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ABSTRACT
The general objective of the study was o analyze the effects of job rotation on staff morale at Cotton Development Authority .The study specific objectives were to  find out the methods of rotation, identify the factors affecting job rotation and  determine the impact of job rotation on staff morale. A descriptive research design was used for this study.  The population of interest for this study comprised 200 employees in Cotton Development Authority Nairobi, Head office. Stratified random sampling was adopted as it ensures that all significant groups of respondents were represented. In this study, the sample size was 30% of the target population from each department. Primary data was collected and used in the research.  The primary data was obtained using questionnaires. Data analysis was started immediately after data collection and end at the point of interpretation of the process results.  The researcher analyzed the data using descriptive statistics, use of percentages, measuring central tendency (the mean) as appropriate in analyzing data derived from the study .In summary, it was found out from the study that; Shift rotation and remedial rotation are the most common techniques of rotation used at CODA.Based on the findings of the study, it can be concluded that staff morale, flexibility, responsibility and teamwork affect job rotation. it can also be concluded that Job rotation affects staff morale to a very high extent Based on the above findings, the study makes the following recommendations CODA should seek to train employees on the benefits of \job rotation and Job rotation should be done frequently a this disrupts teamwork
Keywords: Job roration, employee morale and Multiskilling 
INTRODUCTION
Background to the Study

Job rotation is the movement of employees from one job to another to reduce monotony by increasing job variety.  This is done where jobs cannot be combined or enriched (Okumbe, 2001).  The employee in this case learns how other jobs are done and the organization benefits from a more flexible and widely specialized workforce resulting in multi skilling.  Multi skilling is when people have many skills so they are able to carry out many different jobs.  According to Campion et al (1994), job rotation is lateral transfer of employees between jobs in an organization.  Job rotation is used by organizations when the organization intends to employ a group of workers and offer them on the job training.  There are also other types of job rotation, such as daily job rotations for ergonomic issues, and regular rotations for appointment and orientation.  Job rotation involves the movement of employees through a range of jobs in order to increase interest and motivation. 

Job rotation can improve “multi-skilling” but also involves the need for greater training.  According to Graham and Bennett (1998), some of the difficulties the employees find in job extension can be avoided if job rotation is used instead.  Employees are trained in several minor skills and exchange jobs with one another at intervals.  Greater satisfaction is obtained because the employee has a greater understanding of the work process through experiencing several jobs within it, and the increased versatility of the workers is useful to management when sickness absence is high.  Not all individuals respond favourably to job enlargement, enrichment or rotation.  Some do not appear to be motivated very strongly by the higher needs, or do not expect to satisfy them at work.  Others resist any attempt to give them decision making functions, they say that managers are there for that purpose.

Job rotation is similar to job enlargement and is an approach that widens the activities of a worker by switching him or her around a range of work. For example, an administrative employee might spend part of a week looking after the reception area of a business, dealing with customers and enquiries. Some time might then be spent manning the company telephone switchboard and then inputting data onto a database. Job rotation may offer the advantage of making it easier to cover for absent colleagues, but it may also reduce' productivity as workers are initially unfamiliar with a new task.

Morale is defined as the mental and emotional condition (as of enthusiasm, confidence or loyalty) of an individual or group with regard to the function or tasks at hand.  Mcknight, Admad and Schroeder (2001) define morale, in the context of the workplace, as the degree of which an employee feel good about his or her work and work environment.  

The Cotton Development Authority (CODA) is a regulatory state corporation under the Ministry of Agriculture established under section 4 of the Cotton (Amendment) Act 2006. The role of the authority is to promote, coordinate, monitor, regulate and direct the cotton industry in Kenya. The Board of the Authority is constituted from farmer's representatives, cotton growers association, Ginners' Association and Government Departments. The day to day activities are run by the Management headed by the CEO and Technical Officers. The Authority has two regional offices (Kisumu and Kitui) and six zonal offices (Homabay, Bungoma,Kabarnet, Malindi, Garissa and Meru).

