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Abstract 

The aim of this article analyses the 

training and development practice of public sector 

banks in Thanjavur district.  Training and 

Development is a key factor of human resource 

management practice.  The more objective of the 

present paper is to study the existing status and 

role of training and development programmes for 

banks for their employees.  Training and 

Development also improve the organization 

performance of an employee and at each level of 

organization.  The current research theme is 

descriptive and based on primary data collected 

through a questionnaire filled by different bank 

employees.  Some change has also been considered 

with the change in environmental development.  It 

is suggested that the training and development are 

inevitable and unavoidable in any sector. 

Keywords: Bank, Training & Development, 

Performance, etc. 

I. INTRODUCTION 

Training and Development is a key factor 

in human resource management practices. To 

improve an employee’s performance in an 

organization training and development is an  

 

attempt; which also enhance the knowledge and 

skills in his/her through learning or by changing the 

attitudes of employees. Among organizations 

training programs have become widespread after 

the Second World War. Nowadays in India, to 

perform well, public banking sector and private 

banking sector are competing with each other.  

In banks, nowadays traditional HR 

practices are being modified into innovative HR 

practices. In a human resource development 

process, one of the most important segments is 

training and to develop a human resource are also 

important in this fast-changing environment. In a 

planned way, human resource development is a 

continuous process; which ensures the 

competencies, effectiveness, and motivation for the 

employee’s development. To work efficiently in an 

organization training motivates employees. 

Sometimes training also proved as a problem-

solving tool in an organization. In today’s 

competitive world, to fight out the challenges from 

other banks, an HRD department has to play a more 

important role in shaping the employees. For any 
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organization both training and development are 

important. 

Traditionally, banks have recruited young 

school leavers, and their initial training was either 

long apprenticeship or on-the-job or formal training 

in basic routine operations. Aspirants to 

management position were encouraged to qualify 

professionally by reading for associate-ship of the 

Institute of Bankers or an equivalent qualification. 

It was argued that banking requires the exercise of 

sound training and development programmes for 

their employees. 

Literature Review 

The revolution has made in the banking 

sector changed from the traditional mode of 

operation to presumably better ways with 

technological innovation that improves efficiency.  

Jadhav (2013) studied the training 

programmes undertaken by banks for their 

employees. The main objectives of the present 

study were to analyze the effectiveness of training 

and development programmes for employees to 

discharge their duties and to study how training and 

development programmes help to achieve customer 

satisfaction. It is concluded that private and public 

Indian banks undertake training and development 

programmes for their employees to increase their 

efficiency. Banks provide training programmes to 

enhance their knowledge and skills to satisfy the 

customers. The growth of banking sector in India is 

the result of skilled manpower which is the 

outcome of training and development.  

Srimannarayana M. (2011) in his study 

found that Training and Development is a very 

important component in the modern Human 

Resource Management and the scope of training 

and development vary from one organization to 

another. The present study is based on primary 

data. The study revealed that more than 75% of 

respondents have believed that performance 

improvements made because of training are an 

extremely valuable measure and 70.48% have 

believed that transfer of learning is extremely 

important. Almost (95.24%) respondents have 

mentioned that they collect feedback from the 

participants after completion of the training 

programme routinely. 

Ramakrishna et al. (2012) have studied 

that the Human Resource Development department 

has to play a more proactive role in shaping the 

employees to fight out the challenges. The banks 

not only have to make plans and policies and 

devise strategies, the actual functionaries have to 

show competence and effectiveness in executing 

the said policies and strategies. A sample of 85 

employees covering all Canara bank branches in 

Kurnool District has been considered for the study 

at random. The study revealed that the employees 

have attended more training and development 

programmes, employees strongly agreed about the 

necessity of training and development programmes, 

the majority of the employees rated trainer’s 

preparation as good, employees rated trainers 

creating learning atmosphere and employees given 

an overall rating for training and development 

programmes. 

Sthapit (2012) pointed out that the 

strategic human resource development factors 

affecting the evaluation of induction training 

effectiveness in Nepali banks. The study was based 

on the survey which was conducted during Feb, 

March 2012 on 104 low and middle-level managers 

of Nepali development banks established from June 

2001 to June 2010. The study revealed that 

induction training as most effective in terms of 

learning and least effective on the behavior change 

criterion. 
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II. OBJECTIVES 

1. To find out the existing status of training and 

development programmes of Public sector 

banks for their employees.  

2. To find the association between the 

effectiveness of training and productivity of 

banks. 

3. To study the weather training program 

improves the technical knowledge and skills of 

employees of public sector banks in Thanjavur 

District. 

4. To suggest to improve the technique of 

training and development for bank employees. 

Research Methodology and Design  

Research methodology comprises a 

number of alternative approaches and inter-related 

and frequently overlapping procedures and 

practices. Since there are many aspects of research 

methodology, the line of action has to be chosen 

from a variety of alternatives the choice of suitable 

method can be arrived at through the objective 

assessed and comparison of various competing 

alternatives. A research design is a basic plan, 

which guides the data collection and analyses the 

phases of the research project.  

