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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

Objectives

ÁExamine future manpower 

demand and supply for 11 key 

technician and engineer positions

ÁDo we have sufficient supply to 

meet demand?

ÁAre there jobs in other 

industries that can be re-

skilled?

ÁCan the gaps be closed 

through reducing attrition?

ÁExamine current industry pay 

levels and practices as a 

possible attractant/ deterrent in 

recruiting suitable manpower

ÁPotential supply of school leavers should be 

sufficient to meet industry demand for most jobs

ÁInvestigate if awareness and perception of 

the industry might be barriers for entry

ÁAddress industry value proposition to attract 

school leavers

ÁAlternate labour sources from other industries are 

available for jobs with larger manpower demand

ÁExplore re-skilling manpower from 

industries with similar competencies, lower 

pay and with manpower cut-backs 

ÁCurbing attrition will reduce hiring need

ÁAs pay appears competitive, examine other 

reasons for attrition

Findings
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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

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 

industries). 
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16,381

Overall close to 40% of the 

direct manpower in 2015 will 

be ónewô employees added 

between 2009-2015; this can 

be halved if attrition is 

contained by addressing 

underlying causes

Direct Headcount in 
2009 for Respondents

Projected Direct Headcount 
in 2015 for Respondents Others, 456

Inspectors , 335

CAT B1/B2 LAE, 

340

Gen Tech, 2218

Spl Process Tech, 

366

Engineers, 377

CAT A Tech, 103
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Multiple 

Perspectives to 

Develop 

Effective 

Strategies

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

ÅViews of 372 employees 

through Employee Survey

ÅDeeper probing through focus 

group discussions or one-to-

one discussions with over 60 

employees

ÅViews of 135 working adults 

from other industries through 

Workforce Survey at job fair

ÅViews of 495 students through 

Student Survey at job fair

ÅUnderstanding of current 

policies and practices as well 

as opinions from 11 companies 

across subsectors through 

structured in-depth Interviews

ÅOngoing consultations and 

dialogues with representatives 

of industry and agencies 

through the Aerospace Human 

Capital Steering Committee 

and subcommittees

ÅViews of 6 IHLs through 

mini-survey as well as 4 

structured in-depth group 

interviews with faculty and 

course managers 

Existing Employees
Students/ Prospective 

Employees 

Companies/ Human 

Resource Professionals
Industry & Agencies 

Institutes of Higher 

Learning
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Executive summary (1 of 5)

ÁPhase 1 of the aerospace manpower study conducted in 2010 is to diagnose the 

current and future state of manpower in the aerospace industry.  

ÁPhase 2 reveals more detailed findings and strategies to address manpower 

gaps and development of the next generation of aerospace professionals. 

ÁThe strategies to ensure adequate manpower for key jobs can be grouped 

according to the potential manpower sources: 

ïAttract qualified school-leavers to join the industry

ïRe-train and attract suitable employees from other industries

ïReduce attrition of current aerospace employees
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Executive summary (2 of 5)

Á ITE and polytechnic students studying aerospace-related courses are the most 

likely source for technician roles:

ï The supply of students graduating each year (~1,460) seems sufficient to 

meet future demand (~500).

ï Losing students to other industries is unlikely to be a key concern given 

their positive view of the aerospace industry.

ï However, ~60% of student respondents plan to pursue further studies, and 

more than 30% indicated that they are considering doing so.

ï While there is an ample supply of polytechnic graduates, many of them are 

unlikely to join the industry as technicians. 

ï More encouragingly, an estimated 70% of ITE graduates from aerospace 

courses actually join the industry.

Á 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.
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Executive summary (3 of 5)

ÁWhile 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.

ÁThe 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. 

ÁThe 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.

Á 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.
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Executive summary (4 of 5)

ÁStemming attrition can help reduce the industryôs manpower hiring needs by one-

third.  Furthermore, attrition is not desirable for companies as it results in loss of 

experience, skills and productivity.