CODA collaborates with the following institutions and government departments; Kenya Agriculture Research Institute (KARI), Kenya Industrial Research and Development Institute (KIRDI), Kenya Plant Health Inspectorate Service (KEPHIS), Kenya Bureau of Standards (KEBS), National Irrigation Board (NIB), Kenya Industrial Property Institute (KIPI), Kenya Revenue Authority (KRA), Kenya Industrial Estates (KIE), Ministry of Industrialization (MOI), Ministry of Water and Irrigation (MOW&I), Ministry of Finance (MOF), Ministry of Agriculture (MOA), Ministry of Co-operative Development and Marketing (MOCD&M), Ministry of Labour (KTTI), Co-operatives (Societies & Unions), Cotton Growers, Ginners Associations, spinners, weavers, Development partners and Non- Governmental Organizations (NGOs).

The areas of collaboration with these institutions and government departments/agencies include: Sharing of information and experiences on the best industry practices, innovation and adoption of modern/appropriate technologies for processing, production, marketing and distribution, formulation, review and monitoring quality standard for cotton products, partners in programmes/projects/activities, advisory roles on cooperative and a legal framework that offer an enabling environment that is conducive for the development of cotton industry, financial support and public relations and advisory and awareness creation on intellectual property rights

At the Board, various categories of employees are involved in the job rotation schedule, the subordinate staff, clerks and officers.  The middle level staff and senior officers rotate to other branches of the Board’s network.  Flexibility and consideration is given to individuals who are physically handicapped and cannot be rotated.   In the Board, employees are rotated to avoid malpractices and frauds and thus Management rotates employees from one depot to another depot on disciplinary grounds or in form of demotion.   There is no policy in place for job rotation therefore rotation mostly in the Board is done against the wishes of the employees and thus has effects on employee morale.

Statement of the Problem

Though very crucial in the organizations, job rotation is often complex and without proper planning and management, it may compromise the goals of the organization.  Job rotation is practiced in the Board but however, it has mostly been used as part of the organization’s disciplinary process, whereby errant employees may be re-deployed from one job to the other for punitive purposes.  It is also done to address cases of employees’ complaints of having been in the same position for long.  In other cases, it is used to resolve inter-personal conflict, especially that resulting from relationship differences between employees and their superiors. Employees in various departments where mostly job rotation takes place view individuals who are rotated as deployed to help temporarily in their assignments and give them only trivial things to do and not receive the required training needed for the job.  A number of problems therefore will stem from job rotation like demoralizing the employees, poor organizational service delivery, and conflict in the organization. The Board has not utilized properly the process of job rotation and requires the Board to re-look at the existing job rotation in the organization and how it affects employee morale with a view to seeing how it could be improved.

Objectives of the Study

General Objective

The general objective of the study is was to analyze the effects of job rotation on staff morale at Cotton Development Authority.

Specific objectives

The study was guided by the following specific objectives;
i. To find out the methods of rotation

ii. To identify the factors affecting job rotation.

iii. To determine the impact of job rotation on staff morale.
Research Questions
The study sought to respond to the following research questions

i. What are the methods of job rotation?
ii. What factors affect job rotation?

iii. What is the impact of job rotation on staff morale?

Scope of Study

The study was carried out within the Cotton Development Authority Headquarters, Nairobi between May and August 2013
Importance of the Study

Cotton Development Authority
The research will be of importance to the Board as it will advocate for the importance of job rotation in the Organization.  The need to realize that job rotation, as a technique in job designs neither restrict the method of working nor the nature of the work. The findings will also contribute to the prevention of issues arising from job rotation.  

Managers

The results of the research will add weight to the importance of a well developed workforce.  The research findings will elaborate different methods of developing employees and enable the organization and other organizations to appreciate the effort put in training the human resource. The research will also contribute to the body of knowledge and enhance the understanding of the job rotation as one of management practices that contributes towards knowledge and skills creation.  In turn, the results will help managers and employees have a clear understanding of exactly which knowledge and skills is enhanced by placing an employee into a job rotation.  Essentially, this research may also contribute to help managers in addressing any staff morale outcomes that are not enhanced by job rotation.

Employees

This research will help employees have a good understanding of job rotation and factors that affect their future positions in the organization.  

Government Institutions

The research will be revelation to the Government Institutions to appreciate the importance of employee rotation, conduct survey and make changes accordingly before implementing job rotation.  
Limitations of the Study

Non response because of fear to reveal detailed information concerning the organization due to fear of exposing the weaknesses the organization is facing and the confidentiality of such information in terms of business practices.

