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Abstract 

Happiness in the workplace: An Appreciative Inquiry  

Catherine McGonagle 
 
Maximising employee wellbeing is a challenge for managers at any time. The current economic 
climate of austerity and the resulting financial constraints within the public sector increase this 
challenge. Promoting happiness in the workplace is potentially relevant to improving productivity, 
creativity and retention of staff. Previous research on happiness in the workplace has focused on job 
satisfaction and employee engagement however happiness in the workplace is an understudied area 
and offers an incomplete understanding of the phenomenon.  
 
The aim of this study was to develop, in collaboration with staff, a workplace which facilitates staff 
happiness at work. Concept analyses of happiness and happiness in the workplace were conducted 
in order to provide a conceptual framework for the study. Self-determination theory is proposed as a 
theoretical explanation for happiness in the workplace. Review of workplace happiness research 
highlighted an incomplete account of happiness in the workplace.    
 
The study was conducted in a School of Nursing in the university sector. An Appreciative Inquiry (AI) 
approach underpinned by a social constructionist philosophy was adopted.  AI is an affirmative, 
collaborative, action focused and generative approach involving four stages of Discovery, Dream, 
Design and Destiny.  All full time staff (n=80) of the School were invited to participate. A total of 
twenty three staff across roles and disciplines chose to participate in the study. Focus group and 
individual interviews were used to collect data during each of the stages. Template Analysis was 
ǳǎŜŘ ǘƻ ƛƴŘǳŎǘƛǾŜƭȅ ƛŘŜƴǘƛŦȅ {ŎƘƻƻƭ ǎǘǊŜƴƎǘƘǎ ŎƻƴǎƛǎǘŜƴǘ ǿƛǘƘ ǇŀǊǘƛŎƛǇŀƴǘǎΩ ǳƴŘŜǊǎǘŀƴŘƛƴƎs of 
happiness in the workplace. Self-determination, Fulfilment and Community were found to be central 
to Being Happy in this workplace in the Discovery phase. On the basis of these shared meanings of 
happiness in the workplace, vision statements and an action plan were subsequently developed in 
the Dream and Design phases of the study. Actions developed by participants were then 
implemented and some are ongoing, as is the nature of action focused research. During this Destiny 
phase of the study an evaluation was conducted to identify change as a result of the process and to 
ŦǳǊǘƘŜǊ ƛŘŜƴǘƛŦȅ ǇŀǊǘƛŎƛǇŀƴǘǎΩ ŜȄǇŜǊƛŜƴŎŜ ƻŦ ǘƘŜ !L ǇǊƻŎŜǎǎΦ  
 
In addition to observable outcomes in the workplace arising from the action plan, changed thinking 
and changed behaviour of participants, in line with achieving happiness in the workplace, were 
identified. 
 
Findings have implications for management practice and support the relevance of Self 
Determination Theory to the facilitation of happiness in the workplace. In addition findings indicate 
the value of Appreciative Inquiry as a generative approach for facilitating change in the workplace.  
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 Chapter 1: Introduction 
 

1.1. Introduction 

This thesis presents a research study which involved my colleagues in a process of exploring 

happiness in the workplace and of developing a plan of action for facilitating a happy workplace in 

the future.  The study used an Appreciative Inquiry (AI) methodology involving the use of focus 

group and individual interviews wherein participants engaged in a collaborative exploratory and 

change oriented process of developing a happy workplace consistent with their understandings of 

happiness in this workplace.  The study was conducted in a School of Nursing in a higher education 

institute in Ireland.  The School of Nursing was established within the University in 1995 and up to 

2002 it was primarily involved in delivering post graduate nurse education and accrediting service 

delivered pre-registration hospital based nurse education programmes. In 2002 a large number of 

educational staff transferred to the School from the Health Service and commenced the delivery of 

an undergraduate pre-registration nurse education programme (BSc in Nursing).  This undergraduate 

programme was the main educational programme delivered in the School. A small number of post 

graduate nursing programmes were also delivered in the School.  The period immediately preceding 

the commencement of the study saw a rapid expansion of School programmes and activity with a 

multidisciplinary healthcare focus.   At the outset of the study in 2011),   my role was that of Head of 

School but this changed during the course of the study back to one of lecturer as my term in the role 

was time limited.  This AI study was conducted as a direct result of my wish to work with colleagues 

constructively on a research topic of interest to them at a particularly challenging time external to 

and within the workplace. It was carried out during the year June 2011 to June 2012.  

1.2. External context for the study 

Following the success of the Irish economy in the late 1990s and early 2000s, a period which became 

internationally known as the Celtic Tiger, the country was plunged into a major property and banking 



2 
 

crisis during 2008.  This crisis resulted in a prolonged period of economic instability and recession.  

Despite a change of government, the policy response included a package of severe austerity 

measures attempting to regain national economic stability and salvage the Irish reputation amongst 

its European Union Partners.  The European Commission, the European Central Bank and the 

International Monetary Fund (IMF) collectively called The Troika, provided a rescue package of over 

85 billion euro.  This bail out by the Troika was conditional on the implementation of specified 

austerity measures aimed particularly at reducing both the National Debt resulting from the banking 

crisis but more importantly at reducing expenditure on welfare and the public sector which was 

considered to be excessive compared with other European partners.  

While the financial and banking crisis was not unique to Ireland the transformation from that of the 

Celtic Tiger to one of financial debt had a significant internal impact.  The public humiliation and 

perceived loss of sovereignty has been difficult but, more importantly, the hard hitting austerity 

measures have impacted on the day to day lives of the Irish people.  According to the Central 

Statistics Office unemployment rose up to 14.6% in June 2011 from a relatively stable 4% during the 

period of the Celtic Tiger (2014).  With unemployment rising those in work incurred increased social 

insurance charges and higher VAT rates on goods and services.  Within the public sector, including 

the Higher Education sector, non-renewal of contracts led to a reduction in the numbers in the 

workforce.  Employees have been subjected to increased workloads and salary cuts.   In the years 

since the commencement of the crisis economic uncertainty prevails despite on-going reassurances 

from the government and the Troika.  

1.3. Internal context for the study 

The national situation had a direct impact on the local context in the School where the study was 

conducted.  Within the two years prior to the commencement of the study non replacement of 

contract staff led to reduction in staff numbers.  This coincided with government demands for more 

educational programmes in order to re-educate people who had recently become unemployed, άa 



3 
 

more with less phenomenaέ, with an increasing neoliberal focus.  During this period the School 

commenced an undergraduate professional degree in psychology, an undergraduate degree in 

Health and Society and a Certificate in Homelessness Studies with an increase in over 100 students 

annually to the School.  The continuation in its current form of the BSc in Nursing which commenced 

in 2002 was far from certain as the Department of Health and Children called for a a review of the 

undergraduate nurse education nationally.  During the course of the study concerns were rife 

regarding the future of the programme with particular concerns relating to potential cost cutting 

measures.  Rumours abounded regarding reduction in the annual intake of students, reallocation of 

certain programmes across Schools of Nursing in the country and merging of Schools of Nursing 

particularly following the publication of the National Strategy for Higher Education (Hunt 2011), 

which spoke about more collaborative working across higher education institutions in general.  The 

BSc in Nursing is the largest of the educational programmes provided in the School of Nursing and 

security of tenure at the school for many staff is largely dependent on the funding generated from 

undergraduate nursing.  Uncertainty regarding the future of this programme leads to uncertainty 

regarding the future of the School in general.  In addition to increased demands and perceived lack 

of security at work School staff were likely affected by what was happening in the wider economy 

and the potential impact on their families.  

Austerity, transition and insecurity were the contextual factors for the study.  Despite having 

transitioned from the health sector in 2002 and adapting to the academic role, the role of staff now 

appeared to be changing again with increased demands and less security  

1.4. Rationale for the study 

Physical, psychological and subjective wellbeing, of employees has gained increased attention within 

the workplace literature.  Happiness in the workplace has been linked with increased productivity 

(Judge et al. 2001, Cropanzano and Wright 2001, Zelenski, Murphy and Jenkins 2008), creativity 

(Amabile et al. 2005, Rego et al. 2009) and increased organisational citizenship behaviours (Rego et 
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al. 2009, Rego et al. 2011),  all of which I considered important in increasingly challenging times. The 

impetus for this study was not one based on the identification of a problem in the workplace.  There 

was no reason to believe that staff were either happy or unhappy at work or that the workplace was 

not conducive to happiness at work.  Rather the impetus for the study was one of personal interest 

in something which I believed, as Head of School with responsibility for leading a large 

interdisciplinary team, to be important at any time but which I believed was increasingly important 

at a particularly difficult and challenging time, both in the internal and external environment.   

Having worked in a number of managerial roles, the most recent being that of Head of School, I was 

anxious to engage in an action oriented study focused on happiness in the workplace.  I was 

particularly concerned that contextual factors could have a negative impact in terms of lowering 

morale and wellbeing at work.  As a pragmatic manager I was anxious to ensure that my research 

would have immediate relevance and benefits for those of us working in the School. With this in 

mind I chose to use an AI participatory methodology to study happiness in the workplace.  This 

involved not only developing an understanding of the concept in this workplace but also a 

developmental process of building a happy workplace for the future.  This study was opportune, I 

believed, in terms of exploring an issue, which was important for both individual employees and for 

the continued success of the school itself despite the challenging contextual factors. 

Having worked in the School for ten years I observed an absence in discourse in relation to school 

strengths or indeed happiness in the workplace.  Much of the discourse in both the internal and 

external environment was broadly negative and was influenced by the national situation, particularly 

that of servicing the national debt, recession and the knock on implications of that for individuals, 

families and the workplace.  There is minimal evidence in the research literature of the involvement 

of employees in the development of interventions which promote their happiness at work.  This 

study contributes something new to the emerging body of knowledge in relation to happiness in the 

workplace.  A greater understanding of the subjective meanings of happiness of employees is 

invaluable to school management and the galvanisation of school staff in a positively framed 
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research inquiry providing the potential to shape, in a constructive way, the School of the future.  

Additionally the knowledge developed during the course of the study will have relevance to other 

similar academic and non-academic workplaces.  

1.4.1. Overview of Chapters 

This section provides an outline structure of the thesis and an overview of the content of each 

chapter. The thesis comprises eight chapters commencing with the introduction and rationale for 

the study and progresses through the process of the study, findings of the study and to 

recommendations for further research and practice. 

1.4.2. Chapter 1 

Chapter 1 provides an overview of the study. It introduces the topic of happiness in the workplace 

and presents AI as the methodology of choice for conducting the study.  The increasing pressures on 

workplace demand, both internally and externally, as a result of challenging national economic 

circumstances are outlined as both contextual background and rationale for the study.  

1.4.3. Chapter 2  

Happiness is a term frequently used colloquially.  In chapter 2 the conceptual and definitional 

difficulties with the concept of happiness are acknowledged. This chapter subsequently provides 

clarity by conducting a concept analysis of happiness leading to a clearer understanding of 

happiness, its defining attributes, antecedents and consequences. The Concept Analysis Method 

proposed by Walker and Avant (1995) was adopted for this purpose. This analysis is further 

extended in the next chapter to the concept of happiness in the workplace, which is the focus of this 

study. Figure 1 presents a diagrammatic representation of the defining attributes of happiness 

identified in this process. 
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Figure 1. Defining attributes of happiness 

 

 

1.4.4. Chapter 3 

In Chapter 3 the conceptual and theoretical framework underpinning the study is presented. The 

concept of happiness is explored further in a workplace context.   Related organisational wellbeing 

concepts frequently used interchangeably with happiness are examined for alignment and 

disparities with the concept of happiness. An absence of literature in relation to happiness 

enhancing strategies in the workplace is noted.  Following this, the literature is reviewed in relation 

to happiness in the higher educational workplace. The relative absence of qualitative research or 

action oriented perspectives to the study of happiness in the academic workplace provides a 

justification for this study.  Self-determination theory is proposed as a theoretical lens with which to 

consider happiness in the workplace and the findings of this study.   
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1.4.5. Chapter 4 

Chapter 4 provides a rationale for the use of AI in this study.  An overview of AI and its underpinning 

philosophy of social constructionism is provided.  AI is described, critiqued and justified as the 

appropriate research methodology for meeting the aims and objectives of the study namely those of 

exploration, participation and action.  The ethical and positional issues arising from conducting 

research within my own workplace and my role as Head of School are explored and addressed.  The 

process of sampling is outlined as is the issue of quality assurance relevant to the action research 

focus of AI within this particular study.  A diagrammatic overview of the appreciative inquiry into 

happiness in the workplace process is provided.  

1.4.6. Chapter 5 

Chapter 5 presents one cycle of the AI 4 D process: Discovery; Dream; Design and Destiny.   The 

rationale for the use of focus group interviews and individual interviews in the Discovery Phase of 

the study and focus groups in the subsequent Dream, Design and Destiny phases of the study is 

provided. The four phases of the study are outlined.  Thematic analysis was the data analysis method 

used in this study (King, Cassell and Symon 2004, King 2012)  and this is outlined in chapter 5.  During 

the discovery phase of the study a template developed from inductive analysis of the first focus 

group interview was used, applied to analysis of the other interviews and modified accordingly to 

develop categories and themes (King, Cassell and Symon 2004, King 2012).   

1.4.7. Chapter 6 

Chapter 6 presents a number of themes pertaining to participantsΩ understandings of happiness in 

the workplace. These are Being Happy, Self Determination, Fulfilment and Community. It also 

presents the outcomes of the action phase of the study where a number of actions decided upon in 

the Design phase of the study were implement and achieved.  The positive experiences of 
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participants of AI in this study are also presented in this chapter. These included Changed Thinking 

about Happiness in the Workplace and Action on Happiness in the Workplace.  

1.4.8. Chapter 7 

Chapter 7 presents the discussion.  Findings and outcomes of the study are discussed in the context 

of the defining attributes of happiness identified in the concept analysis, the literature reviewed in 

relation to happiness in the workplace and Self-Determination Theory.  It is proposed in this chapter 

that Self Determination Theory is a useful theoretical framework for developing a happy workplace.  

Finally recommendations are made for practice and for future research. 

1.4.9. Chapter 8 

Chapter 8 presents a critical reflection on the process of the study.  Limitations of the study are 

highlighted and discussed.  Whilst the sample size for the study was small relative to the size of the 

school staff numbers, engagement of participants during all phases of the study was enthusiastic, 

leading to confidence in authenticity of the participatory process. This is important in an AI study 

and consistent with the aims of the study and my own commitment as a manager to staff 

participation in change. This authenticity is discussed in chapter 8.  This chapter concludes with the 

argument that the AI Study did effect change in the School and that this change was built upon 

participantsΩ own understandings of what happiness in the workplace means to them.  

1.5. Conclusion  

This chapter introduces the study.  My rationale for the study in the context of challenging times is 

presented.  Challenging times provide new opportunities and this study offered participants an 

opportunity to be involved in creating something important  for themselves in their future 

workplace. The chapter outlines the study process by providing an overview of each subsequent 

chapter.   The following chapter introduces and clarifies the concept of happiness which is a central 

concept in this thesis.  
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 Chapter 2: Conceptual Clarification  
 

2.1. Introduction 

Happiness is a sought after and valued state. Most people aspire to happiness both for themselves 

and for their children and happiness was considered to have such significance that the pursuit of 

happiness was enshrined as an unalienable right along with life and liberty in the United States 

Declaration of Independence (Csikszentmihalyi 1999).  Happiness has been described as the greatest 

good and despite striving towards many things which will make people happy Csikszentmihalyi 

(1999) argues that happiness is the one intrinsic goal which people strive for in itself.  He describes 

ƘŀǇǇƛƴŜǎǎ ŀǎ ǘƘŜ άōƻǘǘƻƳ ƭƛƴŜ ƻŦ ŀƭƭ ŘŜǎƛǊŜέΦ (Csikszentmihalyi 1999, p. 821). This chapter presents a 

conceptual analysis of happiness. 

Despite the value placed on happiness by individuals and across societies and cultures (Diener and 

Lucas 2000, Cahn and Vitrano 2008) it is a complex and nebulous concept.  Because of this valued 

status it is a concept that has been much debated from earliest times within philosophy (Cahn and 

Vitrano 2008).  More recently it has become the focus of social and psychological scientific 

investigation (Diener and Biswas-Diener 2008, Friedrickson 2009, Seligman 2011) and the focus of 

economic study (Veenhoven 2003, Benz and Frey 2004, Propp 2009).  The adoption of the National 

Happiness Index as one measure of national wellbeing in Burma in 1972 demonstrates interest in 

Happiness as a national and public policy issue (Evans 2006, Galay 2007).  The argument for looking 

differently at societal well-being  and the  use of indices for the determination of national subjective 

wellbeing, more commonly known as  happiness, have been increasingly advocated  for in many 

other developed economies including the UK, France and Australia.  It has been suggested that these 

can supplement more traditional national income measures and other economic indicators as 

indicators of the overall wellbeing of citizens (Lucas et al. 2003, Diener and Seligman 2004, 

Kahneman and Krueger 2006, Diener, Lucas and Scollon 2006, Stiglitz, Sen and Fitoussi 2010, Layard 

and Layard 2011, Diener 2012, MacLachlan and Hand 2013).  The subject of happiness has interested 
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scientists at both a societal level and an individual level. The emergence of the discipline of positive 

psychology changed the focus within psychological study from that of a focus on illness and deficit to 

that of the exploration of positivŜ ŎƘŀǊŀŎǘŜǊƛǎǘƛŎǎ ŀƴŘ ǎǘǊŜƴƎǘƘǎ ǿƘƛŎƘ ŎƻƴǘǊƛōǳǘŜ ǘƻ ŀƴ ƛƴŘƛǾƛŘǳŀƭΩǎ 

happiness (Seligman 2003, Carr 2004, Peterson et al. 2007, Buschor, Proyer and Ruch 2013).  

Because the concept of happiness is complex it required clarification prior to undertaking this study. 

The chapter reviews and analyses the concept of happiness, clarifies terms and associated concepts 

and provides a working definition of happiness and its defining attributes.  This chapter and Chapter 

3, which explores the concept of happiness in the workplace, provided a conceptual framework for 

ƛƴǘŜǊǇǊŜǘŀǘƛƻƴ ŀƴŘ ŘƛǎŎǳǎǎƛƻƴ ƻŦ ǇŀǊǘƛŎƛǇŀƴǘǎΩ ǳƴŘŜǊǎǘŀƴŘƛƴƎǎ ƻŦ ƘŀǇǇƛƴŜǎǎ ƛƴ ǘƘŜƛǊ ǿƻǊƪǇƭŀŎŜΦ  

2.2. Literature search for Concept Analysis 

The purpose of the review is to provide a critical account of the concept of happiness. This is further 

extended in the next chapter to explore happiness in the workplace which is the focus of this study. 

To this end an extensive search of electronic databases included PsychINFO, PsycArticles, PsyBooks, 

Sage Journals Online, Emerald Management Extra and Web of Science was conducted in addition to 

using the search engine Google Scholar to identify sources not found in the noted databases.   

Keywords used for the search included, happiness, wellbeing, subjective wellbeing, psychological 

wellbeing, positive affect. In addition articles and books by known happiness experts in philosophy 

and psychology were reviewed. Recurring words, phrases and statements relating to happiness were 

extricated and grouped according to categories of attributes, antecedents and consequences.  

2.3. The concept of happiness 

Within the literature the term happiness is frequently used interchangeably with other terms such as 

subjective wellbeing (Diener, Lucas and Scollon 2006, Hartung and Taber 2008), psychological 

wellbeing (Wright and Cropanzano 2000, Cropanzano, Rupp and Byrne 2003, Wright and Cropanzano 

2004, Ryff and Singer 2008) and satisfaction (Piccolo et al. 2005, Piccolo 2006). In order to develop 
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an understanding of the concept of happiness and its defining attributes it was important to clarify 

these terms.  As part of this review the concept analysis method described by Walker and Avant 

(1995) was used to elucidate the concept of happiness to provide a definition of happiness and its 

defining attributes and of discriminating between terms used interchangeably with happiness whilst 

acknowledging some critique of the process (Paley 1996). The steps identified for concept analysis 

advocated by Walker and Avant (1995) are followed in this concept analysis. 

Table 1. Steps of Concept Analysis 

Steps of Concept analysis 

1. Select a concept 

2. Determine the aims of the analysis 

3. Identify all uses of the concept that you can discover 

4. Identify the defining attributes 

5. Identify a model case 

6. Identify borderline, contrary, invented and illegitimate cases 

7. Identify antecedents and consequences 

8. Define empirical referents 

Walker and Avant (1995) 

 

This process (Walker and Avant 1995) allows for a systematic and iterative clarification of the 

concept of happiness which will ultimately provide the conceptual framework for the study. Having 

identified the focus and aims of the concept analysis the next stage of the approach  is a  review of 

common understandings and definitions of happiness itself.  
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2.4. Concept analysis- definitions of happiness 

Whilst acknowledging the difficulty of defining any term (Downie 1994), particularly such a broad 

terms as happiness, a good starting point for developing an understanding of a concept is to look at 

common definitions (Walker and Avant 1995).  Happiness is defined by the Oxford English Dictionary 

(Hawker and Waite. 2007, p. 420)  as άŀ ǎǘŀǘŜ ƻŦ ƳƛƴŘ ƻǊ ŦŜŜƭƛƴƎ ŎƻƳǇǊƛǎƛƴƎ ŎƻƴǘŜƴǘƳŜƴǘΣ 

ǎŀǘƛǎŦŀŎǘƛƻƴΣ ǇƭŜŀǎǳǊŜ ƻǊ ƧƻȅΦέ  It is further described as the state of pleasurable content of mind, 

which results from success or the attainment of what is considered good (Dictionary.com. 2009).  

Synonyms identified include, pleasure, contentment, satisfaction, cheerfulness, merriment, joy, 

delight, elation and jubilation. Antonyms identified were misery, calamity, sadness, unhappiness and 

ill being (Hawker and Waite. 2007).  

Satisfaction is one term which is frequently used interchangeably with happiness.  The Oxford 

dictionary defines satisfaction as άǘƘŜ ŦŜŜƭƛƴƎ ƻŦ ǇƭŜŀǎǳǊŜ ǘƘŀǘ ŀǊƛǎŜǎ ǿƘŜƴ ȅƻǳ have the things you 

want or need or when the things you want to happen happenέ (Hawker and Waite. 2007, p. 810).  

There is an affective component to satisfaction and there is also a cognitive evaluative component 

involving making a judgement regarding wants and needs and whether these have been achieved.  

Subjective wellbeing is a term which recently is being used increasingly to indicate happiness. 

Wellbeing is defined as ά ǘƘŜ ǎǘŀǘŜ ƻŦ ōŜƛƴƎ ŎƻƳŦƻǊǘŀōƭŜΣ ƘŜŀƭǘƘȅ ƻǊ ƘŀǇǇȅέ (Hawker and Waite. 

2007, p. 1036) and the adjective subjective is defined as ά ōŀǎŜŘ ƻƴ ƻǊ ƛƴŦƭǳŜƴŎŜŘ ōȅ ǇŜǊǎƻƴŀƭ 

ƻǇƛƴƛƻƴǎέ (Hawker and Waite. 2007, p. 912) Subjective wellbeing is therefore also a state which 

involves both cognitive and affective processes (Diener, Suh and Oishi 1997, Diener, Sapyta and Suh 

1998). It involves a personal apǇǊŀƛǎŀƭ ƻŦ ƻƴŜΩǎ ƻǿƴ ǉǳŀƭƛǘȅ ƻŦ ƭƛŦŜ  

Dictionary definitions of the term psychological wellbeing indicate similarity with those phenomena 

noted above. Psychological refers to άƻŦ ǇŜǊǘŀƛƴƛƴƎ ǘƻΣ ŘŜŀƭƛƴƎ ǿƛǘƘ ƻǊ ŀŦŦŜŎǘƛƴƎ ǘƘŜ ƳƛƴŘ ŜǎǇŜŎƛŀƭƭȅ 

as a function of awŀǊŜƴŜǎǎΣ ŦŜŜƭƛƴƎ ƻǊ ƳƻǘƛǾŀǘƛƻƴέ (Dictionary.com. 2009). It is unclear in this 
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dictionary definition whether psychological wellbeing is determined subjectively, objectively or both. 

Again the definition of the word psychological infers both an emotion and a cognitive component. 

A less commonly used term within happiness discourse is that of emotional wellbeing. Emotions are 

ŘŜŦƛƴŜŘ ŀǎ ά !ƴ ŀŦŦŜŎǘƛǾŜ ǎǘŀǘŜ ƻŦ ŎƻƴǎŎƛƻǳǎƴŜǎǎ ƛƴ ǿƘƛŎƘ ƧƻȅΣ ǎƻǊǊƻǿΣ ŦŜŀǊΣ ƘŀǘŜ ƻǊ ǘƘŜ ƭike is 

ŜȄǇŜǊƛŜƴŎŜŘ ŀǎ ŘƛǎǘƛƴƎǳƛǎƘŜŘ ŦǊƻƳ ŎƻƎƴƛǘƛǾŜ ƻǊ Ǿƻƭƛǘƛƻƴŀƭ ǎǘŀǘŜǎ ƻŦ ŎƻƴǎŎƛƻǳǎƴŜǎǎέ   (Dictionary.com. 

2009).  Emotional wellbeing therefore is distinguished from other terms denoting happiness as an 

affective state rather than one which involves cognition.  

Dictionary definitions, aside from indicating both an affective component and generally a cognitive 

component to happiness, fail to discriminate between the term happiness and some of the other 

terms used. A review of philosophical perspectives and psychological perspectives was also 

conducted in order to provide more clarity on the concept.  

2.5. Philosophical perspectives on happiness 

Happiness is a concept that has interested philosophers through the centuries both in traditional 

western philosophy and also in eastern philosophy (Spencer 2008).  In the 4th century BC the Greek 

tƘƛƭƻǎƻǇƘŜǊ !ǊƛǎǘƛǇǳǎ ƛǎ ƴƻǘŜŘ ǘƻ ƘŀǾŜ ǇǊƻǇƻǎŜŘ ǘƘŀǘ ǘƘŜ Ǝƻŀƭ ƻŦ ƭƛŦŜ ƛǎ ǘƻ ƳŀȄƛƳƛǎŜ ƻƴŜΩǎ Ǉƭeasures 

(Cahn and Vitrano 2008).  The philosophy of happiness has been dominated by two main 

perspectives: that of hedonism and that of eudaimonia or the good or moral life. Aristipus was one 

of the first to articulate the Hedonistic view of happiness and this position has had a significant 

following in the world of philosophy.  Hedonism essentially is the pursuit of pleasurable experiences 

and feelings and the avoidance of pain or negative experiences.  Bentham extended the hedonistic 

perspective to a societal level and argued that an action is right if it promotes the happiness of the 

greatest number of people (Read 2004). ά¦ǘƛƭƛǘȅΣ ƻǊ ǘƘŜ DǊŜŀǘŜǎǘ IŀǇǇƛƴŜǎǎ tǊƛƴŎƛǇƭŜΣ ƘƻƭŘǎ ǘƘŀǘ 

actions are right in proportion as they tend to promote happiness, wrong as they tend to produce the 

reverse of happiness. By happiness is intended pleasure and the absence of pain; and by 
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unhappiness, pain and the privation of pleasureέ (Mill 2012, p. 10) . Central to happiness from a 

hedonic perspective and also from a utilitarian perspective is pleasure. The experience of pleasure is 

a subjective experience and much of the research on happiness in the form of subjective wellbeing 

and satisfaction is conducted from a hedonic perspective (Fisher 2010).  

The other predominant philosophical position on happiness is eudaimonia.  This perspective is 

generally attributed to Aristotelian philosophy although Socrates and Plato both had a position on 

this prior to Aristotle (Cahn and Vitrano 2008).   Within this perspective the good or moral life is the 

happy life rather than a life of pleasure. While pleasure is not unimportant, meaning in life, achieving 

ƻƴŜΩǎ ǇƻǘŜƴǘƛŀƭ ŀƴŘ ǾƛǊǘǳŜ ƛƴ ƭƛŦŜ ŀǊŜ ŜǎǎŜƴǘƛŀƭ ŎƻƳǇƻƴŜƴǘǎ ƻŦ ǘƘŜ ƎƻƻŘ ƭƛŦŜ (Carr 2004, Warr 2007).  

Pleasure, it is argued, usually accompanies the engagement in and completion of activities which 

constitute happiness (Nussbaum 2008). The eudaimonic life is one which contains acts of altruism 

and virtue which, at the time may not be pleasurable, buǘ ƻǾŜǊŀƭƭ ǿƘƛŎƘ ŎƻƴǘǊƛōǳǘŜ ǘƻ ŀ ǇŜǊǎƻƴΩǎ 

wellbeing.  As such the eudaimonic perspective on happiness contains an objective perspective 

which can be measured. While the term happiness is derived from the Greek word eudaimonia it is 

not an exact translation and it is suggested that a better translation of the word is that of human 

flourishing.  Russell (2006, p. 172) described the happy man as  

άhƴŜ ǿƘƻ ƭƛǾŜǎ ƻōƧŜŎǘƛǾŜƭȅΣ ǿƘƻ Ƙŀǎ ŦǊŜŜ ŀŦŦŜŎǘƛƻƴǎ ŀƴŘ ǿide interests, who secures his happiness 

through these interests and through the fact that they, in turn, make him an object of interest and 

ŀŦŦŜŎǘƛƻƴ ǘƻ Ƴŀƴȅ ƻǘƘŜǊǎΦέ 

While hedonic utility has been the main driver of modern economies eudaimonic perspectives have 

been gaining increasing interest as a basis for societal happiness (Nussbaum 2008, Haybron 2008). 

2.6. Psychological meanings of happiness 

The increasing interest in positive psychology has refocused the study of psychology and science 

from that of distress and mental illness to that of positive emotions and psychological health and 
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happiness (Carr 2004).  A number of positive psychologists have explored the concept of happiness 

and offer differing perspectives on it.  Daniel Kahneman sees happiness in hedonistic terms and has 

led the development of hedonistic psychology which focuses primarily on happiness as utility 

(Kahneman, Kahneman and Tversky 2003).  Diener & Lucas (2000) propose the concept of subjective 

well-being as happiness. It is frequently termed more colloquially as happiness (Diener 2000).  

Subjective wellbeing is multifaceted and comprises high levels of positive effect, low levels of 

ƴŜƎŀǘƛǾŜ ŜŦŦŜŎǘ ŀƴŘ ǎŀǘƛǎŦŀŎǘƛƻƴ ǿƛǘƘ ƻƴŜΩǎ ƭƛŦŜ ŀǎ ŀ ǿƘƻƭŜ ŀƴŘ ǿƛǘƘ ǎǇŜŎƛŦƛŎ ŘƻƳŀƛƴǎ ƻŦ ƛǘ ǎǳŎƘ ŀǎ 

work, relationships (Diener, Napa and Lucas 2003).  In essence subjective well-being is hedonic 

wellbeing. Subjective well-ōŜƛƴƎ ƛǎ ŘŜŦƛƴŜŘ ŀǎ ŀ ŎƻƎƴƛǘƛǾŜ ŀƴŘ ŀŦŦŜŎǘƛǾŜ ŜǾŀƭǳŀǘƛƻƴ ƻŦ ƻƴŜΩǎ ƭƛŦŜ 

(Diener, Suh and Oishi 1997, Diener, Sapyta and Suh 1998, McGillivray and Clarke 2006).  Conversely 

Seligman (2003, 2011) rejects the notion of happiness as pleasure and positive affect alone and he 

argues that much more is required in order to be authentically happy.  He proposes that pleasure 

and frequent positive emotions, engagement with others and with activity such as work and 

meaning in life, are required fƻǊ ŀ Ŧǳƭƭ ƭƛŦŜΦ  ¢Ƙƛǎ ŜƴƎŀƎŜƳŜƴǘ ǎƘƻǳƭŘ ƛƴǾƻƭǾŜ ǘƘŜ ǳǎŜ ƻŦ ŀƴ ƛƴŘƛǾƛŘǳŀƭΩǎ 

signature strength.  While recognising the importance of pleasure he sees it as least important and 

ŀǊƎǳŜǎ ŦƻǊ ŀ ǊŜŦƻŎǳǎƛƴƎ ƻƴ ōƻǘƘ ŜƴƎŀƎŜƳŜƴǘ ŀƴŘ ƳŜŀƴƛƴƎ ƛƴ ƭƛŦŜΦ {ŜƭƛƎƳŀƴΩǎ ǾƛŜǿ ƻn happiness is 

more consistent with the Aristotelian philosophy of the good life (Peterson, Park and Seligman 

2005).  

Csikszentmihalyi (1999) also identifies engagement as central to happiness. He describes the type of 

engagement when involved in an activity such as playing music, an athlete training, or someone 

working on a project, where they become immersed in the experience to the extent that they lose 

awareness of everything else as an optimal experience.  He likened this optimal experience or Flow 

to that of an autotelic experience (Csikszentmihayli 2000).  The activity is challenging and requires 

concentration and skill and also learning and mastery (Csikszentmihalyi 2002).  People who 

experience Flow describe it as an enjoyable, pleasurable and exhilarating state (Fisher 2010) and all 

absorbing (Csikszentmihalyi 2002).  
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Similarly psychological well-being is a more complex psychological phenomenon more consistent 

with eudaimonic explanations for happiness.  Ryff and Keyes (1995) suggests that psychological 

wellbeing comprises six components: self-acceptance; personal growth, relatedness, autonomy, 

environmental mastery and purpose in life. 

While undoubtedly pleasure, positive emotions and satisfaction are intrinsic components of 

happiness more is required for a more lasting state of happiness. Michalos (2004, p. 37-38) argues 

that when people talk about happiness they are generally referring άǘƻ ŀ ǊŜƭŀǘƛǾŜƭȅ ƭŀǎǘƛƴƎΣ ƧǳǎǘƛŦƛŜŘ 

good feeling about their livesέ.  

2.7. Defining attributes of happiness  

This review of current psychological meanings of happiness indicates the adoption of meanings akin 

to those traditionally seen within philosophy.  Having reviewed how happiness is commonly defined 

and how happiness is understood in philosophy and psychology the following definition and defining 

attributes are proposed.  Happiness is a state of mental well-being. It involves  

¶ The presence of some positive emotions such as joy, contentment, hope (Diener, Oishi and 

Lucas 2009, Diener and Tay 2012) 

¶ Low levels of negative emotions (Diener, Oishi and Lucas 2009, Diener and Tay 2012) 

¶ High levels of satisfaction with life and particular domains of life (Diener, Oishi and Lucas 

2009, Diener and Tay 2012) 

¶ The presence of meaning or purpose in life (Frankl 1985, Seligman 2003, Schueller and 

Seligman 2010, Seligman 2011) 

¶ Engagement (Seligman 2003, Schueller and Seligman 2010, Diener and Tay 2012) 

The first three defining attributes are consistent with the hedonic or subjective well-being 

perspective on happiness.  The latter two attributes indicate a state of well-being more consistent 
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with a eudaimonic perspective where growth, development and virtue contribute to a more 

objective and less subjective state of well-being. 

Walker and Avant (1995) note the importance of development of cases to illustrate the defining 

attributes of the concept and those attributes which are not consistent with the concept.  A model 

case and a number of additional cases, borderline and contrary cases were developed to further 

clarify the defining attributes of happiness (Appendix One).  The model case contains all of the 

defining attributes of the more eudaimonic perspective on happiness. In the borderline case a 

number of the attributes are missing and the contrary case contains none of the defining attributes 

and therefore is a clear example of what happiness is not.  

Further understanding of the concept of happiness is enhanced by articulating those factors which 

contribute to and are the consequences of the concept itself (Walker and Avant 1995).   

2.8. Antecedents of happiness  

Happiness has been studied extensively within and across cultures with a particular interest in what 

causes happiness. Antecedents to happiness include previous history of happiness, relatively stable 

family and living conditions and history of affection (Veenhoven 2003).  A significant debate within 

the realm of happiness studies is whether happiness is dispositional, genetically inherited and 

associated with positive traits or whether happiness is situational.  A number of twin studies 

conducted by Tellegen et al (1988) and Lykken and Tellegen (1996) concluded that happiness was in 

ǘƘŜ Ƴŀƛƴ ŎŀǳǎŜŘ ōȅ ƎŜƴŜǘƛŎ ƛƴƘŜǊƛǘŀƴŎŜ ŀƴŘ ǘƘŜ ŜŦŦŜŎǘǎ ƻŦ ŀƴ ƛƴŘƛǾƛŘǳŀƭΩǎ ƻǿƴ ǳƴƛǉǳŜ ŎƛǊŎǳƳǎǘŀƴŎŜǎΦ  

In effect, either a person has a positive happy disposition or personality or a negative disposition.  

They suggest, furthermore, that there is a direct causal relationship between mood and behaviour 

but there is less of causal relationship from behaviour to mood.  As a result of this they conclude 

that trying to be happier,  that is changing oneΩs behaviour in order to increase their happiness, may 

ōŜ ƛƴ ŦŀŎǘ ōŜ ŦǳǘƛƭŜΦ  ¢Ƙƛǎ ǎŜǘ Ǉƻƛƴǘ ŦƻǊ ƘŀǇǇƛƴŜǎǎΣ ǿƘƛŎƘ ƛǎ ǘƘŜ ǊŜƭŀǘƛǾŜƭȅ ǎǘŀōƭŜ Ǉƻƛƴǘ ŦƻǊ ŀ ǇŜǊǎƻƴΩǎ 
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mood over a prolonged period of time, is around 98% genetically inherited (Carr 2004).  Despite 

ŎƘŀƴƎŜǎ ƛƴ ǘƘŜ ǇŜǊǎƻƴΩǎ ƭƛŦŜ ŎƛǊŎǳƳǎǘŀƴŎŜǎ ŀŦǘŜǊ ŀ ǇŜǊƛƻŘ ƻŦ ǘƛƳŜ ǘƘŜ ƛƴŘƛǾƛŘǳŀƭ ǿƛƭƭ ŀŘŀǇǘ ŀƴŘ ǊŜǘǳǊƴ 

to their natural genetically inherited set point for happiness. The set point theory concurs with the 

hedonic treadmill theory in relation to adaptation.  Some examples of this are lottery winners or 

paraplegics who despite quite dramatic changes in their life circumstances returned to their normal 

happiness level prior to the change over time (Brickman, Coates and Janoff-Bulman 1978).  The 

adaptation position challenges the belief that happiness can be changed by either the individual or 

society and proposes that efforts to increase happiness are in effect άŦǳǘƛƭŜέ (Lykken and Tellegen 

1996, p. 189).  More recently however, these theories have been challenged by some empirical 

findings in relation to non-adjustment to unemployment (Angeles 2009, Lucas et al. 2004), marriage 

(Easterlin 2006) and lottery wins (Gardner and Oswald 2007).  Life satisfaction levels can change 

after significant life events without adapting to previous levels and this has necessitated a call for 

review and modification of previous set point and hedonic thread mill theories (Easterlin 2006, 

Headey 2008, Diener, Kesebir and Tov 2009). 

Lǘ Ƙŀǎ ōŜŜƴ ŀǊƎǳŜŘ ǘƘŀǘ ƛƴƘŜǊƛǘŜŘ ƘŀǇǇƛƴŜǎǎ ǎŜǘ Ǉƻƛƴǘ ŀŎŎƻǳƴǘǎ ŦƻǊ ŀōƻǳǘ рл҈ ƻŦ ŀƴ ƛƴŘƛǾƛŘǳŀƭΩǎ 

happiness,  10% is due to life circumstances and 40% determined by intentional activity 

(Lyubomirsky, King and Diener 2005).  Positive disposition and personality traits have been 

associated with happiness particularly extraversion and neuroticism (Diener and Seligman 2002, 

Francis et al. 2004).  Positive character traits associated with happiness have been classified under 

six particular virtues. These are: wisdom and knowledge, incorporating creativity, curiosity, love of 

learning, judgement and perspective; courage, incorporating honesty, bravery, persistence and zest; 

humanity, incorporating kindness, love and social intelligence;  justice; temperance incorporating 

forgiveness modesty, prudence and self-regulation;  and transcendence incorporating appreciation 

of beauty, gratitude, hope, humour and religiousness.  Peterson et al (2007), in a study conducted in 

the US and Switzerland identified key character strengths associated with happiness and life 

satisfaction.  These were love, hope, curiosity, zest and perseverance, with perseverance being more 
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strongly related to life satisfaction in Switzerland, all associated with pleasure, engagement and 

meaning in life.  Positive self-esteem and happiness have been seen as synonymous but questions 

arise as to causality.  Is positive self-esteem an antecedent to happiness or a consequence 

(Baumeister et al. 2003)? 

It has been argued that relatively stable life circumstances have a positive impact on happiness 

(Fisher 2010).  Good personal relationships are also a strong predictor of happiness (Argyle 2001).  

Social relationships, particularly close friendships, have consistently been shown to have a direct 

correlation with happiness  (Diener and Seligman 2002, Demir and Weitekamp 2007, Demir, Özdemir 

and Weitekamp 2007) as has marriage and other forms of stable family relationships (Mastekaasa 

1992, Lucas et al. 2003, Easterlin 2006) .  Furthermore a study conducted by Fowler and Christakis 

(2008) noted that individuals are likely to become happier if a close friend became happier in the 

preceding six months.  

Meaningful activity, including work (Argyle 2001, Diener and Seligman 2002, Warr 2007, Steger, 

Kashdan and Oishi 2008) and altruistic activity, including volunteering, have also been shown to have 

a positive impact on happiness (Post 2005, Meier and Stutzer 2008).  Participating in religious 

activity provides an opportunity for both meaningful activity and social support. The relationship 

between religion and happiness had been studied, with many studies indicating a strong positive 

correlation between religion and happiness (Francis et al. 2004, Snoep 2008). 

While dispositional and set point theories have received much attention in the literature, these 

theories remain inclusive and contested.  The failure to consider cultural and contextual factors in 

these perspectives is seen as a flaw requiring further investigation.   

2.9. Consequences of happiness 

Happiness in the form of subjective well-ōŜƛƴƎ  Ƙŀǎ ŀ ŘƛǊŜŎǘ ǇƻǎƛǘƛǾŜ ŜŦŦŜŎǘ ƻƴ ǇŜƻǇƭŜΩǎ ǉǳŀƭƛǘȅ ƻŦ ƭƛŦŜ 

and on their success in life across multiple domains  including marriage, friendship, career, income 
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level, and health (Lyubomirsky, King and Diener 2005).  Frequent positive affect and skills and 

resources which individuals have developed over time in past episodes of  positive moods are the 

two main reasons for this according to Lyubomirsky, King and Diener  (2005).  Fredrickson  (2001) 

explored the relationship between frequent positive emotion and particular action tendencies  when 

she developed the Broaden and Build Theory of positive emotion. She argued that positive emotions 

άōǊƻŀŘŜƴ ǇŜƻǇƭŜΩǎ ǘƘƻǳƎƘǘ ŀŎǘƛƻƴ ǊŜǇŜǊǘƻƛǊŜǎ ŀƴŘ ōǳƛƭŘ ǘƘŜƛǊ ŜƴŘǳǊƛƴƎ ǇŜǊǎƻƴŀƭ ǊŜǎƻǳǊŎŜǎ, ranging 

from physical and intellectual resources to social and psychological onesέ (Fredrickson 2001, p. 219). 

Taking an evolutionary psychological perspective she suggests that positive emotions lead to 

approach behaviours rather than avoidance behaviours and that their adaptive purpose helps 

prepare the individual to face future challenges. Key characteristics related to positive affect include 

confidence, optimism, self-efficacy; likability and positive construal of others; sociability, activity and 

energy; pro social behaviour; immunity and physical well-being; effective coping with challenge and 

stress; and originality and flexibility (Demir and Weitekamp 2007).  

Positive emotions have been found to have a positive correlation with creativity (Amabile et al. 

2005, Baas, De Dreu and Nijstad 2008, Charyton et al. 2009) 

Subjective well-being and satisfaction with life has been shown to correlate with increased longevity 

(Maier and Smith 1999, Danner, Snowdon and Friesen 2001, Lyyra et al. 2006).  Additionally, 

happiness measures have been associated with health more generally (Argyle 1997). Positive affect 

has been shown to be significantly associated with lower risk of all-cause mortality in people with 

diabetes  (Moskowitz, Epel and Acree 2008).  

Consequences of happiness indicate the importance of happiness to both physical and psychological 

health and wellbeing of individuals.  
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2.10. Conclusion 

Happiness is a complex concept open to subjective and objective perspectives. Meanings of 

happiness have vacillated between hedonic forms of happiness based on the experience of positive 

emotions and satisfaction and eudaimonic ƘŀǇǇƛƴŜǎǎ ōŀǎŜŘ ƻƴ ǘƘŜ ǾƛǊǘǳƻǳǎ ƭƛǾƛƴƎ ƻŦ ƻƴŜΩǎ ƭƛŦŜΦ  

Increasingly the psychological literature indicates a convergence of these two positions with both 

being important to real or authentic happiness.  Table 2 provides a diagrammatic summary of 

happiness. 

