
 

STATE BANK OF INDIA OFFICERS’ ASSOCIATION 
CHANDIGARH CIRCLE 

C/O State Bank of India, Local Head Office, Sector 17, Chandigarh 
Contact Nos. : 0172-4567133, 2726684     Email: sbioa.chd@sbi.co.in 

 
Circular No. 2017/48                                                    Date: 01.05.2017 
 
TO ALL UNITS/MEMBERS, 

 

MANPOWER PLANNING: FEEDBACK/SUGGESTIONS 
 

 

We have today sent a communication to the Management on the above subject. A 
copy is enclosed. We note to keep our members advised of further developments in due 
course. 

With greetings, 

 

(Deepak K Sharma) 
General Secretary 

********************************************************** 

Letter NO.2017/09/35        01-05-2017 
 
To, 
The Chief General Manager, 
State Bank of India, 
Local Head Office, 
Chandigarh. 
 
Dear Sir, 

 
MANPOWER PLANNING: FEEDBACK/SUGGESTIONS 

 
Human Resource is the core strength of any service industry and the quality of service is 
directly associated with the employee who is interacting with the customer. If the 
Employee is satisfied he would put his best endeavours to attain Customer’s delight.  For 
last so many years, every module in the Circle is suffering from acute shortage of staff 
and matter has been discussed in various platforms including bipartite meetings at 
Module, Circle and Corporate Centre levels. As a responsible organisation, we are 
continuously giving our feedback and suggestions to AGM (HR) and DGM & CDO.  We 
acknowledge and appreciate their positive approach and efforts in minimising the 
hardship being faced by the officers. 
 
Subsequent to the acquisition and merger of Associate Banks and Bhartiya Mahilla Bank 
in SBI, it is appropriate time for us to relook the human resource strategy of Circle and 
chalk out proper manpower planning in a scientific manner which will help not in 
addressing the current staff shortage problem to a large extent but also in accessing the 
future requirements.  In this connection, we provide hereunder true and honest 
feedback/suggestions from the grass root level for objective and favourable 
consideration: 
 

1. We have more than 500 branches run by single officers who are being 
constantly subjected to intense work pressure, seriously disturbing their work-
life balance. These officers are generally deprived of the much required leaves 
even in emergency situations because of non-provision of relief 
arrangement.This not only impacts their productivity but also creates frustration 
leading to stress and above all, their bond or affiliation with our beloved 
organization deteriorates, severely denting the “employee friendly” image of 
our organization. Moreover, this is bound to compromise the maker-checker 
concept in contrary to Bank’s laid down instructions. Therefore, it is requested 
to scrap the concept of “single man” branches immediately and execute a 
proper Manpower Planning exercise to provide additional officer to all such 
branches.  



 
2. Many branches located in District Head Quarter, captive areas and locations 

with huge business potential are not equipped with adequate staff. This has 
resulted not only in deterioration of quality of service but has also adversely 
affected the quality of assets, quality of lending and quality of monitoring and 
control over the assets. New branches have also been opened with one or two 
employees whereas branches opened by private sector banks in the same area 
are manned by at least 10 to 15 officials, either for marketing or for performing 
counter work. With too little number of employees and variety of work, the 
officers in our branches are left with no alternative than to work as frontline 
clerks to maintain good customer service.  This is the need of hour to identify 
such branches and provide adequate staff. 

 

3. The Specialist Officers (Systems) have been posted at LHO, AOs, RBOs, 
LCPC and SBLC without any categorization of Posts and officers in Scale I to 
Scale V are performing the same jobs. Many of the highly qualified system 
specialists, having qualifications like B.Tech, M.Tech and MCA with various 
specializations are mostly used for jobs such as preparing the presentations 
for the RBO, managing video conferencing, regular reconciliation jobs and 
surprisingly follow-up with customers for cross selling also. The talent of 
specialist officers is grossly underutilized resulting in their job dissatisfaction. 
Due to lack of proper deployment policy, categorization and job dissatisfaction, 
some of the young officers joined during last 3-4 years have left their jobs. We 
suggest that ITS setup comprising of 1 Manager and 4-5 Scale I/II officers 
headed by AGM / CM (Systems) should be established at all the 8 Modules 
under the control of respective Dy General Manager (B&O). The above setup 
will enhance the control and monitoring of the activities of the Specialist 
Officers. The support to the RBOs will be centrally extended from the AO ITS 
Team from the pool of officers at AO/LHO and there will be no dependency on 
a single System Officer. Further, these officers will be able to take up different 
projects independently under the direction of ITS Department working as an 
extended wing of Global Information Technology Centre (GITC). 
 

