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Abstract  

State Bank of India is functioning under the challenges thrown in by market economy. To survive in the highly 
competitive scenario, managers are being pressurised to improve quality, increase productivity, cut down cost and eliminate 
inefficiency. The collective efforts of the employer and the employees assume relevance in this context. And this is where 
HR practices can play a crucial role. The success of the Banks depends not only on the satisfaction of their customers but 
also the satisfaction level of the employees working in the banks. The level of satisfaction of the bank employees can be 
ensured and enhanced by effective HR-practices adopted by the Banks. In this regard, the research has made an attempt to 
verify the HR-practices of one among the Public Sector Banks i.e., State Bank of India, situated in Rangareddy District of 
Telangana. The results of the study have been discussed in this paper. This research article to be critically examined of the 
theme of this paper Human Resource Management practices in the State Bank of India – A Study of Rangareddy  District 
in Telangana State. 

 
Key Words : Banks, HR-Practices, Public Sector, Financial Services, Customer  Services, Innovative Practices, Work 
performance  
 
STATEMENT OF THE PROBLEM 

“Human Resource are like natural resources. They are offer buried deep. You have to 
go looking for them. They are not just lying around on the surface.”----Ken Robinson 

Indian banking is the lifeline of the nation and its people. Banking has helped in developing the vital sectors of the 
economy and usher in a new dawn of progress on the Indian horizon. The sector has translated the hopes and aspirations of 
millions of people into reality. Today, Indian banks can confidently compete with modern banks of the world. Before 20th 
century, usury, or lending money at a high rate of interest, was widely prevalent in rural India. Entry of Joint stock banks 
and development of Cooperative movement have taken over a good deal of business from the hands of the Indian money 
lenders, who although still exist, have lost their menacing teeth. In the Indian Banking System, Public Sector banks exist 
side by side with Private Sector banks and play a supplementary role in providing need based finance, especially for 
agricultural and agriculture –based operations including farming, cattle, milk, hatchery, personal finance etc. along with 
some small industries and self employment driven activities. The success of the Banks depends not only on the satisfaction 
of their customers but also the satisfaction level of the employees working in the banks. The level of satisfaction of the bank 
employees can be ensured and enhanced by effective HR-practices adopted by the Banks. In this connection, the author has 
made an attempt to verify the HR-practices of one among the Public Sector Banks situated in Rangareddy District of 
Telangana State. The results of the study have been discussed in this article. 

Brief History Of SBI 

The evolution of State Bank of India can be traced back to the first decade of the 19th century. It began with the 
establishment of the Bank of Calcutta in Calcutta, on 2 June 1806. The bank was redesigned as the Bank of Bengal, three 
years later, on 2 January 1809. It was the first ever joint-stock bank of the British India, established under the sponsorship 
of the Government of Bengal. Subsequently, the Bank of Bombay (established on 15 April 1840) and the Bank of Madras 
(established on 1 July 1843) followed the Bank of Bengal. These three banks dominated the modern banking scenario in 
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India, until when they were amalgamated to form the Imperial Bank of India on 27th January 1921. The State Bank of India 
emerged as a pacesetter, with its operations carried out by the 480 offices comprising branches, sub offices and three Local 
Head Offices, inherited from the Imperial Bank. Instead of serving as mere repositories of the community's savings and 
lending to creditworthy parties, the State Bank of India catered to the needs of the customers, by banking purposefully. The 
bank served the heterogeneous financial needs of the planned economic development. The bank boasts of having as many 
as 14 local head offices and 57 Zonal Offices, located at major cities throughout India. It is recorded that SBI has about 
10000 branches, well networked to cater to its customers throughout India.  

As per the records of the  SBI  as on 31st January, 2020 the State Bank of India has 2,400 branches at National 
Level, 580 Branches in Overall Telangana State and total 187 Branches in Rangareddy  District. All the branches are fully 
equipped with computer and with online transactions, have a total 58,559 ATM”s giving service for their consumers at 
National wide. SBI is one of the best public sector bank. It is the best bank for public services. 

