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Abstract

This study aims at examining teachers’ perceptions of happy work environment within PERMA [positive
emotions (P), engagement (E), positive relationships (R), meaning (M), accomplishment (A)] model, a
well-being model in positive psychology. Phenomenological research design was used in this study and a
group of 17 teachers formed the participant group in the study. The participants are graduate students at
Department of Educational Administration at Gazi University, Institute of Educational Sciences during
2017-2018 academic year. The participants are working in different positions of at the Ministry of Nati-
onal Education in Turkey. In the study, data on a happy work environment has been obtained through a
fully structured interview form. The results of the study suggest that teachers’ expressions about a happy
work environment mostly emphasized the context of positive relations; this is followed by the expressi-
ons of positive emotions, accomplishment, engagement and lastly the meaning dimension of PERMA.
Based on the results of research, it can be argued that the PERMA model provides a useful framework
for defining a happy school environment, and there is a need for programs or interventions in schools to
make use of this model.
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Oz

Bu arastirmada, dgretmenlerin mutlu bir is ortamina iligkin algilarmi, pozitif psikoloji literatiiriindeki
mutluluk modellerinden biri olan PERMA [positive emotions (P) /pozitif duygular, engagement (E) /
baglanma, relationships (R) /iliski, meaning (M) /anlam, accomplishment (A) /basar1) modeli kapsamin-
da degerlendirmek amaclanmaktadir. Nitel aragtirma tiiriindeki bu ¢alismada fenomenoloji arastirma
deseni kullanilmistir. Arastirmanin galigma grubu, Gazi Universitesi, Egitim Bilimleri Enstitiisii, Egitim
Yonetimi Bilim Dalr’'nda 2017-2018 akademik yilinda lisansiistii egitim goren ve Tiirkiye’de Milli Egitim
Bakanligi'na bagli resmi kurumlarda gorev yapan toplam 17 §gretmenden olusmaktadir. Aragtirmada
yapilandirilmig goriisme formu araciligryla mutlu bir is ortamina iligkin veriler elde edilmistir. Aragtirma
sonuglarma gore, 6gretmenlerin mutlu bir ig ortamina iligkin ifadelerinde pozitif iligkiler baglaminin vur-
gulandigs; bunu sirasiyla olumlu duygular, basari, baglanma ve son olarak anlam boyutundaki ifadelerin
izledigi goriilmiistiir. Arastirma sonuglarindan hareketle PERMA modelinin mutlu bir okul ortamini ta-
nimlamada yararlt bir cerceve olusturdugu, okullarda bu modelden yararlanmak icin onu uygulamaya
doniistiirecek programlara veya miidahalelere ihtiya¢ duyuldugu ileri siiriilebilir.
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Introduction

The fact that organizations are not mechanical structures in social systems
has contributed to the concentration of attention on individual and individual
behavior. Individuals do not always act within the framework of bureaucratic
expectations while acting on behalf of their organizations as employees, they also
reflect their subjective situations to the business life. The Hawthorne Survey con-
ducted by Elton Mayo and colleagues in the first half of the twentieth century
reveals this fact (Mayo, 2004). In this context, organizations structured accor-
ding to classical organization theories and organizations structured according to
neoclassical organization theories have different effects on employee happiness
(Ouchi and Johnson, 1978).

It is seen that employees are happier in organizations where there is a low
level of specialization, collective decision-making processes are run and staff mo-
bility is low compared to the organizations where there is a high level of specia-
lization, decisions and responsibilities are taken individually and there is a high
level of personnel mobility (Ouchi and Johnson, 1978). Depending on the orga-
nizational culture, there occurs a difference in the perception of happiness of
the employees. Williams, Kern, and Waters’ (2015) study showed that as school
staff increased their perceptions of a virtuous culture, so did their perceptions of
happiness. This shows that organizational structures and organizational culture
have an impact on organizational happiness.

Employee happiness may also be influenced by situations or characteristics
of individuals or groups. Employees’ psychological capital and virtue perceptions
are seen as important factors explaining happiness in the workplace (Williams et
al., 2015). Personality structure, which is an individual trait, is also an important
variable explaining happiness (Dogan, 2013; Sun, Kaufman and Smillie, 2018).
Individual characteristics such as originality and spiritual orientation (Aydogan,
Ozbay and Biiyiikoztiirk, 2017) can also be associated with happiness.

It is seen that many desired outcomes are obtained in organizations that
have a happy work environment and there are many positive qualities in emp-
loyees in these environments. In organizations with happy employees, people
have more positive personality traits (Dogan, 2013; Sun et al., 2018), and exhibit
better organizational performance (Boehm and Lyubomirsky, 2008; Cindiloglu
Demirer; 2019), have more satisfaction of work (Wright and Bonett, 2007) and
experience more life satisfaction (Kern, Waters, Adler and White, 2015; Medve-
dev and Landhuis, 2018), their quality of life is high (Medvedev and Landhuis,
2018), and their beliefs about their competence increase (Critchley and Gibbs,
2012). Waters’ (2011) research results show that increased practices in positive

774



Happy Work Environment

psychology in schools as work environments also lead to increased well-being,
positive relationships, and high performance.

For organizations that do not have a happy work environment, it is seen that
they are more likely to encounter unwanted situations and have negative quali-
ties on behalf of the organization. Negative personality traits are more common
in organizations with unhappy employees (Dogan, 2013), employee loneliness
(Yurcu and Kocakula, 2015) and organizational silence (Mogosoglu and Kaya,
2018) are more frequent, personnel mobility (loss of workforce) is more frequ-

ent (Wright and Bonett, 2007), stress and depressive symptoms are seen more
(Kidger et al., 2016).

In this context, the impact of happiness and a happy work environment on
individual and organizational life makes it important to address this phenome-
non thoroughly. In recent years, one of the important models of happiness with
positive psychology approach has been proposed by Seligman (2011): PERMA
[positive emotions (P), engagement (E), positive relationships (R), meaning (M)
and accomplishment (A)]. This model and organizational happiness which cons-
titutes the conceptual basis of this research are explained below.

Happiness

Happiness is a phenomenon that many thinkers and scientists have worked
on since the early philosophers and tried to define this concept with different
dimensions. For example, Aristippus, one of the early Greek thinkers, took hap-
piness in the axis of pleasure and defined it as to increase what please us, give us
pleasure and minimize our dissatisfaction or painful emotions. Aristotle, on the
other hand, described happiness as meaningful and unlike regarding it as plea-
sure, he defined it as doing things which are worth of doing (Grenville-Cleave,
2016).

From a historical perspective, although it has been a subject discussed for a
very long time, differences in thinking about happiness and the components of
a good life still persist (Eryilmaz, 2014). However, these differences observed
in the definitions of happiness by Aristippus and Aristotle reflect the views of
the two most important philosophical approaches in this field (Moneta, 2014).
While hedonic and hedonistic approaches treat the purpose of life as the positi-
ve experience experienced at the highest possible level (Kahneman, Diener and
Schwarz, 1999), within the eudaimonic approach, happiness is associated with
virtuous living and being directed towards perfection rather than feeling pleasu-
rable and self-fulfilling towards perfection (Ryan and Deci, 2001). However, in
the recent literature, it has been argued that happiness does not take place at a
dimension between these two approaches, and that these two approaches may be
related to each other and that happiness may be more comprehensive than one
dimension (Ryft, 1989).
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Different views on happiness have encouraged the development of multidi-
mensional happiness approaches (Ryan and Deci, 2001). In this context, Martin
Seligman was one of the theoreticians who approached happiness as multidimen-
sional especially in the field of positive psychology (Butlerve Kern, 2016). Selig-
man in his theory, which he named as authentic happiness firstly, suggested that
well-being is a structure that emerges from different components rather than so-
mething (Seligman, 2002). Making changes to his theory of authentic happiness
over time, Seligman finally reformed happiness as a PERMA model and iden-
tified five sub-components that contributed to well-being, but were insufficient
to explain well-being alone. The PERMA model is abbreviated with the initials
of these five sub-dimensions, which are identified as positive emotions, engage-
ment, relationships, meaning, and accomplishment (Seligman, 2011).

The positive emotions component of happiness includes emotions such as
pleasure, enthusiasm, comfort and pleasure, which include the perspective of he-
donic approaches to happiness (Diener, 2000). The engagement component can
be defined by the intense feeling and self-immersion experience of the individual
for his / her activity, purpose, organization or any job (Khaw and Kern, 2014). In
the third dimension, relationships are defined as the integration of the individual
with the society in which he / she lives and establishing good relations considering
that happiness is connected with social relations (Taga, 2006). In the meaning
dimension, similar to the views of the eudaimonic approach towards happiness,
importance is given to the purpose of life and finding meaning in the life of the
individual. In the dimension of accomplishment as last component of happiness,
it shows that an individual specializes in a particular job and gains competence
(Butler and Kern, 2016). Seligman (2011) stated that it is not enough to explain
happiness in a single dimension and by taking advantage of these concepts asso-
ciated with happiness and the hedonic and eudaimonic approaches put forward
for the well-being in the literature, he put forward the PERMA model as a mul-
tidimensional structure of happiness with a holistic approach.

Organizational Happiness

Happiness phenomenon, which is a topic being studied often in psychologi-
cal literature is attracting interest at the organizational level, especially in recent
years, that is why various studies related to organizational happiness have been
made in Turkey about this topic (Arslan, 2018; Arslan and Polat, 2018; Bulut,
2015; Cindiloglu Demirer, 2019; Mogosoglu and Kaya; 2018; Ozen, 2018). Howe-
ver, it is still noteworthy that many different concepts related to happiness, such
as job satisfaction and job-oriented emotions, are important in organizational re-
searches and are discussed in many studies as both dependent and independent
variables (Brief, 1998). There is a similar situation in terms of educational orga-
nizations. It is possible to examine some organizational topics such as positive
psychology (Hoy and Tarter, 2011), well-being (Devos, Bouckenooghe, Engels,
Hotton and Aelterman, 2007), psychological endurance (Sezgin, 2009), authentic
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leadership (Begley, 2001, 2006; Branson, 2007), teacher empowerment (Bogler
and Somech, 2004; Marks and Louis, 1999) in terms of happiness in educational
organizations.

