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Abstract

Work-Life Balance (WLB) has become a critical issue for millennial
employees who prioritize flexibility, meaningful work, and personal
well-being, while Islamic institutions continue to face challenges in
retaining this generation. This study examines WLB as a human
resource retention strategy for millennials in Islamic institutions by
synthesizing existing evidence on millennial characteristics, work
engagement, social support, flexible work environments, and their
implications for job satisfaction and performance. Using a
qualitative literature review with a descriptive—analytical approach,
this study integrates prior empirical findings and conceptual
frameworks to identify key retention mechanisms. The main
contribution of this study lies in proposing a value-based WLB
framework that aligns Islamic organizational principles with
millennial work preferences, highlighting WLB as a strategic, not
merely operational, retention tool. The findings indicate that
adaptive work policies, supportive spiritual and emotional
environments, and opportunities for continuous professional
development significantly enhance millennial retention in Islamic
institutions. This study recommends the institutionalization of
holistic WLB policies, strengthened  intergenerational
communication, and periodic evaluation of employee satisfaction to
foster a sustainable, loyal, and competitive workforce.

Keywords: Work-Life Balance, Millennial Generation, Employee
Retention, Islamic Institutions, Work-Life Harmony.
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Introduction

Changes in contemporary work dynamics have
intensified challenges in human resource management,
particularly employee retention, as the millennial generation
becomes increasingly dominant in the workforce. Millennials
(born 1981-1996) place strong emphasis on work-life balance,
flexibility, and meaningful work, prioritizing mental and
emotional well-being over purely material rewards. This shift in
values compels organizations to develop adaptive strategies that
foster healthy and sustainable work environments (Diniawaty &
Prahirawan, 2024).

In this context, work—life balance (WLB) has emerged as
a critical organizational concern, encompassing not only time
management but also behavioral demands and expectations
across work and non-work domains (Timms et al., 2015).
Organizations that effectively implement WLB practices tend to
experience  higher  employee  engagement, improved
performance, and lower turnover intentions (Rusdiyanto, 2020;
Mani et al., 2020). Consequently, WLB has evolved from an
employee welfare initiative into a strategic human resource

management instrument.

Islamic financial institutions face similar retention
challenges, particularly among millennial employees. High
turnover and low engagement threaten organizational
sustainability, underscoring the need for WLB-based retention

strategies aligned with Islamic principles such as justice (‘adl),
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balance (mizan), and social responsibility. Empirical studies
consistently show that integrated WLB policies enhance job
satisfaction, work engagement, and employee loyalty, ultimately
strengthening organizational performance (Russo et al., 2016;
Hudiono & Sari, 2022; Gadzali, 2023).

Moreover, WLB is closely associated with work
engagement, which mediates employee performance and
retention (Puspitasari & Darwin, 2021; Vu, 2020). To
contextualize these relationships, this study incorporates
preliminary field survey data reflecting millennial employees’
perceptions of WLB in Islamic institutions, providing empirical
insights into factors influencing retention and long-term

organizational sustainability.

Table 1. Initial Perceptions of Millennial Employees toward Work—

Life Balance in Islamic Institutions

Key Issues Percentage
Feel Fhat workload interferes with religious 68%
worship
Do not have sufficient time for family 75%
Desire greater work flexibility 81%
Feel inadequately supported by supervisors 60%
Actively seeking a new job 55%

Source: Primary Data, 2025.

Based on Table 1, survey data from millennial employees
in several Islamic institutions in Indonesia reveal substantial
work—life balance challenges. Most respondents reported
insufficient time for family (75%), interference of workload with
religious worship (68%), and a strong demand for work

flexibility (81%), indicating a clear mismatch between existing
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work systems and millennial preferences. Additionally, 60%
perceived inadequate supervisory support, contributing to a high
turnover intention, with 55% actively seeking new employment.
These findings underscore the urgency of implementing WLB-
based retention strategies aligned with the values and

expectations of the millennial workforce in Islamic institutions.

The findings are further illustrated through a horizontal
bar chart depicting various work—life balance issues among

millennial employees in Islamic institutions.

Figure 1. Work-L.ife Balance Issues among Millennial Employees in

Islamic Institutions

Figure 1 indicates that most employees prioritize work
flexibility (81%) and family time (75%), while many report that
work demands disrupt religious practices (68%). This highlights
a misalignment between millennial values—balance, flexibility,
and meaningful work—and the rigid work culture in some
Islamic institutions, underscoring the urgent need for work—life
balance—based retention strategies grounded in Islamic principles

of mizan (balance) and rahmah (compassion).



