Gyanshauryam, International Scientific Refereed Research Journal
Available online at : www.gisrrj.com

© 2025 GISRR] | Volume 8 | Issue 3 | ISSN : 2582-0095
doi : https://doi.org/10.32628/GISRR]

Empowering Human Capital: An Analytical Study on Training and Development
Practices at SBI Udhamsingh Nagar Branch
Anukriti Saxena!, Navjot Singh?
!Assistant Professor, Commerce and Management, Surajmal University.
2BBA, Student, College of Commerce and Management, Udham Singh Nagar, UK.

Article Info ABSTRACT : This research paper presents a comprehensive study on the
Volume 8, Issue 3 training and development initiatives at the State Bank of India (SBI), with a
Page Number : 246-271 specific focus on the Udhamsingh Nagar branch in Uttarakhand. The

primary aim of the study was to examine the effectiveness, structure, and
Publication Issue : future potential of SBI's training programs in enhancing employee
May-June-2025 performance, productivity, and overall organizational success. Conducted

on a sample of 175 employees, the study employed both quantitative and

Article History qualitative methods to gather and analyze data regarding employee
Accepted : 20 May 2025 perceptions, satisfaction levels, and the tangible outcomes of the bank’s
Published : 30 May 2025 training efforts. The findings indicate that SBI has established a robust and

strategically aligned training infrastructure, characterized by structured
modules, skilled trainers, and a focus on both technical and soft skill
development. Employees generally view the training programs as relevant,
timely, and beneficial to their roles, contributing to higher job satisfaction,
motivation, and confidence. The research also uncovered areas where
improvements could significantly enhance training outcomes. These include
the need for personalized learning paths, stronger feedback mechanisms,
and consistent post-training assessments to measure long-term impact. The
observation further emphasized the importance of interactive and adaptive
learning models, especially in a digitally transforming work environment.
Technologies such as Artificial Intelligence (AI), Virtual Reality (VR),
microlearning, and gamification were identified as promising future trends
that could redefine the training landscape and align it more closely with
evolving employee needs and business objectives. Moreover, the study
underlines the importance of fostering a culture of continuous learning
through social and collaborative platforms and leveraging automation for
administrative efficiency in training delivery. A future-ready training

framework at SBI would not only cater to the diverse learning styles of its
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employees but also ensure long-term retention, employee engagement, and
strategic alignment with the bank’s growth goals. In conclusion, the
research affirms that training and development at SBI play a vital role in
shaping a skilled, motivated, and future-ready workforce. By embracing
innovation and employee-centric approaches, SBI can continue to lead as a
learning organization in India’s dynamic banking sector.
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Learning Management, Skill Enhancement, Organizational Growth,
Personalized Learning, Virtual Training, Workforce Development,

Udhamsingh Nagar, Banking Sector, HR Practices.

INTRODUCTION : This paper presents a comprehensive organizational study conducted at the State Bank of
India (SBI), situated in Udhamsingh Nagar, Uttarakhand.
Training : The study delves into the transformation of the Indian banking industry and the internal
functioning of SBI, highlighting its strong commitment to employee training. SBI employs a diverse range of
training strategies, including internal modules, e-learning platforms, and knowledge-sharing through
seminars and workshops led by internal trainers, seasoned professionals, and guest faculty from the corporate
world.
Training at SBI is regarded as a vital component at every organizational tier, ensuring that staff stay well-
informed about current banking trends, regulatory changes, technological developments, customer
engagement techniques, and compliance standards. The training programs are designed not only for
immediate skill enhancement but also for equipping employees to face upcoming challenges in the sector.
Development : In addition to training, SBI places a strong focus on employee development. The bank runs
various initiatives aimed at cultivating leadership skills, managerial capabilities, and overall personal and
professional advancement. These development programs are aligned with the bank’s strategic goals and are
intended to prepare employees for higher roles and responsibilities by promoting continuous learning and
leadership development.
SCOPE OF THE STUDY : This study focuses on examining SBI's human resource development mechanisms,
with a special focus on training and development activities. It seeks to understand the impact of these efforts
on employee performance, job satisfaction, and overall workplace efficiency. The research includes
conversations with HR managers, training officers, and seasoned staff to gain deeper insight into the
effectiveness of current practices.
OBJECTIVES OF THE STUDY

¢ To examine the structure of training at SBI, Udhamsingh Nagar.

¢ Tounderstand the variety and delivery of training modules offered to employees.

e To assess how training programs contribute to improving job-related skills and productivity.

o To evaluate the role of developmental initiatives in shaping employee career paths.

o To collect employee opinions and experiences regarding the training and development environment.

¢ To suggest improvements for enhancing the current training and development system.
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NEED FOR THE STUDY

o Skill Enhancement: As the banking industry undergoes rapid digital changes, it becomes crucial for
employees to consistently update their skills to effectively operate new systems, applications, and
service platforms.

o Technological Adaptability: SBI staff are required to stay proficient in using advanced technologies
such as YONO, BHIM SBI Pay, and upgraded core banking infrastructure to meet evolving customer
expectations.

