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ABSTRACT 

This study reveals the perception & views of employees working in the banking sector in the 

Kabul city in relation to job rotation techniques. Positional variables of the employees were 

analyzed with respect to the perception which they hold about job rotation. Data were collected 

using a self administered questionnaire from 125 Bank employees working in the various  banks 

like Bakhtaran  Bank  , Bank Miliye , New Kabul Bank , Afghan United Bank , Azizi Bank , 

Afghanistan International Bank , Maiwand Bank . Collected data was further analyzed using 

“Mean Score” as a statistical tool. The finding of the research was that most of the employees 

perceive job rotation as a technique which stimulates their individual growth in the company, 

reduces boredom and also act as a tool for fast learning. The findings of the current study suggest 

that organizations should consider the perception and needs of individual employees for 

successful introduction and implementation of job rotation in an organization for overall benefit 

of the organizations and delivery ultimate value to the shareholders. The researchers believe that 

the current research would help organizations in redesigning the job rotation tool  in order to 

enhance the quality of the employees’ workforce and overall quality of the organization’s output 

which is in fact the need of the hour in an underdeveloped economy. 

 

 

 

Introduction 

Business is moving forward towards internationalization and every organization has embraced 

the fact that in order to succeed in the current fiercely competitive  market, treating and 

constantly upgrading their current workforce is by and large the dominant  weapon in their 

arsenal. Using job rotation for the same reason is a technique adopted by many organizations 

worldwide for many years. The importances of job rotation as a mean of enhancing skills, 

knowledge and abilities of an individual to improve the overall organizational mechanics have 

become evident to any organization. Job rotation has become the need of the hour for most of the 

organization and is a fast emerging domain of research in the field of human resource. 
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Stoner (1982) noticed that, on the implementation of job rotation in an organization, 

dissatisfaction among the employees could be tackled in a very efficient way as it offers 

employees different challenges, skill sets and necessary motivation enabling the employees to be 

more productive . It is therefore, of great relevance and importance to understand the 

characteristics of Job Rotation in an organization  in order to mitigate employees with the 

monotonous work routine and  exposing the employees for  higher learning. As Bob Nelson, 

President of Nelson-Motivation once said “Treat and appreciate your employees well and they 

will reciprocate in thousand ways”. It is very important for any organization to be highly 

empathetic and responsive towards their employees by creating an environment where 

employees are happy to do their jobs and extract maximum from their contentment.  

 

The basic aim of any organization is to increase their productivity through efficiency and 

effectiveness. The current study aims at understanding the perception of the employees towards 

the potential use of job rotation in an organization. The researchers also believe that the findings 

of the study would stand as a great help to managers to carry out job rotation for employees 

effectively at different level of  hierarchy.  

 

 

 

Literature Review 

Carnell and Maxwell (1988) argued that managers face a mammoth challenge in implementing 

any kind of change in the organization, effectively.  

Odni (1990) noticed that people when subjected to any change generally form fear in their minds 

and resist the change to their extent and this resistance level become even more stronger and 

higher when they don’t comprehend the reason for the change. If job rotation is the reason for 

that change, there is definitely a great scope of learning and motivation but according to Odni 

(1990), people show a great deal of reluctance to this change despite of being positive and 
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beneficial in nature, which he calls as behavioral resistance. This in turn makes managers fearful 

in initiating change as they think that change is always followed by chaos and difficulties, but 

Odni (1990) argues that this thinking of managers will only inhibit the most productive phase 

brought about by the change. Odni (1990) affirmed that managing a change could be hard but 

productive and positive change would only decrease insolvency rather than increasing destitution 

in the organization, contrary to the common belief.  

Bennett (2003) describes job rotation as a change technique of moving employees between jobs 

over a period of time in a well planned way in-order to fulfill various purposes for the benefit of 

the employees and the organization. He tells that there are two types of job rotation; one being 

within functional and other being cross functional rotation. The former kind of job rotation 

includes making the employees to perform the jobs of same or similar responsibilities within the 

same operational level over a period of time whereas the later one means rotation of jobs 

involving higher degree of responsibility. The research paper studies only within-Function 

rotation for the purpose of the above mentioned objectives. 

