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Abstract

The electric power industry is one of the important pillars of the development of the national
economy. The cultivation of skilled talents in power grid enterprises is an important part of the
sustainable development of the electric power industry. However, through the analysis of a typical
power grid enterprise, it is found that there are some problems in the current power grid enter-
prise skill talent training, such as unbalanced talent structure, imperfect talent training mechan-
ism, unreasonable talent incentive mechanism and lack of talent flow system. Based on this, this
paper analyzes these problems from the perspective of necessity, and studies effective counter-
measures for reference.
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Table 1. The number of failures and other information of the center in the past 3 years

#* 1 ZdEIFAPOHBELERFER
Fhr ARG AovdhRisE PR SREAERSAE RG] R TFEEIN #

2021 50 15 2.5 /NES 60% 30
2022 45 10 2.3 /NES 70% 40
2023 30 5 1.8 /N 85% 50

BEAh, WnEe 2 Fros, NAHGAE 2024 4. 2025 SERIAA TR, MWPATELEE], SFragiEmiE . B e
WRGE T TR RN AEZ WG 2, e A AABIR Hbnz b, IR BOnF i B, FRE R A
A TRA A5 B

Table 2. Quality talent demand information for the next two years

?" 2. ARBEMBEATFERER

A PN ®R BEEMEFCRAR B H R A B HOE 7R AL
2024 500 270 100 130
2025 540 320 130 160
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FEL 3 R PR ) o o B T W 5 M 5 R A 1T (R T R, A v g 9 PR 42 ) oo R A BAATL FR AR ] 2 M AT )
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Figure 1. Columnar analysis chart of talent structure distribution in the center
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Figure 2. Feedback analysis diagram of the talent incentive mechanism of the center
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