¢ Regulatory Awareness: Ongoing changes in compliance standards, including RBI regulations and
KYC/AML protocols, necessitate frequent and structured training sessions.

e Boosting Customer Experience: Empowering employees with relevant technical knowledge and
interpersonal skills enhances their ability to deliver superior customer service and resolve queries
efficiently.

e Alignment with Organizational Goals: A well-trained workforce supports SBI's broader vision of
becoming a digitally advanced and growth-focused institution, ensuring consistency in mission and
execution.

LITERATURE REVIEW

1. Kavita Rani & Chanchal (2021): This comparative study analyzed training and development practices
in public and private sector banks, specifically SBI and Axis Bank. It highlighted significant
differences in employee perceptions regarding training effectiveness, emphasizing the need for
continuous improvement in training methodologies to enhance employee satisfaction and
performance.

2. Gnanlin Shiny Clarence (2020): Focusing on SBI's Special Training Institute Centre in Perambur, this
research underscored the importance of systematic training programs in adapting to technological
advancements. The study concluded that regular and structured training is vital for employee
performance and organizational growth.

3. Geeta Kumari (2019): This study evaluated the impact of training programs on employee performance
in SBI and ICICI Bank. Findings indicated that well-structured training programs significantly
enhance job performance, suggesting that banks should invest in continuous employee development
to maintain competitiveness.

4. Pandarinathan Chinnadurai (2016): Exploring HR practices in SBI, this paper emphasized the role of
training and development in employee satisfaction and organizational effectiveness. It recommended
that banks adopt comprehensive HR strategies to foster a productive work environment.

5. Sreelatha Ramakrishnan (2022): This project assessed the effectiveness of training among SBI
employees, revealing that targeted training programs lead to improved job performance and employee
morale. The study advocated for regular feedback mechanisms to refine training initiatives.

6. Ayat Abdalghani & Rafidah Othman (2023): Conducting a systematic literature review, this research
examined bank efficiency in Arabian countries, highlighting the significance of training and

development in enhancing operational efficiency and service quality in the banking sector.
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Amin Palikhe & Sarala Thapa (2023): Focusing on commercial banks in Nepal, this study found a
positive correlation between employee training and performance. It recommended that banks
implement well-planned training programs to boost employee productivity and organizational
success.

Habiba Akter et al. (2021): This review identified key determinants of employee engagement in the
financial sector, emphasizing the role of training and development in fostering a committed and
motivated workforce. The study suggested that tailored training programs can significantly enhance
employee engagement levels.

Sara Nilsson Tengstrand et al. (2021): Investigating the adoption of the Scaled Agile Framework
(SAFe) in the banking industry, this study highlighted challenges related to training and
organizational culture. It concluded that effective training is crucial for successful agile
transformations in banks.

Md. Waliullah et al. (2025): This systematic review assessed the influence of cybersecurity threats on
digital banking adoption. It emphasized the need for continuous training to equip bank employees
with the skills to mitigate cybersecurity risks effectively.

Valeria Stefanelli et al. (2022): Exploring digital financial services and open banking innovation, this
study discussed how training programs are essential for banks to adapt to technological advancements
and maintain competitiveness in a rapidly evolving financial landscape.

Moorad Choudhry (2022): In the second edition of "The Principles of Banking," Choudhry
emphasized the importance of training in risk management and regulatory compliance. The book
serves as a comprehensive guide for banking professionals to understand the evolving principles of

banking and the necessity of continuous learning.

These literature reviews collectively underscore the critical role of training and development in enhancing

employee performance, adapting to technological changes, and maintaining regulatory compliance in the

banking sector, particularly within SBI.
ENHANCEMENTS AND MODERNIZATION IN TRAINING PRACTICES : The State Bank of India (SBI) has

developed an extensive and future-oriented training framework aimed at upskilling its workforce and

synchronizing their capabilities with the institution’s long-term goals. The Strategic Training Unit (STU)

serves as the cornerstone of this initiative, ensuring that the training ecosystem evolves with industry trends

and remains dynamic and impactful. This is supported by a robust network of six elite Apex Training

Institutes (ATIs) and 51 State Bank Institutes of Learning and Development (SBILDs) strategically spread

across the nation.

STRUCTURED TRAINING MODULES:

Day 1 -

Foundation and Orientation (Classroom-Based):

Introduction to SBI’'s human resource policies and operational procedures
Insights into organizational culture and expected professional behavior
Overview of standard branch-level functions and daily workflows
Training on safety standards and protocols for emergency situations

