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Abstract 

This work is devoted to the e-learning in the banking sector. There are identified the specific of training in this area, the difference 
and distinctive features. The article notes the existing problems and shortcomings. To solve some of this problems, the author 
propose a generalized model of e-learning course focused on the most effective self-education. The article selects the list of main 
results, on which training should be oriented. The article describes properties and criteria that should be include in training course, 
and analyzes the results from its implementation. It considers Donald Kirkpatrick’s four-level model of evaluation of training 
efficiency. For each level of this model the author propose to calculate the relevant indicators to form a more complete picture of 
the overall evaluation of the training course, objective and accurate assessment of the efficiency, more rapid analysis of the obtained 
results, and to get a clear structuring of the results and evaluations. 
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1. Introduction 

Process of informatization has promptly rushed into everyday’s life in the second half of the 20th century and has 
transformed all main spheres of human activity in short terms. At such development of information processes the 
education system hasn't stood aside, and has included many innovations among which has also appeared a distance 
education in various fields of activity, from schools and higher educational institutions to organizations, firms and 
banks. 
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Today, distance education become one of the most effective and modern teaching methods. Its popularity around 
the world is growing at a significant pace. At a modern rhythm of life, thousands of people are turning to use distance 
learning  to get new full knowledge, meeting the international quality standards, to improve skills and to improve the 
available skills. 

1.1. Distance learning in the banking sector. 

Distance education combines the best elements of traditional learning, developed over the centuries with the latest 
teaching methods and advanced information and communication technologies. 

As a rule, distance learning is considered by banks as an independent, separate method of education and is divided 
into: 
 a variety of online courses and tutorials that provide transmission and control of the assimilation of information 

and are mainly used for functional training; 
 video seminars that have focus on specialization and control of mastering the information obtained during the e-

learning and self-training. 
Having the extensive and developed network of branches across their countries, the big banks have become 

increasingly used distance learning as one of the most effective forms of training. 
The banking sector has a number of specific features that have a significant impact on the system of training of 

bank staff. 
In addition, using the distance learning technologies has some difficulties. The main difficulty in the development 

and maintenance of training and test programs is the need for methodological support. Also, do not forget about the 
high cost and complexity of this development. 

1.2. The main problems of the existing systems of distance learning. 

Despite the extensive use of distance learning technologies in the banking system, currently there are a number of 
problems that hinder the development of this direction. The authors have identify some common problems: 
 lack of normative and methodological support in terms of the use of distance learning technologies; 
 lack of organizational, managerial and technical support of the learning process; 
 presence of several automated systems of distance learning, which was created and developed independently of 

each other. 

1.3. The general model of e-learning course. 

Thus, on the basis of the above, the authors propose the following general model for building e-learning courses in 
banking sector: 

1. The e-learning course should contain elements of adaptability.  It is important to make a modular approach to 
the presentation of educational material, which allows to separate the training course depending on the existing level 
of knowledge. 

2. In addition to the modules, the distance course must also include: 
 Resource library (thematic literature, lists of useful web resources, articles, operating instructions and 

laws); 
 Subject or thematic dictionary (glossary); 
 Additional information materials (eg, answers to frequently asked questions, contact phone numbers and 

e-mails of tutors). 
All these methods will create a course, focused on learning as much as possible, with a wide range of additional 

materials and information sources. 
3. The training course should be focused on independent work of the student and ensure his interest in learning. 
4. The training course should include the specificity of training in the banking sector, namely: 

 The need for continuous self-education. 
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 Frequent changes in regulations, reducing the life cycle of banking products, frequent innovations in the 
environment. 

 High qualification requirements. 
 Increased requirements for information support of employment. 
 High technical equipment and total automation of jobs. 

5. In the training course should be included elements of active learning, providing visualization of the educational 
materials, multimedia and modern computer technologies. 

6.  Education should be focused on the use of a Web-based environment. 
7. Education should ensure the continuity and cyclical processes of training and testing, for example: 

 regular training and testing of employees, when they change their job or functional roles; 
 conduct training and testing of employees, when typical software systems are significant changed; 
 training and testing newly hired employees. 

8. The educational program should be aimed at solving the professional problems of studying experts of the banking 
industry.  

