Building a theory of job rotation
in software engineering from an
instrumental case study
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Table 1. Profile of Participants

Projects PA PB
Team Roles | 4: Software engineers 4: Software engineer
1: Test engineer 1: Test engineer
1: Team Leader 1: Team Leader
1: Project Manager 1: Project Manager
Genders 6: Males 6: Males
1: Female 1: Female
Ages 3:<25 1: <25
3:26-35 4:26 - 35
1:>36 2:>36
Education 3: Undergraduates 1: Undergraduates
1: Technician 3: B.Sc.
2: B.Sc. 3: M.Sc.
1: M.Sc.
Time in the | 1: <3 years 2: <3 years
job 4: 3 -5 years 3:3 -5 years
2:> 6 years 2:> 6 years
Experience 3: Never rotated 1: Never rotated
with 2: Rotated 1 or 2 times 4: Rotated 1 or 2 times
rotation 2: Rotated > 3 times 2: Rotated > 3 times
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Interview quotation

“(...)1thinkit's great. I think it's good because you have...
You know you will have the opportunity to deal with new
technologies and work with other technologies. I think this
is great!”

Key point
“Work with new technologies or different technologies.”

Code
Work with new/different technologies

Figure 1. Open Coding: Building Codes

Codes
Work with new/different technologies
Work on new project domains
\ Category
Work with new tools and methodologies ————— 3 Workvariety
Work on a different project /

Work on different tasks /

Figure 2. Open Coding: Building Categories
The rotations I've been through were always good.
I always switched projects...
[ switched to different projects [with different technologies|
and learned new things.

Knowledge Acquisition Work Variety

Work Variety moderates the opportunity of
Knowledge Acquisition.

Figure 3. Axial coding: Building Relationships
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Table 2. Factors Affected by Job Rotation

Factor Effect of job Impact of factor on
rotation on factor the work
Work Variety + +
Knowledge Acquisition + +
Knowledge Transfer + /
Well-defined Work +
Feedback -
Performance +
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