
       

    ENTREPRENEURSHIP AND SUSTAINABILITY ISSUES 

ISSN 2345-0282 (online) http://jssidoi.org/jesi/ 

                   2020 Volume 8 Number 1 (September) 

   http://doi.org/10.9770/jesi.2020.8.1(71) 

                   
              Publisher 
http://jssidoi.org/esc/home 

       

1064 

 

LIFELONG LEARNING AS AN EMPLOYEE RETENTION TOOL.  

COMPARATIVE BANKING ANALYSIS* 

  

Jerzy Kaźmierczyk ¹, Gulnara Fatykhovna Romashkina ², Przemysław Macholak 3  

   

 1Poznań University of Economics and Business, Al. Niepodległości 10, 61-875 Poznań, Poland  
2Tyumen State University, Ulitsa Volodarskogo, 6, Tyumen, Tyumen Oblast, Russia 

3University of Pennsylvania, Philadelphia, PA 19104, USA 

  

E-mails: 1 jerzy.kazmierczyk@ue.poznan.pl ; 2 g.f.romashkina@utmn.ru ; 3 Przemyslaw.Macholak.wh19@wharton.upenn.edu  
  

 

Received 15 February 2020; accepted 30 June 2020; published 30 September 2020 

 
Abstract. Different companies choose different training strategies to reinforce human capital. The main aim of this paper is to measure the 

impact of training on the loyalty of bank employees. Various factors that could potentially impact the loyalty levels were considered. This 

comparative quantitative study is the first one that investigates the differences in loyalty levels that was carried out on a sample of Polish 

and Russian bank employees. The study manages to elaborate on the results of an original comprehensive survey conducted in both Poland 

and Russia on a sample of more than 2000 bank employees. Kolmogorov-Smirnov test, Mann-Whitney test, Kruskal-Wallis test, 

exploratory factor analysis, Cronbach’s alpha, Kaiser-Mayer-Olkin and Bartlett`s test and answer tree (CHAID method) were used. The 

paper confirms breaking up general loyalty concept into affective commitment and calculative loyalty. Training does not impact 

employees’ rational choices. However, employers can strengthen loyalty by using instruments influencing employees’ emotionality and 

thus strengthen human capital. 
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Introduction 

 

Data confirm that among adults (25 to 64 years old) Russians are more educated than Poles (55% vs. 30% of 

tertiary education graduates; OECD, 2017). Paradoxically, this high human capital is not reflected in modern 

business practice. While Russian students are characterized by significant achievements in particular tests 

measuring skills, those extra-ordinary results are less and less impressive as the education process continues, i.e. 

the closer it is to obtaining Master’s degree (Silova, Millei & Piattoeva, 2017). Meanwhile, modern businesses 

require flexibility and critical thinking on the highest level – by universities or employers through various training 

initiatives. 

 

In Poland, on the other hand, the number of university students increased fivefold from the 1990s till 2005/2006 

and then started falling (Ministerstwo Nauki i Szkolnictwa Wyższego, 2013). Not only there is significantly more 

young Poles with higher education degree than it used to be in the past, but they also strongly strive for applying 

their knowledge in a job setting (Wach-Kąkolewicz & Sławecki, 2012). The learning paradigm has been 

undergoing significant changes. As a society, we are moving from education for life to life-long learning. Those 

with lower acquisition costs and higher efficiency enjoy comparative advantages. And education is crucial in 

achieving both of them. 

 

The labour market results from the interplay of two main actors – employers and employees. The dynamic 

changes it has been undergoing over the recent years and the influence of the government have been reflected in 

rich literature (Apella & Zunino, 2017; Du & Yang, 2014; Antoszak, 2016; Olafsdottir et al., 2015; Paszkowicz & 

Garbat, 2013; Greve, 2017; Andrianova & Tarasova, 2017; Kogay E.A. et al., 2008; Kalinowska-Sufinowicz, 

2013; Jaźwiński, 2017; Jędrzejczak-Gas & Wyrwa, 2005; Parreira do Amaral & Zelinka, 2019; Roumell  

Erichsen, & Salajan, 2014; Wieczorek-Szymańska, 2017). On the one hand, many available publications focus on 

downsizing and restructuring in the financial services across the whole world. On the other hand, employers often 

complain about the high level of rotation and job mobility, or about situations when they train employees first and 

then the same employees leave for the competitors. Similar processes are generally universal across the globe, and 

they occur in Poland and Russia as well. 

 

Moreover, employees’ hierarchy of values has also become more dynamic. In the times when most experts predict 

on average 6 different career paths undertaken by current graduates, loyalty is not taken for granted any more 

(Association of Accounting Technicians report, 2015). As Lurie and Frenkel report, personal development and 

happiness take the top spot not only in terms of professional growth but also in other areas of life, as the evidence 

ranging from the popularity of extreme sports to new types of family relationships suggests (2002). 

