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ABSTRACT

This study examines the direct relationship between human resource practices such as training and development, compensation and benefits, career 
development and performance appraisal, perceived organizational support, leadership style such as transformational, transactional and laissez-
faire and intention to stay. A total of 400 questionnaires were disributed to participants who had agreed to participate in this study. However, only 
200 questionnaire were returned and usable for further analyses. Hypotheses for direct effect were tested using multiple regression analyses. Results 
showed that only training and development, compensation and benefits, and transformational leadership style were significantly positively associated 
with intention to stay. Implications of the findings, potential limitations, and directions for future research are discussed.
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1. INTRODUCTION

A study conducted by Kelly services in 2012 has showed that 90% 
of the Malaysian workforce is below 30 years of age. Since Gen Y 
has accounted for over 40% of the Malaysian population, they 
have been found to be the huge group in any sector of employment 
(Phoon, 2013). According to Barford and Hester (2011), Gen Y 
expects to change jobs often during their lifetime, especially if 
their talents are underutilized. Therefore, it is not surprising to see 
high turnover rate among these generations.

As shown by Tower Watson survey, turnover rate among young 
employees in any industry in Malaysia has increased from 12.3% in 
2012 to 13.2% in 2013. The survey found that manufacturing, 
conglomerates and financial services industries were among the 
industries that experiencing high employee turnover in 2013 with 
manufacturing sector leading the turnover statistics at 24% and this 
followed by the financial services at 13.3%. In the manufacturing 
sector, Malaysian Employees Federation reported that the highest 
turnover rate in manufacturing sector is in the industries involving 
basic and fabricated metallic products (23.88%), electrical and 
electronics (23.04%) and plastic/rubber (19.92%). The high 

employee attrition rate among the younger generation workforce 
has worried many organizations. According to a report by Aon 
Hewitt SIS (2011), in 2011 alone, Malaysia had an attrition rate 
of 15.9% and ranks the country in the sixth position among the 
Asia-pacific countries.

In the literature, many authors have put forward the reasons why 
people leave the organizations. For example, Griffeth et al. (2000) 
found that high workload and lack of organizational support 
contribute to issue of turnover among employees. In other study, 
Khatri and Chang (2001) found that among the reasons why 
employees leave for other organizations is because of they are not 
satisfied with the compensation and benefits that they received, 
limited career opportunities and work-life conflict. In a more 
recent study, Oluwafemi (2013) found that factors like inadequate 
training, career opportunities and poor superior-subordinate 
relationship related to employee turnover.

Though in the past, factors such as perceived organizational 
support (POS), human resource (HR) practices (training and 
development, compensation and benefit, career development and 
performance appraisal) and leadership style have been empirically 
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proven to be related to intention to stay among the employees, it 
is still not known whether these same factors would also be able 
to attract Gen Y to stay with the organization.

In the literature, Gen Y has been described as the generation 
who prefer to be casual in the workplaces and expecting their 
managers to care for their well-being. They are also known as great 
collaborators, like to work in teams and prefer to follow directions 
as long as there is flexibility for them to get the work done. Gen Y 
employees also are more motivated by the extrinsic motivation. 
They are willing to leave the organization if other organization 
could offer better extrinsic factors such as pay and benefits (Kian 
and Wan Yusoff, 2012). Therefore, this study is conducted with 
an intention to investigate factors that might able to attract Gen Y 
employees to stay with the organization.

2. LITERATURE REVIEW

2.1. Intention to Stay
In the literature, many authors have put forward the definitions 
of intention to stay. For example, Ajzen and Fishbein (1980) 
and Igbaria and Greenhaus (1992) regard intention to stay as the 
employee’s willingness to remain employed in the organization. 
Thinking along the similar line, several other authors like Kim 
et al. (1996), Lyons, (1971), Price and Mueller (1981) and Tett 
and Meyer (1993) are also agreed that intention to stay is the 
plan to remain with the organization. However, the literature 
also has highlighted how authors interchangeably used the terms 
“intent to stay” or “propensity to leave.” Some authors argued 
that both terms are the important determinant of turnover (Tett 
and Meyer, 1993; Igbaria and Greenhaus, 1992). Therefore, in 
some study the researcher used the construct of turnover intention 
though the focus of investigation was from the perspective of 
intention to stay.

