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Abstract 
The transferability of business-like practices in the public sector has been discussed 

in many studies. The differences between the public sector and the private sector have 

become one of the major concerns to implement more business-like management 

practices in the public sector successfully. Performance-related pay is one of the 

business-like practices that has been widely implemented in the public sector as well 

as most criticised. However, there are also other practices that were first developed 

and have been successfully implemented in the context of the private sector that can 

be adopted in the public sector.  This study offers a literature review and a theoretical 

framework of adopting work-life balance as a concept that was first developed in the 

context of the private sector to improve the performance of the public sector through 

job satisfaction. This research also aims to identify policies related to work-life balance 

concept in the local government of Jakarta.  
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Introduction 

Work-life balance is a concept that is considered by many works of literature to be 

successful in the private sector and currently being implemented in the public sector. 

The business sector has been using this strategy to enhance job satisfaction. Big 

companies such as Google have internalised the concept of work-life balance as one 

of the company’s values. Google has revolutionised the conventional concept of the 

working environment and continues doing so. They creatively designed their offices 

and work structures to be more employee friendly. This employee-friendly concept 

does not only improve productivity through job satisfaction but also attracts talented 

individuals to work with them, which eventually will increase their competitiveness. 

Google has successfully implemented the concept of work-life balance into their 

strategy. The concept of work-life balance was not only adapted successfully by 

Google but also studied continuously. The most recent one is the gDNA study.  

The gDNA is a longitudinal survey that collects information from over 4000 Googlers 

(Bock, 2014). The gDNA is the first long term study ever conducted by Google. It was 

inspired by the Framingham Heart Study and planned for the next 100 years. The 

gDNA aims to better understand the interaction in work environments, how work 

impacts happiness, and how happiness impacts work. The first rounds of the study 

immediately realised that there is no such thing as a perfect work-life balance. The 

study has found that there two types of people in terms of how they interact with the 

concept of work-life. Those types of people are labelled as segmentors and 

integrators. Segemetors are those who can psychologically separate their work lives, 

and nonwork lives and integrators are those who have difficulties to tell when work life 

ends, and nonwork life begins. This ongoing study of gDNA is evident that Google 

takes the work-life matter seriously, and work-life balance is a concept that Google 

believes to be a smart decision today that can have profound impacts tomorrow.  

Google is not the only company that supports the notion of work-family balance 

concept. Studies also suggest that work-life balance has positive impacts on various 

work-related outcomes other than job satisfaction. However, in the public sector, 

implementing business-like practice has never been easy. Some business-like 

practices, such as performance-related pay, by many critics, sought to impact the 

public sector negatively. One question arises immediately; how can successful 



practices in the private sector, such as work-life balance be implemented in the private 

sector and yield similarly positive results? To better answer that question, first, we 

need to understand and acknowledge the differences between the two sectors and the 

concept of work-life balance. 

Problem Statement 

Studies and empirical evidence advocate that many of the practices in the public 

sector have been adapted from the private sector such as a system built on 

competition, financial incentive structure and financial rewards (Gao, 2015). While 

Frederickson (1997) argues that principles and practices from the private sector are 

not always successfully applied in the public sector, and ethical motives and 

behaviours should be the main themes of the public administration. Introducing 

practices and principles in the private sector into the public sector was a strategy 

known as the New Public Management. New Public management was carried out in 

the United States and most of western society for improving the public sector’s 

performance in the 1980s (Gao, 2015). Implementing such a strategy that was driven 

by the private sector proved to be not as successful as it was expected (Dilulio, 1994; 

Frederickson and Hart, 2008; Gao, 2015).  

