
» Boosting the innovative
potential of our diverse 
staff  through inclusive   
leadership supports our 
 strategic objectives of 
competing at the highest 
levels globally and 
understanding our client
and stakeholder needs.«

Deutsche Bank’s Head Offi  ce is located in Frankfurt 
am Main, the most important fi nancial center 
in  Continental Europe. About 10,400 people from 
75 nations are based here.
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In brief

  Instilled our new corporate  culture through 
our human resources processes

  Female representation increased in 
leadership positions

  Adaptation of reward structures to meet 
the  latest legislative requirements

Employees
Embedding our values and beliefs

With increasing competition worldwide, attracting and retaining the best talent has 
never been more important. In an environment of rapid change, Deutsche Bank aims 
to be an attractive global employer in the fi nancial sector. We are pursuing this goal 
through our strategic Human Resources agenda.

We have embedded our values and beliefs in our recruiting,  interviewing, and 
 on-boarding processes as well as development activities. 

In 2014, we focused on engaging employees throughout Deutsche Bank with what these 
values mean in practice. We encourage visible and measurable changes in  behavior as 
well as in policies, processes and practices. Workshops across Deutsche Bank aim to 
engage small groups and reinforce the need for alignment and change, while also 
identifying opportunities to drive business performance.

Adherence to the values and beliefs now accounts for 50% of individual performance 
ratings, and is a determining factor in promotion decisions. Alongside this, additional 
 elements of compensation have been aligned to encourage, reward and support the 
right behaviors as well as sanction wrong behaviors. This includes

 —  Adding key metrics related to the values in the year-end compensation process for 
members of the Management Board and employees in all divisions

 —  Developing a global approach to disciplinary practice
 —  Aligning the suspension, Red Flag and performance management processes to the 

disciplinary process and the year-end review

To recognize employees who achieved exceptional business outcomes while 
 demonstrating Deutsche Bank’s values, we launched the Living the Values Awards. 
Out of 100 employees who were considered for an award, ten teams were ultimately 
 honored for their work in 2014.

>400
Managing Directors 
participated in two-day 
culture seminars to 
date (90%)
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Seeking employee feedback
The Deutsche Bank People Survey provides valuable insights into our employees’ 
 understanding of our culture. In 2014, we updated the People Survey to refl ect our 
 values and beliefs and to gauge adoption of our Operational Excellence (OpEx) 
 program. Over 60,000 employees – 58% of our workforce – responded, with Postbank 
participating for the fi rst time. 

Since the last survey in 2012, our employees have experienced diffi  cult market 
 conditions and a fl uctuating share price. Against this backdrop, they have reported in 
the latest survey that while we are making progress in building and strengthening 
a shared culture, much remains to be done. Of the respondents, 82% were familiar 
with our values and beliefs. Meanwhile, 35% have  experienced changes in behavior. 

Commitment levels remain in line with the fi nancial services benchmark and  employees 
said they felt more able to use their skills and abilities (68%, up from 64% in 2012). These 
fi ndings will continue to infl uence our actions directly in 2015.

Attracting and retaining employees
In 2014, we began to apply a more consistent approach to the hiring, training and 
management of graduates across diff erent divisions and locations to meet 
Deutsche Bank’s junior talent needs. This will improve effi  ciency while positioning 
our graduates as a pool of available talent for the future. 

In July 2014, 751 graduates joined Deutsche Bank across all businesses and 
 infrastructure functions, 19% more than in 2013. A further 522 interns joined 
Deutsche Bank’s summer internship programs.

By strengthening our social media presence, we have seen signifi cant increases in 
engagement. For example, since March 2014, LinkedIn followers have grown by 59% 
and Facebook followers more than doubled. An online employer branding  campaign 
targeting junior professionals generated over 35,000 visits to our website. This  integrated 
approach to building our reputation as an employer has improved the  position of the 
brand in many global and regional rankings. Deutsche Bank was ranked 18th of the 
world’s 50 most attractive employers in Universum’s Ideal  Employers global rankings – 
our best performance to date (2013: Ranked 28). We are investing in the professional 
and personal development of our employees and managers to  motivate our people 
and maximize their capabilities.

Regulatory requirements
With increasing regulation, it is critical that we make the most of our existing  expertise 
while combining this with external experts in the relevant areas. In 2014, we hired 
more specialists in areas such as Compliance, Legal and Risk. We have  implemented 
a range of activities to ensure a steady pipeline of qualifi ed candidates and successful 
recruitment results.

Further information

  db.com/careers
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Training
A governance framework for the procurement of training services for all employees 
ensures expenditure on training and off ers more accessible and innovative learning 
methods. Our total investment in training decreased by 4% to €82 million (2013: 
€86 million), in line with  targeted OpEx savings. However, no less training was  delivered: 
training was simply delivered more cost eff ectively, e.g. optimizing use of vendors and 
the delivery of training. Despite the decrease in expenditure, attendance increased by 
8.5%. In 2014, we noted a marked increase in compliance  training  attendance at 74% 
of total training attendance with a cost eff ective budget of €500,000.

We continue to align our key fl agship leadership and management programs, such as 
the Infrastructure Global Director Talent program and the Developing Leaders program. 
These programs are designed to cultivate a pool of inspirational leaders who can 
responsibly drive our business and execute our strategy. These are complemented by 
the Leading for Performance program for Managing Directors and Directors, which 
has been established across Deutsche Asset & Wealth Management, Global Transaction 
 Banking, and  Corporate Banking & Securities.

Leadership and talent management
The role of leaders in inspiring and engaging their employees has never been more 
important. In 2014, Deutsche Bank developed a new framework for senior leadership 
 development. This is designed to strengthen Deutsche Bank’s leadership capabilities 
and support career mobility, succession planning and development activity.

