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PEOPLE: THE HEART  
OF THE BANK

Banca March’s incredible team of professionals is one 
of the cornerstones of our business model. The Human 
Resources area contributes to our goal of shared 
growth for customers, professionals and shareholders 
with policies that seek to harness the bank’s potential 
as a high-performance, results-driven organisation 
underpinned by the ethical values of professionalism, 
expertise, meritocracy and responsible banking.

The various policies and activities rolled out by the area 
pursue a strategy with the following key priorities:

•  Provide a motivating working environment where 
professionals can enhance and develop their abilities, 
trust the people around them and feel proud of their 
contribution and of belonging to the organisation.

•  Facilitate and promote professional and personal 
development, equal opportunities and a strong work-
life balance.

•  Ensure that the efforts and conduct of our 
professionals is in line with the bank’s corporate 
values, culture and strategy, reinforcing our priority 
business lines in the areas of private banking, 
corporate advisory services and wealth management.

The practical impact of these policies earned us 
recognition from the independent consultants 
Great Place to Work (GPTW) and Top Employers 
in 2019. Banca March is the only Spanish bank to 
have been certified a “Great Place to Work”, thanks 
to its management model and culture of trust.  The 
outstanding working conditions at the bank also 
secured us certification as a Top Employer, having 
complied with the consultant’s exacting global and 
national standards.

The team
Banca March closed 2019 with a total workforce of 
1,423 people, of whom 47.5% are women and 52.5% 
are men. The average age of the workforce is 43, and 
the average length of service is 13 years, although 
60.7% of the team have been with the bank for less 
than 15 years. 

Recruitment and selection
Banca March has consistently created jobs in recent 
years, recruiting new talent and professional profiles in 
keeping with the bank’s areas of specialisation and the 
requirements of the fastest-growing areas, whilst also 
foregrounding the core values of commitment, rigour, 
effort, integrity and ambition.  

In 2019, 120 people joined the bank, 10 of whom are 
IT specialists brought in to step up the bank’s digital 
transformation. 

Internal turnover and promotions
Internal turnover contributes to professional growth and 
development, allowing employees to gain experience in 
a range of activities and take on different responsibilities 
throughout their careers, as well as covering HR needs 
across the various different areas of the bank. The 
professional experience of the Banca March team is the 
result of a learning process rooted in a true meritocracy, 
teamwork and creative ability.

Every member of the Banca March team has the chance 
to take part in internal turnover systems, which are 
based on the principles of equal opportunities, non-
discrimination (by gender, nationality or disability, for 
example), equal treatment and respect for other people 
and their abilities. 

Candidates are fully in control of their own decisions on 
their professional futures, and there are two key factors 
underpinning these opportunities for promotion and 
mobility: the ability to participate in internal turnover,  
and the guaranteed confidentiality of these processes.

To safeguard these two important guarantees, Banca 
March has made a technology platform available 
to 100% of the workforce featuring information on 
any vacancies, on which confidentiality is completely 
guaranteed.

Banca March’s excellent 
team of professionals is 
one of the cornerstones 
of our business model.
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2019 2018 2017

Number of professionals 1423 1401 1330

Average age (years) 43 42 42

Longevity (average years) 13 13 14

Average longevity (average longevity/
average age) 31% 31% 38%

Men 52.5% 51.9% 50.9%

Women 47.5% 48.1% 49.1%
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Training
Banca March’s training policy is tailored to the needs 
of the business and aimed both at enhancing the 
performance of the bank’s professionals in their 
current roles and at preparing them for internal 
promotion, as well as generating employee motivation. 

Our training figures reflect a sustained, constant 
performance; 100% of the workforce has undergone 
training, with an average of 90 hours’ training per 
person. Some 79% of training hours are performed 
through the eMarch Campus, the online training tool 
that has allowed us to optimise the number of courses 
delivered and better meet the specific needs of each 
area.

In 2013, the bank rolled out its new talent programme, 
Banca March New Talent. The initial phase is now 
complete, and a total of 138 new professionals 
have now joined the team through the programme, 
including 36 in 2019. This initiative was designed to 
promote the integration and engagement of these 
new hires, helping to instil Banca March’s culture and 
values. It includes training, turnover and professional 
development activities which impact both the new 
employees’ initial incorporation and their subsequent 
development.

Assessment processes
Individually assigned targets are revised annually. In 
addition, employees have skills assessments once 
a year to allow for an evaluation of their individual 
progress towards these targets. Employees undergo 
annual performance and skills assessments which 
are being honed and perfected constantly, covering 
variables such as attitude and quality of performance 
and based on a 360º performance appraisal method. 

All members of the workforce participate in the 
360º appraisal. The overarching goal is to ensure the 
professional development of our people. It provides 
an overview of the skills profile of each professional 

BANCA MARCH HR  
INDICATORS

TRAINING FIGURES

2019 2018 2017 2016

Employees who have received training 100% 100% 100% 100%

Average number of hours' training per employee 90 88.7 117.2 90.9

Investment in training per employee (euros) 1,005 958.3 895.7 842.8

Number of different training activities 178 148 151 121

Average number of courses per employee 8.26 7.9 7.0 8.1

Total number of courses delivered 418 407 364 334
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in accordance with the skills model defined for Banca 
March and their suitability for the role, as well as 
identifying strong points and areas for improvement. 
After the appraisal, feedback interviews are carried out 
between the manager and employee and an annual 
action plan is designed. 

The outcome of these appraisals is of the utmost 
importance in planning training activities, employee 
turnover and promotions. They also influence individual 
remuneration and help nurture, monitor and develop 
talent.

