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The Bank has always attached great importance to
human resources strategies and its implementation. Last

year, the Bank intensified its infrastructure buildup of

both the executive team and the loyalty management of
the general staff members. Greater reform efforts in this
area have prepared the Bank with sufficient assurance in deepening organizational reform and speeding up development
as an organic whole.

The first of the strategies adopted for this purpose was the implementation of an on—-going institionalization and
streamlining process of the human resources administration, which was materialized in the renewed restructuring of
the workforce and the optimal disposition of the right people to the right placements.

The next effective measure was in the continued reform and improvement of the year—end evaluation review
system. A Bank-wide assessment of staff performance based on quantitative appraisals made possible the establishment
of a performance measurement approach that has proved more objective and scientific.

The third measure was staff training programs including courses, subject workshops, and the initiative of the
e—learning facility. These were able to provide employees with position—specific training in varied schedules through
different agencies. Altogether 646 of the employees participated in one or more of the training programs, which have

undoubtedly contributed to the organizational strategy for upgrading the quality of the entire workforce.






