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Abstract

This study aims to determine the variables that predict teachers' organizational happiness levels. The
study is quantitative in the predictive correlational type, which is one of the general screening models.
The data of the study were analysed with ordinal logistic regression. The sample group of the study
consists of 605 teachers working in pre-school, primary, secondary and high schools in Cankaya
district of Ankara province with the stratified sampling method. "Organizational Happiness Scale" and
"Empowering Leadership Scale" were used as assessment tools in the study. The organizational
happiness level of teachers, which is the dependent variable of the study, was defined as a three-
category variable in the form of low, medium and high with the K-means clustering algorithm. In the
study, it was determined that only marital status, socio-economic level of the school and empowering
leadership behaviours predicted teachers' organizational happiness levels significantly. The order of
importance regarding the predictive level of the predictor variables, from the largest to the smallest, is
the school with a high socio-economic level, the school with a medium level of empowering
leadership behaviours, marital status and socio-economic level. Based on the results obtained, various
suggestions have been made in the research to improve the socio-economic environment of schools as
educational organizations and to support the behaviour of school administrators to empower teachers.
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INTRODUCTION

Organizations need many material and moral resources in their life cycle. While the main
material resources in organizations are equipment and materials; the main element of moral resources
is human. The fact that organizations consist of people has made the human element more important in
organizational processes. The human element, unlike other elements, contains negative emotions such
as "hopelessness, pessimism, intolerance and selfishness”, as well as positive emotions such as
"sacrifice, love, respect, honesty and helpfulness"”. Well-being in the individual sense is one of the
positive emotions that come to the fore due to the concept, content and characteristics of the concept
expressed as "organizational happiness” in relation to the organization. As a matter of fact, Frey and
Stutzer (2013) draw attention to the general happiness level of individuals in organizational happiness,
Chaiprasit and Santidhiraku (2011) to the network of relations between employees, Paschoal and
Tamayo (2008) to the self-realization of organizational members, Warr (2011) to the feeling of
satisfaction in individuals, Arslan (2018) to the emergence of personal potential, while Bessant and
Tidd (2007) to the concept of organizational happiness by associating it with increased productivity.
Therefore, the issue of organizational happiness is among the current issues in terms of organizational
efficiency and effectiveness (Robertson and Cooper, 2011).

One of the questions that organizations are trying to find answers is how to make employees
happier. This is because organizational happiness allows employees to perform better and is a key to
organizational effectiveness (Nelson and Knight, 2010; Wright, Bonett and Sweeney, 1993). In other
words, members of the organization want to work in organizations where they are happy and provided
with good conditions (Gavin and Mason, 2004). Therefore, various studies can be mentioned to
determine the variables or factors that affect the organizational happiness of individuals. In the light of
the data obtained within the framework of the research findings, it is claimed that organizational
decisions and practices (Fisher, 2010), organizational trust and commitment (Pryce Jones, 2010), life
satisfaction (Walker and Schimmack, 2008), attitude towards work (Salas-Vallina, Lopez-Cabrales,
Alegre and Fernandez, 2017), organizational virtue (Ozen, 2018), organizational socialization (Tosten,
Avci and Sahin, 2017), stress (Lapierre and Allen, 2006), labour demands (Macky and Boxall, 2008),
organizational justice (Greenberg and Colttqui, 2005; Ledford, 1999) are effective on organizational
happiness. Some studies report that many demographic factors such as economic, social, personality
and cognitive factors are effective in the formation and development of organizational happiness
(Macleod, Coates and Hetherton, 2008; Savi, 2010; January, 2010). De Jonge and Schaufeli (1998)
and Eckhaus (2018) state that besides demographic variables, one of the main antecedents of
organizational happiness is the leadership style depicted by organizational managers. Ozgenel and
Canulanst (2021), on the other hand, see organizational happiness as one of the issues that leaders
should care about the most because it increases work efficiency. Therefore, it can be said that one of
the basic antecedents of organizational happiness levels of organizational members in general, and of
teachers working in educational organizations in particular, is the "empowering leadership" style as a
type of leadership expected from school administrators as well as demographic variables.

Empowering leaders enable the employees to realize their own potential, focus on the
development of leadership characteristics by assigning appropriate duties and responsibilities to the
employees (Pearce and Sims, 2002; Sims, Faraj and Yun, 2009). Empowering leadership practices
involve the common sharing of power by providing the necessary organizational support to employees
(Amundsen and Martinsen, 2014). Empowering leadership behaviours pave the way for the
establishment of positive attitudes and behaviours among the employees of the organization,
preventing bureaucratic restrictions within the organization and increasing the feelings of trust of the
employees. Moreover, empowering leadership behaviours also help organizational employees to make
sense of their work (Ahearne, Mathieu, & Rapp, 2005; Zhang & Bartol, 2010). The literature shows
that empowering leadership behaviours exhibited both in educational organizations and in other
organizations outside of educational organizations have positive effects on positive organizational
outcomes such as "organizational justice, school effectiveness, organizational citizenship, job
performance, job satisfaction, psychological contract, organizational commitment and organizational
trust” (Argon, 2014; Bolat, Bolat and Seymen, 2009; Celik and Konan, 2020; Dijke, Cremer, Mayer
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and Quaquebeke, 2012; Gumiis, 2013; Glinbay1, Dagli and Kalkan, 2013; Hassan, Glenn, Mahsud,
Yukl and Prussia , 2013;Kiral, 2020; Kogak and Burgaz, 2017; Somech, 2005; Sweetland and Hoy,
2000; Vecchio, Justin and Pearce, 2010). When all these research studies are reviewed, it can be
concluded that empowering leadership behaviours can have an impact on teachers' organizational
happiness levels as a positive organizational variable.

