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ABSTRACT 

This study aims to examine the impact of talent management practices on employee retention in Malaysian GLCs. 
A digital talent survey by the Strategic Change Management Office (SCMO) and the Social Economic Research 
Initiatives (SERI) revealed that key tech roles, including Big Data Analytics, Data Science, Cybersecurity, Artificial 
Intelligence, and Cloud Computing, often remain unfilled for over three months. The study examines the 
relationship between perceived organizational support and employee retention. Data were collected from 164 
employees through questionnaires, and the research hypotheses were tested using the Partial Least Squares 
Structural Equation Modeling (PLS-SEM) technique. The findings indicate a positive relationship between 
perceived organizational support and employee retention. Retaining talent is essential for GLCs to achieve long-
term sustainability, as effective employee retention contributes significantly to organizational stability, profitability, 
and overall development. Retaining talent in this century is very challenging and employers in  this context need 
to play a crucial role , they need to emphasize those potential talent and identifying several approach it means 
exploring and conducting initiatives to retain employees and assessing employees’ preferences, intrinsic and 
extrinsic factors, such as  interesting and satisfying work, opportunities for education, self -development and career 
progression, fair working conditions, a sense of self -realization, and competitive performance -based 
remuneration, are essential to retain the talents. 
 
Keywords: Employee Retention, Perceived Organizational Support, Government Link Companies, Talent 
Management, Intrinsic & Extrinsic Factors. 

INTRODUCTION 

Government-Linked Companies (GLCs) in Malaysia play a vital role in national economic development, 
contributing significantly to GDP growth and employment (Almuhatresh et al., 2022). However, talent retention 
remains a persistent challenge, particularly due to intense competition from private and multinational corporations 
(Malarvizhi et al., 2024). Perceived Organizational Support (POS) has increasingly been recognized as a critical 
factor influencing employee retention. Therefore, it is essential for GLCs to take strategic action, especially in light 
of concerns that Malaysia may not have sufficient talent to meet the evolving demands of the business sector 
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(Oladapo, 2014). Organizational support plays a crucial role in addressing this issue by fostering employee 
engagement, loyalty, and long-term commitment and retention will be improved when employees are offered 
rewards and compensation and can balance work and life activities and this through the support, they perceived 
from the organization itself (Lim et al., 2024). 

Talent is a critical asset for organizations and Government-Linked Companies (GLCs). However, a major 
challenge they face is the shortage of skilled personnel, which is particularly significant given the need for GLCs 
to stay competitive and maintain profit growth (Leong et al., 2024). Effective talent management offers a 
comprehensive approach to supporting employees throughout their careers, focusing on skills development, career 
progression, and fostering a positive employee experience (Alshehri et al., 2024). Retaining talent across all 
industries within GLCs is essential to fully meet industry demands and supply needs. This view is supported by 
Salleh et al. (2023), who emphasize that understanding individuals’ strengths and maximizing opportunities for 
them to apply these strengths is a key component of talent retention. 

The growth profit in GLC is influenced by the manpower in the organization and as a part of the government’s 
strategic move and mechanism (Periasamy et al., 2025) to better manage its economic performance, in ensuring a 
balanced socioeconomic ingredient which include the fact of being a multi-racial nation, political factors, education 
and social well-being factors (Sivagurunathan et al., 2024).  

The roles of perceived Organizational Support on talent are important and by reinforcing a positive culture 
and talent who perceive high levels of trust, and empathy, and inclusivity from their employer, and feel inspired 
and motivated at the workplace, are more likely to align themselves with the company and less likely to leave, as 
supported by Cheese at .al (2008).  

Therefore, it is highly important in managing the talent and it involves identifying high- potential individuals, 
developing their skills, and nurturing their career progression within the organization.  

Problem Statement  

In Malaysia, the attrition rate rose to 16.2% in 2023, up from 14.9% in 2022, reflecting evolving talent strategies 
and the persistent mismatch between talent supply and demand (The Times, 2024). A digital talent survey by the 
Strategic Change Management Office (SCMO) and the Social Economic Research Initiatives (SERI) revealed that 
key tech roles, including Big Data Analytics, Data Science, Cybersecurity, Artificial Intelligence, and Cloud 
Computing, often remain unfilled for over three months (Haibin et al., 2022). This underscores the high demand 
and the challenges in recruiting for these specialized skills. The inability to retain talent in these critical areas poses 
significant risks and potential losses for companies (Birruntha, 2021). 

Although Malaysia's economy continues to grow and absorb increasing numbers of workers, the demand for 
specialized skills has surged sharply. In fact, the 2025 Randstad Job Market Outlook highlights that 56% of 
Malaysian employers cite a lack of qualified talent as their most significant hiring challenge (Osman et al., 2022). 
This growing skills gap clearly undermines GLCs’ ability to recruit and retain talent, thereby threatening their long-
term productivity and competitiveness. 

Research Objective  

To examine the relationship between perceived organizational support and employee retention. 

Research Question  

Is there a relationship between perceived organizational support and employee retention? 

