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Abstract: Management strategists in most organizations are faced with challenges of attracting and retaining top-notch 

employees within their organizations. Apart from attractive monetary compensation, leaves, job rotation as a method of 

employee retention has least been researched on. Therefore, the use of an effective strategy for the proper management 

of job rotation program has great importance and aids in minimizing the negative impacts of circulation. For this 

reason,this study sought to evaluate the effectiveness of Job rotation on job satisfaction and job retention at ZAMTEL 

Zambia Limited. In pursing this objective, the study utilized a case study approach in seeking to describe the Job 

rotation process in place within ZAMTEL’S finance department and ascertaining the effect of Job rotation on employee 

satisfaction. Further, Exploratory and descriptive designs, which aimed to look into the effectiveness of job rotation on 

the performance of employees, were employed in the study. As a result, an inductive approach was adopted towards 

the analysis of the research findings.The study made use of primary and secondary data to facilitate the collecting of 

both qualitative and quantitative information on the subject. The study found that the hypothesis that states that the use 

of Job rotation results in an increase in employee satisfaction was not statistically significant. Notwithstanding this, 

ZAMTEL employees have positive attitude towards the practice of Job rotation. The study found that about 72.5 % of 

the respondents support the practice of Job rotation while only 6.0 % registered strong negative attitude towards Job 

rotation. The attitude of employees towards Job rotation was not influenced by the employee’s age, marital status, sex 

and economic status. However, the case of Zamtel has shown that the relationship of the key variables is not statistically 

significant. Notwithstanding that, it was observed that other key variables such as incentives, promotions, longer 

employment contracts, independence from government in its operations needed to be explored further to understand 

the key contributors to job satisfaction and retention at the company.The study recommended that ZAMTEL should 

regularly utilise the practice of job rotation to increase the level of Job satisfaction. The study further recommended that 

there was need to incentivize employees at ZAMTEL as they are not deriving satisfaction from job rotation. It was also 

recommended that the government should continue to capitalize the company so that it is made more attractive to the 

employees to encourage retention in the Finance Department. 
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I. INTRODUCTION 

Today, in organizations, job rotation has become an important issue because it has an impact on job satisfaction and 

organizational commitment. Therefore, the use of an effective strategy for the proper management of job rotation 

program has great importance. Managers should pay attention to the job circulation problems so as to solve them and 

minimize the negative impacts of circulation (Abdullahzadeh, 2007).The benefits of job rotation (transfer and promotion) 

from two different points that is from organizational and individual have been analyzed (Jordan and Brauner, 2008). 

Organizationally, the transfer of employees from one job to another job results in developing employees' skills. 

Managers who change jobs in different parts of the organization they serve gain valuable and practical experience 

thereof. Thus, they are prepared for higher positions. As well as transfer and promotion of manpower and employment 
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planning problem is solved. For example, when organizations expand their operations or merged with another 

organization it offers Transfer and promotion of staff needed for the new position. Individual aspects of such 

organizations benefit from the transfer and promotion. Most managers like to use a professional at a young age and 

have an overview of the organization where they work. This allows the transfer and promotion of the opportunity to 

obtain a new set of knowledge and competencies. Promotion could mean increases in compensation and benefits for 

employees. 

According to Bennett (2003), job rotation is a planned replacement of employees among various jobs within a period of 

time in order to enhance skills and job independence and results in increasing motivation, job performance and 

productivity. Similarly, Gomez, Lorente& Cabrera (2004) define job rotation as the working in varying posts or 

situations at time periods which are categorized on a range of individual knowledge, skill and capability of employees. 

