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REPORT ON THE
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9th May 1968

The Governor,

Reserve Bank of India,
Central Office,
Bombay.

Dear Sir,

I have pleasure in transmitting to
you the unanimous feport of the Working Group on
Training Facilities for Senior and Middle Level
Personnel of Commercial Banks, which you had

appointed in December 1967.

Yours faithfully,

Sd. B.N.Adarkar
Chairman.
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Chapter - I

Introductory

1.1 In pursuance of the Government'§ policy on social
control over commercial banks as announced by the

Deputy Prime Minister, the Governor, Reserve Bank of India,
constituted on the 9th December 1967 a Working Group on
Training Facilities for the senioir and middle level
personnef of commercjal banks with the following membership
and terms of reference:-

Membership

(1) Shri B.N. Adarkar Depuiy Governor, Chairman
Res2rve Bank of India.

(2) " N.M. Chokshi Chairman, Member,
' Bank of Baroda Ltd.,
Apollo Street,
Bombay-1.

(3) " T.A.Pai Chairman, -do-
Syndicate Bank Ltd.,
Maninal (S.X.),
Mysore State.

(4) Prof. Varanasy Professor of Business ~-do-
S.Murty Management,
Jamnalal Bajaj Institute
of Management Studies,
Universitv of Bembay,

Bombay.
(5) Dr.V.A, Pai Officer on Special Duty, -do-
Panandiker Government of India,

Ministry of Finance,
New Deihi.

(6) Shri D,N.Maluste Executive Director, -do-
Reserve Bank of India,
Bombay.

(7v) " J.S.Ahluwalia Fersonnel Mamager, Member-
Recerve Bank of India, Secretary

Bombay.



1.2. Terms of reference

The principal terms of reference set be“ore the

Working Group were :-

.(1) To suggest the lines on which management
orientation programmes may be organised .
for senior and miﬁdle level executives of
commercial banks with particular reference
to the social and econcmic objectives of
kanking, aligning individual bank's credit -
operations to national credit policies and
priorities, and exvansion, both functionally
and territorially, of bankine services.

(ii) To examine how far the tralning facilities
available to the executive and sunerviso;v
staff of commercial banks are adequate to
promote the objectives mentioned above and
to sugeest measures for their improvement
and extension.

(iii) To 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
thereof.

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

a questionnaire to commercial banks having deposits of
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over Rs.10 crores and to all foreign commercial banks,
requesting them to supply data about tkhe existing
arrangements for training of senior and middle ‘level
personnel, We also sought their suggestions regarding
the conduct of orientation and training orogrammes for
their officers and the proposal for the setting up of
an a}l-Inﬂia Institute which would function as an apex
institution for training the personnel of" commercial
banks, organising advanced management development
programmes, promoting research in banking »arocedures
and practices and trainiiig techniques, and arraneging
the preparation and publication of books or pamphlets
on banking and allied subjects.

2.2, We received replies from 29 Indian commercial
banks and 13 foreign banks. The Group had bad discussions
with 29 persons (mentioned in Apendix I) includinrg
Chairmen and/or senior executives of some of the Indian
and foreign banks, a few management experts, educationists
associated with commercial colieges and individuals
having knowledee or experience of training or education
or allied fields. Only one person submitted a written
memorancdum giving his views on the variocus issues.

3.0. Structure of the Report

3.1 For suggesting an overall scheme of formal training,

the Working Grour has set forth the general considerations
in Chapter II. It has tien attempted to analyse in

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

On the basis of the gapms thus identified, a detailed
scheme for organising overall training for the banking
industry has been suggested in Chapter IV,

3.2. The Working Group believes that speedy and
effective implementation of its variods recommendations
will go a long way towards developing the banking
profession so as to enable it to play its rightful

role in the national economy.
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Chapter II

Developing the Banking Profession

1.1 The central theme of the new banking volicy of the
Government of India revolves around two principal issues,
viz. (a) evolving apﬁropriate guidelines for the commercial
banks with respect to mobilisation of deposits, extension of
credit and improvement in banking services generally and

(b) ensuring implementation of this policy by orienting the
decision-making processes of the commercial banks. Tkhe
declared policy envisages handling the latter issue, amongst
other things, by professionalizins the managemeﬁt of
commercial banks, by improving the technical expertise of
banking and by instilling a sense of independence and an
awareness of national priorities in the banking profession.
1.2 The policy obiective of social control is to reorient
the existing policies and practices of the commercial banks
with the primary aim of making credit an instrument of
development.,

2.0 . Role of Banking

2.1 Banking is recognised not merely as a means of
financing economic agtivity but as a catalytic agent in the
developmental process, - All tire more so because commercial
“credit plays a central role in harnessing the various
productive fd?ces that generate wealth.and real outout of

the national economy. Credit offers a most potent levepr in
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the hands of the monetar;y authority and the commerciai
banking system to aid the process of our rational
development. It is because of thics key role of credit,
apart from the fact that commercial banks are trustees
of the savings of the communitv, thzt the nation has a
fundamental stake in the efficient, proner and socially
purposeful operation of the banking svstemn,

3,0 Social Objectives of Banking

3.1 The paramount social obviective ¢f hanking is to
protect the interests of the devcsitors. Thousgh essentially
regulatory in character, this objective is ¢f orime
importance because the strength of the baakinr industry
depends entirely uvnon the faith of vhe ¢cocsitors in it,
Apart from this, there are certair positive chjcctives

which the banking system has to keep in view. In particular,
the commercial hanxks musi maiatain an aligrnment between

the mational develoyment prosrarmes and priorxities and

their own lerding poiicias ana ora

(@)

ticus. Further, tuey

must not be exclusive in their Jending nolicies and mast

-l

make credit facilitics availat e Lo 11 tue pruqucers
whose op2ration is crucial ¢ waliosnal Ccoiomil srowin.
It is in the light cof this obiecive thul thevy mus?

meet the credit needs of the prioritv sectors esPecia11y
agriculture, smali scalc indusiry

, £Xpcrts ang newW

entrepreneurs,



iy

3.2 To play such a role, the commercial banks must

expand their coverage both geographically and functionally
by developing their network aroumd tkhe countrv and by
increasing the range of banking services so that more and
more economic activities are brought withkin the coverage of
the banked sector. As banking involves a highlv sensitive
relationship of trust and confidence between the banker and
his customer, both as a depositor and as a borrower, tne
commercial banks must aim at maintaining the operating
efficiency, especially the quality of service, at a high
level,

3.3 The proposed changes in the composition of the boards
of directors and the appointment of the professional chizf
executives in the commercial banks are basically a ref'ection
of the changes visualised in the bankine svstem. These
changes are essentially designed to make *he menagement of
the commercial banks more attuned to their social ro'es so
that the social objectives could be effectively fulfilled,
3.4 The concept of professionalising banking ovens vast
opportunities for those who seek banking as a carzer.

Those who have joined a bank in the lowest part of the ladder
have now possibilities of rising to the top. This has to

be made nossible by creating opportunities for training and
management develooment within a particular kank and the

banking system as a whole,
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3.5 The needs of a developing economy and of the banking
system itself, which has to grow and expand to meet the
challenges of economic growth, call for a new outlook and
new aspirations in those who work in the Indian banking
system. Not only a chnange in the attitude is called for

in those who are in management but also these attitudes

have to percolate to the personnel at the field leve! who

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

give more attention to the aspect of management development,
so that at all levels of management in a bank, inc?udiné

the lowest and at the field level! which is far more important,
people are imbued with the aims &nd goals that the banking
system has to set for itsell’ in the interests of the country.

4.0 Task For Training

4.1 The task before the VWerking Group was not of merely
designing a training proé;amme in various techniques and
processes of banking,_but alco suggzesting methods of
translgting theselsocial objectives into an operating
programme essenitiaily tkrouzh the development of the
banking profession. In concrete terms, the Working Group
was to suggest specifiz measures, snorti term and long term,
to inculcate the social abjectivez of banking into the

thinking of the barking persornel with the help of a

training and Adevelopment praosrwmme.



5.0 Appreach to Training

5.1 gThe Working Group has not viewed trainine in terne
of its limited connotation of providinz formal "ins*ruc-
tion' to bank personnel. Such a narrow view is neitherv
indicative of the true nature of the effort that is
invnlved nor of the character of the process necessary
to achieve the results.

5.2 Training must permeate the zenera” oreganisationa¥
process, not being confined mere’v to the forma®™ or c¢’ass
room aspects. As a.broader process, trainine involves
proper orientation of the officer to a joh, deve'opiunx
the necessary ski™'s in him - technica”™, conceontiral and
human-giving him a wide range of experience hv proper
placements on the job, adequate deleration of arthority
and supervision and guidance, and fina'‘*v linkineg it to
the performance avpraisal system leading to proner
promotional policies and practices., The u'timate
objective of all such effort is to make an of ficer nnt
merely a good banker but also to develoo his noicential
as a leader in the profession of banking,

5.3 There are gZood reasons why the issue is no<ed in
the broader context of the trainine process. Ahove a’?,
it must be emphasised that the total trainins pro®ess,
which helps the development anl <rowth of an eofficer,

is crucial to the successful implementation of the new
banking policy. This total training process must,
therefore, be explicitly recognised for its kev ro’e 2i?

made an integral part of the commercia’ bhankine svstowr,
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5.4 The character of the training process is, on the
other hand, related to the learning process itself. To
bring about the necessary changes in human behaviour,
learning has to be a continuous and conscious vorocess.

It must also cover the large number of individuals who

man the banking industry'so as to develop a proper
understanding and knowledge of the potential role of
banking in development.

3.5 The beneficiﬁries of systematized training programmes
are not only the officers but the bankineg industry 1tse1f.
Training not only results in improved productiviuiy and
performance, but also in providing for management succession,
Increasingly, therefore, training has bzen looked uvon 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 training,
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 officer which are most relevant to his
job performance., While the objective of such training is
limited to. mateh;ng the officer with the job, 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 vrovide
any specific skills but to add to the persrectives of an

offiCer! to improve his analytical and conceptual skills,
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and to develop him to occupy a series of higher positions
in the organisation. This type of training is varticularly
necessary for those persons who have a potential for
occupying 'positions of higher resnonsibilitv and leadershio
in the organisation and the industry.

6.3 Both these types of training are essential for the
successful operation of commercial banking in this countryv,
Unless officers are proverly trained for the job, their
operating performance would not be adequate or satisfactory.
Similarly, unless the personality of the officer is Heveloped
both in terms of his conceputal, organisational and human
skills, his capacity'to grow in the banking industry and
occupy the positions of leadership in it would be immneded.

7.0 Pre-conditions to effective Training Programmes

7.1 At this stage it should be emphasized that by
themselves the training and development orogrammes would
not be able to touch even the fringe of the problem, un'ess
other key personnel processes are also simultaneously
covered, In particular, training would be ineffective
unless the quaiity of personnel available within the
commercial banks is satisfactory. It is, therefore,
recessary that provner training and develooment programmes
are preceded by appropriate recruitment and selection

policies‘and practices in the commercial banks. °
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7.2 The maior problem in recruitment is to attract the
right tvoe of personnel in the banking industry. It also
implies an organised and well dafined recruitment volicy
which stresses qualification for the job rather than mere
length of service. It is recognised that evolution of such
a policy may not be easy under the existing conditions.
Considering the importance of attracting surerior talent,
the banking industry must work towards such a purrosive
policy.

7.3 In addition to recruitment, the selection »rocesses
are equally imporiant. In'the main, they must be able to
achieve that degree of selectivity which brings about a
congruence between the requirements of the job and the skills
of the selected candidate. By itself this is a complex
problem and requires a properly develored system of tests.
In addition, it is necessary to ensure that the officer to
be selected has the notential for growth.

8.0 Traditional Training.

8.1 Traditionally, training at the officar level in
commercial banks is largely given on *he job. More often
than not this nrocess is somewhat unconscious without a
clear theme and nolicy content. As a result, the officer is
not fully conscious of the relevance of the exrerience to
his understanding of the banking industry in its wider

aspects.

8.2 In other words " «-the-job training, unless consciously
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in the officer. Such experience, therefore, remains
unassimilatcd with the consequence that not only the
growth of the officer but the Aevelopment of the banking
industry itself may be stunted for inadequate growth of
leadership from within.