Navigation of the SBI Knowledge Bank for self-paced learning
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o Familiarity with banking software systems and digital platforms
¢ Time management tools and productivity best practices
Day 2 — Interactive and Practical Learning:
e Team-based exercises promoting teamwork and leadership development
e Scenario-based simulations to mimic real-world banking challenges
e Activities aimed at enhancing decision-making and problem-solving abilities
e Role-playing sessions to strengthen client interaction and conflict resolution skills
Day 3 — Specialized Banking Knowledge:
e Deep dive into SBI's product portfolio and financial services
e Learning how to leverage financial tools and customer solutions
e Practical case study discussions based on real-life banking operations
e Workflow demonstrations highlighting core transaction processes
SYSTEMATIC TRAINING APPROACH FOR EMPLOYEES
SBI’s training strategy follows a structured, multi-phase model that blends conceptual understanding with
practical application:
1. Induction Phase:
o Objective: To familiarize new employees with SBI’s vision, core values, and safety frameworks
o Coverage: Introduction to institutional principles, workplace ethics, and behavioral standards
2. Practical Application Training:
o Objective: To ensure that theoretical instruction translates into functional expertise
o Method: Assignment-driven learning emphasizing real-time task execution
3. Ongoing Mentorship and Support:
o Objective: To reinforce learning and guide employees through practical challenges
o Mechanism: Continuous support through mentorship, periodic evaluations, and senior
guidance
NEW EMPLOYEE INDUCTION AND ENTRY PROCEDURES : To maintain a structured and secure
onboarding process, the State Bank of India (SBI) follows a detailed protocol that facilitates smooth
integration of new recruits into the organization:
1. Verification of Identity
* New joiners are required to confirm their identity through biometric scans or valid official
identification cards.
2. Document Validation
* Submitted credentials, including educational and professional records, are cross-checked for
authenticity.
3. Access Authorization
* Entry passes and system logins are granted only after verification protocols are fulfilled.
4. Final Clearance Review
+ A final round of approval is conducted before the individual is granted unrestricted access to the

premises.

Gyanshauryam, International Scientific Refereed Research Journal (www. gisrrj.com) | Volume 8 | Issue 3



Anukriti Saxena et al Int S Ref Res ], May-June-2025, 8 (3) : 246-271

5. Security Inspection
* Standard security checks, such as screening and inspection of personal belongings, are mandatory
upon entry.
6. Full Access Activation
* Once all conditions are met, the employee receives full operational access, including to workstations
and digital platforms.
OCCUPATIONAL SAFETY AND SECURITY MEASURES AT SBI : SBI upholds a proactive approach to
workplace safety, ensuring all staff members are trained to manage risks and emergencies effectively. The
safety protocols are embedded into the broader training framework.
1. Job-Based Safety Analysis
* Safety requirements are determined based on role-specific risks and operational duties.
2. Tailored Safety Training Content
* Custom training programs focus on key safety topics such as hazard identification, use of PPE, and
emergency protocols.
3. Introductory Safety Briefings
* Every new employee undergoes a structured safety induction covering institutional policies and safe
workplace behavior.
4. Interactive Safety Simulations
* Real-time drills and practical exercises prepare staff for incidents like fire outbreaks, equipment
failures, or medical emergencies.
5. Continual Awareness Campaigns
* Safety culture is reinforced through periodic events, posters, and refresher workshops.
6. Use of Digital Training Aids
* Tools such as interactive videos and VR-based simulations are incorporated to create engaging safety
training modules.
7. Knowledge Assessments and Certification
+ Employees are tested on their safety preparedness and awarded certification upon demonstrating
adequate competency.
8. Content Updates Based on Feedback
+ The safety curriculum is revised regularly, incorporating feedback from employees and new
compliance standards.
9. Leadership Engagement in Safety
* Supervisors and managers lead by example, promoting a safety-conscious work environment
through active involvement.
10. Adherence to Safety Regulations
* SBI ensures that all safety-related activities align with national labor and occupational safety laws.
11. Premises Monitoring and Controlled Access
+ Advanced systems like RFID-based entry, CCTV surveillance, and digital access logs are used to

enhance physical security.
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TIME AND ATTENDANCE TRACKING SYSTEM AT SBI : The State Bank of India (SBI) leverages advanced
digital systems to manage employee time and attendance efficiently, contributing to effective workforce
management.
1. Initiating the Workday — Check-In:
o Employees are required to check in using biometric devices or smart ID cards. A grace period
is available to accommodate minor delays.
2. Work Hours Monitoring:
o The system automatically logs breaks and lunch periods, ensuring a precise calculation of total
working hours throughout the day.
3. Concluding the Workday — Check-Out:
o Employees end their shifts by clocking out via the same system. Any overtime work is
captured and must be validated by appropriate approvals.
4. Orientation for New Joiners:
o Fresh recruits are guided through the attendance system usage during their induction.
Technical help is provided in case of operational issues.
MANDATORY DOCUMENT SUBMISSION AT SBI : New employees at SBI are required to furnish specific
documents to comply with organizational norms and statutory obligations. These include:
¢ A formal application letter printed on SBI’s letterhead, stating personal details like name, age, father's
name, UAN, IP number, Aadhaar number, and the nature of the job.
e The latest Provident Fund (PF) challan along with the payment acknowledgment.
e Electronic Challan cum Return (ECR) submissions related to PF.
¢ Required documentation from the Employees’ State Insurance Corporation (ESIC).
o ECR files for ESIC-related contributions.
e Documents validating AL user login or procurement verification, which are reviewed at the point of
entry.
o Paperwork confirming the disbursement of safety training allowance to new hires.
EMPLOYEE TRAINING AND DEVELOPMENT AT SBI
Training Approach : The State Bank of India (SBI) places great importance on nurturing its workforce
through well-structured training programs aimed at enhancing skill sets and improving overall job
effectiveness. The main goals of SBI's training initiatives are to:
¢ Build employee proficiency and professional competence.
e Maximize the utilization of human resource capabilities.
o Elevate the level of customer service.
e Foster both personal and career advancement.
¢ Encourage a healthy, inclusive, and collaborative work environment.
e Emphasize safety and well-being in the workplace.
e Support employees’ long-term growth within the organization.
Training Techniques : To ensure impactful learning, SBI incorporates a variety of training methods tailored to

different learning needs:
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¢ Instructor-led classroom training sessions.

