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Abstract

This study aims to analyze the effect of job rotation and interpersonal conflict on work
productivity with job satisfaction as an intervening variable at the Transportation Agency in
West Nusa Tenggara. This study is associative with a focus on causal relationships that
influence each other. Data collection was carried out using a census method with
questionnaire distribution techniques, interviews and documentation with all members of the
population being used as respondents in this study. The population in this study were echelon
2, echelon 3, echelon 4 officials and all functional officials at the Transportation Agency in
West Nusa Tenggara totaling 167 employees with a questionnaire response rate of 151
questionnaires or 90.42%. This study uses Structural Equation Modeling (SEM) using
SmartPLS as an analysis. The results of the study indicate that job rotation has a significant
positive effect on work productivity, while interpersonal conflict has a significant negative
effect on work productivity. Job rotation has a positive and significant effect on job
satisfaction, and interpersonal conflict has a negative and significant effect on job
satisfaction, in addition, job rotation has a positive and significant effect on work productivity
through job satisfaction, and interpersonal conflict has a negative and significant effect on
work productivity through job satisfaction. As shown by the Variance Axxounted For (VAF)
value is 21% for job rotation and 36.5% for interpersonal conflict regarding work
productivity.
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INTRODUCTION

Human Resources (HR) are people who are ready, capable, and contribute to
achieving organizational goals. In an organizational context, HR encompasses all employees,
who are strategic assets because their performance and behavior significantly determine the
organization's success. Effectively managed HR will create a productive, harmonious, and
satisfying work environment (Gary Dessler, 2015).

Work productivity is the ratio of output (work results) to the input (resources) used
to produce that output. Productivity indicates how much work can be completed with the
available time and effort. Productivity encompasses two important aspects: efficiency (the
ability to optimally use resources) and effectiveness (the ability to achieve desired goals)
(Robbins and Judge, 2017).

Several factors that influence work productivity include employee work motivation,
education, work discipline, skills, work ethic attitudes, teamwork abilities, nutrition and
health, income level, work environment and work climate, technological sophistication used,
adequate production factors, social security, management and leadership and opportunities
for achievement (Anoraga, 2018). Sedarmayanti (2001) explains that in addition to the main
factors, there are a number of other aspects that play a role in increasing work productivity.
These factors include individual attitudes or work ethics, level of expertise or skills
possessed, quality of interaction between employees and organizational leaders, management
effectiveness in managing productivity, efficient use of labor resources, and entrepreneurial
spirit possessed by individuals in the work environment. Meanwhile, according to Anoraga
(2001) there are 3 factors that influence work productivity, such as interesting work, security
and protection in work and a good work environment and atmosphere.

Among the various factors that influence employee productivity, a key element in
achieving company goals is a conducive work environment and the opportunity to excel. This
can increase productivity, one of which is through the implementation of job rotation. Job
rotation not only serves to reduce boredom and fatigue, but also provides opportunities for
employees to develop new skills and broaden their horizons. By moving between various
positions or departments, employees not only gain broader experience but also feel more
valued and motivated (Herzberg, 1966). Other factors that influence productivity, such as
work ethics and relationships between employees, can also affect productivity, one of which
is through the implementation of interpersonal conflict. According to Robbins and Judge
(2017), interpersonal conflict is a process that arises when an individual or party begins to
perceive that the presence of another party can have a negative impact on the interests or
goals of their group.

This study used job satisfaction as an intervening variable to determine whether job
satisfaction mediated the effects of job rotation on work productivity and interpersonal
conflict on work productivity. Job satisfaction refers to a positive emotional response to a
job, derived from the assessment of its various aspects (Robbins and Judge, 2022).

Sutrisno (2019) explains that job satisfaction is an employee's attitude towards work
related to work situations, cooperation between employees, rewards received at work, and
matters relating to physical and psychological factors.

