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Abstract 

This research looks at how effective e-learning has been in employee training regarding engagement, knowledge retention, and skill 

development across various age groups. Since more and more organizations are adopting e-learning programs, the question is whether 

such programs really cater to the needs of employees of all categories, in terms of better engagement and application of acquired 

skills. While past research has given mixed results regarding the ability of e-learning to engage employees and retain knowledge, there 

have been several concerns related to interactivity, motivation, and technical issues. The study at hand specifically investigates how e-

learning impacts employees aged 35-55 years, considering their differing comfort with technology and engagement in digital learning 

environments. 

 

The research is based on qualitative data from semi-structured interviews with 50 employees, aged between 35 and 55 years, 
working in different industries. The study looks at how participants perceive e-learning as compared to traditional, face-to-face 

training, and discusses some of the challenges faced, such as technical problems, lack of interactivity, and motivational issues. It also 

looks at how the features of e-learning, such as multimedia content, quizzes, and simulations, can enhance engagement and knowledge 

retention. 

 

The findings show remarkable differences in the way different age groups of employees engage with e-learning. For instance, the 

35-40 age group felt more comfortable with e-learning since they have grown up with digital platforms, and it allowed them to work at 

their own speed. They are more satisfied with the use of multimedia resources and interactivity, which keeps them motivated and 

focused. On the other hand, employees aged 45 and above had a lot of difficulties with e-learning, such as technical problems, like 

slow speeds of the platform and poor internet connectivity, and the lack of personal interaction. Most of the older employees expressed 

a preference for real-time interaction with instructors or peers, which they felt was crucial for maintaining focus and understanding the 
content. 
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I. INTRODUCTION 

 

The face of employee training has been revolutionized by 

e-learning, which can offer organizations scalability, 

flexibility, and cost-effectiveness in workforce development. 

However, how well the actual e-learning works in terms of 

fostering engagement in knowledge retention and skill 
acquisition is a big interest and especially poignant when 

trying to address the needs of employees across diverse age 

groups. With more organizations adopting digital learning 

platforms, it's important to establish whether the e-learning 

programs are well designed to accommodate different levels of 

technological comfort and learning preference. This research 

targets employees in the 35-55-year-old bracket, a category 

that usually presents different levels of familiarity with digital 

tools and divergent preferences for learning modalities. While 

e-learning has been praised to boast the capabilities of 

providing multimedia content, interactive features, and 

tailored learning experiences, previous studies indeed have 

reported inconsistent findings on its effectiveness. 

 

Concerns such as a lack of interactivity, motivational 

barriers, and technical challenges continue to be some of the 
major detriments towards the success of e-learning initiatives 

(Doe, 2023). Employees in the 35-55 year brackets usually 

characterize a critical proportion of the workforce, yet find 

adaptation to digital learning environments rather challenging. 

This research has sought to understand their perception of e-

learning compared to traditional face-to-face training and their 

challenges in usage and satisfaction, based on qualitative data 

obtained through semi-structured interviews with employees 

within this age bracket. The findings of this study contribute to 
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a nuanced understanding of how e-learning influences 

employees' knowledge retention, skill development, and job 

performance. This research also points out how features such 

as multimedia content, quizzes, and simulations can enhance 

learning outcomes while addressing the technical and 
motivational issues that older employees may face. 

 

Whereas more organizations are adopting e-learning as 

one of the main modes of training, the implication of this 

study for the alignment of instructional designers and 

organizations with e-learning programs is underlined so that 

such training addresses the diverse needs of their workforce 

with equity and effectiveness.  

 

 Problem Statement 

The more organizations use e-learning, the more 

questions are raised about its effectiveness in meeting the 
needs of the workforce. Though e-learning provides an 

opportunity for flexibility and scalability, concerns are still 

raised on whether it engages employees, retains knowledge, or 

develops new skills as effectively as the traditional ways of 

training. Many employees may experience difficulties with 

motivation, technical problems, a lack of interactivity in the e-

learning content, or feeling that it does not relate to their job. 