8.3 The scheme of formal training for developing the
banking profession is elaborated in the ensuing chavters.
It covers both the training for the job and development of
the officer's personality which will help him to occupy
positions of higher responsibility. The non-formal aspects,
however, need further elaboration, especially since they

remain entirely within the operating framework of a commercial

bank,
9.0 Training - General Aspects.
9.1 Of the general aspects of training which are outside

the ambit of formal training, the most important are proper
Jjob placement, adequate delegation of authority, and prorer
supervision énd guidance in day-to-day work of officers. In
m;hy organisations it has been noted that the skills of an
individual officer are often not properly 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

gqualitative improvements in their officers.
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9.2 The development of the officers is also linked with
the opportunities they get to exercise their judgment in
making decisions. It has, howeve:r. been noticed that mosi

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
opérating inefficiency in banking, but also poor opportunity
for the 6fficers to develop their decision-making skills and
leadership capabilities.

9.3 In the perspective of the banking industry of the
future, where the brofessional'personnel is exovected to »nlay
a centéal role in'the development of banking in the country,
it is ,but appropriate that the commercial banks take stewns

to dévise a more decentralized system of decision-making in
thei; day-to-day matters. Commercial banks could, with profit,
organise internal committees for management purposes so that
matters pertaining to credit pqlicies-and decisions are
properly worked ouL,'aﬁd at the samé time provide the climate
of participative management so essential to the future of the
industry. It is understood that in one bank the comnittee of
senior of. <zers consisting of the chief executive and his
colleagues 1.1@ more powers than er joyed by the chiéf execupive
singly. Such a practice inevitably helps the growth of a
greater sense of responsibilit& in the exercise of discretion

and executive authority.
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9.4 The matter of supervision and guidance in day-to-day
work needs little elaborgtion. It is the quality of such
supervision and guidance which represents the essence oé
on-the-job training. ‘To"provlde such sunervision and
guidance, the superior officers must have both the time
and the necessary conditioning from ihe organisational
system itself, One effective method of doing so, whictk has
been tried elsewhere, is to make this Tunction of suverviaien
an important item in the ‘evaluation of the perfcrmance cf
the senior officer himself. Unless sucn a policy is ePfectiVely
implemented, the senior officers may not feel the compuisicn
of developing their juniors.
9.5 The need for a proper performance appraisal system
which is linked with promotional palicies and practicss,
deserves special emphasis. When promotions become purecly
a function of seniority or éuch other considerations, the
damage to the organisation takes place in several weys. Not
only are the so promoted senior officers unable to provide
the leadership to their subordinates, but tne very charactex
of the organisation tends to get demoralised. Considering

1e growing responsibilities of banking, such practices can
‘have serious adverse implications on its foiciency and
wperformance - hence the need feor developing proper oromotional

policies and appraisal systems.
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10.0 Need for Research Support

10.1 At this stage, it may also be mentioned that the
development of the banking profession in the country is
vitally linked with the research effort in the field. To
éxpand the frontiers of our knowledge and bring about
improvements in the day-to-day operating methods, it is
necessary to make a deep and intensive nrobe into the
methods and techniques of banking, to experiment and devise
new ones, and to open fresh vistas through which banking
can be made more effective, efficient and healthy. .

10.2 On the other hand, the development of banking technelogy
is not ernough. Banking as a key social and economic
institution has to be seen, understood, and developed in the
national context and needs., In that sense banking policy
has to be continually examined, reviewed and revised

so that it is abreast of the changing requirements of the
national economy. There must, therefore, be a continuous
recearch in the various facets and asvects of bankinem,

But it would not be enough to conduct such research, The
fiﬁdings 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 organically linked

with tﬁe'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 becomes a key tool in the
hands of the management to bring about a qualitative
change in the behaviour of the bankiag personnell
The entire scheme is developed in detail in the
subsequent parts of this report.

12.0 General Considerations and Strategy

12,1 There are, however, a few general considerations
which are important enough to be set forth immediately.
It is sometimes considered that bank cxecutives do not
require any trainiﬁg. The WOrkiﬁg Group does not share
this view, It considers that training is necessary at
all levels and at all stages and that training programmes
cannot have the necessary -nrestige or accentance uniess
the lead is given bv the top management. It is only when
the ranks of the banking irdustry feel thay the top
management considers training important enough to
.participate and support sucir activicy that theyv will

have the necessary motivation to particinate in it.

12.é There is yet ancther reascn why training activity
must begin at the highcst lievel, 1In many operating

areas of the banking industry, there are sc¢veral problems
and issues which need to he cleared at.the highest level.
‘Unless they are satisfactgrily settled atv that level,

there is little likelihocd of the officers geiting the
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necessary support in developing fresh thought or new
techniques in their day-to-day working in these fields,
Such a block at the higher levels would inevitably defeat
the very pu pose of training at the lower levels, Indeed,
officers who undergo such training and have, as a result,
devéloped new skills and attitudes inevitably feel that
such training is a waste ;f their time.

12,3 Training activity to be effective and to set the
proper tone must, therefore, start at the hichest level,
The ngture of training activity at this level cannot, however,
be formal in the same sense as it is at the lower levels,
At the highest level, the obiective'is not to, 'teach’

but to evolve an industry-wide apprdach to bankinm nroblems
and to develop the necessary solutions.

13.0 Short and Long Term Perspective

13,1 The question of developing an appropriate training
programme has to be viewed both in its short and long

term perspective. In the context of social control measureg,
it is essential that the entire banking industry is

oriented towar&s the social objectives which it has to

serve and, therefore, to organise it for helping it to
handle the various tasks. Such orieﬁtation involves
articulation of the social obiectives of banking in

terms of gzeneral policy and also of translating them

into operating institutions and practices. By itself thié

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 problem has already been emphasized
earlier viz. the development of the banking profession,
conductimg 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 resmonsibility,

In this and subsequent parts of 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 training are as fo'lows:
First, it is necessary to examine, in the context of

the changing needs of the country, the training 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 sufficienily zeared to train
these officers both as bankers and as manacers. Without
an appropriate scale of effort, the training programmes
would not be able to yield either the desired results or
make the necessary impact. Similarly, the training
facilities must be varied enouga 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 ava&lable from 42 commercial banks
including 13 foreign commercial banks. According to this
data, as of the end of 1967, there was a total of aporoxi-

mately 16,000 officers working in these banks. They are,
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divided broadly unier three grouprs as follows:-
(i) Senior dxecutives at

Fead Office and Regional
Control Offices and In-Charge
of large-sized branches, covering
the posts of General Manacer,
Deputy or Assiétant General
Managers, Insnectors; Controllers/
Surerintendents of Advances/
Branches/3taff, tegionai/
District Managers, Chief asents,

etc, 1,122

(ii) Managers or Agents of

Average size branches,

Assistant Managers/Accountants

of bigger branches. 3,464
(iii) Sub-Agents, Accountants,

Officer In-charge of Pay

Offices and Supervisorv staff

falling in the category of

junior level officers, 11,373

e ]

Total .. . . 15,059

Takxing into account the total number of officers of the

smaller commercial banks and the cooperative banks ahout
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whom information was not availab®le, tihe actual number
of officers would be in the neighhourhood of 20,000,
2.2 On the basis of the normal personnel turnover
arising from deaths, refirements and expansion of the
banking industry, etc., it is exnected that Ffresh
annual recruitment for the officer cadres of the

. )
cocmmercial banks would be cof the order of approximately
2,000 at the current rate of an intake of about 10 ner cent.
Looking at the training programme for the future,
therefore, it is necessary to vorovide for orientation
and training not only of the existing 20,000 officers
but also for approximately 2,000 new o“ficers who are
expected to join the banks every yesar. As against thin
requirement, the cavacity of the existing traininz

institutions is around 1,650 vper annum,

3.0 Nature of Current Training Programmes

3.1 For the purpose of analysing the training
requirements, the working Group distributed these
officers into three broad categories as indicated ahove.
The first category consists of senior executives, the
second of middle level executives, and the last éf
junior executives holding first line suvervisorv jobs.
3.8 Because of the functional differences between

the work of these three levels of officers, the

ingredients of training for these levels will inevitahly
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have.to be somewhat different. HResearch in the field
of management has indicated that there are three broad
types of personnel skills which are required in higher
positions, namely, technical skills, human skills, and
conceptual skills, it has also been found that while
all the three types of' skills are ii*portanti at the
officers' level, there should be a pre-ponderance of
technical'skills at the jurior level, and conceptual
skills at the higher level with the middle level
providing a somewhat baianced intermixtiure. However,
in general, the higher the level, 'the lesser is the
requirement of technical skills ard vice versa.

3.3 The exis{ing training orogirammes are run
primarily by the Bankers Training College and the
individual colleges of tne commeircial banks. In terms
of their coverage, thesz prcgranmes concentrate on the
middle and junior icvel officers und on the cierical
staff., The Bankers Trainiaz College, more specirically,
focuses on uwne middis level officers while the Training
Colleges of the ccmmercisi banks cvonztntrate on the
junior level ?Pficers and the clerical staff,

3.4 In terms of tac¢ broad percsneztive of the iypes
of skills needed, the cxisting training activities
appear somewhat techrical 1 their design. They seek

to train officers in banking princijples, techniques
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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 College, Bombay

The College was set up by the Reserve Bank in
1954 for providing practical training in banking for
developing the supervisory staff of the commercial
banks. The detailed information about this College is
given in Appendix II. While the Colléeége conducted only
one course in banking in its initial stages, its
activities have increased manifold since to meet the
growing needs of commercial banking, The working Group
has noted that the College conducts at oresent the
following six types of courses for the supervisory staff
of the commercial banks :-

(1) A senior course in banking,

(2) An intermediate course in barking.

(3) An industrial finance course,

(4) A foreign exchange course.

(5) A course on personnel and organisation.

(6) A course on agricultural finance.
In terms of their frequency, the senior and intermediate

courses are held more or less on a continuous basis
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around the year. Courses dealing with industrial finance,
foreign exchange, and personnel and organisation are
generally organised once in a year. The course on
agricultural finance is an activity of very recent

origin arising out of the new banking policy. The

first course in this field was started in the year 1967.
4,2 The total number‘SF officers of the commercial
banks at middle and higher middle levels who have

received training at the Bankers Training College till
February, 1968 is 2,780. The average annual intake for

the various courses at the College works out at around
350.

4.3 The expenses of operating the College 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 cos@s of offiéer trainees
deputed by banks having working funds of Rs.7.50 crores

and above and the entire tuition costs ofzofficer trainees
of banks having working funds of less than Rs.7.50 crores.
The hostel charges at the College and travel expenses

are, however, borne.fully by the banks deputing their

officers.
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4.4 About the utility of thc training courses offered
by the Bankers Training College, the Werlking Group has
noted that there is a virtual unanimity amonzs¢ the
participating banks that they are useful. Thev have also
suggested .vhat the courses dealing with specialised fizids
like industrial finance, foreign exchange ard personne.
should be coinducted more frequz2ntly, hoving rezara to he
large number of o»fficers who nead vraining in thesc fields.
Also that there is a need for impfbving the course cn
personnel and organisction and ror arranging reriodicel
courses and seminars on additional susjectn like bank
inspections, compilation of statistics, productivity,
costing of bankiang services.
4.5 Several of the ccumercial banks have exnressed
themselves ir favour of abolishirng the Intermediate
course in banking conducted mainily for the nenefit os
the junior supeivisory staff oi' the smaller banks. The
assumption on which this sugcesticn has been macde is
that the training institutions of the ULisggar commerc: 2’
banks which conduct identical precgrammes should nrevice

facilities for training the off'icers of the smaller bhanks.
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1.6 Training Institutions_of Commerciai Banks.

On the basis of' 3 survey made, the wWorking Group
has found that therc are at oresent about 19 trainiry
institutions operated by the In:dlian commercial banks.
Details of “hese are given in Avpendix IITI, Analwsis f
these 19 institutions shows that 15 of these proviade
training facilities largely for the :iddle level
personnel and 4 for the clerical staff. Available data
on 14 of these instituticus indicate that in all thes
conducted 32 tyves of courses with Aifferent duration.
The total faculty involved was =7 including the Princival-
or the Chief Instructors., The bhulk of the Instruciors
were drawn from amcng the serving officers in the banks,
The total number of officers trained by these instititions
works out to approximately 1,280 per vear.

