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ABSTRACT 
To protect future generations, promote gender equality, increase life expectancy, reduce 
poverty, and promote long-term development, UNICEF recommends that organizations 
implement a family-friendly policy. A family-friendly policy has also improved work-life 
balance, family health and happiness, and performance in the workplace. Therefore, the 
organization’s executive members must be concerned about and understand the importance 
and urgency of implementing a family-friendly policy in their workplace. This study uses four 
family-friendly policy dimensions recommended by UNICEF: Paid Parental Leave to Care for 
Young Children, Supporting Breastfeeding, Affordable, Accessible, and Quality Childcare, 
and Child Benefits. This study aims to check whether the family-friendly policy practices in 
the Kepulauan Riau government workplace reach the proper family-friendly level. The study 
was qualitative. The data was gathered using a questionnaire, documentation, and interviews 
with selected organization members. The finding shows that the implementation of FFP has 
been ―outstanding‖ in providing maternity paid leave and flexible work arrangements. 
Whereas paid parental leave and child benefits are ―adequately implemented‖ and need 
particular attention to improve their performance. Breastfeeding support and affordable, 
accessible, and quality childcare require implementing a particular policy to improve their 
―poor‖ condition. This study also suggests several recommendations to improve the 
performance of family-friendly practices in the Kepulauan Riau Government. 
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In the disruption era, work has become increasingly challenging. After the Covid-19 
pandemic, there have been changes in activities, culture, habits, and work behaviors. 
Workers are required to work more flexibly at home and in the office. The inability to organize 
work will interfere with personal life and vice versa. Thus, workers must have the skills to 
manage their work-life balance to survive and continue to grow in a very dynamic era. 

Work-life balance is necessary for all individuals to achieve and maintain a balance 
between paid work and their lives outside of work. Balance does not necessarily imply a 
balanced division between work and life; however, balance means successfully managing all 
your responsibilities in both life areas (Lockett, 2008). Work-life balance is not only limited to 
people with children or life partners. Life outside of work can range from child care to 
housework, sports, recreation and self-development activities, health, and almost anything 
related to personal life. Work-life balance is usually tricky for women to achieve because of 
the overlapping roles they face. The overlapping roles of mother, wife, and worker may 
trigger burnout. Therefore, human resource practitioners and executive members of the 
organization must be able to implement policies that can help balance the work and personal 
lives of workers. Policies that can support work-life balance are called family-friendly policies. 

The urgency of the Family-Friendly Policy is becoming more evident due to an increase 
in the number of female workers on a global, national, and local scale. Indonesia’s Central 
Statistics Agency (Badan Pusat Statistik) recorded the number of female workers as 39.52%, 
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or as many as 51.79 million Indonesians aged 15 and above in 2021. In 2020, the number of 
female workers recorded was 50,7 million, which means that in a year, there will be an 
increment of around 1,09 million female workers in Indonesia. This research, located in 
Kepri, Kepulauan Riau Province (Kepri), Indonesia, is no exception to that increment. The 
number of female workers in the Kepulauan Riau increased yearly from 2019 to 2021, 
respectively, from 45.35, 48.93, and 51.92%. 

Moreover, the percentage of female civil servants is higher from 2018 to 2019, as 
shown in figure 1. At the same time, the Indonesia Central Statistics Agency stated that the 
percentage of infants aged less than six months who are exclusively breastfed in the 
Kepulauan Riau is only 58.84%, which positions the Kepulauan Riau in the bottom five 
compared to other provinces in Indonesia. Thus, the Kepulauan Riau government needs to 
be more friendly to working mothers, which can be done by implementing a family-friendly 
policy. If organizations in the Kepulauan Riau were not friendly to work parents, working 
mothers would not be able to give exclusive breastfeeding because they are not supported 
by policies such as flexible time and a lactation room at work. 

 
Figure 1 – Percentage of Government Servants by Gender (Source: Indonesia Central Statistics 

Agency/BPS, 2019) 

 
Based on data from the Kepulauan Riau Central Statistical Agency, the working 

population in the Kepulauan Riau is 973,125 people. Three primary industries still dominate 
employment in February 2022: the processing industry (24.54%), wholesale and retail trade 
(20.09%), and government administration, education, and health services (12.95%). Based 
on the data, it can be assumed that the government organization is one of the most in-
demand places to work for Kepulauan Riau residents. The authors have studied the Family-
Friendly Policy in the private sector previously. However, the public sector is predicted to be 
more friendly towards family and private life since organizations in the public sector are not 
profit-oriented. Previous research mentions that the public sector or government is more 
family-friendly than the private sector (Aminah, 2007). Thus, this research will examine and 
explore the Family-Friendly Policy's implementation, specifically in the Kepulauan Riau public 
sector. This research is expected to provide recommendations and implications for a better 
family-friendly policy, especially for public organizations in the Kepulauan Riau. 
 

