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Abstract

Althoughjobrotation(JR)hasbeenconsiderablytackledbymanyscholarsintheliterature,

the influence ofJR on employees’engagement(EE)has been given lessremarkable

attention.Thisstudywasaimedattoinvestigatetheeffectsofjobrotationpracticeson

employees’engagement:acomparativestudybetweencbeandnibinternationalbanksin



ix

GurageZone.Thestudyemployeddescriptivesurveyandexplanatoryresearchdesigns

alongwithquantitativeapproach.Thetargetpopulationofthestudywasemployeesof

publicandprivatebanksinGurageZonebranches.Cluster,simplerandom andproportionate

stratifiedsamplingtechniqueswereusedtoselectthebranchesandemployees.Primary

datawascollectedusingself–administeredquestionnairesforclericalemployees’ofthe

selectedbranches.Secondarysourceofdatawasusedbyreviewingdocumentsrelatedto

job rotation practicesand employeeengagement.Descriptivestatistics,ordinallogistic

regression,MannWhitneyU–testandindependentsamplest–testwereusedtoanalyze

thequantitativedataandtoexaminetheeffectofjobrotationpracticesonemployees’

engagementanddifferencebetweenpublicandprivatebanksonemployees’jobrotation

practicesandengagement.AllquantitativedatawasanalyzedusingaStatisticalPackagefor

SocialSciences(SPSS)version20.Thefindingsofthestudyrevealedthatjobrotationplan

practice,communication,provisionofsupportduringjobrotationpractice,jobrotationplan

evaluation,effectivenessofjobrotationpracticesandbenefitsofjobrotationpracticeswere

implementedmoderatelyintheCBE,buthighlyinNIBInternationalbanksinGurageZone.In

addition,thesevariableshavesignificantandpositiveimpactsonbothbanksand73.5%and

84.2%variationsintheemployeeengagementwerejointlyaccountedbythesevariables.On

theotherhand,therewasasignificantdifferencebetweenCBEandNIBonjobrotation

practicesaswellasonemployees’engagement.Therefore,theCBEandNIBInternational

bankshavetoacknowledgethesignificantcontributionofsixvariablesandworkonthem so

astoincreasetheeffectivenessofjobrotationpracticesandengagementofemployeesand

toenhancecompetitiveandprofitabilityoftheirorganizations.

KeyWords:engagement,jobrotationpractice,privatebanks,publicbanks
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ChapterOne

Introduction

Thischapteraddressestheintroductorypartoftheproposal.Itincludesbasically

backgroundofthestudy,statementoftheproblem,researchquestions,objectivesof

thestudy,significanceofthestudy,scopeofthestudy,andorganizationofthestudy.

1.1 BackgroundoftheStudy

Nowadays,differentorganizationsincludingbanksdorotatetheiremployeesfrom one

jobtoanotheracrossvariousdepartmentsformultiplereasonsdependingonspecific

needsofanorganization.Otheroperationaltermsthatcouldbeusedinterchangeably

withjobrotationincluderotationalassignments,transfers,jobchanges,lateralmoves,

cross training and redeployment (Maliki,2002).There are many reasons for

implementingjobrotationsystem,includingthepotentialforincreasedproductquality,

givingemployeestheopportunitytoexplorealternativecareerpaths,andperhapsmost

importantly,preventingstagnationandjobboredom.Jobrotationstepsintoprovidejob

enrichmentfrom anemployee’sperspective.Since,itincreasedproductivityandquality.

Lessfatigueanddiscomfortonthejoboftenleadstoproductivityandqualitygains.It

increasedinnovationandimprovedworkprocessefficiency.Itisoftenfoundthatthe

moreworkerswhoareperformingajobaremoreinnovativeatworkplaceandthe

improvementofideasisdiscovered.Thisleadsto more ergonomicimprovement

projects and thus improved the work process efficiency.Moreover,itimproves

employeeskillbaseandincreasejobassignmentflexibilityovertimeJobrotationwill

requiretrainingworkplaceonmultiplejobs.Thereisashortterm costtothistraining,

butthelongterm benefitofhavingamorehighlyskilledworkforcefaroutweighsthe

costs(Christibaetal,2021).

Ontheotherhandjobrotationpracticeshavecertainopportunitiesatworkplacesfor

thosewhoareperformingtheirjobefficiently,forinstance,Kurtulus(2010)pointedout
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fiveoutputsofjobrotationpractice,namely;decreasesmonotony,preparationfor

management,increaseknowledge/skill,determiningcorrectjobanddevelopingsocial

relation.However,Johnson(2001)noteddifficultiesinimplementingjobrotation.Most

ofthesedifficultiescamefrom thechallengeofchangingtheworkstructureandnot

from thejobrotationitself,forinstance,experiencedworkersnotwantingtolearnnew

typesofwork,inappropriateuseofjobrotationbymanagement,etc.

InEthiopiancontext,bothpublicandprivatebanksapplyjobrotationsince2008and

2014respectivelytoenabletheiremployeestohaveallroundedknowledgeandskillson

various services oftheirbanks.Itis believed that,frequency ofrotations and

engagementofstaffsindifferentservicesofthebankwillenablethem tobegeneralist.

Sinceallemployeeswillhavetheknowledgeandskillsonitsvariousservices,this

permitsthebankstoprovidequalityservicefortheircustomersatanytime.Itisalso

notedthatthiswillenablethebankstogiveprimesatisfactionforitscustomers,

becomecompetentinthemarketandremainaleadingbanksinEthiopianbanking

industry.

Ontheotherhand,employeeengagementisoneoftheimportantissuesinhuman

resource managementas ithas a directrelationship to the productivity ofthe

organization.Employeeengagementis“aconditionwhereemployeesarecommitted

andemotionallyattachedtotheirworkanditispossibleonlywhentheemployeeshave

challengingworkenvironmentandopportunitiestousetheircreativityandskills”(Gujral

& Jain,2013).Theyfurtherstated thatemployees mustbe assigned challenging

assignmentsaspertheirinterestsandskills,sothattheydevotetheirmaximum timeto

productivework.

Studiesrevealedthatthesuccessandfailureofanyorganizationisdependentuponthe

workforce,and itis accepted bymostofthe researchers thatmanpoweris the

backboneofanyorganization.Havingtheefficientworkforcehelpsorganizationto

growinglobalmarketbyacceptingthenewchallengesandriskoftheenvironment.In

recentyears,employeescomfortatworkhasbeenperceivedasavitalcomponentfor

measuringtheirprofitability(Chong&Lee,

2017;El-Ghalayini,2016).Employeeengagementinfluencesthequalityofbanking
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service with resulting impact on consumer loyalty and extreme performance.

Subsequently,manyfirms strive to make high engagementamong theirworkers.

Engagedemployeesexhibitqualitiesofdependability,trustandsenseofdutywiththeir

organization.Employeeengagementisasignificantfactorforemployeeproductivity

(Tuntivivat,& Prasertsin,2016).Memonetal.(2018)demonstrated thatthereisa

significantly positive link between work engagement,work practices,and work

performance.Theyconcludedthatsuchexaminationmightbeveryhelpfulforthe

bankingsectorinordertoimproveperformanceoftheiremployeesthroughkeeping

highlyengagedinworkandhighinvolvementofworkpracticesthatcontributeonthe

way to the achievement of the organization as wellas employee’s personal

accomplishment.

Mostorganizationstodayconductingemployeesurveysrefertotheirprogramsas

“engagementsurveys,”ortheymeasureemployeeengagementasoneoftheirsurvey

topics.As (Macey& Schneider,2008;Wefald & Downey,2009)noted,employee

engagement,whilearelativelynewconstruct,hasgrowninpopularityandacceptance,

inlargepartbecauseorganizationsbelievetheycanleverageemployeeengagementfor

positiveorganizationaloutcomes,suchashigheremployeeretention,greatercustomer

satisfactionandimprovedfinancialperformance.

Employeeengagementisabusinessmanagementconcept.An"engagedemployee"is

onewhoisfullyinvolvedin,andenthusiasticabouttheirwork,andthuswillactinaway

that

furthers their organization's interests.According to the Gallup the Consulting

organization

citedinSwathi(2013),therearethreedifferenttypesofpeople:“Engaged”-whoare

builders,“NotEngaged”-whotendtoconcentrateontasksratherthanthegoalsand

outcomes

theyareexpectedtoaccomplishand“ActivelyDisengaged”-whoarethe"cavedwellers

and

consistentlyagainstvirtuallyeverything.

Employeeengagementisacriticalissueforeveryorganization.Theengagementlevel
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ofemployeesinfluencesthecorporateproductivityaswelland themotivation of

employeeislinkedtojobsatisfaction.Engagedemployeesarenotonlycommittedbut

theyarealsopassionateandproud.Theyhavetheirownexpectationsfrom theirfuture

intheorganizationaswellasthatoftheorganization’smissionandgoals.Theyare

enthusiasticandalwaysusetheirtalentsanddiscretionaryefforttomakeadifference

in theireffortforsustainable and long term business success (Sathyanarayana,

Gargesha&Bellave,2017).However,whenemployeesarenotwillinganddon’twantto

show creativeideasandloyalattitudes,willbedisengagedandprovidingnodesired

outcomesonorganization’sperformance(Raytonetal.,2019).

ItisbelievedthatpublicandprivatelyownedorganizationsinEthiopiahavetocreatea

goodworkingenvironmentsoastoimprovetheiremployees’engagement.Forthisto

happen,organizations,inparticularbankingsector,havetotakedifferentinitiationsand

implementdifferentmechanismsontheirworkforcessoastoincreasetheiremployees’

engagement.Inconnectiontothis,bothpublicandprivatebanksarepracticingjob

rotationacrosstheirbrancheswiththeaim ofcreatinggeneralistprofessionals.With

thisinmind,thestudyexaminedtheempiricalunderstandingconcerningthepractices

ofjobrotation,jobrotationplancommunication,provisionofsupportduringjobrotation,

jobrotationplanevaluation,thebenefitsofjobrotations,effectivenessofjobrotation

andthechallengesencounteredwhileimplementingjobrotationprogram inorderto

accomplishorganizationalobjectivesofthebanks.

Thus,thisresearchhasbeenundertakentoinvestigatetheeffectsofjobrotation

practiceonemployeeengagementinthecontextofcomparisonamongcbeandnib

internationalbanksinGurageZone.

1.2StatementoftheProblem

Jobrotationispracticedasplannedreplacementofstaffinjobsandindifferenttime

periodswiththeaim ofgainingskillsandjobautonomy,motivation,engagementand

productivityofanemployeeinanorganization(Saravani&Abbasi,2013).However,the

abilityofpublicandprivatebanksarestillnotinapositiontocreateconsistencyand

adaptationtotheeffectivenessofjobrotationpractices,despite,morethan75% of
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employeesinbothbanksareinvolvedinjobrotationpracticeinEthiopia(2021).Besides

tothis,though,employeeengagementisatornearthetopofmostsurveysthatcover

theconcernsofHRmanagers,however,thereisfartoolittlefocusontheproblemsor

issuesrelatedtoengagement(Memonetal.,2018).Employeeengagementmayimpact

theorganizationalperformanceand productivity.(Pauken,2008)demonstrated the

main side ofthe problem was to discoverthe circumstances which engage the

employees,aswellasthesecircumstancesmaketheemployeestobedisengaged.

Studiesrevealed thatstaffand personnelplacementaccording to theirskillsand

passionsareextremelynecessarytooptimizeemployeeengagement.Organizational

suitability to assign employees based on the person – job fitdetermines the

organization'ssuccessinachievingitsgoals.InthisregardRaytonetal.(2019)showed

thatperson–jobfithasapositiverelationshipwithworkengagementandtheyalso

pointedoutorganizationsmustconsideremployees'suitabilitywiththeirjobsandthe

organizationsthemselveswhendesigninginterventionstoincreaseworkengagement.

Ontheotherhand,jobrotationhasapositiveandsignificantimpactonemployee

engagement.Forinstance,Azizietal.(2010);Chenetal.(2013);Hoetal.(2009)shown

thatjobrotationisseentohaveanimpactinreducingemployeeboredom,increasing

jobsatisfaction,andpositivelyaffectingworkengagement(Kim etal.,2016),however,

Prasetyo and Rachmawati(2021)argued thatjob rotationhasanegativeand no

significanteffectonemployeeengagement.Moreover,Mohsanetal.(2012)pointedout

thatasemployeesrotatedtimetotimethroughouttheircareers,theyhavespentan

appreciablespanoftimeworkinginthebanks.However,whenemployeesarerotatedto

differentjobsacrossvariousdepartments,theybecomelessmotivated butmore

committedandinvolvedintheirrespectivejobs.Moreover,Dora(2012)alsostressed

jobrotationisanimportantprogrammeforallowingemployeestoacquirenew skills,

enhancestaffproductivity,developnew relationshipsacrossthecompanyandgain

skillsneededforfuturecareeradvancement.However,employeescomplainedofnot

beenmadepartoftheimplementationprocess.Themajorchallengesupsettingthe

programmeare;resistancefrom superiors;resistancefrom employeesandlackof

adequatetrainingbeforeemployeeismovedtoanewdepartment.
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Nonetheless,therearevariousimpactingdriversofemployeeengagement.Dinkarand

Rita(2021)investigatingonvariablesimpactingemployeeengagementinselected

banksofMumbaiareashownthatbankpracticesandpolicyarethemajorfactors

affectingemployeeengagement.Christibaetal.(2021)ontheimpactofjobrotationon

employeeinbankingsectorfoundoutthatthereisaconstructiveimpactofjobrotation

onemployeeengagementandtheemployeesarestronglyagreedthattheyarefully

focused on workbutthereisa lesssignificanttraining provided to them before

undergoingjobrotation.Moreover,theystressedthatjobrotationisanimportant

program forallowing employeesto acquirenew skills,enhancestaffproductivity,

developnewrelationshipsacrossthecompanyandgainskillsneededforfuturecareer

advancementand also employees’appreciated the effectiveness ofjob rotation

program in theirorganization.Segenet(2018)on factors affecting employees’

engagementinthecaseofselectedprivatebanksinAddisAbabapointedoutvariables

such thatjob characteristics,reward and recognition,organizationaljustice and

perceivedorganizationalsupportwereallpositivelyandsignificantlycorrelatedwith

employees'engagement.

Furthermore,variousstudieshave been carried outon determinantsofemployee

engagementindifferentsettingsandindifferentsectors,publicorprivatebanking

sectors;forinstance,MokayaandKipyegon(2014)foundoutthatworkplacerecreation,

personaldevelopmentand growth,performance management,and remuneration

packagehavepositiveinfluenceonemployeeengagement.Eleni(2019)onfactorsthat

determineemployeeengagementintheCBEfoundoutthatjobcharacteristics,worklife

balance,andorganizationaljusticehavepositiveandsignificanteffectonemployee

engagement,whilerewardsand recognition and motivation havenegativeand no

significanteffectonemployeeengagement.InanotherstudybyWoinshet(2018)on

bankofAbyssiniaS.C.foundoutjobcharacteristics,organizationalJustice,perceive

organizationalsupport,perceivesupervisionsupport,rewardandrecognitionshave

statisticallysignificantandpositiverelationshipwithemployeeengagement.Moreover,

John and Baby (2018) found out training and career development;perceived

organizationalsupport;rewardandrecognitionandco– workerrelationshipshave

significantandpositiveimpactonemployeeengagement.
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Besidestotheabovescenarios,variouscomparativestudieshavebeencarriedout

relatedtotheimpactofjobrotationpracticesonemployees’jobperformanceand

engagement,forinstanceShehansietal.(2019)betweenpublicandprivateLicensed

CommercialBanksinColomboDistrictontheimpactofjobrotationpracticeson

employees’performancefoundthatforbothbanksjobrotationpracticessignificantly

andpositivelyinfluencedemployees’jobperformance.However,jobrotationpractices

arehighlyinfluencedonemployees’performanceofprivatebanksthanthepublicbanks.

Ghamawalaetal.(2014)whocarriedoutcomparativestudyonemployeeengagement

practicesatprivateandpublicbanksinsouthGujaratregionandfoundthatthereisa

vastdifferenceinthevariablessuchthatculturalfactors:opencommunicationand

appreciatingloyalty,equitabilityandknowledgesharing,inter–personalorientationand

empowerment;jobrelatedfactors:jobclarity,jobsatisfaction,goalachievementand

elasticitythatcontributetotheengagementpracticesinpublicsectorbanksvis-à-vis

theprivatesectorbanks.Furthermore,Mishraetal.(2013)foundoutthatemployee

focusedorganizationcultureandemployeewellbeingandloyalty,havehigherinfluence

onemployeeengagementamongprivatesectorbanksascomparedtothepublicsector

banksinKutch.

Whatinitiated theresearcherto conductthisstudyisthatfiveyearsexperiences

workinginDashenBankSCWolkitebranch,whileservingobserveddifferentproblems,

forinstanceregardstojobrotationpractice,despiteeffortsmadebybothpublicand

privatebankstoenhancetheeffectivenessofjobrotationpractices,mostemployees

claimedthatjobrotationpracticedemotivatedindividualsandambitiousemployees

whoseekspecificresponsibilitiesintheirchosenspecialties,somesaiditiscostlyand

timeconsuming,otherspointedoutitwillnotfixallofourproblems,especiallyin

privatebanksandalsoseemsforsomeemployeesnotfeasible.Basedonsuchthings,

businessesofthebankssuffer.Astoengagementofemployees,significantnumberof

employees in both banks are notsatisfied with theirjob and lacks sufficient

commitmentfortheirjobaswellasfortheorganization.Externalandinternalaudit

reportsalso repeatedlycommenton operationalerrorsand resulting in customer

dissatisfaction.Hence,themainreasonofmakingoperationalerrorsbyemployeesis

thatweakjobrotationpractices.Therefore,assessingtheactualapplicationofjob
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rotationpracticesystematicallywasveryimportantsincebothbanksneedtoidentify

thecontributionofjobrotationpracticestobuildemployeescapabilityandcreate

generaliststhatprovidequalityserviceandsatisfactionfortheircustomersatanytime.

Moreover,eventhoughmanyforeignstudieshavebeencarriedoutonissuesrelatedto

factorsaffectingemployeeengagement,jobrotationpracticeseffectonemployee

engagementandcomparativestudiesincaseofpublicandprivatebanks,onlyfew

studiesareavailableonthetopicunderconsiderationinEthiopia.IncaseofGurage

Zonenoempiricalstudiesevidenceisavailableonhowjobrotationpracticesinfluenced

employeeengagementinpublicincomparisonwithprivatebanks.Ontheotherhand,as

Creswell(2012)stated‘Studytheproblem ifyourstudyreplicatesapaststudybut

examinesdifferentparticipantsand differentresearchsites’.So,theresearcheris

intendedtoextenditintopublicandprivatebanksinGurageZone.Therefore,thestudy

attemptedtofillthisgapandassessedeffectofjobrotationpracticesonemployee

engagementbycomparingcbeandnibinternationalbanksinthecaseofGurageZone.

1.3ResearchQuestions

Thestudyattemptedtoaddressthefollowingbasicquestions

1.Whatisthecurrentlevelofjobrotationpracticesinbothcbeandnibinternational

banksinGurageZone?

2.Whatis the currentlevelofemployee’s engagementin both cbe and nib

internationalbanksinGuragezone?

3.Towhatextentdojobrotationpracticesaffectemployee’sengagementinboth

cbeandnibinternationalbanksinGuragezone?

4.Istherestatisticallysignificantdifferencebetweencbeandnibinternational

banksonjobrotationpracticesinGurageZone?

5.Istherestatisticallysignificantdifferencebetweencbeandnibinternational

banksonemployeeengagementinGurageZone?
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1.4ObjectivesoftheStudy

1.4.1 GeneralObjective

Thegeneralobjectiveofthisstudywastoinvestigateeffectsofjobrotationpractices

onemployee’sengagementincomparisonbetweencbeandnibinternationalbanksin

GurageZone.

1.4.2 SpecificObjectives

Thisstudywasintendedtoachievethefollowingspecificobjectives:

1.Toinvestigatethecurrentstatusofjobrotationpracticeinbothcbeandnib

internationalbanksinGurageZone.

2.Toinvestigatelevelsofemployee’sengagementinbothcbeandnibinternational

banksinGurageZone.

3.Toexaminetheimpactofjobrotationpracticesonemployee’sengagementin

bothcbeandnibinternationalbanksinGurageZone.

4.Toinvestigatewhetherthereisstatisticallysignificantdifferenceonjobrotation

practicesbetweencbeandnibinternationalbanksinGurageZoneornot.

5.Toinvestigatewhetherthereisstatisticallysignificantdifferenceonemployee’s

engagementbetweencbeandnibinternationalbanksinGurageZoneornot.

1.5HypothesisoftheStudy

Onthebasisoftheaboveobjectivesandreviewliteratures,theresearchersoughttoget

answersforthelastthreeresearchquestionsbyhypothesizingtheeffectrelationship

betweenjobrotationpracticesontheoutcomevariable– employee’sengagement.

Because,atestofsignificanceisaformalprocedureforcomparingobserveddatawith

aclaim -totestwhetherthereisstatisticallysignificantdifferencebetweenpublicand

privatebanksonjobrotationpracticesandemployee’sengagementornotinGurage

Zonebranches.
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Hypothesiscanbecouchedinseveralwaysofstatementstomakeanestimationofthe

impactofeachindependentvariableontheoutcomevariableaswellastheexistenceof

statisticaldifferencesontheoutcomevariablebetweentwoindependentlysampled

data.Thestudywilltrytoaddressthefollowingoperationalnullhypotheses-“no

significanteffects”and “no significantdifference”form in termsoftheoperation

requiredtotestthehypotheses.Eventhough,therearevariouswaystostatehypothesis,

inthisstudy,thenullandthealternativehypotheses(whichwasthetargetofthestudy)

statedandtestedusingthe5%levelofprecision,customarylevelusedwhenworking

onsignificanteffectsanddifferencerelation(CSCU,2016;Mooreetal.,2013).

Statistically job rotation practices have no significanteffecton employee’s:Ho1

engagementinbothcbeandnibinternationalbanksinGurageZone.

Statistically job rotation practices have significant effect on employee’s:Ha1

engagementinbothcbeandnibinternationalbanksinGurageZone.

Statisticallythereisnosignificantdifferenceonjobrotationpracticesamongcbe:Ho2

andnibinternationalbanksinGurageZone.

Statisticallythereisasignificantdifferenceonjobrotationpracticesamongcbe:Ha2

andnibinternationalbanksinGurageZone.

Statisticallythereisnosignificantdifferenceonemployee’sengagementamong:Ho3

cbeandnibinternationalbanksinGurageZone.

Statisticallythereisasignificantdifferenceonemployee’sengagementamongcbe:Ha3

andnibinternationalbanksinGurageZone.

1.6Significanceofthestudy

Jobrotationplaysaveryimportantroleinbankingsector.Jobrotationhelpstoreduce

themonotonyinjobandtoimprovetheefficiencyandproductivityoftheemployees.

Whilepracticingjobrotation,someemployeesworkwithhighcommitmentwhileothers

detachfrom workbecauseofimproperworkingconditions,employer’srelationship,and

stressandsoon.Hencethestudywillbehelpfultothebanksasitcanbeusedasa
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sourcetounderstandabouttheperceptionofemployeesaboutjobrotationwhoare

workinginthebankingsector.Itcanalsobereferredbytheorganizationswhichplanto

implementjobrotation.

Theterm employeeengagementhasgainedconsiderablepopularityinthelasttwo

decades,buttheconceptremainsintheneedofmoreempiricalresearchespeciallyin

ourcountryandspecificallyforbothpublicandprivatebanks.Thefindingsofthestudy

willalso have practicalsignificance in helping CBE as wellas Private Banks in

developing bestengaged human capital.Thusthisstudyprovide direction to the

organization to examine HR factors which determine employee engagement,give

strategicimplicationandtakeactionsonthosefactorsaffectingemployeeengagement

togethigheroutputforsuperiororganizationperformance.Fortheresearcher,besides

acquiring academic qualification,it broadens the understanding of employee

engagementissues.Itcanalsoserveasaningredientforotherresearcherswhoare

interestedtodomoreinthesubjectofemployeeengagementinthefuture.

1.7Scopeofthestudy

Thisstudyhasgeographical,methodological,andconceptualscopes.Geographically,

thestudywasconcentratedandlimitedinGurageZoneareapublicandprivatebanks,

i.e.onlyonselectedbranchesfrom bothbanks.Thereasonbehindthiswasthatit’s

difficultto coverallareasand branchesthroughouttheZoneand theresearcher

assumed the chosen sample represent allpopulation as far as allbranches

administeredthroughsimilarproceduresandinordertomakethedatamanageable.

Concerning methodologicalscope,thestudyused onlyquantitativeapproach.The

rationalebehindusingquantitativeapproachwasthenatureoftheresearchquestions

andthemostappropriatemethodtoaddresstheresearchquestions.

Conceptually,thestudywaslimitedtothosejobrotationpracticesnamelyjobrotation

planpractice,provisionofsupportduringjobrotationpractices,effectivenessofjob

rotationpractices,evaluationofjobrotationprogram andbenefitofjobrotationpractice

andassumedtohavestatisticalimpactonemployeeengagement.
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1.8LimitationsoftheStudy

Itisunquestionablethatnoresearchisfreefrom limitations.Thefollowingwerethe

majorlimitationsencounteredbytheresearcherwhileconductingthestudy.Firstofall

thestudywasmainlyfocusedoninvestigatingtheeffectofjobrotationpracticeson

employee’sengagementincomparisonbetweenpublicandprivatebanksinGurage

Zone,wheretheemployees’engagementisexpressed in termsofordinalscales

affectedbythesixjobrotationpractices.Itwouldbebetterifitincorporatedother

independentvariablessuchasreward,compensation,training,etc.,butduetolackof

documentsontheseandotherfactors,andtheresearcherwasnotintendedtoinclude

them,rather,inordertofocusontherelationshipandeffectofjobrotationpracticeson

engagementandtoaddsomethingintheexistingliterature.Ontheotherhand,Since

thestudyinvestigatedtheeffectofjobrotationontheengagementofemployeesin

privateandpublicCBEinGurageZoneconsideringsomefactorsidentifiedinthe

literatureofcommercialbanks;astheresultofthisthefindingsofthestudydonot

necessarilyapplytootheremployeesoutsideoftheGurageZone,SNNPregionalstate

andinthecountryaswell.Ingeneral,eventhough,theresearcherhasfacedtheabove

limitations,theselimitationsdidnothavesignificantimpedimentontheoutcomeofthe

study.

1.9OrganizationoftheStudy

Thestudyisorganizedinto fivechapters.Chapteronepresentstheintroduction

aspectoftheresearchwhichincludes:backgroundofthestudy,statementofthe

problem,researchquestions,objectives,significance,scopeofthestudy,limitationsof

thestudyandorganizationofthestudy.Chaptertwocontainsreview ofliteratureof

mostsignificanttheoreticaland empiricalstudies.Methodologyofthe studyis

presentedinchapterthree.Chapterfourcontainsthefindingsofthestudy.Finally,

chapterfiveisallaboutsummaryofmajorfindings,conclusionsrecommendations

andsuggestionforfurtherstudy.
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ChapterTwo

ReviewofRelatedLiterature

Thissectioncomprisesofthreepartswhicharethetheoretical,empiricalreviews,and

conceptualframework.Thepurposeoftheliteraturereviewistoexaminekeyconcepts

andrelatedresearchrelevanttojobrotationpracticesandemployeeengagement.The

followingtopicsareidentifiedasimportant:definitionofjobrotation,theoriesofjob

rotation,benefitofjobrotation,theprocessofjobrotationpracticeswillbereviewed.

Ontheotherhand,definitionofemployeeengagement,categoriesanditsimportance,

itsantecedentsandconsequencesaswellasinstrumentsusedformeasuringitwillbe

reviewed.Italsoreviewsempiricalliteratureontheimpactofjobrotationpracticeson

employeeengagement.Finally,theconceptualframeworkofthestudyispresented.

2.1TheoreticalLiteratureReview

2.1.1DefinitionofJobRotation

Differentauthorshavedefinedjobrotationusingtheirownwordsandexpressions.

Althoughtheyhaveuseddifferentwordings,alldefinitionsconveythesamemeaning.

Someofthedefinitionsbydifferentwritersarediscussedasfollows:
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Jobrotationcanbedefinedasworkingatdifferenttasksorindifferentpositionsforset

periodsoftimesinaplannedwayusinglateraltransfersaimingtoallowemployeesto

gainarangeofknowledge,skillsandcompetenciesandisalsoseenasanon-the-job

trainingtechniqueandassuchisknowntohaveaneffectonemployeemotivation

(Olorunsula,2000).

Job rotationisanapproachwhereanindividualismoved throughascheduleof

assignmentsdesignedtogivehim/herabreadthofexposuretotheentireoperation

(Dessler&Vrkkey,2009).Furthermore,jobrotationisthemovementofemployees

amongdifferenttasksandpositionswhichwillprobablybeofsimilarnature.Job

rotationisanexcellenttoolforenhancingemployeemotivation,commitmentandjob

involvementwhich areveryimportantforsmooth and effectivefunctioning ofan

organization(Wageeh&Nafei,2014).

Jobrotationisanopportunityforemployeetogainanappreciationoforganizational

goals,togenerateabroaderknowledgeofdifferentfunctionalareas,todevelopa

networkoforganizationalcontactsandtoenhanceemployeeskills(Lindback&Snower,

2000).

Jobrotationisaplannedreplacementofemployeesamongjobsinaperiodoftimefor

oneormoregoalsofearningskillsandjobindependence;increasingmotivation,job

performanceandproductivity(Bennett,2003).Jobrotationcanbedefinedasworkingin

differentpositionsorindifferentsituationsattimeperiodswhichareclassifiedbased

onarangeofindividualknowledge,skillandcapabilityofemployees(Gomez,etal.,

2004).Jobrotationisplannedon-thejobtrainingforcultivatingfuturecandidatesof

managementbytransferringamanagementtraineefrom onedepartmenttoanotherto

increasehisunderstandingandcredentialsinallaspects(Jaturanonda,etal.,2006).

2.1.2TheoriesofJobRotation

AccordingtoFarhang(2012)therearethreetheoriesofjobrotation.“Employeelearning,

employerlearning,andemployeemotivation”Thefirsttheoryclaimsthatemployees

whorotateaccumulatemorehumancapitalbecausetheyareexposedtoawiderrange

ofexperiences.Themoreanemployeemoves,themorehelearns.Werefertothisas
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theemployeelearningtheory.Thesecondtheoryisthatthefirm itselflearnsmore

aboutitsownemployeesifitcanobservehow theyperform atdifferentjobs.Tofind

thejobthatanemployeeisbestat,theemployerneedstomovetheemployeearound

andobservehow heperformsateachposition.Wecallthistheemployerlearning

theory.Thelasttheoryisthatjobrotationmotivatesemployeeswhowouldotherwise

becomeboredandtiredofalwaysperformingthesametasks.Thetheoriesdeliver

differentpredictionsregardingthetypesofemployeeswhoaremorelikelytorotateand

thetypesoffirmswhererotationismorelikely.