5.0 Ma]or Limitations of Curr-nt Training

.1 An examination of the covirage of the e¢xistin

]

courses indicates that the »rimary focus of these courses

is around banking iechniques an? nrocelures. while thoese

are useful and necessary, there are no adequate arrarngements
or progrgﬂmes for developinzg the manazerial ootential

of the bank executives,.
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5.2 Some of the more progressive commercial banks,
however, depute their officers to orogrammes organised

by national institutions like the Administrative Staff
College, the Institutes of Managzement, Management
Associations, Productivity Councits. Since the programmes
condpcéed by these institutions are neant for commercial
and industrial activitieé, their utiliity for training bank

officers is somewhat limitedg

. 5,3 The Working Group has also noted that the existing

facilities available in the Bankers Training Collere and
the Training Institutions of the cammercial banks are

not sufficient to cover the large number of officers at
'khe middle level for whom traini;g is necessary. At the
present rate of intake of about 350 officers.in the
Bankers Training College and 1,300 officers in the
colleges of comme}cial banks, it will require approximately
12 years to cover the midéle ancd junior level officers
who are already in éosition. Furthermore, there will be

. an additional back-iog created by the amnual recruitment.
6.4 Not unexpectelly, the current vrogrammes do not
touch the hHigher levels of banking personnel, This has
left a large gap considering that'ihe leadership in the
banking industry h2as noi been developad to serve as an

effective tnStrumént of planning and developméent and to
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open new frontiers both of banking knowledge and
practice; .

5.5 The Working Group has taken particular note

of the fact that the arrangements for training officers
of the smalier banks who do not have their own colleses,
are generally inadequate. The smaller banks avail
themselves of the facilitles offered by the Bankers
Training College. However, these facilities are
necegsarily limited and officers of these banks who
require training utgently are left out of the
developmentgl programmes, )

5.6 It should also bhe uoteh in passing that none

of the foreign commercial banks has established any
training institution for its ‘officers in India,
although some 6% them are malor commercial banks in

the country.

6.0 Majorgggps

6.1 On the ®asis of evidence before it, the
Working Group has found trat there ‘are serious gaps.
in the existing set-un for traiqing and development
of the banking personnel in the éountry. The scale
of effort of the¢ Bankers Training Coliege is too

limitced to make any significant impact on the large

“number of officers who need trainineg. On the other
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hand, the efforts of tne training institutions of the
commercial banks, though commendable, have been
somewhat inadequate, confined as tha¢y are to meet
‘essentially the needs of junior level officers and
clerical 'staff. The focus of their vrogrammes has
also been exceedingly limited. In the main, these
courses are designed to impart technical skills

in the exisfing procedures of the commercial banks.
The Working Groué also feels that the programmes
operated by the Bankers Training College or the
Colleges of theicommercial banks’in the funcitional
areas such as agriculture, small scecle industry are
more information and prccedure-oriented and are not
designed to knable bank officers to deal creatively
Qith the problems arising in these new fields.

6.2 The faculty o? thaose institrtions has also
been small, dre/n entirely from the practising
bankers, While this has. helped effective training
in the current practices, there has baen an inadequate
effort at improving the jpresent methods and approach.
6.3 The Working Group has also noted that there
are no adequate arrangerents in ihe existing set-up

for conducting research into the practices and
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procedures of work in the commercial banks. Indeed,
neither the Bankers Training College nor Training
Institutions of the commercial banks are organised to
undertake any significant research in commercizl
banking. Th:uir existing faculties are small, and in
any case, they are fully occupied in teaching
activities leaving little time for research, Besides,
thﬁ'Instructors being practitioners tneir researcn
propensities have necessarily heen limited.

6.4 Lack of research efforti has also mecant a dearth
of teaching material on banking practices as well as
on managerial aspects of banking. As a result, the
teaching of practice itselr has been severely imveded.
And what is more, the tyoe of teaching material
required for developing the decision-making skills of
the managerial personnel has simply not grown,

6.5 There is one more asvect of training of which
the Working Group has made a snecial note. The

quality of the ctraining programmes in commercial
banking deperds, in large part, upon the quality of
trainers. The present trainers have, by ana large, been
drawn from the banking industry. While, as a source,
this is invaluahle. the capaciuiy of these officers to

work effectively in this role, is limited unless they
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‘are properly trained for their jobs as trainers,
Unfortunately, there is virtually no arrangement today
for pﬁoviding adequate opportunities for the trainers

to develop their training skills,

6.6 Lastly, the Working Group wishes to emphasize
that if training has to be viewed in its totality for
the banking industry, it is necessary to have an agency
which takes an overall view of the training neceds,
development programmes{aﬁd providesfor a degree of
co-ordination of the various training activities. Such
an agency could also vrovide allied services like
guidance and evaluation of training programmes, research
into teaching techniques, materials and aids. Absence

of such an agency has been a hindrance to the
development of overall training in the banking industry.

7.0 Indian Institute of Bankers

7.1 The Institute which was established in 1928
occupies an important place in the set-up of orofessional
education in commercial banking. The Institute's vorimary
activities are to conduct examinations and its Associate
examination, which is held in two parts, covers banking
and related subjects. The candidates who are sueccessful

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, céoperation and industrial finance.
7.2 The number of candidates taking the examinations
of the Instltute has increased from approximately 8,000
in 1956 to 50,006 in 1966 (held twice in a year since
1966) ., In large part, this is due to the fact that

the Associate fxamination of the Institute is
recognised by the commercial banks for purposes of
promotions, extra increments, etc. There has,
therefore, been a considerable incentive for bank
employees, especially those in the clerical grades, to
appear for its examinations,

7.3 Looking at the curricula and £he clientele of the
Institute, however, it appears that while it serves

an exceedingly useful ourpose, the role of the Institute
in developlng the banking profession is necessarily
limited.

8.0 Need for Integrated Training and Development

Programme

8.1 It has already been stressed in the earlier part

that the success of the personnel development programnmes
would depend upon a proper integration of training

activity with other personnel processes like recruitment,
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selection, placement, performance appraisal, 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 wide and
serious gaps both in the nature and content of the
training activities of the commercial banks.‘while

the efforts of the Bankers Training College and the
colleges of the commercial banks have been praiseworthy,
their focus has been limited to the junior 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‘smali to b2 able ‘o make a siznificant

impact even on the existing tanking personnel.

8.2 The development of the banking prctession,
therefore, reguires a concerted and organised effort
to improve nct onlyv the banking techniques and .
practices but also the general managerial competence
in it, The limitations of the existing prosrammes, -
institutions, and facilities arec far too severe to

be able to meet the tremendous challenge vosed to the
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 amnd

leadership to the Indian banking comaunity.
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Chapter IV

Programme foir the Future

1.1 In our review of the present training and
developmental activity, we have observed some of its
major 1imitapions..1hdeed,_no oprogramme oI acition of
the commercial banks to tﬁanslate the social obiectives
into banking policies and‘practices, can be fully
effedtive unless the tradition-governed banking
personnel responsible for implementinz the programme,
are intellectually convinced, emotionally.involved and
properly equipped to fulfil theif new responsibilities.
1.2 While this change in the outlook of banking
personnel can be brought about, to some extent,

through formal orientation and training orogi-ammes,

it needs to be emphasised again that such programmes
can be effective only if they are an 1ntegrél part

of the total managcment éovelornirent programme of the
commercial banks. The pirroblem of nanagement development
must be viewed in its totality so th:it action can be
initiated at various key points to ensure the desired
results,

1.3 Available evidence has shown that most of the
commercial banks do not have a systemaiic, constructive,
and integrated aporoach %o develiop their personrel witﬁ
a view to building up their morale, increasing

their productivity and ensuring erecutive succzssion.
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1.4, As stressed earlier, the commercial banks
need to pay closer attention to evolving vurposive
recruitment volicies, instituting sound personnel
appraisal schemes, ensuring prooer selection of
candidates for training and their subsequent
plécement and advancement, and creating an organi-
sational climate in which officers at different
levels participate in the decision-making process
and thus equip themselves better for assuming hirher
responsibilities.,

1.5 The Working Group, therefore, recommends

that each commercial bank evolves a management
development programme for its personnel and organises
itself for its implementation on a continuing basis.
Such a programme to be effective should be nlaced

in charge of a senior executive., This executive
should not be saddled with other organisational
responsibilities so that he can give concentrated
attention to the manpower needs of the bank and

its systematic development and utilisation. Experience
abroad and, to some extent even at home, has shown
that there are clear advantages in placing such a

premium on personnel development function.
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1.6 A developmental programme so conceived will
be especially effective when supported by formal
training which will impart not only new ski'’s to
banking personnel, but also oven new vistas in the
creative aspects of banking,

v
2.0 Proposed measures,

2.1 For suggesting apprbpriate 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 tiraining gaps. On a careful
examination, we felt that these gaps are too wide

for the existing institutions tozf‘ill. First, the
training colleges of the commercial banks are too
limited in their scope and coverage. Secondly, the
Bankers Training College which conducts training
programmes for key middle level pfficers is designed
and equipped to provide training prozrammes which are
mainly functional. In so lar as the Institutes of
Management are concerned, we felt that their activities
are geared more to the industrial and commercial sectors.
and that it méy not be possible for them tolundertake
training activity of the magnitude eavisaged fer the

banking industry. The Indian Institute of Barkers is
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essentially an examining hodv and it woﬁld be difficult
to graft upon it a major industry-wise training or
research role.,

1 R.2 In view of these considerations, we feel that

it is necessary to have a two-tier training structure
for off_cers of the commercial bhanks to meet both the
quality and size of the training effort. The first tier
should consist of a central agency tec initizte ard
coordinate measures for the development of the banking
profession in the country at the highest level, We
recommend accordingly that a National Institute of Bank
Management should be established to perform these
functions., The second tier should consist of all

other training institutions whidch provide trainins at
the junior officer and clerical levels in the commercial
banks. We, therefore, recommerd that the other training
institutions in the bankiné sector should be reorecanised,
expanded and strengthened as suggested later,

3.0 National Institute of Fank Management

3.1 The Institute should be the nucleus of all

training and development activity in the banking sector,
Its principal objective should be to translate national
policies relating to the banking sector into meaninglul

training programmes at the level of an individnal hank
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and help the implementation of those policies by creating
a climate of intellectual. appreciation and emotional
dedicatibn'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 serﬁice

in the banking industry with the assistance of a
vigorous educational campaign. It should also act

as the central co-ordinative agency for effective )
manpower planning, utilisation and development of the
personnel in the banking sector and operate as a chief
spokesman of the banking sector on all matters relating
to the problems of ‘it's managément development,

3.3 In setting forth the functions of the National
Institute, the Working Grioup has carefully considered
the viewpoint that the fuhctions of planning the
educational requirements of the banking industry and
evaluation of training activities should be separated
from their implementation. We feel, however, -that
there would indeed be some ad?antage in combining the
planning and implementation functions in the Institute,

especially in view of the ccmposition of the Board
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and the fact that the Board would not itself be invclved
inthe actual implementation. In so far as evaluation
of tréining is concerned, we feel that setting up a
separate agency would unnecessarily add to the costs.
Besides, if the proposed arranzements in this respec{
are not found satisfactory, a separate agency cou’d he
considered later.

3.4 Basic Role of the Institute

(a) The Working Group has already emphasised that
banking personnel needs training and development hoth as
bankers amd managers. Whereas the various functional
programmes would be able to provide for the develonment
of officers as bankers, the other programmes would
develop them as managers. Both types cof trainine are
compleﬁents to each other and form an integral part cf
the overall scheme of management development programme.

(b) In designing and conducting formal programmes,
distinction should be made between education and traininec,
Training prepares an individual essentially for a soecific
position of responsibility. It imparts specific 1lools,
techniques and knowledge necessaryv for handling the
responsibilities of a particular joo.

(c) While the emphasis of training is on what to
think, education stresses how « think., The object of

education is not to imnart information and to fill &
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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,
cre9t1vé thinking and courage of conviction. These
constitute the core of education.

(d) Managerial competence, therefore, requires a
high level of knowledge, skills, attitudes and motivation.

.Experience contributes significantly to the.devélopment
of these proﬁidedja persén can learn from his experiencet
The role of the educatioh-is primﬁrily.to develop the
ability to reflect #nd i;terpret one's experience
'meaningfully; '

(e) ‘Research in the field of learning. has also
indicated that the cﬁeati?ity of managers is often
impeded by perceptual, culturai and emotional blocks.

