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Human Capital Development
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1.External recognition as an employer of choice (last three years)
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Adhering to the principle of talent as the primary resource, and the strategy of
strengthening the Bank through talents, we enable the professional development of
our employees, fully protect their rights and welfare, and show earnest care for them,
thus achieving common development with our employees. In the past three years, we
were rated by the job-hunting website zhaopin.com as “a TOP 100 Chinese Employer
in 2023” , and by 58.com as “a Best Employer for College Graduates among the
New-generation Employers of China in 2024” and “a TOP 100 Chinese Employer in

20257 .
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2. Recruitment and Compensation

MARSFER LR, RAMALIIT HENAEFK, FommeE
BRI B E AR, AR T LT FHFERMENT BRATLS
MELEAZRETE, BAFFATRLEK, AREBBESRFE AL

In actively supporting the employment priority policy, we made full use of
internships to understand the needs of graduates. We continued to carry out the
“Summer Internship Program” for colleges and universities nationwide to provide a
platform for students with different professional backgrounds to gain a deep
understanding of the banking business, and build up a wealth of practical experience,
thus promoting the professional growth of young talent while building a pipeline of

outstanding candidates for campus recruitment.
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2.1 Diversity
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Staffing. Focusing on our development strategies, we properly assess the
demands for human resources based on metrics such as scale of operations and work
efficiency, and continuously optimize the talent structure. We continue to advance the

development of a professional talent pool, and steadily build a workforce equipped



with diverse professional backgrounds and knowledge structures that fits job

requirements.
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Talent recruitment and selection. We comprehensively assess the candidates’
educational backgrounds, core competency, and suitability with posts through written
exams, interviews, and professional evaluation tools on our integrated digital
recruitment management platform, to select talents in a proper and precise manner.
We also continue to optimize the recruitment processes, and strengthen the employer

branding to attract and identify high-quality talents.
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2.2 Health and Safety
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The Bank attaches great importance to the protection of employees’ rights and
interests. We actively implemented measures that showed our employees love and
care, and built a comprehensive non-pay benefit system covering all employees, to

ensure the physical and mental health and respond to the diverse needs of our



employees, and create a harmonious and active workplace for them.

2.2.1 FE FH EHAE Fl

2.2.1 Non-pay Benefits
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We continued to develop a non-pay benefit system covering all employees,

including labor dispatch workers.
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Strengthening employee health. In order to carry out in depth the “ Healthy
China”  strategy, we organize physical examination for major diseases every year,
provide health consultation, training, lectures and other health promotion services to
our employees, and ensure comprehensive coverage of critical illness insurance for all
employees. The Head Office organized health management specialized training
sessions and awareness campaigns for critical illness insurance. It issued the Head
Office Employee Critical Illness Program Service Manual and set up a “ Health
Corner ”  in the office building for employees to measure key health indicators.

Through initiatives like “ building a Healthy Bank and striving to be a Healthy



Champion”, we performed excellently in activities such as the “Monthly Walking for
Health” and “10,000 Steps Challenge” walking competitions in Dongcheng District,
Beijing, earning the “Healthy Institution” title awarded by the Beijing Municipal

Health Commission.
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Improving working and living conditions. In 2025, we built new Homes of
Employees facilities for all employees (including labor dispatch workers), covering
independent functional areas and comprehensive functional areas. The independent
functional areas consisted of small canteens, small reading rooms, small activity
rooms, small bathrooms, revolving dormitories, noon break rooms, activity rooms

dedicated to female employees, and recreation rooms.
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Stepping up efforts to relieve the financial distress of employees. We carried
out targeted support activities, including collective assistance and immediate aid, for
employees in difficulty (including labor dispatch workers). We conducted caring
initiatives specifically for groups such as single-parent female employees in need,

model workers experiencing hardship, employees injured or disabled due to work, and



families of employees who died due to duty-related causes. Additionally, we allocated
special funds to our branches in disaster-affected regions like Hubei and Tibet for

purchasing disaster relief materials and paying solatia to disaster-stricken employees.
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Securing the right of employees to rest and recuperate. We implemented the
Opinions on Carrying out Rest and Recuperation Work for Employees to guarantee
the right of our employees to rest and recuperate. As of the end of 2025, all 37 tier-1
branches had formulated and issued their respective implementation plans, steadily

and orderly advancing the pilot program for staff rest and recuperation.
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Entitlement to paid parental leave. According to the Attendance Management
Measures for Employees of the Head Office of Agricultural Bank of China, employees
working at the Head Office and its directly affiliated institutions within Beijing are
entitled to parental leave during the period when their child is under the age of three,

in accordance with the regulations on childbirth.
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2.2.2 Democratic Management
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We have established a workers’ congress system to effectively safeguard
employees’ rights to be informed, to participate, to express opinions, and to supervise.
In 2025, we convened the third session of the fourth employees’ congress of ABC,
which held a by-election for the employee representatives on the Enterprise Annuity