MostlythebankusesEmployeelearningtheorybecauseitassumestheemployeesare

exposedtoawiderrangeofexperiencesthroughmovingindifferentoperations.

2.1.2.1EmployeeLearning

Theemployeelearningargumentisthatjobrotationisaneffectivewaytodevelop

employees’abilities.AccordingtoChampionetal.(1994)ascitedbyEriksson&Ortega

(2004),jobrotationProducetwobeneficialeffects.First,anemployeewhorotates

accumulatesexperiencemorequicklythananemployeewhodoesnotrotate.Hencejob

rotationismentionedasaneffectivetoolforcareerdevelopment.Second,anemployee

whorotatesaccumulatesexperienceinmoreareasthananemployeewhodoesnot

rotate.Hence,ifanemployeerotatesmorefrequently,itiseasiertotrainhim tobecome

ageneralist(Erikson&Ortega,2006).

2.1.2.2EmployerLearning

Theemployerlearningargumentisthatjobrotationprovidesinformationthatthefirm

canusetoimprovetheallocationofjobsamongemployees.Ifanemployeecanbe

observedperformingdifferentactivities,itmaybeeasierforthefirm tofindoutthe

mostappropriatejobforthatemployee.Usingasimplelearningmodel,Ortega(2001)

showsthatthisintuitioniscorrect.Withajobrotationpolicy,eachtimeanemployee

rotatesandtheemployerlearnsaboutnewdimensionsoftheemployee’sability.Ifan

employeedoesnotrotate,theemployerlearnsthesamedimensionsofabilityaboutits

employees.Forthisreason,employeeswithlesstenurearemorelikelyto rotate,
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becausethefirm willbemoreinterestedinlearningaboutthem.Thisimpliesthatjob

rotationshouldbeadoptedwithahigherprobabilityinfirmswhereaverageemployee

tenureislower.Finally,ifthefirm isrelativelyyoungorisintroducinginnovations,the

informationthatithasabouttheprofitabilityofdifferentjobsisnotveryprecise,andwe

shouldexpectittousemorejobrotation.

2.1.2.3EmployeeMotivation

Theemployeemotivationargumentisthatjobrotationcontributestomakeworkmore

interesting.Thisargumentwassometimesmentionedintheliteratureon“plateau”

employeesthatdevelopedinthelate1970s.Plateauedemployeesarethosewithlittle

prospectsofpromotion.AccordingtoFerenceetal.(1977)citedinTeshome(2018),job

rotationisapotentialsolutiontotheseemployeeslackofmotivation.Morerecently,

Cosgeletal.(1999)havepointedoutincreasedmotivationandsatisfactionasoneof

thebenefitsofrotation.Intheirmodel,employeesprefertoperform avarietyoftasks

ratherthanspecializinginasingletaskand,asaconsequence,jobrotationincreases

jobsatisfaction.Iftheemployeemotivationtheoryiscorrect,weexpectjobrotationto

be adopted byfirms where employees have worse prospects ofpromotion.The

employee motivation theorystates,job rotation “motivatesemployeeswho would

otherwisebecomeboredandtiredofalwaysperformingthesametask”(Eriksson&

Ortega,2004).

2.1.3TheProcessofJobRotationPractices

Hereundertheprocessofjobrotationapplication,thediscussionisdirectedtothe

practicesinvolvedintheoperationofjobrotationprocess.Jobrotationprocessmainly

includesthefollowingfourphases(Woldemedhin,2015):

 Jobrotationpracticeplan–includesselectionofthejob,timeineachjoband

numberofemployeestoberotatedatatime.

 Jobrotationpracticeplancommunication–informsthepurposeoftheprogram

andlinkbetweenplanandaction.

 Provisionofsupportduringjobrotation–assumeresponsibly,follow progress
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andcooperatewithothers.

 Evaluationofjobrotationpractices–completeandevaluatetheprogram,cost

ofjobrotationandproductivityduringtherotationprogram.

2.1.3.1JobRotationPracticePlan

Jobrotationhasbeendefinedassystematicmovementofemployeesfrom onejobto

anotheratplannedintervals.Jobrotationshouldbecarefullyplannedandexecutedwith

specificendresultsinmind.DesslerandVarkkey(2009)alsosaidthatjobrotation

shouldbeinaplannedwayusinglateraltransfersaimingtoallowemployeestoarange

ofknowledge,skillsandcompetencies.Anoptimum trainingplanhelpstheemployee

buildupontheskillslearnedateachstepofajobrotation.

Jobrotationshouldbeplannedinadvancewithmanypeopleintherotationprocess.

Theplanningandtheselectionprocessmustbesubjecttotheneedsofthebusiness.

Therotationprocessshouldserveitsneedswithoutundulyinterferingwiththenormal

operation ofthe business.Anyplan no matterhow carefullyprepared,mustbe

adaptableandsubjecttochangetoservethebusinessoperatingconditions.

i.SelectionofJob

Theselectionofthejobsfortherotationprocessisusuallytheresponsibilityofthe

departmenthead,iftherotationtakesplacewithinadepartment,andacompanywide

committee,iftherotationtakesplacebetweendepartments.Jobsshouldbeselected

whichwillgivetheparticipantexperienceandresponsibility.Theresponsibilityfor

selectionshouldbedonebythesameindividualswhoselectthejobsfortheprogram;

however,theprimeresponsibilityshouldrestwiththeimmediatesupervisor(Adjei,

2012).

ii.NumberofEmployeestoberotatedatTime

How manyemployeesshouldberotatedatonetime?Itisdependentonthesizeand

type ofthe organization in which rotation occurs.Rotation,byitsverynature is
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disruptingtoanorganization.Whenanemployeeisrotatedintoajob,thejobandits

performancemaysufferwhileanemployeeisinthelearningstage.Thedepartmenthas

toabsorbtoomanyemployeesonrotationatanyonetime;theperformanceofthe

entiredepartmentmaysuffer.Ofcourse,thenumberofrotationsimultaneouslywill

also depend on the need forproducing generalistemployees and development.

Moreover,itdependsontheextenttowhichrotationisasinglemethodreliedupon

employeestraininganddevelopment.Anexpandingcompanyshouldbeabletorotate

moreemployeessimultaneouslyasmoreopeningsarebecomingavailabledueto

promotions.Employeescanberotatedinto theseopeningswithoutdisruptingthe

organization(Woldemedhin,2015).

iii.TimeineachJob

Thelengthoftimeemployeesshouldstayeachpositionintherotationprocessis

dependentuponthepurposeoftherotation,thenatureofthejobandtheabilityofthe

mantolearn.Thelengthoftimeineachjobvarieswiththenatureofthejob.Jobsvary

incomplexityandinresponsibility.Somejobsrequiredtechnicalskillswhichhavetobe

learned.Otherjobsrequirethelearningofavastamountofdetails.Companiesdifferin

theirpoliciesregardinglengthoftimeineachjob.Somecompanieshaveadefinitetime

periodforallrotationalassignmentswhereasothercompaniesvarythetime(Allwood,

&Lee,2004).

2.1.3.2JobRotationPracticePlanCommunication

Communicationreferstotheprocessofpassinginformationandunderstandingfrom

onepersontoanother.Managersareresponsibleincommunicationprocesswithinthe

organization.Iftheyfailedtocommunicateornotintouchwiththeiremployeesthenthe

morale ofthe employees diminished.Due to fearofjob loss,uncertaintyabout

colleaguesandmanagers,employees’satisfactionleveldecreasesespeciallywhen

organizationislookingforanychange.Communicatingthejobrotationprogram can

helptonotifyallconcernedbodiesaboutthepurposeoftheprogram.Itcanalsolinkthe

alreadydesignedplanwiththatoftheaction(Alquraan,2011).

i.ThePurposeofRotationProgram



19

Throughgoodcommunicationemployeeskeepthem intactwithotheremployeesand

providethem properguidanceandaremoresatisfied(Pajoetal.,2010).Therotation

program requiresthecooperationoftheparticipants,theheadofthedepartmentsfrom

whichandinto whichtheemployeeswillberotated,andtheemployeesinthose

departments.Togetthedesiredcooperation,theprogram shouldbecommunicated

throughoutthecompany.Theemployeesshouldbeknownthepurposeoftheprogram,

howitistooperateandwhatgroupofemployeeswillparticipate.

ii.LinkbetweenPlansandAction

Communicationprovidesthelinkbetweenplansandaction.Employeesmustknowthe

expectations.Youmayhaveagreatsetofplansandahighlyskilledstaff,butuntil

somethingbeginstohappen,youwillhaveaccomplishednothing.Neithermotivation

norleadershipcanbringaboutactionwithoutcommunication.Thisiswhatstartsand

keepsthewholeplan in motion.Somecompaniespublicizetheprogram in their

organizationorbranchorganorplant,eventotheextentofperiodicallypublishingthe

namesofthoseintherotationprocessandthedepartmentstowhichtheywillbe

rotated.Advancepublicityofthisnatureadvisesthoseinthedepartmentsconcernedof

thependingarrivalanddepartureofemployeesonrotation,andhelpstoensurethe

desiredcooperation(Woldemedhin,2015).

2.1.3.3ProvisionofSupportduringJobRotation

Discussedtheactivitiestobeincludedunderthesupportandfollow upprocess.The

activitiesareagreeing cleartargetsand working parameters,consultand discuss

performance,coachandguidetosolvedeviations,providebalancedfeedbackand

create an environmentwhere employees are motivated.During this stage the

responsibilityassumed,followtheprogressofarotatingemployeeandgettingothersto

cooperateshouldbethemostvaluedactivities.

i.TheResponsibilityAssumed

Theresponsibilityassumedinrotationalassignmentsisdirectlyrelatedtothepurpose

oftherotation.Ifanemployeeisassignedonlytoobserveandbecomefamiliarwiththe
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functionordepartment,he/shewillbegivenverylittleresponsibility.Thiscanbe

contrasted with the rotationalassignmentdesigned forthe assumption offull

responsibility.Asthepurposeforrotationandtimeinthejobaredirectlyrelated,

responsibilityassumedisalsodependentuponthetimeinthejob.Ifjobrotationisan

effectivetoolforempoweringemployees,theyshouldbeassignedtojobsoffulland

significantresponsibility,and ofsufficientduration forthem to learn from the

responsibilityassumed(Fasil,2019).

ii.TheProgressoftheParticipants

The participants ofa job rotation program should be supervised,consulted,and

evaluated.Supportandsupervisionisthefunctionthesupervisorofthedepartmentto

whichrotated.Thesuccessofjobrotationprogram dependsonsuchsupportand

supervisionandtraining.Theemployee’sperformanceshouldbeevaluatedatregular

intervalsbyhis/herimmediatesupervisorinconjunctionwiththebranchmanagerora

branchcommittee.Frequentevaluationisoneofthekeystojobrotationprogram.In

somecompanies,theemployees;originalsupervisorwhorecommendedhim/herforthe

rotationprogram willfollowhis/herprogressandsupporthim/her.Thispersonfollows

carefullytheprogressoftheemployees,andrenderingotherassistance(Eleni,2019).

iii.CooperationofOthers

Thecooperationoftheparticipants,thesupervisors,andtheemployeesarerequired.

Publicizingtheprogram helpstoensureitssuccess(Morris,1956).Ifthesupervisor

participatedintheplanningandsharestheresponsibilityforselectingtheemployees

andthejobsforrotation,he/shewillbemoreencouragedtosupportthem.Cooperation

ofemployeesrefersmainlytothecooperationofsubordinatesinthedepartmentin

whichrotationoccurs.Asmentionedabove,maintainingemployeesupportisrelatedto

thenumberofemployeesrotatedsimultaneously.Itisstatedthattoomanyrotation

simultaneouslycandemoralizetheemployees.Participantmaycomplainthattheycarry

theload.Thelevelofsupervisionmaydecreaseandthesubordinatemayhavenot

providedaccurateinformation.Wellqualifiedsubordinatesareneededinrotation:they

arenecessarytosupportemployeesonrotation(Aryanezhad,etal.,2009).
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iv.PerceivedSupervisorSupport

From globalperceptions,employeesconcerningtheirvaluationbytheorganization,they

develop overallviews regarding the degree to which supervisors value their

contributionsandcareabouttheirwell-being.Whentheyreceivedapositiveornegative

supportandrecognitionfrom theirsupervisorsinexchangefortheirefforts(Maertzet

al.,2007),whenthesupervisordirectingandevaluatingsubordinates‘performance,

employee’sview theirsupervisor’spromisingordisapprovingorientationtowardthem

assymptomaticoftheorganization’ssupport(Eisenbergeretal.,1986).Theyconsider

theirsupervisorsasagentsworkingonbehalfoforganization.Thestrengthofthis

relationshipdependsonthedegreetowhichemployeesidentifythesupervisorwiththe

organization,asopposedtoviewingthesupervisor’sactionsasindividual(Eisenberger,

2009).Kahn(1990)foundthatsupportiveandtrustinginterpersonalrelationshipsas

wellassupportivemanagementpromotedpsychologicalsafety.Employeesfeltsafein

work environments that were characterized by openness and supportiveness.

Supportiveenvironmentsallowmemberstoexperimentandtotrynewthingsandeven

failwithoutfearoftheconsequences(Kahn,1990).IntheirempiricaltestofKahn‘s

model,Mayetal.(2004)alsofoundthatsupportivesupervisorrelationswaspositively

relatedtopsychologicalsafety.PSS isalsolikelytobeanimportantpredictorof

employeeengagement.Infact,alackofsupportfrom supervisorshasbeenfoundtobe

anespeciallyimportantfactorlinkedtoburnout(Maslachetal.,2001).Inaddition,first-

linesupervisorsarebelievedtobeespeciallyimportantforbuildingengagementandto

betherootofemployeedisengagement(Armestrong,2006).

2.1.3.4EvaluationofJobRotationPractices

IntheirstudyofknowledgeworkersinIrishSoftwareCompanies,ActionandGolden

(2003)statethat,tobeperceivedtobeagoodtrainingorganizationitisbeneficialto

offermanytrainingmethods;yetwhenemployeesundertakeonthejobtraining,itisthe

actualtrainingexperiencethatisofmostimportantintermsofassessingitsquality.To

determinetheusefulnessoftraining,evaluationoftrainingisveryimportant.Oneofthe

mostdefinitiveworksontheevaluationoftrainingisthatofTrainingEvaluationModel.

Itidentifiedfourlevelsaccordingtowhichtrainingmaybeevaluated.Themodelhas
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fourlevels:Trainees’reactions,transferofknowledge(learning),changeinbehaviorand

returnoninvestment.AccordingtoAligeretal.(1997)itisimportanttonotethatthe

effectivenessofonthejobtrainingsuchas,jobrotationtraining,isimpactedbymany

factorssuchasindividuals’motivationtolearnandorganizationalcharacteristicssuch

assupervisorysupport,followupandopportunitytoperform thetrainedtasks(Rowold,

2007).

Completionofthejobrotationprogram isvitalforjobrotationpractice.Whenan

employeehascompletedtherotationprogram,he/shemightreturntohis/heroriginal

position,orhe/shemightbeassigned to a differentposition.His/herdestination

dependsonthepurposeoftheprogram.Ifthepurposeoftheprogram istoimprove

his/herperformanceandempoweronhis/herpresentjob,thenhe/shewillprobably

returntoituponcompletionoftheprogram.If,ontheotherhand,anemployeeis

rotatedsothathe/shemightbepreparedforamoreresponsibleposition,thenhe/she

willprobablynotreturntohis/heroriginalposition.

Whenanemployeereachesapositionforwhichhe/sheiswellfitted,inwhichhis/her

serviceisneeded,he/shemayremain.Therefore,sometimesmaturingandgetting

readyforanotherhorizontalrotation,orastepupward.

2.1.4EffectivenessofJobRotationPracticeProgram

Employeeswhoparticipateinjobrotationprogramsdevelopawiderangeofskills,and

generally

theyaremoreadaptabletochangesinjobsandcareerandmoreengagedandsatisfied

withtheirjobsincomparisonwithworkerswhospecializeinasingleskillsetordomain.

However,jobrotationmayincreasetheworkloadanddecreaseproductivityforthe

rotatingemployeeandforotheremployeeswhomusttakeuptheslack.Thisiswhy

preparationisakeytothesuccessofanyjobrotationprogram.Tipsforeffectively

implementingjobinordertoavoidpotential

pitfallsbyFiester(2009)citedinFasil(2019):

 Formulateclearpoliciesregardingwhowillbeeligibleandwhetheremployees

willbe
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restricted to certain jobsoropportunitieswillbeopen to peoplein alljob

classifications.

 Determineiftheprogram willbemandatoryorifemployeeswillbeallowedto

“optout.”

Willoptingouthaveanadverseimpactontheirperformanceappraisal?

 Involvetheemployeesandmanagersinplanningjobrotationssothatthereisa

clear

understandingofmutualexpectations.

 Determineexactlywhatskillswillbeenhancedbyplacinganemployeeinthejob

rotationprocess.

 Usejobrotationforemployeesinnon-exemptjobs,aswellasforthosein

professionalandmanagerialjobs.

2.1.5BenefitsofJobRotation

Therearevariousstudiesonjobrotationthatdescribethebenefitsforworkersand

firms.First,asJovanovic(1979)pointed-outjobrotationishelpfulwhendetermining

thesuitabilityofworkersforcertain jobs.Second,job rotation givesworkersthe

opportunitytolearnmultipleskillsandoutlooksmentionsthatjobrotationinfirms

allowsworkerstolearndifferentskillstodealappropriatelywithunexpectedtroubleor

accidents,whicharereferredtobyKoike,(1991)as“unusualoperations”.Third,job

rotationalsoavoidsthedullnesscausedbymonotonousjobs(Cosgeletal.,(1999).

Whenlookedatinitsentirety,from theangleofemployeesundergoingrotationthe

mostimportantassociatedadvantageofdifferentiationatworkisthepreventionof

monotony/boredom andlossofmotivation(Azizietal.,2009).Jobrotationhasfound

wideacceptanceasameansofreducingmonotony.Fourth,rotationcanalsobeseen

asanon-the-jobtrainingtechniquesupportingtheprincipleof“learningbypractical

experience”(Hoetal.,2009).TheresearchconductedbyErikssonandOrtega(2001)

indicated thatjob rotation applications supportboth employee learning and the

employerlearning.Itisatrainingmeansoffacilitatingtheacquisitionofskillstomake
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theworkproductive.Fifth,workingwithmanypeopleatdifferenttimeperiodsdevelops

humanrelationsandsupportinternalandexternalcommunicationamongdepartments.

2.1.6BarriersofJobRotation

Severalcasestudiesnoteddifficultiesinimplementingjobrotation.Mostofthese

difficultiescamefrom thechallengeofchangingtheworkstructureandnotfrom the

jobrotationitself.Thefollowingproblemswerenoted:(Jonsson,2001,p.30)

1.Experiencedworkersnotwantingtolearnnewtypesofwork.

2.Therotatingemployeewouldbereluctanttoreturntotheiroriginalpositionafter

exposurenewideasorresponsibilities(MacLeod&Kennedy,1993,p.201).

3.Practicalproblemsofphysicallygettingfrom onejobtothenext.

4.Unsuitablewageforms

5.Educationandtrainingofworkersfornewjobs

6.Difficultiesinfindingappropriatejobstorotateto

7.Inappropriateuseofjobrotationbymanagement

8.Differencesinskilllevelsamongstaffmaybesignificantresultinginadditional

expenseinupgradingstafforlossofproductivityforsomeperiod

9.Aunionizedenvironmentmayprohibitjobrotationorrestrictjobrotationwithin

particularjobclassifications.

10.Itstated thatthrough a learning process,individuals are likely to have a

developedbehavioralstrategythatprotectsthem from theapparenthazardsof

thejob.Thus,rotationofunskilledworkersintoabiomechanicalstressfuljob

increasestheriskofinjurywitheachrotation.(Steven,2003,P.757)

11.Jobrotationhascloserelationswiththeworkstructure,workplacerelationand

culture,andemployees’behaviors.Asusual,experiencedemployeesdonotwant

todonewtypesofjobsorhandovertheircurrentlygoodconditionsorsharetheir
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knowledgeandexperiencesofworkingtonewcomers.(Cosgel&Miceli,2008,

p.170)

12.Itis also very difficultto identify appropriate job foreach people in the

organizationintheprocessofrotating.Ontheotherhand,thereareusuallynot

smallcostsofrotating,includingbothmaterialandnon-materialcosts,suchas

changesinthelivingenvironments,customsandcultures,especiallyforthe

employees’side(MacLeod&Kennedy,1993).

2.1.7DisadvantagesofJobRotation

Hsieh(2004)alsoexplainsthattherearesomenegativeattributesassociatedwithjob

rotation.Firstly,somepositionswithinacompanymaynotbeeligibleforrotation.There

maybepositionswithinacompanythatmaybespecializedduetotechnologyormay

requirehighlyskilled workers.Thesepositionsmaynotfittheprofileforrotation

opportunitiesbecauseofthecostsinvolvedtotraintheworkers.Jaturanondaetal

(2006)explainthatanotherproblem facedbycompaniesisthatsomeemployunionized

workersthatmayberesistanttojobrotationduetostandardunionpractices.Hsiehand

Chao(2004)stateanotherproblem whichfacedbycompaniesisthepossibilityof

having to pay incentives to workers for cooperation with the job rotation

implementationwhichcanleadtowageinequality.Finally,Lynchetal(2004)further

explainsthat,theutilizationofjobrotationmayhavetheeffectofreducingaworkforce

becauseofthecross-traininginvolved;acompanymaynotneedtohireadditionalstaff

tocoverpositionsandmaypossiblylayoffcurrentemployeesnolongerconsidered

necessary.

Ontheotherhand,asLeddy(2017)pointedoutnotallbusinessescanimplementjob

rotations successfully;organizations have to take a look atthese job workplace

program cons:

1.Canbecostlyandtime-consuming

When an employee takes on a new role,they don’tmagically have theirnew



26

responsibilitiesdownpat.There’salearningcurve. Employeesmightneedtrainingto

dotheirnew job,whichcanbecostly(we’retalkingthousandsofdollars)andtime-

consuming(hoursandhours).

2.Couldendupwithdisgruntledemployees

Someemployeesmightnotwanttorotatejobs.Anemployeewhoiscomfortableand

successfulintheircurrentpositionmayworryanotheremployeewouldmessuptheir

process.Youmighthavesomeemployeeswhoexcelattheirjobsandaren’twillingto

learnnew thingsunrelatedtothosejobs.And,youcouldseeemployeeswhoare

stressedoutattheprospectofchangingtheirjobs.

3.Itwon’tfixallyourproblems

Jobrotationprogramsaren’tguaranteedtoincreaseemployeeengagement,sodon’t

putallyoureggsinonebasket.Disengagementcouldbeduetootherfactors.Other

reasonsfordisengagementinclude:

 Lackofpositivereinforcement

 Disconnectwithcompanyculture

 Poorcommunicationandmanagement

Don’tuseajobrotationprogram forthesolepurposeofmakingemployeeshappy

beforegettingtotherootoftheirproblemsfirst.

4.Mightnotbefeasibleforsomeindustries

Forsomeindustriesandpositions,jobrotationisnotrealistic.Thisisespeciallytruein

highlyskilledpositionswhereemployeesneedyearsoftrainingtodotheirjobs.Ifyou

wanttoimplementajobrotationprogram inyourbusiness,makesureit’spossible.

Don’twasteeffortonsomethingthatwon’twork.

5.Yourbusinesscouldsuffer 

Oneofthemostdevastatingdisadvantagesofjobrotationisthatyourbusinesscould
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takeahit.Becauseemployeesarelearningnew skills,therecouldbesomeerrors.

Customerscouldbecomefrustratedbyconfusedemployeeswhomakemistakes.

2.1.8OutputsofJobRotation

Kurtulus(2010)pointedoutfiveoutputsofjobrotationpractice,namely;decreases

monotony,preparationformanagement,increaseknowledge/skill,determiningcorrect

jobanddevelopingsocialrelation.

2.1.8.1DecreasingMonotony

Whenlookedatinitsentirety,from theangleofemployeesundergoingrotationthe

mostimportantassociatedadvantageofdifferentiationatworkisthepreventionof

monotonyandlossofmotivation(Azizietal.,2009).Jobrotationhasfoundwide

acceptanceasameansofreducingmonotony.Movingfrom onepositiontoanotherfor

setperiodsresultsinmobility,new skills,anew workingenvironment,new social

dialogue,newexperiences,newprofessionalfields,removestheemployeefrom going

through the same motions forlong periods oftime,and increases morale and

motivation (Adomi,2006).Going away from psychologically negative effected

job/positionprovidereliefanddecreasestress(Aryanezhadetal,2009).Insimple,

shapedwithcertainboundariesjobsgivinglow ornoautonomy,employeesaremore

exposedtostressandmonotonyarisingfrom thestructureorthecontentofthework,

andthisisknowntobeacauseofjobdissatisfaction.Jobrotationimplementedto

minimizemonotony,rotationandtheresultantincreaseinemployeemotivationleadsto

personaldevelopment,higherqualityworkoutput,andalowerrateofabsenteeism and

ahigherlevelofjobacceptance(UmstotandMitchell,1978,p.868).Whileontheone

handrotationdecreasesmonotonyandnegativereflections,itcanontheotherhand

preventspecialization.Themajorcriticism ofthistechniqueisatthepointwhereit

preventsspecializationforaspecificjob.

Althoughemployeesacquireageneralperspectiveofacompanyorproduction,theyare

preventedfrom gainingspecialistdepthbymovingtodifferentjobsatsetperiodsof

time(Ortega,2001).Ithasbeenstatedthatrotationtechniquecannegativelyaffectthe

personandtheperformanceleveloftheworkinareaswherespecializationisrequired.
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2.1.8.2IncreasingKnowledge,SkillandCompetency

Rotationcanalsobeseenasanon-the-jobtrainingtechniquesupportingtheprincipleof

“learningbypracticalexperience”(Hoetal,2009,p.118).Theresearchperformedby

Eriksson and Ortega (2006)indicated thatjob rotation applications supportboth

employeelearningandtheemployerlearning.Itisatrainingmeansoffacilitatingthe

acquisition ofskills to make the workproductive.Byworking in more than one

departmentorsectionatsetintervalsandlearningbyactuallydoingtheworkoneself,

makesiteasiertoacquiretheknowledgeandskillsrelatedtomanyfunctionalareasof

theorganization(Eguchi,2005).Jobrotationmakespeopleindifferentfunctionalareas

moreconnected.Italsoprovidesindividualswithabetterknowledgeoftheotherparts

ofthebusiness.Hencethegreaterjobrotation,themoreconsensusesiscreated

betweenworkers,whichinfluencestheinterpretationofinformationandprovidesa

mechanism fororganizationallearning (Weerd-NederHofetal.,2002).In this

perspective,the learning is affected in two dimensions,by periods in various

departmentswiththeroutineproceduralprocessesandalsotheaccumulationofthe

employee’spersonalexperienceintherelateddepartments.

In comparison with otherlearning methods,training byrotation allowsforbetter

developmentofknowledge,skillsandcompetencies,andprovideopportunitiestobe

appliedatwork.Thissupportsthecreationofaninfrastructurefortheemployeewith

highermotivation and performance (Ortega,2001).Correctimplementation ofjob

rotationshouldprovidefortheemployeetobeabletoseevariousstagesofthe

productionprocessasawhole(Adomi,2006).Thatis,rotationfacilitatesthelearningof

allaspectsofthe business,allproductsand services,salesand deliveries,even

extendingtoafter-salesservice.Thereforetheemployeehastheopportunitytoseehow

theeffortsofhisowndepartmentandthequalityofhisownproductionaffectother

departments and processes,to know the working conditions and management

techniquesofotherdepartments,toknow detailsoftheterminologyusedinvarious

technicalprocessesatcompanylevel,andtobeawareofthepotentialeffectsofboth

externalandinternalforcesonthecompanyasawhole(eg.from theaspectof

customers,suppliersandshareholders).Bytakingageneralview ofthescaleofthe
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company,theemployee’saccumulation oftechnicalknowledgeand skillsand his

commandofthework,increases.Whenapersonisawareofwhattypeofproblemsa

potentialmistakecancreatefurtherdowntheline,hewilltrytominimizethemistake

andmakeagreaterefforttocontinuallyimprovehiswork.Thismeansthatinthis

conditionthepersonwillbehighmotivatedandtheworkwillbemoreproductive

(Huang,1999).

JobrotationisparticularlytheproductofJapanesecompanies’employmentpoliciesto

ensuretheacquisitionofknowledgeandskillswhichwillhelpemployeesadaptto

changesintechnology(Whittington,2004).Whenitcomestochangesintechnology,

movingfrom onejobtoanotheristhecorrectcourseofactiontobetakentoenable

employees to acquire the skills to facilitate the integration ofnew technological

progresses.Thismobilityincreasesthevalueoftheemployeesinlabormarket,asit

removestheuncertaintyofwhichskillswillbeacquiredforfuturedemandinrelated

branchesofindustry.Thehighestattributesgainedbyjobrotationfortheemployees

aretohavebothsupplyjobsecurityandalsotheopportunitytofindworkeasilyinthe

labormarketinthepossibleeventofleavingwork.

2.1.8.3DevelopmentofManagerialSkills

Thejobrotationapplicationsaresignificantnotonlyforproductionworkersbutalsofor

employeesconsideredasmanagercandidates.InUSandJapanesefirms,qualified

workerswhoareexpectedtobepromotedasmanagersarerequiredtohaveabroad

viewoftheentirefirm.Theworkershaveexperiencedvariousproductionsegmentsby

rotatingthroughdifferentjobs,effectivelylearningmanyaspectsofthecompanyasa

managerpointofview(Eguchi,2005).Rotationinfluencesmotivationandthedirection

ofcareerdevelopment.Theroleadoptedbyrotationincareermanagementandthe

pointsthattriggermotivationcanbesummarizedundertheseheadings(Campionetal.,

1994).Tohaveprogressivecareerstepsitisnecessarytohaveaseriouslevelof

experienceandtheemployeecangainthisexperiencebyrotationtechnique.Rotation

createsenergyandchangeonthecareerpathfortheemployee.New knowledgeand

skills presented by new and differentjobs and departments provide enhancing

performanceinthecurrentposition,qualificationsandcandidatureforthenextcareer
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step,on-the-job training bymeans ofrotation achieves more effective results in

comparisonwithoutdoortrainingororientationprogrammesandgivesmoresupportto

careerdevelopmentthan othertraining methods.In thesecircumstances,rotation

developsanemployee’smanagementskillstowardscareergoals.Inacompanywhich

takestheemployeesviews,suggestionsandcriticismsintoaccountinthedesignofall

processes,jobrotationfacilitatetheacquisitionofmanagerialdecisions.Inotherwords,

itbecomesfeasibleto makeamoreeffectivecontributionto allmanageriallevel

decisionsbytheknowledgeandexperiencegainedfrom variousdutiesinseveral

departmentsandfrom agoodunderstandingofalltheproductionprocesses.Feeling

importanttothecompanyandhavingtheperceptionofmakingdecisionsrelatedtothe

futureofthecompanyincreasestheleveloforganizationalcommitmentandhasa

positiveeffectonmotivation(GallagherandEinhorn,1976,p.361-362).

