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ABSTRACT--- The digital industry in Malaysia employs an 

estimated 355,000 employees and the average attrition rate was 

17% in 2017. The Millennials or the Generation Y were born in 

between 1980 to 1993 that would formulate 75% of the labor 

force by 2025. However, Gen Y workforce are hard to maintain 

as they are primarily concerned on temporary job prospects and 

immediate outcomes. Gen Y employees contribute to greater level 

of turnover rate and retaining them is a significant challenge for 

the organizations. This paper presents a review of the intention to 

stay by Gen Y employees in Malaysia. This study will answer 

three questions. Firstly, this study will examine the concept of 

emotional intelligence used to retain Gen Y employees. The next 

question is to what extend does spiritual intelligence influence 

Gen Y intention to stay. The last question is whether perceived 

organizational support (POS) mediates the relationship between 

the constructs. The study aims to accentuate the key role of 

emotional and spiritual intelligence towards retaining Gen Y 

employees. A literature review on relationships between 

emotional intelligence, spiritual intelligence and intention to stay 

was examined. The examination concluded that higher level of 

emotional intelligence and spiritual intelligence are positive 

predictors of intention to stay. This study revealed that POS has 

both direct and indirect relationships between several 

organizational outcomes. There is a rareness of studies in the 

background of the role of emotional and spiritual intelligence 

and perceived organizational support of Gen Y employees. With 

the anticipated increase of Gen Y employees, this study will 

establish a better understanding and knowledge about Gen Y and 

offer them accurate tools to cooperate and manifest the accurate 

solutions. The findings are expected to present new insights in 

the manner of how Gen Y employees’ emotional and spiritual 

intelligence can contribute towards their intention to stay longer.      

Index Terms: Emotional intelligence, Generation Y, Intention 

to stay, perceived organizational support, Spiritual Intelligence. 

I. INTRODUCTION 

Malaysia is a newly industrialized country and the 

government has recognized the ICT sector as the leading 

financial arena that would contribute to accelerate the 

production and ultimately raise the country’s competency in 

accomplishing the goal of becoming a progressive national 

by 2020 [1]. The ICT sector is a substantial influencer for 

the country’s growth. In the year 2017, the sector has 
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contributed RM 247.1 billion that signifies a share of 18.3% 

to the entire economy, whereas the contribution to the Gross 

Domestic Product (GDP) verified growth of 8.4% with a 

value of RM 178.2 Billion [2]. Correspondingly, ICT sector 

has contributed 7.6% to the total employment which 

accounts for 1.09 million in the year 2017 [2]. Over 21% of 

Malaysia’s GDP will be digitalised by 2022, with growth in 

every industry driven by digitally enhanced offerings, 

operations and relationship [3]. The statistical data provides 

a clear indication on the significant contribution of the ICT 

sector to the country’s economy. 

Presently, Gen Y is the largest generation with a count of 

2.5 billion worldwide. The Gen Y are born between year 

1980 to 2000 and they will represent 75% of the workforce 

by 2025 [4]. According to Labour Force Survey Report 

Malaysia (2014) by Department of Statistic Malaysia, 

roughly 60% of the total workforce in Malaysia is formed 

by the Gen Y employees [5]. Gen Y employees grew in a 

comfortable manner, technology savvy and suffer less in the 

grown process. In a working environment, Gen Y employee 

are seen as adaptable and talented employees who can carry 

out their responsibilities more creatively, innovatively, 

effectively and efficiently [6]. Furthermore, Gen Y 

employees are keen on acquiring different experiences at 

several diverse work surroundings. However, Gen Y 

employees pose a challenge to organizations because they 

focus on the short-term job opportunities. Generation Y 

employees look for rapid career growth, ongoing feedback 

from organizations and an interesting career [7]. Due to the 

short-term job circles, Gen Y employees contribute towards 

higher level of employee turnover. Therefore, millennials 

will be a powerful generation of employees but retaining 

Gen Y employees in organizations is a challenge for the 

employers. It is essential for organizations to have a 

thorough understanding about Gen Y needs and expectations 

in order to retain them.   

