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rAbstract j

Background: Perceived organizational policy, considered as one of the most important variables in the
organizational behavior and an effective factor in the social and organizational context of every society,
has stimulated many studies. One important issue in the literature of organizational policy is examining its
relation with job quit and ethics. These politics may be perceived either positive or negative. However,
many researchers have focused their studies on the negative perception of organizational policies and its
consequences at work for the communication power of policies in the organization and intensity of nega-
tive consequences resulting from negative policies at individual and organizational levels. Political behav-
ior can affect job productivity. The employees who perceive organizational environment as political rec-
ognize it stressful, disappointing and disproportionate with their psychological features. The goal of this
study is examining the role of professional ethics as the mediator of negative consequence of perceived or-
ganizational policy i.e. intention of job quit.

Conclusion: Most Organizations believe that if the intervening policies decrease in the organization, their
psychological features will increase and they will consider professional ethics' critetia in that job more. They
will also have lower intention to quit their jobs. Thus, organizations should provide the conditions for de-
creasing job quit and increasing professional ethics in case of the existence of organizational policy.
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Introduction

Nowadays, all signals reveal centrality of the role
of human and human resources in opening bot-
tlenecks, developing technology, and producing
different products. Undoubtedly, the cornerstone
of every organization is human resources. By the
advent of knowledge-based economy and the
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school of knowledge management human being
has found a superior and central role than the
production factor as organizational capital (1).
They believe that human resource is important
for its scarceness, validness, non-succession and
immutability (2). It is believed that human re-
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sources can create competitive advantages for the
organization. In fact, among all production fac-
tors, human resources create difference in an ot-
ganization. The capability and commitment of
human being differentiates successful organiza-
tions from the others. Thus, reasonably, human
resources require paying much attention and time
for it (3).

One major issue in the organizations is job quit
of the employees especially expert and valuable
members. Managers and researchers identify job
quit costly, problematic, with threatening conse-
quences for the organizational efficiency (4). It
can be said that intention of job quit measures
employees’ decision to leave the organization af-
fecting dynamism of the inter-organizational la-
bor and final destination of the organization (5).
As the closest predictor of real job quit, intention
of job quit is considered as an undesirable conse-
quence in the organization (6). For the high costs
of job quit, many organizations want to decrease
the number of job-quitting staffs (7). From the
factors which can affect the intention of job quit
is perceived organizational policies

Based on some researchers view perceived organ-
izational policies is defined as the perception of
an organizational member from the organization-
al behaviors of other members with the goal of
proceeding of one's personal benefits to the oth-
ers' or organizational benefits (8). Perceived or-
ganizational policy is shaped as a result of inter-
preting others' behaviors and organizational
events by the preceptor, being either positive or
negative. Although these policies may be per-
ceived either as positive or negative, for the pow-
er of communicating policy in the organization
and the intensity of negative consequences result-
ing from negative policies at the individual and
organizational level, many researchers have fo-
cused their studies on the negative perception of
the organizational policy and its consequences at
work (9-11). The relationship between organiza-
tional policies and the variables of attitude and
job behavior is perceived. For example, previous
studies found that perceived organizational poli-
cies have a negative effect on the job perfor-
mance and satisfaction (9 , 12) and a positive ef-
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fect on the intention of job quit (9,13).Also, two
meta-analysis were published which examined the
effect of perceived organizational support on dif-
ferent job returns. These meta-analyses found
that perceived policies are positively correlated
with job stress and intention of job quit and neg-
atively correlated with job satisfaction and per-
formance (14, 15). Some researchers identify that
ambiguity is a vital feature of the work environ-
ment which provides a chance for different dam-
aging political behaviors. Although the political
behaviors provide a potential positive chance in
the specific cases, research showed that they can
have negative effects on the mental states of the
employees (16). Related studies show that when
political behaviors are observed in an organiza-
tion, the staff may feel upset and suggest negative
behaviors.

Regarding few theoretical perception from the
way the perceptions of the politics affect the
staffs' return, recent studies invite future scholars
to examine related factors to the personal and
underlying differences as the mediator in such
relations (9-13). Although few studies have tried
to explore the mediating role of the variables of
individual difference in the relation between the
perceived policies and different resources, there
is little knowledge on the effect of individual psy-
chological resources especially psychological capi-
tal on the relationship of perceived politics and
the returns such as intention of job quit, profes-
sional ethics, job satisfaction, and job perfor-
mance.

