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PERSPECTIVE

T i,

Ifereh TR 3 gAR S A o qlienl § afEdd @R 2. A
TG (TISR) JUTE S T a8 qd 4 &9 § HRIER FRat
ST o ®9 T TRY fopen T o 9 3@ ‘H e’ § wUmaid
JfeRTeT I3 &1 el 2. iz w9 8 fefiea g 3% & mn 2.
FETY S IR g1 3T QW T &, 36 9= H e J9 9 2.

HTEHTCHs TiEde a1 SUeR Sfshan & Iitady & a9 W@t
2 3T &l I8 ST bl T dqdiehl & i i § T80 S99 I oft
Hafud 2. A §% AT st § gurl ge mufhear wias
o foTT ahwIg dIR T 3T 3 A I, 39 hrEfe 6 T8
T fIehd13n bl 39 T 99 s & ot 2.

&1 3fua puretarsi ua dar gfwhion % @ Janst w gand |
fraw wt @ 2. d I 39 TEAT FHSH, S % Sead ey
% ITIRA T TNV qEATS I AT B, FHHATET Bl
TS F foenmd, Tl o 3Tehet S 3T HET <l STavarshdrati
% ITTAR T3 I ! TTH A MG § Tl 30 3R |
q: fomm foram 2. S 3 i SO AW | Tk /90 S
HrihA TR fRar B fme 3evw AR ¢ @l % adent
T gfgds aFT 8 S8 S fsared yeed, FEeE e faew,
o, ueeeft, ToH feem, Sife $fich vd Hfer fawm
T $TH 8 HO THE o. HHATE] Bl 3 S o SAhTd Tl
ST fosh & Aedl i Wit % e 3 43 Tage i TS 8.

o @it 8 fob e g, sul fgwifves ufem ome demem
yeage @ fafag afdiet & @y g garee fosimes Jweqd
@ 2. 3o fafeq ammft @ gfwrmses fifim & annfea 2. &
AT AT © Toh 39 3fueh § 31 AnT aail.

TIfEH TUPBHATSN & AT,

m%@‘n%/a@r

Rajkiran Rai G.
(MD & CEO)

IrSAfhRuT ¥ S
(wsiyr fresren wa digam)

Dear Unionites,

The pandemic has changed the way we work. The human
resource (HR) practices which were introduced a year
ago, primarily as business continuity measures, have now
transformed into the ‘new-normal’. Professional interactions,
both internal and external, have mostly turned virtual. The
‘Digital Age’ has certainly arrived. The changes we see today
have a long time in making, however.

Structural transformation is as much about transforming
business processes as it is about empowering people to
work in new ways. A key priority for us at Union Bank of
India has been to prepare our workforce for the future, and
enable our people to adapt to the new realities of the world
in which we operate.

We have been investing in mentoring youngsters with right
kind of skills and service attitude. The Bank has revisited its
approach to institutional learning, upgrading our training
capacities with changing structure of work, attuning
employees’ own motivation to develop, progress, and acquire
new skills with organisations’ requirements. The Bank has
embarked on a holistic HR transformation project named
‘Union Prerna’, with aims of transforming our daily ways
of working — across performance management, learning &
development, appraisal, postings, placements, job families
and career development framework to name a few. There
are several initiatives underway to help employees achieve
their personal and professional development goals in life.

| am happy that Union Dhara, our bilingual magazine, is
coming with Human Resource special, bringing diverse
perspectives on human resource management. It will help
Unionites benefit of various opportunities therein. | wish it a
wider readership.

Stay safe and take care.

With best wishes,
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off e T a9 2008 & ¥ ¥ I3 TT ©. mg@mﬂ%%%mmﬁﬁw
fefSrecfiortor & wrifas Tt dfed S & faom qon @& +l foen ygm & & 319 Hgeaut
ftrert Tt R, 388 Ugd, 3T SoH UieTer % I9@ ® 8. A S ger Fawe dey
TR, o -v YeeH T & Y@, G e qur &7 Y@ S w8 Ty ugl W R
fopam 2.

44 affa oft fiaw 9 rfemE § WEhR €. 3O STEEIT U6 WIH et $SHEe Mg
fafide & e W dF A€ U g fohfa STEETH S 8 Aqcd o™ Hrishd o qof
fopan 2. 3oa A= sfean vgwl % ded dfud @ % Fanew & forw 100 feAt o TRk Sfor s’ genfera feRam. st
e & 3 feme 10 W=, 2021 1 A S 3176 3o & Hriuersh ek 1 TewR §9Te.

Foft Wifent shifetan
48 affa geft mifreRt e IR d% AT sfe o wHVTR, SHfted wEE I SevEd
SR h &I HETEY® . AU 24 € W Uk h GRS ATk GH, IR
HIIRE HATAT IR Fleg T il dferT T AT TR e, 9w focfta smasmn, feses
ey, TEAA Sfeh, foque 9 o2 ardl Ieure fadwun, swiaie g1, STUeH 9 S8 afaed SE
TECEU fIWT T FRCTATgE s HaTe R 2.
39 I S 3T 3fSAT o & TY® o=k IUT TR YA T8 31 Sftaq |1 3R IR anfeq
Tagd TE hut 6t a1 e ot .
. (31E) ° I Blest 89 & H1Y- mamm@é@amg%m(aﬁmwﬁ)ﬁ%ﬁﬁwésﬁ?maﬁm

THIfTE 3% $fe e 31T dond (HIUaTEaTse) 8 qom 3T STESEEAUs | HIYFR U9 THIG JTEH Jae-
7 fevarmn feram 2. goft mifeent siferan 3 Tk 10.03.2021 6t S 31T $fean & wriurers frewes w1 TwR 78w TR

ot SIRTh At WA

off SoRIeh ITefl @M, A §% 3% SfeA # qEd wEmegs 3R qEd Wrenfirehl st
(EA3T) o T o % Ted T&F FET Gan Jfueht (AIEuEs) ® I .

sft @M, fosm ° SaeR, Bfcwge Tietee BAsHe T ThIEe (feadt) qeon smeeismsid,
FeUaTe & e renfih! we e i # wféfeene ure 8. a1 $fea sedfege e dend
% afewise wHiftTe (dusmamd) of €.

off @F F IfeA S 3TH e & Y@ THmER IS ThHIRT TRESHT i G9Te 3R T8
o1l I A 3R oo | M SEH TG i § Hecaqul fient fwrs. o7t 33 awf i
a1 & A A9 fofire emaneti O & memeys 3R i uel w e e, s SwEtedt 3 &9 neveys
HrEterE § el R

off @M T IR b 9 3R WIF St $eHTHa TTgae fAfies & wmel 8§ S a1 S g I STE3ATET, See
% Sfafyd qca rEshd o T R, AT heiid Thet 36 Astiie, Rrepmm 3 ssuash, eusre & o fen w6
3. ol 39 3Tt @M A feeh 10 W=, 2021 W1 Il o o HEIAH HEIh o &9 § AR T80 TR

ﬁ Bid adieu
»
Union dhara wishes him a very happy and active retirement!

Shri Birupaksha Mishra started his banking career as probationary officer in the year
I o, SR -AE 2021 4 D R EEE R R —

elevated as the executive director of Corporation Bank. Later on, He assumed charge
as Executive Director of Union Bank of India on April 1, 2020. On attaining the age of
superannuation, He retired from the service of our bank on 31.01.2021.

1984 and rose to a level of General Manager at Central Bank of India. Shri Mishra was
i i R



&I HETIEYe (H1.9.) f Sww ...
From The Desk of Chief General Manager (HR)

B @R,

EASE 3.0 < 37cita STfsma v g shigd Tesii 8 uem s
TH S T 39 G+t <l gurs.

H 39 Iucifsd 1 o & 76 o AU Tk WY A HLAT 5, T4 &
e qEmeH o foee & o g0 S IeY 99 foha B SHehl U
etk 3ok HHE TEqA Ll &,

oSt & seerd Tt uftgea & wma weeE & &9 § fafafed e
1 g o9 T &:

fesiTea 4o & 9 4 uRaRiar - fafagar sk giwsma
HeA R ILW — HREICT T6 JEHR Ta9T

Tfsharar Td JgTa - Wfshar R fofa &= <6t 7porern < fere fasasfyehl,
THTE IR THTSA

g% 4 FT TAHE HEEd FHO aREsET-geRE Son %
HIEAY | HIohd &1 H 1 HiH & 39T § SAUH TEd IE Hl 7,
a1 3699 310 FHETRAT I Y3¢ Yoa-Fa€q YGH & &, SN
efhTfeteh SRS 1 ITH I H T M. IR ST
1 frder, 2020 1 guR Yoy fewe wd st wEeT g At
fora e o, fuse o i faftm wasm wfseenati, gonferi 3t
LIS T AU L 3-8 AT el hl W H T=3TR
T 1 IwTesfierar § R @ =g IH: fesmea femem mm 2.
Freifera foamor & 319 39 o1q | WeHa g foh i Srom foRef
FHE % e =T % qft Hecayyl fogaT w1 TR W 2,
e wafrion fosra & 3eer a9 B4 2.

weft ua 31t Sfe - 3 Wi it Sfeh 3R d i TEpfa & TR
T @M 3R TE Wy I HIRA' W LW Y 52-THIE HI TSRH T
1T sifén dum fesrea foran wen 2. 39 semE % dNH, wehE
(SPARKS) uget grT  STETEmeT Sfast hl Ug= ot 3 i
Ty fosh W &= fean sme.

gfae forehe T ST Tl o SR — Sia thidelt ud T
et 38 oy @eft ur iRt s Sfe et & gRR J @
TR 2. Tedeh hHAR kI S fieR % ITET U & ITER Th
fruifa g v & @ A o ST, s S S ST
uEe i Sie Hiteft § & S 3 fa9w wive e ol w0
1 FraEL et 2.

Dear Friends,

Congratulations on being Ranked 1st in “Governance &
Outcome Centric HR” under EASE 3.0!

It is with great pride that | share with you this triumph and give
you a glimpse of what we have created.

Given the rapidly changing financial landscape, the following
have become primary areas for HR Focus:

Transparency as a Design value - Diversity & Scientific
Deployment

Wellbeing & Purpose - Performance & Rewards Management

Agility & Engagement - Analytics, Al & ML for process and
decision-making quality

Bank has embarked on a journey to deliver on these Focus
Areas through its HR Transformation Project- Union Prerna,
aimed at delivering strong value accretion to its employees,
which shall in turn facilitate achievement of it’s long-term
aspirations. Union Prerna was launched by respected MD &
CEO Sir on September 1, 2020, and over the past year, various
HR processes, systems and structures have since been revisited
and redesigned, to improve the efficacy of HR Strategy in
achieving business objectives.

With the depiction below, you shall be able to appreciate
how Union Prerna encompasses all strategic points in the life
cycle of an employee to provide opportunities for all-round
development.

Recruitment & On-Boarding : With the objective to ‘catch
them young’ the 52-Week Induction & On-Boarding Program
has been designed to assimilate new recruits in to the realm
of banking and the culture of the Bank. During this Induction,
the SPARKs initiative identifies exceptional talent for further
focused grooming.

Creating Niche Talent-Developing Specialized Skills Sets -
Job Families & Grooming Plan : This year all eligible officers
have been covered under Job families. Each employee shall be
mapped with a customized Grooming Plan according to the Job
Role. In this way, employees get to work in their choice Job
Family and develop specialized skill sets.




TR TS GUR — HIEATEH, JEERR UF ST e @ 3Ty
(Key Responsibility Area)wwiﬁﬁ ﬁ(ﬁﬁwm
% foTu o8 e 3BT T €. TF oo YOTTCl & HEAR 39T
AT TEIH TR <@ Hohtl 3T Tg ot <@ Fehtl fob UM Rl A
TS 3T AT o 1 o el T 8. TR IgvaqUl W I i
freares & Tag B 3T =Rl Sl 3k fsITeT § gUR i %
fore wfsteror aem FETSH % €9 gL

"o & Al ATER TGH FEAT — IWHARR AT @ TH
THIfqw ITARRR FASHT *1 dAfed dar foman o 8 s g
3faa ufasm =1 foefid w0 & fow Safwes fawm et g
T L I8 Aqcashal shi Rt < fore qm feram Stmom.

IRE SN % It Efafed qu TEsn fefvea @ foefaa
fopy mu @ -

ftreRt TAFAT g6 — 40 BN HHATET 6T fiehl TF HIRT (Key
Responsibility Area) ferifta fepu mu 2.

@ o ga - JeEie FREl @ s % fau aem
yfceuet Ta THehe g IS snenf 25+ IcuTg AUEET W
ATMF A g THI.

ugeell g — ANHAH FHANET HI AW TgIH &g el HATerd
TEIEH 3R e TevH T feenfeen = 31 o S Sl qgrrar
e T B,

HETE SVETE — I, &7 Ud 39 Tq@1 &l 34h 30 R
FoaTe 1 g eEn § wEEdT BT AR GUNIcHs HRET 8
UM Y HET.

oA ¢ — TSMCTEolRM o HIEIW & YRERIAl @M &g eqs
FHRATEITE i,

ST % WY-H1Y T R % vEed & ot @fa
Hge 7 foehfda foham 8. TT&T U 3T TSR 37Uk gR SRR
HUETRAT o el T Y 1 AUTIH AT 8 I8 -89 ehrrd
U HaTHIT HHATET hl SIS i LM H Tt 3!
STTTIHATHAT b ITTET ST T 8. FHH Teh godehal TT Hff IR
forn 2 s fafehean <fimr aun < qal @ wefia adft weqet w1
YU HAT & 8 =T bl SATE & S R,

g, ® st g 6 3w syeenst & W g9 39 S o
HAYB A GETEE S o Tl A W g, Fifh g9 AT A
GSft <l 5 STUETSAT I FRAR U 1 T8 § T & § GUR I 8
it @ A fefea wma™ dam = @ 2.

faum | 98l 1 9§d e G O T 8, 39 TR % |y |
3ma Aeft < TOgE YA 9 1 Ag HEG GEneE fosrren’ smsht
AT 3R 3! IR H ¥ T R @ E

b 31T TATEY U HHheAdT hl AT o G,

HeATUT HHT

Rewards & Reforms - Performance, Rewards & Individual
Development : a lot of effort has been taken to make KRAs
measurable and objective. The new Appraisal System shall enable
an employee to see their quarterly performance score and also
see where they stand with other people doing similar work.
Rewards shall be linked to objectively measured performance,
and Reforms in the form of training and learning opportunities
shall be extended to employees to improve their performance.

Shaping Future Leaders - Succession Planning : A strategic
succession planning model has been put in place whereby
suitable talent shall be given focused grooming through
Individual Development Plans in preparation for taking on
leadership roles.

The following new HR Digital Tools have been developed under
Union Prerna :

Role Clarity Tool - Roles and KRAs are assigned to ~40K
employees

Target Setting Tool - Scientific targets set for Admin Offices
& Branches for 25+ product parameters based on market
competition and peer group analytics

Postings Tool - Data driven algorithm to benefit the maximum
number of employees, and help the Bank to comply with
guidelines on job rotation.

Performance Dashboard - Help Branch Heads, Regional Heads
& Zonal Heads to view and analyse their own performance
trends & and provide insights to undertake course correction
initiatives.

Appraisal Tool - Objective Performance Assessment to bring
transparency through digitalization.

In addition to the above, we have put in place a robust and
prompt Grievance Handling mechanism. HR Aapke Dwar
serves to resolve the queries and issues of active employees,
while a new in-house Grievance Portal has been designed for
retired employees to take care of their needs. We have also
developed a Healthcare App which takes care of everything
related to medical insurance and claims filing, making it simple
for employees in difficult times.

Friends, | am confident that with all these developments, we
are on track to becoming the best HR brand in the industry
as we continue to cater to the emerging needs of our human
capital and create more and more digital solutions to improve
efficiency.

There are still miles to go before we rest and with that thought
| give you this HR Special Issue of Union Dhara to keep you
informed and inspired.

Wishing you good health & success,

Kalyan Kumar

P RTAY

A WEIIEY (H1.H)

Chief General Manager (HR)



_ EDITORIAL

i =i,

T3 Sfeld e GETEE (TIHAR) U8l T3 THHAR b Thed
T eI o 1Y H 37Tk HHE YR 9T % 30 TAR
ferIieh s TEqd Td BT &Y I A HL T &,

T HHIEA 1 R hadt TgREal ae & dfid 1@ 2
sfewr v T wa ufsreror, SRt fasqred o Ao T
IR @t =T B T AT T HET Wi 36
AT A 8. his i TEAT, IR AW AT THBH
T & S ST 2. Shwid o WIS Ud HEed bl I
d% 31 sfean 1 7% Tga I Tom’ § wEifed fepa
T & e Jiarid e e siEEt & ferw ger
%5 % &Y H, dRerar, fogm, Aqcaehal qfte, e
TE TS EASE 3.0 IMHA 2. I8 Jehthid ol TeT § fi
e TG, 37T I WA T gl ¥ 9T Fad i
fsare s % fog Uit s 1 % S 2.

TAfaar s FE . 75000+ HH=TET H THBE Bl
TEfUd T Tk 9gd Sl FE @ ik g3 fovard @ foh
HEAT o T H gAM H=ATC gH geierd .

31d: § ¥ 37 T+t 75000+ we=TRET 3R gEH Tarfiad
THHIE I it Hl § Sh IWa U1 w3 afem |
T ThetdT i 3@ feufe <1 e fomam 2.

§ Fmen ! § 76 I8 37 3eh foIT AHehiig & T
I O % 39 TSR fauiies o §Eg § s fo=m
Td g TH H G TET 2.

3T,

VY
7 T
VAL,

Dear friends,

With new vibrant HR Initiatives and a new approach
to HR, | am happy to present to you this Special Issue
of Union Dhara on HR.

Human Resource functions are not only limited
to procuring but also extends to the training and
development of skills, tracking performances, and
ensuring equal opportunities to all the employees.
Any organization is known by the workforce that it
commands. The emphasis and importance of the
workforce has been retained by Union Bank of India
with its brand new initiative 'Union PRERANA' which
comprise of HR-as a Service Centre to its employees,
Transperancy, Trust, Leadership Role, Skill set
and EASE 3.0. Its consistent record of retaining,
maintaining and encouraging its workforce to do
their best with ease.

The challenges are no less. Its a mammoth task to
manage a workforce of 75,000+ employees but I'm
sure our values as an organization will keep us guarded.

So | dedicate this issue to all 75000+ employees and
our retired workforce whose experience and hard
work have brought us to this stage of success.

Happy reading to you & would be happy to know
your views and opinion regarding this HR Special

Issue of Union Dhara.

Yours truly,

)8
ot
(s

o ;\'J‘,r T
Sl g1 R Dr. Sulabha Kore

e
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T8l dfcer T yEaa Fegsr o of,
g fe=t & any—wner garef shfer
Td wifecd # ST WO T
T TgaH foerers B, 9 Sl wm
$ gdgm HiafEh off, S @t
&1 fag 6t F3 -3 WS o
HATE B I 3. Wi # 60 WA §
ot STeT I9F d% TS A dTel g
Sifeeh smar fiam St hi ArwsE
IRd ¥ & &l afes urferea & off 2.
Frgar fam W fora 5o W & 2 A
AN I I6G AT, T B YR HAF
3R =TeH b 3o gAfern < oftw @iy
o1 I 4 IR @ wie o el ug #f
IS Fel i oft 3R gER 3
2. B9 WA 3¢ 7, 39 3 A o
feriemamet soc €. @R IR feeft @
iR o 99 9 8 1 AT B S
gt Gell gl # S 3 aE o
A 2 W AT 4 @R % 91y 3TN
1 SR W o TT I AT 3N =eq
3 =9 &1 feam 2.

1 & T 2 T o dn A wd forh
wefepal o foE™ Imar i STeshen
TG feme g3 Wl ol FE

XX ol

SiiEjieren Yot chi Figrer cliacni-Zidar diadr

3Tk SH-T8H & dR-adtes ot srenifym
i fopu STd . 3TAT AWE @I
1 31 SRR H Ut Hied @I & 3K
T GTE 914 ® foh 37 STt orefenat
% foTu 9 396 & a1 9T < AfEeht
TE off. AT H AT IR I T
T & T 9 < amt % o
T W % U@l B GeAl HAHE ¢
e .

31T S o YRS Sfiad 61 91
g, ofgar fia| St 31 3FRd 1919 #
TSETe! g, (S foh 3re urfehe
T R) o o oft, geh fvem @R
Y g S0 9 & I USEl W H
ferar, wert 3 fay fore o d8e
Toeraredt off, 378 us wiafeft & s
g9 ¥ g foen @t oft. a8 59 97
TEs 11 |1t bl oft, 39k R & w1
TR B % fou 38 T, fees W 1e
ITh T8 hel WA H A e
3 TE. W TE R = et
%S9 qo g9 AT, USTe] difeed i
FAFT TR | UgaH feeta™ areft 38
ARG AfEeht 1 fodtg 7gst 16 91
%1 39 # iqw fig & gan o, Fents
ITh T I HThI Tl aeh A 9
oTg off. | 1960 H AT St I 3
qfel < Ty AT B AT AT, TE ST
fiaw St <t 3Ter wen W fewe’ &
Hatfeek Sfaw &g & T o TG Hid
a1t GieEmet % |1 IR TR
g T, oifehd TR S& @rfet <t forerft
H WHig 3 3 T Al IH GRH AT
fram St <t gererra anfée 3R wE
S | BS B, e WU IR 3T
el Sfied =adia fopar. sme sdfeu
3T iad STt Rl AR TS
F3 T W R FRE S @ §

o

AR Higarali hi diel ud Sanfesh
Sfled % g T Bl qgG WSHIHS
lieh o ST 8. AT St hl 39 HEH
TG 3% Sfie T MG 1T 0
T Td T A < Uk fopare o foreh
it 3. A fqw % 9R § 77 off
el @ o 32 gl fora - - feetemfim
hl &3 <hl ol

Jran Sfiaw St 3 Aifecrenl § § T
off, f92i4 1947 ¥ YRA-UTRRETH &
FeaR HI 98 HAT T <@ AT IR
ol dieT Hegy 1 o, WR = @
I UATE, IR A TIfecT
T ST S 9B W A W 2.
g 1840 wet # foret o enfern
‘IS G ANE IME | H 9HA-
Uk fouTee % wm B 3T TR
3G hiddl o ATLIH § fe@mn on, 91y
 3Hh T¢ P dgE WEATHH dh
g A 3@ oA R an. 39
I8 Hiodl HH AR A g3 ot 3N
T 3% dfecd § TH AT TEAH
fectars oft. fawmm 6 dier =1 do
39 378 TUeR’ W ueh hew oft s+t
off, St o=l WrE == ° @ e
firem & 91¢ WRA-UT Sear & Ty
39 HEE HaRET s fad St
UER WRd < Tou fegh § e
H T IRA M % F1¢ AT Hiad
EIEREIETE Sk DR DR AR L)}
i forg & H fen. s et
TRA THTS Sl SdT- ST 9o &
3 HEMT o U UISehi bl 3T 3o
firg &1 9 374 8, gEfeTy A
% S RIEr #1 38F ga7, 98 had
38l o I Sl &1 &l Tehd! . BIAD
TRA 3T o a1 off 36T AT W
I Heh T8I TSI, HA-TTh a1 &1 &%

A



% T IARI Higarat/ Iu=amai /fraet
1 3a & wEe wd ¥, T 6 9
TS | vEet R 9.
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Discovering the purpose of life

Traveling through Life’s valley
| found a man
Full of gloom and despair
| asked the reason
For the pearls moving down
from his eyes.
And this is what he said,
My grieves are such that
| have none to speak
Troubles seem to be never ending
In my life where ice is
Melting and melting,
Hope seems to be nowhere found,
None to help,
none to solve the problem
Because none has the
solution except one,
| asked that only one.

