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Abstract: This study was conducted to determine the factors that influenced Generation Y behaviour
specifically at the workplace in Penang, Malaysia. Understanding the behaviours may be found useful
in improving the interaction between the employees and the management as well as the earlier
generation in the organisation. The findings of the study show that Career Enhancement Coaching &
Communication, Salary, Benefit & Reward and Technology were significant factors affecting Gen Y
behaviours at workplace in Penang state. As in demographics factors, level of education and the
employment status were significantly influencing Gen Y as well. The sample population of the study is
drawn for Generation Y age between 17 to 30 years and currently located in Penang state of Malaysia.
A total of 300 questionnaires were distributed to the young generation in Penang in a number of
industries and 211 were collected back. The researcher hopes that the outcome of this research could
give some tips to employers in developing future staff training, coaching and motivation programs in a
more effective manner towards these young employees. Furthermore, the researcher hopes to help not
only the HR managers but all the leaders in managing and retaining their talented young employees,
drawing the company to accumulate the competitiveness in the marketplace. As more and more
Generation Y enters the current fast changing marketplace, further research to help deepen
understanding about their behaviour will assist managers to elicit and affect positive behaviours from
these young subordinates.
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INTRODUCTION

Generation Y or better known as Gen Y refers to the group of people born during the years of 1980s and
90s following the Generation X. They are largely the children of the Baby Boomers. Individuals in this
generation are described as young, smart, brash, and that they do not want work to be their life (Armour, 2005).
Their contribution to the workforce in any economy is significant being currently fast becoming the largest
workforce, replacing Baby Boomers who are into retirement. The characteristics of the Gen Y are reported to
have been influenced by the events leaders, developments, technologies and trends of its time globally but their
behaviour may vary by region depending on social and economic conditions. Thus the topic of this research is
related to the behaviours of Gen Y specifically at the workplace in Penang, Malaysia.

Gen Y has been a topic of discussion not only among the Human Resources Manager but all managers and
leaders of today; there has been numerous studies on Gen Y globally but yet not many in Malaysia. They
currently form the largest new job entrants to the workforce market but they were found to job hop. This has
been creating frustration for employers in retaining and recruiting talented and high performing workers. Now
days, employers are looking for new ways to recruit and retain these young people by promoting qualities and
benefits that are supposed to be attractive to Gen Y them such as flexible work schedules, telecommuting, full
tuition reimbursement and an online mentoring tool (Armour, 2005). However, what are the factors that
influence the behaviour of these young employees in Penang? Instead of attracting benefits, is there any other
factors that other researcher has missed out? If we were able to identify these factors, can we manage them more
effectively?

Thus, this research was conducted with the purpose of exploring and identifying the factors that influence
Gen Y behaviours particularly at the workplace in Penang Malaysia. At the end of the research, we wish
comprehend these factors and hopefully were able to discover some information and suggestion in order to
establish the direction how to influence these young employees which will be useful for future human resource
practices in order to manage them effectively.

The study attempted to identify the common characteristics of Gen Y. The researcher also aims to critically
analyse the factors that influence Gen Y’s behaviour at workplace, and their expectations. Lastly the researcher

Corresponding Author: Md. Aminul Islam Assistant professor, School of Business Innovation and Technopreneurship,
Universiti Malaysia Perlis.
E-mail: amin@unimap.edu.my
1802



Aust. J. Basic & Appl. Sci., 5(11): 1802-1812, 2011

would like to find out the best practices of managing Gen Y. The scope of this research is the people belonging
to Gen Y which is currently working in Penang, Malaysia.

As mentioned earlier, Gen Y is currently the largest and fastest growing segment of workforce market and
is being described by big corporations such as Xerox, as the future of organization (Armour, 2005). The ability
to retain and manage these young employees means the ability to strive for excellent performance of the
organization and to fully appreciate the need for future Human Resource practices. Thus the researcher believes
that proper understanding of the factors that influence the behaviour of Gen Y is of significance and timely. As
there are not many studies specifically towards Gen Y in Penang, the researcher hopes that with this research
study, some inputs can provide to the employers could have a better guidance and direction in managing these
young generations.

Literature Review:

The term Gen Y first appeared in August 1993 by (William Strauss, W., Howe, N., 1992) to describe the
teenagers of the day separated from Gen X. Based on recent research reports from several researchers, it is
common to find that Gen Y is seen independent, confident, diverse, collaborative and selfish. This new and
young generation has grown up with technology, computers, mobile phones and the Internet. They are
constantly reflecting back on the relationships between self, work and life.

Gen Y believes they can achieve anything, they are supposedly ‘high maintenance, high risk and high
output’. (Pybaraud, M., 2010) feels that Gen Y is transformational, as they have grown in a different world to
their parents and surrounded by modern technologies and a society of consumerism. Gen Y do things differently
due to the modern educational curricula that have brought a wave of transformation in their life. Gen Y are
techno-savvy, agile and multi-tasking, their ability to do different things at the same time is well known, but
sometime it does not makes them more efficient in the way they work. They need to be well managed. Gen Y is
strongly team-focused and seeks meaning in work and opportunity to learn. We should not forget that Gen Y
were under more financial threats than the previous generations since the recent economy crisis. They will
quickly buy into new concepts and ideas while new technologies become more affordable, and invade our
market at a fast pace.

