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E-LEARNING JAKO NOWA METODA SZKOLENIA PRACOWNIKOW
| PODNOSZENIA KULTURY INNOWACYJNO SCI ROZNYCH
ORGANIZACJI

STRESZCZENIE

Artykut opisuje maliwosci zastosowania e-learningu w szkoleniu pracowniko#nyoh
organizacji. W pracy zostalo wyjaione pogcie e-learningu oraz jego gtéwne zalety.
Ukazano metody wdfania e-learningu w przedsiorstwach jak i potencjalne problemy
zwiazane z 4 metod, szkolenia pracownikéw. Mdiwosci zastosowania e-learningu zostaty
zobrazowane na przyktadzie kilku wybranych firm.

E-LEARNING AS A NEW METHOD OF TRAINING EMPLOYEES AND
INCREASING INNOVATIONAL CULTURE IN DIFFERENT
ORGANIZATIONS

ABSTRACT

This article describes how e-learning will change the warporations deliver training in
nearly all segments of the business process. Some new methimdsealing innovational
culture in different organizations are presented. The paper covefly tine definition of e-
learning, benefits of e-learning, expected difficulties and thiogconsider when starting e-
learning. Some costs issues, analysis and examples of use e-learnisg deseailibed.

1. INTRODUCTION

Every time a company needed to train newly hired employeedroduce a major new
product, it involved flying people to corporate training center® @ates meetings, and hefty
expenses for flights, meals, and hotels. Today, major enterprises have disduatetieelytcan
eliminate a lot of time and cut the costs by building onlineaesiag systems - what some of
these corporations are calling virtual universities.

Best-practice organizations are using e-learning in all togasamew product training,
management development, leadership, sales, service, manufactuusiged3es are also
developing e-learning applications to teach hard skills such asdperprse of products and
equipment, or soft skills such as regulatory policies or custoelatianship practices.
Increasingly, e-learning is being used to introduce new emmayetheir companies or to
update veteran employees on the latest benefits and human relations policies.



Some companies contend that the interactivity and sophisticajelicg@f well-designed
e-learning systems can help employees learn faster, reta@ knowledge, and make them
productive more quickly than weeks of classroom training. These technase give
employees the opportunity to take more control over their training, irgabkem to search
and register for courses that are tailored to their particular qaaées.

Companies bank on e-learning to speed up the process of launching newsprohiscis
critically important to global corporations, particularly manufacrand pharmaceutical
companies that need to coordinate the launch of new products at distast ground the
world.

2. DEFINITION OF E-LEARNING

When taking about e-learning it is important to understand the meahitigsoterm.
Shortly e-learning means technology based learning. This tewerc a wide set of
applications and processes, including computer-based learning, Weblasiog, virtual
classrooms, and digital collaboration. E-learning may be defindteatelivery of content via
all electronic media, including the Internet, intranets, extsansatellite broadcast,
audio/video tape, interactive TV, and CD-ROM. It is more narrow tdran distance
learning, which would include text-based learning and courses conduiedritten
correspondence.

At its simplest, e-learning is the delivery of trainingsens and learning materials using
technology but typically it refers to internet or intranet delivery. The &é&gnytime, any how
and anywhere”. E-Learning is used today to support a wide rarigpic$ and competencies,
from highly technical content to business and personal skills.

As one participating organization notes, e-learning is not about tr@ngtest technology
to replace the classroom. Nor is it about posting content on the W downloaded or
read. E-learning provides a new set of tools that can add valueofdled traditional learning
modes - from classroom experiences to learning from books.

E-Learning is generally seen as better than physicalretassinstruction for knowledge
transfer. However, most organizations that are adopting e-leaainentplending” e-learning
with classroom learning, using each to its best advantage.

Although some products sold as e-learning courses are little thanre"page-turners,”
most e-learning course designers aim for learner intergctwith the course material,
instructor and fellow learners. Even the ability to link pages bhageih a non-linear way
makes e-learning more interactive than a book. At its besfiraihg is extremely engaging,
rich and instructionally powerful.

