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Abstract 
This study aimed to identify on how work from home can serve as a work-life balance 
intervention that reduced the turnover intention in Malaysia real estate market. Spillover 
Theory, Border Theory and Maslow’s hierarchy of needs are applied as the fundamental 
concepts of this study, while work-life balance intervention is carried out based on the 
concept of Lewin’s change model. Mixed method approach is applied in this study in order to 
understand the contradictions between both qualitative and quantitative findings. 
Meanwhile, data collected is analyzed by qualitative and quantitative analysis to reflect the 
effectiveness of work from home intervention on improving work-life balance and reducing 
turnover intention. Result obtained is contradicted to most of the studies’ findings, where 
work from home will assist the workers to achieve work-life balance and reduce turnover 
intention. This might due to such intervention is not widely accepted yet in Malaysia and the 
lack of managerial support. 
Keywords: Work-life Balance, Turnover Intention, Work From Home, Job Satisfaction, Work-
Life Balance Initiatives 
 
Introduction 
Real estate market can be considered as one of the most essential industries that driven the 
development of a country. As this industry focused on improving the landscape, ecosystem 
and habitats, it can contribute to economic stability by creating more job opportunities, 
uniting the communities and maintaining the environments value (A. R. Brouwer, n.d.). In 
related to Malaysia context, the government is giving much attention to improve the 
condition of property development market via several policies such as Home Ownership 
Campaign (HOC) (PropertyGuru International (Malaysia) Sdn Bhd, 2020) and Fund My Home 
Scheme (FundMyHome, 2019). 
 Although Dzulkifly (2020) stated that number of fresh graduates are expected to be 
around 300,000 in year 2020, which the increasing number of fresh graduates in Malaysia and 
allowed this market to acquire the suitable fresh employees for the particular jobs, but the 
economic recession due to the COVID-19 pandemic has led to a higher job demand in certain 
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industries such as IT, software and manufacturing industries has shifted new talents’ 
attention away from this industry new recruitments (Arumugam, 2020).  
 

Furthermore, the aggressive poaching strategies due to the fierce competition among 
local property developers (EdgeProp.my, 2020), economic downfall of the real estate market 
(Khoo & Chung, 2020) and widespread hiring freeze and decrement in salary (Supriya, 2020) 
have made the talent acquisition in real estate market to be more difficult compared to the 
previous time. As such, this has brought to the study attention in reducing the turnover 
intention and achieving work-life balance among real estate market employees before the 
situation is getting worse. The research questions in this study are formulated as following: 

 
RQ1: Does work-life imbalance is the main factor that led to employee turnover intention in 
real estate market? 
RQ2: What approaches can be taken to reduce work-life imbalance in real estate market due 
to long working hour and rigid company working structure? 
RQ3: What can be proposed and intervened to reduce work-life imbalance in real estate 
market due to long working hour and rigid company working structure? 
 
Literature Review 
Interestingly, the application of work-life balance initiatives does not guarantee definite 
positive outcomes nor negative outcomes to the employee turnover intention. For example, 
under Oosthuizen, Coetzee and Munro (2016); Arshad and Puteh (2015) and Thakur and 
Bhatnagar (2017) studies, work-life balance is negatively correlated to employee turnover 
intention, where employees are more willing to stay with the company when they achieve 
their work-life balance through initiatives such as work from home or flexible working hour. 
This is because the employees are allowed to allocate more time to their love one or personal 
time through such family friendly policies, which will make them to be more committed 
toward their job and achieve a higher sense job satisfaction that make them hard to leave the 
company (Akinyele, Peters & Akinyele, 2016). According to Hobbs, Klachky and Cooper (2020), 
turnover intention may be reduced when workers are able to commit to family matters. Thus, 
the study suggested that reasonable number of vacations, flexible work arrangement and 
personal freedom at work should be emphasized in order to reduce turnover intention. 
 