 

Achieving a competitive advantage depends to a large extent on people employed in the organization: their 

competencies, knowledge and personality traits. At the same time, shortage of specialists (talents) can be 

observed. Organizations undertake coordinated actions aimed at retaining valuable employees. In this context, the 

attention of researchers focuses on issues related to the attachment of employees to the organization. Many 

researchers devote attention to affective attachment, because numerous studies have proved that it plays the most 

important role: brings the most benefits in shaping relations between employees and positively correlates with the 

level of work performance and profits (Lewicka, 2013; Czarnovsky, 2008; Soojung & Jeongkoo, 2018; Fryzel & 

Seppala, 2016; Ying et al., 2016). In modern organizations, human capital is key, and employee loyalty is part of 

this trend. 

 

Among various branches of the global economy where one can observe the importance of loyalty-related issues, 

the banking sector is a particularly interesting one. Perceived as the main cause of the Great Recession, the whole 

industry implemented restructuring programs, that led to changes in the level and structure of employment 
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(Baszyński, 2016; Pająk, Kamińska, & Kvilinskyi, 2016). Moreover, it should be noted that crisis was a prime 

example of negative consequences of profit-seeking at any cost. Such behaviours did not strengthen loyalty.  

 

In the changing environment of the never-ending restructuring and downsizing processes in the banking sector, 

the issue of employee’s loyalty has become crucial to maintaining a high level of services offered. Academia also 

accepts this claim; as stated by Narteh and Odoom: loyalty is very important in service-based industries like the 

banking sector, when the relationships with customers are important (2015). 

 

To analyze the issue Polish and Russian bankers were chosen as a subject of the research. A strong trend to 

maximize workers’ productivity is currently observable in both countries. In Poland, Western management 

methods are present, introduced by foreign capital that took over most of the industry in the 90’s and early 2000’s. 

Moreover, a recent tendency to renationalize, or ‘repolonize’ banks also impacts the workers. Russian banking 

system, on the other hand, is dominated by national capital. This trend has been strengthened as a result of EU and 

American sanctions against Russia. Centralization of particular banking functions such as HR, accounting, IT, 

compliance, etc., has also been present in Poland since the last few years. Over the past few years: we can observe 

constantly growing number of banks that have lost their licenses in Russia. 2014 – 86 banks, 2015 – 93, 2016 – 97 

banks, 2017 – 40 banks, 2018 – 66 banks (The situation in the banking sector in December and the forecast for 

2017; Banking license 2018; Banking license 2017). Both Polish and Russian banks aim at introducing Western 

management toolkits (Kaźmierczyk & Żelichowska, 2017), such as management style and organizational culture. 

 

The main aim of this paper is to measure the impact of training on the loyalty of bank employees. There are few 

precise methods of measuring the level of loyalty in the literature. The available tools are based on expressing 

opinions on the behaviour of organizations generally represented by most employees. It must be stressed that 

loyalty is not measured frequently in organizations. 

 

The following theses are propounded in this paper:   

H1: Employees who took part in training programs are more loyal than the ones who did not. 

H2: Employees who took part in the online training programs are less loyal than the ones who took part in 

traditional training. 

 

To accomplish the research aims the authors used source literature in English, Polish and Russian on economics, 

sociology, human resources management, banking and industrial and organizational psychology (EBSCO, The 

ACM Digital Library, BazEkon, Emerald, ProQuest). There is a limited presence of quantitative research in the 

field of lifelong learning (Boeren, 2018). An additional original survey of 1,920 bank employees in Poland and 

359 bank employees in Russia was conducted to bridge this gap. 

 

Following the introduction, this paper includes formulation of the theses. Then the research sample and the 

method adopted are described. Finally, the research results and conclusions are presented.  
  

Loyalty: hypotheses to be tested       

    
H1: Employees who took part in training programs are more loyal than the ones who did not. 

 

Training impacts loyalty of employers through a few mechanisms simultaneously. Because of its signaling 

function (Spence, 1973), employees feel that employers care about them when they are sent to attend training 

initiatives (higher safety due to the smaller probability of being sacked – in that case the training cost would 

become a sunk cost). They are moreover grateful to their employers for investing in them, which equals to 

moving a company's surplus (cost of a training initiative) into an employee's development. Additionally, different 

forms of training usually support interactions between employees, coaches, and employers (Andrzejczak, 2010). 
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Such interactions lead to strengthening bonds between these actors, as a result of potentially supporting loyalty. 

This hypothesis can be thus be the best summarized in a sentence that people trained by their company will 

exhibit higher levels of their loyalty. In their study, Narteh and Odoom (2015) indeed confirmed that training 

contributes to employee loyalty in the banking sector. 62% of their sample had a higher education degree, which 

makes the structure of surveyed similar to this study, for this proportion in Polish and Russian banks equals to 

around 70-80% (Kaźmierczyk 2011, pp. 115-124). 

 

H2: Employees who took part in the online training programs are less loyal than the ones who took part in 

traditional training. 

