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Chapter 2: Literature Review 

2.1. Introduction 

 

Literature review is conducted via published online journals, books, magazines, 

questionnaires, previous research work in the same field and other related fields, direct 

face-to-face interviews with subject experts. 

 

In any organization the knowledgeable workforce gives undiscovered opportunities 

for the companies to grow in no time. It is up-to organizations to identify potential 

barriers for the training and learning needs as identified in NFO WorldGroup (2003), 

Swift and Lawrence (2003) and come-up with solutions to overcome those.  

 

Alan and William (2003) noted that online education in business firms is becoming 

increasingly common in the USA and other countries. Many companies appreciate 

that online learning in general has gained acceptance as an alternative form of 

education that delivers training to every desktop. 

 

Ji-Hye and Tim (2007) gives many advantages why most of the companies select 

online learning mechanism as a solution to the organizational trainings such as, no 

space needed, substantial cost savings due to the elimination of travel expenses, timely 

access to information, greater flexibility in the workplace, methods of online training 

can increase learners interest, deliver content clearly, and provide feedback to students 

easily. Even though there are many advantages by moving to online learning methods, 

the organizations that practice must be flexible to adopt online learning enabling 

delivery across geographical and time boundaries for their training programs. And the 

flexibility should come from the strategic decisions of the company to be more 

effective. 
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As Fry (2001) identified corporate drivers for online learning are the rapid 

obsolescence of knowledge and training combined with a need for lifelong training 

that is cost-effective in delivery and scalable in efficiency. Fry (2001) also cited 

valuable figures in his research paper to indicate the amount of e-learning usage as the 

use of e-learning at Ernst & Young to reach 80,000 workers worldwide and Cisco 

Systems uses e-learning for 38,000 employees across 225 offices in 80 countries. 

These figures indicate how world leading companies use the availability of online 

learning for reaching their staff equally across the organization. 

 

Although many organizations are recognizing the potential of online learning to bring 

learning closer to employees, there appears to be some issues to be addressed in 

delivering online learning. Learners still face some barriers to online learning, such as 

situational, organizational, and technical barriers (Kyong-Jee K et al., 2006). Among 

them there are many numbers of technologies savvy organizations who find it difficult 

to provide effective trainings to their staff as per the citing Fry (2001), 

PricewaterhouseCooper’s finding that 70 per cent of Fortune 1000 companies 

nominate lack of trained employees as their number one barrier to sustaining growth. 

These figures clearly indicate the need for continuous improvement in online learning 

and related technologies to match the growing needs of future requirements of the 

companies. 

 

2.2. Online Learning from Organizational Perspective 

 

Andrea (2006) highlighted the blended learning is getting more acceptance over the 

online learning models in higher and further education systems due to combined 

aspects of online learning and traditional face-to-face trainings. It also discuss three 

blended learning models as, skill-driven, attitude-driven, and competency-driven 

models and six blended learning strategies which can be used to implement the 

mentioned blended learning models. Information transfer instruction, 

demonstration/self study, emulation session, discussion/queries, assessment, and 

support/feedback are those strategies. 
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Through online learning, companies expect to have different objectives as overall. 

Rosemary et al. (2002) present a framework for employing online learning as a 

valuable tool for knowledge management. This paper gives the idea to retain valuable 

employees longer, increasing the likelihood of getting training to employees wherever 

they live or work is ideal. Obviously, the authors are highlighting the fact of 

embedding online learning practices to the organizational training system. 

 

The following are ten benefits reported by companies that encourage employees to 

participate in online learning programs (Joel and Ilene 2000). 

1. Increases the impact of the money invested in training and education 

programs. 

2. Reduces employee travel costs and travel time. 

3. Enables more people to be trained, more often, and in shorter sessions that are 

easier to coordinate and schedule. 

4. Is scalable because it offers the ability to add instructors and students as 

needed. 

5. Delivers programs with a consistent message in a way that can quickly be 

disseminated firm-wide.  

6. Provides for real-time updates and information access. 

7. Can be delivered to work or home sites that are convenient for employees or 

participants of the training program. 

8. Can be delivered to networked sites for group learning and collaborative 

problem solving.  

9. Is learner-centered, which allows students more control over course pacing, 

sequencing, and style. 

