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Abstract

The purpose of this research is to explore the link between Job Autonomy and Job Rotation
on Employee Performance through the mediating role of Job satisfaction in the
Telecommunication Industry in the Eastern Province of Sri Lanka. The Questionnaires were
administered to collect primary data from the 200 managerial and non-managerial level
employees in Telecommunication Industry in Eastern Province of Sri Lanka. Structural
Equation modeling was used to analyze the structural relationship between research
variables using Smart PLS-4.1.1.2. The findings of this study revealed that Job Autonomy
and Job Rotation have a significant and positive relationship with employee performance,
and job satisfaction mediates the relationship among variables. Data have been gathered
from the Telecommunication Industry operating only in the Eastern Province of Sri Lanka.
Therefore, the findings of the study should not be generalized to the whole
Telecommunication Industry operating throughout the country. The findings of the study
provide a clear guidance to the telecommunication practitioners/policy makers to take
further steps in achieving the organizational goal through the employee performance. The
study contributes to the current literature by linking Job Autonomy and Job Rotation to
employee performance through job satisfaction in the Telecommunication Industry of Sri
Lanka

Keywords: Job Autonomy, Job Rotation, Job Satisfaction, Employee Performance.

Introduction

In today’s rapidly evolving and multifaceted business environment, organizations face increasing
challenges in attracting, retaining, and developing skilled human capital. As a result, effective human
resource management has become a critical source of competitive advantage, playing a vital role in
ensuring organizational survival and success—regardless of industry, size, or structure (Armstrong,
2006). A growing body of literature highlights job autonomy as a key factor in enhancing employee
performance. Saragih (2015) emphasizes its positive impact, citing improvements in employee
satisfaction, self-efficacy, and reduced job stress, all of which contribute to better organizational
performance. Additionally, job autonomy has been linked to greater employee commitment (Sisodia &
Das, 2013), increased motivation (Hackman & Oldham, 1976), higher levels of engagement, and
strengthened trust in senior management (Lu et al., 2017).
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Job rotation involves systematically moving employees to different tasks or positions within the
organization for a specific period of time. This lateral transfer aims to provide employees with a diverse
range of knowledge, skills, and competencies (Jorgensen, Davis, Kotowski, Aedla, & Dunning, 2005).
Job rotation can occur between different departments or units, allowing employees to learn new skills,
gain varied experiences, and expand their organizational networks (Eguchi, 2005).

Employee performance is a crucial determinant of organizational success, as it highlights internal
strengths, exposes weaknesses, and reveals potential managerial gaps (Kuranchie-Mensah & Amponsah-
Tawiah, 2016; Leonard, 2019). Leonard (2019) further notes that goal attainment is a vital component of
performance, encompassing timely task completion, sales achievements, and fostering a strong brand
image through positive customer interactions. Conversely, underperformance can lead to customer
dissatisfaction, as it may signal organizational apathy or disengagement, prompting clients to seek
alternatives. On the other hand, high-performing employees can elevate overall morale, positively
influencing peers who may initially lack motivation (Leonard, 2019).

Job satisfaction refers to how employees feel about their jobs (Agha, Azmi, & Irfan, 2017). Employee
satisfaction, in general, refers to a person's good feelings regarding his or her job (Bayarcelik & Findikli,
2016). It refers to the happiness or delight felt by an employee when the intended outcome is achieved
(Chandra & Priyono, 2016).

The Telecommunication Industry of Sri Lanka contributes significantly towards the country’s
development and plays an integral part in the lives of many. It is also a key component of the commercial
world. Notably, the domestic telecommunication sector has been charting exponential growth and
continues to enjoy promising prospects. The dynamic nature of the telecommunications sector allows
little respite for industry operators. The government’s liberalization of this industry can be seen as the
main driving force behind the rapid development of the country’s telecommunication infrastructure and
services. Information Communication Technology dramatically changed the world socially, publicly and
economically. The deregulation of the telecom industry in Sri Lanka in the early 1990s brought multiple
players/ service providers to the country. With competition becoming tough, service providers realized
that employees’ satisfaction is important as much as acquiring of employee performance. In that context,
service providers realized the importance of knowing the attributes that employees consider as relevant.
Based on the above understanding, the study has focused on “Job Autonomy and Job Rotation on
employee performance: mediating role of Job satisfaction” in the telecommunication industries in the Sri
Lankan context.

Research Problem

Further, Previous researchers have also found that there is a relationship between job rotation and
employees' job performance, which may be negative or positive. Most of the researchers suggested that
there is a positive relationship between job rotation and employees’ job performance. According to
Alquraan (2011), job rotation has a positive impact on the employee’s performance and also Earney,
Sally, Martins, and Ana (2009; Annual,2024) suggested that job rotation can be a positive as well as
powerful tool for employees’ job performance.

