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FOREWORD BY JOSEF ASCHBACHER

“An agency is only as strong as its people.

At a time when the European space sector is
expanding and accelerating, and ESA is experi-
encing very dynamic and successful years, our
ability to deliver on our ambitions depends on
attracting the best people from diverse back-
grounds and with a wide range of skills. This
timely analysis is therefore an essential contri-
bution to supporting Europe’s future in space.”

Josef Aschbacher
Director General,
European Space Agency



FOREWORD BY VALERIO DE MOLLI

Europe is entering a decisive phase for its stra-
tegic autonomy, competitiveness, and long-
term resilience. In an increasingly complex
geopolitical environment, space has evolved
from a primarily scientific domain into a critical
infrastructure underpinning security, econom-
ic competitiveness, technological sovereignty,
and societal resilience. Satellite systems, Earth
observation, navigation, connectivity, and da-
ta-driven services now constitute essential en-
ablers for public institutions, businesses, and
citizens alike.

In this context, the strength of the European
space ecosystem will depend not only on tech-
nological excellence and industrial capacity,
butincreasingly on the availability, adaptabil-
ity, and quality of human capital. Asspace sys-
tems grow more software-defined, data-inten-
sive, and interconnected with adjacent sectors
such as defence and telecommunications, the
mismatch between current workforce capabil-
ities and future needs risks becoming a bind-
ing limitation to growth and competitiveness.
This Strategic Report, launched by the Europe-
anSpace Agency(ESA)anddeveloped by TEHA
Group, provides a timely and evidence-based
contribution to this challenge. It introduces

a novel and forward-looking approach to un-
derstanding skills dynamics in the European
space ecosystem through the development of
a Skills Digital Twin: a dynamic, data-driven
representation of current and emerging skills
demand, talentcirculation patterns, and struc-
tural gaps across the sector. At the core of this
work are two proprietary databases developed
specifically for the study, bringing together a
unique evidence base of 8,961 job postings
and more than 13,764 aerospace engineer
profiles.

The analysis goes beyond traditional workforce
statistics. By integrating large-scale data on
job postings and professional profiles through
a proprietary Al-based tool, combined with
qualitative insights gathered from stakehold-
ers across the ecosystem, this study offers a
multidimensional view of how roles, compe-
tencies, and career trajectories are evolving.
It highlights the growing importance of trans-
versal skills, digital and Al capabilities, and
T-shaped profiles that combine deep techni-
cal expertise with adaptability, systems think-
ing, and cross-functional collaboration. At the
same time, it sheds light on critical challenges,
including workforce conversion, talentconcen-

tration and competition from adjacent sectors
that increasingly attract aerospace-trained
professionals.

One of the key messages emerging from this
work is clear: workforce growth alone will not
be sufficient to secure Europe's leadership
in space. Without a parallel effort to enhance
productivity, accelerate skills development,
and improve talent retention, the sector risks
expanding headcount without strengthening
its competitive position. Addressing this chal-
lenge requires a coordinated, long-term strat-
egy that spans the entire skills lifecycle, from
early STEM activation and education pathways,
to continuous upskilling and reskilling. In this
perspective, ESA can play a unigue and pivot-
al role. As the anchor institution of the Euro-
pean space ecosystem, ESA is well positioned
to play arole in encouraging greater alignment
and coordination among Member States, in-
dustry, academia, and training providers. This
report is intended as a first contribution to
broader reflection. It aims to support strategic
discussions, inform policy thinking, and build
a shared understanding among stakeholders
of the urgency and scale of the skills challenge
ahead. Ultimately, investing in people, along-

side technology and infrastructure, is the most
durable way to ensure that Europe remains a
leading, sovereign, and innovative space pow-
er in the decades to come.

Such an ambitious challenge was made pos-
sible in part by the Scientific Advisor, Alice
Bunn (Former International Director, UK Space
Agency), who accompanied us on this journey
and to whom | would like to express my thanks.
Before leaving you to read the report, | would
like to express my gratitude to the partner of
this initiative, the European Space Agency,
and to its management team, made up of Mar-
co Ferrazzani (Director of Resources and Ser-
vices, ESA), lldiké Széke (Head of Human Re-
sources, ESA) and Ersilia Vaudo (Special Advi-
sor on Future Talent, ESA).

Lastly, | would like to conclude my foreword by
thanking the TEHA working group that worked
on this initiative, led by Corrado Panzeri and
composed of Matteo Polistina, Filippo Minis-
ini, Stella Chen, Umberto Mille, Arianna Basso,
and Roberta Braccio.

Valerio De Molli
Managing Partner & CEQ, The European House
- Ambrosetti and TEHA Group









EXECUTIVE SUMMARY

Space is no longer solely a domain of
scientific ambition; it has become a
critical strategic infrastructure under-
pinning European sovereignty, secu-
rity, and economic competitiveness.
Over the past decade, the sector has
also experienced significant employ-
ment growth, expanding at an annual
rate of around 5% and reaching 66.1k
FTEs (full time equivalent) in 2024. If
the pace observed since 2020 is sus-
tained, the workforce is projected to
reach 104k FTEs by 2030: marking a
70% increase in a very short period of
time.

However, this growth trajectory is un-
folding against a backdrop of increas-
ing structural pressures, including de-
mographic winter, the rapid pace of
technological change and intensifying
competition for talents from adjacent
industries. In this context, ensuring
that these new entrants, as well as the

current workforce, possess the right
skills will be essential to closing capa-
bility gaps, improving productivity, and
supporting Europe’s strategic ambi-
tions.

This study, launched by the Europe-
an Space Agency (ESA) and devel-
oped by TEHA Group, provides an evi-
dence-based analysis of the European
space workforce, its dynamics, and its
future evolution. To this end, the study
developed a proprietary Al-driven an-
alytical framework that integrates web
scraping and Natural Language Pro-
cessing to construct a Skills Digital
Twin of the European aerospace la-
bour market. This framework enables
a granular, forward-looking mapping
of skills demand, talent mobility, and
workforce dynamics across the eco-
system. By leveraging this unique sys-
tem, the study generated two original
datasets. The first covers 8,961 Linke-

din job postings published between
December 2025 and March 2026 by
50 European space organisations
spanning large enterprises, SMEs, and
startups. The second reconstructs
the career trajectories of 13,764 aero-
space engineering graduates from 28
leading European universities.

The quantitative analysis was further
enriched by qualitative insights gath-
ered through extensive stakehold-
er engagement activities, including a
working table, confidential one-to-one
interviews, and a survey, gathering per-
spectives of around 65 sector stake-
holders. Taken together, this com-
bined evidence base provides valuable
insights of direct strategic relevance
for policymakers, industry leaders, and
ESA, thereby supporting more coordi-
nated and effective talent strategies at
the European level.

Executive Summary
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EXECUTIVE /SUMMARY

The job postings analysis reveals a

) jo5p ¢ v Figure 1. Job posts distribution by type of educational background (% values), 15/12/25 - 30/03/26.
highly concentrated labour market,
with 84% of demand from just 6 Eu-
ropean countries and 65% generated

by 5 companies. In terms of educa-

tional background, demand is heav- | 38.8% ___ 28.5%
ily engineering-driven, with 73.5% of of total
job postings seeking engineering pro- 26.5% 73.5%
files (Figure 1). Yet only 38.8% of this
demand is for aerospace engineering | B61.2% __ 45.8%
of total

profiles, while the majority is direct-
ed toward other engineering back-
grounds, particularly software, quality,

and mechanical engineering. Notably,
demand is also growing for emerg- @ Not Engineering Space Engineering F Other Engineering
ing profiles related to advanced dig-

ital technologies, such as Al systems
engineering, flight software engineer-

Engineering

. . . . _ Source: TEHA Group elaboration
ing, cybersecurity, signalling a gradu on LinkedIn data, 2026

al shift toward software-defined, da-
ta-intensive, and autonomous space
systems.
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Akey co,nt”bunor? Oft.hls anal.yS's Ileé n Figure 2. Skills clusters demanded in job posts (% values, excluding N/A), 15/12/25 - 30/03/26.
the detailed examination of skill require-

ments, an area often underrepresented 92.5% 99.1%
in existing literature. The findings show
thattransversalcompetenciesarenear-

ly universally demanded, with analyti- Soft

cal and problem-solving skills required 51.9% @ skitts Transversal
in 92.5% of postings and communica- Digital skills

skills
tion and teamwork in 90.1% (Figure 2).
Also, digital and Al-related skills are

mission critical, appearing in 66.1% of

- 6.1% | 5.9% | 3-3% | 5 5 o
vacancies, with Python as the most fre- - . Space specific
. X X || || I skills
quently cited technical skill. Overall, the R
evidence indicates that space employ- c - & ®
— [ + £
ers are looking for T-shaped profession- < 5 2 » o -5 b o
~ 0o + ax ~ c o + w (2] 2] W
als, capable of combining deep techni- Rk HER = 5E o2 B = & B e 3
fso wi - DE ELE 35 ghE Sz 582 o3p fgg
cal expertise with transversal and digi- =5 SE5 Iy 53 0 ED 835 S 8e H9 2
~a ET W o e 0™ w 0~ © Jac (= T
tal capabilities. = ShAs < 5= 258 23 goy 2= Sounce:NTENA) rouplelabaratson
< Qo [ iy~ ) (=" v o3 W naos v o o3 O3 O W o3 on LinkedIn data, 2826
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EXECUTIVE /SUMMARY

The career trajectory analysis high-
lights what may be the sector's most
critical structural challenge. Of the

Figure 3. Space industry participation (% values), 2026.

13,764 aerospace engineering gradu-
ates in the sample, only 28% are cur-
rently employed within the aerospace
domain. Reconstruction of career
paths indicates that long-term sec- 4y 3%
toral retention is limited, with just 4.9%

55.7%

of graduates spending their entire ca-
reers in space (loyalists), while 44.3%
never enter the sector at all (avoidants) 4. 9%
(Figure 3). More frequently, career pat-

terns are characterized by circulation:
27.7% of aerospace engineers initial- . Avoidants Leavers . Entrants T Loyalists
Profiles with space experience

ly enter the space sector and later ex-
it (leavers), while a comparable share, Source: TEHA Group elaboration

. . on LinkedIn data, 2826.
23.1%, begin in other sectors before

transitioning into space (entrants).

Executive Summary 11
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The five industries through which tal-
ent most frequently moves bidirec-
tionally are research and academia,
software and IT, mobility, industrial en-
gineering, and consulting (Figure 4).
The balance between inflows and out-
flows indicates not a poaching dynam-
ic, but a broader structural condition:
aerospace skills are highly transfera-
ble and consistently demanded across
knowledge-intensive sectors. Within
this landscape, academia stands out
as the only net source of talent inflows.
The strong permeability between aca-
demia and the space sector suggests
that, rather than being a competitor,
academia should be regarded as a
strategic partner.

Figure 4. Top 5 industry clusters aerospace profiles moved in and out (% values), 2026.

36.3%

27.2%

Research,
Education
& Training

20.3%
18.0%

Software,
IT Services
& Internet

11.6% 11.8%

Aviation,
Mobility &
Transportation

8.0 p.p.

6.0% 6.0%

Industrial
Engineering,
Automation
& Machinery

-B8.3 p.p.

4.9% 5.2%

Consulting
& Professional
Services

Source: TEHA Group elaboration
on LinkedIn data, 2@826.

. Space entrants . Space leavers
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Beyond talent circulation across in-
dustries, geographical mobility also
emerges as significant in the Europe-
an aerospace sector. Overall, 41% of

aerospace engineering graduates are
currently working in a different coun-
try from that in which they studied. In
particular, 25% remain within Europe,

while 16% move outside the continent
(Figure 5), with the United States rep-
resenting the primary extra-European
destination.