The main building blocks of educational organizations are teachers. The fact that teachers feel
happy in the schools where they work can contribute to being more beneficial to their students and
those around them. In other words, a happy teacher can make extra efforts for the school by acting in
accordance with the purpose and vision of the school (Bulut & Demirhan, 2020). School happiness can
be determinant in terms of teachers' socio-emotional development (Talebzadeh & Samkan, 2011),
quality of educational organizations (Karnak, 2020) and academic success (Bulut, 2015). On the other
hand, organizational happiness of teachers is also necessary for learning-teaching processes and
classroom practices (Uzun & Kesicioglu, 2019). According to Bogler (2001), the decisions and
practices of school administrators in the management processes and their attitudes or behaviours
towards teachers can ensure the organizational happiness of teachers. Bird and Markle (2012) point
out that happy teachers and happy schools provide life satisfaction in teachers and create healthy
communication channels with colleagues and parents. In a nutshell, the happiness of teachers can be
considered as a very important factor in the education process. In light of this information, it can be
said that the most important output of a school with happy and productive teachers will be healthy,
productive and happy individuals who will create a good society (Gavin and Mason, 2004). In the
literature, there is no research finding that examines the effects of demographic variables and
empowering leadership behaviours on teachers' organizational happiness levels. Therefore, it is
thought that determining the effects of various demographic and organizational variables on teachers'
organizational happiness levels will contribute to the field. It is because studies examining the effects
of many variables on teachers' organizational happiness can contribute to the production of more valid
information. Current study is also thought to be important because it reveals demographic variables, as
well as whether the empowering leadership behaviours of school administrators have an impact on
teachers' organizational happiness levels. Accordingly, the study aims to determine whether some
demographic variables and empowering leadership behaviours significantly reduce teachers'
organizational happiness levels.

CONCEPTUAL FRAMEWORK
Organizational Happiness

The concept of happiness means that individuals experience more positive emotions than
negative emotions and have higher levels of satisfaction with life (Fisher, 2010). The concept of
happiness, which corresponds to the concept of well-being, can also be defined as the emotional,
psychological, social and personal satisfaction of individuals (Snyder and Lopez, 2006). The concept
of organizational happiness is that employees in organizational life experience positive emotions more
intensely or more often (Brief and Weiss, 2002). According to Daniels (2000), organizational
happiness is the sum of all emotions experienced in the organization. Weserat, Sharif and Majid
(2015) use the concept of organizational happiness in terms of the level of satisfaction of employees in
business life. Similarly, Bakker and Demerouti (2013) define organizational happiness as the level of
satisfaction of the work of employees and the tasks they carry out within the organization. In fact, it
can be understood that the explanations and definitions about organizational happiness in the literature
indicate the positive feelings of the members of the organization towards the job they work, the
positive general opinion about their profession and their organization, and the state of satisfaction
towards the organization that they are happy to be an employee of.

Warr (2007) examines organizational happiness under the headings of "positive emotions,
negative emotions and realization of potential™ in order to better understand it as a whole. Positive
emotions; includes positive emotions such as pleasure, joy, satisfaction, contentment and happiness
(Frey and Stutzer, 2001). Positive emotions are important for employees to be energetic in the
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workplace and to perform their work with joy and happiness. It is because individuals with positive
feelings can enjoy their work and life more (Weiss and Cropanzano, 1996). The extent of negative
emotions refers to feelings such as inability to be happy, hatred, lovelessness, anger, doubt and
pessimism (Bulut, 2015). Negative emotions can cause dissatisfaction, sadness and anxiety in
employees (Warr, 2007). Another dimension of organizational happiness, the realization of potential is
related to the cognitive aspects of the individual. Realization of potential is when employees perform
according to their abilities and use their potential in jobs they enjoy (Golparvar and Abedini, 2014).
According to Paschoal and Tamayo (2008), the more appropriate work an individual does according to
their own competencies, the happier they will be, and happiness is proportional to individuals' ability
to use their own potential. Therefore, it can be said that the positive feelings dimension of
organizational happiness corresponds to the desired feelings in the employees, the negative feelings
dimension corresponds to the dissatisfied feelings, and the dimension of realization of the potential
corresponds to acting according to the potential.

Organizational happiness is a highly determining variable in achieving organizational goals. In
other words, the organizational performance of happy individuals is greater than that of unhappy
individuals, and happy individuals identify more with their work (Wesarat, Sharif and Majid, 2015).
Individuals who can identify with their work show the ability to act both energetically and
dynamically in the workplace (Kjerulf, 2015). According to Arslan and Polat (2017), the fact that the
positive emotions of the employees are more dominant than the negative emotions in organizational
life can benefit organizations in different ways. For example, while creativity and organizational
effectiveness are high in organizations with happy employees; lower rates of indifference and
absenteeism (Helliwell, Layard and Sachs, 2013). In addition, (Frey & Stutzer, 2001; Gavin & Mason,
2004) organizations that want to achieve organizational happiness are expected to share work
according to their employees' capacities and potential. It is because success is achieved in
organizations with happy employees in a shorter time, and all employees can easily come together in
the face of difficulties and show the ability to act together.

