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Abstract: This study investigated emergency nurses’ job demands-resources profiles and the associa-
tions thereof with their work capabilities, job performance, and intention to leave. A cross-sectional
survey was used to gather data from emergency nurses working in South Africa (n = 204). The Job
Demands-Resources Scale, Capability Set for Work Questionnaire, World Health Organization Health
and Work Performance Questionnaire, and Turnover Intention Scale were administered. Latent
profile analysis resulted in four job demands-resources profiles: a demanding job, resourceful job,
rich job, and poor job. Job demands-resources profiles, specifically having a rich job and not having
a poor job (compared to a demanding job), significantly impacted emergency nurses’ capability
set and specific work capabilities. In addition, having a resourceful job and two work capabilities,
namely, using knowledge and skills and contributing to something valuable, affected emergency
nurses’ job performance. Furthermore, poor and demanding jobs (compared to rich and resourceful
jobs) predicted emergency nurses’ intentions to leave. A rich job (compared to a demanding job)
was significantly associated with six of the seven work capabilities, while a resourceful job was
associated with earning a good income and contributing to something valuable. Autonomy at work,
career progress, and relationships with supervisors were associated with most emergency nurse
work capabilities.

Keywords: emergency nurse; job demands; job resources; capabilities; performance; intention to
leave; South Africa

1. Introduction

Emergency nurses (any nurse (professional or lower categories) working in the emer-
gency department of a hospital providing Level 1 or Level 2 trauma care) provide critical
care and are vital to the success of emergency care, especially during a global pandemic [1].
They must be able to promptly perform patient assessments and treatments across all ages
and various illnesses and injuries, while professionally and efficiently navigating a diverse
job function and providing care [2]. It is, therefore, vital to protect and retain healthcare
workers [3]. Unfortunately, the working environment in which emergency nurses operate
is known for being demanding [4], potentially affecting their ability to perform effective
emergency care and their willingness to remain in institutions to provide care [5]. In addi-
tion, these nurses are exposed to workplace violence [6], overcrowding [7], death [8], and
other traumatizing events, making emergency nurses’ work emotionally demanding [9].
Moreover, research shows that improving emergency nurses’ job resources is essential to
promoting their work functioning [10].

Significant events such as the novel SARS-CoV-2 outbreak, resulting in a global pan-
demic (COVID-19), placed further pressures on an already demanding working environ-
ment, especially for emergency nurses working on the front lines where healthcare resources
were already constrained, such as in low-to-medium income countries [11–13]. Some of the
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most prominent job demands during the pandemic identified in low-to-medium income
countries were an increased workload characterized by overtime, frequent night shifts, and
working under strict time pressures [13]. Emergency nurses were also required to deal
with increased exposure to death and dying, as well as navigating inadequate emotional
preparation, fear, uncertainty regarding treatment, stringent biosecurity measures, stigma,
and the risk of being infected [13]. Furthermore, the belief that the virus was created
intentionally, and the number of office days (albeit different for younger and older workers)
contributed to the demands placed on them [3,12]. To make matters worse, the pandemic
made it almost impossible for emergency nurses to rely on important resources (such as
being able to exchange experiences and feelings with co-workers and to receive sufficient
support from their supervisors) to safeguard them from the increased demand [13]. Con-
sequently, emergency nurses in low-to-medium income countries (such as Bolivia, Egypt,
Ecuador, and Iran) had been exhibiting an increase in psychological distress and anxiety
disorders [12]. The vicious cycle of high demands leading to decreased satisfaction causing
increased stress has a strong association with the intention to leave the job or profession [13].
Therefore, the global pandemic has lowered the mental health, life satisfaction, and job
satisfaction of emergency nurses, vital to sustain employment and performance [3,12].

Various theories and models have been developed to explain the functioning of in-
dividuals in demanding work contexts. Firstly, the conservation of resources (COR) the-
ory [14,15] holds that people are driven to obtain valued resources and protect the ones
they already have. Secondly, according to the social exchange theory (SET) [16], human
relations are formed according to subjective cost-benefit analyses. The more often a par-
ticular behavior has been rewarded, the more likely it is that it will be repeated in the
future [17]. A meta-analysis of organizational justice research indicated that SET variables
such as trust, perceived organizational support, and leader-member exchange were critical
to the relationship between justice, job, and contextual performance [18]. Thirdly, the
job demands-resources (JD-R) model [19–21], which focuses on work characteristics and
experiences concerning individual and organizational outcomes, has been developed and
linked to these theoretical frameworks [22]. In the fourth place, in contrast to these frame-
works, Sen’s [23] capability approach (CA) has been used to conceptualize the flourishing
of individuals at work due to their capabilities and functioning [24].

As a social justice framework, the CA suggests that people must be free to choose the
lives they have reason to value from a wide range of resources or opportunities. Therefore,
the CA entails an opportunity-based rather than a means-based framework to study the
functioning of people. Capabilities are the achieved doings and beings that a person con-
siders valuable. Realized capabilities (i.e., the capability set) represent the functionings of
people. However, people need resources to navigate their demands, while achieving valued
work effectively [25]. Van der Klink et al. [24] developed the sustainable employability
(SE) model, which considers the capabilities and functioning of individuals together with
resources and constraints. This latter model investigates work capabilities (i.e., valued
beings and doings at work, the opportunity at work to achieve these work values, and their
achievement) and functioning.

Functionings refer to individuals’ states and actions (e.g., performance and intention to
leave) that affect the sustainable employability of emergency nurses and the institutions that
employ them. Emergency nurses’ sustainable employability, in terms of performance and re-
tention, is threatened if they cannot effectively navigate their work-related demands, as they
risk unsatisfactory performance or consider leaving their job or profession [26]. However,
based on the CA, van der Klink et al. [24] argue that capabilities affect the work func-
tioning of employees. Work values become capabilities when individuals consider them
important, are enabled to achieve them, and achieve them. Even more critical for the func-
tioning of employees is their capability set, which includes a range of capabilities [27,28].
Furthermore, emergency nurses’ job demands and resources may affect their work capabilities.

Only a few studies (e.g., Abma et al. [27]; De Wet & Rothmann [28]; Murangi et al. [29])
have applied an opportunity-focused perspective (in contrast to a means-focused perspec-
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tive) to investigate the functioning of individuals in the work context. Moreover, no studies
were found regarding emergency nurses’ job demands, resources, capabilities, and func-
tionings. Furthermore, while research is available on the effectiveness of the JD-R model in
assessing and predicting employee well-being, scientific evidence is needed concerning the
associations among emergency nurses’ JD-R profiles and their work capabilities, and their
effects on their performance and intention to leave.

This study investigated emergency nurses’ functionings at work (i.e., job performance
and intention to leave) by evaluating their perceived JDR profiles and work capabilities.
Rather than looking at what people have access to, the CA examines what they can do
and be with those resources [25]. Therefore, this study makes two important contributions.
First, it contributes to the knowledge regarding the associations between job demands and
resources of emergency nurses and their work capabilities. Second, it provides a unique
contribution regarding the associations between emergency nurses’ JD-R profiles and work
capabilities and the effects thereof on their functioning at work.

2. The Capability Approach

Amartya Sen’s capability approach (CA) offers a framework to assess people’s well-
being through capabilities and functionings, which form the core elements of the ap-
proach [23]. Sen argues that it is essential for people to have the freedom to choose and live
a life they have reason to value. Within the CA framework, capabilities include people’s
realized beings (states) and doings (actions) that they value, while functionings represent
the corresponding accomplishments [30,31]. The CA also asserts that conversion factors are
essential in transforming capabilities into functionings. Conversion factors can be personal
(such as education), social (such as traditions), or environmental (such as geographical
location) [25,32].

The CA fits well with the needs of the modern-day worker [24]. It can be applied
in the work context to identify people’s work values and whether they are able and en-
abled to achieve them [24]. People increasingly seek work that they value and where they
matter [33,34]. The sustainable employability model [24], based on the capability ap-
proach, provides a framework for assessing individuals’ capabilities (such as contributing
to something valuable) and functionings (mental health) at work. Within the sustainable
employability framework, it is important to identify what work goals or outcomes people
consider valuable, whether their work environment enables them to achieve these work val-
ues, and whether they are achieving them [33]. Studies show that capabilities are associated
with work functioning in the Netherlands [27], Namibia [29], and South Africa [28].

The CA is not a social justice theory, but has been used in thinking about justice [25],
i.e., “how the good and bad things in life should be distributed among the members of a
human society” [35]. Robeyns [25] states that social justice and distributive justice are often
synonyms. However, she points out that distributive justice concerns an analysis of who
gets what, while social justice refers to the respect, recognition, or attitudes expressed by
an individual or institution and does not only concern distribution. In the pursuit of social
justice, there is a shift from distributive (i.e., fairness in the distribution of income and
wealth) to contributive justice, which implies that human flourishing is fostered through
advancing the flourishing of others [36].

2.1. Capabilities

Within the capability approach [23] framework, well-being is conceptualized as achiev-
ing valued beings and doings (through capabilities) instead of economic ideals. According
to Duong and Van Pham [37], the capability approach should incorporate work capability
to measure human development adequately. Consequently, people require resources and
freedoms to create opportunities they have reason to value to live a flourishing life [38]. In
this sense, well-being is achieved through capabilities (enabled and achieved valued states
and actions) and functionings (corresponding accomplishments such as happiness or good
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health) [25]. Expanding capabilities enable individuals to take an active role in shaping
their well-being and contributing to the lives of others [37].

For the modern-day worker, work needs to hold meaning beyond economic utili-
ties [24]. Thus, it is more beneficial to consider what emergency nurses value at work
and how they can be retained, as opposed to what makes them leave [39,40]. The sus-
tainable employability model [24], which uses the capability approach to operationalize
employees’ capabilities and functionings for work, can be utilized to understand how
emergency nurses can be more sustainably employed. In this sense, emergency nurses’
sustainable employability depends on enabling and achieving work values [33]. Therefore,
for emergency nurses to be sustainably employed, their personal, social, and environmental
conditions need to offer them the opportunities to contribute to the world they have reason
to value without jeopardizing their health or well-being [27]. Consequently, emergency
nurses require numerous opportunities to realize valued functionings [41] and a set of
capabilities to function optimally at work.

Identifying individuals’ capabilities (opportunities, enablement, and achievement of
work values) is important for creating a capability set. A capability set refers to the potential
set of beings and doings individuals’ can achieve, given their resources and conversion
factors [42]. A capability set is, thus, the aggregation of available options reflecting several
beings and doings that emergency nurses have reason to value. Abma et al. [27] identify
seven work capabilities: using knowledge and skills, developing knowledge and skills,
being involved in important decisions, building and maintaining meaningful contacts at
work, setting own goals, earning a good income, and contributing to something valuable.

2.2. Job Demands and Resources
2.2.1. Conceptualization of Job Demands and Resources

Individuals need the relevant resources to navigate the numerous demands associated
with their profession. Within the COR framework, resources are anything individuals value
and consider helpful in achieving their goals [15,43]. These resources can potentially include
objects (e.g., equipment), conditions (e.g., permanent employment), support (e.g., from co-
workers and supervisors), inner resources (e.g., self-esteem), and autonomy [43]. The COR
theory argues that losing resources affects people more than gaining resources. Therefore,
people are motivated to acquire resources to counter resource loss [44]. Additionally, SET
has been a leading framework for examining and understanding reactions to social justice.

The job demands-resources (JD-R) model [21] investigates employees’ work character-
istics and experiences through job demands and job resources, and argues that a lack of
personal resources and an imbalance between job demands and job resources negatively
affect employee well-being [45,46]. Employees’ physical, psychological, and organizational
strenuous work dimensions would be categorized as job demands. In contrast, job re-
sources refer to the work dimensions that reduce job demands, assist in achieving work
goals, and foster personal growth, development, and learning [47]. Emergency nurses’
job demands and resources affect their work performance [48] and reduce their intention
to leave [49]. A recent meta-analytic review [22] suggests that the JD-R is an excellent
theoretical framework for assessing employees’ well-being in different organizations.

