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Foreword

It has been more than six years since the collapse 
of Lehman Brothers, which brought the financial 
system to its knees and forced the big banks in the 
US and Europe to turn to their governments for help. 
Management has been focused on ‘fixing the bank’ 
and on meeting regulatory demands, such as rebuilding 
capital. Attention is now turning to talent. The task of 
the banking sector has not been made any easier by 
scandals and fines, often for historical misdeeds, that 
continue to trouble it. 

Banks have contributed to philanthropic projects and 
changed how they pay staff in a bid to restore their 
image among institutional shareholders, the general 
public and employees. Given the level of regulatory 
pressure and public scrutiny, banks have realised that 
their culture must change. The most important part of 
the culture of banks is their staff, and in particular the 
graduate recruits who will shape the future norms and 
mores of their organisation. 

Senior executives at leading financial institutions need 
to know the following:

1)  Which industries do business students1 want to 
work in? Has the popularity of banking changed 
since the financial crisis, and if so, by how much? 

2)  What do students now want from a career in 
banking?

3)  How do students perceive banking? What attributes 
do they associate with it? How do these expectations 
match up with their career goals?

4) How does the picture vary across countries?

Deloitte has teamed up with Universum to answer 
these questions. Universum has surveyed students’ 
motivations since 1988. In this analysis Deloitte has 
focused its attention on changes since the 2007-08 
academic year, when the financial crisis had yet 
to unfold. Our thanks go to Universum for their 
contribution to this research. 

The main findings of the survey are outlined in the 
executive summary. What stands out is that banking 
has been usurped by fast-moving consumer goods 
(FMCG) from its position as the number one career 
choice for business students. 

The findings also dispel a few preconceptions about 
what students want out of a career in banking. 
Contrary to popular belief, money doesn’t matter to 
students considering a career in banking as much as 
training and development. 

Another interesting trend is that job security is 
becoming increasingly important to students. Banking-
inclined students2 increasingly expect their first job to 
last five years or more. They say they want stability in 
their careers. 

Banking may be a global industry, but there are 
clear regional differences when it comes to career 
aspirations. Global banks need to cater for these 
differences in the career paths they offer students. 

Nick Sandall
Deloitte UK
Co-Head, Banking 
EMEA

Damien Leurent
Deloitte France
Co-Head, Banking 
EMEA

The most important part of the 
culture of banks is their staff, and 
in particular the graduate recruits 
who will shape the future norms and 
mores of their organisation.

Find out more at: www.deloitte.co.uk/talentinbanking
Join the conversation: #talentinbanking   

1  Students studying 
business-related subjects

2  “Banking-inclined 
students” are a subset 
who put at least one bank 
in their top five “ideal 
employers”.
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Executive summary

FMCG knocks banking off its top spot
Banking has this year been toppled by the fast-moving 
consumer goods sector from its position as the most 
popular career choice among business students. 
(See methodology on page 17.)

Tech titans rise in popularity
Google was rated the most popular employer by 
business students in 15 out of 28 markets surveyed 
(for which employer rankings are available) and made 
the short list of five “ideal employers”3 in 23 of those 
markets. The software and computing services sector 
continues to rise in popularity among business students, 
and is now the third-most popular career choice for 
students worldwide, having overtaken auditing and 
accounting. 

Banking-inclined students want a balanced and 
steady career
Work-life balance remains the most popular career goal 
among those business students considering applying to 
a bank (“banking-inclined students”), but job security 
is becoming increasingly desirable. Work-life balance 
is the top career goal in all three regions, although, 
counter-intuitively perhaps, banking-inclined students 
in the Americas want it more than their APAC or EMEA 
counterparts.

Banking-inclined students now expect to stay in their 
first job for a longer time than previously: 39.7 per cent 
expect to stay in their first job for five years or more. This 
compares with just 30.8 per cent in 2013. 

In EMEA they are more likely to want an international 
career than their peers in APAC or the Americas.