Table 2 Summary of Happiness 

Happiness 

Attributes Antecedents 
 
 

Consequences 

¶ High levels of positive 
emotion (Seligman 2003, 
Diener, Oishi and Lucas 
2009, 2011, Diener and Tay 
2012) 

¶ Low levels of negative 
emotion (Seligman 2003, 
Diener, Oishi and Lucas 
2009, 2011, Diener and Tay 
2012) 

¶ Satisfaction (Diener, Oishi 
and Lucas 2009, Diener and 
Tay 2012, Seligman 2003, 
2011) 

¶ Meaning or purpose  
(Seligman 2003, Snoep 
2008, 2011, Mongrain and 
Anselmo-Matthews 2012) 

¶ Engagement (Seligman 
2003, 2011, Mongrain and 
Anselmo-Matthews 2012) 

 
 
 
 
 
 
 
 
 
 
 
 
 

¶ Good relationships/ friendships 
(Argyle 2001, Veenhoven 2003, 
Demir and Weitekamp 2007, Demir, 
Özdemir and Weitekamp 2007, Van 
der Horst and Coffé 2012, Demir, 
Özen and Procsal 2014) 

¶ Love    (Mastekaasa 1992, Lucas et 
al. 2003, Easterlin 2006) 

¶ Stable life circumstances (Fisher 
2010) 

¶ Meaningful activity  (Diener and 
Seligman 2002, Spreitzer et al. 2005, 
Post 2005, Meier and Stutzer 2008, 
Snoep 2008) 

¶ Positive self-esteem (Baumeister et 
al. 2003) 

¶ Previous history of happiness  
(Veenhoven 2003) 

¶ Marriage (Waite, Luo and Lewin 
2009) 

¶ Education (Michalos 2008, Cuñado 
and de Gracia 2012, Chen 2012) 

¶ Religious activity (Francis et al. 
2004, Diener, Tay and Myers 2011, 
Jung 2014) 

¶ Income (Easterlin 2003, Diener 
2012) 

¶ Creativity (Amabile et al. 2005, 
Baas, De Dreu and Nijstad 2008, 
Charyton et al. 2009) 

¶ Positive self-esteem (Baumeister 
et al. 2003, Lyubomirsky, Tkach 
and DiMatteo 2006) 

¶ Career success (Boehm and 
Lyubomirsky 2008, Judge and 
Kammeyer-Mueller 2008, Judge 
and Hurst 2008, Proyer et al. 
2012) 

¶ Health (Maier and Smith 1999, 
Danner, Snowdon and Friesen 
2001, Lyyra et al. 2006, 
Veenhoven 2008, Christie-Mizell, 
Ida and Keith 2008, Borghesi and 
Vercelli 2012) 

¶ Coping  
(Lyubomirsky, King and Diener 
2005) 

¶ Love  (Lyubomirsky, Sheldon and 
Schkade 2005) 

¶ Flexibility (Ashby, Isen and 
Turken 1999, Carver, Sutton and 
Scheier 2000, Lyubomirsky, King 
and Diener 2005, Friedman and 
Förster 2005, Fredrickson 2009) 

¶ Originality (Lyubomirsky, King 
and Diener 2005, Fredrickson 
2009) 

¶ Confidence (Lyubomirsky, King 
and Diener 2005) 

¶ Resilience (Cohn et al. 2009, 
Lyubomirsky and Della Porta 
2010) 
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This chapter has provided come clarity in relation to the concept of happiness in general, the focus 

of this study is happiness in the workplace.  The next chapter explores the concept of happiness in 

the workplace.  
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 Chapter 3: Conceptual and theoretical framework for happiness in the 
workplace study 

 
3.1. Introduction 

The focus of the study is happiness in the workplace.  Happiness in the workplace has not been 

studied extensively until relatively recently (Fisher 2010).  The workplace is a unique dynamic and 

cultural setting and as such it is important to review conceptual understanding of workplace 

happiness in the literature.  Within the workplace literature the term happiness is used 

interchangeably with that of job satisfaction and terms such as affect at work, organisational 

commitment, organisational engagement and flow.  It is considered important to review these to 

determine both conceptual alignment and divergences with the concept of happiness outlined in 

Chapter 2, particularly the presence or absence of defining attributes of happiness previously 

specified.  

This AI study involves a participatory process of designing and developing the happy academic 

workplace of the future.  In order to review previous efforts in this area, the second section of the 

chapter reviews available research on the promotion of happiness in the workplace and 

interventions aimed at creating a happy workplace. The identified gaps in the literature of limited 

research on the involvement of staff in the promotion of a happy workplace provide a justification 

for this AI study.  The third section of the review examines happiness in academic workplaces. The 

limited available Irish evidence is reviewed. The final section of the chapter considers theoretical 

explanations for happiness in the workplace. Self-determination theory is proposed as the 

theoretical lens for the study.  In concluding the chapter methodological approaches to the scientific 

study of happiness are critiqued and an argument made for an action orientated approach to 

studying happiness in the workplace based upon a qualitative understanding of happiness in the 

workplace in question.  
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3.2. Literature Search 

A further search of the electronic databases noted in chapter 2 was extended to include happiness in 

the workplace and related concepts. The database search was primarily limited to peer reviewed 

journal articles, published research and conference papers.  Published books, seminal texts and 

reports were also sourced relevant to the topic. Keywords used were job satisfaction, workplace 

happiness, organisational commitment, work engagement. Combinations of these terms were also 

used.   Abstracts resulting from the literature search were examined to identify relevant content.  

Principles of relevance, depth, breath and honest presentation identified guided the review (Holmes 

1996). 

3.3. Happiness at work: Job satisfaction  

One of the concepts related to happiness studied most extensively in the workplace is that of job 

satisfaction (Fisher 2003).  These studies primarily focus on satisfaction globally with the job or with 

specific aspects or conditions of the job (Warr 2007).  These conditions frequently include items such 

as the nature of the work, remuneration, promotional opportunities, supervision (Fisher 2003) 

control, levels of support (Taris and Schreurs 2009) and level of autonomy (Warr 2007).  It could be 

argued that the focus of these studies is on antecedents to satisfaction rather than the nature of job 

satisfaction itself. 

Despite the plethora of studies exploring job satisfaction and effects of job satisfaction there 

appears to be a lack of agreement within the field of psychology as to what exactly job satisfaction 

is. Warr (2007, p.34) ŎƛǘŜǎ [ƻŎƪŜΩǎ мфсф ŘŜŦƛƴƛǘƛƻƴ ƻŦ Ƨƻō ǎŀǘƛǎŦŀŎǘƛƻƴ ŀǎ άŀ ǇƭŜŀǎǳǊŀōƭŜ ƻǊ ǇƻǎƛǘƛǾŜ 

ŜƳƻǘƛƻƴŀƭ ǎǘŀǘŜ ǊŜǎǳƭǘƛƴƎ ŦǊƻƳ ǘƘŜ ŀǇǇǊŀƛǎŀƭ ƻŦ ƻƴŜΩǎ ƧƻōΦέ ¢Ƙƛǎ ŘŜŦƛƴƛǘƛƻƴ ŦƻŎǳǎŜǎ ƻƴ ŜƳƻǘƛƻƴ ŀǎ ǘƘŜ 

primary factor in job satisfaction.  Despite the large amount of agreement on job satisfaction as an 

ŜƳƻǘƛƻƴŀƭ ƻǊ ŀŦŦŜŎǘƛǾŜ ǊŜǎǇƻƴǎŜ ǘƻ ƻƴŜΩǎ Ƨƻō ǘƘŜǊŜ ƛǎ ŀƭǎƻ ŀƴ ŀƭǘŜǊƴŀǘƛǾŜ Ǉƻǎƛǘƛƻƴ ǇǊƻǇƻǎƛƴƎ ǘƘŀǘ Ƨƻō 

satisfaction is primarily a cognitive evaluative process which Weiss (2002) argues is consistent with 
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job satisfaction being an attitude. Evaluation, as an essential component of an attitude, has broad 

agreement (Weiss 2002).  In this context he describes job satisfaction as  

άŀ ǇƻǎƛǘƛǾŜ όƻǊ ƴŜƎŀǘƛǾŜύ ŜǾŀƭǳŀǘƛǾŜ ƧǳŘƎŜƳŜƴǘ  ƻƴŜ ƳŀƪŜǎ ŀōƻǳǘ ƻƴŜΩǎ Ƨƻō ƻǊ Ƨƻō ǎƛǘǳŀǘƛƻƴέ 

(Weiss 2002, p. 175).  

Additionally Weiss (2002) argues that Job Satisfaction, like other attitudes, comprises three separate 

ŎƻƴŎŜǇǘǎ ǿƘƛŎƘ ŀǊŜ ŜǾŀƭǳŀǘƛǾŜ ƧǳŘƎŜƳŜƴǘǎ ŀōƻǳǘ ƻƴŜΩǎ ƧƻōΣ ŀŦŦŜŎǘƛǾŜ ŜȄǇŜǊƛŜƴŎŜǎ ŀǘ ǿƻǊƪ ŀƴŘ ōŜƭƛŜŦǎ 

ŀōƻǳǘ ƻƴŜΩǎ ƧƻōΦ .ŜƛƴƎ ŎƭŜŀǊ ŀōƻǳǘ ǘƘŜǎŜ ŘƛǎǘƛƴŎǘ ōǳǘ ǊŜƭŀǘŜŘ ŎƻƴŎŜǇǘǎΣ ŀǎ ŎƻƳǇƻƴŜƴǘǎ ƻf job 

satisfaction, is necessary for more accurate study of the components of job satisfaction and 

subsequent theory development. Much of the research conducted on job satisfaction has involved 

ŎƻƎƴƛǘƛǾŜ ŜǾŀƭǳŀǘƛǾŜ ƧǳŘƎŜƳŜƴǘǎ ŀōƻǳǘ ǘƘŜ ƻōƧŜŎǘ ƻŦ ƻƴŜΩǎ ŀǘǘƛtude i.e. the job or aspects, 

characteristics or facets of the job. Weiss (2002) regards evaluation and affect as conceptually 

different and argues that job satisfaction is essentially an evaluative process either positive or 

negative.  Within the study of job satisfaction a paradox exists where job satisfaction has been 

viewed essentially as an affective evaluation where upon many of the scales used to measure job 

satisfaction are in fact evaluative in nature (Brief and Weiss 2002).  Affective states, moods or 

emotions are transient states and undoubtedly have an impact on the evaluation ƻŦ ƻƴŜΩǎ Ƨƻō ōǳǘ 

confusing this has done little to advance the study of job satisfaction itself or the study of affective 

states at work (Weiss 2002).  It would seem that such clarity and agreement on this is required in 

order to ensure that happiness studies which involve the study of satisfaction have greater validity 

and are of more use in terms of understanding happiness. None the less job satisfaction is central to 

happiness in the workplace and as such is one of the defining attributes of happiness in the 

workplace. 
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3.4. Happiness at Work: Affect 

Affect and positive emotions have both been studied in the workplace (Staw, Bell and Clausen 1986, 

Staw and Barsade 1993, Cropanzano and Wright 2001, Isen 2001, Amabile et al. 2005).  Weiss (2002) 

proposes that the study of affective states is complex.  Affective states comprise both moods and 

emotions which are entirely different states.  Core affect has been defined by Russell (2003, p. 147) 

as άa neuropsychological state accessible as a simple non reflexive feeling that is an integral blend of 

hedonic (pleasure ς displeasure) and arousal (sleepy ς lethargic) values.έ  Emotions are transient 

states that are usually directed at some object or someone. Moods, on the other hand, tend in the 

main not to be directed at anything or anybody and be more diffuse than emotions (Weiss 2002). 

Particular emotions may have a relatively short time span whereas moods tend to be more long 

lasting.  Consequently, each require separate study and should be clearly defined at the outset of 

any study exploring affect.  

Affect studied within the framework of subjective wellbeing is also problematic (Weiss 2002). In the 

work context subjective well-ōŜƛƴƎ ƛƴǾƻƭǾŜǎ ōƻǘƘ ŀ ŎƻƎƴƛǘƛǾŜ ŜǾŀƭǳŀǘƛƻƴ ƛƴ ǘŜǊƳǎ ƻŦ ƻƴŜΩǎ ōŜƭƛŜŦǎ 

about the job and an affective evaluation in terms of the amount of positive and pleasurable feelings 

experienced relative to negative feelings.  Primarily researchers interested in the affective 

component of subjective well-being are focused on relatively stable affect over time rather than 

momentary changes in affect (Diener 1994).  Subjective well-being is normally studied by using self-

report scales.  A lack of clarity exists in relation to what time frame one should aggregate levels of 

positive affect for, nor indeed whether more longer term affect has as much impact on subsequent 

behaviours in the workplace than more momentary levels of affect (Weiss 2002). Additionally it is 

argued that the complex and multifaceted nature of subjective well-being necessitates that each 

component is studied separately as each have distinctive causes and consequences (Diener 1994).   

A significant study conducted by Staw, Bell and Clausen (1986) explored the relationship between 

affective disposition of adolescents and their job attitudes in later life. This longitudinal study 
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conducted over a period of almost fifty years concluded that there was indeed a strong correlation 

between dispositional affect and job satisfaction.  Despite some methodological critique of this 

study (Davis-Blake and Pfeffer 1989, Diener et al. 2002) dispositional affectivity and personality traits 

continue  to be a source of study in the workplace particularly with regard to their impact on job 

outcomes (Diener et al. 2002), performance (Wright and Cropanzano 2000, Rozell, Pettijohn and 

Parker 2006, Wright, Cropanzano and Bonett 2007) and satisfaction (Judge, Heller and Mount 2002).  

Despite the definitional difficulties with the study of affect in the workplace positive emotions are 

central to job satisfaction and to happiness in the workplace and as such are one of the defining 

attributes as are low levels of negative emotions.  

3.5. Happiness at work: Organisational commitment 

Organisational commitment is a concept that has received increasing attention in the workplace 

happiness literature. Once again there are operational difficulties with the concept of organisational 

commitment.  Becker (1960) explored the concept of commitment and argued that in general 

ǇŜƻǇƭŜ ŀŎǘŜŘ ƛƴ ǿŀȅǎ ǿƘƛŎƘ ǿŜǊŜ ŎƻƴǎƛǎǘŜƴǘ ƻǾŜǊ ǘƛƳŜΦ  Lƴ .ŜŎƪŜǊΩǎ {ƛŘŜ .Ŝǘǎ ¢ƘŜƻǊȅ ŎƻƳƳƛǘƳŜƴǘ ƛǎ 

achieved by individuals acting consistently with previous extraneous interests, which he terms side 

bets. The major components of this are  

άмύ ǇǊƛƻǊ ŀŎǘƛƻƴǎ ƻŦ ǘƘŜ ǇŜǊǎƻƴ ǎǘŀƪƛƴƎ ǎƻƳŜ ƻǊƛƎƛƴŀƭƭȅ ŜȄǘǊŀƴŜƻǳǎ ƛƴǘŜǊŜǎǘ ƻƴ his following a 

line of inquiry 

2) a recognition by him of the involvement of this originally extraneous activity in his present 

activity  

3) the resulting consƛǎǘŜƴǘ ƭƛƴŜ ƻŦ ŀŎǘƛǾƛǘȅέ (Becker 1960, p. 36)  

Becker proposes that within a work context side bets, such as family obligations, cultural 

expectations and bureaucratic arrangements, ŎƻƴǎǘǊŀƛƴ ŀƴ ŜƳǇƭƻȅŜŜΩǎ behaviour.  An example of 

this would be an individual who does not change jobs, despite a potential  increase in salary because 
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the job may be high risk on the grounds that he had previously made a side bet and  taken on a 

mortgage on the assumption of a stable and long term salary.  

 Meyer & Allen (1991) proposed a three model conceptualisation of the concept of commitment 

comprising three distinct components: affective commitment, continuance commitment and 

normative commitment.  Affective commitment, which is an emotional commitment to and 

identification with the organisation, is most consistent with happiness. Normative commitment is a 

άmind-ǎŜǘέ ƻŦ ƻōƭƛƎŀǘƛƻƴ ǘƻ ǎǘŀȅ ǿƛǘƘ ŀƴ ƻǊƎŀƴƛǎŀǘƛƻƴ ƻǊ ǘƻ ǎǳǇǇƻǊǘ ŎƘŀƴƎŜ ǿƛthin the organisation 

(Meyer and Parfyonova 2009) and is consistent with the concept of loyalty (Fisher 2010).  

Continuance commitment relates to the perceived costs of leaving the organisation or because of 

inducements offered to stay rather than any positive feelings one has about the organisation (Meyer 

and Allen 1991).  Within this model commitment is defined as a force that binds an individual to a 

target (social or non-social) or to a course of action of relevance to that target (Meyer, Becker and 

Van Dick 2006). 

There has been some debate regarding this model and the perceived similarities between the 

concepts of affective commitment and normative commitment (Meyer and Parfyonova 2009) 

leading to suggestions that the two be combined.  Meyer and Partonva (2009) acknowledge the 

correlation between the concepts but argue that the mind-set of desire in affective commitment is 

distinguishable from the mind-set of obligation in normative commitment.  Solinger, Van Olffen and 

Roe (2008)  reject the three component model of commitment on the basis of inconsistencies in the 

research which they suggest are because of conceptual reasons rather than empirical inaccuracies.  

They propose that organisational commitment is an atǘƛǘǳŘŜ ŎƻƴǎƛǎǘŜƴǘ ǿƛǘƘ ǘƘŜ 9ŀƎƭȅ ŀƴŘ /ƘŀƛƪŜƴΩǎ 

(1993) model of attitudes. They argue that commitment to the organisation (target) does not 

necessarily mean commitment to specific behaviours, for example, remaining within the 

organisation.  Meyer and Herscovitch (2001) acknowledge the confusion and inconsistencies 

regarding the concept of organisational commitment and how it affects behaviours in the work place 
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and note the importance of clarity. They reject the position of commitment as an attitude adopted 

by Sollinger, Van Olffen and Roe (2008) and maintain the multidimensional model of affective, 

normative and continuance commitment. 

The model proposed by Meyer and Allen (2001) appears to offer a cogent argument for 

organisational commitment ŀǎ ƛǘ ǎŜŜƳǎ ƭƻƎƛŎŀƭ ǘƘŀǘ Ƴŀƴȅ ŦŀŎǘƻǊǎ ŜŦŦŜŎǘ ŀ ǇŜǊǎƻƴΩǎ ŎƻƳƳƛǘƳŜƴǘ ǘƻ ŀƴ 

organisation including affect and judgement. Enjoyment of work and the pleasure achieved from 

doing something one likes alone may not be sufficient to guarantee on-going commitment.  They 

are, however, contributors and demonstrate an affective and evaluative component consistent with 

other perspectives on happiness (Diener, Oishi and Lucas 2009, Diener and Tay 2012).  These further 

supports the argument for high levels of positive emotions, low levels of negative emotions and 

satisfaction as defining attributes of happiness.  

3.6. Happiness at work: Engagement 

Research on work engagement has increased in recent years and may have much to offer in relation 

to happiness at work.  As with other concepts in the happiness literature engagement is also a 

contested concept (Macey and Schneider 2008).  Engagement has been described as άǇƻǎƛǘƛǾŜ ŀŦŦŜŎǘ 

associated with the job and the work setting connoting or explicitly indicating feelings of persistence, 

vigour, energy, dedication, absorption, enthusiasm, alertness and pride, and as such engagement has 

components of organisational job commitment, job involvement and the positive affectivity of job 

ǎŀǘƛǎŦŀŎǘƛƻƴέ(Macey and Schneider 2008, p. 24).  Within their review of the concept of engagement 

they note that engagement has been viewed as a psychological state, a performance construct, 

disposition and or a combination of all three.  They propose a three part framework of work 

engagement incorporating trait engagement, state engagement and behavioural engagement.  They 

also note the organisational conditions within the framework which they believe have a direct effect 

on work engagement.  These include attributes of the work: challenge, autonomy, variety; 

transformational leadership and trust.  Maslach, Schaufeli and Leiter (2001) propose that work 
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engagement is conceptually distinct from other concepts in organisational psychology including job 

involvement, organisational commitment or job satisfaction. Within organisational commitment the 

ŦƻŎǳǎ ƛǎ ƻƴ ǘƘŜ ƻǊƎŀƴƛǎŀǘƛƻƴ ŀƴŘ ǘƘŜ ŜƳǇƭƻȅŜŜΩǎ ŀƭƭŜƎƛŀƴŎŜ ǘƻ ǘƘŀǘ ƻǊƎŀƴƛǎŀǘƛƻƴ ǊŀǘƘŜǊ ǘƘŀƴ 

engagement with the work itself.  Job satisfaction focuses on the individual and their level of 

contentment and feelings about the work, rather than their engagement with the work itself and, 

while there is some consistency with the involvement component of job involvement, it does not 

take account of the energy and efficacy inherent in job engagement.  They suggest that work 

engagement is the antithesis of job burnout.  Job burnout they argue is an erosion of engagement 

with energy becoming exhaustion, involvement becoming cynicism and efficacy becoming 

ineffectiveness.  Maslach, Schaufeli and Leiter (2001) therefore view engagement as three 

dimensional, that of energy, involvement and efficacy and they argue that it can be measured by 

using the Maslach Burnout inventory by the opposite pattern of scores to the dimensions of 

burnout.   

Kahn (1990, p. 692) describes engagement at work at a personal level and he views it as a 

psychological construct primarily relating to role ŀƴŘ ƻƴ ǘƘŜ άself in roleέ.  He defines personal 

ŜƴƎŀƎŜƳŜƴǘ άas the harnessing of organisational members selves to their work roles; in engagement 

people employ and express themselves physically, and emotionally during role performances 

ǳƴŎƻǳǇƭƛƴƎ ƻŦ ǎŜƭǾŜǎ ŦǊƻƳ ǿƻǊƪ ǊƻƭŜǎέΦ  IŜ ŘŜŦƛƴŜǎ ǇŜǊǎƻƴŀƭ ŘƛǎŜƴƎŀƎŜƳŜƴǘ ŀǎ ǘƘŜ άuncoupling of 

selves from work roles; in disengagement people withdraw and defend themselves either physically, 

cognitively and emotionally during role performancesέ (Kahn 1990, p. 694).  He proposed that people 

either employ and express or withdraw or defend themselves on the basis of their psychological 

experiences of selves in role.  In developing a grounded theory of engagement and disengagement 

Kahn (1990) identifies three psychological conditions necessary for personal engagement which are 

meaningfulness, safety and availability.  The absence of these three conditions results in personal 

disengagement. 
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Alternatively Bakker and Schaufeli (2008, p. 189) see work engagement as a well-defined 

psychological state and describe it άas a positive, fulfilling, affective motivational state of work 

related well-being characterised by vigour, dedication and absorptionΦέ ±ƛƎƻǳǊ ǊŜŦŜǊǎ ǘƻ ƘƛƎƘ ƭŜǾŜƭǎ ƻŦ 

energy when working, dedication refers to involvement and feelings of inspiration, pride, 

enthusiasm and challenƎŜΦ !ōǎƻǊǇǘƛƻƴ ǊŜŦŜǊǎ ǘƻ ŎƻƳǇƭŜǘŜ ƛƳƳŜǊǎƛƻƴ ƛƴ ƻƴŜΩǎ ǿƻǊƪ ǘƻ ǘƘŜ ŜȄǘŜƴǘ ǘƘŀǘ 

time passes very quickly and the individual is reluctant to end the task or work at hand (Bakker and 

Schaufeli 2008, Chughtai and Buckley 2011). A further engagement concept relating to happiness is 

that of Flow (Csikszentmihalyi 2002). 

3.7. Happiness at work: Flow  

Flow is experienced when a person becomes engaged in a task which is both challenging and 

requires the use of particular skills and which are very intrinsically motivating (Csikszentmihalyi 

1999, Csikszentmihalyi 2002). In this state the person becomes so absorbed in the activity that they 

lose track of time and everything else becomes irrelevant (Bakker 2005, Salanova, Bakker and 

Llorens 2006). Csikszentmihalyi (1999) describes Flow as an auto telic experience whereby the 

activity is worth doing for its own sake even though there are no consequences outside of it.  Bakker 

(2005) identifies three components to the peak experience described as Flow. These are absorption, 

enjoyment and intrinsic motivation. Work is an area where opportunities to experience Flow seems 

possible and there has been increasing interest in the predictors of Flow in the workplace such as 

resources required (Nielsen and Cleal 2010) and organisational and employee benefits (Bryce and 

Haworth 2002). Csikszentmihalyi (1999) argues on the basis of his own research that happiness 

depends on whether a person is able to derive Flow from whatever he or she does.  Such 

experiences and ensuing happiness can be found in the workplace.  
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3.8. Antecedents to happiness at work 

 Antecedents to happiness at work include both organisational and job characteristics. Following the 

recent scandals in the banking and corporate world organisational virtuousness has recently gained 

attention and characteristics such as integrity, trust and compassion have been identified as 

important contributors to employee happiness in the workplace (Gavin and Mason 2004, Rego et al. 

2009).  

Aspects of perceived organisational climate i.e. affective; interpersonal and social relationships 

including participation, co-operation, warmth, and social rewards, cognitive growth, innovation, 

autonomy and intrinsic rewards and instrumental: achievement, hierarchy, structure and extrinsic 

rewards have been shown to result in employee happiness in the form of job satisfaction and 

organisational commitment (Carr et al. 2003).  Additionally organisational climate in relation to 

cooperation and innovation was also shown to be related to employee commitment (Van Vianen et 

al. 2011). 

Perceived organisational justice and equity have also been identified as important for job 

satisfaction and employee commitment (Colquitt et al. 2001, Simons and Roberson 2003, Abekah-

Nkrumah and Ayimbillah Atinga 2013), more helpful citizenship behaviours (Cropanzano, Bowen and 

Gilliland 2007) and employee retention (Simons and Roberson 2003).  Perceived organisational 

support including fairness, both procedural and interactional, supervisor support and rewards/job 

related positively with affective commitment, positive mood at work, job satisfaction, desire to 

remain in the organisation and turnover intentions (Rhoades and Eisenberger 2002) and adaptability 

to change (Cullen et al. 2014).  

Healthy workplace practices, including work life balance, employee growth and development, health 

and safety and employee involvement have been noted as a cause of organisational commitment 

and well-being at work, (Grawitch, Gottschalk and Munz 2006, Grawitch, Trares and Kohler 2007). 
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Research on leadership behaviours has shown a direct relationship with employee happiness in the 

workplace. Ethical leadership behaviours were noted to be positively related to job satisfaction, 

affective organisational commitment and work engagement (Tanner et al. 2010). Supportive 

leadership behaviours specifically Consideration as defined by Stodgill (1950), has been shown to 

impact positively on job satisfaction (Judge, Piccolo and Ilies 2004) as has initiating structure 

(Rowold, Borgmann and Bormann 2014). Furthermore transformational leadership behaviours have 

been shown to have a positive impact on employee moods including optimism, happiness and 

enthusiasm (Bono et al. 2007, Rowold, Borgmann and Bormann 2014). Positive leadership 

behaviours have also been shown to positively relate to employee momentary emotions, subjective 

wellbeing, organisational performance and organisational citizenship behaviour (Wijewardena, 

Samaratunge and Härtel 2014). 

The relationship of job characteristics and employee happiness has been studied.  Hackman and 

Oldman (1975) identified that job satisfaction was increased when three critical psychological states 

were present for the employee. These are experienced meaningfulness of the work, experienced 

responsibility for the outcomes of the work and knowledge of the results of the work activities. 

These are created by the presence of five core job dimensions. Three relate to meaningfulness of the 

work: skill variety, task identity and task significance. Experienced responsibility for job outcomes is 

achieved when a job is high in autonomy and knowledge of the results of work activities is achieved 

and when the job is high on feedback (Hackman and Oldham 1975).  Warr (2007) proposed a 

number of antecedents to happiness at work: opportunity for personal control, opportunity for skill 

use, variety, contact with others, availability of money, physical security and valued social position. 

Additionally Warr (2007) notes supervision, remuneration and career issues as further predictors of 

happiness in the workplace. He notes, however, that some job characteristics only have limited 

benefits to the point where deficiencies are overcome and he likens this to the intake of daily 

vitamins in what he terms tƘŜ άǾƛǘŀƳƛƴ ŀƴŀƭƻƎȅέ (Warr 2007, p. 96). A Swedish study conducted into 

happiness of self-employed workers and those in employment of others similar to Warr also found 
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that personal control, autonomy and independence were important factors identified by the happier 

self-employed workers (Benz and Frey 2004). 

A large research study into happiness in the workplace in the UK found that most staff were happy 

at work i.e. over one quarter were very happy and over one half were fairly happy (Chiumento. 

2007).  The following were identified as being important factors which contributed to this happiness: 

friendly supportive colleagues; a good line manager; enjoyable work; good work/life balance; varied 

work; belief that you are doing something worthwhile; feeling that what you do makes a difference; 

being part of a successful team; recognition of achievements and competitive salary. Social support 

has also been noted by Morgeson & Humphrey (2006) as important to employee happiness. 

3.9. Consequences of happiness at work 

A number of research studies have considered the consequences of happiness in the workplace.  

One of these which has been studied extensively is the relationship between happiness at work and 

productivity (Cropanzano and Wright 2001, Zelenski, Murphy and Jenkins 2008, Borgogni et al. 2010, 

Springer 2011, Bockerman and Ilakunnas 2012, Ouedraogo and Leclerc 2013). Many human resource 

policies and practices are focused on employee wellbeing on the assumption of a positive causal 

relationship between happiness and productivity (Howard and Gould 2000).  The relationship 

between happiness and productivity has become known as the Happy- Productive Worker Thesis 

(Cropanzano and Wright 2001). A number of large reviews have explored this relationship with some 

conflicting findings (Iaffaldano and Muchinsky 1985, Judge et al. 2001, Bowling 2007). Predominately 

these have explored the relationship between job satisfaction and productivity, with one review 

concluding that a causal relationship does not exist (Iaffaldano and Muchinsky 1985); exists but it is 

relatively weak (Judge et al. 2001); and is spurious (Bowling 2007).  Part of the difficulties 

encountered with seeking evidence is the definitional difficulties with the construct of job 

satisfaction (Fisher 2003).  Similar definitional difficulties are encountered with the construct of job 

performance and its measurement (Fisher 2003). Zelenski, Murphy and Jenkins (2008) propose that 
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clarity on this relationship is required for workplace improvement strategies. Fisher (2003) explored 

the disconnect between commonly held beliefs and the seemingly contradictory evidence 

concerning the relationship between the two concepts.  Aside from the definitional difficulties 

alǊŜŀŘȅ ƴƻǘŜŘ ǎƘŜ ǊŜŦŜǊǎ ǘƻ YƭǳƎŜǊ ŀƴŘ ¢ƛƪƻŎƘƛƴǎƪȅΩǎ (2001) Common-sense Theory which proposes 

that lay people may be aware of a strong relationship at a higher or lower level of analysis or 

additionally at a longer or shorter time frame. More recent reviews of the relationship between job 

attitudes, job satisfaction and organisational commitment and contextual job performance, 

employee retention and organisational citizenship behaviours suggest a more positive correlation 

from attitude to performance (LePine, Erez and Johnson 2002, Harrison, Newman and Roth 2006, 

Riketta 2008). Fisher (2010) maintains that despite weak findings in earlier reviews happiness at 

work in the form of satisfaction as an attitude is directly correlated with positive outcomes for both 

the individual and the organisation.  

Positive affect appears to have had more impact on positive employee behaviours. Cropranzano and 

Wright (2001) note that affect is a better predictor of job performance than that of satisfaction. A 

longitudinal study conducted by Staw, Bell and Clausen (1986) concluded that job attitudes can be 

predicted by affective disposition.  

Positive effect and positive emotions are core components of happiness (Diener, Oishi and Lucas 

2003).  Beohm & Lyubomorski  (2008) argue that people who experience mainly positive emotions in 

the work place experience more positive outcomes.  

 The study of emotions at work appears to be a better predictor of productivity than job satisfaction 

(Wright and Cropanzano 2000).  Dispositional positive affect appears to lead to more positive 

outcomes for people relative to those who are less happy, particularly in relation to higher earnings, 

superior performance and more helpful behaviours (Boehm and Lyubomirsky 2008).  Dispositional 

affect has also been shown to have a direct relationship with productivity at work when studied over 

a prolonged period (Staw, Bell and Clausen 1986, Staw and Barsade 1993).  Additionally, positive 
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disposition has a direct positive correlation with better decision making and better staff 

interpersonal relationships at work (Staw and Barsade 1993).  Supervisors review the performance 

of happy people more positively (Wright and Cropanzano 2000). 

Positive emotions have been linked to creativity in the workplace (Wright and Cropanzano 2004). 

Amabile et al (2005, p. 367)  ǇǊƻǇƻǎŜ ǘƘŀǘ ŎǊŜŀǘƛǾŜ ŀŎǘƛǾƛǘȅ ƛǎ ŀƴ άŜƳƻǘƛƻƴŀƭƭȅ ŎƘŀǊƎŜŘ ŜǾŜƴǘέΦ 

Positive mood in the workplace is associated with creativity and proactivity on the day experienced 

but also predicts creativity and proactivity on the following day (Amabile et al. 2005). Similarly Fritz 

& Sonnentag (2009) found a relationship between positive mood and proactivity which lagged from 

the morning to afternoon and from the day the positive emotions were experienced to the following 

day. Fredrickson et al (2003) argue that positive emotions contribute to optimal organisational 

ŦǳƴŎǘƛƻƴƛƴƎ ōŜŎŀǳǎŜ ǘƘŜȅ ōǊƻŀŘŜƴ ǇŜƻǇƭŜΩǎ Ƙŀōƛǘǳŀƭ ǿŀȅǎ ƻŦ ǘƘƛƴƪƛƴƎ, enabling more creative ways 

of thinking.  This view is consistent with the  view posited in the Broaden and Build Theory of 

Positive Emotions (Fredrickson 2003, Fredrickson 2004).  Hope, as one positive emotion, correlated 

positively with creativity and happiness in a study conducted by Rego et al (2009) leading the 

researchers to note the importance of the promotion of positive emotions in the workplace.  

Positive affect is also a predictor of increased organisational citizenship behaviours targeted at both 

individuals and the organisation (Ilies, Scott and Judge 2006, Rego et al. 2011, Rego, Ribeiro and 

Cunha 2010). Organisational citizenship behaviour is a component of job performance (Murphy, 

Athanasou and King 2002)  and has been described as individual behaviour that is discretionary such 

as volunteering, helping others and upholding workplace rules and procedures despite personal 

inconvenience (Organ and Konovsky 1989).  It is not formally recognised and in the aggregate 

promotes the effectiveness of the organisation (Murphy, Athanasou and King 2002).  A Canadian 

study conducted with over 1,000 registered nurses found that positive job affect was directly 

correlated with increased organisational citizenship behaviour (Lee and Allen 2002). Eisengber et al 
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(2005) similarly found that positive affect was associated with increased organisational spontaneity 

and a broad range of citizenship behaviour.   

Despite definitional difficulties associated with the concept of Organisational Commitment, it is 

expected that the behavioural consequences of it includes lower turnover, reduced rates of 

absenteeism, improved performance and increased organisational citizenship (Meyer and 

Herscovitch 2001).  Meyer and Maltin (2010) propose that Organisational Commitment contributes 

to employee wellbeing with Affective Commitment relating positively to wellbeing and negatively to 

strain whereas Continuance Commitment relates positively to strain. A meta analytic review by 

Mathieu and Zajac (1990) concluded that organisational commitment correlated positively with 

motivation, job involvement and job satisfaction while correlating poorly with job performance. 

Whilst using a broader range of commitment concepts a meta-analysis of organisational 

commitment noted a positive impact of affective commitment on job satisfaction, performance and 

job involvement (Cooper-Hakim and Viswesvaran 2005).  A study conducted by Gellatly, Meyer and 

Luchak (2006) found that organisational commitment particularly Affective Commitment and 

Normative commitment was positively related to remaining in the organisation and to increased 

organisational citizenship behaviours.  

Engagement at work has also been shown to result in positive outcomes (Rich, Lepine and Crawford 

2010) including dedication and commitment (Halbesleben 2010), in role and  extra role performance 

(Bakker, Demerouti and Verbeke 2004), and customer loyalty (Salanova, Agut and Peiro 2005). 

Flow at work has been shown to relate to a number of wellbeing measures including job satisfaction, 

enthusiasm and contentment (Bryce and Haworth 2002). Fullagar and Kelloway (2009) investigated 

the relationship between flow and subjective well-being and found that flow was correlated with 

positive mood, with momentary flow predictive of momentary mood rather than vice versa.  
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3.10. Summary 

The increasing interest in happiness in general and happiness and well-being at work has led to an 

increase in the study of workplace happiness concepts. Table 3 provides a diagrammatic summary of 

happiness in the workplace. 
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Table 3. Summary of happiness in the workplace 

 Happiness in the 

workplace 

 

Attributes 
 

¶ Job Satisfaction (Wright and 
Cropanzano 2000, Sousa-Poza 
and Sousa-Poza 2000, Weiss 
2002, Brief and Weiss 2002, 
Fisher 2003, Warr 2007, Taris 
and Schreurs 2009) 

¶ Positive affect: (Staw, Bell 
and Clausen 1986, Staw and 
Barsade 1993, Wright and 
Cropanzano 2000, Isen 2001, 
Amabile et al. 2005, Rozell, 
Pettijohn and Parker 2006, 
Wright, Cropanzano and 
Bonett 2007) 

¶ Low levels of negative 
emotions: (Wright and 
Cropanzano 2000, Maslach, 
Schaufeli and Leiter 2001, 
Wright and Bonett 2007, 
Judge and Kammeyer-Mueller 
2008)  

¶ Engagement (Eisenberger et 
al. 2005, Csikszentmihalyi and 
LeFevre 1989, 
Csikszentmihalyi 1999, Bryce 
and Haworth 2002, 
Halbesleben 2010, Bakker 
2005, Salanova, Bakker and 
Llorens 2006, Bakker, Albrecht 
and Leiter 2011) 

¶ Meaning  (Van Zyl, Deacon 
and Rothmann 2010, Warr 
2007) 
 

 
 

Antecedents 
 

¶ Autonomy (Nguyen, Taylor 
and Bradley 2003, Benz and 
Frey 2004, De Cuyper and De 
Witte 2006, Aube, Rousseau 
and Morin 2007, Warr 2007, 
Kim, Twombly and Wolf-
Wendel 2008, Fahr 2011) 

¶ Perceived organisational 
virtuousness   (Gavin and 
Mason 2004, Rego, Ribeiro 
and Cunha 2010, Rego et al. 
2011) 

¶ Perceived organisational 
justice (Colquitt et al. 2001, 
Simons and Roberson 2003, 
Cropanzano, Bowen and 
Gilliland 2007, Abekah-
Nkrumah and Ayimbillah 
Atinga 2013) 

¶ Perceived organizational  
Support(Rhoades and Eisenberger 2002, Cullen et 
al. 2014) 

¶ Work life balance (Hill et al. 
2001, Grawitch, Gottschalk 
and Munz 2006, Grawitch, 
Trares and Kohler 2007) 

¶ Leadership behaviours 
(Judge, Piccolo and Ilies 
2004, Bono et al. 2007, 
Tanner et al. 2010, Rowold, 
Borgmann and Bormann 
2014, Wijewardena, 
Samaratunge and Härtel 
2014) 

¶ Meaningful work (Hackman 
and Oldham 1975, Bowie 
1998, Kamdron 2005, Macey 
and Schneider 2008, Hartung 
and Taber 2008, Steger, Dik 
and Duffy 2012) 

¶ Achievement (Annas 2004, 
Robertson and Cooper 2011) 

¶ Support (Morgeson and 
Humphrey 2006, Robertson 
and Cooper 2011) 

¶ Salary and remuneration 
(Warr 2007, Fisher 2010) 

¶ Work variety (Rauter 2004, 
Warr 2007) 

¶ Skill Use (Feather & Rauter 
2004, Csikszentmihalyi and 
LeFevre 1989, Salanova, 
Bakker and Llorens 2006, 
Warr 2007) 

¶ Friendship (Sirgy et al. 2001, 
Markiewicz, Devine and 
Kausilas 2000, Raile et al. 
2008) 

¶ Status (Feather &Rauter 
2004, Warr 2007) 

¶ Goals (Maier and Brunstein 
2001, Judge et al. 2005) 

Consequences 
 

¶ Increased productivity/performance 
(Staw, Bell and Clausen 1986, Staw 
and Barsade 1993, Cropanzano and 
Wright 2001, Wright, Cropanzano and 
Bonett 2007, Boehm and Lyubomirsky 
2008, Zelenski, Murphy and Jenkins 
2008, Borgogni et al. 2010, Springer 
2011, Bockerman and Ilakunnas 2012, 
Ouedraogo and Leclerc 2013) 

¶ Increased organisational citizenship 
behaviours (Fisher 2002, Lee and Allen 
2002, Eisenberger et al. 2005, Ilies, 
Scott and Judge 2006, Rego, Ribeiro 
and Cunha 2010, Rego et al. 2011) 

¶ Organisational Commitment  (Fisher 
2002, Cooper-Hakim and Viswesvaran 
2005, Gellatly, Meyer and Luchak 
2006, Halbesleben 2010) 

¶ Dedication (Halbesleben 2010) 

¶ Creativity  (Wright and Walton 2003, 
Amabile and Kramer 2007, Baas, De 

Dreu and Nijstad 2008, Achor 2011) 
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Despite the increasing interest in happiness in the workplace, the area is fraught with definitional 

and operational inconsistencies and debate in relation to almost every one of the happiness related 

concepts. This is problematic for the continued study of happiness, for developing an understanding 

of both its causes and consequences in the workplace. The lack of qualitative perspectives on 

happiness where contextual and cultural factors are considered is evident and such an approach 

would have much to offer in terms of understanding happiness in the workplace. Such an 

understanding is required in order to explore ways of being and doing consistent with happiness in 

specific workplaces.  

Despite the lack of clarity of a number of the concepts discussed within this analysis a number of key 

attributes for happiness have been identified across the concepts.  Hedonic pleasure in the form of 

positive affect seems consistent across many of the concepts and appears to be a core component of 

happiness. Satisfaction, despite the lack of consistency, also appears to be a component of 

happiness. In this study satisfaction in the form of a cognitive evaluation and a judgement about 

ƻƴŜΩǎ ƘŀǇǇƛƴŜǎǎ ƛǎ ƛƳǇƻǊǘŀƴǘ ŀƴŘ Ŏƻ ŜȄƛǎǘǎ ǿƛǘƘ ǇƻǎƛǘƛǾŜ ŀŦŦŜŎǘΦ  In addition to hedonic components 

of happiness, however, more recent happiness concepts such as organisational engagement, 

organisational commitment and organisational citizenship behaviours indicate a more eudaimonic 

aspect to happiness at work. Consequently both meaning and engagement appear to be important 

attributes for authentic happiness at work. Defining attributes identified are consistent with those of 

the concept of happiness in general.  

3.11. The creation of a happy workplace 

Causes of happiness in the workplace identified from the concept analysis provide a platform from 

which employers, managers and human resource personnel can develop interventions to ensure a 
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culture where happiness is promoted. This section of the review explores opinion and empirical 

evidence on interventions taken to promote happiness in the workplace.  

Within the last 10 to 12 years there has been a considerable shift in focus from that of personal and 

institutional deficit and dysfunction to a more positive focus on wellbeing emerging out of the 

positive psychology movement (Seligman et al. 2005).   This new interest and direction involves the 

development of an understanding of what makes people happy and also how we can help people be 

happy.  

Seligman (2003) previously  proposed that for people to be authentically happy they must 

experience pleasure, have meaning in their lives and be engaged with others and with meaningful 

activity. He notes that Americans experience considerably more flow at work than in leisure time 

and he suggests the following άǊŜŎƛǇŜέ for more flow in the workplace. The employee should identify 

their signature strengths and choose work which will allow for their more frequent use of these 

strengths or they should recraft present work to use them more. For employers and managers he 

ŀŘǾƛǎŜǎ ƳŀǘŎƘƛƴƎ ŜƳǇƭƻȅŜŜΩǎ ǎƛƎƴŀǘǳǊŜ ǎǘǊŜƴƎǘƘǎ ǿƛǘƘ ǘƘŜ ǿƻǊƪ ŀƴŘ ŀƭƭƻǿƛƴƎ ǘƘŜ ŜƳǇƭƻȅŜŜǎ ǘƻ ǊŜ 

craft the work for the more frequent use of the signature strengths. One study conducted by 

Seligman et al (2005) provides some early evidence i.e. increasing happiness and decreasing 

depressive symptoms over six months, for the successful implementation of both, using signature 

strengths in a new way and in identifying three good things that happened every day and why. This 

study, however, was carried out with a convenience sample over the internet and was not specific to 

the workplace. A replication of this study carried out in 2012 supported the value of Positive 

Psychology Exercises for lasting increases in  happiness but noted that the effects may be more 

modest than originally thought (Mongrain and Anselmo-Matthews 2012).  The more recent work of 

Seligman describes an interventional study he conducted to develop happiness with the US army 

(Seligman 2011). This research describes an intensive educational programme for marines on 

emotional, family, social and spiritual fitness, post traumatic growth and resilience development. 
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Some evidence is emerging that these interventions are having a positive impact on soldier 

wellbeing (Seligman 2011). Fisher (2010) also argues for the matching of employee personal 

strengths with job content but notes the paucity of empirical research available to evaluate the 

benefits of such an approach for happiness or organisational effectiveness. She notes 10 

recommendations for creating a happy workplace: 

1. Create a healthy, respectful and supportive organisational culture 

2. Supply competent leadership at all levels 

3. Provide fair treatment, support and recognition 

4. Design jobs to be interesting, challenging, autonomous and rich in feedback 

5. Facilitate skill development to improve competence and allow growth 

6. Select for person, organisation and person job fit 

7. Enhance fit through the use of realist job previews and socialisation practices 

8. Reduce minor hassles and increase daily uplifts 

9. Persuade employees to reframe a current less than ideal work environment as acceptable 

10. Adopt high performance work practices (Fisher 2010) 

Evaluation of one positive psychology based wellness intervention programme supported the value 

of strengths based approaches to improving employee happiness at work but noted the need for 

ongoing support for this approach (Page and Vella-Brodrick 2013). 

Job enrichment is a process whereby within the job people are given more scope for achievement, 

recognition, more challenging work with greater responsibility and more opportunity for personal 

growth and advancement (Parker, Wall and Cordery 2001).   Job enrichment gained popularity 

ŦƻƭƭƻǿƛƴƎ IŜǊȊōŜǊƎΩǎ (1966, 1987) work on satisfaction and motivators at work.  Herzberg developed 

a Two Factor Theory involving motivators and hygiene factors. Motivators were primarily 

determined by factors intrinsic to the work, for example, achievement, recognition, advancement 

and personal growth. Dissatisfaction or hygiene factors were primarily determined by factors 
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extrinsic to the work such as working conditions and remuneration.  Job enrichment processes were 

then focused on ensuring that motivators were built in to the job itself.  More recently job 

enrichment processes have been influenced by the Job Characteristics Model and Sociotechnical 

Systems Theory as a result of a lack of empirical evidence to support the two fold theory (Parker, 

Wall and Cordery 2001).  Job enrichment has been found to correlate with job satisfaction, 

particularly increasing levels of responsibility and opportunity for achievement (Rashid and Rashid 

2011). Furthermore job design and job design/employee match have been shown to have a positive 

impact on job satisfaction (Fahr 2011).  

Employee development initiatives and perceived organisational support have both been shown to 

relate positively to both satisfaction and organisational commitment (Tansky and Cohen 2001, Aube, 

Rousseau and Morin 2007). These are indicators of subjective wellbeing at work as is organisational 

support for career developments (Barnett and Bradley 2007). Interventions directed at work life 

balance such as the creation of flexible work schedules and greater perceived schedule control have 

been shown to decrease burn out and dissatisfaction (Tausig and Fenwick 2001, Hill et al. 2001, 

Grzywacz, Carlson and Shulkin 2008)  and increase happiness (Atkinson and Hall 2011). 

An alternative approach to the enhancement of happiness at work has been the notion of managed 

fun (Bolton and Houlihan 2009). This approach has arisen from the belief that fun in the workplace 

enhances employee engagement and creativity (Fleming 2005, Jeffcoat and Gibson 2011). To this 

end, companies have engaged in organising social and fun events with others establishing structures 

and workplaces conducive to fun and leisure. Flemming (2005), in a study conducted in an American 

owned call centre in Australia, noted cynicism amongst employees regarding this. Baptiste (2009)  

interviewed 12 senior managers in a purposeful sample in a UK Local Authority as part of a study 

investigating HRM practices. Despite the authorities espousal of policies aimed at promoting 

happiness at work, managers indicated that they were not having fun at work and were more 

concerned about factors aimed at promoting wellbeing at work which they perceived to be absent in 
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their work setting. They were more concerned about a sense of purpose and meaning in their work, 

rewards, support, work life balance and performance, all of which related to their job satisfaction. In 

this context managed fun at work was perceived cynically also.  

