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Findings from first phase of manpower study: There does not appear to be
a serious manpower supply gap provided attrition is contained; as pay is
competitive against relevant industries, examine other reasons for attrition

I A Examine future manpower ,rA Potential supply of school leavers should be
: demand and supply for 11 key sufficient to meet industry demand for most jobs
technician and engineer positions A Investigate if awareness and perception of

; . the industry might be barriers for entry
A Do we have sufficient supply to ; _ .
A Address industry value proposition to attract
meet demand?

’ school leavers

A Are there jobs in other
industries that can be re-
skilled?

A Can the gaps be closed
through reducing attrition?

Ve

A Alternate labour sources from other industries are
available for jobs with larger manpower demand
A Explore re-skilling manpower from
industries with similar competencies, lower
pay and with manpower cut-backs
A Examine current industry pay
levels and practices as a
possible attractant/ deterrent in
recruiting suitable manpower
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A Curbing attrition will reduce hiring need
A As pay appears competitive, examine other
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Key issues emerging from first study: Focus on attracting manpower
where it is most needed and better retention of current aerospace workforce

To supportgrowth,  To cover attrition total Total headcount
i new hires new hires : 3,795 16,381

Direct Headcount in
2009 for Respondents

Movements ‘
outside industry

Churn within

industry

o /
Ve

Overall close to 40% of the
direct manpower in 2015 will
be O6newd empl oy
between 2009-2015; this can
be halved if attrition is
contained by addressing Projected Direct Headcoun
underlying causes in 2015 for Respondents

Source: AAIS Aerospace Manpower Landscape Study 2010

Notes: . Annual requirements projected assuming constant growth over the six year period. Attrition allocated to movements outside and within the industry on a proportion of
44:56 based on trends from AAIS Online Survey (329 out of 587 direct labour resigned to join other aerospace companies, implying that 258 left to join other Association of

industries).
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Multiple perspectives sought to understand attraction issues and
reasons for attrition so as to develop effective manpower strategies

Existing Employees

AViews of 372 employees
through Employee Survey

Students/ Prospective
Employees

AViews of 135 working adults
from other industries through
Workforce Survey at job fair

ADeeper probing through focus

- : Multiple
group discussions or one-to- _ .
one discussions with over 60 Perspectives to A\S/l[i\gzncif;?ri:tu;egf ftahi:0u9h
employees Develop y at]
Effective
/ Strategies
Companies/ Human :
P : Industry & Agencies
Resource Professionals
. Institutes of Higher AOngoing consultations and
AUnderstanding of current L : : : :
- : earning dialogues with representatives
policies and practices as well of industrv and agencies
as opinions from 11 companies AViews of 6 IHLs through through tr)lle Aerog ace Human
across subsectors through mini-survey as well as 4 Ca itgl Steerin C%mmittee
structured in-depth Interviews structured in-depth group g b 3
interviews with faculty and and subcommittees
course managers
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Executive summary (1 of 5)

A Phase 1 of the aerospace manpower study conducted in 2010 is to diagnose the
current and future state of manpower in the aerospace industry.

A Phase 2 reveals more detailed findings and strategies to address manpower
gaps and development of the next generation of aerospace professionals.

A The strategies to ensure adequate manpower for key jobs can be grouped
according to the potential manpower sources:

i Attract qualified school-leavers to join the industry
i Re-train and attract suitable employees from other industries
i Reduce attrition of current aerospace employees

Association of
Aerospace Industries 5
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Executive summary (2 of 5)

A ITE and polytechnic students studying aerospace-related courses are the most
likely source for technician roles:

i The supply of students graduating each year (~1,460) seems sufficient to
meet future demand (~500).

i Losing students to other industries is unlikely to be a key concern given
their positive view of the aerospace industry.

i However, ~60% of student respondents plan to pursue further studies, and
more than 30% indicated that they are considering doing so.

i While there is an ample supply of polytechnic graduates, many of them are
unlikely to join the industry as technicians.

i More encouragingly, an estimated 70% of ITE graduates from aerospace
courses actually join the industry.

A The industry should work more closely with Institutes of Higher Learning to
select students more inclined to take on technician jobs and to provide more
structured internship programs for students to engage them and maintain their
Interest in the industry.

Association of
Aerospace Industries 6
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Executive summary (3 of 5)

A While school-leavers are a key source of manpower for technician roles, there is
potential to retrain displaced workers with similar skills from other industries to
make up for the shortage in supply.

