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As at the end of December 2003, the Group employed 12,174 staff (2002:
11,643) in its headquarters in Hong Kong and its principal subsidiaries
and joint venture companies with more than 50% equity stake. Employees
working in mainland China increased to 7,827 (2002: 7,168) while those
working in Hong Kong decreased to 4,129 (2002: 4,255). The number of
employees in other countries remains steady at 218 (2002: 220).

The sars outbreak in Hong Kong and in the region produced many
challenges to our staff both in their daily life and in re-organising the

way business was conducted to ensure normal operations could continue
under all possible circumstances. Efforts to take new initiatives to improve

efficiency with a view to attaining higher levels of performance continued.
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Human Resources Management

CITIC Pacific strives to be consistent and fair in administering its human
resources management practices to the mutual benefit of its employees
and the Group. The Group recognises and respects individual’s rights
and adheres to non-discriminatory employment policies and practices
and this is part of our Code of Conduct, which also covers many aspects
of business ethics. Every employee of the Group is required to follow this
Code and heads of business units are charged with the responsibility of

disseminating the Group’s requirements to the people concerned.

Employee Compensation

CITIC Pacific aims to attract, retain and motivate employees who have the
relevant skills, knowledge and abilities to develop, support and sustain the
continued success of the Group. Employee’s cash remuneration typically
comprises a base salary and a variable compensation, mainly in the form
of a performance-related discretionary bonus which is based on the
Company’s and the individual’s performance. Senior management of the
Group receives a substantially higher portion of their cash remuneration
in performance bonus, reflecting their ability to influence business

outcomes and financial performance.

Due to its diverse business activities and extended geographical coverage,
the Group is mindful of the unique characteristics of local culture and
endeavours to be flexible in its compensation policies. One fundamental
principle that underpins all compensation policies is the belief in
rewarding staff members in accordance with their performance and
contributions to the Group. In keeping with the world trend towards more
use of variable pay and expanded eligibility, the Group has in the past two
years undertaken to replace many forms of guaranteed and fixed bonuses
with variable compensation, which has the acceptance and support of staff
members. On an annual basis, the Group reviews the cash compensation
and benefit programs provided for its employees to ensure that the overall
compensation is internally equitable, consistent with local and industry
norms, as well as in support of the Group’s business strategy. Towards this

end, Group companies are largely in conformity with this policy.
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A review was conducted in 2003 of the market practice for directors’ fees
and a proposal will be made at the Annual General Meeting to increase

Directors’ fees as follows:

Jet o RS

BT HK$ Proposed Current
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Remuneration Committee

The Board established a Remuneration Committee at its meeting on

27 August 2003 and the first meeting was held on 8 December 2003 to
review and approve the salary and bonus of the executive directors and
certain key executives and also review the remuneration policy of the

Group. All members of the Remuneration Committee attended.

Details of the CITIC Pacific Share Incentive Plan 2000 and the granting
of options are reported on pages 75 to 76. Total remuneration paid to
directors was HK$95.5 million (2002: 109.7 million) and further

information on Directors’ Emoluments can be found on page 107.

Retirement Benefits

In line with market trends in Hong Kong and to achieve administrative
efficiency, the majority of the members of The CITIC Group Retirement
Plan (‘orso Plan’) consented to its replacement by The CITIC Group
Mandatory Provident Fund Scheme (‘MPF Scheme’) - with a choice of
14 funds managed by the Fidelity Retirement Master Trust and the Hang
Seng Mandatory Provident Fund - SuperTrust. At the same time,
recognizing that employees have diverse career and personal goals, the
Group’s retirement age in Hong Kong was changed to 55 effective from 1
August 2003.

Retirement benefits for employees in mainland China and other locations

are based primarily on local mandatory requirements.
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Training & Development

CITIC Pacific is committed to providing a healthy organisational
environment conducive to each individual’s development. Employees

are encouraged to commit to continuous improvement by taking
responsibility for their own learning and self-development. Seminars,
courses by professional institutions and in-house training are organised
regularly to help employees improve job performance and prepare for
tuture development. Where applicable, the Group arranges external service
providers to conduct customised training programs on specific subjects
such as managerial development, work place safety and updates on new
technology. Despite the restricted interface between employees during the
SARS outbreak, the Group undertook to ensure that essential product and

skill training were continued albeit on a limited scale.

To promote work place’s safety, the safety and health committees in Group
companies meet regularly to review related measures and recommend

appropriate training for staff.

CITIC Pacific also believes in investing in the training and development
of the younger members of society. The Group has put in place various
apprentice training programs in different industries of subsidiary
companies. It also participates in the Hong Kong Government’s Youth

Pre-employment Training Program for young school leavers.
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