In the related literature, as the concept of happiness does not have a single
definition and includes a multi-dimensional structure, it is seen that organizati-
onal happiness is also considered in many aspects and defined within different
dimensions. For example, Fisher (2010) describes organizational happiness as
the happiness or positive affect experienced in the workplace / organization, and
argues that organizational happiness is an umbrella concept that involves a num-
ber of different structures, such as satisfaction-containing judgments such as po-
sitive attitudes or satisfaction-containing experiences such as positive emotions.
Pryce-Jones (2011) defines organizational happiness as a mind structure that ma-
ximizes the performance of the individual and activates the individual to use his /
her own potential at the highest level and states that it is important to realize the
experiences of the individual while working in order to achieve organizational
happiness. Arslan (2018, p. 17) defined organizational happiness as “the posi-
tive and negative feelings in the workplace and the meaningfulness of the work
performed and the degree of setting his potential to work” in his doctoral thesis.

In addition to the differences in the definitions of organizational happiness,
there are various opinions about the factors that are effective in ensuring that
individuals are happy in the organizations they are involved. Warr (2007) emp-
hasized environmental characteristics in organizational happiness and stated
that characteristics such as personal control opportunity, skill use opportunity,
diversity and environmental openness are important. Chaiprasit and Santidhi-
raku (2011), on the other hand, found that variables such as meaning of work,
organizational values, relationships, quality of life and leadership were critical
in organizational happiness. On the other hand, Sirota, Mischkind and Meltzer
(2005) stated that friendship, success and equality factors in the workplace are
more important in creating happy organizational environment. As a result, when
the related literature is examined, it is seen that organizational happiness can be
affected by many different variables, both personal and environmental (Fisher,
2010).

When the studies investigating the factors affecting organizational happi-
ness are examined in the related literature, it is seen that their findings differ, but
the most important common feature of these studies is that they emphasize the
importance of organizational happiness. As a matter of fact, organizational hap-
piness is considered as one of the most important variables affecting individuals
to lead a happy life (Frey and Stutzer, 2001). Gavin and Mason (2004) stated that
individuals should work in a good work environment for a good life. In addition,
it is asserted that organizational happiness contributes to individual happiness
as well as to provide better performance in the workplace (Nelson and Knight,
2010), and many studies have been found to increase organizational effectiveness
by increasing the level of employee happiness in the workplace (Staw, Sutton and
Pelled, 1994; Wrigh, Bonett and Sweeney, 1993).
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Excessive research on the negative aspects of organizations requires more
focus on phenomena that evokes positive associations in minds such as peace,
happiness, wisdom, creativity and optimism in organizations (Hoy and Tarter,
2011). In this context, the relevant literature has been researched in this study
and it is aimed to examine the perceptions of teachers working in educational
organizations on “a happy work environment” and to contribute to that happi-
ness is held in the organizational dimension. In this context, the definitions and
explanations obtained from the teachers are taken into consideration by happi-
ness theory based on PERMA model by Martin Seligman, one of the founders
of positive psychology. By using PERMA model components in this qualitative
study it investigates the phenomenon of a happy work environment and aimed to
examine participant ideas on the themes as;

1. How they define a happy work environment,

2. How they evaluate the factors or components that are effective for a
happy work environment,

3. What are their experiences in a happy work environment?

Methodology

Research Design

This study of qualitative research employed phenomenological research
model. Phenomenology is a widely used concept such as philosophy, a study pa-
radigm, an explanatory theory or a perspective of social sciences (Patton, 2014).
Patton (2014) argues that phenomenology or phenomenological approaches in-
vestigate how an individual interprets his or her own experiences and personally
or collectively turn them into their consciousness. Thus, the current study aimed
at exploring teachers’ expressions and descriptions of a happy work environment
based on their own interpretation and perception and ideas on the topic.

Participants

The participants of the study included totally 17 teachers who were working
at public schools of Ministry of Education in Turkey and getting their education
in the Department of Educational Administration at Gazi University in 2017-
2018 during spring semester academic year. Participants’ age differs from 24 to
46 with an average of 32. Demographic information of the participants is presen-
ted in Table 1 below.
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Table 1.
Demographic Information of Participants
Variable f %
Gender Women 13 76.4
Men 23.6
Marital Status Single 529
Married 47.1
Level of Education Bachelor 12 70.6
Master 5 29.4
Doctorate - -
Total 17 100

Data Collection Tools

In the study, a fully structured interview form was used to collect data. This
interview form consisted of five questions, all of which emphasized to give par-
ticipants opportunity to express their ideas and opinions about a happy work

environment and experiences of happiness in work environment.

The questions of the form are listed below:

1. How do you describe a happy work environment? With which expressi-

ons do you describe a happy work environment?

2. What are the factors creating a happy work environment?

3. What are the main components of a happy work environment?

4. When you consider/think of your own working environment, what are
the situations or incidences in which you feel yourself happy?

5. Could you tell about the case studies or incidences from your experien-

ces that you associated with a happy work environment?

Data Analysis

The content analysis was used in the study as an analysis method of qualita-
tive design. The framework of the content analysis was based on PERMA model
of happiness and its five components developed by Seligman (2012). PERMA

components, as the categories of the analysis, are listed below:
e Positive Emotions
* Engagement
*  Relationship
*  Meaning

e Accomplishment
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Validity and Reliability

Data obtained from participants was analyzed through several stages to en-
sure the validity and reliability of the study. These stages are stated below:

Firstly, a fully structured interview form was developed as the data col-
lection tool of the study. In the process of development of the form,
both literature on organizational happiness and research concerning
PERMA model were investigated.

The interview form was developed on the basis of this investigation
and sent to three experts for evaluation of its contents and method to
establish construct validity of the form. Two of the experts were from
Educational Administration Department and had conducted research
on organizational happiness and one of them was from Guidance and
Psychological Counseling Department and had been studying models
of happiness. Considering the feedbacks from experts, the form was
reevaluated and completed.

Secondly, the interview form was given to two volunteer teachers de-
mographically similar to the participants of the study to examine its
practicality and to examine the questions’ clarity. After considering fe-
edbacks and ensuring clarity of the questions, the form was completed
and given to the participants of the study.

After collecting data, all the answers from participants were examined
one by one with regard to PERMA model of happiness in the group
meetings including all researchers of the study.

In group meetings, researchers discussed to which category of PER-
MA model each sentence of participants’ expressions was related. The
expressions on which researchers could not reach a joint decision were
separated for further examination and for additional expert opinion.
At the end of the group meetings, all the participants’ expressions were
matched with the categories of PERMA.

The participants’ expressions and the categories they are matched with
were sent to three experts different from researchers of the study. The
experts were selected based on the criteria that they have previously
studied on the model of PERMA.

The experts examined the accuracy of the match between expressions
and PERMA categories and gave opinion about the expressions that
the researchers could not agree on. At the end of their evaluation, the
experts were asked to mark “Appropriate” or “Not Appropriate” for
each match and write suggestions if they found necessary.

After collecting experts’ opinions, inter rater reliability was measured
to estimate the agreement among raters to ensure the reliability of their
responses. For this purpose statistic of Kappa was used.
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* Assessing inter rater reliability, Kappa was first developed to measure
of adjusted agreement between two raters by Cohen (1960) and later
adapted for 3 or more raters by Fleiss (1971). Considering that the ex-
pert opinions were gathered for a binary outcome from three experts in
the study, Fleiss Kappa statistics was calculated with the use of http://
justusrandolph.net/kappa/.

* Fleiss kappa coefficient was calculated as 94.51%. Landis and Koch
(1977) suggested that for agreement, 80% and more among raters, the
results could be interpreted as high agreement. Thus it can be said that
the inter rater reliability has been found high in the study.

Findings

The findings of the study was gained by examining the expressions of the
participants about the research questions of the study according to five categori-
es of PERMA model as positive emotions, engagement, relationships, meaning
and accomplishment.

The data derived from the study was analyzed considering three themes inc-
luding the research questions of the study and five categories of PERMA. In the
study, research questions asking participants to make the description of a happy
work environment, to describe the factors affecting a happy work environment
and the components of a happy work environment and lastly to tell about the ex-
periences making participants feel happy at their work environment are regarded
as the themes of the study while components of PERMA model are considered
as categories in the analysis and findings of the study.

Furthermore, the results of the study including the examination of the par-
ticipants’ expressions on the three research themes in relation to the categories
of PERMA model are stated with frequency and percentage in Table 2 below.
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Table 2.
Examination of the participants’ expressions about research themes according to
PERMA model

8 P E R M A Total
5 Positive — . . ota
féo Emotions Engagement Relationships Meaning Accomplishment
Themes S f % £ % i % f % i % %
A happy work
environment 22 15,4 13 9,1 16 11,2 5 7.5 11 16.4 67 46,9
description
Factors or compo-
nentsofahappy 5 54 4 28 29 203 - - 4 28 42 293
work environ-
ment
Happy work
environment 5 35 1 0,7 17 11,9 2 111 9 27.8 34 238
experiences
Total 32 224 18 126 62 433 7 49 24 16.8 143 100

Table 2 shows the quantitative results including percentage values and the
number of teachers’ expressions about research themes and their relation to
PERMA categories.

Investigating Table 2 with respect to the research themes, it is seen that most
of the participant expressions concentrated on the description of a happy work
environment and they are followed by factors and components of a happy work
environment and lastly by happy work environment experiences. Thus, it can be
interpreted that participants of the study found describing a happy work environ-
ment more comfortable than answering the other questions related to the other
two research themes.

Table 2 can be also examined considering the components of PERMA mo-
del as the research main categories used in the analysis of the study. Table 2
shows that most of the participants’ expressions on the research themes are fo-
und to emphasis the category of positive relations at work environment. It is
followed by the categories as positive emotions, accomplishment, engagement
and lastly meaning. This finding can be interpreted as that for the participants of
the study working at public schools; a happy work environment is related mostly
to having positive relations with others at work environment and rarely to finding
meaning in life.

