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Abstract

This study aimed to examine the differences in protean career attitude, passion for work,
and turnover intention among millennial employees in Indonesia and Malaysia. This re-
search was conducted with a quantitative approach using an online questionnaire to get
primary data with as many as 210 respondents from Indonesia, and those from Malaysia,
with only as many as 54 respondents. This study used non-probability sampling using the
purposive sampling method. Hypothesis testing techniques use Structural Equation Mod-
elling with Partial Least Square (SEM-PLS) and previously performed instrument tests
using validity and reliability tests. From the results of hypothesis testing for millennial
employees from Indonesia, all hypotheses are supported that there is an influence direct
and indirect between protean career attitude, passion for work, and turnover intention. At
the same time, there is one hypothesis for millennial employees in Malaysia whose re-
sults are different, namely that there is no influence between protean career attitude and
turnover intention

Key words: protean career attitude, passion for work, turnover intention, millennial
employees

The biggest problem in employ-
Introduction ment in Indonesia and Malaysia is em-
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ployee productivity. Several factors can
affect the productivity and performance
of employees, including career, namely
how a person climbs up the ranks of po-
sitions in the organization. Gulyani &
Bhatnagar (2017) explained that in this
era, the demographics of the workforce
began to enter from the generation born
from 1980-2000. Changes in the work-
force with the entry of the millennial
generation change attitudes and para-
digms toward the workplace of employ-
ees, causing many employees to explore
their career growth (Direnzo & Green-
haus, 2011); (McGinley et al., 2020).

Millennials have different person-
alities, values , and work expectations
than previous generations (Leung, 2013).
The millennial generation is rapidly ab-
sorbing new knowledge and has high
creativity, motivation, and ambition be-
comes a positive point for the company.
On the other hand, this millennial gen-
eration gives up quickly, gets bored eas-
ily, leaves their job if they feel there is a
perceived discrepancy, demands flexibil-
ity in the workplace, and loses some
formalities in work, such as clothing.
Therefore, organizations must be able to
build an up-to-date strategy to be able to
attract, involve, and retain a millennial
workforce that can create a sustainable
competitive advantage because, of
course, there are some shifts like work in
a company such as a career planning
which was initially a traditional protean
career (Gossett & Winter, 2014), (Ng et
al., 2012) (Lyons et al., 2014) (Jerome et
al., 2014). Given this phenomenon, the
role of organizations in career planning
must be able to attract applicants and be
able to internally prepare employees
who have good performance to be placed

in key positions in the future (Jackson &
Wilton, 2016). Kothapalli & Swetha
(2017) in their research reveal that tradi-
tional careers in most companies, both
conventional and modern, are shaped
like climbing stairs vertically, linear in
nature so that the abilities and expertise
of an employee to occupy the position
level above are fully regulated by deci-
sion makers or the company (Hall, 1996)
initiated an idea of change in employee
career management, where careers
should focus on employee abilities, not a
process of climbing a hierarchy in an
organization, an employee's career is
managed, regulated and dependent on
themselves. The organization only be-
comes a facilitator for improving the
skills and knowledge of its employees.

This concept was eventually
known as the protean career attitude.
Implementing a protean career requires a
high level of self-awareness and respon-
sibility. Many people are happy with the
freedom this protean career offers, but
many are afraid of this freedom because
they feel it will reduce outside support.
In this concept, employees are in full
control of their careers and career paths
in the future. In addition, it is also neces-
sary to change the attitudes, behavior,
and responsibilities of employees to-
wards their work. Protean career is used
to describe careers that are driven by in-
dividuals not organizations, based on
individual goals, spanning the entire life
space, and driven by success objectives
such as salary, rank, or power (Volmer
& Spurk, 2011). A protean career allows
a person to adapt quickly, beyond his
needs or desires. Individuals control
their careers with little help from the or-
ganization (Redondo et al., 2019). Em-
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ployees with a protean career attitude
will help them find future carcer plans so
that if they also have a passion for work,
they will try their best to achieve their
intended career in the future as planned
(Gulyani & Bhatnagar, 2017). Millennial
generation employees tend to often
move from one job to another. There-
fore, companies must try to prevent this
condition by providing opportunities for
millennial generation employees to im-
prove their ability to produce better pro-
ductivity and commitment to company
goals, as well as provide a supportive
environment if employees are in the
company. Employees remain responsible
for their careers, and the company's re-
sponsibility is to provide an environment
and opportunity for employee develop-
ment to prevent high turnover among
millennial employees.

