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Abstract

:

The purpose of this research was to examine whether demographic variables, personality traits, and workplace variables (working in shifts, job tenure, and perceived organizational justice) contribute the most to the prediction of job satisfaction in nurses. The survey included 161 nurses. The instruments used in this research were as follows: the Demographic Data Questionnaire, the Perceived Organizational Justice Scale, the Job Satisfaction Scale, and the NEO five-factor inventory. The study findings indicated that age, health status, distributive justice, and procedural justice positively contribute to job satisfaction among nurses, while neuroticism contributes negatively. Older nurses, those in better health, those who are satisfied with the organization’s decision-making process, and those who feel adequately rewarded for their contributions tend to be more satisfied with their jobs. Conversely, nurses with a higher level of the neuroticism personality trait tend to be less satisfied with their job. The strongest predictors of job satisfaction among nurses were found to be health status, the personality trait of neuroticism, and distributive and procedural justice, with the age of nurses being slightly less powerful but still significant.
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1. Introduction


Job satisfaction as a concept has been researched in many scientific disciplines. Interest in this aspect primarily originates from employers in the manufacturing sector, where the interest and intention is to create working conditions and an environment that will improve work productivity. When mentioning job satisfaction, the first thing that comes to mind is always the salary, especially from the point of view of employers, but sometimes also of workers. However, job satisfaction is much more complex and consists of several dimensions such as promotions, supervisor supervision, benefits, potential rewards, work activities, co-workers, work organization, and communication [1]. Several definitions or theories describe job satisfaction. Thus, it is defined as the mental attitude of an individual not only about the work environment, but also about family, health, and love, which indirectly reflects the work that the individual performs [2]. Other authors define it as a set of positive or negative feelings that employees have towards their work [3] or the attitude that workers have when their needs and interests coincide, when working conditions and rewards are satisfactory, and when they like to work with their colleagues [3].



In recent times, job satisfaction has been extensively researched, primarily due to its recognized importance in influencing employees’ health. It has been demonstrated that job satisfaction is one of the significant predictors of both physical and mental health, as well as subjective well-being [4,5]. Numerous studies have indicated that satisfied healthcare staff tend to be more efficient, productive, and loyal [6,7,8], making them a driving force for a healthy and productive organization [4]. However, the question remains: how can this be achieved? It is undoubtedly crucial, through research, to identify the factors influencing job satisfaction among nurses. In this study, we have identified several factors, both professional and personal, that could influence this construct. Through various research, it has been determined which factors directly contribute to nurses’ job satisfaction, or, when they are not met, to job dissatisfaction. These factors include working conditions, interpersonal relations, work organization, salary, job security, and working hours [6,9,10,11,12]. Nurses are expected to be good, kind, devoted to their work, dedicated, and helpful, which represents additional pressure for them. Additional pressure on their work is created by their already-chronic lack of time and resources. Daily encounters with patients whose basic needs sometimes cannot be met lead to moral dilemmas and are a source of frustration [13].



1.1. Literature Review


Several studies have revealed complex relationships between job satisfaction and a wide array of workplace characteristics, highlighting the multifaceted nature of employee satisfaction. One factor that has received substantial attention is organizational justice, with many researchers in recent decades demonstrating its crucial role in shaping perceptions of job satisfaction, including some conducted on a sample of nurses [14,15,16,17]. Organizational justice can be defined as the degree to which employees perceive that they are treated fairly in the organization across three dimensions: distributive, interactional, and procedural [14]. The research focused on identifying the dimension with the most significant influence on nurses’ job satisfaction and produced diverse outcomes. Regarding correlation, it demonstrated that job satisfaction is associated with all three dimensions of organizational justice [18,19]. Additionally, it was found among nurses that distributive justice had a more pronounced influence on job satisfaction than procedural justice and interactional justice in one study [20], whereas, in others, only distributive justice significantly contributed to nurses’ job satisfaction [21]. These findings emphasize the importance of organizational justice components regarding job satisfaction among nurses, but the inconsistency of the findings indicates a further need to study the relationship between these two constructs.



One of the factors that has proven significant in studies examining job satisfaction is personality traits. The relationship between personality traits and job satisfaction has been investigated across various professions, but research on this association among nurses is limited. The Big Five personality model includes dimensions such as extraversion, neuroticism, agreeableness, conscientiousness, and openness to experience [22]. When examining extraversion and job satisfaction, studies have consistently shown a positive association between these constructs [23,24,25]. In terms of neuroticism, research consistently indicates a negative relationship with job satisfaction [23,24,25,26,27,28], while conscientiousness has consistently demonstrated a positive association with job satisfaction [23,24,25,26,27]. Similarly, the agreeableness personality trait has shown a significant positive relationship with job satisfaction [23,24,25,27,29,30], and it has also proven to be a significant predictor of life satisfaction among nurses [21]. Regarding the personality trait of openness to experience, in most studies, it has not exhibited a significant correlation with job satisfaction [23,24], with only a few suggesting a weak positive association [27,31].



When discussing a potential explanation for the relationship between these constructs, a partial explanation can be found in the core self-evaluation model [21,32,33]. This theory determines one’s disposition towards job satisfaction, including self-esteem, general self-efficacy, locus of control, and neuroticism. An internal locus of control leads to higher job satisfaction, while lower levels of neuroticism also contribute to increased job satisfaction [34]. This theory could partially explain the influence of personality traits on job satisfaction.



As previously noted, there is a paucity of research on the relationship between these constructs within a sample of nurses. This presents an intriguing opportunity to explore whether a reciprocal relationship exists in a profession characterized by numerous interpersonal interactions, empathy, and assistance to others.




1.2. Aims


1. To examine the correlation between demographic (age, gender, and marital status), personal (personality traits), and job-related variables (job tenure, employment status, and perceived organizational justice) with job satisfaction among nurses and technicians.



2. To examine whether demographic, personal, and job-related variables contribute the most to the prediction of job satisfaction in nurses.





2. Materials and Methods


2.1. Population and Sample


A cross-sectional study was conducted. This research was conducted in the General County Hospital of Požega in the whole of 2023. Nurses of all levels of education participated in this research (high school, bachelor’s in nursing, graduate nurses, and master’s in nursing). This study included 165 nurses employed in the General County Hospital of Požega. From the total number, 161 nurses completed all the questionnaires and were included in the study, with 136 (84.5%) women and 25 (15.5%) men, with mean age values of M = 38.683 (SD = 12.531) and length of work experience M = 18.102 (SD = 12.959). The sample size was calculated using G*Power 3.1.9.7 software, which indicated that 143 subjects could provide a power of 0.8, with an effect size of 0.15 and 16 predictors at a significance level of 0.05.