3.12. Happiness in the workplace: The academy 

The focus of this study is happiness in the workplace in an academic department. For the purpose of 

this study it was considered important to review the literature both in relation to happiness within 

academic workplace contexts and within an Irish context. This allowed for a clearer understanding of 

what is currently known about happiness in the academic workplace and the identification of gaps in 

the research. Much of the research conducted within academic environments on happiness has 

been focused on job satisfaction. Gappa and Austin (2010) suggest that the academic world is 

changing with increased versatility of the workforce, changing student profiles and increased 

workload because of new budgetary demands and technological requirements of academics. They 

suggest a number of essential elements for academic staff satisfaction: respect; employment 

equality; academic freedom and autonomy; flexibility; professional growth and collegiality.  One 

large scale study involving 1,794 faculty staff in 150 Carnegie Research Universities in the U.S  

attempted to explore factors which affect job satisfaction in an academic setting (Bozeman and 

Gaughan 2011).  The authors found that satisfaction was effected by both intrinsic and extrinsic 

factors.  Autonomy, work/family balance, recognition of research by colleagues and having a 

tenured position all contributed to faculty job satisfaction. Whilst most of these factors are 

consistent with factors which contribute to job satisfaction in the workplace more broadly, the issue 

of tenure is specific to the academic setting and particularly to the US academic environment.   

A 2014 study conducted in Florida investigated nursing faculty job satisfaction and intention to stay 

in academe (Derby-Davis 2014). This study was conducted in response to a serious shortage of 

nursing faculty and the perceived need to identify factors which contribute to job satisfaction in 

order to use these to try to address issues relevant to the shortage. Data was collected by the 
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completion of online survey instruments, The Job Satisfaction Survey, The Nurse Educators Intention 

To Stay in Academe Scale and a researcher designed demographic questionnaire. The usable sample 

response was 137.  Findings of the study indicate that HertzbergΩs Motivation - Hygiene theory is a 

strong predictor of faculty job satisfaction and intention to stay in academe. Whilst large scale 

quantitative studies which explore factors perceived to be pertinent to job satisfaction provide much 

information they fail to explore contextual and local cultural issues. This is one disadvantage of large 

quantitative studies and there is a need for more qualitative exploratory studies conducted in situ.   

A large study conducted in 17 Universities in Australia explored psychological strain and job 

satisfaction of both academic and general staff (Winefield et al. 2003). Responses to a general health 

questionnaire and job satisfaction scale were received from 8,732 accounting for a 25% response 

rate. The findings of this study indicated higher levels of job satisfaction in general staff than in 

academic staff.  Job satisfaction of academic staff in older, more traditional universities was higher 

than those in newer institutions. The authors concluded that increased job demands, decreased 

autonomy and higher levels of scrutiny and accountability were severely impacting the satisfaction 

and psychological wellbeing of academic staff.  How the university is managed, chance of promotion, 

industrial relationships between staff and managers and rates of pay were identified as influencing 

factors for lower levels of job satisfaction. The authors note a decrease in job satisfaction in recent 

years and see this as a result of financial constraints imposed by the Australian government of the 

time.  

A 2013 study conducted by Schulz (2013) in 20 Russell Group Universities found that in general 

academic staff were relatively satisfied.  Perceptions of job satisfaction, organisational climate, role 

ambiguity and role conflict were explored using questionnaires in this study. Findings indicated 

multiple organisational climate types namely, Clan, Adhocracy, Hierarchy and Market. Whilst Clan, 

Adhocracy and Hierarchy types were related to lower levels of stress only the clan type, described as 

one of high flexibility, spontaneity and individuality, was directly related to higher levels of job 
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satisfaction.  In such an organisational culture decision ς making is democratic, internal relations are 

positive and leaders encourage teamwork and collaboration.  Findings of this study indicated that, 

despite changes in management styles in universities, collegial/clan climate is still an important 

contributor to job satisfaction of academics.  Whilst the general findings in this study appear to 

contradict other studies in relation to general levels of job satisfaction in university departments the 

authors themselves note the potential impact of the research focus of these universities in 

comparison to other newer more teaching focused universities.  The quantitative nature of the 

method employed here meant that such conclusions had to be assumed.  A more qualitative 

approach to exploring happiness or job satisfaction within university departments would provide an 

opportunity for a more in-depth exploration and understanding of contextual nuances. 

Ambrose, Huston and Norman (2005) note the importance of qualitative institutional specific data in 

their study of satisfaction and retention in one university department arguing that this provides a 

deeper and more contextual understanding of factors affecting both. To this end qualitative semi-

structured interviews were carried out with a total of 123 faculty members over a six month period.  

Sources of satisfaction/dissatisfaction included salaries, collegiality, mentoring, reappointment, 

promotion and tenure process and department heads. It is interesting that two particular contextual 

findings noted were that of the interdisciplinary nature of the university and the location and local 

facilities as sources of satisfaction/dissatisfaction. In their study these satisfiers /dissatisfies were 

factors in faculty staff decisions to leave or stay.  It is unlikely that these contextual findings would 

have emerged in more traditional investigations using a survey method. 

Seyal and Afzaal (2013) explored the relationship between emotional intelligence, organisational 

commitment and job satisfaction in one technical university in Darusalem. One hundred 

questionnaires were distributed with a response rate of 69%. Findings of this study indicate a strong 

correlation between emotional intelligence, organisational commitment and job satisfaction in this 

academic setting. Whilst the sample size in this study is small the findings appear consistent to those 
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found by Malik (2010) in a similar investigation of two public sector academic institutions in 

Pakistan. The authors of this study noted a strong correlation between job satisfaction and 

organisational commitment, with the nature of the work, salary and quality of the supervision being 

key factors contributing to job satisfaction and organisational commitment, with high levels of both 

noted.  Staff, although generally satisfied, were less so with promotion opportunities and salary.  A 

further study conducted in four universities in Punjab Province, Pakistan found that academic staff in 

private sector universities were more satisfied with supervision, pay, promotional opportunities 

whilst those in public sector universities were more satisfied with co-workers and security (Khalid, 

Irshad and Mahmood 2012). A study conducted by Sharma and Jyoti (Sharma and Jyoti 2009) 

identified both intrinsic and extrinsic factors for high levels of job satisfaction. This study was 

conducted in one university in Jammu and questionnaires based on the Job Descriptive Index were 

used to explore job satisfaction. The sample size was small consisting of just 150 university teachers. 

Findings of the study indicate high levels of satisfaction particularly with autonomy, creativity, sense 

of achievement, idealness and appropriateness of the job. Opportunities for further growth and 

development affected job satisfaction as did recognition for achievement. Some variation was noted 

in levels of satisfaction between grades of staff with professors being more satisfied than lecturers 

and lecturers being more satisfied than readers. A decline in level of satisfaction was noted in those 

aged between 36 and 50 years with the authors attributing this to potential promotional ambition 

and work - life stressors. Whilst this study shows some interesting findings, again it is a small study 

and no mention is made of the research requirements of the academic role with a concern that the 

study was primarily focused on academic staff who only teach.  

3.13. Happiness in academia in Ireland 

Little work has been conducted in the area of Job satisfaction in the Irish academy. A study involving 

1,178 participants across higher education institutions in Ireland found that participants expressed 

concern about deteriorating working conditions as a result of the Irish economic situation and 
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changes resulting from Higher Education Policy (Clarke et al. 2015). Notwithstanding this, 

participants reported relatively high levels of job satisfaction (58%) while just 18% reported very low 

levels of satisfaction.    One study conducted by Bryne et al  (2012) with accounting and finance 

academics indicated that, aside from dissatisfaction with promotional prospects and time available 

for research, participants were generally satisfied with most aspects of their jobs. The study 

ŜȄǇƭƻǊŜŘ ōƻǘƘ Ƨƻō ŎƻƴǘŜƴǘ ŀƴŘ ǿƻǊƪ ŎƻƴǘŜȄǘ ŦŀŎǘƻǊǎ ƻƴ ǇŀǊǘƛŎƛǇŀƴǘǎΩ ǎŀǘƛǎŦŀŎǘƛƻƴǎ ŀǘ ǿƻǊƪ, and 

included autonomy, promotional prospects, recognition, salary, hours of work, job security, physical 

working conditions and work undertaken.  A population of 243 accounting and finance academics 

were identified in higher education institutions throughout Ireland and these full time employees 

were sent a questionnaire.  One hundred responses were returned yielding a response rate of 

41.2%.   The findings of this study are interesting in the context in which the study was conducted.  

The study was conducted during the same period of economic uncertainty and austerity as my own 

study.  Increasing student numbers, more professional accountability and decreased salaries were 

the wider contextual factors. Without a qualitative dimension to this study it is difficult to identify in 

detail why satisfaction levels remain reasonably high and to what extent the contextual factors had 

or had not impacted on their satisfaction levels.  

3.14. Summary  

While levels of satisfaction in Academic departments seem relatively good, variances are noted 

between grades of staff, types of universities and local factors such as age of the university and 

possibility of tenure. The importance of contextual and local cultural factors must be considered 

when exploring happiness in the workplace. The absence of qualitative perspectives is a gap and this 

requires redress. This study attempted to address this gap by incorporating a qualitative exploration 

of happiness in the workplace within the AI Process.  
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3.15. Theoretical explanations for happiness in the workplace 

A number of psychological and sociological theories have been posited to explain human behaviour 

and have application to and may help to explain happiness in general and more specifically 

happiness in the workplace. These theories were reviewed in order to consider their value to this 

research study.  

3.16. Self-Determination Theory 

One theory which is helpful in explaining happiness in the workplace is that of Self-Determination 

theory developed by Deci and Ryan (Deci and Ryan 1985, Ryan and Deci 2000, Ryan, Huta and Deci 

2008). Self-Determination Theory is a theory of human intrinsic motivation.   Deci and Ryan (1985) 

suggest that when people are free to choose an activity they will choose one which presents 

challenges and by meeting the challenges the activity presents a sense of competence is achieved.  

Central to Self-Determination Theory is the need for autonomy, relatedness and competence. The 

need for autonomy refers to a sense of personal control, choice and volition in the determination of 

behaviour. The need for competence refers to the need for mastery and efficacy in both the external 

and internal environments and the need for relatedness refers to the need to be connected, part of 

a something, to care for and be cared about (Ryan, Huta and Deci 2008).  These are essential for 

facilitating optimal functioning and personal growth as well as for social development and personal 

wellbeing.  Meeting needs for autonomy, relatedness and competence is consistent with a 

eudaimonic way of living where engaging in meaningful activity is more likely to be prosocial, thus 

benefiting others as well the individual (Ryan and Deci 2000).  Additionally Self-Determination 

Theory is interested in the social environments which promote or which are antagonistic towards 

the achievement of the need for autonomy, relatedness and competence (Ryan and Deci 2000). 

Intrinsic motivation, which is internally driven motivation determined by interest in an activity itself, 

rather than extrinsic motivation, which is externally controlled by either reward or coercion, is the 

focus of Self-Determination Theory. This form of internally driven motivation is the άƛƴƘŜǊŜƴǘ 
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ǘŜƴŘŜƴŎȅ ǘƻ ǎŜŜƪ ƻǳǘ ƴƻǾŜƭǘȅ ŀƴŘ ŎƘŀƭƭŜƴƎŜǎΣ ǘƻ ŜȄǘŜƴŘ ŀƴŘ ŜȄŜǊŎƛǎŜ ƻƴŜΩǎ Ŏŀpacities to explore and 

to learnέ (Ryan and Deci 2000, p. 70). Motivation is therefore autonomous rather than controlled.  

When people are internally and autonomously motivated they experience volition and self-

endorsement of their actions and when they are externally motivated they experience pressure to 

behave and think in certain ways (Deci and Ryan 2008).  A further feature of Self-Determination 

Theory is the belief that the need for autonomy, relatedness and competence are basic and 

universal rather than learnt. The environment is therefore central to their achievement.  Ryan, Huta 

and Deci (2008) propose that many elements of eudaimonia, as espoused by Aristotle, are at the 

heart of Self-5ŜǘŜǊƳƛƴŀǘƛƻƴ ¢ƘŜƻǊȅΩǎ ǳƴŘŜǊǎǘŀƴŘƛƴƎ ƻf psychological wellness and they propose that 

eudaimonia is ά ŀ ǿŀȅ ƻŦ ƭƛǾƛƴƎ ǘƘŀǘ ƛǎ ŦƻŎǳǎŜŘ ƻƴ ǿƘŀǘ ƛǎ ƛƴǘǊƛƴǎƛŎŀƭƭȅ ǿƻǊǘƘǿƘƛƭŜ ǘƻ ƘǳƳŀƴ ōŜƛƴƎǎέ 

(Ryan, Huta and Deci 2008, p. 147).  

Self-Determination Theory has much to offer in the context of happiness in the workplace. The 

emphasis within the Self-Determination Theory on the environment and the extent to which it 

ǎǳǇǇƻǊǘǎ ƻǊ ǘƘǿŀǊǘǎ ǘƘŜ ƳŜŜǘƛƴƎ ƻŦ ŀƴ ƛƴŘƛǾƛŘǳŀƭΩǎ ǇǎȅŎƘƻƭƻƎƛŎŀƭ ƴŜŜŘ ŦƻǊ ŎƻƳǇŜǘŜƴŎŜΣ ŀǳǘƻƴƻmy 

and relatedness appears to provide a lens through which the experiences and values of the 

participants in this study can be explored. Workplaces are environments where both intrinsic and 

extrinsic motivators are at work. Within a university academic department there would appear to be 

scope for those basic psychological needs to be met. The role of an academic is to develop new 

knowledge and the structure of academic departments requires that academics frequently choose 

their own area of research interest and lead programmes of research. These research programmes 

are increasingly collaborative both nationally and internationally and offer academics great 

opportunities to develop expertise in discrete areas. The School of Nursing, which is the focus of this 

study, is a relatively new academic department with a non-traditional academic evolution. 

Notwithstanding this, the goals of the department are similar to that of any other university 

department and this study will help to illuminate how well the psychological needs and subjective 

wellbeing of the academic staff are being met.  
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Whilst Self-Determination theory appears to offer a possible lens within which to explore happiness 

in this workplace a number of other theories were reviewed, considered and subsequently 

discounted for this study.  

3.17. Human Needs Theory 

An alternative humanistic needs theory considered as a framework for the study was Human Needs 

Theory (Maslow 1943).  Needs, Maslow argued,  were satisfied on a hierarchy extending from basic 

physiologic needs, to safety needs, love and belonging, esteem needs and finally to  self-

actualisation. Maslow proposed that while all were essential to happiness the achievement of the 

higher order needs such as esteem needs and the need for self-actualisation were essential to true 

happiness. Maslow subsequently extended his own theory to include a further level which he called 

self-transcendence relating to transcendent experiences (peak experiences) and transcendent 

values. Self-transcendence and its inherent values are consistent with the good and virtuous life 

ŜǎǇƻǳǎŜŘ ōȅ !ǊƛǎǘƻǘƭŜΦ ²ƘƛƭŜ aŀǎƭƻǿΩǎ ǿƻǊƪ ƛǎ ǿƛŘŜƭȅ ŎƛǘŜŘ (Koltko-Rivera 2006) and also appears 

relevant to happiness in a work context  it has also received criticism both related to the theory itself 

(Neher 1991)  and in relation to a lack of empirical evidence (Soper, Milford and Rosethal 1995). In 

contrast, Self Determination Theory has been the focus of much empirical validation (Gagne and 

Deci 2005).  The authors further argue that Self Determination theory has more to offer than other 

humanist theories is so far as it addresses motivation from the perspective of how behaviour is 

energised but also how it is directed.  In Self Determination Theory, building on earlier needs 

theories, needs are determined as innate rather than as acquired motives and needs are defined at a 

psychological rather than physiological level (Deci and Ryan 2000). These are important in the 

context of the workplace. Having considered Human Needs theory it was discounted for this 

workplace study.  
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3.18. Social Comparison Theory 

Festinger (1954) proposed that people self-evaluate and develop self-knowledge by making 

comparisons with other people. Social comparison theory  is one sociological theory which has been 

applied to happiness particularly when happiness is viewed in hedonic terms (Lyubomirsky and Ross 

1997) or as utility as in the area of economics (Diener and Lucas 2000, Easterlin 2006).  Lyubomirsky 

and Ross (1997) note that comparisons are relatively automatic in a world where we are surrounded 

with information about others successes, achievements actions and lifestyles.   While the workplace 

would appear to be an environment where social comparison would be automatic, particularly in 

terms of achievement, success, workload, appraisal, remuneration and promotion there is little 

empirical evidence of this within the literature either in terms of the process of happiness or of 

hedonic consequences. Other emotions such as burnout have been explored in the workplace from 

the perspective of social comparison theory (Buunk and Schaufeli 1993). Social comparison appears 

to have applicability to happiness in more hedonic terms rather than eudaimonic terms so this 

theory has limitations in the context of this study and as such was discounted.  

3.19. Social Exchange Theory 

Homans (1958) explained human behaviour from the perspective of the exchange of activity, 

tangible and intangible, between two individuals or actors. Within this process an evaluation of both 

costs and benefits occurs and individuals basically engage in a process of mutual reinforcement 

ƳŀƛƴǘŀƛƴƛƴƎ ǘƘŜ ǎƻŎƛŀƭ ǊŜƭŀǘƛƻƴǎƘƛǇΦ ²Ƙƛƭǎǘ IƻƳŀƴΩǎ {ƻŎƛŀƭ ŜȄŎƘŀƴƎŜ ǘƘŜƻǊȅ ŜȄǇƭŀƛƴŜŘ ŜȄŎƘŀƴƎŜ 

behaviour in behaviourist terms and uses prior experience and previous rewards as a factor in 

determining behaviour, Blau (1960) alternatively framed social exchange theory in terms of 

anticipated rewards in a more utilitarian way. Although the nature and timing of the reward is 

unspecified the notion of reciprocity is central to Social Exchange Theory. Within the workplace 

employees experience two sets of social exchange relationships: one with their immediate 

supervisors in terms of leader member exchange and one with the organisation in terms of 
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perceived organisational support (Masterson et al. 2000).  Social exchange theory has been 

investigated within organisational settings from the perspective of justice and fairness, procedural 

and interactional (Masterson et al. 2000). Such justice and fair treatment requires reciprocity in the 

form of performance. Justice and perceived organisational support have, previously, been identified 

as antecedents of happiness in the workplace (Colquitt et al. 2001) rather than components of 

happiness itself.  This theory was also discounted for its utilitarian and hedonic focus which although 

present in the defining attributes identified in the concept analysis is not reflective of the more 

eudaimonic perspective indicated by the defining attributes of engagement and meaning. 

3.20. Summary 

While the theories discussed provide alternative ways of explaining happiness at work Self-

Determination Theory was chosen as the theoretical framework for this study.   Self-Determination 

Theory seems to help explain happiness from a more eudaimonic perspective consistent with the 

defining attributes of happiness previously identified within the concept analysis. Self-Determination 

Theory, therefore, seems most appropriate to provide a theoretical lens for the study. Whilst data 

analysis was conducted inductively, both the concept analysis and Self Determination theory were 

considered in interpretation and discussion of the findings in this study.   

3.21. Conclusion and implications for happiness in the workplace research 

The lack of operational clarity of workplace happiness concepts noted in this review leads to concern 

about subsequent research findings and ensuing truth claims. This is particularly so in relation to 

correlations with outcomes such as productivity, creativity and organisational citizenship. Emotions, 

cognition, activity and purpose all appear central to happiness in the workplace and defining 

attributes of happiness in the workplace are consistent with those identified for happiness in 

general. The concept analysis undertaken and Self Determination Theory provided a framework for 
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the study. These became particularly pertinent during the Discovery and Destiny phases of the study 

where meaning and interpretation were essential.  

Happiness, happiness in the workplace and happiness in the academy has been studied 

overwhelmingly within the positivist philosophical paradigm. Previous research studies have been 

overly reliant on survey and quantitative measures of happiness including variables associated with 

happiness including satisfaction, affect and emotions. Increasingly a variety of self-report rating 

scales have been used to study happiness including the Satisfaction with Life Scale (Diener et al. 

1985)  and the Oxford Happiness Questionnaire (Hills and Argyle 2002). Within the workplace scales 

such as the Minnesota Satisfaction Questionnaire (Weiss, Dawis and England 1967), the Job in 

General Scale (Ironson et al. 1989)  and the Job Satisfaction Survey (Spector 1985) measure job 

satisfaction with a particular focus on job and work characteristics. Similarly, organisational 

commitment (Mowday, Steers and Porter 1979) and work engagement (Schaufeli, Bakker and 

Salanova 2006) have been measured by using survey type questionnaires. Affect has been studied 

more recently by use of both self-report measures and independent observer rating scales (Amabile 

et al. 2005). Surprisingly, despite the contextual nature of happiness, satisfaction, engagement and 

commitment fewer qualitative studies have been found.  This is a significant gap as many factors 

contribute to happiness and subjective wellbeing with culture and context being central to the 

happiness experience. Quantitative approaches measure factors previously identified but do not 

allow for contextual or cultural nuances within particular workplaces nor the exploration of how a 

particular individual or group experience happiness. Whilst there has been some small movement in 

terms of involving employees in happiness enhancing activities there is little evidence of this within 

academic departments. This study sought to address these gaps by undertaking an AI action 

oriented study involving ŀ ǉǳŀƭƛǘŀǘƛǾŜ ŜȄǇƭƻǊŀǘƛƻƴ ƻŦ ǇŀǊǘƛŎƛǇŀƴǘǎΩ ǳƴŘŜǊǎǘŀƴŘƛƴƎǎ ƻŦ ƘŀǇǇƛƴŜǎǎ ƛƴ 

their own workplace. A qualitative approach allows for the elucidation and emergence of 

contributors to happiness not previously identified. These would subsequently inform a positive 

process of designing and delivering a happy workplace in one academic department.  
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There are major gaps in the happiness in the workplace research, namely that of the lack of 

empirical evidence on happiness enhancing interventions, the lack of research studies on 

involvement of employees in happiness interventions in the workplace and the significant skewing of 

happiness research within a positivistic deterministic paradigm.   The next chapter outlines the 

philosophical position and AI methodology adopted for the study. 
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 Chapter 4: Appreciative Inquiry Design And Application of Methods to 
Happiness In The Academic  Workplace  

 
4.1. Introduction 

In order to address qualitative or action focused gaps in the research an Appreciative Inquiry (AI) 

Design underpinned by a social constructionist philosophy was adopted in this study. The 

importance of clarifying perspectives on ontology, epistemology, axiology and methodology for 

providing direction for all phases of a research study is noted by Cresswell (1994, p. 231.). This 

chapter provides such clarity and justifies the position adopted.  The AI study was conducted within 

the interpretive paradigm consistent with that of social constructionism.  The impetus for this study 

was not based on the identification of a problem in the workplace.  Rather the impetus for the study 

was one of personal interest in something which I believed to be important at any time but in which 

I believed was increasingly important at this particularly difficult and challenging time both in the 

internal and external environment.  As an employee of the School for ten years I observed an 

absence of discourse in relation to school strengths or indeed happiness in the workplace. There is 

minimal evidence in the research literature of the involvement of employees in the development of 

interventions which promote their happiness at work.  This study sought to do this and as such 

contributes something new to the emerging body of knowledge in relation to happiness in the 

workplace.   

At the outset of the chapter the aims and objectives of the study are presented.  A rationale for the 

use of AI for achieving these aims and objectives is provided.   A description of AI, its underpinning 

assumptions and philosophy and a critique of the approach is provided next in the chapter.  

Methods of sample selection, the position of the researcher in the study i.e. insider researcher and 

also manager, and ethical considerations are discussed.  An outline of the data collection methods 

and data analysis across the three stages is provided in diagrammatic form.  The chapter concludes 

with an account of measures taken in this study to address issues of validity and legitimacy of the 
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study and its subsequent findings. The study was completed over a twelve month period in a large 

nursing school in a higher education setting. 

4.2. Aim and objectives of the study 

The aim of the study was to develop, in collaboration with staff, a workplace which facilitates staff 

happiness at work.  

A number of specific objectives were:  

¶ To engage staff in a critical reflective process to identify meanings of happiness in 

the workplace 

¶ To engage staff in a dialogue about current processes and activities which facilitate 

happiness at work 

¶ To instigate with staff a cycle of change that promotes a happier workplace 

¶ To generate knowledge about happiness in the workplace through practice that will 

contribute to management practice 

¶ To critically evaluate AI as a method for researching workplace change  

4.3. Research Design: Appreciative Inquiry 

AI (Cooperrider, Whitney and Stavros 2008) is the methodology chosen for this study.  It is one of 

many approaches on the continuum of action research (Reason and Bradbury 2007).  AI has been 

described as both a philosophy and a methodology  (Coghlan, Preskill and Tzavaras Catsambas 

2003).  A subtle yet important difference between AI and more traditional forms of action research 

is a greater emphasis on the underpinning social constructionist philosophy and its generative 

capacity (Bushe 2010).  Reed (2007, p. viii) describes AI as  

άΧ ŀ ŦƻǊƳ ƻŦ άǎƻŎƛŀƭ ŎƻƴǎǘǊǳŎǘƛƻƴ ƛƴ ŀŎǘƛƻƴΦέ Within a constructionist orientation, emphasis is placed 

ƻƴ ƭŀƴƎǳŀƎŜ ǇǊŀŎǘƛŎŜǎΦ ¢Ƙƛǎ ƳŜŀƴǎ ǘƘŀǘ ƪƴƻǿƭŜŘƎŜΣ ǿƘŀǘ ǿŜ άŘƛǎŎƻǾŜǊέ ŀǎ ǊŜǎŜŀǊŎƘŜǊǎΣ Ƙŀǎ ƭŜǎǎ ǘƻ Řƻ 
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ǿƛǘƘ ŀƴȅ ǎŜƴǎŜ ƻŦ ƳŀǘŎƘƛƴƎ ƻōǎŜǊǾŀǘƛƻƴǎ ǿƛǘƘ ǘƘŜ άŦŀŎǘǳŀƭ ŜǾƛŘŜƴŎŜέ ŀƴŘ Ƙŀǎ ƳƻǊŜ ǘƻ Řƻ ǿƛǘƘ ǿƘŀǘ 

quŜǎǘƛƻƴǎ ǿŜ ŀǎƪΣ Ƙƻǿ ǿŜ ŀǎƪ ǘƘŜƳΣ ŀƴŘ ǿƘƻ ƛǎ ƛƴǾƻƭǾŜŘΦέ 

AI is a process which allows for a re-examination of and challenge to knowledge which is taken for 

granted and provides an opportunity to consider new possibilities for ways of being and acting 

(Bushe 2010).  It further differs from other forms of action research in its focus on what is working 

well within an organisation and building on this, rather than on problem solving.  Those involved in 

developing AI as a research approach also critique traditional forms of action research for their focus 

on action at the expense of theory development (Cooperrider and Srivastva 1987).  It is argued by 

Cooperrider & Srivasta (1987) that the focus on the positive within AI is uniquely suited for 

discovering generative theory.  The negative focus, for those involved with AI, is seen as problematic 

and it is seen to restrict potential for creating innovative theory (Ludema, Cooperider and Barrett 

2006).  In contrast, AI focuses on the amplification of already existing solutions within organisations 

ǇŀǊǘƛŎǳƭŀǊƭȅ ƻƴ ǘƘŜƛǊ άƭƛŦŜ ƎƛǾƛƴƎ ŦƻǊŎŜǎέ (Hall and Hammond 1998, p. 2).  Consequently AI has the 

potential to create positive change in organisations by challenging existing patterns of discourse and 

subsequent behaviours.  A more practical benefit of AI is that is identifies examples of existing good 

practice and allows for good practice to be clearly defined.  

AI is a positive, asset based approach to organisational change/development and research 

simultaneously (Coghlan, Preskill and Tzavaras Catsambas 2003, Reed 2007).  It has received much 

interest as an organisational development tool (Bushe and Coetzer 1995, Bushe 1998b) but more 

recently it has become popular within the world of research in healthcare (Reed et al. 2002, Carter 

2006, Carter et al. 2007, Reed 2006), particularly because of its positive focus and implications for 

practice transformation. (Carter 2006, Reed 2006).  The benefit of AI with particular relevance to this 

study is that it is a participatory approach to researching best practice within an organisation and to 

the expansion of these to further strengthen the organisation (Troxel 2002, Carter 2006).  The AI, 

methodology, therefore served the objectives of the study previously outlined. 
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Although the focus of AI is different, it shares the major tenets of action research which are 

collaborative working, a process of change and the generation of knowledge, all of which are 

required in this study.  According to Reason and Bradbury (2007, p.1) action research is ά! 

participatory, democratic process concerned with developing practical knowledge in the pursuit of 

ǿƻǊǘƘǿƘƛƭŜ ƘǳƳŀƴ ǇǳǊǇƻǎŜǎΧ Lǘ ǎŜŜƪǎ ǘƻ ōǊƛƴƎ ǘƻƎŜǘƘŜǊ ŀŎǘƛƻƴ ŀƴŘ ǊŜŦƭŜŎǘƛƻƴΣ ǘƘŜƻǊȅ ŀƴŘ ǇǊŀŎǘƛŎŜΣ ƛƴ 

participation with others, in the pursuit of practical solutions to issues of pressing concerns to people, 

and more generally the flouriǎƘƛƴƎ ƻŦ ƛƴŘƛǾƛŘǳŀƭ ǇŜǊǎƻƴǎ ŀƴŘ ǘƘŜƛǊ ŎƻƳƳǳƴƛǘƛŜǎΦέ  In addition to 

collaboration through participation and  acquisition of knowledge Masters (1995) previously  

identified empowerment  of participants and social change as features of action research.  Similar to 

other action research approaches, AI proceeds through cycles, starting with reflection on action to 

new action which is then evaluated and further researched (Wadsworth 1998).  This differs from the 

linear progressing of traditional positivist research.  

AI was chosen as the design for the study as the affirmative and positive nature of the approach is 

consistent with exploration of the positive subject of happiness in the School.  The aims and 

objectives of the study required an action research approach and the focus on both inquiry and 

action within these aims and objectives are congruent with my own values and beliefs i.e. that 

research should have some practical and immediate use for those involved, both by virtue of the 

knowledge developed and actions taken during the course of the inquiry.  Furthermore the 

affirmative nature of the inquiry process inherent in AI is consistent with my own values and beliefs 

about the process of change.  

4.4. Key features of AI 

AI was first developed by Cooperrider and Srivastva (1987) because of their frustration with 

traditional problem focused action research approaches and the deficit based language associated 

within it (Bushe 1995).  It is described as   
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άΧΧΧΧΧΦΦ    ǘƘŜ ŎƻƻǇŜǊŀǘƛǾŜ Ŏƻ-evolutionary search for the best in people, their 

ƻǊƎŀƴƛȊŀǘƛƻƴǎΣ ŀƴŘ ǘƘŜ ǿƻǊƭŘ ŀǊƻǳƴŘ ǘƘŜƳΦ Χ !L ƛƴǾƻƭǾŜǎ ǘƘŜ ŀǊǘ and practice of asking 

questions that stǊŜƴƎǘƘŜƴ ŀ ǎȅǎǘŜƳΩǎ ŎŀǇŀŎƛǘȅ ǘƻ apprehend, anticipate, and heighten 

ǇƻǎƛǘƛǾŜ ǇƻǘŜƴǘƛŀƭΦέ (Cooperrider, Whitney and Stavros 2003, p. 3) 

AI, as a process, is based on the belief that in every society or organisation there is something that 

works and, that making these explicit by asking those involved, opens possibilities for a new and 

different future. This belief informs the process of both knowledge development and collective 

organisational action involving a number of key processes: appreciation, application, provocation 

and collaboration.  (Cooperrider, Whitney and Stavros 2008). 

Bushe (1995, p. 14) proposes that AI is 

άΧ ŀ ƳŜǘƘƻŘ ƻŦ ŎƘanging social systems, in an attempt to generate a collective image of a 

new and better future by exploring the best of what has beenΦέ   

An AI study should, therefore, produce knowledge that is useful and applicable for those involved in 

the inquiry.  It should also be provocative, producing innovative and creative propositions for 

organisational action and change.  Finally, it should be collaborative and involve all necessary 

stakeholders (Cooperrider, Whitney and Stavros 2008, Bushe 1995). 

 AI commences with the identification of an affirmative topic for the study.  In this study the 

affirmative topic was happiness in the workplace.  The Four D Model of AI was chosen as the process 

for the study and the four phases of Discovery, Dream, Design and Destiny applied in this study 

were:  

¶ Discovery: AI is an affirmative approach and central to a study is the acknowledgement that 

in every system something works.  The first stage of the process is uncovering and valuing 

what works. This is done by asking the unconditional positive question.  Within this study 
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the process involved exploration and identification of understandings of happiness at work 

and current strengths of the school which particularly facilitate happiness at work.  

¶ Dream: During this phase participants extend what they know works well to a vision of how 

they see the future.  Participants reflected on their previously espoused understandings of 

happiness and the strengths of the school to look forward and imagine a happy workplace in 

the future.  

¶ 5ŜǎƛƎƴΥ 5ǳǊƛƴƎ ǘƘƛǎ ǇƘŀǎŜ ǘƘŜ ŘŜǾŜƭƻǇƳŜƴǘ ƻŦ άǇǊƻǾƻŎŀǘƛǾŜ ǇǊƻǇƻǎƛǘƛƻƴǎέ ƛǎ ŜƴŎƻǳǊŀƎŜŘ 

where the steps to making the desired future are identified. Participants identified how the 

άǎŎƘƻƻƭ ƻŦ ǘƘŜ ŦǳǘǳǊŜέ ǿƻǳƭŘ ōŜ ǊŜŀƭƛǎŜŘ ōȅ ƛŘŜƴǘƛŦȅƛƴƎ ǇŀǊǘƛŎǳƭŀǊ ŀŎǘƛƻƴǎΦ  Lƴ ǘƘƛǎ ǇƘŀǎŜ 

participants were encouraged to be creative and provocative in terms of collaboratively 

designing a plan for the future happy workplace. 

¶ Destiny:  This is the implementation phase of an AI Study. The implementation phase involved 

enacting the plan which included actions such as promoting the work of the School, being 

more respectful to others in the school, getting to know more about the activities of others in 

the school, getting to know the students better as individuals.  These and others actions will 

be detailed more in Chapter 5.  An evaluation was also conducted during the destiny phase to 

complete one cycle and note progress. More traditional forms of action research include 

evaluation as part of one action research cycle.  The four stage approach of AI does not 

include an evaluation at a specific point in time but it is implicit in the on-going Destiny phase.  

This is a limitation of the approach and for the purpose of this study an evaluation was 

conducted six months after the completion of the Design stage to evaluate both the process 

of change and any impact of the change at that point. Figure 2 adapted from Cooperrider, 

Whitney and Stavros (2008) graphically illustrates the process of AI in this study.  
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Figure 2. Affirmative Topic: Happiness in the workplace 

 

 

 

This AI Study offered a new and novel way for participants to become involved in something of 

interest and potential benefit to them in the workplace.  It provided an opportunity for colleagues to 

engage as co-researchers in a process of meaning-making and shared action in the workplace. 

4.5. Underpinning philosophy: Social Constructionism  

AI is underpinned by a social constructionist ontology and epistemology (Reed 2007, Cooperrider, 

Whitney and Stavros 2003).  Social constructionism is a critical response to, and rejection of, a 

positivist and realist philosophical stance on the nature of life and society.  Understandings of the 

world are gained through a reflective and interpretive process rather than through description of 

observable phenomena (Burr 2008).  

This AI study, in adopting social constructionism as an underlying philosophy, recognises that 

knowledge is developed through social interaction and that knowledge development cannot be 

separated from the historical and cultural context of the school itself (Burr 2008, Gergen 2009).  
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Understanding, meaning and knowledge are socially constructed (Cooperrider, Whitney and Stavros 

2008) by the study participants and language is a key component in determining their multiple 

realities.  

άUnderstandings of the world are achieved through co-ordinations among persons- 

ƴŜƎƻǘƛŀǘƛƻƴǎΣ ŀƎǊŜŜƳŜƴǘǎΣ ŎƻƳǇŀǊƛƴƎ ǾƛŜǿǎ ŀƴŘ ǎƻ ƻƴΦέGergen (2009, p. 6) 

Knowledge developed in this way can subsequently shape social interaction (Reed 2007, Burr 2008) 

and within this AI study the possibility existed for this work group to 

 άǎƘŀǇŜ ǘƘŜƛǊ ǿƻǊƭŘ ǘƘǊƻǳƎƘ ǘƘŜ ǿŀȅ ǘƘŜȅ ǘŀƭƪ ŀƴŘ ǘƘƛƴƪ ŀōƻǳǘ ƛǘέ (Reed 2007, p.56)  

This study explored how happiness is experienced and understood in a particular workplace by those 

who directly experience it.  Knowledge generated about happiness in the workplace directly 

impacted on practices relating to happiness in the workplace now and in the future.  Cooperrider, 

Whitney and Stavros (2008) note the agency of those involved within societies and organisations to 

change and reconstruct realities. They argue  

ά¢ƘŜ ƻƴƭȅ ƴƻƴ-ŎƻƴǘƛƴƎŜƴǘ ŦŀŎǘ ƻŦ ŎƻƭƭŜŎǘƛǾŜ ŜȄƛǎǘŜƴŎŜ ƛǎ ƛǘǎ ǳƭǘƛƳŀǘŜ ǇƭŀǎǘƛŎƛǘȅέ 

(Cooperrider, Whitney and Stavros 2008, p.162) 

Critics of social constructionist philosophy argue that its stance is primarily relativist (Crotty 1998, 

Nightingale and Cromby 2002, Cromby and Nightingale 1999) leaving it particularly open to criticism 

of a moral nature.  Social constructionists, however, proffer a contrary position which claims to not 

prioritise one set of values over another (Burr 2008, Gergen 2009, p. 169).  This, they argue, is 

ƛƳǇƻǊǘŀƴǘ ƛƴ ŎƘŀƭƭŜƴƎƛƴƎ άǘƘŜ ǘǊǳǘƘέ ƻŦ ǘƘŜ ŘƻƳƛƴŀƴǘ ƻǊŘŜǊΦ   

In this AI Study the value stance adopted within social constructionism is embraced, as is the value 

of such a position to social action. AI is a mode of action research that  
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άΧŜƴƎŜƴŘŜǊǎ ŀ ǊŜǾŜǊŜƴŎŜ ŦƻǊ ƭƛŦŜ ǘƘŀǘ ŘǊŀǿǎ ǘƘŜ ǊŜǎŜŀǊŎƘŜǊ ǘƻ ƛƴǉǳƛǊŜ ōŜȅƻƴŘ ǎǳǇŜǊŦƛŎƛŀƭ 

appearances to deeper levels of the life-generating essentials and potentials of social 

existence. That is the action researcher is drawn to affirm, and thereby illuminate, the factors 

ŀƴŘ ŦƻǊŎŜǎ ƛƴǾƻƭǾŜŘ ƛƴ ƻǊƎŀƴƛǎƛƴƎ ǘƘŀǘ ǎŜǊǾŜ ǘƻ ƴƻǳǊƛǎƘ ǘƘŜ ƘǳƳŀƴ ǎǇƛǊƛǘΦέ (Ludema, 

Cooperider and Barrett 2006, p. 155) 

The values articulated both within social constructionism and the methodology of AI are consistent 

with the collaborative nature of the present investigation, the topic of happiness in the workplace 

and my own personal and professional values about the wellbeing of colleagues and the workplace 

community. 

4.6. Further key AI Principles 

While adhering to social constructionist principles in undertaking this study a number of other AI 

principles were adopted.  As with other forms of action research, both inquiry and action are valued 

within the study and the simultaneity of both are acknowledged. Reed (2007) notes that inquiry is 

intervention and AI questions are seen as actually creating what there is (Bushe 2011).  Within AI 

this is known as the Principle of Simultaneity. 

 A further principle of AI is the Poetic Principle: The metaphor of organisations as an open book is 

one which Cooperrider, Whitney and Stavros (2008) use to explain this principle.  The story of the 

organisation is constantly being co-authored by those involved in the organisation. The participative 

ƴŀǘǳǊŜ ŀƴŘ ŀŎǘƛƻƴ ŦƻŎǳǎ ƻŦ ǘƘƛǎ ǎǘǳŘȅ ŦŀŎƛƭƛǘŀǘŜŘ ǇŀǊǘƛŎƛǇŀƴǘǎ ǘƻ άŎƻ-ŀǳǘƘƻǊέ the future of the School.  

Within AI a belief exists that a vision of the future directs or guides current actions. This is known as 

the Anticipatory Principle.  In this AI study positive visions of the future directed efforts towards 

exploring new and imaginative ways in which the future happy workplace can be achieved.  

The final principle is The Positive Principle: The positive principle relates to the belief that people 

respond better when there is lots of positive affect.  Organisations and people tend to move in the 
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direction of their inquiries and it is in this context that the positive question gains its importance in 

AI.  Reed (2007) suggests this is because people naturally tend to move towards ideas and images 

that provide nourishment and energy. This study used this principle when encouraging participants 

to articulate school strengths which facilitated their happiness at work. 

The focus of the inquiry was happiness in the workplace.  This study aimed to unearth, explore and 

reflect upon, constructions of happiness in the workplace and, in reflecting on these, to 

collaboratively transform the workplace by changing practice.  Implicit to this is the underlying 

ontological belief in multiple realities and the co-construction of these realities in context (Greene 

2007).   

4.7. Critiques of AI 

In addition to the common critiques of more traditional action research, for example, lack of 

objectivity (Baskerville 1999, Hope and Waterman 2003), localism (Bryden-Miller, Greenwood and 

Maguire 2003) and lack of documentation (Moller 1998), a number of criticisms have been 

specifically directed at AI .  One of the more common of the criticisms noted is the focus that the 

approach has on the positive and that it ignores or denies problems (Coghlan, Preskill and Tzavaras 

Catsambas 2003, Rogers and Fraser 2003, Grant and Humphries 2006).  They argue that this focus on 

the positive in AI could potentially overlook some very real problems which may remain unexplored, 

leading to a continuation of the status quo.  The purpose of AI is transformational change and Bushe 

(2011) argues that transformational change will not take place unless it addresses problems of real 

concern to those involved, including those things perceived as problematic.  McNamee (2003) 

argues that problems are not, nor should not, be ignored when using AI but suggests that weakness 

and problems are easier to address when taken from an appreciative stance.  In such instances, 

mining the organisation and processes for existing strengths and resources should allow for their use 

to address or improve things which are not working.  Coghlan et al. (2003), while noting concerns, 

refute the criticism that AI ignores problems.  They argue that problems and weaknesses are 
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reframed within AI into a focus on strengths, solutions, what works well, why and how there can be 

more of what works well.  Within AI, therefore, problems are addressed implicitly.  It was never my 

intention to ignore concerns or problems raised by participants in the study as I considered it 

essential to the integrity of the process that participants could contribute to the process without 

censure and that they would feel that they could address issues that were important to them.  This 

was particularly important in light of my role in the early part of the study as Head of School.  I was 

conscious of my own management biases and was concerned that these be minimised by being 

completely open to participantsΩ perspectives whether positive or negative.  While the focus of this 

study was on the strengths and life giving forces within the School, no attempt was made either to 

censor any negatives raised or to ignore any identified problems.  Any such concerns raised were 

explored with participants in an attempt to see how they could be addressed within the Design and 

Destiny stage in a constructive and transformative way.  It was interesting to note, however, that 

minimal problems were raised and that, in general participants, engaged enthusiastically in the 

identification of school strengths and those things which contributed to their happiness at work.  

4.8. Summary 

This AI study involved a process of self-reflection and joint learning about happiness in the 

workplace.  The four D Cycle of AI: Discover; Dream; Design and Destiny provided the structure for 

the study.  The use of one full AI cycle allowed participants to explore happiness in their workplace 

and to develop new and better ways of being and relating by taking action consistent with shared 

understandings of happiness (Ludema, Cooperider and Barrett 2006). The study took place over one 

full calendar year from June 2011 to June 2012.  

4.9. Method of sample selection 

The study was conducted within a School of Nursing in a mid-size University (annual student body of 

11,000 students) in Ireland.  The School had a total of seventy full time staff, academic, technical and 
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administrative. The method of sample selection was one of purposeful sampling (Cohen et al. 2007).  

The aim of the study was to engage co-workers in a process of collaborative critical reflection and 

transformative action leading to change within the School and an open invitation was emailed to all 

staff members to participate in the study.  The nature of the topic for the study meant it had 

relevance to all staff and it was important to be inclusive, consistent with the participatory nature of 

AI.  All full time staff (N = 80) employed in the school were invited to participate in the study.  Part 

time temporary employees (N = 4) and PhD Students providing teaching (N=- 2) were excluded from 

the study as they would have been unable able to participate in all phases of the study. 

A total of twenty three staff volunteered to participate in the study.  Volunteers were willing to 

participate in either individual or focus group interviews.  Participants came from teaching, research 

and technical roles and across all disciplines i.e. the four branches of nursing, psychology and 

psychotherapy.  None of the administration staff volunteered to participate despite a number of 

ƛƴǾƛǘŀǘƛƻƴǎΦ  ²Ƙƛƭǎǘ ǊŜǎǇŜŎǘƛƴƎ ǎǘŀŦŦΩǎ ǊƛƎƘǘ ƴƻǘ ǘƻ ǇŀǊǘƛŎƛǇŀǘŜ ŀǎ ŀ ƳŀƴŀƎŜǊ ǘƘƛǎ ŎŀǳǎŜŘ me some 

concern.  The reason that administration staff did not wish to participate may have been because of 

my role as Head of School, but it also may have been because of their unfamiliarity with research or 

because of workloads.  Regardless of the reason it was disappointing not to have participation from 

that group of staff.  As with any action research study conducted within an organisation over time 

life events affected participation.  Twenty three participated in the Discovery phase of the study, 

twenty two in the Dream and Design phases, and nineteen in the Destiny phase resulting in an 

attrition of four participants over the course of the study.  Retirements, maternity leave and 

resignations from the organisation accounted for the decreased number of participants and one 

participant was unavailable to attend either of the evaluation groups. 

