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EXECUTIVE SUMMARY 

1. The Power sector is a critical sector for sustaining Singapore’s economic 

growth. It is imperative that there is an adequate pipeline of local talent with the 

requisite capabilities to meet future challenges in the sector. A manpower landscape 

study conducted in 2011 by the Energy Market Authority (EMA) and the Singapore 

Workforce Development Agency (WDA) showed that the Power sector has an 

ageing workforce, with a median age of 48 years, and also faces difficulties in 

attracting and retaining young Singaporeans. 

2. To address these challenges, Second Minister for Trade and Industry 

S. Iswaran decided to set up an industry-led Power Sector Manpower Taskforce 

(PSMT), chaired by Mr. Quek Poh Huat, Senior Adviser, Singapore Power. The 

PSMT, which was formed in March 2012, comprises senior representatives from 

Power sector companies, the Union of Power and Gas Employees (UPAGE), 

Institutions of Higher Learning (IHLs) and government agencies. The PSMT was 

tasked to identify and recommend strategies aimed at keeping and building a strong 

core of Singaporeans in the Power sector, and to ensure that the sector’s long-term 

manpower needs can continue to be met.  

3. The PSMT sought inputs through focus group discussions and personal 

interviews with over 100 stakeholders comprising industry leaders, employees within 

and outside of the Power sector, UPAGE, IHLs, students and government agencies. 

Insights drawn through the qualitative research were supplemented by a survey 

conducted with more than 300 respondents, as well as a landscape review of similar 

international and local manpower initiatives.  

4. In summary, there are three key recommendations arising from the PSMT’s 

review: 

a. Establish an Attraction, Retention and Development Framework; 

b. Embark on a sector-wide branding exercise; and 

c. Adopt a coordinated approach to drive manpower efforts. 
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   (A) Establish an Attraction, Retention and Development Framework to 

attract, retain and develop manpower for the Power sector 

5. The PSMT’s review indicates that there should be more initiatives to attract, 

retain and develop manpower in the Power sector. This would help potential entrants 

and current employees to have greater clarity and assurance about their future 

career opportunities. 

6. The PSMT recommends that the following initiatives be considered as part of 

this Framework: 

a. To attract potential entrants to the Power sector, it is important to: 

i. Increase outreach efforts targeted at youth to cultivate early interest 

in energy issues; 

ii. Award scholarships and internships at different educational levels 

to attract local talent; and 

iii. Enhance Pre-Employment Training (PET) and offer Continuing 

Education and Training (CET) to provide students with basic 

knowledge and skills in core areas and develop an integrated 

educational and professional development pathway for both fresh 

entrants and in-service staff. 

b. To retain incumbents in the sector, it is important to clearly articulate 

career progression pathways and opportunities, as well as to offer 

competitive remuneration for employees in both management and 

technical specialist tracks. The sector should also provide continual 

employment training and skills upgrading opportunities for its workers to 

enable them to become more productive and move up the wage scale. 

c. To further develop manpower within the Power sector, it is important to 

establish a National Energy Competency Framework (NECF) that would 

outline the core knowledge areas required by the sector. This would serve 

to enhance the professionalism of the workforce and provide clarity on 

pathways for skills upgrading.  
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       (B) Embark on a Sector-wide Branding Exercise to raise the profile of the 

Power sector and manage perceptions 

7. The PSMT’s review notes that awareness levels and mindshare of the Power 

sector are low, especially amongst students and young Singaporeans. In particular, 

there are negative perceptions about the work environments and opportunities 

available in the sector.  

8. The PSMT recommends that a sector-wide branding exercise be conducted to 

raise awareness about the Power sector, and to highlight the interesting 

developments and opportunities available. For this branding exercise, the primary 

audience comprises youth (e.g. students) and mid-career switchers (e.g. ex-military 

engineers and technical professionals from relevant industries such as Aerospace 

and Oil and Gas); while the secondary audience comprises influencers (e.g. parents, 

mentors, teachers, journalists, community leaders and professionals from other 

sectors). The end in mind is to attract a core group of committed and competent 

individuals to join the Power sector. 

         (C) Adopt a Coordinated Approach to drive manpower efforts 

9. The PSMT’s review notes that at present, manpower development efforts in the 

Power sector are implemented at the organisation level, with minimal coordination at 

the sector-wide level. This is unlike other sectors such as Aerospace, Infocomm and 

Maritime, which have successfully built up a competitive core talent pool, and where 

initiatives are coordinated at industry level.  

10. To better align initiatives and avoid duplication of efforts, the PSMT 

recommends that a coordinated approach be taken to (i) look into the training needs 

of the Power sector; and (ii) drive manpower initiatives (e.g. branding, training, 

workforce planning) for the sector.  

11. The PSMT proposes that the Government, together with industry support and 

participation, kick-start these manpower development initiatives in a structured 

manner. Over time, the industry should take over these initiatives so that they can 

continue to operate on a self-sustaining basis. 
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12. In summary, the PSMT proposes the following three sets of implementation 

plans: 

a. Recommendations that the Government will start and catalyse, with 

participation and funding support from the industry: 

i. Sector-wide Branding Exercise 

To launch a sector-wide branding exercise, based on the message of 

“Powering Lives”, to create greater awareness of the developments 

and opportunities within the Power sector.  

ii. Outreach Efforts Targeted at Youth 

To increase outreach efforts targeted at youth to cultivate early 

interest in energy issues. This includes having energy challenges and 

competitions, talks by industry captains, experiential learning journeys 

and setting up energy clubs in schools. 

iii. Scholarships and Internships for Different Educational Levels 

To provide more scholarships and internships across different 

educational levels, including for ITE and polytechnic students. These 

would add to the current scholarships for university students, to attract 

and develop a pipeline of talent for the Power sector.   

iv. Pre-Employment Training (PET) and Continuing Education and 

Training (CET) 

To enhance Pre-Employment Training (PET) for the Power sector by 

identifying specific core knowledge areas at different technical levels, 

to make the curriculum more relevant to the industry. Upgrading 

opportunities should also be provided to in-service staff through a well-

developed set of Continuing Education and Training (CET) courses, to 

provide an integrated educational and professional development 

pathway. A Technical Advisory Panel could be established to regularly 

review the PET and CET Frameworks.   

v. National Energy Competency Framework (NECF) 

To develop a National Energy Competency Framework (NECF) 

detailing the career progression pathways, competency framework 

and training roadmaps for both management and technical specialist 

tracks, using the WDA’s Singapore Workforce Skills Qualifications 
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(WSQ) for Power Utilities Framework as a baseline. 

b. Recommendations to be driven by the industry, with Government 

participation and support: 

vi. Centralised Training Institute (CTI) 

To set up a Centralised Training Institute (CTI) to provide a one-stop 

centre to meet the different training needs of the Power sector.  

c. Recommendations for the industry to consider:  

vii. Coordinating Industry Body  

To consider setting up a coordinating industry body for the Power sector, 

which could assume the form of an industry council or association, with 

the following core functions: (a) to drive the branding and outreach efforts 

for the Power sector; and (b) to coordinate workforce planning and 

manpower development initiatives, including scholarships, internships 

and training. 

viii. Competitive Remuneration  

To regularly review remuneration packages in the Power sector to ensure 

that they remain competitive against other sectors, especially those 

which compete for the same technical and engineering talent pool.   
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SECTION A: INTRODUCTION  

1. The Power sector, comprising the Electricity and Gas sectors, is a key driver of 

Singapore’s economy. Fuelled by growing demand for energy, the Power sector is 

set to grow significantly over the next 10 years, in tandem with Singapore’s 

economic growth. 

