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Abstract
Employee turnover intention poses significant challenges for organizations globally, incurring financial costs and productivity
losses while disrupting workflows and impeding innovation. Effective human resource practices, including extrinsic rewards
such as financial incentives and non-monetary benefits, are critical in retaining high-performing employees. However, the
influence of these rewards on employee retention is not always straightforward, and organizational prestige—perceived as an
indicator of a company’s reputation and status—may play a crucial mediating role. This study explores the mediating effect of
organizational prestige on the relationship between extrinsic rewards and employee retention intention within the Klang
Valley region, Malaysia. Utilizing partial least squares structural equation modeling (PLS-SEM), the research investigates how
financial incentives, promotion opportunities, and relationships with supervisors and peers’ impact organizational prestige
and, consequently, employees’ intention to stay. Findings indicate that while financial incentives do not significantly influence
organizational prestige, promotion opportunities, supervisor relations, and peer relations positively affect it. Moreover,
organizational prestige significantly mediates the effects of supervisor and peer relations on retention intention, highlighting
its critical role in enhancing employee commitment. The study provides valuable insights for organizations seeking to improve
retention strategies by emphasizing the importance of fostering a prestigious organizational image and cultivating positive
workplace relationships. The limitations of this study include the use of a single geographical region and the focus on specific
types of extrinsic rewards, suggesting that future research should explore additional contexts and reward types to generalize
findings across different settings.

Plain language summary

How organizational prestige influences employee retention through rewards and relationships

Keeping talented employees is a big challenge for organizations everywhere, as losing workers costs money, disrupts
work, and slows innovation. Offering rewards like salaries, promotions, and strong workplace relationships can help.
However, these rewards don’t always guarantee that employees will stay. This study examines whether an organization’s
prestige—the respect and admiration it receives—makes a difference. Focusing on employees in Klang Valley, Malaysia,
the research uses advanced analysis techniques to explore how financial incentives, promotions, and relationships with
colleagues and supervisors affect the organization’s prestige and employees’ decisions to stay. The findings show that:
Financial incentives alone don’t improve an organization’s prestige. Promotion opportunities and positive relationships
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with supervisors and peers strengthen the organization’s reputation. A prestigious organization plays a key role in
encouraging employees to stay, especially when they have strong connections with their supervisors and colleagues.
These insights are helpful for companies aiming to reduce employee turnover. By focusing on building a strong
organizational reputation and fostering supportive workplace relationships, businesses can better retain their
workforce. Future studies should explore different types of rewards and other regions to provide broader insights.
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Introduction

Employee turnover intention, characterized by an
employee’s desire to leave their current organization,
poses a significant challenge for businesses globally
(Ainer et al., 2019). Repercussions extend beyond finan-
cial costs, encompassing lost productivity, disrupted
workflows, and the substantial investments required to
recruit and train replacements (Society for Human
Resource Management, 2023). A 2022 report by Work
Institute estimates the average cost of replacing a salar-
ied employee to be 20% of their annual salary, highlight-
ing the significant financial burden associated with high
turnover rates (Sharp, 2022). Furthermore, the departure
of skilled personnel can lead to knowledge loss, hinder-
ing innovation and hampering organizational perfor-
mance (Onyeaku, 2020).

To counter these challenges, organizations are increas-
ingly focusing on fostering a work environment that
encourages employee retention. A crucial strategy
involves the implementation of effective human resource
(HR) practices, including well-designed reward systems
that incentivize and retain high-performing employees
(Bratton & Gold, 2017). Extrinsic rewards, encompassing
both financial incentives (e.g., salary, bonuses) and non-
monetary benefits (e.g., healthcare, paid time off), play a
central role in attracting and retaining talent. Empirical
research suggests that offering competitive compensation
packages can significantly reduce turnover intention
(Sorn et al., 2023).

Within the domain of extrinsic rewards, organiza-
tional prestige, often referred to as an employer’s brand
image or reputation, emerges as a compelling factor
influencing employees’ decisions to stay or leave (Cable
& Turban, 2003). Highly prestigious organizations are
perceived as desirable workplaces, offering employees a
sense of pride, social status, and enhanced career pros-
pects (Lievens, 2017). A study by Carmeli et al. (2006)
found that employees at prestigious organizations identi-
fied more strongly with their companies, leading to
increased commitment and loyalty. Another study high-
lighted how employees who identify strongly with their
organization are more likely to feel a sense of belonging

and purpose, leading to increased retention (Pratt et al.,
2006). Similarly, another research suggests that employ-
ees at prestigious organizations may have greater oppor-
tunities to craft their jobs in meaningful ways, fostering
a sense of empowerment and further strengthening their
commitment (Wrzesniewski & Dutton, 2001).

Employee Retention: A Multifaceted Landscape

Employee retention transcends the mere act of keeping
employees on board. It encompasses a comprehensive
approach that fosters a work environment characterized
by employee wellbeing, engagement, and a strong sense
of connection to the organization (Srinivasan &
Santhanam, 2023). While extrinsic rewards play a pivotal
role, other factors such as job security, opportunities for
growth and development, and a positive work-life bal-
ance also significantly influence employee retention deci-
sions (Sorn et al., 2023). Furthermore, the relative
importance of these factors can vary depending on indi-
vidual employee needs, career aspirations, and life stage.