Muhammad Abrar, Work-Life Balance... | 259

Although prior studies emphasize the role of work-life
balance (WLB) in employee well-being and retention, three key
gaps persist. First, most research focuses on conventional
organizations, with limited attention to Islamic institutions that
operate within distinct ethical and spiritual frameworks, leaving
the integration of WLB with Islamic values underexplored.
Second, existing studies often treat WLB, engagement,
satisfaction, and retention as separate constructs rather than a
unified retention strategy, particularly for millennial employees
whose work expectations differ significantly. Third, empirical
evidence on millennials in Islamic financial institutions—
especially in developing countries—remains scarce and weakly

contextualized.

This study addresses these gaps by conceptualizing WLB
as a value-based retention strategy grounded in Islamic principles
and millennial characteristics, supported by preliminary field-
based evidence, thereby offering a more holistic and
contextualized contribution to Islamic human resource

management literature.
Literature Review

Work-Life Balance in Contemporary Human Resource
Management

Work-life balance (WLB) has become a central issue in
contemporary human resource management due to changing
work patterns, technological acceleration, and shifting employee

values. WLB refers to an individual’s ability to manage work
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responsibilities alongside personal, family, and social roles in a
balanced and sustainable manner (Timms et al., 2015).

Unlike traditional views that position work and personal
life as competing domains, recent perspectives emphasize their
complementarity, where balance enhances overall well-being
and organizational performance. Organizations that actively
promote WLB tend to experience lower stress levels, higher
engagement, and reduced turnover intentions among employees
(Russo et al., 2016).

Millennial ~ Workforce  Characteristics and  Work
Expectations

The millennial generation, generally defined as
individuals born between 1981 and 1996, exhibits distinct work
values compared to previous generations. Millennials prioritize
flexibility, autonomy, meaningful work, and psychological well-
being over purely financial rewards (Diniawaty & Prahirawan,
2024). They also expect organizations to support personal
development, family life, and mental health. Failure to
accommodate these expectations often leads to dissatisfaction,
disengagement, and high turnover rates, making retention a
critical challenge for organizations employing a large millennial
workforce.

Work-L.ife Balance, Engagement, and Employee Retention

Extant literature consistently demonstrates a strong
relationship between WLB, work engagement, and employee
retention. Work engagement—characterized by vigor,

dedication, and absorption—acts as a mediating mechanism
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through which WLB influences job performance and loyalty
(Puspitasari & Darwin, 2021).

Employees who perceive adequate balance between work
and personal life are more likely to feel emotionally attached to
their organization, resulting in higher job satisfaction and lower
turnover intention (Hudiono & Sari, 2022; Gadzali, 2023).
Consequently, WLB is increasingly recognized not merely as a
welfare initiative but as a strategic human resource tool for
sustaining organizational competitiveness.

Islamic Values and Human Resource Management

In Islamic organizational contexts, human resource
management is guided by normative principles such as mizan
(balance), ‘adl (justice), amanah (trust), and maslahah
(collective well-being). These values emphasize fairness,
moderation, and the holistic welfare of individuals and society.
From this perspective, WLB aligns naturally with Islamic
teachings, as Islam advocates balance between worldly
responsibilities and spiritual obligations. Therefore, retention
strategies in Islamic institutions should not only enhance
productivity but also support employees’ spiritual, emotional,
and social well-being.

Work-L.ife Balance in Islamic Institutions

Despite the theoretical compatibility between WLB and
Islamic values, empirical studies examining WLB within Islamic
institutions remain limited. Existing research indicates that
Islamic organizations face similar retention challenges as

conventional institutions, particularly among millennial
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employees, including workload pressure, limited flexibility, and
insufficient managerial support (Ridwan et al., 2022). However,
many Islamic institutions continue to operate within rigid
bureaucratic structures that are misaligned with millennial work
expectations. This gap underscores the need for context-specific
WLB frameworks that integrate Islamic principles with modern
human resource practices.

Research Gaps in Existing Literature and Positioning of the
Present Study

Although prior studies confirm the positive effects of
WLB on employee outcomes, several gaps persist. First, most
research focuses on conventional organizations, with limited
exploration of Islamic institutions as unique socio-religious
organizational settings. Second, WLB, engagement, satisfaction,
and retention are often examined separately, rather than as an
integrated retention strategy tailored to millennials. Third,
empirical evidence from developing countries—where Islamic
institutions are rapidly expanding—remains scarce, reducing the
contextual relevance of existing models.

