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ABSTRACT 

In the present-day competitive scenario of highly volatile banking organizations are facing emerging 
challenges are encountered in acquisition and optimization of human resource. Human Assets being 
valuable and scarce resources, it is considered as a source of sustainable competitive advantage. The 
success of an organization largely depends upon several factors but the most crucial factor that affects 
the banking performance is its employee. Human resourcA literature Survey of Factors Contributing 
towards a Success of Human Resource Practicese plays an integral role in achieving, innovating and 
managing high-quality product/ service. If the employees of an organization are satisfied with their 
j obs ,  t he  organi za t i on  can  ach i eve  i t s  goa l s  and  sus t ai nab i l i ty  become eas i e r .  

This paper is an attempt that, enlightened the banking activity which proposes on the strength of 
human asset. People are the direct factors contributing towards the productivity of bank’s services and 
people are its sole consumers. The literature study was conducted to reveal the extent of human 
resource management (HRM) practices usually practiced by the renound commercial Banks of India. 
The literature review is and effort in order to examine the factors that are involved in Human 
Resource Practice like employee selection and recruitment, Training & Development, salaries and 
wages, job analysis methods, performance appraisal, employee particiption etc. indicators to measure 
their levels of Human Resource Practices followed by the banks. 

Keywords: HR Practices, CommercialBanks and Employee Satisfaction. 

Ms. Khushboo Chhabra, Assistant Professor, M.K. Ponda College of Business and Management, 
Bhopal, khushboomkpc@gmail.com, 9300071430 

Dr.Neeraj Singh, Vice Principal, VNS Institute of Management, singh07@rediffmail.com 

8839486166 

Dr. Vishal Sood, Professor, Faculty of Commerce & Management, Sri Sri University, Cuttack, 
profvishalsood@outlook.com, 9425353922.   

INTERNATIONAL JOURNAL OF INFORMATION AND COMPUTING SCIENCE

Volume 6, Issue 8, August 2019 13

ISSN NO: 0972-1347

http://ijics.com



INTRODUCTION 

Human Resource Development is proposed to have considerable importance in the recent years, be it 
a bank, business organization or an office, the development of human resource is necessary and vital 
for its efficient and effective working through out. In an evolutionary process when developing 
economy fights to attain a significantly higher levels of living it can hardly overlook the need of 
developing its human talent to meet the bigger and new challenges of raising the quality of the life of 
masses (Barney, 1991; Khan 2010). The concept of HRD deals with the improvement of human 
quality in general and development of human skills, standards, comprehensions and application in the 
production enterprises in particular. As such, HRD has become an important programme of all 
organizations not only for enhancing the production efficiency/ productivity but also to bring about 
qualitative improvement among the workers at different levels (Punia& Sharma, 2008). 

The study of human resource management and practices has been an important and critical area in 
management and organizational performance.From last several years banking industry is catering to 
this turmoil of maintaining and retaining human skills and assets. The key research area from the last 
25 years is to evaluate the influence of Human Resource Management practices on organizational 
performance and indicates positive relationship between HR practices and organizational performance 
(Khan, 2010)..Banks showcase large dependency on Human resource management (HRM) practices 
as it is a vital independent variable in the present era.Management gurus and researchers were 
involvedin exploring how HRM practices affected employee performance, and overall bank 
p e r f o r m a n c e . 

Banking industry is termed as backbone of the major segments of the financial system that, plays a 
crucial role in the economic and social development of the country. A strong and healthy Banking 
system is crucial in the modern society as a financial intermediary and inhabits a unique position in a 
nation’s economy. Indian banking sector has been witnessing different transitional phases such as pre-
nationalization, post-nationalization and post liberalization phase. 

I. PUBLIC SECTOR BANKS 

Public sector banks are those banks that are owned, controlled and regulated by the government. In 
India 20 banks were nationalized in 1969 and 1980 respectively. Social welfare is there main 
objective that need to be focused by these banks. They are categorised into two groups i.e. 
Nationalized Banks and State Bank of India and its associates. Among them, there are 19 nationalized 
banks and 8 State Bank of Indiaassociates. Public Sector Banks tend to dominate deposits and 
advances in the current scenario of banking industry.Public Sector banks dominate the commercial 
banking scenario in India. These public sector banks canbe further classified into: 1) State Bank of 
India2) Nationalized banks3) Regional Rural Banks. 

