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Abstract 
Current reports claim that the constantly switching job became a norm among the Generation 
Y workforce in Malaysia with the reason being dissatisfied with the organization’s working 
system, pay and fringe benefits. This study aims to explore  the antecedent leading to the 
Generation Y employees’ turnover intention.   Five (5) Generation Y informants in 
construction industry were interviewed. Findings showed that generation Y employees prefer 
to stay at the current organization at least  within five years.  Antecedents of turnover 
intention identified are dissatisfaction towards the amount of wage received, a fringe benefits, 
access to better career opportunity or to change their career as well as family and/or personal 
reason. Retention factors identified include training and development, career development 
and good salary. Thus, to retain and motivate generation Y employees, organizations should 
implement proper human resource development programs such as training and career 
development while paying comparable salary and benefits. 
Keywords: Turnover Intention Antecedents, Generation Y,  Malaysia.  
 
Introduction  
Turnover intention is a current issue confronted by organizations globally. Specifically, issues 
of turnover intention among individuals of Generation Y is a present-day phenomenon 
(Sujansky & Ferri-Reed, 2009; Yusoff et al., 2013). Currently, they are three generations 
dominating the workplace, they are those of the older generation known as Baby Boomers, 
those born around the early 1960s to late 1970s known as Generation X, and the Millennials 
or known as Generation Y. With Generation Y as the major occupancies of the workforce, 
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Baby Boomers start moving towards retirement and Generation X being promoted to senior 
positions.  
Studies reported that within Asia, Generation Y employees have shorter job tenure (18 
months on average) when compared to the two-generation preceding Generation Y (up to 4 
years) (Queiri et al., 2015; Sheahan, 2008).  With Generation Y occupying most of the modern 
workforce, human resource (HR) practitioners throughout Asia including Malaysia need to 
emphasize on turnover intention among employees of Generation Y.  
While battling with the issue of talent shortages, Malaysia and its HR practitioners should not 
neglect the intensity of turnover intention among their Generation Y workforce (Downe et al., 
2012). The Malaysian Statistic Research Department (2016) reported that by 2020, 
Generation Y will occupy more than a quarter of the global workforce and more than three 
quarters by 2025. In Malaysia, more than half of the working population consist of Generation 
Y individuals. The issue of Generation Y being a major contributor of turnover among various 
industries has been highlighted in various newspapers and reports to indicate its intensity 
(PwC, 2012). With more than half of the Malaysia workforce constituting for Generation Y, 
the turnover issue faced by all industries should not be taken lightly.  
In the Malaysian context, empirical studies need to be conducted to justify and identify the 
reasons contributing to Generation Y’s turnover intention (James et al., 2008). Although many 
studies focused on turnover intention (Juhdi et al., 2013; Zulbahari & Alias, 2014), few 
emphasize on Generation Y as the subject. Past research within the Malaysian context 
considered extrinsic rewards as a factor that influences turnover intention (Choi et al., 2012; 
Queiri et al., 2015), while relatively few focuses on family-related factors (Choi, 2016; Samad, 
2006) As Malaysia is a collectivist society (Hofstede et al., 2005), parents and extended 
families are important to an individual, thus family-related factors are worth studying. 
Therefore, this study focuses on the turnover intention among Generation Y employees by 
exploring its factor related to work/extrinsic and family.  
 
Literature Review 
Turnover Intention 
Turnover intention refers to the probability an employee voluntarily seeks to leave their 
current job (Schyns et al., 2007; Tett & Meyer, 1993). According to Boles et al. (2007), the 
turnover intention is connected to turnover behaviour and it serves as an immediate indicator 
to actual turnover (Hom & Griffeth, 1991). As such, turnover intention relates to one’s 
behaviour, and employees leave an organization for a variety of reasons either related to 
work, the organization itself or because of personal or family reasons. Thus, organisations 
need to study and understand the causes of turnover intention. By understanding the causes, 
organisations will be able to strategize ways aimed at retaining talents. 
 