The application of private management practices requires careful consideration when 

transferring the practices across sectors. Practices that are successful in the context 

of the private sector can be transferred to the public sector with serious but cautions 

considerations (Boyne, 2002). This creates challenges for scholars and practitioners 

to take advantage from the private sector practices and successfully implement them 

in the public sector in regard to the fact that the public sector is not run in the same 

manner as the private sector.  Work-life balance is one of the practices that were 

rooted and developed from the private sector environment. The positive impacts of 

work-life balance on job satisfaction and performance have been discussed in many 

studies. This study aims to look at work-life balance closer from its root, development, 

trends and drivers and proposed a theory of how work-life balance is important to and 

can benefit the public sector.  

 



Methodology 

In order to understand the review topic, a systematic review was conducted on the 

existing studies of work-life balance, benefit and cost of work-life balance, trends and 

drives of work-life balance, the impact of work-life balance, the benefit of work-life 

balance for employers and employees, the critics of work-life balance and public 

versus private sector. The literature review applied the archival method recommended 

by Tranfield et al. (2003) because this method can establish a reliable knowledge base 

in the topics needed for this study. The process includes categorising the literature 

gathered from the sources into topics related and needed for the study, analysing and 

reporting the finding of the review. The literature of this study is mostly selected from  

sources such as ProQuest, Sage and Emerald, and other sources were used to gather 

the knowledge needed for this study. The selection of the literature is also based on 

the importance and the relevance of the information for this study as well as the 

number of citations. The selection of the literature is not limited by the date of the 

publications. 

Public Sector Versus Private Sector 

Studies suggest that the public sector is different from the private sector (Burgess and 

Ratto, 2003; Dixit, 2002; Weber, 2015; Bosman. 2009, Boyne et al., 1999, Berman et 

al., 1994; Nutt, 200; Shortell et al., 1990). Studies in the area of public administration 

suggest that in terms of ownership, funding, authority, stakeholders, managerial, 

organisational objective, organisational structure and organisational culture, the public 

sector has the distinctive features that separate it from the private sector (Rainey, 

2009). Organisations in the public sector are not designed to maximise profit or to 

make sales. They are designed specifically to deliver public services. The public sector 

is also known to be labour intensive in order to perform in providing services to the 

public. The services, provided by the public sector, are critical. The public sector 

services affect people from birth and throughout their lives, from the hospital, 

schooling, transportation, security, social housing and eventually death. Therefore, the 

performance of the public sector significantly influences the quality of the health and 

wellbeing of a nation. 

 



The public sector is different from the private sector in many ways (Barton 1980; Dahl 

and Lindblom 1953; Dixit 1997; Downs 1967; Rainey and Bozeman, 2000). 

Bureaucracy and its consequences are two distinctive features in the public sector that 

set it apart from the private sector (Dixit, 2002). Bureaucracy is established to maintain 

stability in the organisation. However, bureaucracy has diminished creativity, which 

enables organisations to adapt to emerging challenges and dynamic environment 

(Bosman, 2009). The public sector is notorious for its reluctance to adapt because of 

the organisational style adopted from the management theory of bureaucracy 

(Bosman, 2009; Dixit, 2002; Goodsell, 1994; OECD, 2017). This theory was first 

introduced by Max Weber (1864-1920). The main idea of bureaucracy is an 

organisation should be impersonal, strong and rigid in structure to be able to produce 

a consistent output through fix power and administration chain (Weber, 2015). His 

study also suggests that in order to produce consistent outputs such as a stable 

administration and power, the public sector needs to develop a strong, impersonal and 

rigid structure.  

The public sector must operate under the condition of fairness and equality without 

allowing personal judgment to have interference with professional roles or decisions 

(Haralambos et al., 2004). Therefore, it can be argued that in order to produce the 

condition of fairness and equality as well as stable outcomes, the public sector 

structures its organisation in a very rigid way and it costs the public sector its 

reluctance to change and adapt to the rapidly changing environment. This rigidity has 

made public sector unable to react in the same way as the private sector. According 

to Dixit (2002), the second feature of the public sector is the consequence of the first 

feature. In order to achieve a successful bureaucracy, each agency or bureaucrat has 

its own internal agenda and objectives which are not necessarily aligned to each other 

(Dixit, 2002). 