II. PRIVATE SECTOR BANKS 

Private sector banks are those banks that are owned and managed by private players in the economy. 
An individual has control over management and decision making inthese banks by virtue of shares 
percentage held by him. Private banks came into existence to provide impetus, competition and 
platform to excel towardsthe performance of Public sector banks.Private banks target the needs that 
has potential to make the economy better and serve society with more sophisticated and competitive 
financial assets. The public sector banks were simply in the hands of the government, banks had no 
incentive to make profits and improve the financial conditions. The main difference is only that public 
sector banks follow the RBI Interest rules and strictly adhere to the same but private sector banks can 
effect some changes but only after prior approval from the RBI. 
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III. WHY HUMAN RESOURCE MANAGEMENT IS INTEGRAL PART OF BANKS: 

Human capital need to be rediscovered by the organisation to sharpen efficiency, effectiveness and 
survival for long in the economy. Thus it is necessary to acquire the qualified human resources, 
develop them and maintaining them becomes all the more important. Employee turnover not only 
reduces the human capital in an organization but also organizational productivity besides incurring the 
costs of acquiring human resources for replacement and developing them. Hence increased emphasis 
is being given to retention of human resources now a days especially with the onset of recent 
Revolutions such as Information Technology, which is labor intensive in nature, supported by 
i n c r e a s e d  g l o b a l i z a t i o n . 
Human Resource Management is an important and integral part for banks because banking is a service 
industry. Managing people and risk are two huge challenges to be faced by the banks. Efficiency of 
human capital makes it possible to minimise and control the risk arising out of varied investment 
decisions available within the bank. Banking has been and will always be a ‘People Business’ as it is 
custodian services and caretaker of investors investable. Though pricing is one of the important 
constraints, there may be other valid reasons why people select and stick to a bank. Banks must try 
and make an attemptto distinguish themselves by creating their own niches or images, especially in 
transparent situations with a high level of competitiveness and improves quality of services. In 
coming times, the very survival of the banks would depend on customer satisfaction and retention. 
Values need to be emphasized through concrete actions on the ground and it would be the bank’s 
human resource that would deliver qualitative services. In research, we have formulated five questions 
for the investigation which correspond to each of the phases of the process: 

 What are the key factors influencing Human resource practices in the banks? 
 

 What factors would be responsible for banks to decide transformationof human 
resourcepolicies? 
 

 What factors are key to negotiation process depend on the transformation of 
humanresource policies? 

 
In the process of responding to the questions of this investigation, it is necessary to have an in-depth 
review of related literature, with an aim of identifying the theoretical implications to the subject that 
may help us to figure out factors in the transformation of HR policies and practices in banks. 

 
Purpose of HRD Policy  

 
The well-definedHR policies can help an organization to demonstrate, both internally and 
externally to meet its requirements for diversity, ethics and training along with its commitments 
in relation to regulation and corporate governance of its employees. It can be well understood as 
if,the organisation need to dismiss an employee in accordance with employment lawrequirements, 
amongst other considerations, it will normally be necessary to meet provisions within 
employment contracts and collective bargaining agreements. The well- established HR Policy 
sets out obligations, standards of behaviour, code of conduct and documents disciplinary 
procedures, is now the standard approach to meet these obligations for both employee and 
organisation. They provide frameworks within which consistent decisions are made and promote 
equity in the way in which people are treated.  
HR policies can also be very effective and useful for supporting and building the 
desiredorganizational culture. Policies and procedures servesnumerous purposes as:  
1. They provide clear and well elaborated communication between the organization and their 
employees regarding their condition of employment.  
2. They form a strong base for treating all employees fairly and equitable grounds.  
3. They are a set of informative guidelines for supervisors and managers.  
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4. They serves to create a basis for developing explanatory employee’s handbook.  
5. They establish a firm base for regularly reviewing and appraising possible changes affecting 
employees on and off the job.  
6. They formulate a comprehensive context for supervisor training programs and employee 
orientation programs. 
 