The Transportation Agency is an institution expected to realize an orderly, safe,
efficient, and sustainable transportation system. Therefore, public services at the
Transportation Agency must be supported by qualified, dedicated, and integrated human
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resources capable of adapting to technological developments and the needs of modern society
(Sutrisno, 2019). Based on data from the NTB Provincial Regional Personnel Agency (BKD)
and the City/Regency Regional Personnel Agency (BKD) (October 2024), there are 11
Transportation Agencies in NTB, consisting of one NTB Provincial Transportation Agency
and 10 Transportation Agencies in the City/Regency areas of NTB.

Interviews and observations at several research locations revealed a decline in work
productivity over the past two years. This is reflected in increased absenteeism, late
completion of tasks, and declining employee performance evaluations. Despite ongoing
training, some employees still face challenges adapting to technology and changing work
procedures.

Field data shows an increase in employee rotation at the NTB Transportation Agency
in 2024, accompanied by a surge in turnover and a decline in task completion and SKP scores.
This indicates that rotation has not been accompanied by adequate adaptation. Interpersonal
conflict has also increased, reflected in rising absenteeism and declining service scores, even
leading to a motion of no confidence in leadership. At the same time, job satisfaction levels
have declined, reflected in declining Employee Performance Targets (SKP), project target
achievement, and declining enthusiasm or motivation for work, despite efforts to improve
training. This phenomenon has had a direct impact on productivity and public service.

Research results show that job rotation has a positive and significant effect on work
productivity (Ariani 2020, Susanti 2023, Sulastri 2023, Dewi 2023, Taufan 2024 and Jain
2017). However, there are also research results showing that job rotation has no significant
effect on work productivity (Samosir and Wasiman 2024, Febrianto 2021, Farhan 2023 and
Alfian 2025). Research results show that interpersonal conflict has a negative effect on work
productivity (Lusiana 2023, Harmen 2024 and Tirtana 2023). However, there are also
research results showing that interpersonal conflict has a positive and significant effect on
work productivity (Wicaksono 2006, Handayani 2019, Agustina 2024, and Aulia 2024). The
findings in this study indicate a research gap regarding the effect of job rotation and
interpersonal conflict on work productivity levels.

Several studies, such as those by Said (2017), Almigo (2004), Adiwinata (2014),
Prayudi (2021), and Mafra (2017), show that job satisfaction has a positive and significant
impact on increasing work productivity. However, some studies also show that job
satisfaction has no significant impact on work productivity (Muayyad and Gawi 2017).
Research shows that job rotation has a positive and significant impact on job satisfaction
(Warsi 2019, Adilla and Budiono 2022, Fauzi 2017, and Rahman 2016). However, some
studies also show that job rotation has no impact on job satisfaction (Rahmawati 2024,
Mayana 2022). Research shows that interpersonal conflict has no or negative impact on job
satisfaction (Rajak 2013, Wijaya 2015, Kurnia 2024, and Sarah 2023). However, there are
also research results showing that interpersonal conflict has a positive and significant effect
on job satisfaction (Qisti 2021, Ramadhan 2024). The inconsistency of these findings
indicates a research gap regarding the relationship between job satisfaction and work
productivity, job rotation, and interpersonal conflict on job satisfaction.

Studies using job satisfaction as a mediating variable include those conducted by
Rohmah and Manzillatur (2020) and Nurdiana (2011), who demonstrated that job rotation
had a positive and significant effect on work productivity, with job satisfaction acting as a
mediating variable. Pratama and Widiastina (2023) found that interpersonal conflict had a
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negative and significant effect on work productivity, and job satisfaction mediated this
relationship. However, in contrast to these results, Yulianto (2025) found that interpersonal
conflict had a positive and significant effect on work productivity, with job satisfaction as a
mediating variable.

Studies that use job satisfaction as a mediating variable have shown inconsistent
results. While Rohmah and Manzillatur (2020) and Nurdiana (2011) focused on the influence
of job rotation, Pratama and Widiastina (2023) and Yulianto (2025) focused on interpersonal
conflict. These findings indicate a significant gap or discrepancy that requires further analysis
and study to develop this research.

