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Abstract

Trends such as advances in digital technologies and diversity in talent management necessitate
continuous learning in the workplace and make European employers think about what
competencies of their employees, in addition to basic digital competencies, are most in demand
both today and in the foreseeable future. Considering this, identifying the main trends in
employee training and development in the automotive industry in Central Europe and their
impact on current and future competency profiles becomes the main purpose of this article.
Both primary and secondary data have been analysed. The qualitative methodology in this
article is based on the processing of the primary data from eight semi-structured interviews
conducted from June to October 2023 with human resource managers and learning and
development managers of selected Czech companies related to the automotive sector.
An essential secondary data source was Eurostat’s Continuous Vocational Training Survey on
employee training and development within European countries in 2020 among 113,000
businesses. The findings in this article demonstrate that digital competency and soft skills are
currently the most important competencies for employee development within the automotive
sector in Central Europe.

Implications for Central European audience: The results presented in this article emphasise
the importance of adapting actual employee training and development programmes to
technology trends influencing the automotive industry. It has been proven that employees’ soft
competencies are preferable today and will be in great demand in the next three years. This is
because soft skills support the successful implementation of change and improve the
competitiveness of the business in the long term, and both education and development
managers and employees themselves realise this.

Keywords: Employee development; soft skills; European automobile manufacturers;
workplace education; human resources
JEL Classification: 015, M53, J24
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Introduction

Ensuring appropriate employee training and development in response to global modern trends
and technological progress is one of the main challenges facing the automotive sector, which
has shown its growing potential in recent years. Globalisation, technological progress,
economic development and environmental and social indicators are thereby among the
priorities for manufacturing companies eager to achieve sustainable progress in today’s world
(Rupp et al., 2021; United Nations Department of Economic and Social Affairs, 2023; Kicinski
& Chaja, 2021). In this case, employee experience, skills and knowledge about how to proceed
in this direction are becoming necessary. This is particularly significant given that the
automotive sector remains one of the primary sectors in the European economy, providing 13.8
million jobs representing approximately 6.1% of the total employment in the European Union.
Furthermore, the automotive industry accounts for approximately 7% of the European Union’s
GDP in 2022, contributing more than one ftrillion euros (McKinsey, 2023). In the case of the
Czech automotive sector, it provides direct jobs for 180 thousand employees and more than
300 thousand employees in the related areas of the manufacturing industry, which covers
a significant share of employment in this country (Automotive Industry Association, 2022).

Although expectations and motivations of organisational management in the individual sectors
inherently differ, the importance of employee training and development as a growing trend has
not been shaken by the two-year COVID-19 pandemic austerity measures and continued to
intensify (Seduo, 2022). However, employee learning has been slowed for a while after
implementing the new norms and standards of work (Chi et al., 2020; Jiang et al., 2022).
According to Crowley and Overton (2021), only one in five employers believe that the human
resource training and development strategies used thus far and the related investments will
return to pre-pandemic levels. For this reason, continuous employee training and development
in reaction to changing trends on the labour market and ongoing technological progress is
considered the most helpful support (Association of Small and Medium-sized Enterprises and
Crafts CZ & Ipsos Marketing, 2023). Furthermore, new education solutions and innovative
approaches towards employee training and development have become a positive output of the
COVID-19 pandemic to maintain employers’ competitive position on the labour market
(Kshirsagar et al., 2020).

By 2030, 16.0% of the global automotive workforce is expected to need retraining and reskilling
to meet the changing needs of the industry as a significant engine of innovation and progress
(Knoedler et al., 2020). Research studies published to date are mainly dedicated to new
emerging job categories (Macpherson et al., 2022), business strategies in human resource
management (Ahmad & Khan, 2023; Chapano et al., 2022) and technology management for
innovation (Rajan et al., 2021) in the automotive sector. However, only a limited number of
studies are devoted to the formation and forecasting of current and necessary skills of
automotive sector employees in the foreseeable future, considering modern global trends
(Mazurchenko & Zelenka, 2022; Pavlasek, 2020). This indicates a research gap that we
consider possible to fill.

The main objective of this article is to present the primary trends in employee training
and development in manufacturing companies in the Central European automotive industry,
focusing on the current and future competencies required in response to these trends. The
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major results of the systematic literature review of the scientific publications and secondary data
surveys are presented in Chapter 1. The major research questions and qualitative research
methodology based on semi-structured interviews with human resources managers
and training and development specialists in selected companies in the automotive sector are
presented in more detail in Chapter 2. Chapter 3 deals with the presentation of received
and processed primary data. In further chapters, attention is devoted to discourse on the topic
of this research and the definition of its main limitations and directions for future surveys.

1 Literature Review

In the contemporary business landscape, companies encounter diverse challenges
and opportunities (Phuyal et al., 2020; Lopez-Vega & Moodysson, 2023). Despite this dynamic
environment, the significance of employee competencies remains paramount in shaping
a company’s success and ensuring adherence to processes (Chi et al., 2020; Kacprzak et al.,
2017). In the initial phase of historical development, competencies were viewed as individual
characteristics necessary to achieve the desired level of employee performance. Hitt et al.
(2016) viewed competencies as valuable, scarce and difficult-to-replace resources and abilities.
In addition, competency focuses on an individual approach to the work task by considering
different aspects of previously acquired knowledge and skills (Leung et al., 2016). The results
of analysis of the competency components based on the opinion of the different authors for the
last thirty years have shown that most often they cover the knowledge, skills, abilities, attitudes
and values of individuals (Mazurchenko, 2023). Competence is an important element of the
competitiveness of the European Union, as expressed in the Recommendation of the Council
of the European Union (2018). Competence can also be understood as the ability to practically
apply skills in solving different tasks (Rodrigues et al., 2021). In 2023, skills are a priority in the
European Union (European Union, 2023).

Skills, in general, may be understood as the ability to perform certain processes and apply
explicit and tacit knowledge to achieve results (Council of the European Union, 2018). Beyond
technical and job-specific competencies, numerous authors underscore the importance of soft
skills, especially within the automotive industry. Soft skills encompass individual characteristics,
interpersonal proficiencies and communicative capabilities that foster productive engagement
and cooperation in professional settings. These attributes are widely acknowledged as
indispensable for thriving in the contemporary business landscape (Aquino & Garcia, 2023;
Firmansyah & Soeharto, 2020). Holt (2018) classified fundamental soft skills within the
automotive industry into five categories, emphasising personal qualities that enhance employee
effectiveness. These categories include communication, problem-solving, teamwork, employee
attitude and work ethic. According to Cimatti (2016), hard skills mean special abilities to do the
defined job. Capranos and Magda (2023) observed a significant shift in employees’ work
processes in today’s evolving business landscape. Thriving organisations now prioritise
cultivating soft skills, with a remarkable 48% increase in demand for these skills since the
COVID-19 pandemic, in contrast to a 33% decrease in demand for hard skills (Capranos &
Magda, 2023; Jayathilake et al., 2021). This reflects a swift realignment of organisational
priorities towards enhancing human potential within the workforce.
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Digital competencies have been growing in importance since 2006, when they were specified
as one of the eight key competencies for lifelong personal development, active participation in
society, employability and sustainable lifestyles in the European Union (Brolpito, 2018).
However, the definition of digital competency is not uniform in scientific literature, as different
authors disagree on a universal approach to identifying it. The reason is that the concept of
digital competencies is multifaceted and can be seen as a tool to support achieving
organisational objectives, changes in the quality of jobs, innovative development and the
organisation’s competitiveness (Hubschmid-Vierheilig et al., 2020). Moreover, Bikse et al.
(2021) suggested that digital competencies are closely linked to developing soft skills such as
creativity, partnership and problem-solving. In contrast, Grevtseva et al. (2020) perceived digital
competencies as combining technical, information and media, consumer and communication
skills. In turn, digital skills, as a part of a comprehensive concept of digital competency, are
usually more critical than the ability to use applications and digital devices to understand and
create online content (Van Laar et al., 2020). This is because digital skills also include digital
information processing and communication (Aesaert et al., 2014), critical thinking (Starkey,
2011), the ability to work on shared documents and projects in online collaborative platforms
(Balau & Utz, 2017), the skills needed to find creative solutions and transfer knowledge to new
working conditions (Barak, 2018).

