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Abstract 

The Banking Sector has shown an impressive rate of growth over the past years. Many studies show 

that human resources are the key determinants of establishing competitive advantage, and the overall 

success or failure in organizations. Human resources are particularly important in-service sector businesses 

compared with manufacturing sector businesses due to the distinct service characteristics of intangibility, 

inseparability, heterogeneity and perish ability. This paper is an attempt to highlight the significance of 

Training and Development Programs in Banking Sector in India. To identify, analyze and trace the practices 

followed in resolving the problem of high-skilled workers, a case study has been conducted in Canara Bank 

& ICICI Bank in Aligarh District, UP. A questionnaire has been prepared including different qualifications 

and experience of employees and various measures have been given in the paper to resolve the problems of 

methods used at all the levels of workers which would have been practiced in the organizations of banking 

sector. The researcher wants to know whether there exits any form of association between the amount of 

work they perform and the level of satisfaction in both the banks. The investigation is based on the sample 

of 425 employees from Canara Bank (53 per cent respondents) and ICICI Bank (47 per cent respondents). 

The collected data analyzed with the help of SPSS program with computer. T-test, mean and standard 

deviation were used for the analysis. 

Keywords: Training and Development Programs, Promotion, Public and Private Sector Banks Employees, 

Job Satisfaction, Job Dissatisfaction. 

Introduction 

 A major part of man's life is spent in work which is a social reality and social expectation to which 

man seem to confirm. Even then only economic motive has never satisfied men. It is always of greater 

interest to know why men work and at which level and how he/she satisfied with the job (Khalid & 

Irshad, 2010). “An organization is made up of a number of people who strive to achieve the 

organization’s goals. Human resources have a significant bearing on the profitability, efficiency and 

overall organizational effectiveness. Human beings differ from one another in their basic mental abilities, 

skills, approaches, qualifications and also behaviour which account for their complex behaviour patterns 
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and psychological makeup. Such difference gets multiplied when they interact with one another in a 

group or in an organization. This generates different styles of management, values, feelings, beliefs and 

opinions of the employees. They must be groomed in order to take risks, think innovatively, and handle 

new problems. In the competitive environment, employees of any business organization are the key factor 

for deciding the success of the firm, in general, and cooperatives in particular” as stated in the study 

(Ramu, 2008). So, the degree of satisfaction is determined by the ratio between what we have and what 

we want. By law of nature as we have more, we want more; hence the level of satisfaction remains less. 

Satisfaction is dynamic, as it can go as quickly as it comes. It is a positive emotional state that occurs 

when a person's job seems to fulfil important values, provided these values are compatible with one's 

needs. Satisfaction is a pleasurable or positive emotional state resulting from the appraisal of one's job 

experience. In short, satisfaction is a synchronization of what an environment requires of its people and 

what the people are seeking of the environment (Bhatt, 2004). 

The banking sector has undergone a sea-change over the years, which has put new pressures and 

realities in front of the bank employees. The change is more evident in the case of public sector banks that 

are forced to match steps with private sector banks to cope up with the emerging competition. This has 

meant a total attitudinal change for the employees. This has not been simple and has put new pressures 

and realities in front of the bank employees iced with a huge pile of inconsistencies. Bank employees 

have perhaps felt the maximum heat. “On one side they are expected to monitor, administer and manage 

the changing environment and on the other hand to be the spokesperson for the society. This paradox in 

the changed circumstances plus the challenge to counter their own problems has put them in an 

unenviable position. Bank Employees form a delicate environment for the management and the clerical 

staff. The success of the bank to a large extent depends upon the coordination, synchronization and 

cooperation of the Bank Employees. In this study, an attempt has been made not only to ascertain the 

degree of overall job satisfaction prevailing among the Bank Employees but also to elicit employees’ 

views on the different factors contributing to their job satisfaction, in the light of current realities” (Kamal 

& Sengupta, 2008). 

