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Abstract

Employee burnout poses a significant challenge in industrial workplaces, affecting both individual well-
being and organizational performance. This study examines the role of emotional intelligence in
mitigating burnout and improving the quality of life (QOL) among employees in the pharmaceutical, dairy,
and automotive manufacturing sectors. Using a descriptive quantitative design, data were collected from
317 employees via stratified sampling. Standardized instruments, including the Maslach Burnout
Inventory (MBI) and Emotional Quotient Inventory (EQ-i), were used to measure burnout and Emotional
Intelligence. Statistical analyses, including correlation, t-tests, and ANOVA, revealed a significant
negative correlation between Emotional Intelligence and burnout, suggesting that higher Emotional
Intelligence is associated with lower emotional exhaustion and depersonalization. Industry-wise
comparisons showed that pharmaceutical employees reported higher burnout levels than their dairy and
automotive counterparts. The findings emphasize the need for emotionally intelligent, focused
interventions to strengthen employee resilience, reduce burnout, and improve overall well-being in
manufacturing environments.

Introduction

Employee burnout has become increasingly prevalent, making it essential to adopt evidence-based self-
care practices in the workplace to enhance overall work environments. Research consistently indicates a
strong association between burnout and life satisfaction (Brand et al., 2010). Burnout was first identified
in the 1970s as a condition marked by gradual emotional exhaustion and declining motivation. Herbert
Freudenberger described it as “a state of mental and physical exhaustion resulting from one’s
professional life. In the 1980s, Maslach and Jackson further defined it as “a syndrome of emotional
exhaustion (Almeneessier & Azer, 2023; Freudenberger, 1986). Higher burnout levels are linked to
reduced life satisfaction, contributing to personal well-being challenges such as poor sleep quality,
emotional and physical exhaustion, and conflicts within the family. Although burnout can occur across
various professions, it is notably high among accounting professionals, where women tend to report
greater reductions in personal accomplishment, while men more frequently experience higher levels of
depersonalization (Mete, Unal, & Bilen, 2014; Gupta et al., 2022).

In recent years, employees have faced increasing pressure due to various factors (Ganster, 2005;
Hambrick, Finkelstein, & Mooney, 2005). The COVID-19 pandemic introduced significant changes to the
work environment, including remote work and increased technology use (Miiller & Kubatova, 2025;
Adekoya, Adisa, & Aiyenitaju, 2022), disrupting traditional managerial practices. Among global
competition, economic uncertainty, and demographic shifts, employees must quickly adapt to an
uncertain professional landscape (Budhwar, Malik, Silva, & Thevisuthan, 2022; Zhang, Yao, & Yiu, 2020).
These dynamics increase stress and burnout risk as employees strive to balance personal and
professional lives. Personal crises, such as family issues or health concerns, can further compound this
pressure (Mccarthy, Darcy, & Grady, 2010).
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Emotional intelligence plays an essential role in sustaining organizational effectiveness, influencing both
managerial performance and overall company outcomes. Performance becomes truly result-oriented
when decision-makers can regulate their emotions, maintain composure, and capitalize on emerging
opportunities (Istianingsih, Masnun, & Pratiwi, 2020). Moreover, when managers recognize that their
decisions are subject to monitoring and accountability, emotional intelligence serves as a valuable asset,
enabling them to navigate challenges constructively rather than becoming a liability (Alzoubi & Aziz,
2021). Emotional intelligence competency as “an ability to recognize, understand, and use emotional
information about oneself that leads to or causes effective or superior performance” (p. 757). Despite
variations in theoretical perspectives, El models share a common conceptual foundation. Broadly,
emotional intelligence refers to the capacity to perceive, understand, and manage emotions in oneself
and others, encompassing four primary dimensions: Self-Awareness, Self-Management, Social
Awareness, and Relationship Management. Although terminology and theoretical frameworks have
evolved, these core components remain consistent across El models (Boyatzis, 2009). Conceptualized
as both an ability and a competency, El involves recognizing, monitoring, and regulating emotions,
typically associated with positive outcomes. Importantly, emotional intelligence is considered a
developable skill at the individual level, similar to constructs such as self-efficacy, and is generally
viewed as inherently beneficial (Boyatzis, 2001). Consequently, understanding its moderating effects on
organizational and personal variables is of both theoretical significance and practical relevance (Shkoler
& Tziner, 2017; Sariraei, et al., 2024).

