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Abstract 
Human capital plays an important role in developing and enhancing the economic growth of 
a country. To enhance economic development and growth, talents are the important key 
factors in driving success. However, Malaysia has been experiencing intense brain drain in the 
past decades. The recruitment agency claimed that Malaysian Generation Y highly contributes 
to the brain drain situation. Thus, this paper aims to propose a comprehensive conceptual 
framework on the determinants affecting the intention of Generation Y in Malaysia to migrate 
and work abroad. This framework is important in providing an insightful information to the 
Malaysian government and policymakers for a better understanding of the issue. 
A quantitative approach will be used to collect data for the study. It is believed that this study 
will be able to fill the gap by extending the existing theoretical knowledge concerning 
generation Y. Five independent variables: compensation package, career prospects, working 
environment, work-life balance, and quality of life are proposed and included in the 
conceptual framework. Further research could perform a generation gap comparison. 
Consequently, the significant variables towards the brain drain issue can be well-defined and 
provide greater insight to the policymakers. 
Keywords: Human Capital, Generation Y, Brain Drain, Working Abroad 
 
Introduction 
The issue of brain drain occurred in the early 1950s and showed an upward trend during 1990s 
(Dodani & LaPorte, 2005). In 2000, approximately 8 million intellectuals from Organisation for 
Economic Co-operation and Development (OECD) members moved from their origins and 
over 170 million people had lived outside of their country of origins (Dodani & LaPorte, 2005; 
Dunnewijk, 2008). In addition, Kerr et al (2016) claimed that international migration rate of 
high-skilled personnel in year 2010 has increased more than 130% compared to year 1990. 
According to Docquier (2014), the global migration database 2011 showed that almost 40% 
of the migrants moved from developing countries to developed countries. Those high-skilled 
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employees emigrated to seek better compensation package, career opportunities and even 
better living standards. 
Since brain drain is a global issue, Malaysia cannot steer clear from the issue of brain drain as 
well. Statistics of World Bank (2011) as cited in Harnoss (2011) projected and estimated that 
over one million Malaysians likely to live in overseas in the year 2010. Approximately 75% of 
them were 25 years old and above and 31% of them had tertiary education (Harnoss, 2011; 
Tyson, 2019). There are approximately 350,000 skilled personnel migrated to foreign 
countries in year 2013 (OECD-UNDESA, 2013).  A study done by Hays as cited in Nadaraj (2016) 
claimed that 84% of the job seekers in Malaysia have the intention and willingness to work 
abroad. Chinese Malaysian has the strongest desire to emigrate to foreign countries 
compared to other ethnic groups due to factors socio-political and poor compensation 
package (Sukumaran, 2017). However, the population movement report of Department of 
Statistics argued that more and more middle and high-income Malays emigrated from 
Malaysia and resided overseas (Lim, 2019). 
 
In recent years, the intention of Malaysians to work in foreign countries remains at a high 
level, especially Generation Y, known as millennials. The Department of Statistics reported 
the Generation Y consists of over 50% of the workforce in Malaysia (Khidhir, 2019). Thus, 
Generation Y plays an essential role in building and developing the economy of Malaysia as 
well as improving the status of country on the global scale. However, a recent survey done by 
Randstad, one of the main players in human resources industry as cited in Chong (2019) 
claimed that almost 90% of the Malaysians who fall under category of Generation Y has the 
intention of leaving Malaysia and seek for a better job opportunity in oversea. This shows that 
the economic growth and development of Malaysia are at risk due to the high intention of 
Generation Y to migrate and work abroad (Tyson et al., 2017).  This study could provide 
insights to the government and key industry players to revamp the existing policies to retain 
and attract talents. Only by having sufficient talents, Malaysia will be able to achieve the 
mission of becoming a high-income economy. 
 