ÁUnderstanding its own workforce profile and generational preferences will help 

companies design effective initiatives aimed at retaining different employee 

segments. 

ïWhile salary & bonus are important, employee respondents also indicated that 

learning & development, career progression and work-life balance are critical. 

ïPursuing 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.

ïThere 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.

ïCompanies 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. 
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Executive summary (5 of 5)

Á 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.

ÁTo attract qualified school-leavers to join the industry, the industry could:

ïcollaborate with IHLs to select students inclined to be technicians for those roles

ïprovide structured internships to selected IHL students to maintain their interest

ÁTo retrain and attract suitable employees from other industries, the industry could:

ïconsider non-traditional sources of labour

ï re-train workers from other industries to make up for the shortage in supply

ïwork on targeted outreach campaign and key messages to market the industry 

to potential recruits

ÁTo reduce attrition of existing aerospace employees, companies need to provide a 

holistic value proposition that focuses on:

ïadequate L&D opportunities 

ïclear career paths and opportunities for employees to up-skill within the industry

ïcross-training opportunities and job rotations
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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

Others, 456

Inspectors , 335

CAT B1/B2 LAE, 

340

Gen Tech, 2218

Spl Process Tech, 

366

Engineers, 377

CAT A Tech, 103

Most substantial demand for manpower numbers:

ÅAttract sufficient school leavers

ÅExplore re-skilling employees from other industries

Inspectors are one of the hardest employee groups to attract and retain:

ÅUp-skill and recruit from within industry ranks

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

ÅBetter selection processes to mitigate risks

ÅExplore building from within the industry

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

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

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
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Understanding the sources for key roles: Prima facie, the number 
of graduating students seems sufficient to meet future industry 
demand for technician and LAE roles

Demand (p.a.)
Supply (p.a)

1,461Total

256ITE

1,205Polytechnics

505

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.  

Leakages to 

pursue 

further 

studies

Leakages 

to join 

other 

industries

However, the supply of aerospace 

qualified students needs to be 

examined with consideration of 

leakages

Attract: 
School 
leavers
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Leakages to other industries: Losing students to other industries is 
unlikely to be a key concern given their positive view of the aerospace 
industry

This is an Extremely Important factor in job/ industry selection I 
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Students believe the 

aerospace industry 

provides what is most 

important to them

What industries would you 

like to be a part of? (Top 3)

20%High-tech

20%Electronics mfg

98%Aerospace

The industry is also a 

preferred choice of 

aerospace-qualified 

students

Hence, leakages of students to other 

industries if they join the workforce upon 

graduation is unlikely to be a key concern

Source: AAIS Student  Survey 2011

Notes: The results presented reflect views of only those students who are studying aerospace-related courses. Rank order of percentage of respondents indicating óExtremely Importantô 

and óStrongly Agreeô plotted above for comparisons ; In each question a five point rating scale was provided to respondents. 

Attract: 
School 
leavers

Long-term career growth

Salaries & 

bonus

L&D opportunities

Attractive benefits

Industry stability

Physically 

comfortable 

workplacesColleagues I 

can relate with

Exciting 

work 

culture

Quality of 

colleagues

Industry growth 

expectations
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34%

5%

61%

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

Supply (p.a)

Total 

students 

graduating

Students left 

post leakage 

for studies

1,461 317 This perspective changes the 
demand-supply equation

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

YesMaybe

No

Do you plan to pursue 

further studies?

Source: AAIS Student  Survey 2011; Mercer Analysis

Notes: Number of students post leakage computed assuming all those who indicate óYesô and half of those who indicate óMaybe; will go on for further studies 

and the remainder 

Demand (p.a.)

505

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

~25% join the 

industry         

(including 

RSAF)
~75% Pursue     

further studies

~25% Pursue 

further studies

~70% Join 

the industry

5% Others

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

Notes: The percentages indicated are approximations based on a combination of survey responses and discussions

~301 

students

~180 

students

Likely profile suitable for 
technician roles in the 

aerospace industry

Polytechnics Lecturers/Course Managersô Views 

Likely profile suitable for  

engineer roles such as Licensed 

Aircraft Engineers

ITE Lecturers/Course Managersô Views 

Attract: 
School 
leavers

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.