¢ Real-time, hands-on experience through on-the-job learning.

e Specialized workshops to strengthen technical knowledge.

e Analytical case studies and practical problem-solving tasks.

e Personalized mentoring and one-on-one coaching.

o Expert talks and industry-based knowledge sharing.

¢ Use of multimedia tools and online learning systems for convenient access.
Training Strategy for Employees : SBI uses strategic methods to make training effective and relevant for each
employee:

¢ Design of role-specific training content and customized modules.

o Use of digital and mobile learning platforms for ease of access.

e Interactive, experience-based learning formats for greater involvement.

¢ Accommodation of different learning styles and preferences.

¢ Continuous learning opportunities for career advancement.

e Internal training resources available within the organization.

o Integration of Learning & Development (L&D) tools for streamlined training delivery.

¢ Tailored development plans to meet individual learning goals.

¢ Assignment of skilled mentors for guidance throughout the learning process.

¢ Consistent feedback to track progress and improve performance.

¢ Orientation programs covering SBI’s values, policies, and work ethics.
INTRODUCTION TO RESEARCH METHODOLOGY : This research explores the training and development
practices at the State Bank of India (SBI), with the aim of evaluating their impact on employee performance,
organizational productivity, and individual career progression. The study adopts a descriptive research
methodology, which is well-suited for analyzing and evaluating existing systems and practices. It investigates
how SBI’s training programs influence job performance, employee motivation, performance appraisals, and
professional development. The primary objective is to assess the effectiveness, relevance, and perceived value
of SBI’s training initiatives in enhancing skills, boosting productivity, and fostering career growth among
employees.
Sample Design : To ensure the data collected is diverse and representative, the study focused on employees
from various branches and departments of SBI in the United Kingdom. These individuals were selected based
on their direct or indirect involvement with the bank’s training and development programs. The sample
included participants from operational, administrative, customer service, and managerial roles, thus offering a
comprehensive and multi-perspective insight into the effectiveness of SBI's training frameworks. This design
ensures that employees with varied job functions and levels of experience are represented in the study.
Sample Size : The research was conducted with a sample size of 175 employees, chosen from multiple SBI
branches across the UK. This larger sample size enhances the reliability and validity of the findings. The
responses provided a wide spectrum of views and experiences, allowing for a robust evaluation of the bank’s
training strategies. The diversity in roles and tenure among the participants ensured that the study could

capture both broad trends and nuanced insights about the training environment at SBI.
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Sampling Technique : The study used the Simple Random Sampling (SRS) technique to select participants.
This method ensures that every individual in the target population had an equal chance of being selected,
thereby minimizing any form of selection bias. By applying SRS, the research achieved a balanced
representation across departments, which strengthens the generalizability of the conclusions drawn. The
technique also allowed for objective sampling, leading to a credible and transparent data collection process.
Research Design : The study employs a Descriptive Research Design, which enables a detailed examination of
SBI’s existing training and development procedures. This design is particularly effective for understanding
how current practices affect key employee outcomes such as productivity, morale, and career progression. It
provides a framework to systematically collect, analyze, and interpret data, allowing the researcher to draw
meaningful conclusions about the effectiveness and impact of the training mechanisms in place. The
descriptive nature of the research helps in identifying patterns, gaps, and areas of improvement.
Area of Research : The research was carried out across selected SBI branches and departments in the United
Kingdom, chosen based on the availability of employees actively participating in or benefiting from training
programs. These locations were also selected for their willingness to facilitate the data collection process. The
study utilized both qualitative and quantitative methods—including structured surveys, semi-structured
interviews, and observational notes. This mixed-methods approach allowed for a comprehensive
understanding of employee attitudes, perceptions, and experiences, while also capturing the structural and
procedural aspects of SBI’s training systems. The integration of multiple data sources enriched the depth and
reliability of the findings.
SOURCES OF DATA : This research draws from a combination of primary and secondary data sources to
ensure a holistic understanding of the training and development practices at the State Bank of India (SBI).
Primary data was obtained firsthand from SBI employees through the use of structured questionnaires and
personal interviews. These tools helped gather valuable information directly from the employees about their
training experiences, skill development, performance improvements, and perceived benefits of the training
programs. By engaging with 175 employees across various branches and departments in the United Kingdom,
the research captured a wide range of perspectives and authentic insights regarding the impact of training on
professional growth and work performance.
Secondary data was collected from official SBI documents such as training manuals, annual reports, internal
HR records, academic journals, and previous research studies related to employee development in the
banking sector. These sources provided the necessary theoretical and institutional framework to contextualize
the findings from the primary data. The combination of these data sources added depth to the analysis and
enabled a more informed interpretation of how SBI’s training strategies align with industry standards and
employee expectations.
DATA COLLECTION : Data collection is a crucial aspect of any research project, involving the systematic
gathering of relevant information to address the study’s objectives. In this research, a combination of
qualitative and quantitative methods was used to collect data from 175 employees of SBI in the UK. These
methods ensured both the richness and reliability of the data.

