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Abstract— In the next few years, most Banks will have 

leaders that are predominantly global. Finding new ways to 

innovate and taking new approaches to talent leaders, Banks 

realize that orchestrating the role of HR, they need high-

quality managerial and executive talent to succeed in the 

new global markets. The Khandelwal Committee Report 

feels that HR has indeed become a new risk – possibly the 

biggest risk in the system, considering the new challenges 

and opportunities of new age banking. Certain Human 

Resource Management policies and sets of practices are 

called high performance to promote organizational 

effectiveness. In particular, in public sector banks there is a 

need to enhance professionalism in HR management to keep 

pace with the challenges in the emerging environment. A 

critical analysis would focus for preparing a prospective 

executive/manager or supervisor with an appropriate 

succession plan for leadership development and to monitor 

HR functions. This would facilitate engagement of the top 

management in implementing HR reforms and 

professionalize the HR function. 
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I. INTRODUCTION 

In the globalization environment and fast changing 

consumer preferences are forcing the organizations to 

redefine their business and adopt different strategies. These 

trends have a dominant impact on service industries 

particularly in banking where it will become a world-class 

one in their quality of products and service delivery. As 

globally competitive financial entities, they have to deliver 

greater value to the customer and have to continually 

innovate and achieve global benchmarks. In order to gain 

competitive advantage, knowledge and skills on their human 

resources would have to get the best out of their intellectual 

capital. HR function has moved ahead in the recent years to 

don the new transformational role particularly in banking 

financial services. Indian banks today have the opportunity 

to improve their capability to become global leaders on their 

own strengths. In order to acquire global size, scale and to 

pursue global banking standards, the system is likely to 

witness internal consolidation. All this will call for quality 

leadership roles and talent management practices of a high 

order for managing large system besides higher level of 

skills and risk taking initiatives. Building capabilities for the 

future – improving the quality of manpower, quality of 

managers and quality of leadership, improving productivity 

and performance culture, building talent management 

practices and retention strategy of retaining key employees 

are due to opportunities in Private Sector Banks. 

Now, Banks are focused to ensure high-quality 

managerial and executive talent to succeed in the new 

markets to the future growth of businesses everywhere. In 

the last two years, consulting firms such as McKinsey and 

Co., Booz and Co. and the Khandelwal committee on HR 

issues of PSBs have diagnosed and highlighted the problems 

in the HR area and the need for some quick action. Further, 

he has highlighted that due to lack of exposure to 

specialized methodology for HR and their short tenures, 

they are not able to initiate best practices and introduce 

methodologies for scientific performance measurement, 

evaluation and talent management.HR specialization must 

drive the core element of developmental HR functions, 

including Manpower Resourcing and Manpower Planning, 

Talent Management, Performance Management and 

Measurement, Compensation Management, Leadership 

Development, Employee Surveys, HR Audit and Employer 

Branding. Thus the new HR paradigm calls for a radical 

change in the HR architecture of PSBs. Transforming HR 

function from legacy driven HR to developmental HR is AN 

important recommendation of the Khandelwal Committee 

Report , June 2010.The committee was appointed by RBI 

vide Ministry of Finance, Department of Financial Services 

order no. F No./ 9/18/2009-IR dated October 22, 2009, 

Government of India constituted a Committee comprising of 

the following members for conducting a study of HR issues 

of Public Sector Banks (PSBs). Dr. A K Khandelwal, former 

Chairman & Managing Director, Bank of Baroda, 

Chairperson with Dr. T V Rao, Adjunct Professor, IIM, 

Ahmadabad Dr. Deepak Phatak, Professor of Information 

Technology, IIT Mumbai Shri M V Nair, Chairman, Indian 

Banks’ Association and Chairman & Managing Director, 

Union Bank of India Shri H N Sinor, former Chief 

Executive of Indian Banks’ Association, co-opted are 

members. HR function is weakly monitored at Bank’s Board 

level and in fact, strategic issues relating to Talent 

Management, Succession Planning and Leadership are 

rarely discussed. Therefore, HR demands attention and 

accountability which are the thrust area of Khandelwal 

Committee Report.  

Having faced many challenges, the present HR 

dispensation needs a thorough overhaul with a 360º change. 

At the same time, banks realize that they need to redesign 

training system and redefining leadership quality by 

ensuring short term and long term plan for succession 

management and by measuring right outcomes with 

disciplined approach. For redefining future leadership, Mr. 