The findings derived from participants’ expressions and their relation to the
research categories of PERMA are examined for each research theme separately
below.
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A Happy Work Environment

As the first theme of the study, participants were asked to “describe a happy
work environment” and their descriptions and expressions on the topic were exa-
mined in accordance with the categories of PERMA model.

Investigating Table 2, it can be seen that most of the participants’ expres-
sions and descriptions of a happy work environment are found related to the
category of positive emotions. It shows that participants mostly describe a work
environment happy when they experience mostly positive emotions in that work
environment.

Samples of the participants’ direct expressions about describing a happy
work environment are stated below.

Positive Emotions: “I feel myself peaceful and psychologically relaxed at a
happy work environment.” “I am energetic and enthusiastic at a happy work envi-
ronment.”

Engagement: 4 happy work environment is a place which you long to go in
the mornings and do not want to leave at the end of the working hours.” “If you jog
to work, it means you have a happy work environment.” “The place I jog to go and
where the time flies fast.” “In a happy work environment, I can work more without
considering the conception of time.”

Relationships: “The places where the work is done collaboratively.” ‘A place
where everybody spends time without putting any pressure on each other can be desc-
ribed as a happy work environment.” ‘A trust environment where all workers respect
each other and have a strong organizational structure.” “It is a place where the ad-
ministrator and colleagues support each other.”

Meaning: “It is what I do in my current work; it is getting more than financial
earnings, more about spiritual satisfaction.” “In a happy work environment, I think
I have chosen the right work for me.” “I find myself in a happy work environment.”

Accomplishment: “If you think how to excel that day’s work while going to job,
you have a happy work environment.” “The place where effective work is planned
and implemented.” “I feel myself more productive in a happy work environment.”
“I want to create new projects in a happy work environment.” “I motive myself to be
effective in my own field in a happy work environment.”

Factors and Components of a Happy Work Environment

As the second theme of the study, participants were asked to “describe
the factors affecting a happy work environment and to list the components of
a happy work environment” and their descriptions and expressions on the topic
were examined in accordance with the categories of PERMA model.

Table 2 shows that most of the participants’ expressions and descriptions
about the factors and components of a happy work environment are found rela-
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ted to the category of positive relations. It can be interpreted as that participants
mostly regarded having positive relations at a work environment as an important
factor affecting happiness at that environment and as a crucial component of a
happy work environment.

Samples of the participants’ direct expressions about describing and explai-
ning the factors and components of a happy work environment are stated below.

Positive Emotions: “Being at a peaceful environment makes me satisfied.”
“For me the components of a happy environment are to feel trust and respect.”

Engagement: “I think organizational culture is a must component of a happy
organization.” “Organizational structure is very important for happy work environ-
ments.” “In fact when everybody becomes responsible in work environments, we will
be very happy.”

Relationships: “Mostly the positive relations I have with my colleagues make
me happy.” “If there are administrators with leadership skills in the organization, you
work happily.” “For example if you get along well with your administrators, you will
have a happy work environment.” “Everybody including administrators and wor-
kers can create a happy work environment.” ‘All workers affect happy work envi-
ronments.” “If you work cooperatively, the environment becomes happy anyway.”
“The components of a happy work environment are social activities and team spirit.”
“Relations and the teams are the most important components.” “Cooperation and
mutual respect are the essentials of a happy environment.” “Friendship is more im-
portant than anything else.”

Accomplishment: “I think the most crucial component is the occupational
efficacy. At the end, we are there to do our jobs.” “Productivity is the most important
component.” “If the workers are productive, the work environment becomes happy.”

Experiences of a Happy Work Environment

As the last theme of the study, participants were asked to “describe and
explain the experiences and incidences when they have felt happy at their own
work environments” and their descriptions and expressions on the topic were
examined in accordance with the categories of PERMA model.

Table 2 shows that most of the participants’ expressions and descriptions
about their experiences of happiness at their work environment are found rela-
ted to the category of positive relations. It can be said that participants mostly
explained the cases or incidences as the experiences of a happy work environ-
ment when they have felt cared, loved, and supported by their colleagues, sho-
wing how important to have positive relations at work environments.

Samples of the participants’ direct expressions about describing their expe-
riences of a happy work environment are stated below.

Positive Emotions: “I become happy when I feel valued.” “Noncompulsory
cheerful and entertaining activities remind me of a happy work environment.”
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Engagement: “In an organization, having workers who are willingly working
a lot of overtime without gaining any financial earnings or expecting anything in
return and their sacrifices to solve problems in their works is a sign of a happy work
environment.”

Relationships: “I feel happy when I have mutual love and respect.” “I feel
happy at a happy work environment when I have healthy relations based on trust and
respect.” “Working cooperatively with my colleagues motivates me.” “I had been in a
work environment where everybody was helping and supporting each other.” “Having
a positive and supportive administrator can make the work environment happy, that
is an example.” “Once all of the workers have had volunteered to work for one of the
colleagues who passed away.”

Meaning: “I become happy when I feel I am doing something beneficial.” “I
feel myself happy at work environment when I feel I serve a purpose.”

Accomplishment: “/ become happy when I feel successful.” “I feel myself happy
when my work is appreciated.” “When the prejudices towards my lesson was over-
come and my lesson loved by my students” “I remember one of my colleagues was
happy when he got a plaque for his successful work.”

Discussion, Conclusion and Suggestions

When the findings of the study were examined in general, it was seen that
the teachers as the participants of the study used more expressions to define a
happy work environment than to explain their experiences of organizational hap-
piness. In the study, when the expressions related to a happy work environment
were examined according to the PERMA model, it was found that the expres-
sions were found mostly related to category of positive relationships. This was
respectively followed by expressions of positive emotions, accomplishment and
engagement. The PERMA component, which is the least involved in the exp-
ressions of the participants about a happy work environment, is the meaning
dimension.

The results of the research showed that the participants used expressions
about emphases the importance of positive relationships, positive emotions and
accomplishment especially when defining a happy work environment, evaluating
effective factors or stating components of a happy work environment or talking
about happiness experiences at their work environment. This result is consistent
with many studies in the literature. The Great Place to Work Institute bases or-
ganizational happiness on three important characteristics: trust in the employer,
pride in the work done, and satisfaction with the people who work (Fisher, 2010).
Also, in the definition of a happy work environment done by Sirota et al. (2005)
it has been similarly found that three criteria for a happy work environment are
equality, success and positive relationships between employees. Brief and Weiss
(2002) supported the findings of the study by stating that positive emotions are
important for a happy work environment within the context of organizational
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happiness. In this context, it can be said that this current study finding are sup-
ported by the literature that emphasizes positive relationships, positive emotions
and accomplishment for a happy work environment.

The results of the study showed that the expressions of the participants abo-
ut a happy work environment were produced in the context of positive relations-
hips. In this context, a school environment in which participants cooperate, emp-
loyees do not exert pressure on each other and not seek each other’s deficiencies,
relations are carried out respectfully, a common understanding is developed in
the form of all employees rather than the distinction between manager and ma-
naged, there is team spirit, friendship relations are good and employees trust and
consult with each other can be regarded as a happy work environment. Similar
to this finding, many studies on teachers” happiness have shown the importance
of good ties between teachers and supportive relationships between teachers and
administrators (Little, 1982; Sargent and Hannum, 2005). Regarding this, Dut-
ton (2003) states that it has been better understood recently that good relations
developed among colleagues are a very important source of employee happiness.

When the expressions regarding a happy work environment are examined,
it is seen that positive emotions take the second place. It has been stated by the
participants that a happy school is a place in which the individual feels peaceful
and psychologically comfortable, enthusiastic and high-energetic, value himself,
has fun and spends enjoyable time, and has the feeling of trust and respect.

In the study, one out of every six statements about the happy work environ-
ment of the participants is related to success. Teachers have linked happiness to
schools where they can work effectively, have a sense of accomplishment, see
their success appreciated, and experience professional competence. Similar to
this finding, Fisher (2008) stated that the level of performance and success per-
ceived by employees is an important determinant of happiness in the workplace.
Some other studies in the related literature also revealed a positive relationship
between organizational happiness and organizational performance (Boehm and
Lyubomirsky, 2008; Cindiloglu Demirer; 2019).

In the study, it was seen that participants expressed a relatively less opinion
about a happy work environment in terms of engagement. Teachers have descri-
bed the school as a happy school where they go with love and do not want to lea-
ve, do not understand how time passes, that the work is not limited to the concept
of time, and that there is an organizational culture that connects individuals to
each other. It is seen in the literature that engagement in the work environment
is examined related to the concept of flow, and it is considered as intense expe-
riences with commitment and intrinsic motivation. Similar to the findings of this
study, Csikszentmihalyi (1990) states that engagement is composed of experien-
ces in which time flies away and one concentrates intensely on his work, and Di-
ener (2000) states that evaluations of these flow experiences result in happiness.

It was seen that meaning category of PERMA was stated rarely in the exp-
ressions of the participants about a happy work environment. Teachers stated
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that the school where they were looking for spiritual pleasures rather than mate-
rial expectation, who believed that they were doing the right job, who found their
own meaning, who discovered themselves and found themselves useful is a happy
school. Similar to these findings, there are studies showing that individuals’ belief
that their work is meaningful is highly associated with happiness (Baumeister,
1991). However, in this study, the positive relationships were found mostly in
the participants’ expressions of a happy work environment, while the meaning
category was rarely seen. Similar to this, Kern et al. (2015) stated in their rese-
arch testing PERMA model, they found that the items of meaning category were
highly correlated with the items of positive relations category and were collec-
ted in positive relationships category. A similar situation may have arisen in this
study. Participants may have attributed the meaning more to relationships, and
may have put forward opinions within the context of relationships. It can be argu-
ed that this situation is also related to organizational culture. In relationship-ori-
ented societies, meaning can be sought in social ties (Uchida and Ogihara, 2012).

The results of this study were examined within the framework of the PER-
MA model. Waters (2011) argued that this model would have a useful function
in supporting a positive educational environment, especially for educational le-
aders. To benefit from the PERMA model in schools, programs or interventions
are needed to turn this model into practice. Critchley and Gibbs (2012) found that
positive psychology practices in schools lead to an increase in self-efficacy beliefs
of school staff. Similarly, Waters’ (2011) study showed that positive psychology
programs in schools were positively correlated with student well-being, positive
relationships, and academic performance.

