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7.1 Guamary

7.1.1 The HNoble Laureate economists of the U.S.A
considerad that the prosperity of America is not as much due
to wapital as much i ias due to gqualitative human resource.
The wmiraculos performance of Japan in 211l walks of life is
attributed to the workaholic nationals. The prime impor-
tance of human resource among othar factors of production is
establishad and accapted. Since independanca the effarts of
the BGovernment of India in the direction aof caring human
aslemant manifest the acceptance to this fact that the man iws

mare important than machines and materials.

7.1.2 The develapment of human resaurce is vital for
all industries and organisations but its importance
mualtipliss many fold for service industry like banking. The
banking sactor is one of the most important sectors of the

sconomy . Presently bthe hanking industry iz facing three

basic problems, namely declining profitibily trand,
deteriorating customerr service and 2mp loyee—-amplayer

ralationship. The analysis of these problems brings home a
single fazstor mainly responsible for these problems and that

i the human factor and its management.
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7.1.3 The human resogurces in the banking industry is
not only important, but it i3 axpensive and delicate too. An
increasing awaraness about the growing importance af  human
resource mads manag=ment ta alter its style of handling this
resgyrce. Initially, Mg man was given Jjowesh importanca in
comparison to other rasaurces but later Lts importance want
through a transition covering s2veral steps. An attempt has
been mads $o understand this whole journsy which stacted
from =ocial obligation and has culminated ia the form of

Human Resources Development (HRDY.

7.1.8 This =study has made an attempt to understand the
presgnt state 9f HRD in Rajasthan-based commercial banks
i.g., &the &8BBJ and the BOR. These banks are congidered
Rz justhan bagsed because only these banks have their
registerad and the hsad office in Rajasthan., The study has
kept its scope limited to the Manazgerial FPergonnel there
fore, the univarse of this study comprised of managerial

personnel working in the SBEJY and the EBOR.

7.1.5 It was decided to undesctake an indepth study of
the various azpect of HRD. Thersforeg, an attsmpt wag made o
wnderstand the HRD practica profile By intarviewing ten fap
Iavel managerial personnel Iooking after HRD activities with

the thelp of Huestionnaire Mao. 1 (Appendix 1L 7. And a
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stratifisd random sample of 130 tank officers working in
grade scales I to V was also drasm. The selactad officers
iR interviewsd it the help of a comprahensive
gquestionmaipra {Appendix 2 Y conftaining four gsaztions.
Eection-A was designad to assess HRD Climate; Training and
Fapdformance Appralisal were studied with the help of sechion-
B and section-C vespectively. Section-Ir was imcioded in  the
quasticmnalre o know about the type of leadership behaviowur

exhibited by the managerial personnel.

7.1.4 Tha information obtained about various aspects
aof HRD, namsly the HRD Practice Profile, HRE climate,
Training, Parfaormance Appraisal, and Leadevship, wera quijite
encranus . and 1t was Jifficull 0 process and draw useful
data relating to various attributable groups bthrough manuval
procass therefoare, it was decided to use computesr for

recording knd processing.

7.2 HRD ¢ &n Overview

7.2.1 History of HRED reveals that it is a new
organizational activity. Malcolm Krowles and Leonard WNadler
warea the two major conbtributors during &0's and 70°s in  tha

field of HRD. Knowles spaoke for a more humane approach which



is lesarner—-cantered instead of bLesing content-centered,
Wheregs Leonard MNadler provided a structurs andg arder to bthe

amerging concepts in the field of HRD,

7.2.2 The study has brought out that the conecept,
contents and structure of HRD ig the culmination of the
gradual impartance attached by different organisations  to
human resources from time to time in response to the chang-
irg socio-ecanomic~political anvironment. HRD is a
destination of the "importance journey’ through which people
at work has travelled. The rungs of the importance laddsr
that can be ideantified are namelyg Eocial Dbligation, Labour
Welfare, Personnel Management, Humnan Resources Managament

and Human Resources Devalapment.

7.2.3 Social Obligation z The Mill owners wha wers
playing the role of an 2mployer started hiring labour and
thaey treated human labour at par with machines and material
and this led fo inhuman behaviour towards thoir employaass.
At that time ths employers helped the employess only on
humanitarian grounds. The facilities provided during those
days wara puraely voluntary therafare tha asmployers
digcharged these activitiew wunder social obligation.

Towards the «lose of the 12th century laborers startad
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arganising and claiming certain facilities as their righta

and thix was the beginning of the ° labour welfare eara’.

7.2.4 Labaour Waelfare ¢ The welfare activities taken up
by the mill owners/amployers was the result af the mounting
preasure of labour organisations and the proclamation of
various Acts in this regard. The help which wmas provided
sarlier the employers wvoluntarily under thair sOCial
obligation was cowm given a legal or semi legal form in  the
name of "Labour Welfare Activities". The united efforts of
labourera and the legal suppart by ths Bovernment compelled
the amployers to pravide at leaszst the minimum facilities to
the labourers =o as to ensuve them comfortable life and
environment +o woark. All these steps created a class among
the ewmployees i.e. labourser. The other employees were not
covered wunder these Acts and wers also naot united 1o the

manner the laboursrs were.

