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As a part of the Transformation process, special
five day intense brain storming Conclaves were
held for the newly promoted Deputy General
Managers of the Bank.

Internal communication in the Bank was
enhanced by sharing Corporate Video Clips with
all Circles and sharing of best practices among
all Circles. With a view to change work culture,
placard campaigns and video campaigns through
strategically placed plasma TVs were run.

An ambitious new ‘Parivartan’ programme titled
“Citizen SBI”, envisaging deep rooted, multilevel
attitudinal change and transformation in the
Organization, consisting of waves of HR
interventions to be rolled out over the next two
years was also initiated during the year.

ORGANISATIONAL PLANNING

Organisational Changes: The under noted
important organisational changes were made
during the year:-

e Upgradation of the post of DMD & GE (A&S)
to MD & GE (Associates and Subsidiaries).

¢ During the year, with a view to bringing about
greater speed and efficiency and improving
customer service, the organisational structure
has been delayered by dismantling of
Modules. A few posts in keeping with new
structure have been created.

RIGHT TO INFORMATION ACT 2005
(RTI ACT 2005)

Suitable structure has been put in place at
Branches/Administrative Offices/Regional
Business Offices/Local Head Offices for handling
requests and appeals under RTI Act 2005. Further,
an exclusive ‘RTI Department’ has been created
in Corporate Centre to handle and co-ordinate
various issues under the Act. For convenience of
the public, the Bank has also created an RTI link
in its website.

HUMAN RESOURCES

Learning & Development

Several key initiatives have been taken by the
Bank to enthuse and motivate the employees

to perform better so as to achieve the Bank’s
growth plans.

A ‘Leadership pipeline’ initiative has been taken
on hand with the objective of grooming the
officials from the level of Scale-IV upto GM for
future leadership positions. Services of reputed
institutions like ISB/Duke University/IIMs have
been engaged for the purpose.

As the accreditation process is mandatory for the
recovery agents, the Bank has gone in for
accreditation of one of the training institutions
for training of debt recovery agents to facilitate
the future appointments of recovery agents.

Personnel Management

The Performance Linked Incentive Scheme of the
Bank has been broad-based with an aim to foster
team spirit amongst the employees and to
motivate them to excel in customer service. This
also helped the Bank in exploiting the new
emerging business opportunities to achieve the
Bank’s growth plans.

The Bank has gone for contract employment, on
cost to company basis, of specialists like Chartered
Accountants, Law Officers, Statisticians,
Economists, Customer Relation Executives, Credit
Analysts etc. to take care of Bank’s growing needs
to face competition.

The Bank revised the Family Pension Scheme for
the family pensioners of the Bank retrospectively
from the 1st May 2005.

The pension fund has been separated from the
Banks’ liability after obtaining necessary
approval from the Board of Trustees. The fund
will be managed by the Treasury Dept. of SBI for
better returns.

HRMS Project

For leveraging Technology in employee
management area, the Bank has implemented
automation of its HR process through SAP-ERP-
HRMS software. A centralized database of all
employees across SBI is now available.

Salary processing for 2.05 lakh employees across
SBI and pension processing of approximately
1 lakh SBI/IBI pensioners have been centralized.
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