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This study explores how work-life balance and employee 
engagement contribute to teacher retention strategies in 
boarding schools, specifically at Nurul Fikri Islamic Boarding 
School, Lembang. The data were collected through the 
administration of questionnaires to respondents, who were 
teachers at boarding schools. The collected data were then 
analyzed using statistical techniques. This study not only 
delineates the extant variables but also elucidates the 
underlying cause and effect relationship between these 
variables. Survey responses questionnaires were analyzed using 
descriptive statistics, while interview transcripts were examined 
using open coding techniques to identify key themes. The 
results of the analysis show that work-life balance significantly 
affects teacher retention. Employee engagement has also been 
proven to significantly impact retention. Concurrently, Work-
Life Balance and Employee Engagement have a substantial 
impact on teacher retention, accounting for 78% of the retention 
variable. Consequently, these two factors emerge as the 
predominant determinants of the efficacy of teacher retention 
strategies within the context of boarding school environments, 
characterized by substantial workloads and a profound level of 
engagement between teachers and students. 
 

Keywords:  
Boarding School, Employee 
Engagement, Human Resources 
Management, Teacher Retention, 
Work Life Balance. 
 
 

 
By Authors  
This work is licensed under a Creative Commons Attribution-ShareAlike 4.0 
International License. 

 

 

1. INTRODUCTION 

Boarding schools exhibit distinctive characteristics that differentiate them 

from conventional schools, particularly with regard to the elevated level of 

involvement and time demands placed on teachers. Teachers at boarding 
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schools fulfill a multifaceted role, serving not only as educators but also as 

mentors, companions, and supervisors for students residing in dormitories. 

This phenomenon gives rise to challenges in achieving an optimal balance 

between professional obligations and personal commitments (i.e., work life 

balance), as well as in fostering employee engagement, which in turn impacts 

teacher retention rates within these educational institutions. 

A substantial body of research has demonstrated that an imbalance 

between professional obligations and personal demands can precipitate work 

exhaustion (burnout) and diminish educators commitment to their 

institutions. Conversely, high employee engagement has been shown to 

enhance motivation and job satisfaction, thereby exerting a positive influence 

on teacher retention. Therefore, the objective of this study is to explore how 

work-life balance and employee engagement contribute to teacher retention 

strategies in boarding schools. 

In light of the aforementioned background, the research questions guiding 

this study are as follows: 

1. What is the level of work life balance among teachers in boarding schools 

? 

2. What is the level of employee engagement among teachers in boarding 

schools? 

3. How much does work-life balance influence teacher retention? 

4. How much does employee engagement influence teacher retention? 

5. What strategies can be implemented to improve teacher retention in 

boarding schools? 

The objective of this study is to: 

1. A study of the work life balance among teachers in boarding schools is 

necessary to determine the extent of its presence in this particular 

professional environment. 

2. A rigorous examination of the extent of employee engagement among 

teaching professionals in boarding schools is imperative to inform 

effective strategies for enhancing their well being and performance. 

3. The present study aims to measure the influence of work life balance on 

teacher retention. 
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4. The present study aims to measure the influence of employee 

engagement on teacher retention.  

5. The formulation of effective strategies to improve teacher retention in 

boarding schools is imperative. 

The following parties are expected to benefit from this study: 

1. For institutions dedicated to the education of boarding students: The 

objective of this study is to provide insights into the design of policies 

that support teacher well being and improve educator retention. 

2. For academic audiences: The incorporation of references to studies on 

Human Resources Management (HRM), particularly in the context of 

education, is essential for comprehensive analysis.  

3. This analysis is intended for education policymakers. The purpose of this 

foundation is to formulate policies that support work life balance for 

educators. 

 

2. LITERATURE REVIEW 

Human resources management plays a strategic role in managing human 

resources to create a productive, healthy, and sustainable work environment. 

The human resources department plays a pivotal role in the formulation of 

policies and programs that promote employee well being and engagement, 

thereby fostering increased loyalty to the organization. Furthermore, the field 

of Human Resources Management (HRM) has been shown to play a pivotal role 

in cultivating a healthy and inclusive organizational culture. Organizations 

that wish to attract and retain the most qualified candidates may consider 

cultivating a work environment that prioritizes diversity, transparency, and 

collaboration. Therefore, HRM strategies must be aligned with the 

organization's vision and mission, and be able to provide added value for both 

the organization and employees.  