Antecedents of Turnover Intention 
One of the work-related antecedents or turnover intention is job satisfaction. According to 
Locke’s (1976) fulfilment theory, job satisfaction arises when employees feel being valued at 
work. Job dissatisfaction arises when employees feels that their job or various aspect of the 
workplace is inconsistent with their perceived expectations. Furthermore, there is a 
relationship between work value and job satisfaction/dissatisfaction. For example, if an 
employee perceives their work value was not satisfied, it might lead to job dissatisfaction and 
vice versa. Various literature supported that the experience of job satisfaction can reduce 
turnover intention among employees. Employees experiencing a greater level of job 
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satisfaction tend to develop a positive outlook towards their job and employees experiencing 
job dissatisfaction are more likely to develop a negative outlook with a strong intention to 
leave. Ahmad et al. (2012) identified a significant yet negatively related correlation between 
job satisfaction and turnover intention. A study by Mbah and Ikemefuna (2012) found that a 
higher level of job satisfaction among employees will result in lower levels of turnover 
intention. Besides that, Generation Y employees favour extrinsic rewards (Lee et al., 2012). 
Providing extrinsic rewards that fit and fulfil the needs of Generation Y employees can cause 
a positive change in the perception of the employees towards their work, this phenomenon 
can be explained using the theory of values fulfilment. Thus, work values and extrinsic 
rewards tend to influence job satisfaction in which job satisfaction will lead to the occurrence 
of turnover intention among employees of Generation Y.  
Furthermore, job stress is known as an antecedent of turnover intention. Frith et al. (2004) 
state that job stress is one of the factors leading to turnover intention, accompanied by job 
dissatisfaction and the lack of commitment towards one’s organisation. Having employees 
who suffer from high levels of job stress can have negative consequences such as reduce in 
productivity, motivation, job skills and turnover intention reflected upon the employers. 
Generation Y employees have different expectation from their organisation. The result of 
their expectation can influence the way they behave (Twenge & Campbell, 2008). Thus, an 
unmet expectation can create intense stress at work which could contribute to a higher level 
of intention to quit (Ahmad et al., 2012). 
 