2.2. Methods


The researcher distributed the questionnaires to the entire shift in a specific department collectively. Participants filled out the questionnaires in groups but were sufficiently separated, independently, to ensure privacy during completion. The interviewer was present nearby to provide assistance with any potential uncertainties. Once completed, the respondents placed the questionnaires in a separate folder, while the informed consent forms were stored separately, mixed with others, to ensure anonymity.



Participants were recruited based on the following inclusion criteria:




	–

	
Nurses who were employed at the institution where the research was conducted.









However, the exclusion criteria were as follows:




	–

	
Nurses who refused to participate;




	–

	
Conditions that would hinder the completion of a comprehensive assessment, such as language barriers;




	–

	
Lack of a signed informed consent form.










2.3. Materials


The following instruments were used in the research: the Demographic Data Questionnaire, the Perceived Organizational Justice Scale, the Index of Job Satisfaction, and the NEO five-factor inventory.



	–

	
Demographic Data Questionnaire







The questionnaire was developed for this study and includes information on age (participants provided their age), gender (male/female), marital status (married, divorced, single, widowed), employment status (permanent or fixed-term contract), job tenure (participants indicated their years of work experience), and health status (participants responded on a 5-point Likert scale, where “1” is very poor and “5” is very good).



	–

	
Perceived Organizational Justice Scale







The scale includes 20 items related to the experience of organizational justice, divided into three subscales (examining three dimensions of organizational justice): procedural, distributive, and interactional justice [14]. The result is the sum of items for each dimension of justice separately, and they are displayed separately. Cronbach α = 0.91 for the subscale of distributive justice, Cronbach α = 0.85 for the subscale of procedural justice, and Cronbach α = 0.88 for the subscale of interactional justice [14,35].



	–

	
Index of Job Satisfaction







The Index of Job Satisfaction is a five-item scale used as a measure of overall job satisfaction (Job Satisfaction Index) (36]. This scale assesses an individual’s general attitude towards their job (e.g., “I am quite satisfied with my current job” or “I enjoy my job”). The total score is the sum of scores on 5 items (of which items 3 and 5 are reverse-scored). The theoretical range of scores is 5–25, and its reliability expressed by Cronbach α = 0.88 [36,37].



	–

	
Neuroticism Extraversion Openness Five-Factor Inventory (NEO FFI)







The NEO-FFI inventory consists of 60 items designed to examine five major personality traits: neuroticism (Cronbach α = 0.84), extraversion (Cronbach α = 0.72), openness (Cronbach α = 0.58), agreeableness (Cronbach α = 0.66), and conscientiousness (Cronbach α = 0.80) [38,39,40].




2.4. Data Analysis


Continuous variables are summarized as the mean, range, and standard deviation. Categorical variables are summarized as numbers and percentages. Spearman’s correlation was utilized to examine the correlation, while the Point Biserial correlation was used for associations with dichotomous variables. Multiple hierarchical regression analyses (enter method) were performed to examine the contributions of independent variables to the explanation of dependent variables. All linear regression assumptions were met. The Kolmogorov–Smirnov test was used to test the normality of the distribution. A p-value < 0.05 was considered statistically significant.



Data were analyzed using JASP, version 0.17.2.1 (Department of Psychological Methods, University of Amsterdam, Amsterdam, The Netherlands).





3. Results


The results showed that the mean of life satisfaction among nurses was M = 18.885 (SD = 3.657) (Table 1).



Considering demographic variables, job satisfaction is weakly positively associated with health status (rho = 0.155; p = 0.049). In terms of personality traits, job satisfaction is weakly positively correlated with agreeableness (rho = 0.158; p = 0.045) and conscientiousness (rho = 0.156; p = 0.048) and weakly negatively correlated with neuroticism (rho = −0.219; p = 0.005) (Table 2).



Considering job-related variables, it has been found that job satisfaction is moderately positively correlated with distributive justice (rho = 0.407; p < 0.001) and procedural justice (rho = 0.333; p < 0.001) and weakly positively correlated with interactional justice (rho = 0.156; p = 0.049) (Table 3).



The results indicate that there are correlations between personality traits and organizational justice. Neuroticism demonstrates a low negative correlation with all three dimensions: distributive (rho = −0.189; p = 0.016), procedural (rho = −0.231; p = 0.003), and interactional (rho = −0.225; p = 0.004). Extraversion shows a weak positive correlation with distributive (rho = 0.226; p = 0.004) and procedural justice (rho = 0.251; p = 0.001), while agreeableness exhibits weak correlations with the distributive (rho = −0.238; p = 0.002), procedural (rho = −0.166; p = 0.035), and interactional (rho = −0.178; p = 0.024) dimensions (Table 4).



To identify the demographic, personal, and workplace-related variables that significantly predict job satisfaction, we conducted a hierarchical regression analysis. In the initial step, we included demographic variables. The demographic variables in this step explained 6.9% of the variance in job satisfaction (AR2 = 0.069). In the second step of the analysis, personality traits were added, revealing that the predictor variables in this step statistically contributed significantly to the explanation of job satisfaction and explain 14.9% of the variance (AR2 = 0.149). In the third step, variables related to the job were added. The predictor variables in this step significantly contributed to explaining job satisfaction, accounting for 27.7% of the variance (AR2 = 0.277). Significant predictors of job satisfaction among nurses were found to be age, health status, and neuroticism, along with distributive and procedural justice. Upon examining the coefficient of determination, it is evident that variables related to the job contribute the most to job satisfaction. The examination of the β coefficients indicates that age, health status, distributive justice, and procedural justice positively contribute, while neuroticism negatively contributes to job satisfaction among nurses (Table 5).




4. Discussion


This study aimed to identify demographic, personal, and workplace-related variables predicting job satisfaction among nurses. Concerning demographic and personal variables (age, gender, marital status, and personality traits), it was observed that health status and the personality traits of neuroticism, agreeableness, conscientiousness, and extraversion are correlated with job satisfaction among nurses. However, only age, health status, and neuroticism have been established as significant predictors of job satisfaction among nurses.



The participants’ age has been identified as a positive predictor of job satisfaction among nurses, indicating that older age contributes to higher job satisfaction. Results from other studies have indicated diverse findings, with some showing that age has no significant relationship with job satisfaction [41], while others suggested it could have a more substantial influence [42,43,44,45,46]. Possible reasons for such results may be the high expectations of younger nurses, which can be modified by the work environment that does not meet their expectations and diminishes with age [47]. Lowered expectations and increased work experience later in one’s career can result in greater job satisfaction, as individuals may find it easier to fulfill their expectations. Nurses, as they advance in their careers, may cultivate more positive sentiments toward their work. Furthermore, throughout their tenure, nurses have the opportunity to pursue additional education, opening doors to improved job prospects and often higher compensation. Holding a more favorable position and feeling adequately rewarded for one’s contributions can positively influence job satisfaction.