Findings from Manpower Landscape Study 

2. In 2011, the Energy Market Authority (EMA) and the Singapore Workforce 

Development Agency (WDA) conducted a study to understand global workforce 

trends and development models in the energy sector, as well as the current 

manpower profile of Singapore’s energy sector and its future manpower 

requirements. The study found that: 

a. The median age of the Power sector’s technical workforce is 48 years, as 

compared to the national median of 42 years. 63% of the workforce is 

over 40 years old, with less than 15% below the age of 30 (Refer to Figure 

A1, Annex A for age profile of overall technical workforce). This indicates 

that over 40% of the technical workforce would be retiring in the next 10-

15 years (Refer to Figure A2, Annex A for detailed breakdown of age 

profile of technical workforce). Coupled with future capacity expansion in 

the sector, the impending workforce shortage would result in a loss of 

industry experience and knowledge. If such knowledge and competencies 

are not adequately codified in a way that can be passed on to the younger 

workforce, the operations and continued stability of the Power sector 

could be impacted. 

b. While the attrition rate for the entire workforce within the Power sector is 

generally low, at 2–3%, the attrition rate for the younger workforce (i.e. 35 

years old and below) is estimated at around 15%. This can be attributed 

to the following factors: 

i. There is a mismatch between the personal expectations of new 

entrants and the nature of the job (e.g. shift work and working 

environment); 
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ii. There is a lack of clarity in career opportunities and progression 

pathways; and 

iii. The remuneration packages are not sufficiently attractive in view of 

the job nature. 

c. Future capacity expansion in the Power sector, due to new generation 

planting and the commissioning of Liquefied Natural Gas (LNG) 

operations, would lead to greater demand for manpower in the sector. 

This, coupled with an ageing workforce and challenges in attraction and 

retention, is expected to result in an imminent workforce capacity gap of 

2,400 technical staff over the next 10 years (Refer to Figure A3, Annex A 

for overall future technical workforce demand). The workforce required by 

the sector comprises three groups of technical professionals: Technicians, 

Technical Officers and Engineers (Refer to Figure A4, Annex A for 

detailed breakdown of demand by profession).  

d. A career perception survey, conducted with more than 900 local students 

across the Institutions of Higher Learning (IHLs) revealed that perception 

of the Power sector is the least favourable compared to the other three 

energy sectors, namely the Oil and Gas, Renewables/ Clean Technology 

and Energy Efficiency Management sectors (Refer to Figure A5, Annex A 

for students’ preferred sector in the energy sector). Harsh work 

environment, uninteresting work scope and a lack of understanding of the 

sector were often cited as the top three reasons for not wanting to join the 

Power sector (Refer to Figure A6, Annex A for students’ perception of the 

energy sector). As such, it is a challenge attracting local students to 

pursue a career in the Power sector.  

e. Based on industry feedback, new entrants to the Power sector are less 

job-ready, mainly due to the lack of power-related topics in the Pre-

Employment Training (PET) curriculum. As a result, most training has to 

be done either in-house, on-the-job, or through ad-hoc Continuing 

Education Training (CET) courses catering to specific organisational 

needs. This is costly and time-consuming for employers, and also makes 
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it difficult to ascertain the quality and consistency of training on a sector-

wide level. 

Objectives of the Power Sector Manpower Taskforce (PSMT) 

3. To address these challenges, Second Minister for Trade and Industry S. 

Iswaran decided to set up an industry-led Power Sector Manpower Taskforce 

(PSMT), chaired by Mr. Quek Poh Huat, Senior Adviser, Singapore Power. The 

PSMT, which was formed in March 2012, comprises senior representatives from 

Power sector companies, the Union of Power and Gas Employees (UPAGE), IHLs 

and government agencies. The PSMT was tasked to identify and recommend 

strategies aimed at keeping and building a strong core of Singaporeans in the Power 

sector, and to ensure that the sector’s long-term manpower needs can continue to 

be met.  
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SECTION B: REVIEW PROCESS 

4. The PSMT adopted a structured review process. Following the formation of the 

taskforce, three work groups were formed to address specific issues in the areas of: 

(i) Attraction, Branding and Outreach (Chaired by Mr. Tan Hang Cheong,  Principal, 

Singapore Polytechnic1); (ii) Education and Training (Chaired by Ms. Zarina Piperdi, 

Senior Vice-President, Human Resource, SIA Engineering Company); and (iii) 

Retention and Professional Development (Chaired by Mr. Lim Kong Puay, Chief 

Executive Officer, Tuas Power) (Refer to Annex C for the objectives and composition 

of the respective work groups).  

5. The three work groups comprised senior representatives from more than 20 

organisations, including IHLs, companies in the Power sector and government 

agencies. The work groups: 

a. Discussed issues extensively within their respective areas and formulated 

recommendations and implementation plans; 

b. Participated and validated insights drawn from the focus group discussions, 

which involved more than 70 participants from the following six target 

segments: 

i. Students across the IHLs (i.e. Institute of Technical Education (ITE), 

polytechnic and university); 

ii. Senior management of the IHLs (i.e. ITE, polytechnic and university); 

iii. Experienced employees with more than 10 years of experience in the 

Power sector; 

iv. Young employees with less than three years of experience in the 

Power sector; 

v. Human resource specialists in the Power sector; and 

                                                           
 

 

1
 Retired as Principal, Singapore Polytechnic on 31 December 2012 
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vi. Mid-career professionals from other sectors (e.g. Oil and Gas, 

Aerospace and Military). 

c. Reviewed and deliberated on insights drawn from a comparison study of 

international and local manpower initiatives covering the following sectors: 

Country Sector Coverage 

United States Electricity, Natural Gas and Nuclear 

Australia Power 

United Kingdom Power 

Singapore Aerospace, Infocomm and Maritime 
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SECTION C: KEY INSIGHTS FROM THE LANDSCAPE REVIEW 

6. The PSMT review noted that: 

a. Countries such as the United States, Australia and United Kingdom faced 

similar trends of an ageing workforce and difficulties in talent attraction 

within their respective Power sectors; and 

b. Other sectors in Singapore, such as Aerospace, Infocomm and Maritime, 

also faced similar workforce challenges. 