9. The training course should enable the final test, which will assess the effectiveness of the proposed course. 

1.4. Evaluation model of the effectiveness of training by Donald Kirkpatrick 

To evaluate the effectiveness of initial training, can be used the integrated four-level evaluation model of Donald 
Kirkpatrick. For a more visual and accurate performance, as well as for creating a more complete picture of the overall 
evaluation of the training course, the authors are offered to enter the calculation of certain indicators at the each level 
of the model. 

The proposed model allows to estimate the real effect of training, provides managers to determine the direction of 
further training and find out what type of training is most requested. Detailed study of all levels will not only improve 
the training program, but also will enhance the capacity of labor and reduce personnel risks in banking system. 

Table 1. Kirkpatrick’s evaluation model 

Levels What will assess Main issues 

Level 1: 
"Reaction" 

Assessment of emotional satisfaction: how 
participants react on a training event. 

Do the participants satisfied of the learning process? 

What do they plan to do with the new knowledge and 
skills? 

Level 2: 
"Training" 

Assessment of changes in the level of knowledge: 
how the participants learned the knowledge, skills 
and attitudes necessary formed at the end of the 
training event. 

What skills, knowledge, attitudes have changed after 
the training? 

How significant  have changed? 

Level 3: 
"Behavior" 

Evaluation of behavior change: how the 
participants used in the workplace what they have 
learned during the training 

Whether the participants changed their behavior in the 
workplace after the training? 

Level 4: 
"Results" 

Performance Evaluation: the extent to which the 
results of training achieved the intended results. 

Have the changes in the behavior of participants  a 
positive impact on the bank? 

 
Kirkpatrick’s model has a number of both strengths and weaknesses. 
The advantages of the model are: 

 ease of understanding for all categories of people, not only for specialists in the field of education; 
 good study; 
 widespread use; 
 the opportunity to draw conclusions about the need to continue or stop learning; 
 the opportunity to evaluate the contribution of education to the goals of the bank as a whole. 

The shortcoming of the model are: 
 too simplistic; 
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 time-consuming; 
 unproven causal link between the different levels of the model; 
 the probability of combining or mixing of 1-st and 2-nd levels, which can lead to erroneous conclusions; 
 many organizations implement training programs, which relevant only 1-st and 2-nd levels. 

To eliminate some of these deficiencies the authors are offered to enter the calculation of the corresponding 
coefficients, which will reflect a more accurate estimate, to promote more rapid analysis of the results, as well as to 
structure and evaluate the results obtained at each level of the Kirkpatrick’s model. 

 
Table 2. Efficiency assessment indicators 

Level Coefficient Formula  The importance 

Level 1: 

Reaction 

The coefficient of satisfaction with the gained knowledge 
sat

satК  4% 

The coefficient of the training organization of training 
trained

orgК  3% 

The coefficient of compliance of the training program 
n

n
К comp

comp  5% 

Level 2: 

Training 

The coefficient of increment of knowledge 
in

inout
inc К

ККК  7% 

The coefficient of assimilation of knowledge 
n

XК i
assim  8% 

The coefficient of change of key competences ,
N

N
K change

change  12% 

Level 3: 

Behavior 

The coefficient of change of behavior R
M

IM
 9% 

The coefficient of efficiency of gained knowledge and skills ,
N

N
K eff

eff  14% 

Level 4: 

Results 
The coefficient of efficiency of all system of training 

ZN

EVNL
Keduc

 18% 

Level 5: 

ROI 
The coefficient ROI 

Expenses

ExpensesIncome
ROI  

20% 

 
At the first level “Reaction” the following indicators pay off. 
1. The coefficient of satisfaction with the gained knowledge represents a ratio of the actual number of the 

employees who were trained to number of the employees satisfied with this training. 

sat
satК , where 

N – total number of trained employees,  
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Nsat – number of the employees satisfied with the quality of training. 
2. The coefficient of the training organization of training - the relation of the actual number of the bank 

employees who were trained to the total number of the bank’s employees. 

trained
orgК  

  
3. The coefficient of compliance of the training program allows to define on how the training program 

correspond with the purposes and strategy of development of the bank. 

n

n
К comp

comp , where 

n – total of programs in a training course,  
ncomp – number of the programs answering strategic objectives of the bank. 

These indicators allow to receive information about course and satisfaction of training and compliance to 
requirements of training. 