The task bf manﬁgement education is primérily one of
changing the manager's attitudes and habits b& providing
conditions which will remove these blocks and develop

the talents he possesses,



- 42 -

(f) The educational types of training programmes
should be designed for developing 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 ever changing
environment.

(g) The programmes organisel by the National
Institute whether by itself or by other agencies in the
field would not be able to make the desired impact
unless there is a conscious éenieavour to increase the
educational value of all formal programmes 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 programme. All programmes
for higher le+vels would, in the normal course, be
designed amd administerad bv the Institute's faculty
while the training colleges set up by the individwal
banks would continue to crganise programmes for the
other levels. It is, howover, aecessary that the
National Institute “nrks closely with such colleges
so as to ensure the quality of these programmes.

3.5 Functions
The general nature of the Institute's functions

have already been outlined. In specific terms they can
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be listed as follows: -

(1) Formulating broad strategy of education,
training and research programmes for effective implementa-
tion of national banking policies,

(i1) Conducting research in banking and educational
and training activities for the higher levels of
banking personnel not catered to by the existing
institutions.

(1i1) Dissemination of information on bank management
know-how.

"(iv) Reviewing the impact of training and research
activity in the banking sector from time to time and
recommending ways of filling the gaps by such further
programmes as may be necessary..

(v) Undertaking faculéy development programmes to
enéurg an adequate supPl# of competent trainers to
agqrcies conducting:traiging programmes for the banking
industry.

(vi) Maintaining liaison with the commercial banks
and rendering assistance on all matters relating to the
-personnel training and development,

°3.6 Activities.

In so far as the formal training programmes of
banking personnel are concerned, we have outlined in
Appendix IV, a general scheme covering both the tyve of

courses and the levels of personnel. Broadly speaking,

these programmes are of the following types:-
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(1) Orientation and Appreciation Programmes

The primary'objective of these programmes is
to attune the executives to the newer developments
especially in policy areas and to‘maké-them conscious
of the need for further study and follow up werk.
Characteristically these programmes attach importance 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 m@in, the objeétive of these programmes is
to secure enthusiastic participation in schemes designed
to develop the banking industry. Essentially, such
programmes would be ad hoc in character anﬁlcover
industry-wide problems and issues., For the preSeﬁt,
such programmes could be éontem'plated- for executives
at the highest level so‘tﬁat in all major policy matters
they set the tone for iﬁeibanking industry as a whole.,

The Working Group has taken note of an obse;vation
that the highest officers\should be left 6ut 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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(1i) Integrated Programmes in Management Skills

These programmes are primarily intended to develoo
in the senior personnel an integrated perspective of: the
management processes in terms of planning, organising,
actuating and controlling the operations, ‘Such proérammes
are of a generalised nature and eut across functional
areas of the banking operatiomg. Their emphasis is on
developing abilities and skills of applying knowledge to
specific situations rather than of merely studying
techniﬁues and practices. Because of this approach, these
prozrammes lay primary stress on decision-making as the
core of managerial function and the entire content is
slanted for achieving this objiective.

Programmes of this type seek an integration and
balancé of the three managerial skills, namely, technical
skill, human skill, and conceptual skill.

The technical skill is essentially an ability to .
apply technijgues, methods and procedures to specific
situations. To develop such technical skill adequate
ﬁnderstanding of the techniques and facility in their
use is necessary. Development of the skill, therefore,
pre-supposes possession of such knowledge.

The human skill, on the other hand, is ability
to communicate with people effectively and to motivate
them so as to achieve the performance goals. Such a

skill requires a good understanding 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 lieténinx with understanding, and of
effective communication constitute the essence.ﬁf the
human skill,

The conceptual skill is an ability to examine
the various dimensions of an issue in a proper
perspective, It requires awareneés of the relationship
between the operation of an enterprise with the overall
economic life of the country and also awareness of the
inter-dependence between tne various' functions of an
enterprise. The sphere of influence of one's decisions
in terms Qf the groups within and/or outside the
organisation and the futurity of the effect of.decisions,
which are the twin aspects of the perspective thinking,
constitute the essence of conceptual skill.

As already noted earlier, the higher the level of a
person in the organisation's hierarchy, the greater is
the need for the cdnceptual skill. Conversely, the
lower is the level of the =crson, the greater is the
relevance of technical skill. The irtegrated Droghammes
in management skills, hcowzver, are necessary for all
the senior, ﬁiddle and junior level executives. The
relative emphasis on the variocus types of skills would

depend upon the organisational level of the group,
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(iii) Functional Programmes

With the changing political and .economic
situation, in the country, certain sectors of banking
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 general obijectives
vis-a-vis these sectors into banking practices are
urgently needed.

Besides, there is a need for cenducting training
activity for personnel handling, 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 reducing 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 appear
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unduly vague and not sufficiently practical for guiding

the decisions of the commercial bankers. One useful method.for
supporting these activities is to have a continuous flow

of case material from the field of operations speéially
processed and designed for educational exercises. Such

case research activity should be umllertaken by the members

of the faculty of all institutions conducting training
programmes for banking personnel.

(b) On its part, the National Institute should
assume responsibility for planning, co-ordinating and
directing such case research, conducted by itself or
at the v?rious other institutions,

(c) Besides conducting research in this field,
it is necessary to investigate 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 néeds of banking personnel, is
possible only in the context of creative research
findings on current problems. The research vrogrammes
may, therefore, be needed specially in the following
areas: -

(1) Policy research involving an examination of

current practices and evolving alternative

approaches,



-49-

(1i) Survey and review type of research covering

trends and developments in the banking
industry.

(1ii) Research in specific problems of the
industry.

(iv) Research and simulation teehniques
involving adaptafion of foreign experience
to indigenous practices and testing the
effectiveness of new indigenously developed
techniques.,

(v) Research in measuring the impact of training
Pro.grammes of managers,

3.8 GuiQance to Individual Banks

(a)'To enable the Institute render assistance to
individual commercial baqks in implementing programmes
of management development, it wtll be necessary for the
National Institute ﬁo organise itself, perhaps by means
of a separate-Direcéorate. The head of this Directorave
should work clpsely with the individual banks and provide
advice and technical assistance in implementihg the
scheme, 1In particular, it should help in designing
measurement tests for employee selection;xappraisal
programme, conducting morale and producﬁivity studies,
measuring the impact of training, streamlining organisational

structure, etc,
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(b) In additioﬁ, the Directorate could undertake
the responsibility for arranging training facilities
for officers of the smaller banks at the colleges 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 inadequate, the Directorate
could take initiative in formulating plans for
increasing the facilities in co-operation with the
bigger banks.

(¢c) The Directorate could aiso conduct periodical
surveys of the management development programmes for
banks in terms of the degree of decentralisaticn achieved,
extent of their personnelldévelopment, the scope‘for
management succession, naiure and_extent of personnel
utilisation and other proﬁlems applicable to the banking
sector as a whole.

3.9 Communications Programme

Amongst its various activities, the Institute
shoudd also act as the central agency for the collection
and dissemination of information on bank management
know-how. The development of the banking profession in the
country will depend considerably uoon the penetration
of new. thought and ideas into the various ‘levels of the
banking personnel. For this’ purpose, it could undertake

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

. “(1) The publication of a journal on bank
r ’ . .
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management, research revports, case

bibliography, an égstraét of current
periodical literature and a review of new
publications on banking,

(ii) To maintain liaison with the other
management institutes 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 through inter-bank
conf'erences, symposia and research seminars
to be arranged from time to time, Also,
help individual banks in arranging
regional conferences for their officers.

(iv) To assist Bankers' Clubs in different
parts 6f the country by suggesting
constructive prograrmmes tc them and
arranging speakers for those programmes.

(v) To compile andlpublish up-to-date
statistics relating 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 Institute wou1d
be the highest 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 agency,
whether governmental or vprivate. The working Grouﬁ
accordingly 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 gnd 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 Indians
Institute of Bankers, and Co-opted members. The

. Governor of the Reserve Bank of India should be the
EChairman of the Governing Board with the girector
of the Institute'as its ex-officio membe r-secretary.
The Goierning Board may function.through standing and

ad-hoc committees.
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(¢c) The Chief HExecutive

The responsibility for translating the
objectives and policies of the Institute into an
action programme and for directing the day-to-day
work of the Institute should be nlaced with its
Director. 1In selecting the Director special attention
should be paid to his 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.

(@) Faculty Council

For handling the academic programmes and
activities the Director may be supported by a Faculty
Council. The main functions of the Faculty Council
should'be to decide on all academic matters including
introduction of new programmes, evaluation of current.
programmes, revision or development of training_pbo-
grammes, and planning and implementing the various
training activities,

As the highest body to advise on all
acadenic issueé, the Council shounld gonsist of the
senior members of the tegching and.;;searéh faculty.
The Director should be the ex-officio PresiQeﬂtiof
this Council, Thé recommendations of the C;uncil

should be placed before Governing Board for final

approval,
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(e) Location of the Institute

In deciding upon the location of the
Institute, the Working Group has given consideration
to th: following factors :-

Availability of space, scope for

future expansion, effective linking

with the communication system and

proximity to tke® banking community,

in particular the Reserve Bank of

India. Since most of the programmes

of the Institute would be residentfal, "~~~ -

proper services and accormmodation would

be necessary.

We have carefully examined the various
alterpatives and tie issues involved. We feel thrat
there would be many advantages in locating the
Institute in the suburbs of Bombay sufficiently
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 the faculty 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 would depend upon its faculty, the
Working Group wishes to emphasise that the utmost care
must be taken in seiecting the WMeB®IS of jts faculty.
Apart from educational attalnments in their relevant
fields of specialisation, the’ faculty members should
either have sufficient practical experience or be
helped to develop close familiarity with the problems
at the operating level.

In view of the fact that the Institute would
deal wifﬁrﬁbtﬂ 5anking poliéy and practice, the
composition of the faculty should revresent a gquw
admixturq_of the academ1c and oract131ng bankers.

‘The practising bankers should be invited to serve
on the faculty as full-time memhers for limited periods
varying from 2-5 years so that their experience is
fully drawn on in the operation of the Institute's
programmes.,

The\problem of developing suitable
academic faculty is, however, a more difficult one.

Since there is a limited number of academic personnel

trained in these fields, it will be necessary to
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conceive of a faculty develoonment programme during which
the faculty members are offered opportunities to study
and work at the practical field level, By far this
development programme would be most crucial %o the
success of the provosed National Institute.

The Working Greup aiso feels t..at the salary
scales and other provisions for the faculty s'iould be
"attractive encugh to secure and retain hizhly competent
and_experienced persons,
- In erder to enhance their nrofessional skills,
members of faculty should be encouraged to give
professional -advice to the hanks as vart of their normal
rduty. This will not only enrich their teaching
expeﬁience but also improve the quality of bhanking
knowledge in the country. Each member of the academic
faculty should be exvected to urdertake research as
an integral part'of his resnonsibility and the Institute
shoulad provide necessary assistance by way of su»vporting
research staff, equipment and other related facilities,

While the details of the faculty requirements
will have to. be worked out, a tentative list of areas
of specialisation are indicated in Appendix IV alongwith
-other details about the Institute.

3.11  Method of Financing

The establishment. of an Institute of national

importance would inevitably involve considerable
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‘financial oqtlays both capital and recurring. Considering
the nationalicharacter of this Institute and its
importance to thé banking policy, we suggest that the
capital and recu;ring costs of the Institute should be
borne by the Reserve Bank of India and the Government

of India, the State Bank of India and its subsidiaries

and other-commercial banks with deposits above Rs,25 crores,

_A.d;:;~ﬂThe Bankers Training Collexe

Al ”dln'thé~eontexp of the establishment of a National
‘Institute, the Werking'Group‘has,considered the future role
of the Bankers Training Coilege.VJOn a careful considera-
tion, the Working Group has felt that while in the short
run the College could continue its activities, its

future operations should be merged 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 colleges of the individual
commercial banks,

5.0 Training Colleges of Commercial Banks

5.1 In so far as colleges of commercial banks are
concerned, it has;already been emphasised that their
activities should be strengthened and expanded to meet‘
the training needs of a large number of junior officers.
Towards this. purpose the National Institute should

provide assistance and guidance to the individual
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commercial banks for proper organisation and management
of their colleges.
5.2 " The Working Group also feels that these collepges
should be carefully staffed with persons having
enthusiasm, creativity and dynamism. As far as possible,
the faculty members of the colleges should be on a full-
time basis. Lxperienced managers of the banks with
aptitude for teaching may be associated with the faculty
of colleges for limited periods of two to five years.
However, the number of such loaned officérs should not
exceed S0 per cent of the total faculty of a college
s6 that the teaching experiencé is not lost by shifting
the se persons kack to their line duties.
5.3. The range of activities of these colleges should
include: -
(i) Orientation programmes for new recruits
with emphasis on rules, procedures, forms
and manuals, and policies and programmes.
(ii) Research in case study of cuirent problems

at the operating level.