7. Specifically, on the international front, the PSMT noted the following (Refer to 

Annex D for international case studies): 

a. In the United States, manpower development in the Energy sector is 

driven by the industry-led Center for Energy Workforce Development 

(CEWD), which has established an industry competency framework to 

steer education and training efforts and develop career pathways to 

attract diverse talent to the US Energy sector. A taskforce similar in scope 

to the PSMT was formed in 2009 to address manpower-related issues in 

the US Electric Power sector. The National Commission on Energy Policy 

Taskforce on America’s Future Energy Jobs was tasked with examining 

the existing demographic makeup and anticipated workforce needs of the 

Electric Power sector. 

b. In Australia, the industry-led Australian Power Institute (API) focuses its 

efforts on four areas: career awareness, education, professional 

development and garnering industry support. Additionally, Energy Skills 

Queensland (ESQ), an Industry Skills Body supported by the Australian 

federal government, drives workforce planning and development, as well 

as career advisory services for Queensland’s Energy and 

Telecommunications sectors.  

c. In the United Kingdom (UK), the government-initiated National Skills 

Academy for Power (NSAP) leads industry efforts to raise the profile of 

the UK’s Power sector; maps and plans jobs, qualifications and training; 

and provides support to employers on recruitment requirements. 
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8. Locally, the PSMT noted that various manpower initiatives have been 

implemented in the following sectors (Refer to Annex E for local case studies):  

a. The Maritime sector has put in place a mature set of developmental 

initiatives including scholarships and training programmes, with the 

Singapore Maritime Foundation (SMF) leading industry promotion and 

human capital development efforts for the sector.  

b. Similarly, the Infocomm sector has developed up-skilling programmes that 

are complemented by an industry-endorsed National Infocomm 

Competency Framework (NICF), which articulates career pathways along 

the technical and management tracks.  

c. Additionally, the Aerospace sector has developed structured programmes 

for fresh entrants and in-service staff, with the Association of Aerospace 

Industries Singapore (AAIS) focusing on manpower development and 

industry promotion efforts on a sector-wide level.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



15 
 

SECTION D: STAKEHOLDERS’ FEEDBACK 

9. The PSMT gathered views through focus group discussions and conducted 

quantitative surveys with a diverse set of stakeholders, including: 

a. Senior management of Power sector companies; 

b. ITE, polytechnic and university students; 

c. Senior management of the IHLs (i.e. ITE, polytechnic and university); 

d. Experienced employees with more than 10 years of experience in the 

Power sector; 

e. Young employees with less than three years of experience in the Power 

sector; 

f. Human resource specialists in the Power sector; and 

g. Mid-career switchers from relevant sectors (e.g. Oil and Gas, Aerospace 

and Military). 

10. Key feedback gathered from the various stakeholders are summarised below: 

Senior Management of Companies in the Power sector 

a. There was consensus that the Power sector needs to initiate manpower 

efforts early and in a concerted manner, in order to adequately address 

issues related to an ageing workforce. 

Human Resource Specialists in the Power sector 

b. Human resource specialists in the Power sector suggested that a 

comprehensive profiling of the Power sector is needed, given the lack of 

awareness and mindshare of the sector despite its importance to 

Singapore’s economy. 

c. They also noted that the impending manpower shortage in the sector 

would be more acute at the technical level (i.e. Technicians and Technical 

Officers). This insight was consistent with an earlier manpower study 

commissioned by EMA and WDA, which projected that 80% of the 

manpower required over the next 10 years are technical professionals. 
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d. Human resource specialists also called for a tighter alignment of PET and 

job-based curriculum with the needs of the industry, to ensure that fresh 

entrants are equipped with the necessary and relevant skill sets. 

e. Additionally, they commented that companies in the Power sector are 

facing challenges in recruiting mid-career professionals, due to the current 

misperception that there are limited growth opportunities within the Power 

sector. 

Senior Management of the IHLs 

f. Senior representatives of the IHLs concurred that the take-up rate of 

engineering courses is low due to competition from other sectors. This 

limits the potential pool of students who could eventually enter the Power 

sector. 

ITE, Polytechnic and University Students 

g. Generally, students felt that there is a lack of information on the Power 

sector, as compared to other sectors (e.g. Oil and Gas, Maritime and 

Aerospace). They also held certain misperceptions about the sector, e.g. 

“harsh working environment” and “lack of interesting work scope”. 

‘As a power engineering student, I would rate my knowledge of the 

Power sector as 2 out of 10. Average Singaporeans would be lesser, 

even zero!’   

 ‘‘It isn’t interesting so nobody bothers to find out more about it.’ 

 – Feedback from Polytechnic students 

h. Students, especially those from the ITE and polytechnic, indicated that 

they are keen to pursue higher qualifications upon graduation. They would 

like to see more pathways made available for them to do so, especially 

within the Power sector. 

i. There was consensus amongst the students that the top three factors that 

would motivate them to enter the Power sector are: competitive salaries, 

career progression opportunities, and good work environment and culture 

(Refer to Figure F1, Annex F for detailed breakdown of factors). 
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j. Students also stated that they would decide on their career options but 

would consider opinions from influencers (e.g. parents, mentors, 

journalists, teachers, community leaders and professionals from other 

sectors) (Refer to Figure F2, Annex F for detailed breakdown of 

influencers). Other considerations for students include challenging and 

interesting job scopes, as well as the availability of scholarships and 

internship opportunities. 

Feedback from Young Employees (with less than three years of working 

experience) 

k. Young employees generally felt that there is a lack of job-related 

information in the Power sector. As a result, many felt that their work in 

“keeping the lights on” goes largely unnoticed by the general public. 

l. Young employees indicated that salary, work environment and stability 

are the top three reasons that would motivate them to join the Power 

sector (Refer to Figure F3, Annex F for detailed breakdown of factors), 

while the top three factors that would make them stay on in the sector are 

salary, career progression and work environment (Refer to Figure F4, 

Annex F for detailed breakdown of factors). 

Feedback from Experienced Employees (with more than 10 years of working 

experience) 

m. Experienced employees shared that they were not adequately prepared to 

take on different job scopes, as they had not undergone the requisite 

training. They suggested that more training and upgrading opportunities 

be made available to experienced employees in the sector. 

n. They also felt that their vast experience in the sector could be put to good 

use by mentoring younger employees. Hence, companies could consider 

instituting such mentorship schemes formally. 

o. Experienced employees cited salary, work environment, and career 

progression as the top three reasons that would motivate them to join or 

stay on in the sector (Refer to Figures F5 and F6, Annex F for detailed 

breakdown of factors). 
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11. In conclusion, the feedback from stakeholders indicates that there is insufficient 

information and a resultant lack of awareness of the Power sector. The sector also 

needs to develop and communicate clear career progression pathways for both 

potential entrants and incumbents. This suggests that the Power sector would need 

to: 

a. Raise awareness of the sector through initiatives such as a sector-wide 

branding exercise and youth outreach programmes; 

b. Provide clarity in terms of career progression pathways and available 

opportunities. This would increase the mindshare of the public and 

potential entrants in the long run, hence enhancing the sector’s ability to 

attract talent; 

c. Adopt a coordinated approach to champion the profile of the Power 

sector, which would help in the recruitment process; 

d. Equip potential entrants with the relevant skill sets and knowledge so that 

they can better transit into the Power sector; and 

e. Offer competitive remuneration packages and provide recognition and 

meaningful job scopes to attract new recruits and retain incumbents. 
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SECTION E: PSMT RECOMMENDATIONS  

12. Based on feedback received from stakeholders and insights drawn from 

international and local case studies, the PSMT recommends the following:  

a. Establish an Attraction, Retention and Development Framework; 

b. Embark on a sector-wide branding exercise; and 

c. Adopt a coordinated approach to drive manpower efforts. 

Recommendation #1: Establish an Attraction, Retention and Development 

Framework 

13. To ensure an adequate and stable local pool of competent manpower, a 

comprehensive framework comprising different targeted initiatives must be 

established to address three key concerns facing those aspiring to join the Power 

sector, as well as incumbents within the Power sector: 

a. Why should I join the Power sector (“Attraction”)? 

b. Why should I stay within the Power sector (“Retention”)? 

c. How will I grow within the Power sector (“Development”)? 

14. Such a framework would also form the foundation for the sector-wide branding 

exercise to raise awareness of the Power sector and highlight the important role that 

the Power sector plays, not only in Singapore’s economy, but also in our daily lives. 