The main objective of this research is to provide a greater conception on the determinants 
affecting intention of Generation Y in Malaysia to emigrate and work abroad. This research is 
aimed to determine the impacts of each independent variable on the dependent variable, 
brain drain. To achieve this research, the specific objectives are formulated:  
 
1. To determine the relationship between compensation package and brain drain among 
generation Y. 
2. To determine the relationship between career prospects and brain drain among generation 
Y. 
3. To determine the relationship between working environment and brain drain among 
generation Y. 
4. To determine the relationship between work-life balance and brain drain among 
generation Y 
5. To determine the relationship between quality of life and brain drain among generation Y. 
 
Literature Review 
Migration and Brain Drain Among Generation Y in Malaysia 
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In this research, migration is defined as an individual who intends to migrate from Malaysia 
and work overseas for more than one year. This definition is similar to the definition of 
migration provided in UNESCO (1998) and Fielding (2016), which defines migration as an 
individual move out from his or her country of origin and reside in foreign countries for more 
than a year. Brain drain can be defined as emigration of high-skilled and educated labor from 
developing or low-income countries to developed or high-income countries due to several 
factors including economic, socio-political, socio- demographic, etc. (Shresta, 2011; Mawusse, 
2016; Siraj et al., 2020). 
Kim and Allen (2018) discussed that the exodus and departure of educated professionals and 
talents from their living countries to overseas are considered as brain drain.  Studies of Beine 
et al (2011);Di Maria and Lazarova (2012) as cited in Pais et al. (2018) argued that the 
departure of individuals with at least tertiary education background can only be considered 
as brain drain. In this research, brain drain refers to emigration of skilled individuals and 
professionals with at least tertiary education background from Malaysia to foreign countries. 
Unlike China, Malaysia still experiences intense brain drain phenomenon even though several 
approaches have been taken by government. World Bank (2015b) reported the approaches 
used by Malaysian government are not that effective because those approaches are 
developed based on macro-level factors. 
In Malaysia, the population of Generation Y (individuals born between year 1981 and 1996) 
is 29% of the total population (Lin, 2018). However, Khidhir (2019) argued that more than 9 
million Malaysians are Millennials (individuals born between year 1980s and 1990s) and half 
of total workforce in Malaysia are Millennials. These 9 million Malaysians are valuable and a 
vital asset for Malaysia as Generation Y is viewed as the driver that may successfully transform 
Malaysia into a high-income country and achieve the mission of Industry 4.0 (Saieed, 2016; 
Kannan, 2019; Shah, 2019). 
 
Compensation Package 
Compensation package of an employee includes monetary and non-monetary compensation. 
According to Koh (2018), monetary compensation refers to salaries, retirement funds, 
overtime pay, bonus and commission given by employer; non-monetary compensation refers 
to training and program, accommodation, company-owned transportation, and other non-
cash benefits provided by organisation. Ghazali et al (2015) argued that Malaysian skilled and 
educated emigrants believed that attractive compensation package and better employment 
policy would be offered in international organisations.  
In addition, most of the skilled personnel moved from developing to developed countries due 
to the better pay in the developed countries (World Bank, 2011; Lim, 2019; Makhbul, 2020). 
Hays Asia Salary Guide 2019 revealed that almost half of the current compensation package 
of Malaysian employees has not reached their satisfaction level (Hays, 2020).  In fact, the 
salaries offered in Malaysian market are much lower compared to its neighbouring country, 
Singapore and developed countries such as Germany, United States, Australia and United 
Kingdom (Kana, 2018; Rosli, 2019).  Based on the Salaries and Wages Survey Report 2016 
prepared by the Statistics Department, the salaries paid to most of the Malaysian labour are 
relatively lower than the living wage in Malaysia (Kana, 2018). 
 
Career Prospects 
Career prospect is defined as the probability or opportunity of an individual to achieve success 
in his or her career (Lim et al., 2016).  Further, career prospects can be perceived as a better 



International Journal of Academic Research in Business and Social Sciences 

Vol. 1 2 , No. 4, 2022, E-ISSN: 2222-6990 © 2022 HRMARS 

199 
 

contribution of an employee towards an organisation (Lee et al., 2014). In this study, career 
prospects include career development, career opportunities, career growth as well as career 
advancement (promotion).  
 