Rotation technique increases an employee’s problem-solving capability from a

managementangle(Kuijeretal,1999,p.1168).Understandinganddealingwithanew

job,anewdepartment,newstaffandnewworkprocessesbringsmanyproblems.This

maybebecauseinadifferentdepartmentworkingwithdifferentmanagersitmaybe

necessarytochangetheapproachtostaffproblemsandmaybeatthattimeto

abandontheroutinelyusedmethods.Thefactthateverynew problem bringsnew

solutionsandwaysofdealingwiththem generallycreatesawideviewpointrelatedto

thepossiblesourcesofproblemsinthecompany.Especiallyinproductionprocess,

rotationgenerateseffectiveresultscreatedbyaflexibleworkforcereadytodealwith

unexpectedsituations(Allwood&Lee,2004,p.868).Notonlyfortechnicalproblems,

butjobrotationalsoprovidesthecompetencytosolveproblemsrelatedtohuman

factorsanddevelopmanagerialeffectiveness.

2.1.8.4SocialInteraction

Workingwithmanypeopleatdifferenttimeperiods,develophumanrelationsand

supportinternaland externalcommunication among departments.Rotation gives

severalcues abouthow to establish communication with people with different

behavioralcharacteristics.Employeeswhoareclosertoeachotherinasocialcontext

willbeabletoresolveanyproblemswhichmayariseduringtechnicalprocessesmore
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easily.Thismakesitfeasiblefortheworkplacetobemorepeacefulandworktobe

carriedoutwithhighmotivation(Morris,1956,p.269).Despitethis,whenrotation

necessitatesageographicchangetherecanbeunwantedwilleffectemployee’ssocial

andfamilylifenegatively.Manyinternationalfirmsdeploytheiremployeestovarious

countrieswheretheyhavefactoriesinthesamewaythatrotationmightbeappliedin

differentregionsofthesamecountry.Inordertolearnandbesuccessfulfortheperiod

oftherotation,greatereffortisrequiredforworkasitisnew anddifferent.The

workloadincreasesastheemployeeneedstoapplymoretimetonew andmore

complexwork,whichmeansthatsociallifesuffers.Iftherotationnecessitatesa

geographicchange,(atemporarypostingtoanotherfactoryoratemporaryoverseas

postinginaninternationalcompany)thentheemployeeandfamilytogetherneedto

move,bringingtheupheavalofnewsocialcircles,newemploymentforaspouse,new

schoolsforthechildrenetc.(Ofner,1987,p.38).

2.1.8.5DeterminetheCorrectJob/Position

Afirm canobservetheperformanceofeachworkerwithinjobrotationandthenassign

theworkertothemostappropriatejobasdeterminedbythatworker’sskillsand

characteristics (Eguchi,2005,p.190).When performing poorperformance in a

particularjoboveraparticularperiodoftime,rotationisavaluabletoolindeterminingin

whichdepartmentorpositionwouldbemoreproductive.Ifthedatafrom atimeperiod

showsanemployeetohavelowproductivity,bythesystematicmovingontootherwork,

jobrotationallowsforeasierdefinitionofunitsordepartmentswherehighperformance

couldbedisplayed(Jaturanondaetal,2006).Inotherwords,ifanemployeeisinan

unsuccessfulsituationandtheperformancedatasupportthislackofsuccess,oneof

thefirstprecautionswhichcanbetakensoasnottolosetheemployee,istotransfer

them toadifferentjobandthuspreventthedropinperformance.Inthiswaythe

employee can be placed in the mostproductive job orposition.Working in a

comfortablejobwithanoverlappingofknowledgeandskilllevelshasapositiveeffect

onmotivation(Adomi,2006).
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2.1.9DefinitionofEmployeeEngagement

Literatures acknowledge thatthere is no universallyaccepted wayofmeasuring

employeeengagement.Organizationstypicallymeasureemployeeengagementusing

survey items addressing organizationalantecedents and/ordrivers ofemployee

engagement,the engagementconstructitself,behavioraloutcomes ofemployee

engagement,orsomecombinationofallfour(Swarnalatha&Prasanna,2013).Andalso

itbecameevidentfrom literatureemployeeengagementisdefineddifferentlybyvarious

organizationsandauthors.Thesedefinitionsareinmostcasesadaptedtowhatthe

organizationsdeem importantforthem.

Vance(2006)explainsthattherearecommonthemesthatemerge.Someofthese

themes include employees’satisfaction with theirwork and being proud oftheir

employer.Itincludestheextenttowhichpeopleenjoyandbelieveinwhattheydo.It

alsorelatestotheperceptionthattheiremployervalueswhattheycouldofferthe

organization.Stockley(2007)definesengagementastheextentthatanemployee

believesinthemission,purpose,andvaluesofanorganization,anddemonstratesthat

commitmentthroughtheiractionsasanemployeeand theirattitudetowardsthe

employerandcustomers.Mostoftenithasbeendefinedasemotionalandintellectual

commitmenttotheorganization(Baumruk,2004;Richman,2006),ortheamountof

discretionaryeffortexhibitedbyemployeesintheirjobs(Franketal.,2004)

Robinson’sdefinitionofengagement(2004)istheemployee’spositiveattitudetowards

the

organizationanditsvalue.Employeeengagementmeansworkingwithco-workersand

being

consciousofthebusinesscontexttoadvanceperformanceinthejobfortheadvantage

ofthe

organization.

Gibson(2006)definesemployeeengagementas“aheightenedemotionalconnection

thatan

employeefeelsforhisorherorganization,thatinfluenceshim orhertoexertgreater
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discretionaryefforttohisorherwork”(ascitedbyKhan,2007).GallupConsulting(2008)

describesemployeeengagementas“theextenttowhichemployeesarepsychologically

connectedtosomethingorsomeoneintheorganization”.

Insummary,althoughthedefinitionandmeaningofengagementinthepractitioner

literatureoftenoverlapswithotherconstructs,intheacademicliteratureithasbeen

definedasadistinctanduniqueconstructthatconsistsofcognitive,emotional,and

behavioralcomponentsthatare

associatedwithindividualroleperformance.Andalsoemployeeengagementisrelated

to rationalprocessesofjudgment,reasoning,perceptionand memory,aswellas

relating to feeling,emotion,mood and sensibilities.Furthermore,engagementis

distinguishable from several related constructs, most notably organizational

commitment,andorganizationalcitizenshipbehaviorandjobinvolvement.Ingeneral,

Literaturereviewssuggestmostdefinitionsofemployeeengagementaresimilarin

termsoftheirkeycomponents.Thesecommoncomponentsincludeenthusiasm for

work,commitment,organizationalpride,employeealignmentwithorganizationalgoals

andawillingnesstoexertdiscretionaryeffort(Vance,2006;Robinson,2007;Schneider

etal.,2009).

2.1.10CategoriesofEmployeeEngagement

AccordingtoCoffman(2002),thereare,intermsofengagement,threegroupsof

employees:

Engaged,Notengagedandactivelydisengaged.

Engaged

Engagedemployeecanbedescribedasonewhoisdesirousofhisjob,ispersonally

responsibleandobligatedtohis/herworkinthecompany.Anengagedemployeecould

gofurtherthantheirjobdescriptionandhelpimprovethecompany’sstandinginthe

marketplace.Vazirani(2007)statesthatanengagedemployeeisabuilderasheis

awareofwhatisexpectedofhim inhisjobandheisabletoachieveit.Anengaged

employeeworksconsistentlyeverydayatasignificantcommittedlevelusinghiseffort,

talentandstrengthandcomesupwithinnovationtouplifthiscompany’sstatus.Bakker
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(2008)haselucidatedthatthereareatleastfourreasonswhyengagedworkersperform

betterthan non-engaged workers.Engaged employees often experience positive

emotions,includinghappiness,joyandenthusiasm;experiencebetterhealth;create

theirown job and personalresources;and transfertheirengagementto others.

According to Mishraetal.(2013),engaged employeesaredescribed as:“Engaged

employeesworkwithpassionandtheyfeelaprofoundconnectiontotheircompany.

Theydriveinnovationandmovetheorganizationforward.”

NotEngaged

AccordingtoCoffman(2002)thesecondgroupofemployeeisthe“NonEngaged

Employees”

thosekindofemployeedonothaveenergyduringperformingtheirjob.“NonEngaged

Employees”AccordingtoVazirani(2002)havetendencytoconcentrateonthetask

ratherthantheoutcomesthatthecompanytrytoachieve,theydoandfinishwhatthey

havebeentoldtodo.Theyconsiderthemselvesbyaccomplishingtheirtaskthey

achieve a result.According to Mishra etal.(2013),notengaged employees are

described as:“Not-Engaged employees are essentially ‘checked out’;they are

sleepwalkingthroughtheirday,puttingtime–butnotenergyandpassion intotheir

work.”

ActivelyDis-engaged

The third group is “Actively Disengaged Employees”. Those employees are

characterizedas

openlyunhappywiththeirjobsandtheytrytoconvinceengagedemployeestobe

disengaged.

AccordingtoVazirani(2007),thistypeofemployeescanbedescribedas“cavedwellers”

astheyareconstantlyagainsteverythingandtheyalwaystrytoview everythingwith

negativity

influencingthosearoundthem.Inaddition,Vazirani(2007)revealedthatemployees
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increasingly

dependoneachotherinthecreationofproductsandservices.Sotherefore,anactively

disengagedemployeeseekingproblemsmayaffecttheperformanceofthewhole

organization.According to Mishraetal.(2013),activelydisengaged employeesare

describedas:“The‘activelydisengaged’employeesarejustnotunhappyatwork;they

arebusyactingouttheirunhappiness.”

2.1.11MeasuringEmployeeEngagement

Engagementisameasurableconstruct.Therearenumerousemployeeattitudesurveys

inusecurrently,manydevelopedin‐housebyorganizations’HRdepartmentswiththe

aim ofmeasuringengagementlevelsinthecompany.Therearealsoanumberof

measuresproducedbylargeconsultanciesandsurveyhousesthatalloworganizations

to benchmarktheirlevelsofengagementagainstdataderived from hundredsor

thousandsofcompanies.

Anumberofdefinitionsareusedforthemeasurementofemployeeengagementinthe

previousresearchesdependingontheconstructsmeasuredfordefiningengagement.

Mostofthedefinitionsfocusonpositiveattitudeandbehaviorsthatenablehighjob

performance

thatisintunewiththeorganizationssuccess.TheUWES(UtrechtWorkEngagement

Scale)developed byShaufeli,Bakkerand Salanova (2006)is a populartoolthat

measuresthreeareasofengagementrepresentingbehaviour,emotionalandcognitive

dimensions.Mostoftheresearchers’effortswereonmeasuringengagementatthe

levelofindividualemployeeorworker.Theseindividualscoresareaggregated to

measureemployeeengagementlevelsatthegrouplevelsororganizationallevel.

ThethreedimensionsofUWESscalecorrespondstovigor,dedicationandabsorption

respectivelyinoneswork.GalluporganizationHarter,Schmidtandkeyes(2003);Harter

andSchmidt(2008)researchershavequalitativelyandquantitativelyassessedthemost

salientemployee perceptions ofmanagementpractices across a wide varietyof

industriesinoverpast30years.Themethodologyunderlyingresearchwascenteredon

thestudyof“success”Thestudyofproductiveworkgroupsandindividualsratherthan
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thestudyoffailuresinorganizations.Resultsyieldeda12-item workengagementindex

andhaveseveralpopularbooks.Barter(2003)Nationalcitybankconductedvarious

kindsofsurveyandcollecteddatatoexamineandimprovethelevelofretentionofstaff

byfocusingonwhatmadeemployeesmoreengagedintheirworkandhow thiswas

linkedtoimprovingcustomerrelations.

Gallup’sQ12Employeeengagementassessmentisdesignedtouncoverthethingsthat

reallymatterto employeeengagementand businessperformance.It’sbacked by

rigorous science linking itto nine integralperformance outcomes.And Gallup

researcherscontinuallystudyfindingsfrom researchtolearnmoreaboutemployee

engagementanditsimpactonorganizationalandteam performance.Theystudiedthe

differencesinperformancebetweenactivelyengagedandactivelydisengagedwork

unitsandfoundthatthosescoringinthetophalfonemployeeengagementnearly

doubledtheiroddsofsuccesscomparedwiththoseatthe99thpercentilehadfour

timesthesuccessrateatofthoseatthefirstpercentile.Thesekindsofperformance

differencesarealwaysimportanttobusinessesbuttheyareespeciallycrucialduring

recession.

Richetel.(2010)adoptedkhan’sconceptualframeworkanddevelopedascaletotest

itsvaliditymaintainingkhan’sdistinctionbetweenphysical,emotionalandcognitive

engagement.Theyfoundthatthethreedimensionswereempiricallydistinctbutcould

becombinedintosinglemeasure.Intheirstudyamongfirecrewtheyfoundthatvalue

congruence,perceivedorganizationalsupportandapositivecoreself-evaluationserved

assignificantantecedents.

BalainandSparrow (2009)suggestthatengagementsurveysrepresentamechanism

foremployeefeedbackwhichisusedperiodicallyasagaugetoshow how wellthe

organizationisdoing.However,becauseofthediversityinthedefinition,assumptions

anduseofemployeeengagement,andthedifferingrequirementsofeveryorganization,

thereislikelytobeawidevariationbetweenallsuchmeasuresinwhatisactually

measuredandorganizationsareadvisedtobenchmarktheirengagementscoreswith

caution(Balain&Sparrow,2009).
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Organizationsarethereforeleftwith adilemmawhen choosing how to go about

measuringengagement:

‘Organizationsmayhavetochoosebetweenastandardmeasurethatdoesnotquite

meettheirrequirements,butenablesbenchmarking,andacustomizedmeasurethatis

idealineverywayexceptfortheabilitytocomparewithotherorganizations.’(Robinson

etal.,2007,p.24)

Whenmeasuringengagement,employerscanexploreavarietyoffactorsincludingthe

extentofanemployee’sprideintheirorganization,theirwillingnesstogotheextramile,

beselflessandactasateam player,theirbeliefintheorganization’sproductsand

servicesandtheirbeliefthattheorganizationenablesthem toperform attheirbest

(Robinson,2007).

Macey& Schneider(2008),measuredbyanequallyweightedcombinationoffour

individualelements:pride,satisfaction,advocacy and retention.The rationale is

straightforward:anengagedworkforceisonewhoseemployeeshaveprideinandare

satisfiedwiththeirorganizationasaplacetowork,andwhoadvocateforandintendto

remainwiththeirorganization.Inthisconceptualization,employeeengagementisa

resultoforganizationalpoliciesandpracticesandleadershipandmanagerialbehaviors

thatprecedethestateofemployeeengagement,whichitselfprecedethedisplayof

discretionary effortthatpromotes heightened individual,team and organizational

performance.

Inthisstudy,engagementlevelofemployeesinbothpublicandprivatebanksinthe

caseofGurageZonebasedonfouritems:commitmenttothejobandorganization,

prideinthejobandintheorganization,willingnessto advocatethebenefitsand

advantagesofthejobandorganization,satisfactionwiththejobandorganizationrated

onabalancedfive-pointLikertagreementscalewhichwereadoptedfrom kenexa

EmployeeEngagementIndex(EEI)citedinSwarnalatha&Prasanna(2013),typically

reportedaspercentfavorable,thatis,theaveragelevelofagreementacrossthefour

items.EEIcoefficientalpha,aninternalconsistencyestimateofreliability,isquitehigh

at0.91.



38

2.1.12RelationshipbetweenJobRotationandEmployeeEngagement

Aclearanddefiniterotationpatternwillprovidecomfortandsecurityfortheemployees,

asmentionedpreviously.Itisrelatedtogoodsocialrelationswithnew colleaguesin

new workplaces,increasing theirworkmotivation,sense ofengagement,and job

satisfaction.Jobrotationisseentohaveanimpactinreducingemployeeboredom

(Azizietal.2010),increasingjobsatisfaction(Chenetal.2013,Hoetal.2009),and

positivelyaffectingworkengagement(Kim etal.,2016).

AstudybyShinandYu(2017)alsorevealsthatperceptionofrotationhasapositiveand

significanteffectonjobinvolvement.Thisisinterestingforresearcherstoprove,using

thevariablepattern ofjob rotation,whetheritcan bepleasantorunpleasantfor

governmentofficialstoworkinagencieswithrotationpoliciesthatdemandthem to

movetoanyareasinIndonesiawhich,ofcourse,havedifferentculturalcharacteristics,

facilitiesandinfrastructureavailability,

affordabilityofaccess,andtheotherenvironmentaldifferences.However,Prasetyoand

Rachmawati(2021)foundoutjobrotationhasanegativeandnosignificanteffecton

employeeengagement.

2.2SomeoftheExistingModelsofEmployeeEngagement

2.2.1AonHewittEmployeeEngagementModel

Itisamodelofemployeeengagement,whichobservesbothanemployees’stateof

engagementaswellasorganizationalantecedents.Inthemodelsixmajorcategories

oftheworkexperiencethatincludestheworkpeopledo,thepeopletheyworkwith,

opportunities,totalrewards,company practices and generalquality oflife.An

individualbehavioralandpsychologicalstateandengagedemployeesconsistently

demonstratethreegeneralbehaviors.Theyare:

(1)Say–consistentlyspeakpositivelyabouttheorganizationtocoworkers,potential

employees,andcustomers;

(2)Stay– havean intensedesireto beamemberoftheorganization despite

opportunitiestoworkelsewhere;
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(3)Strive–exertextratime,effort,andinitiativetocontributetobusinesssuccess

.

Figure2.1:AonHewittEmployeeEngagementModel

Source:Adoptedfrom DuttaandSharma(2016)

Themodelofdriversofengagementisbasedonanattitudesurveyconductedon

fourteenorganizations.Basedonthefindingsofthesurvey,thestudyconcludedthat

thereisastronglinkbetweenfeelingvalued,involvedandengagementwhichisclearly

illustratedinthemodel.

2.2.2GallupQ12–EmployeeEngagement

Themodelcreatesameasurementandfeedbacksystem foremployersthatwould

identifyelementsofemployeeengagementcloselylinkedtothebottom linethrougha

12-questionsurveythatidentifiesstrongfeelingsofemployeeengagement.Factors

such as retention,customer loyalty,profitability,productivity and safety are

consideredwhiledesigningthesurveyquestionnaire.
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Figure2.2:GallupQ12–EmployeeEngagementModel

Source:Adoptedfrom DuttaandSharma(2016)

Inthismodel,studiesrevealedthatthereexistsastrongcorrelationbetweenhigh

scoresandsuperiorjobperformance.

2.2.3RightManagement’sEmployeeEngagementModel

Itis a two-constructmodelthatuses job engagementas firstconstructand

organizationengagementasthesecondconstruct.Themodelhasusedfourmain

components,whichbasicallydescribesthebehaviouralandemotionalaspectsof

engagement

1.Commitmenttothejobandorganization

2.Prideinthejobandintheorganization

3.Willingness to advocate the benefits and advantages of the job and

organization

4.Satisfactionwiththejobandorganization
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Figure2.3:RightManagement’sEmployeeEngagementModel

Source:Adoptedfrom DuttaandSharma(2016)

This modelconfirms thatwhen people evaluate theirexperience ofthe job and

organizationinapositivemanner,theyinturnengageinbehaviorsthatenhanceboth

jobandorganizationalperformance.

2.2.4Penna’sHierarchicalModelofEngagement

Itisahierarchicalmodelofengagementatdifferentlevelsofmanagement.Asthe

hierarchygoesupinthemodel,theemployermeetsengagementfactorssuccessfully.It

highlightsthatworkforceofanorganizationseekstofindmeaningatwork.

Figure2.4:Penna’sHierarchicalModelofEngagement
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Source:Adoptedfrom DuttaandSharma(2016)

Penna(2007)hasgivenahierarchicalmodelofengagementfactors,whichshowsthe

impacteachlevelwillhaveontheengagementandretentionoftalentinanorganization.

Hesaidthatthemeaningatworkifonceachieved,willleadtoemployeeengagement.

Thismodelhasgivenhierarchywhichstartsatbasicworkingconditions,thenlearning

developing,careergrowthandadvancement,thengoodleadership,trustandrespect

whichwillleadtobettermeaningforthe

16jobofanyemployee.Ifapersonreceivesmeaningfulnessinthatjob,itwillhelpto

betterattractgoodemployees,retainingthem andforengagementoftheemployees.If

the organization successfully achieves these engagementfactors,itwillbe big

achievementforhavingengagedemployees.

Therehasbeenlittleinthewayofemployeeengagementmodelortheorydevelopment.

Whileelaboratingtheconceptofemployeeengagement,researcherslikeKhan(1990),

Maslachetal.(2001),Robinsonetal.(2004),Saks(2006)AonHewitt(2011)andPenna

(2007)formulated differentmodelsthatcategoricallydiscussed aboutthevarious

dimensionsofemployeeengagement.

2.2.5SaksModelMultidimensionalApproach

AccordingtoSaks2006definedEngagement“adistinctanduniqueconstructthat

consistsofcognitive,emotional,andbehavioralcomponentsthatareassociatedwith

individualroleperformance”.Healsopointedoutthatengagementisdistinguishable

from severalrelatedconstructs,suchasorganizationalcommitment,organizational

citizenshipbehaviorandjobinvolvement.Thisstudyprovidedoneofthefirstempirical

testsoftheantecedentsandconsequencesofemployeeengagement(Saks,2006).The

coreofSaks(2006)modelwasbasedonthehypothesesthatthereweretwotypesof

employeeengagement:jobengagementandorganizationengagements.Hewasthe

firstacademicresearchertodifferentiatethesetwostatesofengagement.Hiswork

providedanimportantbridgebetweenpreviousearlytheoriesofemployeeengagement,

practitionerliterature,andtheacademiccommunity(Shuck&Wollard,2010).Inorderto

testhismodel,Saks(2006)surveyed102employeesworkinginavarietyofjobsand
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organizations.Hefoundthattheantecedentvariablesexplainedasignificantamountof

thevariancebetweenjobengagementandorganizationengagement,mostimportantly,

jobcharacteristicsforjobengagementandorganizationalsupportforbothstatesof

engagement.Moreover,thisstudyalsoshowedthetwostatesofengagementpositively

correlatedwithjobsatisfaction,organizationalcommitment,organizationalcitizenship

behavior,andintentiontoquit(Saks,2006).

Saks2006explainedtheoreticalfoundationforexplainingemployeeengagementcan

befoundinsocialexchangetheory(SET),Hedescribedwhyhechoosesocialexchange

theoryinstead ofothersboth Kahn’s(1990)and Maslach etal.’s(2001)models

“indicate the psychologicalconditions or antecedents that are necessary for

engagement,theydonotfullyexplainwhyindividualswillrespondtotheseconditions

withvaryingdegreesofengagement.”A basicprincipleofSETisthatrelationships

changeovertimeintotrusting,loyal,andmutualcommitmentsaslongastheparties

acceptbycertain“rules”ofexchangeSaks(2006).SETarguesthatobligationsare

generated through a seriesofexchangesbetween partieswho are in a state of

reciprocalinterdependence.Rulesofexchangeusuallyinvolvereciprocityorrepayment

rulessuchthattheactionsofonepartyleadtoaresponseoractionsbytheotherparty.

Hence,itcanbestatedthatthelinkbetweendifferentpredictorsandengagementmay

bestrongerforindividualspossessingastrongexchangeideology.Asithasbeen

described,employee engagement consists of a psychological and emotional

connection between employeesand theirorganization which could beturned into

negative orpositive behavioratwork.The organization plays the main role of

engagement.

InthisstudyRightManagement’sEmployeeEngagementModelandGallupQ12–

EmployeeEngagementwereadapted.

2.3ReviewofEmpiricalStudies

Manyresearchershavebeencarriedoutonissuesrelatedtojobrotationpracticeson

employeejobmotivation,commitment,andinvolvementandalsoonfactorsaffecting

employeeengagementingovernmentandprivatebanksusingdifferentvariablesand
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differentsettings.Inthisstudysomeoftheempiricalstudiesrelatedtojobrotation

practiceandemployeeengagementarepresented.

Christibaetal.(2021)onimpactofjobrotationonemployeeinBankingSectorinIndia

andemployingexploratoryanddescriptivedesignfoundoutthattherespondent’s

appreciate the effectiveness ofjob rotation program in theirorganization.The

researchersconcludedthatthereisaconstructiveimpactofjobrotationonemployee

engagementandtheemployeesarestronglyagreedthattheyarefullyfocusedonwork

butthereisalesssignificanttrainingprovidedtothem beforeundergoingjobrotation.

Propertrainingprogram shouldbeprovidedtothebankemployees,becauseasthey

pointedout,itismoreimportanttoimproveemployeeengagementinthebanking

sector.Theyrecommendedthatemployeeshavetobeinvolvedintheimplementation

processandusetheprogram todevelopemployeestoincreasetheirperformancelevel.

Furthermore,theystressed thattheprogram mustbenefitboththeemployerand

employeeintheorganization.

DinkarandRita(2021)conductedtheirstudyonaninvestigationofvariablesimpacting

employeeengagementinselectedbanksofMumbaiArea,Indiaaimedattodetermine

theimpactingdriversofemployeeengagementusingbehavioraleconomicinsights

in Practices and policies,Growth,Sustainabilityand progression,Relatedness,

Recognition and rewards on selected banks.Respondents were 200 bank

employees,male and female ofdifferentage.The researcheremployed a

descriptive-quantitativedesign.Factoranalysisshowedthattherearefivemajor

variablesaffectingemployeeengagementnamelybankpracticesandpolicy,growth,

sustainability and progression,relatedness and recognition and rewards.The

resultsrevealedthatthereisapositiveimpactoftheidentifiedfactorsonemployee

engagement.The correlation analysis established thatdrivers of employee

engagementhasarelationshipwithdemographicfactorsastheymotivatethe

employeestobemoreengagedresultinginexpectedorganizationaloutcomes.The

resultsalsofoundthatengagementdiffersincaseofgender,butdonotdifferin

caseofeducationalqualifications,job profile,age,tenureofemploymentand

maritalstatusofthe respondentasfemaleemployeesarefoundtobemore
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engaged.

Raytonetal.(2019)aimedattodeterminetheimplementationofhumanresource

managementpractices,suchasjobrotationandperson-jobfitthataffectemployee

engagementthroughjobsatisfactionasamediatingvariable.Dataanalysisinthis

researchusedexplanatoryresearch

withaquantitativeapproach.Thisresearchfocusesonpublicorganization’staxofficers

in

SouthSulawesiwithprimarydataacquiredusingastructuredquestionnaireanswered

by

208respondentsandtestedusingstructuralequationmodeling(SEM).Theresults

indicate

thatjobsatisfactioncouldincreaseemployeeengagement.Whilethehypothesistesting

showsthatjobrotation,person-jobfit,andjobsatisfactionsignificantlyaffectemployee

engagement,job rotation and person-job fitdo notsignificantlyaffectemployee

engagement.

Nevertheless,withjobsatisfactionfeltbyemployees,theeffectofjobrotationand

personjobfitonemployeeengagementwilloccur.

Sun(2019)onemployeeengagementreviewedliteraturespointedoutthatthereare

threeshortcomingsinpreviousstudies:lackofresearchondemographicvariables,

personalitydifferencesandcross-culturaldifferencesinemployeeengagement,lackof

researchonthemediatingormoderatingroleofemployeeengagement,andlackof

interventionmechanism foremployeeengagement.

Segenet(2018) was conducted to examine what factors influence employees'

engagementinthreeselectedprivatebanks(Abyssinia,Buna,andEnatbanks)inAddis

Ababausing252participants,ofwhich141,71and40weretakenfrom Abyssinia,Buna

andEnatebank,respectively.Descriptiveandmultipleregressionanalysiswereusedto

analyzethedata.Thefindingsofthestudyrevealedthatjobcharacteristics,rewardand

recognition,organizationaljustice and perceived organizationalsupportwere all

positivelyand significantlycorrelated with employees'engagement.Moreover,the
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multipleregressionresultindicatedthatjobcharacteristics,rewardandrecognitionand

perceivedorganizationalsupportwerethefactorswhichhadastatisticallysignificant

andpositivelyeffectonemployees'engagementwhereasorganizationaljusticewasthe

factorwithinsignificanteffectonemployees'engagement.Jobcharacteristicswasthe

mostcontributingfactorinpredictingemployees'engagementfollowedbyrewardand

recognitionand

perceived organizationalsupportin theirrespective orderand recommended that

managers

shouldprovideavarietyofjobsthatarechallengingandshoulduseemployees'skills,

and provide with the appropriate supportbecause employee who perceive higher

organizationalsupportaremorelikelytorespondwithgreaterlevelsofengagementin

theirjobandintheorganization.

Yonas(2018)conductedonfactorsaffectingemployeeengagementinthecaseofCBE.

Thestudyadoptedaquantitativeresearchapproach,throughtheuseofquestionnaire

providedpredominantlydescriptivedata.Toexaminethesefactorsthestudyused

OrdinaryLeastSquare(OLS)andTobitModelofestimationtechnique.Theresultofthe

analysisrevealedthat,exceptforinternallocusofcontrol,allvariableusedinthe

regressionsuchas:JobCharacteristics,RewardandRecognition,WorkingEnvironment,

Organization Support and Supervisory Support were positively affect employee

engagement.Moreimportantlyitisfoundoutthatperceivedsupervisorysupportisthe

strongestfactorthatdeterminesemployeeengagementwhereastheleastisworking

environment.

Fasil(2019)on the effectofjob rotation on employees’motivation:the case of

WegagenBankS.C,thestudyrevealedthat an output job rotation factor on

employees’motivation was positiveandsignificant.Basedonthisthe researcher

concludedthatjobrotationsignificantlypredicttheoverallemployees’motivationin

the company and according to the descriptive analysis the overallemployees’

motivationinthecompanyisfoundatmedium oraveragelevel.