Understanding the complex interplay between extrin-
sic rewards, organizational prestige, and other retention
factors across diverse organizational contexts is crucial
for establishing effective HR practices. This study specif-
ically focuses on the Klang Valley region in Malaysia, a
dynamic and geographically diverse area. Exploring
employee retention trends within this region can provide
valuable insights tailored to the specific needs of the
Malaysian workforce.

The Present Study: Delving Deeper

Employee retention is one of the critical challenges
across industries, especially considering heightened com-
petition and the changing nature of work. The invest-
ments being made by organizations in the form of
financial incentives are considerable, but their effective-
ness has been inconsistent and context-dependent.
Previous research has shown that financial incentives
may either enhance or hinder employee retention
depending on organizational characteristics, employee
demographics, and cultural factors (Ashraf & Bandiera,
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2018). However, much of the existing literature focuses
on isolated elements of employee retention, leaving the
interplay between financial incentives and mediating fac-
tors such as organizational prestige underexplored
(Andon et al., 2018). This lack of holistic understanding
often leads to misaligned retention strategies that fail to
address underlying drivers of employee turnover.

Despite the voluminous studies on financial incentives
and retention, there is scant empirical evidence regarding
how organizational prestige mediates the relationship
between extrinsic rewards and turnover intention.
Precisely, most research has failed to consider the
nuanced ways in which organizational reputation med-
iates the effectiveness of financial rewards across differ-
ent contexts (Ashraf & Bandiera, 2018). Furthermore,
existing studies tend to focus on Western organizational
settings, leaving a gap in understanding how these
dynamics unfold in regions like Southeast Asia, where
cultural and economic conditions may differ (Kuang
et al., 2019). This study aims to bridge this gap by exam-
ining the mediating effect of organizational prestige on
extrinsic rewards and employee retention in Malaysia,
offering insights that are both contextually relevant and
theoretically significant.

The subsequent sections of this paper will outline the
research questions, delve into the significance of the
study, and define its scope. Through rigorous empirical
research, this project endeavors to provide valuable
insights that can inform organizational practices and
policies aimed at enhancing employee retention and ulti-
mately, organizational effectiveness.

Literature Review

Underlying Theories of Study

The investigation into employees’ intention to stay draws
upon foundational theories within organizational beha-
vior and strategic management. This study examines two
pivotal theoretical frameworks: Herzberg’s Two-Factor
Theory and the Resource-Based View (RBV) theory.

Herzberg’s Two-Factor Theory. Herzberg’s Two-Factor
Theory, developed by Herzberg (1959), distinguishes
between two types of factors influencing employees’ job
satisfaction and performance: Hygiene and Motivational
Factors (Herzberg, 1959). Hygiene factors, comprising
extrinsic elements, focus on mitigating dissatisfaction in
the workplace, while motivational factors, intrinsic in
nature, contribute to increased job satisfaction, and per-
formance (Fauziah et al., 2013). Extrinsic factors, also
known as job context factors, encompass external rewards

provided by employers to create a supportive work envi-
ronment conducive to task completion (Fauziah et al.,
2013). Conversely, intrinsic factors, termed job content
factors, provide meaningful work experiences aligned
with employees’ personal growth and development, fos-
tering job satisfaction, and commitment (Fauziah et al.,
2013). Furthermore, Herzberg’s theory emphasizes the
interplay between intrinsic and extrinsic factors, highlight-
ing the importance of both for enhancing job satisfaction
and productivity (Fauziah et al., 2013).

Social Identity Theory. Social Identity Theory posits that
individuals derive a sense of self-worth and belonging
from their group affiliations. Employees at prestigious
organizations may derive a sense of pride and social
identity from being associated with a well-regarded com-
pany. This can lead to a stronger attachment to the orga-
nization and a reduced desire to leave (Pratt et al., 2006).
In essence, affiliation with a prestigious organization
becomes part of an employee’s social identity, influen-
cing their decisions and behaviors. This study examines
the influence of extrinsic rewards on employee retention
intention, with a particular focus on the mediating role
of organizational prestige. Social Identity Theory com-
plements this focus by providing a theoretical framework
for understanding how organizational prestige shapes
employee retention decisions. By incorporating this the-
ory, the study gains a deeper understanding of the psy-
chological mechanisms at play. Several studies support
the link between social identity and employee retention.
For instance, Carmeli et al. (2006) found that employees
at prestigious organizations identified more strongly with
their companies, leading to increased commitment and
loyalty. Similarly, Pratt et al. (2006) highlighted how
employees with a strong organizational identity are more
likely to feel a sense of belonging and purpose, leading
to increased retention.

