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ABSTRACT

Background: Job satisfaction is a fundamental factor affecting nurse well-being, retention, and healthcare system
performance. Aim: This study explores the determinants of job satisfaction among nurses, with particular emphasis
on the differences between temporary agency nurses and those in permanent positions in North Rhine-Westphalia,
Germany. Methodology: A cross-sectional study was conducted to assess job satisfaction among nurses working
under both temporary agency and permanent employment contracts. Data were collected from a sample of 195 nurses
using the Job Satisfaction Survey (JSS), a standardized instrument designed to measure multiple domains of job
satisfaction. The survey included items related to supervision, salary, promotion opportunities, work relationships, and
benefits. Statistical analyses were performed to identify and compare job satisfaction levels between the two employ-
ment groups. Results: Temporary nurses reported consistently higher satisfaction than permanent nurses across most
domains of the Job Satisfaction Survey. Supervision was the most positively rated factor (97.9% of temporary vs.
72.2% of permanent nurses), while pay (73.0% vs. 11.1%) and benefits (51.8% vs. 9.3%) also showed large dispari-
ties. Promotion opportunities were rated lowest by both groups (7.1% vs. 3.7%), and satisfaction with co-worker rela-
tionships remained stable across groups (63.1% vs. 63.0%). The most pronounced contrast was observed in overall
job satisfaction: 61.7% of temporary nurses reported being satisfied compared with only 5.6% of permanent nurses.
Regression analysis confirmed that permanent employment was negatively associated with satisfaction, whereas
higher educational attainment predicted higher satisfaction with pay and overall job satisfaction. Conclusion: The
findings reveal significant and counterintuitive differences in job satisfaction between temporary and permanent
nurses. Contrary to expectations, temporary nurses consistently reported higher satisfaction across most domains of
work life. Addressing issues related to compensation, career progression, and job stability is essential to enhance
satisfaction and reduce turnover. Healthcare organizations should implement targeted strategies that acknowledge
the distinct needs of both employment groups and foster a supportive working environment.
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indicators of quality in healthcare systems, as it is
directly linked to care effectiveness, staff retention,
work performance, and the overall well-being of
healthcare professionals. The constant evolution
of working conditions, the global shortage of nurs-
ing staff, and the need for greater flexibility within
healthcare organizations have contributed to the
increasing prevalence of temporary or flexible
forms of employment. Temporary employment
contracts refer either to fixed-term work arrange-
ments, through direct agreements with hospitals or
via staffing agencies and are associated with spe-
cific challenges as well as opportunities for profes-
sionals in the field [1].

At the international level, temporary employ-
ment has increased significantly in recent years,
particularly following periods of economic crisis or
heightened pressure on healthcare systems, such
as during the COVID-19 pandemic. At the same
time, the growing demand for mobility and flexibil-
ity in the modern workforce has led many profes-
sionals to opt for temporary positions, either as a
deliberate career strategy or as a necessary alter-
native. This shift has a direct impact on their job
satisfaction, as the temporary nature of employ-
ment affects their sense of stability, belonging, ca-
reer advancement opportunities, and the quality of
interpersonal relationships in the workplace [2,3].

Job satisfaction is a multidimensional concept
that encompasses an employee’s perception of
their working conditions, relationships with col-
leagues and management, compensation, oppor-
tunities for training and advancement, as well as
the overall recognition of their professional role.
For nurses in particular, job satisfaction is closely
linked to the moral fulfilment derived from caring
for others, clinical autonomy, and professional
recognition. Temporary employment conditions
may either hinder or enhance these dimensions,
depending on the nature and quality of the employ-
ment relationship [4,5].

Despite the increasing reliance on temporary
staffing models, scholarly attention to job
satisfaction among temporary agency nurses
remains relatively limited compared to studies
focusing on full-time or permanently employed
nurses. The majority of existing literature tends to
generalize findings across various types of
employment, thereby obscuring the unique
experiences and concerns of temporary agency
nurses [6,7].

