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Abstrak
Perpindahan karyawan (employee turnover) adalah fenomena yang sering terjadi di perusahaan. Faktor yang mempengaruhi perpindahan karyawan adalah motivasi dan kepuasan kerja Motivasi kerja secara umum dapat diartikan sebagai dorongan internal yang mendorong seseorang untuk berusaha dan melaksanakan tugasnya dengan baik. Berbagai faktor memengaruhi motivasi kerja, termasuk gaji dan tunjangan lainnya. Sementara itu, kepuasan kerja adalah kondisi di mana kebutuhan-kebutuhan di lingkungan kerja, seperti tugas yang sesuai, pengawasan yang memadai, hubungan baik antar rekan kerja, dan peluang promosi, dapat terpenuhi. Untuk membangkitkan adalah motivasi dan kepuasan kerja perlu dilakukan rotasi karyawan . Penelitian ini bertujuan untuk menganalisis pengaruh rotasi kerja terhadap motivasi dan kepuasan karyawan. Dengan menggunakan metode penelitian kualitatif berbasis tinjauan pustaka, penelitian ini mengumpulkan data dari berbagai studi terkait topik tersebut. Hasilnya berupa informasi deskriptif dari literatur yang dianalisis. Karyawan yang termotivasi cenderung merasa lebih puas, memiliki tingkat komitmen yang tinggi, dan bertahan lebih lama di perusahaan. Sebaliknya, karyawan dengan motivasi rendah lebih rentan terhadap ketidakpuasan dan niat untuk keluar dari pekerjaan. Rotasi pekerjaan dirancang untuk meningkatkan produktivitas, memperluas wawasan, serta mengurangi kebosanan dan kejenuhan. Dengan rotasi yang tepat, karyawan dapat mengembangkan keterampilan baru dan merasa dihargai sehingga lebih termotivasi, yang pada akhirnya berkontribusi pada peningkatan kepuasan dan kinerja mereka. Penerapan rotasi kerja dan strategi pendukung lainnya di PT. Shopee International Indonesia telah terbukti efektif dalam meningkatkan kinerja karyawan.
Abstract
Employee turnover is a common phenomenon in companies. Factors influencing employee turnover include motivation and job satisfaction. Work motivation can generally be defined as an internal drive that encourages individuals to strive and perform their tasks effectively. Various factors influence work motivation, including salary and other benefits. Meanwhile, job satisfaction refers to a condition where needs in the workplace, such as suitable tasks, adequate supervision, good relationships with colleagues, and promotion opportunities, are fulfilled. To enhance motivation and job satisfaction, employee rotation can be implemented. This study aims to analyze the effect of job rotation on employee motivation and satisfaction. Using a qualitative research method based on a literature review, the study collects data from various studies related to the topic. The findings provide descriptive information from the analyzed literature. Motivated employees tend to feel more satisfied, exhibit a high level of commitment, and stay longer with the company. Conversely, employees with low motivation are more prone to dissatisfaction and the intention to leave their jobs. Job rotation is designed to increase productivity, broaden employees' perspectives, and reduce boredom and fatigue. With appropriate rotation, employees can develop new skills and feel valued, which ultimately enhances their motivation, job satisfaction, and performance. The implementation of job rotation and other supporting strategies at PT. Shopee International Indonesia has proven effective in improving employee performance.

INTRODUCTION
A company is a legal entity established with the purpose of producing goods or services to meet societal needs and generate profit. Companies can be founded by individuals or groups. The key to a company’s success lies in the management of its resources. One of the most critical resources serving as a fundamental pillar of a company’s success is human resources. Therefore, companies must recognize and understand the importance of investing in their employees (Suwistiningtyas et al., 2022). Human resources can be defined as one of the most vital and indispensable components of an organization. This is because the success of an organization ultimately depends on the performance of the human resources within it.
Human resource management (HRM) is a crucial activity within an organization. Organizations must effectively manage their human resources to achieve their objectives by continuously investing in the processes of recruitment, selection, and retention of qualified employees, thereby minimizing high employee turnover rates (Suwistiningtyas et al., 2022). Consequently, the role of human resource management (HRM) is critical to the success of a company or organization. HRM plays an essential role in ensuring an organization’s success as it directly influences the organization's ability to achieve its goals. To achieve these goals, human resources require special attention and in-depth analysis, as the success or failure of an organization is ultimately determined by the quality and performance of its people (Juliadi et al., 2020).