Nick Petrie recommends more focus on vertical 

development, transfer of greater developmental ownership 

to the individual, greater focus on collective rather than 

individual leadership, which leadership resided in a person 

or role, to a new one in which leadership is a collective 

process that is spread throughout networks of people, need 

for leadership to flourish in the network to spread leadership 

capacity throughout the organization and democratize 

leadership and much greater focus on innovation in 

leadership development methods, in which organizations 
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experiment with new approaches that combine diverse ideas 

in new ways and share these with others. ―In a fiercely 

competitive global arena, it is critical for organizations to 

have the right talent in the right place, says Dina Pyron, 

Ernst & Young’s Global Director of Human Capital. 

Organizations have to focus on this as a priority. Further, 

Pyron points out, ―An organization looking to expand needs 

to be able to find where the talent is and deploy it globally,‖ 

However, much work needs to be done to have robust 

succession plans to identify the next generation leaders and 

much work is also needs to be done to shape and nurture 

talent, from an organizational and an individual career 

development perspective. It is of the utmost importance that 

organizations pay immediate and close attention to this 

issue. Therefore, it is the need of the hour to assess Bank 

officers’ HR strength for acquiring and honing new skills 

and developing new competencies to develop quality 

leadership and to create talent pool of officers to face new 

risks and challenges in future banking on bar with 

Khandelwal committee recommendations. 

II. SCOPE OF THE REPORT 

To gain competitive advantage, knowledge and skills of 

Bank’s people would have to become world-class in their 

quality of products and service delivery to deliver greater 

value to the customer at lower costs, Bank’s top 

management has to build new capabilities and visionary 

leadership of officers to redefine their businesses and adopt 

different strategies by reorchestrating the role of HR and 

have to continually innovate and achieve global benchmarks 

to meet new risks and new challenges. For which it needs 

quick action to redesign the policy documents for 

recruitment, talent management, career planning, employee 

engagement, succession planning and leadership 

development, by measuring right outcomes with disciplined 

approach. 

III. EVALUATIONS OF THE KHANDAVEL COMMITTEE 

REPORTS FOR LEADERSHIP DEVELOPMENT/ CREATING 

TALENT POOL ARE THE MAIN FOCUSES OF THIS ARTICLE. 

This article is to evaluate  the importance of  Khandavel 

Committee, 2010 by assessing the present needs of the 

officers’ training and development of  Leaders on par  with  

recommended by the other study narrated in the introduction 

paragraph and what kind of skill set required why complex 

thinkers are needed for development of leaders’ how senior 

leaders are recognized in the complex environment and how 

to redefine leadership qualities for future leaders , How 

Might Leadership Look Different in a Network. How to 

build new talent management model to create talent pool, 

what are the succession plans as a short term and long term 

measures, what are the disciplined approach to adapt for 

creating talent pool. 

IV. REDESIGNING TRAINING SYSTEM 

To design training systems for Bank officers’ leadership 

development through Steering Committee of HR by 

ensuring development of future leaders. The top executives 

of the Bank must ensure 360 degree feedback of all training 

systems must be taken care to redesign the best Bank’s 

training policy with support of Training Advisory 

Committee of the Bank by ensuring study leadership 

development. The Bank’s training policy and system must 

be redesigned based on the result oriented performance of 

all staff qualitatively rather than for statistical purpose 

oriented which now available quantitatively.  

V. TRAINING AND SKILL DEVELOPMENT 

One of the recommendations of the Khandavel Committee 

study report is Training and skill development of the 

existing staff and the training system to focus on creation of 

talent pool of officer in critical areas. Future Trends in 

Leadership Development must be focused on vertical 

development of officers. Therefore, banks Governing Board 

on training / Advisory Committee on training should have 

more focus on Vertical development of officers apart from 

the role related training as recommended by the Khandelwal 

committee.  

Further, Transfer of greater developmental 

ownership to the individual- People develop fast when they 

feel responsible for their own progress. Banks will need to 

help people for their own development. Bearing in mind the 

bank needs to impart new knowledge and new skills for 

their own development of their goals in align with bank’s 

development of goals. Greater focus on collective rather 

than individual leadership the leadership capacity should 

spread throughout the organization and democratize the 

leadership. 

Moreover he recommends much greater focus on 

innovation in leadership development methods- An era of 

rapid innovation will be needed in which organizations 

experiment with new approaches that combine diverse ideas 

in new ways and share these with others. Technology and 

the web provides the infrastructure and drive to change. 