Total supply 256Total supply 1,205
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2. Providing structured internships to students: Providing first-
hand experiences to interested students in order to build a steady 
pipeline

~25% or 

lesser join 

the industry 

(this includes 

the RSAF)

~75% Pursue 

further studies

Not interested in the hands-

on type of work..

After graduating they go for 

National Service. With such a 

long gap, often they donôt return 

to the industry

Many students donôt really 

know what to expect in the 

industry

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

ÅStructured 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.

ÅAs 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. 

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

Attract: 
School 
leavers

Polytechnics Lecturers/Course Managersô Views

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

Notes: The percentages indicated are approximations based on a combination of survey responses and discussions
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1. Raise awareness of the aerospace industry: Employees in other 
industries may not be aware of opportunities available in the industry, 
so targeted outreach campaigns and informal channels should be used

ÅEmployees who have made the switch from other industries were previously unaware of 

the opportunities available.

ÅA 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.

ÅThe industry should remember to keep job advertisements óopenô, without restricting to 

aerospace industry employees only.

ÅCompanies should let employees know about job openings and consider employee 

referral bonus schemes to encourage this channel.

I didnôt think that I was qualified, 

but my friend told me to apply to 

aero companies.. 

I come from the ship-building 

industry and this is much better ï

the work environment is safer, we 

are sheltered from the elements and 

the work hours are better The companies advertise for 

people with aerospace experience, 

but I come from another industry 

and donôt think aerospace 

experience is needed; you can pick 

up easily on the job 

If I had known about the 

opportunities in this industry, I would 

have applied earlier!

Re-skill: 

Other 

industries

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



17

0%

10%

20%

30%

40%

50%

L&D o
ppor

tu
nitie

s

Lon
g te

rm
 c

are
er

 g
ro

w
th

Sala
rie

s 
an

d b
onu

s

Pro
m

ot
io

n o
pp

ortu
nitie

s

In
dus

try
 s

ta
bilit

y

Bene
fit

s

In
dus

try
 g

ro
w

th

W
ork

 lif
e b

al
anc

e

M
atc

hes
 in

te
re

st
s

Phys
ica

lly
 c

om
fo

rta
ble

 

Fle
x 

w
or

k 
ar

ra
nge

m
ents

R
el

ata
bl

e c
olle

agu
es 

Q
uality

 o
f c

olle
ag

ues

W
ork

 c
ultu

re

2. Improve perceptions of the industry: Those who are aware of the 
aerospace industry hold generally positive perceptions but few of their 
key priorities need to be addressed

ÅLearning 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. 

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

ÅThe industry  should work with job placement agencies on correcting these impressions in outreach efforts so 
that it can influence recruitsô decisions where they matter most.

This is an Extremely Important factor in job/ industry selection I 
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Long-term career 

growth

Salaries & bonus

Attractive benefits

Industry growth 

expectations

L&D opportunities

Industry stabilityPhysically 

comfortable 

workplacesColleagues I 

can relate with

Exciting work culture

Quality of 

colleagues

How important are the following factors 

in influencing your job/industry 

selection? (Top 5 shown)

Re-skill: 

Other 

industries

Source: AAIS Workforce Survey 2011; Mercer analysis

Notes: Rank order of percentage of respondents indicating óExtremely Importantô and óStrongly Agreeô plotted above for comparisons ; In each question a five 
point rating scale was provided to respondents. 

