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Abstract: This research examines the impact of Human Resource Management (HRM) practices on
ICT employee’s turnover intentions in Malaysia: recruitment and selection, training and
development, compensation, performance appraisal and work life balance. The Malaysian
government is indicating support for knowledge-based economy with initiatives towards strategic
Information Communication Technology (ICT); however, the high turnover rates, within this sector,
undermines the stability of skilled labors potential. Perceived organizational support, perception of
distributive justice in HR practices and rewards are further confirmed as predictors of employee
turnover with the array of three well established theories namely Social Exchange Theory (SET) and
Organizational Support Theory (OST). In order to study the relationships of HRM practices and
turnover intentions data were collected from a cross-sectional survey of ICT employees. It
concluded that recruitment practices, compensation, training and development programs,
performance appraisals along with work-life balance policies were related to lower turnover
intentions. Such findings, thus further reinforce the rationale for human resource management and
turnover strategies to be implemented in order to give a competitive edge to organisations in
Malaysia rapidly transforming ICT industry. The study contributes to HRM literature by offering
implications for practitioners who may be interested in reducing turnover by advancing the
existence of an association between higher retention and employee commitment with the positive
impact of HRM. A longitudinal research approach, which future studies may opt for to extend the
generalizability of our findings across industries and to explore HRM effects over time, can
overcome this limitation of cross-sectional design.

Keywords: Recruitment and selection; training and development; compensation; performance appraisal; work-

life balance; and turnover intention

1. Introduction
1.1. Background of the ICT Industry in Malaysia

Over the past 20+ years, Malaysia has set off several strategic initiatives such as MSC, MSC2 or
Digital Economy Blueprint in an ambitious game plan to become a regional leader in digital
technology and innovation. These initiatives have led to expansions in different software and ICT
subsectors, which, in turn, have impacted the economy of Malaysia [1,2].

However, MSC was introduced in 1996 with the aim of attracting foreign investment in ICT and
raising the skill levels of workers. It has also contributed to the creation of a very fertile
entrepreneurial ecosystem for ICT innovation, which has swept up many tech companies and start-
ups [1]. As a result, the introduction of this blueprint states the government’s vision to enhance the
digital economy’s contribution ratio towards national GDP by covering a wide range of sectors,
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including education, health, and agriculture. These initiatives highlight that for any more extensive
sector expansion human capital is the key, a workforce of trained people who are prepared to
embrace technological improvements and trade their technologies on the global marketplace [3,4].

Moreover, the ICT industry has changed as fast as organizations have forgotten their readiness
to operate in this space organization have accumulated the necessary human capital and business
processes. Human capital in the workforce goes hand in hand with the efficient use of ICT resources.
For instance, a study by [5] observed that investments in employee training and technology have
direct positive effects on performance and innovation, while another example, through the lens of
efficiency, comes from research conducted [3]. This correlation not only underscores the need for
constant human capital development but also indicates that skills need to be constantly refreshed in
order to remain relevant in an evolving landscape of technology.

Along with this growth in the ICT sector, work has changed. The need for professionals in
cybersecurity, development [6] and data analysis has increased as the market has matured, increasing
the demand for work in such areas [7]. To this end, they should use human resource management
(HRM) and ensure a holistic HRM approach when recruiting and training ICT professionals [4,8].
One more exciting thing about the development in the ICT world is that it started to have new
professionals on board. The days of one man holding all the hats are now extinct, creating a
phenomenon called individual skill development. The setting is overall friendly for discussing and
exchanging ideas as well as innovation, the two crucial aspects that are certain to progress rapidly in
an agile digital economy [7]. As a result, effective creation of an intellectual capital policy in
companies is essential for achieving the global ICT industry. This enables employees to apply
collaborative skills that support sustainable business growth [4].

The ICT industry is vital in Malaysia and depends on government initiatives to promote digital
technology and innovation. The high and increasing demand for skilled labor further demonstrates
why human capital is critical to firms within this sector. These companies must shift gear towards a
business model that invests in its staff through ongoing training and career development so that they
know how to navigate the digital jungle.

