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Bu arastirmada orgiitsel destek algisi ile 6rgiitsel adalet algisi arasindaki iligki, gérme yetersizligi olan ve olmayan
Ogretmenlerin goriislerine bagli olarak incelenmistir. Arastirmanin ¢aligma grubunu 2016-2017 egitim 6gretim yilt
bahar doneminde gorev yapan 154 gérme yetersizligi olan 6gretmen ve 278 gérme yetersizligi olmayan 6gretmen
olusturmaktadir. Arastirma verileri “Orgiitsel Adalet Algis1 Olgegi” ve “Orgiitsel Destek Olgegi” ile toplanmustir.
Katilimeilardan toplanan veriler aritmetik ortalama, standart sapma, t-testi, Anova, dogrulayict faktdr analizi
(DFA), Pearson korelasyon ve regresyon analizi ile ¢Oziimlenmistir. Caligma bulgulari bir biitiin olarak
degerlendirildiginde, dgretmenlerin Orgiitsel adalet algist tasidiklari goriilmistiir. Cinsiyete, mesleki kideme,
gorme yetersizligi olma durumuna veya medeni duruma gore farklilik gostermemekle birlikte, orgiitsel adalet
algilarinin dgretmenlerin drgiitsel destek algilari {izerinde etkisi oldugu gériilmiistiir. Ote yandan, drgiitsel destegin
de mesleki kidem, medeni duruma, gérme yetersizligi olma ya da olmama durumuna gore farklilik géstermedigi,
buna karsin erkek 6gretmenler lehine farklilik gdsterdigi tespit edilmistir.
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Orgiitlerin kurulus amagclarini gerceklestirmeleri ve basarili olmalari i¢in en basta insan kaynaklarimi etkin
bir bicimde kullanmalar1 gerekmektedir. Isgorenin is performansini artirmasi, etkin ve verimli calismast icin ise,
orgiitiine bagliligi, is doyumu gibi birtakim durumlarin olmasi gerekmektedir. Bu ¢ercevede orgiit ile isgoren
arasinda saglikli bir iliskinin kurulmas: ve siirdiiriilmesi gerekmektedir. Bu iliskiyi belirleyen bir¢ok fiziksel ve
psikolojik etken s6z konusudur. Bu iligkinin saglikli bir temele oturtulmasi agisindan 6rgiitsel destek ve Srgiitsel
adalet ¢ok Onemli olup, isgdrenin bu konulardaki algist bu iliskinin sonuclari iizerinde dogrudan etkide
bulunmaktadir.

Orgiitsel destek, isgorenin oOrgiitii ve isvereniyle iliskisinin siirdiiriilebilirligini agiklamasi agisindan
orgiitsel davranig arastirmacilarinin ilgi alan1 olmaktadir. Rhoades ve Eisenberger (2002) orgiitsel destegi,
isgbrenin “orgiitiine yaptigi katkinin, érgiitii tarafindan degerli goriilmesi ve bu katkilarin karsiliginda érgiitiiniin
de onun refahiyla ilgilenmesine yonelik genel algisi” olarak tanimlamiglardir. Benzer sekilde orgiitsel destek; bir
Orgiitiin, iggoérenin Orgiitteki varligmin farkinda olmasi ve onun refah diizeyini Onemsemesi olarak
nitelendirilmektedir (Eisenberger, Cummings, Armeli ve Lynch, 1997). Diger bir tanima gore orgiitsel destek,
oOrgiitiin iggorenlerin durumlarini dikkate almasi ve onlarin memnuniyetlerini artiracak nitelikte degerlere sahip
olmasi durumudur (Ozdevecioglu, 2003). Orgiitsel destek algisi ise, isgdrenlerin drgiite sagladiklari katkilarin nasil
degerlendirildigine ve refahlarina nasil katki sagladigina iliskin algilarim ifade etmektedir (Beheshtifar ve Herat,
2013; Tokmark, Turen, Gokmen, 2012). Eisenberger, Armeli, Rexwinkel, Lynch ve Rhoades’e (2001) gore,
orgiitler tarafindan isgérenlere deger verilmesi ve bu degerin de ddiillendirilme, saygi duyulma, kabullenilme gibi
goriiniir hale gelmesi durumunda, isgdrenin zihninde orgiitiine dair olugan alginin derecesine “algilanan orgiitsel
destek” denilmektedir. Baska bir tanima gore algilanan orgiitsel destek, isgorenin verdigi emegin orgiitii tarafindan
farkina varildigini bilmesi ve orgiitii tarafindan degerli oldugunu hissetmesidir (Robbins ve Judge, 2012).
Eisenberger ve digerlerine (2001) gore orgiitsel destek, isgorenin galistigi orgiitte diigiiniildiigiine, duygularina
deger verildigine, orgiit tarafindan psikolojik ve fizyolojik olarak desteklendigine dair zihninde olusturduklaridir.
Orgiitsel destek algismin en énemli dnciilleri isgdren ile yoneticiler arasindaki iletisim, yonetici destegi, adil
yonetim, basarmin ddiillendirilmesi ve calisma kosullar1 (Iplik, iplik ve Efeoglu, 2014; Onderoglu, 2010), en
onemli sonuglar1 ise; orgiitsel baghlik, drgiitsel vatandaslik davranisi ve isten ayrilma niyetidir (Onderoglu, 2010).

