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Abstract 

The study evaluated the influence of perceived distributive, procedural, and interactional justice 

on work engagement, mediated by job satisfaction. A survey was conducted with 94 employees 

of accounting offices in the Northern Region. Partial least squares structural equation modeling 

(PLS-SEM) was used for data analysis. The results indicate that procedural justice has a positive 

influence on work engagement. In addition, distributive and interactional justice are positively 

associated with job satisfaction, which impacts work engagement. It was also possible to 

observe a full mediation of job satisfaction in the relationship between distributive justice and 

work engagement. As a theoretical contribution, the study presents new evidence on the 

relevance of organizational justice, highlighting the importance of fostering a fair environment 

for employees and expanding discussions by providing data in a specific regional context. In 

practical terms, the results offer guidance for managers and human resource professionals. They 

suggest that promoting respectful work environments, in which employees' dignity and rights 

are prioritized, is essential for strengthening job satisfaction and engagement. 

Keywords: distributive justice; procedural justice; interactional justice; job satisfaction; work 

engagement. 

 

1. Introduction 

Organizational justice is a widely researched topic in the areas of management, applied 

psychology, and organizational behavior, with evidence of significant consequences for both 

organizations and their members (Cho et al., 2024; Parker & Kohlmeyer, 2005). Individuals in 

the organization perceive it through the evaluation of contributions made, rewards received, 

and decisions made fairly, without compromising what the employee should actually receive 

(Cropanzano et al., 2002; Mamić et al., 2024). It also refers to the priority that superiors should 

give to the respectful treatment of employees (Cropanzano et al., 2002; Niehoff & Moorman, 

1993). 

In the literature, organizational justice is often approached through three dimensions: 

distributive, procedural, and interactional, which are also adopted in this research (Cropanzano 

et al., 2002). Although the three dimensions of organizational justice are related to each other, 
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studies have shown that they are independent concerning employee attitudes at work (Colquitt 

et al., 2001; Niehoff & Moorman, 1993). 

When individuals feel respected and treated with dignity, they tend to develop a positive 

attitude towards their work and their employer, in addition to perceiving their work in an overall 

favorable manner (Lambert et al., 2021). This recognition of fairness in the organizational 

environment is associated with an increase in job satisfaction (Mamić et al., 2024). The positive 

perception of organizational justice can induce desirable behaviors, such as employee 

satisfaction (Lambert et al., 2021; Mamić et al., 2024). This satisfaction is understood as a 

positive emotion resulting from an individual’s evaluation of their work (Locke, 1969; Mamić 

et al., 2024), which includes the realization of their personal values through the professional 

activities they perform (Locke, 1969). 

Efforts to strengthen organizational justice are essential because employees tend to 

adopt a positive attitude toward their jobs when they perceive the organization as fair, which 

contributes to greater work engagement (Cho et al., 2024). Engaged employees make more 

effort because they identify with the work they do, develop a sense of belonging, and contribute 

to positive outcomes for both their own development and the growth of the organization 

(Hinojosa-López, 2022). Furthermore, when employees experience positive feelings about their 

work, this can increase their job satisfaction, which can encourage engagement in work 

activities (Hinojosa-López, 2022). 

Previous studies have confirmed a significant and positive influence of organizational 

justice on job satisfaction. Research conducted by López-Cabarcos et al. (2015) with hotel 

employees in northern Portugal, Dal Vesco et al. (2016) with employees of a production 

cooperative in southern Brazil, Firoozi et al. (2017) with university professors in Iran, and 

Aeknarajindawat and Jermsittiparsert (2020) with employees of pharmaceutical organizations 

in Thailand corroborate this claim. 

Furthermore, the literature also presents positive and significant evidence of 

organizational justice in work engagement, as demonstrated by Cao et al. (2020) in a study with 

nurses in China, and Oliveira and Ferreira (2016), who analyzed professionals from the public, 

and private and third sector organizations. The relationship between job satisfaction and 

engagement was addressed by Hinojosa-López (2022) in a survey of bank employees. 

Although the literature already has proven the relationship proposed in this study, 

investigations in the Brazilian context are still lacking, especially in regions with distinct 

cultural characteristics, such as the North of the country. Furthermore, this study fills a gap in 

research on perceived organizational justice along with job satisfaction and work engagement, 

in addition to providing evidence on the mediating effect of job satisfaction. 

Previous studies on organizational justice in certain contexts, such as accounting firms, 

are still limited. Parker and Kohlmeyer (2005) examined the relationship between 

organizational justice and turnover within large public accounting organizations in Canada. 

Beuren et al. (2017) investigated the relationship between the dimensions of organizational 

justice and job satisfaction in accounting service providers in the northern region of the state of 

Santa Catarina. This study addresses this gap in the literature by providing new evidence for 

the field of study and including other variables, contributing to the advancement of theoretical 

and practical knowledge.  

Thus, the advancement of knowledge on organizational justice is incontestable, given 

its importance for human behavior in organizations (Assmar et al., 2005). Parker and 

Kohlmeyer (2005) state that although organizational justice is a well-established topic in areas 

such as psychology and management, its presence in the accounting literature is relatively 

limited, which encourages new research. 

Bearing this in mind, the study seeks to fill the gaps identified with the objective of 

assessing the influence of the perceptions of distributive, procedural, and interactional justice 
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on work engagement, mediated by job satisfaction. To this end, a survey was conducted with 

94 employees of accounting firms in the Northern Region of Brazil. 

In view of this, the relevance of this research lies in the set of variables, intending to 

provide evidence on organizational justice and its consequences perceived by employees, both 

when considered fair and unfair, concerning job satisfaction and engagement. This study 

focuses on a context of intense stress, in which several factors, such as legal demands and 

relationships with colleagues, supervisors, and clients, can directly or indirectly affect the 

perceived justice or injustice in the workplace. 

The study contributes to theory by linking organizational justice, job satisfaction, and 

work engagement, making it possible to promote more equitable treatment of employees, 

encourage effective communication, and offer rewards aligned with employee needs. In 

addition, it seeks to demonstrate how job satisfaction can impact individual engagement. By 

exploring this relationship, the research expands the understanding of how the perception of 

justice and satisfaction can positively impact the work environment, strengthening relationships 

between managers and employees. 

