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Objective: This study aimed to examine the effect of organizational culture on organizational
wisdom and organizational commitment among primary school teachers in the city of
Bushehr.

Methods: This applied research was conducted using a descriptive—survey method. The
statistical population consisted of all primary school teachers working in Bushehr during the
2024-2025 academic year. Using cluster sampling, 291 teachers were selected from a total
0f 1,200 as the research sample. Data were collected using Denison’s Organizational Culture
Questionnaire (2002), Brown and Green’s Organizational Wisdom Questionnaire (2006), and
Gallup’s Organizational Commitment Questionnaire (1999).

Results: Findings revealed that organizational culture had a positive and significant effect on
teachers’ organizational wisdom, meaning that improvements in organizational culture were
associated with higher levels of organizational wisdom. Similarly, organizational culture had
a positive and significant effect on teachers’ organizational commitment, indicating that as
organizational culture improved, teachers’ sense of commitment also increased.
Conclusions: The results suggest that fostering a positive and participatory organizational
culture in schools can enhance teachers’ cognitive and professional capabilities, as well as
strengthen their loyalty and organizational commitment. These findings can serve as a
practical guide for educational managers and policymakers in improving the quality of the

educational system.
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Introduction
Organizational culture, as a set of shared beliefs and values, influences the behavior and thinking

of organizational members (Salehi et al., 2023). It can serve either as a starting point for movement

and dynamism or as an obstacle to progress. As an environmental variable, organizational culture
affects all members of an organization to varying degrees; hence, a proper understanding of this
structure is crucial for effective organizational management and performance (Aydin, 2018;

Kargas & Varoutas, 2015).

Human capital is the most valuable asset of any organization in maintaining its success and
existence. It is evident that managers of successful organizations are those who utilize their human
resources effectively and efficiently, while continuously attending to employees’ emotions,
feelings, and psychological well-being in the workplace. In contemporary work environments,
emotion is an integral part of the job, and individuals’ emotional and psychological dimensions—

similar to their physical aspects—are engaged in their work (Stone & Deadrick, 2015). Envy, as

one of the most common negative emotions in organizations, is inherently related to the
psychological dimension of human beings. It is among the most prevalent issues in social life and

relationships, often resulting in numerous problems (Bani-Melhem et al., 2023).

Organizational culture is one of the most fundamental areas of organizational change and

transformation (Safi Khani et al., 2025). Considering that modern transformation programs are

more focused on fundamental organizational change, the transformation of organizational culture
is viewed as the foundation and platform for such change. Although the topic of organizational
culture has only recently emerged within management science and organizational behavior, new
theories and research in management have increasingly emphasized its significance, making it a

central topic in the field (Kase et al., 2019).

One of the variables closely related to organizational culture is organizational wisdom. Generally,
organizational wisdom contributes to team cohesion, interpersonal trust, and intrinsic job

satisfaction among employees (Mora Cortez & Johnston, 2019; Pinheiro et al., 2012). It can be

defined as the process of collecting, transferring, and integrating individual wisdom, and utilizing
institutional and social processes—such as structure, culture, and leadership—for strategic action,

emphasizing how organizations can better leverage knowledge (Zaidman & Goldstein-Gidoni,

2011). Additionally, organizational wisdom is described as an organization’s competence in
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developing methods for applying individuals’ virtues and actions toward effective decision-
making and organizational health. Wisdom as a phenomenon has long attracted considerable
attention, particularly in religion and philosophy (Izak, 2013).

More recently, wisdom has been defined as a multidimensional construct that encompasses
problem-solving capabilities, is distinct from intelligence, combines cognition and affect,
integrates multiple aspects of the self, and includes recognition of human limitations and
knowledge. It varies by gender, differs between Western and Eastern perspectives, and seeks to
balance intrapersonal, interpersonal, and extra personal interests in an environmental context for
the common good. Moreover, efforts have been made to empirically study wisdom. In essence,
wisdom refers to the ability to apply knowledge appropriately and to exercise sound judgment in
matters related to life and behavior. It represents the pinnacle of personal development and

combines human qualities that enable better action (Akgiin, 2020). Rowley and Slack (2009)

provided a concise definition of wisdom, viewing it as the capacity to judge and select specific
knowledge within a given context for a particular purpose. On an organizational scale,
organizational wisdom is the capacity to implement the most appropriate behaviors in accordance
with accurate knowledge and the genuine concerns of various stakeholders. Consequently, wisdom
significantly influences success at the individual, organizational, and societal levels (Elangovan &

Suddaby, 2019).