Why this man’s life is unfolding
In such an unpredictable way,
Why God is unkind so as to play
with his life?

Is almighty misusing his power?
With a gentle smile on his face
This is what he answered,
| you want to manifest the
Desire of your heart,

You must walk the path of
Inner discovery not outer change.
The purpose of life is self revelation
Revealing your best self to you.
Saying these words he departed.
Never lose insight of who
You truly are.
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he process of working together

with a group of people in order
to achieve a common goal is known
as Teamwork. In a Team, people will
try to cooperate and work together
by using their individual skillsets.
In the process they may provide

constructive feedback inspite of
personal conflicts existing amongst
the team members. Teamwork runs
on the concept that the team as a
whole is greater than the sum of its
individual members. The foundation
for the formation of a team is always
the common goal. If each team
member has a different agenda,
then collaboration will be difficult,
and it will become hard to produce
exceptional results and achieve the
desired goals. Irrespective of the
size of the team, each team member
will have a different personality and
skillset. Let us understand how these
different personalities may affect the
effectiveness of the team.

Different Personality Types :

Whenever a team is chosen to
undertake a new project, majority
of the planning revolves around the
various skill sets required for the team
members keeping in mind the nature
of the project. One of the important
aspects which is mostly not taken into

=

consideration is that each one of the
individual team members with the
required skill sets will have different
personalities. Even two members with
the same skill sets may have different
personality traits. So, the real success
of the team depends not only on the
selection of team members with the
right skill sets but also with the right
mix of different personalities.

To lay emphasis on this point, the
Harvard Business Review also says
that good teams involve a mix
of several personality types. The
different personality types in a team
may be listed as below:

1. Self-confident : These are energetic
staffers who are good at organizing
the team and taking the lead

2. Diplomatic These are warm
individuals who care about other
people’s feelings and help in building
relationships

3. Detail-oriented : These types are
conscientious team members who
are organized and always follow the
rules

4. Imaginative : These are curious
team members who always want to
do things innovatively

5. Cautious & Level Headed : These
are practical thinkers who insist other

CREATING A TEAM
WITH PEOPLE
OF DIFFERENT

PERSONALITIES

members of the team to prove their
ideas

Striking the balance with the right
mix :

The effectiveness of the team
depends on creating the team with a
right mix of members with different
personality traits. For example, a
team without the diplomatic type
personality may not be able to
create the bonding amongst the
team members. Similarly, too much
harmony in the team means that none
of the team members may point out
bad ideas and impossible deadlines.
So, striking the balance with the
right mix of people is the key to
create a successful team. The leading
business magazine of USA, “Inc.”
claims that good team players share
three important personality traits:
The willingness to ask embarrassing
questions, to challenge other team
members and to be confident enough
to accept feedback & criticism. There
also exist the following two other
main prerequisites for the above traits
in creating a successful team: the
trust among the team members and
also the willingness of the members
to exercise those traits.



The Big five personality traits :

“Florida Institute of Technology”
explains the big five personality
model traits with the help of the
acronym OCEAN:

1. Openness to experience : This trait
depends on the depth of a person’s
mental experience and imagination.
People with this trait are generally
artistic and curious.

2. Conscientiousness This trait
measures a person’s reliability and
dependability. People with this trait
are goal-oriented and well organized.
They are also fast learners and are
likely to excel as leaders.

3. Extroversion : This trait indicates
how social and talkative a person
may be. Extroverts are generally
more assertive, socially confident
and recharge from interacting with
people.

4. Agreeableness : This trait shows
how well a person can get along with
other people. People with this trait
are usually well-liked, sympathetic
and affectionate.

5. Neuroticism : This last OCEAN trait
is also known as emotional stability.
This trait measures the ability of
a person to control emotions like
anxiety and sadness. The people with
this trait are probably more confident
and adventurous.

Conscientious employees
continuously strive to improve and
master their fields and they make
strong leaders. The drawback is they
are not always flexible or creative.
Extroverts are also considered good
team leaders but they are not as
disciplined or organized as that of
a conscientious employee. A better
teamcouldbeonethathasanextrovert
leader, a conscientious second-in-
command and some members who
are high on agreeableness who can
help other individuals in the team to
bond well within the whole team.

Functional Vs Psychological :

In order to make teams more
effective we need to understand the
distinction between their functional
and psychological team roles. The
functional roles are the official duties
of the members like project manager,
IT expert etc. But the psychological
roles are based on the individual’s
personality types: the innovator who
comes up with fresh ideas, the sceptic
who always demands proof for the
same, the rule follower who points
out the limits of the budget and the
analyst who weighs the pros and cons.
A mix of types is always essential to
build an effective team.

The first step to select the potential
team members is based on the
functional knowledge and technical
expertise required for the different
functional roles in the team. The
next level of sifting can be done
based on the Big Five personality
traits. It includes assessing them
for their agreeableness, openness
or conscientiousness, emotional
stability in order to make them fit in
the team. The Big Five traits will help
organisations identify individuals who
will be amenable to working together
withothersinateamenvironment.The
final selection can be based on other
dimensions and other qualitative
factors such as work styles, thinking
approaches, inherent strengths and
relevant personality traits which are
desirable for a particular project. In
the banking scenario, these concepts
will be useful at the time of selection
of staff for a particular branch, since
team work is absolutely necessary for
the successful functioning of a Bank
branch.
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1. Introduction :

The Success and sustainable growth
of any organization in this competitive
era largely depends on the
performance of human capital. The
core competencies of the employees
and teams play an important role in
achieving organizational goals. Our
Bank has set for itself the vision to
build a “next-generation digitally-
enabled ‘Universal Bank’ known
for responsive, responsible and
inclusive banking through customer
centric  business models and
significant investment in employee
development”. To achieve this
organisational goal, it is imperative
that the efforts and capabilities of
the employees are aligned to the big
picture by encouraging ‘performance
mind-set’ in the Bank and ensure that
Performance Management System
(PMS) should be robust, transparent
and objective system of evaluation
of performance, competency and
potential of the employee.

2. Definition :

Performance Management System
(PMS) is a continuous process of
improving performance of the
employees by setting individual and
team goals which are aligned to the
strategic goals of the organisation,
planning performance to achieve
the goals, reviewing and assessing
progress and developing the
knowledge, skills and abilities of
people. PMS facilitates greater
accountability and commitment
towards achievement of goals.

3. Objectives :

3.1 To make an assessment of the

Performance
Management

System (PMS)

employee’s professional capabilities,
with a view to determine capacity
building needs and suitability for
particular areas of responsibility/
assignments. (Training, Development
and Placement Function).

3.2 To counsel the employee on
directions forimproving performance,
professional capabilities, and conduct
with peers, juniors and the general
public (Feedback and Counselling
function).

3.3 To be a tool for developing a work
plan for the year (Planning of work
function).

3.4 To make an objective assessment
of the employee’s performance in
the current assignment, including
performance in training, study
courses and deputation outside the
government, based on monitorable
inputs, relative to his/her peers, with
a view to determining suitability for
higher responsibilities and special
assignments. (Promotion Function).

3.5 To identify genuinely exceptional
work accomplished, including
innovations, with a view to giving
due recognition and rewards.
(Recognition function).

3.6 To enable employees to identify
systemic shortcomings in the Bank
with a view to improving governance
standards. (Strengthening
Governance Function).

4. PMS - Process Flow :

4.1 The Bank has set up a PMS
module in Union Parivar Portal on
the Bank’s intranet (i.e. UBINET) to
facilitate submission, review and
representation of appraisals online.
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4.2 PMS will be reviewed at two levels
only-

4.2.1 First level for appraising will
be the Direct Reporting Authority.
Appraiser should be minimum one
scale higher than the appraisee.

4.2.2 Second and final level would be
the Reviewing Authority. Reviewer
should be minimum one scale higher
than the Appraising Authority.

5. Representation :

Employees are given an opportunity
to make a representation against
the entries and final scoring given in
the report within 15 days from the
date of receipt of final score in the
Appraisal Report.

6. In PMS, the Appraiser plays a key
role as heis associated with all aspects
of  performance management-
performance planning, development
planning and ongoing coaching and
assessment.Hewilldiscussandfinalize
the Performance Goals, understand
the desired proficiency levels
expected for competencies, articulate
action plans for achieving each of the
goals and document the same. He
will draw up a developmental plan in
discussion with the Appraisee. During
the planning stage the appraisee
and the Appraiser will identify Goals
for Appraisee's role. Appraisee and
Appraiser would also at this stage
discuss expected behaviours that are
required for successful performance
in Appraisee's role.

7. Both Appraisee and Appraiser at
this stage will also identify training
and developmental needs based on
overall performance throughout the
year and document the same. The
employee will indicate his/her career
aspirations and location preferences.
The Appraiser will indicate the
career movements possible for this
incumbent.

Union prerna - a step towards
revamping & digitalize HR



8. The looking at the challenges and
opportunities offered by PMS, the
Bank has initiated a critical analysis
under the HR Transformation project
“Union Prerna”, keeping in mind the
changed business environment and
Bank’s vision for future.

9. Now, Key Responsibility Areas
(KRAs) are being re-defined to make
them more measurable by identifying
unique job roles and mapping them
with Key Responsibility Areas of the
employee which will also ensure
scientific and reasonable target
setting at Branch/Corporate level
making the system more robust and
transparent.

10. The new PMS also provide course
correction measures in the form of
business opportunities to be tapped,
practices to be adopted for meeting
the shortfall in targets, etc. to the
employee.

11. In new PMS, there is auto
population of roles & KRAs with
higher degree of system driven digital
process.

New PMS consists of the following :

Role Clarity : In order to have a
clear understanding of their tasks,
responsibilities and processes at
work, the KRAs of employees are
re-defined  including the key
parameters like branch profitability,
customer satisfaction, NPAs, slippage
etc making into measurable at
maximum extent.

Target Setting : The target setting tool
will be more inclusive, automated
& scientific, which will also consider
local market factors and branch
characteristics. The targets assigned
will flow to the PMS as a part of
performance  measurement and
evaluation.

Cohort & Grading : The comparison
of performance of an employee, with
others performing in the same role,
band or cohort, to give a rounded
perspective on self-performance.

Rewards & Recognition The
outcome of the performance of an
employee will be aligned to reward
& recognition which will boost the
morale of the employees.

Apart from this under Union
Prerna, bank has taken multiple
Talent Management initiatives for
empowering skill sets & preparing
talent pool.

Competency Framework The
Competency Framework is being
redefined including Functional
& Behavioural Competencies.
Competencies like negotiation skills,
analytical skills, managing change
etc. are included in behavioural
competencies. The behavioural traits
like managing self, managing team
and managing business are identified
per competency for measurement
and Individual development Plans
(IDPs) for executives (GMs, DGMs and
AGMs) of various skill sets are being
prepared for further development.

Postings : The system driven Postings
tool is being developed based on
talent, skill-sets, job family allocation,
experiences of an employee to ensure
right fit for the right role.

Succession Planning : Bank will be
identifying critical posts which are
falling vacant in the next 2-3 years,
or new posts which are going to
be created in such time and create
a talent pool of high potential
candidates, who shall be put on
customized development paths to
enable them to take up these roles, a
few years from now.

Talent Management Bank has
created a Talent Management
Committee to identify talent pool and
a Senior Management Committee
to identify potential successors.
Individual Development Plans have
been prepared for all such executives
(GMs, DGMs and AGMs) which
includes strength areas as well as
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development areas. The exercise
will be carried forward in line with
requirements of the EASE agenda.

Job Families & Career Framework :
There-designed approach rationalizes
job families i.e. optimize job families
across the Bank for greater focus
on business performance across all
functions and arrive at best fit. This
will be based on the new organization
structure and specialized skill-set
requirement.

Manpower Planning A system
driven manpower calculator is being
designed for mapping the vacancies
with  the available employee
strengths which will also ensure the
right person for the right role.

Performance Analytics It deals
with data mining, data integration
and analytics. The system will
draw suitable inferences about
the performance of an employee
and throw insights for corrective
action to improve performance.
The system shall be able to make
suggestions to improve performance
in specific business parameters.These
suggestions would extend to the
overall performance of the Branch/
Region/Zone/Bank as a whole.

12. Building Brand Union Bank : A
Leadership Continuum

Executive coaching and mentoring
is going to facilitate a wider cultural
integration at the Top, the new
organizational trends. can seamlessly
flow Focus shall be to enable
assimilation of desired behaviors and
attitude, so that leaders can lead by
example. All this will enable us to
realize our HR vision of becoming
the ‘Employer of First Choice’ and
providing the best in the industry
‘Employment Experience’.

Ashish kumar Gupta
HR, CO.
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THE RISE OF

LEARNING 4 DEVELOPMENT

INTERVENTIONS

Introduction

In a rapidly changing business
environment coupled with post-
merger scenario, human resources
with knowledge & capabilities are
considered as the main drivers of
organizational growth  powered
by effectiveness and competitive
advantage. The foundation stone of
the organization’s learning is lying
on the ideation of effectiveness
which depends on the capacity to
acquire, share, use and store valuable
knowledge. So, as training has become
a must have tool for enhancing
employee performance, thereby
company’s performance, almost
all the organizations are investing
more on Learning and Development
(L&D) Programmes. This short write
up shall focus on exploring the new
trends with special reference to the
initiatives undertaken in L&D arena at
Union Bank of India.

If we compare an organization with
a computer, then L&D function is it’s
operating system in the sense that it
works in the background to connect
our apps (human resources) and
helps us get things done. It is also
expected to be regularly updated
with enhancements, performance

improvements and new features in
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order to ensure that it stays current
to where the organization is and what
it is aiming for.

In recent years, perhaps the most
unforeseen challenges which
humanity are facing is caused by the
Covid pandemic. Needless to say that
L&D space has not been immune to
the influence of the virus. In fact, the
changes in our working environment
and less physical presence/
interactions are the major drivers
behind the rise of latest L&D trends. In
order to support the unprecedented
changes to the organization, L&D has
broadened to be one of the major
discussion agendas during the Top
Management Discussions.

Evolution of L&D in the Era of

Digitization:
Presently the word ‘learning’ is
undergoing a transformational

journey and digital technology is
making it possible for people to
access learning content at a faster,
more efficient yet cost effective than
ever before by providing on demand
learning that meets specific skill set
needs.

Our Bank has undergone an
amalgamation journey right at the
peak of Covid crisis. Soon after
amalgamation, besides aligning L&D

Strategy with overall corporate/
business strategy, Bank had to
influence business planning by

putting L&D at the heart of the
organization. Union Bank has always
been at the forefront when it is a
matter of training and development
of its workforce. Post merger when
training requirements were at the
peak, no physical training could be
conducted due to threat of Covid and
ongoing national lockdown.

As they rightly say ‘Challenges bring
opportunities’. Union Bank quickly
adopted and moved into Vvirtual
training. It was not an easy task to
cater to the immediate and urgent
need of the employees.

There is no shadow of doubt that
Virtual Corporate Education is here to
stay, even if the pandemic ends and
Union Bank has rightly positioned
itself.

Blended Learning Programmes

Astudy provedthatblendedlearningis
having an effective learning outcome
for most of the participants because of
its incorporation of multiple methods
of instruction from an assortment
of perspectives. Due to its flexibility,
recently it has become very popular
among professionals. All our blended
learning programs (starting from PO
induction to specialized functional
training) are meticulously planned
and successfully executed.

Employee Wellness Programme:

The COVID-19 pandemic has
highlighted the need for the corporate
world to prioritize their employee’s
health and wellbeing — both in terms
of physical and mental health. One of
the ways it can be addressed is via an
employee wellness program.

In this backdrop, a series of webinars
on wellness are being organized
by the Bank on holidays so that all




employees and their family members
can benefit from the same. It will help
in boosting employee morale. Regular
training programmes on ‘wellness’
are also being conducted by the Bank
for the field functionaries / frontline
employees.

These are bringing in the much
needed orientation towards our
very approach of health in a holistic
manner and takes care of all other
incidental activities in the march
towards managing employee’s
ongoing stressful situation.

E-Learning:

E-learning is growing phenomenon
and canaddreal value to organizations
and learners alike. Further, the cost
associated with e-learning is very
less as compared to conventional
mode of learning besides it’s lower
environmental impact due to less
printing & travelling cost. At present
total 716 modules and 77 nuggets are
hosted at Bank’s LMS platform ‘Union
Prajna’. The same is also available
on mobile platform both on iOS &
Android.

Maiden Certification Programme
on ‘Preventive Vigilance’ was also
introduced and few others are in
pipeline.

Bank’s training system has created
Quick Response (QR) Codes for
instance access to desired E-Learning
modules. Through its user friendly
approach, it helps to save time by
easing the process of navigation.

Emphasis on Developing Emerging
Leadership Development Programme:

Any organization irrespective of its
size and nature of business must
have a solid pipeline of leadership
candidates, thusafullproofLeadership
Development Programme is required
Union Bank had successfully driven
Industry recognized Capacity Building

Programme ‘Union Bhavishya’
followed by ‘Rebuilding of Union
Bhavishya’ and further to be followed
by a capsule programme called ‘Union
Bhavishya plus’.

Driving Diversity and Inclusion/
Leadership  Cultural Integration
Programme:

We all must have heard the famous
quote of Global Marketing Guru
P F Drucker “culture eats strategy
for breakfast” and also understand
the importance of smooth cultural
integration post any merger or
amalgamation. In an organization,
corporate culture is the only
sustainable competitive advantage
that is completely within internal
control. Union Bank has organized
several Leadership Summit on
Cultural Integration, wherein eminent
industry speakers deliberated on core
aspects of cultural integration.

Ensuring Customer Education: Union
Digi Gaon

In order to give true meaning of the
slogan °Digital hain India, Digital
hain hum”, Bank has taken various
initiatives under the banner of ‘Union
Digi Gaon’ to strengthen the roots
of Indian society particularly in the
village areas by doing awareness
programme for the customers of rural
India. The primary objective is to
make them understand the different
digital products that are being offered
by the Bank including some tips on
cyber security.

On-boarding & Mentoring of New
Inductees:

Our Bank follows a robust 52 weeks (7
weeks institutional classroom training
and 45 weeks on-the-job training)
induction training programme for
the probationary officers. In order to
facilitate smooth on-boarding, 30-40
hours pre-boarding training are also

imparted to the new joinees through
Indian Institute of Banking Finance
(IIBF). This year the biggest challenge
Bank encountered was is to conduct
the induction programme virtually.
For smooth on boarding and in order
to provide extended support, all
POs were provided with a mentor
from faculty fraternity during this
period. Bank is also having different
on boarding programmes for other
categories of staff members.

Capacity Building:

Modern Bankingis gettingincreasingly
complex and skill intensive. In order to
intensify our efforts in this direction
and for motivating staff members to
acquire new certification/diploma,
presently our Bank reimburses the
course fees for 105 different national
/international courses. Bank also pays
honorarium for completion of several
courses.

Other L&D Initiatives Cum
Innovations Undertaken by Our Bank
are Briefed Hereunder:

* Functional (job role specific) Training
Programmes;

* Behavioural / Soft Skills Training
Programmes;

* Training Programmes for First Time
Regional Heads and Branch Heads;

* Specialized Long  duration
Programmes with Capstone Projects;

* On Demand on Spot Training;

* External Training Programmes:
In order to enhance the skill sets
substantially, Bank also nominates
its officials for training programmes
conducted by reputed external
institutions like NIBM, [IMs, CAFRAL,
IDRBT, BIRD, CAB, IIBF etc.;

* Several in house Magazines like
Gyan Vahini, Disha etc.;
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* Union Gyan Kasauti: Fortnightly

online quiz based learning for
knowledge enrichment of staff
members;

* Research Project undertaken by
Faculty Members;

* Query Corner: all employees can
now access the query corner. During
FY 2020-21, total 10102 queries were
raised by the field functionaries and
all of those were replied;

* Network Electronic Digital Unit
(NEDU): Video based training
modules are hosted on NEDU enabled
Branches;

* Union Radio: Gist of daily circulars
are being podcasted over Union
Radio for knowledge awareness of all
our employees;

* Mandatory session on POSH and
Cyber Security on all regular training
programmes of duration 4 days or
more;

* Evaluation of Training Programme:
Post Course Evaluation (PCE): It
is done to evaluate post training
improvement by taking feedback
from Trainee and ratings from
their supervisor. Qualitative
Business Parameters (QBP): It is
done on quantitative data which is
automatically imported in evaluation
package from different sources up fill
3months after completion of training
and monitored. If no growth is
observed after analysis, handholding
is given for improvement;

* Spark Identification: During the
training programme, depending on
various parameters, ‘sparks’ are being
identified by the training system so
that they can be groomed to take
future challenging assignments.

Way Forward:

Some of the Bank’s L&D initiatives
which are in the pipeline for
implementation are given below:

Job Family Led L&D Interventions:

In order to facilitate and foster the
development of specialized skills
in identified functional banking
areas, the concept of job families
is introduced in the Public sector
Banks. This framework shall bring
in sea changes and streamline the
career progression of officers in
their respective domain areas, while
bringingin lot of focus as acknowledge
driven organization to catapult Banks
to the next level. For improvement
in the respective domain of each
employee, L&D function of the
Bank is crucial in order to augment
the benefit derived from work
specialization, as well as to integrate
competency mapping, training need
analysis, succession planning etc.
Hence there is a need that whole
training interventions i.e. classroom/
virtual trainings, e-learning modules,
certifications, webinars, internal/
external training etc. be aligned as per
different job families. In the coming
days, all our L&D interventions shall
be based on Job Family approach
and also it will help for grooming
of Unionites in all spheres. Timely
grooming of employees shall help
the Bank to create a future ready
taskforce, with a pursuit of learning.

