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Chapter - I 

Introductory 

1.1 In p~rsuance of the Government' ~ policy on social 

control over commercial banks as announced by the 

Deputy Prime Minister; the Governor~ Reserve B~nk of India, 

constituted on the 9th December 1967 a WGrkin~ Group on 

Training Facilities for the senioi" ana. middle level 

personnel of cormnercj.al banJt:s with the f0110wing members .... ip 

and terms of reference:-

!{embe rshl p 

(1) Shri B.N. Adarkar 

(2) " N.M. Chokshi 

(3) " T.A.Pai 

(4) Prof. Varanasy 
S.Murty 

(5) Dr.V.A. Pai 
Panandtker 

(6) Shri D.N.Maluste 

(7) " J.S.Ahluwali!l 

Deputy Governor, 
R~s~rve B~nk of India. 

Chairman, 
Bank of Baroda Ltd., 
Apo'.lo Street, 
:Som'oJay-l. 

Chairman, 
Syndicate Bank Ltd., 
Mani!Jal (S.K.), 
Mysore State. 

p~oressor of Business 
Management, 
Jamnal a1 Ba,i a.1 Institute 

of Mana~9ment Studies, 
tTni "/ersi tv of Bombay, 
Bombay. 

Officer on Special Outy, 
Go,ernmen~ ot India, 
Ministry of Finance, 
New Di'lhi. 

Execut~ve Director~ 
Reserve Banle of India, 
Bombay. 

Fersonne 1 Ha:Jap.:er, 
Reserve Bank of Indta, 
Bombay. 

Chairman 

Hember. 

-do-

-do-

-do-

-do-

Member­
Secretary 
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1.2. Terms of reference 

The principal terms of reference set be~ore the 

Working Group were :-

.(i) To suggest the lines on which mana~ement 

orientation programmes may be organised 

for senior and middle level executives of 

commercial banks with particular re~erence 

to the social and economic objectives of 

h3.nking, ali~ning individual bank's cre"lit 

operations to national cre~it policies and 

priori ties, and exnsnsion, both functiona 1_1 V 

and territorially, of bankinp: services. 

(ii) To examine how far tpe tra1nin~ facilities 

available to the executive an1 su~ervisory 

staff of comnercial banks are adequate to 

promote the objectives mentioned above an~ 

to su~~est measures POl'" their improvement 

and extension. 

(iii) T6 suggest measures for -

(a) the co-ordination of the activities of 

the training institutions of the Reserve 

Bank of India and the State Bank of India 

and other commercial banks, and 

(b) the periodical review of the activities 

the reof. 

2.0. Method of work 
2.1 Towards the examination of the problems, we issued 

a questionnaire to commercial banks havine; deposi~s of 
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over 8s.10 croras and to all foreign commercial banks, 

requesting them to supply data about the existing 

arrangementa for training of senior and middle level 

personnel. We also sought their su~~estions re~arding 

the conduct of orientation and training ~rogrammes for 

their officers and the proposal for the sottin~ UP of 

an all-In8ia Institute which would function as an apex 

institution for training the personnel of commercial 

banks, organising advanced manap:ement development 

programmes, promoting ~esearch in banking ~rocedures 

an~ practices and training techniques, and arran~in~ 

the preparation and ~ublicatj"0n\of books or pamph"J.ets 

on banking and allied subjects. 

2.2. We received replies from 29 Indian commercial 

banks and 13 foreign banks. The Group had"had rliscussions 

with 2'9 persons (mentioned in A:.pendix I) includir..~ 

Chairmen and/or senior executives of some of the Indian 

and foreign banks, a few management ex-perts, educationists 

associat~d with commercial colleg~s and in1ividuals 

having knowledge or experience of tra~ning or education 

or allied fields. Only one person submitted a written 

memorandum gi ving his" views on the various issues. 

3.0. Structure of the Report 

3.1 For suggesting an overall sch.eme of' formal training, 

the Working Group has set forth the ~eneral considerations 

in Chapter II. It has tl'en attempted to analyse in 

Chapter III the existing erfort at training, its scale 
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and nature, and the gaps which remain unfulfilled. 

On the basis of the ga~s thus identified, a detailed 

scheme for organising overall trainin~ for the banki~ 

industry has been suggest~d in Chapter IV. 

3.2. The working Group believes that s~eedy and 

effective implementation of its various recommendations 

will go a. long way towards developin~ the banking 

profession so as to enable it to ~lay its ri~htful 

role in the national economy. 
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Chapter II 

Developing the Banking Profession 

1.1 The central theme of the new bankin.e; policy of the 

Government of India revolves around two principal iss!les, 

viz. (a) evolving appropriate ~uidelines for the commercial 

banks with respect to mobilisation of deposits, extension of 

credit and impr~vement in bankin~ services ~enerally and 

(b) ensuring implementation of this ~olicy by orienting the 

decision-makin.e; processes of the commercial banks. The 

declared policy envisa~es handling the latter issue, amon~st 

other thin~s, by professionalizin~ the mana~ement of 

commercial banks, by improving the technic~l expertise of 

banking and by instilling a sense of independence and an 

awareness of national priorities in the bankinp.; profession. 

1. 2 The policy objective of social control is to reorient 

the existing policies and practices of the commercia1_ banks 

with the primary aim of m~king credit an instrument of 

d~velo_pment. 

2.0 . Role of Banking 

2.1 Banking ~s recognised not merely as a means of 

financi~ economic ~tivity but as a catalytic agent in the 

developmental process. - All t~e more so because com~erclal 

credit plays a central role in harnessin~ the various 

productive foroes that p,;enerate wealth and real outnut of 

the national econo~y. Credtt offers a most ~otent lever in 
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the hands of the monetary authority and the commercial 

banking system to aid tre ?~OC3SS of 3ur r..ational 

development. It is because of thiE: leey role of credit, 

apart from the fact t.hat commercial banks al'-3 trustees 

of the savings' of the cOHmunitv, th8.t the nation has a 

fundamental stake in the efficient, proner and social~y 

purposeful operation of the ba~kin~ svste~. 

3.0 Social Objectives of Banking 

3.1 The pararr.nunt social ooiect~vt)' cf hankine: is to 

protect the interests of the depesi tors. Though essentially 

regulatory in character, this objective is of prime 

importance because the st.rcn}!,th oF' the "h~1ki;1..:!; industry 

depends entirely upon the faith of the doncsiinrs in it. 

Apart from this, there are c'?rta·tl" ?osJ.tive c~j3ctives 

which the bankin2; system has to l~eep in Vi8~v, In parU.cuLir: 

must not be exclusive ~nthelr ~bn~~~g ~olicia~ Rnd ~~st 

. 
It is in the li!?;ht cf t~'1is .)b.iec:"':l.Vl; tnat U''!e':' I'Y"Us'u 

meet the crail.i t need.s of th~pri0('it7 3cct,jt'S e:: p.JCi~ lly 

agricul ture} small scali':'; int~us ':':::'7, .c,xpcrt-s an(i n ... '" 

entrepreneurs. 
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3.2 To play such a role, the commercial banks must 

expand their coverage both geographically and f~mctionally 

by developing their network around +re countrv and by 

increasing the range of banking services so that more and 

more economic activities are brou.e;ht witrin the coverage of 

the bankerl sector. As bankin.e; involves a hi,ghIv sensitive 

relationship of trust and confidence between the banker and 

his customer, both as a de~ositor afld as a borrower, the 

commercial banks must aim at maintainin~ the operating 

efficiency, especially the quality of service, at a hj~h 

level. 

3.3 The proposed changes in the composition of the boar~s 

of directors and the appointment of the professional chiar 

executives in the commercial banks are basically a re~lection 

o~ the changes visualised in the bankin~ sYstem. TheSE 

cha~ges are essentially desip';ned to make +,he manaEr,ement of' 

the conmercial banks more attuned to their social roles so 

that the social obJectives coul(1 be e-Pfectively f't .. 'f'iPeri. 

3.4 The concept of professionalisine; bankin.e; onens vast 

opportunities for those who seek bankin~ as a carder. 

Those who have ,joined a bank in the lowest part of the 1a('}der 

have now possibilities of risin~ to the top. This has to 

be made nossible by creating opportunities for trainin~ and 

management development within a particular bank and the 

banking system as a whole. 
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3.5 The needs of a df:>velopinR; economy and of the bankil1p.; 

system itself, which has to grow and expand to meet the 

challenges of economic growth" call foI' a new outlook and 

new aspirations in those who w.)r¥" in the Indian baukin~ 

system. Not only a ciJange in t,he atti ~ude is called for 

in those who are in mana~ement but also these attitudes 

have to percolate to the personnel at the fiel1 level who 

are to be in contact with the people. Danks will have to 

give more attention to the aspact 0f mal1a~ement development, 

so that at all levels of mana~ement ~n a bank, including 

the lowest and at the field level which is far more import~nt, 

people are imbued with the aims F..nd 2'oal s that the banki!'lp.: 

system has to set for itsel~ in the interests of the country. 

4.0 Task For Training 

4.1 The task before the WQrkin~ Group was not of merely 
/ 

designin~ a training programrr.e :tn variou~ techniques and 

processes of -'banking, but ~1. so sl~~~esting me thods of 

translating these SOCial ohjactives into an operatin~ 

progr~rnne essen"ttal!y thro:J~h the devel0timent of t!19 

banking profession. I~ co~orete terms, the Workin~ Grou~ 

was to suggest speci:r"'i'J m£a-:;ureE~ snor~ tarrn and lone; term, 

to inculcate the social I)b.i9ctivet.~ of' b::ll1kinp.; into the 

thinking of t.hp. h3r..Jdn~ pEorsornel ~7ith the help of a 

training and ~evelop'"1ent pr'lr;rc..rr.me. 
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5.0 Approach to Training 

5.1 .The Working Group has not vtewed traininp: j n te'·';·.'" 

of its limi ted connot.ation of providin.q' formal 'ins-t !~uc·-. -

tton' to bank personnel. Such a narrow view is neithep 

indicative of the true nature of the effort that is 

inv01ved nor of t.he character of the process necessa~y 

to achieve the results. 

5.2 Traininl2; must per~eate the .'2:e'1era o~ganic;at;O'1at 

process, not bein.Q' confined mere 1 v t.o (he forf'1a' or c~ as:::; 

room aspect.s. As a broa1er process, trainin~ involves 

proper orientation of the officer to a jo~, deve'opin~ 

the necessary ski 11S in him - te~h'1ica ~, concentl'al an1 

human-givin~ him a wide ran~e of experience ~v Droper 

placements on the job, adequate deleo-ation of a,dLoritv 

and supervision and ~uidance, an!} f'ina'""!v l.inkinp: it to 

t.he perfonnance a~praisal system lea1.in~ to T)ro"-,er 

promotional policies and practices. The u 1 tirrote 

objective of all suc'" effort is to make an off'ieer not 

merely a p.;ood banker but also to tleveloD his not9ntial 

as a leader in the profession of bankino::. 

5.3 There are ~ood reasons why the issue is ~o~e1 in 

the broader context of the t.ra inin.'; proce ss. Al10ve 

it must. be empha sis ed t~at the to tal trainin!" f.I .... o~s., 

which helps the development am C!.rowth of an of'f'icer, 

is crucial to the successful imp1ementaUon of ·~e new 

banking policy. This total training process must, 

therefore, be explicitly reco.c:mised for its kev :"o"'e ,:,;,1 

made an inte~l:'"al part of the commercia.' hanlrin.cr Svst3:r-. 
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5.4 The character of the trainin~ ~rocess is, on the 

other hand, related to the learning process itse1f. To 

bring about the necessary chan~es ·in human behaviour~ 

learning has to be a continuous and conscious ~rocess. 

It must also cover the large number of individua1s who 

man the banking industry so as to ·develop a pro~er 

understanding and knowledge of the potential role of 

banking in development. 
.' 

5.5 The beneficiaries of systematized training nrogrammes 

are not only the officers but the bankin~ industry itself. 

Training not only results in improved productivi~y and 

performance, but als.o in providing for management succession. 

Increasingly, therefore, training has been looked u~on as 

a tool of management for achieving the ultimate obiective 

of doing a job or providing a service. 

6.0 Types of Training 

6.1 There are at. present two broad types of traini~. 

Training is imparted for a job in which the entire design 

of the programme is to ensure development of those skills 

and attitudes in an orficdr which are most re~evant to his 

job performance. While the obidctive of such trainin~ is 

limited to. matehing the officdr wi th the .1ob, it is 

nonetheless highly relevant to the successful performance 

of the responsibilities of a job assigned to an individua"'.. 

6.2 The other type of training is not intended to ~rovide 

any specific skills but to add to the perspectives of an 

officer, to improve his analytical. and conceptual ski lIs, 
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and to develop him to occupy a series of higher posjtions 

in the organisation. This type of training is :oarticularlv 

necessary for those parsons who have a potential for 

occupying "positions of higher responsihilitv and lea~ershio 

in the organisation and the industry. 

6.3 Both these tynes of trainin~ are essential for the 

successful operation of commercial bankin~ in this country. 

Unless officers are properly trained for the job, their 

operating performance would not be adequate or satisfactory • 
.. 

Similarly, unless the personality of the officer is developed 

both in terms of his conceputal, or~anisational and human 

skills, his caoacity to grow in the banki~·industrv and 

occupy the positions of leadershi:o in it wou1d be imneded. 

7.0 Pre-condi tions to effective Traininp,; Progralll1les 

7.1 At this stage it should be emphasized that by 

themselves the tra;ning and development orogrammes would 

not be able to touch even the fringe of the nrob1em, un"! ess 

other key personnel processes are a'.so simul taneous'.Y 

covered. In particular, trainin~ would be ineffective 

unless the quality of ~rsonnel available within the 

commercial banks is satisfactory. It is, therefore, 

necessary that proner trainin~ and develo~ment pro~rammes 

are preceded by appropriate recruitment and sel~ction 

policies and practices in the commercial banks •. 
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7.2 The ma.lor" problem in recruit.ment is to attract the 

right tv~e or personnel in the bankin~ industry. It also 

implies an organised and well darined recruiu.ent nolicr 

which stresses qualification for the .job rather than mere 

length of service. It is'recognised that evolution or such 

a policy may not be easy under the existing conditions. 

Considering the importance or attracting sUDerior talent, 

the banking industry must work towards such a n~~sive 

policy. 

7.3 In addition to recruitment, the selection ~rocesses 

a1"e equally im-portant. In the main, the y mus t be able to 

achieve that degree of selectivity ,,,hich brings ,about a 

congruence between the requirements of th6 job and the skil:s 

of the selected candidate. By itself this is a complex 

problem and requires a properly developed system of tests. 

In addition, it is n9cessary to ensure that the officer to 

be selected has the ~otential ror growth. 

8.0 Traditional Training. 

8.1 Traditionally, training at the officar level in 

commercial banks is largely given o~ +."'e ,10b. More often 

than not this nrocess j.s somewhat unconscious without a 

clear theme and Dolicy content. As a result, the officer is 

not fully conscious of the relevance o~ the ex~erience to 

his understanding of the banking industry in its wider 

aspects. 

8.2 In other word~ - _,-the-job trainin~, unless consciously 
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in t.heofficer. Such experience, t.herefore, remains 

unassimilatcj with t.he consequence that. not only the 

growth of t.he officer but the ~evelopment of the banking 

industry itself may be stunted for ina~equate ~rowth of 

leadership from within. 

8.3 The scheme of formal training for developing t.he 

banking profession is elaborated in the ensuin~ chant.ers. 

It covers both the trainin~ for the job and development or 

the officer's personality which will help him to occupy 

positions of higher responsibility. The non-formal aspects, 

however, need further elaboration, especially since the,v 

remain entirely within the operating framework of a comroercial 

bank. 

9.0 Training - General Aspects. 

9.1 Of the general aspects of training which are outside 

the ambit of formal training;, the most. import.ant are proper 

job placement, adequate delegation of auth~ritv, and proper 

supervision and guidance in day-to-day work of officaps. In 
/ 

many organisations it has been noted that the skills of an 

individual officer are often not pro~erly matched with the 

job to be performed. Again in making the placement of these 

officers, conscious attention is not paid to the placement 

as a meth ' and tool of their development. Absence of a proper 

design of ~acement policies and practices had thus denied 

these organisations an important device of bringing 

qualitative improvements in their offic·ers. 



-14-

9.2 The development of the officars is also linked with 

the opportunities they get to exercise their jud~ment in 

making decisions. It ,has, howeve~ .... , been noticed that most 

of the commercial ,anks have an inadequate delegation of 

powers of their officers. As a result, there is not onlv an 

excessive centralization of responsibility and hence 

operating inefficiency in banking) but also poor opportuni ty 

for the officers to develop their decision-makin~ skills and 

leadership capabilities. 