In a company, the role of human resources lies in determining the final outcomes of the projects the company aims to achieve. A company can be deemed successful if it effectively captures the attention of the public as consumers of its products or services. Therefore, managers in a company must be able to identify and optimally utilize the available human resources. A manager's expertise in managing human resources becomes a key factor in the company's progress, as the outcomes achieved by the company greatly depend on employee performance. Essentially, employee performance represents the human resources possessed by the company (Harbani et al., 2022).
Performance refers to the results achieved by an individual in fulfilling their responsibilities. It can also be defined as the level of success an individual attains in completing tasks over a specific period. Furthermore, performance encompasses the achievements of tasks and responsibilities carried out by groups within an organization. To achieve established targets, it is crucial to evaluate employee performance as a form of attention, as employees require such feedback. Productivity is closely related to human resources, making it a critical aspect for company leaders to address. Increased productivity contributes to achieving the company's objective of generating profits. This improvement in productivity is significantly influenced by employee performance as human resources, positioning them as vital assets for the company (Silaen et al., 2021).
Work motivation, in general, can be defined as the drive or desire within an individual to strive and perform their job responsibilities effectively. Factors influencing work motivation include salary and other benefits, the desire to achieve status and recognition, a sense of accomplishment, good relationships with colleagues, and the feeling that the work being done is meaningful or important. Key aspects of motivating employees include fostering a sense of responsibility, building organizational commitment, and setting clear goals to achieve. This sense of obligation is essential for developing a strong identity in which a career plays an important role that must be fulfilled based on the individual's values (Maulidani & Hidayat, 2023).
On the other hand, job satisfaction refers to a condition where workplace needs—such as those related to the nature of the job, the level of supervision, relationships with colleagues, and adequate promotion opportunities—are met. Job satisfaction has a significant impact on an employee's performance. If employees are satisfied with their jobs, they will be motivated to perform even better (Suwistiningtyas et al., 2022).
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Workers aged 15-24 years are often reported to change jobs or resign due to internal factors. This finding aligns with data from the Central Statistics Agency (BPS) in 2022. According to the Labor Mobility Analysis Report based on the 2022 National Labor Force Survey (Sakernas), approximately 43.4% of the workforce aged 15-24 changed jobs due to internal reasons, such as dissatisfaction with income or incompatibility with the work environment. However, BPS also noted that job changes are more prevalent among the 25-34 age group, where workers are more familiar with the work environment but still have opportunities to seek better employment. On the other hand, external factors dominate job change decisions in this age group, accounting for 36.7%. BPS further highlighted that at the early age of 25, many individuals with higher education backgrounds begin seeking employment. This is evidenced by the high percentage of job changes among those with at least a high school education, reaching 47.9%.
In the 35-44 age group, job changes are more significantly influenced by external factors, with a proportion reaching 40.3%. BPS explained that as individuals age, the likelihood of changing jobs decreases. This trend is also evident in the 45-54 age group and those aged 55 and older, who are more likely to resign due to external factors, with respective percentages of 41.8% and 41.4%.
Employee turnover is a frequent phenomenon in companies or organizations, defined as the process of workforce inflow and outflow within an organization. Turnover refers to the number of employees leaving an organization over a specific period, while turnover intentions relate to an individual's evaluation of their continued relationship with the organization, even if it has not yet resulted in definitive action to leave. Employee turnover can take various forms, including resignations, dismissals, intra-organizational transfers, or even the death of organizational members.
Turnover intention refers to the attitude or degree to which an employee begins to harbor thoughts or intentions to voluntarily leave the organization where they are employed. Employee turnover is a challenge faced by nearly all organizations, as it involves employees opting to leave the organization. Before making the decision to leave, employees typically have specific reasons motivating their decision (turnover intention) (Juliadi et al., 2020). Turnover intentions are often driven by factors such as dissatisfaction with their job and low commitment to remain with the organization (Suwistiningtyas et al., 2022).
