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Our Bank received the ‘Global - Lowest 
Gross Fraud (Issuer)’ Award by Visa at the 
Global Service Quality Awards 2018 for 
highest reduction in gross fraud rates. Our 
Executive Directors Shri Murali Ramaswami 
and Shri S L Jain were felicitated by Shri 
Vaibhav Taranekar, Head - Client Services, 
India & South Asia of Visa. The award was 
conferred upon for the period October 2017 
to September 2018. 

Bank receives 'Global-Lowest Gross Fraud (Issuer)' Award

        
  2019   ’ ’    
         
  .    30.11.2019  
        
   .     
          
         
    .     
        
  .

          

Bank partners with Edelweiss Housing for Co-Lending on Home Loans

Our Bank announced a strategic agreement 
with Edelweiss Housing Finance Limited 
(EHFL) for co-lending of home loans to self-
employed entrepreneurs and salaried  class 
of customers. The agreement was signed 
by our Executive Director Shri Vikramaditya 
Singh Khichi and EHFL CEO, Shri Rajat Avasthi 
in presence of our Executive Director Shri 
Murali Ramaswamy and other officials. This 
partnership aims to create a conducive 
lending environment for home-loan seekers. 
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Managing Director & Chief Executive Officer's Message

Dear Friends, 
It is a great pleasure to be 
able to communicate with 
you through the pages of 
BOBMAITRI. As it is the first 
time, I thought it appropriate 
to articulate again the guiding principles that I spoke 
about and which have been part of the Bank’s rich 
tradition, the legacy of our founders and which can be 
beacons as we craft a path for the Bank’s future in the 
third decade of the twenty first century.
Today we are poised at a critical juncture in our 
history as a country and as a Bank too, we have many 
challenges - challenges in the economy, challenges in 
agriculture, in industry, in trade and also in our personal 
lives, but equally, there are great opportunities.

There is an unparalleled opportunity for India of the 21st 

Century. Similarly, there is a great opportunity today 
to build Bank of Baroda of tomorrow. So what will this 
future be built on? What will be the building blocks 
for Bank of Baroda for tomorrow? Of course it will be 
business, it will be advance, it will be deposits, it will be 
profits, but ultimately institutions are built on values. We 
must, therefore, remind ourselves of the great values 
on which this institution has been built which will stand 
us in good stead in the next few years.

So the first great value, that we must always 
remind ourselves is an unstinted and unambiguous 
commitment to our customers, customer service and 
customer value proposition. We would not be here 
but for our customers. So, as Bank of Baroda, while we 
can accept being No.2 in terms of size and number 
of branches, in deposits and in loans, we will never 
accept that we will be second to anybody in terms of 
customer service. When we evaluate ourselves, when 
we look at our branches, and assess which is our best 
branch, we will not only look at performance in terms of 
deposits and advances, in terms of growth, in terms of 
profits, but before everything else, we will see which the 
branch which gives the best customer service is. When 
we look at staff members, indeed when we look at 
ourselves, again before we evaluate our performance 
in terms of business, we must see the quality of service 
to our customers. So the first priority for Bank of Baroda 
must always be to be the best in customer service.

Number two, we should never forget that we are a 
public sector bank and we belong to this country. Very 
often when we are busy in our work, doing important 
business, it may seem that demands on our time relating 
to financial inclusion and priority sector are interfering 
with our doing more important things. But that can 
never be. We are today Bank of Baroda because we 
are a public sector bank and we exist today because 
we are committed to the broad development of our 
nation. Therefore, as we work together to build this 
great institution, we must always be conscious that 
along with our responsibility to our customers, our 
greatest responsibility is building our country.

 ,
               
     .        ,  
              
              
   .            ,  
           .
                 
   .   , , ,   
        ,     
      .
 21         .    
             .  
      ?       
    ? ,   ,   ,  
 ,   ,       
 . ,           ,  
                
    .
         ,     
     ,        
.       .      
   ,        
               
       .       
               
  ,  ,        
                 
     .         
            
        .      
       .
,               
    .            
  ,           
               
        .      
.              
   .            
    . ,         
     ,          
       -     
     .
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Number three, the third building block, to my mind is 
our employees and our staff members as they are most 
important and indispensable stake holders. We cannot 
serve our country, we cannot serve our customers 
unless our staff members work in an environment which 
they find conducive to their own personal growth, 
where they come in the morning and look forward to 
the working day, where they can work with dignity and 
they can work to do good. So it will be my endeavour, 
along with all of you, to make sure that all of us have 
opportunities to learn and grow in an institution that 
values knowledge, opportunities to develop our full 
potential, opportunities to serve and find fulfilment in 
the best possible work environment.
Fourth, as I mentioned earlier, it's a difficult time for 
the country. Economic growth has slowed down and 
particularly loan growth has slowed down. Equally, we 
are all conscious that economic growth is built upon 
the growth of credit and that the credit multiplier 
effect is a very powerful engine of growth. Bank of 
Baroda must play its part in the resurgence of the 
economy and reigniting economic growth. There are 
statistics which show that although public sector banks 
account for more than 60% of deposits but in terms of 
incremental loan growth, their contribution is far less. If 
public sector banks cannot contribute to the growth 
of loans then we will be a burden on the economy, will 
be a burden on the nation. We must all come together 
and see how we can build our capacity to underwrite 
quality credit at scale and I do believe that there is no 
shortage of opportunities to do good, quality business if 
we can deliver to customer expectations and on time.
But business can ultimately be sustained only if it is 
profitable. We don’t need to be profitable merely to 
pay dividends, which is of course important. But even 
more than that we need to be profitable for generating 
capital for growth and to ensure that we are there to 
serve our customers tomorrow and the day after. We 
have seen many institutions which had customers 
and public goodwill but have simply withered away 
because they were not profitable. So the fifth building 
block we should never never loose sight of, is that while 
we do business, we must be profitable.
To ensure that our profitability is sustainable we need to 
make sure that our risk management is of the first order. 
At the end of the day a bank is nothing but a manager 
of risk. When we receive money from a depositor, it 
is because the depositor cannot manage the risk of 
keeping the money in his house. He could be robbed 
and that’s why he places the money with us because 
we can keep the money more secure. Of course the 
depositor could lend the money to an entrepreneur to 
earn interest but then again there would be the risk of 
the money not being returned. The depositor depends 
on us to lend the money, earn an income, share a 
part of the income as interest on the deposit as well as 
return  the deposit whenever the money is needed. But 
choosing the right borrower, monitoring the account 
and getting our money back is a difficult task and it 
takes only one bad loan to wipe away the profits that 
you make on a 100 good loans. It has to be our core 
competence to manage these risk as well as many 
other risks well and manage them better than our 
competitors. So Risk Management has to be our sixth 
building block and we are resolved to invest in the best 

,            
        .     
               
     ,         
   ,         ,   
          .     
                
              , 
     ,        
        .

,       ,        
.              .  
,                
       .      
         .   
             60%   
             
 .                
      .        
             
          .   
                
        .

            .  
            
,      .        
             
            .  
              
         .     
       ,       
   .

             
      .      
    .           
            .   
               
        .      
               
     .    ,   , 
                 
                
.    ,         
    .        100  
         .       
-             
           . 
        .    
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people, technology, processes and systems so that it 
becomes a competitive advantage for the bank.
In order to grow, while it is important that our product 
portfolio is as broad and comprehensive as possible 
and matches our competitors, it is even more important 
that our products are simple and easy to understand. 
It is often said that India lives simultaneously in the 19th, 
20th and 21st centuries so our products need to be 
designed to be accessible to everybody. Our products 
also must be transparent; there should be no fine 
print and should build trust. Simple, transparent and 
accessible products will be our seventh building block.
The eighth building block is technology. In fact, you 
can argue that a Bank is a technology company which 
does banking. So you cannot be a Bank unless you learn 
to use technology well. But when we use technology, 
when we evaluate technology choices, we must always 
evaluate it from the viewpoint of appropriateness. We 
would not wish to get into sophisticated technology for 
the sake of sophisticated technology. The question for 
us always will be whether this technology is better in 
terms of giving customer service? Does this technology 
help us take better risk decisions? Does this technology 
help us to reduce costs? If it does none of these it is 
not the worth of money we spend on it. We will make 
investments in technology but always keeping end use 
and the end user in the forefront.
The ninth building block will be sustainability through a 
commitment to the highest ESG standards – relating to 
environment, social and corporate governance. ESG is 
the foundation stone of building a bank for the future, 
so while we build this bank we must make sure that 
we are conscious of our environment impact; of our 
social obligations, of diversity and particularly gender 
diversity. However, as a corporation and a financial 
institution the G of ESG, governance is particularly 
salient. We have witnessed the high cost of weaknesses 
in governance in the financial sector, globally as well as 
in India. So when we build our Bank it must be built on 
the basis of the sound policies and processes and not 
merely on the basis of the judgement of any individual 
- that is what governance is all about.
And the one value, which is our tenth and last building 
block, which must be front and centre of everything 
that we do, a value that Bank of Baroda has always 
stood for, is ethics and transparency. We can always 
accept that we lack knowledge and skills because we 
can learn, we can always accept that we don't have 
experience because we can gain experience, but 
we cannot accept of ourselves that we are less than 
ethical. Therefore, while we will support our colleagues 
to become more skilful, we will support our colleagues 
to become more experienced, but we will have zero 
tolerance for any lack of ethics because that not only 
impacts us, it impacts our brand and the values on 
which the brand has been built.
These are difficult times but these ten beacons will 
always shine bright and guide us on our journey.
With best wishes.

(Sanjiv Chadha)

, ,           
          .
            
         .     
         .      
  19, 20  21       ,   
         .     
,             
 . ,         .
    .          
      .        
    ,       .   
     ,       
           .  
       .    
              ? 
               
?            ?    
              .   
            
  .
    ,       
           
 .         ,    
                
  ,   ,      
     . ,       
     ‘’,       .   
 -             
 .              
       ,      
    -    .
  ,        ,      
       ,      
 .       .       
             ,  
              
   ,             
     .         
             
    ,           
   ,         
               .
               
     .
 .

( )
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    /The Executive Editor Speaks
 ,    Roshan Sharma, Executive Editor

Dear Readers,
I am happy to present you the latest issue of our house 
journal 'Bobmaitri'. In the series of our special editions 
of Bobmaitri like issue on Compliance and testimonial 
edition on amalgamation, this issue focuses on Learning 
and Training and thereby it is being published as special 
edition on ‘Learning and Development’ to celebrate 
the 55 years of glorious journey of our learning unit, 
Baroda Apex Academy.
We are in the last quarter of the financial year and 
this quarter is very important for all of us from business 
point of view. There is a big challenge before everyone 
of us to achieve the desired targets in every area. 
As the Banking industry at present, is facing major 
issues like NPA, credit risk, capital adequacy and also 
technological risk, it is becoming more difficult to cope 
up with these challenges. Therefore, we have to provide 
banking services in such a way so as synchronize with 
the transformational changes in the country. Faster and 
excellent customer services provided by us will only 
help us to achieve our goals.
This issue of the Bobmaitri carries various tie-ups made by 
the Bank during the quarter and highlights of our quarterly 
results for Dec 2019 quarter. The magazine covers 
current topics related to 'Learning and Development' 
which will be relevant to our readers. We have published 
an article 'Life Cycle Based Training' by Shri Pankaj Jani 
which will provide information to the readers about 
the importance of training. An article ‘Management 
by Mobile’ contributed by our GM-CC Shri O K Kaul 
is also very relevant in this digital era. Ms. Riti Jani's 
article 'AI and Robotics in Learning and Development' 
will also be useful for our readers. The interview of  
Ms. Sweta Singh, a renowned anchor and Executive 
Editor of ‘Aaj Tak’ news channel has also been published 
in this issue which will inspire our young Barodians. 
Further, articles published on other important topics 
like 'Baroda Tube & Baroda Radio',     
  ’ and 'National Pension System' will also be 
useful for our readers. The activities of   , a 
premier and commendable initiative of our bank, have 
also been published prominently in this issue. We have 
included interviews of our retired General Managers 
which would encourage young Barodians to aspire for 
top positions in the Bank.
In addition to the above, this issue carries various reports, 
news, programmes, awards and accolades and other 
regular columns. I trust, you will find the magazine and its 
content worth read. We look forward to your valuable 
feedback and contribution.
With season’s greetings,

Roshan Sharma

 ,
    ’    
       . ‘’ 
 ‘ ’    
‘ ’      
    55     
    -    
 , :    ‘   

’        . 

               
   .            
    .      ,  , 
 ,            
          . :   
                 
   .            
        . 

              -
  -           
.   ‘  ’   -    
         .     
  ‘Life cycle Based Training’      
         .     
-       ‘Management by Mobile’ 
       .  ,     
 ‘AI and Robotics in Learning and Development’   
    .          
            
        .   ‘Baroda 
Tube & Baroda Radio’, ‘      ’  
‘National Pension System’       
       .       
               
   .         
                 
   .  

          , , 
,        .      
          .  
         . 

 ,

 
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Introduction :
It is an era of specialized banking, 
specialists are required to perform 
functions e.g. Forex, Risk, Treasury, 
IT, Project Financing etc. which 
are very important and crucial for 
Bank’s success. Bank of Baroda 
has large number of talented 
bankers with required skills in 
diverse areas. These skills are very 
important and relevant in present 
environment but these skills require 
upgradation with change in 
employees’ roles/positions. At the 
same time, there is a requirement 
to learn new technologies e.g. 
artificial intelligence, blockchain, 
Internet of Things (IoT) etc. 
In most of the organizations where 
number of officers is huge, it is 
a normal practice that training 
is imparted to officers as per 
Management’s requirements. 
Normally in big Banks like ours 
there is a system in place 
to impart training to officers 
nominated by controlling offices/ 
HR functionaries as per defined 
target groups for various training 
programs. However, issues of 
poor and improper nomination 
at pre-training phase and under-
utilization or improper utilization 
of the trained staff in post training 
stage are quite common. This can 
be termed as training leakage. 
Also many employees are not 
nominated/ relieved for training 
programs because of urgent and 
pressing business requirements. It 
is a reality that due to these issues 
and also due to various other 
factors, officers are exposed to/ 
posted in specialized and leading 
positions like credit, forex, branch 
head etc. without being equipped 
with required minimum skills for the 
specialized functional positions. 
Such improper placement can be 
a cause for systemic failure, and 
sometimes, even frauds. 

Regulatory Guidelines :
Training being an investment by 
any organization to enhance 
officers’ productivity and 
efficiency, needs to be aligned 
with requirement of job profiles 
and positions of the officers which 
not only ensures higher return 
on investment in training but 
also mitigates operational risks 
arising from failure or improper 
implementation of processes 
by people. With this objective 

areas such as Treasury operations, 
Risk Management, Accounting 
and Credit Management. Further 
it was advised that Banks were 
free to stipulate certification for 
other areas of work also. 
Under EASE index also one 
of the parameters for Bank’s 
performance evaluation is 
regarding completion of role 
based e-Learning certification by 
its officers.

Based Training

and to build human resource 
capacity in banks, the Reserve 
Bank of India constituted a 
‘Committee on Capacity 
Building’ under the Chairmanship 
of Shri G. Gopalkrishna. The 
Committee made extensive 
recommendations pertaining to 
overall HRM function per se, as 
also specific recommendations 
for certification of employees 
manning key responsibilities. The 
committee had recommended 
that the banks should make 
acquiring of a certificate 
mandatory for officers working in 

“We are living in VUCA environment- V for 
volatility, U for Uncertainty, C for Complexity 
& A for Ambiguity. When we are living in 
this VUCA environment, we have to learn 
continuously. If there is anything, we can 
possibly postpone a decision but not learning. 
Learning must precede decision making. We 
cannot afford not learning.”