A The stability of the aerospace industry in different economic cycles is one factor
that makes the industry attractive. However, employees in other industries are
often not aware of the opportunities available in the industry and appear to have
a less positive view of industry stability than warranted.

A The industry could expand its recruitment drive to attract recruits from other
industries and non-traditional sources (e.g. women) through targeted outreach
campaigns and informal channels such as employee referrals.

A Increasing awareness of the aerospace WSQ framework in these targeted
outreach campaigns will highlight an alternate pathway for locals seeking to
enter the aerospace industry.

Association of
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Executive summary (4 of 5)

AStemming attrition can help reduce t-he
third. Furthermore, attrition is not desirable for companies as it results in loss of
experience, skills and productivity.

A Understanding its own workforce profile and generational preferences will help
companies design effective initiatives aimed at retaining different employee
segments.

i While salary & bonus are important, employee respondents also indicated that
learning & development, career progression and work-life balance are critical.

i Pursuing further studies is in the cards for the majority of Gen Y employees, so
initiatives to assist them in continuing their studies are effective retention
mechanisms.

i There are multiple benefits to creating career paths for employees to move to
other jobs within the industry; staff can fulfill their career aspirations,
companies benefit from having their experience in other jobs and there is less
risk of drop-outs from expensive training courses.

i Companies that do not use a Total Rewards approach to articulate a
compelling employee value proposition will find that the only lever they are
able to use to retain employees is compensation.
e ©
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Executive summary (5 of 5)

A In summary, the industry needs to work in partnership with IHLs and government
agencies to prioritise and develop the right strategies to attract, re-skill and retain
the right manpower.

A To attract qualified school-leavers to join the industry, the industry could:
i collaborate with IHLs to select students inclined to be technicians for those roles
i provide structured internships to selected IHL students to maintain their interest

A To retrain and attract suitable employees from other industries, the industry could:
i consider non-traditional sources of labour
i re-train workers from other industries to make up for the shortage in supply

i work on targeted outreach campaign and key messages to market the industry
to potential recruits

A To reduce attrition of existing aerospace employees, companies need to provide a
holistic value proposition that focuses on:

i adequate L&D opportunities
i clear career paths and opportunities for employees to up-skill within the industry

i cross-training opportunities and job rotations
/ Aerospace Tndustrcs 9
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Defining strategies for securing manpower: Depending on the
underlying issues, each key job requires a different approach and strategy

to securing the required talent for the future

: While high growth rates are expected for engineer jobs, the number of 7"
graduating aerospace engineers seem sufficient to meet demand:

AA strong value proposition is needed to ensure aerospace graduates
enter the industry

: Most substantial demand for manpower numbers: T
: AAttract sufficient school leavers
AEprore re-skilling employees from other industries

Training LAES requires significant time and costs, thus investing in the wrong -
- profile of recruits, who may drop out, is undesirable:

MBetter selection processes to mitigate risks
- fExplore building from within the industry

Inspectors are one of the hardest employee groups to attract and retain: =
AJp-skill and recruit from within industry ranks

The strategies to ensure adequate manpower for these key jobs can be grouped according to

the potential manpower sources: qualified school-leavers, suitable employees from other
industries and retention of existing employees

Source: AAIS Aerospace Manpower Landscape Study 2010; Mercer analysis Association of
Aerospace Industries 10
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Attract: Understanding the sources for key roles: Prima facie, the number
Sl of graduating students seems sufficient to meet future industry
SOLEI demand for technician and LAE roles

Supply (p-2) Demand (p.a.)

Polytechnics 1,205
ITE 256 205
Total 1,461
Leak_ages Leakages to However, the supply of aerospace
to join . pursue 5 qualified students needs to be
other o further examined with consideration of

leakages

industries = studies

________________________

Source: AAIS Aerospace Manpower Landscape Study 2010; AAIS Mini-Survey with Institutes of Higher Learning 2011

Notes: Supply figures based on current and projected number of places in aerospace-related courses at the polytechnics and ITE from 2012 onwards as reported in the AAIS Mini
Survey with IHLs 2011. The demand figures are for general and special process technicians, CAT A certifying staff and CAT B LAEs; Annual requirements projected assuming constant

growth over the six year period. Association of
Aerospace Industries 11
AA[S (Singapore)



Attract: Leakages to other industries: Losing students to other industries is

ISchool unlikely to be a key concern given their positive view of the aerospace
eavers

