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Abstract - This study was conducted to measure
the readiness of PT Pertamina in implementing e-learning,
where the study refers to the theories and methods of
measurement have been developed by Aydin & Tasci. The
results showed that PT Pertamina as a whole is ready for e-
learning, but still need some improvement especially in the
field of human resources. In addition, this study confirms
that personal characteristics of respondents (gender, age and
educational level) did not differentiate their overall
perceptions of readiness of PT Pertamina in implementing e-
learning.
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I. INTRODUCTION

E-learning is a teaching and learning activities that

use computer networks and internet media, o)
that teaching materials can be conveyed to
learners through electronic media [9,11]. Implementation
of e-learning is expected to provide benefits by save the
cost of education, save time and flexibility in the
teaching-learning process, to reach a wider geographic
area, train more independent learners in
gaining knowledge and a positive influence on the
development of human resource skills [36]. The provision
of technological  infrastructure and human  resource
training did not guarantee the success of an e-learning
[28].
Corporate culture and leadership factors have influenced
on the success of e-learning. Therefore, it is necessary to
do preliminary research on the readiness of the company
towards implementation of e-learning. By knowing the
pre-conditions data, companies can find out which areas
are still weak and require some improvement, and
maintain areas that are already considered to be ready to
support the implementation of e-learning. Managers are
careful in the process of adopting e-learning for their
organizations [1], [3], [8]. They point out that adapting e-
learning without careful planning most likely ends with
cost overruns, unappealing training products, and failure.
They also state that like any other major innovation, e-
learning strategies require considerable up-front analysis,
development time, money, technological infrastructure
and leadership support to be successful. Thus, managers
should assess their companies’ readiness for e-learning
before adopting this innovation.

Measuring the readiness method of the company towards
implementation of e-learning has been developed [2],
where the study was to measure the four main variables,
namely the factors of technology, innovation, human
resources, and commitment to self-development of the
company itself. In that method, Although Aydin & Tasci
develop a measurement instrument according to the
characteristics of corporate, they explained that Turkey is
a developing country, so that companies from other
developing countries can use these instruments easily to
determine the readiness of the company towards
implementation of e-learning.

To answer the challenge as world class companies,
Human Resources Directorate of PT Pertamina (LTD.)
with its road map, which have a strong corporate culture
performance, world class leader and equal technical
capability with the International Oil Company [24].

This study aims to collect information on
stakeholders' perceptions of the manager level and above
positions in his company's readiness towards the
implementation of e-learning, to assess the readiness of
companies in the implementation of e-learning system (e-
learning readiness). The research was conducted referring
to the theories that will be described in theoretical basis,
and using data analysis methods have been developed by
Aydin & Tasci [2].

II. METHODOLOGY

This study is a descriptive study aims to describe the
nature something that is taking place and examine the
causes of a particular symptom [33].

Primary data collected through questionnaires to be
filled by the respondent in order to be able to expose
information about the real conditions, the environment
and conditions of the past according to the views of
respondents. Data collection procedures through the
dissemination of questionnaires to the respondents are as
follows:

« distribute the questionnaire to the respondents;

« explain the procedures for filling the questionnaire;

« respondents filled out questionnaires that have been

described previously;

 questionnaires completed by respondents was

collected and then processed in accordance to the

research purpose.

The first section of questionnaire is statement form
with response alternatives in order to know the
characteristics of respondents. The second section



presents an alternative form of assessment in the form of
five-point Likert scale [4].

The first part consists of four items aimed at
collecting data statement respondent demographic
characteristics (gender, age, educational level, and
position in the company). The second part includes 30
items that collect data on respondents' perceptions of
company readiness toward e-learning.

However, the meaning of each statement in the
Indonesian language remains leads to the original
statement which was developed [2].

Technology

Readiness of

Innovation companiesin

\ Implementing

e-leaming
People |
Self-

development

Figure 1. Research Framework

The data required in this study are grouped into 4
variables, according to e-learning readiness components.
The details of the operationalization of variables, can be
seen in Table L.

