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Abstract— This report investigates the perception of people 

about general banking skills, using a survey administered to 

academicians, banking professionals and corporate 

executives in and around Pune. The researcher attempts to 

gain a better understanding of the levels and types of skills 

possessed by banking professionals at the entry level. We 

can then analyze the gap of the skills in banking sector and 

suggest ways and means to improve the existing skill gaps. 

It has been found that the training programs that can be 

slated to give the highest customer care as well as create 

pathways to realize career goals. Our findings prove that 

there is a perceived skill gap in the new recruits of the 

banks. There is a scope for further improvement of the 

banking professional skills. As such the skill development 

training programmes can be designed and implemented. 
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I. INTRODUCTION 

We are observing a substantial growth recently which has 

led to the birth of new industries. Further the upsurge in the 

purchasing power has resulted in the demand and 

expectation for a new level of service quality which has to 

necessarily substantiate with an increase in skill levels. 

However, there is a growing shortage of skilled manpower 

in the country. In the new landscape of the dynamic 

economic environment, it is imperative to focus on 

inculcating and advancing the skill sets of the young 

population of the country.  India lags far behind in imparting 

skill training as compared to other countries. Reports 

indicate that only 10% of the total workforce in the country 

receives some kind of skill training (2% with formal training 

and 8% with informal training). Further, 80% of the entrants 

into the workforce do not have the opportunity for skill 

training. Our youth is our biggest strength and we have to 

ingrain 'dignity for labor’ in the minds of Indians. As a 

country, India has a strong surplus in working population 

(age 15-50), which has helped the nation to maintain the 

momentum in the growth story; a significant portion of this 

demographic dividend lies in rural areas.Realizing this need, 

the government has made provisions for upgrading skills 

under multiple disciplines and allocated resources across the 

length and breadth of the country. To list a few, the centre is 

taking efforts to come up with a legislation to set up a Skill 

Development University. Further, a separate Ministry for 

Skills Development & Entrepreneurship has been tasked to 

coordinate and streamline multiple skill development 

initiatives undertaken by the government to build a skilled & 

employable India.  

A. Banking sector 

As per the Reserve Bank of India (RBI), India’s banking 

sector is sufficiently capitalized and well-regulated. Credit, 

market and liquidity risk studies suggest that Indian banks 

are generally resilient and have withstood the global 

downturn well. The Indian banking system consists of 26 

public sector banks, 25 private sector banks, 43 foreign 

banks, 56 regional rural banks, 1,589 urban cooperative 

banks and 93,550 rural cooperative banks, in addition to 

cooperative credit institutions. Nearly 80 percent of the 

market is controlled by the public sector banks. Standard & 

Poor’s estimates that credit growth in India’s banking sector 

would improve to 11-13 per cent in FY17. 

Indian banking industry has recently witnessed the 

roll out of innovative banking models like payments and 

small finance banks. The central bank granted in-principle 

approval to 11 payments banks and 10 small finance banks 

in FY 2015-16. RBI’s new measures may go a long way in 

helping the restructuring of the domestic banking industry. 

With several policy initiatives, positive business sentiments, 

improved consumer confidence and more controlled 

inflation are likely to prop-up the country’s the economic 

growth. Enhanced spending on infrastructure, speedy 

implementation of projects and continuation of reforms are 

expected to provide further impetus to growth. All these 

factors suggest that India’s banking sector is also poised for 

robust growth as the rapidly growing business would turn to 

banks for their credit needs. 

Also, the advancements in technology have brought 

the mobile and internet banking services to the fore. The 

banking sector is laying greater emphasis on providing 

improved services to their clients and also upgrading their 

technology infrastructure, in order to enhance the 

customer’s overall experience as well as give banks a 

competitive edge. 

Even with the best of the technologies available, 

the real growth happens only with the right people doing the 

right job. Also, the ‘P’ of people will always be the 

difference between a good bank and the ‘great’ bank. 

Keeping this in mind, the banking sector has always taken 

lots of efforts in ensuring that proper training is provided to 

its employees. To keep the employee costs low and also 

with an intention of having fresh blood in the system; there 

are various options for a fresh graduate to join the banking 

stream. With the advent of technology and also with the 

need of the entrant to be ‘billable’ right from the first day; 

there are lots of expectations from the new entrants and also 

an anticipation of them possessing certain inherent skill sets. 

B. The BFSI Sector Skill Council of India 

The Prime Minister’s Office has issued a mandate that by 

the year 2022, India should have 500 million skilled 

employees across various sectors. The Ministry of Finance 

has been charged with overseeing this mandate and has 

established the National Skill Development Corporation 

(NSDC) for this purpose. NSDC has been working with 

leading organizations and associations from several sectors 

on setting up Sector Skill Councils to address the need for 

skill development.  