The suitability of current and future employees in what regulators consider to be 
“key risk positions” is of increasing importance. We have taken proactive measures 
to ensure we have a pool of senior executives prepared to lead in the future. This 
 included the development of a new Leadership Capability Model, which defi nes 
our expectations for such roles. Our Leadership Diagnostic tool provides rigorous 
 developmental feedback to our Senior Leadership Cadre and is aligned to the 
 Leadership Capability Model. In 2014, 69 senior leaders took part. 

Senior appointments are centrally coordinated to ensure the most qualifi ed and 
 suitable talent is readily identifi ed for critical positions. This is closely linked to 
the succession planning approach, and supports cross-divisional mobility, career 
development, retention of key talent and greater progress for women in leadership. 
Half of top  management internal appointments were cross-divisional moves and 
around 63% of internal candidates were sourced from Deutsche Bank’s succession 
plans. Furthermore, 25% of all Senior Leadership Cadre appointments were female 
Managing Directors.

The internal career mobility awareness campaign, launched in 2013, saw positive 
results in the Asia Pacifi c region with rate of internal fi ll increasing from 27% in 2013 
to 36% in 2014. This trend is mirrored globally.

25 %
of all Senior Leadership 
Cadre appointments 
were female Managing 
Directors
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Fostering a diverse and inclusive workplace
Deutsche Bank recognizes the value of a diverse and inclusive organization. We aim 
to instill this culture within our organization through Diversity Strategy 2.0.

Deutsche Bank’s Group People Committee, led by our Co-CEOs, was formed in 2013 
to steer and govern Bank-wide strategic talent practices. In 2014, the Committee’s 
remit expanded to provide guidance on diversity objectives for business units. These 
objectives aim to increase the accountability of regional Diversity Councils. In 2014, 
we expanded coverage by creating a UK Diversity  Council comprised of senior leaders. 
Diversity Councils are now  established in all regions.

We have increased female representation in senior management positions across 
Deutsche Bank. Notably, we have appointed two female executives to the Group 
Executive Committee (GEC). Since 2010, the number of female Managing Directors 
and Directors has increased by 260 (17%), comprising 19.4% of all employees with 
those corporate titles. Similarly, the number of female offi  cers has grown by about 
2,200 (18%), now accounting for 31.7% of all offi  cer positions. 

Programs to support women in leadership positions continue to thrive. Since its 
launch in 2009, 42 women have participated in the award-winning Accomplished 
Top Leaders Advancement Strategy (ATLAS) program for female Managing Directors: 
56% of the active alumni have been promoted at least once and 13 participants are 
now members of global or regional business Executive Committees. In June 2014, 
37 female Directors participated in the fi fth Deutsche Bank Women Global Leaders 
program for female Directors at the INSEAD Business School. In 2014, we extended 
the workshop Managing Unconscious Bias for Managing Directors and Directors in 
more regions of Germany, so that senior leaders have greater opportunity to take part. 
We have also placed a renewed focus on our global e-learning program, Great Minds 
Don’t Think Alike – The power of diff erent perspectives. More than 6,000 employees 
have already participated in the e-learning program. Both programs will be continued.

There has been no increase of the percentage of female executives on Supervisory 
Boards. In 2014, the proportion of female membership on Regional Advisory Boards 
increased to 8.5% and the proportion of women has therefore doubled since the 
launch of the initiative in 2011. 

Fostering awareness
Diversity and inclusion are embedded in our people processes. For example, diversity 
objectives for managers were formulated to ensure investment in diverse talents and 
to foster diversity awareness and inclusive leadership. Diversity and inclusion related 
questions were integrated into the Deutsche Bank People Survey.

Our eff orts to implement the Diversity Strategy 2.0 are regularly communicated to 
all employees. Every year we celebrate a global diversity week – the focus in 2014 
was about creating A Culture of Inclusion. During the event, GEC members and senior 
 managers from diff erent businesses shared experiences and demonstrated their 
 contribution to a culture of inclusion. Participation in 2014 increased considerably 
with 20,000 employees taking part in 250 events around the world, up from just 
6,000 employees in 2011. 

145
nationalities 
at Deutsche Bank

Cultural diversity: 
~70% of all nations 
are represented in 
Deutsche Bank
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Rewarding our employees
With an increased focus in our industry on risks and rewards stemming from 
 regulatory changes, public scrutiny and our own cultural change initiative, 
Deutsche Bank has implemented a clearly defi ned and documented reward strategy 
which embodies Deutsche Bank’s values and beliefs. In 2014, cultural and control 
 elements have been integrated more comprehensively into the compensation 
 systems, putting a greater emphasis on the link between pay and performance.

The Capital Requirements Directive IV (CRD IV) that came into eff ect on January 1, 2014 
is applicable to EU-headquartered institutions globally. The headline measure, limiting 
fi xed to variable compensation ratios to 1 : 1 (1 : 2 with shareholder approval), is applicable 
to compensation in performance for the year 2014. While CRD IV applies the  maximum 
ratio to so-called material risk takers only, the “ Institutsvergütungs verordnung” 
 (InstitutsVergV) and the German Banking Act extend this to all  employees globally. 
Deutsche Bank is fully cognizant of the  regulatory changes and is fully compliant with 
the new requirements. At our Annual General Meeting on May 22, 2014, shareholder 
approval was granted to increase the ratio to 1 : 2 (individuals within defi ned control 
 functions are treated at 1 : 1). To ensure that total compensation levels remain 
 competitive, we have adjusted the  compensation structure of individual cases, for 
example, through  rebalancing from variable to fi xed compensation.