e Structured Questionnaires: Standardized questionnaires were distributed to all participants to collect

quantitative data on training frequency, employee satisfaction, relevance to job roles, and perceived
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improvements in performance and productivity. The questions were designed to be clear and focused,
allowing for accurate measurement of employee responses.

o Personal Interviews: To gain deeper insights, in-depth interviews were conducted with a selected
group of employees from different departments. These conversations offered a more personal
perspective on how training programs have impacted their career progression, motivation, and job
effectiveness.

e Observations: Direct observation of live training sessions provided real-time insights into training
delivery, employee engagement, trainer performance, and learning environments. These observations
helped validate the responses received through questionnaires and interviews, offering an added layer
of credibility to the findings.

Together, these diverse methods of data collection ensured a well-rounded and reliable foundation for
analyzing the effectiveness of SBI’s training programs and their influence on employee development.
DEPARTMENT-WISE EMPLOYEE DISTRIBUTION (SAMPLE) : The research study was conducted using a
well-structured sample of 175 employees from various departments within the State Bank of India (SBI). This
department-wise distribution was carefully planned to ensure representation from all key functional areas,
thereby enabling a balanced and inclusive analysis of training and development practices across the
organization.

The distribution of employees across departments is presented in the table below:

Table 1: Department-wise Distribution of Employees in the Sample

S.No.||Department No. of Employees
1 Administration 18

2 Monitoring 22

3 Human Resources (HR) |28

4 Risk and Compliance 15

5 Legal 21

6 Information Technology |17

7 Finance and Accounting ({45

8 Customer Service/Support||9

Total 175
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Graph 1: Department-wise Distribution of Employees in the
This diverse departmental representation in the sample ensures that the feedback collected encompasses a
wide array of perspectives. Employees from strategic and operational domains—such as HR, Risk and
Compliance, IT, Finance, and Customer Service—were all included, providing a comprehensive overview of
how different departments interact with and respond to SBI's training and development programs.
By analyzing responses across these varied groups, the study gains depth in understanding how departmental
roles and functions influence training needs, preferences, and effectiveness. For instance, employees from
Finance and Accounting, being the largest group in the sample, offer insights into technical and regulatory
training relevance, while HR personnel contribute perspectives on soft skill development and policy
implementation.
Overall, this balanced distribution strengthens the reliability and relevance of the research findings, making
the results more actionable for enhancing training strategies across the organization.
DATA ANALYSIS AND INTERPRETATION : This part focuses on the analysis and interpretation of data
collected from 175 employees of the State Bank of India (SBI) regarding their perceptions and experiences
with the bank’s training and development initiatives. The primary data was collected through a structured
questionnaire, carefully designed to capture responses across a range of relevant areas including training
participation, satisfaction, skill enhancement, and growth opportunities. The responses have been compiled,
tabulated, and interpreted using statistical tools such as percentage analysis. Graphical representations are also
included to visually depict the findings for better clarity and comprehension. This analytical approach aims to
uncover trends and patterns that can guide future training strategies at SBI.

Table 2: Age Classification of Respondents

Age Group No. of Respondents|Percentage (%)
20-25 years 15 8.6%

26-30 years 33 18.9%

31-35 years 37 21.1%
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Age Group No. of Respondents| Percentage (%)
36-40 years 26 14.9%
40 years & above||64 36.6%
Total 175 100%

v 20-25years o 26-30vyears w31-35years w36-40years = 40years& above

Graph 2: Age-wise Classification of Respondents(not displayed here)
Interpretation : The analysis reveals that the largest segment of respondents (36.6%) is aged 40 years and
above, suggesting that a substantial portion of the SBI workforce is comprised of experienced employees.
However, there is also considerable representation from younger age brackets, particularly between 26 to 35
years, which together account for approximately 40% of the sample. This distribution ensures that the
findings reflect the training expectations and responses of both seasoned professionals and younger employees

who are still in the formative stages of their careers.

Table 3: Gender Classification of Respondents

Gender|[No. of Respondents||Percentage (%)
Male ([102 58.3%
Female |73 41.7%
Total (175 100%
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Graph 3: Gender-wise Classification of Respondents (ot displayed here)
Interpretation : The gender-wise breakdown shows that male employees make up 58.3% of the respondents,
while female employees constitute 41.7%. This indicates a relatively balanced gender composition within the
sample, allowing the study to consider the perspectives of both male and female employees. Evaluating
gender-based differences in training engagement, effectiveness, or preferences may yield valuable insights for

designing inclusive and equitable training strategies.