7.2.3 Parsonnel Management 1 The developmant of
management science and its acceptance by the antreprensurs
made them realise that for getting good results it is ot
anly necsssary to carry on labour welfare activities, but it
is also important to render necessary care and manage people
at work j.e. "Personnel™. The tevm "Persannel" is broader

than the tera “tabour?. The people at work started gatting
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mopre and wmore importance in the whole getup of business
operations. Managing people bacame more difficult than that
af moanay, machines and matarial therefare, it was considered
as ane of thes technical tasks and was  alsa given the

recognition as a saparate branch of management science namsad

7.2.68 Personnel Management ¢ The pegrson managing the
persannel gtarted o realise that discharging his assignment
eftficiently and effaectively would be possible only if he
understands human behaviour properly. This realisation uwas
Lthe point of shift from  traditional approach  to  hunan

relatvions.

7.2.7 Human Resources Management c¢Traditionally, it
was helieved that the people work only for economic needsy
they always try to macimise their rewards and there is 0o
conflict betwsen individual and erganisational goals. But
researches have brought out that the peopls are diversely
motivatad and money is not kthe only considaration for which
they wark. People #do not always ach rabionally, they have to
be impressed upon to identify their abjectives and integrate
them with those of organimationsg. It has 2lsa besn brought
aut that higher productivity and greater human satisfaction

comas through team work and employeres participation. It has
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now been well recognised that the organisation is a sgocial
svatam. I1ts social environment sffects tThe jobs and vice-—
versa. All these new facts about pa2ople had given birth to
twman ra2lation movement wohich in turn has changed fhe
approach of management towards peopls at work. When the
roots of the human relations movemant got goed hold they
moved a little further and replaced the term 'Personnel’ by
‘Human Besouross’ or to say ‘Personnel Management (PM)°  was

replaced by Human Resource Management (HRM) .

7.2.8 The HRM hag redefined the PM function andg
axpanded i%s role from a control-oriented supplier of
employaas 4o an over all human resources managementy i.e.,
human resource  planning, wdevelopment, and utilization
approach. Human resource management is 3 mors ﬁamprehenﬁive
approach to the management of people at work.

7.2.9 With the increase in the effect of behaviaural
sciences the field of human resources management concerned
it self to the motivation and develapment of the individual
2mp loves. This concept of developing individual employee
gradually ot mare and more impartance in  the changing
socio-political-economic environment. This did not allow the
tarm HAM to survive and tha tarm HRM was substituted with a

new term "HRLOY, i.8., Human Resourcsa Development.



7.2.10 Petear Dvrucker, in 1954, noted that it is no
lorigar  a guastion of whether we want ta devslop our  human
regources or avan whether we would. Tt is now a matter aof
survival of sociefty and the human area that shows the
gereatest potentiszl for growth and arganizational

affectiveness.

7.2.11 Human Resources Development ] The
organisations of all sorts function with thae help of
FPhysical resources, financial resources and Human vesouroes.
The =2ffective and efficient utilisation of physical and
financial resources Jdepends on how  well is the human
resaurces utilised and developed. Tt has now been felt that
there i a need for accepting and introducing 4 system
izalled Human Resources Devalaopment which coansciously help in

stilising and develgping human resources,

7.2.12 A3 par Laonard Nadler HRD is «oncerned with an
arganized serieg of learning activities, within specified
time limits, designed to produce behavioural change in  the
learner. There are three diffarent kinds of MRDR activities
One 1 zctivities designed to make people more effective in
their pressant positions, may be labeled to as “training“i
Tw & the activities degigned ta enable individuals to  move

to other positions within the grganisation. Ths facuws is  an
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3 Job that is different bLout identifiable, wherse the
bBehaviours needed are known. These activities may ba labelsd
as “aducation"y and Three ¢ the activities which are
dasigned to prepare an individual faoe future positions or
for new activities within the grganisation. However, at this
staga, it i3 not pomssible to ha specific as ta how the naw
behaviora will he used or even if they will be used. These

activities will be lzbheled as “"devalopmant™.

7.2.13 In India, HRD has practically been propounded
by Pareek and Razo. HRD is defined as a process by which the
amployees of an organisation are helped in  a continuous

planned way o @

{1 acquire or sharpen capabilities regquired to perfaorm
various functiaons associated with theiv preszant or esxpected
futurse rolesy

(Z) develop their general capabilities as individuals and
discovar and explait their oen  inner potentials far
their own and/or aorganisational development purposess

(T} develop an grganisational culture in which superiar
subordinakte ralationships, team—work and collaboration
amcng  sub-units  are strang  and conbtribute o the
prafessional w2ll-being, motivation and pride of

emp loveas.
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7.2.14 Thus Human Regources Development is a
continuous process (o ensure the development of amployee
camnpatencies, dynamism, motivation and eaffectiveness in s

gsystamatic and planned way.

7.2.13 The labels refer to the importance which was
attachad %o the human resqgurces from btime to ftime. These
labels indicate an interasting jouvrney. Till any new  ferm
for Human Resources Development (HRD}) iz coined it smeems
that the distination of labels has come. All thase labels
referred above indicate and smphasise the importance givan

£t th2 Human Resourcas.

7.3 HRD in Commercial Banks

7.3.1 It ias guite surprising fthat only a guarter
century ago, peaple working in banks had ot even heard the
name HRD. Even the parsaonnsl managemant concepts were little

known teo bamks in early sikbties.

