


7.1 Summary  

7.1.1 The Noble L a u r e a t e  economis t s  o f  t h e  U.S.A 

c o n s i d e r e d  t h a t  t h e  p r o e p a r i . t y  o f  America is n o t  ar  much due 

to c a p i t a l  aa much i t  ir due  t o  q u a l i t a t i v e  human r e s o u r c e .  

The mira~:crl.us per formance  nf  J a p a r ~  i n  a l l .  cral,l.:s o f  l i f e  i s  

a t t r i b u t e d  to  t h e  w o r k a h o l i c  n a t  i n n a l s .  The pr ime impor- 

t a n c e  o f  human resnurc:e among o t h e r  f a c t o r s  o f  prnduc:tion is 

ectwh1, ished and a c c e p t e d .  S i n c e  independence t h e  e f f o r t s  n f  

+;he Government c ~ f  I n d i a  i n  t h e  d i r e c t i n n  uf c a r i n g  human 

e l emen t  manifemt t h e  a c c e p t a n c e  to t h i s  f a c t  t h a t  t h e  man is 

more imnnrtarr t  t han  machines  and m a t e r i a l s .  

7.1.2 The development  uf human ~~~~~~~ce i . s  v i t a l .  f o r  

a  1  i n d u s t r i e s  and o r g a n i s a t  i o n s  b u t  its impor tance  

nrulti.pl.iera marly f n l d  ,fork s e r v i c e  i n d u s t r y  l i k e  bankin,>. The 

banking  s e c t n r  is one  o f  t h e  m o s t  i m p o r t a n t  s e c t o r s  o f  t h e  

economy. P r e s e n t l y  t h e  bank ing  i n d u s t r y  i . 8  fac i r rg  t h r e e  

t 3 a ~ i . c  prnblem.:;, name1.y d e c l i n i r l g  p r S n f i t i b i l y  t r e n d ,  

det ;er i .nr .a t ing ~ u s t u m e r .  s e r v i c e  and emp 1.nyea-emp l a y e r  

r e l a t i o n , s h i p .  The ana1.y-is nf  t h e r e  problems b r i n g s  home a  

si.nglr! faactc~r  mai.nly rsespor!sihl.e ' fur  t h e s e  prmbl.ems and t h a t  

is +;lie human fac tar .  and its rrranngemcnt. 



7.1.3 The tiu.mari r.eaou.rces i n  t h e  banL:lng indt ls t l -y  ie 

not. o n l y  i.rnport;ant;, b u t  i t  ir e :<pens ive  and de1 ica t ; e  tcm. An 

i n c r e a s i n g  au~ar-eneris abou t  t h e  (3rouring importarlce o f  human 

reaour.c:e made management t.o a1t;a:- its s t y l e  of  h a n d l i n g  t h i s  

r e s o u r c e .  In i t i . a l . l .y ,  t h e  man was g i v e n  loue!st i a p o r t a r ~ c e  i n  

compar iwm to  o t h e r  r e s o u r c e s  b u t  l a t e r  i t% impor t ance  ursnt 

t h rough  a f r ans i . t i . on  c o v e r i n g  s e v e r a l  st;ep.s. An a t t e m p t  h a s  

been made t n  under-stand t-hi.% whole jorrrney urtiic:h s t a r t e d  

from e o c i a l .  o h l i q a t i . a n  and h a 3  cul .minated in  t h e  form o f  

Human Resour-ces Development (HRDI . 

7.1.4 T h t a  s t u d y  h a s  made an  a t t e m p t  t n  u n d e r s t a n d  t h e  

present ;  3 t a t e  o f  HRD Ln Rajas t t ian-based  cnmmercial  hanks  

i . e . ,  t h e  SRBJ and t h e  ROR. 'These b a n k s  a r e  c o n s i d e r e d  

Ra ja s t t i en  based  b e c r u s e  o n l y  t h e s e  h a n k  have  t h e i r  

r e ~ i . s t ; r r e d  and the head o f f i c e  i n  Ra.ja.sthan. The s t u d y  l7a.s 

kep t  i t 5  s c o p e  l i m i t e d  t n  t h e  Managerial .  P e r s o n n e l  t he rae  

f o r - e ,  t h e  u n i v e r x e  of  t1ii.e s t u d y  corn(~ri .sed uf  m a n a g e r i a l  

p e r s o n n e l  wnrking in  t h e  SHBJ and t h e  6DR. 

7.1.3 I t  urire d e c i d e d  ta c lndsr take  an i n d e p t h  atclify wf 

t h e  va r s ious  a s p e c t  uf HRD. Therefor -e ,  an a t t e m p t  was made t o  

t m d e r s t a n d  +;he HR.D p r a c t i c e  prof i , l . e  hy inter-vi.e?wi.r~q t e n  t n p  

l e v e l  manager- ia l  p e r s o n n e l  1ooL:ing a f t e r  HRI) a c t i v i t i e s  w i t h  

t h e  he1.p nf t;lne.jtionna.ire No. 1 (kppendi:c 1, . And a 



~ t r a t i . F i c d  r-antjorn iianip1.e o f  1.30 t.;anl*: n t f i . c e r s  uorL:i.ng i n  

91-rtdn s c a l . e s  I t o  V 1hriu.e a l s -  d r a w l .  The s e l e c t e d  nf.f i c e r s  

b~wre ir~t;ervi .eu~eci wi, th t h e  h e l p  of  a comprehens ive  

tquesti.onnai.t7e (.Appt~ndi.:< 2 1 c o r i t a i n i n y  . four  secz t iuns .  

Sec t ion . -& was d e s i g n e d  to  a s s e s s  HRD Cl.  ima te ;  T r a i n i n g  and 

Prr'.:ormance Rppr7a isa l  were etc!d i,ad w i t h  khe h e l p  nf 3 e c t  ion- 

B and ~ e c t i u n - - C  r e s p e c t i v e l y .  Sec t inn-D was iIlcl.uded i n  t h e  

q u e s t  i.onnai.r3e t o  knoui a b n u t  t h e  t y p e  of i e a d o r s t i i p  be t iav iuur  

e x h i t ~ i t e d  by t h e  tnarraqerial  pe r sonne l . ,  

7.1.6 The i n f o r m a t i o n  o b t a i n e d  a b o u t  v a r i n u s  a s p e c t s  

n f  HRD, namely t h e  HRD P r - a c t i c e  P r o f i l e ,  HRD c l i m a t e ,  

' T r a i r ~ i r ~ q ,  Pe r fo rmance  Appra i sa l . ,  and L e a d e r s h i p ,  were q u i t e  

enorniuur.; arid i t  was d i  f t i c u l  t t o  pr-ocess  and dravi n f iofu l  

d a t a  r a l a t i r i g  t o  var-i.aus a t t r i h u k a t ~ l e  group:+ th rough  mar~ual  

FJrQCE!.;-i.Ei t h e r e f a r c ,  it, was d e c i d e d  t u  u s e  comprrter' fo r  

ret:orsd i n g  and p r a c e s s i . n g .  

7.2 W D  r (h Overview 

7.2.1 H i a t u r y  o f  HRD r e v e a l s  t h a t  i t  is a  new 

n r q a r i i z a t i o r i a l  a c t i v i t y .  Ma1,cnl.m Kr~ourLes and Leonard Nadl.er 

urerSe t h e  two major- c o r ~ t r i h u t u r s  duri .ng bO ' s  and 70's i n  t h e  

f i e l d  n t  HRI). I::novrLes s p n k e  for. a  more tumarie app roach  urtiic:h 



is l e a r n e r - c e n t e r e d  i n s t e a d  of  bei.ng c o n t e n t - - c e n t e r e d .  

Whereas Leonard Madler p r o v i d e d  a  s t r u c t u r e  and o r d e r  t o  t h e  

emerging c o n c e p t s  i n  t h o  f i e l d  o f  HRD.  

7.2.2 The s t u d y  h a s  b r o u g h t  n u t  tha t ;  t h e  c o n c e p t ,  

c o n t e n t s  and s t ; r u c t u r e  o f  HRD is t h e  c u l m i n a t i o n  of  t h e  

gradg.ha1. impurtancre a t t a c h e d  by d i f f e r r n t  o r g a n i . s a t i o n s  to  

tiuman i 'esour~i l :e~ . f r ~ r n  t ime  t o  t ime  i n  r-emponss to  t h e  chang- 

i.ng socio--@conomit:-pol i.ti.cr1. e n v i r n n a e n t  . HRD i .  a 

d e s t i n a t i o n  of  t h e  'iapartmce journey' th rough which peap1.c 

a t  w o r k  h a e  t rave l . l . ed .  The r u n g s  o f  t h e  impor t ance  l a d d e r  

t h a t  can  b e  i d e n t i f i e d  ave  namely; S o c i a l  D b l i g a t i o n ,  Labour 

We 1  f a r e ,  Pe r sonne  I. Management, Huntan R e s o u r c e s  Management 

and Human R e s a u r c e s  Develooment. 

7.2.3 Social Obligation a The M i l . ] .  os lners  h a  *rere 

p l a y i n g  t h e  r o l e  o f  an  employer  s t a r t e d  h i r i n g  l a b o u r  and 

t h e y  t r e a t e d  hr~,man 1.abt~ur a t  p a r  sri.t;h machine?.% and m a t e r i a l  

and t h i s  1~!d t;o inhuman b e h a v i a u r  t n u ~ a r d a  t h e i  rn employees.  

A t  t h a t  t ime  t h e  empl.uyers h e l p e d  t h e  employees o n l y  on 

h u m a n i t a r i a n  g rounds .  The f a c i l i t i e s  p r o v i d e d  d u r i n g  t h o s e  

d a y s  urere pure1.y vo1,untary t h e r e f o r e  t h e  ernplayerr  

d i s c h a r g e d  t h e s e  a c t i v i t i e s  unde r  r n c i a l  o b l i g a t i o n .  

Towards t h e  c l n s e  o f  t h e  1 9 t h  c e n t u r y  l a b o r e r s  s t a r t e d  



a r g a r ~ i s i n c )  and c l a i m i n g  c e r - t a i n  f a c i . l . i . t i e c  an  t h e i r  r i , g h t s  

and tt1i.a was t h e  b e g i n n i n g  of  t h e  ' l a b o u r  w e l f a r e  e r a ' .  

7.2.4 Labour Ymltarm r The w e l f a r e  a c t i v i t i e s  t a k e n  up 

by t h e  m i l l  owners , ' empl .oyer~  was t h e  r e s 1 ~ 1 . t  of t h e  mount ing 

pressure?  of l a b o u r  o r g a n i s a t  i o n s  and t h e  p r o c l a m a t  i on  o f  

var iouf i  A c t s  i n  t h i s  rsegard. The h e l p  which eras pvuvidet j  

e a r l i e r  t h e  employer 's  v o l u n t a r i . 1 y  under* t h e i r  s o c i a l .  

ob1 . iga t inn  waa n o w  g i v e n  a  l e g a l  o r  semi l e g a l  form i n  t h e  

name a f  "Labour W a l f a r e  A c t i v i t i e s " .  The u n i t e d  e f f o r t s  o f  

l . abnurners  and t h e  l e g a l  s u p p o r t  by  t h e  Government compe l l ed  

t h e  empl .oyers  t o  prnvi .de a t  l e a 3 t  t h e  minimum f a c i 1 i . t  i e s  t o  

t h e  Laboure r s  SCI a s  t o  enanr.e them c :omfor tab le  l i f e  and 

envirnnment.  t o  work:. Al.1, t h e s e  .step.% c r e a t e d  a  c l a s s  anung 

t h e  empluyecs  i . e .  labwrmr. The o t h e r n  emplnyees  were n o t  

cxweved u n d e r  t h e l e  acts and were a l s o  n o t  u n i t e d  i n  t h e  

manner t h e  l.abou.rer% urer-e. 

