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ABSTRACT 

Recruitment and selection in Indian public sector banks (PSBs) have undergone a marked 

digital transformation, driven by scale, compliance requirements, competition for talent, and 

the operational logic of nationwide branch networks. State Bank of India (SBI), as the 

country’s largest PSB, has progressively standardized an end-to-end digital hiring pipeline, 

online applications, e-admit cards, computer-based testing, digitally enabled communications, 

and structured multi-stage assessments for officer and clerical cadres. This study examines 

the digital transformation of recruitment and selection practices with a specific contextual 

lens on Saran district (Bihar): a district with a large banking footprint and therefore persistent 

staffing and capability requirements for customer service, credit delivery, digital adoption 

support, and operational risk controls. Using authentic network data from SLBC Bihar and 

official SBI recruitment notifications, the study develops a district-contextual commerce 

perspective on how technology redesigns hiring process efficiency, fairness, risk 

management, and workforce readiness. The study provides empirical tables and plots to 

situate SBI’s digital hiring within Bihar’s banking network realities and to demonstrate 

changes in recruitment cycles. The analysis argues that while recruitment is centrally 

executed and nationally competitive, district-level outcomes depend on the alignment 

between digital selection signals (test constructs and evaluation protocols) and local job 

demands (service intensity, onboarding load, and digital service delivery). 

Keywords: SBI, recruitment digitization, e-HRM, computer-based test, PSB staffing, Bihar 
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1. INTRODUCTION 

Digital transformation in human resource management is no longer limited to employee self-

service or HR analytics; in PSBs it has become structurally embedded in recruitment and 

selection because hiring is large-scale, time-bound, and highly regulated. SBI’s recruitment 

architecture exemplifies this shift: candidates register online, pay fees digitally, receive call 

letters electronically, and progress through multi-phase examinations and interviews that are 

coordinated at a national scale. The operational necessity of such systems is evident in 

Bihar’s banking network itself. According to SLBC Bihar’s banking network tables (as on 30 

June 2024), Bihar has 8,136 bank branches, while SBI alone accounts for 1,026 branches, a 

sizeable share of the state’s formal banking infrastructure [1], [2]. Within this network, Saran 

district has 273 branches (all banks) as of the same reference date [1]. This institutional 

footprint implies recurring staffing demand, periodic replacement hiring, and continuous 

induction of digitally capable frontline employees. 



National Research Journal of Human Resource Management  ISSN: 2394-059X 
Volume No: 12, Issue No: 2, Year: 2025 (July-December)  Peer Reviewed & Refereed Journal (IF: 7.25) 

PP: 287-294  Journal Website www.nrjhrm.in  

Published By: National Press Associates  Page 288 
© Copyright @ Authors 

In commerce terms, recruitment and selection are not merely administrative functions; they 

represent a production system for human capital. The “output” (selected candidates) affects 

service quality, sales capability, compliance posture, fraud resilience, and ultimately the cost-

income dynamics of branch banking. The digitalization of recruitment changes the economics 

of this system by lowering per-candidate transaction costs, compressing cycle time, 

improving audit trails, and enabling standardized evaluation. At the same time, digitization 

introduces new issues: platform reliability, cybersecurity exposure, algorithmic or procedural 

opacity, and the risk that standardized testing does not fully capture district-specific 

competency needs (for example, customer onboarding support in semi-urban clusters, 

regional language communication, or operational multitasking at high-footfall branches). 

This study, therefore, studies SBI’s recruitment digitization with a district lens, Saran, while 

recognizing that SBI recruitment is centrally governed and not “district-run.” The district lens 

remains analytically valuable because branch network density creates real local staffing 

pressures and because district deployment realities determine whether digitally selected 

candidates translate into productivity and service outcomes. Further, RBI’s strengthened 

expectations on IT governance and controls in regulated entities elevate the importance of 

secure, well-controlled digital HR processes, including recruitment platforms and vendor-

managed testing systems [3]. 

2. CONTEXT: BANKING NETWORK FOOTPRINT IN BIHAR AND SARAN 

DISTRICT 

A district-centric study of recruitment must begin with the local operating scale of banking 

delivery. SLBC Bihar publishes standardized banking network tables, which provide district-

wise and bank-wise branch counts. In the district-wise statement (30 June 2024), Saran 

reports 167 rural, 59 semi-urban, and 47 urban branches, totaling 273 branches across banks 

[1]. These numbers indicate that Saran is not a marginal banking market; it has a broad 

footprint spanning rural financial inclusion, semi-urban retail growth, and urban transaction 

density. 