7.3.2 It was resalised by banks that the managerial
perople they have are not formally and properly frainad in
modern mangemant technigques. DBanks started setting up

personnel departments in  the mid and and late aixties.
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Therfore, thay started engaging professionals with pearsonnel
background to park in  the newly craated parsonnel
departments., Almost at that time the banking industry

antered into a Mew Era.

7.3.3 Major 14 commercial banks were nationalisad in
186%. It started 2 new phase in the 1life of banking
industry. In early mavantiews, banks’ main focus of attention
had been $o expansian of branches and growth of business.
This presaure was so great that the issues related o
intarnal managamant, oonsolidation, and motivation af
amp loyees wars nabt given a desired attention. This was the
pa2riond of massive sxpdnsion; massive recrulitment and massive
prometions. Thers wmersz2 very guick praomotions ia the
mantagement cadre also. A number of problems started emerging
as a2 result of this devalopment. On2 of the most painful
consaguences of this period was indisciplineg and apathy of

z2mp loyeas towards customers.

7.3.4 Banks by and large tried to manage these changes
by expanding their trainiag sydbem, Training helped in  a
great deal in acquisition af aew technical knowledge and
skilles for different azmpects of opsrational banking. But

training its=1f is not encugh for meeting the challenge



posed by the new roles assigned to and acquired by the

banking industry.

7.%.5 The cancapt of HRD got attention of the bank
management aftter ftha management of personnel was given
prafessional treatment. It was felt that it was not enocugh
to recruit good employees, have effactive persannal
administration and maintain satisfactory industrial
relation, it was also necessary to ensure that employess
wers treated as the moast important resource  in the

arganisation.

7.3.6 It gradually dasned upan the bank managements
tthat human resource was nat only the most important resourca
but wmas also the most expeansivae and the most delicate
ragource. It is the only resource which has feelings and a
behaviour pattern, prediction of which is not s2asy. Uncarad
material and machines may raduce $o assets valuing ZERO but
uncared human resources may tura into a LIABILITY. Therafare
banks started setting up HRE departments to satisfy the

newly—falt nead.

7.3.7 The State Bank of India invited Dr. Udai Pareak
and Dr. T.V. Rao arpund 1975 to help them introduce the HRD

systems in  their group. Since then several banks have



started creating a formal HRD departmznt. While in  some
banks the discrete HRD function/department has shown vieibla
transition in their personnel policiesa. Wharaas in  #“ome
aother banks only the titlea have changed and HRD departments
continue to pecform the rautine activities of personnel

administration.

7.3.8 While the HRD function has gedwn in size in
banks, yet a lof more remains to be done. It is necewssary at
this stage for ths HRD functionaries in banks to carry out a
raview 0f the work done s0 far and take corractive measures
wiherever necessary. What has been done £ill now can be
deemed as ad~hoc work, gensrally based on immediata
requirements. Therefora, there has been 3 widespread fealing
that HRD is merely a ' fashionable term’ and nothing much has
haan attempted or the basic thrust of HRD is not felt at the

operating level.

7.4 HRD Studies ¢ An Overview

7.4.1 The issuve of HRD in banks has been studied by
the NIBM in 1983 and the same issue was studied in 198B& at
the centre for HRDR at XLRI. The RNIBM study ((1983) has
painted out ‘employses’ apinion on some dimensions of HRD

functions Iin banks such 83 Training, Jobh rotation, Annual
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confidential repart, Transfer, promotion etc. This study did
not recsive proper attention of the banking industry. It had

virtually gone unnoticed.

7.4.2 The XLRI study by Rao and &braham (198&) has
revealed that thare is a wide gap between the belief of the
top managemsant and their practice with regard to HRD. In
their opinion banks have banked in training as the mechaniam
for HRD and that too has not besen proparly plannsed  and
evaluated. Job ratation was rconsidered as a g9ood
facilitation for amployee developmeéent. Promotion have baen
seaan  as time bound and principally bassd on  sanjority. In
their opinion expearimantation and initiative have emergsad &s
an  ‘alien’ practice in the bank. This too was considerad

difficult to be practiced in banks.

7.4.%3 The aforesmaid studies howesver bring out some
farts about HRAD as it was wnderstood then. Since then, the
tancepnt its application and instrumsnts have rapidly
developad theraforse, it was in the fitneas of things to
undertake a3 comprehensive study to assess and understand the
present state of HRD in banks aféer taking the benefit of

currently available knosledge and instruments.
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7.4.4 Tharefore, an attempt has been made, within the
limited resgurces available to the researcher, to understand
the present state of HRD in Rajasthan-based commarcial
banks., MVavious aspects of HRD have besan astudied with the
help of primary information collscted through personal
interviews of manzgerial personnel woriking in variouws grade
scales with the help of structured guestionnairas. Thea
multi—-zgngled analysis of the comprehensive data has halpad
in wunderstanding many important facts and facabts of HRLD in

banks.

