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Abstract 
 
E-learning in organizations is gaining more attention as it can be a step forward in the 
competitive market. Businesses are more in need of skillful employees and at the same 
time employee turnover can have costs. Although the organizations are offering e-
learning systems, these systems are not being used as much as they should be. This 
research concerns continued use of e-learning system in the organizations. The purpose 
of the study is to understand the motivations for and the problems in the continued use of 
organizational e-learning. The case under study is a Telecommunication Company in Iran 
which is investing noticeably on the organizational e-learning. For this purpose, a 
qualitative research method was adopted and semi-structured interviews with 8 users of 
an organizational e-learning system were conducted to collect the data. The Data were 
analyzed and interpreted using codes and categories, based on the research questions and 
related literature. The result indicated some details about the motivations and barriers in 
the continued use of organizational e-learning system and it has implication for the 
Company under the study and other organizations which use or intend to use e-learning 
systems. 
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1 Introduction 
  
1.1 Introduction and Research Setting 
 
E-learning has become a trend in learning and education with the advancement of 
technology and more pervasive use of internet. This type of education and learning is 
getting more popular since it can overcome the time and place limitations with the new 
options it provides for the learners, at the same time as being cost effective (Jafari 
Navimipour, and Zareie, 2015, 476). Before the e-learning comes to play a role in 
education, the opportunity of benefiting from education abroad used to be more 
inaccessible and resource consuming. Now, e-learning has made it possible for the users 
to enjoy the service of educational centers far from the place they live and during the time 
of the day which is more at convenience for them. Although e-learning primarily concerns 
the educational settings, organizational settings can also benefit from the opportunity of 
e-learning along with their objectives. Technology advancement has made the need for 
the improvement of skillful employees in parallel with the technical advancement, an ever 
increasing need. Organizations need their employees to improve their knowledge and 
skills constantly to be able to survive the completions in the market. At the same time, 
they need to minimize the time the employees spend on these skill gaining activities. 
These features have made e-learning a very fascinating option for the organizational 
learning, training and knowledge management. By using these systems, employees can 
make use of different resources of training while they are present at their work places and 
organizations can achieve the goal of more skilled employees at lower costs. But this goal 
can be achieved and materialized at the conditions of continuation of the use of such 
systems, not just initial adoption of them. As the benefits of a system can be more 
investigated and established through the time, it is believed that continuous use of the 
system is vital for the successful implementation of it (Li and Liu, 2014, p.1043). For e-
learning systems even this is more important since gaining and sharing knowledge can be 
more effective in the long term. In fact, long term use of the system and benefits thereof 
and finally the success of the system depends on how long the users are making use of 
that (Bhattacherjee 2001, p.351). 
  
Organizations are using e-learning opportunity to enhance employees’ training in their 
work places and as a result, the type of system used for e-learning is gaining more 
significance for the organizations. Therefore, effectiveness of such systems for the 
organization is important and what makes a big difference in the effectiveness of such 
systems, is the length the system is being used for the purpose it is designed for 
(Bhattacherjee, 2001). 
 
Statistics show that e-learning is now comprising more than one third of the formal 
training in the organizations and this makes sense while organizations are using more 
geographically dispersed employees and need faster trainings for these employees to 
develop their skills in an affordable way (ASTD, 2014). 
“In 2014, organizations on average spent $1,229 per employee on learning. This 
represents just over a 1.7 percent increase from 2013” (ASTD 2015) and “the average 
number of learning hours used per employee also saw an upward shift, reaching 32.4 
hours in 2014 compared with 31.5 hours in 2013” (ASTD 2015).  
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Therefore, this trend emphasizes the need for more accurate understanding of the factors 
affecting acceptance of the e-learning by the employees for better design and 
implementation of such systems in the organizations (Yoo, Han, Huang, 2012, p. 942).  
 
In this research I am going to address the problem of continued use of the organizational 
e-learning system in an organization. The case chosen for this study is a branch of a big 
international telecommunication company which is active in a number of countries 
having recruited a large number of employees. The e-learning system, subject to this 
research, is a comprehensive e-learning system, on which the Company – for the 
confidentiality, the organization under the study will be called the “Company” in this 
thesis - has made large amount of investments. All the permanent employees of the 
Company have access to this system and the system is introduced to them during their 
first week of working in the organization. Employees are in different ways encouraged to 
use the system by the Learning and Development Department as part of Human Resources 
division.  
 
The field of activity of the company –telecommunication- which requires the employees 
to be familiar with the state of the art technology and the latest knowledge of the telecom 
field, as well as the geographically dispersed location of it, makes e-learning a good 
option for improving the skills of the employees. On the same basis, investment on a 
robust e -learning system which provides opportunity for the employees to be equipped 
with more up-to-date knowledge seems justified. However, what Learning and 
Development department of the company tries to achieve is to motivate the employees to 
continue using the system and try to prevent them from abandoning the system after the 
initial adoption. For the same purpose different kind of plans and scenarios are on the 
agenda of the annual business plan of the company.  
 
Considering the concerns described and the significance of the topic, this research is 
focused on the continued use of the e-learning system adopted by the abovementioned 
company to gain a more in depth understanding of the factors which motivate and also 
otherwise hinder the continued used of the system by the employees. 
 
1.2  Purpose Statement and Research Questions 
 
The aim of this research is to identify the salient factors which motivate continued use of 
the e-learning system by the employees and the main problems which are in the way of 
such continued use. In fact, in this study, I am going to explore the motivations behind 
the intention and the problems in the way of the employees to continue to use the system. 
Many researches reviewed and studied acceptance of e-learning system by the users, but 
what is mainly missing in the use of e-learning literature is study of the continued use of 
system, which can be of great importance in evaluating the success of the system. In this 
research I am going to review the continued use of the e-learning system and the factors 
affecting long term use of it to develop a more in depth understanding of such continued 
use of organizational e-learning system. This study will have both practical and 
theoretical implications. Theoretically, the result from this research will contribute to 
better understanding of the intentions of the user of organizational e-learning system to 
continue to use it. From a practical point of view, the results from this research will have 
implications in the design of the organizational e-learning systems for the designers and 
also will help the managers to understand and therefore encourage continued use of such 
systems in the organizations. 
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Research Questions 
 
With the abovementioned aim, in this research I try to understand why users continue to 
use the organizational e-learning system or why they don’t. Hence, accordingly I 
formulated the two following research questions to find the answer for, in this research: 

 
1.What are the main motivations and drives for the employees to continue to use 
the e-learning system in the organization under the study? 
2.What are the main problems or barriers which hinder continued use of the e-
learning system under the study? 
 

1.3  Topic Justification  
 
“Attention to workplace learning has greatly increased due to the significant role of 
professional skills and expertise in organizational development (Minhong, et al., 2010, 
p.168). Success and usefulness of the e-learning systems have been studied in different 
fields of research, from education to technology and information system.  Based on the 
field of study, different theories have been applied to understand and predict the behavior 
of the users which have led to the results applicable to the design of more appropriate and 
effective systems. Majority of the researches in this topic, were using positivist 
worldviews, where the researcher studied the setting to explore the use of system through 
a quantitative analysis of the data using a model (Bøe, Gulbrandsen, and Sørebø, 2015, 
Yung-Ming, 2014, Wang, Wang, and  Shee, 2007, Sun Joo, Seung-hyun, and Wenhao, 
2012). Moreover, until recently the main concerns of such studies were the technical 
issues of the system. 
 

“Most approaches are technology-oriented, with less attention to the nature of 
workplace learning, which takes place in an organizational and social context. 
The pedagogical focus on Organizational systems, structures, and policies that 
link individual and organizational learning has not been well addressed. In many 
situations, the complexity of the interactions between individual learning and 
organizational strategy has been underestimated.” 
(Minhong, et al., 2010, p.177) 

 
E-learning- is touched in different fields of study and has been a topic in different domains 
like education, information system, computer and the like. However, the main focus, has 
mainly been on the technical issues of the system and the researchers failed to address the 
organizational aspects of this domain, which are really important in the use of the system 
and success of it (Tynjälä and Häkkinen, 2005 and Michalski, 2014). In other words, more 
research towards social and organizational aspects of this topic will address some of the 
less touched issues of this filed of research. It seems that more qualitative studies of the 
systems in the organizations, where the whole system and social aspects of the setting, 
together with technical issues are discussed, would still be needed under this topic. 
Therefore, based on a review of the related literature, here is where the gap in the study 
of e-learning in general, and organizational e-learning in particular, is identified. 
 
Studies in the Information Systems filed, indicate that continuous use of ICT is vital for 
the successful implementation of it, since benefits of such system will be proved and 
materialized through long term use of the system (Li and Liu, 2014, p.1043). The systems 
studied, were different kinds of information systems, including e-learning. For e-learning 
systems, such continued use, even becomes more important since, gaining and sharing 
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knowledge can be more effective in the long term. Bhattacherjee (2001, p.351), when 
arguing about the necessity of IS continuance behavior maintains “While initial 
acceptance of IS is an important first step toward realizing IS success, long-term viability 
of an IS and its eventual success depend on its continued use rather than first-time use.” 
Researches have proved that retaining the already acquired users of the system 
(customers) can save a large amount of budget for the businesses through different IS 
costs (Bhattacherjee, 2001, p.352). “Effective utilization of information systems (IS) is a 
critical issue that is tied to the post-adoption usage of IS” (Saeed, and Abdinnour, 2013 
p. 220) “but the examination of post-adoption usage of self-service IS has received limited 
attention” (Saeed, and Abdinnour, 2013, p. 220). 
 
When it comes to systems, an e-learning system is an information system which can make 
use of various instructional material through video, audio and text for learning purposes 
and can enable sharing of material between people through internet and intranet (Lee, 
Hsieh and Ma, 2011, p. 355). In other words, e-Learning is a field which integrates 
Information and Communication Technology (ICT) with the education (Stoffregen, 
Pawlowski, and Pirkkalainen, 2015) and therefore it is an information system. 
 
Organizational e-learning system as the technology which is used in the organizations for 
transfer and sharing of information, imposes costs on the organizations and for the same 
reason it is important for the organizations to concern about the success and productivity 
of the system. Employees are important target group for e-learning systems as e-learning 
provides them with the opportunity to enjoy training without time and place limitations 
and with more flexibility. Use of such systems is also quite important for the 
organizations, as it provides them with opportunity of offering cost effective training 
services to the employees for the more efficiency in their jobs. This is generally accepted 
that if use of any ICT is effective it will lead to reduction of resource requirement, and 
improvement of the service (Saeed, and Abdinnour, 2013, p.220). But such efficiency 
will be more significant when the system is being used for a longer period by the users. 
Chiu and Wang (2008, p.194) claim that success of an e-learning system is defined by the 
loyalty of the users to that system which is indicated through continued use of the system. 
Considering fast changes in the nature of tasks and jobs in the organizations, e-learning 
is an effective way to increase productivity in the workplace (Zeying, Compeau, and 
Haggerty, 2012). With the emergence of the information system, corporate e-learning has 
become a “cost-effective way to deliver training at convenient times to a large number of 
employees in different locations” (Zeying, Compeau, and Haggerty, 2012 p.308). 
However, despite large investments in the e-learning systems, organizations have not 
received enough benefit from them (Zeying, Compeau and Haggerty, 2012, p.309). So 
there should be some factors which affect this lack of benefit from the systems. Like any 
other information system or service, the success of an e-learning system is highly 
dependent on initial adoption or acceptance of the system as well as its continued usage 
(Chiu, et al., 2007). 
  
Therefore, it is more important for the designers of the organizational e-learning systems 
to make sure these systems are going to live a longer life in their organizations, for more 
efficiency. This makes study of the continued use of organizational e-learning system and 
the factors defining it, an important topic in the field of information systems.  
 
More practically speaking, in the case of the e-learning system being studied in this 
research, Human Resources Division faced a number of complications. Telecom, is by 
nature, a sector which requires updated knowledge of those who are active in the field, 
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especially in the technical departments. Therefore, the Company is investing a lot on the 
training of the employees. Although employees are in different ways encouraged to use 
the system by the Learning and Development Department -as a part of Human Resources 
Division-, still the organization is expecting more use of the system. Human Resources 
division is constantly using different reports to monitor use of the system and on the same 
basis they are planning for programs and promotions which can encourage the employees 
to satisfy their learning needs through the system. Since the market for telecom in Iran is 
really competitive and employers are competing to attract more skilled employees, it is 
still a big concern for this company to make the system more effective. On the other hand, 
updated knowledge of the field is a vital issue for the telecom industry and for the same 
reason, the Company does its best to keep the knowledge of its employees updated and 
provide them with trainings about the most advanced technologies and researches in this 
field. This way the Company can both enjoy a collection of skilled and knowledgeable 
employees and develop a motivation for the retention of the employees. 
 
To sum up, there are a number of gaps in the e-learning system research which among 
others include: lack of study about social and organizational factors affecting continued 
use, lack of qualitative research, and lack of research on the organizational or workplace 
e-learning in particular.  
All these factors together with the need of this Company for more pervasive use of the 
system by its employees, made this topic an important and fascinating one for a research 
at this level.  
 
 
1.4 Scope and Limitations  
 
Use of e-learning is not limited only to the organizations and corporations. On the 
contrary, such system, is the system that is applicable in any setting and situation, from 
the personal use to different educational applications in big institutes. However, this 
research is delimited to the use of e-learning system in the organizational and workplace 
setting. In this research, also the main focus is on the continued used of the system rather 
than the initial adoption of it. Since the purpose of this study is to understand what 
motivates or urges the employees to continue to use the system, and what problems are 
in the continued use, therefore this study is focused on the long term use of the system.  
This research is a qualitative single case study and therefore it is limited to the setting of 
a single case which is a telecom company in Iran. Although generalization is not the main 
concern in the qualitative research, and this kind of research is mainly for more detailed 
study of a case, in case any generalization is made it should be with utmost care about the 
setting and the case itself. 
Among the limitations of this study, one is the geographical distance of the case location 
from the researcher which made it difficult to do close observation of the case. Also 
limiting the interviews to the telephonic and online interviews over the Skype, deprived 
me of the conditions of a face to face interaction with the interviewees, which can provide 
more details of the situation and the research problem.  
Moreover, the language of the interviews which was chosen to be the native language of 
the interviewees, that is Persian, for the purpose of better communication and preventing 
miscommunication and loss of information, could be considered as another limitation 
which made translation of the transcriptions necessary for the data analysis. 
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1.5 Thesis Organization  
 
This thesis is organized in 6 chapters in which the following topics are discussed: 
 
The research starts with Chapter 1, the present chapter, which is an introduction of the 
research topic and setting. Also in this chapter, the research problem and questions are 
explained and it is concluded with the delimitations of the study. 
 
In the second chapter, a background of the topic is presented. Terms like e-learning and 
organizational e-learning, and motivations and problems in organizational e-learning are 
discussed and reviewed to provide a background for the topic under research. Also a 
number of related researches in this filed, during the recent yeas, are reviewed in this 
chapter to create a basis for the analysis of the results. 
 
The philosophical worldview of the research, methodology, and data collection and 
analysis methods are discussed under Chapter 3. The method and methodology for this 
type of research are also justified. Moreover, the participants and more explanations about 
the empirical setting of the case under the study are discussed in this chapter. Reliability 
and validity of the research and ethical considerations are also discussed as part of this 
chapter. 
 
Chapter 4 presents the findings of the research out of data collection methods. In fact, this 
chapter is a presentation of raw data collected through the methods and techniques used, 
and further discussion of the result will be presented in Chapter 5. Therefore, more in 
depth discussion of the findings, mainly in relation to the literature review and previous 
studies, are presented in Chapter 5. 
 
