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Abstract

Introduction

Considering the existence of various challenges in the environment of today's organizations,
creating a vibrant organization is considered one of the strategic needs for long-term success.
The present study was conducted with the aim of comparative study of organizational happiness
strategies in the municipal work environment.

Method

In terms of purpose, this research is applied, and based on the nature of the method, it is part of
descriptive-analytical research, and in terms of the method of data collection, it is a field survey
research. The statistical population of this study is the experts of the studied municipalities, 26
of whom were selected by snowball sampling method. The data collection instrument in this
research is a self-made matrix questionnaire. The validity of the questionnaire was confirmed by
experts. Research data were analyzed using taxonomy technique.

Results

According to the data analysis, based on the opinion of the experts of Rozheh Municipality,
self-confidence, and according to the opinions of the experts of Chadegan Municipality,
interest in work and self-confidence, and according to the opinions of the experts of the
Municipality, interest in work, respectively, as the most important effective indicators in the

ranking.
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Discussion

According to the findings of the research, the strategies of observing justice and equality,
job security and paying attention to the welfare issues are introduced as the most important
strategies for the happiness of municipal employees, and senior managers must take
strategiess regarding implementation of effective and impressive factors for increasing

happiness at work.
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Figure 1. The final weight Wj of the criteria based on the opinion of municipal experts
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Table 1. Decision matrix of raw data recorded in taxonomy software
The basic data extracted from the point of view of the experts of the municipality of Rozveh
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Participatory management 7.9 7.3 7.9 8.1 8.1 8.1 8.1
Autonomy of employees 7.9 7.3 7.9 9.0 8.4 7.9 7.9
Encouragement and reward 8.1 7.6 8.4 8.7 7.9 8.4 8.4
Creating Intimacy between employees 8.1 7.6 7.3 8.7 7.9 8.1 8.4
Improving the physical work environment 8.4 7.9 7.3 8.7 7.9 8.4 8.4
Investing in the emotional intelligence of employees 8.1 7.6 7.9 8.1 8.1 7.9 8.4
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Table 2. De-scaling of the decision matrix

—_ <5}

g2 S g 8

> o o B [<) c —
2 2 = £ 3 2 E B X
Indicators Organizational happiness Strategies 3 = N E 2 = s ® 5
0] = c S 3 L 8 =

(7p) g I n w P c

5 8 8 3 e =
Participatory management -0.332  -0.725 0.044 -0.72 0.635 0191 -0.194
Autonomy of employees -0.332  -0.725 0.044 1.263 1.218 -0.33  -0.776
Encouragement and reward 0.051 -0.238 1.136 0.602 0.246 0.973 0.679
Creating Intimacy between employees 0.051 -0.238 -1.267 0.602 0.246 0191  0.679
Improving the physical work environment 0.626 0.249  -1.267  0.602 0.246 0.973 0.679
Investing in the emotional intelligence of employees  0.051  -0.238  0.044 -0.72 0.635 -0.33 0.679
The most desirable 12 1.547 1791 1.263 1218 1754 1551
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Table 3. Calculating the distance between options and positive ideals

Organizational happiness Strategies Distance to the most desirable
Participatory management 4.508
Autonomy of employees 4.508
Encouragement and reward 2.773
Creating Intimacy between employees 4.295
Improving the physical work environment 3.758
Investing in the emotional intelligence of employees 4.116

baiws (guuad ) ipgm al> 5o

Table 4. Ranking of categories

Organizational happiness Strategies Distance to the most desirable
Participatory Management 0.543
Autonomy of employees 0.543
Encouragement and reward 0.334
Creating intimacy between employees 0.518
Improving the physical work environment 0.453
Investing in the emotional intelligence of employees 0.496
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Table 5. Conclusion based on the opinion of Rozvah Municipality experts

Option  priorities Organizational vitality strategies

S11 Priority 1 Option 11 (observe justice and equality)

S6 Priority 2 Option 6 (employee job security)

S9 Priority 3 Option 9 (attention to the livelihood and welfare issues of employees (pay and benefits))
S3 Priority 4 Option 3 (encouragement and reward)

S4 Priority 5 Option 4 (promotion and design career development path)

S14 Priority 6 Option 14 (Improving the physical work environment).

