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WORKFORCE PROFILE

Sembcorp Marine employed 12,952 
people globally as at end December 
2016. The workforce is made up 
of 91% males and 9% females, 
reflecting the gender profile of 
companies within the offshore and 
marine industry. About 58% of 
the workforce are production staff 
while management and support 
function employees represent the 
remaining 42%. A significant portion 
of production operations is carried 
out by subcontract workers who 
supplement the regular workforce.

Singaporeans and permanent 
residents account for 66% of the 
management and local workers in 
the Singapore workforce. Sembcorp 
Marine’s senior management based 

at the Group’s headquarters in 
Singapore include 19 Singaporeans 
and one permanent resident. 
Among them, 15 are men and five 
are women. Of these, five are in 
the 40-49 years age group category 
and 15 in age group 50 and above. 
Further information can be found in 
the Senior Management section of 
the annual report and the corporate 
website.

HUMAN CAPITAL STRATEGY

Sembcorp Marine’s human resource 
(HR) strategy is driven by the 
Group’s mission, vision and growth 
objectives. Core to the strategy is 
attracting, developing and growing 
a competitive workforce and a 
strong talent pool for sustainable 
growth. By creating a compelling 

employment experience and an 
enriching environment, the Group 
empowers employees to unleash 
their full potential and achieve peak 
performance. 

The Group conducts regular reviews 
to continuously enhance its HR 
management systems, standards and 
protocols at various levels to ensure 
alignment with best practices among 
its peers and within the industry.

PROVIDING FAIR EMPLOYMENT 
AND EQUAL OPPORTUNITIES

Sembcorp Marine adopts employment 
practices that are aligned with 
internationally recognised human 
and labour rights standards. 
Guided by the principles set out by 
Singapore's Tripartite Alliance for 

SEMBCORP MARINE CONTINUES TO NURTURE AND EMPOWER PEOPLE TO DRIVE ITS GROWTH 
AND SUCCESS. BY HARNESSING TALENT AND BUILDING COMPETENCIES, THE GROUP FOCUSES 
ON DEVELOPING A COMPETITIVE AND FUTURE-READY WORKFORCE THAT WILL PROPEL THE 
COMPANY TOWARDS ITS MISSION AND VISION. 

Growing strong teams and a capable workforce for sustainable growth
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�� Male
�� Female

�� Permanent
  Male: 83% Female: 17%
�� Fixed Term Contract
  Male: 98% Female: 2%

�� Management
  Male: 81% Female: 19%
�� Support
  Male: 67% Female: 33%
�� Operation
  Male: >99% Female: <1%

�� < 30
  Male: 93% Female: 7%
�� 30 - 49
  Male: 90% Female: 10%
�� 50 & Above
  Male: 90% Female: 10%

Workforce Distribution: Gender 

Workforce Distribution: Employment Contract Workforce Distribution: Age Group

Workforce Distribution: Work Function

9%

91%

38%

4%

58%

55%

43%

43%

14%

45%

Global Workforce
Total: 12,952
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�� Degree and Above
  Male: 82% Female: 18%
�� Diploma
  Male: 87% Female: 13%
�� Others
  Male: 95% Female: 5%

Workforce Distribution: Level of Education

24%

11%64%

�� Singapore
  Male: 92% Female: 8%
  Local: 32% Non-Local: 68%
�� Asia / Asia-Pacific
  Male: 76% Female: 24%
  Local: 95% Non-Local: 5%
�� Americas
  Male: 90% Female: 10%
  Local: >99% Non-Local: <1%
�� Europe
  Male: 89% Female: 11%
  Local: 95% Non-Local: 5%

Workforce Distribution: Region

86%

2%

2%10%

Fair and Progressive Employment 
Practices, the Group is an equal 
opportunity employer that embraces 
employee diversity and promotes an 
inclusive work culture. 

Discrimination by ethnicity, gender, 
religious beliefs, nationality, age or 
physical disability is not tolerated. 
The Group is also against unethical 
practices such as child labour, slavery, 
forced labour and human trafficking. 
At Sembcorp Marine, there are 
non-discriminatory and merit-based 
processes for recruiting, training and 
development, compensation and 
evaluation. In 2016, the company 
did not receive any reports of 
discrimination or exploitative  
labour practices.

The Group communicates these 
values to employees, associates and 
partners via its Code of Business 
Conduct, which is published on 
the intranet portal and corporate 
website. Workshops on business 
ethics, anti-bribery compliance and 
enterprise risk management are 

also held to educate employees and 
stakeholders on good corporate 
governance. 