Nowadays, growing complication of the organiza-
tions and increased immoral and illegal deeds at
work places have necessitated the attention of man-
agers and leaders to create and retain professional
ethics in all organizations (17).professional ethics is
a kind of ethical commitment and consciousness
towards any work, duty, and responsibility. Being
ethical in any job is the result of knowing, demand-
ing, performing, and attitude (18). Growing atten-
tion to the professional ethics has necessitated
many research needs and studies. Accordingly, this
study examines the role of professional ethics in
decreasing negative consequences of perceived or-
ganizational policies (e .g. job quit).
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Ethics in politics

Politics is an inevitable phenomenon in the or-
ganizational life. Nowadays, the existence of po-
litical behaviors in the organization is an undeni-
able fact (19). The domain of organizational poli-
tics has received growing attention from the or-
ganizational researchers in two recent decades
(20). The basis of the important theory for the
politics in the organizations was suggested by
Mintzberg (1983, 1985). He suggested that we
can interpret the organizations as the political
fields (21).Political behavior in the organization
includes conscious actions done for the penetra-
tion by the people or groups for the achieve-
ments or protecting one 's benefits in the time of
having conflicting solutions. Emphasis on one 's
benefits in this definition differentiates political
behavior from social penetration. Conceptualiz-
ing organizational politics is controversial. Un-
doubtedly, politics is a common and known phe-
nomenon in every organization. In this vein,
some researchers believe that all behaviors in the
organization are political but there is little
knowledge on the nature and borders of it. Most
people just see the dark side of political behav-
iors. In this negative view, politics is synonym
with deceit for meeting personal needs (Machia-
vellian ethics) whose features are destructive op-
portunisms and tricks. But, from a positive view,
politics is reasonable conversation, negotiation,
bargain, and solution finding for the conflicts of
the people and groups (19).

Predictors of organizational politics’ perception
Organizational factors: For examining the first cate-
gory, the variables of concentration formality,
procedural justice, and cooperation in decision-
making were considered. Concentration is the
extent to which the power of decision making is
distributed in the organization. Cooperation in
decision-making reflects power distribution in the
organization. The employees who have more co-
operation in decision-makings have more author-
ity over the decisions and processes at work; this
may lead to the justice and equity feeling, accom-
panying less perception of the politics. When co-
operation in decision-makings increases, percep-

tion of organizational politics decreases. Since,
cooperation decreases ambiguity and increases
control and justice feeling (22).

Job factors: In this category, the variables of inde-
pendence, feedback, skill variety, and interaction
with manager are examined. According to some
researchers view, people gain power as a function
of their duties. More independence, skill variety
and feedback are reflections of the growing re-
sponsibility that organization suggests for the
person and may be known as the personal power.
People who don’t have such power and control
may feel that their destination are determined by
the political processes. Managers who deal with
others opportunistically increase one 's percep-
tion about politics in the organization while good
relations with people should be negatively related
with politics' perception (23).

Personal factors: Personal factors affect politics per-
ception. The primary mechanism which relates
these factors with organizational politics is the
duality between rational, fair, and professional
views in the organization against biased view by
the power games of authoritative people in the
organization. The primary mechanism which re-
lates these factors with organizational politics is
duality between rational, fair and professional
organizational view and directed view by the
power games of authoritative and self-serving
people in the organization (23).

Nowadays, organizations try to decrease negative
effects of perceived organizational politics through
different factors. Since the probability of removing
or decreasing organizational politics is unlikely, this
issue can be examined using psychological factors
such as psychological capital, providing the grounds
for increasing professional ethics (3). The following
section discusses professional ethics and its elements.
Professional ethics is a set of principles and
standards of human life, identifying the behavior
of the people and groups. In fact, professional
ethics is a rational thinking process whose goal is
finding the values and the proper times for their
spread. Ethics suggests that “the environment
has rights and the organization has duty (24).
When the complex ethical issues occur, im-
portant moral considerations may be ignored. In
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this time, professional ethics can be regarded as
the decision making guide and a flip for one 's
conscience. It can be said that ethical crises occur
in every profession and society when no definite
value is determined for different professions and
societies or at least not formed conventionally in
that profession (25).

