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EXECUTIVE SUMMARY

1.1 Background

The Australian airline industry has experiencedtiocmous growth since
September 2001. At the same time, there has bgsificant growth
worldwide in airlines, particularly in Asia and tMiddle East. An
international shortage of pilots is reportedly depeng, with high demand for
Australian-trained pilots particularly from Asiadthe Middle East.

Regional airlines that have traditionally actedfasders” to larger airlines are
encountering problems as they struggle to retdaoigpas major airlines accept
lower experience thresholds to fill vacancies. Adéaoncern are reports that
experienced flight instructors are being recruttedll pilot positions, which
impacts on the ability of the industry to trainutg pilots.

The increasing demand for pilots is likely to haveevere impact on the
industry in the near future, with possible implioas for economic growth
and coverage of services in regional Australia.

Following industry representations and discusswitis other government
agencies, the Department of Education, Employmedtvdorkplace Relations
(DEEWR) in partnership with the Department of Istracture, Transport,
Regional Development and Local Government (Departratinfrastructure)
undertook to investigate the reported shortagelofsthat has been affecting
the aviation industry. As a result, DEEWR conddaehone survey of
employers of pilots of fixed-wing aircraft (pilots) November 2007. This
report contains the results of that survey aloritp wiher information relating
to the supply of, and future demand for, pilotshmtAustralia.

1.2 Main Findings

Difficulties recruiting for pilots in the aviatiomdustry were much less
commonly reported than for other sectors of then3part and Storage
industry, although in line with the overall restutim regions surveyed by
DEEWR to date However, these difficulties varied significantly aviation
sector, with smaller general aviation businessek ag Flying Training
operations experiencing significantly more diffiguihan the major domestic
airlines (Passenger Transport operations) and EmeygServices,

particularly the Royal Flying Doctors’ Service exigacing a critical shortage
of suitably qualified pilots. As the traditionalrear path for pilots depends on

! Comparative results are taken from the Regionate&uof Employers’ Recruitment Experiences

9 months to December 2007 and cover all industAiteough not strictly comparable, as the surveys
differ slightly between regional and industry foctise results give a fairly accurate measure for
comparison.
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the experience gained in these smaller generali@visectors, this could have
a substantial impact on the future supply of quedipilots.

The survey covered 172 employers of pilots, of wig@wper cent had
recruited for pilots in the past 12 months. Emptsyeported a slightly higher
proportion of unfilled vacancies (11.9 per cem)the 12 months preceding
the survey compared with both the Transport anda§&(9.4 per cent)
industry as a whole and the average of all indes{9.2 per cent) surveyed to
date by DEEWR. The proportion of vacancies remagininfilled did,

however, vary significantly across the aviationtsecwith Coast Watch,
Emergency Services and Defence Support businessesing 67 per cent,
38 per cent and 33 per cent of vacancies respéctimaining unfilled. By
comparison, Recreation Flying and Crop Dusting messes reported no
unfilled vacancies.

Employers reported that the tight labour market mwegdement of pilots to
major airlines as being the main reasons for reoent difficulty. Major
airlines reported that the difficulty arose as f@levere moving between other
major airlines and sometimes overseas to work.rébelts of the survey
suggest that there is fairly high competition fdopvacancies, with an
average of 5.6 applicants per vacancy which is alog average for all
industries (4.6 applicants) surveyed to date (Rstmal vacancies orfly Of
these, 2.6 pilot applicants (46 per cent) were idened suitable, which was a
higher proportion than other Professional occupadipplicants across all
regions. Insufficient flying hours and inapprope&xperience were the most
common reasons reported by employers for ratingjgs as unsuitable.

Looking forward, overall the survey results sugdester than average
recruitment expectations (50 per cent expect tauregilots), however, this
also varied significantly by size of business awidton sector, with
Passenger Transport and Charter Flight operatiahedting that they would
have much higher future recruitment needs tharr atldeistries and larger
businesses indicating the same. Expectations uhatef recruitment would be
difficult were high across the aviation industr{ (ger cent expected difficulty
recruiting), with expectations slightly exceedihgse of the Transport and
Storage industry (68 per cent) itself and signiitbaabove the average of all
regions (58 per cent) surveyed.

When asked about traineeship or cadetship schdratsduld help alleviate
some of the anticipated pilot shortages, some eyppdareported that they had
a cadetship or traineeship program in place. Gfg¢hwho did not, more than
one quarter indicated that they would consider susbheme in the future. A
further 35 per cent of employers indicated thay tveuld consider taking on
and training an under or non-qualified applicant.

2 Comparative results are taken from the combinedli® Survey of Employers’ Recruitment
Experiences - 9 months to December 2007.
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1.3 Recommendations

With the current and expected increased expangitreaviation industry,
both nationally and internationally, the ongoinggly of suitably qualified
pilots will need to be managed. The results ofsivvey indicate that the
recent growth will not subside in the near futund,an fact, the current
recruitment difficulties are likely to increase. ®eercome some of these
difficulties and ensure a future supply of suitatphalified pilots, it is
recommended that employers in the aviation industry

Implement transparent workforce planning and cleesimmunicate
future recruitment needs to one another;

Consider alternative retention strategies thatroffereased workplace
flexibility to attract and retain pilots and encage retired pilots to
stay engaged with the workforce, particularly irff training;

Improve and market the image of becoming a pilct aareer option
by visiting schools, having a presence at caraes #énd increasing the
number of cadetship and traineeship programs; and

Increasing the use of ‘return of service’ or bomgdanmrangements that
meet the cost of initial training as a way of radgahe cost barriers
for people interested in becoming pilots.
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2.  BACKGROUND

2.1. Methodology

The survey aimed to gather information identifythg extent to which pilots
are in shortage and why recruitment may be diffjauith a view to inform
strategies aimed at increasing the supply of skyitgalified pilots in
Australia.

The survey looked at employers’ experiences raogjilots. The questions
covered issues relating to:

details about their aviation business, includingedsity,

recent recruitment experiences and strategies,

training experiences and strategies,

retention experiences and strategies (includinf@j stanover), and
future recruitment expectations.

The development of the survey questionnaire wagmakien in consultation
with representatives of the Department of Infragtite and the Civil Aviation
Safety Authority.

Interviews were conducted primarily via telephom@&iovember 2007 with a
number of face to face interviews with larger enypls occurring in
November and December 2007.