Centre of Excellence/ Profit Centre:

The aspirations for establishing
Centre of Excellence are for taking
our training system to new level
of professionalism with seamless
immersion of best practices, thus
maturing into a force to reckon with
across the industry. In today’s Banking
landscape, it is important to create a
pool of Leaders and a strong pipeline
of an effective sales force who are
agile to the latest developments as
also have the temperament to lead
the team across the seemingly chaotic
and uncertain times.
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The Centre of Excellence will aspire
to build a pipeline of high potential
Leaders & effective sales force
to drive professional experience
and developing/strengthening
behavioural & functional
competencies of our workforce. This
initiative will further help our training
system to distinguish itself from other
players by collaborating within the
organization as also leverage on the
expertise of best in the industry and
thus enable it to make it a revenue/
profit centre by providing training to
other Banks/Fls.

Certification Programme in
Collaboration with Reputed External
Institutes:

Bank is planning to introduce a
Dual Certification Programme in
collaboration with reputed external
institutes like 11BF, NIBM etc.

Leadership Development
Programme Focussing Bottom-line
Competencies:

Individual Development Plans (IDPs)
for the Leadership Team were created
as a part of Bank’s HR- Transformation
project. In order to pioneer a robust
assessment process for top leadership
position, there was a platform led
competency assessment & 360 degree
feedback for senior executives of the
Bank available The executives were
assessed under various competency
parameters like Customer Focus,
Collaboration, Communication,
Ownership & Accountability, Change
Management, Compliance & Risk
Discipline, Emotional Intelligence
and Digital Mindset. During scrutiny
and review of the outcome of the
assessment, it has been observed that
amongst the aforesaid competencies,
‘Digital Mindset’, ‘Customer Focus’,
‘Change Management’ and
‘Emotional Intelligence’ are at the
bottom line.




Bank is in the process of providing
Leadership Development Programmes
to executives by partnering with
premier management institution.
The primary purpose would be
to help improve their current job
performance by working on the
bottom line competencies.

Gamification Based Learning

Of late, Gamification based L&D
interventions have become very
popular. The main reason behind the
popularity of this learning tool is that
it can inspire learners to develop skills
and build an emotional connection
to learning and subject matter. Our
Bank is moving towards introducing
‘Gamified e-modules’ on LMS.

Mid Career Training

The need has been felt to have a
comprehensive mid career training
programme including village visit for
Bank officials. This will not only bring
attitude shift, but will also help the
participants to have a perspective
on changing banking landscape and
shall help them to manage change
effectively. Two such programmes
have already been conducted on
pilot basis at Indian Institute of Bank
Management (IIBM), Guwahati and
Bank’s RSETI at Bhadohi. Very soon
this will be extended to all eligible
employees.

Language Learning

Learning of the language where Bank’s
employees are posted is the key to
success in business development
of the unit. Since, Bank officials can
be posted anywhere in India and
considering the fact that our country
has so many regional languages across
different  geographies, mastering
regional languages will be beneficial
to all stakeholders. Bank has
successfully conducted 53 Virtual
Training Programs of “Introduction to
local /additional language learning”

for officers (Scale I-IV) during Jan-
March 2021 covering Pan India 2250
officers. Further, 8 e-learning modules
on Malayalam, Gujrati, Marathi,
Punjabi, Telegu, Odia, Kannada and
Tamil are developed and hosted on
Union Prajna (LMS package). In the
coming days, Bank will come out with
comprehensive plan on Language
Learning.

Union Studio

Bank is planning to build a Union
Studio at our Staff College, Bengaluru.
This sound proof studio shall have
the capacities of recording sessions
for specialized programs, webinars,
Union Radio Broadcast and address
by dignitaries including external
experts.

Training Management System (TMS)

Bank is in the process of rolling out its
Training Management System which
will be an end-to-end management
tool of training cycle and shall contain
modules like Training need Analysis,
nominations,roommanagement, data
management, faculty management,
post training impact evaluation
management and so on.

Digital Library:

In this digital world, gaining of
knowledge has crossed the national
boundaries. Learning has shifted
to online due to enhanced ease
and reach of learning activities. With
the objective of making available a
technology based learning to
employeesin a quick, easy, convenient
manner, Bank is moving towards
creating a digital Library for its
employees, which shall host varied
books, journals, research papers etc.

Conclusion:

Any organization that wants to thrive
in the emerging digital world shall
have the ability to do so by focussing

on it's most valuable asset i.e.
human capital. Talent Development-
strategically developing employees
skills  based on organizational
objectives - is the foundation of
an  organization’s  sustainability.
Ongoing efforts to evaluate skill
gaps, providing relevant training and
managing succession planning lead to
more capable employees and better
organizational performance.

According to LinkedIn’s 2021
Workplace Learning Report, two top
areas of focus for L&D programmes
are ‘re-skilling’” and ‘virtual on-
boarding’” and our Bank is much
focussed in both the areas.

The L&D space is very dynamic and
always changes with the change in
mission, vision & strategies of the
organization. The context and needs
are changing very fast. Lot of digital
interventions are coming. A paradigm
shift has occurred particularly post
covid era. The challenge is always in
the thinking how to better connect
with the employees and keep them
engaged and updated. The recipe or
formula which we used in the past
will not work anymore. Aspects like
peer to peer learning & real time
learning can take learning experience
as a whole to a new level.

Last but not the least, we must not
forget the famous quote of Mr. Alvin
Toffler, renowned American writer
“The illiterate of the 21st century
will not be those who cannot read
and write, but those who cannot
learn, unlearn and relearn”. So, let
us hold each other’s hand and march
together in the journey of becoming
‘literate’ in the true sense.

< Vinayak Tembhurne
HR-L&D

Mriganka Chowdhury >
HR-L&D
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Principles of Natural Justice and Disciplinary
Procedure in the Bank

“Natural Justice is the natural sense of what is right and wrong.”

Natural Justice is an important
concept in administrative law.
The principles of natural justice
are the preliminary basis of a
good administrative set up of any
organization. Natural justice is an

expression of English common
law, which involves a procedural
requirement of fairness. Different

jurists have described the principle
in different ways. Some call it as the
unwritten law (jus non scriptum) or
thelaw of reason. It could however not
be restricted to a set definition except
the universal acceptance that it is a
human principle intended to invest
law with fairness to secure justice and
to prevent miscarriage of justice. The
term natural justice signifies basic
principles of justice, which are made
available to everyone including the
litigant during trial. These principles
are adopted to circumstances in all
cases. Such principles are applicable
to decisions of all governmental

agencies, tribunals and judgments of
all courts. In the present world, They
basically denote common - sense

justice which is built-in the conscience
of a human being. They are based on
natural ideals and values, which are
universal in nature.

In Swadeshi Cotton Mills vs. Union of
India, it was observed that Natural
Justice is a branch of public law
and is a formidable weapon which
can be wielded to secure justice to
the citizen. Also, in Canara Bank vs.
V K Awasthi, the Supreme Court
observed that principles of natural
justice are those rules which have
been laid down by courts as being the
minimum protection of the rights of
the individual against the arbitrary
procedure that may be adopted
by a judicial, Quasi-judicial and
administrative authority while making
an order affecting those rights. These
rules are intended to prevent such
authority from doing injustice.

The two Principles of Natural Justice
are as under:

(A) NEMO JUDEX IN CAUSA SUA (Rule
Against Bias) : The literal meaning
of the Latin maxim ‘NEMO JUDEX IN

CAUSA SUA’ is that 'No man shall be a
judge in his own cause' i.e. to say, the
deciding authority must be impartial
and without bias. It implies that no
man can act as a judge for a cause
in which he has some interest, may
be pecuniary or otherwise i.e. in the
shape of some personal relationship
with one of the parties or ill will
against any of them.

(B) AUDI ALTERAM PARTEM (Rule
of fair hearing) : The said principle
means ‘no man should be condemned
unheard’ or that both the sides must
be heard before passing any order. A
man cannot incur the loss of property
or liberty for an offence by a judicial
proceeding until he has been given a
fair opportunity of defending the case
against him. It has been observed
that even where there is no specific
provision for showing cause, yet in
a proposed action which affects the
rights of an individual it is the duty
of the authority to give reasonable
opportunity to be heard. This duty
is said to be implied by nature of




function to be performed by the
authority having power to take
punitive or damaging action. There
are mainly two elements of this
principle viz. notice and hearing.

Hon’ble High Court of Allahabad has
summarised the principles of Natural
Justice in the following words:

1. That every person whose civil rights
are affected must have a reasonable
notice of the case he has to meet.

2. That he must have reasonable
opportunity of being heard in his
defence.

3. That the hearing must be by an
impartial tribunal, i.e., the case, Nemo
debet esse judex in propria cause.

4. That the authority must act in
good faith, and not arbitrarily but
reasonably.

As apparent from above Principles
of Natural Justice are mandatory
ingredients for ensuring fair and just
conclusion of disciplinary process
initiated against an employee.

They form the skeleton of the
Disciplinary Action framework in the
Bank. The disciplinary action process
followed by the Bank, be it against an
Officer employee or an Award Staff,
ensures that the employee under trial
is given every opportunity to present
his/her case before an unbiased
Authority.

However, only providing opportunities
to defend oneself is not sufficient,
clear and specific communication is
also essential to ensure adherence
to Principles of Natural Justice in the
disciplinary process. An employee
against whom action is initiated needs
to be informed in writing in a precise
manner about the allegations/charges
levelled against him i.e. an employee
should clearly know what are the

errors/lapses on his part for which
he needs to submit an explanation/
put forth a defence. The charges so
framed against the employee should
be such as are violative of specific
provisions of the service rules or the
notified standing orders applicable to
the establishment. Moreover, he/she
should be provided adequate time to
submit his explanation/prepare his
defence.

While recording the findings as also
before passing of a speaking order,
it has to be made sure that the
employee under trial is aware of the
facts & the basis of proving/disproving
an allegation/charge against him/ her.
The Inquiring Authority should base
his findings only on the evidence
tendered in the inquiry proceedings
and submitted through written briefs.
He should not rely upon any record or
document which is not brought to the
notice of the delinquent employee.
Similarly, the Disciplinary Authority at
the time of passing a speaking order
(final order) is required to give reasons
for his decision while acknowledging
the submissions/contentions raised
by the Charge-sheeted employee.

Also, Ex-parte decisions should be
avoided as far as possible unless the
Enquiry Officer is fully convinced
that the delinquent employee does
not want to appear before him or
wants to drag on the proceedings,
unnecessarily.

Depicted below is the disciplinary
process followed in Bank vis-a-vis
the existence of Principles of Natural
Justice followed at each step:

Disciplinary Procedure Applicable
principle of Natural Justice

Issuance of Show Cause
Memorandum AUDI ALTERAM
PARTEM

Issuance of Articles of Charge/Charge
Sheet AUDI ALTERAM PARTEM

Appointment of Inquiring Authority
NEMO JUDEX IN CAUSA SUA

Process of Inquiry:

a. Inspection & collection of

documents

b. Provision for taking assistance of
another employee for defending the
case

¢. Production of witnesses and cross-
examination of witnesses

d. Provision for submission of a
written brief over & above the
depositions & evidence made/
brought during the course of inquiry
AUDI ALTERAM PARTEM

Provision for making submissions on
the report of the Inquiring Authority

in case of Officer employees  AUDI
ALTERAM PARTEM
Provision of Personal Hearing on

the proposed punishment in case of
Award Staff AUDI ALTERAM PARTEM

Apart from above, employees also
have a provision to appeal against
the order of the Deciding Authority
(Disciplinary Authority), wherein he/
she is given one more opportunity to
put forth his defence along with any
new material facts/evidence that has
come to fore and thus could not be
produced at the time of inquiry.

To conclude it can be said that
the concept of Natural Justice is a
magnificent thorough bred on which
this nation gallops forward towards
it’'s proclaimed and destined goal
of justice viz., social, economic and
political.

Divya Agrawal
ERD, CO, Mumbai




What's New

'UNION

henever we hear the term

“Human Resources”, the first
thought that comes to mind is that
Human Resources is a team of people
who make up the workforce of any
organization, Planning of Human
resources, Recruitment and selection,
Career planning, Learning and
development & Employee benefits
thereby further support the business
objectives of the organization & also
empower the employees to grow
gradually in all segments of life; be it
personal or professional.

In a dynamic world, human capital
issues must be taken as important
as the other Business issues to grow
significantly in the competitive
market  conditions  with  the
evolvement of the employees. In the
present scenario, every organization
requires sustained growth with the
help of continuous improvement.
Latest technological support provides
innovative ways of thinking about the
changing landscapes and contribute
smartly in adopting a result oriented
culture. To take the lead, the future
of human resources requires major
transference in mind-set, capabilities,
roles and digital enablers.

“If you do not change direction, you
may end up where you are heading”,
Correctly said by a wise man as we are
going through the age of disruption,
businesses live and die by their ability
to adapt. Dexterity and adaptability
have become catchy buzz words.
Change management is a critical skill
in today’s scenario and specifically in
the banking business where growth
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Inspiring the best in you

and existence are mostly dependent
on services like sales and marketing.

Specifically in HR, the need of the hour
is to transform the HR functions from
operational to strategic. The strategy
connects to the developments going
around in the market and can be
either a short term or a long term
transformation, preferably based
upon the planning and outcomes.

Human Resources transformation is
not a new topic but one of the critical
issues across the globe which in turn
delivers the business strategy to
maximize organizational performance
and growth.

Our Bank has also initiated one such
prestigious project “Union Prerna-
An HR transformation project” with
a tag line “Inspiring the best in you”,
inaugurated by our worthy MD & CEO
Shri Rajkiran Rai G sir, in consultation
with M/s Boston Consultancy Group
(BCG) to make headway towards
Performance Management, Core
values & Talent management,
Succession Planning, Performance
analysis, Career Planning and
Rewards & recognition with the
support of Digital tools & Technology
architecture.

The project has been initiated with a
vision to build and sharpen leadership
skills, to build a talent pool, to form
a performance based culture in the
bank with the help of measurability
in the roles/KRAs performed by the
employees and to take the human
capital of the bank to a newer heights
with the help of digital enablers
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Need of the Hour :
UNION PRERNA -

HR transformation
project

and tech based automation of

computations.

Many initiatives such as Individual
development program (IDP), 360
degree feedback &  Coaching,
Performance management system
consisting of Role clarity tool,
Appraisal tool and Target setting
tool, Job Family, Succession planning
and Rewards & recognition will be
taken up to achieve the vision of the
project. Out of this many initiatives
have already been taken up, A brief
journey to these initiatives as under:

A) Individual development program
(IDP) : The key word here is
“Individual”—this is a development
program created and driven
by the employee. It is a major
career development tool used
in the industry to develop the
leadership skills of an employee
to explore the career goals,
personal development and help
them stay on track. Individual
development program benefits
the bank by aligning employee
coaching and development efforts
with the set vision, goal and
objectives. Supervisors develop
a better understanding of their
employees’ professional goals,
strengths and development needs
resulting in more realistic staff and
development plans.

B) 360 degree feedback & Coaching:
360- degree feedback is a
feedback process where not just
your supervisor but your peers,
direct reports and sometimes




Q)

even customers evaluate an
employee. After completion of 360
degree feedback, an employee
receives an analysis of how you
perceive yourself and how others
perceive you. This will provide
an opportunity to the employee
to have a look and improve on
the areas as mentioned in the
report. The competency, skills and
knowledge gaps are also identified
through this process which can be
improved by providing guidance,
training, coaching and mentoring.
It optimizes the results through
a proper channel and process
which reduce the conflicts and
grievances among the employees.

Performance  management
Our MD & CEO always says that
“What gets measured, gets done”,
keeping this line in mind, the new
performance management system
is being developed. Managing
employee’s performance is the key
objective of establishing systematic
performance management system
in any organization. There are
mainly 4 parts of the performance
management system namely:

» Target setting Tool: The
targets for the zones/regions/
branches and individual
employees will be set through
scientific target setting based
on the historic data, growth in
peers in the locality and market
potential through the Target
Setting tool. This will provide
ease of adapting the allotted
targets based on the market
researches and the employee
will be having clear vision of
the targets allotted.

> Role Clarity Tool: The

allotment of Job roles to an
employee will be done digitally
by the supervisor and the
automated KRAs linked to job
roles will provide a clear view

about the KRAs of an employee
to perform better on the
allotted KRAs. The employee
will also be having clarity about
the roles to be performed. It
will motivate the employee
to take new challenges and
innovate through structure
process. “Plan and perform”
will be the ultimate objective
of an employee.

» Appraisal Tool: With the
help of the Job role clarity
allotted through the target
setting tool, an employee
is always having an edge
to perform like a champion
and achieve the desired
goals. The performance
of the employee will be
captured in actual figures
into the Appraisal tool
and the appraisal of the
employee will be done on
the basis of Job role allotted,
Targets allotted and actual
achievement.

Rewards & Recognition:
Rewards & Recognition is
a system where people are
acknowledged for their
performance in intrinsic or
extrinsic ways. It is present
in a work environment
where there is appropriate
acknowledgement and
appreciation of employee
efforts in a fair and timely
mannetr.

D) Job Family: A job family is a group
of jobs that involve work in the
same general occupation. The job
roles contain related knowledge
requirements, experience, skill
sets, and abilities, leading to ease
in competence-wise deployment
of employees. Under the project,
the Bank has also introduced work
specialization to facilitate and
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foster development of specialized
skills in all functional banking
areas.

E) Succession Planning: Succession
planning is a strategy for passing
the leadership role to an
employee after considering the
skill set, experience and other
aspects of the job role to ensure
that the businesses continues to
run smoothly after the existing
employee moves on to the new
assignments/opportunities,
retires or any other exigencies.

Union Prerna — Microsite: One major
modernization towards awareness
among staff & to make the field
sensitive Union Prerna- Microsite has
been developed and the link to access
the same has been given on UBINET.
An employee using bank’s intranet
can access important aspects about
the project as messages from the to
is brass of the bank, latest updates,
about the team, FAQs are available
To share the views of the staff such as
suggestions/feedback on the project,
Experience center is also available
on the microsite and is an open
window for all the staff members to
communicate with the Union Prerna
Team.

In conclusion, we all are convinced
that complex transformations such as
Union Prerna Project can only succeed
with small incremental changes and
not with big bang transformations in
the shape of a huge transformation
program. The difference digital HR
can make will only be noticeable in
the various teams of the bank and in
the way they are enabled to service
their customers. “Together we can,
we will” will be the right word to
summarize.

Kirti Kumar Tated
HRMD, CO, Mumbai




Increment, Fitments of the
Employees

eing valuable, soldiers in the
BRoman army were sometimes
paid with salt instead of money.
Their monthly allowance was called
("sal" being the Latin
word for salt). This Latin root can

"salarium"

be recognized in the French word
“salaire" - and it eventually made
it into the English language as the
word "salary." In India pay structure
is equal to Basic pay, plus DA, plus
HRA and Overtime pay. One of the
most important thing to decipher
and say that your salary is taster then
salt, only if you know details about
net salary, Increment, fitment of the
executives.

Salary : Salary is a fixed amount of
money or compensation paid to
an employee's by an employer in
return for work performed. Salary is
commonly paid infixed intervals. Most
of the companies shows pay scale as
PB1is 5600-20400, PB2 is 7800-30600
etc. Means the employee's basic pay
for 1st year is 5600 and the last basic
in the same pay band is Rs 20,400.
In this case yearly increment is not
exposed. But in the Banking industry
the pay scale is suitably disclosed
as (a)Scale I- 23700-980(7)- 30560
-1145(2) -32850-1310 (7)-42020 (Plus

stagnation increments as per chart)
(b) Scale 11-31705- 1145(1)- 32850
-1310(10) -45950 (Plus Stagnation
increments as per chart). This means
an employee who is working in
scale 1 his basic in the first year is
Rs23,700, after 7 years his basic will
be Rs 30,560. Then next after 2 Years
his Basic will be {30560+(1145X2)}
Rs32,850. And after 7 years his basic
will be {32850+(1310x7)}i.e, Rs 42020.
But in between if he takes promotion
to Sacle Il then Salary will be as per
sacle Il.

What is fitment factor? Fitment factor
is a multiplication number that is used
to arrive at a common result. The 7th
Pay Commission multiplies this figure
with the basic pay in 6th CPC regime
(Pay in Pay band added with Grade
pay) for the purpose of determining
basic pay in revised pay structure.

Dearness Allowance : DA is the cost
of living adjustment allowance paid
to the employees and pensioners. It is
one of the component of salary, and
in some organisations it is counted
as a fixed percentage of the person’s
basic salary. In others it is adjusted
according to the inflationary trends to

lessen the impact of inflation on the
employees.

CPI The Labour Bureau, an
attached office of the M/o Labour
& Employment, has been compiling
Consumer Price Index for Industrial
Workers every month on the basis
of retail prices collected from 317
markets spread over 88 industrially
important centres in the country. The
index is compiled for 88 centres in
All-India and is released on the last
working day of succeeding month.
The CPI is calculated with reference
to a base year, which is used as a
benchmark. The price change pertains
to that year.

Consumer Price Index : (Cost of
Fixed Basket of goods and services in
current year)/(Cost of Fixed Basket of
goods and services in base year) X100

HRA : House rent allowance is paid
by an employer to meet expenditure
actuallyincurred on paymentofrentin
respect of residential accommodation
occupied by the employee.

Net Salary :
monthly or yearly salary paid to an

Gross salary is the

employee before any mandatory or
voluntary deductions are calculated.
While gross salary is an employee's
salary without any deductions, net
salary, commonly known as take-
home salary in India, is the income
that an employee takes home after all
deductions are made, such as income
tax at source (TDS) and deductions
according to company policies. Net
salary is calculated after deducting
income tax, the public provident
fund and professional tax from the
gross salary. The employee and public



provident fund contributions are a
minimum of 12% of an employee's
basic salary, whereas gratuity
contribution is typically 4.81% of an
employee's basic salary. Therefore,
an employee's net salary or take-
home salary is a direct benefit minus

all deductions.