REVIEW OF LITERATURE

Work productivity is understood as the optimal ratio between output and input,
encompassing two main elements: efficiency (appropriate utilization of resources) and
effectiveness (achieving organizational goals) (Hasibuan, 2010; Robbins and Judge, 2017;
Gasperz, 1998). Work productivity is also inherent in a mental attitude of continuous
improvement, namely the belief in working better day by day (Sutrisno, 2019).

Good work productivity aligns with professional values such as sincerity,
responsibility, a passion for learning, and a quality orientation. These characteristics guide
employees to continuously improve their performance without sacrificing the quality of their
output (Gasperz, 1998). Thus, work productivity can be defined as employee attitudes and
behaviors that strive to exceed output targets through the most efficient use of resources,
driven by a personal commitment to continuous improvement and the achievement of
organizational goals.

Job rotation recognizes that every employee has a need to enrich their experiences
and maintain motivation through varied assignments within the work community (Robbins
& Judge, 2006; Sutrisno, 2009). Rotation is an experience that provides individuals with a
sense of involvement, expands competencies, and fosters cross-unit relationships (Hariandja,
2006; Gibson, Ivancevich, Donnelly, & Konopaske, 2009).

Hasibuan (2013) emphasized that placing employees in the right positions can
maintain morale and productivity, while Sastrihadiwiryo (in Kurniati, 2008) highlighted
rotation as a means of achieving job satisfaction through the transfer of functions and
responsibilities. Based on this explanation, job rotation can be defined as a systematic
mechanism for horizontal transfer of employees—at the same job level—to enrich skills,
reduce burnout, and increase organizational efficiency through more meaningful work
experiences.

Interpersonal conflict is a form of tension or conflict that arises from differences in
perception, values, or goals between individuals in the work environment (Hung et al., 2013).
This conflict reflects the incompatibility between individuals who interact directly in social
and professional relationships (Algert & Stanley, 2007).

According to Hunt and Metcalf in Winayanti and Widiasavitri (2015), interpersonal
conflict differs from intrapersonal conflict, which occurs within an individual. Interpersonal
conflict occurs between two or more people involved in an interpersonal relationship, usually
caused by differences in perspective, interests, or personality. Based on this explanation,
interpersonal conflict can be defined as a form of negative interaction between individuals in
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the workplace that is triggered by differences in values, opinions, or interests, and has the
potential to disrupt work relationships, communication, and the achievement of
organizational goals.

Job satisfaction is a positive emotional response that arises when employees perceive
their work as meeting their expectations and needs (Robbins & Judge, 2015). Rivai and
Mulyadi (2009) define job satisfaction as an employee's overall evaluation of the extent to
which their tasks and work environment accommodate their personal needs. Gibson et al.
(2009) emphasize that this attitude is rooted in an individual's perception of the job itself.

According to Kreitner and Kinicki (2014), job satisfaction is an emotional response
to various aspects of the work environment, reflecting the extent to which employees feel
satisfied or dissatisfied, happy or unhappy, with their work. (2004) categorize it as a personal
attitude toward the position held. Employees with high satisfaction tend to display positive
emotions, while those who are dissatisfied display negative emotions (Robbins & Judge,
2015). Thus, job satisfaction can be defined as the positive attitudes and feelings of
employees toward the organization and their work, which arise when their needs and
expectations are adequately met.

RESEARCH METHOD

This study applies an associative approach that aims to examine the causal
relationship between the variables studied. This study was conducted at the Transportation
Agency in NTB, which consists of 1 NTB Provincial Transportation Agency and 10
Regency/City Transportation Agencies in NTB. This study used a census method as a data
collection method, a technique that involves all members of the population as respondents in
the data collection process (Sugiyono in Asepta & Maruno, 2017). The population in this
study consisted of all echelon 2, 3, 4 officials, and functional officials at the Transportation
Agency in NTB, totaling 167 people.

The data collection methods used in this study consisted of questionnaires,
interviews, observations, and documentation. The tools used for data collection included
questionnaires, electronic media, and notebooks. This study utilized data sourced from both
primary and secondary sources. The variables identified and categorized in this study were:
independent variables of job rotation (X1) and interpersonal conflict (X2), dependent
variables of work productivity (Y), and mediating variables of job satisfaction (Z). Each
questionnaire statement was evaluated using a Likert scale score. Data were analyzed through
Structural Equation Modeling (SEM) using SmartPLS software.