FREEDOM OF ASSOCIATION 
AND LABOUR RELATIONS

Sembcorp Marine’s employees have 
the right to freedom of association 
with relevant trade unions. The 
Group’s Singapore operations are 
guided by the Industrial Relations 
Act which provides for grievance 
resolution and dispute settlement  
by conciliation, arbitration and 
tripartite mediation.

The Group’s union and management 
work together in the area of staff 
welfare and development. Collective 
agreements, that specify the terms 
and conditions of employment, 
benefits, training as well as workplace 
safety and health, are developed 
with close union-management 
consultation. In Singapore, unionised 
employees who are covered by 
collective agreements account for 
26% of the workforce. 

There are structured dispute 
resolution processes in place for 
employees to seek recourse for 
their grievances. Under the Group’s 
Employee Grievance Handling Policy, 
staff can raise issues of concern to 
their immediate supervisor and 
then to their respective department 
heads. Should further intervention be 
required, the matter can be escalated 
to the HR Department for mediation. 

TALENT ATTRACTION 
AND OUTREACH

To ensure Sembcorp Marine’s 
continued success, it is vital to draw 
the best people onboard. Towards 
this end, the Group seeks out 
promising talent through multiple 
platforms. The company’s outreach 
and industry promotion efforts in 
2016 included more than 20 job fairs 
and recruitment talks in tertiary 
institutions as well as 16 yard tours 
for 673 students.
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A structured merit-based framework 
is utilised to shortlist and select 
candidates. New hires are chosen 
after assessing their competencies, 
experience, attitude and disposition 
to ensure that they are a suitable fit 
within the organisation. 

Scholarships are offered to 
promising students from institutes 
of technical education, polytechnics 
and universities, as part of 
Sembcorp Marine’s talent grooming 
programme. In 2016, 17 students 
were awarded scholarships and 15 
scholars started their careers with the 
Group after their graduation. 

The Group also provides youths with 
opportunities to gain practical work 
experience through internships and 
industrial attachments. During the 
year, some 203 interns benefited from 
these learning stints. 

STRENGTHENING 
COMPETENCIES AND 
COMPETITIVENESS

Sembcorp Marine continues to place 
strong emphasis on training and 
development. In 2016, the Group 
invested $2.92 million to provide 
675,084 hours of structured training 
for employees at its Singapore yards. 
Staff underwent an average of 60 

training hours to enhance their skills 
and competencies. Out of the 40,254 
training places utilised, 53% was 
attributed to workplace health, safety 
and environment courses, while the 
remainder focused on competency 
building as well as employees’ 
development and growth. 

With Sembcorp Marine’s Global 
Leadership Development Programme 
moving into the second year, a 
total of 1,540 management staff 
have undergone various leadership 
training modules. Developed by 
the Group in collaboration with 
Singapore Management University, 
the programme aims to empower 
all levels of management staff with 

global leadership competencies to 
excel and inspire their teams towards 
higher performance.

Besides its employees, Sembcorp 
Marine believes that it is equally 
important to work in close 
partnership with its sub-contractors 
and local education institutions 
to improve the overall workforce 
capability in the industry. In 2016, the 
Group conducted 310,494 hours of 
training for its sub-contractors, with 
more than 75% covering workplace 
safety and health training for 
specialised trades. 

Workforce optimisation efforts 
continue to be implemented to 
ensure a scalable and versatile talent 
pool that can be flexibly deployed to 
meet evolving business requirements 
and seize new opportunities. During 
the year, training was provided to 
employees to equip them with new 
skill sets for growth. 

The Group is also a strong supporter 
of the Singapore government’s 
SkillsFuture initiative. The first batch 
of five employees recently completed 
the one-year part-time Specialist 
Diploma in Marine Production with 
Ngee Ann Polytechnic under the 
Earn-and-Learn Programme. The 
Group also took in 129 students 

HUMAN CAPITAL

Strengthening workforce competitiveness through continuous skills training and upgrading

Sembcorp Marine’s Global Leadership Development Programme aims to equip management 
staff with leadership competencies for higher performance
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from the polytechnics and institutes 
of technical education under the 
Enhanced Internship Programme, 
where they were attached to various 
departments in the yard for a period 
of six months.

The Group also focuses on the 
holistic development and growth of 
employees. Courses in communication, 
team building, customer service, 
change management and personal 

effectiveness are provided to 
employees depending on their 
work functions to enhance their 
professional competencies.

External learning opportunities,  
such as participation in local and 
overseas seminars, conferences 
and workshops, are also provided 
to employees to broaden their 
knowledge and exposure.

