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ABSTRACT Objective: The study was designed to determine nurses'
perceptions of organizational justice, job satisfaction and the relation-
ship between them. Investigation of the relationship between nurses'
perception of organizational justice and job satisfaction is regarded as
important. Currently, there are no studies comparing public and private
sector nurses. Material and Methods: The study was planned as de-
scriptive and analytical. The data were collected from nurses working
in a public and a private hospital in Turkey (n=450, n=290). In the
study, an information form containing sociodemographic and occupa-
tional characteristics of nurses, the Organizational Justice Scale, and
the Job Satisfaction Scale was used. Results: A positive and moderate
relationship was determined between the perception of organizational
justice and job satisfaction (r=0.445; p<0.005). A positive and moder-
ate relationship was found between the perception of organizational
justice and job satisfaction in public hospitals (r=0.468; p<0.05) and
private hospitals (r=0.408; p<0.05). It was determined that distribution
justice, which is one of the sub-dimensions of organizational justice in
the public hospital, and interpersonal justice in the private hospital, af-
fect the job satisfaction of nurses more. Conclusion: The factors af-
fecting the organizational justice perceptions and job satisfaction of
nurses working in public and private hospitals are different. Knowl-
edge of these differences by managers is important for predicting the
behavior of nurses.

Keywords: Nurse; job satisfaction; organizational justice;
public and private hospital

OZET Amag: Arastirma, hemsirelerin 6rgiitsel adalet algilariny, is tat-
minlerini ve aralarindaki iliskiyi belirlemek amaciyla tasarlandi. Hem-
sirelerin Orgilitsel adalet algisi ile is doyumu arasindaki iliskinin
incelenmesi onemli gériilmektedir. Halen kamu ve 6zel sektor hemsi-
relerini karsilastiran bir ¢aligma bulunmamaktadir. Gereg¢ ve Yontem-
ler: Calisma, tanimlayict ve analitik olarak planlandi. Veriler,
Tiirkiye’de bir devlet hastanesinde ve bir 6zel hastanede ¢alisan hem-
sirelerden toplandi (n=450, n=290). Arastirmada hemsirelerin sosyo-
demografik ve mesleki o6zelliklerini igeren Bilgi Formu, Orgiitsel
Adalet Algis1 Olgegi ve Is Doyumu Olgegi kullamldi. Bulgular: Or-
giitsel adalet algisi ile is doyumu arasinda pozitif ve orta diizeyde bir
iligki belirlendi (r=0,445; p<0,005). Kamu hastanelerinde (r=0,468;
p<0,05) ve ozel hastanelerde (r=0.408; p<0.05) orgiitsel adalet algist
ile is doyumu arasinda pozitif ve orta diizeyde bir iliski tespit edildi.
Kamu hastanesinde orgiitsel adaletin alt boyutlarindan dagitim adale-
tinin, 6zel hastanede ise kisilerarast adaletin hemsirelerin is doyumla-
rin1 daha ¢ok etkiledigi belirlendi. Sonu¢: Kamu hastanelerinde ve 6zel
hastanelerde ¢alisan hemsirelerin orgiitsel adalet algilarini ve is do-
yumlarini etkileyen faktorler farklidir. Yoneticiler tarafindan bu fark-
Iiliklarin bilinmesi, hemsirelerin davraniglarini dngérmeleri agisindan
onemlidir.

Anahtar Kelimeler: Hemsire; is tatmini; orgiitsel adalet;
kamu ve 0zel hastane

The health sector has different characteristics
from other sectors in terms of tolerating no mistake
and error, making frequent critical decisions, using

advanced technology and working together with
many different occupational groups because of
human life.! The most important quality indicators of
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this sector are patient care quality and patient satis-
faction, which are influenced from the job satisfac-
tion and working behavior of employees (Sayiik S.
The effect of organizational justice on job satisfac-
tion and a study on nurses working in private hospi-
tals in Istanbul. [Unpublished doctoral thesis].
Istanbul: Istanbul University; 2007).3

Job satisfaction is an important concept as it di-
rectly influences the physical and mental health of
the employees as well as productivity. Managers
must continuously maintain job satisfaction, which
represents a dynamic process. Because, as job satis-
faction can be achieved quickly, it can turn into dis-
satisfaction with the same speed (Séyiik S. The effect
of organizational justice on job satisfaction and a
study on nurses working in private hospitals in Is-
tanbul. [Unpublished doctoral thesis]. Istanbul: Is-
tanbul University; 2007).