Teshome(2018)whoconductedtheeffectofjobrotationonemployeemotivationand
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jobinvolvementinthecaseofCommercialBankofEthiopiafoundthatjobrotationis

moderatelyknowninCBE.Thestudyalsofoundthatjobrotationpracticeshavea

moderateeffectandpositiverelationshipwithmotivationandjobinvolvementofthe

employeesofCBE.Moreover,jobinstructionaltrainingandcoachingarewidely used

methodsto develop the knowledge and skilltowardsthe employeesin CBE.The

authorsuggestedthatbyboostingjobrotationpractices,employeesofCBEcould

bemotivated and involved.Itwas found thatwhen employees are rotated,they

becomemoremotivatedandjobinvolved.

2.3ConceptualFrameworkoftheStudy

Basedontheoverallreview literaturesandempiricalstudiesreview,theconceptual

frameworkofthestudyisdescribedbelow,wherejobrotationpracticeplan,provisionof

supportduring job rotation practices,job rotation practice plan communication,

evaluationofjobrotationprogram andeffectivenessofjobrotationpracticesarethe

independentvariablesandemployeeengagementisthedependentvariable.

Figure2.5:ConceptualFrameworkoftheStudy

IndependentVariables DependentVariable

Effectsofjob

rotationpractice

planpracticeon

Effectsofjob

rotationplan

communication
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Source:Adaptedfrom Teshome(2018),Fasil(2019),Hitakshi&Sandhir(2016)

ChapterThree

MethodologyoftheStudy

Thischaptergivesbriefandpreciseexplanationaboutthemethodologicaltoolsthatthe

researcherusedtoaccomplishtheobjectivesofthestudy.Thechapterorganizedas

follows:description ofthestudyarea,research design,research approach,target

population,sampling techniques and sample size determination,method ofdata
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Effectsof
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collectionandinstruments,validityandreliabilityoftheinstruments,variablesandtheir

measurements,methodofdataanalysisandethicalconsiderations.

3.1DescriptionoftheStudyArea

ThisstudywasconductedinGurageZonefoundinSouthernNations,Nationalities,and

Peoples'Region(SNNPR)ofEthiopia.Guragezoneisborderedonthesoutheastby

HadiyaandYem specialworeda,onthewest,northandeastbytheOromiyaRegion,and

on the southeastby Siltie.Its highestpointis MountGurage.Wolkite is the

administrativecenteroftheZone,whichislocatedbetween7°76′and8°45’Nlatitude

and37°46′and38°71′Elongitudeandhas15woredaandfivetownadministrations.It

coversanareaofabout5932 km2.Thereare403ruraland20urbankebeles(the

smallestadministrativeunitswithapopulationof5000onaverage)inthiszone.Based

on the information obtained from the SNNP Bureau ofFinance and Economic

Development,thisZonehasatotalpopulationof1,673,441,ofwhom 854,029were

womenand819,412weremen;withatotalareaof109,015squarekilometers.The

densityperson/sq.km.is181.Theelevationinmeteris376-3500(BOFED,2016).
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Figure3.6:MapofGurageZone

Source:GurageZoneRecordoffice(2017)

3.2ResearchDesign

Researchdesign,isallabouthow theresearchisdesigned,whethertheresearchis

explanatory,

exploratoryordescriptive.Descriptiveresearchdesignarethoseresearches,which

concentratesonrelatingandexaminingissues,andfindsouttherelationshipbetween

thepresentphenomena(Choetal.,2013).Moreover,descriptiveresearchisalsoknown

asstatisticalresearch,wherescopeanddepthofthestudyiscovered.Whenthereisa

need offinding the relationship between variables in a research,an explanatory

research design can be employed.Explanatoryresearch design is known forits

investigationtype,suchasinfluences,impacts,andeffect(Maxwell&Mittapalli,2008).

Moreover,explanatoryresearchdesignisusedtotestmeanings,effects,causesand

impact,relationshipanddifferenceswhichtheresearcherwantedtoexplain(Qi&Chau,

2012).
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Asthetitleoftheresearch,“TheImpactofJobRotationPracticesonEmployees’

Engagement:AComparativeStudybetweencbeandnibinternationalBanksinGurage

Zone”,invitedexplanatoryresearchdesignimplementation.Sincethestudywasaimed

atinvestigatingtheimpactofindependentvariables“jobrotationpractices”onthe

dependentvariable “employee engagement”,itmatched to the characteristics of

explanatoryresearchdesign.Therefore,descriptiveandexplanatoryresearchdesign

wasused.

3.3ResearchApproach

Asfarasthestudywascomparative,quantitativeapproachwasemployedtoanswer

theresearchquestions.Itwasbasedontheassumptionthatquantitativemethodwas

sufficientto addressa research problem.Moreover,in quantitativeresearch that

involves large samples planned questionnaire can be numericallyand statistically

analyzed(Areebaetal.,2016).Ontheotherhand,quantitativeresearchenabledthe

researchertocollectobjectiveandnumericaldatatoapplystatisticalmethodswhich

areusefultoestablishrelationshipsofthethestudyvariables.

3.4TargetPopulation

Inthisstudy,thetargetpopulationwasall463clericalemployeesinCBEand235NIB

InternationalBankinGurageZone.NIBInternationalBankwaschosenbecauserelative

toprivatebankswhicharefoundinGurageZone,thestatedbankdominatedinthe

numberofbranches.However,inordertomanagethedataproperlyandsinceall

branchesoftheCBEandprivatebanksalmostusesimilarprocedures,theresearcher

usedfourteenbranchesclericalemployeesfrom sevenworedasasasamplingframe

forCBEaswellasforNIBInternationalbank.

3.5SamplingTechniquesandSampleSizeDetermination

3.5.1SamplingTechniques

In this study,differenttypes ofsampling techniques were employed.Purposive

samplingtechniquewasusedtoselectCBEandNIBInternationalbankbrancheswhich
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arefoundinGurageZone.Theresearcherchosethesebanksectorsandthezone,

becauseoftimeandcostconstraints(costofdatacollectionandanalysis)andsinceall

branchesoftheCBEandprivatebanksalmostusesimilarprocedures.Butinorderto

selectbranchesfrom each,simplerandom samplingwasusedtoselectsevenworedas,

namely,Wolkite,Butajira,Bue,Agena,Emdibir,EnemorandArekit.Ontheotherhand,to

selectthenumberofemployeeswhowereinjobrotationpracticesfrom thetwobank

sectors,combinationofstratifiedandsimplerandom samplingtechniqueswereused.

Theresearcherhaschosenthesetechniques,becauseasfarasdifferenttownsand

woredasareconcernedandasKothari(2004)pointedout,stratifiedsamplingtechnique

isusedinordertoobtainarepresentativesamplewhenthepopulationfrom whichthe

sampleisdrawndoesnotconstituteahomogenousgroup.

3.5.2SampleSizeDetermination

Thesamplesizeoftheemployeesfrom thewholeCBEbranchesandNIBInternational

bankbranchesofGuragezoneweredeterminedasfollows.Butthesamplesizethe

employeesfrom eachofthesevenselectedadministrativetownsandworedaswereset

usingproportionalallocationrule(AjayandMicah,2014).AccordingtoYamane(1967),

with95%confidenceleveland0.05samplingerror,thesamplesizewasdeterminedby

theformula:n= N

1 +N(e)2

ForCBE: = = ,nCBE

NCBE

1 +NCBE(e)2

= =214.600232≅215
463

1 +463(0.05)2

463

2.1575

ForNIB: = = where,nNIB

NNIB

1 +NNIB(e)2

= =148.031496≅148,
235

1 +235(0.05)2

235

1.5875
nCBE

=samplesizefrom theCBE, =totalclericalemployeesinCBE, =samplesizeNCBE nNIB

from theNIB, =totalclericalemployeesinNIBande=levelofsignificance=5%.NNIB

Therefore,the sample size ofthe studywas215 employeesfrom CBE and 148

employeesfrom NIBInternationalbankintheselectedbranches,butforthesakeof

contingency,5%ofthesamplewasaddedto and sothatthesamplesizeofthenCBE nNIB

studywere236and155respectively.Ingeneral,thesamplesizeforthewholestudy
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was381.Inordertodeterminethenumberofemployeesfrom eachoftheselected

branchesfrom both,theresearcherusedproportionalallocationrule(Ajay&Micah,

2014):

,where =1,2,3,…,7;n=samplesizeofCBEorNIB; =samplesizeof=ni (
Ni

N)(n) i ni

employeesfrom eachoftheselectedbranches; =totalnumberofemployeesineachNi

oftheselectedbranches;andN=totalnumberofemployeesinCBEorNIBintheseven

woredas

ForWolkiteMainBranch: ,where == = =31.1698≅31nWMB (
NWMB

NTETW
)(n) (

236

265)(35) nWMB

samplesizeofemployeethathavebeentakenfrom Wolkitemainbranch, =totalNTETW

numberofemployeesintheselectedfourteenbrancheswhowereinjobrotation

practices.Theremainingsamplesizeoftheemployeesfrom eachbrancheswere

calculatedusingproportionalallocationruleaccordingly.

3.6MethodsofDataCollectionandInstruments

3.6.1SourcesofData

Bothprimaryandsecondarysourcesofdatawereused.Fortherealizationofthisstudy,

theresearcher,therefore,employedprimarysourceofdatawhichwascollectedthrough

questionnairesfrom thesampledemployeesineachoftheselectedbranchesfoundin

GurageZone.Inthisstudy,documentreviewmethodofdatacollectionwasadoptedto

gatherrelevantinformationfrom documentsheldintheselectedbranchesinrelationto

jobrotationpractices.Inaddition,annualreports,manualsjournals,etc.werereviewed.

3.6.2DataCollectionInstruments

Thetoolsofdatacollectiondependonthenature,theobjective,andthemethodofdata

analysisandthescopeofthestudy.Theavailabilityofdata,time,personalandother

facilityalsoinfluencetheselectionoftoolsusedforthestudy.Inordertogetvaliddata

regardingtheeffectofjobrotationpracticesonemployeeengagementintheselected

CBEandnibinternationalbanksquestionnaireanddocumentreview wereservedas
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datacollectioninstruments.

3.6.2.1Questionnaire

In this study,questionnaire was developed and conducted.The researcherused

questionnaireasthemaindatagatheringtoolsbecausequestionnaireisbelievedtobe

bettertogetlargeamountofdatafrom respondentsrelativelyinshortperiodoftime

withleastexpenditure(Kothari,2004;Leary,2004).Ontheotherhand,thechoiceof

usingquestionnaireasmethodofdatacollectionhasconsideredthefactthatabankis

averybusyworkingplaceandemployeeshavealimitedtime.So,thismethodisopted

inordertoavoidinterfereofemployees’workinghours.

Thequestionnaireisstructuredandself-administeredforefficientuseoftimeand

financeforlargeanddispersedbranches.Inthequestionnaire,structuredandclosed–

endedquestionswereincluded.Thesurveyinstrumentcontainstwosections.Thefirst

section included the demographic characteristics such as sex,age,educational

background,etc.Thesecondsectionisaboutontheindependentandthedependent

variables.Theitemswerepreparedintheform ofaffirmativestatements,relatingtothe

objectivesofthestudyand intended to identifythedeterminantfactorsaffecting

employeeengagement,insuchawaytoenablemeasurementoftherespondent’s

opinions.The items in the study variables were adapted from (Teshome,2018;

Yohannes,2016;Dutta&Sharma,2016).Theitemsintheclose-endedtype,responses

weremeasuredona1–5orderedscale(ordinalscale):1forstronglyagree,2foragree,

3forundecided,4fordisagree,and5forstronglydisagree.Theseordinalscalesare

usedinordertoinvestigatetheextenttowhichjobrotationplanpractice,provisionof

supportduring job rotation practices,job rotation plan communication practice,

effectivenessofjobrotationpractices,evaluationofjobrotationprogram andbenefitof

jobrotationpracticehaveimpactonemployeeengagement.Thequestionnairesfilled

bycurrentemployeesofthetwobanksinGurageZone.

3.6.2.2DocumentReview

Inthisstudydocumentswhichwererelatedtojobrotationpracticeswerereviewed.

Because,documentreview providenumeroustypesofdataneededinaresearchto
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elicitpreliminaryinformationaboutsubjectbeinginvestigated.Moreover,itisrelevant

toenhancethequalityoffindingsthroughquantitativemethods.Therefore,relevant

documentrelatedtodemographiccharacteristics,jobrotationpracticesandemployee

engagementwerereviewed.

3.7ValidityandReliabilityoftheInstruments

3.7.1Validity

Validityis“theextenttowhichthemeasuringinstrumentmeasuresthecharacteristics

ordimensionsthattheresearcherintendstomeasure”(Thatcher,2010citedinShimelis,

2017).Datacollectioninstruments,questionnaireanddocumentreviewweredesigned

bytakingintoconsiderationofthebasicresearchquestionsandallitemsincludedin

thequestionnaireanddocumentreviewweredirectlyderivedfrom literaturereviewand

consistentwiththeobjectivesofthestudy.Based onthedefinitionand different

perspectivesofvalidity,theitemsinthequestionnairewerereviewedbytheadvisor.

Finally,beforethecollectionoftheactualdata,pilotstudywasconductedforthe

questionnaire.

3.7.2Reliability

Thereliabilityofaninstrument,asdefinedbyTwycrossandShields(2004),is“the

consistency,stabilityand repeatabilityofresults,i.e.measurementsarefreefrom

random error,provide consistentdata”.Therefore,the resultofa researcheris

consideredreliableifconsistentresultshavebeenobtainedinidenticalsituationsbut

different circumstances.The researcher used this test to ensure the internal

consistencyoftheitemsinthequestionnaire.Thereliabilitytestresultsarepresentedin

chapterfourbeforetheactualstudywasconducted.

3.8VariablesandtheirMeasurements

3.8.1DependentVariable

Individualemployeeengagement(EE):Dependingonthereviewliteraturesinmeasuring

employeeengagementtheitemsformeasuringemployeeengagementwereadapted

from Fletcheretal.(2014)andotherrelatedliteratureswhichweremeasuredusing1–5
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pointLikertscalessuchas1forstronglydisagree,2fordisagree,3forundecided,4for

agree,and5stronglyagree.Nineitemsweredesignedtomeasurethemeanscoreof

eachitem foreachparticipantemployee.Butthestudyusedanordinalvariable,ordered

categoricalvariablethattook1iftheemployeewasengagedintheexecutionofthe

giventasks,2iftheemployeewasdisengaged,and3ifactivelydisengagedfrom the

giventasks(Yonas,2018).Theseorderedcategorieswereexpressedintermsofmean

scoresrangesusingthenineitems.Ifanemployeemeanscoreis3.60andabove,the

employeewasconsideredasengagedinthegivenactivities,ifthemeanscoreis

between2.75and3.59inclusive,theemployeeconsideredasdisengaged,andifthe

meanscoreislessthan2.75,thentheemployeeconsideredasactivelydisengaged

from thegiventasks.Thistransformationofmeasurementswasadaptedfrom (Mulatu,

2014).

3.8.2IndependentVariables

Inthisstudy,basedonthereviewedempiricalstudies,fiveindependentvariablessuch

as;jobrotationplanpractice,Jobrotationplanpracticecommunication,provisionof

supportduringjobrotationpractices,evaluationofjobrotationprogram andbenefitof

jobrotationpracticeandemployees’demographiccharacteristics(sex,age,academic

qualification,and work experience) were taken as determinants of employee

engagement in the CBE as wellas in NIB InternationalBank.The symbols,

measurements,categories,andcodesofthestudyvariablesarepresentedinTable3.1

below.

Table3.1:StudyVariablesandtheirSymbols,Measurements,andCodes

No Variable Symbol Measureme
nt

Category&Code

1. EmployeeEngagement
(DV)

EE Ordinal 1=Engaged,2=Disengaged3=
ActivelyDisengaged

2 Independent IND Ordinal
2.1 Jobrotationplanpractice JRPP Ordinal 1=StronglyDisagree(SDA),2=

Disagree(DA),3=Undecided(UD),
4=Agree(A),5=StronglyAgree
(SA)

2.2 Provisionofsupport
duringjobrotation
practices

PSDJRP Ordinal

2.3 Jobrotationplanpractice
communication

JRPPC Ordinal
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2.4 Evaluationofjobrotation
program

EJRP Ordinal

2.5 Benefitofjobrotation
practices

BJRP Ordinal

2.6 Effectivenessofjob
rotationpractices

EFJRP Ordinal

2.6 Gender G Nominal Male=1,Female=0
2.7 Age A Categorical 20–29=1,30–39=2,40–49=2,

Over49=4
2.8 EducationalBackground EB Ordinal Diploma=1,Degree=2,Master=3

2.9 WorkExperience WE Ordinal 1=Ifworkexperienceisfrom 1–4,
2=Ifworkexperienceisfrom 5–8,
3=Ifworkexperienceisfrom 9–
12,4=Ifworkexperienceisfrom
13–16,5=Ifworkexperienceis
from 17–20,6=Ifwork
experienceisover20

Source:AuthorConstructfrom surveydata,2022

3.9MethodsofDataAnalysis

Afterthecollectionofthedata,necessaryarrangementsweremadeandorganized

accordingtotheircharacteristicsanditems.Thedataanalysesinvolvedanalysisof

information gathered through questionnaire and observation on the basis ofthe

researchquestions.Accordingly,descriptivestatisticsandinferentialstatisticsanalyses

wereemployed.Allthecollected quantitativedatawereanalyzed using Statistical

PackagesforSocialScience(SPSS)version20.

3.9.1DescriptiveStatistics

Inthissectionthecollecteddatathroughquestionnaire,onjobrotationpracticesand

employeeengagementwereanalyzed,whicharethefirstfiveresearchquestionsby

using descriptive statistics such as frequency,mean,and standard deviation to

determinetowhatextentdidjobrotationpracticesaffectemployees’engagementin

CBEandNIBInternationalbanksinGurageZoneusinga1– 5pointlikertscales.

Moreover,thecharacteristicsoftherespondentsintermsofsex,age,educational

background and work experience were analyzed using frequency counts and

percentage.
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3.9.2InferentialStatistics

Inferentialstatisticsisthemathematicsandlogicofhowgeneralizationfrom sampleto

population can bemadeand making statementsaboutthepopulation.Inferential

statistical

techniqueswereusedtotesthypothesesandonthatbasisitwasdecidedwhetherthe

hypotheses

wereacceptedorrejected.Thisprocessofanalysisthatfollowsdescriptionofdatato

provide

conclusiveresultsiscalledinferentialanalysis(Goel,etal.,2015).Therefore,thisstudy

employedinferentialanalysistotestimpactrelationshipoftheindependentvariableson

theoutcomevariable–employeeengagementaswellastoinvestigatewhetherthere

wasasignificantdifferencebetweenthedemographiccharacteristicsoftheemployees

inbothbanksandalsointermsofjobrotationpracticesandemployeeengagementor

not.Therefore,tocarryoutsuchanalysis,thestudyusedordinallogisticregression

analysistotesttheimpactrelationship,independentsamplest-testandMann–

WhitneyUtestforcomparisonpurpose.

3.9.2.1OrdinalLogisticRegressionModel(ProportionalOddsModel)

Inthisstudythedependentvariable– engagementofemployeewasmeasuredby

orderedcategoriessuchasengaged,notengaged,andactivelydisengaged,inaddition

thefiveindependentvariablesalsomeasuredinorderedlikertscalessuchasstrongly

disagree,disagree,undecidedorneutral,agree,andstronglyagree(Muluken&Guta,

2021;Yibeltal,2020).Therefore,inordertopredicttheordinaloutcomesusingthese

multipleorderedvariablesordinallogisticregressionmodelwasimplemented.Inordinal

logisticregressioninsteadofmodelingtheprobabilityofanindividualeventlikein

logisticregressionmodel,theprobabilityofthateventwithrespecttoallothersaboveit

wheretheordinalrankingisconsidered. Themodelisconcernedwithcumulative

probabilitiesratherthanprobabilitiesfordiscretecategories.Therefore,insteadofthe

probabilityofanindividualevent,considertheprobabilityofthateventandallevents

thatareorderedbeforeit(Liu,2014).
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OrdinalLogisticRegressionModelSpecification

Therearethreetypesofparameterizationofordinallogisticregressionmodel(CSCU,

2016),butforthisstudy,theordinallogisticregressionmodelisexpressedinlogitform

asfollows:

ln(Yj)=logit[π(x)]=ln =ln = ,j=1,2,3…j(
(x)πj

1- (x)πj
) (

P(Y ≤j)

1-P(Y ≤j)) +(- - -…- )αj β1X1 β2X2 βpXp

–1

Where =π(Y≤j|x1,x2,x3…xp),whichistheprobabilityofbeingatorbelowcategoryj,(x)πj

jrepresentsthenumberoflevelsinthecategoricalresponsevariable,andprepresents

thenumberofexplanatoryvariables, arethecutpoints,i.e.,regardlessoftheαj

parameterization,themodelhaveJ-1cutoffs(alsoreferredtoasinterceptsorthreshold

values)and oneparameterforeachexplanatoryvariable,and β1,β2 …βp arelogit

coefficients.Moreover,themodelincorporatesanegativesignsothatthereisadirect

correspondence between the slope and the ranking.Thus a positive coefficient

indicatesthatasthevalueoftheexplanatoryvariableincreases,thelikelihoodofhigher

rankingincreases(engaged).Thisistheform ofaProportionalOdds(PO)model

becausetheoddsratioofanypredictorisassumedtobeconstantacrossallcategories.

Similartologisticregression,intheproportionaloddsmodelitwillbeworkedwiththe

logit,orthenaturallogoftheodds.Toestimatetheln(odds)ofbeingatorbelowthejth

category,thePOmodelcanberewrittenas:

logit[π(Y≤j|x1,x2,…xp)]=ln =(
π(Y ≤ .…., )j x1x2 xp

π(Y > ,… )j x1x2 xp
) +(- - -…- )αj β1X1 β2X2 βpXp

Thus,this modelpredicts cumulative logits across J-1 response categories.By

transformingthecumulativelogits,onecanobtaintheestimatedcumulativeoddsas

wellasthecumulativeprobabilitiesbeingatorbelowthejthcategory.

Thus,inthisstudytheordinallogisticregressionmodelwiththepredictorvariablesis:
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ln(Yj)= logit[π(x)]= ln = ,where =(
(x)πj

1- (x)πj
) +(- - - - - )αj β1X1 β2X2 β3X3 β4X4 β5X5 αj

interceptorthreshold, =jobrotationplanpractice, =provisionofsupportduringjobx1 x2

rotationpractices, =jobrotationplanpracticescommunication, =evaluationofjobx3 x4

rotationprogram and =effectivenessofjobrotationpractice.x5

Therefore,thisregressionanalysiswasusedtotestthehypothesis:statisticallyjob

rotationpracticeshavenosignificantimpactontheemployees’engagementbothin

CBEandNIBbanks.

3.9.2.2AssumptionofOrdinalLogisticRegressionModel

In anyregression modelsincluding ordinallogisticregression modelin orderthe

analysistobevalidandtheregressionanalysisexploretheexistenceofsignificant

impactofeachofthefiveexplanatoryvariablesontheemployees’engagement;it

shouldsatisfyalltheassumptionsofordinalregressionmodelandmodeladequacy.

Therefore,theassumptionsandmodeladequacytestwerecheckedbeforerunningthe

actualanalysisusingSPSSversion20software.

i.Assumptions

1.Thedependentvariableshouldbemeasuredattheordinallevel.

2.Ordinalindependentvariablesmustbeeithercontinuousorcategorical.

3.Nomulticolinearity.I.e.theindependentvariablesshouldnotbehighlycorrelated.

4.Therelationshipbetweeneachpairofoutcomegroupsisthesame.

5.Theeffectsofanyexplanatoryvariablesareconsistentorproportionalacross

the

differentthresholds(Yibeltal,2020;Reddy&Alemayehu,2015).

ii.ModelAdequacyTestofOrdinalLogisticRegressionModel
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Inordinallogisticregression,similartoassumptionsofmultipleregressionmodel,in

ordertheanalysistobevaliditshouldsatisfyallmodeladequacytests:modelfitness

information,Goodnessoffittest,pseudo- valuesandtestofparallels.TheadequacyR2

wascheckedbeforerunningtheanalysis.Therefore,thediagnostictestsofadequacy

forthewholeordinallogisticregressionmodelwastested,presentedanddiscussedin

chapterfouralongwithmodelevaluations.

3.9.2.3IndependentSamplest–test

Sinceoneofthehypothesesofthestudywastotestwhetherthereisstatistically

significantdifferenceexistsinjobrotationpracticesbetweenCBEandNIBInternational

banksinGurageZoneornot,independentsamplest–testwasused.Tothisend,the

meanscoreofallparticipantemployeesfrom thetwobanksforthoseitemsinthefive

independentvariableswerecalculatedandinferencesweredrawn.

Independentsamplest–testcomparesthemeanscoresofthetwogroups–CBEand

NIB Banksinthegivenfiveindependentvariablesonjobrotationpractices– job

rotationplanpractice,provisionofsupportduringjobrotationpractices,jobrotation

planpracticecommunication,andevaluationofjobrotationprogram andeffectiveness

ofjobrotationpractices.Thatis,twomeanscoresofthesamevariable,wherebyone

meanrepresentstheaverageofthatcharacteristicforonegroupandtheothermean

representstheaverageofthatspecificcharacteristicintheothergroup.Generally

speaking,theindependentsamplest– testcomparesonemeasuredcharacteristic

between two groups ofobservations ormeasurements.Ittells us whetherthe

differenceweseebetweenthetwoindependentsamplesisatruedifferenceorwhether

itisjustarandom effect(statisticalartifact)causedbyskewedsampling(Pallant,2005).

Testofthedifferencebetweenthetwogroups’means:

Thehypotheses: :H0 =μ
CBE

μ
NIB

:H1 ≠μ
CBE

μ
NIB

Where Meanscoreofjobrotationpracticesinfluencingemployeeengagementin=μ
CBE

CBEbranchesinGurageZone
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Meanscoreofjobrotationpracticesinfluencingemployeeengagementin=μ
NIB

NIBInternationalBankbranchesinGurageZone.

Statistic:t =

-( -
̅
XCBE

̅
XNIB) ( -μ

CBE
μ

NIB)

+
S2

CBE

nCBE

S2
NIB

nNIB

(3.9.2.3)

Where , werepopulationmeans, aresamplemeansofCBEandNIB,μ
CBE

μ
NIB

,
̅
XCBE

̅
XNIB

and aresamplevariances,S2
CBES2

NIB

Totesttheabovehypotheses,t–testforindependentsampleswhenthepopulation

variancesareunknownwasimplemented.

3.9.2.4AssumptionsfortheIndependent–Samplest–test

Assumptionsforthetesttodeterminethedifferencebetweentwomeans:

 Thesamplesmustbeindependentofeachother.Thatis,therecanbeno

relationshipbetweenthesubjectsineachsample.Thisiscommonlyreferredto

astheassumptionofindependence.

 The population from which the samples are obtained mustbe normally

distributed within each ofthetwo populations(asdefined bythegrouping

variable).Thisiscommonlyreferredtoastheassumptionofnormality.

 Thevariancesofthetest(dependent)variableinthetwopopulationsareequal.

Thisiscalledtheassumptionofhomogeneityofvariance.

The hypotheses: : (ifretained,then assumption met,ifrejected,H0 =σ2
CBE σ2

NIB

assumptionnotmet) : ≠H1 σ2
CBE σ2

NIB
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3.9.2.5ProcedureforIndependentSamplest–testAnalysis

Thevalidityoftheinferencesdrawnfrom independent–samplest–test,dependson

itsassumptionsbeingsatisfied.Inthisregard,inordertheanalysistobevalidandthe

independentsamplest-testexplorestheexistenceornon–existenceofjobrotation

practicesdifferencesbetweenCBEandNIBInternationalemployeesintheselected

branchesinGurageZone,itshould satisfyalltheassumptionsmentioned above.

Therefore,the three assumptions were checked before running the independent

samplest–testanalysisusingSPSSversion20softwareandthediagnostictestand

theevaluationoftheassumptionsofthetestwerepresentedinchapterfour.

Interpretationforthecomparisonofthemeanscores:

Tocomparewhetherthemeanscoresofthetwogroupswerestatisticallydifferent

from eachotherornot,thestudyusedthefollowingdecisionrule:comparingtheSig.

(probability)i.e.p– valuewithapriorialphalevel(α=.05),Ifp<αrejectthenull

hypothesisofno difference.Ifp >α retain thenullhypothesisofno difference.

Therefore,ifp<α,rejectthenullhypothesisandconcludethatstatisticallythereisa

significantdifferencesbetweenthetwomeans.Ifp> ,acceptthenullhypothesisandα

concludethatstatisticallythereisnosignificantdifferencebetweenthetwomeans

(Morganetal.,2004).

3.9.2.5Mann–WhitneyUtest

Mann–WhitneyorU–test:itisthestatisticalcomparisontest.Unlikethet-testandF-

test,theMann-WhitneyU-testisanon-parcontinuous-leveltest.Thatmeansthetest

doesnotassumeanypropertiesregardingthedistributionoftheunderlyingvariablesin

theanalysis.ThismakestheMann-WhitneyU-testtheanalysisto beused when

analyzingvariablesofordinalscale.ForthetestofsignificanceoftheMann-WhitneyU-

testitisassumedthatwithnisgreaterthan80oreachofthetwosamplesatleast30,

thedistribution oftheU-valuefrom thesampleapproximatesnormaldistribution.

Therefore,sinceoneoftheobjectivesofthestudywastoinvestigatewhetherthereis

statisticallysignificantdifferenceexistsinemployeeengagementlevelbetweenCBE

andNIBBanksinGurageZoneornot,Mann–Whitneytestwasemployed.
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3.10EthicalConsiderations

Researchethicsisreferredtoasasystem ofmoralvaluesthatisconcernedwiththe

degreetowhichresearchproceduresadheretoprofessional,legalandsociological

obligationstothestudyparticipants(Polit&Beck,2004).AccordingtoCreswell(2012),

datacollectionshouldbeethicalanditshouldrespectindividualsandcites.Obtaining

permissionbeforestartingtocollectdataisnotonlyapartoftheinformedconsent

process butitis also an ethicalpractice.Therefore,voluntary participation of

respondentswillbeencouraged.Respondingtointerviewsandfillingofquestionnaires

requiresignificanttimeandenergyanditsparticipationmaybedisrupttherespondents’

regularactivity.Forthisreason,theresearcherexplainedtheobjectivesandsignificance

ofthestudytotherespondentsandallowedthem toexercisetheirrighttovoluntarily

participate.Toavoidanypsychologicalharm,questions/questionnairewasdesignedin

a mannerthatdid notoffensive and disturb theirpersonality.The information

respondentsprovidedwerekeptconfidential.

