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The Psychology of working theory (PWT; Duffy et al., 2016) is an emerging psychological 

theory in the field of work that introduces a new perspective of thinking about the 

accessibility of decent work (DW) for everyone and represents a theoretical framework for 

researching predictors, mediators, moderators and outcomes of DW. One of the basic 

assumptions of PWT researchers is that access to decent and stable work is a basic human 

right and essential for survival, connecting with others and one's social environment, and 

can lead to a life filled with meaning (Blustein et al., 2019). Specific factors in the 

environment and life of a person (economic barriers, marginalization, economic 

conditions ...) are to a greater extent connected with the availability of DW and together 

with psychological factors within the individual help explain his work and psychological 

outcomes, such as wellbeing (eg. Duffy et al., 2016). 
Decent work, as defined in PWT (Duffy et al., 2016) includes five characteristics of work 

which should all be present in the worklife of a person: (1) physically and interpersonally 

safe working conditions (absence of physical, psychological and emotional 

abuse/violence); (2) a working day that allows free time and enough rest; (3) organizational 

values that complement family and social values; (4) adequate compensation for work 

and (5) access to adequate medical care. 
Rapid social changes and the global crisis we have witnessed recently, have further shed 

light on the importance of providing decent working conditions to all groups of employees 

and the need for a more comprehensive consideration of the factors that bring and keep 

individuals in suboptimal working conditions, with healthcare staff being one of the most 

impacted groups. This short review of available research of DW within PWT is focused on 

nurses due to the fact that they represent almost a half of all healthcare staff (ILO, 2020) 

and are in worldwide demand (WHO, 2024). 

 

Sönmez et al.'s (2022) study was one of the first to evaluate DW in nurses. They evaluated 

the association between DW and the physical and emotional well-being of nurses as well 

as their job satisfaction and work environment. The concept of DW was tested among 311 

nurses in two hospitals in Turkey during the COVID-19 pandemic. The four aspects of the 

nursing work environment—nursing manager ability, leadership, and support; staffing 

and resource adequacy; nurse-physician relationships; and nursing foundations for 

quality of care—were found to be significantly related to DW. Additionally, a direct 

relationship between DW and both physical and mental wellness was demonstrated. 

Decent work, however, had no significant relationship with job satisfaction. 

 

Furthermore, El-Gazar et al. (2024) looked at the mediating effect of psychological 

ownership in the relationship between DW and nurses' vigor at work (a sense of being 

alive and energetic). In a two-wave, time-lag investigation, 289 nurses employed in three 



Egyptian hospitals provided data. Vigor at work and psychological ownership were 

strongly correlated with DW. A portion of the association between DW and nurses' vigor 

at work was mediated by psychological ownership. According to research, DW helps 

nurses to feel a sense of psychological belonging, boosting their vigor at work. So, to 

maintain nurses' vigor while they work, DW practices are essential, and psychological 

ownership acts as a mediator in this interaction.  

In a cross-sectional survey of 460 nurses from three hospitals in China, the researchers 

(Xue et al., 2024a) determined that nurses’ perception of DW directly influences their 

turnover intention and also that burnout and job satisfaction both serve as mediators 

between DW and turnover intention. The results show that DW, which includes or leads 

to fair pay and other benefits, reasonable workload, a safe working environment, support 

and positive relationships, can serve as a protective factor against burnout and lead to 

higher job satisfaction among workers. This research further supports the thesis (eg. 

Wang et al., 2019) that creating work environments which include all five DW areas can 

lead to less turnover intention and help retain workers, which is especially important in 

fields where there is a shortage of skilled workers, such as nurses and other healthcare 

staff (WHO, 2024). 

In another cross-sectional study by Xue et al. (2024b), carried out on a sample of 476 

nurses, their perception of DW significantly predicted their work engagement (positive 

correlation) and turnover intention (negative correlation). Work engagement was also 

shown to be a mediator between DW and turnover intention. Additionally, the researchers 

looked at demographic factors that could potentially influence the nurses' perception of 

DW. Age (younger nurses), years of working (<= 5 years), type of employment (temporary 

vs. permanent), frequency of night shifts (<= 5 night shifts per month) and attending 

conferences (<= two per year) all led to lower perception of DW. 

 
Figure 1. Predictors, mediators and outcomes of decent work among nurses 

 

 



Figure 1 presents a theoretical model of predictors, mediating factors and outcomes of 

decent work among nurses based on current research. While nursing work environment 

and demographic factors both predict decent work in nursing, Psychological ownership, 

Job satisfaction, Burnout and Work engagement* have been shown (Duffy et al., 2016; El-

Gazar et al., 2024; Sönmez et al., 2022; Xue et al., 2024a; Xue et al., 2024b) to mediate the 

relationship between decent work and outcomes (health indicators, turnover intentions 

and vigor, work engagement). 

Conclusion: From the standpoint of DW in nursing, nursing management should reassess 

the working environment and conditions for nurses. Determining the interpersonal, 

organizational, cultural, and generational elements that influence DW (some described 

above), can improve the profession's appeal, guarantee the retention of the current 

workforce, decrease nurse turnover, and make becoming a nurse an appealing career 

choice. 

Following the COVID-19 epidemic, policymakers and decision-makers at all levels must 

enhance the working environment and circumstances for nurses (e.g., proper 

remuneration, time off and rest intervals, etc.). Action plans and laws should also be 

created and put into place, as suggested by the ILO reports (e.g. ILO 2020), to safeguard 

nurses' working environments against all types of violence and discrimination. It's also 

critical to cut back on work and workload. 
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