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Abstract

Objectives: The¢ ctudy cimoto meaourg the ¢fficiency of HR Procticeo
ond their effectivenecoin public ond privatg bonka,

Methodology/ Approach: The otudy followed the deccriptive
recgorch approoch with cingle meaoures of HR efficiency ond ning
oubjective meoourgment of HR effectiveness nomely chonge
monogement, workforce diveraity, gender diccrimination, corporotg
cociol re¢oponaibility, realictic financial objectives, ¢mployege
engogement ond talegnt retention for ochigving orgomizational
excellence. Dota have been collected through cemi-ctructured
quectionnaire conaiots of 360 reopondents (240 from Allohobad Bonk
ond 120 from Axic bonk) with th¢ dtrotifigd rondom compling
technique. Stotictical inference baced on two different layerc of
otatictico. Initially, for ooogooing the normoality of dato, the
Kolmogorov-Smirnov teat (KS-Teat)/ Shopiro-Wilk teot ond finolly for
mopping the differentiation, non-porometric meacurement of Monn
Whitngy (U) teot hacbgen uced.

Findings: The e¢fficigncy of HR procticgc of both the public
(Allohabod bonk) ond private oector bonko (Axicbonk) are different ac
the Z volue (Monn-Whitney) ic -3.257 with o cignificance lgvel of
p=-001 which icleoothon 0.05. Axicbonk chowo(Meon Ronk=200.92)
the higher efficiency ocore ac compared to Allohobod bonk (meon
ronk=170.29). Furthermorg, there ic cignificont differgnce between
public ond private aector bonkowith regord to ceveral HR effectivengco
meoour¢c cuch oo, chonge monogement (p=.000), workforce diveraity
(p=.020), gender diccrimination policy (p=.000), corporate cocial
reoponaibility (p=.000), employee engogement (p=.000) ond talent
retention (p=.001) except reolictic finonciol objectives (p=.128).
Overall, public cector bank (Allohabod bonk) occoresthe higheat meon
ronk of HR ¢ffectiveneoothon private aector bonk (AxicBonk).

Conclusions & Practical Implications: Over the yeorc there hove
been mony different models for megaouring orgomizotionol
effectivenesonamely the goal opprooch, the oyotem recource approach,
the proceco approach ond the atrategic conctitugncy opprooch ond the
Competing Volugo Framework (CVF) opprooch. In precence of
quontitative HR effectivengeco meacurement nomely, ROIL, humon
capitol metrico, HR balonce ocorecord ond HRA etc., the otudy hoo
approached the qualitative criteria of HR ¢ffectiveness in public and
private oector bonks The otudy beligves HR effectiveness ic the
foremoct ontgcedentoof orgonizational ¢ffectivenesoond ¢xcellence.
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Introduction
Motivation of the Study

In the age of knowledge economy, humon r¢cource (HR) ic
conoidered oo the moot importont recource of the
orgonizotiono ond it bgcome dgciaive for cucceso of ony
orgonizotion (Moygen&Huq, 2001; Schuler, 1990;
Werther& Davic, 1996).Employeec arg primory cource of
competitive advontoge in cgrvice orignted orgonizotion
(Pfeffer, 1994). The banking cector globally haobeen focing
unprecedented chollengeo with the wove of privotization
ond globalization (Aldoibot & Irtaimeh, 2012). In the current
environment, the key focuc argac of bank org lowering coct
of fundg, footer rollout of productc ochigving finoncial
inclucion ond priority cector lending torgeto in o profitoble
monner, complioncg with vorious nationol ond global
regulatory normo ond increaced cuctomer cuticfaction
(Dgorac & Daocgupta, CII-KMPG Report, 2013).
Chokroborty (2012) ot the HR confergnce of public oector
bonkesemphacized on the efficient ond ¢ffective HR oyctema.
According to him, there will be on overall improvement in
e¢fficignt monogement of bonkg, if the bonka® HR proctices
or¢ ougmented ond optimized. An ¢ffective humon recource
monogement procticescon be the moin foctor for the cuccess
of afirm (Stavrou-Coctea, 2005). Acoupported by empirical
otudy conducted by Leg ond Leg (2007) which reveolo thot
HRM proctices, nomely training ond de¢velopment,
teamwork, compenocotion/incgntive, HR planning,
performonce approicol, ond employee cecurity help improve
firmo® bucingos performonce including employee’s
productivity, product quolity ond firm’c flexibility. Doo
(1993) hoo pointed out the importont implications of HRM
ouch oo foct chonging technology and the people’creadingss
to occept technological changeo. Technological innovationo
lead to rectructuring of orgomization, operation ond culture,
chonging profile of employees dgmogrophy, equal righto
movement, phenomenon of knowledge workers, brown to
broin ond under employment. Agorwal (2002) in her otudy
focused on identifying key e¢mployee ond orgonizotional
outcomeo that werg likely influgnced by innovotive humon
reoource procticea. It becomeosimperative to modify variouc
routing activitigo for the development of monpower. In their
receorch otudy, Kone et al. (1999) concludeo that the HRM
effectiveneoo con be achigved by both ocoft ond hord
approoches. Several borrigre to HRM  toke-up were
identified ond there woo little ¢vidence thot orgonizationo
generolly operoted HRM policieo ond proctices thot were
aeen oogffective.
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The ¢ffective use of people icthe moct critical foctor in the
ouccecoful occomplichment of corporate goolo. To be
effective, thereforg, Humon Rg¢oource monogers nged to
underctond the negedo, oaopirations, ond concernc of
employeeo prooctively, face the chollengeo head-on ond
recolve icoues amicobly (Burmo, 2014). Some receorcherc
have propoced that evoluationos of effectiveneco chould be
baced on finoncial meooures (¢.g., profit) ond for yeorg,
humon recources icoues have begen cecondory to cuch
meaourgo. Today, mony CEOc ogree that profit olong ionot
¢nough to hold the gnthucioom ond loyaltiecof employeecor
to call attention to the vital ¢elementsof o bucingaosthot muct
receive attention if it icto perform effectively (Wotcon, 1991
accited in Zelloro & Fiorito, 1999). Under the threot of ¢xit
(Hill & Jongg, 1992), orgonizationonow rgcognize thot they
muot fulfil reoponaibiliticc to mony conctitugncieo
(Boumbhart, 1968; Clarkoon, 1991 oo cited in Z¢llore &
Fiorito, 1999), including ¢employeeo. The ¢ffectiveness of
HRM procticecdependson how it engendercthe appropriote
ottitudeo ond behaviors in employegs, in addition to ito
implementation (Acquoch, 2004). Authorc who deal with
HRM effectivengaoatate thot HR monogercore increacingly
playing on intggrol role in ctrotegy implementation (Becker
&Hucexlid, 2006) ond or¢ to be regorded ac focilitotors in
formulating otrotegy that contributgo to firm performonce
(Poouwe, 2004, 2009).

