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Orgiitsel Mutluluk Olgeginin Tiirkceye Uyarlanmast
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Abstract

This study aimed to adapt Well-Being at Work Scale developed by Demo and Paschoal
(2013) to Turkish, and to reveal the validity and reliability of Turkish form. With this
aim, items were translated from English to Turkish first, then this version was translated
to English back. At the next phase, the consistency between backtranslation form and
original version was evaluated, and it was seen that there are not any semantic loss and
semantic changes. Then, a pilot study was conducted with 18 teachers who are studying
MA in educational administration. The final form was generated according to their
feedbacks and approval of field specialists, and data were gathered from 342 teachers
who were working at various educational stages in Kocaeli Province. Confirmatory factor
analysis (CFA) was applied to test construct validity. It was seen that results showed
acceptable fit indices, and three-factored model confirmed. Likewise, the internal
consistency coefficients of the entire scale and the sub-dimensions were acceptable.
These findings showed that the Turkish version of Well-Being at Work Scale has
acceptable psychometric properties.
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Oz

Bu arastirmanin amact Demo ve Paschoal (2013) tarafindan geligtirilen Orgiitsel
Mutluluk Olgegi'ni (OMO) Tiirkceye uyarlayarak, 6lgegin Tiirkge formunun gegerlilik ve
giivenilirligine iliskin kanitlarin sunulmasidir. Bu ama¢ dogrultusunda, 6l¢ek maddeleri
once Tiirkgeye cevrilmis, sonra maddelerin Ingilizceye geri cevirisi yapilmustir. Bir
sonraki asamada ise geri ceviri sonucu elde edilen form ile &lcegin Ingilizce versiyonu
arasindaki tutarhilik incelenmis, herhangi bir anlam kaybi ya da degisikligi olmadigi
goriildiikten sonra egitim yonetimi alaninda tezsiz yiiksek lisans egitimine devam eden 18
O0gretmenle deneme uygulamasi yapilmistir. Alinan doniitlere gore ve alan uzmanlarmin
onay1 sonrasinda son hali olusturulan 6l¢ek formu ile Kocaeli ilindeki okullarin farkli
kademelerinde calisan 342 6gretmenden veri toplanmustir. Yapi gegerliligini sinamak igin
uygulanan dogrulayici faktor analizi (DFA) sonucunda oOlcegin uyum indekslerinin
yeterli diizeyde oldugu goriilmiis ve orijinal versiyondaki ii¢ faktorli yapr dogrulanmustir.
Ayrica alt boyutlar ve Olcegin tamami icin hesaplanan i¢ tutarlik katsayilarinin yeterli
diizeyde oldugu goriilmiistiir. Bu bulgular, OMO’niin Tiirkce formunun psikometrik
Ozelliklerinin uygun oldugunu gostermektedir.

Anahtar sézciikler: Orgiitsel mutluluk, 6gretmen mutlulugu, 6lcek gelistirme
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English Version

Introduction

Most of the individuals attach importance to being happy, and socities grant
increasing importance to happiness throughout the world (Diener, 2000). Frey
and Stutzer (2001) state that people want to be happy, and there is probably no
other goal in life that commands such a high degree of consensus. Thus, the
concept has been one of the essential subjects for numerous areas such as
hedonism, pragmatism, positive psychology, liberalism, and religious traditions
for hundreds of years. Most psychological and philopsical approaches have
defined happiness as the highest well-being degree that must be attained in life
(Diener, 2000; Frey and Stutzer, 2001). Researchers (Easterlin, 2003) and
policymakers are both interested in the concept of happiness (Stiglitz, Sen, and
Fitoussi, 2009), and the concept is one of main focuses of the field of positive
psychology (Seligman and Csikszentmihalyi, 2000).

There are many concepts related to the concept of happiness such as utility,
well-being, subjective well-being, life satisfaction, and welfare in organizational
behaviour literature. It is understood that leading researchers in happiness
literature use these concepts interchangeably. For instance, Easterlin (2003)
use happiness, utility, well-being, life satisfaction, and welfare interchangeably.
Also, Frey and Stutzer (2001), Crapanzono and Wright (1999), Lyubomirsky
(2001), Seligman (2003), and Helliwell, Layard, and Sachs (2017), the authors of
World Happiness Report use happiness, subjective well-being, and satisfaction
interchangeably. In this research, these concepts have also been used in this
way, as well.

There is a consensus on the importance of happiness both for individuals
and organizations. However, this agreement is not valid for the definition of the
concept (Warr, 2007; Waterman, Schwartz, and Conti, 2008). Some definitions
emphasize only the affective aspects of happiness, others emphasize both the
affective and cognitive aspects. Seligman (2003), one of the researchers that
emphasize both aspects, defines happiness as a cognitive evaluation of
individual about whether her/his life is in the right direction, a continuous
search to find meaning and purpose of life, and the frequency of positive
emotions and the infrequency of negative emotions. Similarly, the definition of
organizational happiness not only consists of emotions such as pleasure,
positive affective experience, good feelings, and enjoyment at work, but also
one’s meaningful life at work (Saenghiran, 2013).

Organization science literature has started to define happiness with the
affective, cognitive, and fulfillment terms. Authors who adopt affective
approach describe organizational happiness as a cumulative experience of

604




Well-Being at Work Scale

affect at work, and define the phenomenon in terms of the emotions and moods
of employee (Daniels, 2000). Organizational happiness refers to a situation in
which positive emotions are more frequent and intense, and positive emotions
of employee outweigh her/his negative emotions (Brief and Weiss, 2002).
Waterman (1993) and Waterman et al. (2008) state that different situations can
cause to happiness. Pleasing emotions, one’s perception about fulfillmenting
and reflecting her/his potential provide a basis for one’s happiness. According
to Warr (2007), happiness consists of the elements such as positive and negative
emotions, development of personal qualities, discovery and actualization of
potential, and the reflection of one’s self. The scale adapted in this study also
bases Warr’s (2007) approach about happiness, and researchers who developed
the first version of this adaptation scale define organizational happiness as
one’s perception about emotions and humor at work, meaningfulness of work,
expressiveness and fulfillment at work (Paschoal and Tamayo, 2008). Well-
being at Work Scale consists of three sub-dimensions: Positive affect, negative
affect, fulfillment.

