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Employee learning and development in
virtual HRD: focusing on MOOCs in the
workplace

Sunyoung Park, Shinhee Jeong and Boreum Ju

Abstract

Purpose – The purpose of this paper is to explore the potential of using massive open online courses
(MOOCs) for employee learning and development in organizational settings by reviewing the literature and
examining several cases from a virtual human resource development (HRD) perspective.
Design/methodology/approach – To collect information on MOOCs in the workplace, the authors
reviewed peer- and non-peer-reviewed articles, book chapters, books, white papers, corporate websites
and blogs, and business magazines published between 2008 and 2018.
Findings – A total of 18 cases were summarized to present the use of MOOCs in organizational settings for
training and development, organizational development, career development, and professional development.
For a more in-depth review, three cases were selected and the details were introduced in terms of context,
process/progress, and outcomes: McAfee, Rabobank, and Library and Information Science.
Practical implications – When organizations decide to use MOOCs for their employee development and
learning, practitioners could also establish the selection criteria of MOOCs for specific purposes based on
their organizational contexts by assessing the effectiveness of existing MOOC programs.
Originality/value – This study highlights the use of MOOCs in organizations to examine their potential as a
support tool for virtual HRD to facilitate employee learning and development in the workplace.

Keywords Employee learning and development, Massive open online courses (MOOCs), Virtual HRD

Paper type Conceptual paper

ince technology has become a prevalent influence in every field, in society, and in
everyday lives, scholars in human resource development (HRD) have discussed the
effects and roles of technology in the field (Githens et al., 2008; Li, 2016; Russ-Eft

et al., 2014). In particular, virtual HRD has garnered attention from scholars in the field since it has
helped solve individual and organizational issues by incorporating technology into HRD functions
(Bennett, 2009). For instance, 17 articles regarding virtual HRD were published in Advances in
Developing Human Resources in 2010 and 2014. In a keyword network analysis of articles
published in the four HRD journals from 2006 to 2015, virtual HRD was one of 27 major
keywords in HRD research (Chae et al., 2017). Some of these articles have introduced the
benefits of virtual environments to enhance organizational learning and advance research
through practice in HRD (Li et al., 2011; Short, 2013).
Learning mediated by technology is a critical dimension of using technology in the workplace
from an HRD standpoint (Benson et al., 2002) considering that learning and development are
core components of the features and functions of HRD (McGuire and Cseh, 2006; McLagan,
1989). In the same vein, virtual HRD emphasizes utilizing technologically integrative environments
to enhance learning capacity and opportunities to solve problems and issues at the individual,
group, and organizational levels in the whole organization (Bennett, 2009; McWhorter, 2010).
In addition, virtual HRD strongly facilitates informal learning because we can amass infinite shared
information and communication through technology (Bennett and McWhorter, 2014).
An emerging source of virtual information is massive open online courses (MOOCs) that are
offered for free to anyone who wishes to enroll.
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Since the fundamental aspect of virtual HRD is learning and social interaction within a
technologically mediated environment (Bennett, 2006), MOOCs can be a tool to implement virtual
HRD to support employee learning in organizational settings. The strongest advantage of MOOCs
is that they provide high-quality education to a larger group of participants through the internet and
other technologies, and learning is not restricted to a particular time and place (Shapiro et al., 2017).
Since MOOCs were introduced in 2008 (Downes, 2008), scholars have discussed the benefits and
potential uses of MOOCs in education, specifically from higher education and lifelong learning
perspectives (e.g. Andreatos, 2015; Evans et al., 2016; Sandeen, 2013).

Although studies have reported various benefits and potential uses of MOOCs, most studies
have primarily focused only on higher education (e.g. Andreatos, 2015; Evans et al., 2016;
Sandeen, 2013; Shapiro et al., 2017). Few studies have empirically examined the influence of
MOOCs in organizational settings. Although several scholars have discussed using MOOCs in
corporate training and workplace learning (Dodson et al., 2015; Egloffstein and Ifenthaler, 2017;
Savino, 2014), the discussion has not included diverse cases on how to use MOOCs in
organizations by reflecting on HRD perspectives. More specifically, more research is needed to
examine how MOOCs affect employee learning and development in the workplace because
learning and development act as a strategic intervention to solve performance problems and
improve performance at the individual and organizational levels in HRD (Ruona, 2001).

In this paper, we attempt to focus on MOOCs in organizations to determine their potential as a
support tool for virtual HRD to facilitate employee learning and development in the workplace.
This study encourages organizations and practitioners to take a more proactive and supportive
role in using MOOCs in organizations based on their purposes and contexts. In addition, this
study is intended to stimulate scholars to conduct further research on MOOCs to enhance
employee learning and development in organizational settings. Therefore, the purpose of this
study is to explore the potential uses of MOOCs for employee learning and development in
organizational settings by reviewing the current literature and examining various cases from a
virtual HRD perspective. The research questions guiding the study are:

RQ1. What do virtual HRD studies reveal about employee learning in the workplace?

RQ2. What research has been conducted on MOOCs in organizational contexts?

RQ3. How have MOOCs been used for employee learning and development?

This study starts with a review of the concept of virtual HRD and an understanding of employee
learning from a virtual HRD perspective. In addition, we describe the features of MOOCs and
the state of research on MOOCs in the workplace. We introduce diverse cases where MOOCs
have been used in organizational settings and then do an in-depth review of three cases in terms
of context, process/progress, and outcomes. Finally, we discuss the uses and potential uses
of MOOCs in organizations, offer implications for research and practice, and suggest
recommendations for future research.

Methods

We searched multiple databases for previous studies related to our scope including Google
Scholar, Academic Search Complete, and Business Source Complete. We searched using the
following key terms and mixed terms within the title or keywords: “virtual HRD,” “massive open
online courses,” “MOOCs,” “case study,” “workplace learning,” “corporate training,” “technology,”
and “e-learning.” To discover cases of MOOCs that have been used in the workplace, we also
conducted a general search through Google with the same keywords and terms.