 “More than one-third of companies in 41 countries around the world report an inability to find the 

workers they need. There is a mismatch between the workforce skills demanded and supplied within 

countries and in the global economy. Developed economies have a higher prevalence of advanced skills and 

training, but the supply of workers with advanced skills has not kept up with the demand. The mismatch can 

be attributed to many factors including countries moving to more productive activities, difficulties that the 

education sector faces in keeping up with skills demanded, and the fact that current technology trends are 

compelling companies to update their equipment—equipment that must be operated by workers with more 

advanced skills. In addition to the mismatch, business owners and managers often lack the skills required to 

http://www.jetir.org/


© 2018 JETIR  October 2018, Volume 5, Issue 10                                  www.jetir.org  (ISSN-2349-5162) 

 

JETIR1810964 Journal of Emerging Technologies and Innovative Research (JETIR) www.jetir.org 436 

 

manage and grow their businesses, which also limits the potential for these businesses to grow and create 

more jobs”. 

 The right education or training is best achieved through adequate labor market institutions and 

cooperation among relevant stakeholders such as the public sector, the private sector, and youth 

associations. Youth around the world are more likely than adults to be unemployed or to work in low-

quality jobs. Reducing youth unemployment and creating jobs for those hundreds of millions young people 

that are hoping to join the labor force within the next few decades requires addressing the skills mismatch 

(IFC Job Study, 2013). 

Review of Literature 

 Ahmad & Yekta (2010) in their published study entitled “Relationship between perceived 

organizational support, leadership behaviour, and job satisfaction: An empirical study in Iran” found that 

leadership behaviour has significant impact on both intrinsic and extrinsic job satisfaction whereas 

perceived organisational support was significantly related to extrinsic job satisfaction.  

 Card et al, (2010) tried in their study to propose and implement a new strategy for evaluating the 

effect of relative pay comparisons, based on a randomized manipulation of access to information on co-

workers’ wages. So, writers used a simple theoretical framework and a randomized manipulation of access 

to information on peers' wages to provide new evidence on the effects of relative pay on individual utility. 

 Nawab & Bhatti (2011) wrote a paper entitled “Influence of Employee Compensation on 

Organizational Commitment and Job Satisfaction: A Case Study of Educational Sector of Pakistan”. In their 

paper, they have thrown light to build an understanding regarding the impact of employee compensation on 

their job satisfaction and employee’s organizational commitment among Pakistani bank employees.  

 Jegan & Gnanadhas (2011) mentioned in their study entitled ”Job Satisfaction of Bank Employees 

Working with E-Channels” that whether the banks are public or private the main thing is the success of their 

business and that depends upon its technological updated employees. But now the working culture is totally 

changed and the burden of paper work is reduced; database management is improved with lesser strain of 

work load. The employees feel free to provide services through e-channels and can spend their saved time 

on other improvement activities. Khan et al, (2011) in his paper entitled “Modeling link between internal 

service quality in human resources management and employees retention: A case of Pakistani privatized and 

public sector banks” highlighted the problems faced by banking industry in Pakistan which badly affecting 

the loyalty of the customers and the employees. The employee’s satisfaction and retention are critical to the 

conduct of business in the competitive marketplace and business environment today, and the banks enjoy no 

exception to it. 
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 Mutsvunguma & Gwandure (2011) in their published paper entitled “The psychological well-being 

of employees who handle cash in a bank in inner city Johannesburg” showed that the two groups- 

employees in banks who handled cash and those who did not differed significantly in terms of work stress, 

emotional exhaustion, depersonalization and overall burnout. The findings of this study suggest the need for 

organizational support, skills development and the provision of wellness programmes for bank employees. 

Prasanga & Gamage (2012) in their paper entitled “Job Satisfaction and Job Performance of the Sailors in 

Rapid Action Boat Squadron of Sri Lanka Navy” investigated the impact of the job satisfaction on job 

performance of the sailors in Rapid Action Boat Squadron of Sri Lanka Navy. The results have also 

suggested that the satisfaction aspect on its own does necessarily lead to improved individual performance 

and organizational effectiveness. Therefore, implementation of satisfaction-performance model effectively 

through specific practices will be effective. 

 Sehgal (2012) published a paper entitled “Job Satisfaction of Bank Employees in Shimla- A 

Comparative Study of Private & Public Sector Bank (Axis Bank & UCO Bank)”. In his paper, he explained 

that the success or failure of the organization largely depends on the satisfaction and dissatisfaction of 

employees. 

 Kameswari & Rajyalakshmi (2012) in their study entitled “Role of Internal Marketing in Job 

Satisfaction of Employees in State Bank of India” examined the relationship between satisfaction of 

employee with job, training and skill development activities, work environment, superior support, co-worker 

support and recognition for the work done in State Bank of India in Visakhapatnam city.  