Belolipetskaya et al. (2020) focused on the issue of transformation of competencies based on
data gathered from 700 companies in the Czech Republic, Greece, Hungary, Poland, Romania
and Russia in 2019. Respondents included employees at various managerial and
organisational levels with decision-making authority or consultative authority over training and
professional development for employees in their organisations. The outcome of this research
is also a three-module model of competencies requiring differentiated approaches to the
selection and development of an organisation’s human resources. These modules include
professional skills required for work, digital skills needed to use artificial intelligence, data
analytics and machine learning and soft skills such as problem-solving, decision-making,
emotional intelligence, cultural diversity and multitasking.

Belolipetskaya et al. (2020) pointed out that the needs of the business tend to change in the
coming years, and, therefore, the list of skills within the model that will be in particularly high
demand should be updated. This would also increase employers’ demand for flexible, broad-
based professionals.

1.1 Employee development trends and competencies in the
automotive industry: secondary data analysis

According to the latest Microsoft survey (2023), among 31,000 full-time respondents from
different industries across 31 countries, including the Central European region, more than half
of employees need the relevant skills to do their work. At the same time, more than 80% of
employers worldwide expect their staff to develop new skills due to rapid technological
development. This need is also due to 65% of the jobs in which current students will be
employed in the coming years not yet existing, which thereby creates new demands on the
employees’ competency profile (World Economic Forum, 2018).

The above-stated tendencies were also confirmed during the COVID-19 pandemic and
indicated a persistent challenge for employers in finding candidates with the required skills. The
data obtained by the Society for Human Resource Management (2019) and the professional
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social network LinkedIn (2021) demonstrate the high share of employers facing difficulties filling
job positions due to skill shortages (78% in 2019 and 80% in 2021) and underscore the ongoing
nature of this issue. At the same time, the employees know the importance of developing their
professional potential and skills. This is supported by data from the Deloitte & MIT Sloan
Management Review survey (2020), in which 74% of respondents considered developing their
skills and abilities crucial to their organisation’s long-term corporate strategy.

Almost a third of the annual spending of the European automotive sector, which is about EUR
60 billion a year, comes from research and development (McKinsey, 2023). This high level of
investment reflects the industry’s commitment to technology development, sustainability
and competitiveness, which makes ongoing employee training and development within the
automotive industry vital. The fact that, based on the results of the survey (Deloitte, 2020)
conducted among responders from different countries, a quarter of respondents have never
attended training on new technologies and digital trends to enhance their efficiency at work is
also noteworthy. In addition, 15% of respondents claimed that they had undergone such training
at least two years ago, which indicates potential skill gaps while technological and digital trends
are developing rapidly.

The latest studies on technological trends affecting the automotive industry are presented in
Table 1.

Table 1 | Modern global technological trends transforming the automotive industry

Title Authors, year Trends

Growth in electric vehicles, automated
processes and robotisation, supporting
continuous training and development,
diversity in talent management

Key trends in the automotive
industry:  How should your Randstad (2023)
business prepare

Driving toward the post-digital Consumers’ customised experiences,

Accenture

future:  Accenture technology (2020) human and Al collaboration, advances in
vision 2020 Automotive robotics, sensors, speech recognition, 5G,
acceleration innovations
How are digital technologies Paunov and c fivit " drivi
changing innovation? Evidence Planes-Satorra ar connectivity, autonomous arving,
from agriculture, the automotive smart factories, Industry 4.0, after-sales
(2019) services, new car ownership models, on-

industry and retail - :
demand mobility services

Source: Paunov and Planes-Satorra (2019), Accenture (2020), Randstad (2023)

The abovementioned trends have substantially transformed work organisation, contributing to
a fundamental change in the working environment and increasing demand for employees’
abilities to quickly adapt and learn new things in the automotive sector (International Labour
Organisation, 2021). Due to rapid technological progress, there is a growing demand for skills
in collecting, analysing and processing big data and the ability to work with data networks,
electrical engineering, artificial intelligence and robotics (Pavlasek, 2020).

Basic digital skills, critical thinking, communication and collaboration skills, achievement
motivation and self-management have also additionally come to the fore and are highly valued
by employers (International Labour Organisation, 2021). Apart from meeting the technical
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requirements of a job, critical thinking and problem-solving skills are among the top
competencies that employers expect from applicants, taking into account the changing
requirements of the labour market (Society for Human Resource Management, 2019; LinkedIn,
2021).

The importance of improved education and professional development programmes is also
caused by the reduced number of employees in the Central European automotive industry, as
confirmed by data from Eurostat (2023). The parallel development of Industry 4.0 and Industry
5.0 have increased the number of automated workplaces and raised demands on human
capital’s cognitive and creative skills (Melnyk et al., 2021).

The data in Table 2 correspond to the specific NACE classification “C29 — Manufacture of motor
vehicles, trailers and semi-trailers”, directly relevant to the automotive industry, and patterns
and trends in this sector.

Table 2 | Numbers of employees within the automotive industry in Central European countries (in
thousands)

Countries 2022-Q1 2022-Q2 2022-Q3 2023-Q4 2023-Q1 2023-Q2
Czechia 228.8 230.1 230.8 233.0 222.2 215.9
Germany 1,081.9 1,041.7 1,048.6 1,025.9 1,000.8 1,112.5
Hungary 142.1 142.1 140.1 137.3 138.5 139.0
Austria 39.8 39.9 39.0 41.1 34.3 35.9
Poland 287.4 272.9 267.7 312.0 319.9 288.1
Slovakia 143.6 139.0 131.3 132.2 127.2 123.9

Source: Eurostat (2023)

Of particular note are the results of the mandatory Continuous Vocational Training Survey
(CVTS), which is conducted by Eurostat every five years among European companies in
different sectors of the economy, including the automotive industry. The employee training
and development data from the last survey in 2020 were released in January 2023, based on

a net sample of 113,000 businesses with more than nine employees. The CVTS considers data

on pre-planned and organised training and development activities with specific learning goals
(Eurostat, 2023).

Even though the approach of European companies to employee training development varies
from country to country, 67.4% of the employers surveyed offered their employees at least one
development event in 2020. Most companies that offer development activities to their
employees are in Baltic and Nordic countries (mainly Latvia, Norway and Sweden). The Czech
Republic ranks fourth in the European Union and first in Central Europe, with 85.9% of
companies offering development activities to their employees (Eurostat, 2023). Training and
development in the Czech Republic are typically delivered through continuing vocational
training, mainly group courses outside the workplace (TravniCkova & Marsikova, 2023). In
contrast, other forms of training and development prevail in Latvia, such as e-learning
and guided on-the-job training.
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One of the most valuable gains of the CVTS research is that Eurostat explores the change in
demand for employee skills in European Union companies and makes a three-year outlook on
which skills are needed and have to be developed (Eurostat, 2023).

As seen in Figure 1, in 2020, most European companies expected that technical and job-
specific skills (43.2%), teamwork skills (41.9%) and customer-handling skills (36.5%) would be
most valuable in the next three years. Another study (Giffi et al., 2018) emphasised that 2.4
million unfilled jobs were expected to remain in manufacturing companies, including car
manufacturing companies, between 2018 and 2028 due to a lack of staff skills supporting the
introduction and use of new technologies. Critical thinking, programming and digital skills are
all part of it.

