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Background: The main effects of leader-member relationship and the quality of supervisor-subordinate relation-
ship are emphasized as main variables that help improve nurses’ job satisfaction and reduce exhaustion. The aim 
of this study is to examine the effects of the emotional intelligence, self-efficacy, and psychological empowerment 
on psychological exhaustion and job satisfaction of nurses using moderation-mediation effects of leader-member 
exchange (LMX).
Methods: A cross-sectional design was carried out in three public-sector hospitals in north west of Iran during 2016. 
A total of 138 self-administered questionnaires were used for analysis. The main hypotheses of this study were an-
alyzed through applying mediation-moderation analysis using PROCESS model.
Results: The results revealed that LMX acted as a mediator between emotional intelligence and job satisfaction 
through converting its negative effect into positive one. The indirect effect of emotional intelligence on emotional 
exhaustion through leader-member exchange was strongly negative especially at higher levels of leader-member 
exchange. 
Conclusions: High quality relationships between nurses and their superiors could improve their job outcomes. The 
negative relationship between emotional intelligence and emotional exhausting was more significant when lead-
er-member exchange was taken into account. High emotional intelligence in nurses has negative effect on job satis-
faction but by mediating role of LMX the effect changed to positive. LMX partially mediated the effect of emotional in-
telligence on job satisfaction, except when self-efficacy values were quite large. Psychological empowerment did not 
significantly moderate the relationship between emotional intelligence, leader-member exchange, and job outcome.
Implications for nursing managers: It is recommended to analyze the quality of leader-member exchange in the 
hospitals before using them for measurement of nurses’ satisfaction and their jobs’ outcomes. Managers should also 
concentrate more on leader-member exchange and try to improve its quality. Future studies are needed to investi-
gate the effects of leader-member exchange quality in longer follow-up periods.
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1	 Introduction

It is shown that emotional intelligence has various ef-
fects on job outcomes such as job satisfaction (Wen, 
Huang, & Hou, 2019). However, based on the idea be-

hind the leader-member exchange (LMX), it seems that 
the impact of emotional intelligence on the consequenc-
es of jobs in different occupational groups can change 
under the influence of some other variables such as the 
supervisors-subordinates relationship and their obtaining 
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empowerment. Therefore, increasing the managerial and 
psychological empowerments can improve the quality of 
the relationship between the nurses or subordinates and 
their supervisors and hence improve their job satisfaction 
(Laschinger, Purdy, & Almost, 2007). The effectiveness of 
these factors with respect to the culture and perceptions 
of empowerment in different areas is different in various 
studies (Al-Maaitah, 2019; Yip, 2004) reveal us its lack of 
theoretical base. Despite this attention, relatively few pre-
vious studies have examined the relationship and mecha-
nism of leader-member exchange among these variables 
Thus, the main aim of the present study is to assess the 
mediating role of leader member exchange on the relation-
ship between emotional intelligence and job outcomes in-
cluding job satisfaction and job exhaustion through evalu-
ating mediation and moderation effects of self-efficacy and 
psychological empowerment of nurses.

2	 Theory and Hypotheses

2.1	Leader–member exchange 
mediates emotional intelligence, 
job satisfaction, and emotional 
exhaustion

In nursing literature review, Evans and Allen (2002) con-
firmed the nurses’ ability to manage and understand their 
own emotions and those of their patients is an asset in pro-
viding the best possible care, but the potential value of emo-
tional intelligence is an issue that still needs to be searched 
especially in relationships and work performances. Voiten-
ko (2020) explored the relationship between burnout and 
emotional intelligence (EI). Emotional exhaustion as the 
first phase of burnout carries great importance, because it 
may increase the turnover rates among the employees and 
may lead to reduced quality of care. Also, the high levels 
of emotional exhaustion have direct effect on the work out-
comes such as job satisfaction (White & Grayson, 2019); 
therefore, it seems reasonable to assume that there exists 
a negative correlation between emotional intelligence and 
emotional exhaustion. In addition to emotional intelli-
gence and work outcomes, there is another concept which 
deserves attention such as leader member exchange. Such 
leadership practices effect on employees’ work behavior, 
burnout and empowerment (Manojlovich, 2005) and rela-
tionship between high quality of leader-member exchange 
and higher performance (Rezapour & Sattari Ardabili, 
2017).  Consistently, we argue that some extent emotional 
intelligence protective against nurses’ work outcomes can 
be in relation with quality of relationship between leaders, 
nurses, and mediating role of the nurses’ psychological 
empowerment; therefore, the first hypothesis is formed. 

H01:  Leader–member exchange mediates the relation-
ship between emotional intelligence, job satisfaction, and 
emotional exhaustion. 

