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1. Abstract
In this paper we explain the importance of employee
development for bigger corporations. Especially in a global
setting, the proper education and development of all the staff
is a crucial part of success factors and often a necessity for
competitiveness. For AVL training is even more important
because knowledge is at the base of all we do and people

thrive on innovation to achieve excellence. As a result of
this high scale professional goal, educational entities within
the company are very complex and often are comparable to
public education institutions.
Being an innovative company requires offering innovative
learning and teaching methods as well. Therefore integrating
Massive Open Online Courses (MOOCs) into our training
landscape is/was a decision that takes into consideration the
needs of many different stakeholders within the company. This
brings us to the Corporate Context in which we try to explain
the difficulties and problems that occur when trying to
implement this alternative training method. Since MOOCs can be
seen as a “new” learning and teaching method, the social
components offer new opportunities but also may cause serious
threats for companies. Especially data security and work
council issues have hindered or are still hindering the usage
of such tools.

2. Introduction
With the advent of Massive Open Online Courses (MOOCs), elearning has received a new appearance and has been
transformed into a more contemporary and attractive learning
method. Based on already existing learning methods, MOOCs have
introduced new possibilities to enhance the currently
available educational techniques.
The expectations concerning MOOCs have been high; however,
many unsolved questions remain with regards to the quality
assurance, the verification of the learner, the examinations,
the recognition of these courses and many more. Apparently,
MOOCs have gone through a ‘fast cycle of hype and
disappointment’ (Banerjee and Duflo, 2014: 514). Nevertheless,
even if MOOCs might not replace traditional face-to-face
trainings in the near future, they have resulted in a
sustainable impact on the e-learning world and facilitated

access to knowledge worldwide.
MOOCs are not only a fine way for students from around the
globe to enhance their knowledge, MOOCs can also be a valuable
toolfrom a corporations’ perspective. As the range of MOOCs is
constantly increasing, proven by the steadily rising number of
courses (Shah, 2015), more and more companies are engaging in
MOOCs. It is assumed that companies of all sizes, and
especially Multinational Enterprises (MNEs), can extract
advantages from MOOCs for Human Resource Development (HRD) and
training or recruiting.
Nevertheless, it has to be taken into account that the
application of MOOCs does not only provide advantages, but can
also entail some challenges for organisations. This paper is
therefore going to have a closer look on the possible
application of MOOCs in a corporate context.

3. Application of MOOCs in the
Business Sector
Some companies have already realised the potential of MOOCs as
they can be applied in various forms in the daily business
routine. Some businesses engage in the creation of MOOCs and
utilise these MOOCs for staff training and development, others
do not engage actively in the MOOC production, nevertheless
they allow their employees to participate in these courses and
in return, the employees get reimbursed. On the other hand,
Small and Medium Sized Enterprises (SMEs) in particular often
do not have expertise in HRD or they lack the infrastructure
and resources needed in order to conduct successful and
effective staff training (Hill and Stewart, 2000). In this
respect, it is assumed that all types of companies can profit
by the application of MOOCs and indeed, more and more
companies are implementing and utilising MOOCs for various
purposes. Examples from the MOOC providing platform Iversity
include large corporations like L’Oréal, Deutsche Bahn,

Hermes, Variant, but also medium-sized companies like
Dräxlmaier, Baur Versand and many more (Iversity, 2015a).
Moreover, the platform Iversity offers for example a PRO
version of courses, a for-pay offer specially tailored for the
professional needs and staff development with a smaller amount
of participants (Iversity, 2015a).
Furthermore, some businesses also produce MOOCs in cooperation
with universities and offer these MOOCs afterwards on the
aforementioned platforms. The accountancy firm KPMG for
example produces MOOCs that can be accessed on the Iversity
platform (Iversity, 2015b). The American business consultancy
company McKinsey is engaging in the production of MOOCs as
well; they are collaborating with the open platform edX
(Lapal, 2015). Moreover, the British retail company Marks &
Spencer is producing MOOCs in collaboration with the
University of Leeds, and they provide their MOOCs on the
platform FutureLearn (Coughlan, 2014). The platform
FutureLearn has further collaborations with partners like BBC
or the UK Government and they also work with ‘professional
bodies such as the Association of Chartered Certified
Accountants and Institution of Engineering and Technology’
(FutureLearn, 2016). Businesses like IBM, National Geographic
or the World Bank Group are cooperating with Coursera
(Coursera, 2016).
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1: Corporate Context (AVL, 2016)