Therefore, strategies to improve job performance in the public sector should also be 

different from private sectors. Incentive strategy such as performance-related pay is 

an example of how business-like practices can yield different impact on the public 

sector. This strategy is argued not to work as effectively as in the private sector 

(Pearce and Perry, 1983; Gaertner and Gaertner, 1985; Moynihan, 2008; Paarlberg, 

Perry and Hondeghem, 2008). It is argued because the public sector has a different 

characteristic from its counterpart the private sector (Bosman, 2009; Burges and 



Ratto, 2003; Haralambos et al., 2004; Weber, 2015). These studies also suggest that 

because of those characteristics, improving the performance in the public sector 

seems to be even more difficult than in the private sector. The performance 

measurement in the public sector is more difficult than in the private sector (Mimba, 

van Helden, and Tillema, 2007). This is due to the demand for, and supply of 

performance in the public sector are different from the private sector (Brignall and 

Modell, 2000; Cavalluzzo and Ittner, 2004; Rainey et al., 1976). The fact that worsens 

this condition is that there are only limited studies on the public sector compared to its 

counterpart, the private sector. Somehow, in many aspects, the public sector tends to 

rely on studies and evidence from the private sector (Ongaro and Van Thiel, 2017). 

Despite its difficulty to change, efforts to do so must not be left out. Consistency, 

commitment and determination are factors so powerful that eventually, can change 

the public sector, no matter how reluctant it is. It will take some time, but it will change 

it. This notion is complemented by Osborne (2007). He argues that a strategy that can 

ignite chain reaction, a domino effect in the organisations or systems is the most critical 

thing to reinvent or change the public sector successfully. However, strategy alone is 

not enough to reinvent public sector. The implementation is also vital. The capability 

to correctly identify factors that can have a potential risk to hurt the strategy must be 

adequately addressed and solved before the application (Boyne, 2002). The 

implementation must encourage people to willingly change their behaviours to 

embrace changes in the organisational context which will lead to many new and 

different things such as new roles and responsibilities (Beer, Eisenstat and Spector, 

1990). Hence, it is difficult but not impossible.  

 

 

 

 

 



The Development of Work-life Balance 

To be able to gain a comprehensive understanding of the concept of work-life balance, 

it is always critical to trace its roots where it all first started. Work-life balance was a 

concept that was first rooted from two main events, and they were both derived from 

the context of management in the private sector (Harrington, 2007).  The first event 

was when more women started to join the workforce in the 1970s and 1980s. The 

second event was the introduction of EAP (Employee Assistance Programs) in the 

1970s (Harrington, 2007). The first event evolved companies to focus more on working 

mother and the need for childcare. The second event was triggered by the finding of 

relationships between employees’ stress, depression and illness, and decreased 

productivity (ibid). There are a large number of studies that have confirmed employee 

stress at workplace affecting productivity, working efficiency and organisational 

commitment (Haque, Aston and Kozlovski, 2018; Imran, Haque and Rębilas, 2018; 

Faizan, Nair and Haque, 2018; Haque and Aston, 2016; Haque, Aston and Kozlovski, 

2016; Haque and Yamoah, 2014). These events triggered researchers to conduct a 

further investigation about the relationship between work and family. Many 

publications regarding work and family were made during the time.  In the 1980s, 

companies were getting more involved in implementing work and family concepts in 

their organisations. Organisations such as Catalyst, Inc., Work/Family Directions and 

Family and work Institute were funded and founded by companies like Exxon and IBM 

(ibid). This was the time when organisations started to pay attention to human 

behaviour affecting productivity in term of balancing work and life of the employees. 