Theoretical Fundamentals of Burnout and Emotional Intelligence

The concept of burnout was first introduced by Freudenberger, who emphasized that burnout is not
merely a work-related phenomenon but can also occur in individuals outside organizational settings
when they face excessive demands on their personal resources. Such circumstances may lead to
feelings of failure, fatigue, and emotional exhaustion (Freudenberger, 1975). Freudenberger further
argued that the decline of a leader’s charisma is a key antecedent of burnout. When leaders begin to
doubt their ability to effectively manage their subordinates, it can result in disappointment or lowered
expectations among team members. In an attempt to regain their perceived competence, leaders may
impose excessive demands on their subordinates’ capabilities or resources, thereby contributing to
burnout and triggering various forms of physiological and psychological distress. Maslach and Jackson
later contended that elevated levels of job burnout often led employees to experience heightened
emotional exhaustion (Maslach & Jackson, 1981; Chen, Huang, & Chu, 2024). However, Emotional
Intelligence can be examined through the dual lenses of emotion and intelligence. Salovey and Mayer
describe emotions as organized responses involving physiological, cognitive, motivational, and
experiential components (Salovey & Mayer, 1990). Unlike moods, emotions are generally more intense
and of shorter duration. They serve as positive or negative reactions of an individual to internal or
external stimuli. Wechsler defines intelligence as the overall capacity of an individual to respond
effectively to environmental demands through purposeful thinking and rational decision-making
(Wechsler, 1958).
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Models of Emotional Intelligence

The concept of Emotional Intelligence (El) has been explained through different theoretical models,
among which Figure 1 shows that the Ability Model and the Mixed Model are most prominent. The Ability
Model, developed by Mayer and Salovey (1997), defines El as a set of cognitive skills related to
processing emotions. It progresses from basic to advanced abilities, beginning with recognizing and
expressing emotions, using emotions to guide thinking and problem-solving, understanding emotional
patterns, and ultimately regulating emotions to promote mental health and social functioning (Mayer &
Salovey, 1997; Serrat, 2017). This model emphasizes El as a measurable set of abilities that can
contribute to decision-making, communication, and well-being.

In contrast, the Mixed Models integrate emotional skills with personality traits. Bar-On (1997) proposed a
framework highlighting adaptability, stress management, interpersonal skills, and general mood as
crucial dimensions of El (Bar-On, 2004; Walter, Fitzsimmons, Kasler, & Routray, 2023). Adopting a more
practical lens, emphasized competencies such as self-awareness, self-management, social awareness,
and relationship management, directly linking EI to workplace success (Hafinaz, Hariharan, & Kumar,
2025; Freda, 2024; Goleman, 2001). Further, the Trait Model conceptualizes El as self-perceptions and
behavioral tendencies across dimensions like well-being, self-control, emotionality, and sociability
(Petrides & Furnham, 2001). In the figure 1 the relevance of the ability model is further reinforced by its
established connections with psychology and organizational behavior. The cognitive mechanisms
underlying El situate it within broader psychological theories of cognition and emotion. In organizational
behavior, the model informs multiple workplace processes (Mayer, Salovey, & Caruso, 2004). For
instance, the role in shaping leadership effectiveness and organizational culture. Similarly, scholars
argue that integrating El insights into workplace practice fosters positive interpersonal relationships,
collaboration, and enhanced performance outcomes (Cherniss, Extein, Golema, & Weissberg, 2010;
Ashkanasy & Kay, 2023).

