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Foreword:

This research paper observes the Deutsche Bank’s peculiarities and activities directed to selection, developing and retaining of professional employees.
Thesis:

Deutsche Bank is a good example of stable, large and developing organization which stability in the main depends on the people working for it.
Introduction

Deutsche Bank is one of the biggest, most fast developing, successful and the most well-known banks in the world. Founded in 1870, it has passed a long way from opening branches in London and East Asia in the 19th century to being the first German bank, and now it is considered to be one of the most solid and safe banks in the world. Nowadays Deutsche Bank can be called an international bank - with roughly € 758 billion in assets and approximately 78,000 employees, it offers its numerous clients (over 12 million) unparalleled financial services in 76 countries throughout the world. The Bank aspires to be a leader in providing integrated financial solutions for demanding clients and to be the pre-eminent German bank providing its shareholders and clients an exceptional value (Deutsche Bank. 2008).
Deutsche Bank stays among the global leaders in corporate banking and securities transaction banking, asset management, and private wealth management, and has a significant private and business banking franchise in Germany and other selected countries in Europe.
In this essay the main points of the professional business development of Deutsche Bank are examined, including leadership style of the Bank, peculiarities of its management, especially in resourcing, and employee development.
1. Leadership Style
As a large international organization Deutsche Bank has a rather complex management structure (Picture 1.)
  

skip to main navigation-menu | skip to language-switch and search form | skip to toolbox (printing and others) 



Main Content
Picture 1. Management Structure (Annual Report 2007)
The Management Board of Deutsche Bank consists of five Board Members, and is responsible for the Group Board’s five core businesses: strategic management, resource allocation, financial accounting and controls, capital and risk management, and internal controls. 
The Chief Executive Officer - Chairman of the Management Board also holds the office of Chairman of the Group Executive Committee (GEC). The GEC consists of the members of the Management Board, the heads of Deutsche Bank’s five main businesses, and the Head of Regional Management. The GEC supports the Management Board in its decision-making. At the meetings of the Management Bard GEC formulates recommendations to support decisions of the Management Board after examination of the businesses developments, and discussion of the matters of Group strategy (Annual Report2 2007). 

Hilmar Kopper (Chairman of the Supervisory Board, Deutsche Bank AG) claims that in spite of creation a Group Executive Committee, leadership responsibility for Deutsche Bank AG was obviously still in the sole hands of the group’s board of management (Research Notes in Economics & Statistics 2002). The leadership style of the Deutsche Bank can be defined as autocratic on the level of Management Board. All the decisions made by the Management Board have to be executed by employees of different levels. The employees in different services of the Bank have minimum influence on the decisions of the top management of the company. Speaking about lower level of management, for example, a small leader with his team of workers, the leadership style is most likely democratic – employees can participate in making decisions, that’s why one of the Bank’s employee strategies is hiring knowledgeable and skillful employees.
Leadership style of the Deutsche Bank is typical for the huge organizations with rather complex organizational structure.
2. Resourcing Strategy
Resourcing and selection strategy of an enterprise is a complex of steps for choosing skillful and professional workers. Nowadays successful companies aspire to spend much time and money for recruiting and selection of really good staff with proper skills, experience and personal qualifications. They realize that it’s better to spend sources now and make a good team than have losses in future because of not proper (not professional) work of the staff. Resourcing strategy of an enterprise often includes such points as: resourcing plans (plans for providing the company good staff), resourcing activities (planning and implementing a recruitment campaign, managing the retention of people) and the final point – selection (Resourcing Strategy 2005). The aim of selection decision is to obtain the best possible fit between the person and the position. To have the best match, the decision maker must understand the demands of the task as well as the personality, skills and values of the people recruiting for the position.