Another related concept is organizational commitment, which refers to the bond and attachment
individuals feel toward their organization, encompassing job involvement, loyalty, and belief in

organizational values (Hngoi et al., 2023). Organizational commitment consists of three stages:

acceptance, identification, and internalization. Initially, an organizational member achieves a
satisfying relationship by accepting the influence of others, thereby enhancing their self-image.
Commitment reflects an individual’s interest in and willingness to perform tasks and remain in the
organization. Sustaining such energy within a workplace benefits the individual, the organization,
and ultimately society as a whole. In recent years, for various personal and professional reasons,
employees have increasingly considered changing jobs or relocating shortly after employment—

an issue that poses challenges for both individuals and organizations (Lara et al., 2024).

A sense of organizational commitment enables managers to ensure the continued presence of

personnel, thereby allowing them to design long-term plans for the organization. Furthermore, in-
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service training and the work experience employees gain over time remain within the organization,
avoiding the need to retrain specialists and preventing the waste of educational resources and skill
acquisition time. Various strategies, tailored to individuals’ personal, family, and social

circumstances, can be implemented to cultivate such a sense among employees (King et al., 2022).

A review of domestic and international studies revealed that no comprehensive research has yet
been conducted on the influence of organizational culture on organizational wisdom and
commitment among teachers; instead, only relatively related topics have been studied. For

example, Yu et al. (2022), Pan et al. (2022), El Abdou et al. (2022), (Triguero-Sénchez et al., 2022)

and Hidalgo-Penate et al. (2022) have acknowledged the impact of organizational culture on
organizational wisdom and commitment among teachers.

In terms of the significance and necessity of this research, it must be emphasized that
organizational culture is one of the key foundations for organizational change and transformation.
Given that contemporary transformation initiatives often target fundamental organizational
reform, cultural change is regarded as the underlying basis for such transformations. Demographic
studies by management scholars have identified organizational culture as one of the most
influential factors in the progress and development of nations. Experts in management consistently
stress the importance of organizational culture and the critical role it plays within an organization.
A strong organizational culture unites teachers, fostering alignment and cohesion, enabling diverse
perspectives and goals to be integrated into a shared mission within a healthy cultural framework.
Such a culture sets expectations for behavior, performance, and collaboration, facilitating effective

teamwork among educators (Amtu et al., 2021).

Regarding the rationale for conducting this study, it is evident that organizational culture is related
to both organizational wisdom and commitment among teachers. Therefore, the present research
seeks to practically and operationally examine the impact of organizational culture on
organizational wisdom and commitment among primary school teachers in Bushehr City, with the
aim of benefiting the personnel. Given this context, the research holds particular significance for
primary school teachers in Bushehr. Moreover, the Ministry of Education and other relevant
agencies can utilize the findings of this study in their planning and decision-making processes.
Accordingly, this study aims to answer the question: Does organizational culture influence

organizational wisdom and commitment among primary school teachers in Bushehr City?
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Material and Methods

This study employed a descriptive survey research design. The statistical population comprised all
primary school teachers in Bushehr City during the 2024-2025 academic year. According to
official records from the General Directorate of Administrative Affairs, the total number of
primary school teachers in Bushehr was 1,200. Using Cochran’s sample size formula for a
population of 1,200, with a confidence level of 95% and a margin of error of 5%, the required
sample size was calculated to be 291 participants.

Given the size and geographical distribution of the target population, a cluster sampling method
was adopted. For this purpose, a list of all primary school teachers across 18 schools in Bushehr
City was compiled, and the required number of participants was then randomly selected from this
list. Questionnaires were distributed to the selected teachers for completion. All participants’
personal information and responses were treated with strict confidentiality, and no identifying
information was reported in the final research findings. Furthermore, participants were assured
that participation was entirely voluntary and that they could withdraw from the study at any stage
without any negative consequences.