Advantages of HR policies  
Human Resource Development policies are advantageous to organisation in following ways: 
1. It helps the managers at various levels to take strategic decisions without consulting their 
superiors. Subordinates showcase the willing to accept responsibility because policies were 
framed to indicate what is expected of them and they can quote a written policy to justify their 
a c t i o n s .  
2. It ensures long term welfare of employees and contribute towards making good employee 
relationship as favouritism and discrimination are reduced. Well-established policies 
ensureemployees throughout the organizationto be treated uniformly and consistently. 
3. It lays down the guidelines pursued in the organization through minimizing the personal bias of 
managers at all levels.  
4. It also ensures prompt action to be taken for decisions because the policies serve as standards 
to be followed. They prevent the wastage of time and energy involved in repeated analyses for 
solving problems of a similar nature.  
 
LITERATURE REVIEW:  

 
The purpose of this part is to present an understandable explanation of concept on HR policies 
and practices from various sources to support the research theoretically. The relevant HR policies 
can explain benefits of undertaking efficient HRM Practices in organisations and banks. The 
study gives an overview of these theories to indicate the importance of HRM in managing people 
within the organisations and banks. HR functions are explained in order to make a clear 
distinction of elements which playsa significant role in HRM. The HR policies including 
Training, Employee Development, Performance and promotions, Job satisfaction, Compensation 
etc. is discussed to present a logical frame work for HR policies, and explains how HRM operates 
its various elements in organizations and banks. The biggest challenge for banking industry is to 
serve the mass market of India. Companies have shifted their focus from product to customer as it 
is a service centric market. The better we understand the needs of customers, the more successful 
we will be to render quality.  

 
It was contributed and reasoned that hierarchical presentation and intensity can be improved by 
using elite work framework if well- defined HR practices were followed. Through universalistic 
and contingency approach utilizing regression (189 at 95% degree of certainty) investigating, it is 
recognized that overall utilization of HR practices shows more grounded relationship with 
authoritative execution (Deepak et al., 1989).It was noted in another examination postulation that, 
the significance of presence of employeesin the board of commercial Banks. The specialist 
featured the developing need in change of existing employees the executives of private and public 
sector banks. He says that the financial administrations becoming all around quickly and 
government approach towards private and outside banks additionally evolving. So in nowadays' 
private sector banks ought  to  pursue  the  standard HR practices (Bhat,  1992).  

 
The result of the examination called attention to that the service approach mirroring the extent of 
representative advancement determined worker results, for example, effectiveness and efficiency 
and employees work fulfilment. The results of employees because of such exercises were 
altogether related with the consumer loyalty and, subsequently, with the business execution, 
however just a few relationship to money related execution were huge. The executives ought to 
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know about this closeness, which has a solid impact client's view of administration quality 
(Schneider and Bowen, 1993). 

 
The examination characterized this arrangement or related HRM practices and techniques as 
improving the general execution of the organizations when all is said in done, HRM includes the 
structure and usage of benefit of inside steady approaches and practices that guarantee a 
company's human money to add to the accomplishment of its business destinations (Datta et al., 
2003). In the examination by researchers measurably noteworthy outcomes were acquired 
between HRM practices and work profitability. In that review they found that HRM practices, for 
example, preparing and improvement, pay and execution the executives positively affecting the 
association's benefit and profitability (Schuler and Jackson, 1997).  

 
The exploration underlined that the associations ought to understand that their reality or rendering 
quality services are for clients and they need to be given utmost priority. To accomplish this, 
Human Resource Policies and Strategies should be re-designed auspicious, to build up the core 
competences, which eventually think about execution of the association. The creator has 
proposed that the HR procedures need to consummately coordinate with the corporate techniques. 
The methodologies ought to have direct impact on the elements of HRM i.e., is directly from 
enrolment to division from the association (Tangrala, 2002).  

 
In his exploration theory, the present Human Resource Development practices in planned, co-
usable and private segment banks in Kolhapur District follow the same. The specialist looked at 
the HRD practices in Scheduled agreeable manages an account with open segment banks. The 
analyst discovers contrasts between two banks (Slokhe, 2002).  