Figure 5. Flows from university country to current job country (absolute values), 2026.

United Kingdom:
3,050

Germany: 2,252

Italy: 1,307

Spain: 983
Netherlands: 921
France: 608
Switzerland: 584
Sweden: 431

Belgium: 381
Denmark: 217

Same: 6,308

Europe: 2,707

I Extra Europe: 1,711

Current job country
is the same as
university country

Current job country
is different,
but still in Europe

Current job country
is different
and outside Europe

Source: TEHA Group elaboration

on LinkedIn data, 2@826.
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Looking more closely at intra-Euro-
pean mobility, France is the only Eu-
ropean country recording a net gain
in talent flows within Europe, while all
other countries act as net exporters of
space talent (Figure 6). This pattern
may be partly explained by the con-
centration of major industry leaders in
France, which strengthens its capacity
to attract and retain space talent from

across the continent.

Figure 6. Delta distribution of aerospace engineers, training location vs working location (% value),

2026.

38.8%

France

-B.1%

Germany

—6.5%

Italy

-9.9%

Switzerland

-14.3%

Netherlands

—22.7%

Denmark

—23.4%

Belgium

—23.6%

Spain

—45.4%

United
Kingdom

Source:

—47.5%

Sweden

TEHA Group elaboration
on LinkedIn data, 2@826.
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Findings from the survey of profession-
als within the European space ecosys-
tem show that artificial intelligence
and machine learning are regarded as
the most critical to maintain competi-
tiveness by 2030, cited by 74.1% of re-
spondents, followed by cybersecuri-
ty and secure-by-design engineering
at 59.3% (Figure 7). This confirms the
evidence from the job market demand
analysis, highlighting the growing im-
portance of digital and Al skills.

At the same time, the sector’s organi-
sational readiness to build and deploy
these capabilities remains structurally
limited. Skill fragmentation, with talent
siloed across functions and organisa-
tions, is identified as the primary bar-
rier to technology adoption by 51.9% of
respondents, followed by legacy mind-
sets (44.4%) and infrastructure limita-

tions (40.7%). Overall, survey findings
indicate that the sector is aware of the
capabilities required but has not yet
established the conditions to develop
them at scale.

In light of these findings, the study un-
derscores the strategic importance of
an integrated talent agenda for the Eu-
ropean space ecosystem, to strength-
en attraction, retention and workforce
transformation in order to equip both
current and future employees with the
skills needed to respond to rapid tech-
nological change and sustain Europe’s
competitiveness. In this context, skills
and talentinitiatives, particularly in up-
skilling, reskilling and retention, should
be seen as core enablers of Europe’s
long-term ambition and strategic po-
sitioning in space.

Figure 7. Skills needed to integrate and capitalise
new technologies and remain competitive by 2030
(% of respondents), 2026.

74.1%
59.3%
40.7%
7.4%
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This strategic report collects and synthesizes the findings of the initiative “ESA Skills
Digital Twin Initiative: Understanding current and future skills and competencies
needs in the European space ecosystem” launched by the European Space Agency
(ESA) and carried out by TEHA Group.

The project aims to develop a dynamic Digital Twin of skills across the European space
ecosystem, to provide a clearer understanding of the workforce’s preparedness for
future skills, mapping current needs in the space ecosystem, as well as identifying
emerging and critical skills gaps.

This work was carried out to support a reflection launched by ESA on the future of
talent in the European space sector. The analysis served as the foundation for an in-
depth discussion held on April 8th 2026 at the ESA Future Skills Executive Round-
table, which brought together 25 senior stakeholders from industry, academia, and
international organisations active in talent development. The Roundtable provided a
dedicated space for informed exchange on the structural skills challenges facing the
European space ecosystem, including the impact of technological change, increasing
competition for talent, and the need for stronger alignment between education, work-
force development, and sectoral demand. It explored how the sector can collectively
address rapidly evolving skills needs through aligned and joint actions, resulting in
shared orientations and recommendations.

This exchange represents an opportunity to initiate a longer-term, coordinated effort
led by European Space Agency to foster sustained dialogue and collaboration across
the European space ecosystem on future skills, in response to the growing strategic
importance of human capital for Europe’s competitiveness, autonomy, and capacity
to deliver on its space ambitions.

“Building and sustaining a skilled and agile workforce
isan advantage for Europe. As the European space sector
faces growing pressures while also entering a phase of
expansion and global competition, preparing for the future
is not only a technological challenge, it is fundamentally
a human one. As a key European -institution, we at ESA

have a responsibility to look ahead and help our ecosystem
anticipate long—term capability needs. The Skills Digital
Twin Initiative reflects this effort, and helps us build

a shared understanding to start moving forward with
actionable solutions for Europe’s future.”

— Marco Ferrazzani, Director of Resources and Services, European Space Agency

WHY THIS RESEARCH

Space has become a strategic domain for Europe’s sovereignty, security, competitive-
ness and long-term industrial resilience. As the European space sector evolves, shaped
by technological advancements, evolving industrial dynamics, and intensifying global
competition, the availability and development of skills and competencies are emerging
as critical factors in ensuring Europe’s future position in the global landscape.

At the same time, structural challenges are becoming more evident, including misalign-
ments between current workforce capabilities and evolving industry needs, growing de-
mand for digital and transversal skills, and increasing competition for talent across adja-
cent sectors. Addressing these challenges requires a comprehensive and forward-look-
ing understanding of the European space workforce, its evolution over time, and the
skills that will be needed to support the sector’s next phase of development.

Introduction




WHY THIS RESEARCH

This study builds on an extensive body of existing literature on the European space work-
force and skills landscape. The research draws on contributions from major institutions
and initiatives, including the OECD Handbook on Measuring the Space Economy, Euro-
space’s industry analyses, the Space Skills Alliance studies on workforce dynamics and
skills gaps, ESPI's research on employment and job postings, as well as broader strate-
gic policy reports. Together, these sources provide a comprehensive foundation, cov-
ering workforce dynamics, employment structure, productivity, education pathways,
skills needs and the broader evolution of the space economy.

Building on this foundation, this study is intended to complement existing perspec-
tives through a data-driven and forward-looking approach. Its objective is to provide
an evidence-based understanding of current and future skills within the European
space ecosystem, supporting strategic decision-making through the mapping of ex-
isting competencies, the identification of emerging gaps, and the prioritization of in-
tervention areas.

In particular, the study contributes by offering a more granular view of skills demand,
by shedding light on talent circulation patterns, and by integrating the perspective of
ecosystem stakeholders on future needs, technology-driven transformation and ca-
pability gaps.

To this end, the analysis integrates multiple sources of information, including large-
scaledataonjob postings and professional profiles, as well as qualitative insights gath-
ered through stakeholder engagement activities. This combined approach enables a
robust and multidimensional view of workforce dynamics, capturing both quantitative
trends and strategic perspectives, and contributing to a stronger evidence base for a
more competitive European space workforce.

Talent in the European
Space Sector

SPACE / GEOINFORMATION
SECTOR SKILLS STRATEGY
(IN ACTION)

Full Report

Space Education
in Europe
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THE STRUCTURE

OF THE STRATEGIC REPORT

This Report aims to synthesise key findings from research and stakeholder engage-

ment activities, in order to provide a forward-looking assessment of skills and work-

force needs across the European space ecosystem and support the identification of

priority areas for action to enhance its competitiveness, resilience, and innovation. The

Strategic Report is structured into five chapters outlined in the following paragraphs:

Chapter 1

The European
space ecosystem
and its workforce

The report begins by framing the
broader context in which the Europe-
an space workforce evolves. It outlines
the transformation of the space eco-
system, its growing strategic relevance
for European competitiveness and au-
tonomy, and the main structural chal-
lenges affecting the sector, including
productivity, workforce composition,
concentration, and talent retention.

Chapter 2

The Skills Digital
Twin of the European
Space ecosystem

The second chapter introduces the re-
port's core analytical backbone: the
Skills Digital Twin. Leveraging a propri-
etary Al-based tool to analyse Linke-
din job postings, it provides a struc-
tured view of current labour demand,
identifying the skills most requested
by employers and highlighting the rise
of digital skills and the emergence of
more T-shaped talent profiles in the
European space labour market.

Chapter 3
Talent circulation
and adjacent
sectors

The third chapter examines how aero-
space talent moves across firms, sec-
tors and geographies over time. Based
on the reconstruction of career tra-
jectories from LinkedIn profile data, it
examines the extent to which Europe
is able to convert aerospace educa-
tion into long-term employment in the
space sector, as well as the extent to
which adjacent industries absorb aer-
ospace-trained professionals.

Chapter 4
The voice
of the European
space ecosystem

This chapter complements the quan-
titative analysis with survey evidence
collected from key stakeholders across
the sector. It provides a qualitative per-
spective on future skills requirements,
the organizational barriers that hinder
technological adoption, the sectors
competing most directly with space
for talent, and the strategies currently
perceived as most effective to mitigate
skills shortages.

Chapter 5
ESA Future
Skills Executive
Roundtable

This chapter outlines the key insights
that emerged from the Executive
Roundtable, where senior stakehold-
ers engaged with the main findings of
the research and shared their perspec-
tives on the most pressing challenges.

Introduction 20



STUDY PLAYERS:
THE ADVISOR
AND THE WORKING GROUPS

The study benefited from the contribution of Alice Bunn (Former International Direc-
tor, UK Space Agency), in the role of Scientific Advisor, who provided valuable guid-
ance and recommendations throughout the project.

The European Space Agency (ESA) Working Group comprised of Marco Ferrazzani
(Director of Resources and Services), lldiké Széke (Head of Human Resources) and
Ersilia Vaudo (Special Advisor on Future Talents).

The study was coordinated by TEHA Group, led by Valerio De Molli (Managing Part-
ner & Chief Executive Officer), Corrado Panzeri (Partner & Head of InnoTech Hub),
Matteo Polistina (Senior Consultant & Project Leader), Filippo Minisini (Consultant),
Stella Chen (Consultant), Umberto Mille (Consultant), Arianna Basso (Program Man-
ager) and Roberta Braccio (Project Assistant),and operated with the support of ESA,
through the contribution of llaria Angelino, Aurora Tuozzi, Stavros Romios and Auni
Siukosaari.

To gather qualified insights from internal and external stakeholders across the space ecosystem, the study was supported by an
extensive stakeholder engagement process. This included the organisation of one working group, a series of confidential one-to-
one meetings conducted by TEHA Group with leaders from European and international companies and institutions, as well as ESA
executives, with the aim of identifying key perspectives and strategic directions on talent strategies and skills evolution in the Eu-
ropean space sector and a final executive roundtable.

For their collaboration and contributions, we would like to thank:

® Argotec o Orbex ® ArianeGroup

® Astroscale ® Scuola Superiore SantAnna ® Space Skills Alliance

® European Centre for the Development ® Space Skills Alliance ® The Exploration Company
of Vocational Training (CEDEFOP) o T4i ® German Aerospace Center

® European Organization for Nuclear e Technical University of Munich ® Thales Alenia Space
Research (CERN) e UNESCO ® Matsuko

® Eni e Polytechnic University of Milan ® Orbex

® Epsilon ltalia e Universitat Politecnica de Catalunya ® SSC Space

® ETH Zurich - BarcelonaTech e TU Delft

® EU Agency for the Space Programme ® GISIG Association ® OHB System AG
(EUSPA) ® Leonardo e LINKS Foundation

® |talian Air Force ® Surrey Satellite Technology o GMV

® KP Labs ® Gdansk University of Technology ® Eurisy

® OECD Centre for Skills e Titan Disruptive Innovation Center ® KU Leuven
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THE NEW SPACE ECOSYSTEM,
SPACE IS NO LONGER
AL STANDALONE DOMAIN

The Space Economy is defined as the
full range of activities and the use of
resources in the course of exploring,
researching, understanding, manag-
ing, and utilizing Space.

