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ABSTRACT 

Research purpose: 

Studies show that as technology advances, the lifespan of skills is getting shorter due to automation and artificial 

intelligence. We should expect a greater need for training beyond the advantages it provides. However, demand for 

training seems to decrease not only for those who are out of work but also for workers. Therefore, a study is needed. 

The purpose of this study is to determine what factors contribute to the attractiveness of a training program and which 

factors contribute the most. 

Research motivation: 

This study is intended to solve a problem of decreasing demand in training faced by many training institutions. Thus, 

the motivation of doing this research is to invent a model or concept that can be used to solve this problem. 

Research design, approach, and method: 

This study made use of a qualitative and a quantitative approach. The qualitative approach is designed to identify 

inductively the items that relate to the attractiveness of a training program with the use of in-depth interviews. The 

interviews are recorded, transcribed, coded, and categorized to identify the items. Based on those items, a 

questionnaire is designed to collect quantitative data to confirm whether those items are related to the attractiveness 

of a training program or not in 85 respondents, and to discover the factors and their loading with the use of exploratory 

factor analysis with principal component analysis. The validity and reliability of the questionnaire have been assured, 

with a reliability of 0.81.  

Main findings: 

Three factors are confirmed as the main factors that contribute to the attractiveness of a training program. These three 

factors explain 70 percent of the variance. They are mandatory, job-related, and referenced. Training programs are 

attractive when they are assigned, when they relate to the work that supports a career, and when they are referred to 

by other people. The attractiveness of the training program is explained 35.8% by mandatory, 21,9% by job-related, 

and 12.3% by reference.  

Practical/managerial implications: 

Practical implication: This study introduces three new kinds of training: the mandatory training, the job-related 

training, and the reference training. Managerial implication: As we know the factors that contribute to the 

attractiveness of a training program, we could design a better training program that attracts more participants. 

Keywords: Training, kinds of training, mandatory training, job-related training, reference training. 

1. INTRODUCTION 

The interest of people in taking training programs seems to decrease. Previous studies showed that more than half of 

workers who the company supported to take training participated (Turcotte, Leonard, & Montmarquette, 2003; 



Zeytinoglu & Cooke, 2008; Cooke, Zeytinoglu, & Chowhan, 2009). Studies also show that fewer than half of the 

workers participate in employer-supported training (Cooke, Chowhan, & Brow, 2011). There are supposed to be more 

people participating in training since training is intended to improve the knowledge, skills, and abilities of the 

participants (Barney, 1991; Van Iddekinge, 2009; Kraimer et al., 2011). Besides, training may also improve social 

connection (Kudrna et al., 2024). Social connection was built through interpersonal skills, as interpersonal skills were 

also improved by training (Reed & Jones, 2021).  

Training has some advantages. Training reduces employee turnover (Benson, Finegold & Mohrman, 2004; Ito & 

Brotheridge, 2005; Hausknecht & Trevor, 2011; Heavy, Holwerda & Hausknecht, 2013; Jun & Eckardt, 2025). High 

turnover leads to high costs to an organization. Lower employee turnover prevents high costs from occurring. As 

employee turnover increases, there will be more recruitment, selection, and replacement costs that organizations must 

carry (Shaw, Gupta & Delery, 2005; Jeong, 2008; Relly et al., 2014). Thus, it will deteriorate organizational 

performance (Shaw et al., 2013; Guan & Frenkel, 2019). Training was also found to relate to commitment (Frenkel & 

Bednall, 2016). This is because employees perceive training that is supported by the company as a reward, and then 

they become more committed to their company. Another advantage of training for an organization is that it increases 

the competency and motivation of the employee and thus work engagement (Alfes et al., 2013; Karatepe, 2013; 

Fletcher, 2016). 

Studies show that as technology advances, the life span of skills is getting shorter due to automation and artificial 

intelligence (Gaskell, 2023). We should expect that there will be a higher need for training aside from the advantages 

that training provides. However, demand for training seems to decrease not only for those who are out of work but 

also for workers. Therefore, a qualitative in-depth interview with content analysis that is confirmed by a quantitative 

exploratory factor analysis is conducted. The aim of this study is to discover factors that attract training participants 

to take a training program. Specifically, to answer the following questions: (1) What are the factors that contribute to 

the attractiveness of a training program? And (2) Which factors contribute the most? As we know these factors, we 

could design a better training program that could attract more participants. 