Additionally, previous literature revealed that job autonomy as an HRM practice has been linked with
employee performance (Gellatly & Irving, 2001; Saragih, 2011; Anual,2023). Thus, the above
discussion shows that there have been several studies around the globe focusing on HR practices (Job
Autonomy and Job Rotation) affecting employee performance in the telecommunications sector. So far,
no in-depth study has yet been undertaken in examining the effects of HR practices (Job Autonomy and
Job Rotation) on employee performance: the mediating role of job satisfaction in the Telecommunication
industry in Sri Lanka and other developing countries. All the studies are simple attempts to measure the
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effect of job autonomy and Job Rotation on employee performance, either in different contexts or with
an inadequate number of HR dimensions. But there is no research to assess the employee performance
through the mediating role of job satisfaction in Job autonomy and Job rotation in Sri Lankan
telecommunication Industry in Sri Lanka.

Hence, The present study is re-examining the relationship between the Job autonomy and Job Rotation
on employee performance in an extensive manner in Telecommunication industry in Sri Lanka and to
examine the mediating role of job satisfaction for employee performance It is expected that the present
study would contribute significantly in filling this gap in in-depth new knowledge of the Job autonomy
and Job Rotation on employee performance: mediating role of job satisfaction in Telecommunication
industry of Sri Lanka

Objectives of the Study

1. To identify the impact of job autonomy on employee performance in Telecommunication Industry
of Sri Lanka.

2. To identify the impact of job rotation practices on employee performance in Telecommunication
Industry of Sri Lanka.

3. To examine the effect of Job autonomy on job satisfaction in Telecommunication Industry of Sri
Lanka.

4. To examine the effect of Job rotation on job satisfaction in Telecommunication Industry of Sri
Lanka.

5. To find out the mediating role of job satisfaction between Job autonomy and Employee
performance

6. To find out the mediating role of job satisfaction between Job rotation and Employee performance

Literature Review

Job Autonomy

Job autonomy is regarded as the degree to which the job of an individual employee provides him/her
with substantial discretion, freedom, and independence in scheduling the work, and also allows him/her
to determine the procedures that will be used in conducting the job. Breaugh (1999) argued that, even
though the importance of job autonomy has been widely acknowledged, yet researchers have been
conceptualizing this variable in different ways. For example, Hackman and Oldham (1975)
conceptualised job autonomy as the degree to which the work of an employee allows him substantial
discretion and freedom in scheduling the job and determining the ways and procedures that will be used
in conducting the work. From the above, it could be clearly understood that autonomy enables the
employee to determine and schedule their work procedure. In another way, Breaugh (1999) defined
autonomy as the level or degree of independence and discretion provided to an employee regarding
his/her job. Although jobs that provide a high level of autonomy enhance a good sense of responsibility
and greater job satisfaction for the employee(s). It is not all employees who prefer a job with a higher
level of responsibility and freedom. Some employees prefer micromanagement by their superiors, while
a large number of employees prefer autonomy in their work.

The study by Cho and Yoon (2009) proposed that a significant and positive link is expected between
autonomy and employee performance in an organization. Their argument is that, when employees are
accorded the freedom to conduct their assigned duties based on their own discretion, it will enable them
to acquire more knowledge, skills and competence that will help them to increase their individual
performance. Langfred and Moye (2004), suggested that autonomy may affect employee performance as
a result of issues concerning information and decision making. They argued that informational benefits
are anticipated from enabling participation in work-related decisions. This is possible when an individual

54 |Page



Mohamed Ramees, M. A. C., Sulaiha Beevi, M. A. C. and Gunapalan, S.

Exploring the link between Job Autonomy, Job Rotation and Employee Performance: Does Job
satisfaction play a role?

performing the task has information concerning the task which is not available to their supervisor. A high
level of perceived autonomy by employees sends a message that the management has confidence in the
capability of the employee, therefore enabling the employees to carry out their job the way they wish to
with good performance (Saragih, 2011).

Job Rotation

Job rotation is the movement of employees to work at different tasks or positions for a set period of time
in a planned way, using lateral transfers with the aim of allowing employees to acquire a range of
knowledge, skills, and competencies. (Jorgensen, Davis, Kotowski, Aedla, & Dunning, 2005). When the
employees are transferred from one job position to another within an organization, be it inter-
departmental or inter-unit, the practice is called job rotation. Under job rotation practice, the jobs remain
unchanged, but the workers performing the jobs are shifted from one job to another. Job rotation gives
employees the opportunities to learn multiple skills, knowledge and outlooks (Eguchi, 2005).