Moreover, what kind of the Skills Sets Required 

Have Changed – More Complex Thinkers are Needed-

Reflecting the changes in the environment, the competencies 

that will be most valuable to the future leader appears to be 

changing. The most common skills, ability and attributes 

cited were Adaptability, Self-awareness, Boundary 

spanning, Collaboration, and Network thinking.  

And also recommends What Development Might 

Look Like-Recognition from senior leaders that in complex 

environments, business strategies cannot be executed 

without highly developed leaders. Officers have to be 

educated on the research and development and what are the 

benefits out of it. Utilization of 360 degree feedback which 

allows people to take control of their own feedback and 

gather ongoing suggestions for improvement and creation of 

a team culture in which it is safe to take a type of risk 

required to stretch your mind into the discomfort zone. 

Updating the appropriate skill competency profile with 

mutual interactions of officers would help the banks to 

retain existing talents and to create pipeline leaders to fill, 

skill competency gaps and help the officers to achieve their 

career progression goal in align with organization goals.  

VI. REDEFINING LEADERSHIP 

By redefining Leadership that the organizational theorists to 

shift the focus from leadership as a person or role to 

leadership a process. ―Leaders are any people in the 

organization actively involved in the process of direction, 
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alignment, and commitment.  If leadership is thought of as a 

shared process, rather than an individual skill set, senior 

executives must consider the best way to help leadership 

flourish in their organizations. 

Leadership spread throughout a network of people 

is more likely to flourish when certain ―conditions‖ support 

it, including: 

 Open flows of information 

 Flexible hierarchies 

 Distributed resources 

 Distributed decision-making 

 Loosening of centralized controls 

Further, Leadership might look different in a 

Network functioning and suggested that in the future, 

organizations could choose to invest their leadership 

development efforts to improve capacity at one of five 

different levels such as Individual capacity, Team capacity, 

Organizational capacity, Network capacity and Systems 

capacity. 

Therefore, the challenge before the banks is how to 

channelize employees’ energies to transform them into 

active and willing partners in the change process, how to 

install a credible system to encourage the free flow of ideas 

and suggestions from staff and how to introduce effective 

methods to solve grievances. How to motivate them and 

how to benefit from ground zero wisdom is the core 

challenge. Banks will need to work out innovative 

methodologies for employee engagement and motivation to 

identify top talent Leaders to have right person in the right 

place. 

VII. SUCCESSION PLANNING AND LEADERSHIP 

DEVELOPMENT 

The qualified and capable officers are identified for critical 

positions not just for the present but at least for the next five 

years as a short term planning. Ultimately, it’s important to 

remember that talent is atop-level, strategic priority. If 

CEOs are not thinking about retaining talent’s, recruiting 

talent’s  and how the definition of reward is changing it’s no 

longer just about compensation but also about career and 

learning and development opportunities — then they may 

not see their business expanding from a financial 

perspective. They are thinking short-term.‖ What they 

wanted right now is right top talent to the right place.  

VIII. A LONG-TERM PROGRAM OF LEADERSHIP 

DEVELOPMENT AND SUCCESSION MANAGEMENT. 

Adopting a highly strategic approach to mobility, where the 

experience forms part of a long- term program of leadership 

development and succession management. ―Companies need 

to consider mobility as part of building the career path for 

future leadership.‖  ―This means taking a strategic rather 

than an active approach to career planning so that there is a 

formalized and structured model for personal development 

to ensure that potential leaders have the right mix of 

experiences, skills and competencies to be successful in a 

variety of global markets. Mobility will be a part of this, but 

it is not always easy to move talent around the world. 

However, Mobility will require HR managers to think 

carefully about how they structure themselves and how to 

balance central decision-making with local autonomy. 

Promotions in executive cadre to be preceded by thorough 

testing of competencies and potential measurement through 

Assessment Centre for holding the position to which the 

employee is being promoted. External experts to be 

associated in all promotions in executive cadre. HR to 

develop mechanisms for identifying performers and to track 

their performance for fast track growth. 