Positive Affect

The dimension of positive affect includes experiencing pleasing emotions
and being in positive moods, and it is expressed that emotions of pleasure,
excitement and comfort are the representatives of positive affect and indicate
high level of happiness (Warr, 2007). Positive emotions are listed as
experiencing joy, enjoyment, and pleasure, and being cheerful, in good spirits,
satisfied, happy, calm, peaceful, proud and full of life (Begum, Jabeen, and
Awan, 2014; Frey and Stutzer, 2001). The scale adopted to Turkish in this study
includes the positive emotions of being happy, excited, cheerful, enthusiastic,
proud, willing, content, calm, and active in the sub-dimension of positive affect.

Negative Affect

The sub-dimension of negative affect includes experiencing unpleasant
emotions and being in negative moods (Diener, 2000). Displeasure, anxiety and
depression are the representatives of negative emotions, and the indicators of
low level of happiness (Warr, 2007). Negative emotions are listed as being sad,
nervous, unpeaceful, hopeless and stressful, and feeling shame, worry, anger
and useless (Frey and Stutzer, 2001). The sub-dimension of negative affect of
the scale includes being anxious, nervous, angry, impatient, annoyed, bored,
worried, jittery, depressed and upset, and feeling distressed and frustrated.

Fulfillment

The sub-dimension of fulfillment reflects the cognitive aspect of
organizational happiness, unlike positive affect and negative affect. This
dimension is composed of elements such as development of personel qualities,
discovery and actualization of potential, and the reflection of one’s self (Warr,
2007). One’s taking part in activities that allow for the actualization her/his
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skills and potential (Kashdan et al., 2008), opportunity for gaining new skills at
work (Warr, 2007), work enjoyment (Bakker and Demerouti, 2013) and
performing better (Golparvar and Abedini, 2014) can be listed as the elements
related to the sub-dimension of fulfillment. In this study, the sub-dimension of
fulfillment is composed of the elements such as achieving potential, developing
abilities, engaging in activities that express one’s skills, overcoming challenges,
achieving valuable results, advancing in the goals, expressing one’s best
performance at work.

Individuals’ experiencing positive emotions more than negative ones in
workforce, their ability to actualize their potential in their work; in other words,
experiencing high level of organizational happiness can contribute to
individuals and their organizations in many ways. It is seen that productivity,
financial performance, creativity, cognitive flexibility, cooperativeness, wage,
and organizational performance increase, while absenteeism decreases in the
organizations that composed of happy members (Helliwell, Layard, and Sachs,
2013). Happiness at work can not make a person happy, but it is possible to
state that a person can not be actually happy if she/he is unhappy at work.
People must work in good organizations for achieving a good life. Since,
organizational happiness is one of the important variables that affect
cumulative happiness of individuals (Frey and Stutzer, 2001; Gavin and Mason,
2004). Happier people are more successful and cooperative in their work, find a
job more easily than unhappy people, and tend to progress more quickly in
their careers (Frey and Stutzer, 2001).

In the long term, happy and healthy employees tend to be more productive,
generating better goods, and do their best at work (Gavin and Mason, 2004).
However, it is seen that most of the teachers in Turkish Education System are
unhappy. Results of the researches conducted by Turkish Education Union —
Tiirk Egitim Sendikast in 2011, and Union of Education and Science Employees
— Egitim ve Bilim Isgorenleri Sendikast in 2014 reveal this view (Egitim-1S, 2014;
Tiirk Egitim-SEN, 2011). With the abovementioned reasons, it is understood
that organizational happiness of employees is important both in terms of
organizations and members. Similarly, organizational happiness of teachers is
fundamental both for teachers and educational organizations. Thus, it can be
stated that a valid and reliable instrument that measure teachers' organizational
happiness would be practical. Researchers did not come up with any instrument
that reveal teachers’ organizational happiness in terms of both affective and
cognitive aspects. Thus, adapting Well-being at Work Scale developed by Demo
and Paschoal (2013) to Turkish was decided. The purpose of this study is
adapting Well-being at Work Scale to Turkish, and analyzing the validity and
reliability of the questionnaire. It is thought that this scale not only contributes
to organizational happiness literature but also can be used for the studies which
focus organizational happiness.
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Method
Participants

The data gathered from 342 teachers who work in public schools in
Kocaeli/Turkey at 2015-2016 spring term for adaptation of Well-being at Work
Scale to Turkish. Criterion sampling was used, and teachers who were working
more than six months in their schools were involved in this study. The scale
form was delivered to teachers who were volunteer for fulfilling the form. Due
to coding errrors, a total of 342 forms were analyzed.

It is found that 342 teachers work for 30 different branches. It has been tried
to guarantee maximum variation by incorporating the teachers working in
different branches as participants and has been aimed the scale items are not
targeted at a specific group. The participants’ teaching experiences were
between one and 42 years, their terms of office at the school they were working
were between one and 26 years. Of the participants, 61% (n=207) were female,
39% (n= 134) were male (missing data, n= 1). 4% (n=14) of the teachers work
at pre-schools, 37% (n=127) of them work at primary schools, 37% (n=127) of
them work at lower-secondary schools, 21% (n=72) of them work at high
schools (missing data, n= 2). The level of education division is 3.5% (n= 12) of
teachers have associate’s, 86.5% (n= 296) of teachers have bachelor’s, 8.2%
(n= 28) of teachers have master’s or PhD degrees (missing data, n= 6).

Data Collection Tool
Well-Being at Work Scale

Well-being at Work Scale was developed by Paschoal and Tamayo (2008) to
measure organizational happiness levels of employees in Brasil. According to
the basic assumption of the scale, organizational happiness is composed of
one’s perception about emotions and humor at work, meaningfulness of work,
expressiveness and fulfillment at work. Thus, there are items both related with
emotions at work and actualizing one’s potential. Items related with humor,
positive and negative affect are obtained from Subjective Well-Being Scale of
Albuquerque and Troccoli (2004, cited in Demo and Paschoal, 2013), PANAS
(Watson et al., 1988), and Life Satisfaction Scale (Diener et al., 1985). Finally,
there are 38 items about emotions at work in the item pool. After analyses,
there are nine items related with positive emotions, 13 items related with
negative emotions in the draft form. Besides, items related with employees’
fulfillment at work are obtained from literature, especially from Waterman’s
(1993) study, and interviews with employees. There are nine items related with
the sub-dimension of fulfillment in the draft form.