A lack of job satisfaction can cause
high turnover intention in the millennial
generation, not feeling like they have
work engagement and shared passion.
Passion for work in millennial employ-
ees can produce positive outcomes and
support the careers of employees where
they can do work more effectively and
efficiently, have a low turnover inten-
tion, and increase creativity from their
employees (Gong et al., 2020). The re-
sults of literature studies from various
previous studies show that there is a sig-
nificant influence between protein career
attitude and several variables such as a
passion for work, pro-active work be-
havior, organizational commitment, ca-
reer goals, and turnover intention (Guly-
ani & Bhatnagar, 2017); (Hall et al.,
2018); (Redondo et al., 2019); (Rahim,
2020); (Saraswati et al., 2020) and (Kale
& Zer, 2020). In these studies, almost all

the hypotheses tested are the direct ef-
fects of two related variables. Only a
tiny part of these studies examines the
role of intervening variables. No re-
search has been found that examines
passion for work as an intervening vari-
able between protean career attitude and
turnover intention.

Literature Review
Passion Career Attitude

Career orientation's core value is to
explain career decisions with subjective
success criteria such as psychological
success, not objective ones such as
salary or position. Therefore, individuals
are more responsible than organizations
for transforming their career paths (Hall,
1996). In another opinion, protean career
attitude is the behavior of people with
the skills and abilities according to their
work environment. Besides that, they
have flexibility, are free of values,
believe in continuous learning, and seek
intrinsic  satisfaction from work (Cor-
deiro & de Albuquerque, 2017). Briscoe
etal. (2006) explain that a protean career
attitude is an individual who can better
manage all changes that occur in work.
Rahim (2020) argues that one gets the
opportunity to work for different
companies, which can involve different
roles and work experiences. It is also
common to be employed in various
fields and industries. For this reason,
individuals can invest in professional
career development and learn from the
experience gained at the beginning of
their careers. The more practical a
person's work with his personality, the
more efficient and motivated he will be.
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Another opinion (Rahim & Siti-
Rohaida, 2015) explains protean career
attitude as a process in which a person
and not a company regulates where the
individual has his own career choice and
secks to fulfill himself, which is an inte-
grated part of his life, and the success
achieved. So, it can be concluded that
the protean career attitude is the attitude
of employees to determine their career
choices and not depend on the company
to achieve the success of the employee
concerned. According to Briscoe et al.
(2006), the dimensions of the Protean
Career are.

(1).  Values-Driven, namely internal
principles and aftitudes will motivate
and guide a person in making decisions
related to his career based on extrinsic
factors such as salary. An employee with
a values-driven attitude will rely only on
his or her internal principles and values
when making career choices. Everyone’s
personal values (internal) provide guid-
ance and measures of success for an in-
dividual's career. A person's attitude
aligns the decisions they will make for
their career with their values and goals.
Values-driven can also refer to an indi-
vidual's high awareness of his value pri-
orities and using this as a standard in
making and assessing decisions.

(2). Self-Directed is someone who can
manage himself and always directs him-
self continuously to learn. Individuals
who show self-directedness will require
more challenging tasks and are always
looking for opportunities to gain self-
development. Therefore, companies
must implement various initiatives to
facilitate their employees to conduct dis-
cussions and negotiations about career

paths that follow their values and not
just provide extrinsic rewards such as
salaries. Personal career management
can adapt to performance and learning
demands. In other words, someone plays
an independent role without interference
from other people or their organization
in managing their behavior in their work
to achieve the success they want in their
career. Self-directed also refers to the
degree to which a person strategically
controls his or her career.