As healthcare systems continue to expand the
use of flexible staffing solutions, it becomes essen-
tial to understand how temporary employment af-
fects the well-being and job satisfaction of nurses,
as well as which organizational interventions can
mitigate potential negative impacts [8].
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Several theoretical frameworks are useful for
analyzing job satisfaction among temporary
nurses. Herzberg’'s Two-Factor Theory distin-
guishes between hygiene factors (e.g., pay, job
security, working conditions) and motivators (e.g.,
recognition, responsibility, advancement) as de-
terminants of job satisfaction. In temporary nursing
contexts, the absence of certain hygiene factors,
such as employment stability and benefits, may be
offset by motivators like assignment variety and
flexible scheduling (Herzberg, 1966). Similarly, the
Job Demands—Resources (JD-R) model has been
applied in nursing research to examine how job
demands, such as workload, time pressure, and
emotional labor, interact with job resources, in-
cluding social support, autonomy, and constructive
feedback, to influence job satisfaction and the risk
of professional burnout [9,10].

2. METHODOLOGY

2.1. Research design

The research adopts a comparative cross-sec-
tional approach, providing a precise delineation of
the research problem and methods used to inves-
tigate temporary employment as a work model in
nursing practice. This method allows for the simul-
taneous analysis of characteristics, behaviours,
and performances of different groups or systems
and examines how various variables influence out-
comes and their interactions. One of the key ad-
vantages of this approach is its ability to observe
phenomena within a defined timeframe, facilitating
the evaluation of relationships between variables
without the influence of time or progression. The
methodological choice ensures the accuracy and
reliability of findings, reflecting the scientific formu-
lation of the research problem.

The study was conducted in Germany, specifi-
cally within the federal state of North Rhine-
Westphalia, with data collection occurring between
July 2023 and February 2024. A pilot study was
conducted during the initial three months to refine
the methodology and identify potential issues. The
selection of this region provides a focused under-
standing of temporary employment in nursing, en-
abling a comparison of the specific conditions and
practices in the area. The study's timeframe en-
sured the collection of a sufficient volume of data
to support comprehensive analysis.

2.2. Data collection process
The data collection process commenced after ap-

proval was granted by the Boards of Directors of
the collaborating temporary staffing agencies. Dur-
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ing on-site visits to the affiliated healthcare facili-
ties, the researcher personally distributed sealed
envelopes containing the questionnaire, an in-
formed consent form, and an information sheet de-
tailing the study’s objectives and guarantees of an-
onymity and confidentiality. Participants com-
pleted the questionnaires autonomously and
anonymously, returning the sealed envelopes to a
locked collection box placed within the hospitals. A
total of 195 questionnaires were distributed and all
were returned, resulting in a 100% response rate.
The average completion time did not exceed 10
minutes. The procedure was designed to ensure
data integrity, confidentiality, and compliance with
ethical research standards.

2.3. Research tool

This study was conducted using a structured ques-
tionnaire specifically designed to provide an in-
depth analysis of temporary staffing as a work
model in nursing practice. The questionnaire was
accompanied by a letter that included: (i) a brief
introduction presenting the title of the study, (ii) the
researcher's contact details and relevant infor-
mation for completing the questionnaire, (iii) infor-
mation regarding the participant consent process,
(iv) details about the confidentiality of personal
data, emphasizing that the questionnaires were
anonymous, responses would be used exclusively
for academic purposes, and no individual data
would be disclosed to any organization or individ-
ual outside of the study's results, ensuring com-
plete data security, (v) information about the par-
ticipant's rights and how they would be informed
throughout the study, and (vi) clarification of the
voluntary nature of participation.