CTC : CTC, also known as cost to

the company is the total costs
the company incurs due to your
employment. It includes all the

expenses that the company spends on
you, such as your salary, allowances,
medical facilities, canteen facilities,
training cost, traveling facilities and
so on. The pay amount you take
home is not equal to CTC. CTC is a
collective of Provident Fund, also
known as PF. Allowances like medical
insurance and House Rent Allowance
are additions to the base salary. The
allowances may include free meals,
subsidized loans and meal coupons,
such as Sodexo, cab service to-and-
fro office, telephone allowance, office
space rent and others. All of these
elements combine to form the entire
cost to company. CTC is considered
variable pay, since CTC varies based
on various factors. Thus, with the
change in CTC, employee's net salary
varies. CTC is direct benefits + indirect
benefits + savings contributions.

<> Executives An executive s
someone who is employed at a
senior level. A business executive
is a person responsible for running
an organization, although the exact
nature of the role varies depending
the

companies

on organization. Executives

run or government
agencies. They create plans to help

their organizations grow. Becoming

an executive usually takes years
of promotion and hard work since
the qualifications of this role needs
hard working individuals with years
of experience in multiple facets of
the business. Every company has a
different hierarchical structure and
this varies. Start-ups tend to be flat
organizations than bigger companies.
Most direct reports to CEOs are
considered executives. Some direct
reports to a layer below could be
considered as company execs too
(e.g CROs and EVPs typically have
exec level reports). Not all execs have
revenue bearing responsibilities (e.g.
CTO, VP Engineering, VP HR etc.). A
director level at a bigger company
may be at the same carer level as a
EVP at a smaller start up. It varies.

<> CEO i.e, chief executive officer

<> Executive VP (CGrade)i.e, executive
value proposition

<> Senior VP (E2 Grade) i.e., Senior
value Proposition

<> VP (E1 Grade) i.e., employee value
proposition.

<> Senior Director (M6 Grade)
<> Director (M5 Grade)

<> Senior Manager (M4 Grade)
<> Manager (M3 Grade)

<> Team Leader / Junior Manager (M2
Grade)

<> Supervisor (M1 Grade)

<> In most of the companies, all the
EVP's are C level reporting to the
CEO. Executive level is VP or above. In
some companies a Senior Directoris a
junior Executive level so there can be
a lot of variation

<> Executive  Management is
responsible the day-to-day

management of the company. It

for

consists of the President and Chief
Executive Officer (CEO) and other
executives. Executive Management’s
responsibilities include overall
conduct of the business and all
operational matters, organisation
of the company as well as allocation
of resources, determination and
implementation of strategies and
policies, direction-settingandensuring
timely reporting and provision of
information to the Board. Executive
Management is also responsible for
oversight, implementation and audit
of environmental, social and related

policies.

{}
composed of both the financial
compensation (executive pay) and

Executive compensation is

other non-financial benefits received
by an executive from their employing
firm in return for their service. It is
typically a mixture of fixed salary,
variable performance-based bonuses
(cash, shares, or call options on the
company stock) and benefits and
other perquisites all ideally configured
to take into account government
regulations, tax law, the desires of the
organization and the executive.

Net
Fitments

Conclusion Finally, salary,

Increments  and of
executives are ingredients associated
with

words other than “l love you” are

salary. The most powerful

“Your Salary is credited to vyour

”

account .......

-

Biswajit Dhar
RO, Guwahati

X



Continuous
Continuous transformationis all about
responding quickly to the ways that
technology can change how business
is conducted, customer expectations
and the needs of employees. If you
continue to do the same thing, you
will continue to get the same result.
You cannot expect a different result
by doing the same thing. Where
the change itself is changing with
breakneck speed and is no longer
constant, as during the last decade we
have witnessed the pace of change in
every sphere of life out beating all the
records. Covid-19 has taught us that
we must be able to change rapidly,
to transform on the fly if need be.
Be it product change, technological
change, process change, etc. which
influence the human behaviour to a
great extent. Now, you cannot expect
the same result even if you continue
to do the same thing.

— A =

The advancement in information

technology and digitisation
have enabled greater degree of
various

coordination between

business units, spread far across
globe. As free markets are stronger
and competitive, customers are
becoming more and more demanding
with all ease of doing banking. In
order to keep themselves abreast
with the changes, employees must
learn to make use of latest technology
to provide the best quality products &

services.

Family within Family : Our Bank has
always been proactive and a pioneer
in many fronts adapting to changes
in facing challenges which we have
witnessed during the most trying
& tumultuous vyear of Covid-19.
Despite many severe challenges like
amalgamation, IT integration, product
harmonisation, HR integration, etc
besides unprecedented covid, our

Job Family Training : Creating &
Sustaining a Winning Culture

Transformation

Bank could register excellent results
in almost all the parameters, an
outcome of timely revolutionary &
corrective timely steps taken by the
Top Management as well as response
by each Unionite at every level.

The pandemic has caused very
high level of stress in every sector
of economy. To overcome all these
challenges, Bank has revamped the
existing job family framework with the
intent to strengthen the succession
planning framework and empowering
employees by facilitating & fostering
the development of specialised

functional skills.

Our Bank has undertaken a very

powerful transformational Project
Union Prerna. Out of many other
initiatives it has also identified /
classified the verticals into three
categories viz. Sourcing, Managing
& supporting Business which are

further categorised into 9 major Job
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Families comprising different set of
roles as sub-job family to empower
human capital as well as drive
business & strategic ambitions. There
are robust criterias (work experience,
qualification, choice, etc) in place for
job family allocation with flexibility
of shifting from one family to other
as per choice & requirement. Every
officer is having the option to choose
a job family based on qualification,
experience, interest, etc.

Competitive Advantage : Competitive
advantage is referred to that ability of
anorganization whichis not possessed
by the other organizations and it is a
competitive advantage which leads
the organization to the top position.
The initiative of revamping the job
family is a big step towards gaining
competitive advantage at the right
time. One of the way in which a firm
can attain a competitive advantage
over the competitors is by building a
force of superior human resource.

“When planning for one year, there
is nothing better than planting
grain. When planning for ten years,
there is nothing better than planting
trees. When planning for a lifetime,
there is nothing better than planting
men.” This famous quote by Guanzi
is still relevant. Grain is something
that is planted once and produces
only a single harvest. Trees are
planted once but may produce ten
harvests. Men are planted once but
may produce a hundred harvests.
In other words, if the ratio of the
produce and your effort is 1:1, that’s
cropping; if the produce is 10 times
of your effort, that’s planting trees,
if the produce is 100 times of your
effort, that’s growing talent. Now the

question arises that how this force
of superior human resource can be
built and planted. The answer lies in

a very important function of human
resource management i.e. training
and development.

A comprehensive training and
development programme help in
deliberating on the knowledge,
skills and attitudes necessary to
achieve organisational goals and
to create competitive advantage.
The challenges, contemporary as
well as future, can be converted
into opportunities only with a set of
employees having future ready skill

sets.

To have an edge over our competitors,
we need to increase the size of this
ASK
training intervention in a focused and

wheel consistently through
time bound manner. To enhance the
size of this wheel (Why, What & How)
of each Unionites to keep a better
pace, as per the guidance & direction
of the Top Management, the Training
System has devised the grooming
plan for each job role in coordination
with Central Office Verticals.

Grooming Plan Organisation’s

success lies in providing the best

learn
that

opportunities to & grow.

Fostering  culture allows

employees to thrive and grow in their
area of interest is the key competitive
differentiator. The introduction of
job family concept is one of the
transformational steps by our bank
in this direction. The training system
is coming out with an action plan to
prepare the workforce in their areas
of interest. The four year grooming
plan will provide opportunities to
employees to up- skill themselves in
their area of specialisation. In pursuit
of achieving our Training Mission,
“To promote a culture of continuous
learning for the development of
individual and the Bank”, the robust
grooming plan has been prepared
by the Training System under the
guidance of HR Department for each
job role under job family which has
been finalised with the approval of
respective verticals. The Grooming
Plan for each job role is prepared with
the following objectives:

a. Provide a formal medium for
employees to learn and grow in their

area of specialisation.

b. Enable employees to perform
better in their roles by providing
useful and relevant trainings.

c. Increase employee satisfaction
and productivity through targeted
development interventions.

d. Build a pipeline of future leaders of
Union Bank and of the industry as a
whole.

e. Create a future-ready taskforce,
with a pursuit of learning.

f. Become a knowledge-led organi-
sation.

After the allotment of job family,

one basic/refresher training in the




beginning and advance training will
be provided to each job role.

Training Cycle : The Bank’s ability to
face challenges thrown up by an ever-
changing environment is enhanced by
training. which is continuous process
to upskill and update the employees
in new methods & procedures.

1. Design : Designing new training

programmes and e-Learning modules
for respective job roles

2. Schedule : Planning of training

schedule along with routine training
calendar

3. Activities: Various training activities
like classroom training, certification,

e-Learning Modules, Expert Session,
Webinar, etc both internal & external

4. Feedback : Feedback will be taken
and assessed for quality inputs

the
employees on set parameters to

5. Evaluation Evaluating
assess the training needs and gaps
for the purpose of improvising the
learning requirement. Accordingly,
training intervention is done, and the

cycle continues.

the
employee is allocated a job family,
functional training and refresher
training will be imparted as per the

Learning Journey Once

requirement mandatorily. This will
help in enhancing the efficiency and

e g, SHEd-AE 2021 32 00

effectiveness at work by improving
with  the
related to

latest
the
In order to augment

and  coping
developments
job profile.
the benefits derived from work
specialisation, as well as to integrate
competency mapping, training needs
analysis and succession planning, the
following learning and development
opportunities shall be provided to

employees:

A. Certifications

B. E-Learning Modules

C. Specialized Trainings

D. Lecture Series

E. Expert Sessions

F. Webinars

G. Media/Published Resources
H. Evaluation

I. Handholding/Consultation

The
e-learning
external), training (Basic/Refresher/
Advance/Internal/External), Webinar

like
modules

activities certification,

(internal/

/Seminar, Expert Session, etc will be
mapped to the job role as mandatory
as well as optional which will have to
be attended during the tenure of a
particular job family.

In the changing business scenario,
developing human competencies e.g.,
job proficiency skills, behavioural
skills etc., is the only way to achieve
performance excellence. Our Bank
has always been a pioneer in taking
initiatives with a vision to
Bank
significant investment in employee
These

activities / processes are planned to

many

become a great through

development. learning

sharpen the capabilities and enhance
competencies in each job role of
employees for the development of
the individual.

It is a fact that
we cannot have a world-class Bank

Winning Culture :

without a world-class workforce. The
trained / knowledgeable workforce
with the enhanced skill/expertise
can perform with high productivity,
creativity, more precision & less
supervision. The talented employees
in the right role with good knowledge
can build emotional bonds with
customers which will eventually lead

to achievement of Bank’s objectives.

With all these interventions, our Bank
is aiming to create a great culture
of Trust, Transparency, Compliance,
Accountability, Performance,
Collaboration and Innovation to
make each employee behaviourally
& functionally competent enough
to weather any storm and achieve
beyond. Everything our competitors
could copy tomorrow, but they cannot
copy the culture. A strong culture with
values and beliefs that truly engage
people will create an enduring legacy

will be an example for all.

Itisuptoeach Unionitetorespondand
do their bit for creating and sustaining
a Winning Culture in our Great Bank
as it will always be 'Your Dreams are
not Yours Alone'. Yes, mutually we
can create a great synergy and will
continue to be winning all the way.

T R el R,

qui T &, S TEH

Hrishikesh Mishra
STC, Bengaluru
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Being Proactive to Our Well-being

n incomparable & invaluable gift

by Almighty to us is the life of a
human being. Capabilities that we
possess as human are not seen in
any other living being. The complex,
intricate and highly developed
biological structures in us are yet to
be overcome fully by any machines.
As a matter of fact, even the fastest
super computer of the world fails in
comparison to the speed of our brain.
However, a pertinent question can be
asked to ourselves, how well are we
living this life? Are we really conscious
of keeping this gift well? Are we taking
care of our well-being?

Despite the awareness that in the
long term if our health is ignored, the
result will manifest in some unwanted
ways, we tend to ignore the activities
related to our well being using the
cover of excuses of not having time,
being busy with other important
things etc.

We will explore in this read about a
few of the practices suggested by
world renowned authors to take care
of ourselves. Starting with some of the
golden thoughts from the celebrated
writer Stephen Covey, ‘being
proactive’ is the first foundational
principal that can guide us in this
journey of our wellness and good
health. Many a times we live our lives
reacting to different situations. Our
behaviour & happiness has become
a function of external conditions and
other’s behaviour. We may wake up in
a really good mood with full of vigor
and then something happens that
brings down & bottoms out all our
energy. Are we so bounded by these
external situations, emotions that

we have no freedom to choose our
behavior?

The challenging time of COVID
pandemic was never thought of. but it
came. The difficulties, problems and
challenges we face in our life are not
something we desire of or we want.
They come and we do not have any
control on them, but how we respond
to it is in our hand. We as humans
have this freedom which comes from
inbuilt gifts of self awareness which
means we have the ability to think
about our thoughts. We also have the
ability to imagine things and create
new reality for ourselves. We have the
conscience, that deeper inner feeling,
to know what is right and wrong.
Animals don’t have it. They work on
instinct only. They can be trained but
even than they cannot chose their
training. We humans can see what
we are feeling, we can choose what
we want to do and what we want
to create. We have got unlimited
potential and it make us a dominant
species on earth and as Dr. Covey said
‘when we behave as per our instinct
only and just reacts to the situations
that comes we limit our potential.’

To live our life to the fullest and
actualize our full potential we need to
be proactive and not reactive.

But what does
means?

‘Being Proactive’

Dr. Stephen Covey defines Being
proactive as being responsible. It
is about taking responsibility. The
word responsibility is made up of
two words, reponse+able. Being
proactive means ability to choose the
response. Proactive people do not
blame circumstances or conditions
for their behavior. They behave based
on their own conscious choice. Being
proactive means not only taking
responsibility for our response but

also taking initiative to achieve it and
the difference between people who
take initiative and who do not is huge.

Many a times people understand
& know what is required, like we
know that we need to read good
books, regularly, we should meditate
and exercise, we need to learn new
technology but then we fail to take
any necessary steps or the initiative
to make it happen and slowly drift
to reactiveness blaming conditions
like where from do | get the time or
we wait for something to happen
or someone else to take care of
us. Proactive people can choose to
not let external situations impact
their peace, & happiness. They can
consciously decide their response to
those situations.

Being proactive is the first step
towards our well being and good
health as it will drive the action we
need to take in different dimensions
of our energy resources.

Managing Energy :

We are racing through our lives
meeting the ever rising demand
which continue to increase with our
age. In the 24 hours that we have per
day, we try to plan and squeeze in all
the things we need to give attention
in personal and professional life.

But as we grow further, do we think
that demand will come down or will it
continue to increase?

The demand will continue increasing
but the time limit won’t, it will
remain the same 24 hours per day.
How are we going to manage it? As
the demand from us increases, quite
conveniently, we shift to fast foods,
increase caffeine intake, skip meals &
change sleeping patterns, neglecting
& taking for granted our health
and well being. We become short
tempered and find it difficult to focus
as we get distracted fast.

Lets us consider some of the insightful
situations raised in the book ‘The
Power of Full Engagement’ by lJim
Loehr and Tony Schwartz:

e You attend a four hour meeting in
which not a single second is wasted




- but during the final two hours your
energy level drops off precipitously
and you struggle to stay focused.

* You set aside time to be with your
children when you get home at
the end of the day, but you are so
distracted by thoughts about work
that you never really give them your
full attention.

e You remember your spouse’s
birthday - your mobile alerts you, but
by the evening, you are too tired to go
out and celebrate.

The situations are so powerful to
make us realize that everything we
do from work to spending time with
family requires energy without which
any activity that we undertake will be
compromised. Time management is
an older paradigm, today we need to
talkin terms of managing energy & our
well being. The ideal situation would
look like feeling eager to get to work in
the morning, equally happy to return
home in the evening and capable of
setting clear boundaries between
the two. Managing energy, which
encompasses all the four quadrants
of our energy i.e. physical, emotional,
mental and spiritual energy, owns
more power than managing time
because unlike time, which is once
spent cannot be returned, energy
can be used and renewed. Energy is
defined as capacity to do work. The
capacity can be buildby using stress
and pushing beyond our normal
limits but at the same time we need
to focus on the recovery as well.
For e.g to build strength in muscles
we push beyond our normal limits
causing a tear in the muscles and
then giving a break allowing muscles
to recover. What holds truth for
building physical strength is also
true for other dimensions of our well
being. We build emotional, mental
and spiritual capacity in precisely
the same way that we build physical
capacity. But normally we don’t give
much attention to renewal of our
energy and live a more linear life.

Everything in this universe works
in oscillations. There is day as well
as night. Our heart has rhythms-
diastole as well systole. Similarly to

maintain a powerful pulse in our lives,
we must learn how to rhythmically
spend and renew energy. We need to
create rituals in our lives to effectively
expand and recover energy.

Let us look in little details about
managing energy in three of the
dimensions i.e Physical, Mental and
Emotional.

Physical Energy : It is about taking
care of our body. It relates to alertness
& vitality. However, it impacts our
emotions, concentration, creating
thinking etc also.

Physical energy depends on the
pattern of our breathing, the foods
that we eat and when we eat them,
the quantity and quality of our
sleep, the degree to which we get
intermittent recovery during the day,
and the level of our fitness.

Breathing : We do it sub-consciously
but it is one of the most important
factors of our physical dimension.
Changes in breathing pattern,
normally goes unnoticed even if it
is significant. In anger and anxiety,
our breathing becomes shallower
and faster but very quickly such

breathing pattern can reduce
our ability to restore mental and
emotional equilibrium. Extending

exhalation prompts a powerful wave
of recovery. Breathing in to a count
of three and extending to count of six
creates relaxation at all body, mind
and emotional levels. Meditation
also helps in breathing as we relax
and tend to take a deep breath in the
process.

Eating Habits : Another critical source
of physical energy is food we intake.
Foods high in fats, sugar and simple
carbohydrates provides recovery but
in much less efficient and energy
rich form than low fat proteins and
complex carbohydrates such as
vegetables and grains. When we
wake up in the morning, after 8 hours
without eating, our blood glucose
level is low therefore eating breakfast
is critically important. It not only
increases blood glucose level but also
starts our metabolism.

It is also important to eat foods
having low glycemic index, which

measures the speed with which sugar
from specific food is released into
the bloodstream. The low glycemic
breakfast foods provide the highest
octane and longer lasting source of
energy, for e.g. whole grains, proteins
and low glycemic fruits such as
strawberries, pears, grapefruit and
apples.

Also, our energy tends to diminish
as evening approaches and our
metabolism slows down, therefore,
it makes sense to eat more calories
earlier in the day and fewer in the
evening. In an study conducted
on children age seven to twelve in
which subjects were classified into
five weights categories, from thin
to obese. It is found that on average
all consumed about the same no. of
calories per day. The one variable, it
turned out, was that the children in
the two heaviest categories ate less
at breakfast and more at dinner than
their leaner counterparts..

Drinking water : The importance of
drinking adequate water is known
to all of us. Research says drinking 2
litres of water at intervals throughout
the day helps in keeping our body
hydrated. Dehydrating a muscle by
3% loses 10% of its strength & 8% of
its speed.

Sleep : As discussed, taking stress
and then recovering is a good way
of developing and improving our
capacity. Sleeping in this context is the
most important source of recovery
in our lives. Some fifty studies have
shown that mental performance-
reaction time, concentration, memory
and logical/analytical reasoning - all
declines steadily if we do not sleep
enough. Avg. human being needs
7 to 8 hours sleep at night. Besides
recovery, substantial growth and
repair occurs during sleep. Greatest
no. of growth harmones and repair
enzymes are released during deep
sleep. As mentioned in the book ‘The
5 AM Revolution’” by Dan Luca, we
need to take special care to make
our bedrooms so comfortable that
even thinking of it cause relaxation in
us. No electronic devices should be
placed in bedroom. Atleast 2 hours




before sleeping, mobile phone & TV
should be switched off or to be kept
away. Research says sleep deprivation
is one of the major reason of many
illnes in the present generation.

Exercise : The numerous benefits of
doing physical exercise regularly is a
known fact but ironically only a few
of us actually do it regularly. Building
strength and endurance requires to
push beyond our comfort zones and
then giving time to muscles to do the
recovery. The white collar jobs we
are in, have a sedantary lifestyle. The
result is that we age with less energy
and capabilities to handle stressful
situations. We can create a ritual of
doing some form of aerobic as well
as weight training regularly to build
strength and endurance of our body.

Emotional Energy : Another dimension
of our wellness is our emotional
energy. Emotions that arise out of
threat or deficit - fear, frustration,
anger, sadness- have a toxic feel to
them and are associated with the
release of specific stress hormones,
most notably cortisol which prepares
body to fight against the cause of
stress but in the long run creates
problem in the form of stress related
sickness.

Beingatourbestrequires combination
of both high energy and positive
emotions. For leaders and managers
negative emotions is a double edged
sword impacting their energy badly
as well bringing down their reportees
energy as well.

Building emotional energy is similar
to building muscular energy. It needs
to be used and stressed but then also
required to be replenished. Activities,
experiences, situations & conditions
either drains our energy or boost it.
We call them as energy drainers and
boosters. The drainers will be there
whether we want it or not. But we
need to take responsibility and show
our proactiveness in doing activities
which boosts our energy. It can be
anything based on our interest like
dancing, singing, gardening, cycling,
yoga, exercise, sports etc.

The question we need to ask ourselves
is how frequently do we involve in
activities which are enjoyable and
emotionally nourishing. The question
is how frequently we experience a
sense of joy and satisfaction. How
many hours in a day do we devote to
activities which gives pleasures and
renewal to our emotional reservoir.

Anotherimportant point to take care is
about quality of our renewal activities.
For e.g. television watching is one of
the most used way of relaxation but
as Tony Shwaltz says it is emotional
equivalent to eating junk food. It
may provide temporary recovery,
but it is rarely nutritious and is easy
to consume too much. Researchers
have found that television watching
is actually correlated with increases
anxiety and low-level depression.

Rhythmic movement of expenditure
and renewal as applicable to physical
energy is true for emotional energy as
well though not that simple. Healthy
friendship can be a powerful source
of positive energy and of renewal.

Mental Energy : This form of energy
has two dimensions one is ability to
focus and concentrate on a task and
anotherisabout creativity. Nobel Prize
winner neurosurgeon Roger Sperry
established that two hemispheres
of our brain have different ways of
processing information. The left
hemisphere is the seat of language
and operates in a sequential, step-
by-step, time conscious way, arriving
at conclusions based on logical
deductions.

The right hemisphere works more
visually and spatially and has great
capacity seeing things all at once and
to relate the parts in whole. It is more
responsible for intuitive abilities and
sudden insights.