Employee Retention and Extrinsic Rewards

Retaining a talented workforce is a critical challenge for
contemporary organizations (Aiyebelehin et al., 2020).
Employees are increasingly mobile, willing to switch
employers for better opportunities (Eketu & Edeh, 2015).
This turnover intention can be detrimental to an organi-
zation’s success. Understanding the factors that influence
employee retention is crucial. This study examines the
influence of extrinsic rewards on employee intention to
stay, with a particular focus on financial incentives, pro-
motion opportunities, supervisor relations, and peer
relations.
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Financial Incentives and Intention to Stay. Financial incentives
play a crucial role in shaping employee behavior, but
their effectiveness can vary significantly across organiza-
tional contexts. Financial incentives, encompassing sal-
ary, benefits, and compensation packages, are a well-
established extrinsic motivator (Merriman, 2014). Recent
studies, however, indicate that the impact of financial
incentives on retention is context-dependent. For
instance, in the banking industry, financial incentives,
promotion opportunities, and work environment were
found to significantly influence employee retention
(Bwana et al., 2022). In a clinical trial setting, different
financial incentive strategies showed no significant differ-
ences in enrollment or retention rates compared to a
constant-payment approach (Krutsinger et al., 2019).
Similarly, in the education sector, financial incentives
were found to be effective in attracting teachers to chal-
lenging schools but not in retaining them. For teacher
retention in such environments, a supportive and condu-
cive working environment was deemed more important
(See et al., 2020). These findings suggest that while finan-
cial incentives can play a role in retention, their impact
may be limited or context-dependent, highlighting the
need for comprehensive retention strategies tailored to
specific industries, and settings. Competitive compensa-
tion aligns employee interests with organizational goals
by rewarding achievement (Agrasen, 2024). When
employees feel their contributions are valued financially,
they are more likely to stay (Terera & Ngirande, 2014).
Researchers suggests a positive relationship between
compensation and retention, as long as the compensa-
tion offered is at least equal to market value and oppor-
tunity costs (Sorn et al., 2023). However, this
relationship may not be linear. Highly compensated
employees may have more opportunities elsewhere,
potentially leading to a U-shaped relationship between
pay and retention (Ryu & Jinnai, 2021). Interestingly,
Yeo et al. (2020) found a negative association between
compensation and turnover intention in a study of
Malaysian bank employees. This finding suggests that
financial incentives may not be the sole driver of reten-
tion in all contexts. In contexts where intrinsic motiva-
tion is predominant, such as in non-profit or academic
institutions, financial incentives may be less effective and
could even demotivate employees if not aligned with
their valuesely, in high-pressure environments like sales
or finance, financial incentives can act as strong motiva-
tors for achieving short-term goals, although they might
undermine long-term loyalty and creativity if improperly
balanced .Based on the mixed findings regarding finan-
cial incentives, the following hypothesis is proposed:

H1: There is a relationship between financial incen-
tives and employees’ intention to stay.

Promotion Opportunities and Intention to Stay. Opportunities
for career advancement are a crucial non-monetary
extrinsic reward (Tan et al., 2020). The ability to prog-
ress within an organization provides employees with a
sense of growth and achievement (Ngqeza & Dhanpat,
2021). A study by Aiyebelehin et al. (2020) found a posi-
tive association between promotion opportunities and
librarian retention. Employees who perceive limited
advancement opportunities are more likely to leave for
organizations that offer a clearer career path. Similarly,
perceived career progression opportunities and organiza-
tional support are positive predictors of intention to stay
in the IT sector (Dabke & Patole, 2014). Kraimer et al.
(2011) found that organizational support for develop-
ment is associated with reduced voluntary turnover, but
only when perceived career opportunities are high. These
findings highlight the critical role of clear promotion
pathways and developmental support in fostering
employee retention across various industries, emphasiz-
ing the importance of aligning organizational practices
with employees’ career aspirations. Thus, it is hypothe-
sized that:

H2: There is a significant relationship between promo-
tion opportunities and employees’ intention to stay.

Supervisor Relations and Intention to Stay. The quality of the
supervisor-employee relationship significantly impacts
employee retention (Enwereuzor & Ugwu, 2021).
Supervisors act as the human face of the organization,
and their leadership style influences employee percep-
tions of the organization as a whole (Eisenberger et al.,
1990). Recent studies have shown that supervisors’
empathy, communication, and leadership style directly
influence employee loyalty and job satisfaction (Voon
et al., 2011). Supportive supervisors who foster open
communication are more likely to retain their employees
(Eketu & Edeh, 2015). Similarly, researchers found that
supervisor support was a significant factor influencing
employee intention to stay (Steiner et al., 2020). In
another study, it was found that respectful leadership
and supportive supervisor relations positively influence
employees’ intention to remain with their organization
(Enwereuzor & Ugwu, 2021). Supervisors who demon-
strate concern for employee well-being, recognize contri-
butions, and role-model organizational values foster
higher engagement and commitment (Cropley et al.,
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2020). Specifically, supervisor empathy, trust, and sensi-
tivity toward subordinates have direct or indirect effects
on employee retention (Vatcharasirisook, 2011). These
findings underscore the importance of fostering suppor-
tive relationships between supervisors and subordinates,
as well as among coworkers, to enhance employee reten-
tion. Organizations can benefit from implementing train-
ing programs on respectful leadership and evaluating
leaders based on their treatment of subordinates
(Enwereuzor & Ugwu, 2021). Therefore, it is hypothe-
sized that:

H3: There is a significant relationship between rela-
tions with supervisors and employees’ intention to
stay.