Having the organizational justice perception the
employees may develop their behaviors according to
the support given to them, provided fair conditions,
their contributions to the organization, and how their
contributions are received (Soyiik S. The effect of or-
ganizational justice on job satisfaction and a study
on nurses working in private hospitals in Istanbul.
[Unpublished doctoral thesis]. Istanbul: Istanbul
University; 2007).° Organizational justice is a per-
ception and these perceptions are reflected in the em-
ployee’s attitudes and behaviors and thus in their
performance (Soyiik S. The effect of organizational
justice on job satisfaction and a study on nurses
working in private hospitals in Istanbul. [Unpub-
lished doctoral thesis]. Istanbul: Istanbul University;
2007).7# Organizational justice is an instrument of
motivation and the basis of job satisfaction is moti-
vation.” Factors affecting job satisfaction overlap
with the dimensions of organizational justice.'” In a
limited number of studies conducted with health pro-
fessionals, it is emphasized that organizational jus-
tice significantly affects job satisfaction (S6yiik S. The
effect of organizational justice on job satisfaction and
a study on nurses working in private hospitals in Is-
tanbul. [Unpublished doctoral thesis]. Istanbul: Is-
tanbul University; 2007).!1-1

Nurses with the positive perception of justice
and job satisfaction can provide quality heallth care
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services that may affect the patients they care for.!%!!
It is essential to predict executive nurses’ behaviors
and so determine the association of their organiza-
tional justice perception and job satisfaction. There
is no study examining that relationship for nurses
working in public or private sectors who have differ-
ent working environments.

THE AIM OF THE STUDY AND RESEARCH QUES-
TIONS

We aim to examine the organizational justice per-
ception, job satisfaction and their relationship among
nurses. The research questions are as follows:

1. What are the mean scores of their organiza-
tional justice perception with sub-dimensions?

2. What are the mean scores of their job satis-
faction with sub-dimensions?

3. What is the relationship between these mean
scores?

4. What is the level of relationship between the
sub-dimensions of their organizational justice per-
ception and job satisfaction?

5. Is there a significant difference between the
organizational justice perception and job satisfaction
in comparison those working in public and private
hospitals’?

I MATERIAL AND METHODS
POPULATION

The study population consisted of 450 nurses work-
ing in a public hospital (n=320) and a private hospi-
tal (n=130). The number of samples from the known
population was calculated as 257 with a 5% error
margin in the 95% confidence interval. After obtain-
ing informed consent, data collection forms were dis-
tributed and 290 of the returned 386 forms were
included in the study since they were filled out com-
pletely. The general participation rate was 64% (64%
in public and 66% in private).

DATA COLLECTION TOOLS

In the study, an information form containing so-
ciodemographic and occupational characteristics of
nurses, the Organizational Justice Scale, and the Job
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Satisfaction Scale were used. In the information form,
the nurses participating in the study were asked ques-
tions about their age, gender, marital status, educa-
tional status, work experience, etc.

ORGANIZATIONAL JUSTICE PERCEPTION SCALE

Organizational Justice Perception Scale developed
by Colquitt was used in the study.'> The scale is a 5-
point Likert scale consists of 4 sub-dimensions and
20 items, I of which is a reverse item. Subscales are
called procedural justice, distributive justice, inter-
personal justice, and informational justice. As the
average score increases, the perception of organiza-
tional justice is evaluated as positive. Colquitt’s 4
sub-dimensional scale was first adapted to Turkish
by Ozmen et al. and 3 sub-dimensions were reported.
In the study conducted by Yelboga, a four-factor
structure was determined by using explanatory and
confirmatory factor analysis techniques together.'