(iii) s supervisory management orogramme for all
junior managers with emphasis on human
relations skills,

(iv) A programme in management skills for
branch managers and selected junior

executives identified for oromotion,
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(v) A4 hoc programmes for redundant and
inefficient personnel,
{vi) Functional vrogrammes including those

in prierity sectors like ageiculture,

small scale industries and foreign trade.
5,4 The executives vplaced in charge of the banks'
development vrogramme should maintain a close liaison
and relétionship with-the Principal of the staff college
in selecting candidates for training, designing training
programmes for aifferent gmoups of employees, suitably
pPlacing the trainees after training and evaluating
their performance on the job, For this purpose, it
would be necessary to have a complete record of
performance of cach trainee and to zive recognition
in placement and prsmotion for the training received.

6.0 The Indian Institute of Bankers

6.1 The Indian Institute of Bankers, as noted

earlier, has been doing useful work by conducting
examinations for its members. and awarding oertificates
to successful bank employeas. The Working Group has
noted that the Institute hésrheen progressively

improving library and reading'room facilities and
organising intensive lecture programmes with a view

to assisting candidates 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 tﬁe standards of their
performance in the examinations. Since lecture
programmes cannot be organised at th2 large majority of
centres in semi-urban and rural areas, a system of
correspondence courses could perhaps improve the vpresent
situation and the proposed National Institute could
render assistance in designing such a programme, At
any rate the Working Group suzgests that the Indian
Institute of Bankers be requested to examine this
proposal fully in the light of the overall training,
education and development programme visualised for the

banking industry,

7.0 Training Facilities for Smaller Banks

7.1 While the»senior officers of the smaller banks
would be offered training facilities at the National
Institute, the problem of training the large number of
their officers at the middle‘and junior level remains,
Since most of the smaller comme;cial banks cannot
afford to maintain separate training colleges of their
own, it is necessary to make arrangements for training
and development of their officers. The Working Group,
.therefore, recommends that the bigger commercial banks
should provide accommodation and facilities for training

officers of these smaller banks in their respective
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colleges and also provide opportunities for on-the-jiob

training., Such a practice would not only upgrade the
quality of the personnel of the smaller banks but also
link them more éffectively with national banking system,
The Working Group also records with satisfaction 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 ﬁoted thaE tﬁe foreign

banks do not have separate institutional arrangements

for training their staff in India. The Group, therefore,
suggests that they make suitable arrangements, individually
or collectiveiy, for training their junior staff, 1In

.so far as the higher levels of their personnel are
concerned, they may participate fully in the progﬁammes

of the proposed National Institute,

9.0 Launching the Training Programme i

9.1 Finally, the Working Gfoup suggests that in order
to launch the entire.trainiég ard development programme,
conferences of the chairmen and'directors of the
commercial banks should be convened. The main’ objective
of these conferences should be to"discuss.wa&s and means

of translating the social objectives of banking into an
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action programme. These conferences should also

discuss the various issues relating to the development
of the banking profession and the proposed traininz
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 banKs., The conclusions

of these conferences should be circulated as widely as
possible to the banking community.

9.3 The Working Gfoup also sveggests that sucﬂ
conferences for discussing industf&-wﬁie problems at

the highest level should be arranged every year
regionally or centrally by the provposed 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 larze
part, influence the character of the training programme,
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 respoﬁsibility for implementing

these various recommendations, should be placed with
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an ad hoc committee to be assisted by an officer as
the Proiect Administrator. This will enable a proper
and4§peedy'follow-up action on the entire programme.
9.6 In conclusion, we believe that the vairious
measures suggested in the report will be able to

help a great deal towards the professionalization

of the bankingfindustry.
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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.

2.

10.

11.

l2.

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

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

Shri K.T. Chandy, Chairman, Food Corporation of
India and former Director of the indian Institute of
Management, Calcutta.

shri V. T. Dehejia, Chairman, State Bank of Iandia,
Bombay.

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

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

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

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

Commerci banks (In

Shri B. K. Dutta, Chalirman, United Baﬁk of Iadia Ltd.,
Calcutta.

Shrl V. K. Hardikar, Instructor, Bank of Iudia Ltd.,
and Bank of Baroda Ltd. Staff Trailning Collegze,
Bombay -6.

Shri S.B. Kaji, Deputy Ceneral Manager, Bank of
India Ltd., Bombay.

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

Shri F.KeF. Nariman, Chsirman, Union Eank of India
Ltd., Boabay.
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13. Shri V.C. Patel, Chairman, Central Bank of India Ltd-,
BOmbay.

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

15. Shri R, B. 8hah, Chairman, Uaited Comme-cial Bank
Ltd., Calcutta.

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

T b s (Forei

»

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

18. Mr, J.0. Sims, Manager, Bank of America National
Trust and Savings Association, Bembay.

i indivi ls vin owle
prgxigggg of co-operative banking.

19. Shri G. M. Laud, Bditor, Financial Express and a
former executive of a co-operative bank.

Principgls of Trgining Establishmencs

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. Malelu, Principal, Sir Sorabji
Pochkhanawala Bankers Training College, Bombay
( a college run by the Central Bank of Indie Ltd.
and the Dena Bank Ltd. jointly).

23. Shri Balwant Singh, Principal, State Bank of India
Staff Training College, Hycerebad.

24. Shri T. 4. Vaswanl, Principal of the Staff Training
Gollege of the Bank of Baroda Ltd., Aihmedabad and
former Principal of the Bankers Training College,
Bombay.



25.

26..

27.

28.

29.
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Indian Bankd' Association

Shri S.G. Shah, Secretary, Indian Banks '
Association, Bombay

Principals of Commerce College etc.

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

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

0fficers of the Reserve Bank of India

Shri V. M. Jakhade, Deputy Economlc Adviser,
Economilc Department, Reserve Bank of Indla,
Bombay.

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.
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Bankers Training College, Bombay

- The College was established by the Reserve Bank
of India 1in 1954 to 1mpart practical training in
banking to the supervisory staff of commércial banks.

It was set up with the assistance of two experts from

the Midlard Bank whose services were obtained under the
Colombo Plan, It 1is a residentfal institution. The
Reserve Bank has constituted an hdvisory Council to
assist it in running the College. The composition of the
Council is given in the annexure.

2. Faculty of the College - The faculty consists of

the Principal and eleven Instructors. It includes
Instructors with experience of commercial and cooperative

banking.

3. Accommodation available in the College - In the
College,'there are twé Lecture Rooms, t&elve Group Rooms,
one Assembly Room, in addition to the accommodation for
the facvlty, 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
only one course in barnking. Its activities have increased

gradually to meet the requirements of banks. It now
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conduets the following six courses for the supervisory

staff of commercial barks :-

(I) SENIOR COURSE IN BANKING Commenced in September
(for Branch Agents, 1954.
Managers and other
officers of commercial
banks) .

(a) Duration of the - Ten weeks.
course

l

(b) No. of trainees
+ per course

(e) Teaching staff

30 or so.

Staff of the College.,

. Visiting speakers from

the Reserve Bank of India,
commercial banks and
other institutions.

Economic background. Role
of banks in the economy.
Centrad banking with
particular reference to
the Reserve Bank of India.
Banking Regulation Act,
Negotiable Instruments

Act and other enactments
having bearing on opera-

i tions of banks. General
Principdes 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
Auvditing. Internal audit
and branch control.
Functions and working of
Reserve Bank and Associate
Institutions. Principles
of management, Personnel
relations., Practical
exercises on various
subjects.

(d) Syliabus
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Other features - Talks by visiting speakers
on stbjects of interest

to bank officers. Short
talks by trainczes.

Impromptu banker and

customer interview. Visits
to factories, the Port Trust,
etc. Edvcational films.

(II) INTERMEDIATE CCURSE - Commenced ir Septenber
(for Accountants or 1960C,
Supervisors of
Commercial banks),

(a) Duration of the - Eight weeks.
Course ’

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

(¢) Teaching staff - Staff of the College,

Economic backgrounc.
Functions of a modern
commercial bank and of a

- central bank, Banking law
and &%%k practice. Deposit
accounts. Payment and
collection of cheques.

Remittances. Safe custedy.
Inland bills. Advances,

Investments. Bank .icccunts.
Forecign Exchange. Functions
and working of the Raserve
Bank of India. Co-operation.
Business correspondence.
Practical exerciszs on
various subjects. Visits to
a factory and the Clear ueg
Fouse. Tutor's Quiz.
Question Bee,

(d) Syllabu?

(ITI) INDUSTRIAL FIYANCE
COCURSE - Commenced in July 1960.
(for the supervisory
staff of the ™inancial
Corporations and
commercial banks)

(a) Duration of the - Eight wecks.
course
(b) No.of traineces - 25 or so.

per_course
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(¢) Teaching Staff

(d) Syllabus

- Staff of the College. In

addition, the services of an
officer from one of the
Financial Corporations were
obtained on a deputation
basis for the first two
courses, Officers of the
Industrial Development %ank
of India, the Industrisl
Finance Department of Reserve
Bank, Tinancial Corvorations
etec., give talks in the course.

Economic Background - Basis

of sound industrial develop-
ment. IndvstridlDevelovment
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 undertakings.
Law - Indian contract Act,
1872, Indian sales of Goods
Act,1930. Indiar Partnership,
Act,1932, Law relating to
income-tax with specinal
reference to company taxation.
Business Organisation.
Accounts - accourts of .
proprietory crncern., vartaer-
ship a2and a company. Analysis
and interpretation of buizance
sheets.

Industrial Finance - z2gencies
for industrial finance in
India - special problerms of
small scale industries ard
financis]l assisinnce to small
industries by Government.
Functions of the National
Small Indvstries Cormncration.
State Ald to Industries Rulazs-
Activities of the Small Scale
Scale Industries Board, =2tce =
Integrated Scheme of Insti-
tutional Credit and role of
the State Bank ‘of India -Credic
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Guarantee Scheme - financing
of industries in some
selected countries e.g.
U.K., 7.5.A,, Japaa, Australia.
Appraisal of industrial
Frojects. Working of the
*inance Corporations -
different stages of the
procedure followed for |
sanctioning and dis bursing
oans - problems of Statle
Financial Corporations
regarding resources, mansge-
ment, taxatior, etc. Invesi-
ment of funds - policy ani
criteria, technique »f uvider.
writing, practical work -
comnletion of application
forms for advances - analysis
and interpretation of bslinre
sheets, completion and evec'a-
tion of doctments - impositin~n
of terms and conditicns.

Other Features - Visits to two or three induas-
trial undertakings financad
by the Industrial Finance
Corporation or Maharashtra
State Financial Corperation.
Reports of such visits. Cace
stvdies. Preparction ana
reading of 'Papers’‘.

(IV) FOREIGN EXCHANGE - Commenced in Seplember 1962.
COURSE

(for officers of
commercial banks
dealing in foreign
exchange business)

(2) Duration of the - Six weeks.,
Course
(b) No. of trainees - 25 or so.

(¢) Teaching Staff -~ Staff of the College &anc
Visiting spcakers, from
other instituvtions. Members
of the Staff of the College
pay visits to foreign banxe
to keep themselves in tou:2l.
with the latest developments
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

(¢) Teaching Staff

(d)Syllabus.

- General principles of Foreign
Exchange and Exchange Arith-
motic. COrgdn'.:.ilza of 2
foreign exchange department.
Detailed study of the working
of various sections - Bills
and Documentary Credits -
Remittances (inward and
outward)and Travel - Agency
arrangements and foreign
branches, Exchange Dealings-
Exchange Accounts - Credit,
Trade and Travel Information.
Exzchange Control. Nature of
Indla's foreign trade and
balance of payments.

Commenced in August 1964

-Four weeks.
-28 or so.

