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Abstract: We describe the concept and implementation of the online training course NiceDesign4SME as well as its evaluation. It is a contribution to the field of continuing vocational training on media design for employees from micro, small and medium-sized enterprises (SME). NiceDesign4SME is a self-learning environment featuring a modular design and individual tutorial supervision. The core of each module is an instructional video. The evaluation was based on the Four Level Evaluation Model of Kirkpatrick (2006). Participants were mainly female and came from very small service enterprises. They had little experience with online training and instructional videos, but possessed a positive attitude towards computers and minimal computer anxiety. Learning took mainly place in their spare time, during afternoons from Monday to Friday. The training turned out to be adequate and useful for the target learner group; learners could successfully improve their skill level in regards to media design.



Introduction

The online training course NiceDesign4SME contributes to the field of continuing vocational education and training on media design. It addresses employees from micro, small and medium-sized enterprises (SME) of any kind. The category of SME is made up of enterprises which employ fewer than 250 persons and which have an annual turnover not exceeding 50 million euro, and/or an annual balance sheet total not exceeding 43 million euro. Participants acquire skills regarding the adequate and appealing design of print and digital media, which are relevant to their professional environment. Development and implementation of NiceDesign4SME was co-financed by the European Social Fund through the Bavarian State Ministry of Sciences, Research and the Arts, within the framework of the project “Knowledge Transfer University and Profession 5th Funding Period” of the Virtual University of Bavaria.
The development of NiceDesign4SME was motivated by two issues. The first issue is a skills deficit. To external parties, a positive corporate image of an enterprise is marked by attractively designed print and digital media (e.g. flyers and homepages). In micro, small and medium-sized enterprises these media products are mostly designed within the enterprise by amateurs without external support by experts. The second issue is a supply deficit. Particularly in rural and economically underdeveloped areas with few options for further training of employees, the deployment and use of PC or network-supported media and technologies could be a reasonable support for skills acquisition in workplace-related learning. Accordingly NiceDesign4SME attempts to reduce these deficits. It helps improve the media design skills of employees and thus supports quality assurance and improvement of enterprises, as well as allowing employees from educationally disadvantaged areas to participate in further training. In this paper, we describe NiceDesign4SME, its didactics and the underlying evaluation concept and report upon and discuss some evaluation results.


Description of the online training course NiceDesign4SME

Online learning approaches such as NiceDesign4KME, which use self-directed learning, have been highly rated for many years in the field of advanced vocational training. A positive feature is the fact that employees can freely decide (a) which contents they work through, (b) where and when they do it, and (c) for how long they work (learning on demand) (Kerres & Jechle, 2002). Even new groups that have no access, or restricted access, to conventional training courses, could benefit from online learning. For example, periods of unemployment or parental leave could reasonably be used for self-improvement; in return the competencies acquired will improve a person’s employability.
NiceDesign4SME is mainly characterized as follows: (a) it is a pure online training program without face-to-face sessions and a fixed time-schedule, hence participants have the greatest possible freedom in regards to the time and place of learning; (b) it is of modular design in respect to contents, thus learners can choose and combine modules individually; (c) teaching is based on instructional videos adapted to the target learners; (d) learning and feedback is based on individual tutorial supervision; and (e) it uses asynchronous tools for communication between learners and tutors as well as among learners (such as internal message board).
Didactics: The concept is scientifically well-founded. According to action-oriented as well as problem-oriented didactics the framework of NiceDesign4SME was constructed around the five design principles of problem-based learning environments (Reinmann & Mandl, 2006): learning situated in authentic problems; using multiple contexts for learning; using multiple perspectives for learning; learning in a social context; learning with instructional support. In addition the structure of each module was modeled on the Nine Events of Instruction (Gagné et al., 1992). In setting up the design of the learning environment and the instructional materials, we paid particular attention to providing a high level of self-instruction (Rowntree, 1998) and an effective and efficient information presentation, as well as learning and teaching based on the Cognitive Load Theory (Sweller, 2005).
Modularized contents: NiceDesign4SME is designed modularly. Learning modules are relatively small units which are self-contained and could be studied independently. From a human resources development perspective, modularized contents enable a well-targeted qualification of employees against the background of a staff policy plan. From an educational organization perspective, modules can be used flexibly for vocational training purposes. For example, they could be studied at the work-place during idle periods, on business trips when travelling by rail, or during spare time at home. 
Topics and contents: The topics and contents were set in accordance with the potentially co-operating SME (for the project proposal we had to recruit some partner enterprises). For this purpose a qualitative online questionnaire was conducted. The demand-oriented determination of topics enabled a high practical relevance and a sustainable impact. Finally, the course consists of 13 modules, thematically organized in four blocks (see Table 1). Employees who worked through all modules and had successfully solved 11 of the 13 module tasks received a training completion certificate from the University of Regensburg. A successful participation was suggested as possible with a workload of 20 to 25 hours. An introductory module completes the unitized instructions. It informs learners about content, technical requirements and course organization. 