An earlier research report by (Eisner, S., 2005) mentioned that Gen Y tends to have a strong sense of
morality, being patriotic, willing to fight for freedom, sociable, and values home and family. Having worked
throughout high school while continuing to live with parents in a 24/7 digitally connected and globalizing
world, Gen Y is the most technically literate, educated, and ethnically diverse generation in history and tends to
have more discretionary income. Gen Y is inclined to be positive, polite, curious, energetic, and respectful of its
parents and grandparents.

Changes Bring to Organisation:

Many researchers are claiming that Gen Y is setting off a new wave of social and business transformation.
This is also the reason why we need to understand Gen Y and how they relate to work. According to (Bryan E.
R., 2007), organisations must continue to learn and adapt when generational changes take place in the work
force. Gen Y now entering the organisation to rewrite the rules in information technology and most importantly
the change in work culture that this younger generation brings is not only an organisational challenge.

(Puybaraud, M., 2010) also feels that these newest and youngest members of work forces all over the world
are making their presence felt, causing employers and managers to re-think their working practices and adapt
their working environment. Gen Y is coming in the form of multiple digital technologies, their social networks,
tech-savvy culture, new ways of contemplating work, new managerial forms. Gen Y brings energy and
innovation to the workplace, they are challenging to manage.

As we know that Boomers are beginning to retire in large numbers since 2008, taking their knowledge and
experience with them (Appendix 1-World Population, 2009). There are not enough of the new generation to
replace this deficit, the seniority knowledge and skills are in demand. (Pyubaraud, M., 2010) thinks that Gen Y
is highly educated and their talents are in demand. Also, as economies and businesses become more knowledge-
intensive, knowledge and skills are at a premium. The fact that there are not enough of them makes their talents
even more attractive than they already are. Although Gen Y places a high premium on job security but they
apparently job-hop. Gen Y is value driven and money-grabbing, they are conservative and non-conformist. As
economies and businesses become more knowledge-intensive, knowledge and skills are at a premium. The fact
that there are not enough of them only makes their talents even more attractive.

Gen Y at Workplace:

Report from (Anne Marie McEwan, 2009) mentioned that Gen Y are socially conscious, strongly
relationship-focused, collaborative, and seek meaning in workplace and opportunity to learn. At workplace, they
appreciate clear direction, demand immediate feedback on performance, expect to be consulted, included in
management decisions, and desire constant intellectual challenge. Gen Y seeking a right and a new reality from
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work. They insist on working flexibly, choosing when and where to work. Gen Y is conservative and
non-conformist. They place high value on learning and development, career progression, and promotion. Gen Y
want to work in teams, be managed in an inclusive and participatory way, they has variety in the work they do,
work flexibly, and place relationships with peers among the top reasons for getting and keeping a job. Gen Y
has ambitions and expectations about work that are no different to their older work colleagues. They desire for
work that gives them opportunities for learning and developing. Gen Y’s expectations of autonomy in how,
where and when they work reflects continuing, decades-old calls for greater employee autonomy.

(Puybaraud, M., 2010) also mentioned that Gen Y is techno-savvy that bringing into the workplace a load
of cultural diversity, habits and behaviours inhibited in the way they act, work, communicate, exchange and
relate to their environment, people and their management. Similarly to other researchers, Puybaraud feels that
Gen Y values are sustainability; they are flexible, mobile, collaborative and unconventional. Gen Y prioritises
opportunities to learn, work colleagues and corporate culture & value when it comes to deciding for which job
to apply. Gen Y is the most demanding generation. Gen Y thinks that workplace is a social construction and
work is social, going to work is about meeting people and socialising within the working community. Gen Y is
team focused and places a great importance on work with and amongst a team.

(Eisner, S., 2005) also mentioned that Gen Y want intellectual challenge and the needs to succeed, seeking
those who will further its professional development, strives to make a difference, and measures its own success.
Meeting personal goals matter to Gen Y, as is performing meaningful work that betters the world and working
with committed co-workers with shared values. Gen Y socialized in a digital world and has mastered technology
that multitasking is a habit it takes into the workplace, where it tends to instant message its contacts while doing
work. Gen Y has lived with strong social stressors ranging from pressure to excel in school to parental divorce
and one-parent homes. It is accustomed to being active in family decisions and is likely to expect to contribute
to decisions in employer organisations. In the workplace, Gen Y tends to favour an inclusive style of
management, dislike slowness, and desire immediate feedback about performance. It is a truly global
generation, socially conscious and volunteer-minded and positioned to be the most demanding generation. If
treated professionally, it is likely to act professionally. Gen Y performs best when its abilities are identified and
matched with challenging work that pushes it fully. Speed, customization, and interactivity -two-way non-
passive engagement, are help to keep Gen Y focused.

Gen Y and their Career:

(Kelan, Gratton, Mah and Walker, 2009) found that Gen Y reflected upon their life and career options and
make choices that are influenced by their own experiences form part of the options they choose for their future
development. Gen Y wants to have a career where they are challenged and can grow with the challenges. Rather
than being bored, they prefer jobs which stretch them and if they are no longer challenged they would consider
moving on.

The second aspect of careers is self-improvement and enjoyment. Gen Y wanted to improve through formal
and informal education to avoid stagnating. They did not want to feel as if they simply have to work but also to
enjoy their jobs.

Colleagues are important to Gen Y as they take their colleagues as friends and saw them as an important
aspect of having fun at work. Gen Y emphasised that their careers are going to be different from their parents’
careers. They would leave their organisations to a greater degree than other generations. One of the most
common reasons given for leaving an organisation was that individuals had not been promoted or were not
developing any more. They are aware that they will have shorter job tenures, they talked about how the world
they live in and spoke about how they profited from educational opportunities.