4.10. Positionality within the study 

In addition to conducting the study in my own workplace, my role in the School during the first stage 

of the study was that of Head of School.  Coghlan & Brannick (2005) propose that being an insider 
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can be advantageous in terms of familiarity with the context and participants.  Despite the fact that I 

was a manager in the department at the commencement of the study I had worked with staff 

members as a lecturer for over 6 years prior to becoming Head of School.  I had a clear insight into 

the culture and my perception was that I had good working relationships with most of my 

colleagues. I experienced no difficulty negotiating the process with participants, which is an 

additional advantage of being an insider (Reed 2007)Φ CǳǊǘƘŜǊƳƻǊŜΣ ŀǎ ǘƘŜ ŎǳƭǘǳǊŜ ŀƴŘ Ǌŀƛǎƻƴ ŘΩşǘǊŜ 

of the University and School is about supporting research and the development of new knowledge, 

there was no difficulty with gaining access to School staff to invite them to participate in the study.     

I was cognisant of the potential impact of my role as Head of School at the outset of the study which 

subsequently changed to lecturer during the course of the study.  The relationship between me, as 

Head of School, and staff members in general seemed to be very open.  I was, however, conscious 

that this may just have been my view and that this may have been a deciding factor for some staff 

members to choose not to become involved in the study.  

The interview, individual and focus group, was chosen as the method as it was considered most 

appropriate in meeting the objectives of the study. I was careful to ensure that the ambiance at the 

meetings was respectful and relaxed.  During the course of the interviews and focus group meetings, 

at each stage of the inquiry, ǊŀǇǇƻǊǘ ǿŀǎ ƎƻƻŘ ŀƴŘ ǘƘŜǊŜ ŘƛŘƴΩǘ ǎŜŜƳ ǘƻ ōŜ ŀƴȅ ŘƛŦŦƛŎǳƭǘȅ ǿƛǘƘ 

participants articulating their views.  I cannot out rule the possibility of participants only expressing 

views which they may have felt I wanted to hear but the discussion was vigorous and enthusiastic. 

Regardless of my role participants were asked to focus on strengths of the School rather than 

weaknesses.  During the course of the study I was conscious of the interactional nature of these 

interviews and my position within them. Rejecting neutrality I acknowledge the co constructed 

nature of the study findings (Holstein and Gubrium 1997). 

 



69 
 

4.11. Reflective Journal 

During the course of the study I kept a reflective journal.  Reflective journals are not uncommon in 

qualitative or action research studies (Ortlipp 2008).  They are used to aid the researcher to be 

reflexive about their research and their on-going process of analysis during the research.  It was 

particularly useful for me because of my position as an insider researcher and my role as Head of 

School.  Additionally they assist with transparency regarding decisions made during the course of the 

research (Ortlipp 2008).  The diary assisted me with a documented record of the process and my 

thinking and changing perspective over the course of the study.  It allowed for an on-going internal 

critical dialogue concerning many pertinent issues during the research. These included reflections on 

my position and changing role within the study, examinations of my own biases, reflections on the 

analysis and on the emerging findings, and a critical examination of the methodological process 

which was one of the objectives of the study.  While, in general, this was kept as a separate 

document to the thesis some reflection was noted during the analysis using the memo option in 

Nvivo and were stored within the programme.  Where relevant, elements of this reflection will be 

used within this report to highlight points of note.  

4.12. Ethical Considerations 

Ethical approval for the study was obtained from the University Research Ethics Committee. 

(Appendix Two). Cohen, Mannion and Morrison, (2000), note the complexity of ethics in social 

science research and suggest that, rather than following an overly  prescriptive set of guidelines, 

ŜŀŎƘ ǊŜǎŜŀǊŎƘ ǎǘǳŘȅ ǎƘƻǳƭŘ ōŜ ŜȄǇƭƻǊŜŘ ƛƴ ƛǘǎ ƻǿƴ ǊƛƎƘǘ ŦƻǊ ŀ ά ǎǇŜŎǘǊǳƳ ƻŦ ǇƻǎǎƛōƛƭƛǘƛŜǎέ (Cohen et 

al. 2007, p.50).  Coghlan & Brannick (2005) highlight the ethical issues when conducting action 

research particularly when researching in your own organisation.  They argue the importance of the 

relationship between researcher and participants and propose negotiating between the parties on 

issues such as consent and confidentiality which can be problematic in the shifting messiness of an 

action research project.  Staff were invited to participate in the study and were informed of the aim 
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and objects of the study and what would be involved should they choose to participate (Appendix 

Three).  Staff members agreeing to participate were invited to sign the consent form (Appendix Five) 

at the first meeting, having read the information leaflet (Appendix Four) and were advised that they 

would not be named in any dissemination of findings.  Participants were not asked to sign consent 

forms at each subsequent phase of the study as this was implied in their attendance and 

participation.  Because of the participatory nature of the study and the use of interviews, focus 

groups and other group meetings participants were made aware that maintaining complete 

anonymity would not be possible.  Confidentiality was, however, assured.  Recordings of interviews 

were transcribed and then stored in a locked cabinet along with hard copies of transcriptions of 

these interviews.  Data maintained on the computer in NVivo was stored in files which were 

password protected.   At the start of each interview/group meeting participants were briefed on the 

project and asked for their input.  Additionally, participants were advised, as per normal research 

ethical protocol, that they were free to withdraw from the study at any point.  

4.13. Diagrammatic Overview of the AI Study: Happiness in the workplace 

While adhering to the four phases of the 4 D AI process, phase two and phase three were both 

conducted during the second round of focus group meetings with participants.  I called this round of 

focus groups ά/ƻƴǎŜƴǎǳǎ DǊƻǳǇ aeetingsέ. The four phases of the study incorporating data 

collection and data analysis are illustrated in table 4. 

  



71 
 

Table 4. Overview of AI study 

Phase Data Collection Data analysis 

Phase 1:Discovery:  

What is working well, What 
are the strengths of the 
school in relation to 
happiness at work 

 

2  Focus group interviews 

Group 1: N=10  

Group 2: N=9  

 

4 individual interviews 

Total: 6 interviews 

 

Thematic analysis 
developed from template 
of analysis of first focus 
group. The template was 
subsequently modified as 
subsequent interviews 
were analysed: (King, 
Cassell and Symon 2004, 
2012) 

Phase 2 Dream and Phase 3 
Design were carried out 
simultaneously at two 
months 

Phase 2: Dream  

Imagine a happy school in the 
future. What will it look like 

 

Phase 3: Design 

 

 

Design a plan of action to 
ensure the school remains a 
happy workplace and to 
implement some 
interventions to make it a 
happier place 

 

 

 

3 Focus group/consensus 
group meetings.  

Group 1: N =7, Group 2: N=4, 
Group 3:  N=11 

Review of themes generated 
in phase one.  Group 
discussion to identify ideal 
school.  

 

Group discussion to develop 
provocative propositions and 
plan. 

 

 

 

Thematic analysis 
developed from template 
of analysis of first focus  
group: (King, Cassell and 
Symon 2004, 2012) 

 

Phase 4: Destiny/ evaluation  

What has worked well and 
what can we continue to do? 

What has the experience of 
the process been? 

 

2 focus group interviews 

Group One: N= 14  

Group Two: N=5 

2  individual semi structured 
interviews: Head of School , 
Director of Quality 

 

Thematic analysis of 
outcomes and process. 
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4.14. Quality of the study 

Exploration, understanding and action were central components of this AI study.  Qualitative 

methods were employed to develop an understanding of happiness in the workplace.  This shared 

understanding subsequently informed the action component of the study.  McNiff and Whitehead 

(2006, p.157) ƴƻǘŜ ǘƘŜ άƛƴǎŜǇŀǊŀōƛƭƛǘȅέ of validity and legitimacy in terms of ensuring authenticity 

and application of action research. Demonstrating attention to methodological rigour and 

establishing relevance are, therefore, essential components of an action research study. Consistent 

with the participatory nature of the study and of AI, I chose to regularly check back with the 

participants themselves in relation to ensuring participants perspectives were represented as 

accurately as possible.  During the course of the interviews member checking (Lincoln and Guba 

1985, Guba and Lincoln 1994) was employed by me to ensure shared understanding between me as 

the researcher and the participants.   Transcripts of focus group interviews and individual interviews 

were sent back to participants prior to analysis and input invited.  Lower order categories from the 

initial analysis of individual and focus group interview transcripts were returned to participants at 

the consensus meetings where again input was invited both in terms of accuracy,  analysis to date 

and in terms of identifying any higher order themes or categories. Returning data and early 

interpretation of findings to participants enhanced the validity of the subsequent findings of the 

study (McNiff and Whitehead 2006).  Further reflection on authenticity of the participatory process 

in this study is also provided in Chapter 8 page 148.  

In this study the use of a reflective journal, theoretical and analytic memos and documentation of 

the methods and process of analysis and interpretation of findings provide an audit trail (Lincoln and 

Guba 1985) and provide transparency.  Examples of these will be provided in subsequent 

chapters/appendices where relevant.  An overview of coding, category and theme formation is 

provided in Appendix Twelve. This thesis itself and the detail provided in chapters 5, 6, and 7 provide 
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an opportunity for review and critique of both the process and outcomes of this AI study and 

address legitimacy of the study (McNiff and Whitehead 2006, Reason 2006).  

In adopting a social constructionist perspective in this study the cultural and contextual influences 

on understandings of happiness are acknowledged.    This thesis and contextual detail within provide 

an opportunity for external review and consideration of relevance and transferability of findings to 

another setting (Seale 1999).  

4.15. Conclusion 

With its focus on appreciating already existing strengths AI provides a novel way to engage 

colleagues in a collaborative process of change. Within this approach there is potential for 

participants to create and shape the workplace of the future in line with what is important to their 

own happiness in the workplace.  Theory development and action are equally valued in AI.  The 

approach chosen provided a practical way for this researcher to study an increasingly important 

topic with colleagues in a constructive and participatory manner. /ƻƴŘǳŎǘƛƴƎ ǊŜǎŜŀǊŎƘ ǿƛǘƘƛƴ ƻƴŜΩǎ 

own place of work raises many issues.  My position as Head of School and researcher within the 

process was acknowledged and appraised in this chapter.  Mechanisms for ensuring validity and 

legitimacy of the process and findings were made explicit.  In line with the social constructionist 

principles it is acknowledged that findings from this study represent multiple realities of participants 

in one particular organisation at a particular time. The next chapter presents the research methods 

incorporating one AI cycle.   
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 Chapter 5: Appreciating What Is and Creating What Is To Be 
 

5.1. Introduction 

This chapter presents the four phases of the process in one AI cycle.  The journey from Discovery, 

through Dream and Design to Destiny is described.   Methods employed in all phases of the study i.e. 

ƛƴŘƛǾƛŘǳŀƭ ŀƴŘ ŦƻŎǳǎ ƎǊƻǳǇ ƛƴǘŜǊǾƛŜǿǎ ŀƴŘ ǘƘŜƳŀǘƛŎ ŀƴŀƭȅǎƛǎ ǳǎƛƴƎ YƛƴƎΩǎ (King, Cassell and Symon 

2004, King 2012) Template Analysis are outlined.  Following the Discovery phase of the study 

participants engaged in a process of envisioning and designing a happy workplace for the future in 

the Dream and Destiny phases of the study.  This process is described. Resulting vision and action 

statements agreed by participants in this process are made explicit.   Finally experiences of 

participants of ensuing changes and of the AI process itself are sought and explored as part of the 

Destiny or evaluative phase of the study.   

5.2. Discover 

In the Discovery phase of the study meanings of happiness and strengths of the School in relation to 

happiness at work were explored and explicated.    

Figure 3. AI Process: Discovery 

 

 

Discover 

Meanings of happines 

Strengths of the School 

Dream 

Design 
Destiny 



75 
 

5.3. Process of discovery                                                                                                                             

Two focus group interviews and four individual interviews were convened in order to engage in the 

process of discovery.  As this study was about working with colleagues to develop an understanding 

of constructions of happiness in the workplace and to collaboratively develop a plan to facilitate and 

enhance happiness in the workplace,  interviews were considered the most appropriate method of 

data collection.  Interviews are a common method for data collection in qualitative (Parahoo 2006, 

Kvale. 2007) and action oriented research studies (Baskerville 1999, Meyer 2000, Coughlan and 

Coghlan 2002).  Kvale  (2007) describes the qualitative interview as a conversation through which an 

interviewer gets to know another person, gets to learn about their experiences, their lives, their 

dreams, hopes and fears.  It is an interactive process where, through question and answer, 

knowledge is constructed between both parties (Kvale. 2007). Seidman (2006, p. 9) proposes that 

ά!ǘ ǘƘŜ Ǌƻƻǘ ƻŦ ƛƴ-depth interviewing is an interest in understanding the lived experience of other 

people and ǘƘŜ ƳŜŀƴƛƴƎ ǘƘŜȅ ƳŀƪŜ ƻŦ ǘƘŜ ŜȄǇŜǊƛŜƴŎŜΦέ 

Focus groups are frequently used in AI and other forms of action research because of the focus on 

participation, the democratic nature of the focus group and the interaction within focus groups 

(Patton 1990, Kitzinger 1995, Reed 2007, Carter et al. 2007).  The participatory nature of focus 

groups has been identified as potentially empowering for participants (Gibbs 1997, Williams and 

Katz 2001).   Race, Hotch and Parker (1994)  identify the focus group as a forum for change as 

participants can be involved in making decisions during the course of the focus group or may 

contribute to decisions made by management as a result of feedback from a focus group. In addition 

to developing an understanding of workplace constructions of happiness this study involved 

participatory change and consequently the focus group was chosen as an appropriate method. 
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A total of 19 individuals participated in the focus groups, the first comprising 10 participants and the 

second 9 participants, and a further four individuals volunteered to participate in individual 

interviews.   

Suitable times were negotiated with participants for the meetings and these were held in one of the 

communication suites in the School as this was felt to be comfortable and less formal. As I was very 

conscious of my role as Head of School I was anxious that I meet with participants in an environment 

where they would potentially be more comfortable. Additionally, it was hoped that the less formal 

layout of the room would facilitate a relaxed atmosphere where participants would feel more 

comfortable talking about the workplace.   

Influenced by the underpinning social constructionist perspective broad, open ended questions were 

asked in order to try to understand the topic of happiness in the workplace from the perspective of 

the participants who had volunteered to be involved (Appendix Six).  Consistent with AI, questions 

were framed positively and participants were asked to reflect upon their experiences of being happy 

in the School.  They were prompted to do this by focusing on telling the story of a particular time 

that they were involved in working on something that they particularly enjoyed.  They were also 

asked to articulate strengths of the school which contributed to their experience of being happy.  A 

number of prompts identified from the concept analysis were also used to encourage discussion e.g. 

emotions, the nature of the work itself and satisfaction.   

Discussion in both focus groups was robust with active participant interaction.  The tone of the 

discussion in the groups was positive and, at times, humorous.  There was minimal disagreement as 

participants articulated strengths of the school and the importance of these for their happiness at 

work.  My diary entry following the first focus group indicated that I was surprised at the amount of 

positivity and how easily people spoke about the strengths of the School.  I was conscious that, as a 

manager, I may have just noticed the positive reactions more strongly than the negative ones so I 

listened to the tape again to ensure that mȅ ƻǿƴ ǇŜǊǎǇŜŎǘƛǾŜ ǿŀǎƴΩǘ ōƛŀǎŜŘ ǘƻǿŀǊŘǎ what I had 
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heard.  Re listening to the tape recordings confirmed the strong positivity of the contributions. 

Similar positivity occurred in the subsequent focus group and individual interviews.   All participants 

contributed with minimal prompting.  I was conscious to ensure that all participants contributed, as 

focus groups have been criticised for being susceptible to the dominant voice as a result of coercion 

or group censorship of the minority opinion (MacDougall and Baum 1997). 

Focus groups have been critiqued ōŜŎŀǳǎŜ ƻŦ ǘƘŜ ǇŜǊŎŜƛǾŜŘ Ǉƻǎǎƛōƛƭƛǘȅ ƻŦ άƎǊƻǳǇ ǘƘƛƴƪέ (Powell and 

Single 1996).   I decided to use one to one interviews in addition to focus group interviews in the 

Discovery phase of the study in order to identify whether themes identified during exploration were 

consistent across focus group and individual interviews thereby identifying potential group think.  

This allowed for the subsequent examination and comparison of meanings these participants 

attributed to happiness at work compared to those expressed during the focus groups.  In addition, 

it allowed for a number of participants to be involved in the study who were unable to participate in 

either of the two focus groups.  

Four individual interviews were conducted in the Discovery phase of the study.  Individual interviews 

were held in participants own offices.  I believed that it was important to ensure a location where 

participants were comfortable but also where there was likely to be as little distraction as possible 

(Turner 2010).  The same interview questions were used in the individual interviews as were those 

for the focus groups.  Individual interviews lasted from twenty minutes to an hour and participants 

were also positive and enthusiastic requiring minimal prompting.   

5.4. Developing understanding 

All interviews were tape recorded, transcribed and typed. Transcripts were returned to participants 

for verification and correction if required.  One participant provided clarification in one of the 

individual interviews and a further four participants verified the accuracy of the transcriptions.   
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Data was analysed during this phase of the study using Template Analysis (King, Cassell and Symon 

2004, King 2012).  While mindful of the concept analysis conducted at the outset of the study I 

decided not to impose a priori codes on the data but rather to develop the template inductively 

from the interview data.  This was necessary in order to try to develop an understanding of the 

meanings participants attributed to happiness in the workplace. Furthermore an inductive approach 

allowed for an exploration of participantsΩ perspectives on the strengths of this particular workplace 

at this particular time.  

Data from the first focus group was coded line by line having imported the transcribed interviews 

into Nvivo9.  One hundred and thirteen codes were identified in the first focus group.  Codes were 

reorganised, then clustered into categories and categories defined.  A template was developed from 

this and this was then applied to the second focus group and four individual interviews (Appendix 

Twelve).  The template was modified as new codes and categories emerged (King, Cassell and Symon 

2004). When all the transcripts were analysed and categories developed the categories were listed 

and returned to participants in the next round of focus group meetings in the Dream and Design 

phase of the study.   Cooperrider , Whitney and Stavros (2008, p. 6) propose that identification of 

the άbest ƻŦ ǿƘŀǘ ƛǎέ ŎƻƳƳŜƴŎŜǎ ŀ ǇǊƻŎŜǎǎ ƻŦ ŜƴǾƛǎƛƻƴƛƴƎ ǿƘŀǘ ƳƛƎƘǘ ōŜΣ ǿƘƛŎƘ ǘŀƪŜǎ ǇƭŀŎŜ ƛƴ ǘƘŜ 

Dream phase of the study. This subsequently informs the development of action statements of new 

ideas for the future which are consistent with past successes and strengths. This takes place in the 

Design phase of the study. Table 5 presents the categories developed following the focus groups in 

the first phase of the study.  
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Table 5. Categories  

Category 

A place of values 

Autonomy 

Achievement 

Collegial characteristics 

Collegial support 

Developmental 

Flexibility 

Identify with the School and organisation 

Good infrastructure 

Managerial support 

Good relationships 

Team work 

The work itself: Meaningful, creative and varied 

 

5.5. Dream and Design 

AI has been noted for its generative capacity (Troxel 2002, Bushe 2010) and the Discovery phase 

provided participants with a new way of talking about their workplace and their wellbeing within it.  

The act of uncovering those elements in the School, which participants perceived as contributors to 

their happiness at work, commenced a process of transformation consistent with one of the 

objectives for the study.   In the next two phases of the study, Dream and Design, participants 

extended this transformation by working together, collaboratively thinking further about, imagining 

and planning for the workplace of the future.   



80 
 

 

Figure 4.  AI process: Dream and Design 

 

 

 

5.6. Consensus meetings 

Participants were invited to attend one of three focus group meetings which I subsequently called 

consensus meetings (Appendix Seven).  Consensus meetings were held in December 2011 and 

January 2012. One of the original participants was unable to attend either of the meetings and 

elected to drop out of the study while wishing it every success.  Consistent with my commitment to 

accommodating participants, they could choose which consensus meeting to attend, depending on 

their availability.  The four participants who had participated in the individual interviews in the 

Discovery phase of the study were also invited to join the groups.  This was considered important in 

terms of the objective of collectively constructing the workplace of the future.  The purpose of these 

groups was to present back to participants initial analysis from the Discovery phase , invite them to 

comment on, validate or reject categories developed and then to engage participants in the Dream  

stages of envisioning the future of the school and the Design stage of proposing ideas about how to 

achieve these (Appendix Eight). Each of the consensus meetings took about two hours.  The 

Discover 

Meanings of 
happiness at work 

Strengths of the 
School 
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Vision of the School 
as a happy workplace 

Design 

Plan for the School 

Destiny 
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proceedings of each workshop were audio recorded and vision statements and identified action 

statements were also noted by me on a flip chart as they were identified during the workshop. 

5.7. Clarifying what we know: Validating categories 

Participants were presented with the categories developed from the Discovery phase of the study.  

Whilst codes had been grouped into categories these had not been developed into hierarchical 

themes at this stage as I felt that it was important to invite participants input on the data analysis.  

A modified nominal group technique, i.e. use of the round robin method, was used during each of 

ǘƘŜ ƎǊƻǳǇǎ ǘƻ ŜƴǎǳǊŜ ǘƘŀǘ ŀƭƭ ǇŀǊǘƛŎƛǇŀƴǘǎΩ ǾƛŜǿǎ ǿŜǊŜ ǇǊŜǎŜƴǘŜŘ ŀƴŘ ŎƻƴǎŜƴǎǳǎ ǿŀǎ ǊŜŀŎƘŜŘ ƛƴ ŀƴ 

equal and democratic way (Delbecq 1974, Carney, McIntosh and Worth 1996).    Participants were 

asked for their views in turn without interruption from others first.  When all perspectives had been 

heard and no new ideas presented the groups were opened to a more free discussion.  Across the 

three groups there was agreement that the categories presented were the main ones which 

reflected discussions in the initial interviews.  Some discussion took place regarding a number of the 

categories, particularly autonomy.  Participants were invited to suggest a further hierarchy but, aside 

from identifying a relationship between flexibility and autonomy and a suggestion that self-esteem 

was a component of many of the categories in Group C, they left that to me as the researcher.   

5.8. Towards a better future/ Dream 

Participants were then invited to imagine the school of the future.  They were invited to make 

statements in relation to how it would look.  All participants were encouraged to participate and 

present their views.  Again this was done by eliciting ŜŀŎƘ ƛƴŘƛǾƛŘǳŀƭΩǎ ǎǳƎƎŜǎǘƛƻƴǎ in turn.  This was 

followed by some group discussion.  Participants were encouraged to be creative and provocative.  A 

list of agreed statements or propositions was drawn up.  

The first group struggled a little with this process in their workshop.  In my reflection on this 

particular workshop I note that I was uncomfortable with this and felt that this may have been 
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because of my lack of experience of moderating this kind of group. This group was smaller than the 

other two (n = 4) of the three groups and struggled to achieve consensus on either the vision of the 

future and the plan.   The small size of the group also may have been perceived by the participants 

to be a little threatening and Carney et al (1996) propose a minimum of six participants in order to 

promote a sense of safety.  Originally there were to be more than six participating in this workshop 

but a number were unable to attend on the day.  The four participants who were available chose to 

proceed with the workshop as they had made the time available and might have difficulty doing so 

again.  Despite attempting to use the round robin technique I found it hard to prevent the group 

from engaging in a more discursive format and to redirect the focus of the workshop into more 

concrete thinking and making statements about the future.  The group got a little engrossed in 

discussing autonomy, the responsibility inherent in that and negativity of some of the School staff.  I 

was conscious of my role and position on democratic participation and so was reluctant to be as 

directive as I possibly should have been.  Having reflected on my experience of this group, I was 

more focused and structured in the subsequent two groups. I found it easier to manage the stages 

and to direct the discussion on to the vision statements after an appropriate amount of time.  

All of the groups spent a little time talking about the negativity of other School staff members and 

the difficulty with managing that.  One of the key principles of AI is that of focusing on the positive.  I 

was conscious however of the criticisms of AI in relation to only addressing positives (Rogers and 

Fraser 2003, Coghlan, Preskill and Tzavaras Catsambas 2003, Grant and Humphries 2006).  It was 

important to me that my colleagues had the opportunity to express negatives as well as positives if it 

was to be a truly authentic and respectful process.  It was interesting to note the small amount of 

time across the groups and across phases of the study spent on discussion negatives.  The negative 

issues raised were also interesting as they were raised primarily as exceptions to the positive issues 

e.g. supportive colleagues, autonomous workers, and strong administrative processes.  Much of the 

discussion focused on the negativity of a small group of staff and the perceived destructive impact 

on participants and others in the school.  Whilst this was important for participants, they quickly 
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looked to address these negatives in a positive manner in the Dream and the Design stage of the 

study. In each of the groups a list of vision statements were drawn up. These were subsequently 

amalgamated in to one master list with duplication removed. Table 6: Presents the integrated Vision 

of the School in the Future generated from the Dream Phase. 

Table 6. Vision of the School 

Vision of the School in the future: How the School will look 

¶ The school will embrace all its entities and there will be more respect for the different contributions 

people/disciplines make.  

¶ ¢ƘŜǊŜ ǿƛƭƭ ōŜ ƳƻǊŜ ǎƘƛŦǘƛƴƎ ƎǊƻǳǇ ƛƴǾƻƭǾŜƳŜƴǘΦ Lƴ ǘƘŜ ŦǳǘǳǊŜ ǿŜ ǿƛƭƭ ōŜ ƳƻǊŜ ƻŦ ƻƴŜ ōƛƎ άǎǉǳŀŘέ 

¶ A wider range of people will step into key roles of responsibility.  

¶ Overall people will have a sense that they are supported 

¶ There will be more peer accountability 

¶ We will know the students better as individuals 

¶ We will have more opportunities for review, feedback/acknowledgement 

¶ The school will be smaller, more diverse and more virtual 

¶ Our meetings will be focused and more productive 

¶ The School will be a place where having fun is ok 

¶ We will be a centre of academic and practice excellence 

¶ Staff will be competent and knowledgeable 

¶ ¢ƘŜ {ŎƘƻƻƭΩǎ ŜȄǇŜǊǘƛǎŜ ǿƛƭƭ ōŜ ƳƻǊŜ Ǿƛsible 

¶ We will have more international linkages, both staff and students 

¶ We will continue to be innovative  

¶ The school will be more proactive in responding to funding opportunities  

¶ The school will be recognised as a place that students will want to come to as a place of excellence in particular 

areas. 

¶ The school will value teaching and learning equally with research. 

¶ The school will comprise a focused research centre in a specific area 

¶ The School will support the development of publications 

¶ The school will invest further in the Health Living Centre 

¶ The School will raise its profile nationally and internationally 

¶ The school will maintain its positive flexible practices 

¶ The School will have a strong administrative system 

¶ The school will care for people more than processes. 
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5.9. The how of a better future/ Design 

Following the Dream stage of the consensus meetings people were asked to think about how their 

vision of the school in the future could be achieved.  Discussion took place at each group meeting 

and a list of actions drawn up.  The groups were advised that actions should be practical, realistic 

and achievable within the current constraints. Participants at each group meeting were also advised 

that their list of actions would be amalgamated with the list from the other two groups. Overlapping 

actions would be streamlined and an integrated list developed. Each group drafted a list of action 

statements which were subsequently integrated into one master list. Table 7 presents an integrated 

list of the agreed actions generated from the Design phase. 
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Table 7. Action Plan 

Plan: How will we do this? 

We will  

¶ create more openings for people to take on roles 

¶ ƘŀǾŜ ƳƻǊŜ ǎŎƘƻƻƭ ŜǾŜƴǘǎ ǘƻ άŎŜƭŜōǊŀǘŜέ ŀŎǘƛǾƛǘƛŜǎ ŀƴŘ ƳŀƪŜ ŜȄǇƭƛŎƛǘ ƛƴŘƛǾƛŘǳŀƭΩǎ ŎƻƴǘǊibution and enthusiasms  

¶ match interests with work e.g. teaching. 

¶ engage with students in ways that are meaningful to students at different levels. We will initiate some of these 

but will also respond to requests from students. We will invite students to let us know what they are involved in.  

o e.g. icebreaker exercises for first years. 

o Social and sports events  

o Charitable /voluntary basis e.g. strictly come dancing, rag week events etc 

¶ recommend the recommencement of some form of formal review opportunity for staff to set and review goals 

and receive feedback 

¶ organise a number of opportunities annually as part of a process for staff to get together to explore future 

possibilities and collaborations,  cross fertilisation of ideas, work sharing, idea generation and project progression 

e.g. Creativity think tank, staff day, research sharing day and follow up.  

¶ develop a new format for additional seminars for people to present on their areas of interest/expertise e g short 

15 minute presentations. There will be a social element to it 

¶ host an interdisciplinary conference  

¶ use the digital signage to display school/ individual staff activity and successes. Posters on poster boards will be 

moved rotated and replaced regularly to display ongoing activity. 

¶ explore the organisation of a facilitated day or half day open to all staff on how to be creative and innovative 

¶ organise and encourage attendance at training for staff for the constructive management of and contribution to 

meetings. We will also encourage the premature endings of meetings which become destructive.  

¶ organise more informal social events or start a social club which would organise more regular social nights out 

¶ identify particular areas of expertise which we will profile and which will make a contribution to the National and 

International Debate. We will do this by being proactive and putting ourselves forward for comment, availing of 

media training and sharing our experiences after we have been on radio or TV etc. 

¶ explore other models of academic and practice excellence and benchmark against them. We will liaise with the 

new Director of Quality on this 

¶ become better informed about the university structures which will enable us to make better linkages within the 

university and take on roles on wider university committees. This may require some formal input  

¶ be constructive and positive in our day to day language and celebrate successes in the school in an attempt to 

refocus negativity  

¶ respond to and avail of all supports/training made available to develop our technological skills, we will avail of 

university supports to set up our own websites 

¶ respond to external and economic drivers for more virtual delivery of activity 

¶ have a consultation regarding more flexible administration processes and structures 
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Some discussion took place in each of the consensus group meetings regarding the implementation 

of these actions in the Destiny phase of the study.  It was agreed that in general participants would 

take personal responsibility for taking them forward.  I agreed as facilitator to talk with the Head of 

School and the Director of Quality in relation to those which required School support in terms of 

resources.  This improvisational approach rather than a more formal implementation change 

management process has received support by more recent proponents of AI (Bushe 2007, Bushe and 

Kassam 2005). This approach is presented graphically in Figure 5. 

Figure 5. Improvisational Destiny 

 

Source Bushe 2007  

 

.ǳǎƘŜΩǎ (2007, p. 6)  improvisational model is based upon the four key elements 

1. Creating collective agreement on what is to be accomplished 

2. Ensuring that people believe that they are authorised to take actions to move the 

organisation ( or themselves) in the direction of the design 

3. Creating commitments by everyone to take some kind of initial action 

4. Looking for any and all acts that move the organisation and individuals in the desired 

direction and find ways to support and amplify these ideas. 
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I was also particularly conscious of ensuring that, as a consultative and participatory process with my 

colleagues, I was guided by how they wanted to follow up and enact the vision.  It was agreed that I 

would meet with participants one final time in June to review progress and evaluate the process.  

Following the three consensus meetings each of the lists were reviewed. Some of the statements 

were combined where there was overlap of intent.  An integrated list of vision statements and an 

integrated list of actions were developed as above.  These were subsequently circulated to all 

participants for comment.  Aside from one dissenting comment received all were agreeable to the 

vision and the plan.  Communication with this individual indicated that whilst they had some 

difficulty with the final integrated plan there was much in it that they could subscribe to.  I 

considered that consensus had been reached at this point.  

My reflections on this stage of the study particularly focused on how constructive the process had 

ōŜŜƴ ƛƴ ƎŜƴŜǊŀƭΦ  tŀǊǘƛŎƛǇŀƴǘǎ ǿŜǊŜ ǎǳǇǇƻǊǘƛǾŜ ƻŦ ŜŀŎƘ ƻǘƘŜǊΩǎ ƛŘŜŀǎ ŀƴŘ ƘŀǇǇȅ ǘƻ ōǳƛƭŘ ƻƴ ǘƘŜƳ ƛƴ 

the discussions within the groups.  The interactions of participants were supportive, collegial and 

enthusiastic about the process of generating a vision and plan of action for the school of the future.   

While the vision statements and the plan of action were the main outcome of these two phases of 

the study, transcripts from the three consensus group meetings were also coded and analysed using 

the template previously developed.  This I felt, was important in order to see if an analysis of these 

meetings added anything new to our growing understanding of happiness in this workplace. At this 

point emergent categories were collapsed into more global overarching themes.  Four main themes 

were generated from data collected during these phases of the study. These themes were Being 

Happy, Self-Determination, Fulfilment, and Community.  These themes are presented in detail in 

Chapter 5.  
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5.10. Taking stock: Destiny 

It is acknowledged that six months is a relatively short period of time for evaluation of the process 

considering that many of the actions specified would take significantly longer to achieve the vision 

outcomes.  However some of the actions were completed during this time frame and I considered it 

important to review progress.   

Figure 6.  AI Process: Destiny 

 

Destiny is usually the fourth and final phase of an Project.  Although it is the final phase of the 

process Cooperider et al. (2008) note that destiny is the continual and on-going phases of discovery, 

dream, and design.  Having completed a time limited study, I saw the lack of evaluation at a 

particular point in time as a flaw particularly in the context of conducting a study in my own 

workplace.  I believed an evaluation was essential from an ethical point of view having availed of 

collegial participation and work time.  It was important to me that participants had an opportunity to 

comment on whether they thought the process had made or was making any difference to 

happiness in the workplace.  Additionally one of the reasons for conducting this particular type of 

reseŀǊŎƘ ǿŀǎ ǘƘŀǘ L ōŜƭƛŜǾŜŘ ǘƘŀǘ ƛǘ ǿŀǎ ƛƳǇƻǊǘŀƴǘ ŦƻǊ ǊŜǎŜŀǊŎƘ ŎƻƴŘǳŎǘŜŘ ƛƴ ƻƴŜΩǎ ǿƻǊƪǇƭŀŎŜ ǘƻ ƘŀǾŜ 

some practical outcomes.  This phase of the study therefore focused on practical and perceived 

outcomes. 
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Four participants were no longer available to participate in the study during the evaluation phase.  

One participant had retired early and a further participant had commenced maternity leave.  One 

participant moved to other employment and one participant was unavailable to attend the 

evaluation groups.  It is normal in a work study conducted over a year long period to have some 

movement of staff.  

 Participants were invited to attend by email (Appendix Nine). They agreed to attend one of two 

focus group meetings for the final evaluation phase. In these focus groups participants were asked 

to evaluate both the outcomes of the study and the process itself (Appendix Ten). Additionally 

meetings were held with the Director of Quality and the Head of School as a follow up to those 

conducted, with each of them following the consensus meetings. Both were asked about progress 

on issues raised during the course of these initial meetings (Appendix Eleven). 

My reflections of the focus group meetings indicate that participants were slow to articulate the 

impact of the study and were more reflective than spontaneous in these groups than they had been 

in the previous two rounds of engagement during the Discover, Dream and Design phases.  Again I 

was conscious of the changed roles of a number of participants particularly that of the new Head of 

School and the New Deputy Head.  Both were participants of the first of the evaluation groups.  This 

Ƴŀȅ ƘŀǾŜ ŀŦŦŜŎǘŜŘ ǇŀǊǘƛŎƛǇŀƴǘǎΩ ǊŜƭǳŎǘŀƴŎŜ ǘƻ ōŜ ƻǇŜƴ ŀōƻǳǘ ǘƘŜƛǊ ǇŜǊŎŜǇǘƛƻƴǎ ƻŦ ŎƘŀƴƎŜǎ ƻǊ ƻŦ ōŜƛƴƎ 

critical in any way of the school and its management.  The second group, however, were similarly 

less spontaneous and it appeared to me that in both groups people needed a little time within the 

groups to reflect on changes within themselves or external changes that they personally were 

involved in since commencing the project.  

Two subsequent semi structured interviews were held, one with the Head of School and one with 

the Director of Quality.  These were held two months after the evaluation focus groups due to the 

non-availability of the participants over the summer months.  Questions for these interviews were 

based on the implementation plan developed during the study and focused on determining the 
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success of those elements of the plan previously discussed with both following the consensus 

meetings (Appendix Eleven).  Data from the focus groups and interviews were analysed thematically. 

Themes were developed inductively following three phases of analysis.  Transcripts were coded line 

by line and then categories developed.   The small numbers in the two focus groups in the evaluation 

phase impacted on the emergence of patterns in the data.  Two main themes emerged. These were: 

Rethinking Happiness in the Workplace and Taking Action on Happiness in the Workplace.  

5.11. Conclusion 

During the four phases of the AI study participants engaged enthusiastically in the process despite its 

novelty i.e. the topic of happiness and the appreciative focus of the methodology. Although a 

number of participants left the study due to changes in their employment status none left because 

they no longer wanted to participate in the study.  Consistent with their expressions of happiness in 

the workplace participants decided to enact the action plan in a non-structured, autonomous way.  

Chapter 6 presents the findings of the study, elucidates meanings of happiness in this workplace, 

identifies outcomes achieved and presents changes at school level and within participants as a result 

of their engagement in this study.  
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 Chapter 6:  Understanding Happiness and Change in the Making  
 

6.1. Introduction 

Emergent meanings of happiness in this workplace are revealed in this chapter. Meanings of 

happiness comprise: positive emotional and cognitive processes and actions; having the autonomy, 

support and flexibility to be self-determined; being fulfilled i.e. successfully engaging in meaning full 

work consistent with personal values and feeling part of something with like-minded colleagues.  

Consistent with the AI process these constructions provided the underpinnings for the development 

of the action plan on page 85.  Consideration is given to changes achieved during the action phases 

of this AI study, acknowledging some of these remain outstanding and many remain in progress.  As 

with all forms of action research, difficulties arise in ascertaining which changes are attributable to 

the study and which are occurring for other reasons.  Notwithstanding this a number of changes 

were attributed to the process, including more positive staff interactions with University and Faculty 

processes, more positive interactions with students, more opportunities to celebrate and gain more 

knowledge of school activities and raised profile of school activities in the media. A final key 

objective of the study was to critically evaluate AI as a method for researching workplace change.   

As part of the evaluation process participants expressed satisfaction with the AI process and 

indicated changed thinking and behaviours as a result of their involvement. These changes are also 

presented here. 

6.2. Meanings of happiness in the workplace 

This section presents the four emergent themes in the meanings of happiness in the workplace: 

Being happy; Self-Determination; Fulfilment and Community.  Subthemes which gave rise to the 

main themes are explored. Happiness is a complex, dynamic and multifaceted phenomenon and 

thematic findings are interrelated. Figure 4 provides an illustrative diagram of meanings of happiness 

in this academic workplace. 
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Figure 7. Meanings of happiness in the workplace 

 

 

 

6.3. Being happy 

In this study participants had some difficulty with expressing how they experienced being happy 

particularly with identifying those components which they saw as attributes of the experience of 

happiness itself.  Happiness was not something which they naturally thought about in the context of 

work.  When encouraged to think about it in this study participants described happiness as both an 

emotional and cognitive stateΦ  tŜǊǎƻƴŀƭ ŀƎŜƴŎȅ ƛƴǾƻƭǾŜŘ ƛƴ ǇǊƻƳƻǘƛƴƎ ƻƴŜΩǎ ƻǿƴ ǎŀǘƛǎŦŀŎǘƛƻƴ ǿŀǎ 
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also noted by a number of participants. Being happy therefore involved feeling happy, judging 

oneself to be happy and choosing to be happy.   

6.3.1. Positive emotion 

Positive emotion was perceived by participants, across individual interviews and focus groups, to be 

an essential and central component of their happiness at work. Passion and enthusiasm were 

positive emotions identified by many participants in terms of the work itself.  Passion was usually 

experienced when working at something the individual found meaningful or congruent with ones 

values and interests. This was illustrated by one participant when he spoke about the development 

of a new programme in the School.  

The whole design of this programme you know a number of those modules reflect the background 
and interests ƻŦ ǘƘŜ ƭŜŎǘǳǊŜǊ ŀƴŘ ǿŜ ǎŀƛŘ ŘƛŘƴΩǘ ǿŜΣ ƛƴ ǘƘŜ ŘŜǎƛƎƴ ƻŦ ƛǘΣ ǘƘŜȅ ǎƘƻǳƭŘΦ  {ƻ ǘƘŜǊŜΩǎ 
something about people, you know, going in the direction of people linking, you know aspects of the 
work to what they genuinely are enthusiastic about, you know rather than it being given, rather than 
it being a syllabus. (P: 15, C M: 2) 1 

 
This was supported by another participant when she stated  

The interesting thing is I think, the nursing group, dare I say it, needs to reflect on that a bit more 
because there is an elŜƳŜƴǘ ƻŦ LΩƳ ŀ ƴǳǊǎŜ ǘƘŜǊŜŦƻǊŜ LΩƳ ǘŜŀŎƘƛƴƎ ƻƴ ǘƘŜ ƴǳǊǎƛƴƎ ƎǊƻǳǇ ǊŀǘƘŜǊ ǘƘŀƴ L 
ŀƳ ǇŀǎǎƛƻƴŀǘŜ ŀōƻǳǘ ǘƘƛǎΦ  bƻǿ LΩƳ ƴƻǘ ǎŀȅƛƴƎ ŦƻǊ ƻƴŜ ƳƛƴǳǘŜ ǘƘŀǘ ǘƘŀǘΩǎ ŜǾŜǊȅōƻŘȅΣ ŀƴŘ L ǘƘƛƴƪ ǎƻƳŜ 
people are passionate about what they do, but I think, you know. (P: 6, C M: 2) 

 
Combining work with individual interests, which one is passionate about, was perceived to 

contribute to a happier workplace. 

A number of participants spoke about the positive emotion of pride which they experienced at work. 

Pride was experienced in the context of individual, school and institutional success and was 

synonymous with achievement. The feeling of pride was particularly so in relation to the students, to 

their development and to the perceived success at the quality of the educational programmes.  

                                                           
1
 Source code:  P: Participant, II: Individual Interview, FG: Focus Group, CM: Consensus meeting, EG Evaluation 

Group 
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L ǘƘƛƴƪ ǘƘŀǘ ȅƻǳ ŦŜŜƭ ǘƘŀǘ ǇǊƛŘŜ Ƴƻǎǘƭȅ ŀǎ ǿŜƭƭΣ Ŧǳƴƴȅ ǘƘŀǘ ǿŜ ŀǊŜ нл ƳƛƴǳǘŜǎ ƛƴǘƻ ƛǘ ŀƴŘ ǿŜ ƘŀǾŜƴΩǘ 
mentioned the students, but em you feel that pride mostly when you see the students in action so like 
if you go to clinical practice and see  you know you get good kinda feedback. (P: 12, F G: 1) 

 
! ǎŜŎƻƴŘ ǇŀǊǘƛŎƛǇŀƴǘ ƴƻǘŜŘ ǇǊƛŘŜ ƛƴ ǘƘŜ ǎǘǳŘŜƴǘΩǎ ŘŜǾŜƭƻǇƳŜƴǘΦ {ƘŜ ƴƻǘŜǎ ǘƘƛǎ ƛƴ ǘƘŜ ŎƻƴǘŜȄǘ ƻŦ ŀ 

special mass held for a student who had died during the previous summer. The students 

demonstrated great maturity and responsibility during the mass and in their interactions with the 

ŀŎŀŘŜƳƛŎ ǎǘŀŦŦ ŀƴŘ ǘƘŜ ǎǘǳŘŜƴǘΩǎ ŦŀƳƛƭȅΦ 

 
I think about that, when we had that mass for (student name), and you meet the students on a whole 
different basis, as a whole, as a differentΧ ǘƘŜǊŜΩǎ a different dynamicΣ ƛǘΩǎ ƴƻǘ ŀ ǘŜŀŎƘƛƴƎΣ ƛǘΩǎ ƴƻǘ ŦƻǊ 
ŀ ǘŜŀŎƘƛƴƎ ǇǳǊǇƻǎŜΦ  ¸ƻǳ ƳŜŜǘ ǘƘŜƳ ŀǎ ǇŜƻǇƭŜΣ ŀǎ ƻǇǇƻǎŜŘ ǘƻ ŀ ǎǘǳŘŜƴǘ ŀƴŘ L ǿƻƴŘŜǊ ƛŦΧŀƴŘ ŦƻǊ ƳŜ 
that was really affirmative of my job as a lecturer, meeting those students and knowing that, actually 
in those students, I was a very small part of their development through our hands here.  But that 
made me very proud and I just wonder if that is something that is demonstrable, that we could 

maybe do more of in the school. (P: 12 C M: 1)  
 
 
Participants identified joy as a positive emotion that they particularly felt at work.  This was felt 

when they were engaged in work which they found particularly meaningful or engaging. Additionally 

joy was frequently felt when working with other staff.  

MinŜΩǎ ŀ ōƛǘ ƳƻǊŜ ōŀǎƛŎ ǘƘŀƴ ǘƘŀǘΣ ƛƴ ǘƘŀǘ L ƘŀǾŜ ŀ ǾŜǊȅ ǎƘƻǊǘ ŀǘǘŜƴǘƛƻƴ ǎǇŀƴ ƛƴ ŀ ƭƻǘ ƻŦ ǘƘƛƴƎǎΣ ŀ ƭƻǘ ƻŦ 
Ƨƻōǎ ŀƴŘ ǘƘƛǎ ƻƴŜ ŦƻǊ ǎƻƳŜ ǊŜŀǎƻƴΣ ǿƘŀǘŜǾŜǊ ƛǘ ƛǎΣ L ŘƻƴΩǘ ƳƛƴŘ ŎƻƳƛƴƎ ǘƻ ǿƻǊƪ ƻǊ ǿŀƴǘ ǘƻ ŎƻƳŜ ǘƻ 
work, where normally I would be trying to find reasons for something but I actually enjoy coming and 
L ŘƻƴΩǘ ƪƴƻǿ ǿƘŀǘ ǿŀȅ ǘƻ ŘŜǎŎǊƛōŜ ƛǘ ƻǘƘŜǊ ǘƘŀƴ ǎŀȅƛƴƎ ǘƘŀǘ ǘƘŜǊŜΩǎ ǎƻƳŜǘƘƛƴƎ ǘƘŀǘ ǿŀƴǘǎ ƳŜ ǘƻ ƪŜŜǇ 
coming back and a lot of that is to do with people.  (P: 2, C M: 1) 

 
In the main positive emotions were seen by participants as integral to their experience of happiness 

at work.  In contrast to this pragmatic perspective, however, one participant argued that for him 

happiness was not a subjective state of well-being.  Rather he viewed it more philosophically in line 

ǿƛǘƘ !ǊƛǎǘƻǘƭŜΩǎ ǾƛŜǿ ƻŦ eudaimonia.  

