
nurturing. »? Katherine Johnson.

€€ My mother said to me, ‘If you are a soldier, you will become a general. If you are a monk, you will
become the Pope.’ Instead, | was a painter and became Picasso. 2 Pablo Picasso.

PASSION
€€ You can overcome anything, if and only if you love something enough. »? Lionel Messi.

€€ | always improvised. It’s been the way | communicate, the way | tell my stories. | sit down, and
music just flows out. | always say | get out of the way... for me, music is a metaphor to life, to stories,
and improvisation has always been there. »» Gabriela Montero.

TEAMWORK
€€ However great your dedication, you never win anything on your own. »? Rafael Nadal.

€€ | prefer to win titles with the team ahead of individual awards or scoring more goals than anyone
else. I'm more worried about being a good person than being the best football player in the world. »»
Lionel Messi.




Our mental schema
will determine

our motivation,
expectations, and the
extent to which we
believe we can change
and grow, not only on
an individual scale, but
also collectively.

In recent decades, we have learned many things about the brain, neural connections,
and our ability to grow and learn throughout life, including the importance of mindset
and character.

A McKinsey study on how to improve student education outcomes, which draws from
2015 PISA data, suggests that of thel5-year-old students tested, mindset can be twice
as important as their socioeconomic background in predicting academic performance.
This means family origin does not necessarily define the future of children if the
school manages to strengthen young people’s mindset and mental architecture. In
the study, boys from lower socioeconomic quartiles with the right mindset, achieved
better academic performance than boys in the highest quartile with a poor mindset
(McKinsey, 2018).

Figure 1.3. Student Mindset
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In 2006, psychologist Carol Dweck introduced the idea that there are two types
of mindset that determine how we perceive our talents and abilities. Those with a
fixed mindset believe we are born with a set of fixed abilities and cannot alter them,
while those with a growth mindset believe that skills develop. Our mental schema will
determine our motivations, expectations, and the extent which we believe we can
change and grow, not only on an individual scale, but also collectively. They determine,
for example, for a teacher to think that a girl is destined to perform worse in math than
a boy, just because she is a girl, and could never become an engineer. It explains why a
low-income child who had fewer educational opportunities and performed poorly on
his first test might drop out of school. He might think he is the problem, that he cannot
learn, instead of realizing that the real problem is inequality of opportunity, investment,
and effort. These differences in mindset keep us from seeing the transformational
value that education and training systems have on an individual: “Quod natura non
dat, Salmantica non praestat” (“What nature does not give, Salamanca [the university]
does not lend”), goes the famous saying. Instead, we should see precisely the role of
schools, universities, and professional training systems - they all are privileged spaces
to develop not just technical skills but also the right mindset.
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The difference
between those who
succeed and those
who fail is not only
innate intelligence, but
effort, determination,
perseverance,
resilience, and the
passion for achieving
agoal.

In her book, Carol Dweck describes how, when she began her research, she wanted to
understand how people dealt with failure. To that end, she began observing children
who were given a challenge that they could not overcome. She observed that while
some students became frustrated by failure, others thrived. They turned a setback into
a problem-solving challenge, which offered an opportunity for growth and learning.
That is, failure did not amount to lack of intelligence; it was not something fixed,
immutable. It was something that could change and evolve: you fail, you try, you learn,
you solve. You grow. Failure is a state; it does not define you permanently.

Angela Duckworth wrote a fascinating study (2016) in the same vein. This psychologist
and professor who conducted research at the University of Pennsylvania was motivated
by personal experience. She wanted to show her father that although she was not a
genius in his eyes, even those smarter than her did not possess the perseverance (grit)
that allowed her to achieve all she set out to do. Her research confirms the idea that
what makes the difference between success and failure is not only innate intelligence,
but rather the effort, determination, perseverance, and resilience to fall and get back
up as many times as necessary, as well as the passion for achieving a goal.

Angela Duckworth began her research at West Point, the U.S. military academy. The
West Point candidate selection process is extremely rigorous: more than 14,000
candidates apply each year but only 1,200 are admitted. Of these 1,200 cadets, one in
five will drop out before graduation, and most of them will do so during the first weeks
of the program. Duckworth asked whether there is a way to predict who will persist
during those first weeks and who will leave. The selection process is so exhaustive that
it could not be a matter of ability but of attitude. There are people who, despite their
talent having the necessary talent, surrender before realizing their full potential. The
critical factor in losing interest during the process is the capacity to continue trying
after every failure.