We all might have observed that after
continuous working , we may feel
mentally tired and sometimes even
fail to get simple solutions, but once
we take a break then suddenly the
solution strikes us. Infact, we need to
take intermittent recovery for brain as
well. As a matter of fact, thinking uses
lot of energy. The brain represents

2% of the body’s weight, but requires
almost 25% of its oxygen. Mental
recovery should be in our conscious
plan.

In his book ‘How to think like Leonardo
Da Vinci, author Michael Gelb poses
a wonderfully revealing question:
Where are you when you get your best
ideas? Gelb has asked this question to
thousands of people over the years,
and the most common answer he
gets include ‘in the shower’, ‘resting
in the bed’, walking in natire etc.
Interestingly when Sir Issac Newton
observed an apple falling from tree,
he was relaxing under the tree. When
Archimedes found the buoyancy
principle & yelled ‘Eureka’, he was
taking a bath in a bathtub.

Sperrys’ work helps to explain why
our best ideas often occur when
we seem not to be consciously
seeking solutions i.e. when our right
hemisphere is dominant.

Evidence suggests that brain acts like
muscles — atrophying from disuse and
increasing in capacity with active use,
even late in life. Unlike other organs
like liver, lungs and kidneys which
wear out after certain no. of year,
brain continues to get sharper with
use.

Physical, emotionaland mental energy
capacities are interlinked. In sickness,
one may not be able to concentrate
on task well. Physical exercise has an
impact on brain as well. It helps with
improved supply of oxygen and blood
to the brain. Feelings such as anxiety,
frustration and anger also interfere
with capabilities to focus. All the
three dimensions of our energy need
to be managed to allow us to be at
our best.

God has given us a chance to live this
beautiful life and endowed us with
such great faculties in terms of our
body, mind and our emotions. Being
proactive in taking care of them will
facilitate in realizing our full potential
and maintaining our well being.

Nitin Negi
HRMD, CO, Mumbai




Employee Learning & Development under
the New Normal
Significant strategies in conducting
online training sessions

OVID-19 has made all the

organizations undergo radical
transformations to  survive. It
has forced the organisations for
innovation which led to automation
and digitalization that have happened
at a breakneck speed. Organisations
needed to adapt themselves for work
from home, distributed teams, virtual
meetings and at the same time go for
rapid product development as per the
need of customers in the pandemic.

The Pandemic has highlighted the
potential of digital learning like never
before due to various restrictions
like social distancing, travelling and
classroom training. Organizations
had to look for digital learning
interventions with innovative learning
tools for upskilling, reskilling of the
employees.

The organizations are further looking
at learning and development verticals
for becoming a change agent with
various initiatives to develop a culture
of learning so that rapid deployment
of product and services can happen.
Learning and Development vertical
has a huge responsibility to swiftly
align with the organisational goals
and design and conduct effective
digital trainings that are engaging and
productive for learners.

Some of the skills we need to take care
of for adapting to the new normal are
as follows:
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® Reskilling and Upskilling
Programmes : With the pandemic
customer requirements changed

and even the channels available to
conduct business have changed. So, a
lot of new products were introduced
and existing products went through a
lot of changes in the organisations.

All this required reskilling employees
in new products and processes.
required all this to be done remotely
without any physical sessions.

Periodically we need to train
employees for new roles they are
undertaking specially during the
pandemic, business continuity
planning also needs to be done which
requires extra skilling.

Reskilling and Upskilling helps in
increasing the level of employee
engagement in organisational goals
resulting in productive outcomes.

Our bank also conducted various
training as per needs in record
TAT, for new products to equip
field functionaries in the ongoing
pandemic. All this was done digitally
which also required upskilling of
the trainers in digital tools so that
sessions can be taken effectively.

@ Digital Programmes : Digitization
has happened at a rapid speed in the
current environment in organisations
to survive the pandemic. A lot of

functions that were happening
through offline mode now are
being done through digital mode.
So, it becomes quite important for
organisations to train the employees
who are digitalizing various function of
the organisations in new technologies
by industry experts so as to excelin the
competition. Artificial Intelligence,
Data Analytics, Machine Learning are
some of the happening technologies
that enhance productivity and make
the organisation competitive.

Also, it becomes important to train
field functionaries in various digital
functions for helping in adapting and
implementing digital transformation
across the organisation. Further,
as the customers are also adopting
various digital channels, they in turn
will require handholding by the field
staff to use various digital channels.

All these scenarios create a demand
for various training for digitalization.

@ Softskills:Inthecurrentenvironment
soft skills are quite important in this
stressful environment by providing
employees resilience and adaptability
as required. They also create a culture
of trust in teams when these teams
are working remotely.

Employees have difficulty in balancing
work & personal life, especially when
alotof them are dealing with anxieties
related to pandemic. So, employeesin
leadership roles need to be trained to
develop an environment in workplace
where leaders support and motivate
their team by exhibiting trust, clarity,
and empathy. A positive and helpful
environment is very conductive in
these situations.

Due to pandemic a lot of mergers
and acquisitions are also taking
place so in such organisations not
only integrations of various systems
& procedures, but also cultural
integrations need to be taken care.

® Wellness Programmes : With the
current pandemic having significant
effect on each and every person of
the society, there is definitely impact




on the employees also. A number of
employees have suffered themselves
or taken care of loved one’s suffering,
even a lot of employees have lost
colleagues or someone they have
known in the pandemic.

All this have had significant impact
on the physical and mental health
of the employees. In order to avoid
burnout due to work in addition to
various insecurities about oneself
and family, learning and development
department has to proactive even for
the physical and emotional wellness
of the employees.

® For this, sessions need to be
organized with industry experts to
help employees to develop the skills
not only to cope with this pandemic
but to excel in job also.

Our banks training system has
also helped for the wellness of the
employees by arranging various
sessions with industry experts ad
also regular scheduled sessions for
employees on wellness.

Significant strategies

The focus of most of the organizations
is to provide rapidly precise &
personalized learning to the
employees. L&D needtobethechange
agent to facilitate implementation of
various products and strategies in the
new normal. A learning culture needs
to be developed using digital learning
solutions. Some of the significant
strategies for conducting digital
learning are as follows:

® Virtual sessions First and
foremost, we need to precisely do
need analysis and then meticulously
design a session as per the need of
the candidates attending it.

Secondly it is important to make a
virtual session interactive to keep
learners involved and not distracted
or fatigued with huge amount
of unrelated information being
presented. Polls, chats, whiteboard,
quizzes, demo sessions, etc. should
be inserted in regular intervals.

Length of the sessions should also be
carefully selected as per the content
being discussed. Also, hands-on
training, case-studies and experience-
sharing can be inserted at specific
intervals.

o Digital Platform for Self-Paced
Learning : It is important to have
robust web platforms to fulfil training
needs to employees. A good learning
experience on a digital platform can
be created by identifying learning
objectives in the start instead of
drowning them in irrelevant online
training content. It should not only
provide for role-based upskilling &
reskilling, but will also provide for
cross-functional skilling for career
aspirations of employees who want
to work in different verticals/roles.

This platform should allow learning
activities using presentations, videos,
games, FAQ, podcasts, quiz, etc. to
engage the audience. There should
also be a robust evaluation system
which will help in identifying the right
employee for a particular requirement
in the field.

@ Anytime anywhere learning
Learning is a never-ending process,
so e-learning content should be
accessible anytime, anywhere
(within or outside the organisation),
on any device like mobile, laptop,
and desktops. In our Bank we have
e-learning website which is easily
available to employees on intranet
and internet and mobile app.

@ Tie-ups with external experts for
upskilling : Apart from the Inhouse
designed training programs, L & D
vertical need to look at partnership
with ivy league institutions which
can help to wupskill in emerging
technologies like Artificial Intelligence,
Machine Learning, Big Data Analysis,
Augmented reality, etc. Tie ups can
also happen with Wellness and Soft
Skill experts apart from the domain
experts like IIBF, BIRD etc. This will
help to motivate and help employees
in not only improving technical skills

but also to make them physically and
mentally apt to handle the situations
in the new normal. Our Bank also
provides external training to trainers
and leaders for their development.

® Gamification in elearning
Gamification attempts to enhance
system, services and activities in order
to create similar experiences as are
experienced when playing games in
order to engage and motivate users.
It uses our natural desire of learning,
competition, achievement, status
etc. This is done by the use of game-
design elements like points, scoring
boards, performance graphs, badges,
levels etc. Gamification of elLearning
can produce big results as it engages
learners and can be used across all
employee groups like for induction,
skill enhancement, compliance and
soft-skills.

Digitallearning hasvarious advantages
like rapid deployment, it can be done
on short notice as no travelling is
needed. Also, it is cost-effective
which is very important in the current
pandemic where every organization is
trying to save costs. Digitalization of
various training related administrative
tasks also provides various insights
using training analytics to improve
learnings. Digital learning is here to
stay even when the pandemic is over.

Learning and development vertical
of organisations needs to develop a
culture of learning in organisation
which is possible when the training
subjects are relevant and training
mythologies engaging by using
learning tools/technology effectively
and robust evaluation system. This will
help in rapidly building capabilities of
employees which will be beneficial
for organisations in the new normal.

¢ Fareedul Hai &
Manish Pandya -
STC Bhopal
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One Message Received*

“Look up from your phone, Shut
down that display. Don’t miss out on
life, Live it the real way.”

It's an understatement to say that
the pandemic has affected every
aspect of our lives as we know it.
One of the most profound impacts
it has had is how dependent we are
on technology, and more specifically,
our electronic devices. How often
have your post-dinner evenings been
consumed by scrolling Facebook or
watching forwarded videos? How
often have you accused your son
or daughter of being a slave to your
cell phone while being a victim of
the same addiction too vyourself?
How often have your eyes ached due
to constant messaging, uploading,
tagging, scrolling, and networking?
All of these occurrences are a daily
story in our lives, where we need to
have our mobiles with us 24/7.

While the boons of the digital age
are many and undeniabl - how social
media helps us stay in touch with
people across the world, be up-to-
date about current happening, and
for many, now a source of bread and
butter given work from home models
- are these boons balancing out the
banes? Can we be sure that our lives
are not at stake?

Common Sense Media, a nonprofit
focused on helping children, parents,

teachers, and policymakers negotiate
media and technology, conducted a
study in 2016, to show that 50% of
teens feel they are addicted to their
mobile devices. Kimberly Young,
director of the Center for Internet
Addiction Recovery and author of
“Internet Addiction: A Handbook and
Guide to Evaluation and Treatment,”
defines technology addiction as a
habitual compulsiontoengageinusing
technology instead of addressing life’s
problems. For example, a teen who
instinctively pulls out her smartphone
whenever her mom begins lecturing
her might be addicted to technology
because such a reaction is likely a
coping mechanism to avoid conflict.

In ascenario where we are probably in
an irreparable situation, owing to our
dependence on our ‘smart phone’,
how can we hope to provide a secure
future for our to-be generation?
The need to limit our usage of our
electronic devices is greater than
ever, since we know and are aware of
its consequences. Now that we turn
to it for every need of ours, it might
prove to be difficult. But we were
living without it, and we sure well can
continue to. An excess of anything
is bad, and limiting our attachment
to our mobiles is a stark necessity
before we all lead ourselves to our
own doom.
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Look up from

your phone

“I’'m seeing more and more parents
who want advice because their
children are spending too much time
on screens,” says Frances Booth,
author of The Distraction Trap, who
runs family and individual coaching
sessions on “digital detoxing”.
“Families are agreeing to go one
evening a week without technology,
or a weekend, or to go on holidays
when digital devices are banned,” she
adds. Booth suggests that families
discuss and decide on a digital
“strategy” together. “When children
are doing homework, you might agree
on 45 minutes’ study, followed by 15
minutes’ social media.” If embarking
on a detox, she urges planning plenty
of distractions. “Cook something
together, take a walk, plan a holiday.”

In an attempt to catch up on all the
events of our life, we don’t realize
how much we’re missing out on. Yes,
the pandemic has been hard on all
of us. And it is a major factor in our
dependence on the screens but the
virus has also proved how fickle life
can be, and how quickly it can slip
out of our grasp. Our existence has
so many purposes, and our lifestyle
offers us so many opportunities to
explore. We should make the most of
it.

Cherish your family. Work on your
hobbies. Delight
create, imagine.

in nature.

Live,

Karen A. D’Souza
Compliance Dept,CO
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DECISION TAKING - an “Art” -

It’'s always an endless thought
that a majority of life time is engaged
in pondering our life. Irony is when we
see our life when encountered with a
turbulent phase, one may agree as a
matter of opinion that these typical
turbulences have happened due to
external factors sometimes but many
times it has happened due to our
own art of taking a decision which
we had inculcated deep within the
course of our life that too majorly by
encountering an experience. If we
go deep in thought and compare or
analyse our decision making, we may
get some hints of how exactly it all
had happened.

If we compare our decision making
with a river then Life is like a river, and
that most people jump on the river
of life without ever really deciding
where they want to end up. In a short
period of time, they get caught up in
the current: current events, current
fears, current challenges.

When they come to forks in the river,
they don't consciously decide where
they want to go, or which is the right
direction. They merely "go with the
flow." They become a part of the
mass of people who are directed

by the environment instead of by
their own values. This will trigger a
situation which often leads to where
one can easily feel that out of control
situation.

They remain in this unconscious
state until one day the sound of the
raging water awakens them, and they
discover that they're five feet from
Niagara Falls in a boat with no oars to
control. At this point, they often say,
"Oh, What or Why is this happening!"
but by then it's too late. They're going
to take same fall.

Sometimes this fall is/are of type/s:
< an emotional fall

4+ a physical fall

< a financial fall.

Or in some unfortunate situation it
might be a combination of all.

For this most people live what it was
called as a “The Niagara Syndrome.”

Also, one may correlate with multiple
common life questions like

<+ How did | lose all my money?
<+ How did | get so fat?

<+ Why did | have to go through all this
mess?

< How did | get so lazy?

Onanalysing a situation at the end, we
may find an answer that somewhere
we certainly didn’t plan to go and by
the time we realise what to do it’s
too late. The strong Niagara currents
pull us downstream towards the fall.
There is little now we can do at that
juncture of time.

In the authors philosophy (Tony
Robbins), it is because we didn’t have
our own vision, our own definite
direction and plan of action.

<+ We just flew easily in the stream of
life, without stirring in the direction
we wanted, while the waters were
still manageable.

4 We only realise we are out of
control when the speed of waters
increases.

Now up-to this it was all about pin-
pointing a problem of decision we
had taken; now how do we end in
that position?

The first and foremost, thing is not to
ignore the signals that life is giving us,
we all get gentle warnings, and if we
don’t react to any of them, till we start
seeing visible results. it is too late!

To avoid falling in places we don’t
want to be, we have to check if our
consistent focus and actions are
bringing us where we want to be.

The lethargic mentality of this person
is called “Niagara Syndrome.’

If we don’t plan, we will perish. Don’t
allow your life to come to the edge of
the Niagara Falls, to make decisions to
change; be it in health, relationship,
family, business, profession. Don’t be
blown by your unintelligent logic.

In the last “Kill the monster while
it’s small” is the simplest suggestion
given on the this entire Niagara
Syndrome. The earlier we learn an art
of capturing & analysing a situation
beforehand, the wiser the decisions
we may be taking to addressing it.

Don’t leave it to fate. You have the
oars to row, so row your destiny!

A.K. Agnihotri
STC Bengaluru
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SALIENT FEATURES OF THE SCHEME

The person appointed on
compassionate grounds under the
Scheme, should give an undertaking
in writing (as in Annexure) that he/
she will maintain properly the other
family members who were dependent
on the deceased employee in
question, and in case it is proved
subsequently (at any time) that the
family members are being neglected
or are not maintained properly by
him/her, his or her appointment may
be terminated forthwith.

The prescribed formats of the
application to be submitted by the
applicant, as applicable, are enclosed
as Part A (i), Part A (ii) & Part A (iii).

Regional Offices / Branches are
advised to bring this scheme to the
notice of dependent family members
of deceased employee immediately
after his / her death and advise
them about the requirements and
formalities to be completed by him/
her. Regional Offices are required to
submit the application along with
their recommendations as per Part B
and Part C which are enclosed.

1. COVERAGE

1.1. To a dependent family member
of permanent employee of a Public
Sector Bank (PSB) who-dies while in
service (including death by suicide)

-is retired on medical grounds
due to incapacitation before
reaching the age of 55
years.

e

ass'i'('o‘nate
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dege’n*dent
famllquvember
offan employee

(incapacitation is to be certified by
a duly appointed Medical Board
in a Government Medical College/
Government District Head Quarters
Hospitals/Panel of Doctors nominated
by the Bank for the purpose).

1.2. For the purpose of the Scheme
'employee' would mean and include
only a confirmed regular employee
who was serving full time or part-time
on scale wages, at the time of death/
retirement on medical grounds,
before reaching age of 55 years and
does not include any one engaged
on contract/temporary/casual or any
person who is paid on commission
basis.

2. DEPENDENT FAMILY MEMBER

Spouse; or Wholly dependent son
(including legally adopted son);
or Wholly dependent daughter
(including legally adopted daughter);
or Wholly dependent brother or sister
in the case of unmarried employee

The term ‘wholly dependent’ as
defined in the BPS from time to time
will be applicable while ascertaining
the dependency of the family
member.

3. AUTHORITY COMPETENT TO MAKE
COMPASSIONATE APPOINTMENT

3.1. Chairman & Managing Director.

3.2. Executive Director holding current
charge of Chairman & Managing
Director.

3.3. Board of Directors in special types
of cases

3.4. While dealing with proposals
for appointment on compassionate
grounds in  otherwise eligible
cases, where disciplinary action
was pending against the deceased
employee / employee retired on
medical grounds or if the deceased
employee was involved in serious
financial irregularities, embezzlement
of funds, committing frauds, etc.,
bank will continue to abide by the
guidelines issued by the Government
of India, requiring consideration and
decision in each case by the Board of
the Bank/Authority appointed by the
Board.

4. POSTS TO WHICH APPOINT-MENTS
CAN BE MADE

4.1. The appointment shall be made
in the clerical and sub-staff cadre only.

5. ELIGIBILITY

5.1. The family is indigent and
deserves immediate assistance for
relief from financial destitution. To
access the financial condition the
income of the family from all sources
including the family pension, terminal
benefits, proceeds of insurance
policies & other investments etc. and
the employment of family members,
size of the family & liabilities, if any
will be taken into consideration.

5.2. Applicant for compassionate
appointment should be eligible and
suitable for the post in all respects
under the provisions of the relevant
Recruitment  Rules.  Recruitment
Rules will mean the norms which are
in force at the time of making the
compassionate appointment.

6. EXEMPTIONS

6.1. Compassionate Appointment
under the Scheme are exempted
from observance of the following
requirements:



6.1.1. Normal Recruitment Procedure
i.e., without the agency of selection
like IBPS/Employment Exchange,
Recruitment Board of Bank, etc.

6.1.2. The ban orders on filling up of
posts issued by Government of India
or any controlling authority.

7. RELAXATIONS

7.1. Upper age limit could be relaxed
wherever found to be necessary. The
lower age limit should, however, in no
case be relaxed below 18 years of age.

8. TIME LIMIT FOR CONSIDERING
APPLICATIONS

8.1. Application for employment
under the Scheme from eligible
dependent should normally be
considered up to five years from
the date of death or retirement on
medical grounds and decision to be
taken on merit in each case.

8.2. While considering belated
requests, where, death or retirement
on medical grounds of the employee
took place long back, even five
years ago, it should be kept in view
that the concept of compassionate
appointment is largely related to the
need for immediate assistance to the
family of the employee in order to
relieve it from economic distress. The
very fact that the family has been able
to manage somehow all these years
should normally be taken as adequate
proof that the family had some
dependable means of subsistence.

9. DETERMINATION AVAILABI-LITY
OF VACANCIES

9.1. Appointment on compassionate
grounds should be made only on
regular basis and that too, only if
regular vacancies meant for that
purpose are available.

9.2. Compassionate appointment
can be made up to a maximum of
5% of vacancies falling under direct
recruitment quota in clerical cadre
or vacancies identified in the sub-
staff category. The Bank may hold
back 5% of vacancies in the aforesaid

categories to be filled by appointment
on compassionate grounds. A
person selected for appointment on
compassionate grounds should be
adjusted in the recruitment roster
against appropriate category, viz., SC/
ST/OBC General Category, depending
upon the category to which he/she
belongs.

9.3. Widow appointed on compassio-
nate grounds upon re-marriage will
be allowed to continue in service,
even after re-marriage.

10. WHERE THERE IS AN EARNING
MEMBER

10.1. In deserving cases, even when
there is already an earning member
in the family, a dependent family
member may be considered for
compassionate appointment with
the prior approval of the competent
authority of the bank who, before
approving such appointment,
will satisfy himself that grant of
compassionate appointment is
justified, having regard to the number
of dependents, assets and liabilities
left by the employee, income of the
earning member as also his liabilities
including the fact that the earning
member is residing with the family of
the employee and whether he should
not be a source of support to other
members of the family.

10.2. In cases where any member
of the family of the deceased or
medically retired employee is already
in employment and is not supporting
the other members of the family of the
deceased employee, extreme caution
has to be observed in ascertaining the
economic distress of the members of
the family of the deceased employee
so that, the facility of appointment
on compassionate ground is not
circumvented and misused by putting
forward the ground that the member
of the family already employed is not
supporting the family.

11. MISSING EMPLOYEE

Cases of missing employees are also
covered under the scheme subject to
the following conditions: -

A request to grant the benefit of
compassionate appointment can be
considered only afteralapse of at least
2 years from the date from which the
Employee has been missing, provided
that:

I.an FIR to this effect has been lodged
with the Police,

. the missing person is not traceable,
and

[ll. the competent authority feels that
the case is genuine;

11.1. This benefit willnot be applicable
to the case of an Employee: -

(i) who had less than two years to
retire on the date from which he has
been missing; or

(i) who is suspected to have
committed fraud, or suspected to
have joined any terrorist organization
or suspected to have gone abroad.

11.2.Compassionate appointment
in the case of a missing employee
also would not be a matter of right
as in the case of others and it will
be subject to fulfillment of all the
conditions, including the availability
of vacancy.

11.3. While considering such a
request, the results of the Police
investigation should also be taken
into account; and

11.4. A decision on any such request
for compassionate appointment
should be taken only at the level of
the Chairman and Managing Director
of the Bank.

12. PROCEDURE

(a) The prescribed format may be used
by the bank for ascertaining necessary
information and processing the cases
of compassionate appointment.