Industry
A
Students believe the
ATV grovvth Long-term career growth aerospace industry
expectations _ _
» provides what is most
L&D oppommltles .
Salaries & important to them
&bonus

‘Attractive benefits | o,

Industry stability . .
¢ g What industries would you

| Strongly Agree the aerospace industry provides

Quality of like to be a part of? (Top 3)
colleagues Shysicall
ysically
Exciting 4 comfortable Aerospace 98%
work Colleagues | workplaces _
aflin e can relate with P Electronics mfg 20%
High-tech 20%
This is an Extremely Important factor in job/ industry selection

v

The industry is also a
preferred choice of
aerospace-qualified

Hence, leakages of students to other
industries if they join the workforce upon

graduation is unlikely to be a key concern students
Source: AAIS Student Survey 2011 .
Notes: The results presented reflect views of only those students who are studying aerospace-related courses. Rank order of perce nt age of respondents indicating

and 6Strongly Agreed plotted above for comparisons ; I'n each question a%veﬂnpcﬁgioggf rating
AA

Aerospace Industries
/S (Singapore)



Attract: The leakages for further studies can change the demand-supply
School equation, hence strategies to increase manpower supply are

SO CEEN cquired
Supply (p.a) Demand (p.a.)

505

Do you plan to pursue
further studies?

5% No

Total Students left
students post leakage
graduating for studies

/ 1.461 317 This perspective changes the
: demand-supply equation

34%
Maybe

61%Yes

Potential Strategies

1. Focus on the profile of students most likely to join and stay in the industry;
Collaborate with IHLs to define the selection process to include students more
inclined to take on technician jobs

2. Engage the students to maintain their interest in the industry

3. Consider retraining workers with similar skills from other industries to make up
for the shortage in supply

Source: AAIS Student Survey 2011; Mercer Analysis
Notes: Number of students post | eakage computed assuming willgoortfdrtmrﬂwerstmdlem;rz?fcm:bcaﬂoﬂdfesé 3and

and the remainder Aerospace Industries 1
7AA/S (Singapore)



Attract: 1. Selecting the right profile of students for technician jobs: Past
School trends indicate that while a large proportion of polytechnic students
go on for further studies, majority of ITE students join the industry

leavers

Pol vtechnics Lecturers/ CoursleTMabhagtetursdr Y1 Ewsgr se M:

~25% join the 5% Others

industry ~25% Pursue

- : ~301

I(;nsc/I)‘uFd)lng S ~75% Pursue further studies
further studies

~180
students

~70% Join
the industry

Total supply 1,205 Total supply 256

Likely profile suitable for
engineer roles such as Licensed
Aircraft Engineers

Likely profile suitable for
technician roles in the
aerospace industry

Both Polytechnics and ITE, are already aligning their curriculum to industry requirements.
The industry should take this collaboration one step further to develop a selection
process to include students more inclined to take on industry roles.

Source: AAIS Mini-Survey with Institutes of Higher Learning 2011; Discussions with lecturers/course managers at IHLs; Mercer analysis

L . . . ) . ) Association of
Notes: The percentages indicated are approximations based on a combination of survey responses and discussions Aerospace Industries 14
AAIS

(Singapore)



Attract: 2. Providing structured internships to students: Providing first-
School hand experiences to interested students in order to build a steady
leavers pipeline

After graduating they go for
Polvtechnics Lecturers/ Cour s NatioppaSenicg dVihs@hay i e ws

| ong gap, often:they doné
~25% or to the industry ,:
lesser join ~75% Pursue /,»’:/,—”’ === d
the industry further studies 0NN \
(this includes - Not interested in the hands-
the RSAF) “ on type of work..

___________________________________

Many students donot
know what to expect in the
industry

AIHL students go through industry attachments; but not all go through aerospace internships.

AStructured internships can be a powerful experience to educate students on the realities of
the jobs as well as industry opportunities available. Companies have reported success in using
internships to recruit students into their companies. Providing industry mentors for first-year
students is another avenue to engage them early-on.

AAs there are limited internship places, the industry should also consider a selection process

for internships that focuses more on passion to work with their hands and aptitude for
technician roles.

ACompanies can tie up with IHLs to provide first-hand experience during the course of study.