Research Hypothesis

This research aims to examine the effects of job rotation and interpersonal conflict on
employee work productivity, with job satisfaction considered as a mediating factor. Based
on the theoretical framework and a review of previous studies, the hypotheses formulated for
this study are as follows:
H1: Job rotation has a positive and significant effect on employee productivity at the
Transportation Agency in NTB Province.
H2: Interpersonal conflict has a negative and significant effect on employee productivity at
the Transportation Service in NTB Province.
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H3: Job rotation has a positive and significant effect on job satisfaction of Transportation
Service employees in West Nusa Tenggara Province.
H4: There is a negative and significant influence between interpersonal conflict and job
satisfaction of employees working at the Transportation Service in West Nusa Tenggara
Province.
HS5: Job satisfaction has a positive and significant effect on work productivity among
employees of the Transportation Service in West Nusa Tenggara Province.
H6: Job satisfaction mediates the effect of job rotation on work productivity of
Transportation Service employees in West Nusa Tenggara Province.
H7: Job satisfaction mediates the influence of interpersonal conflict on work productivity of
employees of the Transportation Service in West Nusa Tenggara Province.
Research Model

This research model describes the relationship between independent variables
(responsiveness, empathy, and interpersonal communication) to dependent variables
(customer satisfaction). This model can be illustrated as follows:

Hil

Job Rotation (X1) H3 Héo

\ Job Satisfaction | + Work
H5

_______________________

' @ B * | Productivity (Y)
: >
Interpersonal

H2

The image of the model of this study shows that the three independent variables have
a direct relationship to customer satisfaction, which will be tested through multiple linear
regression analysis. This study uses a quantitative approach with a survey method, where
data is collected through a questionnaire with a Likert scale. The data analysis technique used
is a linear regression test to test the influence of each variable on customer satisfaction. The
results of this study are expected to provide deeper insights for telecommunications
companies in improving the quality of their services by focusing on responsiveness, empathy,
and personal communication to improve customer satisfaction.

RESULTS AND DISCUSSION
Table 1.
Results of R-Square Calculation
Variables R-square R-square adjusted
Work productivity (Y) 0.890 0.888
Job Satisfaction (Z) 0.729 0.720
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Referring to Table 1, the R-Square value for work productivity is 0.890. This
indicates that the construct variables of job rotation, interpersonal conflict, and job
satisfaction cover 89% of the variance in work productivity, while the remaining 11% is
influenced by factors outside the scope of this study. For the variables of job rotation and
interpersonal conflict that influence job satisfaction (mediation), the R-Square value is 0.729,
which means that these constructs explain 72.9% of the variance in job satisfaction, while
27.1% is caused by other factors that have not been explained or analyzed in this study. An
R-Square value of 89% is considered robust.

Hypothesis Testing Results

Table 2.
Results of Direct Effect Hypothesis Testing
Influence between Original T . )
variables Sample T —table Statistics P Values information
X1->Y 0.614 16,020 0.000 (+) Significant
X2->Y -0.275 7,409 0.000 (-) Significant
X1->Z 0.462 1.96 6,766 0.000 (+) Significant
X2->7 -0.447 6,997 0.000 (-) Significant
7->Y 0.354 8,718 0.000 (+) Significant

Referring to Table 2, it can be concluded that not all hypotheses have a positive effect.
Specifically, job rotation has been shown to have a positive and significant effect on work
productivity. Furthermore, job rotation significantly and positively affects job satisfaction,
and job satisfaction also has a positive and significant impact on work productivity. However,
one hypothesis states that interpersonal conflict has a negative and significant impact on work
productivity and that interpersonal conflict has a negative and significant impact on job
satisfaction.