 On the other hand, certain researchers such as Sarker, Ahuja and Sarker (2018), 
Rasheed, Iqbal and Mustafa (2018); Takeuchi (2017) oppose on such findings as they 
mentioned that the application of work-life balance initiatives does not have significant effect 
on employee turnover intention. In fact, the application of such initiatives might lead to a 
worsen scenario on the turnover intention. This may due to the less adoption of work-life 
balance initiatives in the workplace, the “family first” culture in the country or the work 
colonializing in non-work life by flexible working hour. Kopperud, Nerstad and Dysvik (2020) 
stated that turnover intention might occur when work–home spillover occurred, where 
negative spillover effect has the strongest direct effect on the turnover intention and 
overwhelm positive spillover effect most of the time, while such burnout in work-family 
conflict will lead to emotional exhaustion among employees instead of keeping them with the 
company (Rajendran, Watt & Richardson, 2020). 
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Spillover Theory 
Carlson et al. (2019) stated that this theory proposed that employees tend to carry forward 
the feelings, emotions and attitudes they have either from work to home or from home to 
work, where work or home will influence to each other positively or negatively depends on 
the satisfaction and achievement in that particular domain. The main factors of spillover 
effect from home to work can be based on five major categories, namely the material 
resource (Salary), formal and informal training (Developmental experiences), interpersonal 
relationship (Supervisor support), employees’ degree of control over their daily working hours 
(Schedule control) and individual abilities to cope, perform and success (Self-efficacy), while 
spillover effect from home to work is identified based on marital satisfaction and spouse’s 
commitment to work as shown in the figure below. 

 
Figure 1: Spillover theory model (Carlson et al., 2019). 
 
Border Theory 
Sarker, Ahuja and Sarker (2018) stated that this theory suggested that work and home can be 
defined as two different domains that made up own borders that restricted the entrance from 
other domains. The borders’ strength is determined by the degree of flexibility, permeability 
and blending. Finally, there are border keepers that encouraged or restricted the movement 
of border crossers from work domain to home domain or the other way round. A higher 
degree of flexibility, permeability and blending will form a weaker border, which does not 
guarantee a reduction in work-life conflict and turnover intention, but just indicated that a 
domain can easily influence another domain and vice versa. The theory model will be 
illustrated by the figure below. 
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Figure 2: Border theory model (Clark, 2000). 
 
Maslow's Hierarchy of Needs 
Proposed by Abraham Maslow in his writing “A Theory of Human Motivation", Einstein, 
Addams and Roosevelt (2016) stated that this theory justified that basic level of needs must 
be fulfilled first in order to reach the higher level of needs in life, which started from the level 
of physiological, followed by safety, love and belonging, esteem and finally the self-
actualization. In related to this theory, organizations can help to realize employees’ need by 
guaranteeing stable job to fulfill physiological and safety needs, showing caring and 
acceptance from the organizations towards different individuals’ characteristics to fulfill love 
and belonging needs and providing opportunities and freedom to the employees to fulfill 
esteem and self-actualization needs, which helped them to commit to their jobs and to lower 
employee turnover intention ultimately as shown in the below figure.  
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Figure 3: Maslow's hierarchy of needs pyramid (Einstein, Addams & Roosevelt, 2016). 
 
Lewin’s Change Model 
Cummings, Bridgman and Brown (2016) stated that this model can be treated as the 
fundamental tactic in managing change, which consisted of three main procedures of 
unfreeze, change and refreeze. A sense of urgency and awareness on the need of is created 
under the unfreeze stage to get the parties involved ready for changes. New behaviors, 
processes and ways of thinking to the target group are implemented in change stage 
afterwards, followed by the refreeze stage when people accepted and start to practice the 
new status quo consistently, where close monitoring has to be made in order to guarantee 
the change is not lost. The concept of this change model illustrated by the figure below. 

 
Figure 4: Lewin’s change model (Lewin, 1947). 
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Research Methodology 
This study applied mixed method approach to make comparison on quantitative and 
qualitative data for accurate findings, reflect the ideas and opinions generated from 
respondents, enable interactions between scholar, provide flexibility in methodologies and 
enrich and complete the data collected (Wisdom & Creswell, 2013). Questionnaires and 
interviews are conducted two times for data collection, which before and after the work from 
home intervention applied in a well-known local property developer.  
 

Non-probability sampling method is applied in this study as only a focus group of sales 
and sales admin staffs will undergo the work-life balance intervention instead of the whole 
organization (Taherdoost, 2016). Purposive sampling method is applied as it is ideal for 
exploratory research design which specific group is selected in order to suit the study needs, 
while remained the time and cost to be effective (Saunders, Lewis & Thornhill, 2009). Through 
the distribution of questionnaires and interviews via Google form, forty-two responses are 
collected in this study from a total of eighty sales and sales admin staffs for qualitative and 
quantitative analysis afterwards. Thirty respondents are low and middle management level 
staffs while twelve respondents are high management level staffs.  
 
Result and Discussion 
Qualitative Analysis 
Interview result from low and middle management level staffs indicated that work from home 
intervention is less effective to improve work-life balance and reduce turnover intention. 
Majority of the respondents feedbacked that the policy is less effective as long working hour, 
rigid company structure, pressure working environment and lack of managerial support still 
existed after the intervention is applied. Thus, most of them suggested flexible work 
arrangement, including flexible working space or working hour can be an alternative 
intervention to improve this situation in the future. 
 