However, Redmond, Valiulis and Drew (2006) stated in their book that the notion was 

not new and was already recognised but in many different terms. The terms are 

referred to policies that endeavour to provide more opportunities to balance work and 

home responsibilities (ibid). The policies are not only for family workers, but they apply 

to all workers to have opportunities to balance their work and their life (ibid). According 

to Redmond et al. (2006), the arrangement of the work-life balance concept is also 

known as FFWA (Family-Friendly Work Arrangements), AWA (Alternative Work 

Arrangements), zero hours contract (the amount of time is not specified in the contract 

for workers to flex their own time), E-working (workers can do their works from any 

location they want), teleworking (it allows workers to work remotely even in at home, 



It also refers to E-working), term-time working (this concept is allowing parents to work 

only during school term with all school holidays off). 

According to Parakati (2010), the work-life balance went way back in the early 19th 

century. In the early 1800s, the US government produced measures that limited the 

hours up to 10 working hours a day in some government employees. Several states 

in the late 1800s and early 1900s issued a labour limitation for women (Parakati, 

2010). In 1920, the limitation of total working hours allowed was being introduced, and 

in the 1930s The Fair Labour Standards Act of 1938 regulated the 40-hour workweek 

(ibid). The wave of work live balance continued to ripple with the Pregnancy 

Discrimination Act of 1978. Those events were the reviving factors of how work-life 

balance had become increasingly important, not only for the employees but also for 

the employers, which in further investigations were significantly revealed (ibid). 

Despite how the concept of work-life balance was initially introduced and known in 

many different terms, a clear definition needs to be made in this research to avoid 

being off the grid. According to Greenhaus, Collins and Shaw (2003), work-life balance 

is satisfaction with work role and family role while both are well functioning and 

engaged in where role conflict is minimum. Whereas, work-life balance is the 

implementation of policies and practices to open opportunities for the employees to 

balance their work and their lives (Hogarth, Hasluck and Pierre 2001). Lewis (2010) 

proposed a work-life balance definition in his study as the method to address issues 

related to work and non-work lives faced by employees. 

 

 

 

 

 

 

 



The Advantages and Disadvantages of Work-life Balance Policies 

Work-life balance, job satisfaction and job performance 

The advantages and disadvantages of work-life balance policies have been discussed 

in various studies (Lewis, 2010; Kofodimos, 1993; Lewis and Copper, 1995; 

Greenhaus, Collins and Shaw, 2003; Spinks, 2004; Bird, 2006; Corporate Voices for 

Working Families, 2011). Smeaton, Ray and Knight (2014) in their works for the 

Department for Business Innovation and Skills propose that work-life balance policies 

have positive impacts on cost reduction. A similar explanation is also suggested by 

Shepard et al. (1996) that with flexible work hours is positively correlated with 

productivity and retention.  

According to a survey conducted by Office Team in 2012, there are factors such as 

work/life balance, opportunities to learn and grow, ability to accomplish goals, 

camaraderie with co-workers and relationship with the boss that have significant 

impacts on job performance. The results of this survey suggest work-life balance as 

the most aspect that tied to their satisfaction aside from the salary. Eagle Hill 

Consulting Firm (2014) revealed that poor work-life balance was the number one 

driving factor to leave the company. The survey suggests that work-life balance is 

playing a significant role in how employees feel about their job. 

Work-life balance can benefit both employees and employers (Lazar, Osoian and 

Ratiu, 2010). Their study suggests that potential outcomes of work-life balance for 

employees are increased job satisfaction, a greater sense of job security, enhanced 

control over work-life balance environment, reduce job stress levels and better 

physical and mental health. Whereas, employers gain benefits from the work-life 

balance in terms of reduced absenteeism and lateness, improved productivity, 

enhanced organisational image, employee loyalty and commitment, increase retention 

of valuable employee and reduce turnover rates.  

Work-life balance also remains to be one of the primary drivers related to improving 

job performance through job satisfaction (Bird, 2006; Lockwood, 2003). This notion 

based on the theory that happy workers tend to be more productive (Zelenski et al., 

2008; Lyubomirsky et al., 2005; Pfeffer, 2018). According to Oswald, Proto and Sgroi 

(2014), happiness contributed very significantly to productivity. On the other hand, 

increasing stress at work can a have a negative impact on how employees can balance 



their work life and nonwork life, as well as their satisfaction to their job and their 

commitment to the organisation (Kossek, 2005; Bragger et al., 2005; Anderson et al., 

2002). 

