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ABSTRACT 

The interplay between professional commitments and personal life has become an important point to ponder over, 

particularly within the diverse socio-economic landscape of Pan-Asian countries. Work-life balance (WLB) is a growing 

aspect that is getting recognised as a keystone for both individual employee well-being and organisational sustainability.  

This study investigates the impact of WLB on employee retention and organisational performance across Pan-Asian 

countries, employing a comprehensive, systematic review with a qualitative comparative approach drawing from 

empirical studies, systematic reviews, and data-driven analysis published between 2014 and 2025. Utilising person-

organisation fit and social exchange theories as conceptual frameworks, the study synthesises evidence from diverse 

sectors, including IT, healthcare, public administration, and hospitality.  

 

Thematic analysis reveals that well-implemented WLB initiatives, such as flexible scheduling, supervisor support, and family-

friendly policies, consistently reduce turnover intentions and enhance productivity, motivation, and overall job satisfaction, 

particularly when aligned with cultural norms and organisational contexts. Comparative findings highlight regional 

differences, such as Malaysia, Indonesia, and India showing particularly strong retention and performance gains, while 

challenges such as resource scarcity in SMEs, ingrained overwork cultures, and uneven policy enforcement persist across 

Asia. Despite these advances, significant research gaps remain. Studies are predominantly cross-sectional and sector-

focused, limiting understanding of the long-term WLB impact and neglecting underexplored sectors like manufacturing 

and agriculture.  

 

The manuscript concludes with actionable best practices and recommendations, calling for more longitudinal and 

intersectional research, integrating technology-driven work models, and greater support for resource-limited 

organisations. This review establishes WLB as a foundational lever for organisational resilience in Asia, underlining the need 

for context-sensitive, evidence-based approaches to policy, practice, and future research. 
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INTRODUCTION 

Work-life balance (WLB) has become a prominent central focus in current employment, specifically focusing on Asia’s 

rapidly changing and culturally diverse economies. The various Pan-Asian organisations are showing the transition from 

traditional and rigid work structures to more adaptable and flexible models. With this transition, the need for harmony 

between professional and personal life has gained critical importance for both employees and employers. Numerous 

studies highlight a strong connectivity between well-regulated and implemented WLB practices and beneficial outcomes, 

including higher employee retention rates, increased job satisfaction, reduced burnout, and improved overall 

organisational performance [1] [2] [3]. However, in Asian settings, these outcomes are shaped and formulated by unique 

cultural norms, economic developments, and industry-specific challenges, and altogether demand customised 

approaches that reflect regional complexities [4]. 

 

At the same time, qualitative case studies reveal that flexible scheduling, supportive leadership, and organisational 

policies focused on employee well-being not only reduce turnover intentions but also boost motivation and job 

performance [3]. The importance of WLB varies across Asian countries and is highly influenced by cultural ethos, family 

structure, and regulatory frameworks, which can be considered dynamic, highlighted by cross-country comparisons in 

East Asia and SMEs throughout the region [4]. 

 

With WLB neglected in work culture, employees report higher stress, lower engagement, and intentions to leave. This, in 

turn, results in increased costs for organisations due to the loss of talent and reduced productivity [2] [5]. Therefore, 

understanding and fostering WLB in the Asian context is necessary not just for employee well-being but also as a lever for 

competitive and sustainable organisational performance [6] [7]. 

 

Despite broad understanding and recognition of these dynamics, there is still a lack of qualitative and comparative 

research covering the breadth of Pan-Asian experiences. This study addresses that gap by synthesising insights from open-

access peer-reviewed literature, focusing on qualitative approaches and cross-country comparative perspectives to 

illuminate key drivers, barriers, and best practices for WLB, employee retention and organisational performance in Asia [1] 

[4] [5]. 

 

The primary objective of this study is to analyse the impact of WLB on employee retention and organisational performance 

across Asian countries. Based on the objective, the authors have formulated four research questions. They are— 

 

RQ1. How does WLB influence employee retention among organisations across Pan-Asian countries? 