Figure 1 | Top employee skills, 3-year forecast from European companies in 2010, 2015, 2020 (in %
of all companies)

General IT skills _9,3 436

Professional IT
skills

Management skills 37.9

. . 57,9
Team working skills 41.7

Customer handling 59,9

41,9
skills 42,3

Problem solving 49
skills ’

Office
administration skills

Foreign language
skills
Technical or job- 58,6
specific skills

\ 43,2

m2010 m2015 @2020
Source: Eurostat (2023)

Figure 1 also shows the reduced interest of European companies in developing the skills
specified in the CVTS survey, in contrast to 2010. As can be seen, this is the case for all skills.
This may indicate both a shift and the importance of a complex approach and a greater focus
on other competencies. Nevertheless, there is an effort, for example, by the European Union
to increase reskilling and upskilling, knowledge and especially key competencies (European
Union, 2023).
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2 Methodology

This research aims to introduce the leading trends in employee training and development in
automotive manufacturing companies in the Central European region, spotlighting the
employees’ present and future competencies requirements in reaction to these trends. Our
main focus was to find answers to the following research questions:

RQ1: Which trends have the greatest impact on employee training and development in the
modern automotive industry?

RO2: What employee competencies are currently needed to be developed in the Central
European automotive industry?

RQ3: How will the requirements for the employees’ competencies in the Central European
automotive industry change in the next three years in the automotive industry?

We applied a structured approach to the literature review to gain a comprehensive
understanding of the implications of changes in employee training and development for the
employees’ competency profiles. To ensure a rigorous examination of the existing literature
related to the topic, the search primarily took place in two well-established scientific databases,
mainly Web of Science (WoS) and Scopus. This choice reflects our commitment to conducting
an evidence-driven investigation, exploring the critical term “employee training
and development” and ensuring that the research is relevant and contemporary.

Figure 2 shows the numbers of scientific publications in the WoS and Scopus databases whose
title, abstract or keyword includes the critical term “employee training and development”. We
identified that employee training and development is the subject of numerous discussions
among organisations, scientists and experts from many countries and noted a growing interest
in this topic over the past 16 years. This upward trajectory demonstrates the importance of
employee training and development in contemporary research, business and human resources
landscape in enhancing organisational performance and well-being. There were 50,675
publications (articles, conference proceedings, book chapters, etc.) on this subject in 2007-
2022, with 70% of them being evidenced in Scopus and 30% evidenced in WoS. The chosen
timeframe encompasses a period marked by significant global events, including economic
crises, accelerated advancements in digital technologies and the COVID-19 pandemic. This
systematic approach provides a strong foundation for the subsequent literature review, enabling
a more informed exploration of employee training and development from theoretical and
practical perspectives. It is also worth noting that the data for the year 2023 from WoS and
Scopus were not taken into account since, at the time of preparation of this article, they were
still incomplete.
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Figure 2 | Numbers of publications on employee development in WoS and Scopus databases as of
2023
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The search results indicate that a substantial publication increase primarily occurred from 2017
to 2018 (see Figure 2), demonstrating a surge in research and interest in employee training and
development compared to the preceding years. The top publishing countries that displayed
significant research output and engagement to the area surveyed were the United States, the
United Kingdom, Germany and China. Business, management and educational research were
the primary research areas that covered publications on employee training and development in
organisational and educational contexts.

The main results of the literature review were supplemented by an analysis of secondary data
on the global trends of employee training and development and current and future requirements
for employee competencies (see Chapter 1). Our choice of the automotive industry sector in
the Central European region for a more detailed study within the framework of this article is
justified in the introduction.

For a more holistic, detailed and up-to-date study on the area of employee training with a focus
on competency development in the selected industry and region, a qualitative methodology,
namely contextual semi-structured interviews, was chosen. Qualitative data were called on to
bring business insight into this topic, reveal what employees’ competencies are now developed
in the automotive industry and open the discussion about possible future development
directions. A detailed profile of respondents who participated in the interviews is presented in
Table 3.
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Table 3 | Characteristics of interviewed companies

Date of Industry Company size Responsible for
Companies founding (CZ-NACE) (employees) Interviewee training and
development
Automotive Large (1,400) Department
Company A 2015 (29320) HR manager manager
Company B 2002 Automotive Large (1,100) L&D Department
(29320) manager manager
Shared
Company C 2014 automotive Large (300) HR manager HR manager
services (620)
Company D 2003 Automotive, HR manager HR manager
electronic (29300) Large (330)
Automotive Large (8,000) L&D
Company E 1990 (29320) manager L&D manager
Automotive Large (2,000) L&D
Company F 1991 (29320) manager L&D manager
Shared Small and
Company G 2014 automotive medium HR manager Team leader
services (620) (70)
Shared Small and L&D
Company H 2006 automotive medium (60) Team leader

services (620) manager

Source: Authors

Semi-structured interviews were conducted with human resource (HR) managers
and specialists in employee learning and development (L&D) in eight selected companies in
the automotive industry from June to October 2023. The number should be adequate for a
qualitative study (Dworkin, 2012). To get a complete picture of the current state of employees’
professional development, car manufacturers and service providers for the automotive industry
were among the respondents. An intense interest in and active approach to this topic was
confirmed in all the interviewed companies, which served as the main criterion for their choice.
These international companies are among the major employers in the automotive industry
operating in the Liberec Region, Mlada Boleslav and Prague in the Czech Republic. Semi-
structured interviews were also made possible thanks to the personal contacts of some authors
of this article in the automotive industry. At the request of respondents, the names of the
companies were anonymised and marked with the letters A-H for further study of the obtained
qualitative data in this article.

We preferred the semi-structured interview to obtain as many open answers as possible,
identify new trends in the surveyed topic and enable respondents to freely express their
opinions without being limited by a systematically organised interview structure (Ahlin, 2019).
The questionnaire was developed based on the literature review results and secondary data,
especially the Continuing Vocational Training Survey conducted by Eurostat (see Chapter 1.1)
in alignment with scientific recommendations (Kallio et al., 2016). Open questions in the
questionnaire covered the following areas:
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e the respondents’ profile (brief history of the company, its size and industry
and information about the person responsible for training and development);

e employees’ competencies currently developed in the company and those required for
the future;

¢ methods and techniques of employee training and development used;

e evaluation of results of training and development activities done;

e barriers to effective employee training and development in the company.

The duration of each semi-structured interview was one hour. Each respondent’s verbal answer
was recorded with a voice recorder and converted to text format in Microsoft Office Word editor.
The answers were then translated using the online Deepl.com translator from Czech to English,
ensuring and guaranteeing the anonymity of the data gathered as agreed with the respondents.
The primary obtained data were coded and categorised manually and analysed systematically.
The answers received to the same question from different respondents were compared
between each other and with the results of the literature review and secondary data analyses
and are finally presented in more detail in Chapters 3 and 4.

3 Results

This section primarily elucidates the findings derived from the semi-structured interviews. Our
gualitative survey identified the main trends influencing employee learning in the workplace in
the selected Czech automobile companies. Summary results are presented in Table 4.

Table 4 | Top trends in employee training and development in interviewed companies
Competency development

Key trends in employee education in the

Companies workplace in reaction to digitalisation
p in 2023 (YES/NO)

Company A Systematic and entrepreneurial approach YES
Company B Talent management YES
Company C Diversity, equity and inclusion YES

YES
Company D Growth model, change management
Company E Customer orientation, soft skills, personal treatment YES
Company F Company culture, strategy and organisation value YES

- . YES

Company G Creativity and social approach

YES

Company H Company strategy knowledge, change management

Source: Authors

The trends identified across interviewed companies offer valuable insight into the evolving
dynamics of employee development. As we delve into the implications of these trends, several
logical consequences and potential business directions come to the forefront.

