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Abstract: 

E-learning is currently applied in many academic programs in Arab universities.  As a 

result, e-learning infrastructure as well as the technical expertise exit.  University 

administrations are well aware of the system, its contents and its benefits.  This work 

addresses the opportunities offered by e-learning in training university employees to 

complement the human skill development in universities. 

Brief introduction reviews the basic definitions, benefits as well as e-learning 

barriers.  E-learning market segments including content, technology, and services are 

introduced.  The role played by e-learning in changing the corporate environment is 

presented.  The concept of Corporate universities are thoroughly reviewed and explained 

especially in companies like Motorola, Boeing, Dell, Ford and IBM.  E-learning in the Saudi 

Electricity company is also briefly introduced. 

A  review of application of e-learning practices for university employees are 

introduced.  This included programs at University of Alaska, USA, York university, UK, and 

University of Western Sydney, Australia.  Current activities in King AbdulAziz University are 

introduced.  Some of the factors needed to mange the change to e-learning like the need to 

consider environmental factors and the role of outsourcing are discussed.   

 

1. Introduction: 

Although "eLearning" as a term is relatively new, its genesis out of computer-aided 

instruction emerged as a concept in the 1960s [1]. At that time, many proponents of 

electronic media believed that technology would one day allow students to be completely 

independent learners on electronic media. The current understanding is that people learn 

socially, and that the electronic media is best used as a component of a blended learning 

strategy.  Blended learning is a combination training from leader-led classroom to video to e-

learning [2].   

e-learning memory path starts with CRI (Criteria Referenced Instruction) in the 

1960s; CAI (Computer Aided Instruction) and CMI (Computer Managed Instruction) in the 

1970s, when machines began to take over some of the responsibility of the classroom work. 

Lƴ ǘƘŜ ŜŀǊƭȅ Ψулǎ ŎŀƳŜ ±5L ό±ƛŘŜƻ 5ƛǎƪ LƴǎǘǊǳŎǘƛƻƴύ where the computer delivered some 

content, and the visual medium emerged. 

¢ƘŜ ƭŀǘŜ Ψулǎ witnessed the emergence of computer-based instruction and complete 

independence, with rich media ŀƴŘ ǇǊƻƎǊŀƳǎ ŦƻǊ ǘǊŀŎƪƛƴƎ ŀƴŘ ǊŜǇƻǊǘƛƴƎΦ Lƴ ǘƘŜ ƭŀǘŜ ΨфлǎΣ 

web-based training allowed time and place to shift and become less of a constraint. Later, 

electronic performance support systems looked at the breakdown of job skills and provided 

information for new design paradigms. 
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The term e-learning covers a wide set of applications and processes, including 

computer-based learning, Web-based learning, virtual classrooms, and digital collaboration 

[3]. 

E-learning is defined as [3] the delivery of content via all electronic media, including 

the internet, intranets, extranets, satellite broadcast, audio/video tape, interactive TV, and 

CD-ROM. Yet, e-learning is defined more narrowly than distance learning, which would 

include text-based learning and courses conducted via written correspondence.  Figure (1) 

shows the relationship between e-learning and distance learning. 

  

 

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

 

E-Learning can be divided into synchronous and asynchronous [3].  Synchronous 

learning stands for a real-time, instructor-led online learning event, in which all participants 

are logged on at the same time and communicate directly with each other.  Examples 

include virtual classrooms, audio/video conferencing, Internet telephony, and two-way live 

satellite broadcasts of lectures to students in a classroom.  Asynchronous learning describes 

a learning event in which people cannot communicate without time delay.  Examples are 

self-paced courses taken via internet or CD-ROM, videotaped classes, streamed audio/video 

web presentations, questions and answers mentoring, online chats and discussion groups, 

and e-mail. 

E-learning can be classified according to the user interactivity to four levels as shown 

in Table (1). When considering the return on e-learning investments, such a classification 

scheme can be useful in defining desired training outcomes and in estimating the cost of 

achieving those outcomes. 

 

Table 1: The four levels of interactivity in e-learning [4] 
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E-learning has several significant benefits such as [5]: 

1. It saves time without decaying learning benefits; 
2. It minimizes travel costs;  
3. It minimizes time away from work;  
4. It is more cost effective;  
5. It can meet the needs of a geographically disperse employees;  
6. It provides consistent course delivery;  
7. It can offer more individualized instruction; 
8. It can achieve consistently higher learning results over traditional training. 