Paschoal and Tamayo (2008) expected a three-dimensioned construct while
developing Portuguese version of Well-being at Work Scale. The data gathered
from 317 employees were analyzed by factor analyses with oblique rotation.
According to analysis results three sub-dimensions were found: Positive affect,
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negative affect, fulfillment. Dimensions were composed of nine, 12, and nine
items, respectively. This three-factored construct accounted for 57.3% of total
variance, and the reliability coefficients ranged from 0.88 to 0.93. Items in the
sub-dimension of negative affect are reverse-coded.

Portuguese version of Well-being at Work Scale was adapted to English by
Demo and Paschoal (2013). There are 29 items scaled as five points in Likert
style in the scale. The validity and reliability of English version of the scale was
tested with the data gathered from 809 employees who were working in various
sectors in the United States of America. First, exploratory factor analysis
(EFA) was applied to the data gathered from 409 employees. One item in the
negative affect sub-dimension whose factor loading was low was excluded from
the scale after EFA, and a three-factored construct that explained 63% of total
variance was achieved. There are nine items whose factor loadings ranging from
.60 to .91 in positive affect sub-dimension, 12 items whose factor loadings
ranging from .61 to .85 in negative affect sub-dimension, and eight items whose
factor loadings ranging from .51 to .88 in fulfillment sub-dimension. The sub-
dimensions of positive affect, negative affect, and fulfillment explained 37%,
19.92%, and 6.04% of total variance, their eigenvalues were 11.1, 5.98, and 1.77,
respectively. Cronbach’s alpha coefficients were found .92 for positive affect
sub-dimension, .94 for negative affect sub-dimension, .92 for fulfillment sub-
dimension.

Three-factored construct that revealed by EFA was tested via confirmatory
factor analysis (CFA) with the data gathered from 400 participants. According
to CFA results, fit indices were found as x?=985.99, p<0.001; x*/sd=2.63;
CFI=.92; RMSEA=.06. Additionally, factor loadings of the items ranged from
.51 to .85. These findings show that three-factored construct of Well-being at
Work Scale was confirmed. The relationship between organizational happiness
and human resources practices was investigated for revealing nomological
validity of Well-being at Work Scale. As expected, a positive and high level of
correlation (r=.87) was found between these variables (Demo and Paschoal,
2013).

Translation of Well-Being at Work Scale and its Language Validity

Before starting to adapt the scale to Turkish, Demo and Paschoal (2013)
were e-mailed to ask for permission. After obtaining permission, five English
language teachers whose mother tongue is Turkish, and who are PhD students
at educational administration translated the items from English to Turkish.
This phase was followed by the phases of examining translated items by
researchers, deciding on the most suitable translation, and creating scale form.
After these, backtranslation of the items from English to Turkish was done by
an English language teacher whose mother tongue is Turkish, who is a PhD
student at educational administration, and who did not participate in the
process of items’ translation from English to Turkish. The consistency between
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original form and backtranslation form was evaluated by two educational
sciences specialists. After this evaulation, it was accepted that original version
and backtranslation version was parallel based on views of specialists in terms
of meaning. Since there are not any semantic changes or semantic loss for the
items. After the confirmation of the specialists whose mother tongue is English,
a pilot study was achieved with 18 teachers who are also MA candidates in
educational sciences, and whose mother tongue is Turkish. The final version of
the scale was generated in the light of the feedbacks from teachers involved in
the pilot study and specialists in terms of clarify of the items and usefullness of
the scale form.

Data Analysis

SPSS 15 was used for reliability analysis, and LISREL 8.7 was used for the
validity analysis. Reliability was tested via Cronbach’s Alpha internal
consistency coefficient, construct validity was analyzed by using confirmatory
factor analysis (CFA), and x%/df, RMSEA, GFI, NNFI, CFI, and SRMR fit
indices were used for the compatibility of CFA model.

Findings
Construct Validity of Well-Being at Work Scale

According to CFA results, all items exceed 2.56, and there are not any
insignificant ¢ values of items. With mentioned reason, none of the items are
excluded from the scale. Chi square were found as x*=1479.26, p < .00. When
the x? value is significant, it is suggested that x?/df result should be analysed
(Simsek, 2007). It is seen that x%/df= 1479.26 / 374 = 3.95 is between three and
five, and this is an indicator of excellent fit (Kline, 2005; Siimer, 2000). Other fit
indices show excellent (NNFI = .97, CFI = .97) and good fit (SRMR = .061).
It is seen that other fit indices (GFI = .77, RMSEA = .09) are a little above
acceptable fit. When the fit indices are evaluated together, it is understood that
fit indices show acceptable fit (Celik and Yilmaz, 2013). CFA results reveal that
standardised item factor loadings range between .53 and .96. It is seen that
three-factored construct for the English version is confirmed for Turkish
version, too. As in the English version, Turkish form of the Well-being at Work
Scale consists of 29 items and three dimensions: Nine items in positive affect, 12
items in negative affect, eight items in fulfillment.

Reliability of Well-Being at Work Scale

Internal consistency of the scale was tested via Cronbach’s Alpha coefficient
(o). Analysis results reveal that Cronbach’s Alpha value () is .96 for entire
scale. This value was found .94 for the sub-dimension of positive affect, .95 for
negative affect, and .92 for fulfillment. It is seen that Cronbach’s Alpha
coefficients both for the entire scale and the dimensions are acceptable
(Biyiikoztiirk, 2012).
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Discussion, Conclusion and Suggestions

Happiness at workplace can not make an employee happy, but it is possible
to state that an employee can not be happy if she/he is unhappy at the
workplace. Since, organizational happiness is one of the important variables
that affect cumulative happiness of employees. While organizational happiness
increases productivity, financial performance, creativity, cognitive flexibility,
cooperativeness, wage, and organizational performance, it decreases employee
absenteeism. Additionally, happy employees are more successful and
cooperative in their work, find a job more easily than unhappy employees, and
tend to progress more quickly in their careers (Frey and Stutzer, 2001; Gavin
and Mason, 2004; Helliwell, Layard, and Sachs, 2013). It is thought that
measuring organizational happiness which is important both for organizations
and members via valid and reliable instruments would be practical for
employees and organizations. Thus, it is aimed to reveal the validity and
reliability of Well-being at Work Scale’s Turkish version that determines
teachers’ level of organizational happiness according to their views. With this
purpose, content validity of the scale was tested by using CFA, while reliability
was tested via Cronbach’s Alpha internal consistency coefficient. Analysis
results show that Turkish version of the scale has acceptable psychometric
properties.