In parallel, the bank-wise statement (30 June 2024) shows SBI’s statewide branch count at 

1,026 (Rural 379; Semi-Urban 384; Urban 263), while the state total across banks stands at 

8,136 [2]. This matters for recruitment because SBI’s statewide manpower planning and 

posting policies must service an extensive physical network, while simultaneously supporting 

digital banking channels and compliance workflows. In high-coverage districts such as Saran, 

branch staffing is tightly linked to service quality and operational resilience: customer 

acquisition and KYC handling, account servicing, government scheme delivery, digital 

transaction support, and credit origination/monitoring all require trained personnel. 

The district and state figures also help interpret why SBI recruitment digitization has to be 

industrial in design. In a network of thousands of branches, recruitment cannot be a manual 

or semi-manual process without incurring high costs, uneven standards, and heightened 

compliance risk. Digitization provides standardization and traceability across the recruitment 

value chain, application, eligibility checks, test delivery, communications, and documentation 

protocols. 

 



National Research Journal of Human Resource Management  ISSN: 2394-059X 
Volume No: 12, Issue No: 2, Year: 2025 (July-December)  Peer Reviewed & Refereed Journal (IF: 7.25) 

PP: 287-294  Journal Website www.nrjhrm.in  

Published By: National Press Associates  Page 289 
© Copyright @ Authors 

 

Figure A (Top districts by branches, Bihar; as on 30.06.2024) 

 

Figure B (SBI share of Bihar branches; as on 30.06.2024) 

3. LITERATURE AND POLICY-TECHNOLOGY BACKGROUND 

The digitization of recruitment is part of a broader e-HRM trajectory in which technology 

mediates talent acquisition, assessment, and workforce governance. For PSBs, the drivers 

include scale economies, transparency demands, and standardization across geographies. In 

India, large banking recruitment increasingly relies on computer-based examinations 

administered with standardized protocols (identity verification, secure test centers, controlled 

environments) and digital workflows for call letters, results, and candidate communications. 

SBI’s recruitment notifications explicitly instruct candidates that application is online and 

that hard copies need not be sent, reflecting the maturity of its digital pipeline [4], [5]. 
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From a regulatory governance perspective, digital recruitment is not only about efficiency; it 

is also about controls. Banking-sector IT governance directions emphasize structured 

governance, risk controls, and assurance practices, principles that extend to HR technology 

ecosystems because recruitment platforms handle sensitive personal data, payment 

transactions, identity documents, and high-stakes selection outcomes [3]. Recruitment 

digitization, therefore, must be studied as both a productivity system and a risk-managed 

information system. 

District-level implications emerge in two ways. First, central recruitment must ultimately 

supply local operational capability, customer service, operations, sales, and compliance 

execution at branches. Second, districts differ in infrastructure reliability, applicant digital 

access, and candidate familiarity with computer-based testing formats. Hence, even a 

centrally digital process produces uneven candidate experience and potentially uneven 

selection outcomes unless mitigated through communication, training support, and pre-

examination familiarization. SBI’s recruitment ecosystem includes structured scheduling, e-

call letters, and staged examinations, which help manage scale and logistics [4], [5]. 

4. OBJECTIVES AND RESEARCH QUESTIONS 

This study examines SBI’s digital transformation of recruitment and selection as a 

commerce-oriented HR production system, with Saran district providing the contextual lens. 

The objectives are to analyze how digitization reconfigures process efficiency and 

governance, how recruitment cycles and vacancy planning are operationalized through digital 

pipelines, and what district-relevant capability considerations arise for Saran given its 

banking footprint. The research questions focus on how digital workflows change recruitment 

transaction costs, timeline predictability, auditability and fairness, and how these changes 

relate to district staffing needs and onboarding intensity. 

5. METHODOLOGY AND DATA SOURCES 

The study uses a descriptive-analytical methodology combining documentary analysis and 

context quantification. The empirical context is built from SLBC Bihar’s district-wise and 

bank-wise branch network tables (reference date: 30 June 2024) [1], [2]. Recruitment 

digitization features and vacancy signals are derived from official SBI recruitment 

advertisements for Probationary Officer cycles 2024–25 and 2025–26 and the SBI Junior 

Associate (Customer Support & Sales) recruitment notification 2023, which includes Bihar 

circle vacancies and explicitly documents online recruitment procedures [4]–[6]. 

The analysis proceeds by (i) quantifying the banking network footprint for Saran and SBI’s 

share in Bihar to motivate recruitment scale; (ii) mapping SBI’s digital recruitment pipeline 

from official notifications; (iii) constructing tables of vacancies and selection stages from SBI 

documents; and (iv) interpreting implications for Saran district staffing and onboarding, 

grounded in district network density and rural–urban branch mix [1], [2]. 