Basic factors of professional ethics

One scholar of this theory, Zionts identifies the
following factors as the basic elements of profes-
sional ethics:

1. Professional independence of scientific
ethics: This factor like ethics in any pro-
fessional system should reflect internal
norms of the profession and the feeling
of ethical commitment from the profes-
sionals and their technical institutes rather
than being imposed accepted or warned
in the module of ethical does and don’ts.

2. Professional self-understanding-basics of
ethics are professional self-understanding.
With the understanding of the profes-
sional work and activities, its philosophy,
and relation with human life, people get
ethical understanding of it and find a kind
of internal commitment to those values in
their relations with nature and the envi-
ronment around themselves.

3. Objectivity, unbiasedness, impartiality:
From important principals confirmed in
most documents and debates on the sci-
entific professional ethics is considering
objectivity and unbiasedness. The person
who uses professional ethics in his pro-
fessional life should not have irrational
bias towards the source which has im-
moral features.

4. Going beyond the livelithood concept: by
the time that one is involved in the phys-
iological issues, attention to other issues
will be lower. The meaning of profes-
sional ethics reveals by passing from the
livelihood concept.

Three feelings that people experience during their
professional business:
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1. The feeling of efficiency, effectiveness,
and quality production as the value add-
ed,

2. The feeling of serving people and being
useful,

3. The feeling of being released by the redis-
tribution of the opportunities and power
criticism (20).

The relationship between politics and job
quit

Job quit is the issue in which most organizations
are involved and try to avoid. In fact, job quit
refers to the employees' intention to job quit.
Among the factors that can affect the employees'
job quit is perceived organizational support
which is concerned as the negative behavior and
self-service.

One basic issue and problem of the organizations
is job quit of the employees and especially expert
and valuable staff (4). Some researchers stated
that deliberate quit of the members in an organi-
zation can decrease efficiency of an organization
(27). High job quit rate of the employees endan-
gers progress in reaching predefined organiza-
tional goals. Job quit shows many cost losses in
provision, education, social investments, destruc-
tion, replacement of human resources, and
spending many indirect costs. Consequently, it
has negative effects on the spirit and return of
the remaining people in the organization. Alt-
hough, the benefits of weak employees' job quit,
creating promotion opportunities and the possi-
bility of recruitment of new people with new ide-
as for the organization should not be ignored.
Thus, the organizations which can understand
effective factors in the employees' job quit, using
correct information with necessary and on time
predictions along with ensured policies and
methods are most likely to have effective man-
agement in retaining efficient human resources
(28). Most researchers start their studies with the
assumption that job quit of the employees is a
non-functional and undesirable phenomenon that
should be decreased possibly and its progress
should be banned. Analyzing the reasons of dif-
ferent job quits, Abelson divides them into 4
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general groups. He considers two criteria for
grouping the types of job quits. The first criterion
is organizational control. Based on this criterion,
a group of job quits like tendency to leave the
organization for more payments in another place
is under the control of the organization and inev-
itable. While, another group like the need to work
at home or changing job path for more growth is
not under the control of the organization and is
inevitable. The second criterion is controllability
from the employee based on which job quits are
divided into two groups: The group under the
control of the employee and deliberate such as
conflict with the manager and the group which is
not under the control of the employee being un-
deliberate such as compulsory or eatly retirement
or disability(29). Generally, those job quits which
are under the control of the employee are related
to job and organizational satisfaction; while,
those job quits which are under the control of the
organization and its authorities are related to the
performance, efficiency, and organizational
commitment of the people.in this vein, job quits
can be divided into two groups of functional and
non-functional types.

As already mentioned, political behavior can af-
fect job return, job satisfaction, and etc. if the
people who work in the organization don’t regard
organizational policies proportional to their per-
sonal and spiritual qualities, they may leave the
organization or stay in it without involving in the
politics. Based on this difference, the employees
who perceived organizational environment as
political identify it stressful, disappointing and
improper for their psychological features.

For minimizing the effects of organizational poli-
cies, some researchers have suggested some
points. Based on them, performance evaluation
processes should be elaborated, strong and weak
performances should be differentiated and re-
warded differently; rewards should be directly
related with the performances. Conflict of inter-
ests among managers should be minimized or
removed. Managers whose operations are based
on the political personality must be dealt by issu-
ing a directive (to prevent political tricks). If they
still continue their ways, they should be removed

from the organizational posts and if necessary be
fired (30). Most organizational employees believe
that if the intervening policies decrease in the or-
ganization, their psychological features will im-
prove; then, they will consider the criteria of pro-
fessional ethics, having lower intention to quit
their jobs. Thus, the organizations should pro-
vide the grounds for decreasing job quit and in-
creasing professional ethics in case of the exist-
ence of organizational policies.