Peer Relations and Intention to Stay. Research indicates a
significant relationship between peer relations and
employees’ intention to stay. Positive relationships with
colleagues contribute to employee engagement and satis-
faction (Carmeli & Freund, 2004). Another study
reported that positive coworker relationships have been
found to independently increase employee motivation
and intent to stay, beyond the influence of supervisor
support (Basford & Offermann, 2012). Guo et al. (2021)
found that social support from peers positively influ-
enced teachers’ intention to stay. Conversely, Yeo et al.
(2020) reported a weak association between employee
relations and turnover intention. A conceptual model
suggests that positive workplace relations can lead to job
satisfaction and commitment, predicting employees’
intention to stay, while negative relations may result in
cynicism and intention to leave (Abugre, 2017). More
research is needed to clarify the complex relationship
between peer relations and employee retention. Given
the inconclusive findings, the following hypothesis is
proposed:

H4: There a significant relationship between relations
with peers and employees’ intention to stay

Organizational Prestige. Organizational prestige, often
synonymous with an employer’s brand image or reputa-
tion, transcends an employee’s perception of how they’re
viewed externally (Akgunduz & Bardakoglu, 2015). It
encompasses a broader sense of pride and self-respect
derived from belonging to a well-regarded organization
(Cable & Turban, 2003). Employees at prestigious orga-
nizations may experience a ‘‘halo effect,’’ where the posi-
tive external perception of their employer spills over to
enhance their own sense of value and accomplishment
(Cable & Turban, 2003). This can act as a buffer against

turnover intention, mitigating the potential pull of alter-
native employment opportunities.

Organizational prestige is related significantly to
intention to stay: perceived external prestige is thus nega-
tively associated with turnover intention. As Rathi and
Lee (2015) and Carmeli and Freund (2009) noted, the
more highly regarded an organization by its staff, the less
likely individuals will want to leave such a well-regarded
work environment. These effects are largely mediated
through affective commitment and job satisfaction
(Carmeli & Freund, 2009; Rathi & Lee, he less likely indi-
viduals will want to leave such a well-regarded wo2015).
Organizational identification is also closely related to
prestige and demonstrates a strong negative relationship
with turnover intention (Akgunduz & Bardakoglu,
2015). The factors that make employees intend to stay on
include clarity of goals, autonomy, employee engage-
ment, and organizational culture, among other factors
like compensation (Ghosh et al., 2013). These findings
highlight the importance of enhancing organizational
prestige and fostering employee commitment as effective
strategies for talent retention, particularly in sectors like
retail and social services (Carmeli & Freund, 2009; Rathi
& Lee, 2015).

Several mechanisms underpin how organizational
prestige might mediate the relationship between extrinsic
rewards and employee retention intention. Firstly, pres-
tige can enhance the perceived value proposition of an
organization beyond pure financial compensation.
Employees at prestigious firms may be willing to accept
slightly lower salaries or benefits packages due to the
intangible rewards associated with affiliation with a
high-status organization. Secondly, organizational pres-
tige can foster a sense of belonging and organizational
identity. Employees at prestigious organizations may feel
a stronger connection to their workplace, leading to
increased commitment, and a reduced desire to leave
(Pratt et al., 2006). Finally, prestige can bolster feelings
of self-efficacy and empowerment. Employees at well-
respected organizations may perceive themselves as pos-
sessing greater capabilities and influence due to their
association with a successful company (Wrzesniewski &
Dutton, 2001). This perceived empowerment can further
strengthen employee commitment and deter turnover
intention. Based on this theoretical framework, the fol-
lowing hypotheses are proposed:

H5: There a significant relationship between organiza-
tional prestige and employees’ intention to stay
H6: Organizational prestige mediates the relationship
between extrinsic rewards and employee retention
intention.

Anthonysamy et al. 5



Based on the comprehensive literature review, this
study proposes a framework as seen in Figure 1 in
exploring how extrinsic rewards influence employee
retention, grounded in Herzberg’s Two-Factor theory,
and Resource Base View theories.

Methodology

Sampling and Procedure

Using a self-administered survey technique through con-
venience sampling conducted in Malaysia, the study’s
respondents were employees in the private sector.
Convenience sampling is a non-probabilistic technique
used to access readily available participants (Coca
Benites et al., 2023). The study focuses on the exact per-
ceptions of private employees, and convenience sampling
provided an easy way to get information from people
who are directly related to the research context. In addi-
tion, literature explains that convenience sampling is fre-
quently used in organizational studies where specific
phenomena are to be studied among a homogenous or
well-defined target population, as in the case of private
employees in this research study (Islam & Aldaihani,
2021).

In this study, the target population was unknown.
Given this situation, GPower software was utilized to
conduct a power analysis, which indicated that the sam-
ple size was sufficient to detect the anticipated effect size
with adequate statistical power. G*Power software
yielded a minimum sample size of 92. But 117 responses
were collected, for structural equation modeling analysis.
GPower is a widely recognized tool for sample size and
power calculations across various statistical methods,
including t-tests, F-tests, x2-tests, and z-tests (Faul et al.,
2007). While G*Power provided a statistically adequate
sample size, it is acknowledged that statistical power

does not automatically guarantee practical relevance or
external validity. The appropriate sample size should be
determined based on statistical power analysis and the
specific characteristics of the study (Cohen, 1992; Faul
et al., 2007). Therefore, 117 participants was deemed
appropriate to achieve a balance between statistical
power and practical feasibility (Field, 2013; Memon
et al., 2020).