The BFSI Sector Skill Council of India is set up to 

bring leading organizations of the BFSI industry together to 
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create strategies and operational plans that will create 

standardized skill requirements for the various job roles in 

the industry. The skill council will also accredit well-

equipped service providers who will partner to disseminate 

the training. It addresses the shortages in skill development, 

known as ‘skill gaps’; targets skill development strategies 

accordingly and thereby helps in enhancement of skill level 

of employees. 

The approach to this is by defining the standards 

for skill development for the various job roles of the 

industry using a competency based framework. The 

projected manpower requirement of the BFSI labor force by 

2022 is 8.5 million - which is an increase of about 4 - 4.5 

million from where we stand today. Many leaders in the 

industry agree that skill development is an issue that needs 

attention as we seek to grow as an industry and forge ahead 

as critical part of the Indian economy. 

C. Ground reality of skill development industry 

Despite growing as a developing country, the economy has 

not created youth friendly labor market where millions of 

young Indians descend every year, creating rising youth 

unemployment. The lack of jobs or a limited number of 

jobs, ineffectual vocational training, lack of skills 

development, unrealistic expectations from jobs, lack of 

entrepreneurship, absenteeism in school, early dropouts and 

a myriad of other factors have given rise to youth 

unemployment. Growth in economies has not led to a 

resultant increase in formal jobs or a youth-friendly labor 

market. The situation is further exacerbated with an influx 

of youth from rural areas to populous urban centers. 

As in other developing countries and countries that 

have recently bridged the chasm to become developed 

nations, the problem perhaps also lies in perception and 

inadequate transition from school to the workplace. Youth 

are keen to get employment in formal sectors to get full-time 

employment, which may even offer benefits such as 

healthcare and paid holidays, instead of pursuing jobs in the 

informal or traditional sectors that may be seasonal. 

Our leaders have recognized this crisis and the 

Indian Government has taken steps to initiate action to 

tackle this flashpoint before it explodes. But these are not 

enough, and the government in isolation cannot tackle such 

a mammoth problem. The biggest challenge in the Indian 

ecosystem lies in finding out what are the existing skill gaps 

in the banking sector? What are the concrete steps required 

to be undertaken by the government for a more meaningful 

result? 

This paper is an effort to study the existing skill 

sets possessed by the new entrants in the banking sector and 

the steps required to be undertaken by the government. 

II. REVIEW OF LITERATURE 

1. Ghosh Debabrata & Deepak Bhatnagar, Jancy A, Neeraj 

Saxena and S k M, 2009 discovered that at present, there are 

several mechanisms operational in India, with 'Academia-

Industry interaction,' as a fulcrum of technical education. He 

focused that by involving the industries right from the stage 

of drafting syllabi to absorbing the trained students, they are 

allowed to shape the CORE into a highly productive Human 

Resource Centre. This also enables them to reduce the time 

required to orient a fresh graduate before s/he could be 

inducted into shop floor and to upgrade/ re-skill their 

existing employees at a very competitive cost. Zahid (2008) 

concluded that higher education and industry linkages 

should remain alive for constant updating of courses. By 

creating the partnership between universities and industry, 

both can benefit from resources of each other. 

M.Vijayakumar & Dr.S.Ramalingam, 2012 in their 

article ‘A study on competency needs analysis and quality 

factors for fresh recruits’ have attempted to study the 

methodology and processes involved and the strategies and 

challenges the companies face during the exercise. They 

discussed about big gap between what the employers expect 

and what the candidate show case in terms of employable 

competencies. They attempted to bring in to lights the 

factors that are commonly considered in job interview and 

how those factors fall in order of preference. 

Meenakshi Sharma, in her paper 'How Important 

Are Soft Skills from the Recruiter's Perspective' has 

discussed about the role of soft skills in different managerial 

roles and weightage of soft skills in promotions. Her study 

results have shown that industry does prefer people with 

experience, but they also look for some other qualities in 

them. Along with technical skills, people who are adaptable 

and have the zeal to understand and learn new technologies 

as part of their growth process are sought. She quoted that 

the interpersonal skills, alignment with the corporate culture, 

the ability to work as an effective and contributing team 

member and the political savvy to know how to get things 

done in the organization” also determine a person’s long-

term success in an organization. The study revealed that in 

general, hiring managers are not happy with the new 

workforce coming out of the colleges and they do believe 

that they should be much better equipped with soft skills as 

well as hard skills.  

Paliwal (2009) has focused on coordination among 

the efforts of academia, industry and the government. He 

emphasized on instilling the traits which are expected by the 

prospective employers. Hannan (2003) recommended that 

faculty-student ratio should be close to 1:10, frequent 

revision of syllabus in consultation with the industry and 

institutions should create the professionals with global 

mind-set so that they can adjust in different cultural & social 

settings.  