Over the past decade, the space sec-
tor has undergone a profound trans-
formation with the integration of space
into society and economy. Space infra-
structure and data now provide servic-
es for citizens, P.A. and businesses. As
a result, space systems value creation
is no longer dominated by hardware
performance alone, but increasingly
by software, algorithms, and data use
across missions and domains trans-
forming core activities.

Traditionally, the space sector was
considered as a standalone domain,
primarily associated with scientific re-

search and exploration. While this re-
mains a critical pillar, it represents on-
ly a portion of today's broader space
economy, which is increasingly over-
lapping with adjacent industries. The
space ecosystem can be represented
in three key segments. First, the up-
stream segment includes the scientific
and technological foundations of space
programs, manufacturing and produc-
tion of space infrastructure. Second,
the downstream segment covers all the
operational uses of space infrastruc-
ture and ‘down-to-earth’ activities that
directly rely on the provision of space
capacity to exist and function. Third,
the wider space economy includes
space-derived activities in adjacent in-
dustries, particularly defence, security,
and telecommunications (Figure 1).

Figure 1. The main segments of the space sector

Upstream space sector

Space—derived activities
in other sectors
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A STRATEGIC AND ESSENTIAL SECTOR
FOR EUROPEAN STRATEGIC AUTONOMY
AND COMPETITIVENESS

At the European level, space is explic-
itly identified as a strategic sector es-
sential for European sovereignty, au-
tonomy, competitiveness and securi-
ty. In particular, this is reinforced by
two reports on EU competitive-
ness commissioned by the
European Commission
and published in 2024:
‘Future of European
Competitiveness’ by
Mario Draghi and
‘Much more than a
market’ by Enrico
Letta. Together,
they offer a com-
plementary per-
spective on why
a strong and re-
silient European
space sector is es-
sential to Europe's
future.
On the one hand, in

Mario Draghi's EU competitiveness
report, space is treated as a strategic
sector mainly because it underpins
sovereignty, security, and critical in-
frastructure (navigation/timing, Earth
observation, secure connectivity), and
because Europe is atrisk of losing stra-
tegic autonomy if it depends on non-
EU launch and satellite ecosystems.
The report highlights a large invest-
ment gap versus competitors: it states
that for decades Europe’s investment
has been ~15-20% of US levels, and
that 2023 public space spending was
about $15bn in Europe vs $73bn in the
US, with China expected torise further.
On the other hand, the ‘Much more
than a market’ report outlines the im-
portance of a dynamic space sector,
capable of thriving in the harsh global
competition and providing the appro-
priate instruments for Europe’s strate-
gic autonomy and security.

Both reports converge on a common

diagnosis: Europe’s current approach,
characterized by fragmentation of in-
stitutional actors and rules, a weight-
ed distribution of funding across Eu-
rope for the full spectrum of activities,
and insufficient financial instruments
to stimulate private capital, must be

revised. They advocate for a more inte-
grated and harmonized strategy, that
simplifies the institutional landscape,
improves coordination and strength-

en funding mechanisms to acceler-
ate innovation, scaling and investment
across the space ecosystem.
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THE EUROPEAN SPACE ECONOMY IS EXPANDING,

BUT MORE SLOWLY THAN THE GLOBAL SPACE
INDUSTRY AS A WHOLE

The European space economy has
grown by around +30% since 2020,
reaching an upstream market value of
around 4 billion USD in 2024. However,
despite the absolute growth, Europe’s
relative position is weakening. Over the
same period, the global space econo-
my increased by approximately +56%,
meaning Europe is losing share and
strategic importance in a rapidly in-
creasing market. In 2024, Europe ac-
counted for 6.3% of the global total, a
decline of -1.2 percentage points com-
pared to 2020 (Figure 2).

The weakening of relative position of
the European space economy is main-
ly rooted in a funding and demand gap
compared to the international com-
petitors, US, China and Russia. This
gap is critical because it is limiting the
ability of Europe to generate a repeat-
able, protected volume, constraining
Europe’s capacity to move beyond long
life-cycle, highly customised one-off
missions toward scalable, productised
systems with speed of innovation and
deployment.

Figure 2. Upstream space market value (billion USD), 2020 - 2024.
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GLOBAL PUBLIC SPENDING REACHED

AN ALL-TIME HIGH, BUT EUROPE’S GROWTH
HAS OCCURRED ONLY IN ABSOLUTE TERMS

European public space spending rose to a record USD 12.6 billion in 2024, anincrease
of 26% since 2020. However, this growth has lagged behind the faster expansion of
global institutional budgets, resulting in a marked loss of relative weight.

As a consequence, Europe’s share of global public space spending fell to around
10% in 2024, down from about 15% five years earlier. By comparison, the United
States and China represent the dominant institutional spenders, accounting for

approximately 61% and 15% of global public space budgets, respectively (Figure 3).
This imbalance has direct industrial implications. European prime contractors must
compete in open global markets while operating with significantly lower institutional
backing than their US and Chinese counterparts, limiting their ability to scale, invest,

and secure sustained demand for major programmes.

Figure 3. Total Public investments in space economy* Global and Europe,

(billion USD), 2020 - 2024 (Left) and (% value) 2024 (Right).
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BEYOND THE FUNDING GAP,

EUROPE LAGS

COMPETITORS IN BOTH INSTITUTIONAL SCALE
AND COMMERCIAL LAUNCH CADENCE

Europe accounts for only 7% of the total
mass launched for governmentprograms
between 2015 and 2024, compared to
34% for the US and 30% for China (Fig-
ure 4). This significant gap is mainly ex-

plained by the absence of a large-scale
European human spaceflight program,
one of the major drivers of the heavy mass
launched by the US, China, and Russia
capturing space demand.

At the same time, the rapid rise of ver-
tically integrated constellations re-
shaped the market, allowing compet-
itors to dominate also on launch fre-
quency and volume in ways Europe

Figure 5. Number of launches by origin of Launch Service Provider (absolute values), 2020 and 2024
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has not yet matched. In 2024, the US
conducted more than half of global
launches, of which around 60% (90)
were conducted by SpaceX to launch
Starlink (Figure 5).

Europe’s launch industry has struggled
to capture the new volume created by
the space economy'’s shift from GEO
(Geostationary Orbit) missions toward
LEO (Low Earth Orbit) constellations.
It has remained anchored to traditional
one-off missions and has not yet adapt-
ed the scalable, industrialised, and rap-
id deployment model that now defines
competitiveness.

Source: TEHA Group elaboration

on Eurospace LEAT data, 2026
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FOCUSING /SPECIFICALLY ON EUROPE’S WORKFORCE,

FOUR MAJOR CHALLENGES ARE CONSTRAINING
THE SECTOR’S DEVELOPMENT

TheEuropeanupstreamsectorhasshown
a stable workforce growth with an annual
growth around 5%, reaching 66.1k FTE in
2024 (Figure 6). This can be read as a sig-
nal of a growing talent base and a broadly
healthy industrial ecosystem in terms of

1. Productivity decline

jobs. However, headcountgrowth aloneis
not enough to close the competitiveness
gap described earlier (low funding inten-
sity, industrialization, and speed).

At a European level, four structural is-
sues are holding the market back:

2. Limited workforce diversity

3. Talent unevenly distributed (country & company type)

4. Competition from adjacent sectors

Figure 6. Total FTE in Upstream sector Europe (thousand FTE), 2014 - 2024.
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OVER THE PAST 10

SECTOR PRODUCTIVITY DECLINED,

YEARS,

THE EUROPEAN SPACE
IN CONTRAST

WITH THE PRODUCTIVITY GROWTH ACHIEVED

IN OTHER SECTORS

Employment grew two times faster than
sales over the past decade (+62% vs +29%).
As aresult, productivity, measured as sales
per employee, fell by 20%, from €166k per
employee in 2014 to 133k (Figure 7).

The gap becomes even clearer compared

ACROSS EUROPEAN

with other major EU sectors: while the space
sector’s productivity declined by 20% over
10 years, pharmaceuticals increased by
65.9%, programming & IT by 47.9%, and the
broader manufacturing industry by 36.6%
(Figure 8). This may be partially explained

COUNTRIES

by the growing number of new space com-
panies, many of which are still in the scale-
up phase, where headcount and capabili-
ties are built ahead of revenue generation.

Figure 7. European space industry employment (left), sales (right), productivity (bottom)

(thousands, million €, th d € per
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Figure 8. Relative Productivity differential
(Turnover per employee) EU27 (% value), 2014-2024.
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THE EUROPEAN SPACE WORKFORCE
IS CHARACTERIZED BY HIGHLY SKILLED AND EDUCATED
TALENT, BUT WITH LIMITED DIVERSITY

The space sector attracts a high share of highly skilled workers, with 67% of employees structural issue for widening the talent pipeline and improving long-term workforce
holding Master’s or PhD-level degrees (Figure 9A). This reflects the sector’s strong sustainability. While gender remains a key dimension, diversity should be pursued
reliance on advanced engineering skills and its inherently knowledge-intensive na- across all its forms—including educational backgrounds, nationalities, disciplines, and
ture. However, the talent pool remains underrepresented by women, accounting for career pathways. Broadening the talent base beyond traditional profiles can enhance
only 22.9% of the workforce with an average age of 43.2 years (Figure 9B and 9C). This the sector’s long-term competitiveness and resilience.

gender imbalance is broadly in line with STEM occupations overall, but it remains a

Figure 9. Space industry employees’ qualification (% values), 2023 (9A, Right); Average age of space industry employees Europe (absolute value), 2023 (9B, Center);
Gender distribution of the space workforce Europe (% value), 2023 (9C, Left).
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TALENT IS UNEVENLY DISTRIBUTED AT BOTH ——
A GEOGRAPHICAL AND AN INDUSTRIAL LEVEL employment by size

(% values), 2024.
46%
Large 4
Another key structural problem is talent concentration. On the one hand, geograph- On the other hand, there is industrial concentration, with four large industrial groups
ical concentration, where talent is unevenly distributed across a small number of responsible for half of the total European space employment (Figure 11). While this
countries. More than 80% of total space workforce in Europe is concentrated in provides stability and critical mass, it can also slow down market dynamics, reducing
5 countries, namely, France, Germany, Italy, UK and Spain (Figure 10). This limits competitive pressure and cross-firm mobility, limiting the density of interactions typ- 26%
cross-European scaling and makes it harder to build continent-wide supply chains ical of fast-innovating ecosystems, and raising barriers for new entrants and smaller Midcaps
that can support high-cadence production. suppliers to scale and access major programs.
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POOR RETENTION OF TALENT
IS LIMITING TALENT

AVAILABILITY

Talent retention is a final structur-
al challenge for Europe's space sec-
tor. While intra-sector mobility does
not directly reduce the overall talent
pool, persistent retention difficulties
at company level can, over time, erode
the industry’s ability to retain skilled
workers, particularly when wage pres-
sures and limited development paths
push talent toward adjacent sectors.
At the firm level, competition for tal-
ent comes both from within the space
ecosystem and from adjacent sectors.
Internal competition is cited as a key
driver of poor retention by 57% of re-
spondents to the Space Skills Alliance
survey, while talent outflows to adja-
cent sectors, though less frequent, still
affect 16% of companies.