When the employees are happy, the productivity increases by up to 12% and less 

happy employees can decrease productivity by up to 10% (Oswald et al., 2014). 

Further findings have made work-life balance as one of the critical factors that affects 

organisation overall performance (Kalliath & Brough, 2008; Mañas & Garrido, 2007; 

Bloom et al., 2011; Osoian et al., 2009). According to Scholarios and Mark (2006) in 

order for an organisation to be successful, work-life balance plays a significant factor 

affecting high technical professional commitment and loyalty. In the public sector 

organisations, work-life balance has a significant impact on performance and 

productivity (Sakthivel and Kamalanabhan, 2011; Sakthivel and Jayakrishnan, 2012). 

Blurring boundaries 

Work-life balance as a policy is argued by Lewis (2010) to have not only advantages 

but also disadvantages. Lewis (2010) suggests that flexibility in term of split-shift has 

disadvantages. His study suggests flexibility is felt to blur employees’ work-life and 

personal life, showed by the increasing number of work and personal responsibility 

conflicts. The boundaries between work and non-work-life are also discussed by 

Kanter (1977), Lockwood (2003), Nieto (2003) and Schor (1991). Lewis (2010) also 

found a contradictory fact about work-life balance initiatives. Work-life balance 

initiatives are supposed to reduce the number of work hours to provide more time for 

personal life-related activities, but the finding shows 34% of participants experiences 

overtime on a regular basis. Another disadvantage found by the work of Lewis (2010) 

is that flexibility might eventually sacrifice personal time by the increasing conflicts 

between work and personal schedule due to the scheduling difficulties. 

 

 

 



The Drivers of Work-life Balance 

The field of work-life balance continues to drag attention from scholars and business 

practitioners all over the world and the implementation of work-life balance in 

organisational setting has reached to a level where it is considered to be the way it is 

supposed to be (Kersley et al., 2005; US Bureau of Labor, 2007). Harrington (2007) 

proposed that the momentum of work-life balance was also due to the driving factors 

such as the increase of woman in professional roles, media attention, corporate image 

and reputation, demand and feedback from employees and consortium.  

The increasing number of women entering the workforce created new challenges for 

companies is considered by Harrington (2007) to be one of the most significant 

catalysts of work-life balance development. Harrington (2007) argues that women are 

beginning to show their competency as professional managers and other strategic 

position in organisations, and this creates the need to attract more talented women 

into organisations. The growing need for career women to do professional jobs brings 

consequences for companies to insert new policies. Policies that will accommodate 

several concepts of opening more opportunities for the woman to keep pursuing their 

career while still maintaining their duties as parents (Harrington, 2007). 

Study of Harrington (2007) also places media attention has one of the prominent 

endorsers for work-life balance introduction. The success story of career women is 

resounding how women can balance their desire to have a successful career as 

professionals as well as parents for their children. Harrington (2007) argues the 

euphoria of successful mothers has jumped started the popularity of work-life balance. 

Harrington (2007) also suggests that work-life balance is immediately seen as an 

opportunity to create competitive advantage in the “war for talent”, promote work-life 

balance as their companies’ values and gain a reputation by imposing work-life 

balance. Therefore, it opens an extensive source for talented female professionals to 

enter the male-dominated workforce. The last driving force of work-life balance 

suggested by Harrington (2007) is a consortium. Consortium is perceived as 

collaborative efforts on the work-life balance among managers to help them to find 

similar interest and concerns, to learn more from each other and share information 

(Harrington, 2007). 



Emerging Trends Affecting Work-life Balance 

Despite all the drivers that push the field of work-life balance forward, some trends are 

shaping the advancement of work-life balance. Boston College Center for Work and 

Family (2007) has conducted a survey among business leaders and developed a 

comprehensive list of 33 trends that have impacts on organisations and employees. 