Beyond the company, Sembcorp 
Marine also contributes to raising 
standards of marine and offshore 
engineering education and training 
through knowledge sharing with 
government ministries, educational 
institutions, industry associations and 
certified training providers.

DEVELOPING TALENT GLOBALLY

Beyond Singapore, Sembcorp Marine 
continues to invest in training 
infrastructure and capabilities to 
further enhance the competitiveness 
of its global workforce. 

Brazil
In Brazil, Sembcorp Marine’s wholly 
owned subsidiary yard Estaleiro 
Jurong Aracruz (EJA) invested more 
than $1 million to further enhance 
the technical skills and safety 
capabilities of its workforce.

To align with Sembcorp Marine’s 
quality, safety and operational best 
practices, EJA staff have opportunities 
to undergo overseas immersion 
training in Singapore. Several 
Brazilian employees are currently 
on work attachments in Singapore 
to gain operational experience and 
deepen their project management 
expertise.

To develop the EJA workforce, 
Sembcorp Marine has in place 
a Joint Educational Programme 
in partnership with the Instituto 
Federal do Espirito Santo (IFES) and 
Singapore’s Ngee Ann Polytechnic 
to nurture local talent from the 
neighbouring communities. In 2016, 
17 IFES trainees were selected to 
undergo 12 to 15 months of training 
in Singapore. Trainees go through 
a three-month Technical English 
Course and a five-month Diploma 
(Conversion) in Marine and Offshore 
Technology course at Ngee Ann 
Polytechnic. Following that, trainees 
are posted to Sembcorp Marine for 
five months of work attachment Personal development courses to enhance competencies

Employees
40,254 Training Places
(675,084 Training Hours)

47%
53%

�� Health, Safety & Environment
�� Skills, Competencies & Others

Contractors
21,158 Training Places
(310,494 Training Hours)

25%

75%

Employee and Contractor Training in Singapore
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before returning to commence 
work in EJA. To date, a total of 107 
personnel have been trained under 
the Joint Educational Programme 
since its launch in 2012.

EJA also partners several educational 
institutions to offer vocational 
training and apprenticeship 
programmes in specialised trades, 
such as industrial painting, 
maintenance, welding, industrial 
automation, hydraulics, industrial 
mechanics, pipe fitting, scaffolding, 
fitting, grinding and electrical. 
Since 2012, EJA has trained more 
than 2,670 people from the local 
communities.

Indonesia
In 2016, Sembcorp Marine officially 
launched a new training and learning 
centre at its PT SMOE Indonesia 
yard in Batam. This training facility, 
which serves as an epicentre for 
knowledge sharing and a hub for 
skills development, reflects the 
Group’s continuous efforts to sustain 
its competitive advantage through  
the retention and upgrading of 
human capital.

NURTURING LEADERS

Sembcorp Marine has a talent 
management and succession planning 
framework in place to identify 
and nurture future leaders and 
successors for business continuity. 
The Board-level Executive Resource 
and Compensation Committee has 
oversight on leadership renewal and 
management development processes 
within the Group, including approval 
of senior management appointments, 
review of succession plans and 

grooming of talent for key executive 
roles.

As part of the talent development 
process, a structured performance 
management framework is used to 
trace the progress and contributions 
of promising staff. By identifying 
these future leaders and monitoring 
their growth, plans can be mapped 
out for their career advancement, 
competencies training and leadership 
development.

Launch of the new training and learning centre at Sembcorp Marine’s PT SMOE Indonesia yard

EJA trainees with Governor of Espirito Santo Mr Paulo Hartung during his visit to Singapore
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EMPLOYEE RECOGNITION 
AND RETENTION

Outstanding employees that  
have contributed to Sembcorp 
Marine’s success are recognised and 
rewarded for their achievements  
and contributions. 

Career progression is based on 
merit and equal opportunities are 
provided to staff to excel and grow 
with the company. To objectively 
measure employees’ performance, all 
employees in the workforce undergo 
annual appraisals to assess their 
suitability for career advancement or 
salary increments. 

In Singapore, Sembcorp Marine 
recently introduced a new 
Performance Management System 
which uses a balanced scorecard 
approach to evaluate staff based 
on objective benchmarks and 
performance targets. 

The collaborative and inclusive goal-
setting process encourages two-way 
communication and active staff 
involvement in defining performance 
targets that are aligned with the 
company’s strategic objectives.

This empowers employees to take 
personal ownership of their results 
and benchmark their performance 
against clear and structured goals. 