Human Resource Management is a modern term for what has traditionally been referred to as personal 
administration or personal management. Human resource  management’s function is to assist the general manager or the 
top management in keeping the employees satisfied with their jobs. Human Resource Management practices refers to 
organisation activities directed at managing the pool of human resource and ensuring that the resources are employed 
towards the fulfillment of organizational goals. Human Resource Management practices the activities, policies and practices 
involved in planning, obtaining, developing, utilizing, evaluating, maintaining, and retaining the appropriate numbers and 
skill mix of employees to achieve the organization’s objectives. Presently banking sector are competing through 
implementing the unique HRM practices and due to the globalizations organizations adopt the most up-to-date HRM 
practices in order to achieve the organizational goals. Best HRM practices are valuable for both employee and employer; it 
plays an important role in supportive growth and competency of the Banking Sector. 

The State Bank Group includes a network of eight banking subsidiaries and several non banking subsidiaries. 
Through the establishments, it offers various services including merchant banking services, fund management, factoring 
services, primary dealership in government securities, credit cards and insurance. 

HR-PRACTICES IN SBI. 

 Today's increasing complex and volatile business environment characterized by globalizations, liberalization and 
the transnational invasion have created enormous challenges to organizations. Efficient human resource management is one 
of the most essential requirements for survival in this competitive world. HRM practices refer to organizational activities 
directed at managing the pool of human resources and ensuring that the resources are employed towards the fulfillment of 
organizational goals.  HRM deals with planning, acquiring the right people, retaining/developing the people, and managing 
people separation/exit. Therefore, the major challenge for any organization is to manage its human resources in such a 
manner that it can justify their need for the right jobs. Innovation is something that leads to reduction in cost of operations. 
It definitely results in increasing profitability and a better life for society. 

Innovative Recruitment & Selection Practices  

This factor includes all those innovative HR practices which aim at attracting maximum number of highly talented 
applicants and selecting the best to achieve competitiveness.  

i) Pre –Defined and clear outlay of Recruitment and Selection Respondents of the present study told that one of the 
major innovative HRM practices under this head is that there is a well-defined recruitment and selection policy in the banks. 
Earlier, only a few banks had a pattern of recruiting people through employee referrals. But now a day, a pre-defined policy 
of hiring people is available in most of the banks.  

ii) Selection of Professionals Banks have also started selecting professionally qualified personnel, e.g. MBAs, CAs, 
Agricultural officers etc. for different posts. Earlier, only private sector banks were employing such professionals for their 
various departments, but now, public sector banks have also started using this practice.  
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iii) Selection According To Service Attitude Banks are giving due weightage to the service attitude and competence in 
the selection procedure these days. This policy is being adopted by the HR department of the banks keeping in mind the 
fact that employees with positive service attitude will work more efficiently and increase the business ultimately. 

 iv) Holding on Policy One of the major problems that the bank employees were facing in earlier times was that if they left 
the organization due to any work pressure or other reason, then they were not stopped or hold on by any employer. But now, 
even the regional or circle managers of the banks use a “Retention” policy for the employees so that they may not leave the 
bank quickly. 

 v) Availability of Bank Communities on Social Networking Sites Availability of bank communities on social networking 
sites is found to be another innovation in the recruitment process. Popularity of the social networking sites has forced all 
the sectors to have this facility enabling the members of the community to seek the necessary information and to be in touch 
with each other.  

vi). Checking the Profile of Candidates on These Sites These days, most of the banks, especially private sector, have 
started using social networking sites for the purpose of recruitments. With the help of these communities, the HR department 
checks the candidate’s profile on social networking sites to decide the candidature for the job.  

vii) Result Oriented Policy of R&S In the present scenario, the HR department of banks has also started formulating a 
result oriented recruitment and selection policy for their banks. 

Management practices 

i) Performance Matrix The very common innovative HR practice of performance management has been that the 
performance matrix or some other competency mapping models being used for employee’s performance reviews. All private 
sector banks under the study are following this innovation in the performance management practices for a long time.  

ii) Goal Review Based Appraisal The respondents under the study also exposed that goal reviews and competency review 
systems, the two common methods, are being used for appraising the performance of employees.  

iii) Appraisal on Fair Objective Data The employees are being assessed for their fair objective data. These data may relate 
to their deposits, advances, NPAs, or profit per employee. These objectives and fair data helps the employers to appraise 
the employees without any biasness and good performers are benefitted from this.  

iv) 360 Degree Performance Appraisal Another innovation is that they are reviewing the performance from multiple 
sources e.g. superiors, juniors, peers etc., i.e., 360 degree performance review system, which was not prevalent earlier, is 
being implemented in most of the banks.  

v) Option to Challenge the Appraisal These days, the employees of a few banks have the power to challenge their appraisal 
done by the HR department or by their superiors, if they disagree on some issue. But for this, they need to represent to the 
higher levels with solid proofs and evidences.  

vi) Full Awareness of the Performance Appraisal Policy Moreover, there is a complete awareness of the Performance 
Appraisal policy of HR department among all the staff members so that they are well aware of what they have done and 
what they should not have done.  