6. SBI’s DIGITIZED RECRUITMENT AND SELECTION PIPELINE 

SBI’s recruitment system is designed as a standardized digital workflow with phased 

selection. The official PO recruitment advertisements specify online registration windows, 

online fee payment, e-call letters, multi-phase examinations, and structured downstream 

assessments (including psychometric components and interviews). For example, the PO 

2024–25 cycle lists a three-phase structure, preliminary exam, main exam, and Phase-III 

assessments (psychometric test, group exercise, interview) with online application procedures 

and scheduled timelines [4]. The subsequent PO 2025–26 cycle similarly reiterates online-
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only application and a phased evaluation architecture, reinforcing that the recruitment 

pipeline is institutionally digital rather than temporarily digitized [5]. 

The clerk cadre (Junior Associates) recruitment also follows online application and digital 

admit card issuance. The 2023 Junior Associate notification specifies online registration and 

a structured selection process, and provides state-wise/circle-wise vacancies, including 

explicit vacancy information for Bihar [6]. These official statements collectively show that 

digital transformation is embedded in recruitment design across cadres, not restricted to 

officer hiring. 

Digitization in SBI recruitment operates along four tightly coupled layers. First, the 

candidate-facing layer includes online application submission, digital fee payment, document 

uploads, and digital communications. Second, the assessment layer includes computer-based 

examinations delivered at scale, backed by test-center operations and identity verification 

protocols. Third, the governance layer includes rule-bound eligibility validation, 

category/reservation compliance, and structured scheduling that produces consistent audit 

trails. Fourth, the post-selection layer includes digitally mediated documentation, verification 

checkpoints, and onboarding communications. Each layer changes the cost structure and risk 

profile of recruitment, improving throughput while also requiring stronger cyber and process 

controls consistent with banking IT governance expectations [3]. 

7. NETWORK CONTEXT AND RECRUITMENT SIGNALS 

SLBC Bihar’s district-wise table reports Saran total branches: 273 [1]. SLBC Bihar’s bank-

wise table reports Bihar total branches: 8,136 and SBI branches: 1,026 [2]. These quantities 

serve as a structural proxy for staffing and onboarding load: higher branch footprint implies 

broader manpower absorption and continuous induction needs. Key indicators are 

summarized from [1], [2] in the table below. 

Indicator (as on 30.06.2024) Value Source 

Total bank branches in Bihar (all 

banks) 

8,136 SLBC Bihar bank-wise branch 

network [2] 

SBI branches in Bihar 1,026 SLBC Bihar bank-wise branch 

network [2] 

SBI share in Bihar branches 12.6% Computed from [2] 

Total bank branches in Saran district 

(all banks) 

273 SLBC Bihar district-wise branch 

network [1] 

Saran rural–semi-urban–urban mix 

(branches) 

167–59–47 SLBC Bihar district-wise branch 

network [1] 
 

SBI’s PO recruitment advertisements provide official vacancy totals. The PO 2024–25 

advertisement reports 600 total vacancies [4]. The PO 2025–26 advertisement reports 541 

total vacancies (regular + backlog) [5]. While these are national vacancy totals (posting 

anywhere in India), they indicate the scale of officer intake through digital recruitment and 

provide a basis to discuss the staffing supply pipeline that ultimately feeds districts like Saran 

through posting policies. 

Similarly, SBI’s Junior Associate recruitment 2023 advertisement reports Bihar circle 

vacancies: 415 for the clerical cadre intake [6]. Clerical recruitment is particularly relevant to 
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districts with rural and semi-urban branch footprints because clerical roles anchor day-to-day 

customer service delivery and transaction handling. 

Recruitment 

cycle (official 

SBI 

advertisement) 

Cadre Vacancy 

indicator used in 

this study 

Value Source 

CRPD/PO/2024-

25/22 

Probationary Officer Total vacancies 600 SBI PO 

advertisement 

[4] 

CRPD/PO/2025-

26/04 

Probationary Officer Total vacancies 541 SBI PO 

advertisement 

[5] 

CRPD/CR/2023-

24/27 

Junior Associate 

(Customer Support & 

Sales) 

Bihar circle 

vacancies 

415 SBI JA 

advertisement 

[6] 

 

Figure C (SBI PO vacancies across two consecutive cycles) is plotted from official vacancy 

totals [4], [5] 

8. DISCUSSION: WHAT “DIGITAL TRANSFORMATION” MEANS IN SARAN’S 

RECRUITMENT-RELEVANCE 

Although recruitment is centrally executed, Saran’s branch footprint makes it a meaningful 

context for analyzing why and how recruitment digitization matters. With 273 branches 

across rural, semi-urban, and urban segments, Saran’s banking system must manage high 

volumes of customer interaction, periodic staff turnover, and continuous adaptation to digital 

service models [1]. As a result, recruitment outcomes, particularly clerical intake and early-

career officer deployment, translate directly into service performance, customer satisfaction, 

and risk controls at the local level. 
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Digitization improves recruitment performance through scale economies and standardization. 

