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Abstract
Employee performance was one of the key factors determining the success of an organization in achieving its goals. In this context, Work Life Balance (WLB), Burnout, and Motivation were considered important variables believed to influence performance. Many employees faced challenges in balancing job demands and personal life, which, if not managed properly, could trigger Burnout and decrease work motivation. Therefore, this study was conducted to examine the direct and indirect effects of Work Life Balance and Burnout on Employee Performance through Motivation as a mediating variable. This research used a quantitative approach with a survey method. The sample consisted of 31 respondents selected based on predetermined criteria. Data were collected using a questionnaire, and analyzed through Structural Equation Modeling (SEM) based on Partial Least Squares (PLS) using SmartPLS version 4 software. The tests conducted included convergent validity, discriminant validity, and instrument reliability. This study found that Work-Life Balance has a positive and significant effect on work motivation, while Burnout has a negative and significant effect. The better the employees' balance between work and personal life, the higher their work motivation, in line with Maslow's hierarchy of needs. Conversely, increased physical and emotional exhaustion leads to a decline in motivation. However, both Work-Life Balance and Burnout do not directly influence employee performance significantly. This implies that employees may continue to perform professionally regardless of their personal balance or level of fatigue. On the other hand, motivation has a proven positive and significant impact on performance. In other words, Work-Life Balance indirectly enhances performance through motivation, while Burnout indirectly diminishes it. Therefore, motivation serves as a crucial mediator linking Work-Life Balance and Burnout to employee performance within the organization.
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INTRODUCTION
Considering the empirical phenomena, theoretical support, and the existing research gap that has not been extensively explored, this study is deemed important to conduct. It is expected that the research findings will provide significant contributions not only to the academic domain but also to enhancing the performance quality and effectiveness of the Mahakam Ulu Regency Inspectorate as a regional supervisory institution.
The composition of employees at the Inspectorate Office highlights the significant role of women, with approximately 60% of the total workforce being female, and among them, around 94% are working mothers. This condition illustrates that the majority of employees face not only professional demands but also domestic responsibilities at home. Such a dual burden has the potential to create challenges in maintaining work-life balance, which in turn may affect performance. This phenomenon is consistent with the perspective of Greenhaus and Allen (2023), who state that work–family conflict arises when the demands of work and personal life are not in balance.
Table 1. Performance of Assignment Letters and Reports in 2023–2024
	Indicator
	2023
	2024
	Change
	Remarks

	Number of Assignment Letters
	244
	266
	22
	Increased by 9.02%

	Number of Issued Reports
	236
	255
	19
	Increased by 8.05%

	Number of Delayed Reports
	8
	11
	3
	Increased by 37.5%

	Realization Percentage (%)
	96.72%
	95.86%
	-0.86%
	Decreased by 0.86%


Source: Employee Performance Report Data of the Inspectorate
The performance report data of the Inspectorate for 2023–2024 indicates an increase in organizational activity. The number of assignment letters rose from 244 to 266, representing a 9.02% increase, and the number of issued reports increased from 236 to 255, or 8.05%. However, this increased workload was also accompanied by a rise in delayed reports, from 8 to 11, marking a 37.5% increase. The performance realization percentage decreased slightly from 96.72% in 2023 to 95.86% in 2024, a decline of 0.86%. These data emphasize that although productivity has increased, the quality of task completion, particularly in terms of timeliness, faces notable challenges.