Table 4: Educational Qualification of Respondents

Qualification No. of Respondents||Percentage (%)
Below S.S.L.C 0 0.0%

S.S.L.C 0 0.0%

Plus Two 6 3.4%
Undergraduate (U.G)|80 45.7%
Postgraduate (P.G) |89 50.9%

Total 175 100%
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Graph 4: Educational Qualification-wise Classification (not displayed here)
Interpretation : Educational qualifications of the respondents reflect a highly literate and academically
accomplished workforce, with more than 96% of employees holding either undergraduate or postgraduate
degrees. Postgraduates constitute the majority (50.9%), followed closely by undergraduates (45.7%). This
indicates a strong foundation for advanced learning, and it highlights the need for training programs that are
intellectually stimulating and tailored to suit the capabilities of a highly qualified workforce. Programs that
integrate technical knowledge, digital transformation, and leadership development are likely to be more

effective and better received among such a demographic.

Table 5: Experience-wise Classification of Respondents

Years of Experience|No. of Respondents||Percentage (%)
0-5 years 19 10.9%
5-10 years 45 25.7%
10-15 years 53 30.3%
15-20 years 25 14.3%
Above 20 years 33 18.9%
Total 175 100%
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Graph 5: Experience-wise Classification of Respondents
Interpretation : Among the surveyed employees, the largest group (30.3%) has 10 to 15 years of experience,
highlighting the engagement of mid-career professionals in training programs. The responses also show a
balanced distribution across other experience levels, from entry-level employees to those with over 20 years
of service. This diverse representation indicates that SBI’s training and development programs are accessed
and valued by employees at all career stages, suggesting a comprehensive and inclusive training structure.

Table 6: Perception of Training Program Effectiveness

Response No. of Respondents| Percentage (%)
Strongly Disagree 8 4.6%

Disagree 20 11.4%

Neither Agree nor Disagree||51 29.1%

Agree 66 37.7%
Strongly Agree 30 17.1%

Total 175 100%
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Graph 6: Effectiveness of Training Programs
Interpretation : A majority of employees (54.8%) either agree or strongly agree that SBI’s training programs
are effective, pointing to a generally positive perception. However, 29.1% of the respondents remain neutral,
which could reflect uncertainty or mixed experiences. This suggests a need to evaluate and possibly enhance
certain aspects of the training content or delivery to ensure more consistent outcomes and satisfaction across
the workforce.

Table 7: Training Programs Meeting Job Requirements

Response No. of Respondents| Percentage (%)
Strongly Disagree 12 6.9%

Disagree 25 14.3%

Neither Agree nor Disagree|36 20.6%

Agree 71 40.6%
Strongly Agree 31 17.7%

Total 175 100%
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» Strongly Disagree » Disagree = Meither Agree nor Disagree = Agree » Strongly Agree

Graph 7: Relevance of Training Programs to Job Requirements
Interpretation : A significant portion of the respondents (58.3%) either agree or strongly agree that the
training programs align with their job responsibilities. However, 20.6% remain neutral, and a combined
21.2% disagree or strongly disagree. These results highlight that while a majority of employees recognize the
relevance of the training initiatives, there remains an opportunity to enhance the alignment between training
content and job-specific skills or tasks, particularly for those expressing indifference or dissatisfaction.

Table 8. Frequency of Training Programs

Response No. of Respondents| Percentage (%)
Very Rarely 10 5.7%

Rarely 19 10.9%
Occasionally 70 40.0%
Frequently 61 34.9%

Very Frequently||15 8.6%

Total 175 100%
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s VeryRarely = Rarely « Occasionally = Frequently = Very Frequently

Graph 8: Frequency of Training Programs
Interpretation : A majority of the respondents (40.0%) reported that training programs are conducted
occasionally, while 34.9% stated that training occurs frequently. These findings indicate that while many
employees are receiving training at regular intervals, a notable portion still experiences only occasional
sessions. Enhancing the consistency and frequency of these programs could lead to more continuous
professional growth and stronger employee engagement.

Table 9. Impact of Training on Employee Performance

Response No. of Respondents| Percentage (%)
Strongly Disagree 7 4.0%

Disagree 20 11.4%

Neither Agree nor Disagree||42 24.0%

Agree 74 42.3%
Strongly Agree 32 18.3%

Total 175 100%
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» Strongly Disagree » Disagree = Meither Agree nor Disagree = Agree » Strongly Agree

Graph 9: Impact of Training on Employee Performance
Interpretation : Most of the respondents (42.3%) agreed that training positively influences their performance,
and another 18.3% strongly agreed. However, 24.0% of the employees were neutral, suggesting potential gaps
in how the training content translates to day-to-day work effectiveness. To address this, SBI may consider
collecting more specific feedback and fine-tuning the content to better meet diverse job functions.
Conclusion : The study of training and development practices at the State Bank of India (SBI) among 175
employees provides important insights into how effectively the organization supports its workforce. Most
employees believe that SBI’s training programs are beneficial, indicating a positive impact on both individual
performance and overall productivity.Specifically, 42.3% of the respondents agreed that the training
improves their performance, while an additional 18.3% strongly agreed, underlining the relevance and value
of the content delivered. In terms of how well the training aligns with job requirements, a large proportion
also expressed satisfaction, which suggests that SBI has been successful in designing role-relevant modules.
The employee demographic reflects a wide range of experience levels and educational qualifications, with
many respondents being in the mid-career bracket. This calls for more dynamic and advanced training
modules that support growth trajectories and specialized skill enhancement.Nonetheless, the findings also
indicate areas for improvement. 40.0% of the employees mentioned that training programs are only offered
occasionally, and 34.9% receive them frequently, highlighting inconsistency across departments or roles. By
standardizing and possibly increasing the frequency of training sessions, SBI can ensure more equitable access
to professional development opportunities.
Additionally, the presence of a significant neutral response (24.0%) regarding training effectiveness and some
dissatisfaction with relevance to job roles suggests a need for better alignment, feedback incorporation, and
communication about the purpose and expected outcomes of training.In conclusion, while SBI’s training
initiatives are largely effective and positively received, they can be made even more impactful through
improved frequency, better role alignment, and proactive feedback mechanisms. This strategic refinement
can enhance employee satisfaction, foster skill development, and contribute to SBI's continued success as a