Literature Gap

Efficigncy ond ¢ffectiveness arg the central termo uced in
aceooing ond meoouring the performonce of orgonizations
(Mouzog, 2006). Drucker (1977) dictinguiched ¢fficiency
ond effectivenecoby acoociating ¢fficiency to “doing thingo
right” ond effectivengos to “doing the right thingo”.
Effectivenesoicthe extent to which the policy objectivecof
on orgonizotion or¢ achigved (Achabal ¢t al., 1984; Aamild
¢t ol., 2007). Orgonizational ¢ffectiveness (OE) hoo begn
ong of the moct extenaively receorched icouecaince the eorly
development of orgonizotionol thgory (Rojos, 2000).
Several modelohave been developed to copturg the richneco
of the orgonizational effectivengos Conctruct. Initiolly
focuced on the achigvement of goolo (goal modglo), the OE
modelo gradually conacidered the r¢cources ond proceoeo
ngcgooory to oftain those goalo (oyctem modelo), the
powerful concdtituencigogravitating oaround the orgomization
(otratggic-conctituencigos model), the valugs on which the
gvoluation of effectivenesoore grounded (competing valueo
model) and the obagnce of ingffectivengaofoctorcacocource
of effectiveneco (ingffectiveneco model). According to
Kuchngr ond Poole (1996), the performonce of on
orgonization may be modeled olong four compongnto
recource ocquiaitiong, efficigncy, goal attoainment, ond clignt
autiofoction. Brooks (2002) believeo thot ignoring “ony of
thee dimgncionsicto pooseso on incomplete underotonding
of the orgomizotion’s performonce”. Efforts in thic regord
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have led researcherc to conaider multiple criteria in ctudieo
of orgonizational performonce (Cameron, 1986; Hitt, 1988).
Moct of th¢ ctudigc have been conducted on ochigving
orgonizotional ¢ffectivengos mainly through finonciol
porametera. While different outhorchave reviewed literoture
ond identified different non-finoncial criterio of
effectiveness ocuch oo productivity, quality, occidentg,
oboentegiom, job ooticfoction, motivation, flgxibility ond
innovation. Wright ¢t ol. (2001) in their otudy conducted on
empirical otudy on HR effectivengooin performing voriouc
roles ond HR’o effectiveneao of ito contributions. Speicer
(2015) in hic orticle mentiongd three mooct importont
indicatorc for meaouring HR ¢ffectiveneas: Stoff turnover,
engogement ond parting worda. In a ctudy of Phillips(2007)
otated that today’c HR profecsoionalonged a balonced oet of
meoour¢e ond procgarc to chow th¢ volue of th¢ HR
contribution. Meacuring the return on inveatment (ROI) ic
gmerging oo o promicing tool to provide convincing doto
obout the contribution of opecific humon recourcec
progromo ond procgarec (Phillipg, Phillipe & Stong, 2001).
Beaideothe ROI opprooch, there iomuch other method thot
con be uced to meaoure HR effectiveneso. Theae methodoore
humon copitoal metrico (Stgpign, 2001), HR bolonced
acorecord (Becker, Hueelid & Ulrich, 2002), monogement
by objective (Phillips, 2009), HR coxe ctudiec method
(Phillipo, Stong¢ & Phillips, 2003), HR ouditing (Phillipg,
1999), HR coct monitoring (Phillips, Stong, Phillipg, 2003),
HR reputation (Phillipg, 1999), HRA (Phillipg, 1999), HR
benchmorking (Bromhom, 2004) ond HR profit centero
(Phillips, 1999). However, there ic dearth of ctudiec
¢mphaoizing on oachieving orgonizationol ¢xcellgnce
through oubjective HR meaour¢s in Indion commerciol
bonka, which iothe need of the hour. Morgover, no previouc
evoluotion hod been conducted on the ¢ffectiveness of the
HR function. Therefore, the key ic to aoeoo the gengral
effectivengaoofthe HR function from on internol cuctomer’s
perapective. The otudy adopts HR effectivengoo meooureo
compricing ceven compongntonomely chonge monogement,
workforce diveraity, gender diccrimination policy, corporate
cocial rgoponaibility, finoncial objectives, employee
engogement ond tolent retention.