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

- Management - Its scope anc
objeciives.Behavioural
scilence in management -
Organication and administra-
tion -~ Functions and scope
of personnel administration.
Industrial R "zuions - Trade
Unicn movement - Code of
diccipline and grievance
procecure - Methods of
szttlement of disputes -
Discinline and disciplinary
action - Labour Legislation -
Welfare activities - Impo-
rtant provisions of the
National Tribunal (Bank Award)
and Award relating to bonus.
Biparti‘e settlement., Case
studies. Edvc “ion and
training in the field of
'Bank Managenent',
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(VI) COURSE QN
AGRICT'LTURAL
FINANCE
(for managerial
staff of commercial
banks).

(a) Duration

(b) No. of trainees

(¢) Teaching gStaff

(d) Syllabus

The pilot course commenced
on the 18th December 19267,

Seven weeks.
34 (in the pllot course)

Staff of the College, Officers
of the Agricultural Credit
Department, -Rural Economics
Division of the Reserve Bank
and the \gricultural
Refinance Corporation,
officers of Commercial banks
possessing experience of
agricultural finance, officers
of the Goverrment of India

and the Government of
Maharashtra and other experts.

Rural Economics. Role of
agriculture in economy.

"Prorrammes of agricultural

development. Technical
background relating to
agricultural production.
General aspects of agricultursl
legislation and reforms in
India. Credit requirements
of agricuvlturists and co-
operatives, Private and
Institutional agencies for
provision of agricultural
credit., Financing of short-
term, medium-term and long-
term needs. Role of State
Bank of India in financing
co-operative institutions.
Role of the Reserve Bank of
India in providing shorti-term
and medium- term finance.
Role of the Reserve Bank in
regard to provision of long-
term finance. Appraisal of
loan applications of primary
credit scocieties by co-
operative banks. Procurement
of fcodgrains., 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
erops. Schemes for develop-
ment of land. Schemes for
development of allied agri-
cultural activities. Method

of appraisal of schemes -
cost-benefit survey economic
and technical feaslibility.
Scrutiny of loan proposals.
Agricultural finance by
commercial banks in financing
agriculture directly and
indirectly. Principles of
lending with particuvlar
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
finaneing of processing and
marketing of agricultural
produce. Various schemes for
providing agricuvltural credit
formulated by the State Bank
of India and other commercial
banks. Visits to co-operative
institvtions and farms.

5. An_ad-hoc_course 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 1

banking for the man&éérial 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 THE MANAGERIAL
STAFF OF STATE AND CENTRAL
COOPERATIVE BANKS -

(2) Duration of the -
course

(b) No. of trainees

(¢) Teaching Staff

(d) Syllabus

Commenced in October 1965,

Ten weeks.

- 30 or so.

Staff of the College.
Officers of the Reserve

Bank and visiting speakers.
Economic background -
Principles of rural
econonics. - 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 funds -.Employment of
funds. Investments,
Advances - general principles
- securities- procedure
followed in making short/
medium/long term loans.,

.Book-keeping and accounting

. system in banks - control

and svpervision over branches
- Role of a central co-
operative bank as the
central financing agency

in a district - its relaticn-
ship with the State Co-
operative Bank and prlmary
level institutions.

3 weeks practical training
in cooperative and commercial
banks. Principles of
management.,
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Inland bills-Eecurities ang
Bock-keeping and accounting
system in barks - system of
cortrol ard check cver
acccunts - inter-branch

and head office accounts,
Control and supc¢rvision of
branches. Irvestments -
principles and procedures,

Advances - gerieral nrinciples
and procedures - Securities,

Tegislatior relating to
co-operative banks/socisties.

Practical trainirg in
commercial and co-operative
banks. Reserve Bank
inspections.

Role of the Chief Executive
Officer - in managing an
urban co-operative bark: -
his duties in relation 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 techg;gues followed in the College.

Apart from the usual lecture - discuvwssion method,
techniques such as ;yndicate studles, case studies,
tutors' quiz, question bees, are foliowed 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 cof 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 officiels
(1) Senior Course coo 1,500
(?) Intermediate Course oo 767
(3) Industrial Finance Course ... 185
(4) Foreign Exchange Course oo 163

(5) Course on Personnel and
Organisation. b 107

(6) Ad-boc Course for the supervisory
inspection staff of commercial

banks .o coe 25

(7) Course on Agricultural
Finance cos 33
2,780

The total number of officials of co-operative banks
who have received training in the College was 185 made

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

central co-operative banks 154
(2) Managerial staff of urban
co-operative banks v 31
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9. Cost of training per trainee per course

The cost of training per trainee per course works

out approximately as detailed below :- Bs.
(i) Senior Course (ten-week couvrse) 1,500
(1ii) Intermediate Course (eight-week
course) 1,200
(iii)Foreign Exchange Course (six-weck
Course) 20N
(iv) Industrial Fipance Course (eight-
week Course) 1,200
(v) Personnel and Organisation Course
(four-week course) 1,200 (Recover-
ed in
full)

The hostel charius at present work out to abouvt
Bs.75.00 per wee trainee in resvect of the
above-mentioned courses.

The basis of recovery of tulflon costs and hostecl
charges from the banks in resnect of couvrses (i) tc (iv)

is as follows :~-
Commercial Banks

(1) Tuition costs - The Reserve Bank bears 5C% of

the tuitiloncosts in respect of officials of Class 'A'
and 'B' commercial banks i.e. barks having working fuvnds
of R.74 crores and above.

The Reserve Bank bears the entiretuition costs in

case of officials of Class 'C!' banks i.e. those who have

working funds below Bs.7+ crores.

(i1} Hostel Charges These char res_are borne

fully bv the banks
deputing offjcers for
training to the Collcge.

(iii) Travelling expenses

Co-operative banks

(1) Tuiltion Costs - The Reserve Bank bears the entire
tuitloncost.




(1i1) Hoste;fchargegl- For the purpose of recovery of

hostel charges, the banks are divided into the
follcwing three categories :-

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

(b) Class 'B!' banks i.e. those with paid-up
share capital, reserves etc. i.e. 'owned
funds! between R. 1 crore and k.25 lakhs.

(e) Class fC!' banks i.e. those with paid-up
share capital, reserves, etc. i.e.'owned
funds' of less than k.2é 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 ho tel
charges, the remaining 1/3rd being borne
by the Reserve Bank,

(¢) Class 'C!' banks pay 1/3rd of the hostel
charges, the remairing 2/3rd being borne
by the Reserve Bank,

(1ii) Travelling expenses.

(a) T¢ave11ing expenses to and from Bombay
are borne by the banks deputing officinls
for training.

(b) Travelling expenses on tours arrarged by
the Ccllege in the course of training
are borne by the Reserve Bank.
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ANNE*URE

ADVISORY COUNCII, FOR TRAINING OF BANKING PERSQNNEL

PRESIDENT

l. shri L, XK. Jha

VICE PRESIDENTS.

2. Shri B, N. Adarkar

3. Shri A, Baksi .
4, Sshri J, J. Anjaria
5. Shri P, N, Namry

MEMBERS .

6. shri R, K. Seshadri

7. Shri D, N, Maluste

8. Shrl K.M.P. Thackersey

9, Shri V. C. Patel

10.5hr1 T, D, Kansara

11.shri B, K. Talwar

12‘m. A. A. Norrie

Governor, Reserve Bank of
India.

Deputy Governor,
Reserve Bank of India,

Deputy Governor,
Reserve Bank of India,

Deputy Gcvernor,

'Reserve Bank of India,

Deputy Gevernor,
Reserve Rank of India,

Executive Director,
Reserve Bank of India,

BExecutive Director
Reserve Bank of Inéia.

Chairman,
Indian Banks!' Association,
Bombay. '

Chairman,

Central Bark of Incia Ltd,,
Mahatma Gandhi Road,

Fort, Bombay -1.

Chairman,
Bank of India Ltd.,
Bombay.

‘Managing Director,

State Bank of India,
Bombay Circle,
Bombay.

Manager,
Chartered Bank,
Bombay.
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14.

15,

16.

17.

18.

19.

20.

21.
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shri N,M, Chokshi.

Mr, R.S. Rees,
Shri Pravinchandra V.

Gandhi.

Shri G, Lakshminara-
yanan.

Dr. B. R. Dhekney.

Shri S.N. Sen Gupta.

Shri V. M. Joglekar.

Dr. P. Natesan.

Shri B.D. Kasbekar.

haj n
ank of Baroda Ltd.,
Bombay.

Manager,
National & Grindlays Bank Ltd.,
Bombay.

Chairman,
Dena Bank Ltd.,
Bombay.

Chairman,
Indian Bank Ltd.,
Madras.

Principal,

Sydenham College of Commercc
and Economics,

Bombay.

Chief Secretary,
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,
(Mer.ber-Secretary).
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APPENDIX TIT,

Particulars of the trainirg institutions
of commercial banks.

State Bank of India

(1) Name of the College : Staff Training College,

Hyderabad.
Established : 1961
Resi~- 7~ 7,

(11) Faculty : Principal and six

Instructors. All from
the bark. For purposes
of faculty development,
the bank arranges
programmes, seminars-and
conferences.

(11i)Courses conducted : (1) Intermediate Course for
Probationary Officers.

(11) Trainee Officers'
Course.

(1ii)Special Course for
Staff Officers on
probation.

(iv) Middle Management
Programme - Special
Courses on subjects
like foreign exchancge,
provision of credit to
small scale 1industries,
staff relations, etec.

The duration of these
courses is six to eight
weeks. The:-.subjects covered
in these courses are law
and practice of banking,
barking and accounting
procedures, basic econcmic
.concepts, money and banking
"international trade and
personnel management. In
the middle management
programme, an opportunity
is given to the participants
to have insight into the
various aspects of managemert
science,



(1v) Number of offieials
trained in a year.

(v) Total number of

In addition, special
courses on subjects such as
foreign exchange, 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 relatiwly
senior officers on subjects
such as training of personrel,
foreign exchange, staff
relations, are held from

time to time.

400 or so.

middle and junior
level officers

for whom arienta-
tion/training is
conslidered necessary

by the bank. 2365
{vl) Total number of

offices of the bank

as on the 31st '

December 1967, 1467

(vii)Main difficvlties

in expanding

training facilities.

(?Y Bank of India Ltd.

Shortage of accommodation.

(1) VWName of the College : The Bank of India Ltd.

(ii) Faculty :

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
1267.

Principal and nine
Instructors.

The Instructors are
officers of the Bank of
India Ltd./ Bank of Batroda
Ltd. Arranegements have



(3)

(11i) Courses conducted :

(iv) Number of officials
of the Bank of India
Ltd. trained in a

-R5-

year,

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

(v1) Total Ko. of offices
of the bank.as on the
31st December 1967,

(vii)Future plans

(viii) Main difficultdes
in expanding train-
ing facilities.,

Bank of Baroda Ltd.

/2N wr_

~

Ly

~

-

been made with outside
experts for talks on
management, law etc.

The College deputes some
members of the faculty

to other institutions like
the Administrative Staff
College of India,
Hvderabad,

(a) Senior course in
banking.

(b) Intermediate course
in banking

84 or so.

1,989

220

The bank has taken steps
to establish a residential
training college in a
suburb of Bombay. The
college is expected to
commence functicning from
June 19269,

(a) Inadequacy of space.

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

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

(d) Additional financial
burden.
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(b)

(1i) Faculty : (a)

1

(b)

(a)

(1i11) Courses conducted :

(b)

(1v) Mumber of efficials
of the Bank of Baroda
Ltd., trained in a
year :

(a)
(D)

s

Total number of middle
. and junior level
officers for whon
orientation/training
is considered nece-
ssary by the bank :

(v)

(vi) Total number of offices
of the bank as on the

31st Decanber 1967.

Staff Training Coilege,
Borbay.
Non-residential.

Bank of Baroda Ltd.
Staff Training College,
Ahmedabad.
Nen-residential,

Details of faculty
are the same as those
given under Bank of
India Ltd.

Principal and six
Instructors. The
members of the faeulty
visit the bank at
periodicaul intervals
to familiarise them-
selves with changes
in routine ard proce-~
dures. Some of them
visit tne Bankers
Training College,
Bomtay as observers.,

Details of the courses
conducted are the

same as those given
under Bank of India
Ltd. .

Intermediate Course
in banking.

84 or so.

40 or so.