Empowering Leadership

The increasing acceleration of international competition, entrepreneurship and creativity on a
global scale has paved the way for the emergence of new concepts in management and business
(Kogel, 2001). The concept of empowerment has become one of these concepts and while becoming
one of the indispensable issues for organizations over time (Appelbaum and Honeggar, 1998).
Empowerment provides the employees of the organization with the opportunity to take their own
actions and decisions (Erstad, 1997). Shah and Ward (2003) define empowerment as practices that
lead to the continuous improvement of all aspects of organizational employees. The concept of
"empowering leadership" was tried to be explained by the researchers in line with the meanings loaded
into the concept of empowerment. For instance; Lee, Willis, and Tian (2017) define “empowering
leadership” as the behaviour exhibited to support and empower subordinates; Ahearne, Mathieu, and
Rapp (2005) define it as a practice that encourages autonomy in work environments by providing trust
among employees; Imamoglu and Turan (2019) define it as sharing the management power with the
employees; Pearce, Conger and Locke (2008) define it as the development of leadership skills of
employees by giving responsibility and authority; Vu (2020) define it as the exercise and transfer of
legitimate power to subordinates. It can be said that the common point of the definitions of
empowering leadership is to share the authority and responsibility with the subordinates and to ensure
the autonomy of the members of the organization. Under the classification of empowerment leadership
by Konczak, Stelly and Trusty (2000), responsibility, independent decision-making, information
sharing, authorisation, coaching and skills development for innovative performance stand out.
Responsibility is expressed as obligations to fulfil the duties undertaken by the employees of the
organization (Cevahir, 2004). Independent decision making is when employees have the authority to
make decisions without the approval of a senior organization manager (Brower, 1995). Information
sharing is the ability of organizational employees to access the information they need without any
restrictions (Konczak et al., 2000). Authorisation is the opportunity provided to the employees of the
organization for the realization of a job (Steel and Konan, 2020). Coaching for innovative
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performance is supporting the professional development of organizational members in various ways
(McConnell, 1994). Skills development is that organization managers provide appropriate conditions
and opportunities to improve the skills of employees (Konczak et al., 2000). It can be concluded that
all these classifications are aimed at supporting all aspects of employees and ensuring appropriate
conditions in organizational life.

Empowering leadership behaviours in organizations are considered to be important because
they provide positive individual and organizational results (Zhang and Bartol, 2010). In the literature,
it has been determined that empowering leadership behaviours are effective on variables such as
organizational justice (Dijke et al., 2012), job satisfaction (Bixby, 2016); Daglh & Kalkan, 2021), self-
efficacy (Ahearne et al., 2005; Dagh & Kalkan, 2021), organizational commitment (Cevahir, 2004;
Glimis, 2013; Konczak et al., 2000), information sharing (Srivastava, Bartol & Locke, 2006),
psychological contract (Kocak & Burgaz, 2017), psychological empowerment (Arslantas, 2007),
organizational citizenship (Zhu, 2011) and organizational performance (Somech, 2005; Sama &
Kolamaz, 2011). In the context of educational organizations, there are studies showing that
empowering leadership behaviours are effective on school effectiveness, teacher motivation, academic
success, professional burnout, job satisfaction, school climate, organizational citizenship and
organizational commitment (Bogler & Somech, 2004; Celik & Konan, 2020; Davis & Wilson, 2000;
Kaya & Altinkurt, 2018; Lee & Nie, 2015; Sweetland & Hoy, 2000; Yangaiya & Magaji, 2015). It can
be considered that empowering leadership style in educational organizations is an important factor that
can predict teachers' organizational happiness levels.

This study aims to determine the variables that predict teachers' organizational happiness
levels. In line with this main objective, answers will be sought to the following questions.

1. Does gender, marital status, education level, type of school, professional seniority, duration
of service at the school, age, education background, branch, socio-economic level of the
school (SED), type of employment, number of teachers at school, whether they have
received professional or personal development seminars in the last 6 months, and
empowering leadership variable significantly predict the probability of teachers' happiness
levels falling into lower or higher categories?

2. What is the order of importance of the predictive variables regarding the level of
prediction?

METHOD
Research model

The study is quantitative in the predictive correlational type, which is one of the general
screening models. Predictive correlation type studies are studies that examine whether a variable
predicts another variable based on the relationships between variables (Biiylikoztiirk, Kilic Cakmak,
Akgiin, Karadeniz and Demirel, 2012; Fraenkel, Wallen & Hyun, 2012). In the study, ordinal logistic
regression analysis of the predictor variables, which allows to explain the predicted variable, was used
within the framework of the predictive correlational model. Ordinal logistic regression analysis is
logistic regression analysis used since the predicted variable is categorical and ordinal (Leech, Barrett,
& Morgan, 2005; Tabachnick & Fidell, 2013). In this context, the predictor variables such as gender,
marital status, education level, school type, educational status, branch, socio-economic level (SED) of
the school, type of employment, whether or not to take a personal or professional development
seminar were included in the analysis as discrete variables; and professional seniority, length of
service at school, age, number of teachers at school, and empowering leadership variables were
analysed as continuous variables. The dependent variable of teachers' organizational happiness level
was defined in the study as a three-category variable as low, medium and high by the K-means
clustering algorithm.
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Population and sample

The population of the research consists of 7617 teachers working in preschool, primary,
secondary and high schools in Ankara province Cankaya district in 2021-2022 education year. The
sample of the study was determined by the stratified random sampling method, which is one of the
probability sampling methods. Stratified random sampling method is the inclusion of all groups in the
population in the sampling with their ratios in the population (Neuman & Robson, 2014). The reason
for choosing the stratified random sampling method in the research is to ensure that all groups in the
population are represented in the sample. The sample size was also determined by using the sample
sizes table. Accordingly, it was determined that the population of 7617 teachers could be represented
by 366 teachers at 5% sampling error and a=.05 significance level (Rea ve Parker, 1997). In
determining the layer weight, the number of teachers working in different education levels (preschool,
primary school, secondary school and high school) in Ankara province Cankaya district was taken into
consideration. In this context, the layer weight of the study was calculated as 366/7617=0.0480.
Table 1 contains the population by layer weight and the number of teachers in the sample.