 

While e-learning may mean achieving cost or time efficiencies (George, 2002; Schmeeckle, 2003; Andrzejczak, 

2010) it does not necessarily lead to the better results in terms of loyalty. In his study Schmeeckle (2003) reports 

that ‘The classroom group felt more motivated and positive toward their instruction than the online group’ and 

while online training negatives were countered by ‘convenience and time efficiency’, the trainees still claimed 

that ‘the biggest disadvantage of online training was missing classroom interaction’ – a crucial factor in forming 

loyalty towards the company. The loyalty from a broader sense is a complex set of mutually intertwined 

relationships, affections to different coworkers, values, objects, together with conflicts between them, rather than 

an abstract organization being the only one subject of loyalty (see Schrag, 2001 for example). Therefore, 

traditional training methods with more co-workers interaction prove better suited to form a stronger sense of 

loyalty towards co-workers and the employer at the end. 
 

To sum up, it can be stated that the workers who were involved in e-learning initiatives are less loyal than the ones 

under traditional training. Those taking part in the conventional programs simultaneously with training are 

somehow interacting with other workers, thus strengthening relationships between them. Loyalty as such exists in 

relation to someone (co-workers, superiors), it can be seen as an intertwined network of connections between all 

of them, not in relation to an organization as such. Therefore, learning, repeating and implementing new skills 

together during the training sessions, as well as integration time, also in more informal settings, offer an 

unbeatable advantage of traditional training methods over e-learning one in terms of their impact on loyalty. 

 

Methodology 

 

In order to measure loyalty level in banks, a questionnaire was used which covered various aspects of loyalty 

(items on a 0-4 scale). Following Allen and Meyer (1990) classic study it was assumed that loyalty can be divided 

up into calculative loyalty and affective commitment. The exploratory factor analysis (EFA) was performed to 

confirm this assumption and to confirm the quality of the calculated loyalty indices for Poland and Russia 

together and for both countries separately (principal component analysis, PCA, oblimin). The total variance 

explained was 68.06% for both countries together, 66.74% for Russia and 67.68% for Poland respectively. All the 

data used in the exploratory factor analysis yielded two components with high correlations. This was confirmed 

by a scree plot, which also pointed to two components (both in Poland and Russia). Table 1 presents the matrix of 

components for Poland and Russia. The reliability of the scale of loyalty measured by Cronbach’s alpha was 

respectively for both countries together/for Russia/for Poland: 0.707/0.712/0.686, for the affective commitment it 

was: 0.826/0.808/0.820, and for calculative loyalty: 0.677/0.656/0.681. 
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Table 1. The component matrix of the general index of loyalty and its subindices (exploratory factor analysis) for Poland and Russia 
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In general, I am satisfied with my work in the Bank 0.885  0.880  0.885  

I am ready to recommend employment in my Bank to relatives or 

friends 
0.873  0.874  0.835  

I am proud of my work and I admit it openly 0.828  0.820  0.845  

Work is just work. A person should always seek better conditions 

of employment for himself (a reversed scale applied) 
 0.793  0.789  0.770 

At present, the employer should not expect the employee to be 

loyal solely to him (a reversed scale applied) 
 0.778  0.793  0.764 

In times of crisis, the employee reserves the right to seek a new, 

safer job (a reversed scale applied) 
 0.773  0.766  0.788 

Source: Author’s own computations based on the survey data 

Notice: Kaiser-Mayer-Olkin and Bartlett`s test: p=0.000 (for both countries together, for Poland, for Russia). Due to the unsatisfying results 

of the factor analysis the authors dropped the following items: I refrain from criticizing the Bank when I am dissatisfied with its activities 

(item loading=0.270); The employee should be guided by a career and manage it skillfully (a reversed scale applied) (item loading=0.367). 

Both decreased the value of calculated indices and did not significantly the quality of indices received as a result of factor analysis. 

 

The research agenda was designed to inquire about various types of training: online, on the job (OJT), outside 

your workplace, training conducted exclusively for one bank's employees, training organised for one bank's 

employees and employees of other organizations, and no training. Next, an analysis was conducted to check for 

differences in loyalty and its’ affective and calculative commitments given the differing type of training. 

 

The research results presented are part of a broader study. Thus, the description of the research method and data is 

applicable also to the results of research on other aspects of HRM and other papers by the authors. You can find 

more detailed data in our previous papers (Davydenko et al., 2018; Kaźmierczyk, 2019; Kaźmierczyk & 

Chinalska, 2018; Kaźmierczyk et al., 2019; Kaźmierczyk et al., 2020; Kaźmierczyk & Żelichowska, 2017). 

 

Data 

 

The data from the survey, which was conducted in Poland between January 2016 and April 2016 and in Russia 

(the Tyumen region) between February 2017 and April 2017, were used to test the research thesis. In Poland, 

more than 20,000 requests, and in Russia more than 4,000 queries were sent asking recipients to fill in the 

questionnaire via e-mail, social networking websites (such as Facebook, GoldenLine and LinkedIn) and thematic 

forums. Both electronic versions (Anonymous study of bank employees, 2016) and physical copies of the 

questionnaire were used in the survey. 

 

The main survey was preceded by a two-stage pilot survey in Poland. Firstly, the survey was conducted on a small 

group of participants (180 students in Poland). In the second stage of the pilot study, the target group consisted of 

100 employees from the banking sector in Poland. The aim was to reveal any inconsistencies and to examine 
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whether the questions were understandable. Thanks to the pilot study, the questionnaire was modified and 

improved. Then, the survey was translated into Russian by a group of 12 philologists, psychologists, bankers and 

HRM specialists. The two-stage study in Russia was conducted on a group of 50 students and then a group of 50 

bankers.  

