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ABSTRACT: This study examines the effects of emotional intelligence and leadership
style on job burnout and work engagement among HIV Care, Support, and Treatment
(PDP) service providers in Kendari City, Indonesia, and tests the mediating role of job
burnout. A quantitative cross-sectional design was employed. The population consisted
of 57 HIV PDP service providers, all of whom participated through a census approach.
Data were collected using a structured questionnaire and analyzed with Partial Least
Squares Structural Equation Modeling (PLS-SEM). Emotional intelligence significantly
reduced job burnout (3 = —0.362, p = 0.003) and significantly increased work
engagement (8 = 0.232, p = 0.042). Leadership style did not significantly affect job
burnout (8 = —0.046, p = 0.796), but it positively affected work engagement (§ = 0.291,
p = 0.015). Job burnout negatively affected work engagement (3 = —0.366, p < 0.001).
The indirect effect of emotional intelligence on work engagement through job burnout
was significant (3 = 0.133, p = 0.040), indicating partial mediation. The model explained
14.6% of the variance in job burnout and 42.5% of the variance in work engagement.
These findings highlight emotional intelligence as an important personal resource and
effective leadership as an organizational resource for sustaining engagement among HIV

care providers working under emotionally demanding conditions.

1. INTRODUCTION

Human resource management in health services must simultaneously protect employee well-being and sustain high-quality
service delivery. This challenge is particularly salient in HIV Care, Support, and Treatment (PDP) services, where providers
perform clinical, counseling, psychosocial, administrative, and follow-up responsibilities while interacting continuously with
patients who require long-term care. Strategic human resource management emphasizes that human capabilities are central
organizational resources (Wright & Snell, 1998), while the resource-based view argues that valuable and difficult-to-imitate
human resources can underpin organizational effectiveness (Barney, 1991). In healthcare settings, therefore, maintaining the

psychological resources of frontline personnel is not peripheral to performance; it is integral to service continuity.

The work context of HIV service providers is emotionally demanding. Beyond antiretroviral treatment, PDP personnel
provide adherence counseling, psychosocial support, patient tracing, reporting, and coordination across programs. In Kendari
City, services are provided across hospitals and primary healthcare centers, while the growing complexity of HIV treatment
and prevention increases the breadth of tasks handled by personnel. The dissertation underlying this article reports 1,797
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cumulative people living with HIV recorded in Kendari, with 75% actively receiving antiretroviral therapy and 51% achieving
viral suppression, alongside continuing identification of new cases. These conditions increase the need for sustained, engaged,
and psychologically resilient health workers.

Work engagement represents a positive work-related state characterized by vigor, dedication, and absorption (Schaufeli et al.,
2002; Schaufeli et al., 20006). In nursing and healthcare, engagement is associated with the investment of cognitive, emotional,
and physical energy in professional roles (Bargagliotti, 2012). Engaged employees are more likely to remain energetic,
dedicated, and attentive even under demanding conditions. However, persistent job demands can deplete personal resources
and generate burnout, thereby undermining engagement (Maslach et al., 2001; Schaufeli et al., 1996). A recent systematic
review and meta-analysis also confirms the close inverse relationship between burnout and work engagement among nursing
staff (Vargas-Benitez et al., 2023).

Job burnout is commonly conceptualized as a chronic response to prolonged work stress, involving exhaustion, cynicism or
depersonalization, and reduced professional efficacy (Maslach et al.,, 2001; Schaufeli et al., 1996). Healthcare workers are
particularly vulnerable because their work combines high responsibility, emotional labor, time pressure, and frequent
interpersonal contact. Research among health professionals and students has repeatedly linked burnout to adverse
psychological and work outcomes (Taylor et al., 2024; Shariatpanahi et al., 2022). The conservation of resources perspective
further suggests that individuals experience strain when valued psychological resources are threatened or depleted (Wright &
Hobfoll, 2004).