The same demand may be considered a challenge for some emergency nurses, but
a hindrance for others [50]. Nevertheless, it remains an aspect of the job that drains an
employee’s energy [46]. Therefore, challenge demands can have adverse work outcomes
for emergency nurses, but it is likely to be to a lesser degree than when perceived as a
hindrance [51]. Furthermore, the emergency nursing profession is recognized as an emo-
tionally demanding occupation with frequent patient interactions, creating the expectation
that emergency nurses need to be able to manage their emotions [52]. Emotional demands
are any aspects of the job that require emotional effort, such as handling angry patients
and being confronted with emotionally disturbing situations [53]. Mismanaged emotional
demands have potentially harmful implications, such as increased anxiety and depression
symptoms [54]. In addition, emergency nurses’ exposure to numerous job demands simul-
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taneously can make them more inclined to adverse outcomes [10]. Therefore, the study
investigated emergency nurses’ challenges, hindrances, and emotional demands.

Job resources can act as a protective measure and safeguard emergency nurses against
their job demands [19]. While some job demands cannot be reduced, resources can be
enhanced to improve work outcomes. Several studies have found relationships with
co-workers and supervisors and autonomy at work to be essential resources within the
emergency department, see [10]. Furthermore, increasing role clarity, a concern among
emergency nursing professionals [55], can have an impact on their functioning [56], lower
anxiety and depressive symptoms, and increase self-confidence, effort, and satisfaction [56].
The availability of resources to promote career progress [57] and the ability to appropriate
readily available equipment [58,59] are also essential resources among these profession-
als. Consequently, the study evaluated emergency nurses’ relationships with co-workers
and supervisors, role clarity, career progress, autonomy at work, and the availability
of equipment.

2.2.2. The Role of Resources in the Capability Approach

Resources are crucial in the CA, but in an instrumental way [25]. Focusing on capabili-
ties and functioning does not mean that capability analysis ignores resources. Capabilities
depend on resources; therefore, resources must be appraised in terms of their effectiveness
in enhancing the lives and liberties of people (i.e., how they extend substantive human
freedom), rather than taking them to be valuable by themselves [25]. Once it has been
decided which capabilities are relevant, it is necessary to investigate the determinants of
those capabilities (i.e., resources, conversion factors, and constraints).

The resources available to emergency nurses hold value depending on what they can
achieve and when they can use or convert them [60]. Consequently, while emergency nurses
must have the relevant resources to manage their job demands, more is needed to achieve
optimal functioning; they need to convert the available job resources into opportunities
required to achieve valued work outcomes [33] through conversion factors [25]. In this
sense, some emergency nurses with the same job resources may realize their potential,
while others do not. Therefore, conversion factors can explain aspects affecting emergency
nurses’ work capabilities and functionings. Furthermore, job demands can hold positive
outcomes for emergency nurses if they can convert them into valuable aspects that are
aligned with their work values [33]. Thus, the study investigated the associations between
emergency nurses’ JD-R profiles and their work capabilities and functionings.

2.2.3. Job Demands-Resources Profiles: A Person-Centered Approach

The effect of job demands and resources on employees’ capabilities and functioning
can be studied using variable- and person-centered approaches. In variable-centered stud-
ies, the focus is on average relationships between variables in a specific sample [61]. Such
studies do not consider that relations among variables can differ among different subpopu-
lations (e.g., different JD-R profiles) in a sample. Furthermore, tests of interaction effects
in variable-centered approaches do not solve the problem of subpopulations in a sample,
since such tests assume that the interaction effects apply equally to all participants [61].

Person-centered approaches (such as latent profile analyses) assume that subgroups
of samples (profiles) come from a heterogeneous population [61,62]. The person-centered
approach can identify complex relationships among variables that will ordinarily not be de-
tected using a variable-centered approach. Caesens et al. [61] suggest that person-centered
analyses can “explore the underpinnings of unexpected or inconsistent variable-centered
associations”. However, few studies have focused on the combined effects of different job
demands and resources on employees’ capabilities and functioning. Consequently, little is
known about the patterns that characterize the combination of different job demands and
resources and their effects on individuals’ functioning.

While various studies have been conducted on the job demands and resources of
nurses in a South African context e.g., [63–65], these studies used variable-centered ap-
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proaches. Thus, a person-centered approach to job demands and resources can provide
important information regarding individual differences among emergency nurses and their
capabilities and functioning. Previous research on JD-R profiles found four distinctive
profiles: resourceful job, demanding job, rich job, and poor job [29,66]. A resourceful job
has low demands with high resources, while a demanding job has high demands and low
resources. A rich job presents with both high demands and resources, whereas a poor job
has low demands and resources. Poor jobs are negatively associated with using knowledge
and skills as a capability, while resourceful and rich jobs are associated with developing
knowledge and skills, being involved in important decisions, building and maintaining
meaningful relationships at work, and setting goals [29].

By employing a person-oriented approach, co-occurrences between job demands
and resources among emergency nurses can assist in better understanding the interrela-
tionships [67]. Furthermore, the combination of job demands and resources allows for
investigating corresponding emergency nurse capabilities and functionings across the
identified profiles. A person-oriented approach may also provide insight into whether it is
beneficial to decrease job demands or increase job resources to improve emergency nurses’
work performance and decrease their intention to leave. However, while researchers have
studied emergency nurses from a person-oriented perspective [68–70], scientific informa-
tion regarding JD-R profiles among emergency nurses in a South African context and
associations with their work capabilities and functionings is lacking. Therefore, the study
investigated emergency nurses’ JD-R profiles and associations with their work capabilities,
job performance, and intentions to leave.

2.3. Job Performance and Intention to Leave as Functionings

Emergency nurses’ states and actions (i.e., functioning) at work have implications for
them and the hospitals that employ them [25]. Their performance and intention to leave
are considered two crucial work functionings.

Emergency nurses’ work performance is an essential phenomenon in occupational
health [71], especially considering the SARS-CoV-2 outbreak resulting in a global pandemic
(COVID-19) [72], placing increased pressure on their work performance [73]. Work perfor-
mance comprises employee behaviors or actions aligned with the goals of the organization
and employees’ job responsibilities. Emergency nurses’ work performance comprises job
skills, clinical competencies and task performance, and contextual performance (duties
outside the job description) [72]. The work capability set is positively associated with work
performance [27], indicating that emergency nurses with a more comprehensive set of
capabilities will most likely perform better at work.

The retention of emergency nurses is a global concern. The demanding working con-
ditions in which the nursing profession operates is both due to and a result of low retention
rates [74]. Aggression and violence in the workplace, critical incidents (events provoking
strong emotional reactions), and the work environment (e.g., inadequate staffing levels,
high workloads, and overcrowding) are some of the leading contributors to low retention
among these professionals [75]. Furthermore, stress caused by patients and their families,
high workloads, and conflict with supervisors and co-workers increases nurses’ intention
to leave [76]. Intention to leave refers to employees’ resolute and conscious inclination to
leave their employment [77]. Emergency nurses who intend to leave their job or profes-
sion produce negative outcomes such as increased counterproductive work behaviors and
decreased organizational citizenship behavior [78]. Aspects that can potentially increase
the retention of emergency nurses include the perception of good teamwork, supervisors
prioritizing safety and displaying adequate relational competencies [79], a conducive work
environment [80], ethical leadership, and decision authority [75].

Emergency nurses who are successful in realizing their work values are expected
to exhibit higher work performance and are less likely to leave their job or the profes-
sion. Furthermore, emergency nurses’ perceptions of their level of challenge, emotional,
and hindrance demands can positively or negatively affect their functionings. If the job
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demands are aligned with their work values, they will probably report higher work per-
formance and lower intention to leave [33]. Therefore, the study aimed to investigate
emergency nurses’ work performance and intention to leave as functionings towards their
sustainable employability.

3. Current Study

Employing a person-centered approach to investigate JD-R profiles among emergency
nurses in order to identify naturally forming subgroups can explain the various patterns
between job demands and job resources among emergency nurses [81]. Furthermore, a
person-oriented approach is expected to result in a better understanding of the combina-
tion of emergency nurses’ job demands and resources and how these affect their work
capabilities and functionings (i.e., work performance and intention to leave).

Abma et al. [27] investigated the associations between the work capability set and
functionings, specifically work role functioning-flexibility demands, work ability, work
performance, worked hours, sickness absence, and sickness absence days among Dutch
employees. However, further research is required regarding the associations between
emergency nurses’ work capabilities and functionings in a South African context. Therefore,
this study aimed to evaluate emergency nurses’ JD-R profiles in South Africa and investigate
the associations among these distinct profiles with their work capabilities and functionings,
specifically work engagement and intention to leave (as shown in Figure 1).
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Figure 1. Model of JD-R Profiles, Capabilities, and Functionings.

The following hypotheses were set (see Figure 1):

Hypothesis 1 (H1). Emergency nurses’ JD-R profiles are associated with their work capabilities.

Hypothesis 2 (H2). Emergency nurses’ work capability set is positively associated with
their performance.

Hypothesis 3 (H3). Emergency nurses’ work capabilities are negatively associated with their
intention to leave.

Hypothesis 4 (H4). Emergency nurses’ job demands-resources profiles are indirectly associated
with their work performance (H4a) and intention to leave (H4b) via their work capabilities.

4. Materials and Methods
4.1. Research Design

A quantitative research approach was followed with a cross-sectional survey design.
The selected research design allowed for the investigation of relationships among vari-
ables [82] and for identifying latent profiles (or subpopulations) within a population using a
set of variables [83]. Latent profile analysis (LPA) groups people with similar characteristics
into profiles with varying degrees of probabilities [83].
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4.2. Participants

The South African healthcare sector comprises two sectors, i.e., the public and private
healthcare sectors. The public healthcare sector serves around 71% of the South African
population and is funded by the national government. Running parallel to the public
sector is the private healthcare sector, which is predominantly funded by individuals via
medical aid schemes and health insurance [84]. Statistical power analysis using G*Power
software [85] showed that, with a medium effect size (f2 = 0.15), an alpha value of 0.05,
power of 0.95, and four predictors in a regression model, 129 participants are needed.

The study followed a purposive sampling approach to recruit potential participants.
Persons employed as a nurse in the emergency department of hospitals offering Level 1
or Level 2 trauma care were approached and asked to participate in the study. A Level 1
trauma care hospital can provide leadership and total care for every aspect of injury
(prevention to rehabilitation), while providing 24 h availability of all primary specialties
and a trauma surgeon as director. A Level 2 trauma care hospital provides 24 h medical
cover for initial definitive trauma care, regardless of injury severity (including the typical
specialties) [86]. The study obtained permission from 13 hospitals operating in the private
healthcare sector and 1 hospital from the public sector in the Gauteng province. A total of
204 responses were obtained.

From Table 1, it is evident that mainly females (71.57%) participated in the study. A
total of 28.43% were aged between 30 and 39. The nurses predominantly held a higher
certificate (25.98%), three-year diploma (24.02%), or bachelor’s degree (20.59%) qualifica-
tion. A total of 25% had been qualified between 6 and 10 years and mostly permanently
employed (75.00%).

Table 1. Characteristics of Participants (N = 204).