In Chapter 6 the final conclusion from this study is summarized and contribution of the 
research to the domain as well as suggestions for further research is presented. After the 
list of references cited in this thesis, the interview protocol and the Informed Consent 
Form for the participants are added as appendices to this thesis. 
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2 Review of the Literature 
 
In this chapter the literature related to organizational e-learning will be presented. First 
some definitions and explanations about e-learning in general is reviewed. Then in the 
sub-section: “E-learning in Organization”, definitions and the related issues will be 
discussed. Later some of the previous studies about e-learning in general, and 
organizational e-learning, in particular, will be reviewed. Also a number of theories 
which are used in previous studies will shortly be reviewed and finally a sum up of the 
topics discussed in the literature review will be presented to be later used as a reference 
for the analysis of the data. 
  
2.1 E-learning  
 
Electronic learning (E-learning) is a rather new approach in the education and training 
filed. There are many different definitions of the term in the related literature. Such 
variety of definitions is so big that even some believe that there is no clear definition for 
the term e-learning (Daneshgar, and Van Toorn, 2009). “The origins of the term e-
Learning is not certain, although it is suggested that the term most likely originated during 
the 1980's, within the similar time frame of another delivery mode, online learning” 
(Moore, Dickson-Deane, Galyen, 2011, p.130). 
 
In a rather broad definition of the term, e-learning is defined (Lam, et al., 2014) as the 
learning activities as long as they involve use of computer or internet. “What is 
abundantly obvious is that there is some uncertainty as to what exactly are the 
characteristics of the term, but what is clear is that all forms of e-learning, whether they 
be as applications, programs, objects, websites, etc., can eventually provide a learning 
opportunity for individuals” (Moore, Dickson-Deane, and Galyen, 2011, p.130). In 
another interpretation "E-Learning is a domain which covers the integration of 
Information and Communication Technology (ICT) in educational environments” 
(Stoffregen, Pawlowski, and Pirkkalainen, 2015). 
 
As an approach in education, e-learning is defined as the use of computer technology and 
network systems, which are mainly intranet or internet, for sharing information and 
knowledge with people (Lee, Hsieh and Ma, 2011, p. 355). Also with a systemic view, 
an e-learning system, is an information system which can make use of various 
instructional material like video, audio and text for learning purposes and can enable 
sharing of material between people through internet and intranet (Lee, Hsieh and Ma, 
2011, p. 355). 
 
In a literature review study of IS Continuance behavior, Shaikh and Karjaluot (2015, 
p.549) maintained that “Despite the increased attention from peer-reviewed publications, 
conference proceedings and popular market reports, there is still no common 
understanding for many information systems, including the concepts of web-based 
learning, electronic learning, and online learning”. 
 
So researchers of this filed tried different definition and explanations and looked at the 
term from different perspectives. There have also been agreements on the use of different 
keywords in defining the term. For instance, there have been agreement on using the 
environment in the title of the learning like Online Learning Environment (Moore, 
Dickson-Deane, and Galyen, 2011, p. 130). 
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There is a narrow and invisible distinction between e-learning and some other close terms, 
sometimes in the related literature. E-Learning is normally connected to Technology 
Enhanced Learning, distance, online or virtual learning environments or is used 
interchangeably with these terms (Stoffregen, Pawlowski, and Pirkkalainen, 2015). This 
is because e-learning, distance learning and online learning are the terms sometimes 
vaguely defining a phenomenon (Moore, Dickson-Deane, and Galyen, 2011, p.130).  
Distant learning, compared to e-learning, has a longer history and is used when the 
instructor is physically located far from the learner (Moore, Dickson-Deane, and Galyen, 
2011, p.129) but it is used also as the umbrella term (Keegan, 1996 cited in Moore, 
Dickson-Deane, and Galyen, 2011, p.129). Distant learning then changes as a term to 
describe other learning forms, like online learning, e-learning, technology mediated 
learning, online collaborative learning, virtual learning, web-based learning and some 
other (Moore, Dickson-Deane, and Galyen, 2011, p.130).  
 
In different definitions of e-learning, different types of technologies are included (Moore, 
Dickson-Deane, and Galyen, 2011, p.130). Nichols (2003) defines e-learning as “the use 
of various technological tools that are either Web-based, Web-distributed or Web-capable 
for the purposes of education”. Therefore, in each field and for each researcher e-learning 
may have a different meaning and may connote a different concept. In this research, we 
mainly look at e-learning as an Information System which uses technology for the purpose 
of learning in different settings. 
 
E-learning, as a research subject, has mainly received attention in relation to educational 
environment rather that the workplace and it has been studied more in the school settings 
(Stoffregen, Pawlowski, and Pirkkalainen, 2015). Although recently there have been 
some studies of e-learning in the work-place, still the literature is limited. In the following 
section an overview of organizational e-learning will be presented.  
  
 
2.2 E-learning in Organizations 
 
In todays’ organizations employees must be equipped with the latest and most up to date 
knowledge and skills for the organization to be able to survive in the competitive world 
of business. Potential lifelong learning is what emphasized in the new world of fast 
environmental changes (Daneshgar, and Van Toorn, 2009). 
 
Even before the technology era, learning in its other more primitive forms, was important 
for the organizations and was helpful for them to maintain more skilled staff. Workplace 
learning is defined by as “the processes, means, and activities in the workplace by which 
employees learn from basic skills to high technology and management practices that are 
immediately applicable to their jobs, duties, and roles” (Ellinger, 2005). “Attention to 
workplace learning has greatly increased due to the significant role of professional skills 
and expertise in organization development.” (Minhong, et al., 2010, p.168). More 
expertized positions required more knowledge about the related fields, which may not, in 
that details, be taught at the academic level. Therefore, organizations had to develop their 
own training systems based on their needs.  This makes sense when we admit that 
“training is considered to be a key strategic organizational tool and is associated with 
higher profits and lower employee turnover” (Lee, Hsieh and Ma, 2011, p.355). But this 
is not the whole story, and like any other filed, this system was also affected by the 
technology advancements. 
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Later with the advent of technology and more prevalent use of it in the organizations, 
workplace learning has become more cost effective and more accessible for the 
organizations and the employees. At the same time, access to the technology, made the 
market more competitive for the organizations and required them more to promote the 
skills of their employees. In any kind of job or position, employees may have a lot new 
to learn at the same time as they are gaining experience at their jobs. To this end, 
organizations have invested a lot on e-learning solutions (Wu, and Zhang, 2014, p.1027).  
 
Most of the researches on the e-learning have been focused on the e-learning at the 
educational setting and this is while some researchers argue that workplace e-learning is 
different from educational e-learning. This distinction is important as due to different 
objectives and different environments, there should be differences in the design and 
implementation of e-learning in these two contexts (Daneshgar, and Van Toorn, 2009). 
In more details, workplace e-learning is said to be more dependent on practical tasks 
according to the aim they serve, which is to keep up with the organizational goals 
(Minhong et al., 2010, p.167). “Learning in the work environment takes place in the 
context of use and application, and as a result is often embedded in work practices” 
(Minhong, et al., 2010, p.167).  
 
The need of organizations to that lifelong training makes it important that the researchers 
also pay more attention to the organizational e-learning (Daneshgar, and Van Toorn, 
2009). The significance of this system for the organizations are supported by the statistics 
about the use of organizational e-learning. 
 
According to the American Society of Training and Development (ASTD):  
 

“In 2014, organizations on average spent $1,229 per employee on learning. 
This represents just over a 1.7 percent increase from 2013, when the average 
spend per employee was $1,208. The average number of learning hours used 
per employee also saw an upward shift, reaching 32.4 hours in 2014 compared 
with 31.5 hours in 2013. Technology increasingly influences every aspect of the 
workplace, and learning delivery is no exception” (ASTD, 2015) 

 
Organizations, are more and more, recognizing the important role played by learning in 
being more competitive and effective and at the same time they are understanding the 
significant part that e-learning plays (ASTD, 2014). Statistics show that e-learning is now 
comprising more than one third of the formal training in the organizations, and this makes 
sense while organizations are using more geographically dispersed employees and need 
faster trainings for these employees to develop their skills in an affordable way (ASTD, 
2014). 
 
It is said that more than 85% of companies use e-learning for developing their employees’ 
skills (Sun Joo, Seung-hyun, and Wenhao, 2012, p. 943). Packages and custom learning 
programs, which include videos and books and libraries are made available to the 
companies to help them to have a more valuable and knowledgeable collection of 
employees (ASTD, 2014). 
 
“Such changes in the training contexts of organizations have highlighted the need for 
understanding and incorporating employee’s acceptance on e-learning in order to 
facilitate the e-learning implementation processes” (Sun Joo, Seung-hyun, and Wenhao, 
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2012, p.942). Although a number of different studies have been done to review and 
understand the utilization of e-learning systems, study of e-learning systems in the 
organizational context is still scarce (Lee, Hsieh and Ma, 2011, p. 356).  
 
On the other hand, despite all these argumentations about the benefits of e-learning 
systems and investment on them, still the e-learning systems are being “underutilized” in 
the organizations (Lee, Hsieh and Ma, 2011, p. 356). Therefore, research on the factors 
affecting the continued use, will be helpful in gaining more knowledge about loyalty to 
the organizational e-learning system. 
 
Researcher have shown that different factors affect continued use of the e-learning 
systems and recommended some solutions for the problem. Relations have been found 
between a higher rate of acceptance of the e-learning in the organization and connecting 
it to the performance management system of the employees (Minhong, et al., 2010). 
Minhong, et al., (2010) defined a performance oriented workplace e-learning, which uses 
e-learning and training, based on the performance of employees. This way employees will 
be trained in line with the mission and vision of the company (Minhong, et al., 2010, 
p.169). A problem with the organizational e-learning, is that training is not encouraged 
and time is not spent that much since they are not in line with the main goals of the 
organization (Minhong, et al., 2010, p.167). Designing courses and the system in general 
in line with the main objectives of the organizations and also considering the individual 
learning needs through connecting the system to the performance of employees would 
make a good option for the improvement of organizational e-learning continued use 
(Minhong, et al., 2010, p.167). 
Researchers have addressed this issue from different perspectives and review of such 
researchers will be helpful in understanding and addressing the problem.  
 
 
2.2.1 Work Place E-learning in Research  

Although not as the main focus, organizational e-learning, has been, specially recently, 
an interesting topic for the research in different fields like educational studies, information 
system and management studies. These studies, each based on the needs of the fields and 
theories and methods, studied the problem form their own point of view and perspective.   

Lee, Hsieh, and Ma (2011) examined the relationship between “employees’ perceptions 
of their behavioral intention to use e-learning systems” through extending TAM and 
adding four determinants (individual, organizational, task characteristics, and subjective 
norm), to understand the association of some other factors like management and 
organizational support to the subjective norm related to e-learning.  

Cheng et al. (2011) built an acceptance model of competency-based workplace E-
Learning system based on the UTAUT, including perceived individual learning support, 
social ties, and norms of cooperation as antecedents to the intention to use the system.  
 
Success of e-learning is not always studied with emphasize on the continued use, as in a 
research by Wang, Wang and Shee (2007), where they used quantitative questionnaire as 
the method to measure e-learning systems success in an organizational context. The 
purpose of their research was to “develop a comprehensive, multidimensional instrument 
for measuring e-learning systems success in an organizational context” (Wang, Wang and 
Shee, 2007).  
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In some cases, theories from psychology were applied in line with IS theories to help 
understanding the motivations more thoroughly. Yoo, Han and Huang (2015) studied the 
“roles of intrinsic motivators and extrinsic motivators in promoting e-learning in the 
workplace”. The study was a quantitative study and the result indicated that intrinsic 
motivation has direct effect and extrinsic motivations has indirect effect on the use of 
workplace e-learning system by the employees (Yoo, Han and Huang, 2015).  
 
A qualitative study by Al-Qahtani, Al-Qahtani, and Al-Misehal (2013) addressed learner 
satisfaction of e-learning in workplace to evaluate the applicability of their own model to 
the petroleum industry and further understand the cultural factors that impact e-learning 
in work place. The authors tried to develop a framework for workplace e-learning. Their 
study used an adapted integrated model for e-learning in higher education “with six 
categorical dimensions including student, teacher, course, technology, system design, and 
environmental dimension” (Al-Qahtani, Al-Qahtani, and Al-Misehal, 2013). They 
adapted the model for workplace rather than educational setting.  The study was done 
using a qualitative method and doing semi-structured interviews with stakeholders (Al-
Qahtani, Al-Qahtani, and Al-Misehal, 2013).  
 
Symbolic meanings and e-learning in the workplace is a unique way of addressing the 
issue used by Michalski (2014). This research was aimed at “Symbolic Interactionism” 
and used an interpretive philosophy. The researcher’s focus was mainly on 
“pedagogically informed studies of e-learning and the wider organizational learning 
literature.” The research is focused on the “instrumentality of symbolic interactionism for 
e-learning research and explores some of the framework’s conceptual resources as 
applied to organizational analysis and e-learning design” (Michalski, 2014). 
 
E-learning use in the work place for the nurses, is apparently discussed more frequently 
in the literature of organizational e-learning compared to other occupations. The reason 
of such frequent research could be related to the nature of the work the nurses are dealing 
with. Yung-Ming (2014) studied nurses’ continued use of blended e-learning. The 
purpose of the study was to propose a model based on the expectation-confirmation model 
(ECM), flow theory, and updated DeLone and McLean information system (IS) success 
model for intention to continue using e-learning system by nurses. The result showed that 
“Information quality, system quality, support service quality, and instructor quality 
contribute significantly to perceived usefulness (PU), confirmation, and flow, which 
together explain nurses’ satisfaction with the usage of the blended e-learning system, and 
this in turn leads to their continued system usage intention” (Yung-Ming, 2014).  
 
The performance based design of e-learning can also be a good choice for the 
organizations. The idea was discussed by Minhong, et al. (2010). In the system they have 
introduced, e-learning is recommended based on the performance of the users and it has 
also effect on the performance score of the employees. Mixed qualitative and quantitative 
methods was used and questionnaire and interview were the methods for data collection. 
The findings show that KPI oriented e-learning system is more effective than other types 
of the systems. The authors explain that such system should be aligned with the 
organizational and individual learning requirements and also the mission and vision of 
the organization (Minhong, et al., 2010). Identifying the expertise required and providing 
the resources for that, also facilitating social interaction through the system and 
knowledge sharing are the steps which are recommended to be considered for the system 
(Minhong, at al., 2010, p.169). 
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System thinking is also used in the research as the framework to study organizational e-
learning. Mingers and White (2010) provide a summary of the system thinking 
framework where it is defined generally as:  
 

“Viewing the situation holistically as a set of diverse interacting elements within 
an environment; recognizing that the relationships between elements are more 
important than the elements themselves; recognizing the hierarchy of levels of 
systems is important, as is the properties emerging at different levels; recognizing 
the idea of mutual causality both within and between levels; and recognizing that 
people are a part of systems and will act with different objectives and rationales” 
(Mingers and White, 2010). 

 
In this type of approach, it is believed that organizational learning is a system which needs 
to consider environmental changes and adapt to them in order to increase its chances of 
survival. “Researchers in systems theory conceptualize learning in organizations from a 
macro-systems perspective” i.e. organizational learning is a system that must adapt or 
react to environmental pressures” (Minhong, et al., 2010, p.168). 
 