Employee retention is a strategy employed by organizations to ensure the 

continued employment of talented individuals, thereby fostering long term 

organizational growth and success. In the context of an increasingly 

competitive educational environment, the issue of employee retention has 

become a crucial aspect. High rates of employee turnover can have a 

detrimental effect on a variety of outcomes, including but not limited to 

productivity, recruitment costs, and operational stability. The financial 



 

389 | Page 

 

 

International Conference on Economics, Technology, 
Management, Accounting, Education, and Social Science 

Volume 01 Issue 01 Year 2025 
 

investments required for the recruitment and training of new employees 

frequently exceed those necessary for the retention of existing personnel. 

Therefore, it is imperative for educational institutions to develop and 

implement effective retention strategies. 

One theoretical framework that can be employed to elucidate employee 

retention is Job Embeddedness Theory, which was proposed by Mitchell et al. 

in 2001. This theoretical framework elucidates the underlying factors that 

motivate employees to remain in their organizations. The model posits that 

employees' decisions to stay are influenced by three primary factors: The 

concepts of "link," "social bonding," "fit," and "sacrifice" are examined in this 

study. The implications of these factors for employees' decisions to stay or 

leave their jobs are significant. 

Work life balance is a pivotal concept in contemporary society, where the 

demands of professional life frequently become enmeshed with personal 

needs. This concept refers to the ideal balance between time spent on work 

and time spent on personal life, enabling individuals to pursue both aspects 

harmoniously without feeling overwhelmed. In contemporary work 

environments characterized by increasing dynamism and competitiveness, the 

significance of work-life balance has become paramount. This is due to the 

fact that it exerts a direct influence on the well-being and productivity of 

employees in the workplace. 

The Work Family Boundary Theory, proposed by Clark in 2000, posits that 

individuals must effectively manage and balance the demands of work and 

personal life. This theory posits that the boundaries between work and 

personal life are often indistinct, particularly in specific contexts such as 

boarding schools. Within the context of an educational environment, educators 

assume dual roles as mentors and caregivers for their students. These 

professionals frequently inhabit the school environment and possess a high 

degree of flexibility in their work hours. This can, however, engender a certain 

degree of difficulty in distinguishing between work time and personal time. 

For instance, a teacher residing in a dormitory may feel compelled to be 

perpetually accessible to students, even beyond the conventional workday. 

This phenomenon can result in a state of exhaustion, both mental and 

physical, which can in turn have a deleterious effect on an individual's 

academic performance. 

Work life balance encompasses more than the mere management of time 

between professional and personal domains, it refers to the establishment of 

a harmonious equilibrium that enables employees to function at their optimal 

level while preserving their well-being. Employees who perceive an equilibrium 
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between professional and personal domains tend to exhibit higher levels of 

contentment, enhanced productivity, and increased organizational loyalty. For 

instance, organizations that implement flexible work policies, such as remote 

work or flexible hours, often observe increased productivity and job 

satisfaction among their employees. This suggests that by empowering 

employees to manage their own time, companies can foster a healthier and 

more committed workforce. 

Employee engagement is defined as the emotional attachment, 

commitment, and high motivation of employees toward their work and 

organizational goals. In this context, emotional attachment is defined as a 

profound sense of commitment and responsibility for the success of the 

organization, which extends beyond the mere enjoyment of one's work. 

Employees who are emotionally engaged tend to feel that they are an integral 

part of the team and the organization. This increased sense of belonging 

fosters heightened confidence in carrying out their duties and responsibilities. 

In a competitive educational environment, employee engagement is a key 

factor in increasing productivity, loyalty, and innovation in the workplace. For 

instance, a teacher who feels involved in the development of the curriculum 

and teaching methods will be more motivated to find innovative ways to teach, 

which will ultimately improve the quality of education provided to students. 

According to the Job Demands-Resources (JD-R) Model (Bakker & 

Demerouti, 2007), employee well-being and engagement are influenced by the 

balance between high job demands, emotional stress in teaching and educating 

students in a boarding school environment, and resources such as support 

from management, training, a comfortable work environment, and work-life 

balance. Within an educational framework, elevated job demands frequently 

emanate from substantial workloads, encompassing teaching responsibilities, 

lesson preparation, and student evaluation. Conversely, resources such as 

support from colleagues and management, relevant training, and adequate 

facilities can help alleviate these demands. For instance, a school that provides 

training for teachers on stress management and effective teaching techniques 

can help teachers feel more prepared and capable of handling job demands, 

thereby increasing their level of engagement. 