Firstly, the emphasis on an additional systematic and entrepreneurial approach in a company
environment, talent management, and diversity and inclusion initiatives underscores a strategic
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focus on nurturing and retaining skilled individuals within the workforce. This signals a shift
towards holistic employee development, recognising personal and interpersonal competencies.
The prioritisation of customer orientation, soft skills and personal treatment suggests
a customer-centric approach to employee development. This aligns with the broader trend of
businesses, recognising the pivotal role of a customer-focused workforce in achieving
sustained success and competitive advantage. The focus on company culture, strategy and
organisational values indicates a recognition of the pivotal role of these elements in shaping
employee behaviour and performance. This trend suggests a strategic alignment of employee
development with broader organisational objectives and values. The further emphasis on
creativity and a social approach to employee training aligns with the growing recognition of the
importance of innovation and collaboration in the contemporary business landscape. This
signals a shift towards fostering a work environment that encourages creativity and effective
social interactions.

Digitalisation and the related need to develop digital competencies were mentioned to a greater
or lesser extent in all the companies. This trend is also in line with the recommendation of the
European Union, where digital competencies are part of the key competencies. If we focus on
key competencies, we can not only increase the competencies of the individual and the nation,
but also the overall standard of living across society, which is why the Council of the European
Union declared 2023 as the Year of Skills (European Union, 2023).

The identified trends not only provide a snapshot of current practices, but also point towards
strategic directions that businesses may consider in their employee development initiatives.
From fostering adaptability and resilience to embracing customer-centric approaches
and promoting a culture of innovation, these trends offer valuable cues for businesses seeking
to thrive in the ever-evolving landscape of employee training and development.

The next part of the chapter bifurcates into two segments: the first concentrates on existing
trends in employee competencies. In contrast, the second part delves into future and emerging
competencies deemed critical for businesses.

3.1 Current key employee competencies

This study primarily focuses on analysing and evaluating current and future competencies. By
delving into competencies, we aim to contribute valuable insight into the skills and attributes
instrumental for businesses to thrive amidst the challenges and capitalise on emerging
opportunities in today’s ever-evolving business landscape.

Table 5 provides a structured view of what competencies the respondent companies consider
key and what competencies will be essential for their company. In line with the CVTS
methodology, a three-year view was adopted. As can be seen from the overview, soft skills
and specialised knowledge associated with developing the technical area (hard skills) and
digital competencies are significant themes for companies.

In terms of digitalisation, the situation in each interviewed company is specific. It corresponds
to the degree of data digitalisation. The decisions of the parent companies often influence
software use. For example, SAP software is used in company A, which is gradually being
introduced into more company areas; here, digital competence is hidden under continuous
improvement. In the case of company B, digital skills are mainly general competencies, for
example, through a series of short online workshops. This international company also uses
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SAP for its processes but tries to educate its employees in digital competence. Company C
provides support services for factories across Europe, so digital competencies are already
focused on specific technical knowledge related to the position, which they internally call hard
skills. Excel is directly mentioned here in the case of Company D, which has 330 employees,
due to its availability, low-cost solution and flexibility, allowing data handling and analytical
activities to evaluate the data. However, it is still being determined whether this tool will align
with Industry 4.0 and 5.0 in the future, where automation, online processing of large amounts
of digital data and the increased need for the added value of human labour are more promoted.
Compared to the CVTS survey outputs, the interviewed companies are already more engaged
in digital skills. However, the question is whether, like company C, they need to consider digital
competencies as a part of technical or position-relevant skills.

Table 5 below also shows the firms’ clear objective to develop soft skills in their employees. It
is often referred to generically, but some companies, such as companies A, C and D, are more
precise, already focusing on their employees’ leadership. However, each company is also
developing individual soft skills for its current needs. Company A now sees a priority to
strengthen the trainer’s skills in addition to leadership at the masters level. Company B now
sees the most significant benefit, besides leadership, in working with talent, especially at the
managerial level — not only for those new to the position but also for more experienced
managers. Companies C and D have around 300 employees each, but leadership is currently
a priority even here. Given the international nature of their business, they additionally see the
importance of language development to ensure their employees can better communicate with
the parent company and other global locations.

Utilising insight from the semi-structured interviews, we discerned a spectrum of potential for
the present and forthcoming business era. A primary emphasis was placed on the existing
competencies deemed essential for contemporary businesses. Notably, the prominent
competency of digitalisation emerged as a focal point, acknowledged by six of the eight
companies interviewed. As highlighted in the literature review, steering employee development
in the digital direction is pivotal in unlocking business success and capitalising on current market
opportunities. In the primary phase of the interviews, a consensus among participants
emphasised the imperative need for digital knowledge, encompassing fundamental
comprehension of digital tools and more advanced proficiency in utilising Microsoft tools.
Companies E to H underscored that more than mere familiarity with Microsoft Office is required,
emphasising the need to expand and deepen expertise in this domain.
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Table 5| Current and future competencies required within interviewed companies

Employees’ current key

Key employees’ competencies required

Companies ) )
competencies in three years
Company A Leadership skills at master level Self-awareness
Adaptability and readiness to learn Individualised soft skills
new things Hard skills
Company B Leadership skills Readiness to learn continuously
Digital competencies Responsibility for own development
Company C Language skills Leadership skills
Hard skills Diversity, equity and inclusion competencies
Leadership skills Communication skills
Time management
Resistance to stress
Company D Leadership skills Leadership skills
Language skills Flexibility, adaptability to changes
Data information processing skills Language skills
Data information processing skills
Company E Digital competencies Soft skills
Customer handling Human touch competencies
Company F Product skills Lifelong learning
Company culture Individualisation of competency and skills
Human (soft) skills
Company G Creativity Soft skills
ESG competencies Change management
Life learning competencies
Company H Digital competencies Human knowledge (soft skills)

Leadership skills
Change management

Digitalisation
Competition knowledge

Source: Authors (2023)

Furthermore, companies E and F are actively encouraging their employees to be educated to
comprehend and engage in daily data analysis activities, mainly through tools such as Microsoft
PowerBI or similar platforms. According to these interviews, data analysis is pivotal in gaining
insight for steering future directions in employee development. Additionally, digital skills related
to the forming and administration of learning management systems (LMS) were underscored.
Given that a significant portion of the interviewees represented learning and training teams
within their respective companies, there was a unanimous acknowledgement, especially from
companies E and F, of the essential need to educate employees in basic digital skills to enable
them to effectively format and work with LMS solutions in the future.

Another noteworthy set of results emerged from three out of the six interviewed companies,
specifically E, G and H, where the foundation of soft skill development was emphasised for the
future. This direction was reiterated and validated by the representative of company E,
characterising the current period as a transformative phase towards enhancing human
(employee) soft skills. The interviews highlighted that the present emphasis primarily remains
on hard and product skills, focusing on service distribution. However, the evolving landscape is
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prompting businesses, including companies E, F, G and H, to seek an optimal balance between
hard and soft employee skill development.

Contemporary businesses are not merely prioritising the development of soft employee skills
but are actively working to shift the overall company mindset. This transformation brings
employees closer to the organisation’s strategy and overall culture. Consequently, a discernible
shift in the demand for employee skills is evident, emphasising knowledge related to company
strategy (as observed in the case of company H) and familiarity with the company’s culture,
values and overall brand spirit (as exemplified by company F).

