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Abstract:

Elearning is currently applied in many academic programs in Arab universities. As a
result, elearning infrastructure as well as the technical expertise exit. University
administrations are well aware of the system, its contents and its benefits. \ildris
addresses the opportunities offered by-learning in training university employees to
complement the human skill development in universities.

Brief introduction reviews the basic definitions, benefits as well dsaming
barriers. Hearning marketsegments including antent, technology, andservices are
introduced. The role played by-learning in changing the corporate environment is
presented. The concept of Corporate universities are thoroughly reviewed and explained
especially in companies likdotorola, Boeing, Dell, Fordnd IBM. Elearningin the Saudi
Electricitycompany is also briefly introduced.

A review of application of-learning practices for university employees are
introduced. This included programs at University of Alaska, USA, York university, UK, and
University of Western Syey, Australia. Current activities in King AbdulAziz University are
introduced. Some of the factors needed to mange the changeléaming likethe need to
consider environmentakfctors and the role ofutsourcing are discussed.

1. Introduction:

Although "eLearning" as a term is relatively new, its genasisof computeraided
instruction emerged as a conce the 1960s[1]. At that time, many proponents of
electronicmedia believed that technology would one daljow students to be completely
independent learners orelectronic media. The current understanding is that pedplrn
socially, and that the electronic media is bested as a component of a blended learning
strategy. Blended learning is @ombination training from leadéed classroonto video to e
learning [2].

e-learning memory path starts with CRI (Criteria Referenced Instruction) in the
1960s;CAIl (Computer Aided Instruction) and CMI (CompiManaged Instruction) in the
1970s, when machines begtmtake over some of the respotdlity of the classroonwork.
Ly GKS SINIe Wyna OF Y SvheteSHe compuleRd8I®ered soindé L y & G N&
content, and thevisual medium emerged.

¢ KS f lwitréssedtheretnergence of computepasedinstruction and complete
independence, wittrich medial YR LINPINJF Ya F2NJ NI O1Ay3 FyR NB
web-based training allowed time and place to shift doecome less of a constraint. Later,
electronicperformance support systensoked at the breakdown of job skills apdovided
information for new design paradigms.
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The term elearning covers a wide set of applications and processesuding
computerbased learning, Webased learning, virtuatlassrooms, and digital collaboration

3].

Elearningis definedas[3] the delivery of cotent via all electronienedia, including
the internet, intranets, extranets, satellitbroadcast, audio/video tape, interactive TV, and
CDROM. Yete-learning is defined more narrowly than distance learning, whichuld
include textbased learning and ceses conducted viavritten correspondence.Figure (1)
shows the relationship betweenlearning and distance learning.

Distance Learning

E-learning,

Online Learning

Computer-based
Learning

Figure 1: Hearning as a subset of distance learning [3]

ELearning can be divided into synchronous amyreehronous[3]. Synchronous
learning stands for a redime, instructorled onlinelearning event, in which all participants
are logged on at the sam#me and communicate directly with each otherExamples
include virtual classrooms, audio/video conferencilernet telephony, and tweway live
satellite broadcasts of lecturdse students in a classroomAsynchronous learning describes
a learning event in which peopleannot communicate without time delayExamples are
selfpaced courses taken viaternet or CBROM,videotaped classes, streamed audio/video
web presentationsguestions and answemnentoring, online chats and discussion groups,
and email.

Elearning can be classified according to the user interactivity to four levels as shown
in Table (1). When consideg the return on dearning investments, such a classification
scheme can be useful in defining desired training outcomes and in estimating the cost of
achieving those outcomes.

Tablel: The four levels of interactivity inlearning [4]
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Level Cost/module Description

Level | Pas- |510,000 — 25,000 |The learner acts solely as a receiver of information. The leamer is required
sive to read the text on the screen, view graphics, illustrations, charts, and use
the navigational buttons to progress forward through the program or move
back. An example of this type of WBT product may also contain pop-ups
and hyperlinks to Websites, materials, and other information interspersed
between the text and graphic presentations

Level Il Lim- |$25,000 — 35,000 |The learner makes simple responses to instructional cues. The WEBT prod-
ited Interac- uct includes learning activities listed in Level | as well as multiple choice
tion and column matching related to the text and graphic presentation. A good
example is a WBT product that includes these types of test items at the end
of a unit of instruction to test the learner's grasp of the information.

Level I 540,000 - $50,000 |The learner makes a variety of responses using varied techniques in re-
Complex sponse to instructional cues. The responses may include those listed for a
Participation Level II- Limited Interaction, as well as text entry boxes and manipulation of

graphic objects to test assessment of the information presented. A good
example of this type of WBT is desktop software training requiring the
learner to perform as though using the program.