Based on the findings from the databases, we selected and reviewed studies and documents on
virtual HRD and MOOCs related to our study with the following inclusion criteria: peer-reviewed
scholarly articles; studies grounded in comprehensive literature reviews or empirical research on
learning in virtual HRD and MOOCs; studies, cases, news articles, magazines, technical reports,
white papers, and blog records that focused on MOOCs in organizational settings; and studies
and cases published between 2008 and 2017 because the termMOOCs was introduced in 2008
(Downes, 2008). As a result, we identified and reviewed 38 studies and 18 case articles for our
final review.
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Employee learning in virtual HRD

Technology is deeply embedded in our daily lives. Rapid technological advancements have
transformed our lives within just the last few decades, including our personal and professional
lives as well as the workplace environment. Instead of traditional, face-to-face interactions, it is
commonplace to see people engage in global communication, connections, and collaboration
with each other because of technology-enabled, virtual environments (Yelon, 2006). In
addition, internet use at work has expanded from simple e-mails to being an important tool for
problem-solving to complete one’s job tasks (Horrigan and Rainie, 2002). These changes
will accelerate even more as the millennial generation, characterized as tech-savvy, enters
the workforce.

Responding to these paradigm shifts driven by technology in the workplace, the field of HRD
has put substantial effort into reshaping and expanding its boundaries and horizons, and has
looked for ways to facilitate and maximize development and learning opportunities within a
technology-mediated environment (McWhorter, 2010). Thus, a new construct, virtual HRD, has
emerged to conceptualize this phenomenon and open an area of inquiry (Bennett and
McWhorter, 2014).

One of the most frequently used definitions of virtual HRD is a “media-rich and culturally
relevant web environment that strategically improves expertise, performance, innovation, and
community-building through formal and informal learning” (Bennett, 2009, p. 364). Her
definition was derived from an empirical study (Bennett, 2006) that examined how
organizational culture and change are embedded in a corporation’s intranet where
considerable knowledge is created and distributed. McWhorter (2011) stated that virtual
HRD refers to “the process of utilizing technologically integrative environments for increasing
learning capacity and optimizing individual, group, community, work process, and
organizational system performance” (p. 3). Taken together, virtual HRD spotlights the virtual
environment in which HRD processes operate, with an aim to create strategic, systematic
synergy for workplace learning, performance enhancement, and organizational development
and change (Benson et al., 2002; Yoon and Lim, 2010). Furthermore, studies have emphasized
that virtual HRD should be incorporated as a subset of larger virtual human resource (HR)
systems that are strategically interconnected and integrated with virtual HRM to promote a
healthy ecology (Bennett and Bierema, 2010).

The definitions of virtual HRD reveal that learning and social interaction within a virtual
environment are positioned as the fundamental aspect of virtual HRD, and the scope is not limited
to individual learning but also includes collective, organizational learning (Bennett, 2006). Virtual
HRD supports both formal and informal learning activities. To maximize the effectiveness of
competence and knowledge development, both informal learning and formal learning activities
are often considered when designing learning opportunities in the workplace (Svensson et al.,
2004). Not surprisingly, workplace learning is increasingly becoming an internet-based activity
(Benson et al., 2002).

A web-based learning environment has unique challenges and capabilities in both formal and
informal learning in the workplace. First, instructional design (e.g. the ADDIE model) should be
considered to accommodate web-based learning (Lee et al., 2002). For example, at the analysis
stage, a technology analysis should be added, such as an assessment of learners’ skills with
web-based tools and technologies. At the design and development stages, learning objectives
should be aligned and trainers should consider the interface design, determine the courseware,
and use proper tools to develop learner-friendly content in various formats, such as graphics,
texts, and audio presentations. Second, new roles and competencies are required of trainers. In
this new environment, trainers are expected to become electronic facilitators throughout the
learning process who have a wide range of expertise using technology, technology management,
media production, and graphic design. Yoon and Lim (2010) also argued that IT enabled virtual
learning has shifted the fundamental role of HRD professionals from “experts of learning and
development to work solution partners leading the creation of a smart organization” (p. 716).

The third capability is that the power of internet-based technologies has greatly widened
employees’ opportunities for informal learning (Dennen and Wang, 2002). Informal learning is highly
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embedded in everyday working activities and social interactions (Marsick, 2009). The relevant
activities include asking questions, searching the internet, scanning professional magazines and
journals, asking for feedback, and observing others (Clarke, 2004; Lohman, 2006). Web-based
tools (e.g. social networking sites, bulletin boards) enable workers to be connected to others who
might have solutions for their work-related problems and to exchange information and knowledge,
often regardless of distance and time. Various IT tools have also been developed to facilitate
multiple forms of informal learning such as virtual mentoring and virtual community of practice.
In this sense, virtual HRD is likely to be more aligned with informal learning than formal learning
because of the vast amount of available information and communication through technology
(Bennett and McWhorter, 2014). The full potential of the internet to support informal learning is yet
to be realized (Benson et al., 2002).

MOOCs

MOOCs, coined in 2008 by Dave Cormier and Bryan Alexander (Parr, 2013), are online
courses that are free or low cost and open to all (Beigi et al., 2015; Egloffstein and
Ifenthaler, 2017). The first MOOC (Connectivism and Connective Knowledge) was provided by
Stephen Downes and George Siemens through the University of Manitoba, Canada
(Marques, 2013).

MOOCs take advantage of computer technology to educate masses of students conveniently and
efficiently (Fischer, 2014). They typically include videos, written text, homework, and quizzes; MOOCs
also provide a forum in which instructors and students can actively interact (Andreatos, 2015).
The original MOOCs were available without charge or prerequisites, enabling lifelong education
(Sandeen, 2013). This novel educational framework has benefited students by accelerating their
college education and lowering the cost (Radford et al., 2015), so their popularity has spread quickly
around the world (Beigi et al., 2015).

As greater consideration has been given to the role MOOCs in the corporate world (Dodson et al.,
2015), MOOC providers have sought more information about the potential market (Radford et al.,
2014). HR professionals have suggested that MOOCs can provide the means to meet diverse
organizational needs in a variety of formats that are pertinent and cost-effective (Egloffstein and
Ifenthaler, 2017). Free (or low cost) training solutions are attractive (Andreatos, 2015), particularly
for small and medium enterprises with limited budgets. Thus, managers and HR specialists are
increasingly using MOOCs for professional development (PD).

Enterprises adopt MOOCs to provide their employees with the most valuable skills for their jobs
(Andreatos, 2015) through creative, interactive formats that can make PD more efficient
(Savino, 2014). Karnouskos and Holmlund (2014) revealed that MOOCs in the workplace can
have a positive impact on job competency and innovation. Radford et al. (2014) found that
although only 31 percent of the surveyed employers had heard of MOOCs, once they
understood what they were, they had a positive attitude toward job candidates who had
taken a MOOC.