4. Due to acute shortage of officers in recent past, the Specialists Officers 
(Agriculture) have been posted as Field Officer (SME), Accountant, Cash 
Officer and even Branch Manager by some Controllers in complete violation of 
extant instructions of the Bank. The role has not been assigned in CDS which 
has affected their career opportunities adversely. In view of sensitivity of issue, 
we request that the instructions in this regard should be conveyed down the 
line for strict compliance. 

 
5. It would not be out of place to mention here that many branches/departments 

are not having sub-staff. Many officers in Scale IV and V posted in 
branches/administrative offices and even in Local Head Office are being forced 
to perform the duties of messenger in the absence of sub-staff, which is 
humiliating and demeaning their stature. The business units in networks are 
also required to be strengthened adequately. 

 
6. Frequent transfers deprive an officer of his lifetime savings and the 

accumulated leave gets exhausted more quickly. The officer is unable to 
educate his children properly and considering the fact that ours is a circle of 
diverse cultures, languages, ethnic groups and diversified climatic conditions, 
the children of officers are worst affected. It has also been brought to our notice 
that some transfer orders have been issued to punish the officer for not 
achieving certain targets, which is detrimental to the interest of over beloved 
organisation and bound to create a demotivating effect. We have witnessed 
many honest, hard-working but frustrated officers who are residing away from 
their families for the last more than 7/8 years. The fact may be ascertained from 
the permission granted to keep their family at a place of choice.  As one time 
measure, the officers residing away from their families for last more than five 
years may be accommodated at the place where the families of these officers 
are residing.  

  
7. The changes in the nature of job, working environment and organisational 

behaviour has transformed the prevailing environment, climate and culture as 
rigid, unhelpful and hostile. Tremendous work pressure coupled with lack of 
adequate rest has a direct bearing on the health of the bank officers.  Long 
working hours has its own toll on the degree of their efficiency, especially in the 
evening. They are exposed to all kinds of health hazards like high blood 



pressure, diabetes, poor eye sight, disturbed concentration 
etc.  Psychologically too, they are affected greatly.  The occupational stress 
leads to a significant increase in health care cost, medical claims, absenteeism, 
disability and productivity loss.  Hence, manpower planning is also required to 
compare work load vis-a’-vis capability/capacity of work-force for accessing 
provision of additional manpower, if required. 
 

8. The officers in JMGS-I/MMGS-II were repatriated after completion of their stay 
at difficult/most difficult/normal centres as per extant transfer policy.  Similarly, 
the requests on compassionate grounds were also considered for places of 
their choice.  The relieving of these officers was delayed due to demonetisation 
and thereafter due to exigencies of duties in view of annual closing.  Now these 
officers have joined at respective modules/regions but due to reorganisation of 
Administrative/Regional Offices consequent upon acquisition of Associate 
Banks and Bhartia Mahilla Bank, some officers repatriated/transferred to 
modules/regions cannot be posted at desired places. Those 
repatriated/transferred officers who are suffering hardship due to 
reorganisation of Admin Offices/RBOs may be accommodated at AOs/RBOs 
of their choice and shortfall of these AOs/RBOs may be taken care of during 
the current transfer exercise. The specific instructions in this regard is required 
to be conveyed to ZBOs/RBOs. 

 
9. Request for last leg postings by officers in all scales to a particular centre out 

of three preferred centres may be obtained and accommodated accordingly. 
 

We firmly believe that people work best in teams and to improve the performance of our 
teams, we must gather the information needed to help them operate most efficiently. The 
above feedback/suggestions from grass-root level will help the management in building 
positive employee relations and a positive work environment. “Employees Satisfaction 
Survey” was also conducted last month for collecting honest, truthful feedback about how 
employees feel about their positions, upper management and the Bank as a whole. We 
are sure that the results of the HR survey have also reflected the sentiments and concerns 
of employees on the same lines and Happy employees would bring delighted customers 
and our Circle will attain new heights. 
 
In view of above, we request you to kindly bestow your kind attention into the matter and 
arrange for favourable consideration of above concerns which will have long lasting 
beneficial effect on employee motivation, dedication and productivity.  
 
 
 
     --sd-- 
(Deepak K. Sharma) 
General Secretary 
 

 


