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Abstract

This paper aimed to explore the graduate skills requirements in the banking sector. In-
depth interviews were carried out with twenty-five managers in ten companies in the 
banking industry in Turkey. The results show that 40 percent of managers thought uni-
versities do not provide their graduates with the skills necessary to be successful in their 
jobs. Soft skills (i.e. communication, interpersonal relationship, and teamwork skills) are 
particularly sought after, and managers would also like to see more training in analytical 
thinking skills. Researchers are recommended to study the subject in different counties 
using quantitative methods. Based on results, bank executives are advised to communi-
cate and collaborate with educators to make sure their needs are known and met. This 
paper filled the gap in research on the skills the banking sector needs in new graduates.
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Introduction

Human resources have a significant impact on organiza-
tions’ performance (Stankevičienė et al. 2009). Universi-
ties are increasingly expected to provide highly mobile 
graduates who can respond to the constantly changing 
needs of contemporary organizations (Andrews and Hig-
son 2008), but whether new graduates’ qualifications 
meet these needs is a matter of debate (Hesketh 2000). 
To be able to meet employers’ needs, university students 
and educators need to know what these needs are. Hence, 
research is needed to clarify what employers need from 
their new-graduate human resources (HR). Although 
studies have been conducted on whether university grad-
uates have the necessary skills to be successful in their 
jobs, no study has addressed this issue as it relates to the 
banking sector in particular. The aim of this paper was to 
fill this gap in the research by answering three questions 
related to the banking industry:

1. What skills do managers in the banking sector 
seek in newly graduated job candidates?
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2. Do managers think that universities provide their 
graduates with the skills necessary to be success-
ful in their jobs in the banking sector?

3. For which skills would managers like more train-
ing to be provided at the universities?

In order to answer these questions, in-depth interviews 
were carried out with twenty-five managers in ten compa-
nies in the banking industry in Istanbul, Turkey.

1. Literature review

Most of the research on new graduate needs of employ-
ers do not concentrate on the skills but rather the qualities 
employers seek. These qualities include skills, and many 
other issues such as personality characteristics (Daud et al. 
2011; Norwood and Henneberry 2006), attitudes (Coetzer 
and Sitlington 2014; McMurray et al. 2016; Kavanagh and 
Drennan 2008; Kirk and Chapman 1992), degrees earned 
(Norwood and Henneberry 2006), knowledge in various 
areas (Al Shayeb 2013; Coetzer and Sitlington 2014; Ras-
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suli et al. 2012; Thomas and Nicita 2003), extracurricular 
activities, grades (McMurray et al. 2016; Rivera 2011), 
previous work experience (Andrews and Higson 2008; 
Cook and Finch 1994; Kirk and Chapman 1992; Morley 
and Aynsley 2007), and the prestige of the candidate’s 
alma mater (Morley and Aynsley 2007; Rivera 2011).

Most of the studies that have focused exclusively on the 
skills sought from new graduate job candidates have fo-
cused on what skills are needed from graduates of specific 
education programs, such as business (Rassuli et al. 2012; 
Tanyel et al. 1999), economics (Hellier et al. 2004), ac-
counting (Jackling and De Lange 2009; Ngoo et al. 2015), 
engineering (Husain et al. 2010), operations research (Sodhi 
and Son 2008), and veterinary (Bachynsky et al. 2013) 
programs and only a few on the needs of various types of 
employers. Only a few have focused on skills required in 
particular industries or professions, such as manufacturing 
(Sullivan 2012), knowledge-intensive industries (Collet 
et al. 2015), and accounting (Klibi and  Oussii 2013).

The few studies that target the banking industry do 
not focus on the skills needed in the banking sector per 
se. Rassuli et al. (2012) studied the skills and knowledge 
expected from business graduates in general, as their US 
sample consisted of managers from banking and six other 
industries. Adebakin et al. (2015) studied required skills 
for graduates in Nigeria, but their sample consisted of 
managers from banking and three other industries. Cicek-
li (2015) studied what banks require of new graduates in 
Turkey but focused only on the types of knowledge that 
managers would like new graduates to have, not the skills.