Life cycle based training :
Our Bank has adopted life cycle 
based training approach to 
address the problem narrated 
above. Life Cycle Based Training 
helps plug the training leakage. 
It identifies the functional, 
mandatory and behavioral training 
inputs required to be imparted to 
officers in various grade scales in 
the Bank, depending upon the 
roles assigned to them. It also 
maps the training requirements 
based on the job profile of an 
officer in different grade scales, 
as also the business profile of the 
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branches. All possible roles an 
officer may require to perform 
in a life cycle, starting from on-
boarding till superannuation are 
given a thought. 
Bank has adopted following steps 
for implementation of Life Cycle 
Based Training Concept.
01.	 Identify roles based on Life 
Cycle Concept – Critical job 
roles of an officer from initial on-
boarding journey in junior scale 
to the top position in senior most 
scale are identified.
02.	 Training Levels – Training 
inputs and methods too are 
differentiated based on the 
nature of roles of an officer. For 
example, an officer in junior scale 
posted as second officer in a 
branch of smaller size or a rural 
Branch Manager may require 
merely credit orientation basic 
course as compared to the officer 
who handles credit department 
of a large sized branch who may 
require higher level credit related 
training. Accordingly, the training 
programs are also categorized 
in different levels, first level being 
basic course while last level being 
of advanced nature in its input 
contents and delivery. 
Level 1 is foundation level and 
covers basic aspects of that 
particular area. These courses 
are available on “Baroda 
Gurukul” – Learning management 
system of our bank. For example 
credit Level 1 covers basics of 
credit like borrower appraisal, 
financial appraisal, credit 
monitoring concepts and loan 
documentation. Similarly Forex  
level - 1 covers basics of foreign 
exchange market, determination 
of exchange rate and factors 
affecting exchange rate etc. 
These courses can be completed 
by any employee as these courses 
help in developing holistic view of 
banking activities.
Level - 2 and Level – 3 are 
competence level. These trainings 
are suitable for those employees 
who are working in that particular 
role. Here deep understanding of 
the function is imparted through 
rigorous training and transfer of 

knowledge is examined through 
certification process. A certificate 
of competency is also issued to the 
officers who obtain passing marks 
in Role Specific Training Courses. 
For example in credit Level -3 
program , certification is given 
after evaluating performance in 
Objective test, Case based test, 
Preparation of appraisal in Bank’s 
prescribed MCB format and 
interview by a panel of expert 
faculty members.
Level -4 and Level – 5 are 
excellence level. These trainings 
are conducted either in-house 
e.g. Leadership programs for 
first time Regional Head etc. or 
sector specific trainings e.g. NBFC 
financing training for credit officers 
or employees are nominated for 
external training programs. 
03.	 Training Modules – Normally, 
course contents are imparted 
throughout the training and skills 
acquired during the training 
are examined at the end by 
conducting an exit level test. 
However, in Life Cycle Based 
Training, course contents are 
categorized into various modules 
and examination of expected 
knowledge to be acquired in 
program is evaluated module 
wise before switching over to next 
module of learning. This ensure 
systematic transmission of learning 
with relevant contents and total 
understanding by the trainees. 

04.	 Liaising with HR Functionaries 
– For success of Life Cycle 
Based Training, active role of 
concerned HR functionaries as 
regards identifying right employee 
is very much essential. HR 
Functionaries discuss the concept 
in their Management Committee 
meetings or individually for being 
active partner of the journey. 
Conclusion :
It is important that Training system 
of Bank should create talent pool 
of officers in critical areas like 
Forex, Corporate Credit, Branch 
Heads, Retail Banking, etc. With 
mass retirement of experienced 
employees and fast track 
promotion of new recruits, Bank 
requires methodical, scalable 
and properly designed training 
intervention to build capacity in 
less time. Life Cycle Based Training 
approach, which identifies 
suitable training program as 
per employees’ roles, different 
training programs in sync with their 
career progression and changing 
environment, and rigorous 
certification process, is the solution 
that can help in building talent 
pool for the Bank. 

vvv

Pankaj M Jani
Head- Apex Academy  
& I/c Chief Learning Officer
Baroda Apex Academy, 
Gandhinagar

October - December 2019 9



•�	 MS on
 a 

schedule
d day 

•�	 Missin
g a brillia

nt 

idea/ mis
sing 

yoga pos
tures 

•�	 Missin
g items o

ut 

of shopp
ing list

•�	 Passw
ord 

managem
ent

•�	 Travel 
Checklis

t

•�	 Google
 Maps

Management 
by

Mobile…
You must have regrets for some brilliant ideas you had 

stuck someday while on a morning walk or while on 
toilet seat, but missed to implement because the same 
was not captured somewhere and it vanished in the 
mind over a period of time. (For example changing a key 
process or introducing a specific strategy). There may be 
other similar regrets, with few illustrations as under:-
1.	 Missed sending SMS to a friend/ relative on his 

birthday/ marriage.
2.	 Picked up few excellent yoga postures somewhere 

(Which gave you a better feeling/ well being), and 
then unconsciously lost track of same.

3.	 Even after your repeated visits to market, you forget 
purchasing items like batteries, cello tape, shaving 
cream etc, which were otherwise in your mind.

4.	 More importantly, making mess with infinite number 
of user IDs/passwords, which are inevitable in today’s 
world. For passwords, task becomes more challenge 
in view of the fact that different sites/ applications 
have different password policies, as such you 
cannot maintain a common password for all these 
applications, which is otherwise too risky.

5.	 You are on tour and realize that you have not picked 
up routine items like mobile charger, shaving kit, 
sports shoes and so on.

On the other hand one always craves for a latest/ smart 
mobile handset, yet most of us end up in using it as an 
instrument for voice calls/ whatsapps or may be use for 
social sites/ taking snaps/ videos.

With proper blend of the capabilities of a smart phone on 
one side and frequent challenges, as illustrated above, 
on the other side, one can enhance one’s personal as 
well as professional efficiency to a great extent.

To make the understanding better, let me discuss how the 
dilemma of illustrations listed above can be addressed by 
harnessing the capabilities of a smart mobile handsets.

SMS on a scheduled day: Birthdays or anniversary dates 
can be tracked in calendar (Or similar applications 
on various mobile platforms). Record the dates in the 
calendar app on your mobile and do select the repeat 
or similar option, preferably with alert option. Thus, every 
time your smart phone can prompt you with the alert 
at the set date/ time for a particular item, which can 
be converted to a phone call/ message etc.. There are 
features in some smart phones, where you can register 
a future dated/ timed SMS. Imagine feelings of a friend/ 

relative receiving a birthday SMS at 12 in the night, for 
which you need not be awake till 12 in the night.

Missing a brilliant idea/ missing yoga postures: Make a 
habit of using reminder/ notes etc apps in your mobile. 
As and when a brilliant idea is stuck, record the same 
in reminder/ note pad or any other similar app in your 
handset. Once recorded, even if same is not implemented 
immediately, it is permanently recorded till implemented. 
Most of the handsets have option to give you an alert for 
the recorded action at a future date/ times as entered by 
you while capturing the idea/ action point.

Missing items out of shopping list: You may create a 
separate page in note pad or an app on your smart 
phone for recording shopping items for similar such 
requirements, as and when need is felt. Visit the list/ app, 
each time you visit the market- you will rarely miss the 
action.

Password management: I have seen people, even 
connected with technology, writing user ID/ passwords 
on paper slips/ retaining in purses. With various websites/ 
applications prompting to change the passwords at 
varied frequency, tracking changes of passwords 
becomes intricate. To address the issue of managing 
Used ID/ Passwords, there are native apps as a part of the 
platform i.e. iOS/ Anroid etc. However the native apps 
may not be generally user friendly. As an alternative, there 
are free/ paid downloadable apps (e.g. – “Password 
Keeper” etc), which are user friendly and can facilitate 
management of your various security credentials. Before 
using any such app, please check the raring/ encryption 
details as well. One can create folders within such 
applications to manage various types of passwords in 
an efficient manner. For example create a folder named 
office/ travel/ cards/ net banking/ home etc and within 
these folders record related user IDs/ Passwords. You 
will never struggle to look for pieces of papers/ sections 
of your purse etc. Passwords in these applications are 
secured, as one can ensure double layer of security - 
one by having password for your handset (To ensure no 
unauthorized person accesses your phone data) and 
second, a separate password for this app.

Travel Checklist: This is one app which I have found very 
useful. While on an office/ family tour, each time you 
realize few items missed to pack. To address this critical 
issue, there are various very useful free downloadable 
apps, wherein you can record/ add/ delete all such 
items you generally need during an office or a family tour 

- 201910



(One can create separate lists e.g. Office/ family/ foreign 
etc). While packing, tick each item in the app you have 
packed/ tick the item as well which you don’t need for 
this particular trip, rest of the blank items in the list need to 
be tracked till you leave. This ensures you rarely miss any 
item during your office/ pleasure trips.
Google Maps: Surprised, why it is listed here as all of you 
may be familiar/ using this app. However, it is suggested 
to always use/ check for the route, each time you have 
to travel to a relatively longer distance as the map tracks 
live traffic data and may always suggest you an alternate 
route, looking to the live status at that point of time.
In a nutshell, there are various other applications (Either as 
a part of default applications of mobile or downloadable 
from the respective app stores), which can facilitate in 
helping to resolve the dilemma faced in day to day life, 
for above mentioned illustrations. Best course is to be self 
guided by “Help” or similar Icon available in each smart 
handset. Contents of “Help” icon are generally so well 

documented that on going through the same, you can 
realize that each and every application of the phone has 
some meaningful utility and can be used for various day 
to day activities of life, both personal and professional.
Similarly, there are various other applications, free as well 
as paid, which can be used for enhancing day to day 
efficiency both in personal as well as in professional life 
through your mobile handset.
So, pick up your phone, look for the help (or similar) icon/ 
browse through app store, and proceed to manage 
things smartly ….
Mobile phone - Time saver or time waster, You can make 
the choice, the way you use it.

vvv

O K Kaul
General Manager - (CC)
Marketing, PR and WMS
BCC, Mumbai

            .    
             .

     :
1.	    ,   :      

  ,             
      ,        
               
  .

2.	     :         
               : 
          .

3.	    :        
      ,        
              
.

4.	    : :       
   ,            
               
  .

5.	    :        - 
                 
         -     
       .

6.	    : :         
       ,       
.         ,       
           .

7.	     :         
 ,    -      .   
  , : ,          , 

                 
       .

8.	    :          
      -       
         ,      
 ,             
,      .

                 
        .     
    , ,         
, ,      . : , , 
, , ,              
    .
              
       .       
     ?
              
        ,      
      .

vvv

  
 
 ,   

, , ,         
.       -     
              
          .

  
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


-  ,   

         ?
           .         . 
         .    .         
,   .     .    ,     , 
         .      .     
       .       ,    , 
          .
          ?
   ,        .      
     .      ,   .    
     16          .       
   -          .     
            .       
        .            
        .      .      
   . 
                .  
              .
,        .        .   
    .         .       

         .   ’’       
 . 2003  ‘’  . ,         

  .                  
.                 . 
               .   
        . 
    , , ,       
  . -          ?
          .    .      
   .  -       ,     

    /      .       
.                 
      .   ,       .   

     ‘, , ’      
 ‘’ .                 ’ 

  .               .    
    .


            
.      ‘’        
  .      -    
   .           

      .        
           2019  ’ 

  ’    .        
              

.               - 
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          
         
        . 
        
  ?
,          
   .       
    -  .   
 .         
     .    ‘’  
‘’         
.     ‘ ’     
  .       
   .       
     .     
    .      
      ,      
  . :     
    .      
       .  
      ,  
 ,  .     
        
       .   
  , ‘, , !’ 
.     ,      
 .
         
         
  .        
        
     .
      .  
          
 .       

     .   
      .   
  .        
.          
        
       .  
         .
       
        
 ?        
        
 ?
      .  
     .  ,  
          
        
    .      
        
    . 
      ,  
        
    ?
          
  .     , 
           
         ? 
           
          
   .     
 .         
  ,     .   
           
       ?   
 ,   . 

          
       .  
         
   .      
         .  
          
         
    . 
        
       
 .         
      ?
       ,    
      .     
    -   ,   
           
  .    -    
 .       
         
   .      
        
.        
  .  ,    
.         
          
    .     
      , 
      . 
     2019   
      
 .        
  ?
 ,    .     
          
      .  , 
         
       ,   
       . 
           
   . :    
  ,         
        
 ( ).        
         
.       .
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In the fast pace of technology, Learning and Development 
has to adopt the latest approaches and methodologies 
to make the learner more engaging. Artificial intelligence 
provides insight based on the enormous amount of 
learner’s data it has collected and analyzed, which will 
facilitate the creation of customized learning programs 
for learners.

Robots are an essential component of the banking 
industry whether you see them or not. They operate on 
smartphones to create a more efficient mobile banking 
experience. Robots are changing the modern Banking. 
Going towards cashless economy and AI adoption 
where transaction processing can be done through Face 
recognition. AI and Robotics are successful in Industry, 
Home, Medical and Banking. Banking Robots are started 
where the customer services are given by the robots. 
Even in the restaurants robots are taking food orders and 
serving to the customers. In banking SBI, HDFC, City Union 
Bank and Canara Bank is having AI based chatbot and 
robots to solve the customers general queries.

Japan has started Robots in Classrooms. English and 
Literature subjects are covered through Robots. 
Classrooms are having robots for interaction. Storytelling is 
the subject mainly covered by the Robots. AI also is being 
placed in classrooms where from attendance, Meditation, 

student behavior, student mood will be monitored online 
through brainy sense gadget. The device is having sensors 
which send newro data of Student to Teacher’s Laptop, 
whole day activities are monitored and auto report is 
generated online and sent to parents to check day by 
day progress in students.

“Today learning is more about ‘flow’ and not “instruction,” 
and helping bring learning to user through their digital 
experience. L&D focuses on “experience design,” “design 
thinking,” the development of “employee journey maps,” 
and much more experimental, data-driven solutions. 

“Robotics and other combinations will make the Learning 
more interesting as compared to present era”.

We have entered the Age of Artificial Intelligence (AI). 
And, we know how AI is revolutionizing Health care, Auto, 
Finance and banking sector. Learning and development 
(L&D) is no exception to it. Not so long ago artificial 
intelligence was reserved to the realm of science fiction. 
AI grew exponentially in 2019 and is projected to be even 
bigger in 2020.

To know to make the best use of artificial intelligence in 
L&D we need to understand that it’s a bit challenging. 
Most of us are not yet even consciously aware of the AI 
we’re already using. From online shopping’s search and 

AI and Robotics
in Learning and Development

Heartiest Welcome
Shri Sanjiv Chadha, Managing Director & Chief Executive Officer
Shri Sanjiv Chadha joined our Bank as Managing Director & Chief Executive Officer on 
20th January, 2020. He has over 32 years of experience in banking having started his 
career with SBI in 1987. Prior to joining Bank of Baroda, Shri Sanjiv Chadha was working 
as DMD, SBI and MD & CEO of SBI Capital Markets Ltd., the Merchant and Investment 
Banking arm of SBI.
He served in various geographical locations of SBI spread across different circles and 
abroad. Some of his previous assignments include Executive Secretary to the Chairman 
of the SBI Group. He has worked with SBI’s Los Angeles Office and also as UK Regional 
Head. His areas of specialisation include Retail Banking, Corporate Finance, Investment 
Banking, Mergers & Acquisitions, Structured Finance and Private Equity.
Team Bobmaitri heartily welcomes our new MD & CEO, Shri Sanjiv Chadhaji. 
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recommendation functions to voice-to-text in mobile 
usage, or AI-powered personal assistants like Alexa or 
Siri, our personal and work lives are already impacted by 
these new technologies.

Leading research and advisory company, Gartner, 
projects that AI bots will power 85 percent of customer 
service interactions by 2020 and will drive up to $33 trillion 
of annual economic growth.

Role of AI in L&D

Given the fast pace of technological and societal 
changes, L&D has to stay abreast of the latest approaches 
and methodologies as they develop their learning 
strategies. Gone are the days of one size fits all. 

All such approaches are creating and testing innovative 
ideas to improve a product/service or solve existing 
problems. It provides people with a “generic” framework 
and it’s applicable to all areas of expertise of 
your company and on the market. It draws 
upon logic, imagination, intuition, and systemic 
reasoning, to explore possibilities of what could 
be, and to create desired outcomes that  
benefit the end user.

One study found that 34 hours on Duolingo’s 
app are equivalent to a full university semester of 
language education. 

AI in L&D identifies what are the strengths of 
employee and the areas he needs to focus on 
through diagnostic testing and then developing 
personalized curricula based on each employee’s 
specific needs. 

According to Derek Li, founder of Chinese EdTech 
unicorn Squirrel AI, “In three hours we understand 
learners more than the three years spent by the 
best Faculties”

In future classrooms human faculties will play a relatively 
passive role. AI will take care of the actual delivery, and 
humans will only step in when there are problems.

The job of L&D is to understand what employee’s jobs 
are, learn about the latest tools and techniques to drive 
learning and performance, and then apply them to work 
in a modern, relevant and cost-effective way. 

One of the most important considerations in choosing an 
AI solution will be the level of analytics the solution can 
deliver. 

AI will provide insights based on the enormous amount of 
data it has collected and analyzed which will facilitate 
the creation of customized learning programs--faster 
than before.

Access to these insights and data will allow us to develop a 
better understanding of learner behaviors and to predict 
needs by recommending and positioning content based 
on past behavior. 

Adaptive learning that is personalized to the individual is 
a powerful way to engage today’s workforce, but point 

to consider here is the challenge facing L&D to be able 
to make sense of the data and to leverage those insights 
to drive business value.

Point of concerns

With AI in all its applications, there will be many positives, 
negatives and unknowns as this is relatively a new 
technology. AI has the potential to reduce the time spent 
in program development. But it also raises a big question 
whether we are relinquishing vital aspects of our jobs 
to automation. The reality is that AI is an algorithm, not 
a magic wand and will not be able to fix everything. It 
will not address the basic requirement of improving the 
quality of content. Hence we have to be cautions, and 
must remember that technology should never replace 
human interaction.