Jaturanonda, Nanthavanij and Chongphaisal (2006) found that organizations from the private and public sectors 

considered the combined ‘knowledge, skills and abilities’ as the predominant decision criterion on who to rotate, 

irrespective of the purpose of job rotation. Job rotation or cross training (Ho, Chang, Shih & Liang, 2009) aims to broaden 

knowledge, skills and experience by moving people from job to job or department to department (Delpasand, Raiisi, 

Begdely&Shahabi, 2010; Lindbeck&Snower, 2000; Olorunsula, 2000). It can be an inefficient and frustrating method of 

acquiring additional knowledge and skills unless it is carefully planned and controlled. Job rotation is a systematic 

change of employees by transferring them between various areas of responsibility in attempts to enhance employee 

experience in the job (Dessler&Varkkey, 2009; Malinski, 2002; Zin, MohdShamsudin&Subramaniam, 2013). In this 

regard, Dubois (2000), Williams, Cantillon and Cochrane (2000) and Ebadan and Winstanley (1997) concluded that if 

employees value job security, increased lateral moves will be imperative to allow organizational renewal and growth in 

the future. 

When job rotation is carefully planned and formally developed it has numerous perceived benefits and is particularly 

useful in the various industry and work places. 

A bored employee can have a substantially negative impact on the level of motivation of other employees. A 

demotivated workforce will ultimately result in high absenteeism and employee turnover rates usually accompanied by 

poor customer service (Melamed, Ben-Avi, Luz & Green, 1995). Job rotation has been found to relieve boredom and 

monotony (USA Today Magazine, 1995). According to Azizi, Zolfaghari& Liang (2009), the most important employee 

benefit of differentiation at work is the prevention of monotony. A range of issues including repetitious work causes 

boredom and where boredom exists, unproductive behaviours and attitudes such as apathy, disinterest in job, 

unhappiness, frustration and escapism and avoidance dominate (Melamed, 1995). 

In the provision of mobile telecommunication services, the company faces huge competition from the other players that 

include Airtel Networks Zambia Limited (AIRTEL), MTN Zambia Limited (MTN) and the more recent VODAFONE 

Zambia LTD which broke into the market in 2016 (VODAFONE, 2018). These and other telecommunication companies 

have more recently turned to the provision of Mobile money services. On this frontier, ZAMTEL faces competition from 

a mobile money business service called ZAMKWACHA, from Airtel Networks through Airtel Mobile Money and MTN 

Zambia through its service called MTN Mobile Money (FSD Zambia, 2018).  

The use of job rotation in such a competitive telecommunication industry is cardinal for both productivity gains and 

reduced costs due to lower employee turnover.  Job rotation can be applied to all departments in the organization and 

thus the finance department is not an exception. This is the department that oversees all financial and accounting 

services and thus increased productivity due to enhanced job satisfaction can have positive ripple effects throughout the 

organization. A standard Finance Department has various sections or units which include Payables, Receivables, Fixed 

Assets, Revenue Assurance, Inventory, Treasury and Tax. In summing up, as a profit-making entity, the Finance 

Department is a critical organ of ZAMTEL. That being the case, it is important that employees who are found in the 

department receive the necessary satisfaction which can be stimulated through rotating them in various jobs within the 

department and across branches.  

1.1 General Objective 

The study evaluated the extent of use and effect of Job rotation on employee satisfaction at ZAMTEL Company Limited.  

1.2 Statement of the Problem 
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Job rotation is beneficial to both the organization and employees because employees derive satisfaction from rotating 

among jobs. ZAMTEL’s Finance department has had staff strength of 42 workers in different capacities earning in the 

range of ZMW 6,000 TO ZMW 60,000. The company has put in place various measures to retain and satisfy the 

employees. Among the measures that the company has put in place is the health insurance policy which allows workers 

with their family members to access inexpensive health services at selected hospitals and clinics in the location that the 

workers are based. Further the company provides advance salary finance facilities for their workers which are easily 

accessed when need arises. The company also endeavors to provide a good and clean office environment as a motivation 

to the employees at the company. However, despite the different measures that the company has put in place to retain 

its employees, every year, about 50 per cent of the employees in the finance department move to other companies in 

search for better opportunities. The study intends to evaluate the job rotation system at ZAMTEL and determine the 

effectiveness of company’s job rotation practices on employee’s level of Job satisfaction and retention in the Finance 

department.  