Thematic blocks and their modules
Graphics and color
Print media
Digital presentations
General basics
	image design

image 
processing
logo design
typographical basics
business letter according 
to DIN 5008
designing flyers and posters
presentation according to Zen 
social media 
	content strategy
	content management systems
	how to write the correct way
	open source
	legal basics

Table 1:	Overview of the contents of the online course NiceDesign4SME.

Instruction: Each module provides two kinds of learning material. The core element is an instructional video lasting about 15 minutes. These videos are prepared tutorials adapted to the target learner (employees). Strategies for reducing extraneous loads (Sweller, 2005) were emphasized. These videos are supplemented by a pool of learning material learners could use for further elaboration of the contents.
Tutorial supervision: Giving support to learners has proven to be the most important factor in the success of online learning and teaching (Katzlinger & Windischbauer, 2011). NiceDesign4SME provides individual tutorial supervision. Questions regarding course organization and technique can be addressed to a team of tutors via email. For each module the supervision in respect of contents, as well as the evaluation of and the feedback to the learners’ module task solutions, was given by the module expert, who was already responsible for content and concept of the instructional videos and the selection of the supplementary learning materials. To foster the idea of community the participants are encouraged to post problems and questions on the message board. Any learner can thus benefit and learn from others’ feedback, but it is even more relevant that any learner within the community can suggest and publish solutions to problems and thus participate in a dialogue involving experts.
Technical implementation: The online training platform was built with the course management system Moodle Version 2.2.7. The University of Regensburg uses a Moodle Platform called GRIPS for course management. NiceDesign4SME was implemented on this platform and GRIPS was then adapted to the needs of the course design and its didactics. After registration, participants get an account with a username and password. A secure data transfer is guaranteed due to an SSL encryption.
Evaluation