Influence between Original T- T P VAF information
variables Sample table | Statistics | Values
X1->Z->Y 0.163 1.96 5,642 0.000 21% | (+) Significant
X2->7->Y -0.158 ’ 5,425 0.000 36.5% | (-) Significant

Referring to Table 3, in conclusion, all hypothesized constructs are supported. Job
satisfaction successfully mediates the relationship between job rotation and work
productivity, showing a positive and significant influence, with a Variance Accounted For
(VAF) value of 21%, indicating partial mediation. Similarly, job satisfaction mediates the
effect of interpersonal conflict on work productivity negatively and significantly, with a VAF
value of 36.5%, also indicating partial mediation.

Job rotation and work productivity

Referring to the research results presented in Table 2, it can be concluded that job
rotation has a positive and significant impact on the level of work productivity. The results
of this study can be interpreted, if the job rotation in the Transportation Agency in NTB is a
variable that can determine how the work productivity of employees to the agency, where
the results show that the higher the level of job rotation of employees in the Transportation
Agency in NTB, will have a positive and significant impact in increasing work productivity
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in the Transportation Agency in NTB. Conversely, if the job rotation in the Transportation
Agency in NTB is low, it will have an impact on decreasing the work productivity of
employees in the Transportation Agency in NTB.

According to Handoko (2011), job rotation is a human resource management strategy
that involves moving employees from one position or task to another within an organization
in a planned and regular manner. The main objective of job rotation is to improve employee
competency through varied work experiences. Employees who have the opportunity to
perform various types of work tend to be more skilled, more motivated, and ultimately show
increased work productivity. Work productivity itself is an employee's ability to produce
optimal output by utilizing time, energy, and resources efficiently (Simanjuntak, 2011).
Employees who experience appropriate job rotation will have a better understanding of the
work process as a whole, enrich their skills, and tend to have a higher sense of responsibility
for the results of their work, which leads to increased productivity.

This indicates that employees at the West Nusa Tenggara (NTB) Provincial
Transportation Agency benefit from job rotation as a means of self-development, thereby
gaining extensive experience and achieving greater work achievements. Employees who find
new values and challenges in their work tend to be more motivated to increase their work
enthusiasm and productivity. Furthermore, age and length of service also influence employee
perceptions and responses to job rotation. Employees with more mature age and longer tenure
tend to have broader experience and better adaptability to change and task variations. For
them, job rotation is seen as a form of recognition of competence and trust from the
organization, thus serving as a positive stimulus for increasing work enthusiasm,
responsibility, and productivity. Meanwhile, more senior employees tend to view job rotation
as a form of appreciation for their experience and expertise, as well as an opportunity to make
broader contributions across various work units.

According to Nitisemito (2001), properly implemented job rotation can increase job
satisfaction, reduce burnout, and improve overall employee performance. With variety in
tasks, individuals are more actively engaged, demonstrate greater initiative, and are results-
oriented. This has a direct impact on work productivity, as employees work more effectively
and efficiently.

This finding aligns with research by Wulandari and Susilo (2020), Putra and
Rachmawati (2018), Siregar and Lestari (2019), and Rahmadani and Yusuf (2021), which
showed that job rotation positively impacts employee productivity. Therefore, structured job
rotation can increase motivation and productivity because employees feel they have the
opportunity to develop and are valued by the organization.

Interpersonal conflict and work productivity

Based on the calculation results in Table 2, which tested the second hypothesis, it was
found that interpersonal conflict had a negative and significant effect on employee work
productivity at the Transportation Agency in West Nusa Tenggara (NTB). This result can be
interpreted as meaning that the level of interpersonal conflict experienced by employees
cannot have a positive impact that determines the increase in their work productivity. This
finding confirms that even though some employees may have high motivation or work
qualifications, the presence of interpersonal conflict (e.g., personal tension, communication
misunderstandings, and work style differences) still reduces productivity (Jehn and Mannix,
2001).
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Many factors explain this phenomenon. Employees often view conflict as
emotionally draining and energy-draining, drastically reducing their focus and time to
complete core tasks (De Dreu and Weingart, 2003). Discordant relationships between
coworkers, not simply poor competency or facilities, contribute to decreased productivity.
Interpersonal conflict is driven by differences in personality, interests, and perceived
workload unfairness, leading to work stress and reduced individual and team productivity
(Putri and Iskandar, 2019). This suggests that within the NTB Provincial Transportation
Agency's work environment, cultural diversity is a significant factor influencing the
dynamics of employee relationships. Differences in values, perspectives, and communication
patterns, influenced by cultural backgrounds, can trigger differences in interpretation,
misunderstandings, and even potential interpersonal conflict if not managed effectively.
While cultural diversity can be an organizational asset in enriching perspectives and work
approaches, without effective communication and an inclusive work culture, it can actually
hinder employee synergy.

