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INTRODUCTION 

Recruitment and selection processes are fundamental to organizational success, as they directly influence the quality of 

the workforce. In India’s banking sector, these processes have unique dimensions depending on whether the institution 

is public or private. Public sector banks traditionally focus on internal recruitment, promoting stability and career 

progression for existing employees, which aligns with their emphasis on organizational loyalty and long-term service. In 

contrast, private sector banks prioritize external recruitment, often leveraging advanced technologies like e-recruitment 

to attract diverse talent with specialized skills. This competitive approach in private banks reflects a performance-driven 

culture that adapts swiftly to market demands (Varshney, 2002; Rao, 2002). 

Recent advancements in information technology have introduced e-recruitment methods, streamlining processes and 

expanding reach, particularly in private sector banks. This study aims to provide a comparative analysis of recruitment 

practices in public and private banks in India, exploring factors that influence HR decisions within these institutions. By 
understanding the recruitment dynamics, banks can tailor their HR strategies to optimize performance and retain top 

talent in an increasingly competitive financial sector. 

LITERATURE REVIEW 

 
Effective recruitment and selection practices are essential in the banking sector, where the need for skilled employees is 

crucial for operational efficiency and customer satisfaction. According to Flippo (1980), recruitment and selection are 

key components of human resource management (HRM) that shape the workforce’s capabilities. Recruitment can be 

divided into internal and external methods, each serving unique organizational purposes. Internal recruitment, which is 

prevalent in public banks, emphasizes stability and promotes employee loyalty by offering career growth within the 

organization. This approach fosters a cohesive workforce with strong institutional knowledge, which is vital for 

customer trust and operational continuity (Munshi, 1999). 
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In private banks, external recruitment is favored for its flexibility and ability to bring in fresh talent with specialized 

skills. This approach allows private banks to respond swiftly to market changes and adapt to technological 

advancements, maintaining a competitive edge in the industry (Kumar, 2018). E-recruitment, a recent innovation in 
recruitment methods, has gained traction in private banks for its efficiency, reduced costs, and ability to reach a wide 

pool of candidates. Studies have shown that e-recruitment not only enhances accessibility but also improves the speed 

and accuracy of the selection process, enabling banks to attract qualified candidates with minimal administrative 

burdens (Ivahernich, 2004). 

Public sector banks in India continue to rely on traditional recruitment methods, which often involve public notifications 

and formal examinations (Toft, 1985). These methods prioritize transparency and fairness, aligning with the public 

sector’s mission of serving a broad demographic. However, these approaches can be time-consuming and limit the 

diversity of candidates, as they are less likely to attract specialized skills compared to the more agile recruitment 

practices of private banks (Narayanrao, 1971). 

While private banks are generally more technologically advanced in their HR practices, the adoption of modern 

recruitment methods in public banks has been slow. Nevertheless, public banks have recently begun experimenting with 

online application processes, suggesting a gradual shift towards digitalization. This study builds on existing literature by 

examining employee perceptions of recruitment practices in both public and private banks, providing insights into how 

these practices impact organizational performance and employee satisfaction. 

RESEARCH METHODOLOGY 

This study employed a quantitative survey design, targeting employees from both public and private banks to 
understand their perspectives on recruitment and selection practices. The sample included 600 employees (300 from 

public banks and 300 from private banks) from six banks in the Delhi, Haryana, and Western Uttar Pradesh regions. 

Three public banks—State Bank of India (SBI), Punjab National Bank (PNB), and Union Bank of India—and three 

private banks—ICICI Bank, HDFC Bank, and Axis Bank—were selected based on their prominence in the Indian 

banking sector. 

Data Collection 

Primary data were collected through a structured questionnaire, which was developed based on a review of literature 
and insights from HR professionals in the banking industry. The questionnaire comprised 40 items, measuring factors 

such as recruitment sources, perceptions of e-recruitment, internal versus external hiring preferences, transfer policies, 

and cost-effectiveness of recruitment methods. Responses were gathered using multiple-choice and Likert scale formats 

to capture detailed insights into employee attitudes and experiences. 