At the same time, sector-specific con-
ditions also contribute to attrition. Low

salaries are reported as a retention is-
sue by 48% of respondents, and a lack
of career development opportunities
by 34%. These factors are particularly
relevant from a sector-wide perspec-
tive, as dissatisfied talent may exit
space altogether rather than move be-
tween competitors (Figure 12).

Figure 12. Causes of poor retention (% value), 2023.
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EUROPE’S SPACE WORKFORCE COULD HIT

124K FTE BY 28030,

MUST BE ADDRESSED

Ifthe growth pace observed since 2020
is maintained, Europe’s space work-
force could reach around 100k FTE by
2030, anincrease of around 52% (about
+34.3k FTE) (Figure 13). This project-
ed expansion signals strong momen-
tum, but it also raises the stakes: scal-
ing headcount without addressing the
structural constraints identified in this
chapter would risk widening the gap
between workforce size and industrial
performance.

To ensure that workforce growth trans-
lates into competitiveness, Europe will
need to act on two fronts. First, it must
tackle these structural challenges to
unlock productivity, broaden partic-
ipation, and enable cross-European
scaling. Second, it must anticipate and

adapt to the technological shifts re-
shaping the upstream sector.

The following chapters deepen this
analysis by examining the European
space workforce in greater detail, fo-
cusing on skills demand and its evolu-
tion, workforce mobility across firms,
sectors, and geographies, and a review
of relevant international workforce ini-
tiatives.

The analysis maps current needs
across the space ecosystem, identi-
fies emerging and critical skills gaps,
and tracks sectoral and geographical
mobility patterns. Finally, it proposes
practical recommendations to support
the development of a competitive, fu-
ture-ready talent base for the Europe-

an space sector.

BUT SEVERAL CHALLENGES

Figure 13. Total FTE in Upstream sector Europe (thousand FTE), 2020 - 2030e.
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THE SKILLS DIGITAL TWIN

OF THE EUROPEAN SPACE ECOSYSTEM

Workforce and talent are key drivers of
industrial competitiveness. In the Eu-
ropean space ecosystem, they have
become a strategic constraint: without
a stronger and future-oriented talent
base, Europe risks further erosion of its
position in an increasingly competitive
global space environment. Strength-
ening the workforce is therefore not
only a human-capital priority, but a
prerequisite to sustain leadership, ac-
celerate industrialization and maintain
strategic autonomy.

A clear view of how skills are evolving is
essential. Understanding which com-
petencies companies are demanding,
where shortages are emerging and
how roles are transforming provides
a practical way to assess the sector’s
ability to innovate and remain compet-

itive. It also enables policymakers and
industry to anticipate the critical skills
Europe will need tomorrow, rather than
reacting only once the gap has already
become a constraint.

To support this objective, the report
develops a Skills Digital Twin of the Eu-
ropean Space ecosystem: a structured
mapping of the workforce skills and
talent demand distribution across the
European aerospace sector, with the
goal of identifying and analysing cur-
rent and future skill gaps.

The analysis relies on a proprietary Al-
based system designed to extract and
process large volumes of unstructured
LinkedIn data, enabling scalable, da-
ta-driven insights into skills demand
and its evolution over time.

Chapter 2
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LINKEDIN-BASED ANALYSIS TO TURN FRAGMENTED
ONLINE /JOB-POSTING DATA INTO A STRUCTURED
VIEW OF EUROPE’S AEROSPACE SKILLS DEMAND

More specifically, the LinkedIn-based
tool combines two complementary
technologies, web scraping and Natural
Language Processing (NLP), to collect,
structure and interpret large volumes
of unstructured labour-market data.
First, web scraping techniques are
used to systematically collect job post-
ings and professional profile informa-
tion from LinkedIn. This process ena-
bles the construction of a structured
dataset capturing job advertisements
across leading aerospace companies,
including key attributes such as job ti-
tle, employer, location, seniority level,
contract type, number of applicants,
job ' description, and listed require-
ments.

Second, NLP methods are applied to

the textual content of job descriptions
in order to extract, classify, and clus-
ter the skills mentioned in the post-
ings, distinguishing between technical
skills and transversal competencies,
and identifying recurring skill bundles
across roles and sub-sectors.

By integrating web scraping and NLP,
the approach converts large volumes
of unstructured online information in-
to structured, evidence-based insights
on skills demand in the European aer-
ospace and space labour market. This
provides a robust foundation to as-
sess which hard and soft skills are most
sought by employers and how demand
isevolvingover time. The detailed meth-
odology and sample selection criteria
are provided in Appendix A.

Information extracted:

= Job title

= Company name

= Office location

= Place of work

= Number of applicants
= Seniority level

= Contract type

= skitts @

= Job description

The tool collects all job postings

published on Linkedln in Europe
by space enterprises after

15 December 2825

(the tool’s launch date).
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EUROPEAN SPACE HIRING DEMAND IS HIGHLY

CONCENTRATED GEOGRAPHICALLY,

WITH SIX COUNTRIES ACCOUNTING FOR MORE

THAN 88% OF JOB POSTS

The LinkedIn-based analysis covers
around three months of job postings,
from 15% December 2025 to 30" March
2026. Itincludes more than 8.9k LinkedIn
job advertisements published by Europe-
an space and aerospace organizations,
equivalent in volume to around 14.2% of
the current European aerospace work-
force. This coverage can be considered a
reasonable proxy for active labour market
demand, although its representativeness
is constrained by the limited observation
window and may introduce biases related
to seasonality, temporary demand fluc-
tuations, and other short-term factors.
The evidence reveals a strong geograph-
ical concentration of hiring activity. Ap-
proximately 84% of all job postings orig-
inate from just six countries, namely the
United Kingdom, France, Sweden, Ger-
many, Spain, and the Netherlands (Figure
1). These countries collectively form the
core employment hubs of the European
space ecosystem, hosting a large share
of prime contractors, system integrators,
research centres, and fast-growing space
start-ups.

Figure 1. Job posts distribution by country (left: geographical representation; right: absolute values), 15/12/25 - 30/03/26.
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DEMAND CONCENTRATION EXTENDS TO COMPANY

SIZE,

This concentration is not only geo-
graphical, but also structural. Labour
demand in the European space sector
is heavily concentrated by company
size (see Appendix A for more details
on company classification), with large
firms accounting for approximately
90% of all job postings, while startups,

represent just 7.2%, and SMEs only 2.9%
(Figure 2). This underscores the domi-
nant role of established industrial play-
ers in shaping workforce demand, with
their extensive programme portfolios,
long-term contracts, and stable institu-
tional funding.

At firm level, the concentration is even

WITH LARGE FIRMS ACCOUNTING
FOR NEARLY 98% OF JOB POSTINGS

more striking: 65% of total European
job postings come from just five enter-
prises, with Airbus leading, followed
by Safran, Leonardo, Saab and Serco,
while the remaining firms in the top 15
contribute substantially smaller vol-
umes (Figure 3).

Figure 3. Top 15 companies with most job posts (absolute values), 15/12/25 - 30/03/26.
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CROSS—-BORDER HIRING IS INCREASINGLY COMMON
IN THE SECTOR, SIGNALLING THE GRADUAL
EMERGENCE OF A MORE PAN—-EUROPEAN
AEROSPACE TALENT MARKET

Companies in the European space ecosystem are increasingly publishing
job postings outside their headquarters country, reflecting a progres-
sively pan-European recruitment strategy. This suggests that firms
are looking beyond national labour markets to meet growing de-
mand for specialised skills.

Among the analysed companies, Airbus and Leonardo re-
cord the highest number of job postings outside their home
countries, with 868 and 832 vacancies respectively (Fig-
ure 4). Together, these two companies account for 1,700
cross-border positions, representing approximately
20% of all job postings in the dataset.

Other major industrial players show similar patterns,
although at a smaller scale. Among the other top five
companies by total number of job posts, Safran re-
cords 268 postings outside its headquarters country,
Saab 93 and Serco 75.

This evidence points a growing internationalisation

of recruitment across the European space ecosystem,
with firms increasingly relying on a multi-country hiring
footprint to access specialised competencies and sup-
port workforce expansion.

Figure 4. Job posts demand outside
of HQ country, top 5 companies with most
job posts overall (absolute values),

15/12/25 - 30/03/26.
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AEROSPACE HIRING DEMAND IS CONCENTRATED

IN MID-SENIOR-LEVEL ROLES,

REPRESENTING 48.2% OF THE TOTAL SAMPLE

Another feature of current labour de-
mand is its concentration in experi-
encedtalent, with hiringdemandlarge-
ly focused on mid-senior roles, which
account for 48.2% of total job postings,
while entry-level positions represent
30.5% and associate roles 8.0% (Fig-
ure 5). Combined, these two catego-
ries amount to 38.4% of total demand,
remaining below the share of mid-sen-
ior roles. This gap suggests that com-
panies prioritise the recruitment of ex-
perienced profiles over junior talent,
placing greater emphasis on immedi-
ately deployable skills and operation-
al readiness than on the training and
talent-development efforts needed to
build capabilities internally.
Internships represent 10.7% of post-
ings, showing that the sector does of-
fer entry points for early-career talent.
Still, their relatively modest share sug-
gests that these channels remain sec-
ondary to the recruitment of already
experienced candidates.

Figure 5. Job posts distribution by seniority (% values),
15/12/25 - 30/03/26.
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EUROPE’S AEROSPACE TALENT DEMAND
IS ENGINEERING-LED,

AND IT REMAINS ANCHORED

IN BROAD SYSTEM CAPABILITIES RATHER
THAN SOLELY ON SPECIALISED SPACE PROFILES

To better understand the composition
of labour demand, all job advertise-
ments were classified based on job title
and description into two macro-cate-
gories: Engineering roles and Non-en-
gineering roles. Engineering roles were
then further segmented into sub-cat-
egories, distinguishing between space
engineering profiles and other engi-
neering profiles.

The results show that hiring demand in
the European aerospace ecosystem is
mostly engineering-driven, with 73.5%
of job posts seeking engineering roles,
compared with 26.5% for non-engi-
neering positions (Figure 6).

Within the engineering perimeter,
38.8% of postings correspond to space
engineering roles, while the larger
share, 61.2%, relates to other engineer-

ing profiles. Among these, the most
frequently requested are Software
Engineering (13% of total engineering
posts), Quality Engineering (12%), Me-
chanical Engineering (11%). This indi-
catesthat, although the sectoris highly
engineering-intensive, demand is not
concentrated solely in space-specific
profiles, butitrelies to alarge extenton
broader engineering capabilities that
support the design, integration, opera-
tion and scaling of aerospace systems.
This distribution implies that Europe's
space ecosystemisnotonly competing
for highly specialised space talent, but
also for a wider pool of core engineer-
ing profiles that are in demand across
multiple industries, exposing the sec-
tor to broader cross-sector competi-
tion.

Figure 6. Job posts distribution by type of educational background (% values), 15/12/25 - 30/03/26.
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ONE IN SIX SPACE ENGINEERING JOB POSTINGS
SEEKS SYSTEMS ENGINEERING PROFILES

A more granular view of space engi-
neering postings, particularly across
the space engineering sub-categories
most relevant to ESA, showsa concen-
tration in a few technical domains. Sys-
tems engineering is the most demand-
ed space engineering sub-category,
accounting for 15.8% of all engineering
jobs, followed by Systems Security En-
gineering (5.1%), Al Systems Engineer-
ing (3.1%), and Structures Engineering
(2.9%) (Figure 7).