Theoretically, De Dreu and Gelfand (2008) emphasize that high-conflict
environments tend to reduce productivity toward collective goals and increase avoidance
behavior. Consequently, public service targets set at the NTB Transportation Agency are not
optimally achieved. "In public service organizations, unresolved interpersonal conflict
reduces team cohesion and communication quality, both of which have been shown to
depress employee productivity" (Setiawan and Astuti, 2021). While long tenure can foster a
sense of camaraderie, the intensity of daily interactions in the field, such as coordinating
traffic management or terminal operations, often increases the potential for conflict.

This finding aligns with research by Guzo and Pietro (2022), Andriani and Hakim
(2020), and Lestari and Nugroho (2021), which showed that interpersonal conflict negatively
impacts work productivity. Therefore, effective interpersonal conflict management is crucial
for improving employee productivity.

Job rotation and job satisfaction

Based on the calculation results in Table 2, which tested the third hypothesis, namely
that job rotation has a positive and significant effect on job satisfaction. Based on these
results, it can be interpreted that high job rotation at the Transportation Agency in NTB will
lead to increased employee job satisfaction. In other words, when job rotation at the
Transportation Agency in NTB, consisting of work performance, experience, and employee
needs level, is in the good category and continues to improve, employee job satisfaction will
also increase. Conversely, if job rotation is carried out in a limited and unplanned manner, it
will have an impact on decreasing employee job satisfaction levels.

Job satisfaction, as a feeling of happiness and peace in work because the hopes,
desires, and needs of a physical, moral, and spiritual nature in the workplace are met
(Amaliah et al. in Sari, 2021). According to Kreitner and Kinicki (2014), job satisfaction is
an affective or emotional response to various aspects of one's work. Job rotation is an activity
within an organization carried out to move employees from one position to another in a
structured manner over a certain period of time, with the aim of improving employees' skills,
experience, and work motivation (Campion et al., 1994). The proper implementation of job
rotation can create a sense of fairness and provide opportunities for self-development for
employees, which ultimately has a positive impact on their job satisfaction. Work that is done
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with a feeling of being appreciated and given the opportunity to develop will give rise to a
sense of joy and pride in one's work.

Thus, a positive and significant relationship between job rotation and job satisfaction
will have a positive impact on the organization, because employees feel continuously
developing and do not feel bored at work. Happiness and enthusiasm during work arise when
employees feel that the tasks carried out are in accordance with their abilities and desires to
develop, while happiness after work is felt when the work goals to improve competence and
contribution have been achieved (Baharom et al. in Adiba, 2018). In theory, job rotation at
the individual level in the organization can provide job satisfaction and reduce employee
burnout or boredom (Campion et al., 1994). The sense of belonging to the organization and
cross-position experience gained from job rotation are important dimensions that encourage
satisfaction and work enthusiasm (Robbins and Judge in Mahipalan and Sheena, 2018).

These findings are consistent with research conducted by Hassan (2016), Wulandari
and Sudarma (2017), Adilla and Budiono (2022), and Yuliana and Firmansyah (2020), which
showed that job rotation has a positive and significant effect on employee job satisfaction.
Therefore, implementing effective job rotation can be an important strategy for improving
employee job satisfaction.