Passion for Work is defined as a
strong tendency of an individual toward
a job that he loves very much and the
assumption that the job is a crucial part
of him where an individual can invest a
significant amount of time and energy he
has into the work (Zito & Colombo,
2017). Passion is a burning desire, strong
belief, and all aspects that make people
disciplined to achieve their vision. A
person's dream can come true when he
has the desire and intention to make it
happen (Jalali & Heidari, 2016). De
Clercq et al. (2013) argue that passion
for work is all forms of enthusiasm and
motivation in doing work, per every-
one’s conditions and interests. Work
passion is a combination of solid indi-
vidual well-being states, positive emo-
tions, meaning-based originating from
repeated cognitive and affective assess-
ments of work situations in organiza-
tions that result in consistent and con-
structive work intentions and behaviors
(Burke et al., 2015). So, the passion for
work is an intense desire from an em-
ployee for his work and feels that the
work he does is a part that is very suit-
able and suitable for the employee, so he
is willing to devote himself to the job.
According to Vallerand (2012), there are
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two dimensions of Passion for work,
namely (1). Harmonious Passion occurs
due to internalizing an activity or into an
individual. This internalization is charac-
terized if the individual feels that a job is
essential and accepts the job without any
other interest. This internalization gener-
ates the power of motivation from within
oneself to engage in work voluntarily
and creates a strong sense of will do the
work. Harmonious Passion is also char-
acterized if an individual does not feel
forced to do his job and the individual
feels the freedom to do that work (Burke
et al., 2015). Individuals with a harmo-
nious passion have more perseverance
and persistence in carrying out and car-
rying out their duties. The job will be
part of the individual's identity because
the individual feels the work is fun and
satisfying (2). Obsessive Passion occurs
in an individual due to the process of
internalizing an activity that is controlled
by oneself to become the identity of an
individual. This internalization comes
from the pressure that arises from one-
self or from outside, either because of
interests attached to the work, feelings of
acceptance from the social environment
if doing the work, self-esteem, or the
feeling of happiness that occurs when
individuals are involved in their work.
So even though the individual likes his
job, internal interest factors play an es-
sential role in carrying out the work.
This is also supported by Burke et al.
(2015) that individuals with a strong ob-
sessive passion will work diligently and
find it difficult to get away from work.
However, individuals do the work only
because the work fulfills the interests
that the individual needs.

Turnover Intention is an em-
ployee's desire to leave the organization
(Jehanzeb et al., 2013). Armes & War-
dani (2020) define turnover intention as
the level at which individuals who want
to leave membership in an organization.
According to Gong et al. (2020), turn-
over is illustrated as an illustration of the
percentage of employees who leave the
organization. Meanwhile, Sun (2011)
explains that turnover intention is a pic-
ture of an employee's desire to leave
their current job and aim to find another
job. Another researcher, Guixia & Ab-
dullah (2019), explained that turnover
refers to the possibility that a person will
change his job within a certain period or
is defined as a deliberate and deliberate
determination to leave the organization.
F. C. Bothma & Roodt (2012) describe
turnover intention as a conscious and
intentional state to leave the organiza-
tion. Therefore, it can be concluded that
Turnover Intention is the desire of an
employee to leave the workplace volun-
tarily. According to Kim et al. (2015)
and Su (2021), the factors that influence
turnover intention are mainly due to real-
istic considerations regarding salary,
promotion, working time, career, shift
assignments or working hours, and re-
lated to the characteristics of the indi-
viduals being accompanied, such as con-
ditions physical condition, desire in
other occupations, antagonistic relation-
ship with current co-workers, the dis-
tance between residence and company,
and combining work with study. Decha-
watanapaisal (2018) mentioned that
turnover intention occurs when an em-
ployee has found another organization,
so he intends to leave his current organi-
zation because of opportunities for better
training and career development in other
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companies, better compensation and
benefits, and poor management. Em-
ployee dissatisfaction with organ-
izational policies and employees have a
low level of organizational commitment.