2.2	Moderating Effects of Self-Efficacy 
on Job Outcomes 

Self-efficacy is an individual’s belief in his or her ca-
pacities or abilities to muster the cognitive, motivational, 
and behavioral resources required to perform in a given 
situation (Bandura, 1997). It means that self-efficacy refers 
to the situation-specific nature of competence belief. It’s 
closely related to the relevant variables affecting on the 
performance of nurses and healthcare centers such as job 
satisfaction and emotional exhaustion. A sense of self-ef-
ficacy had a significant impact on the level of stress and 
the ways of dealing with difficult situations among nurses 
(Chegini, Janati, Asghari-Jafarabadi, & Khosravizadeh, 
2019; Liu & Aungsuroch, 2019) and can help to decrease 
job stress and less exhaustion (Voitenko, 2020). Further-
more, low self- efficacy and high self-efficacy were strong-
ly correlated to the job stress and job satisfaction, respec-
tively (Manojlovich, 2005; Skaalvik & Skaalvik, 2010). 
Researchers found that people with a high level self-effi-
cacy have more confidence in their abilities and therefore 
like to set up challenging and specific goals which com-
mitted to them (Sue-Chan & Ong, 2002) and more likely to 
be succeed more in challenging tasks (Luthans, Youssef, & 
Avolio, 2007). The leaders’ enthusiasm may arouse emo-
tions in their staff through encouraging them to increase 
their levels of self-efficacy (Ashkanasy & Dasborough, 
2003). This process depends on employees’ emotions and 
leaders relationships with individual employees. On the 
other hand, there is a relationship among communication 
competence, self-efficacy, and job satisfaction (Arfara, 
Tsivos, Samanta, & Kyriazopoulos, 2017; Park, Jeoung, 
Lee, & Sok, 2015). Therefore, it is expected that people 
who possess high levels of self-efficacy have effective 
communication skills. Self-efficacy not only can build a 
better relationship between leader-subordinate, but also it 
can improve through better relationships with superiors or 
managers. Self-employment not only has a direct relation-
ship with the job consequences, but also has a significant 
effect of on the interaction between leader and subordi-
nates and career implications. Therefore, the second hy-
pothesis is formulated. 

H02:  Degree of self-efficacy moderates the positive in-
teractive effect of emotional intelligence and leader-mem-
ber exchange on job satisfaction and emotional exhaustion.
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2.3	 Indirect Effects of Emotional 
Intelligence on Psychological 
Empowerment and Employee Work 
Outcomes

The recent body of theoretical and empirical research de-
velops linking psychological empowerment to the positive 
employees’ work outcomes such as job satisfaction, organ-
izational commitment, and job performance (Permarupan, 
Al Mamun, Samy, Saufi, & Hayat, 2020). As the employ-
ees perceive that their work is meaningful and has a sig-
nificant impact on their skills or competencies which gives 
them autonomy to make decisions on how to do their work 
or determine for themselves, they become more able to ex-
press their values and true interests through their work ex-
periences (Seibert, Wang, & Courtright, 2011). This may 
lead to the higher levels of job satisfaction and greater 
organizational commitment which provide them such job 
opportunities. Herzberg, Mausner, and Snyderman (2011) 
proposed that employees who are more intrinsically moti-
vated than other employees will derive a greater sense of 
satisfaction from the value of their work and apt to demon-
strate a greater effort for successful execution of job duties. 
Seibert et al. (2011) stated that meta-analysis found that 
psychological empowerment was related positively to job 
satisfaction, organizational commitment, and job perfor-
mance. By considering this combination, the second hy-
pothesis which predicts that psychological empowerment 
mediates the interactive effect of LMX (Aggarwal, Chand,  
Jhamb, & Mittal, 2020) and degree of emotional intelli-
gence on job satisfaction, organizational commitment, and 

job performance, will positively significant and we have 
referred to it as a first stage of moderation model in which 
the path from the independent variable like leader-member 
exchange to the mediator variable such as psychological 
empowerment is moderated while this path from the me-
diator to the dependent variable is not moderated. In terms 
of the relationship between leader-member exchange and 
employees’ work outcomes or attitudes, it should lead to 
a conditional indirect effect where the indirect effect of 
leader-member exchange on employees’ work outcomes 
through psychological empowerment is dependent upon 
the communication degree which they have. Furthermore, 
communication degree strengthens the positive relation-
ship between leader-member exchange and psychologi-
cal empowerment. The higher degree of communication 
can predict a strong positive inverse relationship between 
leader-member exchange and employees’ work outcomes 
through psychological empowerment. Therefore, the third 
hypothesis was formed as follow:

H03: Psychological empowerment mediates the inter-
active effect of emotional intelligence and leader-member 
exchange on job satisfaction and emotional exhaustion.

Figure 1 reflects the development of theoretical 
framework of study in which the degree of self-efficacy 
moderates the relationship that leader-member exchange 
mediates between emotional intelligence and nurses’ job 
satisfaction and emotional exhaustion. On the other side, 
psychological empowerment also mediates the relation-
ship between leader-member exchange and job outcomes. 

Figure 1: The theoretical framework of study
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3	 Method

3.1	   Sample and Procedure

The participants of the study were selected from nurses 
in three public-sector hospitals in North West of Iran via 
applying convenience sampling method and random sam-
pling used in each cluster. Only one hundred thirty-eight 
questionnaires were replied out of 260 ones (response rate 
= 53.1%) and 23 of them were excluded due to incom-
plete data. All participants were asked to indicate their age, 
gender (1 = male, 2 = female); and the level of education 
(ranging from 1 = high school degree to 5 = postgraduate 
university degree). The average age of nurses was 33.5 
years old (SD = 4.6). Seventy-nine percent of the respond-
ents were female.

3.2	Measures

3.2.1		Emotional Intelligence

Wong and Law Emotional Intelligence Scale (Wong & 
Law, 2002) as a self-report scale was used to measure the 
respondents’ emotional intelligence. It consists of four di-
mensions which are consistent with Mayer and Salovey’s 
definition of emotional intelligence. These dimensions are 
self-emotional appraisal (SEA), others’ emotional apprais-
al (OEA), regulation of emotion (ROE), and use of emo-
tion (UOE). This questionnaire consists of 16 items with a 
5 point Likert- scale. 