(b) The Officer from the HR
Department of the Bank should
meet the members of the family
of the employee in question
immediately after hisdeath




to advise and assist them in getting
appointment on  compassionate
grounds.

(c) An application for appointment
on compassionate grounds should
be considered by the Committee
of officers consisting of three; one
Chairman and two members in the
rank of Deputy General Manager/
Assistant General Managers. The
Officer from the HR department may
also be made one of the members
of the Committee, depending upon
his rank. The applicant may also
be granted personal hearing by
the committee, if necessary, for
better appreciation of facts of the
case. The recommendation of the
committee should be placed before
the Competent Authority for a
decision. If the Competent Authority
disagrees with the committee's
recommendation, the case may be
referred to higher authorities for a
decision.

13. UNDERTAKING FOR MAINTE-
NANCE OF THE FAMILY OF THE
DECEASED EMPLOYEE

O The person appointed on
compassionate grounds under the
Scheme, should give an undertaking
in writing (as in Annexure) that he/
she will maintain properly the other
family members who were dependent
on the deceased employee in
question, and in case it is proved
subsequently (at any time) that the
family members are being neglected
or are not maintained properly by
him/her, his or her appointment
may be terminated forthwith. Any
complaint in this regard will be dealt
in accordance with the provisions
mentioned in point no.16 of the
Scheme.

U In case of termination as stated
above, there is no provision in the
Schemeforprovidingemployment
to other members of the
dependent family.

14. REQUEST FOR CHANGE IN POST/
PERSON

When a person has been appointed on
compassionate grounds in a particular
post, the set of circumstances, which
led to such appointment, should
deem to have ceased to exist.
Therefore -

a) He/she should strive in his/her
career like his/her

e colleagues for future advancement
and any request for appointment to
any higher post on considerations
of compassion should invariably be
rejected.

b) An appointment on compassionate
grounds cannot be transferred to any
other person and any request for the
same on consideration of compassion
should invariably be rejected.

15. SENIORITY

Apersonappointed oncompassionate
ground in a particular year may
be placed at the bottom of all the

candidates recruited/appointed
through direct recruitment,
promotion, etc. in that vyear,

irrespective of the date of joining
of the candidate on compassionate
ground.

16. TERMINATION OF SERVICE

U The compassionate appoint-
ment can be terminated on
the ground of non-compliance/
faulty compliance of any condition
stated in the offer of appointment
after providing an opportunity to the
compassionate appointee by way of
issue of show cause notice asking him
/her to explain why his/her services
should not be terminated for non-
compliance of the condition(s) in the
offer of appointment and it is not
necessary to follow the procedure
prescribed in the Disciplinary Action
and Procedure therefor.

U In order to check its misuse, the
power of termination of service for
non-compliance of the conditions
in the offer of compassionate
appointment should vest only with
the CMD of the Bank.

17. GENERAL

i) Appointment made on grounds of
compassion should be done in such
a way that persons appointed to the
post do have the essential educational
and technical qualifications and
experience required for the post
consistent with the requirement
of maintenance of efficiency of
administration.

ii) It is not the intention to restrict
employment of a family member of
the deceased or medically retired
sub-staff employee to an erstwhile
sub-staff post only. As such, a family
member of such erstwhile sub-
staff employee can be appointed to
a clerical post for which he/she is
educationally qualified, provided a
vacancy in clerical post exists for this
purpose.

iii) An application for compassionate
appointment should, however, not be
rejected merelyonthe ground thatthe
family of the employee has received
the benefits under the various welfare
schemes. While considering a request
for appointment on compassionate
grounds a balanced and objective
assessment of the financial condition
of the family has to be made taking
into account its assets and liabilities
(including the benefits received
under the various welfare schemes
mentioned above) and all other
relevant factors such as the presence
of an earning member, size of the
family etc.

18. EXGRATIA IN LIEU OF
COMPASSIONATE APPOINTMENT

The bank has both the options i.e.
Compassionate  Appointment  or
payment of lump sum Ex-gratia
amount. However, the option of
Compassionate Appointment will be
used only when the other conditions
of compassionate appointment are
met. The Staff Circular No.5425 dated
08.09.2007 will be applicable for
payment of lump-sum Ex-gratia, if the
dependents are otherwise
eligible for the same.

Sachin Bansal
STC, Bengaluru
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s humans, we have a tendency to

focus on the negatives in life. Not
only does this have a negative effect
on those you are venting to, but it also
impacts your beliefs and subsequent
actions. Negative actions will prevent
you from reaching your goals.

A happy person is not a person in a
certain set of circumstances, but
rather a person with a certain set of
attitudes. Our dominant thoughts
rule the day and if we are constantly
thinking about a goal, then we will
take steps to move towards that
goal. If your thoughts don’t change,
your results won’t change. There is
nothing on earth you cannot have-
once you have mentally accepted
the fact that you can have it. Life
doesn’t reward those who refuse
to expose themselves to difficulties
and challenges. Jeff Keller believes
that words can build your future,
destroy your opportunities, or help
maintain the status quo. Your choice
of words will define your personality.
Further, when you believe you can do
something, you have the courage to
move forward despite being afraid.”
It is okay to discuss your problems in
an attempt to find solutions. Sharing
your bad life experiences with
friends and relatives can sometimes
be a positive experience. However,

ik

complaining about your back pain,
headache or flu won’t provide you
with a positive outlook as there may
be little in the way of solutions. We
are ultimately the average of all the
people we spend our time with. The
people we are spending most of
our time with will be defining our
outlook and future because they
greatly influence our thoughts and,
therefore, our actions. Keller invites
us to think of the saying, “Tell me who
you hang out with and I’ll tell you who
you are”.

If you want to be successful, you
must be willing to be uncomfortable.
If you want to achieve your goals,
you have to step out of your comfort
zone. The people who succeed do so
by overcoming obstacles along the
way. You have to stretch yourself to
improve.

As well as taking on obstacles, we
must be ready to fail. If you avoid
failing you can’t learn new skills.
Those who are successful are those
who have learned to fail their way to
success. In order to succeed one day,
you must be willing to fail today.

If you are positive and ready to help
people, then you will have people
going out of their way to help you
back. Therefore develop a win-win

attitude and actively participate in
groups and organizations

12 ruleswhich can helpintransforming
the modern understanding of
personality and improve your attitude
are summarized below.

Rule #1: Stand up straight with your
shoulders back

It’s interesting how connected the
body and mind are. Set yourself up
for success and exert the proper body
language. Stand up straight with your
shoulders back. Standing up straight
that’s two powerful things: It exerts
dominance and confidence. It also
shows that you accept responsibility.
Further research has actually shown
that a physical stature even a small
muscle movement can affect your
emotions.

Rule #2: Treat yourself like someone
you are responsible for helping

We deserve some respect. You
deserve some respect. You are
important to other people, as much
as to yourself. You have some vital
role to play in the unfolding destiny of
the world. You are, therefore, morally
obliged to take care of yourself. You
have to articulate your own principles
so that you can defend vyourself
against others’ taking inappropriate
advantage of you, and so that you are
secure and safe while you work and
play.

Rule #3: Make friends with people
who want the best for you

If you surround yourself with people
who support your upward aim, they
will not tolerate your cynicism and
destructiveness. They will instead
encourage you when you do good
for yourself and others and punish
you carefully when you do not. This
will help bolster your resolve to do
what you should do, in the most
appropriate and careful manner.

Rule #4: Compare yourself to who you
were yesterday, not to who someone
else is today



Be cautious when you’re comparing
yourself to others. You’re a singular
being, once you’re an adult. You
have your own particular, specific
problems-financial, intimate, psycho-
logical, and otherwise. Those are
embedded in the unique broader
context of your existence. The best
way to prevent this from happening
is to stop comparing yourself to
who someone else is today and start
comparing yourself to who you were
yesterday.

Rule #5: Do not let your children do
anything that makes you dislike them

Parents have to treat their kids in
a way that prepares them for the
real world. The fundamental moral
question is not how to shelter children
completely from misadventure and
failure, so they never experience any
fear or pain, but how to maximize their
learning so that useful knowledge
may be gained with minimal cost.

Rule #6: Set your house in perfect
order before you criticize the world

Have some humility. If you cannot
bring peace to your household, how
dare you try to rule a city? Let your
own soul guide you. Watch what
happens over the days and weeks.

Rule #7: Pursue what is meaningful
(not what is expedient)

Life is suffering. Enjoy it while you
can. We may be licensed to reason
in this way since there is no denying
the initial proposition, but it isn’t only
that life is suffering. Meaningful work
that we do for our vision and purpose
is the most satisfying thing that we
could do with our time.

Rule #8: Tell the truth - or, at least,
don’t lie

If you will not reveal yourself to
others, you cannot reveal yourself
to yourself. That does not only mean
that you suppress who you are,
although it also means that. It means
that so much of what you could be
will never be forced by necessity to

come forward.

Rule #9: Assume that the person you

are listening to might know something

you don’t

A listening person can reflect the
crowd. He can do that without talking.
He can do that merely by letting the
talking person listen to himself. So,
listen, to yourself and to those with
whom you are speaking. Your wisdom
then consists not of the knowledge
you already have, but the continual
search.

Rule #10: Be precise in your speech

Whenever you plan to achieve
something you must be very clear and
precise in your goals. Unclear goals
can create unclear actions which then
can create unclear results. So if your
goals are important enough, make
them precise so you know you're
aiming for.

Rule #11: Do not bother children
when they are skateboarding

Skateboarding is dangerous just like
how life is dangerous. So when kids
are skateboarding they’re learning
how they can take something that is
unsafe and make it safe. Now think
about that compared to other things
in life.

Rule #12: Pet a cat when vyou
encounter one on the street

People cooperate in groups to
gain security, safety, and company.
And competition within the group
promotes personal growth and
status. If a group is too small — it has
no power or prestige. And if it’s too
large, then the chances of making it
to the top of the group is very low.

Take some time to appreciate the
little joys in life, that’s what this rule is
all about. Take a moment to look up in
the sky and smile at a random person,
because life’s too short to suffer.

Kalicharan Das
STC Bhopal
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Importance and impact of training and
development on an organisation’s sustainability

he biggest asset of any business

is its employees. Successful
organizations are aware of this, and
they know how important it is to
invest in talent. Many studies show
that companies that have dedicated
employee training and development
programssee notonlyasharpincrease
in profits but also have a high level
of staff retention, which is vital for
sustained business growth. Employee
training and developmentis worth the
investment because replacing talents
is far more expensive than retaining
existing ones. According to a study
conducted by Gallup, replacements
can cost an organization around 150
percent of a staff’s annual salary.
Organisations do not remain stagnant
in terms of growth and providing
employees with the opportunity to
learn and extend their knowledge
is extremely important and is a key
to the success of an organisation.
Employee performance can be
significantly improved with training
and  development programmes.
Training and development allows
employees to acquire new skills,

sharpen existing ones, and perform
better leaders, since an organisation
is the sum total of what employees
achieve individually.

Training and development is the
method of improving the employees’
talents, abilities, and expertise to
perform specific work. It enhances the
thought process, which contributes to
better workplace results. Employee
training system should be acontinuous
and a never-ending process to reap
the best benefits. Training helps to
teach the vision and mission but
employees must put the training into
action to have meaning. Employees
cannot become more productive in
every sense of the word unless they
are provided with continuous on-the-
job training.

With widening skill gaps actively
investing in employee training and
development is essential for both
the growth of the business and the
workforce that propels it. Filling the
company’s skill gap through the up-
skilling and re-skilling of individuals
or groups of employees could be
the difference between thriving or

D

barely surviving through any change.
One of the biggest challenges faced
by business leaders driving the
adoption of disruptive technologies
is insufficient internal skills when
combining technology with creative
learning methods which will ensure
that teams learn new skills or re-
skills dynamically, through a future
oriented approach. As Employees will
feel more valued by an organisation
that is willing to invest in there
development. While this has a
significant impact on the employee’s
performance, job satisfaction, and
productivity, it also eliminates any
weaknesses that can have a negative
impact on the organisation and its
success. A sustainable employee
trainingand development programme
will not only train the organisation’s
current workforce but also train its
future leaders.

Further, some of the reasons are
impressing upon why employee
trainingand developmentisimportant
for organisation’s sustainability:

1. Improvement in performance:
If shortcomings and weakness are
addressed, it is obvious that an
employee’s performance improves.
Training and development, however,
goes on to amplify your strengths
and helps acquire new skill sets. It is
important for an organization to break
down the training and development
needs to target relevant individuals. A
few years ago, delivering tailored and
sophisticated learning experiences
at scale seemed out of reach,
but modern talent development
technology has made learning
personalization a reality. Approaching
workplace development with a one-
size- fits-all mentality is counteractive
to a growing, diversified workplace.
Employees need to be assessed on
and acknowledged for their specific
skills, technological fluency, and




learning approach. Agile learning
methodologies that focus on speed,
flexibility and collaboration are the
future of learning and development.
This is the approach that will enable
leaders to better manage skills gaps
by ensuring people are rapidly up-
skilled or re-skilled for the benefit of
work and business performance.

2. Positive employee retention and
satisfaction: An Organisation that
immediately engages in employee
growth and potential learning
opportunities-from the moment an
individual is hired to the moment
they leave-will greatly impact future
employee performance, satisfaction
and dedication. As an organisation,

we stress on industry specific
training and send many employees
for international seminars and

conferences that can be beneficial
to them. The hiring and retention of
talent can be an ongoing challenge for
employers, however one way to retain
staff is by providing them with career
development opportunities. Including
development program offerings in
employment contracts establishes
an employee’s sense of value within

the organisation, fostering loyalty
and ultimately increasing staff
retention. An organisation that

invests in training and development
generally tends to have satisfied
employers. It will be futile if training
and development become tedious
and dull, and employees attend it
merely because they have to. Hence,
employee should adopt the latest
training and development which they
can use in process and products.

3. Employee empowerment:
Organisations provide their
employees with a certain degree
of autonomy and control in their
day-to-day  activities. = Employee
empowerment can instil greater trust

in leadership, encourage employee
motivation, lead to greater creativity,
and improve employee retention
all of which ultimately results in a
better bottom line. An organisation
can improve customer service
effectiveness by empowering service
associates to take on spot decisions,
rather than having every decision
go through management. Recent
research shows that leaders who
inspire, ignite people’s imaginations,
and mobilize them with a compelling
vision are more impactful than
managers who simply focus on the
bottom line.

4. Increased workplace engagement:
Organisations that focus on learning
and  development can  make
important strides in supporting both
higher employee engagement and
organization’s growth. Employers with
higherlevels of employee engagement
realize that investing in training and
development is well worth it. Regular
development initiatives can help to
keep employees motivated, while
frequent training and development
programs will also establish regular
re-evaluation of employees, skills,
and process. Assessing current
skills and abilities within a team will
enable managers to strategically plan
targeted development programs that
consider any potential skills gaps.

5. Create a strategic development
plan: Creating training strategies
involves preparing your staff with an
advance skill set and providing trained
staff for your organisation. According
to the world Economic Forum, 50
percent of employees will need to
be re-skilled by 2025. As the skill
gaps continue to widen, employers
need to take the initiative in training
employees to re-plan begin with skill
and up-skill them. Up-skilling and re-
skilling efforts can sustain and fuel
company growth. In planning for

future growth, and creating training
solutions that target those goals,
learning and development needs to
collaborate with all stakeholders to
identify current and future skills gaps.

6. Emphasize digital learning: We
have to design a digital adoption
process that emphasizes the
importance of high level usability and
quickly picking up new processes.
The digital age demands agile, on-
demand approaches to training and
development. Today’s employee
works in an increasingly complex
digital environment. HR must
transform with digital technology,
offer timely training and personalized
on boarding. Keeping up with
today’s digital culture, training and
development programs will get better
results, improve productivity, and
make employees happier.

We can say that effective employee
training and  development s
fundamental to business success
and organisation’s  sustainability.
Data shows that 94% of employees
would stay at an organization longer
if it invests in their career growth.
Periodic employee training programs
serve as refresher courses for
employees, which helps sharpen the
skills they have already learned. It also
enables organisations to maintain a
high level of skill and knowledge. To
stay ahead of competitors, employes
must recognize the importance of
training and developing employees.
With robust employee training and
development programs in place,
employees will adapt to the changes,
giving organizations the much-
needed competitive advantage.

Ajit Kumar
Burla Branch, Sambalpur
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nowledge is defined as it is the

fact or condition of knowing
something with familiarity gained
through experience or association or
education Basically knowledge is of 2
types, Explicit and Tacit knowledge.
Explicit knowledge is the one which
can be systematized, standardized
and transmitted in a methodical
and prescribed manner. Documents,
database, e-mails, charts, web
are certain examples of explicit
knowledge. On the other hand tacit
knowledge is personal, intuitive,
contextual, and difficult to formulize
and record or articulate and is built
out of experience, stored in the
minds of people. It is estimated that
tacit knowledge constitutes about
70 % of all organizational knowledge
base but is difficult to identify and
convert into real value unless a
structured approach is adopted to
manage using intensive dialogues,
discussions.

Existence and success of an
organization depends on how best it
can deploy and manage its corporate
assets. In-general organizations
invest in developing the above
two types of assets discussed, one
is tangible assets and the other
is intangible assets. Traditionally
tangible assets have been considered
as most fundamental and important
for the organizational growth and
thrive, whereas intangible assets are
confined to play a minor role in the
success of the organization.

Knowledge management at
organizational level is simply
defined as organizing the
organization’s  information  and

knowledge holistically. In simple

A g, Sed-arE 2021 60

Role of Knowledge management
in the Banking Industry

words knowledge management s
the process of capturing, distributing
and effectively using the knowledge
of an organization for retrieving and
sharing of all of an organization’s
information assets. These assets
may include databases, documents,
policies, procedures and previously
un-captured expertise and experience
among work force of an organization.

Why Knowledge management is
necessary?

Knowledge  management  helps
the organization in gathering,
organizing, sharing and analyzing
the knowledge in terms of sources,
documents, and skills of people.
knowledge management is viewed
as a conscious strategy of putting
knowledge into actions as a means to
increase organizational efficiency by
identifying and mapping intellectual
assets, generating knowledge for
competitive advantage, making large
amount of processed corporate
information accessible and sharing
the best practices and technology with
the work force in the organization.

Key drivers of the KM tools:

> Rapid advances in the field of
information and communication
technology revolutionized the way
businesses are carried out and
knowledge intensive firms keen to
manage the knowledge reservoir
using knowledge harvesters in the
firm.

> Globalization led to extreme
business competition among banks
and financial institutions. Knowledge
harvesters help these institutes in
creation of new cliental base or
expanding the existing ones in the
desired manner.

> Increased complexity of
businesses, management, growing
industry competition and faster pace
of innovation drive banks to adopt
various knowledge management
initiatives for improved operational
efficiencies.

> |n turn knowledge management
tools facilitate continuous learning
thereby improving competency
profile of the employees with
respect to skills and knowledge
levels.

> Physical assets of an organization
tend to deteriorate in value
over a period of time, whereas
organizational value in terms of
knowledge levels increas over a
period of time.

Knowledge Management in Indian
Banking Industry : In the early days
of bankingin India, only a few players
were scattered across the country
offering a few systematized services
like lending, mortgaging and other
basic banking services. By late 1930s
after the introduction of RBI by the
Banking Inquiry Committee which
was given supervision and monetary
control over the scheduled banks
in India which paved the way for
establishment of developmental
banks, co-operative banks, RRBs.
etc..

Today banks are no longer restricted
to any particular arena of finance,
with rapid changes in global
economic  environment, Indian
banks have diversified into several
sectors like consumer/retail banking,
home banking, corporate banking,
rural development, Industrial
development etc.. However banks
in India, except a few private sector
new generation players are yet to put
in systems for creation, maintenance
and updation of suitable customer
database and use them for various
managerial decision making.

The need of the hour!!!

In the present digital era it is
equally important for the bankers
to be well informed when dealing
with the customers who are
equally knowledgeable and having
abundant of choices. Attracting the
customers and retaining them is
then a challenging task necessary for
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survival of the banks. Historically public sector banks in India though endowed
with necessary intellectual capital are yet to adopt certain knowledge
management tools for gaining competitiveness over their counterparts. This
might be because of lack of operational flexibility and functional autonomy.
Besides uniformly structured pay and service conditions without reference to
individual performance & motivational needs lead to low enthusiasm among
the workforce to adopt knowledge management tools in their work. Further
the compelling need to adhere to operating procedures killed the need to
develop customer centric services. In addition blind adherence to rules and
regulations without understanding the underlying intent killed the instinct of
customer service.

Thus the traditional work culture in public sector banks discouraged the
innovation and the desire for a better knowledge base. Comfort and
pervading sense of security also caused the resistance to any change from
the traditional approach to work. They should be reoriented to appreciate
the benefits of the knowledge management tools, by taking advantage of
technological, infrastructural, financial and management resources.

KM model for Banks : In the present era of technology and competition, banks
need to acquire, develop, update and make use of the requisite knowledge
of the business environment with right quality of man power. Developing a
knowledge pool, knowledge bank and updating the same from time to time
and make it available to the employees with appropriate updates is a must
for the organization success.

With liberalization and globalization of businesses, competition has become
the very core of business success of the banks. Banks must strategize the
competitiveness of their products and services in 3 dimensional patterns. l.e.

1. Cost leadership 2. Differentiation 3. Focus on development.

Applicability of KM in Banks : Banks are using more sophisticated techniques
to streamline and systematize their functions. Every bank is having huge
amount of information pertaining to its customer base, however it is essential
for the banks to be able to maintain the data in the prescribed manner so
that it can be processed to understand explicit, implicit and implied meanings
to evolve clear trends and patterns of customer behaviors.

> For Business Innovations: Knowledge management tools contribute
substantially for product and process innovations based on several factors
like changing customer perception, preferences, aspirations, profitability
considerations etc..

> For Risk assessment & management: Knowledge management tools
provide various inputs in assessing the risks associated with a loan proposal
with the help of knowledge discovery of data software. They also help in
predicting the repayment behavior, credit risk of loans and help in taking
sound credit decisions.

> Knowledge analysis: The process of identifying the specific skills
contributing to the success of a particular business entity is called knowledge
analysis. KM tools help us in identifying the differences between one bank to
other’s product in terms of its acceptance and success.

> Data mining & database manage-ment: It plays an important role in the
preparing periodic reports on the state of the market. The implementation of
KM helps the bank's management focus on organizational resources during
competition with other banks.

> Product Development: Knowledge management directly contributes to
the integration and coordination of units and divisions within the Bank, by
ensuring both Tacit and Explicit Knowledge is shared across the departments

§ and locations.