Relationship between Job Autonomy and Employee Performance

Job autonomy as HRM practice is defined as ‘the extent or degree to which the employee’s task provides
or allows him/her substantial freedom, discretion and independence in scheduling the task and also in
determining the methods to be used in undertaking the assigned task’’(Hackman & Oldham, 1975, 1980).
Employee job autonomy has long been recognized as a key antecedent of various positive outcomes,
including enhanced work attitudes and job satisfaction (Humphrey, Nahrgang, & Morgeson, 2007). In
relation to employee performance, a meta-analytic review by Humphrey et al. (2007) indicated a positive
association between job autonomy and both objective and subjective performance measures.
Furthermore, prior research has consistently linked job autonomy— considered a key human resource
management (HRM) practice—with improved employee performance (Gellatly & Irving, 2001; Saragih,
2011). For instance, Cho and Yoon (2009), in a study conducted within a Korean public sector
organization, found that granting employees the freedom and discretion to carry out their tasks
significantly enhanced individual performance. Similarly, Gellatly and Irving (2001) found that
managers who perceived higher levels of job autonomy demonstrated superior contextual performance
compared to those with lower autonomy. Supporting this view, Langfred and Moye (2004) argued that
job autonomy contributes to enhanced employee performance by fostering a stronger sense of capability
and task competence. These findings collectively underscore the positive influence of job autonomy on
employee performance.

Relationship between Job Rotation and Employee Performance

Job rotation practice is a method employed by organizations in order to improve their workers'
performance and make them more committed towards their work (Mohan & Gomathi, 2015). Job rotation
enables employees in the organization to be aware and also be equipped with the necessary rudiments of
their job processes, thereby making them more versatile and competent to perform any task given to them
with little or even no supervision (Oparanma & Nwaeke, 2015)

Review of empirical studies on job rotation and employee performance indicated a positive association
between the two variables (Hosseini et al., 2015; Khan et al., 2014). To be more specific, the study by
Khan et al. (2014) found a significant positive relationship between job rotation and the performance of
bank employees in Pakistan. They supported that the adoption of effective job rotation practice in
organization brings high employee performance and commitment. The findings were in line with the
study of Hosseini et al. (2015).

Job Satisfaction as the mediator

Job satisfaction refers to how employees feel about their jobs (Agha, Azmi, & Irfan, 2017). Moreover,
job satisfaction is the degree of employees’ happiness with the organization and their duties. When

55|Page



Mohamed Ramees, M. A. C., Sulaiha Beevi, M. A. C. and Gunapalan, S.

Exploring the link between Job Autonomy, Job Rotation and Employee Performance: Does Job
satisfaction play a role?

employees have a better environment from the organizations according to their needs and wants, they are
happier in organizations. Job satisfaction is considered a mediator in this study; the employees perform
better when they have strong human resource management practices, but their satisfaction level in
organizations scales up the performance of employees. Similarly, the employees are satisfied in the
organizations because they are less absent from the workplace, less turnover, a high level of morality and
ethics for the organizations and high citizenship behavior (Armstrong & Taylor, 2014). They are more
involved in positive outcomes when they are more satisfied. The success of an organization depends
upon the degree of satisfaction of the employees in the organization. The workers are not leaving the
organizations when they are satisfied with the organizations. The retention of old employees can be
possible by employees’ job satisfaction. In this way, the employees achieve high-level goals and gain
competitive edge in the organization. The extremely happy employees attain high performance and gain
a competitive edge for the organizations, Olgcer and Florescu (2015). According to previous research,
highly satisfied employees are important for the present economy. More satisfied employees ensure better
success in the organizations (Culibrk, Delic, Mitrovic and Culibrk, 2018).

Job satisfaction is a vigorous outcome that can be improved by increasing employee motivation. It is one
of the noteworthy features that changes the behavior of workers in organizations. Several studies provide
several factors for improving job satisfaction. Some studies designate that pay is a preliminary influence
in cultivating job satisfaction, but some studies explain that social respect is one of the common factors
for job satisfaction (Lambrou, Kontodimopoulos, and Niakas, 2010).

Hypothesis Development

H1 There is a positive and significant relationship between Jon autonomy and Employee
Performance

H2 There is a positive and significant relationship between Job autonomy on Job Satisfaction

H3 There is a positive and significant relationship between Jon Rotation and Employee
Performance

H4 There is a positive and significant relationship between Job Rotation on Job Satisfaction

HS5 Job Satisfaction mediates the relationship between Job autonomy on Employee Performance.