RQ2. What is the relationship between WLB and organisational performance across Pan-Asian Countries?   

RQ3. What are the key drivers and barriers to effective WLB implementation in diverse Asian settings? 

RQ4. How do comparative perspectives reveal unique regional patterns and best practices for optimising WLB? 

 

METHODOLOGY 

This study is a comprehensive literature review designed to explore and synthesise the impact of WLB on employee 

retention and organisational performance across Pan-Asian countries. The research utilises open-access peer-reviewed 

articles with an emphasis on thematic discussion about the impact of WLB on employee retention and organisational 

performance. It also aims to identify the context-specific differences in WLB implementation and outcomes. One of the 

prominent tools, PRISMA, was used to maximise transparency by screening research articles accordingly. 

LITERATURE IDENTIFICATION AND SELECTION  

A systematic search was conducted in accordance with PRISMA. The open-access databases, such as Google Scholar, 

PubMed Central, Scopus, and Frontiers, were selected for peer-reviewed articles. Selected articles are in English and 

published between 2014 and 2025. Further, the Boolean search method was applied using combinations of the keywords 
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such as (“work-life balance” AND “employee retention” OR “public sector”), (“work-life balance” AND “employee 

retention” AND “organisation performance”), (“WLB” AND “employee retention” OR “organisational performance”), 

(“WLB” AND “employee retention” AND “SME”), (“employee retention” AND “public sector” OR “India”).  After this, the 

further process was guided by inclusion and exclusion criteria for screening. A PRISMA flow diagram documents the study 

selection process, which includes 4 steps, viz., identification (53 articles), screening (44 articles), eligibility (37 articles), and 

inclusion (30 articles), to maintain transparency as shown in Figure 1. 

FIGURE 1. PRISMA FLOW CHART OF STUDIES INCLUDED 

 

INCLUSION CRITERIA 

• Studies addressing WLB in relation to employee retention or organisational performance in Asian contexts. 

• Open-access, peer-reviewed articles published between 2014 and 2025. 

EXCLUSION CRITERIA 

• Non-open-access articles 

• Studies focused solely on non-Asian contexts 

• Non-peer-reviewed reports, editorials 

• Studies before 2014 

• Research without sufficient relevance to retention or organisational outcomes. 

 

This methodology is structured following the conceptual framework of Person-Organisation Fit Theory and Social Exchange 

Theory [10] [4]. These theories are appropriate for the study because they accommodate sectoral, cultural, and 

organisational heterogeneity and directly interpret how alignment and reciprocal investment drive the success of WLB 

interventions in employee retention and organisational performance across Asia. These frameworks also helped to design 

our inclusion and exclusion criteria and the comparative analysis of findings. Studies were examined and synthesised 

according to how they conceptualised and measured the fit between employee expectations and organisational 

practices and the quality of exchange relationships affecting retention and performance.  
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LITERATURE REVIEW 

A critical review of recent research studies (Table 1) highlights the multifaceted impact of WLB practices on employee 

turnover and organisational performance across the Pan Asian region. The literature highlights that while the underlying 

value of WLB is widely recognised, its implementation and outcomes are deeply determined by sectoral realities, manager 

cadre commitment, and most crucially, cultural context. The effectiveness of WLB in reducing turnover and enhancing 

employee well-being is often based on the degree of alignment between individual needs and organisational culture. 

This supports the core idea of Person Organisation Fit theory [10]. Also, studies show that supervisor support and 

management engagement in WLB build an environment of mutual benefits, as highlighted in Social Exchange Theory 

[4][5]. These theoretical lenses recur throughout the literature and help explain why WLB policies yield variable success 

across both large organisations and SMEs [5] [10] [13] [26]. 

