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In 2007, adhering to the principle of putting people first, the Bank steadily pressed

ahead with its human resources management reform and worked harder to build a
highly qualified staff team. In so doing, the Bank injected intellectual power for its
business expansion and a smooth strategic transformation towards a bank for international
economic cooperation.

First, in view of long-term and sustainable development, the Bank drafted its "11"
Five-Year Plan" on human resources by incorporating domestic and international
situation with its own development needs, laying a solid foundation for scientific decision-
making and rational planning and allocation of human resources in the future.

Second, the Bank established and improved its staff selection and promotion
mechanism, and set up a sequence system for professional position. In 2007, the Bank
accomplished the position evaluation and appointment at the HQ. Besides, it also made
greater efforts in staff promotion, staff rotation and exchange between the HQ and
branches.

46



Third, the Bank gradually improved its remuneration-incentive mechanism and
put in place a performance evaluation system on the middle and back offices, making
it possible to assess staff performance in a scientific and holistic way.

Fourth, the Bank provided its staff with multi-channel training at all levels. Overseas
training was highlighted to better serve business expansion and strategic transformation.
The Bank organized business-training programs in Singapore and Hong Kong SAR.
In addition, it continued to strengthen training exchange and cooperation with international
financial organizations. By doing so, the Bank continuously explored new channels
to foster a talented staff team with global vision. The training in 2007 covered 2224
person times and totaled more than 44,000 hours.
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Under 30 (including) 496 43.66
31-35 222 19.54
36-40 177 15.58
41-45 130 11.44
46-50 48 4.23
51-55 49 4.31
56-60 13 1.14
Over 61 (including) 1 0.1
Total 1136 100

LbE (96) Percentage(%)
Doctoral. Degree 24 2.1
Master Degree 447 39.35
Bachelor Degree 605 53.26
Collegiate Level 52 4.58
Technical Secondary School 4 0.34
Senior High School 3 0.26
Junior High School and Under 1 0.1
Total 1136 100
A% Number of Staff

Senior 154 13.56

Middle Level 373 32.83

Junior 226 19.89

Total 753 66.28
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