Cronbach’s alpha internal consistency coeffi-
cient of the organizational justice scale was 0.84, dis-
tributive justice was 0.85, procedural justice was
0.82, interpersonal justice was 0.85, and the infor-
mational justice perception was 0.59.'°In this study,
the 4-dimensional structure mentioned by Yelboga
and in the original study of the scale was taken into
consideration.'® The Cronbach alpha internal consis-
tency coefficient of the organizational justice scale
was calculated as 0.93, distributive justice perception
was 0.83, procedural justice was 0.83, interpersonal
justice was 0.77, and the informational justice per-
ception was 0.88.

JOB SATISFACTION SCALE

In order to measure job satisfaction, the Job Satisfac-
tion Scale developed by Spector and adapted to Turk-
ish by Yelboga was used.!”!® Job Satisfaction Scale
consists of 36 items and 9 different sub-dimensions
that are scored on a 6-point Likert scale. Since the
items were written in two-way, half of them were
scored opposite. In the scale, job satisfaction in-
creases as the mean scores increase. The Cronbach
alpha internal consistency coefficient of the Job Sat-
isfaction Scale was 0.82, while the subscales were as
follows: Salary was 0.63, promotion was 0.69, su-
pervision was 0.74, benefits was 0.65, cont rewards
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was 0.71, conditions were 0.76, relations with col-
leagues was 0.77, work itself was 0.82, and commu-
nication was 0.88. In this study, the Cronbach’s alpha
reliability coefficient of the Job Satisfaction Scale
was found to be 0.79. The sub-scales were as follows:
Salary was 0.79, promotion was 0.74, supervision
was 0.79, benefits was 0.73, cont rewards was 0.79,
conditions were 0.70, relations with colleagues was
0.76, work itself was 0.72, and communication was
0.75.

ETHICAL CONSIDERATIONS

The study was carried out in accordance with the
Helsinki Declaration principles. Permission was
sought from Private Medikar Hospital (approval
2016/300), Karabiik Public Hospital Association for
National Education (approval number: 88919140/
663.08) and ethical approval was taken from Biilent
Ecevit University Ethics Committee (approval num-
ber: 2015-129 / 02/12) dated prior to the study. All
participants were informed about the research work
and their consent was taken.

STATISTICAL ANALYSIS

The study was planned as descriptive and analytical.
The data obtained from the research were analyzed
by the IBM-SPSS version 20.0 program by receiving
consultancy service from a private statistical con-
sulting company. Data were evaluated at a p<0.05
significance level. Cronbach’s alpha internal consis-
tency coefficients were calculated. Number, percent-
age, median, mean and standard deviation were used
for descriptive analysis. The suitability of the vari-
ables to normal distribution was examined with
Shapiro-Wilk’s because of the number of units.
Mann-Whitney U and Kruskal-Wallis H tests were
used to examine the rences between the groups, and
post hoc multiple comparison test (Bonferroni cor-
rected Mann-Whitney U test) was used in case of sig-
nificant differences in Kruskal-Wallis H test. The
relationships between the variables were analyzed by
Spearman’s correlation coefficient. In this study, it
was considered that 0.70-1.00 interval is high, 0.70-
0.30 interval is moderate and 0.30-0.00 interval is
low in the interpretation of correlation coefficient
ranges."”
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I RESULTS

Of a total of 290 nurses included in the study, 70.34%
(n=204) were from public hospital and 29.66%
(n=86) were from a private hospital. The mean age
of the nurses was 30 and most of them were between
29 and 34 (24.83%). For demographic characteris-
tics, 80.69% (234) of the nurses were female, 53.79%
(156) of them were married and 39.66% (115) of
them were graduates of health vocational high
schools.