So, it becomes increasingly clear that the developers of 
the AI and machine learning solutions must come from a 

diverse pool and that the data used to train the algorithms 
in the tools is free of bias. “Even though AI learns-and may 
be because it learns, it can never be considered ‘set it 
and forget it’ technology. To remain both accurate and 
relevant, it has to be continuously trained to account for 
changes in the market, your our company’s needs and 
the data itself,” 

Conclusion

The benefits of AI are many and the concerns are valid. In 
the final analysis, however, we will need to remember to 
deal with AI solutions in the same way we build learning 
and development programs Identify the problems we’re 
trying to solve or topic on which we are training and then 
find the best technological solution to facilitate the end 
result.

vvv

Riti Jani 
Asst. General Manager 
Baroda Apex Academy
Gandhinagar
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Training Structure is a composite whole, or an internally 
organised content. But structure is not enough to make 
a system. A system consists of something more than 
structure: it is a structure with certain properties. When 
a structure is understood from the standpoint of its 
properties, it is understood as a system.
TRAINING SYSTEM:
The area of training of human resources and their 
development is an important issue for any organization, 
especially like banks, where the human resource is the 
main source of engine. More important when we talk 
about the quality of the skills and abilities of knowledge 
that commensurate with the nature of the work of the 
organization in which it operates and directly contributes to 
the development of the organization, a proper training of 
the human resource is required. 

Any organization that do not care for a proper training 
system, or for a continuous improvement through training 
programs will sooner or later find themselves in trouble as a 
result of the many changes that occur in and around the 
organization. It is must for every organization to re-examine 
at regular intervals the knowledge and abilities of its human 
resources and ascertain whether it fits in the changing 
scenario. This is more true and specific in today’s era where 
nationalized banks are facing stiff competition from private 
and foreign banks. 
A training system adopts the use of certain specific 
teaching methods for conduct of a training. The choice of 
the teaching methods adopted or used depends largely on 
the training contents, skill & information being taught and 
the aptitude and skills of the trainee.

Training systems are categorized in various ways. For 
example, military training systems are generally categorized 
as live, virtual, or constructive, according to the nature of 
the trainees’ interaction with training equipment and each 
other. A “live” training system is one in which real people 

operate real equipment in the field, whereas “virtual” 
training systems involve real people operating models of 
real equipment in virtual environments. “Constructive” 
systems involve simulations where real people initiate events 
that stimulate but event outcomes are determined by the 
overall simulation.
The training system in banking industry has been changed 
to create a smarter workforce and yield the best results. 
Training and development programmes help remove 
performance deficiencies in employees and also they are 
esteemed resource of the bank and success or failure of 
the bank operation rely on the performance of employees. 
Timely evaluation of the success of employees’ training and 
development programmes are most important for the banks.
Any training and development system in a banking sector 
ought to have inputs which facilitate the participants to 
increase skills and acquire information that can help to attain 
an idea to glance into the future. All these elements viz. the 
participants, the trainers, the management/leadership, the 
facilities, the materials and the evaluation and follow up 
mechanism add up to create an effective Training system.

BENEFITS OF TRAINING:  A well thought, planned and need 
based training program can be beneficial in many ways:                      
Benefits to the organization 
•	 Results into higher productivity and profitability 
•	 Improves job-knowledge and job-skills at all levels of 

the organization 
•	 Uplifts the confidence of the employees                                                                
•	 Leads to organizational development 
•	 Helps in reduction of cost in various areas of business 

activity
Benefits for the Individuals 
•	 Develops Managerial and effective analytical skills of 

the employees
•	 Helps in uplifting self-assurance, discipline and self-

control of the employees 
•	 Enables employees to cope up with stress, strain, 

worry, annoyance and disagreement 

Training System 
& Structure
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•	 Enhances level of job-satisfaction, self-satisfaction 
and acknowledgment from all quarters 

•	 Helps an employee advance to his/her own goals 
•	 Develops the wisdom and practice of self-learning 
TRAINING EVALUATION: 
Evaluation of a training program is a methodical 
procedure to establish the significance and value of the 
training process. An organization should not only aim at 
a good training system but should also develop a strong 
evaluation method to achieve the following objectives:              
•	 To determine the degree of success in achieving the 

program objectives 
•	 To prepare a cost benefit of the training program
•	 To find out the impact of various methodologies, 

cases and exercises used in the training program  
•	 To create data base that can assist management in 

taking decisions  
TRAINING SYSTEM AT BANK OF BARODA
On the same lines defined above, Bank of Baroda has 
developed an effective training system structure to 
achieve competencies, efficiencies and skillfulness among 
our employees so that they can perform effectively and 
ensure that organization achieves its objectives. 

The training system at Bank of Baroda is named as 
“BARODA ACADEMY”.  
Baroda Academy is a Learning & Development Center 
and is an integral part of the organization fully committed 
to set high performance standards among its employees. 

Some of the vital strategies of Baroda Academy are as 
under:
•	 Life Cycle approach training for all employees and 

for all roles
•	 Research Based Training Inputs obtained from 

operational and field staff 
•	 Training through Case studies, Industry visits, etc
•	 Use of eLearning methods in the form of short Videos/ 

Tubes, Simulation, Gamification, etc
•	 Knowledge enrichment of the faculty by way of 

participation in External training programs conducted 
by eminent scholars

•	 Case Research in house as well as with help of 
collaborations with industries best academic 
institutions (Chair Professorship)

In view of dynamic progress taking place in this competitive 
business world, it is equally important to impart knowledge 
and improve skills of staff members on a continuous basis. 
At Baroda Academy trainings are conducted to develop 
competencies among the employees in various areas 
of banking such as Credit, Agricultural, Retail, Sales & 
Marketing, Third Party products, Wealth Management, 
Leadership & Communication, Frauds Investigation, 
Departmental Inquiry, Forensic Audit, Customer Service, 
KYC-AML guidelines, Compliance, Digital Banking, 
Finacle operations, Foreign Exchange. Specialized sector 
specific training- such as NBFC Sector, Food processing 
sector etc. is also undertaken. 
As per Learning & Development policy adopted by 
our Bank, certain courses have to be undertaken and 
completed by the employees either in a class room 
or online depending upon his/her position and role in 

the organization. Our training system conducts such 
mandatory courses either in class or through e-learning 
method and provide opportunity to all eligible employees 
to get them certified in relevant areas. The certification 
courses help in building the required competency in 
an employee for a role and also to meet regulatory 
requirements. 
TRAINING STRUCTURE:
An organizational structure defines the work flow and 
relationships between employees, supervisors and upper 
management. A well-defined training organizational 
structure will help the organization to reach their 
goals and accomplish their tasks. The employees and 
supervisors in a training system must understand the work 
flow and relationships built into the training organizational 
structure and use the training machinery and resources to 
produce the best results. 
The structure of a training system can be built comprising 
different sections to cater to the training needs of the 
various functions of the organization such as accounting, 
manufacturing or sales. Likewise in case of banks their 
training structure can be built comprising of different 
sections to cater to the respective domain such as Credit, 
Forex, Operations, Agriculture, etc. There could also be a 
divisional structure of a training system catering to various 
geographic areas of the organizations. 
The flow of developing an effective training structure 
essentially covers the following: 
•	 Determine needs
•	 Create Standards
•	 Examine Learning styles
•	 Design Training Material
•	 Deliver & Reflect
TRAINING STRUCTURE OF BANK OF BARODA : 
Post merger of erstwhile Vijaya Bank & Dena Bank with 
Bank of Baroda, the training system of our Bank was 
restructured. With the formation of 18 Zones post-merger 
there now exists a Zonal Academy for each zone plus 4 
Baroda Satellite Learning Units (BSLUs)at Regional Levels 
all under the supervision of Apex Academy situated at 
Gandhinagar. 

HEAD & CHIEF LEARNING OFFICER
Baroda Apex Academy

AGM-
Baroda Gurukul

Learning Heads-
18 Zonal 

Academies

Learning Heads-
4 BSLUs

"Learning and Growth” are the basic building blocks of a 
training system. In essence, training system/ learning and 
development refers to the education solutions delivered 
to an organization’s workforce. 
If you’re the same as you were last year, last week, or even 
yesterday, that’s not growth. Compared to yesterday, 
you must take small steps today and every day in order 
to grow. 
Bank of Baroda Academy aims to develop the human 
employees into a Competent, Happy, Healthy and 
Customer centric force. 

vvv

Ramesh Iyer
Asst. General Manager 
Baroda Apex Academy
Gandhinagar
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        . 
       , 
,  ,  ,  
      .
3:   :
-         
         
  .      
 ,        
     .   
       
 ,       .  
       
    ,      
        
.         
        , 
    ,   
  ,    
       1  3 
(, , , , , 
),       
 ,    , 
      .
4:   :
        
       ,  
     .  
  ()    
   ,     
         
    .  () 
        
         
        
   .       
     4  5   
    .   
       
        
 .       
         
      .   
        
         
-      . 
        
         
   .

      
5:  : 
        
   , ,  
    .   , 
,     
   .    
        
        
  .      
     , , 
 -     
 .    -  
        
      .  
        
   @ 60   
   .    
        
      .   
      ,  
         
.
        
      
      
 .       
      .   
     .
1.	      
2.	       
3.	   (retention)  

  
4.	     
5.	     
6.	    
       
         :  
,          
.        
         
 .        
           
     . 
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.  
    
 , 

          
     .   
       
         
    .    
         
        
  .     
  ,     
,      .  
        
       
      .
         
        
       
 .        
         
       . 
     (  
)        . 
1:    :
         
      .  
       . 
        
    ,    
   .
2:  () :
          
          
.        
       ,  
     ,     
 ,         
   .     
     ,  
   ()     
  .    
        
         
         
   .    
    ,     
 .        
         
        
 .        
        
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It pains me when I look around and see many people 
struggling even to move, sit, stand or breathe. I run 
because it’s a privilege to be able to run. Thanking God 
for this privilege, which has become my passion now. You 
can’t understand the power of running unless you take a 
dip of running. Osho said in 1970, when you are running 
alone that is a part of meditation. It is one of the best 
nurture for mind, body and soul. It removes the negativity. 
I suggest you to experience it, to believe it. Running is the 
best form of meditation which makes me feel good and 
healthy. It makes me feel empowered and resilient. My 
soul becomes free. Running brings out the gold in you. 
It’s a therapy for soul. It’s a long journey, be positive, be 
patient and be persistent.
I prefer to run on trails. It gives me opportunity to inhale 
fresh cool air from trees and to calm my mind. Buzzing 
sound of insects feels like music to my ears. Run to explore 
and escape the ordinary. It breaks the monotony of 
gym routines. Run to burn extra calories, as I had party 
last night. Run to flush toxins in the body. I run because 
there is nothing better to do in life. I run to inspire new 
generation. It makes me happy and love to do whatever 
makes me happier. Staying happy is the basic thing to 
do in today’s’ busy life schedule. Some time I run to vent. 
Running awards you bragging rights; you easily become 
centre of attraction in any gathering or talk of the town. 
I am 52 and I started my running at the age of 46. During 
my posting at Mumbai, due to hectic lifestyle of metro 
city, I got affected by some viruses. It tolled me a lot 
physically. I was on medication for 8 months, gained 
weight upto 78kgs. I was thinking whether I have to survive 
on medicines for rest of my life. I got good company of 
runner friends who motivated me to plunge into running. 
Now, it is my way of life. 
I am a regular morning walker and do running on alternate 
days. But on weekends prefer long runs, may be 20 to 30 
km. Being posted in Kenya, I have seen half of the Nairobi 
by running. Though I ran a lot of full marathon and ultra 
marathons in India, this year did hat-trick of running Full 
Marathon at Standard Chartered Nairobi Marathon. My 
maximum distance is 80 Km approx in 12 hours. Staying 
fit is my target at this age. Whenever I am travelling to 
another city for personal or official purpose, I try to find 
out time to run there too to have a glance of city.
No doubt, Kenya is land of champions. Kenyan runners 
always lead the pack all over the world. Our runners’ are 
not only creating world records but also history in human 
evolution. Recently Eluid Kipchoge created a history 
by running Full Marathon (42.2Km) under 2 hours. Brigid 
Kosgei broke 16 years old world record title for women 
in Full Marathon. Even recently, Geoffrey Kamworor set 
world record in Half Marathon. So many other Kenyans 
rules in athletics and setting new standards always. It has 
influenced my performance. I am not a fast runner but it 
improved my timings. 
Initially one can apply walk- run method. Run from pole 
to pole and walk from next pole to another and then 
run and so on… Start slow, listen to your heart. If your 
heart beats fast, reduce the pace. Initially build your 
stamina for short distance runs. Gradually, you can 
increase your endurance and distance. Keep hydrating 
while running to avoid cramp. Ensure to do pre-run 
warm-up and post-run stretching. There are a lot of 
Mobile Apps and watches to track your performance. 
Remember, Eluid Kipchoge said, no human is limited.
Running in a group or with another runner has more 
benefits. Try to have a company of another runner. You 
can learn fast from the experience of others. Runners 
motivate each other. It forms new relationship with other 
runners, feel better. You can push your spouse or sibling or 
friend for a run, it will be full of fun and joy.

Running
That Extra Mile

Runners should focus on injury free running. If initially you 
got injured due to heavy workout, you may lose interest. 
You have to be committed initially at least for one week, 
later on, you will follow the discipline. Running is a great 
cardio exercise to get your body in shape. A 30 minutes 
run can burn atleast 300 calories. It helps you in maintain 
the weight.
If you wish to participate in long distance events set 
target, test yourself on different terrains. For long distance 
runner, it is 90% mental and 10% physical. It tests your grit 
and determination. Lead a disciplined life for runners. 
Thinking will not overcome fear but actions will. You just 
need courage to stand at the start line. Give your best 
and enjoy the finish line not the finish time. There is a saying 
“preparing to run a new distance is a mental journey but 
it’s a journey worth taking”. Break barrier and boundaries 
to bloom.
Try to run on different trails, roads, elevations etc. it uses 
different muscles. Running on trail like Borivali National 
Park in Mumbai, Cubbon Park at Bengaluru etc. where 
paths are lined up with variety of trees, build up less 
used muscles, it improves balance and stability. It is 
supplement to running. Try to do some cross training by 
yoga, cycling, zumba, aqua jogging, hiking, swimming or 
gym in your weekly routine. It reduces chance of injury. 
These are always beneficial to improve cardiovascular 
fitness. Low impact activities and flexibility exercise help 
prevent stiffness of muscles and provide the benefit you 
need without putting more stress on your joints. Running 
muscles get a well deserved break. You can do yoga 
before your run, cool down with yoga after your run.
Running is cheapest and easiest exercise. You need just 
comfortable pair of shoes and willingness to do more or a 
lot all at your own pace. Running shoes with all budgets 
are available in market. In other way, investment in a 
good pair of running shoes can be recovered in the form 
of savings on your medical bills. 
Modern life style gifts a lot of diseases like stress, heart 
problems, obesity, blood pressure etc. I have seen quite 
young suffering from these issues. One can avoid these 
by indulging in any physical activity regularly. 
If you are committed to something, you will always 
find time. Create a balance between work and life 
because it is important. It motivates a person, increases 
their productivity, loyalty & reduces conflicts and lower 
absenteeism. I have not taken any medical leave since 
last so many years. It creates positive perception towards 
life and commitment. Achieving a work - life balance is a 
daily challenge.
Run outdoors, it has more gains. It melts sadness, anxiety 
and keeps you young. It not only helps in reducing the 
weight but also to keep good state of mind. If anyone 
follows good eating habits, he can quickly reach his 
weight loss target. It helps in cope with work pressure. It 
reduces back pain, strengthens hip muscles and knees. 
It helps in getting sound sleep. After the running workout 
I feel lighter and more flexible. It retards the process of 
ageing. Run before life runs you down. 
See you at the start line of a running event…..

vvv
Yogendra Singh Saini
Dy Managing Director, 
Bank of Baroda 
(Kenya) Ltd., Kenya 
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   05  2019      
            . 
            
       .    
     , -  
   ,    ,   
 -        .

     
    

C 203          

    19  2019  22  2019  
      .      
              
   .  

       

 11  2019    -3    
( )           
 .              
  ,           
 .

  -3       
    

C 137          

Celebrations

 15  2019       
            
   .          
  ,            
    . 

       
    

 24  2019   ,     
       5      
       .    -
    ,      ,  
   ,   ,       
 . 

    5       
  ,     

 16 , 2019           
    .          
    .         
        . 

 ,     
     
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 20  2019   ,    , 
          . 
      (,  ),   
 (, ),    (  )  
   ( ,  )  . 

   ,    
      

 6  8  2019    (CREDAI)  
2019   ,     .    
    . .    .     
       ,     ,  
         . 

,     2019    

        

    21  2019       
   /        , 
  ,   ,  (EASE)    
   .        
,     . ,   ,    
    ,       . . 
            .   
      ,       
  ,            .



 ,    16  2019    
           . 
         ,    , 
     ( )     
     . 

 ,       

              
   II ,         .  
            
.             
,    ..     .

 24  2019          
 .           
,              
   .          
             . 

       

       
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     06  2019      
            
  .         ,   
    ,        .

      

 ,     15  2019  16 
 2019  -/ /     
    .        
,     ,         
 -2           
         . 

         

    07  2019      . 
            
.              
   .         
      .

        

 07  2019    ,   , 

            

       .      

             

   . 

 20  2019    -2    
       -   
  .          
       .     
        .   

         

  -2       

Celebrations

   4  2019      
 .        ,    
     ,        
    .  