There are also writing on turnover that differentiates between 
actually leaving and the intent to leave, with much of the research 
focusing on intent (Johnsrud and Rosser, 2002). According to 
Martin (1979), when a person intents to leave, he or she has the 
inclination to resign and it was the last step before actually leaving 
and is a powerful predictor of actual turnover (Bluedorn, 1982; 
Lee and Mowday, 1987; Vigoda-Gadot and Ben-Zion, 2004). It 
sometimes refer to as the propensity to leave, intent to quit, intent 
to stay, behavioral commitment and attachment (Halaby, 1986; 
Mueller et al., 1999).

Several past studies have suggested that intention to stay is a good 
predictor of employee turnover (Cavanagh and Coffin, 1992; Price 
and Mueller, 1981; Weisman et al., 1981). Whenever an employee 
does not intend to stay in the organization, this intention is always 
followed by turnover behavior (Irvine and Evans, 1995). Based 
on the study conducted by Chang and Chang (2008), effective HR 
practices were able to lower the intention of employees to leave 
the organization, and were more willing to stay with the same 
organization. Nedd (2006) also argued that factors associated with 
employee’s intention to stay are important to the management 
in order to develop strategies that may facilitate the intention of 
employees to stay in the same organization.

According to Steel and Ovalle (1984), Carsten and Spector 
(1987) and Iverson (1996), intention to stay had a strong negative 
relationship with turnover. Intention to stay however, is simply the 
converse of the turnover intention (Kim et al., 1996). According 
to Black and Stevens (1989) intention to stay was significantly 
negatively correlated with turnover. Since intention to stay is 
referred to as employees’ willingness to stay with an organization 
(Tett and Meyer, 1993), it consistently demonstrated a stronger 
relationship with turnover than did other turnover precursors (Tett 
and Meyer, 1993).

2.2. HR Practices and Intention to Stay
Tangthong et al. (2014) argue that organizations used HRs 
practices to achieve performance and this include employee 
retention. Boella and Turner (2005) believed that knowledge, 
skills and attitudes is the three elements which are individual 
must have in order to effectively carry out their duties. Through 
effective training, various benefits can be obtained such as 
organizational productivity, employee retention and satisfaction 
and organizational commitment (Lashley, 2002). In a study 
conducted by Chiang et al. (2005), training quality was found 
positively related to job satisfaction and intention to stay. 
Therefore, the following hypothesis is proposed:

H1a: There is a positive relationship between training and 
development and intention to stay.

In terms of the relationship between compensation and benefits 
and intention to stay, past studies have shown that sufficient 
compensation and benefits are the best strategy to retain effective 
workforce (Becker and Huselid, 1999; Cho et al., 2006; Guthrie, 
2001; Huselid, 1995; Milman, 2003; Milman and Ricci, 2004; 
Shaw et al., 1998; Walsh and Taylor, 2007). These studies show 
that effective compensation and benefits can promote employees 
commitment to organization, improve productivity and employees 
willing to stay in organization.

Most of HR professionals like to believe that factors such as career 
development, training, rewards and recognition make people to 
stay and those factors must companied with the sufficient pay to 
retain key talent. If the employees are not given an attractive pay, 
they will leave the organization. As indicate by many studies, 
employees who are satisfied with the compensation and benefits 
are more willing to stay with the organization (Bergmann and 
Scarpello, 2002; Heneman and Judge, 2000; Williams et al., 2006). 
If employees think they are underpaid, their satisfaction with pay 
will be reduced, and may seek for other organization which can 
provide them with better pay (Karen, 2000). In a study conducted 
by Noe Pasand Asil et al. (2013) at manufacturing and industrial 
companies in the city of Rasht, found that compensation and 
benefits have the strongest relation with the intention to stay. Based 
on the above discussions, the following hypothesis is proposed:

H1b: There is positive relationship between compensation and 
benefits and intention to stay.