As for the demographic profile, the responses came
from 77 females and 40 males, with most respondents,
that is, 38.5%, from 41 to 50 years of age. In terms of
nationality, 114 were Malaysian, while three were non-
Malaysian. Additionally, the highest education level of
more than half of the respondents are with a Bachelor’s
degree (51.3%), while 28.2% have a Master’s degree. As
for their employment status and work sector, most of
them are full-time employees (78.6%), with 70.9% work-
ing at private companies.

Measures

The scales to measure financial incentives (four items),
promotion opportunities (three items), relations with
supervisors (three items), relations with peers (three
items) were adapted from Tan and Waheed (2011).
Organization prestige (eight items) were adapted from
Mael and Ashforth (1992) and or intention to stay (four
items), the construct was adapted from Markowitz et al.
(2012). A five-point Likert scale was used to measure
each item, ranging from 1: strongly disagree to 5:
strongly agree.

Data Analysis

In accordance with the recommendations of Cain et al.
(2017), multivariate skewness and kurtosis were

Figure 1. Research model.
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evaluated utilizing the ‘‘WebPower’’ tool (https://web-
power.psychstat.org/models/kurtosis/), a complimentary
online statistical calculator. The findings demonstrated
that the data were not normally distributed, as indicated
by Mardia’s multivariate skewness (b=4.997, p\ .01)
and kurtosis (b=31.635, p\ .01). Consequently, non-
parametric statistical procedure, that is, the partial least
squares structural equation modeling (PLS-SEM) tech-
nique was used to verify the research model. Moreover,
in this study, PLS-SEM is used because it is (1) more
flexible when it comes to data assumptions, (2) better
suited for predictive studies, and (3) enables complicated
modeling (Hair et al., 2019).

Common Method Variance

The presence of bias in common method variance
(CMV), also known as common method bias, can poten-
tially compromise the validity and reliability estimations
of the underlying constructs (Podsakoff et al., 2012).
Thus, it is critical to determine if CMV seriously jeopar-
dizes validity using proper procedural and statistical
techniques in the research since Podsakoff et al. (2024)
suggested abandoning Harman’s single-factor test.
Consequently, this study employed procedural tech-
niques using the five and seven-point Likert scales in the
survey design. It also used a statistical method, namely
the full-collinearity test. The full-collinearity test revealed
that all variance inflation factor (VIF) values were less
than 3.3, indicating that CMV never tainted the data
(Kock, 2015).

Measurement Model

According to Hair and Sarstedt (2019), evaluating the
measuring model is a prerequisite for assessing the struc-
tural relationships of the research model. Initially, all
constructs in this study have adequate internal consis-
tency by determining Cronbach’s alpha and composite
reliability (Hair & Sarstedt, 2019). Table 1 shows that all
values were more significant than .7, indicating reliabil-
ity. Next, items that embody the same constructs ought
to converge. Hence, this study looked at each item’s load-
ing to guarantee that all factor loadings exceeded 0.7—
only one item, FII4, was deleted. Additionally, the find-
ings also showed that the AVEs were higher than 0.5
(Bagozzi et al., 1991)

Lastly, it is necessary to guarantee that constructs
inside a single model are separate theoretically and
empirically. To determine if there were any problems
with the discriminant validity of our data, we employed

the heterotrait-monotrait ratio of correlations (HTMT)
criteria (Henseler et al., 2015). All of the HTMT values
were less than 0.9, as seen in Table 2, indicating no evi-
dence of problems with discriminant validity.

Structural Model

To test the proposed hypotheses of this study, a
bootstrapping procedure was carried out with 10,000
re-samples to acquire the standard error and t-value.
Table 3 displays all of the structural model results. The
results indicated that financial incentives (b=.137, p
\ .05) do not significantly influence organization pres-
tige; thus, H1 is not supported. However, promotion
opportunities (b=.199, p\ .01), relations with supervi-
sor (b=.255, p\ .01), and relations with peers
(b=.322, p\ .01) have positive influences on organiza-
tion prestige. Hence, H2, H3, and H4 are supported.
Moreover, it also found that H5 is supported, that is,
organization prestige (b=.468, p\ .001) positively
influences intention to stay. The coefficient of determina-
tion (R2) values for organization prestige and intention
to stay are .468 and .219, respectively, in terms of expla-
natory power. To evaluate each path’s significance, the
effect sizes (f2) were examined. Based on the results as
shown in Table 3, only the hypothesized path of H5
(f2=0.280) has a medium effect size. The paths hypothe-
sized in H1 (f2=0.280), H2 (f2=0.280), H3
(f2=0.280), and H4 (f2=0.280) revealed small effect
sizes (Cohen, 1988). Lastly, the model’s capacity for
making precise predictions was substantiated by the
results, as all endogenous variables generated Q2predict
values that surpassed 0. This indicates the model’s pre-
dictive quality (Hair et al., 2017).