The evaluation was based on the Four Level Evaluation Model of Kirkpatrick (2006). This model is especially suitable for summative as well as formative evaluations of educational training. The model suggests an evaluation on four sequential levels: reaction, learning, transfer, and results. For an evaluation project all levels could be considered for use. However, no level should be skipped as levels are built upon one another. The four levels are characterized, as follows.
Reaction: At this level the learners’ behavior and experiences in respect to training are analyzed and evaluated. The participants’ reactions are measured by using rating scales in questionnaires. These reactions could be understood as mirroring the customer satisfaction. Accordingly the subjective assessments of learners are addressed, as they report on their satisfaction with the training and their learning success. Although subjective ratings do not demonstrate the effectiveness of an educational training for learning, Kirkpatrick (2006, pp. 21f) emphasizes the importance of the kind of reactions and assumes that “positive reaction may not ensure learning, but negative reaction almost certainly reduces the possibility of its occurring”. Thus, positive reactions prepare the ground for successful learning, but negative reactions corrupt the motivation to learn.
Learning: At this level an assessment is made as to whether learning had occurred due to the training: “Learning can be defined as the extent to which participants change attitudes, improve knowledge, and/or increase skill as a result of attending the program” (Kirkpatrick, 2006, p. 22). For example, this could be measured with standardized tests, preferably using a pretest-posttest design or a control group design.
Behavior: At this level an examination is conducted into whether the knowledge and skills gained due to training have found their way into practice. An evaluation on this level could only be conducted after the training has ended (Kirkpatrick, 2006). Adequate methods for evaluation would be: questioning the participants, their direct supervisor, or their colleagues; using a pretest-posttest design; and applying evaluation designs using a control group. Assessment of transfer of knowledge and skills is difficult. Kirkpatrick (2006) sounds the critical note that poor quality or quantity of transfer is not necessarily due to poor quality of educational training, but could be explained by unfavorable issues within the enterprise, such as unfavorable working conditions (conditions that are less motivating or hindering chances, or poor incentives in respect of knowledge transfer). In this regard, evaluation levels 1 and 2 become more important.
Results: At this level training is investigated in respect to the achieved objectives and its general evaluation as positive or negative. The evaluation of the effectiveness of training is conducted by considering the desired results. These results could be classified into reduction of costs, reduction of turnover and absenteeism, reduction of grievances, increase in quality and quantity of productions, and improved morale, which might lead to some of the previously-stated results (Kirkpatrick, 2006). In addition, Kaplan and Norton (2001) suggest four perspectives to evaluate the goals or results of a learning process: The perspectives of finance, customers, process (also called the internal perspective), and employees (also called the perspective of innovation and learning). The perspective of finance focusses on achieving financial objectives such as a positive monetary return or reduced production costs. The perspective of customers focusses on enterprises differentiating positively in selected areas to attract, retain, and deepen relationships with target customers. The perspective of process focusses on improving processes such as supply-chain management, production processes, or support processes. The perspective of employees centers on supporting a climate for organizational change, innovation, and the growth of individuals. Individual growth of employees could be indicated by an increased competence, an increased interest in subjects, or even a career change. Results are judged according to improvement. Adequate methods are pre-post-testing, repeated measurements applied in predefined intervals, or applying evaluation designs using a control group.
For evaluating NiceDesign4SME, the levels described by Kirkpatrick (2006) were taken into account differently. We focused on the level of reaction from a holistic point of view (considering the training course as a whole) and used rating scales to measure the following aspects: Usability (How well could learners handle the learning environment?); Satisfaction (How satisfied were the learners with the performance of the course (e.g., course structure, contact with tutors) and the contents (e.g., difficulty, work load)?); Motivation (How interesting and enjoyable was the learning?); Success of learning (Did learners acquire specialized knowledge and skills?); and Professional competence (Was it possible for learners to acquire, deepen, and critically examine specialized and interdisciplinary knowledge as well as explain its practical relevance?). Additionally, within each module, we implemented some assessments focusing on the instructional videos. It measured how social the videos were (social richness), how difficult and pleasant the video instruction was (difficulty of learning), and whether learners had acquired knowledge and skills (knowledge after instruction).
On the level of learning we merely assessed whether learners had successfully solved the module tasks. Additionally, taking into consideration the learners’ rating of knowledge gains on the level of reaction, a reliable evaluation of learning success (increase of knowledge and skills) should be possible. In a purely qualitative sense, we could assess learning success by examining the transfer task solutions and their correspondence to the learning objectives set by the training modules. Therefore participants could submit media products used in their enterprises which were improved after studying a module to be evaluated by their tutors. 
The tutors’ evaluation of the practice tasks was also used for the level of behavior. Due to the learners often working on and improving media products of the enterprises they work in, a transfer of the learning into the daily work emerged. The learning was absorbed directly into practice and thus was reflected in the learner’s behavior within their working place. On the level of results we could only sparely produce evaluations of aspects belonging to the four perspectives suggested by Kaplan and Norton (2001) in this project. Only in respect of the perspective on employees an individual growth of employees could be indicated by an increased competence in designing media products as measured by a successful training completion.  


Research questions

Firstly, we examined which employees of micro, small and medium-sized enterprises were interested in the training and therefore participated to obtain more detailed information regarding the characteristics of our target group. Therefore we focused on the work environment in respect of enterprise size and industry type, and on the learners in respect of experience with online learning and instructional videos, attitude towards computers, and anxiety regarding computer use. These learner characteristics were supposed to be crucial for the success of an online training program, and therefore we examined whether these characteristics should be considered for improving NiceDesign4SME.
Further, on analyzing the learners’ participation in the online questionnaires we obtained a better appreciation of the evaluation results. Besides knowing the number of participants that answered the questionnaires it was interesting to learn how reliably participants answered the questionnaires and whether there are patterns of answering the questionnaires. It is useful to know whether there are groups of “strict data withholders“, “occasional data suppliers”, and “conscientious data providers”. 
In respect of the online environment of NiceDesign4SME and its organization and structure we especially focused on characteristics that were supposed to be important prerequisites for a successful learning process. We focused on the usability of the online environment, on the learners’ satisfaction with the course, its motivational effects, and the supposed increase of competence in media design and learning success. This evaluation of NiceDesign4SME allows us to judge its adequacy and usefulness for the target learner group.
On the level of modules, evaluation was centered on the instructional videos. We examined whether the videos promote the learning process against the background of the learners’ domain-specific prior knowledge. Although the videos were designed in regard to well-known design principles of multimedia learning their effect on the learners had to be evaluated. Therefore we measured how socially rich the videos were to estimate their potential for motivating the learners by social cues (Ginns et al., 2013), how difficult or comfortable learning was (indices for a successful realization of the design principles), and whether learners could increase their knowledge and skills (ratings of gains as indices of the usability of videos for learning).
Finally, we wanted to know how successful the course was in reducing the skill deficit. Thus we describe how many participants had passed the course with a training completion certificate (i.e. having successfully worked on all or most modules) or only with a participation certificate (i.e. having successfully worked on at least one, but less than eleven modules).