7.2.5 Pmrronncl Hanaperent r The deve lopment  of  

management cc i ,ence  and its a c c e p t a n c e  by t h e  e n t r e p r e n e u r s  

made them r e a l i s e  t h a t  f o r  g e t t i n g  goad r e s u l t s  i t  is n o t  

c ~ n l y  n e c e s s a r y  to  c a r r y  on l a h u u r  we1.frr.e a c t i . v i . t i . e s ,  bu.t; i t  

is a l s o  i m p o r t a n t  to render.  n e c e s s a r y  c a r e  and manage p e o p l e  

at; urc~rb: i. .em 'Perronnrlm. The t e r m  "Persc~nnel . "  iw b r o a d e r  

t h a n  t h e  te rm "1.abuur-". The p e c ~ p l e  a t  urnrk s t a r k e d  g e t t i n g  



more acid more impor ta r i ce  i n  t;he crtiole eet;u.p o f  b u s i n e s s  

oper.at;i,ocia. Managing p e o p l e  became mur-e d i . f f i r x 1 . t  t h a n  t h a t  

of mcrnsy, machinee and mat -c r - ia l  t h e r e f a r e ,  i t  rras c a n s i d e r c d  

a s  one o f  t h e  t;echnical. t a s k s  and uras n l e o  g i v e n  t h e  

r e c o g n i t i n n  as a s e p a r a t e  b r a n c h  o f  managemen{; s c i e n c e  named 

7.2.6 Personnel Hmapement r The per!iion managing t h e  

p e r s o n n e l  r t a r t e d  tn v e a l i s e  t ihat  d i s c h a r g i n g  t1i.e asnignment. 

e f C i . c i c . n t l y  and e P f e c t i v r 1 . y  u1ou1.d h e  p o s s i b l e  o n l y  i f  he  

uncfef.stand, human b e h a v i o u r  prnper1.y.  This r n e a . l i s a t i o n  was 

{;he p a i n t .  o f  s h i f t ;  f r n n  t r a d i t i o n a l  approacl-I t o  human 

I-e1at;iorw. 

7.2.7 b u t  Reswrces tlan.perent r ' r r a d i  t i o n a l . l y ,  i t  

was b e l i e v e d  t h a t  t h e  pacrp1.e work on1.y Yur ecnnomic. needs; 

t h e y  aluraye t r y  t o  ma:<i.m~.es t h e i r  reurar'ds and t h e r e  i s  no 

c o r ~ f l  i c t  bet-rrsrn i n d i v i d u a l .  and u rgan i . ra t i .ona l .  goa1.r. B u t  

r e s e a r c h e s  have h r ~ u g h t  (:jut- that ;  t h e  p e o p l e  a r e  d i v e r s e l y  

mot i . va tad  and money i s  not t h e  o n l y  c0ns ide ra . t  ion for  w h i c h  

tihey work.  P e o p l e  do n o t  a l w a y s  a c t  r a t i o n a l l y ,  t h e y  have  t o  

h a  impressed  upon t o  i d e n t i , f y  t h e i r  o b j e c t i v e s  and i n t e g r a t e  

them w i t h  t h o s e  o f  o ragan i ra t . i nns .  Lt .  has  alrgci been b r o u g h t  

o u t  t h a t  h i g h e r  p r u d u c t i . v ~ . t y  and g r e a t e r  human s a t i . s f  a c t  ion 

comes t h r o u g h  tieam u~ur~k: and employi?es p a r - t i c t i p a t  ion. L t has  



now been  w e l l  r ec :ng r~ i sed  +;tiat t h e  n r g a n i s a t i o n  is a  ~ u c i . a l .  

mystem. I t s  social. env i ronmen t  a f f e c t s  t h e  jobs and 

m. A1.1 t h e s e  new f a c t s  a b o u t  peup1.e had g i v e n  bit-t.h to  

human r 8 r l a t i . o n  muvrmerit which i n  tu.rn h a s  changed  t h e  

app roach  of  management t o w a r d s  p e o p l e  a t  work. When t h e  

r o o t s  n f  t h e  hunmfi r e l a t  i.oris movement g o t  good h o l d  t h e y  

moved a. 1 , i t t l . e  f u r t h e r  and r e p l a c e d  t h e  t e rm ' P e r s o n n a l . '  by  

'Human Reso i i r ce s '  o r  ~ C I  say ' Pe r - sonnel  Management (PMI ' was 

r e p l a c e d  b y  Human Resnuree  Management ( H R M ) .  

7.2.8 The HRM h a s  r e d e f i n e d  t h e  PM f u n c t i o n  and 

expanded i ts r o l e  f rnm a  c n n t r o l - o r i e n t e d  s u p p l i e r  o f  

emp1.oyees t o  an o v e r  a 1  1  human r e s o u r c e s  management9 i .e . ,  

human r e s o u r c e  p l .anning ,  deve lopmen t ,  and u t i  1  i z a t i o n  

app roach  . Human v e s o u r c e  inanagemen t i s  a more cornprehencive 

appvoach to  t h e  management o f  p e o p l e  a t  work. 

7.2.4 With t h e  i n c r e a s e  i n  t h e  e f f e c t  o f  b a h a v i u u r a l  

s c i e n c e s  t h e  f i e  Id  o f  human r e s o u r c e s  management conce rned  

i t  s e l f  to  t h e  m o t i v a t i u n  and deve lopment  o f  t h e  i n d i v i d u a l  

emp1,oyee. T h i s  c u n c e p t  o f  d e v e l o p i n g  i n d i v i d u a l  employee 

g r a c f u a l l y  g o t  move and more impor t ance  i n  t h e  c h a n g i n g  

4nci.o-pol i t i c a l - e c n n u m i c  env i ronmen t .  T h i s  d i d  n o t  a1  low t h e  

t e rm HRM to s u r v i v e  and t h e  t e rm HRM was cuh-i t i . t r r ted w i t h  a 

n r u  t e rm "HRC?", i . e . ,  Hu.man Re*ource% Development.  



7.2.LO P e t e r  Dl-ucker, i n  1954, n o t e d  t h a t  i t  is n o  

1.orlger. a  q u e s t i o n  nf orhether ate want t o  d e v e l o p  o u r  human 

r-e-sotur-ces o r  even whether  we wou1.d. I t  i .s  now a  m a t t e r  o f  

s u r v i v a l  o f  s o c i e t y  and t h e  human a r e a  t h a t  shows t h e  

g r e a t e s t  p u t e n t i o l  f a r  growth and o r g a n i r a t  iunal.  

e f f e c t i v e n e s s .  

7.2.11 Huarn Re-rces i)evelopment t The 

o r g a n i s a t i o n s  of  a l l  s o r t a  f u n c t i o n  w i t h  t h e  h e l p  o f  

Phys ica l .  r e s o u r c e s ,  f  i n a n c i r l .  r e s o u r c e 3  and Human r e s o u r c e s .  

The s f f e c t i . v e  and e f f i . c i . e n t  ut i .1 . i .oat ion o f  p h y s i c a l  and 

f i n a . n c i a 1  r 'eso!irces depends  on how w e l l  is t h e  human 

r e s n u r c e s  u t  i l i a e d  and deve loped .  I t  h a s  nnu been  f e l  t t h a t  

t h e r e  is a  need . f o r  a c c e p t  i n 9  arid i . n t roduc ing  a s y s t e m  

<::a1 l e d  Human R e s n u r c e s  Deve 1.opment which con'sciou%l.y he1.p i n  

u t  i 1 i a i n g  and d e v e l o p i n g  human r e s o u r c e s .  

7-2-12 11s p e r  Leonard Nad le r  HRD i s  c o n c e r n e d  w i t h  an 

~>r~an i . . : ed  r.er.ie3 o f  l e a r n i n g  a c t i v i  t i e r ,  w i t h i n  e p e c i f  i e d  

tirrw l . imi . ts ,  d e s i g n e d  t o  prndur.:e h e h a v i n u r a l  change  i n  t h e  

l e a r n e r .  There  a r e  t h r e e  d i f f e r e n t  k i n d s  o f  HRD a c t i v i t i e s  

One : a c t i v i t i . e . s  d e s i g n e d  tt:, make peop1.e more e f f e c t i v e  i n  

t h e i r  p r e s e n t  p o s i t i o n s ,  may be l h b e l e d  t o  a s  " t r a i n i n g " ;  

Twcl : t h e  a . c t i . v i . t i e s  d e s i g n e d  t o  e n a b l e  i.ndi.vidcra1.s to  muve 

t o  o t t i c r  p o s i t i o n s  urit7hin t h e  o r ' q a n i s a t i n n .  Ttic f o e u s  is nn 



a  jab  t h a t  is d i f f e r ' e r i t  b u t  i d e n t i f i a b l e ,  where t h e  

hrhavinur -a  needed a r e  knc~urn. These  a c t i v i t i e s  may b e  l a b e l e d  

a s  "edircati.ori"; and Three  : t h e  a c t i v i t i e s  urtiich a r e  

d e s i g n e d  f o  p r e p a r e  an i n d i v i d u a l  f o r  . f u t u r e  p o s i t i . o n s  o r  

f n r  neur a c t i . v i t i . e s  u r i  t h i n  t h e  o r g a n i s a t i o n .  Hourever', a t  t h i s  

s t a g e ,  i f  i:a n o t  pors i .hl .e  t o  h e  opeci.fi.c: a s  t o  hnu t h e  naur 

h c h a v i o r a  w i l l  be  u sed  o r  even i f  t h e y  w i l l  b s  u s e d .  These 

a c f i v i . t i e e  w i l l  b e  l a b e l e d  as "deve lopmenf" .  

7.2.13 I n  I n d i a ,  HRD h a s  p r a c t i c a l l y  been  prupaunded 

by. P a r e e k  and R.aa. HRD is d e f i n e d  a s  a  p r o c e s 4  by which t h e  

emp1.oyees o f  an o r g a n i s a t i n n  a r e  h e l p e d  i n  a  c o n t i n u o u r  

p l anned  ufay t o  : 

( 1 )  a c q u i r e  o r  s h a r p e n  c a p a b i 1 , i t i e s  r e q u i r e d  to  p e r f o r m  

va r i a r r a  func t i a rvs  a s r n c i a t e d  urikh t h e i r  1::resent or e :<pocted  

f u t u r e  r o l e s ;  

( 2 )  d e v e l o p  t h e i r  g e n e r a l  c a p a b i l i t i e s  a s  ind iv idua1 .a  and 

d i s c o v e r  and e x p l o i t  t h e i r  orm i n n e r  p o t a n t i a 1 . s  f o r  

t h e i r  own a n d / o r  o r g a n i s a t i . o n o 1  deve lopment  pur8posre ;  

(3 )  d e v e l n p  an o r - g a f i i e a t i o n a l  c u l t u r e  i n  urhich s u p e r i o r  

s u b o r d i n a t e  r . r l a t i o n + t i i p s ,  team-uror-k and c o l  l a b o r a t i o n  

arnclng .sub-uri i. ta a  s f r o n g  and con  t r  i b u t s  t o  t h e  

p r o f e s r i i o n a l  b re l l -be ing ,  mo t iva t iuc i  and p r i d e  o f  

cmpl.oyees. 



7.2.14 Thus Human Rasmurccs Development is a  

c u n t i n l ~ . o ~ . ~ a  procrsci  to e n e u r e  t h e  dsvelopmenf of employee 

c : n n p e t e n c i e r ,  dynnmimn, m o t i v a t i o n  and e f f e c t i v e n e s s  i n  a 

s y r t r m a t i . ~  and p1.anned bray. 

