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~ RIVIAN

Rivian is an American automotive manufacturer that develops and builds category-defining electric vehicles and
accessories. The company creates innovative and technologically advanced products that are designed to excel at
work and play with the goal of accelerating the global transition to zero-emission transportation and energy. Rivian
vehicles are built in the United States and are sold directly to consumer and commercial customers. The company
provides a full suite of services that address the entire lifecycle of the vehicle and stay true to its mission to keep the
world adventurous forever. Whether taking families on new adventures or electrifying fleets at scale, Rivian vehicles all
share acommon goal — preserving the natural world for generations to come.

Our Vehicles Our History

RJ Scaringe founded Rivian from a clean sheetin 2009 to help
accelerate the shift toward carbon neutrality. Today, Rivian
develops and manufactures electric vehicles for the consumer
and commercial markets, charging infrastructure and energy
technology. Rivian’s IPO was the largest worldwide in 2021 and
the 12th largest in history.

% RIS - flagship SUV

% RIT - flagship pickup truck

% RCV -commercial van

% R2 - Midsize SUV Launched 2026
< R3 - highly anticipated future
launch

Rivian Internal




~sme”?
fdision

Heartland Community College

* Founded in 1990 in Normal, lllinois

« Two-year, fully accredited institution with 15 = Gomen
associate/transfer degrees and 65 certificate programs L ]

« Serves 230,000 lllinois residents over 1,724 sq. miles
» 18:1 Student-teacher ratio

4,964 credit and 11,116 non-credit students
« 1st Generation: 19%
* Minority enroliment: 37% L
» Financial Aid recipients: 72% B

« Average student age: 23 years old
. AY25-26 Full-time tuition & fees: $5,610
» Faculty: 78 full-time, 162 part-time
« Staff: 252 full-time, 116 part-time

* Founding member of the lllinois Green
Economy Network (IGEN)

* Home to one of 40 Challenger Learning Centers in United
States; one of only two at community colleges

» First-in-the-nation EV-only educational program




Continuation from Fusion 25:
From Conceptual Vision to Standardized Framework

e 2025 Context

We introduced the "Make it in lllinois"
campaign, focusing on the conceptual need
for Industry-Education-Government
partnerships

MAKE IT
IN ILLINOIS

The Evolution:

Concepts like regional marketing and
incentive activities have evolved into
tangible community measures.

@ Today’s Goal
Demonstrating how we have operationalized

State'Of't:etJ";t_ faCi[irt\: t°t these pilots to build a stronger base of
accommodate Rivian Talen manufacturing talent.

Development training programs
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Rivian Automotive Manufacturing Pipeline Strategy
(RAMP)

)

Rivian Talent Devleopment (RTD) Rivian Automotive Training Hub
, (RATH)

Degrees and Certificates

Ad Hoc Professional Development
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Moving from Silos to a Unit

The "Come Together": Joint alignment with DCEO, LWIAs, and
Heartland to overcome these initial observations

No standardized Potential for ] Manufacturers
collaboration model duplication of efforts No aligned focus on awareness of
across districts manufacturing opportunities
Grants and other incentives do o
Each seems to be doing not play well with each other. Manufapturlng is one of Abundance of_ programs
something relevant but not Programs seem to compete the hlg_hest groyvth however without a
as a unit to a common goal with each other. "Best Practice  Se€ctors with very limited network ’Fhey go
marketing unnoticed

Sharing” needs improverientinternal



Current Reality - The Candidate Funnel

Total Applications
100.0%

"We Rejected Them" (@onsolidated): Risk 1: "Quality of the

We Rejﬁecz.t‘l‘ethhem « Dowsr' Jualifications: 16.2% Labor POOI
52% of candidates were rejected

during screening. Critical gap

related to attendance, safety,

« Ineligible (Sponsorship): 1.0% and communication.