 Kord (2012) in his study entitled “A Cross – Cultural Study of Job Satisfaction and Organizational 

Commitment of Bank Employees of Iran and India” ascertained the relationships between job satisfaction 

and organizational commitment and also compared the mean scores of job satisfaction and organizational 

commitment of bank employees.  

 Rahman, Gupta & Moudud-Ul- Haq (2012) in their published work entitled “Job Satisfaction Of 

Female Employees In Financial Institutions Of Bangladesh: A Study On Selected Private Commercial 

Banks In Chittagong” contributed for the female employees as number of private and public banks are 

operating in Bangladesh where having a mentionable number of female employees working side by side of 

male employees and the number is growing day by day.  

Lepold, Tanzer & Jiménez (2018). employees’ self-efficacy about believing in one’s own 

capabilities and expectations about being able to influence organizational performance as well as high job 

satisfaction and work engagement. The present study examined job satisfaction and work engagement above 

and beyond professional self-efficacy. Results from 136 bank employees in Austria showed that job 

satisfaction can be predicted by professional self-efficacy and influence expectations on bank-specific. 

Furthermore, professional self-efficacy, influence expectations on economic KPIs, and the influence 
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expectations of the branch manager predicted work engagement. This study contributes to the importance of 

employees’ belief in their own skills and in their influence on KPIs to be satisfied and engaged at work. 

Furthermore, it offers innovative and useful insights into the measurement of influence expectations. 

  

Objectives of the Study 

 The aim of this study is to define the relationships between job satisfaction and the potential 

variables: Promotion and Career Development & Training and sub variables. In addition, whether a 

difference exists between job satisfaction levels of employees in Canara Bank and ICICI Bank is to be the 

second important part of the study. The above variables are studied with different tools to define the 

difference in the satisfaction level of employees in Canara Bank and ICICI Bank and various suggestions 

are given to overcome the problem of dissatisfaction. 

 Objectives of the present study are: 

1. To go through the conceptual framework of the term “Job Satisfaction”. 

2. To examine the level of Job Satisfaction in Public Sector Banks in India.  

3. To examine the level of Job Satisfaction in Private Sector Banks in India.  

4. To suggest measures for effective implementation of methods to improve satisfaction level of 

employees. 

Hypotheses 

 A statistical hypothesis is an assumption about population parameter, which may or may not be true. 

If sample is consistent with the statistical hypothesis, then the hypothesis is accepted otherwise rejected. 

H01: Significant difference does not exist among the employees of Canara Bank and ICICI Bank towards 

variable Career Development & Training. 

H02: Significant difference does not exist among the employees of Canara Bank and ICICI Bank towards 

variable Promotion. 

Research Design 

 The research is exploratory in nature and primary data was collected from the employees of Canara 

Bank and ICICI Bank, in the form of well-developed tool questionnaire having response a Likert’s five-

point scales. A score will be derived from above mentioned questionnaire. Such score shall be analyzed 

employees wise and bank wise for calculating a proper measurement. The design of the study is exclusively 

depend on the primary information collected from both the banks, one from public sector and other from 

private sector. 
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 The universe of the study consists of almost all the banks including Canara Bank and ICICI Bank 

situated in Aligarh, Agra, Hathras, Saharanpur and Muzaffarnagar. The information about the banking 

sector is also retrieved from the internet, various dairies of Banking Sector, newspapers and magazines. 49 

Branches of Canara Bank and 13 branches of ICICI Banks are situated in Aligarh, Agra, Hathras, 

Saharanpur and Muzaffarnagar in Uttar Pradesh State but a researcher chooses only 10 branches of ICICI 

Bank and 25 branches of Canara Bank for this study. Hence, the study has been carried out on the basis of 

an adequate size of sampled employees of selected branches of Aligarh, Agra, Hathras, Saharanpur and 

Muzaffarnagar Region.  

 Simple random sampling method was used for selecting the sample of the study. From this list banks 

were selected from each group after giving weightage to various areas like experience, age, married and 

other relevant factors for sample of the study. 

 

Method of Data Collection 
  

 The present study is mainly of opinion survey nature. This study will be a research, based on the 

primary data and other information collected from various sources of secondary data. The information will 

be analyzed with the use of scientific tools and techniques. 425 employees of the Canara Bank and ICICI 

Bank were included in sample for the information. 