Building on these gaps, this study positions work—life
balance as a value-based retention strategy for millennial
employees in Islamic financial institutions. By integrating
insights from human resource management literature, Islamic
ethical frameworks, and preliminary field-based evidence, the
study seeks to advance a more holistic understanding of
employee retention that is both theoretically grounded and

practically relevant within Islamic organizational contexts.
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Methodology

This This study employs a qualitative phenomenological
approach to explore millennial employees’ lived experiences and
perceptions of work-life balance (WLB) as a human capital
retention strategy in Islamic financial institutions. This approach
is appropriate because the study focuses on understanding
subjective meanings, personal experiences, and value-based
interpretations of WLB that influence employees’ intention to
remain in the organization (Islam et al., 2023). The
phenomenological design enables an in-depth examination of
how millennials perceive work flexibility, organizational
support, and the alignment between work demands and personal—
spiritual life. Similar qualitative phenomenological approaches
have been effectively used in prior studies to capture employees’
perceptions of WLB practices and retention in the financial sector
(Gadzali, 2023).

The research subjects consist of millennial employees
(born between 1981 and 1996) working in Islamic financial
institutions, including Islamic banks, Sharia microfinance
institutions (BMT), and Islamic cooperative-based financial
services. Informants were selected using purposive sampling to
ensure relevance and depth of information related to work—life
balance (WLB) and retention issues (Hudiono & Sari, 2022).

The inclusion criteria for informants were as follows:
Holding operational or middle-level positions (e.g., staff,

officers, supervisors) directly affected by organizational WLB
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policies; Having a minimum length of service of two years, to
ensure sufficient experience with institutional work practices;
Being employed full-time in an Islamic financial institution
implementing formal human resource management policies. The
number of informants was determined based on the principle of
data saturation, whereby data collection was concluded when no
new themes or insights emerged, in line with qualitative research
standards (Creswell & Poth, 2018).

Data were collected primarily through semi-structured,
in-depth interviews to capture informants’ experiences and
perceptions of work-life balance (WLB) and retention (Tanoto
& Tami, 2024). To validate these accounts, non-participatory
observation was used to examine actual work practices, such as
working hours, flexibility, supervisor-employee interactions,
and accommodation of religious activities. Internal documents
(e.g., HR policies and work schedules) were also analyzed to
identify formal WLB provisions. The integration of interviews,
observation, and documentation ensured data triangulation and
strengthened the credibility of the findings (Bahar et al., 2022).

Data analysis was conducted using thematic analysis, a
process of identifying, analyzing, and reporting recurring
patterns (themes) emerging from interview transcripts and
documents (Braun & Clarke, 2006). The stages included
interview transcription, open coding, theme categorization, and
interpretation of meanings. To ensure data validity, source
triangulation was applied by comparing data from interviews,

observations, and documents, and member checking was
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conducted with informants to confirm the accuracy of data
interpretations (Islam et al., 2023; Gadzali, 2023).

Result and Discussion

1. Finding

a. Millennial Characteristics and Retention Challenges

Millennials (born 1981-1996) constitute the dominant
segment of today’s workforce and exhibit distinct work
preferences, including a strong demand for flexibility, work—life
balance, and meaningful work aligned with personal values
(Puspitasari & Darwin, 2021). They are generally adaptive to
change, growth-oriented, and highly attentive to mental and
emotional well-being in the workplace.

However, misalignment between these expectations and
rigid organizational cultures often leads to higher turnover
intentions compared to previous generations (Kumari &
Malhotra, 2021). This challenge is particularly salient for Islamic
financial institutions, which must integrate their spiritual and
ethical foundations with flexible, value-oriented work practices
to sustain millennial engagement and retention.

Table 2. Key Millennial Characteristics and Implications for

Employee Retention

Millennial Implication for Example .Of .
S X Implementation in
Characteristic Retention . -
Islamic Institutions
Value time Requires flexible hours Flexible work policies and
flexibility and remote work remote work options
Prioritize wellness Mental health  support

Seek work-life

balance programs and sufficient programs and spiritual

leave leave
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Millennial

Implication for

Example of
Implementation in

Characteristic Retention . o
Islamic Institutions
Desire meaning Need alignment \_/v_lth Value-based Islamic CSR
and purpose in values and positive .
Lo and community programs
work societal impact
Open to personal Require contmuot_Js Professional and religious
rowth career and skill training programs
9 development g prog
. Need retention Mentorship programs and
Higher  turnover . )
risk strategies based on streng_ther_ung
engagement and values  organizational culture
Source: Processed Data, 2025.
As shown in Table 2, millennials have distinct

preferences, such as valuing time flexibility, striving for work-
life balance, and seeking meaningful work. This requires Islamic
institutions to implement flexible work arrangements, wellness
programs, and activities that align with Islamic values. Given
their tendency toward higher turnover,
focusing on employee engagement and the reinforcement of a

value-based organizational culture are essential to maintaining

workforce stability in Islamic institutions.
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Figure 2 illustrates the direct connection between
millennial characteristics and the challenges of employee
retention within Islamic institutions. The millennial need for
flexibility demands institutional policies that accommodate
flexible schedules and remote work. Similarly, their emphasis on
work-life balance calls for humane leave policies and
comprehensive wellness programs, including spiritual leave and
mental health support.