It was unsurprising that health status is positively associated with job satisfaction among nurses. In other words, the better the health status, the more satisfied nurses are with their jobs. These findings are consistent with other studies [4,48]. Understandably, nurses with poorer health are less satisfied with their jobs. The nursing profession can be physically challenging at times, with exhausting long shifts, night work, or an excessive patient load per nurse. The inability to perform job duties fully or at the cost of additional physical suffering will undoubtedly lead to a negative job experience. This, in turn, might contribute to a more negative perception of their job and workplace, ultimately influencing their level of job satisfaction. Also, healthier individuals generally experience an elevated quality of life and well-being, a decreased susceptibility to illness and injury, improved workplace productivity, and a greater propensity to make positive contributions to their workplace organization. This stands in contrast to individuals whose well-being is suboptimal [4,48].



Regarding the correlation between job satisfaction and personality traits, it has been shown that extraversion, agreeableness, and conscientiousness are positively associated, while neuroticism is negatively associated with job satisfaction. These results are consistent with the findings of other studies [23,24]; however, in those studies, it was shown that the personality trait of openness is also correlated with job satisfaction. It is important to mention that the studies did not involve a sample of nurses, which might be a potential factor contributing to the variation in results. It has been demonstrated that nurses who exhibit characteristics of extraversion, positive emotions, assertiveness, sociability, and conscientiousness, who approach their work with diligence, leading to a sense of accomplishment and satisfaction, as well as those who exbibit agreeableness, who are pleasant in interactions, resolve conflict through communication, express empathy, and help others, are more satisfied with their jobs.



However, concerning the relationship between extraversion, agreeableness, and conscientiousness with job satisfaction, it is lower than expected, and these traits did not emerge as significant predictors of job satisfaction among nurses.



On the other hand, neuroticism, as anticipated, is negatively linked to job satisfaction, and it exhibited a notable negative impact on job satisfaction among nurses. This result is in line with findings from various studies indicating that a prominent neuroticism trait is correlated and significantly contributes to lower job satisfaction [25,26]. However, it should be noted that these studies were not conducted with a sample of nurses.



Individuals with high scores on the neuroticism scale tend to be tense, anxious, and more susceptible to stress compared to those with lower scores [49], and they tend to perceive interpersonal relationships more negatively, even though they may not objectively be in line with this perception [50]. However, they also tend to create more negative interpersonal relationships due to their involved negative behaviors [51]. The result of our study might be a consequence of this. The nursing profession is a helping profession that involves interactions with other people, particularly in hospital environments, and requires teamwork. Consistent with the previously mentioned finding, nurses with a pronounced trait of neuroticism may tend to experience and create poorer interpersonal relationships with colleagues and patients alike.



Experiencing and creating negative interactions with patients and colleagues can result in frustration, heightened stress, and tension in professional relationships. This has been previously identified in research as a significant negative contributor to job satisfaction [49].



The mentioned results related to neuroticism also validate the core self-evaluation model. According to this model, four core self-evaluations influence an individual’s predisposition to job satisfaction, including general self-efficacy, locus of control, and neuroticism [33,34]. The findings indicate that higher neuroticism, indicating emotional instability, is linked to a reduced inclination for job satisfaction. This highlights the significance of comprehending an individual’s core self-evaluations, such as neuroticism, in predicting their overall satisfaction within the workplace. When discussing the locus of control, one possible explanation for this result, as shown in research, is that neuroticism is associated with an external locus of control [49]. Individuals with an external locus of control, believing that their actions do not significantly influence future outcomes, as they perceive results to be dependent on factors beyond their control [52], may resonate with this sense of powerlessness and the perception that the outcomes of their performance are determined by factors outside their control. This can lead to job dissatisfaction as they may feel powerless to improve their situation or achieve desired results, which can affect their overall perception of the work environment and work motivation.



Additionally, considering the correlations between neuroticism and organizational support, it has been demonstrated that there is a negative correlation between neuroticism and all three dimensions of organizational justice. The more pronounced the trait of neuroticism, the lower the level of distributive, interactional, and procedural justice. These findings are consistent with previous results, which have suggested a negative correlation between the mentioned constructs [53,54,55]. Possible reasons for these results are that more neurotic nurses tend to experience negative emotions and perceive unfair treatment compared to others [56], meaning they may perceive their superiors’ behavior towards them as unjust. It is important to consider the dynamic nature of the relationship between neuroticism and perceptions of organizational justice. It is possible that neurotic individuals, due to their tendency to experience negative emotions and perceive unfair treatment, may inadvertently contribute to a cycle of negative interactions and perceptions within the workplace. This could create a self-perpetuating cycle where their own neurotic tendencies lead to interpretations of injustice, which in turn further reinforce their negative emotions and perceptions.



The previously mentioned finding could suggest that neuroticism as a personality trait is undesirable in the nursing profession; individuals with more pronounced neuroticism were not inclined toward behaviors that involved helping others or were prosocial [52,57]. However, recent research has shown that in situations where helping others requires less social interaction or induces less anxiety, the negative association between neuroticism and prosocial behavior may disappear [58]. On the contrary, in these situations, the need to assist another person may evoke more compassion and care in individuals with pronounced neuroticism, leading them to engage in more prosocial behavior [59,60].



In future research, it would be interesting to explore whether patients on units where nurses exhibit a pronounced trait of neuroticism perceive the quality of healthcare as lower. Previous research has demonstrated the negative impact of this personality trait on job performance, and it is crucial to examine how this trait influences the satisfaction of recipients of nursing services, specifically whether neuroticism among nurses diminishes the perceived quality of nursing care.



It is important to note the results of the correlations between other personality traits and dimensions of organizational justice. Extraversion has been found to be associated with distributive and procedural justice, while it did not show a significant correlation with interactional justice. That is, the more pronounced the personality trait of extraversion, the higher the levels of distributive and procedural justice. The results are not in line with previous research that suggested no correlation between these constructs, but they were not conducted on a sample of nurses [54]. Possible reasons for these results are that extraverted nurses tend to more commonly support fair distribution and the protection of their own interests, which may result in more positive perceptions of distributive justice, as well as their tendency for active participation in processes and openness to procedures perceived as fair. An interesting finding is that there is no correlation between extraversion and interactional justice, although extraverted individuals tend to be sociable [56]. This does not necessarily mean that they will perceive all interpersonal relationships within the organization as fair or that they will be less sensitive to unfair treatment or lack of respect. Therefore, the relationship between extraversion and interactional justice may vary depending on individual characteristics and the context of the work environment.