Bibliometric Analysis: on Emotional Intelligence and Burnout in
Industrial Settings

This study employs a bibliometric approach to examine research on emotional intelligence and burnout
in industrial contexts. Data were retrieved from the Scopus database, yielding 6,115 publications, and
analyzed using VOSviewer to generate network visualizations of co-authorship and keyword co-
occurrence. These visualizations help identify influential researchers, collaborative structures, and
dominant thematic trends. Co-authorship analysis reveals linkages among authors, institutions, and
countries, though these do not always imply direct collaboration. Co-word analysis, by examining
keywords, titles, and abstracts, captures thematic structures more deeply than metadata alone, though
semantic ambiguity remains a challenge. Citation analysis measures scholarly influence through citation

Page 4/24



frequency, highlighting seminal works while limiting recognition of recent publications with lower citation
counts (Zupic & Cater, 2014). However, bibliographic coupling identifies relationships between
documents, authors, and journals based on shared references. Unlike citation-based methods, it enables
early mapping of emerging research fronts without requiring accumulated citations. However, its scope
is bound to a specific timeframe, and the lack of citation-based impact measures can hinder the
assessment of relative significance (Buyikkidik, 2022). Collectively, these methods provide a systematic
understanding of intellectual structures and evolving research directions.

Figure 2 presents the results of a VOSviewer keyword co-occurrence analysis, highlighting four primary
clusters that map the intellectual structure of the field. The red cluster emphasizes emotional
intelligence (EIl), leadership, work engagement, and turnover intention, reflecting extensive research on
how El and leadership enhance employee engagement, job satisfaction, and resilience while reducing
turnover (Co6té, 2014; Miao, Humphrey, & Qian, 2017). The green cluster focuses on burnout, job stress,
mental health, mindfulness, and resilience, particularly in the context of COVID-19. This indicates
growing attention to employee well-being and coping strategies during crises, with mindfulness and
resilience emerging as protective factors against psychological distress (Restubog, Ocampo, & Wang,
2020; Salari et al., 2020). The blue cluster encompasses conceptual terms such as human and
psychology, signifying the theoretical foundations of workplace behavior studies. The yellow cluster
highlights survey-based and cross-sectional methodological approaches, pointing to the need for
longitudinal and experimental designs (Podsakoff, MacKenzie, & Podsakoff, 2012). However, the
analysis shows strong links among El, burnout, leadership, and stress, while underexplored areas like
gender differences, Al applications, and long-term COVID-19 effects remain open for future research.

The author keyword analysis in Figure 3 highlights a research landscape dominated by emotional
intelligence (El) and burnout, with clear links to well-being, resilience, mindfulness, and occupational
stress. Consistent with prior studies, El emerges as a protective factor, buffering employees against
negative experiences and enhancing psychological capital (Dogru, 2022; Miao, Humphrey, & Qian, 2016).
Burnout, in contrast, is associated with emotional labor, workplace stress, and vulnerable occupational
groups, reflecting its detrimental impact on performance and mental health (Maslach & Leiter, 2016).
The red and orange clusters indicate work engagement’s positive role while simultaneously highlighting
risks from workplace bullying, emphasizing the need for supportive organizational climates (Bakker &
Demerouti, 2016). Especially, despite using “industry” in the search, there is limited attention to industry-
specific contexts, suggesting a gap for future research. Overall, the analysis underscores the
multidimensional interplay of individual, interpersonal, and organizational factors in shaping employee
well-being and mitigating burnout.

Figure 4 shows that the analysis of international co-authorship networks underscores the growing
globalization of research collaboration, where scientific knowledge production is increasingly shaped by
cross-border partnerships. Previous studies confirm that the United States and China dominate global
research networks, forming central hubs of collaboration that drive knowledge dissemination (Wagner,
Whetsell, & Leydesdorff, 2017). European countries, particularly the United Kingdom, Germany, and
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Spain, also exhibit dense co-authorship ties, reflecting the historical strength of intra-European
collaboration (Glanzel & Schubert, 2006). Emerging economies such as India play a bridging role, often
connecting with regional partners like Malaysia and Pakistan, while gradually expanding their
collaborations with Western nations. However, African nations such as Nigeria and Ghana remain
underrepresented in global networks, indicating disparities in research capacity and visibility
(Sooryamoorthy, 2017). Strengthening intercontinental collaborations, particularly involving India, could
help address pressing global challenges such as emotional intelligence and burnout, which require
culturally diverse perspectives.