In order to establish an organizational environment conducive to 

engagement, it is imperative for management to play an active role in this 

process. Constructive feedback, career development opportunities, and an 

inclusive work atmosphere are all components of this framework. For instance, 

management can implement regular training sessions to enhance employee 

skills and facilitate opportunities for professional advancement. Furthermore, 

it is imperative to establish an equilibrium between professional obligations 
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and personal demands. This enables employees to maintain a sense of 

equilibrium and avoid being overwhelmed by their professional 

responsibilities. This will enable employees to perform better in their jobs. 

Employee engagement is a critical component in establishing a productive 

and innovative work environment, particularly within the challenging domain 

of education. By comprehending and implementing the principles of the JD-R 

Model, organizations can achieve an optimal balance between job demands 

and available resources, thereby enhancing employee well-being and 

engagement. Furthermore, cultivating a positive and sustainable work culture 

has been shown to result in happier and more committed employees, which 

ultimately benefits the organization as a whole. Consequently, investing in 

employee engagement strategies is not merely an option but rather an 

imperative for organizations aspiring for long-term success. 

 

3. METHODS 

This study employs a quantitative approach to assess the impact of work-

life balance and employee engagement variables on teacher retention. The data 

were collected through the administration of questionnaires to respondents, 

who were teachers at boarding schools. The collected data were then analyzed 

using statistical techniques. This study not only delineates the extant variables 

but also elucidates the underlying cause-and-effect relationship between these 

variables. The present study utilized the statistical data processing application 

SPSS version 29, a software that employs statistical analysis to facilitate data 

processing and interpretation. 

The population of this study was comprised of permanent and non-

permanent teachers who had worked at Nurul Fikri Boarding School Lembang 

for a minimum of one year. Conversely, the research sample was derived from 

a population of 200 individuals, with an alpha level of 5%, employing the Slovin 

formula. This calculation yielded a result of 83.333, which was subsequently 

rounded to 84 subjects. Primary data was collected through the administration 

of questionnaires distributed directly to the target population. The 

questionnaires employed a 5 point Likert scale (1 = Strongly Disagree, 5 = 

Strongly Agree) to assess work-life balance, employee engagement, and 

retention (i.e., the desire to remain employed). 

The research instrument employed was a questionnaire incorporating a 

Likert scale (1–5) consisting of: 

1. Work-Life Balance 
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The measurement was based on two aspects: work flexibility and well-

being. In addition, school support was included as a third aspect. 

2. Employee Engagement  

The measurement of these outcomes is based on work motivation, 

loyalty, and job satisfaction.  

3. Teacher Retention  

The measurement of this variable is based on two key factors: job 

satisfaction and the desire to continue working at the school.  

Validity Test 

Validity testing is a methodical process that aims to ascertain the 

instrument's (in this case, a questionnaire) capacity to accurately measure the 

intended constructs. The corrected item-total correlation analysis is employed. 

The following criteria have been established to evaluate the validity of the test. 

The validity of an item is determined by the r-calculated value exceeding the 

r-table value. For a sample size of n = 92, the r-table value is approximately 

0.2028. Pursuant to the r-count value being less than the r-table value, there is 

a determination that the item in question is considered invalid. Therefore, the 

item must be either deleted or corrected, as appropriate. 

Reliability Test 

Reliability testing is a methodical procedure designed to ascertain the 

uniformity of respondents' responses to the instrument. The Cronbach's Alpha 

coefficient was utilized in this study. Cronbach's Alpha reliability criteria are 

employed to assess the internal consistency of a measuring instrument, such 

as a questionnaire. Cronbach's Alpha values range from 0 to 1, with higher 

values indicating greater reliability. 

1. It has been determined that an alpha greater than or equal to 0.9 is 

indicative of a highly reliable outcome. 