 

Data Analysis Pattern 

 Data analysis comprises of a collection of methods to deal with data/information obtained through 

observations, measurements, surveys or experiments about a phenomenon of interest. The aim and purpose 

of data analysis is to extract as much information as possible that is pertinent to the subject under 

consideration which is described below in points: 

1. Frequencies (Demographic Profile of the Employees)  

2. Descriptive Analysis (Mean & Standard Deviation) 

3. Independent-samples t-test  

 

Reliability of Data 

 Cronbach's alpha is the most common measure of internal consistency and is also called a scale 

reliability coefficient. 

 In order to understand whether the questions in this questionnaire all reliably measure the same 

latent variable, a Cronbach's alpha was run using SPSS version 16.0 on a sample size of 425 employees. All 

the items covered were found in the range of 0.923 to 0.934 that indicates good consistency among the 
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items. Overall score in all the variables is 0.929, which is a good indication of the satisfactory reliability of 

the scale. 

 

Table (1.1): Assessment of Reliability 
 

Statements 
Cronbach's 

Alpha (α) 

Promotional policy of the bank. .924 

Performance evaluation methods. .924 

Promotion implementation methods. .923 

Welfare measurement. .925 

The promotions to higher positions are usually on time. .925 

The proper utilization of my talent. .925 

Opportunities for advancement in career. .925 

The job that provides a safe future. .924 

The training to update employees. .927 

The training provided for my current job and for advancement. .925 

The ability to influence decisions that affects me. .925 

Opportunities to work on interesting projects for growth. .925 

The training techniques which current work requires. .934 

*Alpha value of 0.7 or higher are considered acceptable (Nunnally, 1978)  

 

Factor Analysis 

 The test of validity of data for factor analysis has been conducted with the help of KMO measure 

and Bartlett’s test of Sphericity. 

 

Table (1.2): KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .781 

Bartlett's Test of Sphericity Approx. Chi-Square 1.027E4 

Df 496 

Sig. .000 

 

 For these data the values is 0.781 which falls in the range of being good. So, the validity of data is 

confirmed. Following table shows the results of Kaiser-Mayer-Olkin (KMO) measures of sampling 

Adequacy of the data.   

Data Analysis 

1. Demographic Profile of the Employees: 

 The sample population of 425 employees working in Canara Bank and ICICI Bank in India are 

observed for general information. All the employees are full time employees in their respective job. It is 
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necessary to describe the sample in terms of demographics, the data related to job satisfaction level of bank 

employees working in different positions, with different academic qualifications, tenure of work experience, 

etc have been analyzed, interpreted and presented in this chapter.  

1. Age 
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5. Qualification 

 

 

 

 

2. Testing of Hypothesis 

 Hypotheses testing are very important phase of the research process which determines the results of 

the analysis. The primary data collected has been tabulated and transferred to SPSS (Statistical package for 

Social Science) from Microsoft Excel file .SPSS software has been used to analyze the primary data to test 

the hypotheses of the study. 

Career Development & Training 

Table (7): Group Statistics 
Career Development & Training 

Bank N Mean Std. deviation Std. Error Mean 
Canara Bank 225 22.8794 3.42891 .22859 

ICICI Bank 200 21.0279 4.45798 .31523 

 

 Each row in the table above presents statistics on the dependent variable, " Career Development & 

Training", for the different categories of the independent variable, "Job Satisfaction" and we see that the 

groups' sizes were unequal (n1 = 225 and n2 = 200), with Canara Bank scoring more highly (22.8794) than 

ICICI Bank (21.0279), and both Canara Bank and ICICI bank scores having different standard deviations 

(3.42891and 4.45798, respectively); that is, a different spread of scores. Reporting these results, using the 

standard deviation, as follows: The “Career Development & Training” was more satisfying to the employees 
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of Canara Bank (M= 22.8794, SD= 3.42891) than the employees of ICICI Bank (M= 21.0279, SD= 

4.45798). 

 

Table (8): Career Development & Training 
 Levene's Test 

for Equality 

of Variances t-test for Equality of Means 

F Sig. t Df 

Sig. 

