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A TALENT CRISIS
Talent shortages are no secret, with every industry
suffering from "The Great Resignation". As such, by
2030, there will be a global talent shortage of more than
85 million people, resulting in $8.5 trillion in unrealized
annual revenues.
As a result, hiring managers are under intense pressure
to re-evaluate and adjust hiring practices for speed and
efficiency while improving engagement and curating an
experience.
And the electric vertical take-off and landing (eVTOL)
industry is no exception. Promising to revolutionize interand intra-city mobility, eVTOL is in a prime position to
change the paradigm of an industry made up of 80% male
and 20% female and build a new sector within aviation
that makes diversity, equity and inclusion (DE&I) a
foundational component.

The emergence of eVTOL brings an exciting
opportunity to introduce a non-traditional focus into
the industry that engrains DE&I into its DNA.
Attention now turns to HR leaders to implement
change and create an industry that values differences
and reflects the global society that we live in.
To gain some clarity about this promising future,
Storm4 hosted an intimate roundtable as part of its
Green Room series with some of the biggest eVTOL
talent leaders championing change. The rich discussion
and exclusive insights are shared in the following
report.
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THE GREEN ROOM PANEL:
Sharon Rossmark, CEO of Women and Drones and host of this roundtable, was joined by:

Sharon Rossmark

Russell Julian

CEO at Women And
Drones & Host

CEO at Texas
Uaswerx

Chief People
Officer at Wisk

Bill Johnson

Dr. Anita Sengupta

Ernest Huffman

President & Vice
CEO at Air
Advisory

CEO at Hydroplane
Ltd

Aviation Planning
Program Manager at
NC Texas Council of
Government
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IN PARTNERSHIP WITH
WOMEN AND DRONES
Women And Drones is the leading membership
organization dedicated to driving excellence in the
UAS/AAM industry by advocating for female
participation in this dynamic segment of the global
economy. The organization enables people to connect,
collaborate and make global business connections whilst
elevating the entire industry by bolstering diversity,
equity and inclusion, known to improve business outputs
and profitability. Through our educational efforts, we
support women and girls in the growing market for
talent, with programs from Kindergarten to Career.
Its goal is to inspire and encourage more women to
pursue careers in aviation and science, technology,
engineering and mathematics (STEAM/STEM), with an

emphasis on UAS (Unmanned/Uncrewed Aircraft
Systems) and AAM. In furtherance of its mission,
Women And Drones partners with companies
committed to an inclusive culture where women can
thrive, through its education and networking
opportunities.
“It has been an amazing ride to journey through the first
five years of celebrating women in the UAS industry. It’s
a prime example of letting your passion guide your
purpose. Moving forward, we will continue to raise the
profile of women in the industry and partner with
companies committed to an inclusive culture where
women can thrive”, says Sharon Rossmark, CEO of
Women and Drones.
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WHAT DOES DE&I LOOK LIKE?
"As a woman and a woman of colour,
who has worked in the sector for 20
years, I often look around the room
and I'm usually the only person
from both of those perspectives. For me, DE&I
means that every room is completely diverse and
representative of our different genders and
ethnicities. It means we see gender and ethnic
equity in the hiring process from the top down.
For me as an individual, it is feeling as though I am
part of a group of people who are also like me".
Dr. Anita Sengupta

"Growing up as a STEM kid, being a science geek
was not cool. When I look at this in terms of DE&I,
it means seeing people who look like me in the CSuite. It is being in a meeting and not having those
inner thoughts of whether or not I belong. Instead,
everyone is represented, whether that’s through
employer resource groups, having a voice or
aspirational goals. DE&I is about representation in
leadership teams to make a change."
CPO - Wisk
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AN OPPORTUNITY
TO TURN THE DIAL
Kicking off the discussion, the panel spoke about the
stance of the talent crisis in a sector bringing thousands
of jobs to the market.
In the US alone, the AAM industry faces stiff competition
from the millions of jobs and opportunities on the
market. "Every industry is suffering from a shortage of
talent. The problem for us (eVTOL/AAM) is our jobs are
competing with every job out there", says Ernest
Huffman.
On top of the war for talent, Russell Julian explained the
aerospace industry is suffering from an 'exclusive'
perception it has built up over the years, which has
seeped into the eVTOL sector. This exclusiveness can be