Through this integrated performance 
management approach, the Group 
can effectively monitor, evaluate and 
recognise staff achievements, build 
employee competencies and raise 
performance standards for enhanced 
competitiveness.

Career development opportunities, 
performance incentives and 
compensation are aligned with 
employees’ contributions and 
accomplishments. Performance 
bonuses and equity-based incentives 
are also offered to spur staff on 
towards higher performance. 
Various benefits and incentives are 

offered as part of the compensation 
package to staff. Employees are 
entitled to annual leave, parental 
leave, group insurance coverage and 
company transportation benefits. In 
Singapore, the Group has a Flexible 
Benefits Programme where staff can 
customise a set of benefits that suit 
their lifestyle and needs in the areas 
of health care, self-improvement, 
travel, insurance, childcare and 
fitness. Medical screening benefits 
are provided to all staff. In addition, 
employees above 35 years old are 
given additional credits under 
the Flexible Benefits Programme 
to encourage them to go for 
comprehensive annual health checks.

Parental leave benefits are provided 
to employees in accordance with 
Singapore’s legislation. 

For employees who require flexible 
work arrangements due to health 
issues or special circumstances, 
requests for telecommuting or part-
time work will be considered by the 
company on a case-by-case basis.

�� Singapore
 Gender Male: 90% Female: 10%
 Age  < 30: 48% 30 - 49: 41%   50 & Above: 11%

�� Overseas
 Gender Male: 89% Female: 11%
 Age  < 30: 39% 30 - 49: 47%   50 & Above: 14%

Employee Turnover
Total: 3,296*

35%

65%

�� Singapore
 Gender Male: 93% Female: 7%
 Age  < 30: 79% 30 - 49: 19%    50 & Above: 2%

�� Overseas
 Gender Male: 90% Female: 10%
 Age  < 30: 37% 30 - 49: 40%   50 & Above: 23%

New Recruits
Total: 2,383

78%

22%

* Turnover figures include resignation, contract expiry and 
retirement of employees

HUMAN CAPITAL
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Sembcorp Marine also encourages 
the retention of older workers to 
tap on their skills and experience. In 
Singapore, the re-hiring of retiring 
staff beyond the statutory retirement 
age of 62 years has been a long-time 
practice even before the Retirement 
and Re-employment Act became 
effective in 2012. This law stipulates 
that companies are to offer 
re-employment to retiring employees 
till the age of 65.

In 2016, 612 staff of the retiring 
batch of employees opted to renew 
their contracts on an annual basis. 
Employees who continue to work 
beyond the re-employment age 
of 65 represent about 3% of the 
workforce. Staff who have chosen 
to leave employment are provided 
preparatory workshops to support 
and guide them on the transition 
from work to retirement. 

To recognise the loyalty and 
commitment of staff, long service 
awards are given out annually. 
In 2016, a total of 620 employees 
received recognition for their 
dedication and contributions.

EMPLOYEE ENGAGEMENT

To communicate Sembcorp Marine’s 
values, policies and strategies, a range 
of platforms are employed to engage 
employees, including induction 
programmes, intranet portals for 
internal communications, memos, 
briefings and workshops. Through 
these channels, staff are updated on 
the Group’s stance on ethical business 
conduct, risk management, corporate 
governance, anti-corruption, whistle-
blowing, workplace safety and 
health as well as quality and security 
management. 

Sembcorp Marine leverages a variety 
of channels, including dialogue 
sessions, focus groups, staff retreats 
and surveys, to obtain feedback 
from personnel. To understand 

employees’ views on the Group’s 
ongoing transformation, a survey 
exercise involving about 2,860 staff 
in Singapore was conducted in mid 
2016. The survey found that more 
than 95% of respondents understood 
the intent of the transformation, 
embraced the benefits of working 
as one team, and were ready for the 
changes. The quantitative findings 
and qualitative feedback enabled 
management to understand the 
perspectives and concerns of staff, 
and in turn enhance employee 
communication and engagement.

Inclusive and Supportive Workplace
Sembcorp Marine believes in 
fostering an inclusive and supportive 
work culture. Beyond the regular 
orientation programmes, additional 

support is provided to non-local 
workers, especially those not familiar 
with the English language, to adapt 
to the new work environment. 
Special immersion programmes 
are arranged for these employees 
to undergo English lessons, safety 
courses and skills training to ensure 
that they are well-adjusted and 
equipped to perform on the job.

Employees who are deployed 
overseas also undergo relevant 
language training to bridge the 
cultural gap. For staff seconded 
to Brazil, Portuguese lessons and 
preparatory courses are provided to 
enhance their language proficiency 
and ease the transition process.