This work addresses the opportunities offered by e-learning in training university 

employees to complement the human skill development of the university staff.  Current 

activities in King AbdulAziz University are introduced. 

 

2. Demands and industry trends of E-learning: 

2.1 Demands 

As human capital becomes the chief source of economic value, education and training 

become lifelong endeavors for the vast majority of workers.  As shown in figure (2), many 

factors drive the demand for e-learning.  This is complemented by a set of supply factors 

that enable such training methodology to be applied.  This resulted in a noticeable shift 

towards technology based training as shown in figure (3) 
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Figure 2: What is driving e-learning [3] 

 

 

Figure 3: Technology-based training in the US as of 1999 [3]. 
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2.2 Industry trends in the e-learning market: 

The emerging e-learning market already shows a high degree of complexity, which 

could allow us to break it up into 50 or more market segments. However, three general 

market segments currently exist that capture the general trends of the industry: Content, 

Technology, and Services. 

Content: 

Content providers author and publish intellectual property that may use a variety of 

training delivery methods and media. This segment includes customized and off-the-shelf 

courseware, synchronous and asynchronous course delivery, linear and branched content, 

and complex multimedia simulations for soft skills and/or IT training. 

Certain e-learning vendors license content from large brandholders among academic 

institutions or professional associations and develop libraries of online classes [5].  Several 

publishers of content have started to add services, such as custom curriculum design, skills 

assessment and testing, strategy and development consulting, program implementation and 

integration support, coaching and mentoring, training effectiveness analysis, and hosting, to 

their product offerings. 

 

Technology: 

Technology vendors provide creation and capture tools, enterprise systems, and 

learning-specific hardware enabling the creation, deployment, delivery, and management of 

technology based training [5]. 

Within these three technology segments, the education technology market includes 

companies offering one or more of the following products: authoring and web publishing 

tools, capture and edit tools, training management and administration systems, Enterprise 

Resource Planning (ERP) systems, knowledge management systems, performance support 

systems, collaborative software and virtual classroom technology, distribution hardware, 

interaction hardware, audio/video streaming and conferencing technology, testing and 

assessment tools, simulation tools, and other enabling technologies. 

Services: 

Service providers offer a variety of learning-related services, which can be 

categorized in three groups: Portals, learning service providers (LSPs), and other professional 

services [5]. 

Portals provide consolidated access to learning and training from multiple sources 

by aggregating, hosting, and distributing content. A number of portals operate online 

communities, either as stand-alone learning communities or in combination with course 
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offerings. Certain content providers and tool companies have launched portals in addition to 

their original core business. 

LSPs, a specialized type of application service provider (ASP), offer learning and 

content management services, training delivery software, and/or other enabling 

technologies and services on a hosted/rental basis via diverse business models. Categories of 

LSPs also include providers offering assessment and testing services, certification and degree 

granting, online tutoring and mentoring, internet based collaboration services, and media 

production and delivery services. 

Other professional services include contract content developers and distributors, 

consultants, web integrators and hosts, and network and IT service providers.  Figure (4) 

shows corporations working in the different industry segments of the e-learning market in 

the US. 

 

 

Figure 4: Corporate E-learning universe [3] 

 

3. Barriers to e-learning: 
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Although E-Learning is definitely growing it is not becoming as dominant as some 

expected.  Some key barriers to implementing e-learning are [6]: 

3.1 Cost 

Cost remains the major barrier to implementing e-Learning.  The idea that e-learning 

is costly is ironic, given that cost is often cited as one of the main benefits of e-Learning. The 

main reason why cost comes out on top is because most organizations still view e-learning 

within an old business paradigm.  That paradigm sees e-learning technology owned, 

controlled and maintained by ǘƘŜ ƻǊƎŀƴƛȊŀǘƛƻƴΦ Lǘ ƛǎ άŎƻǎǘƭȅέ ōŜŎŀǳǎŜ ǘƘŜǊŜ ŀǊŜ ƘƛƎƘ ǳǇ ŦǊƻƴǘ 

costs to purchasing a learning management system and ongoing costs to maintaining this 

system. 