Agreeableness is also associated with all three dimensions of organizational justice, meaning that the more pronounced the trait of agreeableness, the higher the level of all three dimensions of organizational justice. The results are consistent with previous research [55]. Individuals with a pronounced trait of agreeableness are inclined towards cooperation, altruism, and social sensitivity [56]; they usually trust others and feel guilty if they are advantaged compared to others [61,62]. It is possible that all of the above may result in more positive perceptions of organizational justice. That is, nurses who are more inclined towards cooperation may tend to advocate more for the fair distribution of resources (distributive justice), respect and courteous communication with others (interactional justice), and transparent and fair procedures in the organization (procedural justice). However, there is also a possibility that nurses who have a more pronounced trait of agreeableness will indeed be treated with respect and dignity by their superiors because agreeable individuals have a tendency to be selfless and flexible [56].



One of the primary contributions of this study is the identification of specific work-related factors as significant indicators of job satisfaction. The regression analysis indicated that job-related variables included in the third step contributed to explaining 12.8% of the variance in job satisfaction among nurses, while demographic variables contributed 6.9%, and personality traits contributed 8% of the explained variance. This suggests that the abovementioned variables have the greatest contribution to nurses’ job satisfaction in this study.



Regarding the correlation of job-related variables, all three dimensions of organizational justice have shown a significant correlation with job satisfaction. The correlation results between all three aspects of organizational justice and job satisfaction align with prior research [15,55]. They suggest that when nurses perceive a higher level of fairness in interpersonal treatment during the execution of organizational procedures when the decision-making process in their work organization is fair, and when they feel adequately rewarded for their contributions, their job satisfaction tends to be higher.



However, the correlation with interactional justice was lower than expected and did not prove to be a significant predictor of job satisfaction among nurses, and only two aspects, distributive and procedural justice, emerged as significant predictors. These findings align with prior research on perceived organizational justice, indicating that distributive justice and procedural justice were also significant predictors of job satisfaction [63,64,65,66].



While one might initially think that salary is the primary factor for nurses to be satisfied with their jobs, the situation is different. Distributive justice encompasses a much broader scope than just salary and refers to receiving fair rewards that take into account responsibilities, education level, effort, stress, job-related tension, and meeting these obligations [14].



Also, in cases where nurses perceive the decision-making process in their work organization as fair, their job satisfaction is higher. The reasons for such results likely can be found in the fact that nurses who perceive the decision-making process as fair are more inclined to accept organizational decisions, whether they feel negatively or positively toward them [67].



Considering the combined outcomes related to distributive and procedural justice, it is clear that a nurse’s perception of the organization’s decision-making process, along with feeling adequately rewarded for their contributions, encompassing not only monetary aspects but also various incentives, career growth opportunities, and social recognition, can positively influence job satisfaction. This understanding allows organizations to focus on improving these aspects, thereby positively influencing job satisfaction and potentially enhancing overall employee well-being and performance.



This study’s significant contribution lies in its illumination of the connections between organizational and personal mechanisms that impact job satisfaction among nurses. While past research concentrated on examining singular factors contributing to job satisfaction, this study sheds light on how job satisfaction is shaped by a myriad of diverse factors, intricately interacting to evoke this sensation.



However, it is important to note that this research cannot establish cause and consequence. Considering the previously presented findings, individuals with a strong disposition toward neuroticism may tend to perceive their surroundings more negatively, while those inclined towards positive affectivity tend to assess the same situations more optimistically.



Despite considerations of cause and effect, these results unequivocally emphasize that work-related variables and personal variables significantly predict job satisfaction in comparison to personal factors.



Initiatives within the organization that focus on improving distributive and procedural justice, while also considering factors such as health status and age, play a crucial role in fostering a positive workplace environment and contribute to enhancing job satisfaction among nurses. However, the presence of individual personality traits, such as neuroticism, introduces potential challenges that organizations must carefully address to achieve a more thorough comprehension of employee satisfaction.




5. Conclusions


This study revealed that, among personal variables, job satisfaction is associated with health status and personality traits such as neuroticism, extraversion, conscientiousness, and agreeableness, while among job-related variables, it is linked to all three dimensions of organizational justice: distributive, interactional, and procedural. The strongest predictors of job satisfaction among nurses were found to be health status, the personality trait of neuroticism, and distributive and procedural justice, with the age of nurses being slightly less powerful but still significant.




6. Study Limitations


There are several limitations that need to be considered when interpreting our findings. Firstly, the study is partly correlational in nature, so there is the possibility of reverse relationships between constructs. Additionally, the research was conducted in a single healthcare institution; therefore, it would be beneficial to investigate across multiple healthcare facilities and compare them to each other.







Author Contributions


Conceptualization, M.M., T.J. and S.G.; methodology: G.R., I.Z, and Š.M.; investigation: G.R., M.M., Š.M., B.L., K.M. and I.V.; writing—original draft preparation, M.M., I.Z., T.J., G.Z. and K.M.; writing—review and editing, M.M., T.M., M.F., S.G. and I.J. All authors have read and agreed to the published version of the manuscript.




Funding


This research received no external funding.




Institutional Review Board Statement


The study was conducted in accordance with the Declaration of Helsinki, and approved by the Ethics Committee of General Hospital of Požega (02-7/2-2/1-4-2022), ethic approval date: 20 May 2022. Respondent participation was voluntary and anonymous, and all participants provided informed consent before taking part.




Informed Consent Statement


Written informed consent was obtained from all respondents involved in the study.




Data Availability Statement


The data are available from the corresponding author upon reasonable request.




Acknowledgments


The authors would like to thank all the participants.




Conflicts of Interest


The authors declare no conflicts of interest.