        

- 201922



 21  2019     -,  
         .    
 ( )    ,  (  & 
 )    ,        
 ,         ,    
       .

   -,   
     

    07  2019       
    2020        
       .   
       .   ,     
   .  

 15  2019         
          -
     .        ( 
, ),     (-) 
            
       . 

    ,    09  2019   
10  2019         
 2019-2020    31  2019     
            
   .     ( )    
   ( )       . 

   -       
    

      
-   

       
      



 ,    20  2019     
           
            
 .           
 .

       
  

            
          05  
2019       .     
        ,    
      . 

      
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Training – Meaning and concept :
Training may be described as an endeavour aimed to 
improve or develop additional competency or skills in 
an employee on the job one currently holds in order to 
increase the performance or productivity. Training is the 
process of improving and polishing the required Skills 
to an employee in order to make him/her skilled and 
perfectionist in the job which he / she does. Thus Training 
is purely job focused.
Technically training involves change in attitude, skills or 
knowledge of a person with the resultant improvement 
in the behaviour. For training to be effective it has to be 
a planned activity conducted after a thorough need 
analysis and target at certain competencies, most 
importantly it is to be conducted in a learning atmosphere.
Training and skill Development is a structured program with 
different methods designed by professionals in particular 
job. It has become most common and continuous task 
in any organization for updating skills and knowledge of 
employees in accordance with changing environment. 
Optimization of cost with available resources has become 
pressing need for every organization which will be possible 
only by way of improving efficiency and productivity of 
employees, possible only by way of providing proper 
employee training and skill development. 
Benefits of training to the Organization  
While designing the training programs both the 
individual goals and organizational goals are kept in 
mind. Although it may not be entirely possible to ensure 
a sync, but competencies are chosen in a way that a 
win-win situation is created for the employees and the 
organization. Organization gains in multiple ways by 
providing training to its employees. We may summarize 
major benefits as under: 
1.	 Increased Productivity 
Training increases productivity of employees. A well 
trained employee usually shows greater productivity 

and higher quality of work-output than an untrained 
employee. Training improves skills of the employees in 
the performance of a particular job. An increase in the 
skills usually helps to increase both quantity and quality 
of output.
2.	 Greater Compliance 
Training ensures greater compliance as employees 
are equipped with better knowledge and skills. Trained 
employees always follow proper systems and procedures 
while performing their duties. Compliance culture reduces 
risk and ensures safety of employees and organization. 
3.	 Uniformity of Procedures 
Training helps in standardization of systems and 
procedures. With the help of training, the best available 
methods of work can be standardized and made 
available to all employees. Standardization ensures high 
levels of performance a rule rather than  exception.
4.	 Economy in Operations 
Trained manpower will be able to make better use of 
resources. Wastage will be low. In addition, the rate of 
accidents and damage to machinery and equipment will 
be kept to the minimum by the well- trained employees. 
These will lead to less cost of production per unit. Training 
can be used in spotting out promising men and in 
removing defects in the selection process. It is better to 
select and train employees from within the organization 
rather than seek the skilled employees from outside 
sources.
5.	 Less Supervision 
When the employees are properly trained, the 
responsibility of supervision is lessened. Training does not 
eliminate the need for supervision, but it reduces the 
need for detailed and constant supervision.
6.	 Quality and consistency 
Training ensures quality and consistency in performance 
of employees. Every member of the workforce is up to 
the same standard, in terms of their skills, knowledge and 
so on.  Consistency is important, as it’s never particularly 
motivating for employees to see others excelling and 
progressing, far more rapidly than themselves. All 
employees should be provided with adequate training 
and development opportunities. 
7.	 Higher Morale 
The morale of employees increases when they are given 
proper training. Training results in increased morale of 
employees because of reduction in dissatisfaction at 
work, reduced complaints, and reduced absenteeism, 
and increased interest in work during the post-training 
period. Heightened morale results in increased loyalty to 
the organization.

Benefits of 
Training to the 
Organisation
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8.	 Outperform the competition 
Training sharpens skills of the workforce which is required 
to remain in competition.  As an employee, taking part 
in training and developmental opportunities can help 
ensure you stand out from the crowd when pursuing 
higher-level positions.  For the employer, investing in a 
talented and capable workforce provides the business 
with every opportunity to outperform its competitors.
9.	 Better industrial relations 
Training provides a platform for maintaining better 
industrial relations. Employees develop a feeling that 
organization is taking care of them through training 
program.
Untrained people are bound to commit errors while 
handling resources machinery and equipment resulting in 
incidents at workplace. Training eliminates (reduces) the 
possibility of incident due to mishandling of equipment, 
machinery, and other resources of the organization.
10.	 Saves cost in the long run 
Increased Quality, Enhanced Customer Satisfaction, 
Better Quality, Reduced need for supervision, all could 
very well contribute in reducing cost, as the employees 
would become more efficient in the use of Organizational 
Resources.
The shift from the manufacturing to the rise of service 
industry has shifted the focus of training from manual skills 
to knowledge, learning and employee development 
where the focus is not just learning skills but on the means 
of transferring them to others, making sure that not only 
there is employee development but organizational 
development as well. The organization regularly needs 
to review the training and development needs of its 
employees. It has to train its employees from recruitment 
until retirement. It has to evaluate the investment in 
training and development to measure achievement and 
improve future efficiency (Marchington and Wilkinson, 
2000).
Training Vis a Vis New Technology 
Training is also necessary to adapt with new technology. 
The technological change in financial service segments 
is very impressive. Digital security has gained importance 
with legal acceptance. This will gain prominence with  
E-governance and online trading, electronic fund transfer, 
electronic clearing service introduced by RBI for debit 
and credit clearing. This needs more skilled manpower in 
the organization.
Importance of Training and Skill Development in Banking 
sector 
 Presently due to huge increase in Non Performing 
Assets, banking Industry is going through a critical phase. 
Majority of Public Sector Banks are facing acute shortage 
of capital due to recurring losses and finding it difficult to 
maintain CRAR as per Basel norms. Govt. has planned 
recapitalization of banks with some reform agenda.   The 
reform agenda is aimed at EASE - Enhanced Access and 
Service Excellence, focusing on six themes of customer 
responsiveness, responsible banking, credit off take, 
PSBs as Udyami Mitra, deepening financial inclusion 

& digitization and developing personnel for brand 
PSB.   The overarching framework for the reforms agenda 
is “Responsive and Responsible PSBs”. Capital infusion by 
the Government is contingent on performance of PSBs on 
the reform.
 As such Digitization and Developing personnel for brand 
PSB is one of the theme for reforms and therefore being 
eligible to get fresh capital from the government. For 
developing personnel, training and skill development are 
need of the hour. 
Creating a sustainable talent pipeline 
The government has initiated several path-breaking 
skill development programmes across industry/service 
segments. Organizations need to participate in these 
initiatives to create a sustainable talent pipeline, 
equipped with the requisite skill and attitude, not only for 
the traditional roles, but also for the emerging empowering 
role for the future. Every organization has the responsibility 
of honing the right attitude and competitive skill-set in 
their employees through a progressive, knowledge-based 
approach, and value-centric training of innovation, 
agility and ownership. 
Conclusion  
Trained and skilled manpower is most desirable asset for 
any organization. Training accrues multiple benefits to 
the organization. It’s simply a case of acknowledging 
the mutual benefits that accompany training and 
development in an organization.  For the ambitious 
employee, quality training programs hold the key to 
limitless career advancement.  For proactive employers, 
it’s all about building and retaining the strongest possible 
teams. Therefore, irrespective of the size and nature of the 
business, ongoing employee training and development 
should be considered mandatory.

vvv

Vimal Chand Jain
Learning Head 
BA, SPBTC, Mumbai
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Learner as a Customer
In today’s marketing industry, the 
customer experience inspires how 
marketing messages are designed 
and executed. Because a sale is 
more likely to happen with a seamless 
and satisfying customer journey, the 
focus is on appealing to the ways 
customers interact with a brand as 
much as the benefit they receive 
from buying the product or service.
Similarly, the learner experience is 
heavily influential in modern-day 
learning, or at least it should be. 
Traditionally, learners spend a couple 
of days in a classroom and then 
put what they have learned into 
practice in the workplace. But due 
to advances in technology, and 
the demands of learners in a digital 
world, the alternative methods of 
learning are getting good responses. 
Today’s learner wants flexibility, 
choice and personalization, just like 
today’s consumer.
The ability to manage and deliver 
smart online/live interactions 
throughout the user experience, while 
capturing the user’s data, relies more 
and more on technology. Today, 
technologies like social networks, AI, 
bots and big data deliver services 
and information at the point of need 
and are thus influencing the way 
customers consume and learners 
learn. Data is central to this process 
and is used to make the experience 
easier, more engaging, personalized 
and more flexible.
Here are three ways, we can 
accomplish treating our learners as 
clients :
We should give the learners little 
choices 
Allowing the learners to have the 
freedom to choose, do they want to 

exchange. Some consumerisation 
principles apply to those of learning, 
such as services on-demand, 
available anywhere at any time on 
any device Key for their satisfaction 
and engagement, users should have 
choice. 
There is no doubt that training is 
crucial for an organization. But it is 
equally important to know whether 
we are getting the worth of our 
investment. As with all initiatives, the 
results matter. The ability to measure 
the impact and value of employee 
training and development has 
been a historical challenge in the 
business world because, for many 
reasons, one is that measurements 
can be subjective. There is no single 
approach to measuring the ROI of 
employee training. There are various 
factors to consider, such as the goal, 
current knowledge of the employees, 
their feedback and performance 
results. It is also important to know 
that training is not a one-time event. 
It is a continuous process wherein 
employees learn and master the skills 
they need to grow in the job.

Learning is a continuous process and being a Barodian, we all try to 
learn everywhere, our Bank believes in Learning Culture and offers a 

rich and user friendly environment for learning. 

Bank of Baroda has Comprehensive Training Structure covering 
Apex Institute at Gandhinagar and -18- Zonal Training Academies 

and -4- Baroda Satellite Learning Units (BSLUs).

Bank of Baroda provides training through In House Training, On the 
Job Training, External Training and E-Learning.

write things down or do they 
want to talk with a partner, 
do they want to work on this 
alone or do they want to work 
with a large group. Giving 
them choices makes them 
feel valuable. Our adult minds 
love choice. So, why not give 
them little choices that don’t 
change the way that we work 
but instead, it will get them 
feeling confident and feeling 
in control of their learning 
environment.
We should treat our learners as 
future leaders
Another way to shift our mindset 
is to, treat our learners better than 
we might treat beginners. If we truly 
believe that we’re dealing with a 
consumer, we’re going to spend 
some time to take their needs into 
play. One way to do this is to be 
aware of the group. 
We should create comfortable 
opportunities
Some participants are silent, not 
talking or introverted. When this 
happens, try creating opportunities 
for them to speak in a very 
comfortable format. For example, 
find one attribute about them that 
stands out (e.g. short hair), then pick 
that attribute as the person who is 
going to lead their team or share their 
thoughts first. This will seem random to 
them so they feel less pressure. 
Both learners and customers start 
with a need and lead on a journey to 
satisfy that need. It is crucial, in both 
a learning and selling context, to 
manage the right kind of interactions 
between the user and the vendor/
trainer. This will take place over 
time and is rarely an immediate 
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The gamification of learning is an educational approach to motivate 
students to learn by using games design and game elements in  

learning environments. The goal is to maximize enjoyment and 
engagement through capturing the interest of learners and 

inspiring them to continue learning. Games not only have the 
power to add to training without distracting participants, they 

make learning more fun, impactful and can help increase 
retention. 

We generally use gamification for Soft skill training like team building, 
communication etc.

Gamification/Game-Based Learning

Classroom Learning

Classroom helps participants and faculties 
organize assignments, boost collaboration, 
and foster better communication.

We also invite domain experts from Zones 
/ Regions / Branches.

E-Learning & Micro Learning

Baroda Academy has revamped new learning management system 
“Baroda Gurukul”. It is designed to provide different user experience, 
increased accessibility and optimized utilization. 

Baroda Gurukul provides tools and features to maintain stringent 
and continual process of competency gap analysis, training 
need assessment and impact measurement tools. Virtual 
classroom, rapid authoring capabilities, multi-lingual support, 
seamless integration with third party APIs. These are some robust 
features which make Baroda Gurukul a comprehensive solution for 
learning

Adaptive learning is a methodology that breaks traditional models 
and allows employees to learn at their own pace. It has gained 

popularity and can be very personalized to each participant. For 
example, adaptive learning allows employees to be monitored 

individually and in real time to determine what learning approach 
will best suit their needs.

Adaptive Learning

“To connect, to engage, and to create unforgettable experiences – these are the three qualities of every great learning 
system.” Good facilitator knows how to build connections with learners in such a way that it stimulates engagement, 
makes them want to learn more, and ultimately they create their own experience.

We do believe that learners are the Future Leaders.
vvv

Deepak Gupta
Sr. Manager (Faculty)
Baroda Academy, 
Bareilly

�
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           
, , , , -  -
      .

� -  ,    ,   

              
 .      ()    
   .        
       ?  , -  
               
         ?

� -  , .  ,   

   ,       ,   
       .     
               
           .  
           
   ,        .

              
 .           
    .         
         , ,  
   ,      ,  
,        .     
      .        
   .        .  
             
   .          10 , 
20 ,  30             

      .       
         .

    -  

            
   -
•	       .
•	       -  .
•	�            

.
•	�             

/   .
•	�             

         , 
     -.

•	         .
•	    (  )    .

      

            
           .  
        -

•	�        -  
   

•	�             
 




  
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•	        
•	       
•	�           

     
•	   /     
•	�           
•	          

      -  

             
              
       .      
          .   
          
 .     ,     
        .

           


 ,          
    ,         
      .     
           
              
             
  .         
      .

            
/   

             
 .      ,       
              
   .  ,      
      .      
           .

       -    
         , 
     -

     -      
-  ,        .

•	�          
   .  ,  ,    
         
.       -    
          .

•	�             

     .      
           .   
-   ,    .

•	�         
            
    /   /   
     .       
      ,    / 
           
        .

        

             
            
      .      
             
 .

   (  )    

              
     .          
.           -  
/   /  /        
     .   ,    
           , 
, ,   ,     
         .  , 
   /          
        -   
    .



             - 
  ,           
   .            
      ,        
  .          , 
  ,        
 .             
           
          .    
     ,       
             
       .
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     22  2019     
 .       ,    
      .     
( ),   ,  ,   
   ,  ,  ,   
 ,           200   
   . 

    ,       

 11  2019      ,   
          
   .    -   
  ,        ,  
      ,       
          . 

      

 11  2019        ,  
             
            .  
   ( )       () 
 ,      ,       
 .

    15  2019  31  2019  
        ‘ ’   
  .  16  2019      
           . 

     " "   

        

Celebrations

Grand Finale of Baroda Gyani Inter-Zonal Quiz 
Competition was organized at Baroda Apex Academy, 
Gandhinagar on 11th October 2019. Top 3 participants 
from each zone were selected to participate in this 
Grand Finale. New Delhi Zone was declared as winner 
of this competition, Baroda Zone & Patna Zone were 
the 1st runner-up and 2nd runner-up in the competition 
respectively.

Apex Acadmey organises Baroda Gyani Inter-Zonal 
Quiz Competition

 20  2019          
     .        
  .               
     .

       
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 

     

  

       

  

  

 

  

 

  

 

 

                   
  - 2019         .     

         - 
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LEARNING MANAGEMENT SYSTEM  
IN BANKING

As we all know that banking is one 
of the most essential pillars of the 
modern economy. It is also one of 
the industries with the highest level of 
competitiveness, where information 
is power and the slightest of errors 
can cause massive catastrophes.

For example The Reserve Bank of India 
has imposed a monetary penalty of ` 
1.50 crore each on four banks, and 
` 1 crore on one bank recently. The 
penalty has been imposed on the 
public sector banks (PSBs) for non-
compliance of various directions 
issued on monitoring of end use 
of funds, exchange of information 
with other banks, classification 
and reporting of frauds, and on 
restructuring of accounts. The central 
bank also imposed a monetary 
penalty of ` 20 lakh each on three 
Banks for non-compliance of various 
directions issued by the RBI on Know 
Your Customer (KYC) norms / anti-
money laundering (AML) standards.

Surviving in this fierce domain is 
no easy feat, and the biggest 
advantage a Banking company can 
have is their employees.

Yes, the employees. They are the 
face of any organization, the 
thread that ties the organizations to 
the customers, the bearers of the 
organization’s brand. So there is no 
question that having efficient, well 
trained and conversant employees 
are absolutely essential to maintain a 
competitive edge.

“With great power comes great 
responsibility”. In the case of training 
in the banking sector it is a perfect 
fit. Indeed, the greater standing 
an organization has in the industry, 
the higher the expectations are 
for the employees to keep up 
the competitive standing of the 
organization.

As on 31.03.2019 employee strength in all Scheduled Commercial banks in 
India is as below.