Instruments

Denison Organizational Culture Questionnaire (2002): This instrument consists of 31 items
rated on a 5-point Likert scale ranging from strongly disagree (1) to strongly agree (5). It measures

three dimensions:

o Involvement (items 1,9, 13, 12, 8, 15, 17, 21, 25)
o Consistency (items 2, 4, 6, 10, 14, 18, 22, 24, 26)
o Adaptability (items 3, 7, 11, 15, 19, 20, 23, 27, 31)

The total score ranges from 27 to 135, reflecting each respondent’s perception of organizational

culture within their institution. Denison et al. (2014) reported a construct validity coefficient of

0.83, and in the present study, item—total correlation analysis confirmed significant correlations
between all items and the total score. Cronbach’s alpha reliability coefficient was reported as 0.85
by Denison (2002) and found to be 0.83 in the present research.

Brown and Greene Organizational Wisdom Questionnaire (2006): This questionnaire contains
66 items divided into four dimensions:

o Self-awareness (items 1-15)
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o Emotional management (items 16-30)
o Life skills (items 31-45)
o Willingness to learn (items 46—66)

Responses are rated on a 5-point Likert scale from strongly disagree (1) to strongly agree (5).

Brown and Greene (2006) reported a criterion validity coefficient of 0.83. In the present study,

item—total correlation analysis confirmed significant correlations between all items and the total

score. Cronbach’s alpha reliability coefficient was reported as 0.82 by Brown and Greene (2006)

and was also found to be 0.82 in this study.
Gallup Organizational Commitment Questionnaire: This instrument includes 12 items across

four dimensions:

o Mutual expectations between the individual and the organization (items 1-2)
o Participation (items 3-6)

o Person—job fit (items 7-10)

o Opportunities for growth and advancement (items 11-12)

Items are rated on a 5-point Likert scale ranging from strongly agree (5) to strongly disagree (1).
Chib (2019) reported a factor-analytic validity coefficient of 0.82. In the present study, item—total
correlations indicated significant relationships between all items and the total score. The reliability
coefficient reported by Chib (2019) was 0.86, while Cronbach’s alpha in the present research was
0.80.

Results
Prior to conducting parametric regression analyses, the assumption of normality for the study

variables was examined using the Kolmogorov—Smirnov test. The results are presented in Table

1.

Table 1. Kolmogorov—Smirnov Test for Normality Assumption

Variable Statistic P
Organizational culture 0.082 0.08
Organizational wisdom 0.112 0.011

Organizational commitment 0.142 0.43
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The results indicated that the significance levels for the variables organizational culture,
organizational wisdom, and organizational commitment were all greater than 0.05. Therefore, the
Kolmogorov—Smirnov statistic was not significant at the 0.05 level, confirming that the variables
followed a normal distribution.

The results of the regression analysis examining the effect of organizational culture on
organizational wisdom are summarized in Table 2 (Model Summary) and Table 3 (ANOVA). The
ANOVA results showed that organizational culture had a statistically significant effect on
teachers’ organizational wisdom, F(1, 289) =17.38, p <0.0001. The coefficient of determination
(R?=0.104) indicated that organizational culture accounted for 10.4% of the variance in teachers’

organizational wisdom.

Table 2. Regression analysis results related to organizational wisdom

0.322 [ 0.104 [ 0.098 6.47

Table 3. Anova results related to Regression analysis of organizational wisdom

Regression 727.92 1 727.92 17.38 0.001
Residual 6279.44 197 86.01
Total 7007.36 198 -

Table 4 presents the standardized and unstandardized regression coefficients. The standardized
beta coefficient showed that organizational culture had a positive and significant effect on
teachers’ organizational wisdom (p < 0.0001), meaning that improvements in organizational

culture were associated with increases in organizational wisdom.

Table 4. Standardized and unstandardized regression coefficients related to organizational wisdom

B Std. Error

Constant 70.33 3.84 - 7.95 0.001
Organizational wisdom 0.391 0.094 0.322 4.17 0.001
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Similarly, the results of the regression analysis assessing the effect of organizational culture on
organizational commitment are summarized in Table 5 (Model Summary) and Table 6 (ANOVA).
The ANOVA results indicated that organizational culture had a statistically significant effect on
teachers’ organizational commitment, F(1, 289) = 55.88, p < 0.0001. The coefficient of
determination (R?= 0.267) revealed that organizational culture explained 26.7% of the variance in

teachers’ organizational commitment.