Vast variety of studies have identified the elements that 

emphasis on Gen Y employees’ intention to remain in 

conglomerates. Aa research conducted by [8], concepts such 

as training, empowerment, organizational commitment and  
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career planning were recognized as the aspects influencing 

in retainment of the employees. The survey by [7] 

acknowledged that speedy advancement, a diverse and 

fascinating career and consistent response as the aspects 

influencing Gen Y workforce to remain in an organization. 

[9] identified extrinsic rewards, work life balance, status 

work values, availability of alternative jobs as factors that 

affect retention. The additional aspects that encourage Gen 

Y workforce to continue the employment for a longer time 

period encompasses among other things a good career path, 

good compensation and benefits package and ongoing 

development [10]. Therefore, there are countless elements 

that encourage an employee sustain longer in a 

conglomerate. It is noted that previous studies concentrated 

mostly on intention to leave [11], [12]. Previous researches 

have established the fact that intention to remain and 

intention to quit are not determining the identical paradigms 

[13]. The construct of intention to remain is a predictor of 

job satisfaction nevertheless intention to quit is not a 

predictor of job satisfaction [13]. The current researcher 

intends to study on intention to stay by Gen Y employees in 

the ICT sector.      

Cost of employee leaving an organization is immense and 

due to the level of employment, it might regularize one and 

half times the employee’s entire yearly reward [14]. 

Additionally, replacing cost of the human resource could fall 

in under the range of 90 to 100% of an employee’s yearly 

income [15]. The ICT sector have the highest employee 

turnover rate in Malaysia compared to the other different 

industries [16]. Despite the challenges faced by 

conglomerates, there is a dearth of research on Gen Y 

employees’ intention to stay in the ICT sector in Malaysia. 

Additionally, the influence of emotional and spiritual 

intelligence towards intention to stay with the mediating role 

of perceived organizational support has not empirically 

tested among Gen Y employees in the ICT sector in 

Malaysia. This paper posits that emotional, spiritual 

intelligence and perceived organizational support will 

contribute positively towards intention to stay longer by Gen 

Y employees. The results of this research could contribute to 

the HR mangers to understand the importance of adopting 

emotional and spiritual intelligence to enhance the Gen Y 

employees’ intention to stay.           

II. LITERATURE REVIEW 

Intention to stay 

Researchers and scholars have defined employees’ 

intention to remain in employment for longer period in 

organizations and the constructs that influence their 

intention to remain in employment in same organization 

[17] - [18]. Intention to stay refers to the willingness of the 

employees to continue working in an organization [18]. 

Similarly, [17] explained that intention to stay refers to the 

employees’ propensity to remain working with the current 

organization. [19] further included the employee 

commitment and stated that intention to stay refers to and 

employee’s willingness to remain working in the current 

organization and his/her level of commitment. From the 

psychological perspective, [20] stated that intention remain 

working in the current organization is a procedure of 

psychological connection with the company. An employee’s 

intention to remain working for a longer period in an 

organization can be explained by the Social Exchange 

Theory and the Theory of Planned Behaviour. The 

employee’s intention to involve in a certain behavior and the 

actual engagement in that behavior can be explained by the 

Theory of Planned Behaviour (TPB) [21].  According to the 

Theory of Planned Behaviour, an employee’s intention to 

remain working in the current organization can be 

influenced or predicted through attitude of the employee, 

subjective norms and perceived behavioral control. These 

three constructs predict the behavioral intention and the 

actual intention to stay in an organization [21]. However, as 

explained by [21], actions are controlled by intentions, but 

not all intentions are carried out by employees. The Social 

Exchange Theory (SET) by [22], focus on the understanding 

of relationships, the underpinning mechanisms and the 

outcomes. Practically, as explained by the Social Exchange 

Theory, good deeds by employers can be used to explain the 

reasons why employees have relationships with them. In 

short, good deeds by employers need to be reciprocated by 

employees [23]. A study was done by Jones and Volpe [24] 

based on the organizational identification theory and the 

social exchange theories. The study by Jones and Volpe [24] 

found that that employees' attitude predicted outcomes such 

as intention to remain in the current organization through its 

effect on organizational identification.  