The extant studies on the skills needed from new grad-
uates have shown that employers seek generic skills that 
can be applied in a variety of jobs or industries, rather than 
skills that are job-specific. Only a few studies have report-
ed on the job-specific skills employers require, including 
accounting analysis skills (Jackling and De Lange 2009), 
skills in basic science (Kirk and Chapman 1992), and re-
search skills in operations management, modelling, statis-
tics, and programming (Sodhi and Son 2008). The skills 
employers seek from new graduates usually include gener-
ic skills like communication (Andrews and Higson 2008; 
Hesketh 2000; Jackling and De Lange 2009; Kavanagh and 
Drennan 2008; Kirk and Chapman 1992; Morley and Ayns-
ley 2007; Norwood and Henneberry 2006; Sodhi and Son 
2008; Thomas and Nicita 2003), team-working (Andrews 
and Higson 2008; Hesketh 2000; Jackling and De Lange 
2009; Morley and Aynsley 2007; Thomas and Nicita 2003), 
and interpersonal skills (Hellier et al. 2004; Husain et al. 
2010; Morley and Aynsley 2007; Tanyel et al. 1999), all 
of which are soft, “people” skills. Other general skills that 
many employers seek include analytical thinking (Andrews 
and Higson 2008), problem-solving (Andrews and Higson 
2008; Hesketh 2000), learning, self-management, numer-
acy (Hesketh 2000), writing (Hellier et al. 2004; Thomas 
and Nicita 2003), data analysis (Hellier et al. 2004), infor-
mation technology (Andrews and Higson 2008; Hesketh 
2000), decision-making (Kavanagh and Drennan 2008), 
and time-management (Tanyel et al. 1999) skills.

The latest research results show that employers value 
some skills more than others. Collet et al. (2015) studied 
the skills required from graduates in the research industry 
using a sample of 207 managers in Australia and found 
a gap between the skills organizations require and those 
that the graduates have. They also found that what mat-
tered most to managers was whether the graduates fit into 
the organizations’ structures, strategies, and culture, and 
that fit was dependent on cognitive and personal skills. 
Ngoo et al. (2015) studied the issue with fifty employ-
ers in Malaysia and found that, among the list of the 
non-technical skills provided, the most important skills 
employers sought in accounting graduates were commu-
nication, critical thinking, and problem-solving skills. 
Adebakin et al. (2015) studied skill requirements with a 
sample of 300 employers in Nigeria and found that the 
most important skills were information and communi-
cation technology, teamwork, decision-making, and an-
alytic and problem-solving skills. The graduate skills that 
employers rated as poor were team work, risk manage-
ment, leadership, and decision-making skills. McMurray 
et al. (2016) studied the graduate skill requirements with 
a sample of seventy-two employers in Scotland and found 
that the most important skills employers sought in busi-
ness graduates were communication, adaptability, team-
work and interpersonal skills. The employers reported 
that the areas that needed most to be addressed in terms 
of graduates’ skills were communications, teamwork, nu-
meracy, and language skills.

Thus, employers seek generic skills from graduates and 
the most recent research results have shown that the most 
important generic skills for employers are communication 
skills (McMurray et al. 2016; Ngoo et al. 2015); team-work 
skills (Adebakin et al. 2015; McMurray et al. 2016); cog-
nitive, interpersonal and intrapersonal skills (Collet et al. 
2015); critical thinking and problem solving skills (Ngoo et 
al. 2015); information and communication technology, de-
cision-making, analytic, and problem-solving skills (Ade-
bakin et al. 2015); and interpersonal and adaptability skills 
(McMurray et al. 2016). Employers reported that graduates 
are not sufficiently skilful in many areas (Adebakin et al. 
2015; Collet et al. 2015; McMurray et al. 2016).