2.2. Profile of pilots

At the time of the 2006 Census, there were a tita27 aircraft pilots
employed throughout Australia, with a high propamtof these pilots residing
in NSW (31 per cent), Queensland (29 per cent)\daibria (15 per cent).
There were 742 flying instructors with a similattpan of residential
distribution with a high proportion in NSW (26 p=ant), Queensland (24 per
cent) and Victoria (20 per cent).

At the time of writing the report, the distributitay age and gender was not
available for aircraft pilots or flying instructofiom the 2006 Census.
However, the 2001 Census shows approximately 8qrarof the pilot
population were female (survey results indicatelamproportions). In terms
of distribution by age, at the time of the 2001 §le3) 64 per cent of pilots
were of prime working age (25-44 years) while daler 26 per cent were
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approaching retirement (45-64 years) which is angewu working age
distribution than for Professional occupations aller

Australia is one of the only jurisdictions that mlat discriminate on the basis
of an upper age limit for pilots. Pilots can congto exercise the privileges
of their licence provided they remain medically*fit

Table 1 provides a breakdown of employment by oattap by Air Transport
Professional occupations compared with Professiama@lall occupations
Australia-wide.

Table 1: Change in employment by occupation, Austra  lia
2001 Censusg 2006 Census Number % Change
change
Aircraft Pilots 7456 7427 -29 -0.4%
i 0,

Flying 592 742 150 25.3%
Instructors
Total 8048 8169 121 1.5%
Total Air
Transport 9049 10114 1065 11.8%
Professionals
Professionals 1491 474 1748 229 256 755 17.2%
Total 8 050 606 9 029 264 978 658 12.2%
Occupations

Source: 2006 and 2001 Census

As can be seen in Table 1, there was a slightrieali the actual number of
aircraft pilots employed, between the 2001 and 2086sus, however, an
overall increase of 25.3 per cent (or 150) in thmhber of flying instructors in
Australia. The overall increase of Air Transporofessionalsis slightly

below the overall workforce (11.8 per cent compawét 12.2 per cent),
however, when compared with the increase in Prfeals employed overall,
the proportional change in number of Air Transgtnafessionals employed is
well below Professionals (1.5 per cent increasepayed with 17.2 per cent
increase).

According to the 2006-07 Civil Aviation Safety Auwitity (CASA) Annual
Report, the number of current flight crew licentesignificantly higher than
the number of employed persons although, againg thes been a decline
over the last few years (see Table 2).

? Information provided by CASA.

4 Air Transport Professionals fly aircraft or perfofumctions such as air traffic control to ensure shafe
and efficient operation of aircraft in flight and the ground. For the purposes of this study, tmge
who fly aircraft are considered.
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Importantly, there are also large numbers of curReivate Pilot Licences
(PPL) and Student General Flight Progress Test TGERences, which is
positive in terms of future supply.

Table 2: Flight crew licences current, Australia

Type of licence 2003-04 2004-05 2005—( 2006-07
Air Transport (ATPL) 6028 6103 6024 6226
Commercial (CPL) 1303 4220 3712 3686
Subtotal 7331 10 323 9736 9912
Private (PPL) 15 498 15 014 15 304 11 448
Student GFPT 4564 4449 3704 3085
Subtotal 14 553
Total 27393 29786| 28744| 24445

Source: CASA Annual Report 2006-07, Appendix 3, @pirg Statistics

2.3. Pilot Training and Career Path

Since the end of the Second World War, airlineseHaeen able to rely on a
supply of military trained pilots. This supply hasen complemented by a
large number of pilots prepared to self-fund tigiming due to a strong
personal interest. The focus of this researchimaily concerned with the
CPL and ATPL which are the qualifications necessarya pilot to fly
commercially. The cost of these qualifications @ayiwith student pilots often
emerging with debts of between $50 000 and $100W@b the bulk of the
costs being for practical flying training and lesso

There are five local training options for thosehung to enter the Australian
aviation industry.

=

Local flying training organisations (part-time adlétime);
2. Full-time training at specialist schools;

3. Flying training as part of a university or instgutf technology degree
or diploma;

4. Flying training in ultralight aeroplanes; and
5. Flying training in the military.

In order to be considered by one of the major doimasglines, pilots have
traditionally needed to hold an ATPL and have gaiaeleast 1500 hours
experience over a period of three to four yeailst$generally increase their
flight hours by taking on seasonal opportunitiesyimg to different locations

Although Defence Force Careers were not intervieaggart of this study, some information relatiodghteir
recruitment experiences and retention strategiasAgpendix 1.
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to gain experience in smaller operations or tafiyigg lessons (working as a
flying instructor). The diagram at Appendix 2 onés the possible career
paths and associated costs of training for pilstdhay progress towards their
ATPL.

Larger domestic airlines have reported that theyraducing the minimum
hours and qualifications for entry level pilotsarder to increase their pool of
potential applicants. These reports are of contethe regional and general
aviation sectors who are finding it more diffictdtretain qualified pilots in
their business. Also of concern are media repbesdxperienced instructors
are being recruited by airlines to fill pilot vacaes, limiting flying school
capacity to operate and impacting on the abilityifidustry to train future
pilots.

2.4. Profile of respondents

Overall, 172 employers of pilots of fixed-wing a&ét were surveyed
Australia-wide. Table 3 below shows the breakdoWwrespondents by type of
aviation business and the number of pilots empldyetheir business.

Table 3: Number of businesses responding by type of
aviation business and number of pilots employed 6

Type of business 2-4 pilots| 5-19 pilots 20t0 99| 100+ pilots
(# surveyed) employed| employed pilots employed
employed
Aerial Photography (5) B 2 - -
Charter Flights (50) 8 28 12 2
Coast Watch (2) 1 - - 1
Crop Dust-Spraying (24) 19 5 - -
Emergency Services (2) - - 1 1
Flying Training (38) 8 24 6 -
Mapping/Surveying (9) 4 3 1 1
Passenger Transport (17) - 6 10
Recreational (10) 6 3 1 -
Combined Businesses (10 1 7 1 1
TOTAL (172) 51 74 28 19
Proportions 30% 43% 16% 11%

® Despite a low number of responses for the CoastM&nd Emergency Services operations, they have

been included as they employ 20 or more pilots.iinjriFly In Fly Out, Defence Support and Freight
Mail have been included in the totals.

" Combined businesses are those businesses thtfiddetwo or more activities as their main busises

operations.
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Overall, 73 per cent of businesses employed betdesrd 19 pilots. At the
other end of the spectrum, only 27 per cent ofrsses surveyed employed
20 or more pilots (and only 11 per cent employed dOmore pilots).