Previous researchers and scholars have identified several 

predictors that impacts Gen Y employees to continue 

employment for a longer time period in a conglomerate. [25] 

studied employee commitment and found out that affective 

commitment, normative commitment and goal clarity had a 

substantial effect on employees’ intention to continue 

working in the current organization. [26] studied the work 

environment and found a positive affiliation among work 

environment and employees’ intention to remain in the 

current organization. Researchers have examined and found 

a relationship between the workplace and intention to 

remain working in the same organization. [27] and [28] 

focussed on workplace spirituality and stressed that that 

workplace spirituality had a positive influence towards 

employees’ intention to remain with their current employer. 

[18] stated that mentoring has a direct influence on the 

intention to remain in the current organization by Gen Y 

employees’. [10] identified that training and development, 

compensations and benefits and transformational leadership 

style have a potentially positive connection with Gen Y 

employees’ intention to stay. Knowledge sharing is another 

significant construct to foster growth of competencies and 

create a logic that affect Gen Y employees’ intention to stay 

[29]. [30] directed a research on Gen Y employees in 

Malaysia and the results of the study revealed that 

Generation Y workforce favour flexible working hours and 

a decent work-life balance to remain longer with their 

organizations. [31] and [32] identified career growth and 

development as a positive predictor of Gen Y intention to  
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stay. [32] explained the Gen Y intention to stay longer is 

related to their competency development that evokes 

affective commitment. Based on past research, there are 

several predictors of intention to stay among Gen Y 

employees.  

Emotional intelligence and intention to stay 

 Emotional intelligence is gaining interest among 

researchers and organizations. However, there are different 

viewpoints, dimensions and definitions of emotional 

intelligence among researchers and scholars [33], [34]. 

Based on the ability model, emotional intelligence refers to 

an individual’s set of mental abilities. The set abilities 

encompass perceiving emotions, understanding emotions, 

using emotions and regulating emotions in self and others 

[34]. Emotional intelligence combines emotions and 

intelligence that include practical, social and personal 

intelligences [35]. [35] referred to emotional intelligence as 

a person’s capacity and ability to reason about his/her 

emotions using emotions to improve his/her thinking. 

Another approach of looking at emotional intelligence is the 

trait or competency approach. Based on the concept of 

emotional intelligence, [33] proposed a framework of 

personal competencies. Emotional intelligence is referred to 

as a wide array of competencies and skills by [33]. [36] 

looked at emotional-social intelligence.  This model stressed 

the crucial role of emotional expression. The Bar-On model 

[36] of emotional-social intelligence stresses the importance 

of social expression and explains how individuals express 

themselves, understand others and relate with them, and 

cope with daily demand. Emotional intelligence was 

categorized into four dimensions by [37]. The four 

dimensions by [37] are self-awareness, self-management, 

social awareness, and relationship management.  [38] stated 

that the bedrock of emotional intelligence is self-awareness 

because if an individual does not understand his/her own 

motivations and behavior, it is impossible to develop an 

understanding of others. [33] emphasized that empathy is a 

crucial component of social awareness because through 

empathy an individual can learn to see things learning from 

another person’s perspective and understand them better. 

[39] explained that individuals have different abilities in 

perceiving, understanding, utilizing and managing emotions 

and these varieties influence persons’ adaption in diversified 

contexts.  

Several scholars and researchers have found that 

emotional intelligence had a positive influence on 

organizational outcomes and as stated by [40], employees’ 

performance may be more effective due to higher levels of 

emotional intelligence. [33] further stressed the effective 

role of emotional intelligence and stated that emotional 

intelligence is most important determinant of leadership 

success.  The positive role of emotional intelligence is 

supported by several other studies [41], [42], [43]. The study 

by [42] found that job performance of employees was 

influence by emotional intelligence. Another study by [41] 

found high levels of correlation between emotional 

intelligence and job performance. A study done in Malaysia 

by [44] revealed that all the four components of emotional 

intelligence namely self-awareness, self-regulation, self-

motivation, empathy, and social skills had a significant 

effect on job performance. Similarly, [45] found that 

emotionally intelligent leaders achieve better organization 

performance results. This was supported through emotional 

intelligence tests where employees who possess higher 

emotional intelligence obtained higher performance 

evaluation from superiors, peers and assistants [46], [47], 

[48], [49]. Studies using the attribute or aptitude approach 

showed that employees who possess higher emotional 

intelligence were found to be better performers [48], [49]. 