The relationship between politics, job unit,
and ethics in the experimental studies

Based on the literature, it is observed that by in-
creasing perceived organizational policies, inten-
tion to job quit of the employees increases (8, 11,
19, 31- 35). Some researchers suggested at least
three potential responses for perceiving political
organizational environment. Employees may
leave the organization, stay in the organization
but don’t get involved in the politics. They may
also stay in the organization and do political ac-
tivities. Based on this differentiation, the employ-
ees who perceive organizational environment po-
litically know it stressful, ambiguous, and disap-
pointing. Those who have decided to stay and get
involved in the politics may try to gain degrees of
control over the organizational environment (30).
Most researchers have argued that perceiving pol-
itics is stressful and detrimental, with negative
potential effects on a wide area of personal and
professional consequences (37). Thus, in an or-
ganization where the employees perceive the or-
ganization and work place unfair in which just
the demands and wishes of the political and
strong people are improved, the grounds are pro-
vided for the job quit. This intention turns into
practice and the person leaves the organization or
leaves it mentally or spiritually although physical-
ly present in it. Despite the strong evidences on
the perception of organizational policies and var-
ious negative consequences (such as job quit) for
the people and managers, organizations should
notice the factors that create these perceptions.
Previous studies show the positive and significant
correlation of perceived organizational support
and intention to job quit. Thus, by increasing
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perceived organizational support the intention to
job quit increases as well. Some researchers sug-
gest that ambiguity is a vital feature of the work
environment, providing the opportunity for vari-
ous detrimental political behaviors. Although po-
litical behaviors are potentially a positive oppor-
tunity in specific cases, research shows that they
will probably have negative effects on the mental
states of the employees (22). Related studies
showed that when the political behaviors are ob-
served, the employees may feel upset and suggest
negative behaviors. Consistent with the phenom-
enological approach of responsiveness, some re-
searchers have generally discussed that political
policies have more important roles in penetrating
next attitudes and behaviors than objective reali-
ties. Thus, based on the theoretical and experi-
mental evidences it can be said that people use
organizational policy for reaching illegal goals or
tulfilling legal goals through illegal tools. In fact,
one feature of organizational policy is Machiavel-
lian based on which people try to reach their
goals by any means. While professional ethics are
created in the organizations since people know
how to behave and act. In other words, profes-
sional ethics is a set of principles and standards
which the behaviors of the groups and people
determine. Thus, in such conditions, a phenome-
non like organizational politics can decrease pro-
fessional ethics of the employees in the organiza-
tion. In such conditions, people are ready to vio-
late organizational standards and ethics to reach
their goals. Based on the studies, there is a nega-
tive and significant correlation between the per-
ceived organizational politics and professional
ethics of the employees. Thus, by increasing per-
ceived organizational support, the amount of
professional ethics decreases.

Since psychological capital is the positive aspect
of human lives based on one' s personal under-
standing and having goal for reaching success
and consistency against problems (38, 39), it can
predict professional ethics as a kind of ethical
commitment and conscience (18). Thus, by in-
creasing psychological capital of the staff, they
will act with more positive attitude and way as a
result of which professional ethics increases. In

6
Available at: www.ijethics.com

fact, one goal of most organizations is reaching
high ethical level at work by which individuals
can reach their organizational goals. This is not
tulfilled unless there is a labor with strong psy-
chological capital which acts with positive view,
self-efficiency, hope and optimism in the organi-
zation, helping it to reach its goals.

Conclusion

Professional ethics has both organizational and
meta-organizational effects. It can be said that
one of the important success key in the organiza-
tions is attention to the professional ethics. The
more the professional ethics is considered in the
organizations by the managers and employees (or
professional ethics is spread in the organization),
the more the organizational conflicts decrease
and the organization can fulfill predicted goals.
Since political behavior can affect job return and
job quit of many people, the employees who per-
ceive organizational environment politically iden-
tify it stressful, disappointing, and disproportional
to their own psychological features. Most employ-
ees of the organizations believe that if the inter-
vening policies decrease in the organization, their
psychological features will increase, criteria of pro-
fessional ethics will be motre considered, and there
will be lower intention to job quit. As a result, or-
ganizations should provide the grounds for de-
creasing job quit and increasing professional ethics
in case of the existence of organizational policies.