TABLE 1. STUDIES INVOLVED IN THE SYSTEMATIC LITERATURE REVIEW 

Author(s) & Year 
Country / 

Region 
Work Focus Conceptual Framework 

Mohanty K, Mohanty S 

(2014)  [37] 
India 

Employee perception of WLB in 

the hotel industry in Odisha, 

India 

Employee Perception 

Model 

Sumanarathna B, 

Samarakoon SMAK (2019)  

[20] 

Sri Lanka 

WLB policies and retention 

intention of executive women in 

IT in Sri Lanka 

Gender and WLB Theory 

Ratnesh M, Ali A, Sinha AR 

(2019)  [24] 
Asia 

Determinants of WLB: Cross-

cultural Asian review 
Cultural theory and WLB 

Al KE (2019)  [31] Malaysia 

WLB practices and turnover 

intention mediated by person-

organisation fit 

Person-Organisation Fit 

Theory 

Pandey DK (2019)  [35] India 
WLB and organisational 

performance 

Organisational 

Performance Framework 

Chaudhuri S, Arora R, Roy P 

(2020) [13] 
India 

Review of WLB policies and 

organisational outcomes in the 

Indian context 

Systematic literature review 

Le H, Newman A, et al. 

(2020)  [23] 
Asia Systematic review of WLB in Asia Systematic literature review 

Ayar D, Karaman MA, 

Karaman R (2021)  [18] 
Turkey 

WLB and mental health needs of 

health professionals during 

COVID-19 in Turkey 

Crisis Response and 

Psychological Stress Model 

Panda A, Sahoo CK (2021)  

[26] 
India 

WLB, retention and 

psychological empowerment 

Psychological 

Empowerment Theory 

Susanto P, Setiawan N 

(2022)  [4] 
Indonesia 

WLB, job satisfaction, and 

performance among SME 

employees 

Social Exchange Theory 

Zainal NSB, Wider W, et al. 

(2022)  [8] 
Malaysia 

Employee retention in the 

Malaysian service industry 
Social Exchange Theory 

Pan Y, Sun G (2022)  [14] China 

Qualitative study on WLB among 

professional women in mainland 

China 

Gender and Work-Life 

Integration Framework 
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Andrianto MA, Palupi M 

(2023)  [10] 
Indonesia 

Effect of WLB and person-

organisation fit on organisational 

citizenship behaviour in 

Indonesia. 

Person-Organisation Fit 

Theory 

Suhartini E, Nurnadjamuddin 

M, et al. (2023)  [11] 
Indonesia 

WLB and stress for working 

women in the Indonesian 

banking sector 

Stress-coping and work-

family conflict models 

Chen X, Al Mamun A, et al. 

(2023)  [16] 
China 

Work design, employee well-

being, and retention in China 
Job Characteristics Theory 

Lamichhane BD, Bhaumik A, 

Gnawali A (2023)  [21] 
Nepal 

WLB and job performance in 

Nepalese microfinance 

institutions 

Job Demands-Resources 

Model 

Murugan GB, Dharshini MP 

(2023)  [25] 
India 

Impact of WLB on job retention 

in the ITES sector 
Job Retention Model 

Lumbao E, Ferraren S Jr. 

(2023)  [36] 
Philippines 

WLB quality dynamics in the 

Philippine national government 

Human Resource 

Development Framework 

Thilagavathy S, Geetha SN 

(2023)  [29] 
Asia Systematic review on WLB Systematic literature review 

Lee Z (2024)  [3] 
East Asia 

(General) 

Analysis of WLB initiatives and 

cultural/policy frameworks in 

East Asia 

Policy and cultural context 

framework 

Mu H, Deng Y, Li Y, et al. 