The list was then categorised into five broader categories, namely generational 

diversity, global challenge, diversity and inclusion, increasing workloads, and 

technology. 

Generational diversity suggests that the ageing workforce created wider and wider 

generation gap in the organisation and this trend will significantly impact on how work-

life balance policies are being implemented because every generation has different 

needs in terms of their perspectives of work-life balance. Global challenge suggests 

that cultural differences will also create different work-life balance approach. Diversity 

and inclusion suggest that diversity in the workforce further requires the inclusion of 

work-life balance policies in the work environment. Increasing workloads in a more 

complex and competitive environment have made companies struggle with stress due 

to long work hours, and work-life balance plays a significant role in reducing stress 

and burnout due to long work hours (Acas, 2015; Human Solution Report, 2007). The 

advancement of technology has made works more flexible, employees can work from 

anywhere and spend more time at places they would rather be such as home, but on 

the other hand, technology has also virtually moved office environment to home, and 

this has made office and home boundaries blurred. 

 

 

 

 

 

 



The Involvement of Government in Work-life Balance Campaign 

The rise of work-life balance was not only embraced by business practitioners and 

scholars, but it had also caught the attention of governments, especially in the United 

States and around Europe (Redmond, Valiulis and Drew, 2006). The government 

started taking the initiative regarding work-life balance more seriously and imposed 

them in a more formal way by legislation. The manifestation of government 

involvement can be seen as follows: 

• Working mothers are allowed and have the right to have work hours’ reduction for 

9-12 months after giving birth. Allowing mothers to have more time for 

breastfeeding (Daven and Moss, 2005). Countries such as Hungary, Italy, Norway 

and Spain have posted it under formal regulation. 

• Parents are given the right to work part-time until their child reaches an age 

between 6 and 8 (ibid). Austria, Norway, Spain and Sweden are among countries 

that practice this policy. 

• Whereas, according to Redmond, Valiulis and Drew (2006). UK and Italy have put 

regulation regarding work-life balance into action. The UK, through the 

Employment Act 2002, has implied that workers are given the right to request 

flexible working arrangements. The arrangements are including types of a flexible 

working scheme such as part-time, job sharing, home working, teleworking, shift 

work, staggered hours, annualised hours, term-time working and compressed 

hours. 

The need for the governments to eventually involve in the enforcement of work-life 

balance is due to the reluctance of business practitioners to address the issue of 

employees’ need of work-life balance (Human Solution Report, 2007). According to its 

survey, only 1/3 of employers surveyed really addressed and took real action on 

employees’ need for balancing their work and their life. 

In the context of Indonesia, the government is also involved in work-life balance 

campaign. However, according to the researcher’s investigation, work-life balance 

policies are not explicitly stated (Afrianty, 2013), they are more under the umbrella of 

overall efforts to improve the wellbeing of the employees. The policies are all related 

to the concept of work-life balance, but they are all scattered under different laws. In 

her study (Afrianty, 2013) could not point out one single law from the Indonesian 



government that implicitly stated the policies as a work-life initiative. Despite this fact, 

the research was still able to identify programs and policies in Indonesia that could be 

interpreted as work-life balance applications from discussion and correspondence with 

several public sector organisations.  

• Flexible leave time for the duration of 14 workdays. Leave can be taken separately 

or consecutively depends on the need of the employee. 

• More casual dress code every Friday and extended lunch break for Friday prayer. 

• Providing cafeterias and parks for employees to have their break and interact with 

colleges as well as a practical fitness corner and a library. 

• Maternity leave and special leave for those who have emergencies. 

• Discrimination of working time for office and field work as well as shift work. 

• Family gatherings and sports among employees in every department. 

• Five days a week policy to give more opportunity for the employees to spend time 

with families or to release work tension. 