2.4. Study population

The study involved a sample of 195 nurses who
were employed under fixed-term temporary staff-
ing contracts or had transitioned back to perma-
nent employment. These nurses worked in various
healthcare facilities, providing a diverse and repre-
sentative sample within the nursing sector.
Participants were selected based on their em-
ployment status, specifically focusing on those
with temporary or permanent contracts. This cate-
gorization allowed for a comparative analysis of
the effects of temporary staffing versus permanent
employment on various work-related outcomes.
By examining both groups, the study aimed to pro-
vide a nuanced understanding of the differences in
experiences and practices between temporary and
permanent nursing staff. The choice of this sample
enhances the specialization and reliability of the

study, offering critical insights into the impact of
temporary staffing on nursing practice, job satis-
faction, and the quality of care provided, within the
context of different contractual work arrange-
ments.

2.5. Instrument of the survey

The primary instrument utilized in this study was
designed to systematically assess job satisfaction
among nurses. The questionnaire incorporated the
Job Satisfaction Survey (JSS), a well-established
and validated tool specifically developed for meas-
uring multiple dimensions of job satisfaction within
healthcare settings. The JSS evaluates a broad
range of factors, including working conditions,
compensation, supervision, professional relation-
ships, opportunities for advancement, and recog-
nition. By employing the JSS, the study enabled a
detailed and reliable assessment of the key as-
pects that influence nurses’ satisfaction with their
work environment. The questionnaire also col-
lected essential socio-demographic data such as
age, gender, level of education, years of profes-
sional experience, and type of employment con-
tract, to allow for subgroup analyses and to ex-
plore associations between these variables and
job satisfaction outcomes. The use of this vali-
dated scale ensured the consistency and compa-
rability of the data, providing a robust methodolog-
ical framework for analyzing the differences in job
satisfaction between nurses with permanent and
temporary employment contracts.

2.6. Statistical analysis

Quantitative variables were reported as means
with standard deviations (SD) and medians with in-
terquartile ranges (IQR), whereas categorical vari-
ables were presented as absolute and relative fre-
quencies. The comparison of proportions was per-
formed using chi-square tests and Fisher’s exact
tests. For the comparison of continuous variables
between two groups, Student’s t-tests and Mann-
Whitney U tests were employed, depending on the
data distribution. Multiple linear regression anal-
yses were conducted, with the Job Satisfaction
Scale (JSS) subscales as the dependent varia-
bles. A stepwise selection method was applied
with an entry criterion of p=0.05 and a removal
criterion of p=0.10. Adjusted regression coeffi-
cients (B) and their associated standard errors
(SE) were computed from the regression models.
Logarithmic transformations were utilized where
appropriate for the multiple linear regression anal-
yses. All reported p-values are two-tailed, with sta-
tistical significance set at p<0.05. Statistical
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analyses were performed using SPSS software
(version 26.0).

3.RESULTS

A total of 195 nurses participated in the study, of
whom 54 (27.7%) were employed on permanent
contracts and 141 (72.3%) worked under temporary
staffing arrangements. The demographic and
professional characteristics of the participants are
presented in Table 1. Statistically significant differ-
ences were identified between permanent and
temporary nurses in terms of age, educational
background, and professional experience. Older
nurses were more likely to have transitioned to
permanent contracts, with more than half of those
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over 51 years of age employed permanently
(p<0.01), whereas younger age groups were over-
whelmingly represented among temporary staff.
Educational attainment was another influential fac-
tor: 81.3% of academic degree holders were per-
manently employed compared with only 18.8% of
those without higher qualifications (p<0.001). Sim-
ilarly, nurses with more than 20 years of experience
were significantly more likely to hold permanent
positions (p<0.001). By contrast, gender distribution
(p=0.612), marital status (p=0.744), and parental
status (p=0.695) did not differ significantly between
groups. Notably, working in rotating shifts appeared
to act as a barrier to permanent employment. Only
24 .9% of shift workers were permanently employed,
compared to 75.1% in temporary roles (p=0.003).