Objectives and Hypotheses: The otudy hoc two fold
objectiveo firatly to meaourg the efficiency of HR Procticeo
in Indion Bonke ond oecondly, to differentiote the HR
effectivenecoin public ond private bonko. Accordingly two
different hypotheasecohave been developed i.¢., (1) there iono
aignificont differgnce in between public ond privote bonko
with regord to HR ¢fficiency ond (II) HR e¢ffectiveness org
not deviating in public ond private bonka.

Survey Procedures and Sample

The otudy ic undertoken to acoess the HR efficigncy ond
effectiveneco in Indion bonkc with opecial reference to
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Allohobad Bonk (Public cector) ond Axic Bonk (Privote
aector) in Varenool zong. For cuch purpoce, o celf otructured
quectionnoirg incorporating ogven meooures, nomely,
chonge monogement, workforce diveroity, gender
diccriminotion, corporate cociol rgoponaibility, finonciol
objectives, employee engogement ond tolent retention hove
been formuloted ond adminictergd to monogeriol ond non-
monogeriol ¢employees of regpective bomka Likert Scalg
with no middlg option (aloo colled Force Choice Likert
Scolg) ic uced to indicate o degree of ogreement or
dicogreement with eoch of the otatement incorporated in the
receorch inotrument ond Likert- 5 Point Rating Scole icuced
to meooure the HR efficiency. Somple Size for o 95%
confidence lgvel when parameter icacoumed to b over 70%
or under 30%, when the population i6 1000, then the comple
for the otudy chould b¢ minimum 244 ot 5% lgvel of
aignificance. Toking theee criteria into account, the comple
token for the otudy ic 360 (Zikmund, W. G., 2003). The
dictribution of compleshave been made proportion- wice in
the ratio of 2:1 for public and private cector bonkcsond in the
ratio of 1:2 for monogeriol ond non- monogeriol employegao.
Therefore, 240 employees from Allohobod bonk ond 120
employegafrom AxicBonk have contributed their reoponcec
in thicotudy.

Research Measures: HR effectivengos wao aoeosed by
portiol mgaourgo of itemo gengrated by Wright, McMohan,
Snell, ond Gerhort (2001). Pfou ond Koy (2002) olco
indicated thot in moat cacgothe HR function dogonot know
when, where ond how to ctart the troncformation proceco.
These itemc were uced to ¢voluate ling-momoger ond
employge perceptions of HR effectiveneoo. It ic the
receorcher’s view thot thic ic du¢ to the oboence of on
integrated mode¢l thot deocribes the dimencions of
effectiveneoofor on HR function. The detoiloof meaouresof
HR ¢ffectivenesouaed in thicotudy ore deccribed below:

a. Change Management: A primory difference between
orgonizationothot cucceed ond thooe thot foil icthe ability to
reopond to the pace of chonge (Ulrich, 1997). Gareth (2008)
defings orgemicutionol chonge oo the procgos by which
orgonicotionomove from their precent otote to come deoired
future otate to incrgace their effectiveneso. Orgonicotiono
chonge in reoponce to mony developmente toking ploce in
the internal ond external ¢nvironment cuch oo technology,
polici¢s, lawa, cuctomer teats, fochions ond choiceo that
influence peoples’ ottitudec ond behaviour. Theoe
developmentoinfluence different agpectoof humon recource
monogement ond in recponce, orgenicotionc have to chonge
the way orgonicutional ctructure, job decign, recruitment,
utilicotion, development, reword ond retention org¢ monoged
(Herony & Blonchord 1977; Robbine 1990; Johno 1996).
Ever aince the firat round of the ctudy in 1987 hoo been
conducted to the lact ong in 2007, the HR compgtencigoin
chonge monogement have olwayc been licted among thooe
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with the greatgot impoct on the overall HR effectiveneao. In
1987 they ar¢ among the three competencigorecognized oo
outctonding ond ore furthermore conaidered to be the moct
importont predictor for HR effectiveneas (Ulrich ¢t al.,
1995). In a otudy of Uzunovo (2012) conducted on
exploratory coce otudy on HR Competency Modgl for
Chonge Monogement to outling the HR competencieo
contributing to on increaced HR effectiveness in chonge
monogement. He concluded that HR needo to ¢noure
oucceooful monagement of incrgmentol chongeoif they wont
to be cucceooful when monoging lorgg-ccole orgonizational
chongeo.