Emotional intelligence may serve as a personal resource that enables employees to recognize, understand, use, and regulate
emotion. Salovey and Mayer (1990) introduced emotional intelligence as the capacity to process emotional information, while
Wong and Law (2002) operationalized the construct through self-emotional appraisal, others’ emotional appraisal, use of
emotion, and regulation of emotion. In emotionally intensive occupations, these abilities can support adaptive coping,
interpersonal effectiveness, and psychological regulation. Empirical evidence shows that emotional intelligence is negatively
associated with burnout (Silbaugh et al., 2023; Taylor et al., 2024; Alshammari et al., 2025) and positively related to work
engagement (Su et al., 2022; Yuan et al.,, 2025; Salcedo et al., 2025; Abadi & Hakim, 2025).

Leadership is another organizational resource with the potential to shape employee energy and involvement. Leadership style
determines how supervisors influence, support, direct, and motivate followers. Evidence across sectors indicates that
transformational and supportive forms of leadership can foster employee engagement (Thanh & Quang, 2022), while
systematic reviews in nursing show that nurse-manager leadership styles are meaningfully associated with work engagement
(Alluhaybi et al., 2023). Leadership has also been studied as an antecedent of burnout, although effects vary across contexts
and leadership forms (Wei et al., 2020; Roshida & Martiana, 2023). This inconsistency makes it important to test leadership
effects in specialized HIV services.

Social Exchange Theory provides a complementary explanation for the leadership—engagement relationship. Social
relationships develop through reciprocal exchanges of valued resources (Homans, 1958; Blau, 1964), and the norm of
reciprocity suggests that favorable treatment tends to be reciprocated with positive attitudes and behavior (Gouldner, 1960).
When employees perceive supportt, respect, direction, and fairness from leaders, they may respond with stronger dedication
and engagement. Conversely, insufficient support under demanding conditions may accelerate resource loss and psychological

fatigue.

Although emotional intelligence, leadership, burnout, and engagement have been examined separately, fewer studies integrate
these variables in a single model among HIV PDP service providers. Existing research has largely focused on nurses, teachers,
students, or general employees, leaving a contextual gap in multidisciplinary HIV services. The present study addresses this
gap by examining whether emotional intelligence and leadership style predict burnout and work engagement, and whether
burnout transmits the effect of emotional intelligence to engagement. This integrated model contributes to human resource
management research by linking personal emotional resources, leadership processes, occupational strain, and positive work

functioning in a high-demand public health context.

104
Natural Resources for Human Health (NRFHH)

https://nrfhh.com



Natural Resources for
Human Health %

eISSN: 2583-1194

2. MATERIALS AND METHODS
2.1 Study Design and Setting

This study used a quantitative, explanatory, cross-sectional design. The research was conducted among personnel providing
HIV Care, Support, and Treatment (PDP) services in Kendari City, Southeast Sulawesi, Indonesia. The study focused on the

relationships among emotional intelligence, leadership style, job burnout, and work engagement.
2.2 Population and Sample

The population comprised 57 HIV PDP service providers. Because the population was limited and fully accessible, a census
technique was applied and all 57 personnel were included as respondents. Most respondents were 3140 years old (52.63%),
held a bachelor’s degree (56.14%), had 6—10 years of service (31.58%), worked eight hours per day (64.91%), and were
martied (85.96%).

2.3 Measures

Emotional intelligence was measured through four dimensions: self-emotional appraisal, others’ emotional appraisal, use of
emotion, and regulation of emotion, consistent with Wong and Law (2002). Leadership style was represented by five
leadership dimensions used in the dissertation instrument. Job burnout was measured through three dimensions reflecting the
burnout construct, while work engagement was measured through vigor, dedication, and absorption, consistent with Schaufeli

et al. (2002, 20006). Responses were obtained through a structured Likert-type questionnaire.
2.4 Data Analysis