Table 2. Report Completion Percentage by Gender
	Gender
	2023
	2024
	Remarks

	Female (F)
	96.67
	90.57
	Decreased by 6.10%

	Male (M)
	99.75
	99.70
	Decreased by 0.05%


Source: Employee Performance Report Data of the Inspectorate
From a gender perspective, there is a noticeable difference. The report completion rate of female employees declined significantly, from 96.67% in 2023 to 90.57% in 2024, a decrease of 6.10%. In contrast, male employees demonstrated relatively stable performance, with rates changing slightly from 99.75% to 99.70%, a decrease of only 0.05%. This indicates that female employees face greater challenges in completing tasks, likely due to the dual roles of office work and household responsibilities. This condition aligns with the findings of Aditiawati & Parashakti (2023), who noted that working women tend to experience role conflict, which negatively impacts their performance.
In addition to work-life balance issues, the phenomenon of burnout has also become a major concern. Burnout is a state of physical, emotional, and mental exhaustion caused by prolonged work-related stress (Maslach & Leiter, 2021). Inspectorate employees are not only responsible for conducting field inspections but are also required to prepare in-depth and constructive audit reports. On average, each employee receives 3 to 5 assignment letters per month, with the duration of assignments often exceeding the effective working days. This condition increases the risk of burnout, which is characterized by decreased motivation, heightened cynicism, and reduced effectiveness in completing tasks.
Nevertheless, not all employees experiencing work related pressure automatically exhibit a decline in performance. This indicates the presence of other factors capable of maintaining productivity, one of which is work motivation. Motivation serves as an internal driver that keeps employees engaged even under pressure. Herzberg (Sunarya, 2022), in his two-factor theory, explains that motivation can be enhanced through the fulfillment of intrinsic factors such as recognition, achievement, and opportunities for growth. In the context of the Inspectorate, government policies that allocate relatively higher Employee Income Allowances (TPP) for supervisory and certain functional positions serve as a form of external support that can stimulate work motivation.
Several studies support the interrelation among these variables. Research by Arifin Arifin & Muharto (2022) indicates that work-life balance positively affects employee performance, whereby employees who can maintain a balance in time management, engagement, and satisfaction in both work and family roles exhibit better performance. Conversely, studies by Nadiva & Cahyadi (2022) and Alfajar & Hidayati (2022) demonstrate that burnout negatively impacts employee performance, with physical and emotional exhaustion reducing effectiveness. On the other hand, research by Munawir (2024) and Mundung et al.,(2022) confirms that work motivation plays a crucial role in enhancing productivity, engagement, and team collaboration.
However, previous studies have largely examined these three variables separately. The relationships between work-life balance and performance or burnout and performance have been widely studied, yet the role of work motivation as a mediating variable bridging these relationships has received limited attention, particularly in the public sector. In other words, a research gap still exists in understanding how work-life balance and burnout indirectly affect employee performance through work motivation.
In the context of the Mahakam Ulu Regency Inspectorate Office, this phenomenon becomes particularly relevant. Employees are required to work under high workloads with limited time, while the majority of staff are women facing dual responsibilities. At the same time, the increased volume of work is accompanied by a decline in efficiency and the quality of report completion. This raises fundamental questions: to what extent can a well-maintained work-life balance enhance work motivation and, consequently, employee performance? Conversely, how significantly does burnout reduce motivation and, ultimately, decrease productivity?
Based on these issues, this study is designed to analyze the effect of work-life balance and burnout on employee performance, with work motivation as an intervening variable. Specifically, this research aims to answer seven research questions: (1) Does work-life balance affect work motivation? (2) Does burnout affect work motivation? (3) Does work-life balance affect employee performance? (4) Does burnout affect employee performance? (5) Does work motivation affect employee performance? (6) Does work-life balance influence performance through work motivation? and (7) Does burnout influence performance through work motivation?
This study has a dual purpose: first, to examine the direct effects of work-life balance and burnout on employee motivation and performance; second, to investigate the role of work motivation as a mediating variable. Thus, this research not only provides theoretical contributions to the development of human resource management studies but also offers practical implications for policymaking at the Mahakam Ulu Regency Inspectorate Office.
From a practical perspective, the study’s findings are expected to assist organizational leaders in formulating more effective human resource management policies. Strategies to enhance work motivation, manage workloads more proportionally, and implement gender-responsive policies can be applied to reduce the risk of burnout and improve work-life balance. Consequently, the organization can cultivate a healthier, more harmonious, and productive work culture, where employee well-being and organizational performance progress hand in hand.
The balance between job demands and personal life, commonly referred to as work-life balance, has become a central concern in modern human resource management studies. In the context of public sector organizations, particularly supervisory institutions such as the Inspectorate Office, the ability to maintain this balance significantly influences employee performance. Employees of the Mahakam Ulu Regency Inspectorate bear considerable responsibility in overseeing regional financial management, program implementation, and the preparation of audit reports. These tasks require a high degree of accuracy, integrity, and professionalism, and often demand an allocation of time and energy that exceeds reasonable limits.