3.2 Future key employee competencies

The future trajectory of employee competency development is intricately linked with the present
dynamics of the labour market and the orientation of businesses. The findings about the current
employee competencies, as discussed above, shape the landscape for future development and
transformations. A discernible trend is emerging from the insights gathered through our semi-
structured interviews: contemporary businesses focus on soft skills rather than hard skills and
competencies. Of the eight companies surveyed, six unanimously highlighted the imperative
need to concentrate on cultivating soft skills in the future. This shift not only reflects a changing
mindset but is also influenced by the rise of new generations assuming management and
employment roles within present-day businesses.

A compelling illustration was additionally shared by the representative of company F,
highlighting the evolution of training and development orientations over the years. At the onset
of the 2000s, the predominant focus was on product knowledge, heavily emphasising hard
skills, which constituted approximately 70% of all training and development activities. By the
mid-2010s, there was a discernible shift towards a more balanced approach, with a 50-50 split
between soft and hard skill training and development. As articulated by the interviewee, the
current scenario and the company’s future aspirations underscore a significant transformation.
The forward-looking employee development strategy now envisions a blend of 70% soft skill
and 30% hard skill development.

Soft skills are always mentioned in terms of the core competencies that the company wants to
develop in the next three years. However, some companies (A, C, D) also plan to continue
developing their employees’ professional competencies. As the table shows, developing
personal and leadership competencies will be a priority for all companies. It also illustrates the
need for lifelong learning as a prerequisite for a successful company. The topic of leadership
will also remain in the companies, but already more focused. For example, it will involve
implementing a systematic leadership approach (company A) and taking responsibility for one’s
actions and decisions, as in the case of company B. Other companies include the growing
aspect of Industry 5.0, which promotes a human-centric approach (human-centricity), diversity,
a positive mindset and an attitude towards external influences. In the case of company C, they
also see a need for more development of competencies related to stress, communication and
time in the future. At the same time, company D refers to this more as working with change.
Entrepreneurship, a proactive approach and taking responsibility for employees will be the
priorities for competence development for companies A and B.
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In addition to the pronounced emphasis on developing soft skills, a pivotal direction for shaping
future employee competencies lies in individualising training and development activities
and cultivating robust change management skills. The evolving nature of the business
landscape, marked by constant shifts in market dynamics, evolving customer preferences and
rapid technological innovations, underscores the imperative need for employees to possess
adept change management capabilities. As highlighted by several interviewees, change
management is becoming increasingly crucial as organisations seek to adapt and thrive amidst
the uncertainties of the contemporary business environment. Leading and navigating through
transformative changes has become a defining competency for future employees. In-depth
insights from the interviews underscored the significance of fostering change management
skills, with interviewees from companies E, G and H specifically acknowledging the need for
employees to navigate organisational shifts seamlessly.

4 Discussion

The results underscore a notable shift in organisational priorities, highlighting the crucial role of
human capital in shaping successful business environments (Oh et al., 2015). Present-day
companies actively integrate prevailing trends, emphasising a well-rounded approach that
values both soft and hard skills. This strategic reorientation recognises the transformative
impact of investing in continuous employee growth and adaptability while aligning
organisational strategies with contemporary insight (Sobotka, 2021). The findings of this
research confirm the evolution of employee competencies and their adjustments to the market
needs (Hartinger et al., 2021).

We primarily investigated three main directions. Based on the presented secondary and primary
data outputs, it was possible to underline and structure the answers to the research questions.

The first research question focused on the investigation of current trends in employee
development within the automotive sector. Through secondary data analysis and outputs from
semi-structured interviews, several trended groups were identified, summarising the results
obtained. The first group is “organisational effectiveness and strategy”. In this group, there is a
systematic entrepreneurial approach, an emphasis on understanding and valuing company
culture and values, as well as a focus on growth model orientation and change management,
which characterises the dynamically changing global business environment. The second group
describes “talent development and management”, with an orientation towards diversity
development, creativity and a social approach. The third group of trends is characterised as
“customer-centric orientation”, primarily focusing on a customer-oriented approach, the
development of soft skills and personalised treatment of employees.

The second research question primarily investigated the current status of key employee
competencies highly demanded by the European automotive industry. In the present era, the
development of the automotive industry is notably characterised by the digital era. According
to the interviews, it is evident that there is a crucial competency demand for digital proficiency
among employees, ranging from basic to professional knowledge of digital solutions and tools.
Furthermore, the automotive industry is emphasising the importance of achieving a balance
between soft and hard skills. While hard skills remain vital for efficient business operations,
there is a noticeable shift where soft skills are gaining prominence in society today. Companies
are additionally increasingly integrating environmental, social and governance (ESG)
competencies and are actively working to develop initial skills among their employees. Based
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on the insight from the semi-structured interviews, it is apparent that the ESG topic has moved
beyond being a mere trend. Instead, it is becoming an integral part of the work environment,
essential for future business success and contributing to increased customer satisfaction.

The last research question focused on competencies for the future, anticipated within the next
three years, and reflects the influence of current trends on existing employee skills. Our findings
highlight that the primary focus for future company directions is the development of soft
competencies. The principal finding of this research underscores the growing significance of
soft employee skills and their ongoing development. Companies increasingly recognise the vital
role that soft skills play within their organisations. Insight derived from the semi-structured
interviews reveals a consensus among the observed companies, viewing this phenomenon as
a noteworthy trend beneficial for both employees and employers. Consequently, this strategic
shift enables companies to implement diverse training and development programmes to
effectively foster soft skill development. The emphasis on cultivating soft skills among
employees enhances individual job satisfaction and is a pivotal factor in boosting organisational
motivation (Hartinger et al., 2021). As highlighted by Akla and Indradewa (2022), the
interconnected nature of employee motivation and soft skills directly and positively affects
individual performance, consequently contributing to the organisation’s overall success. Our
research comprehensively explored the significance of analysing and observing soft skills
within the Central European region, using the Czech Republic as a noteworthy case study.
Based on the findings derived from the semi-structured interviews, a comparative analysis
revealed the optimal employee development directions for future success. The insight gained
through these interviews offers valuable guidance on strategic choices for fostering individual
and organisational growth.

Furthermore, it is noteworthy to underline the evolution of employee development trends,
highlighting the shift from a historical emphasis on hard skills to the contemporary importance
placed on soft skills. While soft skills are now considered extremely important for companies,
employees’ hard skills remain valuable. The evolving landscape underscores the need for
a balanced approach, recognising that soft skills enhance teamwork while hard skills provide
the necessary technical foundation. Achieving harmony between the two ensures a well-
rounded, high-performing workforce ready for collaborative and technically demanding tasks.
The development of skills needed in European companies also shows the reduced interest of
European companies in developing the skills specified in the CVTS survey. There is a declining
interest in skills that were in demand only decades ago. This may indicate both the shift and
importance of a complex approach and greater focus on other competencies. Nevertheless,
there is an effort, for example, by the European Union to increase reskilling and upskilling,
knowledge and especially key competencies (European Union, 2023).

The presented assertions find resonance in parallel studies, with Deloitte’s 2017 research
highlighting the burgeoning growth of jobs demanding robust soft skills. This foresight mirrors
the strategic vision articulated by company F during the interview, outlining a trajectory where
training and development investments tilt 70% towards soft skills and 30% towards hard skills.
This strategic alignment encapsulates a nuanced understanding of the ongoing significance of
soft and hard skills in shaping the dynamic contours of employee development. It underscores
the intricate interplay between these skill sets, acknowledging their collective impact on
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organisational resilience and success in a rapidly evolving professional landscape (Deloitte,
2017).