9.3 In the perspective of the bankin~ industry of the 

future, where the professional personnel is €xpecte1 to nlay 

a central role in the development of banking in the country, 

it is ,but appropriate that the co~nercial banks take stens 

to devise a more decentralized system of decision-making in 

their day~to-day matters. Commercial banks could, with ~rofit, 

organise internal cOlllllittees for management purposes so that 

matters perta,inine; to cre,dit policies and decisions are 

properly worked ou\.,and at the same time provide the climate 

of participative management so essent'ial to the future of the 

industry. It is understood that in.one bank the conmittee of 

senior of. ~ers consisting of th41 ~hief executive and his 

colleagues!. \d more powers than er:joyed bv the chief executive 

singly. Such a practice inevitably helps the growth of ~ 

~reater sense of responsibility in the exercise of discretion 

and executive authority. 
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9.4 The matter of supervision and ~uidance in day-to-day 

work needs little elabor~tion. It is the qua:ity of such 

supervisior .. and guidance which J"'epresents t.he essence of 

on-the-job training. To" provide sueg. sUl'Jervision and 

guidance, the superior o,f:ficers must have both the t:!_Me 

and the necessary condi tipninR; from the or~ani satj o:1a-l. 

system itself. One eff'ective root}.od of doing so, whict has 

been tried elsewhere, is to make this f'unct:!..on of 3u('e:'"'vi3irr) 

an important iteffi in the "evaluation or the performance of 

the senior officer himself. Unless such a policy is ePfectively 

implemented, the senior officers mav not feel the cQm~u1siDn 

of developing their ,juniors. 

9.5 The need for a proper perform~~ce appraisal system 

which is linked w~" th promotional ~);)licies and -practic'3s, 

deserves special emphasis. Wpen promotions become pu~oly 

a function of seniority or such other considerations, th'3 

damage to the organisation takes place iOn several \-nys. Not 

only are the so promoted senior officer'S unable to "provi~e 

the leadership to their subordinates, but the very chara~te­

of the organisation tends to ~et demoralised. ConslrlerinE; 

1e growing responsibilities of banl{in~, such practi0l~"S can 

have serious adverse implications on its effic:!..enc) an~ 

performance - hence the need for developing -proper nro~otional 

policies and appraisal systems. 
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Need for Research Support 

At this stage, it may also be mentioned that the 

development of the bankin~ profession in the country is 

vitally linked with the research effort in the field. To 

expa.nd the frontiers of' our knowledp.:e and briml: about 

improvements in the day-to-day operati~ meth01s, it is 

necessary to make a deep an1 intensive nrobe into the 

methods and techniques. of bankjn~, to experiment and ievise 

new ones, and to open fresh vistas through which bankin~ 

can be made more effective, efficient and healthy. 

10.2 On the other hand, the development of bankin~ technology 

is not enough. Banking as a key social and economic 

institution has to be sean, understood, and developetl in the 

national context and nee.ds. In tha.t sense banking: poliey 

has to be continually examined, reviewed and revised 

so that it is abreast of the changing reqllirements of the 

national economy. There·must, therefore, be a continuous 

reeearch in the various facets and asoects of bankin~. 

But' it would not be enough to conduct such research. The 

findings of such efforts must be transferred to the persons 

who have to run and operate the. vast banking: network. Such 

research effort must, therefore, be or~anically !inketi 

with the·training programme so that research becomes a 

supporting element in this crucial activity. 
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11.0 Formal Training 

11.1 Once the various steps hitherto outlined are 

taken, the "formal training become s a key tool in the 

hands of the management to bring about a qualitative 

change in the behaviour D.f the bankl.Jlg personne 1. 

The entire scheme is developed in detail in the 

subsequent parts of this report. 

12.0 General Considerations and Str~tegy 

12.1 There are, hcwe~er, a few general considerations 

which are important enough to be set forth imnediately. 

It is sometimes considered that bank executives do not 

require any traini~. 
.. 

Thp. workin€ Group does not share 

this view. It consider~ that trainin~ is necessary at 

all i.evels and at 3,11 stages and that training programnes 

cannot have the necessary--!1rest-il;e or accentance unless 

the lead is given by th~ top managemen~,. It is only when 

the ranks of the b~nkine: industry feel that, t~e top 

management considers tra.ining i.t:1po:--tant enough to 

participate and support such aotiYi~r that they will 

have the necess&ry motiv~t:'on to particiuate in it. 

The re is ye t am'the r reason 'Nhy trai.nine: acti v:!_ ty 

must begin at the highcs~ level. In many operating 

areas of the banking industl'Y, there are several problems 

and issues ~hich need to "!Je clearetj at, the ~ighest level • 

. Unless they are satisfactorily .settled at. that level, 

there is little likelihocu or the 'o~ficers getting the 
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necessary support in;developi~ fresh thou~ht or new 

techniques in their day-to-day wo-rking in theso fields. 

Such a block at the hi~er level s would inevi tabl y riefeat 

the very ~u: 'pose of trainin~ at the lower level s, Indeen, 

officers who undergo such training and have, as a resul t, 

developed new skills and attitudes inevita~ly feel that 

such training is a waste of their time. 

12.3 Training activity to be effective and to set the 

proper tone must, therefore, start at the hi~hest level. , 
The nature of training activity at this level cannot, however, 

be formal in the same sense as it is at the lower level.s. 

At the highest level, the ob1ective is not to, 'teach' 

but to evolve an industry-wide ap~roach to bankin~ ~roblems 

and to develop the necessary solutions. 

13.0 Short and Long Tenn Perspective 

13.1 The que sti on of' developing an appropri ate trai. ning 

programme has to be viewed both in its short and long 
• 

term perspective. In the context of social control measures, 

it is essential that the e.ntire bankin~ industry is 

oriented towQr~s the social objectives which it ha~ to 

serve and, therefore, to organise it for helpin~ it to 

handle the various tasks. Such orientation involves 

articulation of the social ob~ectives of bankin~ in 

terms of general policy and also of translati~ them 

into operating institutions and practices. By itself this 

short-run objective is of crucial relevance to the 

successful implementation of' the new banking policy. 
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13.2 The long-term prob~em has already b8en emphasized 

earlier viz. the development of the banking profession, 

conductiftg research into the industry and training bank 

officers not only for handling their day-to-day iobs 

but also for developing the necessary leadership canacity· 

in them to enable them to occupy positions of res~onsibility. 

In this and subsequent parts or this report, an effort has 

 

' 
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Chapter III 

TRAINING TO-DAY 

1.1 The principal considerations in making an 

evaluation of the present formal trai nine; ~re as fo' lows: 

First, it is necessary to examine, in the context of 

the changing needs of the country, the trainin~ require­

ments of the banking industry. Without such a periodic 

assessment, evolution of an overall training policy would 

not only be difficult but the existing training activities 

would lack a sense of direction. Secondly, the scale of 

the training effort should be comprehensive enough to 

cover the number of officers and the various levels 

involved; it must also be sufficiently ~eared to train 

these officers both 'as bankers and as mana~ers. Without 

an appropriate scale of effort, the trainin~ pro~rammes 

would not be able to yield either the desired results or 

make the necessary impact. Simila!'ly, the tra.ining 

facilities must be varied enoug~ to provide sufficient 

opportunities for the development of the bank officers. 

2.0 Size of Training Clientele 

2.1 In response to a questionnaire issued by the 
• 

WorKIng Group, data was available from 42 commer0ial b3nks 

including 13 foreign commercial banks. According to this 

data, as of the end of 1967, the~e was a total of ap~roxi­

mately 16,000 officars working in these banks. They are 
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divided broadly unier three groups as follows:-

(i) Senior executives at 

Head Office and Re~ional 

Control Offices and rn-Char~e 

of lar~e-sized branches, covering 

the posts of General ~Ana~er, 

Deputy or Assistant General 

Managers, InsryGctors, Controllurs/ 

Surerintendents of Advances/ 

Brcl.nche s/Staff, ,te~ional/ 

District Managers, Chief i'l.[T8nts, 

etc. 

(ii) Managers or A~ents of 

Avera~e size branches, 

Assistant Managers/Accountants 

of bi !?,;~er br an che s . 

(iii) SUb-Ap::ents, Accountants, 

Officer In-char~e of Pay 

Offices and Supervisorv stafr 

falling in the cater:;ory of 

junior level officerR. 

Total . . . . 

1,122 

3,464 

11,173 

15,P59 
===::::= ==== 

Taking into account the total number of' officers of the 

smaller commercial banks and the coopel"ative banks a~Qut 
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whom information was not avail.a~le, the actual number 

of officers would be in the nei~hhourhood of 20,000. 

2.2 On the basi.s of the normal oersonnel turnover 

arising from deaths, reU.rements Hnd expans·i.on of the 

banking industry, atc., it ts ex~ected that rresh 

annual recruitment for the officer cf.tdres of the 

commercial banks would be of the order of approximately 

2,000 at the current rate of an intake of about 10 'Wr- cent. 

Lookin~ at the trainim~: pro.q:ramme f(lr the future, 

therefore, it is necessary to ~rovide for orientation 

and tr-aining not only of the existing 20,000 ofiicers 

but al so for approxima tel y 2,000 ne i,J o~ficers 'Nho are 

expected to ,;oin the banks every year. As against t ..... i:1 

reqUirement, the canacity of the existi.ne; trainin::! 

institutions is around 1,6~0 oar annum. 

3.0 Nature of Current Trainin!; Pro~rammes 

3.1 For the purpose of analys"tng; the trainin~ 

requi.rement~, the Workin g Group distributed these 

officers into three broad categories as indicated ahove. 

The first cate~ory consists of senior executives, the 

second of middle level executive~, an1 the last of 

junior executives holdin2 first line sunervisorv johs. 

3.2 Because of the ftncti.onal differences between 

the work of these thr08 levels of offtc2l:"E, the 

ingredients of trainin~ f0r these levels will inevituhlV 
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have to be somewhat different. Research in the field 

of management has indicca.ted that there are three broad 

type~ of personne: skills which ar~ required in hi~her 

positions, namely, technical skills, human skills, and 

conceptual skills. It has also been found that while 

all the three types of skills are il"f)o~tal1t at the 

officers' level, there should be a pre-ponderance of 

technical skills at the jur.ior level, and conceptual 

skills at the higher level with the m~_ddle level 

providing a somewhat belanr.ed int.8rmixture. However, 

in general, the higher th8 level, ·the lesser is the 

requirement of tech!1ical sk~_l~s ar:d vjce versa. 

3.3 The existing training 1?r··Jgl"'~rr .. iles are run 

primarily by t~1e Eank'er-s Tra:i.ni'1.g Collep;e a~.d the 

indi vidual colle,c;!3s of the (.' orr.:rle peial banks. In terms 

of their coverage, the~~ 'l)::"'o;:.;rar~'1l0S cnncentrate on the 

middle ann junior Jt-ve .... off:ict,l"s .. md on the clerical 

staff. The Bankers Tl"&.il"jl1; ColJege, mOi:'e sP8c:'r"'ically, 

('ocuses on tile middle leo"el ol'!'icers ',Jhile the Trainin.~ 

Colleges of the con:;ner~if"'~ br .. nks l'on~Gntrate on the 

junior le',el office::-3 ~nd ~I~.J c,lar:1.0:l.:. stafr . 
• 

• of skill s needed; 'i:,ha cxis ~ing t;, .. tti ning !=I,cti'li tie s 

appear somewhat ~echr.~.c&l :::':1 U;t:)ir design. Tr.ey seek 

to train officers in b~,nk).ng princi:->ln s, technique s 
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and procedures, and for dealing with specialised 

functional areas such as industrial finance, foreign 

exchange, inspections. 

4.0 Institutional Framework 

4.1 Bankers Training Colle~e, Bomb~ 

The College W9.S se.t up by the Reserve Bank in 

1954 for providing practical trainin2 in bankin~ for 

developing the supervisory staff of the cOmMarcial 

banks. The detailed information about this Colla~e is 

given in Appendix II. While the Colle~e conducte~ only 

one course in banking in its initial sta~es, its 

activities have increased manifold ~ince to meet the 

growing needs ,of commercial banking, The workine:: Group 

has noted that the College conducts at "Oresent the 

following six types of courses for the supervisory stafr 

of the commercial banks :-

(1) A senior course in bankin~. 

(2) An intermediate course in banking. 

(3) An industrial finance course. 

(4) A foreign exchan~e course. 

(5) A course on personnel and organisation. 

(6) A course on agricultural finance. 

In t'erms of their frequency, the senior and intermediate 

courses are held more or le'ss on a continuous basis 
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around the year. Courses de'aling with industrial finance, 

foreign exchange, and personnel and or~anisation are 

generally organised once in a year. The course on 

agricultural finance is an activity of very recent 

origin arising out or the new banking policy. The 

first course in this field was started in the year 1967. 

4.2 The total number of officers of the commercial 

~anks at middle and higher middle levels who have 

received training at the Bankers Training Colle~e till 

February, 1968 is 2,780. The average annual intake for 

the various courses at the Collee;e works out at around 

350. 

4.3 The expenses of operating the Colle~e are shared by 

the Reserve Bank and those commercial banks who depute 

their officers for' training. The basis of sharing the 

cost is indicated in paragraph 9 of Appendix II. It 

needs to be mentioned here, however, that the Reserve Bank 

bears 50 percent of the tuition costs of officer trainees 

deputed by banks having working funds of Rs.7. 50 crores 

and above and the entire tuition costs of .officer trainees . 
of banks having working funds of Ie ss th~n R~. 7.50 crores. 

The hostel charges at the Col~e~e and travel 'expenses 

are, however, borne.fully by the banks de~uting their 

officers. 
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4.4 About the utili ty of tho tr'aining coarscs offered 

by the Bankers Training. ColI e~e, t.he Wor!{ing G~"cm:> ha[~ 

noted that there is a virtual unai1iml. ty amOn,,2;s·0 thf' 

participating: banks that they are useful. They haV6 a::30 

suggested IJhat the Lourses de~.ling with specialised fl,~lds 

like industrial finance, ~oreign exchen£e .a~d personnel 

should be cOi1ducted more freqm~ntly ~ !-:rwin.e; re.~ara to ·;:'he 

large number of '.>i'ficerD whG !1e3d '~rG:in:::"ng in these f.ields. 

Also that there iE a need foc inppovin~ the COU~S€ en 

personnel and organisrtion and f,H' ar'l'ar:.gin£; F~ri')dic£l 

courses a,nd seminar'S on aclditio:E: su~jec~,~ like bank 

inspections, compilation Of" s'':'3.·~:''stics, product:ivity, 

costing of· bankia.e; sei" ... ·ic~s. 

4.5 Several 0~ the cOh1merc:::"r:..1 Ug,nks hav.:: ej{~ress?G. 

themselves il" f~,vota' of abol :'shir:.E, t~e :nter-med.iate 

course in banking conducted mainly ft,r the benefit or 

the junior supe .. 'ViSOl"'Y Dta.ff oi' the sl"lallef' bQ,nk~, The 

assumption on which this su~~estiGn has been mace is 

that the trai nin£: insti tutions of' t.he 'Lig.e;~r f)ommerc.:.;:". 

banks which r.'Jnduct. i.dentical prograrr.mes should. ,roviac 

facili ti es for training the o-;:'1'ice1"s of -::,he sma] l er ~3.ni{s. 
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4.6 Training Institutions of Commercial B~~k~. 

On the basis or ;J, survey made, the ;~orl:in~ G r'OUp 

has found that there are at nresent about 19 trninir'.~· 

insti tutions operated by the In'~ian C'ommerci al banks. 

Details of ~';he se are given in A-ppendix III. AnaL~lsi s ("\f 

these 19 institut:ion<"; sh<*s that 15 of these -Pr'ovirie 

trainine: factli ttes l.arl!elv for the !:'!it'ld1e ~_evel 

personnel and ·1 fot' the clerical staff. Available da-l:,il 

on 14 of these institutions i.ndicate that in all theJ 

conducted 32 ty!l6S of course~ wi th t'l1fferent :inrp,tio'l. 

The total faculty involved was ;-'7 includ1ll2; the Princi't'a1--: 

or the Chie f Instructo rs. The bulk of t he Instrltc~,o r'''' 

were drawn from amc·n,g; the serving officers in th'~ bank~.,. 

The total number of officers trained by these institi'tiol1s 

works out to approximat.el:r 1,2~0 per ~rear. 

5.0 M.ajor Limi tations of Cll,'r"~nt Trainin~ 

~.1 An examination of the covorage of the existing 

COUl"se~ indicates that the ,?rimary focus nf these cou:"ses 

is around banking tech nique s awl >lrocc·-lures. i~hi Ie thi' E'C 

are useful and nac8ssary, there are no adequate arrar.n.;'olments 

or progr~e s for 'lave 1 opin~ the mana;:rerial not anti a] 

of the bank executives. 



