


Work Family Conflict, Workload, and Female Employee Performance: The Mediating Role of Emotional Exhaustion

ABSTRACT
 
This study aims to examine the effect of Work Family Conflict and Workload on Female Employee Performance, with Emotional Exhaustion as a mediating variable at the Jakarta City Health Department. This study used a quantitative causal approach. Data were collected through questionnaires distributed to 157 female employees and analyzed using IBM SPSS Statistics. The analysis included validity and reliability tests, classical assumption tests, multiple linear regression, coefficient of determination, and Sobel test. The results show that Work Family Conflict has a positive and significant effect on Emotional Exhaustion, with a regression coefficient of 0.323 and a significance value of 0.000. Workload also has a positive and significant effect on Emotional Exhaustion, with a regression coefficient of 0.465 and a significance value of 0.000. Furthermore, Work Family Conflict has a negative and significant effect on Female Employee Performance, with a regression coefficient of -0.174 and a significance value of 0.005. Workload has a negative and significant effect on Female Employee Performance, with a regression coefficient of -0.146 and a significance value of 0.024. Emotional Exhaustion also has a negative and significant effect on Female Employee Performance, with a regression coefficient of -0.410 and a significance value of 0.000. The Sobel test results indicate that Emotional Exhaustion significantly mediates the relationship between Work Family Conflict and Female Employee Performance, as well as the relationship between Workload and Female Employee Performance. This study concludes that Work Family Conflict and Workload increase Emotional Exhaustion, while Work Family Conflict, Workload, and Emotional Exhaustion reduce Female Employee Performance.
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INTRODUCTION

[bookmark: _Hlk226594369][bookmark: _Hlk228615196]Employee performance is a key factor in determining organizational success, including within government agencies. The achievement of public organization goals heavily depends on employees’ ability to perform their duties effectively, efficiently, and in accordance with their assigned responsibilities. Improving employee performance is a critical concern, particularly when organizations face various factors that can affect both working conditions and employees’ psychological well-being (Nugraheni et al., 2024)

[bookmark: _Hlk228615215]Within the context of the evolving modern workplace, women’s participation in various sectors, including government agencies, is steadily increasing. It is no longer only men who can hold key positions within organizations; women also have equal opportunities (Khusna and Nurhayati, 2024). However, for married female employees, participation in the workforce is often accompanied by the obligation to continue fulfilling their roles within the family. This situation has the potential to create a dual-role conflict because work demands and family responsibilities can clash, whether in terms of time, pressure, or behavior in carrying out each role. Widiyanto and Sanusi (2021) explain that dual-role conflict arises when individuals struggle to balance work demands with family responsibilities, while Sari et al. (2021) emphasize that such conditions can lead to psychological stress that disrupts the work stability of female employees.

[bookmark: _Hlk228615308][bookmark: _Hlk228615328]This phenomenon has become increasingly relevant as women’s participation in the workforce grows. According to data from the Central Statistics Agency, women make a significant contribution to formal employment in Indonesia ( Central Statistics Agency, 2025 ). The extent of this participation indicates that women play a vital role in the workforce, yet they also face significant challenges in maintaining a balance between work and family demands ( Martha and Prahasta, 2023). 

[bookmark: _Hlk228615343]In addition to dual-role conflicts, workloads can also affect female employees’ performance. Within government agencies, workloads can manifest as a large volume of documents to process, service targets, administrative accuracy requirements, periodic reporting, and tasks that must be completed by specific deadlines. If the volume of work received is not commensurate with the time, energy, and capacity of employees, this situation can lead to high work-related stress (Lestari and Joko, 2022). Khusna and Nurhayati (2024) state that a high workload can increase work-related stress and disrupt employee performance, while Pradidta et al. (2025) explain that excessive workload can worsen the balance between work and personal life. This means that when female employees face high job demands at the office while also having to fulfill family responsibilities, the risk of work-related stress increases significantly.

[bookmark: _Hlk228615374]Stress stemming from dual-role conflict and high workloads is highly likely to develop into emotional exhaustion. Emotional exhaustion is a condition where an individual feels their emotional energy is depleted, easily overwhelmed, stressed, mentally fatigued, and experiences a decline in work motivation. Komariyah et al. (2021) found that dual-role conflict has a positive and significant effect on emotional exhaustion, and similarly, high workloads were shown to increase emotional exhaustion. In line with this, Nadiva and Cahyadi (2022) explain that continuous work pressure can develop into burnout, one of whose dimensions is emotional exhaustion. 