2. LITERATURE REVIEW 

Important for a training institution to make sure that the participants attending the training program are satisfied with 

the service quality to drive repeat purchases or willingness to take the training again (Kountur, Hidayati & Suwanda, 

2024). Since training benefits both the person and the organization, it is necessary to know what factors of the training 

program attract both the person who attends the training and the organizations that send their employees to attend 

training. 

The term “training attractiveness” is still in public debate internationally (UNEVOC and Billett, 2018). From academic 

literature, we can see that the term “attractiveness” in training may refers to personal gain such as self-esteem or 

economic gain (Winch, 2013). Others refer to it as the quality of the training program (Lasonen & Manning, 2001; 

Aarkrog, 2020). Since our study refer to the attractiveness of training that will make a person willing to take the 

training, we can define “training attractiveness” as the quality of the training program that attract people willing to 

pay to attend the training program. 

Previous studies had indicated several reasons why people took training programs: to fulfill organizational needs; to 

increase employees’ engagement, knowledge, and skill; to improve competency; and to provide realistic experiences. 

To fulfill Organizational Needs. People and organization have their own needs and wants. Most of their needs relate 

to the problems they are facing. In an entrepreneurial education, it was found that the primary antecedents of training 

are the organizational or institutional needs (Serpente, Bolzani, & Grimaldi, 2024). In other word training that attracts 

an organization is the one that can fulfill the needs of the organization. When an organization has a problem and needs 

a solution, training is expected to provide ways to solve the problem. In another study, the other things that attract 



training are when it links business practices with academic theory (Rideout & Gray, 2013). The effect of practices 

needs to be there in training, not only the theory. 

To increase employees’ engagement, Knowledge, and Skills.Training is expected to increase employees’ engagement, 

knowledge retention, and skills improvement (Alhalabi, 2016; Christopoulos et al., 2022; Guerrero & Pugh, 2022; 

Leite & Vieira, 2025), and if possible, avoid the risk of accidents in the workplace (Bryson, 2016; Shi et al., 2019). It 

is also important that the participants in a training program actively participate during the training, where they can 

experience what they learn (Felicia, 2011), they can observe the cause and effect (Bandura, 2001). 

To Improve Competency. Most of the training done by the organization is to improve the competency of the employee; 

therefore, most of the training participants from the organization are joined by low-qualified employees (Wang, Ma, 

& Ren, 2016; Haines, Jalette, & Larose, 2010). Training seems to attract organizations to improve their low-qualified 

employees. 

To provide a realistic experience. Training needs to be attractive and engaging, and that can be done through virtual 

reality (Menin, Torchelsen, & Nedel, 2018; Leite & Vieira, 2025). The use of virtual reality not only engages 

simulation but also provides a realistic experience (Nedel et al., 2016; Schroeder, 2008). Therefore, many training 

make used of virtual reality particularly in healthcare, civil construction, education, police and military service, fire 

emergencies, loading, and aviation (Gamberini et al., 2003; Fernandes et al., 2006; Sack, Perlman, & Barak, 2013; 

Zaalberg & Midden, 2013; Bertram, Moskaliuk, & Cress, 2015; Chittaro & Buttussi, 2015; Lackey et al., 2016; 

Buttussi & Chittaro, 2017; Baxter & Hainey, 2019; Kwegyir-Afful, Hassan, & Kantola, 2021; Tortorella et al., 2022). 

3. METHOD 

This study made use of an exploratory sequential mixed-methods design. A qualitative in-depth interview was first 

done to generate items that relate to the attractiveness of a training program. From those items generated, a quantitative 

exploratory factor analysis was next conducted to confirm the items and to discover the factors that contribute to the 

attractiveness of a training program. 

This research design is considered as the most appropriate considering that training environments are changing and 

are dynamic. What is considered as appropriate ten to twenty years ago might not be appropriate at this time due to 

some changing in training related technology and the effect of the previous pandemic upon training. Therefore, in 

discovering the contributing factors to training attractiveness, we are not based on previous training related theory but 

on discovering the existing experiences through in-depth interview that the results will be confirmed by a quantitative 

exploratory factor analysis. 