Organizational Knowledge sharing is another important topic which is not studied that 
much in connection with the e-learning system. However, this concept is becoming more 
vital in improving the organizational competitive advantage (Bing, and Chenyan, 2015). 
Knowledge sharing in organizations “is defined as a set of individual behaviors that imply 
sharing one’s work-related knowledge and expertise with other members” (Bing, and 
Chenyan, 2015). 
Knowledge sharing can help increasing the overall knowledge in the organization and 
therefore improve the performance through making a more integrated resource for the 
information, experiences, practices and understandings (Wang, Sharma, and Cao, 2016). 
Since knowledge sharing is related to learning, study of this important organizational 
activity, together with the e-learning can help to the furtherance of both. Sometimes 
learning in the organization is highly related to tacit knowledge and in such cases, 
organizational knowledge sharing can even be more efficient than any other learning and 
education. Result of studies in this regard have proved that knowledge sharing have a 
great contribution in improvement of organizational performance (Oyemomi, et al. 2016). 
Facilitating knowledge sharing is one of the features which is recommended to be 
considered in a performance based e-learning system (Minhong, et al., 2010, p.169). 
Focus on the collaborative e-learning in work place can highlight the role of knowledge 
sharing in organization (Minhong, et al., 2010, p.167). Through the few studies about the 
connection of e-learning and knowledge sharing, it was proved that such connection and 
therefore connection to the strategy of the organization can bring about improvements in 
the efficiency of the system (Bing, and Chenyan, 2015). 
 
2.2.1.1 Continued Use of E-learning  
 
Continuance of a system is the kind of behavior after adoption and acceptance of the 
system and has been studied as part of post adoptive behavior of information system. 
Jasperson, Carter and Zmud (2005, p.351) define post-adoptive behavior as “myriad of 
feature adoption decisions, feature use behaviors and feature extension behaviors made 
by an individual user after an information technology application has been installed, made 
accessible to the user and applied by the user in accomplishing his/her work activities”. 
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Bhattacherjee (2001, p.352) believes that continuance is a form of post-adoption 
behavior. In fact, post adoption behavior is a chain of behaviors “including continuance, 
routinization, infusion, adaptation, and assimilation” in the literature related to post-
adoption behavior, but it sometimes is considered as an equivalent for continuance. 
Continuance is also used in IS implementation literature with the terms “implementation”, 
“incorporation” and “reutilization” (Bhattacherjee, 2001, p. 352).  
 
It is claimed that e-learning, rarely have been successful in continued use and the chance 
of leaving the e-learning courses by the users is more compared to classroom training 
(Annansingh, and Bright, 2010, p.57) 
 
The number of studies which addressed continued use of e-learning system is not too 
large. A couple of them were reviewed for this research and to provide the background. 
Annansingh and Bright (2010) discussed a “case study which examines and analyses an 
information communication technology training program conducted using an e‐learning 
platform”. It was mainly focused on understanding the barriers which caused many 
learners to drop the e-learning system, as well as the motivations for those who completed 
the training and intended to find recommendation for the improvement of the program in 
future. Mixed method was applied using questionnaires and semi structured interviews. 
The result indicated that analysis of the needs of the users before training, as well as 
ensuring relevancy of the course while introducing the training, are important for 
overcoming resistance towards the system. In the same way, motivating the employees 
through different ways is important in completing the courses and setting aside time for 
them. “However, what has become clear through this study is that those people with no 
motivation or desire for the training, are particularly unlikely to set aside the time to 
complete” (Annansingh and Bright, 2010).  
 
Bøe, Gulbrandsen, and Sørebø (2015) in their research about stimulation of continued use 
of ICT in higher education, used Information System Continuance Theory and Principle 
Agency Theory in a qualitative method to examine how management “can stimulate 
teaching academics to continue and increase the use of ICT in teaching and learning” 
(Bøe, Gulbrandsen, and Sørebø, 2015).  
 
Limayem and Cheung (2008) used a research model which was an expansion of the 
Bhattacherjee's IS continuance model by “adding a moderating effect (IS habit) to IS 
continuance intention and IS continued usage, postulating direct links between 
satisfaction and IS continued usage, as well as between prior behavior and IS continued 
usage.” 
 
Continued use of e-learning in research is mainly coupled with IS theories regarding 
continued use of system or other pedagogical or psychological theories and therefore they 
are mainly quantitative studies which test a theory. 
 
 
2.2.1.2 Motivation and Problems for Using E-learning 
 
Understanding motivating factors and problems in the continued use of e-learning system 
is at the heart of this study. Different studies have touched upon the motivating factors 
and barriers in the use of e-learning, either in organizations or in educational centers.  
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Motivating factors have also been addressed in the use of motivation theories in the study 
of continued use of IS which will be discussed later in this Chapter. Ryan and Deci (2000) 
maintain that “Motivation concerns energy, direction, persistence and equifinality—all 
aspects of activation and intention”. It is also argued that motivation is considered as an 
important concept in psychology, as it is an important factor in the biological, cognitive 
and social studies and it becomes even more important when it comes to the consequences 
of the motivations (Ryan and Deci, 2000, p.69). Therefore, motivation is a real concern 
for those who are acting as managers, teachers, religious leaders and parents, or those 
who are engaged in driving others to act in a certain way (Ryan and Deci, 2000, p.69). 
 
Barriers are also discussed in the related literature and different barrier frameworks are 
created. Annansingh and Bright (2010, P.62) found that among other factors, lack of time 
as well as workplace pressure could be the main obstacles in the way of continued use of 
the system. 
 
As e-learning in the organizations is not that much connected to the force and obligation 
and it is a matter of optional use, some personal factors could have effect on such adult 
use of e-learning systems (Annansingh, and Bright, 2010). Among these factors self-
discipline, self-determination and autonomy of the learners can be mentioned 
(Annansingh, and Bright, 2010). Michalski (2014) maintains that, tight control over the 
use of the system, can be a hindering factor in the continued use of the system, as such 
organizational e-learning requires the sense of responsibility and such controls will 
weaken this sense of responsibility in people.  
 
At the same time imbalance of power in the organization will have effect on the learning 
goals and approaches of the people working there (Michalski, 2014, p. 160). E-learning 
resources can not be found effective for the learners if they are not working in line with 
socio-cultural factors (Stoffregen, Pawlowski, and Pirkkalainen, 2015). 
 
Stoffregen, Pawlowski, and Pirkkalainen (2015) in their study of a barrier framework for 
the use of organizational e-learning found the main barriers in two categories. Social 
barriers include cognitive preferences, skills and inter-relational aspects (Stoffregen, 
Pawlowski, and Pirkkalainen, 2015). Technical barriers, which are discussed in two 
categories of organizational and social, respectively include: concerns about privacy and 
security, technical conceptual differences, interoperability, availability; and social 
perceived functionality, usability/system quality, digital divide (Stoffregen, Pawlowski, 
and Pirkkalainen, 2015). 
 
Some studies have shown that connecting such e-learning to the performance evaluation 
of the users can be motivating for the continued use of the system (Minhong, et al., 2010). 
“In brief, KPIs can be used to support (a) the alignment of individual learning needs and 
organizational interests, (b) the connection between learning and work performance, and 
(c) social communication between individuals” (Minhong, et al., 2010, p.169). These 
individual KPIs say what is important in the organization and what each person needs to 
do (Minhong, et al., 2010, p.170) 
 
Other barriers identified include time, technology (like inadequate bandwidth), 
Resistance to change (for which the solution would be to create an organizational culture 
of e learning), capability (independency, self-direction), drop outs (who fail to complete 
the modules) (Annansingh and Bright, 2010, p.56-57). 
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2.2.1.3 Use of Models and theories in the Study of E-learning 
 
As mentioned earlier models and theories have been helpful in explaining about the e-
learning use. Mainly, in quantitative studies, they are used to provide the readers with a 
better understanding of the issue. Here, some of these studies will be briefly reviewed. 
 
Theories generally related to the use of e-learning are adapted from different fields. 
“Among these theories Information System theories has almost a big share, as during the 
past 20 years, IS community spent a lot effort on the ICT acceptance theories” (Lee, Lee, 
and Hwang, 2015, 420).  
  
Theory of Reasoned Action, Theory of Planned Behavior (TPB), and Technology 
Acceptance Model have been used for the study of e-learning and helped the researchers 
to consider both the technical and organizational aspect of the use of system (Al-Qahtani, 
Al-Qahtani, and Al-Misehal, 2013, p.295). Some other theories are Expectation 
Confirmation Theory, Task Technology Fit model, Unified Theory of Acceptance and 
Use of Technology (UTAUT), Social Cognitive Theory and Innovation diffusion Theory 
(Nan, Xunhua, and Guoqing, 2011 p.383). Most of these theories and the researches using 
them are focused on the adoption and acceptance of the system, rather than the long term 
usage and continuance of using the system. However, a number of researches have 
addressed post adoptive behavior of IS users as well. 
 
These models have been applied to the study of different technologies in ICT including 
internet, email, support systems, hospital information system and the like. Also different 
conditions and different control factors are applied to the studies using these models and 
theories, and different subjects participated in these researches which is a proof for the 
replications and robustness of the theories (Lee, Lee, and Hwang, 2015, p.420). 
 
Persico, Manca and Pozzi (2014) adapted the Technology Acceptance Model (TAM) and 
used it for evaluating new technologies and innovations of a new e-learning system which 
was introduced in an Italian online school. In their research they reviewed all the phases 
of the system and all the users as well, and they finally theorized their own model. 
 
The main constructs in these models helped the researchers to study the continued use of 
different systems. In the theory of reasoned action, for example, there are two constructs 
which drive human action, including attitudes toward target behavior and attitudes toward 
subjective norm (Sun Joo, Seung-hyun, Wenhao, 2012, p.943). In TRA there is an strong 
causal relationship between attitude and action (Sun Joo, Seung-hyun, Wenhao, 2012, 
p.943). Main constructs in the basic TAM are perceived usefulness and perceived ease of 
use which define acceptance of the technology by the users (Sun Joo, Seung-hyun, 
Wenhao, 2012, p.943).   
 
These models and theories have been adapted for the study of continued use of 
information system in e-learning setting. From all the models which have been adapted 
for the e-learning setting, the technology acceptance model (TAM), expectation 
confirmation theory (ECT) and the unified theory of acceptance and use of technology 
(UTAUT) are respectively the most frequently used models (Shaikh, and Karjaluoto, 
2015). 
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Bhattacherjee (2001) used ECT which is adapted from consumer behavior literature, and 
integrated it with other prior IS use theories to theorize a new model for IS continuance 
(Bhattacherjee, 2001, p.366). ECM has proved to be able to predict the continuance 
intention and is also reliable with regard to the extrinsic motivations (Cheng, 2014, 
p.234).  
 
IS Continuance Theory was developed by Bhattacherjee (2001) by incorporating some 
concepts from TAM into the Expectation Confirmations theory. Li and Liu (2014, 
p.1050), in testing the IS continuance theory for a Travel information system, made the 
conclusion that the IS Continuance Model is an appropriate model to study and 
understand different post-adoption behaviors, like IS continuance intention and IS 
continuance behavior. This model pictures the factors that lead to the intention toward 
continued use of the system. “About 75% of the studies predicted the continuous 
behavioral intention to use IT/S as a proxy for actual use” (Shaikh and Karjaluoto, 2015, 
p.546). 
 

 
Figure 2.1: IS continuance Model (Bhattacherjee, 2001) 

 
As it is shown in the figure, the main constructs of IS Continuance theory are Perceived 
usefulness, Confirmation and Satisfaction. 
 

Construct Definition  

Perceived usefulness the users’ perception of the expected benefits of using an IS 
Confirmation the degree to which the systems meet the users’ expectations 
Satisfaction an affect and captured as a positive, indifferent, or negative feeling. 

Table 2.1: IS Continuance Model Constructs 
 

“Perceived usefulness refers to the users’ own evaluation of whether or not the system 
will improve their performance” (Bøe, Gulbrandsen, & Sørebø, 2015, p.377). 
 
Bhattacherjee (2001) also defines perceived usefulness as “the users’ perception of the 
expected benefits of using an IS, which reflects their post-adoption expectations”. PU is 
also defined as “the degree to which a person believes that using a particular system would 
enhance his/her job performance” (Davis, 1989, p. 320). “Satisfaction can be regarded as 
an affect and captured as a positive, indifferent, or negative feeling” (Bhattacherjee, 
2001). 
 
“The concept of confirmation represents the degree to which the systems meet the users’ 
expectations” (Bhattacherjee, 2001). Confirmation refers to the degree of users’ 
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perception of the congruence between expectation of IS/IT use and its actual performance 
(Bhattacherjee, 2001). 
 
IS Continuance theory seems to be a more appropriate theory to study continued use of 
the system rather than the first adoption. Although IS Continuance Model is used and 
adapted for understating the intention to continue using the system in different contexts 
and settings, there is lack of using of this model to understand the behavior of the users 
of the organizational information system.  
 
Sun Joo, Seung-hyun, Wenhao (2012, p.943) briefly review some of the other models: 
 

“The Motivational Model distinguishes effects of extrinsic and intrinsic 
motivation in influencing the level of technology acceptance. The TPB, based 
on the viewpoint of TRA, includes the perceived behavioural control to explain 
the relationship between attitudes and behaviours. While the C-TAM-TPB 
model combines constructs of TAM and TPB, the MPCU focuses on external 
factors that might influence the acceptance level such as job fit and resources 
available for using the technology. Finally, the SCT integrates factors such as 
self-efficacy and anxiety into the model to understand the barriers and enablers 
of technology acceptance.” (Sun Joo, Seung-hyun, Wenhao, 2012, p.943) 

 
 
Besides IS theories, in some cases researchers have used psychological theories to have 
a broader understanding of their research problems and consider more personal 
characteristics. Some of these theories are motivational theories, which mainly discuss 
the human motivation behind their actions. Motivation in IS continuance, as discussed 
earlier, is mainly addressed by using these theories. “Motivation theory is widely applied 
in psychology to explain human behavior” (Lee, Lee and Hwang, 2015, p.419). Self-
determination theory is one of these motivation theories which is developed by Ryan and 
Deci in 1985. 
 
Self Determination theory is a major theory in the study of motivation in which three 
main determinants are defined: Autonomy, Relatedness and Competence (Vallerand, 
Fortier, and Guay, 1997). These are the factors which define human motivation for 
different actions (Lee, Lee, and Hwang, 2015, p.419). This theory is made upon two sub-
theories which are Cognitive Evaluation Theory and Organismic Integration Theory (Lee, 
Lee, and Hwang, 2015, p.419). “The Cognitive evaluation theory investigates the driving 
factors of human behavioral motivation and the conditions that undermine or elicit 
intrinsic motivation, while organismic integration theory examines different types of 
extrinsic motivation and conditions that promote or hinder extrinsic motivation” (Lee, 
Lee, and Hwang, 2015, p.419). So in this theory there is a distinction between internal 
and external motivations, which can be helpful in understanding social phenomenon. 
 
 
2.3 Conclusion  
 
E-learning is a more flexible and cost effective type of learning which is presented by 
information and communication technology to the world of training and education. 
Considering the advantages and benefits it can bring about for the organization, e-learning 
is becoming a popular option for the employees’ training, which is in itself important for 
the organizations to enjoy a collection of skilled employees. Nowadays, organizations are 
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investing more and more on these systems to win the competition in the market with their 
more skilled employees. Therefore, it is important for them that employees use these 
systems, especially in long term. 
 
Different models and theories have been used in the study of e-learning use in the 
organizations and each proved useful in some aspects of the study. Among the IS theories, 
Expectation Confirmation Theory and TAM are those most frequently used, however, IS 
continuance is more focused on the continued use of system, which is the main concern 
of this study. 
 
Other theories from psychology have also been used, mainly in combination with IS 
theories, to provide a more thorough and comprehensive understanding of the factors 
affecting continued use of the system. In some cases, connections are made between the 
use of e-learning and performance appraisal in the organization which proved as effective.  
 