%age of respondents 

indicating óExtremely 

Importantô
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Source: AAIS Aerospace Manpower Landscape Study 2010; Report on Labour Force in Singapore 2009, Ministry of Manpower, Republic of Singapore; 

Feedback compiled during AAIS-Mercer Focus Group Discussions and Interviews with industry employees; Mercer analysis

ÅEnsure a supportive work culture that accepts and 
integrates women 

ÅWork hours/ shift patterns for working mothers

ÅSufficient facilities for women

ÅChanges to physically demanding processes through 
mechanisation

ÅHiring women for jobs more suited for them, e.g. 
polishing work, assembly of smaller parts

ÅHiring groups of women to provide social support

19%

18%

2%

1%

0%

81%

82%

86%

98%

99%

100%

14%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Inspectors 

Gen Technician

Engineers

Spl Process Technician 

CAT A Cert Technician

CAT B1/B2 LAE

Female

Male
19%

18%

2%

1%

81%

82%

86%

98%

99%

100%

14%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Inspectors 

Gen Tech

Engineers

Spl Process Tech

CAT A Cert Tech

CAT B LAE

Female

Male

Workforce demographics by gender I think women are suitable for the job; 

in fact they pay more attention to 

details and are better at the 

paperwork required

Although some jobs require 

lifting of heavy parts, itôs not 

often and they can always ask 

the men to help or use 

machines to help

There are no facilities for 

women to changeé

Educational level Number

No Formal Qualifications or Lower 

Primary 240,500

Primary 31,000

Secondary 347,900

Diploma 25,300

Degree 53,500

Total 698,300

Economically inactive women

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

Re-skill: 

Other 

industries



19

4. Provide avenues to re-skill workers from other industries: The 
aerospace WSQ framework can be further refined to target workers 
from other industries, but awareness of the framework needs to be 
increased 

Workforce Skills Qualifications Framework

ÁFacilitates entry into the industry by training adult 

workers on actual job requirements

ÁRe-trains and re-deploys vulnerable and 

displaced workers from other manufacturing 

sectors

ÁCertifies workers with requisite skills and 

knowledge for a particular job scope, articulating 

their capabilities and skills to employers and 

promoting mobility across aerospace companies

ÁExpands and maintains a ready pool of trained 

aerospace labour for the manpower needs of 

aerospace companies

ÁCreates a qualification system pegged to 

different skills-level to enable career progression 

within the industry

ÅWhile the HR fraternity is well aware of the WSQ 

framework and courses, the large majority of 

employees interviewed are not aware of it.

ÅAs employee referrals are a significant 

recruitment channel, awareness of the WSQ 

framework needs to be raised among existing 

employees

ÅOutreach campaigns to mid-career industry 

recruits and job placement agencies need to 

market the WSQ framework to re-skill workers

I never heard 

of WSQé

Itôs some 

government 

initiative, right?  

Can you tell me 

more about it?

Source: Workforce Development Authority (WDA) website; Feedback compiled during AAIS-Mercer Focus Group Discussions and Interviews with 

industry employees; Mercer analysis

Re-skill: 

Other 

industries
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I look forward to be sent for 

training

My previous company 

organises outings and 

hold birthday celebrations 

every month; it makes me 

feel like part of a family 

and itôs not all about work

Iôm waiting to be sent for  

overseas assignments; itôs 

a sign that Iôm good in my 

area of work

How important are the following factors in influencing your 

job/industry selection?

ÅGiven employee preferences, potential strategies for companies should revolve around the óprimary 

driversô ïcompensation and benefits, careers and development and work-life balance; furthermore 

companies need to consider the potential investments and returns to prioritise action plans. 

Aerospace industry employees value compensation, benefits and 
development and career the most: Companies should be aware that 
C&B are important for their staff, but other aspects of the employee 
value proposition also need to be addressed

Retain: 

Current 

workforce

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 scale, ranging from óExtremely Importantô to óNot Important At Allô . 

Primary Drivers
%age of respondents indicating 

óExtremely Importantô



21

58%

31%
28%

11%

0%

10%

20%

30%

40%

50%
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70%

<30 years 31-45 years 46-55 years >55 years

Yes

Maybe

No

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

Do you plan to pursue further studies?