From the perspective of relationships, studies have shown 

that employees who possess greater level of emotional 

intelligence are better at developing and preserving quality 

relationships [50]. However, there is some arguments among 

researchers on the relationship between emotional 

intelligence, cognitive intelligence and job performance of 

employees. [40] explained that emotional intelligence is 

closely related to cognitive intelligence but both are distinct 

constructs. [40] argued that employees with low level of 

cognitive intelligence may reap relatively large returns from 

high emotional intelligence.  

There are limited studies on the positive influence of 

employees’ emotional intelligence and employees’ towards 

their intention to stay longer in their current organization. A 

study by [51] revealed that employees’ emotional 

intelligence was a predictor of employee turnover intentions. 

According to [51], employees can develop stronger and 

higher relationships if they possess higher levels of 

emotional intelligence. Another study by [52] revealed that 

an increase in the turnover of nurses was due to factors that 

encompass emotional labor, job stress and burnout. The 

study by [52] found that there was an inverse relationship 

between emotional intelligence and emotional labor.  Higher 

level of emotional intelligence will lead to the reduction of 

job stress, burnout and eventually the intention to leave an 

organization. This means that higher levels of emotional 

intelligence contribute towards lower turnover intentions. 

[53] found that emotional intelligence and resilience of a 

salesperson reduces the intention to leave their organization, 

through the alleviation of work-family conflict and 

emotional exhaustion. On the contrary, a study by [54] 

found that there was no significant inverse relationship 

between turnover intention and emotional intelligence. This 

can be contributed to cultural differences.   

Relationship between spiritual intelligence and intention 

to stay  

The concept of spiritual intelligence was stated by [55], 

followed by [56]. Spiritual intelligence was referred to as an 

individual’s ability and capacity to resolve his or her 

problems and achieve his or her goals [57]. Based on this 

definition by Emmons [57], the spiritual intelligence among 

employees in organizations can lead to higher levels of job 

performance, efficiency and productivity.  [58] defined 

spiritual intelligence as a collection of mental capabilities 

grounded on unsubstantial and glorious features of life. 

There are also several components or dimensions of spiritual 

intelligence stated by different scholars. Emmons [57]  
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identified five dimensions or components of emotional 

intelligence. King [58] refereed to spiritual intelligences as a 

set of mental capacities of individuals and designed a valid 

measure of spiritual intelligence. The model developed by 

king [58] had 4 components. [59] explained the seven stages 

of spiritual intelligence that encompass awareness, meaning, 

evaluation, being centered, vision, projection and mission. 

According to [60], spiritual intelligence is the ability to act 

with wisdom and compassion, preserving the internal and 

external peace captivating the circumstances into 

consideration. [56] further stated that spiritual intelligence 

concentrates on the capabilities that attracts spiritual themes 

that forecast functioning, adaptation and the ability to 

manufacture valuable products and services. [61] defined 

spiritual intelligence as the capability in identifying and 

resolving problems of meaning and value. According to 

Vaughn [62], spiritual intelligence is concerned its 

relationship to being in the world and this can be developed 

in individuals through inquiry and practice. [63] shifted 

from mental ability and intelligence and described spiritual 

intelligence as more of a heightened consciousness. 

Spiritual intelligence of employees is now widely studied, 

and studies have shown that a positive relationship between 

spiritual intelligence several work-related outcomes exist 

[57], [64]. The stronger level of spiritual intelligence in 

individuals leads to development and improvement of 

outcomes in the workplace [57]. Greater level of spiritual 

intelligence in individuals was also positively related to 

improvement in the level of job performance [65] - [64]. 

The positive influence of spiritual intelligence towards job 

satisfaction subsequently leads to higher levels of job 

performance [66].  Studies have shown that spiritual 

intelligence had a direct and indirect influence on the 

dimensions of job performance namely task performance 

and contextual performance [67]. Since, employee 

performance includes both task and contextual, spiritual 

intelligence had a positive influence on overall performance. 

Another study by [68] showed that spiritual intelligence is 

related to happiness of employees. Studies have shown that 

happiness leads to job satisfaction and other outcomes. [69] 

looked at employee engagement and found that spiritual 

intelligence was a positive predictor of employee 

engagement.  

