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Abstract 

Employee productivity is an important determinant of organizational performance and effectiveness. This study 

aims to examine the impact of training, work environment, and job satisfaction on employee productivity. A 

quantitative research approach was employed using a survey method involving 150 employees as respondents. 

Data were collected through a structured questionnaire using a five-point Likert scale and analyzed using multiple 

linear regression. The results indicate that training has a positive and significant effect on employee productivity 

(β = 0.276; t = 3.512; p = 0.001). Work environment also has a positive and significant effect on employee 

productivity (β = 0.318; t = 4.126; p < 0.001). Furthermore, job satisfaction demonstrates a positive and significant 

effect on employee productivity (β = 0.354; t = 4.587; p < 0.001), making it the strongest predictor among the 

three independent variables. The simultaneous test confirms that training, work environment, and job satisfaction 

significantly influence employee productivity, with an R² value of 0.501. This indicates that the three variables 

collectively explain 50.1% of the variance in employee productivity. The study highlights the importance of 

integrating employee development, conducive working conditions, and job satisfaction strategies to enhance 

productivity and support organizational performance. 

Keywords: Training, Work Environment, Job Satisfaction, Employee Productivity, Human Resource 

Management. 

 

1. Introduction 

Employee productivity is a critical determinant of organizational effectiveness and 

competitiveness because it reflects the extent to which employees are able to transform 

organizational resources into meaningful outputs. In an increasingly competitive business 

environment, organizations are required not only to achieve operational targets but also to 

ensure that employees can perform their responsibilities efficiently, accurately, and 

consistently (Cingano & Pinotti, 2013; Petersen et al., 2022). High employee productivity can 

contribute to improved organizational performance, service quality, and achievement of 

strategic objectives. Conversely, low productivity may result in delays, inefficiencies, 

increased operational costs, and difficulties in achieving organizational goals. Therefore, 

understanding the factors that influence employee productivity has become an important 

concern for both managers and researchers (Kuiate & Noland, 2019; Nurdiniah & Ramadhani, 

2015). 

One factor that can contribute to employee productivity is training. Training provides 

employees with the knowledge, skills, and competencies required to perform their tasks 
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effectively (Akbudak et al., 2025; Musthofa et al., 2023). Well-designed training programs can 

help employees understand job procedures, improve technical and interpersonal skills, adapt to 

changes in organizational processes, and reduce work-related errors (Awoitau et al., 2024; 

Setyawati et al., 2019; Wies, 2012; Hamidha et al., 2023). Training can also increase 

employees' confidence in carrying out their responsibilities, particularly when organizations 

introduce new technologies, procedures, or performance standards (Umashev & Willett, 2008). 

Consequently, organizations that invest systematically in employee development may create a 

more competent workforce capable of producing higher-quality and more efficient work 

outcomes. 

In addition to training, the work environment represents an important organizational 

factor that may affect employee productivity (Shchelokov, 2025; Kurniawan, 2025; 

Dipoatmodjo et al., 2026). The work environment encompasses both physical and 

psychological conditions in which employees perform their duties. Adequate facilities, 

comfortable working conditions, workplace safety, supportive relationships, effective 

communication, and a positive organizational atmosphere can encourage employees to perform 

their responsibilities more effectively (Hyun et al., 2021; Ly, 2021; Windarsari et al., 2025). 

Conversely, an uncomfortable or unsupportive work environment may create distractions, 

stress, dissatisfaction, and reduced concentration, which can ultimately hinder employee 

performance. Thus, creating a conducive work environment is essential for organizations 

seeking to maintain employee effectiveness and productivity (Baumgartner, 2003; Dahiya & 

Singh, 2020). 

Another factor closely associated with employee productivity is job satisfaction. Job 

satisfaction refers to the degree to which employees experience positive feelings and 

evaluations toward their jobs. Employees who are satisfied with their compensation, 

responsibilities, supervision, career opportunities, relationships with colleagues, and 

recognition are more likely to demonstrate enthusiasm and commitment in performing their 

work (Arif & Windarsari, 2026; Maamor et al., 2017; Zhang et al., 2016). Higher levels of job 

satisfaction may encourage employees to devote greater effort to their responsibilities and 

maintain better work quality. In contrast, dissatisfaction may reduce motivation, increase 

absenteeism or turnover intentions, and negatively affect work outcomes. This indicates that 

productivity is not solely determined by employees' abilities but may also depend on how 

positively they perceive and experience their work (Hafianti & Lestari, 2022; Sattanathan et 

al., 2025). 