World Bank (2015b) reported that over 70% of Malaysians recognised that career 
opportunities are the main driving factor to enable them to emigrate and pursue a career in 
foreign countries. Besides, over 70% of the fresh graduates resigned from their first job within 
one year as they seek for better career opportunities (Kaur, 2017). Generally, Malaysian 
employees agreed that career development and opportunities are the key factors in their 
decision making to work abroad.  The significance of career development measured by 
Malaysian employee is relatively high compared to other Asian markets such as Japan and 
Hong Kong. 
Past studies by Choong et al (2013); Lee et al (2014) found that a better career prospect in 
overseas is one of the pull factors in the brain drain issue in Malaysia, and this impacts the 
career development of Malaysian working adults. Lim et al (2016) seconded that career 
prospect is one of the factors affecting the intention of undergraduate students to migrate 
and work in Singapore. Existing studies also found that Malaysian postgraduate students have 
a high intention to migrate and work abroad due to the poor career prospects in Malaysia, 
which contributes to the main factors driving the Malaysians to leave and work in foreign 
countries (Wahab, 2014; Chandar et al., 2015; Ghazali et al., 2015; Tyson, 2019).  
 
Working Environment 
Working environment is identified as a professional environment in which an individual has 
great amount of interaction with others, and it is supported by various factors including 
physical, cultural, and social factors (Lee et al., 2014; Koh, 2018). Narang (2013) claimed that 
working environment as a workplace for personnel to fulfill their needs and perform their 
ability including personal and working. In another study, Jauhar and Yusoff (2011) argued that 
there is a positive relationship between the better working environment in overseas and the 
intention of professionals towards brain drain. This study is focused on the workplace for 
employees to perform their tasks and it includes the working hour, workstation layout and 
design, facilities and resources given for task performance purpose, organisational culture as 
well as communication and support of co-workers. 
According to Lee et al (2014), poor working environment is one of the factors to the brain 
drain issue among Malaysian employees. Fong and Hassan (2017) found that most of the 
Malaysian skilled emigrants are unsatisfied with the interpersonal relationship with their 
supervisors, poor management of human resources and lack of organisational support.  These 
factors contributed to the decision of Malaysians working overseas, hence making the brain 
drain issue becoming more serious. Furthermore, Corcoran and Faggian (2017) asserted that 
the better facilities provided and the well-designed working conditions outside home country 
are the pull factors of international skilled migration. Thus, well-developed, and favourable 
working environment in a specific country may help in tackling the brain drain issues. For 
example, good employee relationship management system will create a harmonious working 
environment, and this will help in reducing the intention of working abroad (Liu, 2018). 
 
Work-Life Balance 
Every individual will perceive the meaning and practice of work-life balance in a different way 
(Gewinner, 2019). In this study, work-life balance refers to flexible and fair working hours, 
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various types of paid leaves given, and any incentives or benefits given for relaxation 
purposes. 
Work-life balance can be facilitated via deduction of working hours, flexible working hours 
management, availability of different types of paid leaves such as annual, sick, parental and 
family leaves (Noor & Mahudin, 2015). Kelly et al (2008) as cited in Hossain et al (2018), 
highlighted that work-life balance as a balance in both work and family roles due to the time 
and commitment. 
Based on the past studies, the work-life balance is an essential factor affecting the intention 
of migration. Schmidt and Klambauer (2013) claimed that better work-life balance affects the 
intention of German medical specialists to migrate and work in Austria. Besides, Holland and 
Martin (2015) agreed that the main reason for well-educated British people who migrated 
from United Kingdom to France and Chamonix Valley is for the better work-life balance in the 
destination countries. Also, work-life balance has a significant relationship with professional 
commitment, and it may lead to a brain drain issue (Hazreena, 2020). Thus, these studies 
demonstrated that work-life balance is one of the determinants affecting the intention and 
behavior of Malaysian to migrate and work abroad. 
 