Variable compensation governance
For many years, Deutsche Bank has used variable compensation to incentivize, 
reward and retain high-performing employees. At a senior level, Deutsche Bank is 
committed to ensuring that a large portion of any variable compensation award 
is linked to the  long-term development and performance of the Bank. A structured 
deferral of a  minimum of three years, with robust performance conditions and  forfeiture 
 provisions is used. As of February 2014 a number of enhancements to these  provisions 
were made for deferred awards, which have been maintained for February 2015 
awards. A robust and eff ective governance structure ensures that Deutsche Bank 
operates within the clear parameters of its compensation strategy and policy. In 
2014, improvements to the governance structure focused on the remit and work of 
the Group Compensation Oversight Committee (GCOC), and delivered a strengthened 
and streamlined governance process. A key achievement is the improvement of the 
documentation of individual variable compensation allocation decisions and increased 
emphasis on the importance of culture considerations.

Strong link 
between 
reward and 
 individual 
 performance

Further information

  db.com/reports
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Employee benefi ts
We provide a comprehensive range of benefi ts that add value for our employees and 
support their personal and professional development, including around 900 employee 
benefi t programs.

Approximately 20,000 employees from 31 countries participated in Deutsche Bank’s 
Global Share Purchase Plan in 2014. In Germany, 56% of the eligible workforce took 
part, along with more than 36% in other countries where the plan operates. The plan 
provides employees with the opportunity to purchase Deutsche Bank shares in 
monthly installments. At the end of the purchase cycle, Deutsche Bank matches the 
acquired shares up to a maximum of ten free shares.

We honor our loyal employees through Long-Term Service Awards, which were  globally 
harmonized in 2014. The new scheme is applicable for new joiners and  provides 
grandfathering to existing staff . In Germany, a voluntary buy-out was off ered 
to approximately 22,000 staff  of whom 33% accepted. Those who took up the off er 
received the discounted value of their grandfathered service awards in advance while 
Deutsche Bank was able to lower provisions for this benefi t and reduce exposure to 
 revaluation of these provisions due to changing discount rates.

Balancing work and non-work commitments
A good work-life balance as well as physical and mental well-being ensures employees 
can eff ectively contribute their skills and competencies and deliver exceptional 
 performance. Where possible, we provide fl exible working arrangements that include 
opportunities to work from home, part-time, and in job-shares.

Part-time employment
In Headcount 2014 2013 2012 2011 2010

Part-time employees 14,213 14,220 13,843 13,510 13,644

In % of total staff 13.2% 13.2% 12.8% 12.2% 12.3%

Part-time employment by region
In Headcount, 2014 Americas APAC

Europe*/ 
Middle East/

Africa Germany UK

Part-time employees 38 46 1,188 12,597 344

In % of total staff 0.4% 0.2% 7.8% 23.6% 3.9%

 *Europe excluding Germany and UK.
Part-time employment refl ects  regional labor market.

20,000
employees from 
31 countries 
 participated in 
 Global Share 
Purchase Plan

Further information

 berufundfamilie.de



71Deutsche Bank
Corporate Responsibility 2014

3 – Our People and Society
Employees

In Germany, about 90% of employees return to work after parental leave and an 
increasing number of male employees are now taking paternity leave. 

Return to work after parental leave
In Headcount, Germany 2014 2013 2012 2011 2010

Female 575 589 578 581 607

Male 427 324 280 231 174

Excluding Postbank.

Deutsche Bank continues to be certifi ed as a family-friendly company by the Hertie 
Foundation. In 2014, we increased the number of childcare places worldwide near 
workplaces to 475, from 400 in 2013. In Germany, the UK and the US we provide more 
than 5,600 emergency care days for children every year. For parents returning from 
 maternity or paternity leave, we fund workshops and other advisory services in many 
locations.

Partnering with employee and employer representatives 
Following the elections of works council and the committee of executive employees, 
we continue to cooperate on the basis of neutral trust. Our business is changing and 
so are roles and responsibilities across Deutsche Bank. As a result, some positions 
may no longer exist. In such cases, we support the aff ected employees in fi nding a 
new position within Deutsche Bank or on the external labor market.

We maintain a constructive dialog with all our employee representatives and trade 
unions and interact in partnership and in a spirit of trust. Together with employee 
 representatives, we seek solutions that best align the interests of employees possibly 
aff ected by labor-law measures and Deutsche Bank, while ensuring full transparency. 
This includes adhering to all local statutory and regulatory requirements as a matter 
of course. 

of employees
return to work 
after parental 
leave, in Germany

About

90%

Further information

 Human Resources Report, page 37
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Engaging employees 
Corporate volunteering improves employee morale, increases motivation and enhances 
job satisfaction. A recent study commissioned by the City of London even underpins 
that volunteering is a hugely valuable way to develop skills. Learning through experience 
sets this method apart from more traditional approaches to  training. Deutsche Bank 
has actively supported employee volunteering and charitable  fundraising for more 
than 20 years. Employee engagement has become fi rmly embedded in our corporate 
culture. In 2014, almost 17,000 employees (21% of global staff ) volunteered over 
190,000 hours of their time. 94% of current volunteers say they are likely to get involved 
again. 55% of employees who do not currently  volunteer say they intend to do so in 
the future. Staff  loyalty among corporate  volunteers is 11% higher than the average. 
Page 83

Increasingly, the focus of our volunteering agenda is to leverage employees’ skills 
and knowledge, and to make them available to community organizations. In 
2014, Deutsche Bank mentors, coaches or consultants off ered over 62,500 hours 
of skills-based volunteering around the world. 