Inadequate understanding of the subject matter due to confusion since some of the respondents may not differentiate between the terms staff morale and job satisfaction.

Conceptual Framework

The conceptual framework shows the relationship between the independent variables and the dependent variable.
Independent Variables                   


 Dependent Variable


     Methods of  Rotation

Source: Author 2013
Figure 1  -  Relationship between variables

LITERATURE REVIEW

Introduction

The review of literature involves the systematic identification, location and analysis of documents containing information related to the research problem being investigated.  The main aim of the study will be to find out the factors affecting job rotation and its challenges on staff morale.

Job rotation is seen as a possible solution to two significant challenges faced by businesses; skills shortages and skills gaps, and employee motivation.  Skills shortages occur when there is a lack of skilled individuals in the workforce.  Skills gaps occur when there is a lack of skills in a company’s existing workforce, which may still be found in the labour force as a whole.  Different types of jobs can involve very different activities.  The differing activities of the staff in an organization reflect work specialization, the degree to which the work is necessary to achieve organizational goals is broken down into various jobs.  Without some specialization, it would be difficult for most organizational staff to have the entire range of skills necessary to run an effective organization. 

To make the best use of people, as valuable resources in the organization, attention must be given to the relationship between staff and the nature contents of their jobs. The work organization and the design of jobs can have a significant effect on staff and their levels of performance and productivity.  Attention needs to be given to the quality of working life.  The management needs to understand how to best make work more satisfying for staff and to overcome obstacles to effective service delivery in the organization. 

Some workers, when they are well matched with the jobs that they are required to do so they can perform effectively, more often come to enjoy their work because they find it intrinsically rewarding and fulfilling. This state is known as internal motivation, which means the individual worker identifies closely with his or her work. This helps them to maintain high levels of self-reward for performing the work well.  This creates feelings of pride and accomplishment in the life of the employee. The staff simply feels good for the job well done. 

Poor performance, on the other hand, leads to feelings of unhappiness; and perhaps shame. This encourages the individual to try to work harder so to avoid these feelings and regain the personal rewards that good performance can bring.  The nature of work organization and the design of jobs can have either positive or negative effects. These effects are significant to the job satisfaction of both the staff and on the level of the organization performance. Job rotation, which is a technique of job design, is usually concerned with the relationship between workers, the nature, the content of jobs and their tasks function.

Job design attempts to meet people’s personal and social needs at work through reorganization and restructuring of work.  Nevertheless, critical approaches have not been put in place to ensure the design has at least met its definite goals such as personal satisfaction that people derive from their work and making the best use of people as valuable resources of the organization and to help overcome obstacle to their effective service delivery. 

The purpose of this study will be to evaluate job rotation as a technique in job design as it does not foster such internal motivation; and other desirable outcomes such as general job satisfaction and improved work effectiveness, Mullins (1996). On the contrary, job rotation interferes with factors like autonomy, client relationship, personal growth and development and feedback at the work place. Job rotation also promotes absenteeism, job turnover, the worker doing the job below the level of his/ her competence, keeping up with new technology, working with inadequately trained subordinates or even incompetent bosses. All these outcomes of the job rotation can lead to conflicts in the organization, (Cole, 1996).

Job Rotation

Job rotation sometimes called cross-training, is one of the many forms of on-the-job training and a formal effort at executive development (Beatty, 1987).  Job rotation can be defined as lateral transfer of employees among a number of different positions and tasks within jobs where each requires different skills and responsibilities.  Individuals learn several different skills and perform each task for a specified time period. Rotating job tasks helps worker understand the different steps that go into creating a product and or service delivery, how their own effort affects the quality and efficiency of production and customer service, and how each member of the team contributes to the process.  Hence, job rotation permits individuals to gain experience in various phases of the business and, thus broaden their perspective.  Job rotation is a developmental technique that has been widely used but, surprisingly received little attention in human resources studies (ibid).