Furthermore, this study offers practical contributions to managers and organizational 

leaders, highlighting that fair and inclusive practices are fundamental not only for the individual 

well-being of employees but also for increasing their satisfaction and engagement, directly 

contributing to organizational growth and sustainability (Rasool et al., 2021). 

 

2. Theoretical Framework and Hypotheses 

 

2.1 Organizational Justice and Work Engagement 

Studies show that individuals react differently to fair or unfair situations at work, and 

these reactions affect their behavior (Colquitt et al., 2001; Cho et al., 2024; Parker & 

Kohlmeyer, 2005). The discussion about how individuals perceive justice in the workplace 

began in the 1960s, especially with Adams' (1965) work on equity theory. This theory explores 

how individuals view fairness in relationships between employees and organizations (Assmar 

et al., 2005). 

Organizational justice refers to employees’ perceptions of how organizations treat them 

fairly (Colquitt et al., 2001), which generally represents employees' internal feelings about the 

fairness of organizational policies and measures related to individual interests. In the literature, 

organizational justice is commonly explored through three dimensions: distributive, procedural, 

and interactional, which are also adopted in this study (Cropanzano et al., 2002). The 

distributive dimension refers to individuals’ perception of the fair distribution of resources 

(salary, remuneration, service, and reward) based on the activities performed (Greenberg, 

1994). The procedural dimension is related to the fairness of the processes used for decision-

making (Ölcer, 2015). The interactional dimension refers to the sensitivity that managers have 

towards the individuals affected by a decision, the fair provision of information, and 

explanations of decisions made (Greenberg, 1994; Olcër, 2015). 

When employees perceive the environment as fair, they tend to feel more connected to 

their work (Cho et al., 2024). This sense of equity promotes an environment in which they feel 

valued and respected, strengthening their bond with the organization and increasing their 

engagement (Cho et al., 2024). Work engagement is a phenomenon observed in the 

organizational environment, characterized by the physical, emotional, and mental well-being of 

employees when carrying out their activities (Schaufeli et al., 2002). It is also often defined as 

a lasting and positive state of mind related to work, which is characterized by vigor, dedication, 

and absorption (Schaufeli et al., 2002). 

Given this, the literature indicates that organizational justice has a positive influence on 

work engagement (Cao et al., 2020; Cho et al., 2024; Oliveira & Ferreira, 2016; Park et al., 



Sociedade, Contabilidade e Gestão, Rio de Janeiro, v. 19, n. 3, set/dez, 2024 

Influence of the perception of organizational justice on work engagement: intervention of 

job satisfaction 

88 

2016). The study by Oliveira and Ferreira (2016) emphasized the relevance of perceived 

organizational justice and resilience as factors that promote work engagement. The results 

showed that distributive and interpersonal justice had significant positive impacts on the 

engagement of professionals in public, private, and third-sector organizations (Oliveira & 

Ferreira, 2016). The authors highlighted that distributive justice had a stronger predictive effect 

than interpersonal justice, suggesting that, in the sample investigated, the fair distribution of 

resources proved to be a more effective practice for boosting work engagement than just 

dignified and respectful treatment (Oliveira & Ferreira, 2016). 

In the study carried out by Park et al. (2016), the relationship between organizational 

justice and work engagement was analyzed considering employee self-leadership as a 

mediating variable. The research, in an organizational context in South Korea, involved the 

participation of 237 employees. The results showed that fair treatment in the workplace 

influences employees' perception of their social identity, thus promoting their work 

engagement. Employees who perceive a fair environment tend to take on proactive 

responsibilities, make decisions more autonomously, and dedicate themselves intensely to 

organizational improvement, demonstrating enthusiasm and a sense of challenge (Park et al., 

2016). 

In China, Cao et al. (2020) surveyed 569 nurses and concluded that organizational 

justice directly affects high work engagement. Furthermore, the authors emphasize that 

improving organizational justice can increase both nurses' engagement and their perception of 

the quality of care. This improvement can also contribute to reducing turnover intentions, an 

essential factor in improving the quality of services provided (Cao et al., 2020). 

Finally, Cho et al. (2024) showed that organizational justice has a positive and 

significant effect on work engagement among general and public service workers in a public 

organization in South Korea. The authors highlight that the dimensions of distributive justice 

and procedural justice are fundamental predictors for enhancing employee engagement. Based 

on the evidence presented, the first hypothesis is proposed: 

H1: Distributive justice (H1a), procedural justice (H1b), and interactional justice (H1c) have a 

positive influence on work engagement. 

 

2.2 Organizational Justice and Job Satisfaction 

The perception of organizational justice makes employees believe their contributions 

will be fairly recognized (Cho et al., 2024). This feeling of justice also allows employees to feel 

more valued concerning their work (Lambert et al., 2021). Likewise, perceiving that procedures 

and processes are conducted fairly reinforces a positive view of the work environment (Lambert 

et al., 2021). 

In addition, being treated with dignity and respect tends to promote a more pleasant and 

satisfying experience at work (Lambert et al., 2021). When results are perceived as fair, this 

tends to generate positive emotions, which can contribute to greater job satisfaction (Dal Vesco 

et al., 2016; Lambert et al., 2021). This job satisfaction is characterized as an emotional state 

of the employee, not only about their work environment but also their contentment in their 

personal life (Cavanagh, 1992). 

From this perspective, employee satisfaction stimulates the quality of services offered 

by the organization (Beuren et al., 2017). Dissatisfied employees tend to demonstrate negative 

behaviors, which can impact customer service, factors that directly affect the organization’s 

reputation (Beuren et al., 2017; Cao et al., 2020). 

The literature presents evidence on the relationship between organizational justice and 

job satisfaction. In the study by López-Cabarcos et al. (2015), hotel employees in Northern 

Portugal perceive that both distributive justice and interactional justice positively and 

significantly influence their job satisfaction. The authors suggest that the lack of a relationship 
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between procedural justice and job satisfaction may be associated with the characteristics of the 

Portuguese hotel industry, in which there are limitations on autonomy in decision-making, 

restrictions on expressing opinions on work processes, and few opportunities to participate in 

organizational procedures (López-Cabarcos et al., 2015). Dal Vesco et al. (2016), in a study 

with employees of a production cooperative, found a significant and positive relationship 

between distributive justice and interactional justice with job satisfaction. On the other hand, 

the relationship between procedural justice and satisfaction was not confirmed (Dal Vesco et 

al., 2016). 