3.1. Participants 

There were two groups of participants: the first is the participants that are selected for in-depth interview of the 

qualitative approach, and the second group is the participants for the survey of the quantitative approach. 

Group of In-Depth Interview 

For the qualitative approach, respondents were selected purposively for an interview based on some criteria; they were 

adults aged 20 or above and had experience attending at least two professional training programs, either initiated by 

themselves or sent by their employer. Five people were selected. The number of persons selected was based on the 

saturation of the information. The saturation was achieved when there was no more new information. Saturation was 

noticed on the fourth person; however, to be sure, we added one more person to reach five people, and we were sure 

that no more new information was added. 

The interview started with an introduction and a statement of consent. The participant has the right not to participate 

in the interview. Upon joining the interview, they still have the right to withdraw or not answer the questions if they 

feel reluctant. The interview was recorded to ensure the objectivity of the data. 



Group of Survey 

In selecting the respondents for the quantitative approach, the purposive sampling method was used in selecting 

participants. The criteria in selecting participants were based on the same criteria that were used when selecting 

participants for the interview. We made sure that they have attended more than once professional training to have 

enough training experiences and adult age of 20 or above. Ninety-nine respondents participated in this study. The 

distribution of questionnaires was done by paper-and-pencil directly to the participants and through social media. 

Based on the respondent consistency coefficient (Kountur, 2011). The respondent consistency coefficient is a 

measurement of how consistent the respondent answering the questionnaire. There are some people answering the 

questionnaire randomly without even reading the questions. Those people need to be removed from the study. We 

found that fourteen participants were not consistent in answering the questionnaire; they were considered biased. 

These 14 participants were then removed from the data. The remaining 85 participants were used in the analysis. 

The profile of participants is shown in Table 1. Most of the participants (70%) are employees of private companies. 

Very few are government employees (5%) and students (5%). In terms of education, most of the participants have a 

graduate degree (49%) and an undergraduate degree (49%), and very few have a high school degree (3%). In terms of 

gender, most participants are male (52%), while less female (48%). In terms of age, most of them are in the age of 20 

to 29 (36%), and verry few in the age of 70 to 79 (4%). 

Table 1. Participants profile. 

  Variables         Frequency         Percentage 

OCCUPATION: 

 Government Employee     5     5  

 Private Employee    69   70  

 Students       5       5 

 Entrepreneur    14 

 Retiree       6     6 

  Total    99              100 

EDUCATION: 

 Graduate Degree    48   49 

 Undergraduate Degree   48   49 

 High School Degree     3     3 

  Total    99              100 

GENDER: 

 Male     51   52 

 Female     48   48 

  Total    99              100 

AGE (Years): 

 20 – 29     35   36 

 30 – 39     20   20 

 40 – 49     16   16 

 50 – 59     12   12 

 60 – 69     12   12 

 70 – 79       4     4 

  Total    99              100 

 

3.2. Procedure 

There is a different procedure used for in-depth interviews and for surveys. 



Procedure for In-depth Interview 

In collecting qualitative data, an in-depth interview was used. An in-depth interview is a process of asking the main 

question, and if the answer is not enough, it will be followed by one or more follow-up questions in order to get a 

wider answer. There were two parts of the interview questions. The first part is the screening questions, such as: How 

old? And, how many times have you attended a professional training program? When the answer did not meet the 

criteria, then there would be no further questions. When the answer meets the criteria, then it will be continued with 

the next questions, that is, about the main questions, which are: Who decides to attend the seminar? What makes you 

(or them) decide to attend a training program? What do you like about the training program? What made you hate and 

decide not to attend the training program? 

The interview was recorded and transcribed. In order to ensure the validity or truthfulness of the transcription, the 

transcription was given back to the participant or the interviewee for them to correct and approve before they were 

analyzed. Triangulation is needed to ensure the consistency and agreement of the analysis. Triangulation was done by 

having two different persons analyze the data. To measure the consistency or agreement of the analysis, a Cohen-

Kappa was used. The result indicated substantial agreement among the analysts. 