Ethical Consideration

Ethical issues (Including plagiarism, informed
consent, misconduct, data fabrication
and/or falsification, double publication and/or
submission, redundancy, etc.) have been com-
pletely observed by the authors.

References

1. Moghimi SM (2007). Special discussion in public manage-
ment. SAMT Publication, Tehran. (In Persian).

2. Cabrera EF (2003). Strategic human resource eval-
vation. Journal of Human Resource Planning, 26(1):
49-60.


http://ijethics.com/article-1-34-en.html

Downloaded from ijethics.com at 14:17 +0330 on Saturday November 14th 2020

Ghasemzadeh & Esmaeili
International Journal of Ethics & Society (IJES), (2018) Vol. 1, No. 1

3. Bruki-Milan S (2015). Interactive role of perceived
organizational politics and psychological capital
in the professional ethics and job quit of the
employees of Kordestan University [MA the-
sis]. Shahid Madani University, Iran.

4. Hooshmand A, Seif H, Nikbakht A (2004). Exam-
ining job quit of the nurses in one year. Journal of
Medicine and Purffication, 55:10-20. (In Persian).

5. Lambert EG, Hogan NL, Griffin ML (2007).The
impact of distributive and procedural justice on
correctional staff job stress, job satisfaction and
organizational commitment. Journal of Cripzinal
Justice, 35: 644-650.

6. Maertz C, Campion M (1998). 25 years of volun-
tary turnover research: A review and critique.
International Review of Industrial and Organizational
Psychology, 13: 49-834.

7. Firth I, Mellor DJ, Moore KA, Loquet C (2004).
How can managers reduce employee intention
to quit? Journal of Managerial Psychology, 19 (2):
170-187.

8. Javed M, Abrar M, Bashir B (2014). Effect of per-
ceived organizational politics and core self
evaluation on turnover intention: A south
Asian perspective. International Jonrnal of Human
Resource S tudies, 4(2): 33-49.

9. Chang CH, Rosen CC, Levy PE (2009). The rela-
tionship between perceptions of organizational
politics and employee attitudes, strain, and be-
havior: A meta-analytic examination. .Acadeny of
Management Journal, 52(2): 779-801

10. Ferris GR, Russ GS, Fandt PM (1989). Politics in
organizations. Impression Management in the Organ-
szation, 143(170): 79-100.

11. Vidoga E (2012). Politics in organizations: Theory and
research  considerations. Routledge Publication,
New York

12. Ferris GR, Hatrell-Cook G, Dulebohn | (2000).
Organizational politics: The nature of the rela-
tionship between politics' perceptions and po-
litical behavior. Research in the Sociology of Organi-
zation, 17: 89-130.

13. Abbas M, Raja U, Darr W, Bouckenooghe D
(2014). Combined effects of perceived politics
and psychological capital on job satisfaction,
turnover intentions and performance. Journal of
Management, 2(1): 1-18.

14. Atinc G, Darrat M, Fuller B, Parker BW (2010).
Perceptions of organizational politics: A meta-
analysis of theoretical antecedents. Journal of
Managerial Issues, 22(4): 494-513

15. Bedi A, Schat ACH (2013). Perceptions of organi-
zational politics: a meta-analysis of its attitudi-
nal, health, and behavioral consequences. Ca-
nadian Psychology, 54(4):246-259.

16. Breaux DM (2009). Politics as a moderator of the
accountability-job satisfaction telationship: Ev-
idence across three studies. Jourmal of Manage-
ment, 35(2): 307-326.

17. Rahimnia F, Nikkhah- Farkhani Z (2011). Impact
of ethical climate of organization on organiza-
tonal identity. Iranian Journal of Ethics in Science
& Technology, 6(4): 1-11. (In Persian).

18. Gharamaleki A (2003). Professional ethics. 204 Ed.
Majnoon Publication, Tehran. (In Persian).

19. Rahimnia F, Hasanzadeh Z (2009). Examining the
mediating role of organizational justice in the
relationship of perception about political at-
mosphere of the organization and communica-
tion evasion of the individuals. Research Paper of
Revolution Management, 1(2): 21-47.