4.1. Data security – works council
The current situation in most German-Austrian-Swiss (DACH)
corporations is that there are strong work councils and data
security policies that often do not allow the handling of
employee data outside a company’s IT infrastructure. Although,
for example, the Austrian Data Protection Act per se is more
like a privacy policy, and rules for each country within the
EU vary substantially.
In this respect, setting up a MOOC platform, or allowing
employees to successfully participate in external MOOCs,
requires a substantial amount of effort. Various stakeholders
have to be convinced and internal security policies, as well
as external policies, have to be followed. There are several
questions that need to be answered thoroughly before a MOOC
project may be started:
How do users access the system?
How does the login procedure take place?

In which country is the user information stored?
How is the user information stored?
IT infrastructure of the MOOC platform?
Backup policy?
Period of safekeeping of user data?
Reporting tools and functionalities?

4.2. Booking hours for educational
purposes
Tracking user progress is a specifically crucial and delicate
matter. Since corporations may have different policies, MOOC
platforms have to encompass them. For HRD departments it is
always important to receive proper documentation of the actual
user progress, as well as a thorough listing of the time spent
by the user within the system so that the recording of working
hours may be properly transferred.

4.3. Accreditation of education
program into the learning history
Accreditation of certificates received by institutions
offering MOOCs has to take place alongside other legal
negotiations such as additional contracts between the binding
entities. In order to adequately accept and integrate
certificates into the internal education history of a company,
several steps have to be taken.
Screening the curriculum and comparing it to similar education
programs can be seen as a first step. Not all of the content
provided in a MOOC may be adequate for internal training
needs. Moreover, since company specific topics will probably
not be included in the MOOC’s curriculum, missing or
additional topics or courses may be highlighted or named
within the internal learning path for a certain skill or
necessary training program.

Furthermore, a conversion of the workload has to take place.
Since parts of a MOOC may take place outside of standard
working hours, the amount of hours that may be required for a
certificate needs to be converted.
Additionally, an agreement with working hours, taking place on
evenings and weekends, needs to be achieved. Here the decision
may vary due to country and company specific laws and
regulations.
Finally, the outcome, meaning the achieved skills set or
capability, has to be aligned with global development policies
and therefore integrated into internal career programs.

4.4. Company secrets
Using MOOCs as an active part in the development path of an
employee may cause a serious threat to compliance and business
secret issues. Since the mindset and the culture of MOOCs are
“open” and “interactive”, the reference framework in which a
MOOC takes place may counteract with the one usually lived
within company. Therefore, it is very important to actively
name those issues when discussing implementation strategies of
MOOCs, to provide the necessary common understanding and
guidelines for dealing with such issues.

4.5. Learning process
The learning environment has to support the learning process
by allowing learners to test new competences and by
confronting them with graphical representations of their
progress. Assessment tools need to be user-friendly and
interactive in a way to engage and motivate learners. The
synthetic representation of learning progress must be easily
accessible from any part of the platform. Learners should be
able to annotate the content with personal notes, only
available to them, and with shared notes and comments that

trigger reactions from
the learning community.
of individual learning
to improve the learning

the teaching team and discussions in
In this respect, a certain equilibrium
and interaction is necessary in order
success.

Moreover, learners should be able to connect to the learning
experience with their own tools and devices, e.g. offline
consumption of lecture videos, or integration of course
schedules with personal productivity environments.

4.6. Learning community
One of the often mentioned drawbacks of MOOCs is the lacking
interaction between the course participants. This lack of
interactivity might not be a big problem for private users,
however, from a company’s perspective this interaction might
be one crucial factor for the learning success as with this
interaction the contents are reviewed and repeated. In order
to create a supportive community, a professional trainer /
team of experts should guide and supervise the discussions and
answer any questions that might arise regarding the content.
In this respect, the trainer team should have the possibility
to question the content and trigger questions in order to
revive the discussions.
However, it needs to be taken into consideration that many
learners are less comfortable when taking part anonymously in
large groups and prefer the intimacy of small groups,
eventually defined by similar characteristics like age,
location, or interests. The platform should allow learners to
find like-minded learners, and to define protected spaces for
groups to organize a collaborative learning experience.
It is also important that the trainer team supports the
learning community in this way, that there are no inhibitions
as some learners might have the fear of posting questions in a
forum as they don’t want to show deficiencies in their
knowledge in front of the community. This point is especially

important when it is visible who is posting questions and
depends on the design of the forum.