Job rotation involves shifting a person from one job to another, so that he is able to understand and learn what each job entails.  The organization or company tracks the individuals’ performance on every job and decides whether he or she can perform the job in an ideal manner.  Job rotation is also done to decide the final posting for the employee for example if the individual is assigned to the Marketing department, he or she learns all the jobs to be performed for marketing at his or her level in the organization which after he or she is shifted to the Sales department and Finance department and finally placed in the department in which he or she shows the best performance (Campion , 1989).

Challenges of Job Rotation

On the broader sense, job rotation can lead to both the individual and organizational consequences.  Individual consequences include; sudden noticeable gain or loss of weight and addiction to drug like alcohol or cigar smoking. Organizational consequences include the following as put forward by Cardy (2004), low performance in both quality and productivity, low job involvement, loss of responsibility, lack of concern for the organization, lack of concern for the other colleagues, loss of creativity, voluntary turnover, proneness to accidents, failure to capture the benefits of new technology and career uncertainty.

Staff Morale

Cambridge International Dictionary of English (1995) defines staff morale as the amount of confidence felt by a person or group of people. Vroom (1964) says that the staff morale is a term with a long history and multiple meanings and is infrequently used by contemporary human relations and managers. It often refers to a broad collection of mental states that are held by employees; thus, morale is typically regarded as more macro, summary and sociological concept. 

The collection of mental state can include any or all of the following; courage, discipline, confidence, enthusiasm, and willingness to endure hardships. In its earlier usage, staff morale referenced virtually all attitudes towards job features and co-workers (Likert, 1967).  In the latter usage, staff morale focused on satisfaction with team goals; desire to maintain team membership and willingness to strive towards attainment of the team’s goals (Vitaces, 1953). This resembles contemporary notions about organizational commitment. Later, staff morale emphasized positive emotional states that referenced future or present circumstances commonly involving a group of employees (Locke, 1976).

Morale describes an employee’s state of attitudes, feelings and judgements about his work, peers, supervisors, subordinates, and his organization (Monappa & Saiyadain, 2003). A highly motivated employee may not have high morale, though motivation to some degree provides potential for morale.  A highly motivated employee may not be very satisfied with his job and his productivity may be low.  An employee with a high morale will be satisfied with his job and his productivity will be high.

Scott (2001) claims that employees are less focused on the immediate paycheck if they feel they work in an organization that encourages growth and provides opportunities for training and education and skill improvement.  Scott urges managers not to follow the current trend of many companies drastically reducing their education budget and creating a workplace that produces overworked employees who have no time for learning and reflection.  Providing ample staff development and training opportunities for employees can not only boost their morale, but also allows them to stay current in the ever-changing information field.  If management’s goal is to maintain high employee morale within their organization, the process will involve empowering employees to act independently when appropriate, and providing them with adequate training opportunities.  Giving employees room to grow professionally and that includes allowing them to make mistakes, will increase their self-esteem and self-efficacy, thereby boosting their morale.

Flexibility

Ronan (1981) states that flexible working hours represent a working scheduling arrangement, which provide employees with some degree of autonomy (discretion) in the selection of the hours, which they will work. The quality of work life model suggests that working scheduling flexibility provides employees with opportunities to meet personal demands, therefore contributing to need fulfilment in both at work and at non-work domains. 

Cohen (1978) asserts that the theory of work adjustment argues that flexible working hours have the potential to utilize the staffs’ circadian rhythms more efficiently, permitting a greater alignment between employees’ ability and the requirement of their jobs. Flexible working hours may encourage staff to increase their morale, as an exchange benefits (ibid). Christensen (1990) highlights that inter role conflicts are reduced favourably imparting upon staff morale. It might be speculated that many of the attitudinal and motivational effects of flexible working hours may stem from ‘experienced flexibility’ potentially afforded by these working hours’ arrangements. Gustafson (1985) points out that most staff prefers working flexibly rather than the static working arrangements.  He asserts that flexible working hours are commonly associated with increased work and leisure time satisfaction, as well as attitude towards the schedule and its effects on one’s family and social life.

The Institute of Management and Manpower (1994) found that one popular example of giving people greater freedom and control over the scheduling of their work is flexible working hours. Within certain limits (core times) staff are free to vary arrival, lunch, and departure time at work to suit their own individual needs and preference. Nollen (1977) points out that flexibility requires time clocks or other time records, which can be disadvantageous to staff and hence affect their morale negatively.