Level IV 555,000 - 70,000 |The leamner is directly involved in a life-like set of complex cues and re-
Real-time sponses. This involves engaging the learner in a simulation that mirrors the
Participation work situation with stimuli-and-response coordinated to the actual environ-

ment. An example of this type of WBT product is using artificial intelligence
similar to computer games and flight simulators.

Elearninghas several significant benefits such as [5]:

1.
2.
3.
4,
5.
6.
7.
8.

It saves time without decaying learning benefits;

It minimizes travel costs;

It minimizes time away from work;

It is more cost effective;

It can meet the needs of a geographically disperse employees;

It provides consistent course delivery;

It can offer more individualized instruction;

It can achieve consistently higher learning results over traditional training.

This work addresses the opportunities offered bjearning in training university
employees tocomplement the human skill development of the university staff. Current

activities in King AbdulAziz University are introduced.

2. Demands and industry trends of-EEarning

2.1 Demands

As human capital becomes the chief sourceesbnomic valuegeducation and training
become lifelong endeavors for the vasi@jority of workers. As shown in figure (2), many
factors drive the demand for-kearning. This is complemented by a set of supply factors
that enable such training methodology to be appliedhis resulted in a noticeable shift
towards technology based training as shown in figure (3)
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DEMAND SUPPLY

» Rapid obsolescence of # Internet access becoming standard
knowledge and training at work and at home

+ Meed for just-in-time training » Advances in digital technologies
delivery enable creation of interactive,
g Wi fhecti L . media-rich content

* Search for cost-cffective ways to e-Learnin ) ]
meet learning needs of globally € * Increasing bandwidth and berrer
distributed worldorce delivery platforms make

e-learning more attractive

# 5kills gap and demographic ) ) ) ]
changes drive need for new » Growing selection of high-quality
learning models e-learning products and services

# Demand for flexible access » Emerging technology standards
to lifelong learning facilitate com patibility and

usa hility of e-learning products

e-Commerce / e-Business

Figure 2: What is drivinglearning [3]

IT Training Soft Skills Training
Satellite Satellite
Video Tape Broadcast Broadcast Other
6.8% 2.6% 14.7% L8%
Video Tape
32.0%
Internet/
intranet
27.7% CD-ROM CD-ROM
62.9% 36.0%
Internet’
intranet
15.6%

Figure 3: &chnologybased taining in the US as of 1999 [3].
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2.2 Industry trends in the dearning market:

Theemerging eearningmarket already shows a high degree of complexity, which
could allow us to break it up into 50 or momarket segments. However, three general
market segments currently exist that capture the general trenfishe industry: Content,
Techology, and Services

Content:

Content providers author and publish intellectual property thzdy use a variety of
training delivery methods and media. Tlsisgment includes customized and -tie-shelf
courseware,synchronous and asynchronous course\agly, linear andoranched content,
and complex multimedia simulations for sekills and/or IT training.

Certain elearning vendors license content from ladgendholders among academic
institutions or professionahssociations and delap libraries of aline classes [5] Several
publishers of content have started to add services, sagltustom curriculum design, skills
assessment and testingtrategy and development consulting, program implementatoa
integration support, coaching and mentoringaimingeffectiveness analysis, and hosting, to
their product offerings.

Technology:

Technology vendors provide creation and capture toelsterprise systems, and
learningspecific hardware enabling thereation, deployment, delivery, and management of
technologybasedtraining[5].

Within these three technology segments, the educatiechnology market includes
companies offering one or more dfie following products: authoring andeb publishing
tools, capture and edit tools, training management and adistiration systems,Enterprise
Resource PlannindeRP systems, knowledge management systempstformance support
systems, collaborative softwarand virtual classroom technology, distribution hardware,
interaction hardware, audio/video streaming and conéacing technologytesting and
assessment tools, simulation tools, and otlke@abling technologies.

Services:

Service providers offer a variety of learniredated services,which can be
categorized in three group$brtals, learningservice providerg§LSPs), and other professional
serviced5].

Portals provide consolidated access to learning and traifrmim multiple sources
by aggregating, hosting, and distributirmpntent. A number of portals operate online
communities, eitheras standalone learning communities or in combination wittourse

L www.eli.elc.edu.sa oo
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offerings. Certain content providers and tool compariiese launched portals in addition to
their original core business.

LSPs, a specialized type agplication service providerASR, offer learning and
content management services, training delivery software, and/or othenabling
technologies and services on a hosted/rental basislviarse business models. Categories of
LSPs also inclugeoviders offering assessment and testing services, certificainol degree
granting, online tutoring and mentoringnternet basedcollaboration services, and media
production and delivergervices.