The overall organizational justice perception
score was 2.67+0.79 in the study group, 2.71+0.83 in
the public hospital, and 2.56+0.70 in the private hos-
pital (Table 1).

The overall job satisfaction score was 3.25+0.50
in the study group, 3.31+0.47 in the public hospital,
and 3.11+0.53 in the private hospital (Table 2).

In summary, the mean score of organizational
justice perceptions of nurses was 2.67+0.79,
2.71+0.83 in the public hospital and 2.56+0.70 in the
private hospital (low-moderate), job satisfaction was
3.25+0.50, 3.31+£0.47 in the public hospital and
3.11£0.53 in the private hospital (moderate).

There was a statistically significant correlation
between organizational justice perception score and
job satisfaction score (r=0.445; p<0.05). These are
positively and moderately associated with each other,
that’s the higher the organizational justice score, the
higher the job satisfaction score.

For the relationships between the organizational
justice perception and job satisfaction sub-dimen-
sions, the analytical results are: For organizational
justice perception, a positive and moderate relation-
ship was found with salary (r=0.327; p<0.05) and
promotion (r=0.409; p<0.05), and a positive and low

TABLE 1: Distribution of mean scores of nurses' perceptions of organizational justice and sub-dimensions (n=290).
Public hospital Private hospital Study group
(n=204) (n=86) (n=290)
Median sD Median sD Median sD Minimum Maximum n Level

Distributive justice 249 1.02 2.28 0.92 243 0.99 1.00 5.00 290 | Low- Moderate

Procedural justice 2.64 0.91 2.61 0.73 2.63 0.86 1.00 457 290 Moderate

Interpersonal justice 2.96 0.77 2.83 0.93 2.92 0.83 1.00 5.00 290 Moderate

Informational justice 2.73 1.04 243 0.98 2.64 1.03 1.00 5.00 290 Moderate

General justice 2.1 0.83 2.56 0.70 2.67 0.79 1.00 4.60 290 Moderate

SD: Standard deviation.
TABLE 2: Results pertaining in the mean scores of nurses' job satisfaction and sub-dimensions (n=290).
Public hospital Private hospital Study group
(n=204) (n=86) (n=290)
Median SD Median SD Median SD Minimum  Maximum n Level

Salary 3.00 0.96 2.00 1.06 2.75 1.03 1.00 450 290 Moderate
Promotion 2.75 0.91 3.50 1.03 3.00 0.96 1.00 6.00 290 Moderate
Supervision 3.25 0.89 3.38 1.07 3.25 0.95 1.00 5.25 290 Moderate
Benefits 325 0.90 2.38 1.16 3.00 1.00 1.00 5.75 290 Moderate
Cont rewards 3125 0.84 250 1.00 3.00 0.91 1.00 5.75 290 Moderate
Conditions 3.00 0.69 2.75 0.70 3.00 0.69 1.00 5.50 290 Moderate
Relations with colleagues 4.25 0.80 3.75 0.97 4.00 0.86 1.00 6.00 290 High
Work itself 3.75 0.90 413 1.13 3.88 0.98 1.00 6.00 290 Moderate
Communication 3.50 0.75 3.25 0.95 3.50 0.83 1.00 5.00 290 Moderate
General job satisfaction 3.31 0.47 3N 0.53 3.25 0.50 1.61 4.61 290 Moderate

SD: Standard deviation.
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relationship with the communication (r=0.298;
p<0.05), supervision (r=0.280; p<0.05), cont rewards
(r=0.263; p<0.05), conditions (r=0.174; p<0.05), nen-
efits (r=0.165; p<0.05), work itself (r=0.139; p<0.05).
However, the organizational justice perception had
no relationship with the relations with colleagues
under job satisfaction.

The overall job satisfaction had a positive and
moderate relationship with organizational justice per-
ception among the nurses in both public (r=0.468;
p<0.05) and private hospitals (r=0.408; p<0.05).
(Table 3).