The bibliographic coupling network figure 5 highlights global collaboration patterns and disciplinary
clusters within emotional intelligence (El) and burnout research. Strong ties between the United States
and China are reflected in frequent publications in journals such as Journal of Business Research and
Management Decision, emphasizing strategy and management domains (Zupic & Cater, 2014). European
countries, including the United Kingdom, Germany, and the Netherlands, form another cluster, publishing
widely in the International Journal of Human Resource Management and Personnel Review, with a focus
on organizational psychology (Donthu, Kumar, Mukherjee, Pandey, & Lim, 2021). Smaller but emerging
collaborations, such as those between India, Malaysia, and Saudi Arabia, increasingly publish in the Asia
Pacific Journal of Management. African contributions remain under-represented, likely due to limited
access to high-ranking journals (Aria & Cuccurullo, 2017). Total, the analysis reveals thematic and
regional research divides, underscoring the need for greater inclusivity and industry-specific inquiry.

Research Design and Methods

This study employs a quantitative research approach, involving the systematic collection and statistical
analysis of numerical data to identify patterns, relationships, and trends within a defined population.
Quantitative research offers an objective framework to examine the variables under study namely,
emotional intelligence, employee burnout, and quality of life- and allows the researcher to assess the
strength and nature of the interrelationships among them. To guide this inquiry, a descriptive research
design was adopted. This design facilitates the detailed description and examination of the current
perceptions of employees across selected industries, specifically focusing on how emotional
intelligence may act as a protective factor against employee burnout while also promoting quality of life
in the workplace. The target population for this study consisted of 1,800 employees across three
manufacturing industries: pharmaceutical, dairy, and automotive sectors. A sample of 317 respondents
was drawn using the Krejcie and Morgan Table for determining sample size. To ensure proportional
representation across industries, a stratified random sampling technique was used. The entire
population was divided into strata based on industry type, and within each stratum, participants were
randomly selected using random number tables. This sampling strategy helped to enhance the
representativeness and validity of the study findings by minimizing sampling bias and ensuring adequate
coverage of all industry sectors involved.
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To gather reliable and comprehensive data, the researcher employed three standardized instruments.
Employee burnout was measured using the Maslach Burnout Inventory (MBI), developed by Maslach and
Jackson in 1981, which includes 14 items rated on a 6-point scale. Emotional Intelligence was assessed
using the Schutte Self-Report Emotional Intelligence Test (SSEIT), comprising 33 items rated on a 5-point
Likert scale. For evaluating Quality of Life (QOL), the researcher used the WHOQOL-BREF, developed by
the World Health Organization. From the original 26 questions in the WHOQOL-BREF, 7 items were
omitted based on guidelines provided in the scoring manual. All three tools were consolidated into a
single structured interview schedule, which also included demographic questions to allow for deeper
analysis. Data were collected face-to-face using this structured interview schedule during the
researcher’s block placement period. This method enabled greater interaction and clarity during data
collection while maintaining uniformity across responses.

The study included participants based on the following inclusion criteria: they had to be currently
employed in one of the target industries, be 18 years or older, and must have at least one year of
experience in their present role. Participants also had to be willing to participate and provide informed
consent. The exclusion criteria ruled out individuals on extended leave (e.g., medical or maternity leave),
those who declined to consent, and those with less than one year of tenure in their current role. The
study’s independent variable is Emotional Intelligence (El), measured through dimensions like self-
awareness, emotional regulation, and empathy. The dependent variables are Employee Burnout,
measured through indicators such as emotional exhaustion and depersonalization, and Quality of Life
(QOL), assessed through factors related to physical, psychological, and social well-being.

