The Race to Reskill - Annex: Regional Profiles

Regional Automotive Labour Market Profile - Central Bohemian Region

Labour Market Demographics
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Automotive Occupational Change 2022 - 2035 - number of persons Automotive Businesses by Subsector

Subsistence farmers, fishers, hunters and gatherers

Stationary plant and machine operators

I
Persons employed inlocal units -
Science and engineering professionals — number
|

Science and engineering associate professionals
9 9 P Manufacture of motor vehicles, trailers and semi-trailers, 410

Sales workers

Production and specialised services managers

Other | Local units - number
Numerical and material recording clerks I Manufacture of other transport equipment, 459
Metal, machinery and related trades workers I
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Labourers in mining, construction, manufacturing and transport
Information and communications technology professionals I m Manufacture of motor vehicles, trailers and semi-trailers
- .
Information and communications technicians Manufacture of other transport equipment
m Wholesale and retail trade and repair of motor vehicles and motorcycles
Hospitality, retail and other services managers -
Health professionals — . . .
Automotive Educational Requirements
Health associate professionals  —

100%
General and keyboard clerks

90%

Food processing, wood working, garment and other craft and related trades - 80%

0o

Electrical and electronic trades workers o
70% .
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Drivers and mobile plant operators
prantop 60% = 6-High
Customer services clerks 50% 5-Medium/High
Business and administration professionals 40% m 4-Medium
m 3-Low/Medium
Business and administration associate professionals I 30%
m2-Low

Building and related trades workers, excluding electricians - 20%

o,

Assemblers I 10%

- . . I 0%
Administrative and commercial managers
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Source: Eurostat, CEDEFOP Skills Forecast, Draup Global Labour Market Data, Authors’ calculations
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Prevailing
Solution
Focus

Operational
Solutions

Ecosystem
Support

Bind

Competitive Remuneration

Appropriate Workplace Flexibility (Part-
time/Hybrid/Etc)

Employer engagement, branding, diversity &
culture

employee engagement strategies, retention
analytics, or career pathing tools

Well-being and mental health support programs
Modular Training Programs

Career Guidance & Mentoring

Temp-to-Perm Pathways

Retirement Retention

Internal Vacancies

Digital Collaboration Tools

Career Progression Maps, incentivizing training.
Leadership/Middle management Training
Enable sectoral postings

Continuous Learning Culture

Skills Forecasting & Mapping

Modular Training Programs

Certification pathways, micro-credentialing,
learning experience platforms

Digital Literacy Training

Skills First HRM

Micro Credentials

Training Trade Off Compensation
Non-Employment amities (Housing, Public
Services, School, etc.)

Training funding options at personal and
Business Level

Educational partnerships and Hubs

Training Trade Off Compensation

Skills Forecasting & Mapping
Vocational Training

Micro-credentials

Training funding options at personal and
Business level

Funding Navigation Maps

Funding Agility

Educational partnerships and Hubs
Enhance Partnership Public & Private
Employment Services

Build sector-wide training alliances
Co-develop curricula with schools/universities

Employer Branding

Talent Acquisition Strategies focused on
emerging roles

Inclusive Recruitment Pipelines & DE&I Hiring
Strategies

Recruitment Process Outsourcing
Competitive Remuneration

Skills Forecasting & Mapping
Appropriate Workplace Flexibility (Part-
time/Hybrid/Etc)

Temp-to-Perm Pathways

Skills First HRM

Al-driven sourcing and data analytics

Collective

Targeted recruitment initiatives (job-fairs,
campaigns, etc.)

Fund Recruitment Costs

Labour Cost Reduction Incentives
Regional Talent Intelligence (Preferences, Skills,
Culture)

Incentivize Talent Migration

Enhance Partnership Public & Private
Employment Services

Enabling Regulatory flexibility Frameworks

Source: Eurostat, CEDEFOP Skills Forecast, Draup Global Labour Market Data, Authors’ calculations
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Grand-Est
Bratisl: Regi Andalusia
ConreVolelare , MoaiwSiess - Lowe Swor
Castille y Leon géstsverige Baden-Wiirttemberg
Molise Catalonia
Galicia Masovian Voivodeship
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Nordrhein-Westfalen
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Aragon Saxony-Anhalt
Extremadura Piedmont
Trnava Lombardia Saarland
Basilicata Emilia Romagna Saxony
Abruzzo
Tuscany

Low

Sales, Repair &
End-of-Life

Automotive Lifecycle Integration (ALI)

Manufacturing Design & Innovation

This type holds relative high potential from a
(future) workforce perspective while the
output is focussed on traditional
manufacturing.

Talent Retention
1. Recruitment & Retention: Competition for
Tech Talent

2. Reactive Workforce Planning

= Bind - Retain key employees and
capabilities

= Build: Develop internal talent - Cultivate the
Skills You Need Tomorrow

= Buy: Acquire the necessary external talent