Characteristics of Generation Y Workforce  
Generation can be regarded as a collective of people being born and living at a parallel 
timeline and had experience similar important life events (Kupperschmidt, 2000). Generation 
Y are individuals born between 1977 until 1994 (Barron et al., 2007). However, there have 
been considerable arguments on the criteria to classify an individual as Generation Y. Several 
studies stated that individuals must be born around late 1977 to early 2002 to be classified as 
Generation Y (Congressional Research Service, 2008; Karefalk et al., 2007). 
Generation Y perceived work, working principle and working relationships differently when 
compared to individuals of the previous generation. Generation Y likes to participate in work 
that is more challenging and adventurous which can build their skills and abilities (Kultalahti 
& Viitala, 2015), they like immediate feedback are technologically savvy. According to Martin 
(2005), Generation Y craves for autonomy, dare to take risk, embrace challenges, fast learners 
and well educated.  
According to Black (2010), Generation Y is known as the generation which requires the highest 
effort to maintain a good relationship and they tend to exhibit less loyalty to their employer. 
They will not hesitate to resign if an organisation is unable to deliver the work values they 
prefer, the reason so partly deriving from the impatience characteristics of most Millennial 
(Kim et al., 2009). In the workplace, Generation Y employees were often perceived as 
individuals who have an unreasonable expectation of getting promoted quickly (Karefalk et 
al., 2007). 
The characteristics of Generation Y differ from the previous two generations. During the time 
they are growing up, Generation Y is exposed to drastic changes happening in the world such 
as unobstructed access to education, technological advancements, the modern society is 
getting wealthier, and globalization. These factors in certain ways influence the characteristics 
of Generation, making them different from those of the previous generation (Tapscott, 2009). 
In comparison to the prior two generations, Generation Y exhibits characteristics such as 
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independence, confidence, enthusiasm and ambitious. Generation Y is considered a 
generation with the privilege to gain access to educational opportunities. Most Generation Y 
individuals proceed with a high-level education degree after leaving high school, they to go 
as far as obtaining a Doctorate (Meier & Crocker, 2010). 
 Generation Y employee performs well when they are self-aware of the skills and abilities 
which they possess, accompanied with tasks that are challenging enough to motivate them 
to move forward (Martin & Tulgan, 2006). Besides that, Generation Y prefers a career which 
allows to provide them with training and developmental opportunities and long-term job 
assurance. Generation Y embrace challenges and enjoy positive and caring work environment 
(Guillot-Soulez & Soulez, 2014; Gursoy et al., 2008). Generation Y employees lack the loyalty 
that their predecessors have towards the organisation they are working for, they emphasize 
more on what the organisation can offer them such as autonomy, flexible working hours, and 
able to have fun at work (Loughlin & Barling, 2001). Besides that, Generation Y employees 
prefer to work with people who have the same interest and goals, share the same values, and 
people who are committed to their work (Allen, 2004). When it comes to making decision 
making in an organization, Generation Y employees dislike something bored, they want their 
organization to have them involved in the process decision making and appreciate that their 
ideas to be regarded as a something positive. However, in Malaysia, most of the organization 
still have most leaders from generation X which make Generation Y employees in the 
organization who are still new in the industry need to always follow through whatever 
decision from the leader and unable to voice up any opinion or view for the organization. This 
situation sometimes makes some of this Generation employee felt unappreciated and at the 
end leave the organization.  
Generation Y tends to emphasize more on their work by working for long hours and often 
neglecting the need to spend time with family, friends and pursuing self-interests (Susan, 
2005). They are not afraid to take on more responsibilities or overload themselves with their 
task because for them this can prove their skills and talents. In Malaysia, this characteristic 
makes Generation Y an essential workforce in the 21st.  
 
Construction Industry in Malaysia 
Engineering and construction industry is the largest industry in the world (Shabanesfahani & 
Tabrizi, 2012). In the construction industry in Malaysia, there is an urgency to provide their 
employees with training and development opportunities that fit the industry’s needs 
(Kementerian Kerja Raya Malaysia, 2011).  
Due to its nature, the construction industry is a knowledge-base and expertise and 
experience-oriented industry. Thus, it is not easy and costly to find and replace an employee 
from the industry. It will take time and cost for an organization to train new employees to 
prepare him or her with skills and expertise. Most of the challenges encountered by an 
organisation related to the retaining talents of the industry. The cost deriving from employees 
leaving their jobs in the construction industry can become substantially high. Within the 
construction industry, the lack of skilled labour will contribute towards the increase in the 
cost of construction and the decrease in the ability to innovate and the impact will further 
lead to the decrease in manpower productivity. The reason why the lack of skilled labour can 
lead to such intense outcome is mainly related to how the construction industry operates, 
and the high labour cost the industry is required to bear.  
The construction industry is one of the industries that struggle when it comes to meeting 
constantly growing demand. The ADP Workforce Vitality Index 2017 stated that one of the 
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factors that negatively affect construction companies is the high levels of turnover rate among 
the employees (Marc, 2018). Despite having a various generation of people working in the 
same organisation, most of the turnover derived from Generation Y employees (Zulbahari & 
Alias, 2014). Before to the time before Generation Y enter the workforce, this issue has never 
been so severe (Sujansky & Ferri-Reed, 2009; Yusoff et al., 2013). Due to the work nature of 
the construction industry, which is stressful and unstable, high importance should be placed 
on the issue of turnover among construction personnel. 
 