 

The composition of the research sample according to gender, the type of education and the type of bank 

corresponds to the structure of employment in the banking sector in Poland (Anonymous, pp. 115-124). The mean 

age of the respondents was 36.6 years in Poland and 31.7 in Russia. The mean work experience in banking was 

7.8 years in Russia and 12.1 in Poland. The mean total work experience of the respondents was 15.0 years in 

Poland and 11.2 in Russia. 

 

Loyalty: empirical research 

 

H1: Employees who took part in training programs are more loyal than the ones who did not. 

 

Several pairs of bankers were separated: trained in a certain way and not trained in a given way, and then their 

level of loyalty, affective commitment and calculative loyalty were compared. Because the normal distribution 

could not be assumed, the Mann-Whitney test was conducted. The first pair includes those trained in any way and 

those who have not been trained at all. 

 

Based on types of training they participated in, employee’s scores of general loyalty, affective commitment and 

calculative loyalty were compared. Between employees that participated in any training initiative and those, who 

did not at all, the following results were obtained. H1 was partly confirmed in respect to affective commitment in 

Poland and Russia and to loyalty in Poland. Trained employees in Poland and Russia tend to be more loyal 

emotionally than the not trained ones (Table 2, Table 4). The difference in affective commitment between the 

trained (3.03 in Russia, 2.49 in Poland) and the untrained (2.76 in Russia, 2.18 in Poland) banking employees was 

significant yet minimal (Glass rank coefficient around 0.20), similarly in case of loyalty in Poland. Participation 

in training did not impact calculative loyalty in both analyzed countries and loyalty in Russia.  

 

Additionally, a similar comparison was conducted among employees trained under non-bank specific initiatives 

and those not trained under this type of training (Table 2, Table 5). Trained Polish bankers exhibited higher 

loyalty levels (1.79 vs. 1. 60), higher calculative loyalty (0.91 vs. 0.78) and higher affective commitment (2.67 vs. 

2.43). The magnitude of the differences was relatively low (Glass rank coefficient between 0.11-0.17). No 

significant difference was observed in Russia, what can most likely be attributed to the small sample size. 

 

Moreover, the groups of employees who took part in a company-specific training were also compared to those 

who did not (Table 2, Table 6). No statistically significant differences were observed between them. Only in case 

of general loyalty (1.68 vs. 1.56) and affective commitment (2.54 vs. 2.36) among Polish employees, a small 

difference in favour of the trained ones was observed (Glass rank coefficient up to 0.1). 

 

Participating in OJT did not impact loyalty in Russia (Table 2, Table 7). The only statistically significant 

difference was observed in calculative loyalty among Polish employees (0.75 vs. 0.83) (Glass rank 

coefficient=0.07). Interestingly enough, participating in OJT instead of increasing calculative loyalty level, 

decreased it. 

 

E-learning training was associated with a higher affective commitment among both Russian (3.03 vs. 2.64), as 

well as Polish employees (2.44 vs. 2.29) (Glass rank coefficient=0.27, Table 2, 8). Russian employees also 

exhibited a significant difference in general loyalty level (2.11 vs. 1.78). 
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To sum up, in Russia participating in training essentially did not matter for loyalty level of employees. Lack of 

statistically significant differences may be a result of a small sample. In Poland, the most meaningful for loyalty 

level training were traditional not bank-specific training programs. Participating in them statistically increased 

each of analyzed types of loyalty. Internal bank-specific training increased loyalty and affective commitment. 

Interestingly enough among Polish employees participating in OJT training negatively correlated with calculative 

loyalty level. This particular type of training does not seem to matter to individual employees. The authors 

suppose this finding may be attributed to the fact that usually the youngest and newest employees participate in 

this type of training and they exhibit the lowest values of loyalty. This claim requires a further in-depth research 

because the obtained data doesn’t allow to confirm or negative this assumption. 
 

Table 2. Average values of loyalty, calculative loyalty and affective commitment depending on the type of training and country 

 Any type of 

training 

Non-bank specific training opened to 

employees from different companies 

Internal, bank-

specific training 

OJT Elearning 

 Yes No Yes No Yes No Yes No Yes No 

Loyalty in Russia 2.11 1.89 2.10 2.09 2.11 2.06 2.08 2.09 2.11 1.78 

Calculative loyalty in Russia 1.17 0.97 1.13 1.15 1.15 1.14 1.14 1.16 1.17 0.88 

Affective commitment in 

Russia 
3.03 2.76 3.09 2.99 3.04 2.97 3.01 2.99 3.03 2.64 

Loyalty in Poland 1.64 1.50 1.79 1.60 1.68 1.56 1.62 1.64 1.61 1.57 

Calculative loyalty in Poland 0.80 0.81 0.91 0.78 0.82 0.76 0.75 0.83 0.77 0.85 

Affective commitment in 

Poland 
2.49 2.18 2.67 2.43 2.54 2.36 2.49 2.45 2.44 2.29 

Note: The indices do not follow normal distribution (Kolmogorov-Smirnov test’s results are summarized below):  loyalty in both countries 

together (arithmetic mean=1.70,  standard deviation=0.67, test statistics=0.072, asymptotic significance (two-tailed)=0.000); calculative 

loyalty in both countries together (mean=0.85, standard deviation=0.80, test statistics=0.166, p (two-tailed)=0.000), affective commitment 

in both countries together (mean=2.55, standard deviation=0.92, test statistics=0.140, p (two-tailed)=0.000); total loyalty in Russia 