LITERATURE REVIEW 
 

Organizations that care about workers' work-life balance are proven to be able to 
create positive results in performance, commitment, and job satisfaction (Pasamar, 2020). 
On the other hand, organizations that fail to maintain workers' work-life balance will 
negatively affect the welfare and effectiveness of the organization's function(Guest, 2002). 
The research by (Malik et al., 2014) Malik et al. shows that work-life balance mediates the 
relationship between job benefits and job satisfaction. This means that mere job benefits 
such as salary, insurance, medical leave, and others cannot guarantee job satisfaction. The 
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set of job benefits must provide a good balance of personal and professional life. Otherwise, 
workers may remain dissatisfied, leading to low organizational performance levels. 

Research has shown that a Family-Friendly Policy in the workplace can improve work-
life balance (Znidarsic et al., 2020; Žnidaršic & Bernik, 2021; Žnidaršič & Marič, 2021). 
Research on the work-life balance among educators confirmed that implementing the Family-
Friendly Policy in the workplace will affect the work-life balance, life satisfaction, job 
satisfaction, and work engagement of workers (Znidaršič & Marič, 2021). In addition, family-
friendly policy that affect work-life balance are proven to contribute to positive employee 
behaviour and increase productivity. 

Shen (Chzhen et al., 2019) studied the application of Family-Friendly Policies in 41 
high and middle-income countries. Countries with Family-Friendly Policies allow parents to 
balance work and family life during their children's growth. As a result, working parents can 
provide their children with a better quality of life because they can balance their work and 
family life better. 

Other research has shown that the Family-Friendly Policy can reduce work-family 
conflict by encouraging working parents to be more mindful at work and home. For example, 
Moreira et al.  stated that the Family-Friendly Policy would help workers get more flexible 
working hours to avoid depression or anxiety and parenting stress symptoms (Moreira et al., 
2019). In addition, Morrison et al., who studied Family-Friendly Policy among Ghana 
bankers, found that Family-Friendly Policy, such as childcare services, is a strategy banks 
adopted to minimize work-family conflict (Morrison et al., 2020). However, they also found 
that work-family conflict and work performance had a significant negative correlation, which 
means a high level of work-family conflict in employees leads to lower work performance. 

Family-friendly policies also provide some advantages that help to meet and improve 
organizational goals: to improve firm productivity (by reducing work-family conflict and 
increasing job satisfaction); to recruit highly skilled workers with difficulties finding skilled 
workers; improve business objectives; improve the firm's financial performance; increase 
employee commitment; return on investment (ROI) of workplace initiatives to reduce work-
family conflict; worker absence reduction; to reduce the likelihood of turnover; associated 
with costs and benefit (Lyonette & Baldauf, 2019). 

To support the work-life balance movement in the workplace, UNICEF recommends a 
Family-Friendly Policy. Family-Friendly Policy is a policy designed to minimize conflict 
between work and family life which includes: various leave for mothers and fathers, sickness, 
emergencies, compassionate reasons, career breaks and sabbaticals, flexible time, work 
time, and holidays (Aminah, 2007). According to UNICEF, the Family-Friendly Policy is a 
policy that helps balance work and family life. There are four dimensions of Family-Friendly 
Policy in the workplace according to UNICEF (UNICEF, 2020c): 1. Paid Parental Leave to 
Care for Young Children 2. Supporting Breastfeeding 3. Affordable, Accessible and Quality 
Childcare 4. Child Benefits. 
 
Paid Parental Leave to Care for Young Children 

Maternity paid leave is not only an internationally recognized labor right, but it is also 
critical to ensure that work does not endanger women's and children's health and well-being. 
It also ensures that women's economic prospects and employment opportunities are not 
harmed by their reproductive roles. UNICEF recommends that maternity paid leave include 
the right to at least 14 weeks with adequate cash benefits to ensure that mothers can support 
themselves and their children while on leave. Meanwhile, under Indonesian law (Law 
Number 13 of 2003 on Manpower), the length of maternity leave is only limited to three 
months. The right to leave for three months is divided into two parts, 1.5 months before and 
1.5 months after childbirth. 