To ensure the ethics of the research, these interview questions were reviewed and approved by the research committee 

of a higher educational institution in Indonesia. Also, before the interview was conducted, consent was obtained by 

explaining the purpose of the interview verbally, and they were informed that their identity would not be indicated in 

the research report, and they had the right not to answer the questions if they felt uneasy or they could withdraw 

anytime from the interview. We also indicated that the interview was recorded and will be transcribed. The 

transcription was given to them for them to check. They can delete any information that they feel is inappropriate, and 

they are allowed to add any missing information. Upon agreement, they return the transcription to us, indicating that 

they had agreed to the content and giving permission for further analysis. 

Procedure for Survey 

For the quantitative approach, a survey research design was used. Data were taken using the questionnaire that had 

been developed. The content validity of the questionnaire had been assured since the items were derived from a 

thorough in-depth interview using a qualitative approach. Forty-nine items were constructed from an in-depth 

interview. These items were tested for their construct validity and reliability. Table 2 shows the items of the 

questionnaire. 

Table 2. Items of Questionnaire 

 No.   Items     Stated in Positive (P)/Negative (N)  

  1.   I only attend company-sponsored training.     P 

  2.   Offline training are good for networking.     N 

  3.   I'm forced to attend training because I'm assigned to.    P 

  4.   Paid training are a company obligation.      P 

  5.   An interesting seminar isn't about the price, but the content.   N 

  6.   Trainings don't require theory; the important thing is practice.   N 

  7.   The training topic is important, not the speaker.     N 

  8.   The speaker is what attracts me to participate in training, not the  

        topic or material.        N 

  9.   I don't care who the speaker is; as long as the material aligns with  

        my needs.         N 

10.   The benefit of attending a training is what's important, not who the  

        speaker is.         N 

11.   The benefit of attending a training is what's important, not the material.  N 

12.   I personally funded the training.      N 

13.   A good training is recommended by a friend.     P 



14.   I personally decide whether or not to attend a training.    P 

15.   Attending a training is the company's decision.     P 

16.   The idea to attend a training came to me after receiving a brochure.  P 

17.   I will only attend trainings that have been planned well in advance.  P 

18.   I only attend trainings related to my job.     P 

19.   I attend a training because it is mandatory.     P 

20.   Attending training is because of professional obligation.    P 

21.   I personally search for trainings that suit my interests.    P 

22.   The assignment to attend the training is determined by my direct supervisor. P 

23.   Attending the training is determined by the human resources division.  P 

24.   I attend the training to find out if this is the type of training I will be taking.  P 

25.   A short training is needed to provide a feel for the topic discussed, which is  

        then used to decide whether to attend training on that topic.   N 

26.   Before registering, I make sure I'm truly interested in the training material.  P 

27.   Interaction between speakers and participants is essential.    P 

28.   There should be a workshop session in a training.    P 

29.   Applying a concept is crucial to a training, not just understanding it.  P 

30.   Two-way interaction is essential in a training.     P 

31.   Before attending a training, I have expectations about the material to be  

        presented.         P 

32.   The speaker's background is important in determining whether the training  

        is worth attending.        P 

33.   I refuse to attend online trainings.      N 

34.   I'm willing to pay for offline trainings.      P 

35.   I'm disappointed if I find out a training is just for selling products.   N 

36.   I've canceled many trainings because of the hassle of registering.   P 

37.   The competence of the speaker determines whether I'll attend a training.  P 

38.   I'll study the speaker's profile online before attending a training.   P 

39.   When I see a training flyer, the first thing I want to know is the title and the   

        material to be presented. 40.   I attend trainings to fill my free time.  P 

41.   I will attend free trainings.       P 

42.   The training fee determines whether I will attend or not.    N 

43.   I will not attend a one-day training that costs Rp 2 million. That's too  

        expensive.         N 

44.   As long as the training costs up to Rp 1.5 million per day, I can still  

        afford to attend.        N 

45.   I will be more serious about attending paid trainings than free ones.  N 

46.   I only want to attend free trainings.      P 

47.   I will not attend trainings that conflict with my work schedule.   P 

48.   I only attend trainings if they support my work.     P 

49.   Recommendations from friends play an important role in deciding  

        which trainings I will attend.       P 

 