-28-

5.2 Some of'the more pro~ressive commercial banks, 

however, depute their officers to ~rogrammes organised 

by national institutions like the Administrative Staff 

College, the Institutes of Mana~ement, Management 

Associations, Productivity C~uncils. Since the programmes 

cond.uc ted by the se institutions are rueant for c.ommercial 

and industrial activities, their utility for training bank 

officers is somewhat limitedi 

, 5.3 The Working Group has also noted that the existin~ 

facilities available in the Bankers Training Colle~e'and 

the Training Institutions of the commercial banks are 

not sufficient to cover the large number of officers at 
• 

'the middle level for whom train:fpg ,is nece~sary. At the 

present rate of intake of about 350 officers in the 

Bankers Training Colleg9 and 1,300 officers in the 
• 

colleges of commercie.l banks, it 'iill require approximately 

12 yeara to ~overthe midcle nnd junior level officers 

who are already ?-n position. Furthermore, there will be 

an additional back-lo~ 0r~~ted by the aonual recruitment. 

5.4 Not unexpecte~ly, th8 current ~ro~ra~~es do not 

touch the higher levels of banking personnel. This has 

left a lar~e gap considering that the leadership in the 

banking industry :1:1S not ~)een dev~H open v) serve as an 

effective instrument of planning 'l.nd development and to 
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open new frontiers both of bankin~ knowledge and 

practice, 

5.5 The Workin~ Group has taken particular note 

of the fact t.hat the arraQ,gemeftts for trainin2; of'ficers 

of the smalier banks who do not have their own col1c:·g;es, 

are generally inadequate. The smaller banks avail 

themselves of the facili~les ofrered by the Bankers 

Training Colle~e. However, these facilities are 

necellsarily limited and ofC'icers of the se banks who 

require training urgently are l~t out of' the 

development.l pro~rammes. 

5.6 It should also be qoted in passing that none 

of the foreign commercial banks has established any 

training insti tllt ion fo r it s 'Officers in India, 

• 
although some of them are ma~or commercial banks in 

the country. 

6.0 Major iaps 

6.1 On the t.asis of evidence before it, the 

~~orking Group has f0und tr:at there are serious ga-ps. 

in the existing set-up for training and development 
o· 

of the bankin~ personnel in the country. The scal e 

of effort of the Bankers Training Collage is too 

limit~d to make any si2;nificant ir~pact on th.e large 

. number of officers \\'ho n8ed t.rainin2'. On the other 
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hand, the efforts of tfle training institutions of the 

commercial banks, thou~h commendable, have been 

somewhat inadequate, confined as th(:y are to meet 

essentially the needs of junior level officers and 

clerical "starf • The focus of their nrograJlllJes has 

also been exceedin~ly limited. In the main, these 

courses are designed to impart technical skills 

in the exis ting procedures of the comrnerci a1 'banks. 

The working G-roup also feels that the pl"ogrammes 

operated by·the Bankers Training COllege or the 

Colleges of the commercial banks in the functional 

areas such as agricu1 ture, small sCE.le industry are 

more information and prcoedure-Qriented and are not 

designed to ~nab1e bank officers to deal creatively 

wi th the problems arisi~ in these new fields. 

6.2 The facul ty of th8se iasti t!'tions has al so 

been small, dra'Tn enti-rely fr om the practising 

bankers. While this ha:::;, helped effective training 

in the current practices, there has bQen an inadequate 

effort at improving the ~resont rnethod3 and approach. 

6.3 The Working G-roup ~as a1s0 noted that there 

are no adequate arrang9i:!ents 1n the axisting set-up 

for conducting researc.!:l into tre" rrz.ctices and 
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procedures of work in the commercjal banks. Indeed, 

neither the Bankers Training College nor Training 

Institutions of the commercial banks are or~anised to 

undertake any significant research in commerci&l 

banking. Tt.Jir exis~ting faculties are 'f)rnall, and in 

any case, they are fully occupied in teachin~ 

activities leaving little time for i'esearch. Besic:.es; 

th,e Instructors being practitioners their researc;1 

propensities have necessarily oeen limited. 

6~4 Lack of research effort has 2lso meant a dearth 

of teachin~ material on banking practices as well as 

on managerial aspects of bankin~. As a result, the 

teaching of practice itself has been severe1y imneded. 

Arid what is more: the tyue of teaching material 

required fo r developing the decision-maki ne: ski' I s of 

the managerial personnel has simnly not grown. 

6.5 The re is one more asnect of tr:1.ininI!; of wh1ch 

the Working Group has made a sT)ecia.l note. The 

quality of thetr<:..i ning programmes in cOrTlJnercial 

banking depends, in large part, upon the quality of 

trainers. The pre·sent trainers have, by and lRrp.:e; been 

drawn from the b&nking industry. While, as a sOJurce, 

this is invaluahle: the capaci ty of' the S8 officers to 

work effectively in this role,_ is limited unless they 
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are properly trained for t.heir jobs as trajners. 

Unfort~nately, there is virtually no arrangement today 

for providing adequate opportunities for the trainers 

to develop their traini~ skills. 

6.6 Lastly, the Working Group wis~es to emphasize 

that if training has to be viewed in its totality for 

the banking industry, it is necessary to have an a~ency 

which takes an overall view of the trainins; neelis, 

development prograrrme s ,.and 1?rovidesfor a dee;ree of 

co-ordination of the various t.raining activities. Such 

an agency could also provide allied services like 

guidance and evaluation of training pro~rammes, research 

into teachi~ techniques, materials and aids. Absence 

of' such an agency has been a hindrance to t.he 

development of overall training in the banking industry. 

7 .. 0 Indian In~ti tute of Bankers 

7.1 The Institute which was e~tablished in 1928 

occupies an important place in the set-up of orofessional 

education in commercial banking. The,Institute's nrimary 

activities are to conduct examinations and its Associate 

examination, which is held' in two parts, covers banking 

and r~lated sub.1ects. The candidates who are succe·ssful 

in the Associate examination become Certificated 
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Associates of the Institute. In addition, the 

Institute holds certificate examinations in two 

subjects, namely, cooperation and industrial finance. 

7.2 The number of candidates taking the examinations 

of the Inst~tute has increased from approximately 8,000 

in 1956 to 50,000 in 1966 (held twi.ce in a year since 

1966) • In large part, this is due to the fact that 

the Associate Examination of the Institute is 

recognised by the commercial banks for purnoses of 

promotions, extra increments, etc. There has, 

therefore, been a considerable incentive for bank 

employees, especially those in the clerical ~ra~es, to 

appear for its examinations. 

7.3 Looking at the curricula and the clientele of the 

Institute, however, it appears that while it serves 

an exceedingly useful purpose, the role of the Institute 

in developlng the banking lJrofession is necessarily 

limited. 

8,.0 Need for Integrated Training and D,evelopment 
Programme 

8.1 It has already been stressed in the earlier part 

that the success of the personnel tievelopment prop'::ra~YlI"'!es 

would depend upon a proper integration of trainin~ 

activity with other personnel processes like recruitment, 
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selection, placement, performanoe apprai~al, promotions. 

On the basis of the evidence available, very few 

commercial banks have today organised any such 

integrated programmes for their officers. In the field 

of institutional training itself, there are wine and 

serious gaps both in the . nature and content of the 

training activities of the cODlllercia!. banks. -While 

the efforts of the' Bankers Training Colle~e and the 

colleges of the commercial banks have been praiseworthy, 

their focus has been limited to the .;unior levels of' 

the officers cadre and their scope is restricted 

largely to develop technical skills. Finally, the 

total coverage of the present training activity is 
-

far too small to b9 able to make a si~nificant 

impact even on the existingt:lnk1.n.e; personnel. 

8.2 The develol''':le:lt of t~e b'l.nking prct'ession, 

therefore, re~uires a concerted ~nd organised ef~ort 

to improve n(\t only the b~nking tect~nique sand. 

practices but also the ,g;enerC',l manaeerial competence 

in it. The limitations of the existing prop:rammes, -

insti tutions, and facili tie s a4"'0 far too severe to 

be able to meet the tremenaous .challenge 'Oose1. to t.he 

banking community by the new public policy. The need 

is thus of a more basiC and fundamental character 

requiring a major effort to give a new direction and 

leadership to the India.n bankinp,; contnuni ty. 
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Chapter IV 

Pro~ramme for the Future 

1.1 In our review of the present training and 

developmental activity, we have observed some of its 

ma,jor limitations. Indeed,. no prot;ramrne 0:1.' act~_ on of 
- . 

the commercial banks to translate the social obiectives 

into banking policies and practices, CBn be fully 

effec'ti ve unle ss the tradi tion-governed banking 

personnel responsible for :implementing the nroP-;ramme, 

are intellectually convinced, e~otio~ally involved and 

properly equipped to fulfil their new responsibilities. 

1.2 While this change in the outlook of' banki,ng 

personnel can be brought s.bout, to some exte'1t, 

through formal orientat.ion and traini~ progJ"'ammes .. 

it needs to be emphasised ~~ain that ~uch uro~rammes 

can be effecti ve ~nly if tilt:' yare an ~nteg:)'al "part 

of the total management 00 v8lor,irent TJ!":Jp':!"amme of the' 

commercial banks. The pl""obl em of ~nana~ement development 

must be viewed in its totali ty so t,h~.t action can be 

ini tiated at various key ~oints to e~lsure t!le desired 

resul ts. 

1.3 Available evidence !las shown th at mos'.:, of the 

commercial banks do not. have a Aystema ::'ic, constructi va, 

and integrated ap1?r'oach+,D develop their pe r'sonnel with 

a view to building up their mora.le, increasing 

their productivity and ensuring eyecutive succ3ssion. 
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1.4. As stressed earlier, the commercial banks 

need to pay closer attention to evolving purposive 

recruitment nolicies, insti tuting; sound personnel 

appraisal schemes, ensuring proner selection of 

candidates for training and their subsequent 

placement and a4vancement, and creating; an organl­

sational climate in which officers at different 

levels participate in the decision-making process 

and thus equip themselves better for assuming hirrher 

responsibilities. 

1.5 The Workin~ Group, therefore, recommends 

that each commercial bank evolves a mana~ement 

development pro'Srarmne for its personnel and organises 

itself for its implementation on a continuing basis. 

Such a progranrne to be effective should be nlaced 

in charge of . a senior executi ve. Thi.s executi ve 

should not be saddled wi th other organisational 

responsibilities so that he can ~ive concentrated 

attention to the manpower needs of' the bank and 

its Rystematic development and utilisation. Experience 

abroad and, to some extant even at home, has shown 

that there are clear advantages in placing sllc.h a 

.premium on personnel development function. 
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1.6 A developmental pro~ramme so conceived will 

be especially effective when supported by formal 

training which will impart not only new skills to 

banking personnel, but also o~en new vistas in the 

creative aspects of banking. 

2.0 Proposed mrasures. 

2.1 For suggesting a~propriate new measures, the 

important question before the Working Group was 

whether the existing facilities and arrangements 

should be either modified, strengthened or suitably 

expanded to meet the training gaps. On a careful 

examination, we felt that th~se gaps are too wide 

for the existing institutions to'fill. First, the 

tr~ning colle~es of the commercial b3nks are too 

limited in their scope and covera~e. Secondly, the 

Bankers Training College which condl.lcts training 

proE!;rammes for key middle level officers is desie:ned 

and eqUipped to provide training .prop.,:ramrnes which are 

mainly functional. In so ~ar as the Institutes of 

Management are concerned, we felt that. their activi tie s 

are geared more to the indu'strial an«1 commercial sectors 

and that it may not be possible for them to undc~ ... ta!:::€ 

trafning acti vi ty of the n~ae;ni tude e~1Visae;ed for the 

banking industry. The Indian Institute of Ha~kers is 
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essentially an examining: body and it would be 1iff':icul t 

to graft upon it a major industry-wise trainin!2; or 

research role. 

2.2 In view of these considerations, we feel that 

it is necessary to have a two-tier traini11f" structure 

for off .... cers of the commerctaJ. banks to Meet both the 

quality and size of the training effort. The f:!.l~S~ tie r 

should consis t of a central agency to ini tia te am 

coordi na te me asures fo r the deve lopment of tb e banl<:ing 

profession in the count ry at the highest Ievel. We 

recommend accordingly that a National Institute of Bank 

Management should be estab1_ishsd to perform these 

functions. The second tier should consist of a~_l 

othe r tmining insti tut ions whid1 provide tra inirus at 

the junior officer and clerical levels in the cormtercie.l 

banks. We, therefore, recornmeed that t~e other training 
.. 

institutions in the bankin,g; sector should be reorp:anised, 

expanded and strengthened as suggested later. 

3.0 National Insti tute of Bank Management 

:3.1 The lnsti tL!te should be the nucl eus of all 

tra.inin~ am development activ~_ty in the bankin~ sector. 

Its princi~al objective sho~ld be to translate national 

policie s reI atin.g to th e banking sector int 0 meaninr::;'uJ 

training progrartme s at the level of an indi vi. i!lal bank 
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and help the implementation of those polioies by creatin~ 

a climate of intellectual appreciation and emotional 

dedication through such means as it is able to devise. 

3.2 The Institute should not only provide the 

leadership but also function as a catalytic agent in 

bringing about the necessary attitudinal change in 

bank management and to awaken the spirit of service 

in the banking industry with the assistance of a 

vigorous educational ca~paign. It should also act 

as the central co-ordinative agency for effective 

manpower planning; utilisation' and devel~pment of the 

personnel in the banking sector and operat p as a chief 

spokesman of the' banking sector on all matter.,s relating 
, 

to the problems of 'its managemen~ development. 

3.3 In 'setting forth the functions of the National 

Institute, the Working Group'has carefully considered 
, 

the viewpoint that the ftilictions of planni,ng the 

educational requiremenisof the banking industry and 

evaluation of training activities should be separated 

from their implementation. We feel, however, that 

there would indeed be some advantage in combining the 

planning and impl~mentation functions in the Institute, 

especially in view of the ccmpqsition of the Board 
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and the fact that. the Board l«>uld not itself be involved 

inthe actual implementation. In so far as evaluation 

of training is concerned, we feel that setting up a 

separa te agency would unnecessarily aid to the costs . 

• 
Besides, if the proposed arran~ements in thiE respect 

are not found satisfactory, a separate agency cou1 d he 

considered later. 

3.4 Basic Role of the Insti tut,e 

(a) The Working Group has already emphasised that 

banking personne 1 needs traininp'; and development both as 

bankers and managers. Whereas the various functional 

prograrnnes would be able to provide for the develoOOlent 

of officers as bankers, the other programmes ,WOUld 

develop them as mana~ers. Both types of traininq are 

complements to each other and form an integra I part cf 

the overall scheme of mana gemen t deve 1 opme nt pl'o~!'amme. 

(b) In rIesilSning and conductin~ forn.~l programmes, 

distinction should be made bet,~een education and traininp". 

Training prepares an in1i vidllal essent:!.all,v for a snecifi~ 

position of responsibility. It impart::: s,ecific tools, 

techniques and knowledge necessary for handline ~~e 

responsibilitie s of a particular job • 
• 

(c) While the emp~asis of training :Ls on what to 

think, education stres!jes hO'N, t.h::"nk. The ob,iect of 

education is not to impart .informat,ion ani to fill B 
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participant's memory. It is essentially to train and 

. develop mental faculties in terms of logical thinking 

and practical application of knowledge. To develop 

managers requires more than mere training. It involves 

their education. And the higher one goes up the ladder 

of executive responsibility, the greater is the. need 
,. 

for his systematic education. The process of developing 

a mind involves a proper attitude of enquiry, a good 

understanding of the environment, analytical ability, 

creative thinking and courage of conviction. these 
i 

l 
constitute the core of education. 

(d) Managerial·competence, therefore, requires a 

• 

high level of knowledge,. skills, attitudes and motivation. 

_E~ieDOe contributes s~gnifieantly to the.development 

of these pro~ideda pers9n can learn from his experience. 

The role of the education is primarily. to develop the 
. 

ability to reflect and interpret one's experience 

meaningf'ully. 

(e)JResearc~ in the field of learning. has also 

indicated that the creativity of managers is often 

impeded by perceptual, cul~ur~l and emotional blocks. 

The task of management education is primarily one of 

changing the manager's attitudes an~ habits by providing 

condition.s which will remove the se blocks and' develop 

the talents he possesses. 
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(f) The educational types of training programmes 

S1 ould be designed for developin~ in the executives the 

analytical and conceptual skills so that they can face 

unfamiliar situations with confidence. Their aim must 

be to enable the individual officer to meet any problem 

arising out of new situations in an &ver changin~ 

envi ronment. 

(g) The programmes organisei by the National 

Insti tute whether by itself or by other agencies in the 

field would not be able to mak~ the desired impact 

unless there is a conscious enieavour to increase the 

educational value of all formal proHra~mes conducted for 

the various levels of banking personnel. 

(h) Admittedly, the detailed design of' the indi-

vidual programmes will have to be worked out by the 

faculty in-charge of each programrr.e. All prograrmnes 

for higher le',el s would, in the n'Jrmal course, 00 

designed ani admini sterad bv ~he Insti tu te I s facul ty 

while the training colleges set up by the in1ividm 1 

banks would continue to organise pro gramme s for the 

other levels. It is, how9ver, ~lecessary that the 

National Insti tut e '",J"rks clos'~ly with such colleges 

so as to ensure the quality of the se prop.:rammes. 