1.2. Importance of Human Resource Management (HRM) Practices

The practices of Human Resource Management (HRM) play a significant role in the employment
system of an organization, and with neither the ICT sector nor Botswana being different in this
respect, HRM matters impinge directly on which way outgrowths could turn, especially in such
dynamic drovers and cantankerous conditions as are obtained. Typical human resource practices
include recruitment and selection, training and development, compensation, performance appraisal
(PA), and work-life balance (WLB). The maintenance of the above-mentioned perspectives in a sector
marked by constant technology changes and high employee turnover rates [9,10] is imperative for
attracting and maintaining the talent needed to meet organizational goals.

Research in broader HRM literature consistently shows that HRM strength is related to
employee satisfaction (positive) and turnover intention (negative). Organizations that run more
successful recruitment and selection processes enjoy higher job satisfaction, leading to improved
organizational performance [11]. Also, [12] pointed out that strategic HRM plays a role in enhancing
employees’ performance by allowing a qualified employee to be placed in the right position thus will
help lowering the turnover intentions now he is contributing to outnumber the rests of employees as
employer and fighting with the organizational crises up to this stage is working alongside for total
worker stability. This association rationalizes HRM practice implementation to support organizations
in improving job satisfaction and overcoming the mishaps of soaring turnover rates.

Compensation management is one of the most crucial aspects of HRM, and is closely linked to
job satisfaction. The integration of management indicators related to work-life balance can be helpful
because compensation strategies, including such elements, increase job satisfaction, leading to
employee retention [13,14]. This is consistent with the results of [15], who showed that organizations
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providing competitive pay and flexible work schedules to employees experience a decrease in
turnover intentions. These practices increase job satisfaction and create loyalty in the ICT sector with
high player exchange.

In addition to HRM practices, employee satisfaction may depend strongly on the recruitment
and selection processes. The strategies that recruit candidates well and align their intrinsic skills with
those skills that the organization fell short of led to an improvement in job satisfaction [11]. This is
essential because employees tend to behave in a way that aligns with their internal views of fit.
Individuals appropriately matched to the company in terms of internal dimensions were less likely
to report turnover intention. HRM'’s training and development side is also critical because it provides
employees with the tools and knowledge required for their positions, making them more productive
and leading to job satisfaction and loyalty to the company [16].

Among these systems, they massively shape the way staff view their workplace and
performance. Supporting employee satisfaction with products is feedback and acknowledgement
created through good performance management. In doing so, if employees perceive that the
performance appraisal system is transparent and fair, they tend to be satisfied and have more job
engagement [12]. This applies throughout the ICT sector, where ongoing learning and upskilling are
prerequisites for progression along the career pathway.

Finally, HRM practices have immense significance for the ICT sector. Workable HRM strategies
fetch only those organizations that prioritize them; consequently, the quality of human resources
working in such places is fairly intelligent compared with others and shows higher organizational
performance. Organizations can generate a conducive environment to enhance employee job
satisfaction, reducing the intention to quit through recruitment and selection, training and
development, compensation, performance appraisal, and work-life balance.

1.3. Overview of Turnover Intentions

Turnover intentions are employees’ intentions to leave a job within an organization after some
time. For organizations, this idea is crucial because high turnover intentions among employees often
have the potential for a myriad of negative outcomes, including higher recruitment and training-
related costs, loss of institutional knowledge, and reduced functioning of the remaining workforce
[17,18]. In the particularly competitive context of Malaysian ICT sector, it is important for any firm
that seeks to be successful to identify factors affecting turnover intention. According to [19], job
satisfaction, organizational commitment, perceived effectiveness of HRM practice were the main
significant factor influencing turnover intentions to respondents in studied locations.

Job satisfaction is a theoretical example, and one of the most studied predictors of turnover
intentions. For example, the literature found an overall low intention to quit the job from employees
that find their jobs satisfying [20]. Similarly, [21] if an employee is working with interest in their field
of work, the opportunities that the employee does not leave to seek another job will increase and thus
be motivated to make employees satisfied do not go out and look for a new job. Higher job satisfaction
decreases turnover [22].