b. Workforce Diversity: Corr¢ll ¢t ol., (2006) defingo
workforce diveraity aothe wayothat people differ which con
affect a tack or relationchip within on orgonizotion cuch oo
oge, gender, roceg, ¢ducation, religion ond culture. In o ctudy
of Milliken ond Morting(1996) opingd thot diveraity oppgorc
to be o doubleg-edged oword, incrgacing the opportunity for
creativity aowell acthe likelihood that group memberowill
be dioouticfied and foil to identify with the group. The ctudy
of Jackoon, Jochi, & Erhardt (2003); Webber & Donchug,
(2001) found that various formo of diveraity ore accocioted
with greater innovation, improved otrotegic decicion
moking, ond orgonizational performoncg. Other recgarch
chowo that vorious types of tgom ond orgomizational
diveroity comgtime¢o incrgace conflict, reduce oocial
cohg¢oion, and increace e¢mployee turnover. The
demogrophic trendoin dgveloped ond developing countrieo-
aging workforcg, growing reprecentotion of women ond
minoritiesin the workplace, ond the ricing number of young
people in developing countries hoo altgred homogengouc
work cettingo of the recent pact (Mor-Barok, 2005; Goroki,
2002). In a otudy of Lou et ol., (2000) in their recgorchec
concluded that divercity improves the quolity of
monogement’sdgcicions, ond providesinnovative ideasond
ouperior colutioncto orgomizational problema. In addition to
the full utilization of the okillo ond potentiol of oll
employego, monoging diveraity ¢ffectively con contribute to
orgonizationol cuccess by ¢nobling occeas to o chonging
moarketplace by mirroring incrgacing diverse morkets (Cox
& Bloke, 1991; Ileg, 1995; Gardenowartz & Rowe, 1998)
ond improving corporote imoge (Kondolo, 1995). Therefore,
voluing divercity may become o cource of competitive
advontoge, increace the quolity of orgonizational life ond
ultimoately be good for busingas(Caaell 1996).

c. Gender Discrimination: Gelfond, Nichii, Rover &
Schngider (2007) in their otudy found that it hoo grodually
bgcome more ¢vident to orgonizationcs thot diccrimination
within orgonization ic a cgriouc ond cruciol dilgmma thot
ngedo to be concentroted on. Femoalgo oare treated
uncymmetrical ond unfoirly which ic ¢vident by numegrouc
otudiec which chowo that ot work place men or¢ given
privileged over women for hiring ond promotion
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opportuniti¢c. By thic woy femole okillo ore underutilized
which lowers ¢conomic ¢fficiency (Tionhu ond Huong,
2010). In another otudy of Abbag, Athar, ond Heroni, (2010)
recommended to oll orgonizotions whether ogrvices or
monufocturing concern thot the healthy work environment
without gender diccriminotion ultimotely increoces the
productivity of the employeecacwell aoof on orgonizotion.
There are ceveral workplace borriere which women faceo
few of them or¢ turnover, promotion borriers, lock of
conaictency, work otrecs, monoging fomily reoponaibilitiea,
job qualitico, ond work ochedule flgxibility ond moot
importantly diccrimination (Allen, Armotrong,
Riegmencchneider & Reid, 2006). Researches by Bravo,
Sonhueza & Urzia (2005) further provide evidence that in
the Chileon lobor morket gender diccrimination playc o
critical rolg in determining the¢ woges of work force.
According to Qurechi, Zomon ond Sheh (2010) o known
phenome¢non in humon regcource monogement ic the
influgnce of rewordoon employee performonce ond voriouc
otudies ototeo thot rewords ployc o cignificont role in
increooing employee performonce. Therefore, gender
diccrimination ond employee performonce ore dirgctly
proportional ond by implementation of proper gender
diccrimination policy within on orgemizotion help to ottoin
increace employee performonce, motivation ond
auticfaction (Abbag, Athar & Herani, 2010).