= Better Fits Candidate: 0.6%

Ready for Interview RiSK 2: "Quality Of Hi re

T 254% Lessons learned from R1 Ramp
identified need to improve the
screens process to address New
Hire Readiness as well as overall
Attrition

INTERVIEW / MANUFACTURING i

READINESS ASSESSMENT ion

V‘v \/\N
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Personas:

Who s in our Talent Pool

/CAREER
STARTER ¥

e Recently graduated high
school or trade school

e Little to no work experience

e Eager tolearn; need structure
and clear expectations

e May need soft skill
development
(professionalism, punctuality)

o /

/EXPE RIENCED IN\

MANUFACTURIN
G

e Understand production
environments and safety

e May bring habits from other
plants that differ from our
standards

e Need reinforcement of
Rivian’s expectations and
practices

o

G\IDUST RY \

SWITCHER

(Retail/Food Service)

e Experience in customer facing
roles

e Strong multitasking and work
ethic

e Need help translating soft
skills into manufacturing
context

e May need ergonomic support
for different physical demands

e Require less technical training

kpriorto hitting the floor /

" /
(TecH /g

ORIENTED

e Possibly fromautomotive
tech schools or STEM
backgrounds

e Comfortable with
troubleshooting, data, and
process improvement

e Benefit from faster exposure
to problem-solving or
technical pathways

\ /
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/RETURN TO \

WORKFORCE

e May have taken time off for
caregiving, health, or personal
reasons

e Value stability and clarity in
expectations

e Likely to be committed if
properly supported

e May need extra onboarding
time for confidence building

o /

ESL OR

\
BILINGUAL @

e May need additional language
support or translated
resources

e Bring strong work ethic and
teamwork from diverse
backgrounds

e Visual learning tools and
hands-on training work best

\ /




Addressing Quality of Hire
Realistic Job Preview Pivot



http://drive.google.com/file/d/18cPBYGAy8FAruAHRmgpf8K8WLXDojT_x/view

Addressing Quality of Hire
Internal Pipeline Development

e CMfgA Integration: Launched the Certified Manufacturing Associate
(CMfgA) framework to the entire internal production population since October
2025

o 80 ready for exam
o 20 exams Taken
o 18 Passed (90% pass rate!l!)

e EV Fundamentals Integration - kicked off prorgam with internal Serivce

Technicains with positive initial feedabck

e Validated Results: 86,040 course completions via Tooling U-SME since
2024.

e Scaling Technical Talent Depth: Kicked off 2 additional Maintenance
Technician cohorts (+24 techs) at Heartland with tuition covered by DCEO
rant funding.

Rivian Internal



Addressing Quality of the Pool:
How HCC Operationalizes the Framework

e Grant-powered alignment: $5M EV Pathways Grant funding enables regional
curriculum standardization and capacity expansion

e Aligned curriculum built around CMfgA, Tooling U, and employer-validated
competencies

e Faculty and facilities delivering hands-on training for high-demand technical roles
e Systems that scale: enrollment, screening, wraparound supports, and data tracking

e Early-pipeline integration: SME Prime technical training at Bloomington Career
Academy.

@

Rivian Internal



Addressing Quality of the Pool
Program Launch & Scale

CMfgA 5-Week Intensive:
concept (summer 2025) @ implementation (Fall 2025)

&>

@ Six cohorts completed to date
@ Two active CBO partners (YWCA, MBDC) + YouthBuild in process

Industrial Maintenance Apprenticeship expansion
Tuition & fees covered for new hires and incumbents

Rivian Internal
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Addressing Quality of the Pool fusion
Participant Pipeline & Certification Outcomes

e 77 Total CBO participants:45 MBDC, 32 YWCA

e Program includes workforce readiness, 25 ToolingU modules, pre-apprenticeship framing

e CMfgA outcomes: 35 Exam attempts, 19 passed, 54 % certified

e Pre-apprenticeship expansion supported by AACC funding to grow the community talent pool

e $350K AACC grant expanding pre-apprenticeship development across the region

e EV Pathways grant investment strengthens and standardizes the pipeline



Addressing Quality of the Pool e
Participant Pipeline & Certification Outcomes fLISIOI']

