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ABSTRACT 

This study aims to analyze the impact of training on employee job satisfaction in digital marketing companies in 

Yogyakarta. This research employs a quantitative methodology, collecting primary data through a questionnaire from 

126 Yogyakarta employees in digital marketing firms. The analysis reveals that training significantly affects job 

satisfaction, with a p-value of 0.014 < 0.05. These findings indicate that the more relevant the training is to employees, 

the more it enhances job satisfaction. This study can serve as a recommendation for companies to invest in 

comprehensive training programs. This research delves into the influence of training on job satisfaction in the digital 

marketing sector of Yogyakarta. This new and dynamic field has received limited attention in academic studies. 
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1. INTRODUCTION 

Job satisfaction is a crucial factor in human resource management, directly linked to employee productivity, 

retention, and overall performance. Employees who feel satisfied with their jobs tend to exhibit a higher commitment 

to the organization, are motivated to perform better, and demonstrate greater loyalty. Conversely, job dissatisfaction can 

lead to decreased productivity, increased absenteeism, and a higher potential for turnover, ultimately negatively 

impacting the organization's overall performance [1]. 

Various studies have identified several factors influencing job satisfaction, including work environment, career 

development, leadership style, and employee training and development programs [2]. Among these factors, training is 

regarded as a strategic policy that significantly enhances job satisfaction. Effective training improves employees' 

technical skills and knowledge and positively impacts their satisfaction and well-being. Employees who receive relevant 

and high-quality training are more likely to feel valued, motivated, and better prepared to face work challenges [3] 

In this context, training serves as a tool for enhancing competencies and as a means to strengthen the relationship 

between employees and the organization. Structured training programs can enhance employees' confidence, provide 

opportunities for career development, and create stronger emotional ties between employees and the organization, 

ultimately positively affecting their job satisfaction [4] 

However, research on the impact of training on job satisfaction has yielded diverse results, depending on the industry 

context and the characteristics of the employees studied. This study aims to analyze in-depth how training influences 

employee job satisfaction in the context of digital marketing companies in Yogyakarta. This industry was chosen due 

to its infrequent examination regarding the impact of training on job satisfaction despite its rapid growth and unique 

work dynamics. By understanding the influence of training on job satisfaction in the digital marketing sector, new 

insights can be gained to assist companies in designing more effective training strategies tailored to employees' needs. 
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2. LITERATURE REVIEW 
2.1 Training 

Training is a crucial aspect of human resource management to develop employees' skills, knowledge, and behaviors, 
enabling them to work more effectively and efficiently. According to [3], training aims to expedite employees' 
adaptation to new tasks, improve work quality, and ultimately achieve company objectives. By participating in training, 
employees also gain opportunities for further career development, expand their knowledge, and enhance skills relevant 
to their jobs [5] 

Success indicators for training, as outlined by [6], encompass several important aspects such as training objectives, 
content, methods, participants, and trainer qualifications. Training objectives should be specific and measurable, 
focusing on improving skills relevant to both the company's and employees' needs. The training content must align with 
the skills and knowledge required, such as management, leadership, and workplace communication. Additionally, the 
training methods employed, including simulations, teamwork, and group discussions, should encourage active employee 
participation to facilitate internalization and application of what they have learned. 

Trainer qualifications and participant selection are also critical factors in the success of training programs. Trainers 
must possess relevant expertise and be able to motivate participants effectively. Selected participants should align with 
the training objectives and content, ensuring the program runs effectively and significantly impacts employee 
productivity and overall organizational success. When training is conducted with these factors in mind, the results can 
directly contribute to enhancing employee competencies and organizational performance. 

2.2 Job Satisfaction 
Job satisfaction is an important aspect of human resource management, as it reflects how employees feel content 

and comfortable performing their tasks. According to [7], employees' attitudes toward their work are significantly 
influenced by various factors, including work situations, collaboration among employees, and the rewards they receive. 
Physical and psychological factors in the work environment also contribute to employees' job satisfaction. These 
indicators help organizations identify areas for improvement to create a more positive and productive work atmosphere. 