Table 3 also shows the responses by type of amiatisiness. Charter Flight
businesses made up 29 per cent of all busineseesysd. This was closely
followed by Flying Training (22 per cent) and CHopst-Spray (14 per cent)
operations. Passenger Transport made up 10 peoftergpondents, however,
this type of aviation business was more likelytgpéoy a larger number of
pilots with 65 per cent of businesses employingertban 20 pilots in their
business, reflecting the dominance of major casyielt of whom took part in
the survey.
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3. RECRUITMENT EXPERIENCES

3.1. Recruitment Experiences Last 12 Months

Of the 172 employers surveyed, 117 (or 68 per dead)attempted to fill
more than 1500 vacancies in the past year. Regguitactivity was highest
for Passenger Transport, Flight Training and Chatight Operators. Crop
Dusting businesses reported the lowest level olifecent across the aviation
sectors with only 29 per cent of businesses rappreecruitment activity in

the last 12 months, perhaps reflecting the gemknahturn in agricultural
businesses due to the drought.

Overall, recruitment activity in the aviation indrysover the last 12 months
was above that of both the Transport and Storafyesiny as a whole

(59 per cent of businesses recruiting in the Iasnbnths) and all regions
surveyed to date (56 per cent of businesses).

Overall, 47 per cent of businesses reported tleahtimber of pilots employed
by their business had remained the same, whileeR2gnt reported that the
number of pilots had decreased. Again, Crop Dusipgyations were most
likely to report a decrease in the number of piatgployed. Of the 68 per

cent of aviation businesses that had recruiteghe3ent indicated that this
was due to an increase in the number of pilots eyepl by their business. The
largest increases were experienced by ChartertKE@hper cent of businesses
reported an increase in the number of pilots engapyFlying Training (42

per cent) and Passenger Transport (59 per cent)dsses.

Table 4: Recruitment activity by size of business

Business size Proportion Proportion Proportion
(number of pilots recruited for | increased number replaced pilots
employed) pilots in last 12| of pilots employed
months
2to 4 31.4% 9.8% 17.6%
5t09 75.0% 29.5% 52.3%
10 to 19 86.7% 43.3% 53.3%
20 to 99 85.7% 32.1% 64.3%
100 plus 94.7% 68.4% 89.5%
Department of Education, Employment and Workplae&atbons 11
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Recruitment activity also varied by size of busgesth lower levels of
recruitment activity reported by smaller businegfiesse employing less than
5 pilots) as well as lower levels of employmentwgita By contrast, almost all
businesses (94.7 per cent) employing 100 or madogsgiad recruited in the
last 12 months, more than half increasing the nurabgilots employed in
their business.

3.2. Recruitment Activity

The main recruitment methods used by employers imévemal methods,
including word of mouth (56.9 per cent of employeapproaching the
applicant (22.4 per cent) and/or being approaclyetid applicant

(23.3 per cent). More formal methods commonly ideldi advertising on
company websites, and the internet in and natioeakpapers.

Table 5: Recruitment methods used for last recruitm ent

process

Formal Method 44.8%
Company website / Internet 32.8%
National newspapers 31.9%
Aviation magazine 11.2%
Educational institution 10.3%
Recruited from overseas 6.0%

Informal Method 70.7%
Word of mouth 56.9%
Approached applicant 22.4%
Approached by applicant 23.3%

3.3. Recruitment Difficulties Last 12 Months

Employers reported marked differences in the extemthich they had
difficulty filling vacancies across industries. bla 6 presents three key
indicators of recruitment difficulties for each ustry sector which outline the
proportion of:

unfilled vacancies in the past 12 months;

employers with unfilled vacancies in their businessl
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employers who reported difficulty recruiting stédf one or more
occupations in the past 12 months.

Table 6: Indicators of Recruitment Difficulties by industry
Industry Vacancies unfilled Had unfilled Experienced
in last 12 months vacancies in their| difficulty recruiting

business in last 12 months

Total pilots 11.9% 22.2% 61.4%

Transport and 9.4% 21.6% 71.6%

Storage

All industries 9.2% 19.9% 62.5%

One indicator of recruitment difficulty is the nuertof employers reporting
unfilled vacancies in their business. We can sem ffable 6 that aviation
businesses were slightly more likely to report ledi pilot vacancies, 22.2 per
cent compared with 21.6 per cent for all Transpant Storage businesses and
19.9 per cent for all industries.

All businesses from the Coast Watch, Defence Sugmal Emergency
Services sectors reported unfilled vacancies iim thesinesses whereas Aerial
Photography, Crop Dusting and Recreational Flyingjtesses did not report
any unfilled positions.

The level of difficulty reported by aviation bussses recruiting for pilots was
well below other Transport and Storage businesse®ged in the past 12
months (61.4 per cent compared with 71.6 per cdddwever, the level of
difficulty was in line with the average experiencextoss all industrie$.

The difficulty did, however, vary by type of aviati business. The greatest
difficulty was reported by Passenger Transportd@dcent of businesses
reported difficulty), Charter Flight (67 per ceat)d Flying Training

(65 per cent) businesses. Conversely, Recreatityialg businesses did not
report any difficulty recruiting.

Not surprisingly, given their low level of recruiemt activity, Crop Dusting
businesses were much less likely to report difficegcruiting for pilots, in
fact, only 8 per cent of Crop Dusting businessesrearuited and had
difficulty doing so compared with 41 per cent i@t businesses surveyed.

8 Comparative results have been taken from the aweahbiesults of Survey of Employers’ Recruitment
Experiences - 9 months to December 2007.
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3.4. Positions vacant and filled in last 12 Months

The survey asked employers about the number df yalcancies that they
attempted to fill in the 12 months prior to sunaxnd how many they were
able to fill.

Overall, 117 aviation businesses attempted td 5i##4 vacancies for pilots of
fixed wing aircraft, of which 11.9 per cent (or }8&d remained unfilled in
the last 12 months. This figure is above that regabby businesses from the
Transport and Storage industry (9.4 per cent) divand for all regions
surveyed (9.2 per cent).