The research design of the present study 

was mainly “explanatory” in nature as the main 

purpose of the study was to explore nature and 

extent of deterioration in the quality of training and 

thereby to find out whether the employees were 

satisfied with the training of Public sector banks. 

When competitive environment highly influenced 

by the quality of product available in a market 

heavily depends upon the efficiency and 

effectiveness of manpower i.e. the human resource.  

Primary and secondary data 

To carry out the objectives, the researcher 

has used both primary and secondary data. The 

secondary data and information have been collected 

from various sources like business newspapers, 

journals, magazines, RBI Reports, and publications 

etc. Primary data has been collected through a 

structured questionnaire from the employees of 

public sector Bank.  

Sample design  

For the purpose of the study, the researcher 

selected the branches of public sector bank in 

Thanjavur district on the basis of random and 

stratified technique. Random and stratified 

sampling is the least expensive and least time to 

consume of all sampling techniques. The sampling 

units are accessible, easy to measure and 

cooperative. The researcher personally contacted 

200 employees public sector bank in Thanjavur 

region. They were appraised about the purpose of 

the study and request was made to them to fill up 

the questionnaire with correct and unbiased 

information. 

SELECTION OF SAMPLE RESPONDENTS 

Designation wise distributions of employees 

PNB 

 Frequency Percent Cumulative Percent 

Valid 

Top level 36 18.0 18.0 

Middle level 78 39.0 57.0 

Lower level 86 43.0 100.0 

Total 200 100.0  
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SBI 

 Frequency Percent Cumulative Percent 

Valid 

Top level 76 38.0 38.0 

Middle level 80 40.0 78.0 

Lower level 44 22.0 100.0 

 Total 200 100.0  

  

IOB 

 Frequency Percent Cumulative Percent 

Valid 

Top level 61 30.5 30.5 

Middle level 89 44.5 75.0 

Lower level 50 25.0 100.0 

Total 200 100.0  

Inference 

                 It is observed from the above tables all 

banks are that 20% of the respondents belong to 

Top level, 40% of the respondents belong to 

Middle level and the remaining 40% of the 

respondents belong to the Lower level. 

Gender Wise Distributions of Employees 

Particular 
SBI 

Total 
Male Female 

Male 
PNB 

Male 49 20 69 

Female 30 19 49 

Total 79 39 118 

Female 
PNB 

Male 27 22 49 

Female 21 12 33 

Total 48 34 82 

Total 
PNB 

Male 76 42 118 

Female 51 31 82 

Total 127 73 200 

Inference 

It is observed from the above table that 

60% of the respondents are male and the remaining 

40%are female. 

 

Age Wise Distribution of Employees 

 

Age 

Total 20-

30 

30-

40 

40-

50 

Above 

50 

Age 

20-30 8 14 7 0 29 

30-40 12 48 28 3 91 

40-50 11 49 18 0 78 

Above 

50 
1 1 0 0 2 

Total 32 112 53 3 200 

 

 

 

 

Inference 

 It is observed from the above table that 

17% of the respondents come under age group 20-

30, 53.5% comes under age group 30-40, next 28% 

comes under age group 40-50 and the remaining 

1.5 % is of above 50. 

Data Interpretation 

The questions were designed to facilitate 

the respondents to identify major strengths and 

weakness of the Corporations and provide insights. 

The endeavors were to identify the key training & 

Development issues, on which employee’s 

perception can be obtained like training need 

analysis, adoption of development bases strategy 

and effect of training on bank’s performance. The 

respondents were requested specifically to ignore 

their personal prejudices and use their best 

judgment on a 5 point Likert scale. The purpose of 

this exercise was to make the response a true 

reflection of organization reality rather than an 

individual opinion. The 5 point of the scale 

indicated in the questionnaire are- 1. Strongly 

disagree 2. Disagree, 3.Indifferent, 4. Agree and 5. 

Strongly agree 
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Perception of employees regarding induction training 

Factors S.A Agree Indifferent D.A S.D.A Total 

Induction training contains all the necessary 

contents which are required to train you. 

33 100 34 19 14 200 

16.5 50 17 9.5 7 100 

Induction training is of sufficient duration. 
7 87 80 23 3 200 

3.5 43.5 40 11.5 1.5 100 

Induction training is given adequate importance. 
19 100 68 11 2 200 

9.5 50 34 5.5 1 100 

The induction training is the base on which you will 

decide to draw a conclusion to work with this 

organization 

32 102 43 19 4 200 

16 51 21.5 9.5 2 100 

You would expect the induction training to include 

practical knowledge and fieldwork related to your 

department. 

69 74 40 17 0 200 

34.5 37 20 8.5 0 100 

 

Need analysis based training 

Factors S.A Agree Indifferent D.A S.D.A Total 

You are aware of your career path in this organization. 
56 86 31 13 14 200 

28 43 15.5 6.5 7 100 

You have an opportunity at work to learn and growth in 

this bank. 

7 101 71 15 6 200 

3.5 50.5 35.5 7.5 3 100 

In the past two years, your bank has changed the way to 

conduct training need analysis. 