7.4.9 1t has bean decided to report the main findings
of the study in the pattern that is in perfect match with
the style of reporting the analysis in the praceeding
chapters. The findings are reported wunder thres major
titleaw, evach title consisting of two parts —— A & B. Part-B
of each title i89 divided into four secticns. An overview of

the scheme of reporting the findings is as follows @

FINDINGS (OVERALL?}
PART-A
# HRP Practice Profile
PART—-B

# Sectinmn-A 1 HRD Climate

* Baection-B : Training



* Section—-L : Ferformance Appraisal

# Section-0 1 Leadership

FINDINGS (SBB))
PART-A
# FAD Practice Profile

PART-E

#* Beckion-A 1 HRD Cilimate
# Section—-B ¢ Training
# Section-C ¢ Parformance Aappraisal

# Sgction-D ¢ Leadership

FINDINGS (BOR)
PART-A
# HRD Practice Profile
PART-B
# Section-A ¢ HRD [limate
* Section-B ¢ Training
# Section—LC : Parformanc? Appraisal

¥ Section-D ¢ lLzadership

)
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ParRrT — o

7.9 HRD Practice Profile

# Approximately 43% of HRD activities are adegquately
performed by commercial banks in Rajasthan.

# Job-rotation has emerged as sxcellently performed HRD
activity.

# &% of the respondents belenging to top level
management and looking after HRD activitias are not
participating in the activities of prafesuional bodiss

related to HRED to keep in touch with new developments.

PaR T - B
Section-A

7.8 HRD Climate

# The Dpinion Score about HRD climate (51.17) revsals
that banks in Rajasthan hava Good Developmental Climata.

# Atffributewise analysis has also brought out that tha
hanks in Rajasthan have Good Developmental Llimate as the
opinion esxpressed by all the attributable groups was
wnanimous. The opinion scores for all tha attributable

groups ranged between 46 and &6%.
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#* The atatementwigze analysis has brought out that
approximately 784 of the statements were considered ‘mostly
true’ and the rest wers considered ‘sometimes Srue’ .

* The statementuise aginion by the raspondents
belunging to different age groupws reveazled that the middle
aged respondents opined mars favourably about the presence
of HRI} climate as compared fto low and ssanior agad
reapanéents.

# Arts graduates oplined more favourably as compared to
Commerce and Science graduates about the HRD =limate.

#+ The respondents who joined ths bank after 1949 opined
more favourably zbout HRD climate as compared (o those who
Joined the bank befors 1970,

* The raspondants who became officers through promotion
opined more favourably as comparad fa thase who joinsd the
bank directly as officer,

* Tha placs of posting and grade scale of the
respondents have not influenced the opinion about the HRD

mlimate.

It was interesting ta note that the respondentes who
have Arts background and Jjoined the bank after 1949, became
officer by promntion and ranging in fthe middle age groups,
have opined the HRD climate more favouranly than Sheir

countarparts.,
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Section — B

7.7 Training t &n HRD Instrument

* The Opinion Scars about Training (24.65) reveals fhat
the importance and impleaentation of Training is Good in
Rajasthan-based commercial banks.

#* Attributewisz analysis has brought out that the
importance  and iﬁplementatian of Training is {Good in
Rajaathannbaaed commercial banks as the opinion expressed by
all 4he attributable groups was unanimous. The agpinion
BIOres for all the attributable groups ranged betweean 24
and IT&.

# The statementwise analysis has brought out that
appraxkimately BS8% of the statements were considersd as
‘mostly true’ whereas the resht were considersd as ‘somebtimes
true .

* The statementwise opinion by the respondents belonging
to diffarent age groups revealed that senior aged
respondents opined more favourably about the importance and
implemantation of Training as compared to middle 3snd  low
aged ra2spondents.

# The Artz graduates opined more favourably about the
importance and implementation of Training as compared to

Commerce and Scisnce graduates,



* The opinion about the importance and implementation of
Training is not influenced by tha place of positing and tha
grade scales aof the respondents and it is hardly influenced

by the length of service and the channel of recruitment too.

Sectiaon-C

7.8 Parfarmance Appraisal ¢« &n HRD Instrument

* The Opinion Ecore about Parformance Appraisal (22.44)
reveals that the importance angd implementation is of
‘Average level’ in Rajasthan-based Commercial banks.,

# QAvtribubewmite analysis thas brought oot  that the
impartance and implementation of Performance Appraisal is af
"Average level’ in Rajasithan—based commarcial banks az the
apinion expressed by all the attributable groups 6125
unanimous. The opinion scoras for all the attributable
groups ranged between 17 and I4.

* The statementwises analysis has brought out that abl
the statement were opined as ‘sometimas true’ by the
respondents.

# The opinion by the respondents belonging to Jdifferent
age groups revealed that senior aged raspondents are mors

critical as compared 0 low and middle aged respondents.



* The Science graddates are wmaore criftical abaut
impartance and implementation of Ferformance Appraisal as
compared to Commerce and Arts gradostes.

# The respondents who joined the bank before 1270 are
mare critical as compared to those swho joined ths bank after
1949,

# The respondents who Jjoined the bank as afficers wmere
more critical about tha importance and implementation of
Ferformance Appraisal as compared to those who became
officers through promotioan.,

* The cespondents who are siorking  in administrative
affices are more critical as compared to  these who  are
posted in branches,.

# The respondents who belong to higher grade scalss
opined more critically as compared ta those who are wsarhking

in G5 I ar II.

Section-D
7.9 Leadevship
# The analysis of the Lezadership Style Scores raveal
that the dominant leadevrship style of the managerial
personnel of thes Rajasthan~-based commearcial banks is
‘Davelopmental . The back-up style of the respondents has

gmarged 9 be ‘Benevolent’, whereas the supplemental style
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is "Critical’. Regpondent represent a mixfture of all ¢the
threae styles in their behaviour.

