
documentclassarticle
usepackageamsmath
usepackagegraphicx
usepackagesetspace
doublespacing
begindocument

titleAnalyzing the Relationship Between Organizational Justice and Job En-
gagement Among Nursing Professionals
authorSelena Ford, Chandler Moore, Paisley Jenkins
date
maketitle

sectionIntroduction

The nursing profession represents a critical component of healthcare delivery
systems worldwide, characterized by high-stress environments, emotional la-
bor, and complex organizational structures. Within this context, organizational
justice—the perception of fairness in workplace procedures, distributions, and
interpersonal treatment—has emerged as a significant factor influencing vari-
ous occupational outcomes. However, the precise mechanisms through which
organizational justice perceptions translate into job engagement among nurs-
ing professionals remain inadequately understood through conventional research
methodologies.

Traditional approaches to studying organizational justice and job engagement
have predominantly relied on quantitative survey instruments that, while valu-
able, often fail to capture the rich contextual nuances and dynamic nature of
these psychological constructs. The limitations of Likert-scale measurements in
conveying the complexity of justice perceptions and the multidimensional na-
ture of engagement necessitate innovative methodological approaches. This re-
search addresses this gap by introducing a computational linguistics framework
that analyzes qualitative narrative data to uncover previously undocumented
relationships between organizational justice dimensions and engagement com-
ponents.

Our study is grounded in the theoretical framework that organizational justice
operates through complex cognitive and affective pathways that influence how
nursing professionals interpret workplace events and subsequently invest them-
selves in their roles. We posit that the relationship between justice and engage-
ment is not merely linear but involves interactive effects between different justice
dimensions and contextual moderators specific to healthcare environments. The
nursing context presents unique challenges, including ethical dilemmas, resource
constraints, and hierarchical power structures that shape justice perceptions in
ways distinct from other professions.
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This research makes several original contributions to the literature. Method-
ologically, we develop and validate a specialized computational framework for
analyzing organizational justice narratives in healthcare contexts. Theoretically,
we identify novel interaction patterns between justice dimensions and propose
a refined model of justice-engagement relationships specific to nursing profes-
sionals. Practically, our findings offer healthcare administrators evidence-based
strategies for enhancing organizational justice perceptions to improve nurse en-
gagement and, consequently, patient care quality.

sectionMethodology

subsectionParticipants and Data Collection

Our study employed a multi-site, cross-sectional design involving 2,847 nurs-
ing professionals from 12 healthcare institutions across three geographic re-
gions. Participants represented diverse nursing roles, including staff nurses
(62%), nurse managers (18%), clinical nurse specialists (12%), and advanced
practice nurses (8%). Experience levels ranged from newly graduated nurses to
those with over 30 years of clinical practice, with a mean tenure of 8.7 years
(SD = 6.3).

Data collection occurred through a mixed-methods approach combining tradi-
tional survey instruments with open-ended narrative prompts. Participants pro-
vided written responses to carefully constructed scenarios and reflection prompts
designed to elicit rich descriptions of justice-related experiences. The narrative
prompts focused on specific workplace incidents involving resource allocation,
policy implementation, supervisory interactions, and team dynamics. This ap-
proach generated approximately 1.2 million words of qualitative data for com-
putational analysis.

subsectionComputational Linguistics Framework

We developed a novel computational framework specifically tailored for ana-
lyzing organizational justice narratives in healthcare contexts. The framework
integrated several natural language processing techniques, including:

1. Justice Lexicon Development: We created a specialized vocabulary of 847
justice-related terms and phrases through iterative coding of a training subset
of narratives. This lexicon categorized terms according to three organizational
justice dimensions: distributive (fairness of outcomes), procedural (fairness of
processes), and interactional (fairness of interpersonal treatment).

2. Sentiment Trajectory Mapping: We implemented a time-series analysis of
sentiment shifts within narratives to track how justice perceptions evolved dur-
ing described incidents. This approach captured the dynamic nature of justice
evaluations as events unfolded.
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3. Semantic Network Analysis: We constructed network representations of con-
cept co-occurrence to identify patterns in how nursing professionals conceptually
linked justice perceptions to engagement outcomes.

4. Engagement Marker Identification: Through supervised machine learning,
we identified linguistic features that distinguished high-engagement from low-
engagement narratives, regardless of explicit engagement terminology.

The computational analysis was complemented by traditional qualitative coding
performed by a team of three researchers to ensure methodological triangulation
and enhance validity.

subsectionAnalytical Approach

Our analytical strategy employed a sequential explanatory design, beginning
with computational analysis to identify patterns and relationships, followed by
in-depth qualitative interpretation of representative cases. We conducted several
specific analyses:

First, we examined frequency distributions of justice-related terminology across
different nursing roles and organizational contexts. Second, we performed cor-
relation analyses between justice dimension scores (derived from narrative con-
tent) and standardized engagement measures. Third, we implemented regression
modeling to identify predictors of engagement levels based on justice perception
patterns. Finally, we conducted thematic analysis of outlier cases to understand
exceptional patterns in the justice-engagement relationship.

