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Abstract---Work rotation is an employment activity related to the process of transferring functions, responsibilities, 

and employee status, to obtain work satisfaction and increase maximum work performance. Work rotation functions 

for the development of human resources which are believed to provide many benefits to the organization. This study 

aims to determine organizational considerations in implementing employee work rotation activities so that a model 

will be created that will be used as the basis for employee rotation. This study uses descriptive qualitative methods, 

data analysis was carried out, using four stages, namely data collection, data reduction, data presentation, and 

drawing conclusions or verification. Testing the validity of the data using source triangulation techniques. The 

results of the study conclude that the work rotation model at the YPDR Nursing Academy Jakarta refers to tenure, 

appraisal work performance results, educational qualifications, skills, and experience and has considered aspects of 

planning, implementation, and evaluation, with the ultimate goal of optimizing performance institution. 
Keywords---educational qualifications, implementation, nursing academy, work performance, work rotation. 

 

 

Introduction 
 

Employee development programs are carried out by institutions, organizations, or companies to increase the ability 

of employee performance effectively and efficiently, including by doing work rotation. Work rotation is a 

phenomenon that usually occurs in institutions, organizations, or companies. Work rotation is an important approach 

to work design as well as human resource development policies that have the potential to increase work satisfaction 

and improve employee capabilities (Saravani & Abbasi, 2013). When one activity is no longer challenging, the 

employee is transferred to another work, usually at the same level, which has the same skill requirements. Besides 

functioning as human resource development, work rotation is believed to also provide many other benefits for 

organizations such as easier work scheduling, managing employee leave, and adapting to changes.  
There is a positive and significant impact of work rotation on improving employee performance (Rashki et al., 

2014). Employee rotation can not only reduce the level of work saturation but can also increase the competence of 

workers because with work rotation the knowledge and ability of employees can be improved (Kaymaz, 2010). Work 

rotation is not an impromptu plan, it must be planned with the aim of avoiding unwanted problems in the future, 

including failure of the rotation which has an impact on the loss of funds that have been spent by the organization  

(Sobandi, 2018). 
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Work rotation is not without defects, because training costs will increase, productivity will decrease due to 

moving employees to new positions, there are adjustments again due to new employees in a group (Campion et al., 

1994). There were many complaints from employees regarding work rotation, including the time span of work 

rotation, less comprehensive rotation, demands for the diversity of skills, and difficulties in adapting to a new work 

environment (Ho et al., 2009). 

Without proper work rotation planning, the implementation that does not pay attention to the right man on the 

right job can lead to work rotation as a routine activity that is less meaningful and does not provide added value to an 

institution, organization, or company. Therefore, it is necessary to have an appropriate work rotation model that can 

be implemented, so that the implementation of this work rotation can contribute to the optimization of the 

performance of institutions, organizations, and companies. 

Based on the formulation and problems above, research on the implementation of the worker rotation model 
needs to be done. The results of this study are expected to provide a positive discourse for leaders to optimize 

employee work rotation (Furnham & Hughes, 1999; Fægri et al., 2010). Giving encouragement or motivation for 

employees to further improve their performance is also expected to have very large leverage towards improving 

employee performance which in turn will increase the productivity of institutions, organizations, and companies. 

 

Theoretical Framework 

Implementation 

 

Its core implementation is an activity to distribute policy outputs (to deliver policy outputs) carried out by 

implementers to target groups as an effort to realize policy objectives (Purwanto, 2012). Implementation will begin 

with a series of activities managing regulations, forming organizations, mobilizing people, resources, technology, 

establishing procedures, and so on with the aim that the stated policy objectives can be realized. 

 

Work rotation 
 

Human resources in the company need to be managed properly and professionally to create a balance between the 

needs of employees and the demands and capabilities of the company organization (Mangkunegara, 2000). One of 

the successes of the performance of a company is determined by the increase in employee performance, and it can be 

created by managing human resources professionally. Employee performance is influenced by several factors, one of 

the factors is work rotation. Work rotation is the periodic change of an employee from one task to another (Robbins 
& Judge, 2008). Work rotation can prevent boredom and can also reduce employee labor turnover (absence of 

workers) (Nurlatifah, 2009). Work rotation can indirectly provide benefits to the organization because employees 

who have many skills can adapt to change.  