In addition, Table 4 displays four indirect effects cre-
ated by the product of two coefficients, that is, H6a:
FII!ORP! ITS; H6b: PRO!ORP! ITS; H6c:
RWS!ORP! ITS; H6d: RWP!ORP! ITS were
assessed. Table 4 demonstrates that H6a (LB: 20.018;
UB: 0.167) and H6b (LB: 20.007; UB: 0.217) were not
supported since the indirect effect’s confidence intervals
included a zero value. H6c (LB: 0.029; UB: 0.261) and
H6d (LB: 0.050; UB: 0.289), in contrast, were supported
as the indirect effects’ confidence internals did not have
a zero value. The findings imply that organization pres-
tige acted as a sequential and positive mediator in the
relationships between relations with supervisor and rela-
tion with peers toward intention to stay. The coefficient
of determination (R2) values for organization prestige
and intention to stay are .468 and .219, respectively, in
terms of explanatory power.
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Table 2. HTMT Criterion.

Construct 1 2 3 4 5 6

FII
ITS 0.643
ORP 0.501 0.519
PRO 0.717 0.669 0.654
RWP 0.149 0.329 0.570 0.540
RWS 0.601 0.508 0.596 0.650 0.321

Note. FII = financial incentives; ITS = intention to stay; ORP = organization prestige; PRO = promotion opportunities; RWP = relation with peers;

RWS = relations with supervisor.

Table 3. Structural Model Results.

Direct effect Beta Standard error t-Value p-Value 5.0% 95.0% Decision f2 R2 Q2predict

H1: FII!ORP .137 0.090 1.510 .066 20.019 0.278 NS 0.021 .468 0.383
H2: PRO!ORP .199 0.111 1.793 .037 0.008 0.375 S 0.035
H3: RWS!ORP .255 0.118 2.158 .015 0.080 0.472 S 0.081
H4: RWP!ORP .322 0.108 2.975 .001 0.148 0.505 S 0.143
H5: ORP! ITS .468 0.087 5.388 .000 0.312 0.600 S 0.280 .219 0.245

Note. FII = financial incentives; ITS = intention to stay; ORP = organization prestige; PRO = promotion opportunities; RWP = relation with peers;

RWS = relations with supervisor; S = supported; NS = not supported; one-tailed test.

Table 1. Measurement Model.

Construct Item Loading Cronbach’s alpha
Composite
reliability

Average variance
extracted (AVE)

Financial incentives FII1 0.740 .739 0.850 0.654
FII2 0.839
FII3 0.843

Promotion opportunities PRO1 0.869 .794 0.878 0.707
PRO2 0.750
PRO3 0.897

Relations with supervisor RWS1 0.777 .821 0.893 0.737
RWS2 0.901
RWS3 0.892

Relation with peers RWP1 0.890 .850 0.908 0.768
RWP2 0.922
RWP3 0.813

Organization prestige ORP1 0.841 .881 0.918 0.737
ORP2 0.865
ORP3 0.834
ORP4 0.892

Intention to stay ITS1 0.839 .888 0.922 0.748
ITS2 0.831
ITS3 0.902
ITS4 0.885

Note. Due to negative factor loading, FII4 was eliminated.
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Discussion

The current research project aims to examine the mediat-
ing role of organizational prestige in the relationship
between extrinsic rewards and employee retention.

The H1 of this research project is intended to examine
the relationship between financial incentives and employ-

ees’ intention to stay in private sectors within the Klang

Valley, Malaysia. The findings revealed that financial

incentives did not significantly influence organizational

prestige (b=.137, p. .05). These findings showed that

monetary factors did not significantly contribute to the
organizational prestige, with b=.137, p. .05. This is in

agreement with previous studies like those by Yeo et al.

(2020), where a negative relation between compensation

and turnover intention was reported among Malaysian

banking employees. Thus, financial incentives, as impor-

tant as they are, do not enhance organizational prestige.

This could be due to cultural or contextual reasons spe-

cific only to Malaysia, where other factors such as recog-

nition, work-life balance, and career development
opportunities may be valued more than monetary

aspects (Ashraf & Bandiera, 2018). Besides, strong

emphasis on monetary rewards may have the unintended

effect of crowding out intrinsic motivators such as mean-

ingful work and a sense of belonging (Wrzesniewski &

Dutton, 2001). While financial incentives remain essen-

tial for retaining employees, their effectiveness depends

on the presence of intrinsic motivators and organiza-

tional culture (Ryan & Deci, 2017).Future research
might focus on how the combination of financial and

nonfinancial incentives could jointly impact organiza-

tional prestige and retention.
The study confirmed that promotion opportunities

significantly enhance organizational prestige, b=.199, p
\ .01, which supports H2. This finding is consistent with
the views of Ngqeza and Dhanpat (2021), who noted
that career advancement creates a sense of accomplish-
ment and development among employees. Promotion
opportunities give rise to perceptions of equity and orga-
nizational support that add to the employer’s brand and
status (Cable & Turban, 2003). Therefore, organizations
that respect clear and equal career-building opportunities

not only retain talented workers but also enhance their
reputations as employers.

Supervisor relations were found to significantly influ-
ence organizational prestige, b=.255, p\ .01, support-
ing H3. This agrees with previous studies that identify
supportive leadership as playing a vital role in influencing
employees’ perceptions about the organization. Steiner et
al., (2020) and Enwereuzor and Ugwu (2021) assert that
supervisors are representatives of the organization’s val-
ues and, as such, play a key role in building trust and par-
ticipation in the organization. Such enhancement of
supervisor training in areas like empathy, communica-
tion, and conflict resolution could bolster their role in
promoting organizational prestige.