In a study conducted by Brown and Heywood (2005), performance 
appraisal was found to improve the employee commitment, 
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productivity and intention to stay. They further argued that 
performance appraisal can be enhanced through the complementary 
of HR management practices like formal training and incentive 
pay and performance appraisal leads to greater influence of 
employee’s intention to stay. In other study, Dailey and Kirk (1992) 
found that effective performance appraisal and planning systems 
contributed to employee’s perceptions of fairness and this 
influence the employees to consider staying at the organization. 
Employees who feel that they are being treated fairly by their 
employers are more likely to keep their job as compared to those 
who are not. So performance appraisal is not only can increase 
employee performance but also effect employee intention to stay 
in organization. Thus, the following hypothesis is proposed:

H1c: There is positive relationship between performance appraisal 
and intention to stay.

According to Johari et al. (2012), employees who feel that they 
are contributing to the organization will be more engaged with 
their job and thus, will be less likely to leave the organization. 
Furthermore, employees who feel that they have a higher chance 
of promotion are more likely to stay with organization rather than 
leave the organization. The promotion opportunities will give the 
employees a sense of appreciation, gratitude and also will influence 
their decision on whether to stay or to leave the organization. 
Findings from Gamage and Herath’s (2013) study indicate that 
there are positive relationship between career development and 
intention to stay. They believed that employees decision whether to 
stay or to leave is depending on whether the work is challenging, 
or they gain a support at work and personal growth in organization. 
Therefore, the following hypothesis is proposed:

H1d: There is positive relationship between career development 
and intention to stay.

2.3. POS and Intention to Stay
Eisenberger et al. (1986) argued that POS has a positive relationship 
with intention to stay. Their argument is based on organizational 
support theory where when employees perceived more support 
from the organization, employees are more likely to develop 
positive attitudes towards the organization. They also found that 
perception of support from the organization can help reduced 
absenteeism and increased organization citizenship behavior and 
employee performance. In other writing, Tumwesigye (2010) 
argued that since employees often respond to their organizations, 
it is reasonable to expect that POS will induce a strong desire to 
stay with the organization.

Eisenberger et al. (1990) also agreed that individuals with high POS 
would have less intention to seek others employment. As shown by 
Allen et al. (2003), POS was negatively correlated with turnover 
intention. They concluded that employees who feel that their 
organization does not value their contribution or care about their 
well-being, would be expected to develop withdrawal feelings and 
exhibit negative attitudes such as intention to leave the organization.

Moreover, Lavelle et al. (2009) found that POS was positively 
predicted organizational citizenship behavior which means 

that employee who feels the organization does not value their 
contribution will be more likely to leave the organization. While 
employee who feels that an organization offers them a support 
by caring of their well-being will be motivated to stay with the 
organization. Therefore, the following hypothesis is proposed:

H2: There are positive relationship between POS and intention 
to stay.

2.4. Leadership Style and Intention to Stay
Ng’ethe et al. (2012) argued that leaders and their skill in building 
a climate of retention encourage employees to stay. In other words, 
employees are more likely to remain with an organization if they 
belief that their managers shows interest and concern for them; if 
they know what is expected of them; if they are given a role that fits 
their capabilities; and if they receive regular positive feedback and 
recognition. In other writing, Chew (2004) argued that leadership 
behavior has a positive influence on employee retention. While 
Gwavuya (2011), affirms that incompetent leadership will lead to 
poor employee performance, high stress, low job commitment, 
low job satisfaction and turnover intent.

Transformational leadership can influence employee to stay in 
organization through exchange values and gives personal advice, 
attention and opportunity (Bass, 1985).  Alam and Mohammad 
(2009) argued that transformational leaders able to give a 
higher level of commitment, satisfaction and performance to the 
employees. Apart from employee commitment and satisfaction, 
transformational leadership style was also found to positively 
related to employees’ intention to stay in their organization. Thus, 
the following hypothesis is proposed:

H3a: There is positive relationship between transformational 
leadership styles and intention to stay.

Since transactional leaders use reward and punishment to 
encourage the better performance, the relationship between leader 
and follower become an economic exchange transaction (Robbins 
et al., 2009). Riaz and Haider (2010) argued that transactional 
leadership style provides high satisfaction and organizational 
identification as compared to transformational leadership style. In 
other study, Chen et al. (2005) found that followers were satisfied 
with the contingent reward dimension of transactional leader. As 
a conclusion, employee was motivated by transactional leader 
and will stay with the organizations. Therefore, the following 
hypothesis is proposed:

H3b: There is positive relationship between transactional 
leadership and intention to stay.