Table 1. The Number of Teachers in The Population and Sample of The Study

Universe
Number of Teacher

Levels of Teaching Number of Teachers Required to Sample

Sampling by Layer Weight Number of Teacher

Pre school 156 8 63

Primary School 1720 82 134
Secondary School 2448 118 210
High School 3293 158 198
Total 7617 366 605

*The number of participants that should be in the sample was determined according to the 0.0480 layer
weight.

As can be seen in Table 1, the number of sample participants of the study should be 366.
However, in order to increase the generalizability of the research, the scale was distributed to 655
teachers. Of the scales distributed, 605 were found to be suitable for analysis. Accordingly, it is seen
that the sample size of 605 people is quite sufficient in terms of layer weight. Other information about
the research is provided in Table 2.

Table 2. Information on The Study (n=605)

Variant Category n (%) X Ss Median

Gender Female 476 (78.7) 1.00
Male 129 (21.3)

Marital Status Married 510 (84.3) 1.00
Single 60 (9.9)
Divorced 35 (5.8)

Teaching Grade (Level) Pre school 63 (10.4) 3.00
Primary School 134 (22.1)
Secondary School 210 (34.7)
High school 198 (32.7)

Type of School Formal 590 (97.5) 1.00
Private 15 (2.5)

Education Background Bachelor’s Degree 483 (79.8) 1.00
Postgraduate 122 (20.2)

Department Pre-school 61 (10.1) 3.00
Elemantary School Teacher 112 (18.5)
Branch Teacher 432 (71.4)

Socio-Economic Level of the School (SELS)  Low 83 (13.7) 2.00
Medium 431 (71.2)
High 91 (15.0)

Type of Employment Tenured 583 (96.4) 1.00
Contract 22 (3.6)

Status of Taking Professional or Personal I got it 480 (79.3) 1.00

Seminars in the Last 6 Months
No 125 (20.7)
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Professional Seniority 2098 8.73 22.00
Duration of Teaching at the School 6.58 5.13 5.00
Age 4554 841  47.00
Number of Teachers 43.00 1969 44.00
Empowering Leadership 3.46 77 3.58

“IQR: Interquartile Range

As table 2 shows, it has been determined that while 476 (78.7%) of teachers are female and
129 (21.3%) are male; 510 (84.3%) are married, 60 (9.9%) are single and 35 (5.8%) are divorced; 63
(10.4%) are preschool, 134 (22.1%) are in elementary schools, 210 (34.7%) are in secondary schools
and 198 (32.7%) are in high school; 590 (97.5%) are employed in state and 15 (2.5%) are in private
education institutions; 483 (79.8%) undergraduates and 122 (20.2%) graduates; 61 (10.1%) are
preschool teachers, 112 (18.5%) are classroom teachers, and 432 (71.4%) are branch teachers; 83
(13.7%) are in low socio-economic school, 431 (71.2%) are in medium-level schools and 91 (15%) are
in high socio-economic level schools; 583 (96.4%) permanent teachers and 22 (3.6%) contract
teachers; 480 (79.3%) of them received professional or personal seminars in the last 6 months, 125
(20.7%) of them did not receive professional or personal seminars in the last 6 months. In addition, the
average professional seniority of the teachers was calculated as 20.98 (Sd=8.73, Median=22.00), and
the average of service time at the school where they were assigned was 6.58 (Sd=6.58, Median=>5.13),
the mean age was 45.54 (Ss=8.41, Median=47.00), the average number of teachers at the school was
43 (Ss=19.69, Median=44.00), and the mean of empowering leadership behaviours was 3.46 (Ss=.77,
Median=3.58).

Data Collection Tools

The data of this study were collected through the “Organizational Happiness Index (OHI) and
the Empowering Leadership Questionnaire (ELQ)”. At the front of the scales is the "Personal
Information Form™ developed by the researchers for the demographic information of the teachers
(gender, marital status, teaching level, school type, education status, branch, socio-economic level of
the school (SED), form of employment, occupational or personal seminar taking status in the last 6
months, professional seniority, duration of service at the school in charge, age and number of teachers
in the school).