The outcome of the hypothesis H4 has confirmed that
the relations with peers have a significant relationship on
the employees’ intention to stay in private sector because
relations with peers (b=.322, p\ .01) have positive
influences on organization prestige. Thus, H4 was sup-
ported. This finding was consistent with the previous lit-
erature which suggested positive relationships with
colleagues contribute to employee engagement and satis-
faction (Carmeli & Freund, 2004). This was also reported
by Guo et al. (2021) that social support from peers posi-
tively influenced teachers’ intention to stay. Collegial
support fosters a collaborative and inclusive work cul-
ture, which significantly enhances employees’ attachment
to their organization. This finding underscores the
importance of team-building initiatives and recognition
of collective achievements to strengthen peer relations
and organizational identity.

The H5 is intended to examine the mediating influ-
ence of organizational prestige between extrinsic rewards
and employee retention intention to stay. The mediating
effect of organizational prestige was thus supported. In
specific terms, the relationship between employees’ inten-
tion to stay and supervisor-employee relations (H6c) and
peer relations (H6d) was mediated by organizational
prestige. These results again provide support for the view
that the positive impact of workplace relationships on
retention is magnified by organizational prestige
(Carmeli et al., 2006). However, the mediating effects
were insignificant for financial incentives (H6a) and

Table 4. Mediation Results.

Indirect effect Beta Standard error t-Value p-Value 2.5% 97.5% Decision

H6a: FII!ORP! ITS .064 0.047 1.348 .178 20.018 0.167 NS
H6b: PRO!ORP! ITS .093 0.058 1.606 .108 20.007 0.217 NS
H6c: RWS!ORP! ITS .119 0.058 2.073 .038 0.029 0.261 S
H6d: RWP!ORP! ITS .151 0.06 2.507 .012 0.050 0.289 S

Note. FII = financial incentives; ITS = intention to stay; ORP = organization prestige; PRO = promotion opportunities; RWP = relation with peers;

RWS = relations with supervisor; S = supported; NS = not supported; two-tailed test.

Anthonysamy et al. 9



promotion opportunities (H6b). These results show that
while prestige is an important factor, its mediating role
may be contingent on the nature of the extrinsic reward.
For instance, financial incentives may lack a symbolic
value contributing to prestige, unlike relational factors
that directly influence organizational identity. The find-
ings suggest that financial incentives and promotion
opportunities might influence retention through alterna-
tive pathways, such as perceived organizational support
or individual job satisfaction (Fauziah et al., 2013).
Future research could adopt a multi-faceted framework
that includes variables like organizational culture,
employee engagement, and intrinsic motivators to cap-
ture these dynamics comprehensively.

Implications of Study

Findings from the present study have several implications
for both theoretical and practice.

Theoretical Implications

From the theoretical perspective, the present study has
contributed new information to the body of literature
especially one that is related to employees’ retention. The
present findings provided empirical evidence and sug-
gested that financial incentives may not be the sole driver
of employees’ retention in all contexts. Hence, the pres-
ent findings further clarify the role of other extrinsic
rewards for example, non-monetary incentives such as
work-life balance and recognition awards could be used
to induce employee retention in the effort of retaining
employees (Arshad & Puteh, 2015). Besides, this study
has also established a new relationship among relation
with peers and relation with supervisors and the inten-
tion to stay with oorganisational prestige’s mediating
role. The findings of this study focused on expanding this
call to examine the direct influences of relation with peers
and relation with supervisors by investigating the mediat-
ing effects of organizational prestige on the correlation
between intention to stay and promotion opportunities
and financial incentives. The results of this can assist in
answering the query on how and when the promotion
opportunities and financial incentives may become a risk
factor toward intention to stay among employees.

This study employed has employed different statistical
method to verify the theoretical model and analyzd the
data with the particial Least Squares-Structureal
Equation Modeling (PLS-SEM). This contributed to the
previous studies on employee intention to stay with fac-
tors which include the relationship between financial
incentives, promotion opportunities, relation with peers
as well as relation with supervisors, and the mediating
influence of organizational prestige were tested.

Furthermore, it also evaluated the empirical aid for the
theory because promotion opportunities, relation with
peers as well as relation with supervisors noticeably
affected the organisationa prestige except financial incen-
tices. Based on this context of the findings, the outcomes
contributes an essential body of knowledge regarding the
retention staff in private sector in Klang Valley,
Malaysia.

Managerial/Practical Implications

In terms of implications for practice, the current research
findings have several implications for the managers.
Supervisor relations significantly impact organizational
prestige and, consequently, retention intention. With this
finding, it is recommended to implement leadership
development programs to train supervisors in effective
communication, empathy, and conflict resolution skills.
Regular feedback sessions and one-on-one meetings is
highly encouraged to foster trust and understanding
between supervisors and employees. Apart from that,
mentorship initiatives can be developed where experi-
enced supervisors guide employees in their career paths,
reinforcing a sense of belonging and professional growth.
Moreover, positive peer relations is found to contribute
to organizational prestige and higher retention. Few rec-
ommendations can be suggested such as to introduce
team-building activities and collaborative projects to
strengthen interpersonal relationships among employees,
to create a supportive work culture by recognizing and
rewarding team efforts, not just individual achievements
and to establish employee resource groups or social com-
mittees to promote inclusivity in the workplace.