Interpersonal Conflict and Job Satisfaction

Based on the calculation results in Table 2, which tests the fourth hypothesis, namely
that interpersonal conflict has a negative and significant effect on job satisfaction. The results
of this study can be interpreted that interpersonal conflict experienced by employees at the
Transportation Agency in NTB is something that can determine the job satisfaction of these
employees, where the results show that the higher the interpersonal conflict experienced by
employees at the Transportation Agency in NTB, the lower the job satisfaction of these
employees. Conversely, if interpersonal conflict at the Transportation Agency in NTB is low,
it will have an impact on increasing the job satisfaction of employees at the Transportation
Agency in NTB.

Interpersonal conflict is a significant factor that can influence employee job
satisfaction. This conflict can arise from differences in values, perspectives, personal goals,
and communication styles between individuals within an organization (Jehn, 1995). In a work
environment like the one at the NTB Transportation Agency, poorly managed interpersonal
conflict can cause tension, decrease morale, and negatively impact employee job satisfaction.
Conversely, conflict that is managed healthily can encourage constructive problem-solving
and increase team productivity.

Job satisfaction, according to Robbins and Judge (2015), is an emotional response to
a work situation that reflects the extent to which a person enjoys their job. Employees who
experience minimal interpersonal conflict tend to have a harmonious work environment,
resulting in positive emotions and higher job satisfaction. Conversely, if interpersonal
conflict persists and remains unresolved, it can cause psychological stress and lower job
satisfaction.

This aligns with research conducted by Kustini and Margaretha (2016), Dewi and
Suartina (2019), Sari and Wahyudi (2020), and Prasetyo and Lestari (2021), which showed
that interpersonal conflict has a significant negative impact on job satisfaction. Therefore,
effective conflict management at the NTB Transportation Agency is a crucial factor in
maintaining emotional stability and employee job satisfaction.
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Job satisfaction and work productivity

Based on the calculations in Table 2, which tested the fifth hypothesis, it was found
that job satisfaction has a positive and significant effect on work productivity among
employees at the Transportation Agency in West Nusa Tenggara (NTB). This finding means
that the higher the level of employee job satisfaction, the greater the resulting work
productivity. In other words, when employees are satisfied with their jobs, including aspects
of the job itself, coworkers, salary, and development opportunities, they will be motivated to
work more efficiently and produce higher output.

Theoretically, Greenberg and Baron (in Handaru et al., 2013) explain that a positive
attitude toward work (job satisfaction) is a crucial requirement for increasing productivity
above established standards. Similarly, Robbins & Judge (2015) assert that employees with
positive emotions tend to demonstrate higher productivity than less satisfied employees.

This finding is in line with the research results by Setiawan and Astuti (2021), Khalid
and Omar (2020), Rahmawati and Sari (2019), and Firmansyah and Putri (2018) which show
that job satisfaction has a positive and significant effect on employee productivity.

Thus, the NTB Transportation Agency management's focus on increasing satisfaction
through the work itself, wages, promotions, supervisors and coworkers will be an effective
strategy to increase employee work productivity in a sustainable manner.

Job Rotation and Work Productivity: The Mediating Role of Job Satisfaction

Based on the results of the path coefficient calculations in Table 3, which test the
sixth hypothesis, namely that job satisfaction mediates the effect of job rotation on work
productivity, the results of this study can be interpreted as meaning that good job rotation
will have a positive impact on increasing employee job satisfaction, and ultimately will
increase employee work productivity at the Transportation Agency in West Nusa Tenggara
Province. The higher the employee job satisfaction, the greater the tendency of employees to
increase productivity at work. Conversely, if job rotation is not implemented optimally, it
will have an impact on low job satisfaction, which ultimately reduces employee work
productivity at the NTB Transportation Agency.

Theoretically, Campion and Stevens (1994) stated that job rotation can increase
employee motivation and job satisfaction by increasing the variety of skills and work
experience. This is further supported by Hackman and Oldham's opinion in Robbins and
Judge (2015), which states that task variation and role development through job rotation can
increase the meaning of work, which results in higher satisfaction and performance.