Preparing for the future matters most in a first job
The top three job attributes (out of 40) that banking-
inclined students want from their employers are: 
“professional training and development”, “leaders who 
support my development” and a “good reference for 
future career”. 

Banks associated with “money”
“Money” was the word most associated with the 
banking sector among business students, which may 
reflect the perception of bankers’ pay as well as the 
stock-in-trade of banking. 

Investment banks more associated with financial 
strength and prestige than sought-after training
“Professional training and development” topped the list 
of attributes that investment banking-inclined students 
found attractive in an employer, followed by “leaders 
who support my development”, and “high future 
earnings”. Yet investment banks were most strongly 
associated with “financial strength” and “prestige”, 
which were not so highly valued by students. 

Banking seen as less secure, friendly or flexible 
The banking sector was viewed by business students as 
less likely than the average employer to offer “secure 
employment”, “a friendly work environment” and 
“flexible working conditions”. 

Focusing more on diversity would widen the net
Banks are not particularly associated with diversity 
initiatives or corporate social responsibility (which was 
ranked just 29th on a list of 40 attributes associated 
with banking), and banking-inclined students do not 
value these issues either. However these perceptions 
may be dissuading minorities and women from applying 
to banks. As an indication of this, 58.0 per cent of the 
students in the survey were women but among banking-
inclined students the proportion was only 50.1 per cent.

Women remain much less attracted than men to 
investment banking, where they made up just 43.3 per 
cent of the numbers of those inclined towards a career 
there. 

Banking has this year been toppled by the fast-
moving consumer goods sector from its position 
as the most popular career choice among business 
students.

3  Business students were 
presented with a list 
of employers from a 
range of sectors. They 
chose an unlimited list of 
companies for which they 
might consider working. 
Next they narrowed the 
choice to a maximum of 
five “ideal employers”.
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Banking is no longer the most popular 
career choice

Figure 1. Markets surveyed for Deloitte Talent in Banking Survey 2014

Surveyed markets

Among business students, FMCG was the most popular industry sector in 2013-14, with 15.8 per cent (up from 
14.8 per cent the previous year) of all business students’ votes for their five “ideal employers”. Banking dropped to 
second choice as a career destination. This decline in one year may be slight, but it could be significant, as both the 
FMCG and software and computing services sectors have increased in popularity over the seven years from 2007-
08 to 2013-14.
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Figure 2. Industry popularity among business students, globally, 2008-14

Source: Universum Talent survey 2014; Deloitte analysis
See Appendix for survey question
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Work-life balance tops students’ career 
goals: job security rising in importance

Students considering a bank for their first job after 
graduation were asked to list up to three career goals 
from a choice of nine. More than half of these banking-
inclined students from around the world in 2013-14 
made work-life balance one of their choices, closely 
followed by “to be secure or stable in my job” (44.8 per 
cent). Work-life balance has remained the top career 
goal for banking-inclined students over the past seven 
years. This is consistent with other research indicating 
the increasing importance of a work-life balance in their 
career for Generation Y more generally.4 The desire for 
job security among banking-inclined students increased 
the most compared to other goals over the past seven 
years, and is now rated second out of nine career 
goals. It appears that banking-inclined students are 
placing more importance on the need for stability in a 
sector that has undergone widespread re-structuring 
and redundancies. 

Work-life balance has remained the top career goal for banking-
inclined students over the past seven years.

However banking-inclined students do not associate 
work-life balance or job security with banks. “Secure 
employment” ranks 24th among the 40 job attributes 
that they associate with banks, while “enabling me to 
integrate personal interests in my schedule”, “control 
over my number of working hours” and “flexible 
working conditions”, which are proxies for work-life 
balance, rank 35th, 38th and 40th respectively. 

Students considering a job in banking also rank the 
desire “to be a leader or manager of people” as 
their third-most important career goal, suggesting 
that development of their leadership potential is an 
important priority for them. 