The management of the Deutsche Bank has a great experience in resourcing and selection employees. They claim that Deutsche Bank’s professional success lies increasingly in ability to hire the best people and help them achieve their aspirations and potential (Portrait of a Leading Global Bank 2006).
Human Resources in Deutsche Bank are organized into three divisions:

1. Business Partners support all of the Bank’s divisions in their human management strategies and the employee life cycle.
2. Centers of Expertise: Resourcing center: manages recruitment process; Reward center: manages the structure of compensations and benefits; Development center: manages the development of leadership and talents, culture in the company, training of the staff etc.
3. HR Solutions center: administration, payroll accounting, reporting, operations management and developing of the technology requirement used in HR.
As mentioned above, Deutsche Bank has subsidiaries and branches located in 76 countries around the world, and in every country they conduct the personnel selecting policy. Deutsche Bank has over 78,000 employees and over 130 nations are represented in its staff with 65% of employees based outside of Germany (Our Company 2007). The general selection process, a series of steps through which applicants pass, usually consists of several steps (Careers for MBAs 2007). 

1. The bank’s management receives applications from potential employees via global online application system available at www.db.com/careers. 
2. Testing of employment.
3. Selection interview for full-time positions is commenced for successful applications. Interviews commence each year in September and are traditionally concluded by that year’s end. For summer opportunities, there are interviews in January through February. Depending on the role and the region where the person is applied for there could be from one to three rounds of interviews. During the interview the competency of the applicant is primarily evaluated alongside with the willingness to work and educational level. Previous experience is usually considered after all the others.
4. Some aptitude tests are usually provided in parallel with the interviews to make the picture clearer. Tests include quantitative and language tests and they also depend on the hiring division and region.
5. Supervisory interview (or several interviews) based on competency is held as well as additional tests for further examination of recruits.
6. Realistic job previews.
7. Hiring decision. If interview and testing processes are successful, the administration of the Bank contacts the recruit by phone and offers him a position. His application will be held open for some time to ensure his position fits him most of all. If the administration of the Bank decides that the recruit is better suited to a different role at the Bank they offer him to pass his application to the other division for consideration.
The most appreciated by the Deutsche Bank’s management qualities are: communication, teamwork and interpersonal skills, along with motivation/initiative, honesty/integrity and a strong work ethic (Analyst Internship Programs. 2007). The successful candidates have to be familiar with the banking industry and culture, know much about Deutsche Bank, may be have some contacts in banking sphere, understand the role he is applying for and match his skills to this role (Portrait of a Leading Global Bank 2006). 
Potential employees are divided by the Bank’s management into four main groups: school leavers, graduates and undergraduates, MBAs, and professionals. The general personal selection process of the Bank varies depending on the peculiarities of the group.
School leavers: Deutsche Bank cooperates with several German schools such as Frankfurt School of Finance & Management | HfB (FS), University of Cooperative Studies in Baden-Wuerttemberg, and the HSBA Hamburg School of Business Administration. School leavers there have an opportunity to combine theoretical knowledge they are given at school with practical experience in the Deutsche Bank. For example, at the HSBA Hamburg School of Business Administration the course of studies takes 3 years and each year comprises 4 to 7 weeks of theoretically studies along with 20 weeks of studies at the HSBA and 32 weeks of practically training at Deutsche Bank. School leavers graduate as Bachelor of Arts (B.A.) in Business Administration. This course of studies is accredited by "Foundation for International Business Administration Accreditation (FIBAA)" (Integrated Studies 2007). Almost all the students that have passed such a practice in Deutsche Bank have an additional opportunity to participate in a DIN-certificated “sales and distribution qualification with certificate” and to obtain an additionally qualified degree. At the same time the Bank gets the opportunity to choose the potential employees and get them taped by analyzing the talents of school leavers and watching them in work. Deutsche Bank’s management highly appreciates such a way of personnel selecting as it’s may be the best way to learn about all the professional sides of the potential employees.
For the graduates and undergraduates from leading universities Deutsche Bank offers graduate and internship training programs in many areas of the Bank. Deutsche Bank invests heavily in its training programs to ensure that the best applicants from the top universities all over the world are attracted. The main programs for the applicants are Analyst Internship Program and Analyst Training Program. Analyst Internship Program exists for a broad range of divisions globally. Interns have the opportunity to acquire the skills they need to get a head start on their chosen career including administrative, analytical, coaching, management and research skills.