Notably, the relevance of Al Systems
Engineering and Flight Software En-
gineering points to a gradual shift in
the technical backbone of the sector.
As space systems become more soft-
ware-defined, autonomous, and da-
ta-intensive, demand is expanding for
hybrid engineering capabilities that
combine classical aerospace knowl-
edge with digital and software exper-
tise.

15/12/25 - 30/03/26.
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MOVING TOWARDS A T-SHAPED TALENT PROFILE
THAT COMBINES TECHNICAL EXPERTISE WITH

TRANSVERSAL CAPABILITIES

This shift in the role mix is also re-
flected in the underlying skills profile
emerging from job postings. To bet-
ter interpret the skills demanded in
vacancies, the analysis groups com-
petencies into eight clusters, which
can in turn be organised into broader
macro-clusters:

e Transversal soft skills: the soft ca-
pabilities including analytical think-
ing, problem-solving, communica-
tion, teamwork, and coordination;
Digital and Al skills: largely transver-

sal and increasingly relevant across
sectors, but treated separately to
capture the rising importance of
software, data, and Al capabilities;

o Space-specific skills: domain-ori-
ented technical expertise directly
linked to the design, development,
and operation of space systems, in-
cluding also frontier technologies

that reflect emerging capabilities
shaping the future of the sector.

This structure can be read through the
lens of T-shaped skills, a framework in-
creasingly used to describe the capa-
bilities required in complex, technolo-
gy-drivenindustries. Inthis model, pro-
fessionals combine deep expertise in
a specific domain (the vertical dimen-
sion of the “T") with broader transver-
sal competencies that enable collabo-
ration across disciplines (the horizon-
tal dimension).

The objective is to assess whether the
European space labour market is al-
ready moving towards this T-shaped
profile, in which specialised engineer-
ing expertise is increasingly comple-
mented by the transversal and digital
capabilities needed to manage com-
plex, multidisciplinary programmes.

Transversal skills

i ]
Soft skills & AI skills

¢—— Deep domain expertise ——>



TRANSVERSAL CAPABILITIES LEAD RECRUITMENT

DEMAND,

WHILE PYTHON STANDS 0OUT

AS THE TOP TECHNICAL SKILL

The analysis highlights the strong
prominence of transversal competen-
cies in aerospace job postings. Com-
munication skills appeared in 33% of

33%
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postings, followed by team collabora-
tion (23%), project management (17%),
problem-solving (12%) and analytical
skills (9%). This pattern reflects the

Figure 8. Top 15 skills demanded in job posts (% values), 15/12/25 - 30/03/26.
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collaborative and multidisciplinary na-
ture of aerospace programs, where co-
ordination across complex technical
systems and project teams is essential
(Figure 8).

Among technical competencies, Py-
thon emerges as the most frequently
cited programming skill, appearing in
approximately 9% of job postings. Its
prominence reflects the growing im-
portance of data analysis, software de-
velopment, automation and modelling

7% 7% 7%

leadership
Continuous
improvement
Technical
documentation

Team

for}
B

Collaboration

within modern aerospace activities.
The distribution suggests that aero-
space employers increasingly value a
combination of strong interpersonal
capabilities and technical-digital ex-
pertise. This trend is consistent with
the T-shaped skill profile, where spe-
cialised technical knowledge is com-
plemented by transversal competen-
cies enabling professionals to operate
effectively within complex, multidisci-
plinary engineering environments.
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Source: TEHA Group elaboration
on LinkedIn data, 2026

Chapter 2 45



TRANSVERSAL SKILLS ARE THE MOST PERVASIVE

ACROSS JOB POSTINGS,

WHILE DIGITAL DEMAND

IS HIGHEST AMONG STARTUPS AND SMES

This signal becomes even more evident
when skills are aggregated into broad-
er clusters. Transversal competencies
are the most widespread: 92.5% of job
postings require analytical and prob-

lem-solving skills, while 90.1% demand
communication and teamwork, fol-
lowed by digital skills present in 66.1%
of job ads (Figure 9).

By contrast, space-specific techni-

cal capabilities are less pervasive, al-
though they remain essential to core
sector activities. Systems and Mis-
sion Engineering skills are present in
51.9% of postings, while other special-

Figure 9. Skills clusters demanded in job posts (% values, excluding N/A), 15/12/25 - 30/03/26.
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Source: TEHA Group elaboration
on LinkedIn data, 2026

ised capabilities account for smaller
shares, reflecting their more targeted
and role-specific nature.
Withinthisbroader pattern,demand for
digital skills varies by firm type. Smaller
companies show the highestincidence
of digital skills in job postings, appear-
ing in 75.0% of job ads among startups
and 77.1% among SMEs, compared with
64.9% among large firms (Figure 10).
This may reflect differences in organi-
zational structure and workforce com-
position, as smaller and younger firms
often require broader and more versa-
tile profiles, while large firms tend to
have a broader diversification of roles,
including functions where digital com-
petencies are less central.

Overall, the evidence suggests that the
European aerospace labour market in-
creasingly values acombination of trans-
versal capabilities, digital competencies
and specialised engineering expertise,
reinforcing the emergence of T-shaped
skill profiles within the sector.

Figure 10. Digital skills
demand by firm type

(% values), 15/12/25 -
30/03/26.

75.0% | 77.1%
64.9%
Large Startup| SME

Source: TEHA Group elaboration
on LinkedIn data, 2026
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SOFTWARE, DATA,
AND ERP COMPETENCIES DOMINATE DIGITAL DEMAND
IN THE EUROPEAN SPACE SECTOR

Digital capabilities are becoming in-
creasingly foundational across the
aerospace ecosystem, reinforcing the
pattern emerged from the role distri-
bution analysis, with digital capabili-
ties becoming a core component of the
sector’s talent pool. A more granular
view on the specific digital skills men-
tioned in job postings shows that the
most in demand across the European
space sector are software engineering
and data-driven capabilities. Program-
ming languages, such as Python, C++
and Java, dominate the top ranks. No-
tably, cloud and DevOps tools, as well
as Machine Learning competencies
feature prominently alongside tradi-
tional engineering software like CATIA
V5, pointing to a sector that is rapidly
converging around modern IT practic-
es while still relying on domain-specif-
ic simulation and design tools.

CLOUD

(

Figure 11. Top 20 digital & Al skills demanded in job posts (absolute values), 15/12/25 - 30/03/26.

Software Microsoft
development office
NEVE]
Excel

Machine
Learning
Docker
MATLAB
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JavaScript Catia V5

. Software engineering . Data, analytics & ML

Source: TEHA Group elaboration
on LinkedIn data, 2026
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NOT ALL HIGH-DEMAND DIGITAL SKILLS ARE
EQUALLY RESILIENT, WITH SOME FACING GREATER
EXPOSURE TO AI-DRIVEN DISRUPTION

Programming
= Python
= CH

= Java

Despite remaining strongly requested
in job postings, several digital compe-
tencies may already face growing dis-
ruption risks due to rapid advances in
Al and automation.

Traditional programming (e.g., Python,
C++, Java) and data analytics tools
(e.g., MATLAB, SQL) may become in-
creasingly exposed as generative Al
systems expand their coding, testing,
and analytical capabilities. Other do-

Data
& AI Analytics

= MATLAB
= Machine Learning
= SQL

mains such as Cloud & DevOps tech-
nologies (e.g., AWS, Linux, Docker, Ku-
bernetes) and enterprise or project
management tools (e.g., SAP, Jira, Ag-
ile) appear comparatively less exposed
inthe near term, as they continue tore-
ly more heavily on infrastructure man-
agement, systems integration, govern-
ance, and organisational coordination.
Therefore, the challenge is not simply
to expand digital capabilities, but to

Cloud

& DevOps

= AWS
Linux

| |
= Docker
= Kubernetes

anticipate how technological change
may alter the relative value of different
digital skills over time. Workforce de-
velopment strategies will need to fo-
cus not only on current shortages, but
also on the adaptability of the talent
base as Al reshapes the boundaries
between automatable technical tasks
and higher-value system, integration,
and decision-support functions.

ERP
& methodology

= SAP
= Jira
= Agile

Imminent disruption risk

y 4

Lower disruption risk
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HIRING DATA CONFIRMS THE IMPORTANCE

OF T-SHAPED SKILL PROFILES

IN THE EUROPEAN SPACE LABOUR MARKET

Hiring demand in the European aero-
space ecosystem is highly concentrated
bothgeographicallyandstructurally, with
a strong orientation toward engineering
roles. At the same time, job postings in-
creasingly combine deep technical ex-
pertise with transversal and digital capa-
bilities, signaling a shift toward T-shaped
talent profiles. Transversal competen-
cies appear in almost all postings (an-
alytical and problem-solving skills in
92.5%, communication and teamwork in
90.1%), while digital and Al skills appear
in 66.1% of vacancies, confirming the sig-
nificant role of software-driven capabili-
ties across the sector.

While these findings highlight how the

sector’s skills demand is evolving, un-
derstanding the sustainability of this
talent base requires examining how
engineers actually move across coun-
tries, industries and employers over
their careers. To examine how this
evolving skill demand translates into
actual career trajectories, it is neces-
sary to look beyond job postings.

The next chapter therefore analyses
the career trajectories of aerospace
engineers after graduation, explor-
ing where they work, how talent flows
across sectors and geographies, and
how effectively the space ecosystem
converts its educational pipeline into
long-term sector employment.
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MAPPING THE PIPELINE:

WHAT HAPPENS TO EUROPE’S AEROSPACE

ENGINEERS AFTER GRADUATION

Europe has a network of leading tech-
nical universities that produce a sub-
stantial pool of graduates relevant to
the space sector. But what actually
happens to these engineers after grad-
uation? To address this question, TE-
HA developed a proprietary analytical
framework based on LinkedIn profile
data, enabling the reconstruction of
career trajectories for a large and rep-
resentative sample of European aero-
space engineers. The detailed method-
ology is provided in Appendix B.

The analysiscovers 13,764 LinkedIn pro-
files of individuals with an aerospace

KEY GUIDING
QUESTIONS
OF THE ANALYSIS

engineering educational background
who graduated from 28 universities in
ESA countries ranked in the QS top 100
World University Rankings for Engineer-
ingand Technology 2025 (See Appendix
B). Equivalent to approximately 22% of
the total full-time equivalent workforce
within the European space industry
(62.3k, as noted in Chapter 1), the sam-
ple carries substantial analytical weight
and yields meaningful findings. It allows
exploration of four dimensions of talent
dynamics that typical workforce statis-
tics cannot capture and that have not
been extensively studied quantitatively.

Where do aerospace
engineers currently
work, and how large
is the conversion
gap between training
and sector
employment?

What are the
dynamics of career
progression,

and how does talent
move in and out

of the space sector?

Which industries

is the space sector
competing with

for this talent,

and what are the
dominant alternative
destinations?

A N

What are the
geographical
patterns of talent
retention and
mobility across
European countries,
and which nations
attract or lose

the most engineers?
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59% OF AEROSPACE ENGINEERS NOW WORK

IN THE /SAME COUNTRY WHERE THEY STUDIED,
BUT ONE IN SIX GRADUATES TRAINED

IN EUROPE IS NOW WORKING ABROAD

Figure 1. Flows from university country to current job country (absolute values), 2026.
Note: the chart includes 10.7k profiles, as data is missing for the others.

United Kingdom:
3,050

Germany: 2,252

Italy: 1,307
Spain: 983
Netherlands: 921
France: 600
Switzerland: 584
Sweden: 431

Belgium: 381
Denmark: 217

The engineers included in the analy-
sis were trained at universities across
10 European countries, with the Unit-
ed Kingdom and Germany accounting
for the largest shares of the sample, at
30.7% and 20.3%, respectively.

