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1 Project Overview
The Canadian aerospace industry has recognized that a national HR strategy and action plan is important to enable the industry to meet dramatically changing market demands and to respond constructively to demographic realities. 

The Canadian Aerospace Human Resources Strategy Development project will be a forum for provincial, regional, and national industry stakeholders to work together actively to establish a ‘shared vision’, to contribute their knowledge and experience in successful accomplishments, and to establish a set of responsive, actionable, integrated strategic initiatives.  

Currently, the global aerospace industry is experiencing unprecedented structural and supply chain changes that are driving responsibility, risk and investment down the supply chain. This situation is especially difficult for small and medium Canadian suppliers, who must transform their business in order to continue to play in this changed environment.  This requires expansion of the scope of their business management, enhancement of their technology capabilities, and evolution to more complex organisational structures, all of which require more sophisticated human resource competencies.  
The main activities for the project will be, first, to research and report on individual aerospace human resources and other relevant studies, then, to hold roundtables / workshops of leading industry firms, labour organizations, and other relevant stakeholders, coast-to-coast.  These are the individuals who will drive the strategy and define the strategic initiatives.
This project will result in a shared HR vision and integrated strategic initiatives to enable each province / region to meet current and emerging human resources challenges for the betterment of all of Canada’s aerospace industry. 
2 Project Partners and Others
The Project Partners  
CAAHRA (Canadian Aerospace Associations’ Human Resources Alliance)

Canada’s provincial aerospace industry associations have worked together as CAAHRA over the past several years to share their experiences, and to coordinate their efforts in areas of common interest.  Together, they have carried out several projects, and have continually collaborated and shared ideas and successes.  These include the Canadian Aerospace Labour Market Survey (CALMS) in 2000 and, most notably, the forming of a strategic alliance with the Air Cadet League of Canada, for which the Memorandum of Understanding was signed in November 2005.
In 2005, the Canadian Aerospace Partnership (CAP) initiative brought a renewed focus on the industry’s human resources issues and needs, through the Working Group on People and Skills.  (The other CAP Working Groups are: Major Platforms, Technology Development & Commercialization, Public Procurement, and Market Access & Development.)
CAAHRA played an active leadership role in the work of the CAP Working Group on People and Skills.  This proposal for the development of an aerospace industry human resources strategy is consistent with the recommendations of this CAP Working Group, which were endorsed by CAP leaders at their meeting on September 5, 2005.

CAAHRA will be the leading development partner in the proposed Canadian Aerospace Industry Human Resources Strategy project toward the achievement of a pan-Canadian, long-term strategic vision and action plans for aerospace human resources development.  
The CAAHRA member associations who will be partnering to lead the proposed project (in order of size) are as follows: 

· CAMAQ (Center for Aerospace Manpower Activities in Québec)

· OAC (Ontario Aerospace Council)

· MAAHRC (Manitoba Aerospace Human Resources Coordinating Committee 

· AIABC (Aerospace Industry Association of British Columbia)
· AvA (Aviation Alberta)
· HRP-NS (Aerospace and Defence Human Resources Partnership for Nova Scotia )

· NBADA (New Brunswick Aerospace and Defence Association)
· PEI AHRSC (Prince-Edward Island Aerospace Human Resources Sector Council
· ADIANL (Aerospace and Defence Industry Association of Newfoundland and Labrador) 
· Saskatchewan Aerospace

CAW (Canadian Automotive and Aerospace Workers)

IAMAW (International Association of Machinists and Aerospace Workers)

Other Interested Organizations 

CAMC (Canadian Aviation Maintenance Council) 

AIAC (Aerospace Industries Association of Canada)
Human Resources and Skills Development Canada
3 Project  Rationale 
The Canadian Aerospace Industry: Overview 

The aerospace industry plays an important role in the Canadian economy, affecting and drawing on many sectors and providing critical services to Canadian citizens and the business community. 

With revenues in excess of $21 billion (2005), 78% of which is exported, and employing more than 78,000 people, the Canadian aerospace industry is a successful competitor in a global marketplace.  Canada’s aerospace industry is currently the 4th largest in the world.

The industry is situated predominantly in Quebec and Ontario (approx 47% and 33% of employees, respectively), with the balance approximately evenly distributed among Atlantic Region, Western Region, and BC.  The industry profile in each of these five provinces / regions is distinctly different.  The Canadian Aerospace HR Strategy and Strategic Initiatives will need to respond effectively to each province / region’s particular needs and interests.

The availability of a highly skilled workforce will be a competitive advantage for the aerospace industry. A sound human resources strategy that is clearly driven by and connected to the industry’s business strategies will be the foundation for continued growth and global competitiveness.  