The proposed initiatives to attract, retain and develop talent within the sector are 

described below. 

a. Attraction-related Initiatives 

i. Increase outreach efforts targeted at youth. To address the lack of 

awareness about the Power sector, it is recommended that the 

Power sector come together to increase outreach efforts targeted at 

youth (e.g. students). This would also help to infuse early interest in 

energy issues among this key target segment. Such outreach 

programmes could be in the form of energy competitions, talks by 

industry captains, experiential learning journeys and setting up 

energy clubs in schools. 
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ii. Award scholarships and internships at different educational levels. 

Based on feedback from students, availability of scholarships is one 

of their key considerations when deciding on a particular sector or 

organisation to enter. Although a majority of the technical workforce 

(approximately 80%) in the Power sector comprises ITE and 

polytechnic students, there is a notable lack of scholarships available 

to these two groups of students. Currently, most scholarships 

available in the sector are offered at undergraduate level. As such, 

the PSMT recommends that industry scholarships be made available 

to ITE and polytechnic students as well. Additionally, these 

scholarships (e.g. diploma- and degree-level) could also serve as a 

retention tool, which companies could extend to their high-

performing in-service staff as part of their career development and 

progression.   

Power sector companies could also provide more internship 

opportunities to expose students to their operations. This would help 

more students to experience what it would be like to work in the 

Power sector.  

iii. Enhance Pre-Employment Training and Offer Continuing Education 

and Training (CET). To improve the alignment between curriculum 

offerings and industry needs, the PSMT undertook a review of 

existing power-related engineering courses across ITE, polytechnic 

and university. The findings, which were validated with the industry, 

indicated that the Power sector should contain a minimum of 10 core 

knowledge areas at different technical levels (Refer to Annex G for 

detailed knowledge areas). These areas could eventually be 

expanded to include gas-related knowledge areas (e.g. Energy 

Economics and Instrumentation and Control) over time. 

To provide upgrading opportunities to in-service staff and reach out 

to a wider pool of potential entrants, the PSMT proposes to develop 

a set of CET courses, so as to create an integrated educational and 

development pathway. Coupled with the existing power engineering 

courses across the IHLs (Refer to Annex H for list of existing power 
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engineering courses across the IHLs), this would further emphasise 

the prominence of the Power sector and enable interested applicants 

to transit into the Power sector more easily. 

In this regard, the PSMT commends ongoing efforts to introduce a 

dedicated power engineering course in Singapore via the Singapore 

Institute of Technology (SIT) and its appointed overseas partner, 

Newcastle University of the UK. This two-year, full-time Electrical 

Power Engineering degree course is targeted at diploma graduates 

who aspire to upgrade themselves, and would have a 

comprehensive, industry-validated course curriculum covering both 

power generation, and transmission and distribution knowledge 

areas.  

Additionally, the PSMT recommends that the technical requirements 

of the power-related PET and CET Frameworks be reviewed by an 

industry-led Power and Gas-Technical Advisory Panel (PG-TAP) 

every three years, for currency and relevance (Refer to Annex I for 

the proposed terms of reference and composition of the PG-TAP). 

b. Retention and Development-related Initiatives 

i. Develop a National Energy Competency Framework (NECF). To 

retain and develop professionals within the Power sector, there was 

consensus that it is necessary to clearly articulate the career 

progression and opportunities available, as well as the competencies 

required to move to the next level. Taking reference from the 

National Infocomm Competency Framework developed by the 

Infocomm Development Authority of Singapore (IDA), the PSMT 

identified 14 key job families for the various segments under the 

Power and Gas value chain (Refer to Annex J for key job families in 

the Power and Gas value chain). 

Moving forward, the PSMT recommends that an NECF be developed 

to detail the core knowledge areas required by each job family, using 

WDA’s WSQ for Power Utilities Framework, which was developed in 

2010, as a baseline (Refer to Annex K for the WSQ for Power 



22 
 

Utilities Framework). This would serve to enhance the relevance and 

competitiveness of the Power sector workforce. The NECF would be 

critical in helping to identify the competency gaps that could be 

bridged via the development of structured training roadmaps or a 

structured job-based training programme for both new entrants and 

incumbents in the Power sector. 

ii. Review the remuneration framework. Remuneration is one of the key 

considerations for potential entrants and incumbents. Through the 

review, it was proposed that the Power sector’s remuneration 

framework be guided by the following four principles.  

Firstly, the Power sector as a whole should ensure that remuneration 

packages are competitive by conducting regular benchmarking 

against other sectors that compete for the same technical and 

engineering talent pool and taking into consideration the Power 

sector’s working environment and job nature. Next, clear job 

requirements should be established and matched with required skill 

sets and respective salary scales. This should be applicable not only 

for personnel on the management track, but also those on the 

specialist track, so that these professionals would be given due 

recognition for the specialised type of work that they do. The sector 

should also continually train its workers progressively up the skills 

ladder (taking reference from the Progressive Wage System 

currently adopted in other sectors such as Maritime). The additional 

skill sets would thus enable them to become more productive and 

move up the wage scale. Additionally, there should be clear and 

transparent communication of remuneration packages. For example, 

for entry-level technical positions, additional salary components such 

as fixed shift allowances should be communicated to potential 

applicants so that they have the information to assess their total 

monthly take-home pay and how it compares against other sectors. 
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Recommendation #2: Embark on a Sector-wide Branding Exercise 

15. The PSMT notes that awareness levels and mindshare of the Power sector are 

low, especially amongst students and young Singaporeans. In particular, there is 

some negative perception about the work environments and opportunities available 

in the sector. As such, the PSMT recommends that a sector-wide branding exercise 

be conducted to raise awareness about the Power sector, and to highlight the 

interesting developments and opportunities available. This would in turn help to 

attract capable and competent people into the sector. 

Brand Positioning 

16. The PSMT recommends that the Power sector adopt “Powering Lives” as its 

primary branding message, as there is strong consensus from different stakeholders 

that it is: 

a. Simple, sharp, and can be easily related back to the Power sector; 

b. Easy to understand and remember; and 

c. Able to convey the sector’s core mission of “keeping the lights on”, as well 

as convey the appropriate impression of the sector to the core target 

segments. 

Key Target Segments and Communication Platforms 

17. The PSMT proposes that the branding exercise focus on three core target 

segments, comprising a primary audience – youth (e.g. secondary , junior college, 

ITE, polytechnic and university students) and mid-career switchers (e.g. retired 

engineers and technicians from the Singapore Armed Forces (SAF)), as well as a 

secondary audience – influencers (e.g. parents, mentors, journalists, teachers, 

community leaders and professionals from other sectors). The branding exercise 

could leverage on both strategic and tactical communication platforms/ tools to 

achieve maximum impact. 

Primary Audience  

a. Youth. Given the ageing manpower profile of the Power sector, where more 

than 40% would be retiring in the next 10-15 years, the branding exercise 
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would need to specifically address the concerns of young Singaporeans 

(e.g. secondary, junior college, ITE, polytechnic and university students), so 

that more of them would be inclined to choose engineering as their 

preferred course of study and take on power engineering modules. This 

would increase the pool of potential entrants to the Power sector. 