H6 Job Satisfaction mediates the relationship between Job Rotation on Employee Performance.

Research Framework
On the base of the purpose present study the following are the research framework of the study. There

are 4 direct relationship and 2 indirect relationship. The research framework shows the relation among
variables such as Job Autonomy, Job rotation, Job Satisfaction and Employee performance.

Independent Variable Mediating Variable Dependent Variable

Job Satisfaction

Job Autonomy

Employee
Performance

Job Rotation

Figure 01: Research Framework
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Methodology

This study is based on the quantitative research method. Data gathered by a questionnaire is referred to
as quantitative data, which involves the use of a more structured plan for data collection. The gathered
data are used to analyze the mediating role of job satisfaction in the relationship between job autonomy
and job rotation on employee performance in the Telecommunication industry of Sri Lanka.

A total of 200 employees covering all the managerial and non-managerial levels were taken as the sample
of the study by using the Random sampling techniques from Sri Lanka Telecom and Diolog in Estern
Province of Sri Lanka. For the data collection, a structured questionnaire was used. The questionnaire
consists of two main sections with 36 questions. Structural Equation modeling was used to analyze the
structural relationship between research variables using Smart PLS-4.1.1.2.

Data Analysis
Assessment of Measurement Model

The current study used SmartPLS (4.1.1.2) to assess of measurement model, which included convergent
validity and discriminant validity. Table 1 shows the results of convergent validity, where all the items
have loadings ranging from 0.990 to 0.988. Regarding Cronbach's Alpha and Composite Reliability (CR),
all variables achieved values more than 0.7. Meanwhile, all variables achieved values more than 0.5
regarding Average Variance Extracted (AVE).

Thus, all variables achieved values greater than the proposed threshold value by Hair et al. (2014).
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—»
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JAG 0.497 0.983 —
) > Epa
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Figure 2: Measurement Model
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Table 1: Factor Loadings, Cronbach’s Alpha, Composite Reliabilities and Average Variance

Extracted
Items | Factor Loadings | Cronbach's Alpha Composite AVE
Reliability (CR)

JA1 0.990 0.980 0.984 0.911
JA2 0.935
JA3 0.939
JA4 0.963
JAS 0.958
JA6 0.941
JR1 0.946 0.980 0.984 0.911
JR2 0.926
JR3 0.959
JR4 0.958
JRS 0.965
JR6 0.972
JS1 0.988 0.984 0.987 0.926
JS2 0.923
JS3 0.952
JS4 0.977
JSS 0.974
JS6 0.959
EP1 0.945 0.986 0.989 0.936
EP2 0.975
EP3 0.983
EP4 0.976
EP5 0.992
EP6 0.931

Discriminant validity was investigated based on for Fornell & Larckers criterion to assess the
discriminant validity. As per the criterion the values of square root of AVE of a variable should

be greater than its correlation with other variable as per the table 2 square root of AVE for all

the variables is greater than the correlation with other variables. Hence, it do establish the
discriminant validity. (Hair et al., 2014).
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Table 2: Discriminant Validity Based on Fornell & Larckers criterion

EP JA JR JS

EP

0.986
JA 0.869

0.981
JR 0.895 0.954
0.981
JS 0.908 0.978 0.955
0.985

Assessment of Structural Model

In order to assessment of structural model, the path coefficients were created using the PLS

algorithm embedded with SmartPLS (4.1.1.2) as shown in Figure 3.
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Figure 3: Structural Model
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After created the path coefficients, the next step was test the P-Values and T-Values for each
path coefficient in order to conclude whether the hypotheses are statistically significant or
insignificant using bootstrapping techniques embedded with SmartPLS (4.1.1.2). Table 3
shown the hypotheses test.

Table 3 Path coefficient (Direct Effect)

Beta (STDEV) T statistics P values Decision
JA->EP 0.407 0.065 6.254 0.000 supported
JA->S 0.495 0.069 7.209 0.000 supported
JR->EP 0.283 0.065 4.337 0.000 supported
JR->1S 0.497 0.069 7.172 0.000 supported
JS->EP 0.308 0.082 3.753 0.000 supported

As shown in Table 3, Job Autonomy have a positive direct effect on employee performance
(Path Coefficient = 0.407; T-Value = 6.257; P-Value = 0.000), therefore H1 was supported. In
contrast, Job Autonomy have a positive direct effect on job satisfaction (Path Coefficient =
0.495; T-Value = 7,209; P-Value = 0.000), therefore H2 was supported. Moreover, Similarly,
Job Rotation have a positive direct effect on employee performance (Path Coefficient = 0.283;
T-Value = 4.337; P-Value = 0.000;), therefore H3 was supported. In contrast, Job Rotation
have a positive direct effect on job satisfaction (Path Coefficient = 0.497; T-Value = 7.172; P-
Value= 0.000), therefore H4 was supported. Job satisfaction has a positive direct effect on employee
performance (Path Coefficient = 0.308; T-Value = 3.753; P-Value = 0.000), therefore H5 was
supported.