IX. TALENT MANAGEMENT / CREATING TALENT POOL OF 

OFFICERS 

Talent management of the Dina Pyron (Global Director, 

Human Capital, and Ernst & Young) clearly states that  it is 

one thing to understand an urgent need for change, but quite 

another to implement it. Research shows that most 

businesses inherently understand the connection between 

employee performance and organizational performance. Yet 

they do not invest adequately in talent management, 

possibly because they find it difficult to quantify the return 

on what is often a substantial investment. How can 

businesses maximize this return? Here are three key 

strategies: 1. Think long term, 2. Measure the right 

outcomes, and 3.Adopt a disciplined approach. Therefore, 

the following strategies are model for any organization’s 

Talent Management practice to adopt for creating Talent 

Pool of officers. 

A. Think Long Term.  

This goes beyond trying to make an immediate and ―direct‖ 

connection between the investment and the return on talent. 

Investing in talent has a long-term outcome. It may be years 

before a company sees the results. Most corporate programs 

such as mobility, performance management, and recognition 

and rewards are short-term inputs, which is why you often 

hear about how ―expensive‖ it is to move a high-performing 

Candidate overseas. If companies were to consider, instead, 

how that person could get critical market experience and 

skills to be groomed for a CFO position someday, 

somewhere that would present an entirely different return on 

investment. 

B. Measure the Right Outcomes 

The survey shows that companies are still using traditional 

measures to grade outcomes, such as employee satisfaction, 

productivity, engagement, collaboration and retention. But 

the future of effective talent management lies elsewhere. It 

will derive from practical measures such as filling key 

positions with promising candidates from within the 

organization; developing job-specific employee skills and 

leadership competencies; assessing and later validating these 

through recruitment, selection and development processes; 

and evaluating talent management’s impact key financial 

and non-financial performance objectives. 

C. Adopt a Disciplined Approach 

Unlike most other organizational functions, ―Talent 

Management‖ remains difficult to define; and its processes 

and outcomes vary widely across organizations, geographies 

and sectors. But high-performing organizations tend to have 

similar approaches to talent management. They treat it as a 

disciplined process of alignment to the business strategy, 

integration of talent programs across the organization and 

measuring results to validate business strategy execution. 
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The high performers in their survey invest more in talent, 

focus on closing skills gaps, have more customized training 

and development programs, identify future leaders earlier in 

their careers, and have robust succession plans in place. 

They also focus more on ―soft‖ leadership skills such as the 

ability to embody the organization’s culture and values and 

to lead effectively in a complex global business 

environment. That’s a lot to do– but to prepare for 

tomorrow’s uncertain and volatile business climate, 

companies cannot afford to do anything less. 

The Bank’s Board has responsibility to have robust 

succession planning for Leadership Development. 

Promotions in executive cadre are to be proceeding by 

thorough testing of competencies and potential measurement 

through Assessment Centre for holding the position to 

which the employee is being promoted. To ensure the right 

outcomes the bank’s incentive scheme should aim at 

performance differentiation and reward for pivotal 

employees. This is with a view to retain employees in 

critical areas and build future leadership pipeline. The high 

performers’ who are more  talent, focus on closing skill 

gaps, have more customized training and development 

programs, identify future leaders earlier in their careers, and 

have robust succession plans in place. They also focus more 

on ―soft‖ leadership skills such as the ability to embody the 

organization’s culture and values and to lead effectively in a 

complex global business environment. That’s a lot to do– 

but to prepare for tomorrow’s uncertain and volatile 

business climate, banks cannot afford to do anything less. 

Therefore, the bank policy must think long term perspective 

for talent management objectives to identify future leaders 

by promoting high performing culture by filling leadership 

gaps to face new risks and new challenges  

X. CONCLUSIONS AND RECOMMENDATIONS 

Functional heads / business leaders are accountable for 

training and development of various cadres of officers on 

par with Khandelwal Committee Recommendation 

.Therefore; they have the responsibility to build capabilities 

to develop quality leadership roles. 360 Degree Feedback 

Format through attitudinal review of HR Audit / Appointed 

by Advisory Committee would help for identification of 

Bank officers’ experience, knowledge, and skills of Talents. 

Accordingly, the bank’s leadership training must be 

redesigned by the bank to ensure above capabilities in the 

leadership development roles to create Talent Pool of 

officers in banks. Every bank has to develop a training 

policy. Policy has to include mechanisms for ensuring that 

training inputs are properly used.  Hence, the new HR 

paradigm calls for a radical change in the HR architecture of 

PSBs. The issue is to focus on other critical intangibles like 

HR culture building, leadership development that is vital to 

the health of the organization. This means that banks need to 

actively manage both their performance and their health. 
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