4.7. Quality attributes
When

looking

at

quality

attributes

like

stability,

scalability, usability, look and feel, extensibility,
maintainability, security and performance, important questions
have arisen (Bass et al., 2005).
On the one hand with respect to performance: Learning
management systems have been designed for schools or
universities with class sizes between ten and more than
hundreds of students. Offering a MOOC to thousands of possible
users requires a sophisticated technical infrastructure and
scalable architecture.
On the other hand there is the need for a platform that would
be easily extensible in order to implement alternative
teaching methods like game-based learning, peer teaching and
evaluation, and to connect to virtual laboratories.
Last but not least, the goal is to gain learners through an
attractive online experience that meets their expectations
about modern Web 2.0 platforms.
It has long been known within the academic sphere that studies
on the efficiency of educational institutions and their
processes often fail to include an international perspective
and are far from taking cultural elements into account. Most
meta studies on education take a national view as the basic
element of analysis. (Koehl, 1977)
Moving from quantitative elements of education to qualitative
elements within educational standards, it is important that
all of the components of effective instruction namely,
teaching, development of curriculum, training of teaching
staff and all the assessment processes are linked to content

standards. These standards need to be conclusive and organized
around predefined ideas, skills, and strategies. Within these
strategies, intercultural elements need to build a substantial
amount of width and depth. Giesche (2010) states that
interculturalization is a basic concept of today’s society and
a process through which an organization changes its behaviour,
based on experience and research. By interculturalizing
curricula it is possible to provide teachers and participants
with the necessary roadmap to reach competence and proficiency
and it helps them to acquire and extend their knowledge and
skills along the way. A major key element can be seen in
professional training and further courses for teachers and
other educational staff. In order to guarantee participants
the proficiency and all the advantages of standardized
education, one has to make sure that the qualitative elements
are interculturally sensitive.

4.8. Learning Content
One of the most important elements of education and training
is the learning content itself (Strebel and Keys, 2005).
Especially in an international surrounding, the content has to
be adapted to all intercultural aspects and differences. This
is also very important when thinking about creating uniform
trainings for an internationally active company.
In order to guarantee that educational standards are
interculturally sensitive, the learning content has to be
designed very carefully and in a sophisticated manner. By
adapting contents to different cultures, different curricula
and different teaching methods, quality and therefore
intercultural success can be achieved.
Since the early 1990s, e-learning has been taking major steps
in producing new learning contents with new technologies. Elearning is thought to be revolutionary, cost-effective,
flexible and convenient. It is easily accessible, has global

reach and shows consistent characteristics. However, it does
not automatically guarantee success as it has to be connected
with the culture, the strategy and the orientation of the
institution or company by which it is implemented (Stamatiadis
and Petropoulou, 2006). Especially when thinking about
implementing a uniform e-learning course that should cover
very diverse cultures, the learning content plays a crucial
role in order to achieve a high learning success.
The goal is the mastery of knowledge and to provide support
for reaching a diverse population of participants, in terms of
culture and migration background. In this respect, the
learning systems need to be improved and on-going evaluations
of content and development in teacher training need to take
place (Shepard, Hannaway and Baker, 2009).
According to some experts in content creation, the changing of
educational systems to qualitative systems are going to fail
because standards and assessments may not reflect the actual
knowledge of the participants (National Research Council,
2008). Furthermore, it has been seen that poorer schools and
institutions cannot meet these standards, because they do not
get sufficient support and therefore they cannot ensure
equity. Schools are divided into different branches,
intensifying the illusion of a homogenous group of
participants, so that teachers are less prepared for
heterogeneity. The actual class, concentrating on the
instruction of the teacher, rarely forces participants to
interact with each other, and therefore intercultural learning
fails. The same problems are likely to arise in an e-learning
environment in an internationally active company. Therefore,
the careful creation of the contents needs to be emphasized in
order to avoid those mentioned homogenous groups and promote
heterogeneity in the online classroom. This is very important
in order to ensure that all the different employees can be
trained at the same level and have the same valuable output of
the online course.