;3.5 Func ti ons 

The general nature of the Institute's functions 

have already been outlined. In specific terms they can 



be listed as follows:: . 
(i) Formulating broad strategy of education, 

training and research programme~ for effective implementa­

tion of national banking policies. 

(ii) Conducting research in banking and ~ducational 

and training acti vi tie s for the high er level s of 

banking personnel not catered to by the ex,isting 

institutions. 

(iii) Dissemination of infonnatton on bank management 

know-how. 

- (iv) Reviewing the impact of training a~nd research 

activity in the banking sector from time to time and 

recommending ways of fil~ing the gaps by such further 

programmes as may be necessary.; 

(v) Undertaking faculty development programmes to 

ensure an adequate suppl;r 0f cornpetent trainers to 
-, 

ag_'cies conduc tir~G ,training programme s for the banking 

industry. 

(vi) Maintaining 1'iaison with the commercial banks 

and rendering assistance on all matter'S relating to the 

-personnel training and development. 

~ 3.6 Activities. 

In so far as the formal traini~ programmes of 

banking personnel are concerned, we have outlined in 

Appendix IV, a general scheme covering both the tyoe of 

courses and the levels of' personnel. Broadly speaking, 

the se prograrmnes are of the following types:-

BAKATI
Typewritten Text
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(1) Orientation and Appreciation Programmes 

The primary ob1ective ~f these programmes is . 
to attune the e~ecutives to the newer developments 

I ,. 
especially in policy areas and to make them conscious 

of the need for further study and follow up ,work. 

Characteristically these programmes attach irriportance to 

a survey of current practices with a view to create 

in the participants sufficient awareness and appreciation 

of the trends of development in the field concerned. 

In the ma,in, the ob,jecti ve of the se progranmes is 

to secure enthusiastic participation in schemes desi,i!;ned 

to develop the bankil~ industry. Essentially, such 

programmes would be ad hoc in character and cover 

industry-wide problems and issues. For the present, 

such progranmes could be contemplated for executives 

at the highest level so tt;lat in all major policy matters 

they set the tone for the'banking industry as a whole. 

The Working Croup has taken note of an observation 

that the highest offfcers'should be left out of this 

process since the entire decisional process flows ,from 

them. After considering the various pros and cons, we 

feel that the utility and,effectiveness of these 

programmes would be considerably reduced if the top 

level are left out. Indeed the experience of many 

advanced countries suggests that such a coverage is most 

vital to the entire developmental effort. 
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(ii) Integrated Progranmes in Management Skills 

These programmes are primarily intended to develon 

in the senior personnel an integrated perspective of, the 

management processes in terms of planning, organising, 
• 

actuating and controlling t~. operations. ·Such pro~rammes 

are of a generalised nature and out across functional 

areas of the banking operatio_. Their emphasis is on 

developing abilities and skills of applyin,e; knowledp:;e to 

specific .situations rather than of merely studying 

techniques and practices. Because of this approach, these 

programmes lay primary stress on decision-making as the 

core of managerial function and the entire content is 

slanted for achieving this ob~ective. 

Programme s of this type seek an integration and 

balance of the three managerial skills, namely, technical 

skill, human skill, and conceptual skill. 

The technical skill is essentially an ability to . 

apply teChniques, methods and procedures to specific 

situations. To deveiop such technical skill adequate 

understanding of the techniques and facili ty in t .. heir 

use is neces·sary. Development of the skill, therefore, 

pre-suppose~ possession of such knowledge. 

The human skill, on the other hand, is ability 

to conmunicate wi th people effectively and to moti vate 

them so as to achieve the performance ~oals. Such a 

skill requires a good understandjng of human psychology in 
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terms of why people behave as they do. Current 

research suggests that providing leadership based on 

skills of 1~~ with understanding, and of 

effective communication constitute the essence of the 

human ~kill. 

The conceptual skill is an ability to examine 

the various dimensions of an :issue in a proper 

perspective. It requires awareness of the relationship 

between the operation of an enterprise with the overall 

economic life of the country and also awareness of the 

inter-dependence b~tween tae various1 functions of an 

enterprise. The sphere of inf'luence of one's decisions 

in terms of the groups within and/or outside the 

organisation and the futurity of the effect of decisions, 

which are the twin aspects 0f the per3p~ctive thinking, 

constitute the essence:of conceptual skill. 

As already noted eal'liAr, the higher the level of a 

person in the organisa.tion's hierarchy, the greater is 

the need for the conceptual sl~ill" Conversely, t,he 

lower is the level of the x rson,.' the ~reater is the 

relevance of technical 81;::il1. The ir~.tegrated proe:rammes 

in management skills,_ !1.0H3ver, are t.ece~3ar'y fo;:- all 

the senior" middle and .junior level executives. The 

relati ve emphasis on the various typ"e s of skill s would 

depend upon the orga.nisational level of the group. 
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(iii) Functional Programmes 

With the changing political andeconomi.c 

situation. in the country, certain sectors of ban'dn~ 

operations assume new importance. Currently, such operations 

relate to agricultural finance, export credit, and small 

scale industrial finance. In all these areas, special 

training programmes for translating the g;eneral obiectives 

vis-a-vis these sectors into banking practices are 

urgently needed. 

Besi1es, there is a need for conducting trainj ng 

activity fnr person~el handlin~, specialised activities 

such as bank inspections, compilations of statistics. 

Inevitably, the personnel to be covered by these programmes 

are those who actually perform these functions or those who 

are being groomed for handling them. To the extent that sueh 

functional courses are amenable to programmed instruction, 

their manuals should be prepared and substituted for 

class room instruction. This would help reducino; the 

burden of formal training specially in view of the 

large number of officers involved in the banking sector. 

3.7 Research Activities 

(a) Training and development activities to be 

academically stimulating and professionally rewarding 

should, to a large extent, be based on research effort. 

Without such a base, general principles will apDear 
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unduly vague and not su~~iciently practical for ~uiding 

the decisions of the commercial bankers. One useful method~for 

supporting these activities is to have a continuous flow 
I 

of case material from the field of operations specially 

processed and designed for educational exercises. Such 

case research activity should be unlertaken by the members 

o~ the faculty of all insti tutions conductin~ training 

progranmes for bankin~ personnel. 

(b) On its part, the National Insti tute should 

assume responsibility for planning, co-ordinating and 

directing such case research, conducteli by itself or 

at the various other institutions. 

(c) Besides conducting research in this field, 

it is necessary to investi~ate into the general 

problems of bank management on a regular basis with 

particular emphasis on research for new opportunities 

in developing the banking service. Indeed, a continuous 

review and development of educational programmes to 
, 

meet the changing needs of banking personnel, is 

~ossible only in the context o~ creative research 

findings on current problems. The research"nrogrammes 

may, therefore, be needed specially in the followin~ 

areas:-

(1) Policy research involving an examination of 

current practices and evolvin~ alternative 

approaches. 
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(ii) Survey and review type of research covering 

trends and developments in the banking 

industry. 

(iii) Research in specif1c problems of the 

industry. 

(iv) Research and simulation teehniques 

involving adaptation of foreign experience 

to indige~ous practices and testing the 

effectiveness of new indigenously develo-ped 

technique s. 

(v) Research in measuring the impact of training 

prJgrammes of managers. 

Cuidance to Individual Banks . 'I 

(a) ·To enable the Institute render assi stance to 

individual ?ommercial banks in implementing programmes 
I . 

of management developme nt, it wtll be necessary for the 

National Institute to organise itself, perha~s by means 

of a separ~te·Directorate. The head of this Directora~e 

should work c10se1 y wi.th the individual banks and provide 

advice and technical assistance in :tmplementing the 

scheme. In particular, it shou.ld help in desie;ning 

measurement tests for employee selection~ appraifJal 

programme, conducting morale and productivity studies, 

measuring the im"?act of training, streamlining organi.sational 

structure, etc. 
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(b) In addition, the Directorate could . undertake 

the responsibility for arranging training; facilities 

for officers of the smaller banks at the coll.elres of 

the major commercial banks. The Directorate could pool 

available training resources at the various staff 

colleges and allot seats to the smaller banks. 

Wherever resources are inade~uate, the Directorate 

could take initiative in formulating plans for 

increasing the facilities in co-operation with the 

bigger banks. 

(c) The Directorate could ai so conduct periodical 

surveys of t~e management development programmes for 

banks in tenns of the degree of decentralisaticn achieved, 
. . 

extent of their personnel development, the scope for 

man.j,gement succession, nature and extent of personnel 

utilisation and other J?roplems applicable to the banking 

sector as a whole. 

3.9 Communications Programme 

Amongst its various activi ties, the Insti tute 

shou~d . also act as the central agency for the co llection 

and dissemination of information on bank management 

know-how. The developme,nt of the banking profession in the 

country will depend considerably upon the penetration 

of new. thought and ideas into the various ·levels of the 

banking personnel. Fpr ·this~ purpose , it could undertake 

a number of activities of which a few are outlined below:­

• r 
'. (i) The publication of a .i ournal on bank 
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management, r~search reports, case 

bibliography, an abstract of current 

periodical literature and a review of new 

publications on banking. 

(ii) To maintain liaison with the other 

management insti~utes and educational 

institutions imparting: instruction in 

the banking sector, and with Bankers' 

Associations and Clubs in India and 

abroad, and publication of a news and 

views digest. 

(iii) To provide a forum for discussing current 

banking practices throu~h inter-bank 

conferences, symposia and research seminars 

to be arrangei from time to time. Also, 

help ind~iviqual -b3nks in arr-an.ging 

regional conferences for their officers. 

(iv) To assist BankerF-' Clubs in different 

parts of the country by sug~esting 

constructi ve prograr.u!le s to them and 

arranging speakers for those prog:rammes. 

(v) To compile and publish up-to-date 

statistics relat~_ng to training and 

development activities in the banking 

sector. 
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3.10 Organisational set-up of the National Institute 

(a) Status 

Considering that the National Insti tute would 

be the high~st educational and research agency in the 

field of banking, it is necessary that the Institute 

has an independent status so that the work of the 

Institute is not directed or influenced by any a~ency, 

whether governmental or private. The workihg Group 

acco~dingly recommends that the Institute should be 

set up as an autonomous body, registered as a non-

profit making company under the Companies Act so that 

it can hold property .nd enter into contracts in its 

own name. 

(b) Governing Board 

In view of its functions and activities, the 

Governing Board of the Institute should consist of 

representatives of the Government of India, the Reserve 

Bank, the State Bank, the Commercial Banks, Financial 

Institutions, the Co-operative Banks, the Indian­

Institute of Bankers, and Co-opted members. 'he 

Governor of the Reserve Bank of India should be the 
:t-

Chairman of the Governing Board with ~he Director 

of the Institute'as its ex-offiCio member-secretary. 

The Governing Board may function .through standing and 

ad-hoc committees. 
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(c) The Chief ~xecutive 

The responsibility for translating the 

ob1ectives and policies of the Institute into an 

action progranne and for directing the day-to-day 

work of the Institute should be 'Placed wi th t t s 

Director. In selecting tl1e Director ~pecial attention 

should be paid to bis . academic achievement as well as 

practical experience, initiative and enthusiasm to • 

conceive new ideas and programmes, capacity to lead, 

inspire and motivate the members of the faculty. 

(d) Faculty Council 

For ha~dling the academic pro~rammes and 

activities the Director may be supported by a Faculty 

Council. The main functions of the Faculty Council 

should be to d~cide on all academic matters including 

introduction of new programmes, evaluation of current. 

programmes, revision or developm~nt of training pro­

graRlrnes, and planning and implementiru!: the various 

training activities. 

As the hi~hest body to adVise on all 

acade~ic issues, the Council sh~ald con~ist of the ... 
senior members of the teaching aRl fesear~h facul ty. 

The Director should be the ex-offtcio Presiderit. of .. 
this CounCil. The recommendations of the Council 

should be placed before Governing Board for final 

appro~-al. 
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(e) Location of the Institute 

In deciding upon the location of the 

Institute, tre I¥orking Group ~as given consideration 

to tru followitlf!: factors :-

Availability of space, scope for 

future expansion, effective linking 

wi th tre communication system and 

proximity to tte banking . communi ty, 

in particular the Reserve Bank or 

India. Since most of tte pro~rammes 

of ti'E Inst! tute would' be residential, 

proper services and acco~odation would 

be necessary. 

We have carefully examined the various 

alteraatives and tmissues involved. We feel t~at 

there would be many advantages in locatin~ the 

Institute in the suburbs of Bombay sur~iciently 

removed from the pressures of the metropolitan life. 

They are -

(a) proximity to the Reserve Bank and other 

important banking institutions, 

(b) effective transport and communication 

links with the rest of the country, 

(c) easy access of tre faeul ty to the 

banking industry for field research 

and vice versa, and 
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(d) no special disadvantage with respect 

to availability of space or cost. 

(f) The Faculty 

Since the entire character and the future of 

the Institute woulddel)end upon its facul ty,- the 

Working Croup wishes to emphasise that ·the utmost care 

must be taken in selecting the ~ of its faculty. 

Apart from educational attairunents in their relevant 

rie.ld'S of specialisation, th-e· facul ty members should 

-either have·suf'ficient practical experience or be 

helped to develop close familiarity with the problems 

at the operating level. 

In view of the fact that the Institute wbuld 

deal with both banking polic~ and ~ractioe, the 

composition of the faculty should renresent a good 
~-- ... -.. -~ -..... 

admixture of the academic arid practising bankers. 

The practising bankers should be invited to serve 

on the facul ty as full.-time members for limited periods 

varying from 2-5 years so that their experience is 

fully drawn on in the operation of the Insti t·ute' s 

progratmJes. 

The problem of developing suitable 

academic faculty is~ however, a more ·difficult one. 

Since there is a limited number .of academic personnel 

trained tn these fields, it ~~ll be necessary to 
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concei va of a racul ty develo"Oment progl'a"YJme duri ng which 

the racul ty members are offered opportuni tie s to study 

and work at the practical field level. By far this 

development programme woul1 be most crucial ~o the 

success of the proposed Nationa] Institute. 

The Working Gronp al so fee 1 s t:~a t the sal ary 

scales am other provision~ for the feeul ty s!1ould be 

- attractive enough to ~eeure p.nd retain hi.$ly competent 

and-expe-rie nc eO. -pe rs('n s. 

In ~rde:r- to enha"1ce their- prof'essional skills, 

members of faculty ~hou11 be encoura~ed to ~~ve 

professional ·advicp to the banks as part of their normal 

'duty. This will not only enrich their teaching 

experience but also improve the quality of banking 

knowledge in the country. Each rne~ber of the academic 

faculty should be ex~cted to undertakA research as 

an integral part of his resuonsibility and the Institute 

should provide necessary assistance by way of sU')I>ortin~ 

research staff, equipment and other related facilities. 

While the details of the faculty requi~aments 

will have to. be worked ·out, a tentative list of areas 

of specialisation ar~ indieated in Appendix IV alongwith 

other details about the Institute. 

3.11 Method of Financing 

The establishl!'.ent of an Insti tute of national 

importance would inevitably inv.olve considerable 
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~inancial outlays both capital and recurring. Considering 

the national character o~ this Institute and its 

importance to the banking poli~, we suggest that the 

capital and recurring costs of the Institute should be 

borne by the Reserve Bank of India and the Government 

o~ India, the State Bank Qf India and its subsidiaries 

and" otbei"~cammercial banJcs with deposits above B£.25 crores. 

_~.6, ,,_ .. The Bankers Training Colle.a,r:e 

:·~ ... 1 ,,_.In 'the" eontex:t 0£' the establishment 'of'a Nati!)nal 

}nstitute,the 'werking 'Group I has, considered the future role 

of'the Bankers Training College. 'On a carefulconsidera­

tion, the Working Group has fel t that while in the short 

run the College could continue its activi tie,S, its 

future ope'rations should be mel;'!!;ed with the proposed . . - .. 

National Institute so that all future training activities 

are organised within a two-tier system .consisting of the 

National Institute and the,colle~es of the individual 

comme~ial banks. 

5.0 Training Colleges of Commercial Banks 

5.1 ~n so far as colleges of commercial banks are 

concerned, it has, already ~e~n, emphasised th~t their 

activities should be strengthened and exoanded to meet 

the training needs of a'large number or junior officers. 

Towards this. purpose the National Institute shou~d 

provide assistance and guidance to the, individual 
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conmercial banks for proper organisation and manar.;erncnt 

of their colleges. 

5.2 . The Working Group also feels that these colleges 

should be carefully staffed with persons having 

enthusiasm, creativity and dynamism. As far as ~ossible, 

the faculty members of the colleges should be on a full-

time basi s. i£xper'ienced managers of the banks wi th 

apti tude for teaching may ·be associatod with the facu~_ ty 

of colleges for limited periods or two t~rive years. 
i 

However, the number of such loaned officers should not 
I . 

exceed 50 per cent of the total faculty of a colJee;e 

so that the teaching experie~ce is not lost by shiftinr.: 

these persons back to their line duties. 