\\

> Customer partnership: It can
help achieve overall quality to win
customer satisfaction. Self-service
knowledge know-how help solve
problems that customers face in
more scientific and practical way.

> Employee reward recognition
& service excellence: High-end
technologies like Block-chain,
Artificial Intelligence, etc. provides
effective communication medium
among employees to share
knowledge and expertise thereby
promotes the concept of providing
incentives to employees in a
manner that is as per the ‘reward
and recognition’” policies. with
document & content management,
web intelligence, personalized
portal interface, communities
of practice, online discussion
forums, online conferences and
collaborations & KM  mobile
applications like instant messaging
helps to share experiences among
employees, improving the quality of
services provided to customers and
enhancing operational excellence.

Banking industry is at the realm of
sophistication. With the increased
dependency on IT explosion, banks
can gain strategic competencies
through managing organizational
knowledge especially the intangible
tacit assets of the banking industry
i. e people and processes. If people
and processes are not set in proper
orientation, then having superior
technology in place is of no use.
Hence cultural and behavioral
issues of the banks must be solved
first by adopting certain measures
like change in HRM policies to
incorporate reward / incentives to
staff for sharing knowledge and
considering such contributions for
performance appraisal processes.

We all must realize the fact that the
future of the banking industry would
be based on knowledge economy,
which is thriving day by day.

Aravind Mareedu
STC Visakhapatnam
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f not, don’t panic. As human beings,

we are creatures of habit, which
means that we like things that make us
feel safe and secure. We have always
been reading & taught that change is
painful, it’s not acceptable and we are
reluctant to accept the same. We get
perturbed when it shows up and tries
to shake up the bubble of comfort.

What
the path when you are lost in the

if the change shows vyou

wilderness; it gives you a podium to
share your views open & aloud; you
get ample of opportunity to join your
hands together in a conducive and
productive ambience, your success
is well celebrated and appreciated
across the network & you are groomed
as per the corporate requirement to
rise to the pinnacle of the fraternity.
"Are these making sounds weird to
you?" Even | was taken aback initially
when it echoed through my ears.

“Have you ever heard of such changes
in an organization undergoing cultural
integration of diverse employee
force?”

Trust me, Union Prerna is the change
of acceptability, it's the change of
individual  growth &  success,
makeover of its people, the strategy
and processes

through lens of
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digitalization, a gateway for the best in
the industry employment experience
& greening of an environment of
trust, support and encouragement in
the organization. The Union Prerna
is one step ahead gearing to move
away from biased decision making,
bureaucracy and layers to evidence
based HR, abolition of the sense of
command and creating an ambience
where talent innovation evolves

naturally and intrinsically.

Let me sail you through the voyage
of HR Transformation-Union
Prerna. The transformation journey
several

consists  of breakthrough

and achievements in the quest
the milestones
are wrapped in the adabtability of

digitalization after a long culmination

of excellence. All

of ice Braking exercises.
Role Clarity Tool: -

Measurable targetstobe percolatedto
the lowest level of the organizational
behavior wherein each and everyone
has to perform and excel. The Role
Clarity Tool is designed for alignment
of roles and re-defining the KRAs,
making subjective/non-measurable
KRAs into measurable KRAs to the
best possible extent. The major on-
ground issues is on role clarity that

'UNION PRERNA'
'CHANGE IS INEVITABLE
ARE YOU READY

FOR IT?"

the work done by the employee is
not reflected in his/her performance
appraisal correctly, is past history
now. Each and every individual in the
organization has to perform and have
a sense of responsibility & ownership.
The tool is live now and completed
the first level of role allocation to all
the staff in the Branches.

Target Setting Tool:-

The tool largely focuses on digitalizing
the target setting process &
incorporation of the credit bureau
data. It also leverages historic data,
RBI data & credit bureau data for
contextual branch targets along with
the visualization of the said data to
aid in improved decision making. The
target cascaded to the branches is
autoruninline with the performances
of peers in the respective SOLs. The
beauty of the tool is that there will
be no manual intervention rather
it consists of the system driven
guardrails for better adherence and
acceptance. There is an embedded
feature to capture approval
recording of deviations & exceptions
to build institutional memory. The tool
has gone live and the target allocation

and

exercise is almost completed for the
all the Zones. Going forward, the tool




will be accessible to all even on the

mobile.
Succession Planning:-

The succession Planning tool offers
a systematic process to identify
key leadership positions in the
organization and it identifies the
latent & high potential employees.
The tool will proactively spot the
right talent for the right role, at the
right time with intuitive succession
planning solution.

The entire exercise shall be carried out
under consultation with a Committee
for finalizing the successors and
ensuring strong pipeline for each
critical role.

Posting Tool

You could not have imagined, posting
exercise to be conducted through
a tool in an organization of huge
force. The dream has come true and
an automated Posting tool has been
designed & developed to enforce
transparency and visibility that will
enhance the employee satisfaction
& confidence. All the possible factors
have taken into consideration while
designing the tool like identification
of eligible employees for transfer,
identification of net position to be
filled in a region, balancing of inter
zonal & inter regional manpower &
finally recommending the finalized
postings. The UAT testing of the tool
is on the verge of completion post
which, it will go live.

Job Families

Job Families help to identify roles
across the several functions that are
on par with one another, capturing
the information required. The new

Job family process and structure is
one step ahead from the existing one
with more flexibility & opportunities
to learn, excel & grow. It is based on
the new organization structure and
specialized  skill-set requirement.
9 job families (vs. current 7) have
been created to maximize scale while
Mandatory

for all specialists & select generalists

minimizing disruption.

(5 years of min. officer experience
upto Scale 5). The entry mechanism
will be largely based on criteria based
allocation which will be measured
across performance, experience &
preference.

The tool which is in the offing
will have the option to have Top
3 preferences employees.
Algorithm based optimization for
employee & bank interests will be
done catering the demand & supply

from

management. Learning & upgrading
is an ongoing to sharpen one’s skills
for which a comprehensive grooming
plan specific to job family shall be
developed for all officers.

Reward & Recognition:-

A reward and recognition framework
aligned with the PMS so as to support
to design and build in HR policies
on rewards and recognition for
inculcating performance culture in
the Bank. The PMS to be designed
to support individual development
plans and provide system generated
inputs on key performance areas

which require improvement.

The process & features of all the
digital tools are interlinked in a
way that input of one of the tool is
output for the other & so on. The

beauty of the tool is the upcoming

Performance Dashboard wherein
just @ click, it will be possible for
you to have a holistic glance of your
journey in the Bank including past &
current assignments, appraisal score,
trainings, Performance comparison,

Transfer &  posting  accessible
anywhere anytime.
Union Prerna strives for the

aspirations of employee aligned with
the organizational goals, Training
needs of employee in line with the
organizational requirements, overall
employee engagement and retention
accountabilities and defining roles
and responsibilities, performance
management and measurement
linked with promotions and other
rewards and recognition framework,
managerial capabilities to pursue the
road to excellence with blissfulness.

Now by the time you have completed
your journey of ongoing HR
Transformation flavored with the
aforementioned digital tools, your
curiosity must have deep dived
manifold. Sneak out some time to
visit our Union Prerna Microsite. The
microsite is a repertoire of all the
ongoing initiatives and changes in
the existing HR System. The Union
Prerna team endeavors to update
the site making it more effective &
interactive. If at all, your queries
remain unresolved Please oblige us to
address the same on real time basis.

Life in a stagnant zone is easy breezy,
which is why it’s so hard to leave it,
but if you want to become more, you
need to break free. Let’s take the
leap and embrace the change & Trust
me when | say that it’s worth it.

Amit Kumar
HRMD, CO, Mumbai
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Pride Of Union Bank

Virendra Nanavati

It is a matter of great pride and pleasure for all Unionites that Shri Virendra Nanavati,

the veteran Sports Administrator, has been recently elected as Bureau Member of
FINA( International Swimming Federation) for 2021 - 2025 and he is the First Indian
to get this coveted position. He will be a member of the Indian Contingent for Tokyo
Olympics 2021 scheduled to be held in July - August 2021.

And there is nothing new in it for him. Shri Nanavati has been regularly going as a

Swimming official with significant responsibilities to Olympic Games since 1980. He
was the Treasurer of the Indian contingent in Seol Olympics in 1988, and Dy. Chief de
Mission in Atlanta Olympics 1996. Besides, he has been a part of Indian Contingent
as a Swimming Official in several other Olympic games such as in 1980 at Moscow, in
2000 at Sydney, in 2004 at Athens, in 2008 at Bejing, in 2012 at London and in 2016 at
Rio de Jenerio(Brazil).

A champion swimmer and a proven sports administrator, besides being a popular banker and an able Trade Unionist,
Shri Nanavati had joined Union Bank Of India on 01.02.1966 and worked in the Bank at Ahmedabad in various capacities
till his superannuation on 31.07. 2001. He was a successful swimming coach and an office bearer in Gujarat Swimming
Association before he was selected General Secretary of the Swimming Federation Of India in 1984. He continued in
that position till 2011. He was then Senior Vice President of Indian Olympic Association during 2012 -16. Presently, he
is Vice President of IOA.

Shri Virendra Nanavati is also Sr. Vice President of Asian Swimming Federation since 2012 and Vice Chairman of Technical
Swimming Committee of FINA(the World Swimming Body) for the period upto Tokyo Olympics. As Vice Chairman, he
will be the main organisor of the Swimming events in the Tokyo Olympics.

Shri Nanavati always says that he was able to do all these activities with great success only because the Management
of Union Bank Of India always extended full support to him. He also expresses his love and gratitude towards his
colleagues and all staff members of the Bank for their affection and support.

All Union Bankers must really feel proud that such a gem of a man like Shri Virendra Nanavati worked in this great
institution with them for over 34 years and gave his best to the Bank as also to the Sports which enabled countless
swimmers to shine in the pool. Oldtimers who worked with him in various branches remember him as an affable and

jolly person who was very sincere in performing his duties in the Bank and was always very helpful to everyone.

We all Unionites, past and present, are indeed proud of sparkling achievements of Shri Nanavati and wish him all the
very best in all his good work.

It is an interesting and sweet coincidence that Virendrabhai is celebrating his 81st Birthday on 19th July 2021 and is also
leaving for Tokyo.We wish a Very Happy Birthday to Virendrabhai and also wish him a very nice and successful journey
to and stay at Tokyo.

Enjoy Good Health and all your roles, Sir.

Heartiest Congratulations.
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Face in UBI Crowd

Inter office (Times Shield) B Division champion
Trophy receiving at ‘Taj’ by Srilankan
Ambassador

Receiving Trophy from MD
Shri Shri A.T. Pannir selvam

All india ‘Inter Banks’ Runner up 1996 at
wankhede Stadium Mumbai along with RBI
Governor, MD Shri A.T. Pannir selvam, ED shri
.Kamat, Test Cricketer Dilip Sardesai

Down memory lane
with Sudhakar

For decades, Cricket has been considered the gentleman’s game. Fine
pitch, critical bouncers,twist and turns and running shoes all around. A
game of exciting spirit with a billion strong fan base worldwide. Though
hockey is the national sport of India, it makes us wonder if it is Cricket
which deserves this honor. The excitement generated by a cricket match
in India cannot be compared to any other sports. Cricket is played in every
nook & corner in Rural as well as in urban cities. We can rather say Cricket
is the ‘unofficial’ national sport of India. Cricket in India is managed by the
Board of Control for Cricket in Inda (BCCI).

Cricketers in India have the status of Demy gods. Politicians, big
businessmen and film stars fawn over them, Multi National Companies
pursue them for endorsements of their products. As you all are aware that
the stardom, fame and glory of Cricketers lasts only as long as they win
matches. Indian fans can be very unforgiving as many seasoned cricketers
have gone through this trauma.

Today we shall wander in the dimension of cricketing memories along
with our Unionite colleague Mr Sudhakar S. Harmalkar, Manager, CSBO,
Treasury, Central Office who at present is the Selector of Mumbai Cricket
Association for cricket under 14 Boys.

1.When and how did you join our Bank?

s | joined Union Bank of India in July 1986 as a clerk in the sports quota.
During those days our banks Sports & Cultural team was at its peak. Our
Bank had a strong & rich legacy in Badminton, Chess & Table Tennis. To
name a few stalwarts of our bank who achieved laurels & fame were
Shri Prakash Padukone, Shri Kaushik Amighiya in Badminton, In chess we
had Shri Raghunandan Gokhale (Dronacharya), Shri Lankaravi, Shri Ravi
Hegde, Shri Pravin Thipse. And our Table Tennis Team was rocked by Girl
Power like Ms Indu Puri, Ms Suchitra Narkar, Ms Kashmira Gurjar and
many more.

2.What fascinated you to play Cricket?

s During my childhood playing on the Cricket field without proper white
gear, season ball was very much prohibited. Its sheer human tendency if
you are told not to do a certain thing you get more attracted towards it,
so was my case. | was fascinated by the game and used to endlessly watch
players play this magical game. Over the years It became my dream that |
should play cricket for Mumbai Team with proper attire, Net under the
able guidance of qualified Renowned Coaches.

3. We would like to know about your childhood? Initially what were your
practice hours & how did you manage it with your studies?

s In school | was not at all a bright student but | used to actively participate
in sports and cultural activities. After my SSC examination | was selected




for MCA ‘under 19’ summer camp.
Before this camp | had never ever
played with a leather ball. Our coach
T.S.Naidu sir saw my passion towards
cricket he coached me as a right hand
medium fast bowler & middle order
batsman. He corrected my playing
techniques from time to time. He was
my first guru who groomed me,it were
his sincere efforts which moulded me
and inclined me towards cricket as a
result | gained confidence. | started
playing sincerely and seriously. | used
to get up early at 5am in the morning
and jog at Shivaji Park, Dadar, taking
full 5 rounds of the ground. Later after
attending to my daily chores at 7 am
my actual cricket practice used to
start which lasted for approximately
2 hours. | used to practice with
my senior Pravin Hindlekar. Daily
| used to try 1000 different types of
catches, for hours used to bowl in
the nets concentrating on improving
my batting, bowling. As a result of
continuous sincere efforts | was able to
master this skill. And as | represented
my school, college | received a
scholarship  which  helped me
financially. | studied in Ramniranjan
Jhunjhunwala College, Ghatkopar and
represented my college in ‘Mumbai
University, west zone under 22” for
Mumbai.

4. Who was your guiding star in your
initial struggling days?

% During my initial cricket days my first
Coach was Shri Ramakant Achrekar
also known as ‘Dronacharya” who
was Coach of the world renowned
cricketer “Sachin Tendulkar”. He has
also coached stalwarts like Vinod
Kambli, Pravin Amre, Ajit Agarkar and
various other Ranji Trophy players. Shri
Ramakant Achrekar was known and
respected for his achievements. | was
fortunate that he saw a certain spark
in me and gave me ample opportunity
to play in different matches including
Ranji Trophy. | also lead Goa State
in the National Level & Ranji Trophy.
While in college Hemu Dalvi &
Balvinder Singh Sandhu tutored me.

Balvinder Singh Sandhu was coach
for Indian Railways and himself played
on behalf of Baroda. | feel blessed to
have received their guidance and am
very much indebted towards them.

4. Who is your Role Model?

3%
7

Sunil Gavaskar & Kapil Dev are
my role models even in the present
day scenario as their unique styles is
etched in my mind. Sunny remaining
on the crease without helmet for
ages and Paaji swinging the ball and
hitting the ball all across the field was
a spectacle to watch.

5. Would you like to share any specific
memorable moment?

s While playing for Inter University
at Chennai receiving Best All Rounder
Trophy from Honourable Chief
Minister Late Shri M.G.Ramchandran
at Chepock ground was indeed a
proud and memorable moment which
| shall always cherish.

6. Besides cricket are you inclined

towards any other sports?

s Well cricket is my first passion but
| love Badminton, Lawn Tennis and
Football.

in which
have you

7. As a sports person
departments, Regions
rendered your services?

# | have got the exposure to
work in Central office as well as in
different branches like Department
of personnel, Administration
Department, Panjim Branch, Princess
street Branch, Opera House Branch,
Industrial Finance Branch, Zonal Audit
office Mumbai, and at present am
working in CSBO Treasury IBD, CO.

8. What piece of advise would you like
to give to young budding cricketers?

s My sincere advise to young &
budding cricketers is that they should
stay focused on improving their game
and play as a Team, for one cannot win
the game single handedly whereas a
team sure can win a game. Cricket has
a very bright and sunny future due

e

to developing Hi—Tech innovations,

massive increase in infrastructure
introduced by BCCI Pan India and new
additions like IPL organised solely by
BCCI and thereby budding cricketers
get to interact with highly talented &
accredited cricketers.

9. Any expectation from our Banks
management?

s Yes an Unionite | would like
to express my gratitude to the
Banks management .Our Beloved
Bank has grown in terms of
Business, perception and with the
amalgamation of E — Andhra & E-Corp
bank its network outreach alongwith
clientel base has increased but as of
date in our sports quota there aren’t
any added stalwarts, who will host
our Union Banks flag . Our Bank has
given many renowned players and |
feel it should continue to do. After a
few years many of us will retire from
the banks service, as a sports person
it is my humble request to the Top
Management to revive the sports
association of our bank, appoint new
talent in various sports quota who
can add glory in the coming Olympic,
National Games, ensure our banks
participation which indeed will be
an over Whelming moment for us
Unionites.

Thank you Sudhakarji for sharing
your journey with Unionites. It was a
pleasure to interview you.

Friends, Sports are about those
incredible moments where sheer
human will and desire overcomes the
odds. Then why do we co-relate it with
Religion and spoil the very essence
of the sportsmanship. A thought to
ponder. Till then stay safe & secure.

Shama Salim Shikalgar
OL Dept. CO
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TARH f&@/Coin a Caption
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MTT3T DY Nfedh Bt & forv ARG R g2 at
foR SASIR B9T? IR 37U Hi-a1S W Sferdl T IR By
3R g5 ‘sulabhakore@unionbankofindia.com’ TR 39 TR
q FEfrd Rk va a7 ) ufehal § afear-ar ofide forgas $-
el . 39 30 UfAfY ‘Hures, IFRE uRT, IR 9@ offh
i, arg drIferR, IFRA §6 Wa, ad Jiitd, 239, faum
He= AR, RHAT Uise, 95-400 021 39 ud R H ufvq
TR ADd ¢, efivep ST a1 femal # U ST T 2. QI &
ORI} & folY STTT— TR REPR [ Y &, PuT AIc I P
IS 3TTeT &t TIR TR TR T STl 8, T SAMUD! REDR
& Y- R URT § GBI g b1 diept |t e,

STl By, UfAfAT Ted ot 3ifed fIfdr 2, 30 swre 2021.
REIECH

Does this photograph fire your imagination or
spontaneously inspire you to express your feelings? Then
what are you waiting for? Start keying in and e-mail us your
superb, classy caption, only in one or two lines, relating to
this photograph at ‘sulabhakore@unionbankofindia.com’.
You can also send your entries to ‘Editor, Union Dhara, Union
Bank of India, Central Office, Union Bank Bhavan, Ground
floor, 239, Vidhan Bhavan Marg, Nariman Point, Mumbai —
400 021'. The Caption can be sent in English or Hindi. Both
the categories have different prizes. Please note that this
contest is open only for the present staff members of the
Bank.

If your caption is chosen, then you will be awarded a prize
and your caption will be published in “‘Union Dhara’.

Hurry up, the last date to receive entries is 30th August, 2021.

Editor

T YR WA ShHTeR. 155 — 6 &’ GEERR STH TRTGHeHRAl

g | =l mve h TS

wm | f T sftearede : AR I T oft sreren <t omfie &, HHTR

fgda | ot Tk &t : U@ & v, = gt Tofl TSR STy ¢ &1 1.9, faemaEy

g | ot oo AR fae & w L T oft §ueh AR : IFUTeH fawm, .1 ga8
geft T ot : el e e, fogl il

TicaTeEd | ot Sk T ;& L TSTehie oft AT FUR : &. h1. Al

E"".
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fg. 22 9, 2021 =1 A s 76 Sfean o THUE M NRaH TETH TS ATFI YRR IeeA, FST S At b e
gfafyd wrd e To (3Eeiv) grr WehRl & ortd fomem e B, 3 QR IR S 31 sfean i sTseie g
a3 | 9931 ®9 8 RN 169 s geiu ZeTatist STaT$-2021 % 316 W M R T3, = o o1 sfean
1 AE T HEAT H "2 Td (SR oal o SN IchE Y&l HRTG( T 35! SNGH ToEH Sl AT H o 18
3eh TATET =g I 83T 2.

= dl.x (RET] e PR
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Union Bank of India has won 4 prestigious SKOCH Awards - 2021 awarded by SKOCH Group under Cyber security domain
as follows : 1. SILVER Award for Application Security Centre 2. Semi-Finalist Award for Application Security Centre
3. Semi-Finalist Award for Data Liquidity & Protection Centre 4. Semi-Finalist Award for Cyber Defence Centre.

The Awards were received by the Bank during 72nd SKOCH Summit and Virtual Exhibition held by SKOCH Group on 20th
March, 2021

On 16th Feb, 2021, Union Bank of India was awarded 'Best Service
Provider' in Human Resources and also the best institution for
‘Excellence in Learning & Development' at 29th Global HRD
Congress awards function held at Mumbai.

Shri Kalyan Kumar, Chief General Manager, HR was named as 'Chief
Human Resources Officer of the Year'. Shri Vinayak V Tembhurane,
General Manager, HR, received the coveted award on his behalf.
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Shri Rajkiran Rai G, Managing Director & CEO, Union Bank Of India, flanked by Shri Gopal Singh Gusain, Shri Manas
Ranjan Biswal and Shri Nitesh Ranjan, Executive Directors, Union Bank Of India at the Press Conference held in
Mumbai today on the occasion of announcement of Q-4 Financial Results for the QUARTER/YEAR ended March
31, 2021.

On 17th March, 2021, Union Bank of India has entered
into a strategic alliance with SMC Global Securities
Ltd., a retail brokerage house, offering online trading
services to Union Bank of India customers through the
portal www.smctradeonline.com apart from Desktop
& Mobile application. SMC has presence in more than
550 cities which can service Union Bank of India’s 9500
branches.Shri. Asheesh Pandey, Chief Operating Officer,
Union Bank of India and Shri. Ajay Garg, Director, SMC
Global, Signing MOU.