# The attributewise analysis has brought out  that
attributes have hardly influenced the style of leadership.
The dominant astyle of leadership among managerial persannel
belanging ta any af the attributable Qroups im
‘Develaopmental . The backup—styls is "Bznevolent’. At  the
same time the 'Critical’ style has stood a5 supplemental
one

# The =attributewise leadership styls scores indicate
that seniof aged managevrs have lower critical content as
compared tao yvoung and middle aged managevrial personnel.

# The critical content in the style of Arts graduata is
less as compared to that of Science and Commerce graduates.

# Manzagerial persoone]l pastad at administrative offices
have less cCritical approach as compared o those who  are
pasted at branchas.

# The style of leadarship seems to be unaffected by the
channel of entering the bank and alwo by the length of
sarvice of the respondents.

* The managaridal personnel working in  higher grade
wscales are less critical as compared o thoss who ars

working in the grade sgale I or 11,
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7.10 HRD Practice Praotile

#* Appraximately 42%W of the HRD activities are adeguately
perfarmed by the SBBI.

* Job-ratation and In-house newslettesr activitiss have
emergad as axcellently performed activities,

* LOW of the respondents bazlonging o top level
managemant and looking after HRDB activities ara not
participating in the activitiess of professional bodies

realated to HRD to keep in touch with new developments.

ParT — B
Saction—-A
7.11 HRD Climate

4  The Opinion Score abowut HRD climate (30.B&F reveals
that Good Devslopmental Climate exisats in the SBBJ.

* Attributawise anailywis hag alse brought out that the
SBERJ have Good Developmental Climate as Lthe opinion sx—-
pressed by all the atiributable groups was wnanimgous. The
opinion scores for atl the attributable groups ranged
betuween 44 and &%.

# The gtatementwiss analysis tas browght  oub that

Approwimately B8I% of the statements were considered as

9%



‘mostly trua®  and the rest were consideread as ‘sametimes
brua’,

# The statemantwize opinion by the respondents belonging
ta different age groups revaaled  that middle aged
regpondents opine more favourably about the presence of HRD

climate as campared to lower and seniar aged raspondents.,

% Arts graduaktes aswmessed more favourably about the HRE
climate as comparsd (0 commerce and sScience graduates.

reagpanda2nts,

#* The length of service of the raspondents has not

influenced the opinion about the HRD climate,

* The respondents who hecame officers through promotion
apinad moare favourably as compared fta thase eha joingd the
bank directly as officers,.

# The respondents who are posted at adeinistrative
wffices opinad woare favourably as compared to thosme who are
poated af branches.

# The regpondents working in I or Tl grade scales opined
maras favourably as compared to those who are working in

higher grade scalea about HRR climate.
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Sectiaon — B

7.12 Trainiﬁg t An HRD Instrument

# The Opinion Score about Training (27.45) reveals that
the importance and implementation of Training is Bood in the
SEBJ.

# Attributewise analysis has bBrought out  that the
impartance and implementation aof Training is 8ogod in  the
SBRY as the opinion exprzased by 211 the attributable Qroups
was umanimous, The opinion scores  for all the attributable

groups ranged betwveen Z4 and J&,

# The statementwisa amalysis has hrouwght out that
approximately B8Y%Y of tha statements were considered as
‘mastly true’ wheraas the rest were considered as ‘somebtimes
true ",

* The opiniton by the respandenta belonging to different
age groups revealed that middle-aged respondents opine wore
favourably about fthe importance and implementation of
Training as comnpared to senior amd young respondents.

# The Arts graduates opined mors favourably about the
impartance and implementation of Training as compared to
Erience and Commerce graduatss.

¥ The raespondants who joined the bank before 19270

opined more favicurably as compared teo those who joined the
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bank after 1949, 4bout importance and implemantation af
Training.

# The respondents who became officers by promation
considered more favourably as coapared ta thaose wha joined
bank directly as an officar, mso0 far ag importance and
implementation of training is concarned,

# QOfficers who ars posted at administrative offices
ratad mare favourably as comparad to those2 who are posted at
branches s0 far as importance and implementation of training
ia concerned.

* Raspondents working in grads scales I 4 I] considersad
impertance and implesmentation af Training more favourably as

compared 0 those who are working in higher grade scales.

Section-C

7.13 Pertftormance Oppraisal ¢ An HRD Instrument

* The Opinion Scaore about Performance Appraisal (23.73}
reveals that importance and implementation of Performancas
Appraizsal is of ‘Average level’ in the SBBI.

* Attribubtewisge analyais has brought out that the
importance and implementation of Performance Appraisal is of

‘Average lsvel’ in the EBB] a3 the opinion ewpressed by all
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the attributable groups was unanimgus, The opinion Scores
far all the atiributable groups ranged between 17 and Z4.

#* The statementwise analysis has brought out that ALl
the statement were opined ‘sometimas LHrue’ by the
respondents,

# The opinion by the respondents belonging to differant
age gvoups revealsd that senior—aged respondents are more
criticzal a9 compared to lower and wmiddle aged respondents
about importance and implesmntation of parformance appraisal.

* The Scisnce graduates are more critical about
impoartance and implementation of Perfarmance Appraiszal as
comppared Yo Commerce and Arts gradouatas.