3.2.2	Leader–Member Exchange 

To measure the quality of leader-member exchange, Lid-
en, Wayne, and Stilwell (1993) adaptation of (Scandura 
& Graen, 1984) were used. Items were scored on a sev-
en-point rating scale ranging from 1 (strongly disagree) to 
7 (strongly agree). It rates the quality of nurses’ relation-
ships with their supervisors. Employee-rated leader-mem-
ber exchange was used because our theorizing specifically 
has focused more on employees’ perceptions of the quality 
of supervisor-subordinate relationship or high quality of 
leader-member exchange. A sample items was “My su-
pervisor understands my problems and needs” and “My 
supervisor would use his or her influence to help me solve 
problems in my work”. The estimated Coefficient alpha 
was 0.87.

3.2.3	Psychological Empowerment

Psychological empowerment was assessed using Spre-
itzer’s (1995) 12-item scale. It used three items for each 

of the four dimensions of psychological empowerment, 
namely meaning, competence, autonomy, and impact. The 
items such as my job activities are personally meaningful 
to me, and my impact on what happens in my work team is 
large refer to these dimensions, respectively. Reliability of 
questionnaire was reported by using Cronbach’s alpha as 
0.91. Consistent with those found in previous studies and 
theories such as Chen and Klimoski (2003) and Zhang and 
Bartol (2010) which conceptualized and measured psycho-
logical empowerment as an overall motivational construct 
through conducting Confirmatory Factor Analysis (CFA). 
The results comprised of four sub-dimensions, the fit in-
dices for 4 first-order factors and 1 second-order factor 
demonstrated goodness of fit (χ2= 163.02, p < 0.00, Non-
normed Fit Index (NFI) = 0.80, Comparative Fit Index 
(CFI) = 0.84, The Root Mean Square Error of Approxima-
tion (RMSEA) = 0.14). In this study, the four dimensions 
were averaged into a single psychological empowerment 
scale. 

3.2.4	Self-Efficacy

Perceived self-efficacy was measured by means of gener-
al self-efficacy scale (Schwarzer & Jerusalem, 1995). The 
measure taps beliefs in one’s capability to handle difficult 
tasks in a variety of other domains. It consists of 10 items 
that are rated on a 4-point scale with the anchors not at all 
true and exactly true. An example item is “I can handle 
whatever comes my way.” Higher scores on this measure 
indicate higher levels of general self-efficacy. Longitudi-
nal studies have reflected variable stability coefficients 
which ranging from 0.47 to 0.75 (Scholz, Doña, Sud, & 
Schwarzer, 2002). 

3.2.5	Emotional Exhaustion

Professional burnout is a gradual psychological process 
which is produced due to occupational stress and it is com-
posed of high levels of employees’ emotional exhaustion, 
high depersonalization, and low personal accomplishment 
levels (Halbesleben & Buckley, 2004). The most widely 
used research instrument is Maslach Burnout Inventory 
– General Survey (MBI-GS) which was used to measure 
burnout among non-human service workers (Schaufeli & 
Taris, 2005). The emotional exhaustion subscale of the 
MBI-GS was used to measure emotional exhaustion. Its 5 
items were rated on a 7-point Likert scale ranging from 0 
(never) to 6 (every day).

3.2.6	Job Satisfaction

Job satisfaction was measured through five-point Likert 
scale based on the Quality of Employment Survey. This in-
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strument contains five general measures applicable to any 
profession including criminal justice jobs (Holt & Blevins, 
2011). High scores represented higher levels of job sat-
isfaction and low scores represented low job satisfaction.

3.3	Analyses

3.3.1	Analytic Approach

For data assessment, AMOS 20 and SPSS 20 statistical 
programs were used. Before hypothesis testing, PROCESS 
was used as computational tool for path analysis (Hayes, 
2013). Furthermore, the evaluation of measurement model 
was done through confirmatory factor analysis (CFA) to 
consider the analytical distinctiveness of each construct 
through anticipating the item load on their respective con-
structs. In order to assess the research model fit, several 
goodness-of-fit indices as suggested in Structural Equation 
Modeling (SEM) were applied (Kline, 2015) such as Chi-
square statistics divided by degrees of freedom (χ2/df) that 
recommended to be less than 3, Relative Fit Index (RFI), 
Normed Fit Index (NFI), Comparative Fit Index (CFI), 
Tucker-Lewis Coefficient (TLI); RFI, NFI, CFI and TLI 
greater than 0.90 is also recommended. Root Mean Square 
Error of Approximation (RMSEA) as another index is bet-

ter to be up to 0.05 and acceptable up to 0.08. Harman’s 
single factor test (Podsakoff, MacKenzie, Lee, & Podsak-
off, 2003) was used to identify the common method var-
iance of factors because the dependent and independent 
variables were reported by the same source or individual. 

Entering the values of dependent and independent 
variables in one factor analysis with principal factor axis 
factoring and varimax rotation, six factors emerged with 
Eigen values greater than 1. The outcomes exposed to the 
highest variance of 29.07 per cent. The results indicated 
that Common Method Variance (CMV) did not impact on 
the findings of the study. 