A comparison between country of
study and current country of employ-
mentshows thatmostaerospace grad-
uates remain in Europe to pursue their

Same: 6,308

I Europe: 2,707

IExtr‘a Europe: 1,711

careers. Overall, 59% work in the same
country where they studied, while 25%
have movedto another European coun-
try. At the same time, the talent sys-
tem remains exposed to a meaningful
outflow towards non-European labour
markets, with 16% of engineers trained
in Europe having left the region and
currently working abroad (Figure 1).

Current job country
is the same as
university country

Current job country
is different,
but still in Europe

Current job country

is different
and outside Europe

Source: TEHA Group elaboration
on LinkedIn data, 2@826.
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THE US EMERGES AS THE LEADING
DESTINATION BEYOND EUROPE

Germany and the United Kingdom are
thetwomostrepresented destinations,
accounting for 20% and 17% of current
employment respectively (Figure 2).
Among the top 15 countries, the United

States is the first non-European loca-
tion, attracting 6% of the engineers in
the sample. Other significant destina-
tions outside Europe include India, as
well as the UAE, Canada and Australia.

These patterns suggest that while Eu-
rope retains the majority of its aero-
space graduates, the talent base is
nonetheless internationally mobile and
exposed to external pull factors.

Figure 2. Current location where aerospace profiles work (% values), 2026.
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FRANCE IS THE ONLY COUNTRY RECORDING A NET

GAIN FROM INTRA-EUROPEAN

Building on the distribution of cur-
rent employment, the analysis meas-
ures three related dimensions for each
country to offer a nuanced view of in-
tra-European mobility of aerospace
engineers: retention of domestical-
ly trained engineers, attraction of for-
eign-trained engineers and the net
talent balance, measured as the delta
between where engineers studied and
where they currently work.

Onretention, Italy, Germanyand France
lead, each holding more thantwo thirds
of their domestically trained engineers,
with Italy recording the highest rate at
71.3%. On talent inflow, France is the
most attractive country, with 52% of

engineers currently working there hav-
ing been educated abroad, followed by
Switzerland at 39%.

Taken together, France emerges as the
only country that attracts more talent
than it loses (Figure 3), underscoring
the attractiveness of its labour mar-
ket, potentially linked to the concen-
tration of major aerospace players in
the country. Every other country in the
analysis is a net exporter of talent. The
UK stands out as one of the countries
losing the most engineers, a pattern
that may reflect the structural disrup-
tion to international programme inte-
gration and cross-border employment
following Brexit.

TALENT MOBILITY

Figure 3. Delta distribution of aerospace engineers, training location vs working location

(% value), 2026.
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EUROPE’S AEROSPACE TALENT PIPELINE
FACES A CONVERSION CHALLENGE:

ONLY 28% OF GRADUATES WORK
IN THE AEROSPACE SECTOR

Figure 4. Current industry clusters aerospace profiles work in (% values), 2026.

If geography shows where aerospace
talent goes, sectoral distribution helps
explain how effectively the space econ-
omy converts the educational pipeline
into sector employment. On this front,
the data highlights a critical conver-
sion challenge: only 28% of aerospace
engineering graduates in the sample
currently work in the aerospace sec-
tor (Figure 4). The second most com-

it. However, a significant share of grad-
uates is absorbed by adjacent sectors:
12.8% work in software and IT services,
and 7.5% are employed in mobility and
transportation (Figure 4).

The distribution suggests that aero-
space engineering skills are highly val-
ued well beyond the sector itself but al-
s0 points to akey issue: a large majority
of graduates trained in aerospace ulti-

mon destination is research, educa- mately build their careers elsewhere,
tion and training, which still remains highlighting the sector’s limited ability
closely connected to the space econo- to retain and leverage the talent pipe-
my and, more broadly, to the scientific line emerging from European universi-
and technological base that supports ties.
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TALENT LEAKAGE OCCURS THROUGH FRAGMENTATION
RATHER /THAN A SINGLE COMPETING INDUSTRIAL GIANT

Despite the relatively low overall sectoral Figure 5. A. Top 15 organizations employing aerospace engineers;

conversion rate, the leading organizations B. Top 15 research centers and universities employing aerospace engineers (absolute values), 2026.
hiring aerospace talent are all in the space

sector, with Leonardo and Airbus ranking o 285 204 189
first (Figure 5A). Aside from ASML, a semi-
conductor company, there is no single top-
tier corporate competitor for aerospace 117 109 99
talent, suggesting that graduates are being 89 83 68
absorbed by a multitude of smaller players 55 ot 48 48 45 45
or diverse industries rather than by a few . . - - - -
rival industrial giants.
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Source: TEHA Group elaboration
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FOUR PROFILE TYPES REVEAL
PATTERNS OF ATTRACTION

AND RETENTION ACROSS
THE SPACE SECTOR

To move beyond a static snapshot and
better understand the dynamics be-
hind talent mobility, all profiles were
clustered into four categories based

on their full career trajectories:

Loyalists: People who worked only in the
space sector throughout their careers

Entrants*: People who currentlyworkinspace
but previously worked outside the sector

Leavers: People who previously worked in
space but currently work outside the sector

Avoidants: People who have never worked in

the space sector**

* including those returning to the space sector after experience in another industry

Profiles
with space
experience

Loyalists

Entrants

Leavers

** The label “avoidants” describes career outcome, not

e in th

Prof-iles
without

any space
experience

Avoidants

ht space sector roles but found limited available opportunities.

N
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44 . 3%

OF AEROSPACE

ENGINEERS HAVE NEVER
WORKED IN THE SPACE
INDUSTRY AND 27.7% HAVE

LEFT THE SECTOR,

SUGGESTING

WEAK LONG-TERM RETENTION

Thisclassificationrevealsthatthespace
sector captures only part of the broad-
er aerospace engineering talent pool
over the course of their careers. A large
share of the sample, 44.3%, has never
worked in the space industry (Avoid-
ants) (Figure 6), whether by preference,
circumstance, or lack of accessible op-
portunities. One possible contributing
factor lies in the structure of hiring de-
mand documented in Chapter 2, where
mid-senior roles account for 48.2% of
job postings and entry-level positions
just 30.5%. This orientation toward ex-
perienced candidates may leave rela-
tively few accessible pathways for grad-
uates seeking their first role in space,
suggesting that behind the 44% figure
there may be a lack of opportunity as
much as a lack of interest. Among the

remaining 55.7% who have had at least
one professional experience in the sec-
tor, only a small minority can be con-
sidered Loyalists: just 4.9% have spent
their entire careers in space. This sug-
gests that long-term retention within
the sector is the exception rather than
the norm.

Instead, the data points to a much
more permeable talent boundary. On
the one hand, 23.1% of the total sample
joined the space sector after starting
their careers in other industries (En-
trants). On the other hand, 27.7% be-
gan in space but subsequently moved
out of the sector (Leavers). These pat-
terns indicate that the space industry
is embedded in a broader talent mar-
ket in which inflows and outflows are
both significant.

(-

Figure 6. Space industry participation (% values), 2026.
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Source: TEHA Group elaboration

on LinkedIn data,
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AEROSPACE ENGINEERS MOVE
BETWEEN FIVE MAIN INDUSTRIES
THROUGHOUT THEIR CAREERS:
RESEARCH, SOFTWARE,
MOBILITY, INDUSTRIAL

ENGINEERING AND CONSULTING

Across both Entrants and Leavers, the
same five sectors appear with consisten-
cy, and in remarkably similar proportions.
Research, education and training is
the dominant transit point in both di-
rections, accounting for around 30%
in each group (Figure 7), reflecting the
role of academia and research as a
staging ground for aerospace careers.

The second most common sector is
software and IT services, at around
20%, followed by mobility, industrial
engineering and consulting.

The symmetry across Entrants and
Leavers points to strong skill transfera-
bility and suggests that the space sec-
tor is part of a broader interconnected
talent ecosystem.

Figure 7. Top 5 industry clusters aerospace profiles moved into and out of, (% values), 2026.

36.3%

27.2%
20.3%
18.0%
11.6% 11.8%

6.0% 6.0% | , gy 5.2%
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Education IT Services Mobility & Engineering, & Professional
& Training & Internet Transportation Automation Services

& Machinery

Source: TEHA Group elaboration
on LinkedIn data, 2@826.
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AEROSPACE GRADUATES WHO

NEVER ENTER THE SPACE SECTOR
DISPERSE ACROSS A BROAD SET
OF INDUSTRIES AND COMPANIES

Figure 8. Current industry clusters Avoidants profiles started to work in (% values), 2026.
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THE CHALLENGE
FOR EUROPE

IS CONVERTING
AND RETAINING
AEROSPACE TALENT
WITHIN THE

SPACE SECTOR

The analysis of aerospace graduates’ career
trajectories points to a system that faces chal-
lenges in ensuring stable and sustained ab-
sorption into the space sector.

Most graduates remain in Europe, but this geo-
graphicretentiondoesnottranslateintosectoral
retention. Only a minority of aerospace-trained
engineers work in the aerospace sector (28%),
very few remain there throughout their careers
(5%), and cross-sector mobility is substantial
and persistent.

The findings indicate that aerospace talent is
highly portable and valued across multiple ad-
jacent industries. Aerospace engineers’ capa-
bilities are readily absorbed by a wide range of
knowledge-intensive and technology-driven
sectors. The strategic challenge forthe Europe-
an aerospace industry is therefore to strength-
en its capacity not only to attract talent, but al-
s0 to convert and retain it over time.
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SURVEY EVIDENCE PROVIDES
QUALITATIVE INSIGHTS INTO
FUTURE SKILLS REQUIREMENTS
AND TALENT GAPS IN THE
EUROPEAN SPACE SECTOR

To complement the evidence emerg-
ing from the quantitative analysis with
a more qualitative perspective, a sur-
vey was conducted among key actors
across the European space ecosystem,
including C-level executives (CEOs,
CTOs, ClOs, COOs), Heads of Human
Resources, Heads of Engineering, and
other professionals directly involved
in workforce planning and skills devel-
opment. The objective was to assess
perceptions of future workforce skill
requirements, sectoral competition
for talent, barriers to the adoption of
emerging technologies, and approach-

es to mitigating skills gaps.

By gathering the views of professionals
directly engaged in the sector and ob-
serving these dynamics first-hand, the
survey offers valuable insight into cur-
rentshortages, futuretalentneeds, and
the skills that will shape competitive-
ness in the years ahead. The analysis
covered 40 professionals across sev-
eral European countries, with a strong
concentration in Spain, Italy, Germany,
and the Netherlands, and around half
of the sample consists of respondents
working in SMEs within the space sec-
tor (Figure 1).

