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Artikel Info ABSTRACT

Burnout is a state of occupational exhaustion frequently experienced by production
employees due to high physical and operational job demands. This study aims to determine
the relationship between leadership style and burnout among employees in the production
department of the textile industry. This research employs a quantitative approach with
correlational method, involving 214 respondents obtained through purposive sampling
techniques. The instruments used are the leadership style Path Goal Theory and the
Copenghagen Burnout Inventory (CBI), with data analysis performed using the Spearman’s
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BunYnout' Rho correlation test. The results show that there is no significant relationship between
Leadership Style; leadership style an burnout (p= 0.075; p= 0.272 > 0.05). These findings indicate that the

burnout experienced by employees is more closely related to physical job demands and
working conditions rather than the leadership style of superiors. Consequently, in the
context of production work, the influence of leadership style on burnout tend to be limited.
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ABSTRAK
Burnout merupakan kondisi kelelahan kerja yang sering dialami karyawan produksi akibat tingginya  Kata Kunci:
tuntutan kerja fisik dan operasional. Penelitian ini bertujuan untuk mengetahui hubungan antara  Burnout;
gaya kepemimpinan dan burnout pada karyawan departemen produksi industri tekstil. Penelitian =~ Gaya Kepemimpinan;
ini menggunakan pendekatan kuantitatif dengan metode korelasional, dengan jumlah responden  Karyawan Produksi;
sebanyak 214 orang yang diperoleh melalui teknik purposive sampling. Instrumen yang digunakan  Industri tekstil;
adalan skala gaya kepemimpinan Path Goal Theory dan Copenghagen Burnout Invetory (CBI),
dengan analisis data menggunakan uji korelasi Spearman’s Rho. Hasil penelitian menunjukkan
bahwa tidak terdapat hubungan yang signifikan antara gaya kepemimpinan dan burnout (p= 0.075;
p= 0.272 > 0.05). Temuan ini menunjukkan bahwa burnout yang dialami karyawan lebih berkaitan
dengan tuntutan kerja fisik dan kondisi kerja dibandingkan dengan gaya kepemimpinan atasan.
Dengan demikian, dalam konteks produksi pengaruh gaya kepemimpinan terhadap burnout
cenderung terbatas.
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INTRODUCTION

Burnout has become a prevalent issue in
today’s professional world. This condition occurs when
job demands are persistent and exceed an individual’s
capacity to manage them, resulting in emotional,
physical, and mental exhaustion (WHO, 2019).
Furthermore, burnout contributes to a decline in
energy, motivation, and employee work effectiveness
(Schaufeli & Greenglass, 2001). Given its extensive
impact, understanding burnout is essential to
identifying how this condition manfests within the work
environment.

Kristensen et al. (2005) explain that burnout
affects not only an individual’s psychilogical state but
also diminshes work effectiveess, engagement, and job
satisfaction. Generally, burnout emerges when job
demands are persistent and exceed an individual’s
capacity to manage them. Under such conditions,
employees may feel overwhelmed by heavy workloads,
costrained by time, and suffer from prolonged
exhaustion, which increases the risk of occuptional
errors (Christy & Sholihati, 2017). This situastion
demonstrates that poorly managed work pressure can
impair work quality, particularly in roles that require a
fast-paced rhythm.

Within an organizational context, burnout can
lead to a decline in work quality, an increase in errors,
and high risk of turnover. This phenomenon is reflected
in exit interview data from a manufacturing company,
which indicates that the majority of employees reigned
due to factors related to work pressure.

Table 1. Reasons for Resignation Among Production
Departement Employees (April-June 2025)

No. Reason for Leaving n %
1. Anxiety regarding the 2 5%
company’s condition

2. Work environment 10 16%
3. Compensation & Benefit (C&B) 17  28%
4. Health reasons 2 3%
5. Career path 6 10%
6. Issue with supervisor 1 18%
7. Workload overload 6 10%
8. Not specified 6 10%
Total 61 100%

The most dominant reason is compensation
and benefits (28%), followed by issue with supervisors
(18%), an uncomfortable work environment (16%), and
work overload, which emerges as a significant factor
(10%). These conditions undicate the presence of work
pressure that potentially triggers burnout, this is
particularly relevant in the production department,
which faces higher output demands and a faster work
pace compared to other departments.

