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Surveying the

Electricity sector 
workforce in
West Africa



Despite significant progress 
in electricity sector reform and 
performance improvement in 
West Africa, a skills gap persists.

The electricity sector 

in West Africa is on 

a path to growth. 

There are many 

opportunities to 

be seized in the 

coming years. 

Regional integration 

under the leadership 

of the WAPP has 

the potential to 

improve reliability, 

reduce costs, and 

increase renewable 

energy penetration.

A skilled workforce

is an essential 

element in the 

development of the 

sector. But skills 

deficit is a recurring 

issue, caused both 

by internal HR 

management 

problems within 

utilities and by the 

uneven quality of 

training offered by 

universities.

As the electricity 

sector undergoes 

profound changes 

linked to sector 

reform, increased 

private participation, 

and new 

technologies, skills 

development 

programs must be 

forward-looking and 

anticipate the 

professions of 

tomorrow.

The West 

African Power 

Pool (WAPP), with 

the support of the 

World Bank, 

recruited CPCS, 

2iE, and Core 

Advice to carry out 

a survey to assess 

the skills gap and 

develop an action 

plan. 
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of companies report having difficulty 

filling critical technical positions

of companies use their retirees to fill 

skills that are not or not easily found 

in the labour market

53%

65%

There is a critical skills 
gap for technical middle-
management positions.

While junior positions are relatively easier to fill, electricity 

companies must generally provide their new recruits with 

accelerated in-house practical training before they are actually 

integrated into the company.

There is a particular 
difficulty to fill jobs at 

middle and senior 
management levels in 
technical roles within 
work, operations and 

maintenance of the HV, 
MV and LV network.
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CPCS, with partners 2iE and Core Advice, surveyed 70+ stakeholders in the 

electricity sector in 15 West African countries, including utilities, ministries, 

government agencies, universities, and training centers:

70+ stakeholders

15 Western African countries 
utilities

20
Ministries and 

government 

agencies

25

utilities’ 

training 

centers

10
regional /

international 

organizations

5

universities 

and other 

training 

institutions

17
other

players

2

CPCS conducted a data collection 
mission to shed further light on 
the skills deficit.



Our findings reveal 
insights on:

The number of people employed in the 

electricity sector in West Africa

The main activities and trades in the sector

The composition of the workforce in terms of 

age, gender, and qualification levels

The areas that face the most critical skills gaps

The recruitment and HR policies and practices

The adequacy of training offered by educational 

institutions

The barriers related to employee retention



The electricity sector in WAPP 

countries employs about 
80,000 people

are employed in jobs requiring skills 

specific to the electricity sector 
(generation, transmission, distribution)

30,000

work in various fields ranging from 

customer relations to IT and from 

accounting to human resources 

management

50,000

new recruits join the sector each year5,000+

Source: CPCS survey and analysis, 2020

Based on a sample of 18 electricity utilities and 12 other organizations, 

employing approximately 30,000 people in total. 

Electricity utilities 
remain, by far, the main 
employer in the sector.



Composition of the workforce 
in electricity companies.
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38% 29%

28%

5%

Business management, 
strategy, sector planning, 
and regulation

Support, corporate services, 
and cross-cutting professions

Electricity production, 
transmission, and 
distribution

Electricity sales and 
customer service



Composition of the workforce 
in electricity companies.

are in the minority in terms of headcount (5%). 

However, they are crucial for the proper 

functioning of the sector.

• 63% in Management 

• 27% Others

account for 38%: IT, procurement, 

contracting, logistics, administration, 

finance, accounting, auditing, 

communication, and human resources 

management. These jobs require cross-

cutting skills – sometimes very specific –

but not sector-specific.

• 58% in Administration, Finance, 

Accounting, Auditing, Legal, and 

Communications

• 20% in Procurement, Contracting, and 

Logistics

• 13% in Human Resources Management

• 8% in Information Technology

represent 29% of the total workforce. 

They require skills specific to the electricity 

sector.

• 68% in Distribution

• 19% in Transmission

• 13% in Generation

Meter reading, invoicing, collection, and 

customer relations represent 28% of the 

workforce. The skills required are less 

specific and may require a lower degree of 

technicality.

• 45% in Metering and Inspections

• 31% in Customer/Staff relationship

• 24% in Billing and Collections

Business management, 

strategy, sector planning, 

and regulation

Support and cross-
cutting professions

Electricity production, 
transmission, and 
distribution 
professions

Electricity sales



Composition of the workforce 
in electricity companies.

29%

28%

38%

5%

Transmission

19%

Generation

13%

Client Relations

31%
Billing and 

Collections

24%

Metering

45%

Human 

Resources 

Management

13%

Administration, 

Finance, 

Accounting, 

Auditing, Legal, 

and 

Communications

58%

Procurement, 

Contracting, and

Logistics

20%

IT

8%

Others

27%

Distribution

68%

Management  

63%

Generation, 
Transmission, 

and Distribution

Management

Support

Sales



of the workforce is highly qualified
(Master’s degree or equivalent)

Postgraduate education 

Executives, senior management, and engineers

Undergraduate education 

Supervisors, middle management, and 

specialized technicians

Technical/vocational training

Skilled or qualified manual or administrative occupations

Primary or secondary education 

Unskilled manual and administrative occupations

7,000 people

28,000 people

30,000 people

15,000 people

9%

35%

37%

19%

We sought to better 

understand the distribution 

of the workforce in 

terms of qualification 

levels and/or socio-

professional category.