Data were analyzed using Partial Least Squares Structural Equation Modeling (PLS-SEM). The measurement model was
evaluated through indicator loadings, average variance extracted (AVE), discriminant validity, and composite reliability. The
structural model was assessed using R?, predictive relevance (QQ?), path coefficients, and p-values. Statistical significance was

evaluated at o = 0.05. Mediation was determined by comparing the significance of direct and indirect effects.
3. RESULTS AND DISCUSSION
3.1 Measurement Model

All construct-level indicators showed acceptable outer loadings, ranging from 0.703 to 0.925. AVE values were above 0.50 for
emotional intelligence (0.647), leadership style (0.556), job burnout (0.591), and work engagement (0.600). Composite
reliability values ranged from 0.812 to 0.879, exceeding the conventional 0.70 threshold. These results indicate adequate

convergent validity and internal consistency.

Construct AVE Composite reliability Interpretation

Emotional intelligence 0.647 0.879 Valid and reliable
Leadership style 0.556 0.862 Valid and reliable
Job burnout 0.591 0.812 Valid and reliable
Work engagement 0.600 0.818 Valid and reliable

Table 1. Measurement model quality criteria.
3.2 Structural Model and Hypothesis Testing

The structural model explained 14.6% of the variance in job burnout (R* = 0.146) and 42.5% of the variance in work
engagement (R?* = 0.425). The model’s Q? value was 0.509, indicating predictive relevance. Five of the six proposed
relationships were statistically significant.

Hypothesis | Relationship B p-value | Decision Meaning

H1 Emotional intelligence — Job burnout —0.362 | 0.003 Supported Negative

105
Natural Resources for Human Health (NRFHH)

https://nrfhh.com




Natural Resources for
Human Health %

eISSN: 2583-1194

significant
Positi
H2 Emotional intelligence — Work engagement 0.232 0.042 Supported ,OSI_ Ve
significant
] Not .
H3 Leadership style — Job burnout —0.046 | 0.796 Not significant
supported
Positi
H4 Leadership style — Work engagement 0.291 0.015 Supported ,OSI_ Ve
significant
Negative
H5 Job burnout — Work engagement —0.366 | <0.001 | Supported .o
significant
Emotional intelli b b k
H6 motional intelligence = Job burnout = Work | 1337|1045 | Supported | Partial mediation
engagement

Table 2. Structural model and hypothesis testing.
3.3 Emotional Intelligence and Job Burnout

The negative effect of emotional intelligence on job burnout (8 = —0.362, p = 0.003) indicates that providers who are better
able to appraise and regulate emotions experience lower occupational exhaustion. This finding is theoretically consistent with
the view of emotional intelligence as a personal coping resource (Salovey & Mayer, 1990; Wong & Law, 2002). In a service
environment involving stigma, long-term patient relationships, adherence problems, and emotionally sensitive
communication, emotional regulation can reduce the accumulation of psychological strain. The result is consistent with
evidence from medical students, school leaders, healthcare trainees, and hospital nurses showing an inverse relationship
between emotional intelligence and burnout (Shariatpanahi et al., 2022; Silbaugh et al., 2023; Taylor et al., 2024; Alshammari
et al,, 2025). It also aligns with conservation of resources theory, because emotional competencies help protect individuals

from resource depletion under persistent demands (Wright & Hobfoll, 2004).
3.4 Emotional Intelligence and Work Engagement

Emotional intelligence positively affected work engagement (3 = 0.232, p = 0.042). Personnel who understand their own
emotions, recognize others’ emotions, use emotion constructively, and regulate affect are better positioned to sustain energy
and dedication. This result supports recent studies reporting positive associations between emotional intelligence and
engagement across educational, organizational, and healthcare-related contexts (Su et al., 2022; Yuan et al., 2025; Salcedo et
al., 2025; Abadi & Hakim, 2025; Abaker et al., 2025). The finding is especially relevant to HIV care, where empathy and
emotional self-management are required simultaneously. Emotional intelligence may therefore function not only as a buffer

against strain but also as an activating resource that supports positive involvement in work.
3.5 Leadership Style, Job Burnout, and Work Engagement