There is a dearth of studies on the effect of spiritual 

intelligence towards the employees’ intention to remain or 

leave their current organization. A study by [70] found that 

spiritual intelligence was one of the determinant of 

employees’ intention to stay or leave their current 

organization. According to the study, there was a difference 

between the managers and employees’ perception 

concerning the tactics for spiritual management. In the 

study, it was revealed that the managers placed more 

emphasis on the tangible aspects, but the employees placed 

more emphasis on the intangibles. Another study by [71] 

found that the five spirituality dimensions were related to 

the affective, normative and continuance forms of 

commitment. The findings suggest that when employees feel 

more affectively attached to organizations when the 

experience workplace spirituality. Therefore, spiritual 

intelligence will increase the work performance, enhance the 

relationships among the employees, boost the job 

satisfaction and reduces the turnover intention [72], [73]. 

The mediating role of Perceived Organizational Support 

(POS)  

From the organizations perspective, perceived 

organizational support (POS) is the level or degree to which 

a particular organization values the contribution by the 

employees. From the employees’ perspective, perceived 

organizational support refers to their perception on the 

degree to which the employer values their contribution and 

cares about their wellbeing [74]. [75] explained that 

perceived organizational support (POS) is a feeling of 

obligation to care about the organization. POS is equally 

valuable to employees and the organizations and it is a vital 

factor to strengthen the employer-employee relationships 

[76]. POS describes the circumstances where employees 

observe that their work and contributions are appreciated, 

and they are supported and cared by the respective 

organizations [77].  Additionally, [78] explained that POS is 

employees’ trust that an organization rewards them for the 

dedication they put in. The organizational support theory 

could be utilized to comprehend the background and 

significances of POS. According to the organizational 

support theory [74], [78], to analyse the rewards of 

increased work dedication, employees generate an all-

purpose awareness concerning the level to which, where the 

organization value employees’ contribution and cares for 

their well-being. Grounded on the organizational support 

theory, POS is appreciated by employees because it provides 

the requirements for connection and esteem [79]. The 

organizational support theory describes how POS generates 

positive results for employees and conglomerates. Hence, it 

is important for conglomerates to implement strategies that 

would enhance POS a where employees are valued and feel 

the connectivity to the conglomerate. 

POS is related to several organizational outcomes. [80] 

found that POS is positively related with confidence, respect 

and association with the organization. A research conducted 

by [81] stated that POS had a positive impact on job 

performance and strengthened the influence of 

accomplishment on job performance. According to Weiss 

and Cropanzano [82], employees react emotionally to events 

in organizations. The employees’ attitudes and behaviors are 

subsequently affected by such events or experiences. The 

beginning of an assessment of work in the organization 

forms an individual’s personal emotional reaction, which 

then forms an affective commitment and work behaviours. 

In addition, effective experiences regarding the degree to 

which the organization value the contribution and cares 

about the employees is a main feature in persuading the use 

of emotional strategies [83].  The employees with greater 

level emotional intelligence and the employees’ perception 

of greater level of organizational support; encourages 

employees to use the capabilities to the maximum level. 

Studies have shown that employees who scored in greater 

self-esteem functioned well with the support of the  
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organization [84]. A research conducted by [85] indicated 

that self-esteem was positively related to work productivity 

and sense of belonging to the organization. Similarly, [86] 

anticipated that employees can be motivated by achievement 

accomplished in the organization, which in return 

emphasised a willingness to stay in the present organization. 

Therefore, when employees accomplish professional 

success, the employees develop greater level of self-esteem 

and capability to cope up with negative emotions, which 

would ultimately increase the intention to remain [87].          