References


	



Spector, P.E. Job Satisfaction: Application, Assessment, Cause, and Consequences, 1st ed.; SAGE Publications: Thousand Oaks, CA, USA, 1997. [Google Scholar]

	



Marušić, S. Upravljanje Ljudskim Potencijalima, 4th ed.; Adeco: Zagreb, Croatia, 2006. [Google Scholar]

	



Bakotić, D.; Vojković, I. Veza između zadovoljstva na radu i individualnih performansi. Posl. Izvr. 2013, 7, 31–43. [Google Scholar]

	



Rukh, G.; Dang, J.; Olivo, G.; Ciuculete, D.-M.; Rask-Andersen, M.; Schiöth, H.B. Personality, lifestyle and job satisfaction: Causal association between neuroticism and job satisfaction using Mendelian randomisation in the UK biobank cohort. Transl. Psychiatry 2020, 10, 11. [Google Scholar] [CrossRef]

	



Bowling, N.A.; Eschleman, K.J.; Wang, Q. A meta-analytic examination of the relationship between job satisfaction and subjective well-being. J. Occup. Organ. Psychol. 2010, 83, 915–934. [Google Scholar] [CrossRef]

	



Dor, A.; Halperin, O. Nurses’ Job Satisfaction and Motivation: Patients’ and Nurses’ Perceptions. J. Biosci. Med. 2022, 10, 121–131. [Google Scholar] [CrossRef]

	



Aduo-Adjei, K.; Emmanuel, O.; Forster, O.M. The Impact of Motivation on the Work Performance of Health Workers (Korle Bu Teaching Hospital): Evidence from Ghana. Hosp. Pract. Res. 2016, 1, 47–52. [Google Scholar] [CrossRef]

	



Recio-Saucedo, A.; Dall’Ora, C.; Msc, A.M.; Ball, J.; Briggs, J.; Meredith, P.; Redfern, O.C.; Kovacs, C.; Prytherch, D.; Smith, G.B.; et al. What Impact Does Nursing Care Left Undone Have on Patient Outcomes? Review of the Literature. J. Clin. Nurs. 2018, 27, 2248–2259. [Google Scholar] [CrossRef]

	



Lu, H.; While, A.E.; Bariball, K. Job satisfaction among nurses: A literature review. Int. J. Nurs. Stud. 2005, 42, 211–227. [Google Scholar] [CrossRef]

	



Zangaro, G.A.; Soeken, K.L. A meta-analysis of studies of nurses’ job satisfaction. Res. Nurs. Health 2007, 30, 445–458. [Google Scholar] [CrossRef] [PubMed]

	



Daehlen, M. Job satisfaction and job values among beginning nurses: A questionnaire survey. Int. J. Nurs. Stud. 2008, 45, 1789–1799. [Google Scholar] [CrossRef]

	



Visser, M.R.M.; Smets, E.M.; Oort, F.J.; De Haes, H.C.J.M. Stress, satisfaction, and burnout among Dutch medical specialists. Cmaj 2003, 168, 271–275. [Google Scholar]

	



Pousette, A.; Hanse, J.J. Job characteristics as predictors of ill-health and sickness absenteeism in different occupational types: A multigroup structural equation modelling approach. Work Stress 2002, 3, 229–250. [Google Scholar] [CrossRef]

	



Cropanzano, R.; Bowen, D.E.; Gilliland, S.W. The management of organizational justice. Acad. Manag. Perspect. 2007, 21, 34–48. [Google Scholar] [CrossRef]

	



Masterson, S.S.; Lewis, K.; Goldman, B.M.; Taylor, M.S. Integrating Justice and Social Exchange: The Differing Effects of Fair Procedures and Treatment of Work Relationships. Acad. Manag. J. 2000, 43, 738–748. [Google Scholar] [CrossRef]

	



Moliner, C.; Martínez-Tur, V.; Ramos, J.; Peiró, J.M.; Cropanzano, R. Organizational justice and extrarole customer service: The mediating role of well-being at work. Eur. J. Work Organ. Psychol. 2008, 17, 327–348. [Google Scholar] [CrossRef]

	



Clay-Warner, J.; Reynolds, J.; Roman, P. Organizational Justice and Job Satisfaction: A Test of Three Competing Models. Soc. Justice Res. 2005, 18, 391–409. [Google Scholar] [CrossRef]

	



El-naggar, D.M.I.; El-Shimy, H.M.; FathySaad, N. Organizational Justice and Job Satisfaction among Nurses. Egypt. J. Health Care 2019, 10, 535–544. [Google Scholar] [CrossRef]

	



Elkholy, S.M.; Elshall, S.E.; Higazee, M.Z.A. Organizational Justice: A Predictor of Job Satisfaction among Hospital Nurses. Int. J. Nov. Res. Healthc. Nurs. 2020, 7, 384–392. [Google Scholar]

	



Jameel, A.S.; Hamdi, S.S.; Abdul-Karem, M.; Abd Rahman, A. Organizational Justice and Job Satisfaction Among Nurses. UKH J. Soc. Sci. 2020, 4, 61–69. [Google Scholar] [CrossRef]

	



Mamić, M.; Galić, S.; Mamić, I.; Lovrić, B.; Marić, S. Prediktori zadovoljstva poslom u medicinskih sestara/tehničara zaposlenih u različitim bolničkim odjelima. In Zbornik Sažetaka 1. Simpozija Istraživačkih Radova u Sestrinstvu s Međunarodnim Sudjelovanjem Izazovi Istraživanja u Sestrinstvu; Faculty of Dental Medicine and Health Osijek: Čakovec, Croatia, 2019; pp. 21–22. Available online: https://www.bib.irb.hr:8443/994455 (accessed on 15 February 2024).

	



McCrae, R.R.; Costa, P.T. Personality in Adulthood: A Five-Factor Theory Perspective, 2nd ed; The Guilford Press: New York, NY, USA, 2003. [Google Scholar]

	



Rababah, N.M. An Evaluation of the Relationships between Personality Traits, Job Satisfaction and Job Performance: An Empirical Study of Jordanian Hospitals. Saudi J. Bus. Manag. Stud. 2019, 4, 839–848. [Google Scholar] [CrossRef]

	



Törnroos, M.; Hakulinen, C.; Jokela, M. The relationship between personality and job satisfaction across occupations. Personal. Individ. Differ. 2019, 145, 82–88. [Google Scholar] [CrossRef]

	



Kang, W.; Malvaso, A. Associations between Personality Traits and Areas of Job Satisfaction: Pay, Work Itself, Security, and Hours Worked. Behav. Sci. 2023, 13, 445. [Google Scholar] [CrossRef]

	



Li, W.W.; Xie, G. Personality and job satisfaction among Chinese health practitioners: The mediating role of professional quality of life. Health Psychol. Open 2020, 7, 2055102920965053. [Google Scholar] [CrossRef] [PubMed]

	



Li, J.; Yao, M.; Liu, H.; Zhang, L. Influence of personality on work engagement and job satisfaction among young teachers: Mediating role of teaching style. Curr. Psychol. 2021, 42, 1817–1827. [Google Scholar] [CrossRef]