Well-Being at Work Scale (WBWS): WBWS was developed by Demo and Paschoal (2013) to
measure teachers' organizational happiness levels. Arslan and Polat (2017) adapted this scale from
English to Turkish. WBWS consists of 3 dimensional and 29 substances. The "positive emotions"
dimension of the scale consists of 9 items (items 1, 4, 6, 8, 10, 12, 14, 17 and 19), the "negative
emotions" dimension of the scale consists of 12 items (items 2, 3, 5, 7, 9, 11, 13, 15, 16, 18, 20 and 21)
and “realizing the potential” consists of 8 items (items 22, 23, 24, 25, 26, 27, 28, and 29) and all items
in the "negative emotions" dimension are scored in reverse. While the Cronbach's Alpha reliability
coefficient of the whole scale is .96, which is 5-point Likert type and answered as "(1) Never, (2)
Rarely, (3) Quite, (4) Frequently, and (5) Always"; the reliability coefficient of Cronbach's Alpha was
reported as .94 for positive emotions, .95 for negative emotions, and .92 for potential realization.
Confirmatory factor analysis (CFA) results of WBWS were also found to be within statistically
appropriate ranges (x2/sd=3.95, RMSEA =.09, SRMR=.061, CFI=.97, GFI=.77, NNFI=.97). (Arslan
& Polat, 2017). Within the scope of this study, the reliability and validity study of WBWS was
retested. Cronbach's Alpha reliability coefficient was determined as .96 for the whole scale, .95 for
positive emotions, .95 for negative emotions, and .93 for potential realization. The CFA results of the
scale also confirm the 3-dimensional structure of 29 items (x*/sd=4.37, RMSEA=.074, SRMR=.053,
CFI=.93, TLI=.92) (Byrne, 2010; Hoyle & Panter, 1995; Kline, 2011).

Empowering Leadership Questionnaire (ELQ): ELQ was developed by Konczak, Stelly, and
Trustyt (2000) to measure the empowering leadership behaviours of managers. Konan and Celik
(2018) adapted the scale into Turkish for educational institutions. The "authorisation" dimension of the
ELQ, which consists of 3 dimensions and 17 items, consists of 3 items (items 1, 2 and 3), the
“responsibility” dimension consists of 3 items (items 4, 5 and 6) and the “support” dimension consists
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of 11 items (items 7, 8, 9, 10, 11, 12, 13, 14, 15, 16 and 17). The scale is 5-point Likert-type and is
answered as “(1) Never, (2) Rarely, (3) Sometimes, (4) Often, and (5) Always”. The Cronbach's Alpha
reliability coefficient of the ELQ was determined as .76 in the empowerment dimension, .82 in the
responsibility dimension, and .80 in the support dimension of the scale. In addition, the CFA results of
the ELQ were found to be within statistically appropriate ranges (x*/sd=2.54, RMSEA=.054,
SRMR=.032, CFI=.95, GFI=.92, NNFI=.98) (Konan & Celik, 2018). For this study, the reliability and
validity study of the ELQ was re-examined. Cronbach's Alpha reliability coefficient was found to be
.94 in the whole scale, .89 in the empowerment dimension, .75 in the responsibility dimension and .96
in the support dimension. The CFA results of the ELQ for this study also show that the 3-dimensional
17-item structure (xZ/sd:4.82, RMSEA=.079, SRMR=.046, CFI=.96, TLI=.95) was confirmed (Byrne,
2010; Hoyle & Panter, 1995; Kline, 2011).

Data collection and analysis

Face-to-face and online forms were used to collect the research data. Before the assessment
tools were filled in, teachers were told about the purpose and content of the research, and participated
on a voluntary basis. Teachers were informed that there was no risk factor in any process of the
research and that the results to be obtained would be used for scientific purposes. The ethical research
principles were followed by declaring to the teachers that they could stop participating in the research
at any time.

In the study, 655 scales were distributed to the teachers working in preschool, primary,
secondary and high schools according to the layer weight of the study (366/7617=0.0480). In order to
make the scale forms ready for analysis, 34 scale data with erroneous or missing data were
determined. In the study, it was observed that the missing data showed a random distribution and less
than 5%. Therefore, new values were assigned according to the serial averages via the EM expectation
maximization algorithm instead of the missing data in the scale. In addition, 16 data of which Z score
was not in the range of -3 and +3 were also deleted in the study. Thus, analyses were carried out with
605 scale data.

After the study, data were made available for analysis and the general assumptions of ordinal
logistic regression were checked. Accordingly, it was observed that each of the subgroups formed as a
result of transforming the organizational happiness variable, which is the dependent variable, into a
categorical variable, was of sufficient sample size, there were no missing and extreme values, and the
participants were included in only one category. In the study, it was also tested whether there was a
multicollinearity problem between the predictor variables. The correlation coefficients between the
predictor variables vary between .34 and .88, the VIF values between 1.04 and 2.88, the tolerance
values between .35 and .97, and the Durbin-Watson value being 1.29, which means that there is no
multicollinearity problem. Since the relationships between the predictor variables are less than .90,
VIF values are less than 10, Durbin-Watson values are less than 4, and tolerance values are greater
than .20, indicating that there is no multicollinearity problem. These results prove that the assumptions
of ordinal regression analysis are met.

The explanatory power of the model established for ordinal regression analysis was
interpreted with McFadden, Cox & Snell and Nagelkerke R? values. In addition, the dependent
variable by teachers' organizational happiness level was defined as a three-category variable as low,
medium and high with the K-means clustering algorithm and heterogeneous data were divided into
homogeneous sub-sets. Table 3 shows the results of the K-means clustering analysis.
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Table 3. K-Means Clustering Analysis Results

Variant Cluster n % X Ss
Predicted Variable Low 151 25 2.16 .38
(Organizational Medium 261 431 3.79 .33
Happiness) High 193 31.9 4.21 .35

As seen in Table 3, organizational happiness level, which is the dependent variable, is divided
into 3 sets. The number of teachers with low happiness level in the first set was 151 (25%;
X =2.16; Ss = .38), the number of teachers with moderate happiness level in the second set was 261

(43.1%; X =3.79; Ss = .33), and the number of teachers with high happiness level in the third set was
193 (31.9%; X =4.21; Ss = .35). Thus, the organizational happiness level of teachers was divided into
3 categories as "low, moderate and high™ and included in the model.