Data Analysis 

Descriptive statistics, including frequency distribution and cross-tabulation, were used to analyze the data and identify 

significant trends. The data were segmented into key recruitment aspects, such as internal versus external hiring, cost 

perceptions, skill levels of internal and external candidates, and adoption of modern recruitment techniques. Chi-square 

tests were applied to assess statistical differences in employee responses between public and private sector banks. 

RESULTS AND DISCUSSION 

Table 1 summarizes the findings on recruitment practices in public and private sector banks, including insights into job 

portal usage, recruitment sources, internal recruitment preferences, cost perceptions, skill levels, and the adoption of e-

recruitment. 
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Table 1. Findings on Recruitment Practices in Public and Private Sector Banks 

Recruitment Aspect Public Banks 

(Frequency) 

Private Banks 

(Frequency) 

Total Responses 

Use of Job Portals for 

Recruitment 

Yes: 127, No: 173 Yes: 180, No: 120 Yes: 307, No: 293 

Source of Recruitment 

(Internal/External) 

Internal: 29, External: 65, 

Both: 206 

Internal: 36, External: 161, 

Both: 103 

Internal: 65, External: 226, 

Both: 309 

Preference for Internal 

Recruitment 

Yes: 161, No: 139 Yes: 141, No: 159 Yes: 302, No: 298 

Perception of Internal 

Recruitment Cost 

Yes: 263, No: 37 Yes: 264, No: 36 Yes: 527, No: 73 

Perceived Skill 

Differences (Internal vs 

External) 

Yes: 44, No: 256 Yes: 60, No: 240 Yes: 104, No: 496 

Promotion and Job 

Satisfaction 

Yes: 248, No: 52 Yes: 206, No: 94 Yes: 454, No: 146 

Allowance for Deputation Yes: 8, No: 292 Yes: 12, No: 288 Yes: 20, No: 580 

Adoption of E-
Recruitment 

Yes: 64, No: 236 Yes: 208, No: 92 Yes: 272, No: 328 

 

DISCUSSION OF FINDINGS 

1. Use of Job Portals: Private banks show a higher reliance on job portals, reflecting a proactive approach to 

reach a diverse talent pool. This method aligns with their competitive hiring strategy, which focuses on agility 

and market responsiveness. Public banks, in contrast, primarily rely on traditional advertisements, limiting their 

ability to attract varied skill sets. 

2. Source of Recruitment (Internal vs. External): Public banks overwhelmingly prefer internal recruitment, 
highlighting a culture that values stability, loyalty, and long-term career growth. Private banks, however, 

demonstrate a strong preference for external recruitment, bringing in fresh perspectives and specialized skills. 

This approach fosters innovation and adaptability but may impact organizational cohesion. 

3. Preference for Internal Recruitment: Both sectors recognize the value of internal recruitment, particularly in 

fostering employee satisfaction and loyalty. However, while public banks view it as a primary strategy, private 

banks incorporate it selectively, complementing it with external hires to maintain competitiveness. 

4. Cost Perception of Internal Recruitment: Employees across both sectors perceive internal recruitment as 

cost-effective, supporting the view that it reduces advertising, onboarding, and training expenses. This aligns 

with HR efficiency goals, particularly in cost-conscious public banks (Flippo, 1981; Rao, 2002). 

5. Skill Differences (Internal vs. External): A majority of employees in both sectors disagree with the notion 

that external hires possess superior skills. This emphasizes the value of institutional knowledge and indicates a 

belief that existing employees have the expertise to meet organizational needs, which public banks prioritize 
through consistent internal promotions (Kempner, 1971). 

6. Promotion and Job Satisfaction: Both public and private bank employees agree that internal promotions 

enhance job satisfaction, loyalty, and morale. This shared view highlights the universal importance of career 

progression opportunities within an organization, which strengthens employee retention and reduces turnover. 