Well-being at Work Scale is composed of three sub-dimensions such as
positive affect, negative affect, and fulfillment. All items in the sub-dimension
of negative affect is reverse-coded. Sub-dimensions are not graded and
evaluated separately. It is accepted that the level of organizational happiness
increases as the score from the entire scale increases, and the level of
organizational happiness decreases as the score from the entire scale decreases.
Consequently, it can be suggested that Turkish version of the scale is a valid
and reliable data collection tool for determining the teachers’ level of
organizational happiness according to their perceptions. Thus, it is asserted that
Well-being at Work Scale can be used for the studies about organizational
happiness of teachers.

The validity and reliability of Turkish version of Well-being at Work Scale
was done according to views of teachers who were working at public schools in
Kocaeli Province, in this study. This can be considered as a limitation of the
study. Therefore, it can be suggested that conducting further researches related
with the validity and reliability of Well-being at Work Scale on different
samples (different regions, countries, industries, etc.) will increase usefullness
of the scale.

“This research is the extended version of the presented paper in 12" International Educational Administration
Congress.
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Tiirkce Siiriim

Giris

Bireylerin cogunlugu mutlu olmayr Onemsemektedir ve mutluluk
toplumlarin cogunda yiiksek diizeyde Onem verilen bir amag¢ olarak ele
alinmaktadir (Diener, 2000). Frey ve Stutzer (2001) diinyada insanlarin bu denli
uzlastiklar1 bagka bir amac¢ olmadigini ifade etmektedir. Durum bdyle olunca,
kavram yiizlerce yildan bugiine hedonizmden yararcilia, pozitif psikolojiden
liberalizme ve mistik deneyimlerden dini geleneklere kadar bircok farkli alanda
deginilen temel konulardan biri olmustur. Bir¢ok psikolojik ve felsefi yaklagim
mutlulugu, hayatta erisilmesi gereken en st iyilik hali olarak kabul etmistir
(Diener, 2000; Frey ve Stutzer, 2001). Kavram, hem arastirmacilarin (Easterlin,
2003) hem de politika yapicilarinin ilgisini gekmekte (Stiglitz, Sen ve Fitoussi,
2009) ve pozitif psikoloji alaninin odaklandigi temel konular arasinda yer
almaktadir (Seligman ve Csikszentmihalyi, 2000).

Orgiitsel davranig alanyazininda mutluluk kavramuyla iliskili pek ¢ok kavram
bulunmaktadir. Yararhlik, iyi-olug, 6znel iyi-olus, yasam doyumu ve refah
kavramlar1 bu kavramlardandir. Mutluluk alanyazinindaki Oncii arastirmacilarin
s0z konusu kavramlar1 birbirlerinin yerlerine kullandiklar1 goriilmektedir.
Ornegin Easterlin (2003); mutluluk, yararlilik, iyi-olus, yasam doyumu ve refah;
Frey ve Stutzer (2001) mutluluk, O6znel iyi-olus ve doyum kavramlarini
birbirlerinin yerlerine kullanmaktadirlar. Crapanzono ve Wright (1999),
Lyubomirsky (2001), Seligman (2003) ve Diinya Mutluluk Endeksi raporlarini
hazirlayan Helliwell, Layard ve Sachs (2017) da iyi-olus ve mutluluk
kavramlarimi birbirlerinin yerlerine kullanmaktadir. Bu arastirmada da iyi-olus
ve mutluluk kavramlari birbirlerinin yerlerine kullanilmigtir.

Alanyazinda, mutlulugun hem bireyler hem de Orgiitler igin dnemine iligkin
bir goriis birligi varken kavramin tanimina iligkin bir goriis birligi yoktur (Warr,
2007; Waterman, Schwartz, ve Conti, 2008). Kimi tanimlamalarda mutlulugun
sadece duygusal yoniine vurgu yapilirken kimi tanimlamalarda kavramin hem
duygusal hem de biligsel yonlerine deginilmektedir. Kavramin duygusal ve
biligsel yonlerine deginen arastirmacilardan Seligman’a (2003) gére mutluluk,
kisinin hayatinin dogru yonde ilerleyip ilerlemedigine iligkin biligsel bir
degerlendirmeyi, hayatin anlami ve amacim1 bulmaya yonelik siirekli bir
arastirmayl ve olumlu duygularin sikligi ile olumsuz duygularin seyrekligini
ifade etmektedir. Benzer sekilde oOrgiitsel mutlulugun tanimi da sadece
isyerinde memnuniyet duygusu, olumlu duygusal deneyim, iyi duygular ve
eglence duygusuna sahip olmay: degil ayn1 zamanda bireyin yasaminin anlaml
olmasini da icermektedir (Saenghiran, 2013).
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Orgiit bilimi alanyazini, mutlulugu; duygusal, biligsel ve potansiyeli
gerceklestirme terimleri ile tanimlamaya baglamistir. Duygusal yaklagimi
benimseyen yazarlar, Orgilitsel mutlulugu isyerindeki duygularin bir toplami
olarak ele alip, olguyu calisanin duygulari ve modlar1 agisindan
tamimlamaktadirlar (Daniels, 2000). Orgiitsel mutluluk, olumlu duygularin daha
stk ve yogun oldugu, isgorenin olumlu duygularinin olumsuz duygularindan
iistiin geldigi bir durumu ifade etmektedir (Brief ve Weiss, 2002). Waterman
(1993) ve Waterman vd. (2008) farkli durumlarin mutluluga neden olabilecegini
belirtmektedirler. Memnuniyet veren duygular, kisinin potansiyelini
gerceklestirdigine ve yansittigina dair algist mutluluga temel olusturmaktadir.
Warr’a (2007) gére mutluluk; olumlu ve olumsuz duygular ile kisisel niteliklerin
gelistirilmesi, potansiyelin kesfi ve gerceklestirilmesi, kisinin kendini yansitmasi
gibi unsurlardan meydana gelmektedir. Bu caliymada uyarlanan olgek de
mutluluga iliskin Warr'in (2007) yaklagimini temel almaktadir ve uyarlamasi
yapillan Olgegi gelistiren aragtirmacilar Orgiitsel mutlulugu; isyerindeki
duygulardan ve mizahtan, yapilan igin anlamliligina ve bireyin potansiyelinin ne
kadarmi gerceklestirdigine dair algist olarak tanimlamaktadir (Paschoal ve
Tamayo, 2008). OMO; olumlu duygular, olumsuz duygular ve potansiyelin
gerceklestirilmesi boyutlari olmak iizere ii¢ alt boyuttan olusmaktadir.