As this research is an interpretive study of the continued use of the system which uses 
qualitative methodology, it is assumed that having all these theories and models in mind 
will be helpful in further analysis of the findings of the research in the final chapters, 
where the discussion is meant to be. 
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3 Methodology  
 
In this chapter first the philosophical assumption of the present research is discussed and 
later the methodology, based on the paradigm adopted, is explained. Then the method 
and techniques used for the research are explained and use of the techniques and methods 
based on the research problem and questions are justified. The case under the study and 
more details about the setting of the research and participants is also addressed. Validity 
and reliability of the research is also discussed and finally ethical issues and 
considerations for this research is explained.  
 
3.1 Methodological Tradition 
 
Philosophical worldview is defined by Creswell (2014) as “the general philosophical 
orientation about the world and the nature of the research that researchers brings to the 
study”. This is the worldview which is the basis for and defines the method and techniques 
in the research. The awareness of the researcher of philosophical worldview is important 
in choosing the best way and techniques for the research. Creswell (2007, p.15) maintains 
that good researchers should make explicit their philosophical assumptions, worldview 
and paradigms and be aware of their effect on the conduct of the research. On the two 
extremes of the philosophical worldview axis, we have Positivism and Interpretivism. 
 
Although previously it was more prevalent to accept that reality is objectively given, more 
recent approaches to the research, emphasize that knowledge is individually constructed, 
culturally derived and historically situated (James, 2012, p. 11). Within the interpretive 
paradigm reality is multiple, all realities are equally valid and the interactive relationship 
between the researcher and participant helps to discovery of meaning” (Ponterotto, 2013, 
p.21). One of the philosophical worldviews which fits best for the social science and is 
getting more popular in this filed, is Interpretivist approach. So what we do in interpretive 
approach is that we accept all these ideologies instead of questioning them and believing 
in just a single correct one (James, 2012, p. 11). This is the worldview where it is claimed 
that “Reality is individually constructed and there are as many realities as individuals” 
(James, 2012, p. 11).  
 
As Rubin and Rubin believe about interpretive approach: 
 

“The interpretive approach argues that not everything that is important can be 
measured with precision and that trying to do so is distracting and 
inappropriate task. Similarly searching for universally applicable social laws 
can distract from learning what people know and how they understand their 
lives. The interpretive social researcher examines meaning that have been 
socially contracted and consequently accepts that values and views differ from 
place to place and group to group. There is not one reality our there to be 
measured; objects and events are understood by different people differently, and 
those perceptions are the reality _or realities_ that social science should focus 
on.” (Rubin and Rubin 1995, 35) 
 

Depending on the research aim and questions, there are different philosophical 
worldviews and paradigms which can differ from one researcher to the other. The 
researchers can decide to adopt each of different paradigms in a research to understand 
the reality in different ways. While scientific (positivist) paradigm seeks to generalize and 
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critical paradigm seeks to emancipate, interpretive paradigm seeks to understand (James, 
2012, p.12).  
 
Based on the purpose of study, in this research, I am going to understand a phenomenon 
from the individuals’ perspective. Such approach needs understanding of the 
phenomenon together with the social actors (Orlikowski and Baroudi, 1991) and is not 
independent from them. In the case of this study it is important to understand the system 
in interaction with the users rather than exploring the system independently, therefore, an 
interpretive worldview would be helpful for the purpose of the research. Such worldview- 
or sometimes called paradigm or philosophical assumptions (Creswell, 2014) - defines 
ontology, epistemology, methodology and methods of the researcher (James, 2012). 
 

 
Figure 3.1: Research Paradigm  

Anderson, 2013 
 
Ontology and epistemology, as part of the worldview, can not be left unattended and 
neglected in the research process. “It is impossible to engage in any form of research 
without committing (often implicitly) to ontological and epistemological positions” 
(James, 2012, p. 9). These ontological and epistemological positions are not just theories 
to be rehearsed, but they have impact on the methodology and method of the research. 
Different ontologies and epistemologies lead to different approaches toward the research 
problem and toward addressing it, and therefore cause different researchers studying a 
phenomenon in different ways and through different approaches (James, 2012, p. 9). 
Figure 3.1 is an indication of the relationship between ontology, epistemology, 
methodology and the research paradigm.  
 
“Ontological assumptions are concerned with what constitutes reality” (James, 2012). 
Therefore, ontology is about what is reality out there in the world to be found. The 
ontological basis for the interpretivism worldview emphasizes that reality is subjective 
and socially constructed and therefore, can be different for different persons (James, 2012, 
p.11). Interpretive researchers believe that meaning is formed, not “given” and therefore 
interpretation of reality can be changing based on the situation and objectives (Orlikowski 
and Baroudi, 1991). In this research, understanding the behavior of the users of an e-
learning system is being investigated, and putting an interpretive lens on, will help me to 
understand the system more subjectively and from their probably different viewpoints. 
An interpretive ontology will help me to understand how users of the system assign 
meaning to the system and how they interact with that.  
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Epistemology, is about “how knowledge can be created” (James, 2012, p.9). It tells us 
how to find out what is out there. “The interpretive epistemology is one of subjectivism 
which is based on real world phenomena” (James, 2012, p.11). Such subjectivity will lead 
to a more effective research process for in-depth studies where subjectivity and different 
perspectives of reality does matter and those which are more focused on seeing the 
research problem from different perspectives. 
 
The research questions under this thesis, require an in depth understanding of the behavior 
of the users of an organizational e-learning system which demands a more interactive 
kind of enquiry between the researcher and the participants. Therefore, for the purpose of 
this research I put interpretive lenses on, to see the world under study through that. 
Figure 3.2 below is a summary of the philosophical worldview for this research.  
 
 
 
 
 
 
 

 
 
 
 
 
 

 
Figure 3.2: Epistemology and Ontology of the Research 

 
 
 
3.2 Methodological Approach 
 
Methodology is about the strategy of gaining the knowledge that the researcher needs for 
the purpose of research (James, 2012, p.9). While the qualitative research can be done 
adopting different worldviews, choosing an interpretive worldview for the research, 
mainly, requires the researcher to adopt qualitative methodology to find the answer to the 
questions raised in the research (Ponterotto, 2013, p.21).  
 
Therefore, it can be claimed that within the interpretive paradigm, some methodologies 
are more meaningful than others. “Interpretive methodology is directed at understanding 
phenomenon from an individual’s perspective, investigating interaction among 
individuals, as well as the historical and cultural contexts which people inhabit (Creswell, 
2009, p.8).” In this type of methodology, researcher and participant form a type of more 
interactive relationship and therefore, the researcher is situated more within the context 
of the phenomenon. Some methodology examples of interpretive paradigm are case 
studies, phenomenology, hermeneutics, and ethnography (James, 2012, p.12).  
 
For a long time, research in Information Systems field was equal to quantitative research, 
with more positivist approaches, but recently there has been a shift in the trend. More 
attention to the social and organizational aspects of the information systems as opposed 
to the technical ones, caused qualitative studies in IS becoming more common. There are 
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evidences showing that the number of qualitative method researches in the IS filed 
experienced a sharp growth between 2001 and 2006 (Sarker, Xiao and Beaulieu, 2013). 
 
Creswell (2007), in his definition of qualitative research, says that “Qualitative research 
begins with assumptions, a worldview, the possible use of theoretical lens, and the study 
of research problem, inquiring into the meaning individual or groups ascribe to a social 
or human problem”. The type of setting in qualitative research is also a natural one, 
wherein the participants are not isolated form the context, but the researcher approaches 
them in the context and studies the phenomenon in its setting (Creswell, 2007 and Denzin 
and Lincoln, and Giardina, 2006). 
 
Continued use of e-learning in the organizations by the employees is a rather social 
dimension of information system use, and therefore adopting a qualitative method will 
help framing human behavior in the related context. In other words, as this research is 
looking into a problem in an organization and also the social aspect of this problem is 
more important, based on the research aim and questions, the qualitative method would 
best fit finding the answers to the problem. 
 
Qualitative research is normally needed when we want to explore something for further 
measurement (Creswell, 2007, p. 40). Here in this research I am going to explore the 
motivations and problems in continuing to use an organizational e-learning system. Such 
exploration may later, or in some other studies be also measured through a quantitative 
study.  
 
Creswell (2007, 41) argues that the researchers will adopt to do a qualitative research 
when they are exploring a phenomenon which is constantly changing and has no firm 
guideline or procedure. Information technology, especially in the competitive world of 
business, is the same constantly changing phenomenon which can be better understood 
through exploring the meaning people ascribe to it in different times and settings. 
 
All these arguments provide a good support that qualitative methodology will be an 
appropriate path to choose for this research. Hence, in the coming steps we need to clarify 
the methods and techniques which are appropriate for this qualitative methodology.  
 
 
3.3 Methods/Techniques for Data Collection and Analysis  
 
Research methods are the techniques and procedures to collect the data and analyze them 
(James, 2012, p.9). “Research methods can be traced back, through methodology and 
epistemology, to an ontological position” (James, 2012, p.9). Once we have the paradigm 
in our mind as researchers, we have a clearer path to decide about the methodology and 
thereafter the methods to be used. For instance, with an Interpretivist worldview, there 
are some methods that more appropriately serve the purpose of research. “Interpretive 
methods yield insight and understandings of behavior, explain actions from the 
participant’s perspective, and do not dominate the participants” (James, 2012, p.12). Open 
ended interviews and questionnaires, open ended observations, think aloud protocols, 
roles playing and focus groups are among the methods using interpretive paradigm where 
the qualitative type of data are created (James,  2012, p.12). 
 
As discussed in the previous section, the type of philosophical worldview can indicate the 
path of the research for the researcher. In this research, with an interpretive philosophical 
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worldview, I have chosen to do a qualitative research which in itself, requires certain 
techniques. As in qualitative research, the main objective is to elicit the meaning which 
is assigned by the cultures, situations and people, those techniques which help the 
researcher to be situated in the context and more closely interact with the participants will 
be more helpful (Rubin and Rubin 1995, p.35). As such, interviews have become the most 
commonly used qualitative data collection method (Holloway and Wheeler, 2010 cited in 
Quick, and Hall, 2015). Therefore, interview, as the most widely used and appropriate 
technique for qualitative research, which was also feasible in this setting, was chosen to 
be the primary method of data collection in this research. 
 
“To reconstruct and understand the interviewees’ experience and interpretations, 
interpretive researchers seek thick and rich description of the cultural and topical arenas 
they are studying and try to develop an empathetic understanding of the world of others” 
(Rubin and Rubin, 1995, p.35). For this type of data collection which is based on an 
Interpretivist paradigm, interviews, need to be open as much as possible to provide the 
possibility for any interpretation. So semi-structured interviews, which are not restricted 
to previously written fixed number of questions and provide a more discussion like 
environment, can be more insightful. However, in order to be more focused on the 
research question, a number of questions are prepared for the interview so as not to get 
far from the main topic.  
 
“Knowledge in qualitative interviewing is situational and conditional” (Rubin and Rubin 
1995, p.38). In this qualitative method of data collection, the answers by the participants 
depends on the situation; for example, how we, as the interviewers, ask the questions and 
whom we are asking can be effective on the result (Rubin and Rubin, 1995, p.38). Rather 
than looking for a principle, in this type of technique, we are trying to understand why a 
certain phenomenon acts as it acts in a certain situation (Rubin and Rubin 1995, p.38). 
Further explanation about the semi-structured interviews and participants will be 
provided later in this chapter. 
 
3.3.1 Description of the Case 
 
The case under the study is one of the branches of a rather large telecommunication 
company in Iran. The Company is providing telecommunication services to the Iranian 
Market as well as in a number of other countries in the Middle East. But the context used 
as the empirical setting of this research is the branch of the Company which is active in 
Iran. The Company has different departments and divisions and other than the 
headquarters which is located in Tehran, there are some other offices located in other 
rather big cities.  
 
Due to the international nature of the Company, there are a number of expatriate 
employees working there with their native language being English. Therefore, the 
employees normally know English, but in some positions, which are not that much in 
contact with the expatiate employees, it is not a requirement for the employees to know 
English. Communication between departments and divisions can be both in English and 
Persian, except for some service sections, where employees are not that much familiar 
with English language. 
 
The tool used by the company is an e-learning tool which is bought as a package from 
related service providers.  It provides an e-learning platform that uses the electronic 
medium (internet, intranets) to share the learning material. The learners can control their 
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pace of learning and may stop at a time and continue later, in this way they can manage 
their time of learning depending on their tasks. The e-learning system provides employees 
with the opportunity to improve their performance making use of the training materials 
which are made available to them based on the gaps in their performance appraisal. Also 
they can share knowledge through the internal social network as part of the system to 
update their knowledge about the business of the firm. 
 
There are many different courses presented through different materials and employees 
can choose the courses based on their performance score and decide which courses are 
more useful for them. There are tests at the end of the course also; those who pass the 
courses will be given the related certificate. Some credible institutes such as Harvard 
Business School are also offering courses of mainly management topics through this 
system. Also the system provides access to different databases for further information 
about their job practices. The courses are using different material like videos, texts, tests, 
and interactive role plays for better understanding of the topics. There are both general 
and technical courses available for different job positions.  
 
All the permanent employees in the organization have access to the e-learning system and 
the system is introduced to them during their first week of working in the organization. 
 Employees are in different ways encouraged to use the system by the Learning and 
Development Department. Learning and Development Department is a part of Human 
Resources Division. This corporate e-learning system has a database of the employees, 
their job requirements and their tasks. Based on this database, employees will be informed 
of their training needs according to the biannual performance appraisal. Also the 
employees or their managers can identify their training needs and ask for trainings on the 
same basis. The e-learning system of the Company consists of a portal of available 
courses. Some of the courses are general courses, like English Language, basic computer 
courses or management skills and some are more specialized courses. The system also 
has a social network through which the employees share their knowledge related to the 
latest technological advances. 
 
The use of e-learning system is not mandatory for the employees, but the employees, at 
the start of their work with organization, are briefly trained for the use of the system and 
system is introduced to them. Employees are in many different ways encouraged to use 
the system-including prizes for the top users- but still use of the system is not mandatory 
for them. 
Moreover, recently some links have been made between the system and the internal social 
network of the company which lets the employees to discuss or share the courses or 
concepts from them, which they find useful. 
 
 
3.3.2 Data Collection 
 
In order to have more comprehensive insights, the data for this research has been collected 
through two main methods from different sources. This technique is called Triangulation 
and it is normally used in the case studies to increase validity of data (Carter, et al., 2014). 
In this triangulation of the methods, first, Document Analysis was used as a method to 
collect data about the organizational e-learning system and find some statistical figures 
about the use of the system by the employees.   
 



  
 

25 

Second, the data were collected through semi-structured interviews with a number of 
employees working in that organization. “Most qualitative researchers studying human 
phenomena collect data through interviews with individuals or groups” (Carter, et al., 
2014, p.545). Individual interviews help the participants to be more responsive and 
flexible in sharing the information and people can more freely talk about their ideas 
compared to group interviews (Carter, et al., 2014, p.545). 
 
Interview protocol was prepared based on the research questions to understand the 
motivations and problems in the continued use of the system. Therefore, the questions are 
of very open type, and could change during the interview-from person to person. In some 
cases, it occurred that questions were added to the pre-defined list or some questions 
dropped off, based on the responses and discussions. Using semi structured interviews 
helped me to have more participation on the part of the interviewee and let them more 
freely talk about their experiences.  
 
3.3.2.1 Document Analysis  
 
As discussed earlier, for case studies it is recommended to use triangulation of methods 
which is use of more than one technique or data source. As I needed more information 
about the type of the system being used in the organization for training, and also needed 
more details about the management and running of the system, document analysis was 
chosen as a complementary technique. Therefore, some document resources of the 
company, including the presentations files of introduction to the program, some emails 
for the encouragement of the employees to participate and also navigation through the 
system were used to have a clearer view of it. 
 