Eisenberger ve digerleri (1997) tarafindan algilanan orgiitsel destek ile calisanlara takdir yetkisi saglayan
is kosullar1 ve is doyumu arasindaki iliskilerin incelendigi ¢aligmada, .6rgiitsel destek algisi ile takdir yetkisi olan
is kosullar1 arasinda daha anlamli bir iliski oldugu tespit edilmistir. Is doyumu ile 6rgiitsel destek arasinda da giiclii
bir iligki bulundugu tespit edilmis ancak bunlarin farkli yapilar oldugu tespit edilmistir. Rhoades ve Eisenberger’in
(2002) algilanan orgiitsel destek iizerine yapilan 70 ¢alismay1 inceledikleri meta analiz arastirmast sonucunda,
orgiitsel adalet ve algilanan orgiitsel destek arasinda giiglii bir iliski oldugu saptanmistir. Alanyazinda algilanan
orgiitsel destegi yiiksek olan isgdrenlerin orgiitsel bagliliginin, sorumluluk duygusunun, is memnuniyetinin,
performansinin ve orgiitsel vatandaslik davraniginin yiiksek oldugu goriilmiistiir (Ceylan ve Senyliz, 2003; Kaplan
ve Ogiit, 2012; Rhoades ve Eisenberger, 2002). Bunun disinda drgiitsel baglilign, is tatmininde artis, is stresi ve
is tiikenmisliginde azalma, is devamsizliginda ve isten ayrilma diizeyinde azalma, yiiksek verimlilik ve psikolojik
sermayelerinde yiikselmeye neden oldugu goriilmektedir (Akin, 2008; Cetin, Hazir ve Basim, 2013). Diger bir
ifadeyle “orgiitsel destek algilar1” diisiik olan isgdrenler calistiklar1 Orgiitlerin kendilerine sahip ¢iktigina
inanmamakta, fikirlerinin ve Onerilerinin dikkate alinmadigini, basarilarinin takdir edilmedigini, sikayetlerinin
dinlenmedigini ve problemlerine ¢6ziim iiretilmedigini diisiinmektedirler. Dolayistyla bu durum orgiitsel etkilesim
sonucu ortaya ¢ikan psikolojik sermayenin yoklugunu goéstermektedir (Akin, 2008; Cakir, 2001; Rhoades ve
Eisenberger, 2002). Iplik ve digerleri (2014) tarafindan yapilan calismada, ¢alisanlarim &rgiitsel destek algilari ile
orgiitsel vatandaglik davranis1 arasindaki iliski ve bu iligkide orgiitsel 6zdeslesmenin rolil incelenmis, isgdrenlerin
orglitsel destek algis1 ile oOrgiitsel vatandaslik davranigi arasinda olumlu bir iliski bulundugu ve orgiitsel
6zdeslesmenin bu iliskide aract oldugu tespit edilmistir. Onderoglu’nun (2010) 6rgiitsel adalet algisi, algilanan
orgiitsel destek ve is aile catismast arasindaki iligkileri inceledigi ¢caligmasinda algilanan drgiitsel destegin, orgiitsel
adalet algisinin ve is aile catigmasinin yordayicist oldugu bulgusu elde edilmistir. Nayir’m (2011), okul
yoneticilerinin 6gretmenlere saglanan orgiitsel destege yonelik goriislerini ve 6gretmenlerin oOrgiitsel destek
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algilart ile oOrgiitsel bagliliklart arasindaki iligskiyi inceledigi ¢aligmasinda, Orgiitsel destek algilarinin okul
biiyiikligii ve okul tiirli degiskenine gore farklilastigi goriilmistiir. Nayir’in (2012) ilkdgretim 6gretmenlerinin
orgiitsel destek algisi ile orgiitsel baglilik diizeyleri arasindaki iliskiyi inceledigi ¢aligmada, orgiitsel destek
algisinin  dgretmenlerin oOrgiitsel bagliligin yordayicilarindan birisi oldugu, &gretmenlerin calistigi okulu
i¢sellestirmesi i¢in yonetici destegi ve adil bir yonetim ortaminin belirleyici oldugu ortaya ¢ikmigtir. Ayni sekilde
Demirtas, Ozer, Demirbilek ve Bali (2017) tarafindan yapilan ¢alismada da miidiir destegi, miidiire giiven ve
Ogretmenlerin Orgiitsel bagliliklart arasinda pozitif yonde ve yiiksek diizeyde iliski oldugu tespit edilmistir.