Furthermore,[8] elaborates on four main indicators influencing job satisfaction: responses to the job itself, attitudes 
toward colleagues, attitudes toward organizational policies, and attitudes toward the work environment. Responses to 
the job pertain to how employees feel engaged and enthusiastic. Attitudes toward colleagues highlight the importance 
of interpersonal relationships, while attitudes toward organizational policies refer to how employees assess the 
company's structure and procedures. Evaluating the physical and psychological conditions of the workplace also plays 
a crucial role in shaping job satisfaction levels. These indicators serve as important benchmarks for understanding 
employee satisfaction within an organization. 

2.3 The Influence of Training on Job Satisfaction 

Training has been recognized as an important factor influencing employee job satisfaction across various 
organizational contexts. Research by [9] shows that employee training at the Indonesian Public Broadcasting Institute, 
East Kalimantan Station, positively impacts job satisfaction. They found that employees receiving relevant and high-
quality training feel more competent and satisfied with their work. This is attributed to enhanced skills and knowledge 
that enable employees to work more effectively and efficiently, thereby increasing their satisfaction with the work 
environment and results. 

[10] also emphasize the importance of training in enhancing job satisfaction at the Tebuireng Vocational Skills 
Training Center in Jombang. They found that training combined with career development significantly affects job 
satisfaction. Employees who feel engaged in training that supports their career development are more likely to be 
satisfied with their work because such training allows them to realize their full potential and contribute more 
significantly to the company. This research underscores the importance of continuous training in creating a productive 
and satisfying work environment. Based on these findings, hypothesis H1 can be proposed: Training positively 
influences job satisfaction. 

3. METHOD 
This research utilizes primary data with an ordinal scale collected from employees in several digital marketing 

companies in Yogyakarta through a questionnaire. Respondents were selected using random sampling, and the 
questionnaire was distributed via a Meta Ads Campaign. The questionnaire employed a Likert scale of 1 to 5 to measure 
attitudes and perceptions. 

Once the research instrument was developed, it was tested using Smart PLS. Validity was assessed by correlating 
the scores of each item with the overall total score [11]. The test was conducted two times with a significance level of 



  

 

 

 

 

 

 

 

 

52             S. A. Muhajir et al.

0.05. An item is considered valid if it has a significant relationship with the total score. For validity testing, Pearson 
bivariate correlation analysis was applied. The significance was determined if the two-tailed p-value was below 0.05 or 
the Pearson correlation coefficient (r) exceeded the critical r-table value. 

Reliability testing was performed using Cronbach's Alpha at a significance level 0.05 [11]. An instrument is deemed 
reliable if the obtained alpha value is higher than the product-moment correlation value. Reliability reflects the stability 
and consistency of an instrument in measuring a concept, which aids in assessing the accuracy and appropriateness of a 
measurement. In this study, reliability testing was conducted using Smart PLS, and an instrument is considered reliable 
if its Cronbach's Alpha value is greater than 0.60. 

3.1 Indicator Test 
The indicator test, the outer or measurement model, assesses the relationship between indicators and their construct 

variables. This test produces output related to the validity and reliability of the model, measured based on several criteria: 
Convergent Validity, Discriminant Validity, and Composite Reliability. Convergent Validity is evaluated by examining 
the correlation between indicator scores and their related constructs. Indicators are considered valid if they have a 
correlation value greater than 0.50; otherwise, they should be removed. Discriminant Validity is assessed through cross-
measurement between indicators and their constructs. An indicator is deemed valid if its correlation with its construct 
is higher than with other constructs. Meanwhile, a construct is considered reliable if its composite reliability value 
exceeds 0.70. 

3.2 Model Fit Test 
The model fit test results indicate that the estimated SRMR value is below 0.10, deemed acceptable as an indicator 

of fit for PLS-SEM. Thus, this model is capable of helping to avoid errors in model specification. 

3.3 Hypothesis Test 
In the PLS method, the decision to accept or reject a hypothesis is determined by the significance value (P-value) 

and the t-table value. The parameter coefficient values and the significance of t-statistics can be examined through the 
SmartPLS application to assess significance. Based on the criteria for accepting or rejecting hypotheses, the alternative 
hypothesis (Ha) is accepted, and the null hypothesis (Ho) is rejected if the t-statistics significance value is greater than 
1.96 and the P-value is less than 0.05 at a 5% significance level (α = 5%). 