For the comparison of both types of hospital, pri-
vate hospital nurses differed from public hospital
nurses in terms of the relationship of organizational
justice perception and job satisfaction sub-dimen-
sions. Concretely, the perception had a positive and
moderate relationship with salary (r=0.383; p<0.05),

promotion (r=0.429; p<0.05), and cont rewards
(r=0.304; p<0.05) for public hospitals and with pro-
motion (1=0.392; p<0.05) and supervision (r=0.442;
p<0.05) for private hospitals (Table 3).

Similarly, there were differences between job
satisfaction and its subdimensions in the public and
private hospitals. Job satisfaction had a positive and
low relationship with supervision (r=0.213; p<0.05),
benefits (r=0.214; p<0.05), conditions (r=0.144;
p<0.05), work itself (r=0.160; p<0.05) and commu-
nication (r=0.286; p<0.05) for public hospitals and
with conditions (r=0.214; p<0.05) and communica-
tion (r=0.289; p<0.05) for private hospitals (Table 3).

No relationships were detected for the sub-di-
mension of relations with colleagues in public hospi-
tals and for the sub-dimensions of benefits, cont
rewards, relations with colleagues, and work itself in
private hospitals.

TABLE 3: Distribution of the findings pertaining to the relationship between the mean scores of nurses' perception of organizational
justice and job satisfaction, according to the working status of the nurses in public or private hospitals (n=290).
General
Distributive Procedural Interpersonal Informational organizational
justice justice justice justice justice
Public  Private Public  Private  Public  Private  Public Private Public  Private
Salary rvalue 0.413 0.027 0.416 0.178 0.216 0.064 0.298 0.110 0.383 0.126
p value 0.001* 0.802 0.001* 0.101 0.002* 0.559 0.001* 0.311 0.001* 0.249
Promotion rvalue 0.484 0.137 0.471 0.517 0.210 0.173 0.319 0.359 0429 0.392
p value 0.001* 0.207 0.001*  0.001*  0.003* 0.112 0.001* 0.001* 0.001*  0.001*
Supervision rvalue 0.230 0.307 0.168 0.179 0.156 0.528 0.172 0.366 0.213 0.442
pvalue  0.001*  0.004* 0.016*  0.098 0.026*  0.001*  0.014* 0.001* 0.002*  0.001*
Benefits rvalue 0.231 -0.220 0.256 0.090 0.051 -0.051 0.213 0.071 0.214 -0.02
p value 0.002*  0.035* 0.001* 0.408 0471 0.643 0.002* 0.518 0.002* 0.852
Cont rewards rvalue 0.350 0.062 0.291 -0.117 0.160 0.351 0.237 0.035 0.304 0.115
p value 0.001* 0.571 0.001* 0.285 0.022*  0.004* 0.001* 0.749 0.001* 0.291
Conditions rvalue 0.162 0.055 0.141 0.179 0.130 0.227 0.106 0.087 0.144 0.214
p value 0.021* 0.616 0.044* 0.098 0.063 0.036 0.132 0.428 0.040*  0.048"
Relations with colleagues r value 0.010 0.191 0.032 -0.034 0.064 0.340 -0.010 -0.012 0.039 0.161
p value 0.886 0.079 0.654 0.751 0.364 0.001* 0.887 0.915 0.584 0.139
Work itself rvalue 0.145 0.174 0.032 0.078 0.214 0.203 0.136 0.002 0.160 0.129
p value 0.038* 0.109 0.646 0475 0.002* 0.061 0.053 0.984 0.023* 0.235
Communication rvalue 0.268 0.302 0.308 0.18 0.130 0.273 0.291 0.196 0.286 0.289
pvalue  0.001*  0.005* 0.001*  0.098 0.063 0.011* 0.001* 0.071 0.001*  0.007*
General job satisfaction rvalue 0.482 0.187 0.473 0.266 0.277 0.477 0.390 0.285 0.468 0.408
p value 0.001* 0.085 0.001*  0.013*  0.001* 0.001 0.001* 0.008* 0.001*  0.001*