In summary, although there have been many studies 
(Adebakin et al. 2015; Al Shayeb 2013; Andrews and Hig-
son 2008; Bachynsky et al. 2013; Coetzer and Sitlington 
2014; Cook and Finch 1994; Collet et al. 2015; Daud et al. 
2011; McMurray et al. 2016; Hellier et al. 2004; Husain et 
al. 2010; Jackling and De Lange 2009; Kavanagh and Dren-
nan 2008; Kirk and Chapman 1992; Klibi and Oussii 2013; 
Morley and Aynsley 2007; Norwood and Henneberry 2006; 
Ngoo et al. 2015; Rassuli et al. 2012; Rivera 2011; Sodhi 
and Son 2008; Sullivan 2012; Tanyel et al. 1999; Thomas 
and Nicita 2003) on what employers need from new gradu-
ates, few focus on skills so much as qualities. A few studies 
(Adebakin et al. 2015; Bachynsky et al. 2013; Collet et al. 
2015; Hellier et al. 2004; Husain et al. 2010; Jackling and 
De Lange 2009; Klibi and Oussii 2013; Ngoo et al. 2015; 
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Rassuli et al. 2012; Sodhi and Son 2008; Sullivan 2012; 
Tanyel et al. 1999) concentrate on the specific skills em-
ployers need, but most of these explore the skills needed 
from graduates of specific degree programs, so they have 
an education-program focus. A few also examine the skills 
needed for a specific profession or industry (Collet et al. 
2015; Klibi and Oussii 2013; Sullivan 2012), but those that 
deal with the banking industry (Adebakin et al. 2015; Cice-
kli 2015; Rassuli et al. 2012) either do not explore required 
skills but focus on knowledge needs or simply include the 
banking industry among several other industries. Hence, 
there is a gap in research on the skills that employers in the 
banking industry specifically need new graduates to have. It 
is important to explore the issue using qualitative research 
in order to identify in detail the job-specific and generic 
skills required of new graduates seeking employment in the 
banking industry to be able to meet the graduate skill needs.

2. Methodology

2.1. Sample
In-depth interviews were carried out with twenty-five 
managers in ten companies in the banking industry in Is-
tanbul, Turkey. In six of the banks, foreign partners have 
a majority or all of the shares; in one, a foreign partner 
has the majority of the shares that are not publicly trad-
ed; and the remaining three are local banks with branches 
abroad. Eight of the banks’ stocks are traded at Borsa Is-
tanbul, and the rest are not publicly traded.

One bank had 500–999 employees, two had 1,000–
9,999 employees, three had 10,000–14,999 employees, 
two had 15,000–19,999 employees, and one had 20,000–
24,999 employees. One of the banks revealed only that 
the number of employees was above 500.

Of the twenty-five managers interviewed, twen-
ty-three (92%) had job titles like manager, director, or 
executive. One of the two remaining managers was a vice 
president, and the other was an assistant manager. Eight 
managers (32%) worked in finance related departments 
(i.e. finance, auditing, budgeting, funding and liquidity, 
and credit-related departments), seven (28%) worked in 
marketing or sales departments, and five (20%) worked 
in HR. Of the remaining managers, four (16%) worked 
in product and process development, information man-
agement, private banking, or information technology, and 
one was a branch manager.

2.2. Procedure
Managers of the banks’ HR departments were informed 
of the study’s aims and asked to arrange meetings on a 
voluntary basis with the managers who worked in de-
partments in which at least four new graduates had been 
recruited in the last five years. In-depth interviews with 
twenty-five managers provided data on the banks’ skills 
requirements of new graduates. In the interviews, the 
managers were asked three questions:

1. What skills do they seek in newly graduated job 
candidates?

2. Do they think that universities provide their grad-
uates with the skills necessary to be successful in 
their jobs in the banking sector?

3. For which skills would they like more training to 
be provided at the universities?

The interviews were recorded with the managers’ per-
mission, and the recordings were transcribed.

3. Findings

3.1. Skills sought from new graduates
Managers in the banking industry seek many skills from 
newly graduated job candidates, which are summarized in 
Table 1. The twenty-five managers mentioned twenty sep-
arate skills at an average of 3.4 skills per manager (total of 
85 responses). When considered in combination, soft skills 
were the most sought-after skill, as fifteen of the twenty-five 
managers (60%) mentioned soft, “people” skills, such as 
communication (mentioned by 7 managers), interpersonal 
relationship skills, and teamwork skills (6 managers each). 
Some managers mentioned more than one of these skills.