Table 1. Sample’s characteristics by group

Employment type
Permanent staff Temporary staff P
(N=54; 27.7%) (N=141; 72.3%)
N ] % N ] %

Age (years)
21-30 5 21.7 18 78.3
31-40 16 23.5 52 76.5 0.023+
41-50 17 23.6 55 76.4 '
Over 51 16 50.0 16 50.0
Sex
Female 34 293 82 70.7

0.626+
Male 20 253 59 74.7
Married
No 19 211 71 78.9

0.057+
Yes 35 333 70 66.7
Children
No 25 26.0 71 74.0

0.612+
Yes 29 29.3 70 70.7
Education
Secondary school education 8 13.1 53 86.9
High school 33 28.0 85 72.0 <0.001+
Academic degree 13 81.3 3 18.8
Professional skills
Graduate nurse 26 35.6 47 64.4

0.056+
Specialized graduate nurse 28 23.0 94 77.0
Years of work
Upto 10 13 18.1 59 81.9
11-20 25 36.8 43 63.2 0.045+
Over 20 16 29.1 39 70.9
Working in shifts
No 9 64.3 5 35.7

0.003++
Yes 45 249 136 75.1

+Pearson’s chi-square test ++Fisher’s exact test
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Health-related quality of life, assessed through the
SF-12, revealed no significant differences be-
tween the two groups (Table 2). Permanent nurses
reported a mean physical health score of 52.0,
while temporary nurses averaged 53.1 (p=0.220).
Mental health scores were likewise comparable,
averaging 42.7 for permanent and 43.8 for tempo-
rary nurses (p=0.336). These findings suggest that
observed differences in job satisfaction cannot be
attributed to disparities in physical or mental health.

Clear differences were identified in job satis-
faction outcomes (Table 2). Temporary nurses re-
ported significantly higher mean scores across
most domains of the Job Satisfaction Survey
(JSS), including pay (p<0.001), supervision

(p<0.001), benefits (p<0.001), contingent rewards
(p=0.022), operating conditions (p<0.001), nature
of work (p<0.001), communication (p<0.001), and
overall job satisfaction (p<0.001). Mean satisfac-
tion with pay was 16.9 (SD=2.3) among temporary
nurses compared with 12.4 (SD=2.7) among per-
manent staff, while supervision averaged 20.1
(SD=2.2) versus 17.9 (SD=2.8), respectively. Ben-
efits were also more positively evaluated by tem-
porary nurses (15.6, SD=2.8) compared with per-
manent nurses (12.3, SD=2.3). By contrast, pro-
motion opportunities showed no significant differ-
ences (p=0.425), and satisfaction with co-worker
relationships was nearly identical between groups
(p=0.960).

Table 2. Descriptive statistics of SF-12 and job satisfaction scale, by group.

Employment type
Permanent staff Timeshare staff P
Mean (SD) Median (IQR) Mean (SD) Median (IQR)
Physical health 52 (6.2) 53 (49.3 — 56.8) 53.1 (5.1) 53.1 (49.6 — 56.8) 0.220"
Mental health 42.7 (6.2) 42.4 (38.9-47.1) 43.8 (7) 43.5(39.8-48.4) 0.336"
Pay 12.4 (2.7) 12.5 (10 - 15) 16.9 (2.3) 17 (15-18) <0.001**
Promotion 11.5 (2.4) 11.5 (10 - 13) 11.3 (2.6) 11 (10-13) 0.425"
Supervision 17.9 (2.8) 18 (15 - 20) 20.1 (2.2) 20 (18-22) <0.001**
Benefits 12.3 (2.3) 12 (11 -14) 15.6 (2.8) 16 (13- 18) <0.001**
Contingent rewards 12.6 (2.6) 12 (11 -14) 14.6 (3) 15 (13- 17) <0.001**
Operating conditions 12.3 (2.7) 12 (11 -14) 14.8 (2.9) 15 (13-17) <0.001**
Coworkers 16.4 (2.3) 16 (15-18) 16.4 (2.2) 16 (15- 18) 0.960*
Nature of work 15.7 (2.8) 15.5 (14 - 18) 18.2 (3.9) 19 (16 - 21) <0.001**
Communication 15.6 (1.8) 15 (15-17) 17 (2.4) 17 (16 - 18) <0.001**
Total Job Satisfaction 128.9 (8.5) 129 (122 - 135) 146.9 (9.3) 147 (141 - 153) <0.001**