Most of literature review describe that laissez-faire as the kind of 
leadership that avoids in making a decision, disregards problems, 
does not follow-up, and refuses to intervene (Gill et al., 2010; 
Yukl, 2010). Sadler (2003) argued that laissez-faire leader plays 
a passive role in group affairs and has no initiative to interact 
with their groups. Yahaya et al. (2013) have concluded that this 
leadership style avoid making decision, do not involve with the 
subordinate development, do not contribute to the growth of 
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the follower and ignore problems and their follower. They also 
argued that feedback, rewards, and leader involvement are totally 
absent in this type of leadership. In other study, Chaudhry and 
Javed (2012) found that laissez-faire and employee turnover 
has positive relationship. Therefore, the following hypothesis 
is proposed:

H3c: There is negative relationship between laissez-faire 
leadership styles and intention to stay.

3. RESEARCH FRAMEWORK

The research framework shown in Figure 1 is developed based 
on the discussion of literature on intention to stay. The research 
framework for this study shows the relationship between HR 
practices such as training and development, compensation and 
benefits, career development and performance appraisal; POS, 
leadership style such as transformational leader, transactional 
leader and laissez-faire and intention to stay. In this study, HR 
practices, POS and leadership style are the independent variables, 
while intention to stay is the dependent variable.

4. METHOD

4.1. Research Design
Quantitative research design was employed as the objective of this 
study is to examine the relationship between HR practices, POS, 
leadership style and intention to stay. The unit of analysis is at the 
individual levels as respondents’ perceptions about HR practices, 
POS and leadership style become the basis for understanding the 
intention to stay. The primary data for this study was collected 
at one point of time (cross-sectional study) by distributing 
questionnaire to respondent.

4.2. Participants
97 male and 103 female respondents participated in this 
study. On average, the respondents were 27 years old. Out of 
200 participants, 66.5% were single. With regards to highest 
academic qualification, majority of the respondents (54.5%) 
were holding a degree. Majority of the participants (84%) earned 
a salary of RM1500 and above. Out of 200 participants, 55.5% 
had been with the organization between 1 to 3 years. Most of the 
participants (20.5%) in this study are working as an administrative 

assistant and majority of the participants (56.5%) had been with 
their current positions for 1 to 3 years.

4.3. Measurements
Intention to stay is the dependent variable. It is operationalized as 
employee’s willingness to remain employed in the organization 
(Ajzen and Fishbein, 1980). To measure participants’ intention to 
stay, 3 items from Lambert et al. (2001) were adapted. HR practices 
were measured by training and development, compensation and 
benefit, performance appraisal and career development. Training 
and development is operationalized as opportunity to study and 
develop knowledge and new skills needed to carry out the present 
job or future assignment (Desimone et al., 2002). Training and 
development was measured by 5-items adapted from Desimone 
et al. (2002). Compensation and benefit is operationalized as the 
financial gains and real benefits that employees receive as part 
of an employment relationship (Milkovich et al., 2011). The 
7-items used to measure compensation and benefits were adapted 
from Kim et al. (1996). Performance appraisal is operationalized 
as the identification, measurement, and management of human 
performance in organization (Lansbury, 1988) and was measured 
by 8-items adapated from Amutha (2011). Lastly, career 
development is operationalized as an ongoing organized and 
formalized effort that recognizes people as a vital organization 
resource and was measured using 6-items adapted from Hirsh 
et al. (1985).

The second independent variable, POS is operationalized 
as employee’s perception concerning to extent to which the 
organization values their contribution and cares about their well-
being (Eisenberger et al., 1986). In this study, POS is measured 
by 8 items adapted from Eisenberger et al. (1986).