Chart 1: Proportion of vacancies unfilled by busine Ss type

Coast Watch (30) ] 66.7%
Emergency Services (30) 7 | 37.8%

Defence Support (6) 7 ] 33.3%

Flying Training (147) 7 | 24.5%

Mapping / Surveying (36) | 22.2%
Charter Flights (340) 11.3%
Miscellaneous Business (28) 7.1%

Passenger Transport (842) 6.7%

Recreational (7) |0.0%

Mining Fly In/ Fly Out (23) 7 0.0%
Crop Dust / Spray (8) 7 0.0%
Aerial Photography (4) 7 0.0%

Total (1544) 11.9%

0.0% 10.0% 20.0% 30.0% 40.0% 50.0% 60.0% 70.0%

Proportion of vacancies unfilled over last 12 month s

Chart 1 shows the proportion of pilot vacanciesligaaf by type of aviation
business. The number next to the axis indicateauhger of vacancies
reported by each sector. Coast Watch operatorstegpthat 66.7 per cent of
vacancies remained unfilled, followed by Emerge8eyvices

(37.8 per cent) and Defence Supp¢83.3 per cent) operators. While these
proportions are very high, the actual number obwaees is quite low.

Of note though is the 24.5 per cent of Flying Tiragnoperators who reported
unfilled pilot vacancies in the 12 months priotiie survey. Despite the
media focus on Passenger Transport operators andafiparent difficulties

° Please note that Defence Support operators daésahade the Australian Defence Force (ADF),
rather organisations classifying themselves asti2ef¢and a capability partner to the ADF).
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3.5.

filling vacancies for pilots, the proportion of \awies remaining unfilled was
significantly lower than the industry average, aitbh it still equates to
56 vacancies for pilots remaining unfilled.

Chart 2: Proportion of vacancies unfilled by size o f business

2t0 4 | 30.4%
20 to 99 22.9%
U, |
[}
g
3 100+ | 9.5%
o
£
£ |
5
$ 5t09 | 8.9%
o]
£
€ |
=2

10to 19 3.2%

Total 11.9%

0.0% 5.0% 10.0% 15.0% 20.0% 25.0% 30.0% 35.0%

Proportion of vacancies unfilled over past 12 month S

Chart 2 shows the proportion of unfilled vacandailots by size of
business. This tells an interesting story with tmttall and medium sized
businesses reporting high proportions of unfilladancies. The majority of
these businesses are made up of Regional Airliiigisig Training businesses
and Charter Flight businesses.

Recruitment difficulties in the last 12 months

Employers were asked for the reason they thoughtiitenent of pilots was
difficult in the last 12 months. As shown in Ch3ytight labour market
conditions were reported as the principal caugeaiitment difficulties for
employers in the last 12 months (76 per cent ofleyaps). Endorsement for
specific aircraft was reported by 60 per cent oplayers, followed by the
technical skill requirements of the job (26 pertoginremployers).
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Chart 3: Reasons why Employers Found Recruitment
Difficult in last 12 months

Tight labour market

Endorsement for specific
aircraft

Technical skill requirements
of the job

Cost of training/ qualifications 14%

Wages/ remuneration not
0,
competitive %

Licensing and registration
0,
requirements :I %
Location 7%

Pilots moving overseas 7%

26%

60%

76%

0% 10% 20% 30% 40% 50% 60%

70%

80%
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4.  MOST RECENT RECRUITMENT EXPERIENCE

To gain greater insight into the recruitment exgeces and difficulties
encountered, employers were asked detailed qussiloout the most recent
pilot vacancies for which they had recruited.

In total, 116 aviation businesses reported 1022maes for pilots that they had
most recently attempted to fill. Employers wereeamskbout the number of

applicants they received for those positions and many of those applicants
they considered suitable.

4.1. Level of Competition and Applicant Quality

The level of competition between applicants forippass and the quality of
these applicants provides additional insight it difficulties being
experienced by employers in the aviation indusbyerall, there was
reasonably high competition for pilot vacancieghvan average of 5.6

applicants per vacancy, although, as shown in Chaltere is considerable
variation across the business types.

Chart 4: Average Applicants and Average Applicants
Suitable per Vacancy — by Selected Occupations

08 \ \ \
O Average no. of applicants per position
@ Average no. of suitable applicants per position

Emergency Services

0.1

Mining Fly In Fly Out H
Flying Training —10—, 19
]2.0
Coast Watch 5
. . 21
Miscellaneous Businesses

11

Recreational —ﬁl 26

Crop Dust Spray

Mapping Surveying _16—’1 3.0

Charter Flights _ s ‘ ]33
_ 10

Defence Support ‘ ‘

Passengema"spmﬁu | | ]
ot — | | i

0.0 1.0 20 3.0 4.0 5.0 6.0 7.0 8.0

2(9

|

]4.8

The level of competition for pilot vacancies wasést for Emergency
Services and Mining Fly in Fly out operations, watt average of 0.8 and 1.1
applicants respectively per position. EmployerBassenger Transport and
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Charter Flight operations reported averages ob6dB3.3 applicants per
vacancy respectively. Interestingly, there wasidyfhigh level of
competition for Defence Support operations withaplicants per vacancy,
however, this is based on one medium sized bus{@8s39 employees).

The number of applicants alone, however, only tatis part of the story in
regard to the level of competition. The suitabibfyapplicants is also a key
indicator of recruitment difficulty. As evident im0 Chart 4, a large number of
applicants for pilot vacancies were rated as uablétfor the position for
which they applied.

Charter Flight operators reported an average oaficants per vacancy, of
whom, only 1.5 were deemed suitable. Similarlyréhgas an average of 3.0
applicants for vacancies in Mapping Surveying opena of whom only 1.6
were considered suitable. By contrast, employamuitng for pilots in

Mining Fly in Fly out operations fared the besttwall applicants deemed
suitable, while Recreation Flying businesses aponted a high proportion of
suitable applicants. Additionally, due to the she@mber of applications and
vacancies, Passenger Transport operators repartazeaage of 3.1 suitable
applicants per position, which still indicated thets than half of the
applicants they received were suitable for thetpsifor which they applied.

Also of note is that Coast Watch businesses redaweaverage of 2.0
applicants per vacancy for which no applicants s vacancies were
considered suitable. Applicants were considereditatde as they had
insufficient flying hours or experience.

The following table compares the average numbeappficants and applicant
suitability across all Professional occupationsdibindustries and for the
Transport and Storage industry alone.

Table 7: Competition for vacancies — Professional
occupations

Industry Average number | Average number | Proportion of
of applicants of suitable applicants
applicants suitable

Pilots 5.6 2.6 46.3%
Transport and

Storage 11.8 3.8 32.2%
(Professional

occupations)

Profess[onal 46 18 39.1%
occupations)

While employers of pilots received a smaller numidfespplicants than other

Transport and Storage businesses, a larger propaviere considered suitable
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for the position for which they applied. By conttabere were a larger
average number of applicants for pilot vacancias tlor Professional
vacancies across all industries.

