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Abstract: India has become the most off shoring 
destination for various IT companies across the world. 
Having established its capabilities in delivering both on-
shore and off-shore services to global clients, budding 
technologies now offer a whole new range of 
opportunities for top IT firms in India. India’s IT 
potential is on a steady march towards global 
competitiveness, improving defense capabilities and 
meeting up energy and environmental challenges 
amongst others. As  IT sector has been India’s sunshine 
sector for quite some time now, a huge competition has 
taken place between organizations in IT sector where 
attracting and retaining personnel has become a major 
challenge. This led to the need for implementing 
effective career development programs. Implementing 
employee Career development initiatives have now 
become primary activities of all organizations in order to 
make a pool of talented employees as well as to improve 
their career satisfaction. Employee career development 
initiatives involve a mixture of career development 
practices where Job Rotation is one amongst them. This 
paper concentrates on Job Rotation as it helps both the 
parties, i.e., organization as well individual employees’ 
benefitting mutually. 

 
Index Terms— Job Rotation, Career paths, Career 
Development, Career satisfaction, Attracting and 
Retaining. 

I. INTRODUCTION 

LPG has an incredible number of pressures on today’s 
organizations like environmental pressures, 
organizational changes, changes in the work force, etc. 
Job Rotation program in IT industry facilitate a deeper 
focus on an employee’s aims and aspirations—from 
identification of the pitfalls being faced by an employee 
in attaining his goals to the solutions in terms of re-
skilling or reassignment. This focus acts as a key 
motivator for an employee to outshine and also acts as 
one of the retaining strategies. Job rotation is a human 
resources development strategy where companies move 
employees around to various jobs within the 
organization. Rotation programs are a respected means 

for learning how other functions operate, and that such 
knowledge is essential to becoming a better business. 
There are many reasons for implementing a job rotation 
system, including the potential for increased product 
quality, giving employees the opportunity to explore 
their career paths, and perhaps most importantly, 
preventing stagnation and job boredom. 
 

A. Need For The Study 
 
In this era of stiff competition, it has become necessary 
to incorporate the skills employees already have with 
what their hearts want to do and empower them with 
additional responsibility to assume increasing levels of 
leadership. IT industry is one of the major employment 
sources in India. The domestic revenue of the IT 
industry is estimated at US$ 38 billion and export 
revenue is estimated at US$ 117 billion in 
FY17According to NASSCOM, hiring continues across 
the IT sector. FY 2017 saw 1, 70,000 added, Q4 FY 2 
2017 alone saw gross hiring of over 50,000 by top 5 
companies.  Indian information technology (IT) industry 
has played a key role in putting India on the global map, 
hovering to become a US$ 225 billion industry by 2020. 
In 2016, the contribution of this sector to India’s GDP 
stood at 7.7 per cent. The top 5 IT firms contribute over 
25 per cent to the total industry revenue, signifying that 
the market is fairly competitive. 

 

Apart from stiff competition for seasoned professionals, 
today’s organizations are facing higher demands in a 
global market with the retirement of the Baby Boomers 
and the widening talent gap which may result in higher 
attrition rate. 

 

With the market opening up, attrition was at an all-time 
high over the first two quarters of 2017. As per the 
reported results of large IT players, there seem to be 
increased attrition as compared to the same period last 
year.  Experts said that attrition would be in double 
digits in all the sectors. Currently, there seems to be 
more emphasis on Job Rotation of the Senior Executive 
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rather than midlevel managers. Hence the need to 
develop Job Rotation and leadership development 
strategies for midlevel managers is critical. 
 
Today, leadership development initiatives are considered 
as an integral part of the organizational strategies in most 
of the global organizations. 
 
Therefore, in this study an effort is made to measure the 
process of Job Rotation and its impact on organizational 
performance in Indian IT sector and specific 
recommendations are made for improving the quality of 
Job Rotation and organizational performance. This study 
is based on the statistical analysis of data collected from 
IT firms situated in and around Hyderabad and 
Bangalore cities. An attempt was made to review the 
related literature in respect of the Job Rotation and its 
impact on organizational performance.  