Nevertheless, the best way to decrease turnover intentions is organizational commitment. This
means higher intention to stay correlates with a greater sense of organizational commitment amongst
employees. [20] meta-analytically examined organizational outcomes linking the relationship
between turnover intentions and commitment among literature following Aristotelian type of
commitment, where he suggested that as members move closer to other-oriented normative
commitment they are less likely to stay with the organization. This contributes in making the
statement significant especially towards the Malaysian ICT industry that urgently requires talents to
drive competitive advantage over others and also to sustain in a rapid growth of talent field.

In addition, HRM practices should be perceived as effective for it to be an important predictor
of turnover intentions. Studies indicated that high level and intensity of HRM may decrease turnover
intention through job satisfaction and, commitment [23,24]. Similarly, [25] shown that organizations
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competent HRM have less employee turnover intention confirming essential to retain talent planning
process of high strategic value. This eventually leads to attrition, bad HRM practices, and the need
for employees to work in an environment where the Malaysian ICT industry undergo changes in
technology swiftly [19].

Because of the unique characteristics of the technology sector that has much narrower margins
and far more rapid competition, Malaysia offers a sharp case study in differing drivers for turnover
intentions compared to its ICT industry. However, businesses need to develop strategic plans that
match their key resource trends of talent retention and continuity. It strengthens job satisfaction and
organizational commitment, and causes HRM practices and perceptions employee perceptions to
function effectively [26,27]. Reducing the turnover intentions of IT professionals might help
organizations retain their employees, which in turn may reduce their rate of absenteeism while
simultaneously achieving better performance in an industry-wide fast-paced ICT industry.

This means that the level of employee turnover intention is high in organizations such as the ICT
industry in, Malaysia. Among other factors, employee intention to leave is significantly influenced
by job satisfaction, organizational commitment, and desired HRM practices. These nuances are
important to uncover so that you can craft strategies that will enhance employee retention and help
your business thrive in the new world of work.

1.4. Research Objective and Questions

This study examined the association between HRM practices and turnover intention in the
Malaysian ICT industry. The objectives of this study were as follows:

e To scrutinize the result of recruitment and selection procedures on turnover intentions.

e Toinvestigate training and development as a predictor of turnover intentions.

e To evaluate the impact compensation strategies, have on the retention of staff employees.

e This study examines the linkage between performance appraisal systems and turnover
intentions.

e To investigate the impact of work-life balance initiatives on employees' intention to leave their
organizations.

The research questions guiding this study are:

e  What are the roles of recruitment and selection practices in mediating ICT employees' intention
to leave Malaysia?

e  How does turnover intention and the availability of training and development opportunities
work together?

¢  Compensation Strategies Effects on Employee Retention in Malaysia's ICT Sector?

e  The influence of performance appraisal systems on employees' turnover intention?

e How Work-Life Balance Could Influence Turnover Intentions among ICT Professionals in
Malaysia?
The outcomes of this research will enhance the literature on HRM practices and employee

retention, which will benefit practitioners and policymakers in the Malaysian ICT industry.

2. Literature Review
2.1. Human Resource Management Practices
2.1.1. Recruitment and Selection

Recruitment and selection are vital processes in human resource management (HRM), and have
been performed for a long time, especially in the ICT industry. The output of these processes directly
affects the calibration of talent that can be brought into the company, ultimately playing a vital role
in the ability to remain competitive in an industry maturing at breakneck speed. Research suggests
that a fair and transparent recruitment process is the top priority for attracting qualified personnel
[28]. In a field such as ICT, where technical skills are in high demand, an organization must have
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robust and inclusive recruitment strategies to create a diverse workforce [28]. Using technology
during recruitment, such as an e-recruitment platform, can facilitate the selection process and
improve candidate experience, which is known to increase the effectiveness of HR departments [29].
For example, this is relevant in Malaysia, where the ICT industry is proliferating, and innovative
recruitment strategies are being implemented to address this growth.

