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CIBC’s vision, mission and values are at the centre of our commitment to create a positive employee

experience and a diverse, supportive, results-oriented work environment.

By focusing on the things that matter to them — access to career-growth opportunities, safe and healthy

workplaces, effective training and development, and positive work/life balance — our employees are

able to perform at their best, contribute to their communities, and fulfill CIBC’s vision to be the leader in

client relationships.

Members and executive
sponsors of CIBC’s
Employment Equity and
Diversity Advisory Committees
participated in CIBC’s 16th
Annual Diversity Month kick-
off event on June 9, 2008.

“CIBC is a leader in cultural diversity in the workplace — and I know that its support for employment equity and diversity
extends beyond CIBC and into the community. CIBC has been lead sponsor of the National Aboriginal Achievement
Foundation for over 20 years, helping us celebrate achievement through our Awards and supporting our First Nation, Métis
and Inuit students through scholarships. Together we are making a real difference in our community.”

Roberta Jamieson, President and Chief Executive Officer,
National Aboriginal Achievement Foundation

Our Employees
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Creating a positive employee experience
Our employees make it possible for CIBC to deliver
consistent, sustainable performance over the long
term. That is why our priority is to create a positive
experience and a supportive work environment where
our employees can excel and fulfill CIBC’s vision of
being the leader in client relationships.

Gathering feedback from our employees about
their work experience and how they view the
organization is fundamental to our success. It
provides our leadership with information to help
make CIBC the best place to work, learn, contribute
and succeed. Participation in the 2008 annual
employee survey was 88%.

The survey’s Employee Commitment Index, which
measures the strength of our employees’ relationship
with the organization, increased for the third
consecutive year, reaching the highest score since the
original index was introduced in 1998. Results
continued to indicate that a strong majority of
employees and leaders see support for CIBC’s values of
trust, teamwork and accountability.

Our Code of Conduct is one of the many ways
we promote these values. It guarantees every
employee the right to be respected, to receive fair
and equitable treatment, to be free from harassment
or discrimination, and to be protected from
retaliation if they report a contravention of the Code.
To help ensure knowledge and practice of these
values, all employees are required to complete
annual certification and testing on the Code.

Continuing to create a positive experience and
a supportive work environment for our employees,
in 2008, CIBC launched a new employment brand,
“What matters to me”. The brand positioning
captures our ongoing commitment to ensure that
the experience and careers of our employees will
meet and exceed their expectations. At the same
time, it demonstrates the opportunities CIBC offers
prospective employees.

In addition, we formalized CIBC’s Workplace
Issue Resolution Process, including the introduction
of a new Employee Ombudsman’s Office, to enhance
the employee experience.

CIBC is committed to building a workforce that
reflects the clients and communities we serve. For
CIBC, diversity is one of the important elements that
gives our company strength. Since 2006, we have
met or exceeded workforce representation goals for
the four designated employment equity groups:
women, members of visible minorities, Aboriginal
peoples and persons with disabilities. Representation
goals are the targets for the representation of
members of designated groups in each occupation,
based on national labour market availability rates
provided by Statistics Canada and adjusted to CIBC’s
workforce. We are focused on maintaining and
growing our representation levels for all groups.

We also continue to make progress on our
commitment to diversity in other ways. June 2008
marked CIBC’s 16th annual Diversity Month. During the
month, employees organized a wide variety of events,

Since 2006, CIBC has achieved
workforce representation goals for
women, members of visible
minorities, Aboriginal peoples and
persons with disabilities.

National Aboriginal Achievement
Foundation President, Dr. Roberta
Jamieson (second from right in
front row) presented the 2008 CIBC
Diversity Awards to individuals and
teams within CIBC who champion
diversity by promoting the value of
an inclusive workforce.

Public Accountabil ity Statement

Senior management
representation
rates and goals
(as at Dec. 31, 2007)

Workforce
representation
rates and goals
(as at Dec. 31, 2007)

% Rate Goal

Women 28.2 25.1

Visible
minorities 11.9 8.2

Persons with
disabilities 5.0 2.1

Aboriginal
peoples 0.5 0.7

% Rate Goal

Women 67.7 59.5

Visible
minorities 25.2 17.0

Persons with
disabilities 4.1 4.1

Aboriginal
peoples 1.7 1.6
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including panel discussions, workshops, open houses
and cultural festivals. For the third consecutive year,
CIBC convened its National Employment Equity and
Diversity Congress, which reviewed CIBC’s focus and
progress. As well, CIBC’s eight Affinity Groups grew to
more than 3,000 members in 2008. These groups
provide informal advice on the creation of a workplace
that provides equity and opportunity for all employees.