Identified Industry Human Resources Needs and Challenges 
This project seeks to address identifies human resources-related issues and needs, in order to keep Canada’s aerospace industry on the cutting edge for technology, efficiency, and global competitiveness. The following challenges and issues have been identified, and will be treated through the drafting of strategy and ensuing strategic initiatives: 
3.1.1 Industry Need #1: Ensuring continual availability of people
Because of the decline in labour force participation rates, mainly due to aging, demographic shifts in labour force are bound to accelerate. The aerospace industry’s workforce age distribution is similar to national averages.  Like in other manufacturing sectors, the effects of the forecasted labour shortages will negatively affect aerospace. Given the fact that a much higher percentage of aerospace workers take early retirement (i.e. prior to reaching age 65), the effects of labour shortages can only increase.
In order to fill supply gaps, aerospace and other manufacturing sector will have to find new labour force sources, for example, immigration. The participation by recent immigrants in Canada’s aerospace industry is similar to other industrial sectors, and it not attracting a significant share.
Industry Challenge: 
How can the Canadian aerospace industry avoid or limit the effects of the expected labour shortage? 

3.1.2 Industry Need #2: Securing people with the required knowledge, skills and work values (= Competencies)

The changing nature of aircraft manufacturing technology, the complexity of supply chain dynamics, and the accelerated pace of change in the aerospace sector require the acquisition of new skills and knowledge.
These constraints have put increased demands on aerospace companies, particularly small and medium enterprises (SMEs), to acquire enhanced design, engineering and managerial competencies.
The current situation is such that:

· The traditional ‘credentials’ based approach fails to fully recognize actual ‘competencies’ of individuals, including current employees as well as immigrants

· Training infrastructure is not adequate and/or consistent in all regions.

· Public sector support for industry-based training investments of a focused, short term duration e.g. days/weeks is inadequate 

· There is a need for firms of all sizes to interact through e-business and to build/work in ‘partnering’ models.

· Apprenticeship programs in all provinces are insufficient.

Industry Challenges: 
· Which competencies should Canada’s aerospace focus on?
· How should these competencies be cultivated and recognized?
· Which people should form the priority?
· pool of displaced trained aerospace workers is not fully capitalized on
· current employees are high priority, in all areas: e.g. production, engineering, business management

3.1.3 Industry Need #3: Improving perceptions of the industry as a “Career destination of choice”
Industry Challenges:


Canada’s Aerospace industry has to establish ways to:

· Market aerospace as a Career Destination among potential pools of labour (Youth, Immigrants, Workers in other Sectors, Non-traditional Segments);

· Recognize/deal with certain image problems of industry being ‘self-inflicted’ e.g. characterizing it a being highly cyclical with labour demand ‘peaks and troughs’;

· Find effective ways to ‘light the fire’ amongst Youth – to give them a passion for aerospace (important to hear directly from them and those who influence them);

· Better capitalize on/link current initiatives e.g. those aimed at attracting women into aerospace.
3.1.4 Industry Need # 4: Achieve a national focus & coordination around industry strengths

· Human resources initiatives are often not connected to or driven by priority market opportunities;

· Multi-stakeholder environment (industry, educational institutions, governments) as well as regional differences constrain awareness of, and ability to build on national and regional HR strengths/success (incubating & inculcating ‘best practices’);

· Changing nature of industry requires a capacity to respond coherently on a national basis/scale;

· Mandate and jurisdictional issues work against linking and leveraging federal and provincial activities;

· While an effective national HR voice has emerged for the ‘maintenance’ sector, no such voice exists for the manufacturing sector.

4 Project Goals 

The goals of the Canadian Aerospace Human Resources Strategy Development project are for the aerospace sector stakeholders to develop a shared HR vision set firmly in the context of the overall strategic business directions for the industry and to define a range of relevant, appropriate, actionable integrated human resource initiatives to which they are fully committed.

These initiatives will enable industry firms individually and, working through their provincial associations, collectively, to take action to meet current and future human resources needs.  
5 Project Activities, Methods, and Participants
	
	Activity
	Method
	Participants

	1
	Engage the provincial aerospace industry associations across Canada as chief organizers of this project
	
	Project Team

	2
	Review previous industry HR and other relevant sector studies / plans
· Strategy for Change:  the Canadian Supply Base

· HR Sector Study
· “Flight Path: A Vision for the Future” (Ontario)

· Aerospace Strategy (Quebec)

· CAP Working Group reports & recommendations

· National Strategic Framework for Aerospace & Defence 

· Other relevant studies (tbd)
	Research & reports
	Consultants + Industry HR Organizations