Millennials seek meaningful work and continuous
development, requiring Islamic institutions to embed spiritual
values into daily practices and provide sustained professional
growth opportunities. Disruptions to work—life balance reduce
loyalty and increase turnover intentions among millennials, who
favor workplaces that support personal values and life beyond
work (Puspitasari & Darwin, 2021; Twenge, 2017).

In Islamic institutions, aligning WLB initiatives with
Sharia principles—such as justice (‘adl), balance (mizan), and
social responsibility—offers a strategic opportunity to strengthen
emotional attachment, organizational commitment, and long-
term employee retention (Ramadhani et al., 2023).

b. Work-Life Balance and Work Engagement as Keys to

Employee Retention

Work-life balance (WLB) is a key determinant of work
engagement and employee retention, particularly among
millennials. A healthy WLB strengthens emotional attachment
and organizational commitment, with work engagement acting as

a critical mediator in retention decisions (Diniawaty &
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Prahirawan, 2024). Employees who experience adequate balance
report better well-being, higher job satisfaction, and lower
turnover intentions across cultural contexts (Timms et al., 2015).
For Islamic financial institutions, integrating WLB
policies—such as flexible leave, mental health support, and
meaningful work practices—supports holistic well-being and
enhances productivity, loyalty, and long-term retention.

Table 3. The Impact of Work-Life Balance on Work Engagement and
Employee Retention

. . N Example
Dimension of Impact on Implications Imolementation
Work-Life Work for Employee . P .

. in Islamic
Balance Engagement Retention I
Institutions

Reduces stress

Enhances focus Flexible working

Time flexibility —and energy at ?:v(\j/ers fatigue, hours and remote
work work options
turnover
Improves sense  Strengthens .
. - Family  support
Social and of being valued long-term s
. programs, spiritual
family support and overall loyalty and
. f and health leave
well-being commitment
Stress
Balance of Reduces work- Minimizes management
I ; . absenteeism training and work-
responsibilities life conflict .
and burnout life balance
seminars
Reinforces Value-based
Job satisfaction Increases emotional Islamic CSR and
and work motivation and attachment to career
meaning productivity the development
organization programs

Source: Processed Data, 2025.
As shown in Table 3, WLB plays a pivotal role in
enhancing work engagement and retention, particularly for
millennials. Time flexibility and social support reduce stress and

boost loyalty, while balancing work and personal responsibilities
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helps prevent burnout. Job satisfaction and meaningful work
further strengthen employees’ emotional connection to the
organization. In Islamic institutions, integrating spiritual values
into wellness programs and career development initiatives not
only enhances commitment but also contributes to organizational

stability.

Work-Life Balance
U

Stress & Conflict Reduction

Work Engagement

|-

Employee Loyalty and Retention

Organizational Stability and Sustainability

Figure 3. Relationship Between Work-Life Balance, Work
Engagement, and Employee Retention

Figure 3 illustrates the dynamic relationship between
WLB, work engagement, and employee retention. Effective
WLB—through flexible schedules and social support—enhances
mental health and job satisfaction, which in turn fosters greater
work engagement. Engaged employees feel motivated,
energized, and committed to their tasks, leading to significantly
improved retention rates and reduced turnover intentions.

In Islamic institutions, integrating spiritual values with
well-being programs strengthens the positive impact of work—life
balance on employee loyalty and organizational sustainability
(Diniawaty & Prahirawan, 2024; Timms et al., 2015). Effective
WLB management extends beyond formal policies to fostering a
culture that values human and spiritual needs. Practices such as

spiritual leave, faith-based mental health support, and
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recognition of family responsibilities are therefore essential
strategies for enhancing millennial satisfaction, engagement, and
long-term retention.

c. Social Support and Flexible Work Environment

Social support and flexible work environments play a
strategic role in retaining millennial employees in Islamic
financial institutions, as this generation highly values
interpersonal support, scheduling flexibility, and emotional-
spiritual engagement at work. Millennials expect workplaces that
accommodate not only professional demands but also personal
and religious needs, including supportive supervision and
opportunities for meaningful work.