Figure 3. Career goals of banking-inclined students, globally, 2008-14

Source: Universum Talent survey 2014; Deloitte analysis
See Appendix for survey question
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To be a technical or functional expert

To be autonomous or independent

To be dedicated to a cause or to feel 
that I am serving a greater good

To be entrepreneurial or creative/
innovative

To have an international career

To be competitively or intellectually 
challenged

To be a leader or manager of people

To be secure or stable in my job

To have work-life balance

4  Definitions of Generation 
Y, also sometimes called 
Millennials, vary, but 
is generally considered 
to include those born 
between 1982 and 2000.
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Figure 4. Ranking of select job attributes associated with banks by banking-inclined students, globally, 2014

Source: Universum Talent survey 2014; Deloitte analysis
See Appendix for survey question
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The desire for job security among banking-inclined 
students increased the most compared to other 
goals over the past seven years, and is now rated 
second out of nine career goals. 
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Most students want time with their 
first employer

More than a third of banking-inclined and investment 
banking-inclined students expect their first job to last 
at least five years or more. Very few banking-inclined 
students (6.3 per cent) expect their first job to last a 
year or less. The time that banking-inclined students 
expect to stay in their first job has increased since 2013, 
when just under a third opted for five years or more 
compared to 39.7 per cent this year. 

The expectation of staying longer in their first job might 
reflect how hard it has become to find a job since the 
financial crisis, with widespread redundancies in the 
banking sector. It appears that students interested in a 
career in banking increasingly value stability, and wish 
to improve their employability before changing jobs.

Figure 5. Expected duration of first job, globally, 2014

Source: Universum Talent survey 2014; Deloitte analysis
See Appendix for survey question
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It appears that students interested in a career in 
banking increasingly value stability, and wish to 
improve their employability before changing jobs.
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Banking on women

The proportion of women considering banking as 
a profession increased in 2013-14. In 2012-13 there 
were more men than women among banking-inclined 
students. This is no longer the case: the split between 
men and women is now 50:50. However this is still a 
much lower proportion of women than among the total 
of business students surveyed, which is 58.0 per cent.

Moreover, the gender profile indicates that investment 
banks need to do much more to attract female 
graduates. Just 43.3 per cent of investment banking-
inclined students were women. This is almost 15 
percentage points less than the proportion of women 
among business students as a whole. 

Figure 6. Student demographics, globally, 2014

Source: Universum Talent survey 2014; Deloitte analysis
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There are some corners of the world where banking 
is more attractive to women than men. In the former 
Eastern bloc countries, such as the Czech Republic, 
Poland and Russia, large numbers of women listed 
banks among their five “ideal employers”. In the UK, 
the proportion of women banking-inclined business 
students is higher than in France, Germany,  
Denmark, Switzerland and Belgium, but is still less  
than 50 per cent. 

Countries where women are less attracted to banking 
as a career choice include Japan (where women 
represent just 32.8 per cent of banking-inclined 
students), Belgium (35.0 per cent), Switzerland  
(36.2 per cent), Germany (36.4 per cent) and  
Denmark (38.5 per cent). 

In the UK, the proportion of women banking-inclined business 
students is higher than in France, Germany, Denmark, 
Switzerland and Belgium, but is still less than 50 per cent.
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What students find attractive in an 
employer (aspirations)

Students were asked which job attributes they find 
most attractive in an employer. A total of 40 attributes 
were grouped into four categories: “Employer 
Reputation and Image”; “People and Culture”; 
“Remuneration and Advancement Opportunities”; and 
“Job Characteristics”. 

Students were asked to divide 100 per cent between 
these four categories of job attributes, based on the 
importance they assign to each of them. Banking-
inclined students place the greatest emphasis on 
“Remuneration and Advancement Opportunities”, 
followed by “Job Characteristics”. 

The least important category of attributes for 
banking-inclined students is “Employer Reputation 
and Image”: this perhaps explains why the financial 
crisis and the subsequent scandals and fines rocking 
the sector have had relatively little impact on the 
standing of banking as a career choice. Business 
students rank the categories in the same order of 
importance as banking-inclined students, but place 
more value on “People and Culture”.

