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Giris: Calisanlar lizerinde onemli etkileri olan Orgiitsel davramiglar gérme yetersizligi olan &gretmenler
bakimindan daha hassas bir durum olusturmaktadir. Bu ¢aligmada, ilkdgretim ve ortadgretim kurumlarinda gérevli

gorme yetersizligi olan 6gretmenlerin goriislerine gore orgiitsel adalet, duygusal baglilik, 6rgiit kaynakli 6z saygi
ve algilanan orgiitsel destek arasindaki iligkiler incelenmesi amaglanmaktadir.

Yontem: Orneklemi 2018-2019 egitim-6gretim yilinda ilkdgretim ve ortadgretim kurumlarinda gorevli 154 gérme
yetersizligi olan ogretmenden olusmaktadir. Calismada, iligkisel tarama yontemi kullanilmig ve veriler nicel
teknikler aracihiryla ¢oziimlenmistir. “Duygusal Baglilik Olcegi, Orgiitsel Destek Olcegi, Orgiitsel Adalet Algist
Olgegi, Orgiit Kaynakli Oz sayg1 Olgegi” veri toplama araci olarak kullanilmistir. Veri analizinde aritmetik
ortalama, standart sapma ve parametrik testler uygulanmastir.

Bulgular: Bulgular, 6gretmenlerin 6rgiitsel destek algi diizeylerinin erkek 6gretmenler ve evli dgretmenler lehine
farklilagtigini gdstermistir. Ayrica 6gretmenlerin 6rgiit kaynakli 6zsaygi algi diizeylerinin de erkek 6gretmenler
lehine farklilastigim gostermistir. Orgiitsel adalet algisi ile drgiit kaynakli 6z sayg1 arasinda, drgiitsel adalet algilar:
ile algilanan orgiitsel destek arasinda ve duygusal baglilik ile 6rgiit kaynakli 6z saygi arasinda anlamli iliski oldugu
goriilmistiir. Sonug olarak; orgiit kaynakli 6z saygi, orgiitsel adalet algisi ve duygusal rgiitsel bagliligin, orgiitsel
destek algisinin anlamli yordayicilart oldugu saptanmustir.

Tartisma: {lkdgretim ve ortadgretim kurumlarinda gorevli gérme yetersizligi olan dgretmenlerin okullarina olan
duygusal bagliliklarinin orta diizeyde oldugu goriilmiistiir. Gorme yetersizligi olmayan dgretmenlerle yapilan
caligmalar da benzer sonuglar ¢ikmasi, gorme yetersizliginin 6gretmenlerde duygusal bagliligr etkilemedigini
gostermektedir. Alanyazin incelendiginde okul yoneticilerinin gérme yetersizligi olan 6gretmenle ¢aligmaya ¢ok
istekli olmamalarina karsin Ogretmenlerine destek verdikleri anlasilmaktadir. Okullarda orgiitsel adaletin
saglanmasi durumunda Orgiitsel destegin ve Orgiit kaynakli 6zsayginin arttigi bu ¢alisma ile bir kez daha
goriilmektedir.

Anahtar sozciikler: Ogretmen, gérme yetersizligi, orgiitsel adalet, orgiitsel destek, duygusal baghlik, drgiitsel
davranis.
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Giris

Egitim orgiitlerinde 6gretmenlerin verimliliginin ve motivasyonunun artirilmasinin gerekliligi, orgiitiin
basarisi icin tartisilmazdir. Bununla birlikte okullarda 6gretmenlerin okul i¢cinde daha mutlu ve verimli olmalari
icin neler yapilmasi gerektigi arastirmacilarin ilgisini ¢eken bir konudur. Hele ki engelli 6gretmenlerin okul
ortamlarinda daha goriiniir olmalar1, 6grenci, 6gretmen ve yonetim tarafindan kabul goérmeleri gerekmektedir.
Diinya capinda 36 milyonu kér olan 253 milyon insan gérme bozuklugu yasamaktadir (Diinya Saglik Orgiitii,
2018). Gorme yetersizligi olan bireylerin 1980-1990 yillarindan itibaren meslek grubu iiyesi olduklari
bilinmektedir (Revathi & Naomi, 2016). Engellilere yonelik yonetici tutumlari ¢aligmalarinda, gérme yetersizligi
olan ¢alisanlarin maruz kaldig1 zorluklarin farkli engel gruplarina sahip ¢alisanlara kiyasla yiiksek oldugu tespit
edilmistir (Gilbride vd., 2000). Ayrica yonetici tutumlarinin gérme yetersizligi olan dgretmenlere karsi orta
diizeyde olumlu oldugu bilinmektedir (Restad, 1972). Benzer bir bulgu da yoneticilerin gérme yetersizligi olan
ogretmenlerle ¢aligmay1 orta diizeyde istedikleridir (Revathi & Naomi, 2016). Buna karsin engelli okullarinda
calisan engelli 6gretmenlerin velilere daha cok giiven verdigi, 6gretmen beklentilerinin diisiik olmasinin, velileri
rahatlattigin1 gosteren ¢aligma bulgularina da rastlanmistir (Ferri vd., 2001). Engelli 6gretmenler iizerine yapilan
cesitli calismalarda; 6gretmenlerin engel durumlarmin 6grencilerin zihinsel, duygusal ve sosyal gelisimlerinde
faydali oldugu (Valle vd., 2004), 6grenciler ve aileleri igin sefkat duygularmin gelisimi i¢in yardimci oldugu ifade
edilmistir (Vogel vd., 2007). Engelli 6gretmenler, meslektaslarinin ve yoneticilerinin olumlu bakigini
kazanabilmek i¢in, performanslarinin iistiinde emek harcadiklarini belirtmektedirler (Hazen, 2012). Egitimde
Gorme Engelliler Derneginin (EGED, 2017) gergeklestirdigi bir arastirmada gérme yetersizligi olan 6gretmenlerin
ziimre 6gretmenleri, 6grenci velileri, yardimer personel ve meslektaslari ile iletisimlerinin ¢ogunlukla isbirligi
icinde tespit edilmistir. Ayni ¢aligmada engelli 6gretmenlerin %20’ye yakin bir oranda yildirmaya (mobbing)
maruz kaldig1 ve %17’sinin yoneticileriyle iligkilerinin olumlu olmadig1 goriilmiistiir. Brandsborg ve digerleri
(2001), gorme yetersizligi olan Ggretmenin gérme yetersizligi olan 6grencinin konforlu bir hayat siirmesini
saglayan bilgiyi 6grettigini, ortak bir kimlige sahip olduklari i¢in daha giivenilir bir rol model olacagini ¢aligmalari
1s181inda savunmaktadir. Ayrica yine Brandsborg ve digerleri (2001), gdrme yetersizligi olan 6gretmenlerin fiziksel
hareket gerektiren durumlarda dezavantajli, ancak 6gretmen ve 6grencinin gérme yetersizligi oldugu durumlarda
daha yakin iletigim i¢inde olduklar1 tespitlerinde bulunmusglardir.

5825 sayili kanunla (3/12/2008 tarihli) onaylanmis olan “Engellilerin Haklarma iliskin S6zlesme”nin
27’nci maddesinde “Ise alim ve istihdam edilme kosullarinda, istihdamin siirekliligi, kariyer gelisimi ve saghkli
ve giivenli ¢aligma kosullar1 déhil olmak {izere, istihdama iliskin her hususta, engellilige dayali ayrimcilig
yasaklar” denilmektedir. Anayasa’nin Esitlik ilkesi, 5378 sayil1 Engelliler Kanunu ve Ceza Kanunu’nun 122’nci
maddesi geregince de ayrimcilik yasaklanmustir. Ote yandan is alminda orgiitlerin engelli birey calistirma
zorunlulugu, merkezi smavlarda ek siire verilmesi, engelli memur alimi sinavlarmin yapilmasi gibi pozitif
ayrimcilik kapsaminda uygulamalar da bulunmaktadir. Tiirkiye verilerine gore istihdam edilen 53017 engelli
memur ve 10450 gérme yetersizligi olan memur bulunmaktadir (Tiirkiye Cumhuriyeti Devlet Personel Bagkanligi,
2018). Milli Egitim Bakanligi’nda istihdam edilen 3925 engelli 6gretmen bulunmakta ve yaklasik olarak 1000
civarinda gérme yetersizligi olan dgretmen oldugu tahmin edilmektedir (EGED, 2017). Bu gergevede engelli
calisanlar igerisinde gorme yetersizligi olanlar 6nemli bir yer (%17-%20) tutmaktadir. Gérme yetersizligi olan
ogretmenlerin okullarinda desteklenmeleri, adaletle yaklasilmalari, 6z saygilarin1 kaybetmemeleri ve okullarina
bagliliklarinin devam etmesi, egitimin amacina ulagsmasi i¢in ¢ok 6nemlidir. Gérme yetersizligi olan 6gretmenin
ogrencisine ulagsmasinda orgiitiiniin destegi biiyiik 6nem arz etmektedir.