As there is no universal 

nomenclature that would 

apply to all actors, 

we have established 

an ad hoc 4-tiered 

classification for the 

purpose of our survey.

9%



Nearly one-third of the staff is over 
50 and will retire in the next 5-10 years.
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With younger staff under 30 making up only 

8% of the workforce, there is an imbalance 

between the two extremes of the age pyramid.

Replacing retiring staff is a major challenge in 

the short and medium terms.

1%

23%

32%

8%

Age 60+

Age 50-59

Age 40-49

Age 30-39

Age 20-29

36%



Workforce

Engineers

Sales and support

78% 22%

92% 8%

65% 35%

Women make up 22% of 
the workforce but are under-
represented in engineering.

The vast majority of 
women (63%) are in 
sales and support; 
only 8% of women 

occupy engineering 
functions.

Only 20% of surveyed 
organizations have a 
formal gender policy 

with an operational 
action plan and 

monitoring indicators.

men women



Most of the utilities 
surveyed show considerable 
irregularities in recruitment 
from one year to the next.

people join the sector on average 

annually, including approximately 

2,000 higher education graduates.

Approx. 5,000

6% of the total workforce
Annual recruitments 

represent on average 

Fluctuations in recruitments may reflect hiring freezes during difficult 

years followed by a “catch-up” when conditions are favourable.

The integration circuits for new recruits may therefore be underused 

in some years and overloaded in others.



Several root causes are at the heart 
of these critical challenges.

Education programs 

not adapted to the 

needs of the sector

Critical skills gap in 

middle management

Junior staff requiring 

additional training to 

become operational

Uncompetitive 

salaries and 

unattractive 

working 

conditions

Recruitment 

difficulties

Lack of HR 

strategies 

and tools Aging 

of staff

Under-representation 

of women



The training offered by 
educational institutions 
does not always meet the 
needs of the electricity sector.

Strengthening the dialogue between training institutions and 

companies and organizations is thus a major challenge in 

order to increase the adequacy of training offers and needs.

of companies consider that the 

initial training offered by 

educational institutions does 

not meet their needs

of training institutions do not 

have partnerships with 

electricity companies and 

private companies in the sector

60%

85%

Supply-demand imbalance: 

Root causes

In general, electricity 
companies must 

provide their new 
recruits with 

accelerated in-house 
practical training 

before they are 
actually integrated 
into the company.



Salaries are not always 
competitive, and working 
conditions are not conducive 
to employee retention.

of electricity companies consider that the 

salaries offered are not in line with the 

skills required

of electricity companies consider working 

conditions are not conducive to employee 

retention

30%

23%

Reasons for 

departure 

include:

low salaries

difficult working 

conditions

not enough 

career prospects 

Supply-demand imbalance: 

Root causes



The sector suffers from 
insufficiently developed 
HR strategies and tools.

77% of companies indicate having a 

recruitment plan, although this does not 

necessarily translate to an overarching 

recruitment policy.

There is a lack of HR strategies and tools 

to accompany or even anticipate 

quantitative and qualitative changes in HR 

in the short, medium and long terms.

The implementation of management 

planning tools related to jobs and skills 

should be an objective for all 

organizations.

Supply-demand imbalance: 

Root causes



To adapt to future needs, 
policies should focus on 
certain critical areas.

*A full action plan is currently being reviewed by the client for this study.

Technical

Improve transmission 
system management

Reduce losses on the 
distribution network

Train engineers and 
technicians in new 
information and 
communication 
technologies (ICTs)

Legal, regulatory, 

and markets

Bolster legal, contractual, 
economic, and financial 
capacities

Improve sector regulation, 
in particular tariff 
regulation

Enable players to 
participate in the 
competitive electricity 
market

Sector management

Develop least-cost system 
planning expertise 

Strengthen project 
management capacity

Implement Environmental & 
Social management training

Bridging the 

Supply & Demand gap



Respondents noted the 
5 top skills they felt were 
the most relevant in 
adapting to the future.
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Use of drones for 

network inspection

2 New IT professions
(big data cybersecurity)

3 Solar and other 

renewable energies

1

Energy Storage

Wholesale energy 

purchases and sales 
(power purchase contracts, 

imports, trading)
5

Bridging the 

Supply & Demand gap

*A full action plan 

is currently being 

reviewed by the 

client for this study.



About CPCS

979 Bank Street, Suite 200

Ottawa Ontario K1S 5K5

Canada

Specialized in transportation,

power, PPPs, and related infrastructure analytics.

Expertise in strategy, economic 

and financial analysis, policy, legal/regulatory, 

and transaction advisory services.

Successfully completed 1,500 projects 

in more than 110 countries.

Headquarters in Ottawa, Canada 

with international offices.

Advisors to infrastructure leaders.



Visit us: cpcs.ca

Write us: hello@cpcs.ca

Sign up: cpcs.ca/newsletter

LinkedIn: linkedin.com/company/cpcs/

http://www.cpcs.ca/
mailto:hello@cpcs.ca
https://www.cpcs.ca/newsletter
https://www.linkedin.com/company/cpcs/