Source: Universum Talent survey 2014; Deloitte analysis

People and Culture
The social environment and workplace attributes
• A creative and dynamic work environment
• A friendly work environment
• Acceptance towards minorities
• Integrates personal interests in my schedule
• Interaction with international clients and colleagues
• Leaders who will support my development
• Recognising performance (meritocracy)
• Recruiting only the best talent
• Respect for its people
• Support for gender equality

Job Characteristics
The contents and demands of the job, including the 
learning opportunities provided by the job
• Challenging work
• Client interaction
• Control over my number of working hours
• Flexible working conditions
• High level of responsibility
• Opportunities for international travel/relocation
• Professional training and development
• Secure employment
• Team-oriented work
• Variety of assignments

Employer Reputation and Image
The attributes of the employer as an organisation
• Attractive/exciting products and services
• Corporate Social Responsibility
• Environmental sustainability
• Ethical standards
• Fast-growing/entrepreneurial
• Financial strength
• Innovation
• Inspiring management
• Market success
• Prestige

Remuneration and Advancement Opportunities
The monetary compensation and other benefits, 
now and in the future 
• Clear path for advancement
• Competitive base salary
• Competitive benefits
• Good reference for future career
• High future earnings
• Leadership opportunities
• Overtime pay/compensation
• Performance-related bonuses
• Rapid promotion
• Sponsorship of future education
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Business students rank the drivers in the 
same order of importance as banking-inclined 
students, but place more value on “People and 
Culture”.
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Figure 7. Biggest difference in ranking of aspirations between all business and banking-inclined students, globally, 2014

Source: Universum Talent survey 2014; Deloitte analysis
See Appendix for survey question
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For banking-inclined students, “financial strength”, “prestige” and “high level of responsibility” are more 
important traits in an employer than for business students in general. By contrast, business students place 
greater store than do banking-inclined students on “a creative and dynamic work environment”, “leadership 
opportunities” and “attractive/exciting products and services”.
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What students want versus what 
students expect

Deloitte analysed what banking-inclined students 
most want from their employer, and what they 
most associate with banks. Plotting the two against 
each other offers a view of where aspirations and 
expectations coincide or diverge, and offers interesting 
insights to employers.

Professional training and development highly 
prized
“Professional training and development” is the top 
priority for banking-inclined students: more than half of 
them want it from an employer. Their other top career 
priorities are “leaders who support my development” 
(46.4 per cent) and “a good reference for future career” 
(43.1 per cent). 

The good news for banks is that most students expect 
jobs in banking to provide these three attributes. Banks 
should try to ensure that the reality matches student 
expectations. 

“Financial strength” and “high future earnings” are also 
both highly valued by banking-inclined students and 
strongly associated with banks. 

There are some areas of disparity between what the 
students want compared to what they expect from a 
bank. Banking-inclined students strongly associate the 
sector with “challenging work” yet rank this attribute 
outside their top ten career aspirations.

Figure 8. Banking-inclined students’ aspirations versus expectations, globally, 2014 

Source: Universum Talent survey 2014; Deloitte analysis
See Appendix for survey questions
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Students were asked to choose up to twelve attributes, out of a total of forty, that they most sought for their five shortlisted “ideal 
employers.” The ten attributes that scored most highly for banking-inclined students are shown in the green bars in figure 8 – 
“aspirations”. Deloitte then extracted the extent to which banking-inclined students expected to find each of these top ten 
aspirations in their shortlisted “ideal” banks. Each blue bar represents the proportion of banking-inclined students who expect to 
find this attribute at the bank(s) that appears on their shortlist of five “ideal employers”. Please note that because the number of 
aspirations students can choose is capped at twelve, while the expectations are uncapped up to forty, the proportions of students 
expecting a particular attribute is likely to be higher those recording an aspiration for that attribute.
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It’s not (just) about the money
Despite perceptions to the contrary, a job in banking is 
not all about the money, for either banking-inclined or 
investment banking-inclined students. “Performance-
related bonus” ranked just 29th for banking-inclined, 
and 26th for investment banking-inclined students as 
an aspiration. In fact, for banking-inclined students, 
the top three aspirations relate to training and career 
development.