However, the market is increasingly moving to a service model that will effectively 

rent learning platform space. Some learning management system companies provide 

learning spaces and designers 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 can then focus on 

training outcomes and leave the platform providers to deal with learning management 

system costs and management. The learning ƳŀƴŀƎŜƳŜƴǘ ǎȅǎǘŜƳ ŎƻƳǇŀƴȅΩǎ ǊƻƭŜ ƛǎ ǎƛƳƛƭŀǊ 

to that of the hotel, keep the lights on, make sure the all the systems are running and let the 

organization focus on the training. 

This model also allows costs to be taken on incrementally as opposed to all at one 

time. So it is increasingly possible for an organization to experiment with e-learning and 

learn as they go forward.  

 

3.2 Reaching People 

Another computational problem relates to the coverage of e-Learning. Many 

associations have classroom training courses for their members. These classroom courses 

ŀǊŜ άǎǳŎŎŜǎǎŦǳƭέ ƛƴŀǎƳǳŎƘ ŀǎ they fill the capacity of the classrooms. But an association will 

often not calculate the percentage of their membership that they are reaching through 

courses and will 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.  

Increasingly associations are going to have to demonstrate value to members who 

are outside of their immediate geographic area, and e-learning provides a mechanism for 

doing so. 
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3.3 Time 

Time is another ironic one because e-learning is a big time saver. Yet it is invariably 

on the top ōŀǊǊƛŜǊǎ ƭƛǎǘ ŀƴŘ ŀƭǿŀȅǎ ōŜƎǎ ǘƘŜ ǉǳŜǎǘƛƻƴ ƻŦ άǿƘƻǎŜ ǘƛƳŜΚέ.  Certainly there is 

time required to think through how training content can be moved online effectively. Many 

ƛƴǎǘŀƴŎŜǎ ƻŦ ΨŎƻƴǘŜƴǘ ŘǳƳǇǎΩ were observed in organizations where both time and learning 

outcomes obviously was not a consideration.  

But a clear benefit of e-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. 

{ƻ ǘƘŜ ŀƴǎǿŜǊ ǘƻ άǿƘƻǎŜ ǘƛƳŜΚΩ ƛǎ ǳǎǳŀƭƭȅ άǘƘƻǎŜ ŎƻƴǘǊƻƭƭƛƴƎ ǘƘŜ ŘŜƭƛǾŜǊȅ ƻŦ ǘƘŜ 

ǘǊŀƛƴƛƴƎ ǇǊƻƎǊŀƳέΦ  People are always very busy doing what they do and if they are not doing 

e-learning then it becomes another thing to do. So until there is a managerial commitment 

to create time to do things differently, then time will remain an issue. 

 

3.4 Management Buy In 

Human resource ƳŀƴŀƎŜǊǎ ƻŦǘŜƴ ǎǘŀǘŜ ǘƘŀǘ άƳŀƴŀƎŜƳŜƴǘέ Ƙŀǎ ƴƻǘ άōƻǳƎƘǘ ƛƴέ ǘƻ e-

learning. In fact, some managers are seeing e-learning as a large system to be implemented 

by someone else.  

This may be attributed to the fact that learning management systems are sufficiently 

expensive and require sufficient integration that there are a wide range of managers that 

have to be brought in on what is essentially a training tool. Managerial decisions are typically 

delegated to the training department to make on their own or in consultation with their 

internal users.  When planning for e-learning, all of a sudden, many people that lack the 

managerial expertise to understand the role and impact of organizational learning are 

brought in. 

This is why it probably makes sense for organizations to see e-Leaning grow out of 

their existing employee communication and education programs as opposed to their 

technology programs. 

 

3.5. Effectiveness 

Although the incremental approach may work for awhile, as e-learning begins to 

take up larger shares of the training budget it may be subject to more scrutiny regarding its 

effectiveness.  There is some considerable skepticism about whether e-learning delivers 

results.  Although most organizations only evaluate existing training programs at fairly 

superficial levels, it is important that e-Learning evaluation be held to a higher standard. This 

is because e-Learning is an innovation and many innovations are initially met with skepticism 
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by conservative managers.  Yet the effectiveness of e-Learning depends critically on the 

design, management and measurement of learning outcomes.  