Other professional services include contract content developerd distributors,
consultants,web integrators and host andnetwork and IT service providerdrigure(4)
shows corporations working in the different industry segments of @édearningmarketin

the US.

Content Technology

Learning Tree

ExecuTrain

KnowledgelNet

P
Global Knowledge Network
MNew Horizons

Provant DeVry

WEBT Systems

Centra Software

SkallSoft NETg TrainingServer

Inter Wise

SMGnet Allen Comm.

Pinnacle Multimedia

Int./Ext.
Communication

MindLeaders.com LearnLinc

One Touch Systems

Pensare
Minth House
KnowledgePlanet
Digital Think
SmartForce
Teach.con

Cognitive Arts Teamscape

Docent

Parhlore

Lotus Development

UNext.com -
- Macromedia

Saba Sofrware

ProsoftTraining

LearningByte RWD Technologies

rn2.c —
eMind.com LearnZ.com Click2learn.com

CyberStatell.com

Headlighr.com  Caliber Learning Network ~ HyCurve
TrainingMNet Eduprise.com Measurellp

Hungry Minds ~ Infonautics  pooinbench

SmartPlanet notHarvard.com

Services

Figure 4Corporate Hearning universed]

3. Barriers to dearning
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Although ELearning igdefinitely growing it is not becomings dominant as some
expected. Some key barriers to implementintparningare [6]:

3.1 Cost

Costremains the major barrier to implementirggLeaning. The idea thae-learning
is costly is ironic, given that costafien cited as one othe main benefitof e-Learning. The
main reason why cost comes out on topbscausemost organizations still view-learning
within an old business paradigm.That paradigm sees-learning technology owned,
controlled and maintaineébyli KS 2 NBIF yAT I GA2y® LG A& aO2aidfeé
costs to purchasin@ learning management system and ongoing costs to maintaining this
system.

However, he market isincreasingly mowg to a service model that will effectively
rent learning platform space. Someedrning management system companigsovide
learning spaces andesigners brand their learning product and run it on these type of
platforms. This rental model is much more akin to classroom training, where hotels and
training centers rent classrooms for the delivery of training.

The movement toward this model has the potential to significantly change the
nature of costs and therefore address the cost barrier. The organization carfadbhes on
training outcomes and leave thelgiform providers to deal withearning management
system costs and management. The learfhg y I 3SYSy i &aeadsSy O2YLI yeéQa
to that of the hotel, keep the lightsn, make sure the all the systems are running and let the
organization focus othe training.

This modeklso allows costs to be taken on incrementally as opposed to alheat
time. So it is increasingly possible for an organization to experiment edigarning and
learn as they go forward.

3.2Reaching People

Another computationalproblem relates to the coverage of-learning. Mny
associationshave classroom trainingourses for their members. These classroom courses
I NB & adzOOS & a teyffilt the kapacidy Bidr® Klassrabms. But an association will
often not calculatethe percentage of their membership that they are reaching through
courses anavill tend not to worry about members that may not attend courses because of
travel. These members are, essentially, out of sight and out of mind.

Increasinglyassociations areaing to have to demonstrate value to members who
are outside of their immediate geographic area, aedearning provides anechanism for
doing so.

" 4 www.eli.elc.edu.sa oo
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3.3Time

Time is another ironic one becausdearning is a big time saver. Yet iingariably
onthetopdo F NNASNE fA&d FyR | gl && .oCéeriialy thekeSs j dzSa i A 2
time required to think through how training content can beved online effectivelyMany
AyaialryoSa 27T waklobsérief i brgaRizaioivdiet both time and leating
outcomes obviously was not a consideration.

But a clear benefit ok-learning is that it can save time for the learner. In fact, it is
not so much the saving of time, as the control of time through asynchronous learning.

{2 GKS IyagSN N2 drpda2fatSe (AWEKNS O2y G NREfAY
G NI Ay Ay 3 PdopieRai@ Kilvaystvery busy doing what they do and if #ieynot doing
e-learning then it becomes another thing to do. So until there msamagerial commitment
to create timeto dothings differently, then time wilemain an issue.

3.4 Management Buy In

Humanresourcerl yI ISNR 2F0GSy adldS GKIFG deyl yl 3SySy
learning.In fact,some managers are seeingearning as a large system to be implemented
by someone kse.

This may be attributed to the fact that learning managemsygatems are sufficiently
expensive and require sufficient integratidimat there are a wide range of managers that
have to be brought in on what essentially a training tooManagerial decisionare typically
delegatedto the training department to make on their own or in consultation with their
internal users When planning for 4earning, d of a suddenmany people that lack the
managerialexpertise to understand the roland impact of organizational learning are
brought in.

This is why it probably makes sense for organizations toeskeeaning growout of
their existing employee communication and education programsopgosed to their
technology programs.