Finally, the third independent variable, leadership style is measured 
by transformational leadership, transactional leadership and 
laissez-faire. Transformational leadership is operationalized as 
the type of leader who stimulates on idealistic, optimistic, out 
look on the future, communicates high expectations, focuses on 
followers, attention on an abstract, long term vision, facilites 
change and encourages new ways of working (Bass and Avolio, 
1995). Transactional leadership is operationalized as a leader 
who gives their followers clarity about rules and standards to 
protect status quo and entails closely monitoring and correcting 

Figure 1: Research framework
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their followers mistakes to ensure the short term success (Bass 
and Avolio, 1995). Laissez-faire is operationalized as the leader 
who avoids the decision making, disregards problem, does not 
follow-up, and refuses to intervene (Yulk, 1998). Transformational 
leadership, transactional leadership and laissez-faire were 
measured by 19 items developed by Bass and Avolio (1985). In 
this study, participants rated their degree of agreement with HR 
practices, POS and leadership style statements based on 5-point 
scale whereby, 1 = strongly disagree, and 5 = strongly agree.

5. RESULTS

5.1. Correlation Analysis
Table 1 presents the means, standard deviations, and Pearson 
correlations of variables for the 200 participants who participated 
in the study. The internal consistency reliabilities (Cronbach’s 
alpha) of the research measures are reported in parenthesis along 
the diagonal of the correlation table. As shown in Table 1, the 
Cronbach’s alpha for the overall HR practices is 0.97 and the four 
components of HR practices have satisfactory reliability values 
ranging from 0.84 to 0.99. It is also noted that Cronbach’s alpha 
for POS was 0.97 and the leadership style was 0.93. For the three 
leadership style components, the Cronbach’s alpha has satisfactory 
reliability values ranging from 0.57 to 0.96. Finally, intention to 
stay also has high reliability value of 0.90.

Table 1 also shows that the overall HR practices were positively 
related to intention to stay (r = 0.532, P < 0.05). There were also 
significant positive relationships between all of the HR practices 
components and intention to stay, with correlation coefficients 
between 0.54 and 0.67. These results imply that the more the 
employees received training and development, career development, 
compensation and benefits and performance appraisal, the more 
they will stay with their organization.

The correlation results in Table 1 also shows significant positive 
relationship between POS and intention to stay (r = 0.591, 
P < 0.05). These findings imply that the higher the employees 
perceived of the organizational support, the higher the intention 
to stay with the organization.

In terms of leadership style, overall there were a significant 
positive relationship with intention to stay (r = 0.572, P < 0.05). 
Table 1 also revealed significant positive relationship between all 
the leadership components and intention to stay, with correlation 
coefficients between 0.61 and 0.74. These results imply that the 
higher the leader adopting transformational, transactional and 
laissez-faire style of leadership, the higher the intention to stay.

5.2. Regression Analysis
To test hypotheses 1a, 1b, 1c, 1d, 2, 3a, 4b and 3c, regression 
analysis was conducted. Results in Table 2 showed that 52.5% 
(R2 = 0.525, F = 26.3 P < 0.01) of the variance in intention to stay was 
significantly explained by training and development, compensation 
and benefits, career development, and performance appraisal, POS, 
transformational leadership, transactional leadership and laissez-
faire. In the model, training and development, career development, 
transformational leadership and POS were found positively 
associated with intention to stay with training and development 
(β = 0.426, P < 0.001) be the most significant predictor of intention to 
stay. Therefore, hypotheses H1a, H1d, H2 and H3a were supported. 
The results demonstrate that Gen Y will stay with the organization if 
they are given the opportunity for training and development, career 
development, received support from the organization and have a 
transformational leader. Thus, these variables were proved to be 
significantly affecting the intention to stay.

The results also revealed that compensation and benefits and 
transactional leadership also contribute to intention to stay but 
in the opposite direction. It has been hypothesized that both 
compensation and benefits and transactional leadership would 
positively related to intention to stay among the Gen Y, but both 
of these variables have been significantly negatively related to 
intention to stay.

6. DISCUSSIONS

6.1. Relationship between HR Practices and Intention 
to Stay
HR practices were measured by training and development, 
compensation and benefits, performance appraisal and career 

Table 1: Descriptive statistics, scale reliabilities and correlations of variables
Variables N Mean±SD 1 2 3 4 5 6 7 8 9 10 11
HR practices - overall 200 4.07±0.66 (0.97)
Training and 
devlopment

200 4.17±0.70 0.636** (0.96)

Compensation and 
benefits

200 4.29±0.68 0.640** 0.858** (0.84)