Firoozi et al. (2017) revealed that among the dimensions of organizational justice–

including distributive, procedural, and interactional justice–distributive justice exerts a positive 

influence on all dimensions of job satisfaction. This encompasses satisfaction with supervisors, 

colleagues, promotion policies, compensation, and fringe benefits, specifically among teachers 

in Iran. The authors highlight that distributive justice, related to the allocation of resources and 

opportunities within the organization, is often prioritized by teachers until their needs are fully 

met. In addition, procedural justice demonstrates the ability to predict satisfaction with 

colleagues and supervisors (Firoozi et al., 2017). In contrast, interactional justice does not have 

a significant contribution to the dimensions of job satisfaction (Firoozi et al., 2017). 

Beuren et al. (2017) identified a positive correlation between perceptions of justice in 

several dimensions–such as distributive, procedural, interpersonal, informational, and task 

justice–and job satisfaction of employees of accounting services organizations in the Northern 

Region of Santa Catarina. Thus, the higher the feeling of justice in work activities, the greater 

the satisfaction of workers about their jobs (Beuren et al., 2017). 

Other studies, such as that by Aeknarajindawat and Jermsittiparsert (2020), have shown 

that organizational justice has a positive impact on the job satisfaction of employees in 

pharmaceutical organizations in Thailand. Moreover, Bernd and Beuren (2020) corroborated 

that organizational justice, both distributive and procedural, significantly influences job 

satisfaction among internal audit professionals. The authors suggest that job satisfaction tends 

to increase to the extent that professionals feel adequately rewarded for their efforts and when 

formal policies related to processes are transparent (Bernd & Beuren, 2020). 

Mamić et al. (2024) state that nurses’ job satisfaction tends to increase when they 

perceive a high level of fairness in interpersonal treatment during organizational procedures. In 

addition, the perception that decision-making in the organization is fair and that their 

contributions are adequately rewarded also contributes to this increase in satisfaction (Mamić 

et al., 2024). Based on the information presented, it is feasible to propose the second research 

hypothesis: 

H2: Distributive justice (H2a), procedural justice (H2b) and interactional justice (H2c) have a 

positive influence on job satisfaction. 

2.3 Job Satisfaction and Work Engagement 

When an employee feels that their expectations regarding job characteristics are met, 

they experience job satisfaction (Hinojosa-López, 2022). This satisfaction can generate positive 

feelings, which tend to foster engagement in the workplace (Hinojosa-López, 2022). Engaged 

employees are more productive, creative, and innovative, which benefits both their professional 

development and the success of the organization (Cavanagh, 1992; Hinojosa-López, 2022). 

The literature presents evidence on the relationship between job satisfaction and work 

engagement. The study by Pauli et al. (2017) identified a positive and significant relationship 

between job satisfaction and engagement among public school teachers. The authors highlight 

that essential factors for promoting satisfaction and engagement of these professionals include 

attention to the main psychological needs of teachers, in addition to the management of 

organizational conflicts (Pauli et al., 2017). These factors, when considered, contribute to a 
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school environment that is more adjusted to the demands of teachers, favoring their well-being 

and dedication to the activities carried out (Pauli et al., 2017). 

Sia et al. (2021) found that satisfaction with pay and relationships in the workplace 

directly influences the three dimensions of work engagement: vigor, dedication, and absorption. 

In particular, satisfaction with salary gains and benefits, as well as positive interaction with 

colleagues, is essential to raise employee engagement, resulting in greater energy, commitment, 

and immersion in the activities performed (Sia et al., 2021). These findings indicate that, for 

Malaysian public servants to show high levels of engagement, they need to be satisfied with 

their financial compensation and relationships with colleagues (Sia et al., 2021). 

Other studies also demonstrate this relationship, such as that of Ng et al. (2021), which 

showed a positive correlation between satisfaction and work engagement among healthcare 

professionals in hospitals in Malaysia. Hinojosa-López (2022) also suggests that the positive 

experience of working in a bank, by meeting expectations about bank employment benefits, 

generates greater engagement among employees. These results indicate that engagement tends 

to increase when bank employees are satisfied with their work. 

Understanding job satisfaction and work engagement is equally relevant in other 

contexts, such as among accounting firm employees. Identifying the factors that promote 

employee satisfaction and engagement can be essential to improving the quality of services 

provided. Satisfied and engaged employees positively impact the provision of these services, 

since a healthy work environment contributes to the well-being and quality of life of employees 

(Cavalcante et al., 2014). Based on the evidence presented, the third hypothesis is suggested: 

H3: Job satisfaction has a positive influence on work engagement. 

 

2.4 Organizational Justice, Job Satisfaction and Work Engagement 

The perception of justice in the workplace, developed by individuals, contributes to a 

more equitable and welcoming environment (Niehoff & Moorman, 1993). This notion of a fair 

organizational context tends to stimulate engagement in the activities performed (Cao et al., 

2020; Cho et al., 2024; Oliveira & Ferreira, 2016). When the perception of justice and 

engagement are combined with job satisfaction, individuals can not only intensify their 

dedication to tasks but also manifest a more positive attitude and commitment to organizational 

goals (Cho et al., 2024; Oliveira & Ferreira, 2016). Additionally, this satisfaction reinforces the 

feeling of appreciation, encouraging them to contribute more actively to the success of the 

organization and to promote a more collaborative and productive work environment (Lambert 

et al., 2021). 

Although the literature does not yet contain evidence on the mediating role of job 

satisfaction between the dimensions of organizational justice and work engagement, related 

studies, such as that by Bernd and Beuren (2020), have shown the influence of job satisfaction 

on the relationship between organizational justice and turnover intentions. The results 

confirmed the mediation in both dimensions (distributive and procedural), suggesting an 

indirect influence of justice perceptions on internal auditors’ turnover intentions (Bernd & 

Beuren, 2020). Distributive justice had partial mediation through job satisfaction, while 

procedural justice revealed full mediation (Bernd & Beuren, 2020) 

Thus, the perception of justice in organizational processes, including resource allocation 

and equity in the rules and procedures applied (Parker & Kohlmeyer, 2005), strengthens 

satisfaction in the work environment, promoting a more collaborative and harmonious space. 