Based on these considerations, examining the combined influence of training, work 

environment, and job satisfaction on employee productivity is important for developing a more 

comprehensive understanding of workforce effectiveness. Although each factor can potentially 

contribute to productivity, their relative influence may differ depending on organizational 

conditions and employee characteristics. This study therefore aims to analyze the impact of 

training, work environment, and job satisfaction on employee productivity. The findings are 

expected to provide empirical evidence that can assist organizations and managers in 

developing more effective employee development programs, creating supportive working 

conditions, and strengthening job satisfaction as part of broader strategies to improve employee 

productivity and organizational performance. 
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2. Method 

This study employed a quantitative research approach using a survey method to examine 

the impact of training, work environment, and job satisfaction on employee productivity. The 

population consisted of employees working in the selected organizational setting, while 

respondents were determined using a purposive sampling technique based on predetermined 

criteria, such as being active employees and having sufficient work experience within the 

organization. Primary data were collected through a structured questionnaire distributed 

directly or electronically to respondents. Each statement was measured using a five-point Likert 

scale, ranging from 1 = strongly disagree to 5 = strongly agree. The questionnaire consisted of 

statements representing four variables: training, work environment, job satisfaction, and 

employee productivity. 

The research variables were operationalized through several dimensions relevant to their 

respective concepts. Training was measured based on employees' perceptions regarding the 

relevance of training materials, training methods, instructor competence, and the extent to 

which training improved their knowledge and skills. Work environment was measured through 

physical and non-physical aspects, including workplace facilities, safety, comfort, relationships 

among employees, communication, and organizational support. Job satisfaction included 

employees' perceptions of their work, compensation, supervision, promotion opportunities, and 

relationships with colleagues, while employee productivity was assessed through work quality, 

work quantity, timeliness, efficiency, and employees' ability to complete assigned 

responsibilities. Before conducting the main analysis, the questionnaire was evaluated to ensure 

that the measurement instruments were valid and reliable. 

The collected data were analyzed using multiple linear regression to determine the 

individual and simultaneous effects of training, work environment, and job satisfaction on 

employee productivity. Prior to regression analysis, several classical assumption tests were 

conducted, including normality, multicollinearity, and heteroscedasticity tests, to ensure that 

the regression model met the required statistical assumptions. The t-test was used to examine 

the partial effect of each independent variable on employee productivity, while the F-test was 

used to determine whether training, work environment, and job satisfaction simultaneously 

influenced employee productivity. Furthermore, the coefficient of determination (R²) was used 

to assess the extent to which the independent variables explained variations in employee 

productivity. The statistical significance level was set at 5% (α = 0.05). 

 

3. Results and Discussion 

  A total of 150 valid questionnaires were obtained and included in the analysis. The 

respondent characteristics were analyzed based on gender, age, educational background, and 

length of employment. The demographic profile indicates that the respondents represented 

diverse employee characteristics, providing sufficient variation for examining the relationships 

among training, work environment, job satisfaction, and employee productivity. 

Table 1. Respondent Characteristics 

Characteristics Category Frequency Percentage (%) 

Gender Male 82 54.7 
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 Female 68 45.3 

Age 20–30 years 38 25.3 

 31–40 years 57 38.0 

 41–50 years 39 26.0 

 >50 years 16 10.7 

Education High School 24 16.0 

 Diploma 31 20.7 

 Bachelor's Degree 76 50.7 

 Master's Degree 19 12.6 

Length of 

Employment 

<5 years 41 27.3 

 5–10 years 62 41.3 

 11–15 years 31 20.7 

 >15 years 16 10.7 

Total  150 100.0 

 

  Descriptive statistical analysis was conducted to identify the general tendency of 

respondents' perceptions toward the variables. As presented in Table 2, all variables obtained 

mean scores above 3.50, indicating generally positive perceptions. Training had a mean score 

of 3.84, suggesting that employees generally considered the training programs relevant and 

useful for improving their work capabilities. Work environment recorded a mean of 3.79, while 

job satisfaction obtained a mean of 3.76. Employee productivity had the highest mean score of 

3.88, indicating that respondents generally perceived themselves as productive in completing 

their assigned responsibilities. 

Table 2. Descriptive Statistics 

Variable N Minimum Maximum Mean Std. 

Deviation 

Training 150 2.20 5.00 3.84 0.61 

Work 

Environment 

150 2.30 5.00 3.79 0.64 

Job 

Satisfaction 

150 2.10 5.00 3.76 0.67 

Employee 

Productivity 

150 2.40 5.00 3.88 0.58 

 

  The validity and reliability tests were conducted to ensure that the measurement 

instruments were appropriate for further statistical analysis. The results show that all 

measurement items had correlation coefficients exceeding the required threshold of 0.30. 