Gen Y. talked about how opportunities had changed significantly with people settling down later and with
many women remaining in employment despite having children. The researchers also feel that Gen Y. sees their
career characterised by endless opportunities. These young employees could see their careers developing in
various directions and there was no clear pattern in the responses they provided. Gen Y. sees the world open to
them for their taking and believe they are in-charge of building their careers through taking positions that would
provide opportunities for self-development. Gen Y. wanted to pick up new skills and work on engaging projects
to remain motivated.

Now days, most young employees were affected by the economic downturn. The researchers also found
that the reaction of Gen Y. to the changed economic climate was varied: some put their career moves on hold
while others accepted insecurity as a fact of life. Some lowering of their expectations of their jobs for fear of
being unemployed, meaning that in this economic context they are less demanding. For others, unemployment
was even seen as opening new opportunities to travel or explore different career options. Gen Y. with their
flexibility as their greatest asset in being able to cope with the economic crisis. During the economic crisis, the
reflexive potential of reinventing one’s life becomes particularly visible and a useful asset.

(Eisner, S., 2005) also mentioned that Gen Y's entrance in to the workplace would seem to present many
opportunities in today's competitive organisations in which high performing workers are an asset and
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demographic shifts point to impending labour shortages. She feel that Gen Y have high expectations of personal
and financial success, hard work pays off, and have a get-it-done result-producing attitude. They are inclined to
plunge into work they find interesting and important even when they know little about it.

Gen Y value teamwork and fairness and be more positive on a range of workplace issues including work-
life balance, performance reviews, and availability of supervisors and they have a strong sense of company
loyalty (Eisner, 2005). Additionally, Gen Y does not have workplace stress than the other workers and is as
satisfied as the others with retirement and health benefits.

Gen Y equates job satisfaction with a positive work climate, flexibility, and the opportunity to learn and
grow more than any prior generation. Compared with other generations, Gen Y has less respect for rank and
more respect for ability and accomplishment. It is likely to trade more pay for work it feels is meaningful at a
company where it feels appreciated. Gen Y value respect and wants to earn it.

Acknowledgement and freedom to perform as it finds best matter to Gen Y. Additionally, Gen Y dislike
menial work, lack skills for dealing with difficult people, and be impatient. Less than half Gen Y thinks they are
confident or prepared to enter the workforce. Their strong technical skills are not matched by strong soft skills
such as listening, communicating, and independent thinking, being a team player, and managing time. Gen Y
rating employers lower than other employees do on being treated fairly, getting necessary cooperation from
others, and having opportunity to do interesting and meaningful work. Moreover, Gen Y looks for instant
gratification rather than long-term investments of time and effort. They often prefer being given time off to
receiving money.

Coaching & Communication at Workplace:

A report from The (GMP Group and TEMASEK Polytechnic, 2009) mentioned that Gen Y believes that the
most important for their leaders to be caring, inspiring and competent. Gen Y prefers working with relationship-
oriented leaders, while their managers may be more comfortable with a task-oriented leadership approach at the
workplace. Gen Y wants their managers to show their softer, more people-oriented side.

(Kelan, Gratton, Mah and Walker, 2009) stated that Gen Y has a strong need to self-manage their work.
They want to be given goals and targets but want to be left to their own devices to get the job done. They want
their managers to be coaches and help them to navigate their work and life and to support their development.
The researchers also found that Gen Y want to learn fast, to adapt with speed and to change tack with elegance
and to do this they need more frequent feedback and more support and mentoring. This generation can manage
their own learning and how they can work with their peer groups to create a more frequent flow of information
and feedback.

(Puybaraud, M., 2010) also found that Gen Y is appreciate clear direction, demand immediate feedback on
performance, expect to be consulted and included in management decisions, and demand constant intellectual
challenge, opportunities for learning, and meaningful work. Part of the challenge is to manage attitudes.

Salary, Benefit and Reward:

In the report of (Berry, M., 2008) pointed out that as Gen Y have witnessed their parents working tirelessly
in pursuit of higher salaries and promotions, these young people does not want to be in the same way. Gen Y has
different priorities when searching for jobs. They care about salaries, flexible working, and a better work-life
balance. Gen Y places money and status high on the agenda. Additionally, they want freedom at work,
international travel, the chance to take sabbaticals and to work for a good employer brand. Gen Y is looking for
employers to offer this range of workplace benefits and rewards. Salary and bonuses was one of the most
important factors in choosing a job, along with holiday entitlement and recognition for good work. Factors such
as 'working for a good name', flexible working, opportunities for sabbaticals and international travel featured
much further down their list of priorities. Learning and development was ranked as one of the most important
job factor. But when asked what would be the most important employee benefit to them, they said pay. They
would prefer their employer to offer cash as an incentive to boost performance, with other incentives registering
on their radars. A combination of heavy student debt, struggles to get the property and the rising cost of living
all seem to be playing their part. In the current economic climate, the focus on money was unsurprising. It is
common to find that younger people prioritise basic needs over other job factors. Although it is disappointing to
confirm that the needs of Gen Y are dominated by monetary factors, it is encouraging though to see that learning
and development remains high on the list for Gen Y. Retirement may seem a long way off to those who have
just left university or are about to enter the workplace. Gen Y believes they are too young to start thinking about
pension. They are less focused on factors which they see as applying to them only in the future. This holds true
for other benefits such as flexible working options, childcare benefits and holiday entitlement. Gen Y
undoubtedly lives in the present, rather than looking to the future.