Moreover, in addition to the development of soft competencies, a notable emphasis on lifelong
learning, continuous learning and employees taking ownership of their own development was
identified in the interviews. This shift reflects the acknowledgment that the rapidly evolving
landscape of the automotive industry requires individuals to stay abreast of new technologies,
industry trends and changing customer expectations. Companies are increasingly fostering
a culture that encourages employees to proactively seek out learning opportunities, both formal
and informal, to adapt to the dynamic nature of the sector. This proactive approach to learning
aligns with the broader industry push towards agility, adaptability and a workforce that can
readily embrace innovation and change. As the automotive landscape continues to evolve, the
cultivation of a learning mindset becomes pivotal in ensuring that employees remain well-
equipped to navigate the challenges and opportunities that lie ahead.

Even though our research makes a tangible contribution to the disclosure of the topic of
employee training and development in the automotive industry following global trends, it has
several limitations. Firstly, eight semi-structured interviews were conducted, which is relatively
little given employment in the Czech automotive sector. Secondly, the qualitative primary data
study and secondary data review only target one selected sector of the economy and do not
represent the current situation in other economic sectors. Thirdly, we mainly paid attention to
Central European countries, and therefore, the results obtained cannot be generalised to the
entire global automotive industry. Considering the above, conducting a quantitative study in the
Czech Republic and other countries of the European Union can greatly enrich and increase the
understanding of trends in the further development of employee competency profiles.
Comparing trends in employee training and development in other industries and testing the
statistical relationship between the required employee competency profile and the industrial
sector is one of the possible directions of future research.

The analysis of current and future competencies and trends within the automotive industry
provides crucial insight for managers, researchers and HR professionals. Understanding the
dynamic landscape and the skills in demand empowers stakeholders to make informed
decisions regarding human capital development, training initiatives and strategic planning. This
comprehensive awareness is fundamental for not only cultivating a workforce proficient in
existing requirements but one that is also poised to navigate forthcoming transformations
and challenges. In the automotive sector, where technological advancements and market
dynamics shape the industry, staying attuned to evolving competencies ensures a workforce
that is not just competent but also resilient and adaptable to the industry’s ever-evolving
demands.
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Conclusion

The research presented herein underscores the dynamic nature of contemporary Central
European markets. This dynamism necessitates a keen focus on securing and retaining adept
and loyal employees, recognised as fundamental to business viability. Consequently, it
becomes imperative to assess existing competencies while gauging the trajectory of future skill
requirements, aligning with market competitors. Central Europe, notably entrenched in
automotive industries, witnesses significant developmental strides, particularly in employee
expertise. Hence, diligent monitoring of industry trends and continuously enhancing of
employee competencies become paramount.

The research underscores the significance of fostering employee competencies while
delineating future trajectories for automotive enterprises. The identified vital competencies
serve as foundational benchmarks for extant businesses, guiding the initiation of diverse
channels within employee development programmes and evaluating their qualification
pathways. Moreover, contemporary managers can make use of these competencies to steer
their workforce towards future opportunities. Concurrently, this study offers the academia
valuable insights by addressing the research gap concerning employee development in the
automotive domain.

Acknowledgement

Funding: This work was supported by the Student Grant Competition of the Technical
University of Liberec under project no. SGS-2023-1370.

Conflict of interest: The authors hereby declare that this article was not submitted or published
elsewhere. The authors do not have any conflict of interest.

References

Accenture. (2020). Driving Toward the Post-Digital Future: Accenture Technology Vision 2020
Automotive. Retrieved 24 November 2023 from
https://lwww.accenture.com/content/dam/accenture/final/a-com-migration/pdf/pdf-140/accenture-
automotive-technology-vision-2020.pdf#zoom=40.

Aesaert, K., Van Nijlen, D., Vanderlinde, R., & Van Braak, J. (2014). Direct Measures of Digital
Information Processing and Communication Skills in Primary Education: Using Item Response
Theory for the Development and Validation of an ICT Competence Scale. Computers &
Education, 76, 168—181. https://doi.org/10.1016/j.compedu.2014.03.013.

Ahlin, E. M. (2019). Semi-Structured Interviews with Expert Practitioners: Their Validity and Significant
Contribution to Translational Research. Retrieved 15 November 2023 from
http://dx.doi.org/10.4135/9781526466037.

Ahmad, Y., & Khan, M. R. (2023). How Business Strategy Drives Human Resource Practices in Small
and Medium Enterprises? Evidence from Pakistani Autoparts Industry. International Journal of
Organizational Analysis, 31(7), 2866—2888. https://doi.org/10.1108/IJOA-03-2022-3207.

Akla, S., & Indradewa, R. (2022). The Effect of Soft Skill, Motivation and Job Satisfaction on Employee
Performance through Organizational Commitment. Budapest International Research and Critics

Volume 13 | Issue 4 | 2024 CENTRAL EUROPEAN BUSINESS REVIEW
https://doi.org/10.18267/j.cebr.366




Institute (BIRCI-Journal) Humanities and Social Sciences, 5(1), 6070-6083.
https://doi.org/10.33258/birci.v5i1.4320.

Aquino, J., & Garcia, J. (2023). Feedback on Technical, Organisational, and Customer Service Skills of
Employers of the Automotive Technology Graduates of One State University in the Philippines.
Journal of Mathematics Instruction, Social Research and Opinion, 2(2), 129-144.
https://doi.org/10.58421/misro.v2i2.87.

Assaociation of Small and Medium-sized Enterprises and Crafts CZ & Ipsos Marketing. (2023). Digitalizace
a kyberbezpecénost. Zavérecna zprava. Retrieved 16 October 2023 from https://amsp.cz/wp-
content/uploads/2023/09/DIGl-a-KYBER-FINAL-pruzkum.pdf.

Automotive Industry Association. (2022). Current state of the Czech automotive industry: General Basic
Overviews. Retrieved 16 October,2023 from https://autosap.cz/en/data-and-statistics/general-
basic-overviews/.

Balau, N., & Utz, S. (2017). Information Sharing as Strategic Behaviour: The Role of Information Display,
Social Motivation and Time Pressure. Behaviour & Information Technology, 36(6), 58—605.
https://doi.org/10.1080/0144929X.2016.1267263.

Barak, M. (2018). Are Digital Natives Open to Change? Examining Flexible Thinking and Resistance to
Change. Computers & Education, 121, 115-123.https://doi.org/10.1016/j.compedu.2018.01.016.

Belolipetskaya, A., Golovina, T., Polyanin, A., & Vertakova, A. Y. (2020). Transformation of the Personnel
Competency Model in the Context of the Transition to the Digital Economy. In A. Zheltenkov & A.
Mottaeva (Eds.), Proceedings of the E3S Web of Conferences “Topical problems of Green
Architecture, Civil and Environmental Engineering TPACEE 2019” (pp. 1-12). Moscow: Moscow
Region State University. https://doi.org/10.1051/e3sconf /202016409005.

Bikse, V., Lusena-Ezera, I., Rivza, P., & Rivza, B. (2021). The Development of the Digital Transformation
and Relevant Competencies for Employees in the Context of the Impact of the Covid-19
Pandemic in Latvia. Sustainability, 13, 1-17. https://doi.org/10.3390/su13169233.

Brolpito, A. (2018). Digital Skills and Competence, and Digital and Online Learning. Retrieved 15
November 2023 from https://www.etf.europa.eu/sites/default/files/2018-
10/DSC%20and%20DOL_0.pdf.

Capranos, D., & Magda, A. J. (2023). Closing the Skill Gap Report. Retrieved 16 October 2023 from
https://universityservices.wiley.com/wp-content/uploads/2023/01/Closing-the-Skills-Gap-2023-
Digital-January-2023.pdf.