BANK GROUP
TOTAL EMPLOYEES

Officers Clerks Sub-ordinates
STATE BANK OF INDIA AND ITS 
ASSOCIATES

1,19,027 1,07,422 49,826

NATIONALISED BANKS 2,63,376 1,95,414 91,775
FOREIGN BANKS 22,765 1,076 347
REGIONAL RURAL BANKS 44,685 30,813 9,376
PRIVATE SECTOR BANKS 3,78,741 25,656 9,592
ALL SCHEDULED COMMERCIAL 
BANKS

8,28,594 3,60,381 1,60,916

important as knowing about 
the various business processes 
laid down for up keeping the 
company’s best work practices.

Now the question is how to satisfy 
all kind of training needs of a huge 
workforce.

Traditional method of training which 
is calling all employees into classroom 
is very costly as well as not quick 
enough to meet these constantly 
changing training needs.

So the solution can be Learning 
Management System.

What is Learning Management 
System?

A Learning Management System 
(LMS) is a software application for 
the administration, documentation, 
tracking, reporting and delivery 
of educational courses, training 
programs, or learning and 
development programs. The learning 
management system concept 
emerged directly from e-Learning. 
Although the first LMS appeared in 
the higher education sector, the 
majority of the LMSs today focus 
on the corporate market. Learning 
Management Systems make up 
the largest segment of the learning 
system market. The first introduction 
of the LMS was in the late 1990s.

Banking and finance organizations 
primarily have to cater to the 
following training needs of this huge 
workforce.

•	 Impart effective training on 
regulatory aspects - Being a 
heavily regulated industry, laws 
and norms and adherence to 
those is key to survival for Banking 
and Finance organizations.

•	 Train workforce on complex 
software - A number of 
complex software (for taxation, 
auditing, etc.) are used by BFSI 
organizations to enhance their 
efficiency.

•	 Provide high quality information-
security training - The growth 
and penetration of Internet has 
also led to growth of information-
security related concerns.

•	 Deliver excellent training on 
financial instruments - Equity 
funds, bonds, derivatives, 
commodities, various types of 
banking and insurance products. 
These are just some of the 
financial instruments available to 
BFSI companies.

•	 Equip personnel with adequate 
knowledge of solutions/services 
portfolio and business processes 
- Knowledge of a company’s 
financial portfolio is just as 
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Learning Management Systems were 
designed to identify training and 
learning gaps, utilizing analytical 
data and reporting. LMSs are focused 
on online learning delivery but 
support a range of uses, acting as a 
platform for online content, including 
courses, both asynchronous based 
and synchronous based. A LMS may 
offer classroom management for 
instructor-led training or a flipped 
classroom, used in higher education, 
but not in the corporate space.

The benefits of Learning Management 
System :-
1. Content at One Place
The Learning Management System 
lets you store all your content at 
one place, reducing the risk of 
losing important data, and even 
making organizing it a very easy 
task. Each eLearning management 
team member or other users can 
then access information, data, or 
anything else through the cloud 
storage system.

2. Easy Access to the Scientific 
Material 
Once you upload your scientific 
material on the LMS, it will become 
available to all users all the time. It is 
easy for students to get courses from 
anywhere and in a timely manner 
and using any mobile device or 
intelligent possession. This feature is 

the most important reason why you 
will seek to acquire and activate an 
LMS in your organization.

3.	 Easy to track the Learning Process 
and Learners Development

An LMS gives you the ability to track 
the progress of learners in the course 
material. More precisely, you can 
track their understanding of the 
material, measure their interaction 
with the content provided, see if 
it meets all of their needs, or be 
enhanced with some text, audio, 
and video files to enrich it.

4.	 Reduction in costs of Education 
and Training

The Learning Management System 
(LMS) provides a lot of mobility to 
attend lectures since the actual 
presence of the teacher and learners 
can be bypassed at the same time. 
And that can happen in addition 
to reducing costs related to paper 
curricula that will be replaced 
by digital portfolios and cloud 
applications.

5.	 Reduction of the Duration of 
Learning

The learner may have acquired 
skills or knowledge of some of the 
contents of the course offered. In this 
regard, the LMS allows direct access 
to lessons that the learner has not 
yet been able to provide. A system 

of tests can enable the learner to 
be able to confirm that some units, 
sections or parts can be exempted 
from subsequent study.
6.	 Easy to Update the Scientific 
Material
If you want to add, delete, or update 
online modules for an electronic 
learning course, you can simply 
access the Learning Management 
System and make the necessary 
adjustments, which is not easy nor 
cheap when talking about paper 
courses and programs.
7.	 Ease of Integrating Social 
Learning Experiences
The Learning Management System 
lets you integrate the social learning 
experience into your eLearning 
strategy, where you can include links 
to Facebook, Twitter, LinkedIn, and 
online forums that will undoubtedly 
be useful to learners. You can also 
market the eLearning course on social 
networking sites and educational 
websites to attract new learners.
All major Banks in India have adopted 
Learning Management System at 
various stages and also utilizing it for 
upgrading their training vertical.
Bank of Baroda has also adopted 
Learning Management system and 
branded it as a Baroda Gurukul. 
Baroda Gurukul is developed as a 
comprehensive LMS which tracks 
users learning journey in the Bank. All 
the training entries be it a classroom 
or online are managed by this system 
for all employees.
Currently it is having more than 
350 E-Learning courses, 150 + 
videos and other reading material 
available which can be accessed 
by all employees of Bank of Baroda 
anywhere anytime. 
Users of Baroda Gurukul have given 
average rating of 4.5 out of 5 which 
shows the level of popularity among 
employees.

vvv

Gautam H Vyas
Sr. Manager (Faculty)
Baroda Apex Academy, 
Gandhinagar
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“MICRO LEARNING” BACKBONE OF 
LEARNING & DEVELOPMENT

Abstract
The article is about analyzing the 
meaning and importance of Micro 
Learning and how Micro learning 
helps to organize and order a set 
pedagogical and technological 
concepts in new interesting ways 
towards learning and development.
“We need to bring learning to people 
instead of people to learning.”
�  - Elliot Masie
Micro Learning:
Millennials are the major work force 
at present and there are various 
Social, Economic and technological 
changes that lead to various new 
terms concept and strategies to 
bridge knowledge gap through 
Micro learning. 
Micro Learning leads to reorganising 
various training programmes & into 
several micro courses instead of one 
large course so the user be able to 
understand and retain the same. The 
demand for Micro learning courses 
is very high as each and every 
learning courses come with exciting 
new trends that organisation can 
leverage to create better learning 
and experience for their employees. It 
delivers short bursts of course content 
for the learners to go through as per 
their convenience as it's available on 
Mobile or e-learning platform. 
As learning and development 
leaders in the organisation, Learning 
and Development team should 
model a strong learning culture with 
modern development practices so 
it is able to execute the Vision of the 
organisation. Presently same gap 
is bridged by Baroda Gurukul, as it 
provides employees with an optimal 
learning by various content in bit sized 
proportions in form of Micro learning, 
as it doesn’t take much time and 
helps learner to update knowledge 
and even retain it and provides just in 
time learning. 
Micro learning prospers in Learning & 
Development
Micro learning a method that uses 
small chunks or snippet to engage 
the learners and increase their 
knowledge to drive job performance 
and employee development. It is 

short and to the point content based 
on particular topic. 
“Micro learning means respecting 
the brain’s limits and breaking up the 
learning experience for maximum 
impact, stitching together content in 
a way that prevents learner burnout.”
For example: If a credit officer wants 
to know how to compute working 
capital or what are various methods 
for assessing working capital limit. 
The information would be available 
in small videos or PPTs of 2-3 minutes 
or snippet forms followed by some 
quizzes to brush up the overall 
concepts. The short duration, singular 
focus and limited extra ensure the 
Learner’s attention span and working 
memory capacity are not exceeded.
Fundamentals of Micro Learning:
The fundamental components that 
must be included in Micro learning 
strategy is as under:
	 Clearly defined organisational 

goal: For impactful Micro 
learning the first and foremost 
thing is to identify requirement 
of the organisation which is very 
specific and measurable, that 
organisation needs to achieve. 
Micro learning needs to focus on 
specific problem solving, it should 
be vague.

	 Action to be taken by employees: 
When we are very clear about 
the organisational goal, we 
should be able to understand 

what we are expecting from 
employees in order to achieve 
this goal. The same should be 
considered while developing 
micro learning based modules.

	 Science of Learning: The science 
of learning summarizes existing 
cognitive science research 
on how employee learn 
and connects it to practical 
implication of teaching. It 
possess a set of evidence based 
principle that employees retain 
knowledge for longer term.

	 •	 Repeated practicing of 
new topics helps to retain 
content.

	 •	 In between questioning helps 
learner to recall content.

	 •	 Increases confidence level 
of learner.

	 Easy to Access: Many time 
employees are unable to attend 
training or find difficult to find 
solutions as and when it arises 
Micro learning contents are 
available online due to which 
they can access course as and 
when they get opportunities as 
it can be available on mobile or 
other online platform. 

	 Moment of Need: Micro learning 
is focused on moment of need, 
as and when employees find 
any difficulty they can access to 
various Micro learning courses to 
clarify their doubts immediately. 
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•	� Micro Leaning can be in 
presentation form that involves 
participants to be involved 
and update there concepts.

•	� Micro learning can be in form 
of activity of story telling  or 
videos which engage or 
create interest in participants 
through out the modules

•	� Gamification involves various 
game based elements 
that engages learner and 
increases their motivation 
level. Micro learning with 
gamification leads to better 
learning and more engaging.

Presentation

Activity

Gamification

•	� Reinforcement questions to 
drive  long term retention of 
knowledge. 

Quiz

•	� There are various types of 
videos but animated based 
videos can engage a learner 
full attention and ensure the 
learning process unfolds more 
effectively. Various method for 
creation of animated videos 
to be more effective.

Videos

of policies. We can create 
short interactive videos that are 
arranged chronologically but 
function as complete units.

	� Quick Quizzes: There can 
be various quizzes organised 
for employees to update 
their knowledge and ensure 
learning did take place, the 
responses to which can be 
stored in the corporate Learning 
Management System.

	� Create catalogue of Training 
Module: 

	� There should be plethora of 
various contents of learning 
material that need to be 
consumed regularly by all 
employees. 

	� Try to create complete and 
independent module and have 
them arranged in the library in 
alphabetical order. Each module 
should be easily available 
through search window, so that 
content is easily accessible and 
each and every content should 
not be lengthy so that learner’s 
interest continues.

Advantages of Micro Learning:
There are various advantages of 
Micro Learning, few of them are 
mentioned below.
1.	 More Engaging: The content 

should be bit sized which keeps 
learners focused until the end. It 
is in the form of Videos or short 
online stories that keeps learner 
engaged throughout the module 
followed by Quizzes.

2.	 Focus on Individual employee 
need: In present environment 
individual tend to learn only 
when they think it is providing 
the solution so as per individual 
requirement, short Micro learning 
provides various module in form 
of Snippets solutions.

3.	 Easy to access & retain: As Micro 
learning is available in bit sized 
modules and accessible through 
multiple devices or browsers 
i.e, over mobile or through 
system, users can use as per their 
convenience. Users can use the 
module multiple time as per their 
requirements which help them to 
retain the content.

4.	 Cost Effective: Micro learning is 
cost effective and saves time for 
development. 

5.	 Freedom to learn: Learning 
nuggets provide them an 
opportunity to choose what 
they want to learn as per their 
convenience.

Conclusion:
Learning & Development play a 
crucial role for development of any 
organisation, as it parallerly walks 
along with the organisational goal. 
In field of learning and development 
Micro learning acts as game 
changer. It is pragmatic innovation 
for lifelong learning and create sense 
of autonomy in learner, as it is easy to 
access, user friendly and available as 
per convenience of employee.

vvv

Jyoti Thakkar
Sr. Manager & Faculty
Baroda Academy, 
Bangaluru

Forms of Micro Learning:
There are various forms of Micro 
learnings, the details are as under:
Effective Creation of Micro Learning:
	� Story telling: Story telling based 

micro learning engages learner 
easily and it also compels a 
stronger emotional connection 
to the subject matter.

	� Effective Visual: Visual displayed 
should not be complex, else 
it distracts learners, and visual 
should be very simple as it’s easy 
to understand and retain for 
longer time.

	� Ideal Length of Micro Learning: 
Length of micro learning should 
not be more than 3-4 minutes, 
if any concepts or subject is 
lengthy, micro learning should be 
divided into various small bits.

	� Question session: After every 
subject, there should be question 
answer to retain the subject 
knowledge.

Importance of Micro learning 
Application at workplace
Traditional learning environment in 
the education sector are rapidly 
replaced by E-Learning Solutions as 
it is not possible to reach out each 
and every employees to provide 
class room based training and in 
various subjects, therefore E-Learning 
solutions enjoy greater degree of 
freedom towards learner centric 
instructional design, as they can 
simply access the topic of interest 
or requirement and achieve their 
learning goal within minutes.
Below discussed are various ways 
or methods how Micro learning can 
contribute towards Learning and 
Development at workplace.
	� Begin with end in Mind: We need 

to analyse various problem which 
organisation is facing and the 
same can be resolved via, Micro 
Learning. So, ultimately we need 
to know what is requirement and 
based on that snippets should be 
developed.

	� Conversion of various Policies 
and Manuals in Interactive Video 
form: There are various policies 
and circulars and to update this 
policies to every staff through 
on boarding training is very 
challenging, as it’s very difficult  
to reach to every employee in 
the organisation.

	� It could reach to every employee 
in micro learning “nugget” of the 
important parts of the content 
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        5482         
   , ,             
  .      ,       
           .     -
                
     .               
               2018    
           ‘  ’     
       .
 2018                
                 
    .             
              
  .  2018       4013    ,  
    8018        2,55,587  
   . 
              01  2019  
          16  2019      
            .     
             
            21.09.2019   
        ,    .     
                  
,        .       ,   
        .    85000   
     120         -  
                
    . 
            . 
                
        .        
                . 
   //           

 ,     

 

 ()

 

 

  

 

 

 
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  .               
           .     
               
        .         
        .             
    -       .    
                  
           .      
                . 
‘  ’              
- ,               
- ,             
 : 
1.	       (    )
2.	    (    )
3.	    (  )
4.	        (    )
5.	       , ,  
6.	        (  )
7.	    (    )
8.	      
9.	         
  -         
    .          , 
,      .       , ,  
 ,   ,           
     .             
                  
                  
    .         .    
             . 
                 

    

, 

 

 

 

 

 

  
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 ,  

     ()  -  (    
//)            . 
               
     .            
     4     . 
                   
             .  2019  
      2200       .    , 
       .
               
26.09.2019  01.10.2019        .    
  ,              
               
.                  
                   .
        ‘  ’    .  
          .       
                .  
‘  ’    ,   ,      
   ,  ,  -  , , 
  ,  ,          
 .       ,  ,      
    .               
         .        1079 
‘  ’  ‘  ’  .
       -        
         ,    ,     
      ,      ,  - , 
         ,    
 ,   ,          .
    13385           
.                 
,               , 
 ,            .  6135 
  (   )       .   
              745   
            .   
    5500           
  6,12,000      . 

 

 

 

 

 

 

 

 

 

- 201938



      , 2019       
        :

..  
1     13385
2        3,56,056
3          1079
4   ( /  / )   745
5   (  ) 6135
6     28,311
7     6,11,779

   ,             
                  
                
    .

vvv
  
 ( )
 , 

 



   -  
     2019

                  
         ‘  ’    .     
/ /       -   .     
   5482             6,11,779   
  .  19,520    1079         745  
    -,  - ,      
 .       -           . 
             . 
          21  22 , 2019    
          .        
        .            
             .  
            .    - 
  (   )    ,          
       .
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1.	 Baroda Tube: Video Based Learning
With the growing influence of Social Media in the last 
few years, Videos have become inarguably the most 
popular web-based leaning tool. A report by Cisco 
revealed that globally, video traffic will be 82% of all IP 
traffic (both business and consumer) by 2021, up from 
73% in 2016. The global Internet video traffic will grow 
fourfold from 2016 to 2021, recording a compound 
annual growth rate (CAGR) of 31%.  You tube is one 
such phenomenon. As per the data available from 
you Tube :
•	� The total number of 

people who use YouTube 
– 1,300,000,000.

•	 �300 hours of video are 
uploaded to YouTube 
every minute!

•	 �Almost 5 billion videos 
are watched on YouTube 
every single day.

•	 �YouTube gets over 30 million visitors per day
•	 �In an average month, 8 out of 10 18-49 year-olds 

watch YouTube.
The phenomenal growth in the use of videos is leading 
to the widespread adoption of video-based learning 
by the corporate world. Video-based learning is 
a powerful and effective method of learning new 
concepts. Video based learning has now become 
an instrumental tool for making the right impact on 
the minds of the learners. Videos have the power to 
captivate, entice, and educate learners.  Video made 
in the form of microlearning with appealing graphics, 
visuals and narration help the audience connect 
well to the subject being taught and lead to better 
decision making.
“Employees are 75% more likely to watch a video 
than open an email or read documents.” – Forrester 
Research
WHY VIDEO?
Better retention of concepts: One of the most important 
reason to use video based learning is that it helps the 
users to remember the concept is the videos have 
the right element in the form of graphics, text and 
animation. 
Better impact leading to better productivity: Learners 
benefit from videos and use the new learning to 
improve their performance and thus leading to better 
productivity. Organizations are pleased if the business 
goals and learning outcomes are met for the monies 
spent on the solution.
Cost Effectiveness and Wider Reach: With the increased 
number of employees it becomes very difficult to 
impart classroom based learning to all them. E-learning 
can also become very cumbersome and boring if the 
course is mainly used in the form of text.