Innovative Practices 

i) Availability of Educational Opportunities at Workplace Education related opportunities are being provided at the 
work place for the career enhancement of the bank employees. This has increased their dedication towards work in their 
present organizations. A few private banks just like AXIS bank are also providing opportunities to their employees to get 
enrolled to professional courses so as to enhance their skills as well as degrees.  
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ii) Easy Approval to the Job Applications This study identified that one latest innovation in the career development of 
employees is that the applications sent for the career opportunities outside the bank are being approved by the HR 
department and regional managers quickly, which were either verbally denied by the top management or delayed for 
approval.  

iii) Promoting on the Basis of Merit Banks are also organizing written tests and interviews for the promotion process so 
that merit can be one of the criteria for promotions. A well-planned career development system along with internal 
advancement opportunities based on merit, results in high motivation among employees, which has an impact on firm 
performance. 

iv) Providing timely Promotions Fast track promotion process is also one common innovative practice identified in the 
study. Earlier the employees had to wait for years to get promotions. But these days, they get faster promotions, even in two 
to three years. Public sector banks like Punjab National Bank and Bank of India are using this technique to refill the higher 
posts quickly.  

Motivational Practices  

i) Using Music at Work Place Use of music at workplace, to improve the performance, is one major innovation found in 
the study. SBI has introduced the concept of playing light music in its branches so that a calm and soothing environment 
can be provided to the employees as well as to the customers. Other banks too have started following this practice.  

ii) Providing Day Care Centers There is an arrangement of day care centres in most of the surveyed banks for the children 
of employees, so that they have no difficulty in maintaining work life balance. In these day carecentres, they can drop their 
children while they are at work. This won’t even divert their minds towards their family while working. Young mothers 
remain satisfied when their little ones are not far away from them.  

iii) Work Autonomy In the last few years, greater work autonomy is also being provided to the bank employees. This helps 
them to work according to their best possible capability without any interference and they try to give their best. This is a 
kind of brain storming exercise through which the employers can get best out of the minds of their employees. 

 iv) Making Available ESOPs Availability of Employee Stock Option Plans is a practice which has been innovated in the 
banking sector for a last few years so that the employees feel that they are also the owners of the banks. This feeling makes 
the employees more loyal to their organization.  

v) Providing Loans at Discounted Rates Availability of loans and advances at discounted rates to all the employees is 
also another common innovative HRM practice leading to motivation of the employees. They can get loans on simple 
interest for getting vehicles, constructing house or even educating their wards. This helps the employees financially and 
motivates them to increase their efficiency. 

 vi) Giving an Option of Flexible Working Hours Some of the banks are also providing flexible working hours to enhance 
the productivity of employees. Banking hours are generally common everywhere, but a few banks have started giving an 
option of flexible working hours in two different shifts so that the employees can work according to their comfort. HDFC 
bank is an example.  

vii) Organizing Stress Management Programs Arrangement of stress management programmes, art of living classes, 
yoga sessions etc. are distinct innovations which have not been there in the banking system earlier. These practices are the 
best boosters and relaxers for the bank employees who are mostly under work pressure.  

viii) Encouraging Team Building Attitude By encouraging team building attitude in the employees, the HR department 
of banks has started a new practice of motivating them. They work in teams and learn new skills. This increases their 
confidence and hence they feel more motivated. 
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 ix) Giving Best Employee Awards Announcement of best employee awards was a common practice in the private sector 
banks, but these days, the public sector banks have also started the same practice to motivate their employees. Few banks 
have recently introduced the practice of writing the best employee’s name on the display board in the regional centres or 
even in the branches of their banks. Better-motivated employees lead to higher individual achievement and improved 
organizational performance. 