In our communities, we are continually seeking
opportunities to recognize and support diversity. In
2008, the first eight students graduated from CIBC’s
first Job Readiness Training (JRT) program for
Aboriginals. The graduates, trained as analysts,
transaction processors and in customer service roles,
received their diplomas and full-time job offers from
CIBC for successfully completing the program. CIBC also
offered its eighth JRT program for persons with
disabilities. Since its inception in 2003, 70 program
graduates have launched their careers with CIBC.

In 2008, CIBC and the Richard Ivey School of
Business launched ReConnect: Career Renewal for
Returning Professional Women. This is the first
executive development program in Canada
specifically designed to help professional women
re-establish their careers after taking time out of the
workforce to pursue other activities.

CIBC also partnered with the Canadian
Immigration Integration Project, an initiative funded
by the federal government, to provide employment
advice and guidance to individuals in China, India and
the Philippines immigrating to Canada.

Our commitment to diversity has been recognized
externally. In 2008, Canada’s Top 100 Employers
magazine and the Toronto Region Immigrant
Employment Council selected CIBC as one of Canada’s
“Best Employers for New Canadians for 2008” for
creating a workplace that supports newcomers as they
establish careers in their new country.

Our continued focus on employee training and
development is a critical element of both our
employees’ success and CIBC’s success. In 2008, we
invested approximately $66 million globally on
training, including governance and regulatory
compliance, client service, product knowledge and a
broad range of business and technical skills. Training
is also accessible for all employees through a web-
based learning management system.

To help our employees grow, develop and
achieve their full potential, we provide corporate-
wide training and development programs in the
areas of People Management, Regulatory and

Mandatory Training, new employee orientation and
core capabilities.

Our annual corporate mandatory training
program for employees incorporates training with
respect to CIBC’s vision, mission and values.
Additional vision, mission and values training is
provided to managers to ensure a healthy, safe and
secure workplace. CIBC’s Corporate Mandatory
Training and Testing program received the Silver
Canadian Award for Training Excellence in the
Internal eLearning category from the Canadian
Society for Training and Development.

Recently, we launched People Manager
Essentials, a CIBC-wide series of workshops for non-
executive people managers that focuses on building
skills across CIBC’s people manager
accountabilities. We also introduced a new web
feature called “Manager’s Resources” that brings
together many of the tools and resources that
managers need to do their jobs.

CIBC recognizes the importance of retaining
and developing our future leaders. In 2008, we
implemented a Talent Review Process that included
one-on-one career interviews with CIBC executives.
These conversations provided the foundation to
increase our understanding of our current and
future leadership development needs and succession
planning requirements. Additionally, CIBC continues
to develop its workforce analytics capabilities as a
way of supporting business leaders to better
understand how to leverage/manage our diverse
and sophisticated workforce.

Recent graduates of CIBC’s Job Readiness Training program for
Aboriginals who are now CIBC employees.
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A focus on performance
Managing performance is key to building long-
term, sustainable growth for our employees, clients
and shareholders.

CIBC’s Performance Management and
Measurement (PMM) process ensures employees are
clear about expectations and how their individual
goals support the goals of their line of business and
CIBC overall, as well as CIBC’s vision, mission
and values and adherence to CIBC’s policies and
controls framework.

The overall process, which includes goal setting,
a mid-year check and a final year-end performance
review, provides the opportunity for managers and
employees to:
• Share ownership for success, which includes

measures to address developmental needs
• Have an ongoing dialogue about progress against

goals and how to build on success or address any
shortfalls

• Engage in a final year-end review and arrive at a
final performance rating

Pay-for-performance is the foundation of CIBC’s
compensation philosophy. Most employees
participate in variable compensation programs with
individual awards based on i) the employee’s results
against their individual performance goals; ii) line of
business results; and iii) CIBC’s overall performance.
Managers assess and evaluate employee performance
against both their goals and their contribution relative
to their peer group.

In 2008, the CIBC group of companies paid
over $2.5 billion in base salaries and benefits to our
Canadian workforce. Approximately 70% of CIBC
employees participate in the employee share
purchase plan, which allows employees to
participate as a shareholder of CIBC through
investment in common shares.

Health and well-being
Creating a safe and healthy work environment where
all employees can balance their work and life and
contribute to their communities is very important.
CIBC is committed to providing a comprehensive
range of benefits and programs that support the
overall health, wellness and long-term financial
security of employees.

To assist in managing rising health care costs,
CIBC supports a smart consumer approach to
employee health care. Employees are provided with
information on CIBC-negotiated discounts, use of
generic drugs and use of pharmacies with lower
dispensing fees to proactively manage costs for
themselves and for CIBC.

In 2008, CIBC introduced Employment
Insurance top-up benefits for birth fathers in
addition to top-up benefits for maternity, parental,
adoption and compassionate care leaves.

In 2007, CIBC reported a Disabling Injury Incidence
Rate of 0.20, which indicates the number of disabling
and fatal injuries on the job, per 100 employees, in
Canada. CIBC’s global turnover rate for permanent
employees, excluding retirees, was 15.8% in 2008.