Leadership style did not significantly predict job burnout (8 = —0.046, p = 0.796). This result suggests that burnout among
HIV PDP personnel may be driven more strongly by direct job demands, emotional exposure, workload, and personal coping
resources than by leadership behavior alone. Prior reviews show that leadership can influence nurse burnout, but the strength
and direction of the relationship vary across leadership forms and work environments (Wei et al., 2020; Roshida & Martiana,
2023). In a small specialized service network, employees may also experience similar workload pressures regardless of the
leadership behaviors perceived in their immediate unit.

By contrast, leadership style positively affected work engagement (8 = 0.291, p = 0.015). This supports Social Exchange
Theory: supportive and effective leadership provides socioemotional resources that employees can reciprocate through
greater dedication and involvement (Blau, 1964; Gouldner, 1960). The result is consistent with evidence that leadership styles
are associated with engagement among nurses and public-sector employees (Alluhaybi et al., 2023; Thanh & Quang, 2022).
Thus, leadership may have a more immediate role in mobilizing enthusiasm and commitment than in directly eliminating

accumulated burnout.
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3.6 Job Burnout and Work Engagement

Job burnout had a significant negative effect on work engagement (8 = —0.366, p < 0.001). As exhaustion and detachment
increase, the energy available for vigor, dedication, and absorption decreases. This pattern is consistent with the conceptual
opposition between burnout and engagement (Schaufeli et al., 2002) and with evidence from nursing that high burnout is
systematically associated with reduced engagement (Vargas-Benitez et al., 2023). The finding also supports the practical
importance of workload management, recovery opportunities, peer support, and psychological resources in sustaining HIV

service quality.
3.7 Mediating Role of Job Burnout

The indirect effect of emotional intelligence on work engagement through job burnout was positive and significant (8 =
0.133, p = 0.040). Because the direct emotional intelligence—engagement path remained significant (8 = 0.232, p = 0.042),
burnout functioned as a partial mediator. Emotional intelligence therefore appears to strengthen engagement through two
mechanisms: directly, by supporting constructive emotional functioning, and indirectly, by reducing burnout. This finding
closely corresponds with Alshammari et al. (2025), who modeled burnout as a mediator between emotional intelligence and
work engagement among hospital nurses. For HIV PDP services, the result implies that emotional intelligence development
should be paired with organizational measures aimed at preventing chronic exhaustion.

3.8 Theoretical and Managerial Implications

Theoretically, the findings integrate personal resources, leadership resources, burnout, and engagement within a specialized
health-service context. Emotional intelligence emerges as both a protective and motivational resource, while leadership
primarily strengthens engagement. The partial mediation result clarifies that positive work engagement cannot be explained
only by the absence of burnout; employees also require resources that actively generate energy and dedication. Managerially,
HIV service organizations should incorporate emotional intelligence development into training, strengthen supportive and
adaptive supervisory practices, monitor signs of chronic exhaustion, distribute workloads more equitably, and provide
structured recovery and psychosocial support. These interventions are particularly important for personnel responsible for

clinical care, counseling, adherence support, tracing, and program reporting.
4. CONCLUSION

This study demonstrates that emotional intelligence is an important determinant of both lower job burnout and higher work
engagement among HIV PDP service providers in Kendari City. Leadership style significantly increases work engagement but
does not directly reduce burnout. Job burnout significantly decreases work engagement and partially mediates the influence of
emotional intelligence on engagement. The findings indicate that sustaining engagement in emotionally demanding HIV
services requires simultaneous investment in individual emotional capabilities and organizational leadership, accompanied by
explicit burnout-prevention strategies. The relatively modest R* for burnout also suggests that future studies should
incorporate workload, staffing adequacy, organizational support, job demands-resources, psychological capital, and recovery

experiences, preferably using larger multi-site and longitudinal samples.
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