The second most frequently mentioned skills were ana-
lytical thinking and foreign language skills, each of which 
were mentioned by almost half (48%) of the managers. 
Of the twelve managers who mentioned foreign language 
skills, seven said English was a must, and two mentioned 
English plus preferably French. One listed English, Ger-
man, or French, while another said English, German, 
or Russian was a requirement. One manager stated that 
foreign language skills are important in general but did 
not specify which languages were important. However, 
among the twelve managers who mentioned foreign lan-
guage skills, all but one specified English as mandatory.

The third most commonly mentioned skill was com-
puter skills. Of the eight managers who sought computer 
skills, seven mentioned skills in using MS Office pro-
grams, one required skills in using information technolo-
gy, and one did not specify. Persuasion, (20%), creativity 
(16%), and speaking and diction skills (16%) were also 
among the frequently mentioned skills. Other, less fre-
quently mentioned skills can be seen Table 1.

The results also show that the required skills do not 
change much from one department to another. As an ex-
ception to that, among the top skills required, computer 
skills were not mentioned by HR managers, and commu-
nication skills were not mentioned by marketing and sales 
managers. However, diverse skills such as analytical think-
ing, foreign language, interpersonal relationship, team-
work, persuasion, and speaking and dictation skills were 
mentioned by all department managers as required skills.

The rankings of the frequencies by which the skills 
were mentioned change from one department to anoth-
er. Although analytical thinking skills were the most or 
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Table 1. Skills sought from new graduates.

Skills mentioned
Finance related 
departmentsa

Marketing and 
sales 

departments

HR 
departments

Other 
departmentsb

Total number 
of respondents

Percentage of 
respondents

Analytical thinking skills
15.4% 18.2% 9.1% 13.3%

12 48%
4 4 2 2

Foreign language skills
11.5% 18.2% 13.6% 13.3%

12 48%
3 4 3 2

Computer skills
11.5% 18.2% – 6.7%

8 32%
3 4 – 1

Communication skills
7.7% – 13.6% 13.3%

7 28%
2 – 3 2

Interpersonal relationship skills
7.7% 4.6% 4.6% 13.3%

6 24%
2 1 1 2

Teamwork skills
3.9% 4.6% 13.6% 6.7%

6 24%
1 1 3 1

Persuasion skills
3.9% 4.6% 9.1% 6.7%

5 20%
1 1 2 1

Creativity skills
3.9% 9.1% – 6.7%

4 16%
1 2 – 1

Speaking and diction skills
3.9% 4.6% 4.6% 6.7%

4 16%
1 1 1 1

Customer-orientation skills
– 4.6% 9.1% –

3 12%
– 1 2 –

Solution-orientation skills
7.7% 4.6% – –

3 12%
2 1 – –

Result-orientation skills
3.9% – 9.1% –

3 12%
1 – 2 –

Numerical thinking skills
7.7% – – –

2  8%
2 – – –

Decision-making skills
3.9% – 4.6% –

2  8%
1 – 1 –

Presentation skills
– 4.6% 4.6% –

2  8%
– 1 1 –

Learning skills
– 4.6% – 6.7%

2  8%
– 1 – 1

Stress-management skills
– – 4.6% 6.7%

2  8%
– – 1 1

Research skills
3.9% – – –

1  4%
1 – – –

Process-management skills
3.9% – – –

1  4%
1 – – –

Total number of  responses
100% 100% 100% 100% 100%

–
26 22 22 15 85

a Finance, auditing, budgeting, funding and liquidity, and credit-related departments.
b Product and process development, information management, private banking, information technology departments and branch management.

second most frequently mentioned skills in finance relat-
ed, marketing and sales, and other departments, it is the 
fourth skill after foreign language, communication, and 
teamwork skills in HR departments. Managers of finance 

related departments had unique skills requirements of 
numerical thinking, research, and process-management 
skills. However, other than these three skills, all the skills 
were mentioned in at least two or more departments.
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3.2. Do universities teach their graduates the neces-
sary skills?
Nine managers (36%) stated that universities do not 
provide their graduates with the necessary skills to be 
successful in their jobs in the banking industry, while 
one manager (4%) agreed but stated that it is improving 
over time. Eight managers (32%) stated that universities 
do provide their graduates with the necessary skills to 
be successful in their jobs, while one (4%) agreed but 
stated that there is room for improvement. Therefore, 
40 percent of managers opined that universities do not 
provide their graduates with the necessary skills to be 
successful in their jobs, while 36 percent disagreed. The 

Table 2. Managers’ opinions on whether universities teach the necessary skills.