Challenges in Implementing Work-life Balance Initiatives 

Like any other initiatives, some factors will significantly impact the implementation and 

need to be taken as a consideration prior to the initial implementation. These factors 

are the critical pillars for work-life balance initiatives to be implemented successfully in 

the organisation. These factors also need to be addressed and carefully planned to 

achieve a higher probability of work-life balance successful practices. According to 

McDonald et al. (2005), there are five factors to be considered by organisations when 

trying to implement employees’ work-life balance. They are managerial support, career 

consequences, organisational time expectation, genders perceptions and co-worker 

support. According to their work, understanding and addressing these factors are very 

critical because these factors contribute significantly to problems that prevent the 

work-life balance policies from being implemented successfully. The implementation 

of work-life balance initiatives also depends on the perception of the importance of 

work-life balance and family supportive supervisor behaviours/FSSB (Afrianty, 2013).  



Work-life Balance Concept in the Public Sector 

 

Figure 1. Conceptual framework. 

From the literature review of work-life balance in this study, this study suggests that 

the roots, trends and drivers of work-life balance have made the concept an important 

factor to be seriously considered in every organisation. This study also proposes that 

work-life balance can influence organisational performance through job satisfaction 

and cost reduction. Figure 1 shows how work-life balance impacts organisational 

performance through two distinct mechanisms. The first mechanism is through cost 

reduction that is reflected as enhanced profit, which eventually translated into 

increased organisation performance. The second mechanism is through job 

satisfaction, which will them translated into positive work-related outcomes such as 

reduce absenteeism, increase productivity, increase motivation, reduce stress, quality 

service and loyalty.  

The fundamental differences between the private sector and the public sector suggest 

that not all practices in the private sector can be implemented in the public sector. This 

study argues that the best approach of implementing work-life balance in the public 

sector is through the correlation between work-life balance and job satisfaction as 

described by the dashed box in Figure 1. This is due to the nature of the public sector 

as a non-profit organisation that does not allow the public sector to take advantage of 

the work-life balance concept through cost reduction.  



Conclusion 

With all the information from the literature relevant to the interests of the research, 

several points can be concluded. Not all practices in the private sector or known as 

business-life practices can be directly implemented in the public sectors to improve 

organizational performance due to the characteristics of the public sector. Business-

like practice such as performance-related pay is argued not to work as effectively as 

in the private sector (Pearce and Perry, 1983; Gaertner and Gaertner, 1985; 

Moynihan, 2008; Paarlberg, Perry and Hondeghem, 2008). This is due to the 

performance measurement in the public sector is more difficult than in the private 

sector (Mimba, van Helden, and Tillema, 2007).  

Bureaucracy, as one of the characteristics of the public sector, has diminished 

creativity, which enables organisations to adapt to emerging challenges and dynamic 

environment (Bosman, 2009). The public sector is notorious for its reluctance to adapt 

because of the organisational style adopted from the management theory of 

bureaucracy (Bosman, 2009; Dixit, 2002; Goodsell, 1994; OECD, 2017). Moreover, 

due to bureaucracy, each agency or bureaucrat has its own internal agenda and 

objectives which are not necessarily aligned to each other (Dixit, 2002). These 

characteristics have made the public sector significantly different from the private 

sector. This study suggests that these differences need to be accounted for when 

implementing business-like practices in the public sector.  

On the other hands, this study argues that work-life balance is more suitable for the 

public sector to improve organisational performance through job satisfaction. The 

rationales are as follows. The literature suggests that work-life balance is a non-

financial concept that was originated from the private sector to accommodate women 

joining the workforce. The non-financial aspect of work-life balance provides viability 

to the public sector that is budget sensitive and not designed for profit maximisation. 

It also opens opportunities for the public sector to attract a wider pool of talented 

employees.  