An internship allows them to develop proficiency in the areas they are interested in, to try working in a team and to show their best working qualities on practice in a Bank. 
Analyst Training Program consists of many different programs that vary in length and format (Graduates / Undergraduates 2007). These programs are aimed to equip students with the exposure, knowledge and skills they need for a successful career with the Bank. Both programs for graduates and undergraduates all over the world of course cost much for the Bank, but it is still providing them because the chance to select and prepare highly professional and motivated staff costs much more. 
There are also two main groups of programs for MBAs - Associate Internship Program and Associate Training Program. An Internship Program is a program for a period of 9-10 weeks during which MBAs have the opportunity to deliver real value, working alongside experienced professionals on live deals and projects (Associate Internship Programs. 2007). The MBAs are integrated in a real working process, performing a real job with accountability. In addition to day-to-day tasks, each candidate is given a project to work on during the internship.  At the end of the internship each candidate has to present his own project as a part of his end evaluation. Formal assessments carried out for each participant are a background for decisions on which candidates go on to join the Associate Training Program. This program aims to provide the essential foundation of skills and knowledge for a successful career with Deutsche Bank. The Deutsche Bank intends preparing MBAs to become good managers in the Bank.
Professionals. The Deutsche Bank is highly interested in hiring professionals – so it provides them favorable terms of work and compensation.
Thus, Deutsche Bank spends many costs for the resourcing strategy in the main office and in its divisions all over the world. Representatives of the bank are sure that for them it’s “a pipeline for the future success stories of our businesses” (Associate Internship Programs. 2007). By improving the employees professionalism on every level of its organizational structure the Bank is raising its own reputation as a highly professional organization.
3. General Information about the Company
Deutsche Bank was founded on January 22, 1870 in Germany by the private banker Adelbert Delbruck and the politician Ludwig Bamberger. It was projected to be a specialist bank for foreign trade designed to facilitate trading relations between Germany and other countries. Its first branches outside Germany were opened in Shanghai, Yokohama (1872) and in London (1873). The first directors were Wilhelm Platenius, Georg von Siemens, and Hermann Wallich. In 1876, after acquisition of the banks Berliner Bank-Verein and Deutsche Union-Bank the Deutsche Bank became the largest bank in Germany (Deutsche Bank 2008).
Deutsche Bank financed many large scale projects, for example the Northern Pacific Railroad in the United States (1883).
In the 20th century Deutsche Bank became a pioneer in mergers and acquisitions (M&A) and now it’s is one of the world's largest investment banks with annual revenues over EUR 55.217 billion (in 2006) and with net income over EUR 5.940 billion (in 2006) (Deutsche Bank 2008), and also it goes on sponsoring many projects in the arts, community development, education and music.
 Deutsche Bank is headquartered in Frankfurt, Germany and operated 1,717 facilities worldwide (by December 31, 2006) (Deutsche Bank AG (DB) 2008)
· Deutsche Bank’s organizational structure is composed of two divisions: the Corporate and Investment Bank (CIB) and Private Clients, Asset Management (PCAM) and Corporate Investments (CI) (Organizational Structure 2007). 
CIB is responsible for Deutsche Bank’s capital markets business that engages the origination, sales and trading of capital markets products such as debt, equity, and other securities, along with the corporate advisory, corporate lending and transaction banking businesses. It is subdivided into two divisions: Corporate Banking & Securities and Global Transaction Banking (Corporate and Investment Bank 2008). Corporate Banking & Securities deals with sales and trading of capital products, corporate advisory and corporate financing businesses, asset finance and leasing, and commercial real estate.
PCAM comprises all of Deutsche Bank’s investment management of private and institutional clients along with traditional banking activities for private clients and small and medium-sized businesses. PCAM is subdivided into two corporate divisions: Asset and Wealth Management and Private & Business Clients. Asset and Wealth Management deals with institutional clients, such as insurance companies, pension funds providing them with a full range of services from traditional asset management to the real estate asset management. Private & Business Clients deals with private clients and small businesses and provide them with a full range of traditional banking products.
Deutsche Bank works hard to maintain its reputation, and this is appreciated by industry surveys:
it has been named Bank of the Year (2003 and 2005), International Securitization House of the Year, World’s Best Risk Management House and World’s Best Foreign Exchange Bank by leading publications in the past years. 
4. Challenges