There are slightly more differences between the 
aspirations of investment banking-inclined students 
and what they expect from an employer. “Professional 
training and development” tops the list of attributes 
that investment banking-inclined students find 
attractive in an employer, followed by “leaders who 
support my development” and “high future earnings”. 
Yet investment banks are most strongly associated with 
“financial strength”, “good reference for future career” 
and “challenging work”. Investment banks should 
perhaps focus more on development opportunities to 
attract business students to the sector. 

Diversity and CSR not valued by students
“Support for gender equality”, “acceptance towards 
minorities” and “environmental sustainability” were the 
attributes least valued by banking-inclined students. 
The global banks have invested time and resources in 
diversity initiatives and corporate social responsibility 
programmes, yet these are not viewed as important by 
students interested in banking as a career. 

Banking-inclined students are not unique in this regard: 
business students in general view “support for gender 
equality” and “acceptance towards minorities” as 
relatively unimportant when choosing an employer. 

How the banking sector measures up against the 
average employer
Deloitte studied how business students’ perceptions 
of banks compare with their views about the 
‘average employer’. They see the banking sector as 
stronger compared to the ‘average employer’ in the 
areas of “financial strength” (68.8 per cent), “high 
future earnings” (63.7 per cent) and “recognising 
performance” (57.7 per cent). 

The banking sector under-performs the ‘average 
employer’, however, in the perception of job security 
(42.7 per cent), a “friendly work environment” (43.7 per 
cent) and “flexible working conditions” (26.3 per cent). 
The banks also scored lower when it came to ethics 
and diversity. The banks have work to do to persuade 
potential recruits that they are committed to diversity 
initiatives and an ethical approach to business. 
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Figure 9. Top ten aspirations of banking-inclined students, globally, 2014 Career development
a top priority
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Source: Universum Talent survey 2014; Deloitte analysis. See Appendix for survey question
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Regional differences in career goals and 
job aspirations and expectations

Banking as a career remains a more popular choice in 
China, Hong Kong, Singapore and the UK than in other 
markets. In China, where banking is the most popular 
industry sector, 30.6 per cent of business students 
ranked at least one bank on their short list of five “ideal 
employers”.

As a career choice, banking is relatively unpopular in 
the United Arab Emirates (10.2 per cent), where many 
traditional banking products are prohibited by Sharia 
law, followed by France (9.1 per cent), the Netherlands 
(9.0 per cent), Germany (7.0 per cent), Austria (5.7 per 
cent), where FMCG and software and computing services 
sectors are proving far more attractive to students.

Figure 10. Popularity of banking as a career choice among business students, globally, 2014

0-10% 10-20% 20-30% Over 30%

Source: Universum Talent survey 2014; Deloitte analysis
See Appendix for survey question

Deloitte’s analysis also reveals slight differences across 
the three regions in what banking-inclined students 
value as career goals. The same three career goals 
came out top: “to have work-life balance”, “to be 
secure or stable in my job” and “to be a leader and 
manager of people”. However, their relative rankings 
and scores vary between the regions. 

For example despite, or perhaps because of, its  
culture of longer hours, more than half the banking-
inclined students in the Americas want work-life 
balance as a career goal, higher than their peers in 
either APAC or EMEA. 

The need “to be secure or stable in my job” is high for 
banking-inclined students in all the regions, but is it is 
higher in the Americas (51.9 per cent) and APAC  
(47.9 per cent) than in austerity-ridden EMEA  
(41.8 per cent). 

The desire for leadership responsibility is more evident 
among banking-inclined students in EMEA, where it is 
the second-ranked career goal, than in the Americas 
and APAC, where it came third. 

Banking-inclined students in EMEA are more interested 
in an international career than their counterparts in 
Americas or APAC. The desire for an international career 
is a particularly low priority for banking-inclined students 
in China (25.6 per cent) and Japan (16.5 per cent). 