Thus, hypothesis H4 is raised: an organizational environment perceived as fair, in distributive, 

procedural, and interactional terms, by accounting firm employees, can improve work 

engagement, mediated by job satisfaction. Figure 1 illustrates the relationships of the 

hypotheses proposed in this study. 
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H4: Job satisfaction mediates the relationship between distributive (H4a), procedural (H4b), and 

interactional (H4c) justice on work engagement. 

 
Figure 1 

Theoretical model 

  
Note 1: The control variables are age, education, gender, and time in the position. 

Note 2: The straight lines represent the direct relationships between the hypotheses, while the dotted line indicates 

the indirect relationship. 

 

3. Research Methods 

A survey was conducted in April and May 2023, using convenience snowball sampling 

(Patton, 2014), in which participants indicated other potential respondents. The target 

population was employees of accounting firms (Northern Region of Brazil). 

The data were collected through an online questionnaire (Google Forms) sent to the 

owners of accounting firms via social media (WhatsApp). In total, 342 messages were sent 

requesting authorization to participate in the survey. These 342 firms were identified from the 

first contacts the researcher already had and, from there, other potential respondents emerged, 

providing their contact details. 

In the first contact, details were presented about the objective of the study and the ethical 

precautions involved, to guarantee the anonymity of the participants, the confidentiality of their 

information, the appropriate treatment of the data collected, and the exclusive use of this data 

for academic purposes. Furthermore, participants were assured the right to withdraw from the 

study at any time, without the need to provide justification. 

After consent to participate, the questionnaire was sent to the owners, who were 

responsible for sharing it with their employees. A total of 62 owners agreed to participate in the 

survey, resulting in the retrieval of 97 questionnaires. However, three respondents did not agree 

to participate in the survey, resulting in a final sample of 94. Based on the criteria established 

by Faul et al. (2009), the minimum sample size required to ensure a statistical power of 0.80 

and a significance level of 0.05, considering an average effect size of 0.15, would be 77 

responses. Therefore, the sample composed of 94 responses exceeds the established criteria, 

providing an adequate basis for the analysis through structural equation modeling. 

The research instrument (Appendix A) consists of 48 objective multiple-choice 

questions on a seven-point Likert scale. The first construct, which was measured based on the 

assertions of Niehoff and Moorman (1993), explores the perception of organizational justice, 

covering distributive, procedural, and interactional justice. The scale ranges from 1 (I 

completely disagree) to 7 (I completely agree). The second construct, measured with statements 

of Cavanagh (1992), contemplates job satisfaction with the organization in which one works. 

Scale: 1 (I completely disagree) to 7 (I completely agree). The third construct, measured by the 

assertions of Schaufeli et al. (2002), addresses work engagement in three dimensions: vigor, 

dedication, and absorption, using a scale of 1 (Never) to 7 (Always). In this study, the procedure 
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adopted by Castanha et al. (2020) was followed, considering work engagement as a single 

construct and measuring it as a second-order latent variable, with the approach of repeating 

indicators. 

Four control variables–age, education, gender, and time in the position–were included 

in the model about work engagement. Age and time in the position were measured continuously, 

considering the participants’ years of experience and age. Gender was measured as a binary 

variable, in which 0 represents female and 1 represents male. Education was measured based 

on the respondents’ academic background, using a five-level scale: 1 for high school, 2 for 

undergraduate, 3 for specialization or MBA, 4 for master’s, and 5 for doctorate. The use of 

control variables concerning the dependent variable was commonly adopted in other studies, to 

provide evidence of the influence of individual characteristics, as by Oliveira et al. (2024). 

These constructs were used in previous studies on the topic, such as Castanha et al. 

(2020) and Dal Vesco et al. (2016), with instruments already validated in the Brazilian context. 

Despite this, before its application, a pre-test was carried out with two accountants to verify the 

understanding of the questions. Further adjustments to the instrument were not necessary. 

For data analysis, the Structural Equation Modeling technique was used, estimated using 

the Partial Least Squares method (PLS-SEM) in the SmartPLS v.4 software (Ringle et al., 

2022). PLS was chosen because of its ability to use relatively small samples (Hair et al., 2019). 

The bootstrapping method, with 5,000 resamples, was used to analyze the measurement model 

and the significance of the relationships between the latent variables. A bias-corrected and 

accelerated confidence interval and a two-tailed test were used, as proposed by Hair et al. 

(2019). 

 

4. Analysis and Discussion of Results 

Regarding the sample profile, 51.1% of the participants were male, and 48.9% were 

female. This indicates that there is no gender distinction in the accounting firms represented in 

the sample. As for the age range, respondents ranged from 17 to 58 years old, with an average 

of 31 years. 

About the academic background, 60.6% of the participants had an undergraduate 

degree, while 25.5% had a specialization or MBA. Considering the functions performed in the 

firms, there was a diversity of positions, such as accountant (15%), manager (13%), accounting 

assistant (13%), office assistant (6%), administrative assistant (6%), tax analyst (5%), among 

others. 

The length of professional experience ranged from 1 to 40 years, with an average of 5 

years. Most firms in the sample were medium and small, with an average of 4 employees. 

Furthermore, all states were represented by respondents. However, the significant majority of 

participants are concentrated in the states of Pará (65), Amazonas (10) and Rondônia (9). 

 

4.1 Descriptive statistics of the variables 

The results of the descriptive statistical analysis applied to each research variable are 

presented in Table 2. This analysis includes the minimum and maximum values, the mean, the 

standard deviation, and the coefficient of variation of the variables investigated. 
Table 2 

Descriptive statistics 

Variables Minimum Maximum Mean Standard 

deviation 

Coefficient of variation 

Distributive justice 1 7 4.81 1.92 39.92 

Procedural justice 1 7 4.98 1.98 39.76 

Interactional justice 1 7 5.18 1.95 37.64 

Job satisfaction 1 7 4.93 2.03 41.18 

Work engagement 1 7 5.13 1.85 36.06 
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According to the results in Table 2, the participants had a moderate perception of 

organizational justice. The mean values indicate a concentration around the value 5 on the scale, 

which corresponds to a partial agreement. However, this perception is not uniform across all 

dimensions, since the coefficient of variation exceeds 30%.  