 

4. Corporate e-learning and corporate universities: 

Technology-based training solutions are changing the way corporations deliver 

training in nearly all segments of the business process. What started out with IT training has 

found its way into management, sales, customer service, and professional development 

training. The number of e-learning pilots conducted in the corporate world has increased 

dramatically. In 1999, approximately 92% of large corporations implemented web-based 

learning pilots. A large majority of Fortune 500 companies already uses some form of e-

learning to deliver professional development and training to their employees.  In 1999, 

corporate America spent $62.5 billion on educating and training its workforce. At $3 billion, 

the technology-delivered corporate training segment occupied only a fraction of the total 

market, but has been growing rapidly. 

Reports indicate a rapid expansion of e-learning and a relatively high proportion of 

companies utilizing these training and learning methods in Europe [7]. From an international 

perspective, the UK would seem to lead in Europe in relation to e-learning. According to 

ǊŜǎŜŀǊŎƘ ōȅ 9ƴǘŜǊǇǊƛǎŜ LǎƭŀƴŘΣ ǘƘŜ LǊƛǎƘ DƻǾŜǊƴƳŜƴǘΩǎ ǘǊŀŘŜ ŀƴŘ technology body, the UK 

represents 50% of the £224m spent on e-learning projects by European companies.  A 2001 

study [7] presented data that 87 per cent of companies had an intranet, and 28 per cent of 

these companies use it to deliver training.  In other words, 24% of the total delivered 

training in this fashion.  By way of further comparison, the literature asserts that Europe is 

less advanced in terms of the prevalence of e-learning than the USA [7]. 

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 2: Occupational groups who get at least ten per cent of their training time via e-

learning [7] 
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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 vehicle for 

disseminating an organization's culture and fostering the development of not only job skills, 

but also such core workplace skills as learning-to-learn, 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 job-specific, indeed company-specific, training for the managerial personnel of the 

parent corporation.  

Corporate universities are set up for a variety of reasons, but most organizations have 

the same basic needs. These are [8]: 

¶ 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  

¶ Remain competitive 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 curricula on junior and midlevel employees but often provide leadership 

and executive development education as well. 

Corporate universities are most commonly found in the United States.  In 1993, 

corporate universities existed in 400 companies [8]. In 2001, this number jumped 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 States universities. 

 

4.2 Creating a corporate 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.  
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1. The vision or strategic plan 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 allocations or 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, consultants, 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 that will 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 the mission, 
products and programs that make up their organization's corporate university. 
These ten steps may take eighteen months or more to achieve.  

 

4.3 Organizational models for corporate universities 

There are three primary organizational models for corporate 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, students must 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 to as the hybrid 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 college courses on-line. 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 courses designed 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 develop 

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 
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should be passed on to their employees. Additionally, this partnership allows corporations to 

add their own input and information into the training materials.  

 

4.4 Educational Methods and Materials for the corporate university 

Corporate university education is designed and presented in a variety of formats [8]. 

Most often, curriculum 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 real-time to participate in the course at the same time through 
video conferencing.  

2. Web-based learning is conducted via the internet or through a corporation's 
intranet. Web-based courses allow corporations to "customize learning experiences 
for individual needs and preferences, and provide 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 American Council 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 agencies and 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.  When offering degrees, workplace education programs are referred to as 

corporate colleges.  In 2000, 14 institutions met the definition of corporate colleges. 

 

5. Case studies on corporate e-learning: 

With the boom of the Internet in 1994, many organizations, universities and 

governments have exploited the Internet to deliver educational and training programs. 

In Singapore [9], the early adopters are the polytechnics and the universities which 

began to use e-learning as early as 1995. In 2002, the Infocomm Development Authority of 

Singapore initiated the e-learning Early Adoptersô Program (eLEAP). The intention of this 

program is to encourage some companies to start using e-learning to make staff training 

flexible in time and location.  All the e-learning courseware 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.  
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To measure the success of the corporate e-learning as well as corporate universities, 

one need not look far to find information on a variety of well-known organizations that have 

established and sustained successful corporate universities. Several of these organizations 

have been examined in the literature [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 University 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 CD-ROM programs.  In addition to serving its own employees, Motorola provides 

for-profit learning and certification services to outside sources as an independent subsidiary 

of the parent company. 

 

5.2 Boeing 

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 web-based curriculum within 30 days. 

This training includes topics on company policies and procedures, finding and using 

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 govern their industry.  