Hyphoteses Formulation

A passion for work characterizes a
protean career attitude and passion for
work, always motivation, and the
implementation of work-related plans to
achieve a goal per individual values.
Protean career aftitude can help indiv-
iduals realize the career they want to
pursue to increase self-identification,
which is marked as a source of finding
work passion (De Clercq et al., 2013).
Gulyani & Bhatnagar (2017) docu-
mented that a protean careen attitude can
help in increasing employees' passion for
work. The behavior of the millennial
generation in the protean career process
affects their passion for their work
(McGinley et al., 2020). A study con-
ducted by Saraswati et al. (2020)
conceptually explains that a protean
career attitude is a basis for increasing
employee passion which will produce
career success. People with a high
protean career attitude are expected to be
aware of their future careers. They are
expected to follow their inner voice
while advancing their career compared
to people with low on this dimension to
increase their passion for work (Alok &
Rajthilak R., 2021). Therefore, the
hypotheses that can be proposed are:

HI1: Protean Career Attitude has a
positive effect on Passion for Work

An employee with a protean career
attitude will consider his criteria rather

than the organization that regulates its
employees so that it can increase the
level of turnover intention (Redondo et
al., 2019). Likewise, employees with a
protean career attitude will be more pro-
active (Briscoe & Finkelstein, 2009) and
tend to move jobs to other higher places.
Employees with a protean career attitude
tend to have a broader lifelong learning
orientation, develop opportunities for
continuous learning and exhibit more
significant mobility tendencies (Bardoel,
2019). Individuals with a protean career
attitude tend to leave work more effi-
ciently (Redondo et al., 2019). Cannon
& Shay (2018) also confirm that em-
ployees who have a high desire to be
able to manage their careers and feel that
there is a mismatch between their inter-
ests and the rules of the company, then
they will decide to quit their jobs and
work elsewhere according to their plans.
Careers for which they are designed.

H2: Protean Career Attitude has a pos-
itive effect on Turnover Intention

Quality to survive is a positive
form of turnover intention. This aspect
states that someone with a high work
passion is not easily discouraged in the
face of difficulties in employee's work.
This means there is perseverance and
complete trust. Passion is a burning
desire, belief, and intense drive that
keeps people disciplined to achieve their
vision and remain in the organization
(Gong et al., 2020). McGinley et al.
(2020) found that a high passion for
work affects a decrease in turnover
intention. The impact of work passion,
work engagement, and job satisfaction
can reduce employee turnover intention.
Azmi et al. (2021) found that har-
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monious passion for work has a negative
effect on turnover intention and
obsessive passion positively influences
turnover intention. Rodrigues et al.
(2015) and Rodrigues et al. (2019) did
not find a direct relationship between
protean career attitude and the desire to
change jobs. However, they must go
through work passion. Employees who
do not have a passion for work will
immediately seek new jobs.

H3: Passion for Work has a negative
effect on Turnover Intention

H4: Passion for Work mediates the
influence between Protean Career
Behavior and Turnover Intention

Methodology

The variables in this study refer to
previous research conducted by Sara-
swati et al, (2020); Cordeiro & de
Albuquerque, (2017); McGinley et al.,
(2020) where all variables were meas-
ured using a five-point interval scale
with alternative answers from strongly
disagree to strongly agree. Protean Ca-
reer Attitude measure with fifteen item,
Passion for Work with twelve item and
Turnover Intention with six items, and
this research uses purposive sampling
technique. The sample criteria are mil-
lennial generation employees in Indone-
sia and Malaysia. A total of 264 respon-
dents were collected as a sample, from
Indonesia 210 and 54 from Malaysia.
SEM-PLS was used to analysis the data.

