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ABSTRACT 

This study examines the relationship between human resource (HR) management 
practices and turnover intention among generation Y employees in Malaysia. The HR 
management practices studied include training and development (T &D), 
compensation and performance appraisal (PA). Turnover intention among Gen Y has 
been found to be increasing over time. The study used primary data by conducting a 
survey on Gen Y employees in Malaysia especially in Klang Valley area. A sample of 
one hundred and ninety-nine (199) Gen Y employees was drawn using purposive 
sampling techniques. Pearson Correlation Coefficient was used to determine the 
relationship between Gen Y turnover intention and all the three HRM practices. The 
implication of this study gives some insights to the HR managers on the specific HRM 
practices or strategies that can be used to cater for Gen Y in employees, which will 
subsequently reduce the turnover intention. 
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CHAPTER ONE 

INTRODUCTION 

1.0 INTRODUCTION 

An organization does not only consist of buildings. machines or imentories but. 

also of the people who take care of all the equipments that makes an organization. 

The success of any organization is a factor of many variables. which constitute the 

basis for taking strategic decisions and guarantee continuity and survival. Human 

resource management (HR..\1) constitutes one of the most valuable resources in any 

organization. 

In addition. it also influences the production quality and productivity of any 

institution. For any organization to expand, it must provide ample opportunities to 

each individual worker to develop and grow for an organization to combine 

employees· potentials to a profitable outcome there is need for Human Resource 

Management (HRM). 

HRM is a function of management. concerned with hiring. training. 

developing. motivating and maintaining people in an organization. It focuses on 

organizational em ironment and how to cater for people who actually perform their 

roles to ensure an organization is functioning (Rai. 2014). HRM applies 

management principles in acquiring. developing and maintaining people in the 

organization. an integrated decision making aimed at ensuring result on different 

aspects of employees is balanced with organization goals. 
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HR decisions influence the effectiveness of the organization input for better 

service to customers through efficient employee selections in order to come up with 

high quality products and services at reasonable prices for organisations. However. 

HR is not narrowed to business establishments only; rather it is also relevant to the 

non-business organizations. like government departments, education. health care etc. 

According to Scott. Clothier and Spriegel (20 12), human resource is a 

branch of management that is responsible for staff, it also concentrates on an 

operation system which merges simultaneously. the relationship between 

management and employees and employees to employees' relationship. 

Human resource management is defined as a system of activities and 

strategies that focus on successfully managing employees at all levels to achieve 

organizational goals (Byars and Rue, 2006). Employees are the human resources 

of any organization and its most valuable asset. I o be successfuL an organization 

must make employee productivity a major goal. The level of productivity can vary 

depending on the level of skills demonstrated by the employees in their jobs and 

the satisfaction levels of the employees with the organization and their jobs. 

Hence. based on the various views cited above, to develop a high­

performance and effective workforce, an organization should use human resource 

management inputs such as training and development. compensation and 

performance appraisal to reduce turnover intention in an organisation. 

1.1 PROBLEM STATEMENT 

In a survey conducted on Gen Y research, consulting firm Millennia! Branding and 

professional networking company Beyond.com in 2013. 45% of companies 
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