Cases: MOOCs in the workplace

In this section, we introduce MOOC cases in organization settings. A total of 18 cases were
summarized including the company name, country, industry, the purpose of using MOOCs, and the
HRD areas based on the purpose of using MOOCs in each organization (see Table I).
The HRD areas were categorized into training and development (T&D), organization development
(OD), career development (CD), and PD. The 18 cases could also be divided into T&D (10 cases), OD
(3 cases), CD (8 cases), and PD (8 cases). In terms of the location of headquarters, nine companies
are in the USA and three are in Germany. Regarding industry, eight companies are in technology-
related fields and four are in finance.

For a more in-depth review, three cases were selected and the details were introduced in terms of
context, process/progress, and outcomes: McAfee, Rabobank, and Library and Information
Science (LIS).
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Case A: McAfee

Context. McAfee is a computer security firm established in 1989 in the USA and headquartered in
Santa Clara, CA. In August of 2010, the computer-chip giant Intel bought McAfee for $7.7 billion
to address computer security problems and to increase its profits (Kingsley-Hughes, 2010).
There was an immediate need for McAfee to train employees regarding the merger.
However, on-board training typically has inherent problems. First, a “sales training course”
takes over 120 hours, including 40 hours pre-work, 5 days on-site training, and post-work, which
is done at home. Second, many new employees drop out before completing the training.
Third, on-boarding training is not a good fit for all new hires, since they learn at different speeds
(Baines, 2015; Nielson, 2015). To solve these training problems, McAfee initiated MOOCs.

Process/progress. McAfee launched an entry-employee training MOOC named “Flipping the
Classroom,”which represented a concept shift from instructor-focused training to learning-focused
training. As the name implies, much of the learning is not in lecture-based classes, but done
through discussion and exploring course resources. The employees dove into the course materials,
and then reviewed it with other workers and the instructor. This allowed them to study the course
texts on their own time and then bring questions to discussions and activities held during on-site
training times (Meister, 2013).

Outcomes. There were two key benefits for McAfee from the MOOC-based on-boarding training.
First, this training program reduced McAfee’s training time compared to its previous format,
and it fit the employees’ own schedules better. Second, MOOC-based training resulted in
more lucrative sales, contributing an additional $500,000 each year to McAfee’s bottom line
(Baines, 2015; Meister, 2013).

Table I Case summary: MOOCs used in organizational settings

Case Company Country Industry The purpose of using MOOCs
HRD
areas Author (year)

1 Adidas German Sportswear To help leaders become actively involved in diverse
learning activities

PD, CD Meister (2014)

2 Axis Bank India Finance To manage talent as part of a performance management
system

T&D, OD Anand (2016)

3 Bank of America USA Finance To provide customers and prospects with financial literacy
lessons

PD, CD Bersin (2013)

4 Deutsche Telekom German IT To offer social learning and collaborative development T&D Deutsche
Telekom (2018)

5 Google USA IT To train employees/public in skills they perceive to be in
high demand

PD, CD Chapple (2013)

6 JLT UK Finance To develop employees’ skills T&D McGuire (2013)
7 L’Oréal France Cosmetics To create a learning community; develop job skills; and

advance their careers for managers
T&D, CD Badia (2015)

8 McAfee USA IT To train newly hired employees for sales T&D Meister (2013)
9 Microsoft USA IT To train the salesforce in a minimum amount of time T&D, OD Fourrage (2015)
10 Rabobank The Netherlands Finance To assist customers and build a strong relationship with

them
T&D, OD Willemsen

11 Telus Canada IT To train employees T&D Nielson (2013)
12 Tenaris Luxembourg Manufacture To train employees effectively and efficiently T&D Franceschin

(2016)
13 Yahoo USA IT To develop employees’ technology skills PD Meister (2013)
14 1-800-Flowers USA Flower To expand the network of independent florists PD, CD Bersin (2013)
15 Aquent Gymnasium USA Staffing To reduce gaps for creative-industry specialists PD, CD Grant (2014)
16 Library and

Information Science
USA Information

science
To adopt and explore technology in learning environments PD, CD Stephens

(2013)
17 The Muse USA Job search To provide job seekers with skill-related training and

development
PD, CD Nielson (2014)

18 SAP German Software To teach mobile and data technologies T&D Chung (2014)

Notes: T&D, training and development; OD, organization development; CD, career development; PD, professional development. Cases 14-18 are
related to the whole industry not a specific organization
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Case B: Rabobank

Context. Rabobank, headquartered in Utrecht, is the second largest multinational bank in the
Netherlands. The company explored how to provide a differentiated, unique experience and
service to their customers, especially for entrepreneurs and business owners. Although the
company had accumulated broad knowledge and expertise with a worldwide network that can
support entrepreneurs who wish to do business internationally, it was not the first priority for the
point of contact for entrepreneurs who needed help.

Process/progress. Rabobank teamed up with GITP, a HR development consulting firm, and
developed the Masterclass on International Business using the MOOC platform. The course was
designed to inspire and support entrepreneurs with international ambitions and give practical
guidance for them to be successful abroad. It dealt with topics such as local settlement, market
entry, market exploration, and culture. Eachmodule was assigned to an e-coach who guided and
helped the participants with video messages. The course was organized in such a way that
entrepreneurs could interact and learn from each other, and share tips and experiences of
co-entrepreneurs and network partners. The participants also had opportunities to select peers
who were active in a specific country or sector.

Outcomes. A total of 2,700 participants gave the course an 8 out of 10 rating for satisfaction.
Using the MOOC as a content marketing tool, Rabobank was able to show that the company
had an extensive and wide range of information and knowledge in international business with
highly qualified, experienced experts. The MOOC also enabled the company to establish
strong, improved contacts and relationships with the entrepreneurs and attract new customers
(Willemsen, 2018a, b).

Case C: LIS

Context. Stephens (2013) introduced the use of MOOCs for PD in the field of LIS. In the LIS field,
professionals explore and adopt rapidly developing technology in learning environments and take
the initiative to stay abreast of technological developments, often by attending workshops and
conferences. Because of this characteristic, a MOOC was launched to explore the technology
usage and behavior of LIS professionals.

Process/progress. In September 2013, Michael Stephen and Kyle Johns offered the Hyperlinked
Library MOOC Pilot (#hyperlibMOOC), which was a “sandbox” for LIS professionals to design and
teach MOOCs. The concept had emerged in the Summer of 2013 from Stephen’s online graduate
course, “The Hyperlinked Library,” at San Jose State University’s School of LIS. That Fall, around
400 LIS professionals had the opportunity to experience the new MOOC as a non-credit and free
course, which included presentations and assignments. Participants took on one of three roles:
learner, connector, or collaborator. Learners actively learned and participated in the class activities.
Connectors facilitated the learners in their work. Some collaborators helped the learners, while
others were troubleshooters. “Badges” were awarded to encourage completion of the course.