2. The interval of 0.8 ≤ α < 0.9 is considered to be reliable. 

3. The interval of 0.7 ≤ α < 0.8 is indicative of moderately reliable data. 

4. It has been determined that α < 0.7 is indicative of reduced reliability. 
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Normality Test 

In the present study, normality tests were conducted to ascertain whether 

the residual data were normally distributed. The normality test employed in 

the present study utilized the Kolmogorov-Smirnov or Shapiro-Wilk method. 

The following criteria are employed to facilitate the evaluation of normality:  

1. Sig. > 0.05 → data is normally distributed 

2. Sig. < 0.05 → data is not normally distributed 

Multicollinearity Test 

The multicollinearity test in this study is intended to ascertain whether 

there is a high correlation (multicollinearity) between independent variables. 

Multicollinearity can be detected using the multicollinearity test, which utilizes 

two indicators. Firstly, tolerance is required to be greater than 0.10, and 

secondly, the VIF (Variances Invariant Factor) must be less than 10. The 

presence of multicollinearity is indicated if these conditions are not met.  

Heteroscedasticity Test 

The multicollinearity test in this study is intended to ascertain whether 

there is a high correlation (multicollinearity) between independent variables. 

Multicollinearity can be detected using the multicollinearity test, which utilizes 

two indicators. Firstly, tolerance is required to be greater than 0.10, and 

secondly, the VIF (Variances Invariant Factor) must be less than 10. The 

heteroscedasticity test is a statistical procedure employed to evaluate the 

presence of any potential differences in the variance of the residuals for all 

observations within a linear regression model. This test is a classical 

assumption test that is required for the implementation of linear regression. 

In the event that the heteroscedasticity assumption is not met, the regression 

model is deemed invalid for forecasting purposes. 

Multiple Linear Regression Analysis 

The utilization of multiple linear regression models is imperative in 

ascertaining the extent to which two independent variables exert an influence 

on a single dependent variable. The General Equations of Multiple Linear 

Regression Analysis are as follows:  

Y=β0+β1X1+β2X2+ε  

It has been established that: 
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- Y = Teacher Retention 

- X₁ = Work-Life Balance 

- X₂ = Employee Engagement 

- β₀ = constant 

- β₁, β₂ = regression coefficients 

- ε = error 

“t” Test (partial) 

The t-test was employed to evaluate the research hypothesis regarding the 

partial effect of each independent variable on the dependent variable. The 

following criteria were established for the t-test in this study:  

- Sig. < 0.05 → significant effect 

- t-calculated > t-table → significant 

“F”-Test (Simultaneous) 

The F test is a statistical procedure employed to ascertain whether a set of 

independent variables collectively exert a simultaneous influence on a 

designated dependent variable. The F test is a statistical procedure employed 

to ascertain the collective influence of all independent variables on the 

dependent variable. The level employed is 0.05 or 5%. When the Sig. value is 

less than 0.05, it can be interpreted that the independent variables 

simultaneously influence the dependent variable or vice versa (Ghozali, 2016). 

The simultaneous F test, also referred to as the "Simultaneous Test," is a 

statistical procedure employed to ascertain the existence of a joint or 

simultaneous influence between the independent variables and the dependent 

variable. 
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4. RESULTS AND DISCUSSION 

RESULT 

 

Figure 1. Results of the validity test of the Work-Life Balance (x1) variable 

Source: Secondary data processed, 2025 

Figure 2. Results of the validity test of the Employee Engagement (x2) variable 

Source: Secondary data processed, 2025 
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Figure 3. Results of the validity test of the Retention (y) variable 

Source: Secondary data processed, 2025 

 

 

 

 
 

Figure 4. Results of reliability testing for the work life balance (x1) variable 

Source: Secondary data processed, 2025 

 

 

 

 
 

Figure 5. Results of reliability testing for the employee engagement (x2) variable  

Source: Secondary data processed, 2025 
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Figure 6. Results of reliability testing for the retention (y) variable  

Source: Secondary data processed, 2025 

 

 

 

 

 

 
Figure 7. Results of Normality Test 

Source: Secondary data processed, 2025 

 

 

 

 
Figure 8. Results of Multicollinearity Test 

Source: Secondary data processed, 2025 

 

 

 

 
Figure 9. Results of Heteroscedasticity Test 

Source: Secondary data processed, 2025 
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Figure 10. Results of Multiple Linear Regression Analysis 

Source: Secondary data processed, 2025 

 

 

 