Performance appraisal 200 4.00±0.77 0.450** 0.824** 0.672** (0.99)
Career devlopment 200 3.84±0.83 0.564** 0.922** 0.736** 0.612** (0.95)
Leadership 
style - overall

200 3.99±0.62 0.614** 0.918** 0.703** 0.658** 0.843** (0.93)

Transformational 200 4.08±0.78 0.579** 0.760** 0.672** 0.707** 0.629** 0.696** (0.96)
Transactional 200 3.62±0.55 0.577** 0.727** 0.616** 0.672** 0.605** 0.684** 0.971** (0.62)
Laissez-faire 200 4.21±0.61 0.411** 0.641** 0.596** 0.630** 0.508** 0.564** 0.853** 0.747** (0.57)
POS 200 4.37±0.74 0.511** 0.652** 0.630** 0.584** 0.552** 0.564** 0.803** 0.685** 0.635** (0.97)
Intention to stay 200 3.32±0.75 0.532** 0.663** 0.582** 0.668** 0.540** 0.572** 0.740** 0.726** 0.611** 0.591** (0.90)
**Correlation is significant at the 0.05 level (2-tailed). POS: Perceived organizational support, HR: Human resource, SD: Standard deviation
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development. The current research findings indicate that only 
training and development and career development were positively 
related to intention to stay. These results were consistent with 
previous studies conducted by Chiang et al. (2005), Costen 
and Salazar (2011) and Chew and Chan (2008). One possible 
explanation for these results is that Gen Y might regards training 
and development as way to upgrade their skills and knowledge. 
Since this group of generation prone to jump from one job to the 
other, the skills and knowledge that they received through training 
helps to build their credential when applying for new job.

In terms of career development, Gen Y who participated in this 
study regards it as motivating factor for them to stay with the 
organization. This might due to the fact that Gen Y is known to be 
ambitious and achievement oriented. They have high expectation 
of their employers and always seek for new challenges. Therefore, 
by providing them with the career opportunity might motivate 
them to stay with the organization.

In this study, compensation and benefits was hypothesized to 
positively related to intention to stay. Surprisingly, the results 
indicate otherwise. One possible reason for this result might be 
because Gen Y relates higher pay to higher work responsibility 
and workload. Gen Y is known for family oriented where they 
willing to trade high pay for fewer hours so that they can balance 
their family and work. Another reason might be because the Gen Y 
regards the position to be more important than high pay. In other 
words, they are willing to leave the organization if the position 
that they desired are not offered in the organization. Thus, this 
might explain the reasons why compensation and benefits failed 
to attract the attention of the Gen Y in this study to stay with the 
organization.

6.2. Relationship between POS and Intention to Stay
In this study, perceived organization support was found 
positively related to intention to stay. The current findings 
support past studies conducted by Tumwesigye (2010); 
Eisenberger et al. (1990); Allen et al. (2003); Lavelle et al. 
(2009); Hussain and Asif (2012). According to Martin (2005), 
Gen Y always needs to be pampered and nurtured in order 
to achieve high work performance. They always refer to as 
emotionally needy and hoping for a constant praise, approval 

and feedback from their employer and organization. Thus, it 
is not surprising to find organizational support be one of the 
motivating factors that had the potential to attract Gen Y to stay 
with the organization.

6.3. Relationship between Leadership Style and 
Intention to Stay
In this study, leadership style was measured by transformational 
leadership, transactional leadership and laissez-faire. The 
current research findings indicate that only transformational 
leadership was associated with intention to stay. These 
findings support previous studies conducted by Gill et al. 
(2010) and Mohd Zin et al. (2012) where they also found 
that transformational has influence intention to stay among 
employees in organization.

One of the reasons why the Gen Y preferred transformational 
leadership style is that this style of leadership help produces 
motivation and commitment, create a vision that can transform 
organizational performance, and enhance ideas and values as 
well as provide a feeling of justice, loyalty and trust among 
this generation. As argued by Nguni et al. (2006) this style of 
leadership has the potential to influence followers to remain in 
the organization because it can meet the need of its employee and 
increase the level of requirements.