(2024)  [15] 
China 

Burnout, work overload and 

imbalance among medical 

personnel in Liaoning, China 

Job Demands-Resources 

Model 

Fadilla ZN, Yuniawan A 

(2024)  [12] 
Indonesia 

Gen Y employee retention 

interplay with WLB, supervisor 

support, and engagement in 

Semarang 

Social Exchange Theory 

Herawaty MT, Asmadi I, et 

al. (2024)  [27] 
Indonesia 

Impact of WLB, job satisfaction 

on retention in banking 

Job Satisfaction and Stress 

Theory 

Rizqulloh ADB, Kuncoro WA, 

et al. (2024)  [28] 
Indonesia 

Improving performance through 

training and WLB 
Human Capital Theory 

Dede DS, Farhan A (2024)  

[30] 
Indonesia 

Effect of WLB on employee 

performance 

Work-Performance Linkage 

Model 

EŞici H, Şehitoğlu Y, et al. 

(2024)  [19] 
Turkey 

WLB of white-collar remote 

workers in Turkey 

Remote Work and Work-

Life Integration Framework 

Ngath S, Siek D, et al. (2024)  

[32] 
Cambodia 

Employee satisfaction with 

working environments in 

Cambodia 

Work Environment 

Satisfaction Model 

Hashim NA, Fakhruddin FM 

(2025)  [9] 
Malaysia 

Impact of WLB in the workplace, 

Company, Selangor, Malaysia 

Organisational Support 

Theory 

Chabbra A, Bohara S (2025)  

[33] 
India 

WLB initiatives and employee 

retention: Data-driven analysis 
Data-driven HR Model 

Roy I (2025)  [34] India 

Linking WLB practices, 

satisfaction, and job satisfaction 

via org. identification 

Organisational 

Identification Theory 
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In Malaysia, the link between WLB and retention is thoroughly affirmed and approved, especially in the service and SME 

sectors. This is due to the fact that it follows flexible scheduling, and managerial support drives engagement and minimises 

the attrition. However, persistent high demands of work and traditional norms around the present scenario often 

counteract policy gains, suggesting that cultural inertia can dilute or delay the measurable impact of WLB reforms [8] [9]. 

Indonesian studies, particularly among Gen Y workers and banking professionals, underscore the amplifying effects of 

supervisor support, which is a factor that can help to mediate WLB’s effectiveness on organisational membership and 

commitment. Yet the literature showcases the persistent challenges for SMEs, where resource strains regularly hinder 

comprehensive policy adoption and sustainment [10] [11] [12]. 

 

Indian and Chinese settings focus on both the promise and limitations of WLB. In IT, banking, and healthcare, WLB practices 

such as empowerment and flexibility correlate strongly with reduced burnout and improved retention. A few of the crucial 

mediators are psychological empowerment and job satisfaction. Although the sectoral stress and ingrained overwork 

culture hinder the practical gains, it mainly affects early-career professionals [13] [14] [15] [16]. 

 

Comparative reviews covering East Asia, Turkey, and South Asia provide broader context. In Turkey, the nature of adaptive 

responses to crises, for example, the most notable COVID-19 pandemic, resulted in accelerated acceptance of remote 

and flexible work. It, in turn, yields retention and well-being gains in health and knowledge sectors. However, these results 

are often situational because of the organisational cultural rigidity, which is still considered a frequent stumbling block [3] 

[17] [18] [19]. Across South Asia, WLB initiatives have generated measurable progress in job satisfaction and retention, 

particularly for women and managers in competitive industries. Nevertheless, familial expectations and organisational 

inflexibility continue to undermine WLB’s potential [20] [21]. 

 

While meta-analyses and policy-focused studies across the region overwhelmingly affirm the business case for WLB, 

persistent gaps remain in longitudinal measurement and intersectional analysis (taking into account gender, sector, and 

region), and the study of WLB under digital and hybrid models [22] [23] [24]. The literature supports nuanced and context-

specific interventions. It also points out against the idea of one-size-fits-all approaches. 

COMPARATIVE SYNTHESIS 

The findings synthesised from across Malaysia, Indonesia, India, China, Turkey, Nepal, and other Pan-Asian countries clarify 

that WLB’s influence on retention and performance is deeply context-dependent. Table 2 shows the comparative 

synthesis of the impact of WLB on employee retention and organisational performance, along with key drivers and 

enablers. This table also uses a colour grading code where green is for high, yellow is for medium and blue is for low 

impact.  