	



Judge, T.A.; Bono, J.E.; Locke, E.A. Personality and job satisfaction: The mediating role of job characteristics. J. Appl. Psychol. 2000, 85, 237. [Google Scholar] [CrossRef] [PubMed]

	



Lorber, M.; Skela Savič, B. Job satisfaction of nurses and identifying factors of job satisfaction in Slovenian Hospitals. Croat. Med. J. 2012, 53, 263–270. [Google Scholar] [CrossRef]

	



Steel, P.; Schmidt, J.; Bosco, F.; Uggerslev, K. The effects of personality on job satisfaction and life satisfaction: A meta-analytic investigation accounting for bandwidth–fidelity and commensurability. Hum. Relat. 2019, 72, 217–247. [Google Scholar] [CrossRef]

	



Yildirim, B.I.; Gulmez, M.; Yildirim, F. The Relationship between the Five-factor Personality Traits of Workers and their Job Satisfaction: S Study on Five Star Hotels in Alanya. Procedia Econ. Financ. 2016, 39, 284–291. [Google Scholar] [CrossRef]

	



Judge, T.A.; Locke, E.A.; Durham, C.C.; Kluger, A.N. Dispositional effects on job and life satisfaction: The role of core evaluations. J. Appl. Psychol. 1998, 83, 17–34. [Google Scholar] [CrossRef]

	



Franěk, M.; Večeřa, J. Personal Characteristics and Job Satisfaction. E + M Ekon. Manag. 2008, 11, 63–76. [Google Scholar]

	



Farčić, N.; Barać, I.; Plužarić, J.; Ilakovac, V.; Pačarić, S.; Gvozdanović, Z.; Lovrić, R. Personality traits of core self-evaluation as predictors on clinical decision-making in nursing profession. PLoS ONE 2020, 18, e0233435. [Google Scholar] [CrossRef]

	



Colquitt, J.A. On the dimensionality of organizational justice: A construct validation of a measure. J. Appl. Psychol. 2001, 86, 386–400. [Google Scholar] [CrossRef] [PubMed]

	



Brayfield, A.H.; Rothe, H.F. An index of job satisfaction. J. Appl. Psychol. 1951, 35, 307. [Google Scholar] [CrossRef]

	



Galić, Z.; Plećaš, M. Quality of working life during the recession: The case of Croatia. Croat. Econ. Surv. 2012, 14, 5–41. [Google Scholar]

	



Matešić, K.; Nakić Radoš, S.; Kuna, K. Comparing Relationship Between Personality Traits and Ways of Coping in Samples of Pregnant Women and Students. Arch. Psychiatry Res. 2019, 55, 153–164. [Google Scholar] [CrossRef]

	



Costa, P.T.; McCrae, R.R. Revidirani NEO Inventor Ličnosti [NEO Personality Inventory-Revised]; Naklada Slap: Jastrebarsko, Croatia, 1989. [Google Scholar] [CrossRef]

	



McCrae, R.; Costa, P. A contemplated revision of the NEO Five-Factor Inventory. Pers. Individ. Differ. 2004, 36, 587–596. [Google Scholar] [CrossRef]

	



Anser, M.K.; Ali, M.; Anwar, F.; Usman, M. Subjective Age and Job Satisfaction: A Moderated Mediation Model of Job Burnout and Chronological Age. Front. Public Health 2020, 8, 62. [Google Scholar] [CrossRef] [PubMed]

	



Matagi, L.; Baguma, P.; Baluku, M.M. Age, job involvement and job satisfaction as predictors of job performance among local government employees in Uganda. J. Organ. Eff. People Perform. 2022, 9, 489–505. [Google Scholar] [CrossRef]

	



Bernal, D.; Snyder, D.; McDaniel, M. The age and job satisfaction relationship: Does its shape and strength still evade us? J. Gerontol. Ser. B Psychol. Sci. 1998, 53, P287–P293. [Google Scholar] [CrossRef]

	



Curtis, E.A. The effects of biographical variables on job satisfaction among nurses. Br. J. Nurs. 2008, 17, 174–180. [Google Scholar] [CrossRef]

	



Ng, T.G.H.; Feldman, D.C. The relationship of age with job attitudes: A meta analysis. Pers. Psychol. 2010, 63, 677–715. [Google Scholar] [CrossRef]

	



Clark, A.C.; Oswald, A.; Warr, P. Is job satisfaction U-shaped in age? J. Occup. Organ. Psychol. 1996, 69, 57–81. [Google Scholar] [CrossRef]

	



Ferrie, J.E.; Kivimäki, M.; Shipley, M.J.; Davey Smith, G.; Virtanen, M. Job insecurity and incident coronary heart disease: The Whitehall II prospective cohort study. Atherosclerosis 2013, 227, 178–181. [Google Scholar] [CrossRef]

	



Marchand, A.; Demers, A.; Durand, P. Do occupation and work conditions really matter? A longitudinal analysis of psychological distress experiences among Canadian workers. Sociol. Health Illn. 2005, 27, 602–627. [Google Scholar] [CrossRef] [PubMed]

	



Hamar, B.; Coberley, C.; Pope, J.E.; Rula, E.Y. Well-being improvement in a midsize employer: Changes in well-being, productivity, health risk, and perceived employer support after implementation of a well-being improvement strategy. J. Occup. Environ. Med. 2015, 57, 367–373. [Google Scholar] [CrossRef] [PubMed]

	



Adams, J.M. The Value of Worker Well-Being. Public Health Rep. 2019, 134, 583–586. [Google Scholar] [CrossRef]

	



Elfstrand Corlin, T.; Kazemi, A. Accounting for job satisfaction: Examining the interplay of person and situation. Scand. J. Psychol. 2017, 58, 436–442. [Google Scholar] [CrossRef] [PubMed]

	



McNulty, J.K. Neuroticism and Interpersonal Negativity: The Independent Contributions of Perceptions and Behaviors. Personal. Soc. Psychol. Bull. 2008, 34, 1439–1450. [Google Scholar] [CrossRef]

	



Caughlin, J.P.; Huston, T.L.; Houts, R.M. How does personality matter in marriage? An examination of trait anxiety, interpersonal negativity, and marital satisfaction. J. Personal. Soc. Psychol. 2000, 78, 326–336. [Google Scholar] [CrossRef]

	



Padmanabhan, S. The impact of locus of control on workplace stress and job satisfaction: A pilot study on private-sector employees. Curr. Res. Behav. Sci. 2021, 2, 100026. [Google Scholar] [CrossRef]

	