3.5. Effectiveress

Although the incremental approach may work for awhile, deagning begins to
take up larger shares of the training budget it may be subject to more scmggarding its
effectiveness. There is some considerable skepticism about whetlddearning delivers
results. Although most organizations only evaluate existing training programtaidy
superficial levels, it is important thatLearning evaluation be held torégher standard. This
is because-Learning is an innovation and maimpovationsare initially met with sketicism

" 4 www.eli.elc.edu.sa oo
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by conservative managersYet the effectiveness of-Learning depends critically on the
design, managemerand measurement of learning outcomes.

4. Corporate dearning and corporate universities:

Technologybased traimng solutions are changing the way corporations deliver
training in nearly albegments of the business process. What started out with IT training has
found its way into managemensales, customer service, and professional development
training. The numbepf elearning pilots conductedh the corporate world has increased
dramatically. In 1999, approximately 92% lafge corporations implementeaveb-based
learning pilots. A large majority of Fortune 500 companies already uses some form of e
learning todeliver professional development and training to themployees. In 1999,
corporate America spent $62&llion on educating and training its workforce. At $3 billion,
the technologydelivered corporate trainingegment occupied only a fraction of thetab
market, but has beegrowing rapidly.

Reports indicate a rapid expansion oflearning and aelatively high proportion of
companies utilizing these trainirapd learning methods Europe [7] From an international
perspective, the UKvould seem to lad in Europe in relation to-karning. Accordingo
NEASEFNOK o6& 9YUSNILINARAS Laf | t¢dRrblogy BoBy, theNJKA K D2 @S
represents 506 0f the £224mspent on elearningprojects by European companieé 2001
study [7] presented data tht 87 per cent of companies had an intranet, and 28 per cent of
these compargs use it to deliver training. nlother words, 240 of the total delivered
training in this fashion By way offurther comparison, the literature asserts that Europe is
lessadvanced in terms of the prevalence oflearning than the USH].

It is also of interest to have an idea about which occupation group usually-get e
Learning. Results of a recent survey in the UK are shown in table (2).

Table 20ccupational groups who gat least ten per cent of their training time via

learning[7]

2002 2003
Clerical and Administrative Staff 425 441
IT Staff 56.2 61.9
Manual Staff 7.2 20.0
Middle and Junior managers 34 41.2
Professionals 43.1 43.5
Senior managers 24.2 25.7
Technical staff 39.2 39.9
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4.1 Corporate university

Corporate university (CU) can be defined as [8] "a...centralized strategic umbrella for
the education and development of employees ... [which] is the chief vehite
disseminating an organization's culture and fostering the development of not only job skills,
but also such core workplace skills as learroygarn, leadership, creative thinking, and
problem solving,"

In most cases, corporate universities are not universities in the strict sense of the
word. The traditional university is an educational institution which grants both
undergraduate and postgraduate degrees in a variety of subjects, as well as conducting
original scientific research. In contrast, a corporate university typically limits scope to
providing jobspecific, indeed comparspecific, training for the managerial personnel of the
parent corporation.

Corporate universities are set up for a varietyredsons, but most organizations have
the same basic need$hese ard8]:

Organize training

Start and support change in the organization

Get the most out of the investment in education

Bring a common culture, loyalty, and belonging to a company

Remaincompetitive in today's economy

Retain employees

The primary factor for developing a corporate university is to "improve employee
productivity and keep staff in touch with the latest technology”. Corporate universities do
not only focus their curricularojunior and midlevel employees but often provide leadership
and executive development education as well.

= =4 =4 = -4 -9

Corporate universities are most commonly found in the United Statbs 1993,
corporate universities existed in 400 companies [8]. In 2001, this eutuimped to 2,000.
According to CUX (New York consulting firm that specializes in corporate university
management called Corporate University Xchange), this number will grow to exceed 3,700
by 2010, which is more than the number of private United Stategausities.

4.2 Creating acorporate university:

There are ten primary steps to implementing and sustaining a successful corporate
university. These are [8]:

1. The executives or top management of an organization must form a governing body
for the corporate university, much like that of a traditional university, which will
establish and profess the organization's commitment to the program.

www.eli.elc.edu.sa oo
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1. The vision or strategiplan of the corporate university must be crafted; thereby,
determining the organization's goals for the program.

2. The organization must then recommend a funding strategy. Most commonly,
corporate universities are either funded through corporate allocaiam through
charges placed on individual business unit budgets.

3. The organization must determine its audience or stakeholders who will use the
corporate university service.

4. The organization must also determine how the needs of the audience will be met
while continually pursuing the strategic goal of the corporate university.

5. Corporate university organizers must develop a template for how products and
services will be designed to achieve university goals.