[bookmark: _Hlk228615393][bookmark: _Hlk228615448][bookmark: _Hlk228615457]Emotional exhaustion can subsequently lead to a decline in employee performance. When individuals experience emotional exhaustion, the psychological energy available to complete tasks diminishes, resulting in reduced concentration, motivation, productivity, and the quality of work outcomes ( Haziroh et al., 2022). Research by Huang et al., (2020) indicates that emotional exhaustion has a negative and significant impact on employee performance. This means that the higher the level of emotional exhaustion experienced, the greater the likelihood of a decline in performance. In the context of government agencies, this condition can affect service effectiveness, the timeliness of task completion, administrative discipline, and the quality of employees’ commitment to their work (Amrullah, 2021).

This study was conducted at the Jakarta City Health Department. The Health Office is a local government agency tasked with administering public health affairs. Based on the researcher’s observations, it was found that some female employees struggled to balance their time between office work and family responsibilities, particularly when official duties, report preparation, or administrative tasks needed to be completed simultaneously. Under certain conditions, some female employees also felt that their workload increased during specific periods, such as the end of the month, the end of the quarter, or during program evaluations, leading to higher work-related stress. Additionally, there was a tendency toward mental fatigue, burnout, and a decline in work motivation after repeatedly facing high work demands.

[bookmark: _Hlk228615475]Maulidah et al. (2022) demonstrate that emotional exhaustion mediates the effects of dual-role conflict and workload on female employees’ performance. These findings indicate that performance decline is influenced not only by the number of role and work demands but also by how such pressures develop into emotional exhaustion.

Although numerous studies have examined work-family conflict, workload, and employee performance, a research gap remains regarding how work and family factors simultaneously influence female employees’ performance, particularly through the mediation of emotional exhaustion. Most previous studies have tended to test only the direct effects of work-family conflict or workload on employee performance, without considering the role of emotional exhaustion as a mechanism that explains the decline in employees’ ability to perform their duties. 

Based on this background, this study aims to: (1) analyze the effect of work-family conflict on emotional exhaustion among female employees at the X City Health Department as a form of stress arising from the imbalance between work demands and family responsibilities; (2) analyze the effect of workload on emotional exhaustion as an indication of task load that can lead to both physical and emotional exhaustion; (3) analyze the effect of work-family conflict on the performance of female employees to determine the extent to which role conflict between work and family can affect task performance; (4) analyze the effect of workload on the performance of female employees as an assessment of the impact of work load on work effectiveness and productivity; (5) to analyze the effect of emotional exhaustion on female employees’ performance as a psychological condition that can reduce motivation, concentration, and work quality; (6) to analyze the role of emotional exhaustion in mediating the relationship between work-family conflict and female employees’ performance, such that work-family conflict can reduce performance through increased emotional exhaustion; and (7) to analyze the role of emotional exhaustion in mediating the relationship between workload and female employees’ performance, such that high workload can impact performance decline through the mechanism of emotional exhaustion.

LITERATURE REVIEW

Work-Family Conflict
Work-family conflict is a condition where work demands and family responsibilities conflict with one another, causing individuals to struggle to balance both roles. Work-family conflict is a critical issue because women often face dual demands: professional expectations at work and domestic responsibilities within the family. Ma, Xu, and Zhang (2025) explain that work-family conflict among working women is closely linked to emotional exhaustion and mental health issues, particularly when work demands are excessive. In line with this, Ali et al., (2024) found that conflict between work and family can lead to a depletion of psychological resources, which ultimately increases emotional exhaustion among public sector employees.

Work-family conflict can also have negative effects on employees’ attitudes and work performance. Kim, Maijan, and Yeo (2025) state that work-family conflict can lead to stress, burnout, and reduced job satisfaction, as employees struggle to meet both work and family demands simultaneously. This situation is becoming increasingly relevant as employees are expected to provide optimal service while still fulfilling their family responsibilities. The higher the work-family conflict experienced by female employees, the greater the likelihood of a decline in psychological energy and work effectiveness.



Workload
Workload refers to the quantity, intensity, complexity, and pressure of tasks that employees must complete within a specific timeframe. Workload can take the form of physical, mental, time, and effort demands, as well as emotional pressure arising during the work completion process. Gan (2025) explains that high workload can negatively impact performance, as employees must expend more energy, time, and cognitive capacity to meet job demands. Gan (2025) found that increased workload is negatively correlated with task performance and contextual performance.