7.2.13 The l a b e l s  r -e fer  t o  t h e  i .mportance ir#hich was 

a t t a c h e d  to  t h e  human r e s o u r c e s  fr'um hime to  t i m e .  These 

l.abel.6 i n d i c a k e  an i n t e r e s t i n g  journey .  Ti. 1.1. any  neb1 te rm 

, fo r  Uuman Resources Development (HRD) is c o i n e d  i t ;  seems 

t h a t  t h e  d i . s t i . n a t i o n  o f  1.ahel.s h a s  come. Al.1 t h s a e  l a b e l s  

r e f e r r e d  above i n d i c a t e  and emptiar isa  t h o  impor t ance  giver1 

to  t h e  Human R e % u u r i e s .  

7.3 HRD in C - e n i r l  Banks 

7.3.1 i t  i a  q u i t e  s u r y r i . s i n g  t h a t  o n l y  a  q u a r t e r *  

c e n t u r y  ago,  p e o p l e  brorking i n  hanks  had n o t  even h e a r d  t h e  

name HRD. Even t h e  p e r s o n n e l  management c o n c e p t s  were 1 i t t I . a  

b:nocrn t o  b a r ~ k s  i n  e a r l y  ? i i : c t i e s .  

7.3.2 i t  bcas rea1,i:scd by banks  thn. t  t h e  m a n a g e r i a l  

p e o p l e  t h e y  have  a r e  n o t  f o r m a l l y  and p r o p e r l y  t v a i n e d  i n  

modern mangemant t ;echniques .  Banks s t a r t e d  s e t t  i n g  up 

p e r s o n n e l  d e p a r t m e n t s  i n  t h e  mid and and l a t e  s i x t i e s .  



T h e r f n r e ,  t h e y  s t a r t e d  engag ing  p r o f e . a s i u n a l s  w i t h  p e r s u n n e l  

hackground t n  umrk i n  +;he newly c r e a t e d  p e r s o n n e l  

d e p a r t m e n t s .  Almost a t  t h a t  t ime t h e  bank ing  i n d u s t r y  

e n t e r e d  i n t u  a  New E r a .  

7.3.3 Majur 14 cnmmrrc ia l  banks  were n a t i o n a l i s e d  i n  

ISAS. I t  s t a r t e d  a  new phase  i n  t h e  l i f e  o f  bank ing  

i n d u s t r y .  I n  ear1.y s e v e n t i e s ,  hanlcs' main f o c u s  o f  a t t e n t i o n  

had heerr ko e:cpansion o f  b r a n c h e s  and growth  o f  hur i .neas .  

T h i s  p r v x s u r e  was so g v e a t  t h a t  t h e  i s s u e s  r e l a t e d  t n  

i n t e r n a l .  manaqement, e+~nnol . i .d .nt i rxr ,  and m o t i v a t i o n  o f  

empl.oye+s were n u t  g i v e n  a  d e s i r e d  a t t e n t i o n .  T h i s  uras t h e  

psr.iod of mass ive  e :<pans inn ;  manaive rscru.i t ;ment and mass ive  

promot;forla. There  were v e r y  q u i c k  pramat i .onr  i n  t h e  

mxnaycmcnt c a d r e  a l s o .  A nu.mbev of  prublems s t a r t e d  emerg inq 

a:% a re,su,l.t  uf  t h i s  devel.opment. One o f  t h e  most pai.nfu1. 

consequences  o f  t h i s  p e r i o d  wa.3 i n d i s c i p l i n e  and a p a t h y  o f  

employees  t o w a r d s  c:crstome r s .  

7.3.4 Banks hy  and l a rage  t r i e d  to  manaqe t h e s e  c h a n g e r  

by expanding  t h e i r  t r a i n i n g  r y r t c m .  T r a i n i n g  h e l p e d  i n  a  

g r e a t  dea.1 in  a c q u i s i t i o n  a f  new t e c h n i c a l .  I~:nuurlsdge and 

sl.:ill.s f u r  d i f  f e r e n t  a . e p e c t s  of o p e r a t i o n a l  t~a r tk ing .  But 

t r a i n i n g  i tse1.f  i s  n o t  enocrgh f o r  mc?eti.ng t h e  chal.1.enye 



posed  by t h e  new r o l . e s  a s s i g n e d  tra and a c q u i r e d  b y  t h e  

banb:i.ng i n d u s t r y .  

7.3.5 The c o n c e p t  of  HRD g o t  a t t e n t i n n  o f  t h e  bank 

management a f t e r  t h e  management o f  p e r s o n n e l  was g i v e n  

p r o f e s r i o n a l  traai;ntent.  It was f e l t  t h a t  i t  u r a s  n o t  enough 

t o  I - e c r u i  t good empl.oyees, have  s f  f e c t i v e  p e r s o r t n r l  

a d m i n i . a t r a t i o n  and m a i n t a i n  s a t i n f a c t o r y  i n d u s t r i a l  

r e l . a . t i on ,  i t  was a l s a  r t e c e r s a r y  to  e n s u r e  t h a t  employees 

were t r e a t e d  as t h e  moat i m p o r t a n t  r e r n u r c e  i n  t h e  

o r g a n  i a a t  i on .  

7.3.6 I t  g r a d u a l l y  dawned upon t h e  bank men~~gemen to  

t h a t  human r e s o u r c e  u ~ a s  n o t  o n l y  t h e  n o s t  i m p o r t a n t  r e s o u r c e  

b u t  w a s  a l s n  t h e  m o s t  e x p e n s i v e  and t h e  most d c 1 , i c a t e  

r e s o u r c e .  It- i s  t h e  o n l y  r e s n u r c e  which h a s  f e e l i n p s  and a 

b e h a v i o u r  p a t t e r n ,  p r e d i c t i o n  o f  which is n o t  e a s y .  Uncared 

m a t e r i a l .  and machines  may r e d u c e  to a 9 s r t a  v a l u i n g  ZERO b u t  

unca red  human r r s o u r c e a  may t u r n  i n t o  a L.LABILI1'Y. Ther'efare 

b a n k  s t a r t e d  s e t t i n g  up HRD d e p a r t m e n t s  t o  s a t i s f y  t h e  

nour1.y-felt need .  

7.3.7 The S t a t e  B a n k  o f  I n d i a  i n v i t e d  Dr. Udai Pareek: 

and Dr. T.V. Rao around 1975 to  h e l p  them i n t r o d u c e  t h e  HRD 

s y s t e m s  i,r~ t h e i , r  g roup .  S i n c e  then  s e v e r a l  b a n k s  hava 



s t a r t e d  c r e a t i n g  a fo rma l  HRD d e p a r t m e n t .  Whi1.e i n  some 

bank:e t h e  d i s c r s e t +  HRD f ~ ~ n c t i o r l / d e p a r t m e n t  h a s  shown v i m i b l e  

t r a n s i t i o n  i n  t h e i r  personnel .  po1.icie.a. Whereas i n  some 

o t h e r  barik:s o n l y  t h e  t i t l e s  have changed and HRD  department..^ 

c o n t i n u e  t o  p e r f o r m  t h e  rnuCine  a c t i v i t i e s  o f  p e r s o n n e l  

admi.ni.+trat . ion.  

7.3.6 While t h e  HRD Qunct i .on ha.3 gr-own i,n s i z e  in  

b a n k s ,  y e t  a  l o t  more r ema ins  t o  be  done.  I t  is n e c e e 5 a r y  a t  

t h i s  s t a g e  f o r  t h e  HR.U f u n c t i o n a r i e s  i n  banks t o  c a r r y  o ~ ~ t  a 

r ev iew o f  t h e  work: done  +D far- and t a k e  c o r r e c t i v e  mensurem 

urher-ever n e c e s s a r y .  What has bean dune t i l l  now can  be 

deemed a s  a.d-hoc work:, g e n e r a l l y  haned on immediate 

r e q u i r e m e n t s .  T h e r e f n r e ,  t h e r e  h a s  been a w idesp read  f e e l i n g  

t h a t  tiRW i.s m e r e l y  a ' f a s h i o n a b l e  t e r m '  and n o t h i n g  much haw 

hean a t t e m p t e d  n r  t h e  hasic t h r u s t  o f  HRD i . s  not; fe1.t  a t  t h e  

c ~ p r r a t i n g  leve l . .  

7.4.1 The i a , rue  o f  URD i n  hwika h a s  been s t u d i e d  by 

t h e  NIBM i n  1983 and t h e  same i s s u e  was s t u d i e d  i n  19% a t  

t h e  c e n t r e  fo r  HRD a t  XLBI. The N I R M  s t u d y  (1983) h a s  

p o i n t e d  o u t  ' employaes '  o p i n i o n  on  some d i m e n s i o n s  o f  HRD 

func%.ion,a i n  banks s u c h  as T r a i n i n g ,  Joh r o t a t i o n ,  Annual 



cunf  ider? t i i l l ,  v e p n r t ,  T r a n s f e r ,  promoti.on e  tc. T h i s  s t u d y  d i d  

n u t  r e c e i v e  p r o p e r  a t t e n t i o n  of  t h e  bank ing  i n d u s t r y .  I t  had 

v i r t u a l l y  gone unnot i .ced .  

7.4.2 The X L R I  s t u d y  by Rao and kbraham (1986,) h a s  

r e v e a l e d  t h a t  t h e r e  i m  a  wide gap between t h e  b e l i e f  n f  t h e  

t o p  manrgemant and t h e i r  p r a c t i c e  w i t h  r e g a r d  t o  HRD. In  

t h e i r -  o p i n t o n  bank:s have  bankad i n  t r a i n i n g  as t h e  mechanism 

f o r  HRD and t h a t  t o o  h a s  n o t  been  pruper1.y p l a n n e d  and 

e v a l u a t e d .  Jnb r o t a t i o n  was c o n s i d e r e d  a s  a gnud 

f a c i l i .  t a t i o n  for. emp1.nyse devel.opmsnt.  Promut ion  have  been 

s e e n  as t ime borund and p r i n c i p a l l y  based  on s e n i o r i t y .  In  

t h e i r  o p i n i o n  s ~ p a r i m e n t a t i o n  and i n i t i a t i v e  have emerged a s  

an . i f i '  p r a i t i . c e  i n  t h e  bank:. T h i s  t o o  war C M I S ~ . ~ ~ F E J  

di.ffi.ei11.t t o  be o r a c t i c e d  i n  banks. 

7.4.3 The a f o r c a a i d  s t u d i e s  twurever b r i n g  o u t  some 

f a c t s  a b o u t  HRD a s  i . t  was u n d e r s t o o d  t h e n .  S i n c e  t h e n ,  t h e  

c o n c e p t  i t s  a p p 1 i c a t i . u n  and inmtruments  have  r a p i d l y  

devc lnped  t h e r e f o r e ,  i t  was Ln t h e  f i t n e s s  of  t h i n g *  to  

u n d e r t a k e  a camprehens ive  skudy  t o  a e s o s e  and u n d e r s t a n d  t h e  

p r e s e n t  s t a t e  of HRD i n  bank:% a f t e r  t a k i n g  t h o  b e n e f i t  o f  

c u r r e n t  1.y a v a i  l a b  1.a h:nowl edge and i .ns t ruments .  



7.4.4 T h e r e f o r e ,  an a t t e m p t  h a s  been made, s ~ i t h i r t  t h e  

1  i m i t e d  r e s o u r c e s  ava i1 , ab le  t o  t h e  r e a r a r c h e r ,  to  u n d e r s t a n d  

t h e  p r e s e n t  s t a t e  of. HR.D i n  Ra j a s than -based  commercial  

banks .  War.ioua a s p e c t s  o f  HHD have been s t u d i e d  w i t h  t h e  

help o f  p r i m a r y  i n f o r m a t i o n  c o l l e c f e d  th rough  p s r s n n a l  

int;ervierrs o f  m a n a g e r i a l  pe r run r i e l  arnrb:ing in  v a r i o u s  g r a d e  

s c a l e s  w i t h  t h e  h e l p  o f  s t r u c t u r e d  q u e s t i u n n a i . r e s .  The 

rnl.rl.ti--ungl.ed a n a l y a i s  n f  t h e  c n m p r e h e r i ~ i v e  d a t a  h a s  h e l p e d  

i n  unde r . s t and ing  many imporqtant f a c t s  and f a c e t s  a f  HRCI i n  

h an h : s  . 