Orgiitsel adalet; orgiit igerisinde yiiriitiilen faaliyetlerin ve kazanimlarmn adil bir sekilde dagilmasi ve
izlenen prosediirler, ilgili diizenlemeler ile yoneticilerin karar, uygulama ve igsgorenlere yonelik davraniglarinin
adil olmasim ifade etmektedir (Iyigiin, 2012). Orgiitsel adalet algisi ise; isgorenlerin yetki, gérev, mesai, iicret,
odiil, ceza, calisma ortamu gibi degiskenler bakimindan, oOrgiit icerisinde yonetsel karar ve degerlendirme
siireclerini algilama bi¢imidir (Ince ve Giil, 2005; Kaneshiro, 2008). Algilar, davranislar sekillendirdigi icin,
isgdrenlerin calistiklar1 drgiitiin adaletine iliskin algilar1 ¢cok énemlidir (iscan, 2005). Bu cercevede orgiitsel
adaletin var olduguna iliskin algilar, isgdrenlerin kendilerini Orgiit agisindan degerli olarak hissetmelerini
saglamak suretiyle pozitif davraniglar sergilemesine yol agarken, adaletsizlik algis1 da olumsuz davranislara yol
acmak suretiyle orgiitiin amaglarina ulasmasim zorlastirmaktadir (Cihangiroglu ve Yilmaz, 2010; lyigiin, 2012).

Adams’m (1965) “Esitlik Teorisi”, 6ziinde orgiitsel adalet algis1 kavramu ile iliskilidir (Isbasi, 2000).
Adams’a gore, isgdrenin ¢alistig1 kurumla ilgili olarak algiladig: esitlik veya esitsizlik hissi olarak agiklanmaktadir
(Luthans, 1995). Esitlik teorisinin temelinde isgorenlere adil 6diil dagitimi gelmektedir. Yani iggoren yapilan
calisma sonucunda dagitilan 6diillerin adil olmasim beklemektedir (Adams, 1965). Orgiitsel adalet kavrami
aragtirmacilar tarafindan farkli birden ¢ok boyutta kavramsallastirilmaktadir. En 6ne ¢ikan oOrgiitsel adalet
boyutlarini, Lind ve Tyler (1988) “dagitimsal adalet”, Greenberg (1990) “dagitimsal adalet” ve “siire¢ adaleti”,
bunlara ek olarak Bies ve Moag (1986) “etkilesimsel adalet” olarak boyutlandirmustir.