2.1.2. Training and Development

Training and development are critical for improving ICT employees’ performance and retention.
A good training program provides various regular opportunities for employees to learn new skills
that will help them to keep pace with modern developments and enhance their job performance [30].
The other advantage is that it has been proven through a study, according to [30], that learning
opportunities are also known to enhance individual performance and promote a learning culture in
the work environment, which is very crucial in an ICT fast-paced environment. It includes
implementing sustained training programs that are equally vital in increasing employee satisfaction
and subsequent retention due to the uptick in feeling valued and assisted in their professional
development [31]. This finding supports the idea that an organized training program can moderate
turnover intentions by enhancing employee engagement and commitment within the workplace [32].

2.1.3. Compensation

Compensation is considered necessary in HRM. Ultimately, your employee’s satisfaction and
retention rely on the compensation they receive from the employer. As [33] describes, a
straightforward reason is that the technology industry has habitually faced shortages of new
candidates, where technical jobs need competitive compensation packages to come with them.
Research has shown that job satisfaction is higher for people who are able to determine fair pay and
that turnover decreases. Significantly, it can help reduce employee turnover rates, as firms that grant
performance-based incentives and benefits in Singapore have been found to further motivate workers
and encourage them to stay with a company longer. Another critical aspect of a strategic
compensation system is the tracking of industry norms and retaining workers, who are increasingly
in demand in ICT.

2.1.4. Performance Appraisal

It is one of the integral elements of HRM functions, as it serves a basis for appraising & assessing
employees' performance and helps them in their Career Progression. Various popular appraisal
methods like traditional performance reviews, 360-degree feedback and self-assessments [33] has
been used to efficaciously measure the employee contributions over time. Since employees are
naturally more appreciative of systems deemed fair and developmental [34], the manner in which
performance is appraised can have far reaching consequences on employee motivation and
satisfaction. In addition, effective performance review conversations also facilitate discussions
between all staff and their managers, creating an environment of feedback and continual employee
development [35]. For instance, the ICT will witness a changing technology every day with new
appraisals for manoeuvring their resources where expectations must be able to grow upon employee
development applications and objectives organizational goals [35].

2.1.5. Work-Life Balance

Work-life balance is one of the most importantly promising factors affecting employees in terms
of job satisfaction and their intention to stay in the ICT industry. Flexible work to increase employee
retention because organizations that adhere to flexible work policies support a good work-life balance
and these organizations find it easier to retain their employees amid the rising flexibility demand in
modern-day workplace [36]. Work-life balance initiatives lead to higher job satisfaction and lower
stress levels, and are negatively associated with turnover intentions [37]. In addition, companies that
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value work-life balance improve employee well-being and consequently have a more engaged and
efficient workforce [36]. Hence, incorporating work-life balance initiatives in HRM policies is
indispensable for firms that aspire to lower the rate of employee turnover and increase employee
retention amidst stiff demand for ICT professionals.

In general, our literature review aimed to determine how HRM practices affect employee
performance and turnover intention in the Malaysian ICT industry. Organizations need to emphasize
ethical recruitment and selection procedures, conduct proper training programs, design fair
compensation systems, execute effective performance appraisals, and support work-life balance. This
will eventually help employees adapt to a supportive environment, leading to higher job satisfaction
and lower rates of employee turnover.

2.2. Turnover Intention

A crucial component of intention to leave, henceforth turnover intention, is the likelihood that
employees will leave their current position [38]. Context and turnover intentions are essential
constructs in the Information and Communication Technology (ICT) sector, as it features a demand
for skilled labor and high competition in the industry to attract young talent [39]. Organizations must
closely monitor and address the root causes of employee turnover, particularly for high-potential
employees, who represent significant upfront investments in recruitment, training, and loss of
company culture [38]. A preponderance of past research has indicated that turnover intentions
essentially represent sales to turnover, prompting the necessity for HRM responses designed to
address these intentions proactively [38]. In addition, the ICT sector is experiencing rapid
technological evolution and job roles are still emerging, aggravating turnover intentions if employees
do not feel appropriately supported or activated [39]. As the ICT industry requires a skilled
workforce, providing practical strategies to reduce turnover intentions is pivotal for decreasing churn
and improving organizational effectiveness.