4.2. Reasons Applicants Unsuitable

Understanding the reasons that surveyed employgerglifficulty recruiting is
essential if strategies aimed at easing thesedifies are to be developed.
Chart 5 shows the most commonly reported reasarepfaicant unsuitability.
Employers most commonly rated applicants as bemsgitable due to
insufficient flying hours (65 per cent) and inappriate experience (56 per
cent). Other reasons included unsuitable licenge or qualifications,
followed by inadequate communication and teamwaéilkssand a failure to
pass either psychometric or medical testing.

Chart 5: Main Reasons Employers Rated Applicants as

Unsuitable
Insufficient flying hours |65°/
Inappropriate experience | 56%
Unsuitable licence type / qualifications 32%

Inadequate communication / teamwork skills 9%
Didn't pass psychometric testing D 5%

Didn't pass fitness test / medical check D 5%

0% 10% 20% 30% 40% 50% 60% 70%

% of employers
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4.3.

Minimum requirements

Chart 6 indicates the minimum skills / qualificatsothat employers required
for applicant suitability in their most recent neikment round.

Chart 6: Minimum Requirements for Most Recent
Recruitment

Flying hours in aeroplanes | 659
Commercial Pilot Licence (CPL) | | 63%
Instructor Rating | | 28%
Multi-engine aeroplane flying | | 24%

Instrument Rating (IFR) | 22%

Air Transport Pilot Licence (ATPL) 16%

Flight instruction hours 16%

Endorsement Multi-Engine 16%

Endorsement Specific Aircraft 14%

Total time 14%

0% 10% 20% 30% 40% 50% 60%  70%

Minimum requirements as reported by employers

% of employers

Not surprisingly, given the strong emphasis onfingent flying hours and
inappropriate experience or licence type as theor@ag for applicant
unsuitability, 65 per cent of employers requiredsito possess sufficient
flying hours and 63 per cent required a CommemRilait Licence. Sufficient
flying hours varied greatly by business type, alio surprisingly, in general,
Passenger Transport operators had a lower numimeinghum flying hours
as a prerequisite. Other important benchmarksidezd an Instructor Rating
(28 per cent), acquiring experience in flying Mwdhigine aeroplanes

(24 per cent) and an Instrument Rating (22 per)cent

One issue that did arise in meetings with the laagines was that in
response to the difficulty they were having atiragapplicants with sufficient
flying hours, they had reduced the number of flylvagirs required as an entry
minimum.

Department of Education, Employment and Workplae&atbons 20
Aircraft Pilots: Survey of Employers’ Recruitmentferiences




4.4.

Retention strategies and training

Employers were asked about their experience imiatapilots over the 12
months preceding the survey. Overall, 48 per céaviation businesses had
replaced pilots in the 12 months prior to the syrvédis need to replace pilots
was highest for Passenger Transport businessgge(®ent of businesses
surveyed).

Of businesses that had not recruited in the pastdrizhs, 9 per cent had
experienced pilots leaving their business (andriwdeplaced them).

Chart 7: Reasons pilots left business by size of bu siness (in
last 12 months)

Leftfor major Australian aifine _:I

Left for a different airline (of similar
size)

Retired from workforce

Remained as a pilot, but left for a
different type of flying

Downsizing of business 02 to 19 employees
W20 to 99 employees

00100+ employees

=15

Went overseas

0.0% 10.0% 20.0% 30.0% 40.0% 50.0% 60.0% 70.0% 80.0%

The major reason pilots left a business was to wotlk another airline,
usually a major Australian airline (76 per cenbakinesses reported this as
the reason for a pilot leaving). A further 13 pentleft to work with an

airline of similar size, and 10 per cent retireahfrthe workforce. The reasons
varied by size of business with larger businessgd@ying more than 100
staff more likely to report that pilots left foramother airline of either a larger
or similar size, but also due to pilots retiringrfr the workforce. Larger
businesses were primarily major airline Passengamsport businesses.
Smaller businesses employing between 2 and 19vg¢a most likely report
that pilots left their business to work for a majarstralian airline.

In light of the number of pilots leaving businesaes needing to be replaced,
aviation businesses were asked about their retestrategies. Overall,
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61 per cent of employers reported that they hademented retention
strategies in order to encourage pilots to stak tieir business.

Chart 8 shows the different strategies that emptoseported they had offered
in order to encourage pilots to remain as pilothair business. The majority
of businesses had increased wages (37 per centpdbgers), followed by
offering development and training (28 per cent}eRgon bonuses were
offered by a number of airlines as well as imprgweonditions through
rostering and flexibility of hours, for example,seming pilots are able to
return home each night.

Chart 8: Retention strategies implemented by employ  ers

389

29%

20%

10%

8%

0% 5% 10% 15% 20% 25% 30% 35% 40%

Employers were also asked about any training sfiegeor employer funded
training they had in place. Of the businesses y@deonly 19 per cent had a
cadetship or traineeship program in place for pjlabwever, a further

25 per cent would consider implementing such arsehia the future to help
alleviate their current recruitment difficultiesufthermore, 35 per cent of
employers would consider training non-qualifiecuader-qualified
candidates.

In terms of current on-the-job training, 58 pertoginbusinesses had pilots
undertaking further training while on the job, asfdhese, 63 per cent
reported that this training was funded by the bessn Encouragingly, a
further 46 per cent of businesses, not alreadygdsmm would consider
funding further training for pilots in the future.
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4.5.

Future Employment Expectations

Employers were asked about their future employregpectations. As can be
seen in Table 8, recruitment expectations werefstgntly lower in the

aviation industry than those in the Transport atwtegje industry and all
industries combined (50.0 per cent of aviation hesses expect to recruit
compared with three quarters of businesses fromegibnal surveys). It should,
however, be noted that these expectations varngufisiantly between sectors
and by size of business. Importantly, 72.3 per oébusinesses employing
more than 20 staff expected to recruit which iseniarline with other industry
averages.

Employment growth expectations were not dissinmoathose of the Transport
and Storage industry and all industries combineth around half of employers
surveyed expecting to increase the number of pdotployed by their business.
Again of note is that the larger businesses (2thpleyees) were much more
likely to report anticipated employment growth @®er cent of employers).

Most likely to recruit in the next 12 months wer@sBenger Transport (94 per
cent) and Charter Flight (62 per cent) businessbde those running
Recreational Flight operations (30 per cent) weest likely to recruit.