Akanbi, Ofoegbu ve Eugene (2013), Gk (2014) ve Ay (2007) calismalarinda orgiitsel adaletin
isgorenlerin orgiitsel baglilig: ile iliskisi oldugunu gdstermistir. Isleyici’nin (2015) calismasinda orgiitsel adalet
ile orgiitsel sessizlik arasinda orta diizeyde anlamli bir iliski bulundugu gériilmektedir. Al-Zubi (2010), is tatmini
ile adalet arasinda iligki bulundugunu ve ¢alisanlarin, is tatminini yoneticilerin orgiitsel adaletlerine bagladiklarini
saptamugtir. Cohen-Charash ve Spector (2001), ¢alismalarinda dagitimsal adalet, siire¢ adaleti, etkilesimsel adalet
boyutlarinin 6nemli oldugunu, o6rgiitsel uygulama ve ¢iktilarin bu boyutlarla iligkili oldugunu, ancak algilanan
adaletle demografik degiskenlerin biiylik oranda iliskisiz oldugunu bulmuslardir. Bu c¢alismada ayrica
performansin islemsel adaletle, 6rgiitsel vatandaslik davraniglarinin islemsel ve dagitimsal adaletle iliskili oldugu;
is tatmininin ise bitiin adalet boyutlariyla yakindan iligkili oldugu bulunmustur. Hoy ve Tarter (2004)
calismalarinda orgiitsel giiven ile orgiitsel adalet arasinda iliski oldugunu saptamiglardir. Marjani ve Ardahaey’in
(2012) galisma bulgulart ise orgiitsel yapmin adalet algist tizerinde pozitif bir etkisi oldugunu, ayrica orgiitsel
adaletin is tatmini ile dogrudan iliskili oldugunu gostermektedir. Zainalipour, Fini ve Mirkamali (2010)
calismalarinda is tatmini ile Orgiitsel adalet algis1 arasinda anlamli bir iliski tespit etmislerdir. Akgeyik (2014)
tarafindan gergeklestirilen ¢alismada, 6gretmenlerin ve yoneticilerin orgiitsel adalet algilar1 incelenmis, aralarinda
anlamli fark bulunmamustir. Oztug ve Bastas (2012) tarafindan yapilan ¢alismada, 6gretmenlerin drgiitsel adalet
algilarinin yiiksek diizeyde oldugu, bununla beraber en yiiksek boyutunun etkilesimsel adalet oldugu sonucuna
ulasilmstir.

Alanyazinda, orgiitsel destek ve orgiitsel adalet algisinin beraber ¢alisildig1 arastirmalara rastlanmaktadir.
Aragtirmalar incelendiginde orgiitsel adalet algis1 ve algilanan 6rgiitsel destek arasinda anlamli bir iligski oldugu
goriilmektedir (Ambrose ve Schminke, 2003; Naumann, Bennett, Bies, ve Martin, 1998). Greenhaus, Bedeian ve
Mossholder’e gore (1987) orgiitsel destegin olmamasi ve oOrglitsel adaletin saglanmamasi, 6diil sisteminin adil
olmamasi, isgdrenin g¢alistigi Orgiite inancimi sarsmakta, is doyumunu diisiirmekte ve isgdrenin Orgiitiine
yabancilagmasini artirmaktadir.
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Egitim Orgiitlerinin amacina ulagmasinda 6gretmenlerin inisiyatif alma diizeyi etkilidir ve 6gretmenlerin
inisiyatif alabilmeleri icin de orgiitsel destek algilarinin yiiksek olmasi énemlidir (Nayir ve Taskin, 2017). s
gorenlerin orgiitsel bagliligini ve motivasyonunu artirmak i¢in tiim drgiitlerde adaletli bir sisteminin olmasi gerekir
(Akanbi ve dig., 2013). Adalet, her bir orgiitin misyon ve vizyonunu tanimlamasinda anahtar kavramdir.
Toplumun ayrilmaz bir parcast olarak bilinen egitim orgiitleri de tiim unsurlar1 ile adaletle yonetilmeyi
haketmektedir. Ogrencinin 6gretmenlerinin her 6grenciye adil yaklasmasini istemesi, 6gretmenin ydneticilerinin
tiim 6gretmenlere adil davranmasini istemesi, yoneticinin de ayni sekilde biirokratik hiyerarsi icinde okulunun ve
kendi haklarinin gézetilmesini istemesi beklenen bir davranistir. Egitim orgiitlerinin toplumun her bireyi lizerindei
dolayli ya da dolaysiz etkisi olmasindan dolayi, adaletli bir yapiya sahip olmasi, hem birey hem de toplum igin
olduke¢a 6nemlidir (Lunenburg ve Ornstein, 2004).