Demographic Variable Grouping n %

Gender
Male 54 26.47

Female 146 71.57
Missing values 4 1.96

Age

18–29 years of age 27 13.24
30–39 years of age 58 28.43
40–49 years of age 30 14.71
50–59 years of age 18 8.82
60+ years of age 2 0.98
Missing values 69 33.82

Highest qualification

Grade 12 (NQF 4) 19 9.31
Higher certificate (NQF 5) 53 25.98

Three-year diploma (NQF 6) 49 24.02
Bachelor’s degree (NQF 7) 42 20.59
Honours degree (NQF 8) 28 13.73
Master’s degree (NQF 9) 1 0.49

Other 5 2.45
Missing values 7 3.43

Years qualified

Less than 1 year 2 0.98
1–5 years 31 15.20
6–10 years 51 25.00

11–20 years 38 18.63
21–30 years 8 3.92
31+ years 11 5.39

Missing values 63 30.88

Contract type

Permanent contract 153 75.00
Fixed-term contract 17 8.33
Agency placement 30 14.71

Missing values 4 1.96
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4.3. Measuring Instruments

The Job Demands-Resources Scale (JDRS) [87] was administered to measure emergency
nurses’ job demands and resources. The study included 29 items: 11 to measure job
demands and 18 to measure job resources. Job demands included three subscales: challenge
(four items, e.g., “My job requires me to work very hard.”); emotional (three items, e.g.,
“Does your work put you in emotionally upsetting situations?”); and hindrance (four
items, e.g., “I have to go through a lot of red tape to get my job done”). Job resources
included six subscales: relationship with co-workers (three items, e.g., “Can you count
on your co-workers when you come across difficulties in your work?”); relationship with
supervisor (three items, e.g., “Do you get on well with your supervisor?”); role clarity (three
items, e.g., “Do you know exactly what other people expect of you in your work?”); career
progress (three items, e.g., “Does your job offer you the possibility to progress financially?”);
autonomy (three items, e.g., “Does your job offer you the possibility of independent thought
and action?”); and equipment (three items, e.g., “Do you have sufficient equipment to do
your work tasks?”). Responses were rated on a Likert scale, ranging from 1 (never) to 5
(always). The JDRS is valid, reliable, and equivalent across different organizations [87] in a
South African context [88].

The Capability Set for Work Questionnaire (CSWQ) [27] was used to measure emer-
gency nurses’ work capabilities. The CSWQ measures seven predetermined work values:
(1) using knowledge and skills, (2) developing knowledge and skills, (3) involvement in
important decisions, (4) building and maintaining meaningful relationships at work, (5) set-
ting own goals, (6) earning a good income, and (7) contributing to something valuable.
For each of these seven values, the emergency nurses were requested to indicate whether
(a) they considered the work value important (importance: e.g., “How important is it to
you to be able to use your knowledge and skills at work?”); (b) their work offered them
sufficient opportunities to achieve it (enablement: e.g., “Does your current work offer you
enough opportunities to do that?”); and (c) they succeeded in achieving it (achievement:
e.g., “To what extent do you succeed in doing so?”). The items were rated on a Likert
scale, ranging from 1 (totally not) to 5 (to a very great extent). The CSWQ has convergent,
predictive, and incremental validity [89] and is reliable (ω = 0.77) [29].

The World Health Organization Health and Work Performance Questionnaire
(HPQ) [90] was used to assess emergency nurses’ work performance. The HPQ has four
self-rated items (e.g., “How would you rate your performance/effectiveness compared to
your peers?”). Responses were rated on a Likert scale, ranging from 1 (low) to 10 (top). The
HPQ is valid and reliable in assessing employees’ work performance perceptions [27].

The Turnover Intention Scale (TIS) [91] was administered to assess emergency nurses’
intention to leave. The TIS has three items, measured on a Likert-type scale, ranging from 1
(totally disagree) to 5 (totally agree). An example of an item is “I am actively looking for
other jobs.”. The TIS is a valid and reliable measure to assess intention to leave. According
to a study conducted by Moller and Rothmann [92] among agribusiness managers in the
South African context, the TIS reported a Cronbach’s alpha coefficient of 0.83.

Refer to the appendix (Appendix A.1) for the measuring instruments used in this
research, with corresponding items and standardized factor loadings.

4.4. Research Procedure

The North-West University Health Research Ethics Committee (NWU-HREC) pro-
vided ethics clearance for the study (NWU-00273-21-A1). Moreover, the researcher obtained
permission from four private hospital groups, the corresponding hospital, and the emer-
gency department management, as well as the Provincial Department of Health for the
participating public hospital. Data was collected via an online platform (i.e., QuestionPro)
and hard-copy booklets. Most of the participants completed a hard-copy survey (91.18%).

The research purpose, that participation in the study was voluntary, and that all
information and responses would be kept confidential and anonymous were explained
to the participants. The researcher provided an explanation of the research to potential
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participants by means of a separate informed consent form and face-to-face where possible.
Potential participants were asked to read through the informed consent form and indicate
whether they want to participate in the research. The informed consent form informed
the potential participant on the purpose of the study, what the data will be used for, who
will have access to the information, their rights, and that participation is voluntary. After
providing consent, participants participated in the study by completing the survey on a
separate booklet or online platform for those who opted to complete the online survey.

4.5. Data Analysis

SPSS Version 27 [93] and Mplus 8.8 [94] were utilized for the data analyses. Goodness-
of-fit indices and information criteria were used to assess model fit and, ultimately, select
the model that fit the data best [95]: the chi-square statistic (the test of absolute fit of the
model), standardized root mean residual (SRMR), root mean square error of approximation
(RMSEA), Tucker-Lewis index (TLI), and comparative fit index (CFI). TLI and CFI values
higher than 0.90 indicate an acceptable value, with a value higher than 0.95 indicating an
excellent fit. Score values for SRMR and RMSEA below 0.08 with a 90% confidence interval,
not including zero, indicate acceptable values [96].

Associations between job demands, job resources, work capabilities, work perfor-
mance, and intention to leave were investigated using Pearson correlations [97]. In addition,
point biserial correlations were used to estimate the relationships between capabilities, job
demands and resources, work performance, and intention to leave.

Latent profile analysis (LPA) was used to determine different emergency nurse JD-R
profiles through Mplus 8.8 [94]. The maximum likelihood with robust standard errors
(MLR) was utilized to estimate multiple latent profiles. A model was retained if it showed
a significant improvement from the reference model to the model with more profiles.
Models were compared based on their Bayesian information criterion (BIC), Akaike infor-
mation criterion (AIC), and sample-size adjusted Bayesian information criterion (ABIC)
values [96,98]. The decision to select the model with the optimal number of profiles was
made using the Lo-Mendell-Rubin test (LMR LR) [99], the adjusted Lo-Mendell-Rubin test
(aLMR), and the bootstrapped likelihood ratio test (BLRT) [96]. Entropy values (ranging
from 0 to 1) were used to assess profile verification quality. An entropy value close to one
indicates a suitable classification. The average latent class probabilities were investigated
to determine the probability of correct class membership. A probability score above 0.80
suggests good membership probability [100].

Logistic regression analysis was performed on the seven capabilities as binary out-
comes and JD-R profiles. In addition, multiple regression analyses were employed to
investigate the effects of JD-R profiles and capabilities on job performance and intention to
leave. Mplus 8.8 [94] was used to perform analyses of the indirect effects of job demands-
resources profiles on work performance and intention to leave.

5. Results
5.1. Measurement Models of Job Demands-Resources, Performance, and Intention to Leave

The researchers used confirmatory factor analysis (CFA) to evaluate the measurement
models of job demands, job resources, performance, and intention to leave. From Table 2, it
is evident that the fit statistics obtained were acceptable: χ2 = 906.97 (df = 539; p < 0.001),
CFI = 0.96, TLI = 0.95, RMSEA = 0.06 [0.05, 0.07, p = 0.021], and SRMR = 0.07.
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Table 2. Fit statistics of the Measurement Model of Job Demands-Resources, Performance, and
Intention to Leave.

Model χ2 df CFI TLI RMSEA 95% CI SRMR

1 906.97 ** 539 0.96 0.95 0.06 * [0.05, 0.07] 0.07

Notes: χ2—Chi-square; df —degrees of freedom; CFI—comparative fit index; TLI—Tucker-Lewis index;
RMSEA—root mean square error of approximation; CI—confidence interval; SRMR—standardized root mean
square residual; ** p < 0.01; * p < 0.05.

As seen in Table 3, the sizes of the factor loadings of the items on their target factors
were acceptable: challenge demands: λ = 0.56 to 0.88 (mean = 0.72); emotional demands:
λ = 0.65 to 0.89 (mean = 0.75); hindrance demands: λ = 0.62 to 0.94 (mean = 0.77); relationship
with co-workers: λ = 0.74 to 0.89 (mean = 0.83); relationship with supervisor: λ = 0.87 to
0.94 (mean = 0.90); role clarity: λ = 0.71 to 0.82 (mean = 0.76); career progress: λ = 0.71 to
0.82 (mean = 0.76); autonomy: λ = 0.71 to 0.85 (mean = 0.78); equipment: λ = 0.74 to 0.90
(mean = 0.81); performance: λ = 0.86 to 0.93 (mean = 0.89); and intention to leave: λ = 0.79
to 0.98 (mean = 0.90). Therefore, the factors were well-defined and aligned with theoretical
expectations. The guidelines of Abma et al. [27] were followed to use the average scores of
the capability set.

5.2. Descriptive Statistics, Reliabilities, and Correlations

The McDonald’s omega reliabilities, means, standard deviations, and Pearson cor-
relations of the variables used in the study are reported in Table 3. McDonald’s omega
coefficients above 0.70 were obtained for all the scales, indicating acceptable reliability [101].

Regarding emergency nurses’ job demands (as shown in Table 3), only emotional
demands were statistically significantly and negatively associated with their capability
set (p < 0.01, small effect). However, all six job resources were statistically significantly
and positively related to the capability set, with relationship with the supervisor, career
progress, and autonomy at work showing the largest effect sizes. Regarding the associations
between emergency nurses’ capability set and their functionings, only intention to leave
was statistically significantly and negatively associated with their capability set (p < 0.01).

Not shown in Table 2 are the associations between emergency nurses’ job demands and
resources and their work capabilities. Challenge, emotional, and hindrance job demands
were significantly associated with the building and maintaining of meaningful relation-
ships at work (r = −0.30, r = −0.28, and r = −0.22, respectively). All job resources were
statistically significantly related to all the work capabilities, except for relationships with
co-workers (with setting own goals) and equipment (with building and maintaining mean-
ingful relationships at work). The associations with at least a medium effect were as follows:
relationships with co-workers—building and maintaining meaningful relationships at work
(r = 0.30); relationships with supervisors—involvement in important decisions (r = 0.42),
building and maintaining meaningful relationships at work (r = 0.33), earning a good in-
come (r = 0.36), and contributing to something valuable (r = 0.38); role clarity—involvement
in important decisions (r = 0.28) and contributing to something valuable (r = 0.29); career
progress—developing knowledge and skills (r = 0.36), involvement in important decisions
(r = 0.35), setting own goals (r = 0.33), earning a good income (r = 0.32), and contributing
to something valuable (r = 0.35); autonomy at work—using (r = 0.31) and developing
(r = 0.33) knowledge and skills, involvement in important decisions (r = 0.39), building and
maintaining meaningful relationships at work (r = 0.35), earning a good income (r = 0.29),
and contributing to something valuable (r = 0.36); equipment—developing knowledge
and skills (r = 0.32), earning a good income (r = 0.28), and contributing to something
valuable (r = 0.29). Additionally, autonomy at work, career progress, and relationships with
supervisors were associated with the most emergency nurse work capabilities (6, 5, and
4, respectively).
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Table 3. Descriptive Statistics, Reliabilities, and Correlations of the Scales.