If you’re not invited to the party, you can’t
dance. If you don’t see people who look like you,
you assume it’s unreachable.
CPO - Wisk

seen in the huge gender and ethnic distortion
throughout the industry's workforce, starting from the
top and trickling down to its professionals. This
perception, described by Wisk's CPO, has created a
huge barrier to making 'everyone feel like they are
invited to the dance'.
What seems to resonate amongst the panel is that this
is a conversation about leadership. "When you’re
talking about having an invite to the party, to me it is
about having a seat at the table. DE&I has to start at the
top, whether it’s the CEO or the Board of Directors",
explained Sharon Rossmark.
But by no means feat, the panel unanimously agree that
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eVTOL, being a relatively new sector, has a tremendous
opportunity to change the paradigm and make DE&I a
part of its DNA. "The underserved community is a huge
talent pool that has not been tapped. Just like how we
missed half of the population when women were held
back, we are now missing x amount of the population
who don't have access to the opportunity", said Bill
Johnson. To do that, he suggests locating these
communities and educating them with the skills needed
to pursue a career in the emerging sector of eVTOL.
To future-proof this emerging sector, Ernest Huffman
believes the industry needs to ignite children's passion
for aerospace sooner. "The best thing for us to do in this

The tremendous opportunity here is marketing
our jobs to the underserved communities, which
are traditionally underserved in every sector.
Ernest Huffman

space is to get in front of the kids earlier; when we get
into schools, colleges and universities, we are
competing with every other industry". He also spoke
about the drop-off of programs for young boys to get
into STEAM-related careers, particularly boys from
minority communities. "There are millions of kids in
urban areas who would take advantage of such an
opportunity; we have got to market to those folks now
like never before", Ernest Huffman.
Dr. Anita Sengupta pointed out the social opportunity
that exists now. "Being a 'geek' is now seen as 'cool' and
acceptable. There is a huge group of young people who
are interested in space, but there is a lack of
understanding of how this can translate to a career".
She explained it's the responsibility of eVTOL
companies to tap into this new segment, and different
media forms to integrate career opportunities into its
content.
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THE BUSINESS CASE
FOR DIVERSE TEAMS
It's no secret that organizations with a diverse and inclusive
workforce create expansive economic value. 200+ studies have
proven these companies are more creative, innovative and agile.
According to McKinsey's “Why Diversity Matters" study,
companies in the top quartile for gender-diverse executive suites
were 15% more likely to generate above-average profitability
compared to the bottom quartile of companies whose executive
teams were predominantly white and male.
Our panel have seen, first-hand, the benefits of operating a
business with diverse teams. "You have to have people who
come from different walks of life, different economic
backgrounds, different agendas and different ethnicities to
be able to bring new solutions to the table", said Dr. Anita
Sengupta.

There is no way you can tap into the needs of
your ultimate customer if you don’t have a
diverse team creating that product.
Dr. Anita Sengupta
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Companies who build teams that reflect their customer
base will reap the rewards, both in profit and business
output. Those who do not, like a current drone
manufacturer who produced a controller that was too
large for the average woman's hands, are the ones to
suffer. "It was clear that the company hadn't tested the
product on any women. As such, a well-known female
journalist negatively reviewed the controller", said
Sharon Rossmark, who put forward the example.
Furthermore, the physical nature of what eVTOL is
designing wouldn't function without interpretation from
every user. "If you don't have everyone involved in the
input, whether it's understanding the locations you need
to fly out of, the routes you are going to take or the urban
planning that you need, then there will be a total
disconnect from the customers you are trying to get to",
said Bill Johnson. Therefore, people from different
cultures and economic backgrounds need to be involved
in the creation of these new jets, and that starts from
within.

Having a diverse C-Suite in all verticals makes
everybody in the organisation work harder. It
makes the white man work harder because he is
up against women and ethnic competitors.
Bill Johnson

Wisk's CPO highlighted some of the unwritten benefits
that come with having diverse teams. "I've seen
employee value proposition, internally and externally,
increase. People feel like they can achieve their career
aspirations and goals if they see someone who looks like
them." Ernest Huffman agreed, explaining that
representation at the C-Suite lays the groundwork for
providing a path of possibility. "Seeing someone who
looks like me, doing the job I want to do, made it even
easier for me to visualize getting there", Ernest
Huffman.
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CLOSING THE DIVERSITY GAP
The lack of progress so far in scaling diverse teams across
industries is illogical in light of such overwhelming
evidence. Fortunately, as an emerging sector, eVTOL HR
leaders have reached the intersection of change to build
out this new industry with DE&I centre stage.
Fill The Pipeline Early On
Building on what was discussed in Chapter 2, Russell
Julian said we have to ignite interest and passion around
eVTOL in children early on. "Most of us grew up with

As an industry, we need to start triumphing the
societal benefits and get the younger generation
excited about what we are accomplishing.
Russell Julian

