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In 2009, adhering to the put-people-first
philosophy, China Eximbank took steady steps
in human resources system reforms, providing
strong human resources support for the reform

and development of the Bank.

Firstly, the Bank stepped up its institutional

restructuring. It adjusted the responsibilities of
departments and the allocation of staff, which ensured the smooth operation of all businesses.
Secondly, it continued to build a highly qualified management team and increased staff for the
main business operation body through multiple channels, satisfying the need for talents for rapid
business development. It also encouraged staff rotation and exchange between the headquarters
and branches for rational allocation of human resources. Thirdly, the Bank further expanded
the scopes of posts available for competition from deputy division chief up to general manager,
which mobilized the staff’s motivation and made way for outstanding candidates. Fourthly,
the Bank set up a number of supportive regulations to improve human resources management
and facilitated the development of two functional human resources systems for management
and business respectively, so as to offer career development paths for different types of talents.
Fifthly, the Bank proactively promoted the building of performance evaluation and incentive
mechanisms. It carried out salary system reforms and integrated the performance evaluation
schemes for staff engaged in various lines of business, steadily improving its performance
management capability. Sixthly, The Bank put extra emphasis on running larger-scale training
programs to improve staff’'s ideological qualities, professionalism and operational skills.
Throughout the year, 260 training programs were organized and nearly 6,000 staff/time was

involved.
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Structure of Staff by Age, Educational and Professional Background (2009) E
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Number of Staff Percentage (%) E
[0}
305 RIUT Under 30 (including) 651 433 §
31—35% 31—35 310 20.6 é
36—40% 36—40 234 15.6 §
>
b LER 41—45% 41—45 134 8.9 I
Age 46—50% 46—50 95 6.3 B
Structure 51— 55% 5155 49 3.3 i&
56—60% 56—60 30 2 ﬁ
615K E Over 61 (including) 0 0 <
a it Total 1503 100
Bt Doctoral Degree 38 2.5
MERHRE  MA/MS Degree 677 45.1
AH} BA / BS Degree 729 48.5
XA
el TR Collegiate Level 47 3.1
Background FE Technical Secondary School 3 0.2
Structure o
= Senior High School 5 0.3
MARAT Junior High School and Under 4 0.3
& it Total 1503 100
=R ERFR Senior 159 10.6
HEAFREEHY po— :
Professional Post FRERERFR Middle 386 25.7
Structure IR ERFR Junior 238 15.8
& it Total 783 52.1
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