Variable ω Mean SD 1 2 3 4 5 6 7 8 9 10 11

1. Challenge demands 0.79 4.14 0.74 – – – – – – – – – – –
2. Emotional demands 0.76 3.16 1.02 0.68 ** – – – – – – – – – –
3. Hindrance demands 0.82 2.37 0.95 0.58 ** 0.76 ** – – – – – – – – –

4. Co-worker relationship 0.81 4.14 0.77 −0.14 −0.38 ** −0.50 ** – – – – – – – –
5. Supervisor relationship 0.89 3.85 1.04 −0.20 ** −0.47 ** −0.39 ** 0.64 ** – – – – – – –

6. Role clarity 0.70 4.04 0.71 −0.22 ** −0.39 ** −0.52 ** 0.51 ** 0.59 ** – – – – – –
7. Career progress 0.77 2.81 1.05 0.01 0.04 0.08 0.19 ** 0.46 ** 0.53 ** – – – – –

8. Autonomy at work 0.78 3.60 0.90 −0.19 ** −0.33 ** −0.27 ** 0.61 ** 0.70 ** 0.76 ** 0.73 ** – – – –
9. Equipment 0.80 4.00 0.79 −0.15 * −0.34 ** −0.35 ** 0.49 ** 0.60 ** 0.71 ** 0.51 ** 0.69 ** – – –

10. Capability set 0.93 0.50 0.33 −0.11 −0.18 ** −0.10 0.30 ** 0.46 ** 0.37 ** 0.45 ** 0.48 ** 0.36 ** – –
11. Performance 0.92 8.27 1.31 −0.10 −0.24 ** −0.28 ** 0.15 * 0.14 * 0.32 ** 0.03 0.20 ** 0.20 ** 0.15 * –

12. Intention to leave 0.91 3.03 1.29 0.44 ** 0.48 ** 0.47 ** −0.39 ** −0.48 ** −0.35 ** −0.23 ** −0.36 ** −0.37 ** −0.27 ** −0.13

Notes: ω—McDonald’s omega coefficient; SD—standard deviation; ** p < 0.01; * p < 0.05; r < 0.30 = small effect; 0.30 < r < 0.50 = medium effect; r > 0.50 = large effect.
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5.3. Latent Profile Analysis

Emergency nurses’ JD-R profiles were investigated using factor scores saved from the
measurement model. To control for measurement error, greater weightings were assigned
to items with smaller errors [102]. Table 4 reports on the four profiles analyzed.

Table 4. Comparisons of Different Models of JD-R Profiles.

Model AIC BIC aBIC Entropy LMR LR Test
p-Value

aLMR LR Test
p-Value

BLRT
p-Value

Smallest Class
Membership

Profile 1 3553.54 3612.72 3555.70 - - - - -
Profile 2 3112.11 3204.19 3115.48 0.83 0.016 0.017 0.001 ** 45.96%
Profile 3 2929.58 3054.54 2934.15 0.89 0.080 0.083 0.001 ** 16.67%
Profile 4 2836.74 2994.58 2842.51 0.86 0.292 0.297 0.001 ** 10.61%
Profile 5 2773.37 2964.09 2780.35 0.89 0.281 0.286 0.001 ** 10.10%

Notes: AIC—Akaike information criterion; BIC—Bayesian information criterion; aBIC—adjusted Bayesian
information criterion; LMR LR—Lo-Mendell-Rubin test; aLMR LR—adjusted Lo-Mendell-Rubin test;
BLRT—bootstrapped likelihood ratio test; ** p < 0.01.

Evident in Table 4, Profile 2 fitted the data better than Profile 1: ∆AIC = −441.43;
∆BIC = 408.53; ∆aBIC = −440.22; LMR LR (p > 0.01); aLMR LR (p > 0.01); BLRT (p < 0.01).
However, Profile 3 fitted the data better when compared to Profile 2: ∆AIC = −182.53;
∆BIC = −149.65; ∆aBIC = −181.33; LMR LR (p > 0.01); aLMR LR (p > 0.01); BLRT (p < 0.01).
Profile 4 showed a better fit than Profile 3: ∆AIC = −92.84; ∆BIC = −59.96; ∆aBIC = −91.64;
LMR LR (p > 0.01); aLMR LR (p > 0.01); BLRT (p < 0.01). Although Profile 5 fitted the data
better than Profile 4—∆AIC = −63.37; ∆BIC = −30.49; ∆aBIC = −62.16; LMR LR (p > 0.01);
aLMR LR (p > 0.01); BLRT (p < 0.01)—Profile 4 showed better member assignments and
is aligned with other research that identified four JD-R profiles [29,66]. Therefore, it was
decided to proceed with four latent JD-R profiles.

Profile 1 had 43 (22%) member assignments, Profile 2 had 42 (21%), Profile 3 had
21 (11%), and Profile 4 had 92 (46%), indicating acceptable membership proportions.
The average latent profile probabilities were 0.94, 0.92, 0.94, and 0.91 for Profiles 1, 2,
3, and 4, respectively. Furthermore, the entropy value was 0.86, indicating acceptable
classification [96]. The assumption is that local independence within profiles was met [103].
The four identified emergency nurse JD-R profiles are shown in Figure 2.

Following previous research [29,66], the four identified JD-R profiles illustrated in
Figure 2 are interpreted as follows: Profile 1—poor job: emergency nurses in this profile
have above-average emotional and hindrance demands with low job resources; Profile
2—resourceful job: emergency nurses in this profile have below-average job demands,
above-average relationships with co-workers and supervisors, role clarity, autonomy, and
equipment, and slightly below-average career progress; Profile 3—rich job: emergency
nurses in this profile have below-average job demands and high job resources; and Profile
4—demanding job: emergency nurses in this profile have average to above-average job
demands and low job resources.

Refer to the appendix (Appendix A.2) for a list and description of the identified
emergency nurse job demands-resources profiles.

5.4. Regression Analysis
5.4.1. Logistic Regression Analyses

A direct logistic regression analysis was performed on the seven capabilities as out-
comes and JD-R profiles. (See Table 5 for a summary of the results.)
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Table 5. Binary Logistic Analyses with JD-R Profiles as Independent Variables and Capabilities as
Dependent Variables.

Variable χ2 df R2 Percentage Predicted HL Test Significant Predictors
(Compared to a Demanding Job)

CC CNC Overall

UKS 11.60 ** 3 0.08 84.8 33.3 68.1 NS Low UKS—Poor job [Wald = 4.76 *,
OR = 0.44 (0.21, 0.92)]

DKS 18.48 ** 3 0.12 86.7 34.2 67.2 NS
High DKS—Rich job [Wald = 3.89 *,

OR = 4.61 (1.02, 21.00)]; Low DKS—Poor job
[Wald = 9.19 **, OR = 2.06 (0.15, 0.67)]

IID 31.10 ** 3 0.19 21.3 96.1 68.6 NS
High IID—Rich job [Wald = 8.15 **,

OR = 4.84 (1.64, 14.29)]; Low IID—Poor job
[Wald = 10.91 **, OR = 0.16 (0.05, 0.47)]

MRW 21.33 ** 3 0.13 87.0 33.3 70.5 NS
High MRW—Rich job [Wald = 5.94 *,

OR = 6.55 (1.45, 29.71)]; Low MRW—Poor job
[Wald = 5.65 *, OR = 0.41 (0.20, 0.86)]

SOG 14.70 ** 3 0.09 85.5 28.7 59.3 NS High SOG—Rich job [Wald = 6.48 **,
OR = 5.31 (1.47, 19.19)]

EGI 23.70 ** 3 0.17 27.7 94.9 79.4 NS

High EGI—Rich job [Wald = 18.18 **,
OR = 9.75 (3.42, 27.77)];

High EGI—Resourceful job [Wald = 6.34 **,
OR = 3.00 (1.28, 7.06)]

CSV 32.51 ** 3 0.20 46.7 82.1 66.2 NS

High CSV—Rich job [Wald = 8.59 **,
OR = 5.67 (1.78, 18.08)];

High CSV—Resourceful job [Wald = 4.19 *,
OR = 2.17 (1.03, 4.54)]; Low CSV—Poor job

[Wald = 8.58 **, OR = 0.26 (0.11, 0.64)]

Notes: UKS—use of knowledge and skills; DKS—development of knowledge and skills; IID—involvement in
important decisions; MRW—building and maintaining meaningful relationships at work; SOG—setting own
goals; EGI—earning a good income; CSV—contributing to something valuable; R2—Nagelkerke R2; CC—correct
prediction of being capable; CNC—correct prediction of not being capable; HL test—Hosmer and Lemeshow test;
NS—not significant; ** p < 0.01, * p < 0.05; OR (odds ratio)—Exp(B).
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The following results were derived from the odds ratios of the statistically significant
JD-R profiles as predictors of specific capabilities (see Table 5): (a) a poor job was associated
with a lower capability to use knowledge and skills, develop new knowledge and skills,
develop and maintain meaningful relationships, and contribute to something valuable;
(b) a rich job was associated with a higher capability to develop new knowledge and skills,
be involved in decision making, develop and maintain meaningful relations, set own goals,
earn a good income, and contribute to something valuable; and (c) a resourceful job was
associated with the capability to earn a good income and contribute to something valuable.
Based on these results, Hypothesis 1 is partially accepted.

5.4.2. Multiple Regression Analyses

Multiple regression analyses were conducted to investigate the impact of the JD-R
profiles on capabilities and the impact of these variables on emergency nurses’ job per-
formance and intention to leave. Dummy variables were created for the different JD-R
profiles using the demanding job as the comparison group. A dummy variable is used
when a categorical variable has more than two categories [97]. Dummy variables are, thus,
helpful in representing groups of people with only zeros and ones, so it is possible to use
categorical variables in regression analysis. The results of the multiple regression analyses
are presented in Table 6.

Table 6. Multiple Regression Analyses of the JD-R Profiles and Capabilities on Job Performance and
Intention to Leave.

Model Variable Beta SE β p R2 F p

Capability set
Model 1 Rich job 0.32 0.07 0.30 <0.001 ** 0.19 15.84 df (3, 200) <0.001 **

Resourceful job 0.08 0.06 0.10 0.154
Poor job −0.20 0.06 −0.25 <0.001 **

Job performance
Model 1 Rich job 0.24 0.19 0.09 0.214 0.07 4.55 df (3, 194) 0.004 **

Resourceful job 0.36 0.15 0.19 0.014 **
Poor job −0.23 0.14 −0.12 0.119

Model 2 Rich job 0.18 0.20 0.07 0.363 0.07 3.63 df (3, 194) 0.007 **
Resourceful job 0.35 0.15 0.18 0.017 *

Poor job −0.19 0.15 −0.10 0.208
Capability set 0.17 0.19 0.07 0.354

Intention to leave
Model 1 Rich job −0.59 0.14 −0.27 <0.001 ** 0.24 20.88 df (3, 196) <0.001 **

Resourceful job −0.50 0.11 −0.36 <0.001 **
Poor job 0.27 0.11 0.17 0.014 **

Model 2 Rich job −0.52 0.15 −0.24 0.001 ** 0.25 16.43 df (3, 196) <0.001 **
Resourceful job −0.57 0.11 −0.35 <0.001 **

Poor job 0.22 0.11 0.14 0.050 *
Capability set −0.23 0.14 −0.11 0.111

Notes: SE—standard error; β—beta; R2—Nagelkerke R2; ** p < 0.01; * p < 0.05.

Concerning the capability set as the dependent variable, Table 6 shows that JD-R pro-
files (as independent variables) predicted the capability set statistically significantly with a
medium effect: βRich job = 0.30, p < 0.001; βPoor job = −0.25; R2 = 0.19, p < 0.001. A rich job
was positively associated with the capability set, while a poor job was negatively associated
with the capability set. Regarding job performance as the dependent variable, Table 6 shows
that JD-R profiles and the capability set (as independent variables) predicted job perfor-
mance statistically significantly with a small effect: βResourceful job = 0.18; R2 = 0.07, p < 0.017.
A resourceful job was positively associated with job performance. Regarding intention to
leave as the dependent variable, Table 6 shows that JD-R profiles and the capability set (as
independent variables) predicted intention to leave statistically significantly with a large
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effect: βRich job = −0.24, p < 0.001; βResourceful job = −0.35, p < 0.001; βPoor job = 0.14, p < 0.001;
R2 = 0.25. A rich job and a resourceful job were negatively associated with intention to
leave, while a poor job was positively associated with intention to leave.