The  Engagement im Gallus initiative has enabled the fi rst upper high school grades in 
this Frankfurt district. Patenschaftsmodell Off enbach celebrated its tenth anniversary: 
to date, 260 students have been matched with 80 mentors, including 24 Deutsche Bank 
employees. A role-model initiative in the UK is STEMettes, which was set-up by one 
of our employees in 2013. It addresses the issue of declining numbers of women 
 working in science, technology, engineering, and  mathematics (STEM) by organizing 
events, webinars, exhibitions, and  mentoring for girls in elementary and secondary 
schools. 30 female Deutsche Bank employees have been matched with  students 
aged 16 and over through a new  initiative called Student to STEMette where they 
share their  experience, personal  networks, industry knowledge, and journey to 
employment. Together with I’mPOSSIBLE, a social enterprise supporting women from 
ethnic  minorities, we developed this initiative further by off ering six work  experience 
 placements within our Group Technology & Operations function. 

Leveraging skills and networks to support non-profi ts
We encourage our employees to make their professional skills available to charitable 
organizations, microfi nance institutions, social businesses , academic  institutions, and 
foundations. Through the global Corporate Community Partnership (CCP) program, 
Deutsche Bank managers are matched with non-profi ts in  developing and emerging 
countries. Since 2008, the program has sent 79 employees to assist in 25 initiatives 
in Africa, Latin America, and Asia. In Germany, the Partners in Leadership initiative 
matches our managers with school administrators who are increasingly facing 
challenges of human resources and project management, among others. We have 
 supported the program since 2006, and 25 employees have become part of a one-year 
tandem in 2014, thus contributing to promoting the quality of education. 

employees volunteered 
more than 190,000 hours 
in social projects

Almost

17,000

Source: Gallup 2013.

Employee engagement 
 drives overall performance

10% improved  
client ratings

21% improved 
 productivity

22% improved 
 profi tability



73Deutsche Bank
Corporate Responsibility 2014

3 – Our People and Society
Employees

Deutsche Bank also started the fi rst joint capacity  development  activities with the 
Gesellschaft für Internationale Zusammenarbeit  (German  Development Agency) in 
Myanmar. And from 2015 onwards, Deutsche Bank employees will support NGOs 
in South Africa within the Alternate Income Generation project that we developed in 
close  cooperation with TSiBA.

Rising to the challenge
Our Team Challenge program encourages employees to off er hands-on support to 
drive tangible progress in their local community. In 2014, 7,933 employees made a 
 diff erence in more than 1,100 projects worldwide. The team challenges are an  integral 
part of the curriculum of our apprentice and internship programs. Employees can 
also propose their own project ideas through the Initiative Plus scheme. The  second 
annual Deutsche Bank’s India Volunteering Week saw more than  950  employees get 
involved with 50 initiatives, contributing over 5,000 volunteering hours. The global 
Group Technology & Operations (GTO)  initiative, GTO Cares: Be the Change, mobilized 
1,731 employees to give over 10,000 hours of their time. In Frankfurt, around 
300 employees volunteered for eight  consecutive weeks in two local soup kitchens.

Fundraising for charities
Deutsche Bank employees are equally committed to raising funds for non-profi t 
 organizations. Our established Matched Giving programs in the US, the UK, South 
 Africa, and Australia generated a total of more than €12.5 million in 2014. The 
 employee-chosen Charities of the Year programs in the UK and Australia, and the 
Donate One Day program in Singapore rally colleagues to provide small charities with 
unrestricted funding. For the fi rst time in 2014, the UK and Australian  programs were 
aligned with the Deutsche Bank’s Born to Be mission: to help young people fulfi ll their 
potential. Page 75

In our largest sporting fundraising event, DeutscheBike, 160 employees  challenged 
themselves to tackle up to a 300 mile stretch of the 2014 Tour de France UK route. 
An incredible £250,000 was raised to support the two UK Charities of the Year –  Rainbow 
Trust Children’s Charity and Malaria No More UK. In Australia, employees and clients 
supported the crowdfunding project Females for Finance of  Australia’s Charity of 
the Year, The Smith Family, which helps young people. Deutsche Bank colleagues 
in Dubai raised funds to support the international medical charity Operation Smile.

Towards 2015
In 2015, we will build on our achievements and launch the RestCent initiative, which 
will enable employees in Germany to round down their net salary to the nearest euro 
and donate the extra cents to charitable projects. The fi rst proceeds will go towards 
 scholarships for disadvantaged students, thus supporting the Born to Be agenda.

Over

million 
is the total sum of the 
Matched Giving  programs 
(added donations from 
 employees and 
 Deutsche Bank)

€12.5

Further information

  db.com/volunteering
  db.com/borntobe 
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People expect banks to embrace the highest ethical standards and live up to their 
responsibility for society at large. By meeting these expectations, we can better 
 connect with society, boost employee and client loyalty, and build trust among key 
 stakeholders. Our corporate citizenship initiatives tackle key social challenges, 
engage important stakeholders, and thus contribute to Deutsche Bank’s long-term 
business  performance.

Our long-standing commitment as a corporate citizen demonstrates how 
Deutsche Bank and its employees combine a culture of performance with a culture of 
responsibility. Our initiatives focus on removing barriers to education and personal 
development, and on enabling communities and economies to prosper. We also make 
cultural  experiences available to wider audiences. Whenever possible, we partner 
with non-profi t organizations, renowned institutions, and the public sector. Employee 
 engagement and public advocacy maximize our impact. 

With a total investment of €80.5 million in 2014, Deutsche Bank, together with its 
 foundations, continues to be among the world’s most active corporate citizens. 
Around 17,000 employees volunteered over 190,000 hours of their time, off ering their 
skills and knowledge to strengthen community organizations and their benefi ciaries.