Banking-inclined students in the Americas expect to 
stay longer in their first job. In the USA and Brazil, a 
half expect to stay with their first employer for five 
years or more, a longer time than their peers in APAC 
and EMEA.

Banks can improve recruitment and retention by taking 
an approach that reflects differences in career goals 
between students in the three regions.
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Aspirations by region
Worldwide, banking-inclined students rate 
“professional training and development” as the top job 
attribute out of 40 that they seek from an employer. 
However, there are regional differences when it comes 
to the second- and third-most desired attributes in an 
employer (see figure 12). “Leaders who support my 
development” comes second out of ten attributes for 
both the Americas and EMEA, but is not in the top five 
for the APAC region. 

Banking-inclined students in APAC want an employer 
that demonstrates “financial strength” and a “friendly 
work environment”. A “friendly work environment” 
comes third in APAC’s list of top ten desirable attributes 
in an employer, but does not appear in the top three 
for either EMEA or the Americas. 

Expectations by region
Banking-inclined students in the Americas and APAC 
are more likely to associate banks with “corporate 
social responsibility” and “ethical standards” than their 
counterparts in EMEA. Banking-inclined students in 
APAC and the Americas are more likely than their peers 
in EMEA to associate banking with “team-orientated 
work” and “secure employment”. APAC students 
also associate banking more with flexible working 
conditions compared to students in EMEA and the 
Americas. 

Figure 11. Top three career goals of banking-inclined students by region, 2014

Source: Universum Talent survey 2014; Deloitte analysis.
See Appendix for survey question
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Worldwide, banking-inclined students rate “professional training 
and development” as the top job attribute out of 40 that they 
seek from an employer. 
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Figure 12. Aspirations versus expectations of banking-inclined students by region, 2014

Source: Universum Talent survey 2014; Deloitte analysis
See Appendix for survey question
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69.2%40.6%

40.6% 60.5%

39.6% 41.3%

38.1% 57.7%

56.1%

68.5%

Source: Universum Talent survey 2014; Deloitte analysis
See Appendix for survey question
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Prestige

Leaders who will support my development

Recognising performance (meritocracy)

A creative and dynamic work environment

High future earnings

Good reference for future career

A friendly work environment

Market success

Financial strength

Professional training and development

45.2%

39.0%

38.9% 62.1%

37.9% 47.9%

37.7% 64.0%

37.6% 63.2%

53.4%37.5%

37.3% 60.7%

37.0% 53.9%

35.9% 64.2%

68.4%

64.1%

Source: Universum Talent survey 2014; Deloitte analysis
See Appendix for survey question

A
SP

IR
A

TI
O

N
S

EX
PEC

TA
TIO

N
S

EMEA

A creative and dynamic work environment

Prestige

Challenging work

Market success

Financial strength

Recognising performance (meritocracy)

High future earnings

Good reference for future career

Leaders who will support my development

Professional training and development

51.5%

48.1%

45.5% 67.9%

43.9% 64.4%

43.2% 57.0%

42.9% 69.5%

58.6%42.3%

40.1% 60.8%

39.6% 59.9%

39.2% 43.4%

52.8%

64.7%
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“Money” and “finance” are among the top three words that banking-inclined students globally associate with 
the banking sector, and they feature in the top three word associations for students in the Americas. In contrast, 
“development” and “stable” are among top three words associated with banks by banking-inclined students in 
APAC. Banks in countries such as China and India have played a pivotal role in the development of their economy 
and infrastructure, so it is no surprise that these words came to mind.

Figure 13. Top words associated with banking by banking-inclined students, globally, 2014

Source: Universum Talent survey 2014; Deloitte analysis
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Conclusions

This survey reveals that the job attributes that banking-
inclined students associate with banks often match 
what they want from an employer. However there is no 
room for complacency. The popularity of the banking 
sector is in decline, and the rising popularity of the 
FMCG and software and computing sectors must be 
taken seriously. The insights from the survey suggest 
the following ways in which banks could meet the 
recruitment and talent challenges that lie ahead. 