@ INSIGHT | Early outcomes show steady movement through the pipeline

(&4 35

Participants CMfgA Attempts

(45 MBDC, 32 YWCA)

19 70%

CMfgA Passes (54%) Average Exam Score

AACC expanding pre-apprenticeship EV Pathways standardizing training



Addressing Quality of the Pool
Customized Training, Apprenticeships & Next Steps

Customized Training Delivered
® Paintless Dent Repair

OSHA 30

Project Management

Plastic Extrusion

Controls/PLC

Apprenticeship Training at HCC

® 11DOL registered programs (Industrial Maintenance, Tool & Die)
® 2021: 6 (84 credit hours) — Avg. age - 25

® 2026:75 (1,234 credit hours) — Avg. age - 33

® 2027 early enrollment: 47 (381 credit hours)

What’s Next

® Scaling CMfgA delivery

Deepening apprenticeship pathways

Expanding access through CBO partnership

Addressing limited CBO capacity by developing broader training channels and earlier K-12 engagement
Leveraging EV Pathways + SME Prime to strengthen early-pipeline alignment and long-term scalability

Rivian Internal 6




Addressing Quality of the Pool:
The CBO Experience: Barrier Reduction & Opportunity

e Humanizing the Data
o Direct oversight of particpants engaged in the CMfgA
o Addressing the "Human Factor": Providing the wraparound supports (stipends)
that allow underserved talent to focus on technical mastery

e The CMfgA as aleveler

o Using standardized curriculum to provide a "shared foundational baseline" for
candidates with diverse backgrounds.

o Insights into the 54% certification rate: Identifying literacy and tech-readiness

gaps to inform future coaching

e Futurework with a CEJA Workforce Hub

@
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What are CEJA Workforce Hubs?

e The Climate and Equitable Jobs Act (CEJA):
o Sets lllinois on path to 100% renewable energy by 2050
o Incentivizes renewable energy development;
o Accelerates electric vehicle (EV) adoption
o Creates statewide clean energy workforce training programs with funding for
stipends and wrap-around supports
o Equitably supports communities facing energy transitions and much more

e CEJA Workforce Hubs are located across the state in areas with concentrations of
underserved people. They are funded to provide
o Essential employability skills and clean energy basics training
o Job-specific training in a clean energy field
o A $13/hour stipend plus wrap around supports
O

Transition services to place them in a job in their field

Rivian Internal



The Challenge:

Connect manufacturers with a trained, qualified workforce to
meet employer production timelines

Workforce System Support and Implementation

e Aligning employer demand with workforce, training, and community partners in
manufacturing and clean energy sectors

e WIOA, DCEO, CEJA &local workforce resources support work
e Trainingincludes short-term credentials, apprenticeships, and degree pathways
e Fivelocal workforce areas coordinating recruitment & outreach

 |MEC supports ecosystem assessment and sector strategies

@
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Regional Business Services
Coordination

e Regional coordination across five local workforce areas to support a shared
employer

e Alignment of outreach, recruitment and candidate flow across the region
e Ongoing coordination through regular communication and shared planning

* Early-stage approach designed to support more consistent, regional
engagement

@



Connecting to Workforce Hubs

» CMfgA fits neatly with CEJA:
e Short term training
e Industry credential
» Inafield that advances CEJA goals (accelerating EV adoption)
« And with a partner with demand for hiring

o Scalability:
o CEJA Grantees are part of one network and can share curriculum across

the 14 regions where they operate
 Working to assess and align needs of other regional manufacturers,
getting early interest in CMfgA

@
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Building Toward a Talent
Pipeline Model

e Developing a more structured, employer-informed talent pipeline approach

 Expanding beyond immediate hiring needs toward long-term workforce
planning

o Creating accessible pathways into high-demand industries

e Designedto expand engagement with additional employers across the region

@
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