In this study, it was hypothesized that transactional leadership 
would positively related to intention to stay among the Gen Y. 
However, the current findings indicate the opposite where 
transactional leadership was negatively related to intention to stay. 
One possible explanation for this might be due to Gen Y style of 
working where they prefer more freedom in conducting the work 
without continuously monitored by the leader. Besides, Gen Y 
preferred to be pampered and nurtured rather than to be punished 
in order to perform in their task. Thus, this type of leadership style 
might not be suitable to retain many young talents.

7. IMPLICATION FOR PRACTICE

The present findings have several implications for management of 
the organizations. The research results revealed that HR practices 
such as training and development and career development 

Table 2: Regression results of training and development, compensation and benefits, career development, and performance 
appraisal, perceived organizational support, transformational leadership, transactional leadership and laissez-faire on 
intention to stay
Independent variables Dependent variable (intention to stay) (standardized beta) Significant (P) Tolerance VIF
Training and development 0.426 0.000** 0.338 2.96
Compensation and benefits −0.197 0.015* 0.382 2.62
Performance appraisal −0.072 0.477 0.246 4.06
Career development 0.300 0.004** 0.233 4.30
Perceived organizational support 0.172 0.030* 0.404 1.47
Transformational leadership 0.254 0.010* 0.263 3.80
Transactional leadership −0.194 0.017* 0.386 2.59
Laissez-faire 0.075 0.319 0.441 1.27
F value 26.3
R² 0.525
Adjusted R² 0.505
*P<0.05, **P<0.01
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contribute to the intention to stay among the Gen Y who 
participated in this study. Therefore, one way of retaining Gen Y 
in the organization is by providing more training and opportunity 
for career advancement. Apart from that, the current findings 
also demonstrate that transformational style of leadership is more 
preferred by the Gen Y than transactional and laissez-faire. In this 
study, transactional leadership was negatively related to intention 
to stay. Thus, the management of organization are suggested 
to employ transformational leadership style when leading the 
Gen Y in the organization. This is because Gen Y is often been 
described as a generation that is open-minded and receptive to 
new ideas and ways of living. Lastly, the results also imply that 
organizational support has been regarded to be one of the factors 
that motivate Gen Y to stay with the organization. Based on this 
empirical evidence, organization should be focusing more on 
providing appropriate support to this generation such as feedback 
and guidance, facilities related to work, and opportunity to enhance 
knowledge and skills.

8. LIMITATION AND DIRECTION FOR 
FUTURE RESEARCH

There are limitations in the design of this study that might influence 
the interpretations and generalizations of the findings. These issues 
are discussed next.

The study was aimed at understanding the influence of HR 
practices, POS and leadership style on intention to stay among 
the Gen Y, but the study was conducted on manufacturing 
companies located in one geographical area only. The study 
does not include Gen Y from manufacturing companies in other 
geographical areas and from other sectors. Thus, the findings 
only captured perceptions of Gen Y in manufacturing sectors 
from one geographical area regarding factors that might influence 
their intention to stay with the organization. Thus, future research 
needs to extend the exploration of the influence of HR practices, 
POS, and leadership style on other sectors and in other locations 
which might offers greater understanding on the issues of Gen Y’s 
intention to stay. Conducting the study in different sectors with 
different sizes might lead to different results as issues relating 
to HR practices, POS and leadership style might be different in 
these settings.

Another limitation is that the study only tested three independent 
variables, namely HR practices (training and development, 
compensation and benefits, career development, and performance 
appraisal), POS and leadership style (transformational, 
transactional and laissez-faire) in an effort to understand their 
relation to intention to stay. Other situational factors that beyond 
the scope of this study such as individual factors and working 
environment were not included in this study. This provides another 
direction for future research.

In conclusions, despite the limitations in the approach used here 
and given the exploratory nature of the study, the results provide 
useful findings that should be of interest both researchers and 
practitioners.

9. CONCLUSIONS

This study was conducted with intention to investigate factors 
that might influence intention to stay among the Gen Y in the 
organization. The main interest is on the role of HR practices 
such as training and development, compensation and benefits, 
career development, and performance appraisal, POS and 
leadership style such transformational, transactional and laissez-
faire on intention to stay. The results indicate that factors such as 
training and development, career development, transformational 
leadership and POS are all related with intention to stay. By 
examining all these factors, it is hoped that both scholars and 
management of the organization can have a more complete 
understanding of factors that might influence intention to stay 
among the Gen Y.
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