Table 5. Regression analysis results related to organizational commitment
R RZ Adjusted R? Estimated error
0.521 0.271 0.67 4.54

Table 6. Anova results related to Regression analysis of organizational commitment

Model SS DF MS F P
Regression 1156.81 1 1156.81
Residual 3105.18 197 42.53 55.88 0.001
Total 4261.99 198 -

Table 7 displays the standardized and unstandardized regression coefficients. The standardized
beta coefficient demonstrated that organizational culture had a positive and significant effect on
teachers’ organizational commitment (p < 0.0001), indicating that higher levels of organizational

culture were associated with greater organizational commitment among teachers.

Table 7. Standardized and unstandardized regression coefficients related to organizational commitment

Model B Std. Error Beta T P
Constant 6.10 6.21 - 0.982 0.328
Organizational wisdom 0.493 0.066 0.521 7.47 0.001

Discussion

The present study examined the impact of organizational culture on organizational wisdom and
organizational commitment among primary school teachers in Bushehr City. The findings revealed
that organizational culture had a positive and significant effect on teachers’ organizational wisdom,

indicating that improvements in organizational culture are associated with higher levels of
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organizational wisdom. Similarly, organizational culture was found to have a positive and
significant effect on teachers’ organizational commitment, meaning that stronger organizational
culture leads to greater commitment among teachers.

These findings are consistent with previous researches (Mora Cortez & Johnston, 2019; Pan et al.,

2022; Safi Khani et al., 2025; Triguero-Sanchez et al., 2022). Analysis and interpretation of the

results suggest that in schools with a participatory, open, and supportive culture, teachers are more
inclined to engage in decision-making, solve problems rationally, pursue continuous learning, and
share knowledge and experiences—all of which are core elements of organizational wisdom. In
such schools, teachers also demonstrate higher levels of organizational commitment, perceiving
themselves as integral members of the organization, developing a stronger sense of professional
identity and job commitment, and experiencing greater satisfaction with their work environment.
A noteworthy point emerging from the findings is the indirect effect of organizational culture on
organizational commitment through the enhancement of organizational wisdom. This indicates
that organizational culture can provide a conducive environment for the intellectual and
professional growth of teachers, which, in turn, strengthens their loyalty and sense of belonging to
the organization. Conversely, deficiencies in organizational culture—such as poor communication,
lack of transparency, or organizational injustice—can reduce motivation, lead to burnout, and
ultimately diminish organizational commitment.

Organizational culture is a foundational element within the education system and can play a pivotal
role in teachers’ professional growth and loyalty to their school and the broader educational
system. Based on this, school administrators, educational policymakers, and decision-making
bodies should prioritize strengthening organizational culture—particularly a culture grounded in
mutual respect, transparency, trust, fairness, and continuous learning.

The results of this study highlight the central and significant role that organizational culture plays
in shaping and strengthening teachers’ organizational wisdom and commitment. In educational
environments where organizational culture is built on trust, collaboration, continuous learning,
organizational justice, and mutual respect, teachers not only exhibit more critical, knowledge-
based, and responsible decision-making (organizational wisdom) but also feel greater attachment,
commitment, and loyalty toward their school and the educational system (organizational

commitment). These findings suggest that investing in the enhancement of organizational culture
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in schools can foster teachers’ professional growth, increase motivation, improve the quality of
teaching, and reduce occupational burnout.

The study also demonstrated that organizational wisdom serves as an important mediating variable
between organizational culture and organizational commitment. In other words, when
organizational culture fosters teachers’ intellectual and professional development, this growth
ultimately leads to increased emotional attachment and commitment to the educational
organization. As the foundation of professional behaviors, attitudes, and staff interactions,
organizational culture significantly influences the quality of organizational performance. The
findings revealed that a strong organizational culture—characterized by mutual trust, participatory
practices, effective communication, organizational justice, and support for innovation—directly
enhances organizational wisdom among teachers. In such environments, teachers are better
equipped to analyze problems, make informed decisions, learn from experiences, and draw on
collective wisdom—qualities essential for a successful learning organization.

Furthermore, these same cultural attributes contribute to higher organizational commitment.
Organizational commitment, as an internal sense of belonging and identification with the
organization, is strengthened when individuals feel valued, respected, heard, and empowered.
Organizational culture provides the foundation for such sentiments. Beyond direct effects, the
results confirmed that organizational wisdom mediates the relationship between culture and
commitment—meaning that when organizational culture fosters teachers’ intellectual and
professional growth, this process ultimately enhances their emotional and professional attachment
to the school.