* The respondents wha joined the bank befare 1970 are
mare critical as comparsd to those who joined fthe bank aftar
1949,

# The respondents wha joined the bank as officers wers
more critical about the importance and implamentation of
Performancs Appraisal as compared to those who became
afficer by promation.

# The place of posting has not influenced the opinion
abiout importanca and implemantation of Parfromance

Appraisal.

% The respondents who belong to higher grade scalea are

Wit e tritical about importance impleamantation of

A
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parformance appriazal as comparasd (o thase who are sorking

in BS I or I1.

Section-D

7.14 Leadership

# The analysis of the leadership Style Ecoares raveals
that the dowminant legadevship style of the managarial
personnel of the EState PBank of Bikaner % JYaipur is
‘Developmeantal’. The back—up style of the respondents has
amerged fo be 'Benevolant’, ehereas the supplemental style
is= ‘'fritical’. Respondent represant a wmixture of all the
thrae styles in their behaviour.

* The attribubtewise analysi|a has #dbrought out  that
attributes have hardly influenced thes style of leadership.
The dowminant sfyle af leadership among managearial paesonnel
belonging to 4any of the attributable group is Developmental.
The back-up swtyls is "'Benevaoleant’. At tha same tima the
‘Critical’ style has stood aa supplemantal one.

# The attributewise Leadership Styls Score indicates
that senior—aged managers have lower critical content as
comparad bto young and wmiddle aged managerial personnel.

+« The critical content in the style of Arts graduste i3

less as comparad to that of Science angd Commerce ypraduaates.
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#* Marnagerial pergonnel posted at administrative affices
have leszs oritical approacihh as comparesed to those wha are
posted at branches.

# The managerial pevrsonnel working in higher grade
scales are less critical as compared ko thosa who are
working in the grade scale T or II.

+ The managerial personel eoha Jjoinsd ths bank as
aofficers have less critical approach as compared $o thoss
siho became officers through promotion.

% The managerial personnel who joined the bank before
1970 hawve less critical cantent as compared to  those who

Joined the bank after 1949,

TS
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PAaRT — &

7.15 HRD Practice Profile

# Approximately 53% of the HRD activities dre adequately
performed by thes BOR.

#  Npp oactivity has szmerged o be axcellently performad
activity.

# &% of the regpondents bslonging to  kap level
managament and looking after HMHRLD activities are nat
participating in the activities of professional bodies

related to HRD to ke2p in touch with new developments.

PaRT — B
Section-A

7.16 HRD Climate

# The Opinion Score about HRD climate (31.5%) reveals
that Good Developmental Climate sxists in the BOR.

4+ Attributewises aAnalysis has alwo brought out that the
BOR have Good Developmental Llimata as the opinion expressaed
by all the attribtable growps was uananimaus. The opinion
wecares for all the attributable groups ranged between 446 and
&%,

# The statemantwige analysis bas brought out that

approximately &1¥ of the statements wara considered as
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‘mostly true’  and the rest were considered as  somefimes
true’,

#* The statementwise opiniaon by the respondents belonging
to diffarent age groups reveagled  that middia aged
raspondents opine more favourably about the prassnce gf HRD

climate,as compared ta low and senior aged respondents

# Arts graduates asseswed more favourably about the HRD

climate as campared to commerce and science graduates.

* Regpondents who joined the bank aftar 1969 considered
more favourably about +the presente of HRD Cliwmate as

compared to those who joined bafore 1970,

#* The respondants who begcame officers through promotion
apined more favourably as compared tg those who joinad  fhe
bank directly as an officar.

* The respondents wha are posted at branches opined
more favourably as compared to those who are posted  at
administrative offices.

4+ Higher grade scale offjcers opined moare favourably as
compared to those wmho are tworking in grade scales I aor I

about HRD climate.



Sectiaon — B

7.17 Training z An HRD Instrument

# The Opinion Scovre about Training (Z53.27) reveals that
the impartance and implamzntation of Training is Good in the
BOR .

% Attributewise analysis has brought out  that  the
impartance and implem=zntation of Training is GBood in the BOR
45 the opinion expressed by all the atteibutable groups was
unanimogs., Tha opinion scares far all the attributabla
groups rang=2d beteeen 2% and Jb&.

#* Tha statemantwise analysis has brought out that
approximately 5BW of the atatements were considered as
‘mastly true’ wheraas the2 rest were considered as ‘'somaetimes
Erue ',

* The ogpinion by the respoundents belonging ta different
age groups revealed that middle and senior aged respondents
opined more favourably about the impartance and
implementation af Training as comparad to YOUNG
regpondants.

# The Orts graduates agpined maore favaurahly about the
importance and implementation of Training as compared to

Science and Cammerce graduates.
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* Rgspondents who Jjoined the bank aféar 19492 opined more
favaurably as compared to those wha joined befare 1970 abaut
impartance and implementation of Training,

# The respondants who became officers through promotion
cangjidered more favourably as compared to those who Joined
bank directly as oftficers, so0o far as importance and
implementaion of training ig
concerned.,

* Dfficerzs who are posted at branches rated more
favaurably as coampared $fo  those wha ara postad at
administrative office about s far as importance and
implementaion of training i$ concesrned.