Olumlu Duygular

Olumlu duygular boyutu, memnuniyet verici duygular yagsamay: ve olumlu
modlarda olmayi icermekte; memnuniyet duygusu, heyecan ve konforun olumlu
duygularin temsilcileri ve yiikksek mutlulugun gostergeleri oldugu ifade
edilmektedir (Warr, 2007). Olumlu duygular; seving, zevk, memnuniyet ve
hosnutluk yasama; neseli, sevingli, keyfi yerinde, mutlu, huzurlu, memnun,
hayat dolu, gururlu ve sevgi dolu olma olarak siralanmaktadir (Begum, Jabeen
ve Awan, 2014; Frey ve Stutzer, 2001). Bu arastirmada uyarlanan oOlcegin
olumlu duygular boyutunun kapsamina isyerinde mutlu, heyecanli, neseli,
hevesli, gururlu, istekli, memnun, huzurlu ve aktif olma girmektedir.

Olumsuz Duygular

Olumsuz duygular boyutu, memnuniyetsizlik veren duygulari yagsama ve
olumsuz modlarda olmay! i¢ermektedir (Diener, 2000). Memnuniyetsizlik,
kaygi ve depresyon olumsuz duygularin temsilcileri ve diisik mutlulugun
gostergeleridir (Warr, 2007). Olumsuz duygular; tizgiin, endiseli, huzursuz,
umutsuz ve stresli olma; utanma, endiselenme, 6fkelenme ve ise yaramaz
hissetme olarak siralanmaktadir (Frey ve Stutzer, 2001). OMO’niin olumsuz
duygular boyutu; isyerinde huzursuz, gergin, sinirli, sabirsiz, sikilmis, endiseli,
stresli, depresif, sikintili ve lizgiin olma ile canim sikkin ve bosa cabalamig
hissetme duygularini kapsamaktadir.
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Potansiyelin Gergeklegtirilmesi

Potansiyelin gerceklestirilmesi boyutu, olumlu ve olumsuz duygular
boyutlarindan farkl olarak orgiitsel mutlulugun biligsel yoniinii yansitmaktadir.
Bu boyut; kisisel niteliklerin = gelistirilmesi, potansiyelin  kesfi ve
gerceklestirilmesi, kisinin kendini yansitmasi gibi unsurlardan olusmaktadir
(Warr, 2007). Bireyin becerilerini ve potansiyelini yansitabilecegi etkinliklerde
yer almasi (Kashdan vd. 2008), isinde yeni beceriler elde etme firsat1 (Warr,
2007), yaptig1 isten zevk almasi (Bakker ve Demerouti, 2013) ve daha iyi
performans gostermesi (Golparvar ve Abedini, 2014) potansiyelin
gerceklestirilmesi boyutuyla iligkili 0geler olarak siralanabilir. Bu aragtirmada
ise potansiyelin gerceklestirilmesi boyutu kapsamina isyerinde potansiyeli ve
becerileri kullanma, istiin yonlerini gosterebilme, yetenekleri gelistirme,
zorluklarin istesinden gelme, hoslanilan igleri yapma ve amaglara ulasma
Ogeleri girmektedir.

Bireylerin Orgiitlerindeki olumlu duygularinin olumsuz duygularindan ¢ok
olmasi, iglerinde potansiyellerini gerceklestirebilmeleri, yani orgiitsel mutluluk
diizeylerinin yiiksek olmasi onlara ve orgiitlerine bir¢ok katki saglamaktadir.
Mutlu iyelerden olusan Orgiitlerde iretkenligin, mali performansin,
yaraticihigin, biligsel esnekligin, isbirliginin, gelirin ve Orgiitsel performansin
arttig1, devamsizligin azaldigi goriilmektedir (Helliwell, Layard ve Sachs, 2013).
Kisinin is hayatindaki mutlulugu tek bagina bir insan1 mutlu etmeyebilir fakat
kisi is hayatinda mutsuzsa bu durumun o6zel hayatina yansimasi da
muhtemeldir. Iyi bir yasama erismek icin bireylerin iyi orgiitlerde calismalar
gerekmektedir. Ciinkii Orgiitsel mutluluk, bireylerin toplam mutlulugunu
etkileyen Onemli degiskenlerden birisidir (Frey ve Stutzer, 2001; Gavin ve
Mason, 2004). Diger taraftan mutlu insanlar iglerinde daha basarili olmakta,
daha kolay is bulmakta, kariyerlerinde daha hizli ilerlemekte ve igbirligine daha
yatkin olmaktadirlar (Frey ve Stutzer, 2001).

Mutlu ve saglikli isgdrenler uzun donemde daha iiretken olmakta, daha iyi
iirtiinler ortaya koymakta ve potansiyellerini daha ¢ok igse kogsmaktadirlar (Gavin
ve Mason, 2004). Tiirk Egitim Sistemi igerisinde yer alan 6gretmenlerinse genel
olarak mutsuz olduklar1 gériilmektedir. Tirk Egitim Sendikasinin 2011 yilinda,
Egitim ve Bilim Isgorenleri Sendikasmin 2014 yilinda yiirittiikleri
arastirmalarin sonuglari bu durumu ortaya koymaktadir (Egitim-1S, 2014; Tiirk
Egitim-SEN, 2011). Yukarida siralanan nedenlerle, bireylerin orgiitsel
mutlulugunun hem orgiit tiyeleri hem de orgiitler agisindan 6nemli oldugu
goriilmektedir. Benzer sekilde Ogretmenlerin Orgilitsel mutlulugu da hem
Ogretmenler hem de egitim Orgiitleri agisindan Onemlidir. Bu noktada
Ogretmenlerin Orgiitsel mutlulugunu o6lgmeye yonelik gegerli ve giivenilir bir
Olcme aracinin yararli olacagi one siiriilebilir. Yapilan alanyazin taramasinda
Ogretmenlerin Orgiitsel mutlulugunu duygusal ve biligsel acilardan ele alan
Tirkce bir oOlgege rastlanmamig, bu dogrultuda Demo ve Paschoal (2013)
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tarafindan gelistirilen OMO’niin Tiirkceye uyarlanmasina karar verilmistir. Bu
calismanin amaci, OMO’niin dilimize uyarlamasinin yapilmasi, 6lcegin gegerlik
ve giivenirligine iligkin kanitlarin incelenmesidir. Bu 6lgegin 6rgiitsel mutluluk
alanyazinina katki saglayacagi gibi oOrgiitsel mutluluga odaklanacak
arastirmalarda da kullanilabilecegi diisiiniilmektedir.