The burnout phenomenon among production
employees aligns with various previous studies

indicating that working conditions play a pivotal role in
triggering occupational fatigue. High workloads, time
pressure, and unsupportivie work evironments are
known to increase the risk of burnout, particularly in
roles requiring high consistency and intensity
(Nadapdap et al., 2024: Afiansyah & Adi, 2024). These
findings suggest that when job demnds pe rsist without
being balanced by adequate capacity and resources,
employees become more vulnerable to both physical
and pyschological exhaustion.

In a dynamic industrial context, working
conditions that demand are often followed by
heightened workloads and rotational work schedules,
specifically night shifts that creatinig a grreater physical
and psychological burden on production employees.
Such conditions not only affect a worker’s capacity to
meet targets but also increase the risk of physical and
mental fatigue, which serves as a precursor to burnout
in manufacturing environments (Fhauzan & Ali, 2024;
Trimala et al., 2023; Ramadani et al., 2019; Busti et al.,
2023). The subsequent impact of burnout is also evident
in increased turnover intentions due to prolonged
exhaustion (Daffa et al, 2024). These findings
underscore that poorly managed working conditions
affect not only individual well-being but also have
broader implications for performance quality and
organizational sustainability.

Beyond working conditions, several studies
indicate that leadership style also influences employee
burnout levels, although the direction and strength of
this relationship remain somewhat inconsistent.
Dwiyanto & Sularso (2017) demonstrate that leadership
style significantly affects job burnout among contract
educators at the University of Jember, suggesting that
the way leaders direct and interact with their staff can
impact employees psychological burnout, whereas
democratic leadership tends to correlate with lower
burnout levels, this due to employee involvement in
decision-making processes and the provision of support
in task execution (Husaeni & Wiratno, 2020; Due et al.,
2020).

However, other studies presents divergent
results. Transformational leadership style is not always
capable of mitigating the negative impact of
quantitative job demands on the onset of burnout,
particularlllly in high-pressure work environment
(Marua et al., 2022; Kemala & Farlis, 2025). Futhermore,
some studies reveal that the influence of leadership
style on burnout is on direct, rather it is mediated by
contextual factors such as social support, organizational
climate, and perceptions of workplace fairness (Nisa &
Salim, 2025). These inconsistent findings suggest that
the relationship between leadership style and burnout
is hhighly dependent job characteristics and the
organzational environment, thereby necessitating
further investigation within work contexts that involve
high physical and operational demands, such as the
production department.
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While extensive research has examined the
predictors of burnout, existing literature remains
heavily concentrated within the public service,
healthcare, and education sectors. Consequently,
empirical insights into production workers particularly
within the textile industry remain sparse. Furthermore,
the correlation between leadership styles and burnout
has yielded inconsistent findings, suggesting that this
relationship may be moderated by distinct job
characteristics and organizational environments.

In this context, leadership style is defined as the
approach leaders employ to direct and support
employees in managing occupational demands (House,
1996). Drawing on Path-Goal Theory, leader behavior is
instrumental in helping subordinates navigate work-
related stress. Within production departments, the
interplay of stringent targets, shift work, and high
physical and mental strain exacerbates the risk oof
burnout if not properly mitigated by effective
leadership.  Consequently, investigating textile
production employees is essential not only to broaden
the existing literature but also to test consistency of
leadership’s influence amidst the rigid and demanding
dynamics of a manufacturing environment.

RESEARCH METHODS

Research Design

This study employs a quantitative approach, a
research method that emphasizes the collection and
analysis of numerical data to systematically examine
social phenomena. A quantitative approach allows
researchers to objectively measure research variables
and analyze the relationship between them using
statistical techniques (Dani et al., 2025).
Research Subjects

The population in thisstudy consists of all
employees in the production department of a textile
company, totaling approximately 469 individuals.
Sampling was conducted using a simple random
sampling technique, in which every member of the
population has en equal opportunity to be selected as
aresearch respondent (Firmansyah & Dede, 2022). This
technique was employed to provide an aqual chance for
all production department employees to participate as
research subjects. The sample size was determined
using the G*Power software version 3.1.9.7, with an
assumed effect size of 0.15, a significance level (a) of
0.05, and statistical power of 0.95. Based on these
calculations, a minimum requirment of 89 respondents
was obtained.

Research Instrument

Data collection was conducted using written
questionnaires distributed directly to respondents were
provided with explanations regarding the study’s
objectives and procedures and were required to sign an
informed consent form. The confidentiality and

anonymity of respondent data were gauranteed in
accordance with ethical research principles.