Development Climate In The Bank 

In the booming and blooming Indian economy all the industries are doing well in the market and Indian banks are 
also performing well comparatively. In the booming economy and the continuing expansion most of the banks facing 
challenges to perform well and it clearly brought out by the fact that, contrary to public perception, it is not just the new 
private sector banks that are doing well. There are few public sector banks are also doing well and got the place in top 10 
best performing Indian banks. And it’s worth mentioning that these public sector banks have performed so admirably in 
spite of the fact that they operate with many handicaps, such as strong unions and the inability to offer market salaries and 
incentives and burdened with huge workforce. The secret of success of any company simply depends on how they treat 
employees and keep them satisfied. For that they have design their human resource process like recruitment, selection, 
training and development, performance appraisal and other based on employee perspective in order to benefit them. In India 
the banking industry becoming more competitive than ever, private and public sector banking are competing each other to 
perform well. The executives of the bank are now in the position to modify their traditional human resources practice in to 
innovative human resource practices in order to meet the challenges from other competitive banks. Effective human resource 
practices relate to Bank’s performance by contributing to employee and customer satisfaction, innovation, productivity and 
development of a favourable climate in the Banks. 

In order to verify HR practices adopted by the chosen public sector bank in RANGAREDDY   District, the following 
functions have been chosen by the author as attributes of HR-practices. 

 Recruitment and selection 
 Training and development 
 Performance appraisal 
 Career development 
 Motivation 
 Compensation management 
 Grievance Handling. 

The success of banks would depends upon the satisfaction of their customers and the efficiency of their employees. 
The success of the Banks operations could be enhanced by providing prompt services to the customers. On the other hand, 
the banks should ensure that the service providers (employees) in their banks are satisfied. Unless the employees of the 
banks are satisfied they can not make the customer of their Banks realize satisfaction. Therefore, every bank should design 
a well effective and sound HR – Practices system to keep the workforce satisfied to provide a satisfactory services to their 
customers. By keeping above in mind the below stated objectives have been framed for this research. 

1. To explore the HR practices in  State Bank of India, Rangareddy  District. 
2. To find out the satisfaction level of bank officers on HR practices of their banks. 
3. To measure the relationship between the demographic characteristics of bank officers and their level of satisfaction 

on HR practices. 
4. To offer suitable suggestions to increase the level of satisfaction of the Bank officers if needs. 
 

 



 
Cover Page 

  

  
 
DOI: http://ijmer.in.doi./2022/11.05.70 

            

 

ISSN:2277-7881; IMPACT FACTOR :7.816(2022); IC VALUE:5.16; ISI VALUE:2.286 
Peer Reviewed and Refereed Journal: VOLUME:11, ISSUE:5(4), May: 2022 
Online Copy of Article Publication Available (2022 Issues): www.ijmer.in 

Digital Certificate of Publication: http://ijmer.in/pdf/e-Certificate%20of%20Publication-IJMER.pdf 
Scopus Review ID: A2B96D3ACF3FEA2A 

Article Received: 2nd May 2022   
 Publication Date:10th June 2022 

Publisher: Sucharitha Publication, India 

 

 
56 

 

Variables chosen for the study 

 Demographic variables of Bank Employees (Age, Gender, Designation and Work Experience) 
 HRM functions (Recruitment and Selection, Training and Development, Performance Appraisal, Career 

Development, Motivation, Compensation Management and Grievance Handling). 

Hypotheses of the study 

1. Gender of the State Bank of India officers does not influence their satisfaction level on HR-practices. 
2. There is no significant relationship between the age of the State Bank of India officers and their satisfaction level 

on HR-practices. 
3. Designation of the State Bank of India officers does not have any influence on the satisfaction level on HR-practices. 
4. The satisfaction level of the State Bank of India officers on HR-practices does not differ with respect to their work 

experience. 
 

SAMPLE 

State Bank of India among the public Sector Banks operate in RANGAREDDY   District has been chosen for the 
study. In RANGAREDDY   District 580 State Banks are functioning. 171 officers (Drawn 3 officers per Bank) of different 
age group, different gender, different designation and different length of work experience have been chosen as respondents 
for this study  (Table-I) by using simple random sampling technique. 