TABLE 2. COMPARATIVE SYNTHESIS OF WLB’S IMPACT ON EMPLOYEE RETENTION AND ORGANISATIONAL PERFORMANCE 

ACROSS ASIAN COUNTRIES 

Country/Region Predominant 

Sectors 

WLB Impact on 

Retention 

WLB Impact on 

Performance 

Key Drivers & 

Enablers 

Barriers & 

Challenges 

Malaysia Service, SMEs High: Flexitime, 

supervisor 

support 

High: Motivation, 

engagement 

HR integration, 

person-org fit 

Workload, 

traditional 

norms 

Indonesia SMEs, Banking, 

Gen Y 

High: 

Supervisor/cultur

al fit 

High: 

Commitment, 

OCB 

Supervisor 

engagement, 

SME 

adaptation 

SME resources, 

uneven 

adoption 
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India IT, Hospitality, 

Services 

High: 

Empowerment, 

org. 

identification 

High: 

Performance, 

loyalty 

Flexibility, 

psychological 

empowerment 

Overwork 

culture, sector 

stress 

China Healthcare, 

Professionals 

Moderate: 

Policy/culture 

mix 

High: 

Satisfaction, 

well-being 

Family-friendly 

policies, 

cultural 

adaptation 

Overload, 

speciality stress 

Turkey Health, 

Tech/Knowledg

e 

High: 

Remote/flexible 

work 

High: Well-being, 

productivity 

Crisis 

leadership, 

WLB reviews 

Policy 

adaptation, 

transient 

reforms 

Nepal Microfinance, 

SMEs 

High: Supervisor 

culture 

High: Job 

performance 

Leadership, 

empowerment 

Resource 

scarcity 

Sri Lanka IT, Women 

Executive 

Moderate: 

Women-focused 

policies 

Moderate: Job 

satisfaction 

Senior women 

champions, 

tailored 

intervention 

Family/social 

norms 

Cambodia, 

Philippines 

Public/Govt. 

Services 

High: WLB 

satisfaction, 

workplace 

environment. 

Moderate: 

Retention, HR 

outcomes 

HR reforms, 

employee 

feedback 

Traditionalist 

expectations 

East Asia 

(Regional) 

Multiple Policy-driven 

improvements 

High: Policy 

leadership 

Regulation, 

cross-sector 

learning 

Inconsistent 

enforcement 

 

The comparative analysis highlights that successful WLB interventions almost always require both top-down support and 

grassroots adaptation. Organisations that fail to align policies with employees’ needs and cultural realities risk superficial 

policy adoption and limited practical benefits. The literature’s strongest critique is reserved for shallow, performative WLB 

initiatives that lack institutional buy-in or fail to address deep-seated sectoral and social barriers.  

 

ANALYSIS AND DISCUSSION 

This section synthesises findings by themes and directly addresses the research questions that guide this study. The thematic 

analysis was conducted manually in accordance with established qualitative research practices. After a systematic 

review and extraction of findings from the included studies, recurring concepts and patterns related to WLB, retention, 

and organisational performance were identified through a process of careful reading, annotation, and comparison across 

sources. These codes were then grouped to form the themes that are discussed in this section. This manual approach to 

theme generation is well established in qualitative synthesis literature and allows for close, context-sensitive engagement 

with the source material.  

THEME 1. RQ1. WLB AND EMPLOYEE RETENTION 

The literature consistently demonstrates that effective WLB policies play a significant role in reducing turnover intentions 

and improving staff retention across diverse Pan-Asian contexts [8] [9] [10]. In Malaysia, for example, flexible scheduling 

and supervisor or manager support in SMEs and service sectors correlate with higher organisational loyalty [8] [9] [25]. 