The research instrument consisted of two
measurement scales. The leadership style variable was
measured using a scale based on Path-Goal Theory
developed by House ( as cited in Husna et al., 2025). This
scale comprises 7 items covering 4 dimnesions of leader
behavior directive, supportive, participative, and
achievement-oriented. The leadership style scale
utilized a 5-point Likert scale, consisting of 5 response
alternative Strongly Agree (SS), Agree (S), Somewhat
Agree (KS), Disagree (TS), and Strongly Disagree (STS).
This scale yielded a Cronbach’s Alpha (a) value of 0.911,
indicating that the items possess high reliability.

The burnout variable was measured using the
Copenhagen Burnout Inventory (CBI), which has
undergone validity and reliability testing for the
Indonesian version using the Rasch Model by Angeline
etal. (2025). The CBI was originally introduced by. In this
studym the CBI was measured using a 5-ponit Likert
scale, with each question consisting of 5 response
options “5 = Always”, “4 = Often”, ““3 = Sometimes”’, 2
= Seldom”, and “1 = Never”. The scale includes 19 items
distributed across 3 domains or subcales personal
burnout, work-related burnout, and client-related
burnout. for the purposes of this study, the latter was
modified into coworker-related burnout to better suir
the conditions of production department employees.
This scale yielded a Cronbach’s Alpha (a) value of 0.917,
demonstrating excellent reliability.

Data Analysis Techniques

Data were analyzed using correlation tchniques
with the aid of Jamovi software. Prior to the analysis,
the data underwent classical assumption tests,
including normality and linearity tests, to ensure that
the prerequisites for regression analysis were met.

RESEARCH RESULTS

Table 2. Demographic Characteristic of Respondents

(N=214)
Characteristics Frequency (n) Percentage (%)

Age

18-30 92 43%

31-40 53 24,8%

41-50 55 25,7%

51-60 14 6,5%

Gender

Male 204 95,3%

Female 10 4,7%

Marital Status

Married 140 65,4%

Unmarried 74 34,6%

Work System

Shift 192 89,7%

Non-shift 22 10,3%
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Tenure

<1year 31 14,5%
1-5 years 33 15,4%
> 5 years 150 70,1

According to the data presented in Table 2, the
respondent profile is predominantly characterized by
the 18-30 age group (43%) , male gender (95,3%), and
married status (65.4%). Furthermore, the vast majority
of participants operate under a shift system (89.7%) and
possess over five years of tenure (70.1%). These findings
indicate that the sample is primarily composed of
productive age male workers with extensive
professional experience within shift-based work
environments.

Descriptive statistical analysis was conducted
to establish the categories for each research variable.
This categorizatiob utilizes a normal distribution
approach, based on the assumption that individual
scores serve as estimates for a normally ditributed
hypothetical population (Azwar, 2023). This approach is
employed to provide an overview of the respondents
scores within the context of a theoretical distribution.

Table 3. Descriptive Statistics

Table 5. Descriptive Categorization of Burnout

Interval Interval  Category f % M
Formula

X< (u-10) Y >53 High 41 19%

(u-10)<X 33<Y< Moderate 144 67% 42,8
< (W +10) 53

X> (U +10) Y<33 Low 29 14%

Based on Table 5, the categorization results
indicate that the majority of respondents experience a
moderate level of burnout (67%). Respondents with
high and low burnout levels account for 19% and 14% of
the total sample, respectively. The mean burnout score
dalls within the moderate category, sugessting that,
general, respondents experience work exhaustion at a
moderate level, however the segment of respondents
with high burnout levels warrants further attention.

Tabel 6. Normality Test

Test Statistics Sig.
Kolmogorov-Smirnov 0.0955 0.040
Shapiro-Wilk 0.9674 <.001

Variable N Min Max Mean SD
Leadership 214 17 35 29.9 3.91
Style

Burnout 214 21 74 41.0 10.5

Based on Table 3, descriptive stastistical
analysis shows that leadership style has a mean score of
29.9 with relatively homogeneous data variation (SD =
3.91). Meanwhile, burnout has a mean score of 41.0 with
a higher degree of variation (SD = 10.5), indicating that
the levels of work exhaustion vary considerably among
repondents.

Table 4. Descriptive Categorization of Leadership Style

Based on Tabel 6, a residual normality test was
conduted too evaluate the distribution of the residuals
in the regression model. The Shapiro-Wilk test results
showed a signifance value of p < .001, while the
Kolomogorov-Smirnov test yielded p = 0.040. Since both
p-values are below the significance threshold of o = 0.05,
it can be concluded that the assumption of residual
normality was not met.

To address this violation, a Robust Standard
Error procedure was applied in the inferential analysis.
This approach is crucial for mainting the validity of
hypothesis testing and ensuring accurate p-value
estimates, despite the non-normal distribution of the
residual data.