Figure 1. Geographical distribution (% of respondents), 2026 (A, above).
Role within the company (% of respondents), 2026 (B, below).

o

18.4%

. SME

. Large enterprise

‘ Startup

Very large enterprise

Source: TEHA Group elaboration
on Survey data, 2826
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AI/  AND CYBERSECURITY STAND OUT AS THE MOST
STRATEGIC SKILLS FOR COMPETITIVENESS BY 20830

Al and rapid technological change are
reshaping how engineering work is
done. In this context, core engineer-
ing fundamentals remain essential, yet

Figure 2. Skills needed to integrate and exploit new

technologies and remain competitive by 2030
(% of respondents), 2026.

competitiveness, followed by cyber-
security and security-by-design engi-
neering competences, cited by 59.3%.
At the same time, digital twin and

By contrast, skills often associated with
more speculative future job trends,
such as prompt design or vibe cod-
ing, are still perceived as distant and

they increasingly need to be comple- 74 1% change management are also seen non-essential in the near term, being
mented by Al integration, and the abil- i as important for integrating and lev- highlighted by only 3.7% of respond-
ity to work effectively with data and 59.3% eraging new technologies by 2030, ents (Figure 2).
- o
automated systems. Al-related capa- although they were mentioned by a
bilities were identified by 74.1% of re- L4 4% 44 4% smaller share of respondents, equal to
spondents as critical for maintaining 4@.7% 44.4% for both.
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TECHNOLOGICAL TRANSFORMATION

WILL MAKE MANY ROUTINE,
TASKS INCREASINGLY OBSOLETE

The effects of technological transfor-
mation are not limited to the emergence
of new skill requirements, tasks, and ac-
tivities. In the space sector, in particu-
lar, respondents expect Al and other
emerging technologies to progressively
replace arange of routine and repetitive
activities that can be performed more
efficiently by automated systems.

By 2030, Al will be able to outperform
humans in basic content drafting, infor-
mation retrieval and summarization ac-
cording to 59.3% and 55.6% of respond-
ents, respectively. In parallel, around
50% believe that low-level coding and
data cleaning will also be supplant-
ed by Al technologies. These findings
point to a growing shift in human con-
tribution away from execution-oriented
tasks and towards higher-value activ-
ities, such as problem framing, critical
decision-making and the integration
of technical knowledge with strategic
judgement. (Figure 3).

REPETITIVE

Figure 3. Skills most likely to be outdated by 2030 due
to automation and digital transformation
(% of respondents), 2026.
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on Survey data, 2026
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THERE 15 A CLEAR ORGANIZATIONAL
ACROSS PEOPLE
PREVENTING THE ADOPTION

READINESS GAP,

AND CAPABILITIES,
OF AI/ AND EMERGING TECHNOLOGIES

The impact of technological change
on the workforce, both in terms of new
skill requirements and shortages, and
interms of the obsolescence of existing
skills, is widely expected to intensify in
the coming years. In this context, com-
panies’ ability to anticipate and man-
agethesechangeswillbeacritical lever
of competitiveness in the space sector.
At the same time, the pace and depth
of transformation will depend not on-
ly on the technologies themselves, but
also on whether organisations are able

to create the conditions necessary to

adopt and scale them effectively.

Survey results suggest that many com-
panies in the space sector are not yet
fully prepared for this transition. Re-
spondents highlight several structur-
al barriers that continue to constrain
technology adoption at the organisa-
tional level. Three challenges emerged
as particularly significant. The first is
skill fragmentation, identified by 51.9%
of respondents. The second is organ-
isational culture, with 44.4% of com-
panies referring to legacy mindsets as
a barrier to change. The third is infra-

structure limitations, cited by 40.7% of
respondents, suggesting that techno-
logical ambition is often not matched
by the systems and tools needed to
support implementation (Figure 4).

These findings point to a clear organi-
sational readiness gap across people,
culture, and infrastructure. Address-
ing these barriers will be essential not
only to enable the adoption of Al and
emerging technologies, but also to
ensure that companies can translate
technological change into sustained

competitive advantage.

Figure 4. Primary barriers preventing the workforce from fully
adopting Al and emerging technologies (% of respondents),

2026.
51.9%

Skill fragmentation
(silos)

b, 4%

Legacy mindset

4@.7%

Infrastructure
limitations
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29.6%

& capability gaps

Skills

Source:

Chapter &
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TEHA Group elaboration
on Survey data, 20826
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THE ADJACENT SECTORS COMPETING

FOR TALENT WITH SPACE ARE
MAINLY MOBILITY AND NON-SPACE
DEFENCE PROGRAMS

As digitalisation accelerates, roles in
the space sector are becoming increas-
ingly software, data, and Al-intensive,
and are defined more by transferable
digital skills than by sector-specific
expertise. As a result, space employers
increasingly compete head-to-head for
the same profiles with organizations in
adjacent sectors, particularly defence
and security, automotive and mobility,
as well as Al and tech companies.
When asked about adjacent sectors
competing with space for talent, with
defence and security considered as
a separate category given its signifi-
cance, respondents identified defence
and security and automotive and mo-
bility as the main competing sectors,
mentioned by 55.6% and 44.4% of re-
spondents, respectively. These are fol-
lowed by other key technology-inten-
sive industries, including Al and ma-
chine learning companies and big tech
and software firms (Figure 5).

The intensity of this competition ap-
pears to be driven not only by the over-

lapin skill requirements, but also by the
comparative attractiveness of these
sectors. Adjacent sectors often offer
higher pay, stronger tooling, and clear-
er entry routes and career progression.

Figure 5. Main sectors competing with Space for talent (% of respondents), 2026.
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SKILLS SHORTAGE MITIGATION STRATEGIES MAINLY
RELY ON TALENT DEVELOPMENT RATHER THAN
CURRENT WORKFORCE RESKILLING AND RETENTION

Figure 6. Most effective strategies to counter the growing skills shortage and shifting demographics
(% of respondents), 2026.

In a context of rapid and continuous
change in both skill requirements and
occupational profiles, and with the ex-
isting workforce expected to remain
the backbone of the sector's talent
base for years to come, a clear strate-
gic implication emerged across sever-
al confidential meetings and working
groups: hiring alone will not be suffi-
cient to close widening skills gaps or
meet future workforce needs.

strengthening the current workforce.
Around half of respondents identi-
fied industry-academia joint ventures
(44.4%) as the most effective response,
followed by early talent pipeline initia-
tives at pre-university level (44.4%). By
contrast, measures aimed at the exist-
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tives, were seen as less effective and

were mentioned by a smaller share of
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QUALITATIVE SURVEY EVIDENCE PROVIDES
ADDITIONAL INSIGHTS TO SUPPORT
AND STRENGTHEN THE QUANTITATIVE

ANALYSIS FINDINGS

The qualitative evidence adds an im-
portant layer of insight and reinforces
the main findings emerging from the
quantitative analysis.

First, it confirms the growing impor-
tance of Al and digital skills as strate-
gic capabilities for maintaining com-
petitiveness in the space sector. In
particular, these competences are in-
creasingly seen not as optional com-
plements, but as core enablers of fu-
ture competitiveness.

Second, the survey confirms that the
adjacent sectors competing most di-
rectly with space for talent are those al-
ready identified in the broader market
evidence, namely non-space defence,
mobility, and technology-intensive in-
dustries.

Third, the survey provides additional
evidence on the organisational barriers
that continue to limit companies’ abil-
ity to adopt and fully exploit emerging
technologies, highlighting how organ-

isational structure, culture, capability
fragmentation, and infrastructure re-
main central obstacles to technologi-
cal transformation.

Finally, the results provide a new per-
spective on the strategies for address-
ing talent shortages. While upskilling
and reskilling are likely to become crit-
ical levers of competitiveness in a con-
text where fewer people will enter the
workforce and employees will remain
active for longer, survey results sug-
gestthatthese measuresarenotyetre-
garded as the most effective response
to current skills shortages compared
toinitiatives focused on developing the
future workforce. This suggests that,
although the importance of strength-
ening the current workforce is widely
recognised, organisational strategies
still remain more oriented towards
building new talent pipelines than to-
wards systematically transforming the
talent already in place.
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THE WAY FORWARD, TOWARD A COORDINATED

EUROPEAN SKILLS STRATEGY

The findings and evidence gathered
acrossthereportwere presented atthe
“ESA Future Skills Executive Round-
table: Preparing the Human Capital
of Tomorrow”, held on April 8th 2026
at ESA headquarters. The event was
organized as part of the ESA Skills
Digital Twin Initiative, launched by the
European Space Agency in collabora-
tion with TEHA Group. The roundtable
brought together 25 high-level stake-
holders involved in talent development
from industry, academia and interna-
tional organizations, todiscuss how the
European space sector can respond to
rapidly evolving skills needs.

For their participation and contribu-
tions, we would like to thank: Poly-
technic University of Milan, Universitat
Politécnicade Catalunya-BarcelonaT-
ech, GISIG Association, Leonardo, Sur-
rey Satellite Technology, Gdansk Uni-
versity of Technology, Titan Disruptive
Innovation Center, ArianeGroup, Space

Skills Alliance, The Exploration Com-
pany, German Aerospace Center, As-
troscale, Thales Alenia Space, Matsu-
ko, Orbex, SSC Space, TU Delft, OECD,
UNESCO Global Skills Academy, OHB
System AG, LINKS Foundation, GMV,
Eurisy, KU Leuven.

The Roundtable was structured as an
open discussion on skills needs and
systemic gaps, with participants invit-
ed to react to the key findings of the
research through their experience, in
particular discussing future compe-
tencies and talent circulation.

Building on the evidence generated
throughout the initiative, the discus-
sion offered cross-cutting perspec-
tives on the most pressing issues. This
chapter explores in depth the eight
key messages that emerged from the
exchange, which together provide the
foundation for further investigation
and analysis.
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RETHINKING PROFILES AND THE FORMATIVE
PIPELINE FOR A FAST—-EVOLVING SECTOR

1. The space sector will need mo- focus their recruitment on narrow 3. Hiring and career development

re T-shaped professionals with
strong transversal capabilities.
Future space professionals will in-
creasingly need to combine hard
technical skills with a broader set
of transversal capabilities, critical
thinking, problem-solving, adap-
tability, project management, and
communication. Purely technical,
vertical profiles are not sufficient
in environments characterized by
growing complexity, uncertainty
and rapid technological change. In
preparation of future challenges,
the sector needs are T-shaped pro-
files capable of working across fun-
ctions and disciplines. The challen-
geisthatthisshiftisnotyetreflected
in how organizations hire, train, or
structure themselves. Transversal
skills remain hard to be thoroughly
assessed, are rarely part of traditio-
nal curricula, and most companies

specializations. Resolving these
tensions requires deliberate action
at the organizational level, not only
at the level of education.

. Building the capacity tolearn and

adapt should be a priority across
the education pipeline. Universi-
ties should prepare the talents of
the future considering a number of
elements beyond today’s industry
demand. In a landscape changing
at this fast pace, curricula desi-
gned around today’s requirements
risk becoming obsolete by the time
graduates enter the workforce. In-
stead, the priority, not only at uni-
versity level but starting earlier in
the education pipeline, should be
building the foundational capaci-
ty to learn and adapt: critical thin-
king, learning agility, navigating
uncertainty, and systems thinking.

should better reflect the skills
profiles the sector needs. There is
a mismatch between the T-shaped
profiles the sector needs and the
way most hiring is still conducted,
with job postings focused on formal
qualifications,degreetitlesandnar-
row technical criteria. Overly rigid
requirements may unnecessarily
narrow the talent pool, filtering out
potential candidates from adjacent
sectors or with other backgrounds.
A shift towards skills-based hiring,
where demonstrated competen-
cies take precedence over creden-
tials, would improve the quality and
diversity of recruitment outcomes,
while also opening up the sector to
abroader range of talent. The same
logic applies internally, where rigid
role definitions and limited internal
mobility may constrain the deve-
lopment of T-shaped profiles.
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RETAINING, DEVELOPING,
TALENT IN A GLOBAL,

4. Artificial intelligence is both a

5. The space sector will need stron-

disruptive force and a potential
enabler. The pace of technological
change, and in particular the rise
of Al, adds urgency and complexi-
ty to the skills agenda. On the one
hand, some technical skills in high
demand today may be significant-
ly automated within a few years.
Investments should therefore not
focus on narrowly defined profiles
that risk becoming obsolete, but
rather on strengthening the foun-
dational skills and adaptability to
allow professionals to evolve alon-
gside technological change. On the
other hand, Al and digital tools can
themselves be deployed to acce-
lerate training design, personalise
upskilling pathways, and allow the
sector to respond more dynamical-
ly to evolving talent needs.

gerprofessi land culturalvalue
propositionst petefortal

The space sector is competing with
technology, Al, automotive, energy,
and finance companies for the sa-
me profiles. Compensation dispa-
rities affect the relative attracti-

veness of one sector compared to
another, particularly for early-care-
er professionals. However, beside
salary, talentmobility is also shaped
by factors, such as organizational
culture, working conditions, clear
career progression and a sense of
purpose and impact. Talent circu-
lation across sectors should be en-
couraged as it can facilitate know-
ledge transfer, cross-fertilization,
while also enabling the space sec-
tor to attract talent from adjacent
industries. The challenge in foste-

AND ATTRACTING
CROSS—SECTOR MARKET

ring cross-sectors’ mobility lies in
creating the conditions that make
the sector attractive financially, but
also professionally and culturally.
Thisincludes changesinleadership
culture to foster an environment
where employees feel empowered
to contribute, question, and colla-
borate cross-functionally, thereby
strengthening the transversal ca-
pabilities the sector needs.