Using the findings of this research, it is predicted that increasing programs
for positive psychology can produce effective results for schools in order to turn
schools into a happy work environment and it is recommended that policy makers
and practitioners implement programs in this direction. For these programs to
be implemented in schools, it would be appropriate to turn the school into a pro-
fessional learning community (attachment and positive relationships). Because
there is more happiness in organizations where cooperation between employees
is developed instead of applying the instructions from top to bottom, support
for colleagues is increased and employees are more proactive in managing chan-
ge (Critchley and Gibbs, 2012). It is also considered important to facilitate the
spread of positive emotions (positive emotions) among this community, to make
sense of the school and any actions that take place in this community (meaning),
and to ensure the happiness of these communities by achieving their individual
or collective goals (accomplishment).

This study suggests some important findings but also has some limitations.
As in many qualitative studies, the data were obtained from a small working gro-
up in a narrow environment. Therefore, it is difficult to produce general results
from research data. It is thought that larger scale studies on the phenomenon of
happiness at work environment and using different data tools together will have
a more general and more widespread effect.
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Tiirkce Siiriim

Giris

Sosyal sistemlerde Orgiitlerin mekanik yapilar olmadig1 gercegi, ilginin bire-
ye ve birey davraniglarina yogunlagsmasina katki saglamistir. Bireyler, birer calisan
olarak orgiitleri adina eylemde bulunurken her zaman i¢in biirokratik beklentile-
re uygun olarak kurallar cercevesinde hareket etmezler, kendi 6znel durumlarini
da is yasamina yansitirlar. Yirminci ytzyilin ilk yarisinda Elton Mayo ve arka-
daglan tarafindan gerceklestirilen Hawthorne Arastirmalar1 bu gercegi ortaya
koymaktadir (Mayo, 2004). Bu kapsamda klasik 6rgiit kuramlarina gore yapila-
nan Orgiitler ile neoklasik Orgiit kuramina gore yapilanan orgiitlerin calisanlarin
mutluluklari iizerinde farkl: etkileri bulunmaktadir (Ouchi ve Johnson, 1978).

Yiiksek diizeyde uzmanlagsmanin oldugu, kararlarin ve sorumluluklarin bi-
reysel alindig1 ve personel hareketliliginin yiiksek oldugu oOrgiitlere kiyasla dii-
stk diizeyde uzmanlagsmanin oldugu, kolektif karar alma siireclerinin isletildi-
gi ve personel hareketliligini diisiik oldugu orgiitlerde ¢alisanlarin daha mutlu
oldugu goriilmektedir (Ouchi ve Johnson, 1978). Orgiit kiiltiiriine bagh olarak
da calisanlarin mutluluk algilarinda farklilasma olmaktadir. Williams, Kern ve
Waters’in (2015) arastirmast okul personelinin erdemli bir kiiltiire iligkin algt
duzeyleri arttikca mutluluk algilarinda da artig oldugunu ortaya koymustur. Bu
durum Orgiit yapilarinin ve Orgit kiiltiiriiniin orgiitsel mutluluk iizerinde etkili
oldugunu gostermektedir.

Calisanlarin mutlulugu iizerinde birey veya gruplardan kaynakli durumlar
veya Ozellikler de etkili olabilmektedir. Calisanlarin psikolojik sermayeleri ve er-
dem algilar1 is yerindeki mutlulugu aciklayan dnemli unsurlar olarak goriilmek-
tedir (Williams vd., 2015). Bireysel bir 6zellik olan kisilik yapilar1 da mutlulugu
aciklayan 6nemli bir degiskendir (Dogan, 2013; Sun, Kaufman ve Smillie, 2018).
Bireyin 6zgiinliigii, manevi yonelimi (Aydogan, Ozbay ve Biiyiikoztiirk, 2017)
gibi 6zellikler de mutlulukla iligkilendirilebilir.

Mutlu bir ig ortamina sahip olan orgiitlerde istendik bir¢ok durumun ya-
sandig1 ve calisanlarda pozitif bir¢ok niteliklerin oldugu goriilmektedir. Mutlu
calisanlara sahip oOrgiitlerde kisilerin daha olumlu kisilik 6zelliklerine sahip ol-
dugu (Dogan, 2013; Sun vd., 2018), daha iyi orgiitsel performans ortaya koydugu
(Boehm ve Lyubomirsky, 2008; Cindiloglu Demirer; 2019), i (Wright ve Bonett,
2007) ve yasam memnuniyeti (Kern, Waters, Adler ve White, 2015; Medvedev ve
Landhuis, 2018) ile yasam kalitelerinin daha yiiksek oldugu (Medvedev ve Land-
huis, 2018), yeterliklerine iliskin inanclarinda artis oldugu (Critchley ve Gibbs,
2012) goriilmektedir. Waters’mn (2011) arastirma sonuglar1 okullarda pozitif psi-
kolojiye yonelik artan uygulamalarin iyi olus, olumlu iligkiler ve ytliksek perfor-
mansta da artig meydana getirdigini gostermektedir.



Mutlu Bir Is Ortamu

Mutlu bir is ortamina sahip olamayan orgiitlerde ise 6rgiit adina istenmeyen
durumlarla karsilasma ve olumsuz niteliklere sahip olma olasiliginin daha ytik-
sek oldugu goriilmektedir. Mutsuz ¢alisanlara sahip Orgiitlerde olumsuz kisilik
ozelliklerinin daha sik goriildiigii(Dogan, 2013), calisan yalnizliginin (Yurcu ve
Kocakula, 2015) ve orgiitsel sessizligin (Mogosoglu ve Kaya, 2018) daha fazla
yasandig1, personel hareketliliginin (is giicii kayb1) daha sik oldugu (Wright ve
Bonett, 2007), stresin ve depresif belirtilerin daha fazla oldugu (Kidger vd., 2016)
goriilmektedir.

Bu baglamda diistiniildiigiinde, mutlulugun ve mutlu bir is ortaminin birey
ve Orglit yasamu Uzerindeki etkisi, bu olgunun etraflica ele alinmasini énemli
kilmaktadir. Son yillarda pozitif psikoloji yaklagimi ile birlikte mutluluga iliskin
one siiriilen 6nemli modellerden birisi Seligman (2011) tarafindan ileri siiriilen
PERMA [positive emotions (P) / pozitif duygular, engagement (E) / baglanma,
positive relationships (R) / iligski, meaning (M) / anlam, accomplishment (A) /
basari) modelidir. Bu arastirmanin da kavramsal temelini olusturan bu model ve
orgiitsel mutluluk asagida aciklanmustir.

Mutluluk

Mutluluk, ilk ¢ag filozoflarindan giliniimiize bircok diisiiniiriin ve bilim in-
saninin tizerinde calistig, farkli boyutlariyla bu kavrami tanimlamaya calistigi,
halen iizerinde siklikla caligilan bir olgudur. Ornegin, ilk cag Yunan diisiiniirle-
rinden Aristippus, mutlulugu haz ekseninde ele alarak, bizi memnun eden, bize
zevk veren geyleri arttirmak; bizde memnuniyetsizlik yaratan veya bize aci veren
seyleri de en aza indirmek olarak tanimlamistir. Aristoteles ise mutlulugu, haz-
dan farkli olarak anlamlilik yoniiyle ele almig ve yapilmaya deger seyler yapmak
olarak tanimlamistir (Grenville-Cleave, 2016).

Tarihsel perspektiften bakildiginda ¢ok uzun bir siiredir tartisilmakta olan
bir konu olmasina ragmen mutlulugun ne oldugu ve iyi bir yasamin bilesenleri
konusundaki diigiince farkliliklari halen siirmektedir (Eryilmaz, 2014). Bununla
birlikte, Aristippus ve Aristoteles’in mutluluga iligkin yaptiklar1 tanimlamalarda
gozlenen farkliliklar bu alandaki en 6nemli iki felsefi diisiince akiminin goriisleri-
ni yansitmaktadir (Moneta, 2014). Hedonik ve hazci yaklagim ile ele alinan mut-
luluk yasamin amacini miimkiin olan en yiiksek diizeyde deneyimlenen olumlu
duygulanim olarak ele alirken (Kahneman, Diener ve Schwarz, 1999), 6donomik
bakig acisinda mutluluk erdemli yasamak ile iligkilendirilmis ve keyifli hissetmek-
ten cok bireyin kendini gerceklestirme ve miikemmellige dogru yonelmesi olarak
tanimlanmistir (Ryan ve Deci, 2001). Ancak yakin zamanlarda ilgili literatiirde
mutluluk {izerine yapilan calismalarda mutlulugun bu iki yaklagim arasinda bir
boyutta yer almadigi, bu iki yaklagimin birbirleri ile iligkili olabilecegi ve mutlulu-
gun tek boyuttan ¢ok daha kapsamli olabilecegi tartisilmistir (Ryff, 1989).

Mutluluga iligkin gelisen farkli goriisler cok boyutlu mutluluk yaklagimlari-
nin gelisimini tegvik etmistir (Ryan ve Deci, 2001). Bu kapsamda 6zellikle pozi-
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tif psikoloji alaninda mutluluga ¢ok boyutlu yaklasan kuramcilardan biri Martin
Seligman olmustur (Butler ve Kern, 2016). Seligman 6ncelikle otantik mutluluk
olarak gelistirdigi kuraminda iyi olusun bir seyden cok farkli bilesenlerle ortaya
¢ikan bir yapt oldugunu 6ne siirmiistiir (Seligman, 2002). Zamanla otantik mut-
luluk kuramu iizerinde degisiklikler yapan Seligman son olarak, mutlulugu PER-
MA modeli olarak yeniden bicimlendirmis ve iyi olusa katk: saglayan fakat tek
bagsina iyi olusu aciklamada yetersiz kalan besg alt bilesen tanimlamigtir. PERMA
modeli olumlu duygular (Positive emotions), baglanma (Engagement), olumlu
iliskiler (Relationship), anlam (Meaning) ve basar1 (Accomplishment) olarak
belirlenen bu bes alt boyut bag harfleri ile kisaltilarak adlandirilmigtir (Seligman,
2011).