Method

Online training NiceDesign4SME

The starting point of NiceDesign4SME is a Web portal. The module pages are composed of three sections (see Figure 1): course issues, content area, and navigation area. The course issues provide information about the module’s tutor and his email address, an overview about the learning performances of the modules, and an opportunity for the learner to add some individual information and a picture of him or her. The navigation area allows access to the introduction page of the course, but the core function is to give an overview of the module’s content and a direct access to the listed content sections. 
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Figure 1:	Screenshot of the module “image design”. Left: listing of the course issues. Central: The module’s content area. Right: navigation tools.

The content area presents the module’s contents and comprises six parts: module profile, instructional video, supplements, training task, support, and media presentation. The module profile gives an overview of the content and the teaching objectives. The video is the core of each module that presents the contents in a didactically-designed way. Below the video, learners were asked to evaluate the video. Links to external resources and literature that could be used for further elaboration are presented in the supplements section. The training task is used for controlling whether the module objectives were reached by the learners. As training tasks, some modules provide transfer tasks, others a set of multiple-choice questions. The transfer tasks require an application of the knowledge learned, so the product had to be sent to the tutor, who evaluated the product and gave feedback. The support section provides access to an internal message board, which could be used when learners had questions about contents or difficulties in understanding an issue, as well as giving assistance with solving problems. The media presentation section enables learners to upload their own media products or to give access to them via a link. Products should be created or improved after studying the instruction and the additional resources. The purpose was to get feedback from the participants in discussion with tutors and other learners. Feedback could also be used for improving media products. Contributions to media presentations were not obligatory.
The videos follow the following routine. Firstly, all videos are introduced by the same male moderator who draws attention to the video by using humor. Therefore, funny associations of the module title are used to create some surprise that is finally resolved to focus on the true meaning of the title. The instruction then continues with a typical real world problem and an employee of an enterprise who tries to solve it. Therefore the employee clearly formulates his goals. The components of the solution process are brought to the learner in sequence. Components could be design standards and rules, as well as actions that demonstrate the standards and rules. Knowledge of design is utilized, as well as skills, to produce results. Finally the moderator reappears and concludes the video.
Procedure and means of measurements