ChapterFour

DataPresentations,AnalysisandInterpretations
I. INTRODCTION

Inthissection,firsttheresultsanddiscussionsofdescriptiveanalysesarepresented

andfollowedbytheinferentialanalyses.Atotalof363questionnairesweredistributed

acrosstheselectedCBEandNIBInternationalbanksinGurageZone.Butonly340were

filledandretrievedsuccessfully,representing93.7%responserate.Tenquestionnaires

werefound uncompleted and thirteen failed to collect.In general,thissection is

organized in the following manner.First,the demographic characteristics ofthe

sampled respondents are presented. Second,the data collected through the

questionnaires were analyzed and discussed concurrently.Moreover,the ordinal
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regressionmodeldiagnostictests,independentsamplest–test,theresultsofordinal

regressionanalysiswiththeoutputarepresentedanddiscussedaccordingly.

4.1DemographicCharacteristicsoftheRespondents

4.1.1Respondents’SexandAge

Table4.2:ResultsofRespondents’intermsofSexandAgeDistribution

Banks Sex Freq./Per
c.

Sample
AgeCategories

23–30 31–40 41–50 51–60

CBE

Male Frequency 136 51 46 29 10

Percent 67.3 25.2 22.8 14.4 4.9
Female Frequency 66 27 21 18 -

Percent 32.7 13.4 10.4 8.9 -
Total Frequency 202 78 67 33 10

Percent 100 38.6 33.2 23.3 4.9

NIB

Male Frequency 101 53 41 7 -
Percent 73.2 38.4 29.7 5.1 -

Female Frequency 37 20 13 4 -
Percent 26.8 14.5 9.4 2.9 -

Total Frequency 138 73 54 11 -
Percent 100 52.9 39.1 8.0 -

Source:AuthorConstructfrom surveydata,2022

Ascanbeseenfrom Table4.2,malesandfemalesconstituted67.14%and32.86%of

thesampleddatarespectively.Themajorityoftheorganization’semployeesaremale

whilewomenmakeupthebalanceofthepopulation.Eventhough,intheCBE,thereis

anequalopportunityformaleandfemaleemployerstobehired,thepercentages

indicatesomegapingenderrepresentation.Since,thesamplewasselectedrandomly

from theactualdataoftheCBEemployeescurrentlyworking,thegapisnotdueto

samplingerror.Ratheritisduetoassignmentstructureofthebankinwhichfemale

employeesgetthechancetochoosebranchesweretheyareinterestedtodo.

Astotheagedistribution,Table4.2,showsthattheageof38.58%oftherespondents

arewithin20-29,32.86%arewithintheagegroupof30-39,16.67%arewithintheage

groupof40-49andtheremaining11.9%respondentsrepresenttheagegroupabove49

years.Thisindicatesthatmostoftheemployeeswereyoungandmayimplythatthe

organizationemploymenttrendfocusesonnewandyoungemployees.Thisisagaina
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reflectionofthetotalpopulation.

4.1.2RespondentsbytheirAcademicQualificationsandWorkExperiences

Table4.3:ResultsofRespondents’AcademicQualificationsandWorkExperiences

Bank
Type

CategoryoftheRespondents
Sex Value Academic

qualif.
WorkExperience

Degree

2nd

Deg

5<
Years

6–
10
years

11–
15
Years

16-20
years

Above
20yrs

CBE

Male Freq. 83 49 48 34 16 12 13
Perc. 58.87 34.75 30.04 24.11 11.35 8.51 9.22

Female Freq. 48 19 29 13 9 6 5
Perc. 69.57 27.53 42.03 18.84 13.04 8.70 7.25

Total Freq. 131 68 77 47 25 18 18
Per. 62.38 32.38 36.67 22.39 11.90 8.57 8.57

NIB Male Freq. 83 49 48 34 16 12 13
Perc. 58.87 34.75 30.04 24.11 11.35 8.51 9.22

Female Freq. 48 19 29 13 9 6 5
Perc. 69.57 27.53 42.03 18.84 13.04 8.70 7.25

Total Freq. 131 68 77 47 25 18 18
Per. 62.38 32.38 36.67 22.39 11.90 8.57 8.57

Source:AuthorConstructfrom surveydata,2022

Asitcanbeseenfrom Table4.3,educationalqualificationofthesamplerespondents

was classified in to fourcategories,ranging from diploma to highestacademic

qualification.Thetabledisplaysthedifferentlevelsofeducationalqualificationalong

withtheircorresponding percentage.ThehighestshareofthesampleholdsFirst

Degree(62.38%)followedbyMasterDegree(32.38%)respondentwereobserved.This

indicatesthatthemajorityofsamplerespondentswereFirstDegreeholders.Thishas

happenedduetotherecruitmentpolicyofthebanki.e.theorganizationrecruitsfresh

graduatesfrom highereducationinstituteoruniversities.

Astotheworkexperienceoftheselectedrespondents,Table4.3showsthemajorityof

therespondents(36.67%)wereservingthebanksfor1upto4years,22.39%worked

for5-8years,and11.90%workedfor9-12yearsandover20yearsexperiences8.57%

workedfor13–16andfor17-20years.Thiswasduetomajorityoftheemployees

wereyoungi.e.between20-29yearsofagehaveexperiencebetween2and5.
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4.2ReliabilityTestResults

Toensurethereliabilityofitemsinthequestionnaire,theresearcherhasundertakenpre

-testusingCronbach’scoefficient.Apilottestwasconductedon60respondents,30

employeesfrom eachbank,tomeasurethereliabilityandconsistencyoftheresearch

instrument.Cronbach’s alpha was used to measure the reliability and internal

consistencyandtheresultofthereliabilitytestisshowninTable4.4below.

Table4.4:TheReliabilityTestResultoftheStudyVariables

N
o

Variable Cronbach’s
Alpha

Noof
items

CBE NIB
1. Jobrotationplanpractices .887 .840 6
2. Jobrotationplancommunicationpractice .863 .791 4
3. Provisionofsupportduringjobrotation

practice
.884

.752 5

4. Jobrotationplanevaluation .811 .812 7
5. Benefitofjobrotationpractice .833 .839 5
6. Effectivenessofjobrotationpractice .881 .784 3

Thereliabilityoftheoverallitems .876 .894 30
Source:SPSSoutput,2022

AsitcanbeseentheaboveTable4.4,theCronbachalphavalueisatleast.752inboth

typesofbanks.Thisimpliesthatthereliabilityoftheinstrumentismorethanthe

acceptablestandard.Hence,allitemsinthequestionnaireweresuitableandemployed

toconducttheactualstudy.

4.3 Descriptive Statistics on Job Rotation Practices and Employee

EngagementinCBEandNIBInternationalbanks

InterpretationofMeanandStandardDeviation

Theinterpretationoftheitemsorstatementsintheclosed–endedquestionnaireparts

accordingly.Basedonthe1–5pointLikertscales1=StronglyDisagree;2=Disagree;3

=Undecided;4=Agree;5=StronglyAgree,theresearcherusedthemeanscoresand

grandmeanscoresvaluesfortheindependentvariablesasfollows.Themeanindicates

thattowhatlevelofagreementtheresponseofallrespondentswasapproached.To

derive inferences foritem and variable,mean and standard deviation are used
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(Ghamawala,Thakkar,&Almoula,2014).Asadaptedfrom Senthilnathan(2019)and

Abanisetal.(2013),themeanscorevaluesoflessthanorequalto1.49interpretedas

thejobrotationpracticessuchasjobrotationplan,jobrotationplancommunication,

provision ofsupportduring job rotation practice,job rotation program evaluation,

effectivenessofjobrotationpracticesandbenefitofjobrotationpracticedatverylow

extent;meanscoresvaluesfrom 1.50to2.50interpretedaslow extent;meanscores

valuesrangesfrom 2.51to3.50asmoderateextent;meanscoresvaluesrangesfrom

3.51to4.50ashighextent;andmeanscoresvaluesgreaterorequalto4.51interpreted

asveryhighextent.

Standarddeviationdescribes/measuresthedifferencebetweenthemeasureddata

againstthe

averagevalue,foragivenitem.Itshowsustheextentofeachresponseisdeviated

from themean.Statistically,thesmallerthestandarddeviation,thesmallerthevariation

ofindividuals’responsefrom themeanvaluewillbe.

Astothedependentvariable,meanscorevalueswereinterpretedaccordinglyand

describedinTable4.5below.

Table4.5:MeanScoreInterpretation

No Variable MeanRange Interpretation Source
1. Jobrotationpractices:

JRPP,JRPCP,PSDJRP,
JRPE,andEFJRP

1.49≤ Verylowpractice Senthilnathan
(2019),Dane
(2007)andAbanis
etal.(2013)

1.50–2.50 Lowpractice
2.51–3.50 Moderatepractice
3.51–4.50 Highpractice
4.51–5.00 Veryhighpractice

2. Employees’Engagement From 3.60&
above

Engaged Adaptedfrom Dutta
&Sharma(2016);
Arrawatia&Dixit
(2017);Yohannes
(2016)

From 2.75
upto3.59

Disengaged

Lessthan
2.75

Actively
Disengaged

Source:Authorconstructfrom reviewliterature,2022
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4.3.1JobRotationPractices

4.3.1.1JobRotationPlanPracticeintheCBE/NIBGurageZonebranches

Table4.6:Respondents’viewonJobRotationPlanPractice

N
o

Item Bank
Type

Respondents’frequency M SD

SD DA N A SA
1 Beforejobrotation,employeesare

informedaboutwhattheywilllearnin
thespecificjobrotationpractice.

CBE - - 60 122 19 3.8
3

.593

NIB - - 42 80 16 3.8
1

.623

2 Employeesbelievethat,jobrotation
mustbepartofeveryemployee’sjob.

CBE - - 51 126 25 3.8
7

.601

NIB - - 31 91 16 3.8
9

.575

3 Jobrotationmustbeprovidedona
regularbasisbyCBE/NIB.

CBE - - 47 131 24 3.8
9

.583

NIB - - 33 89 16 3.8
8

.585

4 CBE/NIBsetsafixedlengthoftime
forjobrotationpractice.

CBE - - 63 114 25 3.8
1

.634

NIB - - 40 83 15 3.8
2

.607

5. CBE/NIBconsidersjobrotation
approachesareimportantforthe
employees.

CBE - - 70 106 26 3.7
8

.656

NIB - - 42 78 18 3.8
3

.639

6. Jobrotationplanpracticehasa
certaincontributiontoemployee’s
engagement.

CBE - 2 48 130 22 3.8
5

.605

NIB - - 34 89 15 3.8
6

.582

GrandMean CBE - 2 339 730 141 3.8
4

.257

NIB - - 222 510 96 3.8
5

.225

Source:Authorconstructfrom SPSSoutput,2022,SDA=StronglyDisagree,DA=
Disagree,N=Neutral,A=Agree,SA=StronglyAgree,M =Mean,SD=Standard
Deviation

AsitcanbeseeninTable4.6,inthefirstitem,therespondentswereaskedtoratetheir

viewon“Beforejobrotation,employeeswereinformedaboutwhattheywilllearninthe

specificjobrotationpractice.”So,accordingtothecollecteddataanalysisresultmore

thantwo – third ofbothrespondents141 (70.3%)ofCBE and 96(69.6%)ofNIB

Internationalwere agreed or strongly agreed,whereas significant number of
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respondents60(29.7%)ofCBEand42(30.4%)ofNIBwereundecidedtothestated

item.Butthemeanandstandarddeviationvaluesofthewholeresponseswere(M =

3.83;SD=.593)forCBEand(M =3.81;SD=.623)indicatinghighpracticesofjob

rotationplanpracticesbybothtypesofbanksininformingemployeestolearnin

specificjob rotationplanbeforejob rotationforemployees.Therefore,thisresult

impliesthatemployeeswereinformedaboutthespecificjobrotationpracticebeforean

employeeisinchargeofnew task.ThisresultissimilartothefindingofTeshome

(2018)whoconductedhisstudyontheeffectofjobrotationonemployeemotivation

andjobinvolvementinthecaseoffourdistrictsofCBEinAddisAbabaandfoundout

moderatepracticeininformingemployeesabouttheawarenessofspecificjobbefore

jobrotationbegun.

Astoitem 2,thatdealsabout“employeesbelieve,jobrotationmustbepartofevery

employee’sjob.”,nearlythree–fourthofCBErespondents151(74.8%)andmorethan

three –fourth ofNIB Internationalbanks respondents 107(77.5%)were agreed or

stronglyagreed,whereassignificantnumberofrespondents51(25.2%)ofCBEand31

(22.5%)ofNIBwereundecidedtothestateditem.Butthemeanandstandarddeviation

valuesofthewholeresponseswere(M =3.87;SD=.601)forCBEand(M =3.89;SD=

.575)indicatinghighpracticesoftheindicateditem.Therefore,thisresultimpliesthat

intheselectedbranchesemployeesbelievedandconsideredthatjobrotationasevery

body’spartofjob.ThisresultistosomeextentinlinewiththefindingofTeshome

(2018)whofoundouthighpracticeofthestateditem,wheremostoftheemployees

consideredjobrotationaspartofeverybody’sactivities.

Regardsto thethird item,on“job rotationmustbeprovided onregularbasisby

CBE/NIB”,similartotheaboveitems,morethanthree–fourthofthebothrespondents

155(76.8%)ofCBEand105(76.6%)ofNIBInternationalwereagreedorstronglyagreed,

whereas47(23.3%)ofCBErespondentsand33(23.9%)ofNIB respondentswere

undecidedtothestateditem.Butthemeanandstandarddeviationvaluesofthewhole

responseswere(M =3.89;SD=.583)forCBEand(M =3.88;SD=.585)indicatingthe

agreementofmostrespondentsonthestateditem.Sincethestandarddeviationsare

lessthanoneinbothcasesitindicatesthatmostrespondentsresponsesweresimilar
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andthisresultimpliesintheselectedbranchesofCBEandNIBInternationalinGurage

Zonemajorityofemployeeswantshighlyjobrotationtobeprovidedonregularbasis.In

thisregard,thefindingistosomeextentconcurredwithTeshome(2018)whofoundout

highpracticeofthestateditem,wheremostoftherespondentswereagreedthatjob

rotationpracticehastobeprovidedinregularbasis.

Withregardstoitem four,bothrespondentswereaskedtoratetheirresponsesonto

whatextent“CBE/NIBsetsafixedlengthoftimeforjobrotationpractice”,accordingly,

morethantwo-thirdofbothrespondents139(68.8%)ofCBEand98(71.0%)ofNIB

Internationalwereagreedorstronglyagreed,whereas63(31.2%)ofCBErespondents

and40(29.0%)ofNIBrespondentswereundecidedtothestateditem.Butthemean

andstandarddeviationvaluesofthewholeresponseswere(M =3.81;SD=.634)for

CBEand(M =3.82;SD =.607)indicatingthattosomeextenthighpracticeofjob

rotationplaninfixinglengthoftimeforjobrotation.Therefore,from thisanalysisitcan

besaidthatinthemajorityoftheselectedbranchesoftheCBEandNIBInternational

banksinGurageZonejobrotationpracticewascarriedoutbasedonfixedtimeinterval.

Astothefifthitem,whichwasconcernedwithwhether“CBE/NIBconsidersjobrotation

approachesareimportantfortheemployees.”So,accordingtothesurveydata,majority

ofbothrespondents132(65.4%)ofCBEand96(69.5%)ofNIBInternationalwereagreed

orstronglyagreed,whereas70(34.7%)ofCBErespondentsand42(30.4%)ofNIB

respondentswereundecidedtothestateditem.Butthemeanandstandarddeviation

valuesofthewholeresponseswere(M =3.78;SD=.656)forCBEand(M =3.83;SD=

.639)indicatingthatCBE/NIBconsidersjobrotationapproachesareimportantforthe

employeeshighly.From thisresultitcanbesaidthatintheselectedbranchesjob

rotationwasimplementedconsideringitsimportanceforemployees’activities.

Finally,inthesixthitem therespondentsfrom bothtypesofbankswereaskedtorate

theirresponseson“Jobrotationplanpracticehasacertaincontributionto employee’s

engagement”,similarto the above items,more than three – fourth ofthe both

respondents155(76.8%)ofCBEand105(76.1.6%)ofNIBInternationalwereagreedor

disagreed,whereas47(23.3%)ofCBErespondentsand33(23.9%)ofNIBrespondents

wereundecidedtothestateditem.Butthemeanandstandarddeviationvaluesofthe
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wholeresponseswere(M =3.89;SD =.583)forCBEand(M =3.88;SD =.585)

indicatingtheagreementofmostrespondentsonthestateditem.Sincethestandard

deviationsarelessthanoneinbothcasesitindicatesthatmostrespondentsresponses

were similarand this resultimplies in the selected branches ofCBE and NIB

InternationalinGurageZonemajorityofemployeeswantshighlyjobrotationtobe

providedonregularbasis.Inthisregardthefindingofthisstudyisinlinewiththe

findingofChristibaetal.(2021)ontheimpactofjobrotationonemployeeinbanking

sectorfound outthatthereisaconstructiveimpactofjob rotationonemployee

engagementandtheemployeesarestronglyagreedthattheyarefullyfocusedonwork

butthereisalesssignificanttrainingprovidedtothem beforeundergoingjobrotation.

Ingeneral,theassessmentofjobrotationplanpracticesitemswereexaminedthe

extentinwhichwhetheremployeesofCBEandNIBInternationalbanksofGurageZone

implementedornot.Theoverallratingsshows71.8% oftherespondentsoftheCBE

wereagreedorstronglyagreed,while73.2% ofNIBInternationalbanksrespondents

wereagreedorstronglyagreedtothestateditemsonjobrotationplanpractices.

Moreover,themeanandstandarddeviationoftheentireresponseswere(M =3.83;SD

=.257)forCBEand(M =3.85;SD=.224)indicatinghighpracticeofjobrotationplan.

From thesenumericalvaluesitcanbesaidthatinmostoftheselectedbranches,

majorityoftheemployeeshavesimilarresponseswhichwasconfirmedbylessthan

onestandarddeviation.Inthisregard,thefindingofthisstudyisnotsupportedby

Teshome(2018)whoconductedhisstudyontheeffectofjobrotationonemployee

motivationandjobinvolvementincaseoffourdistrictsofCBEAddisAbabaandfound

outhighpracticeofjobrotationplan.

4.3.1.2JobRotationPlanPracticeCommunicationinCBEGurageZoneBranches

Table4.7:RespondentsviewonJobRotationPlanPracticeCommunication

Bank
Type

FrequencyofLikertscales M SD

No Item SD DA N A SA

1. Employeeshavenecessary
informationaboutthepurposeof
jobrotationpracticeand
expectationofCBE/NIB.

CBE - 60 14 127 1 3.3
4

.913

NIB - - 35 96 7 3.8
0

.515

2. JobrotationplanusedbyCBE/NIB CBE - 29 40 131 2 3.5 .748
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iseffectivelyknown. 2
NIB - - 23 105 10 3.9

1
.482

3. Communicationwithcolleaguesand
supervisorsfrom differentjobs
duringjobrotationissatisfactory.

CBE - 24 38 137 3 3.5
9

.715

NIB - - 30 99 9 3.8
5

.511

4. Jobrotationplancommunication
practicehasanimpacton
employee’sengagementinhis/her
job.

CBE - 20 44 133 5 3.6
1

.699

NIB - - 19 107 12 3.9
5

.473

GrandMean
CBE - 133 136 528 11 3.5

2
.296

NIB - - 107 407 38 3.8
8

.216

Source:Authorconstructfrom SPSSoutput,2022,SDA=StronglyDisagree,DA=
Disagree,N=Neutral,A=Agree,SA=StronglyAgree,M =Mean,SD=Standard
Deviation

AsitcanbeseeninTable4.7,initem 1,therespondentswereaskedtoratetheir

responseon“Employeeshavenecessaryinformationaboutthepurposeofjobrotation

andexpectationofCBE.”Accordingtothesurveydatamajorityoftherespondentsof

CBE127(62.9%)wereagreed,whilemorethantwo–thirdoftherespondentsofNIB

Internationalbanks96(69.6%)wereagreedtothestateditem,whereas60(29.7%)of

CBErespondentsand35(25.4%)ofNIBrespondentswereundecidedtothestateditem.

Butthemeanandstandarddeviationvaluesofthewholeresponseswere(M =3.34;SD

=.913)forCBEindicatingmoderatepracticesand(M =3.80;SD =.515)forNIB

Internationalbanksindicatingthattosomeextenthighpractice.Thetwomeanvalues

forbothcaseswiththeirstandarddeviationshowsmajorityoftherespondentshave

similarresponseswhichareconfirmedbylessthanonestandarddeviation,small

variation.Therefore,from theresultitcan besaid thatin theselected branches

employeeshavethenecessaryinformationaboutthepurposeofjobrotationand

expectation.

Astotheseconditem,similartotheaboveitem majorityoftherespondentsofCBE131

(64.9%)were agreed,while more than three – fourth ofthe respondentsofNIB

Internationalbanks105(76.1%)wereagreedtothestateditem;“Jobrotationplanused

byCBE/NIBiseffectivelyknown.”However,themeansandstandarddeviationsforthe

wholeresponseswere(M =3.52;SD=.748)fortheCBEshowingmoderatelevelof
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practiceand(M =3.91;SD=.482)forNIBInternationalthatshowshighpractice.This

resultimpliesthatinmajorityoftheselectedbrancheseffectivenessofjobrotation

practicesisknowninthecaseofNIBratherthantheCBE.

Withregardstoitem third,bothrespondentswereaskedtoratetheirresponsesonto

whatextentdid“Communicationwithcolleaguesandsupervisorsfrom differentjobs

during job rotation is satisfactory.”,accordingly,more than two -third ofboth

respondents137(67.8%)ofCBE and99(71.7%)ofNIB Internationalwereagreed,

whereas38(18.8%)ofCBErespondentsand30(21.7%)ofNIB respondentswere

undecidedtothestateditem.Butthemeanandstandarddeviationvaluesofthewhole

responseswere(M =3.59;SD=.715)forCBEand(M =3.85;SD=.511)indicatingthat

tosomeextentmoderatepracticebyCBE,buthighpracticesforNIBInternationalofthe

stateditem.Therefore,from thisanalysisitcanbesaidthatinthemajorityofthe

selected branches of the CBE and NIB Internationalbanks in Gurage Zone

communicationwithcolleaguesandsupervisorsfrom differentjobsduringjobrotation

wassatisfactoryinNIBInternationalbanksthanntheCBE.Inthisregard,thefindingof

this study is supported by Fassil(2019)who found outsatisfactory results on

communicationwithcolleaguesandsupervisorsfrom differentjobsduringjobrotation.

Finally,forthe fourth item,similarto the above item nearlytwo – third ofthe

respondentsofCBE133(65.8%)wereagreedandmorethanthree– fourthofthe

respondentsofNIBInternationalbanks107(77.5%)wereagreed,whereas44(21.8%)of

the CBE and 19 (13.8%)were undecided to the stated item “Job rotation plan

communicationpracticehasanimpactonemployee’sengagementinhis/herjob.”

However,themeanandthestandarddeviationsoftheoverallresponseswere(M =3.61;

SD=.699)forCBEindicatingmoderatepracticeand(M =3.95;SD=.473)3.50indicates

highpractice.Thesetwonumericalvaluesindicatedthatthevariationamongmorethan

halfoftherespondents’responseswassmallwhichisconfirmedbylessthanone

standarddeviation.Therefore,from thisresultitcanbesaidthatinmajorityofthe

selected branches ofboth banks in Gurage Zone believed thatjob rotation plan

communicationpracticeaffectedtheengagementofemployees.

Ingeneral,similartotheaboveitem theassessmentofjobrotationplancommunication
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practicescarriedoutinordertoexaminetheextentinwhichwhetheremployeeswere

communicatedwhilepracticingjobrotationefficientlyornot.Theoverallratingsshows

65.3% oftherespondentsofCBEwereagreed,while73.7% ofrespondentsfrom NIB

Internationalbankswereagreedtothestateditems.Moreover,suchresponsesalso

calculatedintermsofmeanandstandarddeviationandresultedin(M =3.52;SD=.296)

forCBEindicatingmoderatepracticeofjobrotationplancommunication,but(M =3.88;

SD=.216)indicatinghighpracticeofjobrotationplanpracticecommunication.Hence,

NIBInternationalbankscarriedoutitsjobrotationplancommunicationbetterthanthat

ofCBEinmostoftheselectedbranches.Thisfindingistosomeextentsupportedby

Teshome(2018)whofoundoutmoderatepracticeofjobrotationplancommunication

inthecaseofCBEwhileconductinghisstudyontheeffectofjobrotationonemployee

motivationandjobinvolvementincaseoffourdistrictsofCBEAddisAbaba,however,in

bothCBEandNIBInternationalitisincontrastwithWoldemedhin(2015)whoassessed

jobrotationpracticesinCBE,AddisAbababranchestomeasureeffectivenessofjob

rotationpracticeinenhancingmotivation,commitmentandjobinvolvementandtriedto

pointoutalternative training and developmentmethods in improving job rotation

practicesandfoundoutsatisfactorypracticeinjobrotationplancommunication.

4.3.1.3ProvisionofSupportduringJobRotationPracticeintheCBEGurageZone

branches

Table4.8:RespondentsviewonProvisionofSupportduringJobRotationPractice

No Item Bank
Type

Respondents’frequency M SD

SD DA N A SA
1 Thereissupportwhenanemployee

assignedinhis/herjobrotationfor
CBE - 57 10 135 - 3.3

9
.897
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practiceandlearning. NIB - - 40 91 7 3.7
6

.534

2 Trainers/coacheshaveshowedme
howtododifferenttasksand
graduallyallowmetodoitonyour
own.

CBE - 48 9 145 - 3.4
8

.853

NIB - - 33 93 12 3.8
5

.552

3 Trainers/coacheshavesupported
andencouragedmethroughoutthe
jobrotationpractice.

CBE - 20 64 117 1 3.4
9

.678

NIB - - 44 87 7 3.7
3

.548

4 Intheworkplace,trainersand
supervisorshaveafollowup
mechanismsforemployeesassigned
inajobrotationally.

CBE - 7 54 128 13 3.7
3

.631

NIB - - 40 92 6 3.7
5

.524

5. Supportfrom supervisorsduringjob
rotationpracticesmakemeto
engagemoreinmyjob.

CBE - 59 14 129 - 3.3
5

.903

NIB - - 41 87 10 3.7
7

.583

GrandMean CBE - 191 151 654 14 3.4
8

.257

NIB - - 198 450 42 3.7
7

.237

Source:Authorconstructfrom SPSSoutput,2022,SDA=StronglyDisagree,DA=
Disagree,N=Neutral,A=Agree,SA=StronglyAgree,M =Mean,SD=Standard
Deviation

AsitcanbeseeninTable4.8,initem 1,therespondentswereaskedtoratetheir

responseon“Thereissupportwhenanemployeeassignedinhis/herjobforpractice

andlearning.”Accordingtothesurveydatatwo–thirdoftherespondents135(66.8%)

ofCBEand91(65.9%)ofNIBInternationalbankswereagreed,while57(28.2%)ofthe

respondentsofCBEand40(29.0%)ofNIBInternationalbankswereundecidedtothe

stated item.Thesefrequencycountsand itspercentagesfurthercalculated using

meansandstandarddeviations(M =3.39;SD=.897)forCBEand(M =3.76;SD=.534)

forNIBInternationalthatshowsmoderateandhighpracticesrespectively.Therefore,

from theresultitcanbesaidthatintheselectedbranchesemployeesaresupported

moderatelyandhighlywhentheyassignedintheirjobforpracticeandlearninginthe

caseofCBEandNIBrespectively.From thisitcanbenoticedthatworkplacetrainers

providedmoderateguidanceandassistanceforrotatingemployeesduringjobrotation

practices,whilehighprovisionforNIB.Intheworkplacetrainers/coachershaveshowed

thattherotatedemployeehowtododifferenttasksandgraduallyallowhim/hertodoit

onhisorherown.ItissupportedbythefindingofTeshome(2018)whoconductedhis
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studyontheeffectofjobrotationonemployeemotivationandjobinvolvementincase

offourdistrictsofCBEAddisAbabaandfoundoutmoderatesupportofthebanksfor

employeeswhilerotatingtodifferentjobs.

Astotheseconditem,morethantwo-thirdoftherespondents145(71.8%)ofCBE

wereagreed,while93(67.4%)oftherespondentsfrom NIBwereagreed,however,48

(23.8%)oftherespondentsofCBEand33(23.9%)ofNIBwereundecidedtothestated

item “Trainers/coacheshaveshowedmehowtododifferenttasksandgraduallyallow

metodoitonmyown.”But,themeanandstandarddeviationforthewholeresponses

were(M =3.48;SD =.853)forCBEand(M =3.85;SD =.552)forNIB indicating

moderateandhighpracticesrespectively.Thisresultimpliesthatinmajorityofthe

selectedbranchestrainers/coachesshow moderatelyforanemployeeonhow todo

differenttasksandgraduallyallow him/hertocarryoutonhis/herowninthecaseof

CBE,buthighlyinthecaseofNIB.From thisresultitcanbeinferredthatinmostofthe

selected branches provision ofsupporton differenttasks were betterin NIB

InternationalbanksthanintheCBE.Inthisregard,thefindingofthisstudyisinlinewith

thefindingofTeshome(2018)whoconductedhisstudyontheeffectofjobrotationon

employeemotivationandjobinvolvementinthecaseoffourdistrictsofCBEinAddis

Ababaandfoundoutjobinstructionaltrainingandcoachingarewidelyusedmethodsto

developtheknowledgeandskilltowardstheemployeesinCBE.

Regardstoitem 3,morethanhalfoftherespondents117(57.9%)oftheCBEand87

(63.0%)oftheNIBInternationalwereagreedto“Trainers/coacheshavesupportedand

encouragedmethroughoutthejobrotationpractice.”But64(31.7%)oftherespondents

ofCBEand44(31.9%)wereundecideditmightindicatethatthoseemployeeswerenot

convincedbytheprovisionofsupportandencouragementbytheirrespectivetrainers.

However,todecidetheextentofthepracticethemeanandstandarddeviationwere

calculatedandresultedin(M =3.49;SD=.678)forCBEand(M =3.73;SD=.548)for

NIBInternationalthatshowsmoderateandtosomeextenthighpracticesrespectively.

Therefore,from thisresultitcanbesaidthatinmajorityoftheselectedbranchesthere

wasmoderatesupportandencouragementofemployeesthroughoutthejobrotation

practicebytrainers/coachesinthecaseofCBE,buthighinthecaseofNIB.This
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showedthatmostoftherespondentsweresatisfiedmoderately(CBE)andtosome

extenthighly (NIB) with the supportand encouragementby theirwork place

trainers/coachesinordertolearnthenewjobpositionwhichtheywereassignedinthe

jobrotationpractices.Inthisregard,thefindingofthestudyissimilarwithTeshome

(2018)who pointed outtrainers/coaches have supported and encouraged most

employeesthroughoutjobrotationpracticesinmostofthefourdistrictinAddisAbaba.