Ideally, UNICEF recommends maternity paid leave, which includes medical care for 
mothers and children, workplace health protection for pregnant and lactating mothers and 
their children, protection from dismissal and discrimination, and policies and facilities that 
allow for continued breastfeeding when the mother returns to work. The International Labour 
Organization (ILO) reports 830 million women (mostly in middle and low-income countries 



Eurasia: Economics & Business, 10(64), October 2022 

35 

with inadequate maternity protection), highlighting the urgent need to improve worker 
protection and paid leave. To ensure children's healthy growth and development, however, it 
is necessary to provide paid leave for the father. A sufficient amount of paid parental leave 
can ensure that both mothers and fathers have enough time to care for and bond with their 
young children. 
 
Supporting Breastfeeding 

Breastfeeding is essential for the comprehensive and sustainable development of 
children, mothers, and society. Family-friendly policies enable parents and caregivers to give 
their children the best possible start in life; they result in healthier, better-educated children, a 
better-equipped workforce, and long-term growth. In addition, family-friendly policies assist 
employees in balancing work and family responsibilities while promoting their children's well-
being and development. UNICEF has identified four major policy areas related to children's 
well-being, women's empowerment, and caregivers' access to decent work: 

1. Adequate paid leave for all parents and caregivers in both the formal and informal 
economies to care for their young children (this includes paid maternity, paternity, and 
parental leave, as well as leave to care for sick young children); 

2. Encourage mothers to breastfeed exclusively for the first six months of their child's 
life, as the World Health Organization (WHO) and UNICEF recommend, and continue 
breastfeeding for as long as they wish; 

3. We are providing all children with affordable, high-quality childcare and early 
education; 

4. They are offering child benefits and adequate wages to assist families in providing for 
their young children. 

These policies give parents and caregivers the time, resources, and services they need 
to recover from childbirth and ensure secure bonding and attachment with their newborns, 
providing a basis for lifelong health(UNICEF, 2020a). 
 
Affordable, Accessible and Quality Childcare 

Child care that is affordable, accessible, and of high quality is critical to ensuring that 
children grow up in a safe, healthy environment with high-quality care. "Quality" child care is 
a condition that considers the structure, processes, and outcomes of each care environment, 
such as staff-to-child ratios, integration of care with learning, games that promote 
developmental progress, and overall benefits for children, families, and communities. In 
addition, universal access to child care is essential for working parents, particularly mothers, 
as it facilitates their return to work after maternity leave and contributes to lower poverty rates 
for women(UNICEF, 2020c). 

Quality childcare is critical for assisting mothers in returning to work, supporting early 
childhood development, and avoiding child neglect. In addition, it can play an essential role in 
preventing early school dropouts, whereas a lack of affordable, high-quality childcare can 
expose children to abuse while their parents work. Quality childcare programs in the 
workplace, such as employer-supported childcare (on-site or near-site), financial 
support/subsidies, collaboration between the public and private sectors, transportation 
solutions, after-school care, support for migrant worker families (e.g., summer 
camps)(Jayasekaran et al., 2019). 

Affordable, accessible and quality childcare is a critical component of family-friendly 
policies. It involves collaboration among private and government measures to assist families 
in providing nurturing care for young children. The primary emphasis is on childhood 
development, emphasizing that early quality care can significantly impact a child's future 
well-being and success. Although childcare is primarily a public policy issue, figure 2 shows 
that many countries are beginning to require organizations to provide childcare assistance. 
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Figure 2 – Countries with childcare requirements for private employees 

(UNICEF, ―Family-Friendly Policies Handbook For Business‖, 2020) 

 
Child Benefits 

Child benefits are regular cash transfers to a designated caregiver for children in a 
specific jurisdiction. Child benefits should generally be part of a social protection system for 
children. The government must ensure that every child survives and thrives, so they must 
address the root causes of poverty and inequality. Wages and working hours for parents, 
caregivers, or guardians of children impact their ability to provide a decent standard of living 
for their children. However, low wages, long and unpredictable working hours, and a lack of 
access to social protection, employment, and other collective agreements can impede work-
life balance and prevent workers from taking action to address workplace problems. As a 
result, working parents, particularly those most vulnerable, are frequently forced to financially 
support their families and care for their children(UNICEF, 2020c). 

Every organization must ensure that proper salary payment is implemented to support 
workers' quality of life. A decent salary is also necessary to support workers' families. This 
significantly impacts parents' ability to adequately care for their children and provide a 
sufficient standard of living for them to grow up in a safe and nurturing environment. 
Minimum wages are calculated based on the needs of workers and their families and provide 
a sufficient income without the need for overtime work and also non-discrimination in pay 
levels based on factors such as gender or migrant status (Jayasekaran et al., 2019). 
 