Management Committee of ABC.
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Employee opinion and complaint reporting
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> The Bank values opinions and suggestions of our employees. We have set up
supervision hotlines and e-mail boxes available for our employees to file complaints

or express opinions unimpededly. Meanwhile, we continue to collect, verify and

process and provide feedback on the opinions of our employees.
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> We carry out anonymous annual questionnaire surveys on employee

satisfaction in terms of employee care work. We strictly control the access to primary

data in the questionnaire, without storing employee information such as name. In this



way, our employees can freely and truthfully express their evaluations and demands

with respect to our employee care work.
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> We take advantage of opportunities such as assistance visits, training
sessions, and joint construction activities to regularly arrange for trade union cadres to
go to the grassroots and visit frontline units, widely collect employees' opinions and
suggestions, and coordinate efforts to effectively address issues that employees

commonly raise.
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> The Bank includes discipline in handling complaints and appeals and
confidentiality management as key components of related training. We clearly define
confidentiality requirements throughout the entire process of handling complaints and
appeals, strengthen the confidentiality awareness and responsibility of employees
involved in handling reports, and effectively safeguard sensitive information such as

the identity of reporters and the details of reported matters.
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> The Bank includes discipline in handling complaints and appeals and

confidentiality management as key components of related training. We clearly define



confidentiality requirements throughout the entire process of handling complaints and
appeals, strengthen the confidentiality awareness and responsibility of employees
involved in handling reports, and effectively safeguard sensitive information such as

the identity of reporters and the details of reported matters.
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> We established a labor dispute mediation committee and formulated the
Administrative Measures of Agricultural Bank of China for Labor Dispute Mediation.
These measures clarify the Committee’ s responsibilities and mediation procedures,
and stipulate that the Bank's institutions at all levels with the authority to execute
labor contracts should establish corresponding mechanisms. This fully safeguards
employees’  channels for complaint, protects the legitimate rights and interests of
both the Bank and our employees in accordance with legal procedures, proactively
prevents disputes, ensures their timely and proper resolution, and promotes the

building of harmonious labor relations.
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> We established a mechanism for trade union chairpersons to visit branches,

enabling chairpersons of trade union at all levels to engage directly with front-line

staff to listen to their concerns and address pressing issues.
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2.3 Formal talent pipeline development strategy
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We actively implemented the strategic arrangements for building China into a
financial power. Aligned with our practical transformation and development needs,
we proposed and are implementing the strategy of empowering the Bank with talent
for the new era. We improved our job position management system, creating broad
platforms for employees to pursue entrepreneurship and apply their talents while
smoothing the channels for personal development and promotion. We conducted
specialized posts selection and recruitment in a standardized, orderly, and fair manner,
continuously fostering an environment that recognizes, values, respects, and utilizes
talent, thereby cementing the human capital foundation for the Bank’ s high-quality

development.
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We attach great importance to staff education and training. In light of business
development and employee growth needs, we established and refined a phased
training and development system for our employees. Tailored to the career
development characteristics of employees at different levels and in various positions,
we coordinated and implemented tiered and categorized training programs,
continuously enriching and improving training methods to enhance their quality and
effectiveness. We also actively integrated internal and external training resources to
help employees constantly elevate their professional competence and capabilities to
perform their duties. We promoted closed-loop, certification-based on-the-job
learning, improved the job qualification certification system, and streamlined and
standardized internal and external qualification certifications, so as to drive the

standardization and digitalization of job qualification training and examinations.
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2.3.1 Strategy of Empowering the Bank with Talent
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We made great efforts to strengthen the development of a workforce for the new
era, deeply implemented the strategy of empowering the Bank with talent, and
persistently advanced the execution of key tasks outlined in the bank-wide talent
development plan. Targeted at key groups such as outstanding young leaders,

professionals, and front-line young employees, we implemented major workforce



development programs to systematically advance the development of cadres and

talents across all categories and levels.
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Focusing on key areas including serving the real economy, overall revitalization
of rural areas, and the “Five Target Areas” (Technology Finance, Green Finance,
Inclusive Finance, Pension Finance, and Digital Finance), we continuously advanced
the implementation of special talent development programs. We recruited and
supplemented urgently needed professionals based on demand and expedited the
cultivation of high-level talents capable of leading the reform and development. We
strove to create the conditions to effectively utilize and activate all types of talents,