Results and Discussions

Table 1 Demographic Details of the Employees
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Demographic Aspect  Categories  Number of Percentage  ¥?2 df p-value

Employees
Age 24-33 86 27.1 15.16 2 0.0005
34-46 138 43.5
47-60 93 29.3
Work Experience 1-8 107 33.8 77.08 2 <0.0001
8-23 169 53.3
23-38 41 12.9
Employment Type Permanent 288 90.9 21092 1 <0.0001
Temporary 29 9.1
Gender Male 267 84.2 148.56 1 <0.0001
Female 50 15.8
Marital Status Married 285 89.9 45743 2 <0.0001
Unmarried 23 7.3
Others 9 2.8
Number of 1 14 4.4 368.74 4  <0.0001
Dependents
2 103 32.5
3 179 56.5
4 4 1.3
5 17 5.4

Source: Authors’ survey, 2024

Table 1 presents the demographic profile of employees, highlighting age, work experience, employment
type, gender, marital status, and number of dependents. The results reveal that the workforce is
predominantly mid-career, with the largest age cohort falling between 34-46 years (43.5%), followed by
24-33 years (27.1%) and 47-60 years (29.3%). The chi-square test (x2 = 15.16, p = 0.0005) indicates
significant variation in age distribution across the sample. In terms of work experience, more than half of
the respondents (53.3%) have 8—23 years of experience, reflecting a mature and stable workforce. Those
with 1-8 years of experience constitute 33.8%, whereas only 12.9% have the longest tenure of 23-38
years. The difference in distribution is statistically significant (x2 = 77.08, p < 0.0001). Employment type
further underscores stability, with 90.9% in permanent positions compared to only 9.1% in temporary
roles, a highly significant difference (x = 210.92, p < 0.0001). Gender distribution shows that males
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dominate the workforce (84.2%) relative to females (15.8%), and the imbalance is statistically significant
(x2 = 148.56, p < 0.0001).

Marital status data suggest that most employees are married (89.9%), while unmarried individuals (7.3%)
and others (2.8%) form smaller segments. The chi-square test confirms strong significance (x? = 457.43,
p < 0.0001). With regard to family responsibilities, the majority have three dependents (56.5%), followed
by two dependents (32.5%). A smaller proportion reports either one dependent (4.4%), four dependents
(1.3%), or five dependents (5.4%). The differences are statistically significant (x2 = 368.74, p < 0.0001).
the demographic data depict a predominantly male, married, mid-career, and permanently employed
workforce with moderate family responsibilities. The significant chi-square results across categories
reflect that the distributions are not uniform but skewed toward particular demographic groups, which is
crucial for understanding workforce composition and related organizational dynamics.

Table 2 Correlation of Emotional Intelligence, Employee Burnout and Quality of Life

Variables N Range Mean SD Cronbach’s El EB QoL
alpha (a)

Emotional 250 65— 112.52 22.642 0.87 1

Intelligence 160

Employee 250 20-55 34.09 7.103 0.81 -255% 1

Burnout

Quality of Life 250 150- 262.67 52.571 0.90 AS51%* - 237* 1
350

**_Correlation is significant at the 0.01 level (one-tailed)
Source: Authors’ survey, 2024

Table 2 presents the correlation between Emotional Intelligence (El), Employee Burnout (EB), and Quality
of Life (QOL). The reliability of the scales is strong, with Cronbach’s alpha values ranging from 0.81 to
0.90. The mean El score (112.52) suggests that participants generally possess above-average emotional
intelligence, though some variation is evident. Similarly, burnout levels (M = 34.09) are moderate, while
QOL (M = 262.67) reflects a reasonably positive life evaluation among respondents. The correlation
analysis reveals three key findings. First, El is significantly and negatively correlated with burnout (r =
-0.255, p < 0.01), indicating that individuals with higher emotional intelligence experience lower levels of
burnout. This suggests that the ability to perceive, regulate, and utilize emotions effectively may serve as
a protective factor against stress and emotional exhaustion. Second, El is positively and strongly
correlated with QOL (r = 0.451, p < 0.01). This highlights that emotionally intelligent individuals are more
likely to enjoy greater well-being, possibly due to stronger coping skills, healthier interpersonal
relationships, and enhanced adaptability. Third, burnout is negatively associated with QOL (r =-0.237, p <
0.01), suggesting that higher burnout diminishes overall life satisfaction and functioning. Overall, the
findings underscore the pivotal role of emotional intelligence in enhancing quality of life while mitigating
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burnout. Interventions aimed at strengthening El could therefore be an effective strategy for improving
both employee well-being and organizational outcomes.