Remuneration
Banca March’s remuneration model offers a 
competitive salary which links performance, conduct 
and achievements to pay, ensuring internal equity and 
gender pay equity. The bank’s salary policy seeks to 
strike a reasonable balance between fixed and variable 
remuneration to adequately reward effort as well as 
incentivising performance, the achievement of business 
objectives and prudence in risk-taking.

At Banca March, 100% of the workforce receives 
variable pay to recognise their effort and reward the 
achievement of targets. In 2019, an incentive system was 
in place in line with the Strategic Plan for the 2017-2019 
period, which responds to the commercial targets of 
each business segment. Achieving incentives is also a 
management and individual performance indicator.

In 2015, Banca March began measuring the quality of 
internal and external service through a survey system, 
which has had an impact on the remuneration of the 
bank’s professionals through the incentive system. 
In 2019, Banca March professionals had their quality 
bonuses benchmarked to the data from the internal 
and/or external quality survey.

Another measure which is available to the whole team 
is the Flexible Remuneration Plan. This remuneration 
policy allows any member of the bank’s team, 

completely voluntarily, to allocate part of their pay to 
buying certain products and services, securing not only 
an economic advantage on their purchase but also 
an increase in their net available pay due to the more 
favourable tax treatment of these products under 
personal income tax (IRPF). 

This Flexible Remuneration Plan includes the following 
products: 

•  Health insurance.
•  Childcare vouchers. 
•  Training. 
•  Transport passes.
•  Language programmes.
•  Vehicle leasing.
•  Restaurant voucher cards.

Banca March’s remuneration model offers a 
competitive salary which links performance, 
conduct and achievements to pay, ensuring 
internal equity and gender pay equity.
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At the end of 2019, 47.3% of the workforce allocated 
part of their salaries to the Flexible Remuneration Plan. 

Employee benefits, wellbeing and recognition
The remuneration model is complemented with a range 
of employee benefits. Banca March offers study awards 
and grants for professionals or their families, group 
medical insurance and a corporate medical service, 
advantages in buying (15% discount on PSP) or trading 
allocated assets (2% fee over PSP), pension funds, life 
and accident insurance  and meal vouchers.

The Human Resources area also strives to enhance 
the wellbeing of the bank’s professionals and provide 
a healthy working environment, and is committed to 
ensuring that the health of Banca March’s employees 
is a top priority for the bank. The bank also promotes 
employee participation in a range of sporting events, 
races and tournaments, as well as access to conferences 
and articles of interest on physical and mental health. 

Banca March has developed a broad Work-Life 
Balance Plan to promote a health balance between 
our employees’ home and work lives, based on the 
legislation in force and complemented by a range of 
voluntary improvement measures. 

The search for a positive work-life balance is rooted 
in a social and corporate culture based on joint 
responsibility, trust, flexibility, respect and mutual 
respect. 

Employee satisfaction
Banca March undertakes workplace climate surveys 
to gauge employee satisfaction levels and identify 
areas for improvement. Every year, the bank runs 
the survey created by the consultant Great Place to 
Work, and every two years a more complete internal 
survey called “Opina” is performed. The results of the 
survey show strong levels of employee engagement 
with the project and the company, as well as a strong 
perception of brand identity. 

The Human Resources  
area also strives to 
promote the wellbeing  
of the Bank’s professionals 
and provide a healthy 
working environment,  
and it is committed to 
ensuring that the health  
of employees is a top 
priority for the Bank.
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Recognition
Banca March fosters a culture of recognition as part 
of our team’s every day working lives. In recent years, 
the bank has rolled out various recognition initiatives 
in order to support top-down, bottom-up and lateral 
relationships within the organisation, promoting 
motivation and employee satisfaction.

Internal communication
Part of the HR area, Internal Communications works 
on ensuring agile, transparent communications to 
underpin efficient operations and help generate 
employee engagement with a project they know 
well and feel part of, to help achieve Banca March’s 
business objectives. Internal communication 
is understood as a key tool for change and 
transformation, which allows for the active 
participation of the workforce in achieving the bank’s 
business goals whilst also strengthening internal 
cohesion.

Innovation
Human resources seeks to promote a culture of 
innovation across all areas and levels, with a view to 
building the future of Banca March as a team, whilst 
also protecting the bank’s own unique essence. A 

range of tools have been set up to this end, including 
a collaborative, dynamic training platform and an 
innovation network where the team can share ideas, 
participate, vote and comment.

Anonymous whistleblowing hotline 
This is a channel for communication intended to 
prevent, whilst observing the utmost confidentiality, 
any infractions within the organisation. The 
whistleblowing hotline is for reporting any 
irregularities or inappropriate conduct of a financial 
or accounting nature, or relating to control, internal 
auditing and particularly those stemming from any 
failure to comply with the law, the internal Code 
of Ethics and Conduct and/or the bank’s internal 
regulations.

Diversity
Diversity within an organisation is a key driver of 
creativity and adds great value. At Banca March, 
internal and external recruitment processes are based 
on the merits, professional qualifications and skills of 
the candidates, whilst always ensuring inclusion and 
diversity. 

Banca March is committed to providing a place of 
work where all professionals are treated fairly and 
with respect. A place where their development 
is supported and they are rewarded based on 
performance, with no discrimination on the basis 
of gender, race, age, nationality, sexual orientation, 
disability, language, political or religious ideology, 
political or trade union affiliation or any other 
circumstance which is not objectively related to the 
working conditions and does not contravene current 
regulations.

Banca March’s Equal Opportunities Plan features 
all work-life balance measures available to all 
professionals and is overseen on a six-monthly 
basis by the Equal Opportunities Plan Monitoring 
Committee, along with the Trade Union and Company 
Representatives. 

At Banca March, internal 
and external recruitment 
processes are based on 
the merits, professional 
qualifications and skills 
of the candidates, 
whilst always ensuring 
inclusion and diversity.
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