Corporate responsibility 
 investments
Regional split, €80.5 million in total, in %

 

 

9%
Europe/
Middle East/
Africa

23%
Americas

14%
UK

10%
Asia Pacifi c
(incl. Japan)

44%
Germany

Corporate Citizenship – Governance Principles
Deutsche Bank views corporate citizenship as an investment 
in society and in the future success of the company. 
The cornerstones of our strategy are laid out in the Group 
 Principles for Corporate Citizenship, which constitute 
the mandatory operating framework for all Deutsche Bank 
Group companies, their employees and external partners 
acting on their behalf. These principles are underpinned 
by dedicated Group  policies and procedures for: donations, 
memberships, sponsorships, volunteering, art, etc. 
All governance documents are  available to employees 
in the Bank’s policy portal. The Corporate Citizenship 
 function must be involved whenever new projects are 

launched. Proposals are  evaluated based on a standardized 
 governance  framework and, depending on the size 
of the investment, are subject to sign-off  by the regional 
 Corporate Citizenship Committee or the Corporate 
 Responsibility Management Committee at board-level. 
To ensure that resources are deployed  effi  ciently and 
 projects are fully aligned with our strategic objectives, 
we monitor the impact of our corporate citizenship 
investments annually and systematically  collect 
 feedback from our  community partners with the help 
of the Global Impact Tracking (GIT) tool. Page 82

In brief

  More than 5.8 million people reached through 
our corporate citizenship programs in 2014

  Born to Be initiatives have helped more than 
1 million young people to build their potential

  Social projects touched the lives of 1.6 million 
people around the world

Corporate citizenship
Tackling key social challenges
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Born to Be youth engagement program
Deutsche Bank created Born to Be in response to a global problem: youth 
 unemployment. According to a 2013 “The Economist” report, there are more than  
300 million young people without jobs worldwide. Our Born to Be youth engagement 
initiatives tackle  unemployment through early intervention. The education-led 
 projects encourage young people to develop the skills they need to pursue their 
 aspirations and prepare themselves for the world of work. Over 1 million young 
 people around the world have  benefi tted from Born to Be in 2014.

Born to Be was originally launched in 2013 in the UK, where one in seven 16 to 25 
year-olds are not in education, employment or training (Offi  ce of National Statistics). 
In response to this issue, we developed a new fl agship program of sports for 
 development in partnership with the Sported Foundation. It  provides four years 
of  support to  33  grass-roots community sports clubs in London, through  grants, 
 capacity building, and the  commitment of Deutsche Bank volunteers.  sporteducate 
helps  disadvantaged young people at a high risk of disengaging or dropping out 
of school, by providing them with  extra-curricular activities, skills development 
opportunities, and access to role models. This improves motivation to go on to further 
education, training, and employment. The partnership of Deutsche Bank Middle East 
Foundation with the Rashid Centre for the Disabled also uses sport to overcome 
obstacles young people face. The  Therapeutic Horse  Riding Programme has helped 
480 children with disabilities enhance their  physical, social and academic skills. 

In the US and Germany, educational achievement strongly correlates with social 
 background. Each year, 400,000 high school students in the US become qualifi ed 
to attend four-year colleges, but either never enroll or select less competitive schools. 
In Germany, 77 out of 100 children of parents who hold an academic degree will go 
to university, but only 23 out of 100 children without an academic family background 
will decide to do so. We aim to change this by supporting programs that create 
 pathways to college and careers. Therefore, we support Strive for College in the US; 
and in Germany, Deutsche Bank Foundation is engaged in STUDIENKOMPASS. Their 
success is  impressive: more than 90 % of participants enroll in a college or university 
after  completing one of the programs. Similar initiatives in other regions are 
 Columba  Leadership (South Africa) or Junior Achievement (Spain), which works 
to prevent students from dropping out of school. 

million
  young people benefi tted
from Born to Be/education 
projects around the world

1.2

INSPIRED
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Well-trained teachers are critical to ensure the good quality of education. Deutsche Bank 
thus promotes programs such as TEACH South Africa, Enseñá por Argentina, and 
Teach For China, which recruit  talented graduates to teach in under-resourced schools 
for two years. Brainwave Careers pursues a  comparable goal by helping pre-school 
teachers create a stimulating learning environment. Brainwave Careers was the main 
 benefi ciary of the Bank’s 15th  Annual  Charity Trading Day in South Africa, which raised 
over ZAR2.5 million. Over the last  three years, Deutsche Bank Americas  Foundation 
has supported PROED to raise the  quality of education in public primary schools in 
disadvantaged communities in Mexico. PROED’s unique approach engages  community 
leaders, teachers, school principals,  students, and parents in a collective eff ort to 
 create a better primary education  system. To date, it has worked with more than 
100 primary schools, reaching over 67,000  students, teachers, and families. PROED 
schools outperformed the national average for both math and Spanish in recent 
national examinations (ENLACE 2012).

Barriers to educational success vary worldwide. While most young people in more 
developed markets pursue education without worrying about basic necessities such 
as clean water and suffi  cient food, millions of children and young people in  emerging 
regions face these problems every day. We support a variety of global  programs 
to  address this issue. Through the Families and Children for Empowerment and 
 Development  Foundation (FCED), Deutsche Bank Asia Foundation provides 300 children 
in Manila  with an education that can lift them out of poverty. In China, our partnership 
with INCLUDED, a non-governmental organization, provides early childhood 
 development and extracurricular programs for the children of migrant  workers. 
 Further examples of partnerships that take a comprehensive view on  promoting the 
 development of  children and young people include the Angkor Hospital for Children 
(Cambodia), the Satya Bharti School Program (India), Sem Pringpuangkeo Foundation 
(Thailand), and the Mothers and Vulnerable Children’s Project (South  Africa).