# Respondents wha are working in  higher grade scale
considered importance and implementation of Training more
favourably a9 compared €0 those owho are siorking in grade

scales I ar I1.

Sesction-C

7.18 Perfaormance Appraisal : an HRD Instrument

* The Dpinion Score about Parformance Appraisal  (27.99)
reveals that importance and impleawmentation of performance
appraisal is of "Average laval’ in the BOR.

#  Attributewise analysis has brought ogut that thae

importance and implementation of Performance Appraisal is of

IGR



‘Average level’ in the BOR as the opinion expressed by all
the atfributable groups waa unanimous. The opinion Scora2s
for all the attributable groups ranged between 17 and 34,

# The swstatementwise anzlysis hbas brought oulh that
approxmiately B2Y of the statements rated as “somestimes
true’ oar ‘rarely true’ shereas regst weve opined as  “mostly
true,

#* The statmentwiss apinion by fthe ragpondents belonging
to diffarent age groups revsaled that young respondents are
mare critical as compared £o middle and seniar aged
regpondants about importanca and implamntation af
parformance appraisal.

# The Commerce graduates are movre critical about
importance and implamentation of pecfarmance appriasal as
compared Yo Science and Arts graduates.

# The respondents joined the bank before 1970 are more
critical as comparsed to thoee who joined the bank atter
1949,

* The regpondents who joined the banke as officers warse
more oritical about the importance and implementation of
Farformance Appraisal a9 compared to  thosze who became

ofticers through promotion.
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* The vespondents who ave posted at branchs are more
critical s compared to  those who ars postead at
agdministrative affices.

#* The réspondentﬂ whe belong to higher grade scales
opinegd more critically as compared to those who are working
in 58 I oar Il about importence and ieplementation of

Parfaormance Appraisal.

Saction-D

7.19 Leadership

* The analysis of the Laadership Styla Scores reveals
that ¢the dominant leadership siyle of the manageriatl
personnel aof The Bani of Rajasthan Limited i5
‘Deavelopmental’. The back-up style of the respondents has
emarged %o be 'Benevolent’, whersas the supplsmental style
ims 'Critical’. Respondent reprasant a miwture of all the
three styles in their behaviour,

# The attributewmise analysisa has brought owt  that
attributen have hardly influenced the gtyle of leadership.
The dominant style of leadership among managerial personnel
belonging to any oaf the attributablas g roup 19

‘Developmental’. The back-up style is 'Banevolent’. At the
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mame time the 'Critical’ style has stand as supplemental
ane,

% The attributawise leadereship style score indicates
that senior aged managers have lower critical content as
compared to young and middle aged managerial personnet.

* The crifiical content in the stvle of Arts graduate is
less as comparsd Lo that aof Commerce and Scienca graduates,

#* Senigr managerial personnal have less critical
approach as compared to those who joinsd the bank after
1967,

* The gtyle of leadership seems Lo be unaffected by the
channel of recrditment and also by the place af posting of
the regpondents.

¥ The wanagarial personnel working in higher grade
scale=s ara less «ritical as compared o fthose who ars

wovking in the grade scale I or II.
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7.20 An Overall Analysis of Findings

An attempt has been made to underztand and summarise
the aforgsaid findings so as to develop an overall viewpoint
abaout HRD in Rajasthan—-based Commercial banks,. This exercise
has helpsad in drawing the follaowing HRD =mcenario.

% Good HRD climabe exists in cammercial banks,
# The dominant =mtyle of leadership of the managerial

persannel = Dryalopmental .« The back-up style is

Benzveolent, ehereas their supplemant style is Critical . The
mix o©of leadesrahip stylse of the managerial personnel is
perfectly in congruance wibth HRAD nesds.

#* The findings abouf the HRD instruments i.e. Training
and Performance Appraismal have led ta a conclusion that the
cammarcial banks are yet £0 enter the warld af HRD in  its
real spirif.

* The abave statamants lead to one major canclusion
that there iw svery hopa of introducing and implementing HRD
syshams sucoessfully in theg commercial banks. The commeroial
bhanks could be compared to a prepared land that is situated
in a favourable climabtic region wherz2 a seed can germinate,
grouw, flowar and bear fruits comfartably. Therafore, it can
be said that if management decides and Bavernman® suppart,
the commarcial banks will be abile to implement BRD in  its

teoue spirit.
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# The study of the SBBEJ (A Public Bsctar Bank) and of
the BOR (A Private Sectoar Bank) has revesaled that Good HRD
c:limate akiszts, the dominant stvle of leadership i
devalopmental and the impocrtance and implema2ntation of the
HRD instruments is of a similar lavel 10 boath  the banks
rzpreganting Public and Private sector. Therefore, it can be
concluded that fthere seams hardly any influence of the

sector on the state and scope of HRD in commesrcial banks.






7. 21 Suggestions

7.21.1 Suggestions get proper placsment it thay are
suitably prafaced with an issue. An attampt has therefors
baan made to  identify problem areas  and then offar
suggestions. Hence +this pattern has been adopted i thig

section.

T.2)1.2 L=maving aside the fact that far a asuscsgssful
impleamentation of any task, it i3 one of the npacessary
ﬂﬂﬂditiGHQ' to hawve at the helm of affairs characterful,
compatent  and willing people guided by digher truths of
life. This is murh more neesded when if comes o inplementing

HRE sucoessfully.