Ogretmen denildiginde akla ilk olarak, egitim &rgiitlerinde meslektaslari ile esit sartlarda gérev yapan ve
higbir engeli olmayan bireyler gelmektedir. Ancak, diger mesleki drgiitlerde engelli ¢alisanlar oldugu gibi egitim
orgiitlerinde de engelli 6gretmenler bulunmaktadir. Engelli dgretmenler arasinda da gorme yetersizligi olan
Ogretmen 6nemli bir yer tutmaktadir. Gérme yetersizligi kavrami; “degisik nedenlerle olusabilecek cesitli gdorme
bozukluklarindan herhangi birine sahip kisiler icin genel bir kavram” olarak kullamlmaktadir (Oztiirk, 2011). Bir
bagka tanimlamaya gore gdrme yetersizligi; “tek veya iki gdziinde tam veya kismi gérme kaybi ya da bozuklugu
olan kisidir ve gdrme kaybiyla birlikte gbz protezi kullananlar, renk korliigii ve gece korliigii (tavukkarasi) olanlar
da bu gruba girmektedir” (Sahindz, 2013). Tiirkiye Cumhuriyeti Devlet Personel Basbakanligi (2017) verilerine
gore, istihdam edilen engelli memur sayisinin 49873 oldugu, bunun 10203’ {iniin gérme yetersizligi olanlar oldugu
bilinmektedir. Egitim ve 6gretim hizmetlerinde sinifinda istihdam edilen engelli memur sayisinin 5890 oldugu
goriilmektedir. Gorme yetersizligi olan 6gretmenlerin sosyal bilimlerde yogunlasan alanlarda ¢alisma durumunda
kaldig1 gozlemlenmektedir.

Gorme yetersizligi olan bireylere uzun yillar boyunca caligma ortamlarinda gérev verilmesi nadiren
ratlanilan bir durum olarak karsimiza g¢ikmaktadir. Bu donemde gorme engelli bireylerin sadece zihinsel
kapasitelerini kullanmalarin1 gerektirmeyen islerde ¢aligmalarmin beklendigi goriilmektedir. Genellikle kiigiik
sirketlerde calisan gorme yetersizligi olan bireylerin, bir meslek grubunun iiyesi olmalari 1980-1990’11 yillara
rastlamaktadir (Revathi ve Naomi, 2016). Sonraki donemlerde c¢esitlenen istihdam alanlar1 ve yapilan yasal
diizenlemelerle gdrme yetersizligi olan bireylerin kendi segtikleri alanda istihdam edilebilmeleri saglanmistir. Bu
cergevede yapilan yasal diizenlemeler, igverenlerin gorme engelli bireyleri engelli olmayan bireylere karsi ayrim
yapmadan istihdam etme zorunlulugunu getirmektedir. Ayni sekilde gérme engelli bireyler egitim imkanlarindan
da esit oranda yararlanma hakkina sahiptirler.

Egitim sisteminin her diizeyinde gdrme yetersizligi olan G6gretmenlerin bulundugu goriilmektedir.
Gilbride, Stensrud, Ehlers, Evans, ve Peterson (2000), engellilere yonelik isveren tutumlarini arastirdig
calismalarinda gérme yetersizligi olan ¢alisanlarin karsilastigi zorluklarin diger engel gruplarina sahip bireylere
gore en yiiksek ortalamaya sahip oldugu goriilmiistiir. Restad (1972) tarafindan yapilan okul yoneticilerinin gérme
yetersizligi olan 6gretmene yonelik genel tutumlarina iliskin ¢alismada, yoneticilerin gérme yetersizligi olanlara
yonelik tutumlarinin orta diizeyde olumlu oldugu goriilmiistiir. Revathi ve Naomi, (2016), gérme yetersizligi olan
ogretmenlerin okullarin bir pargast oldugunu, okul yoneticilerinin gérme yetersizligi olan dgretmene karsi orta
diizeyde olumlu tutum sergiledigini ortaya koymaktadir.

Alanyazinda orgiitsel destek ve orgiitsel adalet algisinin birlikte ele alindigi ¢aligmalar mevcuttur (Akanbi
ve dig., 2013; Al-Zubi, 2010; Ay, 2007; Ceylan ve Senyiiz, 2003; Cohen-Charash ve Spector, 2001; Gok, 2014;
Hoy ve Tarter, 2004; Iplik ve dig., 2014; Isleyici, 2015; Kaplan ve Ogiit, 2012; Marjani ve Ardahaey, 2012; Nayzr,
2012; Onderoglu, 2010; Rhoades ve Eisenberger, 2002). Uluslararasi alanyazin incelendiginde gérme yetersizligi
olan 6gretmenlerin orgiitsel davranig bilimi ile iligkilendirilen ¢cok az ¢aligmaya rastlanmakla birlikte, Tiirkiye’de
herhangi bir ¢caligmaya rastlanmamistir. Bununla beraber ulusal ya da uluslararast alanyazinda gérme yetersizligi
olan 6gretmenlerin Orgiitsel destek algisi ve orgiitsel adalet algilar lizerine de bir ¢alismaya rastlanmamaktadir.
Bu kapsamda arastirmanin amaci, gérme yetersizligi olan ve olmayan dgretmen goriislerine bagh olarak algilanan
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orgiitsel destek ve orgiitsel adalet algisi arasindaki iliskinin incelenmesidir. Bu kapsamda arastirmada agagidaki
sorulara yanit aranmustir:

1. Ogretmenlerin orgiitsel adalet algis1 ve orgiitsel destege iliskin goriisleri, cinsiyet, medeni duruma, gérme
yetersizligi olma ya da olmama ve mesleki kideme gore anlamli bir farklilik gdstermekte midir?

2. Ogretmenlerin drgiitsel destek algist ile érgiitsel adalet algis1 arasinda anlamli iliski var midir?
3. Orgiitsel adalet algis1, 6rgiitsel destek algisinin anlamli bir yordayicis1 mdir?
Yontem

Bu boliimde; aragtirmanin yontemi, calisma grubu, veri toplama araglari, verilerin toplanmasi ve analizine
iliskin bilgiler yer almaktadir.

Arastirma Yontemi

Gorme yetersizligi olan ve olmayan olmayan 6gretmen goriislerine bagli olarak algilanan orgiitsel destek
ve Orgiitsel adalet algisi iliskisini agiklamay1 amaglayan bu ¢alismada, iliskisel tarama yontemi kullanilmustir.
Karasar (1994), iliskisel tarama modelini “iki ve daha ¢ok sayidaki degisken arasinda birlikte degisim varhigim
ve/veya derecesini belirlemeyi amaglayan arastirma modeli” olarak nitelendirmistir. Arastirmanin bagimsiz
degiskeni olarak algilanan orgiitsel destek ve bagimli degiskeni olarak da orgiitsel adalet algis1 belirlenmistir. Bu
baglamda elde edilen veriler, nicel teknikler ile ¢dziimlenmistir.

Calisma Grubu

Arastirmanin ¢alisma grubunu 2016-2017 egitim Ogretim yili bahar doéneminde gorev yapan 432
Ogretmen olusturmaktadir. Gorme yetersizligi olmayan 6gretmenlere, internet ortaminda diizenlenen 6lgekler e-
posta lizerinden gonderilerek ve sosyal paylasim sitelerinden paylasilarak veri toplanmustir. Geriye kalan 154
gbrme yetersizligi olan d6@retmene olgekteki sorular yiiz yiize okunarak ve telefon aracihigi ile ulasilip okunarak,
verdikleri cevaplar 6lgege islenmistir. Arastirma verileri Tiirkiye’nin farkli illerinde gorevli resmi ilkdgretim ve
ortadgretim kurumlarinda gérev yapan ve arastirmaya goniillii olarak katilim saglayan gorme yetersizligi olan ve
olmayan ogretmenlerden toplanmugtir. Caligma grubundaki 6gretmenlerin 300’1 (%64) kadin, 132°si (%36)
erkektir. Aragtirmaya katilan 6gretmenlerin kidemleri incelendiginde; 1-7 yil aras1 olan gretmen sayist 149, 8-14
yil aras1 olan dgretmen sayist 122, 15-22 yil arasi olan dgretmen sayist 108 ve 23 yil {izeri olan 6gretmen sayisi
53’tiir. Aragtirmaya katilan 6gretmenlerin 309’1 evli geri kalan 12371 ise bekardir. Son olarak gérme yetersizligi
olan 6gretmen sayist 154 ve gérme yetersizligi olmayan 6gretmen sayisi ise 278dir.