LITERATURE REVIEW
The literature review in this study examines the concepts of work-life balance, burnout, work motivation, and employee performance. Work-life balance refers to the equilibrium between professional demands and personal life. According to Greenhaus and Allen (2023), this balance is achieved when individuals are able to fulfill both work and personal roles without experiencing excessive role conflict. A well-maintained work-life balance has been shown to increase life satisfaction, reduce stress, and enhance employee performance. Conversely, imbalance often leads to prolonged stress and eventually burnout.
Burnout is defined as a state of physical, emotional, and mental exhaustion caused by excessive job demands (Maslach & Leiter, 2021). It is characterized by emotional exhaustion, depersonalization, and reduced personal accomplishment. Burnout negatively affects work motivation, reduces productivity, and weakens employee commitment to the organization.
Work motivation plays a crucial role as an intervening variable linking work-life balance, burnout, and employee performance. According to Mathis & Jackson(2022), motivation can be intrinsic or extrinsic. Employees with higher motivation tend to be more productive, show stronger work commitment, and perform their duties with greater enthusiasm.
Employee performance, as defined by Hikmah & Lukito (2021), is the result of work achieved by individuals in accordance with their assigned responsibilities. Key indicators of performance include quality, quantity, timeliness, and teamwork ability. Therefore, maintaining a healthy work-life balance and minimizing burnout can foster higher work motivation, which in turn positively influences employee performance.


METHOD
This study employs a quantitative approach using a survey method to analyze the effect of work-life balance and burnout on employee performance through work motivation as an intervening variable. The research focuses on employees of the Inspectorate Office of Mahakam Ulu Regency, with a population of 55 employees. From this population, the researcher applied specific criteria, namely married female employees, including those with ASN, PPPK, or honorary status. Based on these criteria, the selected sample comprised 31 employees.
The research instrument consisted of a questionnaire using a five-point Likert scale, ranging from strongly disagree to strongly agree. Each variable was measured based on indicators developed from relevant theories and previous studies. The independent variable, work-life balance, was measured through three main indicators: time balance, involvement, and satisfaction. The second independent variable, burnout, was measured through the dimensions of physical, emotional, and mental exhaustion, as well as low self-appreciation. The intervening variable, work motivation, was measured using indicators such as physical needs, safety needs, social needs, and recognition. Employee performance as the dependent variable was analyzed through work quality, work quantity, and cooperation among employees.
Primary data were collected through questionnaires distributed to respondents, while secondary data were obtained through literature review and relevant employment documents. Validity and reliability tests were conducted using Partial Least Square (PLS) version 4 to ensure that the research instruments met convergent, discriminant, and internal reliability criteria.
Data analysis was performed using Structural Equation Modeling (SEM) based on PLS. The measurement model (outer model) was evaluated to ensure indicator validity, while the structural model (inner model) was used to examine relationships between variables. The coefficient of determination (R²) was used to assess the strength of the influence of independent variables on the dependent variable, and hypothesis testing was conducted using t-tests and p-values (with p-value < 0.05 considered significant). Furthermore, the role of motivation as a mediating variable was tested using the Variance Accounted For (VAF) approach to determine whether the mediation was full or partial.

RESULT
The Mahakam Ulu Inspectorate Office is an internal oversight body of the local government that plays a strategic role in ensuring good and clean governance. As a supervisory agency, the Inspectorate is responsible for conducting audits, evaluations, and guidance on the performance and accountability of regional government units. In carrying out its duties, this institution closely interacts with various other government agencies and faces pressures from both bureaucratic and local political aspects. Its hierarchical and bureaucratic organizational structure also influences the work dynamics within the institution (Mahakam Ulu Inspectorate, 2025). Description of Respondents’ Characteristics
Table 3. Frequency and Percentage of Respondents Characteristics
	Profile
	Description
	Frequency
	Percentage

	Age
	< 30 Years
	2
	6.45

	
	31 – 50 Years
	28
	90,32

	
	> 50 Years
	 1
	3,23

	Total
	31
	100,00

	Gender
	Male
	-
	 

	
	Female
	31
	100

	Jumlah
	 
	31
	100

	Education
	Senior High School
	17
	54,84

	
	Diploma
	3
	9,68

	
	Bachelor
	6
	19,35

	
	Master
	5
	16,13

	Total
	31
	100


Source: Primary Data Processing, 2025
The characteristics of the respondents in this study are presented in Table 3. Based on the age distribution, the majority of respondents (90.32%) are between 31 and 50 years old, while 6.45% are under 30 years old, and only 3.23% are above 50 years old. This indicates that most respondents are in their productive working age. In terms of gender, all respondents (100%) are female, showing that the Inspectorate Office of Mahakam Ulu is dominated by female employees. Regarding educational background, more than half of the respondents (54.84%) hold a Senior High School (SMA) degree, 9.68% hold a Diploma (D3), 19.35% have completed a Bachelor’s degree (S1), and 16.13% have attained a Master’s degree (S2). This shows a diverse level of education among employees, although the majority are still concentrated at the senior high school level. These characteristics provide an overview of the respondents’ demographic profile, which reflects the organizational composition of the Mahakam Ulu Inspectorate Office.