From the perspective of Job Demands-Resources Theory, workload falls under job demands that is, job demands requiring continuous physical and psychological effort. Demerouti (2025) emphasizes that the balance between job demands and job resources is crucial in explaining employee well-being, behavior, and performance. When workload increases but is not balanced by adequate work resources, such as organizational support, task clarity, and recovery time, employees are more vulnerable to stress, burnout, and decreased performance.

Emotional Exhaustion
Emotional exhaustion is a state of psychological fatigue characterized by depleted emotional energy, burnout, a loss of motivation, and a diminished ability to cope with work demands. Emotional exhaustion is often viewed as a primary dimension of burnout because it arises from continuous exposure to work-related stress. Ma, Xu, and Zhang (2025) demonstrate that emotional exhaustion serves as a key mechanism linking work-family conflict to mental health issues among working women. 

Emotional exhaustion can also be influenced by high workloads and complex job demands. Ahmad et al., (2026) explain that high job demands have a positive effect on emotional exhaustion, and emotional exhaustion subsequently plays a role in reducing job performance among public sector healthcare workers. These findings reinforce the view that emotional exhaustion is not merely an individual psychological issue but also an organizational factor that can affect work quality and service delivery. 

Female Employee Performance
Female employee performance refers to the ability of female employees to carry out tasks, achieve work targets, maintain work quality, demonstrate responsibility, and contribute to organizational goals. Female employee performance is crucial as it directly relates to service effectiveness, administrative accuracy, productivity, and the quality of services provided to the public. Gan (2025) explains that employee performance can be assessed through task performance and contextual performance that is, the ability to complete primary tasks and make additional contributions to the work environment. High workloads can diminish both aspects as employees face limitations in energy, time, and focus while working.

Female employees’ performance is also influenced by psychological conditions, particularly when employees experience emotional exhaustion. Lanchimba, Welsh, and Valladares (2025) investigated the impact of emotional exhaustion on performance and demonstrated that emotional exhaustion can affect work outcomes, particularly in the context of developing economies. Ahmad et al. (2026) also explain that emotional exhaustion mediates the relationship between job demands and job performance, meaning that work pressure can reduce performance through the mechanism of emotional exhaustion. 

RESEARCH HYPOTHESES
Based on the background, theory, and results of previous studies, the hypotheses in this study are formulated as follows:

H1: Work-Family Conflict has a positive effect on Emotional Exhaustion.
H2: Workload has a positive effect on Emotional Exhaustion.
H3: Work-Family Conflict has a negative effect on Female Employee Performance.
H4: Workload has a negative effect on female employee performance.
H5: Emotional Exhaustion has a negative effect on Female Employee Performance.
H6: Emotional Exhaustion mediates the effect of Work-Family Conflict on Female Employee Performance.
H7: Emotional Exhaustion mediates the effect of Workload on Female Employee Performance.

MATERIALS AND METHODS
This study employed a quantitative approach with a causal research design. This approach was used to examine the causal relationship between Work-Family Conflict, Workload, Emotional Exhaustion, and Female Employee Performance. The study was conducted among female employees at the Jakarta City Health Department.

The population in this study consisted of all female employees working at the Jakarta City Health Department, totaling 258 individuals. The sample size was determined using the Slovin formula with a 5% margin of error, resulting in 157 respondents. The sampling technique used was purposive sampling, which involves selecting respondents based on specific criteria aligned with the study’s objectives.

Primary data was collected by distributing questionnaires to the respondents. The questionnaire was designed using a Likert scale to measure the variables of Work-Family Conflict, Workload, Emotional Exhaustion, and Female Employee Performance. The collected data was then analyzed using IBM SPSS Statistics.

The data analysis steps included validity tests, reliability tests, classical assumption tests, multiple linear regression analysis, F-tests, t-tests, the coefficient of determination, and the Sobel test. The F-test was used to assess the suitability of the regression model simultaneously, while the t-test was used to test the partial effects of each independent variable on the dependent variable. Furthermore, the Sobel test is used to examine the role of Emotional Exhaustion as a mediating variable.