6. The organization must also select suppliers,stitants, traditional universities and
for-profit firms who will act as learning partners, if appropriate.

7. The use of technology and resources to be used by the corporate university must
then be determined.

8. A measurement system should be developed thall allow the organization to
continually monitor its progress against the university's strategic goals.

9. The governing body must communicate the vision of the corporate university
constantly and consistently. All stakeholders should be made aware of iksam,
products and programs that make up their organization's corporate university.
These ten steps may take eighteen months or more to achieve.

4.3 Organizationaimodelsfor corporate universities

There are three primary organizational models for cmnge universities. These
models include classic, education portal and tailored training [8].

The classic model refers to tuition support from the employer that allows employees
to pursue a degree from a college's standard curriculum. In this case nituaheist apply to
the college, be accepted and complete required credits to graduate. In some cases, the
student's coursework is done via distance education techniques that may include the
internet, mail and videos. The classic model is also referred theafiybrid model. Using
this type of model has encouraged corporate universities to provide their curriculum to non
employees, as well.

Through education portals, corporations work with traditional universities or
training businesses to provide collegeucges orline. These universities may provide the
corporation with its own corporate website (portal) which provides students with a virtual
campus complete with a company's logo. This model of the corporate university "offers a
seamless blend of coursessigned by colleges, commercial training suppliers, and the
company's own training staff'.

Corporate universities may also follow the tailored training model which refers to
those traditional universities and corporations who are "working in tandem to ldgve
distance learning courses designed to address a company's specific needs". In this case,
corporations can direct universities on which components of their standard curriculum

Q)/ www.eli.elc.edu.sa W

cnibglljSyol




Jollgdgdl 4

a1 (e puleillg ugp-‘dll' pleill

should be passed on to their employees. Additionally, this partnership aflom®rations to
add their own input and information into the training materials.

4.4 Educatonal Methods and Materials for the corporate university

Corporate university education is designed and presented in a variety of formats [8].
Most often, curriclum is designed and presented through satellite communication, web
based instruction, virtual reality and/or virtual campuses.

1. Through satellite based education, employees from different locations can be
brought together in reatime to participate in thecourse at the same time through
video conferencing.

2. Webbased learning is conducted via the internet or through a corporation's
intranet. Webbased courses allow corporations to "customize learning experiences
for individual needs and preferences, andoyide the ability to measure
performance”

3. Virtual reality offers simulated training that mimics actual employee job duties

4. Virtual campuses link each of these media components by computers.

4.5 Accreditation of corporate universities

In 1974, the Americaouncil on Education's Program on Noncollegiate Sponsored
instruction (ACE/PONSI) was founded to evaluate “instructional courses and programs
offered by business and industry, labor unions, professional and voluntary associations, and
government agenciesnd makes recommendations for college credit based upon such
instruction" [8].

By 2000, ACE/PONSI recommended that courses from over 250 companies receive
college credit. These companies included McDonald's, Bell Telephone and The Ford Motor
Company. Wheroffering degrees, workplace education programs are referred to as
corporate colleges. In 2000, 14 institutions met the definition of corporate colleges.

5. Case studis on corporate dearning;

With the boom of the Internet in 1994, many organizationsjiversities and
governments have exploited the Internet to deliver edtional and training programs.

In Singapord9], the early adopters are the polytechnics and the universities which
began touse elearning as early as 1998k 2002, the Infocomm Delapment Authority of
Singapore initiated the-le ar ni ng Early Adopterso6 Program (el
program is to encourage some companies to start udiegrdng to make staff training
flexible in time and location.All the elearning courseare was actually blended learning.
There were online facilitators to make sure that the online learners were comfortable with the

e-learning courseware and also to motivate them or answer their questions.

4 www.eli.elc.edu.sa oo
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To measure the success of the corporatiearning as well as corporate universities,
one need not look far to find information on a variety of wiatliown organizations that have
established and sustained successful corporate universities. Several of these organizations
have been examined in tHaerature [8]

5.1 Motorola

Motorola established Motorola University as its corporate university and was "one
of the first learning organizations to institute virtual reality in manufacturing training” [8].
To provide its employee education, Motorola i\Jrsity uses virtual manufacturing labs to
train line workers by modeling the equipment instead of using the actual equipment for
training purposes. These labs can be used at any Motorola site via the company intranet
through CBROM programs. In additioto serving its own employees, Motorola provides
for-profit learning and certification services to outside sources as an independent subsidiary
of the parent company.