5.3 The range of activities of these colle~es should 

incl ude~-

"(i) Orientation prograrrmes for new recruits 

with emphasis on rules, procedures, forms 

and manuals~ and policies and programmes. 

(ii) Resear2h in case study of cm"'rent problems 

at the operating !evel. 

(iii) r1 supervisory management nrograrr.me for all 

junior managers.with emphasis on human 

relation~ skills. 

(iv) A p,-"ogramme in management skills for 

branch managers and selected junior 

executives identified for nr~motion. 
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( v) Ad hoc programme s for redundan t and 

inefficient personnel. 

{vi) Functional ~ograrnmes includin~ those 

in priority sectors like agpiculture, 

small scale industries and forei~n trade. 

5~4 The executives olaced in charge of the banks' 

development programme should maintain a close liaison 

and relationRhip with' the Principal of th-e staff co! lae;e 

in selecting candidatas for trainin~_ designing training 

programmes .fo~ dirrerent ~POup's of employees, suitably 

plaoing the t~ainees after training and evaluating 

their performance on the job. For this purpose, it 
., 

would be necessary to have a complete record of 

perfOPlMlllCe of" each trainee and :to IP. ve reco:'3:ni tion 

in placement and prsmotion for the training received. 

6.0 The Indian Institute of Bankeps 

6.1 The Indian Institute of Bankers_ as noted 

earlier~ has been doing userul work by eonduct1n~ 

examinations for its members. and awarding oertificat.es 

to succesRful bank emploYGas. The Working Group has 

noted that Ute Institute has been pro~ressi.vely 

improving library and read1.ng room faci Ii tie sand 

organising intensive lecture programmes with a view 

to assisting c.andidates in preparing themselves for 

the examinations. The working Group, however, feels 
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that some formal training could be imparted to the 

candidates in order to improve the standards of their 

performance in the examinations. Since lecture 

programmes cannot be organised at tl~9 lar,?:0 ma.jor:.ty of 

centres in semi-urban and rural area~, a system of 

correspondence courses could perha?s improve the present 

situation and the proposed National Institute could 

render assistance in designing such a pro~ramme. At 

any rate the Working Group suz,gests that the Indian 

Insti tute of Bankers· be requested to examine this 

proposal "fully in the light of the overall tr'ai ning, 

education and development programme visualised for the 

banking industry. 

7.0 Traini~ Facilities for Smaller Banks 

7.1 While the senior officers of the smaller banks 

would be offered training facilities at the National 

lnsti tute, . the problem of' training the larP.;'e number of 

their officers at the middle and ,junior level remains. 

Since most of the smaller commercial banks cannot 

af'f'ord to maintain sepal'ate training colleges 'of' their 

own, it is necessary to make arrangements for trainin~ 

and development of their officers. The Working Group, 

,therefore, recommends that the bigger,commercial banks 

should provide accommodation and facilities for training 

of'ficers of these smaller banks in their respective 
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colleges and also provide opportunities for on-the-job 

training. Such a practice would not only up~rade the 

quality of the personnel of the smaller banks but also 

link them more effecti vely wi th national banking system. 

The Working Group also records with satisf3ction that 

almost all the bigger commercial banks have agreed 
.-

with this proposal and offered their services for 

training officers of the smaller banks. 

8.0 Training of Officers of Foreign Banks 

8.1 The Working Group has noted that the forei~n 
~ 

banks do not have separate institutional arrangements 

for training their staff in India. The Group, therefore, 

suggests that they make suitable arrangements, i~dividually 

or collectively, for training their junior staff. In 

so far as the higher levels of their personnel are 

concerned, . they may participate fully in the prograrmnes 

of the proposed National Institute. ,. 

9.0 LaunChing the Training Programme 

9.1 Finally, the Working Group suggests that in orde:.. .. 

to launch the entire. training and development programme, 

conferences of the chairmen and directors of the 

CODlllercial banks should be conyened. The main· obie cti ve 

of these conferences should be to· discuss ways and means 

of. translating the social objectives of b~nkinginto an 
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action programme. The se conferences should al so 

discuss the various issues relating to the development 

of the banking profession and the proposed trainin~ 

activities. 

9.'2 The first of these conferences should cover 

all the banks whose deposits are in excess of R~.25 crores 

and the second cover all other ban~s. The conclusions 

of these conferences should be circulated as widely as 
! 

possible to the banking community. 

9.3 The Working Group also slJl!:f!:ests that such 

conferences for di scussing industry-wide problems at 

the highest level should be arranged every year 

regionally or centrally by the proposed National 

Institute and, until its establishment, by the 

Reserve Bank. 

9.4 There is; in addition, the important transitional 

period pending the establishment of the 'National 

Institute. Since the initial activities will, in larp-:e 

part, influence the character of the training pro~r~e, 

we recommend that suitable arrangements and facilities be 

provided to undertake the various activities. 

9.5 In-this connection, the Working Group also 

suggests that the responsibility for implementing 

these various recommendations, should be placed with 
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an ad hoc committee to be assi sted b:,r p.n officer as 

the Pro,iect Administrator. This will enable a proper 

and ,;speedyfollow-up action 011 the entire p~""ogramrr.e . 
•. -f. . 

9.6 In conclusion, we believe th~t the va~ious 

measures suggested in the repoJ't wi II be abl e to 

help a great deal towards the profession'alization 

of the banking industry. 
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APPENDIX I 

Names of persons who had discussion with the Working 
Group 

Individuals having experience/knowledge of training / 
education of banking personnel or allied fields. 

1. Dr.K.S.Basu, Director, Jamnalal Bajaj Institute of 
Management Studies, University of Bombay, Bombay. 

2. Shri R. S. Bhatt, Chairman, Unit Trust of India, 
Bombay and former Managing Director of the 
Maharashtra State Financial Corporation. 

, 

3. Shri K.T. Chandy, Chairman, Food Co~poration of 
India and former Director of the indian Institute of 
Management, Calcutta. ' 

4. ~hri V. T. Dehejia, Chairman, State Bank of India, 
Bombay. 

5. Prof. Ishwar Dayal, Indian Institute of Management, 
Ahmedabad. 

6. Dr. N. C. Mehta of the SYndicate Bank Ltd., 
(an expert in agricultural finance). 

7. Shri P. L. Tandon, Chairman, Hindustan Lever Ltd., 
Bombay. 

Chief or senior executiveSof commercial banks/ 
co-operative banks. 

CommerCial banks (Indian) 

8. Shri B. K. Dutta, Chairmdn, United Bqnk of Injia Ltd., 
C.lcutta. 

9. Shri V. K. Hardikar, Instructor, Bank of Iudia Ltd. , 
and Bank of Baroda Ltd. Staff Training College 1 
Bombay -6. 

10. Shri S.B. Kaji, Deputy General ManagAr, Bank of 
India Ltd., Bomb~. 

11. Shri G. Lakshminarayanan, Chairman, Indian Bank Ltd., 
Madras. 

12. Sh,r1 F.K.F. Nariman, Chairman, Union Bank of India 
Ltd., B~bay. 
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13. Shri V. C. Pate-l,-Chairman, Central Bank of India Ltd., 
Bom~&¥. 

14. Shri Ramanand Rao, Managing Director, State Bank 
of India, Bombay. 

15. Shri R. B. 8ha-h, Chairman, United Comme::-cial Bank 
Ltd., Calcutta. 

16. Shri B. K. Vora, Deputy General Manager, 
Punjab National Bank Ltd., New Delhi. 

Commercial banks (Foreign) 

17. Mr. James Russel, Chief Manager for Indi~ 
Chartered Bank, Calcutta. 

18. Mr. J.D. Sims, Manager, Bank of America National 
Trust and Savings Association, Bombay. 

Co-operatiye banks/individuals having knowledge 
or experience of co-operative banking. 

19. 8hri G. M. Laud, Editor, Financial Express and a 
former executive of a co-operative bank. 

Principals of Training Establishmen~s 

20. Shri B. D. Kasbekar, Principal, Bankers Training 
College, Bombay. 

21. Shri R. S. Khambata, Principal, Staff Training 
College of the Union Bank of India Ltd. and former 
Principal of the Bankers 'Training College. 

22. Shri J. S. S. Malelu, Principal, Sir Sorabji 
Pochkhanawala Bankers Training COllege, Bombay 
( a college run by the Central Bank of lndic Ltd. 
and the Dena Bank Ltd. jointly). 

23. Shri Balwant Singh, Principal, State Bank of India 
Staff Training College ~ F..yc8rC'bad. 

24. Shri T. A. Vaswani, Principal of the Staff Training 
COllege of the Bank of Baroda Ltd., _~hrnedabad and 
former Principal of the Bankers Training COllege, 
Bombay. 
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Indian Bank~' Association 

25. Shri S.G. Shah, S~cretary, Indian Banks' 
Association, Bombay. 

Principals of Commerce College etc. 

26. Dr. B.R. Dhekney, Principal of Sydenbam 
College of Commerce & Economics, Bombay. 

27. Dr. S.K. Muranjan, Former Principal of the 
Sydenham College of Commerce & Economics, 
Bombay. 

Officers of the Reserve Bank of India 

28. Shri V. M. Jakhade, Deputy Economic Adviser, 
Economic Department, Reserve Bank of India, 
Bombay. 

29. Shri V. G. Pendharkar, Economic Adviser, 
Economic"Department, Reserve Bank of India, 
Bombay. 

Shri D. L. Mazumdar, I.C.S.(Retd.), Chairman, 
West Bengal Industrial Development Corporation, 
Calcutta, sent a written memorandum on the 
subject. 



 

 

 

Bankers Training College, Bombay 

The College was established by the Reserve Bank 

of India in 1~54 to impart practical training in 

banking to the supervisory staff of commercial banks. 

It was set up with the assistance of two experts from 

the Midland Bank whose services were obtained under the 

Colombo Plan. It is a re~identi;al institution. The 

Reserve Bank has constituted an 'Advisory Council to 

assist it in running the Colleg~. The composition of the 

Council is given in the annexure. 

? Faculty of the College - The faculty consists of 

the Principal and eleven Instructors. It includes 

Instructors with experience of commercial and cpoperative 

banking. 
. 

3. Accommodation available in the College - In the 
i 

College, there are two Lecture Rooms, twelve Group Rooms, 

one Assembly Room, in addition to the accommodation for 

the faculty, office, stores, library, stationery, etc. 

In the hostel, there are 44 rooms which can accommodate 

88 trainees at a time. 

The College conducts three courses at a time with 

25/30 trainees in each course~ 

4. The College at its commencement in '1954 conducted 
• 

qnly one course in banking. Its activities have increased 

gradually to meet the requirements of banks. It now 

BAKATI
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~ the following six courses for the supervi!ory 

staff of commercial ba~ks :-

(I) SENIOR C0lmSE IN BANKING 
(for Branch Agents, " 
Managers a~d other 
officers of commercial 
banks). 

(a) Duration of the 
course 

(b) No. of trainees 
per course 

(e) Teaching staff 

(d) Syllabus 

- Co~~enced in September 
1954. 

- Ten weeks. 

- 30 or so. 

- Staff of the College. 
Visiting speakers from 
the ReseTve Bank of India, 
commercfal banks and 
other institutions. 

- Economic background. Role" 
of banks in the "economy. 
Centra~ banking with 
particular reference to 
the Reserve Bank of India. 
Banking Regulation Act, 
Negotiable Instruments 
Act and other enactments 
having bearing on opera­
tions of hanks. General 
Principles of lending. 
Advances against various 
securities. Clean loans. 
Analysis and interpretation 
of balance sheets. Invest­
ments. Foreign exchange 
and finance of foreign 
trade. Industrial finance. 
Co-operation. Customer­
service. Accounting and 
Auditing. Internal audit 
and branch control. 
Functions and working of 
Reserve Bank and Associate 
Institutions. Principles 
of management. Personnel 
relations. Practical 
exercises on various 
subjects. 
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Other features 

HTTERMEDIATE cr-rRSE 
(for Accotmtantz or 
Supervisors of 
Commercial banks). 

(a) Dura.tion of the 
Course 

(b) No. of trainees 
per course 

(c) Teaching stqff 

(d) Syllabu~ 

(III) HTDr'STRIAL FPn)\TCE 

- Talks by visiting speakers 
on subjects of interest 
to bank officers. Short 
tall-,s by train0es. 
Impromptu hanker and 
cDstomer interview. Visits 
to factories, the Port Trust; 
etc. Educqtional films. 

- Commenced' ir Septer:1ber 
10 60. 

- Eight weeks. 

- 2.5 or so. 

- Staff of the College. 

- Economic backgrounc. 
Functions of a modern 
commercial bank and of a 
central bank. Banking law 
and ftM practice. Deposit 
accounts. Payment and 
collection of cheques. 
Remittances. S~fe custody. 
Inland bills. A.dvances. . 
Investments. Bank ~lccounts. 
Foreign Exchange. Functions 
and working o! the R2serve 
Bank of India. Co-op~ratiOD. 
Bt1sines~ correspondence. 
Practical 8xercis3s on 
various subjects. ~isits to 
a factory and the Clear.:.!Jg 
Fouse. Tutor's Quiz. 
Question Bee. 

C0URSE - Commenced in J'uly 1960. 
(for the ~upervisory 
staff of the ~inancial 
Corporations and 
com~ercial banks) 

(a) Duration of the 
course 

(b) No.of trainees 
per course 

- Eight WGcks. 

- ?5 or so. 
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(c) Teaching Staff 

(d) Syllabus 

- Staff of the College. In 
addition, the services of an 
officer from one of th2 
Financial Corporations weI'S 
obtained on a deputation 
basis for the first two 
courses. Officers of the 
Industrial Development· :ian~· 
of India, the Industrial 
Finance Department of Reserve 
Bank, T."inancial Corl)ora~~ons 
etc., give talks in the course. 

- Economic Backfround - Basis 
of sound industrial develop­
ment. IndvstrialDevelopment 
in India. Industrial policy 
resolutions. Industries 
(Development and Regulation) 
Act,1951- Tariff policy and 
protection. structure of 
Indian industry - Investment 
in industry - Capital needs 
of industrial undertakinrs. 
Law - Indian contract Act? 
1872. Indi~n sale of 300ds 
Act,1930. Indiar Partnership~ 
Act,1932. Law relatin~ to 
income-tax with sp8ci~1 
reference to compqny t~xation. 
Business Organisation. 
Accounts - accowts of i. 

proprietary cnncern; nart~8r­
ship and a company. A:rF:'_lysi s 
and interpretation of' b~l_~ qnCG 

sheets. 
Industrial Finance - agljf1c": 85 

for industrial fin~nce in 
India - special problems of 
small scale industries ar~ 
financi?l a3sis1~nce to small 
industries by CkrvernmsEt. 
Functions of the National 
Small IndBstries Corncration. 
State Aid to Industries R".11~~ s­
Activities of the Small Scale 
Scale Industries Bo~rdl ~tc.­
Integrated Scheme of Insti­
tutional Credit and role of 
the State Bank·of India -CrediL 
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Other Features 

(IV) FOREIGN EXCHANGE 
COURSE 
(for officers of 
commercial banks 
dealing in foreign 
exchange business) 

Guarantee Scheme - f!nancinr 
of industries in some 
selected countries e.g. 
U "J C" A J A + ~(" .K., I. u •• , ai:l2.Il, US~I·,I .... ul. 
Appraisal of industri~l 
projects. VTo!'king of the 
Finance Corporations -
differe~t stages of the 
procedure followed f')r 
~anctioning and dis lm:::'sing 
~oans - nroblems of state 
Finar.ciaI Corporations 
regarding resources, m~n~~e-

t t +-. r etc Ir~-.L'~ -men, axa .... lO ., : .J , .... ' \., 

ment of funds - pJllcy aE'l 
criteria., t"!chniCt'LIc ')f 1}::'~'J':'. 
writing, practicnl wo~k -
comnletion of application 
for~s for a~van6es - a~aJJsis 
and interpretati')n of ba11nre 
sheets completion Rnd e V 0C)­
tion of l10CUI!lE.:Dts - i!il~ocd.tL'n 
(~f terms anc, condi ticns 0 

- Visits to two or three in~Js· 
trial undertakings fina~c8d 
by the Industr~al Flnance 
Corporation or Maharashtra 
State Financial Corporation. 
Reports of such v~sits. Cq~~ 
studies. Preparction RDa 
reading of 'Papers!. 

- Commenced in Septe~ber 1962. 

Ca) Duration of the - Six ~,!eeks. 
Course 

(b) No. of trainees - 25 or so. 