L ǘƘƛƴƪ L ŘƻƴΩǘ ƪƴƻǿΦ  LΩƳ ƴƻǘ ǎǳǊŜΦ  tŜǊǎƻƴŀƭƭȅ LΩƳ ƴƻǘ ǎǳǊŜ ǘƘŀǘ ƛǘΩǎ ƎƻƻŘ ǘƻ ǘƘƛƴƪ ƻŦ happiness as a 
ƪƛƴŘ ƻŦ ǎǘŀǘŜ ƻŦ ōŜƛƴƎΦ  5ƻ ȅƻǳ ƪƴƻǿΚ  L ǘƘƛƴƪ ŦƻǊ ƳŜΣ LΩǾŜ ōŜŜƴΣ ōȅ ǘƘŜ ǿŀȅ LΩǾŜ ōŜŜƴ ƭƻƻƪƛƴƎ ŀǘ 
Aristotle.  ¢ƘŜǊŜΩǎ ǎƻƳŜǘƘƛƴƎ ŀōƻǳǘ ǘhe good life, do you know what I mean, but the good life has its 
struggles, it has its downs, all that, but when you kind of put it ŀƭƭ ǘƻƎŜǘƘŜǊ ƛǘΩǎ ŀ ƪƛƴŘ ƻŦ ƎƻƻŘ ƭƛŦŜΦ  {ƻ 
ǘƘŀǘΩǎ Ƙƻǿ L ǘƘƛƴƪ ƻŦ ƛǘ ƛƴ ǘƘŜ ǿƻǊƪǇƭŀŎŜΦ  IŀǇǇȅ workpƭŀŎŜ ƛǎ ƴƻǘ ŀ ǿƻǊƪǇƭŀŎŜ ǿƘŜǊŜ ŜǾŜǊȅƻƴŜΩǎ ƎƻƛƴƎ 
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around with smiles on their faces or people are content all the time.   For me happiness in the 
workplace has all the s**te and ǎǘǊǳƎƎƭŜ ŀƴŘ ǎƻ ƻƴΣ ōǳǘ ƻƴ ǘƘŜ ǿƘƻƭŜΣ ǿƘŜƴ ȅƻǳ Ǉǳǘ ƛǘ ŀƭƭ ǘƻƎŜǘƘŜǊ ƛǘΩǎ 
a good life.  That I think ƛǎ ǇǊƻōŀōƭȅ Ƙƻǿ L ǿƻǳƭŘ ǎŜŜ ƛǘΦ  LǘΩǎ ƴƻǘ ŀ ǎǳōƧŜŎǘƛǾŜ ǎǘŀǘŜ ƻŦ ǿŜƭƭ-being. (P: 
15, C M: 2) 

 
Additionally he notes   

I ǘƘƛƴƪ ƛƴ ōƻǘƘ ǊŜǎŜŀǊŎƘ ŀƴŘ ǘŜŀŎƘƛƴƎ ǘƘŜǊŜΩǎ ŀƴ ŜƭŜƳŜƴǘ ƻŦ ƎǊƛƴŘΦ  ¸ƻǳ ƪƴƻǿ ǘƘŜǊŜΩǎ ŀƴ ŜƭŜƳŜƴǘ ƻŦ 
grind whatever way it ƎƻŜǎΦ  {ƻ L ǎǳǇǇƻǎŜ ǘƘŀǘΩǎ ǘƘŜ ƪƛƴŘ ƻŦ ǘƘƛƴƎ LΩƳ ǘŀƭƪƛƴƎ ŀōƻǳǘΦ  LǘΩǎ ŀ ƎƻƻŘ ƭƛŦŜΦ  
LǘΩǎ ƴƻǘ ƭƛƪŜΣ ƻƘ ȅŜŀƘ ŀƭƭ ǘƘŜ ǘƛƳŜ ȅƻǳΩǊŜ ƛƴ ǘƘŜǎŜ ƪƛƴŘ ƻŦ ǎǘŀǘŜǎ ƻŦ ƎǊŜŀǘ ŜƴǘƘǳǎŜŘ ƪƛƴŘ ƻŦ ŜƴƎŀƎŜŘΣ 
intellectual pursuit and so on, but that has to be there to make the grind bearable.  You know. (P: 15, 
C M: 2) 

 
6.3.2. Satisfaction 

Satisfaction was a second manifestation of happiness noted by participants. Participants across 

interviews and focus groups noted satisfaction in relation to the work and in relation to the people 

they work with. A number of participants noted a sense of satisfaction which appeared more like a 

feeling or positive emotion.  Alternatively satisfaction was construed by other participants in terms 

of a thinking process.  This involved making an evaluative judgement about some aspect of the work 

and its impact. For some this concerned evaluating achievement against meeting personal goals and 

objectives.  

If I do things well I tend to have a high level of satisfaction, I can come out of the class and think Oh 
DƻŘ ǘƘŀǘ ŘƛŘƴΩǘ Ǝƻ ǉǳƛǘŜ ǎƻ ǿŜƭƭ ƻǊ L ǿƻƴΩǘ ŦŜŜƭ ǉǳƛǘŜ ǎƻ ŎƻƳǇŜǘŜƴǘ ŀǊƻǳƴŘ ǎƻƳŜ ŀǊŜŀǎ ŀƴŘ ǘƘŀǘ ǿƛƭƭ 
lower my level of happiness and satisfaction with my own performance and I think a big thing for me 
around my happiness is whether I should get my work done. (P: 13, C M: 1) 

Yea I think you are right about job satisfaction is important so I suppose it depends on what makes 
me personally get satisfaction from work and I suppose for me I am not as involved obviously in 
research as everyone else. For me the teaching and I know when I was starting off here first I got a 
big module and I thought I will never be able to do this so but getting confidence in doing that and 
knowing that you are doing it well, at least you think you are doing it well increases your job 
satisfaction as well so I suppose it is about what your own aims and objectives are and your own 
perceptions I suppose. (P: 5, F G: 1) 

 

¢ƘŜ ǘŜƳǇƻǊŀƭ ƴŀǘǳǊŜ ƻŦ ƘŀǇǇƛƴŜǎǎ ǿŀǎ ƴƻǘŜŘ ƛƴ ǎƻƳŜ ǇŀǊǘƛŎƛǇŀƴǘǎΩ ŜȄǇǊŜǎǎƛƻƴ ƻŦ ǎŀǘƛǎŦŀŎǘƛƻƴΦ This 

related to both looking back and also projecting forward. This distinguishes satisfaction as a 

cognitive state rather than a more transient emotional state at a particular point in time. 
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²Ŝƭƭ L ǘƘƛƴƪ ǎƻΣ ƛǘΩǎ ƭƛƪŜ ȅƻǳ ǿŜǊŜ ǎŀȅƛƴƎΦ  ¢ƘŜǊŜ ƛǎ ǘƘŀǘ ƪƛƴŘ ƻŦ ƻǾŜǊŀƭƭΣ ƳƻǊŜ ƭƻƴƎ-term look at it as 
well.  Over a day that you could think of it like that, but over a year you could maybe think, well.  At 
ŎŜǊǘŀƛƴ ǘƛƳŜǎ ƻŦ ȅŜŀǊ ǿŜΩǊŜ ōŜƛƴƎ ŀǎƪŜŘ ǘƻ ǳǇŘŀǘŜ ǘƘŜ w{{2 page, and things that can make me feel 
quite happy.  Like on a yearly kind of ǘƘƛƴƎΣ ŎƻȊ ȅƻǳ ƭƻƻƪ ŀƴŘ ǘƘƛƴƪ LΩǾŜ ŘƻƴŜ ǘƘŀǘ ŀƴŘ LΩǾŜ ŘƻƴŜ ǘƘŀǘΦ  
!ƴŘ L ƪƴƻǿ ŀǘ ǘƘŜ ǎŀƳŜ ǘƛƳŜ ȅƻǳ ǘƘƛƴƪ ƻƘ ōƭƻƻŘȅ ƘŜƭƭ LΩǾŜ ǘƻ ǳǇŘŀǘŜ ǘƘŀǘ ōƭƻƻŘȅ w{{ ǘƘƛƴƎ ƛǎ ŀ Ǉŀƛƴ ƛƴ 
the ass, but at the same time that could be kind of a more long-term looking back feeling of 
ǎŀǘƛǎŦŀŎǘƛƻƴ ƻŦ ǘƘŜ ǘƘƛƴƎǎ ǘƘŀǘ ȅƻǳΩǾŜ ŘƻƴŜ ǘƘŀǘ ȅƻǳ ǊŀǊŜƭȅ ƎŜǘ ŀ ŎƘŀƴŎŜ ǘƻ ǊŜŦƭŜŎǘ ƻƴΦ (P: 12, C M: 1) 
 
¢ƘŜ ǿƘƻƭŜ ǘƘƛƴƎ ŦƻǊ ƳŜ ōǊƛƴƎǎ ƻǳǘ ǘƘŜ ŦƻǊǿŀǊŘ ƭƻƻƪƛƴƎ ƴŀǘǳǊŜ ƻŦ ƘŀǇǇƛƴŜǎǎ ŀǘ ǿƻǊƪΦ  ¢Ƙŀǘ ƛǘΩǎ not just 
ŀōƻǳǘ ǿƘŀǘ ǿŜΩǾŜ ŘƻƴŜ ƻǊ ǿƘŀǘ ǿŜΩǊŜ ŘƻƛƴƎ ǘƻŘŀȅΣ ōǳǘ ƛǘΩǎ ŀōƻǳǘ ŀ ŎƻƴǘŜƴǘŜŘƴŜǎǎ ǿƛǘƘ ǿƘŜǊŜ ǿŜΩǊŜ 
going.  And I think what makes us happy in work has to fit in with that. (P: 6, CM: 3) 

 
6.3.3. Choice 

Whilst happiness was construed in terms of thinking and feeling it was also construed in terms of 

action, agency and behaviour.  A number of participants spoke about making a choice to be happy 

and then having to work on happiness. One participant spoke about the importance of personal 

attitude and of taking action or changing behaviour in order to be happy  

L ǿƻǳƭŘ ǎŀȅ ǘƘŜǊŜ ƛǎΣ ǘƘŜǊŜΩǎ ŀ ƎƻƻŘ ǇŀǊǘ ƻŦ ƛǘ ŀōƻǳǘ ŎƘƻƛŎŜ ŀƴŘ ǘƘŜ ŎƘƻƛŎŜǎ ǘƘŀǘ ǿŜ ŀƭƭ ƳŀƪŜΦ ¸ƻǳ 
ƪƴƻǿ ȅƻǳ Ŏŀƴ ŜƛǘƘŜǊ ŎƘƻǎŜ ǘƻ ōŜ ƘŀǇǇȅ ǿƛǘƘ ǿƘŀǘ ȅƻǳΩǊŜ ŀǘ ƻǊ ȅƻǳ Ŏŀƴ ŎƘƻǎŜ ƴƻǘ ǘƻ ōŜΦ .ǳǘ ƛŦ ȅƻǳ 
ŎƘƻǎŜ ƴƻǘ ǘƻ ōŜ ǘƘŀǘ ƳŜŀƴǎ ȅƻǳΩǾŜ ƴŜƎƭŜŎǘŜŘ ǘƻ ǘŀƪŜ ŀƴȅ ǎǘŀƴŎŜ ƻƴ ǿƘȅ ƛǘ ƛǎ ȅƻǳΩǊŜ not being happy, 
or ǿƘŀǘ ƛǘ ƛǎ ǘƘŀǘΩǎ ƴƻǘ ƳŀƪƛƴƎ ȅƻǳ ƘŀǇǇȅΦ  {ƻ ǘƘŜǊŜΩǎΣ ǘƻ ƳŜ ǘƘŜǊŜΩǎ ŀ ōƛǘ ƻŦ learning in it as well.  (P: 
2, CM: 1)  

 
Happiness was perceived as something which could be sought out by choosing who to engage with, 

what to engage with and particularly what not to engage with or at least control.  

²Ŝƭƭ L ǘƘƛƴƪ ǿƘŜǊŜ ǇŜƻǇƭŜ ƻƴƭȅ ǎŜŜ ǘƘŜ ƎǊƛƴŘΣ ǘƘŜƴ ǘƘŜȅΩǊŜ ƴƻǘ ƭƛƪŜƭȅ ǘƻ ŘŜǊƛǾŜ ƘŀǇǇƛƴŜǎǎ ŦǊƻƳ ǘƘŀǘΦ  
.ǳǘ L ǘƘƛƴƪ ǘƘŜǊŜΩǎ ŀƴ ŜƭŜƳŜƴǘ ƻŦ ǘƘƛƴƪƛƴƎ ŀōƻǳǘ ǘƘŀǘ ŀƴŘ ŀƭǎƻ ƳŀƪƛƴƎ ŎƘoices about what you do and 
ȅƻǳ Ƙƻǿ ȅƻǳ ŀǊŜ ƎƻƛƴƎ ǘƻ  ǇǳǎƘ ȅƻǳǊǎŜƭŦΦ  LǘΩǎ ƴƻǘ ƭƛƪŜ ǿŜ Ŏŀƴ ǎŀȅ ƻƘ ǇƻƻǊ ŀ ƭƻǘ ƻŦ ǇŜƻǇƭŜΣ ǎǘǳŎƪ ƛƴ ǘƘŜ 
ground, we have to rise up a bit.  (P: 6, CM: 2) 

While participants on the whole were positive about the workplace, a number of participants noted 

the presence of negativity amongst a small number of staff.  This negativity, whilst only perceived to 

come from a small number of people appeared to have quite an impact on others. A number of 

participants noted the importance of controlling this negativity in order to maintain their own 

happiness at work. They did this by either choosing to ignore it or by challenging it.   

                                                           
2
 University Research Support System: Database of research activity 
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L ǿŀǎ Ƨǳǎǘ ǿƻƴŘŜǊƛƴƎΣ L ǎǳǇǇƻǎŜ ƛǘΩǎ ŀ ŎƻƳƳŜƴǘ ŀƭǎƻΣ ǿŀǎ ǘƘŀǘ ƻƴŜ ƻŦ ǘƘŜ ǘƘƛƴƎǎ ƛƴ ƳŀƴŀƎƛƴƎ your 
own happiness is also controlling negativity and so in some ways I suppose we tend to avoid 
ǎƛǘǳŀǘƛƻƴǎ ƻǊ ǿŜ ŀǾƻƛŘ ǇŜǊƘŀǇǎ ƛƴŘƛǾƛŘǳŀƭǎ ǿƘƻ ŀǊŜ ƻǾŜǊƭȅ ƴŜƎŀǘƛǾŜΦ  L ƳŜŀƴ ǘƘŀǘΩǎ ǇŀǊǘ of a happy 
workplace. (P: 19, CM: 1)  

 
A further participant elaborated on how she has started to challenge the negativity.  

Actually on that note I actually made a decision in the New Year was to challenge the negative and I 
ŦƛƴŘ ƛǘ ƎǊŜŀǘ ƴƻǿΦ  LŦ ǎƻƳŜƻƴŜ ǿŀƴǘǎ ǘƻ ŎƻƳŜ ƛƴ ŀƴŘ ōŜΣ ȅƻǳ ƪƴƻǿΣ ǳƴƘŀǇǇȅΣ LΩƭƭ Ƨǳǎǘ say have you 
looked at it, where ōŜŦƻǊŜ L ǿƻǳƭŘ ƘŀǾŜ ǎŀƛŘ L ƪƴƻǿ ǿƘŀǘ ȅƻǳ ƳŜŀƴΦ  bƻǿ LΩƳ ƎƻƛƴƎΣ ƘŀǾŜ ȅƻǳ ƭƻƻƪŜŘ 
ŀǘ ƛǘ ŦǊƻƳ ǘƘƛǎ ǇŜǊǎǇŜŎǘƛǾŜ ŀƴŘ L Ǝƻ ƻƴ ǘƘŜΣ ƴƻǘ ƻŦŦŜƴǎƛǾŜΣ ōǳǘ L Ǝƻ ƻƴ ǘƘŜ ŀƭǘŜǊ ƴƻǘƛƻƴ ŀƴŘ ƛǘΩǎ Ƨǳǎǘ 
interesting, the reaction. (P 20, CM: 3) 

 
tŜǊǎƻƴŀƭ ǊŜǎǇƻƴǎƛōƛƭƛǘȅ ŦƻǊ ƻƴŜΩs own happiness was seen as an important component of happiness.  

And then I suppose, like an extension of that is, you know, we can only ever be responsible for 
ourselves, do you know.  So when you think about happiness in the workplace, you know there 
probably is a collective happiness, you know, absolutely you want to be in a nice ambience and a 
good place and you want to get people who are maybe not quite as happy as you and vice versa.  I 
ŘƻƴΩǘ ƪƴƻǿ ƛŦ ǿŜ Ŏŀƴ ǊŜƭȅ ƻƴ ƻǘƘŜǊ ǇŜƻǇƭŜ ǘƻ ƳŀƪŜ ǳǎ ƘŀǇǇȅ ŜƛǘƘŜr or unhappy.  At a certain point we 
have to make a choice ourselves and say this is who I am and the way I want to be. (P: 21 CM: 2)  
 

6.4. Self-determination 

Self-determination comprised aspects of the workplace which were perceived to be facilitative and 

enabling in terms of self-determination.  The importance of self-determination at work was 

consistent across interviews, both group and individual, with all participants identifying aspects of 

self-determination as central to how they work and to their happiness at work.  Self-determination 

comprised a number of subthemes namely autonomy, support and flexibility.   

6.4.1. Autonomy 

All participants across focus groups and individual interviews identified autonomy as central to their 

happiness at work.  Autonomous workƛƴƎ ŀƴŘ ǇŜǊǎƻƴŀƭ ŎƻƴǘǊƻƭ ƻǾŜǊ ƻƴŜΩǎ ǿƻǊƪ ǿŜǊŜ ƛŘŜƴtified as 

key strengths of the School and participants were anxious to ensure that practices which facilitate 

autonomous working would remain constant despite the pressures being placed on the School 

because of the current economic climate.  Autonomy was construed by some participants as being 

able to work independently without being overly directed or supervised.  Self-management allowed 
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for participants to manage both work and personal needs in a way which was consistent with their 

particular likes and needs at a point in time.  The following excerpt indicates how important this self-

management is for one individual in this workplace.  

You know, last semester was a difficult one, I suppose, in terms of my family circumstance because I 
ƘŀŘ ǎƻƳŜ ǇŀǊŜƴǘǎ ǘƘŀǘ ǿŜǊŜ ǉǳƛǘŜ ƛƭƭ ŀƴŘ L ƻŦǘŜƴ ǘƘƛƴƪ ǘƘŀǘ ƛŦ L ǿŀǎƴΩǘ ƘŜǊŜ ǘƘŀǘ ǿƻǳƭŘ ƘŀǾŜ 
contributed a lot to my unhappiness.  Because it certainly contributed to my happiness, that I was 
able to control a lot of my workplaŎŜΣ ŀƴŘ ȅƻǳ ƪƴƻǿΣ Ƴȅ ǿƻǊƪ ǘƛƳŜ ŀƴŘ ǘƘŀǘΣ ōŜŎŀǳǎŜ ƛŦ L ŎƻǳƭŘƴΩǘ 
ƘŀǾŜ ŘƻƴŜ ǘƘŀǘΣ ȅƻǳ ƪƴƻǿΣ L ǇǊƻōŀōƭȅ ŎƻǳƭŘƴΩǘ ƘŀǾŜΧ ƛǘ ǿŀǎ ŀ ŘƛŦŦicult semester for that reason.  (P 
19, CM: 1) 

 
The ability to self-manage in this workplace also allowed for participants to make decisions about 

their work and to make plans about when and how to work without reference to a higher authority. 

So it comes down to self-management, a little bit, but I like that for the whole year you pretty much 
know what you are doing and it allows you to plan extracurricular maybe research and know where 
can I fit that in or you know say for me my clinical link I know what days I am going to be teaching, 
once the timetable comes out and that gives me flexibility then in terms of if I want to go down to the 
clinical environment and work I can plan that over the year and I guess back to autonomy again you 
Ŏŀƴ Řƻ ŀƭƭ ƻŦ ǘƘŀǘ ǇƭŀƴƴƛƴƎ ȅƻǳǊǎŜƭŦΦ ¸ƻǳ ƪƴƻǿ ȅƻǳ ŘƻƴΩǘ ƘŀǾŜ ǘƻ ǿǊƛǘŜ ƻŦŦ ŜǾŜǊȅ ǘƛƳŜ ȅƻǳ ǿŀƴǘ ǘƻ Ǝƻ 
ǎƻƳŜǿƘŜǊŜ ŀƴŘ ǎƻ ǎƻƳŜǘƘƛƴƎ LΩƳ ƎƻƛƴƎ Řƻǿƴ ǘƘŜǊŜ it's very very,( pause)  ǘƘŀǘΩǎ ŀƭƭ ŀǳǘƻƴƻƳƻǳǎΦ 
¢ƘŜǊŜΩǎ ŀ ƭƻǘ ƻŦ ǎŜƭŦ-management really which is great. (P: 11, FG: 1)  

 
 Autonomy was also construed in terms of scope to choose what to get involved in and the scope to 

develop new things.  This was important for participants as these developments comprised new 

school activity consistent with their own interests in terms of teaching, research and clinical practice. 

The following excerpt highlights this.  

But we also have to some degree a sense of control about where we are going with our research and 
L Řƻ ǘƘƛƴƪ ǘƘŀǘΩǎ ƛƴŎǊŜŘƛōƭȅ ƛƳǇƻǊǘŀƴǘ ŀƴŘ ŎŜǊǘŀƛƴƭȅ ǘƘŀǘ ƛǎ ǎƻƳŜǘƘƛƴƎ ǘƘŀǘ Ƙŀǎ ƎƛǾŜƴ ƳŜ ŀ ƎǊŜŀǘ ǎŜƴǎŜ 
of satisfaction that I have had the opportunities to go out there and do the type of research that I 
wanted to do and go forward, ǘƘŀǘΩǎ ƛƳǇƻǊǘŀƴǘ ŀƴŘ ǘƘŀǘΩǎ ŀ ƪŜȅ ǇƛŜŎŜ ŀōƻǳǘ ƪŜŜǇƛƴƎ ǇŜƻǇƭŜ ƘŀǇǇȅ 
within the workplace is giving people control over what they want to do. (P: 20 FG: 1) 

 
Despite the overwhelming agreement of the importance of autonomy for happiness in the 

workplace the initial experience of working autonomously was perceived differently by participants 

on commencing work in the School. A number of participants indicated that working autonomously 

had taken some time to get used to following assimilation from the health care sector. The 
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healthcare sector had been clearly identified as having a command and control style of management 

during the industrial unrest in the late 1990s (Government of Ireland 1998).  This is demonstrated in 

the following two quotes from participants  

 
I would agree with that, you know, about having that level of autonomy. I suppose having worked in 
a good number of hospitals over the years you certainly did not have that level of autonomy that you 
ƪƴƻǿ ȅƻǳ ŜƴƧƻȅ ǿƘŜƴ ȅƻǳ ŎƻƳŜ ƘŜǊŜΦ Lǘ ǘŀƪŜǎ ŀ ƭƛǘǘƭŜ ōƛǘ ƻŦ ŀ Χ ƛǘ ǘƻƻƪ ŀ ǿƘƛƭŜ ǘƻ ƎŜǘ ǳǎŜŘ ǘƻ ǘƘŀǘ ŀǎ 
well that you have that autonomy. You know yea the autonomy and the flexibility really kinda makes 
me happy in work at least contributes to it. (P: 18, FG: 1) 
 
 
I came from a school of nursing; I have been involved in nurse education for a long time, twenty odd 
years now at this stage. I am one of the people that came in, one of the few here probably, that 
probably would have come in in 2002 so I have a strong background in nurse education, but coming 
in to academia was completely different and it certainly took me a while to adjust to that and for all 
the reasons that you have mentioned flexibility in the workplace, the fact that you are autonomous, 
that you have got you work on your own direction and trust. (P: 19, FG: 1) 

 

Despite articulating some initial difficulty with working autonomously, it is interesting to note that 

those participants now appear to have adapted and they recognise autonomous working as a key 

strength of the school directly impacting on their happiness at work.  

Trust and a minimal level of scrutiny by management were perceived by participants to be central to 

autonomous working. This was articulated by a number of participants.  

One participant noted: 

 
I suppose, my point of view following on from (name of other participant) would be trust, I find that 
ǇǊƛƻǊ ǘƻ ŎƻƳƛƴƎ ƘŜǊŜ L ǿƻǊƪŜŘ ƛƴ ǇǊƛǾŀǘŜ ƛƴŘǳǎǘǊȅ ǿƘŜǊŜ ȅƻǳ ŘƛŘƴΩǘ ǊŜŀƭƭȅ ƘŀǾŜ ǘƘŀǘ ŀƳƻǳƴǘ ƻŦ ǘǊǳǎǘ 
everyone was always ŎƘŜŎƪƛƴƎ ǳǇ ƻƴ ǿƘŀǘ ȅƻǳ ǿŜǊŜ ŘƻƛƴƎ ǿƘŜǊŜ ƘŜǊŜ LΩƳ ƴƻǘ ǎǳǊŜ ǿƘŜǊŜ ƘŜǊŜ L ŀƳ 
ƴƻǘ ǎŀȅƛƴƎ ǘƘŀǘ ƴƻōƻŘȅ ŎƘŜŎƪǎ ǳǇ ƻƴ ȅƻǳΣ L ŘƻƴΩǘ ƪƴƻǿ ǿƘŜǘƘŜǊ ǘƘŜȅ Řƻ ƻǊ ƴƻǘ (laughterύ ōǳǘ LΩƭƭ ǎŀȅ 
ǘƘŀǘ ƛǘϥǎ ƭŜŦǘ ǘƻ ȅƻǳǊ ƻǿƴ ƛƴǘŜƎǊƛǘȅΦ ¸ƻǳ ƘŀǾŜ ŀ Ƨƻō ǘƻ Řƻ ŀƴŘ ƛǘΩǎ ǳǇ ǘƻ ȅƻǳ ǘo go and do it. I do find as 
well on trust that you are left to your own devises, you are able to manage yourself and do what you 
have to do and it's your own inteƎǊƛǘȅ ǘƘŀǘΩǎ ŀǘ ǎǘŀƪŜ ŀƴŘ ƛŦ itΩǎ not done then you have to account for 
it. (P: 22, FG: 1) 

 
While autonomy was seen as essential to participantsΩ happiness at work participants were clear 

that they valued autonomy as part of a professional role where accountability was also part of 

autonomous working. This sense of accountability as integral to autonomy was articulated by a 

number of participants. They recognised the work that had to be done and which must be done well. 



100 
 

As one participant noted that autonomy was not about just doing what one likes, which he proposed 

would amount to being controlled ōȅ ƻƴŜΩǎ ǿƘƛƳǎΦ  

So autonomy is about having, its self-ƳŀŘŜ ƭŀǿΣ Řƻ ȅƻǳ ƪƴƻǿ ǿƘŀǘ L ƳŜŀƴΣ ŀƴŘ ƛǘΩǎ ǘhe kind of 
obligations that come from committing to a particular selfhood. (P: 15, CM: 2) 
 
So autonomy and responsibility are absolutely linked together, obligation, duty comes with 
autonomy. (P: 15, CM: 2)  

 
6.4.2. Support 

Support was perceived by participants as very strong in the School and essential to the way people 

work and to facilitating autonomous working and self-determination.  This support was forthcoming 

both from work colleagues and from management, formally and informally.  Support from 

colleagues was, to a large extent, construed in terms of helping behaviours i.e. receiving help from 

colleagues and giving help.  Participants noted that help was very forthcoming both from other 

academic colleagues and administrative staff when requested.  

²ƘŜƴ ȅƻǳ ǘƘƛƴƪ ŀōƻǳǘ ƘŀǇǇƛƴŜǎǎ ŀǘ ǿƻǊƪ ȅƻǳ ǘƘƛƴƪ ƻƘ /ƘǊƛǎǘ ǘƘŜǊŜΩǎ ǘƻƻ ƳǳŎƘ ǿƻǊƪ ōǳǘ L ƻŦǘŜƴ ƘŀǾŜ 
that sense of, not being overburdened by work maybe a little bit overwhelmed by the volume of it but 
I think what kind of rescues me all the time is the abundance mentality that the colleagues that I 
have here have. So you have a load of work to do but people row in with it all the time and think oh 
God can we do this and there is some sense that people can and find ways around managing things. 
(P: 10, FG: 1)  

 
In addition, participants noted the importance of reciprocity and of giving support to others when 

needed. In essence, they note support as a cultural way of working within the School. 

No but strength in numbers really in the sense that we are stronger if we help each other and I do 
think that we do that or I would certainly find for me, from my personal experience that I have never 
ŀǇǇǊƻŀŎƘŜŘ ǇŜƻǇƭŜ ǿƘƻ ƘŀǾŜƴΩǘ ōŜŜƴ willing to help on many different levels, which again that it 
makes my life easier, makes my job more enjoyable than if I was all on my own and no body willing 
ǘƻ ǎƘŀǊŜΣ ǎǘǊǳƎƎƭƛƴƎ ŀƭƭ ƻŦ ǘƘŜ ǘƛƳŜΦ {ƻ ȅŜŀ L ǿƻǳƭŘ ǎŀȅ L ŘƻƴΩǘ ǘŜƴŘ ǘƻ ǎǘǊǳƎƎƭe a lot because ǘƘŜǊŜΩǎ 
support. (P: 11, FG: 1)              

 
Whilst giving help or advice were the primary activities associated with collegial support sharing was 

also considered by a number of participants as an important part of supporting behaviours.  
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Yea I think the willingness to share. People come to me looking for something I am more than happy 
to give it. I am not competing against people you know whereas you do find that in some places 
ŎƻƳǇŜǘƛǘƛǾŜƴŜǎǎΣ ǘƘŜǊŜΩǎ ŎƭƻǎŜŘ ŘƻƻǊǎΣ ǘƘŜǊŜΩǎ ŀƴ ǳƴǿƛƭƭƛƴƎƴŜǎǎ ǘƻ ǎƘŀǊŜΦ !ƴd that can make, you 
ƪƴƻǿ ǿƘŀǘ ǘƘŀǘΩǎ ƴƻǘ ǎƘŀǊƛƴƎ ǘƘŜ ǿŜŀƭǘƘΣ ȅƻǳ ƪƴƻǿ L ǿƻǳƭŘ ǎŜŜ ǘƘŀǘ ƳŀȅōŜΣ ƛƴ ŀΣ ƛǘΩǎ ŀ ǎŜƭŦƛǎƘ 
approach because I suppose numbers are power, numbers are power you know. (P: 11, FG: 1)  
 
 Yea, I think, I am coming from the perspective of being, I had been out of teaching for five years and 
came back and I was in a terrified state and I ǘƘƛƴƪ ŀƭƭ ǘƘŜǎŜ ǘƘƛƴƎǎ ŀōƻǳǘ ǎǳǇǇƻǊǘ ŀƴŘ  ǘƘŀǘΩǎ ǿƘŀǘ 
ǎǘǊǳŎƪ ƳŜ ǾŜǊȅ ǎǘǊƻƴƎƭȅ ƛƴ ǘƘŜ ŦƛǊǎǘ ŦŜǿ ƳƻƴǘƘǎ Ŏƻǎ L ǿŀǎ ŎƻƴǾƛƴŎŜŘ ǘƘŀǘ L ŎƻǳƭŘƴΩǘ Řƻ ǘƘƛǎ ōǳǘ ǘƘŜ 
number of people who would give you things and support that was most incredible thing that people 
ǊŜŀƭƭȅ ǿŀƴǘŜŘ ȅƻǳ ǘƻ Řƻ ǘƘƛƴƎǎΦ ¢ƘŀǘΩǎ Řƻǿƴ ǘƻ ƛƴŘƛǾƛŘǳŀƭǎ ōǳǘ ƛǘϥǎ ōŜŎŀǳǎŜ ƛǘǎ ƛƴŘƛǾƛŘǳŀƭƭȅ ŘǊƛǾŜƴ L 
ǘƘƛƴƪ ƛǘ ŘǊƛǾŜǎΧ ǇŜƻǇƭŜ ƛƴŘƛǾƛŘǳŀƭƭȅ ǿŀƴǘ ǘƻ ƘŜƭǇ ȅƻǳ ŀƴd that stretches across everybody wants to 
help you and I think that has been a great source of happiness for me here. (P: 7, FG 1)                

 
 
Collegial support is seen as being central to enabling an individual to try something new and see it 

through. One participant noted  

And I think that then from wanting to do something different, try something different, well I have 
found personally the Clinical Education Centre the staff there are absolutely..(pause) but if you want 
to try something out, want tƻ ǘǊȅ ƴŜǿ ǘŜŎƘƴƻƭƻƎȅ LΩƳ ǘŜǊǊƛŦƛŜŘ ǘƘŀǘ ƛǘ ƛǎ ƎƻƛƴƎ ǘƻ ŀƴŘ  ǿƛƭƭ ōǊŜŀƪ Řƻǿƴ 
ǘƘŀǘ ǘƘŜǊŜΩǎ ǇŜƻǇƭŜ ǘƘŜǊŜ ǘƘŀǘ ȅƻǳ Ŏŀƴ ŀŎŎŜǎǎ ŀƴŘ ǎŀȅ LΩƳ ŘƻƛƴƎ ǘƘƛǎ ǘƘƛǎ ƳƻǊƴƛƴƎΣ ǘǊȅ ƛǘ ƻǳǘ  ŦƛǊǎǘ ǘƛƳŜ 
will you come over? That sense that there is people willing to row in behind you. (P: 7, FG: 1)               

 
A further participant stated: 

I had to recruit patients, simulated patients for the video and eh I had trouble finding that but 
actually it was another colleague, collegial support and a member of staff whose mother agreed to 
be the patient and also her cousin agreed to be the em the nurse and so that was good that there 
was a willingness and a kind of a I guess, we saw the idea and we saw the end in sight and that was 
good. (P: 3, II) 

 
 
While on the whole support was seen in terms of helping behaviours one participant noted the 

impact of the supportive and encouraging attitude of staff, who wanted others to succeed had on 

them. 

I suppose for me personally when you see that ƛǘΩǎ ƴƻǘ L ƳŜŀƴΣ ƛǘΩǎ ƭƛƪŜ ŀ ǎŜǘ ƻŦ ǎǘŀƛǊǎΦ ¸ƻǳ keep 
wanting to climb more because everyone around you is actually  encouraging so you think I'll keep on 
ƎƻƛƴƎ ŀƴŘ ǿƘŜƴ ǇŜƻǇƭŜ ŎƻƳŜ ǘƻ ȅƻǳΣ ǿƘŜƴ ǘƘŜȅ ŀǎƪ ȅƻǳ ǎƻƳŜǘƘƛƴƎ LΩƳ ŀƭǿŀȅǎ  ǿƛƭƭƛƴƎ ǘƻ ǎŀȅ ȅƻǳΩǊŜ 
graƴŘ LΩƭƭ ǎƘƻǿ ȅƻǳΦ L ƳƛƎƘǘ ƴƻǘ always know what to do but you go along and help as best you can. I 
ǎǳǇǇƻǎŜ ƛǘΩǎ ǘƘŀǘ ŜƭŜƳŜƴǘ ǘƘŀǘΩǎ ǘƘŜǊŜ ǿƛǘƘƛƴ ǘƘŜ ǇƭŀŎŜΦ (P: 22 FG: 1) 

 
Support from management appeared to have a direct impact on how staff worked and felt about 

their work. Supportive management behaviours have been identified as having a positive impact on 
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job satisfaction (Judge, Heller and Mount 2002). In this study management were perceived as being 

very supportive both in terms of providing resources and also in terms of listening, responding to 

and supporting staff ideas and suggestions.  

The following excerpt highlights this  

WŜƭƭ L ǎǳǇǇƻǎŜ ǘƘŜ ǘƘƛƴƎ ŀōƻǳǘ ƛǘ ƛǎ L ŎŀƴΩǘ ǊŜŀƭƭȅ ǎŀȅ ōŜŎŀǳǎŜ ŀƴȅǘƘƛƴƎ L ƘŀǾŜ ŜǾŜǊ ŀǎƪŜŘ ŦƻǊ Ƙŀǎ ōŜŜƴ 
facilitated. I mean I have dyslexia and different things and anything I have looked for L ƘŀǾŜƴΩǘ ƘŀŘ ŀ 
problem. (P: 2, II) 

 
 
Research was not an activity associated with traditional schools of nursing in the healthcare sector. 

Within this environment teaching and learning was the main focus. Research activity, however, is an 

essential element of an academic unit in the university sector.  In this study support was perceived 

to be forthcoming for development of individual research skills and activity. These were seen to be 

essential in building capacity in an emerging academic unit.  A number of participants acknowledged 

and appreciated these supports.  

I think the School research committee, again over the years, the amount of opportunities for travel, 
the amount of opportunities for funŘƛƴƎΣ ǘƘŜ ǎǘǳŘŜƴǘǎƘƛǇǎ ŜǾŜƴ ǘƘƛǎ ƳƻǊƴƛƴƎΦ ¢ƘŜȅΩǊŜ ŦŀƴǘŀǎǘƛŎ 
ǎǘǊŜƴƎǘƘǎ ŀƴŘ L ŀƳ ƴƻǘ ǎǳǊŜ Ƙƻǿ ǘƘŜȅ Ǝƻ ƛƴ ƻǘƘŜǊ ǳƴƛǾŜǊǎƛǘƛŜǎΦ /ŜǊǘŀƛƴƭȅ ƛǘ ƛǎ ƘŜǊŜΦ ¸ŜƘ ƛǘΩǎ ŀ ōƛƎ ōƻƴǳǎ 
moving forward and it should help us a lot to be sustainable I think. (P: 20, FG: 1) 
 
In terms of my PhD I got enormous support in terms of School. One I got a semester to concentrate 
ƻƴ Ƴȅ tƘ5 ŀƴŘ L ŘƛŘƴΩǘ ƘŀǾŜ ŀƴȅ ƳƻŘǳƭŜǎ ǘƻ ǘŜŀŎƘΦ L ƘŀŘ ŀ ǎǳǇŜǊǾƛǎƻǊ ŦǊƻƳ ǘƘŜ {ŎƘƻƻƭΣ Ƴȅ ŦŜŜǎ ǿŜǊŜ 
paid by the university so you know everything that could have been done to help me to do it was 
done and I was extremely privileged to be able to do my PhD in the way that I did it compared to how 
a lot of people are, you know, with salary etc. do your PhD and have access to all of that. (P: 15, FG: 
2) 

 
Organisational structures and processes were widely seen as supportive and facilitative of 

participants work.  These included physical structures, administrative processes and policies. The 

organisation and structure of the academic year and particularly the early allocation of teaching was 

seen as a positive. Participants noted that this enabled them to plan their year and work in advance.  

hƴŜ ƻŦ ǘƘŜ ǎǘǊŜƴƎǘƘǎΣ ŀƎŀƛƴ L ƘŀǾŜ ƳŜƴǘƛƻƴŜŘ ƛǘ ƛǎ ǘƘŀǘ ǘƘƛƴƎ ƻŦ  ǘƘŜǊŜΩǎ ŀ ǎǘǊǳŎǘǳǊŜ ƘŜǊŜΣ ǘƘŜ ȅŜŀǊ ǘƘŀǘ 
ƘŀǇǇŜƴǎ ŀƴŘ L ǘƘƛƴƪ ǘƘŀǘΩs really useful that we have this skeleton that we hang on to but I think 
ǿƛǘƘƛƴ ǘƘŀǘ ǘƘŜǊŜΩǎ ŀ Ŏƻƴǎǘŀƴǘ ǎƘƛŦǘƛƴƎ ŜƴǾƛǊƻƴƳŜƴǘ ŀƴŘ L ǘƘƛƴƪ ǘƘŜǊŜΩǎ ŎƘŀƴƎŜ ŀƭƭ ǘƘŜ ǘƛƳŜ ƭƛƪŜ ƴŜǿ 
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ǇǊƻƎǊŀƳƳŜǎΣ ƴŜǿ ƳƻŘǳƭŜǎΣ ƴŜǿ ǎǘŀŦŦΣ ƴŜǿ ǊŜǎŜŀǊŎƘ ǇƛŜŎŜǎΣ ǘƘŜǊŜΩǎ ŀƭǿŀȅǎ ǎƻƳŜǘƘƛƴƎ new within it 
ǎƻ L ǘƘƛƴƪ ǘƘŜǊŜΩǎ ǘƘŜ ƻǇǇƻǊǘǳƴƛǘȅ ǘƻ ōŜŎƻƳŜ ōƻǊŜŘ ōȅ ǿƘŀǘΩǎ ƘŀǇǇŜƴƛƴƎ ƘŜǊŜ ƛǎ ǾŜǊȅ ƭƛƳƛǘŜŘ ǳƴƭŜǎǎ 
ȅƻǳ ƘŀǾŜ Ƨǳǎǘ ŘŜŎƛŘŜŘ ȅƻǳΩǊŜ ƎƻƛƴƎ ǘƻ ōŜ ōƻǊŜŘ ŀƴȅƘƻǿΦ (P: 10, FG: 1) 
 
I remember starting off here first and to do the right thing or be effective could be quite difficult 
because there are a lot of ropes to learn. There were a lot of specific bureaucratic ways that things 
had to be done and when you learn those and you know when you can do the right thing and 
produce appropriate outcomes, exam boards I am thinking about at the minute and it's easy and you 
think; that used to be a nightmare. But now it's fine. And when you get that then that kind of frees 
you up time wise and cognitively to do other things. (P: 9, FG: 2) 

 

The location of the campus and the excellent physical and technological infrastructure were viewed 

as key strengths of the School and enabled flexible and autonomous working.   

WŜƭƭ L ǘƘƛƴƪ ǘƘŜǊŜ ŀ ŎƻǳǇƭŜ ƻŦ ǘƘƛƴƎǎΦ ¢Ƙƛǎ ƛǎ ŀ ōŜŀǳǘƛŦǳƭ ōǳƛƭŘƛƴƎ ǘƻ ǿƻǊƪ ƛƴΦ ƛǘΩǎ ŀōǎƻƭǳǘŜƭȅ ƎƻǊƎŜƻus. 
We are lucky because we generally have rooms on the communication corridor to do our work. It is 
ǊŜŀƭƭȅ ŎƻƴŘǳŎƛǾŜ ǘƻ ǿƘŀǘ ȅƻǳ Řƻ ŀƴŘ ŀƭƭ ǘƘŜ ƴŀǘǳǊŀƭ ƭƛƎƘǘΦ LǘΩǎ ŀōǎƻƭǳǘŜƭȅ ōŜŀǳǘƛŦǳƭΦ {ƻ ǿŜ ŀǊŜ ǾŜǊȅ 
ƭǳŎƪȅ ƛƴ ǘƘŀǘ ƛǘΩǎ ǉǳƛǘŜ ǳǇƭƛŦǘƛƴƎ ǘƻ ŎƻƳe into this building as it were. (P: 4, II)   

 
LǘΩǎ ŀ ƎƻƻŘ Ǉƻƛƴǘ ǘƘƻǳƎƘ ǘƘŜ ŀŎǘǳŀƭ ƛƴŦǊŀǎǘǊǳŎǘǳǊŜ ŦƻǊ ǘƘŀǘ ƛǎ ŦŀƴǘŀǎǘƛŎ. (P: 20, FG: 1) 
 
And 

 
Being able to pick up your messages at home and being able to do everything remotely. And even to 
the point now that you can acǘǳŀƭƭȅ ŘƻǿƴƭƻŀŘ ǎƻŦǘǿŀǊŜ ŦǊƻƳ ǘƘŜ L{{ ŘŜǇŀǊǘƳŜƴǘ ǘƘŀǘ ȅƻǳ ǿƻǳƭŘƴΩǘ 
be normally able to get. Em get onto your machine remotely as if you were on campus which I think is 

brilliant. (P: 20, FG: 1) 
 

 
Participants also noted the extensive supports available for students in terms of policies and 

procedures. They stated that, in the main, these are supportive and enabling.  

And then that we have kinda annual programme boards because I think it gives the students every 
possible opportunity to succeed in what they are trying to do. I think it would be very easy for us 
without those policies to start viewing the students as problematic if they fail or if they miss 
ǎƻƳŜǘƘƛƴƎΦ .ǳǘ ǘƘƻǎŜ ƪƛƴŘ ƻŦ ǇƻƭƛŎƛŜǎ ŦƻǊŎŜ ǳǎ ǘƻ ǊŜǾƛŜǿ ǿƘŀǘΩǎ ƎƻƛƴƎ ƻƴ ŦƻǊ ǘƘƛǎ ǇŜǊǎƻƴΣ ǿƘŀǘ Ŏŀƴ ǿŜ 
do to sort it out. When can we repeat this board, how can we get a repeat assignment in? It really 
forcers us all the time to look after them as customers but as people who have issues that need to be 
worked with. (P: 10, FG: 1)  
 

6.4.3. Flexibility 

It was acknowledged by participants that staff had a great deal of flexibility at work. These flexible 

working conditions were noted by most participants as being essential to their happiness at work.  In 
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particular flexibility relating to how, where and when they worked was what participants seemed to 

value. Whilst recognising the requirements around timetabled teaching and programme meetings it 

was recognised that times of work or place of work were flexible. This flexibility facilitated 

autonomous working and was importŀƴǘ ƛƴ ǘŜǊƳǎ ƻŦ ǇŜƻǇƭŜΩǎ ǇŜǊŎŜǇǘƛƻƴ ƻŦ ǘƘŜ ŀƳƻǳƴǘ ƻŦ ŎƘƻƛŎŜ 

they have over important aspects of their work. This flexibility also appeared important for 

facilitating work ς family balance.   

Flexibility of work hours and workplace was perceived to facilitate more productive work. One 

participant noted  

Yea and I think this issue of flexibility really helps someone like myself, who may not work in the 
timeframe 9 to 5 but who is capable of working at other times and indeed prefer to do that so you 
can actually get very productive work done. You are ready to work you know you can meet deadlines 
that kind of generates a synergy in itself. You know you can frame that achieve that in a different 
time than office hours, I must be in my office, I think that openness. That for me, that flexibility gives 
me great freedom and the ability to even provide more work. (P: 7 FG: 1) 
 
And a second:  

²Ŝƭƭ ǘƘŜ ǇƻƭƛŎȅ ƻŦΣ ŜƳ ƛǎ ƛǘ ŀ ǇƻƭƛŎȅΣ Ƨǳǎǘ ǘƘŜ ŦƭŜȄƛōƭŜ ǿƻǊƪƛƴƎ ŀǊǊŀƴƎŜƳŜƴǘǎΦ LǘΩǎ ōŀǎƛŎŀƭƭȅ ǘƘŜ ƴƻǘƛƻƴ 
that once the job is done and whatever time it takes. That makes me very happy. One of the side 
effects of that actually is that you become more productive because, I suppose I can speak for myself, 
but I do check emails at night time. I work mostly, a lot, at night. I work at weekends so the ending, 
my locus of work is actually my person and my computer, where ever that is. (P: 3, II) 

 
The need for self-determination for happiness is evident from the emphasis participants place on 

autonomy, support and flexibility. It is interesting that participants perceive that factors which 

facilitate such self-determination are key strengths of the school. 