Veri Toplama Araclar

Orgiitsel Adalet Algis1 Ol¢egi. Katilimeilarin 6rgiitsel adalet algisina yonelik alg1 diizeylerini belirlemek
amaciyla Hoy ve Tarter (2004) tarafindan gelistirilen ve Giines (2011) tarafindan Tiirk¢eye uyarlanan “Orgiitsel
Adalet Algis1 Olgegi” kullamlmustir. Besli likert olarak (kesinlikle katilmiyorum, katilmiyorum, kismen
katilryorum, katiliyorum, kesinlikle katiliyorum) hazirlanmis dlgek, tek boyuttan olusmaktadir. “Ogretmen olmak
bircok agidan ideallerime yakindir” ve “Ogretmen olmak bana doyum saglamaktadir” gibi maddeler, Slgekte
bulunan &rnek maddelerdir. Olgegin Tiirkce formuna ait Cronbach alfa degeri .91 olarak hesaplanmustir. Bu
arastirma kapsaminda ise Cronbach alfa giivenirlik katsayis1 .94 olarak bulunmustur. Olgegin toplam varyansin %
67’sini agikladig: tespit edilmistir. Olgegin yap1 gegerligi DFA ile test edilmistir. Yapilan hesaplamalar sonrasinda
olgegin tek boyutlu yapisinin dogrulandigi goriilmiistiir (x?=111.11; Sd=35; x?/Sd=3.17; AGF1=.99; GF1=.99;
NFI=.99; CFI1=.99; IFI=.99; RMR=.014; RMSEA=.085). Arastirma sonucunda elde edilen uyum iyiligi sonuglari
degerlendirildiginde, orgiitsel adalet algis1 6lgeginin tek boyutlu formunun gegerli oldugu saptanmustir.

Orgiitsel Destek Olgegi. Katilimcilarin orgiitsel destek algi diizeylerini belirlemek icin Eisenberger,
Huntington, Hutchison ve Sowa (1986) tarafindan gelistirilen 36 maddelik 6lgegin yine Eisenberger ve digerleri
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(2001) tarafindan gegerlilik ¢aligmas1 yapilmis olan kisa formu olan, Akalin (2006) tarafindan Tiirkgeye uyarlanan
“Orgiitsel Destek Olgegi” kullanilmustir. Tiirkiye’de bu konuda gelistirilen baska &lgekler de olmasina ragmen,
calismaya katilan gorme yeresizliligi olan ogretmenlere tek tek okunarak uygulanmasi goéz Oniine alinarak,
Olgekteki madde sayisinin daha az ve uygulanabilir oldugu diisiiniilerek, ¢alismada Eisenberger ve digerleri (1986)
tarafindan gelistirilmis olan bu 6l¢ek kullanilmustir. Toplam sekiz ifadeden olusan bu 6lgek, 5°1i likert olarak
(kesinlikle katilmiyorum, katilmiyorum, kismen katiltyorum, katiliyorum, kesinlikle katiliyorum) hazirlanmistir.
“Calistigim kurum fikirlerimi 6nemser” ve “Calistifim kurum benim amaglarima ve degerlerime biiyiikk 6nem
verir” seklindeki maddeler, 6lgekte bulunan 6rnek maddelerdir. Olgegin Tiirkge formuna ait Cronbach alfa degeri
.87 olarak hesaplanmustir. Bu aragtirma kapsaminda ise Cronbach alfa giivenirlik katsayis1 .82 olarak bulunmustur.
Olgegin toplam varyansin % 49’unu agikladig: tespit edilmistir. Analiz sonucunda (x?=86.25; Sd=20; x?/Sd=4.31;
AGFI=.97; GFI=.98; NFI=.97; CFI=.98; IFI=.98; RMR=.11; RMSEA=.11) degerleri belirlenmistir. Arastirma
sonucunda elde edilen uyum iyiligi sonuglar1 degerlendirildiginde, 6rgiitsel destek 6lgeginin tek boyutlu formunun
gegerli oldugu saptanmustir.

Veri Toplama ve Analizi

Verilerin analizi betimsel istatistiklerle birlikte DFA, regresyon teknikleri ve Pearson korelasyon ile
coziimlenmistir. Orgiitsel destek, orgiitsel adalet algis1 dlgeklerine iliskin Normallik Testi sonuglarina gore
verilerin ¢arpiklik (skewness) ve basikitk (kurtosis) degerleri .05 anlamlilik diizeyinde incelenmistir. Maddelerin
toplam puan ortalamasina ait ¢arpiklik degerleri .32 ile -.40, basiklik degerleri -.68 ile -.63 arasinda degismektedir.
Ayrica veri seti icerisinde u¢ deger olmadigi goriilmiistiir. Carpiklik ve basiklik katsayisi, 3 sinirlari iginde
kaliyorsa, puanlarin normal dagilimdan 6nemli bir sapma gostermedigi seklinde yorumlanabilir (Bilyilikoztiirk,
Kokl ve Cokluk-Bokeoglu, 2007). Bu durumda parametrik testlerin kullanilmasi gerektigi sonucuna varilmustir.
Katilimeilarin degiskenlere iligkin gorece algi diizeylerinin tespit edilmesinde aritmetik ortalama ve standart sapma
dikkate alinmistir. Katilimeilarin degiskenlere iligkin gorece algilarinin yorumlanmasinda; “1.0-1.80” aralig1 ¢ok
diigtik, “1.81-2.60” aralig1 diigiik, “2.61-3.40” aralig1 orta, “3.41-4.20” aralig1 yiiksek ve “4.21-5.0” aralig1 ¢ok
yiiksek olarak degerlendirilmistir. Degiskenler arasindaki korelasyonun degerlendirilmesinde ise “0-.30” aralig1
zayif, “.31-.60” aralig1 orta ve “.61-1.0” aralig1 aras1 yiiksek iliski olarak referans alinmistir.