A major precondition for the production of qualitative content
is the definition of specific standards, where participants’
skills and knowledge requirements are particularly described
for every topic and department. Therefore a thorough
collaboration of every department within the administration,
the executive personnel and the policy maker needs to take
place.
In order to enable countries to adapt to high-quality
educational standards, considerable efforts should be taken in
the development of systematic examinations of assessments and
curricula from high-achieving countries. Special interest
should also be put in researching assessment tasks, which
reflect higher-order thinking and performance skills.
Another point might be the production of learning sequences
and evaluations that measure both content knowledge and
higher-order problem solving skills. Measuring the knowledge
of content has been a widely distributed concept in the past
but measuring or testing skills, such as adapting one’s
knowledge to answer new and unfamiliar questions, is difficult
to do in a reliable way. It will involve a lot of work, and
much more research is needed in order to offer fair und useful
evaluation methods. One needs to find out how participants’
increasing competence can be supported or advanced and what
methods need to be applied in order to adapt these methods for
intercultural education as well.
When it comes to teaching and correlated pedagogical methods,
it is important to focus on participants’ learning, to ensure
that all participants successfully reach the goals set within
the system and to provide guidance for educational
improvement. There is enough expert knowledge on how to create
tests, curricula and design new policies for educational
standards. However, especially in education, there has been a
lack in adapting teacher trainings to intercultural
competences and a sensitive handling of participants with
migration background. Teachers lack the training to interpret

data about their participants and often do not know how to
adapt instruction for struggling participants (National
Research Council, 2008). It is also known that teachers often
do not have the necessary proficiency and knowledge about the
topic they are instructing. This means that they are not able
to teach in both ways, meaning engaging with conceptually deep
content and dealing with varying levels of knowledge of the
participants, especially when they are speaking in a secondlanguage (Neumann, 2011). This point is again important when a
company is thinking about implementing online development
across several countries. The trainers need to be well trained
in order to be able to react to different levels of knowledge
or different levels of interaction. When it comes to employee
training in particular, it is crucial that all the employees
are active in the course and have the same outcome.
Through changes within the field of pedagogy itself and
intensively advancing technologies, one has to take into
account that teaching will become more and more intercultural
in the future. Universities and schools have invested large
amounts in the development of virtual learning environments,
e-learning platforms and online lecture rooms, offering
education to a broad range of different participants from all
over the world, detached from space and time.
The World Wide Web offers an easy, logical and intuitive way
of accessing content, and because of the on-going improvement
of these systems acceptance, especially of newer technologies
like learning management systems, is still growing (Neumann,
2009). The integration of standardized content has been one of
the major reasons why learning management systems have been
developed and are still being improved.
For Schulmeister (2005) these database systems are essential
for today’s educational systems and the growing challenges for
teachers. “The content in question is being maintained and
managed on database systems in the background, giving the
user, meaning the participant has access to highly

individualized content, specifically targeted to the
participant’s learning progress. This progress is being
tracked automatically and there is no installation of software
required, everything is on the internet.” (Schulmeister,
2005).
The term VLE (Virtual Learning Environment) is nowadays used
to describe complex pedagogical learning management systems
which combine many old, but proven, and new approaches in
didactics and pedagogy. There are numerous universities and
schools already using online assessments for subjects like
mathematics, writing and also science. The effectiveness is
seen as being as reliable as the ‘old’ written version, and it
is much less expensive. However, these new technologies
haven’t fully stepped foot in today’s educational standards
due to a lack in the acceptance of traditional teachers who
don’t believe in the new learning technologies and don’t think
they are reliable.
Regarding the issue of the learning content from the company’s
perspective, the following issues need to be considered. The
trainers have to be able to react to different knowledge
levels and differences in the cultural behaviour in order to
promote a heterogeneous group. Nevertheless, the content
itself also has to be adapted to the various cultures, as well
as the learning method and examinations that should be
adjusted to the different needs, as every culture has
different preferences in learning. E-learning offers a lot of
new possibilities, especially regarding uniform international
training, however these new tools need to be applied
accordingly.