ETHICAL CONSIDERATIONS
This study was conducted in accordance with research ethics principles. Respondents were provided with an explanation of the study’s objectives before completing the questionnaire. Participation was voluntary, and respondents had the right to discontinue the questionnaire if they were unwilling to continue. Respondent identities and responses were kept confidential, and all collected data were used solely for academic and research purposes.

RESULTS AND DISCUSSION
Results
Based on the results of the research instrument validation, all statement items were found to be valid and reliable. Furthermore, the results of the classical assumption tests including the normality test, multicollinearity test, and heteroscedasticity test indicated that the research model met the required criteria. The data are normally distributed; there is no multicollinearity among the independent variables; and no heteroscedasticity was found. Therefore, the research data are deemed suitable for use in regression analysis and further hypothesis testing.


Table 1 : Hypothesis Testing: Partial (T-Test)

Work-Family Conflict, Workload  Emotional Exhaustion
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1
	(Constant)
	4.240
	1,311
	
	3,235
	.001
	
	

	
	Work-Family Conflict
	.323
	.054
	.370
	5.983
	.000
	.994
	1,006

	
	Workload
	.465
	.052
	.557
	9,015
	.000
	.994
	1,006

	a. Dependent Variable: Emotional Exhaustion



Based on the t-test results for the first model, the Work-Family Conflict variable has a regression coefficient of 0.323, a calculated t-value of 5.983, and a significance level of 0.000 < 0.05. This indicates that Work-Family Conflict has a positive and significant effect on Emotional Exhaustion. In other words, the higher the dual-role conflict experienced by female employees, the higher the emotional exhaustion they feel.

The Workload variable has a regression coefficient of 0.465, a calculated t-value of 9.015, and a significance level of 0.000 < 0.05. This indicates that Workload has a positive and significant effect on Emotional Exhaustion. This means that the higher the workload experienced by female employees, the higher the level of emotional exhaustion they experience.

Based on the standardized beta coefficients, the Workload variable has a beta value of 0.557, while Work-Family Conflict has a beta value of 0.370. This indicates that Workload has a more dominant influence on Emotional Exhaustion compared to Work-Family Conflict.

Table 2 : Work-Family Conflict and Female Employee Performance

Work-Family Conflict, Workload, Emotional Exhaustion Female Employee Performance
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1
	(Constant)
	23.314
	1,361
	
	17,137
	.000
	
	

	
	Work-Family Conflict
	-.174
	.060
	-.204
	-2,883
	.005
	.807
	1,240

	
	Workload
	-.146
	.064
	-.179
	-2,276
	.024
	.651
	1,536

	
	Emotional Exhaustion
	-.410
	.081
	-.422
	-5,070
	.000
	.584
	1,711

	a. Dependent Variable: Female Employee Performance




Based on the results of the t-test in the second model, the Work-Family Conflict variable has a regression coefficient of -0.174, a calculated t-value of -2.883, and a significance level of 0.005 < 0.05. This indicates that Work-Family Conflict has a negative and significant effect on Female Employee Performance. This means that the higher the dual-role conflict experienced by female employees, the lower their performance.

The Workload variable has a regression coefficient of -0.146, a calculated t-value of -2.276, and a significance level of 0.024 < 0.05. This indicates that Workload has a negative and significant effect on Female Employee Performance. This means that the higher the workload perceived by female employees, the lower their performance.

The Emotional Exhaustion variable has a regression coefficient of -0.410, a calculated t-value of -5.070, and a significance level of 0.000 < 0.05. This indicates that Emotional Exhaustion has a negative and significant effect on Female Employee Performance. In other words, the higher the emotional exhaustion experienced by female employees, the lower their performance.

Table 3 : Hypothesis Testing in a Simultaneous Manner (F-Test)

Work-Family Conflict, Workload  Emotional Exhaustion

	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	531.746
	2
	265,873
	54,776
	.000b

	
	Residual
	747,490
	154
	4,854
	
	

	
	Total
	1,279,236
	156
	
	
	

	a. Dependent Variable: Emotional Exhaustion

	b. Predictors: (Constant), Workload, Work-Family Conflict




Based on the results of the F-test in the first model, a calculated F-value of 54.776 was obtained with a significance level of 0.000 < 0.05. This indicates that Work-Family Conflict and Workload simultaneously have a significant effect on Emotional Exhaustion. Thus, the first regression model is deemed suitable for explaining the influence of Work-Family Conflict and Workload on Emotional Exhaustion. These results indicate that work-family conflict and workload together can explain changes in the level of emotional exhaustion among female employees (Hu et al., 2024).