In order to avoid errors in data entry, the data was en-
tered twice and comparison was made between two sep-
arate data entries (Barchard & Christensen, 2007). SPSS 
was used to do missing data imputation and analysis over 
some of the study variables using the recommended expec-
tation-maximization (EM) algorithm (Schafer & Graham, 
2002). On average, there were 1.52 percent missing values 
in the study variables (SD = 1.75; Range = 0-6.4 percent). 
Little (1988) proposed a chi-square test which indicated 
that these values were missing completely at random (χ2/
df = 6.03, p = 0.00). His research showed that the imputa-
tion of missing data using the EM algorithm was appropri-
ate. Table 1 presents the summary of descriptive statistics 
for the variables and their correlations.

3.3.2	Discriminant Validity of Constructs

At first, confirmatory factor analysis (CFA) was con-
ducted on variables such as leader-member exchange, psy-
chological empowerment, job satisfaction, job exhaustion, 
self-efficacy, and emotional intelligence for establishing 
their Discriminant Validity. This was important because all 
of these variables were from the same source. For the pur-
pose of the study, two models were selected and then com-
pared. First, a one-factor model was used where the load 

M SD 1 2 3 4 5 6

Gender 1.79 0.40 --

Leader Member 3.20 0.69 0.06 --

Emotional Exhausting 2.62 0.88 -0.21* -0.31** --

Job satisfaction 2.32 0.66 -0.05  0.45** -0.54** --

Self-efficacy 2.87 0.55 -0.05 0.37** -0.17 0.17 --

Psychological Empower-
ment

3.61 0.80 0.04 0.43** -0.20* 0.17 0.68* --

Emotional Intelligence 2.62 0.88 0.03      0.27 -0.21 0.03    0.63 0.72*

* Correlation is significant at the 0.05 level
**Correlation is significant at the 0.01 level

Table 1: The Summary of Descriptive Statistics & Correlations

of all items on one factor for four above mentioned scales 
was assumed (χ2= 1911.71, p < 0.00, NNFI = 0.46, CFI 
= 0.56, RMSEA= 0.12).  Second, a six-factor model with 
leader-member exchange, job exhaustion, job satisfaction, 
self-efficacy, emotional intelligence, and psychological 
empowerment loaded on separate factors (χ2 = 1884.00, p 
< 0.00, NNFI = 0.67, CFI = 0.67, RMSEA = 0.09).

The first model demonstrated poor fit of the model 
to the data while the second model showed better fit in-
dices to the data in which psychological empowerment 
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Constructs Items F a c t o r 
Loadings

Self-Efficacy

NFI =  0.70 
IFI =  0.77  
TLI =  0.62 
CFI = 0.75 
RMSEA = 0 .13  
Chi- Square = 112.48 
Cronbach = 0.84

I can always manage to solve difficult problems if I try hard enough. 0.53
If someone opposes me, I can find the means and ways to get what I want. 	  n.a
It is easy for me to stick to my aims and accomplish my goals. 0.58
I am confident that I could deal efficiently with unexpected events. 0.58
Thanks to my resourcefulness, I know how to handle unforeseen situations. 0.64
I can solve most problems if I invest the necessary effort. 0.61
I can remain calm when facing difficulties because I can rely on my coping abilities. 0.58
When I am confronted with a problem, I can usually find several solutions. 0.53
If I am in trouble, I can usually think of a solution. 0.62
I can usually handle whatever comes my way. 0.59

Psychological Em-
powerment

NFI= 0.80IFI = 0.85      
TLI = 0.76 
CFI = 0.84 
RMSEA =  0.14 
Chi- Square = 163.02 
Cronbach = 0.91

Competence 0.96

Self determination 0.97

Meaning 0.85

 Impact 0.89

Job Satisfaction 

NFI= 0.96 
FI= 0.98 
TLI= 0.96 
CFI=0.98 
RMSEA= 0 .09 
Chi-Square=9.61 
p=0.08

Cronbach=0.86

All in all, how you how satisfied are you with your job? 0.69

Knowing what you know now, if you had to decide all over again whether to take 
the job you now have, what would you decide 0.84

In general, how well would you say your job measures up to the sort of job you 
wanted when you took it? 0.85

If a good friend of yours told you he (or she) was interested in working in a job like 
yours for your employer, what would you tell him (or her)? 0.75

If you were free to go into any of job you wanted, what would your choice be? n.a

Leader-Member 
Exchange

NFI = 0.88 
IFI= 0.92 
TLI = 0.84 
CFI = 0.92	
RMSEA = 0.13 
Chi -Square=  41.37         
Cronbach = 0.87

Do you know where you stand with your leader … n.a
How well does  your leader understand your job problems and needs n.a
How well does your leader recognize your potential 0.74
What are the chances your leader would use his/her power to help you solve prob-
lems in your work 0.78

Regardless  of the amount of formal authority your employee has, what are the 
chances that he/she would ‘bail you out’ at his/her expense 0.80

I Have enough confidence in my leader that I would defend and justify his or her 
decision if he or she were not present to do so. 0.74

How would you characterize your working relationship with your leader 0.71

Table 2: Overall Reliability of the Constructs & Factor Loadings of Indicators

and self-efficacy were modeled as second order factors. 
After the purification processes, all the standardized factor 
loadings exceeded 0.05 (p < 0.01) suggest the evidence 
of convergent validity. Discriminant validity was checked 
by comparing the proportion of average variance extracted 
(AVE) for each construct to the square of the correlation 

coefficients. Table 2 demonstrates the overall reliability of 
the constructs and factor loadings of the indicators. The 
proportion of variance extracted in each construct exceed-
ed the respective squared correlation coefficients as an ev-
idence of discriminant validity. Table 3 demonstrates the 
result of test for discriminant validity. 
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Table 2: Overall Reliability of the Constructs & Factor Loadings of Indicators (continues)