forward-thinking financial institution.
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FINDINGS: Based on the analysis of responses from 175 employees, the following key findings have been
observed:

1. High Satisfaction Levels: A large proportion of employees expressed satisfaction with the training
programs, citing improvements in both technical and behavioral competencies.

2. Well-Defined Objectives: Most employees reported that the goals and content of training sessions
were clearly communicated beforehand, allowing them to engage more meaningfully.

3. Alignment with Job Roles: The majority acknowledged that training content aligned well with their
roles; however, many recommended incorporating more role-specific and advanced modules.

4. Link to Career Growth: Employees commonly viewed training as a necessary step for promotions and
role enhancement, indicating its strategic importance within the organization.

5. Adequacy of Training: Approximately 91% of participants agreed that the programs met their
developmental needs. However, a notable group suggested increasing the number and regularity of
sessions.

6. Training Formats: SBI employs a variety of training formats—online modules, classroom training, and
field training—alongside sessions focused on compliance and legal awareness such as POSH.

7. Role of HR: While the HR department was commended for its coordination efforts, feedback
indicated that it should take a more strategic and data-driven role in identifying and executing
training needs.

RECOMMENDATIONS : Based on the comprehensive analysis of feedback from 175 employees at the State
Bank of India (SBI), several actionable strategies have been identified to elevate the effectiveness and long-
term impact of the organization’s training and development initiatives. These recommendations aim to
improve employee engagement, ensure alignment with organizational goals, and foster a culture of
continuous learning.

1. Adopt a System of Continuous and Real-Time Evaluations: SBI is encouraged to move towards a model of
ongoing evaluation of its training modules. Rather than limiting assessments to occasional intervals,
continuous monitoring and real-time reviews should be implemented to identify performance gaps and
improvement areas promptly. These evaluations should consider both the quality of training content and the
delivery mechanisms used. Additionally, aligning these evaluations with department-specific needs and
evolving industry standards will help maintain the programs’ relevance and effectiveness over time.

2. Establish a Strong and Systematic Feedback Framework: Another critical recommendation is the
introduction of structured post-training feedback mechanisms. Employees should be given ample opportunity
to express their views on the training experience, including its applicability, clarity, and instructional quality.
By analyzing this feedback in a methodical manner, training coordinators can identify common trends and
expectations, thereby refining future sessions. This not only improves the content but also demonstrates a
participative approach that values employee input.

3. Create Structured Training Plans with Measurable Goals: To enhance training coherence and outcomes, it
is essential for SBI to develop and implement clearly defined training plans. Each plan should outline specific
learning objectives, expected competencies, and performance indicators to be achieved upon completion. This

structured approach ensures that trainers and trainees are aligned in their expectations and responsibilities.
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Furthermore, such goal-oriented programs provide measurable benchmarks to evaluate the effectiveness of
the training over time.

4. Diversify Learning Approaches to Cater to Different Styles: Given the varied learning preferences across
different employee groups, SBI should integrate multiple instructional formats into its training delivery.
While traditional classroom instruction remains effective, it should be complemented with modern
techniques such as interactive workshops, simulations, role-playing activities, e-learning platforms, and
virtual sessions. Offering flexibility in learning methods enables employees to engage more deeply with the
material and retain knowledge more efficiently.

5. Encourage and Embed a Culture of Lifelong Learning: SBI should take proactive steps to foster a culture
that prioritizes ongoing learning and development. This can be achieved by offering incentives for
professional certification programs, facilitating participation in external seminars and industry webinars, and
providing access to digital learning platforms. Encouraging employees to take ownership of their learning
journey will not only contribute to personal growth but also enhance overall organizational capability and
adaptability.

Implementing these recommendations will empower SBI to develop a future-ready workforce. By creating a
dynamic and inclusive learning ecosystem that addresses the evolving demands of both the banking industry
and its human capital, SBI can sustain its position as a leader in the sector while ensuring that employees
remain competent, confident, and committed to excellence.

FUTURE SCOPE : The landscape of employee training and development is poised for a dramatic shift, fueled
by rapid technological advancements and evolving workplace expectations. Going forward, organizations like
the State Bank of India (SBI) will benefit significantly by adopting the following innovations:

1. Immersive Learning with VR and AR: Virtual Reality (VR) and Augmented Reality (AR) are set to
redefine the way technical and practical training is delivered. These immersive tools create lifelike
simulations where employees can gain hands-on experience without real-world risks. For SBI, such
technologies can elevate operational training, especially in banking procedures and customer service.