27 108 48 11 6 200 

13.5 54 24 5.5 3 100 

There is variety in your job which helps you to do 

different things at work, using several skills and talents. 

27 92 58 21 2 200 

13.5 46 29 10.5 1 100 

You have a high degree of technical knowledge for your 

job. 

54 90 40 11 5 200 

27 45 20 5.5 2.5 100 

 

Effect of training on performance 

Factors S.A Agree Indifferent D.A S.D.A Total 

In your option does training need analysis lead to training 

effectiveness. 

47 91 39 6 17 200 

23.5 45.5 19.5 3 8.5 100 

To what extent you got training according to your job 

profile 

12 95 74 16 3 200 

6 47.5 37 8 1.5 100 

Training has provided adequate opportunity to reflect and 

plan improvement in your task. 

22 102 53 20 3 200 

11 51 26.5 10 1.5 100 

You have got encouragement for your work after having 

training. 

30 97 61 11 1 200 

15 48.5 30.5 5.5 0.5 100 

Training helps in increasing employee’s Productivity. 
51 81 47 15 6 200 

25.5 40.5 23.5 7.5 3 100 

Development based theory 

Factors S.A Agree Indifferent D.A S.D.A Total 

In your opinion where your bank stands in respect of 

developing the way of training in the past few years. 

45 100 25 17 13 200 

22.5 50 12.5 8.5 6.5 100 

There is any continuous evaluation of training 

provided. 

7 91 82 16 4 200 

3.5 45.5 41 8 2 100 

Training provided in your bank is affected by 

competitors’ strategy. 

22 93 67 13 5 200 

11 46.5 33.5 6.5 2.5 100 

Training provided in your bank is planned and 

systematic. 

39 85 55 18 3 200 

19.5 42.5 27.5 9 1.5 100 
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III. FINDINGS AND DISCUSSIONS 

 It is observed from the above tables all banks 

are that 20% of the respondents belong to Top 

level, 40% of the respondents belong to 

Middle level and the remaining 40% of the 

respondents belong to the Lower level. 

 It is observed from the above table that 60% of 

the respondents are male and the remaining 

40%are female. 

 It is observed from the above table that 17% of 

the respondents come under age group 20-30, 

53.5% comes under age group 30-40, next 

28% comes under age group 40-50 and the 

remaining 1.5 % is of above 50. 

Finally, we compared the overall content 

of both the banks, so the whole conclusion of this 

analysis is that the private sector bank provides 

more effective training as a comparison to the 

public sector bank. If we see the present status of 

the standard error of public sector bank in case of 

gender and management level then we find out that 

in both cases is insignificant in the public sector 

bank. The finding of the study shows that the 

training and effectiveness boost the morale of the 

employee upgrade skills improve their performance 

and gives them the opportunity to get lucrative jobs 

and excel in their jobs also. The findings show that 

the training aimed at providing the trainee with the 

opportunity of changing their behaviors and 

contributes to their effectiveness and upgrading 

their skills. 

Recommendations 

 There is a need for a continuous program of 

training for every individual to work as a 

member of an effective team and activate the 

potential to achieve the corporation’s goal. 

 For effective training output, the HR 

Department should provide the training to the 

workers within their working hours. 

 It would be imperative to maintain organized 

training staffs which are capable of performing 

all training functions including needs 

assessment analysis and evaluation. 

 There is still found informal training need 

assessment procedure in the banking sector. It 

could be most important to involve most of the 

training staff in needs assessment and 

evaluation and also could consider a formal 

needs assessment procedure. 

 Different organizations should always 

determine the training need that would be most 

suitable for the achievement of organizational 

goals. 

 The authority of both public and private banks 

should evaluate the training needs assessment 

in the banking sector with developed countries 

on a regular basis. 

 The benefits of Training and Development 

methods have to be utilized for practical 

purposes rather than they being used just to 

reflect it on paper. 

IV. CONCLUSION 

Training is a necessity in the changing 

environment, planned and systematic training 

should be made compulsory in public banks. It 

brings changes in behaviour, the attitude at any age 

and helps in increasing the organizational 

performance. The organization should encourage 

more facilities during training and also off the job 

training because it is one kind of encouragement to 

improve the interest towards the training and 

development program. By providing training, 

employers support the skill development of their 

employees. If the training is good then the 

employees will contribute their maximum to the 

achievement of the organizational objectives. The 

result of the present study shown that the training 

practices in the selected branches of PNB, SBI, and 
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IOB are average and there is a lot of scope for 

improvement. The researcher found that the 

training and effectiveness programs have a positive 

impact on the performance of both male and female 

employees but the results show that it has a greater 

impact on the performance of male employees 

group. 

This can be due to the reason that mostly 

female employees bear additional responsibilities 

towards their families. The researchers found that 

most of the banks have their own training institute, 

management attitude is very positive for training 

support and budget, incentives are given for 

trainees, and overseas training opportunity. 

However, there is a lack of needs assessment 

before training. The corporation should take 

necessary steps in such a way that employees 

should feel training is essential to enhance the 

productivity and customer satisfaction to meet the 

present challenges in India. 
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