Table – 1: Demographic Characteristics of SBI Officers 

Characteristics N %* 
Gender   
Male 143 84 
Female 28 16 
Age   
Below 30 Years 23 13 
31-50 Years 107 63 
Above 50 years 41 24 
Designation   
Assistant Manager 123 72 
Branch Manager 26 15 
Senior Manager 22 13 
Experience   
Below 10 years 20 12 
11-25 Years 117 68 
Above 25 Years 34 20 

* Expressed in rounded off Percentage 

DATA COLLECTION TOOL 

Required data have been collected from the chosen respondents by using well structured schedule. The schedule 
contains the items related to the demographic variables of the employees and the major attributes of HR-practices namely 
recruitment and selection, training and development, performance appraisal, career development, motivation, compensation 
management and grievance handling. 
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Table-II Results of ‘t’ Test for Gender and HR Practices 

HR 
Practices 

Gender 

‘t’ value ‘p’ value Male Female 

Mean SD Mean SD 

 67.69 8.81 70.64 10.90 0.79 0.57 

STATISTICAL TOOLS USED 

 Percentage Analysis 
 One-Way ANOVA 
 ‘t’ test 

ANALYSIS AND INTERPRETATIONS 

It is found from the analysis of the data collected from the chosen officers of State Bank of India that all SBIs 
functioning in RANGAREDDY   district follow HR-practices. However, the efficiency and the performance of the HR-
practices differ among banks. Further the satisfaction level of the chosen employees for the study differs on the HR-practices 
adopted by the State Bank of India. To find the answer in order to accomplish the research objective “To measure the 
relationship between the demographic characteristics of bank officers and the level of their satisfaction on the HR practices”, 
the hypotheses framed for the study have been tested by using the statistical tools ‘t’ test and One-Way ANOVA. The 
summarized results of these tests are illustrated in Tables II and the same is discussed here. 

FINDINGS AND SUGGESTIONS 

Data collected from the various cadres of bank officers were converted as percentage and mean scores. The careful 
analysis of the percentage and mean scores reveals interesting findings such as: 

 Both male and female bank officers expressed almost the same level of satisfaction on “HR practices” followed in 
their respective Banks. 

 The older and younger bank officers fall in line with their level of satisfaction on “HR Practices” and middle aged 
bank officers expressed slightly low level of satisfaction on “HR practices” than their younger and older colleagues 
/ counterparts. 

 Among the bank officers, the Assistant Managers expressed slightly low level of satisfaction over “HR practices” 
than their superiors, namely Branch Managers and Senior Managers. 

 The satisfaction level on “HR practices” of their banks expressed by highly experienced officers is found to be at 
higher level and at the same time the State Bank of India officers belong to low and medium experienced categories 
expressed almost same level of satisfaction toward the “HR practices” followed in their Banks. 

SUGGESTIONS 

The outcome of the research study offers certain valid suggestions to the policy makers of the bank, SBI such as: 
The banks should review their performance appraisal system by conducting an opinion survey among their officers. The 
chosen bank officers expressed concern over compensation Management and Grievance Handling procedures. Therefore, 
the administrators of State Bank of India should look into the matter pertinent to compensation and grievance handling 
mechanism and redress their grievances on compensation. The existing HR practices of the chosen bank, the State Bank of 
India should be strengthened by incorporating the justifiable views of middle aged bank officers, the officers in the cadre 
of Assistant Managers level and low and medium experienced officers. 
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CONCLUSION 

The research study “HUMAN RESOURCE MANAGEMENT PRACTICES IN STATE BANK OF INDIA – 
A STUDY OF RANGAREDDY  DISTRICT” carried out in State Bank of India situated in Rangareddy   District discloses 
various facts, such as the chosen Banks (N=57) in Rangareddy District follow HR-practices. However, the efficiency and 
the performance of HR-practices differ among banks.  The success of the banks basically depends on the development of 
the bank employees. Along with coherent development of the worker, technical infrastructure of the bank must be ensured 
to develop the effective of the employee. Considering the present dynamic global business environment.  Though the bank 
officers insignificantly differ themselves in the level of satisfaction on HR practices on different functional areas of HRM 
of their banks, yet all are satisfied over the HR practices. Further the demographic characteristics Gender, Age, Designation 
and Work Experience do not influence the level of satisfaction of the State Bank of India officers on the HR practices 
followed by the SBIs situated in RANGAREDDY   District of Telangana State. 
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