Born to Be benefi ciaries 
per project category:

30% Aspirations
raised

 14% Skills
improved

56%
Better access 
to education /
employment

Promoting talent in competitive sports
Talented young athletes work hard for their sporting  career, 
often investing around 60 hours per week in their training 
and education, which leaves them with no time to earn 
an income. The Deutsche Bank Sports Scholarship, in 
 partnership with the non-profi t Stiftung  Deutsche  Sporthilfe, 
supports  300 collegiate athletes with €300 in monthly 
funding, increased to €400 for 400 athletes from 2015 
onward. In addition, we foster future career  opportunities 
through mentorship from Deutsche Bank employees 
 participating in  Sprungbrett Zukunft. Deutsche Bank also 
 supports the  Praktikantenbörse –  Unternehmen suchen 
Spitzensportler, an online internship exchange, launched 
by  German  Chancellor, Dr. Angela Merkel, in October 2014.

 Dr. Michael Ilgner, Chairman of Stiftung Deutsche Sporthilfe;  Malaika Mihambo, 
long jumper and Sports Fellow of the Year 2014; Jürgen Fitschen, Co-Chairman of 
the  Management Board of Deutsche Bank

Further information

 db.com/cr/supporting-top-athletes
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Deutsche Bank and its foundations are also committed to developing young people’s 
 vocational skills in order to enhance their employment prospects. For example, 
each year in South Africa, Sparrow Schools Educational Trust helps 300 students from 
 underprivileged backgrounds, many of whom have learning diffi  culties, to gain the 
skills to become self-suffi  cient members of society. In Vietnam, Hagar International’s 
Career  Preparation and Employment Project helps vulnerable women identify and 
access  various career options. The Code of Talent, the fl agship program of the newly 
 established Fondazione Deutsche Bank in Italy, is a unique cultural initiative that 
 bridges the gap between the arts and the manufacturing sectors. Deutsche Bank also 
supports  several projects to strengthen entrepreneurial skills: Initiatives like Design 
Ventura (UK),  Creamos nuestro proyecto (Spain), Kaliyan Mith (Cambodia), Be! Fund 
(India), and Peuan Peuan (Thailand) provide young people  with the knowledge they 
need to set up their own businesses.

Cultural exposure can positively infl uence aspirations and boost academic  achievement. 
The Education Programme of the Berliner Philharmoniker helps  participants to develop 
their creativity, overcome personal and cultural  boundaries, and experience team 
spirit. It has reached more than 37,000 young  people in the last 13 years. Since 2013, 
the new choir program, Vocal Heroes ( Vokalhelden) creates spaces for young singers in 
three districts of Berlin. Stay Tuned, a Born to Be  partnership between Deutsche Bank 
and the City of Birmingham Symphony  Orchestra (CBSO), is designed to engage  children, 
especially those from schools which have  little music provision, in the thrill of live music 
through workshops and concerts with CBSO  musicians. It reaches 17,000 school 
 students in the UK’s West Midlands every year. The Hong Kong Arts and  Festival’s 
Young Friends program, the Art Bus (Singapore Art Museum), Yayasan Kampus 
 Diakoneia Modern (Indonesia), Sinfonía por el Perú, and Little  Artists (South Africa) 
also inspire the youngest to  venture into new grounds.

Fostering thought leadership and advocacy
With a presence in over 70 countries, Deutsche Bank is well-positioned to tackle 
global challenges. Our public advocacy maximizes the impact of our initiatives. 
In the UK, we support the Centre for Social Justice, a social policy think tank, and its 
research into new education systems. In Germany, Deutsche Bank Foundation 
 cooperates with the Council for Cultural Education (Rat für Kulturelle Bildung), which 
promotes the quality of cultural education in Germany. We also partner with 
 organizations that foster international dialog and understanding. Deutsche Bank 
is a founding partner of the Transatlantic Outreach Program, which reached around 
4,000 North American educators and more than 100,000 students in 2014.

We advocate sustainable improvements in academia and support state-of-the art 
research that bridges the gap between theory and practice. We  partner with  recognized 
institutions like Bocconi University, Milan, or the Luxembourg School of Finance, 
and recently celebrated the 100th anniversary of our partner, the Goethe University 
in Frankfurt. Its Center for Financial Studies will award the Deutsche Bank Prize in 
 Financial Economics 2015 to Stephen A. Ross for his groundwork and fundamental 
contributions to the analytical development of fi nancial economics.

young people have taken 
part in the Education 
 Programme of the Berliner 
Philharmoniker since 2002

More than

37,000

Further information

 db.com/gesellschaft
 db.com/borntobe
 deutsche-bank-stiftung.de 
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Promoting social innovation and creating opportunities
We leverage our global network and expertise to empower social enterprises, help 
develop the communities we work in, and support the disadvantaged to enable them 
to lead a self-supporting life. 

Enabling enterprise
One in four companies formed in the EU is a Social Business. In 2014, almost 
870,000 young entrepreneurs in Germany alone pursued their business ideas. 
 However, many struggle to succeed due to a lack of resources. The social 
investment  programs of Deutsche Bank and its foundations can help these people 
by providing support ranging from  microfi nance and impact investment funds to 
business plan competitions and  pro-bono consulting programs. 

In November 2013, Deutsche Bank Foundation and Social Impact gGmbH launched 
Social Impact Finance, an online crowdfunding platform that enables individuals 
to  jointly  fi nance social projects – even with small contributions. The funding adds 
up to  secure the capital needed for innovative projects that drive positive social 
change. In its fi rst year, the platform made €320,000 available to eight social enterprises. 