4. RESULT AND DISCUSSION 

4.1 Respondent Characteristics 
Descriptive data regarding the characteristics of respondents, collected from employees of digital marketing 

companies in Yogyakarta, provides information on various categories, including gender, age, and length of employment. 
The classification of respondents by gender is presented in Table 1 below: 

Table 1. Based on Gender 

Category Number Percentage 
Male 51 40% 
Female 75 60% 
Total 126 100% 

Source: Primary Data Processed 2024 

Table 1 shows the distribution of respondents by gender: Out of 126 respondents, 51 (40%) are male, while 75 (60%) 
are female. This indicates that the number of female respondents is more dominant than that of male respondents. This 
data will be processed from primary sources in 2024. 

The classification of respondents by age is presented in Table 1 below: 
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Table 2. Based On Age 

Category Number Percentage 
18-25 26 21% 
26-30 56 44% 
31-35 33 26% 
36-440 8 6% 
41> 3 2% 
Total 126 100% 

Source: Primary Data Processed 2024 

Based on Table 2, the distribution of respondents by age shows that most respondents are 26-30 years old, totaling 
56 individuals (44%). The age group of 31-35 years ranks second, with 33 individuals (26%), followed by the age group 
of 18-25 years, which includes 26 individuals (21%). Meanwhile, the age groups of 36-40 years and above 41 years 
have smaller numbers, with eight individuals (6%) and three individuals (2%), respectively. 

The classification of respondents by length of service is presented in Table 3 below: 

Table 3. Based on Length of Service 

Category Number Percentage 
1-3 Year 73 58% 
3-5 Year 30 24% 
5 Year 23 18% 
Total 126 100% 

Source: Primary Data Processed 2024 

Based on Table 3, the distribution of respondents by length of service indicates that most respondents, specifically 
73 employees (58%), have been working for 1-3 years. A total of 30 employees (24%) have worked for 4-5 years, while 
23 (18%) have a length of service exceeding 5 years. This suggests that most respondents are employees with 1-3 years 
tenure. 

4.1 Instrument Test 
4.1.1 Validity Test 
4.1.1.1 Convergent Validity Test 

The results of the outer loadings in the convergent validity test are presented in Table 4 below: 
Table 4. Outer Loadings 

 Training (X) Job Satisfaction (Y) Information 
X01 0,847  Valid 
X02 0,810  Valid 
X03 0,846  Valid 
X04 0,851  Valid 
X05 0,896  Valid 
X06 0,852  Valid 
X07 0,821  Valid 
X08 0,783  Valid 
Y01  0,863 Valid 
Y02  0,865 Valid 
Y03  0,777 Valid 
Y04  0,807 Valid 
Y05  0,859 Valid 
Y06  0,883 Valid 
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Y07  0,867 Valid  
Y08  0,872 Valid 

Source: Primary Data Processed 2024 

Based on Table 4, the results of the test using SmartPLS indicate that the Training variable (X1) has the following 
indicators: X1.01 with a score of 0.847, X1.02 with a score of 0.810, X1.03 with a score of 0.841, X1.04 with a score 
of 0.856, X1.05 with a score of 0.832, X1.06 with a score of 0.823, and X1.07 with a score of 0.783. All indicators have 
loading factor values greater than 0.7, which allows us to conclude that the indicator instruments for the Training 
variable (X1) have good convergent validity and are considered valid. 

Furthermore, the Job Satisfaction variable (Y1) in Table 4 also shows similar results, with indicator Y1.01 having a 
score of 0.863, Y1.02 scoring 0.841, Y1.03 scoring 0.861, Y1.04 scoring 0.838, Y1.05 scoring 0.883, Y1.06 scoring 
0.858, and Y1.07 scoring 0.872. All indicators also have loading factor values greater than 0.7, allowing us to conclude 
that the Job Satisfaction variable (Y1) also possesses good convergent validity. 