PT. Shopee International Indonesia, located in South Jakarta, serves as the object of this study. The company officially began operations in Indonesia in December 2015 and is managed by PT. Shopee International Indonesia. Shopee has been well-received by various segments of Indonesian society due to its customer-to-customer (C2C) mobile marketplace model and its wide range of product categories, including electronics, fashion, baby and child care, health and wellness, sports equipment, and household goods. The growth of PT. Shopee International Indonesia has been rapid, supported by interactive buying and selling features like live chat and diverse payment methods, including bank transfers, Kredivo, Indomaret, and credit cards. Shopee has become one of Indonesia’s largest e-commerce companies, offering equal opportunities for all employees to develop themselves and fostering a pleasant and fair work environment as part of its corporate culture (Zulfiah & Akbar, 2022).
In its business operations, PT. Shopee International Indonesia in South Jakarta adheres to various corporate values that underpin its activities and services to users. One of the company’s core values is the continuous development of each employee's potential. This study aims to examine and analyze the influence of job turnover, motivation, and employee satisfaction on the performance of employees at PT. Shopee International Indonesia.

METHOD
 This study employs a qualitative research method, which can be defined as a type of research that emphasizes understanding processes and meanings that are not precisely tested or measured but rather rely on descriptive data (Sugiyono, 2019). The method used in this study is a literature review approach, which involves collecting findings from relevant studies on the research topic. This qualitative research produces information in the form of descriptive data derived from analyzed literature. The descriptive analysis method aims to provide a clear, objective, systematic, analytical, and critical understanding.


Employee Performance
Performance refers to the outcomes achieved by an individual in fulfilling their responsibilities. It can also be defined as the degree of success attained by an individual in performing their tasks over a certain period. Additionally, performance encompasses the accomplishment of tasks and responsibilities carried out by groups within an organization. To achieve the established targets, it is important to evaluate employee performance as a form of attention, as employees require such feedback. Productivity is closely related to human resources, making it a crucial aspect for company leaders to consider. When productivity increases, the company's goal of generating profit also rises. This productivity growth is heavily influenced by employee performance as human resources, making them valuable assets for the company (Silaen et al., 2021).
Work Motivation
Work motivation is a critical factor that influences employee performance and organizational success. By understanding various motivational theories, organizations can develop effective strategies to enhance employee morale and productivity. Organizations need to adopt a more humane approach that values employees’ contributions to achieve shared goals (Sunyoto & Wagiman, 2021). High motivation boosts performance, while unmanaged work stress can reduce it. Positive stress (eustress) within reasonable limits can enhance motivation and encourage employees to work harder, but excessive stress (distress) can negatively impact performance. Stress management requires managers to foster a supportive work environment that reduces stress and increases motivation, enabling employees to contribute maximally to their tasks (Octaviani & Mulyanto, 2021). Employee work motivation significantly influences employee performance. Likewise, the work climate within an organization affects employee performance, as seen in Indihiang District, Tasikmalaya City. Every employee needs to maintain high work motivation supported by a positive work climate to improve performance and achieve desired outcomes (Maulidani & Hidayat, 2023).
Employee Satisfaction 
Job satisfaction is one of the primary factors influencing employee performance and organizational success. Organizations that create conditions conducive to employee job satisfaction gain long-term benefits, including improved performance, reduced turnover, and increased customer satisfaction. Thus, it is crucial for organizations to understand the factors affecting job satisfaction and implement policies that support its attainment (Haerani, 2023). Job satisfaction and employee performance are interrelated. High job satisfaction can enhance performance as employees feel more motivated and engaged in their work. Conversely, good performance can increase job satisfaction, as employees feel valued and recognized for their contributions. However, external factors such as organizational climate, job characteristics, and support for creativity also play a significant role in improving satisfaction and performance. An organization that fosters a positive work atmosphere and supports the development of employee creativity is more likely to achieve optimal performance levels (Indrasar, 2017).
Employee Turnover
According to Maulidani & Hidayat (2023), employee turnover refers to the rate at which employees leave and join an organization, representing the flow of human resources within a company. Meanwhile, turnover intention is defined as an employee’s desire to leave their current job or move to another organization that is deemed more desirable, based on voluntary and conscious decision-making. Therefore, turnover intention can be summarized as an internal desire within employees to leave their current job and seek alternative employment opportunities outside the organization that they perceive as better options.

RESULTS AND DISCUSSION
Job Rotation in Divisions to Enhance Employee Performance
PT. Shopee International Indonesia, as one of the leading e-commerce companies in Indonesia, has implemented various strategies to improve employee performance. One of the approaches utilized is job rotation across divisions. This job rotation strategy is designed to provide employees with new challenges, sharpen their skills, and enhance overall productivity and performance. PT. Shopee International Indonesia employs job rotation as a means of improving employee competencies in various fields, providing them with deeper insights into the company's operations, and maintaining high levels of motivation and work enthusiasm.