Baroda Tube
In the view of using this widely used tools of learning 
Baroda Academy has launched Baroda tube on the 
Banks foundation Day on 20th July 2019. An initiative 
to give learning in bits to all the staff members in the 
form of small videos on various topics. Baroda tube 
is available on the home page of our LMS platform 
Baroda Gurukul. Baroda tube can also be accessed 
on My Learning tab of Baroda Gurukul App on Android 
as well as IOS platform. 
Baroda tube at present has 3 channels.
1.	� Baroda Leader: This channel has more than 75 

videos of 5-10 minutes each of various Industry 
leaders talking on leadership & Soft Skills. 

2.	� Baroda Gyan: This channel has more than 40 videos 
prepared in-house of on various topics pertaining 
to our Bank. Various product and concept related 
videos are prepared for easy understanding. 

3.	� Finacle Videos: This channel has more than 
55 videos in the form of screen recording with 
narration on various Menus used at branch level.

The videos in the channels are very easy to access and 
navigate. One can also search any video as per the 
topic & keywords. The channels can  be subscribed, so 
that one gets the notifications whenever new videos 
are added in the channel. One can also mark a video 
as favorite for easy access. In addition to videos, pop 
up quiz has also been added for easy assessment of 
the learnings from the videos.
Baroda tube is using three types of videos in order to 
promote learning:
1.	� Animated Videos: Animation & graphics help staff 

members to learn the concept in fast and effective 
manner. Animated videos basically contain 
concept explained with lot of text, graphics and 
animation. These videos are fun to watch and 
easy to remember. This type of videos are very 
popular among new generation learners.

2.	� Lecture Based Video: This is the most widely 
used form of video, where lectures of 
faculties are shot and edited with some basic 
text elements to understand the concept.

3.	� Narration based videos: In this type of videos, the 
instructor explains the concept with a running 
PPT with a voice over in the background or 
visible picture of the instructor. Finacle videos 
are prepared in this form. Screen recording 
with instructor explaining each step from the 
background.

With micro learning becoming the buzz word in today 
learning space, Bank of Baroda’s L&D vertical will 
come up with more interesting and engaging videos 
well suited for our staff members. More and more 
e-learning courses shall be prepared with the mix 

Baroda Tube and Baroda Radio
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of videos and traditional e-learning courses. More 
channels on various domains shall be created for 
easy access as per the topic. Feature of self-upload of 
videos shall also be added so that any staff members 
can also upload any video subject to approval.
Indeed video based learning is going to be the future 
of L&D and Barodians need to play a big role in with 
their support and contribution.
2.	 Baroda Radio 
“Radio… that wonderful invention by which I can 
reach millions of people, who fortunately can’t reach 
me” These are the words on American comedian and 
radio presenter in his career of more than 80 years.

With its introduction in 
late nineteen century 
radio  emerged a 
most widely used tool 
of mass media in the 
early 20th century. 
Even after more 
than 100 years of its 

existence and various advancement in technology 
and communication, Radio continues to play a 
pivotal role in the society as a widely used medium of 
communication and distance education in particular. 
Radio has emerged as one of the most effective and 
cost-efficient tools of mass communication not only in 
the developing countries but also in the developed 
countries. Radio has been used in different formats for 
educational purposes the world round. In the present 
day Radio not only used for entertainment but is also 
used for educational purpose and fostering the sense 
of unity and integrity among the people. Our Prime 
Minister Shri Narendra Modi too uses Radio as a means 
to communicate with millions of Indians every month 
through his show “ Mann Ki Baat”
With the average age of staff members reducing and 
new generation Bankers joining the Bank every year, it 
becomes very important for the L & D vertical of Bank 
of Baroda to use all the medium to communicate and 
impart education to all the staff members. 
Baroda Radio is one such initiative started by our L & 
D vertical to promote “Learning-on-the-Go”. Baroda 
Radio in its initial form was started as audio files of 
the gist of the circulars which can be accessed from 
the Digital Library section of Baroda Gurukul, our LMS 
platform. Most of the staff members do not have time 
to read circulars on the daily basis hence Baroda Radio 
can be used to get the brief idea about the circular. 
In addition to the existing Baroda Radio initiative, our L 
& D vertical on our Banks’ Foundation day in the year 
2018 Launched of “Baroda Live Radio”, an initiative 
of Baroda Academy under Baroda Gurukul, our 
comprehensive learning Management System. Live 
Radio sessions are broadcast every Friday from 4.30 
pm to 5.30 pm. Repeat broadcast is played 24*7 after 
the live radio session for the whole week. At present 
Baroda Radio can be accessed through Home page 
of the Baroda Gurukul website. In the Baroda Gurukul 
app, baroda Live radio can be accessed through 

“My Learning”. Now Baroda Live Radio can also be 
accessed through the website https://barodatube.
barodagurukul.co.in, where user need to login through 
the domain Id and password credentials.
Segments of Live Radio: Baroda Live Radio has segments 
like Leaders Talk, Success Story, Gyan Sangam, Health 
Tips, and Branch Connect, Employee Connect etc. 
Leaders Talk: Many of the staff members are not aware 
of the journey of the leaders in our Bank. Leaders Talk 
is the first program under Baroda live Radio where 
interview of Top Executives are broadcasted ever week. 
Questions related to their journey and success Mantra, 
Motivation is asked so that Barodians may learns from 
the Leaders. 
Success Story : This segment gives platform to the 
Barodians who have achieved success in any 
parameters, to share their success mantra and strategies 
so that all  Barodians may learn from them. This not only 
motivates the staff member sharing his/ her success 
story but also gives a learning experience to Barodians .
Gyan Sangam: Radio is nowadays used a medium of 
learning and specially in pedagogy. Podcast on various 
topics are very popular. Gyan Sangam segment is 
conducted either in the form of interview or a panel 
discussion on topic from any of the domain and 
discussion/interview is held with domain expert from 
Apex Academy or Vertical. Some of the latest trending 
topics like IBC 2016, FINTECH, Trends in Bankings have 
been covered for the benefits of the staff members to 
learning new things.
Health & Happiness Tips: Health & Happiness is primary 
importance to all the staff members and many of 
bankers in present day are not able to focus on health 
due to the rising stress at work. In order to promote health 
and happiness, a special segment is played where 
interviews with doctors, yoga experts, sports trainer etc 
are played for the benefit of Barodians so that they can 
also inculcate a healthy lifestyle on a regular basis.
Employee Connect is a segment where every week we 
choose a topic on which any employee can give their 
view by calling us on our dedicated phone number 
7573003090.
Branch Connect segment : Our RJ calls a branch and 
talk to Branch head and other staff members on various 
topics pertaining to branch working.
In addition to the above, we cover various other topics 
like circular discussion for the month, special programs 
focusing on ongoing campaigns, special programs on 
festivals/National Days etc. 
No doubt radio/podcast can play a major role 
promoting learning as well as a sense of integration 
among all the Barodians. With its tagline of   ,   
 it truly can become the voice of all the Barodians.	

vvv

Praveen Singh
Sr. Manager – Faculty
Baroda Apex Academy,
Gandhinagar
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       

 23  2019   ,      
   .         
    .       (, 
, ,    )   .   
    -       .  
    ( , ..,   ) 
        . 

 ,         

Our Bank entered into a partnership with Paisabazaar.com 
for the bank’s home loan product. To commemorate the 
commencement of business partnership, an agreement was 
exchanged by Our Executive Director Shri Murali Ramaswami 
and Shri Naveen Kukreja, CEO & Co-founder, Paisabazaar.
com in the presence of Shri Akhil Handa, Head-Fintech, 
Partnerships & Mobile Banking and Shri.V.K.Sethi, Head - 
Mortgages & Other Retail Assets.

On 2nd October, 2019, our Bank organized a Shramdaan 
under ‘Swachhata Hi Seva’ Campaign at Juhu Beach in 
Mumbai on the 150th birth anniversary of Mahatma Gandhi. 
During the programme, our staff members contributed their 
time for Shramdaan/ cleaning drive. Our Executive Directors 
Shri Murali Ramaswamy, Shri S L Jain and Shri V S Khichi were 
also present on the occasion.

Bank enters into partnership with  
 Paisabazaar.com

Bank conducts 'Swachhata Hi Seva’ Campaign 

 24  2019  ,        
    ,          
  .             
            .    
          .    2000  
  .  ( , ..,   )   
               
      .

 ,           ‘ 
 ’       .   
             .  
     24  2019    
  ,           
.         .

       

           
‘  ’       . 
             
  .       30  2019  
            
       . 

     


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Bank of Baroda-Kapital Tech tie-up for  
co-origination of loans to MSMEs

On 30th November, 2019, International Computer Security Day 
was observed by the Bank at BCC, Mumbai to raise cyber 
awareness among staff members. This event was attended 
by our Executive Directors Shri S L Jain and Shri V S Khichi. On 
this occasion, current issue of our in house quarterly magazine 
Cyber Chunks, leaflets on Dos and Don’ts of Information 
Security were released and a short audio-visual film on cyber 
security awareness was also released.

Bank observes International  
Computer Security Day 

 ,      2019    ‘  
’    .         
    ( , ..,   ) 
             .  

        

Our Bank entered into a partnership with Kapital Tech 
for co-origination of loans to the MSME sector, under the  
co-origination guidelines of the Reserve Bank of India. The 
partnership aims at offering working capital business loans to 
MSMEs in over 200 micro markets across India. Our Executive 
Director Shri Vikramaditya Singh Khichi exchanged MoU 
with the officials of Kpital Tech. Our ED Shri S L Jain was also 
present on the occasion.

    4 , 2019    ,   
-  III    .      
   ,         
      -  ..     
 . 

     
- III  

 31  2019     ,   ‘ 
 ’     .      
   .     (  ) 
  ,           
 . 

   ,  
  ‘  ’   

NEWS

        
    

 17  2019           
     .      
            
           .   
       . ,      
           .
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            
   

On 6th Decembar 2019, Bank celebrated "MAHAPARINIRWAN 
DIN" of Dr. Babasaheb Ambedkar at Chaitya Bhoomi, 
Dadar, Mumbai. Our Executive Directors Shri Murali 
Ramaswamy, Shri S L Jain and Shri V S Khichi alongwith other 
top executives and staff members were also present on the 
occasion.

Bank Celebrates "MAHAPARINIRWAN DIN"  
at BCC, Mumbai

              
 ,  ( ,  )    
   .   ,      
            
   .



     6-7  2019   
         
        .    
 ( )   ,  ( 
)          
  -       
 ,        .  
    ,      
          III   , 
          . 

   ‘  ’      

             20  2019  30  2019  ‘  ’    
    :    (, ,     )   .     , 
               .        250000    
  .            (  ) 168%         60000 
   . 

 ,     
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 12  2019   ,        ‘        ’ 
       .       -           
    .         ,  ,         .  
    ‘   ’     .    ,         .  
    () .  , -                
 .     ,    ( )     .

 17  2019        
         . 
      ,  (  
  )  .    .  ,  
 () (  ,  )  ‘    
 ’     .   ,   
()            
  .  

 28  2019   ,     
        .    
   -, ,    
   .     ,    
  ( )          . 
   -       
 (   )     .   

         ,    
21  25 , 2019    (Induction Programme) 
   .         
   -  , ,   
    .     (   )  
      ()      
   .        
           .

 ,        ,     

 ,      
  

 ,   -  
     

      ,  
    

 
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Please tell us about your family and educational 
background:
I belong to service class family. My father was a 
railway officer, a man known for his integrity and 
good principles. He always taught us “ kaam 100 
din ka, charm 9 din ke” means beauty can be 
admired for 9 days while your work will always be 
admired. We are five sisters and brothers. All are 
post graduate and well settled in their respective 
professional and personal lives. I did post-
graduation in commerce and CAIIB after joining 
the Bank.
What made you to choose banking as your 
career? 
When I was in 8th standard, my father wished 
that I should join bank. So in 9th standard, I took 
commerce as a subject and did my B. Com 
(Hons). Immediately after my graduation, I got 
job in railways and further I went on to Join Food 
Corporation of India. In the mean time, I also 
appeared for BSRB exam and got selected. I was 
having three offer letters:
1. AAO in Insurance Company   
2. Management trainee in MMTC
3. Lecturer in Degree College
But I preferred to join bank as clerk cum cashier 
just to make my father happy.
Which of your posting you have enjoyed most? 
During my 38+ years of banking service, I had 18 
postings and have worked in all areas. I enjoyed 
each and every posting. In every assignment, 
I got new learning and recognition. I can say 
all the 18 postings were challenging and it may 
be because I was carrying an image of turning 
around the business.
Most challenging assignment was my posting as 
branch head in Mombasa (Kenya). When I joined 
there, it was a negative growth branch. Ten days 
after my joining, our Managing Director  shared  
concern that Board has shown displeasure on 
performance of branch and  he has  assured the 
Board for better performance in future on my 
behalf. 
The fact was that, my predecessor had migrated 
one month ago and there was no one to 
introduce me to the area, culture, staff and 

Be Transparent In 
Your Behaviour 
And Working

- K P Singh,  
General Manager-CC (Retd.)

Shri K P Singh, General Manager-Chief Coordination 
retired from the services of the Bank on his 

superannuation on 31.08.2019. His stint of 38 years 
witnessed so many landmark changes in the Bank. 
He worked in many Branches/ Offices and at the 

time of retirement he was heading MSME Dept. of 
the Bank at Corporate Office. Team Bobmaitri talked 

to him about the experiences of his personal and 
professional life. Excerpts are presented below for 

fellow readers - Editor
customers. From the airport, I directly went to the branch 
and introduced myself to the staff. Very next day, my 
joint manager submitted one month leave application on 
medical ground. I requested him for one-week time and 
sanctioned his leave. During this one week, I tried to contact 
as many customers as possible. Now I was alone amongst a 
team of 16 and that too all Kenyan local staff. 
I started going to Hanuman temple on Saturday night and 
Gurudwara on Sunday morning. I got two advantages, first I 
got connected to the community and also got to eat food. 
Further, one fine morning, I got message from driver saying 
“Mr. X is off (expired) and being cremated at 11:30”. The 
city had only one cremation ground, so I told him I will go 
to attend funeral. I was a new face in the function which 
lasted for two hours. People sitting nearby saw a new face 
and enquired about me. I introduced myself as Manager at 
Bank of Baroda, they said “oh manager baroda, was he your 
customer?” I said no just on humanitarian ground, I have 
come. After that I was regular visitor to cremation ground 
and could get number of customers. So here is the point, if 
you want you can have business in cremation ground also. 
During my tenure I gave 100% growth, despite the fact that 
the country had 22 days curfew due to election violence. The 
situation was so worse that Indian navy ship was stationed 
in neighbouring country for evacuation of residents, in case 
of emergency. After normalcy was restored, Bank of Baroda 
emerged as the bank in need. During my tenure, not even 
a single fraud happened. Even today after 10 years, I get 
regular call from customers from that place. 
You were assigned the charge of MSME functions for business 