Procedure: NiceDesign4SME started on May 15, 2013 and ended on August 8, 2013. Employees of any position from SME of any kind could participate. For the project proposal we had to announce some partner enterprises that would support employees to participate in NiceDesign4SME. In order to gain new participants NiceDesign4SME was promoted online on various relevant message boards and pages (including press releases) as well as offline via flyers. Promotion started on April 8, 2013. For registration employees had to complete a form providing some basic information (name, surname, address, email, and enterprise), sign it and submit it to the project’s management. The form also comprised a privacy statement, declaration of liability, and the terms of use of the online training. One week before starting NiceDesign4SME, the employees received a welcome email, which comprised an introduction regarding the course process, the requirements to successfully pass the course, their login data, and an invitation to the first of three online questionnaires. After starting, employees had 12 weeks to work through the 13 modules. Five weeks after starting, the participants were invited to the second questionnaire via email. The participants who did not pass the first questionnaire were reminded to do so. On August 8th 2013, the invitation to the last questionnaire was sent.
First questionnaire: Employees were asked about their age, sex and level of education, as well as the size and sector of the enterprise they work in. They then had to rate their experience with online training and instructional videos on five-point scales. Then their attitude towards computers focusing on the personal experience with using the computer as a means for learning and working was examined (Richter et al., 2001). The negative component in the sense of the computer being regarded as an uncontrollable machine was measured by seven statements rated on a five-point scale from “agree” to “disagree” (Cronbach’s alpha of .79). A high score expresses a low negative attitude. Afterwards, computer anxiety was measured (Richter et al., 2010). Computer anxiety is considered to be a trait, which comprises both cognitive and affective components such as feelings of anxiety and worrisome thoughts. Hence, the eight statements on the scale referred to these components while working with computers. Statements are rated on a five-point scale from “agree” to “disagree” (Cronbach’s alpha of .66). Lastly, motivation to participate was assessed by the scale known as Interest/Enjoyment of the Intrinsic Motivation Inventory (Ryan et al., 1982). The participants’ agreement with seven statements, which were formulated using future tense, was rated on five-point scales (Cronbach’s alpha of .85).
Second questionnaire: The usability of NiceDesign4SME was measured by using the ISONORM 9241-110 questionnaire (Prümper & Anft, 2009). We used five of the seven available scales: suitability for the task, self-descriptiveness, controllability, conformity with user expectations, and suitability for learning. Each scale was made of five bipolar items, rated on a seven-point rating scale from “---” to “+++” (coded 1 to 7). The ends of the rating scale are represented by two statements featuring opposite positions. Analyses revealed Cronbach’s alphas of the scales ranging from .82 to .90. 
Third questionnaire: Firstly, NiceDesign4SME’s structure and transparency was measured by eight statements forming the scale ‘course structure’ (Cronbach’s alpha of .76). Therefore items were adapted (e.g.  Diehl & Kohr, 1977) or newly created. Participants had to rate on a five-point scale how much they agreed with the statements. Then, intrinsic motivation of the students was assessed by adapting the scale interest/enjoyment of the Intrinsic Motivation Inventory (IMI) of Ryan et al. (1982). Items were formulated using past tense due to rating motivation in hindsight (Cronbach’s alpha of .94). Subsequent, the satisfaction with workload and content was assessed with nine statements, which were rated in respect of agreement on a five-point scale (Cronbach’s alpha of .80). Four items were adapted from Diehl and Kohr (1977), focusing on the adequacy of the complexity and comprehensibility of the course contents. Five items were constructed by the authors aiming at the participants’ satisfaction with the course structure, workload, and tutoring. Afterwards, the success in learning was rated with eight statements concerning the quantity and quality of learning (Cronbach’s alpha of .87). Students had to rate whether they could expand their knowledge and had learned new important and useful information (e.g. Braun et al., 2008). Finally, professional competence was assessed, which is declarative knowledge that comprises specific expertise such as knowledge about facts, concepts, theories, models and circumstances, as well as knowledge about correlations and principles (Paechter et al., 2006). Learners had to rate seven statements in respect of agreement on a five-point scale (Cronbach’s alpha of .90). 
Thirteen video questionnaires: Each video could be rated after studying it. Firstly participants were asked about their level of domain-specific prior knowledge and the knowledge after instruction. The levels were rated on a seven-point scale ranging from 1 (“very bad”) to 7 (“very good”). Then three questions (Stiller et al., 2011) assessed overall load (How easy or difficult was it for you to learn something about the topic from the presentation you just saw?), intrinsic load (How easy or difficult would you consider the content?), and extraneous load (How pleasant or bothersome would you consider the presentation format?). Participants were instructed to place a check mark for each question on a 7-point rating scale from “very easy” to “very difficult” and “very pleasant” to “very bothersome”, respectively. Then, the social richness of the videos was measured by seven items, presented as a semantic differential (Lombard et al., 2011). Each item was rated on a seven-point scale. Then ten items measured the use of elaborative learning strategies (see Wild & Schiefele, 1994). Statements about strategy use were rated on a five-point Likert scale from 5 (“I agree”) to 1 (“I don’t agree”). Lastly, the use of the videos was reviewed. It asked for the day and the time of the day the participants first studied the video. The place of studying (e.g., workplace or private setting) as well as the kind of time (e.g., working hours or spare time) was asked for.