LITERATURE REVIEW 

Perceived Organizational Support 

According to Gouldner (1960) suggested that when an employees deal with his or her employer, he must have 
the responsibility to respond positively. Eisenberger and his colleagues (Armeli et al., 1986) argued that high 
organizational support leads to an obligation to refund the organization for its attention to socio emotional needs. 
This motivating responsibility to reciprocate yields increased performance and greater effort (Eisenberger et al., 
1990).  

Moreover, assistance is provided to workers by high levels of organizational support (Kraimer, Wayne, & 
Jaworski, 2001), not only in stipulations of socio emotional needs but also in terms of equipment, ideas, funding, 
technology, and physical assistance (Eisenberger et al., 1986). Lacking such resources, it is very difficult to achieve 
quality work and performance expectations from the employees in the organization.  

Based on the study by Al-Taie and Khattak (2024), perceived organizational support is crucial in developing 
the exchange relationship between employees and organizations. This relationship in turn leads to increased job 
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satisfaction and a reduction in employees' intention to leave (Soon et al., 2025). Such support is essential for 
motivating talented individuals and enabling them to maximize opportunities in their career paths. 

Employee Retention  

Talent retention is crucial for Government-Linked Companies (GLCs), especially given the intense 
competition from other sectors. Understanding the factors that influence an employee’s intention to stay is 
essential for organizations aiming to retain top talent. As noted by Kumaran (2021), retaining good employees 
remains one of the most pressing challenges across industries. 

To address this, organizations must implement effective strategies throughout the talent lifecycle, including 
during the recruitment process, and through comprehensive talent management policies and practices. These 
efforts can significantly reduce employees’ intentions to leave (Frankeiss, 2008).  

Furthermore, successful employee retention is not just about keeping individuals within the organization-it 
also involves ensuring that those who remain are satisfied in their roles and see the organization as one that 
supports both their personal and professional development (Thandaithabany, 2024). In essence, the key to 
retaining talent lies in offering development opportunities that align with both the employee’s personal goals and 
the organization’s vision and mission. Talented individuals are more likely to remain loyal when they see a clear 
path for career growth and progression ( Sivagurunathan et al., 2025). 

The Relationship Between Perceived Organizational Support and Employee Retention  

Talents are the primary assets in an organization, their roles and responsibilities are important in managing the 
organization, therefore there are strong relationships between the organizational support and employee retention 
(Chowdhury et al., 2023). If they perceived the full support from the organization they are proactively engaged and 
remain in the organization and this supported by Hassan and Mohd Asri (2020), that talent management is the 
linked to organization capacity to retain workers. As the process in talent management practices involve developing 
and improving and enhancing human capital performance in driving success to satisfy the interest of the 
stakeholders. According to the study by Thongoum and Channuwong (2024), it shown that talented people possess 
particular aptitude, ability and skills that allow them to work effectively and enhance the success of the organization 
(Sellamuthu et al., 2024). Retaining and providing a strong support it influences, increases and strengthening 
employee’s perception towards the organization, perceived organizational support is game charger – for the talent 
when employees feel valued and supported, job performance increases, and the effects ultimately ripple through 
global corporate effectiveness (Aziz et al., 2022).  

Retention on talent is crucial to meet the business requirements and reducing the turnover rate (Alex et al., 
2025). The impact of this will help the organization to sustain in future, and in this context, employers need to 
remain in the organization (Haque et al., 2024). By providing employees with support throughout investment can 
be beneficial for the organization and the consequences of this the talent will remain stay (Weng et al., 2023). When 
talent perceives strong organizational support, they are more likely to feel a sense of belonging within the 
organization - a factor that, in this context, contributes to sustaining a competitive advantage (Aziz et al., 2025). 

Furthermore, as supported by Godfrey (2010), if organization shows appreciation on the efforts and 
contribution by employees, they will feel satisfied and attached to their organization (Ganesan et al., 2024). 
Therefore, retaining employees has become one of the major priorities of organizations to prevent the loss of 
competent talent (Kibui et al., 2014).  It is essential for the organization to retain the talent as the replacement cost 
for the employee leaving the company is estimated to be up to two times the employee’s annual salary (Irshad, 
2014).  If an employee leaves the company, the organization not only lost the employee, but at certain point the 
they might also lose the customer and client who were loyal with the employee, knowledge of production, current 
projects, competitors and past history of the organization (Irshad, 2014).  

Research Framework 

 
Source: Created by the Authors 

 

Perceived Organizational 
Support 

Employee Retention   
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Hypothesis Development  

H1: There is a significant and positive relationship between perceived organizational support and employee retention  

RESEARCH DESIGN  

The sampling technique for this study is based on non-probability sampling and the target population in this 
study consists of 475 GLCs and the items in the construct was measures and the measurement items were measured 
using likert scale ranging from strongly disagree (1) to strongly agree (7). And the group of employees are from 
those that classified under talent, the measurement items for this study were adopted from Eisenberger et al. (1986) 
and for employee retention (Malnaad et al., 2022).  