Validity and Reliability Test Result

The processing results from Indo-
nesian’s Millennial Employees show that

of the fifteen indicators of the Protean
Career Attitude measurement that have
been proven valid because they produce
an outer loading value > 0.5, only six
indicators are indicators PC9, PCI10,
PC11, PC13, PCl14, and PC15. The other
nine indicators are invalid because they
produce an outer loading of <0.5. The
nine indicators are PC1, PC2, PC3, PC4,
PC5, PC6, PC7, PC8, and PCI12. The
reliability test results for the six indica-
tors of the valid protean career attitude
variable resulted in a Cronbach alpha
value of 0.786 > 0.6, which means that
the six indicators of the protean carecer
attitude variable were consistent (reli-
able). The validity test with twelve indi-
cators concluded that only five indica-
tors were valid because they resulted in
an outer loading value > 0.5. The five
indicators in question are PW7, PW8,
PW9, PW11, and PW 12, while the other
seven indicators are invalid because they
produce an outer loading value <0.5.
The seven indicators referred to are PW1,
PW2, PW3, PW4, PW5, PWo6, and
PW10. The reliability testing results for
five valid indicators resulted in a Cron-
bach alpha value of 0.758 = 0.6, which
means that the five indicators of the pas-
sion for work variable proved reliable.
Thus, of the twelve measurement indica-
tors of the passion for work variable that
has been proven valid and reliable, only
five indicators will later be used in test-
ing the research hypothesis. The validity
test for turnover intention with six indi-
cators resulted in the conclusion that
only five indicators were valid because
they produced an outer loading value >
0.5. The five indicators in question are
TI1, TI2, TI4, TIS, and TI16, while one
indicator, namely TI3, is invalid because
it produces an outer loading value of
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<0.5. Reliability testing for five valid
indicators resulted in a Cronbach alpha
value of 0.846 > 0.6, which means that
the five indicators of the turnover intent
variable were reliable. Thus, of the six
measurement indicators of the turnover
intention variable that have been proven
valid and reliable, only five indicators
will be used in testing the research hy-
pothesis.

The Validity and Reliability Test
for Millennial Employees from Malaysia
show that from fifteen indicators of Pro-
tean Career Attitude measurements that
were proven valid because they pro-
duced an outer loading value > 0.5, as
many as eight indicators, namely indica-
tors PC1, PC2, PC3, PC4, PC5, PCS,
PC12, and PC15. The other seven indi-
cators are invalid because they produce
outer loading <0.5. The seven indicators
in question are PC6, PC7, PC9, PCI10,
PC11, PCl14, and PC15. The reliability
test results for eight valid Protean Career
Attitude indicators resulted in a Cron-
bach alpha value of 0.684 > 0.6, which
means that six indicators of the protean
career variable are consistent (reliable).
Validity testing with twelve indicators
resulted in the conclusion that only five
indicators were valid because they re-
sulted in an outer loading value > 0.5.
The five indicators in question are PW2,
PW3, PW4, PW5, and PW6, while the
other seven indicators are invalid be-
cause they produce an outer loading
value < 0.5. The seven indicators re-
ferred to are PW1, PW7, PWS8, PW9,
PW10, PW11, and PW12. The reliability
testing results for five valid indicators

resulted in a Cronbach alpha value of
0.758 > 0.6, which means that the five
indicators of passion for work proved
reliable. Thus, of the twelve measure-
ment indicators of passion for work that
are proven valid and reliable, only five
indicators will be used in testing re-
search hypotheses. The tested validity
turnover intention with six indicators,
concluding that only five were valid be-
cause they produced an outer loading
value > 0.5. The five indicators in ques-
tion are TI1, TI2, TI3, TI4, and TI5,
while one indicator, namely TI6, is inva-
lid because it produces an outer loading
value of <0.5. Reliability testing for five
valid indicators resulted in a Cronbach
alpha value of 0.846 > 0.6, which means
that the five indicators of the turnover
intent variable proved reliable. Thus, of
the six measurement indicators of the
turnover intention variable that have
been proven valid and reliable, only five
indicators will later be used in testing the
research hypothesis.