5. State of the Art of MOOCs in
Human Resource Development

Figure 2: Positioning of Online Training Possibilities (AVL,
2016)
In HRD MOOCs are used to maximize global organization training
and are building a variety of MOOC learning solutions for the
employees’ professional development as the average annual
expenditure per employee is increasing. The reasons for
committing to trainings vary: improving product quality,
introducing technology to gain operational efficiency and
reducing errors. For HR it is important to analyse the
effectiveness of the trainings to identify benefits that have
in addition increased the operational effectiveness. In order
to provide a holistic view of the training a return on
investment performance analysis on the employees who attended
the training has to be conducted.
HR works closely with management of all levels in order to
define how valuable trainings were relevant to the
effectiveness of their organization. For example, when
accidents in manufacturing facilities are reduced because
employees get trained in safety at work, it may also be
possible to quantify the amount of time quality assurance

representatives spend in reworking products prior to shipment
to customers. Tracking all this may also relieve the budgeting
process as for instance, based on an approved record of
training cost per employee, HR can evaluate the expenses for
the training of new employees. In addition, comparing the
training cost per employee with similar organizations, the
data can be helpful for HR to justify training initiatives for
their organization. Developing the skills of a company’s own
manpower is an important way to enhance the competitive
ability in the market (Esen and Collison, 2005).
Regarding the State of the Industry Report (ASTD) in 2012,
companies have spent about $ 1,200 per employee on training
annually. Companies can amortize investments in course content
development and potentially save costs related to a company’s
training. An increased interest in MOOCs is caused by the
stagnant economy considering the high cost of achieving
college degrees to be in demand for today’s job market. MOOCs
provide positive effects for training through partnerships
with companies such as Udacity and Coursera. There are various
reasons why this model could make sense for companies today.
Some of the most attractive features of MOOCs are their
combination of autonomous learning and online collaboration
with colleagues and lecturers, so developing an effective MOOC
for corporations should be done in the same way as any other
HRD intervention.
An important first step for developing a MOOC for an
organization is to ascertain a needs assessment or analysis to
determine which manpower skill-gaps should be addressed.
Corporations are flexible in developing a MOOC for their own
purposes or using free MOOCs offered at distinguished
universities. Nevertheless, MOOCs could be a significant
aspect of an employee’s development plan – and also for cost
reduction – instead of sending the employee to several
conferences. Some organizations, like Yahoo, collaborate with
Coursera to provide employees with access to MOOCs for various

topics such as Cryptography, Java and so on. After completion
of a MOOC they receive a certificate of completion. This
certificate strengthens the motivation that the organization
deems to be important for productivity.
Moreover organizations have changed their way of thinking
towards providing their employees training. Corporations focus
on employee development opportunities that act immediately on
the employee’s performance. MOOCs are therefore perfect since
employers put the career development in the hands of the
employees. Hence employers can order development requirements
as conditions of employment and allocate time during the month
or year for professional development. The implementation of
MOOCs in multinational corporations has many benefits to HRD
as they can be considered a tool that assists HR in developing
multinational learning communities. This can be challenging
for those who organize these learning environments. Today it’s
important to collaborate with others and learn in a diverse
workplace – this is an important aspect of professional
development. Employees who cannot collaborate with others from
diverse cultures and backgrounds fall behind employees who do
not have this ability as this often means the difference
between success and failure in business (Slotte and Tynjälä,
2005).
Online education does not constitute a threat to company
revenues or branding. Using MOOCs for employee development
provides enormous benefits including accessibility,
affordability and specific training. The specific training
allows collaborations to develop employees’ skills and
possibly gain competitive edge. Moreover companies need every
tool to grow in a competitive global marketplace.

6. Possible Future Trends
Finding answers:
Data Security

Measurability of applicability & outcome
Global applicability for company context
Legal framework
E-learning, new forms of IT-solutions and social media
platforms have fundamentally changed the way the world thinks
about learning today. Especially in the last couple of years,
it has become clear that e-learning offers much more than just
simple e-papers and online testing tools. Learning management
systems (LMS) are powerful environments that allow
participants to achieve the required content in different
forms, at different pace and intensity. Therefore, it can be
said that such technologies are tools to show best practices
for living sensitivity and adaptability. It is not just the
single use of these methods; it’s the combination of face-toface training, online tutoring and group learning via Facebook
etc., just to name a few possible fields of application.
This ‘almost’ new learning concept actively asks for the
participant’s input, meaning that the learner develops
knowledge through visual and auditory input, and furthermore,
applies the knowledge to solve given tasks in a specific
setting. On an intercultural level this means that it is
possible to give the participant a deep understanding of the
culturally flavoured topic first, and later give the learner
the opportunity to put into practice the newly achieved
knowledge. This memorization process may be the ‘birthplace’
of intercultural knowledge, which will lead to intercultural
competence and sensitivity.
An important aspect of today’s education should definitely lie
in the creation of interculturally sensitive learning
materials. Content should give pupils the opportunity to
develop skills in intercultural competence. These skills
should form
“…knowledge and understanding of diversity, social justice and
equality, globalization, peace and conflict skills, critical
thinking, ability to challenge injustice and inequalities,