Data Quality Test
[image: ]The following are the results of data processing and analysis obtained in this study using the Partial Least Squares Structural Equation Modeling (PLS-SEM) approach with the assistance of SmartPLS software version 4.1.1.2. There are two main stages that must be fulfilled to ensure the model’s validity, namely the measurement model test (outer model) and the structural model test (inner model). The results of the outer model testing of construct indicators are presented in the following figure:
Figure 1 Convergent Validity Results
The figure shows that all indicators of the four variables in this study have loading factor values exceeding the minimum threshold of > 0.70. This indicates that each indicator consistently and significantly represents its construct. Therefore, it can be stated that all indicators in this research model meet the criteria for Convergent Validity.
The inner model aims to test the relationships between latent constructs according to the hypotheses formulated in this study. Within the Partial Least Squares Structural Equation Modeling (PLS-SEM) approach, the inner model is used to evaluate the strength and significance of relationships among latent variables, both direct and indirect. Testing of the inner model is carried out after the measurement model (outer model) has met the criteria of validity and reliability. The main indicators used in evaluating the inner model are R-Square (R²), Q-Square (Q²), and f-Square (f²). In addition, the significance of the path coefficients is tested using the bootstrapping method.The R² results can be seen in the following table:
Table 4 R-Square (R²) Test Results
	Construct
	R-square
	R-square adjusted

	Employee Performance (Y)
	0,877
	0,863

	Work Motivation (Z)
	0,770
	0,754


Source: SmartPLS 4.1.1.2, Processed Data by the Author (2025)
The table above shows the R-square and adjusted R-square values for two constructs, namely Employee Performance (Y) and Work Motivation (Z). The R-square value of 0.877 for the Employee Performance variable indicates that 87.7% of the variability in employee performance can be explained by the independent variables in the model. Meanwhile, the adjusted R-square value of 0.863 corrects for the effect of the number of predictor variables relative to the sample size and still demonstrates a strong model fit. Similarly, for the Work Motivation variable, the R-square value of 0.770 and its adjusted value of 0.754 indicate that approximately 77% of the variation in work motivation is influenced by factors within the model. Overall, both constructs show strong determination values, suggesting that this research model is capable of significantly explaining most of the changes in work motivation and employee performance.The Q²-Predict value is used to determine how well the model can predict the indicators of endogenous latent variables based on data not used during model estimation.
Table 5. Q-Predict (Q²) Results
	Construct
	Q²predict
	Description

	Work Motivation (Z)
	0.596
	Large

	Employee Performance (Y)
	0.647
	Large


Source: SmartPLS 4.1.1.2, Processed Data by the Author (2025)
The table above shows the Q² predict values for the Work Motivation construct (0.596) and Employee Performance construct (0.647), both of which fall into the “large” category. These values indicate that the model has excellent predictive ability in explaining both variables. Therefore, the model can be considered reliable for accurately forecasting work motivation and employee performance. Additionally, the f-square (f²) value measures the extent to which individual exogenous constructs contribute to the explanation of endogenous constructs within a structural model.
Table 6. f-Square (f²) Results
	Construct
	f-square
	Description

	Work-Life Balance -> Work Motivation
	0.520
	Large

	Burnout -> Work Motivation
	0.422
	Large

	Work-Life Balance -> Employee Performance
	0.122
	Medium

	Burnout -> Employee Performance
	0.057
	Small

	Work Motivation -> Employee Performance
	0.729
	Large


Source: SmartPLS 4.1.1.2, Processed Data by the Author (2025)