Based on Table 1, most of the
respondents were female in Indonesia
and Malaysia, most of them were 20-25
years old and many of the millennial
employees choose other work sectors,
where many of them work in start-ups,
have their own business, event organi-
zers and supply chain companies.

Result and Findings
After processing the data using

AMOS 25, the results of hypothesis test-
ing can be presented as follows.

Table 1: Respondent Characteristics
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Demographics Indonesia Malaysia
Frequency Percentage Frequency Percentage
Gender:
Men 85 40.5% 21 38.9%
Women 125 59.5% 33 61.1%
Age:
20-25 124 59.0% 23 42.6%
26 -30 40 19.0% 23 42.6%
31-35 32 15.2% 3 5.6%
36 - 40 14 6.7% 5 9.3%
Work Sectors:
Finance 34 16.2% 2 3.7%
IT 21 10.0% 6 11.1%
Retail 10 4.8% 3 5.6%
Food Industry 19 9.0% 5 9.3%
e-Commerce 13 6.2% 5 9.3%
Healthy 9 4.3% 4 7.4%
Investment 3 1.4% 1 1.9%
Consultant 21 10.0% 4 7.4%
Others 80 38.1% 24 44.4%
Source: Results of data processing
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Table 2: Hypotheses Testing Results

Hyphoteses Indonesia Malaysia

Coefficient p-value Decision Coefficient p -value Decision
PCA - PFW 0.458 0.000 Supported 0.534 0.000 Supported
PCA-TI 0.162 0.012 Supported -0.067 0.382 Not

Supported

PFW - TI -0.199 0.013 Supported -0.365 0.003 Supported
PCA-PFW- 0.091 0.015 Supported -0.195 0.014 Supported
TI

Source: Results of data processing
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From the results of testing hy-
pothesis 2, there are differences in re-
sults between millennial and Indonesian
employees and those in Malaysia. For
the results in Indonesia, protean career
attitude has a positive influence on turn-
over intention. The results of testing this
hypothesis are supported by several pre-
vious studies proposed by Briscoe &
Finkelstein (2009), Cannon & Shay
(2018), Redondo et al. (2019), and Bar-
doel (2019). An employee with a protean
career attitude will consider his career
without the need for interference from
the organization that regulates his em-
ployees. Therefore, the turnover inten-
tion rate will increase along with the
high protean career adopted by millen-

¥
—

Puvs Pws
- -

0,693 prgz

-0.365

S o.azo Tz
— 5824

E— G na
840 g

o702 Tia

nial generation employees. Millennial
generation employees who have more
flexible characteristics make turnover
intention behavior higher. Millennial
generation employees are more daring to
express themselves if something is
wrong and dare to leave their current
workplace quickly and easily find a new
job (Lajom et al., 2018). Millennials
with a protean career attitude will tend to
leave work more efficiently. If they feel
there is a mismatch between the employ-
ces' interests and the company's rules,
they will decide to quit their jobs and
work elsewhere according to their career
plans. They designed it themselves. Mil-
lennials in the workforce are often la-
beled as the generation of fleas, meaning
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they often change jobs in a short time.
However, with the duration of this job
shift, millennials are a generation with
much experience at a young age as a
positive side. The results of testing hy-
pothesis 2 in Malaysia found that the
positive influence between protean ca-
reer attitude and turnover intention was
not proven. This is due to the fear of los-
ing their jobs; in a pandemic situation
like the current one looking for a new
job is certainly not easy; in fact, many
employees are forced to be laid off and
lose their jobs. So even though millen-
nial employees in Malaysia have a high
protean career attitude, they still stay at
the company.