. Reskilling and upskilling are stra-

tegic priorities to ensure wor-
kforce resilience. Reskilling and
upskilling are critical levers for su-
staining the space workforce in the
face of technological change and
evolving industry needs. The chal-
lenge is not limited to attracting
new talent but also ensuring the
existing workforce can adapt as

roles and skill requirements evolve
over time. However, a vast majority
of adults and mid-career profes-
sionals currently do not participa-
te in upskilling and reskilling op-
portunities even when available.
Efforts are needed to design ef-
fective initiatives that encourage
employees to continuously learn.
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OVERCOMING STRUCTURAL
BOTTLENECKS THROUGH

COORDINATED,
RESPONSES

7. The sector is currently facing a
structural bottleneck at the gra-
duate entry level. There is a clear
imbalance between the large num-
ber of aspiring candidates and the
limited capacity of the industry
to absorb them, as shown by or-
ganizations receiving hundreds
of applications for a single posi-
tion. Workforce expansion is often
constrained by the high costs and
significant human resource de-
mands associated with mentoring.
As a result, many organizations,
particularly small and medium-si-
zed enterprises (SMEs), struggle to
provide the level of training requi-
red for new graduates. This bott-
leneck likely explains a substan-
tial share of the 44% “avoidance”
rate, indicating that many gradua-

SYSTEM—-LEVEL

tes are not actively choosing not
to enter the sector, but are inste-
ad hindered by a lack of accessi-
ble entry-level opportunities and
practical training pathways.

. Systemic issues require coordi-

nated, systemic responses. This
set of challenges identified across
the discussion are interconnected
and cannot be solved by any single
company, university, or institution
acting alone. Fragmented, parallel
initiatives across companies and
countries are already underway,
but without coordination they risk
to be inefficient and have a limited
impact. What is needed is structu-
red collaboration to align on sha-
red standards, pool practices and
translate analysis into action.
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A BEGINNING, NOT AN END: AN ONGOING
COMMITMENT BEYOND THE ROUNDTABLE

The ESAFuture Skills Executive Round-
table was not conceived as a one-time
event, but represents the starting point
of a broader, longer-term journey. The
European Space Agency is positioned
to lead a sustained effort to keep di-
alogue and collaboration alive across
the European space ecosystem on the
question of future skills. The conver-
gence of evidence, experience, and
strategic intent that characterised the

session confirmed the relevance of the
skills agenda and the appetite of the
European space community to engage
with it seriously.

As human capital becomes increasingly
central to Europe’s competitiveness, au-
tonomy, and ability to deliver onits space
ambitions, a structured and continuous
engagement among all stakeholders will
be essential to translate today’s reflec-
tions into tomorrow’s results.
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APPENDIX A:

METHODOLOGICAL NOTE

ON THE ANALYSIS

OF SPACE LABOUR DEMAND

(JOB POSTINGS)

The analysis of the labour demand in
the European space sector was con-
ducted on a sample made of 50 space
companies. The scope of the analysis
was limited to space-sector organi-
zations, excluding entities in adjacent
sectors, to maintain a clear and con-
sistent focus on the space ecosystem.
The sample was built to ensure both
geographical coverage across ESA
Member States and a balanced rep-
resentation of different company sizes
and stages of development. In building
the sample, the Study also drew on es-
tablished reference analyses, such as
ESPI's Talent in the European Space
Sector report, to ensure consistency
with the broader European literature.

The companies in the sample were

classified into three clusters:

® |argeenterprises: established lead-
ing companies with more than 500
employees;

® Small and medium enterprises

(SMEs): companies with fewer than

500 employees and an established

operating history (more than 10

years old);

Startups:recentlyestablishedspace

companies, founded after 2015 (up
to 10 years old), whose classifica-
tion was validated case-by-case
through a review of publicly availa-
ble information and recognised in-
dustry sources.
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List of

organizations

included
in the
sample:

I S T TN

1 AAC Clyde Space == Sweden SM Kongsberg NanoAvionics == Lithuania SME
2 Admatis — Hungary SME 27 Latitude 11 France Startup
3 Aerospacelab 108 Belgium Startup 28 Leonardo 1l Italy Large
4 Airbus 11 France Large 29 MBRYONICS il Ireland SME
5 ALL.SPACE = UK SME 30 OHB SE == Germany Large
6 ArianeGroup 10 France Large 31 Open Cosmos SiE UK Startup
7 ARIANESPACE 11 France Large 32 Orbex 28 UK Startup
8 AVIO 10 Italy Large 33 PLD Space = Spain SME
9 Beyond Gravity K3 Switzerland Large 34 Qineti@ S8 UK Large
1@ blackshark.ai — Austria Startup B85 Quadsat == Denmark Startup
11 D-Orbit 11 Italy SME 3 hocket Factory Augsburg - = Germany Startup
12 EnduroSat == Bulgaria Startup 37 Saab &= Sweden Large
13 ENPULSION = Austria Startup 38 Safran 11 France Large
14 European Space Agency — ESA 11 France Large 39 Serco Si2 UK Large
ii5) Eutelsat 18 France Large 40 SES Satellites = Luxembourg Large
16 Eventech = Latvia SME 41 Sinergise e= Slovenia SME
17 Exolaunch == Germany SME 42 SOLSTORM %= Norway Startup
18 GKN Aerospace =2 UK Large 43 Space Individuals = Austria Startup
19 GMV = Spain Large 44 Spacemanic k= Czechia Startup
20 Golbriak Space 00 == Estonia Startup 45 SSC Space = Sweden Large
21 HyImpulse =8 Germany Startup Surrey Satellite Technology v

46 Ltd (5STL) £iE UK Large
22 ICEYE + Finland Startup

47 SwissTol2 K1 Switzerland SME
23 Indra Espacio S.A. = Spain Large )

48 Telespazio Il Italy Large
24 Isar Aerospace == Germany Startup

49 Thales Alenia Space 1l France Large
25 ISISPACE Group = Netherlands SME

50 TRL Space k= Czechia SME
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TheanalysisreliedonaproprietaryLinke-
dIn-based tool, designed specifically for
this Study, which combines web scrap-
ing techniques and Natural Language
Processing (NLP) to collect, structure
and analyse job-posting data. The anal-
ysis did not consider only the headquar-
ters country of each company. Instead, it
included all job postings published in Eu-
rope by the selected companies, allow-
ing the study to capture the increasingly
pan-European character of recruitment
strategies and the cross-border opera-
tional footprint of many companies, es-
pecially large enterprises.

The Study also recognises a number of
methodological limitations. First, not
all companies rely on LinkedIn as their
sole recruitment channel, some pub-
lish vacancies also on their own corpo-
rate websites or on other specialised
job platforms. Second, the number of
job postings does not necessarily cor-

respond one-to-one with the number of
open positions, since a single posting
may refer to multiple hires. Third, the
instrument design does not allow for
comparisons with previous years, nor
with other sectors, given the absence
of equivalent historical databases built
with the same methodology and scope.
Nonetheless, LinkedIn represents a ro-
bust and standardised proxy for analys-
ing labour demand across a heteroge-
neous set of organisations, and provides
a sufficiently broad and comparable
basis for identifying hiring patterns and
emerging skills needs across the Euro-
pean space ecosystem. Future research
could usefully extend this approach by
enlarging the company perimeter to ad-
jacent sectors, lengthening the obser-
vation window, and developing compa-
rable datasets to support cross-sectoral
and time-series analysis.
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APPENDIX B:

METHODOLOGICAL NOTE

ON THE ANALYSIS

OF AEROSPACE GRADUATES’
CAREER TRAJECTORIES

(PROFILES)

The target population of the analysis
was defined as graduates with an aero-
space engineering degree from a lead-
ing European university located in an
ESA member state. University selec-
tion was based on the QS World Uni-
versity Rankings 2025 for Engineering
and Technology.

All-universities ranked in the QS Top
100 and located in one of ESA member
states were included. This produced a
list of 28 universities across 10 coun-
tries: Belgium, Denmark, France, Ger-
many, ltaly, the Netherlands, Spain,
Sweden, Switzerland, and the United
Kingdom.

List of
universities
included

in the sample:

WORLD
UNIVERSITY
RANKINGS

1 Delft University of Technology = Netherlands

2 Eindhoven University of Technology = Netherlands

3 EPFL K1 Switzerland

4 ETH Zurich Kl Switzerland

5 Imperial College London Si2 United Kingdom
6 Institut Polytechnique de Paris 11 France

7 Karlsruhe Institute of Technology == Germany

8 KTH Royal Institute of Technology == Sweden

9 KU Leuven 18 Belgium

18 Politecnico di Milano 101 Italy

11 Politecnico di Torino il Italy

12 RWTH Aachen University == Germany

13 Sapienza University of Rome 11 Italy

14 Sorbonne University i1l France

i Technical University of Denmark == Denmark

16 Technical University of Munich == Germany

17 Technische Universitat Berlin == Germany

18 Technische Universitat Dresden == Germany

19 The University of Edinburgh £i2 United Kingdom
20 The University of Manchester £i2 United Kingdom
21 University College London £i2 United Kingdom
22 Universidad Politécnica de Madrid = Spajin

23 Universitat Politécnica de Catalunya = Spain

24 Université Paris—Saclay 11 France

25 Université PSL 1V France

26 University of Cambridge S% United Kingdom
27 University of Leeds £ United Kingdom
28 University of Oxford S United Kingdom
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LinkedIn profiles were then retrieved
by combining the university list with six
aerospace-related degree disciplines:
Aerospace Engineering
Aeronautical Engineering
Aerospace Systems Engineering
Space Systems Engineering
Avionics Engineering

Satellite Systems Engineering

Profiles were included regardless of
graduation year, providing a longitudi-
nal sample that captures career pat-
terns across multiple cohorts and ca-
reer stages.

For each profile in the sample, the fol-
lowing information was extracted and
structured for analysis:

o Educational experience: university
name, country, and degree field, used
to assign each profile to its country-
of-study category and to confirm eli-
gibility for inclusion in the sample.

Professional experience: sequence
of positions held, including employ-
er, job title, industry classification,
and workplace location, used to de-
termine current employment and re-
construct career trajectories.

No personal identifying information
was extracted or analysed at any stage
of the process.
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