 A flexible workplace allows you to work with your employees to decide on hours of work, work location and the way work is carried out.  It involves thinking creatively about how working lives can be better structured to match individual and business needs. Flexible workplace arrangements can assist you and your employees to improve the way your workplace operates.  With an ageing population and skills shortages, adopting a flexible approach to work and job design will assist in attracting a diverse workforce including people with disability.

Flexitime is a variable work schedule, in contrast to traditional work arrangements requiring employees to work a standard 9am to 5pm a day.  Under flexi time, there is typically a core period of the day when employees are expected to be at work (for example, between 10 am and 4 pm), whilst the rest of the working day is "flexi time", in which employees can choose when to work, subject to achieving total daily, weekly or monthly hours in the region of what the employer expects, and subject to the necessary work being done.

Responsibility

Responsibility is the extent to which staff have the freedom on the job and discretion to schedule tasks.  It is also the state, which is concerned with the extent to which employees’ feel the sense of being personally responsible or accountable for the work being done and also determine the procedure for carrying them out.  It can also be defined as an obligation to perform the functions assigned to the best of the employee’s ability in accordance with directions received.  It is logically the first relationship that should be established and is based on an analysis of functions required to accomplish the organization’s objective.

Hackman (1976) asserts staff that have responsible jobs that they understand are more motivated and satisfied with their position.  A high level of responsibility makes staff more responsible and accountable for their acts and explains that it is also the degree to which a job position which also provides substantial freedom, independence and discretion to the individual in scheduling and determining the procedure to be used in carrying out the job.  

Gray (1998) argues that responsibility, when excessively utilized, if not coupled with authority, from the top management, can give rise to a possible abuse of delegation.  It should therefore be noted that responsibility is assigned through delegation from superiors.  The significance of the word ‘delegation’ is that the process does not reduce the superior’s original amount of responsibility.  This concept is what put the manager at risk, as responsibility is still full and complete although execution of the task has been largely relegated to the staff.  

Carroll and Tosi (1977) argue that responsibility is perfectly used in implementing plans of the organization. Once objectives have been agreed upon, the staff enjoys wide discretion in choosing the means for achieving them, without being second-guessed by higher-ranking managers.  When staff become responsible for their job position, it becomes easier for the seniors to supervise them.  This is because their supervisors do not exercise day-to-day supervision, but their role becomes more oriented towards facilitating the staff through liaison work with the organization’s expert in different departments.  Staff that have been given responsibilities in the organization feel that “we are in this thing together” and are compelled to act responsibly.  They also feel trusted in today’s open empowered organizations that are in very competitive markets.

Teamwork

Although the term team is frequently used for any group, especially to get individuals to work together and to motivate them, some team expert makes a distinction between teams and traditional work groups. Douglas (1993) argues that a working group’s performance is a function of what its members do as individuals.  A team’s performance includes both individual results and collective work products.  A collective work- product is what two or more members must work on together to reflect the joint, real contribution of team members. 

Teams do go beyond traditional formal work groups by having a collective, synergistic effect. Katzebach & Smith (1993) explains that a team is small number of people with complementing skills who are committed to a certain purpose, performance goals and an approach for which they hold themselves accountable. Teamwork applies to the whole organization as well as specific teams. 

Teamwork represent a set of values that encourage behavior, such as listening and responding cooperatively to points of views expressed by others, giving others the benefit of doubt, providing support to those who need it and recognizing the interest and achievement of others.  A team is flexible and responsive to changing events and demands. Teamwork can adjust their approach to new information and challenge with greater speed, accuracy and effectiveness than can an individual caught in a web of larger organizations conventions. High performance teams invest much time and effort exploring, shaping and agreeing on a purpose that belongs to them both collectively and individually.  Teamwork is characterized by a deep sense of commitment to their growth and success. Teams outperform individual acting alone in large organizational groupings, especially when service delivery requires skills, judgment and experience (ibid).

Douherty (1992) adds that teamwork is usually about a group of employees who perform interdependent knowledge work and who are collectively responsible for a product or service. He asserts that teamwork is usually composed of members with a number of differently highly disciplined bases.  Each member carries value, information and skills that may be only partially overlapping, making communication and collaboration difficult and finally teamwork integrates the work of those specialists and hence increases staff morale.