Alanyazinda 6rgiitsel destege iligkin tanimlar bulunmaktadir. Bu tanimlardan en ¢ok bilineni, Eisenberger
ve digerlerinin (1986) “Orgiitiin ¢alisanlarin katkilarina deger ve mutluluklarma 6nem verdigi ve orgiitiin
caliganlarin etkileyen eylem ve politikalarini1 goniilli bir bigimde gergeklestirdigine iligskin alg1” tanimlamasidir.
Aselage ve Eisenberger’e (2003) gore calisanlar, Orgiitlerinde yasadiklari olumlu ve olumsuz durumlari
idarecilerinin tutum ve davranislari ile iligkilendirdikleri bilinmektedir. Beheshtifar ve Herat’e (2013) gore ise;
orgiitsel destek, “calisanlarin algisina gore; yoneticilerin, calisanlarin 6rgiite katkilarin1 gérmeleri ve refahlarini
diistinmeleri” olarak tanimlanmaktadir. Bu alg1y1, rgiitlerin ¢alisanini kabulii, samimiyeti ve ¢alisanin is yerindeki
cabasi ile kazandigi maddi- manevi 6diller belirlemektedir.

Rhoades ve Eisenberger (2002), 70 c¢alismay1 inceledikleri arastirmalarinda orgiitsel adalet ve orgiitsel
destek arasinda yiiksek diizeyde iliski oldugunu ifade etmistir. Benzer bir ¢alismada da algilanan drgiitsel destegin,
orgiitsel adalet algisini yordadigi bulunmustur (Onderoglu, 2010). Ayrica Nayir (2011, 2012) érgiitsel destegin
orgiitsel baghilig1 yordadigini belirtmistir. Orgiitsel baghlik ile orgiitsel destek arasinda pozitif yonlii yiiksek
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diizeyde iliski saptanmustir (Kaplan & Ogiit, 2012). Ayrica miidiir desteginin ve giiveninin dgretmenlerin rgiitsel
bagligini artirdig1 goriilmiistiir (Demirtas vd., 2017).

Calisanlarin orgiitsel bagliliklarinin daha yiiksek is performansi sagladigi bilinmektedir (Arshadi &
Hayavi, 2013). Aqeel ve Ahmed (2014), calisanlarda orgiitsel baglilign yiiksek oldugu durumda, is
performanslarinin artirdigini ve orgiitsel hedeflere ulasiimasi i¢in “goniillii” sorumluluk aldiklarini belirtmektedir.
Eisenberger ve digerleri (1986), orgiitsel baglili1 isveren ve calisanlar arasinda bir sosyal aligveris olarak
tanimlamaktadir ve Orgiitlerin ¢alisanlarina olan bagliliklar1 (algilanan orgiitsel destek), calisanlarin rgiitlerine
olan bagliliklarina katkida bulundugunu ifade etmektedir.

Orgiitsel baghlik kavrami, Mowday ve digerleri (1982) tarafindan “bir kisinin 6rgiit ile kimliginin
0zdeslesme giicii” olarak tanimlanmistir. Ayrica “devam bagliligi, normatif baglilik ve duygusal baglilik” olarak
li¢ cesit orgiitsel bagliliktan bahsedilmektedir (Meyer & Allen, 1991). Kavramlarin ifade ettigi anlamlar
incelendiginde; devam bagliliginin oOrgiitten ayrilmanin getirecegi maliyetin farkindaligiyla ilgili oldugu
goriilmektedir. Orgiitle iliskisi devam baglihigina dayanan calisanlarin, maddi doyuma ve is doyumuna ihtiyag
duyduklari i¢in orgiitte kaldig: diistiniilmektedir (Meyer & Allen, 1991). Normatif baglilikta ise ¢alisan, drgiitiinde
calismasi gerektiginin dogruluguna inanmaktadir. Calisan ve orgiit arasindaki iligkiler psikolojik s6zlesmeye bagh
olarak da gelisebilmektedir.

Duygusal baglanma, ¢alisanin 6rgiitii ile duygusal bagini ve onunla 6zdeslesmesini ifade etmektedir. Bu
baglanma tiiriinde, ¢alisan kendini 6rgiitii ile biitiinlestirmekte ve orgiitiinii ¢ok dnemsemektedir (Allen & Meyer,
1990). Giil (2003), ¢alisanlarin 6rgiitsel degerleri ve amacini kabullenmesini ve orgiit yararina insaniistii gayret
gostermesi olarak ifade etmektedir. Orgiitiine duygusal baglilig1 olan calisan icin 6rgiit biiyiik anlam tasimakta ve
calisan oOrgiitte kalmak istemektedir. Giirbiiz (2006) de duygusal bagliligi “6rgiitsel amag ve degerlere olan inang
ve bunlarin giiclii sekilde kabulii, 6rgiit yararina daha fazla ¢aba sarf etmeye goniillii olma, orgiitsel tiyeligi devam
ettirme konusunda giilii bir arzunun varlig1” olarak 6zetlemistir.

Duygusal baglilik faktorleri “is giigliigii, rol acikligi, amag acikligi, amag gii¢liigii, yonetimin Oneriye
acikligi, arkadas baglilig, orgiitsel bagimlilik, esitlik, kisisel dnem, doniit, katilim” olarak sayilmaktadir (Allen &
Meyer, 1990). Bu baglamda gorevin zor ve heyecanli bir is olmasi, 6rgiitiin beklentilerinin agik olmasi, drgiitiin
amacinin ¢alisanlarca bilinmesi, arkadas iliskileri, caligsanlara esit davranilmasi, ¢alisana deger verilmesi, ¢alisana
caligmast ile ilgili doniit verilmesinin duygusal bagliligi artirict faktdrler oldugu anlagilmaktadir. Yiiksek duygusal
baglilig1 olan ¢aliganlarin sayisinin ¢ok olmast, ig ortaminda daha az devamsizlik ve daha yiiksek is motivasyonunu
getirmektedir (Cetin, 2004).

Insanin kendine duydugu saygi olarak tanimlanan 6z saygi, bireylerinin “6z”lerini yani kendilerini
degerlendirmelerini, dolayisiyla kendi benliklerini begenme, 6nemli gérme ve kabul etme durumlarimi ifade
etmektedir (Tiirk Dil Kurumu, ty.). Oz saygisi yiiksek olan bireylerin toplum igerisinde daha aktif oldugu ve
kendilerini iyi ifade ettikleri; buna karsin 6z saygisi diisiik olanlarin ise cogunlukla kendilerini degersiz, giigsiiz
ve caresiz olarak gorme egilimi igerisinde olduklar1 ve kaygi diizeylerinin de yiiksek oldugu ifade edilmektedir
(Cetin, 2004; Cigdemoglu, 2006). Oz sayg1 duragan degildir ve sartlara gore degisebilir. Kisinin 6z saygisindaki
degisim, olaylar karsisindaki tepki ve davraniglarinda da degisikliklere neden olmaktadir (Baskara, 2002).

Korman’in (1970), calisanlarda 6z saygi kavramimi inceleyen ilk arastirmaci oldugu goriilmektedir.
Kavrami ilk kullanan arastirmacilar olarak Pierce ve digerleri (1989), orgiit kaynakli 6z saygiyr “calisanin
orgiitteki rolleri ile ihtiyaclarnin tatmin edildigine yonelik inang diizeyi” olarak tanimlanmaktadirlar. Hui ve Lee
(2000) ¢aligmalarinda orgiit kaynakli 6z saygist diigiik olan ¢alisanlarin 6rgiitsel bagliliklarinin da diisiik oldugu
ve bu kisilerde yiiksek is devamsizligi oldugu sonucuna ulagmiglardir. Carson ve digerleri (1997) orgiit kaynaklh
0z sayginin c¢alisanlarin orgiitsel bagliligini artirdigini tespit etmistir. Bunun yaninda bazi arastirmalarda orgiit
kaynakli 6z saygisi yiiksek olan ¢alisanlarin, is motivasyonlarinin yiiksek oldugu, isbirligine acik olduklari, is
performanslarmin yiiksek oldugu ve orgiitleri igin 6zverili olduklar1 ortaya koyulmustur (Dyne vd., 1994; Kuo,
2013).

Orgiit kaynakli 6z saygi calisanlarin "isyerinde hissedecekleri deger veya deger duygular" olarak
tanimlanabilir (Payne, 2007, s. 237). Orgiit kaynakli 6z sayg1, calisanlarin kendi orgiitlerinde "énemi, anlamliligi,
etkililigi, yetkinligi ve degerliligi" hakkindaki kendilerine iligkin algilarini yansitmaktadir (Chan vd., 2013). Pierce
ve Gardner (2004), diisiik orgiit kaynakli 6z saygis1 olan ¢alisanlarin verimliliklerinin azaldigini ve isten ayrilma
niyeti tagidiklarini, "6rgiitiin 6nemli bir parcgasi” olduklarini fark eden ¢alisanlarin ise etkililik ve etkinliklerinin
arttigini belirtmislerdir.
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Greenberg (1990) kazanimlarin adil bir sekilde dagitilmasi, yoneticilerin ¢alisanlarina adil davranmasi ve
orgiit i¢i diizenleme, uygulama ve kararlarda adaletli olunduguna iligkin ¢alisan algisinin karsiliginda kullanilan
orgiitsel adalet kavramimu ilk kullanan kisidir. Greenberg (1990) orgiitsel adalet ile birgok oOrgiitsel davranisin
aciklanabilecegini savunmaktadir. Moorman ve digerlerine (1998) gore ise; orgiitsel adalet, dogrudan igyeri ile
iliskili olan adaleti tanimlamaktadir ve calisanlarin hangi durumlarda kendilerine adil davranildigini diistindiikleri
ve bunun isle ilgili diger hususlar1 ne yonde etkiledigi ile ilgili bir kavramdir. Kaneshiro (2008) orgiitsel adalet
algisini; mesai, yetki, gorev, calisma ortami, ceza, 06diil, licret gibi degiskenlerle, calisanlarin ydnetsel
degerlendirme ve karar siireclerini algilanma bigimi olarak ifade etmektedir. Orgiitsel adaletin &rgiit icinde tesis
edilmesi durumunda, calisanlar orgiit icinde kendilerini degerli gérmekte ve oOrgiitsel etkililik ile verimlik
artmaktadir (Iyigiin, 2012). Cesur ve Erol (2020), okul yonetiminde kayirmacilik davranisinin rgiitsel adalet ile
negatif yonli bir iliskisi oldugunu belirtmistir. Jeon (2009) ile Sholihin ve Pike (2010), ¢alismalarinda orgiitsel
adaletin, oOrgiitsel giiveni artirdigini; Giirbiiz (2006) ve Songiir ve digerleri (2008) orgiitte adaletin, orgiitte
vatandaslik davranigini artirdigini tespit etmiglerdir.