While similar trends are observed in Indonesia, where manager engagement in WLB amplifies employee commitment and 

trust [10] [11] [12]. However, even as these positive effects are documented, resource constraints in SMEs and cultural 
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norms requiring long work hours persistently limit the uniform adoption of robust WLB frameworks [11] [12]. Studies focusing 

on Nepal and Sri Lanka support these findings, primarily illustrating that policies tailored to women and professionals, 

especially in microfinance and IT, help in better retention, but they still face vulnerability in terms of broader social and 

familial expectations [20] [21]. 

THEME 2. RQ2. WLB AND ORGANISATIONAL PERFORMANCE 

A strong link between WLB and organisational performance is shown across the countries, particularly in sectors that 

involve high work pressure, such as IT, healthcare, and banking [13] [14] [26] [16]. Flexible work arrangements and initiatives 

related to empowerment and psychological support help in reducing burnout and frequent absences, as shown by the 

studies from India and China [13] [14] [16]. Turkish and East Asian findings during the pandemic further demonstrate that 

remote and hybrid working models can safeguard performance and employee well-being when under organisational 

strain [27] [28] [19] [22]. However, these performance gains are often contingent on managerial buy-in and can be 

determined by traditional expectations and operational stress [8] [23]. 

THEME 3 RQ3. DRIVERS AND BARRIERS TO WLB  

Leadership commitment emerges as the most consistent driver of WLB implementation and success. Organisations with 

supportive cultures, engaged supervisors, and adaptive policies demonstrate greater improvements in retention and 

performance, as shown in Figure 2 [1] [13] [22].  

FIGURE 2. KEY DRIVERS OF WLB RESULTING IN EMPLOYEE RETENTION AND ORGANISATIONAL PERFORMANCE  

 

Conversely, barriers such as limited resources in SMEs, sectoral stress, deep-rooted overtime norms, and lack of 

enforcement of WLB policies remain persistent obstacles [15] [21] [23] [24]. For women and professionals in South Asia, 

social and Familial structures often further restrict the practice benefits of formal WLB initiatives [20] [21].  

THEME 4: RQ4. REGIONAL COMPARISONS AND BEST PRACTICES 

Cross-country comparisons reveal that Malaysia and Indonesia excel in leveraging WLB for SMEs. India and China report 

the largest effects in knowledge-intensive sectors. Also, the sustainability and depth of WLB outcomes depend on policy 

adaptation and organisational contexts [13] [16] [25]. Turkey and East Asia illustrate how external factors such as the 

COVID-19 pandemic can accelerate beneficial change, though without systematic follow-through, such reforms may be 

short-lived [3] [22] [23] [27]. 

 

Findings from this review affirm that WLB applications generate the most significant improvements in employee retention 

and organisational performance when there is a strong fit between employee values and the organisation’s WLB 

practices, highlighting Person Organisation Fit theory [10]. Also, the review supports that investments in WLB in the form of 
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leadership commitment or flexible scheduling result in positive employee outcomes, enhanced trust in accordance with 

Social Exchange Theory [4][5].  

 

RESEARCH GAPS 

Despite a growth in the implementation of WLB in various organisations, several notable gaps persist, as shown in Figure 3. 

FIGURE 3. KEY RESEARCH GAPS IDENTIFIED THROUGH SLR 

 

 

 

1. Innovation and Digitalisation 

While digital platforms and hybrid work models rapidly reshape organisational boundaries, only a handful of studies 

examine how technology-mediated flexibility influences WLB outcomes, especially outside major metropolitan or “white-

collar” contexts [30] [32]. 

2. Policy Analysis  

There is limited in-depth examination of national labour policy, legal framework, and regulatory enforcement, particularly 

in developing economies or regions with fragmented governance [29] [32] [36]. Also, several studies touch on mediators 

like organisational identification or person-organisation fit; the mechanisms explaining how WLB policies result in improved 

retention or performance remain less explored and shallow [31] [34]. This constrains efforts to design more effective, 

context-sensitive implementations and to explain inconsistent program outcomes.  