4.1.1.2 Discriminant Validity Test 

The results of the cross-loadings in the convergent validity test are presented in Table 5 below: 

Table 5, Cross Loadings 

 Training (X) Job Satisfaction (Y) Information 
X01 0,847 0,569 Valid 
X02 0,810 0,595 Valid 
X03 0,846 0,511 Valid 
X04 0,851 0,600 Valid 
X05 0,896 0,663 Valid 
X06 0,852 0,557 Valid 
X07 0,821 0,542 Valid 
X08 0,783 0,573 Valid 
Y01 0,611 0,863 Valid 
Y02 0,585 0,865 Valid 
Y03 0,598 0,777 Valid 
Y04 0,581 0,807 Valid 
Y05 0,596 0,859 Valid 
Y06 0,604 0,883 Valid 
Y07 0,543 0,867 Valid  
Y08 0,530 0,872 Valid 

Source: Primary Data Processed 2024 

Based on Table 5 above, the output results of the cross-loadings indicate that all constructs have good discriminant 
validity. 

4.1.1.3 Composite Reliability Cronbach Alpha’s Test 

The results of the reliability test for composite reliability and Cronbach's Alpha are presented in Table 6 below: 

Table 6, Reliabilty Test 

 Cronbach’s Alpha Composite Reliability Status 
Training (X) 0,940 0,950 Reliabel 

Job Satisfaction (Y) 0,945 0,954 Reliabel 

Source: Primary Data Processed 2024 

Based on Table 6, it can be concluded that the Training variable (X) and Job Satisfaction variable (Y) are considered 
reliable as they have Cronbach's Alpha values greater than 0.70. 
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4.1.1.4 Model Fit Test 

The Model Fit output shows an SRMR value of 0.083, indicating that this research model is a good fit, as the 
obtained SRMR value meets the criterion of 0.083 < 0.10. 

4.1.1.5 Hypothesis Test 

The results of the Path Coefficient test in the hypothesis testing are presented in Table 11 below: 

Tabel 7, Path Coefficient Test 

 Original  
Sample 

Sample  
mean 

Standard 
Deviation 

T Statistic P Values 

X=> Y 0.256 0.243 0.103 2.478 0.014 

Source: Primary Data Processed 2024 

Based on Table 7 above, it can be concluded that the Training variable (X) has a positive and significant effect on 
Job Satisfaction (Y). This is evidenced by the Path Coefficient test results, which show a P-value of 0.014 < 0.05, 
indicating that the hypothesis in this study is accepted. 

4.1.1.6 The Impact of Training on Job Satisfaction 

The research results indicate that training positively and significantly affects employee job satisfaction in digital 
marketing companies. The original sample estimate value is 0.256, the t-statistic value is 2.478 > 1.96, and the P-value 
is 0.014 < 0.05, demonstrating that this study's third hypothesis (H1) is proven. This means that the training provided to 
employees directly enhances their satisfaction levels in the workplace. 

In line with the research conducted by Jami & Utami, n.d,[9], relevant and quality training at the Public Broadcasting 
Institution of the Republic of Indonesia, East Kalimantan Station, positively impacts employee job satisfaction. 
Employees who receive training feel more competent and can work more effectively and efficiently, ultimately 
enhancing their job satisfaction and work environment. This indicates that training improves technical skills and affects 
psychological aspects, such as self-confidence and appreciation for work outcomes. 

Ttraining, combined with career development, significantly contributes to employee job satisfaction. Employees 
involved in training and career development feel more satisfied because they are prepared to reach their full potential 
and make greater contributions to the company. A well-structured training program helps employees experience 
personal and professional achievements. 

In the context of digital marketing companies, ongoing training helps employees develop the necessary skills to keep 
up with the ever-changing industry. Companies that invest in continuous training will create a more productive work 
environment and enhance employee job satisfaction. Training tailored to employees' needs can make them feel more 
valued, motivated, and engaged, ultimately improving company performance. 

5. CONCLUSION 
Based on the research findings, training positively and significantly affects employee job satisfaction in digital 

marketing companies in Yogyakarta. The training provided to employees directly contributes to increasing their job 
satisfaction. This is evidenced by the original sample estimate value of 0.256, a t-statistic value of 2.478 > 1.96, and a 
P-value of 0.014 < 0.05, indicating that the hypothesis is validated. Employees who receive relevant training feel more 
competent, motivated, and satisfied with their jobs. This increase in satisfaction, in turn, encourages employees to 
contribute more effectively towards achieving the company's goals, creating a more productive and efficient work 
environment. 

7. SUGGESTIONS 
Based on the research findings, some suggestions for future research include exploring different training methods 

(online, offline, practical), measuring the long-term impact of training, and comparing the effect of training on job 
satisfaction across different industries. 
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