5.2Boeing

The Boeing Company provides education to its employees through the Leadership
center [8]. A large component of Boeing's curricula focuses on executive learning. Newly
promoted supervisory personnel must complete a wedsed curriculum within 30 days.
This training includes topics on company policies and procedures, finding ang usi
resources, and understanding fiduciary responsibilities. Entry level managers spend one
week at a local training site studying performance management, reviewing organizational
structure and learning state and regional laws and regulations that govedin itidustry.
Managers are also required to take core leadership courses at the center at five specific
turning points in their careers: when they receive their first management assignments,
become managers of managers, prepare for executive resporistiliegin their first days
as executives and assume the challenges of global leadership.

Boeing's primary means of evaluating the success of its Leadership center is by
conducting employee surveys on annual basis. These surveys have indicated thawvesgecuti
and managers who have attended programs are more satisfied in their jobs than those who
haven't yet attended the programs

Boeingalsodeveloped 3@veb-based courses on topics unique to Boearyl offers
satellitedelivered ourses to several Boeinges [10]. In 2003, Boeing launched its first e
Learning Aviation Safety program at King Abdulaziz University in Saudi Arfti?h The
Aviation Safety dearning curriculum has been developed in conjunction with Aerostudies, a
Canadian company that spgesin online aviation training.The online training program is
based on the curriculum of the Transportation Safety Institute

4 www.eli.elc.edu.sa oo
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5.3Federal Express, USA

Using exit interviews to determine deficiencies in their business, Federal Express
found that manyemployees left the company because of a lack of career development [8].
As a result, the Federal Express Quality University was established. This learning strategy
allows more than 140,000 employees to educate themselves throughbasbkd education.
Additionally, when FedEx employees cannot find a suitable course in the Quality University,
they fund up to $2,500 from Federal Express to take courses at outside sources.

5.4 United Health/United Technologies Corporation

United Health, a health care provideoffers corporate education through its
learning institute [8]. Using distance learning technology to offer 24/7 access to course work,
United Health partnered with United Technologies Corp. and the Rennselaer Polytechnic
Institute (RPI). Distance learningchnology is provided by RPI and includes video,
nondegree seminars, technical courses and desktop training. These courses are offered from
Boston University, Carnegie Mellon,Stanford and the Massachusetts Institute of Technology
to employees at both orgdzations. The Learning Institute operates on a tuition basis, even
within its own corporation. Like many corporate universities, a hybrid funding model
requires those who attend the Learning institute to pay for training form their own business
unit budgss.

5.5 Dell

Dell Learning moved from having only 25% of their courses online in 1996 to offering
95% of their courses online in 20QD1]. Their courses cover such topics as management,
sales, job skills, products, and orientation to Dell (for new eng#sy. The latter course
moved from the classroom to being completely online and is used not only by the several
hundred new hires per week, but also by potential hires who can get a very good idea about
what it would be like to work for Dell before they @lp.

5.6 Bell Atlantic

Bell Atlantic offered its telecommunications technicians the opportunity to earn an
Applied Science degrees in Telecommunications Technology through Bell Atlantic's Training,
Education, and Development department [8]. This opportunity resulted from cadntrac
negotiations in 1994. The programs' curriculum, which was custom designed by Bell Atlantic
and its union, was offered through twenfive community colleges. The curriculum included
topics in general studies, electricity and electronics, telecommuniggtiintroduction to
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voice/data, LANs and WANs, and advance technologies, as well as, leadership and
teamwork.

Overall, students were required to earn 60 credits through the fgear program.
Classes were held during company time, one day per week folseneesters per year. To
enroll in the program, employee seniority and scores on the ASSET Test (standard college
entrance exam) were considered. The program was free to employees and included books
and fees. In 1998, 92 students were awarded degrees.

5.7Ford

Ford Motor Company calls its corporate university FORDSTAR. FORDSTAR is a
"network that enables Ford to provide training, access to experts and product information,
FYR ySGg2NJAYy3 2LIRNIdzyAGASa adNI A3IKiGs 2 OGKS
training is conducted via orway video and tweway audio through a digital worldwide
network. FORDSTAR programs are designed for employees in their credit, technical, sales,
services and parts departments. Nearly 1,100 sites can be accessed at thetis@me
reaching up to 300 employees in a single session. Ford's satellite system allows employees to
obtain the information and training they need when they are available to participate.

Ford assesses the education it provides employees through variousunegaent
techniques. Primarily, each session requires a progression of steps. If employees are not able
to progress through the course, educators can quickly recognize their deficiencies and make
changes to curriculum or learning techniques as necessdDRDOSTAR cultivates its
educators by providing instructional designers and instructors with their own orientation
courses. These courses focus more on learner's roles and responsibilities than on the role of
the instructor.

5.8 IBM

IBM offers different trainingas shown in table (3) [8].The online course stream
contains 200 coursedn the mean timedifferent curriculumexists for software as well as
hardware specializations.