 Interview result from high management level staffs indicated that half of them agreed 
with the low and middle management level staffs, where work from home intervention is not 
effective in this situation. However, remaining of them feedbacked that the organization is 
actually doing a great job in pursuing work-life balance for its staffs. Staffs should take own 
initiative in achieving work-life balance instead of company putting effort on it for the staffs 
only. Alternatively, the high management level staffs proposed that managerial support 
should present first in order to help the staffs in achieving work-life balance and reducing 
turnover intention, rather than implementing other interventions that might have the same 
outcome as work from home intervention if managerial support is absent. 
 
Quantitative Analysis 
Questionnaires are first analyzed through normality test and reliability test to test on the data 
normality and reliability. Although data collected skewed away slightly from the normal 
distribution, Shapiro-Wilk test result and Cronbach’s alpha value showed that the data are 
significantly normal and reliable to continue further for the paired T-test. 
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No Variable Mean N Std. 
Deviation 

Paired Paired 
differences 
(Mean) 

Sig. (2-
tailed) 

1 WORK 3.8976 42 0.55808 WORK-WORK1 -0.4048 0.750 

2 WORK1 3.9381 42 0.79233 

3 INTENTION 3.5952 42 0.89877 INTENTION-
INTENTION1 

-1.4524 0.346 

4 INTENTION1 3.7405 42 1.06932 

5 INTERVENTION 3.7310 42 1.02707 INTERVENTION-
INTERVENTION1 

1.35714 0.000 

6 INTERVENTION1 2.3738 42 0.98947 

Table 1: Paired T-test result. 
 

Based on Table 1, the paired T-test is conducted before and after the intervention for 
all 3 pairs of variables, which tested the before and after intervention effect of work from 
home towards the work-life balance, turnover intention and work-from home effectiveness 
via the pair of WORK-WORK1, INTENTION-INTENTION1 and INTERVENTION-INTERVENTION1 
respectively.  
 

Surprisingly, the result obtained from paired-T test is contradicted to most of the 
recent studies’ findings. At 5% level of significance, the respondents do not feel any significant 
improvement or changes in their work-life balance and turnover intention before and after 
the work from home intervention applied. Meanwhile, the respondents feel that work from 
home intervention is significantly not effective to solve this issue as the mean score of 
INTERVENTION-INTERVENTION1 has dropped for 1.35714 at 5% level of significance. 

 
Based on the result obtained, the participants are said to be incapable in 

differentiating between work and private life, which causing a bigger conflict to occur in work-
life balance. The work and private life seem to mix up as the working hour and working 
environment remained long and stressful due to the advanced technology that allowed the 
employees to work anytime when required so (Sarker, Ahuja & Sarker, 2018). Besides that, 
Rasheed, Iqbal and Mustafa (2018) stated that the absence of managerial support that led to 
the communication gap and higher priority to take care of family members compared to work 
will further worsen this situation, which discouraged the employees to fully utilize the 
benefits contributed by work from home intervention (Ahmad et al., 2016). 

 
Conclusion 
As studies conducted regarding work-life balance and employee turnover intention are very 
limited in Malaysia real estate market, this study contributed theoretically on how work from 
home can serve as an intervention to curb with this issue. This study also contributed 
practically on how work from home intervention will affect the work-life balance and turnover 
intention among the participants involved in the particular organization.  
 

The result findings also recommended that future interventions shall focus on flexible 
work arrangements, while considering the element of managerial support in the 
interventions. According to Kumar et al. (2018), the presence of managerial support will help 
to fill the communication gap among employers and employees and promote satisfaction in 
job, which will reduce the turnover intention eventually. In related to this context, managerial 
support will help employers to understand on the importance of flexible work arrangements 
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and support such interventions, which will allow better interventions to be made toward the 
employees without any obstacle. As such, the work-life balance and turnover intention among 
the employees is expected to be improved when flexible work arrangements are applied. 
 
 To conclude, as human capital is defined as the most important asset that determined 
the future of a company, it is essential for a company to understand on how to retain such 
valuable resource in the company for future growth (Fulmer & Ployhart, 2014). It is important 
to prioritize work-life balance among the talents in order to promote healthy working 
environment and refrain employees from leaving the company (Kohll, 2018). Thus, companies 
in real estate market shall adapt various interventions in order to manage turnover intention 
and work-life balance effectively. 
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