TABLE I
THE OPERATIONALIZATION OF VARIABLES

Variables Dimensions Constructs
Resources Access to computers
and the Internet
Skills The ability to use
Technology computers and the
Internet
Attitude Positive attitude
towards
use of technology
Resources Obstacles
Innovation  Skills The ability to adopt
technology
Attitude Openness to innovation
Resources  Education of
employees
« Specialist departments
experienced human
resources
People .R .
esources are superior
* Vendors and external
parties
Skills Ability to learn through
/ with technology
Self- Resources budget
Skills The ability of time
Developme
nt ) mar}aggment
Attitude Belief in self-

development

An average value above 3.40 as the required level of
readiness company of e-learning [2], because the scale

includes four five-point intervals and 5 categories, and the
ratio of 4 intervals / 5 categories was 0.8 (see in Figure 2).
Assessment model the one used in this study was to
measure whether companies are ready to e-learning in an
adequate manner in accordance with the perceptions of
managers and office holders level higher in the company

[21.
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Figure 2. E-learning Readiness Assessment Model [2]

In order to determine whether the demographic
characteristics of the respondent/manager (gender, age,
and education level) distinguished their perceptions about
the readiness of e-learning company, Analysis of
Variance (ANOVA) was used. This study used
measurements of Two Ways ANOVA (SPSS 17.0), to
determine the relationship between one dependent metric
variables against more than one categorical independent
variables i.e. Levine’s Test of Homogeneity of variance

[4]-
II. RESULTS

A. Data Analysis

Cronbach Alpha reliability analysis produced 0.93
and shows that all factors reliable unless the factors of
innovation (o; = 0.83; 0p = 0.61; a5 =0.89 > 0¢c = 0.6, o; =
0.56 < ac = 0.6). Similarly, the validity of instruments to
test whether questionnaire measure what the study
proposed to, resulting in the overall significance of the
correlation value of each item questionnaire exceeds the
specified requirements (> 0.05).
Results showed the average value of the variable of
human resources (people) is the only one that is smaller
than the value required for enterprise readiness of e-
learning (Mp = 3.21 <Melr = 3.41). This shows that
companies are not ready to e-learning that needs to make
improvements and development relating to human
resource variables. The extent to which companies need to
improve and develop the human resources they have, are
described in more detail in the following explanation.

TABLE 2
SEX, AGE AND EDUCATION LEVEL OF RESPONDENTS

Sex Age (years) Education Nos.
Male <30 Undergrad 4
31-40 Undergrad 12
Graduate 9
41-50 Undergrad 7
Graduate 6
>51 Undergrad 3
Graduate 3
Total 44
Female <30 Undergrad 3
31-40 Undergrad 4
Graduate 4
41-50 Undergrad 1
Graduate 2
>51 Undergrad 4
Graduate 4




The Human Resource department can manage and
evaluate the training, career development and help
employees, showed under the value of readiness company
of e-learning (MQ17 = 3.00 <Melr = 3.41). Similarly,
lack of potential employees to be e-learning champion,
the statement number 18 obtained an average value below
the value required (MQI8 = 3.02 <Melr = 3.41).
Statement number 16 is associated with education level
corporate employees, resulted value of 2.94, which
indicates that the company has the highest level of formal
education the majority of employees undergraduate (S1).

TABLE 3
THE AVERAGE VALUE OF RESEARCH FACTORS

employees in e-learning

The majority of your Ready but needs
employees are experienced in 3.47 50 afew
technology-based training improvement
HR department staff are Ready but needs
experienced in technology- 3.48 53 afew
based training improvement
Existence of vendors or
external e-learning specialist 4.26 47  Ready. Go ahead
sufficiently available