II. REVIEW OF LITERATURE 

 
Blanchard,S.(2006), in his article “The leadership –
profit Chain” states that Alternate Career Paths plays a 
major role in the companies’ strategic planning. It is not 
only for CEOs but also for all key positions. He further 
illustrates the advantages and disadvantages associated 
with Alternate Career Paths. The process of developing 
Alternate Career Paths requires a long-term strategy for 
the company involving the key area that requires 
continuity and development and the key people that the 
organization wishes to develop. 

Bolton, R., & Gold, J. (2004),   in their article Career 
Management: Matching the needs of individuals with the 
needs of organizations states that, "People need to ensure 
that they're in an industry or working to enter one that 
has long-term potential and security". She says that if 
you're not careful, you could find yourself putting your 
best earning years into a dead-end job, it’s been said that 
if you're not growing, you're dying. Well, that seems true 
when it comes to careers, too. Unfortunately, in today's 
fast-paced, technology-driven world, sometimes it's hard 
to predict which jobs will be winners and which will be 
losers. But understanding the likely trajectory of your 
chosen field will be crucial to your professional success. 

Arnold (1997) gives a helpful overview of some of the 
issues about Alternate Career Paths for specialists. He 
proposes that, in modern organizations, separating 
managerial and professional work into different jobs 
done by different kinds of people is not at all 
straightforward. Whenever one considers Alternative 
Career Strategies, it is necessary to examine their pros 

and cons from the perspective both of the organization 
and of the individuals involved. 
 
David Leonard (2010), in his study “Putting Success 
Back in Alternate Career Paths: The Role of Learning 
and Development “conveys that, Employee engagement 
and leadership development work hand-in-hand. He 
further states that employers who provide their 
employees with meaningful learning and development 
opportunities have the most engaged and satisfied 
workers. Learning and development specialists who 
understand how leader development programs can merge 
with and support Alternate Career Paths will be in the 
position to shape and direct the future success of their 
organizations. 

 

A. Scope Of The Study 

 
This is the study on the Job Rotation and its impact on 
organizational performance of the companies, which are 
based in and around Hyderabad and Bangalore. As such, 
it is alleged that the results obtained through the present 
study will be of great value to the companies involved in 
implementing Job Rotation. Further, the study would 
help companies to formulate suitable programs and use 
appropriate methods to improve the organizational 
performance through the practice of Job Rotation. 

 

B. Statement Of The Problem 

 
Though Job Rotation is not a new concept to Indian 
corporate world, we still have many problems to 
overcome. In order to have a deeper understanding of the 
problems faced by the corporate sectors in India and 
consequently develop solutions, a logical and inclusive 
study has been made. The main objective of this study is 
to measure the practice of Job Rotation and its impact on 
organizational performance in selected group of 
companies based in Hyderabad and Bangalore cities and 
to recommend suggestions based on the findings. 

C. Objectives Of The Study 

To evaluate and ascertain the implementation 
intensities of ‘Job Rotation’. 
 
To evaluate and ascertain the implementation intensities 
of ‘Lateral Job Rotation’. 

To evaluate and ascertain the implementation intensities 
of ‘Upward Job Rotation’. 

To evaluate and ascertain the implementation intensities 
of ‘Domain Based Job Rotation’. 
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To evaluate and ascertain the implementation intensities 
of ‘Process Based Job Rotation’. 

To evaluate and ascertain the implementation intensities 
of ‘Job Rotation & Key Business Needs/ Core 
Competencies Mapping’. 