Not shown in Table 6 are the results of the multiple regression analyses with specific
capabilities as independent variables, and job performance and intention to leave as depen-
dent variables. The following capabilities were negatively associated with job performance:
using knowledge and skills (F(1, 196) = 7.32, p = 0.007, β = 0.19, R2 = 0.04) and contributing to
something valuable (F(1, 198) = 6.62, p = 0.011, β = 0.18, R2 = 0.03). Hypothesis 2 is partially
accepted. The following capabilities were negatively associated with intention to leave:
being involved in important decisions (F(1, 198) = 9.83, p = 0.002, β = −0.27, R2 = 0.05);
developing and maintaining meaningful work relationships (F(1, 198) = 13.72, p < 0.001,
β = −0.26, R2 = 0.07); setting own goals (F(1, 198) = 6.89, p = 0.009, β = −0.18, R2 = 0.03);
earning a good income (F(1, 198) = 22.17, p < 0.001, β = −0.32, R2 = 0.10); and contributing
to something valuable (F(1, 198) = 6.43, p = 0.012, β = −0.18, R2 = 0.03). Hypothesis 3 is
partially accepted.

5.4.3. Indirect Effects

The procedure suggested by [104] was used to determine how JD-R profiles affect
performance and intention to leave via the work capability set of emergency nurses. For in-
direct effects, bootstrapping was used to construct two-sided bias-corrected 95% confidence
intervals (CI’s).

The results showed that a rich job (β = −0.04, SE = 0.02, p = 0.035 [−0.09, −0.01])
indirectly and negatively affected intention to leave via a weak capability set. Furthermore,
a poor job (β = 0.04, SE = 0.02, p = 0.072 [0.01, 0.09]) indirectly affected intention to leave
via a weak capability set. Hypothesis 4a is rejected and Hypothesis 4b is partially accepted.

6. Discussion

This study investigated emergency nurses’ job demands-resources (JD-R) profiles and
their effect on their work capabilities and functioning (i.e., job performance and intention to
leave). Emergency nurses’ job demands and resources co-occurred in four distinct profiles,
namely, a demanding job, resourceful job, rich job, and poor job. Specifically, having a
rich job and not having a poor job (compared to a demanding job) significantly impacted
emergency nurses’ capability set and specific capabilities. Having a resourceful job and two
capabilities, namely, using knowledge and skills and contributing to something valuable,
affected emergency nurses’ job performance. Furthermore, poor and demanding jobs
(compared to rich and resourceful jobs) predicted emergency nurses’ intentions to leave.
A rich job (compared to a demanding job) was significantly associated with six of the
seven capabilities, while a resourceful job was associated with earning a good income and
contributing to something valuable.

From the results, four emergency nurse JD-R profiles were identified [29,66], namely,
a poor job (above-average emotional and hindrance demands, and low job resources), a
resourceful job (below-average job demands, above-average relationships with co-workers
and supervisors, role clarity, autonomy, and equipment, and slightly below-average career
progress), a rich job (below-average job demands and high job resources), and a demanding
job (average to above-average job demands and low job resources).

An important finding of this study concerns the balance between job demands and
resources in the four JD-R profiles. Challenge, emotional, and hindrance demands were
high in poor and demanding jobs. However, the most significant differences between the
four JD-R profiles, especially rich, resourceful, and poor jobs, were evident in job resources
(including relationships with co-workers and supervisors, role clarity, job autonomy, and
equipment) rather than job demands. This finding is in line with the value of resources
according to the COR theory [15,43]. However, the demanding JD-R profile (which included
46% of the participants) showed slight differences between job demands and resources,
which might imply that job resources are not sufficient to counter job demands.
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Regarding job demands, only emotional demands were negatively associated with
emergency nurses’ capability set. Interestingly, challenge, emotion, and hindrance job
demands were all negatively associated with building and maintaining meaningful rela-
tionships (which was one of the strongest capabilities of emergency nurses). Resources such
as good colleague and supervisor relations were also moderately to strongly associated with
the capability set. Consequently, emergency nurses may have lower capabilities to convert
emotional demands into capabilities when they lack relational resources and the capability
to build and maintain meaningful relationships. In this regard, Kinman and Leggetter [105]
found that enhancing emotional support might help nurses manage emotional demands.
The poor and demanding JD-R profiles in this study also showed that above-average job
demands (specifically emotional demands) combined with less job resources (specifically
relational resources).

As expected, the results of this study showed that JD-R profiles of emergency nurses
matter for their work capabilities. A rich job was associated with a stronger capability
set, while a demanding job was associated with a weaker set. A rich job was associated
with a higher capability to develop new knowledge and skills, be involved in decision-
making, develop and maintain meaningful relations, set own goals, earn a good income,
and contribute to something valuable. The same pattern was found for a demanding job
compared to a poor job, with nurses in the poor job profile having a poorer capability
set than those in the demanding job profile. Notably, emergency nurses in a poor job
had a weaker capability set than those in a demanding job. Concerning a poor job, the
JD-R profiles showed remarkable differences from a demanding job in terms of resources.
Further analyses of specific capabilities and JD-R profiles showed that emergency nurses
in a poor job lacked the following capabilities: using knowledge and skills, developing
new knowledge and skills, developing and maintaining meaningful relationships, and
contributing to something valuable. Interestingly, emergency nurses in the resourceful job
had stronger capabilities to earn a good income and contribute to something valuable than
those in the demanding job profile.

These results support using an opportunity-based rather than a means-based frame-
work to study emergency nurses’ functioning [24,25]. The resources available to emergency
nurses hold value depending on what they can achieve and when they can use or convert
them [60]. Consequently, while emergency nurses must have the relevant resources to man-
age their job demands, they need to convert the available job resources into opportunities
required to achieve valued work outcomes [33] through conversion factors [25].

Emergency nurses’ capability set was positively associated with their work perfor-
mance and negatively associated with their intention to leave. Similar results were found
among special education teachers in Namibia [29]. In the multiple regression analysis,
the capability set did not contribute significantly to their work performance and inten-
tion to leave. However, the capability set was associated with work performance in the
correlational analysis. Specific capabilities (using knowledge and skills and contributing
to something valuable) also predicted work performance when JD-R profiles were not
included in the regression equation. Similarly, a lack of the following capabilities was
associated with emergency nurses’ intentions to leave: being involved in important deci-
sions, developing and maintaining meaningful work relationships, setting their own goals,
earning a good income, and contributing to something valuable.

JD-R profiles were significantly associated with work performance and intention to
leave. Rich and resourceful jobs prevented intentions to leave, while a poor job contributed
to intentions to leave. Although JD-R profiles (specifically the rich and poor profiles in
contrast with the demanding job profile) affect the capability set of emergency nurses, they
also had stronger effects on the intention to leave than the capability set itself. The results
confirmed that the work capability set mediated the relationships between JD-R profiles
and intentions to leave. No such effect was found for performance.

This study’s findings align with the sustainable employability model [24]. Regarding
the effect of emergency nurses’ work capabilities on their functioning at work, using
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knowledge and skills and contributing to something valuable were positively associated
with their job performance. In addition, developing and maintaining meaningful work
relationships, setting goals, earning a good income, and contributing to something valuable
were negatively associated with intention to leave [29].

This study makes the following contributions to the literature. Firstly, previous
studies on the job demands and resources of nurses in South Africa used a variable-
centered approach, whereas the current study followed a person-centered approach. The
co-occurrences between job demands and resources provide insight into the relationships
between job demands and resources in different latent profiles [67]. For example, the
results showed larger differences between job resources (compared to job demands) in the
different profiles. In line with COR theory [15], emergency nurses must be driven to obtain
valued resources and protect the ones that they already have. Moreover, the latent profiles
influenced work capabilities, the capability set, work performance, and intentions to leave
differently. Secondly, this study provides insight into the benefits of specific job demands
and resources that affect the capabilities and functioning of emergency nurses. For example,
the results showed that job autonomy, relationships with supervisors, and emotional and
hindrance demands played a crucial role in the profiles. Thirdly, the study confirms the
importance of job resources in the capability approach [25], as they relate to conversion
factors and dealing with constraints. Job resources have instrumental value in extending
the freedom of emergency nurses and developing their sustainable employability.

7. Practical Implications

Policymakers should address emergency nurses’ JD-R profiles (not only job demands
and resources in isolation) and implement interventions that increase job resources, espe-
cially autonomy at work, career progress, and relationships with supervisors. This will
probably improve their work capabilities and performance, reduce their intention to leave
and, contribute to their sustainable employability [24,27,33].

8. Limitations and Recommendations for Future Research

This study had various limitations. Firstly, the study focused on a specific group
of professionals (i.e., emergency nurses). Generalization of results to other professionals
and work contexts needs to be performed with caution. Secondly, the sample was drawn
from a single province. Future research should be conducted with larger and more diverse
samples of emergency nurses in South Africa. Although the results were aligned with
previous research on the manifestation of job demands and job resources in profiles [66], a
larger sample could potentially have produced more profiles, and a larger, more diverse
group across different demographic variables could add further evidence related to such
profiles. Thirdly, scientific information is needed regarding the instrumental role of job
resources in developing conversion factors and work capabilities. Finally, a cross-sectional
design was used, which did not allow for commenting on the stability of JD-R profiles over
time. A longitudinal study would be valuable in providing such conclusions [82].

9. Conclusions

The study investigated emergency nurses’ JD-R profiles and the effect of these on their
capabilities and two functionings at work, namely, performance and intention to leave.
Their job demands and job resources co-occurred in four distinct profiles (i.e., demanding
job, resourceful job, rich job, and poor job). The combination of job demands and job
resources affected emergency nurses’ work capabilities differently. Although almost half
of the emergency nurses were in a demanding job, it was associated with more work
capabilities than the poor job participants. However, a rich job was associated with most
work capabilities among these professionals. Regarding emergency nurses’ functionings
at work, the rich and resourceful jobs were negatively associated with intention to leave,
while a poor job was positively associated with intention to leave.
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The person-centered approach of this study provides insights into the different
manifestations of job demands and job resources among emergency nursing professionals
in South Africa, as well as these effects on their work capabilities, which impact their
performance and intention to leave. These insights should inform policymakers pursuing
the sustainable employability of emergency nurses in South Africa.

Author Contributions: Conceptualization, N.B.B.; Formal analysis, N.B.B. and S.R.; Methodol-
ogy, N.B.B.; Resources, N.B.B.; Software, N.B.B. and S.R.; Supervision, S.R., L.T.D.B. and W.L.;
Writing—original draft, N.B.B.; Writing—review & editing, S.R., L.T.D.B. and W.L. 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 Health Research Ethics Committee (NWU-HREC) of the North-West
University (NWU-00273-21-A1).

Informed Consent Statement: Informed consent was obtained from all subjects involved in the study.

Data Availability Statement: The data supporting the research results can be found at the following
repository: Sustainable employability of emergency nurses [106].

Conflicts of Interest: The authors declare no conflict of interest.

Appendix A

Appendix A.1. Measuring Instruments Used in This Research

Table A1. Job Demands-Resources Scale (JDRS).

Variable Item λ

Job Demands

Challenge demands

1. My job requires me to work very hard. 0.56
2. I experience severe time pressures in my work. 0.86
3. I feel the weight of the amount of responsibility I have at work. 0.88
4. My job requires me to use a number of complex or high-level skills. 0.59

Emotional demands
1. Are you confronted in your work with things that affect you personally? 0.71
2. Do you have contact with difficult people in your work? 0.65
3. Does your work put you in emotionally upsetting situations? 0.89

Hindrance demands

1. I have to go through a lot of red tape to get my job done. 0.69
2. I do not fully understand what is expected of me. 0.62
3. I receive conflicting requests from two or more people. 0.82
4. I have many hassles to go through to get my work done. 0.94

Job Resources

Co-worker relationship
1. Can you count on your colleagues when you come across difficulties in your work? 0.74
2. If necessary, can you ask your colleagues for help? 0.89
3. Do you get on well with your colleagues? 0.86

Supervisor relationship
1. Can you count on your supervisor when you come across difficulties in your work? 0.94
2. Do you get on well with your supervisor? 0.89
3. In your work, do you feel appreciated by your supervisor? 0.87

Role clarity
1. Do you know exactly what other people expect of you in your work? 0.74
2. Do you know exactly for what you are responsible? 0.82
3. Do you receive sufficient information on the results of your work? 0.71

Career progress
1. Does your job offer you the possibility to progress financially? 0.82
2. Does your organization give you opportunities to follow training courses? 0.75
3. Does your job give you the opportunity to be promoted? 0.71

Autonomy at work
1. Does your job offer you the possibility of independent thought and action? 0.71
2. Do you have freedom in carrying out your work activities? 0.85
3. Do you have influence in the planning of your work activities? 0.77

Equipment
1. Do you have sufficient equipment to do your work tasks 0.74
2. Is the equipment you have to your disposal in good working condition? 0.90
3. Do you feel that you are confident in the use of your equipment? 0.79

Notes: λ—standardized factor loadings, all p < 0.001.