For detailed employment figures, see page 172.

We continue to attract top students from
universities and colleges through our campus
recruitment program.

Public Accountabil ity Statement
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Number of employees completing
assessment questionnaire
on Wellness Checkpoint

(as at Oct. 31)

9,709 11,288 12,993

Since it was launched in 2001, more than 12,993
employees have completed the Wellness Checkpoint,
CIBC’s confidential online assessment tool that
identifies health risks and provides information about
achieving a healthier lifestyle and other general
health resources information.
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For authorization levels of: $5,000,000 and over(1)

($ thousands, except
for Client numbers) Authorizations Outstandings Clients

British Columbia(2) $ 6,849,063 $ 3,988,613 201
Alberta 15,665,420 6,432,694 235
Saskatchewan 1,523,847 540,141 27
Manitoba 2,646,036 1,103,784 50
Ontario 33,165,634 11,154,815 678
Quebec 7,188,918 3,504,976 185
New Brunswick 763,098 320,199 14
Nova Scotia 1,423,849 972,122 44
Prince Edward Island(3)

Newfoundland
& Labrador(3) 783,464 96,727 19

Northwest Territories,
Nunavut and Yukon(2)

Total Canada $ 70,009,329 $ 28,114,071 1,453

For all authorization bands(1)

($ thousands, except
for Client numbers) Authorizations Outstandings Clients

British Columbia $ 9,447,422 $ 5,651,230 21,599
Alberta 17,882,089 7,764,981 17,794
Saskatchewan 2,108,677 857,415 6,121
Manitoba 3,413,039 1,586,867 4,201
Ontario 41,991,972 16,669,288 72,254
Quebec 9,411,715 4,918,595 15,109
New Brunswick 1,022,927 495,535 1,793
Nova Scotia 1,843,530 1,255,441 3,311
Prince Edward Island 149,302 91,924 809
Newfoundland

& Labrador 953,842 196,248 1,799
Northwest Territories,

Nunavut and Yukon(4) 126,590 85,420 837

Total Canada $ 88,351,105 $ 39,572,944 145,627

CIBC is one of Canada’s largest employers. In 2008, CIBC and its listed
affiliates had approximately 38,700 full-time and part-time employees
nationwide. The CIBC group of companies paid over $2.5 billion in base
salaries and benefits to our Canadian workforce in 2008.

In addition, we indirectly supported thousands of other jobs in many
sectors, from janitorial services to high-tech consultants, through the
purchase of outside goods and services. The total for 2008 was $2.3 billion
worldwide, of which the majority was spent in Canada.

Full-time and part-time employees
As at October 31, 2008

CIBC and its listed affiliates
Province or Territory Full-time employees Part-time employees

British Columbia 3,198 822
Alberta 2,117 586
Saskatchewan 695 210
Manitoba 555 233
Ontario 22,256 2,634
Quebec 2,774 613
New Brunswick 571 90
Nova Scotia 798 153
Prince Edward Island 69 30
Newfoundland and Labrador 186 56
Northwest Territories 55 6
Nunavut 10 1
Yukon 33 14

Total 33,317 5,448

Employment in Canada

In 2008, the CIBC group of companies’ tax expense (recovery) to all levels of
government in Canada was $(2.7 billion). This total consisted of $(3.2 billion)
in income tax recovery, $107 million in capital taxes and $369 million in
payroll taxes (employer portion), business taxes, property taxes, GST and
provincial sales taxes.

Taxes – 2008
CIBC group of companies

$ thousands Income taxes Capital taxes

Federal government $ (2,113,614) $ –

Provincial and
territorial governments
British Columbia (132,898) 23,499
Alberta (98,515) –
Saskatchewan (20,040) 6,608
Manitoba (19,790) 7,959
Ontario (680,761) 50,107
Quebec (64,577) 7,851
New Brunswick (11,192) 2,636
Nova Scotia (20,760) 5,869
Prince Edward Island (2,983) 1,028
Newfoundland and Labrador (7,215) 1,689
Northwest Territories (2,962) –
Nunavut (431) –
Yukon (1,328) –

Total $ (3,177,066) $ 107,246

Taxes in Canada

(1) CIBC implemented a data system change during 2008 which resulted in the consolidation of certain client positions and authorizations. This has contributed to a reduction in the reported number
of clients and authorizations compared to previous years, particularly in authorization bands under $500,000.

(2) Clients for Territories, Nunavut and Yukon have been added to British Columbia for the same dollar band and have been included in British Columbia totals to preserve confidentiality.
(3) Clients for Prince Edward Island have been added to Newfoundland & Labrador for the same dollar band and have been included in Newfoundland & Labrador totals to preserve confidentiality.
(4) Data for Northwest Territories, Nunavut and Yukon has been consolidated to protect privacy of individual borrowers who might otherwise be identifiable.