(2-

tailed) 

Mean 

Difference 
Std. Error 

Difference 

95% Confidence 

Interval of the 

Difference 
Lower Upper 

Equal 

variances 

assumed 

19.319 .000 4.827 423 .000 1.85151 .38354 1.09762 2.60539 

Equal 

variances 

not 

assumed 

  

4.755 371.950 .000 1.85151 .38939 1.08583 2.61719 

 

Table (1.10) shows the results of independent sample test used to access the difference with 

perception of employees towards the dimension of “Career Development & Training” in Canara Bank and 

ICICI Bank. The t- value is 4.827 and sig. value is .000 which is less than 0.05 (95 Percent Confidence 

Internal), which indicate that there exist difference in the satisfaction level of employees regarding the 

variable “Career Development & Training” between Canara Bank and ICICI Bank. Hence, the null 

hypothesis that there is no significant difference in the satisfaction level of employees regarding the variable 

“Career Development & Training” between Canara Bank and ICICI Bank stands rejected. 

 

Promotion 

Table (9): Group Statistics 

Promotion 

Bank N Mean Std. deviation Std. Error Mean 

Canara Bank 225 18.5074 3.94797 .26320 

ICICI Bank 200 14.8783 4.50599 .31862 

 

 Each row in the table above presents statistics on the dependent variable, “Promotion”, for the 

different categories of the independent variable, "Job Satisfaction" and we see that the groups' sizes were 

unequal (n1 = 225 and n2 = 200), with Canara Bank scoring more highly (18.5074) than ICICI Bank 

(14.8783), and both Canara Bank and ICICI bank scores having different standard deviations (3.94797 and 

4.50599, respectively); that is, a different spread of scores. Reporting these results, using the standard 
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deviation, as follows: The “Promotion” was more satisfying to the employees of Canara Bank (M= 18.5074, 

SD= 3.94797) than the employees of ICICI Bank (M= 14.8783, SD= 4.50599). 

 

Table (10): Promotion 
 Levene's Test 

for Equality 

of Variances t-test for Equality of Means 

F Sig. t Df 

Sig. 

(2-

tailed) 

Mean 

Difference 
Std. Error 

Difference 

95% Confidence Interval 

of the Difference 

Lower Upper 
Equal 

variances 

assumed 

4.5A15 .034 8.850 423 .000 3.62907 .41008 2.82302 4.43512 

Equal 

variances 

not assumed 

  

8.781 398.428 .000 3.62907 .41327 2.81661 4.44154 

 

Table (1.12) shows the results of independent sample test used to access the difference with 

perception of employees towards the dimension of “Promotion” in Canara Bank and ICICI Bank. The t- 

value is 8.850 and sig. value is .000 which is less than 0.05 (95 Percent Confidence Internal), which indicate 

that there exist difference in the satisfaction level of employees regarding the variable “Promotion” between 

Canara Bank and ICICI Bank. Hence, the null hypothesis that there is no significant difference in the 

satisfaction level of employees regarding the variable “Promotion” between Canara Bank and ICICI Bank 

stands rejected. 

 

Conclusions 

 Analysis also shows that private bank employees are enjoying more technological facilities (internet, 

multimedia etc.) than public sector bank employees and it has come out as a significant factor for the overall 

job satisfaction. Public sector bank employees are not properly satisfied with these facilities because of lack 

of adequate supply. Many public bank employees have expressed frustratingly that there are shortage of 

equipments and also some equipments constantly out of order. Even if there is a decision to introduce some 

new facilities; actualization of the decision is very time consuming. The study also reveals that there are 

differences in the opinions of the two groups in many of the factors of job satisfaction. The comparative 

study between public and private bank employees portrays significant difference in 13 related factors out of 

a total number of 32. Two factors (Promotion and Training and Development Programs) depict highly 

significant difference.  

“Employees of both type of banks similarly showed dissatisfaction while reacted on opportunity of 

research work and fair promotion procedures. This might be partly for the malpractice of undue promotion 

as well as human psychological factors that usually acts adversely. It is true that there are similar rules and 
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policies for promotion in all the public universities. But it has been observed that promotion decisions in 

public sector banks induced too many controversies being accused of political biasness and irregularities. 

On the other hand the problem with private sector banks is somewhat different as most of them have no 

structured rules and policies for promotion and also there lies vast dissimilarities and biasness in promotion 

practices among them. Our recommendation for both types of banks is that only unbiased promotion 

decisions can increase satisfaction of employees in this regard. Also, all the private bank should design a 

similar promotion policy and communicate the policy properly with the employees”.  
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