Orgiitlerin ¢ahisanlarina yonelik tutumlarinin ¢ahisanlarin drgiitlerine yonelik tutumlar1 iizerindeki
etkilerini inceleyen ¢aligmalara bakildiginda; algilanan orgiitsel destek, orgiitsel adalet algisi, duygusal baglilik ve
orgiit kaynakli 6z saygi degiskenlerinin ayr1 ayr1 veya ikiser degisken olarak gerek ulusal gerekse de uluslararast
alanyazinda ilgi gosterilen ve ele alinan konular oldugu goriilmektedir (Derinbay, 2011; Kose, 2016; Rhoades &
Eisenberger, 2002). Orgiitsel davranis alanyazim incelendiginde gorme yetersizligi olan 6gretmenler iizerine sinirl
sayida ¢alisma bulunmakla beraber (Polat, 2017; Yiiner, 2018) var olan ¢alismalarda bu arastirma kapsaminda ele
alinan degiskenlerin beraber incelendigi ¢aligmaya rastlanmamaistir. Bu arastirma gérme yetersizligi olan 6gretmen
goriislerine bagl olarak ilkdgretim ve ortadgretim kurumlarinda gorevli gérme yetersizligi olan 6gretmenlerin
goriiglerine gore orgiitsel adalet, duygusal baglilik, 6rgiit kaynakli 6z saygi ve algilanan orgiitsel destek arasindaki
iligkilerin incelenmesini amag¢lamaktadir. Bu kapsamda asagidaki problem ciimleleri olusturulmustur.

1. Gorme yetersizligi olan 6gretmenlerin Orgiitsel destek, duygusal baglilik, orgiit kaynakli 6z saygi ve
orgiitsel adalet algilar1 nasildir?

2. Gorme yetersizligi olan 6gretmenlerin orgiitsel destek, duygusal baglilik, orgiit kaynakli 6z saygi ve
orgiitsel adalet algilar1 arasinda anlamli bir iligki var midir?

3. Gorme yetersizligi olan 6gretmenlerin orgiitsel destek, duygusal baglilik, orgiit kaynakli 6z saygi ve
orgiitsel adalet algilar1 medeni durum, cinsiyet ve meslekte calisma siiresine gore anlamli bir farklilik
gostermekte midir?

4. Gorme yetersizligi olan 6gretmenlerin orgiitsel adalet algilari, duygusal baglilik ve 6rgiit kaynakli 6z
saygilar1 orgiitsel destek algilarinin anlamli yordayicist midir?

Yontem
Arastirma Yontemi

Calismada, iliskisel tarama yontemi kullanilmig ve veriler nicel teknikler aracilifiyla ¢oziimlenmistir.
Karasar (1994), iliskisel tarama modelini “iki ve daha ¢ok sayidaki degisken arasinda birlikte degisim varligini
ve/veya derecesini belirlemeyi amaglayan arastirma modeli” olarak nitelendirmistir. Aragtirmanin bagiml
degiskeni “algilanan orgiitsel destek” ve bagimsiz degiskenleri ise “duygusal baglilik, orgiitsel adalet ve orgiit
kaynakli 6zsayg1” olarak belirlenmistir.

Evren ve Orneklem

2018-2019 egitim dgretim yilinda Tiirkiye’nin tiim sehirlerinde resmi ilkogretim ve ortadgretimde gorevli
toplam 3925 gbérme yetersizligi bulunan 6gretmen arastirmanin evrenini olusturmaktadir. Orneklem segiminde
orneklem biiytikliikleri tablosundan yararlanilarak 6rneklem se¢imi yapilmistir. Evren 0.02 giivenirlik ile %10 hata
pay1 hesaplamasiyla 6rneklem biiyikligli 131 gérme yetersizligi olan Ogretmen ile saglandig1 saptanmigtir
(Yazicioglu & Erdogan, 2004). Ogretmenler rastgele (random) secilmistir. Olgekler gérme yetersizligi olan 154
o0gretmene uygulanmistir. Bunlardan 82 6gretmenle yiiz yiize goriisiilmek, kalan 72 6gretmenle ise telefon
goriismesi yapilmak suretiyle, 6l¢ek kendilerine okunmus ve 6gretmenlerden alinan yanitlar 6lgege kaydedilmistir.
Ogretmenlerin 79°u (%51) erkek ve 75’1 (%49) kadindir. Meslekte 1 ve 7 yil aras1 calisanlar 69, 8 ve 14 yil arasi
calisanlar 42, 15 ve 22 yil arasi1 calisanlar 27 ve 22 yil iizeri calisanlarin sayis1 16’dir. Ogretmenlerin 85°i evli,
69°u bekardir.
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Veri Toplama Araglan
Duygusal Baghhk Olcegi

Aragtirmada Meyer ve digerleri (1993) tarafindan gelistirilen ve Akalin (2006) tarafindan Tiirk¢eye
uyarlanmis olan “Duygusal Baglilik Olgegi” kullanilmistir. Toplam 6 maddeden olusan ve 7’li likert olarak
(kesinlikle katilmiyorum-kesinlikle katiliyorum araliginda) hazirlanmis olan 6lcek, tek boyuttan olugmaktadir.
Olgekten yiiksek puan alinmasi, ¢alisanin rgiitiine yiiksek duygusal baglhiligi oldugu seklinde yorumlanmaktadar.
Olgekten alinabilecek en yiiksek puan 42, en diisiik puan 6’dir. Akalin (2006) 6lgegin Cronbach alfa degerini .80
olarak hesaplamistir. Mevcut calismada Cronbach alfa degeri .70 bulunmustur. Olgek toplam varyansin %45’ini
aciklamaktadir. Olgegin yap1 gegerligi dogrulayic1 faktor analizi (DFA) ile test edilen galismada, dlgegin tek
boyutlu oldugu ve “x? = 26.65, sd = 9, x2/sd = 2.96, AGFI = .96, GFI = .98, NFI = .96, CFI = .97, IFI = .97, RMR
=.084, RMSEA = .113” degerlerini aldig1 hesaplanmistir.

Orgiitsel Destek Olcegi

Eisenberger ve digerleri (1986) tarafindan gelistirilen ve Akalin (2006) tarafindan Tiirk¢eye uyarlanmisg
olan “Orgiitsel Destek Olgegi”, sekiz maddeli kisa bir formdur. Tek boyutlu, 5°1i Likert (kesinlikle katilmryorum-
kesinlikle katilryorum araliginda) yapihidir. Olgekten yiiksek puan alinmasi, ¢alisanin drgiitten yiiksek destek
gordiigii seklinde yorumlanmaktadir. Olgekten alinabilecek en yiiksek puan 40, en diisiik puan 8°dir Akalin (2006)
Olcegin Cronbach alfa degerinin .87 oldugunu bulmustur. Bu ¢alismada Cronbach alfa degerinin .70 oldugu
goriilmiistiir. Olgek toplam varyansinin %55’ini agiklamaktadir. Olgegin yap1 gegerligi DFA ile test edilen
calismada, 6lcegin tek boyutlu oldugu ve “x?= 100.48, sd = 20, x?/sd = 5, AGFI = .92, GFI = .96, NFI = .92, CFI
=.93, IFI = .93, RMR = .20, RMSEA = .17” degerlerini aldig1 hesaplanmustir.

Orgiitsel Adalet Algist Olgegi

Giines (2011) tarafindan Tiirkceye uyarlanan ve Hoy ve Tarter (2004) tarafindan gelistirilen “Orgiitsel
Adalet Algist Olgegi” kisa formu on maddelidir. Tek boyutlu, 5°1i Likert (kesinlikle katilmiyorum-kesinlikle
katiltyorum araliginda) yapilidir. Olgekten yiiksek puan almmasi, ¢alisanin drgiitten yiiksek orgiitsel adalet algis
gordiigii seklinde yorumlanmaktadir. Olgekten alinabilecek en yiiksek puan 50, en diisiik puan 10°dur Giines
(2011) oOlgegin Cronbach alfa degerini .91 olarak hesaplamistir. Mevcut ¢alismada Cronbach alfa degeri .94
bulunmugtur. Olgek toplam varyansin %75’ini agiklamaktadir. Olgegin yap1 gegerligi DFA ile test edilen
calismada, dlgegin tek boyutlu oldugu ve “x?= 104.27, sd = 35, x%/sd = 3.17, AGFI = .99, GFI = .99, NFI = .99,
CFl =.99, IFI = .99, RMR =.024, RMSEA = .11” degerlerini aldig1 hesaplanmistir.