	3
	Define ‘Current Situation’ in each province and nationally with respect to:

· Industry structure

· Workforce / demographics

· etc.
	Research & reports
	Consultants + Industry HR Organizations

	4
	Determine relevant Industry Trends with respect to:

· Markets 

· Technology

· Supply Chains

· People
	Research & reports
	Consultants + Industry HR Organizations

	5
	‘Future state’ Vision – defining the industry ‘vision’ for the desired future state of the Canadian aerospace industry wrt HR elements
	Roundtables / Workshops
	Companies, Associations, Labour Reps

	6
	Identify ‘hurdles’ to be surmounted – what are the key challenges / barriers to achieving the defined vision?
	Roundtables / Workshops
	Companies, Associations, Labour Reps

	7
	Ideas for Action – what actions could be taken to make progress towards the defined vision?
	Roundtables / Workshop
	Companies, Associations, Labour Reps

	8
	Integrated Strategic Initiatives – how should the proposed actions be integrated into larger scale initiatives?
	Roundtables / Workshops
	Companies, Associations, Labour Reps

	9
	Identify and catalogue current relevant HR programs / projects / initiatives (to build on previous accomplishments and current momentum)
	Research & reports
	Industry HR Organizations + Consultants

	10
	Define Priority Integrated Strategic Initiatives – nationally and provincially / regionally
	Workshop
	Steering Committee

	11
	Mobilize for Action – conduct a series of workshops to define activities to be undertaken by companies and associations, and identify resources required
	Workshops
	Industry Teams

	12
	Prepare a Summary Report
	Writing / review
	Industry HR Organizations + Consultants


Full advantage will be taken of all excellent experience of all CAAHRA organizations who have already undertaken the development of their own strategic HR plans.
6 Project Management Principles 

The overall project will be directed by the Aerospace HR Strategy Steering Committee, consisting of representatives as follows:

Company Representatives


3 Atlantic Region

4 Quebec

4 Ontario

3 Western Region

Labour Representatives

2 CAW 

2 IAMAW

Provincial Associations (Organizing Team)
CAMAQ

OAC

MAAHRC

AIABC

HRP-NS

Other interested organizations

CAMC (ex officio)

AIAC (ex officio)

HRSDC (ex officio) 

The Canadian aerospace industry, through its Provincial associations, is fully capable of managing this Aerospace Industry HR Strategy Development activity.  In simple terms, this project will proceed as follows:

· The Steering Committee (leading Canadian aerospace industry firms plus Provincial associations plus labour organizations) will direct the development of the strategy

· Key CAAHRA members will serve as the Organizing Team (CAMAQ, MAHRCC, AIABC, NS-HRP)

· OAC will serve as the Steering Committee Secretariat / Project Team

· Provincial aerospace associations will organize the workshops in their province / region and recruit the key stakeholder participants; together, they will contribute their ideas and give definition to HR strategies and action plans that will support the advancement of the industry’s business strategies

· The Steering Committee will define the process for selection of consultants, etc.; this process will be carried out by the Secretariat / Project Team, with final ratification by the Steering Committee.

· The Steering Committee will approve and distribute Final Reports, Summaries, etc.

· CAMC’s role will be to participate as an ex officio member of the Steering Committee,  secure HRSDC funding, and to administer contracts, payments, etc., as directed / approved by the Steering Committee and consistent with contractual practices mandated by the Federal Government. 

The prior successful experiences of the Canadian Aerospace Association Human Resources Alliance members in working together and supporting each other offer significant confidence for the success of this project.  

Additionally, the sound strategic planning already carried out by several provincial industries (viz. Quebec, Ontario, Manitoba, BC, Nova Scotia) and by the CAW provides an established context for development of the HR strategy for the aerospace sector.

7 Expected Results

The Canadian Aerospace Human Resources Strategy Development project will enable the Canadian aerospace industry stakeholders to have a shared vision, a set of tools and resources, and responsive plans at all levels – company, provincial / regional association, labour organization – to deal with current and emerging human resources needs. Provinces and regions will be able to leverage and benefit from past, current or future programs, projects and initiatives from the different organisations, associations, or companies on a pan-Canadian basis. 

This project will also result in benefits for current employees seeking to progress their own situation and career, and for other individuals in search of opportunities within the aerospace industry. 
This project will achieve several important outcomes, including but not limited to the following:

· Enhanced contacts and relationships among industry firms, provincial / regional associations and national labour organizations

· Increased utilization of best HR practices in the Canadian aerospace sector

· Improved human resources decision-making and planning in the sector, at all levels – firm, provincial / regional association, labour organization, and governments.
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