Managing people in an organization is a no child’s game and the job of a manager is arguably the 

hardest as he has to deal with the most intelligent and perhaps the most complex being of all the 

human beings. However, job rotation when implemented is a catalyst which is progressive in 

nature. A considerable understanding of what exactly the employees perceive about job rotation 

is that a manager can easily mould his Job Rotation techniques according to the 

perceptions/needs of the employees to derive the best result of them. Various other researches on 

this field were found to be of considerable importance and relevance to the researches in carrying 

out the study ( example  Johnston and Estinson, 1978; Morgan, 1972). 

Methodology and Objectives 

Thorough and extensive amounts of available literature review were used in framing the 

conceptual foundation for the research. The Focus of the current study is: 

 To understand the employee perception on job rotation programs on the basis of 

positional variables among the employees of   banks at Kabul city Afghanistan. 
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Primary data was collected from 150 bank employees working in seven banks i.e.  Bakhtar  Bank  

, Bank Miliye , New Kabul Bank , Afghan United Bank , Azizi Bank , Afghanistan International  

Bank , Maiwand Bank  which are operational at Kabul  using a self administered questionnaire 

tool  which was further  analyzed using the statistical tool “mean score” to generate the results 

and discuss the findings. 

Findings and discussions 

Human resource is one of the most vital and perhaps the most complicated resources of them all 

present in an organization. It learns in a certain way, behaves in a certain way using its aptitude 

and attitude. Job rotation has become a tool which aims to increase the skills base of the most 

intelligent resource of the business. Many organizations have become aware that up-grading the 

skill of their workforce is fundamental to their survival and growth. The primary data on 

employees’ perception of job rotation was collected and the same was analyzed. To help in better 

understanding of the results, the tabulation of the obtained results were done on the basis of 

positional demographic variables. Position and work experience in the present organization as 

well as total work experience were under positional variables. 
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Positional Variables 

Position 
Total Work 

Experience 

Exp. In 

Present 

Position  

Grand 

Mean 

 

CE A M a b c X Y   

Factors                   

Retention Tool 3.57 3.70 3.72 3.71 3.8 3.61 3.42 3.73 3.66 

Recruiting tool 3.08 3.15 3.16 3.1 3.11 3.15 3.12 3.13 3.14 

Stimulates Individual Growth 3.84 3.7 3.41 3.80 3.6 3.42 3.79 3.62 3.64 

Tool for Employee Promotion 3.36 3.59 3.79 3.22 3.66 3.39 3.57 3.48 3.51 

Tool for Skills Development and Learning 3.76 3.56 3.71 3.61 3.80 3.65 3.98 3.87 3.74 

Stimulates better Departmental Coordination 3.68 3.75 3.69 3.71 3.70 3.74 3.69 3.62 3.70 

Stimulates better Colleagues' understanding 3.49 3.45 3.56 3.59 3.55 3.48 3.45 3.48 3.51 

Tool for Job preview 3.12 3.14 3.79 2.91 3.17 3.29 3.18 3.19 3.22 

Tool for Fast Learning 3.43 3.45 3.82 3.25 3.54 3.26 3.51 3.36 3.45 

Tool for understanding diversity 3.15 3.12 3.24 3.32 3.33 3.26 3.43 3.21 3.26 

Tool for Preventing Job Boredom 3.46 3.39 3.55 3.48 3.38 3.48 3.48 3.46 3.46 

Training Tool 3.83 3.72 3.77 3.89 3.92 3.87 3.76 3.85 3.83 

Problem Solving Tool 3.28 3.38 3.43 3.21 3.47 3.38 3.27 3.71 3.39 

Assessment Tool 3.64 3.57 3.67 3.58 3.67 3.72 3.51 3.84 3.65 

Building, Reinforcing and Spreading Culture 3.77 3.78 3.65 3.89 3.92 3.93 3.82 3.82 3.82 

Information sharing tool 3.66 3.69 3.65 3.75 3.66 3.68 3.28 3.76 3.64 

Tool for avoiding Layoffs 3.15 3.17 3.24 3.15 3.17 3.79 3.12 3.17 3.25 

Job Replacement Tool 3.79 3.85 3.6 3.42 3.73 3.8 3.71 3.84 3.72 

Motivation Tool 3.47 3.48 3.66 3.61 3.28 3.11 3.15 3.53 3.41 
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Table-1: Employee Perception across Positional Variables 

Source: Compiled data. 