Benefits of Job Rotation

Job rotation is important to the organizing function for two major reasons.  Tasks activities need to be grouped in reasonably logical ways otherwise it may be difficult for the organizational members to function effectively and secondly, the way jobs are configured has an important influence on employee motivation to perform well. 

Job rotation is generally more successful as an employee development tool whereby, employees are rotated through a series of more challenging jobs in order to increase their capabilities, expand job assignment flexibility, and increase their understanding of various aspects of the organization.  One result is that the managers tend to be more cooperative with one another because they either have been or will be in the other person’s job at some point (Waterman, 1994).  Thus, the management needs to consider both efficiency and motivational issues during job rotation that will facilitate effective performance.

Companies small and large are attempting to improve work design systems by incorporating job rotation strategy.  Although job rotation strategies may not be practical for all businesses, strategies that are implemented across lower-level and less specialized positions provide many advantages to businesses and employees.

Burnout Reduction

When employees perform the same job functions each day without variation, they are likely to experience greater feelings of fatigue, apathy, boredom, and carelessness.  Burnout is detrimental to businesses because it tends to promote decreased productivity, increased likelihood of turnover, which all lead to organizational dysfunction.  However, when employees rotate across different positions regularly, they experience less boredom, greater task variety, and decreased feelings of needless repetition.

Increased Employee Satisfaction
Organizations know that when employees are not satisfied with professional endeavors, they feel demotivated, unhappy, and irritated, which are detrimental to productivity.  However, by allowing employees to engage in job rotation, employees are likely to experience greater satisfaction by identifying strengths and weaknesses.  Employees are able to test many positions and subsequently focus on rotating between positions that enhance performance capacity, which increases their sense of worth and importance within the company.

Employee Motivation
It is important for organizations to provide opportunities to increase employee motivation because greater motivation promotes higher levels of organizational commitment and desire to grow within the company.  When employees are given the opportunity to rotate between different positions, they enhance and improve their skills, abilities, and competences, which leads to better job performance and greater likelihood of promotional advancement.  Employees that are engaged with a number of different positions throughout a company experience increased appreciation for co-workers and the inter-relation between positions, which decreases animosity and enhances organizational commitment.

METHODOLOGY

Research Design

A research design is a master plan specifying the methods and procedures for collecting and analyzing the needed information (Zikmund, 2003).  It specifies a framework or blueprint for the research. The research design also specifies the research methods chosen to determine the information needed as well as defining the sampling methods, sample size, measurement and data analysis processes (Kinnear, et al 1993).  It also describes the plan or strategy for conducting the research. A descriptive research design will be used for this study. According to Cooper & Schindler (2001), descriptive studies deal with questions of who, what, when, where and how a topic, is used when there is some understanding of the topic. In this study, the dependent variable is staff morale and the independent variables to be studied are responsibility, flexibility and teamwork.The research study focused on “Analysis of the effects of Job Rotation on Staff morale”, amongst the employees of Cotton Development Authority.  The study was done at the CODA Head  Office located in Nairobi .  
Target population

Mugenda and Mugenda (2003) define population as a complete set of individuals, cases or objects with some common observable characteristics.  The population of interest for this study comprised 200 employees of the Nairobi, head office
Table 1: Population of the study

	Department
	Total No. of Staff

	Administration
	14

	Human Resource
	13

	Research & Development & Audit
	13

	Finance
	27

	Operations
	63

	Information Systems
	05

	Quality & Pest Control
	27

	Legal, PR & Security
	14

	Technical
	25

	Total
	200


Source: CODA Head Office

Sample Design

A sample is composed of some fraction or part of the total number of elements or units in a defined population (Saravanned, 1991).  According to Line (1982) stratified sampling involves dividing the population into strata (subgroups) and a sample drawn from each subgroup and in this study subgroups will be referred as departments.  Stratified random sampling will be adopted as it ensures that all significant groups of respondents was represented.  This method also ensured that every member of the target population has equal chance of being in the sample hence reducing the likelihood of selection bias into the study findings.The sample size is the number of individuals included in a study and represents only a subset of the population.  This subset is selected in a way that gives every member of the population an equal chance of being chosen.  In this study, the sample size was be 30% of the target population from each department.