The study done by FICCI on ‘Industry – Academia 

Convergence “Bridging the Skill Gap”, talks about the need 

for effective intervention to understand employer needs, 

variable sector specific skills, training requirements that 

improve business performance, articulation of business 

expectations in education institutions and engagement of 

industry leaders with higher education institutions. Given its 

mandate, FICCI through the platform of Industry – 

Academia Convergence; endeavors to bring together higher 

education institutions and employers to evolve modalities 

for collaboration with the aim to meet India’s medium and 

long – term skills and business needs for the 21st century. 

6. Eileen M. Trauth in his study 'The IS Expectation Gap: 

Industry Expectations Versus Academic Preparation', 

focused on recent changes in information systems 

technologies, applications, and industry requirement for 

tomorrow's IS professionals. He used data from four groups-

IS managers, end-user managers, IS consultants, and IS 

professors-to identify the key skills and knowledge that will 
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be required of future IS professionals. These requirements 

were then compared with current IS academic programs. 

The results reveal that despite a shared vision of the future 

IS professional; there is an "expectation gap" between 

industry needs and academic preparation. He quotes that 

Industry and universities must work together to close this 

gap. Universities need to place more emphasis on the 

Information Systems Curriculum integration of 

technologies, applications, data, and business functions and 

Jess on traditional and formal system development. Firms 

need to send consistent messages to universities about their 

expectations while recognizing that the mission of university 

business programs is career education, not job training. 

Modi (2009) concluded that fresh graduates, who 

join the industries, require six months to 2 years as gestation 

period to show their contribution and, many a time, they 

leave the organization before they start showing results. This 

is due to the gap between theory and practice. The industry 

should become partners with the centres of higher learning. 

Responding to the same question, T.V. Prasad, HR 

Director, Cypress Semiconductor Technology India Pvt. Ltd 

suggested that some specific steps that can be taken are: 

a) Universities/colleges need to constantly review their 

curriculum and adapt to the changing industry needs. 

b) Universities/colleges need to focus much on research 

involving real technical problems that the industry is 

trying to solve. 

c) State level and district level industry-academia interface 

bodies need to be initiated 

d) Many universities do not have enough faculties. 

Industry can bridge this gap by asking their employees 

to do part-time faculty assignments. 

e) Industry and academia together can sponsor several 

innovative challenges / competitions that involve 

solving technical problems that are current and live in 

the industry. 

In the paper ‘An Empirical Study on Expectations 

of Industry from Academia’, Prof. Neeraj K. Dubey, Dr. 

SaurabhGoyal, Prof. RavindraPathak, Dr.Uday Singh Rajput 

tried to explore gap between industry expectations and 

quality of recent college graduates. They tried to create an 

active interface between industry and academia. In the study 

they have considered 12 determinants of employability 

namely-soft skills, leadership qualities, suitability, analytical 

power, ethical component, dressing sense, language, 

appearance, manageability, training needs, industry's view 

and professional commitment. The results indicated the 

importance of soft skills and other criteria along with the 

basic theoretical knowledge. 

III. OBJECTIVES OF THE STUDY 

1) To study the existing skill sets available with the entry 

level bank officials 

2) To suggest the ways and means to improve the existing 

skill gaps. 

IV. RESEARCH METHODOLOGY  

A. Research Design 

The research was based on secondary data as well as 

primary data. Based on secondary data researcher has 

identified 22 unique qualities pertaining to entry level bank 

officials/ new entrant of banking industry. These qualities 

will define the caliber of the person as an entry level 

manager. These identified qualities were classified under the 

broad categories as follows: 

1) Domain 

2) Soft Skills  

3) Technical Skills 

4) Generic Skills 

B. Sample Design 

Sample comprised of stake holders of the bank, and 

sample/respondents registered their perception about newly 

recruited bank officialsat the bank.  

There is an assumption that the sample must have 

come across the newly recruited bank official/s of the bank 

and they have voiced unbiased and honest opinion about the 

same. 

C. Sampling Technique 

The research sampling method that is used in this study is 

purposeful homogenous sampling to obtain a more scientific 

result that could be used to represent the entirety of the 

population. 

D. Sample Size 

The data is collected by questioning 59 respondents who 

were interested to share their perception regarding new 

recruits / bank officials with the banks. Out of total 59 

respondents only 51 respondents expressed their 

opinion/perception to all the questions included and the 

questionnaire while remaining respondents preferred not to 

express their opinion/feedback. given to the categories 

Domain, Soft Skills, Technical Skills, and Generic Skills 

For e.g. Question numbers 1, 6, 8, 9, 10were related to 

domain skills possessed by the entry level bank officials.  