10. Offers easy access to learning resources and experts. 
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Even though companies suggest that there are monetary benefits from offering 

trainings as online learning mode, Eugene (2003) influenced as it is difficult to assign 

a monetary value to online learning’s benefits. As the research paper states,  

“Calculating airline ticket savings because a whole division took Microsoft Office 

training online is straightforward; but calculating improvements in a manager’s 

interaction with direct reports after an online communications course is more 

demanding. These improvements are at least as valuable as the travel savings 

realised by e-learning, but more difficult to measure and justify to senior level 

decision makers.” 

Any organization targeting for online learning for their trainings should consider the 

vital three principles of online learning as stated by Thomas and Antoine (2001). 

Those are, 

• Scalability – Online learning can be scaled almost infinitely at little additional 

cost.  

• Access – Online learning is available anywhere there is an Internet connection.  

• Timeliness – Online learning can be continually updated with new information 

and knowledge relatively cost effectively.  

In contrast, traditional modes of delivery lack all three characteristics, an instructor 

can only be available to so many people at a time, is not available anytime and 

anywhere to the learner, and may not be up to date with the most recent information 

and ideas. Delivery of online learning can either be synchronous, with participants 

logged on together in virtual classrooms, or asynchronous in which courses are self-

paced taken via the Internet, CD-ROM, or streamed audio-video Web presentation. 

Trasler (2002) states, “Learning is a strategic commitment, which can only deliver 

genuine business benefits if it’s specific, relevant and effective. To avoid paying over 

the odds for a disappointing, second-rate experience, companies will have to invest in 

a blend created especially for them, their culture, their business objectives, and their 

workforce. Then and only then, can learning be clearly identified as a valuable 

company asset, rather than as a cost heading on the balance sheet”. 
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2.3. Online Learning Implementations from the Industry 

Online learning is becoming a dominant delivery method in workplace-learning 

settings across organizations of various sectors and of varying sizes. The combination 

of the demand for access to continuous, flexible education and training, and the arrival 

of the increased bandwidth of more powerful information and communication 

technologies is stimulating extensive corporate developments in the online learning 

industry. 

In 2002, Hyundai Motor Company (HMC) launched a new internal education program 

called the “Future Global Leader Program”. The program was designed to help high-

performing junior managers develop the skills and knowledge to prepare them for 

becoming future leaders at HMC. The program was focused on building specialized 

expertise in five strategic fields and in March of 2003, this program was re-launched 

in the new blended learning format. Approximately 150 junior managers participated 

in the 2003 program. In total, the program duration remained at ten months. However 

the total number of learning hours was increased from 300 to 400, enabled by the use 

of the blended learning model (Dong-Min and Chris 2004). As a result of moving 

from traditional training to online learning enabled HMC to  effectively expand the 

program curriculum in a way that minimized both the additional financial costs of the 

program and the additional indirect costs of requiring participants to spend more time 

away from the office. As Dong-Min and Chris (2004) indicate, HMC expand the 

curriculum by more than 30 percent compared to 2002 (in terms of learning hours and 

content), without requiring participants to spend more time outside the office 

commuting to classes. 

Thomas and Antoine (2001) highlights corporate universities attached to some of the 

world leading companies such as General Motors, Disney, Dell, and Motorola. In this 

research paper the corporate universities are classified into three levels, the first level 

provides skills training in operational excellence as at McDonalds. The second level 

provides training in new ways of doing things and managing change as at Amoco, and 

the third level envisages education and training as a strategic mechanism for driving 

and shaping the organization as in General Electric. 
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The Sony Corporation has supplemented its classroom learning activities with the 

development of “TrainNet”. The TrainNet system will allow Sony to streamline its 

processes for training technicians across the globe by providing a direct link between 

product designers and product technicians (Sony and McDonald’s invest in the future, 

2002).  

Collins et al. (2003) stated, how small and medium-sized tourist enterprises (SMTEs) 

suffer from a lack of a strategic sense of how to move forward in the e-marketplace 

and how the online learning can become crucial determinants of success and improve 

the competitiveness of SMTEs and point the way to an era of unprecedented growth 

and opportunity in the digital economy. 

Also online learning at Nokia, SingTel and the Civil Service (Igonor and Tang, 2003), 

Sony and McDonald’s invest in the future (Sony and McDonald’s invest in the future, 

2002), Nissan (Pollitt, 2003) are some of the giant online learning implementations 

among the rest. 