This study, being a case study of ZAMTEL, was restricted to the Finance Department at ZAMTEL head office in Lusaka. 

It therefore involved conducting interviews with officials from the Human Resource department at headquarters and 

was restricted to the subject of effectiveness of job rotation as a way of satisfying employees. The study can therefore not 

be directly applied to other organization and other department since the findings may be unique to ZAMTEL’s finance. 

II. FINDINGS 

2.1 Job Rotation and Level of Satisfaction  

The surveyed employees were asked to rate their level of Job satisfaction and dissatisfaction. The results have been 

summarized by figure 1 below:  

Figure 1: ZAMTEL employees' level of Job satisfaction and dissatisfaction 

Source: Computed by Author using sample data 

Figure 1 above shows that the majority of the respondents (48%) felt satisfied with job rotation as compared to 22% who 

stated that they were dissatisfied. However, those who reported to be very satisfied accounted for only 22% of the 

respondents who reported to have been satisfied. Comparatively, among the employees who reported to have been 

dissatisfied with their Job, 33% stated that they were very dissatisfied. Generally, therefore, a ZAMTEL employee is 

more likely to be satisfied with their Job.  

2.2 Relationship between Job Rotation and Job Satisfaction 

It has been postulated under hypothesis 𝐻𝑎3 that there is positive relationship between Job rotation and Job Satisfaction. 

In order to test the validity of this hypothesis, a chi-square test of association was conducted on employee Job rotation 

and Job satisfaction. Table 1 summarized the results.  
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Table 1: Relationship between Job Rotation and Job Satisfaction 

Result of Job Rotation 

 

More satisfaction from rotation 

Less satisfaction from rotation 

Nothing changes 

Are you Satisfied? 

Yes  No 

63.2% 0.0% 

21.1% 100.0% 

15.8% 0.0% 

ᵪ2 = 3.1588       𝑑𝑓 = 2      𝑝 = 0.206 

According to table 1 above, there is no significant relationship between job rotation and one’s level of satisfaction. Thus, 

the hypothesis that the more one gets rotated, the more they get satisfied is rejected.   

III. DISCUSSION 

The research found no evidence of a positive relationship between Job rotation and Job satisfaction as suggested by 

Rasouli (2014) and Sweeney (2008). It must be noted however that most empirical studies on Job rotation estimate a 

relationship with employee performance and not satisfaction (see KibiyaAjusa et al (2016), Zahra et al (2014) and Rasouli 

(2014)). It is apparent that employee satisfaction influenced by numerous factors and more unobservable as compared to 

employee performance. According to Saravarni and Abbasi (2013), Job performance is not directly influenced by Job 

rotation-it is mediated by Job satisfaction and skill variation. The effect of Job rotation on Job satisfaction may be more 

significant when employee performance is used as a proxy of Job satisfaction.         

A few studies have found that Job rotation reduced employee motivation and may thus translate into reduce job 

satisfaction. These include Eriksson and Ortega (2014) and Mashsan et al. (2012). Eriksson and Ortega (2014) considered 

the factors behind the adoption of Job rotation and found no statistical evidence to support the Employee Motivation 

Hypothesis. This means there was no evidence that Job rotation positively influence employee motivation. More 

definitely, Mashsan et al. (2012) found that Job rotation reduced motivation but increases commitment and employees 

involvement. This situation may suggest that the Job rotation practice may be improperly implemented and this causes 

worker to be demotivated.  

ZAMTEL’s Human resource department has been found to be involved in the implementation of Job rotation through 

the provision of motivation such as salary increase, promotion and other incentives. The department also conducts 

performance appraisals as employees rotate. This enables the department to determine which role is more suitable for 

an employee.  