Yontem
Katilimcilar

OMOrniin Tiirkceye uyarlanmasi icin Kocaeli ilindeki kamu okullarinda
gorev yapan 342 ogretmenden 2015-2016 egitim-O6gretim yili bahar yariyilinda
veri toplanmistir. Katilimcilarin belirlenmesinde 0l¢iit drnekleme yontemi
kullanilmig ve arastirmaya okullarinda alti ay veya daha uzun siiredir gorev
yapmakta olan Ogretmenler dahil edilmistir. Bu dogrultuda arastirmacilar
okullara giderek goniilliilik esasina dayali olarak 6gretmenlere dlgek formunu
dagitmis, 6lcek icerisinde eksik verisi maddelerin %10’undan fazlasini olugturan
O0gretmenlerden elde edilen veriler incelemeye dahil edilmemistir.

Aragtirmaya katilan 342 Ogretmenin 30 farkli bransta gorev yaptigi
belirlenmigtir. Farkli branglarda gorev yapan 0gretmenlerin aragtirmaya dahil
edilmesi ile maksimum cesitlilik saglanmaya ¢aligilmig, 6lcek maddelerinin belli
bir gruba yoOnelik olmamasina 6zen gosterilmistir. Bir ile 42 yil arasinda
kidemleri; bir ile 26 yil arasinda mevcut okullarindaki gorev siireleri degisen
katidimcilarin %61’ini (n=207) kadin, %39’unu (n=134) erkek oOgretmenler
olusturmaktadir (eksik veri, n= 1). 342 dgretmenin %4’ okul 6ncesi (n=14),
%37si ilkokul (n=127), %37’si ortaokul (n=127), %21’i lise (n=72)
kademesinde gorev yapmaktadir (eksik veri, n= 2). Ogretmenlerin mezuniyet
durumlar: incelendiginde ise; %3.5’inin 6n lisans (n=12), %86.5’inin lisans
(n=296), %8.2’sinin lisansiisti mezunu (n=28) oldugu gorilmektedir (eksik
veri, n= 06).

Veri Toplama Aract
Orgiitsel Mutluluk Olcegi

OMO, Paschoal ve Tamayo (2008) tarafindan Brezilya’daki isgdrenlerin
orgiitsel mutlulugunu olgmek icin Portekizce olarak gelistirilmistir. Olgegin
temel varsayimima gore Orgiitsel mutluluk; isyerindeki duygulardan ve
mizahtan, yapilan isin anlamlligina ve bireyin potansiyelinin ne kadarim
gerceklestirdigine dair algisindan olusmaktadir. Dolayisiyla Olcekte hem
isyerindeki duygulara hem de bireyin potansiyelini gerceklestirmesine yonelik
maddeler yer almaktadir. Mizah ve olumlu-olumsuz duygulara iligkin maddeler
Albuquerque ve Troccoli’nin (2004: akt: Demo ve Paschoal, 2013) Oznel Iyi-
olus Olgeginden, PANAS’tan (Watson vd. 1988) ve Yasam Doyumu
Olcegi'nden (Diener vd., 1985) elde edilmistir. Boylece isyerindeki duygulara
iligkin 38 ifade madde havuzunda yer almistir. Yapilan analizlerden sonra
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olumlu duygulara iliskin dokuz, olumsuz duygulara iliskin 13 madde olgek
taslaginda yer almistir. Bireylerin igyerinde potansiyellerini gerceklestirmelerine
yonelik maddeler ise alanyazindan, Ozellikle Waterman'in (1993)
caligmasindan, isgorenlerle yapilan goriismelerden elde edilmistir. Olgek
taslaginda, potansiyeli gerceklestirme boyutuna yonelik ise dokuz madde yer
almistir.

OMOrniin Portekizce formu geligtirilirken Paschoal ve Tamayo (2008)
tarafindan olgek icin ti¢ faktorli bir yapr 6ngoriilmiistiir. Bu yap: Brezilya’daki
317 isgorenden elde edilen verilerle faktor analizi ve egik dondiirme teknikleri
kullamlarak smanmustir. Analizler sonucunda; 30 maddelik OMO’niin olumlu
duygular, olumsuz duygular ve potansiyelin gerceklestirilmesi boyutlarindan
olustugu goriilmiistiir. Boyutlarda sirasiyla dokuz, 12 ve dokuz madde yer
almaktadir. Bu {i¢ faktorlii yapr toplam varyansin %57.30’'unu aciklamakta ve
boyutlara iliskin giivenilirlik katsayilar1 .88 ile .93 arasinda degismektedir.
Olgekte olumsuz duygular boyutunda yer alan maddeler ters puanlanmaktadir.

OMOrniin  Portekizce formu Demo ve Paschoal (2013) tarafindan
Ingilizceye uyarlanmustir. Olcekte besli likert tipinde 29 madde yer almaktadir.
Uyarlanan 06lgme aracinin gegerlilik ve giivenilirligi Amerika Birlesik
Devletleri’'nde cesitli sektorlerde calisan 809 katilimcidan elde edilen verilerle
test edilmistir. Gegerlilik ve giivenilirlik ¢alismas1 kapsaminda ilk olarak, 409
katilmcidan elde edilen verilerle acimlayict faktdr analizi yapilmustir.
Acgimlayici faktor analizi sonucunda, olumsuz duygular boyutundaki faktor yiikii
diisiik olan bir madde 6lgekten cikarilmis, toplam varyansin %63’tinti agiklayan
tc faktorli bir yapr elde edilmistir. 29 maddelik Olcegin olumlu duygular
boyutunda madde faktor yiikleri .60 ve .91 arasinda degisen dokuz, olumsuz
duygular boyutunda madde faktor yiikleri .61 ve .85 arasinda degisen 12,
potansiyelin gerceklestirilmesi boyutunda madde faktor yikleri .51 ve .88
arasinda degisen sekiz madde yer almaktadir. Olumlu duygular, olumsuz
duygular ve potansiyelin gerceklestirilmesi alt boyutlarinin acikladiklari varyans
oranlari sirasiyla; %37, %19.92 ve %6.04; 6zdegerleri 11.1, 5.98 ve 1.77 olarak
bulunmustur. Alt boyutlarin i¢ tutarlilik katsayilari ise .92, .94 ve .92 olarak
hesaplanmigtir.