In addition, 68.5 per cent of employers are andéitig recruitment to be
difficult. This is in line with businesses in othBransport and Storage industry
as a whole (67.8 per cent of employers) but isiggmtly above the
expectations of all industries (57.5 per cent ekpstruitment to be difficult).
Again larger aviation businesses were more likelgriticipate difficulty
recruiting (almost three quarters of employers \&iihor more staff).

Table 8: Future recruitment expectations

Industry Expect to recruit Expect to recruit Expect

due to| recruitmentto be
employment difficult
growth

Total pilots 50.0% 52.9% 68.5%

Transport and 77.5% 51.0% 67.8%
Storage

All industries 74.8% 55.1% 57.5%
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Employers were asked about the reasons they waeld to recruit in the next
12 months. As can be seen in Chart 9, employers$ coosmonly reported
that recruitment activity would be due to majotiaés attracting pilots of
smaller carriers (58.1 per cent) and to pilots mg\sectors (43.0 per cent).

These reasons varied by the size of business switlller and medium sized
businesses more likely to report that they wouleldni® recruit due to pilots
being attracted to the major Australian airlined aroving sector. Larger
businesses reported a fair spread of reasonstimefueed to recruit,
including pilots moving overseas to work for intational airlines and
businesses expanding.

Chart 9: Reasons employers will need to recruit in next 12
months by size of business

Pilots attracted to major Australian
airlines
Pilots moved sector -:|
Pilots moving overseas I:|
Pilots wanting to live in a different
region/location
02 to 19 employees

B 20 to 99 employees

. . 0100+ I
Business expanding :|:| employees

0.0% 10.0% 20.0% 30.0% 40.0% 50.0% 60.0% 70.0%
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5.  RECRUITMENT EXPERIENCES BY TYPE OF AVIATION
BUSINESS

Due to the expansion of the aviation industry,tthditional career path of
pilots is reportedly being shortened and it haslseggested that the pool of
pilots available to work for general aviation aedional airlines is being
compromised as the minimum experience levels averied by major airlines
to enable them to meet their increased demandlfuis pAnother issue raised
by employers related to the supply of suitably dieal flight training
instructors with many being recruited by airlinedill pilot vacancies which
impacts on the ability of the industry to trainute pilots. Smaller regional
airlines, charter operators and services provigect as the Royal Flying
Doctor Service and search and rescue operatorsr{fenmzy Services) are
reporting critical shortages that are compromisiregr ability to operate.

The difficulty being experienced by smaller regibaigines and general
aviation businesses will likely compromise the fetaupply of pilots if it is
not addressed immediately.

The survey results indicate that recruitment exgexes vary across the
different sectors of the aviation industry. An ais& of recruitment
experiences by some aviation sectors follows. T@ldatlines headline results
from the Passenger Transport, Charter Flying, Eererg Services and Flying
Training businesses included in the survey.

Table 9: Recruitment experiences by aviation sector

Experiences in last 12 months Future recruitment gxectations
for next 12 months
Had unfill Experienced | Will Expects Expects
recruited Rate Difficulty recruit number of | difficulty
(%) pilots recruiting
employed
to increase
Passenger | 100.0% | 6.7% 70.6% 94.1% | 88.2% 73.3%
Transport
Charter 76.0% 11.3% | 66.7% 62.0% 50.0% 76.0%
Flying
Emergency| 100.0% | 37.8% | 100.0% 100.0% | 0.0% 100.0%
Services®
Flying 84.2% 24.5% | 64.5% 57.9% 63.2% 56.0%
Training

2 While only 2 employers from the Emergency Servisestor were surveyed, both employ more than
20 pilots (one more than 100 pilots) each andlaeefore major employers in the aviation industry.
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5.1. Passenger Transport Operations

Passenger Transport operations are dominated bydjor airline carriers.
Nearly all of the 17 businesses that identifiedspager transport as their main
form of business employed 10 or more pilots (irt,fabmost one third
employed more than 100 pilots). In the last 12 hemtach of these
businesses had undertaken a recruitment procepfdts, attempting to fill
842 vacancies, of which 6.7 per cent (or 56) wertefiled. Much of this
recruitment activity was due to an increase inrthenber of pilots employed
by the business.

In addition, 29 per cent of Passenger Transpontabpes reported that they
had unfilled positions in their business. Of retng employers, 71 per cent of
businesses reported that they had had difficuttyuigng. When asked for the
reasons that recruitment had been difficult inlés¢ 12 months, many
employers indicated that the tight labour markes tee main cause. Other
issues that were raised were that pilots werecittato the larger airlines and
the cost of training or qualifications which weresdribed as prohibitive by
regional and domestic airlines.

It is interesting to note, that many of the majolirees indicated that they had
not recruited in the last few years, they had @tdyted to recruit again in the
last 12 months, and that they intended to incréase recruitment activity
fairly significantly to cater for the increased damd for air travel and their
expanding fleets. Survey results indicated thgb@4cent of Passenger
Transport operators expect to need to recruitpgtace pilots mainly due to
pilots moving to larger airlines (including oversgar different aviation
sectors. Some 88 per cent of employers expectuhwer of pilots employed
in their business will increase and 73 per ceneekthat recruitment will be
difficult. These results are well above the expgohs for other aviation
businesses.

Looking at the level of competition for vacanciaghe Passenger Transport
sector, employers had the largest pool of applgcanin which to choose,
receiving an average of 6.8 applicants per vacasfoyhom 3.1

(or 46 per cent) were considered suitable. Thisush higher than for other
aviation businesses on the whole who for the madtrpceived far fewer
applicants on average than the aviation industeyaye of 5.6 applicants per
vacancy. When asked for the main reasons appligaTs unsuitable for the
position for which they had applied employers manelported that applicants
had insufficient flying hours or inappropriate expace.

In terms of staff retention and turnover, nearlyPalssenger Transport
businesses reported having to replace pilots imai$tel2 months, the majority
being due to pilots leaving for a larger/majoriagl(94 per cent). In addition,
employers reported having to replace pilots whotasled to another airline
of a similar size or retiring from the workforcel(Ber cent for both).
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Passenger Transport operators were much more liaffer cadetships or
traineeships to underqualified applicants, withp&8 cent of businesses
indicating that they already offered such programd of those who did not,
71 per cent indicated that they would consider ua#teng such a program for
development in the future. Employers were also é#kiey would consider
training a non/under qualified applicant and 76 get of Passenger
Transport operators indicated they would. Also atienwas that almost one
guarter of employers surveyed indicated that thegevooking to introduce a
‘bonding’ scheme to assist with the cost of tragnimeaning that the pilots
would be required to stay with their business fpeaod of time in return for
salary sacrificing or payment of upfront trainingsts.