Orgiit Kaynakl Oz Saygi Olgegi

Pierce ve digerleri (1989) tarafindan gelistirilmis ve Akalin (2006) tarafindan Tiirk¢eye uyarlanmis olan
“Orgiit Kaynakh Ozsaygi Olgegi” kullamlmistir. Toplam 10 maddeden olusan ve 7°1i Likert olarak (kesinlikle
katilmiyorum-kesinlikle katiltyorum araliginda) hazirlanmis olan bu 6lgek, tek boyuttan olusmaktadir. Olgekten
alinabilecek en yiiksek puan 70, en diisiik puan 10’dur. Akalin (2006) 6lgegin Cronbach alfa degerini .93
hesaplamistir. Mevcut calismada Cronbach alfa degeri .83 bulunmustur. Olge toplam varyansin %70’ini
aciklamaktadir. Olgegin yap1 gecerligi DFA ile test edilen ¢alismada, 6lgegin tek boyutlu oldugu ve “x?= 118.19,
sd = 35, x¥/ sd = 3.37, AGFI = .60, GFI = .77, NFI = .71, CFI = .74, IFl = .77, RMR = .013, RMSEA = .11”
degerlerini aldig1 hesaplanmustir.

Veri Toplama ve Analizi

Veri analizinde aritmetik ortalama, standart sapma ve parametrik (t test, Anova, korelasyon, c¢oklu
regresyon) testler uygulanmistir. Olgek maddelerinin toplam puan ortalamasina gére bakilan normallik testinin
sonuglar1 basiklik ve carpiklik degerlerinin .05 anlamhlik diizeyi ile hesaplanmustir. Isleme gore carpikiik
(skewness) ile basiklik (kurtosis) degeri orgiitsel destek igin (-.37, -.10), duygusal baghiliga gore (-.18, -1.1), orgiit
kaynakli 6z saygiya gore (-.82, -3.00) ve orgiitsel adalet algisina gore (-.43, -.87) seklindedir. Box M Testiyle
Olceklerin homojenligi test edilmistir. Veri setinde u¢ degerler bulunmamaktadir. Biiytlikoztiirk (2007) basiklik ve
carpiklik katsayilari, + 3 arasinda ise normal dagilim sergiledigini varsaymaktadir. Bu sonuglara bagli olarak
parametrik testlerin kullanilmas1 uygun bulunmustur. Olgeklerle ilgili alg1 seviyeleri standart sapma ve aritmetik
ortalama puanlarina gore degerlendirilmistir. 5’li Likert 6lgeklerde “1.0 - 1.80” aras1 ¢ok diisiik, “1.81 - 2.60” aras1
diisiik, “2.61 - 3.40” aras1 orta, “3.41 - 4.20” aras1 yiiksek, “4.21 - 5.0” arasi1 ¢ok yiiksek oldugu kabul edilmistir.
7’1i Likert dl¢eklerde “1.00 - 2.20” aras1 ¢ok diisiik, “2.21 - 3.40” aras1 diigiik, “3.41 - 4.60” aras1 orta, “4.61 -
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5.80” arasi yiiksek ve “5.81 - 7.00” arasi ¢ok yiiksek oldugu varsayilmistir. Korelasyon tablosu ise 0 - .30” arasi
zayif, “.31 - .60” aras1 orta ve “.61 - 1.0” aras1 yiiksek iliskili degerlendirilmistir (Biiyiikdztiirk, 2007).

Bulgular

Gorme Yetersizligi Olan Ogretmenlerin Orgiitsel Destek, Duygusal Baghlik, Orgiit Kaynakh Oz Sayg: ve
Orgiitsel Adalet Algilar:

Gorme yetersizligi olan 6gretmenlerin Orgiitsel destek, duygusal baglilik, orgiit kaynakli 6z saygi ve
orgiitsel adalet algilarinin belirlenebilmesi icin Orgiitsel Destek Olgegi, Duygusal Baglilik Olgegi, Orgiit Kaynakli
Oz Sayg1 Olgegi ve Orgiitsel Adalet Algis1 Olgeginden aldiklar1 puanlar incelenmistir. Bu baglamda belirtilen
Olgeklerden dgretmenlerin aldiklar: puanlarin aritmetik ortalama ve standart sapma degerleri hesaplanarak bulgular
Tablo 1°de gosterilmistir.

Tablo 1

Gorme Yetersizligi Olan Ogretmen]erin Orgiitsel Destek, Duygusal Baghilik, Orgiit Kaynakli Oz Saygi ve Orgiitsel
Adalet Algilarina ligkin Betimsel Istatistikler

Degisken n X SS
Orgiitsel Destek Olgegi 154 453 1.05
Duygusal Baglilik Olgegi 154 4.39 111
Orgiit Kaynakli Oz Saygi1 Olgegi 154 5.35 .86
Orgiitsel Adalet Algis1 Olgegi 154 3.43 1.09

Tablo 1’de goriildiigii lizere 6gretmenlerin orgiitsel adalet algi diizeyleri X = 3.43 (SS = 1.09), orgiit
kaynakli 6z sayg1 diizeyleri X = 5.35 (SS = .86), orgiitsel destek alg diizeyleri X = 4.53 (SS = 1.05) ve duygusal
baglilik diizeyleri X =4.39dur (SS = 1.11). Orgiitsel adalet algis1 yiiksek, orgiit kaynakli 6z saygi alg1 diizeyi
yiiksek, orgiitsel destek alg1 diizeyi ¢ok yiiksek ve duygusal baglilik algi diizeyi orta diizeydedir.

Gorme Yetersizligi Olan Ogretmenlerin Orgiitsel Destek, Duygusal Baghhk, Orgiit Kaynakh Oz Sayg: ve
Orgiitsel Adalet Algilar1 Arasindaki Iliski

) Gorme yetersizligi olan 6gretmenlerin Orgiitsel Destek Olcegi, Duygusal Baghlik Olgegi, Orgiit Kaynakli
Oz Sayg1 Olgegi ve Orgiitsel Adalet Algis1 Olgeginden aldiklari toplam puanlar arasinda anlamli bir iligki olup
olmadigna iligkin Pearson Korelasyon analizi yapilmis ve sonuglar Tablo 2’de verilmistir.

Tablo 2

Gérme Yetersizligi Olan Ogretmenlerin Orgiitsel Destek, Duygusal Baghilik, Orgiit Kaynakl Oz Saygi ve Orgiitsel
Adalet Algilari Arasinda Korelasyon Analizi

Degisken 1 2 3 4
1. Duygusal Baglilik Olgegi 1
2. Orgiitsel Destek Olgegi .25* 1
3. Orgiitsel Adalet Algis1 Olgegi .16 78* 1
4,  Orgiit Kaynakh Oz Saygi Olcegi .09 63* AL1* 1

*p < .01

Tablo 2’de goriilecegi lizere 6gretmenlerin orgiitsel adalet algilari ile 6rgiit kaynakli 6z saygilart arasinda
orta diizeyde, pozitif yonlii ve anlamli bir iliski (r = .41, p <.01) vardir. Benzer sekilde 6gretmenlerin orgiitsel
destek ile orgiitsel adalet algilar1 arasinda yiiksek diizeyde, pozitif yonlii ve anlamli (r =.78, p <.01), 6rgiit kaynakl
0z saygilar1 arasinda yiiksek diizeyde, pozitif yonlii ve anlamli (r = .63, p <.01) ve duygusal bagliliklar1 arasinda
zayif diizeyde, pozitif yonli ve anlamli (r = .25, p <.01) iliski bulunmaktadir.

Gorme Yetersizligi Olan Ogretmenlerin Orgiitsel Destek, Duygusal Baghhk, Orgiit Kaynakh Oz Sayg ve
Orgiitsel Adalet Algilarinin Medeni Durum, Cinsiyet ve Meslekte Calisma Siiresine Gore Karsilastirilmasi

Gorme yetersizligi olan dgretmenlerin orgiitsel destek, duygusal baglilik, orgiit kaynakli 6z saygi ve
orgiitsel adalet algilarinin cinsiyet ve medeni durumlarina gore gore anlamli farklilik gdsterip gostermedigine
bagimsiz 6rneklemler t testi ile ve meslekte calisma siiresine gére anlamli farklilik gdsterip gostermedigine ise tek
yonlii varyans analizi (ANOVA) ile bakilmistir. Bagimsiz 6rneklemler t testine iliskin sonuclar Tablo 3’te
ANOVA’ya iligkin sonuglar ise Tablo 4’te sunulmustur.
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Tablo 3

Ogretmenlerin Orgiitsel Destek, Duygusal Baghlik, Orgiit Kaynakli Oz Saygu ve Orgiitsel Adalet Alglarinn,
Cinsiyet ve Medeni Duruma Gore Anlaml Farklilik Gosterip Gostermedigine Iliskin Bagimsiz Orneklemler t Testi
Sonuclart