2. Microlearning for On-the-Go Access: Short, focused content modules—such as brief videos,
infographics, or scenario-based quizzes—are highly effective for modern learners. Microlearning
enables employees to absorb information quickly and efficiently, making it ideal for busy schedules
and just-in-time training needs.

3. Gamified Learning Environments: Introducing elements like rewards, points, badges, and
leaderboards makes learning more interactive and enjoyable. Gamification can particularly engage
younger employees, making training sessions feel more like challenges than chores, thereby boosting
motivation and knowledge retention.

4. Al-Powered Personalized Learning: Artificial Intelligence (AI) can revolutionize learning by
designing customized paths for each employee. By analyzing skill gaps, roles, and preferences, Al-
driven platforms can suggest targeted training modules. This not only improves learning outcomes
but also aligns employee development with the bank's strategic needs.

5. Collaborative and Social Learning: Fostering peer-to-peer learning through group discussions, shared

resources, and project-based collaborations can enrich the learning experience. Internal forums and
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social platforms help employees learn from each other, promote teamwork, and build a stronger
organizational culture.
6. Automated Learning Management Systems (LMS): Automation will streamline backend processes
such as enrollment, tracking progress, gathering feedback, and generating reports. This will allow the
HR and training departments to focus more on improving content and less on administrative tasks.
By embracing these futuristic strategies, SBI can ensure that its workforce stays competitive, agile, and
equipped to meet the challenges of a digitally-driven banking environment.
Questionnaire for the Study “Analysis of Training and Development Practices at SBI”
Please select the most appropriate option for each question.
1. Age Group
= 20-25 years
= 2630 years
= 31-35 years
= 36-40 years
*= Above 40 years

2. Gender
=  Male
=  Female

* Other/ Prefer not to say
3. Educational Qualification
* Below S.S.L.C.
= SSL.C
* Higher Secondary / Plus Two
* Undergraduate (U.G.)
* Postgraduate (P.G.) or above
4. Years of Experience at SBI
= (0-5years
*  6-10 years
= 11-15years
* 620 years
*= Above 20 years
Section B: Feedback on Training and Development
Please indicate your level of agreement or frequency by selecting one option for each statement.
5. Overall satisfaction with SBI’s training programs:
* Very Dissatisfied
* Dissatisfied
* Neutral
» Satisfied
* Very Satisfied
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o

Clarity of training objectives before attending programs:
* Strongly Disagree
» Disagree
* Neither Agree nor Disagree
= Agree
= Strongly Agree
7. Relevance of training content to your professional needs:
= Strongly Disagree
» Disagree
* Neither Agree nor Disagree
= Agree
* Strongly Agree

®

Frequency of your participation in SBI training programs:
* Rarely
*  Occasionally
* Frequently
* Regularly
9. Participation in training programs primarily for career advancement:
= Strongly Disagree
= Disagree
* Neither Agree nor Disagree
= Agree
* Strongly Agree
10. Perceived impact of training programs on your career development:
* Strongly Disagree
= Disagree
* Neither Agree nor Disagree
= Agree
* Strongly Agree
11. How would you assess the adequacy of the training programs currently offered by SBI?
* Highly Insufficient
* Insufficient
* Neutral
* Sufficient
* Highly Sufficient
12. To what extent do you find the training methods (e.g., classroom sessions, online modules, on-the-job
training) effective for your learning?
* Strongly Disagree

= Disagree
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* Neither Agree nor Disagree
= Agree
= Strongly Agree
13. In your opinion, is the training and development process at SBI conducted in a timely and efficient
manner?
= Strongly Disagree
= Disagree
* Neither Agree nor Disagree
= Agree
* Strongly Agree
14. Do you feel that the training programs are well aligned with your specific job responsibilities?
» Strongly Disagree
» Disagree
* Neither Agree nor Disagree
= Agree
* Strongly Agree
15. Do you believe SBI’s promotion and reward policies are influenced by employees' performance and
achievements during training?
= Strongly Disagree
= Disagree
* Neither Agree nor Disagree
= Agree
* Strongly Agree
16. Do you perceive any bias in the reward and promotion system associated with training programs at
SBI?
* Strongly Disagree
= Disagree
* Neither Agree nor Disagree
= Agree
* Strongly Agree
17. In your view, are deserving employees adequately rewarded based on their training
accomplishments?
* Strongly Disagree
= Disagree
* Neither Agree nor Disagree
= Agree
* Strongly Agree
18. Do you think there is sufficient emphasis on employee safety training and anti-harassment programs

(such as POSH) in the current training framework?
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= Strongly Disagree
= Disagree
* Neither Agree nor Disagree
= Agree
* Strongly Agree
19. Do you feel that the Human Resources (HR) department plays an active role in evaluating and
improving the training and development initiatives at SBI?
= Strongly Disagree
» Disagree
* Neither Agree nor Disagree
= Agree
* Strongly Agree
20. Please share any suggestions or ideas for improvements in SBI’s training and development programs:

Thank you for your valuable input. Your feedback is instrumental in enhancing the quality and effectiveness

of SBI's training and development practices.
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