*Student’s t-test **"Mann-Whitney test

The multiple linear regression analysis further
clarified these associations (Table 3). Employ-
ment type emerged as the strongest predictor,
with permanent employment significantly and
negatively associated with satisfaction across
multiple domains, including pay (p<0.001), super-
vision (p<0.001), benefits (p<0.001), contingent
rewards (p<0.001), operating conditions
(p<0.001), nature of work (p<0.001), communica-
tion (p<0.001), and overall job satisfaction
(p<0.001). Educational attainment exerted a pos-
itive influence, as nurses with specialized gradu-
ate qualifications reported higher satisfaction

with pay (p=0.002) and overall job satisfaction
(p=0.029). Shift work was significantly associated
with lower satisfaction in promotion opportunities
(p=0.029). Professional experience had a more
nuanced effect: nurses with more than 20 years
of experience reported slightly higher satisfaction
with co-worker relationships (p=0.030), while
those with 11-20 years did not differ significantly
from nurses with fewer than 10 years of experi-
ence (p=0.808). These associations remained ro-
bust in the multivariate regression model, under-
scoring employment type as the most consistent
predictor of job satisfaction.
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Table 3.Multiple linear regression results, for job satisfaction scales, in a stepwise method.
Dependent .
variables Independent variables B+ SE++ P
Employment type (Permanent vs Timeshare staff) -0.135 0.012 <0.001
Pa . . n .

y Elz(:;(;?smnal skills (Specialized graduate nurse vs Graduate 0.033 0.011 0.002
Promotion Working in shifts (Yes vs No) -0.029 0.013 0.029
Supervision Employment type (Permanent vs Timeshare staff) -0.051 0.009 <0.001
Benefits Employment type (Permanent vs Timeshare staff) -0.103 0.013 <0.001
E;watlrré%ent Employment type (Permanent vs Timeshare staff) -0.061 0.015 <0.001
Operating )
conditions Employment type (Permanent vs Timeshare staff) -0.083 0.015 <0.001

Years of work
Coworkers 11-20 vs Up to 10 -0.002 0.010 0.808
Over 20 vs Up to 10 0.023 0.011 0.030
Nature of work | Employment type (Permanent vs Timeshare staff) -0.060 0.015 <0.001
Communication | Employment type (Permanent vs Timeshare staff) -0.037 0.010 <0.001
Employment type (Permanent vs Timeshare staff) -0.055 0.004 <0.001
Total JSS i i iali
EL?:ESSIO%I skill (Specialized graduate nurse vs Graduate 0.009 0.004 0.029
Note. Logarithmic transformations were used for the analysis
+regression coefficient ++Standard Error
. } 76,6 =
naure of work ([ o e— - -
communcation I — - o

Coworkers

Pay

Total lob Satisfaction
Benefits

Contingent rewards

Operating condiions

Fromotion

1730 -

452
- 1518«
- ¥ |39.7 «
i - - o
1397~
I s — =1 =
00 2000 3000 4000 5000 6000 Y000 8000 90.00 100.00

Percentage of satisfied participants (%)

Timeshare staff B Permanent staff W Total sample

*p<0.05 for the comparison between the two nurse groups

The clearest evidence of group differences was
observed in the total JSS scores, as presented in
Figure 1. Temporary nurses reported overall satis-
faction levels of 61.7%, whereas only 5.6% of per-
manent nurses expressed satisfaction (total sam-

Figure 1. Percentages of satisfaction in each scale and overall.

ple 46.2%). This nearly twelve-fold difference un-
derscores the substantial gap between the two
groups. Figure 1 also provides a domain-specific
overview of satisfaction levels. Supervision re-
ceived the highest ratings, with 97.9% of tempo-
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rary nurses and 72.2% of permanent nurses re-
porting satisfaction (total sample 90.8%). High sat-
isfaction was also observed for nature of work
(76.6% of temporary vs. 50.0% of permanent
nurses; total 69.2%) and communication (78.0%
vs. 42.6%; total 68.2%), all of which showed sta-
tistically significant differences (p<0.05). By con-
trast, promotion opportunities were consistently
rated lowest, with only 3.7% of permanent nurses
and 7.1% of temporary nurses reporting satisfac-
tion (total 6.2%), and no significant group differ-
ence (p=0.425). Co-worker relationships also
showed no variation, with nearly identical levels of
satisfaction in both groups (63.1% vs. 63.0%).