Around the world, Deutsche Bank’s volunteers play a key role in helping new 
 businesses become commercially successful in the long term. UnLtd, a UK charity, 
 supports social entrepreneurs by matching them with a Deutsche Bank mentor. 
The startsocial business plan competition and the Investment Readiness Initiative in 
 Germany and the Yunus Social Business Accelerator Program in Albania also strive 
to kick-start social enterprises. In total, around 700 employees around the world 
 volunteered in 2014 as consultants, jury members or coaches, thereby helping to 
build capacities in the third sector. We will build on this commitment further in 2015. 
Page 72

€320,000
made available to 
eight social enterprises 
through crowdfunding

Further information

 db.com/volunteering
 deutsche-bank-stiftung.de
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Regenerating and developing communities
In addition to empowering start-ups and supporting non-profi ts, we also strengthen 
 local  economies by working in partnership with the public sector to contribute to the 
 social and economic stabilization of disadvantaged areas. 

Deutsche Bank’s experience of public-private partnerships in the US includes more 
than 20 years of support to initiatives for aff ordable housing. Our commitment goes 
well beyond the requirements of the Community Reinvestment Act (CRA), with 
the  Federal Reserve Bank consistently rating Deutsche Bank’s performance as 

“ outstanding”. In 2014, Deutsche Bank Americas Foundation launched the  Community 
 Development  Financial Institutions New Partners Program to support  communities 
in underserved regions in the  Appalachia region, Maine, Texas, Virginia,  Wisconsin, 
and Puerto Rico. The  initiative has granted US $2 million in low-interest loans to six 
 organizations. Since 1992, Deutsche Bank has distributed a total of US $2 billion in 
loans and  investments to community initiatives  throughout the US.

The cities of the future are growing fast. By 2030, around fi ve billion people – 60 % 
of the  world’s population – will be living in urban centers. This will have a dramatic 
impact on our cities. The Alfred Herrhausen Society, the international forum of 
Deutsche Bank, is working with the London School of Economics and Political 
 Science to research the  future of these cities. Urban Age brings together mayors, 
architects, city planners, academics, and NGOs to initiate innovative urban 
 development projects. This year’s Deutsche Bank Urban Age Award recognized 
two waste management initiatives in India, granting US $50,000 to each.

In Germany, Deutsche Bank has enabled the annual Landmarks in the Land of Ideas 
competition since 2006. Following a focus on urban innovation in 2013, last year’s 
limelight was on projects that promote the development in rural areas. Since 2014, 
selected awardees and Deutsche Bank employees are matched in tandems. Our 
 colleagues share their economic and management expertise with the awardees over 
a period of up to six months. In 2014, twelve of these tandems kicked-off  this new 
network. The core theme of the 2015 competition is digital innovation (Stadt, Land, 
Netz! –  Innovationen für eine  digitale Welt).

For more information on corporate citizenship units and foundations, see page 88.

billion
  provided to  community 
 initiatives in the US 
since 1992

US $2

projects have earned prizes 
in the Landmarks in the 
Land of Ideas competition 
since 2006

Over

2,700

Further information

 alfred-herrhausen-society.org
 db.com/ideas
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Supporting the disadvantaged
Worldwide, 1.5 billion people live in poverty and many suff er defi ciencies in their 
 health, education, and living standards. Another 800 million people are at risk of  falling 
back into poverty. Deutsche Bank and its foundations cooperate with local partners 
in developing countries and emerging markets to mitigate hardship, provide relief after 
natural or human disasters, and promote self-suffi  ciency. 

Microfi nance is a proven and eff ective tool to empower marginalized populations 
through the provision of small loans and other fi nancial services. With our microfi nance 
funds, we have enabled an estimated 3.9 million loans to  microentrepreneurs since 
1997, delivering social and economic value to the  benefi ciaries and their communities. 
In addition, our impact investments and social venture funds help to drive social and 
environmental change by supporting projects that pursue a double-bottom- line 
approach. Page 54

Homelessness is a visible issue on the streets of many European cities. We help to 
raise money for StreetSmart and SleepSmart in the UK and Hilf Mahl! in Germany to 
support homeless young people. More than £4.5 million has been donated to  charities 
that support the homeless across the UK since we started working with StreetSmart 
in 2006. In 2014, the campaign raised around £600,000. Thanks to Hilf Mahl! in Munich 
a further sum of around €25,000 could be raised to support the homeless in Germany.

In Indonesia, we support Rachel House’s Clinic in a Box project, which trains young 
nurses to have a positive impact on the local palliative healthcare system. We also 
support the Orbis’ Flying Eye Hospital program, a mobile teaching hospital built into 
an operating jet plane that will enable overseas specialists to provide hands-on training 
to local doctors and nurses.

Deutsche Bank is equally committed to supporting emergency relief eff orts and 
 long-term reconstruction in the aftermath of disasters. As part of our   ongoing  support 
for  bushfi re-aff ected communities in Victoria, Australia, we contribute to the  Rivers 
and  Ranges Community Leadership Program that helps emerging leaders  develop 
 sustainable skills. Moreover, 50 Deutsche Bank volunteers helped to rebuild a school 
in Bogo City, Cebu, an area of the Philippines that was  devastated by Typhoon Haiyan 
in November 2013. 

 million 
 people 

benefi tted from 
social projects

1.6

Financial inclusion
According to the OECD, 12% of the 65+ year-olds live in 
relative income poverty, and only 40% of the working 
population has invested in private retirement plans 
so far. In Germany, the volume of debt incurred by young 
people increased fourfold between 2004 and 2014. Client 
 protection thus remains a key challenge for fi nancial 
 service  providers around the world. Deutsche Bank 
lives up to its responsibility and promotes the fi nancial 
inclusion and empowerment of its potential clients. 