 
 
 
 
 
 

Source: Field Survey 
 

D. HYPOTHESES: 
 
H0 ‘Job Rotation’ programs of IT firms have no 
influence on IT employees 
 
H1- ‘Lateral Job Rotation’ programs of IT firms have no 
influence on IT employees  
H2- ‘Upward Job Rotation’ programs of IT firms have 
no influence on IT employees 
H3-  ‘Domain Based Job Rotation’ programs of IT firms 
have no influence on IT Employees 
H4-  ‘Process Based Job Rotation’ programs of IT firms 
have no influence on IT  employees 
H5-  ‘Job Rotation & Key Business Needs/ Core 
Competencies Mapping’ programs of IT firms have no 
influence on IT employees 

E. METHODOLOGY: 

This study mainly aimed at finding the facts, which falls 
under descriptive study.  
The method adopted to collect data is questionnaire 
method. 

F. SOURCES OF DATA: 

Both primary and secondary data were collected. 
 
• Primary Data: 
The primary data for this study has been collected 
through administering questionnaire to the Employees of 
the respondent units. 
 
• Secondary Data: 
Secondary data for this study has been collected from 
company literature, books, journals, magazines, 
newspapers, previous research works and the internet. 
 
Sampling Plan: The sample IT industries selected for 
the study is confined to the geographical region to 
Hyderabad and Bangalore cities. Further, the employees 

of the Information Technology firms are drawn as 
sample respondents they are also drawn from various 
levels of the firms. 
Sample Universe encompasses all male and female 
employees of the IT units located in Hyderabad and 
Bangalore cities. 
 
Sample size sample size determination is a scientific 
process of arriving at an appropriate size of sample 
which is capable of representing the sample universe; 
further the size must also be capable of transforming the 
study to a meaningful exercise.   A Sample size of 747 
respondents is determined adhering to scientific 
principles and methodology of sampling. 
 
Sampling Technique The process of drawing sample 
respondents from the sample universe is known as 
sampling technique, among many techniques available 
Clustered sampling is employed for the purpose since it 
is more appropriate as the sample respondents are 
distributed in different IT locations in Hyderabad and 
Bangalore clusters.  Convenient sampling is applied for 
drawing the samples from the clusters, the organizational 
setting of the employee pre determines the suitability of 
the sampling technique making the exercise more 
meaningful, appropriate and relevant.  
 
Sampling Framework refers to the framework that is 
fixed for the purpose of predefining and drawing the 
sample from the sample universe, the framework pre 
supposes to draw the sample from the cities of 
Hyderabad and Bangalore cities, from the selected 
Information Technology organizations existing in the 
region, from the male and female employees, during the 
period of conduct of the research study.  
 
Sample Characteristics are those that reflect in the 
sample respondents, all employees irrespective of their 
Gender, falling under the age group of 21 to >45, with 
specified educational qualifications, working in the 
organization. These are Male and Female employees of 
organization structure of Information Technology units 
in Hyderabad and Bangalore cities. 
 
Sampling Procedure the study has been based on 
convenient sampling method which stipulates picking up 
of samples according to the convenience of the 
researcher from the clusters of samples existing in the 
organizations.  
 
Sample Unit sample unit defines the single unit of the 
pre decided sample which is to be drawn from the 
selected IT organizations, a respondent who finds a place 

       
Location 
Gender 

HYDERABAD BANGALORE Total 

MALE  187 356 543 
FEMALE  69 135 204 
Total 256 491 747 
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will be a male or female, in the age group 21 yrs to >45 
yrs, with any occupational title or hierarchical position, 
and with the income level presupposed.  
 
DATA Sources: 
Questionnaire method was adopted to collect the data. 
The researcher administered questionnaire to each of the 
six firms of both the cities selected for the study. 

G. LIMITATIONS OF THE STUDY: 

This study had the normal limitations of funds, time and 
other constraints commonly faced by single researcher. 
These limitations led to the purposive selection of only 
six Companies situated in Hyderabad and Bangalore as 
the locale of the study. 