It was this combination of passion and
perseverance that made high achievers special.

CAngeta Duckwotts

The behavioral sciences provide an interesting approach to the issue of mindset.
Sometimes large-scale reforms are not necessary to get people to learn. It is
important to understand why people behave in a certain way and how cognitive
habits and biases cause individuals not to act rationally or in their best interest. In
this sense, O’Reilly et al. (2017) offer the following example: in the United Kingdom,
students, particularly boys, do worse on final exams when there is an international
soccer tournament. These exam results will influence their academic and professional
trajectories, representing a difference of thousands of dollars in lifetime earnings. The
question is; why? These types of human behavior are directly related to mindset. In
this sense, the behavioral sciences offer tools and techniques for parents, teachers,
and school leaders related to building skills such as perseverance. This helps develop
other skills, including cognitive skills, allowing students to focus and achieve their
goals (see Chapter 13).
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Building skills such
as perseverance
helps develop other
skill sets, including
cognitive skills,
allowing students to
focus and achieve
their goals.

Increasing evidence
shows the relationship
between the
socio-emotional
development of
individuals and their
commitment to school,
academic performance,
and work.

Foundational skills
provide the structure
for individuals to build
productive and
healthy lives.

Mindset = Foundational Skills

Why do we talk about foundational or transversal skills? Given the amount of
information and knowledge we’ve accumulated and the speed at which such
information is being generated, it is unrealistic to expect an individual to memorize
or to store all available content. We also know that for this task, machines do a better
job than the human brain. Therefore, individuals must be prepared to perform tasks
that are more difficult to automate, to be effective in jobs that do not yet exist, and
to adapt to the rapid changes that will occur throughout their life, which, incidentally,
will be longer.

Transversal skills are not only beneficial because individuals learn to self-regulate, be
more empathetic and resilient, persevere, adapt to changes, and have self-confidence
and higher expectations for their future. Increasing evidence shows the relationship
between the socio-emotional development of individuals and their commitment to
school, academic and professional performance (Duckworth and Seligman, 2005;
Duckworth et al., 2007; Durlak et al., 2011; Heckman and Kautz, 2013; OECD, 2015), as well
as other positive outcomes for individual and collective well-being in regards to health,
violence, and criminal behavior (Brookings, 2015; Case and Deaton, 2017; Chernyshenko,
Kankaras, and Drasgow, 2018; Durlak, Dymnicki, Schellinger and Weissberg, 2011; Durlak
et al., 2011; World Economic Forum, 2016; Heckman and Kautz, 2012; Heckman and
Rubinstein, 2001; Herrera et al., 2015; Kankaras, 2017; OECD, 2015). These skills provide
the foundation on which individuals can build productive and healthy lives.

When facing an uncertain labor market, countries cannot focus exclusively on the
development of specific knowledge and skills,® nor can they continue missing the
opportunity to ensure continuous skill development throughout life. For individuals,
this will lead to better work trajectories and greater overall well-being. In other
words, this skill set is necessary not only for work, but also equally important for
life in general. Transversal skills will empower the individual at any age to live in an
increasingly digitized world, reinvent themselves continually, learn to learn, and
thrive in environments with diverse individuals.

Figure 1.4. Transversal Skills

They are:

Essential to Applicable in multiple Not specific
to human navigate healthy, contexts because they to a job, task,

professional field,
discipline, or
occupation

are largely transferable
from one field of life to
another

productive, and
happy lives

development

6 Jeremy Auger, for example, co-founder and chief strategy officer of the D2L training company, recently
indicated in an interview that the average lifespan of a tech skill is approximately 18 months. See https://
www.weforum.org/agenda/2019/05/soft-skills-are-hard-to-measure-and-in-de- mand-can-they-be-taught.

22



https://www.weforum.org/agenda/2019/05/soft-skills-are-hard-to-measure-and-in-de- mand-can-they-be-taught
https://www.weforum.org/agenda/2019/05/soft-skills-are-hard-to-measure-and-in-de- mand-can-they-be-taught

It is possible to

design and implement
interventions to
develop different skills
at various stages

of life.

