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In 2010, the Export-Import Bank of China reaffirmed the concept that people are the most
valued asset. Human resource management was considered an efficient instrument to serve the core
tasks of the Bank. To this end, the Bank carried on to improve its HR management practices in a

people-oriented and innovative way, providing strong intellectual support for its development.

First of all, the Bank steadily pressed ahead HR related tasks to promote its development.
First, focusing on talent recruitment, training and retainment, the Bank improved its HR
management to attract and keep talents, and built a considerable talent base for its development.
Second, the Bank intensified trainings and exchange programs for employees of all levels, and set
up the Export-Import Bank’s Party School to enhance their leadership and capability. Third, the
Bank explored new resources and methods to further intensify trainings. Better targeted, these
trainings delivered substantial effects. Fourth, having mapped out the organization charter, and
with the management team and the staff well in place, the Bank opened four branches last year,
namely the Yunnan Branch, Ningbo Branch, Fujian Branch and Anhui Branch.



Secondly, the Bank continued to improve its HR management, which was driven by its
transformation and based on the set up of new mechanisms. First, the Bank made further efforts
to guide its HR management. Organization Departments of Party Committee and HR divisions in
branches were set up to better frame their management structure. The Bank also improved its HR
statistics analysis, archive management and updated its HR database. Second, the Bank reformed
its employee management mechanism and improved the procedure for the competition for available
posts, thus increasing the credibility and staff-satisfaction regarding promotion. The Bank also
improved its performance evaluation and incentive mechanisms to make annual evaluations more
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scientific and accurate. Third, the Bank raised its HR efficiency through exploring more flexible
and rational ways to allocate manpower.

FEEH ORTIRITEH. Xk, BRREH
Structure of Staff by Age, Educational Background and Professional Title Export-Import Bank
of China 2010

N b=
Number Percentage (%)

305 & ILT Under 30 (inclusive) 760 44

31—35% 31-35 370 21.4

36—40% 36-40 238 13.8

41—45% 41-45 147 8.5
P

AR 46—50% 46-50 126 7.3
BBE e

51—55% 51-55 49 2.8

56—60% 56-60 38 2.2

61% It Above 61(inclusive) 0 0

& it Overall 1728 100

Bt Doctor 43 2.4

Mt RMRE  Master 801 46.4

AE Bachelor 822 47.5
SCALEERD o P PP
Educational < JumerCelleee

Background H% Vocation School 3 0.2

= Senior High School 3 0.2

MWHERILT Junior High School and below 5 0.3

& it Overall 1728 100

SRIRFR Senior 174 10.1

RFREEH PR ERFR Intermediate 388 22.5
ProfeSS|°na| -..\ ...................... .. .......................................................................................

Title WERERFR Primary 237 13.7
= R,

4 it Overall 799 46.3
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