To reach out to this segment effectively, the proposed platforms should 

include cinema advertisements and online platforms (e.g. Facebook), as 

these have been recorded to have high youth penetration rates. Other 

possible platforms include outdoor media and late-night radio programmes. 

b. Mid-career switchers. To ensure that  manpower capacities for the Power 

sector are met in the medium to long term, it is crucial to target mid-career 

professionals, specifically ex-military personnel and technical professionals 

from relevant sectors (e.g. Aerospace and Oil and Gas), to supplement the 

fresh-entrant pool. The transition into the Power sector would be easier for 

these professionals (e.g. in terms of intensity of training and management 

of expectations) due to their prior experience. Thus, the PSMT 

recommends that the branding exercise focus on these groups as well. 

Secondary Audience 

c. Influencers. Influencers (e.g. parents, mentors, journalists, teachers, 

community leaders and professionals from other sectors) play an important 

role in the decision-making process of potential entrants. As such, the 

branding exercise should also place emphasis on capturing the mindshare 

of this segment. 

18. For the target segments in points (b) and (c) above, it was proposed to 

leverage upon platforms such as television to achieve maximum publicity mileage. 

This could be further supplemented by print media (e.g. career-related advertorials), 

which is more targeted in reaching out to professionals, as well as outdoor media 

(e.g. billboard advertisements), which offer high visibility and sustained presence.  
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Recommendation #3: Adopt a Coordinated Approach to Drive Manpower 

Efforts 

19. In order to effectively drive and implement the above manpower initiatives, the 

PSMT recommends that the Power sector adopt a coordinated approach to: 

a. Look into the training needs of the sector, given that most organisations in 

the Power sector currently conduct their own in-house training or rely on 

their equipment vendors to train their employees; and 

b. Drive the various manpower initiatives (e.g. branding, training and 

workforce planning) for the Power sector, which would be more effective 

than piece-meal strategies by individual organisations. 

20. The PSMT is of the view that there is value in having a coordinated body to 

provide a one-stop centre to serve the training needs of the Power sector. This 

would help to minimise duplication and maximise economies of scale through the 

utilisation of existing equipment and training facilities. With sufficient industry support 

and recognition, this could lead to the potential establishment of a Centralised 

Training Institute (CTI), which should be endorsed and supported by the 

Government. One other possibility would be to work with the existing Singapore 

Power Training Institute (SPTI) to explore extending the scope of its existing courses 

beyond the transmission and distribution spectrum. 

21. Similarly, the Power sector could take reference from the Maritime sector and 

form a coordinating industry body, akin to the SMF, to coordinate and drive the 

above manpower initiatives. Depending on industry requirements and support, the 

coordinating industry body could subsequently evolve to assume the form of an 

association or federation, with the following core functions: branding and outreach to 

raise awareness of the Power sector, identification of training gaps, and workforce 

planning and development to meet the sector’s future manpower needs.  
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SECTION F: CONCLUSION AND NEXT STEPS 

22. Having reviewed feedback from stakeholders and conducted a comparison 

study of the international and local manpower landscape, the PSMT is of the view 

that the Power sector needs to come together to raise awareness as well as to 

attract, retain, and develop its workforce. Maintaining a qualified and competent pool 

of locals is necessary in ensuring that the future needs and demands of the Power 

sector continue to be met. To recap, the PSMT recommends the following three 

initiatives: 

a. Establish an Attraction, Retention and Development Framework that 

includes the following initiatives: more outreach efforts targeted at youth, 

establishment of scholarships and internships across the different 

educational levels, enhancement of the PET and CET Frameworks and 

review of the remuneration framework and development of a NECF.  

b. Embark on a sector-wide branding exercise with “Powering Lives” as the 

central theme, and  widen the talent catchment pool to include youth and 

mid-career switchers; and  

c. Adopt a coordinated approach to catalyse and drive current and future 

manpower needs. 

23. In summary, the PSMT proposes that the Government, together with industry 

support and participation, kick-start these manpower development initiatives in a 

structured manner. Over time, these initiatives should be industry-led and continue to 

operate on a self-sustaining basis. 

24. To recap, the PSMT proposes the following recommendations: 

a. Recommendations that the Government will start and catalyse, with 

participation and funding support from the industry: 

i. Sector-wide Branding Exercise 

To launch a sector-wide branding exercise, based on the message of 

“Powering Lives”, to create greater awareness of the developments and 

opportunities within the Power sector.  

 



27 
 

ii. Outreach Efforts Targeted at Youth 

To increase outreach efforts targeted at youth to cultivate early interest in 

energy issues. This includes having energy challenges and competitions, 

talks by industry captains, experiential learning journeys and setting up 

energy clubs in schools. 

iii. Scholarships and Internships for Different Educational Levels 

To provide more scholarships and internships across different 

educational levels, including for ITE and polytechnic students. These 

would add to the current scholarships for university students, to attract 

and develop a pipeline of talent for the Power sector.   

iv. Pre-Employment Training (PET) and Continuing Education and 

Training (CET) 

To enhance Pre-Employment Training (PET) for the Power sector by 

identifying specific core knowledge areas at different technical levels, to 

make the curriculum more relevant to the industry. Upgrading 

opportunities should also be provided to in-service staff through a well-

developed set of Continuing Education and Training (CET) courses, to 

provide an integrated educational and professional development 

pathway. A Technical Advisory Panel could be established to regularly 

review the PET and CET Frameworks.   

v. National Energy Competency Framework (NECF) 

To develop a National Energy Competency Framework (NECF) detailing 

the career progression pathways, competency framework and training 

roadmaps for both management and technical specialist tracks, using the 

WDA’s Singapore Workforce Skills Qualifications (WSQ) for Power 

Utilities Framework as a baseline. 

b. Recommendations to be driven by the industry, with Government 

participation and support: 

vi. Centralised Training Institute (CTI) 

To set up a Centralised Training Institute (CTI) to provide a one-stop 

centre to meet the different training needs of the Power sector.  
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c. Recommendations for the industry to consider:  

vii. Coordinating Industry Body  

To consider setting up a coordinating industry body for the Power sector, 

which could assume the form of an industry council or association, with 

the following core functions: (a) to drive the branding and outreach efforts 

for the Power sector; and (b) to coordinate workforce planning and 

manpower development initiatives, including scholarships, internships 

and training. 

viii. Competitive Remuneration  

To regularly review remuneration packages in the Power sector to ensure 

that they remain competitive against other sectors, especially those 

which compete for the same technical and engineering talent pool.   
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ANNEX A: FIGURES FROM LOCAL ENERGY LANDSCAPE STUDY 

Figure A1: Age Profile of Technical Workforce (Overall) 

 

Source: HayGroup Manpower Landscape Study, 2011 

Figure A2.1: Age Profile of Technical Workforce  

(Detailed Breakdown – Generation Companies and Other Power Utilities) 

 

Source: HayGroup Manpower Landscape Study, 2011 
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Figure A2.2: Age Profile of Technical Workforce  

(Detailed Breakdown – Generation Companies and Other Power Utilities) 

 

Source: HayGroup Manpower Landscape Study, 2011 

 

Figure A3: Future Technical Workforce Demand (Overall) 

 

Source: HayGroup Manpower Landscape Study, 2011 
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Figure A4: Future Technical Workforce Demand  

(Detailed Breakdown – Job/ Education Levels) 

Job Levels / 
Education Level 

Capacity 
Expansion 

(no.) 

Attrition (no.) 
(based on 2-3% 
annual sector 
attrition rate) 

Retirement 
(no.) 

Workforce 
Required 

(no.) 