This is in conformity with the application of the Employer Learning Hypothesis. Eriksson and Ortega (2014) found 

statistical evidence to support the use of the Employer Learning Hypothesis. Through the employee motivation and 

socialization functions, ZAMTEL’s Human resource department applies Maslow’s Needs theory which postulates that 

employers can seek to motivate employees by making them more self-actualized, productive and satisfied by meeting 

their social needs. 

Job rotation at ZAMTEL takes the form of Position rotation which involves literally moving an employee to different 

positions, departments or geographic locations for the purpose of developing the employee professionally by exposing 

them to new knowledge, skills and perspectives. There is also task rotation which involves moving employees from 

highly stressing demanding task to less stressing demanding ones to give them a breather or break.   

Employees at ZAMTEL have not been experiencing job satisfaction from job rotation. There has been no relationship 

between attitude towards Job Rotation and employees’ age, sex, economic status or marital status. However, there have 

been varied levels of dissatisfaction where the older employees are experiencing less dissatisfaction when compared to 

the young ones. The human resource department has been conducting training, motivating employees and socializing 

them as a way of making them benefit from the rotation process. 

IV. CONCLUSION 

This research sought to evaluate the effectiveness of Job rotation on job satisfaction and job retention at ZAMTEL 

Zambia Limited. In pursing this objective, the study utilized a case study approach in seeking to describe the Job 
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rotation process in place within ZAMTEL’S finance department and ascertaining the effect of Job rotation on employee 

satisfaction. The research utilized both quantitative and qualitative technique and collected data using both semi-

structured questionnaires and interview guides. The data was analyzed by generating frequency tables and graphs as 

well as using the Chi-square test. Based on the Chi-square test, it has been found that, for the case of ZAMTEL, the 

relationship between job rotation and job satisfaction is not statistically significant. The result is supported by some 

empirical and theoretical literature. In line with these and other findings, it has been recommended that ZAMTEL and 

the Zambian government take advantage of the positive attitude of the employees towards Job rotation and enhance the 

effectives of job rotations in order to increase Job satisfaction and retention.Job rotation is in place and contributes to job 

satisfaction to a limited extent but not the main mechanism to retain employees. Job dissatisfaction is one of the reasons 

why there is high staff turnover but job rotation is not the only contributor to the satisfaction but other variables such as 

incentives, promotions, longer employment contracts, independence from government in its operations which need to 

be explored further. 

 

V. RECOMMENDATIONS 

Based on the findings and above conclusions, the following recommendations are made:  

To ZAMTEL Employees: Job rotation is meant to bring about job satisfaction as well as other benefits such as obtaining 

various skills. Employees should take advantage of this opportunity that is available to them. The fact that employee 

have support for the practice should be able to increase the use of the practice and increase the level of Job satisfaction.  

To ZAMTEL Management: There is need to incentivize employees at ZAMTEL as they are not deriving satisfaction 

from job rotation. This situation has resulted in increased Job turnover as employees are leaving the company for other 

organizations. 

To the Government of the Republic of Zambia: ZAMTEL is a parastatal owned by the Zambian government. It is being 

recommended that the government continue to capitalize the company so it is made more attractive to the employees to 

encourage retention 

 

REFERENCES 

[1.] Abdullahzadeh M. (2007). Factors affecting job satisfaction and organizational commitment.MA thesis, 
TarbiatModarres University.  
 

[2.] Arshadi N. (2007). Design and test a model of the antecedents and consequences of the motivation In the 
employees National Ahvaz oil-rich southern region. PhD thesis, Faculty of Education and Psychology, 
University of ShahidChamran.  
 

[3.] Adomi, E.E (2006) Job rotation in Nigerian university libraries. // Library Review, 55, 1, pp. 66-74. 
 