Interview
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growth in bank. Any specific 
incident would you like to mention? 
I was heading MSME vertical for 20 
months. During my tenure MSME 
growth was 17% which was highest 
in decade history of BOB. I think, 
business opportunities are huge in 
this segment. To have growth, you 
should have product, simplified 
processes and competitive prices. 
But the most important is to give 
confidence to your team and 
believe me, our staff have every 
potential to come with flying colours. 
I just gave freedom to my staff to 
perform and said, performance is 
all yours and failures is all mine and 
what is created (17% growth) is a 
history.  You need to be leader to 
lead from front and not as boss.
What was the most interesting and 
challenging experience of your 
banking career?
Most challenging assignment was 
being Chairman, Baroda Rajasthan 
Kshetriya Gramin Bank (BRKGB). I 
was working as DRM in Indraprasth 
Region (newly formed region). Upon 
selection as Chairman (BRKGB) I 
reported to the Bank and found 
that there was a dharana going 
on outside the bank. I introduced 
myself to them and requested to 
meet me in the evening. Further 
I requested the Head Office staff 
to keep offering tea and juice to 
union people, so that they have 
energy. I introduced myself to 
staff and defined priorities. In the 
evening, union people came and 
had discussions. I told them clearly 
that”by all these dharna (agitation), 
you are losing customers’ trust 
in the bank. If there is any issue, 
you should come to discuss and 
I will give decision in affirmative 
or negative. But still if you prefer 
all these agitations, bank will lose 
business and if recommended for 
merger you will be losing your value.
They said, they were thinking 
that since today is dharna so the 
Chairman will not join. My version 
was, if I would not have joined, you 
would have issued circular saying 
‘aane se phele dar gaya’. I made 
it clear to union that “I will lead from 
front”. 
Second day of my joining, I 
took two disciplinary decisions. 
One- against the staff who after 

departure of earlier Chairman 
spread on social media that police 
has gone to arrest Chairman and 
he has fled. Second disciplinary 
action of dismissal was pending 
against staff for three months. CVO 
presented paper for authority and 
I signed. After that, he said he will 
despatch after 10 days as it will 
allow them to pay full month salary 
to staff. Sensing this, as information 
will be leaked to staff and protest 
will start, I instructed CVO to take a 
bus and report in the branch next 
day, before 10 a.m., do preventive 
vigilance inspection and at 4.45 
p.m call the officer, hand over the 
letter and confirm over phone. Even 
my secretary could know only after 
three days about dismissal of staff. 
So message was loud and clear – 
“banking without favour and fear”. 
Then I started connecting to staff 
and customers. During my tenure, 
I travelled approximately 2 lacs km 
and visited more than 80% branches 
and addressed all staff, conducted 
thousands of customers meetings 
which resulted in trust building. I 
got printed my mobile number in 
bank diary. Staff/customers had 
liberty to call me directly. Bank’s 
performance was applauded by 
all stake holders and bank won 
more than 50 awards. Bank also got 
prestigious ‘technology bank of the 
year award’ from IBA consequently 
for two years which is still continuing. 
Bank was amongst top 5 RRBs of the 
country with 100 + crore net profit, 
A category and A rated bank. I got 
Chairman incentive under NABARD 
scheme for performance. During 
my tenure, almost 100% growth 
and not even a single agitation 
happened thereafter. Success 
mantra was connect to staff and 
to customer. I created a feeling 
of ownership amongst staff and 
impartial leadership. I enjoyed a 
very cordial relationship.
How did you manage your 
professional and personal/ family 
life with the busy and extended 
banking occupation? 
To be very frank, I compromised on 
this front and my first priority was 
bank. I am really thankful to my wife 
who took care of my family and 
supported me in giving my 100% to 
bank with integrity. Almost out of 

total 38 years of service 50% I have 
remained as forced bachelor.
How do you see the present 
scenario of banking sector?  
In last 5 years balance sheets 
are almost cleaned, banking is 
technology driven and Bank of 
Baroda is much ahead of its peers 
as far as technology is concerned. 
With stress on NBFCs, which has 
majority share in financing more 
particularly in MSME segment, I feel 
a huge potential is available. Our 
bank is a very strong bank, both 
financially and professionally. Top 
management is very supportive 
and innovative. Bank has a good 
mixture of young and experienced 
staff who are self committed to 
see their bank at top position. I do 
not find any reason why our bank 
should not enjoy industry leadership 
position as bank is having capital, 
capacity, capability and the 
brand image with more than 70% 
young, well qualified and energetic 
workforce.
What do you think about the 
future of our bank and what are 
your message to the Barodians 
especially to Gen Next employees? 
Any specific suggestion to 
youngsters of the bank?  
The commitment level of Baroding is 
so high that any call given by bank 
is taken as commitment by all staff. 
In the past, in spite of tough time, 
bank has been performing and will 
continue to perform.  Soon bank will 
be enjoying market leader status.
For staff, I will simply request that, 
•	 Be transparent in your behaviour 

and working.
•	 Do not chase targets but tap 

the available potential
•	 No compromise with bank 

policies and guidelines.
•	 Have trust in yourself and in your 

leadership, future is yours.
What are your post retirement 
plans?    
After retirement, I am feeling much 
relaxed with no stress. I keep myself 
busy in meeting my relatives and 
friends who were compromised with 
one excuse or other during service. 
I am enjoying a very happy life 
with my family. Also to keep myself 
engaged, I have chosen education 
sector. 						        vvv
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The Government of India introduced the New Pension 
Scheme from January 01, 2004 through a notification on 
December 22, 2003 for new entrants to Central Government 
Services, except to Armed Forces. The Government 
constituted an interim regulator, the Interim Pension Fund 
Regulatory and Development Authority (PFRDA) through a 
Government Resolution in October, 2003 as a precursor to a 
statutory regulator. 

With an objective to bring the New Pension scheme now 
renamed National Pension System (NPS) within a statutory 
regulatory jurisdiction, an Ordinance was promulgated on 
December 29, 2004 for setting up a statutory regulatory 
Pension Fund Regulatory and Development Authority.

National Pension System (NPS) is a voluntary, defined 
contribution retirement savings scheme designed to enable 
the subscribers to make optimum decisions regarding their 
future through systematic savings during their working life. 
NPS seeks to inculcate the habit of saving for retirement 
amongst the citizens. It is an attempt towards finding a 
sustainable solution to the problem of providing adequate 
retirement income to every citizen of India.

Under the NPS, individual savings are pooled in to a pension 
fund which are invested by PFRDA regulated professional 
fund managers as per the approved investment guidelines in 
to the diversified portfolios comprising of government bonds, 
bills, corporate debentures and shares. These contributions 
would grow and accumulate over the years, depending on 
the returns earned on the investment made.

NPS is now available to all citizens of India with effect from 
May 1, 2009, other than Government employees already 
covered under NPS. Under NPS following two types of 
accounts is available.

Tier-I account:
Any subscriber can contribute his/her savings for retirement 
into this non-withdrawable account. It may include 
employer’s contribution in case of corporate sector.

Tier-II account:
This is a voluntary savings facility. In this facility, subscribers 
are free to withdraw their savings whenever he wishes. The 
facility of Tier II account was made available from December 
01, 2009 to all citizens of India including Govt. employees 
and corporate sector subscribers not mandatorily covered 
under NPS. An active tier I account will be a pre-requisite for 
opening of a Tier II.

Benefits of NPS
To Employee
•	� Portable - Applicant can operate an account from 

anywhere in the country and can pay contributions 
through any of the POP-SPs irrespective of the POP-SP 
branch with whom the applicant is registered, even 
if he/she changes his/her city, job etc and also make 
contribution through eNPS. The account can be shifted 
to any other sector like Government Sector, Corporate 
Model in case the subscriber gets the employment.

	� Therefore, Fund is easily transferred to new organization 
after switching the job, if PRAN is generated. There is no 
minimum job period limit for switching the fund through 
PRAN shifting.

•	� A safe retirement fund: Introduced by the Government 
of India and regulated by the Pension Fund Regulatory 
& Development Authority (PFRDA).

	� Employee can see his/her present value of NPS fund 
through Mobile App or online at any time.

To Others
•	� Voluntary - NPS is open to every Indian Citizen. A 

subscriber can choose the amount he/she wants to set 
aside and save every year.

•	� Dual benefit of Low Cost and Power of compounding 
– The account maintenance costs under NPS are the 
lowest as compared to similar pension products available 
in India, like retirement plans offered by Insurance 
companies and mutual funds. Till the retirement pension 
wealth accumulation grows over a period of time with 
a compounding effect. The account maintenance 
charges being low, the benefit of accumulated pension 
wealth to the subscriber eventually becomes large.

•	� Simple - All applicants have to do is to open an account 
with any one of the POPs or through eNPS and get a 
Permanemt Retirement Account Number(PRAN)

•	� Flexible - Applicant can choose his/her own investment 
option and Pension Fund or select Auto choice to get 
better returns.

•	� Regulated – NPS is regulated by PFRDA, with transparent 
investment norms and regular monitoring and 
performance review of fund managers by NPS Trust.

Tax benefit
v	 To Employers:
	� Contributions made by the employer (upto 10% of Basic+ 

DA) are allowed as a business expense under Section 36 
(1) IV (a) oflncome Tax Act 1961.

v	 To Employees :
•	� Individuals who are employed and contributing to NPS 

would enjoy tax benefits on their own contributions as 
well as their employer’s contribution as under: -

•	� Employee’s own contribution - Eligible for tax deduction 
up to 10% of Salary (Basic + DA) under Section 80 CCD(1) 
within the overall ceiling of Rs. 1.50 lacs under Sec 80 CCE.

National Pension System (NPS)
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•	� (b) Employer’s contribution – The employee is eligible 
for tax deduction up to 10% of Salary (Basic + DA) 
contributed by employer under Sec 80 CCD(2) over and 
above the limit of Rs. 1.50 lacs provided under Sec 80 
CCE.

•	 To self-employed:
•	� Eligible for tax deduction up to 20 % of gross income 

under Sec 80 CCD (1) with in the overall ceiling of Rs. 
1.50 lacs under Sec 80 CCE.

•	� Subscriber is allowed deduction in addition to the 
deduction allowed under Sec. 80CCD(1) for additional 
contribution in his NPS account subject to maximum 
investment of Rs. 50,000/- under sec. 80CCD 1(B)

Tax benefits would be applicable as per the Income Tax Act, 
1961 as amended from time to time and are applicable for 
investments in Tier I account only.

Tax Benefits on Withdrawal:
•	� Amount utilized for purchase of annuity at the time of 

exit (Minimum 40% mandatory) is not treated as income.

	� 40% of the total corpus at the time of exit is not treated 
as income.

Nomination:
Minor can be a nominee. In such case, subscriber will be 
required to provide guardian’s details and date of birth of 
the minor. Subscriber will be allowed to register up to three 
nominees only.

Partial withdrawal from National Pension System by 
subscribers of NPS.

National Pension System (NPS) is targeted at creating a 
corpus for the retirement years. Being a retirement product 
NPS discourages early withdrawals by mandating to annuitize 
at least 80 % of the money. Withdrawals before exit from NPS 
have been permitted for specific reasons.

Regulation 8 of the Pension Fund Regulatory and 
Development Authority (Exits and Withdrawal under the 
National Pension System) which allows for partial withdrawals, 
had been amended w.e.f. 10.08.2017 and notified as under:

A partial withdrawal of accumulated pension wealth 
of the subscriber, not exceeding twenty five percent of 
the contributions made by the subscriber and excluding 
contributions made by employer, if any, at any time before 
exit from National Pension System subject to the terms and 
conditions, purpose, frequency and limits specified below:-
A. Purpose:

	� A subscriber on the date of submission of the withdrawal 
form shall be permitted to withdraw not exceeding 25% 
of the contributions made by him/her to his/her individual 
pension account, for any of the following purposes only:-

a.	� For higher education of his or her children including a 
legally adopted child

b.	� For the marriage of his or her children, including a legally 
adopted child

c.	� For the purchase or construction of a residential house 
or flat in his or her own name or in a joint name with his 
or her legally wedded spouse. In case, the subscriber 
already owns either individually or in the joint name a 
residential house or flat, other than ancestral property, no 
withdrawal under these regulations shall be permitted.

d.	� For treatment of specified illnesses: if the subscriber, his 
legally wedded spouse, children, including a legally 
adopted child or dependent parents suffer from any 
specified illness, which shall comprise of hospitalization 
and treatment in respect of some specified diseases:

B. Limits:
	� The permitted withdrawal shall be allowed only if the 

following eligibility criteria and limit for availing the 
benefit are complied with by the subscriber: -

	 a.	� The subscriber shall have been in the National 
Pension System at least for a period of -3- years from 
the date of his or her joining

	 b.	� The subscriber shall be permitted to withdraw 
accumulations not exceeding 25 % of the 
contributions made by him or her and standing 
to his or her credit in his or her individual pension 
account, as on the date of application for  
withdrawal.

C. Frequency:
The subscriber shall be allowed to withdraw only a 
maximum of 3 times during the entire tenure of subscription 
under the National Pension System. The request for 
withdrawal shall be submitted by the subscriber, along 
with relevant documents to the central recordkeeping 
agency or the National Pension System Trust, as may 
be specified, for processing of such withdrawal claim 
through their nodal office – HR-Operations Department, 
Head Office, Baroda. Provided that where a subscriber 
is suffering from any illness, specified in sub clause (d),the 
request for withdrawal may be submitted, through any 
family member of such subscriber.
Partial withdrawal process/documents: Operational 
process/documents to be adhered to /submitted for 
availing partial withdrawal would be as per the norms/
guidelines as under:
The form for partial withdrawal as prescribed by NPS [copy 
enclosed] should be accompanied by the prescribed 
documents as under:

Sr.No. Type of Withdrawal Documents required
1. For Higher Education Copy of admission letter of 

the Institute along with the 
Fees structure

2. For marriage of his or her 
children

Self Declaration

3. For purchase or construction of 
a residential house or flat in his 
or her name or in a joint name 
with his or her legally wedded 
spouse

Photocopy of Title 
documents of the Property, 
Approved Plan and self 
declaration OR 

Loan sanction letter issued by 
our Bank and self declaration

4. For treatment of specified 
illnesses: if the subscriber, 
his legally wedded spouse, 
children, including a legally 
adopted child or dependent 
parents.

Certificate from Doctor

vvv
Ashutosh N Mishra
Chief Manager
Terminal Benefits
Head Office, Baroda
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        ,     
,      ,       
              
       .        
         ,   
            .   
              
       ,       
        .    / 
     ,          
             
       .       
                
 ,             
     . 

               :-

    
     ....!!
             ,  
                
              
  (   )   ,  ,  
        .       
          ,      
         .    
               
        , ,   
         .

              
 2004  2009        2    
. 2009            23914 , 
          1883  .   
                  
 1%    .

2004  2009        

(:      )

             ,  
              
  -        ,    
   .           
                 
              , 
     .        
 ,       ,      

          .      
             
.             
       -      
         ,      
            
           -  
              
    . 

       
          
       
,           
   .      
        
        
        . 

                
                
 .             
                
               
 ,   , ,      
 .

 2016       ,      
92    .           
       .        
     3  4          
               
.              
    .          
       .      
                
      . 

       ,     
              
   ,          .  
  ,       7%    
          66000   
 .               
          . 

      
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       

     ,       
        2  1   25 
      .  ,  ,   
             
    50%      ,   25    
  .            
             
              
              
     .        
               
,  ,            
  . 
               :-
       , 
      ....!!

             
   ,             , 
,              
   .  ,         
        .     
               
       .

          /  
         :-
1.	   :    4         

          
      

2.	   :             
    

3.	   :         
  -   . 

     ,        
        .      
 12            
             :- 

1. 	  :          ,  
           
        .     
-   , -   , - 
    -        
          .

     / 
2. 	   :    C   ,  C (), 

 C () ,  C () ,  C 
()    C () .   C     
             .

3.	   :       ,    
          
  .        ,  
          .

4. 	   :            
              .

5. 	   :           
    .       
        .     
            ,   
    .         
      ,     
              
     .

6.	   :          
             .

7. 	   : 3 C     ,      
      .  C- ( 
 ),  C-       
  C- .         
     .  

8. 	   :            
             .

9. 	   :          
           . 

10. 	  :             
                
           .

11.	   :       ,     
              
           . 

12. 	  :            
:            
         .

       ,      
        ,      
          
.            
       ,       
                
 .            
     ,         
      .        
           
              
            
  .
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             
            
        .      
             
           .   
               
         .     
 -             
              
     .   , ,    
             
        . 

             
    -     ,   
             
      .        
            .    
 ,     ,    ,   
 ,            
                
              . 

                  
            - 
            -   
                
         . 

   
             
             
 .         .     
              
             
            
              
        .       
              
  -          
             
      .

 

  -

       

  

   
    ,       
     .          
               
              
  .            
      ,     
             . 
            
              
       .
      
  :
1.	      
2.	      
3.	     
4.	      
/  : 
1.	  
2.	     
 
1.	       
2.	      
3.	      
4.	     
 :
1.	  
2.	   
         :-

      ....
      ......!!

               
       ,        
             
            . 
              
         ,   
   ,          
        .      
,              
 .            
                
        .
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  

  

     

 

 

 

       

  

  ,           
 28.10.2019  03.11.2019        
.          .       

     -   

    

 , 
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 ,  :  
   

       ‘ ’
      .   

    ‘ ’   
,     , 
       
       .  
        
- ,       
    .     
        
          
  .      
 -        
         
     . 
     2016    
     .   
          
     .    
        -
   .      
  ,  , - 
    .    
          
       . 
          
          
     .
        / 
       
     .    
         
     . /   
   150 .    . 

 /         
   150 ..   4     
         
    7   .    
       .   
        
   .        
           
          
           
      .  
           
       .  
         
.          
    .     
   . 
 4         
         
.         . 
        ,  
       .  
     ?    
          
         
  . 
          
       .   
       .    
         
.         
         
       .   
        

          
       .   
           
       
    .    
          
    ,    
           
  .  ( )  
     .   -
      ( ). 
         
      ,  
         
   . 
         
. -    , 5000  
     .    
  .       
    .     
        
   .     
.       
     . 

         .  
        .   
        
 (        
  )     .   
           
 .        
.        . 

     .   
         
.   2      
-     -  
  .       
      .   
      ’  ’ 
  3.5      .  
    .    
      . 
         
   30      .  
    .    
        
  -     . 
         
.        
       .  
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     40      
   .       
. ,        
 . 
          
        .   
         .  
      , ,  
          
 .
        . 
            
    .       
    .         
  .           
           
.             
            
            
       .  
             
          
 .        . 
    50  .     
    .      
   .
     50    .   
         
    (    )   
  .          
             
 ,         
,           
           
  ()       
  .       
/       .   
          
       . 
          
        .  
         . 
          
 .           
           