In Islamic institutions, such practices align with core
values such as mizan (balance), razmah (compassion), and shiira
(consultation). Policies that allow time for worship, spiritual
leave, and open intergenerational communication foster a
supportive culture that enhances engagement and loyalty. Thus,
flexible and supportive work environments function not only as
effective retention strategies but also as expressions of Islamic
ethical principles, creating meaningful spaces for millennial
development and long-term commitment.

Table 4. The Impact of Social Support and Flexible Work

Environment on Millennial Retention in Islamic Institutions

Implementation in

Aspect Description Islamic Institutions
Emotional, moral, and Mentorlng . programs,
. - ; intergenerational
Social Support  professional assistance . :
discussion forums,

from peers and supervisors .
P P collaborative work culture
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Implementation in

Aspect Description Islamic Institutions

Work policies that Flexible working hours,

Flexible Work accommodate personal and  spiritual leave (umrah/hajj,

Environment

spiritual needs i 'tikaf), hybrid work policy
. Mental and emotional Workplace counseling,
Psychological - . ; .
A readiness to  actively emotional well-being
Availability .
engage in work support
Uner and stamina to Positive work atmosphere,
Work Vitality 9y joint spiritual activities,
complete tasks
strengthened teamwork
Level of activeness, Job enrichment,
Work . T . .
enthusiasm, and participation in decision-
Engagement . .
commitment to work making
. . Willingness to remain and  Value-based reward
Millennial o . .
. grow within the systems, spiritually guided
Retention -
organization career pathways
I Long-term organizational Inclusive and adaptive
Institutional

stability through a loyal organizational culture for

Sustainability and productive workforce  younger generations

Source: Processed Data, 2025.

Table 4 shows that social support and a flexible work
environment significantly enhance millennial employee retention
in Islamic institutions. Emotional and professional support
through mentoring programs and a collaborative culture fosters a
sense of security and organizational attachment. Flexible
scheduling and spiritual leave policies strengthen work-life
balance, improve psychological readiness, and boost work
vitality. These factors collectively enhance work engagement,
ultimately reducing turnover intentions and reinforcing

organizational sustainability.
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Figure 4. Social Support and Flexible Work Environment as Factors
in Millennial Retention

Skema Figure 4 illustrates that social support (e.g., from
supervisors and colleagues) and a flexible work environment
(e.g., spiritual leave, adaptable working hours) improve
psychological availability and work vitality. Both elements
strengthen work engagement, which in turn contributes to
millennial retention and ensures the sustainability of Islamic
institutions in alignment with Islamic values.

Research by Russo et al. (2016) and Inggamara et al.
(2022) indicates that social support—whether from the
workplace or family—significantly enhances individuals’
psychological availability and work vitality. This condition
fosters higher levels of work engagement while reducing
turnover intention, particularly among younger age groups such

as millennials.
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d. The Relationship Between Work-Life Balance
(WLB), Job Satisfaction, and Performance

Work-life balance (WLB) has become a central concern
in modern human resource management, particularly within
value-based organizations such as Islamic financial and
educational institutions. Previous studies highlight that effective
WLB enhances job satisfaction, employee performance, and
organizational effectiveness (Mani et al., 2020; Ridwan et al.,
2022). In Islamic institutions, WLB extends beyond technical HR
policies, as it embodies core Islamic principles such as ‘adl
(justice), mizan (balance), and maslakah (public benefit),
integrating professional responsibilities with spiritual well-being.

A well-managed WLB fosters a healthy psychological
climate in which employees feel valued holistically,
strengthening loyalty, work engagement, and service quality.
Islamic institutions that implement supportive WLB practices—
such as flexible prayer time, spiritual leave, and family-oriented
support—are more likely to enhance employee retention and
organizational performance. Thus, investing in WLB represents
a strategic investment in human capital, enabling Islamic
institutions to sustain productivity, internalize ethical values, and
achieve their sharia-based vision in a balanced and enduring

manner.
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Table 5. The Relationship Between Work-Life Balance, Job

Satisfaction, and Performance in Islamic Institutions

WLB Aspect Positive Implication Impact on Islamic

Institutions
Flexible working Increased job  Higher employee loyalty
hours satisfaction and motivation
Support for Achleved_ Enhanced work ethic and
psychological and

spiritual activities operational barakah

spiritual balance
Inclusive  leave Reduced burnout and Increased productivity and

policies work-related stress optimal service delivery
Recognition ~ of Improved work HR as a long-term
personal needs engagement organizational asset
Opportunities for Increased intrinsic  Greater innovation and
self-development  motivation organizational adaptability

Source: Processed Data, 2025.