Deutsche Bank regularly gives many challenges for its employees, as well as for the students, for its partners and clients. Challenging is a part of the Bank’s business strategy as it often gives fresh ideas for its developing and consolidating its reputation.
A good example of the Bank’s challenging policy is the “Deutsche Bank Challenge” – a competition organized by the Bank for the students of the London Film School in 2005. The task for the students was to create a 1 – 2 minute film connected with the Deutsche Bank’s newly created employer brand campaign named Perspectives. This campaign is facing a large three dimensional DB logo that is aimed to show employees the next level in their career. So, the task was to create a short film that will persuade students to discover Deutsche Bank, and the opportunities it has to offer them. The price for the best film was £2,000. Such films are used at the beginning of presentation to create a good atmosphere in the audience. (DB Short Film Challenge 2005)
Deutsche Bank often gives challenges for all groups of people (school graduates, students and MBAs) passing the practice in the Bank. They regularly face with different complex tasks, overcome different barriers and pass examinations. Such challenges give persons opportunities for developing their best professional and personal qualities.
5. Employee Development
Within the work place Deutsche Bank’s management claims that it’s committed to building the relationship of the highest caliber. To reach this aim they have developed a system of flexible work arrangements, advice services and first-class health management schemes, which are backed by more than 2,000 training courses and annual Performance Management Objectives (PMO's) that monitor the career development to ensure that all employees reach their potential.
The most common ways Deutsche Bank is developing its employees are different trainings with or without examinations, participation in the conferences organized by the Bank, networks for the employees and variety of services and benefits.
Training programs contain different practical tasks employees have to execute either at their work place or in class room. They often consist of some theoretical material given to the staff and a task connected with it and evaluated by the chief management. Training catalogue of the Bank is developed with the help of external specialists, institutes and universities worldwide. It is divided into seven different categories: Business & Finance; Personal & Team Effectiveness; Leadership & Management; Professional Qualification; Information Technology; Culture & Orientation; Regulatory & Compliance (Your Development 2008). These programs give employees opportunities to show their best qualities and to move to the next level of their carrier.
Deutsche Bank is an organizer or partner of many professional or fact-finding conferences all over the world. Participation in such conferences gives the Bank’s employees an opportunity for exchange of experience with employees of other banks or other branches of the Deutsche Bank. The Bank’s employees are stimulated to research and prepare materials for the conference and there they can find new ideas and knowledge important for their career growth.
Global networks provide opportunities for Bank’s personnel with similar professional interests and corporate values to meet and network across all levels. They are useful for the business as they help in achieving diversity goals by improving retention and employee development. Additionally, they help the Bank to discover a more diverse customer base, identify issues and create solutions (Employee Networks 2007).

Conclusion

The Deutsche Bank’s claim “passion to perform” enlightens its position in business - Deutsche Bank aspires to attract the best professionals in order to perform the best quality of work. It is a good example of stable, large, and developing organization which tries not to lose its place in the world economies is open for the new ideas and realizes that its stability in the main depends on the people working for it. For this reason it is eager to spend many costs regularly for better selection of the professional employees, for their retaining, giving them opportunities to study, to develop their best qualities and skills and to make their career grow. And this approach gives results and provides the Deutsche Bank a reputation of stable and good partner.
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