Marked disparities were evident in other do-
mains. Satisfaction with pay was reported by 73.0%
of temporary nurses compared with 11.1% of
permanent staff (total 55.9%), while benefits were
endorsed by 51.8% versus 9.3% (total 40.0%).
Temporary staff also expressed greater satisfaction
with contingent rewards (34.9% vs. 22.2%) and
operating conditions (39.7% vs. 11.1%).

These findings suggest that, despite the ex-
pectation that permanent employment might im-
prove job satisfaction, nurses who transitioned to
permanent positions reported generally lower lev-
els of satisfaction across a range of work-related
factors. The complexity of factors influencing job
satisfaction highlights the importance of consider-
ing both the positive and negative aspects of em-
ployment status, shift patterns, and experience
levels when designing strategies to improve nurse
well-being and retention.

4. DISCUSSION

This study examined factors influencing job satis-
faction among nurses employed under temporary
and permanent contracts in North Rhine-Westpha-
lia, Germany. The findings challenge conventional
assumptions, showing that temporary agency
nurses reported higher satisfaction across multiple
domains compared to permanent staff. Similar re-
sults have been observed internationally, where
temporary and agency nurses valued flexibility,
autonomy, variety of tasks, and immediate re-
wards despite the inherent insecurity of such posi-
tions [11,12,13,14].

A particularly counterintuitive finding was that
permanent nurses reported lower overall satisfac-
tion. This aligns with Herzberg’s Two-Factor The-
ory, which distinguishes between hygiene factors
and motivators, and suggests that permanent con-
tracts may provide stability but limit autonomy and
recognition. Other research has also indicated that
permanent nurses tend to express lower satisfac-
tion regarding salary and working conditions than

their temporary counterparts [15,16]. Within the
framework of the Job Demands-Resources model,
permanent employment may involve higher ad-
ministrative demands without proportional in-
creases in resources, while temporary contracts
allow for greater flexibility and more favorable
short-term rewards [17,18].

Supervision and support were found to be im-
portant determinants of satisfaction, particularly
among temporary nurses. Studies have empha-
sized that effective leadership and supportive
management are critical for agency nurses, who
often need to integrate rapidly into new teams [12].
Similarly, research in Scandinavian and Central
European contexts highlights the dual processes
of integration and exclusion that agency nurses
experience when working in unfamiliar environ-
ments [19]. These dynamics confirm the present
finding that supervision and collegial support
strongly affect satisfaction for temporary staff.

Career advancement opportunities were iden-
tified as very limited in both groups, reflecting a
structural weakness of the nursing profession.
Previous work in psychiatric and surgical settings
has also shown that unclear promotion pathways
reduce motivation and commitment among both
permanent and temporary nurses [20,21]. German
studies confirm that limited career progression
represents a systemic barrier to job satisfaction,
particularly in the nursing sector [17]. Such stag-
nation contributes to frustration and increased
turnover intentions, underscoring the need for
structured career ladders and advanced practice
roles [13,22].

Education and specialization emerged as key
predictors of job satisfaction. This study found that
nurses with advanced qualifications reported
greater overall satisfaction, consistent with evi-
dence that workplace learning opportunities and
advanced training improve motivation and reward
perceptions [23,24]. At the same time, the low
prevalence of specialist roles across both groups
corresponds with reduced quality of care and
greater risk of adverse patient outcomes, as has
also been emphasized in international literature
[25].