6.5. Fulfilment 

Fulfilment was identified by participants as being central to their happiness at work. Achievement, 

the work itself, feedback, development and learning and a strong value base for conducting the work 

were essential components of fulfilment. 
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6.5.1. Achievement 

Achievement, ƛƴŘƛǾƛŘǳŀƭ ŀƴŘ ƻǊƎŀƴƛǎŀǘƛƻƴŀƭ ǎǳŎŎŜǎǎ ǿŜǊŜ ƛŘŜƴǘƛŦƛŜŘ ŀǎ ƛƳǇƻǊǘŀƴǘ ǘƻ ǇŜƻǇƭŜΩǎ 

happiness.  A number of participants noted the importance for them of seeing a task through to 

completion and the joy and satisfaction that that brought with it. The following excerpts 

demonstrated this. 

Lǘ ǿŀǎ ǇǊƻōŀōƭȅ ƻƴŜ ƻŦ ǘƘŜ ƘŀǇǇƛŜǊ ǿŜŜƪǎ L ƘŀǾŜ ŜǾŜǊ ƘŀŘΣ ŀƴŘ LΩƳ ŎƻƳƛƴƎ ƘŜǊŜ aƻƴŘŀȅ ǘƻ say that 
ōǳǘ L ǊŜŀƭƭȅ ǊŜŀƭƭȅ ŜƴƧƻȅŜŘ ƛǘΦ L ǎǳǇǇƻǎŜΣ ǎƻΣ ƛǘΩǎ ǘƘŀǘ ƴƻǘƛƻƴ ƻŦ ƘŀǾƛƴƎ ŀ ǇǊƻƧŜŎǘ ŀƴŘ seeing it through to 
completion. (P: 19, FG: 1) 
 
 I already know now that I have a huge new skill here which was the e learning project which at the 
start was like ohh !!! a stricture almost around my neck and then after it was all over it was like 
ǘƘŀǘΩǎ ōǊƛƭƭƛŀƴǘΦ L ƘŀǾŜ ŘƻƴŜ ǘƘŀǘΦ ¢Ƙŀǘ ƛǎ ǎƻƳŜǘƘƛƴƎ Ǌeally good that I have achieved. (P: 17, FG: 1) 

 
In addition the sense of achievement encountered positively impacted on one of participantsΩ 

motivation. 

That and the fact that then when it does work that sense of achievement and it does spur on other 
things love to try something new now you know that does contribute significantly to happiness. ( P:7, 
FG:1)         

 
Whilst personal achievement was important participants also noted the importance of School and 

university achievements to their positive feelings about working here.  

Last week to me was a really good week because we had a Bologna conference here and I really 
really enjoyed that. I enjoyed that fact that from the perspective of DCU how well we had come out in 
terms of our response to Bologna in our university and I was really proud of that and really happy 
with that. (P: 19, FG: 1) 

 
and 
 
LǘΩǎ ǘƘŜ ǎŀƳŜ ŦƻǊ me.  I worked like that, the whole way through, and it goes back to achievement for 
ƳŜ ŀƴŘ ƛǎ ƳƻǊŜ ƻǊ ƭŜǎǎ ƭƻƻƪŜŘ ŀǘ ǘƘŜ ǿƘƻƭŜ ǿŀȅ ǘƘǊƻǳƎƘΣ ŀƴŘ ƛǘΩǎ ŀ ǎŜƴǎŜ ƻŦ ǘƘŀǘ ǇŜǊǎƻƴŀƭ 
achievement, group achievement, then corporate, if you want to put it that way, in that sense.  Even 
ƛƴ ǘƘŜ ŦŀŎŜ ƻŦ ǿƘŜƴ ƻǘƘŜǊ ǘƘƛƴƎǎ ŀǊŜƴΩǘ ƘŀǇǇȅΣ ǘƘŜǊŜ ǎǘƛƭƭ ǎŜŜƳǎ ǘƻ ōŜ ǎƻƳŜ ǎƻǊǘ ƻŦ ŀ ǎŜƴǎŜ ƻŦ 
achievemenǘ ǘƘŜ ǿƘƻƭŜ ǘƛƳŜ ȅƻǳΩǊŜ ŀǘ ǿƻǊƪ. (P: 2, CM: 1) 

 
A number of participants noted the importance of student achievement and the symbiotic 

relationship with their own sense of achievement. One participant noted the impact of success with 

the students achieving conceptual clarity as a result of her efforts. 
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When I am in a group and I am working with the students and I am kind of educating and you feel 
that there has been a kind of a click click click, maybe you had been labouring away at a concept and 
trying to bring the students with you and then all of a sudden you get into some sort of a discussion 
and then the students get it, and you come out and you think yea that was really good . You know 
and you say to yourself that was really excellent. (P: 4, II) 

 

This sense of personal achievement and pride in student achievement was most notable at student 

events such as the graduation ceremonies.  

!ƴŘ ǿƘƛƭǎǘ ƛǘǎ ǎǘǊŜǎǎŦǳƭ ƛǘ ƛǎ ǇǊƻōŀōƭȅ ǘƘŜ Ƴƻǎǘ ƘŀǇǇƛŜǎǘ ȅƻǳΩƭƭ ǎǘŀƴŘ ŦǊƻƳ ǇǊƛŘŜ ŀŎǘǳŀƭƭȅ ŦƻǊ ŜǾŜǊȅ 
single student you know whose going up  because you know you have been there yourself . You can 
relate to them and it is just the fruits of your labourΦ ¸ƻǳ ǎŜŜ ǘƘŜ ŜƴŘ ƻŦ ƛǘΣ ǘƘŜǊŜΩǎ ƴƻǘƘƛƴƎ ƴƛŎŜǊ 
watching out for all the students to pass by and yes it is actually. (P: 11, FG: 1) 

One participant indicates the importance she attributes to this.  

¢ƘŜǊŜΩǎ ŀ ǘǊŜƳŜƴŘƻǳǎ ǎŜƴǎŜ ƻŦ ŀŎƘƛŜǾŜƳŜƴǘ ƻƴ ǘƘŜ ƻŎŎŀǎƛƻƴΦ Graduation and Conferring are great 
ŎŜǊŜƳƻƴƛŜǎ ŦƻǊ ōƻǘƘ ŦŀƳƛƭƛŜǎ ŀƴŘ ǎǘǳŘŜƴǘǎ ǘƘŀǘΩǎ ǿƘŀǘ L ǘƘƛƴƪΦ Lǘǎϥ Ƨǳǎǘ ŦƻǊ ƳŜ ƛǘΩǎ ǘƘŜ Ƴƻǎǘ ƛƳǇƻǊtant 
occasions in the calendar. (P: 19, FG: 1)  

6.5.2. The work itself 

The second sub-theme relates to the work itself and the nature of the work.  The work itself was 

very important to the participants and there was consistency across interviews in relation to the 

importance of the work to participantsΩ experience of happiness at work.  Creativity, meaning, 

variety and challenge were all perceived as essential elements of work and happiness at work.  

Both creativity and innovation were seen as School strengths. These were seen, by a number of 

participants, to provide a key strategic advantage over other similar university departments of 

nursing. Creativity was construed by participants as the development and leadership of something 

novel or new. Two examples of this were provided. One was the development of a health clinic 

within the School and another was the leadership of service user initiatives in the mental health 

arena.  

One participant noted the importance of this for student education and the perception of these 

students externally. 
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Well I actually, just following on from that the creativity in the School of Nursing is nothing short of 
phenomenal and I was recently out with the psychology students on a site visit to two mental health 
service providers and they both commented on the high level of quality from the students here in 
(University Name) and particularly mentioned the fact that (University name) is miles ahead in terms 
of the recovery model of mental health and using service users and you the work that was recognised 
in ( staff Name) ŀƴŘ ǘƘŜ ǘŜŀƳ ƭŀǎǘ ǿŜŜƪ ŀƴŘ ǘƘŜ ǿƻǊƪ ǘƘŀǘ ȅƻǳΩǊŜ ŘƻƛƴƎ ŀǎ ǿŜƭƭό tŀǊǘƛŎƛǇŀƴǘΩǎ ƴŀƳŜύΣ 
really quite cutting edge stuff that is highly creative. I think that comes from being happy. Creativity 
comes from having that flow, being able to have that creativity. (P: 13, FG: 1) 

 
The culture of trust and flexibility which facilitated people to choose work to be involved in was seen 

to contribute to this innovation and creativity. This allowed for staff to be opportunistic and 

progressive. A number of participants noted how the School had benefited from what they 

perceived to be a progressive attitude.  

I think that thing that ΧΧ ǎŀƛŘ ōŜŦƻǊŜ ƛǎ ǊƛƎƘǘ ŀōƻǳǘ ǘƘŀǘ ƪƛƴŘ ƻŦ ƘŀǾŜ ŀ Ǝƻ ƻǊƛŜƴǘŀǘƛƻƴΦ !ƴŘ L ǘƘƛƴƪ ǘƘŜ 
{ŎƘƻƻƭ Ƙŀǎ ŘƻƴŜ ǿŜƭƭ ƻǳǘ ƻŦ ƘŀǾŜ ŀ Ǝƻ ƻǊƛŜƴǘŀǘƛƻƴ ŀƴŘ L ǘƘƛƴƪ ȅƻǳ ƪƴƻǿ ǘƘŀǘΩǎ ǊŜŦƭŜŎǘŜŘ ƛƴ ǘƘŜ ƪƛƴŘ ƻŦ 
ŘƛǾŜǊǎƛǘȅΣ ȅƻǳ ƪƴƻǿΣ ƛǘΩǎ ŀ ƳǳŎƘ ƳƻǊŜ ŘƛǾŜǊǎŜ school than most schools of nursing are. Do you know 
what I mean, you know, a psychology programme, psychotherapy programme, nursing and so on. 
There is a wide range of activity going on. (P: 15, FG2) 
 
So I suppose one of the things that I really like about the school is the fact that as I see it is innovative 
ŀƴŘ ȅƻǳ ƪƴƻǿ ǿƘƛƭŜ ŀƭƭ ƛƴƴƻǾŀǘƛƻƴǎ ŘƻƴΩǘ ƎŜǘ ƻŦŦ ǘƘŜ ƎǊƻǳƴŘ L ǘƘƛƴƪ ǘƘŀǘ ǘƘŜǊŜ ƛǎ ŀƴ ƻǇŜƴƴŜǎǎ ǘƻ 
innovation and an openness to trying to work together to benefit the student and alongside it being 
meaningful, I think you have to have that, well I have to have that bit which is like new areas of 
innovation in your particular field. (P: 4, II) 

 
  
Creativity was also perceived by participants as essential for their own happiness at work.  The 

academic role was described in creative terms. Developing new knowledge, disseminating this 

knowledge and teaching were all seen as creative endeavours. 

You are allowed to, for want of a better way of describing it dream of something and try it. If it goes 
well, thankǎ ōŜ ǘƻ DƻŘ ƛǘ ǉǳƛǘŜ ƻŦǘŜƴ ŘƻŜǎΦ {ƻƳŜǘƛƳŜǎ ƛǘ Ƨǳǎǘ ŘƻŜǎƴΩǘ Ǝƻ ǘƘŜ ǿŀȅ ȅƻǳ ǿŀƴǘŜŘ ƛǘ ǘƻ ƎƻΦ 
.ǳǘ ǿƘŜƴ ƛǘ ŘƻŜǎƴΩǘ Ǝƻ ǘƘŜ ǿŀȅ ȅƻǳ ǿŀƴǘŜŘ ƛǘ ǘƻ Ǝƻ ƛǘ ŘƻŜǎƴΩǘ ŦŜŜƭ ƭƛƪŜ ŀ ǿŜƛƎƘǘ ƻƴ ȅƻǳǊ ǎƘƻǳƭŘŜǊǎΣ 
you have made a mistake and now you need to cover it up or whatever you need to do. You get on 
with it. You get past it. (P: 3, II)  

 
And  

 {ƻ L ƎǳŜǎǎ ōŜƛƴƎ ƛƴǾƻƭǾŜŘ ƛƴ ǘƘŜ ŘŜǾŜƭƻǇƳŜƴǘΣ ŎǊŜŀǘƛƻƴ ŀƴŘ ǳǘƛƭƛǎŀǘƛƻƴ ƻŦ ǎƻƳŜǘƘƛƴƎ ǘƘŀǘΩǎ ǳǎŜŦǳƭ ŀƴŘ 
meaningful to students also brings happiness. (P: 3, II) 
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Creativity had been shown to correlate with positive affect in the workplace both in terms of being a 

consequence of positive affect and of being a cause of positive affect (Amabile et al. 2005). This is 

essential in a changing and challenging internal and external environment. It is interesting to note 

that participants in this study identified its importance for their happiness at work and furthermore 

perceived this to be an existing strength of the School. 

Meaningful work is essential to how many of the participants saw their happiness at work and most 

participants noted this.  

.ǳǘ L ǎǳǇǇƻǎŜ ǘƘŜǊŜΩǎ Ƨǳǎǘ ŀ ǎƭƛƎƘǘ ŘƛŦŦŜǊŜƴŎŜ ǘƘŜǊŜ ŦƻǊ ƳŜ ŀƴȅǿŀȅΦ  L ǘƘƛƴƪ ǘƘŜ ǿƻǊƪ ƛǎ ǾŜǊȅ ƛƳǇƻǊǘŀƴǘΣ 
the actual work, do you know.  Obviously your colleagues are extremely important, you know, but the 
ǿƻǊƪ ƛǘǎŜƭŦΣ L ŎƻǳƭŘ ōŜ ǎǳǊǊƻǳƴŘŜŘ ŀǎ L ŀƳ ōȅ ǇŜƻǇƭŜ L ǿƻǳƭŘ ŎƻƴǎƛŘŜǊ ǘƻ ōŜ ǾŜǊȅ ŘŜŀǊ ŦǊƛŜƴŘǎ ōǳǘ ƛŦ LΩƳ 
ƴƻǘ ŘƻƛƴƎ ǎƻƳŜ ǿƻǊƪ ǘƘŀǘ L ŎƻƴǎƛŘŜǊ ǘƻ ōŜ ƳŜŀƴƛƴƎŦǳƭΣ LΩŘ ǊŀǘƘŜǊ ƘŀǾŜ ǘƘƻǎŜ ŦǊƛŜƴŘǎ ƻǳǘǎƛŘŜ ƻŦ ǿƻǊƪ 
than in the workplace, where I can really get my teeth stuck into it. (P: 21, CM: 2) 

 

Meaningful work was perceived in terms of work that was congruent with participantsΩ values and 

with how they perceived themselves as people. The following two quotes demonstrate this 

congruence.  

You know I really feel like that, in that congruence is very important to me that things fit together.  
You know my values of my person who comes into work, fits, and I think I do feel happy when that 
ƘŀǇǇŜƴǎΦ  ²ƘŜƴ L ŦŜŜƭ ǘƘŀǘ LΩƳ Ƙŀving a meaningful something, you know experience. (P: 6, CM: 2) 

 
²Ŝ ŘƻƴΩǘ Ǝƻ ƻǳǘ ǘƻ ŀƛƳ ŦƻǊ ƘŀǇǇƛƴŜǎǎ ƻǊ ǘƻ ŜȄǇƭƛŎƛǘƭȅ ǇǳǊsue happiness.  Happiness is something that 
comes out of doing things that are consistent ǿƛǘƘ ǿƘŀǘΩǎ ƛƳǇƻǊǘŀƴǘ ǘƻ ǳǎ ŀƴŘ in some sense, kind of, 
happiness comes out of being what we are, do you know.  (P: 15, CM:2) 

 
 
Meaningful work was also construed in terms of the impact that the work had either on the 

students, their patients or the academic community at large. One participant noted this as a 

contribution to άǘƘŜ ƎǊŜŀǘŜǊ ƎƻƻŘέΦ People perceived that their work contributed either directly or 

indirectly through others to improving the wellbeing of people either through the education of 

students or the development of new knowledge related to health and wellbeing.  

I feel that I am making a difference in a few different ways and the happiest way, I am putting this in 
order of import, the happiest thing is that I believe that I am making a difference is to the care of 
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people, sick people out there eh, albeit indirectly at this point . I wish it was more direct but at the 
moment my role is in indirectly. I feel I am making a difference to the progression of students to the 
(pause) and I guess to the difference to nursing, a difference to the standard of care ǘƘŀǘΩǎ 
administered to people. (P: 3, II) 

 
So I was trying to think about things that kind of where, you know, you could say that you are 
ŀŎǘǳŀƭƭȅ ōŜƛƴƎ ƘŀǇǇȅ ƛƴ ǿƻǊƪ ŀƴŘ L ǘƘƛƴƪ ŦƻǊ ƳŜ ǘƘŀǘΩǎ ǾŜǊȅ ƳǳŎƘ ŀōƻǳǘ ŘƻƛƴƎ ǎƻƳŜǘƘƛƴƎ ǘƘŀǘΩǎ 
meaningful and something that I feel makes a difference. In my case I think it makes a difference to 
the students and in turn makes ŀ ŘƛŦŦŜǊŜƴŎŜ ǘƻ ǇŜƻǇƭŜǎΩ lives. (P: 4, II)  

 

Variety and diversity in the work were perceived by participants as something which contributed to 

their happiness at work.  Varied work was noted by participants to be strength of the School. The 

academic role is itself varied with teaching / learning, research and administration being the three 

main pillars of academic work. Within these areas, however, there much variety which was 

perceived by participants to be a contributor to their happiness on a day to day and sometimes 

minute to minute timeframe.  

I actually think one of the really interesting notions about this work, the work we do here, is that 
even the concept of having a bad day is actually quite a difficult one, because you might have a bad 
hour and then you go to do something else and that shifts the mood around ŎƻƳǇƭŜǘŜƭȅΦ LΩǾŜ ƘŀŘ 
mornings where I come in and thingǎ ǿƻǳƭŘƴΩǘ ōe going right,  and ȅƻǳΩŘ ōŜ ƎƻƛƴƎΣ hƘ Ƴȅ DƻŘΣ ŀƴŘ 
then I have to go down to teach a class and my mood is completely lifted by ǘƘŜ ǘƛƳŜ LΩǾŜ ŎƻƳŜ ƻǳǘ ƻŦ 
that. (P: 13, CM: 1) 

 
Variety in the day to day work and variety within areas such as teaching were perceived by 

participants to contribute to their interest in and motivation for work. One participant noted  

 
You know there is a great amount of variety and it helps you not to get too bored. Just when you are 
about to get really bored with something then there is something that you can kinda do. (P: 13, CM: 
1) 

 
 
This variety allowed for people to engage in and choose work which they perceived to be 

challenging, which stretched them and as one participant put it  

Actually going outside of your comfort zone.  (P:3, CM: 3) 

A number of participants noted the importance of challenging work for happiness. When talking 

about one approach to teaching on a module a participant noted 
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But I see how the other way is more challenging.  Drugs in Society3 is a much more challenging way 
ǘƻ ǘŜŀŎƘ ōǳǘ ƛǘΩǎ ōŜǘǘŜǊΣ ōǳǘ L ǘƘƛƴƪ ȅƻǳ ƪƴƻǿ ƛǘΩǎ ƪƛƴŘ ƻŦ ōǊƛƴƎƛƴƎ ǘƘŜ ƳƻǘƛǾŀǘƛƻƴ ƛƴǘƻ ǘƘŀǘΣ ǘƻ Řƻ ƛǘΣ 
ǎƻƳŜǘƘƛƴƎ ǘƘŀǘΩǎ ǇǊƻōŀōƭȅ ƳƻǊŜ ŘƛŦŦƛŎǳƭǘ ǘƘŀǘ ǿƘŀǘΩǎ been done before.  Fulfilling! (P: 6, CM: B)  

 
A number of participants noted the importance of choosing and seeking out challenging work in 

order to find fulfilment and satisfaction. The following excerpt demonstrates the significance of this 

for enduring happiness at work.  

But I think even as a positive person you have to work at being happy and everything in work 
becomes habitualised, you know, and eventually the happiness with each activity that you engage in, 
it plateaus and then starts falling so.  And I kind of recognised that, I think when I came in here, 
because I guess I love nurǎƛƴƎΣ ōǳǘ L ƭŜŦǘ ǿƘŜƴ Ƴȅ ƘŀǇǇƛƴŜǎǎ ƘŀŘ ǊŜŀŎƘŜŘ ŀ ƭŜǾŜƭ ǿƘŜǊŜ L ǿŀǎƴΩǘ 
getting the satisfaction anymore.  Stress was out-ǿŜƛƎƘƛƴƎ ƘŀǇǇƛƴŜǎǎ ŀƴŘ L ŦŜƭǘ L ǿŀǎƴΩǘ ŀōƭŜ ǘƻ ƎƛǾŜ 
as much as I could, the person that I wanted to be and so I came here and loved everything, and you 
know found happiness in the newness of jobs in lecturing, in educating, in being able to bring people 
on a learning journey.  But then eventually you can go, oh, the job satisfaction eventually starts 
waning with that too, and I recognise iǘ ŀƴŘ L ǎŀȅΣ ƻƘ ƎƻǎƘΣ ǘƘŀǘΩǎ ǎƻƳŜǘƘƛƴƎ LΩƳ ƳƛǎǎƛƴƎ ŀƎŀƛƴΣ ǎo 
how do I get that back again. ( P:11, CM:3) 

 
Variety, creativity and meaning in work are all components of challenging and engaging work. They 

provide opportunities for individuals to grow reach their potential and self-actualise.  

6.5.3. Development and learning 

Development and learning is the third subtheme of the main theme of Fulfilment. Again participants 

identified these as strengths of the school and of significant importance to their happiness at work.   

A number of participants noted the importance of doing their doctoral programmes while working in 

the School. They noted the significant support for these studies both financial and time to advance 

and complete their studies. Doctoral work was perceived as an essential part of research training 

and the development of academic expertise. One participant noted  

I guess ǘƘŀǘΩǎ ǘƘƛƴƎ ƘŀǇǇƛƴŜǎǎ ǊŜƭŀǘŜǎ ǘƻ ƘŀǾƛƴƎ ŀ ŎƻƴŦƛŘŜƴŎŜ ƛƴ ǿƘŀǘ ȅƻǳ ŀǊŜ ŘƻƛƴƎ ŀƴŘ ǘƘŀǘ ŎƻƳŜǎ 
with learning, I guess expertise. What I aƳ ǘŀƭƪƛƴƎ ŀōƻǳǘ ǘƘƛǎ Ƴȅ ǇŜǊǎƻƴŀƭ ŜȄǇŜǊǘƛǎŜΣ LΩƳ ŀŦǊŀƛŘ L ŀƳ 
cautious using the word expertise in my name but there is a personal expertise in terms of dealing 
with people and that  and I feel that the environment certainly develops that. But on an academic 
ŜȄǇŜǊǘƛǎŜΣ ǘƘŀǘΩǎ ŘŜǾŜƭƻǇƛƴƎΦ ¢ƘŀǘΩǎ ŎƻƳƛƴƎ ǿƛǘƘ ǘƘŜ ŘƻŎǘƻǊŀƭ ǎǘǳŘȅ ŀƴŘ ǘƘŀǘΦ .ǳǘ ƛǘΩǎ ŀ ǾŜǊȅ ƘŀǇǇȅ 
place to be. (P: 3, II)  

  
                                                           
3
 Module name 
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Other existing opportunities and support for professional development were noted by staff as were 

a number of actions proposed in the plan for the school developed by participants. Expertise and 

competence were identified as important both individually and for the School by participants. This 

development of expertise was considered particularly pertinent in terms of competing in the current 

economic climate.  

L ǘƘƛƴƪ ŜƳΣ L ŘƻƴΩǘ ƪƴƻǿ ƳŀȅōŜ ǇŜƻǇƭŜ Řƻƴϥǘ ŀƎǊŜŜ ǿƛǘƘ ƳŜ ōǳǘ L ŀŎǘǳŀƭƭȅ ǘƘƛƴƪ ǘƘŜ ŦŀŎǘ ǘƘŀǘ ǿŜ ƘŀǾŜ 
got nearly 50% of our staff with a PhD. level and we have grown an awful lot in house has got to be 
one of our best strengths because moving forward with the economic turn we need to know that we 
have the capacity within our school to develop out. (P: 20, FG: 1) 

 

A number of participants also noted the importance of learning on the job and through the work and 

how that contributed to their growing competence and happiness. 

6.5.4. Feedback 

Feedback was seen as an important aspect of participantsΩ fulfillment at work. Participants valued 

both formal and informal feedback and were happy if it came from students, colleagues or 

management.  Feedback from students seemed to be particularly meaningful. This was important in 

relation to making a difference to students learning or alternatively just being acknowledged.  One 

participant noted  

!ƴŘ ǘƘŜƴ ȅƻǳ ƪƴƻǿ L ǎǳǇǇƻǎŜ ǿƘŀǘΩǎ ŀƭǎƻ ƴƛŎŜ ŀōƻǳǘ ǘƘŀǘ is the students give you feedback. They say 
ǘƘŀǘ ǿŀǎ ǊŜŀƭƭȅ ƘŜƭǇŦǳƭ ƻǊ L ƘŀŘƴΩǘ ǘƘƻǳƎƘǘ ŀōƻǳǘ ƛǘ ǘƘŀǘ ǿŀȅ, or can we do more of that. When they 
say that, you come out feeling really happy. (P: 2, II) 
 
Another participant added 

Yea I suppose moving on from what you are saying is kind of getting feedback as well. It increases for 
me anyway job satisfaction come back to what you are saying but even I think not just from 
ŎƻƭƭŜŀƎǳŜǎ ōǳǘ ŦǊƻƳ ǎǘǳŘŜƴǘǎ ŀƴŘ ƎŜǘǘƛƴƎ ǎǘǳŘŜƴǘ ǊŜŎƻƎƴƛǘƛƻƴ ǿƘƛŎƘ ƛǎƴΩǘ ǾŜǊȅ ƻŦǘŜƴ ŘƻƴŜ ŀnd I know 
like recently with our current fourth years we have had a lot of difficulties with them and at the end 
of it they sent a bunch of flowers. That to me was worth anything cos it made me feel well ok there 
ǿŀǎƴΩǘ ƳǳŎƘ L ŎƻǳƭŘ Řƻ ŀōƻǳǘ ƛǘ ōǳǘ ǿŜ ǿƻǊƪ together and that kind of meant well at least we must 
ōŜ ŘƻƛƴƎ ǎƻƳŜǘƘƛƴƎ ǊƛƎƘǘΦ aƛƎƘǘƴΩǘ ƘŀǾŜ ōŜŜƴ ōǳǘ L ŦŜƭǘ ǘƘŀǘΣ Ƨƻō ǎŀǘƛǎŦŀŎǘƛƻƴ. (FG: 2, P: 8) 
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While acknowledgement was important to participants, receiving formal feedback from 

management was viewed by participants as an important part of progressing their work. Participants 

noted that at one point there was a formal performance review system in the School this had had 

discontinued some time before because of industrial relations difficulties.  In the main participants 

appeared to value this in terms of having an opportunity to spend individual time with someone 

from management, review performance from the previous year, receive feedback and set goals for 

the upcoming year.  

I think it think it makes a difference when people tell you that you are doing it right you know that 
you are meeting your objectives and you are where you should be. You know it makes a big 
difference to hear that because I would never, from my point of view I would never be sure myself, so 
the more people tell me that the better I perform. So I ǎǳǇǇƻǎŜ LΩƳ ƘŀǇǇƛŜǊ ǘƻ ƪƴƻǿ ǘƘŀǘ L ŀƳ ŘƻƛƴƎ 
what I should be doing. (P: 14, FG: 2) 

 
In addition to reviewing the achievement or not, the provision of formal feedback encouraged 

participants to take on new opportunities and new challenges.  This was perceived as being 

developmental in nature. 

But I do, I think the performance review were good in a sense that, you know, that they might make 
ȅƻǳ ǇǳǎƘ ȅƻǳǊǎŜƭŦ ǘƻ ƳŀȅōŜ ŀ ǊƻƭŜ ȅƻǳ ǿƻǳƭŘƴΩǘ ƻǊ ȅƻǳ ƪƴƻǿ L ǘƘƛƴƪ LΩƭƭ ǘŀƪŜ ŀ ǊƻƭŜ ǳǇ ƘŜǊŜ ƻǊ ǘƘŜǊŜ 
that, fearful maybe then the someone would say oh no you will be ok, you know. I think that is good 
because it does push you, you need to be pushed to a certain level. And getting, as you say, getting 
feedbacƪ ƻƴ  Ƙƻǿ ȅƻǳ ŀǊŜ ŘƻƛƴƎ ōŜŎŀǳǎŜ ǿŜ ŘƻƴΩǘ ƎŜǘ ǘƘŀǘ ƭƛƪŜ ǿŜ ŀǊŜ ŀƭǿŀȅǎ ƎƻƛƴƎ ƻƴ ŀōƻǳǘ 
feedback for students and how important it is and sure we could be sailing along and we could be 
making like one hundred and one mistakes and I might never know it. (P: 8, FG: 2) 
 
and 

 
And being given positive feedback, which was invaluable to me. I think like that that has really helped 
me progress in what I do. (P: 8, FG: 2) 
 

6.5.5. Values 

The final subtheme in the theme Fulfilment at work is Values. Participants saw values and their 

enactment as an important part of their happiness at work. ParticipantsΩ perceptions of how both 

they and students were treated were seen to be integral to how they worked.  Participants in the 
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main felt that they were treated respectfully and were trusted to do their jobs without over scrutiny.  

This enabled participants to work autonomously and with a sense of integrity.  

PǊƛƻǊ ǘƻ ŎƻƳƛƴƎ ƘŜǊŜ L ǿƻǊƪŜŘ ƛƴ ǇǊƛǾŀǘŜ ƛƴŘǳǎǘǊȅ ǿƘŜǊŜ ȅƻǳ ŘƛŘƴΩǘ ǊŜŀƭƭȅ ƘŀǾŜ ǘƘŀǘ ŀƳƻǳƴǘ ƻŦ ǘǊǳǎǘ 
everyone was always checking uǇ ƻƴ ǿƘŀǘ ȅƻǳ ǿŜǊŜ ŘƻƛƴƎ ǿƘŜǊŜ ƘŜǊŜ LΩƳ ƴƻǘ ǎǳǊŜ ǿƘŜǊŜ ƘŜǊŜ L ŀƳ 
ƴƻǘ ǎŀȅƛƴƎ ǘƘŀǘ ƴƻōƻŘȅ ŎƘŜŎƪǎ ǳǇ ƻƴ ȅƻǳΣ L ŘƻƴΩǘ ƪƴƻǿ ǿƘŜǘƘŜǊ ǘƘŜȅ Řƻ ƻǊ ƴƻǘ (laughterύ ōǳǘ LΩƭƭ ǎŀȅ 
that it's left to your own integrity. You have a job to do and ƛǘΩǎ up to you to go and do it. I do find as 
well on trust that you are left to your own devices, you are able to manage yourself and do what you 
ƘŀǾŜ ǘƻ Řƻ ŀƴŘ ƛǘϥǎ ȅƻǳǊ ƻǿƴ ƛƴǘŜƎǊƛǘȅ ǘƘŀǘΩǎ ŀǘ ǎǘŀƪŜ ŀƴŘ ƛŦ ƛǘϥǎ ƴƻǘ ŘƻƴŜ ǘhen you have to account for 
it. (P: 22, FG: 1) 

 
Participants also perceived that this culture of trust enabled them to be more creative and to try out 

new things  

Also that project itself enabled me to be creative about my teaching and learning and that was 
innovative in itself I guess and had I not have worked in ǘƘƛǎ ŜƴǾƛǊƻƴƳŜƴǘ L ǿƻǳƭŘƴΩǘ ƘŀǾŜ ōŜŜƴ 
facilitated to do that and so eh, I guess that involved an element of trust between the School, the 
IŜŀŘ ƻŦ {ŎƘƻƻƭ ǘƻ ōŜƭƛŜǾŜ ƛƴ Ƴȅ ǿƻǊƪ ŀƴŘ ŀƭǎƻΣ ǘƘŀǘ ǿŀǎ ƴƛŎŜΦ ¢ƘŀǘΩǎ ƻƴŜ ƻŦ ǘƘŜ ŦƻǳƴŘŀǘƛƻƴs I think of 
happiness is trust. (P: 3, II)   

 
So now I work in, the reason why I am telling you this is so that it does relate because it is a complete 
contrast and so the feeling that I am being trusted and having flexibility is I think in people who 
(pause) are happy to take responsibility fosters that development and fosters personal growth and 
you know, it makes me happy anyway. (P: 3, II) 

 
Treating each other respectfully was also noted as being important to happiness in the work context.  

Staff were seen, in the main, as respectful irrespective of level of authority or discipline. 

L ǘƘƛƴƪ ǿŜ Řƻ ŀƴŘ ǘƘŜ ƻǘƘŜǊ ǘƘƛƴƎ L ǿŀǎ ǘƘƛƴƪƛƴƎ ŀōƻǳǘ ƛǎƴΩǘ ƛǘΣ ǿŜƭƭ ŦƻǊ ƳŜ ƛǘ ƛǎ ŦǳƴŘŀƳŜƴǘŀƭƭȅ ŀōƻǳǘ 
how people treat each other.  If we treat each other well I am more likely to be happy and by that I 
mean people not being rude, bullying, you know, what else? (P: 6, FG: 2) 

Nice and that they respect. I think it is all about respect. (P: 21, FG: 2) 

 
Some participants noted an attitude and culture within the School which facilitated staff to engage 

in work that was consistent with their values and beliefs. The following excerpt highlights this 

You know I really feel like that, in that congruence is very important to me that things fit together.  
You know my values of my person who comes into work, fits, and I think I do feel happy when that 
ƘŀǇǇŜƴǎΦ  ²ƘŜƴ L ŦŜŜƭ ǘƘŀǘ LΩƳ ƘŀǾƛƴƎ ŀ meaningful something, you know experience. (P: 6, CM: 2) 
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6.6. Community  

The fourth main theme identified was that of community. Other staff members, their personal 

characteristics along with working and personal relationships were integral to how the participants 

went about and enjoyed their work. This was a consistent theme across interviews and focus groups.  

6.6.1. Collegial characteristics 

Workplace collegiality was extremely important to participants in this study and the nature and 

ŎƘŀǊŀŎǘŜǊƛǎǘƛŎǎ ƻŦ ǿƻǊƪǇƭŀŎŜ ŎƻƭƭŜŀƎǳŜǎ ǿŜǊŜ ŎŜƴǘǊŀƭ ǘƻ ǇŜƻǇƭŜΩǎ ŜȄǇŜǊƛŜƴŎŜΣ ǎŜƴǎŜ ƻŦ ŎƻƳƳǳƴƛǘȅ 

and happiness at work. The workplace was perceived as a friendly and open environment as a result 

of work colleagues and their personal and professional characteristics.  This friendliness amongst 

staff, irrespective of levels of authority, resulted in an informal working environment where people 

could seek help or work together on things which particularly interested them.  Participants 

described the friendliness and niceness of work colleagues and in particular, one participant noted 

the significance of work colleagues for her motivation to come to work, indicating more than just a 

collegial relationship.   

I ǿƻǳƭŘƴΩǘ ǊŜŀƭƭȅ ōŜ ƘŜǊŜ ƛŦ ǎƻƳŜbody got me stuffing envelopes.  I probably would, ōǳǘ L ǘƘƛƴƪ ƛǘΩǎ 
ǘƘŀǘ ǎŜƴǎŜ ǘƘŀǘ ȅƻǳ ǿƻǳƭŘ ŀŎǘǳŀƭƭȅ Ƴƛǎǎ ǇŜƻǇƭŜ ƛŦ ȅƻǳ ǿŜǊŜƴΩǘ ƎƻƛƴƎ ǘƻ ǿƻǊƪ, like if you won the 
lottery. (P: 6, FG, 2) 

The importance of this for the working experience and for opportunities to extend oneself was 

highlighted in a further excerpt from that participant     

L ǿŀǎ ǊŜƳƛƴŘƛƴƎ ƳȅǎŜƭŦ ƛǘΩǎ ŘŜŦƛƴƛǘŜƭȅ ǘƘŜ ƴƛŎŜǎǘ ǇƭŀŎŜ ŀƴŘ L ƻƴƭȅ ŜǾŜǊ ǿƻǊƪŜŘ ŀƴȅǿƘŜǊŜ ŦƻǊ ŀōƻǳǘ ǘǿƻ 
years before and really feeling my horizons now are really shifting but I was talking to someone who 
worked in a former department I worked in, an academic department and just even the way he was 
talking about it in a very dreary way made me really think of what we have. From a sociability point 
of view, general niceness of people, you know, willingness to get involved in things. It reminded me, 
and they have a much smaller department which maybe then they are under more pressure in 
ǾŀǊƛƻǳǎ ǿŀȅǎ ōǳǘ ƛǘΩǎ ǉǳƛǘŜ ŀ ŎƻƴǘǊŀǎǘ ǘƻ Ƴȅ ŜȄǇŜǊƛŜƴŎŜ ƴƻǿΦ (P.12 FG: 1) 

 
Willingness to take a risk with something new was construed as a further characteristic of colleagues 

which enriched the working experience and collaborative working. 
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Staff knowledge and professional expertise particularly in the context of the interdisciplinary nature 

of the staff group and their willingness to share this expertise when working collaboratively, was also 

viewed as important and a strength of the School. One participant noted  

I would say that when we were developing the Health and Society Degree to be able to develop a 
ƴŜǿ ŘŜƎǊŜŜ ŘǊŀǿƛƴƎ ƻƴ ŜȄƛǎǘƛƴƎ ŎƻƭƭŜŀƎǳŜǎ ŀƭǘƘƻǳƎƘ ǘƘŜȅ ǿƻƴΩǘ ōŜ ǘŀƭƪƛƴƎ ǘƻ ǳǎ ōȅ ǘƘŜ ŜƴŘ ƻŦ ƛǘ 
(laugh) none the less being able to draw on those and people genuinely being interested in that. ( P: 
6, FG: 2) 

 
It was perceived that there was a huge amount of interdisciplinary knowledge and expertise in the 

school and this was a significant competitive strength in the current economic climate when the 

school was seeking to differentiate itself from other similar schools in other institutions.  

Generally participants noted the friendliness of staff as a School strength in contrast one participant 

noted that people were not always as friendly as was being presented. The following illustrates a 

sense of isolation experienced by a new member of staff raising questions about the friendliness of 

staff indicated by other participants. 

But then as someone who was new, I often think before R ( Colleagues name) moved into the office 
ǘƘŀǘ L ŎƻǳƭŘ ŘƛŜ ƛƴ ǘƘŜ ƻŦŦƛŎŜ ŀƴŘ L ǿƻǳƭŘƴΩǘ be found until the smell, ǎƻ ǘƘŀǘΩǎ Ƨǳǎǘ ŀǎ ŀ ƴŜǿ ǇŜǊǎƻƴ ƛƴ 
ǘƘŜ ǇƭŀŎŜΦ {ƻ ǘƘŀǘΩǎ ƴƻǘ ŀōƻǳǘ ƘŀǇǇƛƴŜǎǎΣ ǘƘŀǘΩǎ ŀōƻǳǘ ǳƴƘŀǇǇƛƴŜǎǎ. (P: 5, FG: 1) 

 
While in the main friendliness of staff had a positive impact on others in the school this particular 

viewpoint indicates the importance of ensuring that new staff and people unfamiliar with the 

department are included from the outset. 

6.6.2. Relationships 

Characteristics of colleagues were perceived to contribute to the relationships that existed among 

staff within the School and how people worked together.  Relationships within the school were 

viewed as strong.  These were perceived as collegial with staff members wanting to be involved with 

each other and happy to work together. This was perceived by a number of participants as different 

to previous or other workplaces. 



116 
 

But there is a real sense that people want to be engaged with each other. The majority want to be 
engaged with each other. I think that makes a big difference, like there ƛǎƴΩǘ ǘƘŜ kind of cynicism that 
you might come across like again having come from the health services there is always a kind of 
ŎȅƴƛŎƛǎƳ ŀōƻǳǘ ǿƘŀǘ ƳƛƎƘǘ ƘŀǇǇŜƴ ƻǊ ǿƘŀǘ ƳƛƎƘǘ ŎƘŀƴƎŜΦ ¢Ƙŀǘ ŎȅƴƛŎƛǎƳ ŘƻŜǎƴΩǘ ǎŜŜƳ ǘƻ ƘŀǾŜ ŎƻƳŜ 
with the majority of us who have come from the health system and brought forward into this 
ŘŜǇŀǊǘƳŜƴǘ ŀƴŘ ǘƘŀǘΩǎ ǊŜŀƭƭȅ ǳǎŜŦǳƭ ǘƘŀǘ ǘƘŀǘΩǎ ƴƻǘ ǘƘŜǊŜΦ (P: 10, FG: 1) 

 
It was just, I think there are places still other Schools of Nursing where there relationships would not 
be as good. I am not saying people are all one hundred percent smooth or whatever but just 
generally there is a good working relations. (P: 6, FG: 2) 

 
While normally good working relationships were perceived to exist within the School resulting in 

effective teamwork, similar good relationships were perceived to exist more broadly with other 

university colleagues and with the students. Such relationships were construed in terms of 

respectful, collaborative and engaged activities. Teamwork was noted as being strong in the school 

with openness in relation to how teams construct their membership.  Aside from programme teams, 

staff were usually invited to become involved in and put themselves forward for other School 

activities.  

DŜƴŜǊŀƭƭȅ ǎǇŜŀƪƛƴƎ ǿƘŜƴ ȅƻǳ Ǝƻ ƛƴ ǘƻ ƘŀǾŜ ŀ ǇǊƻƎǊŀƳƳŜ ǘŜŀƳ ƳŜŜǘƛƴƎ ǘƘŜǊŜΩǎ ŀ ƎƻƻŘ ŀǘƳosphere, 
a bit of humour. You get work done. Em you throw in ideas, sometime they are accepted, sometimes 
they are thrown out but generally speaking you feel like there is a sense of collaboration and that like 
we are all singing from the same hymn sheet and we have a kind of a similar vision and so that kind 
of collaboration and the working together is very helpful. (P: 2, II) 

 
Diversity of the staff ƳŜƳōŜǊǎΩ backgrounds was perceived to contribute to the strength of 

programme, research teams and to the larger School team.  Good working relationships were 

considered to be the norm and relationships across the school were considered to be like that of one 

big team. 

Social relationships were also perceived to be important. Such relationships were important from a 

support perspective, particularly considering the flexible and autonomous work practices which exist 

within the school, the potential for working alone could be isolating.  One participant noted the 

importance of such relationships  
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but you also then for me I also look forward to the days that you are in here and you get to meet your 
colleagues and get to feel like debrief on whatever is going on. You kind of appreciate that as well 
when you are here. (P: 14, FG: 2) 

 

The importance of the social side of relationships was noted in the context of building work which 

was being carried out in the School and necessitated the temporary closure of the informal coffee 

area on the staff corridor.    

You know in terms of when you are talking about the happiness feeling you go around there and you 
maybe sit for twenty minutes of a half an hour at lunch time and you have a bit of crack with people 
ŀƴŘ ǘƘŜǊŜΩǎ ŀ ōƛǘ ƻŦ Ŧǳƴ ŀƴŘ ŀ ƭŀǳƎƘ ŀƴŘ L ŀŎǘǳŀƭƭȅ Ƴƛǎǎ ǘƘŀǘ ŀƴŘ ȅƻǳ ǘŜƴŘ ǘƻ ŦŜŜƭ ŀ ōƛǘ ƳƻǊŜ ƛǎƻƭŀǘŜŘ 
ōŜŎŀǳǎŜ ǘƘŀǘΩǎ ǘƘŜ ƻƴƭȅ ǘƛƳŜ L ƳŜŜǘ ǇŜƻǇƭŜ ǿƘƻ ŀǊŜƴΩǘ ƛƴ ƻǳǊ ǇǊƻƎǊŀƳƳŜ Ŏƻǎ ȅƻǳ ŘƻƴΩǘ ƘŀǾŜ 
ǎǘǊǳŎǘǳǊŜŘ ƻǊ L ŘƻƴΩǘ ƘŀǾŜ ŀ ǎǘǊǳŎǘǳǊŜ ǘƻ Řƻ ǘƘŀǘ. (P: 4, II)  

6.6.3. Belonging 

Participants noted that they were happy to be identified with the School and to see themselves as 

part of something bigger than themselves.  They were proud of the successes and achievements of 

the School in what they perceived to be a relatively short period of time and were proud of the 

diversity of the staff group.  This, they believed, differentiated the School from other similar schools 

and had ensured the development of a number of novel educational programmes unique to the 

School.   