(c) Teaching Staff - Staff ~f the College ~nC 
Visiting sp~~kers, from 
other insti tlJtions. Vte!llb8r.:; 
of the Gtaff of th8 Cullege 
pay visits to foreig~ ban~~ 
to keep themselves in tOu~'l 
vrl th the latest developm(wt8 
in the field of foreign 
exchange. 
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(d) Syllabus 

(V) COURSE ON PERSONNEL 
AND ORGANISATION 
(for officers of 
commercial banks) 

(a) Duration 

(b) No. of trainees 

(c) Teaching Staff 

(d) Syllabus. 

- General principles of For~n 
Exchange and Exchange Arith­
r:L')tic. Organ'_.:t!.a-'"l ~ '). 
foreign exchange department. 
Detailed study of the working 
of various sections - Bills 
and Documentary Credits -
Remittances (inward and 
outward)and Travel - Agency 
arI'lngements and foreign 
branches. Exchange Dealings­
Exchange Acc~unts - Credit, 
Trade and Travel Information. 
Ezchange Control. Nature of 
India's foreign trade and 
balance of payments. 

Commer-ced in August 1964 

-Four weeks. 

-28 or so. 

-The talks are, by and large, 
given by outside experts 
on different subjects. 

- Mana~e~ent - :ts scope anc 
objectives.Behavioural 
scie~ce i~ management -
Organi~at~on and administra­
tion .. runc tions and scope 
of personnel administration. 
Industrj.al? ~~:~-";:'~ll:s - Trade 
UnieD movement - Code of 
discirline and grievance 
p~oce(ure - Methods of 
settlement of disputes 
Disci~line and disciplinary 
actio:.1 - Labour Legislation -
W€lfare activities - Irr.po­
rtant provisions of the 
Natio:'1al 'L:>ibunal (Bank Award) 
and Aw~rd relating to bonus. 
Biparti~e settlement. Case 
studies. Educ ·':ton and 
training in the field of 
':3ank Nanagey;;ent'. 
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(for m8.nagerial 
staff of commercial 
banks~ • 

(a) Duration 

(b) No. of trainees 

(c) Teachin~ Staff 

Cd) Syllabus 

The pilot course commenced 
on the 18th December 1967. 

Seven weeks. 

34 (in the pilot course) 

Staff of the College, Officers 
of the /~gricul tural Credit 
Department,Rural Economics 
Division of the Reserve Bank 
and the igricultural 
Refinance Corporation, 
officers of Commercial banks 
possessing experience of 
agricultural finance, officer~ 
of the Government of India 
and the Government of 
Maharashtra and other experts. 

Rural Economics. Role of 
agriculture in economy. 
Pro~rarnmes of agricultural 
development. Technical 
background relating to 
agricultural production. 
General aspects of agriculturci 
legislation and reforms in 
India. Credit requirements 
of agriculturists and co­
operatives. Private and 
institutional agencies for 
proviSion of agricultural 
credit. Financing of short­
term, medium-term and lon~­
term needs. Role of State 
Bank of India in financing 
co-operative institutions. 
Role of the Reserve Bank of 
India in providing short-terre 
and medium- term finance. 
Role of the Reserve Bank in 
regard to proviSion of long­
term finance. Appraisal of 
loan applications of primary 
credit societies by co­
operativG banks. Procurement 
of foodgrains. Role of various 
agencies. 
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Agricultural Refinance Corpo­
ration. Functions and working. 
Financing of major agricultural 
development projects. Schemes 
for development of plantation 
crops. Schemes for develop­
ment of land. Schemes for 
development of allied agri­
cult1.1ral activities. Method 
of appraisal of schemes -
cost-benefit survey economic 
gnd technical feasibility. 
Scrutiny of loan proposals. 
Agricultural finance by 
commercial banks in financing 
agriculture directly and 
indirectly. Principles of 
lending with particular 
reference to agricultural 
finance. Practices and 
procedures in financing agri­
culture. Financing of the 
procurement, storage and 
distribution of fertilisers 
and other inputs. Financing 
of agro-industries by commer-
cial banks and other agencies. 
Role of commercial banks in 
financing of processing and 
marketing of agricultural 
prOdlJCe. Various schemes for 
providing agricultural credit 
formulated by the state Bank 
of India and other commercial 
banks. Visits to co-operative 
institutions and farms. 

5. An ad-hoc COl.lrSe for the supervisory inspection staff 
of commercial banks. 

In response to requests from representatives of 

banks, the Reserve Bank organised a course of two weeks' 

duration for the supervisory inspection staff of medium 

and small sized commercial banks. The course covered 

techniques and procedures of inspections. 
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6. Courses for the managerial staff of co-operative banks 

The College also conducts following courses in 
..-

banking for th.e nlaoogerial staff of cooperative banks for 

the time being, i.e. till a separate college for the 

managerial staff of cooperative banks is set up:-

(I) COURSE FOR TEE MilNAGERIAL 
STAFF O~ STATE AND CENTRAL 
COOPERA.TIVE BANKS - Commenced in October 1965. 

(a) Duration of the 
course 

(b) No. of trainees 

(c) Teaching Staff 

(d) Syllabus 

- T..en weeks. 

- '30 or so. 

- Staff of the College. 
Officers of the Reserve 
Bank and visiting speaker5. 

- Economic background -
Principles of rural 
economics.- Role of 
commercial and cooperative 
banks in the economy - Rol~ 
of Reserve Bank of India 
and State Bank of India in 
rural credit. Practice and 
law of banking - Legislation 
relating to cooperative 
banks/societies - Sources 
of f:unds - .. Employment of 
funds. Investments 0 

Advances - general principles 
~ securities- procedure 
followed in makin~ short/ 
medium/long term loans. 
Book-keeping and accounting 
system in banks - control 
and supervision over branches 
- Role of a central co­
operative bank as the 
central financing agency 
in a district - its rela tion­
ship with the state Co­
operative Bank and primary 
level institut'ions. . 

3 weeks practical training 
in cooperative and commercial 
banks. Principles of 
management. 
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Inland bills-Securiti~s an~ 
Bork-keeping and accourtting 
system in o~r.ks - system of 
cOLtrol ~rd Ch8Ck over 
accounts - inter-branch 
and he&d office accounts. 
Control and supervision of 
branch8s. Irvestments -
principlE:~ sand p:"ocedures. 

Advances - geYloral prir:c1ple s 
and procedures - Securities, 

Legislatior relating to 
co-operativo banks/societies. 

Practical traini~g in 
commercial and co-operative 
banks. Reserve Bank 
inspections. 

Role of the Chief Executive 
Officer - in man~ging an 
urban co~operative bank: -
his duties in rel~tion to 
the Board, the customer and 
the staff Practical 
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Other features - Visits to the clearing 
house, a safe deposit 
vault and a factory. 

7. Teaching techniques followed in the College. 

Apart from the usual lecture - discussion mathod, 

techniques such as syndicate studies" case studies, 

tutors' quiz, question bees, are followe.d depending 

upon the nature of the subject to be covered. 

8. Total number of officials of banks who have received 
training in the College. 

The total number of officials of commercial banks 

who have received training in the College from its 

inception to February 1968, was 2,780 made, up as under :-

Course No. of officials 

( 1) 

(?) 

(3) 

(4) 

(5) 

Senior Course 

Intermediate Course 

Industrial'Finance Course 

Foreign Exchange Course 

Course on P$rsonnel and 
Organisation. 

• • • 

• • • 

· .. 
• •• 

• It • 

(6) Ad-boc Course for the supervisor;T 
inspection staff of commercial 

1,500 

767 

18.5 

163 

107 

banks ••• ••• 25 

(7) Course on Agricultural 
Finance • • • 33 

gj.'ZaO ------

The total number of officials of co-operative banks 

who have received training in the College "Tas 185 made 

up as under :-
(1) Managerial staff of state and 

, central co-operative banks 154 
(2) Managerial staff of urban 

co-operative banks , ~ 
195 
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9. Cost of training per trainee per COl1.rse 

The cost of training per trainee per course works 

out approximately as detailed below ~­

(i) Senior Cour se (ten-week c01~rse) 

(ii) Intermediate Course (eight-week 
course) 

(iii)Foreign Exch~nge Course (six-weck 
Course) 

(iv) Industrial Finance Course (eight­
week Course) 

(v) fersonnel and Organis~tion Course 
(four-week course) 

Rs 0 

1,500 

1,200 

9011 

1,2()() 

1,200 (Hecovcl'­
ed in 
full) 

The hostel charges at present work out to ab01..1t 
~.75.00 per week pCI' t~ainee in resnect of the 
above-mentioned courses. 

The basis of recovery of tui tioD costs and hastcl 

charges from the banks in resDect of courses (i) tc (iv) 

is as follows :-
Commercial Banks 

(i) .!)lit1on costs - '1.'he Reserve Bank bears 5C~; of.' 

the tui t10n costs tn respect of officials of Class 'A' 
and 'B' commercial banks i.e. barks having working frncls 

of ~.7t crores and above. 

The Reserve Bank bears the entire mit10n costs i'i 

case of officials of Class 'c' banks i.e. those "vIho ~1avc 

working funds below ~.7t crores. 

( .. \ 11; Hostel Charges I 
Travelling expenses (iii) 

These charges are borna 
fully bv the b~nks 
deputing offj.cers f~r 
training to the College. 

Co-operative banks 
(i) TUition Costs - The Reserve Bank bears the entir~ 

tuition cost. 
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(ii) Hostel charges - For the purpose of recovery of 

hostel charges, the banks are divided into the 

following three categories :-

(a) Class 'A' banks i.e. those with paid-up 
share capital, reserves, etc. i.e. 'owned 
funds' of &. 1 crore and over. 

(b) Class 'B' banks i.e. those with paid-up 
share capital, reserves etc. i.e. 'owned 
funds' betw~en &. 1 crore and fu.25 lakhsr· 

(c) Class te' banks i.e. those with paid-up 
share capital, reserves! etc. i.e.'®wned 
funds' of less th~n fu.2b lakhs. 

The basis of recovery is as under :-
(a) Class 'A' banks pay the hostel charges 

in full. 

(b) Class 'B' banks pay 2/3rd of the hostel 
charges, the remaining 1/3rd being borne 
by the Reserve Bank. 

(c) Class 'C~ banks pay 1/3rd of the hostel 
charges, the remair_ing :? /3rd being borne 
by the Reserve Bank. 

(iii) Travelling expenses. 

Ca) Travelling expenses to and from Bcrebay 
ar~ borne by the banks deputing offici~ls 
for training. 

(b) Travelling expenses on tours arrarged by 
the College in the course of training 
are borne by the Reserve Bank. 
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ANNEXURE 

ADVISORY COUNCIL FOR TRi,.INING OF BANKINrr PERSONNEL 

PRESIDENT 

1. Shri L. K. Jha . 

VICE PRESIDENTS. 

2. Shri B. N. Adarkar 

3. Shri A. Baksi 

4. Shri J, J. Anjaria 

5. Shri P. N. .amry 

MEMBERS. 

6. Shri R. K. Seshadri 

7. Shri D. N. Maluste 

8. Shri K.M.". Thackersey 

9. Shri V. C. Patel 

10.Shri T. D. Kansara 

11.Shri ~. K. ~alwar . 

12.Mr. A. A. Norrie 

Governor, Reserve Bank of 
India. 

Deputy rrovernor, 
Reserve Bank of India. 

Deputy Governor, 
Reserve Bank of India. 

. Deputy Gcvernor, 
Reserve B~nk of India. 

Deputy Governor, 
Reserve B~nk of India. 

Executive Director, 
Reserve Bank of India. 

Executive Director 
Reserve Bank bf InJia. 

Chairmar, 
Indtan Banks' Association. 
Bombay. 

Chairman, 
Central Bark of Inr::.ia Ltd., 
Mahatma GQndhi Road, 
Fort, Bombay -1. 

Chairman, 
Bank of India Ltd., 
Bombay. 

Managing Director, 
State Bank of Indi~, 
Bombay Circle, 
Bombay. 

Manager, 
Chartered Ba.nk, 
Bombay. 
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13. Shri N.M. Chokshi. ~~;~r~~n~aroda Ltd., 
Bombay. 

14. Mr. R.S. Rees. Manager, 
National & Grindlays Bank Ltd., 
Bombay. 

15. Shri Pravinchandra V. Chairman, 
Gandhi. Dena Bank Ltd., 

Bombay. 

16. Shri G. Lakshminara- Chairman, 
yanan. Indian Bank Ltd., 

Madras. 

17. Dr. B. R. Dhekney. 

18. Shri S.N. Sen Gupta. 

19. Shri V. M. Joglekar. 

20. Dr. P. Natesan. 

21. Shri B.D. Kasbekar. 

Principal, 
Sydenbam College of Commerce 
and Economics, 
Bombay. 

Chief Secreta:!'y, 
Indian Institute of Bankers, 
Bombay. 

General Manager 
Maharashtra sta!e Co-operative 
Bank Ltd., 
9, Bakehouse Lane, 
Fort, 
Bombay -1. 

General Secretary, 
Tamil Nadu Co-operative Union, 
Near Walajah Bridge, 
Madras -9. 

Principal, 
Bankers Training College, 
(Met,ber-Secretary) • 
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APPENDIX III. 

Particulars of the trainirg institutions 
of commercial banks. 

(1) State Bank of India 

(i) Name of the College 

(1i) Faculty 

: Staff Training College, 
Hydcrabad. 
Established 1961 
Re,s-!M-·· , 

Principal and six 
Instructors. All from 
the bapk. For purposes 
of faculty development, 
the bank arranges 
programmes, seminars· and 
conferences. 

(1ii)Courses conducted: (i) Intermediate Course for 
Probationary OfficersA 

(ii) Trainee Officers' 
Course. 

(iii)Special Course for 
Staff Officers on 
probation. 

(iv) Middle Management 
Programme - Special 
Courses on subjects 
like foreign exchana,e, 
provision of credit to 
small scale industries, 
staff relations, etc. 
The duration of these 

courses is six to eight 
weeks. The;subjects covered 
in these courses are la~ 
and practice of banking, 
banking and accountin~ 
procedures, basic economic 

,concepts, money and banking 
international trade and 
personnel man3.gemeI"l.t. In 
the middle management 
programme, an opportQnity 
is given to the participants 
to have insight into the 
various aspects of managemert 
science. 
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(iv) Number of officials 

In addition, special 
courses on ~bjects such P.S 

foreign exch~nge, provision 
of credit to small scale 
industries are held for 
the officials who handle 
or likely to handle such 
work at the bank's branches. 

Short seminars for rela ti wly 
senior officers on subjects 
such as trainin~ of personnel, 
foreign exchange, staff 
relations, are held from 
time to time.' 

trained in a year. 400 or so. 

(v} Total number of 
middle and junior 
level off1cerl!l' 
for whom arienta­
tion/training is 
considered necessary 
by the bank. 2365 

lv1) Total number of 
offices of the bank 
a~ on the 31st 
December 1967. 1467 

(vi1)Ma1n difficl.Jl ties Shortage of accomruoda tion. 
in expanding 
training facilities. 

(~, Bank of India Ltd. 

~1) ~ame of the College 

(ii) Faculty 

The Bank of India Ltd. 
and Bank of Baroda Ltd. 
Staff Training College, 
Bombay. 
Non-residential. 
The Bank had training 
centres at Ahmedabad and 
Calcutta. They have been 
discontinued since August 
1967. 
Principal and nine 
Instructors. 
The Instructors are 
officers of the Bank of 
India Ltd./ Bank of Ba~oda 
Ltd. Arran29ments h~ve 
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(iii) Courses conducted 

been made with outside 
experts for talks on 
management, law etc. 
The College deputes some 
members of the faculty 
to othor institutions like 
the Administrative Staff 
College of India, 
Hvderabad. . . 

(a) Senior course in 
banking. 

(b) Intermediate course 
in banking . 

(iv) Number of officials 84 or so. 
of the Bank of India 
Ltd. trained in a 
year. 

(v) Total No. of middle 1,?89 
and junior level 
officers for whom 
orientation/Training 
is considered nece-
ssary by the bank. 

(vi) Total ~o. of offices 
of the bank, as on the 
31st December 1967. 

(vii)Futureplans 
I , 

(viii) Main difficulties 
in expanding train-
ing facilities. 

Bank of Baroda'Ltd. 
,..! , '7 __ 

?20 

The bank has taken steps 
to establish a residential 
training college in a 
suburb of Bombay. The 
college is expected to 
commence functi0ning from 
June 1969. 

(a) Inadequacy of space. 

(b) Paucity of suitable, 
qualified and experi-
enced Instructors. 

(c) Difficulty in sparing 
man-power for training. 

(d) Addi tiona.l financial 
burden. 

, - , - ~ - .. 
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(ii) Faculty 

staff Training College, 
BOr!bay. 
Non-residential. 

(b) Bank of Baroda Ltd. 
Staff Training College, 
Ahmedabad. 
Non-residential. 

(a) Details of facul~y 
are the same a.s those 
given und8r Bank of 
India Ltd. 

(b) Principal and six 
Instructors. The 
members of the faeulty 
visit tha bank at 
periodical i~terv~ls 
to familiarise them­
selves with ch~nf8s 
in rout:.ne Rr;d proce­
dures. SOIDe of them 
visit the Bankers 
Trai~ing Collofe, 
Bombay ~s observers. 