Schmitt, M.; Gollwitzer, M.; Maes, J.; Arbach, D. Justice sensitivity. Eur. J. Psychol. Assess. 2005, 21, 202–211. [Google Scholar] [CrossRef]

	



Shi, J.; Lin, H.; Wang, L.; Wang, M. Linking the big five personality constructs to organizational justice. Soc. Behav. Personal. 2009, 37, 209–222. [Google Scholar] [CrossRef]

	



Törnroos, M.; Elovainio, M.; Hintsa, T.; Hintsanen, M.; Pulkki-Råback, L.; Jokela, M.; Lehtimäki, T.; Raitakari, O.T.; Keltikangas-Järvinen, L. Personality traits and perceptions of organisational justice. Int. J. Psychol. 2019, 54, 414–422. [Google Scholar] [CrossRef]

	



Guo, Q.; Sun, P.; Li, L. Why neurotic individuals are less prosocial? A multiple mediation analysis regarding related mechanisms. Pers. Individ. Differ. 2018, 128, 55–61. [Google Scholar] [CrossRef]

	



McCrae, R.R.; John, O.P. An introduction to the five-factor model and its applications. J. Pers. 1992, 60, 175–215. [Google Scholar] [CrossRef]

	



Habashi, M.M.; Graziano, W.G.; Hoover, A.E. Searching for the prosocial personality: A big five approach to linking personality and prosocial behavior. Pers. Soc. Psychol. Bull. 2016, 42, 1177–1192. [Google Scholar] [CrossRef]

	



de Jong, N.; Wisse, B.; Heesink, J.A.M.; van der Zee, K.I. Personality Traits and Career Role Enactment: Career Role Preferences as a Mediator. Front. Psychol. 2019, 25, 1720. [Google Scholar] [CrossRef] [PubMed]

	



Barrick, M.R.; Mount, M.K. The big 5 personality dimensions and job-performance—A metaanalysis. Pers. Psychol. 1991, 44, 1–26. [Google Scholar] [CrossRef]

	



Channuwong, S.; Snongtaweeporn, T.; Harnphanich, B.; Benjawatanapon, W.; Katangchol, S.; Vongsurakrai, S.; Chantarotron, N.; Trerutpicharn, S.; Damrongsiri, T.; Kongyoungyune, R. Creative Leadership Affecting Organizational Performance according to the Balanced Scorecard: A Case Study of Public Limited Companies in Bangkok, Thailand. J. Namib. Stud. Hist. Politics Cult. 2023, 33, 4034–4057. [Google Scholar] [CrossRef]

	



Bakotić, D.; Bulog, I. Organizational Justice and Leadership Behavior Orientation as Predictors of Employees Job Satisfaction: Evidence from Croatia. Sustainability 2021, 13, 10569. [Google Scholar] [CrossRef]

	



Rahman, M.; Haque, M.; Elahi, F.; Miah, W. Impact of Organizational Justice on Employee Job Satisfaction: An Empirical Investigation. Am. J. Bus. Manag. 2015, 4, 162–171. [Google Scholar] [CrossRef]

	



Zainalipour, H.; Fini, A.A.S.; Mirkamali, S.M. A study of relationship between organizational justice and job satisfaction among teachers in Bandar Abbas middle school. Procedia-Soc. Behav. Sci. 2010, 5, 1986–1990. [Google Scholar] [CrossRef]

	



Akram, U.; Hashim, M.; Akram, Z. Impact of Organizational Justice on Job Satisfaction of Employees in Banking Sector of Pakistan. Adv. Intell. Syst. Comput. 2015, 362, 771–779. [Google Scholar] [CrossRef]








 





Table 1. Descriptive statistics of job satisfaction, organizational justice, and personality trait.






Table 1. Descriptive statistics of job satisfaction, organizational justice, and personality trait.










	
	M (Range)
	SD





	Job satisfaction
	18.885 (7–25)
	3.657



	Distributive justice
	12.503 (4–31)
	4.439



	Procedural justice
	19.217 (7–35)
	6.041



	Interactional justice
	33.670 (4–45)
	8.547



	Neuroticism
	20.639 (6–41)
	6.793



	Extraversion
	28.310 (12–39)
	5.146



	Openness
	22.732 (11–40)
	4.985



	Agreeableness
	29.397 (8–40)
	5.261



	Conscientiousness
	35.695 (19–46)
	4.889







Note: M—mean; SD—standard deviation.













 





Table 2. Correlation between job satisfaction and demographic and personal variables.
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2.

	
3.

	
4.

	
5.

	
6.

	
7.

	
8.

	
9.






	
1. Job satisfaction

	
rho

	
0.102

	
−0.084

	
0.155 *

	
−0.219 **

	
0.156 *

	
−0.094

	
0.158 *

	
0.156 *




	
p †

	
0.199

	
0.288

	
0.049

	
0.005

	
0.049

	
0.233

	
0.045

	
0.048




	
2. Age

	
rho

	

	
−0.228 **

	
−0.483 **

	
0.003

	
−0.171 *

	
0.005

	
0.027

	
0.026




	
p  †

	

	
0.004

	
<0.001

	
0.970

	
0.031

	
0.952

	
0.729

	
0.740




	
3. Gender

	
r

	

	

	
0.066

	
−0.215 **

	
0.044

	
0.175 *

	
−0.003

	
−0.107




	
p  ‡

	

	

	
0.406

	
0.006

	
0.577

	
0.026

	
0.969

	
0.177




	
4. Health status

	
rho

	

	

	

	
−0.054

	
0.090

	
−0.067

	
0.072

	
−0.029




	
p  †

	

	

	

	
0.499

	
0.256

	
0.399

	
0.366

	
0.713




	
5. Neuroticism

	
rho

	

	

	

	

	
−0.387 **

	
−0.241 **

	
−0.354 **

	
−0.304 **




	
p  †

	

	

	

	

	
<0.001

	
0.002

	
<0.001

	
<0.001




	
6. Extraversion

	
rho

	

	

	

	

	

	
0.221 **

	
0.273 **

	
0.347 **




	
p  †

	

	

	

	

	

	
0.005

	
<0.001

	
<0.001




	
7. Openness

	
rho

	

	

	

	

	

	

	
0.078

	
0.009




	
p  †

	

	

	

	

	

	

	
0.325

	
0.911




	
8. Agreeableness

	
rho

	

	

	

	

	

	

	

	
0.339 **




	
p  †

	

	

	

	

	

	

	

	
<0.001




	
9. Conscientiousness

	
rho

	

	

	

	

	

	

	

	
-




	
p  †

	

	

	

	

	

	

	

	
-








Note: † Spearman correlation; ‡ Point Biserial correlation; rho—Spearman correlation coefficient; r—Point Biserial correlation coefficient; p—statistical significance. * p < 0.05; ** p < 0.01.