III. DATA ANALYSIS 

 
 
Source: Field Survey CWA: Cumulative Weighted 
Average 
 
Table- 2: Chi-Square Effectiveness of Job Rotation – 
Age wise 

Element 

Chi Square 
computed Value Table 

Value 

Signif
icanc

e 
Level 

Degree 
of 

Freedo
m 

Bangal
ore 

Hydera
bad 

Lateral Job Rotation 12.844 12.133 31.410 5 20 

Upward Job Rotation 13.682 15.384 31.410 5 20 

Domain Based Job 
Rotation 

15.889 16.170 31.410 5 20 

Process Based Job 
Rotation 

22.896 11.931 31.410 5 20 

Job Rotation & Key 
Business Needs/ 
Core Competencies 
Mapping 

12.235 14.991 31.410 5 20 

 
Source: Author computations based on the collected 
data 
 
Chi-square test is applied for research data to further 
reinforce the meaningful interpretation; the same are 
presented against the demographic factor. From the 
above table  cal is less than   table value, at 20 d o f   
and 5% level of significance for all elements 
represented. Hence Ho is accepted for all elements. Thus 

the study reinforces the influence of all elements of Job 
Rotation. 
 

 
Source: Field Survey  CWA: Cumulative Weighted 
Average 
 
Table- 4: Chi-Square Effectiveness of Job Rotation - 
Gender wise 
 

Element  

Chi Square 
computed Value Table 

Value 

Signif
icanc
e 
Level 

Degree 
of 
Freedo
m 

Bangalo
re 

Hydera
bad 

Lateral Job Rotation 18.690 13.015 9.488 5 4 

Upward Job Rotation 14.770 1.156 9.488 5 4 

Domain Based Job 
Rotation 

18.690 1.550 9.488 5 4 

Process Based Job 
Rotation 

14.770 1.156 9.488 5 4 

Job Rotation & Key 
Business Needs/ Core 
Competencies Mapping 

21.088 13.015 9.488 5 4 

 
Source: Author computations based on the collected 
data 
 
Chi-square test is applied for research data to further 
reinforce the meaningful interpretation; the same are 
presented against the demographic factor. From the 
above table  cal is greater than   table value, at 4 d 
of   and 5% level of significance for all elements 
represented except for three elements at Hyderabad. 
Hence Ho is rejected for all elements except for three 
elements at Hyderabad. Thus the study reinforces the 
influence of all elements of Job Rotation except for three 
elements at Hyderabad. 
 

 
 
Source: Field Survey  CWA: Cumulative Weighted 
Average 
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Table- 6: Chi-Square Effectiveness of Job Rotation -
Education wise 
 

Element  

Chi Square computed 
Value Table 

Value 

Signific
ance 
Level 

Degree 
of 
Freedom Bangalore 

Hydera
bad 

Lateral Job 
Rotation 

23.002 6.857 26.296 5 16 

Upward Job 
Rotation 

25.481 9.699 26.296 5 16 

Domain Based Job 
Rotation 

32.267 6.857 26.296 5 16 

Process Based Job 
Rotation 

12.891 11.687 26.296 5 16 

Job Rotation & 
Key Business 
Needs/ Core 
Competencies 
Mapping 

15.662 13.366 26.296 5 16 

 
Source: Author computations based on the collected 
data 
 
Table- 6: Chi-Square Effectiveness of Job Rotation -
Education wise 
 

Element  

Chi Square computed 
Value Table 

Value 

Signific
ance 
Level 

Degre
e of 
Freed
om Bangalore 

Hydera
bad 

Lateral Job 
Rotation 

23.002 6.857 26.296 5 16 

Upward Job 
Rotation 

25.481 9.699 26.296 5 16 

Domain Based 
Job Rotation 

32.267 6.857 26.296 5 16 

Process Based 
Job Rotation 

12.891 11.687 26.296 5 16 

Job Rotation & 
Key Business 
Needs/ Core 
Competencies 
Mapping 

15.662 13.366 26.296 5 16 

 
Source: Author computations based on the collected 
data 
 
Chi-square test is applied for research data to further 
reinforce the meaningful interpretation; the same are 
presented against the demographic factor. From the 
above table  cal is less than   table value, at 16 d o f   
and 5% level of significance for all elements represented 
except for Domain Based Job Rotation at Bangalore. 
Hence Ho is accepted for all elements except for Domain 
Based Job Rotation at Bangalore. Thus the study 
reinforces the influence of all elements of Job Rotation 
except for one element. 
 