1. Emphasise professional training and development 
over financial rewards
Banking-inclined students value “professional training 
and development” over financial incentives, such as 
“performance-related bonus”, “competitive base salary” 
and even “high future earnings”. Yet the banking sector 
is strongly associated with financial rewards. There is 
an opportunity for banks to focus more on the training 
and development they offer to graduates, as part of 
their overall recruitment and retention strategy. 

2. Re-think the employer brand
Banks need to review their employer brand in the 
graduate market. Banking has now been overtaken by 
the FMCG sector as the most popular career choice for 
business students. Software and computing services 
has also been on an upward trajectory since 2008. 
These sectors have emerged as clear threats to the 
banking sector in the graduate recruitment market. 
Banks require students with information technology 
skills to meet both regulatory demands and the desire 
of consumers to interact with banks and each other in 
new ways. Banking competes with the software and 
computing sector where companies such as Google 
and Apple are a major draw for the best talent in the 
world. Google alone is in the top five “ideal employers” 
for no fewer than 23 out of 28 markets surveyed. 

3. Banks are missing out on diverse talent
Banks may be deterring women and ethnic minorities 
from applying to them for a job. The image of a 
banking sector rife with discrimination persists: two-
thirds of banking-inclined students do not associate 
banking with “acceptance towards minorities” and 
only 37.5 per cent think that banks “support gender 
equality”. Banks under-perform compared with the 
‘average employer’ in both these areas. Changing these 
perceptions would be a way for banks to increase their 
potential talent pool, quite apart from also being the 
right thing to do. 

4. Commit to an ethical and transparent culture
Around the world, banks are under greater regulatory 
scrutiny following the financial crisis. In many of the 
developed markets, they are facing stricter levels of 
compliance and transparency over capital requirements 
and remuneration. This requires an ethical and 
transparent culture, yet “ethical standards” are ranked 
just 30th on the list of 40 attributes that banking-
inclined students associate with banks. Many big 
global banks are starting to articulate a vision for an 
ethical and transparent culture, but it appears that 
this message is not yet getting through to business 
students. 

5. The relevance of work-life balance
Banking-inclined students have been seeking work-
life balance as their top career goal in all the seven 
years covered in this analysis, but only 26.3 per cent 
of banking-inclined students associate the sector with 
“flexible working conditions”. Banks are still associated 
with a culture of long working hours. They may be 
missing out on talent if they do not advertise the 
many positions within banking that can offer work-life 
balance, or if they fail to address an unhelpful culture of 
‘presenteeism’. 
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Methodology

This report is based on the Universum Talent Survey 
2014. Universum has been researching students’ career 
intentions since 1988. In 2013-14, it surveyed about 
700,000 students and professionals drawn from around 
2,000 universities and institutes of higher education in 
36 markets. 

Deloitte examined the survey results from 174,000 
business students in 31 markets: in the Americas, Brazil, 
Canada, Mexico and the US; in APAC, Australia, China, 
Hong Kong, India, Indonesia, Japan and Singapore; and 
in EMEA, Austria, Belgium, Czech Republic, Denmark, 
France, Germany, Ireland, Italy, Middle East (defined 
by Universum as Egypt, Lebanon, Kuwait, Qatar and 
Saudi Arabia), the Netherlands, Norway, Poland, Russia, 
South Africa, Spain, Sweden, Switzerland, Turkey, the 
UAE and the UK. The number of markets included in 
global and regional averages varies between 24 and 31. 

Business students were presented with a list of 
employers from a range of industry sectors. First they 
chose an unlimited list of companies for which they 
might consider working. Next they narrowed the choice 
to a maximum of five “ideal employers”. Finally, they 
were asked to select companies they had applied to or 
were considering for an application. 

Using the rankings by business students of the 
companies they would most like to work for, their 
“ideal employers”, Deloitte analysed preferences across 
different industries over the seven academic years from 
2007-08 to 2013-14.

For this survey, business students are defined as 
students of business-related subjects. “Banking-inclined 
students” are a subset who put at least one bank in 
their top five “ideal employers”. 