As one of the techniques of assuring the construct validity of the questionnaire, the items that reduce the reliability of 

the questionnaire were then removed. Using the SPSS Statistics software for item reliability, twenty-five items were 

removed. The remaining 24 items are considered reliable (Cronbach α = 80.9), and meet the construct validity 

requirement since all the items that lower the reliability have been removed. The 24 remaining items are item numbers: 

1, 3, 4, 7, 9, 10, 13, 15, 16, 17, 18, 19, 20, 22, 23, 33, 35, 40, 41, 42, 43, 46, 48, and 49. 

3.3. Data Analysis 

Analysing Qualitative Data 



The qualitative data were analysed using the content analysis technique. The interview was recorded and transcribed. 

Respondent checks were done to assure for the truthfulness of the data, where the transcript was approved by the 

participant. The transcript was then coded per statement and was given a theme for each statement. A similar theme 

was categorized. One or two items will be taken from each category. The items are the variables that will be used as 

items in the questionnaire. 

Analyzing Quantitative Data 

The quantitative data were collected using a questionnaire that had been developed through a qualitative approach. 

Exploratory factor analysis with principal factor extraction was used to answer the research questions. The Kaiser-

Meyer-Olkin test with a minimum of .5 sampling adequacy was used, and also the Bartlett’s Test of Sphericity with 

chi-square statistic at a 0.05 level of significance. 

4. RESULT 

In finding the result, the following questions need to be answered. Can all the selected variables or items be used in 

the analysis? How many factors can be used to explain the attractiveness of a training program? And, what are the 

names of those factors? 

4.1. Variables to be Included 

There are 49 variables or items selected from qualitative research. Twenty-five variables are invalid and removed, 

leaving the remaining 24 variables. These remaining variables are analysed. It was found that out of 24 variables, 

fifteen variables have low communalities, that is, the variance of each variable that can be explained by its factor 

(Communality <= 0.50). These fifteen variables are then removed, leaving the remaining nine variables. These nine 

variables can be further analysed (KMO = 0.689, Bartlett’s test of sphericity p = 0.00) as shown in Table 3. 

Table 3. KMO and Barltlett’s Test of Sphericity 

Kaiser-Meyer-Olkin Measure of 

Sampling Adequacy. 

Kaiser-Meyer-Olkin Measure of 

Sampling Adequacy. 

.689 

Bartlett's Test of Sphericity Approx. Chi-Square 257.537 

Bartlett's Test of Sphericity df 36 

Bartlett's Test of Sphericity Sig. .000 

 

The variables that were included in the analysis are, paid training is a company obligation; attending training is a 

company decision; I only attend training that is related to my job; I attend a training because it is mandatory; attending 

training is because professional obligation; assignment to attend training is determined by my direct supervisor; 

attending training is determined by the human resources division; I only attend training if it supports my job; and 

recommendations from friends play an important role in determining which training I will attend. 

4.2. Number of Factors 

It was found that three factors can be used to explain the attractiveness of a training program. As shown in Figure 1, 

the first three factors have eigenvalues greater than 1.0, while the fourth factor has an eigenvalue lower than required, 

which is 1.0. 



 

      Figure 1.  Number of Factors or Component 

The first factor has a rotation sums of squared loading of 26.01%, which indicate 26.01 percent of training 

attractiveness can be explained by the first factor.  The second and third factors have rotation sums of squared loadings 

of 23.71% and 20.24%.  The total variance that can be explained by the three factors is 69.97%, as shown in Table 

4.  In other words, 69.97 or 70 percent of training attarctiveness can be explained by these three factors.   

             Table 4.  Total Variance Explained 

 

The Rotated Component Matrix indicates that the loading of each variable on its factor for the first factor ranges from 

0.765 to 0.837, as shown in Table 5. The second factor has variables loading range from 0.636 to 0.904. The third 

factor has variables loading range from 0.624 to 0.861. 