The influence of professional experience was
complex. More experienced nurses reported
stronger teamwork and social cohesion, confirm-
ing the positive role of long-term engagement.
However, other studies have shown that mid-
career nurses may encounter stagnation or disillu-
sionment, and the presence of temporary staff can
also affect permanent nurses’ commitment when
tasks are distributed unequally or perceived as il-
legitimate [15,19,26]. This suggests that collegial
relationships are shaped not only by individual ex-
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perience but also by organizational culture and
workforce composition.

Although temporary nurses reported higher
satisfaction in several areas, previous studies
have indicated that they may also experience
greater levels of work-related stress due to em-
ployment precariousness. Such precariousness
has repeatedly been linked to increased burnout
and psychological strain [17,18,27]. In the present
study, no significant differences were observed in
overall physical and mental health scores between
permanent and temporary nurses, suggesting that
the higher satisfaction of temporary staff cannot be
explained by better health status. Instead, organi-
zational and psychosocial factors are more likely
to account for the variations observed. Similar ev-
idence from pandemic-related studies also high-
lighted how job insecurity and increased workload
heightened stress among nurses [27].

Remuneration and benefits revealed substan-
tial disparities. Temporary nurses expressed
higher satisfaction with pay and additional re-
wards, which reflects the premium rates often of-
fered to cover urgent staffing shortages [16,28].
Permanent staff, by contrast, reported dissatisfac-
tion with static salary structures and limited incen-
tives, a result consistent with previous findings
across Europe [29]. Temporary nurses also evalu-
ated benefits more positively, though both groups
were dissatisfied with promotion prospects, con-
firming that financial incentives alone cannot com-
pensate for a lack of professional advancement
opportunities [16,20,21].

Motivation and turnover intentions further illus-
trated the dual nature of temporary work. While
temporary employment can sustain intrinsic moti-
vation by offering diversity of experiences [14,30],
it is also associated with elevated turnover inten-
tions. Studies on temporary agency nurses have
found similar patterns, with high satisfaction in cer-
tain domains but a greater likelihood of leaving the
profession or seeking new assignments [31,32].
During the COVID-19 pandemic, temporary and
travel nurses reported both heightened stress and
increased motivation, reflecting the complexity of
their experiences [25].

Overall, the findings of this study confirm that
job satisfaction in nursing is shaped by a combina-
tion of structural and individual factors. Employ-
ment type emerged as the most powerful predic-
tor, but education, shift work, and experience also
played meaningful roles. The results align with
previous international evidence, demonstrating
that permanent contracts do not guarantee higher
satisfaction, while temporary employment, despite
its insecurity, can enhance autonomy, flexibility,
and perceptions of reward [14,16,17,23,30,32].
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This study is not without limitations. Its cross-
sectional design precludes causal inference, and
the reliance on self-reported data may introduce
bias. The distribution of questionnaires through
staffing agencies may also have influenced the
sample composition. Nonetheless, the anony-
mous procedure and 100% response rate sub-
stantially reduced the risk of non-response bias, as
reported in similar surveys [33,34].

Future research should adopt longitudinal de-
signs to investigate causal mechanisms and the
impact of transitions between employment types.
Qualitative studies could provide deeper insights
into the lived experiences of nurses working under
temporary and permanent contracts and explain
the paradoxical results observed in this and other
studies.

5. CONCLUSION

This study demonstrated that employment type is
a key determinant of job satisfaction among
nurses. Contrary to common assumptions, tempo-
rary agency nurses reported higher satisfaction
than permanent staff across most domains, includ-
ing pay, supervision, benefits, and overall job sat-
isfaction. Only promotion opportunities and co-
worker relationships showed no differences, both
remaining universally low. These findings suggest
that while permanent employment provides secu-
rity, it may also be associated with rigidity and re-
duced autonomy, limiting satisfaction. Temporary
nurses, though more satisfied, continue to face in-
security and restricted career development. Ad-
dressing stagnation among permanent staff and
improving inclusion and advancement opportuni-
ties for temporary nurses are essential steps to-
ward enhancing retention, motivation, and the
quality of patient care.
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