Among the dimensions of organizational justice, interactional justice presented the 

highest mean value and the lowest coefficient of variation. These results show that superiors 

maintain a positive relationship with their subordinates, which contributes to a more positive 

perception of interactional justice. Procedural justice had the second-best mean value (4.98) 

among the dimensions of organizational justice. These results suggest that the perceived justice 

in this dimension is not uniform, which also applies to distributive justice, which obtained the 

lowest mean value among the dimensions.  

Among the variables analyzed, the dimension of distributive justice exhibited the 

greatest variation, signaling a considerable divergence in the participants’ responses. The mean 

value obtained for the procedural dimension is similar to that reported by Beuren et al. (2017) 

in a study with accounting firm employees, which was 4.79 on a 7-point scale. 

Job satisfaction and work engagement obtained mean values close to 5 on the 

assessment scale. The value for job satisfaction was 4.93, while for work engagement was 5.13. 

However, it is important to highlight a significant variation, with coefficients above 30%, 

indicating low uniformity in the participants’ responses. This suggests that perceptions of these 

variables varied considerably among individuals. 

 When analyzing the maximum and minimum values, the participants used the entire 

assessment scale, covering the extremes. This indicates that some employees expressed high 

scores for organizational justice, job satisfaction, and work engagement, represented by the 

maximum value of 7, while others presented lower perceptions of these variables, reflected by 

the minimum value of 1. This diversity of responses indicates the presence of feelings of 

injustice, dissatisfaction, and disinterest among employees, specifically about the 

understanding of distributive justice. In general, these indications point to a variation in 

employees’ perceptions and emotions to the different aspects evaluated. 

 

4.2 Measurement and Structural Model  

Initially, Harman’s single-factor test (Podsakoff et al., 2003) was performed to check 

for common method bias in the data. The first factor explained 34.68% of the total variance, 

indicating that there are no significant limitations caused by common method bias in the data. 

Additionally, the non-response bias test was performed, using the first-last comparison 

criterion, due to the impossibility of identifying those who chose not to respond to the 

questionnaire (Mahama & Cheng, 2013). For this analysis, the t-test for independent samples 

was applied, comparing the responses to the study assertions of the first 10% of respondents 

with the last 10%, considering a significance level of 5% (Mahama & Cheng, 2013). Both the 

common method bias and non-response bias tests were performed using SPSS software, and it 

was found that there are no significant differences in the data of this study.  

In the initial stage of structural equation modeling, the measurement model is analyzed. 

This process includes the evaluation of the indices associated with the factor loadings of the 

items, the internal consistency and composite reliability, and convergent and discriminant 

validity (Hair et al., 2019). The values referring to the reliability and validity of the variables 

are listed in Table 3. 

 

 

 
 

Table 3 
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Reliability and validity of the model 

Constructs WE DJ IJ PJ JS 

Work Engagement (WE) 0.886     

Distributive Justice (DJ) 0.750 0.925    

Interactional Justice (IJ) 0.823 0.905 0.961   

Procedural Justice (PJ) 0.845 0.880 0.912 0.931  

Job Satisfaction (JS) 0.813 0.852 0.860 0.827 0.924 

Average Variance Extracted (AVE) >0.50 0.932 0.855 0.923 0.832 0.855 

Cronbach's Alpha >0.70 0.980 0.944 0.990 0.958 0.986 

Composite Reliability (CR) >0.70 0.976 0.959 0.991 0.967 0.987 

Note: The diagonal bold values are the square roots of the average variance extracted, while the off-diagonal values 

indicate the correlations between the latent variables. 

 

To calculate the AVE and CR of the second-order latent construct (work engagement), 

calculations were performed in Microsoft Office Excel, using the indicators of the external 

loadings, as recommended by Bido and Silva (2019). This approach was adopted due to the 

limitation of the software, which does not recognize the second-order construct directly. 

A reliability check was carried out on the indicators of each construct, and it is 

recommended that the values be greater than 0.70. Factor loadings between 0.40 and 0.70 

should only be excluded if this exclusion increases the AVE and CR (Hair et al., 2017). In this 

sense, there was no need to exclude any indicator. 

All variables showed Cronbach's alphas and CR above 0.70, meeting the minimum 

threshold recommended by Hair et al. (2019). This indicates that the statements, as a set, are 

reliable. Regarding convergent validity, the AVE indicated that each variable accounted for 

explaining more than half of the variance of its indicators, exceeding the minimum limit 

proposed by the literature. Thus, the convergent validity of the variables is confirmed. 

Discriminant validity was assessed using the Fornell-Larcker criterion, which compares 

the square roots of the AVEs of each construct with the correlations between the variables. The 

square roots of the AVEs must be greater than the correlations between the variables (Hair et 

al., 2017). All discriminant validity values of the variables exceeded the coefficients of the 

correlation matrix, both vertically and horizontally, which indicates acceptable discriminant 

validity. 

A Variance Inflation Factor (VIF) analysis was conducted to ensure the absence of 

multicollinearity between the latent variables; the values of which must be less than 5, ideally 

less than 3 (Hair et al., 2019). It was confirmed that there was no multicollinearity between the 

variables since all values were below 5. These analyses validate our measurement model, 

allowing us to proceed to the analysis of the structural relationships, as shown in Table 4. 
 

Table 4 

Structural model results 

Hypotheses Beta (β) t-value p-value Decision  

Direct effects 

H1a DJ -> WE -0.252 1.472 0.141 Reject  

H1b PJ -> WE 0.542 2.698 0.007*** Accept  

H1c IJ -> WE 0.193 0.822 0.411 Reject  

H2a DJ -> JS 0.389 3.360 0.001*** Accept  

H2b PJ -> JS 0.086 0.519 0.604 Reject  

H2c IJ -> JS 0.428 2.285 0.022** Accept  

H3 JS -> WE 0.394 2.355 0.019** Accept  

Indirect effects                                                                                                                                  Mediation 

H4a DJ -> JS -> WE 0.153 2.036 0.042** Accept Total 

H4b PJ -> JS -> WE 0.034 0.488 0.626 Reject - 

H4c IJ -> JS -> WE 0.169 1.453 0.146 Reject - 

Control variables 

C1 Age -> WE -0.001 0.015 0.988   
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C2 Education -> WE 0.045 0.804 0.421   

C3 Gender -> WE -0.195 1.804 0.071*   

C4 Time in the position -> WE 0.033 0.587 0.557   

Note 1: Distributive Justice (DJ); Work Engagement (WE); Interactional Justice (IJ); Job Satisfaction (JS); 

Procedural Justice (PJ). Control 1 (C1); Control 2 (C2); Control 3 (C3); Control 4 (C4). Significant at *p<0.1; 

**p<0.05; ***p<0.01. 

Note 2: Structural model assessment (R²): job satisfaction (0.771) and work engagement (0.770). Predictive 

Relevance (Q²): job satisfaction (0.654) and work engagement (0.585). 
 