Originally, internet delivery of learning was lamentabt#s lof text, very long courses to
plough through and at most a multiple choice test at the end. Recent technahogications
makes it possible to change static lecture notes and coursealsat#o acomprehensive
online educationaprogram through: logical navigation tools, external resource links, video
and audio clips, interactive testing, clear, consistent interfatestive formatting/layout,
animations, cross platform design, automated grading systems or on-line diseusss.

3. BENEFITS OF E-LEARNING
E-learning is much more powerful than traditional learning. @hswer on the question

what makes it so good is simple when we consider benefitseafreihg. Here are some main
advantages of e-learning.



3.1 Cost and time savings

E-learning makes it possible to avoid facility costs, classroosts, and travel costs, and
loss of productivity by providing employees access to information fristaally anywhere
there is an available computer. The time required for onlin@ifeais, on average, about
50% of the time required by an equivalent classroom trainingose$swering costs further.
When an e-learning project is based on a sound business case, we¥elapment costs can
be quickly recovered through training delivery savings.

According to Training Magazine, corporations save between 50-70% wheacingpl
instructor-led training with electronic content delivery. Optiog é-learning also means that
courses can be pared into shorter sessions and spread out ovalr daeyeor weeks so that
the business would not lose an employee for entire days at a time.

3.2 Flexibility and convenience

Businesses can distribute training and critical information tdiphelllocations easily and
conveniently. Employees can then access training when it is convemid¢ném, at home or
in the office. There is no need to stay connected to the Interniet taking the coursework.
Participants can work in any environment and location. Internet coondstineeded only
when submitting post-test scores to the database.

3.3 Standardization and customization

Since different teachers and trainers have different stylesstruction, all personnel may
not be receiving the same training. E-learning assures staratandinf training and content
presented. This is also true for any testing or certificatierstudents may receive. Although
same content may be delivered to every learner, materialsmabe customized for different
groups or for specific learning needs.

3.4 Higher retention of content

The Research Institute of America found that 33 minutes aftectare is completed,
students usually retain only 58% of the material covered in &$s.0By the second day, 33%
is retained, and three weeks after the course is completed, only 15% of knowlethjeas.re

The delivery of content in smaller units, contributes further to aentesting learning
effect. Whereas the average content retention rate for andtwstted class is only 58%, the
more intensive e-learning experience enhances the retention ya?® b 60%. Higher
retention of the material puts a higher value on every dollar spent on training.

3.5 Administration Reports

Corporate administrators can generate and print powerful, starethrddports from a
secure web-based report menu. Accurate and precise information tmip@ats, modules
completed, courses taken, and scores received can be recalled amddeom the secure
Internet database. Corporate administrators can be confidemtéhaports reflect up to the
minute employee participation. This information can help to reduceainseifees, limit legal
liabilities, and decrease administrative costs.



3.7 Universal access

Thanks to universal Internet protocols and widely available Web breywshe same
training program can be delivered to virtually any computer anywhere in tiak wor

3.8 Learning on demand

Internet delivery allows the fee earner to access the amotnairohg (a whole module or
just part) and the subject that they want when they demandstpdtssible to pull down all
the material that is needed.

3.9 Ease of update and reuse

Changes can easily be made in the content and everyone worldwidestzanly access
the update. The use of templates and "learning objects" allwse rof content in various
courses.

4. EXPECTED DIFFICULTIES AND THINGS TO CONSIDER

Many failures of e-learning projects were made by usindegaate technical solutions to
the real needs of organization. Also standard implementations da eeefywhere. Many
companies made mistake because they saw only reduction of costeaming. Before
starting e-learning it is important to change organizationi#lie. Explanation of reasons and
benefits to the employees is also essential.

In order to achieve effective e-learning, it is necessabyitg together three elements: the
platform (system infrastructure), contents, and a system feratpn and learning support.
Having all these elements it is essential to construct a ggstem to tie these elements
together organically.