space shuttle launches cultivating our passion for the
industry. Kids today have the reality of 'flying cars', and
who wouldn't get excited about that!"
Wisk has partnered with the Social Engineering Project
to tap into this younger market. "We are talking and
showing underrepresented kids from a young age what
we do and what eVTOL is. We want to get kids excited
about this futuristic mode of travel", said Wisk's CPO.
Build Your Networks
From Ernest Huffman's perspective as a hiring
manager, he believes HR leaders need to broaden their
networks to market this huge opportunity to those
outside of their connections. Some of these associations
referred to in the roundtable included HBCUs
(Historically Black Colleges And Universities), NSBE
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(National Society of Black Engineers), WES (Women's
Engineering Society) and HSIs (Hispanic Serving
Institutions).
Additionally, Ernest Huffman suggested HR leaders
should connect with these communities to show them
how to build their own networks. "As a black man, I found
my way through the industry without much of a network
and developed it later on in my career. If HR leaders
could get to these children and help them earlier on, our
future pipeline will flourish", Ernest Huffman.
Bill Johnson agreed, stating; "It's more than just finding
the right person. HR leaders should get into schools and
show future talent the path they can take and connect
them with different universities and grants they may
need".
Set Quantitative Metrics
Dr. Anita Sengupta passionately spoke about setting a
metric that executives are held accountable for. "These
metrics need to be hard targets that are accountable at

An inclusive work environment has to be a part
of the culture. It’s not a process of checking
boxes for hiring counts.
Sharon Rossmark
leadership benches, funding STEAM programs and
influencing the hiring pipeline of 30%+ for gender and
ethnic diversity". As Wisk's CPO stated, "having a
metric to chase is a concrete way of influencing".
Plan Your Hiring Spells
Wisk's CPO suggested planning for future job openings
to get in front of institutions and alumni associations
first. "For example, for every open role where it makes
sense, plan to have 50% women and 25% ethnic
diversity in the pipeline."
At the board and C-Suite level, the CPO believes we
need to intentionally fill those roles with diverse
leaders. "Being conscious about representation at the
top-level means it's not like moving icebergs to have
ethnically diverse or gender diverse individuals in the
pipeline".
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THE DE&I VISION FOR EVTOL
"My goal for 2022 and beyond is to
connect with every community from an
accessibility and diversity perspective.
These are the discussions that need to
start happening for the industry to take off the way
it anticipates too".
Ernest Huffman

"I would love to see that metric Anita
discussed earlier of 30% gender and
ethnic diversity, if not more. I'd also love
to see more partnerships with schools to
provide the resources for underserved communities
and get them through the STEAM requirements".
Bill Johnson

"The benefits of eVTOL and AAM are farreaching in terms of the potential and the
ability to serve greater humanity. Over the
next year, I will be heavily engaged in
speaking with diverse community groups to make
them aware of this emerging sector and assist them
in mapping their curriculum to support this".
Russell Julian

"I would like to see 50% diversity, if not
more, in all engineering programs across
the country in every school, and in STEAM
programmes they need to strive for 50%
ethnic and gender diversity at a minimum. In the
aerospace industry, I would like to see 50% gender
and ethnic diversity, reflecting the society we live in".
Dr Anita Sengupta
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THE DE&I VISION FOR EVTOL
"What I hope to see is that this really becomes part of
our DNA and that the conversations we are having
now become commonplace. We need to stop making it
performative and start building on some serious goals
and obtain them. What I’m looking for is action; for the
HR leaders to understand the power and opportunity
they have to influence something that hasn’t
happened the way we have wanted to. That it is
sustained success".
CPO - Wisk

"I would like to see more diversity on the
boards within the industry. There are
allies like Bill who firmly believe the
industry will be stronger and better
positioned if we had more diverse boards. There is
no reason why the Boards of Directors, VC
Funders and advisory boards could not be more
diverse over the next 24/36 months. I would
challenge HR leaders as champions of DE&I to
make a difference by pressing their leadership to
make sure senior leadership at the top of their
organization becomes more diverse. That is when
they should start to see a difference throughout
the organization"
Sharon Rossmark
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A COMMITMENT TO
CHANGE
Diversity is no longer just a matter of regulatory compliance or social justice.
It’s a clear and present business-performance issue. Organizations that lag
behind their competitors in diversity will find it more difficult to attract top
talent, break into new markets, innovate and build a good reputation among all.
A common theme that has presented itself in the discussion is that change can
and only happen from the top, down. As the next 10 years look to be the
eVTOL decade, embedding inclusive values into its culture and prioritizing
closing skills gaps stemming from marginalization will result in a positive topdown change that will ripple across the industry and business world in general.
Progress towards this new paradigm is only going to be as robust as the
dedication to it. HR leaders have a responsibility to set such precedence in
place, and lay the foundation work for those in the market now and for future
generations to come.
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HOW STORM4 CAN HELP?
Here at Storm4, we are committed to helping build successful
teams with diversity at its core in the Electric Vehicle market and
wider GreenTech industry.
We are conscious that to effectively scale your eVTOL start-up,
you need the right team to spearhead operations and drive your
company’s mission. We believe these teams must be gender and
ethnically diverse and led by a diverse leader. We are excited
about partnering with businesses that are not only accelerating a
sustainable future but doing so by championing DE&I.
Whether you are looking to hire an eVTOL expert or an entire
team, get in touch. Our database of diverse EV veterans are the
drivers of change to support the advancing urban mobility
industry.

We're Storm4

FIND OUT MORE
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