The table above presents the f-square values for the relationships between constructs in this study. The results show that Work-Life Balance and Burnout have a large effect on Work Motivation, with f² values of 0.520 and 0.422, respectively. Meanwhile, Work-Life Balance has a medium effect on Employee Performance (f² = 0.122), and Burnout has a small effect on Employee Performance (f² = 0.057). Notably, Work Motivation has a large effect on Employee Performance, with an f² value of 0.729. These findings indicate the varying contribution of each exogenous construct to the endogenous constructs, highlighting the central role of Work Motivation in explaining Employee Performance
The analysis in this study was conducted using the bootstrapping method within the SEM-PLS model with a significance level of 5%. A hypothesis is considered accepted if the test statistic (t-test) exceeds the critical threshold of 1.96, in accordance with the normal distribution criteria at this significance level. The following Table 5 presents the results of the hypothesis testing:
Table 5 Results Of Path Coefficients Hypothesis Test
	Item
	Original sample (O)
	T statistics (|O/STDEV|)
	P values
	Description

	Work-Life Balance -> Work Motivation
	0,498
	3,752
	0,000
	Significant

	Burnout -> Work Motivation
	-0,448
	3,815
	0,000
	Significant

	Work-Life Balance -> Employee Performance
	0,218
	1,887
	0,059
	Not Significant

	Burnout -> Employee Performance
	-0,145
	1,119
	0,263
	Not Significant

	Work Motivation -> Employee Performance
	0,626
	4,553
	0,000
	Significant

	Work-Life Balance -> Work Motivation -> Employee Performance
	0,312
	2,849
	0,004
	Significant

	Burnout -> Work Motivation -> Employee Performance
	-0,281
	2,693
	0,007
	Significant


Source: SmartPLS Version 4 Results



Hypothesis Testing
The Effect of Work-Life Balance on Motivation
The results of the analysis show that Work-Life Balance has a positive and significant effect on Motivation, with a t-statistic of 3.752 (> 1.96) and a p-value of 0.000 (< 0.05). Therefore, the first hypothesis (H1) is accepted. This implies that the better the balance between work and personal life, the higher the employees’ work motivation. The findings suggest that employees who can balance personal life and work tend to have higher motivation, as this balance creates a sense of satisfaction and comfort in performing their duties. This condition aligns with Maslow’s Hierarchy of Needs theory (2021), where the fulfillment of basic needs, including life balance, serves as a foundation for work motivation. Employees who do not feel pressured between work tasks and family life are more focused and enthusiastic in their organizational roles.

The Effect of Burnout on Motivation
The analysis shows that Burnout has a negative and significant effect on Motivation, with a t-statistic of 3.815 (> 1.96) and a p-value of 0.000 (< 0.05). Thus, the second hypothesis (H2) is accepted. This indicates that higher levels of physical, emotional, and mental exhaustion among employees result in lower work motivation. Burnout reduces enthusiasm, energy, and the ability to meet work demands optimally. These findings are supported by Maslach and Leiter (2021), who state that Burnout generally decreases motivation, although the impact may vary depending on individual factors such as age, education, and professional values. Additionally, research by Alfajar & Hidayati (2022) in the education sector found that while Burnout significantly lowers motivation, some individuals maintain performance due to internal drive or professional obligations.

The Effect of Work-Life Balance on Employee Performance
The results indicate that Work-Life Balance does not have a significant effect on Employee Performance, with a t-statistic of 1.887 (< 1.96) and a p-value of 0.059 (> 0.05). Therefore, the third hypothesis (H3) is rejected. This means that balancing personal life and work does not directly enhance employee performance without other mediating factors. Previous studies, such as Faradila Vitaningdyah & Sumartik (2023), support this finding, showing that Work-Life Balance only affects performance indirectly through work motivation as an intervening variable.

The Effect of Burnout on Employee Performance
The results show that Burnout does not significantly affect Employee Performance, with a t-statistic of 1.119 (< 1.96) and a p-value of 0.263 (> 0.05). Thus, the fourth hypothesis (H4) is rejected. This suggests that high levels of burnout do not automatically reduce employee performance directly, likely due to other influencing factors. Burnout can create feelings of insecurity, impacting work performance, but its effect may be mediated by motivation. This is consistent with studies by Firda Putri Nadiva & Cahyadi (2022) and Jesslyn Valentina at al.,(2020), which found that the effect of Burnout on performance becomes significant only when moderated by work motivation rather than as a standalone factor.