Table 3 Gender wise and type of employment with Emotional Intelligence, Employee Burnout and Quality
of Life

Variable Categories N Mean SD Mean t df Sig. Cohen'’s
Diff. (2- d
tailed)

Emotional Male 160 1.84 0.611 -0.14 -1.492 315 0.137 0.19
Intelligence

Female 157 1.98 0.515
Employee Male 160 1.71 0.539 -0.15 -1.898 315 0.049* 0.24
Burnout

Female 157 1.86 0.405
Quality of Male 160 1.76 0.453 -0.02 -0.277 315 0.782 0.03
Life

Female 157 1.78 0.507
Emotional Permanent 200 1.88 0.595 0.12 0.998 315 0.319 0.12
Intelligence

Temporary 117 1.76 0.636

Employee Permanent 200 1.72 0.530 -0.18 -1.788 315 0.045* 0.26
Burnout

Temporary 117 1.90 0.409

anlityof Permanent 200 1.78 0.456 0.16 1.754 315 0.080 0.21
Life

Temporary 117 1.62 0.494

Note: *p < 0.05 (statistically significant).
Source: Authors’ survey, 2024

Table 3 presents a gender-wise and employment-type comparison of Emotional Intelligence, Employee

Burnout, and Quality of Life. For gender, the results indicate that females (M = 1.98, SD = 0.515) reported
slightly higher levels of emotional intelligence compared to males (M = 1.84, SD = 0.611). However, this

difference was not statistically significant (t =-1.492, p = 0.137), suggesting no meaningful gender gap in
emotional intelligence. Regarding employee burnout, females (M = 1.86, SD = 0.405) scored significantly
higher than males (M = 1.71, SD = 0.539), with the difference being statistically significant (t =-1.898, p =
0.049, Cohen’s d = 0.24). This finding highlights that female employees experienced greater burnout than
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their male counterparts, though the effect size was small. In terms of quality of life, both males (M =
1.76) and females (M = 1.78) reported nearly identical scores, with no significant difference (p = 0.782).

For employment type, employees in permanent positions reported higher emotional intelligence (M =
1.88) than temporary employees (M = 1.76), though this difference was not significant (p = 0.319). With
respect to employee burnout, temporary employees (M = 1.90, SD = 0.409) experienced significantly
higher burnout than permanent employees (M = 1.72, SD = 0.530;t =-1.788, p = 0.045, Cohen’'s d = 0.26).
This suggests that job insecurity may be a stressor contributing to burnout. For quality of life, permanent
employees (M = 1.78) scored higher than temporary employees (M = 1.62). Although this difference was
not statistically significant (p = 0.080), the effect size (Cohen’s d = 0.21) indicates a small practical
difference, favoring permanent employees. The findings suggest that gender differences are evident
primarily in burnout, with females reporting higher levels, while employment type differences are most
pronounced in burnout, with temporary employees at greater risk. Emotional intelligence and quality of
life showed no significant differences across groups.