Source: AAIS Mini-Survey with Institutes of Higher Learning 2011; Discussions with lecturers/course managers; Mercer analysis

Association of 15
Notes: The percentages indicated are approximations based on a combination of survey responses and discussions Aerospace Industries
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AESLUIIN 1. Raise awareness of the aerospace industry: Employees in other
~ Other Industries may not be aware of opportunities available in the industry,
ULTBIYESE SO targeted outreach campaigns and informal channels should be used

:' | come from the ship-building ‘: I didnot think that
" industry and this is much better i | - butmy friend told me to apply to
the work environment is safer,we | il aero companies..
are Sheltered from the elements and /——/‘,_-—":_' /:_'_'_'_'_'_'_‘_'_'_'_'_'_'_'_‘_'_'_'_'_'_'_'_‘_'_'_'_'_'_'_'_‘_'_'_'_'_'_'_'_‘_'_'_'_'_Z:\
the work hours are better The companies advertise for

N el <Iﬁ:; people with aerospace experience,
If 1 had known about the but | come from another industry

. . . : and donodét think ace
. opportunities in this industry, | would . : _ : .
. : : - experience is needed; you can pick

have applied earlier!

\ 4 up easily on the job

AEmployees who have made the switch from other industries were previously unaware of
the opportunities available.

AA targeted outreach campaign is needed to reach these potential hires. It should also
work with job placement agencies to raise the level of awareness among job-seekers.

AThe industry should remember to keep job  ad\
aerospace industry employees only.

ACompanies should let employees know about job openings and consider employee
referral bonus schemes to encourage this channel.

Source: Feedback compiled during AAIS-Mercer Focus Group Discussions and Interviews with industry employees; Mercer analysis ﬁ::::;f::';:‘:usmes 16
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ASSLULN 2. Improve perceptions of the industry: Those who are aware of the
Other aerospace industry hold generally positive perceptions but few of their
UIIEIUERE key priorities need to be addressed

How important are the following factors * é
in |an|uert1_C|ng z_?uréob:ndu?try .g Industry growth
=SSN oo S < expectations Attractive benefits
40% A = .
° @ Salaries & bonus
S 2
30% £ Long-term career
) % & growth
a .
20% - o ; o
g Quality of L&D opportunities
o colleagues .
10% 1 £ Physically & Industry stability
) comfortable
(]
= Colleagues | & workplaces
0% . . . . < | canrelate With‘
. >
¥ &\\e% @\é\‘ﬂ‘ Qo@e (\,&Q}e ,{5’5\\\6 ?
S SO S S o %ageofrespondents | 5 | 4 Exciting work culture
K 5 OQQ Q@ indicating|ogxtliremely
@c’ ,ZSQ’ . & Il mportantd )] - - . . .
U <& B & — Thisis an Extremely Important factor in job/ industry selection
S
S © >
N 0% >

ALearning and development opportunities is the topmost factor for mid-career recruits to choose a job/ industry
but their perception of the industry in this area is less positive.

ASurprisingly, their sense of industry stability is less optimistic, showing a lack of informed knowledge about the
industry.

AThe industry should work with job placement agencies on correcting these impressions in outreach efforts so
that i1t can influence recruitsd decisions where the"

Source: AAIS Workforce Survey 2011; Mercer analysis

Not es: Rank order of percentage of respondents indicat i ndson§Hxeaahquestidnyfive mp-o T asksbefationdrd O St r or
point rating scale was provided to respondents. Aerospace Industries

‘A A7/S (Singapore)



ASSLUININ 3. Consider non-traditional sources: The low representation of
IS Women in some of the jobs indicates a potential to further explore this
ULTBIYESE source of talent

________________________________________

| think women are suitable for the job;
in fact they pay more attention to

Workforce demographics by gender

PP

CATB LA A0 details and are better at the
paperwork required |
CAT A Cert Tect 0% i ST /
s [ Although some jobs require
Spl Process Tec% 98% L l'ifting of heavy
I 4 . often and they can always ask !
Engineers  14% 86% i el the men_to help or use i
e machines to help /
Gen Tech 18% 82% Female -~~~ oo >
Male -, There are no facilities for
Inspectors 19% 81% ! women to ch 6,1 ngee

_______________________________

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100% ) . .
Economically inactive women

AEnsure a supportive work culture that accepts and

integrates women Educational level Number
. . No Formal Qualifications or Lower
AWork hours/ shift patterns for working mothers Primary 240,500
Asufficient facilities for women Primary 31,000
AChanges to physically demanding processes through Secondary 347,900

mechanisation

Diploma 25,300
AHiring women for jobs more suited for them, e.g.
polishing work, assembly of smaller parts Degree 53,500
Total 698,300