Work-life balance has attracted many big and influential organisations as well as 

scholars because of its impacts on various positive work-related outcomes, including 

job satisfaction. Google, one of the giant companies, have been internalised the 

concept of work-life balance as one of the company’s values. The most recent study 



of work-life balance is called the gDNA study. The gDNA study was conducted by 

Google had identified two types of people in terms of how they interact with the concept 

of work-life, namely segmentor and integrator. This suggests that the impacts of work-

life balance as a non-financial extrinsic motivation factor have been successfully 

harvested and empirically proven in the private sector. How people interact with the 

concept of work-life balance, as suggested by the study of gDNA can be used as a 

base line on how employees in the public sector would react. If conducted properly, 

work-life balance can also be beneficial for the public sector.  

This study argues that the public sector should implement the work-life balance 

concept because the drivers and trends surrounding the importance of work-life 

balance have signified its urgency and inevitability. Increase of woman in professional 

roles, media attention, corporate image and reputation, demand and feedback from 

employees and consortium are the drivers of work-life balance identified in this study 

as suggested by Harrington (2007). Whereas, emerging trends such as generational 

diversity, global challenge, diversity and inclusion, increasing workloads, and 

technology push the urgency of work-life balance in every organisation, including the 

public sector.  

Work-life balance should be implemented by the public sector because it benefits both 

the employers and employees. Lazar, Osoian and Ratiu, (2010) suggest that potential 

outcomes of work-life balance for employees are increased job satisfaction, a greater 

sense of job security, enhanced control over work-life balance environment, reduce 

job stress levels and better physical and mental health. Whereas, employers gain 

benefits from the work-life balance in terms of reduced absenteeism and lateness, 

improved productivity, enhanced organisational image, employee loyalty and 

commitment, increase retention of valuable employee and reduce turnover rates. 

However, the disadvantage of work-life balance, such as the blurring boundary also 

needs to be taken into consideration. 

The literature review underpins the cost reduction and the job satisfaction approach 

as two mechanisms that explain how work-life balance impacts organisational 

performance. This study argues that the best approach to implementing work-life 

balance to increase organisation performance in the public sector is through the 

correlation between work-life balance and job satisfaction. This is due to the nature of 



the public sector as a non-profit organisation that does not allow the public sector to 

take advantage of the work-life balance concept through cost reduction. A 

comprehensive understanding of the urgency and the relevancy of how work-life 

balance and how the concept can be successfully implemented in the public sector is 

imperative to improve overall organisational in the public sector. This study also points 

out the involvement of governments to encourage all organisations to embrace work-

life balance by passing laws related to work-life balance policies. Such an effort has 

also been carried out by the local government of Jakarta as well as the government of 

Indonesia. However, work-life balance policies in Indonesia are not explicitly stated. 

They are more under the umbrella of overall efforts to improve the wellbeing of the 

employees and scattered under different laws. 

This study of the literature suggests that the idea of work-life balance that once 

developed in the context of the private sector is visible to be successfully implemented 

in the public sector by understanding and acknowledging the differences between the 

public and the private sector. The concept of work-life balance has many benefits that 

the public sector should take advantage of. However, the fundamental differences 

between the private and the public sector need to be addressed accordingly. Learned 

from the private sector, managerial support, career consequences, organisational time 

expectation, genders perceptions and co-worker support are factors that might not 

work the same way in the public sector as they do in the private sector. Understanding 

the differences between the private sector and the public sector helps managers in the 

public sector adjust their support, anticipating career consequences, aligning their time 

expectation, overcoming genders perception and socialising the concept of work-life 

balance to gain benefit from co-worker support. 

The implementation of work-life balance initiatives also depends on the perception of 

the importance of work-life balance and family supportive supervisor 

behaviours/FSSB. The capability to correctly identify factors that can have a potential 

risk to hurt the strategy of work-life balance must be adequately addressed and solved 

before the application. The implementation must encourage people to willingly change 

their behaviours to embrace changes in the organisational context, which will lead to 

many new and different things, such as new roles and responsibilities. Hence, it is 

difficult but not impossible.  
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