 
It was contemplated in his examination postulation, in insight regarding the human asset 
improvement in business banks, a contextual investigation of a main open division bank SBI in 
Hyderabad Karnataka Area. He even dissected that the HRD practices in State Bank of India is 
standard and a few changes required for fortifying the labor of SBI. He likewise noticed the job 
of representatives' association in HRD capacity of the Bank (Arvind, 2002).  

 
It was analysed that,  the different HRM practices in Indian associations and the connection 
among HRD and the way of thinking of the executives. In this paper ―Philosophy of 
Management and Human Resource Management Practices in Indian Organizations‖, the creator 
noticed that the fierce business atmosphere got the wake of advancement, globalization and 
changing innovations are offering perplexing and provoking circumstance to administrators. He 
sees that Indian association is having a tendency to wind up focused to satisfy universally 
predominant guidelines (Singh, 2003).  

 
In an examination proposition it was discovered that the HRD atmosphere and inspected the 
different HR improvement exercises did in the administration area with reference to banking 
segment in beach front Andhra Pradesh. He noticed that, the client administrations are the 
triumphant edge in the aggressive economic situations. He further noticed that, how banks should 
confront the challenge and what changes to be made being developed of the banks (Kumar, 
2 0 0 7 ) .  

 
The examination talked about in his book ―Human Resource Management practices-Concept 
and Cases‖, the fundamental of human asset the executives all in all and its primary practices 
specifically. DR. Tiwari has seen that bearing of HRM endeavors in banks must be on skill, 
advancement of usage of fitness, inspiration for open administration, respectability and character 
building, building self-restraint and cooperation. As administration associations, banks have no 
other way out to fall back upon better usage of human asset for expanding efficiency and benefit. 
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The creator has put together his investigation with respect to HRM practices embraced by 
Kalapur Commercial Co-usable Bank Ltd. Ahmedabad and broke down its relationship among 
assurance inspiration, duty, work culture, modern relations, work conduct and social relations in 
the associations (Tiwari, 2007).  

 
The researcher considered the current approaches rehearsed in co-usable banks to evaluate the 
degree of HRD practices, to survey the fulfillment level of representatives about HRD practices 
especially Training and advancement and Reward and acknowledgment of workers. In the present 
investigation organized survey through inside and out close to home meetings is utilized to gather 
essential information. From enormous number of banks in Pune locale 16 are chosen for the 
investigation. Data was gathered from 30 workers of various level. The investigation embraced 
irregular examining with respect to the determination of agreeable banks. The examination 
uncovered that preparation causes representatives to increase better comprehension in the 
territory of Job and this will upgrade their load of information. Broad preparing giving the 
constant improvement, for example, hands on preparing, preparing projects and workshops can be 
a driving element for the exercises in the firm. The present paper likewise recommends the ways 
and means by which the chose co-employable banks can improve their superior exhibitions of 
work practices (Purohit, 2012).  

 
The Bank's exhibits changes in the degree to which they had all around created practices and 
arrangements covering the Selection, Employee Training, Compensation and Benefits, Staffing 
practices, Employee Relations, Internal Career Opportunity, Employment security, Employee 
investment, Promotion Practices, Employee Development, Performance Appraisal, Job 
Definition, Communication and Job Satisfaction of its representatives. The straightforwardness 
and keeping up value of these strategies diminish feeling of distance at work and such Practices 
make trust in the perception of the employees which thus may advance the profitability of the 
employees and focus on goal achievement of the bank. 
 
OBJECTIVES 
 
The major objectives of the study is as under: 
 

 To study the factors affecting Human Resource Practices. 
 To evaluate the viability in light of various studies. 