Online-only application removes district-level study work frictions and reduces manual 

processing time, enabling SBI to manage very large applicant pools across India with a 

predictable workflow [4]–[6]. Computer-based testing and structured multi-stage selection 

allow SBI to generate comparable evaluation signals across heterogeneous candidate 

populations, which supports fairness and reduces discretionary variation in selection. The PO 

pipeline’s explicit phase architecture (prelims → mains → psychometric/group 

exercise/interview) indicates that SBI uses a layered filter model: early digital testing handles 

scale, while later stages introduce behavioral and interpersonal assessment constructs that can 

matter for branch leadership and customer-facing roles [4], [5]. 

However, the district lens highlights two practical challenges. First, selection validity must 

connect with district job demands. In Saran’s rural and semi-urban branches, frontline roles 

frequently require multitasking across service, operations, and digital enablement, along with 

communication capability in local contexts. A purely test-score-driven selection signal may 

not fully represent these competencies unless the assessment blueprint explicitly captures 

them. SBI’s inclusion of Phase III components, including psychometric testing and group 

exercise in PO selection, can be interpreted as a response to this validity concern, because 

these stages can capture behavioral and situational traits beyond cognitive testing [4], [5]. 

Second, digitization increases dependence on technology governance. Recruitment platforms 

process sensitive candidate data and operate under heavy traffic during registration and admit 

card windows. System outages, data breaches, or vendor control weaknesses create 

operational and reputational risk. RBI’s emphasis on IT governance and assurance practices 

across banking entities elevates the need for secure, controlled HR technology ecosystems, 

including recruitment systems and exam administration arrangements [3]. Districts like Saran 

are downstream beneficiaries (through staffing) but also downstream risk bearers if 

recruitment digitization produces onboarding bottlenecks, mismatches, or disruptions. 

From a commerce and HR analytics perspective, digitization unlocks measurable 

performance indicators that can be aligned with district outcomes. SBI can track application-

to-appearance ratios, stage-wise drop-offs, time-to-fill, and early attrition of newly posted 

staff in districts. When mapped to branch network intensity, such as Saran’s 273 branches 

and its rural-heavy mix, these indicators can support staffing forecasts and targeted induction 

training. 

9. IMPLICATIONS FOR SBI’s RECRUITMENT STRATEGY AND SARAN 

DISTRICT OUTCOMES 

The empirical context suggests that recruitment digitization must be evaluated not only by 

process efficiency but also by operational fit. In districts with dense and mixed branch 

networks, workforce readiness is as important as selection throughput. For Saran, the rural 

branch dominance in the district’s branch mix implies that selected candidates may require 

stronger onboarding support for rural customer acquisition, field-level financial inclusion 

workflows, and local communication challenges [1]. Digitized recruitment can accelerate 

intake, but the value is realized only if the onboarding and early deployment systems are 

equally digitized and analytics-driven. 

A second implication concerns cadre differentiation. Officer recruitment cycles (PO) are 

national in nature, but clerical recruitment cycles provide circle-level vacancy distribution, 

including Bihar’s vacancy number in the Junior Associate recruitment. This suggests that, for 

districts like Saran, clerical hiring and deployment may be the more proximate determinant of 
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service delivery continuity, because clerical staff are the operational backbone of routine 

branch transactions and customer support [6]. 

A third implication concerns governance and trust. Digitized recruitment enhances 

transparency through standardized procedures and communications. Official notifications 

emphasize online-only processes and systematic stage progression, which supports 

procedural clarity and auditability [4]–[6]. Yet trust also depends on robust technology 

governance consistent with regulatory expectations for controlled, assured banking IT 

systems [3]. 

10. CONCLUSION 

This study examined SBI’s digital transformation of recruitment and selection through a 

district-contextual lens focused on Saran, Bihar. The analysis established that Saran’s 

significant banking footprint, 273 branches as of 30 June 2024, creates persistent staffing and 

onboarding relevance for recruitment systems, even when recruitment is centrally executed 

[1]. At the state level, SBI’s 1,026 branches out of Bihar’s 8,136 total branches further 

demonstrate why SBI requires industrial-scale, standardized, and digitally governed 

recruitment pipelines [2]. Official SBI recruitment advertisements for PO and Junior 

Associate cadres show that the recruitment lifecycle is structurally digital: applications, 

payments, communications, and staged assessments are designed as online-first processes 

[4]–[6]. 

The study concludes that digitization improves recruitment scalability, cycle-time 

predictability, and auditability, but district-level value realization depends on selection 

validity and onboarding alignment with local operational demands. In districts like Saran, 

where rural and semi-urban branches form a large share of the footprint, recruitment 

digitization should be integrated with post-selection analytics and capability-building to 

ensure that digitally selected candidates translate into service quality, compliance discipline, 

and sustained productivity. 
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