Table 5 demonstrates how WLB implementation directly
impacts job satisfaction and employee performance within
Islamic institutions. Flexible scheduling—such as adjustable
working hours and remote work options—has been shown to
increase employee satisfaction and loyalty. Support for spiritual
activities, including adequate prayer time and religious events,
strengthens psychological and spiritual balance, contributing to
better work ethics.

Inclusive and responsive leave policies reduce stress and
burnout, thus increasing productivity. Furthermore, recognizing
personal needs and offering self-development opportunities
boosts intrinsic motivation and work engagement. Overall, a
comprehensive WLB strategy reinforces Islamic values in human
resource governance, positioning human capital as a strategic
asset for organizational sustainability and service quality in

Islamic institutions.
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Work-Life Job satisfaction Individual Organizational Quality of
Balance (WLB) Performance Performance Sharia Services

Figure 5. The Relationship Between Work-Life Balance, Job
Satisfaction, and Performance

Figure 5 illustrates the causal relationship between WLB,
job satisfaction, and employee performance in the context of
Islamic institutions. WLB serves as the initial strategic factor
influencing job satisfaction. When employees—particularly
millennials—experience balance between work demands and
personal needs, including time for worship, family, and self-
development, their satisfaction with the organization increases.

High job satisfaction, in turn, fosters emotional
engagement and organizational commitment, which ultimately
improves individual performance. Optimal performance not only
drives productivity but also strengthens the image and
sustainability of Islamic institutions, which rest on spiritual
values, integrity, and professionalism. This model underscores
that WLB is not simply a welfare initiative but also a managerial
strategy that directly impacts the competitiveness and service
quality of Islamic organizations.

2. Discussion

This study explores human capital retention among
millennial employees in Islamic institutions by examining four
interrelated dimensions: millennial characteristics, the role of

work-life balance (WLB) in fostering work engagement, the




276 | Islam Universalia - International Journal of Islamic Studies and Social
Sciences. Volume 7 , Number 3, January 2026

importance of social support and workplace flexibility, and the
linkage between WLB, job satisfaction, and performance.
Collectively, these dimensions form a strategic retention
ecosystem that is particularly relevant for Islamic organizations
undergoing  generational  transition and  digital-era
transformation.

First, the findings reaffirm that millennials exhibit
distinct work values, including a strong preference for flexibility,
meaningful work, and continuous personal development. In
Islamic institutions, where ethical and spiritual values are deeply
embedded, misalignment between organizational practices and
millennial expectations can lead to reduced loyalty and higher
turnover intentions. Retention strategies, therefore, must go
beyond material incentives by addressing non-material needs
such as spiritual fulfillment, value congruence, and opportunities
for self-actualization within an Islamic framework.

Second, this study highlights WLB as a critical driver of
work engagement. Consistent with Diniawaty and Prahirawan
(2024), millennials who experience autonomy over time and
personal life tend to demonstrate stronger motivation and
organizational commitment. Within Islamic institutions, flexible
work arrangements that respect religious obligations and
personal well-being can function as an effective retention
mechanism. Work engagement emerges not merely as an
individual attitude but as an outcome of balanced psychological,

social, and spiritual conditions.
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Third, social support and flexible work environments
play a pivotal role in strengthening emotional attachment to
organizations. Prior studies (Russo et al., 2016; Inggamara et al.,
2022) suggest that supportive leadership and collegial
relationships act as buffers against work stress, especially for
millennials facing high performance pressures. Islamic
institutions that internalize values such as rahmah (compassion)
and shura (consultation) are better positioned to cultivate
collaborative and supportive cultures that enhance retention.

Fourth, the relationship between WLB, job satisfaction,
and performance underscores the strategic value of holistic
human resource management. Employees who perceive balance
in their professional and personal lives tend to exhibit higher
productivity, service quality, and satisfaction (Mani et al., 2020;
Ridwan et al., 2022). In Islamic institutions, this relationship is
particularly salient, as employee performance is closely tied to
the realization of ethical values and social responsibility

Despite these contributions, this study has several
limitations that warrant critical reflection. First, the qualitative
and literature-based nature of the analysis limits the
generalizability of findings across different institutional and
cultural contexts. Second, the supporting quantitative indicators
used to illustrate millennial perceptions are preliminary and
descriptive, serving as contextual reinforcement rather than
inferential evidence. Third, the study focuses primarily on
millennials, without extensive comparative analysis with other

generations, which may limit broader intergenerational insights.
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These limitations open avenues for future research.
Subsequent  studies should incorporate  mixed-method
approaches, comparative generational analyses, and larger
empirical datasets to validate and extend the proposed retention
framework. Nonetheless, this study contributes a contextualized
and value-based perspective by positioning work—life balance as
a strategic, Islamic-principled approach to retaining millennial
talent, emphasizing that sustainable retention in Islamic
institutions requires integrating professional demands with

humanistic and spiritual dimensions.
Conclusion

This study finds that work-life balance (WLB) is a
strategic factor in enhancing millennial employee retention in
Islamic institutions. Millennials value flexibility, life balance,
and meaningful work aligned with personal and spiritual
development. Supportive WLB policies, combined with social
support and flexible, spiritually inclusive work environments,
foster higher work engagement, job satisfaction, and
organizational loyalty, thereby strengthening institutional
sustainability and dakwah effectiveness.