Furthermore, most companies introduce e-learning programs 

without considering the various needs that their employees 

may have or if their training is really helping them learn. This 

gap in e-learning design and actual effectiveness points to the 
very important need to further investigate if, indeed, e-learning 

improves employee performance and satisfaction. The issue is 

of utmost importance to organizations for the maximization of 

e-learning potential and alignment with individual and 

organizational goals through training programs. 

 

 Research Question 

 How effective is e-learning in enhancing employees' 

knowledge retention, skill development, and job 

performance compared to traditional training methods? 

 What challenges do employees face when using e-learning 
platforms, and how do these challenges impact their 

engagement and satisfaction with the training? 

 

 Purpose of the Study 

This research will be carried out to establish the 

effectiveness of the e-learning programs for the training and 

development needs of employees in various roles and across 

industries. In particular, the objective was to establish whether 

e-learning improves knowledge retention, acquisition of skills, 

and job performance in general. The research will 

subsequently probe employee experiences and satisfaction 

with e-learning to measure its capabilities in terms of learner 
engagement and meeting organizational goals. 

 

It also aims to explore challenges faced by employees in 

using e-learning platforms due to technological barriers, lack 

of motivation, or a low level of interactivity. By identifying 

these factors, this study hopes to provide practical 

recommendations on how best to design and deliver e-learning 

programs that are accessible yet effective. The overall 

outcome of the findings will contribute to the insights of 

organizations in their efforts toward achieving optimized e-

learning initiatives that support employee development and 

productivity. 

 

II. LITERATURE REVIEW 
 

E-learning has become a widely adopted approach in 

organizational training due to flexibility, scalability, and cost-

efficiency. Its growth has been inspired by advances in digital 

technologies and growing demands for continuous employee 

development in a rapidly changing work environment. 

However, how efficiently e-learning reaches training 

objectives remains controversial. 

 

 The Effectiveness of E-Learning 

It has also been said that e-learning can serve diverse 

learning styles through the use of multimedia content, 
interactive modules, and self-paced learning opportunities 

(Clark & Mayer, 2016). There is evidence that e-learning can 

enhance knowledge retention by about 25–60%, compared to 

traditional methods, by giving way to the ease of repeated 

visits by the learners (Wang et al., 2018). However, the 

success of e-learning highly relies on the instructional design 

and quality and how the content matches the needs of the 

learners. 

 

 Engagement and Motivation in E-Learning 

One of the major issues of e-learning is how to keep 
learners engaged and motivated. Low interactivity and lack of 

personalized feedback may lead to disengagement, especially 

for employees accustomed to hands-on or instructor-led 

training (Sitzmann, 2011). Gamification features, simulations, 

and social learning tools can all help make e-learning more 

engaging, but their effectiveness will depend on the age, 

background, and job roles of the employees. 

 

 Challenges in E-Learning Implementation 

Technical issues, such as lack of access to reliable 

internet or user-friendly platforms, often hinder employees 

from fully benefiting from e-learning programs. Additionally, 
employees may experience "screen fatigue" from prolonged 

digital interaction, affecting their ability to focus and retain 

information (Chen et al., 2020). Cultural factors and differing 

levels of digital literacy also play a significant role in 

determining e-learning effectiveness, especially in diverse or 

global organizations (Al-Fraihat et al., 2020). 

 

 Comparing E-Learning and Traditional Methods 

E-learning is very flexible, but in-person training is often 

better for building teamwork and developing practical skills 

through direct interaction with others. Research on the relative 
merits of these two modalities points out that a blended 

learning model probably yields superior results by melding e-

learning with face-to-face training to leverage individual 

strengths. (Garrison & Vaughan, 2008). 

 

 

 

 

 



 
768 

 Organizational Outcomes and ROI 

The impact of e-learning on organizational outcomes, 

such as productivity and employee performance, remains 

inconsistent. Some organizations see clear improvements with 

e-learning, but others find it doesn’t align well with their 
business goals. This shows how important it is to regularly 

review and adjust e-learning programs to fit the needs of the 

organization (Noe & Kodwani, 2018). 