Annotation to the statistics

Considering the measurement scales of questionnaires 1 to 3, which were used only once, the scale scores of the participants were analyzed. Scale scores were calculated as the means of the item scores, thus we could directly derive their meaning by referring to the item value range. Scores of the video ratings were calculated as follows. For each participant, the mean of all available scale scores (maximal 13 values, belonging to the number of completed questionnaires) was calculated. These scores reflected the mean ratings of the modules and thus of the whole training. Hence, a participant’s score could be based on one, and up to thirteen, single scores. When considering the social richness and use of learning strategies, Cronbach’s alphas for each module could be calculated. The range was .81 to .97 for social richness and .62 to .88 for the use of learning strategies.


Results

Participants: Ninety female (70.3 %) and 38 male employees (29.7 %) signed up for the course. Twenty-six of them never logged in (20.3 %), so they are called “avoiders” as they did not participate in the training. Hence 102 employees are considered to be participants. Forty-four of them are called “drop-outs”. Seven “drop-outs” left the course due to personal reasons. They reported only minimal activity. Thirty-one “drop-outs” logged in at least once, but were not significantly active (they did not complete any video questionnaire or submit any task solution). Six “drop-outs” showed at least minimal activity; they completed one video questionnaire, but did not submit any task solution. Fifty-eight participants were called “active learners”; they have worked on at least one module task.
Seventy-four employees completed the first questionnaire, among them 53 “active learners”, 19 “drop-outs”, and 2 “avoiders”. The mean age of employees was 38 years (SD = 12, n = 73). Fifty-five employees were female (74.3 %) and 19 male (25.7 %). Most employees had a post-secondary school diploma (n = 36, 48.7 %), followed by a secondary school or commercial college certificate (N = 23, 31.1 %) and an entrance qualification for universities for applied sciences (N = 9, 12.2 %). Four employees (5.4 %) had a secondary modern school-leaving certificate. Two employees (2.7 %) had a graduation other than those listed. The size of the enterprises spread from one-man enterprises (25.6 %, n = 19) up to enterprises having more than 250 employees (10.8 %, n = 8). Most enterprises had between two and nine employees (41.9 %, n = 31). The most reported branches were freelance, economic or technical services (n = 15), information and communication (n = 12), and health and social systems (n = 8).
Employees had only little experience with online training and instructional videos (M = 1.09, SD = 1.14, and M = 1.43, SD = 1.20, respectively; value range from 0 “no experience” to 4 “a lot of experience”).  They had a very positive attitude towards computers (M = 4.26, SD = 0.58; value range 1 to 5) and were widely free of computer anxiety (M = 1.73, SD = 0.44; value range 1 to 5). Additionally, they were strongly motivated to participate in NiceDesign4SME (M = 4.30, SD = 0.57; value range 1 to 5).
Contributions to the questionnaires: The participants did not complete all 16 questionnaires, thus there are variations in the number of datasets for these questionnaires. Seventy-four of the registered employees participated in the first questionnaire, which constitutes a return rate of 57.8 %, amongst them 53 “active learners” (a return rate of 91 %), 19 “drop-outs” (a return rate of 43 %) and two “avoiders”. In the following, the return rates refer to the 102 participants, summing up the “active learners” and the “drop-outs”; the “avoiders” are excluded as they never contacted NiceDesign4SME. The “avoiders” also failed to complete any questionnaire but the first. 
Thirty-eight of the 102 participants answered the second questionnaire about usability, which is a return rate of 37.25 %, amongst them 37 “active learners” (return rate 64 %), and one “drop-out” (return rate 2 %). The third and final questionnaire was answered by 36 participants, which is a return rate of 35.29 %, amongst them 35 “active learners” (return rate 62 %) and the same number of “drop-outs” participating in the second questionnaire (return rate 2 %).
Fifty-one of the 102 participants contributed to the video questionnaires. They delivered 297 data sets. This is a return of 22.40 % in reference to the maximal number of 1326 possible data sets (13 questionnaires * 102 participants). Only 7 of 44 “drop-outs” contributed eight data sets, which is a return rate of 1.40 % (maximal number of 13 * 44 = 572 possible data sets). The 58 ”active learners” produced a total of 298 data sets, which is a return rate of 38.33 % (maximal number of 754 data sets). Two hundred and twenty-eight data sets came from the  “active learners”, achieving a training completion certificate (n = 32), which comprises the majority of all video data sets, resulting in a return rate of 54.81 % (maximal number of 416 data sets). Only nine learners filled in all questionnaires.
Course evaluation: Four of the five usability aspects were rated over 5; only self-descriptiveness was rated below (see Table 3). Therefore, the score of “4” should be passed as acceptable. However, individual ratings below 4 were recorded by less than 20 % of the participants. Most participants at least partly agree that the course was clearly structured and arranged as well as well organized (78 %), that the modules were motivating (69 %), and that the workload and the contents were satisfying (66 %). The mean of the participants’ ratings of their professional competence is 3.73 (SD = .73). Each of the participants at least partly agreed to have achieved competencies. Nearly half of the participants reached values in the range of 3.5 and 5 (N = 61 %). In respect of learning success the ratings are even more positive (M = 3.92, SD = .75). Thirty-nine percent of the participants scored values in the range of 3.5 and 4.5, with 33% scoring values above 4.5.