Mutlulugun olumlu duygular bileseni hedonik yaklagimlarin mutluluga ba-
kis acisini igeren keyif, cosku, rahatlik ve zevk gibi duygular1 kapsamaktadir (Di-
ener, 2000). Baglanma bileseni ise bireyin yaptigi aktiviteye, amaca, drgiite veya
herhangi bir ise yonelik yogun hissi ve kendini kaptirma deneyimi ile tanimlana-
bilmektedir (Khaw ve Kern, 2014). Ugiincii boyutta yer verilen olumlu iligkiler
ise mutlulugun sosyal iligkiler ile baglantili olmasi dikkate alinarak bireyin yasa-
dig1 toplumla biitiinlesmesi ve iyi iligkiler kurmasi olarak tanimlanmstir (Taga,
2006). Anlam boyutunda ise mutluluga yonelik 6donomik yaklagimin goriiglerine
benzer olarak yasamin amacinin olmasina ve bireyin yasaminda anlam bulmasina
onem verilmistir. Mutlulugun son bileseni olan basar1 boyutunda ise bireyin be-
lirli bir iste uzmanlasip yeterlik kazanmasi ele alinmigtir (Butler ve Kern, 2016).
Seligman (2011), mutluluk ile iligkilendirilen bu kavramlardan ve literatiirde iyi
olusa yonelik olarak ortaya atilan hedonik ve 6donomik yaklagimlardan yararla-
narak mutlulugun tek bir boyutta agiklanmasinin yeterli olmadigini belirtmis ve
¢ok boyutlu bir yap1 olarak PERMA modelini ortaya koyarak mutlulugu biitiin-
leyici bir kapsamda ele almustir.

Orgiitsel Mutluluk

Bireylerin psikolojik iyilik hali agisindan psikoloji literatiiriinde siklik-
la ¢alisilan bir konu olan mutluluk olgusu Orgiitsel diizeyde de ilgi gormekte,
Tiirkiye’de 6zellikle son yillarda bu konuyla ilgili farkl calismalar yapilmaktadir
(Arslan, 2018; Arslan ve Polat; 2018; Bulut, 2015; Cindiloglu Demirer, 2019; Mo-
cosoglu ve Kaya; 2018; Ozen, 2018). Bununla birlikte 6rgiitsel arastirmalarda is
doyumu, ise yonelik duygular gibi mutluluk ile iligkili olan bircok farkli kavramin
onemli oldugu ve hem bagimli hem de bagimsiz degiskenler olarak birgok calis-
mada ele alindig1 dikkat cekmektedir (Brief, 1998).Egitim Orgiitleri agisindan da
benzer bir durum s6z konusudur. Egitim orgiitlerinde orgiitsel alanda caligilan
pozitif psikoloji(Hoy ve Tarter, 2011), iyi olus (Devos, Bouckenooghe, Engels,
Hotton ve Aelterman, 2007), psikolojik dayaniklilik (Sezgin, 2009), otantik li-
derlik (Begley, 2001, 2006; Branson, 2007), 6gretmen giiclendirme (Bogler ve
Somech, 2004; Marks ve Louis, 1999) gibi konular1 da bu kapsamda degerlendir-
mek miimkiindiir.
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Tlgili literatiirde mutluluk kavraminin tek bir taniminin olmamasi ve ¢ok bo-
yutlu bir yapiy1 icermesi ile benzer olarak orgiitsel mutlulugun da bir¢ok acidan
ele alindigi ve farkli boyutlar kapsaminda tanimlandigi goriilmektedir. Ornegin,
Fisher (2010) orgiitsel mutlulugu is yerinde/0rgiitte deneyimlenen mutluluk veya
olumlu duygulanim olarak ifade etmekte ve orgiitsel mutlulugun olumlu tutum-
lar gibi memnuniyet igeren yargilar veya olumlu duygular gibi memnuniyet ige-
ren deneyimler gibi cok sayida farkli yapiy: iceren semsiye bir kavram oldugunu
savunmaktadir. Pryce-Jones (2011) drgiitsel mutlulugu bireyin performansini en
st diizeye ¢ikaran ve bireyi kendi potansiyellerini en iist diizeyde kullanmasi
yoniinde harekete geciren bir zihin yapist olarak tanimlamig ve 6rgiitsel mutlulu-
ga ulagsmada bireyin ¢alisirken yasadig1 deneyimlerin farkina varmasinin énemli
oldugunu belirtmistir. Arslan (2018, s. 17) ise egitim orgiitlerinde gerceklestirdi-
gi doktora tez caligmasinda oOrgiitsel mutlulugu “isyerindeki olumlu ve olumsuz
duygular ile gerceklestirilen isin anlamlilig1 ve bireyin potansiyelini ise kogma
derecesini” olarak tanimlamustir.

Orgiitsel mutluluk tanimlarinin farkhilik géstermesinin yaninda bireylerin
yer aldiklar1 orgiitlerde mutlu olmalarinin saglanmasinda etkili olan faktorler
konusunda da cesitli goriisler bulunmaktadir. Warr (2007) o6rgiitsel mutlulukta
cevresel Ozellikleri vurgulamis ve kisisel denetim firsati, beceri kullanimi firsati,
gesitlilik, cevresel aciklik gibi Ozelliklerin 6nemli oldugunu belirtmistir. Chaip-
rasit ve Santidhiraku (2011) ise Orgiitsel mutlulukta isi anlamlandirma, orgiit-
sel degerler, iligkiler, is yasami kalitesi ve liderlik gibi degiskenlerin belirleyici
oldugunu bulmusglardir. Bununla birlikte Sirota, Mischkind ve Meltzer (2005)
ise is yerindeki dostluklar, basar1 ve esitlik faktorlerinin mutlu orgiitsel ortam-
lar olusturulmasinda daha 6nemli oldugunu belirtmislerdir. Sonug olarak, ilgili
literatiire bakildiginda orgiitsel mutlulugun hem kisisel hem de cevresel olmak
tizere bir¢ok farkli degiskenden etkilenebilecegi goriilmektedir (Fisher, 2010).

Tgili literatiirde orgiitsel mutlulugu etkileyen faktorleri arastiran cahismala-
ra bakildiginda bulgularimin farklilik gosterdigi ancak bu ¢alismalarin en 6nemli
ortak ozelliginin orgiitsel mutlulugun 6nemini vurgulamalart oldugu goriilmek-
tedir. Nitekim Orgiitsel mutluluk bireylerin mutlu bir hayat siirmelerini etkileyen
en onemli degiskenlerden biri olarak ele alinmaktadir(Frey ve Stutzer, 2001).
Gavin ve Mason (2004) iyi bir yasam icin bireylerin iyi bir is ortaminda ¢aligma-
lar1 gerektigini belirtmislerdir. Ayrica, Orgiitsel mutlulugun bireysel mutluluga
katki saglamasinin yaninda is yerinde daha iyi performansin saglanmasi agisin-
dan da 6nemli oldugu goriisii ileri siiriilmiis (Nelson ve Knight, 2010) ve bircok
calismada is yerinde calisanlarin mutluluk diizeylerinin arttirilmast ile orgiitsel
etkililigin arttirilmasinin saglandigi bulgulanmistir (Staw, Sutton ve Pelled, 1994;
Wrigh, Bonett ve Sweeney, 1993).

Orgiitlerin negatif yonlerine odaklanan arastirmalarin fazlaligi, érgiitlerde
huzur, mutluluk, bilgelik, yaraticilik, iyimserlik gibi zihinlerde pozitif ¢agrisgimlar
uyandiran olgulara daha fazla odaklanmay: gerekli kilmaktadir (Hoy ve Tarter,
2011).Bu kapsamda bu ¢aligmada ilgili literatiir aragtirilmig ve egitim orgiitle-

791



Fatih Sahin & Kiibra Yenel & Sabire Kili¢

rinde calisgan Ogretmenlerin “mutlu bir is ortami” algilarinin incelenmesi ile
mutlulugun orgiitsel boyutta ele alinmasina katki saglanmasi amaglanmistir. Bu
baglamda 6gretmenlerden elde edilen tanimlama ve aciklamalar, pozitif psiko-
loji alaninin kurucularindan biri olan Martin Seligman’in PERMA modeli teme-
lindeki mutluluk kurami olgiit alinarak ele alinmigtir. Nitel olarak tasarlanan ve
mutluluk olgusunun ele alindig1 bu arastirmada katilimcilarin,

1. Mutlu bir is ortamunt nasil tamumladiklar,

2. Mutlu bir is ortanmu igin etkili olan faktorleri veya bilesenleri nasil degerlen-
dirdikleri,

3. Mutlu bir is ortamuna iligkin deneyimlerinin neler oldugu saptanmaya ca-
ligtlmig bu temalara iliskin goriisleri PERMA bilesenlerine gore incele-
yip tartigmak amaclanmustir.

Yontem

Arastirma Modeli

Bu ¢alisma nitel bir arastirmadir. Calismada fenomenoloji (olgubilim) aras-
tirma modeli kullanilmistir. Fenomenoloji bir felsefe, bir aragtirma paradigmasi,
yorumlayici bir kuram, sosyal bilimlere analitik bir bakis, temel bir nitel gelenek
gibi farkli baglamlarda yaygin olarak kullanilan bir kavramdir (Patton, 2014).
Patton’a (2014) gore fenomenolojik veya fenomenografik yaklasimda bireyin
deneyimi nasil anlamlandirdigi, bireysel veya ortak anlam olarak deneyimi bilin-
ce nasil dontstiirdigii kesfedilmeye calisilir. Bu aragtirmada da 6gretmenlerin
mutlu bir ig ortamina ve calistiklar1 kurumlardaki mutluluga iligkin deneyimleri
konuya iligkin kendi algilar1 tizerinden kesfedilmeye calisiimistir.