In the document analysis, I decided to make use of different documents as sources of data 
and not suffice to one. Emails are the internal communication of the system to the 
employees. They are sent to the employees to provide them with the information about 
events and systems. In the emails there were some information about the system in general 
and also instructions about how to use the system. There are many reports and statistics 
about the use of the system, but most of them were confidential reports which were only 
available to the respective department and the executives. However, I have been provided 
with some of the statistics to have a broader view of the use of the system in different 
departments of the organization. Practically using the system also provided some 
information about the ease of use of the system and usability of the features in it. Of 
course such use of the system was more a subjective evaluation, however it could provide 
some general information about the system.  
 
3.3.2.2 Semi Structured Interviews 
 
A semi-structured interview method was adopted for this research to collect data from the 
participants. Semi-structured interviews provide the opportunity for an interpretive 
approach in the data collection. Rubin and Rubin (1995, p.38) maintain: “Like the 
interpretive social researchers, we prefer to let ideas emerge from interviews, from the 
lives and examples of interviewees, rather than to categorize answers initially according 
to preexisting categories from an academic literature”. Such technique of interview lets 
the participants to have more interaction and play a more active part in the process of data 
collection (Ponterotto, 2013, p.21). It also provides the opportunity to be revised any time 
during the data collection process as new insights emerges (Ponterotto, 2013, p.21).  
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A limitation of study, which is investigating a case in Iran, can be that the interviews are 
done through phone. Therefore, notes taken during the interviews are limited to vocal 
emotions and interjections and there was no eye contact between the researcher and 
participants. Although notes of the sounds and exclamations were taken during the 
interview, it could be said that body language and some gestures could have been missed. 
The Interviews were conducted in Persian language which is the mother tongue of the 
participants and me, as the researcher. Although some of the participants could speak 
English, for a more reliable result and in order to avoid misunderstanding, it was decided 
to do the interviews in Persian.  
 
The interviews were audio recorded and they were translated to English at the same time 
as transcription. As a professional translator with more than 7 years of experience, 
translation of the audios at the same time as transcribing was no big challenge for me. 
 
Interviews took between 20 to 40 minutes approximately. The interviews were intended 
to encourage participants to openly discuss the questions and freely comment about the 
system and their own experiences and opinion about the system. 
 
In general, 8 interviews were conducted, but in a few cases, I needed to contact the 
participant for further information, after coding of the initial interview. This helped me to 
remove misunderstandings or to ensure the validity of the data coded. 
 
The interview questions covered the frequency of the use of system by the users as well 
as their motivations to use the system. Also in the interviews the participants were asked 
about the problems they were facing in the use of the system. Some questions about 
knowledge sharing and e-learning in general were also asked from the interviewees.  
 

I. Participants 

As for the selection of participants, I chose to use purposive sampling in order to have a 
more comprehensive set of data. Purposive sampling in qualitative research will help to 
look for more informed participants who are willing to participate in the research (Coyne, 
1997, p.624). So a purposive sampling is the best choice to find those who are rich in the 
information and can provide more insight into the subject under study. 
 Therefore, based on the data I could collect from the initial interviewees, I decided to go 
to employees from certain organizational divisions or job levels for further interview to 
more explore the issue. Interviewees were selected step by step, in each stage of data 
collection. The subjects were mainly form non-managerial levels but I also decided to 
include a manager as the data collection progressed. This was because I had the insight 
from the initial interviews that some factors could be more explored in interview with a 
manager. The number of participants in the interviews were 8 individuals, who are listed 
in the table below. 
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Interviewee Job Title Department Division 
1 Researcher Agreements Legal and Regulatory 

2 Translator Translation Legal and Regulatory 

3 Manager Agreements Legal and Regulatory 

4 Career Development Manager  Organizational 
Development  

Human Resources 

5 Soft skill Training Specialist Learning and Development Human Resources  

6 Accountant  Tax Department  Finance  

7 Customer Relations Agent  Judiciary Customer Relations  

8 Corporate Service Employee Archiving Department  Corporate Service 

Table 3.1: List of Participants in Semi-structured Interviews 
 
3.3.3 Data Analysis 
 
“Data is the information you collect as part of your research study” and in qualitative 
research, data is in the form of texts or images rather than quantitative data which is 
mainly in the form of numbers (Lichtman, 2010, p.243). In order to make meaning from 
the data collected through a qualitative research, we need to extract main concepts from 
the data and this is done through a three steps process which includes coding, categorizing 
and conceptualizing.  
 

“Key concepts are derived from the data through a process of coding, sifting, 
sorting, and identifying themes. Storytelling or narrative is an alternate way of 
making sense of the data. As you can imagine, there are numerous steps along the 
way to move from the actual data you collected to either of these two ways of 
making sense of the data.” (Lichtman, 2010, p.243). 
 

One of the first steps in manipulating the collected data, is to assign codes to portions of 
the data. It will always be helpful to identify important portions of the text and choose 
several words to mark them with appropriate codes (Lichtman, 2010, p.243). This way 
the researcher can find different concepts in the collected data. In this study, the data 
collected from semi-structured interviews were coded using open coding techniques. For 
the purpose of not limiting the research result, I decided to have open coding, having the 
research questions in mind. Coding process in qualitative research is not just sorting of 
the texts. The iterative process of coding is important in qualitative research. It means that 
you need to frequently go back to your coded texts and check if they need any change; 
sometimes even you understand that you need to restart the coding process from the 
beginning (Rubin and Rubin, 1995).  
 
The coding process started with the very first interview, as in qualitative research, data 
collection and data analysis are done along each other in parallel (Lichtman, 2010). 
Therefore, the data I analyzed affected the next interviews, which were to be done. So it 
could happen that at the beginning, the questions were more specific and the participants 
were asked for more details through the interviews. But at the later stages, the questions 
were changed to more general questions so as to not to limit the answers and data to be 
extracted from them to a narrower range of concepts.  
 
I used Word program and its comment feature to mark the text with codes and find the 
codes at the later stage to categorize them. By dragging and putting together the codes 
that seemed to be of the same category, they were classified.  
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Using an outline format for the categories was helpful in finding the patterns and main 
concepts (Rubin and Rubin, 1995). Such outline is clarifying in the analysis of the data 
and in the discussion of the result. 
 
 
3.4 Reliability, Validity  
 
Research is normally considered valid and reliable if it can prove the data and justify them 
(internal validity), if it can be used by another person in another situation (external 
validity) and if the process and the result of the research can be replicated -which is then 
said to have reliability (James, 2012, p.12). 
 
3.4.1 Reliability 
 
If the result of the research process and findings can be replicated then it has reliability 
(James, 2012, p. 12). Reliability is more about how much the result of the research is 
repeatable in different situations. Thus, we need to confirm findings by revisiting data in 
different circumstances” (Roberts, Priest and Traynor, 2006, p.43). 
 
Regarding reliability of qualitative studies, Creswell (2014) believes that as many detail 
as possible about the procedure of the research will make it more reliable and quotes 
Gibbs (2007 in Creswell, 2014) naming a few comments in this regard: Checking the 
transcripts for making sure that they are mistake free, making sure of the correct coding, 
cross checking the codes (Creswell, 2014, p.203). In line with this recommendation, the 
transcriptions and coding process of this research was iteratively checked to ensure the 
reliability of the data. 
 
In the sampling process, users from different departments, job levels and job categories 
were chosen as much as possible, to ensure that the result of the research can be repeated 
in different situations (Roberts, Priest and Traynor, 2006, p.43). This is while 
generalizability is not that much applicable for the qualitative research, as the importance 
of the qualitative research is in the study of specific cases and situations (Creswell, 2014, 
p.204). However, generalizability can be more meaningful for the case studies, where a 
number of cases are studied (Creswell, 2014, p.204) which is not true for this case.  
 
Making notes through the process of data collection will also add to the reliability of the 
research as it is argued that “keeping detailed notes on decisions made throughout the 
process will add to the project's auditability and, therefore, reliability” (Roberts, Priest 
and Traynor, 2006, p.43). During telephonic interviews, further to the audio recordings 
of the interviews, I made some notes, which were also considered in the analysis of result 
and in creating new questions for the next interviews. Such note taking would also help 
the researcher to include non-verbal aspects of interview in the data (Roberts, Priest and 
Traynor, 2006, p.44). In this case, although I missed the visual aspects of a face to face 
interview, but still notes of the voices, sounds and interjections could be taken and 
included in the transcriptions. All the vocal gestures, as much as recognizable through the 
phone, were recorded to help better understanding of the feelings and attitudes of 
participants towards the system. A high quality voice recorder was also used in order to 
ensure “technical accuracy in recording and transcribing” (Roberts, Priest and 
Traynor,2006, p.44).  
 



  
 

29 

“Intensive engagement with the data – moving backwards and forwards between the data 
and our interpretation of it - and making firm links between our interpretations and the 
data by, for example, using verbatim examples of participants' comments in written 
accounts of the findings, can all increase reliability and readability” (Roberts, Priest and 
Traynor, 2006, p.44). These techniques were used in the data analysis of this research to 
increase reliability. I moved times through the transcriptions to find the patterns and used 
quotes from the interviews to support my interpretations of the data. But as recommended, 
I tried to be careful in “quoting from the transcripts so as to have different thoughts and 
ideas in the range of responses and avoid bias by “cherry picking” (Roberts, Priest and 
Traynor, 2006, p.44).  
 
But after all, qualitative analysis of the data is by nature a reliable approach, in which data 
analysis is done through the codes created to describe data, from the statements made by 
people, and so there is the opportunity to go back to the codes and revise them or check 
them over the time (Roberts, Priest and Traynor, 2006, p.43). 
 
3.4.2 Validity  
 
Validity in qualitative research does not have the same meaning as the quantitative 
research (Creswell, 2014, p.201). “Qualitative validity means that the researcher checks 
for the accuracy of the findings by employing certain procedures, while qualitative 
reliability indicates that the researcher approach is consistent across different researchers 
and different projects (Gibbs, 2007 cited in Creswell 2014 p.201). 
 
Validity in research is defined by two types, namely external validity and internal validity. 
In qualitative research, validity of research is measured against evidences and justifiable 
accounts by the researcher and external validity exists when the result can be used in 
another situation (James, 2012, p. 12). Validity is therefore about the appropriateness of 
the tools that measure the subject of study (Roberts, Priest and Traynor, 2006, p.44). 
 
Creswell (2014) names eight strategies for the validity of research and recommends use 
of more than two of them. The strategies include triangulation, member checking, a rich 
description of the setting, mentioning the bias of the researcher, presenting negative 
information that counter to the theme, spending prolonged time in the field, peer 
debriefing, using an external auditor to review the entire project (Creswell, 2014, pp.201-
203). James (2012) has also mentioned triangulation as methods for ensuring validity 
among other methods. Triangulation is use of different methods or sources of data for the 
research and has many different types (Carter, et al., 2014). Method triangulation and data 
source triangulation are used in this research to ensure validity of the research as much as 
possible. “Data source triangulation involves the collection of data from different types 
of people, including individuals, groups, families, and communities, to gain multiple 
perspectives and validation of data” (Carter, et al., 2014, p.545). Therefore, purposive 
sampling for the interview technique was used to collect data from different people, 
coming from different backgrounds and organizational levels. 
 
Also as triangulation of method, document analysis was done so as to collect data through 
a different method rather than just interview. Cross checking with the documents and 
literature helped me to retain the consistency, comprehensiveness and robustness of the 
study (Roberts, Priest and Traynor, 2006, p.44). During the interviews I tried asking 
questions in a way to make sure that quality data are being collected and therefore, add 
to the validity of the study (Roberts, Priest and Traynor, 2006, p.44).  
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But still there are traps to lead the researcher far from the validity in qualitative research. 
Bias as a result of selective use of data can endanger the validity of the research (Roberts, 
Priest and Traynor, 2006, p.44). Therefore, this is when the researcher needs to make 
explicit its biases. 
 
There were some other challenges especially for me as someone who was familiar with 
the empirical setting of the research and had used the system before leaving that company 
(Roberts, Priest and Traynor, 2006, p.44). As an advantage, I could use my experience to 
validate the interview data sometimes, or understand the ambiguities effortlessly. This 
familiarity was helpful for me to better understand the terms and expressions used in the 
company about the system or may be about the situations. However, as it is claimed by 
some researchers, in cases where the researcher is familiar with the subjects or the 
environment under the study, they should be aware of the distance from the case and keep 
the analytical distance, so as to have valid analysis of the result. (Roberts, Priest and 
Traynor, 2006, p.44). In such cases, the researcher should avoid their experience and 
judgments or otherwise make them explicit.  (Roberts, Priest and Traynor, 2006, p.44). 
Also during the research process, I tried to keep the distance from the participants and the 
setting as much as possible, so as to remain unbiased mainly towards the data collection 
process (Roberts, Priest and Traynor, 2006). 
 
The abovementioned techniques will help the researcher to maximize validity and 
reliability of the research but there still may be a long distance from a perfectly reliable 
and valid study. As Roberts, Priest and Traynor (2006) believed that “While researchers 
should use as many approaches as possible to ensure reliability and validity, there remains 
the possibility that flaws may occur at the design, measurement or analysis stage, resulting 
in a less than perfect study.”  
 
3.5 Ethical Considerations 
 
Ethical issues have become more important these days and they apply to all kind of 
research methods and also all stages of the research (Creswell, 2014). 
 
Ethical issues are needed for the researcher to make sure that no harm is made to people 
during the research.  This is the responsibility of the researcher to protect the participants 
by creating trust and keep them harmless during and after the research process (Creswell, 
2014, 92). 
 
Ethical issues can be claimed to be more important in qualitative studies as we are more 
in interaction with people as the subjects and we are subjective rather than adopting an 
objective standpoint (Eide and Kahn, 2008). As Creswell (2014) maintains such ethical 
issues should be discussed before conducting the research, at the beginning, during data 
collection and data analysis and in reporting the research. I followed the ethical 
considerations as recommended by Creswell (2014) in this research. 
 
Before conducting the research and in the review of literature, Harvard Referencing 
system is used for the protection of the right of authors whose works are used in this 
research. Also arrangements were made with the Company for the use of the information 
and interviewing with the employees about the system. The name of the Company and 
the system under the study remained confidential in the thesis report, as agreed with the 
Company authorities. 
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For the interviews and during data collection, the informed consent forms were signed by 
the participants and the researcher. The research objectives and background information 
were explained to the participants and they were asked for their permission of recording 
the interviews. The name of the participants are not disclosed in the report and they have 
been also ensured about anonymity of their interviews. The participants could refrain 
from answering any question they choose, also they could stop to participate in the 
interview at any stage. Translation of the transcripts also tried to be word for word 
translation, so as to not distort any portion of the data in discussions and answers. 
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4 Empirical Findings   
 
In this chapter the data collected through the research methods and techniques will be 
presented and the findings of the research for the discussion in next chapter will be 
discussed in different parts. The findings are presented with reference to the research 
questions in the first chapter. 
 
 
4.1 Findings from Data  
 
From the data collected through interviews and from the document analysis about the e-
learning system, some concepts are recognizable regarding research questions and 
research problem. These concepts will provide insight about the motivations which best 
encourage the employees to use the system, as well as the problems which may hinder 
them from using the system. Therefore, the findings will be presented in two main 
categories of motivations and problems. 
 
4.1.1 Data from Document Analysis 
 
Review of the available documents and interview with the e-learning Admin of the 
Company revealed some facts about the system. 
  
The documents show that this system and its use is important for the organization and it 
is documented through the monthly, quarterly and annual reports of the participation of 
the employees, as the users of the system, in the courses. Participation and number of log-
ins and uses of the system are recorded by the Learning and Development department of 
HR. The COO of the company requires these reports from HR.  
 