Engineers 
(Degree)  

87  183  200  470 

Technical 
Officers 

(Diploma)  
69  131  200  400 

Technicians 
(NITEC)  

264  386  850  1500 

TOTAL 420 700 1250 2370 

 

Source: HayGroup Manpower Landscape Study, 2011 

 

Job 
Workforce 

Required (no.) 
Entry Qualifications 

Engineers 470 

Degree in mechanical or EE engineering, such 
as: 

 NUS – B. Eng (Mech) 

 NTU – B. Eng (EE) and B. Eng (Mech) 
 

Technical 
Officers 

 
400 

Diploma in mechanical or EE engineering, 
such as: 

 NYP – Diploma in Electrical 
Engineering (Power Systems 
Engineering option) 

 SP – Diploma in Electrical & Electronic 
Engineering (Power Engineering option) 

 NP – Diploma in Electrical Engineering 
(Power Engineering option) 

Technicians 
 

1,500 
Higher Nitec in Electrical Engineering 
Nitec in Electrical Technology (Power & 
Control) 

 

Source: HayGroup Manpower Landscape Study, 2011 
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Figure A5: Students’ Preferred Sector in the Energy Sector 

Most Preferred Sector % 

Clean Energy 48.7% 

Oil and Gas 24.8% 

Energy Efficiency 15.5% 

Power Utilities 11.0% 

n = 942 responses 

Source: HayGroup Manpower Landscape Study, 2011 

 

Figure A6: Students’ Perception of the Energy Sector 

 

 

n = 942 responses 

Source: HayGroup Manpower Landscape Study, 2011 
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prepare for career 
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Lack of interesting work scope 
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ANNEX B: TERMS OF REFERENCE AND COMPOSITION OF 

POWER SECTOR MANPOWER TASKFORCE (PSMT) 

Terms of Reference 

a. Outline key strategies in the areas of attraction, retention and personnel 
development to ensure that manpower needs for Singapore’s Power Utilities 
sector continue to be met in the next 10-15 years. 

b. Identify skill sets and manpower capabilities required for the Power Utilities 
sector in the medium- and long-term; and thereafter propose suitable 
initiatives for education and training systems and in-company career 
progression pathways. 

c. Put forward a plan and timeline for the implementation of the recommended 
initiatives. 

 
 
 

*Assumed position of Director, Higher Education, MOE on 24 September 2012 (replaced Ms. Tan Gee 
Keow) 
**Retired as Principal, Singapore Polytechnic on 31 December 2012 

Composition of PSMT 

Chairman 

Mr. Quek Poh Huat                

Members 

Prof. Chan Eng Soon             

Mr. Chee Hong Tat                

Prof. Janie Fouke                   

Mr. Lim Kong Puay                

Mr. Nachiappan RKS             

Dr. Ong Tiong Guan               

Ms. Zarina Piperdi                  

Mr. Poh Geok Huat Bruce      

Mr. John Lim Hua Ern*                

Mr. Tan Hang Cheong**           

Mr. S Thiagarajan                  

Mr. Wong Hong Kuan            

Mr. Wong Kim Yin                 

 

Senior Adviser, Singapore Power 

 

Dean, Faculty of Engineering, NUS 

CE, EMA  

Dean, College, of Engineering, NTU  

CEO, Tuas Power  

General Secretary, UPAGE  

MD, Keppel Energy  

SVP, HR, SIAEC  

Director and CEO, ITE  

Director, Higher Education, MOE  

Principal, Singapore Polytechnic  

Executive Secretary, UPAGE  

CE, WDA  

Group CEO, Singapore Power 
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ANNEX C: OBJECTIVES AND COMPOSITION OF WORK GROUPS 

Work Group 1: Attraction, Branding and Outreach 

*Retired as Principal, Singapore Polytechnic on 31 December 2012 
**Alternate to Prof. Janie Fouke 

 

Work Group 2: Education and Training 

Objectives PSMT Members Invitees 

 To understand if there is scope to enhance 
the energy curriculum, course 
structure/duration and skill sets so that 
students will readily consider joining Power 
Utilities sector upon graduation 

 To identify training or skill set gaps (i.e. re-
skilling for mid-career switchers as well as 
up-skilling for in-employment staff) that 
need to be bridged 

 To discuss the value of establishing or 
leveraging on existing facilities to serve the 
training needs of the entire Power Utilities 
sector 

Chair: Ms. Zarina Piperdi 

Prof. Janie Fouke  

Mr. Tan Seng Hua* 

Prof. Liew Ah Choy** 

Ms. Tan Gee Keow*** 

Mr. Nachiappan RKS 

Mr. Wong Hong Kuan 

Mr. Chee Hong Tat  

 Mr. Cheng See Tau               
(Head, SPTI)  

 Mr. Lee Chee Whye,               
(Dy Dir, School of EEE, 
Singapore Polytechnic)  

 Mr. Jonathan Lim              
(Dir, SIT) 

 Prof. Ehsan Mesbahi        
(Dean (Singapore), 
Newcastle University)  

 Mr. Tan Tee Huat                
(VP, Tuas Power)  

*Alternate to Mr. Poh Geok Huat Bruce 
**Alternate to Prof. Chan Eng Soon 
***Left position as Director, Higher Education, MOE on 24 September 2012 

 

 

 

 

 

 

 

Objectives PSMT Members Invitees 

 To understand factors that attract or deter 
students from joining the Power Utilities 
sector 

 To identify target segments to widen the 
pool of talent and discuss how to brand and 
profile the Power Utilities sector (including 
key messages and associated 
communications channels) 

 To identify suitable outreach platforms to 
create greater awareness and address 
misperceptions (e.g. learning journeys, 
career fairs, student competitions, clubs in 
schools and talks by industry leaders) 

Chair: Mr. Tan Hang Cheong* 

Mr. Poh Geok Huat Bruce 

Prof. Chan Eng Soon 

Prof. Gooi Hoay Beng**  

Dr. Ong Tiong Guan 

Mr. Wong Kim Yin 

Mr. Chee Hong Tat 

 

 Ms. Julia Ng               
(Dir, Manufacturing and 
Construction Div,         
WDA)  

 Mr. Ng Weng Lam            
(Dir, School of EEE, 
Singapore Polytechnic)  
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Work Group 3: Retention and Professional Development 

Objectives PSMT Members Invitees 

 To understand factors that promote or 
improve retention in the Power Utilities 
sector  

 To understand existing career progression 
pathways and how these may need to be 
enhanced 

 To discuss how the Power Utilities sector 
can come together to enhance retention 
and professional development of the Power 
Utilities workforce 

Chair: Mr. Lim Kong Puay  

Dr. Ong Tiong Guan 

Mr. Wong Kim Yin 

Mr. S Thiagarajan 

Mr. Nachiappan RKS 

Mr. Wong Hong Kuan 

Mr. Chee Hong Tat 

 Mr. Gan Yen Piau,               
(Snr VP, Sembcorp)  

 Mr. Arthur Khong           
(GM, Keppel Energy) 

 Ms. Lim Chor Hoon     
(Head, Singapore Power)  

 Ms. Low Suat Kheam*       
(VP, Senoko) 

 Ms. Pui Yim Retnam          
(VP, PowerSeraya) 

 Ms. Yvelve Wong               
(Mgr, GMR)  

*Left position as VP, Human Resource, Senoko Energy Supply Pte. Ltd. on 31 December 2012 
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ANNEX D: INTERNATIONAL CASE STUDIES 