 
 
 
 

 
 

 
 
Source: Field Survey  CWA: Cumulative Weighted 
Average 
 
Table- 8: Chi-Square Effectiveness of Job Rotation -
Occupation wise 
 

Element  

Chi Square computed 
Value Table 

Value 

Signifi
cance 
Level 

Degree 
of 
Freedo
m 

Bangalor
e 

Hyderab
ad 

Lateral Job 
Rotation 

16.804 15.876 31.410 5 20 

Upward Job 
Rotation 

18.037 12.284 31.410 5 20 

Domain Based 
Job Rotation 

16.731 9.180 31.410 5 20 

Process Based Job 
Rotation 

16.910 9.235 31.410 5 20 

Job Rotation & 
Key Business 
Needs/ Core 
Competencies 
Mapping

16.188 8.859 31.410 5 20 

 
Source: Author computations based on the collected 
data 
 
Chi-square test is applied for research data to further 
reinforce the meaningful interpretation; the same are 
presented against the demographic factor. From the 
above table  cal is less than   table value, at 20 d o f   
and 5% level of significance for all elements 
represented. Hence Ho is accepted for all elements. Thus 
the study reinforces the influence of all elements of Job 
Rotation. 
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Source: Field Survey  CWA:Cumulative Weighted 
Average 
 
Table- 10: Chi-Square Effectiveness of Job Rotation - 
Income wise 
 

Element  

Chi Square computed 
Value Table 

Value 

Signi
fican
ce 
Level 

Degree 
of 
Freedom Bangalore 

Hyderaba
d 

Lateral Job Rotation 14.506 10.721 31.410 5 20 

Upward Job Rotation 14.506 7.960 31.410 5 20 

Domain Based Job 
Rotation 

36.187 15.711 31.410 5 20 

Process Based Job 
Rotation 

18.246 10.721 31.410 5 20 

Job Rotation & Key 
Business Needs/ 
Core Competencies 
Mapping 

13.968 18.121 31.410 5 20 

 
Source: Author computations based on the collected 
data 
 
Chi-square test is applied for research data to further 
reinforce the meaningful interpretation; the same are 
presented against the demographic factor. From the 
above table  cal is less than   table value, at 20 d o f   
and 5% level of significance for all elements represented 
except for Domain Based Job Rotation at Bangalore. 
Hence Ho is accepted for all elements except for Domain 
Based Job Rotation at Bangalore. Thus the study 
reinforces the influence of all elements of Job Rotation 
except one. 

IV. FINDINGS 

This is the pre concluding part of the study presenting 
the findings in the backdrop of demographic factors of 
selected respondents in IT industry from Bangalore and 
Hyderabad. Findings of the study are presented precisely 
in consistency and sequence of the objectives articulated 
for the research.  

High ratings are registered in all demographic 
groups for all the elements of Job Rotation ‘Lateral 
Job Rotation’, ‘Upward Job Rotation’, ‘Domain 
Based Job Rotation’, ‘Process Based Job Rotation’   
and ‘Job Rotation & Key Business Needs/ Core 
Competencies Mapping’. 

 

RECOMMENDATIONS 

High rating by respondents for ‘‘Lateral Job 
Rotation’, ‘Upward Job Rotation’, ‘Domain Based 
Job Rotation’, ‘Process Based Job Rotation’   and 
‘Job Rotation & Key Business Needs/ Core 
Competencies Mapping’ by the researcher 
recommends for Sustenance of management efforts 
for the above.  
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