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 responsibilities, begin 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 that executives 

and managers who have attended programs are more satisfied in their jobs than those who 

haven't yet attended the programs 

Boeing also developed 30 web-based courses on topics unique to Boeing  and offers 

satellite-delivered courses to several Boeing sites [10].  In 2003, Boeing launched its first e-

Learning Aviation Safety program at King Abdulaziz University in Saudi Arabia [12].  The 

Aviation Safety e-learning curriculum has been developed in conjunction with Aerostudies, a 

Canadian company that specializes in online aviation training.  The online training program is 

based on the curriculum of the Transportation Safety Institute 
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5.3 Federal Express, USA 

Using exit interviews to determine deficiencies in their business, Federal Express 

found that many employees 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 through web-based 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 provider, offers 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 learning technology 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 organizations. 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 budgets. 

 

5.5 Dell 

Dell Learning moved from having only 25% of their courses online in 1996 to offering 

95% of their courses online in 2000 [11]. Their courses cover such topics as management, 

sales, job skills, products, and orientation to Dell (for new employees). 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 apply.  

 

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 contract 

negotiations in 1994. The programs' curriculum, which was custom designed by Bell Atlantic 

and its union, was offered through twenty-five community colleges. The curriculum included 

topics in general studies, electricity and electronics, telecommunications, introduction 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 four-year program. 

Classes were held during company time, one day per week for two semesters 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. 

 

5.7 Ford 

Ford Motor Company calls its corporate university FORDSTAR. FORDSTAR is a 

"network that enables Ford to provide training, access to experts and product information, 

ŀƴŘ ƴŜǘǿƻǊƪƛƴƎ ƻǇǇƻǊǘǳƴƛǘƛŜǎ ǎǘǊŀƛƎƘǘ ǘƻ ώǘƘŜƛǊ ƳƻǊŜ ǘƘŀƴ сΣлллϐ ŘŜŀƭŜǊǎƘƛǇǎέ ώуϐΦ  ¢Ƙis 

training is conducted via one-way video and two-way 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 the same time, 

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 various measurement 

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 necessary. FORDSTAR 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 training as shown in table (3) [8].  The online course stream 

contains 200 courses.  In the mean time, different curriculum exists for software as well as 

hardware specializations. 

 

5.9 Saudi Electricity 

E-Learning in the Saudi Electricity Company passed through three phases [12]: 

1. Learning Resource center (LRC) 
2. Learning Resource system in 2003 
3. άL [ŜŀǊƴέ ǎȅǎǘŜƳ ƛƴ нллр 



 

 

ϣϮϼϸ ШыϧвϜ ̭ϝЏКϒ ϣϛук ЁтϼϹϧЮϜ сТ аϝЃЦцϜ ϣтнϠϽϧЮϜ ϤϜϼϝлгЯЮ ϣуЂϝЂцϜ аϜϹϷϧЂъ 

ϤϝузЧϦ бЯЛϧЮϜ сжмϽϧЫЮъϜ сТ ϣЛвϝϮ ̭ϝЧЯϡЮϜ ϣуЧуϡГϧЮϜ 

17 

¢ƘŜ άL [ŜŀǊƴέ ǎȅǎǘŜƳ ǿŀǎ ŀǇǇƭƛŜŘ ŦƻǊ ǘƘŜ ŜƴǘƛǊŜ ŎƻƳǇŀƴȅ ŜƳǇƭƻȅŜŜ ŀŦǘŜǊ ŀ ǘǊƛŀƭ 

period of three months. 

Offered courses include administrative skills, computer, English as well as technical 

courses.  The number of courses that were accessed in 2007 reached 311 courses.  In the 

same time, 3843 employees accessed the system at least once in 2007 and the number of 

courses accessed reached 6095. 

 

6. Case studies on e-learning practices for university workforce: 

The theme of the present work is to show how e-learning provides opportunities for 

university administration to tackle the employee training issues.  University employee are no 

exception when it comes to the training needs.  What characterizes most universities is that 

the structure for e-learning already exists to serve the students and academic staff community.  

Thus, many of the problems facing the introduction of e-learning do not exist.  There is no 

initial capital cost and the top mangers are familiar with the benefits of e-learning.  Thus, e-

learni g can easily be introduced to complement the employee training.  Following is a short 

review of successful application of e-learning for university employees. 