Olcek uyarlama siirecinde acimlayic1 faktor analizinin ortaya koydugu iic
faktorlii yapi, 400 katiimcidan elde edilen verilerle dogrulayici faktor analizi
yapilarak test edilmistir. Analiz sonuclarmna gore x*=985.99, p<0.001;
x?/sd=2.63; CFI=.92; RMSEA=.06 olarak bulunmustur. Ayrica Olcekteki
maddelerin faktor ytikleri .51 ile .85 arasinda degismektedir. Tiim bu bulgular
OMO'ye yénelik ii¢ faktorlii yapimin dogrulandigini géstermektedir. OMO’niin
nomolojik gecerliligi icin ise orgiitsel mutluluk ile insan kaynaklar1 politikalari
ve uygulamalart arasindaki iligki incelenmis; Ongoriilldigii gibi iki degisken
arasinda yiiksek diizeyde ve olumlu iliski (r=.87) bulunmustur (Demo ve
Paschoal, 2013).
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OMO'’niin Ceviri Calismast ve Dil Gegerliligi

OMOyii Tiirkgeye uyarlamaya baglamadan once 6lgegin Ingilizce formunu
gelistiren Demo ve Paschoal’dan (2013) e-posta araciligiyla izin istenmistir. Izin
alinmasinin ardindan anadili Tiirkce olan ve egitim yonetimi alaninda doktora
egitimine devam eden bes Ingilizce 6gretmeni 6lgek maddelerini Ingilizceden
Tiirkceye cevirmistir. Bu asamayi, 6lcek maddelerinin Ingilizceden Tiirkceye
gevirilerinin arastirmacilar tarafindan incelenip en uygun secenege karar
verilerek olgek formunun olusturulmasi agsamasi izlemistir. Bu islemden sonra,
formdaki maddelerin Tiirkceden Ingilizceye geri cevirisi, 6lgegin Ingilizceden
Tirkgeye cevirisi caligmasinda yer almayan ve egitim yonetimi alaninda doktora
egitimine devam eden anadili Tiirkce olan bir Ingilizce 6gretmeni tarafindan
yapimistir. Geri ceviri sonucu elde edilen formdaki maddeler ile olgegin
Ingilizce versiyonundaki maddeler arasindaki tutarlilik ise anadili Ingilizce olan
iki egitim bilimleri uzmam tarafindan kontrol edilmistir. Kontrol sonucunda
maddelerinde herhangi bir anlam degisikligi ya da anlam kaybi goriilmeyen
Ol¢egin uzman goriiglerine bakilarak ceviri agisindan paralelliinin saglandigi
kabul edilmistir. Anadili Ingilizce olan uzmanlarin onayindan sonra olusturulan
Olcek formu anadili Tiirkce olan ve egitim yOnetimi alaninda tezsiz yiiksek
lisans egitimine devam eden 18 Ogretmene uygulanarak deneme uygulamasi
yapimustir. Deneme uygulamasina katilan 6gretmenlerin ve alan uzmanlarinin
maddelerin  anlagilirhigt  ve Olgek formunun kullamgliligina  yonelik
geribildirimlerinden sonra 6lgek formuna son hali verilmistir.

Veri Analizi

Verilerin analizinde giivenilirlik icin SPSS 15 paket programu, gecerlilik icin
ise LISREL 8.7 paket programi kullanilmistir. Giivenilirlik Cronbach’s Alpha ic
tutarlilik katsayisi, yap1 gegerliligi ise dogrulayici faktor analizi (DFA) yapilarak
smanmig ve modelin degerlendirilmesinde uyum iyiligi olgiitleri olarak x%/sd,
RMSEA, GFI, NNFI, CFI ve SRMR degerleri kullanilmistir.

Bulgular

OMO’niin Yap: Gegerliligi

DFA sonuclarina gore, maddelerin ¢ degerlerinin ait olduklar1 boyutlarda
uyumsuzluk gostermedikleri anlagilmistir. Analiz sonuglari, maddelerde manidar
olmayan ¢ degeri olmadigini ortaya koymaktadir. Bu nedenle herhangi bir madde
oOlcekten cikarilmamigtir. DFA sonucunda x? degeri (1479.26, p < .00) anlamli
ctkmigtir. Bu gibi durumlarda x?sd degerinin incelenmesi tavsiye edilmektedir
(Simsek, 2007). x%/sd orammin (1479.26 / 374 = 3.95) 3 ile 5 arasinda oldugu
goriilmekte ve bu deger iyi uyumun bir gostergesi olarak yorumlanmaktadir
(Kline, 2005; Stimer, 2000). Diger uyum indeksleri de mitkemmel (NNFI = .97,
CFI = .97) ve iyi (SRMR = .061) uyum gostermektedir. GFI ve RMSEA uyum
indekslerinin ise (GFI = .77, RMSEA = .09) kabul edilebilir uyumun biraz
iizerinde oldugu bulunmustur. S6z konusu indeksler bir arada yorumlandiginda,
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elde edilen uyum iyiligi indekslerinin yeterli diizeyde uyuma isaret ettigi
gorilmektedir (Celik ve Yilmaz, 2013). DFA sonucunda standartlastirilmig
madde faktor yiklerinin de .53 ile .96 arasinda degisiklik gosterdigi
goriilmektedir. Bulgular OMO’niin Ingilizce versiyonundaki ii¢ faktorlii yapmin
Tiirkge formda da dogrulandigini géstermektedir. OMO’niin Tiirkge formu,
Ingilizce formda oldugu gibi olumlu duygular boyutundaki dokuz, olumsuz
duygular boyutundaki 12 ve potansiyelin gerceklestirilmesi boyutundaki sekiz
madde olmak iizere toplamda ii¢ boyut ve 29 maddeden olugsmaktadir.
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OMO'’niin Giivenilirligi

Olgegin ig tutarliligt Cronbach’s Alpha katsayist (a) kullanilarak sinanmistir.
Analiz sonuglaria gore; Cronbach’s Alpha katsayilari (o) dlcegin tamami igin
.96, olumlu duygular boyutu igin .94, olumsuz duygular boyutu igin .95 ve
potansiyelin gerceklestirilmesi boyutu igin .92 olarak bulunmustur. Bulgulara
gore, Olgegin tamamina ve alt boyutlara iligkin giivenilirlik katsayilar1 yeterli
diizeydedir (Biiylikoztiirk, 2012).