Evidence from previous studies demonstrated that POS 

have a connection towards intention to stay. [74] stated that 

POS primarily focused on the relationship with 

organizational commitment (OC). [88] further stated that in 

addition to commitment, POS also influence intention to 

stay. [78] mentioned three main groups of beneficial 

treatments received by employees namely fairness, 

supervisory support, organizational rewards and favourable 

job conditions were linked with POS. In return POS was 

linked to results favourable towards the employees that 

include job satisfaction and positive moods and towards the 

organization. This encompass affective commitment, 

performance and lessened withdrawal behaviour. Similarly, 

POS has a positive influence over employee attitude and 

behaviour that is due to POS that creates a perception of 

responsibility within the employees to be gratified [74], 

[89]. A research done by [90], [87] found that POS was 

connected to higher performance, intention to stay and 

related positive results in conglomerates. However, a study 

conducted by [91] revealed that only perceived 

organizational support had a positive influence over 

intention to stay. [79] clarified that POS was aligned to the 

employees’ beliefs about the company and resulted in higher 

intention to stay. Overall, it can be concluded that the 

positive consequence of POS is the establishment of strong 

relationship between employees and employers and 

employees are a valuable resource to organizations. 

Previous studies have revealed that POS is a mediator 

amongst various organizational outcomes. The study 

conducted by [92] revealed the POS completely mediated 

the effect of interpersonal and informational justice on 

citizenship behaviours that are directed at the organization 

and its members. A study by [93] showed a positive role of 

POS between several constructs that include leadership, 

organizational justice and leader member exchange. Another 

study conducted by [94] revealed that the relationship 

between job insecurity and organizational citizenship 

behaviour and job performance was fully mediated by POS. 

The study by [87] discovered that POS positively influenced 

intention to remain and career progression, which on the 

other hand mediated among POS and intention to stay. 

Organizational support theory [79] describes the way in 

which POS develops and generate positive consequences for 

employees and organizations. As stated by [79] POS is 

beneficial for conglomerates as the level of commitment of 

employees would enhance. The employees who have 

immensely dedicated towards the firm, has a greater 

percentage of boosting the performance and remaining 

longer time period in an organization. Therefore, as 

mentioned in several studies, it appears to be that POS 

played the role of a mediator between several organizational 

outcomes. Based on the evidence above on the role of POS 

as a mediator amongst various variables, the researcher 

believes that relationship of emotional and spiritual 

intelligence and intention to stay is mediated by POS.                     

III. CONCLUSION 

In today’s globalized environment where the pace of 

changes is ever increasing, the work demands on emotional 

intelligence and spiritual intelligence is becoming 

increasingly important. In view of the challenges faced by 

organizations in relation to the retention of Gen y 

employees. The focus of this study was to improve the 

retention of Gen Y employees. At the heart of this study was 

the role of emotional intelligence, spiritual intelligence and 

POS. The results of this study revealed that spiritual 

intelligence and emotional intelligence are positively related 

to employees’ intention to stay. This review found the 

dominant role of spiritual intelligence and emotional 

intelligence in organizations today. Both emotional 

intelligence and social intelligence are key indicators of 

employees’ intention to remain with their current 

organization. Higher level of spirituality of employees in the 

workplace leads to improved ethical behaviour. The ethical 

behaviour leads to an enhanced ethical climate that supports 

higher performance of employees at the workplace and 

intention to stay [95].  Furthermore, employees’ who are in 

control of their feelings and impulses can create an 

environment of trust where superior performance can be 

achieved [33]. An emotionally intelligent employee with 

higher personal competence and social competence can 

contribute better towards occupational success and stay 

longer with the organization [33]. It can be assumed that 

emotional intelligence and spiritual intelligence complement 

each other. This means that both emotional intelligence and 

spiritual intelligence competencies are critical for success in 

workplace outcomes including employees’ intention to stay. 

POS has direct and indirect relationship between the 

constructs in this study. Therefor POS is beneficial for 

organizations because the commitment level of employees 

will increase. Employees who are committed are likely to 

increase performance and stay longer in organizations.   

To succeed in today’s digitalised Industry 4.0 world and 

knowledge-based economy, organizations need to invest in 

programs and activities to promote the development of 

human capital. Organizations should recognize the 

importance of emotional intelligence and spiritual 

intelligence and take steps to implement internal policies. 

Human resource managers need to understand the concepts 

of emotional intelligence and spiritual intelligence and 

formulate support strategies and training programs to 

improve the emotional and spiritual intelligence levels of 

employees. Organizational leaders should also implement 

policies and practices to enhance Gen Y employees’ 

perception of the organization in valuing their work and 

supporting their well-being to increase their commitment 

and intention to stay.  
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