7.4.3 I t  h a s  been d e c i d e d  to  r e p o r t  t h e  main f i n d i n g 3  

o f  t t ie  s t u d y  1.n t t ie  p a t t e r n  t h a t  is i n  p e r f e c t  match w i t h  

t h e  a t y l r  o f  r e p o r t  i n g  t h e  a n a l y s i s  i n  t h e  ~ 8 r s c e e d i . n ~  

c h a p t e r s .  The .f.inding!i a r e  r e p o r t e d  crndsr thr-eu fllajor 

t i t l e e ,  e a c h  t i . t l e  consi:sti.ng o f  two p a r t s  -- A b 8. Part-R 

of  each  t i t l e  is d i v i d e d  i n t o  f o u r  s e c t i o n s .  Ari overvi.rur of 

t h e  scheme o f  r e p n r t i n g  t h e  f i r ~ d i n g s  i a  u s  . fa l lows  : 

FINDINGS (OVERALL) 

PART-A 

+ HRD P r a c t i c e  P ro f i1 . e  

PART-R 

+ Sect;ion-A : HRD C l i m a t e  

+ S e c t  ion-D : Tr-aining 



w S e c t  iun-C : Performance Appraisal. 

r S e c t  ion-D : I.eaJcrrship 

FINDINGS (SBBJ) 

PART-A 

r I-IRD P v a c t i c e  Profi1 .e  

PART-B 

* Sec:tion-A : HRD Cl imate  

+ S e c t i o n - 8  : Training  

+i S e c t  ion-C : Performance Aappraisal  

+! Sect ion-D : Leadership 

FINDINBG (BOR) 

PART-A 

w HRD P r a c t i c e  P r o f i l e  

PAR.T-8 

* Section-A : HRD Climate 

+ Sect ion-B : Trnininy 

* Section-C : Performance Appraisal  

SectLon-D : Leadership 





PeRT - e 

7.3 HRD Practice ProCile 

* Approximate1.y 43% o f  HRD a c t i v i t i e s  a r e  a d e q u a t e l y  

per formed by commercial  b a n k s  i n  R a j a a t h a n .  

* J o b - r o t a t i o n  h a s  emerged a s  e x c e l l e n t l y  pe r fo rmed  HRD 

a c t i v i t y .  

+ 60% o f  t h e  r e s p o n d e n t s  b e l o n g i n g  t n  t o p  l e v u l  

management and l o o k i n g  a f t e r  I-IRD a c t i v i t i e s  a r e  n o t  

p a r t i c i p a t i n g  i n  t h e  a c t i v i t i e s  n f  p r o f e s m i o n a l  b o d i e s  

r e l a t e d  t o  HRD t o  keep  in  touch  w i t h  new devel,opmenk?&. 

P-RT - EL 

Sect 1 o n 4  

7.6 HRD Climate 

* The CJpinioci S c o r e  abou t  HRU c l i m a t e  (51.17) r e v e a l s  

t h a t  banks  i n  R a j a s t h a n  have  Good Developmental  C l i m a t e .  

* & t t r i b u t r w i , s e  a n a l y s i s  h a s  a l s o  b r o u g h t  o u t  t h a t  t h e  

b a n k s  i n  Rajasthian have Gond Developmental  C l i m a t e  8.a t h e  

c~p in io r i  e :<prs63ed by al .1 t h e  u t ' t r i .bu tab1e  grorlpls uras 

unanimows. The o p i n i u n  s c o r e s  f o r  a l l .  t h e  a k t r i b u t a b l e  

g r o u p s  ranqed  between 46 arid 69. 



* The % t a t e m e n t r r i s e  a n a l y r i a  h a s  b r o u g h t  out t h a t  

app rox ima te l ,  y 78% of t h e  s t a t e m e n t s  w e r e  c u n n i d e r e d  ' m o s t l y  

t r u e  ' and t h e  v e s t  vieve c o n s i d e r e d  'namet i a e e  t r u e ' .  

+ The statementvr i .se o p i n i o n  b y  t h e  respondent?;  

b e l u n g i n g  t o  d i f f e r e n t  age g r o u p s  r e v e a l e d  t h a t  t h e  m i d d l e  

aged r e s p o n d e n t s  o p i n e d  mare f a v u u r a h l y  abou t  t h e  p resence  

o f  HRD c l i m a t e  as compared t o  l o w  and s e n i o r  aged 

respondan ts. 

* A r t s  g r a d u a t e s  o p i n e d  more f a v o u r a b l y  as compared to  

Commerce and S c i e n c e  graduates ebuu t  t h e  HRD c l i m a t e .  

* The reaponden te  oh12 j o i n e d  t h e  bank  a f t e r  1969 o p i n e d  

more f a v n u r a b l y  about- HRD c l i m a t e  as compared to  t h u r e  who 

j o i n e d  t h e  bank b e f o r e  1970. 

+ The r e s p o n d e n t s  who became o f f i c : e r r  ttirnugh p r o m o t i o n  

o p i n e d  more f a v o u r a h l y  ar  compared t o  t h o s e  who j a i n a d  t h e  

bank  d i r e c t l y  as o f f i c e r .  

+ The p l a c e  o f  p u e t i n g  and g rade  s c a l e  o f  t h e  

r e s p n n d e n t s  have  r i o t  i n f l u e n c e d  t h e  o p i n i o n  a h o u t  t h e  HRD 

c l i m a t e .  

I t  was i n t e r e s t i n g  t c ~  n o t e  {;hat t h e  respor \den t+  who 

have  A r t s  b a c k g r ' o ~ ~ n d  and j u i n e d  t h e  bank: a f t e r  196'3, became 

o f f i c e r  by p r - n s o t i o n  and r a n g i n g  i n  t h e  m i d d l e  age g roups ,  

have  o p i n e d  t h e  HRD c l i m a t e  more f a v u u r a h l y  t h a n  t h e i r  

c o u n t e r p a r t s .  



Section - B 

7.7 Training r &I HRD Instrument 

* T h e  O p i n i o n  S c o r e  a b o u t  T r a i n i n g  ( 2 b .  AS) r e v e a l s  t h a  

t h e  i m p o r t a n c e  a n d  i m p l s m e n t ~ t i o n  o f  T r a i n i . n g  ir h o d  i n  

R a  j a s t h a n - b a s e d  c o m n ~ e r c i , n l .  banks. 

* A t t r i b u t e w i s e  a n a l y s i s  ham brought out t h a t  t h e  

i m p o r t a n c e  a n d  i m p l e m e n t a t i o n  of T r a i n i n g  i s  G o o d  i n  

R a j a s t h a n - b a s e d  c,ommerc l a 1  b a n k s  a s  t h e  op in ion e x p r e s s e d  by 

a l l  t h e  a t t r i b u t a b l e  groups w a s  u n a n i m o u s .  T h a  opinion 

s c o r e l i  fnr a 1  I. t h e  a t  t r ~ i b u t r b l e  yrxtupa v a n g e d  b e  t w e e n  24 

and 3 A .  

* T h e  s t a t e m e n t w i s e  a n a 1 y s i . s  h a s  brought out t h a t  

a p p r o x i m a t e l y  58% of  t h e  s t a t e m e n t s  w e r e  c u n s i d e r e d  as 

' m o s t i l y  t r w e '  w h e r s e a s  t h e  r e s t  wer8e  c o n s i d e r e d  o r  ' s o m e t  i m e s  

t r u e ' .  

.* T h e  r t r t e m e n t c r i s e  opiniun by t h e  r e r p o n d e n  t.a b e l o n g i n p  

tu di.f f r c rse r~ t  a g e  groups r e v e a l e d  t h a t  s e n i . u r 6  a g e d  

r e s p o n d e n t s  o p i n e d  m o r e  f a v o u r a b l y  a b o u t  t h e  i m p a r 3 t a n c e  a n d  

i . m p 1 e m e n t a . t i u n  o f  T v a i . n i r \ g  arj c n m p a r e d  to m i d d l e  a n d  lour 

a g e d  r e s p n n d e n t s .  

* T h e  Q r t s  g r a d u a t e s  u p i n e d  m o r e  f a v o u r a b l y  a b o u t  t h e  

i m p o r t a n c e  and i m p l e m e n t a t i o n  of T r a i n i n c )  as c o m p a r a e d  t o  

Commerce  a n d  S c i e n c e  g r a d u a t e s .  



* The o p i n i o n  abou t  t h e  impor t ance  and implemen ta t ion  of  

T r a i n i n g  is n o t  in f l .uenced  by t h e  p l a c e  a f  p o 5 i t ; i n ~  and t h e  

g r a d e  s c a l e =  nf  t h o  r e s p o n d e n t s  and i t  is h a r d l y  i n f l u e n c e d  

by t h e  l e n g t h  of  s e r v i c e  and t h e  c h a n n e l  n f  r ec ru i tmen t ;  too. 
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7.8 Pmrfaramcm A p p r r i r r l  a &I HRD Inrtruamnt 

* The Opin ion  S c o r e  abou t  Pe r fc~r~mance  Apprai.sa1 (22.441 

r e v e a l s  tihat t h e  impor t ance  and implemen ta t ion  is o f  

'f3verage l e v e l  ' i n  Ra ja5 than-hesed  Cnmmerci.a.1 bank:s. 

* Gt t r ibu tee r i . s e  a n a l y s i s  has brrxx#it o u t  t h a t  t h o  

i m p e r t a n c e  and inpl.emcntati .on of Performance  G p p r a i s a l  i:s o f  

'Aver.aye l e v e l  ' i n  Raja5 than-based  commercial  banks  as t h e  

op  i n i n n  e q > r e a s e d  by a l l ,  t h e  a t ' t r - i . bu tab l r  g r o u p s  oras 

crnanimnuP. The o p i n i o n  s c o r e s  f o r  a l l  t h e  a t t r i b u t a b l e  

g r o u p s  ranged  between 17 and 34. 

* The s t a t e m e n t w i s e  a n a l y s i s  has b r o u g h t  n u t  t h a t  ALL. 

t h e  . s t a t emen t  were o p i n e d  ao ' aamet imes  r u e '  hy  t h e  

r e s p o n d e n t s .  

* The o p i n i o n  by +;tie r e s p o n d e n t s  b e l o n g i n g  t o  d i f  f e r e n t  

age g r o u p s  r e v e a l e d  t h a t  s e n i o r  aged respnnder1t.s a r e  inore 

c r . i . t i ca l  a s  compar'rd t o  1.001 arid middle  ayed r 'erponderr ts .  



+ The S c i e n c e  g r a d u a t e *  a r e  more c r i t i c a l  abou t  

impor tance  and implementa t ion  u f  Per fnrmance  R p p r a i s a l  a,s 

compared t o  Commerce and A r t s  g r a d u a t e s .  

+ The r e s p o n d a n t s  ulha jo ined  t h e  hank: b c f u r e  1970 a r e  

more c r i t i c a l  a s  compared t o  t h o s e  w h o  j o ined  t h e  bank a f t e r  

1969. 

+ The r e s p o n d e n t s  who jo ined  t h e  bank a s  o f f  icer.r  were 

mare c r i t i c a l  abou t  t h e  impor tance  and imp1ementati.on o f  

Ferf.ormanc:e A p p r a i s a l  a s  compared to  t h o s e  ~whn became 

o f f i c e r s  through pvomotion. 