[4.] Barry, G., Harvey, B.M, & Ray, N.O. (1994). Employee Compensation: Theory, Practice, and Evidence. Working 
Paper  
 

[5.] Armstrong, M. (1995). A handbook of personnel Management Practices. Kogan Page Limited London.  
 

[6.] Armstrong, Michael. (2001) Human Resource Management Practice. London: Kogan-Page Limited. USA. 
 

[7.] Atkinson and Birch (1978). Introduction to Motivation. New York: D. Van Nostrand Company. 

 
[8.] Atkinson, John; Norman Feather (1974). A Theory of Achievement Motivation (6 ed.). Krieger Pub Co., 

 
[9.] Beardwell J, and Claydon, T (2007). Human Resource Management: A Contemporary Approach. New York: 

Prentice Hall. 
 

[10.] Becker, G.S (1983). Human Capital: A Theoretical and Empirical Analysis with Special Reference to Education. 
Cambridge: Mass Ballinger Publishing Company 

 



www.theijbmt.com                                                                                                                                                               142 | Page 

Evaluating the Effect of Job Rotation on Employee Retention and Satisfaction:  a Case Study of Zambia… 

 

[11.] Birdi, C.; Clegg, C.; Patterson, M.; Robinson, A.; Stride, C.; Wall, T. D. and Wood, S.J. (2008). The Impact of 
Human Resource and Operational management Practices on Company Productivity. Personnel Psychology, 
61(3), 67-70. 
 

[12.] Booth, S. and Hamer, K. (2007). Labour turnover in the retail industry: Predicting he role of individual, 
organisational and environmental factors. International Journal of Retail and Distribution Management. 35(4), 
289–307. 
 

[13.] Booyens, S.W. (2000). Dimensions of nursing management. Kenwyn: Juta. 
 

[14.] Bratton J .(1999). Human Resource Management. New York: Lawrence Erlbaum. 
 

[15.] Campion, M. A.; Mumford, T. V.; Morgeson, F. P.; Nahrgang, J. D (2005) Work Redisign: Eight Obstacles and 
Opportunities. // Human Resources Management Review, 44, 4, pp. 367-390.  
 

[16.] Carrel, M.R., Elbert, N.F. Hatfield, R.D., Grobler, P.A., Max, M. and Van der Schyf, S. (2000). Human Resource 
Management in South Africa. Cape Town: University Press. 
 

[17.] Cederblom, D. (1982). The Performance Appraisal Interview: A Review, Implications, and Suggestions. 
Academy of Management Review 
 

[18.] Cohen, A.R. (2000). The Portable MBA in Management. 6th Edition. Nova Scotia: John Wiley and Sons, Inc. 
 

[19.] Cosgel, M. M.; Miceli, T. J (1999). Job Rotation: Cost, Benefits, and Stylized Facts. // Journal of Institutional and 
Theoretical Economics, 155, (1999), pp. 301-320.  
 

[20.] Coyne, P.F (2011) An evidence-based model of job rotation (PhD Dissetation). Middlesex University. London, 
UK. 
 

[21.] Daniels, A.(2004). Performance Management: Changing Behaviour that Drives Organizational Effectiveness. 
New York: SAGE Publications 
 

[22.] Davies, A.; Kirkpatrick, I.; Oliver, N (1992). Merger and Cultural Adjustment: A Report on the UWCC Library 
System. Cardiff: Cardiff Business School, 1992.  
 

[23.] DeNisi, A. & Pritchard, R. (2006). Performance Appraisal, Performance Management, and Improving 
Individual Performance: A Motivational Framework. Management and Organization Review. 
 

[24.] De Vos, A.S., Strydom, H., Fouche, C.B. and Delport, C. (2007). Research at grass roots. 3rd Edition. Pretoria: Van 
Schaik Publishers. 
 

[25.] Del Val, M.P. and Fuentes, C.M. (2003). Resistance to change: A literature review and empirical study. 
Management Decision, 41(2), 148–155. 
 