METHODS OF RESEARCH 
 

This study used the qualitative method. The research instrument was developed using 
the checklist method. The informant is a public sector employee of an organization who has 
been working for more than one year and is selected purposively by the researchers. 
However, some checklist questions were not filled by respondents but by researchers 
themselves while interviewing informants. All filled-out questionnaires were re-checked 
through non-participatory observation to ensure the checkmarks given were valid. For 
example, some informants said they were providing a breastfeeding room, but the 
information was not valid when the researchers observed their workplace. The questionnaire 
shows questions formed by the four FFP dimensions used in this study: 1. Paid Parental 
Leave to Care for Young Children 2. Supporting Breastfeeding 3. Affordable, Accessible and 
Quality Childcare 4. Child Benefits. Moreover, we also added some questions out of the 
dimension but still related to the Family-Friendly Policy. For details, see Tables 1 and 2. 
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Table 1 – Dimension and attributes 
 

Family-Friendly Dimensions Attributes 

Maternity protection and paid parental leave 
1 Maternity paid leave 

2 Paternity paid leave 

Breastfeeding support 3 Breastfeeding/lactation room 

Accessible, quality childcare and flexible work arrangements 

4 Flexibility working time 

5 Children playing corners 

6 Childcare around the office (appx within 5km) 

Social protection and income 7 Family allowance 

Others 
8 Family gathering 

9 Family Friendly during Covid-19 pandemic 
 

Source: Authors processed, 2022. 

 
Table 2 – Attributes description 

 

Attributes checklist Description 

1. Maternity paid leave Maternity leave for mother worker with a minimum pays of three months. 
Payroll deduction and or not being paid is considered not check listed. 

2. Paternity paid leave paid leave granted to working fathers who have newborn children to look 
after. This attribute will be checked and listed if the informant's workplace 
has a formal or non-formal policy regarding paternity paid leave of at 
least one week. 

3. Breastfeeding/lactation room The organization provides a particular room to provide comfortable 
space for working mothers who are breastfeeding or breast pumping 

4. Flexibility of working time Non-rigid working time, work results-oriented, not on duration. Workers 
are also allowed to leave work if a family matter, such as when the child 
is sick, picks up and takes children to school. 

1. Children's playing corners The organization provides a children's play corner in their work area 

6. Childcare around the office 
(appx within 5km) 

The organization provides a daycare, or at least available daycare or 
pre-school within approximately 5 km from the workplace. 

7. Family allowance Allowances are given to the family (wife and children); or health 
insurance for children 

8. Family gathering Gathering with family members of workers within the last three years 

9. Family-Friendly during covid Policies at workplaces that are not rigid and friendly to mother and father 
workers during the Covid-19 pandemic. 

 

Source: Authors processed, 2022. 

 
RESULTS AND DISCUSSION 

 
Researchers collected data from 50 public organizations domiciled in the Kepulauan 

Riau. The organizations are in Batam City, Tanjungpinang City, Lingga Regency, and 
Karimun Regency. A public organization is an organization engaged in education (n=11), 
public health services (n=9), BUMN (n=1), and government institutions (n=29). 
 
Parental Paid Leave to Care for Young Children 

This dimension consists of two attributes. First, maternity paid leave is paid leave 
without pay deduction for a minimum of three months for female workers who give birth. 
Second, paternity leaves without pay deductions for working fathers with newborn children to 
look after. The paternity paid leave attribute will be unchecked and considered friendly if the 
organization has a formal or informal policy initiative for working fathers to care for a newborn 
child for at least one week. 

The data collected shows good results on the paternity paid leave attribute but 
contrasts with the paternity paid leave attribute, which shows poor conditions. The data 
shows that all organizations have implemented maternity paid leave. However, Figure 3 
shows that out of 50 organizations, only 14% have a formal or informal policy initiative for 
paternity paid leave of at least a week. Of that 14%, three organizations provide one to two 
weeks of paternity paid leave, and four organizations provide one month of paternity paid 
leave. Moreover, 86% reported not being aware of any paternity paid leave at their 
workplace. 
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Figure 3 – Percentage of organizations that implement paternity leave policies 
(Source: processed by the author using Microsoft Excel, 2022) 

 
The Indonesian government has granted every husband/father the right to remain at 

home during his wife's labor. In Manpower Act No. 13 of 2003. The Manpower Law states in 
article 93 paragraph 4 letter e that "wages paid to workers who do not come to work because 
their wife gives birth or miscarriage are paid for two days." It means every male employee is 
entitled to two days of unpaid paternity leave. 

Many public organizations in the Kepulauan Riau or several other provinces put aside 
paternity paid leave policies. Paternity paid leave is essential and has a positive impact on 
the organization and also the country. Paid parental leave provides working parents from 
work around the birth or adoption of a child with payment of all or part of their regular income. 
In addition, paternity paid leave allows parents to care for and establish a relationship with 
the baby, establish routines for feeding and caring for them, and meet their medical needs, 
giving their wife time to recover physically. Unfortunately, the data collected shows that as 
many as 86% of the samples do not adequately implement paid parental leave in their 
organizations. 