ability to argue effectively, cooperation and conflict
resolution skills, autonomous learning, ability to make
informed choices, values and attitudes, sense of identity and
self-esteem, tolerance, solidarity, empathy.” (Sercu, 2002)
So the responsibility for generating material, including these
intercultural aspects, lies in the hands of the textbook
authors and the policy makers behind, “…helping to translate
the general educational principles into concrete suggestions
for cultural sensitive teaching-and-learning materials:
cultures and individuals; us and them; language usage; context
and topic; integration; division of roles; power and racism;
learn how to learn critically.” (Karastateva, 2004).
Intercultural Education can be seen as the natural reply to
the previous efforts in trying to achieve qualitative
education for all humans. It is much more than a simple
political statement.
Education can be seen as one of the very fundamental elements
of human rights, as it is written in the Universal Declaration
of Human Rights (1948):
“Education shall be directed to the full development of the
human personality and to the strengthening of respect for
human rights and fundamental freedoms. It shall promote
understanding, tolerance and friendship among all nations,
racial or religious groups, and shall further the activities
of the United Nations for the maintenance of peace.”
Learning materials also have the function of showing a clear
and honest picture of the history of more than a single
culture. Therefore, it is important to allow curricula to
teach different versions of the ‘same’ historical event and to
give a clear picture of the different traditions and where
they come from. By doing so, the content actually allows
pupils to form their own base of knowledge and it shows how
intertwined we humans really are. By implementing various
different perspectives, it is possible to ease the phenomena

of stereotyping in certain areas and to exchange them for a
deeper understanding of cultural differences.
In summary, it can be said that learning environments have
already changed immensely and will continue to do so in the
future as more and more new learning possibilities are
arising. Learning is moving from a simple series of corporate
programs to an “environment” and an “experience”, where the
employees are highly motivated to further educate themselves
and no longer need the push of the employers. In addition, the
focus is not only placed on internal trainings, but also
includes external trainings (Global Human Capital Trends 2016,
2016).

7. Conclusion
Knowledge can be seen as a key success factor for any company.
Internet technologies have brought many possibilities for
easing the transfer of know-how and made it possible to access
knowledge anywhere and at any time. MOOCs are in essence a
restatement of online learning environments that have been in
use for some time. What is new is the numbers of participants,
being asynchronous, and the fact that the format concentrates
on short form videos, automated or peer/self– assessment, case
studies, problem-based scenarios, forums and ultimately open
content from a representation of the world’s leading HEIs.
This review demonstrates that there are various opportunities
to apply MOOCs in a corporate context. The most obvious
possibilities are in training and HRD or in customer training.
Some of these tools can only be used reasonably when MOOCs are
self-produced, others can easily be implemented with external
MOOCs. The fields of application as well as the company’s
decision regarding self-producing the MOOC or using external
MOOCs, depends on the available resources, the already
existing training structure and on the willingness of the
responsible persons to try new ways of learning. At the moment

many companies still prefer the use of MOOCs as a
complementary tool and in addition to traditional trainings.
According to McPherson & Bacow (2015), the interest in blended
or hybrid concepts, so the combination of traditional face-toface trainings with online courses, is growing (138).
However, MOOCs still face some challenges regarding the design
of the courses and some questions still need to be addressed,
such as whether MOOCs could replace traditional education at
universities in all of its facets of personal development.
Another big challenge is also present from the employee’s
side. Many employees are still sceptical concerning e-learning
and prefer the personal contact in traditional trainings. Once
the employees are convinced that e-learning can indeed have
benefits for them, that it can improve the learning
environment in general and increase the compatibility of
further education with social needs, the learners will accept
online learning and will be more satisfied with this new
training method (Lee et al., 2012, p. 404).
MOOCs have indeed a considerable chance to change the current
learning environments in companies and they can have a
remarkable impact on various areas in a company, not only in
the HRD. There cannot be a uniform suggestion that MOOCs are
the ultimate solution for all companies; this depends on
various factors. Therefore, it can only be suggested that
every company should weigh the opportunities and challenges
and at least give MOOCs a try. Whatever the outcome is, the
nature of higher education will have changed as a result of
this new phenomenon.