3. Longitudinal Research 

Most existing studies rely on cross-sectional designs, making it difficult to draw causal inference or assess the long-term 

sustainability of WLB interventions [29] [33] [35]. This lack of longitudinal or follow-up studies means it remains unclear 

whether positive outcomes for retention and performance are maintained over time or diminish as workplace 

environments evolve. There is also insufficient research into how WLB intersects with social variables such as gender, age, 

career stage, demography, and other factors [32]. 

4. Sector Diversity 

The major part of research is concentrated on high-profile sectors such as IT, banking, hospitality, and healthcare, while 

sectors like manufacturing, agriculture, public administration, and governance are less explored. As a result, the external 

validity and generalisability of WLB findings remain limited, and sector-specific challenges or opportunities may be 

overlooked [29] [36] [37]. 
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RECOMMENDATIONS 

Based on the research findings and gaps identified, the authors suggest the following recommendations.  

 

1. Institutionalise Leadership Commitment to WLB 

Organisations should prioritise extensive and specific management training that emphasises the connection between 

WLB, employee well-being, and organisational success. The seniors and line managers must practice the models that 

show healthy work-life boundaries, such as respecting after-hours communication norms and openly using WLB policies 

themselves. This will help to set expectations for lower ordinates. The ability to commit signals the value of these initiatives, 

increasing employee trust and policy adoption. Leadership buy-in also strengthens the enforcement and continuous 

improvement of WLB practices, making such efforts resilient to staff turnover or policy drift. This cultural acceptance of 

WLB is repeatedly shown to drive retention and performance benefits [1] [8] [10] [25]. 

2. Expand Flexible Work Arrangements Tailored to Local Context 

Employers should offer flexible options such as remote work and compressed schedules as per the industry needs, culture, 

and workforce demographics. Clear and specific policies, along with regular employee feedback, should guide 

implementation to ensure fairness and relevance. Periodic evaluations can address gaps and enhance motivation, 

productivity and retention [13] [19] [22] [23]. 

3. Provide Specialised Support for SMEs to Implement WLB 

SMEs need targeted support such as government incentives, policy templates, and manager training to implement WLB 

strategies like job sharing or staggered shifts. Sector-based collaborations and external monitoring can boost adoption 

and demonstrable business value [10] [12] [21]. 

4. Integrate WLB Mandates and Guidelines into National Labour Policy 

Governments should enforce flexible work standards and overtime limits, keeping familial needs in consideration. 

Incentives and penalties can promote compliance, while transparency and reporting improve accountability and 

normalise new work norms [3] [22] [23]. 

5. Develop Dynamic WLB Monitoring, Evaluation, and Feedback Systems 

Organisations should track WLB effectiveness through employee surveys, real-time feedback, and transparent reporting. 

Systems must also identify challenges and disparities and promote continuous improvement [1] [8] [10] [22] [23]. Also, there 

is a need to invest in longitudinal studies on WLB impacts across sectors and demographics, including marginalised groups. 

Research should explore digitalisation and hybrid work effects, translating insights into practice with organisational 

partnerships [4] [13]. 

 

These recommendations, based upon reviewed literature, provide a multi-level roadmap for advancing WLB in Asia. These 

recommendations enable immediate improvements and sustainable change through institutional, policy, and research 

innovation.  

 

CONCLUSIONS 

WLB stands out as a critical yet contextually dependent point for improving employee retention and organisational 

performance across Pan-Asian economies. Leadership at the manager level, flexible policy, and supportive work cultures 

consistently help in delivering substantial benefits, particularly in high-stress and knowledge-based sectors. However, the 

effectiveness of WLB reforms is often tempered by traditional labour expectations, uneven resource distribution, and 

limited SME sectoral representation in research. Bridging these gaps will require a dual approach where evidence-based 

policy reform and grassroots-level management commitment are going to be aligned with ongoing, intersectional 

research. Only with context-sensitive adaptation and long-term evaluation can WLB policies achieve their full potential in 

Asia’s diverse and dynamic labour markets.  
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