In the analysis of direct effects, hypothesis H1a postulated a positive relationship 

between distributive justice and work engagement but did not present statistical support for its 

acceptance. In contrast, hypothesis H1b assumed a positive relationship between procedural 

justice and work engagement and was validated (β= 0.542; p<0.01). However, no statistically 

significant evidence was found for hypothesis H1c, which predicted a positive relationship 

between interactional justice and work engagement. 

Hypotheses H2a and H2c, which postulated a positive relationship between distributive 

justice (β= 0.389; p<0.01) and interactional justice (β= 0.428; p<0.05) with job satisfaction, 

were corroborated by the results obtained. In turn, no statistical evidence was found to accept 

hypothesis H2b, which suggested a relationship between procedural justice and job satisfaction. 

Hypothesis H3 postulated a positive relationship between job satisfaction and work engagement 

and was confirmed by the results (β= 0.394; p<0.05). 

In addition to direct relationships, indirect effects were also investigated. Mediation 

occurs when the relationship between an independent variable and a dependent variable is 

influenced by a third variable (Bido & Silva, 2019). Thus, hypothesis H4a, which advocated that 

job satisfaction mediates the relationship between distributive justice and work engagement, 

was accepted (β= 0.153; p<0.05). Full mediation was observed since the direct effect was not 

significant, while the indirect effect was significant (Bido & Silva, 2019). However, hypotheses 

H4b and H4c did not present statistically significant evidence, indicating that job satisfaction 

does not mediate the relationship between procedural and interactional justice and work 

engagement. 

The empirical results showed that the control variables (age, education, and time in the 

position) had no statistical significance concerning work engagement, indicating that these 

variables did not influence the proposed model. On the other hand, the control variable gender 

revealed a significant and negative relationship, demonstrating that male individuals tend to 

present slightly lower levels of work engagement than female individuals. 

Analyses of the general adjustment indicators of the model were carried out. The R² 

coefficient, which represents the explanatory power, was 0.771 for job satisfaction and 0.770 

for work engagement, indicating that it is above 26%, which is equivalent to a significant 

explanatory power of considerable effects (Cohen, 1988). In addition, the Q² coefficient, which 

verifies whether the values of the endogenous variables are greater than zero (Hair et al., 2019), 

demonstrated results above zero, being 0.654 for job satisfaction and 0.585 for work 

engagement, evidencing the accuracy of the model. In the effect size test (f²), which assesses 

the construct’s ability to explain the model. For job satisfaction (3.197), the effect is large, and 

for work engagement (0.259), the effect is medium (Cohen, 1988) 

  

4.3 Discussion of Results 

Hypothesis (H1a) predicted a positive relationship between distributive justice and work 

engagement and was not confirmed. This differs from the findings of Cao et al. (2020), Cho et 

al. (2024), Oliveira and Ferreira (2016), and Park et al. (2016), which indicated that when 

employees perceive a fair environment, they tend to demonstrate greater engagement in their 

activities. This outcome can be explained by the specific environment of these employees, in 

which, in addition to external demands, such as those of legislation and customers, there are 



Sociedade, Contabilidade e Gestão, Rio de Janeiro, v. 19, n. 3, set/dez, 2024 

Influence of the perception of organizational justice on work engagement: intervention of 

job satisfaction 

96 

also internal factors, such as the assignment management among employees and the perceived 

justice in this process. The studies by Oliveira and Ferreira (2016), Cho et al. (2024), and Park 

et al. (2016) suggest that fair treatment in the workplace influences employees' perceptions, 

which favors their engagement. 

Hypothesis (H1b) was confirmed, evidencing a positive relationship between procedural 

justice and work engagement. This corroborates Park et al. (2016), Cao et al. (2020), and Cho 

et al. (2024), which also identified a positive relationship between organizational justice and 

work engagement. The consistency of these findings suggests that the perception of fair 

processes is essential in fostering employee engagement in the accounting firms in the sample. 

Furthermore, when managers gather information from employees before making decisions and 

show concern for listening to them, this tends to improve engagement in daily activities. 

This behavior has a positive impact on the provision of services, quality, and agility in 

the delivery of activities, which can vary considerably between accounting firms. Thus, 

consensus on the perception of procedural justice becomes crucial in this setting, since it 

facilitates employee engagement in their tasks. As registered in the study by Cao et al. (2020), 

this perception of justice can also contribute to reducing turnover by instigating greater 

engagement at work. 

On the other hand, hypothesis (H1c) was not supported, indicating that interactional 

justice is not positively related to work engagement. Such finding contradicts the study by 

Oliveira and Ferreira (2016). This difference can be attributed to particularities in the samples 

or the characteristics of the accounting firms analyzed. Interactional justice can be understood 

within the context of the sample, especially about how decisions are made by the manager and 

the characteristics that shape employee perception. In this environment, the lack of 

consideration of employees’ needs, honesty, rights, and implications of managerial decisions 

contributes to the lack of this relationship. Thus, the perception of interactional justice may not 

be observed in this specific context. 

Thus, among the dimensions of organizational justice, our findings reveal that 

procedural justice is the factor with the greatest impact on work engagement. This indicates that 

employees perceive decisions as impartial and recognize the possibility of questioning them 

(Niehoff & Moorman, 1993; Olcër, 2015). This result was also observed in the study by Cho et 

al. (2024), which identified procedural justice as one of the main predictors of increased 

employee engagement. 