IS ARG JFRF URT (3% 1 HANC TEURAD) & FAGQIdIA DI 9 DIShd DI a3l AN
f. 29.01.2021 I AT TAT. BRIHH DI ALTEAT AT BT FHR, T HHaUD (A1.4.) GRI DI 8. 4 spe’iy
PR R, Iu Hemeyd; 4t Tae fheR SiferT, Aere AemeUsD (JISTHINT) ; ST, el B, Hued (IR URT
T I Jor) P AY ARG HRAY R TR AN 3 T H SRci-a=g Wi & A1 Pl 281

UNION BANK OF INDIA LAUNCHES 'UNI-CARBON CARD'

Union Bank of India launched "UNI - CARBON CARD", an HPCL co-branded credit card on the
Rupay platform of NPCl on March 26, 2021. first of its kind with HPCL, a major player in fuel
retail and the cardholder certainly be benefited. a contactless - "Tap & Go" and an NCMC
card in line with Govt. of India’s directives. The card is offered to salaried and others. The
card limit offered is 20% of gross Annual income with minmum of Rs 50,000/- with no upper
limit.




wH.H. U ®.3.30. oft TwifeRtun ¥ Sht. 1 eiEEss 9 (19-21 wad, 2021)

gl @ .30, St IShRer ¥ SH A oRaees sradt o
PRINT T =i ol Tt Hifcn § daifa fhar. 59
IR R TS 37ee] Y9G U FIIaUh &t it B8
Tq RTS8 W, A HA ER gae off ff ufed

Jeg K fIeRor IR Srishd H rIRiAl @1 o1 faaRor
SR IR I & T w2 pa = ; @ @
W3, st IefdRer ¥ S w@ feee SRmE T
frcemer, S uea, #ft Rra Rig grr fovar ma. e 4 &,
TR 3 W, At Ieia e @ o, &7 W,

it FAY FAR I,

|1
| —
= IRH 5 gR1 st I S-ufy e & o @
RIS 3Tl B TCIh ol oRT Uhiad i T T fT
Job &b Tt va Higan off weifeheur ¥ Sff. gRT SR WA B
AT, A AN ST BT IS &l T,

AT T W e ™ o gRaT § e
T BT JURY B g, T AHfepeor X S,

£

b & TSN Ta 330, & SR ¥ ST GRT IR d
o URIR, oRETS & GRER H gerRiaur famar .

.31, Td 3.3, b T GR B GRM 19 TR 2021 Al
% 71 IIRES I5Y T T2 TRETY ISThid FgTaererd
Y f3RTear aATSsN @1 et fr. AEsSRt 1 SgETed
SIRES & geegnHt, o o R 99d @ SWR wed
& geIwHl, AN ST GRT d & el Td A1Lal,
St iR ¥ St bt IufRfcr § agsreT wu | fpam .
T GHR R 9 & gt idel wqw, ot Isia frsm va
RIS & T, St FAY PR g S +ff IufRd .




PMSVN, Mudra, Retail, SHG, Etc Schemes camp on Women's Day i.e. 8th March, 2021 approximately 100 Sanction
Letters were distributed by Hon. CM Mr. Shivaji Singh Chauhan and Regional Head, Bhopal (Central) Mr. Amreen Khan.
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&.P1., TINRS & Achid R IioT FeRISTIR Hfdreor
TR (RSETI) GRIGCR werel g1 diF et faetst
fafSie Areser Hfrawr rigH @1 SRS &, 4-6 9/
2021 T T 1. BRI BT AR 57 AT PR g,
T Al BRI, Fbar 9w, &, @1 ; sft @
fo e, efget wiRg, 3. 1. aruRd; sft sTHg FER R,
& U@, YANR; A SHGHR, Swuft Rie weru,
QI 3ft GefiepuR, RSETI SaTeld gRT S0 Feaford o
fohaT 1. 39 STERR W &t Y PHR g, I Al
Wwwaﬁrﬂﬂﬁ'ﬁwmw.

aNphis dden b goend st . o e, &
TevEY®, aRorT; st qgdR TNIe foad, Su ed
g, aRIORe, St s pAR Rig, & R, SRR o
Sa goaferd o) .

&,
-
St

R e e R

if
4 3
3
e 7

YR WRBHR & IE grfior sefifaer ffem’ & sidaid
AR YRT & &I BT UTH IR T JTHI01 RIS AfgeAra
P HUHl BT ATBR PR b ST | 02 R 2021 B
icraret # TRl WERIAT Rl H KU il fIfR @1
M b T, 39 PRiT § e delaex, Y e
RIS, UF I g AR . #ff oTR. &, ST, 3Ed

vg, SR, H SRR AR AN, &9 TE I,
TS & 7ot fprg 3firprY &t ofidber ) amffay ar

SEiEaNRERCHE Ea A



f. 9 wRa, 2021 @ TR I T T AEH
TRA IO g & Sudledy # aAuE. fgh o
RN I3 B Iuferd gt sferet dem §i|r du-t &

S - L

IR §% WICH, Fod, @ S gNI a¥ 2021 &
SFERl, WRadl Ud AT HIE H W dSedl o &
coa-cfN, defic Ud fobbe  wfcRNfiiena o
SRS e 1T, QIR Seh Wel HfcRITST 2q
REHR-fIaver TR w fia i &1 diephos
HRIHH SR TR TT, FHRIE BT T A
GRT feparm T,

f& 14 ®RE 2021 B .HT., YIRS RT RSETI
TSIE H ¥eTh ISl Ug S UNaR & Jeai, Afgernai
I 91 g WA AR UG Hpiciep DRI BT
SIS R .

b P 'Pled Hel AMPE & ST 26 AWM,
2021 & ¥H Il Bl qol e FaRd a=d

gQ, i 311 S, SU 3fEe yad, fogt.

£ i

& 1 MU (Jcet) § .09 Ard 2021 P AAdT TR
a1 § Ree shfse & &1 e fova Tar. & o &
TEIvE Y, A ST a1 Ud & @, 4 sifeler
PR GRT Ty TR raT e Y 18 qem emarsi
D R & AT UH o= & fory Uieartea fopar .
HU H AT 1 PRIS DY &b et KT ANferiagsT gy,

!} 'E - * P

(W), TR gRT 15 SHaRt 2021 @ ‘dfied vl de<d
AR Fy-dies Ty’ & erwiiRial gg eriemer &1
STRIIST R TRIT T STIRIIT o d9 FFSIR pls Feaw
IR e Q. S Sreaiford &R RIS T IgHTCH el gU
st dgar Sft, U Nefier, sft e IR R,
& v, 2 SHY FHR, sl el seee.




P T b AT URIR &I g . 24.03.21 @1 &
Ty |, 2t gt PAR, &F Ww, 79; A Sfia R, &

5t I PHR ST, & FEHaUD GRT ISR &5 BT SR
foharT TR, & HETwEUd A IH PR SR 9 & H e
5t SRS PAR YR GRT ARIT TR & F1Y FHie §3b
PT SIS BT T, AR | 58 P A drel Al
TRl ! T O g fies <o eI foham

f& 11.03.2021, &1 IRET afke o & @R

wR f & i aften 9w o RAIfeR & sreRR

R FARE st e g, &9 HEmeus,

&t ST, SR, & TR, U1 AT 3 TU-HRY S,
—

e 021 78

&P, MR gRT 07 HEE, 2021 P He S dieta
IR, 3TFRT o $hisT ¥rel TR H3Aqut fohche H &1 SRIeT
forarr 1. I H3fiquf #9 I e el Prafer & S
TAT oI B Y b S WAl 1. BT Hd IWRT
e W& wYRT f7el Y aarail & SF & g et T,
RT3t f7er Y 9mRaTent Y S gRT fasr U Y TS,

ol M PUR MM, &F HEVEUD; S IR PR
U, & WA GRT ‘S0 TRl THE-IRe, 8.3
SCAR T ISHTC BT TN, 9 FaeR W 4ft faae Hiom
SY &7 W, 2 PRI IR, FED TgVeed () ;
it ORST omf, T Uerud (FRA) & A1 &A1 PRy
& T T 9T JE SufRid .

f& 11.08.2021 @I geT H AR 0T RIRR & =R
TR 3T IR-FHell | arareff o1 SHor wfpha B gwaraS
U< B 7Y AN et Heiet, & HeIvED, I U1 HY
4 Fasft SiheA. S, & TE, UeHl, Yl PER, 9 &
T, YeT, .S, THT, gD AgHeYd, TR U, S’
PR, T T9U®, qINT IS AT,




f&. 13.01.2021 =+ BAR &% & HRUCH (@,
off fogmer fasm & geaew gR % SR T wfdre
g, YaE H TR foRm 1. 39 STEER W YaHm
IS o HETIe-eeh, i Tehid UM T % Ti¥neqo
g IR, ot T AR FaeeT |fed avd wh 9e

T fead o 3TEE W WILY.h., a4 o A0
g T, o g AR fieeT g saSTiEe feRn T
o shg o TUEd T BeET AU UNER afgd sufea
®.

fg.18 weat 2021 W1 #ft 3T PR, &.1.9. Hicihral
% H-HAAT H TR (T -3T1YT) ST o T THEK
Igared foram . Ty # 3ufeerd off we wRg, &
THE FEST; A To $AR fw, 3 & ygE wee u
I Ya-aeh, off TEATY S9Sl (RIS S,

2. 11.02.2021 ! THU=ST § KT I ST ¢4 o foIw
&1.h1., UL HIcAHIAT | shige KU ffew 1 A=A,
oft I AR, & HeEysh; o nfd HAR fi,
&7 THE 3R ot 37%v A, 3U & yH@ i Sufeufd
o o srenan ufn, gea 3 qistedt g feha .
3 Shige U H TR 3 U % KU THihid Tl
forafea femam .

A ¥ gl )
yfeRnfiar 2021 & ol Tr.9.%., Ya4X I T2 = 0
AT R | Haos o ug gfverr geen sae
(aeam) o fIe wom quehr & g TR T

|



26 SE 2021 H &L, GOR § T W6 dow
I uiEr o feam o SRS ® Wi for. 39 e
y@, *ff RS Igadt 4 easig R

26 SHedl 2021 <l &.1., JeT Hiaehar § Tt e
Heei 3 quiar Mord- fead & s | v form.

THER (i)

fS. 16.01.2021 & &84, MR, 2 vHIg PR
A ERT &1, gEieT BT ST AT T, 39 3R W)
& o orefi |aeft rRarett & erar wHwEl it Feflem dow
BT AR 3ATerTe A1 A fhar T 8.1, JeEiar
qor SRy eRATeAl g fIHM h PRI-WIfT R F=@i
o1 it T STER W & W, At wegeid Jgidt, 39
& T, S FIRSH el 7 &7 H PRISR AT i
STHHRY & WY,

|

BIeht IcTa 1 SRS feRam T,

f2.06.01.2021 &I |t araT wREl & oy SRR
Y PRITR FHIET 43 DI egarar 57 g AR
1, &7 HESUD, Dleidplal g st mis YRGS, &
T, TIAST I IURRIRT | &I 3. d5% H ‘ATS §, A8
BT P & SR gael &F &b UCITR HeaT Rl
T 800+ W Wiet 1A oy & TRIMeU® GRT S
T o .

¥y
724 MUIA T & AR R §.PT. geig b GRR F
T foad THRIE BT AR fhdT TIT. 37 37a™iR
WR & 9, St FgSiia At U ARel wg, 4 |t &
81T ¥ EaoTRIGU IR XTF Ud SfAe & Ui ST h
forar. 7o A € Afdem gRI A v Hifers SiftmRt
3R et @r g: R fam T,



f&. 04 ¥ 08.01.2021 T& ¥ GRT IAN MY 'JFRIA
e HEIAMA 91 AR & JHid SSiar & |
3T WRHT ¥R W T T UTH fhar. 39 aFeR
SuAfeY 2 & 12.01.2021 &l Hh-HIC PR ST R
T, $99 SRR W & W, 2 dshia Jeidt @ Sy
& g, 2 e el 9 @) Hwstt i iR iee
&1 1 RIS Dl

f3. 01 SFaRt 2021 @1 &1, TS § Fafia @mm
PR & T STROhdT Sgi /g Tt vers dewat (afger
W@ qoY) T i IR I HRIAIT § AgHIar &,

3. 04.01.2021 3 ¥ fafafr & w9 4 vH
fopche T T RS AIRIS &R & b A fohar
T, SR goy T 9wl & A1 Afgel e
eIt 7 |l 9¢ IgR e for. 1 8 Wi &
f7 77 ufcrfiar weft 3. fosiamst @1 & wga
ST 3T HRIS GRT YRR fepaT T,

Haga dm Lm L Baan

fS. 8 SRt 2021 1 AR¥D &5 DI Teuirel ‘IFaT
Tgadt’ o1 famee, sider wk s vig PER TET gRT
2T TRIT. 9 STaRR UR ATRID &5 & & U@, S 3fford
RIS, IU &F T 2 TS Adbel, AR T A 3
Rt T& STRET Heeidh IR .

it (gd srenm ), arg, sngef aar H diew waffy
IISHT & Sfaid WRaR & ‘F ot e e’ @
ST ST /AT, guT (UfEm) i fafte aratett § 39 yeR
&b Y $HT P 7TEIH | 850 A 31p divH wfHIY
& WA Giel T 3R 32 RIIR Pie iR Jutars ameet
& AT ¥ ffied giotae™ oA & fore Miearfea faman

&§.P1. ISThIC H 26 SIHeRT Bl U fSasT & TR R
#ft gy PR 2farca, & T Ud SuRRIT JH Feh
NS

. 81 Frem um, THE-AE 2021



fS. 18 SFaRt 2021, B &.BLYY (IBH) GRT P!
IRaT H ‘@Te Hell| RN fhaT W, ‘Hrg Hol’ H
I A & dR R st T o, Agmeyes, Red
e AT Sfear, S TG $HR THT, &5 HeIeeD, ol
SR 3z, &ft oft. . g, & uw, & pRied
O (), it ey 7fd, & v, g (9fe) SR
fafirer erRaTatl | 106 UTgeh SRS H QMmHet g

f&. 26.01.21 @1 729 MU g™ & 37EIR TR &1 G
& T gRER & T § st uieiet S, & T, gRa
SR &asT BexT 1. 39 BRI J &Y ke IR, Su &
T, R4; St 1T PR, TR U, IR ; S 9RER
78, AgIe He1 vt T4 Il Y, IR 97 (3-Did)
7 off o faER ek fobu, &aT. T RA o’ Y eraraAt
&b FH W UG R,

greft Ronma oRar 3 R
o D SHERT TTE § T faaRa
fpar, R o mfgersn
© F 9INH BT IUIeT gof &l
pererar & fag,

iR U, S -ArE 2021 82 i

&.31., AATGR 7 Tfcas &l TR
9 99} 9o T RifdeT s
IRaT gRER § 72 af M=
v gufgsr & @rer 7=,
9 PRI BT TISTRIGU &
v, A PR g wRer A
fopa. Rl | U U 4
. U & e, A eER
THT, HERB HEWEUh; i
. . W MG R, g
. TEeeh, AT SHIpH FURTSTT,
= S TErgR R, waiRieed
"RECEINE I A S
g IFRE S P FIh Ao
off 9t dean 7 SufRd R

& go (ufEe) gRT Ad fRmme § emanfa fasy Mo
PHOT-THTT U (YerH el ugde fafies),
I wWrar e () safacma Ursde fafies),
Wﬁﬁl%ﬂf(wﬁ@ﬁ)aﬁw.

f3. 13.03.2021 P! 3EHEIC H AN 3R &1
fohehe IfCRITITT & 4eT 9 o &1, 3 &I & 7 S
Tt i



f& 26 SR 2021 B TG a4 P IuaeT H &F
vgE, S AN RIS GRT &1 AR b GReER A

EIIRIGUT  fohaT T1IT. S99 3TeRR TR IUFRIT FeTh A,

fS. 27.02.2021 &1 wurEsN W@ IS & e
faafa fhy 1. 39 SR W 2N B, T TEUD,
8.3, I AT & T PAR, 2TRET W, SUAT SUNFR
RET JUFRT .

3. 15.03.2021 @I g9R W&y Qe vg A3.8Mm,
sft o7 fopRor ¥ Sft. & R P | TR, fAorarsT &
U gRIR &1 IgaTe fhar T, Sd |1 8, fasmarsT
gt v, st Y. sE Ygt, S s wk st .t
@, fasrareT & &7 wwE, At o W 3R WA T
(FER—I% Hel Javud), it quam.

f& 26 AR 2021 @I &P, FEREA GRER T gleft
et qHRIg BT AN fhaT M1, 39 3R R &
v, it Hefta aHi a Prafer™d b I T AR,

2 25.03.21 @I §& & A TAIMR AT & 3iaqd
HIER RaT 7 wfde R, ieR & et
Pl Thel 1 AR PR 8Y, Thel 1 fGaRd @Rd 8T
ff rrReT Sivelt, STRET Uees, AR 9TRT, AT H SURRIA €,
TTIfie e & farered Ud AR 9RaT & T e,

3. 11.01.21 3! fYoRaMeT et & |t & § PigA
T IR fobar T RSRIH @ T 47 dRg IR B
Bl fGaka oy M. aTEedi @1 T I3g INIR |
PIg dicd gy, &ft &t sfifary Agt, & HEmETyS T
it 3T AR, & T, faerRaTEH.

83 Jie am, THE-AE 2021
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fe. 8 wRadl, 2021 &1 &ft IR ¥ SfY., Y e Td g BRiTed SIIBR GRT deRTd! SR & SR &1,
ST GRT SRR ¥ 966 Bl Al fPa1 TIT U PRIGR H IPE BRI (U1 P aTelt ARATal Dl JRpd
o 1. 39 SfaR W Aft & AfE @, & AgWEYd e S S, PaTal, &F WRd, Serdl Ud &SR
T oTRATall o aTRET WG M SufRd o,

THIHUTAH Ha9Teh hi T1.U.h, ge0die 3l

f& 12 o=t 2021 @1 &7t A9 AR W, HRIUTASD eed GRT ¥CT. U. P, ZEXEIG DT QRT haT TI1. 39 SR
e g & R URER, AN Be @ R Harfes WA g ufder Al o1 e fhar ger g B Jeant & IR
ot ft P, 3T AR W &F 7g1 TeUD, 2 IRAR 79 PR, 50t AT PAR, I ATHIUD, A I FHAR W, FID
TRIIEYD AT g THRT, Sl fveer dmieRt gRT ST FarTd fopar man. 4 fiier AR Wi, Sriured e gRT
&g uRR H gaRigur Ht fosar T,

f&. 06.01.21 @I AUREUET 3T & AP, §F1., fRoaIdR @1 SR THOITHsN, e &
fi &t siifiam 9gt A &, FifeTer & oSG Ao, st wy @) aTeRgERE g1 R 20.03.21 @
SRCEADE! ARG P Y URER PN SEICT 0. T gy . iofiom, ot w0 & arorgHREE; &5 v

IR TN qgve-4eh & A1 Te ¢, #f T Saey, 8 ST afia _

_ Tl &; U &5 THE S PN A
T ; St & ddHCaRT 19, IU &5 YW, BIfhTST al el e S e
ITRET & T TS, '

e aw, FHE-AE 2021 84




Shri J J Mohanty, DFS Observer distributing sanction
letters & QR codes to beneficiaries under PMSVANIDHI
scheme on 27.02.21 at RO, Visakhapatnam. On this
occasion Mr. B. Srinivasa Setty, FGM, Shri G.N. Gami,
DZH, FGMO, Visakhapatnam and Shri Ajay Kumar, RH,
RO, Visakhapatnam are also seen.

3 o ot IITRGIHUIH, &I "Iy 6 3iKel T
WP GRT agaTdl U A JeaTen] Il & 1 GRER
&1 SgETe o T, e H SufRRd 7, s € agHe

VE!, TEEYd (SSTRST) B Hied, Gas.

0 g¥ & 3R WR &.P1. DINHIS § PHeh Plehy I
T I e, Y § Iufeyd, st o qrawen, &5
TE Ud 39 &7y, 5t & Raes

LOAr -
i -I.

Shri V Murali, Regional Head, Tiruchirappalli addressing
the gathering during Retail Loan Mela conducted at
Perambalur branch on 24.12.2021.

831, fea-iaqy § 72df T fad F9RIE 9
YHYT | R T 9 3R R SR 2wl sfiepat
TeT b, &3 U, R&T SIUPRT 3R A uRaR U
T A,

f&. 08.03.21 @ .1, froRRIIE gRT SieRIfT Afgat
g & AR W ‘wH@t Afgerstt AT g
R’ vy R o AfeR # faow aifcrfey, sfiwch
geefielt feegmmem, wiRaiRe FemedR w@ forr 9g
SfieT epleret Hferare el AT el g A1 it Gerfor,
e weud, st df enfHml, gE meus(dadar),
2t ST ST qUT IU & T, 2 e 8

Shri V. Murali, Head, Tiruchirappalli

Regional
inaugurating the new premises of Eraiyur Branch on
27.01.2021. Also seen Shri K Shesha Sai Kumar, Branch
Head, Eraiyur branch & Members of Team Eraiyur.

w



T o ITHR WHIH AR IR

ey T H UH WEgd 8 e
yftret T 2. 3T &9 S ATt B
o oféat o g @E-TH fhE YR
BT =Y. GfiéEt 1 dew @m-TE %
foer & ge@ Jgaty 2ar 2. 39 Hew
T S oft @R S g 98 AEE 8 U=
ST 2 <Rifer e &Har 3= Ed 2.
ITER | T YeH A et <l <l 39
e § IS T =8, 39 0Ey
T BH aTefl TS 6l 3R 1
q adl-m, gEdil 3 e St
TR SIS <@l STt 2.
el % dem ¥ 3= e % g
IS St § B HH o HRUT g
@ SATGT Al 8. S§ WK AR hl
Tdf & G I T 1 B HAT 2 A
39 gk o IR 1 H1 @4 Bl @
3R 3fafcd et s Bl 2. 39 HRUT

*.H.

— —
gEhT TGS 1 Th Uftg oM g g
o gm fedt # it Ty & feeelt
foro 3o W oft @ UHE d B, 3@
M 1 ferfer e 2.

TR ;1 R TEd, 1/2 Hedl =1
$1 T, 1/4 el Iz H T@, 1
g el i, 2 = e S, 1
BT =TT 37THh, 3-4 70 O, 1/4
BIS == &, 1/2 B =T goal
IR, TG WIEHAR, 100 U Tl
% fou aat

JATER &1 HaET : YT Ufqleeh &J9dT sgH
& foru i arfeftee aca 3t feerfim
Tt T AU ITTER | qHEY L. foerfim
H I B 99 Td, Tall, I, IHEC,
IR Ee IR Aig Imfg mER H
IS T =R,
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