Charter Flight Operations

Charter Flight operations have been expandingeriast five years. Media
reports indicate that the uptake of charter flyiag overtaken scheduled
passenger transport as a preferred method of warfep executives as they
are not bound by curfews and check-in times. lalt¢he survey covered 50
Charter Flight businesses, of which, 62 per cengleyed 5 or more pilots in
their business.

In the last 12 months, 76 per cent of Charter Elggierators had recruited for
pilots, reporting 364 vacancies of which 11.3 peEmtqor 41 vacancies)
remained unfilled. In addition, 13.2 per cent ofimesses reported that they
had unfilled vacancies in their business. Of ragrgiemployers, 67 per cent
said that recruitment had been difficult. The ma&asons given for this
difficulty were the tight labour market followednyeclosely by an indication
that pilots found larger airlines a more attractweployment proposition.

When asked about their most recent recruitmentdpGharter Flight
operations reported an average of 3.3 applicamtggmancy, of whom, 1.5 (or
45 per cent) were considered suitable for the jposfor which they applied.
These results indicate that Charter Flight opesatawve problems in relation
to supply of applicants when compared with otheatsan businesses,
particularly Passenger Transport. The main reagwmes for applicant
suitability were again insufficient flying hoursé&imappropriate experience.

In terms of staff retention and turnover, more thati (54 per cent) of Charter
Flight businesses surveyed reported having to cegbéots in the last 12
months, the majority being due to pilots leavingddarger/major airline. In
addition, 10 per cent of businesses had had péatge their business and had
not replaced them.

When asked about training, Charter Flight operat@e less likely to offer
cadetships or traineeships to underqualified appts; with only 12 per cent
of businesses indicating that they already offetgch programs, and of those
who did not, 30 per cent indicated that they waddsider undertaking such a
program for development in the future. Employersensdso asked if they
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5.3.

would consider training a non/under qualified apgufit and only 36 per cent
of Charter Flight operators indicated they wouldiemake this development.

Emergency Services Operations

Emergency Services operators feature as large geiglof pilots in this
survey. Although only two employers were interviehvdhey were both major
employers of pilots employing more than 20 (onéhwiiiore than 100) pilots
each in their business. There have been concerosdvby this sector that
they cannot compete with the larger airlines angdasalaries, compromising
their ability to attract and retain suitably quigld pilots in an industry where
safety is of utmost concern.

Both Emergency Services businesses interviewedtegpthat they had
recruited in the last 12 months attempting todfilvacancies for pilots of
which 37.8 per cent remained unfilled. In additialh businesses reported that
they had unfilled vacancies in their business &atl tecruitment had been
difficult. The main reasons given for this diffitpwere the tight labour
market and required endorsement for specific dircAdso indicated as
reasons for recruitment difficulties were the tachhskill requirements of the
job and expansion of budget / low cost airlines.

When asked about their most recent recruitmentdpbmergency Services
operators reported a very low average of 0.8 agplecper vacancy, of whom
only 0.1 was considered suitable for the positmmwhich they had applied.
These results indicate that Emergency Service bases are having severe
problems not only in relation to a lack of suppfyapplicants when compared
with other aviation businesses, but also in the memsuitable for positions.
The main reason given for applicant unsuitabiligsvinsufficient flying hours
or unsuitable licence type or qualifications.

In terms of staff retention and turnover, 30 piltse replaced in the last 12
months, mostly due to pilots leaving for a largegjon airline. When asked
about training, half of the businesses offered tsdmiles or traineeships to
underqualified applicants. Employers were also @ésk#éhey would consider
training a non/under qualified applicant and onie @f the two businesses
surveyed indicated they would undertake this dgueknt. Both businesses
reported that they had pilots undertaking furtihaining and that this training
was funded by the business.
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5.4.

Flying Training Operations

Flying Training organisations are of particulareirgst, as there is anecdotal
evidence to suggest that flying instructors aredeinticed to work for larger,
well paying airlines, thus creating a void in aghik instructors to ensure a
sufficient and well qualified supply of pilots withAustralia.

Overall, 46 per cent of all businesses (not jugingl Training operations)
surveyed indicated that they employed a flyingrungor in either a flight
instructor capacity or simply as a pilot. Much esh&tal evidence also pointed
to flying training as being a step along the capeh for pilots, by increasing
their flying hours through training student pilots.

In total, the survey covered 38 Flying Training inesses, of whom, 66 per
cent employed 5 or more pilots in their businesghé last 12 months, 84.2
per cent of Flying Training businesses surveyedrkadiited for pilots,
reporting 151 vacancies of which, a very high 26qaat remained unfilled.

In addition, 25 per cent of businesses reportetthiey had unfilled vacancies
in their business. Of recruiting employers, 65 gant said that recruitment
had been difficult. The main reasons given for thiculty were the tight
labour market followed very closely by an indicatihat pilots found larger
airlines a more attractive employment propositioterestingly, 15 per cent of
businesses indicated that increased securitycestrs were having an impact
on their ability to recruit in terms of increaseglals in the recruitment
process.

When asked about their most recent recruitmentdpllying Training
businesses reported a low average of 1.9 applip@ntgacancy, of whom
only half (or 1.0 applicant) was considered sugégbl the position for which
they had applied. These results indicate that Blfiraining businesses have
problems in relation to supply of applicants whempared with other
aviation businesses, particularly Passenger Transfte main reason given
for applicant unsuitability was inappropriate expece followed by
unsuitable licence type or qualifications.

In terms of staff retention and turnover, 58 perted Flying Training
businesses surveyed reported having to replacdatg m the last 12 months,
the majority being due to pilots leaving for a lafgnajor airline (68 per cent).

When asked about training, Flying Training busiesssere less likely to
offer cadetships or traineeships to underqualifipplicants, with only

16 per cent of businesses indicating that theyadireffered such programs
and of those who did not, only 19 per cent indidatet they would consider
undertaking such a program for development in tineré. Employers were
also asked if they would consider training a nodarqualified applicant and
only 34 per cent of Flying Training businessescatkd they would undertake
this development.
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6.