Quality of Life 
According to World Health Organisation (WHO), quality of life is not only referring to the 
absence of disease or illness, but also it covers the well-being of the individual, mental and 
society (Gattino et al., 2013).  Diener et al (1999) as cited in Lim et al (2016) stated that quality 
of life includes the individual’s sense of satisfaction towards his or her lifestyle and life 
fulfillment.  Further, the environmental factors such as the crime rate, security level and 
cleanliness are comprised under the quality of life (Ishak & Aziz, 2014). Cardona (2010) 
discussed the subjectivity and multidimensionality in the definition of quality of life. 
Subjectivity refers to the judgement and perception of an individual towards quality of life 
such as Satisfaction of Life Scale. Multidimensionality refers to the quality of life ranking and 
index of countries. Therefore, quality of life from this research could consider the satisfaction 
of an individual towards his or her life, life fulfillment, well-being of society, security and crime 
rate of countries as well as the quality-of-life rankings. 
Moreover, the quality of life in a country can be indicated and accessed through the quality-
of-life ranking. Generally, the citizens in the countries with lower quality of life ranking 
including Malaysia, Romania and Sri Lanka will move to the countries with a higher quality of 
life such as New Zealand, Germany, Singapore, and Poland (Foster, 2018).  Lim et al (2016); 
Jauhar et al (2015) argued that undergraduate students and professionals have the intention 
to migrate and work in Singapore. In addition, there is a growth in the number of Malaysian 
migrants who resided in New Zealand due to the better quality of life in New Zealand 
(Ehambaranatha et al., 2015).  Sechet and Vasilcu (2015) stated that there is a great outflow 
of Romanian physicians to countries in Europe.  One of the European countries, Poland is 
chosen by most of the health professionals as their destination country of migration 
(Domagala & Dubas-Jakóbczykb, 2019). 
 
Conceptual Framework 
The proposed conceptual framework of this research is developed from the past literature 
review (Figure 1). This research investigates and suggests the determinants affecting the 
intention of Generation Y to migrate and work abroad. There are five independent variables 
including compensation package, career prospects, working environment, work-life balance, 
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and quality of life.  There is one dependent variable which refers to the intention towards 

brain drain. All the variables are the pull factors to Malaysians leaving and working abroad. 
Figure 1: Proposed Conceptual Framework 
 
Theoretical and Practical Implications 
The findings of this research may enrich the literature review of the intention of brain drain 
among Malaysians as findings of insignificant relationship is limited in past studies.  Also, the 
population of Generation Y is not used as the focus in the statistics published by the Malaysian 
government.  Although the previous studies as indicated in the literature have emphasized 
the brain drain among Malaysian people, the population of Generation Y has not become the 
favorite group.  Therefore, this study aims to extend the existing theoretical knowledge 
concerning to the specific generation (Generation Y) as this generation holds “a key economic 
position” (Shafiq et al., 2019). 
Findings from this research will enable the policymakers and industry key players to develop 
and implement an efficient, effective, and appropriate strategies to retain the Malaysians 
talent. The significant determinants that affect the intention of Malaysian Generation Y found 
in this research are compensation package, career prospects, working environment, work-life 
balance, and quality of life. The policymakers thus, can consider these variables while 
designing the new policy or strategy.  Further, quality of life is found to be the most influential 
determinant in affecting the intention towards brain drain. Based on this indicator, the 
policymakers and Malaysian government can also improve the quality of life in Malaysia as 
another initiative of retaining Malaysian talents. Several strategies or programs that help to 
cope with the brain drain issue in Malaysia need to be well-designed and implemented by 
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Malaysian government to effectively retain Malaysians’ talents as well as attracting 
professional foreign talents to work in this country.   
 
This research provides an insight to the organisations especially in those sectors that 
experience a huge shortage of talent, including manufacturing, construction, and information 
technology.  The organisations in these sectors may develop strategies of talent retention to 
minimize the brain drain issues and gain competitive advantage because human capital is 
difficult to be imitated by their competitors. In fact, the organisations can emphasis more on 
the policies related to compensation package and work-life balance so that skilled and 
talented young generation will make decision to work in Malaysia.  
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