Sustainability 2023, 15, 5415 20 of 24

Table A2. The Capability Set for Work Questionnaire (CSWQ).

Variable Item

Work Capabilities

Using knowledge and skills
1a. How important is it to you to be able to use your knowledge and skills at work?

1b. Does your current work offer you enough opportunities to do that?
1c. To what extent do you succeed in doing so?

Developing knowledge and skills
2a. How important is it for you that you can develop your knowledge and skills at work?

2b. Does your current work offer you enough opportunities to do that?
2c. To what extent do you succeed in doing so?

Involvement in important decisions
3a. How important is it for you to be involved in important decisions at work?

3b. Does your current work offer you enough opportunities to do that?
3c. To what extent do you succeed in doing so?

Meaningful work relationships

4a. How important is it for you to have or to be able to build meaningful working
relationships at work?

4b. Does your current work offer you enough opportunities to do that?
4c. To what extent do you succeed in doing so?

Setting own goals
5a. How important is it for you to set your own goals at work?

5b. Does your current work offer you enough opportunities to do that?
5c. To what extent do you succeed in doing so?

Earning a good income
6a. How important is it for you to earn a good income?

6b. Does your current work offer you enough opportunities to do that?
6c. To what extent do you succeed in doing so?

Contributing to something valuable

7a. How important is it for you to be able to contribute to creating something valuable
at work?

7b. Does your current work offer you enough opportunities to do that?
7c. To what extent do you succeed in doing so?

Notes: λ—standardized factor loadings, all p < 0.001. The recommendation by Abma et al. (2016) [27] were
followed that the average scores need to be used for the work capabilities.

Table A3. The World Health Organization Health and Work Performance Questionnaire (HPQ).

Variable Item λ

Performance

1. How would you rate your performance/effectiveness compared to your peers? 0.86
2. How would you rate your patient care compared to that of your peers? 0.88
3. How would you rate the quality of the service that you render compared to your peers? 0.93
4. How would you rate your competence in your work compared to your peers? 0.91

Notes: λ—standardized factor loadings, all p < 0.001.

Table A4. Turnover Intention Scale (TIS).

Variable Item λ

Intention to leave
1. I am actively looking for other jobs. 0.79
2. I feel that I could leave this job. 0.98
3. If I were completely free to choose, I would leave this job. 0.94

Notes: λ—standardized factor loadings, all p < 0.001.
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Appendix A.2. Emergency Nurses’ Job Demands-Resources Profiles

Table A5. List of Identified Emergency Nurses’ Job Demands-Resources Profiles.

Emergency Nurses’ Job
Demands-Resources Profile Profile Description

Profile 1: Poor Job Emergency nurses in this profile have above-average emotional and hindrance demands
with low job resources.

Profile 2: Resourceful Job
Emergency nurses in this profile have below-average job demands, above-average
relationships with co-workers and supervisors, role clarity, autonomy, and equipment, and
slightly below-average career progress.

Profile 3: Rich Job Emergency nurses in this profile have below-average job demands and high job resources.

Profile 4: Demanding Job Emergency nurses in this profile have average to above-average job demands and low
job resources.

References
1. Ni, M.Y.; Yang, L.; Leung, C.M.; Li, N.; Yao, X.I.; Wang, Y.; Leung, G.M.; Cowling, B.J.; Liao, Q. Mental health, risk factors, and

social media use during the COVID-19 epidemic and cordon sanitaire among the community and health professionals in Wuhan,
China: Cross-sectional survey. JMIR Ment. Health 2020, 7, e19009. [CrossRef]

2. Givati, A.; Markham, C.; Street, K. The bargaining of professionalism in emergency care practice: NHS paramedics and higher
education. Adv. Health Sci. Educ. Theory Pract. 2018, 23, 353–369. [CrossRef] [PubMed]

3. Zhang, S.X.; Chen, J.; Afshar, J.A.; Alvarez-Risco, A.; Dai, H.; Li, J.; Patty-Tito, R.M. Succumbing to the COVID-19 pandemic—
Healthcare workers not satisfied and intend to leave their jobs. Int. J. Ment. Health Addict. 2021, 20, 956–965. [CrossRef]
[PubMed]

4. Abraham, L.J.; Thom, O.; Greenslade, J.H.; Wallis, M.; Johnston, A.N.B.; Carlström, E.; Mills, D.; Crilly, J. Morale, stress and
coping strategies of staff working in the emergency department: A comparison of two different-sized departments. Emerg. Med.
Australas. 2018, 30, 375–381. [CrossRef] [PubMed]

5. Abellanoza, A.; Provenzano-Hass, N.; Gatchel, R.J. Burnout in ER nurses: Review of the literature and interview themes. J. Appl.
Biobehav. Res. 2018, 23, e12117. [CrossRef]

6. Wolf, L.A.; Delao, A.M.; Perhats, C.; Clark, P.R.; Edwards, C.; Frankenberger, W.D. Traumatic stress in emergency nurses: Does
your work environment feel like a war zone? Int. Emerg. Nurs. 2020, 52, 100895. [CrossRef]

7. Chen, L.C.; Lin, C.C.; Han, C.Y.; Hsieh, C.L.; Wu, C.J.; Liang, H.F. An Interpretative Study on Nurses’ Perspectives of Working in
an Overcrowded Emergency Department in Taiwan. Asian Nurs. Res. 2018, 12, 62–68. [CrossRef]

8. Giles, T.M.; Hammad, K.; Breaden, K.; Drummond, C.; Bradley, S.L.; Gerace, A.; Muir-Cochrane, E. Nurses’ perceptions and
experiences of caring for patients who die in the emergency department setting. Int. Emerg. Nurs. 2019, 47, 6. [CrossRef]

9. Wilson, A.; Bellolio, M.F.; Jeffery, M.M.; Lohse, C.M.; Sunga, K.L. Shift-Based Emotional Stress Reactions in Emergency Nurses
After Traumatizing Events. J. Emerg. Nurs. 2019, 45, 634–643. [CrossRef]

10. De Wijn, A.N.; Van der Doef, M.P. Patient-related stressful situations and stress-related outcomes in emergency nurses: A
cross-sectional study on the role of work factors and recovery during leisure time. Int. J. Nurs. Stud. 2020, 107, 11. [CrossRef]

11. Birnbaum, H.G.; Kessler, R.C.; Kelley, D.; Ben-Hamadi, R.; Joish, V.N.; Greenberg, P.E. Employer burden of mild, moderate, and
severe major depressive disorder: Mental health services utilization and costs, and work performance. Depress. Anxiety 2010, 27,
78–89. [CrossRef] [PubMed]

12. Chen, X.; Zhang, S.X.; Jahanshahi, A.A.; Alvarez-Risco, A.; Dai, H.; Li, J.; Ibarra, V.G. Belief in a COVID-19 conspiracy theory as a
predictor of mental health and well-being of health care workers in Ecuador: Cross-sectional survey study. JMIR Public Health
Surveill. 2020, 6, e20737. [CrossRef]

13. Said, R.M.; El-Shafei, D.A. Occupational stress, job satisfaction, and intent to leave: Nurses working on front lines during
COVID-19 pandemic in Zagazig City, Egypt. Environ. Sci. Pollut. Res. 2021, 28, 8791–8801. [CrossRef] [PubMed]

14. Hobfoll, S.E. Social and psychological resources and adaptation. Rev. Gen. Psychol. 2002, 6, 307–324. [CrossRef]
15. Hobfoll, S.E.; Halbesleben, J.; Neveu, J.P.; Westman, M. Conservation of resources in the organizational context: The reality of

resources and their consequences. Annu. Rev. Organ. Psychol. Organ. Behav. 2018, 5, 103–128. [CrossRef]
16. Homans, G.C. Social behavior as exchange. Am. J. Sociol. 1958, 63, 597–606. [CrossRef]
17. Chernyak-Hai, L.; Rabenu, E. The New Era Workplace Relationships: Is Social Exchange Theory Still Relevant? Ind. Organ.

Psychol. 2018, 11, 456–481. [CrossRef]
18. Colquitt, J.A.; Scott, B.A.; Rodell, J.B.; Long, D.M.; Zapata, C.P.; Conlon, D.E.; Wesson, M.J. Justice at the Millennium, a Decade

Later: A Meta-Analytic Test of Social Exchange and Affect-Based Perspectives. J. Appl. Psychol. 2013, 98, 199–236. [CrossRef]
19. Bakker, A.B.; Demerouti, E. Job Demands-Resources Theory: Taking Stock and Looking Forward. J. Occup. Health Psychol. 2017,

22, 273–285. [CrossRef]
20. Demerouti, E.; Bakker, A.B. Job demands-resources theory in times of crises: New propositions. Organ. Psychol. Rev. 2022, 1–28.

[CrossRef]

http://doi.org/10.2196/19009
http://doi.org/10.1007/s10459-017-9802-1
http://www.ncbi.nlm.nih.gov/pubmed/29127541
http://doi.org/10.1007/s11469-020-00418-6
http://www.ncbi.nlm.nih.gov/pubmed/33437225
http://doi.org/10.1111/1742-6723.12895
http://www.ncbi.nlm.nih.gov/pubmed/29363265
http://doi.org/10.1111/jabr.12117
http://doi.org/10.1016/j.ienj.2020.100895
http://doi.org/10.1016/j.anr.2018.02.003
http://doi.org/10.1016/j.ienj.2019.100789
http://doi.org/10.1016/j.jen.2019.08.002
http://doi.org/10.1016/j.ijnurstu.2020.103579
http://doi.org/10.1002/da.20580
http://www.ncbi.nlm.nih.gov/pubmed/19569060
http://doi.org/10.2196/20737
http://doi.org/10.1007/s11356-020-11235-8
http://www.ncbi.nlm.nih.gov/pubmed/33067794
http://doi.org/10.1037/1089-2680.6.4.307
http://doi.org/10.1146/annurev-orgpsych-032117-104640
http://doi.org/10.1086/222355
http://doi.org/10.1017/iop.2018.5
http://doi.org/10.1037/a0031757
http://doi.org/10.1037/ocp0000056
http://doi.org/10.1177/20413866221135022


Sustainability 2023, 15, 5415 22 of 24

21. Demerouti, E.; Bakker, A.B.; Nachreiner, F.; Schaufeli, W.B. The job demands-resources model of burnout. J. Appl. Psychol. 2001,
86, 499–512. [CrossRef] [PubMed]

22. Lesener, T.; Guys, B.; Wolter, C. The job demands-resources model: A meta-analytic review of longitudinal studies. Work Stress.
2019, 33, 76–103. [CrossRef]

23. Sen, A. Commodities and Capabilities; Elsevier: Amsterdam, The Netherlands, 1985.
24. van der Klink, J.J.L.; Bültmann, U.; Burdorf, A.; Schaufeli, W.B.; Zijlstra, F.R.H.; Abma, F.I.; Brouwer, S.; van der Wilt, G.J.

Sustainable employability—Definition, conceptualization, and implications: A perspective based on the capability approach.
Scand. J. Work Environ. Health 2016, 42, 71–79. [CrossRef]

25. Robeyns, I. Wellbeing, Freedom and Social Justice: The Capability Approach Re-Examined; Cambridge University Press: London,
UK, 2017.

