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Abstract

The purpose of this research was to investigate the effect of organizational justice on the
intention to leave the service of nurses with the role of mediating employee welfare among
nurses in Tehran hospitals; which is used from the researcher-made model. Based on the
conceptual model of research, organizational justice both directly and indirectly through the
welfare of employees can affect the intention to leave the service of nurses. For the
investigation, a sample of 300 people was randomly selected from four hospitals (two public
hospitals and two private hospitals) in Tehran, including Imam Khomeini and Firouzgar
hospitals as public hospitals and Day and Laleh hospitals as private hospitals. The data
collection tool was a standard questionnaire with 28 questions whose validity and reliability
were confirmed and distributed among the statistical population. Data analysis was done
using descriptive statistics and inferential statistics. At the level of descriptive statistics,
indicators such as abundance and percentage of abundance; At the level of inferential
statistics, correlation methods, structural equation models, and path analysis have been
performed; For this purpose, spss and P.L.S softwares were used. Based on the results of the
research, it was comcladed that the more favorable the organizational justice situation is in
a hospital, the less nurses of that hospital think about leaving their jobs or the hospital
where they work; they will be. Organizational justice with a path coefficient of 0.791 had the
greatest impact on the well-being of nurses, and the perception of well-being on the part of
nurses leads to fewer of them leaving the hospital. (p<0.05).
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Introduction

In recent years, organizational justice has emerged
as a key focus of management studies due to its
impact on employee performance and workplace
attitudes. Studies have shown that perceptions of
justice within an organization influence critical
factors such as job satisfaction, organizational
commitment, and turnover intention.
Organizational justice is concerned with whether
employees believe they are treated fairly in relation
to organizational processes, outcomes, and
interpersonal interactions. Understanding the role
of justice in reducing turnover is particularly
relevant in  high-stress  environments like
healthcare, where employee well-being and
organizational performance are tightly intertwined.
The study explores the impact of organizational
justice on nurses’ intention to leave, with
employee well-being acting as a mediating
variable. The study focuses on hospitals in Tehran,
where turnover among nurses has become a
growing concern due to its significant cost
implications—both  direct  (recruitment and
training) and indirect (loss of organizational
culture and social capital). Given the critical role
of nurses in healthcare, addressing factors that
influence their retention is essential. The study’s
objective is to investigate how different
dimensions of organizational justice—distributive,
procedural, and interactional—affect nurses'
turnover intention, with an emphasis on how
employee well-being can mitigate these effects.

Methodology

This research employs a quantitative approach,
utilizing a survey-based methodology to collect
data from nurses working in four hospitals in
Tehran. Two hospitals were public institutions,
Imam Khomeini and Firoozgar, while two were
private, namely Day and Laleh hospitals. The
sample consisted of 300 nurses selected through
stratified random sampling. The survey employed
a standardized questionnaire with 28 questions,
assessing variables such as organizational justice,
employee well-being, and turnover intention. The
questionnaire was validated for both reliability and

construct validity. Data analysis was conducted
using both descriptive and inferential statistics.
Descriptive statistics provided insight into the
frequency and percentage  distribution  of
demographic variables, while inferential statistics,
including correlation analysis and structural
equation modeling (SEM), were used to test the
study’s hypotheses. The statistical analysis was
performed using SPSS and PLS software, allowing
for a comprehensive evaluation of both direct and
indirect effects of organizational justice on
turnover intention through employee well-being.

Results and Discussion

The findings of the study indicated that
organizational justice significantly influences both
employee well-being and turnover intention. The
results demonstrated that all three dimensions of
organizational justice—distributive, procedural,
and interactional—positively impacted employee
well-being. Moreover, a higher perception of
justice led to reduced turnover intention among
nurses. Specifically, the structural equation
modeling analysis showed that organizational
justice had a direct negative effect on turnover
intention and an indirect effect mediated by
employee well-being. Nurses who perceived a
higher level of organizational justice were less
likely to consider leaving their jobs. The analysis
also revealed that among the three dimensions of
organizational justice, interactional justice had the
most substantial impact on employee well-being.
This finding aligns with previous research, which
highlights the importance of interpersonal
relationships and communication in fostering a
supportive work environment. Nurses who felt
respected and fairly treated by their supervisors
reported higher levels of job satisfaction and were
less inclined to leave their current positions.

Procedural justice, which concerns the fairness of
decision-making processes, also played a crucial
role in reducing turnover intention. Nurses who
believed that the procedures used to determine
rewards and responsibilities were fair exhibited
higher levels of organizational commitment and a
lower desire to seek employment elsewhere.
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Distributive justice, or the perceived fairness of
outcome distribution, was similarly significant.

However, its impact was somewhat less
pronounced compared to interactional and
procedural justice. This suggests that while

equitable compensation and workload distribution
are important, the manner in which decisions are
communicated and implemented plays a more
pivotal role in influencing turnover intention. The
mediating role of employee well-being was evident
in the study's findings. Employee well-being
significantly mitigated the relationship between
organizational justice and turnover intention.
Nurses who reported higher levels of
psychological and physical well-being were less
likely to leave, even in situations where
organizational justice was perceived to be
moderate. This underscores the importance of
organizational initiatives aimed at promoting both
mental and physical health among healthcare
workers, as such initiatives can enhance job
satisfaction and reduce turnover.

Conclusion

The study concludes that improving perceptions of
organizational justice can significantly reduce
turnover intention among nurses, with employee
well-being serving as a key mediating factor.
Healthcare managers and hospital administrators
should focus on fostering a fair and supportive
work environment by ensuring transparent
decision-making processes, equitable distribution
of resources, and respectful interpersonal
communication. Given the critical role that nurses
play in the healthcare system, reducing turnover
not only benefits the employees but also enhances
organizational efficiency and patient care quality.
To mitigate turnover, healthcare institutions should
invest in programs that promote both justice and
well-being. For instance, implementing fair
evaluation and reward systems, offering
professional development opportunities, and
providing psychological support can enhance
nurses' perceptions of fairness and their overall
well-being. By addressing these factors, hospitals
can create a more stable and committed nursing
workforce, ultimately leading to improved
healthcare outcomes. Future research could expand

on this study by examining the role of cultural and
organizational factors in shaping perceptions of
justice and well-being across different healthcare
contexts. Additionally, longitudinal studies could
provide more comprehensive insights into the
long-term effects of organizational justice and
well-being interventions on nurse retention.
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