These skills have a dynamic relationship with each other, which therefore makes it
difficult to compartmentalize. Figure 1.5 however attempts to create a classification
for referential purposes. In this report, the term “21st century skills” is used to
refer to the set of foundational or transversal skills” that include digital skills (such
as computational thinking); advanced cognitive skills (such as critical thinking or
problem-solving); skills related to executive function (such as self-regulation and
metacognition, which have a dynamic relationship with cognitive skills), and socio-
emotional skills, also called “soft skills” (such as self-esteem, perseverance or
empathy). Basic skills, such as literacy or math, are fundamental for the individual,
but they are not a differentiating factor in the training requirements between the
past and the present century. They are essential in both periods and therefore, not
included as 21 century skills. Specific technical skills, such as those required to be a
mechanic, engineer, or physician, are also not included. They are not foundational but
change depending on the individual’s area of specialization.

Figure 1.5. 21t Century Skills

Cognitive Executive Socio-emotional
Skills function skills skills

Basic
Literacy
Numeracy

Specific Motivation

technical Self-esteem
Perseverance
Adaptability

Digital Commitment
Empathy
Tolerance

Advanced
Critical thinking

An individual’s skill set “beyond the cognitive” develops and evolves throughout life:
these skills are not predetermined (Heckman and Kautz, 2012; Roberts, Walton and
Viechtbauer, 2006) and could be more malleable than cognitive skills (AImlund et al.,
2011). For this reason, it is possible to design and implement interventions aimed at
developingdifferentskillsat various stages of life. Particularly, childhood and adolescence
stand out as optimal periods to implement these programs, with the highest returns on
investments compared to other ages (Belfield et al., 2015; World Economic Forum, 2016;
Jones, Greenberg, and Crowley, 2015; OECD, 2015). The development of transversal skills
in early childhood has been linked to subsequent academic, professional, and social
success (Almeida, Behrman and Robalino, 2012; Durlak et al., 2011; Kautz, Heckman,
Diris, Ter Weel and Borghans, 2014; Moffitt et al., 2011; OECD, 2018; Schady, 2006).
Addressing socio-emotional skills at an early age could be as relevant as developing
cognitive skills to support school readiness in children (Jones, Greenberg, and Crowley,
2015; Phillips & Shonkoff, 2000; Pickens, 2009).

7 Some refer to this skill set as “durable” because they remain relevant over time. See, for example, https://

www.weforum.org/agenda/2019/05/soft-skills-are-hard-to-measure-and-in-demand-can- they-be-taught.
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year of improvement in
student performance
could generate an
economic impact of

USD $115
trillion

A healthy social interaction requires that people are equipped with skills (such as
emotional intelligence, attention, or empathy) that facilitate healthy interpersonal
relationships (Durlak et al., 2011; Goleman, 2006; Jones, Greenberg, and Crowley,
2015). The complementarity of socio-emotional and cognitive skills, and the positive
relationship of the former with results on the labor market (experience, employment
status, and salary) are widely documented in the literature (World Economic Forum,
2016; Heckman and Rubinstein, 2001; Heckman, Stixrud and Urzua, 2006). All these
highlight the importance of equipping individuals with transversal skills that allow
them to thrive in constantly changing environments. Evidence is also beginning to
show that these transversal or foundational skills are malleable even at the age of
adulthood (Prada et al. 2019).

Figure 1.6. Profile of a 21st-Century Individual
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Diplomas Don’t Determine Your Worth: Your Know-How Does

In the digital and information age, skills are the new currency —a currency that
depreciates when they are not updated nor used by the labor market (OECD, 2012;
World Economic Forum, 2019; Lu, 2019). Given the speed at which labor market
demands are changing, the human capital in a country depreciates quickly if the
investment in continuous training is not in place. OECD estimates show shocking
figures: A half-year improvement in student performance in OECD countries could
have an economic impact of USD $115 trillion over the working life of the generation
born in 2010.2

We know that education is key in predicting whether we will have work opportunities
or how much earnings would be. It’s also related to well-being, physical and mental
health, levels of happiness, or civic and social participation. And what makes the
difference is not the cumulative years of schooling, but the skills acquired during
that time. Since the 1980s, the rate of return to education has increased in all levels,

8 See more at http://oecdobserver.org/news/fullstory.php/aid/3777/OECD_Skills_Strategy: The pathway

of %20choice.html.