Chapano, M., Mey, M. R., & Werner, A. (2022). Adoption of Digital Strategies across the Human
Resource Value Chain. SA Journal of Human Resource Management, 20, 1-12.
https://doi.org/10.4102/sajhrm.v20i0.1992.

Chi, H., Vu, T. V., Vo-Thanh, T., Nguyen, N. P., & Van Nguyen, D. (2020). Workplace Health and Safety
Training, Employees’ Risk Perceptions, Behavioural Safety Compliance, and Perceived Job
Insecurity during COVID-19: Data of Vietnam. Data in Brief, 33, 1-7.
https://doi.org/10.1016/j.dib.2020.106346.

Cimatti, B. (2016). Definition, Development, Assessment of Soft Skills and Their Role for the Quality of
Organizations and Enterprises. International Journal for Quality Research, 10(1), 97-130.
https://doi.org/ 10.18421/IJQR10.01-05.

Council of the European Union. (2018). Council Recommendation of 22 May 2018 on Key Competences
for Lifelong Learning (Text with EEA Relevance). Official Journal of the European Union,
61(C189/01), 1-13.

78 CENTRAL EUROPEAN BUSINESS REVIEW Volume 13 | Issue 4 | 2024
https://doi.org/10.18267/j.cebr.366



about:blank

ARTICLE

Crowley, E., & Overton, L. (2021). Learning and Skills at Work Survey 2021. Retrieved 10 November
2023 from https://www.cipd.co.uk/Images/learning-skills-work-report-2021-1_tcm18-95433.pdf.

Deloitte. (2017). Soft Skills for Business Success. Retrieved 30 November 2023 from
https://www.deloitte.com/au/en/services/economics/perspec-tives/soft-skills-business-
success.html.

Deloitte. (2020). Deloitte and MIT Sloan Management Review Global Study — Press Release. Retrieved
30 November 2023 from https://www2.deloitte.com/us/en/pages/about-deloitte/articles/press-
releases/deloitte-and-mit-sloan-management-review-global-study.html.

Dworkin, S. L. (2012). Sample Size Policy for Qualitative Studies Using In-Depth Interviews. Archives of
Sexual Behavior, 41(6), 1319-1320. https://doi.org/10.1007/s10508-012-0016-6.

European Union. (2023). Decision (EU) 2023/936 of the European Parliament and of the Council of 10
May 2023 on a European Year of Skills (Text with EEA relevance). Retrieved 28 October 2023
from https://eur-lex.europa.eu/legal-content/EN/TXT/PDF/?uri=CELEX:32023D0936.

Eurostat. (2023). Eurostat Data Browser. Retrieved 5 January 2023 from
https://ec.europa.eu/eurostat/databrowser/explore/all/popul?lang=en&subtheme=educ.educ_part.
trng_cvt.trng_cvt_00&display=list&sort=category&extractionld=TRNG_CVT_01S.

Firmansyah, A., & Soeharto, S. (2020). Implementation of Soft Skills on Automotive Engineering
Practicum of State Vocational High Schools in West Lombok Regency. Jurnal Pendidikan Vokasi,
10(2), 214—-224. https://doi.org/10.21831/jpv.v10i2.30594.

Giffi, C., Wellener, P., Dollar, B., Manolian, H. A., Monck, L., & Moutray, C. (2018). Deloitte Skills Gap
and Future of Work in Manufacturing Study 2018. Retrieved 30 November 2023 from
https://www?2.deloitte.com/content/dam/insights/us/articles/4736_2018-Deloitte-skills-gap-FoW-
manufacturing/DI_2018-Deloitte-skills-gap-FoW-manufacturing-study.pdf.

Grevtseva, G. J., Bashtanar, |. M., Isakova T. |., Balikaeva, M. B., & Kirillova, Y. V. (2020). The Digital
Information Competence of an Individual: Historical Aspect. In S. Shaposhnikov (Eds.),
Proceedings of the International Conference on Quality Management, Transport and Information
Security, Information Technologies (pp. 474-476). Piscataway: Institute of Electrical and
Electronic Engineers.

Hartinger, K., Resnjanskij, S., Ruhose, J., & Wiederhold, S. (2021). Individualism, Human Capital
Formation, and Labor Market Success. CESifo Working Paper, 9391, 1-49.
https://doi.org/10.2139/ssrn.3957705.

Hitt, M. A, Ireland, R. D., & Hoskisson, R. E. (2016). Strategic Management: Concepts and Cases:
Competitiveness and Globalisation. Boston: Cengage Learning.

Holt, K. (2018). Implement Soft Skills Training to Get the Employees You Want. Retrieved 5 November
2023 from https://www.vehicleservicepros.com/shop-operations/service-
repair/article/21195416/implement-soft-skills-training-to-get-the-employees-you-want.

Hubschmid-Vierheilig, E., Rohrer, M., & Mitsakis, F. (2020). Digital Competence Revolution and Human
Resource Development in the United Kingdom and Switzerland. In M. Loon, J. Stewrd & A.
Nachmias (Eds.), The Future of HRD. Volume I: Innovation and Technology (pp. 53-91).
Basingstoke: Palgrave Macmillan. https://doi.org/10.1007/978-3-030-52410-4_3.

International Labour Organisation. (2021). Global Framework on Core Skills for Life and Work in the 21st
Century. Retrieved 30 November 2023 from https://www.ilo.org/wcmsp5/groups/public/---
ed_emp/---emp_ent/documents/publication/wcms_813222.pdf.

Volume 13 | Issue 4 | 2024 CENTRAL EUROPEAN BUSINESS REVIEW
https://doi.org/10.18267/j.cebr.366



about:blank
about:blank

Jayathilake, H. D., Daud, D., Eaw, H. C., & Annuar, N. (2021). Employee Development and Retention of
Generation-Z Employees in the Post-COVID-19 Workplace: A Conceptual Framework.
Benchmarking: An International Journal, 28(7), 2343—-2364. https://doi.org/10.1108/B1J-06-2020-
0311.

Jiang, B., Li, X,, Liu, S., Hao, C., Zhang, G., & Lin, Q. (2022). Experience of Online Learning from COVID-
19: Preparing for the Future of Digital Transformation in Education. International Journal of
Environmental Research and Public Health, 19(24), 1-18.
https://doi.org/10.3390/ijerph192416787.

Kacprzak, M., Krol, A., & Wielewska, I. (2017). Human Capital on the European Labour Market. Scientific
Journal Warsaw University of Life Sciences — SGGW, Problems of World Agriculture, 17(32),
143-150. https://doi.org/10.22630/PRS.2017.17.4.90.

Kallio, H., Pietila, A.-M., Johnson, M., & Kangasniemi, M. (2016). Systematic Methodological Review:
Developing a Framework for a Qualitative Semi-Structured Interview Guide. Journal of Advanced
Nursing, 72(12), 2954-2965. https://doi.org/10.1111/jan.13031.

Kicinski, J., & Chaja, P. (2021). Industry 4.0 — The Fourth Industrial Revolution. In J. Kicinski & P. Chaja
(Eds.), Climate Change, Human Impact and Green Energy Transformation (pp. 115-140). Cham:
Springer. https://doi.org/10.1007/978-3-030-69933-8_10.

Kshirsagar, A., Mansour, T., McNally, L., & Metakis, M. (2020). Adapting Workplace Learning in the Time
of Coronavirus. Retrieved 28 November 2023 from www.mckinsey.com/business-
functions/mckinsey-accelerate/our-insights/adapting-workplace-learning-in-the-time-of-
coronavirus.

Knoedler, D., Wollschlaeger, D., & Stanley, B. (2020). Automotive 2030 Racing Towards a Digital Future.
Retrieved 21 October 2023 from https://www.ibm.com/downloads/cas/INWDQPKS5B.