Astothefourthitem,128(63.4%)oftherespondentsfrom CBEand92(66.7%)ofthe

respondentsfrom NIB Internationalbankswereagreed,whereas54(26.7%)ofthe

respondentsofCBEand40(29.0%)wereundecidedtothestateditem “Intheworkplace,

trainersandsupervisorshaveafollowupmechanismsforemployeesassignedinajob

rotationally.”However,themeanandstandarddeviationoftheoverallresponseswere

(M =3.73;SD=.631)forCBEand(M =3.75;SD=.524)forNIBInternationalthatshows

tosomeextenthighpractices.Therefore,thisresultimplies,despitethesignificant

numberofundecidedresponses,thatinmajorityoftheselectedbranchessupervisors

andtrainershavefollowupmechanismsforemployeesassignedinajobrotationally.

Finally,therespondentsfrom bothtypesofbanks,public9CBE)andprivate(NIB),were

askedtoratetheirresponsesontowhatextentdid“Supportfrom supervisorsduringjob

rotationpracticesmakemetoengagemoreinmyjob”affectedtheirengagementintheir

assignedjob;Soaccordingtotheresultoftheanalysis129(63.9%)and59(29.2%)ofthe

respondentsfrom theselectedCBEwereagreedanddisagreedtothestateditem;whereas87

(63.0%)and41(29.8%)oftherespondentsfrom theselectedbranchesofNIBwereagreedand

undecided.Astothemeanandstandarddeviationofthewholeresponses,theresultsshows

(M =3.35;SD=.903)forCBEand(M =3.77;SD=.583)forNIBInternationalthatshows

moderateandtosomeextenthighpracticesrespectively.Therefore,thisresultimplies,

despitethesignificantnumberofdisagreedresponsesthatinmajorityoftheselected

branchesofCBEsupportfrom supervisorsduringjobrotationpracticesmadeemployeesto

engagemoreintheirjobsmoderately,buthighlyinthecaseofNIB.

Ingeneral,theassessmentofprovisionofsupportduringjobrotationpracticewas

carriedoutinordertoexaminetheextentinwhichwhetherprovisionofsupportwas

implementedinrelationtoemployeesengagementornot.Theoverallratingsshows
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66.2% oftherespondentswereagreedorstronglyagreedinthecaseofCBE,while

71.3%wereagreedorstronglyagreedtothestatedfiveitems.Ontheotherhand,the

grandmeanofCBEwas3.49withstandarddeviation.257andthatofNIBInternational

was3.77withstandarddeviationof.237indicatingmoderateandhighprovisionof

supportduringjobrotationpracticerespectively.Theimplicationofthisresultledtothe

needofmoresupportforemployeesinthecaseofCBEfrom eachoftheselected

banksintheZone.

4.3.1.4JobRotationPracticeEvaluationintheCBEGurageZonebranches

Table4.9:RespondentsViewonEvaluationofJobRotationProgram

N
o

Item Bank
Type

Respondents’Frequency M SD

SD DA N A SA
1 Employeesaresatisfiedandconfident

withthejobrotationsystem offeredby
theCBE/NIBenabledthem toperform
allaspectsofthejobeffectively.

CBE - 54 4 144 - 3.4
5

.886

NIB - 18 8 96 16 3.8
0

.812

2 CBE/NIBhasuniform system ofgetting
feedbackforimprovementduringjob
rotationpractice.

CBE - 66 7 129 - 3.3
1

.934

NIB - 10 20 104 4 3.7
4

.631

3 Thejobrotationapproachishelpfulin
personaldevelopment.

CBE - 71 3 128 - 3.2
8

.954

NIB - 3 22 107 6 3.8
4

.516

4 Thejobrotationsystem ishelpfulin
staffprofessionaldevelopment.

CBE - 70 3 129 - 3.2
9

.957

NIB - 7 34 73 24 3.8
3

.773

5 CBE/NIBcompetencelevelwas
assessedthroughCBE/NIB
performancemeasurementsystem
duringjobrotationpractices.

CBE - 57 4 141 - 3.4
2

.901

NIB - 8 19 102 9 3.8
1

.634

6 CBE/NIBjobrotationsystem isuseful
tomycareerdevelopment.

CBE - 26 65 104 7 3.4
6

.760

NIB - 2 26 95 15 3.8
9

.588

7 Employees’expectationisaccuratefor
assignedjobsaftercompletionofajob
rotation.

CBE - 4 58 139 1 3.6
8

.519

NIB - 4 19 100 15 3.9
1

.598

GrandMean CBE - 348 144 914 8 3.4
1

.231

NIB - 52 148 677 89 3.8 .266
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3

Source:Authorconstructfrom SPSSoutput,2022,SDA=StronglyDisagree,DA=
Disagree,N=Neutral,A=Agree,SA=StronglyAgree,M =Mean,SD=Standard
Deviation

AsindicatedinTable4.9,initem 1,therespondentswereaskedtoratetheirresponse

ontheextentonwhich“Staffsaresatisfiedandconfidentwiththejobrotationsystem

offered bythe CBE enabled them to perform allaspects ofthe job effectively.”

Accordingtothesurveydatamajorityoftherespondents144(71.3%)and54(26.7%)of

therespondentsfrom theselectedCBEbrancheswereagreedandundecidedtothe

stated item,whereas 96 (69.6%)and only18 (13.0%)ofrespondents from NIB

Internationalbankswereagreedanddisagreedrespectively,Thesefrequenciesandits

percentagesfurthercalculatedusingmeansandstandarddeviationsandresultedin(M

=3.45;SD=.886)forCBEand(M =3.80;SD=.812)forNIBInternationalthatshows

moderateandhighpracticesrespectively.Therefore,from thisresultitcanbesaidthat

inmajorityoftheselectedbranchesemployeesaresatisfiedandconfidentmoderately

withthejobrotationsystem offeredbytheCBEthatenabledthem toperform all

aspectsofthejobeffectively,buthighlyinthecaseofNIBInternationalbanksinGurage

Zone.

Regardstotheseconditem,thepresenceofuniform system ofgettingfeedbackfor

improvementduringjobrotationpractices,nearlytwo–thirdoftherespondents129

(63.9%)and66(38.7%)oftherespondentsfrom CBEwereagreedanddisagreed

respectivelytothestateditem,butthree–fourth104(75.4%)andonly10(7.2%)ofthe

respondentsfrom NIBwereagreedanddisagreedrespectivelytowardsthestateditem.

However,themeanandstandarddeviationoftheresponseswere(M =3.31;SD=.934)

forCBEand(M =3.74;SD=.631)forNIBInternationalthatshowsmoderateandhigh

practicesrespectively.Therefore,from thisresultitcanbesaidthatinmajorityofthe

selectedbranchesofCBEexistenceofuniformityingettingfeedbackforimprovement

duringjobrotationpracticeswasimplementedmoderately,buthighlyinthecaseofNIB

InternationalbanksinGurageZone.

Withregardstoitem 3,theextentof“jobrotationapproachishelpfulinstaffpersonal
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development”,similartotheaboveitem,nearlytwo– thirdoftherespondents128

(63.4%)and71(35.1%)oftherespondentsfrom CBEwereagreedanddisagreed

respectivelytothestateditem,butmorethanthree–fourth107(77.5%)andonly3

(2.2%)oftherespondentsfrom NIBwereagreedanddisagreedrespectivelytowardsthe

stateditem.However,themeanandstandarddeviationoftheresponseswere(M =

3.28;SD=.954)forCBEand(M =3.84;SD=.516)forNIBInternationalthatshows

moderateandhighpracticesrespectively.Therefore,from thisresultitcanbesaidthat

inmajorityoftheselected branchesofCBE job rotationpracticewashelpfulfor

employeesmoderatelyfortheirpersonaldevelopment,buthighlyforthecaseofNIB

InternationalbanksinGurageZone.

Astothefourthitem,nearlytwo–thirdoftherespondents129(63.9%)and70(34.7%)

oftherespondentsfrom CBEwereagreedanddisagreedrespectivelyto“Thejobrotation

system ishelpfulinstaffprofessionaldevelopment”,butmorethanhalf73(52.9%)andonly

7(5.1%)oftherespondentsfrom NIBwereagreedanddisagreedrespectivelytowards

thestateditem.However,themeanandstandarddeviationoftheresponseswere(M =

3.29;SD=.957)forCBEand(M =3.83;SD=.773)forNIBInternationalthatshows

moderateandhighimplementationrespectively.Therefore,from thisresultitcanbe

saidthatinmajorityoftheselectedbranchesofCBEjobrotationsystem washelpfulin

staffprofessionaldevelopmentmoderately,buthighlyforthecaseofNIBInternational

banksinGurageZone.

Withregardstothefifthitem,morethantwo-thirdoftherespondents141(69.8%)and

57(28.2%)oftherespondentsfrom CBEwereagreedanddisagreedrespectivelyto

“CBE/NIBcompetencelevelwasassessedthroughCBE/NIBperformancemeasurementsystem

duringjobrotationpractices”,butmorethantwo–third102(73.9%)andonly8(5.8%)of

therespondentsfrom NIBwereagreedanddisagreedrespectivelytowardsthestated

item.However,themeanandstandarddeviationoftheresponseswere(M =3.42;SD=

.901)forCBEand(M =3.81;SD=.634)forNIBInternationalthatshowsmoderateand

highimplementationrespectively.Therefore,from thisresultitcanbesaidthatin

majorityoftheselectedbranchesofCBEcompetencelevelemployeeswereassessed

throughCBEperformancemeasurementsystem duringjobrotationpracticesmoderately,but
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highlyforthecaseofNIBInternationalbanksinGurageZone.

Astothesixthitem,respondentswereaskedtoratetheirresponseson“CBE/NIBjob

rotationsystem isusefultomycareerdevelopment.”,accordingly,morethanhalfofthe

respondents 104(51.5%)and 26 (12.9%)from CBE were agreed and disagreed

respectively,butmorethantwo–third95(68.8%)andonly2(1.4%)oftherespondents

from NIBwereagreedanddisagreedrespectivelytowardsthestateditem.However,the

meanandstandarddeviationoftheresponseswere(M =3.46;SD=.760)forCBEand

(M = 3.89;SD = .588) for NIB Internationalthatshows moderate and high

implementationrespectively.Therefore,from thisresultitcanbenoticedthatinmore

thanhalfoftheselectedbranchesofCBEjobrotationsystem wasusefultoemployees’

careerdevelopment,butNIBjobrotationsystem wasusefultoemployees’careerdevelopment

highlyinGurageZone.

Finally,initem 7respondentswereaskedtorateon“Employees’expectationisaccurate

forassignedjobsaftercompletionofajobrotation”accordingly,morethantwo-thirdofthe

respondents139(68.8%)andonly4(2.0%)oftherespondentsfrom CBEwereagreed

anddisagreedrespectively,butnearlythree–fourth100(72.5%)andonly4(2.9%)of

therespondentsfrom NIBwereagreedanddisagreedrespectivelytowardsthestated

item.However,themeanandstandarddeviationoftheresponseswere(M =3.68;SD=

.519)forCBE and (M = 3.91;SD = .598)forNIB Internationalthatshowshigh

implementationforbothcases.Therefore,from thisresultitcanbesaidthatinmajority

oftheselectedbranchesofbothCBEandNIBInternationalbanksemployees’expectation

wasaccurateforassignedjobsaftercompletionofajobrotationhighlydespitetheirmeans

differenceinGurageZone.

Ingeneral,theoverallresponsesasdepictedinTable4.9,indicatesnearlytwo–thirdof

therespondents64.6% from CBEwereagreed,while24.6% weredisagreedtowards

employeejobrotationprogram evaluation,butmorethantwo–thirdoftherespondents

70.1% andonly5.4% wereagreedanddisagreedtothestatedsevenitems.However,

thegrandmeansandstandarddeviationsofthewholeresponses,theresultsrevealed

(M =3.41;SD=.231)forCBEand(M =3.83;SD=.266)forNIBInternationalindicates

moderateandhighpracticesrespectively.Therefore,from thisresultitcaninferthatin
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mostoftheselectedbranchesofCBEGurageZonejobrotationprogram evaluationwas

carriedoutatmoderatelevel,whileitwascarriedouthighlyinNIBInternationalbanks

ofGurageZone.ThisstudyissupportedbythefindingsofFernandoandDissanayake

(2019)who found outthatjob rotation is an importantprogramme forallowing

employeestoacquirenewskills,enhancestaffproductivity,developnewrelationships

acrossthecompanyandgainskillsneededforfuturecareeradvancementincaseof

privatecommercialbanksinSriLanka.

4.3.1.5EffectivenessofJobRotationPracticesintheCBE/NIBGurageZonebranches

Table4.10:RespondentsViewonEffectivenessofJobRotationPractice

N

o

Item Bank Respondents’frequency M SD

Type SD DA N A SA

1 Effectivenessofjobrotation

approachimprovesemployees’job

engagement.

CBE - 60 10 132 - 3.3

6

.910

NIB - - 18 113 7 3.9

2

.420

2 CBE/NIBinvolvestheemployeesby

acquiringknowledge,developskills

andadoptgoodattitudeduringjob

rotation.

CBE - 21 37 137 7 3.6

4

.714

NIB - - 34 104 - 3.7

5

.432

3 CBE/NIBmakesstaffsaccountable

fortheirmistakesratherthanblaming

othersduringjobrotation.

CBE - 16 74 103 9 3.5

2

.707

NIB - - 39 87 12 3.8

0

.578

GrandMean CBE - 97 121 372 16 3.5

1

.421

NIB - - 91 304 19 3.8

3

.228

Source:Authorconstructfrom SPSSoutput,2022,SDA=StronglyDisagree,DA=
Disagree,N=Neutral,A=Agree,SA=StronglyAgree,M =Mean,SD=Standard
Deviation

AsindicatedinTable4.10,thefirstitem wasconcerningaboutratingtheextentof
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“Effectivenessofjobrotationapproachimprovesstaffjobengagement”Accordingtothe

surveydatamajorityoftherespondentsofCBE132(65.3%)and60(29.7%)wereagreed

anddisagreed,butmorethanthree–fourthoftherespondents113(81.9%)ofNIB

Internationalbankswereagreedandnorespondentsweredisagreedtothestateditem.

However,themeanandstandarddeviationvaluesofthewholeresponseswere(M =

3.36;SD=.910)forCBEindicatingmoderatepracticesand(M =3.92;SD=.420)forNIB

Internationalbanksindicatingthathighextentofpractices.Thetwomeanvaluesfor

bothcaseswiththeirstandarddeviationshowsmajorityoftherespondentshavesimilar

responseswhichareconfirmedbylessthanonestandarddeviation,smallvariation.

Therefore,from theresultitcanbesaidthatinmostoftheselectedbranchesofCBE

GurageZoneeffectivenessofjobrotationapproachimprovedemployees’jobengagement

moderately,buthighlyinmostoftheselectedbranchesofNIBInternationalbanksof

GurageZone.

Asto the second item,similarto the above item,more than two -third ofthe

respondents137(67.8%)and21(10.4%)oftherespondentsfrom CBEwereagreedand

disagreedrespectivelyto“CBE/NIBinvolvestheemployeesbyacquiringknowledge,develop

skillsandadoptgoodattitudeduringjobrotation”,butthree–fourth104(75.4%)from NIB

wereagreedandnorespondentsreplieddisagreetowardsthestateditem.However,the

meansandstandarddeviationsforthewholeresponseswere(M =3.64;SD=.714)for

theCBEshowingtosomeextenthighlevelofpracticeand(M =3.75;SD=.432)forNIB

Internationalthatshowshighpractice.Thisresultimpliesthatinthemajorityofthe

selectedbranchesCBE/NIBinvolvedtheemployeesbyacquiringknowledge,developskills

andadoptgoodattitudeduringjobrotation.

Regardstothelastitem,bothrespondentswereaskedtoratetheirresponsesonto

whatextentdid“CBE/NIB makesemployeesaccountablefortheirmistakesratherthan

blamingothersduringjobrotation”,accordingly,morethanhalfoftherespondents103

(51.0%)ofCBEand87(63.0%)ofNIBInternationalwereagreed,whereas16(7.9%)and

74(36.6%)ofCBErespondentsweredisagreedandundecidedrespectively,while39

(28.3%)ofNIB respondentswereundecidedtothestateditem.Butthemeanand

standarddeviationvaluesofthewholeresponseswere(M =3.52;SD=.707)forCBE
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and(M =3.80;SD=.578)forNIBInternationalbanksindicatingthattosomeextent

moderatepracticebyCBE,buthighpracticesforNIBInternationalofthestateditem.

Therefore,from thisanalysisitcanbesaidthatinthemajorityoftheselectedbranches

oftheCBEandNIBInternationalbanksmadeemployeesaccountablefortheirmistakes

ratherthanblamingothersduringjobrotationpracticesmoderatelyandhighlyrespectively

inmostoftheselectedbranchesinGurageZone.

Ingeneral,theassessmentofeffectivenessofjobrotationpracticesexaminedthe

extentoftheimplementationinbothtypesofbanks.Accordingtotheresultsofthe

analysis,theoverallresponsesshows64.0%oftheparticipantsfrom CBEwereagreed

orstronglyagreed,while78.0% oftheparticipantsfrom NIBwereagreedorstrongly

agreedtothestatedthreeitemsresultedin(M =3.51;SD=.420)forCBEand(M =3.83;

SD =.228)forNIB Internationalbanksindicatingtheeffectivenessofjobrotation

practiceswasatmoderatestatusinthecaseofCBE,whereasathighstatusinthecase

ofNIB.Therefore,from thisresultitcanbesaidthatjobrotationpracticesneedmore

emphasisforboth,inparticularforCBE.Inthisregardthefindingofthisstudyis

supportedbyDora(2012)whofoundoutparticipantsinthejobrotationprogrammewho

wereinterviewed,expressedahighlevelofsatisfactionwiththeprogramme.Thestudy

also revealed thatthe respondent’s appreciated the effectiveness ofjob rotation

programmeintheirorganization.ButitisincontrastwithWoldemedhin(2015)who

assessed job rotation practices in CBE,Addis Ababa branches to measure

effectivenessofjobrotationpracticeinenhancingmotivation,commitmentandjob

involvementandtriedtopointoutalternativetraininganddevelopmentmethodsin

improvingjobrotationpracticesandfoundoutsatisfactorypracticeinjobrotationplan

communication.

4.3.1.6BenefitsofjobrotationpracticesintheCBE/NIBGurageZonebranches

Table4.11:RespondentsViewonBenefitsofjobrotationpractices

N
o

Item Bank
Type

Respondents’frequency M SD

SD DA N A SA
1 Jobrotationpracticebroadens

theknowledgeofemployees.
CBE - 15 57 130 - 3.5

7
.629

NIB - - 46 87 5 3.7 .549
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0
2 Jobrotationpracticeincreases

employees’engagementlevel.
CBE - 46 33 115 8 3.4

2
.884

NIB - 17 8 94 19 3.8
3

.816

3 Jobrotationpracticehelpsin
careerplanningandprogression
ofemployees.

CBE - 42 30 124 6 3.4
7

.853

NIB - 11 16 103 8 3.7
8

.670

4 Jobrotationpracticereduces
boredom ofemployees.

CBE - 27 38 133 4 3.5
6

.745

NIB - 10 16 103 9 3.8
0

.660

5. Jobrotationpracticebenefitsthe
banks.

CBE - 61 47 91 3 3.1
8

..885

NIB - 3 40 82 13 3.7
6

.646

GrandMean CBE - 191 205 593 21 3.4
4

.311

NIB - 41 126 469 54 3.7
8

.293

Source:Authorconstructfrom SPSSoutput,2022,SDA=StronglyDisagree,DA=
Disagree,N=Neutral,A=Agree,SA=StronglyAgree,M =Mean,SD=Standard
Deviation

AsindicatedinTable4.11,initem 1,therespondentswereaskedtoratetheirresponse

on“Jobrotationbroadenstheknowledgeofemployees”Accordingtothesurveydata

almosttwo– thirdoftherespondents130(64.4%)ofCBEand87(63.0%)ofNIB

Internationalbankswereagreed,while57(28.2%)oftherespondentsofCBEand46

(33.4%)ofNIBInternationalbankswereundecidedtothestateditem.Thesefrequency

countsandtheothersfurthercalculatedusingmeansandstandarddeviationswhich

resulted(M =3.57;SD=.629)forCBEand(M =3.70;SD=.549)forNIBInternational

thatshowsmoderateandhighpracticesrespectively.Therefore,from theresultitcan

besaidthatinmostoftheselectedbranchesJobrotationbroadenedtheknowledgeof

mostemployeesmoderatelyandhighlyforCBEandNIBrespectively.

Astotheseconditem,morethanhalfoftherespondents115(56.9%)ofCBEwere

agreed,while94(68.1%)oftherespondentsfrom NIBwereagreed,however,46(22.8%)

oftherespondentsofCBEand17(12.3%)ofNIBweredisagreedtothestateditem “job

rotationpracticeincreasesemployees’engagementlevel”But,themeanandstandard

deviationforthewholeresponseswere(M =3.42;SD=.884)forCBEand(M =3.83;SD
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=.816)forNIBindicatingmoderateandhighpracticesrespectively.Thisresultimplies

thatinthemajorityoftheselectedbranchesofCBEjobrotationpracticeincreased

employees’engagementlevelmoderately,whereasitincreasedmostoftheemployees’

engagementlevelintheselectedbranchesofNIB.From thisresultitcanbeinferred

thatinmostoftheselectedbranchesemployeesareengagedmoreinNIBrelativeto

theCBE’semployeesinmostoftheselectedbranchesofboth.

Regardstoitem 3,majorityoftherespondents124(61.4%)oftheCBEand103(74.6%)

oftheNIBInternationalwereagreedto“Jobrotationpracticehelpsincareerplanning

andprogressionofemployees”But42(20.8%)oftherespondentsofCBEandonly11

(8.0%)oftherespondentsfrom NIBweredisagreed.However,todecidetheextentof

thepracticethemeanandstandarddeviationofthewholeresponseswerecalculated

andresultedin(M =3.47;SD =.853)forCBEand(M =3.78;SD =.670)forNIB

Internationalthatshowsmoderateandhighextentpracticesrespectively.Therefore,

from thisresultitcanbenoticedthatinthemajorityoftheselectedbranchesofCBEjob

rotationpracticehelpedincareerplanningandprogressionofemployeesmoderatelyas

comparedtoNIBInternationalbankswheretheimplementationwashigh.

Astothefourthitem,133(65.8%)oftherespondentsfrom CBEand103(74.6%)ofthe

respondentsfrom NIB Internationalbankswereagreed,whereas27(13.4%)ofthe

respondentsofCBEand10(7.2%)weredisagreedtotheitem;“Jobrotationpractice

reducesboredom ofemployees”However,themeanandstandarddeviationofthe

overallresponseswere(M =3.56;SD=.745)forCBEand(M =3.80;SD=.660)forNIB

Internationalthatshowsmoderateandhighextentpracticesrespectively.Therefore,

thisresultimplies,despitethesignificantnumberofundecidedresponsesinthecaseof

CBE,inmajorityoftheselectedbranchesofCBEjobrotationpracticereducedthe

boredom ofemployees moderately,while itreduced highly in the case ofNIB

Internationalbanks.Inthisregard,thefindingofthisstudyisconcurredwiththefinding

ofFassil(2019)theeffectofjob rotationonemployees’motivation:thecaseof

WegagenBankS.C.andfoundoutjobrotationpracticesreducesboredom ofemployee

onwork.

Finally,initem 5,therespondentsfrom bothtypesofbanks,public(CBE)andprivate
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(NIB),wereaskedtoratetheirresponsesontowhatextentdid“Jobrotationpractice

benefitsthebanks”;Soaccordingtotheresultoftheanalysis91(45.0%)oftherespondents

from CBEand82(59.4%)oftherespondentsfrom theselectedNIBbankswereagreedtothe

stateditem;whereas61(30.2%)andonly3(2.2%)oftherespondentsfrom theselected

branchesofNIBweredisagreed.Astothemeanandstandarddeviationofthewholeresponses,

theresultsshows(M =3.18;SD =.885)forCBEand(M =3.76;SD =.646)forNIB

Internationalthatshowsmoderateandtosomeextenthighpracticesrespectively.

Therefore,thisresultimplies,despitethesignificantnumberofundecidedresponsesin

thecaseofCBE,inthemajorityoftheselectedbranchesofCBEmajorityofthe

respondentsbelievedthatjobrotationpracticebenefitedthebankmoderately,buthighly

inthecaseofNIBInternationalbanks.

Ingeneral,theoverallratingsshows60.8%oftherespondentswereagreedorstrongly

agreedinthecaseofCBE,while75.8%wereagreedorstronglyagreedtothestatedfive

items.Ontheotherhand,thegrandmeanandstandarddeviationsoftheentirefive

itemswere(M =3.44;SD=.311)forCBEand(M =3.76;SD=.293)indicatingmoderate

andhighbenefitsofjobrotationpracticesrespectively.

4.3.2ResultsonEmployees’EngagementLevel

Table4.12:CategoriesofEmployeesEngagementLevel

Bank’s
Type

MeanScoresRange Level Frequency Percent

CBE
From 3.60&above Engaged 121 60.0
From 2.75upto3.59 Disengaged 71 35.2
Lessthan2.75 ActivelyDisengaged 10 4.8

Total 202 100

NIB

From 3.60&above Engaged 89 64.5
From 2.75upto3.59 Disengaged 44 31.9
Lessthan2.75 ActivelyDisengaged 5 3.6

Total 138 100
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GrandTotal 340 100
Source:Authorconstructfrom SPSSoutput,2022

From theaboveTable4.12,majority121(60.0%)oftheemployeesintheselectedCBE

wereengagedintheirwork.However,10(4.8%)oftherespondentswereactively

disengaged.Astothemiddleengagementlevel,71(35.2%)oftherespondentswerenot

engaged,whilenearlytwo– third89(64.5%)oftheemployeesintheselectedNIB

InternationalbanksofGurageZonewereengagedintheirwork.However,5(3.6%)of

therespondentswereactivelydisengaged.Astothemiddleengagementlevel,44

(31.9%)oftherespondentswerenotengagedwhichisinagreementwithGallup’s

modelclassifications ofemployees engagement,where employees relative with

engagementlevel50.8%areengaged,42.9%arenot–engagedand6.3%disengaged.

Ontheotherhand,from thepriorempiricalstudies(Yonas,2018)andotherrelated

literatures,these74employeeswhowereinthemeanscoresrangefrom 2.75upto

3.59whowerenearlytotheneutralstateandtypicallyhavethetendencytobeengaged

iftheorganizationtakesremedialsolutionstoengagedthem fully(Maylett&Warner,

2014).Therefore,from thisanalysisitcanbeinferthatmostoftheemployeesofthe

CBEwereengagedintheirworks.

4.4OrdinalRegressionModelEvaluationandAnalysis

4.4.1EvaluationoftheModel

Thevalidityoftheinferencesdrawnfrom ordinalregressionmodelanalysisdependson

itsassumptionsbeingsatisfied.Inthisregard,inordertheanalysistobevalidandthe

regressionexploretheexistenceofsignificantimpactofeachexplanatoryvariableon

thedependentvariable;itshouldsatisfyallassumptionsofordinalregressionmodel.

Therefore,theassumptionswerecheckedbeforerunningtheanalysisusingSPSS

version20software.Thediagnostictestsforthewholeassumptionsareattachedinthe

Appendixpart.Inthissection,onlyfourmodeladequacytestandtheirevaluationssuch

asmodelfitnessinformation;goodnessof–fittest,pseudovalue;andtestofparallels

analysesandtheirinterpretationarepresentedusingtheoutputsoftheSPSS.Moreover,

logitlinkfunctionisusedintheanalysisbecauseitisevenlydistributedcategoriesand

isreasonablechoiceswhenthechangesinthecumulativeprobabilitiesaregradualand
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logitinvolvesalllevelsoftheresponseanddichotomizestheresponsescale.

4.4.1.1ModelFitnessInformation

Inthissection,beforelookingattheimpactsofeachexplanatoryvariableineachofthe

six factors,job rotation plan practice,job rotation plan practice communication,

provision ofsupportprovided during job rotation practices,job rotation practice

program,effectivenessofjobrotationpracticeandbenefitofjobrotationplanpractice,

thatcanaffectemployeeengagementinthemodel,oneneedstodeterminewhether

eachmodelimprovestheabilitytopredicttheoutcome.Thiswasdonebycomparinga

modelwithoutanyexplanatoryvariables(thebaselineor“interceptonly”model)against

themodelwithalltheexplanatoryvariables.AsitcanbeseeninTable4.13below,the

statisticallysignificantchi–squarestatisticofeachmodel(p .05)indicatesthatthe<

finalmodelofeachgaveasignificantimprovementoverthebaselineintercept–only

model.Statisticallythistellsusthateachmodelresultedinbetterpredictionswiththe

explanatoryvariablesthanthebaselinemodel.

Table4.13:ModelFitnessInformationfortheSixExplanatoryVariables

ModelFittingInformation

BankType Model -2Log

Likelihood

Chi-Square df Sig.

CBE Intercept

Only
332.607

Final 227.784 104.822 6 .000

NIB InterceptOnly 211.842

Final 62.722 149.119 6 .000

Linkfunction:Logit.

Source:Authorconstructfrom SPSSoutput,2022

4.4.1.2.GoodnessofFit–test

Thisstatisticaltestwasintendedtotestwhethertheobserveddataineachindependent

variableitemswereconsistentwiththefittedmodelornot.Inordertotest,Pearsonand

Deviancestatisticswasused.
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Pearsoniswidelyusedinstatisticstomeasurethedegreeoftherelationshipbetween

linearlyrelatedvariables.Devianceislikelihood– ratiotestinlogisticandordinal

regressionanalyseswhichisusedunderfullmaximum likelihood.Thedeviancecanbe

regardedasameasureoflackoffitbetweenamodelanddata.Thelargerthedeviance,

thepoorerthedatawillfitthemodel.Thiswasdonefirstbyassumingthatthenull

hypothesis,theobserveddataareconsistentwiththefittedmodel(i.e.Modelfitsis

good).

Statisticallygoodmodelshavelargeobservedsignificancelevelssincethegoodnessof

fitmeasureshavelarge observed significance levelwhencomparedwiththenormal

significantlevel=.05andcoupledwiththefactthatordinalregressionmodelsarevalid

whenthenormalityassumptionsarenotmet.Therefore,acceptthenullhypothesis,if

thep–valueisgreaterthan.05levelofsignificant,andthenconcludethatthedataand

themodelpredictingcapacityaresimilaracrosstheordinaldataandthatonecanhave

agoodmodel.However,ifthep–valueislessthan.05,thenthemodelisstatistically

differentfrom theobserveddata(i.e.themodelisabadfitofthedata).Thisimplies

thatoneneedsnosignificantresult(p–valuegreaterthan.05).