The sampling size for this study refers to those employees under talent pool and these group of employees are 
performing well and they do provide reliable information (Pathmanathan et al., 2022). Furthermore, another reason 
for this selection is they are classified under high performing and they are able to provide reliable information for 
this study (Tripathi et al., 2024).  

The IBM Statistical Package for Social Science (SPSS) version 23 and SmartPLS version 4 were the two main 
software packages used to examine the data collected and conduct analysis for this study (Liaw et al., 2024). This 
study used average variance extracted (AVE) to examine convergent validity, composite reliability (CR) to test the 
model's internal consistency, individual reliability of outer loading indicators, and the Fornell-Larcker criterion to 
test discriminant validity (Mehta et al., 2025). Although PLS-SEM can be used to handle data with a non-normal 
distribution (or skewed distribution), a non-parametric bootstrap method is preferred for assessing the applicability 
of structural model coefficients like path coefficients (Hair et al., 2014). 

All of the  factors  were  measured  using  the  respondents'  responses  on  7-point  Likert-type scales (1 = 
strongly opposed, 7 = strongly agree). This strategy was chosen because it is more accurate,  easier  to  use,  and  
better  suited  to  reflect  respondents'  actual  opinions  on  this subject (Rajendran & Haque, 2022). 

 
Table 1. The measurement items used for this study. 

Measurement Items  Source of Scale Reliability  

Perceived Organizational Support  Eisenberger et al. (1986) 
Reynoldsb & and Helfers (2018) 

0.865 
 
0. 920 

Employee Retention  Kyndt et al. (2009) 0.895 

Source: Created by the Authors. 

DISCUSSION  

The data was analyzed using the SPSS and SEM-PLS to approve applications between independent variable 
and dependent variable (Khalil & Haque, 2022). Table 1.1 provides the result of the measurement model including 
the loadings for the respective constructs, composite reliability (CR) and the average variance extracted (AVE) 
(Senathirajah et al., 2023). 
 
Table 1.1. Result of Measurement Model. 

Model Construct Items Loadings 
Composite 
Reliability 

AVE 

Perceived 
Organizational 

Support  

POS 1 
POS2 
POS3 
POS4 
POS5 
POS6 
POS7 

0.852 
0.838 
0.776 
0.834 
0.831 
0.770 
0.786 

0.918 0.661 

Employee Retention   ER1 
ER2 
ER3 
ER4 
ER6 
ER8 
ER9 
ER10 
ER11 

0.813 
0.837 
0.643 
0.779 
0.788 
0.445 
0.712 
0.800 
0.434 

0.903 0.504 
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Source: Created by the Authors. 

 
The AVE values in present study ranged from 0.504 to 0.661, table 1.1 provides the result of measurement 

model including the loadings for the respective constructs, composite reliability score (CR) and the average variance 
extracted (AVE) (Ahmed et al., 2024). 

 
Table 1.2. Direct Effect of Perceived Organizational Support on Employee Retention. 

Hypothesis Relationship Beta Std. Error t-values   p-values Decision 

H1 POS → ER 0.591 0.056 10.563** 0.000 Supported 

Note. **p<0.01(t>2.33), *p<0.05(t>1.645) (based on one tailed test) 
Source: Created by the Authors 

 
Table 1.2 shows the detailed result of path coefficient, standard error, t–value and p–value for the direct effect 

of perceived organizational support on employee retention. Based on the result of this study it shown there is a 
strong relationship between perceived organizational support and employee retention (β = 0.591, t = 10.563 
p<0.01). 

Figure 1.1 PLS-SEM path model showing the relationship between perceived organizational support (POS) 
and Employee Retention (ER) with indicator loadings and path coefficients.  

 
Source: Created by the Authors. 

CONCLUSION 

The study found that there is strong relationship between the perceived organizational and employee retention. 
The result showed that GLCs need to invest monetary or non-monetary resources to retain the talents from leaving 
the organization (Yixin et al., 2018). Talent will remain in the organization if they perceive support from the 
organization this finding is aligned with the study from (Afridi et al., 2019).  

Retaining talent in this century is very challenging and employers in  this context need to play a crucial role, 
they need to emphasize those potential talent and identifying several approach it means exploring (Narayanan et 
al., 2024) and conducting initiatives to retain employees and assessing employees’ preferences, intrinsic and 
extrinsic factors, such as  interesting and satisfying work, opportunities for education, self -development and career 
progression, fair working conditions, a sense of self-realization, and competitive performance -based remuneration, 
are essential to retain the talents (Sumi et al., 2025).  

A study conducted by Abraham et al. (2016) found that high level of support perceived by employees 
contributed to increased rate of intention to stay in the organization. Hee et al., (2019) found that the support from 
organization, particularly job training, compensation (Bahaaudeen et al., 2025) and benefits, supervisor support 
and work-life balance are significant in fostering employee engagement which ultimately contribute to job 
satisfaction in the Malaysian palm oil industry. According to Kim et al. (2005), employees will develop strong sense 
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of commitment and loyalty to the organization that is being supportive to them. Thus, it can be concluded that 
perceived organizational support significantly influences the level of loyalty of employees which helps the process 
of retaining them in the organization (Chinn et al., 2025). 
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