This indicates that job satisfaction is one of the leading contributors to several factors affecting
turnover intention. Relationship between job satisfaction and conditions like work environment,
recognition and coworker support: Job satisfaction is the employee's perception of how well his/her
current employment confirms his/her ideal job" [40,41]. Job satisfaction is inversely proportional to
turnover intention, where higher job satisfaction leads to fewer turnover intentions [42]. Regarding
satisfaction with rewards and recognition, [43] also found that the construct significantly predicted
turnover intention, and overall job satisfaction emerged as the strongest predictor. Echoed a similar
sentiment and noted that retention strategies need to consider the processes by which job satisfaction
impacts turnover intention [44].

Furthermore, job satisfaction plays an essential role managing employees’ turnover intention in
high-stress occupations, such as healthcare and ICT [40]. As mentioned earlier, employees who feel
positive towards their work environment are less likely to think about resigning from a particular job
as they are recognized and assisted [40]. On the other hand, decreased job satisfaction is associated
with increased turnover intention because employees may seek employment in places with better
working conditions and appreciation [41,42].

By contrast, organizational commitment, career development, and workplace incivility contribute to
increased turnover intention. For example, employees with high levels of organizational commitment
are unlikely to declare turnover intentions, as they exhibit loyalty and attachment to their
organization [45,46]. Furthermore, workplace incivility and relational negativity may worsen it by
creating emotions that reduce job satisfaction [47,48]. Overall, ICT job turnover intentions were
affected by other sources, with job satisfaction as a variable. In this competitive industry, the
organization needs to be more utensiled towards job satisfaction by utilizing the best human resource
management practices, such as turnover and intention to leave among these knowledgeable workers.

2.3. Theoretical Background
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2.3.1. Social Exchange Theory

SET argues that relationships are formed and maintained based on a simple cost-benefit analysis
of the interaction between parties. Related to Human Resource Management (HRM), this theory
posits that employees consider the quality of their exchange with their employer based on what they
see as fairness in HRM practices and the rewards they receive for what they give back. Employees'
perceptions of the organization's support in recognition and rewards lead them to exhibit positive
behaviour, including higher job satisfaction and lower turnover intentions [49].

Some research supports that positive associations with HRM practices can lead to increased
engagement and decreased employee turnover intentions. Interestingly, the positive perception of
employees towards HRM practices promotes employee engagement, which reduces turnover
intentions. Similarly, perceived organizational support is also an essential aspect of SET; therefore,
valuing employees means they are less likely to leave the organization [50]. This is to the results of
research conducted by [52], which said that adequate compensation and career advancement
opportunities can create a sense of reciprocity that impacts low employee turnover intentions.

In addition, employees and their supervisor’s impact social exchange processes in the
organization. According to [49], the realization of HRM depends on quality social exchanges between
HRM actors, which can be crucial in influencing employee perceptions of HRM and, subsequently,
turnover intentions. Hence, places that nurture a facilitating environment through efficient HRM
practices and congenial relationships among individuals will show lesser retention.

2.3.2. Organizational Support Theory (OST)

Organizational Support Theory (OST) states that employees tend to feel committed and loyal to
organizations they perceive as being supportive of them. Based on this theory, this approach focuses
on the essential role played by perceived organizational support (POS), which influences behaviors
of employees including turnover intentions. As employees see the organization in which they work
as valuing them and concerned about their welfare, so do they become more emotionally attached to
the organization that decreases turnover intentions [18,52].

Research literature has consistently recognized POS as a preeminent indicator of job satisfaction

and organizational commitment (foundational antecedents to turnover intentions). For instance, [53]
Employee who experiences high organizational support was linked with enhanced job satisfaction
and low turnover intentions. Similarly, [54] also demonstrate that organizational commitment
mediates between perceived support and turnover intention: greater corporate commitment due to
perceived support mitigates turnover intentions. This is especially true in the Malaysian ICT
industry, as novel technologies are created and re-positioned at such a fast pace that there is always
intense competition for expert talents, making employees' commitment essential to achieve talent
retention.
Moreover, OST also proposes that through various HRM practices, organizations can increase POS
to realize effective productivity from employees by providing them adequate training and
development opportunities, pay structure recognition of contributions made to employee output, etc.
Indeed, research conducted by [55] also shows that employees face higher organizational
commitment when they feel supported through HRM practices, which minimize turnover intentions.
It demonstrates the importance of HRM in creating a blue ocean organization atmosphere for
employee retention.