Using Universum’s detailed questionnaire, Deloitte 
analysed the motivations, aspirations and expectations 
of banking-inclined students in relation to a career in 
banking. This analysis includes a comparison of what 
makes banks attractive to students (“aspirations”) with 
what they associate with an banks as an employer 
(“expectations”).  

The Deloitte Talent in Banking Survey 2014 Facing the credibility crunch     17



Appendix – Notes to figures

Note to Figure 2
Survey question: “Choose the five employers you most 
want to work for [from the list of employers you would 
consider working for], your five ideal employers.” 
Industry popularity is calculated as the number of times 
employers from that industry are short-listed among 
the five “ideal employers”. (The chart includes data for 
30 markets, and excludes Norway).

Note to Figure 3
Survey question: “Below is a list of nine possible career 
goals.  Which are most important to you? Please select 
a maximum of 3 alternatives”. Importance of goals is 
then calculated as the percentage of students choosing 
each career goal on their shortlist of top three goals. 
(The chart includes data for 28 markets, and excludes 
Indonesia, Norway and Sweden.)

Note to Figure 4
Percentages are based on answers to the question: 
“Which of the following [40 attributes] do you 
associate with your chosen employer(s)?” The number 
of aspirations students chose was uncapped.

Note to Figure 5
Survey question: “How many years do you expect to 
work for your first employer after graduation?”(The 
chart includes data for 27 markets, and excludes 
Indonesia, Sweden, Norway and South Africa.)

Note to Figure 7
Percentages are based on answers to the question: 
“Which of these are most important to you? Please 
select a maximum of three alternatives [in each of the 
following four categories: Employer Reputation and 
Image; Job Characteristics; People and Culture; and 
Remuneration and Advancement Opportunities.

Note to Figure 8
Percentages are based on answers to the following 
survey questions. Aspirations – “Which of these are 
most important to you? Please select a maximum 
of three alternatives [in each of the following four 
categories: Employer Reputation and Image; Job 
Characteristics; People and Culture; and Remuneration 
and Advancement Opportunities].” Expectations – 
“Which of the following [forty attributes] do you 
associate with your chosen employer(s)?” (The chart 
includes data for 28 markets, and excludes Indonesia, 
Norway and Sweden.)

The number of aspirations students chose was 
capped at 12, while the number of expectations 
was uncapped up to 40. Therefore the percentages 
across expectations are likely to be higher than the 
corresponding aspirations.

Note to Figure 9
Percentages are based on answers to the question: 
“Which of these are most important to you? Please 
select a maximum of three alternatives [in each of the 
following four categories: Employer Reputation and 
Image; Job Characteristics; People and Culture; and 
Remuneration and Advancement Opportunities.

Note to Figure 10
Survey question: “Choose the five employers you most 
want to work for [from the list of employers you would 
consider working for], your five ideal employers”. 
Banking popularity by market is calculated as the 
number of times individual banking employers are 
short-listed among the five “ideal employers” in each 
market. (The map includes data for 30 markets, and 
excludes Norway.)

Note to Figure 11
Survey question: “Below is a list of nine possible career 
goals.  Which are most important to you? Please select 
a maximum of 3 alternatives”. Importance of goals is 
then calculated as the percentage of students choosing 
each career goal on their shortlist of top three goals. 
(The chart includes data for 28 markets, and excludes 
Indonesia, Norway and Sweden.)

Note to Figure 12
Percentages are based on answers to the following 
survey questions. Aspirations – “Which of these are 
most important to you? Please select a maximum 
of three alternatives [in each of the following four 
categories: Employer Reputation and Image; Job 
Characteristics; People and Culture; and Remuneration 
and Advancement Opportunities].” Expectations – 
“Which of the following [forty attributes] do you 
associate with your chosen employer(s)?” (The chart 
includes data for 28 markets, and excludes Indonesia, 
Norway and Sweden.)

Note to Figure 13
Survey question. “What is the first word that comes to 
mind when you think of these employers?”
Based on 124,997 responses from 52, 994 students.
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