Job Exhaustion

NFI= 0.93              
IFI=0.95 
TLI= 0.85 
CFI=0.95 
RMSEA=  0.13 
Chi -Square=  15.14        
Cronbach= 0.83

I feel burned out from my work 0.74

I feel emotionally drained from my work. 0.87
 I feel fatigued when I get up in the morning and have to face another day on the job. 0.87

Working with people all day is really a strain for me 0.69

 I feel frustrated by my job 0.93

Emotional Intelli-
gence 

NFI = 0.83 
IFI = 0.91 
TLI= 0.87 
CFI= 0.90 
RMSEA= 0.09 
Chi- Square= 196.97      
Cronbach= 0.91

Self-emotion appraisal (SEA) 0.81

Others’ emotion appraisal (OEA) 0.84

Use of emotion (UOE) 0.56

Regulation of emotion (ROE) 0.86

Table 3: Discriminant Validity

CR AVE MSV ASV
Empower-

ment

Job 
Satisfac-

tion
Exhaus-

tion
Leader_
Member

Self_Effi-
cacy Emotional

Empowerment 0.94 0.59 0.47 0.40 0.77

Job Satisfaction 0.99 0.97 0.85 0.40 0.59 0.98

Exhaustion 0.96 0.86 0.85 0.38 -0.58 -0.92 0.93

Leader-Member 0.95 0.82 0.79 0.41 0.69 0.89 -0.83 0.90

Self -Efficacy 0.81 0.52 0.38 0.16 0.61 0.12 -0.14
0.23 0.72

Emotional 0.90 0.52 0.46 0.17 0.67 0.03 -0.09 0.18 0.59 0.72

4	 Results 

4.1	Hypotheses Testing

Table 4 demonstrates the results for the first and second 
hypotheses. These hypotheses predicted the conditional 
indirect effects of emotional intelligence through lead-
er-member exchange on emotional exhaustion and job sat-
isfaction. The mediating effects were examined by proce-
dures discussed in Hayes (2013) and using the PROCESS 
Macro (Model 4). The relationship between emotional 
intelligence and job outcomes including exhaustion and 
job satisfaction were tested at different leader-member ex-
change levels in this study. Outputs along with 95 percent 
bias-corrected bootstrap confidence intervals based on 

5000 bootstrap samples are shown in Table 2. The direct 
effect of emotional intelligence on emotional exhaustion 
was significantly negative (B = -0.206, t = -2.00, 95% CI 
[-0.41,-0.00], p = 0.04). The standardized indirect effect 
of emotional intelligence on emotional exhaustion through 
leader-member exchange was significant (B = -0.10, SE = 
0.05, 95% CI = [-0.23, -0.02], t = -2.07, p = 0.00). After 
including leader-member exchange as a mediator of the 
relationship, emotional intelligence still had a significant 
direct effect on emotional exhaustion (B = -0.20, t = -2.00) 
and this path reduces the magnitude of this effect. Table 
4 shows that the indirect effect of emotional intelligence 
on job exhaustion through leader-member exchange is 
consistently negative. It decreased as the values of lead-
er-member exchange relationship increased. Approximate 
95 percent biased-corrected bootstrap confidence intervals 
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Table 4: LMX Mediating Effects of EI on Job Satisfaction & Emotional Exhaustion

Emotional Exhaustion      Job Satisfaction

B SE t B SE t

Constant 3.63 0.72 5.02**** 1.72 0.35 4.80****

Gender (Control Variable) 0.48 0.20 2.31** -0.11 0.10 -1.09

Emotional Intelligence -0.20 0.10 -2.00** -0.05 0.06 -0.75*

Leader-Member Exchange -0.05 0.02 -2.59*** 0.04 0.00 5.10****

Emotional Intelligence

*Leader-Member Exchange
-0.10 0.05 -1.77**

0.08 0.03 2.29**

                                                    R2 = 0.17***          f(3,10) = 6.82 R2 = 0.16***   f(3,10)=9.15
*P < 0.10, **P < 0.05, ***P < 0.01, ****P < 0.001

for the conditional indirect effect is less than zero for val-
ues of leader-member exchange. Hence, leader-member 
exchange completely mediates emotional intelligence in-
fluence on job exhaustion (B = -0.08, 95% CI = [-0.17,-
0.02], SE =0.03). Moreover, there were significant positive 
relationship between leader-member exchange with both 
occupational outcomes including job exhaustion and job 
satisfaction were significant (B = 0.47, SE = 0.07, t = 6.29, 
p = 0.00) while there was an inverse relationship between 
leader-member exchange and burnout (B = -0.360, SE = 
0.14, t = -2.56, p = 0.05).

In second phase of the first hypothesis, the impact of 
emotional intelligence on job satisfaction was investigat-
ed as a first step to demonstrate the existence of an in-
direct effect of emotional intelligence on job satisfaction 

via leader-member exchange as a mediator (B = -0.05, p = 
0.45, 95% CI(-0.18, 0.08)). The results revealed that there 
was not a significant relationship between emotional intel-
ligence and job satisfaction. Therefore, leader-member ex-
change could not consider as a mediator between emotion-
al intelligence and job satisfaction, but it can be entered as 
a single block into the model. There was a significant in-
teraction between job satisfaction and single block and this 
interaction was shown in the form of EI*LMX that was the 
result of indirect effect (B = 0.08, SE = 0.03, 95% CI [0.02, 
0.17], Z = 2.29). Therefore, leader-member exchange me-
diated the relationship between emotional intelligence and 
burnout. Table 4 presents the leader-member mediating 
effects of emotional intelligence on job satisfaction and 
emotional exhaustion.