The primary goal of this rotation is to broaden employees' experiences in facing various challenges across different divisions, which, in turn, can improve their overall performance. In practice, employees at PT. Shopee International Indonesia are often rotated between divisions, such as operations, marketing, customer service, and product development. This rotation not only involves changes in tasks but also includes the development of technical and managerial skills. For instance, an employee initially assigned to the marketing division may be transferred to the operations division to gain a more comprehensive understanding of the company's business processes. This allows them to develop new skills and deepen their understanding of the company’s overall operations.


Research Objectives
The purpose of job rotation is to improve productivity and broaden employees' knowledge (Meilianti et al., 2022). According to the authors, job rotation aims to expand employees' horizons, motivate them, and enhance their skills, ultimately leading to improved performance. Job rotation refers to the reassignment of employees from one work field to another without any change in salary (Sutrisno et al., 2023). This rotation is expected to reduce boredom and provide new challenges that can encourage employees to achieve better performance. Job rotation is conducted temporarily rather than permanently and is considered one of the strategies for employee placement, as well as a method for developing their knowledge and skills (Foroutan et al., 2021).
Job rotation is expected to strengthen collaboration among employees, develop their potential, and reduce monotony. Since each individual in a company has a different background, it is essential to understand employees' needs and expectations (Sutrisno et al., 2023). With this understanding, the company can more easily place employees in the most suitable positions (Sutrisno et al., 2023). Through job rotation, employees are given the opportunity to take on new tasks and roles in different work environments. Furthermore, job rotation has been proven to have a significant positive effect on employee performance. It is predicted to increase job satisfaction and productivity (Sutrisno et al., 2023). Many regard job rotation as an effective method for skill development and enhancing job satisfaction.
Employee Motivation Enhances Performance
Work motivation can generally be defined as the drive or willingness of individuals to strive in completing job tasks. Factors influencing motivation include salaries and other benefits, the desire for status and recognition, a sense of achievement, relationships with colleagues, and the perception that the work being done is meaningful or important. Essential elements for motivating an employee include a sense of responsibility, the ability to adapt to the organization, and clear goal-setting. This sense of obligation is crucial in developing a strong identity where one’s career plays a significant role, grounded in solid values (Maulidani & Hidayat, 2023).
Work motivation remains a critical factor in organizational psychology as it helps explain the causes of individual behavior within an organization. Therefore, research on factors driving work motivation can provide significant theoretical contributions to achieving optimal social and individual conditions. Work motivation can be considered a source of positive energy that fosters recognition and fulfillment for employees. Motivation in the workplace serves as a prerequisite for individual satisfaction and organizational success. Motivated employees are more likely to engage and give their best in their jobs, leading to better performance and creating a more positive work environment for everyone. Additionally, motivated employees are more likely to stay longer within the organization (Maulidani & Hidayat, 2023).
Highly motivated employees tend to feel more satisfied with their jobs, valued, and aligned with clear organizational goals. They are more likely to remain with the company because this motivation reinforces their sense of attachment and commitment. Motivated employees are also more inclined to contribute significantly and perceive career growth opportunities within the company. Conversely, employees with low motivation may feel undervalued, unchallenged, or perceive limited opportunities for growth. This can lead to greater dissatisfaction and prompt them to consider leaving the company (turnover intention). Employees who feel their work lacks challenges or personal fulfillment may seek opportunities elsewhere to better meet their motivational needs, such as higher salaries, career opportunities, or recognition.
PT. Shopee International Indonesia, as one of the leading e-commerce companies in Indonesia, recognizes the importance of work motivation in enhancing employee performance. Consequently, the company has implemented various approaches and strategies to ensure employees feel motivated, appreciated, and consistently enthusiastic about giving their best for the company. One strategy employed is a reward system aimed at recognizing outstanding employees. These rewards are not limited to bonuses or financial incentives but also include recognition such as certificates, special awards, or opportunities to advance in higher positions. By providing appropriate rewards for their contributions, Shopee has successfully enhanced employee satisfaction and motivation, encouraging them to work even harder.