 
DISCUSSION 
At an individual level, investment in human resources improves earning capabilities of any 
organisation. Therefore individuals and families may have more money to do many things 
including and also to invest for their own further skills development. There is a very strong 
linkage between investing in human resources development and improvements in the quality of 
work life. Developing countries, Human beings cannot be developed if they do not have enough 
food, are in poor health or cannot read or write it is a big setback and the growth will be 
hampered. For developing countries, it is extremely important that all members of the society 
have access to human resource development activities, especially the poor, women and 
populations in rural areas. As per human resource the most vital pillars are viewed as 
participation and choice of an appropriate intellectual skill. The financial reward and motivation 
obtained in terms of incentives for participation in production activity is the main way that 
individuals are able to participate in the quality-of-life benefits that are created by development. 
Increased job satisfaction and a sense of personal worth arising from increased productivity are 
also very important contributions to quality of life and HR practices. The enhanced capabilities 
created by development enlarge the choices made available to both individuals and nations. 
Historically, HR practices has been referred towards developing human resources in order to 
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increase economic productivity and therefore a nation’s wealth, which is very closely linked with 
economic outputs and uplifting standard of living. However, within current definitions and 
discussions, especially in the context of developing countries, there is more emphasis on the 
human aspect of Human Resource Development. So, in the development context the meaning of 
the term’s human resources development and human resource practices are very much 
interconnected. 
 
Key Considerations for Successful Human Resource Policies  
 
Recruitment, Placement and Staffing 
 
It is assumed that Human resources is a key element that, drives any organisation hence it is 
important for the organisations to have access to the human capital for all levels of management. 
It is equally important to have right person at right place so as to ensure the successful completion 
of task assigned. As defined by author human resource planning as an HRM practice that 
facilitates managers to anticipate and meet changing dynamics related to the acquisition, 
deployment and utilization of its employees in a most efficient manner (Kleiman, 2000). Another 
set of authors suggested thatthefirst and foremost step towards humanresource planning 
ispersonnel forecasting. They forecasted attempts todetermine and ensure the supplyanddemand 
for varioustypesofhuman resources expertized in their own areas to perform jobs 
withintheorganization wheretherewillbelabourshortagesandsurpluses (Noe et. al., 2007). Hence 
right selection is necessary to put efforts to work and contribute to organisational excellence. 
 
Job Definition, Career Planning, Training, Internal Career Opportunities 
 
In the second phase it is more likely said that Induction, Proper Job definition, role clarity and 
proper career path should be communicated to every employee. This will create sense of 
confidence and trust among them. They will have a healthy environment and workplace to 
showcase their skills and talents. Finally, Training should be given to sharpen the saw of 
knowledge and skill resulting in enhanced learning that, will be favourable to the success of 
organisation.The study mentioned that higher education institutions have begun to adopt and 
acquire corporate style human resource management practices such as careful recruitment and 
selection of  specialized staff, extensive use of systems and communication, teamworking, 
individual responsibility for training and learning, more participation in decision-making and use 
of performanceso as to have a better results (Hill, 2000). 
 
Employee Development, Relations, Participations and Security 
 
Another key element for HR policies and practices are Employee development Relations, 
Participations and Security i.e. 360-degree development so that he can have a flavour of 
everything and can be used as a multidimensional human asset. This will result in improving 
relations among all the levels of management and employees will voluntarily participate in all 
activities and will be outperforming their limits. Finally, there will be a probability of high job 
security as employees will excel in their job and work hard towards achieving organisational 
goals.As explained by (Noe et. al., 2004), towards the economies of work, the forward-looking 
management is one which provides ample of opportunities for development to its employees to 
develop human capital. Employeescan bethe bestpartners inany growing enterprise ifthey are 
maximally developed, trained andwhentheyreachtheir optimumpotential. Conflicts in the 
institutions need to be addressed immediately. According to (Jocano, 2001),the most effective 
method of resolving workers’ grievances against management and management’s grievances 
against workers is the informal dialogue between the aggrieved worker or his representatives and 
management representatives. 