Calisma Grubu

Calisma grubu; Gazi Universitesi, Egitim Bilimleri Enstitiisii, Egitim Bilim-
leri Ana Bilim Dali, Egitim Yonetimi Bilim Dalinda 2017-2018 6gretim yili giiz
doneminde egitim goren ve Milli Egitim Bakanligi’'na bagh resmi kurumlarda
gorev yapan toplam 17 gretmenden olusmaktadir. Ogretmenlerin yas araligi 24-
46 olup, yas ortalamas1 32’dir. Katilimcilara yonelik demografik bilgiler Tablo
1’de verilmistir.
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Tablo 1.
Calisma Grubuna Yoénelik Demografik Bilgiler

Degisken f %
Cinsiyet Kadin 13 76.4
Erkek 4 23.6
Medeni Durum Bekar 9 529
Evli 8 47.1
Egitim Diizeyi Lisans 12 70.6
Yiiksek Lisans 5 29.4
Doktora - -
Toplam 17 100

Veri Toplama Araci

Bu calismada veri toplama araci olarak tam yapilanduilmg goriisme formu
kullanilmistir. Olusturulan goriisme formunda katilimeilara toplam 5 soru sorul-
mustur. Sorularin hepsi “mutlu bir ig ortamina” iligkin katilimcilarin gorislerini
almak tizerine odaklanmistir. Gortisme formunda yer alan sorular asagida veril-
mistir:

1. Mutlu bir is ortamini hangi ifadelerle tanimlarsiniz?

2. Mutlu bir is ortaminin olusmasinda etkili olan faktorler nelerdir?

3. Mutlu bir is ortamini olusturan temel bilesenler (boyutlar) nelerdir?
4

“Mutlu bir i ortam1” ifadesini gorev yaptiginiz kurum baglaminda de-
gerlendirdiginizde, kendinizi mutlu hissettiginiz durumlar nelerdir?

5. “Mutlu bir ig ortami1” kavramini cagristiran, deneyimlediginiz 6rnek
olaylardan so6z edebilir misiniz?

Verilerin Analizi

Caligmada nitel veri analizi yontemlerinden icerik analizi teknigi kullanil-
mugtir. Bu kapsamda Martin Seligman’in (2012) mutluluga iligkin olusturdugu
PERMA modeli ve bu modelde yer alan temel beg bilesen bu calismanin veri
analizindeki cerceveyi ve analiz kategorilerini olusturmaktadir. Bu kategoriler
sunlardir:

e Porzitif Duygular
* Baglanma (Akis)

o Iliski
e Anlam
*  Basar
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Gecerlik ve Giivenirlik Calismasi

Calismada elde edilen verilerin gecerliginin ve giivenirliginin saglanmasi
amaciyla verilerin analizi belirli asgamalar dogrultusunda ytritilmustir:

Ik olarak, calismada veri toplama araci olarak kullanilacak formun
gelistirilmesi agsamasinda hem Orgiitsel mutluluk iizerine yapilan ¢a-
lismalar hem de PERMA modeli ¢ergevesinde yiiriitiilen arastirmalar
incelenmistir. Bu kapsamda olusturulan formun icerik ve yontem ba-
kimindan degerlendirilmesi ve goriiniis gecerliginin saglanmasi ama-
ciyla form toplam ii¢ uzman goriisiine sunulmustur. Uzmanlardan ikisi
Egitim Yonetimi alaninda olup orgiitsel mutluluk tizerine yogunlasmig
ve biri ise Psikolojik Danisma ve Rehberlik alaninda ¢aligmakta olup
mutluluk tizerine calismalar1 bulunmaktadir. Uzmanlardan gelen goriis
ve doniitler dikkate alinarak form son haline getirilmistir.

Uzman gorisleri dogrultusunda olusturulan gériisme formunun ilk hali
Gazi Universitesinde Egitim Yonetimi programinda lisansiistii egitim
yapan iki 0gretmene uygulanmisg, 6gretmenler dil ve ifadelerin agikligi
yoniiyle herhangi bir giicliik yasamadiklarini ifade etmislerdir. On uy-
gulamadan sonra arastirmanin amacini igeren bir yonergeyle birlikte
goriisme formu olusturulmustur.

Ilk olarak katilimcilarin yapilandirilmig formda yer alan her bir soru
icin verdikleri cevaplar tek tek ele alinmig ve arastirmacilar tarafindan
olusturulan grup toplantilar1 ile PERMA modeli cer¢evesinde deger-
lendirilmistir.

Katilimcilarin belirttikleri ifadelerin PERMA modelindeki hangi bi-
lesene karsilik geldigi grup tarafindan tartisilmig ve her bir ifade igin
bir karara varilmis, karara varillamayan ifadeler ise uzman goriisii igin
ayrimistir.

PERMA modelindeki bilesenler ile eslestirilen katilimcr ifadeleri aras-
tirmacilarin diginda 3 ayr1 alan uzmanina génderilmis ve ifadeler ile
PERMA bilesenleri arasinda arastirmacilar tarafindan yapilan eslestir-
melerin dogrulugu hakkinda goriis alinmistir. Alan uzmanlarmin segi-
minde daha 6nce PERMA modelini ¢aligmis olmalar1 temel alinmustir.

Uzmanlardan her bir eslestirme icin “Uygun” veya “Uygun degil” sek-
linde isaretleme yapmalar1 ve herhangi bir PERMA bileseni ile esles-
tirilip karara varilamamus ifadeler icin ise “Oneriler” yazmalar1 isten-
mistir.

Uzmanlarin goriislerinin giivenirliginin belirlenmesi amaciyla ii¢ alan
uzmani arasinda puanlayicinin puanlari arasi uyusmasina bakilmustir.
Bu kapsamda kolay hesaplanmasi, sansa dayali uyum ve benzerligi he-
saba katarak islem yapmasi ve varsayimlarinin saglanmasi sebepleri ile
bu arastirmada uzmanlar arasi giivenirlik Kappa istatistigi ile hesaplan-
mistir.
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* Kappa istatistigi ilk olarak Cohen (1960) tarafindan siniflama diize-
yinde puanlama yapan iki puanlayict arasindaki uyum igin Onerilmig
sonrasinda Fleiss (1971) tarafindan ikiden fazla puanlayici arasindaki
uyumun belirlenmesi amaciyla genellestirilmis. Bu kapsamda bu aras-
tirmada Fleiss Kappa katsayisi http://justusrandolph.net/kappa/ adre-
sinden yararlanilarak hesaplanmustir.

*  Hesaplama sonucunda arastirmanin giivenirligi %94.51 olarak hesap-
lanmistir. Landis ve Koch (1977) kapa giivenirlik hesaplamasindaki
uyusum yiizdesinin %80’in iizerinde ¢ikmasini yliksek diizey uyum giicii
olarak ele almaktadir bu sebeple arastirma verilerinin giivenirliginin
yiiksek oldugu gortilmistir.

Bulgular

Aragtirma bulgulari, arastirma sorular1 kapsaminda elde edilen verilerin
PERMA modeli (pozitif duygular, baglanma, iligki, anlam ve basar1 olmak tizere
bes temel boyut) cercevesinde degerlendirilmesini icermektedir.

Bu kapsamda katilimcilardan elde edilen veriler arastirma sorularimi ice-
ren li¢ temada ve PERMA modelinde yer alan bes kategoride degerlendirilmistir.
Arastirma sorularini olusturan; mutlu bir is ortam1 tanimi, mutlu bir is ortaminda
etkili olan faktorler ve bilesenler ile is ortaminda mutlu eden deneyimler tema
olarak belirlenmis, PERMA modelinde yer alan bilesenler ise kategori olarak
kullanilmistir. Bunun sonucunda egitim orgiitlerinde calisan katilimeilarin mutlu
bir is ortamina iliskin ifadelerinin PERMA bilesenlerine gore frekans degerleri
ve ylizdelik sonuclar1 Tablo 2’de verilmistir.

Tablo 2.
Kanlimcilarin Mutlu Bir Is Ortamuna Iliskin Ifadelerinin PERMA Modeli
Kapsaminda Incelenmesi

5 P E R M A Toplam
gﬂ Pozitif Duygular Baglanma (Akis) Pozitif Tliski Anlam Bagari
Q
Temalar Vi f % f % f % f % f % f %
Mutlu bir ig ortami 22 15,4 13 9,1 16 11,2 5 7.5 11 164 67 469
Mutlu bir is ortami
icin etkili olan fak- 5 3,5 4 2,8 29 20,3 - - 4 2,8 42 29,3
torler/bilesenler
Iy ortaminda mutlu ¢ 35 1 07 17 11,9 2 1.1 9 278 34 238
eden deneyimler
Toplam 32 224 18 12.6 62 433 7 49 24 168 143 100

Tablo 2’de 6gretmenlerin orgiitsel mutluluk kapsaminda degerlendirilen ifa-
de sayilar1 ve ylizde degerleri verilmistir.

Tablo 2 arastirma temalar1 kapsaminda incelendiginde, katilimcilarin ifade-
lerinin cogunlugunun mutlu bir ig ortamini tanimlama iizerinde yogunlastig1 ve
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ifade siklig1 bakimindan bunu sirastyla mutlu bir is ortamu icin etkili olan faktor-
ler ve bilesenler ile is ortaminda mutlu eden deneyimlerin izledigi goriilmiistiir.
Bu durum katilimcilarin mutlu bir is ortamini daha rahat tanimladiklarini, ancak
bdyle bir ortamu olusturan faktorleri ve deneyimleri daha az ifade edebildikleri
seklinde yorumlanabilir.

Tablo 2’de yer alan bulgular aragtirma kategorileri kapsaminda incelendi-
ginde ise katilimcilarin mutlu bir is ortamina iliskin belirlenen temalarin cogunda
PERMA bilesenlerinden pozitif iligki kategorisini iceren ifadeleri vurguladiklari,
bunu pozitif duygular, basari, baglanma ve son olarak anlam kategorilerinin iz-
ledigi gorilmektedir. Bu durum okullarda calisan katilimcilar igin; mutlu bir is
ortaminin daha ¢ok pozitif iligkilerle ifade edildigi, mutlu ig ortamlarini hayata
anlam katan bir kategori olarak ifade etme egiliminin ise daha az oldugu seklinde
yorumlanabilir.