Alan and William (2003) suggest there are four levels of learning that companies must 

accommodate if they are to train their employees properly by using trainings and 

therefore using online learning. Those are,  

• Basic knowledge transfer – an imparting of information about an industry 

• Interactive learning – The participant takes the basic knowledge and applies it 

to a given scenario in a simulation. 

• Collaborative learning – participants take the information and apply it to a 

project they are working on with colleagues  

• Group-level instruction or conferences. 

Kilby (2001) highlights the next generation of online learning should be targeted more 

toward multicultural and multilingual content and international collaborative learning 

communities. This includes providing training for the people with disabilities and 

enables the courseware to adapt automatically to user preferences and needs. This will 

help to deliver effective training programs and effective knowledge management in 

organizations at all levels. 
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2.4. Sri Lankan Situation 

 

Distance Education Partnership Programme (DEPP) is one of the three major 

components of Distance Education Modernization Project (DEMP) funded by the 

Asian Development Bank (ADB) and the Government of Sri Lanka (Loxley et al., 

2003). The overall goal of the DEMP is to increase socio-economic growth by 

developing a modern, high quality human resource base through distance education 

(Gunawardana, 2006). 

 

ADB is helping to modernize Sri Lanka’s postsecondary education system through a 

US$45 million equivalent loan approved for a project to increase access to distance 

and on-line learning programs (Asian Development Bank, 2003). The DEMP aims to 

provide a full range of quality courses for secondary school graduates who lack access 

to conventional universities by setting up a national network of tele-centres and 

affiliated facilities in existing schools. Over 18 years, the project will provide about 

1.4 million additional students with access to postsecondary education. 

 

One of the initial distance learning courses on e-learning policies was offered from 

Distance Learning Centre (DLC) facilitating more than 450 teachers in Sri Lanka 

(Asian Development Bank, 2006) using ADB course materials. During the course, the 

participants carefully reviewed benefits and limitations of e-learning programs. They 

also learned about various e-learning tools, including learning content management 

systems. 

 

Gunawardana (2005) reports various e-learning initiatives, barriers new opportunities 

helpful to Sri Lanka in related to digital divide. It also explains various movements in 

e-Sri Lanka projects with involvement of government and third party institutions. 

 

The Shilpa Sayura project initiated by eFusion, a local software company, is a 

learning tool for rural students who do not have the necessary number of teachers and 

lack resources to continue studies. This expects to cover 400 computer centers around 

the island (Digital Learning, 2007). 
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Sri Lanka is starting post-graduate university courses using broadband mobile links 

provided by Mobitel, a celco, to remotely lecture students (Cyber Education, 2008). 

The mobile learning of ‘mlearning’ system was developed by the University of 

Colombo, Mobitel and the information technology firm Microsoft. Students can log 

into the program with any web and third generation (3G) enabled device such as a 

laptop, a personal digital assistant (PDA) or a mobile phone. Also the students can log 

in to participate and interact in live lectures conducted by the university academic 

staff or guest lectures from anywhere. 

 

There are regular workshops conducted by DLC, Sri Lanka in highlighting different 

aspects of the industry needs. One such is workshop on Developing Corporate Bond 

Market (2008). The Central Bank, Security Exchange Commission and several 

commercial banks and financial institutions sent participants to the program. This was 

organized by the Asia-Pacific Finance and Development Centre of the World Bank’s 

Global Development Learning Centre along with the Shanghai National Accounting 

Institute of China and delivered via video conferencing where several other Asian 

countries also participated. Many case studies and issues relating to Asian corporate 

bond market surfaced. DLC intends to have similar events (Developing Corporate 

Bond Market, 2008) for the banking and financial sectors in time to come. This was a 

novel initiative to the financial institutions in Sri Lanka which supports online 

learning mode of training programs. 

 

2.5. Chapter Summary 

 

In this chapter a lot of background information related to the research was discussed. 

The literature survey will be the base for which all future research into this topic is 

based on. The aim of this chapter was to investigate how research into this area has 

been conducted so that the research proposed by the author also has a foundation. The 

materials used in this chapter covers online learning background, importance of the 

online learning to companies, online learning implementations in the industry within 

different sectors, and Sri Lankan context towards e-Sri Lanka. 

 

 


