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In 2014, the Bank improved human resources management and enhanced staff competence in
the interest of carrying out reform of the Bank.

First, we instituted a simplified and effective mechanism for post selection and appointment.
We placed equal emphasis on both special and competitive post promotion and adopted a multi-
pronged approach in selecting senior managers. We fully implemented the Guidelines on Improving
the Use of Competitive Methods in Selecting Senior Managers, streamlined the procedures of senior
manager selection, thus ensuring the competence of senior managers selected through competition.
We introduced on a trial basis a unified qualification certificate system in the Bank’s headquarters,
with the aim of extending it bank wide and make professional qualifications a key requirement for
promotion to senior positions.

Second, we took a differentiated approach to staff training to enhance capacity building and
upgrade staff knowledge. Training courses and lectures on various topics were organized, which
enabled the bank employees to acquire more knowledge and broaden their horizon. In 2014, 120
training classes were organized, providing 110,000 hours of training for the staff 6,250 person/times.
We also developed an online learning platform tailored to the Bank’s needs and opened an online
training college.

Third, we adjusted the performance evaluation indicators and improved the compliance and
incentive system. The Methods for Conducting Annual Performance Evaluation of Employees of
China Eximbank (Provisional) were issued to create an enabling environment for fostering high-calibre
professionals. We improved the performance evaluation system, adjusted indicators for performance
evaluation and provided more effective incentives to make the evaluation process more comprehensive,
objective, impartial and fair.
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Age Composition and Education Background of the Employees of China Eximbank (2014)
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B4 PhD 63 2.5%

MERMRE  Master 1375 54%
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AT Junior college 36 1.4%
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FEMT Secondary technical school or below 78 0.3%

& it Total 2546 100%
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