Report from The (GMP Group and TEMASEK Polytechnic, 2009) also mentioned that Gen Y had high
salary expectations in spite of the economic climate. But the top factors that motivate Gen Y to remain in an
organisation are the opportunities for career advancement, good work-life harmony, and good relationships.
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Organisations should retaining Gen Y through the provision of career advancement opportunities. Gen Y thinks
that the key challenges to establishing work-life harmony are workload, time, and a lack of support from senior
management. During the current economic downturn, it is important to recognise that these challenges may
prove to be even more difficult to surmount, as organisations shift their core emphases to issues of economic
viability and survival.

Technology and Gen VY:

(Puybaraud, M., 2010) mentioned that Gen Y has grown up with the Internet and mobile communications.
They are digitally, globally, and constantly connected. Gen Y is driving how mobile communication
technologies are used, initiating social behaviours that are transmitted to other generations. They supposed to be
able to navigate vast amounts of data, use multiple digital devices simultaneously and parallel process multiple
stimuli. Gen Y is networked, collaborative and highly social, expecting to be constantly connected to their social
networks, within and beyond company boundaries, and to work within a sociable environment with other
people. Gen Y’s rapid take-up of digital technologies, how they use them, and how they prefer to work is
challenging for business. New technologies have been adopted by entire generations. The internet, podcasting,
Twitter, Facebook, YouTube, Google, MSN and SMS are continuously on the mind of the Gen Y. Gen Y think
like entrepreneurs and value relationships, tech-savvy and creative, and environmentally conscious and mobile.
Gen Y is setting off a new wave of social and business transformation that will equal or surpass what the
Boomers achieved. This is because they have grown up with the Internet and mobile communications and are
digitally, globally and constantly connected. Again, they are driving how mobile communication technologies
are used, and they are setting behavioural trends that ripple through and influence social behaviour in other
generations.

(McEwan, 2009) also mentioned that digitally connected face-to-face, networked sociability is driving Gen
Y to form peer groups that become the context for their individual and collective behaviour. Having grown up in
the internet age, Gen Y are furious digital innovators. Gen Y uses communication technologies creating both
challenge and opportunity in the workplace. Gen Y’s communication and collaboration habits might not be
seamlessly absorbed within organisations. Gen Y have grown up with the internet and use these technologies as
second nature, absorbing data from multiple simultaneous sources and devices. One of the consequences of how
this young generation use social technologies is that they are familiar with self-organisation and distributed
leadership in practice. Gen Y use Facebook to manage the group effort and the sharing behaviour of tagging &
sharing photos and documents. This collaboration and sharing behaviours in Fackbook they used for
entertainment can easily transfer into the workplace. The social networking conversations are lead to greater
social cohesion among work colleagues and facilitate closer teamwork. Companies allowing this incidental
conversation could actually be creating competitive advantage, identifying people who know the right people
and sources of information. Social technologies are taking over from email for Gen Y. Technology is the buzz
word when it comes to Gen Y. Personal computers and the Internet has transformed both the home and school
environment. Gen Y is more technology savvy than any other group.

(Kelan, Gratton, Mah and Walker, 2009) also feels that Gen Y uses technology like no other. They reach
out to peers within their businesses, link in to associates in other businesses and build a significant virtual
network of friends across the globe. This is all good news for companies where networking and the rapid
dispersion of knowledge and collection of ideas is a crucial competitive advantage.

(Ruby, 2007) thinks that when new technology is introduced into the work environment, Veterans tended to
retire because they didn't want to make changes in their work habits. The Boomers usually do not expect the
new technology to work and often hold management responsible to fixing any problems related to the change.
Gen X often expects the technology to work, but not without problems, but Gen X will hold responsible in
improving the technology. Gen Y with their optimism and trust in establishment expect the technology will
never fail. Coming from an information technology background, it has been observed that Gen Y are more likely
than any other cohort to underestimate the labour and skills needed to provide the reliable computers and
communication networks that they use every day. Gen Y has certain expectations as demands that the
technology they need will be available to them. These youngest workers don't need to adapt to fit into the agile,
flat, team-based organizations older executives are striving to design. They just do it: They communicate, share,
buy, sell, exchange, create, meet, collect, coordinate, play games, learn, evolve, search, analyze, report,
program, socialize, explore, and even transgress using new digital methods and a new vocabulary most older
managers don't even understand.

Work Life Balance and Autonomy:

(Kelan, Gratton, Mah and Walker, 2009) think that Gen Y see work-life balance as important particularly in
relation to technology. Technology allows Gen Y to work flexibly but they recognised the negative work-life
balance impact. Some young employees worked long hours and saw this as essential for their job and to get
ahead. Some focused more on achieving work-life balance through for instance not working on weekends. Some
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were clear care about the impact of work on their life and saw the long hours working culture as harmful to
them. Regardless of which type these young employees took in respect to work-life balance one thing was clear,
the most important element in relation to work-life balance is that they want autonomy over when and how to
work. This autonomy is closely linked to the idea of self-managing and being in charge. Gen Y tends to being in
charge of their work, career and life. This generation vocal in expressing their needs, the period of time in which
they grew up shaped this mindset. For them jobs for life and delayed gratification are outdated concepts and Gen
Y do not expect this. In such a situation it is not surprising that keeping one’s own skills fresh and relevant and
looking for new challenging opportunities is not an expression of egoism but rather an expression of being
realistic about the workplace they inherit. During the economic crisis, it has shown that Gen Y are reflecting
upon and integrating the economic changes into their relationship to work and life in difficult times. Gen Y is
reflexive when it comes to careers and lives. Gen Y is in an ideal position to shape their own life courses by
reflecting upon, referring to, and making sense of past experiences and potential futures.