Compared with the Pearson correlation test and interpreted according to p<0.05 significance level.
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In this study, we found that the average scores
of organizational justice perception and job satisfac-
tion were found to be subdimensionally and totally
moderate among all the nurses, and additionally or-
ganizational justice perception was positively asso-
ciated with the average scores of job satisfaction
subdimensions. Furthermore we determined positive
associations between mean scores of organizational
justice perception and job satisfaction, as well as their
sub-dimensions. Finally, a positive relationship of the
organizational justice perception with job satisfaction
among nurses depends on type of their workplace,
public or private hospital.

I DISCUSSION

Based on our study, we determined the mean score
of organizational justice perception as medium level
among nurses. Out of the sub-dimensions of organi-
zational justice perception, interpersonal justice per-
ception takes the highest score and distributive justice
perception the lowest on average. This result is con-
sidered as an indicator of good communication and
information flow between employees and manage-
ment. However, the low perception of the distribu-
tion justice of the employees shows that the
perception towards the material/moral resources of
the organization, such as promotion, reward, punish-
ment, and salary, is negative.

In the literature, although there are results that
support this study, in which the perception of inter-
personal justice has the highest mean score, there are
other studies in which the sub-dimension of distribu-
tive justice perceptionor procedural justice percep-
tion has the highest mean score.?*>

In the literature, there are similar studies found
to indicate that the nurses were satisfied with their
work at a moderate level as in this study, but there
are also studies with low job satisfaction of nurses
(Soyiik S. The effect of organizational justice on job
satisfaction and a study on nurses working in private
hospitals in Istanbul. [Unpublished doctoral thesis].
Istanbul: Istanbul University; 2007) .22

When the organizational justice (with its sub-di-
mensions) and job satisfaction (with its sub- dimen-
sions) are examined, it is seen that salary distribution,
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participation in decisions, information, promotion,
good relations with colleagues, and supervisor be-
haviors have similar average scores. In the literature,
it is emphasized that the contributing factors to job
satisfaction and anizational justice perception are
very similar and that employees with positive per-
ception on justice are supposed to have positive job
satisfaction.!”

Some meta-analysis studies show that organiza-
tional justice perception are strongly associated with
job satisfaction.’®?” In review of the studies con-
ducted with nurses, it is reported that these signifi-
cantly have positive relationship usually at medium
or upper-medium levels (Soyiik S. The effect of orga-
nizational justice on job satisfaction and a study on
nurses working in private hospitals in Istanbul. [Un-
published doctoral thesis]. Istanbul: Istanbul Uni-
versity; 2007).%

We observed that distributive justice has higher
relationship with job satisfaction compared to other
sub-dimensions of organizational justice in consis-
tent with the literature.'""'> The lack of performance
evaluation when determining the nurses’ wages, their
desire for better living standards and the fact that they
think that the wages they receive are low when com-
pared to other occupational groups may cause this re-
sult.

Similar to this study, McAuliffle et al. found that
while job satisfaction of health care workers was low
in distributive justice, job satisfaction was high in re-
lationships with colleagues.”® In his study, Seyrek
found that nurses think that they are treated most un-
fairly in terms of distributive justice.® In the study of
Bagci, it was emphasized that nurses met an impor-
tant part of their expectations from their organizations
and they gave more importance to the factors such as
work itself and responsibility, recognition, success,
and appreciation.'*

Seyrek emphasized that the dimension of proce-
dural justice is following distributive justice, similar
to this study.® SGyiik found that the perception of pro-
cedural justice differs according to the employees’
department, working hours, total professional expe-
rience, and employs thoughts about their income
(Soyiik S. The effect of organizational justice on job
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satisfaction and a study on nurses working in private
hospitals in Istanbul. [Unpublished doctoral thesis].
Istanbul: Istanbul University; 2007). There have been
studies indicating that out of organizational justice
subdimensions procedural justice was best related to
job satisfaction.®!?8 In their study, Lotfi and Pour
stated that only procedural justice allows us to esti-
mate the level of job satisfaction.?’ Nurses are re-
sponsible for the relationship between procedural
justice and job satisfaction, who are eager to express
their own ideas in decision making process regarding
the related procedures to wages, promotion, manage-
ment, additional payment, and rewards.