Employee Satisfaction Improves Performance
The level of job satisfaction experienced by employees is closely related to their intention to leave the company, where a decrease in job satisfaction increases turnover intention. According to Mobley & Hollingsworth's (1986) theory as cited in Abdillah (2024), the main factor causing turnover intention is job satisfaction. Therefore, companies must pay attention to various aspects influencing employee satisfaction, such as job roles, salaries, leadership, promotion opportunities, and relationships with colleagues, to reduce turnover intention rates within the company.
Employees with high job satisfaction levels are motivated to work harder, leading to improved performance. Conversely, if employees are dissatisfied with their jobs, their output will not be optimal. Therefore, companies must genuinely focus on and maintain employee job satisfaction to optimize their performance. When employees feel satisfied with their jobs, their performance improves. Generally, satisfied employees tend to execute their tasks well. If the rewards provided by the company are perceived as fair and appropriate, employee job satisfaction will increase because they feel valued for their achievements. Higher job satisfaction correlates with better employee performance and vice versa (Maulidiyah et al., 2021).
PT. Shopee International Indonesia has recognized that employee satisfaction significantly impacts employee performance and the overall success of the company. As one of the leading e-commerce companies in Indonesia, Shopee continuously strives to create a work environment that meets employees' needs and expectations, enabling them to work more productively, innovatively, and enthusiastically. To improve employee satisfaction, Shopee fosters an inclusive and supportive work environment where employees feel valued, empowered, and encouraged to share ideas. The company promotes a culture of open communication between management and employees, allowing them to feel more connected to the company's vision and mission. This healthy and supportive work atmosphere plays a crucial role in enhancing job satisfaction.
Moreover, Shopee provides adequate career development facilities, such as training and skill improvement programs relevant to employees' jobs, as well as promotion opportunities for those who demonstrate excellent performance. With opportunities for growth, employees feel appreciated and are increasingly motivated to contribute maximally to their work. The company also acknowledges the importance of providing fair and competitive compensation to maintain employee satisfaction. In addition to offering industry-standard salaries, Shopee provides health and wellness benefits and performance bonuses to motivate employees to work harder. This adequate compensation system helps create a sense of security and high job satisfaction among employees. Shopee also recognizes the importance of work-life balance for employees. Therefore, the company offers flexibility in work hours and locations, including work-from-home (WFH) policies for some employees. These policies allow employees to adjust their work schedules and environments to personal needs, which, in turn, enhances their satisfaction and motivation.
Finally, PT. Shopee International Indonesia has implemented a reward system that encourages employees to perform their best in their jobs. Awards given to outstanding employees, whether in the form of financial incentives, recognition, or promotions, foster high satisfaction and loyalty. When employees feel that their contributions are appreciated, they are more likely to enhance their performance.
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CONCLUSION
Work motivation plays a pivotal role in organizational psychology as it is a key factor influencing individual behavior and performance within an organization. Motivation is shaped by various factors, including salary, recognition, relationships with colleagues, and personal fulfillment through achievements and status. Highly motivated employees tend to experience greater job satisfaction, exhibit stronger commitment, and remain with the company for longer periods. Conversely, employees with low motivation are more likely to experience dissatisfaction and exhibit turnover intentions. Therefore, organizations must pay close attention to factors that influence work motivation to enhance employee satisfaction and reduce turnover rates.
One effective strategy to improve work motivation is through job rotation. Job rotation aims to enhance productivity, broaden employees' knowledge, and reduce feelings of boredom and monotony. Properly implemented job rotation allows employees to develop new skills and feel more valued, ultimately improving their satisfaction and performance. Moreover, job rotation fosters stronger collaboration among employees and aligns their placement with their needs and expectations, further contributing to reduced turnover intention.
The implementation of job rotation and other strategies at PT Shopee International Indonesia has proven effective in enhancing employee performance. By adopting job rotation, the company provides new challenges, broadens employees' skill sets, and deepens their understanding of organizational operations. Additionally, PT Shopee International Indonesia continues to create an inclusive and supportive work environment, focusing on career development, competitive compensation, and flexible work policies, all of which contribute to higher employee satisfaction and motivation.
The company should prioritize efforts to enhance work motivation by providing frequent recognition, offering career development opportunities, and ensuring job rotation aligns with employees' interests and needs. Furthermore, creating a positive work environment that supports work-life balance can significantly reduce turnover intention while boosting employee satisfaction and performance.
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