8.
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AVL is the world’s largest independent company for the
development of powertrain systems with internal combustion
engines as well as instrumentation and test systems.

8.1. AVLs areas of business
AVL is an expert partner to the global automotive and mobility
industry for the development of innovative powertrain systems.
From diesel engines to electric drives, from alternative fuels
to control software, from transmissions to batteries, we have
been working in partnership with companies all over the world
for more than 60 years. Unique synergies with AVL
Instrumentation and Test Systems and AVL Advanced Simulation
Technologies enable the development of highly creative, mature
and application-specific solutions for our customers in order
that they meet their future market challenges.
The need for CO2 reduction, the increasing complexity of new
powertrain systems, and a requirement to achieve the highest
possible level of process efficiency – along with the need to
quickly launch new models – are some of the key challenges
facing the automotive industry now and for the foreseeable
future. (AVL, 2016)

8.2. Values
Tomorrow’s challenges require complex, resource intensive and
timely solutions.
AVL is committed to turning pioneer achievements into world
class products and processes:
Co-operation with the world’s top university research
departments
In-house research in basic phenomena
Advanced tools for a more integrated development process
A worldwide network of engineers and scientific experts
with individual strengths and cultural diversity

8.3. Customer & Staff Training
Skills

Management

combined

with

Product

Training

and

Technology Seminars enable our customers to achieve a thorough
knowledge of automotive test systems. High-quality,
professional training classes at customer site or at AVL
Training Centers provide first-class knowledge for competent,
safe and reliable operation and the best utilization of test
systems. AVL training courses are carried out by our specially
qualified, professional trainers.

8.4. AVL Approach

Figure 3: HR Activities (AVL, 2016)
Organizational excellence is required in order to cope with
the competitive forces that the companies face today and also

in the future. The efforts to achieve such excellence through
a focus on learning, quality, teamwork, and reengineering are
driven by the way Human Resource (HR) departments get things
done and how they treat their people.
HR is undergoing an extreme makeover to deliver greater
business impact and drive HR and business innovation. It is
necessary to actively explore new approaches to learning and
development as they are confronted by increasing skills gaps.
A focus on leadership at all levels, coupled with consistent
year-over-year spending in this area, is key to building
sustainable performance and engaging employees in the new
world of work.
Development within a company may be seen as a holistic process
that empowers its staff to improve their personal, business
and technical skills in a knowledge but also experience based
way. Development activities are a combined effort of the
company on the one side and every individual employee on the
other side in order to bring out every employees’ potential
and capabilities needed for fulfilling the company’s goals and
for personal growing at the same time.
Training comprises all forms of acquiring know-how and
experience – face-to-face, e-learning, on the job-training,
mentoring etc. Whilst the focus of training activities is on
the job that an individual currently holds, a holistic
approach is used whenever it is possible to prepare staff for
the changing conditions in a project-driven environment. All
training is needs and skills based. The individual needs are
defined in the performance review talks that each employee
conducts with his/her line manager on an annual basis. Usually
training programs for key functions in the areas of project
and product management, sales, service and line management are
used as well as several joint ventures with Universities or
other Higher Education Institutions (HEIs). Altogether,
companies and especially global corporations run very

professional internal education institutions that often even
reach the complexity of a public education institute.

8.5. Skills Assessment
AVL provides an objective and independent skills assessment
for staff members who are responsible for powertrain/vehicle
testing and development. The current knowledge of the staff is
considered as a basis to further develop required skills
according to the job functions in modern test labs. The result
of the skills assessment draws a picture about the efficiency
of the whole team and leads automatically into an education
plan for each staff member, thus providing valuable input for
human resource planning.
The program is based on and carried out with the well-proven
AVL method AVL ASSET which includes the following steps:
Analyses of the installed testing equipment with the
related applications and the personnel structure of the
staff.
Skills matrix definition for the staff members:
functions / job profiles / required skills.
Skills assessment of every relevant staff member to
evaluate current skills.
Education plan formulation for every staff member based
on a delta analysis comparing current skill levels
required and skill profiles.
Training activities tailored according to education
plan.
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