The system is connected to the performance appraisal system of the company which is 
effective on the annual salary increase of the employees and annual bonus of employees. 
This indicates the importance of the system for the company and as a result for the 
employees.  
 
Based on the documents available in the HR division and Organizational Development 
Division of the company, training is one of the main factors affecting on the retention of 
the employees and therefore investment in this part is important for the organization and 
management. Employees’ promotions in most cases, require passing of some 
management courses by the employees, and this way training plays and important role in 
promoting the employees.  
 
Courses include general courses for self-management, workplace behavior, and anger 
management, English language courses and so on, to more specialized courses for IT, 
Project Management, Telecommunication, network and some other. 
 
Also the system is connected to the Recognition system of the company where the top 
employees of the month and year will be selected based on the points they collected 
through different activities in the system. 
 
General statistics about the system usage indicated that technical divisions, for which 
more specialized courses are available in the system, are using the e-learning system more 
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frequently, compared to others for which there does not exist specialized courses in the 
system. 
 
 
4.1.2 Data from Interviews 
 
Finding of the research are mainly resulted from the semi-structured interviews 
conducted. The concepts extracted from interviews were outlined and they are presented 
in this chapter. The outlining started with the research questions. Figure 4.1 shows the 
main categories of findings with regard to the research questions. 
 

 
Figure 4.1: Main Categories of Findings 

 
4.1.2.1 Motivations and Drives 
  
Based on the research questions, the main concepts discussed in the interviews with the 
users of the system were about the motivations and drives for using the system, and 
problems in the continued use of the system. Different concepts were identified from 
coding of the interviews. On the same basis motivations and drives are divided into two 
main categories: external and internal motivations and drives. 
 
A. External Motivations and Drives 
 
External motivations and drives are the factors other than personal factors- coming from 
outside, which can drive someone to continue to use the system. As the title indicates, 
they are not just motivating, but they are sometime moving the person toward continuing 
to use the system. 
   

I. Incentives  

Incentives which were claimed to be motivating for the employees in the use of the system 
were discussed in a rather vast range. Monetary prizes, recognition in the organization, 
certificates, are among the incentives which are being used in the company for the use of 
e-learning. Such motivations can encourage the employees to use the system, however, 
they can not solely drive the employees towards the use of system. Such incentives are 
considered as motivations for some employees, while others, who are facing barriers, do 
not really care about them. The Researcher in Legal department believes that:  
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“…some incentives like deciding that by the use of system to a specific amount, you 
will be given some gifts, or there will be some advantages for you, or if some 
monetary incentives be are defined for the use of system, I think it will be helpful,…a 
few years ago, we were told that by passing 10 courses through the system, you will 
be gifted with a modem…” 

 
Also the Training Specialist who is the admin of the e-learning system maintains: “I think, 
also the statistics somehow show that, the courses that are completely virtual, if are 
connected to the reward system, people will try them at least for the prizes.” 
  
The Legal Researcher also emphasizes that: “It may not be motivating for everyone, but 
I liked it because I thought I would learn something and finally I will be gifted with some 
present too…”. However, still there are people who despite being aware of these 
incentives and knowing the process of winning prizes, see the obstacles bigger than to be 
just motivated with monetary prizes.  
 
The company is using these incentives in different forms during different times, but 
surprisingly, sometimes these incentives can act the other way around, and demotivate 
the employees from the continued used of the e-learning. An instance is when the Legal 
Researcher says:  
 

“I remember when they had announcements that someone had passed 40 courses, or 
30 courses, it was meant to be encouragement, but the negative effect was that 
employees would say that: ok! he/she has nothing to do! it is obvious since s/he has 
passed 40 courses ….  You know! these things were happening also. I mean for 
creating motivation, many factors should be considered…” 

 
Recognition Monetary prizes are not the only incentives offered for the use of system. 
The recognition system of the company also offers sometimes points to those who are 
pioneers in the use of the system. These points can eventually, when collected to a certain 
amount, lead to monetary prizes or organization wide recognition and appreciation. This 
is where the central recognition system of the organization is connected to the learning 
and development system, for appropriate use of the both systems. The Career 
Management Specialist maintains: “The Company has now a panel for recognition of the 
employees, which is called Shine, the Company is using this panel to encourage 
employees to do certain activities”. Among these activities is the use of e-learning system, 
which is encouraged through seasonal announcements, or announcements based on some 
internal or national events. The findings indicated that this organization wide recognition 
can be encouraging for some of employees, but not all of them. 
 
Certificates are other kind of incentives which may be encouraging for some people. 
Some of the interviewees believed that these certificates can be good to have, so it can be 
a good drive to offer such certificates to the users. The Career Management Specialist 
believes: “we would be given a certificate that we were told is valid and we can use it in 
any other organization and they [the Company] can send and certify that for us. This 
system is really good.”  
 
But the motivation power of this type of encouragement again depends on the 
characteristics of the people. As the System Admin say:  
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“When there is a certificate -of course it depends on the society and how to use the 
certificate- for those who are more certificate oriented, importance of the incentive 
is more highlighted. In technical departments this is far more significant than other 
departments. Regardless of where in the world it is, the technical divisions are more 
into having special certificates.” 

 
While an accountant who has recently got promotion and became manager says:  
 

“Look! for me it has not been really important. But there are many who consider it 
as important. Since in many companies they don’t know about these courses and 
have not heard about them, and the company will think ‘what a special top course 
it is!’ You know, I mean the course that they have not heard about ….” 

 
Therefore, there are cases which prove that the incentives can not be always motivating. 
On the other hand, absence of these incentives can also be demotivating. So it is important 
that some certain factors be considered in planning for the prizes or incentives towards 
the use of the system. 
 

II. Coercion and Obligation 
 
On the other side of this continuum is the sense of obligation or coercion. There was not 
a unanimous response to the question if there is any obligation or compulsion in the use 
of system, but what is obvious is that if there is any coercion, it is not defined by the 
Company. However, it could happen that at the division or department level, the 
executives or senior managers, sometimes force the employees to do the courses though 
it is not the general policy of the Company. The Legal Researcher says: “No, not really. 
When it was started there was no force…”, but she continues: “…there was no force but 
later there was force. For example they said for your performance score, you need to pass 
some certain number of the courses.” 
 
This is while the Corporate Service employee who is doing a rather busy kind of job 
including typing and archiving of the bulk of complaints, in answer to the question about 
compulsion says: “Yes, we are forced. We were not previously, but recently, I mean from 
last autumn till now it is highly emphasized and we are forced. The courses should be 
passed and if not, you will lose the score, and as I previously said it has a high weight in 
the score.” 
 
The Translator of translation team of the organization who said that she has passed only 
a couple of courses at the beginning of the launch of e-learning system says: “I think it 
was more about force. I think that time, at the beginning, there was something like that 
they gave us points or even there were competitions”.  So it could be the case that some 
of the employees had passed some courses and used the system due to being obliged by 
their managers, but obviously it was not successful in having them to continue the use of 
system, as the Legal Researcher believes: “I feel it had a bad effect on the me, myself! I 
mean the coercion. It made me to pass, because I had to, but I was looking at it as an 
obligation. But when I did it without any sense of coercion and when I had the time, it 
was really more enjoyable for me.” 
 
III. Promotion  
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Promotion has a rather different role as a motivating factor; people will not be promoted 
based on the quantity or quality of the courses they pass or the hours they spend using the 
system. But the employees who are going to be promoted, should pass a number of 
courses. The courses mainly concern management topics which can be helpful for the 
employees who are soon going to be managers and have to manage a number of people. 
Therefore, the content of these courses are prepared based on the said objective. The 
Accountant in Finance division who is recently promoted to be a manager says: “I have 
not used it that much, only for change in the organizational level some of the e-learning 
courses are mandatory and I also at that time was forced to pass some of the training 
courses.” 
 
But this type of compulsion also can not serve the initial goal of training which must be 
learning or mastering some skills and knowledge, as she adds: 
 

“But we could not spend that much time on that, so I was forced to click on the next 
bottom very fast to be able to complete the courses, and since I didn’t know at the 
beginning that the items are two much, for the first two or three courses I spent more 
time. But when I saw that they are long and time consuming I did not go through them 
very carefully.” 
 

Consequently, even for these courses which are required for the to-be managers, such 
sense of compulsion, deviated the course from its initial objective.  
 
IV. Engagement and Retention  

 
While these external motivations are mentioned by the employees to be sometimes 
motivating, there are two main factors which are mentioned by the Admin of the system 
to be the main objectives of the company for launching and promoting the system: 
Engagement and Retention. Engagement happens when the employees feel that they are 
playing a part in the company and are contributing to the performance of the firm. It is 
the feeling of being important and one’s comments being considered in the decision 
makings of the organization. Retention is also about creating the feeling of being useful 
and having dynamicity for the employees so that they are more willing to stay with the 
employer for longer time. In fact, it is about decreasing the employee’s turnover rate by 
offering them some benefits. As the admin maintains: “Two of the most important factors 
that made the company to implement and run this system are Engagement and Retention.” 
He continues that: “the organization prepares an appropriate platform, so that employees 
can have the opportunity to stay in the organization because of the trainings they receive 
in the organization and they can promote themselves through the career management 
program”. Therefore, as he says, all the promotions, prizes and incentives are in line with 
these two objectives.  
 
These factors can really play a role in the decision of employees regarding their job and 
their satisfaction of their jobs. The Accountant also says in a discussion about the 
importance of training: “…there is an expression that says you will feel like fossil [when 
there is no training]. Especially in big companies, where there is not much variety in your 
job and you will not know about all the other tasks in the hierarchies and you see just 
part of it, if there is no training, you will be frustrated in an organization.” 
 

V. Gamification  
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Gamification-based on the explanations by the System Admin- is the process of adding 
game features and technique to a process, so as to make it more fun. In management, this 
feature is applied to engage people more in such processes. This features is now being 
considered in the design of the courses by the training department. As the Admin of the 
System says, it is believed to be motivating for the employees and therefore, this is the 
reason why they have connected e-learning system to the recognition system. This way, 
the employees can apply game-like features to different aspects of job and make it more 
joyful. The admin explains that:  
 

“Normally gamification factors have the greatest effect in encouraging people. This 
is because game elements are really effective in the learning process. In my opinion 
and with regard to the experience I have had so far -and since I, myself, am using 
the system- I think being granted some points for completing a course, or for the 
times you go to the platform and log into that, or for the usage that gives you point, 
such scoring  factors as well as, the courses that are like puzzle and like games, such 
as when you need to fit the sentences in different parts, or when you need to fill in 
the gaps with appropriate words, or all types of matching or the games that have 
become popular and are being used in preparing the courses, I think are really 
encouraging.” 

 
Also HR Career Management Specialist says about these gamification features:  
 

“And then the system has an interesting feature which is offered based on the activity 
you have in the system: you will be given medals. For instance, you have logged in to 
the system once a day during the last three days, so you will be given a perseverance 
medal, a virtual one. Or for example you have passed two courses during the past two 
months, with 100% progress and you will be given a medal for something else, like 
effort medal, things like that. Even with repeated logins you will receive medals. This 
will give you a good feeling. I have a number of badges for example.”  

 
B. Internal Motivations and Drives  
 
The second category of the factors which can be motivating for the employees to use the 
system for longer time, are internal factors. Internal motivations and drives are factors 
which affect the person from inside. The findings from the interviews revealed that 
employees also care about how they feel about the system. Factors like efficiency or 
usefulness of the system, enjoyment from the system and fascination and relevance of the 
topic to the employees’ job can be some other factors that affect continued use of the 
system.  
 
 
 

I. Perceived Usefulness 
 
Seemingly, there are lots of incentives planned for the employees to encourage them to 
use the system in long term, but still most of them are not following the system unless 
they are obligated to do so. Here, maybe what makes a great importance, is usefulness of 
the system for the users.  
 
The Legal Researcher of the company believes that: “Look, one of the things which can 
motivate me is first of all that the system be useful for my job…” 
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Also HR Career Specialist believes that:  
 

“I think that giving out presents is a good motivating factor, but at the same time, 
the culture should be created so that employees know that the courses and topics 
[they study] will be really used and will cause better performance in their job, as 
well as more efficiency. I believe this way; people will be more motivated to use the 
system.” 

 
But sometimes employees, despite believing that the courses are good and useful, refrain 
from participating. The Translator says: “To be honest [thinking a little bit] …emmm … 
I did not have the time to use …emmmmm and… as I said they were not bad courses, they 
were really useful like those courses about skills needed for job and the things employees 
should know …but…”. 
 
Corporate Services Employee who is not using the system, says that: “The programs they 
had, I mean the courses they provided, are really good, really good. I mean those around 
me who have participated were satisfied”. 
 
 

II. Enjoyment 
 
Three of the employees explicitly mentioned that despite all the problems and all the 
motivations, what is of primary importance for them is that they enjoy the courses. The 
Career Management Specialist who is a frequent user believes that, what makes a big 
different is that you enjoy the course. “But for me it was not the coercion that made me 
to go to the panel and pass the courses. I liked them, since it had a very fascinating 
environment…” 
 
She emphasizes that there are many motivations, but for her, the priority is with 
fascination of the system: “Another factor is, [in fact]-since the said problem does not 
apply that much to me-the issue that applies to me is the fascinations of the courses. If the 
courses are fascinating to me, I will use the system.” 
 
Also the Legal Researcher says: “...but I generally liked it to pass the courses and it was 
enjoyable for me when I finished a course…” 
 
The Corporate Services Employee, in comparing these e-learning training with physical 
training, says: “and also you would enjoy more compared to the classes that you are 
forced to go to them and the time of them happens to be during the time you have lots of 
things to do and you can not go, or otherwise when you are not feeling well.” 
 
So far we discussed some motivating factors or drives which may lead to the continued 
use of the system. The second research question was about the problems and barriers in 
the way of such continued use. Therefore, the second category of findings concerns the 
problems and barriers, users faced in the way of using the system.  
 
4.1.2.2 Problems and Barriers  
 
Although the mentioned motivations can motivate the employees to use the system, there 
are also some barriers which may hinder the continued use of the system. The participants 
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discussed some of the problems and barriers they were facing in the use of the system 
during the interviews. 
 
A. Language Barrier 
  
As indicated by the documents and as maintained by the System Admin, all the courses 
offered in the system are currently in English. “…first a basic level, almost an average 
level of computer literacy is required, and average English knowledge, maybe we can say 
upper intermediate English knowledge. Because the courses that are now presented, are 
all in English”, said the system admin when asked about the requirements of the system.  
 
Although the Company is a branch of an international company, and there are expatriate 
employees working there, in some basic administrative jobs, which do not need 
interaction with foreigners, employees are not good at English. They do all of their 
communications in Persian and therefore, do not need English for their job 
responsibilities. One of these positions is in corporate service division. Interviewee in this 
division, who is not using the system, in response to the question about the problems in 
the use of the system says: “Fear of the fact that I don’t know the English language, made 
me to do so [not use the system]. I was really afraid of that.” She further adds: “if my 
English was good, I would say that it is ok, I can listen little by little and I will progress, 
but when your English is not good and you have lots of jobs to do, you will not spend time 
on it, since you know that it will take a lot of time for you.” 
 
The findings indicate that it is not just a matter of little English, since if you are going to 
study something in another language, you need more than just basic mastery of that 
language. Therefore, not for those who hardly know English, but even for those whose 
knowledge is at basic level, it will be a matter of more effort to be able to listen and 
understand the courses. As the Accountant in Finance division says: “And one more thing 
is that, mostly those who are good at English can work with the system. Because they [the 
courses], are wholly being held in English, so if you are weak at English, it will take more 
time to pass the courses.” To emphasize the English level, she adds:  
 

“If I want to pass one of them, I have to translate all the words. All narrations are 
in English and you have to be good at English listening skill, so that you can 
understand them. This is because the narrations on the videos are not written 
anywhere, and in order to understand, you have to be good at listening. So it is 
mostly about the language, and for Iranian employees, in our country this is the 
problem.” 
 