	Model Summary b

	Model
	R
	R Square
	Adjusted R-Square
	Standard Error of the Estimate
	Durbin-Watson

	1
	.645a
	.416
	.408
	2.20314
	1.961

	a. Predictors: (Constant), Workload, Work-Family Conflict

	b. Dependent Variable: Emotional Exhaustion



Based on the Model Summary results for the first model, the R value was 0.645, the R-squared value was 0.416, the adjusted R-squared value was 0.408, and the Durbin-Watson value was 1.961. The R-Square value of 0.416 indicates that the Work-Family Conflict and Workload variables account for 41.6% of the variation in Emotional Exhaustion, while the remaining 58.4% is explained by other variables outside this research model.

Table 4 : Work-Family Conflict and Employee Performance

Work-Family Conflict, Workload, Emotional Exhaustion Female Employee Performance
	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	463.426
	3
	154,475
	31,546
	.000b

	
	Residual
	749,211
	153
	4,897
	
	

	
	Total
	1,212,637
	156
	
	
	

	a. Dependent Variable: Female Employee Performance

	b. Predictors: (Constant), Emotional Exhaustion, Work-Family Conflict, Workload



Based on the results of the F-test for the second model, the calculated F-value was 31.546 with a significance level of 0.000 < 0.05. This indicates that Work-Family Conflict, Workload, and Emotional Exhaustion simultaneously have a significant effect on Female Employee Performance. Thus, the second regression model is deemed suitable for explaining the effects of Work-Family Conflict, Workload, and Emotional Exhaustion on Female Employee Performance. These results indicate that female employee performance is not influenced by a single factor but is the result of a combination of work-family conflict, workload, and employees’ emotional state. (Hendri, 2025).
[bookmark: _GoBack]
Table 5. Results of Model summary

	
Model
	R
	R Square
	Adjusted R-Square
	Standard Error of the Estimate
	Durbin-Watson

	1
	.618a
	.382
	.370
	2.21287
	1.940

	a. Predictors: (Constant), Emotional Exhaustion, Work-Family Conflict, Workload

	b. Dependent Variable: Female Employee Performance



Based on the Model Summary results for the second model, the R value is 0.618, the R-Square value is 0.382, the Adjusted R-Square is 0.370, and the Durbin-Watson value is 1.940. The R-Square value of 0.382 indicates that the variables Work-Family Conflict, Workload, and Emotional Exhaustion account for 38.2% of the variation in Female Employee Performance, while the remaining 61.8% is explained by other variables outside the scope of this study.

Fig 1 : Indirect Effect (Sobel Test)

Work-Family Conflict  Emotional Exhaustion Female Employee Performance


[image: ]

Based on the results of the Sobel test, a Sobel value of -3.864 was obtained for the relationship between Work-Family Conflict and Female Employee Performance through Emotional Exhaustion. This absolute Sobel value is greater than 1.96, so it can be concluded that Emotional Exhaustion acts as a mediating variable in the relationship between Work-Family Conflict and Female Employee Performance. The direction of the mediating effect is negative because Work-Family Conflict increases Emotional Exhaustion, while Emotional Exhaustion reduces Female Employee Performance.

Fig 2 : Workload and employee performance

Workload Emotional Exhaustion Female Employee Performance

[image: ]

Based on the results of the Sobel test, a Sobel value of -3.864 was obtained for the relationship between Work-Family Conflict and Female Employee Performance through Emotional Exhaustion. This absolute Sobel value is greater than 1.96, so it can be concluded that Emotional Exhaustion acts as a mediating variable in the relationship between Work-Family Conflict and Female Employee Performance. The direction of the mediating effect is negative because Work-Family Conflict increases Emotional Exhaustion, while Emotional Exhaustion reduces Female Employee Performance.