1509

307
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(vii) Main difficulties

in expanding training

facilities :

Lack of space and
pauvcitv of trained
Instructors.

Central Bank of India Ltd.

(1) Name of the College :

(11) Faculty :

(1i1) Course conducted :

(1v) Number of officials
of the Central Bank
of India Lt4d.
trained in a year,

(v)
and junior level
officers for whom
orientation /train-
ing is conaidered
necessary by the
bank.

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

(vi)

(vii)Fvture plans :

(viii) Main difficulty in
e¢xpanding craning
facilities.

Dena Bank Ltd.

(1) Name of the Colleoge:

(1i) Faculty : )

i
(iii)Courses conducted &

Sir Sorabji Pochkhanawala
Bankers Training College,
Bombay. (Jointly with the
Dena Bank Ltd.) Ncn-
residential.,

Frircipal and four Tutors
(two from each bank).

Intermeciate Course in

banking.

60

Total number of middle 432

465

The bank provosas to
extend training facilities
in the present college.

Shortage of accommo-
dation,

Sir Sorabjil Pochkhanawala
Bankers Training College,
Bombay (Jointly with the
Central Bank of India Ltd.)

Non-residential.
Details of the faculty anc

the courses conducted
are the same aa thase_ .
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given under thi Central
ank of India ttd.

(1v) Number of officials 40 or so
of Dena Bank Ltd.
trained in a year.

(v) Total number of middle 883
and junior level
officers for whom
orientation/training
1s 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 National Bank Ltd.

(1) Neme of the College Staff Training College,
Delhi. DNon-residential.

(1i) Faculty -  Principal and six Instructars.
All from the bank. Arrange-
ments have been made with
ovtside experts for talks
on management, law, etc.

Outside experts are invited
to run short courses for the/
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.
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(iii) Courses cohductqg

-

(iv) Number of officials
trained in a year.

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

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

(vii)Future plans :

(viil) Main difficulty

in expanding tralnlng

facilities

For Managers :-

(a) Management Coursec.

(b) Course on Industrial
Advances.

(¢) Foreign Exchange
Course.

For Accountants :-

(a) Several courses on
banking practices znd
procedures.

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

90 or so.

864

508

The bank proposes to -

(a) extend trainine in
foreign exchange for
middle 1level
personnel.

(b) start a course in
general management
with emphasis on
human relatlons and
personnel management,
and

. (¢) 1introduce courses on

agricultural finance
and finance for small
scale industqies.

Lack of trainers.
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(7) United Commercial Bank Ltd,

(1) Name of the College - Staff Training Collepe,
- Calcvtta. Residential.

(ii) Faculty : - Three or four regular
officers. Also lectuvrer:
on a gart-time basis
selected from among
officers pested in
Calcutta. During sessions
part-time lectvrers are
recrrited from outsice
to give talks on
accountancy, auditing
ete,

(iii) Courses conducted - A banking course for
officers of the level of
Accountanrnts and junior
managers, Practical
training is arranged in
a large-sized branch

and at head office.

(iv) Number of officials 19
trained in a year.

(v) Total number of middle 392
and junior level

of{icers,for whom |

orientation/training

is considered nece-

ssary by the bank.

(vi)Total number of offices 282
of the bank as on the
31st December 1967.
(vii)Future plans The bank vroposes to

(a) widen training
facilities at its
training establish.-
ment at Calcutta and
to extend these to

other important .
centres gr India and

(b) make increasing uce
of the training
facilities offercd
by the Bankers _
Training College, .
the Institutes of

Management, the
Administrative staff
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College cof India and by
hanks overseas,

(viii) Main difficulties (a) Difficulties in
in expanding traine making suitable
ing faecilities. relieving arrangecnonts

for the staff selected
for training.

(b) Resistance from ti:.
employees concerred
sr their unions.

(8) United Bank of India Ltd.

(1) Name of the College :  Staff Training Cnllere,
Calcutta. Establishea:
1964, Non-residcential.

(1i) Faculty : Superintendent and shree
Instructers. 411 are
officers of thz bank.

(a) Junior Course 'r
barking for midiic
laovel persennel.

(1ii) Courses conduztad

0

(b) Szniecr course (n
banking for branch
agents.

{(¢) Course in bankin. #fev
branch accountznts.

(@) Security Cource for
agents, accoun*ani:
and security oZficevs.

(e) Mixed Course fer
chartered acccuntarts
economiets, enrcineers
angd cocthers who have
no banking expsrience.

Talks con staff centrel.
reporting ete. are =2ls-
arranged,

(iv) Wumber of officials 200 or sc.
trained in a year

( v) Total number of middle 746
: and junicer level officers

for whom orientation/

training is considered



-92.

(vi) Total number of offlces 164
of the bank as on the
31st Decembar 1967.

(vii)Future plans : A residential centre for
the training of senior
officials and a few
important concentrated
courses for the other
groups.

(9) The Indian Qverseas Bank Ltd,

(1) Name of the College : Staff Training College,
Madras.
Established : 1957.
Resicential for trainees
from mofussil areas.

(11) .Faculty : 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,

(1i1) Courses conducted : (i) Inducticn Course for
Probationary Officers.
(ii) Pre-confirmation
course for Proba-
tionary Officers.
(1ii)Refresher Course for
Officers,

(iv) Foreign Exchange
Course for Officers.

(v) 1Intermediate coursec
for Junior Officers.

(vi) Accountants! Course.
A commodities muscun
is maintained at the
College with a recnrd
' of the history of
each commodity and
the market conditions.

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

(v) Total number of middle
and junior level

officers for whom b
T arvdiantatiAn/Fradinine
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1s considered necessary 191
by the bank.

(vl) Total number of offices 163
of the bank as on the
31lst December 1967.

(vii) Future plans : The bank proposes to

. start organised training
programme for its senilor
and middle level personnel

(viii)Main difficulty in Inadequate étrength of
expanding tra ning teaching faculty.
facilities.

(10) Union Bank of India Ltd.

(1) Name of the College : Urion Bank of Irdia Staff
Training College, Bombay-
Residential.

(1i) Faculty : Principal and four Tuters.
The Principal is an
experienced banker,
Pogssegses <ceaching
experiencz. The tutors
are from within the bank.

(1i11) Courses conducted: (i) Refresher Course.
(ii) Senicr Course.
(iii)Intermediate Ccurse.
(iv) Junicr Course,

The bankhad arranged in
the past refresher course:
fer its agents in charge
of big and mediun sized
branches.

(iv) Mumber of cfficials 64
trained in a year.

(v) Total number of 655
middle and junior
level officers for
whom orientation/
training is considered
necessary by the bank.

(vi) Total number of 174
offices of the bank
as on the 31st
December 1967.



(11) Canara Bank Ltd,

(1) Name of the College

(11) Facuvlty :

(i1i) Course ¢onducted :

(iv) Number cf officials
tralned 1in a year.

Staff Training £chool,
Bangalore - Non-residential

The venue of the school
has been shifted from
time to time to

(i) Hyderabad

(11i) Trivandrum

(iii1) Madurai(iv)Bombay.

Two Instructers (some
times assisted by a

third Instructor).

Senior Course in banking.

20 or so.

(v) Total number of middle 693

and junior level
officeres for whom

orientation/training
1s considered nece-
ssary by the bank.

(vi) Total number of offices 250

of the bank as on the
31st December 1967.

(vii)Future plans.

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 exp%rts
to take up lectures
on specialised
subjects,and

(¢) convert the staff
training centre into
a residential school.
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(12) .State Bank of Saurashtra,

(1) DName of the College : State Bank of Saurashtra
Staff Training School,
Bhavnagar (Gujarat).

. Residential.
(11) Faculty : Two including one Chief
- Instructor. Members of
T 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 faculty develcopment
programme .

(iil) Course conducted : A course in banking for
junior officers (apart
from courses for the
clerical staff)

(iv) Number of officilals 30 - in the only course
trained in a year. conducted in 1967.
(v) Total number of middle 168
and junior level
officers for whom
orientatlon/training
is consildered
necessary by the bank‘\

(v1) Total number of offices 82
of the . bank as on the
31st December 1967.

(vii)Futvre plans. The bank has decided
' to reorient the training
courses and reduce their
duration so that more
staff cculd be trained
at the existing
institutions.,

The bank's personnel at senior and middle levels
are sent for training in the Regional Schools and the
'College at Fyderabad run by the State Bank of India. The
total number of staff sent for training in these
institutions durine the last three years was 39.
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(13) State Bank of Mysore

(1) Name of the College

(11)
(ii1)

Faculty
Course conducted

Number of officials
trained in a year.

(iv)

Total number of
middle and junior

level officers for
whom orientation/
training is consi-
dered necessary
by the bank.

(v)

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

(vi)

State Bank of Mysore
Staff Training School,
Bangalore.
Non-residential,

One

Senior course for junio
officers.

25 or so.

242

108

The bank is availing itself of the training Taciliti-

extended by the Regional Schools and the Staff Trainings

College at Hyderabad run by the State Bank of Indin fox

training its senior and middle level personnel.

Tho

number of staff deputed to the various training couvrses

conducted by the above instituvtions during the last

three years was 28.

(14) State Bank of Patiala

(1)

(i1) Faculty

Name of the College - Staff Training School,

Patiala,
Established
Residential.

One -~ The Senior fficars
at the bank's Feada (fficc
also address the trairsas
on various subjects.

s 1966,
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(iii)Course conducted : A Junior Officers!' Course
T in banking, staff rela-
tions and office
management.

(iv) Number of officilals 19
trained in a year,

(v) Tectal number of middle 163

and junior level officers

for whom orientation/

trainirg is considered

necessary by the bank,

(vg) Total number of offices 75

of the bank as on the

31st December 12867.

The bark 1s availing itself of the training facilities
extended by the State 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 for its ﬁiddle level Personnel.
The Syndicate Bank Ltd., Manipal, the Andhra Bank

Ltd., Hyderabad, .the State Bank of.Travancore,
Trivandrvm and State Bank of Bikaner and Jaipur,
Jalpur, have also training institutions. They provide

training facilitics larpely for the clerical staff.
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Summary of Appendix III,

Brief particulars of the fifteen training
institutions of commercial banks.

No. Name of the No. of No. of
Bank running the officials offices/ Ccurses
institution. generally branches conducted.

trained in as on
a year, 31-12-1967.

o S - n - ot e - D Y S G D S S Y D Y e G- - W TR D TR D mm b GRS D S S VD IR GED e G i S

1. 2. 3. 4, S,

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
officers!
course.

(¢) A special
course for
staff
officers
on proba-

: tion.

(d) A middle
management
programme.

2. Bank of India Ltd. 84 220 (a) A senior
(Bank of India Ltd. : course in
and Bank of Baroda banking
Ltd. Staff Training (b) An inter-
College, Bombay. mediate

course in
banking.

3. Bank of Baroda Ltd, 124 307 (a) A senior
course in
banking.

(b) An inter-
mediate
course in
.banking,
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(1) Bank of India Ltd.
and Bank of Baroda
Ltd. Staff Training
College, Bombay,

(i1)Bank of Baroda Ltd.
Staff Training
College ,Ahmedabad.

4, Central Bank of India
Ltd.(Sir Sorabji
Pochkhanawala Bankers
Training College,
Bombay run jointly
with Dena Bank Ltd.)

5. Dena Bank Ltd.,
(Sir Sorabji Pochkhana-
wala Barers Training
College, Bombay run
Jointly with Central
Bank of India ILtd.)

6. Punjab National Bank
Ltd,(Staff Training
College, Delhi)

7.United Commercial Bank
Ltd.(Staff Training
College, Calcutta).

8,United Bank of India
Ltd.(Staff Training’
Collegey Calcutta).

3. 4
84

40

60 465
40 186
20 508
19 282
°00 164

An intermediate course
in banking.

An intermedilate course
in banking.

An intermedlate
course in banking.

(a)
(b)
(c)
(d)

(e)

A management
course.

A course on indu-
strial advances.

A foreign exchanze
course,

Courses on banking
practices and
procedures,

A course on manage-
ment ,econonic
tren&s, law,

A course in banking.

(a)

(b)),

(c)

Junior and Senicr
covrses in banking.
A security course
for security
officers etec.

A mixed course .
for Chartered
accountants,
economists,
engineers, and
others who have.
no banking expe-
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10.

11,

12,

13.