RECOMMENDATIONS

Although expectations for growth were not high asrthe Aviation industry,
there was significant variance across the seatotis, many large employers
indicating that they had only recently increaseartrecruitment activity and
that they plan to continue at this level over tegtriew years. The increase in
the number of planes owned by the major carrietsrasulting expansion of
their services combined with the entry of new ae$ to the Australian market
will place pressure on the available supply ofalit qualified pilots,
particularly for the smaller general aviation besises, which will need to be
managed.

The results of the survey of employers’ recruitmexyeriences, particularly
in relation to their future expectations indicdtattthe recent growth will not
subside in the near future and in fact currentuiement difficulties are likely
to worsen before they get any better.

In response to these issues, the following recondiaigns are proposed:

Implement transparent workforce planning and clearly
communicate future recruitment needs to one another

Employers within the aviation industry should calesiimplementing industry
wide workforce planning and introducing transpasetacensure the survival
of smaller general aviation businesses and regiinaies. As the larger
domestic airlines rely on these businesses to pmtheir future trained
supply of pilots, they need to ensure their corgthoperation.

It is recommended that clear communication of fit@cruitment needs by
larger airlines would better enable smaller aidib@ prepare to replace pilots
who move to larger companies or different sectdrgkwvis an often inevitable
and necessary part of the pilot career path. Silyitacould provide flight
training schools with the opportunity to share tHefecasts about the length
of time and investment required for training pilots

Industry has shown that they are able plan effeltiin terms of building the
capital infrastructure that future demand is dioaby increasing the number
of planes and services being provided. Future ddmalhbe better met by
planning for the number of pilots needed to use ithfrastructure and
communicating this both amongst the major airliaeg to regional and
general aviation operations so they can preparagbkes for future
recruitment demands.
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Consider alternative retention strategies that offeincreased
workplace flexibility to attract and retain pilots and encourage
retired pilots to stay engaged with the workforceparticularly in
flying training.

There is evidence to suggest that there are mang liecenses that are active
than are in use. To help alleviate some of theecuilack of supply, airlines
could adopt flexible working practices in the foaipart—time or casual
work, particularly for flying instructors. By encraging experienced
instructors to engage on a part-time basis, the-$éon problems will have
less impact on the current supply of pilots. Disooiss with regional airlines
indicate that they are often seen as an employenate for some pilots due
to their flexible work practices and rostering gyss which support a work
family life balance.

Improve and market the image of becoming a pilot aa career
option by visiting schools, having a presence at er fairs and
increasing the number of cadetship and traineeshiprograms.

Discussions with some airlines indicated that tivems a reduced supply of
school leavers interested in becoming a pilot.id@s$ also considered that
there was the common misconception by school lsabat to become a pilot
they need certain subjects and academic resultseah aviation businesses
indicated they are more interested in physicalitgtib fly (not necessarily
experience) and a passion for aviation. By clamfythe prerequisites to
becoming a pilot, including by increasing preseatceareer fairs, visiting
schools and better marketing of the industry, readi could perhaps encourage
more school leavers, particularly women, to consimEoming a pilot.

Discussions with airlines indicate that many of th&or airlines have
marketing programs in place, however, the expansi@uch programs will
further enhance the image of becoming a pilot.

Survey results indicate that airlines were willtogconsider cadetship and
traineeship options as a way to build their ownpdypf pilots trained to their
specifications.

Increasing the use of ‘return of service’ or bondilg arrangements
that meet the initial cost of training as a way ofeducing the cost
barriers for people interested in becoming pilots.

One of the main barriers to becoming a pilot fongngoung people is the cost
of training that is required up front. What is aésodent is that there are many
pilots with their PPL (Private Licence) who posgjldiven a financial
advantage, might take the opportunity to work tasaheir CPL

(Commercial Pilot Licence). Several airlines indezhthat they had in place a
system of ‘bonding’ the cost of training. For exdeypilots paying back the
cost of training over several years in the fornsafry deductions following
their successful completion of training.
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APPENDIX 1: DEFENCE CAREERS

Although Defence Careers were not interviewed asgfdhis survey,
discussions were had with their recruitment seciiefence or military
trained pilots have traditionally been a large seuwf highly trained pilots for
both regional and domestic airlines. Discussiortk airlines indicate that
they are not receiving any flow of trained pilatsrh the military anymore.

A discussion with Defence Careers indicated th#tiatpoint in time, Defence
are not experiencing any difficulties recruitindnély are finding that they
have a steady supply of applicants for Air Fordetgositions as well as
Army and Navy pilot positions.

That said, their annual report indicates that th@ye many recruitment and
retention strategies in place including retentiod byalty bonuses and
instructor allowances. They also have a largelylipisied marketing
programme in place encouraging school leaverssider Defence as a
career.
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APPENDIX 2: PILOT CAREER PATH

Student Pilot’s Licence Requirements
Over 16 years old
Basic qualifications in English
Obtained security clearance
Obtained an aviation reference number
$
Private Pilot's Licence Requirements
Over 17 years old
Current class 2 medical
Passed the radio operator’s licence test
Passed the GFPT (optional)
Passed PPL(A) theory examination
40 hours total time
5 hours cross-country time
5 hours general flying time as pilot in command
2 hours instrument flying time
Approximate Cost: $8,000
$
Commercial Pilot’'s Licence
Over 18 years old
Flight radiotelephone licence
Passed full CPL theory exam
200 hours flight time
100 hours pilot in command
100 hours in registered aeroplanes
20 hours cross-country time as pilot in command
10 hours of instrument flight time
Passed the CPL flight test
Endorsement on the specific type of aeroplane
Approximate Cost: $23,000

-_'_'_'_'_'_':7 ''''''''' Y‘_ ''''''''''' _:
Instructor Rating | | Agricultural Rating .
A |
| Instrument Rating | | Instrument Rating | | Crop Dusting |
1 v v )
! Multi-Engine Advanced Instructing| | Single-Engine Ctikar | !
[ |
! Senior Instruction/Management | | Multi-Engine Chartg———| r@oate Flying !
I * 1
| Approved Test Officer/Chief Flying Instructor | | Senior Pilot/Managemeﬂ\t
S | e o
Over 21 years old
Passed the full ATPL theory exam
Command (multi-engine) instrument rating
Total of 1500 flight time
750 hours in aeroplane
250 hours as pilot in command
200 hours cross-country
75 hours instrument flight time
100 hours at night
Approximate Cost: $2600 + cost of CPL + cost of A B0urs
experience
. y v o 1
' CASA Flying Operations Inspector| | Regional and Ma&atines !
| v 1
. [ _ _ Check and Training Captain __|
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