  .          
  .
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 
 , 
  ,


In this new organization model, bank employees are 
experiencing  a full redefinition of their tasks, becoming bank 
sellers, working with clients to meet the bank's targets in areas 
such as the sale of investment funds, bonds, and insurance 
policies. 
When there is a target, the word pressure shoots up, thereby 
emerging the concept of stress in the work environment. 
Stress in the banking sector is a major issue that currently 
affects many bankers as in the same way; the growth and 
profitability of banks are likely to remain under pressure 
always. So, this is the burning situation now which needs its 
own immediate address. Fragile financial markets, rising risk 
aversion continue to stress Indian bankers. It is possible to 
affirm that the substantial changes that took place with the 
productive restructuring were in the sense of implementing 
strategies such as charging clients for a greater diversity of 
services and product, flexibility of work, redefinition of tasks 
and traditional banking activities with technology infused, 
and transferring more and more services to the clients 
themselves intensified the volume of work.
We believe that there is a strong need for a thorough analysis of 
the increasing spread of negative health outcomes that work-
related stress may assume in a very changing organizational 
context as the banking one. Despite the existence of a plentiful 
Literature on work-related stress, the study of this phenomenon 
in the banking sector is still limited, although it falls into the field 
of collective health. Subjective stressors contributed to work-
related stress and lack of knowledge. The risk of psychological 
distress depends on the extent of change experienced and 
the level of entanglement in the process. Even after the major 
concern discussions, we still feel that we do not have plan 
on how to come out of this to lead a stress free life and to 
contribute for the growth of the bank. So the solution can be 
made very simple without any complicated strategies being 
planned substituting the word pressure by Motivation, the 
mantra word.
The want of more will always be achieved through motivation 
for which our bank has come out with lot of motivating and 
encouraging concepts which is to be concentrated more on 
practical implementations.“No matter how good you are at 
planning, the pressure never goes away. So I don't fight it. I feed 
off it. I turn pressure into motivation to do my best” is said by 
Benjamin Solomon Carson Sr. an American politician, author 
and former neurosurgeon serving United States Secretary of 
Housing and Urban Development.
Even the pressure cooked rice is not favoured, where the 
traditional old method of excess starch being drained off is 
preferred over the former one for staying healthy and active. 
Hence anything subjected to pressure is not encouraged to 
yield results. Therefore, let us change the mindset of bankers 
completely out of the word business pressure being substituted 
by the concept of motivation thereby converting business 
pressure to business motivation which eases out everyone and 
leading way to yield maximum from the fields.
Let’s take everything we know. Let’s take our whole selves.  
Let’s make our growth in bank’s business a history in the infinite 
ways that our heart takes us.
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       
‹     

   “          
        ,     
            .” 
     ,       
             
       -    .  
    ,         
   (),    
          
   -   .  
             
    . 25000        
  ,             
     . 

      “ 7-8     
          
, ,            
          ”    
              
-  .

 -   (  ),   
    “      - 
       .     
      ,      
    .

           
            
   .          
      “      
         , -
,          .

            
           
 ,            
       .    
-       . 1.0   
            . 
 ,           . 

          64    
     ,        
   ()      .  
           
 2003     .    , 
1860      1960     
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    .    
   :

   :

•	�        
        
    .

•	�       
        
    .

•	�       
    , / 
      
      
     .

•	�  ,    
      
        
    . 

•	�        
  ,      
-     .

•	�         
   .

      :

•	�          
       
 (-)    
    .

•	�       -64- 
  ,  9   1   
    -16-   , 
-2-  , -12-  , 
-20-  , -3-  , 
-5- , -2- , -2- 
   -1-     1 
     .

•	�  ()    
       
      
  .

     

     65   
      
        :

•	   

•	  

•	    

•	     

•	  

•	   

•	   

•	  

•	    

•	     

•	    

•	   

•	     

•	�    -   


•	�       


•	  

 :

     -64-   
 30  2019   4.7   
      3.09   
         
  1.25       
    .    
        
   1.64      
        
    .

        
         
  ,       
59 %       
    48%    .

 :

         
        
         
 20      
       
  -     . 
        
         
         
 .         
        
         
  .  ,     
  .       
      .

        
, - ,   , , 
,     
, ,   
        . 

         
          
11%   - ,   
   .       
         , 
        
         . 
         
      .   
         
        
           
           
        .
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 17  2019         
 ,        .    
       . ,      
             
  .

On 23rd October 2019 E-Vijaya Bank Heritage Museum was 
inaugurated by Shri Jose J Kattoor, Regional Director, Reserve 
Bank of India Bengaluru. Dr. Sharat Shetty, Grandson of the 
Founder Chairman of Vijaya Bank, Late Shri Attavar Balakrishna 
Shetty, Smt. Vranda Shetty Punja, Daughter of Modern architect 
of Vijaya Bank, Late Mulki Sunder Ram Shetty and our Executive 
Directors Shri Murali Ramaswami and Shri Vikramaditya Singh 
Khichi and other dignitaries were also present on this occasion. 

 06  2019          
       .   -   
.               
          .

           03  2019   
  ,    ,    -  
 .              
-    . 

       
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 ,        19 , 2019  
          -   . 
             , 
         . 

       

          
             

  

      -  

 30  2019       -   
              
               
            . .  
      . .    -  . 
  -       .   
 .    -     ,  
   ,            
      .
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 09 , 2019          
     .         
          ,    
   ,          
 .

 20  2019            
  .     -  ,    
,   ,  .. ,      , 
            .  

                    

 27 , 2019      .    
             . 
       ,       
,    ,        
 .

            

 27  2019          
    .           
 ,        ,     
          .

 05  2019           
             . 
          ,     
  ,           . 

                  

Network Expansion

 16  2019          . 
   ( ... )  -   .   
               
           .

  ,     
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Some of the 
major Mistakes in 
Personal Financial 
Management

Gold worth lakhs is kept in lockers only 
to be used once or twice a year. This is 
resulting in the money getting blocked 
and hence not getting any returns on it.
*Lack of clarity between asset and 
liability:* 
Having a car is not an asset because it 
consumes fuel and has maintenance 
cost. Its price will only depreciate in the 
future. Car is a necessity but people 
spend a lot of money and even take the 
loan to buy a luxury car over and above 
their budget.
Savings
*No idea about the power of 
compounding:* 
Everyone has come across the formula 
of compounding but very few people 
really understand its power. This is the 
reason people do not start saving early 
and hence lose out on the power of 
compounding. Albert Einstein said that 
power of compounding is the eighth 
wonder of the world.
*No emergency budget:* 
Not having any extra money in the case 
of an emergency results in embarrassing 
situations of borrowing money from 
friends and relative. Some people even 
break their investments and make a big 
mistake.
*No medical insurance*: 
I have seen people losing out the lifetime 
savings just because they did not take 
medical insurance. One accident can 
shatter all financial dreams. Better be 
insured. Healthcare cost is rising and 
it is impossible to manage it without 
insurance.
*No financial plan:* 
People do not know why they need to 
save money because they don’t know 
their financial goals.
*Root Cause:* 
“Lack of knowledge about personal 
financial management!!”

vvv

What are some of the mistakes of Indians 
that are destroying their financial lives? 
This article lists these mistakes which are 
broadly classified into Investment, Savings 
and Spending.  

Investment
*Procrastinating investment decisions:*
“I will invest from tomorrow”. But the 
problem is that tomorrow never comes.
*Lack of disciplined investment:* 
Instead of spending what is left after 
investing, people invest what is left after 
spending. This results in indiscipline in 
investment.
*No diversification*: 
Some people would invest all their 
money in real estate, some would invest 
all the money in gold, some would just 
keep it in the locker, some would invest 
all the money in the stock market. Very 
few people understand the right way of 
diversifying the investments.
*Buying insurance policies for investment 
purpose*: 
Have you invested your money in 
insurance plan to get a return in future? 
Big mistake! Out of 100 people I have 
spoken, 95 have made this mistake. Very 
few people understand the difference 
between term plan, endowment plan, 
etc.
*Buying stocks based on tips without any 
knowledge:* 
You will find every Tom, Dick and 
Harry giving stock tips over Facebook, 
WhatsApp and TV. Unfortunately, a lot of 
people fall in a trap of these people and 
invest money without any knowledge. 
What is the end result? They lose 
everything!
*Lack of patience:* 
“I can’t wait for my wealth to grow. I want 
to double my investments in 6 months. I 
need to invest in the stock market.” A 
lot of people lose their lifetime of savings 
because they don’t have the patience 
to understand the investment option 
and would blindly trust anyone with their 
investment.

Spending
*No track of cash flow:* 
Very few people keep a track of their 
expenses. Most of them just don’t know 
where the money is gone.
*Not able to crack the credit card 
mystery:* 
Are you paying the minimum amount 
due on your credit card payment? If yes, 
you are trapped in credit card mystery. 
On the other side, very few people really 
enjoy the benefits like free lounge access, 
buy one get one movie ticket, etc.
*Becoming a victim of lifestyle inflation*: 
Moving from 2bhk to 3bhk just because 
you have got a good hike, upgrading 
your car because you have got some 
bonus are some of the examples of 
lifestyle inflation destroying financial lives.
*Buying things just because they are on 
discount*: 
From Amazon’s “Great Indian Sale” to 
Flipkart’s “The Big Billion Days”, everyone 
is encashing on the weakness of Indians 
buying things just because it is on 
discount. Funny thing is now you will find 
such sales every other month.
*Getting tempted to go for an exotic 
vacation* 
Just because someone put a post on 
Facebook and Instagram: Instagram 
and Facebook are introduced as Social 
Media Platform but they are actually 
destroying the entire social fabric. Friends 
are jealous of each other. 
*Spending a bomb on weekend parties:* 
5 days work and 2 days party: This is the 
new culture in India. Pubs are jam-packed 
on weekends where people would spend 
a bomb on drinks. By the end of the 
month, they are left with no money.
*Spending all the hard earned money on 
children marriage:*
Thanks to our hypocritic society! People 
save their entire life just to spend all the 
money on random relatives who only 
bother about the food and arrangements. 
*Buying excessive gold only to keep it in 
the locker:*

Jai Nagpal 
Officer,
Gandhi Road Branch, 
Ahamedabad
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 24.12.2019         
     ,       
.             , 
-          
    . 

   ,   143   02  2019 
            
  .           . 
  .     ,       
       .

 17  2019         
      .        
 ,        ,   
         ,   
    . 

 ,    26  2019     , 
-          
.              , 
              
 .      ,      
  . 

 29  2019         
    .       ,  
   ,  ,        
     . 

 25 , 2019     -1      
            -   
     .        
          .    
  ( )         .


         

   ,  
  143   

       
     

 ,      

      

   -1    -    
  
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NEWS
        

  1      

        

      
    

     ,      
  

 15.12.19       ()     
             .  
             , 
,  ,   ,  ,   
   . 

 15  2019    1      
     .         
 .             
.         -    
  . 

 04.11.2019          
  .          . . 
  .            ,   
                
  .

 16  2019  ,   -  
           .    
             
         .

 ,     13 , 2019   , 
          .   
 ( )    ,      
,     ( )      
 ( )    ,      
(-1),    (- 2)     (-3)  
    .   

     2019  

 24  2019          
  2019     .       
        .       
 ,    -  .

- 201962



           .
          .    
            -
      .       
      ,     
    .             . 
     . , . . ()     
   . 
             
 ?
,            
         .       
              
 .               
   . 
            . 
            ? 
   ,, , ,      
            
   ,      .  
              
      .      
            
      .  
        .    
            
         ? 

         .    
     ,       
     ,       
,           
       ,    , 
        . 
             , 
             
.           .    
            
     ,       
   . 
            
   ,         
  .          
         
  ? 
               
 .            
            
,           .   
          ,     
            
        .    
             
 .             
        . 

       
    

.   31 , 2019     
  .       
        
  .       
         
    .       
    .    . 
          
.  ,      - 

-  .  ,  ()
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              
  .        ?  	
   , , ,  ,    
25               
     ,          
    .          , 
               
   .             
            .  
   200         
  .            
         .     - 
    . 
   -       
      .      
      /     
 ?
         ,      
         .       
              
   .         , 
     . 
     ‘’    ‘’  
    . :       

      ?
              
  .           
      ,      
       .       
            
           . 
                
   ,       ? 
                . 
               
 .             
     .          , 
              
       . 
           ?
       -   ,     
              
        .    
              
       .     60   
 .   -        
     . 

vvv



   - , 2019    
 /     
         
    .

- 

    
 , 

     
 , 

    
 , 

    
 , 

   
 ,   

(  )

    
 , 

   
 , 

   
 , 

    
 , 

    
 , 

 
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 

    
 , 

    
  ,  

    
 , 

    
 , 

   
 ,  
 

    
 , 

    
 , 

    
 , 
 -II



    
 ,  

    
 , 

     
 , -    

,        

    
, 

    
, 

    
 , 

    
 , 

    
 , 
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BUSINESS

	 Domestic CASA deposits registered a growth of 8.81% 
Y-o-Y. Share of CASA deposits to total domestic 
deposits improved to 38.8% as on December 31, 
2019 from 36.2% during the same quarter of previous 
financial year.

	 Domestic Deposits stood at INR 7,82,070 crore as on 
December 31, 2019 up by 1.3% from INR 7,72,133 
crore as on December 31, 2018.

	 Domestic advances stood at INR 5,44,726 crore as on 
December 31, 2019 which was INR 5,41,103 crore as 
on December 31, 2018.

	 The retail loan portfolio of the Bank grew by 15.3%, 
driven by a robust growth in auto loans at 42.9% and 
home loans at 10.2%.

	 Contribution of Bank’s International Business at the 
end of December 31, 2019 was 14.4% compared with 
13.8% as of December 31, 2018.

	 Modified duration of AFS investments as on December 
31, 2019 was 1.26. Modified duration of HTM securities 
was 4.98 and of total investment was 3.84.

	 The Bank’s Total Business stood at INR 15,50,627 
crore as on December 31, 2019 up by 1.8% from INR 
15,23,740 crore as on December 31, 2018.

OPERATING PERFORMANCE
	 The Operating Profit increased to INR 4,958 crore as 

against INR 4,569 crore during the same quarter of 
the previous financial year, thus increasing by 8.5%.

	 Net Interest Income (NII) increased to INR 7,128 crore, 
an increase of 9.0% on a Y-o-Y basis, led by lower 
interest expense.

	 Net Interest Margin (NIM) increased to 2.80% in 
December 2019 from 2.62% in December 2018.

ASSET QUALITY
	 Fresh slippage for the quarter was at INR 10,387 crore.
	 Provision for NPAs was at INR 6,621 crore for the 

quarter.
	 Gross NPA (GNPA) was INR 73,140 crore as on 

December 31, 2019 compared to INR 69,969 crore 
as on September 30, 2019. GNPA ratio is at 10.43% 
compared with 10.91% as on December 31, 2018.

	 Net NPA ratio is at 4.05% as on December 31, 2019 
from 4.79% as on December 31, 2018.

	 Exposure in accounts under NCLT 1 list was INR 
5780 crore and NCLT 2 list was INR 6436 crore as on 
December 31, 2019.

	 Provision coverage under NCLT 1 and NCLT 2 list was 
99.42 % and 87.60% respectively.

CAPITAL ADEQUACY
	 Capital Adequacy Ratio of the Bank stood at 13.48% 

and CET-1 at 9.85 % as on December 31, 2019.

Highlights of Bank’s Financial 
Results for Q3 FY 2020

The Bank announced its financial results 
for the Quarter ended on December 31, 
2019, following the approval of its Board of 
Directors. The results were announced by our 
MD&CEO Shri Sanjeev Chadha and Executive 
Directors Shri Murali Ramaswami, Shri S L 
Jain and Shri Vikramaditya Singh Khichi on 
24th January, 2020. During the press meet, 
our top management made presentation 
highlighting performance of the Bank on 
various parameters. Highlights of the results 
are presented below :- Editor
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On 4th December 2019, our Bank launched ‘On-the-Fly Debit Card EMI’ facility for its existing debit card holders in 
partnership with Pine Labs. With the On The Fly Debit Card EMI product (OTF-DC EMI) customers at reputed merchant 
outlets will be given the option of converting their purchase to EMI using the Debit Card account of customer. Our 
Executive Directors Shri Murali Ramaswamy and Shri Vikramaditya Singh Khichi and other top executive were present 
on the occasion

Bank launches ‘On-The-Fly Debit Card EMI’ 

  Corporate Album

        
   20 , 2019    
   .     , 
 ,        
       .  
        
        
          
 . 

           

On 5th December, 2019, Bank signed on MoU 
with Investor Education & Protection Fund 
Authority (IEPFA) to initiate awareness and 
information among investors who often fall 
prey to tempting offers for investments and 
Ponzi schemes due to lack of communication. 
In presence of Shri Injeti Srinivas, Secretary, 
Ministry of Corporate Affairs and Shri S L Jain, 
Executive Director, Shri Manoj Pandey, Joint 
Secretary, Ministry of Corporate Affairs & CEO 
IEPFA and Shri O K Kaul, General Manager - 
CC (Marketing, PR and WMS) exchanged the 
MoU.

Bank enters into MoU with Investor Education & Protection Fund Authority
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