(Eisner, 2005) also mentioned that making a lot of money tends to be less important to Gen Y than
contributing to society, parenting well, and enjoying a full and balanced life.

(McEwan, 2009) feels that Gen Y seeks autonomy in how, when and where they work. Co-incidentally,
greater freedom and flexibility is beginning to emerge in workplaces for all demographics as work becomes
more mobile and flexible in response to a number of drivers. The pressures of attracting skilled and talents
people were in short supply in tight labour markets are now not so acute; retention of the best people remains a
critical concern for businesses. Flexible working therefore remains a crucial tool for holding on to key people so
that the business is ready for the up-turn when it comes. Many businesses are re-discovering in these challenging
economic times what some have known for a while, which is that flexible working can create substantial cost
savings on office overheads.

Research Methodology:

In the theoretical framework for this research is developed based on previous studies. The independent
variables are the job facets of Gen Y which are career enhancement, coaching and communication, salary,
benefits and reward, technology, work life balance and autonomy, relationship with colleague, and company
policy, while the dependent variable is the Gen Y’s behaviour at workplace. Based on the research objectives
and research framework developed, the following hypotheses are proposed:

H1 = Career enhancement is affecting Gen Y behaviours

H2 = Coaching & Communication are affecting Gen Y behaviours
H3 = Salary, Benefit & Reward is affecting Gen Y behaviours

H4 = Technology is affecting Gen Y behaviours

H5 = Work Life Balance & Autonomy are affecting Gen Y behaviours
H6 = Relationship with colleague is affecting Gen Y behaviours

H7 = Company Policy is affecting Gen Y behaviours

Population/Sample:

The target population in this study is individuals, regardless of nationality, born between 1981 and 1994 and
are currently located in Penang, Malaysia. The sample was randomly selected, regardless of the industry,
company size, job function or field of specialisation. Area probability sampling method was employed to collect
data. A total of 300 questionnaires were distributed randomly to individuals belonging to the age group between
17 to 30 years and are currently working in Penang, Malaysia. As according to parametric statistics, a minimum
sample of 100 is required (Diamantopoulos and Schlegelmilch, 1997), we believe that should we be able to
collect 50% of the distributed questionnaires, we will comply with the requirements for sample size.

Survey Instrumentation:

Data is collected via distribution of questionnaires to targeted population. Questionnaire was chosen as it
saves time and provides a better level of anonymous if compare to face-to-face interview. The questions were
formulated based on the factors that influence the behaviour of Gen Y at workplace as reported in the literature
review. The questions are constructed to be simple and straightforward so as not to appear ambiguous and not to
confuse respondents. The earlier part of the questionnaire consists of questions to establish the demographic
profile of the respondents eg. the age group, level of education, employment status, nature/category of work,
number of years of working, and types of business/industry. The respondents are also asked the number of times
that they switched jobs. The later part of the questionnaire contains questions regarding the factors that influence
the behaviour of Gen Y at the workplace. Respondents will be asked to select the scale point that can reflect
their feelings towards the associated statement most accurately. 5 questions will be used to measure a single
variable to reduce the risk of misunderstanding and swaying of view on a particular question. The mean score
for the answer from the same group of questions will be used as the reading in statistic analysis. A computer
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software package, Statistical Package for the Social Sciences, SPSS will be used to ease the process of statistical
analysis.
RESULTS AND DISCUSSION

Out of the 300 randomly distributed questionnaires a total of 211 questionnaires, or 70%, were collected.
However, only 204 sets of questionnaire were found to be satisfactorily completed. Detailed breakdown of
respondents profile are furnished at Appendix 1 of this report. A total of 111 respondents (54.4%) were from the
age group of between 21-25years old, 77 respondents or 37.7%, were between 26-30 years old, and 16
respondents (7.8%) were below 20 years of age. 75% of the respondents have post-secondary education, of
which about 35% have a certificate or diploma, about 38% with bachelor’s degree, while about 2% have a
master’s degree, PhD or higher. The rest of the 23% of the respondents have primary or secondary education
while about 2% do not have any formal education. 91% of respondents are employed either on a full time or part
time basis, 8% are full time students and 1% is unemployed. Of the employed respondents, about 68% are
employed full time, 10% are casual or part time workers, and 13% are employed and studying part time. Of the
91% or 185 respondents who are employed, about 68% hold junior executive positions, 26% are senior
executives, 15% hold management posts, 3% are senior managers, and almost 3% are business owners. About
79% respondents have less than 5 years work experience, while the rest of 21% have more than 5 years work
experience. 18% of respondents have less than one year work experience, 35% have 1 year to 3 years
experience, 26% have 4 to 5 years work experience, 14% with 6 to 10 years experience, and 7% respondents
have more than 10 years work experience. Most of these young employees (76 respondents 37.3%) were
involved in sales & marketing which are peer oriented business activities. 44 respondents (21.6%) involved in
financial & investment, 49 respondents are young engineers, 21 respondents (10.3%) were involved in
administration or human resource, 11 respondents (5.4%) involved in art & design and 3 respondents (1.5%)
involved in the hospitality or tourism. 75 respondents (36.8%) have never switch their job and with a similar
amount of respondents switched not more than 3 times in their current career. 40 respondents (19.6%) switched
4 to 5 times job and 9 respondents (4.4%) switched 6 to 10 times, and 5 respondents (2.5%) have switched more
than 10 times.