TABLE 5

TECHNOLOGY VARIABLE STATISTICAL RESULTS

Description
Mea '
Variables N M SD No Technology ns OP CRﬂmg?ny s
ceadiness
Technology 62 3.79 84 Employees have access to a Ready but
Innovation 62 3.86 45 1 computer that can be used 403 .25 needs afew
individually in the office improvement
People 62 321 73 Employees have access to an internet Ready but
Self-Development 62 3.96 a0 2 thf? can be used individually in the 402 33 peeds afew .
office improvemen
Overall 62 3.74 52 Eol the Internet Not ready.
mployees can access the Interne
3 and / or Intranet outside the office 3244 \',\lvgiﬁs some
The results for statement number 19 and 20 above the o ) Ready but
. . . . employees have basic skills using a
value required for enterprise readiness of e-learning 4 computer 397 .17 needsa few
MQ19 = 3.47; MQ20 = 3.48> Melr = 3.41), indicating o improvement
that the employee was familiar to the tools and have Employees have the basic skills of Ready but
. .p y . . . 5  using the Internet (such as using e- 344 50 needsafew
experience in using electronics as a learning tool and mail, chat, surf, etc.) improvement
supporting activities of their daily work. While statement Employees can read and learn, or Ready but
number 21 scored higher than the required level of 6  follow the instructions on the 379 41 needsafew
readiness company of e-learning, as well as get the computer screen to complete the task improvement
highest score on this variable (MQ25 = 4.26> Melr = the majority of employees Ready but
3.41), which indicates that respondents are aware of the 5  voluntarily willing to use technology 5 (o o Looql e
P CRIT . (computers) in supporting the : . -
availability of external resources (vendors and e-learning : . ) improvement
X A . X implementation of daily tasks
experts) who can assist companies in implementing e- o
1 . The majority of employees can
carmning. . . receive technological innovations in Ready but
The company also requires to make improvement related 8 implementing the daily tasks (e.g. 3.69 .53  needsafew
to technological factors. The results showed, the average using digital documents rather than improvement
value of this variable is higher than the value required, }_ﬁ‘fd copy) ¢ middle and
however, the average value of this variable is the second e majority of middle and upper
level managers of company to think Ready but
lowest value between the average values of. other factors. 9  positive about the intervention of 402 33 needs afew
The results showed that all statements on this factor score technology in carrying out daily improvement
higher than that required for readiness of e-learning tasks A
company. Statement number 3 (MQ3 = 3.24 <Melr = cfgngﬁs n policy (rf%atrdmg then use Ready but
. . S gys of technology needed to support an
3.41) associated with the ave}llablllty and ease of Internet |, activity, has been well received by 403 31  needs a few
access and / or Intranet outside the workplace (see Table the majority of middle-level improvement
5). managers and higher.
The company is easy to invest into Ready but
TABLE 4 11 the development of technological 3.84 45 needs afew
t improvement
PEOPLE VARIABLE STATISTICAL RESULTS Rty P
Description
People Mean SD Cl{)er;ng::lr;);ss TABLE 6
INNOVATION VARIABLE STATISTICAL RESULTS
. Not ready. Needs
Average education level 2.94 21 some work

The HRD or function that can

manage and evaluate training, Not ready. Needs

. 3.00 18
and assist employee career some work
development
An e-learning champion, who 302 12 Not ready. Needs

will be able to assist other some work

Mea Description
No Innovation ¢ SD  Company's
ns .
Readiness
e s
12 . Y 3.56 .56 needs afew
retention) changes / .
improvement

innovations that have occurred.




Any changes that occur in the

company can be easily Ready but

13 accepted by the majority of 3.94 47 needs afew
middle and upper level improvement
managers

14 P . s 348 .53  needsafew
have occurred in your company .

. . improvement

with easily
There are no issues in your
company's internal and external

15 (g political, legal, etc.) which 447 .56 Eﬁ:gé" Go

may be a barriers to the
adoption of an innovation,

The innovation factor, where research on this variable to
explore information about the company's experience in
adopting an innovation in the past, so it can estimate the
action on the adoption of new innovations in the future.
The average value of this variable is higher than the
required (MQI12 = 3.56; MQI13 = 3.94; MQ14 = 3.48;
MQ15 = 4:47> Melr = 3.41) (see Table 6) . These results
indicated that there are no difficulties if the company
make a change in the future and adopt a new innovation
(one of them adopt e-learning).