supporting and safeguarding their capacity for innovation and creation.
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We further advanced the implementation of the young talent development project
to enhance the quality and effectiveness of selecting and training young talent,
providing platforms for the growth of front-line young cadres. We carried out
personnel exchange projects between the Head Office and branches, between

provinces, and between the Bank and companies, as well as the secondment projects



with local governments, and selected and sent outstanding young people to work on
the front line for gaining experience. Furthermore, we further implemented the
program of one-on-one assistance between cadres of 100 branches in the western
region and 100 branches in the eastern region for the purpose of rural revitalization,
focusing on cultivating, training and using cadres at the grass-roots level and on the

front line of rural revitalization.
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We systematically advanced the development of a classified and tiered
professional talent pool, focusing on key areas including the “Five Target Areas” .
Through specialized training programs, research projects, and thematic investigations,
we constantly strengthened the cultivation of professionals to enhance their
professional competencies. We continued to strengthen the development of customer
manager teams, focusing on cultivating customer managers of the Rao Caifu type for
the new era. We further optimized the selection and recruitment management
mechanisms for specialized posts at branches and sub-branches, and conducted
recruitment in an orderly manner, in a bid to smooth the channels for personal
development and promotion, effectively mobilize the enthusiasm and stimulate the
innovation and creation potential of our employees. We regularly awarded advanced

technical titles to high-level professionals based on a review of their professional



competence to expand their space for professional development and encourage them

to deepen their expertise in relevant fields.
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2.3.2 Specialized Position System and Career Development Mechanism
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We continued to improve the specialized position system, to ensure scientific and
reasonable position setting. By improving job qualification standards, we planned
clear career development paths for our employees. We established tailored training
and cultivation programs for new employees based on their characteristics and needs,
to help them adapt to their roles and become competent early. Besides, we established
a “double-channel” career development mechanism with employees getting promoted
between management and specialized posts in an orderly manner, and explored the
post-based promotion mechanism, in an effort to provide our employees with diverse
development opportunities. We recruited people for specialized posts at all levels
through strict selection processes on a regular basis, and for that purpose, improved
the qualifying conditions and procedures, in order to ensure fairness, justice and

openness.
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2.3.3 Training Mechanism
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We focused on building a team of high-quality and professional talents by
improving the training system, innovating training methods, and enhancing the
quality and effectiveness of training. We formulated the Education and Training Work
Plan 2025, covering all employees, and organized specialized training programs such
as in-person classroom sessions, online workshops, web-based series, and lectures to
address the learning needs of employees at different levels. We also coordinated plans
for developing training resources including teaching materials revision, case study
course development, and construction of knowledge system for qualification and
certification examinations. These efforts promoted the availability of quality training
resources for employees at all levels. We also focused on enhancing the professional
competences of cadres and employees. Centering on the “Five Target Areas” , we
provided targeted training on rural revitalization and green finance to respond to new

policies, new businesses, and emerging risks in the financial sector, aiming to involve



all employees in training programs, and constantly improving the professional
competence and performance capabilities of all employees.
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> Scope of skills and knowledge development training

AATAE WL T B Ee KA TH I E R E, b R TRAEE I i N
itle. BERKAEREAMMELS R EARER, BEFEAN. FRIAM.
FRAE. JAE. WRRELA WO KT MEE R IR ER &R, ZFEL
HAEFET, FHUATRARF I FEERCTFT R fosi it AATRESR
BEHHIEARENH L R R TAEIES R, UWFRE, fdFFiLFEHF,
P AR I R T Wl o e 5 IR

The Bank has established an internal learning and examination system covering
all employees, providing opportunities for promotion or job rotation. In alignment
with the requirements of job competency and certification examination objectives, we
created an integrated knowledge system for qualification and certification
examinations that consists of five elements, i.e., “test syllabus, teaching materials,
question banks, exercises, and tutorials ” , which are updated annually, to help our
employees systematically develop and master the skills and knowledge required. Also,
we organized qualification and certification examinations covering all employees
including dispatched personnel, using assessments as a means to drive learning and
support ongoing professional development, to continuously improve their capability
and job-role alignment.
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> Supporting employees to obtain external professional certifications
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We encourage our employees, including dispatched personnel, to engage in
continuous learning and enhance their professional competences. We supported our
employees to obtain 50 authoritative professional qualification certificates issued by
domestic or foreign institutions based on their work needs, covering such fields as
economy and finance, accounting and audit, risk compliance, information technology,
special business, comprehensive management, and security access. In addition, we
provided financial support to cover examination fees for employees who obtained
certificates from professional qualification or competency examinations such as
Certified Public Accountant (CPA), Association of Chartered Certified Accountants
(ACCA), Chartered Financial Analyst (CFA), Financial Risk Manager (FRM),
Associate Financial Planner (AFP), Certified Financial Planner (CFP), Corporate
Finance Consultant (CFC), Certified Internal Auditor (CIA), Certificate for
Specialists in Demand Guarantees (CSDG), Certified Anti-Money Laundering
Specialist (CAMS), and Society for Human Resource Management Certified
Professional (SHRM-CP).