Olgek Degisken n X SS sd t p
- a Kadm 75 4.23 1.08
Duygusal Baglilik Olgegi Erkek 79 454 113 152 -1.73 .09
- . Kadm 75 4.23 1.13
Orgiitsel Destek Olgegi Erkek 79 481 83 152 -3.57 .00
Cinsiyet
N . Kadm 75 3.26 1.17
Orgiitsel Adalet Algisi Olgegi Erkek 79 3.60 98 152 -1.91 .06
. . . Kadin 75 5.19 93
Orgiit Kaynakli Oz Saygi Olgegi Erkek 79 5.50 76 152 2.27 .03
- a Evli 85 4.57 1.06
Duygusal Baglilik Olgegi Bekar 69 416 114 152 2.13 .02
. .. . Evli 85 4.42 1.08
titsel Destek Olgeg 152 -1, A
Orglitsel Destek Olgegi Medeni Bekar 69 465 101 S 33 8
durum
N wy . Evli 85 3.34 1.18
Orgiitsel Adalet Algisi Olgegi Bekar 69 3.55 9 152 -1.2 .23
. . . Evli 85 5.29 .70
Orgiit Kaynakli Oz Sayg1 Olcegi Bekar 69 5.4 1.02 152 -.94 .35

Tablo 3’te goriildiigii lizere gérme yetersizligi olan d6gretmenlerin duygusal baglilik diizeyleri medeni
duruma gore evli 6gretmenler (X = 4.57) lehine anlamh farklilasmaktadir (t(152) = 2.13, p < .05). Ogretmenlerin
orgiitsel destek diizeyleri cinsiyete gore erkek oOgretmenler (X = 4.81) lehine anlamli farklilasmaktadir
(t(152) = -3.57, p < .05). Ogretmenlerin orgiit kaynakli 6z saygi diizeyleri cinsiyete gore erkek ogretmenler
(X = 5.50) lehine anlamli farklilasmaktadir (t(152) = 2.27, p < .05).

Tablo 4

Osretmenlerin Orgiitsel Destek, Duygusal Baghlik, Orgiit Kaynakli Oz Sayg: ve Orgiitsel Adalet Algilarinin
Meslekte Caligma Siiresine Gore Anlamli Bir Farklihik Gosterip Gostermedigine lligkin ANOVA Sonuglart

Olgek Degisken n sd F p

Duygusal Baghlik Olgegi 1-7yil 69 1198 .00
8-14 yil 42

Orgiitsel Destek Olgegi 1521yl 27 A1 .95

Meslekte ¢alisma 22 yil ve lizeri 16 3-150

Orgiitsel Adalet Algis1 Olgegi surest 1-7yil 69 .33 .80
8-14 yil 42

Orgiit Kaynakli Oz Saygi Olgegi 15-21 yil 27 1.21 31
22 y1l ve iizeri 16

Tablo 4’te goriilebilecegi gibi 6gretmenlerin duygusal baglilik diizeyleri meslekte caligma siiresi
degiskenine gore anlamli sekilde farklilagmaktadir (F(3, 150) = 11.98, p < .05). Post-Hoc testi olan LSD
kullanilarak farklilagmanin kaynagi tespit edilmek istenmistir. Yapilan analizler sonrasinda meslekte calisma
siiresi 1-7 yil olanlarmn ortalamasinin (X = 3.99), meslekte calisma siiresi 8-14 yil olanlarin ortalamasindan (X =
4.45), 15-21 yil olanlarm ortalamasindan (X = 4.58) ve 22 ve iizeri y1l olanlarin ortalamasindan (X = 5.63) daha
diisiik oldugu goriilmiistiir. Ayrica meslekte galisma siiresi 22 ve iizeri yil olanlarin ortalamasinmn (X = 5.63), 1-7
yil olanlarm ortalamasindan (X = 3.99); meslekte ¢alisma siiresi 8-14 yil olanlarin ortalamasinin (X = 4.45), 15-21
yil olanlarm ortalamasindan (X = 4.58) olanlardan yiiksek oldugu saptanmugtir.

Ogretmenlerin 6rgiitsel destek diizeylerinin (F(3, 150) = .11, p > .05), orgiitsel adalet algilarmin (F(3,
150) =.33, p > .05), 6rgiit kaynakli 6z saygilarinin (F(3, 150) = 1.21, p > .05) meslekte ¢alisma siiresi degiskenine
gore anlamli sekilde farklilagmadigi belirlenmistir.
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Gorme Yetersizligi Olan Ogretmenlerin (")rgjitsel Adalet Algisi, Duygusal Baghlik ve Orgiit Kaynakh Oz
Saygi Diizeylerinin Orgiitsel Destek Algilar1 Uzerindeki Etkisi

Gorme yetersizligi olan 6gretmenlerin orgiitsel adalet algisi, duygusal baglilik ve 6rgiit kaynakli 6z sayg1
diizeylerinin orgiitsel destek algilarinin yordayicist olup olmadigini belirlemek i¢in ¢oklu regresyon analizi
yapilmis ve sonuglar Tablo 5’te verilmistir.

Tablo 5

Gorme Yetersizligi Olan Ogretmenlerir.z_ Orgiitsel Adalet Algisi, Duygusal Baglilik ve Orgiit Kaynakli Oz Saygi
Diizeylerinin Orgiitsel Destek Algilar: Uzerindeki Etkisine Iliskin Coklu Regresyon Sonuglart

Degisken B Standart hata B B t p
Orgiit kaynakh 6z saygi A2 .04 A2 2.90 .00
Orgiitsel adalet algis1 45 .06 .36 7.92 .00
Duygusal o6rgiitsel baglilik .59 .05 .61 13.22 .00

Not: Bagimli degisken = Orgﬁtsel destek, R =.859, R?=.738, F = 140.892.

Tablo 5’ten goriilecegi lizere Orgiitsel destek ile drgiit kaynakl 6z saygi, orgiitsel adalet algisi ve duygusal
baghilik arasinda yiiksek diizeyde ve anlaml bir iliski bulunmaktadir (R = .859, R?=.738, F = 140.892, p = .000,
p < .05). Bu bulgulara gore orgiitsel destek algisinin %74°1 drgiit kaynakli oz saygi, orgiitsel adalet algist ve
duygusal baghhk tarafindan agiklanmaktadir. Standardize edilmis regresyon katsayma gore (f) yordayict
degiskenlerin orgiitsel destek iizerindeki goreli 6nem sirasi biiyiikten kiigiige duygusal baglilik, orgiitsel adalet ve
orgiit kaynakli 6z saygi seklindedir. Regresyon katsayilarinin anlamliligina iligkin t testi sonuglari incelendiginde
iic bagimsiz degiskenin de orgiitsel destek algisinin anlamli birer yordayicist oldugu goriilmiistiir. Regresyon
analizi sonuglarina gore, 6gretmenlerin orgiitsel destek diizeylerini yordayan regresyon denklemi su sekildedir:
Orgiitsel Destek = 1.15 + (0.12 x Orgiit kaynakli 6z sayg1 + 0.45 x Orgiitsel adalet algisin1 + 0.59 x Duygusal
orgiitsel bagliligi).

Tartisma

Bu calismada, ilkdgretim ve ortadgretim kurumlarinda goérevli gérme yetersizligi olan dgretmenlerin
goriiglerine gore orgiitsel adalet, duygusal baglilik, 6rgiit kaynakli 6z saygi ve algilanan 6rgiitsel destek arasindaki
iligkiler incelenmistir. Arastirmanin 6rneklemi 2018-2019 egitim-6gretim yilinda ilkdgretim ve ortadgretim
kurumlarinda goérevli 154 gérme yetersizligi olan 6gretmenden olugsmaktadir. Bulgular, 6gretmenlerin orgiitsel
destek diizeylerinin ¢ok yiiksek oldugunu gostermektedir. Alanyazin incelendiginde higbir engeli olmayan
ogretmenlere iligkin yapilan diger ¢alismalarda da orgiitsel destek diizeyinin yiiksek veya cok yiiksek oldugu
calisma bulgularina rastlanmistir (Akin, 2008; Rhoades & Eisenberger, 2002). Ogretmenlerin, drgiitleri tarafindan
desteklendigi goriilmiistiir. Yoneticilerin gérme yetersizligi olan dgretmenlerle ¢alismaya goniilliiklerinin orta
diizeyde oldugu bilinmektedir (Gilbride vd., 2000). Caligma bulgular1 bir biitiin olarak degerlendirildiginde okul
yoneticilerinin gérme yetersizligi olan 6gretmenle ¢aligmaya ¢ok istekli olmamakla beraber, 6gretmenlerine destek
verdikleri anlagilmaktadir.