AHiring groups of women to provide social support

Source: AAIS Aerospace Manpower Landscape Study 2010; Report on Labour Force in Singapore 2009, Ministry of Manpower, Republic of Singapore; Association of
Aerospace Industries 18
AAIS
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SN 4. Provide avenues to re-skill workers from other industries: The
Other aerospace WSQ framework can be further refined to target workers
WCYSIYESE from other industries, but awareness of the framework needs to be
Increased

Workforce Skills Qualifications Framework

A Facilitates entry into the industry by training adult | i |l t s so \r:ne
i i : ' government
workers on actual job requirements "I never heard s el
of WS Qé initiative, right”

Can you tell me
more about it?

A Re-trains and re-deploys vulnerable and . !
displaced workers from other manufacturing N

sectors

A Certifies workers Witr_‘ requ.isite skills and_ _ AWhile the HR fraternity is well aware of the WSQ
knowledge for a particular job scope, articulating framework and courses, the large majority of
their capabilities and skills to employers and employees interviewed are not aware of it.

romoting mobility across aerospace companies o
P J y P P AAs employee referrals are a significant

A Expands and maintains a ready pool of trained recruitment channel, awareness of the WSQ

aerospace labour for the manpower needs of framework needs to be raised among existing

aerospace companies employees

AOutreach campaigns to mid-career industry
recruits and job placement agencies need to
market the WSQ framework to re-skill workers

A Creates a qualification system pegged to
different skills-level to enable career progression
within the industry

Source: Workforce Development Authority (WDA) website; Feedback compiled during AAIS-Mercer Focus Group Discussions and Interviews with
. . Association of
industry employees; Mercer analysis Aerospace Industries 19

‘A A7/S (Singapore)



Retain: Aerospace industry employees value compensation, benefits and

SN development and career the most: Companies should be aware that
WSIE- C&B are important for their staff, but other aspects of the employee
value proposition also need to be addressed

AGi ven employee preferences, potential strategie
dr i vieongeénsation and benefits, careers and development and work-life balance; furthermore
companies need to consider the potential investments and returns to prioritise action plans.

Primary Drivers : (c)f)ang( (t)f ?eip‘é?ﬂel”ti indlic?ntir;];go rt ain tI !*)OOk forwarq 0 be sent for
50% - : training
40% A : st
I e R e ey .
30% | : 1 dm waiting toc
. L overseas assig
20% - ! . a sign that 1,0
; area of work
10% 1 TTUET  _eemTTTTTTITTI T .
1 ezt
I | | | | \C\:\\\
. 2 e e e N
S F T TS & .
¢ & & & & & & & & & F L& ; My previous company |
& & & o N S & <& L8 S & & & LS ' organises outings and
PO N N ,\o@) & @"&\Q\ & " @@,\"‘ (\g@ & ~ hold birthday celebrations |
& & & @ & %'9\‘0\@ & N ' every month; it makes me |
& > ¢ & v . feellike part of a family |
& . and itds not al
How important are the following factors in influencing your A

job/industry selection?

Source: AAIS Workforce Survey 2011; Feedback compiled during AAIS-Mercer Focus Group Discussions and Interviews with industry employees; Mercer analysis

Notes: Respondents were provided a five point rating scal e, ranging fro éEgzoj';aﬁjﬁEJLs%iesQ@por

AA[S (Singapore)



Retain: 1. Learning & development: Pursuing further studies is in the cards
ORI for the majority of Gen Y employees; companies will need to consider
WIS this desire in retention plans

I 6 m g oi ngtimé Masteracoysa r\it

I
70% :
Do vou plan to pursue further studies? ~in mechanical engin
60% 58% ' related to my job but | just wantedto |
learn something new
50% s T )
40% H Yes S
[§ 1
) 31% “Maybe 1 will leave if! |
30% " No learning anything new !
20% P
11% -
10% .
0% :/ | A i h \:
<30 years 31-45 years 46-55 years >55 years i ! (_) S : m_p O L at whe nl
' learning new things, but now that | have
~a family, itos harde
AThe availability of learning and development opportunities is a i more regular working hours 5
powerful attractant for aerospace employees, particularly for Gen Y RS ESREEEE :
employees. o
AThe offer of scholarships for employees to pursue further studies is an e \

effective retention mechanism. . _
|l 6m going to study

' :
AProviding employees with the chance to learn new skills is also an can re-join the industry at a more !
effective way to retain them while offering companies flexibility in | attractive (pay) level !
deployment.