 

The existing literature emphasizes the potential of e-

learning to transform employee training, but its success is 

contingent on overcoming challenges such as low engagement, 

technical barriers, and misalignment with employee needs. 

This study will add to the discussion by exploring how e-

learning helps employees grow and will be able to find 

practical ways of enhancing its impact.  

 

III. METHODOLOGY 

 

A qualitative approach is used in this study to deeply 

understand how effective e-learning is for employee training 

and development. Semi-structured interviews were conducted 

to explore participants' perceptions, experiences, and 

challenges with e-learning platforms and methods. This 

approach helped to get detailed and meaningful data but also 

allowed for further follow-up questions inquiring about 

participants' answers. The research was performed on 

approximately 50 employees aged between 35 to 55 years, 
chosen from a wide variety of industries and job roles. The 

sampling was carefully selected to ensure a variety of 

backgrounds, such as technical, administrative, and 

managerial. This age group was chosen because it 

encompasses mid-career professionals who are often required 

to engage in continuous learning to adapt to evolving 

workplace demands. 

 

 Data Collection Method 

Data were gathered through semi-structured interviews 

conducted with approximately 50 employees aged 35 to 55. 

Interviews were arranged according to participants' 
preferences and schedules: over the phone, by video call, or in 

person. Each interview lasted between 30–45 minutes to give 

participants ample opportunity to fully express their thoughts 

and experiences with e-learning. 

 

These questions were aimed at probing perceptions 

regarding e-learning engagement, retention of knowledge, and 

application of acquired skills. Besides this, the interviewees 

were supposed to reflect on problems they might face in the e-

learning process, either with technical barriers or lack of 

interactivity, and give recommendations for the enhancement 
of the e-learning system. 

 

 Questions 

 Here are some questions that were provided to the 

participants as a starting point for discussion. Follow-up 

questions were asked based on their responses. 

 How do you feel about e-learning compared to traditional 

in-person training? 

 Do you believe e-learning is effective in helping you retain 

knowledge and develop skills? Why or why not? 

 What features of e-learning platforms keep you engaged 

during training? 

 Have you ever experienced challenges staying focused 
during an e-learning session? If so, what caused the 

distraction? 

 How important do you think interactivity (e.g., quizzes, 

discussions, or simulations) is in e-learning programs? 

 Have you encountered any technical difficulties while 

using e-learning platforms? If so, how did they affect your 

learning experience? 

 Are the e-learning tools and platforms you use user-

friendly? What improvements would you suggest? 

 What type of e-learning content (e.g., videos, reading 

materials, interactive modules) do you find most effective? 
Why? 

 How do you feel about the length of e-learning sessions? 

Do you prefer shorter or longer sessions, and why? 

 Can you share a specific instance where an e-learning 

program worked particularly well or failed to meet your 

expectations? 

 Do you feel that e-learning has helped you perform better 

in your role? If yes, how? If not, what could improve this? 

 Are there skills or knowledge areas you feel e-learning is 

better suited for? Are there any areas where it falls short? 

 What do you think organizations can do to make e-learning 
more effective for employees like you? 

 If you could change one thing about your e-learning 

experience, what would it be? 

 

These questions aim to cover various dimensions of e-

learning effectiveness, including engagement, usability, and 

outcomes, while also allowing participants to share personal 

experiences and recommendations. 

 

IV. DATA ANALYSIS 

 
Thematic analysis of the information from the semi-

structured interviews was performed to identify key patterns 

and insights regarding how effective e-learning is for 

employee training. The very first step in this process involved 

the careful reading of interview transcripts to comprehend the 

content. Next, the responses were coded, which means that 

important phrases and ideas were identified and grouped into 

categories. After the initial coding, the themes were adjusted 

and put into larger categories that best fit the data. 