Methods 
This study has been done qualitatively through face-to-face In-depth interview as the main 
research tool. The informants are selected by focusing on generation Y respondents which 
are born between 1977 until 1994 deriving from the construction Sector in Miri Sarawak, 
Malaysia.. The interview took 30 minutes to 60 minutes for each informant. 
 
Results and Discussions 
Interview 
The interview covered three research question which includes, Research Question 1 on an 
informant’s envisioning in five years. Research Question 2 on the factors that influences the 
informants to leave the previous organization. Meanwhile, Research Question 3 to more 
investigate and identified why factors from section 2 directly influences them to leave the 
organization and to change their career perspectives. 
The informants’ age ranges from 28 to 34 years old which falls under the categorization of 
Generation Y. There are 3 informants were male and the remaining 2 were female. All the 
informants are those with a bachelor’s degree and Diploma as their highest qualification. 
Informant’s career is including HR Officer, Assistant Engineer, Site Coordinator, Manager 
Construction and Clerk of Work. 3 of informants married with a working spouse and other 2 
informants still single. 
 
Table 1 
Informants demographic background 
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Research Question 1: Where Do You See Yourself in 5 Years’ Time  
 
 
 
 
 
 
 
 
 
 

Figure 1. Where do you see yourself in 5 years’ time  
 
A question like a “where do you see yourself in 5 years’ time?” was asked to obtain a holistic 
insight regarding work from Generation Y employees. As shown in Figure 1, most Generation 
Y employees have plans to leave their organization or workplace for better opportunities 
within 5 years. Three informants believe they need the changes within 5 years on their 
organization or career, one of the interviewees who are currently working as Site Coordinator 
stated that “For me, I cannot work in the same position, same work and same environment 
after 5 years. If within 5 years I remain in the same position which 1 hold now I cannot see my 
future and challenges in my career, I need to find new challenges which can give me more 
skill, knowledge and experience for me to have better in my career”. (Informant 2, Site 
Coordinator) 
From the interview, four informants agreed on leaving a organization for a better option is a 
sensible decision. Findings from the interview revealed that the threshold for tolerance 
among Generation Y employees seems to be lower, and if the perceived that their work values 
were not being met, they will opt for better opportunities by leaving the organisation (Kim et 
al., 2009). Out of the five informants, none of them have plan to have their career-life 
permanently cemented with the same organisation. This finding supported that globally, 
organisation agree that it is difficult to have employees form Generation Y to stay with an 
organisation as people from this generation tend to change jobs (Yusoff et al., 2013). 
Research Question 1 aims to using empirical evidence to support the anecdotal information 
regarding the reason why Generation Y employees decide to leave an organization in the 
context of Malaysia. From the interview and with the support of literature, it explains that the 
high turnover phenomenon experience by various industries was influenced by employees of 
Generation Y workforce (Sujansky & Ferri-Reed, 2009; Yusoff et al., 2013). From the interview 
question, the focused emphasized on investigating work tenure in 5 years times as following 
human resource practitioners from Malaysia, Generation Y employees were found to change 
job regularly and the typical duration millennial employee remain with an origination was 
around 18 months, compared to around 3 years for employees for prior (Sheahan, 2008). 
Thus, it is true that Generation Y employee intent to leave their organization within 5 years. 
 
Research Question 2: What Factors Make You Leave the Organization  
A crucial question such as “what factors make them leave the organization?” and “why they 
choose to move to other organization?” were questioned to understand the holistic view of 
factors that lead to turnover intention. 
 

  
Where do you 

see yourself in 5 
years' time? 

 
I may have to 
make changes 
within 5 years 

  Informant 1, 2, 4 

 

I believe on 
definitely to leave 
the organization 

within 5 years 

  
Informant 1, 2, 

3, 4 
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Figure 2. Where do you see yourself in 5 years’ time?  
 