(mean=2.10, standard deviation=0.69, test statistics=0.053, p (two-tailed)=0.016); calculative loyalty in Russia (mean=1.15, standard 

deviation=0.85, test statistics=0.154, p (two-tailed)=0.000); affective commitment in Russia (mean=3.01, standard deviation=0.86, test 

statistics=0.148, p (two-tailed)=0.000); total loyalty in Poland (mean=1.63, standard deviation=0.64, test statistics=0.081, p (two-

tailed)=0.000); calculative loyalty in Poland (mean=0.80, standard deviation=0.77, test statistics=0.170, p (two-tailed)=0.000); affective 

commitment in Poland (mean=2.47, standard deviation=0.91, test statistics=0.142, p (two-tailed)=0.000). 

Source: Author’s own computations based on the survey data 

 

H2: Employees who took part in the online training programs are less loyal than the ones who took part in 

traditional training. 

 

Based on the data survey three groups of employees were analyzed: those, who participated exclusively in e-

learning, those who participated in any other type of traditional training (i.e. OJT, internal specific and not bank-

specific training) and those, who participated in both traditional and non-traditional initiatives. Due to the non-

normality traits of distribution, Kruskal-Wallis test was performed. Conducted test showed that no statistically 

significant difference between loyalty, affective commitment, and calculative loyalty among employees who were 

trained by e-learning, those trained in a conventional way, and those trained through both methods was observed 

(Table 3). 
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Table 3. Average values of loyalty, calculative loyalty and affective commitment depending on conventionality of the training type and 

country  

 Traditional 

training only 

E-learning 

only 

Both traditional and e-learning 

training initiatives  

Test 

statistic 
df 

Significance 

two-tailed 

Loyalty in Russia 2.05 2.09 2.10 0.076 2 0.963 

Calculative loyalty in Russia 1.05 1.13 1.17 0.702 2 0.704 

Affective commitment in Russia 3.00 3.05 3.01 0.528 2 0.768 

Loyalty in Poland 1.72 1.52 1.62 3.587 2 0.166 

Calculative loyalty in Poland 0.91 0.77 0.77 1.831 2 0.400 

Affective commitment in Poland 2.54 2.25 2.47 5.663 2 0.059 

Source: Author’s own computations based on the survey data 

 

 
 

 

   
Loyalty 

     

    Node 0         

    Category % n         

    1Q 22.7 516         

    2Q 31.1 708         

    3Q 26.4 601         

    4Q 19.9 452         

    Total 100.0 2,277         

      
Country 

Adjusted value P=0.000, Chi-square=151.725, df-3 

       

 
  

  

Russia 

  

 

 

 Poland 

    

 
 Node 1  Node 2     

   
 Category % n  Category % n     

    1Q 9.2 33  1Q 25.2 483     

    2Q 20.3 73  2Q 33.1 635     

    3Q 29.0 104  3Q 25.9 497     

    4Q 41.5 149  4Q 15.8 303     

    Total 15.8 359  Total 84.2 1,918     

   

 E-learning  

Adjusted value P=0.048, Chi-

square=15.411, df-3 

  Non-bank specific training, opened to employees 

from different companies 

Adjusted value P=0.001, Chi-square=19.779, df-3 

     

 

A few times in a year; 

I didn’t work at a bank 

that time; no answer 

One’s a year; often – its 

popular form of training; never 

   

No; no answer 

     

Yes 

  

Node 3  Node 4  Node 5  Node 6 

Category % n  Category % n  Category % n  Category % n 

1Q 5.5 9  1Q 12.2 24  1Q 26.3 427  1Q 18.9 56 

2Q 15.3 25  2Q 24.5 48  2Q 34.0 551  2Q 28.3 84 

3Q 37.4 61  3Q 21.9 43  3Q 25.0 405  3Q 31.0 92 

4Q 41.7 68  4Q 41.3 81  4Q 14.7 238  4Q 21.9 65 

Total 7.2 163  Total 8.6 196  Total 71.2 1,621  Total 13.0 297 

 

  

  

  

Internal, bank-specific 

training Adjusted value 

P=0.001, Chi-

square=17.808, df-3 

   

 

  

 
  

  
  

 
No, no answer    

 
Yes 

 

      Node 7  Node 8 

        Category % n  Category % n 

        1Q 30.7 202  1Q 23.4 225 

        2Q 33.6 221  2Q 34.3 330 

        3Q 24.6 162  3Q 25.2 243 

        4Q 11.1 73  4Q 17.1 165 

        Total 28.9 658  Total 42.3 963 

 

 

Figure 1. Loyalty index answer tree (CHAID method). 