Scales
Items
M
SD
values range
n
Suitability of task
5
5.00
1.21
1-7
38
Self-descriptiveness
5
4.87
1.41
1-7
38
Controllability
5
5.37
1.11
1-7
38
Conformity with user expectations
5
5.33
1.18
1-7
38
Suitability for learning
5
5.05
1.22
1-7
38
Course structure
5
4.09
.65
1-5
36
Intrinsic motivation (hindsight)
7
3.84
.83
1-5
36
Satisfaction
9
4.00
.63
1-5
36
Professional competence 
7
3.73
.73
1-5
36
Subjective success of learning
5
3.92
.75
1-5
36
Table 3: 	Means and standard deviations concerning the measurements of the course evaluation.

Video evaluation: There were 288 instances in which we were told the day on which a video was worked on for the first time. All together 27.43 % of videos (n = 79) were studied on weekends and 72.57 % (n = 209) during the week; a slightly increased usage was reported for Tuesday (n = 48, 16.67 %). Most videos (n = 114, 38.64 %) were studied in the afternoon from 2 to 6 pm. Videos were rarely seen between midnight and 8 am (n = 12, 4.07 %). Two hundred and twenty videos (75.34 %) were studied in the participant’s spare time and 72 (24.66 %) during their working hours. Accordingly, the main study environment was private (69.05 %, n = 203); while only 26.87 % of the videos (n = 79) were studied in the workplace.
The most rated video was the one about “image processing” (n = 35, 68.62 %), the least rated video was the one about “content strategy” (n = 17, 33.33 %). Prior knowledge was highest with “how to write the correct way” (M = 5.33, SD = 1.14, n = 18, value range from 1 to 7), and smallest with “content strategy” (M = 2.75, SD = 1.34, n = 16). Difficulty ratings of contents (intrinsic load) did not correlate with prior knowledge (r = -.16, ns). The content “business letter” was rated the easiest (M = 3.04, SD = 1.60, n = 24, value range from 1 to 7), while “designing flyers and posters” was rated as the most difficult (M = 5.44, SD = 1.25, n = 18).
The mean prior knowledge of all participants was 4.16 (SD = 1.08; value range 1 to 7), the mean knowledge rated after the video instruction was 5.50 (SD = 0.78). Hence, an average gain of knowledge of 1.34 (SD = .82) was observable. The biggest gain was obtained with the video “presentation according to ZEN” (M = 2.38, SD = 1.83, n = 21), the smallest gain with “image processing” (M = 0.71, SD = 1.10, n = 35). As prior knowledge was rated very high in the latter subject, the small gain was not surprising.
The means of extraneous and overall load are 2.81 (SD = 1.04) and 2.77 (SD = 1.06), respectively, and thus positioned in the comfortable region of the value range 1 to 7. Most participants rated the videos concerning extraneous and overall load in the intervals of 1.5 to 2.5 (33 %) and 2.5 and 3.5 (35 %), respectively. Nobody rated learning as very disturbing and difficult (scores from 6.5 to 7). A mean intrinsic load of 4.30 (SD = 1.23) resembles a difficulty of contents in the middle region. Eighteen percent of the participants rated contents as being in the upper region of difficulty (> 5.5), but 22 % of them rated it as being in the lower region (< 3.5).
Participants report an average learning strategy use of 3.58 (SD = 0.51; range from 1 “no use” to 5 “high use”). Most of the 51 participants reported mean usage of strategies ranging from 3.5 to 4.5 (n = 31, 60.78 %). Each participant reported at least a minimum level of strategy use (n = 1 in the range of 1.5 to 2.5); while nobody reported no strategy use at all (< 1.5). Videos were seen to be “medium” socially rich (M = 4.58; SD = .74, value range 1 to 7). Only 10 % of the participants rated the videos as being highly socially rich.
Success of training: The module task solutions directly indicate training success. The task solutions of each module were evaluated by the tutors with ratings of “passed” or “failed”. Thirty-two of the 102 participants (31.4 %) finished with training completion certificates (i.e. having successfully worked on more than ten modules) and 25 (24.5 %) with participation certificates (i.e. having successfully worked on at least one, but not more than ten modules). Forty-four participants (43.1 %) did not work on any module. Only one employee (1 %) worked on one module task and was not successful. The employees receiving a participation certificate worked successfully on 3.6 module tasks on average (SD = 3.24) and failed on 0.28 (i.e. only seven modules).
Discussion