Gorme yetersizligi olan Ogretmenlerin Orgiit kaynakli 6z saygi algilarinin yiiksek diizeyde oldugu
goriilmiistiir. Gorme engeli olmayan 6gretmenlere iliskin alanyazin incelendiginde benzer sonuglarin bulundugu
goriilmektedir (Ganster & Shaubroeck, 1991; Pierce & Gardner, 2004). Goérme yetersizligi olan 6gretmenlerin
yiiksek diizeyde orgiit kaynakli 6z saygiya sahip olmalari, 6gretmenlerin okul yoneticileri ve is arkadaslar
tarafindan giivenilir ve 6nemli bulunduklarint diisiindiiklerini gostermektedir. EGED (2017) gérme yetersizligi
olan 6gretmenlerin %83 iiniin kurum i¢i yazigmalar1 saglikli olarak takip edemedigini, %17'sinin idarecileriyle
iliskilerini olumlu olarak degerlendirmedigini ve %20'sinin ise tamamen ya da kismen yildirmaya ugradigini tespit
etmislerdir. Ogretmenlerin orta diizeyde duygusal baglilik gosterdikleri saptanmugtir. Géren ve Yengin-Sarpkaya
(2014) 6gretmenlerde duygusal baglilik diizeyini orta diizeyde bulmustur. Gdrme yetersizligi olan 6gretmenlerde
benzer sonucun ¢ikmasi, engellilik durumunun duygusal baglanmada farklilik olugturmadigini gostermektedir.
Aragtirmada, 6gretmenlerin yiliksek oOrgiitsel adalet algilarina sahip oldugu saptanmistir. Cohen ve digerlerinin
(2001) yaptiklar1 calismada 6gretmenlerin orgiitsel adalet algisinin orta veya yiiksek oldugu goriilmiistiir. Gorme
yetersizligi olan 6gretmenlerin okulun imkanlarindan diger 6gretmenler ile esit sekilde faydalandiklari, hak ve
sorumluluklarin esit boliistildiigiinii diisiindiikleri goriilmektedir. Bu diisiincenin, 6rneklemi olusturan resmi egitim
kurumlarinda calisan O6gretmenlerin hak ve gorevlerinin yasalarca korunmasi gerceginden kaynaklandigi
diisiiniilmektedir.
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Gorme yetersizligi olan 6gretmenlerin orgiitsel destek diizeyleri cinsiyete gore anlamli farklilasmakta ve erkek
ogretmenlerin daha ¢ok desteklendigi goriilmektedir. Gorme yetersizligi olan 6gretmenlerle ilgili cinsiyet degiskeninin
ele alindig1 Polat’in (2017) galismasinda da benzer bir bulguya rastlanmaktadir. Ogretmenlerde orgiitsel destek algismin
cinsiyete gore farklilasmadigi (Nayir, 2011) veya kadin 6gretmenler lehine farklilastigi caligmalara da rastlanmaktadir
(Kalagan, 2009). Mevcut ¢caligmada ise gérme yetersizligi olan 6gretmenlerde erkek dgretmenlerin kadin gretmenlere
gore daha cok orgiitsel destek gordiiklerini diisiinmelerinin bircok nedeni olabilecegi diisiiniilmektedir. Ornegin, kadin
Ogretmenlerin beklentisinin daha c¢ok olmasi, daha cok destege ihtiya¢ duymalar1 ve/veya yoneticilerin gérme
yetersizligi olan kadin 6gretmenlere karsi olumsuz tutumlari olabilecegi sayilabilir. Bununla beraber okul yoneticilerinin
biiylik bir ¢ogunlugunun erkek olmasi ve gorme yetersizligi olan erkek Ogretmenlere karsi empatik davranislar
sergileyebildikleri diisiiniilmektedir. Ogretmenlerin &rgiit kaynakl 6z saygi diizeyleri cinsiyete gore erkek dgretmenler
lehine anlaml sekilde farklilik gostermektedir. Alanyazinda orgiit kaynakli 6z saygmin cinsiyete gore farklilasma
durumu degiskenlik gdstermektedir. Ornegin, Akalin (2006) ve Buruk’un (2006) calismalarinda cinsiyete gére anlamli
farklilik goriilmemisken, Erden (2011) tarafindan yapilan ¢alismada kadinlarin lehine anlamli bir farklilik saptanmigtir.
Gorme yetersizligi olan 6gretmenlerde kadin &gretmenlerin Orgiit kaynakli 6z saygi algilarinin diisiik olmasinin
kadinlarda gorsellige, fiziksel goriiniise daha ¢ok 6nem verilmesi ile ilgili olabilecegi diisliniilmektedir.

Evli ogretmenlerin duygusal baghlhigmin daha yiiksek oldugu goriilmistir. Gorme yetersizligi olan
ogretmenlerin 6zelinde evli olmanin duygusal baglig: artirict bir etmen oldugu goriilmektedir. Gorme yetersizligi olan
Ogretmenlerin esleri ile hayata ve mesleklerine bagliliklariin arttig1 sonucuna ulasilabilir. Bu ¢alisma bulgusunun aksine
Yiiner (2018), gorme yetersizligi olan Ogretmenlerde medeni durumun duygusal baglilik bakimindan farklilik
olusturmadigmi bulmustur. Ogretmenlerin duygusal baghlik diizeyleri meslekte calisma siiresi degiskenine gre anlamli
sekilde farklilasmaktadir. Mevcut ¢aligmaya gore meslekte ¢aligma siiresi artikga, duygusal baglilik diizeyleri arttigi
goriilmiistiir. Bu tespit, Yiiner’in (2018) ¢aligmalarin1 destekler niteliktedir. Meslege ve orgiite verilen emek siiresinin
artmasinin duygusal baglanmayi artirmasi anlagilabilir bir durumdur. Arastirmada dgretmenlerin Orgiitsel destek algi
diizeylerinin meslekte galisma siiresine gore degismedigi goriilmistiir. Gorme yetersizligi bulunmayan 6gretmenler
lizerine yapilan ¢alismalarda mesleki kideme gore orgiitsel destek diizeyinin farklilasmadigi goriilmekte (Erkol, 2015;
Giil, 2003) ve mevcut aragtirma bulgusu ilgili alanyazini desteklemektedir.

Mevcut ¢aligmanin bulgularina gore orgiitsel adalet algisi ile orgiit kaynakli 6z saygi arasinda orta diizeyde,
pozitif yonlii ve anlaml bir iligki vardir. Algilanan orgiitsel destek ile orgiitsel adalet algisi arasinda yiiksek diizeyde,
pozitif yonlii ve anlamli, 6rgiit kaynakli 6z saygi ile yiiksek diizeyde, pozitif yonlii ve anlamli ve duygusal baglilik ile
zay1f diizeyde, pozitif yonli ve anlamli iligki bulunmaktadir. Moorman ve digerleri (1998) ve Polat (2017) orgiitsel
destek ile orgiitsel adalet arasinda anlamli pozitif yonlii iligki oldugunu saptamiglardir. Keles (2015) tarafindan yapilan
caligmada da orgiitsel adalet algisi ile 6rgiit kaynakli 6z sayg1 arasinda anlamli iligki saptanmustir.

Mevut ¢alisma kapsaminda yapilan ¢oklu regresyon analizi sonucunda, orgiitsel destek ile orgiit kaynakli 6z
saygi, orgilitsel adalet algis1 ve duygusal baglilik arasinda yiiksek diizeyde ve anlamli bir iligki bulunmustur. Bu bulgulara
gore orgiitsel destek algist; orgiit kaynakli 6z saygi, orgiitsel adalet algisi ve duygusal baglilik tarafindan yiiksek diizeyde
aciklanmaktadir ve orgiit kaynakl 6z saygi, orgiitsel adalet algist ve duygusal baglilik, orgiitsel destek algisinin anlaml
yordayicilaridir. Calisma sonucunda orgiitsel adalet algisi ile orgiit kaynakl 6z saygi arasinda, orgiitsel adalet algilart
ile algilanan orgiitsel destek arasinda ve duygusal baglilik ile orgiit kaynakli 6z sayg1 arasinda anlaml iliski oldugu
goriilmiistiir. Sonug olarak orgiit kaynakli 6z saygi, orgiitsel adalet algis1 ve duygusal orgiitsel bagliligin, érgiitsel destek
algisinin anlamli yordayicilar oldugu saptanmistir.

Mevcut ¢alisma yalnizca gorme yetersizligi olan 6gretmen goriisleri ile sinirhidir, dolayisiyla egitim yoneticileri
ve diger paydaslarin goriigleri arastirma kapsami diginda kalmustir. Caligma sinirliliklart i¢inde, gérme yetersizligi olan
O0gretmenler baglig1 altinda yapilan ¢alismanin, dgretmenin total gérme yetersizliginin olmasi ve az géren olmasinin
calisma bulgularini etkileyebilecegi diisliniilmektedir. Bir bagka unsur da dgretmenin ¢alistig1 okul, 6grencinin sinif
kademesinin ¢alisma bulgularinda etkisi olabilecegidir.

Bu caligmada ortaya konan hususlar dogrultusunda gorme yetersizligi olan 6gretmenler 6zelinde oOrgiitsel
davranislara iligkin farkli degiskenlerin ele alindig: ileri arastirmalar da yapilabilir. Ote yandan ¢alismada ortaya ¢ikan
gorme yetersizligi olan kadm 6gretmenlerde orgiitsel destek algisinin diigiik olmasinin sebebinin aragtirtlmasi ve bunun
sonucunda tespit edilen konularda uygulamacilar tarafindan gerekli dnlemlerin alinmasi yerinde olacaktir. Ayn1 sekilde
gorme yetersizligi olan erkek dgretmenlerin kadin 6gretmenlere gore orgiit kaynakli 6z saygi, orgiitsel baglilik, orgiitsel
adalet ve orgiitsel destek algilarinin daha yiiksek olma nedenleri tespit eden yeni aragtirmalar planlanmasi ve
farkliliklarin olumlu yonde giderilmesi 6nerilebilir.
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Abstract

Introduction: Organizational behaviors, which have significant effects on employees, are more sensitive in terms
of teachers with visual impairment. In this study, we aimed to examine the relationship between organizational
justice, affective commitment, organization-based self-esteem and perceived organizational support, according to
the views of visually impaired teachers working in elementary and secondary schools.

Method: The sample of the study consisted of 154 visually impaired teachers working in primary and secondary
education institutions in the 2018-2019 academic years. In this study, relational screening method was used and
the data were analyzed by quantitative techniques. Research data were gathered with the "Organizational Support
Scale", "Organizational Justice Perception Scale", “Organization-based Self-esteem Scale” and “Affective
Organizational Commitment Scale”. In data analysis, frequency, arithmetic mean, percent and standard deviation
and parametric testes were used.