To determine whether if leader-member exchange and 
psychological empowerment could mediate the relation-
ship between emotional intelligence and job outcomes 
including job satisfaction and exhaustion respectively, 
Hayes PROCESS\\process macro was conducted to ana-
lyze the mediation effect and then add psychological as-
pect to the model (Model 6) (Hayes, 2013). The results 
revealed that psychological empowerment as a dependent 
variable could significantly be predicted by emotional in-
telligence (B = 0.73, SE = 0.08, t = 9.19, 95% CI= [0.57, 
0.89], p = 0.00) and leader-member exchange (B = 0.04, 
SE = 0.08, t = 4.09, 95% CI=[0.02, 0.07], p = 0.00, R2 
= 0.60, F(3,103)=78.80). The results indicated that only 
the mediating role of leader-member exchange can be 
considered significant in the relationship between emo-
tional intelligence (EI- > LMX- > EX) and psychological 
empowerment, and psychological empowerment did not 
act significantly as moderator in this relationship (EI- 

> LMX-> PS- > EX) (B = -0.10, SE = 0.06, 95% CI = 
[-0.26,-0.01]). Table 5 demonstrated the mediating effects 
of member-leader exchange and psychological empower-
ment on the relationship between emotional intelligence 
and job outcomes.

Table 6 demonstrates the results of third hypothesis in 
which job outcomes were significantly affected by emo-
tional intelligence through mediating role of leader-mem-
ber exchange, while in the second hypothesis self-efficacy 
acted as moderator. According to the Model 14 (Hayes, 
2013), the relationship between emotional intelligence and 
job satisfaction was significant only when leader-member 
exchange had mediating role (B = -0.27, 95% CI = [-0.47, 
-0.07], p = 0.00).

Table 7 states that emotional intelligence had indi-
rect positive effect on job satisfaction through applying 
the mediating effect of leader-member exchange. As its 
values decreased, the values of self-efficacy increased. 
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Table 5: The Mediating Effects of Member-Leader Exchange & Psychological Empowerment on the Relationship between    
Emotional Intelligence & Job Outcomes

Emotional Exhaustion Job Satisfaction

B SE t B SE t

Constant 3.63 0.72 5.12*** 1.72 0.36 4.77***

Gender 0.48 0.20 2.30* -0.11 0.10 -1.06
Emotional Intelligence -0.22 0.15 -1.46 -0.07 0.08 -0.90

Leader-Member Exchange -0.05 0.02 -2.44* 0.04 0.01 3.79***

Psychological Empowerment 0.01 0.16 0.11 0.03 0.09 0.39
Emotional Intelligence *Leader- 
 Member Exchange -0.10 0.05 (-0.24,-0.02)

0.08 0.03 (0.02, 0.17)

Emotional Intelligence 
*Leader-Member Exchange 
*Psychological Empowerment

0.00 0.01  (-0.02,0.04)
0.00 0.01 (-0.01, 0.02)

Emotional Intelligence 
*Psychology Empowerment 0.01 0.11 (-0.20,0.24) 0.02 0.06 (-0.11, 0.15)

R2 =0. 17***     f(4,10)=5.09                 R2 = 0.17***    f(4,10)=7.94
*P < 0.10, **P < 0.05, ***P < 0.01, ****P < 0.001

Emotional Exhaustion Job Satisfaction

B SE t B SE t

Constant 2.78 0.73 3.80*** 3.02 0.36 8.31***

Gender 0.47 0.20 2.30* -0.11 0.10 -1.14

Leader-Member Exchange -0.05 0.01 -3.27** 0.03 0.00 4.18***

Emotional Intelligence -0.28 0.14 -1.91* -0.13 0.07 -1.87*

SE 0.16 0.21 0.75 0.18 0.11 1.72

Emotional Intelligence*Leader-member 

Exchange*Self-Efficacy
-0.27 0.29 -0.91 -0.27 0.10 -2.71**

R2 = 0.19***    f(5,10) = 5.07    R2 = 0.22***    f(5,101) = 9.95      

Table 6: Mediating-Moderating Effect of Leader-Member Exchange & Self-Efficacy

Table 7: Conditional Indirect Effects of Emotional Intelligence on Job Satisfaction through Leader-Member Exchange at Values 
of Self Efficacy as Moderator

Mediators

Bias Corrected Bootstrap 95% Confi-
dence Interval

Self-Efficacy Indirect Effect Boot SE Lower Upper
Leader-Member Ex-

change -0.53 0.11 0.04 0.03 0.21

Leader-Member Ex-
change 0.00 0.06 0.03 0.02 0.14

Leader-Member Ex-
change 0.53 0.02 0.02 -.011 0.10

Notes: Values for self-efficacy (moderator) are the mean and plus/minus one standard deviation (SD) from the mean.
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A 95% of bias-corrected bootstrap confidence of inter-
val for the conditional indirect effect was entirely above 
zero for low-to-medium levels of self-efficacy. Hence, 
leader-member exchange partially mediated the effect of 
emotional intelligence on job satisfaction, except when 
self-efficacy values were large. Finally, index of moder-
ated mediation described by (Hayes, 2013) was estimated 
(−0.07) which was significant (95% CI = [-.187, -.016]) as 
zero fell outside the conditional indirect effects.