 
Figure 11. Results of “T” Test (partial) 

Source: Secondary data processed, 2025 

 

 

 

 

 
Figure 12. Results of “F” Test (Simultaneous) 

Source: Secondary data processed, 2025 

DISCUSSION 
The results of the validity test for the Work-Life Balance (X1) variable from 

all questionnaire items yielded a significance value of 0.05 or less, indicating 

that all questions were considered valid (figure 1). The results of the validity 

test for the Employee Engagement (X2) variable from all questionnaire items 

yielded a significance value of 0.05. This finding indicates that all questions 

were deemed valid (figure 2). The results of the validity test for the Retention 

(Y) variable from all questions yielded a significance value of ≤ 0.05, indicating 

that all questions were deemed valid (figure 3).  

The reliability test results for the work-life balance variable (X1) 

demonstrated a Cronbach's alpha of 0.865, indicating that the variable 

possesses adequate reliability, given that 0.8 ≤ α < 0.9 (figure 4). The reliability 

test results for the employee engagement variable (X2) demonstrated a 
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Cronbach's alpha of 0.870, indicating that the variable possesses adequate 

reliability, given that 0.8 ≤ α < 0.9 (figure 5). The reliability test results for the 

Retention (Y) variable demonstrated a Cronbach's alpha of 0.913, indicating 

that the variable possesses high reliability, as evidenced by the requirement 

that α ≥ 0.9 (figure 6).  

The results of the normality test, as illustrated in figure 7, demonstrate 

that Work-life balance possesses a significance value of 0.007, which is less 

than 0.05. Employee Engagement exhibits a significance value of 0.115, which 

is greater than 0.05. Similarly, Retention demonstrates a significance value of 

0.42, which is greater than 0.05. In the case of variable X1, the data does not 

follow a normal distribution, as evidenced by a significance value of 0.007, 

which is less than 0.05. However, for variables X2 and Y, the data is normally 

distributed, with a significance value of 0.115 for X2 and 0.42 for Y, both of 

which are greater than 0.05.  

The findings of the multicollinearity test of the two independent variables, 

work-life balance and employee engagement, on the dependent variable 

retention demonstrate a collinearity tolerance value of 0.567, where the 

general limit is < 0.10, indicating that there are no indications of 

multicollinearity between the two independent variables. Concurrently, the 

Variance Inflation Factor (VIF) for the two independent variables is 1.764, 

which is well below 10, indicating that multicollinearity is also not a concern 

(figure 8). The outcomes of the heteroscedasticity assessment for the two 

independent variables, work-life balance and employee engagement, exhibited 

significance values of 0.072 and 0.802, respectively. Both values were greater 

than 0.05, indicating that there was no evidence of heteroscedasticity in the 

two independent variables (figure 9).  

The results of multiple linear regression analysis (Figure 10) demonstrate 

the efficacy of the proposed model. The R value is 0.883, which is close to 1. 

This indicates a very strong correlation between work-life balance and 

employee engagement on teacher retention. The R Square value is 0.780, 

indicating that 78% of the influence on teacher retention is attributed to work-

life balance and employee engagement, while the remaining 22% is influenced 

by other variables. The adjusted R Square value is 0.775, indicating that the 

work-life balance and employee engagement variables influence teacher 

retention by 77.5%, while the remaining 22.5% is influenced by other variables. 

The standard error of estimate is 3.066, indicating that the margin of error in 

predicting teacher retention is 3.066. The F-statistic, which is a measure of the 

variability in the data, is 158.089, and the significance level is less than 0.001. 

This indicates that the variables work-life balance and employee engagement 

have a significant influence on teacher retention. The regression equation is 
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thus: Y = -2.935 + 0.387X1 + 0.668X2 + . The correlation coefficient between 

teacher retention and work-life balance (β₁) and employee engagement (β₂) is 

represented by the following equation: R_t = β₁ × W_L + β₂ × E_E – R_t . 

Assuming that employee engagement remains constant, a 1-point increase in 

work-life balance has been demonstrated to result in a 0.387-point increase in 

teacher retention. Similarly, under the same conditions, a 1-point increase in 

employee engagement has been shown to lead to a 0.668-point increase in 

teacher retention. Conversely, if work-life balance remains constant, a 1-point 

increase in employee engagement has been shown to result in a 0.668-point 

increase in teacher retention. 