+i The respnrrdent r  who arw cmrL:irrg i n  i d m l , n i s t r a t  i.ve 

o f f i c e r  a r e  more c r i f  i c a l  a s  compared to  t h e s e  who a r e  

p o s t e d  i n  b r a n c h e s .  

r The r 'eapondents  who be lnng  to h i g h e r  g r a d e  w a l e s  

opi.nsd more cr i .ki .ca1 1.y aa cumpared t o  t h o s e  who a r e  rmrkirrg 

i n  66 I o r  TI. 
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7.9 Lerdrrvhip 

+ The a n a l y s i s  o f  t-he L..raderstrip S t y l e  Score.; r e v e a l  

t h a t  t h e  dominant  l e a d e r s h i p  s t y l e  U P  t h e  manager i a l  

p e r s o n n e l  of. t h e  Ra jas than-ba red  commerci.al banC:a is 

'Deve lopmenta l ' .  The back-up s t y l e  o f  t h e  re,zpondenks has 

emerged to  be  ' E e n e v r ~ l s n t ' ,  wheraer% ttre luppl .emsnta1 s t y l e  



is ' C r i + ; i : a l ' .  Respondent  r e p r e s e n t  a  m i x t u r e  nf a l l  t h e  

t h r e e  fit;yl.es i n  t h e i r  b e h a v i o u r .  

* The a t t r i , h u , t r w i s e  a n a l y s i s  h a s  h r n u g h t  o u t  t h a t  

a t t r i b u t e s  have h a r d l y  i.nf l uenced  t h e  s t y l e  o f  l e a d e r s h i p .  

The dnminacit; s t y l e  nf l e a d e r r h i p  among manager-ixl perseonnel. 

b e l n n g i n g  t o  any uf  t h e  a t t r i b u t a b l e  g r o u p s  i s  

' Devel.op~nerrtal ' . The t>ac:k:up-sityla is ' !3enevolent. ' .  A t  t h e  

same t i .  t h e  ' C r i t i c a l . '  s ty1.e  h a s  s t n a d  a s  supp1.emental 

one.  

* The a t t r i b u t e w i s e  l e a d e r s h i p  s t y l r  s c o r e r  i n d i c a t e  

t h a t  s e n i o r  aged managers  have  lowar c r i t i c a l  c o n t e n t  ac 

camp:sraed t o  young and middle  aged managrraia1 p e r s o n n e l .  

* The c r i t i c a l  c o n t e n t  i n  t h e  s t y l e  o f  A r t s  g r a d u a t e  is 

low,  a s  compared t n  t h a t  i$f  S c i e n c e  and Commsr-ce g r a d u a t e s .  

* M x n a g ~ r i n l  p e r s n n n r l  p a s t e d  a t  a d m i n i s t r a t i v e  o f f  i cwi  

have l s s a  c r a i t i c r l  approach  as cnmparad t a  t h o s e  who a r e  

pastied a t  branchew. 

* The s t y l e  a f  l e a d e r s h i p  seems t n  be  una f fec . t sd  by t h e  

channel .  a f  e n t e r i n g  t h e  bank and almo by t h e  l e n g t h  nf 

s e r v i c e  o f  t h e  r e s p o n d e n t s .  

* The manager i a l  personnel .  working i n  higher- g r a d e  

s c a l e s  a r e  1 c r i t i c a l .  as compared t u  thors ,  utho a r e  

working i n  t h e  g r a d e  sca1.r 1, ora 11. *,,. 





7.10 HRD Practice Prafils 

* Rpprnn ima te ly  42% of  t h e  HRD a c t t v l t i e a  a r e  a d e q u a t e l y  

perfurmed by t h e  S B B 3 .  

* J a h - r o t a t i n n  and In-hawse n e w s l e t t e r  a c t i v i t i e s  have  

emerged a s  excel l .ent1.y per formed a c t i v i t i e s .  

* LOX o f  t h e  r e s p o n d e n t s  bclongi.ng to t o p  l e v e l  

management and look ing  a f t e r  HRD a c t i . v i t i . e s  a r e  n o t  

p a r f i . c i p a t i . n g  i n  t h e  a c t i v i t i e s  o f  p r a f e s s i o n a l .  b o d i e s  

r e l a t e d  t o  HRU t o  keep i n  touch  wi.th new dcvel.optnentn. 
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7.11 HRD Climate 

* The Opinion S c a r e  a b o u t  HRD c l i m a t e  (30.66) r e v e a l r  

t h a t  Good Developmental  C l i m a t e  e x i s t s  i n  t h e  SRRJ.  

* R t t r i r ~ u t e e r i g e  analy!eis  h a s  a l s o  b r c u g h t  o u t  t h a t  t h e  

SRRJ have  Good D~veJ.oprnent~1.  C l i m a t e  a 3  t h e  o p i n i o n  e:<- 

p r e s s e d  by a1.J. t h e  a t t r i b u t a b l e  g rnupa  urqs unanimous. The 

o p i n i o n  .scores f a r  a l l .  t h r  a t t r i b u t u b 1 . e  g r o u p s  ranged 

between 4h and 69. 

w The s ta t s rnentur i so  a n a l y l i a  h a s  h r o u g h t  r n r 6  t h a t  

appro:\.i.rnake!ly 831: nf l-he atat;ement.z weve c o n s i d e r e d  a s  



' m a s t l y  t r u e '  and t h c  r e e t  were c u n a i d e r s d  a s  ' snmetimae 

t r u e  ' . 
+ The s t a t emen to r i se  o p i n i o n  by +;he respondent. ;  ba1,onginq 

t o  d i f f e r e n t  age  g r a u p s  r e v e a l e d  t h a t  middle  aged 

~ ' e s p o n d a n t s  o p i n e  more f  avnrlrab1.y abou t  t h e  p r e s e n c e  o f  HRD 

c : l imate  RS compared t o  lower and s e n i o r  aged r e9ponden tc .  

* f i 1 - t ~  g r a d u a t e s  a s l e a s e d  more f avourab ly '  ahou t  t h e  HRU 

c l i m a t e  as compared t o  commerce and s c i e n c e  g r a d u a t e s .  

r e , soondsn t s .  

* The l e n g t h  o f  s e r v i c e  o f  tihe r e s p o n d e n t s  h a s  n o t  

i n f l u e n c e d  t;he u p i n i o n  a b o u t  t h e  HRD c l i m a t e .  

* The r 'eepondents  who became o f f i c e r s  th rough  promot ion  

op ined  more f a v n u r a h l y  a r  vzmparl?d to  t h o s e  who jo ined  t h e  

bank d i r e c t  1.y a% a f f  i c a r s .  

* The r e s p o n d e n t s  who a r e  p a s t e d  a t  a d m i n i s t r a t i v e  

o f f i c e s  op ined  move favonr8ahl.y a s  cnntpared t o  t h o l e  who a r e  

pnlt;ed r f  b r a n ~ h e s .  

* The r e s p o n d e n t s  wortking i n  I o r -  I 1  g r a d e  ecal.es op ined  

more f avouvab ly  a r  compared t o  t h o s e  rrhu a r e  working i n  

higher  prada  s c a l e 3  abou t  HRD c l i m a t e .  



* The Opinion  S c a r e  a h o u t  T r a i n i n g  (27 .45)  r e v e a l s  t h a t  

t h e  impor tance  and implemen ta t ion  o f  T r a i n i n g  is Good i n  t h e  

SBB J . 
* A t t r i b u t e w i s e  a n a l y s i s  h a s  b r o u g h t  o u t  t h a t  t h e  

impor tance  and implemen ta t ion  o f  T r a i n i n g  is Good i n  t h e  

SBRJ an  t h e  o p i n i o n  e u p r e s r e d  by 11.1 +;he a t t r - i b u t a b l e  g r o u p s  

w a s  unanimous. The o p i n i o n  *cure% f s r  a 1  1. t h e  a t t r i b u t a b l e  

g r o u p s  ranged hetoreen 2 4  and 3&. 

* The s t a t e m e n t w i s e  ana1.yri.e h a s  b r o u g h t  o u t  t h a t  

appro:i . imately 59% of  t h e  s t a t e m e n t s  were c n n e i d e r e d  a 9  

' m a s t  1.y t r u e  ' ether-eas t h e  v e s t  were c o n s i d e r e d  a s  ' somet imes  

t r u e ' .  

* The o p i n i o n  by t h o  respondents b e l o n g i n g  to  d i f f e r e n t  

age g r o u p s  r e v e a l e d  t h a t  mi.dd1.e-aged r e s p u n d e n t s  o p i n e  more 

f a v o u r a b l y  abou t  t h e  impor tance  and implemen ta t ion  uf 

T r a i n i n g  as compared t o  s e n i o r  and young recpunden t s .  

The A r t s  g r a d u a t e s  op ined  more f a v n u r a b l y  ahou t  t h e  

imporkance and impl.ementati.on of  T r a i n i n g  as compared to 

S c i e n c e  and Commerce g r a d u a t e s .  

* The re!%pondents orhu jo ined  t h e  bank b e f o r e  1.970 

op ined  (nor-e f a v i o u r a t r l y  a s  cornpaved .to ttroec! citro ju ined  t h e  



bank: a f t e r  1969, abnu t  impor tance  and implemen ta t ion  o f  

'Tra in ing .  

+ The r e s p o n d e n t s  who heeame o f f i c e r s  b y  pr-omotion 

c o n s i d e r e d  more f a v a u r n h l y  a s  compared t o  t h o s e  who jo ined  

bank d i r e c t l y  a s  an o f f i c e r ,  so f a r  a s  impor tance  and 

implementat icm o f  t r a i n i n g  is cnnce rned .  

+ O f f i c e r s  who a r e  p o s t e d  a t  a d m i n i s t r a t i v e  o f f i c e s  

r a t e d  mare f a v n u r a h l y  as cumpared t n  t h o s e  srho a r e  p o s t e d  a t  

b r a n c h e e  r n  f a r  a.o impor tance  arid implementa t ion  of  t r a i n i n g  

i n  cnncer-ned. 

* Respondents  working i n  g r a d e  s c a l e s  I 8. TI cu r i s ide red  

impor tance  and i .mplementat ion nf T r a i n i n g  mare f a v o u r a b l y  a s  

compared t u  t h o s e  srhn a r e  wot'king i n  h igher -  g r a d e  s c a l e * .  
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7.13 Pmrfarmance M p r a i s r l  r An HRD Instrument 

* The Dpirii,on Score  a b o u t  Performance A p p r a i s a l  (23.73) 

r e v e a l s  t h a t  impor tance  and implementa t ion  of  Pe r fo rmancr  

A p p r a i s a l  is u f  'Average l e v e l '  i n  t h e  SBBJ. 

* A t t r i b n t e w i s e  analyfmis h a s  brougt i t  o u t  t h a t  t h e  

impor tance  and implemen ta t iun  o f  Per formance  A p p r a i r a l  ir o f  

'Overage  l e v e l '  i n  t h e  SBBJ a e  t h e  opini ,nn s ~ p r e e s e d  hy  a l l  



t h e  a t t r i b u t a b 1 . e  groupti w a s  u n a n i m o u s .  T h e  opiniun s c o r e s  

far a l l  t h e  a t t r i b u t ; a b l . s  groups r a n g e d  b e t w e e n  17 and 34. 

* T h e  r t a t e m e n t w i e e  a n r 1 . y s i s  h a s  brnught out t h a t  ALL 

t h e  s t a t e m e n t ;  w e r e  o p i n e d  ' r o m e t i . m s . s  t r u e '  by t h e  

r e s p n n d e n t . 5 .  

* T h e  o p i r r i n n  by t h e  r e s p o n d e n t s  b e l o n g i n q  t o  d i f f e r e n t  

a g e  g r u u p . e  v e v e a l e d  t h a t  s e n i o r - a g e d  r e s p o n d e n t s  a r e  m o r e  

c r i t i c a l  a s  c o m p a r e d  t o  l o w e r  a n d  m i d d l e  a g e d  r e s p o n d e n t s  

a b a u . t  i m p o r t a n c e  a n d  i m p l e m n t a t i n n  o f  p s r f n r m a n c e  a p p r a i s a l .  