Work rotation applied to employees should be varied according to the characteristics, competence of the 

institution and individual employees, as well as the health condition of the institution. However, there is a general 

principle that should be applied by institutions that rotation must be based on the dimensions of humanity, 

organization, employee development or repositioning, justice, transparency, and accountability and be sustainable. 

Employee rotation should avoid pragmatic characteristics such as employee refreshments, and focus more on human 

resource development, which focuses on the development and enhancement of employee capabilities, especially in 

areas deemed important for optimizing institutional performance. The formulation of employee rotation should be 

done with careful preparation, taking into account various aspects such as conformity with the interests and talents of 

the employees involved in the work rotation. Socialization can be carried out to all employees who will be rotated. 
With work rotation, employees can start with new tasks and functions and a new worksite (Santoso & Riyardi, 2012). 

This is where employees begin to learn, both in their new duties and functions at work, as well as being ready to face 

various problems and difficulties in their work, which are different from their previous assignments. The employee 

work rotation model must comprehensively show the plan, implementation, and evaluation of the implementation of 

work rotation (Muhardi et al., 2017). 

 

Nursing Academy 

 

The Nursing Academy is an educational institution that organizes the Triple Diploma in Nursing Education Program 

(Nursing Academy YPDR & Jakarta, 2015), aims to educate and prepare prospective mid-level nursing experts who 

are professional in their duties and master the science and technology of Nursing which is the basis of their 

profession. The director is the leader and the main person responsible for implementing academic activities in the 
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Nursing Academy. The Director is assisted by an Assistant Director, namely (a) Assistant Director for Academic 

Affairs, (b) Assistant Director for General Administration, (c) Assistant Director for Student Affairs. The executing 

element in charge of assisting the leadership consists of education personnel and non-educational personnel. 

 

 

Method 

 

This study uses descriptive qualitative methods. In conducting a study of the work rotation model in optimizing 

performance at the YPDR Nursing Academy Jakarta, the method used is focused on explaining employee work 

rotation at the YPDR Nursing Academy Jakarta. The information needed is obtained from the experience of the 

YPDR Nursing Academy Jakarta which has implemented work rotations for its employees, and also from tracing 

reference studies that are considered relevant to enrich the discussion in this paper (Harper et al., 2015; Carlson, 

2016). 

Data collection using in-depth interview techniques, documentation study. Interviews were conducted with: (1) 

Education Coordinator, representing the YPDR Jakarta Foundation; (2) Director of the YPDR Nursing Academy 

Jakarta, the person responsible for implementing Institutional Management policies; (3) Assistant Director for 

Administration and Personnel, the second person who is responsible for the implementation of human resource 

management. For the documentation study, data was collected from files and documentation owned by the YPDR 

Nursing Academy Jakarta. Data analysis was carried out, using four stages, namely data collection, data reduction, 

data presentation, and drawing conclusions or verification. Testing the validity of the data using source triangulation 

techniques. The research was conducted in 2018. 
 

 

Results and Discussion 

 

The YPDR Academy of Nursing Jakarta is an educational institution that provides vocational education in Nursing 

Diploma three (D3) study programs, based in South Jakarta. With its vision of becoming a YPDR Nursing Academy 

that excels in the field of Emergency Nursing in developing nursing vocational personnel who are noble and able to 

compete globally (Nursing Academy YPDR Jakarta, 2018). The YPDR Nursing Academy Jakarta only organizes 

one study program, therefore there are not many open recruitments, so what is done is employee work rotation to fill 

vacancies. Every employee has the potential that deserves to be developed, for employees who have good work 

skills, it will accelerate the achievement of institutional goals, on the other hand, less skilled employees can slow 

down institutional goals, so there is a need for rotation for equal distribution and improving employee skills so that 

employees have the opportunity develop yourself more. Employee rotation is based on the principle of The Right 

Man on The Right Job, which means that employee rotation is carried out to place employees in the right position, as 

an action to increase work morale and to reduce labor turnover. Rational media competition in the form of work 

performance appraisal, as a step and for promotion efforts for employees. 