Outcomes. The results from the pilot course gave the perception that non-credit, free MOOCs
were promising in terms of enhancing PD. Despite these positive results, there is a need for
further evaluation of the use of MOOCs in corporate settings and of participant feedback.

Discussion

This study attempted to explore the potential and benefits of MOOCs for employee learning and
development in organizational settings by closely examining 18 cases that have used MOOCs to
train their employees. These cases revealed that MOOCs can be used for multiple purposes
in organizations, including T&D, OD, CD, and PD. In particular, three companies created desirable
outcomes (e.g. enhancing employees’ satisfaction, improving job performance and business
outcomes, or reducing training costs) after adopting MOOCs.

Given the success of MOOCs in educational settings, the uses and potential of MOOCs have
been discussed extensively for T&D purposes in corporate settings (Beigi et al., 2015). As shown
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in this case study, several large companies have enjoyed the benefits of MOOCs in T&D-related
fields because of the ability of MOOCs to reach out to a large number of employees around the
world. This capability was previously unavailable, but MOOCs have allowed employees to access
cost-effective, world-class education (Billsberry, 2013).

Our study also revealed that the opportunities of MOOCs are not limited to only T&D, but also
include other important arenas of HRD such as OD and CD. For example, Microsoft utilized
MOOCs to facilitate transformative organizational changes when the CEO initiated innovations for
its corporate business models and strategies. Axis Bank took advantage of MOOCs to overcome
employee retention challenges and for talent management. Rabobank was also able to
disseminate corporate knowledge and expertise to the public and build a strong relationship with
their customers through MOOCs. In addition, Aquent Gymnasium, a global staffing company,
showed howMOOCs can help job seekers benefit from CD by increasing their creative and digital
skills. Through the Aquent Gymnasium service, applicants, especially applicants for junior-level
positions, who completed the MOOC could create professional and elaborate resumes. Virtual
learning and technologies have also increased the possibility of improving organizational
effectiveness since they allow employees to share and access knowledge and others’ expertise
(Yoon and Lim, 2010).

More importantly, our case study is imperative for understanding the ecological perspective that
can lead to a successful experience of introducing MOOCs into the organization. In other words,
corporations should pay attention to the interconnection of MOOCs with their current
organizational systems to generate dynamic harmony and synergy to help them work together
(Bennett and Bierema, 2010). Yoon and Lim (2010) also emphasized that to maximize the
benefits of virtual learning and technologies, they should be strategically integrated with the
organizational systems, considering organizational competency and talent, maturity, and
technology adoption plans. For example, Axis Bank aligned its use of MOOCs with the corporate
talent management system and performance management system. Tenaris recognized that just
providing formal training programs was not enough to develop the workforce and redefine its
training model to create strong bonds with HR processes (Urman, 2017). Fourrage (2015) also
reported that the secret of success of corporate MOOCs at Microsoft was sophisticated design
and alignment of MOOCs with the corporate context and business plans, which enhanced
employees’ motivation and engagement.

Implications for research and practices

This study highlights the use of MOOCs in organizations to examine their potential as a support
tool for virtual HRD to facilitate employee learning and development in the workplace.
By examining multiple cases related to the use of MOOCs in organizational settings, this study
reveals that MOOCs can be an intervention that enhance employee learning and solve
performance issues related to T&D, OD, and CD.

In addition, this study introduces 18 MOOC cases in the workplace and analyzes three
cases in depth from an HRD standpoint. Since Beigi et al. (2015) introduced the potential of
MOOCs to HRD academia in Human Resource Development International, there has been
little scholarly research on MOOCs in HRD publications. By enriching the literature on
MOOCs, this study can play an initial role in highlighting the need for HRD scholars and
researchers to explore diverse aspects of MOOCs in HRD, particularly aspects related to virtual
and technology-based environments.

From the review and findings of this study, HRD practitioners could collaborate with organizations
and supervisors to prepare for greater use of MOOCs to improve employee motivation and
attitudes toward T&D. By garnering support and useful sources related to using MOOCs, the
practitioners could provide more developmental opportunities that meet employees’ needs and
expectations. In addition, the practitioners could provide best cases and examples of MOOCs for
employees to demonstrate how MOOCs can be effectively applied to improve their knowledge
and skills.

When organizations decide to use existing MOOCs for their employee development and learning
(rather than establishing and creating newMOOCs), practitioners could establish selection criteria

INDUSTRIAL AND COMMERCIAL TRAINING

D
ow

nl
oa

de
d 

by
 U

ni
ve

rs
ity

 o
f 

R
ea

di
ng

 A
t 1

3:
39

 0
8 

Ju
ne

 2
01

8 
(P

T
)



for MOOCs to assess the effectiveness of existing MOOC programs for specific purposes based
on their own organizational context. By conducting a comprehensive review of MOOC courses,
packages, and options, practitioners can see the benefits and challenges of specific MOOC
options, and compare them to determine the most appropriate MOOC options to meet
employees’ needs. Even if organizations create new MOOCs for their employees, reviewing and
evaluating existing MOOCs could provide practitioners with useful information on the features
and challenges of using MOOCs before designing and developing their own MOOCs.
Practitioners can also create integrated learning programs by combining the current development
programs and best MOOC packages.

Finally, practitioners could expand the roles and functions of MOOCs to facilitate the
organization’s development by connecting organizational goals and strategies with MOOCs.
Based on the organizational context, practitioners can use MOOCs as one intervention to
address issues and solve problems in the organization. Organizations can also use MOOCs to
improve their brand image, enhance customer service, and establish collaboration with partners
in other sectors and industries. For instance, organizations could develop MOOC programs in
partnership with public governments to provide educational opportunities and learning resources
for disadvantaged and minority groups in terms of corporate social responsibility.

Limitations and recommendations for future research

There are several limitations in this study. Above all, we focused on cases written in English that
were related to using MOOCs in organizational contexts. When we examined the cases, we
relied on information that was open to the public but we were unable to interview employees or
interested parties in each organization to obtain opinions about using MOOCs from an insider’s
standpoint. For these reasons, among the 18 cases, we chose to present the three
representative cases that provided greater details about the context, process, and outcomes.
In addition, we categorized the use of MOOCs in organizations into T&D, OD, CD, and PD from
an HRD perspective, which means that other purposes of using MOOCs might not have been
discussed such as building leadership pipelines, brand marketing, collaboration, and
innovation within or across organizations.