* T h e  B c i e n c e  g r a d u a t e s  a r e  m o r e  c r i t i c a l  a b o u t .  

i m p o r t a n c e  and i m p l e m e n t a t i u n  o f  P e r f o r m a n c e  A p p r a i s a l .  a s  

c o m p a r e d  t;o Commerce  a n d  A r t s  g r a d u a t e s .  

+b T h e   respondent.^ w h o  j o i n e d  t h e  bank be fn rs  1970 a r e  

m o r e  c v i t i c a l .  as c o m p a r e d  to  t h o r e  w h o  j n i n e d  t h e  bank:  a f t e r 5  

1.969. 

* T h e  r e s p o n d e n t s  w h o  j o i n e d  t h e  bank a% o f f i c e r s  w e r e  

m o r e  c r i t i c a l  a b o u t  t h e  i m p o r t a n c e  a n d  F m p l e m e n t a t  ion o f  

Per fo r 'manc :e  A p p r a i s a l  a s  c o m p a r e d  to t h o s e  vhn b e c a m e  

o f f i c e r  by p r o r n o t ; i o n .  

+ T h e  p l a c e  of post ing h a *  not i n f l u e n c e d  t h e  npinion 

a t l o u t  i a p o r t a r i c c  and i m p l e m e n t a t i o n  of P e r f  r o m a n c e  

A p p r a i g a l .  

+ T h e  r e s p o n d e n t s  w h o  b e l o n g  t o  h i g h e r  g r a d e  a c a l . e e  a r e  

n o r e  c r i t i c a l  a b o u t  i m p n r t a n c e  & i m p l e m e n t a t i o n  of 



per fo rmance  a p p r i a s a l  a s  compared tn t h o r e  who a r e  working 

i n  OS 1 o r  11. 
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7.14 Leadership 

* The a n a l y s i s  o f  t h e  L e a d e r s h i p  S t y l e  S c o r e s  r e v e a l s  

t h a t  t h e  dominant  l e a d e r s h i p  s t y l e  of  t h e  m a n a g e r i a l  

p e r s o n n e l  o f  t h e  S t a t e  Bank o f  BiI.:aner- & J a i p u r  is 

' D e v e l o p n ~ e n t a l  ' . The back-up r ty1.e  of  t h e  r e s p o n d e n t s  h a s  

emerged to be ' B e n e v o l e n t  ' , whereas  tho  suppl .ementa1 s t y l e  

i +  ' C r i t i c a l  ' . Respondent  r e p r e s e n t  r mi.:<ture of a l l  t h e  

t h r e e  s t y 1 . e ~  i n  t h e i r  behaviour.. 

u The a t t r . i b u t e w i s e  a n a l y s i s  h a s  b r o t ~ g h t  o u t  t h a t  

a t t r i . b u t e s  have h a r d l y  inT luenced  t h e  s t y l e  o f  1 ,eadersh ip .  

The dominant  s t y l e  uf 1 ,eade r sh ip  among m a n a g e r i a l  p e r s o n n e l  

b e l n n g i n g  t o  any of t h e  a t t r ' i b u t a b l e  g roup  is D e v e l n p a e n t a l .  

The back:-up s t y l e  is 'Deneva1 ,en t ' .  A t  t h e  same t ime t h e  

' C r i t i c a l '  e t y l e  h a e  s t o o d  a a  s u p p l e m e n t a l  one.  

i t  The a t t r i b u t e w i s e  L e a d e r s h i p  Sty1.r  S c o r e  i n d i c a t e s  

t h a t  reni .or-aged managers  have  lower c r i t i c a l  c o n t e n t  a r  

compared to young and midd le  aged m a n a g e r i a l  p e r s o n n e l .  

* The c r i t i c a l  c o n t e n t  in t h e  s t y l e  o f  A r t s  g r a d u a t e  ir 

l e s s  a s  compared ta  t h a t  of  S c i e n c e  and Commerce g r a d u a t e s .  



r M a n a g e r i a l  pernscmnal p o s t e d  a t  a d m i n i s t r a t i v e  o f f i c e s  

have  l a s s  c r i t i c a l  approach  a s  compared t o  t h o r e  urtm a r e  

p o v t e d  a t  b ranches .  

* The m a n a g e r i a l  p e r s o n n e l  w o r k i n g  i n  h i g h e r  y r a r d e  

sca l .es  a r e  Less c r i t i c a l  a s  campar rd  t o  t h o s e  who a r e  

w o r k i n g  i n  t h e  g r a d e  s c a l e  I ur IT. 

* The m a n a g e r i a l  persone l .  urha j a i n e d  t h e  bank  as 

o f f i c e r s  have  less c r i t i c a l  r p p r a a c h  as compared to  t h o s e  

who became a f f  i c e r a  t h r o u g h  p roao t i . nn .  

* The manager i .a l  p e r s o n n e l  urho j o i n e d  t h e  bank: b e f o r e  

1970 have  1 e . s ~  c r i . t i c a l ,  t r a n t e n t  a s  campar-sd t a  t h o s e  uiho 

j o i n e d  t h e  bank a f t e r  19.55'. 





PART - &a 

7.13 HRD Practice Prof ile 

* Apprr~:<imate ly  53%: of t h e  ClRD a c t i v i t i e s  a r e  a d e q u a t e l y  

per formed by t h e  BOR. 

* N o  a c t i v i t y  h a s  emerged to be  e x c e l l e n t l y  per formed 

a c t i v i t y .  

.* 60% of  t h e  r e s p o n d e n t s  be1.ongi .n~ to  t o p  l e v e l  

manapemarit and l o o k i n 9  a f t e r  HRO a c t i v i t : i e s  a r e  n o t  

p a r t i c i , p a t i n g  i n  t h e  a c t i v i t i e s  o f  p r o f e s s i o n a l .  b o d i e s  

r e l a t e d  tn  HRD to  keep i n  touch  w i t h  new deve lopmen t s .  

P A F X T  - B 

Sect ian-A 

7-16 HRD Climate 

* The Opin ion  S c o r e  a b o u t  HRD c l . ima t s  (51 .56)  r e v e a l s  

t h a t  Guod DeveLnpmental C l i m a t e  e ~ i s t s  i n  t h e  BOR. 

* A t t r i b u t e u r i ! : ~  a n a l y s i s  h a s  a l e n  t l rought  o u t  t h a t  t h e  

BUR have  Good Developmental  C l i m a t e  as t h e  o p i n i o n  e n p r a e s e d  

by a l l  t h e  a t t r i b u t a b l e  QPOU(>Y eras unani.mnus. The opi .nion 

s c o r e s  +or' al.1. t h e  a t t r i b u t a b l e  g r o u p s  ranged betureen 46 a ~ i d  

69. 

* The s tn temente i i . re  ilna1.ysis t ias h r o u ~ h t  o u t  t h a t  

approximote1.y hlX  o f  t h e  s t a t e m e n t *  were c n n s i d e r e d  a s  



' m o s t l y  t r u e '  and t h e  r e s t  were cons ide r - rd  a s  ' some t imes  

t r u e ' .  

* Ttie sf atemrriturise o p i n i o n  by t h e  respar ider i ts  b e l o n g i n g  

to  d i f f e r e n t  a g e  QrCJUpS r e v e a l e d  tha , t  midd le  aged 

rse.sponderits o p i n e  mure favot l r 'ably abou t  t h e  p r e s e n c e  o f  HRD 

c l i m a t e .  as compared t n  l o w  and s e n i o r  aged r e a p o n d e n t s  

* A r t s  graduates a s s e s r e d  more f avour -ab ly  abou t  t h e  HRD 

c1.i.mat;e a s  compared t o  commerce and s c i e n c e  g r a d u a t e s .  

* R e e p o r ~ d e n t s  ertio j o i n e d  t h e  bank af t ; s rS  1969 c o n s i d e r e d  

morw f a v o u r a b l y  abou t  tihe p r e s e n c e  o f  HRD C l i m a t e  as 

compared t o  thowe who j o i n e d  b e f o r e  1970. 

* The r e s p o n d e n t s  who became o f f i c e r s  tthr.nugh promot ion  

c y ~ i n e d  more favc turably  as compared t o  f h o r e  who j o i n e d  t h e  

hank d i r e c t l y  as an o f f i c e r .  

* The r e s p n n d e n t s  whet a r e  p o s t e d  a t  b r . M l ~ t 1 ~ ~ 1  o p i n e d  

more f a v o u r a b l y  as compared t o  t h n r e  whn a r e  p o s t e d  a t  

a d m i n i s t r a t i v e  o f f  i c e s .  

+ Hiqher  g r a d e  s c a l e  n f f i , c c r s  a p i n e d  move ' f a v a n r a b l y  an 

compared to  k h ~ ~ e  who a r e  worL:i.nq i n  g r a d e  ?scales I or LT. 

a b o u t  HRD cLimate .  



Section - B 
7.17 Training r An WID Instrument 

r T h e  O p i n i o n  S c o r e  about T r a i n i n g  (25.27) r e v e a l s  t h a t  

t h e  i . m p u r t a n c e  a n d  i m p l . e m e n t a t i o n  o f  T r a i n i n g  i s  G o o d  i n  t h e  

BOR . 
+t h t t r i b u t e w i r e  a n a l y s i s  h a s  brought out t h a t  t h e  

i m p o r t a n c e  and i m p l e m e n t a t i o n  nf T r a i n i n g  i.-s G o o d  i n  t h e  BOW. 

a s  t h e  npinion e : q ~ r c s e e d  by a l l  t h e  a t t r i b u t a b l e  groups w a s  

u n a n i m o u s .  T h e  opinion s c o r e s  fnr a 1  l the  a t t r i b u t a b l e  

q r m u p s  r a n g e d  b e t w e e n  24 and 3 A .  

r T h e  s t a t e m e n t r u i . s e  ana1ysi.s has brought out t h a t  

a p p r n K i m a t e l y  56% o f  t h e  a t a t e m e n t a  w e r e  c o n s i d e r e d  as 

' m o e t l y  t r u e '  w h e r e a s  t h e  r e s t  w e r e  c o n s i d e r e d  a s  ' s u m e t i m e r  

t r u e ' .  

r T h e  opinion by t h e  r e e p o n d e n t s  b e l o n g i n g  t o  d i f f e r e n t  

a g e  groupa r e v e a l e d  t i h a t  mi.dd1.e a n d  s e n i o r  a g e d  r e s p o n d e n t s  

op i r r e d  m o r e  f avour .ab1.y  a b n c r t  t h e  i m p o v t a n c e  a n d  

i m p l e m e n t a t i o n  o f  T r a i n i n g  a s  c o m p a r e d  t o  young 

r t e s p o n d e n  t m .  

r T h e  a r t s  g r a d u a t e s  o p i n e d  m o r e  f a v o u r s a b l y  a b o u t  t h e  

i m p u r - t a n c a  a r i d  i m p l e m e n t a t i . o n  o f  T r a i n i n g  as c o m p a r e d  t o  

S c i e n c e  a r i d  Commerce  g r 8 a d u a t e s .  



x Respondents  erho jo ined  t h e  hank a f t e r  1949 np inad  more 

favourcuh1.y a s  compar.ed to t h o s e  whu ju ined  beforse  1970 a h a u t  

i .~npor tance  arid implemenfa t i c~n  o f  Trainicrg.  

* The r e s p o n d e n t s  whn hncame o f f i c e r s  th rough  prnmotion 

c a n l i d o r e d  more f avouraab ly  a a  cnmpared t n  t h o s e  u~ho  jo ined  

bank d i r e c t l y  as o f f i c e r s ,  a o  f.rr a.n impor tance  and 

implementaion nf t r 8 a i n i n g  is 

c o n c e r n e d .  

* C i f f i c s r s  who a r e  p a s t e d  a t  b r a n c h e s  r a t e d  mare 

f a v o u r a b l y  as comparhed t r r  t h n s e  elha a r c  pr.~sted a t  

a d m i n i s t r a t i v e  o f f i c e  abou t  so f a r  as impor tance  and 

implementaion of  t r a i n i n g  is cnnce rned .  