Table 5. Rotated Component Matrix 



 

4.3. Name of Factors 

As shown in Table 3, the first factor, composed of Q23 - Attending training, is determined by the human resources 

division; Q22 - Assignment to attend training is determined by my direct supervisor; Q15 - Attending training is a 

company decision. The second factor is composed of variable Q18 - I only attend training that is related to my job; 

Q48 - I only attend training if it supports my job; and Q19 - I attend a training because it is required. And the third 

factor is composed of variable Q49 - Recommendations from friends play an important role in determining which 

training I will attend; Q04 - Paid training is a company obligation; Q20 - Attending training is a professional obligation. 

The first and second variables that have the highest loading for factor one is Q23 and Q22, which indicate that training 

will be attractive when it is mandated by the company. Therefore, the first factor may be named as MANDATORY, 

since it is mandatory training. The first and second variables that have the highest loading for the second factor are 

Q18 and Q48. These variables indicate that training is attractive when it is related to the job of the person. Therefore, 

the second factor may be called JOB-RELATED, since it is a job-related training. In the third factor, Q49 and Q04 

are the variables that have the first and second highest loading. These variables indicate that training will be attractive 

when it is recommended by another person. That person will become the reference. Therefore, the third factor may be 

named REFERENCE, since it is a referenced training. 

4.4. Validity of Factors 

A confirmatory factor analysis was performed to test the validity of the factors. Two kinds of validity are tested: 

convergent validity and discriminant validity. Convergent validity indicates how strongly the variables in a construct 

or in a factor relate to each other. They should have a strong relationship among themselves. In this study, the 

composite reliability score is used to indicate convergent validity. All four factors have acceptable composite 

reliability. Mandatory (0.861), Job-Related (0.849), and Reference (0.837). 

Discriminant validity indicates that no variables in a factor have a strong relationship with other factors than their own 

factor. It is measured by the average variance extracted, which is greater than the shared variance between constructs, 

as shown in Table 6. The average variance extracted for Mandatory is 0.821, higher than the relationship with other 

factors. Job-Related is 0.808 higher than the relationship with other factors, and Reference is 0.795 higher than the 

relationship with other factors. 



Table 6.Discriminant Validity 

 

 

5. DISCUSSION 

Three factors were found to contribute to the attractiveness of a training program: mandatory, job-related, and 

reference training. People will attend training when it is a mandatory by their superior, or by the company where they 

work. This finding is supported by previous studies, which found that organization train their employee to fulfil 

organizational needs (Serpente, Bolzani, & Grimaldi, 2024; Rideout & Gray, 2013). Since most organizations train 

their employee, there will be many trainings that are mandated by the organization. The second factor that contributes 

to the attractiveness of a training is job-related training, training that is made to support the work that a person is doing. 

This finding is consistent with the previous study that people take training to increase knowledge, skill, and 

competency (Alhalabi, 2016; Christopoulos et al., 2022; Guerrero & Pugh, 2022; Leite & Vieira, 2025; Wang, Ma, & 

Ren, 2016; Haines, Jalette, & Larose, 2010) that will be used in their work. While the third factor is reference training, 

training that is based on other references, they are recommended by other people. 

There are different kinds of training, such as non-formal and formal training, short and long courses, training that is 

differentiated by functions such as financial, marketing, or operational training, and other kinds of training. The result 

of this study introduces three new kinds of training: mandatory training, job-related training, and reference training. 

Three characteristics of mandatory training are based on the three items or variables that are significant components 

of the mandatory factor. It is mandatory when it is determined by the Human Resource division, the direct supervisor, 

or the company’s policies. Three characteristics of job-related training: related to the existing job, supporting the 

existing job, and they are required by the existing job. The third factor, which is reference training, also has three 

items: they are recommended by friends, the company is willing to pay, and required by the profession. 

There are ways of increasing the demand for training programs by knowing what makes a training program attractive. 

As the training provider knows the factors that contribute to the attractiveness of a training program, the training 

provider could design a better training program that attracts more participants. The problem of declining training 

enrolment may be solved. Some limitation of the study such as the small qualitative sample, limited quantitative 

sample, and preliminary nature of the measurement instrument. Further study can be done to cover the limitations of 

this study and further more to know which variable is independent, moderating, or mediating in the demand for the 

training program. 
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