Katilimcilarin arastirmanin sirastyla her bir alt problemine karsilik gelecek
sekilde her bir temaya iliskin olarak ileri sturdiikleri gortsler birer alt baslik ola-
rak asagida detayl olarak sunulmustur.

Mutlu Bir Is Ortam

Arastirmanin mutlu bir ig ortami temasinda katilimcilardan “mutlu bir is or-
tamina iliskin tanimlama yapmalar1” istenmis ve yaptiklar1 tanim ifadeleri PER-
MA modeli bilesenleri kapsaminda degerlendirilmistir.

Tablo 2 incelendiginde katilimcilarin mutlu bir ig ortamina iligkin tanimla-
malarinin arastirma kategorilerini olusturan PERMA bilesenlerinden en fazla
pozitif duygular kategorisinde toplandig1 goriilmiistiir. Katihmcilar ¢cogunlukla
olumlu duygular deneyimledikleri bir i yerini mutlu bir ig ortami olarak tanim-
lamislardir.

Katilimcilarin mutlu bir is ortamina iliskin tanimlamalarina 6rnek olarak
dogrudan alintilar asagida verilmistir:

Pozitif Duygular: “Mutlu bir is ortanmunda kendimi huzurlu ve psikolojik ola-
rak rahat hissederim.” “Mutlu bir ig ortanunda cogkuluyum ve enerjim yiiksektir.”

Baglanma: “Mutlu bir ig ortanu sabah uyandiginizda gitmek icin can attigi-
niz mesai bitiminde ise aynlmak istemediginiz yerdir.” “Ise kosarak gidebiliyorsaniz
mutlu bir ig ortamuniz vardi.” “Kosarak gittigim ve zamanmin hizly akugi mekan...”
“Mutlu bir is ortanunda zaman mefhumu gozetmeden daha ¢ok ¢calisabiliyorum.”

Pozitif Tliski: “Isbirligi icinde yapilan islerin bulundugu ortamlar...” “Herkesin
rahatlikla birbirine baski uygulamadan vakit gecirdigi bir ortam mutlu bir is ortanuni

tamumlar.” “Calisanlanin birbirine saygi duydugu giiclii bir orgiit yapisimin oldugu
gtiven ortamudir.” “Birbirinin eksigini aramayan bir miidiir ve is arkadaslart...”

Anlam: “Mevcut oldugum is yerinde yaptigum gorevin isin karsthginda maddi
gelirin karsthginin disinda manevi doygunluk saglamamdir.” “Mutlu bir is ortanun-
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da kendim icin dogru meslek sectigimi diigtiniiriim.” “Mutlu bir is ortanunda ken-
dimi bulurum.”

Basar1: “Ise giderken o giinkii yapilacak isleri daha iyi nasu yapabilirimi diisii-
niiyorsaniz mutlu bir is ortamuina sahipsiniz.” “Etkili calismalarin planlanip ortaya
koyuldugu mekan...” “Mutlu bir is ortanunda kendimi daha verimli hissediyorum.”
“Mutlu bir is ortanunda yeni projeler tiretmek istiyorum.” “Mutlu bir is ortanunda
kendimi alanumla ilgili etkili olabilmek adina motive ederim.”

Mutlu Bir Is Ortamim Etkileyen Faktorler -Bilesenler

Arastirmanin mutlu bir is ortamini etkileyen faktor ve bilesenler temasinda
katilimcilardan “mutlu bir is ortamini etkileyen faktor ve bilesenleri yazmalar1”
istenmis ve yazdiklar1 ifadeler PERMA modeli kapsaminda degerlendirilmistir.

Tablo 2 incelendiginde katilimcilarin mutlu bir ig ortamini etkileyen faktor-
lere iligkin ifadelerinin arastirma kategorilerini olusturan PERMA bilesenlerin-
den en fazla pozitif iligkiler kategorisinde toplandig1 goriilmustiir. Katilimcilar
mutlu bir ig ortamini en ¢ok is ortaminda kurulan pozitif iligkilerin etkiledigini
ve mutlu bir is ortamimin en énemli bileseninin is ortamindaki pozitif iligkiler
oldugunu belirtmiglerdir.

Asgagida katilimcilarin mutlu bir i ortamini etkileyen faktorlere veya bile-
senlere iliskin goriislerine 6rnek olarak dogrudan alintilar verilmistir. Katilimei-
lar bu temaya iligkin olarak anlam boyutunda degerlendirilebilecek herhangi bir
goris ileri sirmemislerdir.

Pozitif Duygular: “Huzurlu bir ortam olmast beni cok tatmin eder.” “Benim
icin mutlu bir is ortanunt olusturan bilesenler giiven ve saygt hissetmektir.”

Baglanma: “Orgiit kiiltiirii bence mutlu bir orgiitiin olmazsa olmazidir.” “Orgiit
yapist mutlu isyerlerinde ¢ok onemlidir.” ‘Aslinda isyerinde herkes sorumluluk bilinci
icinde olsa ¢cok mutlu oluruz.”

Pozitif Tliskiler: “Beni en cok is arkadaslarumla olan iyi iliskilerim mutlu edi-
yor.” “Lider ozellikli yoneticiler varsa kurumda mutlu mutlu ¢aligirsiniz.” “Mesela
miidiir ve miidiir yardimcilan ile iyi anlagiyorsaniz mutlu bir ortaminiz olur.” “Yone-
tim ve is yerindeki herkes mutlu is ortamuni yaratabilir.” “Mutlu bir is ortamini etki-
leyenler tiim ¢alisanlardur:” “Is birligi ve uyum icinde calistyorsaniz ortam mutlu olur
zaten.” “Mutlu is ortamimn bilesenleri; sosyal faaliyetler ve takim ruhudur.” “Iliskiler
ve ekipler en onemli bilesenlerdir.” “Dayanisma ve iligkilerde karsulikli saygr mutlu
ortamun gerekenleridir.” ‘Arkadashk iliskileri her seyden Onemlidir.”

Basari: “Bence en donemli bilesen mesleki yeterliliktir, sonucta isimizi yapmak
icin o ortamda bulunuyoruz.” “Verim en onemli bilesendir.” “Isyerinde calisanlar
tiretken ise ortam mutlu olur.”
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is Ortaminda Mutlu Eden Deneyimler

Arastirmanin ig ortaminda mutlu eden deneyimler temasinda katilimcilar-
dan “calistiklar1 i ortaminda kendilerini mutlu hissettikleri durum ve deneyim-
leri yazmalar1” istenmis ve yazdiklari ifadeler PERMA modeli bilesenleri kapsa-
minda degerlendirilmistir.

Tablo 2 incelendiginde katilimcilarin galistiklart is ortaminda kendilerini
mutlu eden deneyimlere iliskin ifadelerinin arastirma kategorilerini olusturan
PERMA bilesenlerinden en fazla pozitif iligskiler kategorisinde toplandigr go-
rilmiistiir. Katilimcilar is ortamlarindaki mutlu deneyimlerinin ¢ogunda pozitif
iligkilerin varligini vurgulamiglardir.

Katilimcilar is ortaminda kendilerini mutlu eden deneyimlere iligkin asagi-
daki gorisleri ileri stirmiiglerdir:

Pozitif Duygular: “Kendimi degerli hissettigim zaman mutlu olurum.” “Zo-
runlu olmayan eglenceli ve keyifli aktiviteler ve etkinlikler bana mutlu bir ig ortami
cagristiryor.”

Baglanma: “Bir kurumda tiim calisanlar mesai saati gozetmeksizin bu fazla
mesainin karsih@inda maddi, manevi getiri olmadigi halde gorev ayirt etmeksizin igin
sonlanmasu, ¢oziilmesi icin calisanlarin beklentisiz 6z veride bulunmalart mutlu bir
is ortaminin oldugunun gostergesidir.”

Pozitif Iliski: “Karsihikli sayg ve sevgiyi gordiigiimde mutlu olurum.” “Mutlu
bir ig ortanmuinda saygi ve giiven temelli saglikly bir iletisim kuruldugunda mutlu olu-
rum.” “Calisma arkadaglarumla is birligi icinde ¢alismak beni motive eder.” “Stirekli
yardimlagan ve birbirini destekleyen insanlarin calistig bir is ortanunda bulundum.”
“Isverenin olumlu ve destekleyici tavn ile is ortamunt iyi hale getirmesi mesela.”
“Okulumuzda vefat eden o6gretmen arkadaginuzla ilgili tiim personel goniillii olarak
calismalarda bulunmugtu.”

Anlam: “Okulda faydali oldugumu hissediyorsam mutlu olurum.” “Is ortamin-
da kendimi bir ise yaradigumi hissettigim de mutlu hissederim.”

Basari: “Kendimi basaril hissediyorsam mutlu olurum.” “Yaptugim isler takdir
edildiginde kendimi mutlu hissederim.” “Matematik dersine karsi onyargilarin azal-
digmi ve bu dersin daha fazla sevildigini 6grencilerden geri bildirim olarak almak.”
“Ogretmen arkadagimin yaptigi faaliyetlerden dolay: plaket almast onu mutlu etmis-
0

Tartisma, Sonuc ve Oneriler

Arastirma bulgulari genel olarak incelendiginde, calisma grubunu olusturan
ogretmenlerin mutlu bir is ortamini tanimlayan ifadeleri daha hazla kullandik-
lar1, orgiitsel mutluluga iliskin deneyim ifadelerinin ise daha az oldugu goriil-
miustiir. Arastirmada mutlu bir is ortamina iliskin ifadeler temalardan bagimsiz
olarak PERMA modeline gore incelendiginde ise daha ¢ok pozitif iliskiler bag-
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laminda ifadelerin yer aldig1 saptanmistir. Bunu sirasiyla olumlu duygular, bagar:
ve baglanma kapsamindaki ifadeler izlemistir. Katiimcilarin mutlu bir is orta-
mina iligkin ifadelerinde en az yer alan PERMA bileseni ise anlam boyutudur.