In future studies, MOOC cases could be explored beyond an organizational level for learning and
development. For instance, the International Monetary Fund has provided its training programs to
member country officials through MOOCs. The Indian and Korean Governments have
encouraged universities to incorporate the use of MOOCs to connect their higher education
systems with national workforce development. Further studies should include a variety of
purposes for using MOOCs in organizations such as corporate social responsibility, and
collaboration between industries, and between universities and corporations. By comparing
cases on MOOC user groups within the same affiliation in different countries and cultural
contexts, future studies could explore how cultural differences affect employees’ perceptions of
the use of MOOCs in organizations. Additionally, models and frameworks for using MOOCs in
corporate settings could be examined through in-depth analysis of more diverse cases,
interviews, and surveys of MOOCs in organizations.

References

Anand, N. (2016), “Axis Bank moves away from bell curve system”, available at: www.business-standard.
com/article/economy-policy/axis-bank-moves-away-from-bell-curve-system-116021700035_1.html
(accessed November 12, 2017).

Andreatos, A.S. (2015), “The use of MOOCs in the continuing education of individuals and organisations”,
in Mesquita, A. (Ed.), Furthering Higher Education Possibilities through Massive Open Online Courses,
IGI Global, Hershey, PA, pp. 49-79.

Badia, X.O. (2015), “MOOCs for employees training as an upcoming eLearning trend”, available at: https://
elearningindustry.com/moocs-for-employees-training-upcoming-elearning-trend (accessed November 15, 2017).

Baines, S. (2015), “Going big on training”, available at: www.orange-business.com/en/blogs/connecting-
technology/it-management/going-big-on-training (accessed November 12, 2017).

INDUSTRIAL AND COMMERCIAL TRAINING

D
ow

nl
oa

de
d 

by
 U

ni
ve

rs
ity

 o
f 

R
ea

di
ng

 A
t 1

3:
39

 0
8 

Ju
ne

 2
01

8 
(P

T
)

www.business-standard.com/article/economy-policy/axis-bank-moves-away-from-bell-curve-system-116021700035_1.html
www.business-standard.com/article/economy-policy/axis-bank-moves-away-from-bell-curve-system-116021700035_1.html
https://elearningindustry.com/moocs-for-employees-training-upcoming-elearning-trend
https://elearningindustry.com/moocs-for-employees-training-upcoming-elearning-trend
www.orange-business.com/en/blogs/connecting-technology/it-management/going-big-on-training
www.orange-business.com/en/blogs/connecting-technology/it-management/going-big-on-training
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.4018%2F978-1-4666-8279-5.ch003&citationId=p_2
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.4018%2F978-1-4666-8279-5.ch003&citationId=p_2


Beigi, M., Wang, J. and Shirmohammadi, M. (2015), “AHRD! Take the opportunity and pioneer vocational
MOOCs”, Human Resource Development International, Vol. 18 No. 2, pp. 203-12.

Bennett, E.E. (2006), “Organizational intranets and the transition to managing knowledge”, in Anandarajan, M.,
Teo, T. and Simmers, C. (Eds), The Internet and Transformation of the Workplace, M.E. Sharpe, Armonk, NY,
pp. 83-103.

Bennett, E.E. (2009), “Virtual HRD: the intersection of knowledge management, culture, and intranets”,
Advances in Developing Human Resources, Vol. 11 No. 3, pp. 362-74.

Bennett, E.E. and Bierema, L.L. (2010), “The ecology of virtual human resource development”, Advances in
Developing Human Resources, Vol. 12 No. 6, pp. 632-47.

Bennett, E.E. and McWhorter, R.R. (2014), “Virtual HRD”, in Chalofsky, N.E., Rocco, T.S. and Morris, M.L.
(Eds), Handbook of Human Resource Development, Wiley & Sons, Hoboken, NJ, pp. 567-89.

Benson, A.D., Johnson, S.D. and Kuchinke, K.P. (2002), “The use of technology in the digital workplace:
a framework for human resource development”, Advances in Developing Human Resources, Vol. 4 No. 4,
pp. 392-404.

Bersin, J. (2013), “The MOOC marketplace takes off”, available at: www.forbes.com/sites/joshbersin/2013/
11/30/the-mooc-marketplace-takes-off/#4d4c24be58a8 (accessed November 11, 2017).

Billsberry, J. (2013), “MOOCs: fad or revolution?”, Journal of Management Education, Vol. 37 No. 6,
pp. 739-46.

Chae, C., Kim, J. and Han, S.J. (2017), “Research trends in HRD (2006-2015): a keyword network analysis of
articles in AHRD journals”, The Korean Journal of Human Resource Development Quarterly, Vol. 19 No. 1,
pp. 99-127.

Chapple, C. (2013), “Google offers HTML5 dev course on Udacity”, available at: www.telekom.com/en/
company/human-resources/content/magenta-mooc-361206 (accessed November 13, 2017).

Chung, C. (2014), “SAP offers free product training to the world via open SAP MOOCs”, available at: www.
class-central.com/report/sap-offers-free-training-via-opensap-moocs/ (accessed November 15, 2017).

Clarke, N. (2004), “HRD and the challenges of assessing learning in the workplace”, International Journal of
Training and Development, Vol. 8 No. 2, pp. 140-56.

Dennen, V.P. and Wang, M. (2002), “The keyboard-based job coach: informal learning via the internet”,
Advances in Developing Human Resources, Vol. 4 No. 4, pp. 440-50.

Deutsche Telekom (2018), “Magenta MOOC: learning with and from each other”, available at: www.telekom.
com/en/company/human-resources/content/magenta-mooc-361206 (accessed January 15, 2018).

Dodson, M.N., Kitburi, K. and Berge, Z.L. (2015), “Possibilities for MOOCs in corporate training and
development”, Performance Improvement, Vol. 54 No. 10, pp. 14-21.

Downes, S. (2008), “Places to go: connectivism & connective knowledge”, Innovate: Journal of Online
Education, Vol. 5 No. 1, pp. 1-6.

Egloffstein, M. and Ifenthaler, D. (2017), “Employee perspectives on MOOCs for workplace learning”,
TechTrends, Vol. 61 No. 1, pp. 65-70.

Evans, B.J., Baker, R.B. and Dee, T.S. (2016), “Persistence patterns in massive open online courses
(MOOCs)”, The Journal of Higher Education, Vol. 87 No. 2, pp. 206-42.