Opinions
Finance re-

lated 
departmentsa

Marketing and 
sales depart-

ments

HR depart-
ments

Other depart-
mentsb

Total number 
of respondents

Percentage of 
respondents

Yes, they do
50% 14.3% 20% 60%

9 36%
4 1 1 3

No, they do not
50% 28.6% 60% 20%

10 40%
4 2 3 1

Depends on the individual gradu-
ates

– 28.6% 20% –
3 12%

– 2 1 –

Depends on the university
– 28.6% – 20%

3 12%
– 2 – 1

Total number of  responses
100% 100% 100% 100% 100%

–
8 7 5 5 25

a Finance, auditing, budgeting, funding and liquidity, and credit-related departments.
b Product and process development, information management, private banking, information technology departments and branch management.

remaining managers argued that whether new graduates 
have the necessary skills depends on the individual grad-
uates (12%) or the university (12%) from which they 
graduated. Managers’ opinions on whether universities 
teach their graduates the necessary skills are shown in 
Table 2. Finance managers had definite opinions on the 
issue and either agreed (50%) or disagreed (50%) that 
universities teach their graduates the necessary skills. 
Marketing and sales managers were less certain and the 
majority of them (57%) stated that whether new gradu-
ates have the necessary skills depends on the individu-
al graduates (12%) or the university (12%) from which 
they graduated.

3.3. The skills for which the managers would like more 
training to be provided
The skills for which the managers would like more train-
ing to be provided at the universities are summarized in 
Table 3. Sixteen managers mentioned fifteen separate 
skills at an average of 1.63 skills per manager (total of 
26 responses). The most-frequently stated skills were an-
alytical thinking and research skills, each of which were 
mentioned by four managers. Other frequently-men-
tioned skills managers believed universities could do 
more to provide were computer (12%) and communi-
cation (12%) skills. Of the three managers who sought 
computer skills, two stated they would like university stu-
dents to have more training in using MS Office programs, 
and one wanted more training to improve computer skills 
in general but did not specify any computer programs. 
Other less-frequently mentioned skills can be seen Ta-
ble 3. It is considered that managers became more forth-
coming and shared their opinions more as the interviews 
continued. Project management (8%), time management 
(8%), negotiation (4%), organization (4%), and business 
writing (4%) skills were mentioned by managers as skills 
for which they would like more training to be provided 

although they were not specified as skills sought from 
new graduates. Similarly, research skills were not men-
tioned by marketing and sales or HR managers, and com-
puter skills were not mentioned by HR managers as skills 
sought from new graduates although all of these skills are 
specified as skills for which they would like more training 
to be provided.

Conclusions

Results of previous studies have shown that, in terms of 
new graduate skills, employers seek generic skills that can 
be applied in a variety of jobs or industries, rather than 
job-specific skills, and although studies have addressed 
whether university graduates have the necessary skills 
to be successful in their jobs, there is a gap in research 
on this issue in the banking sector. In order to meet the 
needs of the employers in the banking sector, university 
students and educators need to know what these needs 
are. The results of in-depth interviews with twenty-five 
managers in ten companies in the banking industry in 
Istanbul, Turkey, show that managers are about evenly 
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Table 3. Skills training managers would like universities to provide.