The other key finding to this study is that promotion
opportunities play a critical role in enhancing organiza-
tional prestige and influencing employee retention. To
leverage this, organizations should design clear career
progression plans with well-defined promotion criteria
and timelines to ensure transparency and fairness.
Regular communication about advancement opportuni-
ties, coupled with providing employees with the neces-
sary resources and training, can help them prepare for
and achieve higher roles. Additionally, performance
reviews should be utilized not only for evaluation but
also as a tool to guide employees toward career mile-
stones, fostering their growth and commitment to the
organization.

Financial incentives were found to have no impact on
organizational prestige in this context, suggesting they
play a lesser role in retention strategies. As such, organi-
zations should prioritize non-monetary benefits, such as
flexible work schedules, wellness programs, and recogni-
tion awards, to complement monetary rewards and fos-
ter a more holistic approach to retention. Financial
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incentives should be used as short-term motivators for
specific achievements, while intrinsic motivators, like
meaningful work and career development opportunities,
should be emphasized for long-term employee commit-
ment. Additionally, regularly benchmarking salaries and
benefits against industry standards is crucial to maintain-
ing competitiveness without overly relying on financial
rewards.Additionally, organizational prestige plays a
pivotal role in mediating the relationship between
rewards and employee retention, highlighting its critical
importance. To enhance prestige, organizations should
prioritize robust employer branding by publicly showcas-
ing achievements, awards, and employee success stories
through social media and other platforms. Building a
culture of inclusion and equity is essential, as it ensures
employees feel valued and fosters pride in their organiza-
tional affiliation. Additionally, investing in corporate
social responsibility (CSR) initiatives can further elevate
organizational prestige, as employees often associate
prestige with companies that contribute positively to
society, thereby strengthening their commitment and
loyalty.

Limitations and Future Scope

This study targeted private-sector employees in the
Klang Valley region of Malaysia, with a reliance on con-
venience sampling. Although this approach has given
insight relevant to the particular region, the narrow sam-
ple and regional focus provide limited generalizability.
Variations in workforce behavior in other regions in
Malaysia or internationally have not been examined.
These limitations affect the generalization ability of the
findings from the present study, since socioeconomic and
cultural factors specific only to Klang Valley cannot be
said to represent the general trend. Further research
should extend sampling to a wider variety of regions and
industries in order to cross-check the findings and
enhance generalizability. It is recommended that this
research be replicated in various regions within Malaysia
and other countries in order to identify cultural and
socio-economic differences. For example, a multi-region
comparative study of the high-prestige organizations in
the urban center compared to rural areas can provide
insights into how prestige affects retention.

The cross-sectional nature of the study does not allow
any causal inferences to be made between organizational
prestige, extrinsic rewards, and retention intention.
Temporal changes in employee perceptions and their
long-term effects remain unexplored. Self-reported sur-
veys are subject to biases such as social desirability or
selective memory, which may impact the accuracy of
responses. Answers may become attuned to perceived
organizational expectations rather than actual

experiences. Future research should examine the long-
term implications of organizational prestige for career
outcomes, satisfaction, and loyalty. In this aspect, per-
haps longitudinal research can be employed that cap-
tures the dynamic relationships of interest over time and
provides stronger causal evidence. For instance, examin-
ing the retention trends over a period of years in organi-
zations undergoing changes in prestige may reveal the
long-term impact of such changes.

The focus on financial incentives, promotion opportu-
nities, supervisor relations, and peer relations in the
study indicates the exclusion of influential factors like
work-life balance, flexible working arrangements, and
employee recognition. Organizational culture, employee
engagement, and leadership styles can also be critical as
mediating and/or moderating variables that better
explain employee retention dynamics. This thus could
widen the framework into which this paper tries to locate
an employee retention concept that provides a more hol-
istic understanding.

Conclusion

This study has provided valuable insights into the com-
plex interplay between extrinsic rewards, organizational
prestige, and employee retention. The findings under-
score the pivotal role of organizational prestige in med-
iating the effects of workplace relationships—specifically
supervisor and peer relations—on employees’ intention
to stay. Conversely, financial incentives and promotion
opportunities demonstrated limited mediation through
organizational prestige, highlighting the nuanced nature
of these relationships. The study advances existing litera-
ture by integrating recent theoretical perspectives and
empirical evidence to reveal how non-monetary factors
significantly shape organizational identity and retention
outcomes. It emphasizes that while financial incentives
remain essential, their standalone impact on retention is
limited in contexts where relational and reputational
dynamics dominate. Promotion opportunities and posi-
tive supervisor and peer relations emerged as significant
contributors to organizational prestige, reflecting the
importance of a supportive and growth-oriented work
environment. From a practical standpoint, organizations
aiming to enhance employee retention must move beyond
financial incentives to prioritize non-monetary strategies.
Leadership development, team-building initiatives, and
transparent career pathways can foster a prestigious
organizational image, which is critical in attracting and
retaining talent. Furthermore, organizations should
leverage employer branding and social responsibility
initiatives to solidify their reputation as desirable work-
places. In conclusion, this research highlights the critical
need for a holistic approach to employee retention—one
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that integrates extrinsic rewards with relational and repu-
tational factors. By doing so, organizations can create
not just workplaces, but communities where employees
feel valued, connected, and committed to staying.
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