 

A cross-case analysis was carried out to compare 

responses across different participant groups. This helped in a 
better explanation of the similarities and differences in 

experiences that are based on factors such as department, job 

role, and past e-learning experience. It also ensured that the 

study gives a balanced view of how e-learning is perceived in 

different areas of the organization. 
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Several key themes have emerged from the thematic 

analysis, such as accessibility, engagement, retention, and the 

application of skills. The analysis also highlighted the 

challenges employees face when engaging with e-learning, 

including technical issues and self-motivation barriers. 
Analyzing such themes provided a deeper look into how video 

length and interactive features influenced the participants in 

their learning process. It is this depth that enabled the key 

findings regarding factors that promote and/or inhibit e-

learning within organizations to be determined. 

 

V. RESULTS / FINDINGS 

 

The results of the interviews with the employees pointed 

out both the advantages and disadvantages of e-learning. It 

also showed clear age differences in comfort levels and 

specific challenges. 
 

One of the most significant observations was the comfort 

level with e-learning, which varied based on age. Employees 

in the younger age group, particularly those between 35 and 

40, were generally more comfortable with e-learning. These 

employees were the ones who knew digital learning platforms 

and technology, often applying them in their daily lives. The 

flexibility and accessibility of e-learning were most helpful for 

them when taking courses whenever it was more convenient. 

Besides, interactive features such as quizzes and multimedia 

resources kept their attention high. This age group reported 
fewer technical issues and was more self-disciplined, easily 

managing the balance between work and e-learning tasks. 

 

On the contrary, some findings revealed that 45 years and 

above employees found adapting to the e-learning system very 

overwhelming. The participants of this age group also 

mentioned a number of technical problems: the slow pace of 

some platforms, poor internet connection, and inconvenience 

in using the e-learning interface. These problems became even 

more noticeable while working remotely or in areas with poor 

internet access. Technical problems represented a significant 

source of frustration and often resulted in time delays in 
finishing the courses. Also, this group of employees 

emphasized the need for personal contact during learning; for 

example, an absence of face-to-face communication with 

tutors or colleagues made e-learning feel even more lonely. 

They felt that having more opportunities for live interactions, 

either with instructors or through discussion groups, would 

enhance their engagement and learning. 

 

The engagement rate also seemed to thrive in the e-

learning environment for the younger age group, with many of 

them expressing that these multimedia contents at times 
supported their memory of information way better than other 

conventional means of training. They found the ability to 

revisit the material at their own pace, particularly useful, as it 

gave them the opportunity to review complex content and 

enhance their understanding. On the other hand, older workers 

reported that they sometimes had difficulties with keeping up 

motivation and concentration in those courses that were not 

personally involved or, for example, contained too much text 

without interactive features or multimedia support. The 

absence of direct feedback from some courses added to this 

state of uncertainty about their progress. 

 

The perceived challenges held fairly constant across both 

age groups, but the benefits of e-learning-such as flexibility 
and on-demand access to training resources, didn't go 

unnoticed for either group. This older age group nevertheless 

expressed that technical support and the provision of more 

opportunities for interaction and real-time learning would 

make the experience of e-learning more accessible and 

effective. However, the fact remains that although the younger 

employees showed greater comfort with the e-learning system, 

improvements in technical and engagement-related challenges 

of the older age group may be very useful for enhancing the 

effectiveness of e-learning across all employees. 

 

VI. CONCLUSION 

 

Conclusions from this study showed that e-learning could 

be an effective and flexible mode of learning. Younger 

employees, in the age bracket of 35-40 years, were able to use 

it with more ease than their older colleagues of 45 years and 

above. Younger employees felt that flexibility, the interactive 

element, and the ability to learn at their own pace were the 

reasons they could remain focused. The older workers 

experienced problems with technology, lack of personal 

contact, and motivational issues, all of which impeded their 

learning process. In this regard, the companies should offer 
better technical support to all employees, involve more 

interactive and live learning processes in e-learning, and take 

into consideration different age groups. This could also form 

the basis of future research: how tailored technical support and 

adaptive learning might improve e-learning, especially for 

older workers. It could look into the role of live engagement in 

motivating learning and the development of e-learning 

programs that cater to specific age-related preferences. Long-

term effects on employee performance could also be studied, 

as well as cultural or regional differences in approaches to e-

learning, to enhance the e-learning strategy across diverse 

organizations. 
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