2.4. Theoretical Framework

2.4.1. Conceptual Model of HRM Practices

This research model discusses the connection between HRM and turnover intention in the
context of the Malaysian ICT Industry. Figure 1 the independent variables consist of recruitment and
selection, training and development, compensation performance appraisal, and work-life balance,
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while the dependent variable is turnover intention. This model proposes that extended HRM
practices are crucial in determining whether employees would remain with the firm or head.

Recruitment & Selection

Training & Development

Compensation Turnover Intention

Personal Appraisal

Work-life Balance

Figure 1. Conceptual Framework.

Recruitment and Selection

Recruitment and selection processes are key HRM processes that directly affect turnover
intention. High-performing recruitment strategies imply that firms attract candidates with the skills
required to match their organizational culture [56]. Employees have better job satisfaction when they
feel they are relatively hired and transparent, reducing their turnover intentions. By contrast, lousy
recruitment practices can cause a loss of talent; employees are not able to adjust to their respective
positions, which is accessible to turnover.

Training and Development

Implementing organizational training and development programs is vital for improving
employee performance and creating a satisfactory workforce. Organizational support implies that
firms offering career development are less likely to suffer from turnover intention because they feel
supported and valued [57]. Regular training prospects enhance a company’s productivity and create
a belief in dedication among employees to prevent them from leaving their firm [57]. Constant
training is essential for maintaining ICT specialists because this sector experiences frequent
technological changes [58].

Compensation

Pay is one of the essential antecedents of turnover intentions, and the importance of competitive
compensation packages was also raised by [59], who showed that adequate compensation was a key
factor in drawing and holding professionals in the ICT sector. Similarly, when employees perceive
their compensation as fair and competitive with the value they bring to their job, work satisfaction
increases [59,60] and turnover intention decreases. Conversely, when they are not paid well enough,
it will result in them becoming dissatisfied, which will encourage employees to seek satisfaction
elsewhere. Therefore, to decrease unregretted turnover intentions, organizations must strategically
manage remuneration.

Performance Appraisal

Performance appraisals are combined with relevant strategic goals, and organizations can
increase employees’ confidence in their callsigns. Positive performance appraisal practices provide
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richness of performance feedback, pave the way to keep employees satisfied with the job, and the
morale of employees fulfilled can reduce their intention to leave employment by developing
satisfaction about their employment based on expectations that are stable over time [61]. Worker
dedication stems from the acknowledgment of contributions, and leads to better feedback. In contrast,
low performance appraisals were associated with higher PA and TI.

Work-Life Balance

The importance of work-life balance initiatives on turnover intention has increased, particularly
within the ICT sector. Employees feel well supported when they are given the opportunity by their
organizations to balance work and life through suitable flexible working hours and policies, leading
to reduced staff turnover [62,63]. [62,63] described in their studies that an effective balance between
work life and private life could result in high job satisfaction, thereby significantly lowering the
intention to leave an organization. These are the times when you want to make sure that prospects
keep their balance and attract them to the workforce. In short, the conceptual model shows how
distinct HR practices influence turnover intentions. The human resource department of the Malaysian
ICT industry must stress effective recruitment and selection, training and development,
compensation, performance appraisals, and work-life balance to satisfy their employees in order to
reduce turnover intention.

2.4.2. Hypotheses Development

In recruitment and selection, the main part was found to be a suitable candidate for the
organizational environment. Similarly, well-organized recruitment improves overall job satisfaction
and lowers subsequent turnover intention. On the other hand, deficient recruitment procedures make
differences between what employees’ desires and the reality of their tasks motivated them to leave
the organization [64,65]. One of the possible reasons why employees who have poor person-job fit
during the selection process are more likely to consider quitting has been outlined in research [65].
Therefore, we hypothesize as follows:

H1: There is a positive relationship between Recruitment and Selection and Turnover Intentions.