Table 4 Emotional Intelligence with Employee Burnout and Quality of Life and its Domains
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Variables

Employee Burnout

Quality of Life

Physical QOL

Psychological QOL

Social Relations

QoL

Environmental QOL

Exhaustion

Depersonalization

El Level

Low

Moderate
High

Low

Moderate
High

Low

Moderate
High

Low

Moderate
High

Low

Moderate
High

Low

Moderate
High

Low

Moderate
High

Low

Moderate

N

81

198
38
81

198
38
81

198
38
81

198
38
81

198
38
81

198
38
81

198
38
81

198

Mean

1.91

1.66
1.74
1.38

1.91
1.82
1.58

2.09
1.74
1.51

2.03
1.84
1.44

2.08
1.92
1.62

2.05
1.97
2.28

1.72
1.71
2.07

1.57

SD

453

.536
.503
489

.366
.393
.756

.651
.644
744

.675
754
612

.656
.632
.784

722
716
454

612
.515
.380

954
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7.236

49.193

17.436

16.027

28.254

9.778

30.079

27.861

Sig.

.001

.000

.000

.000

.000

.000

.000

.000

rl2

.05

21

A1

10

16

.07

18

a7

Post Hoc
(Tukey HSD)
Summary

Low > Moderate,
High

Moderate > High
> Low

Moderate > High
> Low

Moderate > High
> Low

Moderate > High
> Low

Moderate, High
> Low

Low > Moderate,
High

Low > Moderate,
High



High 38 1.68 .925

Personal Low 81 1.46 571 22201 .000 .13 High, Moderate
Achievement > Low

Moderate 198 1.90 494
High 38 1.92 .539

Source: Authors’ survey, 2024

Note: *p < 0.05 (statistically significant).
: Effect size (n?): Indicates strength of relationship (small =.01, medium = .06, large = .14).
: Post Hoc (Tukey HSD) summary: Shows which groups differ significantly.

The analysis of Table 4 provides important insights into the relationship between emotional intelligence
(El), employee burnout, and quality of life (QOL) among employees. The one-way ANOVA results indicate
a statistically significant difference in emotional intelligence across employees experiencing different
levels of burnout (F = 7.236, p = 0.001, n2 = 0.05). Specifically, employees with low burnout reported the
highest emotional intelligence scores (Mean = 1.91), while those with moderate and high burnout scored
lower. This suggests that higher emotional intelligence may help employees manage stress more
effectively, reducing their susceptibility to burnout. Similarly, emotional intelligence varied significantly
across levels of overall quality of life (F = 49.193, p < 0.001, n2 = 0.21). Employees with moderate QOL
exhibited the highest El scores (Mean = 1.91), followed by those with high and low QOL. This indicates
that individuals with higher emotional intelligence may perceive and maintain a better quality of life,
highlighting the interplay between El and life satisfaction.

Further analysis across QOL domains revealed significant differences in emotional intelligence. In the
physical domain, employees with moderate physical QOL reported higher ElI (Mean = 2.09) compared to
low and high QOL groups (F = 17.436, p < 0.001, n? = 0.11). Similarly, in the psychological domain,
moderate QOL employees demonstrated the highest El (Mean = 2.03, F = 16.027, p < 0.001, n2 = 0.10).
For the social relations domain, El was highest among employees with moderate social QOL (Mean =
2.08, F = 28.254, p < 0.001, n2 = 0.16), suggesting that strong social connections enhance emotional
intelligence. The environmental domain also showed significant differences (F = 9.778, p < 0.001,n2 =
0.07), with both moderate and high QOL employees exhibiting higher El than those with low QOL. Overall,
these results confirm that emotional intelligence is closely linked to multiple aspects of life quality,
particularly physical, psychological, social, and environmental well-being. The relationship between
emotional intelligence and employee burnout was further examined across burnout dimensions. In the
exhaustion domain, employees with low exhaustion had the highest El (Mean = 2.28, F = 30.079, p <
0.001, n? = 0.18), indicating that emotionally intelligent employees experience less fatigue. Similarly, in
the depersonalization domain, low depersonalization corresponded to higher El (Mean = 2.07, F =
27.861, p < 0.001, n2 = 0.17), suggesting better coping with work-related stress and interpersonal
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detachment. Finally, the personal achievement domain revealed that employees with moderate and high
personal achievement had significantly higher El (Means = 1.90 and 1.92, respectively, F = 22.201, p <
0.001, n? = 0.13), highlighting that emotional intelligence contributes positively to feelings of
competence and accomplishment.