7. Allowance for Deputation: Deputation is rarely used in either sector, with only 20 employees indicating its 

applicability. This finding reflects a preference for stable, in-house development and career advancement, 

which aligns with the strategic goals of both public and private banks. 

8. Adoption of E-Recruitment: Private banks lead in e-recruitment adoption, reflecting their advanced 

technological infrastructure and flexibility in hiring practices. Public banks are gradually adopting e-

recruitment as well, but their reliance on traditional recruitment methods remains a limiting factor. 

 

 



Volume 8, Number 4, October – December 2019 

ISSN (Print): 2279-0977, (Online): 2279-0985 

PEZZOTTAITE JOURNALS 

12 |P a g e International Journal of Applied Services Marketing Perspectives © Pezzottaite Journals 

 

 

CONCLUSION 

This comparative analysis highlights key differences in recruitment and selection practices between public and private 

banks in India. Private banks are more likely to use external recruitment sources and embrace technology to streamline 

their processes, aligning with their focus on flexibility, agility, and competitiveness. This allows them to quickly 

respond to market demands and attract diverse talent with specialized skills, which supports their customer-centric and 

performance-driven business models. On the other hand, public banks prioritize internal recruitment, promoting 

stability, loyalty, and long-term employee satisfaction. This approach builds a cohesive workforce, with employees who 

possess a deep understanding of the institution’s operations, culture, and values, which are integral to maintaining the 

trust of a diverse customer base. 

Both sectors recognize the cost-effectiveness of internal recruitment, particularly as it reduces expenses associated with 

advertising, onboarding, and training. Additionally, internal promotions boost job satisfaction and employee morale, 

enhancing retention by providing clear career progression pathways. Despite these advantages, the banking sector faces 

an increasingly dynamic market where customer expectations, technological advancements, and global competition 
continuously reshape operational needs. To address these evolving demands, a hybrid recruitment model that 

incorporates both internal and external recruitment methods may benefit the sector as a whole. Such a model allows 

banks to retain the loyalty and experience of existing employees while also infusing new ideas and capabilities through 

external hires. 

Moreover, integrating modern recruitment practices, such as e-recruitment, across both public and private banks could 

streamline processes, reduce recruitment time, and improve access to a broader, more diverse talent pool. Public banks, 

in particular, may benefit from further adoption of digital recruitment strategies to remain competitive and accessible to 

younger, tech-savvy candidates. By embracing a balanced approach that leverages the strengths of both internal and 

external recruitment, Indian banks can create resilient and adaptable workforces capable of meeting the challenges of a 

fast-evolving financial landscape. This hybrid model not only supports sustainable growth but also enhances the sector’s 

capacity to innovate, respond to market shifts, and deliver high-quality service to its customers. 

Suggestions, Implications, and Recommendations for Future Research 

1. Enhanced E-Recruitment: Public banks should consider expanding their use of e-recruitment to enhance 

accessibility and reach a broader talent pool. Improved digital recruitment methods will streamline processes 

and allow for more diverse hiring. 

2. Internal Talent Development: Public banks could invest in training programs that upskill internal candidates, 

enabling them to meet the growing demands of modern banking without heavily relying on external hires. 

3. Balanced Recruitment Strategies: Both sectors could benefit from balancing internal stability with external 

expertise, especially for specialized roles requiring advanced skills, promoting adaptability without sacrificing 

cohesion. 

Implications 

The study indicates that while public and private banks have distinct recruitment philosophies, integrating a balanced 

approach can enhance their HR strategies. Leveraging e-recruitment and training internal talent will enable banks to 

align with evolving industry demands and retain skilled employees effectively. 

Recommendations for Future Research 

1. Longitudinal Impact of Recruitment Trends: Future research could explore the long-term effects of different 

recruitment practices on employee performance and retention. 
2. Sector-Specific Skill Acquisition via E-Recruitment: Studies could examine the effectiveness of e-

recruitment in attracting candidates with specific skills, particularly in the context of private banking. 

3. Comparative Regional Analysis: Further research across regions could reveal location-based recruitment 

trends, offering insights into region-specific HR strategies. 
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