Therefore,asitcanbeseenfrom Table4.14below,theGoodnessoffit–testresultedp

–valueswhicharegreaterthan.05forbothPearsonandDeviancestatistics.

Table4.14:Goodnessoffit–testResultfortheSixExplanatoryVariablesasawhole

BankType Goodness-of-Fit

Chi-

Square

Df Sig.

CBE Pearson 338.671 396 .983

Deviance 227.784 396 1.000

NIB Pearson 543.718 593 .927

Deviance 445.376 593 1.000

Linkfunction:Logit.
Source:Authorconstructfrom SPSSoutput,2022
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4.4.1.3PseudoR-SquareResult

Inthissection,liketheR–squarevalueinlinearregressionmodelthecoefficientof

determination summarizes the proportion ofvariance in the dependentvariable

associatedwiththepredictor(independent)variables,thisvalueindicatingthevariation

isexplainedbythemodel.Butforregressionmodelwithordinaldependentvariable,itis

notpossibletocomputeasinglestatisticthathasallofthecharacteristicsofthelinear

regressionmodel.Thefollowingmethodswereusedtoestimatethecoefficientof

determination.ThepseudoRsquaresofthemodelforbothbanktypeswiththesix

explanatoryvariables were calculated based on the likelihood ratio and theyare

presentedinTable4.15below.

Table4.15:ResultsontheExplainingCapacityoftheSixExplanatoryVariables

BankType PseudoR-Square

CBE

CoxandSnell .587

Nagelkerke .735

McFadden .552

NIB

CoxandSnell .661

Nagelkerke .842

McFadden .704

Linkfunction:Logit.
Source:Authorconstructfrom SPSSoutput,2022

AsitcanbeseeninTable4.15,theNagelkerkevalueisthehighestamongthePseudoR

squaresforthetwomodels.Thisshowsthat73.5% ofthevariationinindividual’s

engagementlevelforCBEand84.2% ofthevariationintheindividual’sengagement

levelwereexplainedbytheexplanatoryvariables,JRPP,JRPPC,PSDJRP,JRPE,EJRP

andBJRP.Theremaining26.5%and15.8%wereaccountedforbytheerrortermswhich

werecapturedbyothervariablestoemployees’engagementthatwerenotincludedin

thisstudy.

4.4.1.4TestofParallels

Thistestwasdesignedtomakejudgmentaboutthemodeladequacyusingthesix
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explanatoryvariables.Itwasdonebytestingthenullhypothesisthatstatedtheslopes

ofthecoefficientsinthemodelarethesameacrosstheorderedresponsecategories.

Thatis,therelationshipbetweentheindependentvariablesanddependentvariables

doesnotchangeaccordingtothecategoriesofthedependentvariable.Likegoodness

offit–test,oneneedsp–valuegreaterthanthesignificantlevel.05indicatingno

significantdifference forthe corresponding slope coefficientsacrossthe ordered

responsecategories–engagementlevel.AsitcanbeseeninTable4.16below,the

hypothesiswhichwastestedbyChi–squaretest,theassumptionofparallelism (P >

.05),inthetestthe row labeled nullhypothesis contains-2loglikelihood forthe

constrained model.Themodelthatassumesthelinesorplanesareparallel.Therow

labeledgeneralisforthemodelwithseparateplanesorlines.Theentrylabeledchi-

squareisthedifferencebetweeneachofthetwo-2loglikelihoodvaluesinthemodelfor

bothtypesofbankshasp–valuesgreaterthan.05,.579forCBEand.730forNIB

Internationalbanks.Thisshowsthatthechosenlinkfunctionineachvariablewasright

andthisgivestheassumptiontoproportionalodds(parallellines)sincetherewasno

sufficientevidencetorejectthenullhypothesis(which states that there is no

significantdifferencebetweentheregressioncoefficientacrosstheorderedresponse

categories)suggestingthatthemodelassumptionofequalitywassatisfied.

Table4.16:ResultsofTestofParallelLines

BankType TestofParallelLinesa

Model -2Log

Likelihood

Chi-Square Df Sig.

CBE

NullHypothesis 248.514

General 243.785 4.730 6 .579

Thenullhypothesisstatesthatthelocationparameters(slope

coefficients)arethesameacrossresponsecategories

NIB NullHypothesis 119.700

General 110.092 9.608 6 .730

Thenullhypothesisstatesthatthelocationparameters(slope

coefficients)arethesameacrossresponsecategories.

a.Linkfunction:Logit.
Source:Authorconstructfrom SPSSoutput,2022
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Insummary,sincethefourbasicmodeladequacytestsweremet,theordinalregression

modelcouldexploretheimpactofeachofthesixindependentvariablesandpresented

anddiscussedaccordinglyunderneath.

4.4.2.Effects ofeach ofthe ExplanatoryVariables on the Outcome Variable –

EngagementLevel

Thissectionwhichisthecoreoftheordinalregressionmodelanalysistellsusthatthe

impactofeach item in each ofthe six variables on the dependentvariable –

engagementlevelofemployees.ThisanalysiswasdoneusingtheSPSSoutput,the

parameterestimatestablewasused,inthetableshownbelowforbothtypesofbanks,

thecoefficients,theirstandarderrors,theWaldtestandassociatedp-values(Sig.),odds

ratioandtheirinterpretationsaredescribedasfollows.

InterpretationofParameterEstimates

Thethresholds,theinterceptequivalentterms,areshownatthetopoftheparameter

estimatesoutput,andtheyindicatewherethelatentvariableiscuttomakethethree

groupsthatwereobservedinthedata.TheestimateslabeledLocationaretheonesthat

theinterestrelieson.Theyarethecoefficientsforthepredictorvariables.TheWald

statisticisthesquareoftheratioofthecoefficienttoitsstandarderror(Waldstatistic=

).ThesignificanceoftheWaldstatisticinthecolumnwithheadingsig(p<(
B

st.dev.)
2

0.05)indicatestheimportanceofthepredictorvariablesinthemodel.Ifithappens,the

nullhypothesis : =0shouldberejectedanditshowsthatthecorrespondingpredictorHoβj

variableissignificantandshowninTable4.17givenbelowandtheinterpretationswere

madeaccordingly(Eygu&Gulluce,2017).

Interpretationoftheextentoftheeffectsize:OddRatio(OR)

Inordertohavetheextentoftheeffectofeachofthesignificantitem onemployee

engagement,statisticallyitiscalledOddsratiowasused.Oddsratioindicatesthe

effectoftheregressioncoefficientontheoutcomevalue.The“oddsratio(OR)”is

obtainedbytakingthe“exponent”ofthecoefficient:OR=“exp(B)”.Because,asAndy
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(2006)indicatedthemostcommonandpossiblymoreusefulmeasureoftheimpact

sizeforcategoricaldataistheoddsratioanditisanindicatorofaunitchangeinthe

predictorvariablewillleadtoashiftfrom onecategorytothesucceeding/preceding

categorydependingontheoddsratio. Theoddsratiodependsonthesignofthe

coefficients,apositivecoefficientindicatesthatthegreaterthecoefficient,thegreater

thelikelihoodoftheoccurrenceoftheoutcome(thelikelihoodoftheemployeetobe

engaged).Anegativecoefficientindicatesthatthegreaterthecoefficient,thelesserthe

likelihoodoftheoutcomestobeoccurred(Liu,2010).Thus,Oddratiogreaterthanone

indicatesapredictorisassociatedwithincreasedlikelihoodoftheoutcome– the

probabilityoftheexistenceofemployeeengagement;iftheoddratioisequalto1,it

indicatesnoassociationbetweenpredictorandoutcome;ifthevalueofoddratioisless

thanone,itindicatespredictorisassociatedwithdecreasedlikelihoodoftheoutcome

(Abedinetal.,2016).Theresultsandthediscussionsarepresentedbelow.

Table 4.17: Parameter Estimates of the independent variable on Employee
EngagementLevel

PseudoR–Squarevalue=.735(ofCBE) PseudoR–Squarevalue=.842(ofNIB)

ParameterEstimatesofthetwomodelsonCBE/NIB exp

(B)

exp

(B)Estimate(B) Std.Error Wald Df Sig.

CBE NIB CBE NIB CBE NIB C N CB NIB CBE NIB

Thres

hold

[EEL=1] 5.24 6.181.435 1.547 13.33 15.96 1 1
.000 .00

0

188.6

7

482.9

9

[EEL=2] 6.11 6.931.633 1.754 13.99 16.03 1 1
.000 .00

0

450.3

4

900.2

2

Locati

on
JRPP 1.884 1.893 .498 .491 14.32 14.86 1 1

.000 .00

0

6.579 6.639

JRPPC 1.234 1.845 .553 .516 4.98 12.78 1 1
.026 .00

0

3.435 6.328

PSDJRP 1.339 1.605 .608 .419 4.85 14.67 1 1
.028 .01

8

3.815 4.978

JRPE 1.273 1.552 .609 .422 4.37 13.55 1 1
.037 .00

7

3.572 4.721

EFJRP 1.114 1.725 .463 .474 5.79 13.24 1 1
.016 .00

3

3.046 5.613
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BJRP 1.591 2.472 .535 .603 8.84 16.81 1 1
.003 .00

9

4.908 11.84

6

Linkfunction:Logit.

Source:Authorconstructfrom SPSSoutput,2022

AsitcanbeseeninparameterTable4.17,atthetoprow,thethresholdcoefficientsEE1

andEE2arerepresentingtheintercepts,specificallythepoint(intermsofalogit)where

employeeengagementlevelwerepredictedintothethreecategories:engaged(coded

with3),notengaged(codedwith2),andactivelydisengaged(codedwith1).Inthe

same table,the estimate column indicates coefficients;in these coefficients the

positivesignindicatesthatthosevariableshavedirecteffectsontheengagementlevel

ofemployee.From Table4.17,alltheindependentvariablesonjobrotationpractices

havedirecteffectonemployeeengagement.Theestimatesthatarelabeledlocationare

thecoefficientsforthepredictorvariablesinwhichrelationshipbetweenemployee

engagementandjobrotationpracticevariablesthathavecertainimpactonemployee

engagementwereobserved.

TheoutcomeoftheregressionanalysisdepictedinTable4.17indicatesthestatistical

significanceofeachregressioncoefficients.Asitcanbeseenfrom thetable,the

estimate,coefficientsofallthesixpredictorvariablesarepositivewhichindicatedthat

therewasapositiveassociationbetweeneachofthesixindependentvariablesandthe

outcomevariable–employeeengagementlevel.Inthisregard,sincethesignificanceof

theWaldstatisticinthesig.column(<.005)indicatestheimportanceofthepredictor

variablesforthemodelthatpredictthedependentvariable.So,statisticallyfrom the

statednullhypothesisandthealternativehypothesis:

Statistically job rotation practices have no significanteffecton employee’s:Ho1

engagementinbothpublicandprivatebanksinGurageZone.

Statistically job rotation practices have significant effect on employee’s:Ha1

engagementinbothpublicandprivatebanksinGurageZone.

Thenullhypothesis, statisticallyjobrotationpracticeshavenosignificanteffecton:Ho1

employee’sengagementinbothpublicandprivatebanksinGurageZonewererejected
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and henceallofthesixpredictorvariableshavesignificanteffectonemployees’

engagement.Therefore,theresultsoftheanalysesindicated thatengagementof

employeewassignificantlyassociatedandaffectedbythesixvariables.

Astothespecificeffect(OR=OddRatio)thateachofthesixpredictorvariableshason

employees engagement,the effectofjob rotation plan practices on employees

engagementwasOR =6.579forCBEandOR=6.693forNIBInternationalbankswithp

–valueof.000 .05indicatingthatthelikelihoodoftheemployeestoincreasetheir<

engagementwas6.579 timesand 6.693 forCBE and forNIB Internationalbanks

respectivelyforthosewhowerenotengagedoractivelydisengagedfrom theirworks.

From thisresultitcanbeinferredthatifemployeesarepracticesjobrotationplanfor

theirperformance,thentheybecomemoreengrossedintheirworkinbothbanks.

Therefore,thisfindingsissupportedbythetheorywhichstatedthatengagementisnot

amomentaryandspecificstate,rather,itis“amorepersistent,pervasive,andaffective

– cognitivestatethatisnotfocusedonanyparticularobject,event,individual,or

behavior”(Schaufelietal.,2006).

The effectofjob rotation practice communication on employees’engagement

describedbyitsOR,OR=3.435withp=.026<.05forCBEandOR=6.328withp=.000

.05 forNIB Internationalbanks,indicating thatthe odds ofhaving employee<

engagementwasincreasedby3.435and6.328forCBEandNIBInternationalbanks

respectivelyforeverypositiveincrementofjobrotationpracticecommunicationholding

theothervariablesconstantinthemodel.Whatthistellsusthatifjobrotationpractice

communicationwascarriedoutwellandimplementedeffectivelyinbothtypesofbanks

theoddsofemployees’engagementwere3.435and6.328timeshigherthanifitwas

normaljobrotationpracticecommunicationhabit.From thisresultitcanbeinferred

thathow employees were engaged ifjob rotation practice communication was

implementedeffectively.Thisfindingisconcurredwiththeresultsofthepreviousstudy

byYohannes(2016)whoconductedhisstudyontheRoleofSelectedHumanResource

PracticesonEmployeeEngagementinCBEandfoundoutthatcommunicationhas

positive,linearandsignificantrelationshipandcontributiontoemployees’engagement.
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Regards to provision of support during job rotation practices on employees’

engagementwasOR=3.815withp=.028 .05forCBEandOR=4.978withp=.018<<

.05 forNIB Internationalbanks indicating thatthe odds ofhaving CBE and NIB

Internationalbanks employees’engagementwere increased by 3.815 and 4.978

respectivelyforeverypositiveincrementofprovisionofsupportduringjobrotation

practicesholdingtheothervariablesconstantinthemodel.Thisresulttellsusprovision

ofsupportduringjobrotationpracticesonwhichtherightprovisionofsupportwas

implementedincreasedtheoddsoftheemployees’engagementby3.815and4.978

thanthosewhowerenotsupportedeffectivelywhiletheirpractices.Thefindingofthis

studyisinlinewiththefindingofthestudybyDerara(2014)whoconductedhisstudy

onCBEinAddisAbabaareaandfoundoutthatemployeeswhoweresupportedare

morelikelytoreciprocatewithgreaterlevelsofengagementtotheirorganization.

Theeffectofjobrotationpracticeevaluationonemployees’engagementdescribedby

itsOR,OR=3.572withp=.037<.05forCBEandOR=4.721withp=.007 .05for<

NIBInternationalbanks,indicatingthattheoddsofhavingemployees’engagement

wereincreasedby3.572and4.721forCBEandNIBInternationalbanksrespectivelyfor

everypositiveincrementofjob rotation practiceevaluation holding theotherfive

variablesconstantinthemodel.Whatthistellsusthatifjobrotationpracticeevaluation

wascarriedoutwellandimplementedeffectivelyinbothtypesofbankstheoddsof

employees’engagementwere3.572and4.721timeshigherthanthosewhowerenot

engagedoractivelydisengagedifitwasnormaljobrotationpracticeevaluation.From

thisresultitcanbeinferredthathowemployeeswereengagedifjobrotationpractice

evaluationwasimplementedeffectivelyinbothtypesofbanks.

Regardstotheeffectivenessofjobrotationpracticesinbothtypesofthebanks,the

resultoftheordinalregressionmodelanalysisdepictedinTable4.18showstheodd

ratio,OR=3.046withp=.016<.05,levelofsignificanceforCBEandOR=5.613withp

=.003<.05,levelofsignificanceindicatingthattheoddsofhavingCBEandNIB

Internationalbanks employees’engagementwere increased by 3.046 and 5.613

respectivelyforeverypositiveincrementofthemeanscoresoftheeffectivenessofjob

rotationpracticesinbothtypesofthebanksholdingtheothervariablesconstantinthe
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model.This resultimplies effectiveness ofjob rotation practices on which the

effectivenessofjobrotationpracticesdeservedinbothbanksincreasedtheoddsofthe

employees’engagementby3.572and4.721.Therefore,from thisresultitcanbe

inferredthateffectivenessofjobrotationpracticesisimperativefortheengagementof

employees.

Finally,onthebenefitofjobrotationpracticesonengagementofemployeesinboth

typesofthebanks,similartotheabovevariables,theresultoftheordinalregression

modelanalysisdepictedinTable4.18showstheoddratio,OR=4.908withp=.003<

.05,levelofsignificanceforCBE andOR =11.846withp=.000<.05,levelof

significance indicating thatthe odds ofhaving CBE and NIB Internationalbanks

employees’engagementwereincreasedby4.908and11.846respectivelyforevery

positiveincrementofthemeanscoresofthebenefitofjobrotationpracticesinboth

typesofthebanksholdingtheothervariablesconstantinthemodel.Thisresultimplies

forthoseemployeesofbothtypesofbankwhobelievedthatjobrotationpracticeis

beneficiaryengagedmoreintheirjobthanforthosewhowerenotengagedandactively

disengaged.

Ingeneral,asithasbeenindicatedintheaboveresultsanddiscussions,thesixjob

rotation practice variables have positive and significantimpacton employees’

engagementswhichwereconfirmedbythePseudoR–Squarevalues.735fortheCBE

and .842 forNIB Internationalbanksindicating thepredicting capacityofthesix

variables in combination.Thatis 73.5% and 84.2% variations in the employee

engagementwerejointlyaccountedbythesixvariables.

4.5IndependentSamplest-testAnalysisonJobRotationPractices

betweenCBEandNIBInternationalbankEmployees

4.5.1TheDiagnosticTestoftheIndependentSamplest–test

EvaluationofIndependentSamplest-testAssumptions

Thevalidityoftheinferencesdrawnfrom independentsamplest-testanalysisdepends

onitsassumptionsbeingsatisfied.Inthisregard,inordertheanalysistobevalidand
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theindependentsamplest-testexploretheexistenceofsignificantdifferencebetween

thetwogroupsornot,itshouldsatisfyalltheindependentsamplest-testassumptions.

Therefore,theassumptionswerecheckedbeforerunningtheanalysisusingSPSS

version20software.Theresultsofthediagnostictestfortheindependentsamplest-

testwithitsinterpretationarepresentedusingtheoutputsoftheSPSS.

1.TestoftheAssumptionofIndependence

Oneofthefirststepsinusingtheindependent-samplest-testistotesttheassumption

ofindependence.Independenceisamethodologicalconcern;itisdealtwith(orshould

bedealtwith)whenastudyissetup.Althoughtheindependenceassumptioncanruina

studyifitisviolated,thereisnowaytousethestudy’ssampledatatotestthevalidity

ofthisprerequisitecondition.Itisassessedthroughanexaminationofthedesignofthe

study(Tabachnick&Fidell,2007).Sincethedesignofthisstudywasdescriptiveand

explanatoryandthedataweregatheredfrom clericalemployeesfrom thetwotypesof

banksseparately,theresearcherconfirmedthatthetwogroupswereindependentof

eachother.

2.TestoftheAssumptionofNormality

Theotherstepsinusingtheindependent-samplest-testistotesttheassumptionof

normality,wheretheNullHypothesisisthatthereisnosignificantdeparturefrom

normality,assuch;retaining thenullhypothesisindicatesthattheassumption of

normalityhasbeenmetforthegivensample.TheAlternativeHypothesisisthatthereis

asignificantdeparturefrom normality,assuch;rejectingthenullhypothesisinfavorof

thealternativeindicatesthattheassumptionofnormalityhasnotbeenmetforthe

givensample.

To testthe assumption ofnormality,the researchercarried outexamination of

skewnessandkurtosis(Tabachnick&Fidell,2007).Inexaminingskewnessandkurtosis,

theskewness(kurtosis)statisticisdividedbyitsstandarderror.Itwasintendedto

knowifthisstandardscoresvaluesignificantlydepartsfrom normality.Regardingthis,
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Concernariseswhentheskewness(kurtosis)statisticdividedbyitsstandarderroris

greaterthan z 3.29 (p < .05,two-tailed test).This testis described and its±

interpretationispresentedbelowinTable4.18below.

Table4.18:KurtosisandSkewnessofCBEandNIBInternationalonJobRotation
PracticeVariables

Variable Category
Skewness Kurtosis

Statisti
c

St.error z–statistic Statisti
c

St.error z–statistic

JRPP CBE -.364 .171 -2.1286 -.107 .341 -.3138
NIB -.503 .206 -2.4417 .084 .410 .2049

JRPPC CBE -.376 .171 -2.1988 .298 .341 .8739
NIB -.444 .206 -2.1553 .472 .410 1.1512

PSDJRP CBE -.398 .171 -2.3275 .232 .341 .6804
NIB .498 .206 2.4175 .483 .410 1.1781

JRPE CBE -.129 .171 -.7544 -.369 .341 -1.0821
NIB -.408 .206 -1.9806 .241 .410 .5878

EJRP CBE -.427 .171 -2.4971 .207 .341 .6070
NIB -.413 .206 -2.0049 .585 .410 1.4268

BJRP CBE -.146 .171 -.8538 -.325 .341 -.9531
NIB -254 .206 -1.2330 -.563 .410 -1.3732

Source:Authorconstructfrom SPSSoutput,2022

Asitcanbeseenfrom Table4.18,thez–statisticsforbothtypesofbanksliewithin

therangeof–3.29upto3.29.Theseresultimpliedthattheassumptionofnormality

testhasmet.

3.TestoftheassumptionofHomogeneityofVariance

Anotherstepinusingtheindependent-samplest-teststatisticalanalysisistotestthe

assumption ofhomogeneity ofvariances (equality ofvariances),where the null

hypothesisassumesnodifferencebetweenthetwogroup’svariances ).( : =H0 σ2
CBE σ2

NIB

TheLevene’sF-testforequalityofvariancesisthemostcommonlyusedstatisticto

testtheassumptionofhomogeneityofvariance.TheLevene’stestusesthelevelof

significancesetaprioriforthet-testanalysis(e.g.,α=.05or5%levelofprecision)to

testtheassumptionofhomogeneityofvariance.

Hypothesis: vs with5%levelofprecision,where &: =H0 σ2
CBE σ2

NIB : ≠Ha σ2
CBE σ2

NIB σ2
CBE σ2

NIB

thevariancesofthetwogroupsCBEandNIB.
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DecisionRule:Ifthep–valueisgreaterthan0.05,thenaccept ,whichmeansthetwoH0

variableshaveequalvariances.Therefore,themeanstestispermissible.Ifnot

wemusttakethedataresultsassociatedwiththe“Equalityvariancesnot

assumed,”inotherwords,use/takethebottom lineofthet–testforequality

ofmeansresultstableandignorethetoplineofinformation.

Table4.19:TheLevene’sTestoutputresultforEqualityofVariancesonCBEandNIB

Items

Levene’sTestfor
Equality

ofVariances
F Sig

Jobrotationplanpractice
Equalvariances

assumed
.875 .350

Jobrotationpracticecommunication
Equalvariances

assumed
.050 .824

Provisionofsupportduringjobrotation
practice

Equalvariances
assumed

.529 .468

Jobrotationplanpracticeevaluation
Equalvariances

assumed
.182 .670

Effectivenessofjobrotationpractice
Equalvariances

assumed
2.896 .090

Benefitofjobrotationpractice
Equalvariances

assumed
1.913 .168

Source:Authorconstructfrom SPSSoutput,2022

BasedontheoutputsdisplayedinTable4.19,Levene’stestresult,theSig.(p)–values

forallitemsaregreaterthan 0.05,levelofprecision.Itleadsto acceptthenull

hypothesis(nodifference)fortheassumptionofhomogeneityofvarianceandconclude

thattherewasnosignificantdifferencebetweenthetwogroups’variances,CBEand

NIB.Thatis,the assumption ofhomogeneity ofvariance was met.Hence,the

comparisonofmeanscorestestispermissible.

Therefore,sincethethreeassumptionsalreadymetorfulfilled,thecomparisonandthe

interpretationofthetwogroup’smeanscoresonthevariablesofjobrotationinthe

selectedCBEandNIBInternationalbanksofGurageZonehavedoneaccordinglywhich

ispresentedbelow.

Inordertocomparewhetherthemeanscoresofthetwogroupsarestatistically
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differentfrom eachother,theresearcherusedthefollowingdecisionrule:comparing

theSig.(probability)i.e.p–valuewithapriorialphalevel(α=.05),ifp<α–rejectthe

nullhypothesis ofno difference and conclude thatthe two groups means are

statisticallydifferentfrom eachother. Ifp>α– retainthenullhypothesisofno

difference(Morganetal.,2004).ThetestresultsinTable4.20alongwiththeAPAreport

arepresentedasfollows.

4.5.2HypothesisTestResultsonIndependentSamplest–test

Testofthedifferencebetweenthetwogroups’means:

Thehypothesis: :H0 =μ
CBE

μ
NIB

:H1 ≠μ
CBE

μ
NIB

Where Meanscoreofjobrotationpracticesinfluencingemployee’sengagement=μ
CBE

inCBEbranchesinGurageZone

Meanscoreofjobrotationpracticesinfluencingemployee’sengagementin=μ
NIB

NIBInternationalBankbranchesinGurageZone.

StatisticallythereisnosignificantdifferenceonjobrotationpracticesbetweenCBE:Ho2

andNIBInternationalbanksinGurageZone.

StatisticallythereisasignificantdifferenceonjobrotationpracticesbetweenCBE:Ha2

andNIBInternationalbanksinGurageZone.
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Table4.20:IndependentSamplest–testresultsontheComparisonoftheMeansof

CBEandNIBInternationalbanks

Variable BankType N Mean St.dev. t–value Df Sig.(2–tailed)

JRPP
IfCBE 202 3.84 .257 .404 241.045 .686

IfNIB 138 3.85 .225

JRPPC
IfCBE 202 3.52 .296 -2.555 215.621 .011

IfNIB 138 3.88 .216

PSDJRP
IfCBE 202 3.48 .257 -5.322 197.112 .000

IfNIB 138 3.77 .237

JRPPE
IfCBE 202 3.41 .231 -6.169 193.457 .000

IfNIB 138 3.83 .266

EJRP
IfCBE 202 3.51 .421 -9.442 338 .000

IfNIB 138 3.83 .228

BJRP
IfCBE 202 3.44 .311 -4.523 327.656 .000

IfNIB 138 3.78 .293

Source:Authorconstructfrom SPSSoutput,2022

Theindependentsamplet-testconductedontheallsixjobrotationpracticestostudy

thevarianceamongthetwogroupsofCBEandNIBInternationalbankdepictedinTable

4.20revealedveryimportantobservations.Usinganalphalevelof.05,anindependent-

samplesttestwasconductedtoevaluatewhetherCBEandNIBInternationalbank

differedsignificantlyonjobrotationpracticesornot.

Inthecaseofjobrotationplanpractice(JRPP),theindependentsamplest-testresults

onthetwogroupswasnosignificantwitht(241.045)=.404,p=.686>.05.Therefore,

the nullhypothesis is accepted.Therefore,statistically there was no=μ
CBE

μ
NIB

significantdifferenceonjobrotationplanpracticesbetweenmostoftheselectedCBE

andNIBbanksinmostoftheselectedbranchesofGurageZone.Anexaminationofthe

groupmeansindicatedthatCBE(M =3.84,SD=.257)practicednotsignificantlylower

onjobrotationplanpracticethanNIBInternationalbankwith(M =3.85;SD=.225in

mostoftheselectedbranchesofGurageZone.

Asto theindependentsamplet-testforjobrotationplanpracticecommunication
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(JRPPC),thetestwassignificantwitht(215.621)=-2.555,p=.011<.05levelof

significance.Sothenullhypothesiswasrejectedandalternativehypothesisthatis

isaccepted.Therefore,statisticallythereisasignificantdifferenceonjob≠μ
CBE

μ
NIB

rotationplanpracticecommunicationbetweenmostoftheselectedCBEandNIBbanks

inGurageZone.Anexaminationonthemeanscoresindicatedthatjobrotationpractice

communicationismoreamongtheNIBInternationalbanks(M =3.88,SD =0.216)

comparedtotheCBE(M =3.52,SD=0.296).

Similarly,inthecaseofindependentsamplet-testforprovisionofsupportduringjob

rotationpractice(PSDJRP),thetestresultwasstatisticallysignificantwitht(197.112)=

-5.322,p=.000<.05levelofsignificance.Sothenullhypothesiswasrejectedand

alternativehypothesisthatis isaccepted.Therefore,statisticallytherewasa≠μ
CBE

μ
NIB

significantdifferenceonprovisionofsupportduringjobrotationplanpracticesbetween

mostoftheselectedCBEandNIBbanksinGurageZone.Anexaminationonthemean

scoresindicatedthatprovisionofsupportduringjobrotationplanpracticeswascarried

outmoreamongtheNIBInternationalbanks(M =3.77,SD=0.237)comparedtothe

CBE(M =3.48,SD=0.257)whichwasconfirmedbythedescriptiveanalysisresults,

wherethepracticebyNIBwashigh,whereasCBEmoderate.

Astotheindependentsamplest-testforjobrotationplanpracticeevaluation(JRPPE),

thetestwassignificantwitht(193.457)=-6.169,p=.000<.05levelofsignificance.So

thenullhypothesiswasrejectedandthealternativehypothesisthatis was≠μ
CBE

μ
NIB

accepted.Therefore,statisticallythereisasignificantdifferenceonjobrotationplan

practiceevaluationbetweenmostoftheselectedCBEandNIBInternationalbanksin

GurageZone.Anexaminationonthemeanscoresofthetwogroupsindicatedthatjob

rotationplanpracticesevaluationwasimplementedmoreamongtheNIBInternational

banks(M =3.83,SD=0.266)comparedtotheCBE(M =3.41,SD=0.231).Thus,forjob

rotation plan practices evaluation,there was a higher influence on employee

engagementamong NIB Internationalbanksascompared to the CBE which was

confirmedbyordinalregressionanalysis.

Astotheindependentsamplest– testanalysisresultontheeffectivenessofjob
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rotationpracticesdepictedinTable4.20,itshowsstatisticalsignificantwitht(338)=-

9.442,p=.000<.05levelofsignificance.Sothenullhypothesiswasrejectedandthe

alternativehypothesisthatis wasaccepted.Therefore,statisticallytherewas≠μ
CBE

μ
NIB

asignificantdifferenceontheeffectivenessjobrotationpracticesbetweenmostofthe

selectedCBEandNIBInternationalbanksinGurageZone.Moreover,anexaminationon

themeanscoresofthetwogroupsindicatedthatjobrotationpracticeswasmore

effectiveintheNIBInternationalbanks(M =3.83,SD=0.228)comparedtotheCBE(M

=3.51,SD=0.421).