DISCUSSION  
Based on the research results, Work-Family Conflict and Workload were found to have a positive and significant effect on Emotional Exhaustion among female employees at the Jakarta City Health Department. These results indicate that the higher the dual-role conflict and workload experienced by female employees, the higher their level of emotional exhaustion.
Work-Family Conflict has a positive effect on Emotional Exhaustion because female employees who struggle to balance work and family roles are more prone to emotional stress. This occurs because employees’ energy, time, and attention are divided between work demands and family responsibilities. When these two demands arise simultaneously, employees may feel overwhelmed, mentally exhausted, and experience a decline in their ability to manage emotions (Ali et al., 2024). These results align with research conducted by Sohal et al. (2025), who argue that competing role demands erode employees’ personal resources and weaken work performance.
The results of the study also indicate that workload has a positive and significant effect on emotional exhaustion. A high workload can cause employees to feel stressed because they must complete many tasks within a limited time (Gan, 2025). If this situation persists, employees may experience burnout, a loss of emotional energy, and a decline in work motivation. These findings indicate that workload is the dominant factor influencing emotional exhaustion.
Furthermore, the research results show that Work-Family Conflict, Workload, and Emotional Exhaustion have a negative and significant effect on Female Employee Performance. High Work-Family Conflict can reduce performance because employees have difficulty dividing their time, attention, and energy between work and family. This condition can reduce employees’ concentration and effectiveness in completing tasks.
Workload also has a negative impact on female employee performance. Excessive workload can reduce employees’ ability to perform optimally because their energy, time, and cognitive capacity become limited. When job demands exceed an employee’s capacity, work quality, productivity, and task completion accuracy may decline.
Emotional exhaustion has the most dominant negative influence on female employee performance. This indicates that emotional exhaustion is a key factor that can reduce the performance of female employees. Employees experiencing emotional exhaustion tend to experience a decline in motivation, concentration, work enthusiasm, and the ability to complete tasks effectively. The negative impact of emotional exhaustion on female employees’ performance indicates that psychological exhaustion is not merely a matter of well-being; it is also a performance issue. Employees who feel emotionally exhausted tend to be less able to maintain concentration, motivation, and perseverance in completing their work. These findings align with the research by Lanchimba et al. (2025) on burnout, which identifies emotional exhaustion as a central mechanism through which work-related stress undermines function and productivity.
The results of the mediation test indicate that emotional exhaustion mediates the relationship between work-family conflict and workload on female employee performance, meaning that the negative impact of work-family conflict and workload on female employees’ performance occurs not only directly but also through increased emotional exhaustion experienced by employees. The higher the conflict between work and family demands, and the greater the perceived workload, the higher the level of employees’ emotional exhaustion. These conditions can ultimately reduce female employees’ ability to maintain focus, motivation, productivity, and work quality (Chen et al., 2021).
CONCLUSION
Based on the research findings, it can be concluded that Work-Family Conflict and Workload have a positive and significant effect on Emotional Exhaustion. This indicates that the higher the dual-role conflict and workload experienced by female employees, the higher the level of emotional exhaustion they feel. The research results also show that Work-Family Conflict, Workload, and Emotional Exhaustion have a negative and significant effect on Female Employee Performance. This means that the higher the dual-role conflict, workload, and emotional exhaustion, the lower the performance of female employees. Additionally, Emotional Exhaustion was found to mediate the effects of Work-Family Conflict and Workload on Female Employee Performance. Thus, the decline in female employees’ performance is not only directly influenced by dual-role conflict and workload but also through increased emotional exhaustion. This study underscores the importance of managing workload, supporting work-family balance, and paying attention to the psychological well-being of female employees to ensure that their performance remains maintained.
RESEARCH LIMITATIONS
This study has several limitations. First, the study was conducted only among female employees at a single government agency, namely the Jakarta City Health Department; therefore, the findings cannot yet be broadly generalized to other sectors or organizations. Second, this study employed a quantitative approach using a questionnaire, so respondents’ answers depended on their individual perceptions. Third, this study uses cross-sectional data, so the relationships between variables are analyzed only based on conditions at a specific point in time. Future research is recommended to involve a broader sample of respondents, include research subjects from different sectors, and incorporate additional variables such as work-related stress, organizational support, work-life balance, job satisfaction, or work motivation. Additionally, future studies could employ a longitudinal approach or mixed-methods design to provide a deeper understanding of the factors influencing the performance of female employees.

CONSENT  
[bookmark: _Hlk218868534]All respondents participated voluntarily after receiving information about the study purpose. Questionnaire responses were collected anonymously, and no personal identifiers were included in the dataset.
[bookmark: _Hlk221624953]Disclaimer (Artificial intelligence)

Author(s) hereby declare that NO generative AI technologies such as Large Language Models (ChatGPT, COPILOT, etc.) and text-to-image generators have been used during the writing or editing of this manuscript. 
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