Hypotheses H2a and H2c suggest a positive relationship between distributive and 

interactional justice and job satisfaction. These results are in line with previous research, such 

as those by López-Cabarcos et al. (2015), Dal Vesco et al. (2016), Firoozi et al. (2017), 

Aeknarajindawat and Jermsittiparsert (2020), Beuren et al. (2017), Bernd and Beuren (2020) 

and Mamić et al. (2024). This indicates that employees in the sample studied tend to perceive 

decisions in activities as being fair and recognize an exchange of information between the 

manager and employees, which contributes to harmony in the decisions made. This process 

drives employee satisfaction, whether related to recognition, motivation, benefits, educational 

incentives, salary appreciation, opportunities provided by the firms, or work routines 

(Cavanagh, 1992). These factors are fundamental for employee satisfaction to promote other 

important aspects within this environment. 

These findings corroborate the importance of the perceived justice of accounting firms’ 

employees in promoting job satisfaction. Distributive justice, which involves the perception 

that rewards and resources are distributed equitably, and interactional justice, which refers to 

the quality of interactions between managers and employees, are fundamental to building a fair 

and harmonious work environment (Colquitt et al., 2001; Greenberg, 1994; Niehoff & 

Moorman, 1993; Olcër, 2015). 
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By promoting distributive justice, ensuring that rewards are distributed fairly, and 

interactional justice, fostering an environment of respect, honesty, and open communication, 

accounting firms can contribute to enhancing job satisfaction in the sample studied. Thus, 

understanding and promoting the perception of justice in organizational practices and 

interactions is essential to cultivating a healthy and motivating work environment that favors 

employee satisfaction. 

Hypothesis H2b was not significantly supported, indicating that procedural justice does 

not have a significant relationship with job satisfaction. This result is in line with the study by 

Dal Vesco et al. (2016). However, it is important to note that the study by Bernd and Beuren 

(2020) detected a positive relationship between these variables with internal audit professionals. 

This finding suggests that the perception of employees in the sample regarding organizational 

processes and procedures may not have a direct impact on job satisfaction. Although procedural 

justice may play a key role in other organizational contexts, as evidenced by Beuren et al. 

(2017), which showed that all dimensions of organizational justice instigate the satisfaction of 

accounting service employees in the Northern Region of Santa Catarina, this was not observed 

in the sample examined here.  

This result suggests that the influence of procedural justice may vary according to the 

regional context. The sample from the Northern Region shows that only distributive and 

interactional justice are related to greater satisfaction in the workplace. More importantly, 

perceptions of justice can be influenced by contextual and cultural factors specific to each 

organization and sample studied. Therefore, it is important to consider these nuances when 

interpreting the results. 

H3 was confirmed, suggesting a positive relationship between job satisfaction and work 

engagement, agreeing with the studies by Pauli et al. (2017), Sia et al. (2021), Ng et al. (2021), 

and Hinojosa-López (2022). This indicates that employees of accounting firms in the Northern 

Region experience greater work engagement when they are satisfied with several aspects, such 

as the benefits received, communication in the workplace, incentives offered, salary 

appreciation, promotion opportunities, and perceived organizational justice (Cavanagh, 1992). 

Moreover, they find meaning and satisfaction in work routines (Locke, 1969).  

This finding is consistent with the literature, highlighting the importance of job 

satisfaction as a key factor in promoting employee engagement. By delivering a work 

environment that values and meets the needs of employees, organizations can cultivate greater 

engagement, resulting in enhanced productivity, quality of work, and employee well-being. 

Regarding mediation, only the mediation of job satisfaction in the relationship between 

distributive justice and work engagement showed statistical evidence. This highlights the 

importance of job satisfaction as a mechanism capable of amplifying the effects of perceived 

distributive justice on employee engagement (Bernd & Beuren, 2020; Parker & Kohlmeyer, 

2005). Thus, the weight of job satisfaction is evident, highlighting that managers of the 

accounting firms in the sample should be aware of strategies that promote employee 

satisfaction, thus aiming to increase engagement in the workplace. 

Finally, the control variables age, education, and time in the position of the respondents 

showed no significant impact on the proposed model. The results suggest that there is no 

distinction in the work engagement of the employees in the sample based on age, education, or 

years of experience. This lack of relationship may be influenced by the average age of the 

participants, 31 years old, although the age range is relatively heterogeneous, ranging from 17 

to 58 years old. Regarding education, most participants had completed undergraduate studies 

(60.6%). Furthermore, the mean time in the position was 5 years, which may indicate a certain 

stability in responsibilities and work engagement. On the other hand, gender presented 

significant statistical evidence, suggesting that women demonstrate greater work engagement 
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than men. This result can be because women present higher levels of vigor, absorption, and 

dedication in the tasks they perform in the accounting offices in the sample. 

Thus, in the context of the sample of employees of accounting firms in the Northern 

Region, employee age, education level, and years of experience are not determining factors for 

work engagement. Other factors, such as perceived organizational justice and job satisfaction, 

appear to play a more significant role in promoting employee engagement. 

These insights may be useful for managers and human resources professionals in 

implementing organizational practices and policies that promote justice, as well as improve 

employee satisfaction and engagement. These findings can guide the adoption of strategies that 

aim to strengthen positive interactions between managers and employees, develop recognition 

and reward programs, improve internal communication, and create opportunities for 

professional growth and development. In this way, organizations will be able to promote a 

healthy work environment (Rasool et al., 2021). 

By developing a healthy, encouraging, and equitable work environment, organizations 

can foster employee satisfaction and engagement. This contributes to the effective 

implementation of management control once satisfied and engaged employees tend to be more 

productive, committed to organizational goals, and willing to collaborate to achieve the desired 

results.  

Therefore, by considering perceptions of organizational justice, job satisfaction, and 

work engagement, organizations have the opportunity to develop management control practices 

that promote a positive and service-friendly environment, thus aligning organizational goals 

with employee well-being. 

 

5. Conclusion and Recommendations 

In conclusion, our results provide important insights into the relationship between 

perceptions of organizational justice, job satisfaction, and work engagement among employees 

of accounting firms in the Northern Region of Brazil. The perceived distributive and 

interactional justice did not demonstrate a positive and significant relationship with work 

engagement, while procedural justice showed a positive relationship. Furthermore, distributive 

and interactional justice had a positive relationship with job satisfaction, and the latter with 

work engagement. In addition, job satisfaction was identified as an important mediator in the 

relationship between distributive justice and work engagement. 