(iii) CDurses conducted: (a) Details of the cour~es 
conducted are the 

(b) 

(tv) Number of officials 
of the Bank of Baroda 
Ltd. trained in a 
year • (a) . 

(b) 

same as those given 
unjer Bank of India 
Ltd. 

Intermediate Course 
in banking. 

84 or so • 

40 or so. 

(v) Total number of middle 1509 
r and junior level 

officers for whom 
orientation/training 
is considered nece­
ssary by the bank : 

(vi) Total number of offices 307 
of the bank as on the 
31st Decem ber 1967. 
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(vii) Main difficulties 
in expanrling training 
facilities : 

Lack of space and 
paucity of trained 
Instructors. 

(4) Central Bank of India Ltd. 

• 

(i) Name of the College : 

(ii) Faculty 

(iii).Course conducted 

Sir Sorabji Pochkh~nawala 
Bankers Training College, 
Bombay. (Jointly with the 
Den"l. Bank ,Ltd.) Ncn­
residential. 

Prircipal 3.,nc1 four Tutors 
(two f~om each bank). 

Interme6iatn Course in 
banking. 

(Iv) Number of offici::ils 60 
of the Centrql Bank 
of India Ltd. 
trai ned in a year. 

(v) Total number of middle 482 
and junior level 

(vI) 

officors for whom 
orientation /train-
Ing is considered 
necessary by the 
bank • 
.. 
Total number of 
offices of the bank 
as on the 31st 
Decembt2r 1967. 

(vii)Future plans : 

(viii) Main difficulty in 
c~pandin~ crmning 
facilities. 

465 

The ban'i{ proros"s to 
extend training facilities 
in the present colle~e. 

Shortage of accommo­
d!3.tion. 

(5) ~a Bank Ltd. 

(i) Name of the CollGg2: Sir Sorabj~. Pochkhanawala 
Bankers Training College, 
Bombay (Jointly with the 
Central Bank of India Ltd.) 

Non-residential. 

(ii) F~culty : ~ Details of the faculty ~nt 
U the courses conducted 

(ii i) Course_5 ~onducted~, are t.he !=l~mp. AC:: t.}JCLSB ___ _ 
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(iv) Number of officials 
of Dena Bank Ltd. 
trained in a year. 

given under th~ Central 
Bank of India Ltd. 

40 or so 

(v) Total number of middle 883 
and junior level 
officers for whom 
orientation/training 
is considered nece-
ssary by the bank. 

(vi) Total number of 186 
offices of the bank 
as on the 31st Dece-
mber 1967. 

(vii)Future plans -The 'bank proposes to extend 
the training facilities in 
the college by introducing 
courses for middle level 
officers and short courses 
as well as seminars and 
corferences for senior level 
officers. 

(6) Punjab ~ational Bank Ltd. 

(i) Name of the College Staff Training College, 
Delhi. Non-residential. 

(ii) Faculty Principal and six Instructors. 
All from the bank. Arrange­
ments have been made with 
011tside experts for talks 
on management, law, etc. 

Outside experts are invited 
to run short courses forthei 
the members of the faculty. 
Some of the members of the 
faculty are' also sent to the 
Colleges run by the Reserve 
Bank of India and bigger 
commercial banks as also to 
the Business Administration 
course conducted by the 
Delhi University. 



(iii) Courses conducte~ 

(iv) Number of officials 
trained in a year. 

For Managers :-

(a) 
\b) 

(c) 

For 

Management Course. 
Course on Industrial 
Advances. 
Foreirn Exchange 
Course. 
Accountants :-

(a) Several courses on 
banking practices and 
procedures. 

(b) Course on management, 
economic trends and 
law. 

90 or so. 

(v) Total number of 864 
middle and junior 
level officers for 
whom orientation/ 
training is consi-
dered necessary by 
the bank. 

(vi) Total number of 508 
offices of the bank 
as on the 31st 
December 1967. 

'v~i)Futureplans : The bank proposes to -
(a) extend trainin~ in 

foreign ex~hange f0r 
middle level 
personnel. 

(b) start a course in 
general management 
with emphasis on 
human r'elations and 
personnel mana7ement, 
and 

. (c) introduce courses on 
agricultural finance 
and finance for small 
scale industries • . 

(viii) Main difficulty Lack of trainers. 
in expanding training 
facillties: .' 
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(?) United Commercial Bank Ltd~ 

(i) Name of the College 
• 

(ii) Faculty 

(iii) Courses conducted 

- Staff Training Col~~~~, 
Calcutta. Resldent~al . 

- Three or four regu:ar 
officers. Also lectDrG~.J 
on a part-time basi~ 
selected from a~0nc 
officers posted in 
Calcutta. Durine sessions 
part-time lecturers are 
recrni ted fr:J!!', ou~siC:e 
to give talks on 
accountancy, au~iting 
etc. 

A banking cour se rO!' 
officers of the 1~v0l of 
AccountaI!ts and junior 
managers. Practical 
training is arran~od in 
a large-sized brand! 
and at head office. 

(iv) ~rumber of officials 19 

(v) 

trained in a year. 
Total number of middle 
and junior level 
officers for whom 
orientationitraining 
is considered nece-
ssary by the bank. 

392 

(vi)Total number of offices 282 
of the bank as on the 
31st December 1967. 

(vii)Future plans The bank nroposes to 
(a) widen traIning 

facilities at its 
training establi3h-
ment at Calcutta ~nd 
to extend these to 
other important , 
centres lr Indla ~nQ 

(b) make increasi~g US8 
of the training 
facilities offerGd 
by the Bankers , 

ih~ii~~f1 ~~i:~f~~f -' 
~~i~i~i~~ti~~est3.ff 
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(viii) Main d1ff1clllties 
in expandinf tr~in­
tng facilities. 

(8) United Bank 0f India Ltd. 

(i) Name of the Crlle2G : 

(ii) Frtcul ty : 

(iii) Courses conducted : 

(1v) ~fu~ber of officials 
trained in a year 

College of India :tP-!l by 
bn.nks ovcrse::ts. 

(a) Difficulties in 
making sui tabl,,~ 
relieving arrangcnonts 

fnr the staff se10ct~~ 
for trainiI:.g. 

(b) Resistance fro7, tL,; 
employees concerre{ 
or their unions. 

staff Training Cnllc~~, 
C~lcutta. Establis~~a: 
1964. Non-residential. 

Superinter_ct0~'t ":!.!"'_c. ~;--'yt..e 
Ins true t(": I'S • :~111:"<;:' 
officors of ths b~nk. 

(a) Junior Course '_r. 
barkin~ f0r rniC~l~ 
laV2l per20DI:.2:. 

(b) Senier cC'urSE i-:-, 
banking for brancr­
agents: 

(0) Course in. b~lnki:J.,,: for 
branch account;nts. 

(d) Secvrity Course ~ot 
agents~ accou..'>'lJ..'l]'"l"::~: 
and security o:ficeY~ . 

(@) Mixed Course fer 
char .... ered acc('lmt~.::'t ~ 
economists, Gn~ineef~ 
and others "Tho h4..vt" 
no banking Bxp~ri~nc~-

Talks en stqff crntrnl. 
reporting etc. ~re sls~ 
8.rr~nged. 

200 or so. 

( v) Total number'of middle 746 
and junior level officers 
for whom orientation/ 
training is considered 
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(vi) Total number of offices 
of the bank as on the 
31st December 1967. 

(vii)Future plans : 

164 

A residential centre for 
the training of senior 
offici~ls and a few 
important concentrated 
courses for the other 
groups. 

(9) The Indian Overse~s Bank Ltd, 

(i) Name of the College : 

(il) ,Faculty : 

(ili) Courses c0nducted : 

Staff Training College; 
Madras. 
Established: 1957. 
Resicentlal for trainees 
from mofussl1 areas. 

Principal and two Tutors. 
The Principal has thus 
far been recruited from 
outside. The Tutors 
are officers of the bank. 
Specialists from outside 
are also invited for 
giving talks to the 
trainees. ' 

(i) Induction Course for 
Probatinn~ry Office~s. 

(ii) Pre-confirmation 
course for Proba­
tionary Officers. 

(iii)Refresher Course for 
Officp-rs. 

(iv) Fore'ign Exchange 
Course for Officers. 

(v) Intermediate course 
for Junior Officers. 

(vi) Accountants' Course. 
A commodities museum 
is maintained at th8 
College with a recnrd 
of the history of 
each commodity and 
the market c0nditions. 

(iv) Number of officials 45 
trained in a year. 