E. Secondary Data Collection 

Secondary data has been collected from Newspapers, 

journals, articles etc. which were used as a basis by the 

researcher to design the research framework and the 

research instrument. 

F. Data Collection: - 

1) Primary Data Collection 

Research instrument used was the Questionnaire and equal 

weightage was  

G. HYPOTHESIS: 

1) Null Hypothesis (H0) 

Skills (Domain, Soft Skills, Technical, Generic) possessed 

by entry level bank officials/ new recruits are developed. 

2) Alternative Hypothesis (H1) 

Skills (Domain, Soft Skills, Technical, Generic) possessed 

by entry level bank officials/ new recruits are not developed. 

Statistical Tool for Analysis:One way ANOVA, T-test, F-

test and Descriptive Statistics with MS Excel 2010. 
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V. DATA ANALYSIS AND INTERPRETATION 

A. Profile of Respondents: 

 
Fig. 1: 

Inference: 34.48% respondents were in the age 

bracket of 20 - 30 years, 27.59% respondents were in the 

age bracket of 31 - 40 years, 29.31% respondents were in 

the age bracket of 41 - 50 years, 8.62% respondents were in 

the age bracket of More than 50 years. 

 
Fig. 2: 

Inference: 50.88% of the respondents were 

Academicians, 15.79% of the respondents were Bankers, 

1.75% of the respondents were Government Employees, 

26.32% of the respondents were Private Employees, and 

5.26% of the respondents were Self Employed 

 
Fig. 3: 

Inference: 26.32%of the respondents were having 

work experience in the range of 10 -15 years, 10.53% of the 

respondents were having work experience in the range of 15 

- 20 years, 12.28% of therespondents were having work 

experience in the range of 2 - 5 years,10.53%of the 

respondents were having work experience in the range of 5 - 

10 years,22.81% of the respondents had Less than 2 years of 

experience, 17.54% of the respondents had More than 20 

years of experience. 

 
Fig. 4: 

B. Hypothesis Testing: Descriptive Statistics: 

Inference based on descriptive statistics: Mean is the 

average of given data series, from the descriptive analysis 

wherever mean is less than 3.5 on the scale of 5 (i.e. 70%). 

The respondents think that there is scope for improvement in 

the skillset of bank officials/new recruits and hence training 

& development programmes should be designed & 

implemented to reduce/eliminate the existing skill gaps. 
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Table 1: 

 
Table 2: 

 
Table 3: 

 
Table 4: 
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Table 5: 

C. Decision: 

P value is 3.48E-08 < 0.05=α, and so we reject the null 

hypothesis (H0= All the skill-sets have equal weightage), 

and conclude that there is a significant difference in the 

skillsets (Mean is not equal) F Crit. Value 1.56542 < F 

Value 3.71 hence we will reject the null hypothesis. 

VI. SUGGESTIONS/ RECOMMENDATIONS 

From the survey, it is found that the perception amongst the 

respondents is that the ability of the new entrants to create 

rapport with the customers, to be flexible, to be resilient and 

ability to communicate with the customers is below 

perceived average. (More than 60% respondents perceive 

that there is scope for improvement in soft skills).This 

indicates that the soft-skills among the newly recruited bank 

officialsare at an acceptable level but however not up to the 

mark. Hence the necessary skills can be imparted to the 

newly recruited banking officials by rigorous training and 

skill development programs.  

It appears that there is ageneral perception that the 

young entrants do not possess proper technical skills 

required to do the job. This has to be understood with a 

proper perspective. The young entrants have the necessary 

basic academic qualifications required to perform the duty; 

which means that the basic knowledge is checked either 

during the interview or in form of some entrance tests. 

While our entire academic system is geared to impart the 

basic knowledge required, we may not necessarily have a 

system of equipping our students with proper skills. This is 

true not only for the banking sector but also for other sectors 

as well. This is where external support is required.  

The government is taking proper efforts in the 

direction of imparting skills to the bank officials. However 

in many cases it is being directed to the more specialized 

jobs; while it is important to impart proper skills at the 

entrant level itself, so that later on the person can be 

groomed into taking some more specialized role. Also there 

has to be in place, a proper mechanism, to evaluate the skills 

imparted to the new entrants. Academia should evaluate the 

passing out students as their work readiness initiative 

thereby reducing the skill gap and there can be skill partners 

to the banking industry.  

VII. CONCLUSION 

Hence the study concludes that there exist skill gaps among 

the newly recruited bank officials.  As such skill 

development training programs should be organized for 

them regularly. The success of such programs will hinge on 

how well the banking sector provides incentive to the young 

entrants in imbibing such skill sets. To be sensitive to the 

need of these entrants and to setup a proper evaluation 

system to make such schemes more attractive to both the 

banks and the newly recruited bank officials. 
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