[26.] Dieleman, Marjolein; and others (2006) The Match between Motivation and Performance Management on 

Health Sectors in Mali. Bamako: University of Mali. 
 

[27.] Drucker, P (2005) The Practice of Management. London: Elsevier. 
 

[28.] Eguchi, K (2005). Job transfer and influence activities. // Journal of Economic Behavior & Organization, 56, 
2(2005), pp. 187-197.  
 

[29.] Erasmus, B., Van Wyk, M. and Schenk, H. (2003). Human Resource Management Theory and Practice. Cape 
Town: Juta and Co. Ltd. 
 

[30.] Fægri, T. E.; Dybå, T.; Dingsøyr, T (2010) Introducing knowledge redundancy practice in software 
development: Experiences with job rotation in support work. Information and Software Technology, v. 52. 
 

[31.] Falkenburg, K. and Schyns, T. (2007). Work satisfaction, organisational commitment and withdrawal 
behaviours. Management Research News, 30 (10), 708–711. 
 

[32.] Gardner, D.G. (2009). Employee Focus of Attention and Reaction to Organisational Change. The Journal of 
Applied Behavioural Science, 23(3), 11- 288. 



www.theijbmt.com                                                                                                                                                               143 | Page 

Evaluating the Effect of Job Rotation on Employee Retention and Satisfaction:  a Case Study of Zambia… 

 

[33.] Gomez, P. J.; Lorent, J. J. C.; Cabrera, R. V (2004). Training Practices and Organizational Learning Capability 
Relationships and Implications // Journal of European Industrial Training, 28, pp. 234-256.  
 

[34.] Grobler, P.A., Warnich, S., Carrell, M.R., Elbert, N.F. and Hartfield, R.D. (2002). Human Resource Management. 
2nd Edition. Cornwall: TJ International. 
 

[35.] Hamermesh, D. (2001). The changing distribution of job satisfaction. Journal of Human Resources, 36 (1), 140–
151. 
 

[36.] Harrison, R. and Kessels, J. (2004). Human Resource Development in a Knowledge Economy: An 
Organisational View. New York: MacMillan. 
 

[37.] Heizer, J. and Render, B. (2006). Operations management. 8th Edition. New Jersey: Pearson Prentice Hall. 
 

[38.] Hong J.C, Kuo C.L. (1999). Knowledge management in the learning organization, the leadership & 
organization development Journal, 20: 4.  
 

[39.] Herzberg, F., Mausner, B. and Snyderman, B.B. (2002). The motivation to work. 2nd Edition. New York: John 
Wiley. 
 

[40.] House, E. R (1980), Evaluating with Validity. California, Beverly Hills: Sage Publications. 
 

[41.] Ichniowski, J. (2004). Human Resource Management in Business Context Employee involvement. Online. 
Available at: http://www.hrmguide.co.uk/jobmarket/turnover_cost.htm Date accessed: 11 August 2009. 
 

[42.] Jans, N.; Frazer-Jans, J (2004). Career Development, Job Rotation, and Professional Performance. // Armed 
Forces & Society, 30, 2 (2004), pp. 255–277.  
 

[43.] Jorgensen, M.; Davis, K.; Kotowski, S.; Aedla, P.; Dunning, K (2005). Characteristics of Job Rotation in the 
Midwest US Manufacturing Sector. // Ergonomics, 48, (2005), pp. 1721-1733.  
 

[44.] Kaymaz, K (2010) .The Effects of Job Rotation Practices on Motivation: A Research on Managers in the 
Automotive Organizations. // Business and Economics Research Journal, 1, 3, pp. 69-85.  
 

[45.] Kelly, M.J (1999), The Origin and Development of Education in Zambia. Lusaka: Image Publishers. 
 

[46.] Kombo,D. K and Tromp,D. L. A. (2006) Proposal and Thesis Writing, An Introduction. Nairobi: Paulings 
Publications Africa 
 

[47.] Kreitner, R. and Kinicki, A. (2007). Organisationalbehaviour. 7th Edition. New York: McGraw-Hill/Irwin. 
 