Iôm going for a part-time Masters course 

in mechanical engineering; itôs not 

related to my job but I just wanted to 

learn something new

I will leave if Iôm bored and not 

learning anything new

Itôs important when I was younger to be 

learning new things, but now that I have 

a family, itôs harder to study and I prefer 

more regular working hours

Iôm going to study for a degree so that I 

can re-join the industry at a more 

attractive (pay) level

ÅThe availability of learning and development opportunities is a 

powerful attractant for aerospace employees, particularly for Gen Y 

employees.

ÅThe offer of scholarships for employees to pursue further studies is an 

effective retention mechanism.

ÅProviding employees with the chance to learn new skills is also an 

effective way to retain them while offering companies flexibility in 

deployment. 

Retain: 

Current 

workforce

Source: AAIS Workforce Survey 2011; Feedback compiled during AAIS-Mercer Focus Group Discussions and Interviews with industry employees; Mercer analysis
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2. Career development: Companies should create career paths for 
employees to move to other jobs; staff can fulfil their career aspirations 
and certain jobs benefit from having experience in other job areas

ÅProviding 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:

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

ÅEmployees can bring their previous expertise to the new job;

ÅChances 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.

Some of the trainees who go 

through the 4-year course 

beg me to release them from 

their bond as they come to 

realise what they will 

actually be doing on the job

Itôs hard to recruit 

inspectors from other 

industries.  You need to 

have people with technical 

knowledge in maintenance 

to be able to know what to 

inspect

Fresh RecruitsCareer Transition Recruits

Top 3 jobs that are most challenging to recruit

3. Inspectors 

2. Quality/ QA Engr

1. General Technicians

3. Spl Process Tech 

2. CAT B1/B2 LAE

1. Quality/ QA Engineer

I want to be an LAE but I 

have to quit from my job in 

order to apply to be one

I am studying for my CAAS 

papers so that I can move 

up and be a certified staff

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

employees; Mercer analysis

Retain: 

Current 

workforce



23

3. Work culture: Employee engagement is often about being treated 
with respect, being recognised for good work and feeling appreciated.  
Employee welfare programmes serve as a differentiator that can tilt the 
balance between staying or leaving the company.

ÅOne 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.

ÅFocus group feedback indicates that staff engagement can be achieved through small things 

such as organising staff outings. 

ÅFocus group feedback also suggests that employees are reluctant to leave companies with 

welfare programmes that appeal to them. 

My supervisor didnôt 

appreciate that I 

came back to 

ensure that things 

are done correctly 

even when itôs not 

my shift; it would be 

nice to be 

appreciated for 

doing so when Iôm 

not required to

My previous quality 

manager really 

cared about my 

development and is 

constantly pointing 

out training that is 

good for me to 

attend and how to 

develop in my 

career

The company offers taxi-

sharing schemes for those 

who work night shifts

We play badminton, 

the company pays for 

the court fees, it helps 

us bond after work
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Source: Feedback compiled during AAIS-Mercer Focus Group Discussions and Interviews with industry employees; Mercer research and studies on 

employee engagement
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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

Attract qualified 

school-leavers to join 

the industry

ÁThe industry could define a 

sourcing strategy to define 

where it will recruit for key jobs 

ÁCollaborate with IHLs to define 

the selection process to focus 

on students who are inclined to 

take on technician jobs

ÁProvide structured internships to 

selected IHL students to 

maintain their interest in the 

industry and scholarships to 

bond them to the industry

Re-skill and attract 

employees from 

other industries

ÁWork on targeted outreach 

campaign and key messages 

to market the industry to 

potential recruits

ÁConsider non-traditional 

sources of labour

ÁWork with government 

agencies to re-train workers 

from other industries to make 

up for the shortage in supply

Reduce attrition of 

current industry 

workforce

ÁCompanies should be aware of 

retention drivers for key employee 

groups and adopt initiatives based 

on their employee profile and needs

ÁCompanies should provide a holistic 

value proposition that focuses on:

ïadequate L&D opportunities 

ïclear career paths and 

opportunities for employees to 

up-skill within the industry

ïcross-training opportunities and 

job rotations

ïa culture where employees are 

appreciated and recognised