* Respondents  rrhn a r e  working i n  h i . g h ~ r  ~ r a d e  s c a l e  

conni .dered importantre and implenientat  ion  o f  T r a i n i n g  mare 

f a v o u r a b l y  a s  cnmprrcd t o  t h o s e  who a r e  working i n  g r a d e  

s c a l e s  I a r  11.. 

sect t on-C 

7.18 Pertornance Appraisal c f%-~ WID Instrument 

t The 0pi.ni.on S c o r e  a b o u t  Perforlnance Clppraisal. (27.991 

r e v e a l s  t h a t  impor tanc r  and implemen ta t ion  of  per formance  

a p p r a i s a l  i,e o f  'Average l e v e l '  i n  t h e  6 0 R .  

* A t t r i b u t e w i s e  a n a l y s i s  h a s  b r o u g h t  o u t  t h a t  t h a  

i ,mportance and implementa t  i.un a f  Per furmance  A p p r a i s a l  is of  



'Average  l e v e l '  i n  t h e  ROR a s  t h e  o p i n i o n  e x p r e s s e d  by a l l  

t h e  a t  t r i b u t a h l c  g r o u p s  war unanimous. The o p i n i o n  s c o r e s  

f o r  a l l  t h e  a t t r i b u t a b l e  t3rnups ranged between 17 and 54. 

* The e t a t rmen twi , sa  a n a l y s i s  h a s  b r o u g h t  o u t  t h a t  

appr-oxmiately.  B2X n f  t h e  . s t a t e m e n t s  r a a t e d  a s  ' rnmert imrrr  

t r u e '  o r  ' r a rSe ly .  t r u e '  whereas  r e s t  were op ined  a e  'mostly.  

t r u e .  

* The statmente1i.sn o p i n i o n  t ~ y  t h e  respor1dent.j bel.mIging 

t o  d i  f  f e v e n t  age g r a u p s  reveal .ed that ;  yatrng I - e spnndrn ta  i r e  

more c r i t i c a l  r r  compared t o  middle  and s e n i o r  aged 

rcaponder~t ' s  a b o u t  im61ort;ance and i m p l r m n t a t i o n  nf 

p r r fn rmance  a p p r a i s a l .  

* The Commerce g r a d u a t e s  a r e  more c r i t ; i c a l  abou t  

impor tance  and implementa t  im of  per formance  a p p r i a s a l  a s  

compared ta S c i e n c e  and A r t s  g r a d u a t e s .  

4 The r'espondentrr. j o ined  t h e  banb: b e f o r e  1970 a r e  more 

c r i t i c a l  a a  compared t n  ttwme who jo ined  t h e  barib: a f t e r .  

1969. 

* The r e s p o n d e n t s  who jo ined  t h e  hank a r  o f f  ic:s?r-i were 

more c r i t i c a l  abou t  t h e  impartirnce and implemen ta t ion  o f  

Per formance  ?ippraisal .  x e  cnmpared to t h o s e  who became 

of f i r :e rs  th rough  promot ion .  



.r The r e s p o n d e n t s  who a r e  po?sted a t  branctin a r e  innre 

c r t a  a s  compared t o  t h o s e  who a r e  p o s t e d  a t  

a d m i n i s t r a t i v e  a f  f i c e s .  

* The r e s p o n d e n t s  who b e l o n g  t o  h i g h e r  g r a d e  sca1.ee 

o p i n e d  mure c r i . t i c x l . l y  ar  compared t o  t h o r e  who a r e  working 

i n  65 I o r  I 1  abou t  i ,mpnrtance and irnplementati .on of 

Pnrformanc:a fipprai ,sal . .  

.* The a n a l y s i n  of  t h e  l.eadrr*.ship S t y l c  Scoraes  r -evenla  

t h a t  tlis clnrsinant 1 . cade r sh ip  s t y l e  o f  t h e  m a n a g e r i a l  

p e r o r ~ r ~ n e l  o f  The Bank o f  Ra j a s t h a n  L imi t ed  is 

'Devel.apmcnta1'  . The back-up s t y l e  r3f t h e  r e s p o n d e n t s  h a s  

emerged to  be  ' B e n e v o l e n t ' ,  wtieraea% t h e  ~uppl .ementa1.  s ty1.e  

i ,s  ' C r i t i c a l ' .  Respondent  r e p r e s e n t  a m i x t u r e  o f  a l l  t h e  

t h r e e  s t y l e e  i n  t h e i r  b e h a v i o u r .  

r The a t t r i b u t c o ~ i s e  a n a l y s i r  h a s  broupht;  o u t  that;  

a t t r 4 i h u t e a  have  bar-dly i n f l u e n c e d  t h e  s t y l e  of l e a d e r s h i p .  

The dominant  s t y l e  of l e a d e r a h i p  amung m a n a a e r i a l  p e r s o n n e l  

b c l o n q i n g  r any o f  t h e  a t t r i b u t a b 1 . e  g roup  is 

'Devel.opmenta1.'. The hack--ula s t y l e  is 'Banrvo1.en t ' .  A t  t h e  



same t i m e  t h e  ' C r i t i c a l '  s t y l e  h a s  s t n o d  aa supplementa l .  

one. 

* The a t t r i b c t t e w i . r e  l e n d e r a t i i p  s t y l e  s c o r e  i .nd i .catcs 

t h a t  senior .  aged managers have  1.00ler ~ r i t i c a l .  c o n t e n t  as 

compared t o  young and m i d d l e  aged manager i .a l  per-sannel .  

* 'The r r i t ; i c a l  c o n t e n t  i n  t h e  e t y l e  o f  A r t r  g r a d u a t e  i s  

1.er.s as compared t o  t h a t  of Ccmms?r.ee and Sci.enc:+ g r8aduates .  

i+ S e n i o r  managerLal  p s r a o n n a l  have l e % s  c r i t i c a l  

appruact i  as  compared t o  t h o s e  who j o i n e d  t h e  bank: a f t e r .  

19br3. 

* The s t y l e  of 1.eaderstii.p seernr t o  b e  u n a f f e c t e d  by t h e  

channel. o f  r e c r u i t m e n t  and a l s o  b y  t h e  p l a c e  o f  p o s t i n g  o f  

t h e  responden t a .  

+ The manaqeri.al. per.%onns?1 urur-king i n  h i g h e r  g rade  

e c a l e a  a r e  l e s s  c r i t i c a l  a% compared t o  t h o s e  w h u  a r e  

war!-:ing i n  t h e  g r a d e  s c a l e  I o r  11. 





7.20 An Overall Analysis of Findinpm 

An atitempt h a s  been made t o  u n d e r s t a n d  and summarise 

t h e  a f o r e s a i d  f i n d i n g s  so as to  d e v e l o p  an u v r r a l l  v i ewpo in t  

aborr(; HRD i n  Ra jast t ian-based Commercial. b a n k s .  T h i s  r ; ~ r r c . i u o  

harj he lped  i n  dl-awing t h e  f o l l o w i n g  HRD s c e n a r i o .  

Good HRD c l i m a t e  e K i s t a  i n  cnmmerci.e.1 banks .  

r The dominant  s t y l e  o f  i e r d e r r h i p  uf  t h e  managcri.e.1. 

p e r s o n n e l  is Deve1.opmental . The back:-up s t y l e  is 

B31cvolen&, urhercas t h e i r  supp1.ement s t y l e  i s  C r i t i c a l  . The 

m i x  o.f l u a d e r z ~ h i p  a t y l r  n t  t h e  manager i a l  p e r s o n n e l  is 

p e r f e c t l y  i n  congruence  uril-h HRD needs .  

* The f i n d i n g s  ahnu t  t h e  HR.D i n s t r u m e n t 9  i . e .  T r a i n i n g  

and Per formance  qppvaisa l .  have  l e d  to  a c . anc lus ion  t h a t  t h e  

cnmmercial, banks  a r e  y e t  to  entier t h e  crorld o f  HRD i n  i.ts 

r e a l  s p i r i t .  

x The abave statemer1t.s l e a d  t o  one major  corlc1.u~aion 

that-  t h e r e  i:. e v e r y  hnpe o f  i l ' l troducing and iniplemeoting HRD 

a y s t e a a  succes . s fu . l ly  i n  t h e  cowmerc i l l  banks .  The cammer'cial 

b n n b : ~  cou1.d h a  cnrnparrd t u  a p r e p a r e d  l a n d  t h a t  is s i t u a t e d  

i n  a Pavaurabl .~!  c l . i .mat ic  r'egion whers  a .seed car1 g e r m i n a t e ,  

qruur, f l o w e r  and b e a r  f r tu i . t s  comfart :ably.  T h e r e f o r e ,  i . t  can 

be  s a i d  t h a t  i f  management d e c i d e s  and Gavrrmment s u p p o r t ,  

t;he commerr-ial hanks  u r i l . 1 ,  be akr1.e t n  implement; HRD 1.n i ts 

trtsc s p i v i t .  



w The study of  t h e  SBBJ < A  P u b l i c  S e c t o r  Bank) and uf 

t h e  UOP. ( A  P r i v a t e  S e c t o r  EatiL:) h a s  r e v e a l e d  that ;  Goad HHD 

c l i m a t e  n :< i . a t s ,  t h e  domi.nant . ~ t y l . e  o f  1.eade1-ship is 

develup ,nenta l  acid t h e  impor tance  atict implemen ta t ion  of  t h e  

t4n.D i n ~ t r u r n e n t s  i . 3  o f  a s i m i l a r  l e v e l  i n  b o t h  t h e  b a n k  

r e p r e s e n t i n g  P u b l i c  and P r i v a t e  s e c t o r .  T h e r e f o r e ,  i t  can  be 

cun~:ludcd t h a t  t h e r e  rsnma hard ly '  any i n f l u e n c e  o f  t h e  

s e c t o r  on t h e  s t a t e  and s c o n e  of HR.D i n  comnwr.ci.al hank:.s. 





7. 21 Suggestions 

7.21.1 S u g g e s t i o n s  g e t  p r o p e r  p1.acrrnent i f  t h e y  a r e  

scri.t.s.bl.y p v r f a c e d  lrri.th an irziue.  fin a+;tempt h a s  t t i ~ r r f o r - r  

been made tm i.der~ti:f.y prwt11.ea a.r-eazi and then  o f f e r  

suggea t ionr ; , .  Herice t h i s  p a t t e r n  h a s  been adup ted  i n  t h i s  

9 e c t  i o n .  

7.21.2 Leaving a s i d e  t h e  f a c t  t h a t  fa r ,  2. srrcr:s-jefu]. 

implementat ior i  o f  any t:a.;b:, i t  i.o one  o f  t h e  ner:r.s-.ary 

cmndi tioris to have a t  t h e  he1.m of  a f f a i r n  c h a . r a u t e r f ~ ~ . l ,  

competefit  and u r i l l i n g  pcop1.e g ~ ~ i d e d  i.1y h i g h e r  t r - u t h s  of. 

l i f e .  T h i s  is much tnorr needed orhen i l -  comes t o  iinpl.etnenti.ng 

HRD successfully. 

C3 W tE 

7.21.3 The Issue 

The <study tiae hrorrght i>ut  t h a t  t h e  tern1 W D  and i t s  

re1.at;ed asp5c:t.s d i d  n o t  and rfn nnt mean s t r i c t l y  t h e  same 

For.  . a l l  k t i r  or.gani.r,ati.or~~s a t  al.1 t h e  (11.ace.s. S t i l l .  t h e r e  is 

no cronscnswr i n  t h i s  reQarsd. D i . f f e r r n t  Q r u u p s  v s e  t h e  ,same 

te rm to mean d i f f e r e n t l y .  T h e r e f a r e ,  i t  c a n  b e  s a i d  t h a t  

HHD i.s y e t  t o  t a k e  a f i n a l  s h a p e .  