O E
7.21.3 The Issue
The gtudy has browght out that the term HRD  and ity
replated  asteois did not and do not mean streictly the same
for 411 the organisations ab all the places, Btill there is
Ao consenswy in Ehis regard. Different groups wse Fhe same
term to mean differently., Therefors, it can be said that

HRD is yat to ftake a final shape.
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7.21.4 The SBuggestion

It is ftherefore suggaestad that all ths professional
bodies and acadamicians who are related to HRD should arrivae
at a comhonly accepted form and contants of HRD after taking
into consideration the preszntly available knowledge and
matarial. Or the B0 may constitute a study group entrustad
with the task of arriving ab consensus about the foem  and

meaning of HRD, as there is 4 gseparate Ministrey for HRD.

7.21.59 The lessue

The study has made an attempt to understand the term HAD
and during this search an interesting journey thraough which
the titles related to human beings {(with organisstional
cnﬂtexﬁt} travelled wmare identified. In the apinion af  the
researcher HRD is a destination of ‘the ilaportance journey’
through which pzople at wark has travelled. The rungs aof the
importance ladder that can be identified are, mamely Social
Obtligation, Labour Welfare, FPersonnel Management, Human
Resources Manageament and Human Resourcas Devalopmend.One
more  thing which came to the notices af the raseracher wmas
that the availahle literature on HRD-has soamehaw  included
all tha activitias relgting to people at wark being <arriasd

out by organisations undse the HADR canopy.
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7.21.4 The Suggestion

In thae light of the aforesaid facts it is sugyestesd
that all the acltivities related to the hunan redgources of
the organisation formally be included in the scope of HRD or
all the lables be merged into the HRD. This attempt will
ramove  the present confusion with regard to  the ta2rms
referring wvarious acfiviti=ss. This change it accepted will
certainly help in implementing the HRD activities
sucessfully. An integrated view of all such activities will
allow vational attempt and save the wmasteage because of

duplication and the faar of ignoring some important slament.

THREE

7.21.7 The lssue

After nationdlisation the zommercial banks entered into
an #ra of identity-crisis. This led to many mors problems
including definig ftheir role. Sincea tha role startad
changing wvary guickly &the management of the industry c0u1d71o{
decide thier style of behaving., It has been noted that the
demands from this industry wmas much more than its capacity
to respond. The systema and the personnel of thia industey

could not re-adjust themselves accarding to the demands of
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change. The hanks continued functioning well even without
application of fthe principles of profewsional management.
But they wcould not avoid this for a long time and started
3szigning thse management namenclatuyure to the activities they
had been carrying on so far withowt bothering to accept
Lhe management concaphs in their terue spirif, wmay be because
the sexisting manpower was trained in fthat raspect., In  the
waka of new devalopments elssawhere banks could not restrict
the entry of HRD. But unfortunately banks did nat have the
HRE trained personnel. Therefare, the wunderstanding and
application of the concept could naot find its way in banks

as digcovered by fthis vesarach study.

7.21.8 The Suggesation

It is therefore suggestaed that the banks ashould recruit
HRD experts  and handover the task of daveloping human
resourcaes 1€ at all thesy are interested %o have succassful
HRD implemantation. It is necessary hecause this task of HRD
is a0 technicial that it cannot be efficiently performed by

those mho arve not properly trained in this respect.
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FOUR

7.21.9 The lssue

The study has broupht 1% oul clearly that there exizts 4
good HRD Climate. It has  slso brought oot that the
leadership behaviogur orizntation is developwmental. the
fingings gf the study about implemsatation of the HRE
instruments  show that the commercial banks are not able to
implament efficiently =esven the most popular and  ageald
instrumaents like fraining and performanca appriasal.
Therefore, it can b2 concludad that the banks are yetd to

enter the world of HRD in its real spirit,

7.21.10 The Suggestion

it is therefors suggested in the light of the facts
mentionad  in the Issue four that the managemeant of banks
and the BGovecnment should Yake an avowsd commitment that HRD
»il]l be iwmplemented in banks., The findings of the reasearch
study souggest that the banks will be able to implement  HRD
sucessfully i€ they take necessary steps eith a4 sense  af
commi tment az  commercial  banks could be compared to &
prapared land that is situated in a favourable climatbic
region whare a saed can germinate, growe, flowser and b2ar

fruits comfortabhiyv.
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7.21.11 The Issue

The stady has brought out that various atiributes have
whown their effect on the opinion sxpressad., This is perhaps
because of thier perepective and diversa individual goals

and expactations.

7.21.12 The Suggestions

It i=m f%herefore suggested that while planning and
implementing HRD activities the bank management should give
prroper importance %o fthe wvarious attributes such A%
Age,acadesmic backgraund, channel of recruitment, place of
pesting etc. The HRD activitiesg muzst be directed

targetgroupwisse.

7.21.13 Suggestions have been mades for overcoming the
difficulties faced with regard to HRD. The study findings
indicate &hat HRD has not yet found its wmay in tha banking
industry insofar as the HRD concept prescribes improvament

ovar the 1{tradiftional personnetl function, Therafaors the
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regearcher has not ventured into offering suggestions with
regard to operational modalities. In the opinion of the
regearchar many more micrao reseavchers on several aspects of
HAD will have to be undertaken foar assessing, identifying

and suggesting aperational modalities.





