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Note. p < 0.05Note. p < 0.05

Factors Emotional Health (During)

Stable 0.259

Enthusiastic 0.225

Adventurous 0.265

Sensitive -0.239

Imaginative -0.114

Liberal -0.057

Tense -0.223
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Note. p < 0.05Note. p < 0.05

Factors Emotional Health (During)

Role Clarity (D) 0.270

Communication (D) 0.254

Leadership (D) 0.397

Satisfaction (D) 0.387

Tension (D) -0.489

Propensity to stay on assignment (D) 0.434
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Positive correlation between Calculated (Impulsive) versus RolePositive correlation between Calculated (Impulsive) versus Role Clarity (D)Clarity (D)

Note. p < 0.05Note. p < 0.05

Outgoing Enthusiastic Adventurous Imaginative Calculated

Role Clarity (D) 0.290 0.087 -0.279 -0.314 0.426
Communication (D) 0.378 -0.119 -0.096 0.001 0.150

Leadership (D) 0.227 0.081 0.233 -0.020 0.065
Satisfaction (D) 0.075 0.270 -0.074 -0.023 -0.056
Tension (D) -0.013 -0.067 0.142 0.023 -0.040
Propensity to Stay (D) 0.144 0.163 -0.165 -0.005 0.138
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