Also the Agreements Manager, who has a good knowledge of English, and has passed 
her last course about 5 months ago, believes that it would be better if some other 
languages are included in the panel, so that you can choose the language. She thinks it 
will be more practical to have the courses in different languages, not only Persian, but 
also some other international languages. 
 
Therefore, the findings indicate that language has played the roles of a barrier in the 
continued use of the system for many of the users. 

 
 
B. Time Barrier  
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Time was almost mentioned by all the employees as the barrier. Since in Private 
companies in Iran, employees are really busy with their daily tasks, they hardly can find 
free time to do anything other than their job activities. Almost everyone in the interview 
mentioned time, either as the main barrier, or as the most important barrier together with 
another one. Even those who are frequent users and use the system regularly, mentioned 
time as barrier. The Legal Researcher says that she had not time recently to use the 
system, but she considers some technical problems as the main cause of waste of time: 
“The biggest problem in my opinion was the low internet speed that sometimes you need 
to wait a long time for the next page to come up.” But she later says: “If the time and 
place facilities are provided for this, I think it will be really good for the employees”. And 
later adds:“Or they [company authorities]can- if it is really important for them- allocate 
time to those who are working in the customer relations division, For instance, 2 or 4 
hours a week, the manager should give them leave from their daily tasks to be able to do 
trainings.” 
 
The Career Management specialist also talks about the problems in the use of system:  
 

“Sometimes people are so busy with their job responsibilities that they have to 
spend all their time at the office on their job, and some people should stay even 
overtime, and spend a lot of time on their job. If they want to go home and have rest 
there will be no time for them to do the e-learning, and they are so tired that they 
will not have time [for it].” 

 
The Translator, who has used the system only at the beginning of launch of it and did not 
use it later after that, says: “But to be honest I did not have time to pass them”. She also 
recommends that it is better to ask this question from those who are passing a lot of 
courses, to see what is motivating for them: “yes, it would be good to talk to them to see 
why they have passed so many [courses]. It was a large number [of courses] and everyone 
was surprised that how much time did he have that could pass them …”. 
 
I already had interviewed one of the frequent users –the Legal Researcher- and 
surprisingly she said she was not that much free and she was also busy, but when she 
found the courses useful and also when there were incentives, she could manage to do the 
courses. I did not give any personality test, but what I know about this person is that her 
self-disciplined character would help her to find the time needed for e-learning. 
However, the person the Translator is mentioning as a BIG user, is no more working there 
and it was not possible to talk to him. 
 
Also the accountant who passed only courses for promotion says: “Look, my problem is 
that I don’t have that much time at the work.” 
 
For some positions, time is even a bigger problem. For the Judiciary Admin who is 
handling judiciary complaints, it was impossible to go through the system. She says: “I 
don’t know anyone in this department who has used the system. Here, people don’t have 
time to even eat lunch”. She has never used the system and considers the main barrier to 
be time. 
 
From the findings about the problems and barriers, it was revealed that time can be the 
biggest barrier or at least, is claimed to be the biggest. For every one, in every department, 
it is a challenge to make the time and therefore, they may need an even bigger motivation 
to overcome this barrier. 
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C. Technical Barriers  
 
The findings indicate that technology has not been a barrier in continued use of the 
system, though in some cases it was mentioned that low internet speed was a barrier for 
the use. Mainly in a country like Iran, which is under some international sanctions, and 
also, there are some restrictions defined by the government for the use of internet, 
technical barriers mainly relate to the internet speed. Also the international sanctions, as 
the Career Management Specialist said, have made the company to change the service 
provider; as Iran was one of the countries that they were not allowed to render service to. 
 
Generally, the findings indicate satisfaction of the users from the technology used in the 
e-learning system, and they did not consider it as a barrier for the continued use. 
Therefore, social and organizational barriers can be considered as more important.  
 
D. Communication  
 
Although there was no question asking about communication related to the e-learning 
system in the company, in some of discussions, it could be understood that users have 
missed some of the internal communications. 
 
Except for the Career Management Specialist who was totally aware of the functions and 
features of the system, the promotions, and the incentives, most of the users were not 
exactly aware of how the system works.  
 
The document analysis indicated that the company is doing a good job in the internal 
communication about the system. It can be understood by the number of the emails sent 
and the content of the emails. However, it seems that, receiving a large number of internal 
communication emails from different divisions, especially Human Recourses, caused the 
employees to do not care about such emails, and ignore them in most of the cases.  
 
Most of the employees remember the first time the system was introduced through email 
wherein, they have been allocated a username and password. For those who joined the 
Company after the initial adoption of the system, there was an induction meeting, where 
they were explained about the system and its advantages and benefits.  
 
As the System Admin says in answer to the question about introduction of the system: 
 

“Normally in the induction or orientation session, which is held after three months 
of joining to the company, it will be explained as one of the benefits of the company 
which provides learning opportunity. There will be explanations about the 
credibility and validity of the system and its application. After that induction 
meeting, they will be sent an email, which contain the username and password 
which are automatically active and the users can start using the system”. 
  

Therefore, despite a good communication system, still the communication seems not to 
be working well in this case. 
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4.1.2.3 Other Findings  

 
Based on the questions asked in the interviews, some other findings can also be presented. 
Since they are not at the heart of the research aim and objective, and are not concerns of 
the research questions, they will be discussed under the topic of other findings. 

 
A. Knowledge Sharing and Management   
 
During the interviews, the participants also were asked about knowledge sharing. It was 
meant to understand if knowledge sharing is included in the e-learning system, so that the 
system can more contribute to the knowledge management in the Company. As discussed 
earlier, knowledge sharing in the organization, can be considered as an organizational 
learning processes. With the use of Information and Communication Technology, 
knowledge Sharing can even be more helpful in the organizational learning. 
 
Most of the answers indicated that knowledge sharing and management, are mainly done 
informally, through occasional meetings, word of mouth, and face to face training. 
Through this question, I wanted to have more insight about training at the start of the job 
in the organization, to see if it could be part of the e-learning system.  
 
It was revealed that the initial training for the use of the systems and applications, and 
even processes of the company by the new employees, are not included in the e-learning 
system. As the Accountant said, at the beginning, she was trained by other people working 
there, and she was learning to use the system little by little and through the experiences 
she gathers and help and guidance of other colleagues. 
 
Also the Career Management Specialist said that they have weekly team meetings, in 
which they will share any new knowledge or process, or any idea or creativity they feel 
will be helpful for their team performance improvement. 
However, there are some panels in the e-learning system that employees can share what 
they have found useful in the courses of e-learning, but it is rarely used and it seems that 
employees are not all aware of that. 
 
The table in the next page summarizes the codes, categories and concepts in the data 
collected through the interviews. 
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Concepts Categories  Example Codes 
Motivation and 
Drives 
 
 

External Motivations and 
drives  
 

Incentives 
Prizes 
Presents 
Obligation 

Internal Motivations and 
drives  

Enjoyment 
Perceived Usefulness  
 

Problems and 
Barriers  

Time  Lack of time 
Time consuming 
Busy 

Language English 
Difficulty in understanding 

Technical  Internet speed 
Material 

Communication Emails 
Induction meeting 

Others  Knowledge Sharing  Job related information 
Processes 
Team meetings 

Table 4.1: Codes, Categories and Concepts 
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5 Discussion  
 
This Chapter 5 is devoted to the discussion of the topic. Discussions are around the 
findings with regard to the research questions and also the previous studies related to 
this topic which are summarized in the Literature Review.  
 
5.1 Discussion of the Findings  
 
The findings from the semi-structured interviews, as the data collection technique, are 
generally within the same borders of the majority of the theories used for the study of IS 
continuance. Based on the IS Continuance Theory, perceived usefulness and perceived 
ease of use are effective on the intention of the user to continue to use the system. The 
findings, from the interviews and discussions with the users, indicated that users will use 
the system when such use is easier for them and also when they feel that the system is 
useful for them.  
 
However, the main purpose of this study as a qualitative one, was to dig into the 
motivations and problems of the continued use of the system in more details. Therefore, 
the discussions here is not just about the general ideas within the models, but such 
constructs and concepts will be discussed in more details here. 
 
5.1.1 Motivating Factors, Drives, and Barriers 
 
As the findings suggest, one of the main factors, affecting continued use of the system, is 
that the users feel the courses and the content of them are useful for their job and help 
them to learn something useful in the organization. Most of the users, indicated that being 
granted a certificate is not the main factor in use of the system, and it would be enough 
for them if they feel that the courses are good and helpful. So more specialized topics in 
each field, rather than just repeated general topics, will give the users of the system the 
feeling of usefulness. Therefore, like the result of the study by Annansingh and Bright 
(2010), a comprehensive study of the needs of employees, before designing and offering 
the courses would make the courses more purposive. More related and customized 
courses for different departments, will overcome the resistance of the employees toward 
the system use (Annansingh and Bright, 2010) and they will be more eager to use the 
system. 
 
The findings also confirm the Annansingh and Bright (2010) research’s results, which 
claim that those who are not motivated enough to use the system, will not plan their time 
for the use of the system and therefore, their main problem would be specified as lack of 
time. This is while making the courses more useful based on the employees needs and 
priorities will make the role of time as barrier less strong. 
 
In the discussion of the motivations, the findings show that, despite all the efforts being 
made to encourage the employees, still there are resistance towards continuing to use the 
system. As in one example it was clearly stated by one of the employees that “my priority 
for learning is something else, something different from the courses offered”.  
 
While there are many plans for promoting the use of system, still some persist that they 
can not find time for this activity, as they prefer their free time on something they feel 
more important. Therefore, it is obvious that in these cases it is not only a matter of time, 
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but the main problem is that priorities of the employees and the organization are not 
aligned. As previously claimed, a problem with the organizational e-learning is that 
training is not encouraged, and time is not spent on it, since it is not designed in line with 
the main objectives of the organization (Minhong, et al., 2010, p.167) 
 
But what is obvious is that time is still a problem, especially in some of the departments 
and for some employees who are not given the opportunity to use the system due to the 
work pressure, or those for whom the difficulty with the use of system will make it more 
time consuming to use. As Annansingh and Bright (2010, P.62) find that among other 
factors, lack of time and work place pressure, could be the main obstacles in the way of 
continued use of the system. 
 
Also, with regard to the problems, the findings have shown that, with all the promotions 
and encouragements, sometimes and in some departments, such promotions are not in 
line with the policies or culture of the organization. While the organizational culture 
emphasizes on performing the tasks with whatever effort, no matter you don’t have time 
for you at work to do other activities, obviously, simply the encouragements can not be 
effective any more. Also where there is a prevalent culture that, when someone has passed 
a large number of courses within a defined time period, other employees would have the 
feeling of discrimination, since they are too busy with their daily tasks that they can not 
keep up with that pace, the incentives can not anymore play a role in motivating. So “the 
development of workplace e-learning should consider the alignment of individual and 
organizational learning needs, the connection between learning and work performance, 
and communication among individuals” (Minhong, et al., 2010, p.167).  
 
Language is mentioned by many users to be a barrier, which is a new finding. Since the 
case under this study was an International company, where the native language of the 
parent company is different from the native language of the branch, language appeared to 
be a barrier. Hence it has shown that some factors which seem natural in many cases, can 
be considered as a barrier in other cases. In fact, language is here the effect of the 
environment, which affected the use of the system. While it is not a barrier or problem in 
many of the branches of the Company where the native language is English, in Iran it has 
caused a great deal of problem for the users. Therefore, the context, where the 
organization is active, can introduce some problems and probably some motivations. 
 
 
5.1.2  Personality and Use of the System 
 
Motivation is a broad, widely discussed important concept in psychology. There are 
different models and theories regarding motivation which discuss it in different ways. 
Generally, “the Motivational Model distinguishes effects of extrinsic and intrinsic 
motivation in influencing the level of technology acceptance (Sun Joo, Seung-hyun, 
Wenhao, 2012, p.943). One of the motivation models, which is used for the study of e-
learning, is Self Determination Theory. 
   
 With regard to Self Determination Theory, this study approved that relatedness of the 
topic, autonomy of user and competence of them are effective on the continued use of 
the system.   
 
Among the users, those who are more self-motivated are more likely to use the system. 
They are more determined to finish the tasks they have started and can plan their work 
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related tasks so that they can have free time. Normally they have plans for their time and 
can organize the stuff according to their time to create their own free time. Therefore, 
external motivating factors such as prizes or other factors may have trivial effect on their 
decisions and even without these incentives, they are motivated to do the task. Mostly, 
there are internal motivating factors, like the sense of responsibility, or sense of 
achievement, that cause them to be more persistent and do not give up easily.  
 
Relatedness of the topic can also, to a great extent, determine if the user will continue to 
use the system or not. The findings from the interview indicated that most of the users 
who did not continue to use the system, find it irrelevant to their needs or to their jobs. 
Also the document analysis has shown that people in Technical divisions and HR 
division, for whom more specialized courses are available, are using the system more 
frequently, compared to other departments’ employees. Therefore, the content of the 
courses should contain something to add to the knowledge of the users and be related to 
their tasks; otherwise, there is no reason to spend time on it. 
 
Competence, either in the form of language competency or in the form of technical 
competency over the system, also proved to be effective on the use of the system. Mainly, 
those who had problem with understanding English, had more problem using the system 
or they have not used the system except for the times they were forced to do so. In some 
cases, even the pressure of performance score could not be effective in encouraging them 
to continue to use, as they found it ineffective and maybe impossible to use in some cases. 
 
5.1.3  Coercion and Obligation  
 
As far as concerned with coercion and obligation, the findings indicate that although in a 
few cases, a little push from the organization can be a good drive to move the employees 
towards the use, but mainly coercion is not a motivation in use of the system, especially 
in the long term. Since e-learning in organization is not that much connected to the force, 
pressure, and obligation, and it is more a matter of option -as opposed to the educational 
centers such as school, some personal factors could have effect on such use of e-learning 
systems by adults. These factors include among others, self-discipline, self-determination 
and autonomy of the learners (Annansingh, and Bright, 2010). The findings in this 
research indicated that, at the beginning of a program or promotion, forcing the employees 
may cause them to start to use the system, but it can not be considered a drive for the 
continued use of the system in long term.  
 
Such control factors even in some cases may bring about more resistance towards the use 
of the system. Michalski (2014) maintains that tight control over the use of the system 
can be a hindering factor in the continued use of the system, since organizational e-
learning requires the sense of responsibility, and such controls will weaken this sense of 
responsibility in people. This was also supported by the finding of this research, as one 
of the users, clearly indicated that such force was not motivating for them and led to 
opposite reaction. Therefore, working on the factors which make the users believe more 
strongly in their sense of responsibility, may work better. However, this is still a 
complicated issue, as people in organizations show different types of reaction to different 
issues, and reactions, are not the same for everyone. As it was mentioned earlier, those 
who are more self-disciplined and have the ability to plan their own time, are better users 
of such systems, in which no force lever is used. So, personal characteristics can be 
determining factors in motivating people and there is a needs more investigation of such 
personalities. 
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5.1.4 Organization 
 
In this part, factors which are more related to the organization and management of the 
organization, will be discussed. 
 