TABLE 7
SELF-DEVELOPMENT VARIABLE STATISTICS

Mea Description
No Self-Development SD  Company's
ns Readi
Employees can voluntarily join Ready but
22 POV yJ 342 49  needsafew
1n a traiing .
improvement
Employees may take some
time (15, 30 or 60 minutes) to Not ready.
23 3.37 .52 Needssome
do the development themselves
. . work
(e.g. do their own e-learning)
The majority of middle and
tx]f);;e;:le\;zl ;réa:;%?rs believe Ready but
2 develo I;ne}r/lt can strengthen the 403 .25 needsafew
P , an streng improvement
company's position in the
market
25 8 / Propos 8 3.77 .52 needs afew
the company to implement e- -
- improvement
learning
Implementation of e-learning
have been discussed to be able Ready but
26  to support companies and 3.76 .50 needs afew
employees, so that the budget improvement
needs to be planned
E-learning will be suitable to
27  be implemented in the 426 .51 Ready. Go
ahead
company
The majority of employees of
the company's HR function Ready but
28  believe that training can 4.00 .25 needsafew
strengthen the company's improvement
position in the market
29 The company is re'ady to 442 50 Ready. Go
implement e-learning ahead
30 Employees are rea_dy to 442 50 Ready. Go
implement e-learning ahead

The statement number 23 of self-development factor got
value below required (MQ23 = 3.37 <Melr = 3.41). This
statement relates to an employee-owned free time, as well
as the capabilities of employees in managing free time so
they can be used to involve themselves into training(see
Table 7). This statement is closely related to the statement
number 22, where the statement number 22 is intended to
dig up information about an employee's participation into
the training voluntarily. The results showed, the average
value on the statement of the number 22 for MQ22 =
3.42, one point above the required value of readiness
towards e-learning company.

The average value of respondents' perceptions of the
dimensions of the resources, skills, and attitudes.
Statistics in this table shows that the company was ready
to e-learning in terms of resources they possess because
the average value of these factors exceeds the required
level of readiness company of e-learning (Mr = 3.56>
Melr = 3.41) but remained require improvement and
development (see Table 8).

Relationship Between Demographic Characteristics of
Top Managers And Perception towards readiness
company of e-learning using the Levene test showed that
there is no real difference on the demographics of
respondents to respondents' perceptions. It can be seen
that the results of research in which the calculated F
values for 1860 are not statistically significant (p =
0.0064).

TABLE 8
AVERAGE PERCEPTIONS TOWARD DIMENSION

Dimension Means SD
Resources 3.56 73
Skills 3.57 22
Attitudes 3.96 33

IV. DISCUSSION

Related to the issue of human resources in order to
implement e-learning in accordance with the findings of
this study, the phenomenon suggests that there is a lack of
enthusiasm of the workers in the company's activities,
such as socialization programs, inauguration ceremony
events, and some number of important meetings. Even
there were lack of interest to the workshop for the
transformation on the years 2006 - 2008 [20]. To achieve
firm objectives, it is impossible without the awareness and
involvement of all workers. The low attendance rate of
workers in corporate events, directly or indirectly indicate
the low level of concern to the company's activities.
Moreover, since February 2010, the Directorate of Human
Resources still struggling to speed up routine processes
such as coaching, mutation, and the determination of the
duty of a worker in a new place, improve reward and
Consequences that should be more objective and fair, and
supports the spirit of PT Pertamina into a world class
company [21]. At the very least, the Directorate of Human
Resources must remodel many things as soon as possible,



due to the conditions of competition in the oil and gas
business at the national, regional, and global. The current
human resources function is in the stage of transformation
and development, so all programs relating to human
resource functions (coaching, training, workshops, etc.)
has not been aware by respondents [21].