The Effect of Motivation on Employee Performance
The results indicate that Motivation has a positive and significant effect on Employee Performance, with a t-statistic of 4.553 (> 1.96) and a p-value of 0.000 (< 0.05). Therefore, the fifth hypothesis (H5) is accepted. This suggests that the higher the work motivation of employees, the better their performance. These findings align with Victor Vroom’s Expectancy Theory (2020), which states that employees are motivated to perform well if they believe that their effort will lead to good performance and that such performance will be rewarded. Additionally, Locke and Latham’s Goal-Setting Theory (2021) explains that individuals with clear and challenging goals tend to achieve higher results. Employees with clear work goals, recognition, and organizational appreciation consistently demonstrate higher productivity.

The Effect of Work-Life Balance on Employee Performance through Motivation
The results indicate that Work-Life Balance has a positive and significant indirect effect on Employee Performance through Motivation, with a t-statistic of 2.849 (> 1.96) and a p-value of 0.004 (< 0.05). Hence, the sixth hypothesis (H6) is accepted. This implies that work-life balance can enhance employee performance when supported by high work motivation. Maslow’s Mediation Theory (2021) in occupational psychology states that a variable can significantly influence outcomes through the role of a mediating variable. In this context, motivation serves as a mediator that transforms positive perceptions of life balance into work enthusiasm, which in turn impacts performance. Managing Work-Life Balance is therefore not only an employee welfare initiative but also an organizational strategy to create a productive work environment.

The Effect of Burnout on Employee Performance through Motivation
The results show that Burnout has a negative and significant indirect effect on Employee Performance through Motivation, with a t-statistic of 2.693 (> 1.96) and a p-value of 0.007 (< 0.05). Thus, the seventh hypothesis (H7) is accepted. This indicates that Burnout can reduce employee performance indirectly by lowering work motivation. Motivation emerges as a key variable in determining employee performance at the Mahakam Ulu Inspectorate. It not only directly affects performance but also acts as a crucial bridge between Work-Life Balance, Burnout, and work outcomes. Therefore, organizational leaders should implement internal policies that focus not only on workload or flexible hours but also on creating a work environment that supports psychological satisfaction, recognition of achievements, and opportunities for employees to balance work and personal life. This approach ensures that employees remain motivated and productive even when facing heavy work pressures or challenges.

CONCLUSSION
1. Work-Life Balance has a positive and significant effect on Work Motivation. The better the balance between work and personal life, the higher the employees’ level of work motivation. This finding supports Maslow’s hierarchy of needs theory, where life balance is part of fulfilling basic employee needs that drive intrinsic motivation.
2. Burnout has a negative and significant effect on Work Motivation. Higher levels of physical, emotional, and mental exhaustion experienced by employees lead to lower work motivation. Burnout reduces energy, enthusiasm, and employee engagement in their work tasks.
3. Work-Life Balance does not have a significant effect on Employee Performance. This indicates that even if employees feel balanced between work and personal life, this condition alone is insufficient to directly enhance their performance significantly.
4. Burnout does not have a significant effect on Employee Performance. This shows that employee exhaustion does not necessarily lead to a direct decline in performance, as employees may still maintain professional work standards despite feeling fatigued.
5. Work Motivation has a positive and significant effect on Employee Performance. Highly motivated employees demonstrate greater focus, persistence, and commitment in completing tasks, which enhances their effectiveness and productivity.
6. Work-Life Balance has a significant indirect effect on Employee Performance through Motivation. This means that work-life balance does not directly increase performance but does so indirectly by enhancing work motivation.
7. Burnout has a significant negative indirect effect on Employee Performance through Motivation. Burnout does not reduce performance directly but does so by lowering work motivation. It causes employees to lose energy, enthusiasm, and self-confidence, which gradually reduces their motivation. As motivation declines, the drive to deliver optimal performance also diminishes.
To enhance employee performance and well-being at the Mahakam Ulu Inspectorate, it is recommended to prioritize work-life balance through flexible working hours, occasional work-from-home options, structured audit schedules, and psychological support programs. Burnout should be managed systematically via workload audits, stress management training, mentoring, and task rotations during peak periods. Additionally, strengthening employee motivation is crucial through regular recognition, performance-based career development, access to certified training, and fostering a supportive work environment. Collectively, these measures promote intrinsic motivation, prevent burnout, and improve overall organizational performance.
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