NiceDesign4SME was useful for mainly middle-aged participants who possessed a secondary school certificates (having at least ten years of education), but especially for women. Participants had little experience with online training and instructional videos; they had a generally positive attitude towards computers, were generally free of computer anxiety, and were strongly motivated to participate in NiceDesign4SME. Two-thirds of the registrations came from enterprises with a maximum of nine employees, offering various kinds of services. Overall, we found good preconditions for online training, but in particular good design and usability were important in the face of low experience with online training and instructional videos.
It can be assumed that the results are quite representative and that we can come to reliable statements about NiceDesign4SME. The response rates of all questionnaires are considered to be satisfyingly high. We assume that the response rate of the three questionnaires are best estimated by referring to the group of “active learners” and “drop-outs” (70.6 %) and the “active learners” (64 % and 62 %), respectively. These guesses are still calculated conservatively, because the referenced groups still include persons who did not seriously participate in NiceDesign4SME (i.e. “drop-outs” and learners achieving a participation certificate by working only on a few modules). Accordingly, the response rate for the video questionnaires is best estimated by referring to the “active learners” achieving a training completion certificate (55 %). 
Given training free of charge and with voluntary participation, it is known that a substantial part of registered participants do not commence training, or stop participation after an initial period of use. Hence, it was expected that some employees would provide themselves with the opportunity to undergo professional training by registration, but will never start or easily quit the training in face of private or professional stress because they only have to overcome low barriers to do so. Considering this aspect, finishing with 32 training completions and 25 participation certificates, NiceDesign4SME has trained a satisfactory number of employees from micro, small and medium-sized enterprises.
The preconditions for a successful learning process in regard to usability are given. In particular, the mean usability scores of the considered features were above the critical score of 4. Accordingly, NiceDesign4SME was rated positively in regard to structure and transparency, satisfaction with the workload and contents, its motivational outcome, the professional competence, and the subjective success of learning. From a holistic point of view these positive ratings allow NiceDesign4SME to be judged as adequate and useful for its target group.
The reports on the first video usage suggest that the participants of NiceDesign4SME were mainly studying in their spare time in a private environment. Against the initial hypothesis that this kind of spare time activity might occur at weekends or in the evening, it was found to be centered on the typical working days from Mondays to Fridays and the afternoon hours from 2 to 6 pm. 
NiceDesign4SME is assumed to comprise medium difficulty, based on a calculation of the mean difficulty of the instructional videos. Therefore, there are no videos that are rated both “too easy” or “too difficult” on average. However, nearly 20 % of the participants rated the contents of the videos in the upper level of difficulty. The presentation format of instructional videos was rated as pleasant and the experience of learning something about the contents from the videos as rather easy. In addition, the videos bear a social impact. Difficulty ratings of the video contents were not correlated with the participants’ prior knowledge. On average, regarding all modules, the participants had a medium level of prior knowledge about the module contents. Each participant applied at least a minimum level of learning strategies. Overall, participants showed a significant increase of knowledge and skills, estimated from the ratings after the first use of the instructional videos. Not all participants felt the same ease in learning with the instructional videos. 
Overall, the number of course enrollments show that contents meet a perceived skill deficit and that there is a need for enterprises to find design knowledge on-site. Results show that NiceDesign4SME was adequate and useful for the target learner group, which could successfully reduce its skill deficit in media design. In addition, the number of registrations point at a supply deficit, but we do not know whether there was higher demand coming from economically underdeveloped areas where employees have fewer options for further training.
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