5.1.4.1 E-learning and Performance Management  
 
Connecting the e-learning system to the Performance Appraisal System of the 
organization is, somehow, using an element of pressure. As the admin of the system 
emphasized, there is no connection between the use of e-learning system and 
performance. However, some employees mentioned that the e-learning system have some 
connections to their performance score, and it can have a high weight in the final score. 
Therefore, it seems that, at least, some managers are utilizing it as a pressure factor. As 
previous studies (Minhong, et al., 2010) have suggested, it would be appropriate to help 
the employees define their learning objectives based on the organizational requirements 
and their own performance. Therefore, the performance indicators can be used to ensure 
alignment of the individual learning needs and organizational interests (Minhong, et al., 
2010). I think the main problem, which makes such involvement to feel like obligation, 
is that, the courses and trainings, are not aligned with the personal needs of the employees. 
If the employees could also decide about the training topics and courses, then having use 
of the system as part of their performance appraisal, would not feel like they are forced 
to do something.  
 
However, as a new approach, connecting the use of the system to the recognition system, 
which is also using gamification, could be a better option. Although nothing from the 
interviews indicated that users are encouraged more by this system, the admin of the 
system maintained that, increase in the use of the system is visible, from the time these 
promotions and gaming factors are added to the notifications for the use of e-learning. He 
claimed that such trend is evidenced by their weekly and monthly reports. 
 
5.1.4.2 Organizational Goals, Mission and Vision  
 
Considering all the factors discussed so far, I can conclude that looking at the 
organizations as a whole, would be an appropriate approach in the design of the system 
and further improvement of it. Accounting for the strategy, goal, vision and mission of 
the organization in designing the courses, and considering the technical requirements, at 
the same time as other environmental requirements, and organizational and personal 
preferences, will make a good package to meet the needs of everyone in the organization. 
 
For example, language was said to be a problem in the continued use of the system. As 
initially, the language of the parent company was English, and also the Company was 
meant to be an international one, therefore, the majority of internal and external 
communications, documents, agreements, and interactions are in English. Therefore, the 
official language of the Company is English. But in the branch located in Iran, the number 
of expatriate workers decreased little by little and they were replaced by the local 
employees. Some of the positions also did not require proficiency in English. Therefore, 
in order to provide equal opportunity for the employees, based on the changes in the 
organization, and in the environment, it would be effective if language options were also 
considered for the system. In a system theory approach to organizational e-learning, it is 
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said that the learning system in the organization must react to the environmental needs 
and changes (Minhong, et al., 2010). 
 
Although it is claimed that the system is in line with the objectives of the organization, 
but still there are some inconsistencies between the general policy of the company and 
the procedures followed by managers in some divisions. On the other hand, initial 
acceptance and some findings shows that, a good path is chosen theoretically, but more 
care may be required in the implementation of the system in the organization, practically. 
As we see, most of theories which explain about success of the system, are considered in 
the design or are being considered in the improvement of the system. But, it is also 
important to provide the condition for the most effective implementation of the system. 
This is due to the fact that, workplace e-learning, according to the aim it serves, is said to 
be more dependent on practical tasks (Minhong, at al., 2010). 
 
One of the conditions for the implementation, is the organizational culture. It is important 
that the organizational culture be considered, especially in the motivation creation for the 
employees, so that conflict of interest can not hinder use of the system. Culture, is 
mentioned also in Annansingh and Bright’s study (2010) as the solution to overcome the 
resistance of the users towards the system. Therefore, making a learning culture in the 
organization, can be helpful in minimizing resistance of the users of the system. 
 
At the same time, imbalance of power in the organization will have effect on the learning 
goals and approaches of the people working there (Michalski, 2014, p. 160). E-learning 
resources can not be found effective for the learners, if they are not working in line with 
socio-cultural factors (Stoffregen, Pawlowski, and Pirkkalainen, 2015).  
 
However, despite some of the problems that exist in the way of use of the system, the 
organization is investing and planning a lot for the more prevalent use of the system. 
Despite some failures in the implementation, the model seems to be a good model as in 
most of the interviews, the users expressed positive opinions about the system in general. 
 
5.1.5 New Insights  
 
Some findings from this study were new concepts which have been referred to in the 
literature and therefore are new insights regarding the continued use of organizational e-
learning. These new insights are discussed as below. 
 
5.1.5.1 Communication  
 
Another factor which is effective on the use of the system, as indicated in the document 
analysis, is appropriate communication. During the interviews, it was revealed that some 
employees are totally unaware of the plans and programs for promoting the system. This 
is despite the fact that notifications and announcements are broadcasted to all the 
employees who have access to the system.  
The main communication medium for such cases in the Company is email. But sometimes 
the number of notifying emails are so large, that the employees do not care about the 
content of them and just ignore them. This is what I could understand from the discussions 
we had. They are aware of existence such notifications, but they do not exactly know the 
about content of them. 
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Therefore, the number of communications and notifications sent, does not necessarily 
guarantee an effective communication in the organization. The company can think of 
some other, more effective ways, to communicate the messages so that the purpose of 
communications is served. The role of communication in the use of the system is not 
discussed in previous studies. We discussed it here as a barrier in the continued use of the 
system. This barrier can be more important in the big organizations, wherein the 
complicated system, requires more effective ways for conveying the messages to the 
employees. 
 
5.1.5.2 Gamificaion 
 
Although Gamification can be also considered and discussed under the topic of 
motivation, being a rather new approach, caused it to be discussed under a separate 
heading. Gamification is an interesting technique, used by the Company, in different 
organizational tasks. Gamification has helped managers to find more motivating drives 
for different tasks in the organization. This is a rather new technique, which will make 
learning and development more enjoyable for the employees in the organization. As 
mentioned in the findings, use of Gamification is a new option in the organization that 
will be applied to different systems which are being used in the organization. Based on 
my knowledge of this topic, this technique has not been studied before in the context of 
organizational e-learning. However, limited use of it has shown that it can bring about 
more excitement to the tasks and make them more competitive.  
 
Use of games has always been motivating in learning and education for the children. But 
games are no more only played by children, especially with the advancement in the 
technology and emergence of computer games. Therefore, this feature, which is not 
referred to in the previous studies, can be a good factor in the continued use of the system. 
Obviously, further studies will contribute to better understanding of the effect of this 
technique in the organizational e-learning. 
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6 Conclusion  
This Chapter is a conclusion of this study. A summary of the objectives and research 
problem, as well as the research questions, will be presented, and it will be concluded 
based on the findings and their relationship with the previous studies. Finally, some 
recommendations for further research will also be provided. 
 
6.1 Conclusion 
 
With the more pervasive use of information and communication technology in the field 
of training, organizations were provided with a good option to satisfy their training needs. 
While more knowledgeable and skilful employees are a big capital for the employers, e-
learning would bring about even more competitive advantage for them. Therefore, use of 
e-learning in the organizations, is gaining more significance. However, the importance is 
more recognizable and profitable when the use of the system is continued.  
 
Considering the importance of organizational e-learning and its continued use, this 
research aimed at understanding the motivating drives as well as the barriers in the 
continued use of the organizational e-learning system by the employees. This study, 
sought to find answer to the two following questions: 
 
 

Q1: What are the main motivations and drives for the employees to continue to use 
the e-learning system in the organization under the study? 
 
Q2: What are the main problems or barriers which hinder continued use of the e-
learning system under the study? 

 
Since the objective of the research was to have an in depth understanding of a 
phenomenon, putting on an interpretive lens, with a qualitative methodology, a case from 
Iran was chosen and studied to find the answer to the research questions. The qualitative 
research methodology was adopted to better understand the situation. Document analysis 
and semi-structured interviews with 8 users of the system, were used as data collection 
techniques. 
 
The research result indicated that the employees are mainly having a problem with time, 
in passing the courses and using the e-learning system. Despite all the promotional plans 
and encouragements, still they persist not to use the system unless they are required to do 
so for an organizational process. The findings indicated that, lack of alignment between 
the organizational goals and personal goals, and priorities of the employees caused low 
rate of continued use of the system.  
 
Sometimes the type of incentives is not also aligned with the organizational goals and 
policies which can make those incentives even demotivating.  
 
Employees, mainly, think that courses are good in many aspects, like the material used 
and the quality and variety of the topics. But some of them claimed that their main 
problem is with the language of the system. The non-native language of the system makes 
the use of system a cumbersome and time consuming task for those who are not good at 
English.  
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The system is a really comprehensive system which is using many interesting features. 
Connecting the system to the recognition system, making use of gamification features, 
and constant improvement of the system are new approaches which may take a little bit 
time to show their effect on the use of the system. 
 
Despite all these technical considerations in the design of system, there are some factors 
which can be helpful in the improvement of the use of system. If the organizational goals 
are aligned with the personal goals, and if the courses content, type of encouragements 
and incentives and other motivating factors are coordinated with the organizational goals, 
strategies and policies, then all these efforts would be more meaningful to the employees.  
However, use of e-learning system in organization, as regards interaction of human being 
with the technology, has a lot more complications which can be addressed in further 
researches under this topic. 
 
6.2 Contributions  
 
E-learning is a fascinating research field and its multidisciplinary nature made it an 
appropriate topic for many fields of study. Mostly e-learning is studied in the field of 
education and pedagogy. However, e-learning is not just limited to the use of it in 
educational setting.  
 
Organizations are recently more and more using this type of learning and offer that to 
their employees as a benefit towards their goals and objectives. However, study of 
workplace e-learning has been rather limited and when it is about the continued use, there 
are far less studies focused on that.  
 
On the other hand, the majority of studies about e-learning are quantitative studies, or are 
focused on the technical aspects of the system. This research is focused on the continued 
use of organizational e-learning and I tried to have a more in depth study of the issues of 
motivations and problems in the continued use of the system.  
 
As the result indicates, since we are discussing a system, a part of which is human being, 
therefore, concepts are more complicated and motivations are not just simply some factors 
which may be effective on the use of the system.  
 
This research contributed to the more in depth understanding of the relations between the 
use of the system and these problems and motivations. It brings about a more 
comprehensive understanding of the motivations, drives and barriers which were 
previously discussed more generally. In fact, this study provided more detail about the 
constructs of some models and theories used in the study of organizational e-learning. 
 
The study also adds to the literature of organizational e-learning in Middle Eastern 
countries and more specifically in Iran, where such studies have been very limited so far. 
 
Moreover, the results from the research is applicable for the improvement of the 
continued use of the e-learning system in the Company under study. The findings can 
help the management to better understand the motivations and problems in the continued 
use of the system, and decision making on the same basis. The findings, not only are 
applicable for the Company under the study, but also they can be used for design and 
implementation of e-learning systems in other organizations. 
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6.3 Future Research  
 
It seems that organizational e-learning systems are not studied enough using qualitative 
methods. Qualitative method will provide the opportunity of more in-depth study of the 
systems. Since this research was a case in Iran, and limited to the cultural and working 
condition over there, further research would be good to be done in different settings and 
contexts with different participants and cultures.  
 
Other forms of qualitative studies like ethnography would be more effective in this type 
of research and the researcher will gain a more comprehensive image of the setting and 
system. Also the validity of the data would be more secured.  
 
Longitudinal studies which indicate trend of the use of the system in a longer term with 
controlling factors will also help in understanding some hidden aspects of the research 
problem. 
 
As a result of the findings, it was indicated that different people have different reactions 
towards motivating or hindering factors. Therefore, while one factor can be motivating 
for someone, it can not trigger motivation in another one. A more in depth study of the 
personal characteristics of the people, can elaborate more on these issues. 
 
Gamification, as a new management concept, was an interesting finding hereof, and use 
of it in the organizational e-learning can be focus of further studies. 
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Appendix 1 
 
Interview Protocol 
 
Interview Guide  
This is a semi-structured interview and the questions may be changed, added or removed 
based on the interview process. Feel free to ask any question for clarification or add any 
other information you think may be related even if not asked for. Thank you for your 
participation.  
For more accurate result I need to tape record the interview, but the audio files will only 
be used by the researcher for the analysis of the data and they will not be shared or used 
for any other purpose, whatsoever.  
 
Interviewee No.:  
Gender:  
Age:  
Educational Background:  
Computer Literacy:  
The Duration of the employment:  
Date of Interview:  
Time of Interview:  
Duration: 
Media for the interview: 
 
1. What kind of job do you do in the organization? 
2. How long have you been working in the organization? 
3. Do you know the e-learning system of the organization? How did you get to know that? 
Have you ever used it? 
2. Was that helpful? Did you learn anything from that? 
3. How much can the system help you in your job? Generally or specifically? 
4. How often do you use the system? 
5. For what reasons do you use the system mainly? 
6. How do you use it for knowledge sharing with other colleagues? 
7. What other ways of knowledge sharing do you use in the organization? Why? 
8. What other ways of training do you use in the organization? Which one do you prefer 
and why? 
9. Have the system ever been improved from the beginning? What changes? 
10. Any problem? What are the problems that hinder you from using the system? 
11. What can be improved about the system? 
12. Can the system replace the physical trainings? Why or why not? 
13. How much have you learnt during you work in the organization, I mean on the job 
training? 
14. What are the advantages and disadvantages of this system? 
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Appendix 2  
 
Interview Questions for the System Admin 
 
1. Explain a little bit about the system, how it works and how it is introduced to the 
employees. 
2. How important is the use of system for the company? 
3. Do you have any statistics showing the system use in the organization? 
4. What is the goal of this system? 
5. How do you motivate the employees to use the system? 
6. Have you ever changed or improved the system? 
7. Is there any survey to ask the employees about the system? 
8. What problems do you consider the system has? 
9. How are the courses designed? On What basis? 
10. What is the minimum and technical knowledge requirement for the use of the system? 
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Appendix 3  
Informed Consent Form 

 
 

Informed Consent Form 
 
 
Information Sheet about the Research  
 
Introduction  
 
My name is Samira Tavakoli and I am currently doing my Master Thesis in Information 
Systems at Linnaeus University, Sweden. My research is related to the continued use of 
the organizational e-learning system and its purpose is to study what factors motivate, or 
otherwise, hinder continued use of the workplace e-learning system. For the data 
collection I need to interview a number of users of the system to get more insight into 
their experience. As the users of the organizational e-learning, you are invited to 
participate in this research since I feel your experience is valuable for the purpose of my 
study.  
 
Participation and Confidentiality  
 
The study will involve your participation in interviews. Participation in the interviews is 
completely voluntary and you may change your mind any time during the interview, or 
stop participating. Also you may choose not to respond to any question that make you 
feel uncomfortable. 
 
The interviews will be conducted through phone or on skype or other online applications 
and they will take up to 45 minutes in average. The interviews will be audio recorded 
upon your agreement. The transcription of interviews will provide me with more accurate 
understanding and analysis of your experience. Any data collected during interview 
session such as recordings or documents will only be available to the researcher, 
supervisor and examiner of the thesis and will only be used for the purpose of this research 
and not any other purpose, whatsoever. The recordings and collected data during the 
interview will not be disclosed to or shared with any other person. 
  
The interviewees name will remain confidential and will not appear in any report or 
publication, unless clearly indicated otherwise by them.  
 
There will be no monetary reimbursement or bonus for participation in this interview. 
 
A copy of this consent form will be provided to the participant after being signed. 
For any question with regard to this research or participation please email me at: 
Sam-tavakoli@hotmail.com 
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Please mark the boxes with Y (yes) or N (No): 
 
1. I have read and understood the above information and agree with the 
statements above. I have been given the opportunity to ask questions about 
this research and my questions were answered properly. 
 
2. I agree that the interview be audio recorded.  
 
3. I want to keep my name anonymous in this research. 
 
4. By signing this document I voluntary agree to participate in this research 
and that the data collected during the interview can be used for the purpose 
of this study. 
 
  
 ____________________________         ________________________     
____________________ 
     Name of Researcher                              Signature                                    Date 
   
____________________________         ________________________   
_____________________ 
    Name of Participant                                Signature                                  Date 
 
 
 
 