Fischer, G. (2014), “Beyond hype and underestimation: identifying research challenges for the future of
MOOCs”, Distance Education, Vol. 35 No. 2, pp. 149-58.

Fourrage, L. (2015), “Cracking the successful corporate MOOC”, available at: https://trainingmag.com/
trgmag-article/cracking-successful-corporate-mooc (accessed November 12, 2017).

Franceschin, T. (2016), “Case study: how Tenaris University built a successful MOOC for employee training”,
available at: http://edu4.me/en/case-study-how-tenaris-university-built-a-successful-mooc-for-employee-
training/ (accessed November 12, 2017).

Githens, R.P., Dirani, K., Gitonga, J. and Teng, Y.-T. (2008), “Technology-related research in HRD publications:
an analysis of content and metaperspectives from 2000 to 2006”, Human Resource Development Quarterly,
Vol. 19 No. 3, pp. 191-215.

INDUSTRIAL AND COMMERCIAL TRAINING

D
ow

nl
oa

de
d 

by
 U

ni
ve

rs
ity

 o
f 

R
ea

di
ng

 A
t 1

3:
39

 0
8 

Ju
ne

 2
01

8 
(P

T
)

www.forbes.com/sites/joshbersin/2013/11/30/the-mooc-marketplace-takes-off/#4d4c24be58a8
www.forbes.com/sites/joshbersin/2013/11/30/the-mooc-marketplace-takes-off/#4d4c24be58a8
www.telekom.com/en/company/human-resources/content/magenta-mooc-361206
www.telekom.com/en/company/human-resources/content/magenta-mooc-361206
www.class-central.com/report/sap-offers-free-training-via-opensap-moocs/
www.class-central.com/report/sap-offers-free-training-via-opensap-moocs/
www.telekom.com/en/company/human-resources/content/magenta-mooc-361206
www.telekom.com/en/company/human-resources/content/magenta-mooc-361206
https://trainingmag.com/trgmag-article/cracking-successful-corporate-mooc
https://trainingmag.com/trgmag-article/cracking-successful-corporate-mooc
http://edu4.me/en/case-study-how-tenaris-university-built-a-successful-mooc-for-employee-training/
http://edu4.me/en/case-study-how-tenaris-university-built-a-successful-mooc-for-employee-training/
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1002%2Fpfi.21532&citationId=p_19
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1080%2F13678868.2014.978663&isi=000212761800007&citationId=p_5
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1080%2F01587919.2014.920752&isi=000340090500003&citationId=p_23
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1177%2F1052562913509226&citationId=p_12
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1002%2F9781118839881.ch33&citationId=p_9
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1111%2Fj.1468-2419.2004.00203.x&citationId=p_16
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1111%2Fj.1468-2419.2004.00203.x&citationId=p_16
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.18211%2Fkjhrdq.2017.19.1.004&citationId=p_13
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1177%2F152342202237521&citationId=p_17
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1007%2Fs11528-016-0127-3&citationId=p_21
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1177%2F152342202237518&citationId=p_10
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1177%2F1523422309339724&citationId=p_7
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1353%2Fjhe.2016.0006&isi=000370465800003&citationId=p_22
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1002%2Fhrdq.1236&isi=000207803600002&citationId=p_26
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1177%2F1523422310394789&citationId=p_8
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1177%2F1523422310394789&citationId=p_8


Grant, M.T. (2014), “UX fundamentals: a new course from Aquent gymnasium”, available at: https://aquent.
com/blog/ux-fundamentals-free-online-course (accessed November 15, 2017).

Horrigan, J.B. and Rainie, L. (2002), “Getting serious online”, ED462978, Pew Internet and American Life
Project, Washington, DC, available at: https://eric.ed.gov/?id=ED462978

Karnouskos, S. and Holmlund, M. (2014), “Impact of massive open online courses (MOOCs) on employee
competencies and innovation”, master thesis, Blekinge Institute of Technology, Karlskrona.

Kingsley-Hughes, A. (2010), “Why did Intel buy McAfee for $7.7 billion?”, available at: www.zdnet.com/article/
why-did-intel-buy-mcafee-for-7-7-billion/ (accessed November 12, 2017).

Lee, W.W., Owens, D.L. and Benson, A.D. (2002), “Design considerations for web-based learning systems”,
Advances in Developing Human Resources, Vol. 4 No. 4, pp. 405-23.

Li, J. (2016), “Technology advancement and the future of HRD research”, Human Resource Development
International, Vol. 19 No. 3, pp. 189-91.

Li, J., D’Souza, D. and Du, Y. (2011), “Exploring the contribution of virtual worlds to learning in organizations”,
Human Resource Development Review, Vol. 10 No. 3, pp. 264-85.

Lohman, M.C. (2006), “Factors influencing teachers’ engagement in informal learning activities”, Journal of
Workplace Learning, Vol. 18 No. 3, pp. 141-56.

McGuire, D. and Cseh, M. (2006), “The development of the field of HRD: a Delphi study”, Journal of European
Industrial Training, Vol. 30 No. 8, pp. 653-67.

McGuire, R. (2013), “Using MOOCs for employee development and organizational learning”, available at:
http://moocnewsandreviews.com/moocs-as-part-of-employee-development-and-organizational-learning-
strategy/ (accessed November 15, 2017).

McLagan, P.A. (1989), Models for HRD Practice, American Society for Training and Development,
Alexandria, VA.

McWhorter, R.R. (2010), “Exploring the emergence of virtual human resource development”, Advances in
Developing Human Resources, Vol. 12 No. 6, pp. 623-31.

Marques, J. (2013), “A short history of MOOCs and distance learning”, available at: http://
moocnewsandreviews.com/a-short-history-of-moocs-and-distance-learning/ (accessed November 12, 2017).

Marsick, V.J. (2009), “Toward a unifying framework to support informal learning theory, research and
practice”, Journal of Workplace Learning, Vol. 21 No. 4, pp. 265-75.

Meister, J. (2013), “How MOOCs will revolutionize corporate learning and development”, available at: www.
forbes.com/sites/jeannemeister/2013/08/13/how-moocs-will-revolutionize-corporate-learning-development/#
6a6f0c611255 (accessed November 12, 2017).

Meister, J. (2014), “A new way of working and learning: Adidas style”, available at: www.forbes.com/sites/
jeannemeister/2014/07/21/a-new-way-of-working-and-learning-adidas-style/#ed5b3362adcc (accessed
November 12, 2017).