Findings: According to the findings, participants’ organizational support perceptions differed in favor of male
teachers and married teachers, and participants' organization-based self-esteem perception levels also differed in
favor of male teachers. There were significant relationships between organizational justice perception and
organization-based self-esteem, between perceived organizational support and organizational justice perception,
and between organization-based self-esteem and affective organizational commitment. As a conclusion, it was
found that organization-based self-esteem, organizational justice perception, and affective organizational
commitment were significant predictors of perceived organizational support.

Discussion: It has been observed that the affective organizational commitment of visually impaired teachers
working in primary and secondary education institutions to their schools is at a moderate level. Similar results
were obtained in studies conducted with teachers without visual impairment, shows that visual impairment does
not affect affective organizational commitment in teachers. When the literature is examined, it is understood that
although school administrators are not very willing to work with teachers with visual impairment, they support
their teachers. In this study, it is seen once again that organizational support and organization-based self-esteem
increase in case of organizational justice in schools.

Keywords: Teacher, visual impairment, organizational justice, organizational support, affective commitment,
organizational behavior.
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Introduction

When the interaction between the attitudes of organizations towards their employees and the attitudes of
employees towards their organizations is examined; it is seen that perceived organizational support, perception of
organizational justice, affective commitment and organization-based self-esteem are the main variables studied in
both national and international literature. (Derinbay, 2011; Kose, 2016; Rhoades & Eisenberger, 2002). These
variables are handled individually or dually. Eisenberger et al. (1986) define organizational support as the
perception related to organizations’ giving importance to the value and happiness of their employees and carrying
out the actions and policies which affect their employees in a voluntary manner. It is known that employers carry
the tendency to help their organizations acquire humane characteristics (Eisenberger et al., 1986). Employees
interpret the treatment they encounter in their organizations through the behaviors of administrators (Aselage &
Eisenberger, 2003). Beheshtifar and Herat (2013) define the perception of organizational support as “managers’
awareness of their employees' contributions to the organization and concerns about the well-being of the
employees, according to the perception of the employees”. These perceptions are determined by the acceptance of
the employees by the organizations, their sincerity and the material and moral awards that the employees receive
as a result of their efforts in the workplace.

Rhoades and Eisenberger (2002), stated that there is a high level of relationship between organizational
justice and organizational support in their study examining 70 studies, In another study, it was determined that the
principal’s support and trust increase teachers' organizational commitment (Demirtas et al., 2017). Employees’
organizational commitment provides higher work performance to employees (Arshadi & Hayavi, 2013). Ageel
and Ahmed (2014) determined that higher organizational commitment of employee resulted higher job
performance, and "voluntary" responsibility of employee for achieving organizational goals. Eisenberger et al.
(1986) defined organizational commitment as a social exchange between employers and employees. They stated
that the commitment of organizations to their employees contributes to the commitment of employees to their
organizations.

The concept of organizational commitment has been defined by Mowday et al. (1982) as the identification
power of an individual’s identity with the organization. In addition, three types of organizational commitment are
mentioned as continuance commitment, normative commitment and emotional commitment (Meyer & Allen,
1991). Continuance commitment seems to be related to the awareness of the cost of leaving the organization.
Employees, whose relationship with the organization is based on continuance commitment, are thought to remain
in the organization due to their material and job satisfaction needs (Meyer & Allen, 1991). In normative
commitment, the employees believe that working in their organization is right. Relationships between the
employee and the organization can also develop in line with psychological contracts.

Affective commitment refers to emotional ties of employees with the organization and their identification
with it. In this commitment type, employees can identify themselves with their organizations and give great
importance to their organizations (Allen & Meyer, 1990). According to Giil (2003), affective commitment
expresses employees’ acceptance of organizational values and objectives and their spending a superhuman effort
for the benefit of their organizations. The organizations for employees who have affective commitment towards
their organizations carry great importance and employees wish to remain in their organizations. Giirbiiz (2006)
summarized affective commitment as the belief in organizational objectives and values and strong acceptance of
these objectives and values, willing to spend more effort for the benefit of the organization and the existence of a
strong desire to continue organizational membership.

Affective commitment factors are listed as difficulty of work, clarity of roles, clarity of objectives,
difficulty of objectives, openness of the administration towards suggestions, friend loyalty, organizational
addiction, equality, personal importance, feedback and participation (Allen & Meyer, 1990). In this context, hard
and exciting work, clear expectations of the organization, knowing the purpose of the organization by employees,
relationships, equal treatment towards employees, giving value to employees, giving feedback to employees about
their work are some of the factors that increase affective commitment. The high number of employees with high
emotional involvement brings less absenteeism in the workplace and higher work motivation. Increasing the
number of employees with high affective commitment leads to less absence in the work environment and a higher
work motivation (Cetin, 2004).

Self-esteem refers to the respect of individuals towards themselves, thus liking, considering and accepting
their own selves as important (Turkish Language Association, 2018). Individuals with high self-esteem are more
active in society and better express themselves; whereas those with low self-esteem tend to see themselves as
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worthless, weak and helpless, and have a high level of anxiety (Cetin, 2004; Cigdemoglu, 2006). Self-esteem is
not static and can change in accordance with the conditions. The change in self-esteem causes changes in
individual’s reactions and behaviors towards events as well (Baskara, 2002). Korman (1970) is considered to be
the first person to bring up the concept of self-esteem in employees. As the researchers who first used the concept,
Pierce et al. (1989) defined organizational self-esteem as the employee’s level of belief that their needs are satisfied
and their roles are met within the organization. Hui and Lee (2000) concluded that employees with low level of
organization-based self-esteem also have low organizational commitment and that these people have high job
absenteeism. Carson et al. (1997) found that organization-based self-esteem increases the organizational
commitment of employees. In addition, some studies have shown that employees with high organization-based
self-esteem have high job motivation, are open more to cooperation, have high job performance, and are devoted
to their organizations (Dyne et al., 1994; Kuo, 2013).

Organization-based self-esteem can be defined as “the feelings of worth or value employees feel within
their workplace” (Payne, 2007, p. 237). Organization-based self-esteem reflects employees' perceptions about their
importance, meaningfulness, effectiveness, competence and value within their organizations (Chan et al., 2013).
Pierce and Gardner (2004) stated that employees with low organization-based self-esteem decreased their
productivity and had the intention to leave the work, while the effectiveness and efficiency of employees increased
who realized that they were an important part of the organization.

Greenberg (1990) used the concept of organizational justice for the first time in terms of the perception
of employees regarding fair distribution of gains, fair treatment of managers to their employees, and fairness in
organizational regulations, practices and decisions. Greenberg (1990) claimed that many organizational behaviors
could be explained through organizational justice. According to Moorman et al. (1998); organizational justice
defines the justice that is directly related to the workplace and is a concept related to the situations in which
employees think that they are treated fairly and how this situation affects other issues related to the work.
Kaneshiro (2008) expresses the perception of organizational justice as the employees’ perception of managerial
evaluation and decision processes with variables such as work time, authority, duty, work environment,
punishment, reward, and wage. In case organizational justice is established within an organization, employees
regard themselves as valuable within the organization and thus organizational effectiveness and efficiency
increases (Iyigiin, 2012). Jeon (2009) and Sholihin and Pike (2010) determined that organizational justice increases
organizational trust in their studies; while Giirbiiz (2006) and Songiir et al. (2008) found that organizational justice
increases the behavior of organizational citizenship.

Increasing the efficiency and motivation of employees in organizations is indisputable for the success of
the organization. Teachers are key employees in educational organizations. Therefore it is important to determine
the factors that satisfy teachers and make them more productive for the success of educational organizations. In
this context, impaired teachers should be more visible in school environments and be accepted by students, other
teachers and administrators. There are 253 million people all over the world who have visual disabilities, 36 million
whom are blind (World Health Organization, 2018). It is known that individuals with visual disabilities are the
members of the occupation group since the 1980-1990’s (Revathi & Naomi, 2016). In studies which examine the
attitudes of administrators towards disabled people, it has been determined that the difficulties faced by visually
impaired employees were found to be higher than those in other disability groups (Gilbride et al., 2000). In
addition, it is known that the attitudes of administrators towards teachers with visual disabilities are of medium
level positive (Restad, 1972). A similar finding is the moderate desire of administrators to work with visually
impaired teachers (Revathi & Naomi, 2016). On the other hand, there are studies that show that teachers with
disabilities, who work in schools for the disabled, give more trust to parents and that the low expectations of
disabled teachers make parents comfortable (Ferri et al., 2001). On the other hand, there are some study findings
determine that disabled teachers working in schools for the disabled give more confidence to parents and that the
low expectations of disabled teachers make parents comfortable (Ferri et al., 2001). Teachers with disabilities state
that they spend more effort than their power in order to gain the positive view of their colleagues and administrators
(Hazen, 2012). Teachers with disabilities state that they spend more effort than their power in order to gain the
positive view of their colleagues and administrators (Hazen, 2012). In the study of the Association for the Visually
Impaired in Education (AVIE, 2017), it was determined that the communication of visually impaired teachers were
mostly in cooperation with colleagues, students, parents and auxiliary staff. In the same study, it was observed that
nearly 20% of visually impaired teachers were exposed to mobbing and 17% of them had not positive relations
with their administrators. Brandsborg et al. (2001) argue that the visually impaired teacher teaches the information
that enables the visually impaired student to lead a comfortable life and will be a more reliable role model because
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they have a common identity. In their study they determined that teachers with visual impairment were
disadvantaged in situations requiring physical activity, but while both the teacher and the student were visually
impaired, they communicated more closely.