Source: AAIS Workforce Survey 2011; Feedback compiled during AAIS-Mercer Focus Group Discussions and Interviews with industry employees; Mercer analysis ﬁi:ﬁ:;fﬂ’}:;usmes 21
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Retain: 2. Career development: Companies should create career paths for

SIhIM employees to move to other jobs; staff can fulfil their career aspirations

WIS and certain jobs benefit from having experience in other job areas

e S |l t6s hard t

Top 3 jobs that are most challenging to recruit inspectors from other

Some of the trainees who go industries. You need to

[ b
Career Transition Recruits Fresh Recruits through the 4-year course ' have people with technical
beg me to release them from | . knowledge in maintenance
1. Quality/ QA Engineer 1. General Technicians . theirbond astheycometo ' | tobe able to know what to
i realise what they will L inspect
2. CAT B1/B2 LAE 2. Quality/ QA Engr . actually be doing on the job | Do o -
3. Spl Process Tech 3. Inspectors c h g

_—— S e

| want to be an LAE but |
have to quit from my job in
order to apply to be one

| am studying for my CAAS
papers so that | can move
up and be a certified staff

e
mm e ————

AProviding clear career paths and up-skilling current employees to move on to new roles such as CAT A
technicians, CAT B LAEs and inspectors have multiple advantages:

AEmployees are motivated by the opportunity for job rotation and to grow their career within the industry;

AEmployees can bring their previous expertise to the new job:

AChances of recruits dropping out of expensive training courses such as for LAEs decrease as existing
employees are well aware of what the LAE jobs entail.

Source: AAIS Aerospace Manpower Landscape Study 2010; Feedback compiled during AAIS-Mercer Focus Group Discussions and Interviews with industry \/ Association of
AAIS

employees; Mercer analysis Aerospace Industries 22
(Singapore)
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Retain: 3. Work culture: Employee engagement is often about being treated
SNhIM With respect, being recognised for good work and feeling appreciated.
WEHSGI Employee welfare programmes serve as a differentiator that can tilt the

balance between staying or leaving the company.

= -~ My previous quality
S My supervissor ;dl&%é’? i y \

. ! manager really
appreciate that | i cared about my
Fit and came back to . development and is
Belonging ensgre that thlngls ] . constantly pointing
are done correctly . .. out training that is
pd even when jitos no
my shift; it would be ’ good for me to
.’ ) attend and how to
Engagement nlce_to be ! vl T i
Trust and 4 appreciated for WA career
Reciprocity doing so when Iom " -
notrequiredto .
We play badminton, /=" o
the company pays for . The company offers taxi-
' the court fees, it helps ' | sharing schemes for those
us bond after work | who work night shifts

_______________________________

AOne of the top reasons for staff to leave their company is the immediate supervisor.
Companies should look at developing supervisors to be great people managers.

AFocus group feedback indicates that staff engagement can be achieved through small things
such as organising staff outings.

AFocus group feedback also suggests that employees are reluctant to leave companies with
welfare programmes that appeal to them.

Source: Feedback compiled during AAIS-Mercer Focus Group Discussions and Interviews with industry employees; Mercer research and studies on ::iz:;t:;";:;usmes 23
employee engagement AAIS

(Singapore)



In summary: The industry needs to work in partnership with IHLs and
government agencies to prioritise and develop the right strategies to
attract, re-skill and retain the right manpower

Reduce attrition of

Attract qualified Re-skill and attract

school-leavers to join employees from current industry

the industry other industries workforce
AThe industry could define a AWork on targeted outreach ACompanies should be aware of
sourcing strategy to define campaign and key messages retention drivers for key employee
where it will recruit for key jobs to market the industry to groups and adopt initiatives based

ACollaborate with IHLs to define on their employee profile and needs

the selection process to focus

otential recruits < : : .
P ACompanies should provide a holistic

AConsider non-traditional value proposition that focuses on:
i adequate L&D opportunities

on students who are inclined to
take on technician jobs sources of labour

) _ _ _ i clear career paths and
AProvide structured internships to

AWork with government opportunities for employees to

agencies to re-train workers up-skill within the industry

ey e e T cross-training opportunities and

industry and scholarships to _ job rotations
, up for the shortage in supply
bond them to the industry T a culture where employees are

appreciated and recognised

Association of
Aerospace Industries 24
‘A A7/S (Singapore)

selected IHL students to
maintain their interest in the