Figure D1: Center for Energy Workforce Development (CEWD) Get Into Energy 
Career Pathways 

 
 

Source: CEWD, Workforce Development and Career Pathways for Skilled Energy Technicians and Engineers, 2012 
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Figure D2: CEWD Energy Competency Model 

 
 

Source: CEWD, Energy Industry Competency Model: Generation, Transmission and Distribution, 2011 

 

Figure D3: Australian Power Institute (API) Power Engineering Curriculum 

 
 

Source: http://api.edu.au/centre_of_excellence/curriculum_and_modules/ 

 

 
 

http://api.edu.au/centre_of_excellence/curriculum_and_modules/
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Figure D4: Energy Skills Queensland (ESQ) Workforce Development Solutions 
Framework Model 

 

Source: http://www.energyskillsqld.com.au/workforce-development-solutions/ 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

http://www.energyskillsqld.com.au/workforce-development-solutions/
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ANNEX E: LOCAL CASE STUDIES 

Maritime Industry 

 Branding and Outreach Strategies 

Objective Initiative Year 

Raise public 
awareness of Maritime 
industry, especially 
among influencers of 
the youth (e.g. 
parents, friends and 
teachers), through 
mass media 

1. Television serial “The Peak” on MediaCorp Channel 8 
(starring Christopher Lee, Jeanette Aw) 

2. Partnership with Channel NewsAsia to profile Maritime 
industry 

• 4-part documentary series "Sea of Opportunities“  

• 5-part documentary series “Rise of Asia Maritime 
Industries”  

2007  

 

 

2008 

2010 

Heighten Maritime 
consciousness among 
students through 
outreach programmes, 
especially in: 

• Secondary Schools 

• Junior Colleges 

• ITE 

• Tertiary Institutions 

1. SMU Industry Awareness Talk 

• Sharing by Maritime players about career prospects and 
opportunities 

2. Sea Youth Asia Tour  

• Mega Maritime exhibition to give students better sense of 
diversity and magnitude of Maritime industry  

3. MaritimeONE Commercial Challenge - People's Choice  

• Online marketing campaign on STOMP website, featuring 
maritime television and radio commercials by 
Communication Studies students from NTU and TP 

4. Other initiatives, including: 

• Career fairs 

• School talks  

• Site visits 

• Inter-school competitions 

2011 
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Maritime Industry 

 Attraction Strategies 

Organisation Initiatives Level 

Singapore Maritime 
Foundation (SMF)  

MaritimeONE Scholarship  Degree, Diploma  

Maritime Port Authority 
(MPA)  

Maritime Postgraduate Scholarship Scheme  Post-graduate 
degree  

MPA Scholarship  Degree  

Seafaring Alternative…an Investment for Life 
(SAIL) Scholarship Scheme  

Diploma  

Association of 
Singapore Marine 
Industries (ASMI)  

ASMI Marine & Offshore Undergraduate 
Scholarship  

Degree  

ASMI Scholarship  Diploma  

ASMI Marine Offshore Engineering Scholarship  Higher NITEC  

PSA Singapore Howe Yoon Chong PSA Endowment Fund  Degree, Diploma, 
NITEC/ Higher 
NITEC  

WDA and NTUC  Place and Train Programme for Harbour Craft 
Steersman  

New entrants  

Train and Place Programme for Certificate of 
Competence (COC) Special Limits Officers  

New entrants  

Sources: SMF, MPA, ASMI, PSA Singapore, WDA websites 

 

Maritime Industry 

 Retention and Professional Development Strategies 

 

Source: http://www.maritimecareers.com.sg/careers.html  

http://www.maritimecareers.com.sg/careers.html
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Maritime Industry 

 Singapore Maritime Foundation 

Singapore Maritime Foundation 

Date of 
Establishment  

• Jan 2004 

Key Objectives  • To provide a forum in the private sector for exchanging, generating and 
developing ideas and proposals to turn Singapore into an International 
Maritime Centre (IMC). 

• To act as the catalyst in fostering mutual co-operation among various 
sectors of the Maritime industry. 

• To serve as the government’s partner from the private sector in 
promoting Singapore as an IMC and developing manpower to support 
the Maritime industry.  

Main Driver  • Industry-led body, to provide a representative voice for the industry. 

Composition of 
Members  

• Includes full spectrum of Maritime industry, from Marine and Shipping, 
to Port and Ancillary Service sectors. 

• Board of Directors chaired by industry captain (Keppel Offshore & 
Marine), with representation from MPA, Institutions of Higher Learning 
(Singapore Polytechnic) and the industry.  

Scope of Work • International Partnerships and Promotion 

• Sea Asia 

• Other International Events 

• Industry Cooperation and Development 

• Ship Finance Workgroup 

• Marine Insurance Workgroup 

• Maritime Arbitration Workgroup 

• Maritime Education and Training 

• MaritimeONE/ Maritime Careers Web Portal 

• Scholarships 

• Maritime YES Club 

• Industry and Public Outreach 

• Industry and Student Outreach 

• Publications/ Video Projects 

Others  

(e.g. Funding 
model) 

• Largely government-funded 

• Grants/ sponsorships from organisations  

Source: http://www.smf.com.sg/ 

http://www.smf.com.sg/
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Aerospace Industry 

 Education and Training Strategies 

Initiative Description Details 

Memorandum of Understanding 
between ST Aerospace and ITE:  

• Scholarships for students in 
NITEC in Aerospace 
Technology and NITEC in 
Aerospace Avionics courses;  

• On-the-job attachments for ITE 
staff and knowledge sharing;  

• Development of joint 
certification courses  

• Hands-on experience 
for students - work with 
actual aircraft parts 
provided by ST 
Aerospace  

• Scholarships to cover 
tuition fees and 
allowances 

• ST Aerospace’s 
contribution to joint 
electives and 
certification courses  

• Expected reach: 400 
students per year  

• Duration of MOU: 2009 to 
2013  

Certified On-the-Job Training 
Centre (COJTC) Scheme  

• Help companies 
institutionalise 
structured OJT system 
and to improve the 
quality of OJT practices  

Current COJTCs: 

• GE Aviation Service 
Operation (USA) 

• Hamilton Sundstrand 
Pacific Aerospace 

• International Engine 
Component Overhaul 

• Pratt & Whitney Canada 
(S.E.A.) 

• ST Aerospace Engineering 

• ST Aerospace Engines 

• ST Aviation Services 
Company 

• Turbine Overhaul Services 

Sources: ST Aerospace, ITE websites 
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Aerospace Industry 

 Association of Aerospace Industries (Singapore) 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Association of Aerospace Industries (Singapore) 

Date of 
Establishment  

• Feb 2003 

Key Objectives  • To develop an internationally competitive Aerospace industry that can 
support the development of Singapore as the Aviation Hub of Choice. 

Main Driver  • Non-profit organisation registered with the Singapore Registry of 
Societies. 

Composition of 
Members  

• Represents full spectrum of Aerospace industry, from Maintenance, 
Repair and Overhaul (MRO); Aerospace Manufacturing; Research and 
Development; and Training and Development, to suppliers for Civil Air 
Transport and Aerospace Defence. 

• Management Committee with SIAEC as the President and 
representation from the industry and the government. 

Scope of Work • Assist Aerospace companies in growing existing businesses as well as 
developing new businesses / partnerships regionally and globally.  

• Provide leadership by facilitating strategies in innovation 
competitiveness, technical standards and accreditation. 