d. Corporate Social Responsibility: Humon rgoource
(HR) profeccionaloin orgomizotionsthat perceive cuccgooful
corporate cocial recponaibility (CSR) acakey driver of their
finonciol performonce con be influential in reolizing on thot
objective. Employeeo prefer to work for orgomizotiono
aligned with their voluea, thug, incorporating CSR into the
employge brond con ¢nhonce r¢cruitment ond retention,
porticulorly in tight labour morketo (Strondberg, 2009). In o
otudy of Sarin (2012) concludgo that HR deportment ic
acoumed to be the coordinator of CSR octivitigo in getting
the employment relationchip right, which ic o precondition
for eotobliching effective relationchipc with external
otak¢holdera. There are different working/recgarch popero
worldwide have invedtigated the relotionchipc between
HRM ond CSR (Preusset aol., 2009; Kim & Scullion, 2011;
Buciunigne & Kozlouckoite, 2012; Berber, 2013). Good
relationchipowith the employegoaloo enoble the compony to
gain additional benefits, including improved public image,
increoce employee’sc morale ond ocupport from the
community (Zoppala & Cronin, 2002). Lockwood (2004)
pointed out the current role of th¢ HRM leaderchip,
accomponied with the increocing importonce of humon
capital oo a foctor of cuccess for the orgonizotion, in the
guidonce ond education of the CSR voluecs ond itc adgquate
implementation to CSR atrotegies, policiesond progromaoin
the country ond obrood. Aguilera¢t ol (2007) conclude CSR
requiresthe employeeo ability to judge the cociol concernc
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of their monogerc ond the quality of their relationchip with
them.

e. Realistic Financial Objectives: Mildred (2012)
concludec thot the major humon rgcource monogement
proctices that offgcted the finoncial performonce of
commercial bonko included humon recource plonning,
recruitment ond celection, reword monogement, troining ond
development, carger plonning ond ¢employgeorelations. The
otudy recommended thot commercial bonkochould embroce
otrategic humon r¢cource plonning progromothat arg linked
with the overall bonkc otrategy. HR outcomes (job
performonce ond firm performonce) may be cignificont
when redlictic ond achigvoble finoncial objectives org
torgeted (Korom ¢t ol 2010). Recgorch of Cormeli ond
Ticchler’s(2004) concludgothat intongible humon recource
elemento otrongly predict the  orgomizational performonce
outcome¢o in the public cector. Chen ond Hoich (2004)
ouggeat that o oyotem of extrincic motivatorc con influgnce
the oucceaoof on orgemizotion by job ond firm performonce.
Porter (1985), Barngy (1991), Hucelid (1995), ond Combaoet
al. (20006), in their otudiec hypothecized thot there were
unique ond ctoticticolly cignificont relationobetween humon
recource inputc ond procgooses, ond job ond firm
performoncg. The otudy of Loado ond Wiloon, (1994)
concludecthat oyatemoview of HR firm performonce cerveo
aca finol outcome of on ¢ffective HR oyotem.

f. Employee Engagement: Becouse no ¢xoct number of
procticesin the good HR practices,,bundle” are agreed upon
(Boxall ond Mocky, 2007, Delery, 1998; Becker ond
Hueelid, 1997; MocDuffie, 1996; Thompoon, 2000). The
employege with ofrong identification with orgomizational
valugs hac higher engogement (Biowoos ond Bhotnogor,
2013). Succeootul application of newly ocquired okillo and
knowledge enhanceo the reflective encourogement of work
ond ¢ngogement (Goatenby, 2009). Rewarding employeeo
affectodiccretionary effort thot offect diccretionory ¢ffort of
the employee (Konrad, 2006). Opportunities octo ac moin
driver of engogement ond receorch oboerved relation
between the avoilobility of opportunities ond ¢ngogement
(Truoo ¢t al. 2006; Robincon ¢t al. 2004). Vonce (2006)
highlighted different HR proctices including job dgaign,
recruitment, oglection, troining, compenoution ond
performonce monogement con ¢nhonce employee
engogement. An ¢ngoged employee icconacioucof bucingass
environment, ond works with contemporori¢o to improve
performonce for the advontoge of the orgomizotion. The
orgonization muct develop ond cultivate engogement, which
neceanitateo o two-way relationchip between the employer
ond the employge (Robincon et ol., 2004). Another ctudy of
Bhatia (2011), found that orgonizotions hod to give their
employegeo the freedom to moke their work exciting ond
provide on environment having on ¢ngaged work life. In o
otudy of Swatee et ol. (2012) identified kgy dimencionc of
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orgonizationol culture ond communication which con chope
e¢mployee engogement in bank.