INTERNATIONAL JOURNAL OF INFORMATION AND COMPUTING SCIENCE

Volume 6, Issue 8, August 2019 19

ISSN NO: 0972-1347

http://ijics.com



 
Performance Appraisal, Promotion and Comepensation 
Agoodperformance appraisal system reinforces an organization’s strategicbusiness plan by 
focusing attention on employee’sprogress towardmeeting theirportion ofplan.In effect, 
appraisalsystem lets employees know whatisexpected ofthemindthuschannelstheir behaviour’sto 
properdirections. Another study by (Shepherd et. al., 2009) revealed that regular and frequent 
performance evaluations are a routine part of life for marketing faculty, what ever their 
institutional affiliations. 
Jobevaluationisaimedatdetermining relative worthofajob.Itcomparesjobstoanotherbased 
ontheircontentwhichisusually definedin termsofcompensable factorslikeskills, efforts, 
responsibilitiesandworkingconditions. Accordingto(Noeetal., 2007),incentive 
payispaidtoindividualperformance, profits andothermeasures ofsuccess.Organizations 
selectformsofincentivepaytoenergize,director controlemployees’ behaviour.Itisinfluential 
becausetheamount paidislinkedtopredefined behaviour’soroutcomes. (Dessler, 
2007)mentionedthatincentives are usuallypaid to specific employees 
whoseworkisabovestandard.Employeebenefits,on theotherhand,areavailable toallemployees 
basedontheirmembership intheorganization.   
 
CONCLUSION 
The concluding notes of the investigation showed; a) Leadership execution at Private sector is 
higher than Public sector organisation. b) The positions of authority in private sector bank were 
fundamentally higher on all the ten skills when contrasted with public sector bank. Results are 
apparent in such manner. c) The positions of authority in private sector emergency clinic were 
essentially higher on system, correspondence, connections, designation and certainty when 
contrasted with the public sector medical clinic. d) The positions of authority in public sector 
aircraft were fundamentally higher on procedure, information, learning, impact, relationship, 
trustworthiness and certainty when contrasted with the private sector carrier. Discoveries further 
report that 360-degree appraisal apparatus gives increasingly exact and supported assessment of a 
person's skills to pass judgment on his presentation as a pioneer. Further it has been reasoned that 
authority advancement is a basic component to improve the authoritative foundation. Preparing of 
public and private sector experts must fuse administration abilities and information to expand the 
general competency of the workforce. In spite everything being equal, we accept that the 
improvement of Leadership Role and Competency is a special and notable commitment that can 
be utilized by both public and private sector associations. Creating qualified and capable public 
and private sector pioneers is a basic advance in structure the foundation expected to address 
hierarchical difficulties in both the sectors. In the interest of this examination, it was seen that 
legitimate HR practices are not trailed by a large portion of associations independent of their 
public or private status. It was discovered that private sector banks are having, somewhat, tasteful 
administration execution when contrasted with public sector associations. Concerning the worker 
business relationship appropriate HRD instrument isn't pursued. It is helpful that a few or the 
majority of the HRD systems are being utilized by all the co-usable units. In the event of 
remuneration and advantages, the connection between the representative and the business are 
missing shared getting, trust, certainty and steadfastness which influence the working of utilizes 
gravely. 
 
 
 
RECOMENDATION 
 
In the interest of this examination; it was seen that appropriate HR practices are not trailed by the 
a large portion of associations independent of their public or private status. It was discovered that 
private sector banks are having, somewhat, acceptable authority execution when contrasted with 
public sector associations. With respect to the worker manager relationship legitimate HRD 
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instrument isn't pursued. It is motivational that a few or the majority of the HRD components are 
being utilized by all the co-usable units. If there should be an occurrence of pay and advantages, 
the connection between the worker and the business are missing common getting, trust, certainty 
and unwaveringness which influence the working of utilizes severely.  
 
To improve the nature of HRM, pioneers must change the change in outlook from Manager to 
Leadership is basic in all the public and private sector associations. There is coordination required 
in all aspects of the HR divisions by which the mission of an association ought to be got precisely 
and easily.Organizations ought to guarantee that correspondence procedure should stream every 
which way, upward, descending, in parallel similarly as of idea of 360 degree Feedback to 
connect wanted outcomes from the workers. By which the job and duties of pioneer is getting to 
be confusing. Leadership needs evaluation for development. For development of conduct 
expertise and characteristics , preparing, advancement of character to perform better influential 
positions, visit utilization of 360 degree criticism evaluation ought to be made in associations 
from all sectors upward, descending, and parallel additionally to get input from down lines of 
association . Regular checking and assessment of key activities is a significant piece of the 
procedure and is an apparatus for proceeding with advancement and improvement. This device 
ought to judicially be used in each association.  
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