> WL EHERR



> Postdoctoral training program
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We established a postdoctoral research station. Adhering to the principle of
“research for development, cultivation for use” , the station built a talent cultivation
mechanism that aligns with the development trajectory of postdoctoral researchers. It
improved the talent training model featuring collaborative cultivation with
universities and integrated development of production, education and research, and
established a robust full-cycle management system covering “ recruitment -
cultivation - evaluation - retention ” . In addition, the station built a platform of
multidimensional growth covering “research projects - academic exchange - practices
- outcome transformation". Through these efforts, the station cultivated quality
professionals with excellent theoretical literacy and practical capabilities for the
Bank's high-quality development.
> EREWRZRITRSE 2 EFE)
> Providing tiered and categorized training for the purpose of serving

development strategies
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For mid- and high-level leaders
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In 2025, the Bank focused on high-quality financial development and strategic
transformation of the banking industry, and collaborated with renowned overseas
universities in countries such as Germany and Singapore to cultivate mid- and
high-level leaders with international vision. In addition, we organized special training
to elevate professional competence and comprehensive capabilities of our leadership
in relevant fields and on relevant lines, including the training on capacity building for
corporate governance, the training on leading talents and senior audit management
personnel, the advanced training on capacity building for internal control, compliance
and AML management, the “ new corporate banking ”  training for senior
management, the “big wealth and strong retail” training for leaders, the training on

leaders’ media literacy, and the training on enhancing women’ s leadership.
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For outstanding young cadres
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In collaboration with educational institutions such as universities, we offer joint
training programs for the Bank ~ s outstanding young cadres, including training
sessions for outstanding young employees and special training for leading presidents
at county area sub-branches in partnership with Peking University, training sessions
for young and middle-aged cadres and training sessions for financial operation and
management (EMT) in collaboration with Renmin University of China. Through
structured training and hands-on practice, we continue to develop the leadership and
management ability of young cadres at department chief and section chief levels, and
enhance the comprehensive capabilities of our management talents and reserve cadres
to provide financial services for rural revitalization and serve the real economy. In
collaboration with the University of International Business and Economics and the
University of Hong Kong, we organize training sessions on development of
international talents. We also cultivate high-quality international talents with the skills
for cross-cultural communication and the ability to coordinate cross-border businesses,

with a view to building a team of international talents.
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For young workforce

AATH R EiFF R TR R, AFF R TRELEIR Y L RN B
N [EEE S

We develop and implement training and development programs for young



employees to provide support tailored to their career development phases.
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We continue to carry out the “Summer Internship Program” for colleges and

universities nationwide to promote the professional growth of young talents while

building a pipeline of outstanding candidates for campus recruitment.

MEFFRTHNAEIESR, 2 EBFRLTF R TR REESR, #
HFF AL E EHATHAEF .
We establish a phased training and development system for young employees,

and develop competency enhancement modules on a phased basis to facilitate

independent targeted learning.
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We offer orientation courses to all new joiners. We organize centralized offline
training and systematic lectures on the first course of onboarding to present a snapshot
of our corporate culture and core businesses, and to help them adapt and become

competent to the roles rapidly.
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We implement the “Youth Training-Navigation Program”. To meet the needs of
young employees at different stages of development, we carry out online training
programs titled “Setting Sail”, “Leading the Way”, and “Sailing Far” in a systematic,
structured and ongoing manner. These programs cover aspects such as professional
literacy, code of conduct, expertise, and leadership necessary for the young employees
at different stages of development to perform their duties. For key personnel including
outstanding key young business personnel, international talents, and talents skilled in
data analysis, we hold specialized training programs such as “Training Camp for Key
Young Business Personnel”, “Kunpeng Training Camp”, and “Data Seedling Training

Camp” to cultivate excellent talents for specialized posts.
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For customer manager teams
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Through systematic and targeted training, we supported our customer managers
in constantly improving their professional knowledge and business skills, enhancing

their ability to serve clients and improving overall customer satisfaction.
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Other distinctive training activities