Figure 2 summarize factor or antecedent why Generation Y employees leave their 
organization. From the summary, it revealed that out of five informants, four of them 
highlight that they leave their organization due to get higher pay and to get better fringe 
benefits. They also leave the organization to find better career opportunities. 
One of the informants in construction manager position clearly stated, “I had experienced in 
construction work and if this organization was not providing me salary and benefits which fit 
with my position, I do not mind finding other outside offer which willing to offer more fit with 
my current copetencies and experience as Construction Manager”.  (Informant 1, Manager 
Construction) 
Four of informants also agreed that the intention to leave the organization is due to family or 
personal reason. One of the interviewees who is currently working as Clerk of Work stated 
that “I resigned because I need to follow my husband who is transferred to Lawas and my 
hometown also Lawas. I have no choice but to leave even though I happy with what I’m doing 
now in this organization”. (Informant 5, Clerk of Work) 
From the interview, it shows that due to some circumstances, someone leaves their 
organization voluntary due to family and other personal reason which more important for 
them even though it was a hard decision for them to leave their organization. Work-family 
conflict occurs when incompatibility occurs between the domain of work and family (Hammer 
et al., 2004). Work-family conflict is one of the positive influencers towards employee’s’ 
turnover (Ghayyur & Jamal, 2013). Meanwhile, two out from five informants were mentioned 
that job stress and the need to improve their work-life balance as a reason why they leave 
the organization and move to another organization. While only one of informant stated that 
he leaves the organization due to job-hopping. 
Figure 2 conclude that most of Generation Y mostly like to take risk of making changes to their 
work and for them leaving a organization for a better offer or benefits is the option that most 
of them to take for their life. From figure 2 above, 80% of informants chose higher pay, better 
benefits and to find better career opportunity or career change as their factors why they leave 
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the organization. This factor is significant with literature done by Cook (2015), Hammill (2005) 
and Wasserman (2007), which stated that individuals of Generation Y are risk-takers, 
optimistic and are highly goal oriented.  During the interview, informant 1 mentioned that he 
can work with any industry or  as long the  is willing to offer a better remuneration which is 
including better salary and good benefits for him to feel appreciated by the organisation. 
 
Research Question 3: What Factors Make You Leave the Organization  
 
Table 2 
Preferences Generation Y employee on the job itself 

Most Preferred Least Preferred 

o Wages were paid on time 
o To find more challenging work 
o To find organization/job more give 

access to adequate training and 
development programs to enhance 
skills and competence related with 
construction 