Even if an excellent system is put in place and there is agonobith the contents or the
system operation, then the desired results will not be achieved. ttler imaw sophisticated
the technology is or how flashy the graphics and images asethi¢ iquality and relevance of
the content to the business issue and learner objectives that woayheGreat content
matters. In the traditional instructor-led world, one of the wagming and development
programs differentiate is in the skill of the instructor. Wealtenia in the hands of a gifted
trainer still resulted in valuable knowledge transfer and skitjuisition. In the world of e-
learning weak content has no ally. It is just weak.

Problem of the content is not the only one. Some other things to consider are listed below.

4.1 Need a computer and ability to use it

Employees must have access to computers, at home, at worlsarnatraining location
in order to use e-learning. Sometimes computer access isntlpo3® use e-learning, it is
assumed that the personnel being trained are somewhat comptaeg. litdey certainly must
know how to use a keyboard and a mouse.



4.2 Internet access

Sometimes workers also need to have access to the Internet.aimhie @ problem for
training field personnel who may have computers but can't reattigsa the Internet for the
just-in-time training or guidance.

4.3 Bandwidth limitations

Sound, video and other rich media components require high-speed connections autd ca
a strain on limited-capacity organizational networks.

4.4 People like traditional training

Some people have phobias concerning using computers, while others aalktgpe of
computer interaction. They may feel it is too impersonal or ti&atcomputer is out to get
them. Some people may simply freeze up when confronted with learning on a computer.

4.5 Must be well-done

The e-learning must be designed and written in a quality manneeparkerest and learn.
A poorly designed course can result in boredom or even confuse the persorgdupgearn
the material. People like traditional training.

4.6 Technology intensive

E-learning relies on a sometimes complex system of softwarelware, protocols and
network infrastructure. While reliability is steadily improvintgchnical problems remain.
Good technical support is essential.

4.7 Less face-to-face contact

E-learning makes some learning activities solitary, andstakeay much of the informal
interactions common to face-to-face training. This can be am igs organizations where
training is seen as a perk.

5. GETTING A HANDLE ON E-LEARNING COSTS

E-learning is considerably more expensive to develop than conventiaiaingt
Moreover, first e-learning projects are almost always neostly than expected, as with any
complex endeavor.

As you plan your global e-learning strategy, a necessary Step gompare costs from
different vendors. You need to know the questions to ask, but like buying & fomalso
need to go in with some expectations.

There is not an easily discernible average price for an eihggapackaged course because
there is no definitive paradigm. This is due to emerging techiesland the rapid creation
and evolution of learning features, which make it difficult to pin dowdefnition and set
boundaries for e-learning.

Even though the cost of a product depends on many factors, you wilbricel ranges
within specific course-delivery models. In addition, understanding chalaprice points of
specific products will make you a better informed consumer whekingpwith e-learning
vendors.



Achieving the lowest prices usually requires a large student papyla great number of
courses and a long contract. In general, an average price point laépgiding spectrum
corresponds to the respective point along the product complexity and congposiege.
Usually, the self-directed and shorter courses are on the lowergmd and the complex,
expert-facilitated courses are on the higher end.

An understanding of the cost of e-learning includes awareness aigomodels for
packaged courses. Prices range from a low of 11 cents to a higarbf $1,000 per student,
per course. You will want to consider factors such as the instructjaoahty of the courses,
technical support, access to collaborative tools, breadth and deptlesfddurse duration
and the tracking and reporting system.

Here is a summary of available pricing models: subscription-bés@aly, subscription-
based mini-library, per-server, per-course (purchaser-seleqied\nit usage-based, by
course, usage-based, by time.

Although e-learning requires significant initial investment, organizattansgenerate huge
cost savings due to reduced travel, trainee and instructorstimiegs and reduced facilities
costs. But there are several other major reasons for implemeetlearning, including
reaching more learners, achieving faster knowledge disseminglimoal consistency of
instruction, and managing organizational learning more systematically.