Table 4: Specific Indirect Effects

Beta (STDEV) T statistics P values Decision
JA >JS > EP 0.152 0.045 3.384 0.001 Supported
JR ->JS > EP 0.153 0.048 3.159 0.002 Supported

As shown in Table 4, Job satisfaction mediated the effect between Job Autonomy and Employee
performance ( Beta =0.152, T value = 3.384, P value = 0.001); therefore, H6 was supported.

Similarly, Job satisfaction mediated the effect between Job Rotation and Employee
performance ( Beta = 0.153, T value = 3.159, P value = 0.000), therefore H7 was supported.

Discussion

The current study empirically evaluates the relationship of HR practices ( Job Autonomy and Job
Rotation) with employee performance through job satisfaction. All the measurement scales used in the
study have been found valid and reliable based on composite reliability and construct validity, i.e.,
convergent and discriminant validity. After establishing the predicted relation among different
constructs, the proposed model was analyzed through Smart PLS 4.1.1.2 to observe the model fitness on
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the basis of the collected data. The proposed hypotheses, which were projected to identify the structural
association among the variables, were analyzed. The proposed model is tested based on the goodness of
fit statistics and is found to fit well to the data.

The primary objective of this study is to find the linkage between Job Autonomy and Job Rotation and
employee job performance through job satisfaction. The findings of this study showed Partial mediation
of job satisfaction between HR practices (Job Autonomy and Job Rotation) and employee performance
as hypothesized. The findings of this research are in line with the previous studies (Khan, 2010;
Nadarajah et al., 2012; Quresh et al., 2010; Pangil, & Othman, 2016; Sattar, Ahmad, & Hassan, 2015)
that HR practices have a positive impact on employee job performance and also match with the results
of previous research and Pradhan et al. (2017). The positive relationship between these two variables
is due to the fact that the HR practices of the organization make employees obliged to invest in them.
These variables have a positive relationship because of the basic reason that organizations employ
effective HR practices to make them obligated via socio-economic resources by investing in them via
HR practices. In response, employees strive to reciprocate by being motivated, devoted and energetic
and giving more focus to accomplish organizational goals and objectives (Macey & Schneider, 2008).

Conclusion

This study was conducted to examine some HRM practices (Job Autonomy and Job Rotation) and
Employee performance mediating role of Job satisfaction in Telecommunication Industry. The results
of this study indicated that Job Autonomy and Job Rotation have a positive direct effect on employee
performance. Moreover, the results of this study indicated that Job Autonomy and Job Rotation have a
positive direct effect on job satisfaction. Further, the results of this study also indicated that job
satisfaction has a positive direct effect on employee performance. Regarding the mediating variable, the
results indicated that job satisfaction mediated the effect between human resource management practices
(Job Autonomy and Job Rotation) and employee performance. Job autonomy and Job Rotation can play
a significant and essential role in employee performance in any organization. Therefore, in order to
improve employee performance, Telecommunication Industry or any organizations should implement
proper Job Autonomy system and Job Rotation method to strengthen and boost their future performance.
Moreover, job satisfaction plays a vital role in increasing employee performance, according to our results.
Therefore, the Telecommunication Industry could further improve the performance of the employees by
increasing job satisfaction through giving them a good job Rotation process and Job autonomy process.

As future studies, we can expand the research context to validate the current study research framework
in manufacturing and other service industries.

Implication

The study also benefits academics, top managers, consultants and practitioners in terms of educating,
providing support, and raising awareness on the impact of Job Autonomy and Job Rotation on the
performance of the employees in the Telecommunication Industry

Limitation

For data collection, only the questionnaire was used. In future studies, mixed methods for data collection
could be used. In addition, sampling results may not conform to the total population results. Therefore,
the results cannot be generalized to all telecommunication industries. The current study looked into the
significant effects of Job Autonomy and Job Rotation on the performance of the employees in the
Telecommunication Industries of Sri Lanka. It focused only on two dimensions of human resources
management practices, namely: Job Autonomy and Job Rotation. Therefore, the researchers recommend
to investigating other dimensions of human resources management practices such as workforce planning,
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recruitment and selection, staffing, wages and salaries administration, Labor Relation.
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