And then I suppose moving on from that I suppose you get a sense of pride in where you are actually 
ǿƻǊƪƛƴƎΣ LΩƳ ǘŀƭƪƛƴƎ ǘƻƻ Ƴǳch here, but you get a sense of pride about the organisation you are in 
ŀƴŘ LΩƳ ǎǳǊŜΣ ǇŜƻǇƭŜ ƻŦǘŜƴ ǎŀȅ ǘƻ ƳŜ ǿƘŜǊŜ ŀǊŜ ȅƻǳ ǿƻǊƪƛƴƎ ŀƴŘ ȅƻǳ ǎŀȅ ȅƻǳΩǊŜ ǿƻǊƪƛƴƎ ƛƴ ΧΧŀƴŘ 
ǘƘŜƴ L ŀƭǿŀȅǎ ǎŀȅ ǘƘŜ {ŎƘƻƻƭ ƻŦ bǳǊǎƛƴƎΦ L ǎƻǊǘ ƻŦ ŦŜŜƭ ǘƘŀǘ ȅƻǳ ǎƻǊǘ ƻŦ ƭƻƻƪ ŀǘ ΧΧ ŀƴŘ ȅou sort of sink 
Řƻǿƴ ǘƻ ǿƘŜǊŜ ȅƻǳ ŀŎǘǳŀƭƭȅ ǿƻǊƪ ŀƴŘ ȅƻǳ Ŏŀƴ ǎŜŜ ǘƘŜǊŜ ǘƘŜ ǇǊƛŘŜ ǘƘŀǘΩǎ ƛƴ ǘƘŀǘΦ LΩƳ ǇǊƻǳŘ ǘƻ ǎŀȅ ǘƘŀǘ 
L ŀƳ ƛƴ ΧΧΦŀƴŘ LΩƳ ŀƭǎƻ ǇǊƻǳŘ ǘƻ ǎŀȅ ǘƘŀǘ LΩƳ ƛƴ ǘƘŜ {ŎƘƻƻƭ ƻŦ bǳǊǎƛƴƎ ŀƴŘ ǘƘŀǘϥǎ ǿƘŜǊŜ ȅƻǳ 
ŜŦŦŜŎǘƛǾŜƭȅ ŀǊŜΦ {ƻ ƛǘΩǎ ǘƘŀǘ ǇǊƛŘŜ ŜƭŜƳŜƴǘ ŀƭǎƻ ǘƘŀǘ ŎƻƳŜǎ ƛƴǘƻ ƛǘ ǿƘƛŎƘ ƳŀƪŜǎ ȅƻǳ ŦŜŜƭ ƘŀǇǇȅΦ LΩƳ ǎǳǊŜ 
ǇŜƻǇƭŜ ƘŀǾŜ ǿƻǊƪŜŘ ƛƴ ƻǊƎŀƴƛǎŀǘƛƻƴǎ ǿƘŜǊŜ ȅƻǳ ŘƻƴΩǘ ǊŜŀƭƭȅ ǿŀƴǘ ǘƻ ǎŀȅ ǿƘŜǊŜ ȅƻǳ ǿƻǊƪ. (P: 22, FG: 
1) 

 
Particular events were important to the identity of individuals themselves but more importantly the 

identity of the School and the University.  The graduation ceremony was perceived to be an 

important exposure of the work done and the success attained by staff and students was an 

opportunity to proudly identify with the organisation.   
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I think thatΩǎ ƛƳǇƻǊǘŀƴǘΦ [ƛƪŜ ǘƘŜ ƎǊŀŘǳŀǘƛƻƴ ŎŜǊŜƳƻƴȅ L ǘƘƛƴƪ ǘƘŀǘΣ ǇǊƻōŀōƭȅ ƛŘŜƴǘƛŦȅ ǿƛǘƘ ȅƻǳǊ 
ƻǊƎŀƴƛǎŀǘƛƻƴΦ ¢ƘŜǊŜΩǎ ŀ ǘǊŜƳŜƴŘƻǳǎ ǎŜƴǎŜ ƻŦ ŀŎƘƛŜǾŜƳŜƴǘ ƻƴ ǘƘŜ ƻŎŎŀǎƛƻƴΦ DǊŀŘǳŀǘƛƻƴǎ ŀƴŘ 
/ƻƴŦŜǊǊƛƴƎ ŀǊŜ ƎǊŜŀǘ ŎŜǊŜƳƻƴƛŜǎ ŦƻǊ ōƻǘƘ ŦŀƳƛƭƛŜǎ ŀƴŘ ǎǘǳŘŜƴǘǎ ǘƘŀǘΩǎ ǿƘŀǘ L ǘƘƛƴƪ. Its' just for me its 
the most important occasion in the calendar. (P: 19, FG: 1) 
 
Visibility ǿŀǎ ǇŜǊŎŜƛǾŜŘ ǘƻ ōŜ ƛƳǇƻǊǘŀƴǘ ŦƻǊ ǇŀǊǘƛŎƛǇŀƴǘǎΩ identity.  Participants expressed pride when 

the University or School was represented on the media and were anxious that this was something 

that there should be more of.  

One of the things, in terms of our work, and it was mentioned about being knowledgeable and I 
ǎǳǇǇƻǎŜ ǘƘŜǊŜΩǎ ǎƻ Ƴŀƴȅ ¢± ǇǊƻƎǊŀƳƳŜǎ ƻƴ ŀǘ ǘƘŜ ƳƻƳŜƴǘΦ  LΩŘ ƭƻǾŜ ǘƻ ǎŜŜ ǘƘŜ ǇŜǊƘŀǇǎ {ŎƘƻƻƭ ƻŦ 
Nursing bŜƛƴƎ ƳƻǊŜ ǾƛǎƛōƭŜ ŀǘ ŀ ƴŀǘƛƻƴŀƭ ƭŜǾŜƭΣ ŎƻȊ L ǘƘƛƴƪ ǘƘŜǊŜΩǎ ǎƻƳŜ ŜȄǘǊŀƻǊŘƛƴŀǊȅ ǿƻǊƪ ƎƻƛƴƎ ƻƴ 
and I think, about the sense of identity when you see DCU and that, and we talk about it the 
ŦƻƭƭƻǿƛƴƎ Řŀȅ ŀǘ ŎƻŦŦŜŜΣ ōǳǘ ƭƛƪŜ ǿƘŜƴ ƛǘΩǎ ƻƴ ǘƘŜ ǊŀŘƛƻΣ L ǘƘƛƴƪ ƛǘΩǎ just great to see, you know, our 
ǎŎƘƻƻƭΦ  LΩŘ Ƨǳǎǘ ƭƻǾŜ ǘƻ ǎŜŜ ƻǳǊ ǎŎƘƻƻƭ ƳƻǊŜ ǾƛǎƛōƭŜ ƛƴ ǘŜǊƳǎ ƻŦ ǘƘŜ ƳŜŘƛŀΦ  ¸ƻǳ ƪƴƻǿ L ǘƘƛƴƪ ǘƘŜ 
general public pay an awful lot of money through taxes for us here, and I would really like to see us 
contribute more, even to Vincent Browne4, or any of the TV or radio programmes. I think that is really 
important. (P: 19, CM: 1) 

 
Being part of something and contributing to something bigger than themselves was noted by two 

participants as important for happiness at work  

LǘΩǎ ŀ ǎŜƴǎŜ ƻŦ ōŜƛƴƎΦ  LǘΩǎ ŀ ǎŜƴǎŜ ƻŦ ōŜƛƴƎ ǇŀǊǘ ƻŦ ǎƻƳŜǘƘƛƴƎ ŀƴŘ ƛǘΩǎ ŀ ǎŜƴǎŜ ŀŎǘǳŀƭƭȅ ōŜƛƴƎ ŀōƭŜ ǘƻ 
ŎƻƳŜ ǘƻ ŎƻƴǘǊƛōǳǘŜ ǘƻ ǎƻƳŜǘƘƛƴƎΦ  {ƻ ǘƘŜǊŜΩǎ ǘƘŜ ŜƭŜƳŜƴǘ ƻŦ ǎŀǘƛǎŦŀŎǘƛƻƴ ƛƴ ƛǘΣ ōǳǘ ǘƘŜ ǎŀǘƛǎŦŀŎǘƛƻƴ ƛƴ ƛǘ 
ŀǎ ŀƴ ŜƳǇƭƻȅŜŜΣ ŀǎ ŀ ǿƻǊƪƳŀǘŜΣ ōǳǘ ƛǘΩǎ ŀƭǎƻ ŀōƻǳǘ ƪƴƻǿƛƴƎ ǘƘŀǘ ǘƘŜǊŜΩǎ ŀ ǎŜƴǎŜ ƻŦ ōŜƛƴƎ ǇŀǊǘ ƻŦ 
ǎƻƳŜǘƘƛƴƎ ōƛƎƎŜǊΦ  L ǘƘƛƴƪ ǘƘŀǘΩǎ ŜǎǎŜƴǘƛŀƭƭȅ ǇŀǊǘ ƻŦ ƛǘ ΧΦLǘǎ ƛŘŜƴǘƛǘȅ. (P: 2, CM: 1) 

 
¢Ƙŀǘ ƛǘΩǎ ŀ ǎŜƴǎŜ ƻŦ ōŜƭƻƴƎƛƴƎ ǘƻ ȅƻǳǊ ƻǊƎŀƴƛǎŀǘƛƻƴ ƻǊ ōŜƭƻƴƎƛƴƎ ǘƻ ǇŀǊǘ ƻŦ ǎƻƳŜǘƘƛƴƎΣ ŦƻǊ ƳŜ ŀƴȅƘƻǿΣ 
what makes a big difference about happiness is a couple of things and I suppose that have happened 
in the last week when I was off work, where there were (name of university) related things, that had 
ƴƻǘƘƛƴƎ ǘƻ Řƻ ǿƛǘƘ ƳŜΣ ŀƴŘ L ǿŜƴǘ ƻƘ ȅŜŀƘ L ǿƻǊƪ ǘƘŜǊŜΣ LΩƳ ǇŀǊǘ ƻŦ ǘƘŀǘΦ  And you know they were 
simple things, like I was watching some ridiculous programme on TV last night on ( name of TV show) 
or something, in the ( name of venue) and oh ǘƘŀǘΩǎ ƛƴ ό ƴŀƳŜ ƻŦ ǳƴƛǾŜǊǎƛǘȅύ ǘƘŀǘΩǎ ǿƘŜǊŜ L ǿƻǊƪΣ ȅƻǳ 
know.  Or earlier on in the weeƪ LΩŘ ōŜŜƴ ǿŀǘŎƘƛƴƎ hǇŜǊŀǘƛƻƴ ¢ǊŀƴǎŦƻǊƳŀǘƛƻƴ5, I watched it on telly, 
ŀƴŘ ƘŜǊŜΩǎ ƻƴŜ ƻŦ ƻǳǊ ŎƻƭƭŜŀƎǳŜǎ ŀǇǇŜŀǊƛƴƎ ƻƴ ǘƘŀǘ ƻǊ ǿƘŀǘŜǾŜǊΣ ŀǎ ǎƻƳŜōƻŘȅ ǿƘƻΩǎ ŀŎǘƛǾŜƭȅ 
ŜƴƎŀƎŜŘ ƛƴ ǿƻǊƪƛƴƎ ǿƛǘƘ ǘƘŜ ǇǊƻƎǊŀƳƳŜΣ ŀƴŘ ǘƘƛƴƪƛƴƎΣ ƻƘ ǘƘŀǘΩǎ ǊŜŀƭƭȅ ƴƛŎŜ ǎƻ ƛǘΩǎ ƪƛƴŘ ƻŦ ƛǘΩǎ really 
nice to be part of something that is relevant, that is kind of part of Irish society. (P: 10, CM: 1). 
 
 
 
 
 
 

                                                           
4
 TV current affairs programme 

5
 TV reality programme 
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6.7. Summary 

The Discovery phase of the AI process uncovered many strengths of the School consistent with 

ǇŀǊǘƛŎƛǇŀƴǘǎΩ ŎƻƴǎǘǊǳŎǘƛƻƴǎ ƻŦ ƘŀǇǇƛƴŜǎs in the workplace. By exploring these strengths constructions 

of happiness were elucidated.  In this workplace happiness is more than feeling happy at particular 

points in time or judging oneself to be happy at one particular point. Rather it involves feelings, 

judgements, choices, autonomy, meaning, learning and development and collegial relationships all 

consistent with a more long lasting experience of happiness that can be viewed both subjectively 

and objectively. The significance, relevance and implications of these to eudaimonic happiness will 

be explored and discussed in the Chapter 7. The applicability of the concept analysis, conducted 

during this study, to findings will be examined and Self-determination Theory will be proposed as 

one way of understanding happiness in this workplace.  

Whilst developing knowledge is a core component of AI, taking action and making change are 

integral to the process. This AI study effected actual and ongoing changes in the academic workplace 

and these are presented next.  

6.8. The changing academic workplace 

A diagrammatic overview of positive action outcomes of the study is presented at the outset of this 

section in Figure 8. This overview presents noted changes identified by focus group participants, and 

both Head of School and Director of Quality in subsequent individual interviews. Table 8 presents 

these findings as they relate to the vision statements and action plan previously developed in this 

study   
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Figure 8. Positive Action Outcomes 

 

Figure  

 

 

 

 

 

 

 

 

 

 

 

 

 

Evaluation Group Participants 

Increased aware ness of contributions to 
happiness 

Thinking more positively 

Thinking more about happiness at work 

Acknowledgement of feedback 

Positive contribution to faculty review 

Increased use of studentships to develop 
new relationship 

Improved staff/ student relationship 

Development of roof garden 

Acknowledgement of impact of roof 
garden 

More responsive to opportunities 

Head of School 

Increased awareness at management 
level 

More reflective with each phase of the 
study attempt to change focus at 
management level from negative to 
positive 

More effort made by him to 
acknowledge effort and work by email 

Positive contribution of staff to faculty 
review 

Increased number of staff student 
activities  

More celebratory events organised in 
the school  

Engaging staff in taking ownership of 
their workplace: Roof garden 

A process of involvement of 
administration staff commenced 

A meeting of senior staff convened to 
commence looking at leadership roles 
and the development of a Centre of 
Excellence 

A number of appearances in the media 
encouraged and noted 

New school newsletter: Positive 
feedback from staff 

Review of research groups /activity 
underway  

Liaison with other key university 
stakeholders regarding development of 
Centre of Excellence underway 

 

Destiny 

Director of Quality 

The study topic of happiness 
helped to frame her thinking 
regarding her role 

Noted increased number of 
conference and celebrations 

Staff involvement in roof 
garden 

Increased media activity of staff 

Media training organised: No 
uptake yet 

Led development of newsletter 

Discussion regarding adjunct 
professors 
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Table 8 Vision, Plan and Outcome 

Vision of the School in the future: 

How the School will look 

Plan: How will we do this? 

We will  

 

Outcomes: attributed to the AI process  

 

¶ The school will embrace 

all its entities and there 

will be more respect for 

the different 

contributions 

people/disciplines make.  

¶ There will be more 

shifting group 

involvement. In the future 

we will be more of one 

ōƛƎ άǎǉǳŀŘέ 

¶ A wider range of people 

will step into key roles of 

responsibility.  

 

¶ organise a number of opportunities 

annually as part of a process for staff to 

get together to explore future possibilities 

and collaborations,  cross fertilisation of 

ideas, work sharing, idea generation and 

project progression e.g. Creativity think 

tank, staff day, research sharing day and 

follow up.  

¶ create more openings for people to take 

on roles 

¶ ƘŀǾŜ ƳƻǊŜ ǎŎƘƻƻƭ ŜǾŜƴǘǎ ǘƻ άŎŜƭŜōǊŀǘŜέ 

ŀŎǘƛǾƛǘƛŜǎ ŀƴŘ ƳŀƪŜ ŜȄǇƭƛŎƛǘ ƛƴŘƛǾƛŘǳŀƭΩǎ 

contribution and enthusiasms  

¶ match interests with work e.g. teaching. 

¶ More staff engagement  by 
staff in taking ownership of 
their workplace: Roof garden 

 
 
 
 

¶ Noted increased number of 
conference and celebrations 

 
 
 
 

 

¶ Overall people will have a 

sense that they are 

supported 

¶ We will have more 

opportunities for review, 

feedback/acknowledgeme

nt 

¶ There will be more peer 

accountability 

¶ recommend the recommencement of 

some form of formal review opportunity 

for staff to set and review goals and 

receive feedback 

 

¶ Increased awareness at 
management level  
 

¶ More effort made by 
Management to 
acknowledge effort and 
work by email 
 

¶ Acknowledgement of this 
feedback by participants 
 

¶ We will know the 

students better as 

individuals 

 

¶ engage with students in ways that are 

meaningful to students at different levels. 

We will initiate some of these but will also 

respond to requests from students. We 

will invite students to let us know what 

they are involved in.  

o e.g. icebreaker exercises for 

first years. 

o Social and sports events  

o Charitable /voluntary basis e.g. 

strictly come dancing, rag 

week events etc. 

¶ Increased number of staff 
student activities  
 

¶ Increased use of 
studentships to develop new 
relationships 

 

¶ Improved staff/ student 
relationship 

 

¶ The School will be a place 

where having fun is ok 

 

¶ organise more informal social events or 

start a social club which would organise 

more regular social nights out 

¶ More celebratory events 
organised in the school  

 

¶ The school will be smaller, 

more diverse and more 

virtual 

¶ respond to external and economic drivers 

for more virtual delivery of activity. 
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¶ The SchoolΩǎ ŜȄǇŜǊǘƛǎŜ ǿƛƭƭ 

be more visible 

¶ The school will be 

recognised as a place that 

students will want to 

come to as a place of 

excellence in particular 

areas. 

¶ The School will raise its 

profile nationally and 

internationally 

 

¶ develop a new format for additional 

seminars for people to present on their 

areas of interest/expertise e g short 15 

minute presentations. There will be a 

social element to it 

¶ host an interdisciplinary conference  

¶ use the digital signage to display school/ 

individual staff activity and successes. 

Posters on poster boards will be moved 

rotated and replaced regularly to display 

ongoing activity. 

¶ identify particular areas of expertise 

which we will profile and which will make 

a contribution to the National and 

International Debate. We will do this by 

being proactive and putting ourselves 

forward for comment, availing of media 

training and sharing our experiences after 

we have been on radio or TV etc. 

¶ Media training organised: No 
uptake yet 
 

¶ A number of appearances in 
the media encouraged and 
noted 
 

¶ New school newsletter: 
Positive feedback from staff 

 

¶ We will continue to be 

innovative  

¶ The school will invest 

further in the Health 

Living Centre 

¶ explore the organisation of a facilitated 

day or half day open to all staff on how to 

be creative and innovative 

 

 

¶ Our meetings will be 

focused and more 

productive 

 

¶ organise and encourage attendance at 

training for staff for the constructive 

management of and contribution to 

meetings. We will also encourage the 

premature endings of meetings which 

become destructive. 

 

¶ We will be a centre of 

academic and practice 

excellence 

¶ The school will be more 

proactive in responding to 

funding opportunities  

¶ The school will comprise a 

focused research centre in 

a specific area 

¶ The School will support 

the development of 

publications 

¶ explore other models of academic and 

practice excellence and benchmark 

against them. We will liaise with the new 

Director of Quality on this 

 

¶ Liaison with other key 
university stakeholders 
regarding development of 
Centre of Excellence 
underway 
 

¶ Review of research groups 
/activity underway  

 

¶ Discussion regarding adjunct 
professors 

 

¶ Staff will be competent 

and knowledgeable 

 

¶ become better informed about the 

university structures which will enable us 

to make better linkages within the 

university and take on roles on wider 

university committees. This may require 

¶ More responsive to 
opportunities 
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some formal input  

¶ respond to and avail of all 

supports/training made available to 

develop our technological skills, we will 

avail of university supports to set up our 

own websites 

¶ The school will maintain 

its positive flexible 

practices 

¶ The school will care for 

people more than 

processes. 

¶ have a consultation regarding more 

flexible administration processes and 

structures 

¶ be constructive and positive in our day to 

day language and celebrate successes in 

the school in an attempt to refocus 

negativity  

¶ Positive contribution of staff 
to faculty review 
 

¶ Thinking more positively 
 

¶ A process of involvement of 
administration staff 
commenced 

 

¶ We will have more 

international linkages, 

both staff and students 

¶ The school will value 

teaching and learning 

equally with research. 

  

  ¶ Increased aware ness of 
contributions to happiness 

¶ Thinking more about 
happiness at work 

¶ Development of roof garden 

¶ Acknowledgement of 
positive impact of roof 
garden 
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Whilst noting particular specified outcomes two main themes were identified in the data.  These 

were Rethinking Happiness in the Workplace and Taking Action on Happiness in the Workplace.  

Both themes were interrelated with thinking about happiness having a direct relationship with 

actions on happiness.  Each of the themes comprised two subthemes. 

6.9. Rethinking happiness in the workplace 

6.9.1. Raised awareness 

While participants in the evaluation focus groups were slow to identify actual changes in how things 

were done they noted the value of the study in foregrounding something which they felt was 

important but about which, prior to the study, ǘƘŜȅ ƘŀŘƴΩǘ ƎƛǾŜƴ ƳǳŎƘ ǘƘƻǳƎƘǘΦ Lƴ ƎŜƴŜǊŀƭ 

participants described thinking more about happiness and how it is facilitated in the workplace since 

being involved in the study.  A number of participants described how they had become more 

conscious of what makes them happy in work. This raised consciousness about workplace happiness 

and contributing factors was new for participants.  

LǘΩǎ ǊŜŀƭƛǎƛƴƎ ǘƘŀǘ LǘΩǎ ƭƻŀŘǎ ƻŦ ǘƘƛƴƎǎ ǘƘŀǘ ŦŜŜŘ ƛƴǘƻ Ƴȅ ƘŀǇǇƛƴŜǎǎ  L ǘƘƛƴƪ ǘƘŀǘΩǎ ǿƘŀǘ L ƘŀǾŜ ōŜŎƻƳŜ 
ƳƻǊŜ ŀǿŀǊŜ ƻŦΦ L ƭƛǾŜ ƛƴ ǉǳƛǘŜ ŀ ōƭŀŎƪ ŀƴŘ ǿƘƛǘŜ ƪƛƴŘ ƻŦ ǿƻǊƭŘΦ L ŘƻƴΩǘ ƘŀǾŜ Ƴŀƴȅ ǎƘŀŘŜǎ ƻŦ ƎǊŜȅΦ 
¢ƘŜǊŜΩǎ ƴƻǘ Ƴŀƴȅ ǎƘŀŘŜǎ ƻŦ ƎǊŜȅ ƛƴ όbŀƳŜύΩǎ ǿƻǊƭŘΦ {ƻ ƛǘΩǎ ǊŜŀƭƛǎƛƴƎ ǘƘŀǘ ǘƘŜǊŜ ŀǊŜ ƭƻǘǎ ƻŦ ǘƘƛƴƎǎ 
ŦŜŜŘƛƴƎ ƛƴǘƻ ƳŀƪƛƴƎ ƳŜ ƘŀǇǇȅΦ L ŀƳ ƴƻǘ Ƨǳǎǘ ǉǳƛǘŜ ŀǎ ǎƛƳǇƭŜ ŀǎ L ǘƘƻǳƎƘǘ L ǿŀǎΦ [ŀǳƎƘΦ aȅ ƭƛŦŜ ƛǎƴΩǘ ŀǎ 
simple as I thought it was. (P: 1, EG: 2) 

 

One participant noted the fact that while working with students involved teaching them how to 

reflect on their practice or experiences ǘƘŀǘ ǿŜ ŘƛŘƴΩǘ ƻŦǘŜƴ ǊŜŦƭŜŎǘ ƻǳǊǎŜƭǾŜǎ ƻƴ ƻǳǊ ƻǿƴ 

circumstances or experiences. This had to some extent been facilitated by the study.  

Yea I have similar kind of experiences about it and like we kind of teach people about reflective 
ǇǊŀŎǘƛŎŜ ōǳǘ ǿŜ ŘƻƴΩǘ Řƻ ǾŜǊȅ ƳǳŎƘ ǊŜŦƭŜŎǘƛƴƎ ƻǳǊǎŜƭǾŜǎ ǿƘŀǘ ƛǘΩǎ ŀƭƭ ƭƛƪŜ ŀǇŀǊǘ ŦǊƻƳ ǿƘŀǘ ŀǎ όbŀƳŜύ 
said that kind of when we grab an opportunity to moan about things and iǘΩǎ ƴƻ ƘŀǊƳ ǘƻ ƘŀǾŜ 
ǎƻƳŜǘƘƛƴƎ ŦƻŎǳǎŜŘ ǿƘŜǊŜ ǿŜ ƘŀǾŜ ǘƻ ǘƘƛƴƪ ŀōƻǳǘ ǿƘŀǘΩǎ ǇƻǎƛǘƛǾŜ ƻǊ ǿƘŀǘΩǎ Ǝƻod about the better 
parts of it. (P: 10, EG: 1) 
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Thinking about happiness as a result of the study led to an increased awareness of what needed to 

be done in order to ensure a happier workplace. 

Before and after each email about the study or meeting I start to reflect upon the relevance of 
happiness on a day to day basis and what needs to be done to achieve it here. (H o S. II) 

 

6.9.2. Changed thinking 

In addition to developing more awareness about happiness itself, how it is experienced at work and 

contributing factors for happiness, participants noted the value and benefits of uncovering and 

making explicit strengths of the school in relation to their happiness at work. Participants in each of 

the focus groups noted their previous tendency to focus on the negative and highlighted how the 

appreciative process created an opportunity for them to think and act differently in the School in a 

more constructive way. This they believed was more consistent with their natural way of being.  

This gives you a legitimating, if I have these thoughts and as ( Name) said it gives you a safe place 
and you can legitimise oh actually it is not so bad. The negative is very easily talked about in spaces 
ƭƛƪŜ ŎƻŦŦŜŜ ǘƛƳŜǎ ŀƴŘ ƭǳƴŎƘǘƛƳŜǎ ōǳǘ ǘƘŜ ŀŎǘǳŀƭ ŘŜŜǇ ǘƘƻǳƎƘǘ ŀōƻǳǘ ǘƘŜ ƎƻƻŘ ǘƘƛƴƎǎ ƎŜƴŜǊŀƭƭȅ ŘƻŜǎƴΩǘ 
ƘŀǾŜ ŀ ǇƭŀŎŜ ǳƴƭŜǎǎ ǿŜ ƳŀƪŜ ǘƘŀǘ ǇƭŀŎŜ ǘƘǊƻǳƎƘ ŦǊƛŜƴŘǎƘƛǇǎ ƻǊ ƛƴ ŜŀŎƘ ƻǘƘŜǊΩǎ ƻŦŦƛŎŜ ƛƴ ŀ ŎƻƴŎƛƭƛŀǘƻǊȅ 
so when you come in going argh, argh, argƘ ŀƴŘ ǘƘŜƴ ƭƛǎǘŜƴ ƛǘΩǎ ƴƻǘ ǘƘŀǘ ōŀŘ ǘƘŜ ǘƘƛƴƎǎ ŀōƻǳǘ ǘƘŀǘ 
and that positive restorative happiness intervention technique or whatever it is it is done in a private 
capacity. I think that we have a group, I am not sure about the words but the groups effect is helpful;. 
Sometimes you wonder its helpful in a supportive way. (P: 3, EG: 1) 

 
The positive interplay between dialogue, reflection and subsequent action was highlighted by the 

following quote 

²Ŝƭƭ ǘƘŀǘΩǎ ǘƘŜ ǘƘƛƴƎ ŀōƻǳǘ ŘƛŀƭƻƎǳŜΣ ƛǘΩǎ ƴƻǘ Ƨǳǎǘ ŘƛŀƭƻƎǳŜ ƛǘ ŘƻŜǎ ŎƘŀƴƎŜ ǎƻŎƛŀƭ ǊŜŀƭƛǘƛŜǎ ǎƻ ǘƘŀǘΩǎ 
ǿƘŀǘ L ǿŀǎ ǘǊȅƛƴƎ ǘƻ ƛǎ ǘƘŀǘ ōȅ ƘŀǾƛƴƎ ƘŀŘ ǘƘŀǘ ŘƛǎŎǳǎǎƛƻƴ L ǘƘƻǳƎƘǘ ŘƛŦŦŜǊŜƴǘƭȅΣ L ǿŀǎ ŘƛŦŦŜǊŜƴǘΦ {ƻ ƛǘΩǎ 
not easy to make a cause and effect relationship between things I have done and the way I have been 
but I did have different awareness of what makes me happy and that impacts on how I encounter 
ǘƘƛƴƎǎ ǘƘŀǘ ƘŀǇǇŜƴΦ [ƛƪŜ ƛǘΩǎ ŀ ŎƻƳǇƭŜȄ ŎƻƴǘƛƴƎŜƴŎȅ ǘƻ ǘǊȅ ŀƴŘ ǿƻǊƪ ƻǳǘ ǿƘŀǘ ƘŀǇǇŜƴŜŘ ōŜŎŀǳǎŜ ƻŦ 
ǿƘŀǘ ŀƴŘ L ŘƻƴΩǘ ǘƘƛƴƪ ȅƻǳ Ŏŀƴ ƛƴ ŀ ǊŜŀƭƭȅ ƳŜŀƴƛƴƎŦǳƭ ǿŀȅ ōǳǘ ŀǘ ǘƘŜ ǎŀƳŜ time I do believe that 
sitting and talking about the conditions that enabled me to be happy did change me on some level. It 
changed my social reality. (P: 3, EG: 1) 
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6.10. Taking action on Happiness in the workplace 

6.10.1. School Action 

During the course of the study a concerted effort was made by management to be positive and to 

acknowledge staff effort and success. 

We have made a deliberate attempt to encourage staff by email and to acknowledge good work.  

(H o S, II) 

While participants acknowledged more positive feedback and encouragement from management as 

a result of this study, particularly in the form of acknowledging emails, a number identified some 

initial difficulty with this. This was predominately in relation to receiving numerous positive 

congratulatory emails from different members of the School Management Team on the same issue. 

One participant noted an initial personal cynicism which she resisted as a result of this study when 

she reflected about how more feedback and acknowledgement was something which had come up 

in the focus groups and consensus meeting. In acknowledging that this form of feedback was 

something that was frequently requested and something which had come up during the course of 

the study participants were appreciative of the mails and recognised that this was probably just 

enthusiasm emanating from the project and in fact noted this perceived over response had reduced 

over time. One participant noted  

¸ƻǳ ƪƴƻǿ ǿƘŀǘ L ƳŜŀƴ Ŏƻǎ L ŘƻƴΩǘ ǿŀƴǘ ǘƻ ōŜ ƴŜƎŀǘƛǾŜ ŀōƻǳǘ ƘŀǇǇȅ ŜƳŀƛƭǎΣ Ŏƻǎ L ŀƳ ŀƭƭ for them do 
ȅƻǳ ƪƴƻǿ ōǳǘ ǘƘŜǊŜ ƛǎ Ƨǳǎǘ ǘƘŀǘ ŦƛƴŜ ƭƛƴŜΦ Lƴ ǘƘŜ ǎŀƳŜ ǿŀȅ ǘƘŀǘ ǿŜ ŘƻƴΩǘ ǿŀƴǘΣ ƛǘΩǎ ǘƻǘŀƭƭȅ ǿǊƻƴƎ ǘƻ 
have negative emails going around the place; I think it is just getting that balance. We are getting 
there, you know. (P: 21, EG: 2) 

 

Despite the general level of support for this type of positive feedback one participant however felt 

that such emails were annoying and unnecessary. 

In general there was a sense that there was increased positivity in the School. This included the 

positive contributions of staff to the Faculty review Process. 
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I know one thing I was quite impressed with in relation to the faculty review, at one stage we were 
asked about community involvement so that meant obviously community stuff plus Boards plus the 
extracurricular stuff that people are involved with and that was a very impressive list, lots of things 
ŀǊŜ ƎƻƛƴƎ ƻƴ ǘƘŀǘ L ŎŜǊǘŀƛƴƭȅ ŘƛŘƴΩǘ ƪƴƻǿ ŀōƻǳǘΣ ƴƻǿ ǘƘŀǘ ǎƻƳŜ ǇŜƻǇƭŜ ŀǊŜ ŘƻƛƴƎ ƛƴ ǘƘŜƛǊ ƻǿƴ ǘƛƳŜ 
and some people as part of their role. (D o Q, II) 

Across the board the development of a roof garden and social space was noted as a positive activity 

with a good outcome. The beautiful environment developed, which was utilised well in the summer 

months, and the spirit of co-operation engendered by the endeavour was noted by all. While 

participants in the focus groups were unable to directly identify this as an outcome of the Happiness 

in the Workplace study they believed that it was indirectly influenced by it. The overwhelming 

acknowledgement of the garden by participants and what it has to offer may be a reflection of 

participants changed thinking in relation to their workplace and those things which contribute to 

their happiness including the environment.  

6.10.2. Personal Action 

Using an appreciative approach in the study enabled participants to reflect on the positive and they 

perceive this to have inevitable knock on effect on their actions. Whilst participants struggled to 

identify specific actions they did acknowledge that the process of thinking differently inevitably 

influenced how they behaved at work, the choices they now made and how they responded more 

positively to new opportunities. This, they proposed, was different to how they had behaved before. 

This was mainly in relation to things identified by them in the earlier phases of the study such as 

more meaningful and positive engagement with students and colleagues. One participant noted the 

change in thinking and the knock on effect of this thinking  

I think the appreciative inquiry approach had an empowering side effect in the sense I guess what 
(Name) was saying, I have a saying thoughts become words become actions. And when you think 
ŀōƻǳǘ ǘƘƛƴƎǎΣ ŀƴŘ ƛǘ ƳƛƎƘǘƴΩǘ ōŜ ǘƘŀǘ ȅƻǳ ƘŀǾŜ ŎƻƴǘǊƛōǳǘŜŘΣ ƛǘ ƳƛƎƘǘ ƘŀǾŜ ōŜŜƴ ǎƻƳŜǘƘƛƴƎ ǘƘŀǘ 
somebody said here you went away thinking about it. It might have been something that you said 
ƻǳǘ ƭƻǳŘ ŦƻǊ ǘƘŜ ŦƛǊǎǘ ǘƛƳŜ ŀƴŘ L ƘŀŘƴΩǘ ōŜŦƻǊŜ ŀƴŘ ƛǘ ƳƛƎƘǘ ŎƻƳŜ ōŀŎƪ ƛƴǘƻ ȅƻǳǊ ƳƛƴŘ ȅƻǳ ƳƛƎƘǘ 
notice something on an email or you might register something from your group that then eventually 
became an ŀŎǘƛƻƴ ƭƛƪŜ ȅƻǳ ǿŜǊŜ ǎŀȅƛƴƎ ǿƛǘƘ ȅƻǳǊ ǎǘǳŘŜƴǘǎΦ ¸ƻǳ ŘƻƴΩǘ ƪƴƻǿ ƛŦ ƛǘ ǿŀǎ ōŜŎŀǳǎŜ ƻŦ ƘŜǊŜΦ 
!ƴŘ ȅƻǳ ŘƻƴΩǘ ŀƭǿŀȅǎ ŀǘ ǘƘŀǘ ƳƻƳŜƴǘ ōǳǘ L ǘƘƛƴƪ Ƨǳǎǘ ǘŀƭƪƛƴƎ ŀōƻǳǘ ŀ ǘƻǇƛŎ ƛƴ ŀ ǾŜǊȅ ǇƻǎƛǘƛǾŜ ǿŀȅ 
empowers you to think about it in a positive way and therefore can allow you to identify how you can 



128 
 

act in a way.  (P.11, EG:1) 

 

CƻǊ ƳŜ ƛǘ ǿŀǎ ƳƻǊŜ ƭƛƪŜ ōȅ ǇǊƻǾƻƪƛƴƎ ǳǎ ǘƻ ƘŀǾŜ ǘƘŀǘ ŎƻƴǾŜǊǎŀǘƛƻƴ ŀƴŘ ƭƛǎǘŜƴ ǘƻ ƻǘƘŜǊ ǇŜƻǇƭŜΩǎ ǾƛŜǿǎ 
on what conditions made them happier it was more like they were in my mind more so I would look 
for them more so when things came along like the studentships and there have been other examples, 
L ŎŀƴΩǘ Ƨǳǎǘ ǘƘƛƴƪ ƻŦ ǘƘŜƳ ƻŦŦ ǘƘŜ ǘƻǇ ƻŦ Ƴy head. (P: 12, EG: 1)  

And also  

And then just being, having been provoked to make you think about well what are the conditions that 
ƳŀƪŜ ȅƻǳ ōŜ ƳƻǊŜ ƘŀǇǇȅ L ǘƘƛƴƪ L ƘŀǾŜ ǎƻǳƎƘǘ ǘƘƻǎŜ ƻǳǘ ƳƻǊŜ ƭƛƪŜ ŀŎǘƛǾŜƭȅ ōǳǘ L ŘƻƴΩǘ ǘƘƛƴƪ ƛǘΩǎ 
something I would find easy to see particular instances of. But I think that having thought about the 
list of things that we said that we would do, yea I think I have sought them out and given more 
feedback myself as well. (P: 12, EG: 1) 

Participants acknowledged the value of the AI process and indicated how this process had helped 

them to focus on the positives in their work situation and the environment. While there are at this 

point a small number of specific observable outcomes of the study, discussions about school 

strengths and happiness in the workplace were perceived by participants to have contributed to a 

change in their thinking and how they act. Both the nature and mode of the inquiry are perceived to 

have contributed to this.  Involving colleagues in a participative inquiry focused on the promotion of 

happiness in the workplace seems consistent with their identification of what is important to their 

happiness at work, namely being self-determined at work, fulfilled, and competent and their 

relationships with others at work. While they acknowledge that albeit there are minimal observable 

changes within the school at this stage their changed way of thinking about happiness within the 

school has affected both overtly and subliminally their way of being at work. Such changes may 

contribute in the longer term to the enhancement by participants of those things within the School 

which they now believe are important for their happiness. Some evidence of this is emerging as a 

number of the outcomes noted by the Head of School were initiated by staff who were involved in 

the study after the evaluation focus groups.  

The discovery phase of the study allowed for an uncovering of and articulation of the positives and 

strengths within the school. Participants appeared both energised and enthusiastic to be talking 

about things which they really valued and loved about work and this particular workplace. During 
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the dream and design phases of the study, where participants were envisioning the workplace in the 

future, discussion sometimes turned to the negative elements within the school and the dominant 

discourses about the workplace which tended to be negative. The opportunity to be positive and the 

support and legitimisation of this received within the groups provided participants with an 

alternative discourse with which to challenge the perceived dominant and unhelpful discourse about 

work and the workplace among the wider staff group. The positively framed contribution of the 

School to the Faculty Review processes attests to the subsequent comfort in articulating the 

positives. 

6.11. Conclusion 

As with other forms of action research findings emerged at different points in the process in this 

study. The purpose of AI is to focus on an issue of mutual importance and to strategise effective 

actions with the intention of bringing about deliberate changes. This AI cycle set out to explore the 

concept of happiness in the workplace and to use this knowledge to initiate change resulting in a 

happy workplace in the future. The very act of asking questions about happiness has impacted on 

participantsΩ thoughts and actions. The use of affirmative questions in exploring happiness in the 

workplace further effected perspectives and subsequent changes.   Change is already noted in this 

workplace. Chapter 7 further explores and discusses these findings and derives implications for 

relevant stakeholders in the study.  
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 Chapter 7 Discussion 
 

7.1. Introduction  

Participants expressed meanings of happiness in the workplace during a time period of severe 

economic downturn. Recession, austerity and transition were the dominant external contextual 

factors. The enthusiasm which participants displayed for the study and the ease with which they 

identified strengths of the school are noteworthy within this context. Meanings of happiness 

identified in this workplace across the AI phases are considered in the context of the defining 

attributes of happiness i.e. high levels of positive emotion, low levels of negative emotion, 

satisfaction, engagement and meaning or purpose identified in the concept analysis conducted in 

Chapters Two and Three, pages 21 and 39.  The chapter also discusses how Being happy, Self 

Determination, Fulfilment and Community, give rise to the belief that happiness is achieved through 

the satisfaction of human needs resonant of Self Determination Theory (Deci and Ryan 1985, Deci 

and Ryan 2002).  The significance and implications of these to the happy workplace of the future and 

the subsequent changes arising from the study are examined against the background of the 

literature reviewed in relation to happiness in the workplace and the paucity of literature in relation 

to the creation of a happy workplace. The value of Appreciative Inquiry Methodology as a positive 

means of engaging with people in the workplace is discussed, particularly in relation to its impact on 

changing ǇŀǊǘƛŎƛǇŀƴǘǎΩ ǘƘƻǳƎƘǘǎΣ ŘƛǎŎƻǳǊǎŜ ŀƴŘ ŀŎǘƛƻƴǎ ƻƴ ƘŀǇǇƛƴŜǎǎ ŀǎ ŀƴ ƛƳǇƻǊǘŀƴǘ ŦŀŎǘƻǊ ŀǘ ǿƻǊƪ 

at a particularly difficult time that was dominated by national economic recession. The topic of 

happiness and the AI methodology are new to the academic workplace and as such the findings are 

significant and have relevance for future research and management practice. In the final section, key 

recommendations are made for i) management practice within schools in third level academic 

organisations, ii) development of an educational programme for management and iii) future 

research to build on the change management process initiated in this Appreciative Inquiry.  
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7.2. Being Happy 

It is interesting to note that in a time of financial and human resource constraints and a shifting 

focus towards a more neoliberal philosophy within the higher education sector (Cohen 2014) the 

participants in this study had no difficulty identifying the strengths of the school which they saw as 

consistent with their happiness at work.  High levels of positivity have been identified as integral to 

the AI process (Finegold, Holland and Lingham 2002, Singh 2013). However, it is unlikely that the AI 

process could have influenced the extent of positivity that was articulated in the initial Discovery 

stage.  My reflection notes/memos of the discovery phase of the study indicated my surprise at the 

high level of positivity articulated by all participants. Minimal negativity and considerable energy and 

good humour was evident both within the individual and group interviews.  This was unexpected 

and interesting in the context of salary cuts, budgetary cuts, reduced staffing levels and increased 

workloads which were associated with the national economic crisis of the period.  Notwithstanding 

this the School was perceived as being strong in things which they believed to be important for 

happiness at work and participants were anxious that these be maintained in the future.  The 

findings of this exploration in relation to how participants construe happiness are consistent with 

previous work on happiness in the workplace i.e. meaningful and challenging work, autonomy, and 

relationships with other work colleagues (Herzberg 1966, 1987, Carr et al. 2003, Grawitch, 

Gottschalk and Munz 2006, Grawitch, Trares and Kohler 2007)   It is interesting that those things 

which participants acknowledged as key strengths of the School i.e. autonomy, support, meaning 

and relationships, are consistent with those previously identified as antecedents to happiness in the 

concept analysis in Chapters 2 and 3, pages 21 and 39. In this study participants had difficulty in 

explicating these strengths from the experience of being happy and they were integral to 

participantsΩ constructions of happiness in this workplace. Whilst participants had no difficulty 

identifying strengths of the School which they believed contributed to their happiness at work, they 

had some difficulty with expressing how they experienced being happy, particularly in identifying 

those components which they saw as attributes of the experience of happiness itself.  Talking and 
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thinking about happiness at work or strengths of the workplace were new for participants. The focus 

in the literature on other concepts akin to happiness such as job satisfaction (Weiss 2002, Warr 

2007, Fisher 2010), organisational commitment (Solinger, Van Olffen and Roe 2008) and 

engagement (Macey and Schneider 2008)  rather than happiness attests to the relative newness of 

the concept of happiness itself within organisational culture. More negative concepts such as job 

dissatisfaction, stress in the workplace and burnout receive much attention in workplace literature 

and organisational discourse (Maslach, Schaufeli and Leiter 2001, Harkness et al. 2005).  Harkness, et 

al. (2005) note the importance of changing negative organisational discourses by involving staff in 

community activity consistent with their wellbeing. This study provided a unique opportunity for 

participants to explore and reflect upon happiness within the workplace.  The ensuing changed 

thinking impacted positively on participantsΩ behaviours, including how they talked about and acted 

in the workplace.   

Participants broadly viewed happiness as a positive feeling, as an evaluative judgement and as a low 

level of negative feelings consistent with the concept analysis conducted in Chapter 2. However the 

further identification by some participants of happiness as a choice moves beyond the explanations 

provided by the concept analysis and suggests that agency in their own happiness in the workplace 

and intentional activity are important factors to happiness. The identification of feelings and 

satisfaction as factors in happiness in the workplace suggest a hedonic experience of happiness 

consistent with subjective wellbeing in this workplace (Diener 1994, Kahneman, Diener and Schwarz 

2003)  However, participants found it difficult to identify feelings of happiness or satisfaction at 

work, outside of being self-determined, fulfilled or being part of the workplace community. The joy, 

enthusiasm and pride articulated by participants about their work and working with others indicate 

an engagement with their work in this workplace consistent with MaŎȅ ŀƴŘ {ƴŜƛŘŜǊΩǎ (2008) 

definition of employee engagement. Engagement, meaningful work which is congruent with 

participantsΩ value systems, and collegial helping relationships, involving growth and development of 

all, are reflective of a more eudaimonic concept of happiness (Deci and Ryan 2008).  They are also in 
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keeping with the defining attributes of happiness in the workplace identified in the concept analysis 

conducted at the outset of this study page 39 and with the notion of flourishing articulated by 

Seligman (2011).  Nussbaum (2008, p. 342), in referring to the Aristotelian perspective on happiness 

(Eudaimonia) describes this as  

ά ŦƭƻǳǊƛǎƘƛƴƎ ƘǳƳŀƴ ƭƛǾƛƴƎ Σ ŀ ƪƛƴŘ ƻŦ ƭƛǾƛƴƎ ǘƘŀǘ ƛǎ ŀŎǘƛǾŜΣ ƛƴŎƭǳǎƛǾŜ ƻŦ ŀƭƭ ǘƘŀǘ Ƙŀǎ ƛƴǘǊƛƴǎƛŎ 

ǾŀƭǳŜ ŀƴŘ ŎƻƳǇƭŜǘŜΣ ƳŜŀƴƛƴƎ ƭŀŎƪƛƴƎ ƛƴ ƴƻǘƘƛƴƎ ǘƘŀǘ ǿƻǳƭŘ ƳŀƪŜ ƛǘ ǊƛŎƘŜǊ ƻǊ ōŜǘǘŜǊέ 

Within this study self-ŘŜǘŜǊƳƛƴŀǘƛƻƴΣ ŦǳƭŦƛƭƳŜƴǘ ŀƴŘ ŎƻƳƳǳƴƛǘȅ ǿŜǊŜ ƛƴǘŜƎǊŀƭ ǘƻ ǇŀǊǘƛŎƛǇŀƴǘǎΩ 

constructions of happiness and being happy in the workplace. 

7.3. Self-Determination 

A key finding from the discovery phase of the study was the importance of self-determination to 

participants.  Participants identified the facilitation of self-determination at work as a major strength 

of the School.  This was fundamental to their happiness at work and is consistent with findings from 

previous work on happiness. Self-determination, autonomy and personal control have been 

identified as antecedents to happiness in general (Diener, Kesebir and Tov 2009) to happiness at 

work (Chiumento. 2007, Warr 2007) and to happiness within academic work departments (Bakker et 

al. 2010).  Self-management, as a component of self-determination, is also recognised as a factor in 

happiness at work particularly, within the self-employed sector (Benz and Frey 2004, Benz and Frey 

2008).  Deci and Ryan (1985), in their Theory of Intrinsic Motivation and Self-Determination 

proposed that people are intrinsically motivated by a need for competence and self-determination. 

They argued that these are intrinsic and innate needs and that they function as important 

άŜƴŜǊƎƛǎŜǊǎ ƻŦ ōŜƘŀǾƛƻǳǊέ (Deci and Ryan 1985, p. 32). They further argue that people are most 

autonomous when they act in accordance with their interests, values or desires (Deci and Ryan 

2002).  
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The recognition in this study that autonomous working involves accountability and integrity 

demonstrates an awareness from participants that autonomous working is not an individualistic or 

completely independent endeavour but rather one which contributes to the overall working of the 

School. The support provided by work colleagues and the flexible working conditions all contribute 

to the participants sense of control over their work and their ability to self-determine in the 

workplace. It is argued that autonomy support and conditions which enable self-determination are 

important for intrinsic motivation in the workplace (Deci and Ryan 1985, Gagne and Deci 2005)).  

Intrinsic motivation involves acting with a sense of volition for the love of and interest in an activity. 

Such motivation is not contingent on external rewards or subject to external pressures. 

Organisational cultures which foster conditions such as these are likely to be more competitive and 

are likely to both attract and retain workers (Eversole, Venneberg and Crowder 2012). This could be 

seen as a significant advantage in the current climate.  