These findings have theoretical implications as they contribute to the understanding of 

the influences of organizational justice and job satisfaction on employee engagement. The 

results highlight the importance of the quality of interactions between managers and employees, 

demonstrating that respectful, empathetic, and honest treatment can promote greater work 

engagement. Likewise, the perception of distributive and interactional justice improves job 

satisfaction. Furthermore, the mediation of job satisfaction highlights the compensatory role 

that satisfaction can have in the relationship between the perception of distributive justice and 

engagement. 

These findings expand our understanding of how perceived justice and satisfaction 

affect engagement, allowing us to advance theories related to organizational behavior and 

people management. Moreover, in the context of accounting firms, the study contributes by 

providin  new evidence on employees’ perceptions of or anizational justice and its benefits, 

advancing an incipient field of research, especially in other regional contexts. 

From a practical point of view, the results have relevant implications for managers and 

human resources professionals. Promoting positive and respectful interactions between 

managers and employees, as well as creating a work environment that values employee 

satisfaction, can be an effective strategy for increasing work engagement. This can be achieved 
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through inclusive leadership practices, recognition and reward programs, transparent 

communication policies, and opportunities for professional development and growth. 

Considering the field studied, since it is an environment with regional peculiarities, the 

study seeks to contribute to the understanding that factors related to perceived justice can be a 

competitive advantage for accounting firms. By aligning these factors with employee 

satisfaction, it is possible to provide higher quality and faster services, since employee 

engagement will be intensified. This highlights the importance of a fair environment, which 

becomes essential in this context. 

With respect to social implications, job satisfaction and employee engagement are 

fundamental to achieving the United Nations Sustainable Development Goals (SDGs). This is 

directly reflected in SDG 8–Decent Work and Economic Growth, which emphasizes the 

importance of productive, fair, and inclusive jobs. It is also linked to SDG 3–Good Health and 

Well-Being, which prioritizes employee well-being. By establishing a healthy, motivating, and 

equitable work environment, organizations help to reduce inequalities (SDG 10), providing 

equal opportunities for development and recognition. By focusing on employee satisfaction and 

engagement, organizations not only improve the quality of work life, productivity, and talent 

retention but also play a crucial role in shaping a future that is sustainable and inclusive for all. 

The present research was conducted with employees of accounting firms in the Northern 

Region, which limits the generalization of the results to other organizations or geographic 

regions. Another limitation of the study is that the data were collected for convenience, which 

prevented the coverage of a larger number of accounting firms. In addition, individual variables 

that could have influenced the relationship proposed in the study were not considered. 

Future studies are suggested to address these gaps. Additional investigations may 

determine other factors that may mediate or moderate the relationship between organizational 

justice, job satisfaction, and work engagement. More research is needed to explore other 

variables and specific contexts to obtain a deeper understanding of the relationship between job 

satisfaction and work engagement. This will allow the development of more targeted and 

effective strategies to promote employee satisfaction and engagement. 

Furthermore, other factors should be taken into account, such as organizational culture, 

leadership style, and individual employee characteristics, which may also play a role in the 

relationship between organizational justice, job satisfaction, and work engagement. 
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APPENDIX A 

Research instrument 
Block I. Organizational Justice 

Scale: 1 (I completely disagree) to 7 (I completely agree) 

 

Distributive Justice  

DJ1. My work schedule is fair.  

DJ2. I think my compensation level is fair.  

DJ3. I consider my workload quite fair.  

DJ4. Overall, the rewards I receive from the organization I work for are fairly fair.  

DJ5. I feel that my job responsibilities are fair  

Procedural Justice  

PJ1. Work decisions are made by leadership impartially.  

PJ2. My leadership ensures that all employee concerns have been heard before work decisions are made. 

PJ3. To make work decisions, my leadership gathers accurate and complete information.  

PJ4. My leadership clarifies decisions and provides additional information when requested by employees. 

PJ5. All work decisions are applied consistently to all affected employees.  

PJ6. Employees can question or appeal work decisions made by leadership.  

Interactional Justice  

IJ1. When decisions about my work are made, leadership treats me with kindness and consideration. 

IJ2. When decisions about my work are made, leadership treats me with respect and dignity.  

IJ3. When decisions about my work are made, leadership is sensitive to my personal needs.  

IJ4. When decisions about my work are made, leadership deals with me honestly.   

IJ5. When decisions about my work are made, leadership is concerned about my rights as an employee. 

IJ6. Regarding decisions made about my work, leadership discusses the implications of the decisions with me. 

IJ7. Leadership provides adequate justification for decisions made about my work.  

IJ8. When making decisions about my work, leadership provides explanations that make sense to me. 

IJ9. My leadership explains very clearly any decisions made about my work.  

Block II. Job Satisfaction 

Scale: 1 (I completely disagree) to 7 (I completely agree) 

 

JS1. I feel recognized for the work I do.  

JS2. I consider recognition of my work important.   

JS3. I feel motivated to do my activities.  

JS4. I am satisfied with the benefits provided by the organization.  

JS5. I am satisfied with communication between members of the organization.   

JS6. I am satisfied with the encouragement and education provided by the organization.   

JS7. I am satisfied with the integration between employees.  

JS8. I am satisfied with the salary appreciation.  

JS9. I am satisfied with the opportunities that the organization provides.  

JS10. I am satisfied with the promotions that the organization provides.  

JS11. I am satisfied with the organizational justice of the organization.  

JS12. I am satisfied with the routines carried out in the organization.  

JS13. I am satisfied with my participation in the organization.  

Block III. Work Engagement 

Scale: 1 (Never) to 7 (Always) 

 

Vigor  

WE1. I feel full of energy at work.  

WE2. I can keep working for long periods.  

WE3. When I wake up in the morning I want to go to work.  

WE4. I am very persistent in my work.  

WE5. I am strong and vigorous in my job.  

Dedication  

WE6. My job is challenging.  

WE7. My work inspires me.  

WE8. I am excited about my work.  

WE9. I am proud of the work I do.  

WE10. My work is full of meaning and purpose.  

Absorption  

WE11. When I am working, I forget everything that is going on around me.  

WE12. Time flies when I am working.  
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WE13. I get excited about my work.  

WE14. I am immersed in my job.  

WE15. I am happy when I am absorbed in my work.  

 