The study also showed that companies have lack of
potential employees of e-learning champion. These results
are similar to [23] that human capital of Pertamina firm is
being trained to be independent, meaning attached to
mental improvement in each individual company
employees so that every individual is able to become
champion. The results of assessment and implementation
of Knowledge Management concluded that the
Leadership/ Champions get the value "very favorable",
this indicates that the support and commitment of
management is no doubt, but support is apparently not
based on an understanding of the intricacies of KM.
Where this does not only apply to senior management, but
also on all workers of Pertamina [23]. Therefore, based on
these statement, indicated that the situation in the
company is currently being 'encouraged'
nursery/improving ability of their human resources, so the
future can be born champion human beings, one of which
is e-learning champion.

The education level corporate employees get an average
value of 2.94, where it indicates that the company has a
formal education level of employees as a majority of the
undergraduate level. If the quote on the theory expressed
by Rogers (2003) in [2], in which individuals who have
higher education levels would be faster to adopt
innovations. This study shows that the company already
has employees with higher education levels. However, it
would be better if companies increase / intensify training
to improve skills of employees so the company can
compete with the tight market, and also have a better
chance to achieve his goal.

Another area of improvement company that also requires
is related to technological factors. Statement number 3
MQ3 = 3.24 <Melr = 3.41) associated with the
availability and ease of Internet access and / or Intranet
outside the workplace. E-learning is a learning process is
facilitated and supported through the utilization of
information technology and internet [27], and e-learning
is distance learning (distance learning) that utilizes
computer technology, computer networks and the Internet
[36]. Then from the above two terms can be concluded
that it was important for employees to have access to
computers and the Internet can be done easily anytime
and anywhere to support the implementation of e-
learning. The result on the statement of the number 3
indicates that employees have difficulty in accessing the
Internet or intranet outside the office.

The majority of employees do not have the constraints in
access to computers and the Internet internally. Pertamina
has the functions of Corporate Shared Services (CSS)
which is under the Directorate General. Currently
Pertamina should build on the strength Information and
Communication Technology world-class, to support the

vision of Pertamina into a world class national oil
company [24]. ICT of Pertamina, which in this case is
managed by CSS, is a shared services organization for the
field of ICT in order to serve corporate and subsidiaries /
affiliates. CSS of Pertamina has been awarded the ISO
20000:2005 certificate as the first international standard
specifically aimed for Information Technology Service
Management.

No major obstacles in adopting an innovation for
technological intervention to support the daily work of
employees. Handoko (2004) in [12] argued that the rapid
technological changes led to increased demand for
employees with better skills through education and
training. So that from the research results can be seen that
the employees of the company were no longer awkward to
use technology. With so companies can quickly adopt a
new innovation to be applied, in order to support the daily
work of employees and enhance the employee's own
capabilities. Every new innovation that was decided by
management, informed through the media of Pertamina
so that information can be distributed evenly to all
employees. The management of Pertamina began a policy
of Flexi Time Ltd. since February 1, 2011. Limited Flexi
Time is a system designed to manage employee
attendance system [23].

V. CONCLUSION
This study shows that Pertamina is ready to apply e-
learning, however, the company still need to make some
improvements, especially in the field of human resources.
The research showed that the overall average value of the
studied factors, beyond the level required for the readiness
of e-learning company (Mo = 3.74> Melr = 3.41), but the
results of research on the human factor shows that the
value average of the human factor is smaller than the
value required for the readiness of e-learning companies
(Mp = 3.21 <Melr = 3.41). In addition, this study also
concluded that the personal characteristics of respondents
(gender, age, and education level) did not significantly
differentiate their perceptions of readiness towards e-
learning company.
Factors associated with self-development indicate that
employees of the company are enthusiastic and would be
voluntarily join the training (if it exists), though the
employee has little time to spare, so they can follow the
training while filling in spare time. The best preparation
for successful implementation of e-learning is to increase
the self-commitment. It means that the regulation in
learning is the learners own responsibility, not because of
coercion from the outside.
In general, the results showed that factors related to
human resources should be taken seriously, where the
company need employees who are more educated, a
champion of e-learning (excellent resource), and of course
the company is expected to have a human resources
department with bigger role that employees can be more
focused in terms of application of e-learning (in
particular) so that employees (and companies) can achieve
performance and achieve predetermined goals.
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