7.21.4 The Suggestion 

I t  i s  t h e r e f o r t !  s u g g e s t e d  t h a t  a l .1  t h e  p r o f e , a a i o n a l  

b o d i e s  a n d  academi.r:ians who a r e  r e l . a t e d  ta ClRn *shaiul.d a r r i . v n  

a t  a cominori1.y a c c e p t e d  f o r m  ar id  content,^ o f  HRU a f t e r '  t a k i n g  

i n t o  c o n 5 i d e r a t i o n  t-he pr -e~aer i t l . ; ~~  avai .1.able b:noll l ledge and  

mat i ! r . ia l .  O r  t h e  GnI niay c o n s t  i t u t e  a  r.t;ndy grocrp e n t ; r u s t e d  

:,ii.tA-t t h e  t a s k :  af r r v i v i i - 1 9  a t  c o n s e n s u s  a h c u t  t h e  f o r m  and 

m e a n i n g  of HRD, as k h e r e  i s  a siepa.rr . te M i n i s t r y  for HRU. 

T W U  

7.21.5 The Issue 

The s t u d y  has made an  a t t e m p t  t o  u n d e r s t a n d  t h e  t e r m  HRD 

and  during t h i s  sear -ch  a n  i n t e r e s t  in9 j o u r n e y  t h r a u g h  w h i c h  

t h e  t i t l e a  r e l a t e d  tn human b e i n g s  ( w i t h  o r g s n i r a t i a n a l  

c o r l t e : < # t )  t r a v e l l e d  w e r e  i . d e c i t i f  i c d .  I r i  t h e  up i .n i .nn  o f  t h e  

r e s e a r c h e r  HRD i s  a  d e s t i n a t i o n  o f  ' t h e  i m p o r t a n c e  j o u r n e y '  

through urh i c t i  peop1.e a t  war-b: h a s  + ; r a v e l l e d .  Tho rungs uf t h e  

i m p o r t a n c e  l a d d e r  t h a t  c a n  b e  i d e n t i f  i e d  a r e ,  n a m e l y  S o c i a l  

O b l i g a t i o r l ,  L a b o u r  W e l f a r e ,  P e r s o n n e l  Management ,  Human 

R e s o u r c e s  Management  a n d  Human Resources Deve lopmen t .One  

m o r e  t h i n g  w h i c h  came t o  t h e  n o t i c e  nf t h e  r e s e r a c h w r  warn 

t h a t  t h e  a v a i l a h l r  l i t e r 7 a t u r e  on HRD h a s  eomehaw i n c l u d e d  

a l l .  t h e  a c t i v i t i e s  r e l . a t i n g  t o  p e o p l e  a t  oror-b: b r i n g  c a r r i e d  

out b y  o r g a n i s a t i o n s  u n d e r  t h e  HRD c a n o p y .  



7.21.6 The Suggestion 

In t h e  l i g h t  of t h e  a f o r e s a i d  f a c t s  i t  is s u g g e s t e d  

t h a t  a1.l. t;he a c t i v i . t i e s  rn1.ated t o  t h e  human r e c n u r c e s  o f  

t h e  o r g m i s a t i o n  fcbrtnal1.y be  i n c l u d e d  in  t h e  s c o p e  o f  HRW o r  

a1.l t h e  l.~#.hlrs I.>@ merged i n t o  t h e  HRD.  Thia  a t t e m p t  wil l  

remove t h e  p r e s e n t  c o n f u s i o n  w i t h  r e g a r d  tn  t h e  tarma 

r e f e r r i n g  vari.our? a c t i v d i . t i e s .  T h i s  change  i f  a c c e p t e d  eri1.1 

cer- ta in1.y he1.p i n  implement ing  t h e  HRD a c t i v i t i e r  

s u r e a a f u 1 . l y .  An intst)r.ated vieel o f  a l l  such  ac:t i .vit : i .er  wi l l .  

a l l o w  r a t i o n a l  a t t e m p t  and s a v e  t h e  was taaqe  b e c a u s e  o f  

dcrp l i r -a t ion  arid t h e  f e a r  o f  ignori .ng some import;ant e l emen t .  

T H R f - Z E -  

7.21.7 The Iseue 

A f t e r  n a t i o n i t l i s a l - i a n  t h e  cnmmarcial  hank:.= enl-arcd i n t o  

an e r a  of  i d e n t i t y - c r i s i s .  T h i a  l e d  t o  many more problems 

i n c l u d i n g  d e f i n i g  t h e i r  r o l e .  S i n c e  tihe rn1.e s t a r t e d  

c h a n g i n g  vevy qu i . ck ly  t h e  management o f  t h e  i n d u s t r y  cou1.dn& 

d e c i d e  t h i e r .  s ty1.c  wf behav ing .  I t  h a s  bccn n o t e d  t h a t  t h e  

demands frnm +;hi,!; i n d u s t r y  was much nlo1.e than  L t a  c a p a c i t y  

t o  r e spond .  Thw ay l t e rn r  a.nd t h o  p e r s o n n e l  of  t h i l  i n d u s t r y  

ccluld n o t  r e - a d j u s t  t h e m s e l v e s  a c c o r d i n g  t o  tihe demands of  



c h a r ~ g e .  The banks ccrnt inu.ed . f u n c t i o n i n g  wel.1 even eri t h o u t  

a p p l i c a t i o n  of t h e  p r i n c i . p l e s  o f  p r n f e s e i o n a l .  management. 

Rut t h e y  c o u l d  n n t  a v o i d  t h i s  f o r  a  l ong  t ime  and s t a r t e d  

a s r i g n i n y  t h e  management n u m e n c l a t u r e  t n  t h e  a c t i v i t i e s  t h e y  

had been  c a r r y i n g  on  so ' far  w i t h o u t  b o t h e r i n g  to a c c e p t  

t h e  management cnncepks  i n  t h e i r n  t v u e  s p i r i t ,  may be because  

t h e  e:t i .st i .ng manpaerer was t r a i n e d  i n  t h a t  r e s p e c t .  In  t h e  

wake nf  new devrl.opmerito e l s e w h e r e  banks  cou.1.d n o t  r e s t r i c t  

t h e  e n t r y  o f  HHD. But unPartt.tnate1.y b a n k s  d i d  n o t  have t h e  

HRD t r a i n e d  personnel . .  T h e r e f o r e ,  t h e  under'starid i.nq and 

a p p l i c a t i , o n  of  t h e  c o n c e p t  c o u l d  nat f i n d  i . t s  bray in  banks  

a- dirscovered by t h i s  r a e s e r a c h  s t u d y .  

7.21.8 The Guggestion 

I t  i.s t h e r e f o r e  sirggesi:rd t h a t  t h e  ba.nL:e .~hou l .d  r e c r u i t  

HRD e: iper ' t~i  and handrwer t h e  task:  o f  i levelopi ,ng human 

r e s n u r c e r  i f  a t  a l l  t h e y  i r e  i n t e r e s t e d  t a  have s u c c e s s f u l  

HRD imp lemen ta t ion .  I t  i a  n ~ c e s 6 a f ' y  t i e c a u ~ e  t h i s  t a s k  crf HRD 

i s  eo techni.r-41 thaC i t  c a n n o t  be e f f  i c i e n t l y  per formed by 

t h o s e  AI(.IQ a r e  n o t  p r n p e r n l y  t r a i n e d  in  thi:a r m p r r c t .  



7.21.9 The Issue 

The s t u d y  tiaa brwugtit i t  o u t  c l e a r l y  t h a t  t h e r e  s : < i . r t s  a  

good CiRD C l i m a t e .  I t  h a s  a l , su  b r 8 0 u ~ t i t  o u t  t h a t  t h e  

lsaclsr- ,hip behaviocrr. o r  i e n t a t  i on  i s  d e v e l o p m e n t a l .  t h e  

f i r id i .nqr  o f  t h e  s t u d y  abou t  imp lemen ta t inn  r ~ f  t h e  HHD 

i.nstrl.rments ?+hnor t h a t  t h e  commercial  banks  a r e  n o t  a b l e  t c r  

implement; s f f i r i . e n t l y  even  t h e  most p o p u l a r  and ageulcl 

inrt.rurneni;s 1  i k e  t r a i n i n g  and pe r fo rmance  a p p r  i a a a l  . 
Therefor ' s ,  i . k  c a n  be conc luded  t h a t  t h e  banC:.~ a r e  y e t  to 

e n t e r  t h e  ernrld o f  HRD i n  its r e a l  s p i r i t .  

7.22.10 The Suqgeetion 

I 6  i s  t h e r e f o r e  s u g g e r t e d  i n  t h e  l i . gh t  o f  t h e  f a c t s  

ment ioned  i n  t h e  I s s u e  fucrr t h a t  t h e  managewant o f  bnnL:s 

and t h e  G o v e r n m ~ n t  s h o i ~ l c l  t a k e  an avuurd commitmer~t t h a t  HRD 

w i l l .  b e  i.splemant.ed i n  banks .  The f i r id ingn  o f  t h e  r e r e a r c h  

stiudy s u g g e s t  t h a t  the  banks  w i l l  be  a b l e  t o  implemerit HRD 

suc:esaful.l.y i f  t h e y  t a k e  n e c e s s a r y  steps rri.t;h a s e n s e  of 

cnmmitmer~t a a  cnmmr!rc:i.sl b a n k s  c o u l d  ba cnmpared t o  a 

p r e p a r e d  l a n d  t h a t  is s i . t u a t e d  i n  a f.avuurab1.e c l i m a t i c  

roepion whrr-e a  .seed c a n  g e r m i n a t e ,  grow, f l o w e r  and bear. 

f  r u  i  t.5 cnm.fnr!:ah 1.y. 



7.21.11 Tho Issue 

The s t u d y  h a s  b r n u q h t  n u t  t h a t  v a r i o u s  a t t ; r i b u t e s  have 

5h'~uln t h e i r .  e f f e c t  on t h e  o p i n i o n  e#pr.eseerf. Thi.s is p e r h a p s  

b e c a m e  o f  t h i e r  p r r s p e c t i . v e  m d  d i v e r s e  i n d i v i d u a l  g o a l s  

and e :cpac ta t  ion%. 

I t  i s  t h e r e f a r e  s ,uggos ted  t h a t  rrhi.le p l a n n i n g  and 

i.mpl.ementi.ny HRD a c t i . v i t i e s  t h e  bank managemrnt .should gi.ve 

p r o p e r  impurtxnc:e fa t h e  v a r i o u s  a t t r i b u t e s  s u c h  a s  

Age, academic hackgraund,  c h a n n e l  o f  r e c r w i  tmen t ,  p ].ace of  

p o s t i n g  e t c .  The HRD a c t i v i t i e s  must be d i r e c t e d  

t a rge tg rc iupwis r  . 

7.21.13 S u g g e s t i n n s  have  been made f u r  ovcrc:oming t h e  

d i f f i c u l t i e s  f a c e d  w i t h  r e g a r d  t o  HRD. The s t u d y  f i n d i n g s  

i n d i c a t e  that HRD h a s  n o t  y e t  found i t r  way i n  t h e  banking  

indu5tr.y i n s o f  a r  as t h e  HRD c u n c e p t  p r e e c r i t a e s  imprnvraen t  

o v e r  t h e  t rad i t i .ona1 .  persclnnel  f i m c t  ion. T h e r e f o r e  t h e  



re.searcherx has  n o t  ventured into u f f e r i n g  scrgge?it;i.nns w i t h  

regard  to o p e r a t i o n a l  mndal i.t i e * .  I n  the  n p i n i n n  o f  t h e  

reaearchcr. many more mic ro  resea.r'cherq:% on sevaral .  aspects  o f  

HRD w i  1.1 have t o  he undertaken fnr- astiessiny, i d e n t i  t y i n g  

and evggeat i.ng aperati.ona1, mndal. i t  i e s .  