g.Talent Retention: Buckinghom (2006) lookcot atolent oo
comething that haoto be valuable to the performance of the
individuol ond on orgonicution. Employge turnover remaoinc
aoong of the moat widely reaeorched topicoin orgonizationol
onolycses (Dalton ond Todor, 1981).The reacon for paying co
much attention to the icoug of turnover icbgcoucs it haccome
oignificont implicotions on orgonizations (DgMicco &
Giridhoron, 1987; Dyke & Strick, 1990; Contrell &
Sarobokhech, 1991; Denvir & McMoaohon, 1992). According
to Abeycekera (2007), employee turnover ic o maojor
chollenge for orgonizotions but componi¢o implementing
effective humon r¢cource monogement practicescon reduce
the rate of employee turnover ond increoce in
competitiveneos due to the foct that by retoining otoff on
orgonizotion ic oble to keep itc kgy aowet. In o otudy of
Rothwell & Kozonoo (1993) recommend that orgonicotions
monoge tolentoatrategicolly by adopting aholictic approach.
Thic will involve o proceos of linking bucingos
/orgomicutionol otrategy with o cleor tolent monogement
atrategy. According to Lombo & Choudhory (2013) humon
recource procticechoo o otrong relation with orgonizational
performance which reaultoin moking otrong bond between
knowledgeoble or okilled employegs ond orgomization
which helpoin employeed retention.

h. HR Efficiency: Efficiency megaourgs relationchip
between inputc ond outputc or how cucceoofully the inputo
have been troncformed into outputs (Low, 2000). In coce of
HR monogement practiceschould be on importont port of the
atrotegy of any lorge orgonizotion. Yet reccorcherc booing
their vigwo on o behavioral poychology peropective hove
orgued thot humon recource monogement proctices could
contribut¢ to competitive odvontoge oc long oo they
reinforce the okillg, attitudes ond behaviours that reoult in
lowering cooto ond ¢nhoncing product differentiotion. The
importont rolg of humon recourceopracticesin contributing
to a firm’ccompetitive advontoge overlopowith the concept
of efficiency oo o humon recourcgo otrategy for effective
performonce (Ozcelik & Fermon, 2006). The efficient HR
practicec combined with unionc chall influgnce
orgomizational ¢fficiency (Hrictosond Patrice, 2006). Bonko
in neor future will have to addreco compencotion icouea,
flexiblg work acheduleg, outcourcing ond retaining tolent. To
face the challenge, bonk requirgs enhonced okills, new
knowledge ond behavioural odjuctmentc of humon
recourcec(Jyoti ond Jyothi, 2009).

Research Methods: The receorch wos alco done within the
multi-dicciplinary figld of ¢valuation. In ¢valuotion
recgarch, megthodoof cocial ceignce con be uced to aoeasthe
ucefulneso or effectivengas of cocial interventions (Bleos &
Higoon-Smith, 1995). In the otudy, normality of data hove
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been teoted through two well- known tecto of normality,
nomgely the Kolmogorov-Smirnov teat (KS-Tect) ond the
Shopiro-Wilk tect, which chowo that data cignificontly
deviate from anormol dictribution. Therefore, for teating the
formulated hypotheses, Monn Whitney (U) teat hoo been
uced for deviating HR efficigncy ond ¢ffectivenesobetween
public ond private aector commerciol bonka:

Statistical Results and Discussions

Objective- I: To meaoure the ¢fficigncy of HR Procticeoin
Indion Bonka.

Pacific Business Review International

HO1: There iono cignificont differgnce in between public
ond privote bonkowith regord to efficiency of HR procticeo.

Data Normality Assessment: Normality Accecoment ic o
prerequiaite of ony inferentiol ctatictico, becouce it decidgo
the pattern of tect ctatictico. Datahasbeen checked ucing the
Kolmogorov-Smirnov teot (KS-Teot) ond the Shapiro-Wilk
teat (tablg-1) ond it wosfound that dotacignificantly deviate
from o normal didtribution oo the cignificont volue of both
the teat icleasthon 0.05.

Table: 1 Test of Normality

Kolmogorov-Smirnov2

Shapiro-Wilk

Statistic df Sig.

Statistic df Sig.

0.390 360 0.000

0.711 360 0.000

a.Lillieforo Significoncg Correction

Efficiency meooures relotionchip between inputc ond
outputc or how ocucceoofully the inputc hove been
tronoformed into outputs(Low, 2000). Efficiency icall about
reocource ollocation ocrooos olternotive uces (Kumor ond
Guloati, 2010). Table 2 revealothot P volue iclesothon 0.05
for ¢fficiency of HR proctices in public ond private bonko.
Hence, it con be concluded thot there ic cignificont
difference in public ond private bonkc with regord to

efficiency of HR proctices. However, baged on meon ccore,
it io found that the meon romke of public cector bonko with
regord to ¢fficiency of HR proctices(170.29) iclesothon the
meon romk of private cector bonka(200.92). It mgoncthat HR
procticeo in private ogctor bonko are more efficient oo
compored to public aector bonka.

Table: 2 Efficiency of HR Practices in Public and Private Banks

Type of Mean Mann- Wilcoxon Z- Sig. Level
Organization N Rank Whitney W-Test Test Inference
U- Test
Public
(Allahabad Bank) 240 170.29
Private 11950.000 40870.000 -3.257 0.001 Significant
(Axis Bank) 120 200.92

Objective II: To differentiote the HR effectivenecoin public
ond private bonko.