20. Royle M, Hall AT, Hochwarter WA , Perrewe P,
Ferris GR (2005).The interactive effects of ac-
countability and job self-efficacy on political
behavior . Organizational Analysis, 13: 53-71.

21. Treadway DC, Hochwarter WA , Cacmar CJ , Fer-
ris GR (2005). Political will, political skill, and
political behavior. Journal of Organizational Behay-
tor, 26(3): 229-245.

22. Vigoda E, Cohen A (2002). Influence tactics and
perceptions of organizational politics: A longi-
tudinal study. Joumal of Business Research, 55(4):
311-324.

23. Fany A , Sheikhi Nezhad F, Danaiifard H, Hasan
zade A (2014).Explaining the role of mediator
of organizational policy perception between
employee's political behavior and individual,
occupational and organizational factors. Man-
agement of Organizational Cultnre 12(1):12-39

24. Sadrifard E, Taheti S (2010). Professional ethics in
librarianship. [MA thesis]. Islamic Azad Uni-
versity, Science and Research Branch. Teh-
ran/Tran. (In Persian).

25. Asadaghi F. (2011). Examining professional ethics
among librarians of national library of Iran
[MA thesis]. Beheshti University of Tehran,
Iran. (In Persian).

26. Zionts T (2006). Professional standards of educa-
tional managers: Their importance and ease of
implementation. Preventing School Failure: Alterna-
tive Education for Children and Y outh, 3(50): 5-12.

7
Available at: www.ijethics.com


http://ijethics.com/article-1-34-en.html

Downloaded from ijethics.com at 14:17 +0330 on Saturday November 14th 2020

8

Ghasemzadeh & Esmaceili
International Journal of Ethics & Society (IJES), (2018) Vol. 1, No. 1

27. Hom PW, Griffeth RW (1991). Structural equa-
tions modeling test of a turnover theory: Cross-
sectional and longitudinal analyses. Journal of
Applied Psychology, 76: 350-360.

28. Pournosrati A , Khabiri M , Poursoltani H , Aghaei
N (2013).The role of job satisfaction in relation
with organizational justice with intention to job
quit in the experts of sportive federations. Jour-
nal of Sport Management, 6(4): 683-696

29. Asgari A (2001). Meaning search at work. Quarterly
of Tadbir, 13(121): 26-32. (In Persian).

30. David FR (2008). Strategic management. Translated
by: Parsaciyan A. Publication of Cultural Re-
search Office, Iran . (In Persian).

31. Hochwarter WA, Ferris GR , Zinko R, Arnell B
(2007). Reputation as a moderator of political
behavior — work outcomes relationships: A
two — study investigation with convergent re-
sults. Journal of Applied Psychology, 92 (2): 567 -
576.

32.Miller BK, Rutherford MA, Kolodinsky RW
(2008). Perceptions of organizational politics: A
meta-analysis of outcomes. Joumal of Business
and Psychology, 22(3): 209-222.

33. Ferris GR, Harrell-Cook G, Dulebohn J (2000).
Organizational politics: The nature of the rela-

Available at: www.ijethics.com

tionship between politics perceptions and polit-
ical behaviot. Research in the Sociology of Organiza-
tons, 17: 89—130.

34. Rahimnia F, Hasanzadeh Z (2009). Examining the
mediating role of organizational justice on the
perception about otganizational politics and
reticence of the people. Research Paper of Revoln-
tion Management, 1(2): 21-47. (In Persian).

35. Zhang G, Lee G (2010). The moderation effects
of perceptions of organizational politics on the
relationship between work stress and turnover
intention: An empitical study about civilian in
skeleton government of China. Business, 2: 268-
273.

30. Jatariani H, Mortazavi S, Nazemi S , Bull P
(2012). Political behavior in organizational con-
text: Nature, research and paradigm. Manage-
meent Science Letters, 2(8): 2987-3000.

37. Hodgkinson GP, Ford | (2008). International Review
of Industrial and Onganizational Psychology. Wiley
Publication, New York.

38. Seligman MEP (2002). _Awthentic happiness. Free
Press, New York.

39. Snyder CR, Lopez S (2002). Handbook of Positive
Psychology. Oxford University Press, Oxford.


http://ijethics.com/article-1-34-en.html