[48.] Jordan S, Brauner E. (2008). Job rotation in nursing an esthesio-logical care. 21(2): 114-24.  
 

[49.] Jorgensen M, Davis K, Kotowski S, Aedla P, Dunning K. (2005). Characteristics of job rotation in the midwest 
US manufacturing Sector. Ergonomics. 48(15) : 1721-1733.  
 

[50.] Moghimi S. 2001. Organization and management: a research approach. Tehran: Publication of Termeh.  
 

[51.] Naderi A. Naraghi M. (2003).evaluation of research methods in social sciences. Tehran: Badr publication  
 

[52.] Mathis, R.B. and Jackson, J.H. (2007). Human Resource Management. 10th Edition. Singapore: Thomson Asia Pty 
Ltd. 
 

[53.] McConnell, R.C. (2004). Managing employee performance. Journal of Health Care Manager, 23 (3), 273–283. 
 

[54.] Muchinsky, P. M. (2006). Psychology Applied to Work (8th ed). Belmont, CA: Thomson Wadsworth. 
 

[55.] Mullins, G.E. (2001). Mergers and Acquisitions: Boon or Bane, Division of Business and Economics. Stevens 
Point: University of Wisconsin. 
 

[56.] Mullins, J.L. (2005). Management and OrganisationalBehaviour. 4th Edition. London: Pitman Publishing. 
 



www.theijbmt.com                                                                                                                                                               144 | Page 

Evaluating the Effect of Job Rotation on Employee Retention and Satisfaction:  a Case Study of Zambia… 

 

[57.] Nel, P.S., Van Dyk, P.S., Haasbroek, G.D., Schulltz, H.B., Sono, T. and Werner, A. (2004). Human Resources 
Management. 6th Edition. Cape Town: Oxford University Press. 
 

[58.] Neo, A.R., Hollanbeck, R.J., Gerhart, B. and Wright, P.M. (2006). Human Resource Management. 3rd Edition. 
New York: McGraw-Hill. 
 

[59.] Origo, F.; Pagani, L (2008). Workplace Flexibility and Job Satisfaction: Some Evidence From Europe. // 
International Journal of Manpower, 29, 1, pp. 42-48.  
 

[60.] Page, N. (2001). Costs of staff turnover. Online. Available at: 
http://www.bestbooks.biz/htm/emoloyee_involvement.htm Date accessed: 12 July 2009. 
 

[61.] Paree, U (1997). Training Instrument for HRD. New Delhi: Tata McGraw-Hill 
 

[62.] Park, R.A. (2003). The revolving door of staff turnover. Podiatry Management. Online. Available from: 
http://www.findarticles.com/p/articles/mi_mOLMB/IS_2_22/ai_97995746./ Date accessed: 11 June 2009. 

 
[63.] Pfister, U (2012). Globalization. Mainz: Institute of European History. 

 
[64.] Reeves, J (2009). Understanding Motivation and Emotion (5 ed.). Hoboken, NJ: Wiley. 

 
[65.] Richardson, a.; Douglas, m.; Shuttler, r.; Hagland, M.R (2003). Critical care staff rotation: outcomes of a survey 

and pilot study. Nursing in Critical Care, 2003. 
 

[66.] Robbins, S.P. (2003). OrganisationalBehaviour: Concepts, Controversies and Applications. 8th Edition. London: 
Prentice Hall. 
 

[67.] Robbins, S.P. and Decenzo, D.A. (2001). Fundamentals of Management. 3rd Edition. New Jersey: Prentice-Hall. 
 

[68.] Rossi, P.H & Freeman, H.E (1982), Evaluation: A Systematic Approach, 2nd edn,.  Thousand Oaks, California:   
Sage Publications. 
 