Validation procedures included intercoder reliability checks for qualitative com-
ponents, cross-validation of computational models, and member checking with
a subset of participants to ensure interpretive accuracy.

sectionResults

subsectionDimensional Relationships in Organizational Justice

Our analysis revealed complex interrelationships between the three organiza-
tional justice dimensions that challenge conventional linear models. While dis-
tributive, procedural, and interactional justice demonstrated significant positive
correlations with overall job engagement (r = .42, .51, and .58 respectively, p
< .001), the interaction effects between dimensions revealed more nuanced pat-
terns.

We identified what we term ’justice amplification effects,’ where high levels of
one justice dimension significantly enhanced the impact of other dimensions on
engagement. For instance, when interactional justice perceptions were high, the
relationship between procedural justice and engagement strengthened by 37%
compared to when interactional justice was low. This suggests that respectful
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treatment from supervisors and colleagues creates a psychological context where
fair procedures have greater meaning for nursing professionals.

Unexpectedly, we found that distributive justice showed a threshold effect rather
than a linear relationship with engagement. Below a certain perceived fairness
level in resource distribution, engagement dropped precipitously, but above this
threshold, additional increases in distributive justice produced diminishing re-
turns. This pattern differed from procedural and interactional justice, which
demonstrated more consistent linear relationships with engagement components.

subsectionContextual Moderators of Justice-Perception Relationships

Our analysis identified several contextual factors that moderated the relation-
ship between organizational justice perceptions and job engagement. Unit-level
characteristics, including nurse-to-patient ratios, interdisciplinary collaboration
patterns, and administrative support structures, significantly influenced how
justice perceptions translated into engagement outcomes.

Notably, the computational linguistics approach uncovered subtle linguistic
markers that predicted engagement levels with 78.3% accuracy. These markers
included specific metaphor usage (e.g., organizational descriptions using me-
chanical vs. organic metaphors), narrative coherence patterns, and emotional
tone trajectories. High-engagement narratives typically featured more complex
sentence structures, greater use of collective pronouns (’we’ rather than ’I’), and
more nuanced emotional descriptions.

Temporal analysis revealed that justice perceptions formed through specific crit-
ical incidents had lasting effects on engagement, with negative justice events
showing stronger and more persistent impacts than positive ones. This negativ-
ity bias was particularly pronounced for interactional justice violations, which
often triggered cascading effects on other justice perceptions.

subsectionRole-Specific Patterns

Our findings revealed significant variations in justice-perception patterns
across different nursing roles. Staff nurses demonstrated particularly strong
connections between interactional justice and engagement, while nurse man-
agers showed stronger associations between procedural justice and engagement.
Clinical nurse specialists exhibited the most complex pattern, with engagement
being influenced by interactions between all three justice dimensions.

Experience level also moderated justice-engagement relationships. Early-career
nurses showed stronger reactions to distributive justice issues, while mid-career
and late-career nurses placed greater emphasis on procedural and interactional
justice aspects. This developmental pattern suggests that justice priorities
evolve throughout nursing careers, possibly reflecting changing psychological
contracts with healthcare organizations.
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sectionConclusion

This research makes several significant contributions to understanding the re-
lationship between organizational justice and job engagement among nursing
professionals. Methodologically, we have demonstrated the value of computa-
tional linguistics approaches for uncovering nuanced patterns in organizational
behavior that traditional methods might overlook. Our specialized framework
for analyzing justice narratives provides researchers with new tools for investi-
gating complex psychological constructs in workplace contexts.

Theoretically, our findings challenge simplistic linear models of organizational
justice effects and instead support a more complex, interactive understanding of
how different justice dimensions influence engagement. The identification of jus-
tice amplification effects and threshold patterns adds sophistication to existing
theoretical frameworks and suggests directions for future model development.

Practically, our findings offer healthcare administrators specific, evidence-based
strategies for enhancing organizational justice to improve nurse engagement.
The role-specific and experience-level variations we identified suggest that tar-
geted interventions rather than one-size-fits-all approaches may be most effec-
tive. For instance, focusing on interactional justice through leadership develop-
ment may yield greater engagement benefits for staff nurses, while procedural
justice improvements through transparent policy implementation may better
engage nurse managers.

Several limitations warrant consideration. The cross-sectional design limits
causal inferences, and the focus on narrative data, while rich, may not capture
all relevant aspects of justice perceptions. Future research should incorporate
longitudinal designs to track how justice perceptions and engagement evolve
over time, particularly in response to organizational interventions.

This study opens several promising avenues for future investigation. Research
could explore how organizational justice perceptions intersect with other factors
like moral distress, professional identity, and burnout in nursing populations.
Additionally, applying similar computational approaches to other healthcare
professions could reveal profession-specific patterns in justice-engagement rela-
tionships.

In conclusion, our research demonstrates that the relationship between organiza-
tional justice and job engagement among nursing professionals is more complex
and context-dependent than previously recognized. By leveraging innovative
computational methods to analyze rich qualitative data, we have uncovered pat-
terns that enhance both theoretical understanding and practical applications in
healthcare organizations. As healthcare systems worldwide face nursing short-
ages and engagement challenges, these insights offer valuable guidance for creat-
ing work environments that support both nursing professionals and the patients
they serve.
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