Table 7. Homogenity Test

Test Statistics df1 Sig.
Breusch- 1.35 1 0.245
Pagan

Interval Interval  Category f % M
Formula

X< (u-10) X>39 High 0 0%

(u-10)<Xs< 22<Xs< Moderate 203 95% 30,5
(u+10) 39

X> (U +10) X<22 Low 11 5%

Based on Table 4, the categorization results
show that repsondents perceptions of leadership style
are dominated by the moderate category (95%). Only a
small percentage of respondents rated the leadership
style in the low category (5%), and no respondents rated
in the high category. The mean score for leadership style
falls within the moderate range, indicating that the
leadership styles perceived by respondents tend to be
average and relatively uniform.

Based on Table 7, the assumption of
homogeneity of residual variance (Homoscedasticity)
was tested using the Breusch-Pagang Test. The test
yielded a significance value of p = 0.245. Since this p-
value exceeds the significance threshold of 0.05, it can
be concluded that the assumption of homoscedasticity
was met. This indicates that the error variance of the
nodel remains constant across all values of the predictor
variable.

Tabel 8. Correlation Test

Correlation
Total X — Total Y

Spearman’s p
0.053

Sig.
0.440

Based on Table 8, a Spearman’s Rho non-paramettric
correlation test was conducted to measure the strength
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and direction of the relationship. The results show a
correlation coefficient (p) of 0.053, indicating an
extremely weak correlation (approaching zero). The
significance test yielded a p-valueof 0.440, which is

correlation analysis for Coworker-related Burnout (Y3)
are detailed below:

Table 11. Partial Correlation Analyisis pf Coworker-
related Burnout (Y3)

greater than o0.05. Consequently, the results
demonstrate that there is no significant relationship Dimension Spearman’s p P
between Leadership Style and Burnout. Directive 0,085 0,218  Insignificant
Table 9. Partial Correlation Analysis of Personal Leadership
Burnout (Y1) (X1) - —
Supportive 0.147 0,032 Signficant
Dimension Spearman’s p P Leadership
Directive 0,005 0,938 Insignificant  (X2)
Leadership (X1) Participative 0,161 0,019 Signficant
Supportive 0.024 0,722 Insignificant  Leadership
Leadership (X3)
(X2) Achivement- 0,005 0,941 Insignificant
Participative 0,052 0,448 Insignificant  Oriented
Leadership Leadership
(X3) (X4)
gi?elr\:f;ent_ 0,017 0,803  Insignificant Table 11 reveals that among the four leadership
Leadership styles Directive Leadership (X1), Supportive Leadership
(xa) (X2), Participative Leadership (X3), and Achievement-

Table 9, demonstrates that dimensions within
variable X specifillay Directive Leadership (X1),
Supportive Leadership (X2), Participative Leadership
(X3), and Achievement-Oriented Leadership (X4) do not
exhibit a significant correlation with Persoal Burnout
(Y1). Furthermore, the results of the partial correlation
analysis regarding Work-relates Burnout (Y2) are
presented as follows:

Table 10. Partial Correlation Analysis of Work-related

Burnout (Y2)
Dimension  Spearman’s p P
Directive -0,030 0,664 Insignificant
Leadership
(x1)
Supportive 0,065 0,344 Insignificant
Leadership
(x2)
Participative 0,042 0,538 Insignificant
Leadership
(X3)
Achivement- -0,033 0,627 Insignificant
Oriented
Leadership
(X4)

Table 10 indicates that the dimensions of
variable Z comprising Directive Leadership (X1),
Supportive Leadership (X2), Participative Leadership
(X3), and Achievement-Oriented Leadership (X4) show
no significant correlation with Work-related Burnout
(Y2). This is evidenced by the significance values (p-
value) for each dimension, which exceed the 0.005
threshold. Subsquently, the results of the partial

Oriented Leadership (X4) certain dimensions exhibit a
significant relationship with Coworker-related Burnout
(Y3). Spesifically, Supportive Leadership shows a
correlation p = 0.147 with p = 0.032 (p < 0.05), while
Participative Leadership demonstrates p = 0.161 with p =
0.019 (p < 0.05).

Conversely, Directive Leadership (X1) and
Achivement-Oriented Leadership (X4) do not show a
significant correlation with Coworker-related Burnout,
as their significance values exceed the 0.05 threshold.