5.9 Saudi Electricity
ELearningn the Saudi Electiity Company passed through three phases [12]:

1. Learning Resource center (LRC)
2. Learning Resource system in 2003
3. aL [SFENYy¢ aeaasSyYy Ay wnnp
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¢t KS
period of three months.

Offered coursesnclude administrative skills, computer, Englishwadl as technical
courses. The number of courses that were accessed in 2007 reached 311 cdorfes.
same time, 3843 employeesaccessed the system at least once in 2007 and the number of
courses accesed reache®095

alL
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6. Case studies onlearningpractices for university workforce:

The theme of the present work is to show tel&arning provides opportunities for
university administration to tackle the employee training issiBsversity employee are no
exception when it comes to the training needs. What characterizes most universities is that
the structure for4earning already exists to serve the students and academic staff community.
Thus, many of the problems facing timroduction of elearning do not exist. There is no
initial capital cost and the top mangers are familiar with the benefitdeafreing. Thus, €
learni g can easily be introduced to complement the employee training. Following is a short

LILX ASR FT2NJ GKS

review of secessful application of-kearning for university employees.

Table 3: Course format for IBM employee training [8]

traditional video
conferencing with
crystal clear, real
time, twoway
audio/visual
communication and

handson labs

Course format Description Availability | Benefits

Instructorled online Live virtual Scheduled | Live classroom
courses delivered instruction on your
over the Web using desktop without the
VOIP and hands need to travel
on labs

Self-paced virtual Online courses Scheduled | Learn at your own
with web-based and pace withremote
assignments, On demand | access to
instructor access, instructors and labg
and handsn labs from your desktop
in most classes

Online Self-paced, web On demand | Learn at your own
based training pace with training
covering a variety that is completly
of IBM and non self contained from
IBM technologies. your desktop
Available as single without the need
titles or course for additional
bundles. instructor access

Telepresence/Video conferencing A step above Schedutd | Live classroom

instruction
delivered via video
conferencing in a
classroom near yol
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6.1 University of AlaskqUA), USA

To meet the learning needs requested by various groups such as staff governance,
College of Rural Community Development aBthtewide Human Resource management
(based upon the redesign efforts in Fairbanks), an online library was proposed and piloted
between August 30 and November 30, 209,40]. While all major administrative and
academic units currently provide learning aleyelopment for employees, there continues to
be an expressed interest in additional professional and career development options.

During the pilot, access to online courses, books, job aids and simulations was
provided to all activauniversity employeesThe access was provided to employees through
the StatewideHuman Resourcesre bsi t e and the Universityos
logged in by using their University of Alaska username (or ideatifhtn number) and UA
password.Figure(5) shows theJniversity of Alaska portal for employee training

Pilot Program Scope and Background [13,14]

Active employees had access 24 hours a day, 7 days a week to thousands of online learning
and development material via the internet and any desktop computer.

Qy/ www.eli.elc.edu.sa
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Human Resources

Benefits | Classification & Compensation | Employment | Forms | Labor & Employee Relations | Training | Lallals iy

Welcome to Employee e-learning
HR Home at the University of Alaska

HR Training The University of Alaska offers employess access to online courses on & multituds of topios at no
& Development charge to you or your department. University employees will have continued access to these
professional developrment resources until January 30, 2009

Contact Us Flease provide your feedback on an evaluation form regardiess of whether or not you complete

afy course, so we may better serve your e-learning needs.
Help Desks

UAA. UAF. UAS. SW Skill=oft Corpomtion's online courses and job aids are available to employees through a
learning management systemn called SkillPort. You can access these on-line resources
at your deskiop or desktop orat home if you have an internet connection (please see
SkillSoft Home systern requirements). Your learming results are autormatically recorded and tmnsferred to
wour learning history within SkillFort.

Evaluate Course

SkillPort Flash tour (S-minute) Login to Employee e-learning
SkillPort Quick Start User's Guice
SkillPort FAGS

Getting Started

Take the S-minute Flash tour to learn how to navigate through SkillFort

If needad, review the Quick Start User's Guide

3. Login to SkillPort by clicking on the "Login to e-learning” link and using your LA username
and Passward

M3 —

return to top

Benefits of e-learning

e Access tining anytime, anyplace.
e Learn at your own pace.
e Take courses on the internet, or download them to your PG and wark offline.

return to top

Tips for getting the most from your e-learning experience

& ith your supervisor, schedule your e-learning just as you would if you intendedto goto a
class. Your supensisor must approve, in advance, all your e-learming coursework taken during
work hours.

e Toavoid interruptions at wour desk, post a "Course in Session” note.

e Take Course Pretest or pre-assessment for each course to pinpaint subject areas to focus
onh, and skip materizal you already know.