Some countries, such as Norway (16 weeks), Sweden (10 weeks), and Finland (7 
weeks), often have long paid leave periods for fathers/husbands(Rommalla, 2021). These 
countries with a high happiness index have extended periods of maternity paid leave. A 
sufficient period of paid parental leave can ensure that working parents have enough time to 
care for and bond with their young children. Several studies have found longer paid leave 
periods to improve child health and reduce poverty rates (Jayasekaran et al., 2019; UNICEF, 
2019, 2020b, 2020c, 2020a, 2021). Several studies(Chzhen et al., 2019), (Doran et al., 
2019), and (Racolţa Paina & Andrieş, 2017) have also found that providing paid parental 
leave at work improves performance, productivity, and turnover. 
 
Supporting Breastfeeding 

Lactation rooms in public organizations in the Kepulauan Riau Province remain in poor 
condition. Figure 4 shows that 58% of the 50 sample organizations have lactation rooms, 
while the remaining 42% provide lactation rooms in their workplaces. Table 3 shows that, 
compared to other provinces, Riau Province has a relatively low percentage of infants aged 
less than six months who get exclusive breastfeeding. The Kepulauan Riau are ranked fifth, 
following Gorontalo, Central Kalimantan/Kalimantan Tengah, North Sumatra/Sumatera 
Utara, and West Papua/Papua Barat. 

Public organizations must consider having a lactation room. As shown in Figure 1, 
Indonesia's number of female civil servants is greater than that of males. Therefore, 
supporting breastfeeding activities, a mother's breast milk is a high-nutrient baby food that is 
good for newborns' health, growth, and development, and every baby is entitled to it. So, to 
have a better national rank regarding exclusive breastfeeding for babies under six months, 
the Kepulauan Riau must take serious steps toward providing lactation rooms in public 
organizations. 
 

14%

86%

Friendly Not-Friendly
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Figure 4 – Percentage of organizations that have lactation rooms (Source: processed by the author 
using Microsoft Excel, 2022) 

 
According to Article 83 of the Law of the Republic of Indonesia No. 13 of 2003 on 

Manpower, female workers/laborers whose children are still breastfeeding must be given 
appropriate opportunities to breastfeed their children even though it is on during working 
hours. The amount of time given to female workers/laborers to breastfeed their babies while 
considering the availability of a place is consistent with the company's conditions and 
capabilities, as outlined in company regulations or collective work agreements. 
 

Table 3 – Percentage of Infants Age Less Than 6 Months Who Get Exclusive Breastfeeding 
by Province (Percent), 2019-2021 

 

Province 
Percentage of Infants Age Less Than 6 Months Who Get Exclusive 
Breastfeeding by Province (Percent) 

2019 2020 2021 

Aceh 62.81 65.43 66.66 

Sumatera Utara 50.20 53.39 57.83 

Sumatera Barat 69.23 70.36 74.16 

Riau 60.71 65.17 70.29 

Jambi 64.87 65.22 71.37 

Sumatera Selatan 64.39 68.06 69.93 

Bengkulu 60.86 62.30 67.08 

Lampung 66.84 72.36 74.93 

Kep. Bangka Belitung 39.64 55.47 62.94 

Kepulauan Riau 57.31 59.49 58.84 

Dki Jakarta 68.08 70.86 65.63 

Jawa Barat 71.11 76.11 76.46 

Jawa Tengah 72.00 76.30 78.93 

Di Yogyakarta 74.90 78.93 77.00 

Jawa Timur 68.68 66.90 69.61 

Banten 64.55 68.84 71.17 

Bali 69.87 64.92 68.51 

Nusa Tenggara Barat 74.92 73.78 81.46 

Nusa Tenggara Timur 75.05 76.41 81.18 

Kalimantan Barat 59.41 66.42 71.21 

Kalimantan Tengah 50.48 52.98 55.98 

Kalimantan Selatan 65.97 63.55 60.27 

Kalimantan Timur 71.08 71.13 75.87 

Kalimantan Utara 76.97 76.98 81.00 

Sulawesi Utara 54.93 58.60 61.09 

Sulawesi Tengah 57.29 61.97 65.93 

Sulawesi Selatan 70.52 76.21 76.43 

Sulawesi Tenggara 55.77 60.48 62.54 

Gorontalo 50.98 56.22 52.75 

Sulawesi Barat 72.82 71.54 74.75 

Maluku 56.55 57.19 61.32 

Maluku Utara 64.36 62.41 66.00 

Papua Barat 66.37 59.96 58.77 

Papua 79.05 74.56 74.08 

Indonesia 66.69 69.62 71.58 
 

Source: Indonesian Central Statistics Agency (BPS), 2021. 