 

Source: Author’s own computations based on the survey data. 
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Since statistic tests have different values for subgroups, we also presented these relationships in the form of a 

decision tree. We defined the loyalty, calculative loyalty and affective commitment indices from the interval 

resulting from quartile borders (respectively: 1.33/1.67/2.17; 0.33/0.67/1.33, 2.0/2.67/3.0). According to the 

decision tree analysis (Figure 1-3), the most important factor determining varying levels of loyalty, calculative 

loyalty and affective commitment, was the country in which the data was collected. In Poland the group with 

highest levels of loyalty (15.8%), calculative loyalty (24.5%) and affective commitment (19.1%) was relatively 

smaller than in Russia (respectively 41.5%; 41.6%; 45.7%), and the group with lowest loyalty (25.2%), 

calculative loyalty (23.6%) and affective commitment levels (30.4%) in Poland was respectively much larger than 

in Russia (9.2%, 12.3%, 15.0%). These differences were statistically significant and sometimes amounted to as 

much as doubling the percentage size of the group.  

 

Level of loyalty in Poland was the most impacted by participation in non-bank specific training (Figure 1). It 

pushed the distribution to the right, and increased the size of the most loyal employees (from 14.7% to 21.9%) 

and decreased the number of the ones with the lowest loyalty level (from 26.3% to 18.9%). On the other hand, 

Polish employees, who did not participate in neither non-bank specific training nor internal, bank-specific training 

exhibited lower loyalty levels than those, who participated in at least the latter ones. Thus, for loyalty in Poland 

the traditional, open, non-bank specific training and traditional internal bank-specific training initiatives are the 

most important. In case of Russia, the main differentiator was participation in the e-learning courses. The most 

beneficial to the loyalty level was sporadic participation in such training, i.e. few times a year. The Bell curve or 

the reverse U-shape relation between e-learning and loyalty levels can be connected to employees’ perception of 

such training. Potentially, if they take place too often, employees become weary or overtired what leads to a 

decrease in loyalty level. Similarly the employees participating in e-learning less than once a year were 

characterized by low loyalty levels. Perhaps they feel unappreciated. Therefore, we suggest that an optimal level 

of learning initiatives exists, and after crossing this point, increased participation in learning leads to lower 

loyalty. 

 
To summarize, the biggest share of employees characterized by the lowest loyalty consisted of Polish employees 

that did not participate in neither non-bank specific training nor internal bank-specific training (30.7%). In 

contrast, the biggest share of employees characterized by the highest loyalty consisted of Russian banks’ 

employees (41.7%) who took part in e-learning training few times. 

 

 
   Calculative loyalty   

   Node 0    

   Category % n    

   1Q 21.8 496    

   2Q 35.6 809    

   3Q 15.4 351    

   4Q 27.2 619    

   Total 100,0 2,275    

   

 

Country 

Adjusted value P=0.000, 

Chi-square=55.186, df-3 

   

Russia   

    

 Poland 

 

Node 1    Node 2 

Category % n    Category % n 

1Q 12.3 44    1Q 23.6 452 

2Q 29.3 105    2Q 36.7 704 

3Q 16.8 60    3Q 15.2 291 

4Q 41.6 149    4Q 24.5 470 

Total 15.7 358    Total 84.3 1,917 

Figure 2. Calculative loyalty index answer tree (CHAID method). 

 

Source: Author’s own computations based on the survey data. 
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Calculative loyalty did not depend on participation in training (Figure 2). It hold true for both Poland and Russia. 

It could be hence suspected that employees’ rational calculation is a basis for assessing their situation on the 

labour market. Perhaps due to the extent to what their job involves risk valuation and estimated value of different 

investments, bank employees approach their job market prospects from a similar perspective. If the market 

provides them with rationale for that, they are willing to change their employer. Similarly, lack of stability, lack 

of possibility to change the current employer for a better one and access to information may make them more 

loyal to the current employer. Loyalty seems to be only a natural extension of career management. 
 

 
Figure 3. Affective commitment index answer tree (CHAID method). 

 

Source: Author’s own computations based on the survey data. 

 

Affective commitment in Russia was not dependent on participation in training (Figure 3). In Poland e-learning 

participation slightly increased affective commitment. Furthermore affective commitment in Poland depended on 

first, participating in internal, bank-specific training and second, participating in any type of training. The first one 

decreased the share of disloyal employees (from 36.2% to 27.0%). No training participation whatsoever led to a 

significant reduction in loyalty levels, i.e. increasing the share of the least loyal employees (from 33.3% to 

55.0%). To sum up, the biggest group that exhibited the lowest affective commitment levels were not-trained 

Polish employees (55.0%). The biggest group that exhibited the highest affective commitment were Russian 

employees (45.7%). 