Nielson, B. (2013), “MOOCs: from the classroom to the conference room”, available at: www.yourtrainingedge.
com/moocs-from-the-classroom-to-the-conference-room/ (accessed November 12, 2017).

Nielson, B. (2014), “How MOOCs are used in workplace”, available at: http://ezinearticles.com/?How-
MOOCs-Are-Used-in-Workplace-Training&id=8243057 (accessed November 12, 2017).

Nielson, B. (2015), “Using a MOOC for HiPo training”, available at: www.yourtrainingedge.com/using-a-
mooc-for-hipo-training/ (accessed November 12, 2017).

Parr, C. (2013), “MOOC creators criticise courses’ lack of creativity”, available at: www.timeshighereducation.
com/news/mooc-creators-criticise-courses-lack-of-creativity/2008180.article (accessed November 12, 2017).

Radford, A.W., Coningham, B. and Horn, L. (2015), “MOOCs: not just for college students – how
organizations can use MOOCs for professional development”, Employment Relations Today, Vol. 41 No. 4,
pp. 1-15.

Radford, A.W., Robles, J., Cataylo, S., Horn, L., Thornton, J. and Whitfield, K.E. (2014), “The employer
potential of MOOCs: a mixed-methods study of human resource professionals’ thinking on MOOCs”, The
International Review of Research in Open and Distributed Learning, Vol. 15 No. 5, available at: www.irrodl.org/
index.php/irrodl/article/view/1842

INDUSTRIAL AND COMMERCIAL TRAINING

D
ow

nl
oa

de
d 

by
 U

ni
ve

rs
ity

 o
f 

R
ea

di
ng

 A
t 1

3:
39

 0
8 

Ju
ne

 2
01

8 
(P

T
)

https://aquent.com/blog/ux-fundamentals-free-online-course
https://aquent.com/blog/ux-fundamentals-free-online-course
https://eric.ed.gov/?id=ED462978
www.zdnet.com/article/why-did-intel-buy-mcafee-for-7-7-billion/
www.zdnet.com/article/why-did-intel-buy-mcafee-for-7-7-billion/
http://moocnewsandreviews.com/moocs-as-part-of-employee-development-and-organizational-learning-strategy/
http://moocnewsandreviews.com/moocs-as-part-of-employee-development-and-organizational-learning-strategy/
http://moocnewsandreviews.com/a-short-history-of-moocs-and-distance-learning/
http://moocnewsandreviews.com/a-short-history-of-moocs-and-distance-learning/
www.forbes.com/sites/jeannemeister/2013/08/13/how-moocs-will-revolutionize-corporate-learning-development/#6a6f0c611255
www.forbes.com/sites/jeannemeister/2013/08/13/how-moocs-will-revolutionize-corporate-learning-development/#6a6f0c611255
www.forbes.com/sites/jeannemeister/2013/08/13/how-moocs-will-revolutionize-corporate-learning-development/#6a6f0c611255
www.forbes.com/sites/jeannemeister/2014/07/21/a-new-way-of-working-and-learning-adidas-style/#ed5b3362adcc
www.forbes.com/sites/jeannemeister/2014/07/21/a-new-way-of-working-and-learning-adidas-style/#ed5b3362adcc
www.yourtrainingedge.com/moocs-from-the-classroom-to-the-conference-room/
www.yourtrainingedge.com/moocs-from-the-classroom-to-the-conference-room/
http://ezinearticles.com/?How-MOOCs-Are-Used-in-Workplace-Training&#x00026;id=8243057
http://ezinearticles.com/?How-MOOCs-Are-Used-in-Workplace-Training&#x00026;id=8243057
www.yourtrainingedge.com/using-a-mooc-for-hipo-training/
www.yourtrainingedge.com/using-a-mooc-for-hipo-training/
www.timeshighereducation.com/news/mooc-creators-criticise-courses-lack-of-creativity/2008180.article
www.timeshighereducation.com/news/mooc-creators-criticise-courses-lack-of-creativity/2008180.article
www.irrodl.org/index.php/irrodl/article/view/1842
www.irrodl.org/index.php/irrodl/article/view/1842
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&system=10.1108%2F13665620610654577&citationId=p_34
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&system=10.1108%2F13665620610654577&citationId=p_34
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1177%2F1523422310395367&citationId=p_38
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1177%2F1523422310395367&citationId=p_38
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1177%2F152342202237519&citationId=p_31
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&system=10.1108%2F03090590610712304&citationId=p_35
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&system=10.1108%2F03090590610712304&citationId=p_35
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1080%2F13678868.2016.1181846&isi=000377695100001&citationId=p_32
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1080%2F13678868.2016.1181846&isi=000377695100001&citationId=p_32
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1002%2Fert.21469&citationId=p_47
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&system=10.1108%2F13665620910954184&citationId=p_40
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1177%2F1534484311406421&citationId=p_33
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.19173%2Firrodl.v15i5.1842&citationId=p_48
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.19173%2Firrodl.v15i5.1842&citationId=p_48


Ruona, W.E.A. (2001), “The foundational impact of the training within industry project on the
human resource development profession”, Advances in Developing Human Resources, Vol. 3 No. 2,
pp. 119-26.

Russ-Eft, D., Watkins, K.E., Marsick, V.J., Jacobs, R.L. and McLean, G.N. (2014), “What do the next 25 years
hold for HRD research in areas of our interest?”, Human Resource Development Quarterly, Vol. 25 No. 1,
pp. 5-27.

Sandeen, C. (2013), “Integrating MOOCS into traditional higher education: the emerging ‘MOOC 3.0’ era”,
Change, Vol. 45 No. 6, pp. 34-9.

Savino, D.M. (2014), “The impact of MOOCs on human resource training and development”, Journal of Higher
Education Theory and Practice, Vol. 14 No. 3, pp. 59-64.

Shapiro, H.B., Lee, C.H., Roth, N.E.W., Li, K., Çetinkaya-Rundel, M. and Canelas, D.A. (2017),
“Understanding the massive open online course (MOOC) student experience: an examination of attitudes,
motivations, and barriers”, Computers & Education, Vol. 110, pp. 35-50, available at: www.sciencedirect.
com/science/article/pii/S0360131517300519

Short, D.D. (2013), “Designing a 3D virtual HRD environment from a scholar-practitioner perspective”,
Advances in Developing Human Resources, Vol. 15 No. 3, pp. 270-83.

Stephens, M. (2013), “MOOCs for LIS professional development: exploring new transformative learning
environments and roles”, Internet Learning, Vol. 2 No. 2, pp. 2-18.