Training and development are a part of employee skills, growth, and satisfaction. Employees
who perceive that the organization is willing to invest in their development opportunities will also
feel appreciated and engaged with the consequences, which can lead to lower turnover intentions
[66,67]. If we do not provide sufficient training or the correct type of training, it can create a feeling
of stagnation and cause employees to look for new opportunities elsewhere [66]. Thus, the following
hypotheses are proposed:

H2: There is a positive relationship between Training and Development and Turnover Intentions.

The amount of compensation paid is also one of the most essential elements impacting
satisfaction and retention. Related research indicates that, within the service industry, if employees
feel unvalued, this can lead to a greater desire to turn over and search for other jobs that pay better
[56,68]. In contrast, another aspect of salary can affect job satisfaction and intention to leave [56].
Therefore, the following hypotheses are proposed:

H3: There is a positive relationship between Compensation and Turnover Intentions.

Systems for performance appraisals help to improve employee morale and job satisfaction.
Employees who perceive that their contribution needs to be recognized or rewarded correctly are
likely to be dissatisfied and have high turnover intentions [69]. Conversely, transparent and
constructive performance appraisals help enhance job satisfaction and minimize turnover intention
[66,69]. Hence, we propose the following hypothesis:

H4: There is a positive relationship between Performance Appraisal and Turnover Intentions.
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One of the most critical elements contributing to employee satisfaction and retention is work-
life balance. This is because employees perceive little balance between work and personal life and
suffer from high stress and low levels of satisfaction, which makes them more prone to high turnover
intention [70,71]. On the other hand, organizations that encourage work-life balance can increase
employee satisfaction and decrease intention to leave [70]. Therefore, the following hypotheses are
proposed:

HS5: There is a positive relationship between Work-Life Balance and Turnover Intentions.

3. Discussion
3.1. Implications of HRM Practices on Turnover
3.1.1. Recruitment and Selection

Recruitment and selection are increasingly vital for developing employee perceptions and
experiences within an organization. Companies with a formal and respectful recruitment process are
likely to bring in people who best fit their corporate culture and values. This alignment may
contribute to higher job satisfaction and lower turnover intentions [56]. Similarly, suppose employees
perceive that their expectations are unmet because ineffective recruitment practices. In this case, they
are more likely to have turnover intention, as they may feel dissatisfied following these roles [74].
Consequently, organizations in the ICT sector should focus on tweaking their recruitment processes
to recruit talent, which will further help to consider job-leaving rates.

3.1.2. Training and Development

Employee training and development contribute to improving employees’ skills and enhancing
their work satisfaction. [75], the perception of staff towards the organization's support to grow
professionally makes an engaged employee and simultaneously reduces the intended turnover.
Studies have found that the absence of training programs can cause employees to stagnate and seek
alternative jobs [76]. Thus, ICT organizations must continuously invest in educational and
developmental support, which can encourage employee loyalty and reduce turnover intention.

3.1.3. Compensation

Salary is a significant factor when employees determine whether they are happy with their jobs,
and salary significantly affects employee trust. It has been found that competitive compensation
packages are linked with low turnover intentions because when employees feel adequately rewarded
for their work, they would like to stay within their organization [56]. Insufficient pay can create
dissatisfaction and higher turnover intentions, as staff members are likely to experience undervalued
ness [77]. To lessen turnover intention, organizations must observe and recalibrate their
compensation structures regularly to maintain a competitive edge within the industry.

3.1.4. Performance Appraisal

Employee motivation and satisfaction are largely dependent on performance appraisal systems.
A sound appraisal system that offers constructive feedback, rewards, and recognition can boost job
satisfaction and reduce turnover intentions. On the other hand, an ineffective or unfair appraisal
system would increase the rate of dissatisfaction and turnover intentions because employees might
find that their contributions are not rewarded [78]. Hence, to reduce turnover intention, ICT
companies must introduce a transparent and fair performance appraisal system to create a sense of
recognition and support among their employees.