14,

Indlan Overseas Bank 45 163

Ltd.,(Staff Training
College, Madras).

Union Bark of India
Ltd.(Staff Training
College, Bombay).

Canara Bank Ltd.,
(Staff Training
School, Bangalore).

State Bank of
Saurashtra (Staff
Training School,
Bhavnagar)

State Bank of
Mysore (Staff
Training Scheol,
Bangalore)

State Bank of
Patiala (Staff
Training School,
Patiala) ' '

Bank of Maharashtra
Ltd.

64

80

30

25

19

174

250

108

75

119

1280 4570

(a)Induction and pre-
confirmation courses
for probationary
officers,

(b)An intermediate
course for junior
officers.,

(¢)Refresher and

~ foreign eXchange
courses fer officers.

(d)An accountants!
course.,

Junior, intermediate,
refresher and senicr
courses.

A senior course in
banking.

A course in banking for
Junior Officers.

A senior course in
banking for Junior
Officerse.

A course in banking,
staff relations and
office management.

A course in banking for
the middle level
perscnnel,
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Appendix IV(a)

Classification of Programme:

Programmes Orientation,
Apnlication,
Awareness,.
Programmes.

1. Chief Executives

2. Senior Executives

3. Senior Middle
Managers.

4, Middle Managers.

5. Junlor Executives

and Supervisory
Staff,
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Apvendix IV(b)
FACULTY REQUIREMENTS .

A. Bank Management Policy :

1. Banking poliecy and Eccnomice
Development.

?. Monetary Economlcs.
3. Internaticral Finance.

4, Planning & Development
Studies (Pclicy fornmulation
and administraticn at
riicro level)

5. Creative marketing of
Bank Service,.

6. Banking Law and Practice.

B. Management Contrcl : 1. Management Control Systems.

2. Data Management (Computer
services and Statistics).

3. Operations Analysis(Quantita-
tive techniques in Bank
Management including
productivity studies and
0. & M,)

C. Management of Human 1. Employer-Empleoyee relaticns.
Rescurces : '

2,+Personnel Management,
Bevelopment and Training.

« Messurement Studies,

Organisation Bchaviour.

D. Finance & Credit : Export Credit.

[\ T SRR OO

. Finance Credit and Invest-
ment Managenent,

3. Financing <f agriculture.
4, Industrial Finance (lLarce
and small Units).,

5. Money and Capital Market
Studies,
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Arpendix TV(c)

Pational Institute of Bank Man ument
Chairman
Standing Governing Body Ad ioc
Committees Col 1itteecs
Directecr
Programmes Research Evaluatien, Faculty Assistance Communications Administration
evaluation, planning and Council to
planning and co-ordination
co-ordinatinn
' Orientation
: amme
géiggégﬁeit ?g?gﬁhﬁgfs Management (Publications, Library
Studies‘ Execcutives Develop- conferences, services
m ment public
Control o Programme in programmes relations and Accounts
Systems 5 management of indivi- ststistics)
E 9 skills fer senior dual Catering
Personnel £ E middle managers commercial Management
Management 5 © Faculty Development banks. R £
e s o w programme for eccption
Organisation o p services
Behaviour j? I3 trainers at staff
] colleges. Office
Finance & D Epeciallsed progra- Administration
Credit o mmes in management
_ techniques Recreation
g:;iigpment Programmes in priority facilitied
g sectors & other
Hostel &
Legal frame- specialised functional Residences.
work of areas. correspondence
Banking courses (Jointly with

Operations.

Indian Institute of
Bankers) .



Summary of the Report on Training and
Development of Higher Banking Personnel.

In pursvance of the Government's policy on
social control over commercial banks as announced by
the Deputy Prime Minister, the Governor, 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 training
programmes may be organised for the developmznt of the
banking profession in the country with particular
reference to the social and economic objectives of
banking, aligning credit operations of eommercial
banks to national credit policies and priorities, and
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 coordinating
the activities of the existing trainine institutiomns.

In its report the Working Group has suggested
measures to inculcate the various social objectives of
banking in the bahking personnel with the help of
training and development programmes.

According to the Group, training must not be
confined to formal instruction but it must perm2ate the
general organisational process. It involves proper
orientation.of the officer to a job, developing the

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 good banker but to develop his

potential as a leader in the profession of banking.

2. According to the survey made by the Working
’GrOUp y 1t is memessary to provide for orientation and
”"iraihing-of some 20,000*officérs and also approximately

“12y06é new officers-who are expected to join the ranks
of offlcers every year, -as a result of retirements,

expansion, etec. As against this requirement, the
capacity of the existing training institutions 1is
around 1,650 per annum.

The exlsting training programmes are run
primarily. by the Bankers Training College of the
Reserve Bank of India and some nineteen training
institutions of commercial banks. The Bankers Tralning
College focuses on the middle level officers while the
training institutions of commercial banks concentrate
on the junlor level officers. The courses conducted
by these institutions seek to train officers, largely
In banking principles, techniques and procedures. The
programmes pun by these institutions in functional
areas such as agricultvre, small-sedle 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 arising ir these new flelds. There
are also no adequate arrangements or programmes for
developing the managerial potential of the officers.
The scale of effort of the exlsting institutions is
too limited to make any sipgnificant impact ~n the large
number cf officers who need training. At the present
rate of intake, it will take anpproximately 12 years tec
cover the existing middle and‘junior level officers.
The ecurrent programmes d& nct touch the higher level of
officers. The arrengememts fer training officers of
amaller banks not having training institutions of
their own, are‘inadequate. None of the foreign banks

has as_yet establlshed any training institution fcr its
officers in India.

-

The existing institutions are not organised
to undertake any significant research in commercial
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 Workinsg Gropp has emphasised that if training
has to be viewed in its totalify, it 1s necessary to
have an agency which fakes an overall view of the
training needs and development programres and provides
for a degree of co-ordination of the various training

~,

activities.
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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 his overall peréonality. The Working Grovy
has suggested that the problem of developihg banking
personnel should be tackled both in terms of (a)
general personnel processes like recruitment, selection,
placement, job-rotatiocn, proﬁotion and (b) formal

training,

4. General personnel processee
The Working Grouvp 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 pay
closer attention to evolving purposive recruitment
policies, institvting sound personnel appraisal schemes.
ensuring proper selection of candidates for training
and their subsequent placement and advancement, and
creating an organisational climate in which officers
at different 1levels participate in the decision-making
process and thus equip themselves better for assuming
higher responsibilities (paragraphs 1.2 and 1.4
Chapter IV).
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(2) In the perspective of the banking industry
of the future, where the professicnal personnel is
expected to play a central role in the development of
banking in the country, it is but appropriate that the
commercial banks take steps to devise a more decentrali-
zed system of decision -making in their day to day
matters, Commercial baﬁks could, with profit, organise
internal eommittees for management purposes so that
matteres pertalning to credit’policies and decision are
properly worked out, and at the same time, provide the
climate of participatise management so essential to the
future of the industry {(paragraph 9.3 Chapter II),.

(3) Eaeh commereial bank should evolve a
mamagemaeng development programme for 1ts personnel and

-Omggnije.i%;elf for ite implementation on a eomtimiing
veste Such a programme should be placed in charge of
a whole. tima executive wha should glve concentrated
attentlon to the manpower needs of the bank and its
systematic development and wtilisetion (paragraph 1.5
(Chapter 1IV),

5. Programme for the future.

The Group has examined the training facilities
avail;ble for the banking personnel at present and has
come to the conclusion that the gaps are too wide for
the existing institutlons to fil1l., First,the training
colleges of the commercial banks are too limited in

their scope and coverage., Secondlv. the Bankerc .lhnadidds
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College which conducts training programﬁes for key
middle 1éve1 officers, is designed and equipned tc
provide training programmes which are fvnetional. 1In
so far as the InstitutesSof Management are concerned,
their activities are geared morc teo the indvstrial and
commercial sectors and it mav not be possible for then
to undertake training activity of the magnitude envisaged
for the banking industry. Thé Indian Institute c¢f
Bankers is essentially an examiring body and it weculd he
difficult to graft upon it a major industry-wvide

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

structure for officers of the commercial banks to mset
both the quality and size of the trainirg. effert. The
first tier should consist of a2 central agency to initiate
and coordinate measures fcr the development of the
banking profession in the country at the highest level.
For thia purpose a National Institute of Bank Management
should be established. The second tier should consist of
all other training institutions which provide training B
at the junior officers and clerical levels in the . -

commercial banks and thel shculd be reorganised,

expanded,and strcngthewed(parggraph 2.2 Chapter IV).
(3) National Instjtute 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 meaningtul
training programmes at the level of an individual bank
and help the implementation of those policies by
creafing a climate of intellectual appreciation and
emotional dedication.

The Institute should not only provide the
leadership but also function as a catalytic apent ir
bringing about the necessary attitudinal change in bznk
management and to awaken the spirit of service in the
banking industry. It should also act as the central
coordinative agency for effective manpower plarning,
utilisation and development of the persorneil in the
banking sector and operate as a chief spokesman of the
banking sector on all matters relating to the prcblers
of its management developmert (paregraphs 3.1 and 3.2
Chapter IV).

The fubnctions, activities, faculty and
constitution of the Institute shovld be as follows :-
(1) Functions -

(a) Formulating broad strategy of education,
training and research programmes for
effective implementation of national
banking policies.

(b) Conducting edvcational and training
activities for the high level banking

personnel not catered to by the existing
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Instdtutions; also 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 recommending ways

of filling the gaps by such further

programmes as may be necessary (paragraph
3.5 Chapter 1IV).

(ii1) Activities -
The Institute shovld conduct programmes such

as the following:-
(a) Orientation and Appreciation Programmes.,

(b) Integrated Programmes in Management Skills.

(¢) Functional Programmes.
(paragraph 3.6 Cha?§§T

(iii) Research Activities

Training and development activities to be
academically stimulating and professionally_rewarding
should, to a large extent, be based on research effort.
Research shovld be with particular emphasis on search
for new opporturities in developing the barking servicz,

(varagraph 3.7 Chapter IV)

(iv) Guidance to Individval Benks

The Institute should assist banks in matters

such as designing measurement tests for emvloyee
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selection, appraisal programmes, conducting morale
and productivity studies, streamlining organisational
structure, measuring impact of training, surveys of
management development nrogrammes.,
] (paragranh 3.8 Chapter IV)

(v) Communieations Programme

The Institute should‘act as the central
agency for the collection and dissemination of
information on bank management krow-how. It should
publisﬁ a journal on bank management, research reports,
case bibliography and review of new publicaticns on
banking and an abstract of current periodical literature.
It should maintain liaison with other management
institutes and educational instituvtions (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 (a)
Chapter IV).

(b) Governing Bcard.

The Governing Board of the Institute should
consist of representatives 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).

(¢) Faculty Council

For handling academit programmes and activities,
the Director may be suvported, by a Faculty Council
(paragraph 3.10(d) Chapter IV).

(d) Location

The Workinz Group .has exaﬁined the various
alternatives and issues irvolved. It feels that there
would be many advantages in locating the Institute
in the suburbs of Bombav removed from the pressures -
of the metrépolitan life. (paragraph 3.10(e) Chapter IV).

(e) Faculty

The utmost care must be taken in selecting
the members of thécfaculty of the Institute., Apart
from.educaticnal attainments in their relevant ficlds
of specialisation, the faculty members should either
have sufficlent practical experience or be helped to
develop close familiarity with the problems at the
operating level.

The composition of the faculty should
represent a good admlxture of the academlc and

practising bankers (paragraph 3.10 (f) Chapter IV)



: 11

(vii) Method of finan01ng

Considering the natlonal character of the
Institute and its importance to the banking policy,
the capital and recurring costs of the Institute
should be borre by the Reserve Bank and the Government
of India, the State Bank of India and its subsidiaries
and other commercial banks with deposits above
R.25 crores.(paracraph 3.11 Chapter IV).

(4) Training instltntions of commercial
banks

The activities 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 the examinations” of the Institute,
pome formal training;could.be imparted tolfnem. A
system of corresfondence courses could, perhaps,
improve the present situation and the proposed National
Institute could render assistance in designing such
a prograrme (paragraph 6.1 Chapter IV).

(6) Training facilities for officers of

smaller banks who do not ‘Thave tralning_
institutes of their own -

The bigger commercial banks should provide
accommodation and facilities for training officers of

the smaller banks in their training institutions and
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