   

Affective commitment 

        

  Node 0         

  Category % n         

  1Q 28.0 637         

  2Q 29.4 670         

  3Q 19.2 438         

  4Q 23.3 531         

  Total 100,0 2,276         

  

 

Country  

Adjusted value P=0.000, 

Chi-square=131.166, df-3 

 

       

Russia 
    

  Poland 
     

Node 1    Node 2     

Category % n    Category % n     

1Q 15.0 54    1Q 30.4 583     

2Q 19.5 70    2Q 31.3 600     

3Q 19.8 71    3Q 19.1 367     

4Q 45.7 164    4Q 19.1 367     

Total 15.8 359    Total 84.2 1,917     

      

 

     

E-learning 

Adjusted value P=0.000, 

Chi-square=29.729, df-6 

    

Yes 

  

 

 

No 

 

No 

answer 

 

    Node 3  Node 4  Node 5 

    Category % n  Category % n  Category % n 

    1Q 30.5 395  1Q 39.4 85  1Q 25.4 103 

    2Q 32.1 416  2Q 31.0 67  2Q 28.9 117 

    3Q 20.2 262  3Q 11.6 25  3Q 19.8 80 

    4Q 17.2 223  4Q 18.1 39  4Q 25.9 105 

    Total 56.9 1,296  Total 9.5 216  Total 17.8 405 

  Bank-specific training 

Adjusted value P=0,018, 

Chi-square=12.487, df-3 

          

 
Any training 

Adjusted value P=0,008, Chi-square=11.697, df-3 

 

No; no 

answer 

   

Yes 

 

 

  

Yes 

    

No 

 

Node 6  Node 7  Node 8  Node 9 

Category % n  Category % n  Category % n  Category                               % 
 

n 

1Q 36.2 176  1Q 27.0 219  1Q 33.3 52  1Q 55.0 33 

2Q 29.8 145  2Q 33.5 271  2Q 35.3 55  2Q 20.0 12 

3Q 17.7 86  3Q 21.7 176  3Q 14.1 22  3Q 5.0 3 

4Q 16.3 79  4Q 17.8 144  4Q 17.3 27  4Q 20.0 12 

Total 21.4 486  Total 35.6 810  Total 6.9 156  Total 2.6 60 
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With loyalty being beyond control of employer, an aspect that can be influenced by them is emotions and 

satisfaction with work (Kaźmierczyk & Wyrwa, 2017). However, it should be noted that even the highest levels of 

happiness with a team and tasks performed may not protect the employer from losing their employees. It could be 

assessed that loyalty shares similar characteristics to motivation according to the Herzberg’s theory (Herzberg et 

al., 2011) theory. Job stability and career management can be seen as hygiene factors, and any real increase in 

loyalty can be shaped by an employer in the affective commitment area. 
 

Conclusions 

 

Poland and Russia were analyzed intentionally. They are both post-socialist countries that after fall of the 

socialism and the Soviet Union chose completely separate development paths. However, they are still relatively 

homogenous and similar societies belonging to the Slavic cultural sphere. A differentiating factor between the two 

is individualism. Russia represents a more traditional culture with values leaning towards a collective approach. 

The next question to be asked is which aspect of culture belongs to the global context and which has a national 

character. A stronger market-orientation among Poles is observed and perhaps this is why it is easier to adopt 

Western organizational norms and labour market values there than in Russia. That being said the Russian 

employees are also afraid of their future because of the undergoing structural changes in the banking system. 

 

With high turnover and recruitment costs, retention through loyalty may appear to be a more cost-effective 

alternative. However, impact of loyalty is complex and apart from obvious benefits, it can also lead to negative 

consequences. One of them is limited mobility. While there could be two opposite effects, in general intuition 

suggests that employees will strengthen their commitment to employers after the latter ones invest in the human 

capital of the former. 

 

This paper considered various factors that could potentially impact the loyalty levels. Among them intuitively the 

following were the most important: country of origin, age, participation in any type of training, participation in 

non-bank specific training, participation in internal (bank-specific) training, participation in on the job training, 

and participation in e-learning. The main factor correlating with loyalty level was country of origin. Despite 

outlined similarities among Polish and Russian economies and cultures, it turns out that the level of loyalty in 

banks in Russia differs significantly and is higher than in Poland. Polish labour market shows convergence to 

western markets where employees look for better options on the market. In bad economic conditions, job 

insecurity is an important channel strengthening loyalty. Moreover, there is a possibility that Russian employees 

feel pressure to report higher loyalty. In Poland participation in traditional forms of training is statistically 

significant for the loyalty level. The authors suppose that such traditional forms of training create an environment 

beneficial to strengthening relationships between employees. A potential criticism of findings could be based upon 

the geographical concentration of the Russian results, however, other studies show similar differences between 

Poland and Russia. 

 

The uniqueness of the article is based on applying two research methods to testing suggested hypotheses. Both of 

them provided converging results. Loyalty comparison is an important field that could potentially inform research 

concerning lifelong learning. This comparative study is the first one that investigates the differences in loyalty 

levels that was carried out on a sample of Polish and Russian bank employees and took into account the influence 

of training. Loyalty as a complex construct constitutes an interesting research field, especially for those who deal 

with the problem of relational orientation in management. 

 

In conclusion, it should be underlined that especially for customer-facing services loyalty among employees needs 

further scrutiny. Banks should naturally constitute an important part of this growing field, especially given the 

issue of trust in their functioning on a macro and micro level, as represented by banking secrecy and morally 
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objectionable management practices that ultimately led to the Great Recession. Despite banks’ natural tendency to 

guard their sensitive information, the study manages to elaborate on the results of an original large survey 

conducted in both Poland and Russia. 