3.1.5. Work-Life Balance

The increasing importance of work-life balance has become a key contributor to employee
satisfaction and retention. The findings that emerged from the present study are consistent with
previous research [66,79], according to which employees who feel a lack of balance between work
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and personal life tend to suffer more stress symptoms and dissatisfaction, ultimately increasing their
turnover intention. In contrast, workplaces that support work-life balance by using methods such as
providing flexibility in work style and systems and reinforcing policies contribute to reducing
turnover intention of employees, which truths employers mentioned. Hence, ICT companies should
focus on work-life balance as part of the design of talent programs to attract and retain employees.

3.2. Theoretical Contributions

Therefore, this study adds to the existing literature on HRM practices and turnover intentions
by empirically proving that various HRM practices are associated with each other, impacting
turnover intentions in the Malaysian ICT industry. This suggests that more favorable HRM practices
predict higher employee satisfaction and retention, as seen in social exchange theory, where the
organization should treat employees well, which can result in positive outcomes [80]. This study also
underscores the essential role of mediating factors, including job satisfaction and organizational
commitment, in comprehending the mechanisms linking HRM practices and turnover intentions.

3.3. Practical Implications for ICT Companies in Malaysia

The practical implications of this study for ICT companies in Malaysia are discussed. Work on
perfecting the recruitment and interview process to hire employees who mirror the values and
culture of the organization. A second way in which training can influence voluntary turnover is
through the effect of training on employee engagement and intention to leave. Organizations must
take time to re-evaluate their compensation plans to remain competitive, while ensuring that all
employees feel appreciated. The fourth essential step is to implement fair and transparent
performance appraisal systems to create a culture of recognition and support. Lastly, initiatives that
promote work-life balance assist in building a workplace culture where people want to stay for years.
Many of these could be dealt with in course areas and, if addressed, would reduce turnover intentions
and increase overall ICT companies’ organizational performance.

4. Conclusion
4.1. Summary of Findings

This study focused on the relationship between HRM practices and turnover intention in the
Malaysian ICT sector. More specifically, the results of the study provide evidence that HRM practices
such as those that focuses on selection and recruitment, training and development compensation,
performance appraisal, and work-life balance decrease turnover intention. The literature identified
that, in the context of a fair recruitment process, high job satisfaction was built, resulting in low
turnover intentions [56]. In addition, the employee training and development program strengthens
employee relations with competitive compensation packages in retaining the finest people [76,81]. It
can also help lower turnover intention by providing effective performance appraisals that provide
constructive feedback, and recognition and work-life balance policies are implemented [82]. In
conclusion, this study highlights the importance of strategic HRM in building sustainable and
supportive workforces that are less likely to express turnover intention.

4.2. Recommendations for Future Research

Further research might consider consistently testing this idea in different sectors, rather than the
ICT industry, to find if these HRM practices also have unexpected side effects on turnover intentions
over time. For future studies, longitudinal inquiries should be made into how changes in HRM over
time affect employee retention [83]. Effects HRM practice on turnover intentions Studies have shown
that medium to high turnover of employees is enhanced by the use of HRM practices; however, less
emphasis should be based on short-term employment and more on longer term career development
for a financial return [82]. Qualitative research will conduct interviews and focus group sessions as
ideal models because they provide an in-depth account of how the procedures are perceived from
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the standpoint of employees. Furthermore, who can better inform HRM practices’ turnover intention
as a moderating impact of organizational culture and productive practice [84].

4.3. Limitations of the Study

Due to the cross-sectional design, we could not infer causal relationships between HRM
practices and turnover intention [85]. A target population bias could be introduced because the
results stem from self-reported data, which would theoretically have been answered honestly against
potentially socially desirable responses [66]. Finally, this study found that the findings are only
relevant to the Malaysian ICT sector; therefore, it can be said that these results only apply to one
specific industry and may not be generalizable to all industries [86]. Future research can address such
limitations by improving our understanding of the compositional processes involved in HRM
practices and turnover intentions.
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