DISCUSSION

The results of the Spearman’s Rho correlation
test indicate that there is no significant relationship
between leadership style and burnout (p= 0.07s; p=
0.272 > 0.05), leading to the rejection of the research
hypothesis. This finding is consistent with the study by
Putri Masduki et al. (2021) which states that leadership
style does not correlate with burnout. These results
suggest that the burnout experienced by production
employees is not directly influenced by the leadership
style of their superiors.

The results showing no relationship between
leadership style and burnout may be influenced by the
demographic charachteristic of the respondents.
Descriptive  statistical ~ results  indicate  that
approximately 95% of respondents perceive their
superior’s leadership style to be in the moderate
category. This suggests that the low variation in the
independent variable may reduce that the model’s
ability to detect a significant relationship. This condition
could be influenced by several factors such as age,
gender, work systems, and length of service.
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This study is dominated by workerss aged 18 to
30 years (43%) who are in their productive years and
experience moderate levels od burnout (42.8%). At this
stage, individuals are still in the process of adjusting to
job demands, making them vulnerable to burnout
caused by work requirments, role ambiguity, and
environmental adaptation (Indiawati et al., 2022).
Furthermore, in a production environment, leadership
style is not always able to reduce structural work
demands. Consequently, burnout is more heavily
influenced by work pressure rather than leadership
factors (Nugroho & Lestari, 2022).

Furthermore, the respondents in this study are
predominantly male (95.3%). In the context of
production work, which is physical and operational in
nature, this condition shows a compatibility between
workforce characteristics and jojb demands. Research
indicates that men have a higher risk of experiencing
burnout compared to women (Aulia & Rita, 2021). This
situation may cause work pressure to be perceived
more as an inherent part of job requirements, meaning
it is not directly influenced by leadership factors.
Consequently, the influence of leadership style on
burnout becomes less dominant.

Working conditions in the production sector,
characterized by high output targets, repetitive physical
tasks, and shift work systems, serve as the primary
sources of occupational fatigue. In this study, the vast
majority of respondents work under a shift system
(89.7%; n=192), which is associated with increased work
fatigue (Trimala et al., 2023). This finding is supported by
research showing that job demands and target
pressures contribute to occupational exhaustion, even
more dominantly that relational factors (Darmasari,
2022; Munawaroh, 2020). This persistent fatigue tends
to develop into work related burnout (Kristensen et al.,
2005), illustrating the strong influence of operational
conditions on the emergence of burnout.

Length of service also plays a role in the
burnout conditions of employees. In this study, the
majority of respondents have been employed for more
than 5 years (70.1%). A long tenure is associated with an
increased risk of burnout du the continuous
accumulation of job demands. This finding is consistent
with Julia et al. (2025) who demonstrate that employees
with longer years of service are more vulnerable to
burnout. Such conditions indicate that burnout is more
influenced by job demands than by leadership factors,
thereby explaining why no significant relationship was
found between leadership style and burnout.

This finding is also reinforced by other studies
showing that high and sustained job demands have a
direct relationship with burnout and can predict
burnout in the long term (Romero-Carazas et al., 2024;
Lehtiniemi et al., 2023). This emphasizes that within a
production work environment, structural factors play a
more dominant role in influencing burnout.

However, the results of this study differ from
those of Ajami & Jayanegara (2024) in the healthcare
sector, which found a significant relationship between
leadership style and burnout. This difference suggests
that the influence of leadership is contextual. In
professions that emphasize interpersonal interaction,
leadership plays a more powerful role, whereas in the
production industry, which is dominated by physical and
operational demands, burnout is more heavily
influenced by working conditions.

CONCLUSION

This study concludes that leadership style does
not have a significant influence on burnout among
employees in the production department of the textile
industry. This finding indicates that the burnout
experienced by employees is more heavily dominated
by physical and structural job demands rather than
leadership style as a job resource. Within the framework
of the Job Demands Resources (JD-R) Model, this
confirms that the effectiveness of job resources,
including leadership, highly depends on the level and
characteristics of the job demands faced by employees.
In the context production work, characterized tend to
emerge as a consequence of structural pressure,
making the role of leadership relatively limited in
influencing burnout.

These findings suggest that burnout
prevention for production employees should prioritize
structural interventions, such as managing workloads,
setting realistic targets, and designing physical capacity
adaptive shift system. While leadership maintains the
organizational climate, improving it alone is insufficient
without managing structural job demands. Future
research should position job demands as the primary
predictor and explore mediating or moderating
variables. Additionally, analyzing specific dimensions
like work-related burnout could offer deeper insights
into exhaustion mechanisms within the manufacturing
sector.
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