 

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

Course format Description Availability  Benefits 

Instructor-led online  Live virtual 

courses delivered 

over the Web using 

VOIP and hands-

on labs 

Scheduled Live classroom 

instruction on your 

desktop without the 

need to travel 

Self-paced virtual  Online courses 

with web-based 

assignments, 

instructor access, 

and hands-on labs 

in most classes 

Scheduled 

and 

On demand 

Learn at your own 

pace with remote 

access to 

instructors and labs 

from your desktop 

Online  Self-paced, web-

based training 

covering a variety 

of IBM and non-

IBM technologies. 

Available as single 

titles or course 

bundles. 

On demand Learn at your own 

pace with training 

that is completely 

self contained from 

your desktop 

without the need 

for additional 

instructor access 

Telepresence/Video conferencing  A step above 

traditional video 

conferencing with 

crystal clear, real-

time, two-way 

audio/visual 

communication and 

hands-on labs 

Scheduled Live classroom 

instruction 

delivered via video 

conferencing in a 

classroom near you 
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6.1 University of Alaska (UA), USA 

To meet the learning needs requested by various groups such as staff governance, 

College of Rural Community Development and Statewide Human Resource management 

(based upon the redesign efforts in Fairbanks), an online library was proposed and piloted 

between August 30 and November 30, 2007 [9,10]. While all major administrative and 

academic units currently provide learning and development 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 active university employees. The access was provided to employees through 

the Statewide Human Resources website and the Universityôs MyUA portal. Employees 

logged in by using their University of Alaska username (or identification number) and UA 

password.  Figure (5) shows the University 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.   
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Figure 5: University of Alaska portal for employee training [14] 

 

The available courses covered topics such as business and management skills, 

desktop (MS OfficeðWord, Excel, etc.) and information technology, environmental, health 
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and safety, transportation, and workplace compliance. In 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 

employee learning needs and if the e-learning delivery method worked well for University 

employees. More specific goals included identifying: 

1. Learner satisfaction with content  
2. Learner satisfaction with usability  
3. The transfer of knowledge and/or skills back to the job  
4. The effectiveness of the instruction  
5. Learner affinity for using the online options  

The e-learning courses do not replace instructor-led courses nor are they intended to 

replace UA-specific learning and development offerings. The online material can be used to 

supplement traditional learning and development methods and provides another option for 

knowledge and skill development as a stand-alone resource.  

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 Association of 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 Resource Certification Institute (HRCI).  Table 4 

shows resource utilization list for the program 

 

Table 4: Resource utilization statistics during the period 1999 to 2007 [13] 

 

 

Course lists: 
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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: 
g. Software Development 

h. Operating Systems and Server Technologies 

i. Internet and Network Technologies 

j. Enterprise Database Systems  

k. Enterprise Resource Planning Systems   

l. Web Design   

m. IT Business   

n. Project Effectiveness  

3. Environmental, Safety & Health, and Transportation courses: 
o. Environment 

p. Safety & Health 

q. Transportation 

r. Fundamentals 

s. Security 

4. Campus services 
t. Mail services 
u. Delivery services 
v. Food services 
w. Campus operations and services 

5. Desktop Skills Course: 
x. Desktop Computer Skills  

6. Legal Compliance Curriculum: 
 

Employee Survey: 

To obtain additional feedback from University employees many of whom have not 

used the online learning material, an electronic survey was sent system-wide to all active 

University employeesô email accounts. The survey was open November 7 through November 

16, 2007 during which 267 employees responded.  `Most 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 the e-learning resources (70%)  

Not being able to log in using the UA username and password (31%)  
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Figure 6: Opinion of UA employee on using E-Learning [13] 

 

 

Figure 7: Opinion of UA employee on impact E-Learning on skill development [13] 

 

A few conceptual plans to accompany implementation include:  

¶ Offering a streamlined course list so employees can see course options which are 
mapped to core competencies identified in the job family descriptors.  

¶ Providing tools for supervisors and employees to initiate, monitor and update 
professional development and/or career development plans  

¶ Determining if completion of applicable online courses and other applicable training 
ŎƻǳƭŘ ǊŜŀǎƻƴŀōƭȅ ōŜ ǎǳōǎǘƛǘǳǘŜŘ ŀǎ άŜȄǇŜǊƛŜƴŎŜέ ŦƻǊ ŎŜǊǘŀƛƴ Ǉƻǎƛǘƛƻƴǎ ƻǊ Ƨƻō ŦŀƳƛƭƛŜǎ  
This on-demand learning resource may serve as a springboard to the Universityôs 

organizational and employee development culture. This online option provides employees and 