5	 Discussion

This study investigated the roles that leaders play in me-
diating emotional intelligence effects on job satisfaction 
and emotional exhaustion with regard to psychological 
empowerment and self- efficacy of nurses. Given the 
demonstrated challenges associated with nurses’ work out-
comes (Permarupan et al., 2020), the key role of exchange 
between leader and member is surprising. The effects of 
self-efficacy (MacPhee, Skelton‐Green, Bouthillette, & 
Suryaprakash, 2012), emotional intelligence (Mohebbi, 
Coombe, & Kirkpatrick, 2017) and psychological empow-
erment (Laschinger et al., 2007; MacPhee et al., 2012) on 
work outcomes are approved except for how these differ-
ent factors effect on work outcomes with regard to each 
other. Consistent with previous researches that has ex-
amined the interaction between leader-member exchange 
and work outcomes (Loi, Chan, & Lam, 2014; Rezapour 
& Sattari Ardabili, 2017), this study also referred to the 
importance of leadership in promoting positive work out-
comes in hospital. The findings showed that participants’ 
leader-member exchange mediates the effect of emotional 
intelligence on job outcomes. Leader-member exchange is 
considered as an important boundary condition for under-
standing the relationship between emotional intelligence 
and psychological empowerment as well as self-effica-
cy and job outcomes. This resulted in a mediated effect 
in which the indirect effect of emotional intelligence on 
emotional exhaustion through leader-member exchang-
es was more strongly negative especially at higher levels 
of leader-member exchange. In spite of existing a weak 
negative relationship between emotional intelligence and 
job satisfaction, the direct effect of leader-member ex-
change on job satisfaction was high enough in a way that 
through the mediating role of leader-member exchange the 
relationship of emotional intelligence could become sig-
nificantly positive. Previous studies (Gorgens-Ekermans 
& Brand, 2012; Voitenko, 2020) investigated the impact 
of emotional intelligence on emotional exhaustion and 
burnout which can increase through mediating role of 
leader-member exchange. Actually, the quality of subordi-
nate-superordinate relationship can reduce or prevent the 
employees’ emotional exhaustion. Those employees, who 
have a higher degree of emotional intelligence, experience 

less emotional exhaustion. Furthermore, the strength of 
this relationship can enhance as the superior-subordinate 
relationship improve. Unlike most of previous studies 
which showed that high levels of emotional intelligence 
lead to higher job satisfaction (Benson, Ploeg, & Brown, 
2010) , the results of this study revealed that there was an 
inverse relationship between the level of nurses’ emotional 
intelligence and decreasing their job satisfaction (through 
mediating leader-member exchange). In previous studies, 
the superior-subordinate relationship was not investigat-
ed that is why this relationship was not much significant 
(Kafetsios, 2007). It can be argued that the nurses who had 
high levels of emotional intelligence had less willingness 
to stay in their current jobs due to their high communi-
cating skills with other private clinics and hospitals and 
therefore were less satisfied with their jobs (Wu & Nor-
man, 2006). In the same conditions, therefore, different 
results or job outcomes could be expected based on emo-
tional intelligence. A qualified relationship with superior 
could positively change the results. It means that it was 
not only reduces the level of burnout, but also it also was 
the main cause of job satisfaction among employees. So, 
the employees with high levels of emotional intelligence 
could have a good relationship with their supervisors and 
therefore their satisfaction level of their job could be im-
proved. These results of study indicated that only using 
the nurses who had higher levels of emotional intelligence 
could not guarantee the enhancement hospital services’ 
quality and efficiency and the quality of their relationship 
with their superiors was an influential factor. Laschinger 
et al. (2007) investigated that building a good relationship 
between nurses and their supervisors could cause job sat-
isfaction without considering the nurses’ emotional intel-
ligence. The effect of this relationship should properly be 
determined through psychological empowerment of nurs-
es. Unlike the study of Lyu, Ji, Zheng, Yu, and Fan (2019), 
the psychological empowerment of the nurses did not have 
a direct effect on job satisfaction and burnout and it was 
in line with the study of Yip (2004) who stated that the 
perception of empowerment differed in western and east-
ern societies because western culture supported espoused 
values in democratic culture and society. These conflicting 
research results may be due to the lack of consideration to 
the leader-member relationship in these studies. Thus, it 
can be concluded that psychological empowerment did not 
effect on the job outputs independently. The results also re-
vealed that self- efficacy and leader-member exchange did 
not act as an independent mediator in the relationship of 
emotional intelligence and burnout. It can be deduced that 
self-efficacy of physical dimension of an occupation as an 
influential factor can effect on burnout. Physical and emo-
tional dimensions of an occupation and job environment 
cannot regulate with self-efficacy and work-related vari-
ables (Maslach & Jackson, 1981). Emotional intelligence 
also cannot regulate them alone, but just can influence on 
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the quality of relationship with superiors. Herzberg (1966) 
stated that emotional intelligence was considered as one 
of the motivational factors and should be considered dif-
ferent from other health factors. The condition is different 
regarding the job satisfaction because it is related to the 
human physical processes and working conditions (Cro-
panzano & Mitchell, 2005). Therefore, the mediating role 
of self-efficacy has a significant effect on the relationship 
between leader-member exchange and job satisfaction. It 
also acts as a compliment for the physical dimension of job 
satisfaction which investigates the effect of leader-member 
exchange and emotional intelligence on job satisfaction. 