> EHENHEETRRKEER

> Collaborating with educational institutions to co-develop talent
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The Bank strengthens cooperation with top-tier universities such as Peking
University, Renmin University of China, the University of International Business and
Economics, and the University of Hong Kong, launching joint training programs for
outstanding young cadres within the Bank. These initiatives provide employees with
broad learning and exchange opportunities while cultivating financial professionals
with exceptional capabilities and professional dedication, promoting high-quality
development of professional talent pipelines. Through collaboration with renowned
overseas institutions, the Bank emphasizes the integration of theory and practice, as
well as the connection between domestic and international perspectives, to nurture
mid-to-senior-level leaders and urgently needed specialists in key core areas with a
global outlook for the new era.
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> Leadership Training
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We are committed to refining our tiered cadre development framework and
empowering young managers. In collaboration with Renmin University of China, we
organize the training sessions for financial operation and management (EMT) for
40-year-old cadres at the department chief level and 35-year-old cadres at the deputy
department chief level. Focusing on the leadership and literacy of our young cadres,
we design practice-oriented modules, and organize a combination of live streaming,
classroom instruction, research projects, and cross-functional learning to build a
platform integrating knowledge into application for the participants to learn with
questions and under real-world scenarios, thus enhancing the capabilities of the cadres

at the department chief level.
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In partnership with Peking University, we organize special training for leading
presidents at county area sub-branches to cultivate these presidents. The courses are
designed to cover four modules including political theories, macroeconomics and
frontier trends, serving ‘‘agriculture, rural areas and rural residents” and rural
revitalization, and operation management and innovative management. We offer these
training sessions through a combination of classroom instruction, on-site teaching,

and discussions, to guide the participants to enhance interactions and mutual learning



throughout the courses and effectively improve their abilities to translate training

outcomes into practical solutions.

2.3.4 FHAHIREE KK

2.3.4 Performance Appraisal and Feedback
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The Bank has established a scientifically sound and reasonable performance
management system covering all employees. We continuously improve performance
management regulations, refine management requirements related to evaluation
processes, assessment methods, and result feedback, and strive to enhance employee
performance, capabilities, and career development. According to the affiliation of
institutions and the authority of employee management, we manage the performance
of our employees by tier and category, and conduct performance appraisal against

them on a regular basis.
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Such appraisal includes performance planning, performance coaching,
performance evaluation and feedback, and use of the results. It focuses on
communication and feedback throughout the performance appraisal for employees.
The performance appraisal plan has been developed based on actual management and
operation, and is communicated to employees in an appropriate manner to ensure they
fully understand the content of appraisal and related requirements, in order for open
and transparent appraisal. During the appraisal cycle, we follow up timely on the
progress of employees’  objectives and tasks, conduct performance communication
and coaching based on day-to-day management, help employees analyze and resolve
existing issues and provide advice for improvement. The content of such appraisal
includes key performance indicators (KPIs), key competency index (KCI), and other
dimensions. Leveraging a combination of quantitative and qualitative factors, as well
as a combination of process and results, the appraisal involves multi-dimensional
assessment for objective evaluation of employees’  performance. We give timely
feedback to employees on their annual performance and appraisal through means such
as performance interviews, and communicate on their improvement plans. The results
of performance appraisal are mainly used for salary distribution, promotion, training

and development, evaluation of excellence and other aspects.
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3. Risks and Opportunities Management



AATENRA FREIFEMBE R THKXHERNRE, £ 7 THEEAEW
B, fPAaREEEMREEE,

We attach importance to identifying, evaluating and mitigating various risks
related to employees, so as to enhance their satisfaction and loyalty, while

maintaining the business stability and reputation of the Bank.
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3.1 Employee Turnover
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We continued to strengthen workforce development, improved the career
development planning and guidance for employees and the cultivation of their
professional skills and competence, and created a system of source training, follow-up
training and whole-process training, all aimed at empowering employees and
supporting continuous growth. Meanwhile, we promoted the standardized and orderly
mobility of talent, facilitated the optimal alignment between employees and positions,
and created a people-centric environment that enhances employee retention and

reduces turnover rates.
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3.2 Employee Satisfaction Survey
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The Bank is committed to addressing prominent issues frequently raised by
employees, delivering practical initiatives that are widely supported and appreciated
by employees, and promoting broad employee participation in and sharing of the
Bank’ s reform and development outcomes. We conduct employee satisfaction survey
annually among our employees with respect to employee care. An investigation and
analysis report was issued to promptly assess the implementation of employee care
measures and identify emerging employee needs and expectations. Based on the
results of the survey, we formulated improvement measures to solve the problems of
concern to our employees in a timely manner and to increase their satisfaction and

loyalty.