26. Rantung, G.; Griffiths, D.; Plummer, V.; Moss, C. How emergency nurses cope and motivate themselves to sustain their caring
work: An integrative literature review. J. Clin. Nurs. 2022, 31, 843–859. [CrossRef] [PubMed]

27. Abma, F.I.; Brouwer, S.; de Vries, H.J.; Arends, I.; Robroek, S.J.W.; Cuijpers, M.P.J.; van der Wilt, G.J.; Bültmann, U.; van der Klink,
J.J.L. The capability set for work: Development and validation of a new questionnaire. Scand. J. Work Environ. Health. 2016, 42,
34–42. [CrossRef]

28. De Wet, T.; Rothmann, S. Toward Perceived Sustainable Employability: Capabilities of Secondary School Teachers in a South
African Context. Front. Psychol. 2022, 13, 14. [CrossRef] [PubMed]

29. Murangi, A.; Rothmann, S.; Nel, M. Special education teachers’ job demands-resources profiles and capabilities: Effects on work
engagement and intention to leave. Front. Psychol. 2022, 13, 19. [CrossRef]

30. Sen, A. Development as Freedom; Alfred A. Knopf: New York, NY, USA, 1999.
31. Sen, A. Development as Capability Expansion; Harvard University Press: Cambridge, MA, USA, 1988.
32. Robeyns, I. The capability approach: A theoretical survey. J. Hum. Dev. 2005, 1, 93–117. [CrossRef]
33. van der Klink, J.J.L. Cutting Stone or Building a Cathedral; Tilburg University: The Hague, The Netherlands, 2019.
34. Prilleltensky, I.; Prilleltensky, O. How People Matter: Why It Affects Health, Happiness, Love, Work, and Society; Cambridge University

Press: Cambridge, UK, 2021.
35. Miller, D. Principles of Social Justice; Harvard University Press: Cambridge, UK, 1999.
36. Gomberg, P. Why Distributive Justice Is Impossible but Contributive Justice Would Work. Sci. Soc. 2016, 80, 31–55. [CrossRef]
37. Duong, D.D.; Pham, A.V. Advancing a Capability Approach to Work as a Central Dimension of Human Development. Forum Dev.

Stud. 2022, 27, 1–22. [CrossRef]
38. Alexandrova, A. A Philosophy of Science for Well-Being; Oxford University Press: New York, NY, USA, 2017.
39. Mitchell, T.R.; Holtom, B.C.; Lee, T.W.; Sablynski, C.J.; Erez, M. Why people stay: Using job embeddedness to predict voluntary

turnover. Acad. Manag. J. 2001, 44, 1102–1121. [CrossRef]
40. Hom, P.W.; Allen, D.G.; Griffeth, R.W. Employee Retention and Turnover: Why Employees Stay or Leave; Routledge: New York, NY,

USA, 2019.
41. Dalziel, P.; Saunders, C.; Saunders, J. Wellbeing Economics: The Capabilities Approach to Prosperity; Springer: Cham, Switzerland, 2018.
42. Khrisnakumar, J.; Nogales, R. Demystifying the use of simultaneous equation models for operationalising the capability approach.

In New Frontiers of the Capability Approach; Comim, F., Fennell, S., Anand, P.B., Eds.; Cambridge University Press: Cambridge, UK,
2018; pp. 246–270.

43. Halbesleben, J.R.B.; Neveu, J.P.; Paustian-Underdahl, S.C.; Westman, M. Getting to the “COR”: Understanding the Role of
Resources in Conservation of Resources Theory. J. Manag. 2014, 40, 1334–1364. [CrossRef]

44. Nguyen, P.T.; Sanders, K.; Schwarz, G.M.; Rafferty, A.E. The linkage between cognitive diversity and team innovation: Exploring
the roles of team humor styles and team emotional intelligence via the conservation of resources theory. Organ. Psychol. Rev. 2022,
12, 428–452. [CrossRef]

45. Gabriel, K.P.; Aguinis, H. How to prevent and combat employee burnout and create healthier workplaces during crises and
beyond. Bus. Horiz. 2022, 65, 183–192. [CrossRef]

46. Schaufeli, W.B. Applying the Job Demands-Resources model: A ‘how to’ guide to measuring and tackling work engagement and
burnout. Organ. Dyn. 2017, 46, 120–132. [CrossRef]

47. Schaufeli, W.B.; Bakker, A.B. Job demands, job resources, and their relationship with burnout and engagement: A multi-sample
study. J. Organ. Behav. 2004, 25, 293–315. [CrossRef]

48. Bakker, A.B.; Demerouti, E. Multiple levels in job demands-resources theory: Implications for employee well-being and perfor-
mance. In Handbook of Well-Being; Diener, E., Oishi, S., Tay, L., Eds.; DEF Publishers: Salt Lake City, UT, USA, 2018; pp. 1–13.

49. Mazzetti, G.; Robledo, E.; Vignoli, M.; Topa, G.; Guglielmi, D.; Schaufeli, W.B. Work Engagement: A meta-Analysis Using the Job
Demands-Resources Model. Psychol. Rep. 2021, 1–38. [CrossRef]

50. Bakker, A.B.; Sanz-Vergel, A.I. Weekly work engagement and flourishing: The role of hindrance and challenge job demands.
J. Vocat. Behav. 2013, 83, 397–409. [CrossRef]

51. Li, P.K.; Taris, T.W.; Peeters, M.C.W. Challenge and hindrance appraisals of job demands: One man’s meat, another man’s poison?
Anxiety Stress Coping 2020, 33, 31–46. [CrossRef] [PubMed]

52. Suh, C.; Punnett, L. Surface-acting emotional labor predicts depressive symptoms among health care workers over a 2-year
prospective study. Int. Arch. Occup. Environ. Health 2021, 94, 367–375. [CrossRef]

http://doi.org/10.1037/0021-9010.86.3.499
http://www.ncbi.nlm.nih.gov/pubmed/11419809
http://doi.org/10.1080/02678373.2018.1529065
http://doi.org/10.5271/sjweh.3531
http://doi.org/10.1111/jocn.16005
http://www.ncbi.nlm.nih.gov/pubmed/34459056
http://doi.org/10.5271/sjweh.3532
http://doi.org/10.3389/fpsyg.2022.842045
http://www.ncbi.nlm.nih.gov/pubmed/35602738
http://doi.org/10.3389/fpsyg.2022.942923
http://doi.org/10.1080/146498805200034266
http://doi.org/10.1521/siso.2016.80.1.31
http://doi.org/10.1080/08039410.2022.2112276
http://doi.org/10.2307/3069391
http://doi.org/10.1177/0149206314527130
http://doi.org/10.1177/20413866221114847
http://doi.org/10.1016/j.bushor.2021.02.037
http://doi.org/10.1016/j.orgdyn.2017.04.008
http://doi.org/10.1002/job.248
http://doi.org/10.1177/00332941211051988
http://doi.org/10.1016/j.jvb.2013.06.008
http://doi.org/10.1080/10615806.2019.1673133
http://www.ncbi.nlm.nih.gov/pubmed/31578098
http://doi.org/10.1007/s00420-020-01585-8


Sustainability 2023, 15, 5415 23 of 24

53. Eurofound. Sixth European Working Conditions Survey—Overview Report. 2017. Available online: https://www.eurofound.
europa.eu/sites/default/files/ef_publication/field_ef_document/ef1634en.pdf (accessed on 22 October 2022).

54. Kim, J.E.; Park, J.H.; Park, S.H. Anger Suppression and Rumination Sequentially Mediates the Effect of Emotional Labor in
Korean Nurses. Int. J. Environ. Res. Public Health. 2019, 16, 9. [CrossRef] [PubMed]

55. Castner, J. Professional Flourishing: The Job Demands-Resources Model and Emergency Nursing. J. Emerg. Nurs. 2019, 45,
607–610. [CrossRef]

56. Mañas, M.A.; Díaz-Fúnez, P.; Pecino, V.; López-Liria, R.; Padilla, D.; Aguilar-Parra, J.M. Consequences of Team Job Demands:
Role Ambiguity Climate, Affective Engagement, and Extra-Role Performance. Front. Psychol. 2018, 8, 8. [CrossRef]

57. Staempfli, S.; Lamarche, K. Top ten: A model of dominating factors influencing job satisfaction of emergency nurses. Int. Emerg.
Nurs. 2020, 49, 6. [CrossRef]

58. Osborne, A.R.H.; Connell, C.; Morphet, J. Investigating emergency nurses’ beliefs and experiences with patient handling in the
emergency department. Australas Emerg. Care 2021, 24, 49–54. [CrossRef]

59. Hu, Y.L.; Shi, D.L.; You, L.L.; Li, W. Intrahospital transport of critically ill patients: A survey of emergency nurses. Nurs. Crit. Care
2021, 26, 326–332. [CrossRef]

60. Sen, A. The Idea of Justice; Allen Lane: London, UK, 2009.
61. Caesens, G.; Gillet, N.; Morin, A.J.S.; Houle, S.A.; Stinglhamber, F. A Person-Centred Perspective on Social Support in the

Workplace. Appl. Psychol. 2020, 69, 686–714. [CrossRef]
62. Ciarrochi, J.; Morin, A.J.S.; Sahdra, B.K.; Litalien, D.; Parker, P.D. A Longitudinal Person-Centered Perspective on Youth Social

Support: Relations with Psychological Wellbeing. Dev. Psychol. 2017, 53, 1154–1169. [CrossRef]
63. Milton, D.R.; Nel, J.A.; Havenga, W.; Rabie, T. Conflict management and job characteristics of nurses in South African public

hospitals. J. Psychol. Afr. 2015, 25, 288–296. [CrossRef]
64. Nell, E. Testing the Job Demands-Resources Model on Nurses. Doctoral Dissertation, Stellenbosch University, Stellenbosch,

South Africa, 2015.
65. Patience, M.G.; De Braine, R.; Dhanpat, N. Job demands, job resources, and work engagement among South African nurses.

J. Psychol. Afr. 2020, 30, 408–416. [CrossRef]
66. Van den Broeck, A.; De Cuyper, N.; Luyckx, K.; De Witte, H. Employees’ job demands-resources profiles, burnout and work

engagement: A person-centred examination. Econ. Ind. Democr. 2012, 33, 691–706. [CrossRef]
67. Collie, R.J.; Malmberg, L.E.; Martin, A.J.; Sammons, P.; Morin, A.J.S. A Multilevel Person-Centered Examination of Teachers’

Workplace Demands and Resources: Links with Work-Related Well-Being. Front. Psychol. 2020, 11, 19. [CrossRef] [PubMed]
68. Shan, Y.W.; Shang, J.; Yan, Y.; Lu, G.D.; Hu, D.Y.; Ye, X.C. Mental workload of frontline nurses aiding in the COVID-19 pandemic:

A latent profile analysis. J. Adv. Nurs. 2021, 77, 2374–2385. [CrossRef]
69. Slavish, D.C.; Contractor, A.A.; Dietch, J.R.; Messman, B.; Lucke, H.R.; Briggs, M.; Thornton, J.; Ruggero, C.; Kelly, K.; Kohut,

M.; et al. Characterizing Patterns of Nurses’ Daily Sleep Health: A Latent Profile Analysis. Int. J. Behav. Med. 2022, 29, 648–658.
[CrossRef]

70. Zhang, N.; Li, J.J.; Xu, Z.; Gong, Z.X. A latent profile analysis of nurses’ moral sensitivity. Nurs. Ethics 2020, 27, 855–867. [CrossRef]
[PubMed]

71. Zhang, Y.; Zhang, J.; Li, J.J. The effect of intrinsic and extrinsic goals on work performance: Prospective and empirical studies on
goal content theory. Pers. Rev. 2018, 47, 900–912. [CrossRef]

72. Nowrouzi-Kia, B.; Sithamparanathan, G.; Nadesar, N.; Gohar, B.; Ott, M. Factors associated with work performance and mental
health of healthcare workers during pandemics: A systematic review and meta-analysis. J. Public Health 2021, 44, 731–739.
[CrossRef]

73. Greenberg, N.; Docherty, M.; Gnanapragasam, S.; Wessely, S. Managing mental health challenges faced by healthcare workers
during covid-19 pandemic. BMJ 2020, 368, 4. [CrossRef]