The findings of the analysis suggest that work-life balance exerts a 

substantial influence on teacher retention. This phenomenon aligns with the 

principles of the Work-Family Boundary Theory (Clark, 2000), which posits 

that individuals must establish boundaries between their professional and 

personal lives to mitigate role conflicts. Within the context of Nurul Fikri 

Boarding School, teachers are obligated to maintain constant physical and 

emotional presence in the school environment. The provision of flexible work 

policies and adequate rest time by the organization is conducive to a better 

work-life balance for teachers, which in turn increases their intention to stay. 

A substantial impact was also identified on the part of employee 

engagement. These findings lend support to the Job Demands-Resources 

Model (Bakker & Demerouti, 2007), which posits that heightened emotional 

and motivational engagement among employees will foster an increased 

propensity to remain in the organization. Empirical evidence has 

demonstrated that educators who feel listened to, engaged in the decision-

making process, and provided with opportunities for professional growth 

exhibit heightened levels of commitment to their institution.  

The regression model indicates that work-life balance and employee 

engagement collectively account for 78% of the variance in teacher retention 

(R Square = 0.780). Consequently, both factors emerge as pivotal in the 

formulation of teacher retention strategies. Job Embeddedness Theory 

(Mitchell et al., 2001) posits that employees' decisions to remain in their 

current positions are influenced by factors such as social attachment, value 

compatibility, and sacrifice. Teachers who maintain a healthy work-life balance 

and feel engaged in their profession may regard the prospect of leaving the 

school environment as a significant sacrifice. In consideration of the empirical 

results and supporting theories, the strategies that can be implemented by 

boarding school administrators include the following: 
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1. The following text will explore the ways in which work life balance can be 

strengthened. 

- The reallocation of teachers' workloads constitutes a pivotal aspect of 

the pedagogical approach. 

- The provision of structured leave and rest periods is imperative. 

- The provision of psychological support in conjunction with relaxation 

facilities is imperative. 

2. Improving Employee Engagement:  

- The involvement of teachers in the formulation of school policy is a 

subject that warrants further examination. 

- The provision of professional training and development constitutes a 

fundamental aspect of the program. 

- It is imperative to acknowledge the significance of recognizing 

performance and loyalty. 

 

5. CONCLUSION 

The findings of this study demonstrate that work-life balance has a 

positive and significant partial effect on teacher retention. This finding 

suggests a positive correlation between teachers' perceived balance between 

work and personal life and their desire to remain at the boarding school. 

Organizational support in managing workloads, providing flexibility, and 

paying attention to teacher well-being are crucial factors in improving 

retention.  

The findings of this study demonstrate that employee engagement exerts 

a positive and significant partial influence on teacher retention. Teachers who 

experience a high degree of emotional, cognitive, and motivational 

engagement in their work have been shown to exhibit high levels of job 

satisfaction and a strong desire to remain in their positions. Teacher 

involvement in decision-making, self-development, and organizational 

support plays a major role in building this attachment. 

Concurrently, Work-Life Balance and Employee Engagement have a 

substantial impact on teacher retention, accounting for 78% of the retention 

variable. Consequently, these two factors emerge as the predominant 

determinants of the efficacy of teacher retention strategies within the context 



 

402 | Page 

 

 

International Conference on Economics, Technology, 
Management, Accounting, Education, and Social Science 

Volume 01 Issue 01 Year 2025 
 

of boarding school environments, characterized by substantial workloads and 

a profound level of engagement between teachers and students. 

These findings lend support to extant theoretical frameworks such as the 

Work-Family Border Theory (Clark, 2000), the Job Demands-Resources Model 

(Bakker & Demerouti, 2007), and the Job Embeddedness Theory (Mitchell et al., 

2001). These theories collectively underscore the significance of work-life 

balance, work engagement, and emotional attachment in diminishing turnover 

and fostering teacher loyalty. 

In light of the study's findings and the conclusions derived, the following 

recommendations are put forth for future research: the incorporation of 

additional variables that may also influence retention, including 

transformational leadership, organizational culture, and overall job 

satisfaction. The expansion of the sample scope to encompass a more 

extensive array of boarding schools across diverse geographical regions has 

the potential to yield more comprehensive generalizations regarding the 

observed results. 
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