58%

42%

Friendly Not-Friendly
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Indonesian government shows their concern regarding supporting exclusive 
breastfeeding through regulation No. 15 of 2013 of the Minister of Health of the Republic of 
Indonesia. Chapter II, article 3, points one dan two regarding supporting exclusive 
breastfeeding programs, state that workplace administrators and public facility organizers 
must support the exclusive breastfeeding program, support following means; the provision of 
special facilities for breastfeeding and expressing breast milk; the provision of opportunities 
for working mothers to exclusively breastfeed their babies or express breast milk during 
working hours at the workplace; the adoption of internal regulations that support the success 
of the exclusive breastfeeding program; and the provision of breastfeeding-trained personnel. 
Although lactation rooms are already available in several organizations studied, there are still 
lactation rooms that do not meet lactation room standards. Figure 5 shows a representative 
picture of the lactation room of the sample. Public organizations should follow the standards 
regarding the lactation room described in Chapter III, Article 10 regarding the health 
requirements of the breastfeeding room, at least including: 

 Availability of a particular room with a minimum size of 3x4 m2 and adjusted to the 
number of female workers who are breastfeeding; 

 There is a lockable door, which is easy to open and close; 

 tile/cement/carpet floors; 

 Have adequate ventilation and air circulation; 

 Free of potential hazards in the workplace, including pollution-free; 

 The environment is relatively quiet away from the noise; 

 The lighting in the room is sufficient and not dazzling; 

 Humidity ranges from 30-50%, a maximum of 60%; and 

 There is a sink with running water for washing hands and utensils. 
Article 11, paragraph (1) explains that breastfeeding room equipment in the workplace 

consists of equipment for storing breast milk and other supporting equipment according to 
standards. Paragraph (2) explains that the equipment for storing breast milk includes: 

 refrigerator (refrigerator) to store breast milk; 

 cooling gel (ice pack); 

 A bag to carry breast milk (cooler bag); and 

 Sterilizer for breast milk bottles. 
 

  

  
 

Figure 5 – Lactation Room Pictures of Some Samples (Source: Research documentation, 2022) 

 
Breastfeeding room support equipment includes: 

 Writing desk; 

 Chairs with backrests for breastfeeding mothers; 

 A breastfeeding counseling kit consisting of a breast model, a doll, a breast milk 
drinking cup, a 5cc syringe, a ten cc syringe, and a 20 cc syringe; 
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 IEC media on breastfeeding and early initiation of breastfeeding, consisting of 
posters, photos, leaflets, booklets, and breastfeeding counseling books); 

 tool storage cabinet; 

 Cold and hot dispensers; 

 Bottle washing equipment; 

 Trash cans and covers; 

 Air conditioning (ac/fan); 

 Nursing apron/barrier cloth/using the key (partition) to express breast milk; 

 washcloth to compress the breast; 

 tissue/hand wipes; and 

 Pillows for support while breastfeeding. 
Supporting breastfeeding is essential because breastfeeding nourishes and provides 

the best start in life for all children. Breast milk serves as a baby's first vaccine, protecting 
him or her from diseases and even death. Breastfeeding also promotes secure attachment 
and cognitive development, lowering the burden of childhood and maternal illness, lowering 
healthcare costs, creating healthier families, and strengthening societal development. 
Breastfeeding at recommended levels could save the lives of more than 820,000 children 
under the age of five, and 20,000 cases of breast cancer could be avoided each 
year(UNICEF, 2020a). 
 
Affordable, Accessible and Quality Childcare 

In this dimension, there are three attributes; Flexibility of working time, Children playing 
corners, and Childcare around the office (appx within 5km). 
 
Flexibility working time 

Flexibility in working time relates to non-rigid working time, work results-oriented, not 
on duration. Workers are also allowed to leave work if a family matter, such as when the 
child is sick, picks up and takes children to school. Figure 6 shows that out of 50 informants, 
31 agree that their workplace has flexible working hours, and 14 strongly agree. Moreover, 
five other informants state negative statements (strongly disagree and disagree) regarding 
the flexy time of working in their workplaces. Therefore, it can conclude that public 
organizations on Kepulauan Riau have a high degree of flexibility. Meanwhile, the informant 
who disagreed that their place was flexible stated that "The strict attendance system makes it 
difficult for me to take my children to school in the morning, especially since I have two kids 
in elementary and junior high school children from different schools, so I am often late for 
office absences because have to take them first." 
 