[69.] Rothwell, Y. and Kazanas, A. (2006). Crafting customer value. New York: Purdue University Press. 
 

[70.] Russell, E. and Bvuma, D. (2001). Alternative service delivery and public service transformation in South  
Africa. International Journal of Public Sector Management, 14 (3), 43-55. 
 

[71.] Ryan, Richard; Edward L. Deci (2000). Intrinsic and Extrinsic Motivations: Classic Definitions and New 
Directions. New York: Contemporary Educational Psychology. 
 

[72.] Schraeder, M. Becton, J., & Portis, R. (2007, Spring). A Critical Examination of Performance Appraisals. The 
Journal for Quality and Participation 
 

[73.] Seeley, Eric (1992) Human Needs and Consumer Economics: an Implication of Maslow’s Theory of Motivation. 
Journal for Social Economics. 
 

[74.] Steers, R.M. (2002). Organisational effectiveness: A behavioral view. Santa Monica, CA: Goodyear. 
 

[75.] Stiglitz, J. E. (2002). Globalization and Its Discontents. New York: W.W. Norton. 
 

[76.] Sullivan, J.; Au, S. Developing World Class Job Rotation Programs to Improve Retention, http://www.  
drjohnsullivan. com/articles/1998/net25, 1998.  
 

[77.] Swanepoel, B., Erusmus, B., Van Wyk, M. and Schenk, H. (2003). Human Resource Management: Theory and 
Practice. 2nd Edition. Cape Town: Juta. 

 
[78.] Tyani, B.I.N. (2001). Absenteeism: A nursing service problem in the Republic of Transkei. Pretoria: UNISA 

Press. 
 

[79.] Weerd-Nederholf, P. C.,  Pacitti, B.J., Da Silva Gomes, J.F. & Pearson , A.W. (2002) Tools for the Improvement of 
Organizational Learning Processes in Innovation. Journal of Workplace Learning, 14, 320-331.  

 



www.theijbmt.com                                                                                                                                                               145 | Page 

Evaluating the Effect of Job Rotation on Employee Retention and Satisfaction:  a Case Study of Zambia… 

 

[80.] Werner, F.B (1984), A Resource-based View of the Firm, Strategic Management Journal, Vol. 5, (April–June): pp. 
171-180 
 

[81.] Weiss, C.H (1972), Evaluation Research: Methods for Assessing Program Effectiveness.  Englewood Cliffs, New 
Jersey:   Prentice Hall,  
 

[82.] White, C.J. (2005) Research a Practical Guide. Pretoria: Ithuthuko Investments (Publishing). 
 

[83.] Xie, J. L.; Johns, G (1995). Job Scope and Stress: Can Job Scobe Be Too High. // The Academy of Management 
Journal, 38, (1995), pp. 1288-1309.  

 
[84.] ZareDisfany A. (2005). Displacement effect on job satisfaction and organizational commitment of the 

management of trade credit, M. Sc., Azad University. 
 

[85.] Zare (2005), D. A. Displacement effect on job satisfaction and organizational commitment in bank credit 
management. // Practical Psychology Quarterly, 5, 1(2005), pp. 47-26,  
 

[86.] Ziel, C.B. and Antointette, C.T. (2003). Psychology in the Work Context. 2nd Edition. Cape Town: Oxford 
University Press. 
 

[87.] Zaffron, L, D .(2009). Performance Management: The Three Laws of Performance: Rewriting the Future of Your 
Organization and Your Life. New York: Prentice Hall 
 

[88.] Zambia Consolidated Copper Mines Investment Holdings (2012) Opportunities of Mining Tax in Zambia. 
Kitwe: ZCCM-IH. 
 

[89.] ZAMTEL (2017) 2016 Annual Report. Lusaka: ZAMTEL 
 

 
Online sources  

 
[90.] www.unicef.org/Zambia 

 

http://www.unicef.org/Zambia