6	 Conclusion

The results of this study showed that the research on dif-
ferent occupations can bring different results especially for 
occupations that are stressful and have excessive workload 
(McVicar, 2003). It is not necessary to seek an overhasty 
generalization of the results of previous studies in nursing 
job, but categorizing the different dimensions of theories 
seems to be necessary. Due to the novelty of this study 
which investigated the mediating and moderating effects 
of leader-member exchange, self-efficacy, and psycholog-
ical empowerment on relationship between emotional in-
telligence and work attitudes, the findings failed to support 
any potential positive role of psychological empowerment 
as a mediator between emotional intelligence and lead-
er-member exchange as well as job satisfaction and emo-
tional exhaustion. In other words, contrary to expectations, 
neither emotional psychology nor self-efficacy can predict 
emotional exhaustion. Based on the obtained results, al-
though self-efficacy affected on the relationship between 
emotional intelligence, leader-member exchange, and job 
satisfaction, it was surprisingly inefficient about the same 
relationship with the influence of emotional exhaustion. 
The importance of leadership training can never be un-
derestimated. Effective leadership skills, especially com-
munication skills for the nurses, seem to be necessary for 
the board of supervisors to develop supervisors’ leadership 
skills and qualities, improve employees’ job satisfaction, 
and decrease employees’ emotional exhaustion. Investi-
gating the relationships among nurses’ self-efficacy beliefs 
and their perceptions may be helpful to improve the nurses’ 
performance. Future research needs to examine the ways 
in which emotional intelligence effects may be moderated 
by more non-personal factors such as social support, job 
identity, and especially organizational climate which cover 
the emotions in organizations. Like previous studies, this 
study also suffers from some limitations. First, the statis-
tical population of the study was restricted to nurses’ per-
ceptions of the quality of their leader-member exchange 
relationship, self-efficacy, and emotional empowerment; 
therefore, the data generally obtained from just a single 

source. Therefore, the findings of this study cannot neces-
sarily be generalized to all occupations. Second, supervi-
sors and nurses ratings of leader-member exchange might 
not appear on the same line (Hill, Kang, & Seo, 2014). 
Third, though efforts should be made to reduce the effects 
of biases especially at interpreting the results. To validate 
the conclusions, it is better to seek out the samples from 
multiple sources and occupations which need less com-
munication skills such as virtual jobs and employees on 
production lines.
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Vpliv posrednega učinka izmenjave med vodjo in timom, samo-učinkovitosti in psihološko opolnomočenje 
na delovnih rezultate medicinskih sester

Ozadje: Glavni učinki odnosa med vodjo in članom ter kakovost odnosa med podrejenim in nadrejenim so glavne 
spremenljivke, ki pomagajo izboljšati zadovoljstvo in zmanjšati izčrpanost medicinskih sester. Cilj te je študije preu-
čiti učinke čustvene inteligence, samoučinkovitosti in psihološkega opolnomočenja na psihično izčrpanost in zado-
voljstvo z medicinskimi sestrami s poudarkom na vplivu izmenjave med vodjo in timom
Metode: Podatke smo zbrali v treh javnih bolnišnicah na severozahodu Irana v letu 2016. Zbrali smo 138 za analizo 
uporabnih anketnih vprašalnikov. Glavne hipoteze te študije smo analizirali z uporabo analize mediacije- moderacije 
po modelu PROCESS
Rezultati: Rezultati so pokazali, da je izmenjava med vodji in timom (Leader Member Exchange - LMX) delovala kot 
posrednik med čustveno inteligenco in zadovoljstvom z delom in spremenila negativen učinek v pozitivnega. Posre-
dni učinek čustvene inteligence na čustveno izčrpanost z izmenjavo voditeljem in člani je bil močno negativen, zlasti 
pri višjih ravneh izmenjave med člani in vodjo..
Zaključki: Študija je pokazala, da lahko kakovostni odnosi med medicinskimi sestrami in nadrejenimi izboljšajo 
rezultate dela. Negativni odnos med čustveno inteligenco in čustvenim izčrpavanjem je bil izrazitejši, če smo upo-
števali izmenjavo med člani tima in vodjo. Visoka čustvena inteligenca pri medicinskih sestrah negativno vpliva na 
zadovoljstvo z delovnim mestom, vendar se s posredovanjem vloge izmenjave med  člani in vodjo vpliv spremenil 
v pozitivnega. Izmenjava med vodjo in timom je delno posredovala učinek čustvene inteligence na zadovoljstvo z 
delovnim mestom, razen kadar so bile vrednosti samo-učinkovitosti precej velike. Psihološko opolnomočenje ni bi-
stveno vplivala na povezave med čustveno inteligenco, izmenjavo med vodjo in člani in rezultati dela.
Implikacije za vodje zdravstvene nege: Priporočamo, da vodje je preučijo kakovost izmenjave med vodji in člani 
timov v bolnišnicah, preden jih uporabijo za merjenje zadovoljstva medicinskih sester in rezultatov njihovega dela. 
Menedžerji naj se tudi bolj osredotočijo na izmenjavo med vodji in člani tima in poskušajo izboljšati kakovost v le-te-
ga. Nadaljnje študije so potrebne za raziskovanje učinkov različnih učinkov kakovosti izmenjave med člani in vodji v 
daljših obdobjih spremljanja.

Ključne besede: Čustvena inteligenca, Izmenjava med vodji in člani (LMX), Psihološko opolnomočenje