Reliability Analysis:

The items that represent each individual factor were subject to reliability analysis. The results are as per
Table 2 in Appendix. The computation of the Cronbach Alpha will determine the exten of agreement between
respondents for each dimension. Within the range of 0 to 1, a higher score indicates higher reliability. The
Cronbach’s coefficients alpha values for all factors that ranged from .8078 to .8668 indicated good inter-item
consistency for each factor (Nunnaly and Berstein, 1994). The reliability of a measure is established by testing
for consistency and stability of data collected. Consistency of data shows the degree an item is independently
measured of a concept. Reliability analysis was used to measure the goodness of data. In this analysis, it shown
that all variables are considered reliable. The independent variable which registered the lowest value is Salary,
Benefit & Reward with a value of 0.8075, and the independent variable which recorded the highest value of
0.8668 is Relationship with Colleague.

Descriptive Analysis among All Variables:

A low standard deviation indicates that the data points tend to be very close to the mean, whereas high
standard deviation indicates that the data are spread out over a large range of values. The detail results are as per
Table 3 on the Appendix of this article. The mean for all variables ranges in between 3.1969 to 4.0253. The
mean and standard deviation for independent variables measures which are Career Enhancement, Coaching &
Communication, Salary, Benefit & Reward, Technology, Relationship with Colleague, and Company Policy
were 3.5139, 3.7761, 3.1969, 3.7843, 3.7794, 3.2508 respectively; whereas for moderating variable, Work Life
Balance & Autonomy have the highest mean of 4.0253 and the lowest standard deviation .62474. Finally for
dependent variables Gen Y’s General Behaviour have the mean of 3.8922, and Standard Deviation of .64567.

Multiple Regression Analysis:

The hypotheses and the research questions were tested for multiple regression analysis. The detail results
are as per Table 4 of the Appendix of this article. Based on the regression analysis done to determine the factors
that affecting Gen Y behaviour specifically in Penang state, work life balance & autonomy was found to have no
significant effect (sig. t=0.378) on Gen Y intention. The relationship with colleagues was at (sig. t=0.917) and
company policy (sig. t=0.722) does not significantly affect Gen Y behaviour at workplace in Penang. Salary,
benefit & reward was found to be significantly affect Gen Y behaviour at workplace with (sig. t=0.000) and
negative beta of (-0.247). These three (3) elements: Career Enhancement (sig. t=0.003), the Coaching &
Communication with their employers (sig. t=.000) and the needs of Technology (sig. t=0.001) has gain positive
respond from Gen Y in Penang state and significant affecting their behaviour at workplace. All the independent
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variables can only explained 37.2% (R?=0.372) variation that affecting Gen Y behaviour at workplace in Penang
state. Durbin-Watson fell within the accepted range of 2.162; therefore there was no auto correlation problem
with the data. Multi-colinearity problem does not exist in this regression model since condition index, VIF and
tolerance fell within the accepted range (Condition index=29.352, VIF=1-10, tolerance=0.1-10). The histogram
indicates that data used in this study is normally distributed and F-value is found to be significant at 1%
significance level (sig. F=0.000). This concludes that the regression model used in this study is adequate or in
other words, the model is fit.

Effect of Demographic Factors on Gen Y Behaviours:

One-Way ANOVA was used to find out whether the demographic factors have any significant effect on
Gen Y behaviour at workplace in Penang state. This technique examined the variability of the observation
within each group as well as the availability between the group means. Therefore, it was conducted to find out
whether the various groups are different in respect of affecting Gen Y behaviours. Details of the results for One-
Way ANOVA testing are as per Table 5 in the Appendix of this article. The results of the analysis show that the
education level and employment status has significant effect on the Gen Y behaviour at workplace in Penang
state. Duncan shows that respondents with higher education are significantly different from those with lower
level of education. Fulltime employees are also different from part timers.

Discussion:

The purpose of this study was to access and understand the factors affecting Gen Y i.e. 17-30 years old
young employees’ behaviours at workplace in Penang. It also discussed the importance to understand what
things matter most to these young workers. This study focused on seven different dimensions namely Career
Enhancement, Coaching & Communication, Salary, Benefit & Reward, Technology, Work Life Balance &
Autonomy, Relationship with Colleague, and Company Policy. The data reveals a fascinating insight into this
new generation and how they are and behave. The initial results confirm the characteristics that are attributed to
Gen Y. After analysis, the results revealed that not all of the seven factors have influence on Gen Y behaviour at
the work place in Penang. Based on the results of regression analysis done to determine the factors that
affecting Gen Y behaviour specifically in Penang state, the factor of Work Life Balance & Autonomy,
Relationship with Colleague, and Company Policy were found to have no significant effect on Gen Y intention
which is against the findings in earlier studies which say that that work life balance & autonomy are affecting
Gen Y behaviour at workplace. While the factors of Salary, Benefit & Reward, Career Enhancement, Career
Enhancement the Coaching & Communication with employers, and Technology were found to have significant
influence on Gen Y behaviour at workplace which is consistent with findings reported by previous researches.