All data analyses of the study were performed with Jamovi 2.2.5 statistical package programs
and the research findings were interpreted according to the significance levels of .01 and .05.

FINDINGS
Findings on model fit values
Within the scope of ordinal logistic regression analysis in the study, the fit values of the model
established in order to determine whether the predictor variables significantly predict the probability of

the teachers' happiness level to be in the lower or higher categories are provided in Table 4.

Table 4. Model Fit Values

General Model Test
Deviation AIC BIC e df p
1150 1192 1284 149 19 <.001

As can be seen in Table 4, according to the initial model established without the dependent
variables of the research, the model in which all the dependent variables of the research were included
was found to be significant (y> = 149; df=19; p< .001). In other words, adding the dependent variables
of the study to the model is significant and the model for the research increases fit.

The results of the Omnibus test, which shows whether each predictor variable is included
separately in the initial model and is a significant predictor variable for the dependent variable, are
provided in Table 5.

Table 5. Omnibus Test Results Of The Study

Predictive Variables e df p

Gender 0.01893 1 0.891
Marital Status 10.69763 2 0.005
Teaching Grade (Level) 7.62043 3 0.055
Type of School 0.93899 1 0.333
Professional Seniority 0.75720 1 0.384
Duration of Teaching at the School 1.29671 1 0.255
Age 0.00177 1 0.966
Educational Background 0.18510 1 0.667
Department 1.63097 2 0.442
Socio-Economic Level of the School (SELS) 11.74269 2 0.003"
Employment 3.98e-4 1 0.984
Number of teachers at School 0.41772 1 0.518
Status of Taking Professional or Personal Seminars in the Last 6 Months 0.66285 1 0.416
Empowering Leadership 88.39922 1 <.001"

*p<.01
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As can be seen in Table 5, when the ¥? values obtained for the predictor variables were
examined, it was determined that when the predictive variables of marital status (p=0.005<.01), socio-
economic level of the school (p=0.003<.01) and empowering leadership (p<.001) were added to the
initial model, the intended model differed significantly from the initial model. However, it was found
that marital status did not differ significantly from the initial model of the intended model in variables
other than the socio-economic level of the school and empowering leadership.

Findings on Pseudo R* Values

In the study, pseudo R? values, which express the ratio of predictor variables to explain the
predicted variable, were also calculated. Pseudo R? values represent the variance rate explained in
logistic regression analyses, and this means that the research model shows a good fit as these values
grow numerically (Hair, Black, Babin, Anderson, & Tatham, 2006). Table 6 shows the pseudo R?
values.

Table 6. Pseudo R? Values

Negelkerke McFadden Cox veSnell
154 115 .079

As can be seen from Table 6, the predictor variables of the study explain the dependent
variable at a rate of 15.4% according to Negelkerke's R? 11.5% according to McFadden's R?, and
7.9% according to CoxveSnell's R%. Accordingly, the rate of explaining the dependent variable of the
predictor variables varies between 7.9% and 15.4%.

Findings on The Parameters of The Research Model

The findings of the ordinal regression analysis of the predictor variables regarding the
organizational happiness level of teachers are shown in Table 7.

Table 7. Ordinal Regression Analysis Findings On Model Parameters

95% Confidence
Interval
Exp(B)
Predictor variables / Thresholds B SE z p Odds Lower Upper
Orani

Low-Medium 2.72 0.771 3.53 <.001" 152
medium-high 4.98 0.792 6.29 <.001" 1452
Gender:
male —female 0.02839  0.20679 0.1373 0.891 1.029  0.6860 1.54
Marital Status
Single — Married”™ 0.85010  0.28192 3.0154  0.003° 2340 1.3547 410
Divorced — Married 0.50020  0.34555 1.4476 0.148 1649 0.8414 3.28
Level of Teaching:
Primary— Pre School 0.77856  1.00286 0.7763 0.438 2.178 0.2992 17.00
Secondary— Pre School 0.66051  0.96428 0.6850 0.493 1.936 0.2817 13.90
High School - Pre school 0.15775  0.96819 0.1629 0.871 1171 0.1691 8.47
Type of School:
Private — Formal/Government -0.60454  0.62716 -0.9639 0.335 0.546 0.1562 1.85
Proffesional Seniority 0.01831  0.02099 0.8721 0.383 1.018 0.9771 1.06
Teaching Period at School/ Length -0.01947  0.01710 -1.1387  0.255 0.981 0.9483 1.01
Age 9.17e-4 0.02138 0.0429 0.966 1.001  0.9600 1.04
Educational Background
Post -graduate — Bachelor’s Degree 0.09143  0.21247 0.4303 0.667 1.096 0.7225 1.66
Department/Branch:
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Elementary School Teacher. — Pre School

Teacher. -1.22608  1.03498 -1.1846  0.236 0.293  0.0353 2.26
in field teacher. — pre school teacher -0.84867  0.96546 -0.8790 0.379 0.428 0.0593 2.93
Socio-Economic Level of the School

(SED):

Medium — low™ 0.61868  0.24198 25567  0.011° 1.856 1.1571  2.99
high — low 1.08223 0.32142 3.3670 <.001" 2951 1.5769 5.57
Employment :