 





Table 3. Correlation between job satisfaction and job-related variables.
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2.

	
3.

	
4.

	
5.

	
6.






	
1. Job satisfaction

	
rho

	
−0.028

	
0.094

	
0.407 **

	
0.333 **

	
0.156 *




	
p †

	
0.720

	
0.236

	
<0.001

	
<0.001

	
0.049




	
2. Employment status

	
r

	

	
−0.483 **

	
0.067

	
0.167 *

	
0.187 *




	
p ‡

	

	
<0.001

	
0.400

	
0.034

	
0.018




	
3. Job tenure

	
rho

	

	

	
−0.119

	
−0.303 **

	
−0.295 **




	
p †

	

	

	
0.134

	
<0.001

	
<0.001




	
4. Distributive justice

	
rho

	

	

	

	
0.422 **

	
0.274 **




	
p †

	

	

	

	
<0.001

	
<0.001




	
5. Procedural justice

	
rho

	

	

	

	

	
0.320 **




	
p †

	

	

	

	

	
<0.001




	
6. Interactional justice

	
rho

	

	

	

	

	




	
p †

	

	

	

	

	








Note: † Spearman correlation; ‡ Point Biserial correlation; rho—Spearman correlation coefficient; r—Point Biserial correlation coefficient; p—statistical significance. * p < 0.05; ** p < 0.05.













 





Table 4. Correlation between personality traits and organizational justice.
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Distributive Justice

	
Procedural Justice

	
Interactional Justice






	
Neuroticism

	
rho

	
−0.189 *

	
−0.231 **

	
−0.225 **




	
p  †

	
0.016

	
0.003

	
0.004




	
Extraversion

	
rho

	
0.226 **

	
0.251 **

	
0.095




	
p  †

	
0.004

	
0.001

	
0.232




	
Openness

	
rho

	
−0.028

	
−0.001

	
−0.104




	
p  †

	
0.728

	
0.992

	
0.190




	
Agreeableness

	
rho

	
0.238 **

	
0.166 *

	
0.178 *




	
p  †

	
0.002

	
0.035

	
0.024




	
Conscientiousness

	
rho

	
0.105

	
0.095

	
0.151




	
p  †

	
0.183

	
0.233

	
0.055








Note: † Spearman correlation; rho—Spearman correlation coefficient; p—statistical significance. * p < 0.05; ** p < 0.01.













 





Table 5. Summary of the regression analysis.
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CI

	




	

	

	
β

	
t

	
p

	
Lower

	
Upper

	
AR2






	
1

	
(Constant)

	

	
5.143

	
<0.001

	
7.522

	
16.906

	
0.069 **




	
Age

	
0.277

	
2.721

	
0.007 **

	
0.022

	
0.139




	
Gender

	
−0.047

	
−0.576

	
0.565

	
−2.105

	
1.154




	
Marital status—single

	
0.043

	
0.446

	
0.656

	
−1.193

	
1.889




	
Marital status—divorced

	
−0.058

	
−0.725

	
0.470

	
−2.653

	
1.229




	
Marital status—widower

	
−0.103

	
−1.312

	
0.192

	
−11.960

	
2.414




	
Health status

	
0.279

	
3.171

	
0.002 **

	
0.450

	
1.935




	
2

	
(Constant)

	

	
3.624

	
<0.001

	
7.514

	
25.529

	
0.149 **




	
Age

	
0.261

	
2.622

	
0.010 *

	
0.019

	
0.133




	
Gender

	
−0.076

	
−0.935

	
0.351

	
−2.397

	
0.857




	
Marital status—single

	
0.037

	
0.389

	
0.698

	
−1.200

	
1.787




	
Marital status—divorced

	
−0.097

	
−1,232

	
0.220

	
−3.067

	
0.711




	
Marital status—widower

	
−0.091

	
−1,167

	
0.245

	
−11.415

	
2.939




	
Health status

	
0.235

	
2.741

	
0.007 **

	
0.280

	
1.724




	
Neuroticism

	
−0.267

	
−2.978

	
0.003 **

	
−0.239

	
−0.048




	
Extraversion

	
0.132

	
1.507

	
0.134

	
−0.029

	
0.217




	
Openness

	
−0.156

	
−1.945

	
0.054

	
−0.231

	
0.002




	
Agreeableness

	
−0.002

	
−0.028

	
0.978

	
−0.116

	
0.112




	
Conscientiousness

	
−0.004

	
−0.051

	
0.959

	
−0.127

	
0.121




	
3

	
(Constant)

	

	
2,441

	
0.016

	
2.246

	
21.361

	
0.277 **




	
Age

	
0.192

	
0.611

	
0.542

	
−0.125

	
0.237




	
Gender

	
−0.065

	
−0.855

	
0.394

	
−2.162

	
0.857




	
Marital status—single

	
0.019

	
0.217

	
0.829

	
−1.265

	
1.576




	
Marital status—divorced

	
−0.105

	
−1.439

	
0.152

	
−3.043

	
0.479




	
Marital status—widower

	
−0.062

	
−0.848

	
0.398

	
−9.631

	
3.848




	
Health status

	
0.230

	
2.898

	
0.004 **

	
0.312

	
1.653




	
Neuroticism

	
−0.195

	
−2.312

	
0.022 *

	
−0.195

	
−0.015




	
Extraversion

	
0.071

	
0.864

	
0.389

	
−0.065

	
0.166




	
Openness

	
−0.106

	
−1.394

	
0.165

	
−0.188

	
0.033




	
Agreeableness

	
−0.054

	
−0.681

	
0.497

	
−0.146

	
0.071




	
Conscientiousness

	
−0.014

	
−0.184

	
0.854

	
−0.126

	
0.104




	
Distributive justice

	
0.273

	
3.535

	
0.001 **

	
0.099

	
0.351




	
Procedural justice

	
0.180

	
2.221

	
0.028 *

	
0.012

	
0.206




	
Interactional justice

	
0.064

	
0.824

	
0.411

	
−0.038

	
0.093




	
Employment status

	
−0.009

	
−0.111

	
0.912

	
−1.456

	
1.301




	
Job tenure

	
0.130

	
0.438

	
0.662

	
−0.129

	
0.203








Note: p—statistical significance; β—regression coefficient; t—the size of the difference relative to the variation in your sample data; AR2—coefficient of determination; CI—confidence interval. * p < 0.05; ** p < 0.01.
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