Table 1: Sample size

	Department
	Population
	No. to be sampled

	Administration
	14
	04

	Human Resource
	13
	04

	Research & Development & Audit
	13
	04

	Finance
	27
	8

	Operations
	63
	19

	Information Systems
	05
	02

	Quality & Pest Control
	27
	08

	Legal, PR & Security
	14
	04

	Technical
	25
	08

	Total
	200
	60


Source: CODA Head Office

3.6
Data Collection

Primary data was used.  The primary was obtained using questionnaires.  Closed-ended questions were used.  The questionnaire were pre-tested before distribution and serialized to differentiate between each of the respondents. The researcher personally hand delivered the questionnaires to respondents.  The questionnaires were picked after one week for analysis
Data Analysis and Presentation
Data analysis was started immediately after data collection and end at the point of interpretation of the process results.  It included data sorting, data editing, data cleaning, conducting final check on the data for accuracy, erroneous data completeness and consistencies to avoid going back to the original questionnaires too many times to collect errors while at the middle of analysis.  The researcher analyzed the data using descriptive statistics, use of percentages, measuring central tendency (the mean) as appropriate in analyzing data derived from the study. 

RESULTS

Response Rate

Out of the 60 questionnaires given out 50 of them were returned. This represents 82% response rate

Job Rotation and Employee Morale

Frequency of job rotation

The study sought to establish how often job rotation is undertaken at CODA. The information obtained from the respondents is as summarized in the table below

Table 4.5
Job Rotation and Employee Morale
	Frequency of job rotation 
	Number 
	Percentage 

	Annually
	20
	40

	Semi-annually


	20
	40

	Monthly
	10
	20

	Total 
	50
	100


From the data analyzed in table 4.5 above, 40% of the respondents indicated that the undergo job rotation annually, 40% indicated that they undergo job rotation semi-annually and 20% indicated they undergo rotation monthly

Method of job rotation at CODA

The study sought to establish the extent to which various job rotation methods are utilized at CODA. The information obtained from the respondents is a s summarized in the table below

Table 4.6 Method of job rotation at CODA

	Methods of Job Rotation
	5
	4
	3
	2
	1
	Σf
	Σfw
	Σfw/Σf

	Production rotation
	04
	06
	10
	26
	04
	50
	165
	3.21

	Replacement rotation
	10
	08
	08
	24
	00
	50
	150
	3.30

	Remedial rotation
	14
	28
	04
	00
	04
	50
	232
	4.64

	Shift rotation
	32
	06
	02
	06
	04
	50
	206
	4.12


Source: Author, 2013
From data analyzed in table 4.5 above, production rotation was rated at 3.21 indicating that the respondents were uncertain about the use of these techniques at CODA. Whereas replacement rotation was rated at 3.30, remedial rotation was rated at 4.64 and shift rotation rated at 4.12.This indicates that to a high extent, CODA utilizes remedial and shift techniques of rotation

Factors Affecting Staff Rotation

The study sought to establish the extent to which CODA experiences the following challenges in the process of undertaking job rotation. The information obtained from the respondents is as summarized in the table below

Table 4.7 Factors Affecting Staff Rotation

	Challenges 
	5
	4
	3
	2
	1
	Σf
	Σfw
	Σfw/Σf

	Staff Morale
	14
	28
	04
	00
	04
	50
	198
	3.96

	Flexibility
	32
	06
	02
	06
	04
	50
	206
	4.12

	Responsibility
	26
	12
	02
	04
	02
	50
	198
	3.88

	Maintenance of  Teamwork
	32
	06
	02
	06
	04
	50
	206
	4.12


Source: Author, 2013
From the data analyzed in table 4.5 staff morale was rated at 3.96 indicating that to a high extent, it affects job rotation at CODA. Whereas flexibility was rated at 4.12, responsibility was rated at 3.88 and teamwork was rated at 4.12.Tthis indicates that staff morale, teamwork, responsibility and flexibility to a very extent affect job rotation at CODA

Job rotation and staff morale

The study sought to establish the extent to which Job rotation affects staff morale. The information obtained from the respondents is as summarized in the table below