Coaching, Communication & Gen Y’s Career Enhancement:

The factors of Coaching, Communication, and Career Enhancement are found to have significant influence
on Gen Y’s work place behaviour in Penang. Based on these findings, leaders or the immediate supervisor
should model the expected behaviour for their Gen Y subordinates and interact with them to create a sense of
enjoyment and challenge at work. Movement toward to cultural openness and transparency is highly
recommended as this is an investment in programs to encourage teamwork and flexibility. Task lists and
timelines should be discussed how and when to reach goals before start work. Job conditions that cannot be
attained should not be promised, as doing so will give Gen Y feeling disappointed and betrayed. Gen Y should
be given the chance to contribute to a greater good and to work as for a socially responsible company. The
organisations can recruit and retain Gen Y using innovative strategies tailored to Gen Y characteristics which
include on-site training, mentoring programs, and giving early chances to do meaningful work. Leaders should
move away from traditional authority and instead, engaged in one-on-one negotiation and coaching with
employees. As per findings of the study, Generally, Gen Y considers opportunities for career advancement and
good relationships as major key factors to influence their stay in organisations. This can be achieved via
effective communication which is possible through regular communication between staff and management to
maintain good relationship, performance management, and to show recognition to Gen Y’s contribution at
workplace. Gen Y always wants their leaders to demonstrate care at the workplace. Coaching is the practical
means to demonstrate care and is a performance-driven process focused on relatively short-term objectives,
tasks and goals. Through coaching, leaders help subordinates improve performance and meet business
objectives. Therefore, coaching is one of the major key strategies to engage Gen Y at the workforce, also a
major driver of organisational performance.

Salary, Benefit & Reward:

The study has also revealed that the level of employee performance on the job might be proportional to the
size of their pay. But salary increase and bonuses for performance have a very limited short-term effect. The
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extra money soon will come to be regarded not as an incentive but as an entitlement. Gen Y may be high-
maintenance, but they’re highly committed and idealistic, and determined to do work at what they believe in.
Gen Y cares most about their salaries. As peoples’ lifestyle are changing, working conditions are also changing.
With a higher need for talented young employees that entering the workplace with large numbers, the
atmosphere is different from generations before. Flexible working conditions may enable creativity while a
higher cost of living and higher education levels that require an increase in salary. Gen Y is aware that hard
work is required in order to attain greater financial rewards and responsibilities. Sometimes, Gen Y has
unrealistic expectations regarding rate of salary advancement and increased responsibility. Employers need to
ascertain whether the benefit packages are fit for purpose. Gen Y doesn't mind working hard if the rewards are
commensurate their efforts. They want to see the given benefits package flexing as they go through different
stages of their career. Organisations must review the benefits they offer to Gen Y as their careers develop.
Flexibility has become more important.

Technology for Work and Social Networking:

The findings of this study also reveal that technology has significant influence on Gen Y’s work place
behaviour in Penang which is also consistent with previous research findings. The presence of technology in the
workplace and our day-to-day life has creating changes at the workplace: from the integration of advanced
technological solutions at workplace to enhancing the ways of working, communicating and collaborating in the
workplace. Level of productivity is expected to increase and level of creativity be enhanced with the uses of
technologies. Technology is one of the major key factors for productivity as employees find it easier and more
effective to work when equipped with the right IT to help get the job done. As they have grown up with
technology, Gen Y depends on technology so much, it is crucial to consider the place of technology at
workplace. Gen Y does not expect but assume that the latest technology and diverse communication methods
they grew up with will be ready and present in the organisations where they work for. Technology is altering the
face of organisations in more ways than just by improving productivity and smart employers would do well to
pay attention of what this technologically savvy generation has to offer. Managers and supervisors need to be
ready to provide Gen Y with the modern tools they need to get the job done.

Connecting, talking, sharing, tagging, and creating and distributing content through social networking is a
natural behaviour for Gen Y. They are taking their social habits into the workplace to the enormous advantage
of the organisations. Employing a member of Gen Y and will get the advantage of their entire network, which
they have brought with them to work through their permanent connectivity. Online articles, blogs, publications,
research and books have also indicates a growing appreciation of the business advantages of social networking
technologies. How is Gen Y using social networking technologies? Gen Y is Facebook fans widely. Status
updates through Facebook or Twitter begins to be more engaging as friends have elected to follow what others
say. Communication within a wider network of weaker connections creates opportunity for water cooler
conversations and the opportunity to get to know a larger and more diverse group than would be possible face-
to-face. Social technologies amplify collective intelligence within and across enterprise boundaries. Used in a
corporate setting, the technologies connect previously unknown colleagues around common interests and
specific topics, exchanging, sharing, learning and finding answers. Another benefit of the technologies is that it
shrinks social distance within a distributed workforce. Gen Y is unleashed the social networking genie. Smart
businesses know that technologies have no turning back but on-going learning to embrace the social revolution,
adapting the business processes and they ways of working and managing. The synergy and cooperation within
teams and individuals in the workforce tends to highlight the overall collaborative environment. Gen Y is a
social and collaborative workforce. There are social animals and are at ease about communicating remotely and
using web technologies. Access to collaborative working environment in the 21st century workplace is clearly
unavoidable.