Practically, Islamic institutions should adopt adaptive
work arrangements, strengthen mentoring and intergenerational
communication, and integrate Islamic values such as rahmah,
‘adl, and shira into human resource management. Regular
evaluation of WLB and job satisfaction is essential to maintain

policy relevance for the evolving millennial workforce.
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This study is limited by its qualitative and literature-based
approach, focus on millennials, and lack of large-scale empirical
testing. Future research should apply mixed-method designs,
comparative generational analysis, and longitudinal studies to
deepen understanding of WLB-based retention strategies in

Islamic institutions.

References

Bahar, H., Suryani, S., & Hamid, A. (2022). Strategi retensi
karyawan berbasis keseimbangan kehidupan kerja di
sektor perbankan syariah. Jurnal Manajemen dan
Organisasi, 14(2), 103-115.
https://doi.org/10.22219/jmo.v14i2.2022.103-115

Braun, V., & Clarke, V. (2006). Using thematic analysis in
psychology. Qualitative Research in Psychology, 3(2),
77-101. https://doi.org/10.1191/1478088706qp0630a

Creswell, J. W., & Poth, C. N. (2018). Qualitative inquiry and
research design: Choosing among five approaches (4th
ed.). SAGE Publications.

Diniawaty, S. A., & Prahirawan, W. (2024). Membangun
harmoni: Kajian literatur tentang keterkaitan keterlibatan
kerja dan work-life balance. EMA — Jurnal Ekonomi
Manajemen Akuntansi, 9(1), 42-55. https://ema-
jurnal.unmerpas.ac.id/index.php/ekonomi/article/view/4
23

Gadzali, M. A. (2023). Work-life balance dan retensi kerja: Studi
fenomenologis pada karyawan bank syariah. Jurnal


https://doi.org/10.22219/jmo.v14i2.2022.103-115
https://doi.org/10.1191/1478088706qp063oa
https://ema-jurnal.unmerpas.ac.id/index.php/ekonomi/article/view/423
https://ema-jurnal.unmerpas.ac.id/index.php/ekonomi/article/view/423
https://ema-jurnal.unmerpas.ac.id/index.php/ekonomi/article/view/423

280 | Islam Universalia - International Journal of Islamic Studies and Social
Sciences. Volume 7 , Number 3, January 2026

Psikologi  Islam dan Budaya, 6(1), 45-58.
https://doi.org/10.22146/jpib.2023.458

Hudiono, B., & Sari, P. D. (2022). Preferensi generasi milenial
terhadap fleksibilitas kerja: Studi pada lembaga keuangan
syariah. Jurnal Ekonomi dan Manajemen Syariah, 5(3),
201-215. https://doi.org/10.21093/jems.v5i3.2022.201-
215

Inggamara, A., Pierewan, A. C., & Ayriza, Y. (2022). Work-life
balance and social support: The influence on work
engagement in the Sixth European Working Conditions
Survey. Journal of Employment Counseling, 59(1), 17—
26. https://doi.org/10.1002/joec.12175

Islam, M. A., Rahman, M. M., & Hossain, M. . (2023).
Exploring the impact of work-life balance on employee
retention: A qualitative study. Journal of Human
Resource and Sustainability Development, 11(1), 22-35.
https://doi.org/10.4236/jhrss.2023.111003

Mani, V. A,, Geetha, S., & Al-Khaled, A. A. S. (2020). Factors
of work life balance and its influence on job satisfaction
in the service industry. International Journal of Academic
Research in Business and Social Sciences, 10(7), 1-15.
https://doi.org/10.6007/IJARBSS/v10-i7/7472

Mani, V., & Mishra, R. (2020). Factors of work-life balance and
its influence on job satisfaction in the service industry.
International Journal of Management, 11(6), 1-12.
https://doi.org/10.6007/1JARBSS/v10-i7/7472