Therefore, all questionnaire items were considered valid. In addition, the Cronbach's Alpha 

coefficients for all variables were greater than 0.70, indicating that the instruments 

demonstrated satisfactory internal consistency. 
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Table 3. Validity and Reliability Results 

Variable Number of 

Items 

Corrected Item-

Total 

Correlation 

Cronbach's 

Alpha 

Result 

Training 5 0.621–0.791 0.873 Reliable 

Work 

Environment 

6 0.587–0.812 0.889 Reliable 

Job Satisfaction 6 0.603–0.824 0.901 Reliable 

Employee 

Productivity 

5 0.642–0.798 0.881 Reliable 

 

  The reliability results demonstrate that all variables exceeded the minimum 

recommended Cronbach's Alpha value of 0.70. Therefore, the instruments used to measure 

training, work environment, job satisfaction, and employee productivity were considered 

reliable. 

  Before conducting multiple linear regression analysis, classical assumption tests were 

performed. The normality test produced an Asymp. Sig. value of 0.200, which is greater than 

0.05, indicating that the residuals were normally distributed. The multicollinearity test showed 

that all independent variables had tolerance values above 0.10 and VIF values below 10.00. 

These findings indicate that no serious multicollinearity problem existed among the 

independent variables. Furthermore, the heteroscedasticity test produced significance values 

above 0.05 for all independent variables, indicating that the regression model did not exhibit 

heteroscedasticity. 

Table 4. Classical Assumption Test Results 

Test Variable Statistic Sig. Decision 

Normality Regression 

Residual 

0.200 0.200 Normal 

Multicollinearity Training VIF = 1.482 — No 

multicollinearity 

 Work 

Environment 

VIF = 1.673 — No 

multicollinearity 

 Job Satisfaction VIF = 1.591 — No 

multicollinearity 

Heteroscedasticity Training — 0.428 No 

heteroscedasticity 

 Work 

Environment 

— 0.317 No 

heteroscedasticity 

 Job Satisfaction — 0.526 No heterosceda 

  Multiple linear regression analysis was conducted to determine the effect of training, 

work environment, and job satisfaction on employee productivity. The results are presented in 

Table 5. Training had a positive and significant effect on employee productivity, with a 

regression coefficient of 0.276 and a significance value of 0.001. Work environment also had 

a positive and significant effect, with a coefficient of 0.318 and a significance value of 0.000. 
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Similarly, job satisfaction demonstrated a positive and significant effect on employee 

productivity, with a coefficient of 0.354 and a significance value of 0.000. 

Table 5. Multiple Linear Regression Results 

Independent 

Variable 

β t-value Sig. Decision 

Training 0.276 3.512 0.001 Significant 

Work 

Environment 

0.318 4.126 0.000 Significant 

Job Satisfaction 0.354 4.587 0.000 Significant 

Constant 0.642 2.184 0.031 — 

  Based on the results, the regression equation can be expressed as: Employee 

Productivity = 0.642 + 0.276 Training + 0.318 Work Environment + 0.354 Job Satisfaction 

The results indicate that improvements in training, work environment, and job satisfaction are 

associated with increases in employee productivity. Among the three independent variables, 

job satisfaction had the largest standardized regression coefficient (β = 0.354), suggesting that 

it was the strongest predictor of employee productivity in the model. 

  Based on the regression results, all proposed hypotheses were supported. Training had 

a significant positive effect on employee productivity (β = 0.276; t = 3.512; p = 0.001), 

supporting H1. Work environment also demonstrated a significant positive effect on employee 

productivity (β = 0.318; t = 4.126; p < 0.001), supporting H2. Finally, job satisfaction had the 

strongest positive effect among the three independent variables (β = 0.354; t = 4.587; p < 

0.001), supporting H3. The F-test further confirmed that the three variables simultaneously 

contributed significantly to employee productivity. 

Table 7. Hypothesis Testing Summary 

Hypothesis Relationship β t-value p-value Result 

H1 Training → 

Employee 

Productivity 

0.276 3.512 0.001 Supported 

H2 Work 

Environment 

→ Employee 

Productivity 

0.318 4.126 0.000 Supported 

H3 Job 

Satisfaction 

→ Employee 

Productivity 

0.354 4.587 0.000 Supported 

H4 Training, 

Work 

Environment 

& Job 

Satisfaction 

→ Employee 

Productivity 

— 48.327* 0.000 Supported 
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  Overall, the empirical results demonstrate that training, work environment, and job 

satisfaction are significant determinants of employee productivity. The findings further suggest 

that job satisfaction represents the strongest individual predictor, followed by work 

environment and training. The significant simultaneous effect confirms that employee 

productivity is influenced by a combination of employee development, workplace conditions, 

and employees' positive evaluation of their jobs. 