A healthy and effective organizational culture is one of the most influential factors in creating a
stable, dynamic, and professional educational environment. In such a context, teachers not only
fulfill their roles more effectively but also view the school as part of their own identity and work
toward its success. Strengthening a positive organizational culture in schools can thus create an
environment where teachers feel valued, connected, motivated, and inspired to learn and
collaborate—conditions that ultimately lead to improved educational quality and the achievement
of development goals.

In conclusion, the overall findings of this research indicate that an effective organizational culture

is one of the most important determinants of enhanced organizational wisdom and commitment
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among teachers. In environments where culture is built on participation, fairness, respect, learning,
and mutual trust, teachers are more capable of applying both individual and collective wisdom to
address challenges, while also experiencing greater emotional attachment and commitment to the
school and its mission.

The study was limited to a specific sample, which warrants caution in generalizing the findings.
For future practice, it is recommended that school administrators work to establish and strengthen
a culture rooted in trust, learning, and interaction. Educational policymakers should also consider
organizational culture as a key factor in improving teachers’ performance and job satisfaction.
Additionally, professional development programs aimed at enhancing teachers’ organizational
wisdom are recommended. Educational leaders and policymakers should view the enhancement
of organizational culture as a strategic priority in human resource development, teacher
performance improvement, and the creation of dynamic and effective learning environments.
Undoubtedly, a school with a rich and supportive culture can provide the ideal environment for

the intellectual, emotional, and professional growth of its teachers.

Data availability statement

The original contributions presented in the study are included in the article/supplementary material, further inquiries
can be directed to the corresponding author.

Ethics statement

The studies involving human participants were reviewed and approved by the ethics committee of Islamic Azad
University. The patients/participants provided their written informed consent to participate in this study.

Author contributions

S. F.S.N., M.J.P. and K.S. contributed to the study conception and design, material preparation, data collection, and
analysis. All authors contributed to the article and approved the submitted version.

Funding

The authors did (not) receive support from any organization for the submitted work.

Conflict of interest

The authors declare that the research was conducted in the absence of any commercial or financial relationships that

could be construed as a potential conflict of interest.


http://ijer.hormozgan.ac.ir/article-1-427-en.html

[ Downloaded from ijer.hormozgan.ac.ir on 2025-08-20 ]

Iranian Journal of Educational Research, Volume 4, Issue 3, 2025

References

Akgiin, A. E. (2020). Team wisdom in software development projects and its impact on project
performance. International Journal of Information Management, 50, 228-243.

Amtu, O., Souisa, S. L., Joseph, L. S., & Lumamuly, P. C. (2021). Contribution of leadership,
organizational commitment and organizational culture to improve the quality of higher
education. International Journal of Innovation, 9(1), 131-157.

Aydin, B. (2018). The role of organizational culture on leadership styles. MANAS Sosyal
Arastirmalar Dergisi, 7(1), 267-280.

Bani-Melhem, S., Shamsudin, F. M., Abukhait, R., & Al-Hawari, M. A. (2023). Competitive
psychological climate as a double-edged sword: A moderated mediation model of organization-
based self-esteem, jealousy, and organizational citizenship behaviors. Journal of Hospitality
and Tourism Management, 54, 139-151.

Brown, S. C., & Greene, J. A. (2006). The wisdom development scale: Translating the conceptual
to the concrete. Journal of college student development, 47(1), 1-19.

Chib, S. (2019). Facilitating employee retention through employee engagement and organization
commitment. Journal of Information and Computational Science, 9(9), 478-488.

Denison, D., Nieminen, L., & Kotrba, L. (2014). Diagnosing organizational cultures: A conceptual
and empirical review of culture effectiveness surveys. European Journal of Work and
Organizational Psychology, 23(1), 145-161.

El Abdou, R., A Hassan, H., & M Badran, F. (2022). Organizational silence as perceived by staff
nurses and its relation to their self-efficacy. Egyptian Journal of Health Care, 13(4), 1417-
1430.

Elangovan, A., & Suddaby, R. (2019). Solomons for our times: Wisdom in decision-making in
organizations. Organizational Dynamics, 49(1), 100708-100708.

