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EXECUTIVE SUMMARY 
VanAllen was engaged to create a benchmark for a large corporate aviation service department.  A survey 
was distributed to targeted participants in regulated industries, and similar to its operating structure. The 
survey was designed with significant input from the company’s aviation department. Fifty-five operators 
were identified and contacted to participate. VanAllen received a total of 22 complete responses. To 
increase participation, survey respondents’ information was kept confidential, and a copy of the sanitized 
results were provided to them.  
 
 

1. Reporting Executive Title & Position 
Assistant Vice President, Flight Operations   
Chief Accounting Officer/Controller 
Chief Executive Officer/Chief of Staff (3) 
Chief Financial Officer (3) 
Director, Administrative Services 
EVP, Corporate Operations 
EVP, Director of Corporate Real Estate 
EVP, Human Resources and Corporate Services 
President  
Sr. Director, Property & Aviation Services 
SVP, Administration 
SVP, Human Resources (2) 
SVP, Corporate Services & CIO 
SVP, Strategy Planning and Performance Management 
Vice President  
Vice President and Chief Security Officer 
Vice President, Workplace Development 
 
Observations: 

• Eleven companies (50%) report that the aviation function reports directly to the most 
senior position. Nine companies (41%) report that there is one person between the 
aviation function and the most senior executive position.  

• VanAllen has found that the success of the Aviation Services team is often directly related 
to the appropriate reporting alignment within the organization.    
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2. Personnel Overview 
Peer # of Aircraft Pilots/Aircraft Techs/Aircraft Schedulers/Aircraft 

1 6 3.9 1.7 0.8 
2 1 1.5 0.0 0.0 
3 4 2.3 1.0 0.5 
4 2 3.3 1.0 0.5 
5 4 3.3 1.8 0.5 
6 2 2.8 0.5 0.5 
7 3 3.8 1.3 0.7 
8 3 3.0 1.3 0.3 
9 3 4.2 1.0 0.7 

10 4 2.1 0.5 0.3 
11 5 2.0 1.0 0.2 
12 2 3.0 0.5 0.5 
13 3 3.3 0.7 0.3 
14 7 2.1 1.4 0.6 
15 6 3.2 1.0 0.5 
16 3 2.3 1.3 0.3 
17 8 3.2 1.3 0.4 
18 2 1.8 1.0 0.5 
19 3 3.3 1.3 0.3 
20 3 1.5 0.7 0.0 
21 3 0.8 0.7 0.0 
22 1 2.5 0.0 0.0 

Average 3.5 2.7 1.0 0.4 
Min 1.0 0.8 0.0 0.0 
Max 8.0 4.2 1.8 0.8 

Note: Flying Managers are calculated as 0.5 pilot. 
 
 Observations:  

• Fourteen companies reported the use of contract personnel. This is not accounted for in 
the above table.  
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3. Flight Hours per Pilot  

 
Note: Flying Managers are calculated as 0.5 pilot. 
  

Observations: 
• Companies reported anywhere from 2 to 26 pilots, with an average of 9.7 full time pilots.  
• Companies reported that each pilot flies on average 144 to 466 hours per year, with an 

average across the board of 272 hours.  
• Fourteen companies reported using contract pilots. This is not accounted for in this graph. 

The companies with the highest flight/hours to pilot were more likely to have higher 
contract usage.  
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4. Maintenance Personnel 
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5. Is your company experiencing employee turnover related to compensation?  

 
  

Comments: 
• Answer is no, but we are working on improving our compensation package to be more 

competitive. 
• Our quality of life is where we shine.  I don't think we are necessarily competitive to the 

airlines, but we offer average pay and benefits for flight departments our size. 
• Not yet.  Although our salary and benefits are at or below average, our light flight schedule 

is very attractive. 
• We are not currently experiencing employee turnover. We, however, are aware and 

concerned with the changing landscape and tightening of the talent pool. 
• Compensation is part of turnover, but the pilots did not go to the airlines. 
• We had one leave for United.  He was furloughed and went back.  There are two other 

large flight departments in the area that have lost a couple to FedEx. 
 

  

55%, No

45%, Yes

Employee Turnover as related to Compensation

No, our compensation/ benefits are
competitive.

Yes, to the airlines or higher paying
companies.
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6. What measures is your company taking to ensure employee retention? 
Comments: 

• Open communication within the Aviation Department, increasing compensation and 
offering personal development opportunities.   

• Proper staffing to ensure proper work/life balance.  Providing professional and personal 
development beyond technical training. 

• Managing work/life balance and attempting to make market driven pay adjustments. 
• Establishing a culture that preserves and attracts talent.  Thinking outside the box with 

perks and benefits.  Improving quality of life. 
• Continuously trying to improve quality of life by placing new policies and procedures in 

place to protect our flight crews and their personal off time. 
• We are very well cared for. Clothing allowance, phone, computer, iPads, 15 vacation days 

etc. 
• Investing in training and development.  Saying thanks. 
• We provide competitive salary compared to other energy companies with flight 

departments, annual bonus and equity, and 136hrs+ of PTO 
• We have made some salary adjustments, but they are not high enough to compete with 

demand. Still unfortunately losing employees.  
• Beefed up 401K, competitive pay. 
• Currently developing and obtaining benchmark/industry data in partnership with HR to 

develop strategies to attract and retain top talent. 
• Starting to move compensation the right. 
• Compensation Study to adjust salaries and proper staffing to ensure lifestyle. 
• Out of cycle compensation adjustments for certain positions.  Company has an annual 

compensation review process; however, amount isn't sufficient to make a significant 
adjustment. 

• Nothing different than before. I have always treated people as the most valuable 
resource. Quality of life is the number one issue for retention when our employees have 
been asked. 

• Only Key Employees are given retention bonuses. Aviation is not considered key. 
• Compensation review and adjustment.  
• Compensation review through HR department. Schedule and pay are the drivers for 

departures. 
• Reviewing salary surveys and industry data. 
• Look for the right people who aren't looking for a stepping stone job.   
• Communicate the value of the diverse compensation package (e.g., salary, bonus, 401K, 

etc.), training opportunities and work/life balance. 
• Career paths: Cpt, Sr Cpt, Assistant CFP, CP, Safety Officer. Invest and Reward. 

 
 