24


http://oecdobserver.org/news/fullstory.php/aid/3777/OECD_Skills_Strategy:_The_pathway_of_%20choice.html.
http://oecdobserver.org/news/fullstory.php/aid/3777/OECD_Skills_Strategy:_The_pathway_of_%20choice.html.

particularly in higher education (Patrinos, 2019). This means the demand for more
educated workers has increased over time due to technological change, which favors
higher-order thinking skills. It is also related to the improved quality of schooling and
increased coverage at lower levels (Patrinos, 2019).

The labor market is changing faster than education. For some years, many leading
tech companies in Silicon Valley have stopped reviewing the resumes or degrees
of candidates but instead assigned them with practical tests so that they can
demonstrate what they know how to do.

In preparing this report, we sent a survey to people in the region to listen to their
opinions and asked them a series of questions about skills and training to gain a
first-hand understanding of the issues that concern them (see Chapter 2). We asked
questions like: What matters most to you when you hire someone? What are the five
most essential skills for success? What skills should be taught that are not currently
developed in education systems? Which skills do workers in the region lack the
most? Why don’t people develop skills they believe important for training? We found
surprising data and answers when we gave people the opportunity to answer, not
only the closed and structured questions, but also open-ended ones where they could
share their lived experiences in the time of significant changes. A finding that stood
out the most was that students, employees, entrepreneurs, and teachers did not
believe that a degree reflected the skill of an individual. Moreover, they believed
that people lack these skills because the educational system fails to promote them,
not because individuals lack motivation or aptitude. Lastly, this piece of information
was a wake-up call: people are mainly using their resources and turning to digital
platforms to learn outside of the existing traditional system.

This leads us to reflect more deeply on the need to adapt education and training
systems in general, including what is taught, and how it is taught, how knowledge and
experience are accredited. In a world where occupations and tasks are going to change
regularly and individuals holding multiple jobs at the same time, people will need to
reinvent themselves continuously. Companies will seek employees who know how to
do something and not merely claim to know, and degrees will become less relevant.
In this context, it is necessary to rethink how education and training systems can
accredit not only knowledge but know-how, to make relevant skills visible.

Are Education and Training Systems Ready for
the Challenge?

Some labor market analyses such as those made by Manpower Group (2015, 2019), the
World Economic Forum (2019), and by open platforms and big data sources such as
LinkedIn (Amaral et al., 2018)— show that there are specific skills clearly in demand
and transversal skills are constantly in demand. These skills make a candidate stand
out among other candidates with similar technical profiles. As you will see throughout
this report, in Latin America and the Caribbean, companies have trouble filling jobs
and many do not find the skills they need in the existing workforce: there is a gap
between what the labor market needs and what you find in the labor market. This
mismatch between supply and demand points to the need for improved labor market
function and its alignment with education and training systems. They must provide
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The way we are
educating and
training people
has not changed as
dramatically as our
environment.

these skills that have long been considered secondary and be more agile in allowing
individuals to upskill and reskill throughout their career. This requires a profound shift
in approach and incorporating new ways of teaching and learning (see Chapter 5).
Considering the strong inertia and low capacity of education and training system that
fails to keep up with rapidly changing world, only disruption can help navigate the
current transition to a new normal.

In Natural Born Learners (2018), education expert Alex Beard refers to our schools
as “relics of an industrial era.” A simple look at the pictures below shows us two very
different worlds: the world we come from, and the world in which we live and where
our children grow up and are educated. Despite the contrast, the way we are educating
and training people has not changed as dramatically as our environment. Interestingly,
many changes are coming from outside education and training systems. Many
universities and higher education institutions that are emerging have been created by
business executives. Partly because they do not find the skills they need in the labor
market, and partly as an opportunity to create a business, they have decided to open
training centers that are disrupting what is taught (many place a greater emphasis on
transversal skills), how training and education are provided (many implement hybrid
and blended learning models), and how it is financed (some do not charge students
until they graduate and find jobs). We are currently in transition between the two
worlds shown in the pictures.

Education systems were created in a context in which maintaining the established
order, supporting the cons