HUMAN CAPITAL

Sharing corporate governance best practices among management and staff

Strong tripartite relations and union-management harmony
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Subsidised lodgings located nearby or 
within the Group’s yards are available 
to the non-local workforce. Within 
Sembcorp Marine’s Tuas Boulevard 
Yard in Singapore, there is a purpose-
built dormitory that can house 4,888 
residents. By living close to the 
workplace, workers can reduce their 
commuting and have maximum rest 
for greater productivity and safety  
at work. 

Personnel residing in the dormitory 
precinct and engineer quarters have 
convenient access to recreational and 
sporting facilities, living amenities, 
professional laundry services and 
a central kitchen meals service. To 
ensure that wholesome meals are 
served, a nutrition consultant was 
engaged by the Group to develop 
healthy menu options for residents. 

Building Team Spirit
To foster team spirit and a sense of 
identity among employees within the 
Group, team building activities, sports 
competitions, recreational games, 
outdoor excursions and festive 
celebrations are organised at various 
levels. Department lunch gatherings 
are also held annually on New Year’s 
Eve to strengthen connections and 
camaraderie among colleagues. 

Programmes to enhance workforce 
competitiveness, occupational safety 
standards and employee care are also 
co-organised by the management and 
union. Joint events such as National 
Day functions, innovation carnivals 
and festive celebrations serve to 
reinforce union-management links 
and strengthen tripartite relations.

CARING FOR EMPLOYEES

Sembcorp Marine has in place medical 
facilities and various programmes to 
promote health and wellness among 
employees.

Medical and Healthcare
The Group’s yards have in-house 
facilities and support services to 
provide timely emergency response, 
medical treatment and health care 
to the workforce. Partnerships have 
been established with Jurong Medical 
Centre, Ng Teng Fong General 
Hospital and Khoo Teck Puat Hospital 
to expedite emergency response, 
medical treatments, medical advice, 
specialist referrals and clinical tests 
for staff.

The Group provides annual health 
screenings and chronic disease 
intervention programmes for early 
detection and management of 
illnesses such as high cholesterol, 
high blood pressure, coronary heart 

disease, stroke, hypertension  
and diabetes.

A comprehensive Diabetes 
Programme @ Workplace initiative 
is in place to track the long-term 
progress of staff diagnosed with 
diabetes. Implemented since 2009, 
this diabetes intervention programme 
measures employees’ key clinical 
indicators through quarterly blood 
tests, blood pressure readings and 
body mass index measurements 
as well as annual eye and foot 
screenings. 

Educational workshops are held to 
create awareness of chronic disease 
prevention, including lung diseases, 
kidney ailments, osteoarthritis, as well 

Team building activities for employee bonding

Providing annual health screening for chronic disease prevention
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as back and neck care. Employees are 
also educated on infectious diseases, 
such as dengue fever, Zika virus and 
tuberculosis. 

The Group’s yards also work closely 
with agencies such as the National 
Environment Agency and the Ministry 
of Health to conduct regular site 
checks to maintain a safe and healthy 
work environment for all. 

Personal Wellness
Personal wellness is another key area 
of focus in Sembcorp Marine’s health 
promotion programme. Employees 
are encouraged to lead a well-
balanced lifestyle through workshops 
and talks that promote the benefits 
of healthy cooking, regular exercise, 
quality sleep, relaxation and stress 
management. 

The Group cares for the mental well-
being of its people. Counselling and 
anonymous helplines are available 
to provide support to staff who may 
be facing work, personal or family 
pressures. 

Equipping employees with people 
skills to foster good relationships 
within and beyond the workplace 
is another focal point. Through 

talks on personal development and 
family bonding, staff gain insights 
into effective communication, anger 
management, strengthening marital 
relations and parenting skills.

Keeping Fit and Active 
Sembcorp Marine promotes a 
healthy and active culture through 
daily morning exercises, ACTIVE 
(All Companies Together in Various 
Exercises) Day mass monthly workouts 
and various workplace fitness 
programmes. Fitness options available 
to employees at the workplace 
include gymnasium facilities, personal 

training sessions and exercise classes 
for pilates, yoga and zumba. Healthy 
snacks, fruits and beverages are also 
distributed to staff on a regular basis 
to create greater awareness of good 
dietary habits.

Beyond the workplace, there are 
also avenues for employees to stay 
active and fit through participation 
in industry tournaments, outdoor 
excursions, nature walks and 
sporting events. All these provide 
opportunities for employees to forge 
closer connections outside of work.

Recreational outings to strengthen camaraderie 

Sporting activities to promote healthy and active living