From the third hypothesis, the re-
sults of hypothesis testing are obtained
that there is a negative influence be-
tween passion for work on turnover in-
tention, both in Indonesia and in Malay-
sia, under the results of previous re-
search from Gong et al. (2020);
McGinley et al., (2020) and Azmi et al.,
(2021) that millennial employees are an
adaptive generation because they have
an open mindset. Moreover, if their work
is per their passion, they will not leave
their job. The important thing for mil-
lennials is creativity and community.
They always want to work with others to
get maximum results and are happy with
anyone who can do the job well. The
quality of survival is a positive form.
This aspect states that someone with a
high work passion is not easily discour-
aged in the face of difficulties in his
work. This means there is perseverance
and complete trust. Passion is a burning
desire, belief, and drive that keeps peo-
ple disciplined to achieve their vision
and stay in the organization. The two

forms of passion are generated from dif-
ferent internalization bases. Different
bases of internalization allow for the
possibility that one form of passion may
lead to positive outcomes while another
may not. In the work context, harmoni-
ous passion results from autonomous or
voluntary internalization (Ryan & Deci,
2000) of a job, meaning that individuals
freely and voluntarily view their work as
necessary because of the characteristics
of the work itself. Individuals with har-
monious passion describe their work be-
cause they choose, not because of the
pressure or results (for example, feelings
of approval or social recognition) that
come from work. Thus, harmonious pas-
sion causes individuals to see their work
as important and significant (Vallerand
et al., 2003) and reduces turnover inten-
tion (Vallerand et al., 2010).

For the last hypothesis, the fourth
hypothesis also has the same testing re-
sults in both Indonesia and Malaysia,
namely that protean career attitude af-
fects turnover intention mediated by a
passion for work with p-value < 0.05.
This result is also the same as previous
rescarch from Rodrigues et al. (2015)
and Rodrigues et al. (2019) that there
was no direct relationship between pro-
tean career attitude and the desire to
change jobs. However, it must go
through work passion, and if employees
do not have passion for work, they will
immediately look for a new job. There
are several similarities in the hypothesis
testing carried out, which can be caused
because Indonesia and Malaysia are al-
lied countries with similar cultural char-
acteristics, so the thoughts of the millen-
nial generation in the two countries are
also not too different. In this fourth hy-
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pothesis, the role of passion for work
significantly reduces turnover intention
among millennials in Indonesia and Ma-
laysia. Usually, the terms passion and
work are two similar things. Work is
what is done to get paid and to earn a
living, while passion is something that is
practiced for the pleasure or excitement
that will be obtained while doing it; if
the millennial generation can combine
passion with work, employees will do
their best in terms of performance and
performance, will do the best work like
never.

Conclusions, Implications
and Suggestions

Based on the results of the eval-
uation and review heretofore illustrated,
the results that can be taken are Protean
career attitude has a positive and
significant effect on passion for work
both in Indonesia and Malaysia, Protean
career attitude has a negative and
significant effect on turnover intention
for millennial generation employees in
Indonesia, while for millennial
generation employees in Malaysia there
is no negative effect between protein
career attitude and turnover intention,
Passion for work has a positive and
significant effect on turnover intention in
both Indonesia and Malaysia and
Passion for work mediates the effect of
protean career attitude on turnover
Impiittati ans nflome simamekehd alwywia. have
employees from the millennial genera-
tion can learn the characteristics of the
millennials to understand the best way to
manage employees from the millennial
generation according to work passions
filled with fresh, unique, and even anti-
mainstream ideas in their carcer devel-

opment. For example, where the stan-
dards of young people who do not match
the situation are too formal and compli-
cated in doing their jobs, it can reduce
turnover intention. This, of course, can
be used for company development to
win the competition from business com-
petitors and win the business market
more efficiently. Besides that, the mil-
lennial generation's networking connec-
tions are extensive because the millen-
nial generation is the most active cate-
gory of social media and internet users.
So, by hiring millennial employees, the
company can take advantage of this as a
promotional medium for the company.
Therefore, millennial generation em-
ployees can be a more effective promo-
tional medium.

What can be input for further
researchers are compare millennials in
other countries that are not the same as
Indonesia to get more varied results,
adding proactive work behavior variable
(Purba et al., 2022), carcer satisfaction
and boundaryless career (Kale & Ozer,
2020).
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