Contract — tenured 0.00947 0.47336 0.0200 0.984 1.010 0.3983 2.56
Number of teachers at school -0.00358  0.00553 -0.6462  0.518 0.996 0.9857 1.01
Status of receiving seminars

No - Yes | got it -0.16426  0.20179 -0.8140 0.416 0.849  0.5709 1.26
Empowering Leadership 1.04066  0.11624 8.9530 <.001" 2.831 2.2614 3.57

“p<.05; " Reference Category; SE: Standard Error

As seen in Table 7, only marital status (p< .05), socio-economic level of the school (p< .05)
and empowering leadership behaviours (p< .05) were found to be significant predictors of teachers'
organizational happiness levels. It was determined that gender (p> .05), education level (p> .05),
school type (p> .05), professional seniority (p> .05), duration of service at school (p> .05), age (p>
.05), educational status (p> .05), branch (p> .05), type of employment (p> .05), number of teachers at
school (p> .05) and status of receiving seminars (p> .05) were not significant predictors of teachers'
organizational happiness levels.

Based on the odds ratio values reported in Table 7, single teachers are 2.340 times more likely
to have a high level of organizational happiness than male teachers; the probability of teachers with a
medium socio-economic level of school to be at a high level of organizational happiness is 1.856 times
more than teachers with a lower socio-economic level, it is 2.951 times more likely that teachers with
a high socio-economic level of school will have a high level of organizational happiness than teachers
with a low socio-economic school. In the empowering leadership variable, a one-unit increase
increases the likelihood of teachers' organizational happiness to be at a high level 2.831 times.

The change rate in the dependent variable in Table 7 can also be expressed as a percentage
(%). In this context, the percentage change in the dependent variable can be interpreted using the
formula [(Exp (B) -1) x 100] (Cokluk, Sekercioglu & Biiyiikoztiirk, 2021). Therefore, as can be seen
from Table 7, it was determined that the probability of single teachers' organizational happiness being
at a high level increased by 134% compared to male teachers [(2.340-1) x 100=134]; the
organizational happiness of the teachers whose school is at the middle socio-economic level increases
by 85.6% compared to the teachers whose school is at the low socio-economic level [(1.856-1) x
100=85.6]; the organizational happiness of the teachers whose school is at a high socio-economic level
increases by 195.1% compared to the teachers whose school is at a low socio-economic level [(2.951-
1) x 100=195.1]; on the other hand, a one-unit increase in the empowering leadership variable
increased the probability of teachers' organizational happiness being at a high level [(2.831-1) x
100=183.1] by 183.1%.

When the significance of regression coefficients is examined in Table 7, the order of
importance regarding the predictive level of the predictor variables is as follows: school with high
socio-economic level from large to small (Odds Ratio=2.951), empowering leadership behaviours
(Odds Ratio= 2.831), marital status (Odds Ratio=2.340) and school with medium socio-economic
level (Odds Ratio= 1.856).

RESULTS, ARGUMENT AND SUGGESTIONS
This study aims to determine whether marital status, education level, school type, professional
seniority, duration of service at the school, age, educational background, branch, socio-economic level

(SED) of the school, type of employment, number of teachers at the school, whether or not they have
taken a professional or personal development seminar in the last 6 months, and empowering leadership
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behaviours are effective on the possibility of teachers' organizational happiness levels to fall into lower
or higher categories. In addition, the order of importance regarding the predictive level of predictive
variables was also tried to be determined in the study.

Teachers' organizational happiness levels are grouped in three categories as low, medium and
high. As a result of the research, it was found that only marital status, school socio-economic level
(SED) and school administrators' empowering leadership behaviours had a significant effect on the
likelihood of teachers' organizational happiness levels falling into the lower or upper categories. In
other words, it was concluded that marital status, school socio-economic level (SED) and other
variables other than school administrators' empowering leadership behaviours did not have a decisive
effect on the likelihood of teachers' organizational happiness levels falling into the upper or lower
categories.

In the study, it was observed that the likelihood of high levels of organizational happiness of
single teachers in terms of marital status was significantly higher than that of married teachers. This
result can be interpreted as that single teachers feel happier and more peaceful than married teachers in
the schools they work in, that they can use their potential more in their professions and that their
general satisfaction is higher. The fact that single teachers do not have important responsibilities such
as family and children and that single teachers are at a relatively younger age may have had a more
significant effect on the level of happiness towards school. In the literature, there are different research
results on whether marital status is a determinant variable on organizational happiness. For example,
in addition to the studies reporting that marital status has a significant effect on organizational
happiness as in this study (Diener, Gohm, Suh & Oshi, 2000; Fritz,Walsh & Lyubomirsky, 2017;
Kabal, 2019; Kangal, 2013; Korkut, 2019; Myers, 2000; Sancak, 2019; Segraves, 1982), there are also
research results indicating that the marital status does not make a significant difference on
organizational happiness (Arslan, 2021; Bayram, 2020; Blanchflower and Oswald, 2004; Bulut, 2020;
Diizglin, 2016; Giizel, 2021; Mogosoglu & Kaya, 2018; Pazar, 2021; Sancak, 2019; Suhail and
Chaudhry, 2004; Ugur, 2019). However, in the significant difference found in the marital status
variable in the literature, it was determined that married participants were generally happier than single
participants (Diener, Gohm, Suh & Oshi, 2000; Kangal, 2013; Korkut, 2019; Myers, 2000; Sevim,
2021; Stavrova, Fetchenhauer & Schldsser, 2012). Myers (2000) attributes the higher organizational
happiness levels of married participants than single participants to the fact that spouses provide social
support to each other and motivate each other in the face of adversity, and Korkut (2019) attributes the
needs of married couples to love, respect, trust and loyalty. The fact that the present study was
conducted in schools may have caused the level of organizational happiness in single teachers to be
even higher, contrary to the literature. It is because the teaching profession is a profession that requires
sacrifice, attention and extra effort. The fact that single teachers are more inclined to sacrifice, care
and extra effort may have increased their level of happiness towards school.