HO2: HR ¢ffectiveneasionot deviating in public ond private
bonka.

Uaudlly effectiveneas determinegs the policy objectives of
the orgomization or the degree to which on orgomization
realizeo itc own goalc (Zheng ¢t ol, 2010). For the precent
otudy, the effectiveneco of th¢ HR function woo not
¢valuated with regardc to opecific meaour¢c or
benchmorking criterio, but rother in termo of internol

cuatomer or otoke¢holder expectationo. The effectivengas of
th¢ HR function woo ¢valuated with regordcto itc obility to
meet otokeholder expectotions. Stokgholder expectationo
or¢ grounded in the lotect trendoin HR troncition oo per the
avoiloble literature (Boninglli, 2004; Pfou & Kay, 2002;
Ulrich, 1997).

Normality Assessment: For aogooing the normoality of
data, the come procedure hasbeen followed acin the cocse of
teating of firat hypotheaic. In thiccase oloo, dotacignificontly
deviate from anormal dictribution acthe cignificont volug of
both the¢ teat iclgasthan 0.05, which icchown in Toblg 3.

Table: 3 Test of Normality

Sr. HR Effectiveness Kolmogorov-Smirnov? Shapiro-Wilk
No. Measures Statistic df Sig. Statistic | df Sig.
1. Change Management 0.359 360 0.000 0.773 360 0.000
2. Financial Objectives 0.453 360 0.000 0.567 360 0.000
3. Workforce Diversity 0.394 360 0.000 0.651 360 0.000
4 Gender Discrimination
Policy 0.391 360 0.000 0.688 360 0.000
5. Corporate Social
Responsibility 0.443 360 0.000 0.606 360 0.000
6. Employee Engagement
0.407 360 0.000 0.636 360 0.000
7. | Talent Retention 0.388 360 0.000 0.700 360 0.000

a. Lilliefors Significance Correction
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To teat the cecond hypotheaic, “HR ¢ffectiveness are not
deviating in public ond private bonks’, the Monn Whitngy
(U) teot haobeen opplied ond the meon ronke of public ond

private bonkowith regord to aeven different celect meooures
conaidered in the precent otudy were oloo found out. The
reaultoore cummorized in Toble 4:

Table: 4 Deviating HR Effectiveness Measures (Mann-Whitney Test)

Sr. HR Type of Mean Mann- Wilcoxon Sig.
No. Effectiveness Organization N Rank Whitney W-Test Z- Level Inference
Measures U- Test Test
Public (P1)

1. Change (Allahabad Bank) | 240 159.69 9406.500 38326.500 | -6.309 0.000 Significant
Management Private (P2)

(Axis Bank) 120 | 22211
Public(P1)

2. Realistic (Allahabad Bank) | 240 184.47 13447.500 | 20707.500 | -1.521 0.128 Not
Financial Private(P2) Significant
Objectives (Axis Bank) 120 172.56

Public(P1)

3. Workforce (Allahabad Bank) 240 17391 12817.500 | 41737.500 -2.321 0.020 Significant
Diversity Private(Pz)

(Axis Bank) 120 193.69
Public(P1)

4. Gender (Allahabad Bank) | 240 199.94 9734.500 16994.500 | -6.039 0.000 Significant
Discrimination Private(P2)

(Axis Bank) 120 | 141.62
Public(P1)

5. Corporate (Allahabad Bank) | 240 197.32 10362.500 | 17622.500 | -5.613 0.000 Significant
Social Private(P2)

Responsibility (Axis Bank) 120 146.85
Public(P1)

6. Employee (Allahabad Bank) | 240 204.79 8569.500 15829.500 | -7.594 0.000 Significant
Engagement Private(P2)

(Axis Bank) 120 | 13191
Public(P1)

7. Talent (Allahabad Bank) | 240 191.34

Retention Private(Pz) 11799.500 | 19059.500 | -3.473 0.001 Significant
(Axis Bank) 120 158.83

P1: Public sector bank; and P»: Private Sector bank

Table 4 revealoHR effectivenecodeviatgoin between public
ond private cgctor banko in cace of chonge monagement
(p=0.000<0.05), workforce diveraity (p=0.020<0.05),
gender diccriminotion  (p=0.000<0.05), corporote cociol
reoponaibility (p=0.000<0.05), employee engagement
(p=0.000<0.05) ond tolent retention (p=0.001<0.05) except
realictic finoncial objectives (p=0.128>0.05) . Hence, it con
be concluded that therg ic cignificont difference between
public ond private cector bonkc with regord to above
mentiongd 6ix meaoureo. Further, baoed on meon ronk, it con
be concluded that HR oyotem ic morg ¢ffective in public
actor bonkcaocompored to private aector bonkowith regord
to Gender diccrimination (P1:1999.94>P2:199.94),
corporate cocial recponaibility (P1: 197.32>P2: 146.85),
employee engogement (P1: 204.79>P2: 131.91) ond tolegnt
retention (P1: 191.34>P2: 158.83). While HR proceao ore
morg ¢ffective in private cector bonksoscompared to public
actor bonkc with rggord to Chonge monogement (P2:
222.11>P1:159.69) ond Workforce diveraity (P2 : 193.69 >
P 1 : 193.69). Finadlly, realictic ond relioble finoncial
objectives are not deviating in between public ond private
aector bonk, but meon ronk of public bonk higher thon
privote bonk.