(v) Total number of middle 
and junior level 
officers for whom 
~~~~n+~+;~n/+~~;n;~a 



is considered necessary 
by the bank. 

191 

(vi) Total number of offices 
of the bank as on the 
31st December 1967. 

163 

(vii) Future plans 

(viii)Main difficulty in 
expanding trai. ning 
facilities. 

(10) Union Bank of "India Ltd "' 

The bank proposes to 
start organised trqining 
programmo for its senior 
and middle level personneL 

, 
Inadequate strenrth of 
teaching faculty. 

(i) Name of the College: Urion Bank of India Staff 
Training College, Bombay­
Residential. 

(ii) Faculty 

(iii) Courses conducted; 

Principal and four Ttrtr~s8 
The Principal is a~ 
experienced banker. 

Poss..&s.ses "ceaching 
experienc~. The tutors 
are from wi"~hin the bank. 

(i) Refresher Course. 
(ii) Senior Course. 
(iii)Intermediate Cc~rse. 
(iv) Junicr Course. 

The b3.nk h3..d arranged in 
thE past refresher course~ 
for its arents in charge 
of big and. medilLJl sized 
branches. 

(iv) "Number of officials 64 
trained in a year. 

(v) Total nu~bor of 655 
middle and junior 
level officers for 
whom orientation/ 
t~aining is considered 
necessary by the bank. 

(vi) Total number of 174 
offices o~ the bank 
as on the 31st 
December 1~67. 
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(11) Cgnara Bank Ltd, 

(1) Name of the College 

(ii) Facvlty 

(iii) Course conducted : 

(iv) Number of officials 
trained in a yea~. 

; Staff Training Bchool, 
Bangalore - Non-residential 
The venue of the school 
has been shifted from 
time to time to 
(i) Hyderab9.d ., 
(ii) Trivandrum 
(iii) Madurai(iv)Bombay. 

Two Instructors (some 
times assisted by a 
third Instructor). 

Senior Course in banktng. 

80 or so. 

(v) Total number of middle 693 
and junior level 
office~~ for whom 
orientation/training 
is considered nece-
ssary by the bank. 

(vi) Total number of offices 250 
of the bank as on the 
31st December 1967. 

(vii)Future plan~. The bank proposes to 
(a) formulate and run a 

refresher course 
(or an orientation 
cour se) for branch 
managers and superin­
tendents of smaller 
and average-sized 
branches (the course 
contents will be of a 
slightly higher 
standard than the 
present senior course). 

(b) draft outside exPJrts 
tu take up lecture-s 
on specialised 
subjects,and 

(c) convert the staff 
training centre into 
a residential school. 
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(12).State Bank of Saurashtra. 

(i) Name of the College 

(ii) Faculty 

------

(iii) C0urse conducted 

(1v) Number ofofficlals 
trained in a year. 

State Bank of Saurashtra 
Staff Training School, 
Bhavnap.ar (Gujarat). 
Residential.' 

Two including one Chief 
Instructor. Members of 
the faculty are from the 
bank. '. . 
The Instructors are sent 
to the Staff Training 
College of the State Bank 
of India either as 
observers or participants 
in the fa;culty development 
programme. 

A course in banking for 
junior officers (apart 
from courses for the 
clerical starr). 

i , 

30 ~ in the only course 
con~ucted in 1967. 

(v) Total number of middle 16a 
and junior level ' 
officers for whom 
orientation/training 
is considered 
necessary by the bank~ 

. '--....-

(vi) Total nUl!lbeF of offices 82 
of the;bankas on the 
31st December 1967. 

(vii)Future plans. The bank has decided 
to reorient the training 
courses and reduce their 
duration so that more 
staff c0uld be trained 
at the exi~ting 
institutions. 

The bank's personnel at senior and middle levels 
are sent for training in the Regional Schools and the 

. College at Hydera bad run by the State Bank of India. 'l'he 
total number of starf sent for training in these 
institutions dUring the last three years was 39. 
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(13) State ~ank of Mysore 

(i) Name of the College - state Bank of Mysure 
Staff Training School, 
Banga10re. 
Non-residential. 

(ii) Facult~ - One 

(iii) Course conducted - Senior c011rse foL' jt1nio 
officers. 

(iv) Number of officials - 25 or so. 
trained in a year. 

(v) Total number of 
middle and junior 

242 

level officers for 
whom orientation/ 
training is consi-
dered necessary 
by the bank. 

(vi) Total number of 108 
offices of the bank 
as on the 31st 
December 1967. 

The bank is availing itself of the training "~c,c 11ib """~ 

extended by the Regional Schools and the Staff ~rainin~ 

College at Hyderabad run by the State Bank of Indi;"J. fc:!." 

training its senior and middle level personnel. ThG 

number of staff deputed to the various training COl'rS0S 

conducted by the above institvtions durinf, the last 

three years was 28. 

(14) State Bank of Patiala 

(i) Name of the College 

(ii) Faculty 

- Staff Training School, 
Patiala. 
Established : 1?66. 
Residential. 

- One - The Senior (lff ic'n~ 
at the bank's Head rfficG 
also address th2 t~aire2s 
on various subject~. 
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(iii)Course conducted 
j . 

(iv) Number of officials 
trained in a year. 

A J1.m~Lor Officers I Course 
in banki~g, staff rela­
tions and office 
managemont. 

19 

(v) Trtal number of middle 163 
and junior level officers 
for whom orientation/ 
traini~g is considered 
neces~ary by the b~nk. 

(vt.) Total number of officES 75 
of the b~nk as on the 
31st December 1967. 

The bark is availing itself of the training facilities 

extended by the Stqte Bank of India at its Regional 

Schools and at the College at Hycerabad, for providing 

trairing to its senior and middle level personnel. The 

number of staff deputed for training in these institutions 

during 1965-67 was 83. 

(15) The Bank of Maharashtra Ltd., Poona also conducts 

courses f~r its middle level Personnel. 
The Syndicate Bank Ltd., Manipal, the Andhra Bank 

Ltd., Hyderabad, .the State Bank of. Travancoro, 

Trivandr1.1m and State Bank of Bikaner t'tnd Jaipt.:.r, 

Jaipur, have also training institutions.' They proviu8 

training facilities 1~rre1y for the clerical staff. 
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Summary of Appendix III. 

Brief particulars of the fifteen training 
institutions of com~ercial banks. 

---------------------------------------------------------~ 

No. Name of the 
Bank running the 
institution. 

No. of 
officials 
generally 
trained in 
a year. 

No. of 
offices/ 
branches 
as on 
31-12-1967. 

Courses 
conducted. 

---------------------------------------------------------
1. 2. 3. 4. 5. 
---------------~-----------------------------------------

1. State Bank of India 400 1,467 (a) An inter-
(Staff Bank of India mediate 
Staff Training course for 
College, Hyderabad) probation-

ary 
officers. 

(b) A trainee 
officer,s' 
course. 

(c) A spGcial 
course for 
staff 
officers 
on proba-
tion. 

(d) A middle 
management 
programme. 

2. Bank of India Ltd. 84 230 (a) A senior 
(Bank of India Ltd. course in 
and Rank of Baroda banking 
Ltd. staff. Training (b) An inter-
College, Bombay. mediate 

course in 
banking. 

3. Bank of ~aroda Ltd. 124 307 (a) A senior 
course in 
banking. 

(b) An inter-
mediate 
C0urse in 

: banking. 
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-----------------------------------------------------------
1. 2. 3. 4 5 

, . 
-----------------------------------------------------------
(i) Bank of India Ltd. 84 

and Bank of Baroda 
Ltd .. Staff Training 
College, Bombay. 

(ii)Bank of Baroda Ltd. 
Staff Training 
College ,Ahmedabad. 

40 

4. Central Bank o'fIndia 60 
Ltd.(Sir Sorabji 
Pochkh'anawala Bankers 
Training College, 
Bombay run jointly 
with Dena Bank Ltd.) 

5. Dena Bank Ltd., 40 
(Sir Sorabji Pochkhana­
wala J3ar~{ers Training 
College, Bombay run 
Jointly with Central 
Bank of India Ltd.) 

6. ~jab National Bank 90 
Ltd.(Staff Training 
College, Delhi) 

7.United Commercial Bank 19 
Ltd.(Staff Training 
College, Calcutta). 

8.United Bank of ' India ~OO 
Ltd.(Staff Training' 
College,. Calcutta) ~ 

An intermediate course 
in banking. 

465 An intermediate course 
in banking. 

186 An inte~medLate 
course in banking. 

508 Ca) A mana?ement 
course. 

(b) A course on indu­
strial advancos. 

ec) A foreign exchani?:e 
course. 

ed) Courses on banking 
practices and 
procedl~res • 

(e) A course on rnanage­
ment"econornic 
trenas, law. 

?82 A course in banking. 

164 (a) Junior 'and Senier 
courses in banking. 

(b)"A security course 
for security 
officers etc. 

(c) A mixed course 
for Chartered 
accountants, 
economists, 
engineers, and 
others who have 
no banking expe-
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ge Indian Overseas Bank 45 163 

Ltd., (Staff Training 
(a) Induction and prG­

confirmation courses 
for probationary 
officers. 

10. 

11. 

12. 

13. 

14. 

College, Madras). 

Union Bark of India 
Ltd.(Staff Training 
College, Bombay). 

Canara Bank Ltd., 
(Staff Training 
School, Banga1ore). 

State Bank of 
Saurashtra (Staff 
Training School, 
Bhavnagar) 

8.tate Bank of 
Mysore (Staff 
Training School, 
Banga1ore) 

State Bank of 
Patia1a (Staff 
Training School, 
Patia1a) . 

Q. Dank of Maharashtra 
Ltd. 

64 

80 

30 

25 

19 

(b)An intermediate 
course for junior 
officers. 

(c)Refre!her and 
foreign exchange 
courses for officers. 

(d)An accountants' 
course. 

174 Junior, intermediate, 
refresher and senior 
courses. 

~50 A senior course in 
banking·. 

82 A course in banking for 
Junior Officers. 

108 A senior course in 
banking for Junior 
Officer~. 

75 A cour~e in banking, 
staff relations and 
office management. 

119 A course in bankin~ for 
the middle level 
personnel. 

I?8o' 4570 
----------
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A'DT1Cmdix IV( a) 

Classification of Programme: 

-------------------------------------------------------------

Levels 

1. Chief Executives 

2. Senior Executives 

3. Senior Middle 
Managers. 

4. Middle Managers. 

5. Junior Executives 
and Supervisory 
Staff. 

Programmes Orientation, 
Application, 
A1rmrene ss,_ 
Programmes. 

---------------------------------------------~------~---------
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Apnendix IV(b) 

FACFLTY REQUIREMENTS. 

A. Bank Management Policy 

B. Management Contrel : 

C. Manage~ent of Human 
Resources : 

D. Finance & Credit : 

1. Banking policy and Economic 
Developmsnt. 

? M()m~tary Economics. 

3. International Finance. 

4. Plannint; & D8v..::lopr;~Emt 
Studies (Policy formulation 
and administraticn at 
r'l.icro level) 

5. Creative marketing of 
Bank Service. 

6. Banking Law and Practice. 

1. Management Control Syste~s. 

2. Data Managem~nt (Computer 
services and Statistics). 

3. Operations Analysis(~uantita­
tive techniques in Bank 
Manqgement including 
productivity studies and 
o. & M.) 

10 Employer-Employee rel~t.iGns. 

2 •• Personnol Hanagemont, 
Development and Training. 

3. Mef'.suremen t Studies. 

4. Orfanisation Bohaviour. 

1. Export Credit. 

2. Finance Credit and Invest­
ment Managenent.. 

3. Financing of agriculture. 
4. Industrial Finance (Lal'i;l; 

and small Units) 0 

5. Money and Capital Market 
Stu.dies. 



Programrres 
eV8.luation, 
planning and 
co-ordination 

Research Evaluation, 
pla~ni!lr- and 
co-ordination 

-10~-· 

A 1~pe!1c1 ix IV (c) 

1:9. ticn;:tl Insti hite of Bank Man \}m~nt 

Chairman 

Standing Governing Body Ad lOC 

Committees 

Planning &­
)evelopment 
Studies 
Control 
Systems 

Personnel 
Management 

Organisation 
Behaviour 

Finance & 
Credit 

Development 
Banking 
Legal frame­
work of 
Banking 
Operations. 

Faculty 
COllTIcil 

CO) 1i ttees 
Director 

Orieritation 
progr~mmes 
for Chief 
Executives 
Programme ip. 
management 
skills for senior 
middle managers 
Faculty Development 
programme for 
trainers at staff 
colleges. 
8pecialised progra­
mmes in management 
techniques 

Assistance 
to 

Management 
Develop­
ment 
programmes 
of indivi­
dual 
commercial 
banks. 

Programmes in priority 
sectors & other 
specialised functional 
a~eas. ~orrespondence 
courses (Jointly with 
Indian Institute of 
Bankers) • 

Communications 

(Publications, 
conferences, 
public 
relations and 
statistics) 

Administration 

Library 
services 

Accounts 

Catering 
Management 

RecGI1tion 
services 

Office 
Administration 

Recreation 
facilities 

Hostel & 
Residences. 



Summary of the Report on Training and 
Development of Higher Banking Personnel. 

In pursuance of the Government's policy on 

social control over commercial banks as announced by 

the Deputy Prime M~nister, the r.overnor, Reserve Bank 

of India appointed a Working Group on training facilities 

for higher banking personnel. Its main terms of 

reference were (a) to suggest lines on which tr!1ining 

programmes may be or~anised for the development of the 

banking profession in the country with particular 

reference to the social and economic objectives of 

banking, alignin~ credit operations of oommercial 

banks to national credit policies and priorities, a~d 

expansion of the banking services, (b) to examine 

existing training programmes and their adequacy and to 

recommend appropriate measures for their improvement 

and extension and (c) to suggest ways of coordin'lting 

the activities of the existing training institutions. 

In its report the ltJorkin~ Group has sug-gested 

measures to inculcate the various social objectives of 

banking in the banking personn€;l 'lid th the help of 

training and development programmes. 

According to the Group', training must not be 

confined to formal instruction but it must perm~ate the 

general organisational process. It in;vo11r0s proper 

orientation.of the officer to a job, developing tbe 

necessary skills in him and 
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giving him a wide range of experience by proper place­

ment on the job, adequate delegation of authority and 

supervision. The ultimate objective is to make an 

officer not merely a ~ood banker but to develop his 

potential as a leader in the profession of banking. 

2. According to the survey made by the Working 

Group, it is fte~essary to provide fo~ orientation and 

--traming 'of some 20,000 'officers and 'also approximately 

.. ' 2,.oM new officers . who are expected to join the ranks 

of officers every year, 'as a result of retirements, 

expansion, etc. As against this requirement, the 

capacity of the existing training institutions is 

around 1,650 per annum. 

The existing training programmes 'are run 

prirn~ri1y.by the Bankers Training College of the 

Reserve Bank of India and some nineteen training 

institutions of commercial banks. The Bankers Training 

College focuses on the middle level officers while the 

training institutions of commercial banks concentrate 

on 'the junior level officers. The courses conducted 

by these institutions seek to train officers, largely 

in banking principles, techniques and procedures. The 

programmes run by these institutions in functional 

areas such as agriculture, sma11-sc .... 1e industry, are 

more information and procedure-oriented and are not 

designed to enable bank officers to deal creatively 
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with the problems arisinf, i~ these new fields. filerG 

are also no adequate arrange~ents or programmes for 

developing the ~anagerial potential of the officers. 

The scale of effor·t of the existing institutions is 

too limited to make any significant impact nn the larre 

number of officers who need trainin? At the present 

rate of intake, it will take anproximately 12 years tc 

cover the existing middle and junior level officers. 

The current programmes cb not touch the higher level of 

officers. The arrengenents frr training offic8rs af 

Amaller banks not h~ving training institutions of 
, 

their own, are inadequate. None of the foreign banks 

has as yet established any training institution f~r its 

officers in India. 

The existing institutions are not organised 

to undertake any significant research in com~ercial 

banking. Lack of research effort has meant a dearth 

of teaching material. There are virtually no arrange­

ments for the training of trainers. Considering these 

gaps, the vJorkin!! Group has enphasised that if traini:n?, 

has to be viewed in, its totality, it is necessary to 

have an agency which takes an overall'view of the 

training needs anc1 devhloprnent. programl:'es and provid os 

for a der-ree of co-ordination of the various training 
..... 

activities. 



: '1 : 

3. For developing the banking personnel, the 

Working Group has classified training into two broad 

types. The first type is intended primarily to match 

the officer with a job while the second type is meant 

to develop hi s overall personality. The Working Group 

has suggested that the problem of developing banking 

personnel should be tackled both in terms of (a) , 

general personnel processes like recruitment, selection, 

placement, job-rotation, promotion and (b) formal 

training. 

4. General personnel proce~se~ 

The Working Group has made the following 

recommendations in regard to the general processes :­

(1) Formal orientation and training 

programme~ can be effective only if they are an integral 

part of the total management development programme of 

the commercial banks. Commercial banks need to p~y 

closer attention to evolving purposive recruitment 

poliCies, institutinr sound personnel appraisal schemes, 

ensuring proper selection of candidates for training 

and t~eir subsequent placement and advancement, and 

creatinf an organisational climate in which officers 

at different levels partiCipate in the decision-making 

process and thus equip themselves better for assuming 

higher re.sponsibilities (parag:-aphs l.? and 1.4 

Chapter ~V). 
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(2) In the perspective of the banking industry 

of the future, where the professional personnel is 

expected to play a central role in the development of 

banking in the country, it i~ but appropriate that the 

commercial banks take steps to devise a more decentrali­

zed system of decision -making in their ~y to day 

matters. Commercial banks could, with profit, organise 

internal ~ommlttees for management purpo~es so that 

matter. pertaining to eredlt po1ieies and decioion are 

properly worked out~ and at the !ame time, provide the 

climate of pa.rticip.a.t1~ management so essential to the 

future of the industry tparagraph 9.3 Chapter II). 

(3' Eaeh oomme~ bank should evolve a 

m&Jlageme~ deve10pment l'rogramme for its personnel and 

- .Qr~at'~, l+~U for i te Unplementat10n -on. a ~~in'u1ng 
b~sl!: . T 
'.i*~ SUch a programme should be placed in charge of 

"-

& whole. time. executive 'Who 8hould ~1ve concentrated 

attention to the manpower needs of the bank and its 

systematic development and utilisation (paragraph 1.5 

(Chapter IV). 

5. Programme for the future. 

The Group has examined the training facilities 

avai~able for the banking personnel at present and has 

come to the~onclusion that the gaps are too wide for 

the existing institutions to fill. First,the training 

colleges of the commercial banks are too limited in 

their scope and coverage. Secondly, the BepkAr~ Tpgjp'p 
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College which conducts tr9.1ni:r.g programmes for key 

middle level officers, is designed and equipped to 

provide training programmes which ~r0 ~'nctional. In 

so far as the Institutesof Management are concerned, 

their activities are geared more; to the ,ind1)st::-ial and 

commercial sectors and it mav not be possible for th8~ 

to undertake training activity of the magnitudE:; envisaged 

for the banking industry. The Ind~.an Institute c f 

Bankers is essentially an eXIl!!1ir"ing body and i -:wculd be 

difficult to graft upon it a major industry-wide 

training or research role (paragaph 2.1 Chapter IV). 

(2). Two-tier training structure 
(a) A National Institute of 

Bank Management and 
(b) Training Institutions of 

commercial banks 
The Group has suggested a two-tier training 

~tructure for officers of the commercial banks to !neet 

both the quality and si:!:e of, the trainirlg. effcrt. The 

first tier ~hould consist of a central agency to initiate 

and coordinate measures'. for the development of the 

banking profeSSion in the country at the highest leV81. 

For this purpose a 1ITational Institute of Bank Manag3rnent 

shoulQ. be established. The second tier should consist of 

all other training instit~tions which provide training 

at the junior officers and clerical levels in the· 

commercial banks and theJ should be reorganised, 

expanded,and strcmgthe~d(p.aregraph 2.? Chapt8r IV). 

(3) National Institute of Bank Management 
The Institute should be the nucleus of all 
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Its principal objective should be to translate national 

policies relating to the banking sector into mea~ingful 

training programmes at the level of an individual bank 

and help the implementation of those policies by 

creating a climate of intellectual appreciation and 

emotional dedication. 

The Institute should not only provide the 

leadership but also function as a catalytic ae-ent 11' 

bringing about the necessary attitudinal change in b~nk 

management and to awaken the spirit of service in ths 

banking industry. It should also act as the central 

coordinative agency for effective manpower pl~n~ing, 

utilisation and development of the personnel in th0 

banking sector and operate as a chief spokesman of the 

banking sector on all matters relating to the prcbJ.e~s 

of its man~gement developme~t (paragraphs 3.1 and 3.2 

Chapter IV). 

The functions, activities, faculty an~ 

constitution of the Institute shorld be as follows :­

(i) Functions -

(a) Formulating broad strategy of education, 

training and research programmes for 

effective implementation of national 

banking policies. 

(b) Conducting educational and training 

activities for the high level banking 

personnel not catered to by the existing 
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institutions; ~lso undertaking industry­

wide research activities. 

(c) Dissemination of information on bank 

management know-how. 

(d) Reviewing the impact of training and 

research activity in the banking sector 

from time to time and recornmendine ways 

of filling the gaps by such fllrther 

programmes as may be necessary (paragraph 

3.5 Chapter IV). 

(ii) Activities -

The Institute shovld conduct programmes such 

as the following:-

(a) Orientation and Appreciation Programmes. 

(b) Integrated Programmes in Management Skills. 

(c) Functional Programmes. 

(iii) Research Activities 

Training and development activities to be 

academically stimulatinr and professionally rewardin~ 

should, to a large extent, be b~sed on research effort. 

Research shovld be with particular emphRsis on search 

for new opporturities in developing the barking servic2. 

(paragraph 3.7 Chapter IV) 

(iv) Guidance to Indiyidyal ~nks 

The Institute should assist banks in matters 

such as designing measurement tests for emnloyee 
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selection, appraisal programmes, conducting morale 

and productivity studies, streamlining organisational 

structure, measuring impact of training, surveys of 

management development programmes. 

(paragranh 3.8 Chapter IV) 

(v) Communieations Programme 

The Institute should act as the central 

agency for the collection an~ disseminat1nn of 

information on bank management krow-how. It should 

publish a journal on bank ~anagement, research reports, 

case D~liography a~d review of new publications on 

banking and an ab::trac:t of current periodical litera bJre . 

It should maintain liaison with other management 

institutes and educational institutions (paragraph 3.9 

Chapter IV). 

(vi) Organisational set-up of the National Institute 

(a) Status 

The Institute should have an independent 

status. It. may be registered as a non-profit making 

company under the Companies Act (paragraph 3.10 (rt) 

Chapter IV). 

(b) Governing Board· 

The Governing Board of the Institute should 

consist of repre.sentative~ of· 'the Government of India, 

the Reserve Bank, the state Bank, Commercial Banks, 

Financial'Institutions, Co-operative Banks, the Indian 
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Institute of Bankers, and Co-opted members. The 

Governor of the Reserve Bank of India should be the 

Chairman of the Governing Board with the Director 

of the Institute as its ex-officio member-Secretary 

(paragraph 3.10 (b) Chapter IV). 

(c) Faculty COuncil 

For handl~ng academi~ programmes and activities, 

the Director may be sunporte~ by a Faculty Council 

(paragraph 3.l0(d) Chapter IV). 

Cd) Location 

The Working Group.has examined the various 

alternatives and issues i~volved. It feels that there 

would be many advantages in locating the Institute 

in the suburbs of Bombav removed from the pressures 

of the metropolitan life. (paragraph 3.l0(e) Chapter IV). 

(e) Faculty 

The utmost care must be taken in selecting 

the members of the faculty of the Institute. hpart 

from.educational attainments in their relevant fields 

of speciqlisatioh, the faculty members should either 

have sufficient practical experience or De helped to 

develop close familiarity with the problems at the 

operating level. 

The composition of the faculty should 

represent a good admixture of the academic and 

practising bankers (paragraph 3.10 (f) Chapte~ IV) 
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(vii) Method of financing 

Considering the national character of the 

Institute and its importance to the banking policy, 

the capital and recurring costs of the Institute 

should be bor~e by the Reserve Bank and the Goverr~ent 
. . 

of India, the st&te Bank of India and its subsidiaries 

and other commercial banks with deposits above 

~.25 crores.(paragraph 3.11 Ghapter IV). 

(4) Training institutions of commercial 
banks 

The activit~es of training institutions of 

commercial banks should be strengthened and expanded 

to meet the training needs of a large number of junior 

offieers ,"paragraph 5.1 Chapter IV). 

(5) Indian Institute of Bankers' 

To improve the standard of performance of 

the candidates taking th~ examinations~of the Institute, 

lome formal training cODld .be imparted t~hem. A 

system of correspondence courses could, perhaps, 

improve the present situation and the proposed National 

Institute could render assistance jn designing such 

a programme (paragraph 6.1 Chapter IV). 

(6) Training facilities for officers of 
smaller banks who do not have trainin£­
institutes of their own 

The bigger commercial banks should provide 

accommodat1~n and facilities for training officers of 

the smaller banks in their training institutions and 
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