 Initiatives such as Finanzielle  Allgemeinbildung (Financial 
literacy) in  Germany or Na minha casa poupo eu (In my 
house I save) in Portugal foster economic  understanding 
among  students. In Poland, Deutsche Bank cooperates 
with one of the country’s largest newspapers to improve 
people’s awareness of individual retirement plans. And 
globally, Deutsche Bank has been a thought leader 
and driving force in promoting ethical standards in the 
 microfi nance sector.
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Making cultural experiences accessible
Art and music thrive on the lively interplay between tradition and avant-garde, and
between established and aspiring artists. In addition to promoting cultural learning as 
part of our Born to Be youth engagement  program, Deutsche Bank and its  foundations 
provide a platform for talented emerging artists and musicians, and make  contemporary 
art and exceptional music experiences accessible to broader  audiences around 
the world. 

The Festival at the Culture Forum in Berlin marked the 25th anniversary of our close 
partnership with the Berliner Philharmoniker. Thousands of visitors, including nearly 
1,000 Deutsche Bank employees, attended the festival and were inspired by it. The 
 orchestra’s Digital Concert Hall, a fi rst in the world of classical music, allows people 
around the world to join the orchestra’s performances via the Internet. More than 
550,000 visitors have  registered with the Digital Concert Hall to date.  EXPLORE  CLASSICAL 
MUSIC! makes concerts accessible to younger audiences. The  education initiative 
grants 500 free  Digital Concert Hall subscriptions to schools and colleges each year. In 
2014 alone, more than 2,000 institutions from 90 countries applied for the subscriptions. 

Art can inspire people and become a source of innovation and growth. For more than 
35 years, Deutsche Bank has provided access to contemporary art at over 900  locations, 
through exhibitions, targeted educational programs, and partnerships. In 2014, our 
Time Present exhibition tour, featuring 80 photographs from Deutsche Bank  Collection, 
opened at the Singapore Art Museum and will travel to museums across Asia. In 
 Singapore, it has already reached 64,721 visitors in just three months. The Deutsche Bank 
KunstHalle in Berlin is a unique venue for international contemporary art. Each year, 
it showcases three to four shows – some conceptualized by international guest 
 curators, some facilitated by partnerships with recognized art institutions. Every 
 exhibition is accompanied by customized off ers for kindergartens, schools, families, 
the visually-impaired, and the hearing-impaired. In 2014, we  welcomed nearly 
85,000 visitors to KunstHalle. More than 10,000 guests joined its special events and 
education program. 

people reached by 
art and music initiatives 
around the world

More than

3 million

 

 db-artmag.com
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Our annual Global Impact Tracking (GIT), launched in 2012, evaluates whether our 
investments are aligned with our strategic goals and monitors all central and 
regional corporate citizenship investments (2014: 58% of total). The analysis 
shows that our  projects generate a lasting impact on their benefi ciaries. 
Whenever possible, we involve our employees as corporate volunteers. Page 72

Consistent impact monitoring

How we assess the focus and effi  ciency of our programs

— Cash, in-kind
— Time
— Knowledge, 
 expertise, 
 networks

Step 1  Input

— 
— No. of workshops, 

 supporters

— Leverage

Step 2  Output

 

— Level of information

— Brand-building potential

Step 3  

Motivation of contribution
In % of projects

 

Source: GIT project database, based 
on London Benchmarking Group (LBG)
categorization.

8% 
Charitable 
donation

1%
Commercial 
 initiative

28% 
Mandatory contribution
(CRA investments, US only)

63% 
Community 
investment

Input: Corporate responsibility investments
per area of activity
Total €80.5 m., in %

Output: 
Benefi ciaries in 2014/2015 
Total 5,847,942

  

  

7%
Employee 
engagement

23%
Art & Music

28%
Education/Born to Be

42%
Social 

 investments

3,085,852
Art & Music

1,168,913
Education/Born to Be

1,593,177
Social

investments

Further information

 db.com/cr/impact-tracking
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Trust in Deutsche Bank highly correlates
with the assessment of the following statements

Deutsche Bank …

…  conducts its business responsibly

…  applies strict ethical standards 
to its business

…  supports the underprivileged
and socially-challenged to help
them lead a self-supporting life

…  is transparent

…  promotes educational projects 
to improve equality of opportunity

0 0.25 0.50 0.75 1.00

Source: Representative tracking in Germany.

Particularly
important
for clients

Impact: How do our projects impact the benefi ciaries?
5.8 million benefi ciaries in total, in %

Deviation vs. global average

 

Benefi ciaries 
in total 

(global average)
Education/
Born to Be

Social 
investments

Art
& Music

1.  Lives touched/
low impact

2.  Lives enhanced/
medium impact

3.  Lives changed/
high impact

               

Source: Global Impact Tracking 2014.
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Corporate volunteering time 
invested in 2014
190,000 hours in /outside of offi  ce hours, 
in %

 

Source: Corporate volunteering database.

40 % 
During
offi  ce hours

60 %
Outside 
of offi  ce 

hours

I feel proud that Deutsche Bank takes on responsibility
for the community at large.89%

Corporate volunteering helps to combine our 
performance culture with a culture of responsibility.84%

Corporate volunteering improves 
my job-related skills.57%

In my daily business life, it is easy to fi nd time 
for corporate volunteering.33%

Perceptions of corporate volunteers

Source: Representative survey of Corporate Volunteers 2014. (Top 2 on 5-point scale: agree strongly/slightly)

Share of volunteers
In %

 

Source: Representative
employee survey 2015.

68%
Active as 

volunteers

21% 
Corporate volunteers
(included in 68 %)

+11%

boosts internal 
brand identifi cation 

Corporate 
volunteering