Table 4.8
Job rotation and staff morale

	Job rotation and staff morale
	Number 
	Percentage 

	Very high extent 
	25
	50

	High extent 
	20
	40

	Uncertain  
	00
	00

	Low extent 
	05
	10

	Very low extent 
	00
	00

	Total 
	50
	100


Source: Author, 2013
From the data analyzed in table 4.8 above majority (50%) of the respondents indicated that job rotation affects staff morale to a very high extent, 40% indicated that it affects to a high extent, none was uncertain and 10% were of the opinion that job rotation and staff morale affects staff morale to a low extent

Satisfaction with job rotation process in Cotton Development Authority 

The study sought to establish the level of satisfaction of employees with Job rotation in CODA. The information obtained from the respondents is as summarized in the table below

Table 4.9 Satisfaction with job rotation process in Cotton Development Authority 

	Level of Satisfaction 
	Number  
	Percentage 

	Highly satisfied
	01
	02

	Satisfied
	04
	08

	Neutral 
	00
	00

	Dissatisfied 
	35
	70

	Highly dissatisfied 
	10
	20

	Total 
	50
	100


Source: Author, 2013
From the data analyzed in table 4.9 above majority (70%) of the respondents indicated that they dissatisfied with job rotation process in Cotton Development Authority , 20% indicated that they are highly dissatisfied, 08% are satisfied and 02% are highly satisfied 

Discussion of Findings

The general objective of the study was o analyze the effects of job rotation on staff morale at Cotton Development Authority .The study specific objectives were to  find out the methods of rotation, identify the factors affecting job rotation and  determine the impact of job rotation on staff morale. Data was collected by use of questionnaires and analyzed presented and interpreted as follows;

The study sought to establish how often job rotation is undertaken at CODA,40% of the respondents indicated that the undergo job rotation annually, 40% indicated that they undergo job rotation semi-annually and 20% indicated they undergo rotation monthly

The study sought to establish the extent to which various job rotation methods are utilized at CODA. , production rotation was rated at 3.21 indicating that the respondents were uncertain about the use of these techniques at CODA. Whereas replacement rotation was rated at 3.30, remedial rotation was rated at 4.64 and shift rotation rated at 4.12.This indicates that to a high extent, CODA utilizes remedial and shift techniques of rotation

The study sought to establish the extent to which CODA experiences the following challenges in the process of undertaking job rotation. , staff morale was rated at 3.96 indicating that to a high extent, it affects job rotation at CODA. Whereas flexibility was rated at 4.12, responsibility was rated at 3.88 and teamwork was rated at 4.12.Tthis indicates that staff morale, teamwork, responsibility and flexibility to a very extent affect job rotation at CODA

The study sought to establish the extent to which Job rotation affects staff morale. M majority (50%) of the respondents indicated that job rotation affects staff morale to a very high extent, 40% indicated that it affects to a high extent, none was uncertain and 10% were of the opinion that job rotation and staff morale affects staff morale to a low extent

The study sought to establish the level of satisfaction of employees with Job rotation in CODA. Majority (70%) of the respondents indicated that they dissatisfied with job rotation process in Cotton Development Authority, 20% indicated that they are highly dissatisfied, 08% are satisfied and 02% are highly satisfied 

Summary of Findings

In summary, it was found out from the study that;

(i) Shift rotation and remedial rotation are the most common techniques of rotation used at CODA

(ii) Factors affecting job rotation include staff morale, flexibility, responsibility and teamwork

(iii) Job rotation affects staff morale to a very high extent

(iv) Employees are dissatisfied with job rotation process in Cotton Development Authority 

Conclusion
Based on the findings of the study, it can be concluded that staff morale, flexibility, responsibility and teamwork affect job rotation. it can also be concluded that Job rotation affects staff morale to a very high extent

Recommendations

Based on the above findings, the study makes the following recommendations.

(i) CODA should seek to train employees on the benefits of \job rotation

(ii) Job rotation should be done frequently a this disrupts teamwork

(iii) Employees should be involved in the ob rotation process

(iv) The management should take into consideration the impact of an job rotation exercise in term of morale before execution

Suggestions for Further Study

The study recommends that further study be conducted in the following areas;

i) Effectiveness of job rotation in state corporations 
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