In the 27™ Article of the Convention on the Rights of Persons with Disabilities discrimination based on
disability is prohibited in all issues relating to recruitment and employment. Discrimination is also prohibited in
accordance with the Equality Principle of the Constitution, the Disabled Law No. 5378 and 122" Article of the
Penal Code. On the other hand, there are implementations within the scope of positive discrimination such as the
obligation of organizations to employ people with visual disabilities, allocating additional time in central
examinations and holding examinations for the employment of disabled civil servants as well. According to the
Turkish statistics, there are 53017 disabled civil servants and 10450 civil servants with visual disabilities employed
(State Personnel Presidency, 2018). There are 3925 disabled teachers employed by the Ministry of Education and
it is estimated that there are around 1000 teachers with visual disabilities (AVIE, 2017). Thus, teachers with visual
disabilities among the disabled employees have an important place (17-20%). In this study, the relationships
between organizational justice perception, affective commitment, organization-based self-esteem and
organizational support were analyzed according to the views of visually impaired teachers. Literature on
organizational behavior shows that although there are a limited number of studies on teachers who have visual
disabilities, there are no studies on the variables which are dealt with in this study. It is considered that this study
on the views of teachers who have visual disabilities will contribute to the literature and will fill the gap in the
literature even if partly. Within the scope of this aim, the answers to the following questions were sought.

1. What are the teachers' views on organizational support, affective commitment, organization-based self-
esteem and organizational justice perception?

2. Is there a significant relationship between organizational support, affective commitment, organization-
based self-esteem and organizational justice perception according to teachers' opinions?

3. Do teachers' of views on organizational support, affective commitment, organization-based self-esteem
and organizational justice perception differ significantly according to gender, marital status and
professional seniority?

4. Are organizational justice perception, affective commitment and organization-based self-esteem a
meaningful predictor of organizational support?

Method

In this study, relational screening method was used and the data were analyzed by quantitative techniques.
Karasar (1994), relational screening model was used to determine the presence and the degree of the covariance
between the correlation of more than two variables. Research data were gathered with the "Organizational Support
Scale", "Organizational Justice Perception Scale", “Organization-based Self-esteem Scale” and “Affective
Organizational Commitment Scale”.

Study Group

The population of the study consisted a total of 3925 visually impaired teachers employed in public
primary and secondary schools in all cities of Turkey in 2018-2019 academic year. The participants were selected
randomly. The scale was applied to 154 participants who were reached.

Data Collection Tools
Affective Commitment Scale

For the purpose of determining the level of affective commitment perception, the ‘Affective Commitment
Scale’ developed by Meyer et al. (1993) and adapted in Turkish by Akalin (2006) was used. The Cronbach alpha
value of the Turkish version of the scale was calculated as .80 (Akalin, 2006). In the current study, the Cronbach
alpha reliability coefficient was calculated as .70. It was determined that the scale explains 45% of the total
variance.

Organizational Support Scale

The scale of 36 items developed by Eisenberger et al. (1986) and adapted to Turkish by Akalin (2006)
was used. The Cronbach alpha value of the Turkish version of the scale was calculated as .87 (Akalin, 2006). In
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the current study, the Cronbach alpha reliability coefficient was calculated as .70. It was determined that the scale
explains 55% of the total variance.

Organizational Justice Scale

The scale developed by Hoy and Tarter (2004) and adapted to Turkish by Giines (2011) was used. The
Cronbach alpha value of the Turkish version of the scale was calculated as .91 by Giines (2011). In the current
study, the Cronbach alpha reliability coefficient was calculated as .94. It was determined that the scale explains %
75 of the total variance.

Organization-Based Self-Esteem Scale

The scale developed by Pierce et al. (1989) and adapted to Turkish by Akalin (2006) was used. The
Cronbach alpha value of the Turkish version of the scale was calculated as .93 by Akalin (2006). In the current
study, the Cronbach alpha reliability coefficient was calculated as .83. It was determined that the scale explains
70% of the total variance.

Procedures and Data Analysis

The analysis of the data was conducted through Confirmatory Factor Analysis (CFA), Pearson
Correlation and multiple regression analysis along with descriptive statistics. According to the Normalcy Test
related to the scales, the kurtosis and skewness values of the total score average of the items were analyzed in the
.05 significance level. Based on these results, it was found appropriate to use parametric tests. In data analysis,
frequency, arithmetic mean, percent and standard deviation and parametric testes were used.

Results

According to the findings, teachers' organizational justice perceptions were high, the level of
organization-based self-esteem was high, the level of organizational support perception was very high, and the
level of affective commitment perception was moderate. Affective commitment levels of teachers differed
significantly in favor of married. Organizational support perception levels and organization-based self-esteem
levels of teachers differed significantly in favor of male teachers. Affective commitment levels of teachers differed
significantly according to the variable of professional seniority. It was determined that teachers' organizational
support levels, organizational justice perception levels, and organization-based self-esteem levels did not differ
significantly according to professional seniority.

The results of the study showed that there were significant relationships between organizational justice
perception and organization-based self-esteem, between perceived organizational support and organizational
justice perception, and between organization-based self-esteem and affective organizational commitment. As a
conclusion, it was found that organization-based self-esteem, organizational justice perception, and affective
organizational commitment were significant predictors of perceived organizational support. According to these
findings, 74% of organizational support perception was explained by organization-based self-esteem,
organizational justice perception and affective commitment.

Discussion

The findings showed that the level of participants’ organizational support perception was very high. When
the literature had been reviewed, it was seen that the level organizational support perception was either high or
very high in the findings of the other studies on teachers without any disabilities (Akin, 2008; Rhoades &
Eisenberger, 2002). These findings showed that teachers had the perception that they are supported by their
organizations. When evaluated with the finding that administrators were moderately willing to work with visually
impaired teachers (Gilbride et al., 2000), this situation indicates that school administrators support visually
impaired teachers, although they are not very willing to work with them.

In this study, it was seen that the level of visually impaired teachers’ organizational support perception
differed in favor of male teachers. The reasons for this may be the higher expectation of female teachers, their
need for more support, and the negative attitudes of administrators towards visual impaired female teachers.
However, the majority of school administrators are male and it is thought that they can exhibit more empathic
behavior towards visually impaired male teachers.

The finding of this study regarding the lack of differentiation in organizational support perception levels
according to professional seniority is consistent with the other studies (Erkol, 2015; Giil, 2003) conducted on non-
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disabled teachers. Similarly, the finding regarding the high level of organization-based self-esteem is consistent
with the other studies (Ganster & Shaubroeck, 1991; Pierce & Gardner, 2004) conducted on non-disabled teachers.
The fact that visually impaired teachers have a high level of organization-based self-esteem shows that they are
regarded as reliable and important by school administrators and colleagues. AVIE (2017) determined that 83% of
the visually impaired teachers could not follow the internal correspondence properly, 17% did not evaluate their
relations with their administrators positively, and 20% were completely or partially being exposed to mobbing.

In this study, the organization-based self-esteem levels of teachers differed significantly according to
gender in favor of male teachers. Findings regarding the differentiation of organization-based self-esteem
according to gender are not consistent in the literature. For instance, while the studies of Akalin (2006) and Buruk
(2006) did not determine a significant difference in terms of gender, a significant difference was determined in
favor of females in the study conducted by Erden (2011). It is thought that the low level of organization-based
self-esteem perceptions of visually impaired female teachers may be related to the fact that women attach more
importance to visuality and physical appearance.

In the study, it was determined that visually impaired teachers had a moderate level of affective
organizational commitment. Goéren and Yengin (2014) also found the level of affective commitment of primary
school teachers to be moderate. Similar results in visually impaired teachers suggest that disability does not make
a difference in affective attachment. Also it was observed that the professional seniority, the higher the emotional
commitment levels. This determination supports the studies of Yiiner (2018). It is understandable that the increase
in the labor time given to the profession and the organization increases the emotional attachment. According to
the current study, it was observed that as professional seniority increases, the level of affective organization
commitment also increases. This determination supports the study of Yiiner (2018). Increase of the level of
affective organization commitment due to the professional seniority is an understandable fact.

In the study, it was determined that visually impaired teachers had high organizational justice perceptions.
Cohen et al. (2001), found teachers' organizational justice perception level as moderate or high. It is observed that
visually impaired teachers benefit from the school's facilities equally with other teachers, and they think that their
rights and responsibilities are equally distributed. It is thought that this opinion of the visually impaired teachers
is due to the fact that their rights and duties are protected by law.

There is a medium level, positive and significant relationship between the perception of organizational
justice and organization-based self-esteem. There is a high level, positive and meaningful relationship with
perceived organizational support and the perception of organizational justice; a high level, positive, meaningful
relationship with organization-based self-esteem and a weak, positive and significant relationship with affective
commitment. Moormanet et al. (1998) determined that there is a significant positive relationship between
organizational support and organizational justice. In the study by Keles (2015), it was determined that there is a
significant relationship between the perception of organizational justice and organization-based self-esteem. As a
result of the multiple regression analysis in current study, a significant relationship was determined between
organizational support and organization-based self-esteem and a high level and statistically significant relationship
between the perception of organizational justice and affective commitment.
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