 
 

Figure 6 – Informants' statements regarding the flexibility of working time in their organization 
(Source: processed by the author using Microsoft Excel, 2022) 

 
Children playing corners 

Children's play corners related to the organization provide a children's play corner in 
their work area. Figure 7 shows that only 40% of organizations provide children's play 
corners in the workplace, while 60% do not provide children's play corners at work. A 
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children's play area in the workplace is essential because it provides comfort for the children 
of workers who visit the workplace. Parents can occasionally bring their children to the office, 
and working children will feel comfortable playing in their parents' offices. Organizations 
providing facilities for children's play in the workplace show that they consider working 
families part of their organization. 
 

 
 

Figure 7 – Percentage of an organization that has children playing corner in their workplace 
(Source: processed by the author using Microsoft Excel, 2022) 

 

 
 

Figure 8 – Children playing corner in Regional General Hospital of Tanjungpinang City, Indonesia 
(Source: Research documentation, 2022) 

 
Quality childcare 

A quality childcare attribute is marked as checked when the organization provides 
childcare in their workplace or has access to daycare or pre-school within approximately 5 
km of the workplace. Figure 9 shows that 60% of the sample organizations do not have 
childcare in the workplace or childcare close to their work area. Several informants said they 
did not leave their children in daycare but with their parents, parents-in-law, siblings, or 
trusted neighbors. In other words, most of their children are placed in informal childcare. 
Working parents can meet their work obligations and aspirations while also being productive 
at work and being the good parents they want to be at home with the help of quality, 
affordable childcare, UNICEF (Jayasekaran et al., 2019) recommend initiatives for a 
government organization to consider: 
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1. Governments should initiate and develop cross-sector national early childhood 
development policies and plans in collaboration with businesses and civil society; 

2. Governments should ensure universal access to high-quality, low-cost childcare from 
the end of parental leave until children enter the first grade, including before-and 
after-school care for young children in pre-primary programs. In addition, 
governments should use public funds to subsidize childcare provision at home, in 
centres and in community-based facilities, with the help of the private sector and 
donors. Such efforts should ensure the full inclusion and capacity development of the 
childcare workforce in order to meet the needs of disabled children; 

3. Building on government policies, businesses should assess any remaining employee 
childcare needs, collaborate with worker representatives and labour unions to find 
solutions, and, where appropriate, support meeting any remaining community needs. 

4. Employers and labour unions should collaborate to ensure safe working conditions for 
pregnant women and their children, reduce shift work and extend it, and implement 
flexible working arrangements to allow parents to care for their children; 

5. To develop the capacity and sustainability of the childcare workforce, governments 
should allocate public funds and seek support from the private sector and donors. 

 

 
 

Figure 9 – Percentage of an organization that has daycare, or at least available daycare or pre-school 
within approximately 5 km from the workplace (Source: processed by the author using Microsoft Excel, 

2022) 

 
Child Benefits 

This attribute questions child support with health benefits. The answers from almost all 
informants are almost the same, child or family health benefits are given depending on their 
employment status. For example, informants stated that all workers with the status of "civil 
servant/PNS" receive benefits for their wives and children, including health benefits. 
"Honorary employees" do not get family allowances even though the government employs 
them. 

Child benefits must be considered equal for all workers regardless of employment 
status. Child benefit is essential because it is the root cause of poverty and inequality, and 
child benefit ensures that every child can survive and thrive(UNICEF, 2020c). Low wages, 
lengthy and unpredictable work hours, and a lack of access to social protection, employment, 
and other collective agreements, on the other hand, can impede work-life balance and 
prevent workers from taking action to address workplace problems. Working parents, 
particularly the most vulnerable, are frequently forced to support their families and care for 
their children financially. 
 
Family Gathering 

A family gathering is an activity carried out by the organization to establish a 
relationship and maintain good relations between fellow employees and their families in the 
company or organization. Family gatherings aim to strengthen friendship and kinship 
relations between employees' families. Then it can also help eliminate the workload that has 
been done so far. Family gatherings help to recharge employees' energy. 
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Figure 10 – Percentage of organizations that conducted a gathering with family members of workers 
within the last three years (Source: processed by the author using Microsoft Excel, 2022) 

 
Family gatherings can positively impact organizations, and this study finds that the 

implementation of family gatherings is relatively low in public organizations in the Kepulauan 
Riau Province. Figure 10 shows that out of the 50 organizations, only 40% have held family 
gatherings in the last three years. Some informants explained that their organization was 
constrained by budget and financial conditions that made it difficult to carry out family 
gathering activities for their employees. Hence, according to some informants, family 
gatherings or family-oriented events are not a priority for some organizations because of 
budget constraints. 
 