Leung, K., Trevena, L., & Waters, D. (2016). Development of a Competency Framework for Evidence-
Based Practice in Nursing. Nurse Education Today, 39, 189-196.
https://doi.org/10.1016/j.nedt.2016.01.026.

LinkedIn. (2021). The Skills Advantage Report. Retrieved 12 November 2023 from
https://learning.linkedin.com/resources/future-of-skill-building.

Lopez-Vega, H., & Moodysson, J. (2023). Digital Transformation of the Automotive Industry: An
Integrating Framework to Analyse Technological Novelty and Breadth. Industry and Innovation,
30(1), 67-102. https://doi.org/10.1080/13662716.2022.2151873.

Macpherson, W., Werner, A., & Mey, M. R. (2022). Industry 4.0: Emerging Job Categories and
Associated Competencies in the Automotive Industry in South Africa. SA Journal of Human
Resource Management, 20, 1-11. https://doi.org/10.4102/sajhrm.v20i0.1916.

Mazurchenko, A. (2023). Vliv digitalizace na fizeni lidskych zdroji [Doctoral dissertation, Technical
University of Liberec, Faculty of Economics].
https://dspace.tul.cz/server/api/core/bitstreams/85dd5178-b7a8-4204-899%e-
2e099adfc08b/content.

Mazurchenko, A., & Zelenka, M. (2022). Employees’ Digital Competency Development in the
Construction and Automotive Industrial Sectors. Central European Business Review, 11(1), 41—
63. https://doi.org/ 10.18267/j.cebr.284.

McKinsey. (2023). A Road Map for the Automotive Industry in Europe. Retrieved 28 November 2023 from
https://www.mckinsey.com/industries/automotive-and-assembly/our-insights/a-road-map-for-
europes-automotive-industry.

CENTRAL EUROPEAN BUSINESS REVIEW Volume 13 | Issue 4 | 2024
https://doi.org/10.18267/j.cebr.366



about:blank

ARTICLE

Melnyk, L., Kubatko, O., Matsenko, O., Balatskyi, Y., & Serdyukov, K. (2021). Transformation of the
Human Capital Reproduction in Line with Industries 4.0 and 5.0. Problems and Perspectives in
Management, 19(2), 480-494. http://dx.doi.org/10.21511/ppm.19(2).2021.38.

Microsoft. (2023). 2023 Work Trend Index: Annual Report. Will Al Fix Work? Retrieved 16 October 2023
from https://assets-c4akfrf5h4d3f4b7.z01.azurefd.net/assets/2023/09/e3227681-b882-4050-b201-
a631431ad2a5-WTI_Will_AI_Fix_Work_060723.pdf.

Oh, |.-S., Kim, S., & Van Iddekinge, C. H. (2015). Taking It to Another Level: Do Personality-Based
Human Capital Resources Matter to Firm Performance? Journal of Applied Psychology, 100(3),
935-947. https://doi.org/10.1037/a0039052.

Paunov, C., & Planes-Satorra, S. (2019). How are Digital Technologies Changing Innovation? Evidence
from Agriculture, the Automotive Industry and Retail. Retrieved 24 November 2023 from
https://doi.org/10.1787/23074957.

Pavlasek, P. (2020). Competency-Based Automotive/Mobility Engineering Education: Implementation of
Creative Project in Modular Model. In Proceedings of the Conference ELEKTRO 2020 (pp. 1-6).
Piscataway: Institute of Electrical and Electronics Engineers.
https://doi.org/10.1109/ELEKTR049696.2020.9130344.

Phuyal, S., Bista, D., & Bista, R. (2020). Challenges, Opportunities and Future Directions of Smart
Manufacturing: A State of Art Review. Sustainable Futures, 2, 1-15.
https://doi.org/10.1016/j.sftr.2020.100023.

Rajan, R., Dhir, S., & Sushil. (2021). Technology Management for Innovation in Organisations: An
Argumentation-Based Modified TISM Approach. Benchmarking — An International Journal, 28(6),
1959-1986. https://doi.org/10.1108/BIJ-01-2020-0019.

Randstad. (2023). Key Trends in the Automotive Industry: How Should Your Business Prepare. Retrieved
16 October 2023 from
https://workforceinsights.randstad.com/hubfs/Inbound%20Program/Content%20offers/LV%20jour
neys/LV-CJ10%20-%200ptimization/key-trends-in-the-automotive-industry-how-should-your-
business-prepare.pdf?hsLang=nl.

Rodrigues, M., Fenandez Macias, E., & Sostero, M. (2021). A Unified Conceptual Framework of Tasks,
Skills and Competence. Retrieved 3 December 2023 from https://joint-research-
centre.ec.europa.eu/system/files/2021-02/jrc121897.pdf.

Rupp, M., Schneckenburger, M., Merkel, M., Borret, R., & Harrison, D. K. (2021). Industry 4.0: A
Technological-Oriented Definition Based on Bibliometric Analysis and Literature Review. Journal
of Open Innovation: Technology, Market, and Complexity, 7(1), 68.
https://doi.org/10.3390/joitmc7010068.

Seduo. (2022). Report o firemnim vzdéléavani v Cesku za rok 2022. Retrieved 26 October 2023 from
https://magazin.seduo.cz/wp-content/uploads/2023/03/seduo-report-cz-2.pdf.

Sobotka, B. (2021). Labour Market Changes and Challenges for Education in the VUCA Era. Journal of
Modern Science, 46, 191-208. https://doi.org/10.13166/jms/138662.

Society for Human Resource Management. (2019). 2019 State of the Workplace. Retrieved 28 November
2023 from https://www.shrm.org/about-
shrm/Documents/SHRM%20State%200f%20Workplace_Bridging%20the%20Talent%20Gap.pdf.

Starkey, L. (2011). Evaluating Learning in the 21st Century: A Digital Age Learning Matrix. Technology,
Pedagogy and Education, 20(1), 19-39. https://doi.org/10.1080/1475939X.2011.554021.

Volume 13 | Issue 4 | 2024 CENTRAL EUROPEAN BUSINESS REVIEW 81
https://doi.org/10.18267/j.cebr.366




Travnickova, H., & Marsikova, K. (2023). On-the-Job and Off-the-Job Training in European Companies
Context. In J. Maci, P. Maresova, K. Firlej, & |. Soukal (Eds.), Proceedings of the Scientific
International Conference Hradec Economic Days (pp. 747—758). Hradec Kralove: University of
Hradec Kralove. https://doi.org/10.36689/uhk/hed/2023-01-070.

United Nations Department of Economic and Social Affairs. (2023). The Sustainable Development Goals
Report 2023: Special Edition. Retrieved 22 November 2023 from
https://doi.org/10.18356/9789210024914.

Van Laar, E., Van Deursen, A. J. A. M., Van Dijk, J. A. G. M., & De Haan, J. (2020). Determinants of 21st-
Century Skills and 21st-Century Digital Skills for Workers: A Systematic Literature Review. Sage
Open, 10(1), 1-14. http://dx.doi.org/10.1177/2158244019900176.

World Economic Forum. (2018). The Future of Jobs Report 2018. Insight Report. Retrieved 24 November
2023 from https://www3.weforum.org/docs/WEF_Future_of_Jobs_2018.pdf.

The research article has been peer-reviewed. | Received: 21 December 2023; Accepted: 28 February
2024; Available online: 6 May 2024; Published in the regular issue: 30 September 2024.

82 CENTRAL EUROPEAN BUSINESS REVIEW Volume 13 | Issue 4 | 2024
https://doi.org/10.18267/j.cebr.366