6. EXAMPLES OF USE

6.1 Black & Decker

Black & Decker launched the new system with its most popular course, whials trawly
hired employees. Next, the company is going to give its sepan&er network employees
access to the online training system so they can learn the basiot Black & Decker as well
as learn how to service the company's products. By the end ofdhengev online training
courses will be ready to train new hires in the company'sheagng group. This includes
college graduates who have engineering degrees, but don't haveermgen power tool
design.

The key long-term benefit of the system is speeding up the gradelaunching new
products. In the first quarter of 2003, the company started usingdtesrsio distribute sales
materials and product specifications to its global salesefagicprocess that substantially
improve the efficiency of its sales training program.

6.2 Home Depot

Home Depot is the Atlanta-based building supply giant that opens a new stong 4%e
hours. This requires training of approximately 200 new employesachtlocation. Education
programs focus heavily on the more than 30,000 products on the shelvesll Adtestamers
want to be able to talk to employees who know what's in stock, wteiledated and the
differences between the products available.

Home Depot used to do what the company calls "belly-to-bebytiitrg — for example an
experienced worker in the paint department bellied up to the new ywepkmd taught him
what he knew. But when all the employees in a store are newstthtdgy doesn't work.
Home Depot also switches its products frequently in response toreerstiemand, so there's
a constant need for product education.

To make training scalable and responsive without sacrificinggpeat helping customers,
Home Depot now deploys two or three PCs loaded with short training esoiduthe back of



each store. Employees take 15-minute training segments thatnex@ai products, the
questions customers typically ask and the answers to those questaneed finish with a
short quiz.

E-learning is driving a significant amount of new revenue at H®w®pot because the
salespeople now sell more, and it has extracted hundreds of thoo$atuisrs of expense
out of the equation. Through online learning, Home Depot has reportedly mavedhan
$750,000 in trainer hours and gained $16 million in top-line revenue growth through
enhanced sales.

6.3 Delta Airlines

Delta Airlines started using e-learning as a way to rigorously organize and tsacaiiting
programs to a level approaching the way it tracks its resemvaind flight operations.
Another key objective includes training its employees over tonperform multiple roles
across the organization, so they can be rapidly deployed to peditferent functions as
company needs change. To this end, Delta deployed online learningemaard system so it
could schedule, track, and report on corporate training in a precise way.

The system allows the training group to report how many classes presented, how
many were canceled, how many people registered, and how faidey to attend. This
provides the same level of detail that the airline expects whesports flight schedules,
passenger loads, and on-time performance.

7. CONCLUSION

Today, corporations (including the Fortune 1000) use e-learning for biverytom new
product introductions, customer service, employee training (salesjidaklraining) and
recruitment. Corporations use video networks (satellite and comgresseo) and the
Internet/Intranet to deliver internal/external training and customeiceesolutions.

Although e-learning total spending is hard to pin down, the Federal tegpdrof Labor
in USA estimates that companies spend more than $50 billion annuallymployee
education and training, with expenditures rising about 5 percent annDatgnce training
solutions have moved from the instructional frill category to thenstid@am as organizations
search for competitive advantages in a global, information-commiamcaconomy.
Corporate distance learning needs are being met through an ongafszexpansion of an
existing program, outsourcing to vendors or by an alliance with an acadentitiorst

E-learning will change the way corporations deliver trainmgearly all segments of the
business process. Increasing global competition, rapid technolagicahces, demographic
changes, and the emergence of a service- and knowledge based econerygemzations
to train and re-train their workforce in new ways. Companies thaioyleand effectively
utilize e-learning will have a distinct competitive advantage Ifiternet presents companies
with numerous possibilities for leveraging knowledge and education cesoultr redefines e-
learning not only in terms of better delivery, but also moreeoty dynamic educational
content, more personalized, relevant learning experiences, and witako@ation with
experts and peers. The main obstacles to e-learning, such as bandamndént availability,
technology standards, and service integration, are currently beirgsaddrand should not be
significant issues two years from now. Market dynamics dvemeext several years can be
expected to be dramatic, as the shape of the e-learning market develops.
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