Some key factors influencing positive perceptions of job rotation include the fit
between skills and new tasks, the opportunity to learn new things, increased work experience
and performance, and support from superiors and coworkers during the adaptation process.
This demonstrates that job rotation not only provides variety in work but also opens up
opportunities for employee self-development. High levels of job satisfaction have a positive
impact in the form of increased employee productivity. Employees who are satisfied with
their jobs tend to demonstrate better performance and exceed organizational expectations.

These findings align with research by Pratama and Widiastina (2020), Nurfadillah
and Nugroho (2021), Lestari and Prabowo (2020), and Handayani and Saputra (2019), which
showed that job rotation positively impacts job satisfaction and productivity, and that job
satisfaction mediates the relationship between job rotation and productivity. Therefore,
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appropriate and efficient implementation of job rotation has the potential to increase
employee satisfaction and productivity.
Interpersonal Conflict and Work Productivity: The Mediating Role of Job Satisfaction

Based on the results of the path coefficient calculations in Table 3, which test the
seventh hypothesis, namely that job satisfaction mediates the effect of interpersonal conflict
on work productivity, this can be interpreted as meaning that high levels of interpersonal
conflict will make employees feel dissatisfied at work. Feelings of dissatisfaction with their
work will cause employees to decrease their productivity at the Transportation Agency in
NTB. Conversely, low levels of interpersonal conflict will have an impact on increasing
employee satisfaction. High levels of job satisfaction will increase employee productivity at
the Transportation Agency in NTB.

In theory, interpersonal conflict is a form of conflict in relationships between
individuals caused by differences in personality, values, or inconsistencies in work goals
(Jehn, 1995). This type of conflict can trigger emotional tension, stress, and decreased
concentration, which can lead to decreased motivation and job satisfaction. De Dreu and
Weingart (2003) state that interpersonal conflict can disrupt group work and reduce work
effectiveness if not managed properly. When conflict escalates, employees tend to feel
uncomfortable and unmotivated in carrying out their tasks, negatively impacting work
productivity.

In the context of public service organizations such as the NTB Transportation
Agency, interpersonal conflict often arises from differences of opinion or a lack of effective
communication between employees. Therefore, proper conflict management is crucial for
creating a healthy work environment and supporting improved employee performance. This
aligns with Kreitner and Kinicki's (2014) opinion that job satisfaction is an affective or
emotional response to one's work, which can be influenced by the work environment,
including relationships between employees.

With increased job satisfaction due to reduced interpersonal conflict, employees will
feel more motivated to perform optimally and achieve established work targets. Robbins and
Judge (2015) state that job satisfaction plays a crucial role in increasing employee morale
and productivity. Employees who experience job satisfaction tend to demonstrate high levels
of initiative, work with enthusiasm, and make maximum contributions to the organization's
progress.

This finding aligns with research by Pratiwi and Hidayat (2021), Zulkarnaen and
Fitriani (2020), Samosir and Wijayanti (2019), and Kurniawan and Lestari (2022), which
showed that interpersonal conflict negatively impacts job satisfaction and productivity, with
job satisfaction acting as a mediating variable in the relationship between interpersonal
conflict and productivity levels. Therefore, effective interpersonal conflict management is
crucial for improving employee satisfaction and productivity..

CONCLUSION

Based on the results of the discussion regarding the influence of job rotation and
interpersonal conflict on work productivity with job satisfaction as an intervening variable at
the Transportation Service in NTB, several conclusions can be drawn. The research
demonstrates that job rotation has a positive and significant impact on increasing employee
work productivity and job satisfaction. Job satisfaction is also confirmed to positively and
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significantly mediate the influence of job rotation on work productivity. Conversely,
interpersonal conflict is proven to have a negative and significant impact on both work
productivity and employee job satisfaction. In this context, job satisfaction also negatively
and significantly mediates the relationship between interpersonal conflict and work
productivity. These findings underscore the direct, positive, and significant impact that job
satisfaction has on work productivity.

For future researchers, it is recommended to include additional independent variables
to better understand other factors that may influence work productivity. Furthermore, the use
of mixed methods, which combines quantitative and qualitative data, is highly recommended
for more comprehensive data collection.
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