Skills mentioned
Finance related  
departmentsa

Marketing and 
sales  

departments

HR  
departments

Other  
departmentsb

Total number of 
respondents

Percentage of 
respondents

Analytical thinking skills
25% 22.2% – 16.7%

4 16%
1 2 – 1

Research skills
– 22.2% 28.6% –

4 16%
– 2 2 –

Computer skills
– 11.1% 14.3% 16.7%

3 12%
– 1 1 1

Communication skills
50% – – 16.7%

3 12%
2 – – 1

Project management skills
– 11.1% 14.3% –

2  8%
– 1 1 –

Time management skills
– – 14.3% 16.7%

2  8%
– – 1 1

Learning skills
– 11.1% – –

1  4%
– 1 – –

Teamwork skills
– – 14.3% –

1  4%
– – 1 –

Negotiation skills
– – 14.3% –

1  4%
– – 1 –

Organization skills
25% – – –

1  4%
1 – – –

Presentation skills
– 11.1% – –

1  4%
– 1 – –

Business writing skills
– – – 16.7%

1  4%
– – – 1

Creativity skills
– – – 16.7%

1  4%
– – – 1

Whatever skill the individ-
ual lacks

– 11.1% – –
1  4%

– 1 – –

Total number of  responses
100% 100% 100% 100% 100%

–
4 9 7 6 26

a Finance, auditing, budgeting, funding and liquidity, and credit-related departments.
b Product and process development, information management, private banking, information technology departments and branch management.

divided between the view that universities do not provide 
their graduates with the necessary skills to be success-
ful in their jobs and those who think they do (40% and 
36%, respectively). However, that more than one in three 
managers find the newly graduated employees lacking in 
required skills indicates a significant problem. Moreover, 
the rest of the managers stated that the skills of some new 
graduates are lacking, as whether the necessary skills are 
present varies depending on the individual (12%) or the 
individual’s alma mater (12%).

Parallel to previous research, all the skills mentioned 
by the interviewees were generic skills that can be applied 
in a range of jobs and can be developed in a range of edu-
cation programs, which is positive news for both students 
and educators. The most important skills that managers 

seek in new graduates are soft skills-communication, 
teamwork, and interpersonal skills. The next most valued 
skills are analytical thinking; foreign language skills, es-
pecially English since it dominates international commu-
nication (Moskvina and Gruževskis 2014); and computer 
skills, particularly skills with MS Office programs.

The most-frequently mentioned skills in which man-
agers would like the universities to provide more training 
are analytical thinking, research, computer, and commu-
nication skills. Although interpersonal relationship, team-
work, and foreign language skills are on the most desired 
skills list, they are not high on the list of the skills for 
which managers would like more training. Similarly, al-
though research skills are not high on the list of desired 
skills, many managers want more training for that skill.
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Challenged with a shortage of skilled human resourc-
es, increasing numbers of companies invest in training 
and educating their employees (Jurevičienė and Koma-
rova 2010), but both educators and organizations can do 
more to make prospective employees skilful before they 
graduate from universities. To meet employers’ evolv-
ing needs, universities are advised to make innovative 
changes in their curricula in order to provide training on 
the skills that will benefit both employers and graduates. 
Based on the results of this research, to satisfy the needs 
of organizations in the banking sector, universities should 
give priority to analytical thinking, research, computer, 
and communication skills.

However, the responsibility for meeting their human 
resource needs lies more with the banks than it does with 
the universities since bank executives are the ones who 
want their needs met. Bank executives are advised to 
communicate with faculty deans, university rectors, and 
governmental officials in higher education to ensure they 
understand what they need from new graduates and carry 
out joint projects with them in pursuit of those goals.

Although this study fills a gap in research by exploring 
what the banking sector needs from new graduates, it has 
several limitations. The study was carried out with a limit-
ed number of managers working in a few organizations in 
the banking industry in Turkey. To generalize the results, 
the issue should be studied with more managers in more 
banks. Moreover, since the issue is important not only for 
banks but also for all organizations that hire new gradu-
ates, it should be studied in other industries as well. In ad-
dition, it would be useful if data from a large number of 
respondents could be collected using quantitative methods, 
in addition to qualitative methods like in-depth interviews. 
Moreover, although previous research found that employ-
ers’ perceptions of the skills graduates need are similar 
in a variety of cultural contexts, such as the UK, Austria, 
Slovenia, and Romania (Andrews and Higson 2008), more 
national studies are needed in order to determine the sim-
ilarities and differences among cultures in terms of the 
skills organizations need from new graduate employees. 
Future researchers are recommended to study the subject 
with more respondents in more organizations in different 
counties, and explore the issue by using quantitative meth-
ods such as surveys in addition to qualitative methods.
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