CONCLUSION 
 

The finding shows that the implementation of FFP has been "outstanding" in providing 
maternity paid leave and flexible work arrangements. Whereas paid parental leave and child 
benefits are "adequately implemented" and need particular attention to improve their 
performance. Breastfeeding support and affordable, accessible, and quality childcare require 
implementing a particular policy to improve their "poor" condition. This study also suggests 
several recommendations to improve the performance of family-friendly practices in the 
Kepulauan Riau Government 

There are several implications and policy recommendations for the Kepulauan Riau 
government to have better performance and are more friendly to their employees: 

1. Extend the period of paternity paid leave for the father by at least one month; 
2. Provide quality childcare for government employees. Government buildings in the 

Riau Archipelago usually form a cluster of more than one building. Therefore, it is 
possible to provide quality childcare services that are accessible to employees. 
Furthermore, providing quality childcare in the workplace has some advantages for 
the organization(UNICEF, 2019), namely: 

 Lower parental stress and tension, absenteeism, turnover intention, and higher 
employee satisfaction and commitment. 

 Increases in women’s worker participation. 

 Increasing the number of women in the labor force, for example, would boost 
GDP in Organisation for Economic Co-operation and Development (OECD) 
countries by 12% by 2030. 

 Improved early childhood development and estimated to result in a 7% return on 
investment, which is frequently much higher. 

3. To develop the capacity and sustainability of the childcare workforce, governments 
should allocate public funds and seek support from the private sector and donors; 

4. The government should allocate funds for family-oriented events in their 
organizations, which are held at least once a year; 
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5. Allocate funds for child benefits such as health allowance, children's school 
allowance, loans for employee's children, and scholarships program for employee's 
children, these all benefits apply to all members of the organization regardless of their 
employment status (honorary employee or civil servant) 

6. Create a firm call, and orders are included with rewards and punishments regarding 
providing a lactation room in the government workplace or building. A lack of 
adequate support mechanisms can hamper optimal breastfeeding practices. 
Workplace breastfeeding rooms, paid nursing breaks, and encouragement for a 
breastfeeding environment and culture are low-cost interventions that can improve 
job productivity and employee retention. Governments, businesses, civil society, and 
families can work together to protect and facilitate this practice to protect women’s 
health and ensure that children can survive and thrive. 

The various options are available to organizations for implementing or strengthening 
family-friendly policies. UNICEF highlights five critical development cycle processes, from 
conception to implementation and monitoring of Family-Friendly Policies in workplaces: 

1. Determine the requirements. Gather information and comments from management 
and the workforce to conduct a needs assessment for family-friendly policies. Then, 
analyze the evaluation data to understand the overall situation better and determine 
whether and how to implement family-friendly policies. 

2. Create a policy landscape map. Analyze existing rules, such as the company's code 
of conduct, and map the potential uses for assessing children and their families. Use 
the findings to determine which barriers can be removed or modified and what steps 
can be taken to close gaps and make policies more family-friendly. 

3. Establish and communicate the commitment of the organization. Create a formal 
commitment outlining the company's commitment to family-friendly practices and 
briefly stating the company's vision, goals, and high-level management support. 

4. Policies must be implemented. Design a governance structure, a work plan, 
company-wide awareness, and feedback mechanisms for developing and 
implementing family-friendly policies and programs. 

5. Family-friendly policies and programs must be monitored, evaluated, and sustained—
monitoring and evaluating all family-friendly policies and programs to achieve long-
term change and maximize their effectiveness. 

UNICEF makes several brief recommendations to governments to improve the 
implementation of family-friendly policies. Following General Comment No. 16 on the 
Convention on the Rights of the Child: 

1. Implement and enforce regulations and requirements for businesses and employers 
to advance family-friendly policies following international standards; 

2. Involve all stakeholders to ensure effective policy design and implementation; 
3. Create subsidies and tax breaks to assist businesses, particularly SMEs, with the cost 

of financing these initiatives; 
4. Aid in the development of business guidance, tools, and research; 
5. Encourage and support businesses to conduct human rights due diligence with a 

focus on children, following the UN Guiding Principles for Business and Human 
Rights; and 

6. Encourage industry-government collaboration to address bottlenecks and produce 
family-friendly policy outcomes. 

 
Limitation of the Study 

The research is limited to the problem of implementing family-friendly policies in 
government organizations on Kepulauan Riau. A comparative analysis between one province 
and others in Indonesia may be considered for future research. This research focuses on 
implementing family-friendly policies and creates a checklist mark for each attribute. 
However, it does not explain in detail the excellent programs that have been put in place to 
support family-friendly policies in the government. 
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