• Serve as a forum for members to discuss and elevate relevant issues to 
policy-makers and stakeholders. 

• Provide training courses, seminars, conferences and other events to 
engage the industry and stakeholders. 
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• Aerospace Human Capital Steering Committee, a tripartite committee 
led by the industry to concentrate on human capital matters. 

• AeroIndustry Safety Steering Committee, an industry-driven 
committee aimed at developing a workforce and environment to meet 
the industry's safety needs. 

• AeroResource Centre, a one-stop avenue for the Aerospace industry's 
growth needs in the areas of enterprise excellence and career and 
professional development. 

Others (e.g. 
Funding model) 

• Membership fees  

• Government co-funding on project basis (e.g. outreach activities) 

• Generation of own revenues through conduct of training courses, 
seminars, conferences, etc.  

Source: http://www.aais.org.sg/ 

 

Infocomm Industry 

 Education and Training strategies by the Infocomm Development Authority 

of Singapore (IDA) 

Initiative Objective Funding Support 

Company-Led 
Training Programme 
for Fresh 
Professionals (CLT)  

Recruit, mentor and train fresh 
professionals in areas and 
technologies relevant to the local 
Infocomm industry. 

• Monthly training grant 

• Overseas attachment 
consisting of airfares and 
living allowances  

Hybrid Skills 
Development 
Programme (HSP)  

Provide professionals with the skills 
and expertise to develop relevant 
Infocomm solutions for businesses in 
four key economic sectors such as 
Financial Services, Healthcare, 
Hospitality and Logistics. 

• Up to 70% of the nett 
payable course and 
certification fee (including 
practical project work), 
capped at $3,500 per trainee 

• Up to 70% of the nett 
payable examination fee 
(including practical project 
work), capped at $800 per 
trainee 

Critical Infocomm 
Technology 
Resource 
Programme 
(CITREP)  

Accelerate the development of 
emerging, critical and specialised 
Infocomm skills to meet Singapore's 
Infocomm manpower needs. 

• Up to 50%/ 70% of course 
fees and certification, 
depending on skill area  

Source: http://www.ida.gov.sg/home/index.aspx 

 

  

http://www.aais.org.sg/
http://www.ida.gov.sg/home/index.aspx
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Infocomm Industry 

 Retention and Professional Development strategies [IDA’s industry-

supported National Infocomm Competency Framework (NICF)]  

 

Source: National Infocomm Competency Framework, IDA-WDA  

https://www.nicf.sg/home.aspx 

 

 

 

 

 

 

 

  

https://www.nicf.sg/home.aspx
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Workplace Safety and Health 

 Workplace Safety and Health Council 

  

Workplace Safety and Health Council 

Date of 
Establishment  

• 1 Apr 2008 

Key Objectives  • To lead industry efforts in strengthening capabilities and building a 
progressive culture in WSH.  

Main Driver  • Industry-led body, to provide leadership on enhancing WSH. 

Composition of 
Members  

• Comprises 18 leaders from the major industry sectors (including 
construction, manufacturing, marine industries, petrochemicals and 
logistics), the government, unions and professionals from the legal, 
insurance and academic fields.  

Scope of Work • Build industry capabilities to better manage WSH.  

• Manpower and Competency Curriculum 

• Programmes and tools to build enterprise WSH capabilities 

• bizSAFE 

• Construction Safety Audit Scoring System (ConSASS) 

• Risk Management Assistance Funds (RMAF) 

• Promote safety and health at work and recognise companies with good 
WSH records.  

• Awards and Recognition 

• WSH Awards 
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• bizSAFE Awards 

• Safety@Work Creative Awards 

• Safety Starts with Me Competition 

• Outreach Activities and Events 

• National WSH Campaign  

• WSH Council Forums 

• iWSH Newsletter 

• WSH Bulletin 

• Set acceptable WSH practices.  

• Research and Benchmarking 

• Setting Acceptable Practices 

Others (e.g. 
Funding model) 

• Not available; most likely joint government (e.g. Risk Management 
Assistance Fund for SMEs) and industry funding  

 

Source: https://www.wshc.sg/ 

 

  

https://www.wshc.sg/
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ANNEX F: FINDINGS FROM FOCUS GROUP DISCUSSIONS 

 

 

Source: Up Brandbuzz, 2012 

 

 

Source: Up Brandbuzz, 2012 
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Figure F1: Factors that Motivate Students to Join the Power Sector  

Figure F2: Influencers’ Significance on Students 
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Source: Up Brandbuzz, 2012 
 

 

Figure F4: Factors that Motivate Young Employees to Stay On in the Power 

Sector  

 

 
 
 
Source: Up Brandbuzz, 2012 
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Source: Up Brandbuzz, 2012 
 
 

Figure F6: Factors that Motivate Mature Employees to Stay On in the Power 

Sector  

 

 
 
Source: Up Brandbuzz, 2012 
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ANNEX G: POWER SECTOR CORE KNOWLEDGE AREAS 
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ANNEX H: EXISTING POWER ENGINEERING COURSES IN 

INSTITUTIONS OF HIGHER LEARNING (IHLs) 

 ITE Polytechnics Universities 

Power 

Engineering 

Courses  

 NITEC in Electrical 

Technology (Power 

& Control) 

 Higher NITEC in 

Electrical 

Engineering  

[ITE College East and 

ITE College West] 

 Diploma in Electrical & 

Electronic Engineering 

[Singapore Polytechnic] 

 Diploma in Electrical 

Engineering [Ngee Ann 

Polytechnic] 

 Diploma in Electrical 

Engineering with Eco-

Design [Nanyang 

Polytechnic] 

 Diploma in Electronics 

[Temasek Polytechnic] 

 Diploma in Electrical 

and Electronic 

Engineering [Republic 

Polytechnic] 

 Bachelor of 

Engineering 

(Electrical and 

Electronic 

Engineering) 

[Nanyang 

Technological 

University] 

 Bachelor of 

Engineering 

(Electrical 

Engineering) 

[National University 

of Singapore] 

 

Sources: ITE, SP, NP, NYP, RP, NUS, NTU websites 
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ANNEX I: TERMS OF REFERENCE AND PROPOSED COMPOSITION 

OF POWER AND GAS-TECHNICAL ADVISORY PANEL (PG-TAP) 

Terms of Reference 

• Review, advise and provide feedback on core knowledge areas that should be 

included in the PET and CET Frameworks for the Power and Gas sector to 

bridge the skill set gaps. 

  

• Provide insights on developments in Power and Gas sector and to consider 

initiatives and programmes, which could be infused across Institutions of 

Higher Learning (IHLs) and the proposed Centralised Training Institute (CTI).  

 

• Validate and attain endorsement of the core and new programmes from the 

industry and regulator put forth by the IHLs and CTI. 

 

 

Proposed Composition 

1. Technical Specialists from various segments in the Power sector value 
chain: 

 
• Power Generation, Transmission and Distribution and Regulatory 

 

2. Engineering Curriculum Heads of respective IHLs: 
 
• Institute of Technical Education (ITE), Polytechnics, Universities and MOE 

 

 

 



54 
 

ANNEX J: KEY JOB FAMILIES IN THE POWER AND GAS VALUE 

CHAIN 
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ANNEX K: SINGAPORE WORKFORCE SKILLS QUALIFICATIONS 

(WSQ) FOR POWER UTILITIES FRAMEWORK 

 

Source: HayGroup Manpower Landscape Study, 2011 

 