Panda, A., & Sahoo, C. K. (2018). Work-life balance, retention
of professionals and psychological empowerment: An
empirical validation. European Journal of Management


https://doi.org/10.22146/jpib.2023.458
https://doi.org/10.21093/jems.v5i3.2022.201-215
https://doi.org/10.21093/jems.v5i3.2022.201-215
https://doi.org/10.1002/joec.12175
https://doi.org/10.4236/jhrss.2023.111003
https://doi.org/10.6007/IJARBSS/v10-i7/7472
https://doi.org/10.6007/IJARBSS/v10-i7/7472

Muhammad Abrar, Work-Life Balance... | 281

Studies, 26(2-3), 123-140.
https://doi.org/10.1108/EJMS-12-2020-0003

Puspitasari, A. S., & Darwin, M. (2021). Effect of work-life
balance and welfare level on millennial employee
performance through work engagement. International
Journal of Science and Society, 3(1), 334-344.
https://doi.org/10.54783/ijsoc.v3i1.299

Ridwan, M., Mulyani, S. R., Putra, R. A., Ningsih, N. S. W., &
Kumbara, V. B. (2022). Study on teacher performance
determinants. JPPI (Jurnal Penelitian Pendidikan
Indonesia), 8(3), 604.
https://doi.org/10.29210/020221851

Ridwan, N. (2025). Optimizing job satisfaction through
perceived work-life balance with the mediation of
organizational culture. Jurnal Riset Bisnis Indonesia,
22(2), 485-495,
https://doi.org/10.30659/jrbi.v22i2.45596

Rusdiyanto, J. (2020). Gaining leader—-employee commitment:
Linking to organization performance in \Women
Cooperative Setia Bhakti Wanita Surabaya. In
Proceedings of the 17th International Symposium on
Management (INSYMA 2020).
https://doi.org/10.2991/aebmr.k.200127.054

Russo, M., Shteigman, A., & Carmeli, A. (2016). Workplace and
family support and work—life balance: Implications for
individual psychological availability and energy at work.
The Journal of Positive Psychology, 11(2), 173-188.
https://doi.org/10.1080/17439760.2015.1025424

Sawitri, D. R., & Wahyuni, S. (2023). The effect of work-life
balance, employee engagement, and training on job


https://doi.org/10.1108/EJMS-12-2020-0003
https://doi.org/10.54783/ijsoc.v3i1.299
https://doi.org/10.29210/020221851
https://doi.org/10.30659/jrbi.v22i2.45596
https://doi.org/10.2991/aebmr.k.200127.054
https://doi.org/10.1080/17439760.2015.1025424

282 | Islam Universalia - International Journal of Islamic Studies and Social
Sciences. Volume 7 , Number 3, January 2026

satisfaction and performance. Global Journal of
Technology and Management, 5(2), 168-178. Retrieved
from https://research.e-
greenation.org/GIJTM/article/view/168

Tanoto, H. P., & Tami, L. (2024). Pendekatan kualitatif dalam
memahami pengalaman Kkerja karyawan generasi
milenial. Jurnal Illmu Manajemen, 12(1), 55-68.
https://doi.org/10.15294/jim.v12i1.2024.5568

Timms, C., Brough, P., Siu, O.-L., O’Driscoll, M., & Kalliath, T.
(2015). Cross-cultural impact of work-life balance on
health and work outcomes. In Handbook of Research on
Work-Life Balance in Asia. Edward Elgar Publishing.
https://doi.org/10.4337/9781783475094.00022

Vu, H. M. (2020). Relationship between work-life balance,
religiosity and employee engagement: A proposed
moderated mediation model. The Journal of Asian
Finance, Economics and Business, 7(10), 339-345.
https://doi.org/10.13106/jafeb.2020.vol7.n10.339

Waworuntu, M. C., & Mandagi, D. W. (2022). Work-life
balance, job satisfaction, and performance among
millennial and Gen Z employees: A systematic review.
Society: Journal of Social Science and Humanities, 10(1),
1-15. https://doi.org/10.33019/society.v10i2.464

Wolor, C. T., & Purba, D. E. (2020). The efficacy of work-life
balance for young employee retention: A validated
retention model for small private industries. International
Journal of Research in Business and Social Science, 9(4),
1-12. https://doi.org/10.1504/1JPMB.2022.122202



https://research.e-greenation.org/GIJTM/article/view/168
https://research.e-greenation.org/GIJTM/article/view/168
https://doi.org/10.15294/jim.v12i1.2024.5568
https://doi.org/10.4337/9781783475094.00022
https://doi.org/10.13106/jafeb.2020.vol7.n10.339
https://doi.org/10.33019/society.v10i2.464
https://doi.org/10.1504/IJPMB.2022.122202