Tartisma, Sonuc ve Oneriler

Is yasami tek bagmna bir bireyi mutlu etmeye yetmese de is yasaminda
mutsuz olan bir bireyin 6zel hayatinda gergek bir mutluluk yagayamayacagi
diustinilmektedir. Cinki Orgiitsel mutluluk, oOrgiit tyelerinin toplam
mutlulugunu etkileyen 6nemli bir degiskendir. Orgiitsel mutluluk orgiitlerde
iiretkenligi, mall performansi, yaraticiligi, biligsel esnekligi, isbirligini, geliri ve
Orgiitsel performansi arttirmakta; isgdren devamsizhigini ise azaltmaktadir.
Bunun yaninda, mutlu insanlarin mutsuz insanlara gore islerinde daha bagarili
ve iretken olduklari, potansiyellerini daha cok ise kostuklari, daha kolay ig
bulduklari, kariyer basamaklarini daha hizli ¢iktiklari ve igbirligine daha yatkin
olduklar1 bilinmektedir. (Frey ve Stutzer, 2001; Gavin ve Mason, 2004;
Helliwell, Layard ve Sachs, 2013). Hem orgiit iiyeleri hem de Orgiitler agisindan
Onemli olan Orglitsel mutlulugu gegerli ve giivenilir araglarla 6lgmenin bireyler
ve Orgiitler acisindan yararli olacagl diisiiniilmektedir. Bu nedenle, bu
arastirmada 6gretmenlerin Orgiitsel mutluluk diizeylerini kendi algilarina dayali
olarak belirleyebilecek bir 6lgme aracinin Tiirkgeye uyarlanarak gecerliligi ve
giivenilirligine iliskin kanitlarin ortaya konulmasi amaclanmistir. Bu amagla,
OMOrniin yap1 gecerliligi DFA ile giivenilirligi ise Cronbach’s Alpha ig¢
tutarlilik katsayisi araciligiyla sinanmigtir. Analiz sonuclari, olgegin Tiirkce
formunun psikometrik 6zelliklerinin uygun oldugunu gostermektedir.

OMO; olumlu duygular, olumsuz duygular ve potansiyelin gerceklestirilmesi
boyutlar1 olmak iizere iic alt boyuttan olugmaktadir. Olumsuz duygular
boyutundaki 12 madde ters puanlanmaktadir. Alt boyutlar ayr1 ayri
puanlanmamakta ve degerlendirilmemekte, Olcegin tamami bir arada
degerlendirilmektedir. Katilimcilarin 0Olcekten aldiklar1 puanlarin  artmasi
orgiitsel mutluluk diizeylerinin arttig1, puanlarin azalmasi ise orgiitsel mutluluk
diizeylerinin azaldig1 seklinde yorumlanmaktadir. Sonu¢ olarak OMO’niin,
Ogretmenlerin kendi algilarina gore Orgilitsel mutluluk diizeylerini belirlemede
kullanilabilecek gecerli ve giivenilir bir 6lgme araci oldugu 6ne siiriilebilir. Buna
dayali olarak, OMO’niin 6gretmenlerin orgiitsel mutlulugunu konu alan
arastirmalarda kullanilmasi 6nerilebilir.

Bu calismada, OMO'niin Tiirkge formunun gegerlilik ve giivenilirligi Kocaeli
ilindeki kamu okullarinda gorev yapan Ogretmenlerin goriislerine dayali olarak
smanmistir. Bu durum, arastirmanin bir simirhilig olarak ele alinabilir. Bu nedenle,
OMOrniin gegerlilik ve giivenilirliginin farkli bolge, iilke ve sektorlerden elde
edilecek verilerle sinanmasinin 6lgegin kullanighihigini arttiracagi one siiriilebilir.
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Yaser Arslan & Soner Polat

Ek 1. Orgiitsel Mutluluk Olcegi
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1. |Son alt1 aydir isimde kendimi mutlu hissediyorum. 112131415
2. |Son alt1 aydir isimde kendimi huzursuz hissediyorum. 112131415
3. [Son alt1 aydir isimde kendimi gergin hissediyorum. 112131415
4. |Son alt1 aydir isimde kendimi heyecanl hissediyorum. 1|23 |45
5. |Son alt1 aydir isimde kendimi sinirli hissediyorum. 112131415
6.  |Son alt1 aydir isimde kendimi negeli hissediyorum. 112131415
7. |Son alt1 aydir isimde kendimi sabirsiz hissediyorum. 112134715
8.  |Son alt1 aydir isimde kendimi hevesli hissediyorum. 11213415
9. |Son alt1 aydir isimde canimi sikkin hissediyorum. 11213415
10. |Son alt1 aydir isimde kendimi gururlu hissediyorum. 1123|415
1. Sgn aI.t1 aydir isimde kendimi bosa cabalamis 1121314ls
hissediyorum.
12. |Son alt1 aydir isimde kendimi istekli hissediyorum. 1|23 |45
13. |Son alt1 aydir isimde kendimi sikilmig hissediyorum. 112131415
14. |Son alt1 aydir isimde kendimi memnun hissediyorum. 112131415
15. |Son alt1 aydir isimde kendimi endiseli hissediyorum. 112131415
16. [Son alt1 aydir isimde kendimi stresli hissediyorum. 11213415
17. |Son alt1 aydir isimde kendimi huzurlu hissediyorum. 1121311415
18. |Son alt1 aydir isimde kendimi depresif hissediyorum. 1123|415
19. |Son alt1 aydir isimde kendimi aktif hissediyorum. 112131415
20. |Son alt1 aydir isimde kendimi sikintili hissediyorum. 1123|415
21. |Son alt1 aydir isimde kendimi iizgiin hissediyorum. 1121345
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22. |Isimde potansiyelimi kullamyorum. 112131415
23. I§11.nd.e.0nemh oldugunu diisiindiigiim yeteneklerimi 112131]4]ls5s
gelistiriyorum.
24, |Isimde becerilerimi yansittigim etkinliklere katihyorum. | 1 | 2 | 3 | 4 | 5
25. |Isimde zorluklarin iistesinden geliyorum. 112131415
2. Isimde degerli oldugunu diisiindiigiim sonuclara 1121345
ulagtyorum.
2. .I§1m.de, hayatim icin koydugum amaclar dogrultusunda 11al3lals
ilerliyorum.
28. |Isimde en iyi yonlerimi gosterebiliyorum. 1 3 5
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