(*Note: C =Clerical Executives: A =Accountants: M= Managers; a = up to 4 years: b =4-10 

years: c =10 years and above; X = up to 4 years: Y =4 years and above) 

Analysis across positional variables on Job Rotation: 

The data were analyzed against positional variables the result of which is indicated in Table-1. 

The range of the results in this instance varies from a mean score of 3.83 (on a higher side) to a 

mean score of 3.14 (on a lower side). The percentage difference between these variations was 

found to be 21.95 %. The respondents in this instance gave their highest agreement to the 

training tool with the probable belief that Job Rotation makes them to learn about various 

activities of the organization and thus training them for streamlining the organization at the gun 

point. The second most agreement swung towards the statement that job rotation helps in 

building, reinforcing and spreading to each personnel, departments and to the external 

organizational culture among customers too. Aspect of job rotation which makes the employees 

develop their skills and learn new things was found to be the third highest substance by the 

respondents of the current study. 

May be  the dimensions of job rotation of being a tool for recruiting, a tool for better job preview 

and tool for avoiding layoffs did not stand concrete in the eyes of the employees and they gave 

the same the lowest mean scores of 3.14, 3.22 and 3.25 to each of them respectively. The same 

was quite evident from the results of Table-1 and the slight variations in assigning different mean 

scores could have been because of the positional aspects of an employee while in previous case 

was totally a personal opinion.  

If any particular positional demographic variable is being studied separately to see how the 

employees of different hierarchical positions perceive job rotation. It can be seen from Table-1 

that people of accounting level strongly feel that job rotation is a tool for job replacement with a 

means score of 3.85. People of clerical Position see job rotation as a mean to stimulate individual 

growth and have given the same the highest mean score of 3.85, whereas for the employees of 

managerial level and above job rotation is a tool for fast learning and have given the same the 
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highest mean score of 3.82, probably they see job rotation as means of making things easier for 

them to learn while being in different positions. All the three categories of employees have given 

the lowest mean score to dimension of job rotation as a recruiting tool which is also 

complimentary to all previous findings of the current study.  

The current study could turn around the common perception about the job rotation to be used 

only for training new entrants to any organization or elevating the development of high potential 

employees. However, job rotation could serve as a tool for fast learning, stimulation of 

individual growth, means of retention and also as a tool for preventing boredom caused by 

monotonous job routine, which are evident from the above findings.  

Conclusion 

From the current study, we have used the data created by linking a questionnaire which had the 

parameters like job rotation as a tool for retention, prevention of boredom, recruiting tool, and 

their assessment with respect to positional variables of the employees of private sector banks. 

Aim of the study was not only to shed further light on why job rotation schemes are used but 

also, in particular to understand how should the job rotation be used in a more efficient way. 

Researchers found strong complimentary relationship between job retention and other human 

resource practices and concepts. Rotating employees is however not complimenting performance 

pay system adopted by the employers, however we find the likelihood of job rotation increases 

with the adoption of the change in the working environment, preventing job boredom, better 

departmental and colleagues understanding. The current research however brings out certain 

results pertaining to various job rotation dimensions which were discussed in the above section. 

The use of job retention for retaining the good employees by developing their skills and making 

them to learn many new aspects of their current and other jobs around them as well, which were 

the two main dimensions which employees of the Private bank organizations commonly believe. 

The same would in turn help in cultivating and spreading the necessary culture not only within 

the organization but also to the outside world too which is indeed mentioned by the employees in 

a positive way.  
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