& Llge the reference materizls and job aids that supplement the course.
& Take the Mastery assessments 1o ensure you've learned what you need.

& With 24x7 access, you may use e-learning at horme ar on the oad to gain new knowledge
and skills in areas of interest for your own personal and career grovwth.

Figure5: University of Alaska portal for employee trainjig]

The available courses covered topics such as business and management skills,
desktop (MS Officd Word, Excel, etc.) and information technology, environmental, health
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and safety, transp@tton, and workplace complianckn addition to courses, employees could
access job aids, simulations, books and preparatory exams for certification.

The purpose of the pilot was to determine whether the course content satisfied
empbyee learning needs aiifdthe e-learning delivery method worked well for University
employees. More sp#ic goals included identifying:

Learner satisfaction with content

Learner satisfaction with usability

The transfer of knowledge and/or skills back to the job

The effectiveness of the instruction

Learner affinity for using the online options

The elearning courses doot replace instructded courses nor are they intended to
replace UAspecific learning and development offerings. The online material can be used to
supplement traditional learning and development methods and provides another option for
knowledge and sk development as a staradone resource.

agrwDNRE

In addition, if needed, an employee may complete identified courses and document it
as credit toward recertification by programs such as Project Management Institutes PMP
Certification, NASBA (National Associativof State Boards of Accountancy), (ISC)2, ASQs
Six Sigma, the Board of Registered Nurses and the Institute of Supply Management, Certified
Financial Planner (CFP), and the Human ResoQ@esification Institute (HRCI). Table 4
shows resource utilizatidist for the program

Table4: Resource utilization statistics during the period 1999 to P&}/

Resource Utilization “Total Distinct Resources  Total ** 4ecess
Statistics Resources Accessed Completions Count
Accessed
Courses 533 321 122 1214
SkillSims 27 22 3 38
Test Prep Exams 40 26 2 41
Express Guides 14 11 n/a 24
Mentoring Assets 5 5 n/a 7
Custom (Passive) Content 0 0 n/a 0
Custom (Active) Content 0 0 0 0
Instructor Led Training 0 0 0 0
Exam Vouchers 0 0 0 0
Practice Labs 0 0 n/a 0
Projects Content 0 0 n/a 0
SkillBriefs/ Job Aids*#* 1276 1072 n/a 1404
Course lists:
" 4 www.eli.elc.edu.sa o
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1. Business Skills Courses:
a. Business Strategy and Operations
b. Finance, Human Resources and Administration
c. Management and Leadership
d. Professional Effectiveness
e. Project Effectiveness
f. Sales and Customer Facing Skills
2. IT Skills Courses:
Software Development
Operating Systems and Server Technologies
Internet and Network Technologies
Enterprise Database Systems
EnterpriseResource Planning Systems
Web Design
. IT Business
Project Effectiveness
3. Enwronmental Safety & Health, and Transportation courses:
0. Environment
p. Safety & Health
g. Transportation
r. Fundamentals
s.  Security
4, Campus services
t. Mail services
u. Delivery services
v. Foodservices
w. Campus operations and services
5. Desktop Skills Course:
x. Desktop Computer Skills
6. Legal Compliance Curriculum:

S g T oD@

Employee Survey:

To obtain additional feedback from University employees many of whom have not
used the online learning material, an electronic survey was sent sygtento all active
University employeesd email accounts. The surv
16, 2007 duringwhich 267 employees respondedviost respondents did not login to the
SkillSoft program indicating that they were not aware it was available or were too busy to
login. Figures 6 and 7 show some of the result of the above mentioned survey.

For those who were aware of the resource and attempted to use it, the top challenges
or barriers were:

Making the time to use thelearning resources (70%)

Not being able to log in using the UA username and password (31%)

4 www.eli.elc.edu.sa o
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| would use this type of media for learning again.

9t 2%%

m Strongly Agree
5% | Agree
0 Neither

O Disagree

m Strongly Disagree

% Agree/Strongly Agree = 89%

Figure 6: Opinion of UAloyee on using-Eearningd13]

Figure7: Opinion of UA employee ampactELearningon skill development [13]

A few conceptual plans to accompany implementation include:

9 Offering a streamlined course list so employees can see course options which are
mapped to core competencies identified in the job family descriptors.
1 Providing tools for supervisors and employees to initiate, monitor and update
professional developmentral/or career development plans
1 Determining if completion of applicable online courses and other applicable training
O2dzf R NBlI&az2ylofée 068 adoadAddziSR 4 & SELISNAS
This ondemand learning resource may serve as aagpfhoar d t o the Uni v
organizational and employee development culture. This online option provides employees and

2 www.eli.elc.edu.sa