At the second level “Training” the following indicators pay off. 
1. The coefficient of increment of knowledge is defined as a difference between the level of knowledge of 

employees before and after training. 

in

inout
inc К

ККК , where  

coefficients of level of knowledge can be calculated on a formula: 

Nn

X
К

N

i
i

outin 2
1

2

)( , where 

X – quantity of the correct answers of  each employee,  
N – number of trainees, 
n – quantity of tasks in the test. 

2. The coefficient of assimilation of knowledge. 

n

XК i
assim , where 

Xi – quantity of the correct answers of each trained employee,  
n – total number of tasks in the test. 

3. The coefficient of change of key competences. 

,
N

N
K change

change where 

Nchange – number of employees which general assessment of key competences became higher after training,   
N – total number of trained employees. 

At the third level “Behavior” change the following indicators pay off: 
1. The coefficient of change of behavior of the trained employees. 

R
M

IM
, where 

M (Must) – the list of knowledge and abilities which a certain employee has to possess, 
I (Investory) – an assessment of change of behavior of the employee on a workplace, an assessment of extent of 
application of the gained knowledge, 
R (Requirement) – missing knowledge or badly acquired materials, or not applied knowledge (come to light by method 
of an assessment, testing, certification, etc.). 
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2. The coefficient of efficiency of gained knowledge and skills. 

,
N

N
K eff

eff  where 

Neff – number of the employees who applied the gained knowledge in their work or who transferred them to the 
colleagues,  
N – total number of trained employees. 

At the fourth level “Results” for an assessment of efficiency of all system of training in general, it is possible to 
use the following formula: 

ZN

EVNL
Keduc , where 

L - duration of impact of training programs on labor productivity and other factors of productivity; 
N - number of the trained employees;  
V - cost assessment of distinction in productivity of work of the best and average employees performing identical 
work;  
Е - the coefficient characterizing the effect of training;  
Z - costs of training of one employee. 

The fifth level — ROI. 
In 1991 Jack Phillips added the fifth level of an assessment which allows to transfer results of an assessment of the 

fourth level to a material equivalent, and then to substitute the received sum in the mathematical equation: the profit 
relation to expenses where the total amount of profit is compared to the total amount of expenses. 

The coefficient of ROI expresses a percentage ratio of net profit from the program to the sum of expenses: 

Expenses

ExpensesIncome
ROI  

This technique can be used both for confirmation of the planned budget, and for an assessment of potentially 
possible profit. 

In a way, becomes possible: 
 to estimate financial efficiency of investments into employees training; 
 to define the period of return of the enclosed investments; 
 to receive the clear and reliable instrument of determination of productivity of actions for training of the 

personnel; 
 to make measurable a human factor and its influence on business result of bank. 
 to estimate efficiency of the training actions in terms of money; 
 to receive the tool for detection of successful and ineffective programs. 

On the basis of the indicators considered above it is possible to construct criterion function of efficiency for the 
training electronic course. 

),,,,,,,,,( orgsatcompincassimchangeeffeduc КККККRККKROIfY ,  where each subsequent indicator has the 

smaller importance, than previous. 

2. Conclusions 

Implementation of the proposed model of building adaptive e-learning course in the banking sector will ensure: 
• a clear structure of the course and its orderliness; 
• the possibility of organizing an individual approach to learning specialist; 
• flexible provision of information; 
• multifunctionality of the training course; 
• gradual self-learning of the specialist and control by the management; 
• continuing interest in learning; 
• the relevance of the course; 
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• the opportunity for professional self-improvement on the job. 
One of the most important components of the learning process is the effective evaluation of the educational 

program. It allows to define the role and place of training in the bank's strategy and its future development. The 
determination of specific indicators can assess the effectiveness of e-learning on the each stage, produce high-quality 
and the most comprehensive assessment, determine whether the achieved goals and objectives of training conducted 
and whether employees have acquired the necessary skills.  

High professional skills of bank employees are directly related to the quality of the performance of their professional 
duties, the effectiveness of the bank division, and respectively the bank as a whole. 

In recent years, many banks have begun to consider the costs of training as a basic and necessary expenses, 
understanding that their highly qualified staff is a key element in the competition in today's market conditions. For 
large banks the creation of distance learning systems is an urgent issue, as well as the need for adequate response to 
changing external market conditions. Therefore, at present the creation of modern e-learning courses and an adequate 
assessment of their effectiveness is worth a priority for the rapidly developing banking system. 
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