 

The novelty of the paper could be summarized in the fact that it confirms reasoning behind breaking up general 

loyalty concept into affective commitment and calculative loyalty. The factor analysis showed that this approach 

is the recommended one when analyzing big datasets. Significant differences between affective commitment and 

calculative loyalty were observed. Training does not impact employees’ rational choices. However, employers can 

strengthen loyalty by using instruments influencing employees’ emotionality. Calculative commitment is only 

moderately affected as a result of training. An aspect that could be effectively impacted by training is affective 

commitment. In case of Poland participation in traditional, open and non-bank specific training and in internal, 

bank-specific training was the most correlated with high loyalty values. On the job training and e-learning 

methods should be organised with caution, given that quite often they do not represent significant value for 

trainees and can be perceived as a dull obligation rather than an actual investment in human capital, especially 

when they take place too often. The problem of the subjective and objective effectiveness of various training 

initiatives requires further study, similarly to the loyalty and impact of training among the youngest and the least-

experienced employees. 
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Appendix 

 
Table 4. Mann-Whitney test for differences in loyalty for employees trained in some way and those not trained at all 

 U Statistics W Wilcoxon Z Asymptotic significance (two-tailed) Glass rank coefficient 

Loyalty in Russia 4106.00 4602.00 -1.73 0.084 - 

Calculative loyalty in Russia 4465.50 4961.50 -1.05 0.292 - 

Affective commitment in Russia 3941.00 4437.00 -2.05 0.040 0.22 

Loyalty in Poland 108746.00 118616.00 -2.36 0.018 0.12 

Calculative loyalty in Poland 120856.50 1677586.50 -0.28 0.777 - 

Affective commitment in Poland 102287.00 112157.00 -3.41 0.001  0.17 

Source: Author’s own computations based on the survey data 

 

Table 5. Mann-Whitney test for differences in loyalty for employees trained in open, non-bank specific training programs targeted at 

employees from different sectors and institutions and those not participating in this particular type of training 

 U Statistics W Wilcoxon Z Asymptotic significance (two-tailed) Glass rank coefficient 

Loyalty in Russia 4070.50 4395.50 -0.01 0.993 - 

Calculative loyalty in Russia 3922.50 4247.50 -0.29 0.772 - 

Affective commitment in Russia 3796.00 57097.00 -0.58 0.564 - 

Loyalty in Poland 197750.00 1468965.00 -4.53 0.000 0.17 

Calculative loyalty in Poland 211022.50 1480643.50 -3.00 0.003 0.11 

Affective commitment in Poland 207847.50 1479062.50 -3.37 0.001 0.12 

Source: Author’s own computations based on the survey data 

 

Table 6. Mann-Whitney test for differences in loyalty for employees trained in internal, bank-specific training programs and those not 

participating in this particular type of training 

 U Statistics W Wilcoxon Z Asymptotic significance (two-tailed) Glass rank coefficient 

Loyalty in Russia 14951.00 32529.00 -0.41 0.686 - 

Calculative loyalty in Russia 14949.50 32527.50 -0.31 0.756 - 

Affective commitment in Russia 14428.00 32006.00 -0.97 0.334 - 

Loyalty in Poland 391443.50 689049.50 -3.47 0.001 0.09 

Calculative loyalty in Poland 416153.00 712988.00 -1.31 0.190 - 

Affective commitment in Poland 388020.00 685626.00 -3.78 0.000 0.10 

Source: Author’s own computations based on the survey data 
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Table 7. Mann-Whitney test for differences in loyalty for employees trained in On-The-Job Training initiatives and those not participating 

in this particular type of training 

 U Statistics W Wilcoxon Z Asymptotic significance (two-tailed) Glass rank coefficient 

Loyalty in Russia 15392.50 30617.50 -0.01 0.995 - 

Calculative loyalty in Russia 15190.50 30943.50 -0.13 0.989 - 

Affective commitment in Russia 15283.50 30508.50 -0.12 0.902 - 

Loyalty in Poland 430289.00 749889.00 -0.51 0.610 - 

Calculative loyalty in Poland 407763.50 727363.50 -2.43 0.015 0.07 

Affective commitment in Poland 422699.00 1019477.00 -1.17 0.244 - 

Source: Author’s own computations based on the survey data 

 
Table 8. Mann-Whitney test for differences in loyalty for employees trained in e-learning courses and those not participating in this 

particular type of training 

 U Statistics W Wilcoxon Z Asymptotic significance (two-tailed) Glass rank coefficient 

Loyalty in Russia 2926.00 3361.00 -2.36 0.018 0.27 

Calculative loyalty in Russia 3193.50 3628.50 -1.75 0.08 - 

Affective commitment in Russia 2902.00 3337.00 -2.44 0.015 0.27 

Loyalty in Poland 132981.50 156417.50 -1.18 0.238 - 

Calculative loyalty in Poland 135396.50 975852.50 -0.67 0.501 - 

Affective commitment in Poland 124879.50 148315.50 -2.56 0.01 0.11 

Source: Author’s own computations based on the survey data 
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