S8 Priority 7 Option 8 (optimal job design (job enrichment))

S15 Priority 8 Option 15 (investing in the emotional intelligence of employees)

S13 Priority 9 Option 13 (creating intimacy between employees)

S1 Priority 10 Option 1 (participatory management)

S2 Priority 11 Option 2 (employee freedom of action)

S7 Priority 12 Option 7 (strengthening the spirit of teamwork)

S10 Priority 13 Option 10 (sports, tourism and pilgrimage programs)

S5 Priority 14 Option 5 (carrying out happy and fun cultural programs)

12 Priority 15 Option 12 (attention to religious teachings and institutionalization of Islamic work values

and ethics and strengthening of religious beliefs)

Figure 2. Ranking of strategies based on the opinion of the experts of the municipality of Rozveh
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Table 6. Conclusion based on the opinion of Chadegan Municipality experts

Option Priorities Organizational happiness Strategies
S6 Priority 1 Option 6 (employee job security)
S1 Priority 2 Option 1 (participatory management)

Option 12 (attention to religious teachings and institutionalization of Islamic work values and

S12 Priority 3 ethics and strengthening of religious beliefs)

S7 Priority 4 Option 7 (strengthening the spirit of teamwork)

S15 Priority 5 Option 15 (investing in the emotional intelligence of employees)
S13 Priority 6 Option 13 (creating intimacy between employees)

S3 Priority 7 Option 3 (encouragement and reward)

S4 Priority 8 Option 4 (promotion and design career development path)
S14 Priority 9 Option 14 (Improving the physical work environment)

S2 Priority 10 Option 2 (Autonomy)

S9 Priority 11 Option 9 (attention to the livelihood and welfare issues of employees (pay and benefits))
S5 Priority 12 Option 5 (carrying out happy and fun cultural programs)
S11 Priority 13 Option 11 (observe justice and equality)

S8 Priority 14 Option 8 (optimal job design (job enrichment))

S10 Priority 15 Option 10 (sports, tourism and pilgrimage programs)

s iy S L Ca e 5 GLS S it Copel wcilimee ol BLaS slasal, e 45 i gl Gebul
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Table 7. Conclusion based on the opinion of Daran Municipality experts

Option Priorities Organizational Vitality Strategies

S11 Priority 1 Option 11 (observe justice and equality)

S9 Priority 2 Option 9 (attention to the livelihood and welfare issues of employees (pay and benefits)
S6 Priority 3 Option 6 (employee job security)

S3 Priority 4 Option 3 (encouragement and reward)

S7 Priority 5 Option 7 (strengthening the spirit of teamwork)

S13 Priority 6 Option 13 (creating intimacy between employees)

S4 Priority 7 Option 4 (promotion and design career development path)
S14 Priority 8 Option 14 (Improving the physical work environment)

S8 Priority 9 Option 8 (optimal job design (job enrichment))

S2 Priority 10 Option 2 (employees’ autonomy)

S1 Priority 11 Option 1 (participatory management)

S15 Priority 12 Option 15 (investing in the emotional intelligence of employees)
S10 Priority 13 Option 10 (sports, tourism and pilgrimage programs)

S5 Priority 14 Option 5 (1 for happy and fun cultural programs)

Option 12 (attention to religious teachings and institutionalization of Islamic work ethics and

S12 Priority 15 values and strengthening religious beliefs)
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Figure 3. Ranking of strategies based on the opinion of the experts of the municipality of Daran
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Table 8. The most important effective indicators in the ranking of organizational vitality

The Most Important Indicator Municipality
Self confidence Rezveh
Interest in work, self-confidence Chadgan

Interest in work Daran
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Table 9. The most optimal organizational vitality strategy

The Best Strategy Municipality
Justice and equality, job security Rezveh
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Justice and equality, paying attention to the livelihood and welfare issues of employees (pay and Benefits) Daran
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