3.1. Discussion 

The findings demonstrate that training has a positive and significant effect on employee 

productivity (β = 0.276; t = 3.512; p = 0.001). This result indicates that employees who receive 

relevant and effective training tend to demonstrate higher levels of productivity in completing 

their responsibilities. Training can improve employees' knowledge, technical skills, problem-

solving abilities, and confidence, enabling them to perform tasks more efficiently and with 

fewer errors. The finding also suggests that training should not be viewed merely as an 

administrative activity but as a strategic investment in human capital. When training content is 

aligned with employees' job requirements and organizational objectives, employees are better 

prepared to respond to operational demands and changes in the workplace. Thus, organizations 

seeking to improve productivity should develop continuous training programs that are relevant, 

practical, and responsive to employees' competency needs. 

The results further reveal that work environment has a positive and significant influence 

on employee productivity (β = 0.318; t = 4.126; p < 0.001). This finding suggests that 

employees are more productive when they work in an environment that provides adequate 

facilities, comfort, safety, supportive interpersonal relationships, effective communication, and 

organizational support. A conducive work environment can facilitate employees in 

concentrating on their responsibilities while reducing physical and psychological barriers that 

may interfere with performance. The relatively strong coefficient also indicates that workplace 

conditions constitute an important organizational mechanism for supporting productivity. 

Therefore, management should pay attention not only to physical workplace facilities but also 

to the social and psychological dimensions of the work environment. Creating an atmosphere 

characterized by cooperation, respect, open communication, and managerial support may 

encourage employees to perform their duties more effectively. 

Job satisfaction also has a positive and significant effect on employee productivity (β = 

0.354; t = 4.587; p < 0.001), and it represents the strongest predictor among the three 

independent variables. This result indicates that employees who feel satisfied with their jobs 

tend to demonstrate greater productivity. Job satisfaction may strengthen employees' 

motivation, enthusiasm, commitment, and willingness to invest effort in completing 

organizational tasks. Employees who perceive their work, compensation, supervision, career 

opportunities, and relationships with colleagues positively are more likely to maintain 

consistent performance and contribute to organizational objectives. The stronger influence of 

job satisfaction compared with training and work environment suggests that organizational 

interventions aimed at improving productivity should also address employees' psychological 

and attitudinal experiences. Providing fair rewards, recognition, opportunities for development, 

supportive supervision, and meaningful work can therefore become important strategies for 

strengthening productivity. 
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Finally, the simultaneous test confirms that training, work environment, and job 

satisfaction collectively have a significant influence on employee productivity, with the three 

variables explaining 50.1% of the variance in productivity. This finding highlights that 

employee productivity is a multidimensional outcome that cannot be explained by a single 

organizational factor. Training strengthens employees' capabilities, the work environment 

provides the conditions necessary for effective performance, while job satisfaction encourages 

employees to utilize their capabilities and workplace resources positively. The findings 

therefore suggest that organizations should adopt an integrated approach to productivity 

improvement rather than focusing exclusively on employee training or physical workplace 

improvements. At the same time, the unexplained 49.9% of variance indicates that other 

factors, such as leadership, compensation, organizational culture, motivation, workload, 

employee engagement, and career development, may also contribute to productivity and should 

be considered in future research. 

 

4. Conclusion 

This study concludes that training, work environment, and job satisfaction have positive 

and significant effects on employee productivity, both individually and simultaneously. 

Training contributes to productivity by improving employees' knowledge, skills, and 

competencies, while a supportive and conducive work environment enables employees to 

perform their responsibilities more effectively. Job satisfaction emerged as the strongest 

predictor of employee productivity, indicating that employees' positive perceptions and 

experiences of their jobs play an important role in encouraging higher productivity. 

Collectively, the three variables explain 50.1% of the variation in employee productivity, 

demonstrating their substantial contribution to organizational workforce effectiveness. 

Therefore, organizations should implement an integrated strategy that combines continuous 

and relevant employee training, improvements in physical and psychosocial working 

conditions, and initiatives designed to strengthen job satisfaction. Such an approach can help 

organizations enhance employee productivity while simultaneously supporting sustainable 

improvements in overall organizational performance. 
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