Table 5 Number of Dependents with Emotional Intelligence, Employee Burnout, and Quality of Life

Variables No. of N Mean SD F Sig. n? Interpretation

Dependents (Effect

Size)

Emotional 1 14 1.71 426 2326 .052 0.02 Marginal
Intelligence effect

2 103 1.89 .554

3 179 1.87 497

4 4 1.50 577

5 17 1.82 .562
Employee 1 14 1.79 469 0.674 .610 0.00 No effect
Burnout

2 103 1.71 .609

3 179 1.72 .600

4 4 2.50 .577

5 17 1.76 .636
Quality of 1 14 1.57 514 1.498 203 0.01 Weak effect
Life

2 103 1.76 A74

3 179 1.80 442

4 4 1.75 .500

5 17 1.59 .507

Source: Authors’ survey, 2024

Table 5 presents the relationship between the number of dependents and three key variables: emotional
intelligence, employee burnout, and quality of life. The analysis indicates that the number of dependents
has a marginal effect on emotional intelligence (F = 2.326, p = 0.052, n? = 0.02). The mean scores of
emotional intelligences range from 1.50 for individuals with four dependents to 1.89 for those with two
dependents, suggesting a slight inverse relationship. This implies that as the number of dependents
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increases, individuals may experience a small reduction in emotional intelligence, potentially influencing
interpersonal interactions and decision-making abilities.

In contrast, the number of dependents does not significantly affect employee burnout (F = 0.674, p =
0.610, n? = 0.00), indicating no observable effect. Similarly, quality of life shows only a weak, non-
significant relationship with the number of dependents (F = 1.498, p = 0.203, n2 = 0.01). These findings
suggest that factors beyond the number of dependents—such as job satisfaction, work-life balance,
social support, and coping mechanisms—may have a more pronounced impact on employee burnout
and overall quality of life. While emotional intelligence may be slightly sensitive to the number of
dependents, burnout and quality of life appear largely independent of family size in this sample.

Conclusion

This study provides comprehensive insights into the interplay between emotional intelligence (EI),
employee burnout, and quality of life (QOL) within manufacturing industries. The findings consistently
demonstrate that higher emotional intelligence is associated with lower levels of burnout and enhanced
well-being, confirming its role as a protective factor in occupational settings. Employees with greater El
exhibited reduced emotional exhaustion and depersonalization, alongside higher perceptions of personal
achievement, suggesting that the ability to recognize, regulate, and utilize emotions effectively
strengthens resilience against workplace stressors. Similarly, emotional intelligence positively correlated
with multiple domains of quality of life, including physical, psychological, social, and environmental well-
being, indicating its broader impact on overall life satisfaction.

The study further revealed gender and employment-type differences, with female and temporary
employees experiencing higher burnout levels, highlighting the influence of occupational and social
contexts on stress vulnerability. Demographic factors such as age, work experience, and family
responsibilities, while statistically significant in distribution, showed limited direct impact on burnout and
QOL, suggesting that emotional intelligence and organizational factors may play more decisive roles in
shaping employee experiences. Bibliometric analyses reinforced these findings by illustrating global
research trends, collaborative networks, and thematic clusters, emphasizing the centrality of El and
burnout research while identifying underexplored areas such as industry-specific contexts and long-term
effects of recent global crises like COVID-19. The evidence underscores the importance of integrating
emotional intelligence development into organizational strategies to mitigate burnout and promote
employee well-being. Interventions such as El training, mindfulness programs, and supportive work
environments can enhance resilience, improve engagement, and strengthen overall life satisfaction.
Future research should adopt longitudinal designs, explore diverse industrial settings, and examine
emerging factors, including artificial intelligence integration and gender-sensitive approaches, to further
understand and address the multidimensional challenges of employee burnout and well-being.
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