Conclusions:

The factors that have influence on Gen Y’s work place behaviour should be used to attract the younger
workers to companies providing those such as technological advance work place, allowing for social
networking, salary package that commensurate hard work and potential for self development. These factors if
used correctly may also help retain talents in the organization which lessen the costs of recruitment and
retraining. Some of the limitations of this study is that the researcher distributed and collected the questionnaire
via proxies in several companies. This has caused a clustering effect in the sampling procedure, but it seems to
be the best way to distribute the questionnaire to several companies in the same time, especially when the
researcher was not a part of these companies. Secondly, there are many other factors influencing Gen Y
behaviour at workplace as observed in the literature review. Due to the time and resources limitation, the
researcher could only select 7 possible factors in this study as too many questions in one questionnaire may
chase the potential respondents away. A joint venture research from a few researchers could have a better
solution for compiling a comprehensive survey that involving more variables. Lastly, one of the questions was
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dropped out in the analysis due to cross factor loading. Dropping out this question more or less will affect the
reality of the situation trying to be delivered by the respondents. A review on the questions used may improve
the result. We would like to recommend that further studies be conducted to identify a more solid basis for
managerial strategies optimal for Gen Y. Typical of their cohort group, most of the Gen Y students worked part-
time for years. But would the responses of full-time Gen Y workers who are not students be different? Are
factors relating to our Gen Y students' need to balance school and work, as well as social life, instrumental in
their responses? Would Gen Y working in different industries respond the same way? Does the impact of
generational factors moderate or accentuate as a worker ages? Does the gender or race affect the perceptions and
satisfaction of Gen Y workers? Do multinational corporations face special intergenerational challenges given
variances in their workers' socialisation? These questions not only shed light on the bafflement many
contemporary managers are expressing, but also reflect the intricacies of the important work to be done by those
engaged in local research.

Table 1: Demographic Characteristics of Respondents.

Variables Categories Frequency Percentage (%)
Age Below 20 years old 16 7.8
21 to 25 years old 111 54.4
26 to 30 years old 77 37.7
Education Level No Formal education 5 25
Primary / Secondary School 46 225
Certificate / Diploma 72 35.3
Bachelor's Degree 76 37.3
Master's Degree, PhD or Higher 5 2.5
Employment Status Employed full time 139 68.1
Casual or Part Time 20 9.8
Employed & Part Time Student 26 12.7
Full Time Student 17 8.3
Unemployed 2 1.0
Job Category Junior Executive 108 52.9
Senior Executive 52 255
Management 31 15.2
Senior Management 7 3.4
Business Owner 6 2.9
Years of working life Lesser than 1 year 36 17.6
1to 3 years 72 35.3
4 to 5 years 53 26.0
6 to 10 years 28 13.7
Above 10 years 15 7.4
Type of Business or Industry Sales / Marketing 76 37.3
Financial / Investment 44 21.6
Technical / Engineering 49 24.0
Human Resource / Administration 21 10.3
Art & Design 11 5.4
Hospitality & Tourism 3 1.5
How many times you have Never 75 36.8
switched your job 1to 3 times 75 36.8
410 5 times 40 19.6
6 to 10 times 9 44
Above 10 times 5 2.5
Current Living Arrangement Renting 51 25.0
At home with family paying board 63 30.9
At home with family not paying board 41 20.1
Home Owner 35 17.2
Others 14 6.9
Current Financial Situation I have no debt 73 35.8
| am repaying loans 63 46.1
I have unpaid bills 41 8.8
I have credit card debt 35 3.9
| have more than 1 debt 14 5.4
Table 2: Results of Cronbach Alpha for Reliability Test.
Variables Number of Items Items Dropped Cronbach Alpha
Gen Y’s General Behaviour 7 1 0.8220
Career Enhancement 6 - 0.8585
Coaching & Communication 6 - 0.8457
Salary, Benefit & Reward 6 - 0.8078
Technology 6 - 0.8157
Work Life Balance & Autonomy 6 - 0.8507
Relationship with Colleague 6 - 0.8668
Company Policy 6 - 0.8199
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Table 3: Descriptive Analysis of the Study Variables.

Variables Mean Standard Deviation
Gen Y’s General Behaviour 3.8922 0.64567
Career Enhancement 3.5139 0.70435
Coaching & Communication 3.7761 0.67320
Salary, Benefit & Reward 3.1969 0.68011
Technology 3.7843 0.66711
Work Life Balance & Autonomy 4.0253 0.62474
Relationship with Colleague 3.7794 0.71276
Company Policy 3.2508 0.68239
Table 4: Multiple Regression Analysis.

Variables Beta t-Ratio Sig. t
Career Enhancement 0.213 2.957 0.003
Coaching & Communication 0.308 4.557 0.000
Salary, Benefit & Reward -0.247 -4.055 0.000
Technology 0.258 3.462 0.001
Work Life Balance & Autonomy 0.063 0.883 0.378
Relationship with Colleague 0.007 0.104 0.917
Company Policy -0.023 -0.356 0.722

R?=0.372 Durbin-Watson = 2.162
F=16.617 Sig. F = 0.000 Condition Index = 29.352
Table 5: Results of One-Way ANOVA:
Factors F SigF
Age 0.966 0.410
Education Level 3.195 0.014
Employment Status 3.363 0.011
Job Category 1.380 0.242
Years of working life 1.339 0.257
Type of Business or Industry 0.542 0.745
How many times you have switched your job 1.850 0.120
Current Living Arrangement 0.562 0.690
Current Financial Situation 1.757 0.139
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