74. McKenna, J.; Jeske, D. Ethical leadership and decision authority effects on nurses’ engagement, exhaustion, and turnover intention.
J. Adv. Nurs. 2021, 77, 198–206. [CrossRef]

75. McDermid, F.; Mannix, J.; Peters, K. Factors contributing to high turnover rates of emergency nurses: A review of the literature.
Aust. Crit. Care 2020, 33, 390–396. [CrossRef]

76. Lee, E.K.; Kim, J.S. Nursing stress factors affecting turnover intention among hospital nurses. Int. J. Nurs. Pract. 2020, 26, 7.
[CrossRef]

77. Tett, R.P.; Meyer, J.P. Job-Satisfaction, Organizational Commitment, Turnover Intention, And Turnover—Path Analyses Based on
Meta-analytic Findings. Pers. Psychol. 1993, 46, 259–293. [CrossRef]

78. Xiong, R.; Wen, Y.P. Employees’ turnover intention and behavioral outcomes: The role of work engagement. Soc. Behav. Pers.
2020, 48, 7. [CrossRef]

79. Zaheer, S.; Ginsburg, L.; Wong, H.J.; Thomson, K.; Bain, L.; Wulffhart, Z. Turnover intention of hospital staff in Ontario, Canada:
Exploring the role of frontline supervisors, teamwork, and mindful organizing. Hum. Resour. Health 2019, 17, 9. [CrossRef]
[PubMed]

80. Prasetyo, J.H.; Ariawan, J.; Ariyanto, E. An excellent strategy in reducing turnover intention at Permata Keluarga Bekasi Hospital.
Int. J. Sci. Technol. Res. 2021, 10, 162–168.

https://www.eurofound.europa.eu/sites/default/files/ef_publication/field_ef_document/ef1634en.pdf
https://www.eurofound.europa.eu/sites/default/files/ef_publication/field_ef_document/ef1634en.pdf
http://doi.org/10.3390/ijerph16050799
http://www.ncbi.nlm.nih.gov/pubmed/30841533
http://doi.org/10.1016/j.jen.2019.09.008
http://doi.org/10.3389/fpsyg.2017.02292
http://doi.org/10.1016/j.ienj.2019.100814
http://doi.org/10.1016/j.auec.2020.07.005
http://doi.org/10.1111/nicc.12601
http://doi.org/10.1111/apps.12196
http://doi.org/10.1037/dev0000315
http://doi.org/10.1080/14330237.2015.1078085
http://doi.org/10.1080/14330237.2020.1821315
http://doi.org/10.1177/0143831X11428228
http://doi.org/10.3389/fpsyg.2020.00626
http://www.ncbi.nlm.nih.gov/pubmed/32322226
http://doi.org/10.1111/jan.14769
http://doi.org/10.1007/s12529-021-10048-4
http://doi.org/10.1177/0969733019876298
http://www.ncbi.nlm.nih.gov/pubmed/31631767
http://doi.org/10.1108/PR-03-2017-0086
http://doi.org/10.1093/pubmed/fdab173
http://doi.org/10.1136/bmj.m1211
http://doi.org/10.1111/jan.14591
http://doi.org/10.1016/j.aucc.2019.09.002
http://doi.org/10.1111/ijn.12819
http://doi.org/10.1111/j.1744-6570.1993.tb00874.x
http://doi.org/10.2224/sbp.8609
http://doi.org/10.1186/s12960-019-0404-2
http://www.ncbi.nlm.nih.gov/pubmed/31412871


Sustainability 2023, 15, 5415 24 of 24

81. Howard, M.C.; Hoffman, M.E. Variable-Centered, Person-Centered, and Person-Specific Approaches: Where Theory Meets the
Method. Organ. Res. Methods 2018, 21, 846–876. [CrossRef]

82. Spector, P.E. Do Not Cross Me: Optimizing the Use of Cross-Sectional Designs. J. Bus. Psychol. 2019, 34, 125–137. [CrossRef]
83. Spurk, D.; Hirschi, A.; Wang, M.; Valero, D.; Kauffeld, S. Latent profile analysis: A review and “how to” guide of its application

within vocational behavior research. J. Vocat. Behav. 2020, 120, 21. [CrossRef]
84. Rensburg, R. Healthcare in South Africa: How Inequity is Contributing to Inefficiency. Available online: https://www.wits.ac.za/

news/latest-news/opinion/2021/2021-07/healthcare-in-south-africa-how-inequity-is-contributing-to-inefficiency.html#:~:
text=South%20Africa%20has%20a%20two,around%2027%25%20of%20the%20population (accessed on 15 September 2022).

85. Faul, F.; Erdfelder, E.; Buchner, A.; Lang, A.-G. Statistical power analyses using G*Power 3.1: Tests for correlation and regression
analyses. Behav. Res. Methods 2009, 41, 1149–1160. [CrossRef]

86. Trauma Society of South Africa. Hospital Accreditation for Trauma Care. Available online: http://www.traumasa.co.za/
accreditation/ (accessed on 4 April 2022).

87. Rothmann, S.; Mostert, K.; Strydom, M. A psychometric evaluation of the Job Demands-Resources Scale in South Africa. SA J. Ind.
Psychol. 2006, 32, 76–86. [CrossRef]

88. Janse van Rensburg, C.; Rothmann, S. Towards positive institutions: Positive practices and employees’ experiences in higher
education institutions. SA J. Ind. Psychol. 2020, 46, 11. [CrossRef]

89. Gürbüz, S.; Joosen, M.C.W.; Kooij, D.; Bakker, A.B.; van der Klink, J.J.L.; Brouwers, E.P.M. Measuring sustainable employability:
Psychometric properties of the capability set for work questionnaire. BMC Public Health 2022, 22, 10. [CrossRef] [PubMed]

90. Kessler, R.C.; Barber, C.; Beck, A.; Berglund, P.; Cleary, P.D.; McKenas, D.; Pronk, N.; Simon, G.; Stang, P.; Ustun, T.B.; et al.
The world health organization health and work performance questionnaire (HPQ). J. Occup. Environ. Med. 2003, 45, 156–174.
[CrossRef] [PubMed]

91. Sjöberg, A.; Sverke, M. The interactive effect of job involvement and organizational commitment on job turnover revisited: A note
on the mediating role of turnover intention. Scand. J. Psychol. 2000, 41, 247–252. [CrossRef] [PubMed]

92. Moller, M.; Rothmann, S. Mental health and individual and organisational outcomes: A latent profile analysis. J. Psychol. Afr.
2019, 29, 535–545. [CrossRef]

93. IBM Corporation. IBM SPSS Statistics for Windows, Version 27; IBM Corporation: Armonk, NY, USA, 2020.
94. Muthén, L.K.; Muthén, B.O. Mplus Users’ Guide; Program Copyright © 1998–2017; Muthén & Muthén: Los Angeles, CA, USA, 2017.
95. West, S.G.; Taylor, A.B.; Wu, W. Model fit and model selection in structural equation modeling. In Handbook of Structural Equation

Modeling; Hoyle, R.H., Ed.; Guilford: New York, NY, USA, 2012.
96. Wang, J.; Wang, X. Structural Equation Modelling: Applications Using Mplus; John Wiley & Sons: Hoboken, NJ, USA, 2020.
97. Field, A. Discovering Statistics Using IBM SPSS Statistics, 4th ed.; SAGE: Thousand Oaks, CA, USA, 2013.
98. Kline, R.B. Principles and Practice of Structural Equation Modeling, 4th ed.; Guilford Press: New York, NY, USA, 2016.
99. Lo, Y.T.; Mendell, N.R.; Rubin, D.B. Testing the number of components in a normal mixture. Biometrika 2001, 88, 767–778.

[CrossRef]
100. Geiser, C. Data Analysis with Mplus; The Guilford Press: New York, NY, USA, 2013.
101. Nunnally, J.C.; Bernstein, I.H. Psychometric Theory, 3rd ed.; McGraw-Hill: New York, NY, USA, 1994.
102. Morin, A.J.S.; Meyer, J.P.; Creusier, J.; Bietry, F. Multiple-Group Analysis of Similarity in Latent Profile Solutions. Organ. Res.

Methods 2016, 19, 231–254. [CrossRef]
103. Sterba, S.K. Understanding Linkages Among Mixture Models. Multivar. Behav. Res. 2013, 48, 775–815. [CrossRef]
104. Hayes, A.F. Introduction to Mediation, Moderation, and Conditional Process Analysis: A Regression-Based Approach, 3rd ed.; The

Guilford Press: New York, NY, USA, 2022.
105. Kinman, G.; Leggetter, S. Emotional labour and wellbeing: What protects nurses? Healthcare 2016, 4, 89. [CrossRef]
106. Rthmann, S. Sustainable Employability of Emergency Nurses; Version 2; Mendeley Data: London, UK, 2023. [CrossRef]

Disclaimer/Publisher’s Note: The statements, opinions and data contained in all publications are solely those of the individual
author(s) and contributor(s) and not of MDPI and/or the editor(s). MDPI and/or the editor(s) disclaim responsibility for any injury to
people or property resulting from any ideas, methods, instructions or products referred to in the content.

http://doi.org/10.1177/1094428117744021
http://doi.org/10.1007/s10869-018-09613-8
http://doi.org/10.1016/j.jvb.2020.103445
https://www.wits.ac.za/news/latest-news/opinion/2021/2021-07/healthcare-in-south-africa-how-inequity-is-contributing-to-inefficiency.html#:~:text=South%20Africa%20has%20a%20two,around%2027%25%20of%20the%20population
https://www.wits.ac.za/news/latest-news/opinion/2021/2021-07/healthcare-in-south-africa-how-inequity-is-contributing-to-inefficiency.html#:~:text=South%20Africa%20has%20a%20two,around%2027%25%20of%20the%20population
https://www.wits.ac.za/news/latest-news/opinion/2021/2021-07/healthcare-in-south-africa-how-inequity-is-contributing-to-inefficiency.html#:~:text=South%20Africa%20has%20a%20two,around%2027%25%20of%20the%20population
http://doi.org/10.3758/BRM.41.4.1149
http://www.traumasa.co.za/accreditation/
http://www.traumasa.co.za/accreditation/
http://doi.org/10.4102/sajip.v32i4.239
http://doi.org/10.4102/sajip.v46i0.1733
http://doi.org/10.1186/s12889-022-13609-8
http://www.ncbi.nlm.nih.gov/pubmed/35701811
http://doi.org/10.1097/01.jom.0000052967.43131.51
http://www.ncbi.nlm.nih.gov/pubmed/12625231
http://doi.org/10.1111/1467-9450.00194
http://www.ncbi.nlm.nih.gov/pubmed/11041307
http://doi.org/10.1080/14330237.2019.1689462
http://doi.org/10.1093/biomet/88.3.767
http://doi.org/10.1177/1094428115621148
http://doi.org/10.1080/00273171.2013.827564
http://doi.org/10.3390/healthcare4040089
http://doi.org/10.17632/wfgzw27pvg.2

	Introduction 
	The Capability Approach 
	Capabilities 
	Job Demands and Resources 
	Conceptualization of Job Demands and Resources 
	The Role of Resources in the Capability Approach 
	Job Demands-Resources Profiles: A Person-Centered Approach 

	Job Performance and Intention to Leave as Functionings 

	Current Study 
	Materials and Methods 
	Research Design 
	Participants 
	Measuring Instruments 
	Research Procedure 
	Data Analysis 

	Results 
	Measurement Models of Job Demands-Resources, Performance, and Intention to Leave 
	Descriptive Statistics, Reliabilities, and Correlations 
	Latent Profile Analysis 
	Regression Analysis 
	Logistic Regression Analyses 
	Multiple Regression Analyses 
	Indirect Effects 


	Discussion 
	Practical Implications 
	Limitations and Recommendations for Future Research 
	Conclusions 
	Appendix A
	Measuring Instruments Used in This Research 
	Emergency Nurses’ Job Demands-Resources Profiles 

	References