Hidalgo-Pefiate, A., Nieves, J., & Padron-Robaina, V. (2022). The influence of employees’
knowledge, organisational commitment, and culture on the innovativeness of vocational

educational. Knowledge Management Research & Practice, 20(5), 755-766.


http://ijer.hormozgan.ac.ir/article-1-427-en.html

[ Downloaded from ijer.hormozgan.ac.ir on 2025-08-20 ]

Impact of Organizational Culture on Organizational Wisdom, Organizational Commitment | Khorshidi et al. 13

Hngoi, C. L., Abdullah, N.-A., Wan Sulaiman, W. S., & Zaiedy Nor, N. 1. (2023). Relationship
between job involvement, perceived organizational support, and organizational commitment
with job insecurity: A systematic literature review. Frontiers in psychology, 13, 1066734,

Izak, M. (2013). The foolishness of wisdom: Towards an inclusive approach to wisdom in
organization. Scandinavian Journal of Management, 29(1), 108-115.

Kargas, A. D., & Varoutas, D. (2015). On the relation between organizational culture and
leadership: An empirical analysis. Cogent Business & Management, 2(1), 1055953.

Kase, T., Ueno, Y., Shimamoto, K., & Oishi, K. (2019). Causal relationships between sense of
coherence and life skills: Examining the short-term longitudinal data of Japanese youths.
Mental Health & Prevention, 13, 14-20.

King, G., McPherson, A. C., Kingsnorth, S., & Gorter, J. W. (2022). The transformative nature of
residential immersive life skills programs: Integrating findings from a five-year prospective
study of program opportunities, youth experiences, and outcomes. International Journal of
Environmental Research and Public Health, 19(23), 15865.

Lara, Y. L. P, Castro, D. M. R., & Sanabria, W. N. S. (2024). Fundamentacion teoérica sobre
inteligencia emocional y su gestion a través del teatro en educacion bésica primaria. Praxis
Pedagogica, 24(37), 8-30.

Mora Cortez, R., & Johnston, W. J. (2019). Cultivating organizational wisdom for value
innovation. Journal of Business & Industrial Marketing, 34(6), 1171-1182.

Pan, C., Abbas, J., Alvarez-Otero, S., Khan, H., & Cai, C. (2022). Interplay between corporate
social responsibility and organizational green culture and their role in employees’ responsible
behavior towards the environment and society. Journal of Cleaner Production, 366, 132878.

Pinheiro, P., Raposo, M., & Hernandez, R. (2012). Measuring organizational wisdom applying an
innovative model of analysis. Management decision, 50(8), 1465-1487.

Rowley, J., & Slack, F. (2009). Conceptions of wisdom. Journal of information science, 35(1),
110-119.

Safi Khani, R., Pardakhtchi, M. H., Kavousy, E., & Ahmadi, G. (2025). Organizational Culture
Model among Clinical Staff of Ministry of Health and Medical Education: A Validation Study
[Original]. Iranian Journal of Educational Research, 4(2). http://ijer.hormozgan.ac.ir/article-1-

344-en.html



http://ijer.hormozgan.ac.ir/article-1-344-en.html
http://ijer.hormozgan.ac.ir/article-1-344-en.html
http://ijer.hormozgan.ac.ir/article-1-427-en.html

[ Downloaded from ijer.hormozgan.ac.ir on 2025-08-20 ]

14

Iranian Journal of Educational Research, Volume 4, Issue 3, 2025

Salehi, A., Karimian, H., & Sharifirad, G. (2023). The Model of Knowledge Management
Components Relationships using Structural Equation Modeling. [ranian Evolutionary
Educational Psychology Journal, 5(1), 250-258.

Stone, D. L., & Deadrick, D. L. (2015). Challenges and opportunities affecting the future of human
resource management. Human Resource Management Review, 25(2), 139-145.

Triguero-Sanchez, R., Pefia-Vinces, J., & Ferreira, J. J. M. (2022). The effect of collectivism-based
organisational culture on employee commitment in public organisations. Socio-Economic
Planning Sciences, 83, 101335.

Yu, J.,, Xie, C., & Huang, S. S. (2022). Effect of perceived job risk on organizational conflict in
tourism organizations: Examining the roles of employee responsible behavior and employee
silence. Journal of Hospitality and Tourism Management, 53,21-31.

Zaidman, N., & Goldstein-Gidoni, O. (2011). Spirituality as a discarded form of organizational
wisdom: Field-based analysis. Group & organization management, 36(5), 630-653.


http://ijer.hormozgan.ac.ir/article-1-427-en.html
http://www.tcpdf.org