The basis for carrying out work rotation refers to the internal rules of the YPDR Nursing Academy Jakarta, 

namely: 
1) Term of office, namely by issuing a decree from the Chairperson of the YPDR Jakarta Foundation, where the 

term of each office is limited to three years and if necessary can be extended by issuing a new decree. 

2) The results of the performance appraisal (appraisal work performance), taking into account the increase in 

work productivity, increased work motivation, decreased number of work errors, improved attendance, and 
work discipline, and decreased number of work accidents. 

3) Qualifications for education. The higher the education level of employees, the broader their knowledge and 

abilities will be. Formal and non-formal education is a key element that can change employee behavior in 

doing something and make it easier for employees to follow developments or changes in their duties. 

4) Skills. The ability of employees to carry out work in the form of physical and non-physical skills, skills are 

the capacities that employees have to do various tasks in one work. 

5) Experience. The experience becomes a factor for consideration of work rotation. Employees who have more 

experience and have a suitable position with the position to be filled will be prioritized for appointment in 

certain positions. 

 



 41 

Work rotation is an integral part of the organizational system at the YPDR Nursing Academy Jakarta, and its 

implementation is based on strategic planning, measurable, prospective criteria, and indicators on human resource 

development. Before the work rotation process is carried out, a mapping of the potential, performance, and behavior 

of employees in each unit involved in the rotation program is carried out. The implementation of work rotation and 

the requirements that follow is the policy of the Director of the YPDR Nursing Academy Jakarta because the 

Director is the one who knows the most about the development of employees and the conditions of the institution, 

the Assistant Director II in charge of employment issues only functions as a policy implementer. The Director 

proposes a rotation of employees to the YPDR Jakarta Foundation, which if the foundation is approved, a Decree 

will be issued and submit the decision letter to the Director for immediate implementation. The YPDR Academy of 

Nursing Jakarta Work rotation model, as seen in Figure 1, below: 

 

 

 

 

 

 

 

 

 

 

 

 
Figure 1. Work rotation model 

 

The leader, in this case, the Director of the YPDR Nursing Academy Jakarta, will always focus on his vision and 

mission for the good of the institution as a whole. The director with all his powers has a big influence on the 

formation of a positive work environment, which provides great motivation for employees to be able to provide the 

best for the institution. Research Rahman & Solikhah (2016), shows that work rotation has a positive and significant 

effect on employee performance, meaning that when working rotation increases, employee performance will also 

increase. The director can improve work dynamics and create a conducive atmosphere in the work environment. 

Besides, the divisions involved in the work rotation program also have a significant influence on the success of the 

employee rotation program itself. 

In implementing employee rotation, an evaluation of activities is required which should be carried out by the 

Director regularly. Evaluation of activities in employee rotation is very important to do to measure the development 

of the ability of employees involved in the work rotation program itself. If the development of an employee's ability 

after being involved in a work rotation does not match the expectations of the organization, it is better if the 

employee placement is reviewed. An optimal work rotation program will have a big impact on employees by 

reducing the level of boredom and work stress, as well as increasing the range of abilities of these employees. 

 

 

Conclusion 
 

The work rotation model at the YPDR Nursing Academy Jakarta refers to tenure, appraisal of work performance, 

educational qualifications, skills, and experience (Pant & Yadav, 2016). Shows that work rotation has taken into 

account aspects of planning, implementation, and evaluation, with the ultimate goal of optimizing institutional 

performance. The implementation of work rotation also takes into account the suitability of the interests and talents 

of employees, a variety of work skills, which will affect the decrease in employee work saturation so that it will 

increase cooperation and optimize performance (Battistin et al., 2014; Hango, 2007). Of course, to determine the 

effectiveness of the implementation of work rotation at the YPDR Nursing Academy Jakarta, periodic evaluations 

are needed, so that the results can be used as a basis for corrective action. 
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