Another important result of the study is that the socio-economic level (SED) of the school has
a significant effect on the organizational happiness level of teachers. Accordingly, it was determined
that the organizational happiness level of teachers working in secondary and high socio-economic
schools was higher than that of teachers working in low socio-economic schools. The socio-economic
level of the school is closely related to the socio-economic level of parents and the environment. In
other words, the interests of the parents or the environment and the opportunities offered by the school
may have made the working conditions of the teachers suitable. It is estimated that appropriate
working environments positively affect teachers' organizational happiness. In the literature, it is stated
in the research conducted by Ozdemir and Kis (2019) that the socio-economic level of the school is
effective on the organizational happiness levels of teachers; Aytas (2021), on the other hand, reports
that the socio-economic level of the school is not a determining variable on teachers' organizational
happiness levels. Although Ozdemir and Kis's (2019) study revealed that the socio-economic level of
the school had an effect on teachers' organizational happiness, it is noteworthy that unlike the current
research, teachers working in schools with low socio-economic levels have higher levels of
organizational happiness. Ozdemir and Kis (2019) explain this situation with the sincerity that occurs
between teachers in these schools due to the fact that teachers are assigned to schools in environments

70



International Journal of Progressive Education, Volume 19 Number 5, 2023
© 2023 INASED

where their first appointment places are mostly low in terms of socio-economic level. However, the
general socio-economic levels of the school and students are also associated with many positive
outcomes, especially academic achievement (Atas & Karadag, 2017; Hanushek, 2010; Jehangir, Glas
and Berg, 2015; Kim, 2018; OECD, 2011, UNESCO, 2006). Similarly, Frey & Stutzer (2002) and
Warr (2017) emphasize the importance of socio-economic level and environmental conditions in
ensuring organizational happiness. Therefore, the fact that the socio-economic level of the school is
effective on the organizational happiness of teachers in the research means that the study is supported
by the literature.

In the study, it was determined that one of the variables that affect the likelihood of teachers'
organizational happiness levels being in the upper category is the empowering leadership behaviours
of school administrators. Accordingly, the fact that school administrators authorize teachers, support
them in solving problems, provide appropriate environments in decision-making, and exhibit
supportive behaviours about new ideas may result in an increase in teachers' organizational happiness
levels. According to Perace & Sims (2002), empowering leaders enable the development of leadership
qualifications in employees by sharing tasks according to their potential. Similarly, Zhang & Bartol
(2010) point out that empowering leadership creates positive emotions in organizational employees
and facilitates integration with work. In the context of educational organizations, it is stated that
empowering leadership is important in the construction of effective schools, academic achievement,
positive school climate and teacher motivation (Bogler & Somech, 2004; Celik & Konan, 2020; Kaya
& Altinkurt, 2018; Lee & Nie, 2015; Yangaiya & Magaji, 2015). In addition to the studies in the
literature showing that empowering leadership is related to positive organizational outcomes (Dijke,
Cremer, Mayer and Quaquebeke, 2012; Giimiis, 2013; Hassan, Glenn, Mahsud, Yukl and Prussia,
2013; Kiral, 2020; Kogak and Burgaz, 2017; Somech, 2005; Sweetland and Hoy, 2000), there are also
studies showing that various leadership styles significantly predict organizational happiness (Arslan,
2021; Aytag, 2021; Cerit, 2010; Eker, 2021; Sevim, 2021; Sahin and Ozgenel, 2020). Therefore, it can
be seen as an expected result that empowering leadership significantly predicts organizational
happiness in teachers. As a matter of fact, the high order of importance regarding the predictive level
of empowering leadership in the current research supports this inference.

The present study has some limitations. First of all, the study is limited only to teachers
working in Cankaya district of Ankara province. Therefore, the results of the study should be
evaluated according to the participant groups with similar characteristics. Another limitation is the
inclusion of the organizational happiness scale, which is the dependent variable of the study, in the
analysis by taking only the general total, and the evaluation of teachers working in preschool, primary
school, secondary school and high school together. Despite these limitations, various suggestions can
be made to practitioners and researchers. Married teachers can be provided with conditions in which
they can take more initiative in the schools where they work. In order to improve the socio-economic
level of schools, social and cultural awareness studies for parents can be organized, and economic
investments can be prioritized in low or disadvantaged regions. School administrators can encourage
teachers for all activities by considering the suggestions of teachers. School administrators can
increase teachers' authority for an empowering school environment. As suggestions for researchers,
the research can be repeated with a wider and more comprehensive group of participants. The
organizational happiness scale, which is the dependent variable of the study, can also be analysed
according to sub-dimensions. Qualitative or mixed method researches can be used to comprehend the
results of the study in detail and in a comprehensive manner. It can also be suggested to compare the
results obtained by designing the study in a longitudinal manner with the results of cross-sectional
research.
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