Svensson, L., Ellström, P.E. and Åberg, C. (2004), “Integrating formal and informal learning at work”, Journal
of Workplace Learning, Vol. 16 No. 8, pp. 479-91.

Urman, I. (2017), “Case study: the reinvention of Tenaris’ corporate university, available at: https://
trainingmag.com/case-study-reinvention-tenaris-corporate-university (accessed November 17, 2017).

Willemsen, W. (2018a), “Rabobank and GITP launchMOOC to make business owners successful”, available at:
www.anewspring.com/rabobank-and-gitp-launch-mooc-to-make-business-owners-successful/ (accessed
January 15, 2018).

Willemsen, W. (2018b), “Rabobank inspires customers with online masterclass international business”,
available at: https://gitp.nl/business-cases/rabobank (accessed January 15, 2018).

Yelon, S. (2006), “Face-to-face or online? Choosing the medium in blended training”, Performance
Improvement, Vol. 41 No. 4, pp. 26-36.

Yoon, S.W. and Lim, D.H. (2010), “Systemizing virtual learning and technologies by managing organizational
competency and talents”, Advances in Developing Human Resources, Vol. 12 No. 6, pp. 715-27.

Further reading

Bennett, E.E. (2014), “Introducing new perspectives on virtual human resource development”, Advances in
Developing Human Resources, Vol. 16 No. 3, pp. 263-80.

Bierema, L.L. and Hill, J.R. (2005), “Virtual mentoring and HRD”, Advances in Developing Human Resources,
Vol. 7 No. 4, pp. 556-68.

Fenwick, T. (2008), “Workplace learning: emerging trends and new perspectives”, New Directions for Adult
and Continuing Education, Vol. 2008 No. 119, pp. 17-26.

Guru, A. (2013), “MOOCs for enterprise: howMOOCs unlock the potential of corporate learning”, available at:
www.mindtickle.com/blog/moocs-for-enterprise-how-moocs-unlock-the-potential-of-corporate-learning/
(accessed November 12, 2017).

India Infoline (2016), “Axis bank teams up with Coursera to offer world-class learning programmes to its
employees”, available at: www.indiainfoline.com/article/news-business-wire-advertising/axis-bank-teams-
up-with-coursera-to-offer-world-class-learning-programmes-to-its-employees-116021700325_1.html
(accessed November 12, 2017).

McAfee History, available at: www.cybersecco.com/company/mcafee/history (accessed November 12, 2017).

Meister, J. (2015), “Tenaris university replaces in-person training with MOOCs, available at: http://moocs.
com/tenaris-university-moocs/ (accessed November 12, 2017).

INDUSTRIAL AND COMMERCIAL TRAINING

D
ow

nl
oa

de
d 

by
 U

ni
ve

rs
ity

 o
f 

R
ea

di
ng

 A
t 1

3:
39

 0
8 

Ju
ne

 2
01

8 
(P

T
)

www.sciencedirect.com/science/article/pii/S0360131517300519
www.sciencedirect.com/science/article/pii/S0360131517300519
https://trainingmag.com/case-study-reinvention-tenaris-corporate-university
https://trainingmag.com/case-study-reinvention-tenaris-corporate-university
www.anewspring.com/rabobank-and-gitp-launch-mooc-to-make-business-owners-successful/
https://gitp.nl/business-cases/rabobank
www.mindtickle.com/blog/moocs-for-enterprise-how-moocs-unlock-the-potential-of-corporate-learning/
www.indiainfoline.com/article/news-business-wire-advertising/axis-bank-teams-up-with-coursera-to-offer-world-class-learning-programmes-to-its-employees-116021700325_1.html
www.indiainfoline.com/article/news-business-wire-advertising/axis-bank-teams-up-with-coursera-to-offer-world-class-learning-programmes-to-its-employees-116021700325_1.html
www.cybersecco.com/company/mcafee/history
http://moocs.com/tenaris-university-moocs/
http://moocs.com/tenaris-university-moocs/
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&system=10.1108%2F13665620410566441&citationId=p_56
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&system=10.1108%2F13665620410566441&citationId=p_56
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1002%2Face.302&citationId=p_64
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1002%2Face.302&citationId=p_64
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1177%2F15234220122238274&citationId=p_49
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1016%2Fj.compedu.2017.03.003&isi=000401207300003&citationId=p_53
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1177%2F1523422310394795&citationId=p_61
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1002%2Fhrdq.21180&isi=000333041300002&citationId=p_50
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1177%2F1523422313487838&citationId=p_54
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1177%2F1523422314532091&citationId=p_62
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1177%2F1523422314532091&citationId=p_62
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1080%2F00091383.2013.842103&citationId=p_51
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1177%2F1523422305279688&citationId=p_63


Milligan, C. and Littlejohn, A. (2014), “Supporting professional learning in a massive open online course”,
The International Review of Research in Open and Distributed Learning, Vol. 15 No. 5, available at: www.
irrodl.org/index.php/irrodl/article/view/1855/3071?

Terras, M.M. and Ramsay, J. (2015), “Massive open online courses (MOOCs): insights and challenges from a
psychological perspective”, British Journal of Educational Technology, Vol. 46 No. 3, pp. 472-87.

Zhenghao, C., Alcorn, B., Christensen, G., Eriksson, N., Koller, D. and Emanuel, E. (2015), “Who’s benefiting
from MOOCs, and why”, Harvard Business Review, Vol. 22, available at: https://hbr.org/2015/09/whos-
benefiting-from-moocs-and-why

Corresponding author

Sunyoung Park can be contacted at: spark65@lsu.edu

For instructions on how to order reprints of this article, please visit our website:
www.emeraldgrouppublishing.com/licensing/reprints.htm
Or contact us for further details: permissions@emeraldinsight.com

INDUSTRIAL AND COMMERCIAL TRAINING

D
ow

nl
oa

de
d 

by
 U

ni
ve

rs
ity

 o
f 

R
ea

di
ng

 A
t 1

3:
39

 0
8 

Ju
ne

 2
01

8 
(P

T
)

www.irrodl.org/index.php/irrodl/article/view/1855/3071?
www.irrodl.org/index.php/irrodl/article/view/1855/3071?
https://hbr.org/2015/09/whos-benefiting-from-moocs-and-why
https://hbr.org/2015/09/whos-benefiting-from-moocs-and-why
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.19173%2Firrodl.v15i5.1855&citationId=p_69
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FICT-03-2018-0030&crossref=10.1111%2Fbjet.12274&isi=000354999900010&citationId=p_70