Arastirma sonuglar1 katilimcilar i¢in mutlu bir is ortamini tanimlarken, mut-
lu bir is ortamina iligkin etkili faktorler-bilesenler degerlendirmesi yaparken veya
is ortamina iligkin mutluluk deneyimlerinden s6z ederken oOzellikle pozitif iligki-
ler, pozitif duygular ve basariya iligkin ifadeler ileri siirdiiklerini gostermistir. Bu
sonug literatiirdeki bircok calisma ile tutarlilik gostermektedir. The Great Place
to Work Enstitiisti 0rglitsel mutlulugu ti¢ 6nemli 6zellige dayandirmaktadir: igve-
rene giiven, yapilan isten duyulan gurur ve ¢alisilan insanlardan memnun olmak
(Fisher, 2010). Ayrica, Sirota vd. (2005) tarafindan yapilan mutlu bir i ortami ta-
nimlamasinda da 6ne c¢ikan ti¢ 6lciitiin benzer olarak esitlik, basar1 ve ¢alisanlar
arasindaki olumlu iligkiler oldugu goriilmiistiir. Brief ve Weiss (2002) de ¢alisma
bulgularini destekleyici sekilde, pozitif duygularin mutlu bir ig ortami i¢in 6nemli
oldugunu orgiitsel mutluluk kapsaminda ifade etmistir. Bu kapsamda, aragtirma
sonuglarinin mutlu bir is ortami icin pozitif iligkiler, olumlu duygular ve basariy1
one c¢ikaran arastirmalari destekledigi sOylenebilir.

Calisma sonugclar1 katilimeilarin mutlu bir is ortamina iliskin ifadelerinin
daha cok porzitif iligkiler kapsaminda tiretildigini gostermistir. Bu baglamda kati-
Iimcilar igbirliginin oldugu, calisanlarin birbirine baski uygulamadigi ve birbirinin
eksigini aramadigy, iliskilerin saygi cercevesinde yiritiildigl, yoneten-yonetilen
ayrimindan ziyade tiim ¢alisanlar seklinde ortak bir anlayisin gelistirildigi, takim
ruhunun oldugu, arkadaslik iliskilerinin iyi oldugu ve calisanlarin birbirine gi-
vendigi ve danistig1 bir okul ortamini mutlu bir is ortami olarak tanimlamislardir.
Bu bulguya benzer olarak 6gretmenlerin mutlulugu iizerine yapilan bircok calis-
ma Ogretmenler arasi iyi baglarin ve yonetici ile 6gretmen arasindaki destekleyici
iligkilerin 6nemini gostermistir (Little, 1982; Sargent ve Hannum, 2005). Bunun-
la ilgili olarak Dutton (2003), calisma arkadaslar1 arasinda gelistirilen iyi iligkile-
rin ¢alisanlarin mutlulugunun ¢cok dnemli bir kaynagi oldugunun son zamanlarda
daha iyi anlasildigini belirtmistir.

Mutlu bir ig ortamina iligkin ifadeler incelendiginde, pozitif duygularin ikinci
sirada yer aldigi goriilmektedir. Katilimeilar tarafindan bireyin kendini huzurlu
ve psikolojik olarak rahat hissettigi, kendini degerli gordiigii, coskulu ve yiiksek
enerjili oldugu, zamanin eglenceli ve keyifli gectigi, giiven ve sayg1 hislerini yasa-
tan bir okul mutlulugun oldugu bir okul olarak belirtilmistir. Bu bulguya benzer
olarak Peccei (2004) mutlu bir calisma ortaminin mutlu ¢alisanlardan olustuguna
vurgu yapmis ve calisanlarin olumlu duygularinin 6rgiitsel mutluluk icin 6nemli
oldugunu belirtmistir.

Calismada katilimcilarin mutlu bir ig ortamina iligkin yaklasik her alt1 ifade-
sinden biri basarya iliskindir. Ogretmenler, etkili calismalar ortaya koyabildikleri,
basar1 hissine kapildiklari, basarilarinin takdir edildigini gordiikleri, mesleki
yeterlik deneyimleri yasadiklar1 okullart mutluluk ile iliskilendirmislerdir. Bu
bulguya benzer olarak, Fisher (2008) calisanlar tarafindan algilanan performans
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diizeyinin ve basarinin is yerindeki mutluluk i¢in dnemli bir belirleyici etken ol-
dugunu belirtmistir. Tlgili literatiirdeki diger baz1 arastirmalar da érgiitsel mutlu-
luk ile orgiitsel performans arasinda pozitif yonde bir iligkinin oldugunu ortaya
koymustur (Boehm ve Lyubomirsky, 2008; Cindiloglu Demirer; 2019).

Calisgmada mutlu bir is ortamina iligkin katilimeilarin baglanma kapsaminda
nispeten daha az goriis ileri siirdiikleri goriilmiistiir. Ogretmenler severek git-
tikleri ve ig ¢ikist ayrilmak istemedikleri, zamanin nasil gectigini anlamadiklari,
islerin zaman kavramu ile sinirlandirilmadigi ve 6zverili ¢calismalarin ortaya ko-
yuldugu, bireyleri birbirine baglayan bir Orgiit kiiltiiriiniin oldugu okulu mutlu
bir okul olarak tanimlamislardir. Literatiirde is ortaminda baglanmanin akis kav-
ram1 kapsaminda incelendigi, ise baglilik ve icsel motivasyon ile yasanan yogun
deneyimler olarak ele alindig1 goriilmektedir. Bu kapsamda ¢alisma bulgusuna
benzer olarak Csikszentmihalyi (1990) baglanmanin zamanin ugup gittigi ve ki-
sinin cevresinden bagimsiz olarak yaptig1 ise yogunlastigi deneyimlerden olustu-
gunu ve Diener (2000) bu akis deneyimlerinin degerlendirmelerinin mutluluk ile
sonuclandigini belirtmistir.

Katilimecilarin mutlu bir is ortamina iliskin ifadelerinde en az anlam boyu-
tunun yer aldig goriilmiistiir. Ogretmenler maddi beklentilerden ziyade manevi
hazlarin arandigi, dogru isi yaptiklarina inandiklari, kendi anlamlarini bulduklari,
kendilerini kesfettikleri ve faydali bulduklar1 okulu mutlu okul olarak belirtmis-
lerdir. Bu bulgulara benzer olarak, bireylerin yaptiklari iglerin anlamli olduguna
duyduklari inancin mutluluklari ile iligkili oldugunu ortaya koyan calismalar bu-
lunmaktadir (Baumeister, 1991). Ancak, bu ¢alismada katilimcilarin mutlu bir
is ortamui ifadelerinde en fazla pozitif iligkiler yer alirken anlam boyutunun cok
az goriildigi dikkat ¢cekmektedir. Bu duruma benzer sekilde, Kern vd. (2015)
PERMA modelini test ettikleri arastirmalarinda anlam boyutunun maddelerinin
pozitif iliskiler boyutunun maddeleriyle ¢ok iligkili oldugunu ve pozitif iliskiler
boyutunda toplandigini tespit etmislerdir. Bu arastirmada da benzer bir durum
ortaya cikmis olabilir. Katilimcilar anlam1 daha cok iliskilere atfedip, iligkiler
kapsaminda gortsler ileri siirmiis olabilirler. Bu durumun orgiit kiiltiiriiyle de
iliskili oldugu iddia edilebilir. Iliski yonelimli toplumlarda anlam, sosyal baglarda
aranabilmektedir (Uchida ve Ogihara, 2012).

Bu arastirmanin sonuglart PERMA modeli cercevesinde incelenmistir. Wa-
ters (2011) bu modelin 6zellikle egitim liderleri i¢in pozitif bir egitim ortamimn
desteklemesinde yararli bir islev gorecegini iddia etmistir. Okullarda PERMA
modelinden yararlanmak icin bu modeli uygulamaya doniistiirecek programlara
veya miidahalelere ihtiya¢c duyulmaktadir. Critchley ve Gibbs (2012) arastirma-
larinda okullarda uygulanan pozitif psikoloji uygulamalariin okul personelinin
0z yeterlik inanclarinda artig meydana getirdigini bulmuslardir. Benzer olarak,
Waters’in (2011) arastirmasi okullarda uygulanan pozitif psikoloji programlari-
nin 6grencinin iyi olusu, pozitif iliskiler ve akademik performans ile pozitif yonde
anlaml olarak iligkili oldugunu ortaya koymustur.
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Bu arastirmanin bulgularindan da yararlanarak okullar: mutlu bir ig ortami-
na doniistiirmek i¢in pozitif psikolojiye yonelik programlari arttirmanin okullar
icin etkili sonuglar tiretebilecegi 6n goriilmekte, politika yapicilarin ve uygulayi-
cilarin bu yonde programlari hayata gecirmeleri 6nerilmektedir. Okullarda uygu-
lanacak bu programlar icin okulu mesleki bir 6grenme topluluguna doniistiirmek
(baglanma ve pozitif iliskiler) uygun olacaktir. Ciinkii talimatlar: tepeden asa-
grya dogru uygulamak yerine ¢alisanlar arasi is birligi duygusunun gelistirildigi,
meslektaglara destegin arttirildig: ve caliganlarin degisimi yonetme konusunda
daha proaktif davrandigi orgiitlerde mutluluk daha fazla olmaktadir (Critchley
ve Gibbs, 2012). Ayrica bu topluluk arasinda pozitif duygularin yayilmasini ko-
laylagtirmanin (olumlu duygular), okulu ve okulda gerceklesen her tiirli eylemi
bu topluluk igin anlamli hale getirmenin (anlam) ve bu topluluga bireysel veya
kolektif amaclarini gerceklestirerek mutlulugunu yasatmanin (basar1) dnemli ol-
dugu diisiintilmektedir.

Bu calisma 6nemli birtakim bulgular 6ne siirmekle birlikte sinirliliklar: da
olan bir arastirmadir. Bircok nitel arastirmada oldugu gibi bu arastirmada da ve-
riler dar bir cevrede, kiiciik bir ¢alisma grubu tizerinden elde edilmistir. Bu ytiz-
den arastirma verilerinden genel sonuglar iiretmek gii¢ goriilmektedir. Mutluluk
olgusuna iliskin daha biiyiik 6lgekli calismalar yapmanin ve farkl veri araglarini
birlikte kullanmanin daha genel ve daha yaygin etki ortaya koyacag disiiniil-
mektedir.
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