In the studies examining the perception of orga-
nizational justice, there are studies that found that in-
terpersonal justice is one of the influential factors
under the dimension of job satisfaction.'®3? It is
thought that if supervisors display more attentive be-
haviors and discourses when determining the salaries,
promotions, management, and rewards, the more the
perception of interpersonal justice will increase.

In this study, we determined that informational
justice was directly proportional to job satisfaction at
a moderate level. It is thought that sharing the infor-
mation about the activities that the executives do or
will do with the employees will increase the employ-
ees’ perception of justice, job satisfaction, job per-
formance, work speed, and efficiency, as well as
increasing the trust in the management. Similar to this
study, there is evidence in the literature that informa-
tional justice does not significantly influence job sat-

isfaction.'®

Organizational justice perception dimension is
positively associated with job satisfaction among
nurses from public and private hospitals at a moder-
ate level. It was determined that the organizational
justice subdimensions of distributive justice for pub-
lic hospitals and interpersonal justice for private hos-
pitals were more related to job satisfaction of nurses.
Based on the analyses conducted, despite a similarity
between the justice perceptions of the nurses public
and private sectors, it can be said that there are some
differences in the issues that managers will need to
primarily deal with in order to increase this percep-
tion positively. Because the salaries of the employ-
ees working in public hospitals are determined by the
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government, supervisors have no effect on the distri-
bution of salaries. However, managers can play an
active role by directing/advising the nurses to regis-
ter to professional associations for nurses and to con-
tribute to the formation of a political power. In
comparison of organizational justice perception and
job satisfaction for private hospitals, their association
with each other was considered significant in the sub-
dimensions of promotion and supervision. When ex-
amining the management styles for public and private
sector nurses-supervisors, the socio-demographic
characteristics of employees should be taken into
consideration including education status, age, and
marital status. Managers should be aware that job sat-
isfaction is not only affected by the distribution of fi-
nancial resources of the organization such as salaries,
but also the distribution of moral/nonmaterial re-
sources such as promotion, reward, punishment, and
relationship with management. Nurse supervisors
should be aware of the importance of fair manage-
ment and job satisfaction and seek ways of satisfying
their employees.

In a study conducted by Tutar with employees
of public and private hospitals, employees had simi-
lar levels of job satisfaction but (contrary to this
study), procedural justice scores were partly higher
in public hospitals.?!

Hatam et al. and Altan found that nurses from
private hospitals had higher justice perceptions than
the others from public hospitals. In the sub-dimen-
sions of organizational justice, Hatam et al. found a
high perception of interactional justice, Altan found
a high perception of procedural justice.**? Durmus,
Gilinay found that private hospital nurses also had
higher job satisfaction than their public hospital col-

leagues.”

LIMITATIONS

As this study was conducted only on a number of
nurses working in a public hospital and a private hos-
pital, the results could not be generalized to all nurses
or all employees.

I CONCLUSION

It is important that managers know the factors that
affect organizational justice perception and job sat-
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isfaction level of the nurses from public and private
hospitals. Their organizational justice perceptions
differ from the influencing factors of their job sat-
isfaction. It is important that managers predict the
behavior of nurses. Higher perceptions of justice
and higher levels of job satisfaction among nurses
will lead to a decrease in job turnover rates and an
increase in performance and productivity. It will
also affect the quality of patient care outcomes. We
concluded that several nursing management strate-
gies could enhance organizational justice percep-
tion and hence job satisfaction among nurses,
including promoting fairness in the distribution of
public and private resources, material and nonma-
terial, rearranging working conditions for better
outcomes, and supporting personal development op-
portunities.
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