 Academic environments, with their emphasis on the creation and dissemination of new knowledge 

underpinned by the notion of academic freedom of inquiry and speech, are workplaces which 

traditionally value autonomy (Hamilton 2006).  However, internationally, increasing neoliberalism, 

decreasing resources, increased managerialism, and centralisation of decision-making within 

academia, have led to concerns as to the impact of these on the academic department particularly in 

relation to erosion of autonomy, academic freedom and identity (Currie 2004, Holborow 2012, 

Cohen 2014). The impact of this on decreasing levels of satisfaction amongst academics in 

established university departments has been noted in Australia (Winefield et al. 2003), Canada 

(Catano, Francis and Lozanski 2010), with increased levels of stress noted in UK universities 

(Tytherleigh et al. 2005). Despite perceived deteriorating working conditions within higher education 

institutions in Ireland job satisfaction remains relatively high (Clarke et al 2015, Clarke, Kenny and 

Loxley 2015) A further exception to this in an Irish context is a study of job satisfaction in accounting 

and finance academics in Irish higher education institutions conducted by Byrne et al (2012)  who 

found that participants were generally satisfied with most aspects of their jobs including autonomy 
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as one aspect of job content.  It is noteworthy that in this present AI study participants identified 

that they continue to have considerable support, autonomy and flexibility and these provide much 

opportunity for self-determination.  Whilst neither happiness nor job satisfaction were measured, 

participants had no difficulty identifying those factors which they perceived to be consistent with 

their happiness at work particularly self-determination. Both this AI study and Byrne (2012) appear 

to be at variance with international perspectives on reduced autonomy and happiness in higher 

education. They may be an anomaly even in an Irish context and it is acknowledged that happiness 

in the workplace is a complex and dynamic phenomenon. Nonetheless, the findings of both of these 

studies are interesting in the current difficult policy and economic climate in Ireland. The findings do, 

however, appear consistent with findings from the world happiness research which indicates that 

despite the impact of the financial crisis National happiness levels have not declined significantly and 

Ireland still rates highly in world happiness studies (Helliwell et al. 2013, OECD 2013, Helliwell, et al.  

2015).  

Participants were eager to identify local structures and processes within the School which they 

perceived to be supportive of self-determination.  These structures and processes facilitated 

participants to initiate and actively engage in activities which they perceived to be congruent with 

their value systems and interests with minimal control and direction from management. Such 

ŀŎǘƛǾƛǘȅ ƛǎ ǊŜŦƭŜŎǘƛǾŜ ƻŦ !ǊƛǎǘƻǘƭŜΩǎ ǾƛŜǿ ƻŦ ǘƘŜ ƎƻƻŘ ƭƛŦŜ ƻǊ eudaimonia consistent with human 

flourishing (Waterman 1990).  Participants understood that there were certain activities which were 

prescribed such as particular administrative processes and the requirement for teaching and 

research but that outside of that ǘƘŜǊŜ ǿŀǎ ƳǳŎƘ ǎŎƻǇŜ ŦƻǊ ƛƴŘƛǾƛŘǳŀƭ ŀŘǾŀƴŎŜƳŜƴǘ ƻŦ ƻƴŜΩǎ 

interests and work.  Implications for management involve recognising this was an important 

consideration for participants and they were anxious that this way of working would continue in the 

future despite increasing workload demands.  
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7.4. Fulfilment 

¢ƘŜ ƛƳǇƻǊǘŀƴŎŜ ƻŦ ǊŜŀŎƘƛƴƎ ƻƴŜΩǎ ǇƻǘŜƴǘƛŀƭΣ ŀŎƘƛŜǾŜƳŜƴǘ ŀƴŘ ŎǊŜŀǘƛǾƛǘȅ ƘŀǾŜ ōŜŜƴ ƛŘŜƴǘƛŦƛŜŘ ŀǎ 

important for psychological wellbeing (Maslow 1943, Maslow 1968, Deci and Ryan 1985, Deci and 

Ryan 2002) 

 ά ǿƘŀǘ ŀ Ƴŀƴ Ŏŀƴ ōŜ, ƘŜ Ƴǳǎǘ ōŜέ . (Maslow 1943, p. 382).  

In this study participants articulated the importance to them of the nature of the work itself and the 

value of being able to develop oneself to meet the challenges of the work.  Development, 

achievement and feedback on achievement were important to this process.  In Chapter 4, during the 

Discovery, Dream and Design phases of the study, participants acknowledged the importance of 

these. They were anxious for increased levels of feedback on achievement in the future, particularly 

in a more formal, structured process where staff could negotiate and set goals for themselves and 

get feedback annually on progress.  It is interesting that in the Destiny phase of the study 

participants acknowledged that there had been a noticeable increase in feedback from management 

in terms of individual or school success. This feedback was primarily given in the form of 

congratulatory emails and often came from more than just one of the management team. Whilst 

some participants welcomed this it was interesting to note that this was not a universal response. A 

small number of participants articulated their scepticism on the amount and repetition of these 

emails and felt that they were unnecessary. One participant felt that such emails were annoying. 

Self-Determination Theory focuses on how people are intrinsically motivated and what 

environmental supports and processes facilitate this motivation (Deci and Ryan 2002, Carr 2004).  

The authors caution against the use of external controls, including both rewards and punishment. 

Whilst they propose that rewards such as feedback should help to increase competence for a task 

well done, if the perception of this feedback is one of control then such feedback will decrease 

rather than increase motivation.  Achieving a balance in providing feedback, therefore, is important 

in facilitating fulfilment.  
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Whilst in general feedback on achievement was welcomed, the implications for School Management 

is the need to be cognisant of the potential destructive effects of providing feedback for interesting 

and challenging tasks as some participants may be sceptical about the motivation for such feedback.  

If feedback is perceived to be patronising or manipulative it could be counterproductive. The more 

formal type of feedback, given in a performance review system where goals are set, achievements 

acknowledged and supports agreed for personal development would appear to be more resonant of 

Self-Determination Theory and participants needs for autonomy and fulfilment.  

The nature of the work itself i.e. meaningful, challenging and varied work emerged as central to 

ǇŀǊǘƛŎƛǇŀƴǘΩǎ ŦǳƭŦƛƭƳŜƴǘ ŀǘ ǿƻǊƪΦ aŜŀƴƛƴƎŦǳƭ ŀŎǘƛǾƛǘȅ ŀƴŘ ŜƴƎŀƎŜƳŜƴǘ ƘŀǾŜ ōŜŜƴ ƘƛƎƘƭƛƎƘǘŜŘ ŀǎ 

defining attributes of happiness in the workplace in the concept analysis conducted as part of this 

dissertation. These are also consistent with the position adopted by Seligman (2003, 2011) and a 

more eudaimonic ŦƻǊƳ ƻŦ ƘŀǇǇƛƴŜǎǎΦ ¢ƘŜ ŦŀŎƛƭƛǘȅ ŀŦŦƻǊŘŜŘ ǘƻ ŘŜǾŜƭƻǇ ƻƴŜΩǎ ƻǿƴ ŀǊŜŀ ƻŦ ƛƴǘŜrest for 

research and teaching enables school staff to engage in work which is meaningful and congruent 

with their values and interests and to develop themselves in this regard. Meaningful work has been 

identified as important for happiness at work (Argyle 2001, Diener et al. 2002, Warr 2007).  

Achievement was also fundamental to participantsΩ fulfilment at work. Achievement, which 

participants identified as important for their happiness in this study, has been noted as important for 

the attainment of psychological wellbeing and happiness (Ryff 1989, Fisher 2010).  It is also one of 

ǘƘŜ ŎƻƳǇƻƴŜƴǘǎ ƻŦ {ŜƭƛƎƳŀƴΩǎ ŀƳŜƴŘŜŘ theory of happiness which he now calls a Theory of 

Flourishing (Seligman 2011). Working towards particular goals and the achievement of these is 

essential for happiness at work (Locke 2002). Success and a sense of achievement are integral 

components of self-actualisation and fulfilment where individuals are attempting to grow, develop 

and realise their potential (Maslow 1943). Deci and Ryan (2002) note the importance of competence 

for self-determination. They argue that competence is increased in the light of achievement and 

feedback. This is only so, they propose, so long as they feel they have some level of control over the 
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activity itself. The strengths identified within this workplace and the vision to extend these within 

the action plan demonstrates a commitment by participants in this study to those things which 

contribute to their happiness at work. 

7.5. Community 

A key finding of this study was the importance of community i.e. supporting and helping each other 

in building a new academic unit. Social support in the workplace (Morgeson and Humphrey 2006, 

Ilies, Nahrgang and Morgeson 2007), good working relationships (Carr et al. 2003) and helping 

behaviours have been clearly linked to happiness in the workplace (Amabile and Kramer 2007). The 

importance of relationships has also been identified within psychological needs theories as essential 

to happiness (Maslow 1943, Deci and Ryan 1985). Therefore, this finding should not be surprising.  

The School, however, is at an early developmental stage academically.  Early stage academic work is 

primarily individualistic (Gappa and Austin 2010).  The academic is expected to develop an area of 

interest, engage in scholarly activity at a high level with the development of new knowledge and to 

disseminate this knowledge to the international academic community, relevant industries or service 

providers and to the next generation of practitioners or scholars as students.  Many of the staff have 

undertaken doctoral work over the course of the last 10 years and those coming off doctoral 

programmes have just begun to engage in post-doctoral work i.e. preparation of tenders for 

research grants and the supervision of doctoral students.  Whilst there is rhetoric about the 

requirement for collaborative working in many of the research programmes, at this early 

developmental stage much of the work is solitary.  Whilst there is an open plan coffee area and a 

number of large meeting rooms all academic and technical staff have their own offices and much of 

their work is done alone.  The solidary nature of the work is, therefore, reinforced by the 

environmental layout. The flexibility afforded to work at home or out of the office also facilitates 

working alone.  Therefore, it is important to consider other explanations regarding why community 

emerged as important within the context of an individualistic academic culture.  
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In this study participants noted collegial characteristics, relationships, identifying with and belonging 

as strengths of the school and important for the happy workplace.  Helping each other and engaging 

in respectful supportive relationships were perceived to be the norm and essential to how people 

engaged in this workplace. The reciprocal nature of relationships was also important, with helping 

and being helped equally valued. Whilst participants noted these as strengths of the school 

contributing to their happiness in the workplace, such behaviours and activities are resonant of 

Organisational Citizenships behaviours which proponents have argued are the consequences of 

affective wellbeing and happiness at work (Ilies, Scott and Judge 2006, Rego, Ribeiro and Cunha 

2010, Rego et al. 2011).  Positive relationships and belonging have been identified as important 

factors for wellbeing (Ryff and Singer 2008) and for happiness at work (Carr 2004, Chiumento. 2007, 

Fisher 2010).  Actions developed during the subsequent Dream and Design stage involved 

developing a better knowledge of others and their work in the School and improving and 

strengthening existing relationships with others and with students.  While participants in this study 

identified actions which built upon the already perceived strong relationships, management also 

need to take cognisance of the value and importance of community to participants.  Attending to 

environmental factors and work processes which facilitate community building are important 

managerial considerations in the workplace (Vischer 2008).  

The importance of community to these participants in such an individualistic context is interesting 

and an alternative explanation may relate to the historical evolution of the School.  To some degree, 

the integration of large numbers of staff from the healthcare setting and culture where teamwork is 

more usual may account for this. Additionally, the background of many of the academic staff is that 

of caring professions, nursing, psychology and psychotherapy and this may also have influenced the 

helping behaviours which were identified by participants as essential to their happiness at work and 

key to a sense of community.  The importance of community to the study participants may also be 

reflective of the developmental stage of the School, which is a relatively new academic department. 

The School is working hard to try to build collaborative strengths and establish itself both within the 
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university itself but also more broadly amongst the other developing Schools of Nursing nationally 

and internationally. This was summarised in the following excerpt: 

So, the university is only what 30 years old, the School 10 to 12 years old and it's developing so I think 
ǿƘŜƴ ȅƻǳΩǊŜ ƛƴ ŀ ǇƭŀŎŜ ǘƘŀǘΩǎ ŘŜǾŜƭƻǇƛƴƎ ŀƴŘ ȅƻǳ ǿŀƴǘ ǘo take the initiative to help it develop in 
certain ways then we are here at a perfect time to kind of mould it in a way that suits the people that 
ŀǊŜ ƛƴ ǘƘŜ {ŎƘƻƻƭ ȅƻǳ ƪƴƻǿ ƛƴ ŀ ǇŀǊǘƛŎǳƭŀǊ ǘƛƳŜΦ !ƴŘ L ŘƻƴΩǘ ƳŜŀƴ ǘƘŀǘ ƛƴ ŀ ǎŜƭŦƛǎƘ ǿŀȅ ōǳǘ ǊŀǘƘŜǊ ƛƴ ŀ 
way that capitalises on the strengths of people that are there and pushes both ourselves and the 
school as an entity to succeed you know? (P12: FG: 2) 
 

7.6. Self Determination Theory: Relevance for Organisational Management 

The academic workplace is continuing to face new challenges internationally and nationally (Teichler 

and Höhle 2013, Clarke, Kenny and Loxley 2015).  Despite reasonably high levels of job satisfaction 

amongst Irish academics, considerable strain is being experienced (Byrne et al. 2012, Clarke, Kenny 

and Loxley 2015, Clarke et al. 2015). In one study it was noted that over 30% of academics had 

considered changing jobs and leaving academia and a further 21% considered changing to an 

academic position in another country (Clarke, Kenny and Loxley 2015).  Deteriorating conditions, 

decreasing levels of involvement in decision making, increasing levels of oversight and control, poor 

communication with management, minimal input to teaching allocation and increasing emphasis on 

ŦǳƴŘŜŘ ǊŀǘƘŜǊ ǘƘŀƴ ǘŜŀŎƘƛƴƎ ƭŜŘ ǊŜǎŜŀǊŎƘ ŎƻƴǘǊƛōǳǘŜŘ ǘƻ ǇŀǊǘƛŎƛǇŀƴǘǎΩ ǇŜǊŎŜǇǘƛƻƴǎ ƻŦ ǘƘŜ ŎƘŀƴƎŜŘ 

academic workplace (ibid). This is a concern both in terms of retaining existing academic staff and 

recruiting new high calibre academic staff. Clarke et al. (2015) propose that efforts need to be made 

to create supportive working environments in order for the Irish higher education system to cope 

with future challenges.  

In this study, the ƛŘŜƴǘƛŦƛŎŀǘƛƻƴ ƻŦ {ŎƘƻƻƭ ǎǘǊŜƴƎǘƘǎ ƛƴ ƭƛƴŜ ǿƛǘƘ ǇŀǊǘƛŎƛǇŀƴǘǎΩ ǳƴŘŜǊǎǘŀƴŘƛƴƎǎ ƻŦ 

happiness at work particularly at a time of much challenge and transition is positive as is the 

development of the action plan.   During the Dream and Destiny phase of the study participants 

designed and articulated their own plan for how this could achieved. Such an endeavour is entirely 

consistent with Self-determination Theory particularly the emphasis within the theory on intrinsic 
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motivation. Intrinsic motivation is defined as the pursuit of an activity because of its inherent 

interest and enjoyability (Deci and Ryan 1985).  With full management support participants in this 

study developed a plan for things which they believed would contribute to their happiness in the 

workplace into the future. This plan and associated activities particularly related to those factors 

which participants identified as being integral to their happiness at work i.e. self-determination, 

fulfilment, and community.  

The findings of this study are resonant of psychological needs theories particularly that of Self-

Determination Theory (Deci and Ryan 1985) and to some extent Human Needs Theory The universal 

needs of Self-determination, Competence and Relatedness are evident within the findings.   Having 

these needs met successfully can lead to happiness of both a hedonic and a eudemonic nature, in 

keeping with both subjective and psychological wellbeing (Deci and Ryan 2008).  The content of 

ƻƴŜΩǎ ƭƛŦŜ ŀƴŘ ǘƘŜ ǇǊƻŎŜǎǎ ƻŦ ƭƛǾƛƴƎ ǿŜƭƭ ŀǊŜ ōƻǘƘ ŎƻƴǎǘƛǘǳŜƴǘǎ ƻŦ eudaimonic happiness where as 

positive affect and pleasure are outcomes and are constituents of a more hedonic happiness (Ryan, 

Huta and Deci 2008).  Pleasure and positive affect however are often, though not always, outcomes 

of living meaningful, virtuous and fulfilled lives.  

While Deci and Ryan (2002) support a growth and developmental view of the organism and the need 

for an integrated self, they also believe in the effect of social environment on the achievement or 

otherwise of this outcome.   

ά{ŜƭŦ-determination Theory sees people as active and growth oriented organisms that actively seek 

challenges in their environment, attempting to actualise their capacities, potentialities and 

sensibilities. This represents only one pole of a dialectical interface with the other being social 

environments which can facilitate the others synthetic tendencies or alternatively wither, block or 

ƻǾŜǊǿƘŜƭƳ ǘƘŜƳέ (Deci and Ryan 2002, p. 8). 
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As such, ǘƘŜ ǇǊƻƳƻǘƛƻƴ ƻŦ ǎǳǇǇƻǊǘǎ ŀƴŘ ŀŎǘƛǾƛǘƛŜǎ ǿƘƛŎƘ ŦŀŎƛƭƛǘŀǘŜ ǘƘŜ ǎŀǘƛǎŦŀŎǘƛƻƴ ƻŦ ŀƴ ƛƴŘƛǾƛŘǳŀƭΩǎ 

need for competence, autonomy and relationships appear central to ensuring happiness in the 

workplace. The articulation by participants in this study of the strengths of the school in this regard 

should be noted by those who influence decisions about such supports. Any future decisions should 

be mindful of ensuring the maintenance of these strengths for the wellbeing of both the workforce 

and the School at large. It is acknowledged that change will occur. There will continue to be a need 

for increased activity with a decreasing budget for these activities. Organisational support for the 

universal psychological needs for self-determination and intrinsic motivation in the workplace, it is 

argued, will promote persistent and maintained behaviour change, more creativity, problem solving 

capacity, job satisfaction and organisational citizenship behaviours, all of which have been 

associated with happiness in the workplace (Gagne and Deci 2005).   Such support should be mindful 

of prioritising activities and ways of working which have an intrinsic value to school staff, rather than 

the use of contingent and external rewards more mindful of the behaviourist approach. Such an 

ŀǇǇǊƻŀŎƘ ƛǎ ŀƴ ŀƴŀǘƘŜƳŀ ǘƻ 5ŜŎƛ ŀƴŘ wȅŀƴΩǎ ǾƛŜǿ ƻƴ Ƙƻǿ ǇŜƻǇƭŜ ŀǊŜ motivated (Deci and Ryan 

1985).  Therefore, maintaining perceived autonomy and choice in this workplace and keeping levels 

of control to a minimum are key to maintaining levels of intrinsic motivation.   While some level of 

control is necessary in the workplace it is important that managers should be facilitators of 

maximum motivation by ensuring minimal control and a facilitation of autonomy where possible. 

Additionally, when feedback is constructive and focused on the affirmation of competence intrinsic 

motivation is maintained (Deci and Ryan 2002). The return to a more formal performance review 

system, as proposed by participants in this study, would offer an annual opportunity for employees 

and managers to review achievements, collaboratively set goals and to identify areas of work 

consistent with their own interests.  
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7.7. Critical evaluation of the contribution of AI to enabling and understanding 

workplace change 

The final objective of this AI study was to critically evaluate AI as a method for researching 

workplace change. One approach to evaluating AI is to consider the changes which occurred as a 

result of implementation of the action plan in The Destiny phase.  Bushe and Paranjpey (2014) note 

two important qualities of AI: 1) a focus on changing how people think not merely on what people 

do and 2) a focus on supporting self-organising change processes emanating from new ideas.  These, 

they argue, discriminate AI from other forms of conventional organisational change management 

initiatives.  Participants articulated two main changes relating to their happiness at work as a 

consequence of participating in this AI study.  In line with those qualities articulated by Bushe and 

Paranjpey (2014) these related to how their thinking about happiness had changed since 

commencing the study and how this changed thinking had influenced their subsequent actions. 

Whilst acknowledging these, it should be noted that this study is a process in evolution and there is 

potential for on-going change, new questions and further change consistent with the AI Process (van 

der Haar and Hosking 2004).  These authors further argue that AI is a relational constructionist 

process. As such they reject a product evaluation approach which relies on measurement of 

outcomes of an intervention. Rather, they focus on a reflexive exercise of the on-going process in 

line with the underlying philosophical social constructionist assumptions of AI (van der Haar and 

Hosking 2004). 

Participants in this study identified more reflection on happiness in the workplace and identified 

personal and School action as a consequence of this thinking. This represents a noteworthy change 

which can be viewed as a positive outcome from the process of AI.  
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7.8. Rethinking happiness in the workplace 

At the outset of this AI study thinking about happiness in the workplace was new to participants. The 

novelty of the topic is not unique to these study participants. It is noted by Fischer (2010) that the 

study of happiness in the workplace is relatively new.  Despite an increasing emphasis on happiness 

as a wellbeing indicator at individual  (Boehm and Lyubomirsky 2008), national and international 

levels (Doherty and Kelly 2013, Helliwell et al. 2013) and despite an  increasing interest in happiness 

philosophically (Nussbaum 2008) and economically (Layard and Layard 2011), the concept of 

happiness itself at work has only recently started to receive attention (Fisher 2010). Concepts 

relating to happiness at work i.e. job satisfaction (Weiss 2002), work engagement (Macey and 

Schneider 2008, Bakker and Schaufeli 2008, Halbesleben 2010) and flow at work (Bakker 2005) are 

more likely to have received attention in the literature than happiness itself (Fisher 2010).  Thinking 

about happiness at work, what contributes to happiness at work, and how one could contribute to 

the happy workplace of the future is all part of the change brought about by this study. This study 

has provided a new and novel way for participants to become conscious of and reflect upon 

something which is increasingly being recognised as important for human wellbeing i.e. happiness at 

work (Warr 2007). Both the topic of happiness in this study and the use of an AI process enabled 

this. 

One of the main features of AI which differentiates it from other forms of action research is its 

positive focus (Reason and Bradbury 2007). Although participants found focusing on the positive 

novel and challenging they did acknowledge that being asked to focus on school strengths 

influenced how they thought about their work, the workplace and their work colleagues. 

Participants then commented that this changed thinking affected their behaviours and actions both 

overtly and subliminally. Raised awareness of those factors which were important to their happiness 

and wellbeing at work influenced both their contribution to the development of the School formally 

in terms of the Dream and Design phases of the study but, more importantly, about their thinking 
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more generally about workplace issues from a more positive frame of reference. Nussbaum (2008), 

in commenting on the importance of intellectual activity for happiness, notes the importance of 

reflection. She argues that self-reflection is an integral part of eudaimonic happiness and calls this 

άǘƘŜ ƛƴǘŜƭƭŜŎǘǳŀƭ ǾƛǊǘǳŜ ƻŦ ǇǊŀŎǘƛŎŀƭ ǿƛǎŘƻƳέ (Nussbaum 2008, p. 343). Participants noted that 

focusing on both happiness and strengths affected their thinking. They commented that they now 

thought more about happiness in the workplace and what contributes to this than they did prior to 

the study. They also noted that the use of positive questions in the study also influenced their 

thinking and they now tended to think more positively about the workplace.  This change was a 

direct result of being involved in the study. Change in thinking is one of the key transformational 

strengths of AI and this changed thinking offers the potential to create new possibilities and change 

how things are done in organisations (Bushe and Kassam 2005). 

The focus on School strengths and positive aspects of the workplace presented challenges for some 

of the participants.  One of ǘƘŜ ŎǊƛǘƛŎƛǎƳǎ ƻŦ !L ƛǎ ǘƘŜ ŦƻŎǳǎ ƻƴ ǇƻǎƛǘƛǾŜǎ ŀƴŘ ƛǘǎ   ǇŜǊŎŜƛǾŜŘ άǿŀǊƳ ŀƴŘ 

ŦǳȊȊȅέ ƴŀǘǳǊŜ (Fitzgerald, Murrell and Newman 2001, p. 21). An interesting thing within this study is 

the identification of the local cultural tendency to focus on the negative and the subsequent 

highlighting of how this appreciative process created an opportunity to think and act differently in 

the School, i.e. in a more constructive way which was more consistent with their individual natural 

way of being. One participant (P: 3 E G: 2) ŘŜǎŎǊƛōŜŘ ǘƘƛǎ ŀǎ άƭŜƎƛǘƛƳŀǘƛƴƎέ ƘŜǊ ƴŀǘǳǊŀƭ ǿŀȅ ƻŦ ōŜƛƴƎ 

happy. Finegold et al (2002) note the contribution of AI to attitudinal change and a new way of 

talking about issues of importance. Gergen (1997) comments on the deficit discourse and argues 

that by constructing the world, and particularly individuals, in terms of problems, there is an 

objectification of deficit and a suppression of positive possibilities. AI offered an alternative to this in 

this study.  The acknowledgement of School strengths enabled by this study offered an opportunity 

for participants to think and act differently and more constructively within the workplace. This 

facilitated the development of the vision for the school and subsequent action plan which built on 

those school strengths in the Dream and Design phases of the study.  More importantly, it facilitated 
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participantsΩ changed thinking about happiness in the workplace to influence their actions including 

challenging negative discourses in the Destiny phase. 

7.9. Action on happiness in the workplace  

During the course of the study an action plan was developed by participants to initiate change and 

improve the academic workplace of the future. This plan consisted of short, medium and long term 

actions.  Some of the short term actions were already implemented. Many more were in hand and 

during the study it was acknowledged that some of the actions i.e. more long term goals, would take 

some time. The vision as articulated and the actions proposed were in keeping with participants 

shared understandings of happiness in the workplace and consistent with the fulfilment of those 

things which participants articulated as important to being happy in the workplace namely self-

determination, fulfilment and community. Actions included extending already strong school 

relationships to new ways of being with and respecting students, negative staff, staff from smaller 

programmes and staff from other departments within the university. Achievement and recognition 

were also highlighted in terms of the promotion of happiness in the workplace.  Whilst a number of 

the outcomes were led at management level, many were initiated by study participants themselves. 

The importance of collectively taking action and making change is a key feature of AI (Cooperrider 

and Whitney 2001, Bushe and Paranjpey 2014).    

The general increased positivity amongst participants was highlighted by reference to the 

development of a roof garden in the School during the timeframe of this study.  Across the board the 

development of the roof garden and social space was noted as positive. The beautiful environment 

which was utilised well in the summer months and the spirit of co-operation engendered during its 

development was noted by all. While participants in the focus groups were unable to directly 

identify this as an outcome of the Happiness in the Workplace study they believed that it was 

indirectly influenced by it. Additionally, appreciation of the endeavour may also have been 

influenced by the study whereby previously an initiative like this may have gone unnoticed or 



147 
 

alternatively regarded with some cynicism.  The overwhelming acknowledgement of the garden by 

participants and what it has to offer may be a reflection of participants changed thinking in relation 

to their workplace and those things which contribute to their happiness, including the environment.  

Participants were slower to identify specific incidents of changes in their own behaviours. Using an 

appreciative approach in the study appears to have enabled participants to reflect on the positive 

and they perceive that this had an inevitable knock on effect on their actions. Whilst participants 

struggled to identify specific actions, they did acknowledge that the process of thinking differently 

inevitably influenced how they behaved at work, the choices they now made and opportunities they 

took and how this was different than how they had behaved before. As with any AI process, it is 

anticipated that this changed thinking will potentially influence future actions as part of their on-

going Destiny (Cooperrider and Whitney 2001) 

Bushe (2010) proposes that, whilst the positive focus is important in AI, its real strengths lies in its 

generative potential.  Within this study participants were involved in a process of co constructing a 

workplace for the future consistent with their understandings of happiness in this workplace. This 

involved the generation of ideas and a plan of action to be taken by them in the collective fulfilment 

of this.  More significant than specific actions noted, however, was the changed thinking and ensuing 

changed way of behaving articulated by participants because of the AI process. While much of this 

change came from the explication of existing School strengths, some also emerged from discussing 

that which participants found to be weaknesses of the School. Using an appreciative discourse and a 

positive focus provided participants with a new way of thinking about and acting on these 

(Cooperrider and Whitney 2001).  This related particularly to negativity amongst a small number of 

school staff.  New ways of engaging with this negativity were proposed in the Dream and Design 

Phases of the study. These included structuring meetings in a more constructive way, challenging 

negative discourses and creating fora where staff could learn more about each other and their work. 
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It was hoped that these short term actions would contribute to the more long term goals of 

increased collaboration and more respectful ways of working.  

The acknowledgement of the value of the AI process in refocusing participants on already existing 

strengths in their workplace is a key outcome. Cooperrider and Whitney (2001) and Bushe and 

Paranjpey (2014) note the simultaneity of inquiry and change. This new appreciation should 

contribute to future change in the School and the implementation of some of the more long term 

actions identified in the Design phase of the study.  Both the nature and mode of the inquiry are 

perceived to have contributed to this change.  Involving colleagues in a participative inquiry focused 

on the promotion of happiness in the workplace allowed for participants to contribute to the 

determination of their own future happiness in the workplace.  The AI process itself additionally 

facilitates self-determination which, as key finding of the Discovery phase of the study, is integral to 

ǇŀǊǘƛŎƛǇŀƴǘǎΩ ƘŀǇǇƛƴŜǎǎ ƛƴ ǘƘƛǎ ǿƻǊƪǇƭŀŎŜΦ    

7.10. Key recommendations 

The dialogue regarding happiness in the workplace has begun and has now achieved some form of 

legitimation in this process within one workplace in a higher education institution.  It is important 

that this process is continued into the future and that those participants in the study continue the 

dialogue. Therefore a number of recommendations in relation to School management practice, the 

use of AI as an effective change process, and future research are proposed.    

7.10.1. Recommendations for School management: 

¶ In order to meet the identified need for achievement, meaningful work and autonomy a  

formal system of performance review should be considered whereby staff could meet with 

management annually to look at individual goals, review achievements and receive feedback 

and acknowledgement.  
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¶ Consideration should be given to ensuring that work spaces and work processes facilitate 

collaborative and supportive working into the future.  This will build upon already existing 

strengths of the school in relation to collegial working.  

¶ Staff should be invited to be more involved in annual workload allocation in order to ensure 

that, where possible, interests in particular areas of teaching/research /administration are 

accommodated, meeting identified needs for meaningful and fulfilling work. 

¶ A management development programme which includes Self Determination Theory should 

be developed to educate school management about its potential benefits in facilitating 

employee wellbeing and happiness.  

¶ AI as a change management process should be explored and adopted by School 

management as a means of involving employees in constructive evaluations of School 

activities and new ventures.  

7.10.2. Recommendations for practice 

¶ Staff who participated in this study should progress the issue of developing social 

relationships in order to build upon new and existing collegial working relationships 

¶ Participants in this study should take ownership of promoting school image and activities by 

taking up the opportunity for media training provided and then seek out further 

opportunities to promote the School externally. 

¶ Staff who participated in this study should use their positive experience of AI to explore and 

address questions of both workplace interest and concern with other colleagues.  

7.10.3. Recommendations for further research: 

¶ A School wide survey of employee happiness should be conducted within one year to 

measure employee happiness. Survey results could be used to instigate interest in and 

further discourse on happiness in this particular workplace leading to a second AI cycle. 
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¶ A second AI cycle should be commenced following this survey and invitations extended to 

encourage more widespread participation. It is important to offer those who for whatever 

reason chose not to be involved in this study an opportunity to become engaged in the 

dialogue regarding those things which contribute to their happiness in the workplace.  

¶ More broadly AI should be used to explore happiness in other similar higher education 

institutions.    

¶ Making a choice to be happy in the academic workplace was one novel finding of this study. 

The issue of choosing to be happy in the workplace is one which requires further exploratory 

investigation.  

7.11. Conclusion 

A new and expanded understanding of happiness in the workplace has emerged as a result of this 

study and participants have acknowledged that they now think more positively about the workplace 

and engage with opportunities more positively than they would have previously. Additionally, 

participants feel more positively about challenging negativity and being more constructive 

themselves. This has led to the potential for a new way of dialoguing in this workplace about future 

endeavours relating to happiness. The findings of this study surface understandings of happiness in 

this workplace at a time of significant challenge and change. These findings provided a platform 

upon which to build the envisioned happy School of the future. Early outcomes of the study indicate 

changes both at a personal level and a school level consistent with these. The clarification of the 

concept of happiness in an academic workplace and the relevance of Self Determination Theory as a 

framework for management and organisational practice offers something new to the creation of the 

supportive working environments advocated by Clarke et al (2015). Oswick et al (2005) further 

proposes that the positive focus within AI and its continuous cycles are very appropriate for the 

highly turbulent and changing nature of modern organisations. It also provides one mechanism for 

involving staff in decision making effecting the work environment and context. Whilst involvement in 
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decision making is not always possible or appropriate, non-involvement in decision making has been 

identified as one contributor to deteriorating working condition (Clarke, Kenny & Loxley).  AI offers 

one way to offset this.  Arising from the findings of this study a number of key recommendations are 

proposed for School management and future research. Those relating to School management focus 

on the development by management of an understanding of Self-Determination theory as a guide 

for understanding and facilitating employee happiness in the workplace. Those pertaining to 

research include extending this small study to include other School staff and to other higher 

education institutions. 

 This study is consistent with one cycle of an action research process. Cooperrider et al (2008) argue 

that organisations move in the direction of questions asked. Happiness as a topic and appreciative 

questions are new to this particular workplace.  This study has attempted to focus colleagues on 

both and findings from this evaluation indicate movement and change consistent with their view of 

a happy workplace in the future. As with all forms of action research the process of change is not 

complete and will require from participants, including myself, an on-going commitment to engaging 

in positive dialogue about things which participants have identified as important to their happiness 

in this workplace.   
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 Chapter 8  Critical Reflections and Conclusions 
 

8.1. Introduction 

This study focused on developing an understanding of happiness in an academic department in a 

higher education institution in Ireland. It was an action-oriented inquiry adopting an AI Methodology 

to engage staff in both a process of discovery and action.  Findings of the study support Self-

Determination Theory as an explanation for how happiness is understood in this setting and AI 

provides a methodology whereby happiness can be facilitated within the workplace in the future. 

Findings of the study indicate some changed thinking and new behaviours which are consistent with 

participants espoused understanding of their happiness in this workplace.  

8.2. Reflection on the process and limitations of the study 

At the outset of the study my role in the School was that of Head of School. After the Discovery 

phase of the study prior to convening the Consensus Meetings held for the Dream and Design phase 

of the study my role reverted from that of Head of School back to lecturer.  

Aside from my own personal and professional development, one rationale for choosing to undertake 

the Professional Doctorate in Educational Leadership was that I could extend my knowledge of 

change management as a process but also that any research project undertaken during the 

programme would have some benefits for my own area of work both practically and theoretically. 

The choice of topic, research methodology and methods employed were carefully considered in 

order that they were congruent with my own values and beliefs about collaborative working and the 

importance of practical benefits of any research. Whilst I cannot overlook the potential impact of my 

role at the time on the willingness of colleagues to become involved and to contribute openly in the 

process, my own reflection of the process was that it was an enthusiastic, engaged and constructive 

process.  
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The nature of action research is that it takes place over time particularly in the realisation of long 

terms goals. It is acknowledged that in this study the timeframe was short as the evaluation took 

place six months after the Dream and Design phases of the study. Many of the long term actions 

were still outstanding but some of the short term actions were realised as were the changes noted 

by participants in how they thought and behaved.  

8.3. Authenticity of the participatory process 

Core to an AI process is participation.  Within this AI process colleagues across school teams and 

professional boundaries were invited to and chose to participate in the study knowing in advance 

that they were becoming engaged in a process which would involve their contribution over time 

potentially leading to a happier workplace in the future. The invitation to participate was open to all 

school staff and those who indicated interest and willingness to participate all became co-

participants in the research. A broad range of academic and non-academic staff from across the 

school chose to participate and I see this as one of the strengths of the study. The only group of staff 

who were not represented were the administrative staff.  Despite numerous invitations to 

participate no one from the administration team chose to participate and this did raise concerns for 

me as a manager at the time.  

Those who volunteered to be involved in the study appeared happy to participate in the interviews, 

focus groups and consensus groups and were happy to receive transcripts, validate their authenticity 

or make minor amendments such as typographical errors or to clarify unclear statements. 

Additionally participants were willing to comment on the first attempt at developing categories from 

the discovery phase in the consensus meetings. It is difficult to know whether participants 

volunteered to be part of the study because of their genuine interest in the study itself and the 

potential for change inherent in the process or whether they volunteered out of a collegial effort to 

help me advance my studies. Whatever the motivation, my observation was that participants 

engaged wholeheartedly with the process and either motivators were entirely in keeping with the 
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themes identified by participants as those which contribute to their happiness at work, namely Self-

determination, Fulfilment and Community.  

8.4. Size of the group of participants relative to the School staff group 

The School has a large staff group of over eighty people.  Over a third of them volunteered to 

participate. This is a sizable number of staff , a critical mass, and it is hoped that change in the 

thinking and actions of participants will have a knock-on effect in terms of how the school advances 

towards being a happier workplace. One particular reflection, however, is the fact that, despite the 

positive nature of both the topic and the process, over two thirds of staff chose not to or were 

unable to participate. There are numerous reasons why this may have been the case including 

demanding workloads, competing commitments, possible lack of interest or concerns about my role 

in the process.  Naively I assumed that people would jump at the chance to be involved in the study 

because of its positive focus and the collaborative approach to improving workplace happiness. I 

believed that the approach would appeal to staff who, to date, may have felt excluded from decision 

making and who might take this opportunity to contribute to the development of a happier 

workplace for all, including themselves. AI has been touted as a new and progressive approach to 

the management of change in organisations (Cooperrider and Whitney 2005, Sekerka, Zolin and 

Smith 2009). The literature is replete with espousing the positive values upon which the approach is 

based and it has been recommended as a new and innovative philosophy and method for leaders 

when leading change initiatives within their own organisations (Cooperrider and Whitney 2001, 

Reed et al. 2002, Cooperrider, Whitney and Stavros 2003, Cooperrider and Whitney 2005, Reed 

2006, Bushe 2010). Within the approach arguments for taking an appreciative and positive stance 

are based on the belief that organisations move in the direction of their inquiries and the more 

positive the inquiry the more long lasting the impact (Cooperrider et al. 2008). While reading the 

literature on AI one might be forgiven for believing that the approach is problem free in relation to 

participation and that the approach is welcomed wholeheartedly within organisations.  Despite the 
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emphasis on the positive and the lack of focus on the problems within an organisation one cannot 

assume, as I did, that employees will engage willingly in an AI process, notwithstanding the potential 

for a positive impact for them.  Such an assumption seems foolhardy and fails to acknowledge the 

complexity of organisational dynamics. This seems particularly relevant within an Irish academic 

context. Bushe (1998a)  suggests that AI is best not used where there are deeply held grievances in 

an organisation.  The emphasis in the approach on the positive may lead to repression of beliefs and 

feelings around ǘƘŜǎŜ ǿƛǘƘ άƴŀǎǘȅ ǎƛŘŜ ŜŦŦŜŎǘǎέ as a consequence (Bushe 1998a, p. 2).  Whilst the 

research community within the School in question would have been familiar and comfortable with 

qualitative and action research approaches to inquiry, AI was relatively new to many. Those who 

chose to be involved found the process useful but also acknowledged the cultural difficulties with 

appreciation. While acknowledging how much they liked the positive and appreciative focus of the 

study they did acknowledge that it was a different experience for them.  Many who chose not to 

become involved  may have viewed the process with scepticism because of the perceived warm and 

fuzzy nature of AI (Dick 2004) or may have been concerned about my role in it as previously 

mentioned.   

8.5. Staff and managers as colleagues and co-participants  

It is interesting that the roles of some of the co-participants changed during the time of the study.  

Participants would have been aware of the impending change to my role as Head of School back to 

that of lecturer in advance of commencing the study as this change was part of the normal and 

widely known process for changeover of Head of School. What could not have been anticipated was 

the changing role of some of the participants who during the course of the study took on 

management roles within the School i.e. Head of School and Deputy Head of School. These changes 

took place after the Discovery phase of the study.   

Reflections from both the Discovery, Dream and Design phases of the process indicated enthusiasm 

and engagement from participants. Participants were eager to contribute with minimal pauses in the 
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groups interactions. Whilst the thrust of discussions were positive, participants in the Dream and 

Design phases across all groups articulated some negatives which impacted on their happiness in the 

workplace.  My reflection of the two groups held in the Destiny phase indicated reticent responses 

with a greater number of pauses and more direct probing from me the moderator. This may have 

been because participants required time to reflect themselves on personal changes which had 

occurred during the course of the study.  Alternatively it may have been an unanticipated 

consequence of the changing roles of participants, possibly resulting in reticence of some 

participants to be open or negative about the process or perceived outcomes of the study.  

8.6. Transferability of the findings 

The purpose of this study was to explore with colleagues understandings of happiness in one 

workplace and to initiate a process of change consistent with those understandings leading to a 

happy workplace in the future. Inherent in that venture was the understanding that this inquiry was 

undertaken within a specific cultural and contextual environment and as such findings from this 

study would not nor could not be generalisable.  Notwithstanding the cultural and contextual factors 

it is hoped that some of the findings relating to the process of change and understandings of 

happiness in an academic workplace may be transferable to other contexts.  

8.7. Change 

Whilst the nature of the inquiry was one of discovery and change, it is important to note that no 

baseline measurement was taken at the outset to measure levels of happiness among the staff 

group nor indeed to measure quantitatively strengths of the school in relation to employee 

happiness. As a result therefore it is impossible to determine the level or extent of any actual change 

ƛƴ ǇŀǊǘƛŎƛǇŀƴǘǎΩ ƭŜǾŜƭǎ ƻŦ ƘŀǇǇƛƴŜǎǎ ƴƻǊ ǿŀǎ ǘƘƛǎ ŀ ǊŜǉǳƛǊŜƳŜƴǘ ƻŦ the process. The perception of the 

participants is that there has been a change in their way of thinking about happiness and how they 

themselves act, consistent with their new awareness. This change has provided a new and more 
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positive discourse within the workplace which hopefully may continue to influence more positive 

and constructive behaviours of both study participants and other staff leading to a happy workplace 

in the future. A number of positive outcomes, outlined in chapter 5, have been identified as a result 

of the study and it is hoped that the study has commenced a dialogue amongst staff and a new way 

of engaging in the school at all levels which will continue into the future. AI as with other forms of 

action research is a continual process of discovery and action (Cooperrider et al. 2008).  

While acknowledging that much has been done in the organisational development world in relation 

to exploring and developing concepts consistent with happiness at work, job satisfaction, work 

engagement and organisational commitment there is a paucity of interventional research on the 

development of happiness at work. The more recent work of Seligman is one exception to this and 

he describes a number of interventional studies conducted by himself to develop happiness, an 

example of which took place with the US army (Seligman 2011). This research describes an intensive 

educational programme for marines on emotional, family, social and spiritual fitness, post traumatic 

growth and resilience development. Some evidence is emerging that these interventions are having 

a positive impact on soldier wellbeing (Seligman 2011).  Other interventional techniques utilised by 

Seligman and which met with some degree of success in relation to individual well-being include 

keeping a daily gratitude journal, άwhat went well exercisesέ and signature strengths exercises. 

Indeed, one participant of this AI study noted Seligman and his work in one of the evaluation focus 

groups as an approach which might have had more visible outcomes than those achieved by this 

study. The purpose of this study was not, however, to make people happier. Rather it was to engage 

people in a dialogue about happiness at work which would lead to a clearer understanding of how, 

in this workplace, we construct happiness,  how the school contributes to this and how we can do 

more of those things which will contribute to a happy workplace in the future.  

ά!ǇǇǊŜŎƛŀǘƛǾŜ LƴǉǳƛǊȅ ƻǇŜǊŀǘŜǎ ƻƴ ǘƘŜ ǇǊŜƳƛǎŜ ǘƘŀǘ ŀǎƪƛƴƎ Ǉositive questions draws out the human 

spirit in organisations. In a self-organising way the organisation begins to construct a more desirable 
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future. This is the key objective of the technique. It is accomplished by bringing forth the positive 

change core ƻŦ ǘƘŜ ƻǊƎŀƴƛǎŀǘƛƻƴΣ ƳŀƪƛƴƎ ƛǘ ŜȄǇƭƛŎƛǘ ŀƴŘ ŀƭƭƻǿƛƴƎ ƛǘ ǘƻ ōŜ ƻǿƴŜŘ ōȅ ŀƭƭέ (Cooperrider & 

Skerka 2003, p. 201) 

It is hoped that this new dialogue and way of thinking will move us towards more activity consistent 

with happiness. It is a beginning. 

8.8. Positionality 

The arguments for and against insider research have been made in Chapter 3 page 68. Being an 

insider gave me an understanding of the context and I felt it was an advantage to be an insider in 

this process. On reflection however I note that at times I was conscious that things that were being 

said and particularly actions espoused by one or two of the participants were not consistent with my 

experience of them on the ground. This is, of course, a concern of all research in that what people 

say they do is not necessarily what they actually do.  Although they were small things which did not 

necessarily effect the outcome of the research nor impact on anyone else I was uncomfortable with 

them.  Had I been an outsider I would not have been aware of this issue but I have learnt that it is 

something for me to consider in any future research where I may be researching from outside of the 

environment.  

8.9. Conclusion 

The main focus of this research was to engage staff in a collaborative venture to build a happy 

workplace for the future. The concept of happiness in the workplace has been gaining increasing 

attention and has been explored from hedonic, subjective wellbeing perspectives and increasingly a 

perspective more consistent with Aristotelian eudaimonia. In this thesis I have argued that 

happiness in the workplace resonates with individuals needs for Self-determination, Competence 

and Relatedness consistent with Self-Determination. Whilst acknowledging that pleasure and 

ǎŀǘƛǎŦŀŎǘƛƻƴ ŀǊŜ ōƻǘƘ ƛƳǇƻǊǘŀƴǘ ǘƻ ǇŀǊǘƛŎƛǇŀƴǘǎΩ ƘŀǇǇƛƴŜss in the workplace these are entirely linked 
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to their need for autonomous and meaningful work in an environment of mutual support and 

ŎƻƳƳǳƴƛǘȅΦ ¢ƘŜ ŀŎǘƛƻƴ ŀǊƛǎƛƴƎ ŦǊƻƳ ǘƘƛǎ ǎǘǳŘȅ ƛǎ ŎƻƴǎƛǎǘŜƴǘ ǿƛǘƘ ǇŀǊǘƛŎƛǇŀƴǘǎΩ ŎƻƴǎǘǊǳŎǘƛƻƴǎ ƻŦ 

happiness in the workplace and the current strengths of the school. Aligning these has led to some 

changes in thinking and behaviour of participants and some reported outcomes of actions as a result 

of this.  

The journey has begun with more questions to be asked and more answers to be found.  This study 

has demonstrated that working collaboratively in the pursuit of these answers using an appreciative 

framework allows for new ways of thinking and being in the workplace.  
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