Conclusions and Implications of the Study

Thic poper e¢mphaocized on various cubjective HR
effectivenecc ond meooures to achigve orgomizational
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excellence mainly in Indion bonko. The otudy hoo
incorporoted ceven mgaoures, nomely, chonge monogement,
workforce diveraity, gender diccrimination policy, corporote
ococial reoponaibility, finoncial objectives, employee
engagement ond talent retention to moke o quolitotive
aooecoment. Further, the reoult chowothot ¢fficigncy of HR
procticecore different in both the cector. Public cector bonko
are locking in ¢fficient HR procticeo while performing well
with regord to aeveral HR effectiveneco meaoures cuch oo
Finoncial objectives, Gender diccriminotion , Corporate
cocial reoponaibility, employge engogement ond tolent
retention whereos privoate oector bonkcs ore mooctering
through Chonge monogement, ond Workforce diveraity.
Thee findingoarg aimilor to the findingo of variouc otudigo
nomely McLeod, Lobel, & Cox (1996) and Wilocon & lleo
(1999) found that o diverce workforce hao a better-quality
oolution to brainctorming tooks, dioployc more cooperotive
behavior relotive to homogenous groupc ond con roice
orgonizotionol ¢fficigncy, effectivengcs ond profitobility.
Uzunova (2012) in hicotudy found that HR compgtencigoin
chonge monogement ore recognized ac highly importont
improvement ic ngeded. Hom et ol. (2006) in their otudy
found thot chonge monogement ionot a.cignificont predictor
of HR effectivengasin the multiple regrecoion whergao it ic
oignificont in coce of aimple regrecoion. Kholid &Arooch
(2014) concluded in their otudy thot people working in bonko
don’t think that there ic diccrimination to femoleo within
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their orgonization. Michra, Kope & Bavad, (2013)
concluded highly engoged workforce will definitely moke
on orgonizotion morg cuccgooful in termo of finonciol ond
non-finoncial parometers. Alomi ¢t al. (2015) in their otudy
concluded thot HRM in the context of finding, ottrocting ond
electing employees have o aignificont ¢ffect on improving
the effectivengao of employeed performonce. Furthgrmore,
high poaitive cignificont corr¢lation between effectiveness
of HR procticeo ond monaging workforce diveraity woo
found in he¢r otudy. On the controry, Shukla (2014) in her
otudy found thot public aector bankcorg unfoavorobly deoling
with the icoue of tolent retention ond they don't hove any
defingd employee retention policy where oo private oector
bonkc give promingnt importonce to talent retention ond
their various HR policigo ond proctices ore oimed to retoin
beat talent in their orgonizotion.

Although there arg variousc opinionsregarding voluotion of
the orgonizotion. The otudy hoo adopted two different
criterio. ac Mouzoo (2006) emphooized two indicatoro to
aceoothe performonce: the efficiency and the ¢ffectiveneaoo.
Similorly Boundoot all (2005) ond Robbing (2000) indicate
common me¢aour¢o of the orgomizational performonce ore
effectiveneos ond efficiency. Effectivengoo ond ¢fficiency
ar¢ ¢xcluaive performonce meoourea, yet, ot the coume time,
they influence ¢ach other. In thic otudy, Axic bonk found
morg ¢fficignt thon Allchobad bonk in HR processbut oo for
ac HR effectivengss ic concerngd public ogctor bonk
(Allohabod bonk) chowomore effective thon Axicbonk. The
otudy contradictoprior recearch of Hen ot ol (2006) whergoo
efficigncy lgado effectiveneoo. In order to ochieve the
gxcellence in competitive performonce, orgonizotiono
chould ctrive to increace the ¢fficiency ond e¢ffectiveneso
indicatorogvenly. The otudy recommendothat orgonizotiono
con moximize HR effectivengasby having HR profesoionalc
who poaxas field expertice cuch acrecruiting, training, ond
compenaoution in order to provide the beat pocaible internal
arvicesto employees ond ling monogers. HR profesoionalo
chould alco have bucingsocompetencieothat ¢noble them to
decign o cerieo of internally concictent HR policigs ond
procticeo that contribute to their firm’c bucingas objectivea.
In a nutchell, the oelect HR effectivengos meaoures are the
critical ingredient for the Indion bonkc cggking to ¢noure
ouctoinoble otrotegic competitive advontoge. HR meooureo
ond metricoorg importont to develop incight in order to help
orgomizationc find new woyc of meeting current ond future
chollenges(CIPD, 2011).
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