Finally,theindependentsamplest–testanalysisresultonthebenefitofjobrotation

practicesshowninTable4.20,itshowsstatisticalsignificantwitht(327.656)=-4.523,

p=.000<.05levelofsignificance.So thenullhypothesiswasrejectedandthe

alternativehypothesisthatis wasaccepted.Therefore,statisticallytherewas≠μ
CBE

μ
NIB

asignificantdifferenceonthebenefitofjobrotationpracticesbetweenmostofthe

selectedCBEandNIBInternationalbanksinGurageZone.Inaddition,anexamination

onthemeanscoresofthetwogroupsindicatedthatjobrotationpracticesbenefitedthe

NIBInternationalbankswith(M =3.78,SD=0.293)moreascomparedtotheCBE(M =

3.44,SD=0.311).

Ingeneral,exceptjobrotationplanpractices,theindependentsamplest–testanalyses

resultsshownsignificantdifferencesbetweenmostoftheselected CBE and NIB

Internationalbanks.Therefore,from thisresultitcanbeinferredthatjobrotation

practiceswascarriedoutbetterinNIBInternationalbanksthaninCBEinGurageZone.

4.6 IndependentSamples TestAnalysis on Employee Engagement

betweenCBEandNIB

Sinceoneoftheobjectivesofthestudywastoassesswhethertherewasasignificant

differenceexistedbetweenCBEandNIBInternationalBankemployeesonthelevelof

engagementintheirjobornot,Mann–Whitneytestwasemployedandtheresultsof

theanalysesarepresentedanddiscussedaccordingly.

Statisticallythereisnosignificantdifferenceonemployees’engagementlevel:Ho3
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betweenCBEandNIBInternationalbanksinGurageZone.

:Statisticallythereisasignificantdifferenceon employees’engagementlevelHa3

betweenCBEandNIBInternationalbanksinGurageZone.

Table4.21:Mann– WhitneyIndependentSamplesTestResultofCBE andNIB
InternationalonEngagementLevel

Table4.21A:Asummaryoftherankingsforthetwogroups:

Ranks

BankType N MeanRank Sum of

Ranks

Employee

Engagement

IfCBE 202 161.70 32663.00

IfNIB 138 183.38 25307.00

Total 340

Table4.21B:TestStatistics

TestStatisticsa

Employee

Engagement

Mann-WhitneyU 12160.000

WilcoxonW 32663.000

Z -2.291

Asymp.Sig.(2-

tailed)
.022

a.GroupingVariable:BankType

Source:SPSSoutput,2022

InTable4.21Aabove,forBankTypecategoryofCBE,202employeeswereparticipated
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whosetotalsum ofrankswas32663.00.Thisresultedinameanrankof161.70.By

contrastforbanktypecategoryofNIBInternational,138employeeswereparticipated

whosetotalsum ofrankswas25307.00.Thisresultedinameanrankof183.38.SoNIB

InternationalhasalargermeanrankthanCBEandthustendstotakelargervalues.

Therefore,theMannWhitneytestdecidedonwhetherthisdifferenceinmeanranksis

significantornotasillustratedinthesecondtable,Table4.21B.Inthisanalysis,inorder

totestwhethertherewasastatisticallysignificantdifferenceexistedbetweenthetwo

banks’employeesintheirlevelofengagementsornot,Mann–Whitneyindependent

samplet–testwasusedasthestatisticalmeasure,becauseunlikethet-testandF-test,

itisanon-parametriccontinuous-leveltest.Thismakesitapplicabletoanalyze

variablesofordinalscale.TheresultofMann-Whitneytestanalysisshowedthatthe

observeddifferencebetweenCBEandNIBInternationalbankemployeeswassignificant

becausetheAsymp.Sig(p=.022 .05,U=12160.000)asindicatedinTable4.21B.<

Therefore,thisresultledtorejectthenullhypothesis.Inotherwords,theobserved

differenceinthelevelofengagementofCBEandNIBInternationalbankemployeesin

theirjobwasstatisticallysignificant.Thisanalysisimpliesthatemployeeengagement

was dependentofbank type (difference).Therefore,itcan be inferred thatNIB

InternationalbankemployeesengagedmoreintheirjobthanCBE’semployeesin

GurageZone.ThefindingofthisstudyisincontrastwiththepriorstudiesbyDerara

(2014)andYohannes(2018)whofoundoutinsignificantdifferencebetweenthetwo

groups.ButsupportedbythefindingofMikyas(2017)whofoundouttheexistenceof

significantdifferencebetweenpublicandprivateemployeeengagementlevelintheir

job.Furthermore,from theoreticalandempiricalpointofview,theimplicationsofthe

findingsarediscussedintermsofpriorresearchersandfindingsasfollows.

Thehighratesofthedisengagedemployeeinprivateandpublicbanksshouldbecause

ofworry.ThefindingsaresimilartothefindingsbyPradeepetal.(2011)andVijayashri

etal.(2012),whichsuggeststhatdisengagedemployeesdisconnectthemselvesfrom

workrolesandwithdraw cognitivelyandemotionally.Disengagedemployeesdisplay

incompleteroleperformancesandtaskbehavioursbecomeeffortless,automaticor

robotic(Hochschild,1983).Inthisregard,Melcrum (2005)statedthattofullyembed
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employeeengagementasarealbusinessissue,requirescommitmenttobuildingan

integrated,multi-facetedstrategy.

Therearemanyfactorsinemployeeengagementandtheydifferfrom organizationto

organization.Inorderforengagementstrategytobesuccessful,itmustbetailoredto

theobjectivesandcultureofeachorganization.Thecultureofanorganizationshould

be supplementary to create employees engaged and which would upsurge the

employeeperformance,whichisakeycriterionfortheBanksgrowth.Cropley(2005)

saidthatthefunctionofanorganization’scultureistodefineboundaries,conveya

senseofidentity,andhelpgeneratecommitmenttosomethinglarger,enhancestability,

socialsystem andactasamechanism toguideandshapeattitudeandbehaviourof

employees.Employeewellbeingwillleadtotheirloyaltyinlongrunandengagethem

withtheorganizations.

Employeeengagementfocusesonhowthepsychologicalexperiencesofworkandwork

environmentform thecourseofpeopleforeitherbeingpresentorabsentduringtask

performances (Kahn,1990).Allthe mentioned dimensions cumulatively become

buildingblockstowardscreatingacultureofengagementbecauseemployeeswill

identifywithcorrectorganizationalbehaviourswhicharesupportedbyleadershipand

management,organizationalvalues,visionandmission,HR policyandsoforthto

catapultthecompany’ssuccessthroughhighlyengagedandperformingemployees.On

theotherhand,inthe workplace research on employeeengagement Harteret

al.(2002)haverepeatedlyasked employees 'whethertheyhave theopportunityto

do whattheydo besteveryday’.Anorganization'scapabilitytosucceedinmanaging

employeeengagementismeticulouslycorrelated to itsabilityto accomplish high

performancelevelsandhealthierbusinessresults.Regardingthis,Thomasetal.(2004),

statedthatmanagementneedstodemonstrablyvalueemployeefeedback. Actual

dialogue is essential;communicating openly,honestly and frequently willbuild

employee engagementonly if itgoes both ways,which is believed to more

administrativeinpublicbanksandhencewouldfurtherreducetheengagementlevelsof

employees.Vazirani(2007)statedthatnot-engagedemployeestendtoconcentrateon

tasksratherthanthegoalsandoutcomestheyareexpectedtoaccomplish.Theywant
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tobetoldwhattodojustsotheycandoitandsaytheyhavefinished.Employeestend

tosensethat,theircontributionsarenotaccounted,andtheirtalentisnotbeingtapped,

whentheyarenotengaged.Theyoftenfeelthiswaybecausetheydon'thaveproductive

associationswiththeirmanagersnorwiththeircolleagues.Hencethetransparencyin

thesystemsadoptedbytheorganizationcontributeshighlytowardsengagingthe

employeesthatisexpectedfrom CBEandNIBInternationalbanksmanagementbodies

inGurageZoneinparticularandinbanksectorsofEthiopiaingeneral.

ChapterFive

Summary,ConclusionsandRecommendations

Thischapteristhefinalsectionthatpresentssummaryofthefindings,conclusions,and

recommendationsofthestudy.Itreportssummaryofthemainfindingsofthestudy

basedontheresultsandthediscussions.Thenconclusionandrecommendationswere

madebasedonthefindings.Thus,asaresultofscopeandlimitationofthestudy,the

researcherprovidedsuggestionforfuture/furtherstudy.

5.1SummaryofMajorFindings

Thisstudywasconductedwiththegeneralobjectivetoinvestigatetheeffectofjob

rotationpracticesonemployee’sengagementincomparisonbetweenCBEandNIB
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banksinGurageZone. Accordingly,theresearchergathereddatathroughprimary

sourcesandsecondarysourcesandconductedtheanalysistopointoutthemajor

findings.Toachievethisaim,thestudyutilizeddescriptiveandexplanatoryresearch

design along with quantitative approach.Moreover,descriptive statistics,ordinal

regressionanalysis,independentsamplest–testandMann–Whitneyindependent

samplestestwereemployedtoachievethefollowingspecificobjectives.

1.ToinvestigatethecurrentstatusofjobrotationpracticesinbothCBEandNIB

banksinGurageZone.

2.Toinvestigatelevelsofemployee’sengagementinbothCBEandNIBbanksin

GurageZone.

3.Toexaminetheeffectofjobrotationpracticesonemployee’sengagementin

bothCBEandNIBbanksinGurageZone.

4.Toinvestigatewhetherthereisstatisticallysignificantdifferenceonjobrotation

practicesbetweenCBEandNIBbanksinGurageZoneornot.

5.Toinvestigatewhetherthereisstatisticallysignificantdifferenceonemployee’s

engagementbetweenCBEandNIBbanksinGurageZoneornot.

Accordingly,thefollowingmajorfindingsweremadefrom theresultsthathavebeen

discussedinthepreviouschapter.

Thedescriptivestatisticsresultsonthecurrentstatusofjobrotationpracticesinboth

CBEandNIBbanksinGurageZoneshowsthathighstatusofimplementationofjob

rotationplanpracticesinmostoftheselectedbranchesofCBEandNBInternational

banksinGurageZone,whereasfortheotherfivejobrotationpracticesvariablessuch

asjobrotationplanpracticecommunication,provisionofsupportduringjobrotation

practice,jobrotationplan/practiceevaluation,effectivenessofjobrotationpractices

andbenefitsofjobrotationpracticeswereimplementedmoderatelyinmostofthe

selectedbranchesofCBE,butimplementedhighlyinmostoftheselectedbranchesof

NIBInternationalbanksinGurageZone.
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Regardstothedescriptivestatisticsresultsonthelevelsofemployees’engagementin

bothpublicandprivatebanksinGurageZonerevealedmajority121(60.0%)ofthe

employeesintheselectedCBEwereengagedintheirwork.However,10(4.8%)ofthe

respondentswereactivelydisengaged.Astothemiddleengagementlevel,71(35.2%)

oftherespondentswerenotengaged,whilenearlytwo– third89(64.5%)ofthe

employeesintheselectedNIBInternationalbanksofGurageZonewereengagedin

theirwork.However,5(3.6%)oftherespondentswereactivelydisengaged.Astothe

middleengagementlevel,44(31.9%)oftherespondentswerenotengaged.

Astothefindingsoftheordinalregressionanalysesontheimpactofjobrotation

practicespredictorvariablesonemployee’sengagementinbothpublicandprivate

banksinGurageZonerevealedsignificantandpositiveimpactsontheemployees’

engagementinmostofCBEandNIBInternationalbanksinGurageZone,however,the

impactweremoreinthecaseofNIBratherthanintheCBEandconfirmedbythe

PseudoR–values.735fortheCBEand.842forNIBInternationalbanksindicatingthe

predicting capacityofthesixvariablesin combination.Thatis73.5% and 84.2%

variationsintheemployeeengagementwerejointlyaccountedbythesixvariables.

Ontheotherhand,theindependentsamplest–testonwhetherstatisticallysignificant

differenceonjobrotationpracticesbetweenpublicandprivatebanksinGurageZone

existedornottheresultsunveiledthatexceptjobrotationplanpractices,shownthe

existence ofsignificantdifferences between mostofthe selected CBE and NIB

Internationalbanks.

Finally,the Mann – Whitney independentsamples teston whetherstatistically

significantdifferenceonemployee’sengagementbetweenpublicandprivatebanksin

GurageZoneexitedornottheresultsindicatedthattheobserveddifferenceinthelevel

ofengagementofCBE and NIB Internationalbank employees in theirjob was

statisticallysignificantat.05levelofprecision.

5.2Conclusions

Basedonthefindingsofthestudythefollowingconclusionsaredrawn:
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Theresultsofthedescriptivestatisticsonjobrotationplanpracticewereimplemented

inmostoftheselectedbranchesinbothbanks.Therefore,from thisresultitcanbe

inferredthatjobrotationplanpracticeisimperativeforbothCBEandNIBInternational

banksofGurageZone,however,fortheremaining fivejob rotationpractices,the

findingsshowedmoderatepracticeforCBE,buthighpracticeinthecaseofNIB.So,

from thisresultitcanbeinferredthatjobrotationpracticesonthosevariablesarenot

carriedoutasdesiredorexpectedfrom theCBEascomparedtoNIBInternational

bankswheretheimplementationwerehigh.Therefore,from thisresultitcanbeinferred

thatjobrotationpracticeswascarriedoutbetterinNIBInternationalbanksthaninCBE

inGurageZone.

Theresultsontheengagementofemployeesintheselectedbranchesonbothtypesof

banksrevealedmajorityoftheemployeeswereengaged,butsignificantnumberof

employeesinbothcaseswerenotengagedandactivelydisengaged.Therefore,from

theseresultsitcanbeinferredthatboththeCBEandNIBInternationalbanksinGurage

Zonearecarriedoutworkstosomeextentwithengagedemployeesintheirworks,

wheretheNIBbankshavemoreengagedemployeesthantheCBE.

Thefindingsofthisstudyontheimpactofthesixpredictorvariablesofjobrotation

practices shown significant and positive impacts of each on the employees’

engagementin both types ofbanks,where the predictors were impacted NIB

InternationalbanksmoreascomparedtothatoftheCBE.Therefore,from theseresults

onecaninferthatthesixpredictorvariablesplayvitalrolefortheengagementof

employeesinNIBInternationalthaninCBEandhencethismightbeleadtheCBEto

workthoroughlyonthesepredictorvariables.

Ontheotherhand,thefinding ofthisstudyrevealed theexistenceofsignificant

differencesbetweenjobrotationpracticesvariable,exceptjobrotationplanpractices,

betweenthetwotypesofbanks.Therefore,from thisresultitcanbeinferredthatthe

existenceofimplementationproblemsandhencethisleadtotakeactionsoasto

improvethepracticesnotonlybytheCBE,butalsoNIBInternationalbanksinGurage

Zone.
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Finally,thefindingsonthelevelofengagementofemployeesinbothtypesofbanks

showedtheexistenceofsignificantdifferencesbetweenCBEandNIBInternational.

Therefore,from thisresultitcanbeinferredthattheexistenceofgapsinmaking

employeestoengageintheirworksandthetwobanksareworkingtheirjobshaving

employeeswhoareengagedatdifferentlevels.

5.3Recommendations

Basedonthefindingsandconclusionsthefollowingrecommendationsareforwarded:

 If employees practiced job rotation effectively,then they become more

engrossedintheirwork.Forinstance,astheresultsofmostoftheemployeesin

theselectedCBEandNIBInternationalpracticedjobrotationplanequivalently,

bothCBEandNIBneedstogivemoreconsiderationtothisfactor,inorderto

enhancethelevelofemployeeengagement.However,sinceintheotherfivejob

rotationpractices,theimplementationofCBEwasmoderate,concernedbodies

oftheCBEneedtopaymoreattentionsoastoimproveandtoupliftthe

engagementofemployeesmoreefficiently.

 Evenifmajorityoftheemployeeswereengagedinbothtypesofbanks,dueto

theexistenceofsignificantnumberofnotengagedemployeesinbothCBEand

NIB,theconcernedbodiesofthetwobanksbettertodesignwaysinorderto

havemoreengagedemployeesintheirrespectivejobswhiletheyareinjob

rotationinturntoimprovetheday–to–dayactivitiesoftheirbanks.

 Sincetheimpactofallofthesixpredictorvariablesmentionedabovehave

significantimpactontheengagementofemployeesofbothbanks,especiallyon

theemployeesofNIB,concernedbodiesofbothbanksshouldworkmoreon

these variables and create conducive environmentin orderto getrid of

challengesthatcanhinderemployeesfrom accomplishingtheiractivitiesthat

leadtoengagementintheirwork.Moreover,thecreationandexistenceofgood

and productivecommunicationbetweenemployeesand seniormanagement

enhancedemployeestobeengrossedmoreintheirtasks.Therefore,notonly

CBEbutalsoNIBInternationalhastoacknowledgethesignificantcontributionof
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these variables and work on them so as to increase the productivityand

profitabilityoftheirorganization.

 Regardstobenefitsofjobrotationpractice;theresultshowssignificanteffecton

employeeengagementinbothbanks.Sinceemployeesarenotsatisfiedonlyby

thebenefitsgiventothem,rathertheyalsoseekordemandrecognitionandtobe

givenasaclearcreditfortheiraforementionedaccomplishmentaswell.Hence

benefitpackagesandothertechniquessuchasinservicetrainingontheirjobas

wellasintheirprofessionalcareerinupgradingtheireducationalstatussothat

theybecomemoreinterestedintheirjobrotationpracticesandengagedintheir

workaswell.

The studyrevealed significantnumberofemployees were disengaged and

activelydisengaged.Therefore,the managers ofboth banks betterto give

specialattention to programmes and activities that promote employee

engagementwhichhasapositivelinkagetoperformance.Suchprogrammes

shouldincludetwo-waycommunicationsystem,ensurethatemployeeshave

necessaryresourcestheyneedtodotheirjobs,giveemployeesappropriate

trainingtoincreasetheirknowledgeandskills,onthebasesofjobrotation

practicesoutcomes,establishrewardsystemsinwhichoutstandingjobrotation

practiceperformanceisrewardedthroughvariousfinancialandnonfinancial

incentives,buildadistinctivecorporateculturethatencourageshardworkand

keepssuccessstoriesalive,developastrongjobrotationpracticesperformance

managementsystem whichholdsmanagersandemployeesaccountable,place

attentionontop-performingemployeestoreducetheirturnover.

5.4SuggestionsforFurtherStudies

Thisstudyconsideredonlysixjobrotationpracticesasdeterminantfactorsinaffecting

employee engagementin CBE and NIB Internationalbanks itdid notinclude

exhaustivelyallfactorsthatcanaffectengagementofemployees,forinstance,reward

andrecognition,anddifferenttypesofcompensations.Ontheotherhand,thisstudy

dealtwithordinalscaleasmeasurementofemployeeengagement.Moreover,thestudy
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usedordinalregressionmodeltoinvestigatetheimpactofthesixindependentvariables

onemployeeengagement.Therefore,theresearchersuggestsfurtherstudiestobe

carried outconsidering other determinantfactors,continuous measurementof

employee engagement level,and assessing engagement practices continuously

throughoutthe organization.Finally,future research is betterto be conducted

implementinglongitudinalsurveydesignstudiessoastogeneralizeefficiently.
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Appendices
AppendixA:Questionnaire

WolkiteUniversity

SchoolofPostGraduateStudies

CollegeofBusinessandEconomics

DepartmentofManagement

QuestionnairetobefilledbyCBEandNIBbankEmployees

Dearrespondent,

Iam pursuingmygraduatestudyinthefieldofMastersofBusinessAdministration

(MBA)inCollegeofBusinessandEconomicsdepartmentofmanagement,Wolkite

University.Currently,Iam conductingmythesisworkon‘EffectsofJobRotation

PracticesonEmployees’Engagement:aComparativeStudyamongPublicandPrivate

BanksinGurageZone’.Coincidently,youareoneoftherespondentsselectedto

participateinthisstudy.Thus,Ihumblyrequestyoutotakeyourtimeandanswerallthe
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questionsincludedinthisquestionnaire.Yourhonestandgenuineresponseswillhave

greatcontributionforthesuccessofmystudy.Finally,Iwouldliketoassureyouthat

theinformationthatyouwillshareherewillbekeptconfidentialandonlyusedfor

academicpurpose.

Thankyouinadvanceforyourcooperation!

WithKindRegards,

MeseretDimamuYazew

Tel.Mobile:+251924831279;e–mail:

GeneralDirection:

 Noneedofwritingyourname

 Usethe“”marktogiveyourresponseaccordinglyinthebox[bracket]√

 Usetheblankspaceifyouneedtoaddidea/sthatisnotmentionedinthe

questionnaire

SectionI:Demographicprofile

Instruction:ThisPartofthequestionnaireenquiresaboutyourpersonalandjobrelated

information.Pleaseanswereachitem/questionaccordingly.

1.Gender: Male[____] Female[___]

2.Inwhichagegroupareyouin?

23to30[___] 41to50[___]

31to40[____] 51to60[___]

3.Whatisyourhighesteducationalqualification?

Diploma[____] BachelorDegree[____]
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MasterDegree[____] other(specify)___________________

4.HowlonghaveyoubeenworkinginCBEorNIB?

Below5years[___] 11to15years[___]

5to10years[___] 16to20years[___] above20years[___]

5.Whatisyourcurrentjobposition?

Clerical[___] Professional[___] LineManager[___]

SectionII:JobrotationpracticesinCBE/NIB

Thissectionofthequestionnairepreparedtocollectdataaboutjobrotationpractices

onemployeesandexpectedtohaveeffectsonemployees’engagementinCBE/NIB.Try

torecallasmanyrecentjobrotationpracticesaspossibleinrankingstatementsineach

ofthevariable’sitems.Pleaseindicatetheextenttowhichyouagreeordisagreewith

eachstatementbyputting(√)inoneoftheappropriatescaleoptionprovidedinthebox

suchasSA=stronglyagree=5,A=Agree=4,U=Undecided=3,DA=Disagree=2,

SD=stronglydisagree=1

2.1JobRotationPlanPractices

No Item SDA DA U A SA
1 Beforejobrotation,employeesareinformedaboutwhat

theywilllearninthespecificjobrotationpractice.

2 Employeesbelievethat,jobrotationmustbepartofevery
employee’sjob.

3 Jobrotationmustbeprovidedonaregularbasisby
CBE/NIB.

4 CBE/NIBsetsafixedlengthoftimeforjobrotation
practice.

5 CBE/NIBconsidersjobrotationapproachesare
importantfortheemployees.

6 Jobrotationplanpracticehasacertaincontributionto
employee’sengagement.

2.2JobRotationPlanPracticeCommunication

No Item SDA DA U A SA
1 Employeeshavenecessaryinformationaboutthe

purposeofjobrotationpracticeandexpectationof
CBE/NIB.
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2 JobrotationplanusedbyCBE/NIBiseffectivelyknown.

3 Communicationwithcolleaguesandsupervisorsfrom
differentjobsduringjobrotationissatisfactory.

4. Jobrotationplancommunicationpracticehasanimpact
onemployee’sengagementinhis/herjob.

2.3ProvisionofSupportduringjobrotationpractice

No Item SDA DA U A SA
1 Thereissupportwhenanemployeeassignedinhis/her

jobforpracticeandlearning.

2 Trainers/coacheshaveshowedmehowtododifferent
tasksandgraduallyallowmetodoitonmyown.

3 Trainers/coacheshavesupportandencourageme
throughoutthejobrotationpractices.

4 Intheworkplace,trainerandsupervisorshaveafollow
upmechanisms/system foremployeesassignedinajob
rotationally.

5. Supportfrom supervisorsduringjobrotationpractices
makemetoengagemoreinmyjob.

2.4JobRotationPracticeEvaluation

No Item SDA DA U A SA
1. Employeesaresatisfiedandconfidentwiththejob

rotationsystem offeredbytheCBE/NIBenabledthem to
perform allaspectsofthejobeffectively.

2. CBE/NIBhasuniform system ofgettingfeedbackfor
improvementduringjobrotationpractice.

3. Thejobrotationapproachishelpfulinpersonal
development.

4. Thejobrotationsystem ishelpfulinstaffprofessional
development.

5. CBE/NIBcompetencelevelwasassessedthrough
CBE/NIBperformancemeasurementsystem duringjob
rotationpractices.

6. CBE/NIBjobrotationsystem isusefultomycareer
development.

7. Employees’expectationisaccurateforassignedjobs
aftercompletionofajobrotation.
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2.5Benefitsofjobrotationpractices

No Item SDA DA U A SA
1 Jobrotationbroadenstheknowledgeofemployees.
2 Itincreasesemployees’performancelevel.
3 Ithelpsincareerplanningandprogressionof

employees.
4. Itreducesboredom ofemployees.
5. Itisbeneficialtotheorganizationaswell.

2.6Effectivenessofjobrotationpractices

No Item SDA DA U A SA
1. Effectivenessofjobrotationapproachimprovesstaffjob

engagement.
2. CBE/NIBinvolvestheemployeesbyacquiringknowledge,

developskillsandadoptgoodattitudeduringjob
rotation.

3. CBE/NIBmakesstaffsaccountablefortheirmistakes
ratherthanblamingothersduringjobrotation.

Section III:This section ofthe questionnaire is prepared to collectdata about

employees’engagement.Therearestatementsdescribingthefourmaincomponents,

whichbasicallydescribethebehaviouralandemotionalaspectsofengagementsuchas

commitment,pride,willingness to advocate the benefits and advantages,and

satisfactionwiththejobandtheorganization.Pleaseindicatetheextenttowhichyou

agreeordisagreewitheachstatementbyputting(√)inoneoftheappropriatescale

optionprovidedintheboxsuchasSA=stronglyagree=5,A=Agree=4,U=Undecided

=3,DA=Disagree=2,SD=stronglydisagree=1

2.6Employee’sEngagement

No Item SDA DA U A SA
1. WhenIam working,Iforgeteverythingelsearoundme.
2. Ireally“throw”myselfintomyjob.
3. Oneofthemostexcitingthingsformeisgettinginvolved

withthingshappeninginthisorganization.
4. IfindtheworkthatIdofullofmeaningandpurpose.
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5. Iam proudofworkinginthisorganization.
6. Beingamemberofthisorganizationmakemecome

“alive”.
7. Beingamemberofthisorganizationisverycaptivating.
8. Irecommendmyfriendstoworkinthisorganizationas

anemployer.
9. IgetexcitedwhenIperform wellonmyjob.

AppendixB:NormalityTestResults

Two-SampleKolmogorov-SmirnovTest

TestStatisticsa

Employee

Engagement

MostExtreme

Differences

Absolute .120

Positive .120

Negative .000

Kolmogorov-SmirnovZ 1.088

Asymp.Sig.(2-tailed) .187

a.GroupingVariable:BankType

Source:SPSSoutput,2022
NormalityTest

Thehypothesesusedare:

Ho:Thesampledataarenotsignificantlydifferentthananormalpopulation.

Ha:Thesampledataaresignificantlydifferentthananormalpopulation.

DecisionRule:InSPSSoutputiftheprobability(p–value)isgreaterthan0.05(the

typicalalphalevel),soacceptHo.Thesedataarenotdifferentfrom normal.

IntheSPSSoutputiftheprobabilityislessthan0.05(thetypicalalphalevel),soreject

Ho.Thesedataaresignificantlydifferentfrom normal.

ThistestresultshowsTheKolmogorov-Smirnovtestisusedtotestthenullhypothesis

thatasetofdatacomesfrom anormaldistribution.TheKolmogorovSmirnovtest

producesteststatisticsthatareused(alongwithadegreesoffreedom parameter)to

testfornormality.Hereweseethatthepvalueis.187whichisgreaterthan0.05which

isasignificantevidencetoacceptthenullhypothesisthatthevariablefollowsanormal

distribution.However,sincethedependentvariableisordinal,onecanusetheMann
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Witneytestforcomparisonofnon–parametricdata.

GroupStatistics

BankType N Mean Std.

Deviation

Std.Error

Mean

JRPPA
IfCBE 202 3.4546 .34874 .02454

IfNIB 138 3.4360 .45846 .03903

JRPPCA
IfCBE 202 3.4975 .34101 .02399

IfNIB 138 3.6268 .52340 .04455

PSDJRPA
IfCBE 202 3.4723 .27084 .01906

IfNIB 138 3.7116 .47845 .04073

JRPEA
IfCBE 202 3.3495 .28915 .02034

IfNIB 138 3.6536 .52751 .04491

EJRPA
IfCBE 202 3.5066 .42086 .02961

IfNIB 138 3.9710 .47905 .04078

BJRPA
IfCBE 202 3.6020 .41079 .02890

IfNIB 138 3.7855 .33452 .02848

AppendixC:IndependentSamplest-test

IndependentSamplesTest
Levene'sTest
forEqualityof
Variances

t-testforEqualityofMeans

F Sig. t Df Sig.(2-
tailed)

Mean
Difference

Std.Error
Difference

95%Confidence
Intervalofthe
Difference
Lower Upper

JRPPA

Equal
variances
assumed

10.556 .001 .425338 .671 .01863 .04383 -.06759 .10485

Equal
variances
not
assumed

.404
241.04
5

.686 .01863 .04610 -.07218 .10944
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JRPPCA

Equal
variances
assumed

31.893 .000
-
2.75
8

338 .006 -.12929 .04688 -.22150 -.03707

Equal
variances
not
assumed

-
2.55
5

215.62
1

.011 -.12929 .05060 -.22903 -.02954

PSDJRP
A

Equal
variances
assumed

47.022 .000
-
5.86
7

338 .000 -.23932 .04079 -.31955 -.15908

Equal
variances
not
assumed

-
5.32
2

197.11
2

.000 -.23932 .04497 -.32799 -.15064

JRPEA

Equal
variances
assumed

45.294 .000
-
6.83
1

338 .000 -.30412 .04452 -.39169 -.21655

Equal
variances
not
assumed

-
6.16
9

193.45
7

.000 -.30412 .04930 -.40135 -.20689

EJRPA

Equal
variances
assumed

.101 .751
-
9.44
2

338 .000 -.46441 .04919 -.56116 -.36767

Equal
variances
not
assumed

-
9.21
5

268.65
7

.000 -.46441 .05040 -.56364 -.36519

BJRPA

Equal
variances
assumed

7.732 .006
-
4.35
3

338 .000 -.18353 .04216 -.26645 -.10060

Equal
variances
not
assumed

-
4.52
3

327.65
6

.000 -.18353 .04057 -.26335 -.10371