o Organization gives higher salary and 
provide more staff benefits 

o The organization/job offered and 
promoted ways to develop 

o The organization/job provided 
recognition for achievements 

o The organization/job gives were 
sufficient opportunities for 
advancement   

o Work-life balance was promoted and 
practiced 

o Organization/job have good and 
positive environment to work in 

o Had sufficient knowledge of the job 

 
Besides, 80% of informants also choose family and/or personal reason as their important 
factor why they leave the organization. Generation Y seeks to achieve work-life balance and 
their expectation towards their work seems to be different when compared to those of prior 
generation (Kerslake, 2005). Generation Y deems work-life balance as an essential and 
necessary element in their lives (O’Malley, 2006), they consider maintaining a good 
relationship between friends and family as something important and are more intended to 
make their career to fit their family and personal life (Spiro, 2006). 
Table 2 encapsulates that Generation Y employees were more concern on their satisfaction 
on the job they handle or the organization they work with which can provide more training 
for them to enhance their skills and competencies in construction, gives good salary based on 
their job function and responsibility, was offered good career path and gives more 
recognition, promotion and advancement on their career. One of the interviewees who are 
currently working as Manager Construction stated that “I’m happy with what I currently do 
now with my new organization. They provide me opportunities to growth in Manager Level 
and frequently send me for training which related with my work scope now”. (Informant 1, 
Manager Construction) 
Generation Y thinks more on their achievement for their future rather than only loyal with 
one organization or job which cannot make them move forward on their career and future. 
From this result, it shows that current situation at Malaysia particularly true a study by Lee et 
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al. (2012) concurs that employee of Generation Y focuses more on salary and fringe benefits 
(extrinsic rewards). Table 2 revealed that employees from Generation Y are willing to perform 
challenging work and for them as long their work was recognized. This result significant with 
literature from Kim et al. (2009) which stated that Generation Y employees are more likely to 
resign from their job if they felt that the organization cannot offer them the work values, they 
think is essential for their well-being. This rash behaviour or resigning if requirements are not 
met happen because Generation Y is an impatient group of people . They want to do things 
fast, achieve things fast, and if they do not receive what they want, they will just move on to 
another organisation to find and get what they want. From the interview results, it shows that 
Generation Y least preferred work-life balance practices in their job itself. Work-life balance 
here focused on where Generation Y employees emphasize on organization to provide them 
with work autonomy (Eisner, 2005). Similarly, Twenge (2010) and Smola and  Sutton (2002) 
revealed trend towards freedom – related work values include, but are not limited to, 
independence from supervision, autonomy and balance between life and work. 
Generation Y employee intent to leave the organization when the job itself cannot give them 
satisfaction and the organization does not recognize their effort by the promise on promotion, 
not recognize their work by rewarding them or recognition (i.e., bonus or yearly salary 
increment). One of the characteristics of Generation Y is a high expectation of personal and 
financial success, if the work or organization is not up to what they expect on what they do, 
they will move over to other organization which can give them that expectation.  
As known that Generation Y likes to seek challenging and do meaningful work that will impact 
impacts on their career and the future. If the job itself does not challenge them, it is easy for 
them to feel bored to do the same routine and at the end, they will move to find or try another 
career which more interesting and give more challenging. They do not care if they need to 
learn new thing which they never know or expertise before as long they have the change to 
explore, learn and do something which can make them satisfied and of course will give more 
reward to them such as high salary with better remuneration and better recognition. 
Characteristics of Generation Y employees which more interest with something that offered 
them extrinsic rewards or fulfilled their needed, this notion resembles the theory of values 
fulfilment by Locke (1976). 
 
Implications  
This study emphasizes that the tendency of generation Y employees to switch jobs after 5 
years tenure with an organization due to dissatisfaction of wage and fringe benefits from the 
organization, to acquire better career opportunities or to change their career. Thus, 
employers should realize antecedents of the turnover intention among Generation Y 
employees as they are important generation in Malaysia workforce (PwC, 2012). Providing 
meaningful and challenging job, coupled with proper training and career development, as well 
as paying compatible salary and bonuses are some strategies to retain and motivate this 
Generation Y employees, in a developing economy. 
 
Conclusions 
In sum,  Generation Y employees in the construction industry in Sarawak,  Malaysia ,that 
involved in this study,  prefer to stay at their current organization at least for five (5) years.  
The pull factors for turnover intention are higher pay and better benefits, better career 
opportunity as well as family and personal reasons. Similar to past Western literature, Gen Y 
in this study, will quit if  they felt that the organization fail to offer challenging and meaningful 
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job, which in line with the values fulfilment theory by Locke (1976). It is likely that the resilient 
growth of the Sarawak economy and development, has created the Generation Y perception 
that, there have many job opportunities in the market. However, different from Western 
literature, this Malaysian employees place high priority for salary, instead of work life balance 
issue, as the main reason for hopping for another job. The reason is understood as Malaysia 
is still developing and money is still the best motivator to retain employees. 
Understanding the contributing factors on the turnover intention among Generation Y, will 
enable organizations to provide an appropriate policy  to retain the millennials. Proper human 
resource development policies, such as providing salary comparable  with,  or higher than 
market rate, training in particular enable the employees to be committed while build long 
term relationship with the employer (Kasa et al., 2021) and career development,  can be some 
of the strategies to retain Gen Y in this construction industry.  
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