Bulgular

Katilimcilarin  6rgiitsel adalet algisimin ve orgiitsel destege iliskin goriislerinin cinsiyete, gérme
yetersizligi olma ya da olmamagdrme yetersizligi olma ya da olmama durumuna ve medeni duruma gére farklilasip
farklilasmadi@s ise Iliskisiz 6rneklemler t testi ile incelenmistir. Sonuglar Tablo 1°de sunulmaktadar.

Tablo 1
Tliskisiz Orneklemler t Testi Sonuclari

Olgek Degisken N X Sd sd t p

Orgiitsel adalet algist Cinsiyet Ié:fe‘lr(’ fgg 222 1:8(1) 430 -1.28 199
Orgiitsel Destek Cinsiyet Ié:‘lféi igg 2122 1132 430 262 .009*
Oisladdilgs - Gomeeriel Y 8 S o o
O Gt Y S 2018 g g
(“)rgUtsel et algs Medeni durum E\é;ar igg 21% 19(323 430 ~599 562
W

*p<.05
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Tablo 1’de sunuldugu iizere, katilimcilarin orgiitsel adalet algisi diizeyleri cinsiyete, gorme yetersizligi
olma ya da olmama durumuna ve medeni duruma gore anlaml sekilde farklilik gostermemektedir. Yine Tablo
I’de sunuldugu iizere katilimcilarin orgiitsel destek diizeyleri cinsiyete gore anlamli sekilde farklilik
gostermektedir (t(430)=2.62, p<.05). Katilimcilarin orgiitsel destek diizeylerine iliskin ortalama puanlar
incelendiginde erkek katilimci puanlarinin (X=4.66) kadin katilimcilara (X=4.36) gore daha yiiksek oldugu
goriilmektedir. Bununla beraber katilimcilarin 6rgiitsel destek diizeyleri, gorme yetersizligi olma ya da olmama
durumuna ve medeni duruma gore anlamli sekilde farklilik géstermemektedir.

Katilimeilarin orgiitsel adalet algis1 ve orgiitsel destek diizeylerinin mesleki kideme gore farklilagip
farklilasmadig ise tek yonlil varyans analizi (ANOVA) ile incelenmistir. Sonuglar Tablo 2’de sunulmaktadir.
Tablo 2

Tek Yonlii Varyans Analizi (Anova) Sonuglari

8 .. Varyans Kareler Kareler Anlamh

Olgek Degisken Kay)lllagl Toplamm sd Ortalamasi P Fark

) Gruplar Arast 6.34 3 2.12 211 099

Orgiitsel adalet algisi Kidem Grup i¢i 430.05 428 1.01
Toplam 436.39 431 )

Gruplar Arast 4.76 3 1.59

Orgiitsel destek Kidem Grup i¢i 512.27 428 1.20 133 .266 -
Toplam 517.04 431

*p<.05

Tablo 2’de goriilebilecegi gibi, katilimcilarin orgiitsel adalet algisi diizeylerinin mesleki kidem
degiskenine gore anlamli sekilde farklilasmadigi belirlenmistir (F(3-428)=2.10, p>.05). Katilimcilarin 6rgiitsel
destek diizeylerinin mesleki kidem degiskenine gére anlamli sekilde farklilagmadigi belirlenmistir (F(3-
428)=1.32, p>.05).

Katilimcilarin 6rgiitsel adalet algis1 diizeyi ve orgiitsel destek diizeyine iliskin aritmetik puan ortalamalari
ve standart sapma puanlari ile degiskenler arasi korelasyon katsayilar: Tablo 3°de sunulmustur.
Tablo 3

Degiskenlere Ait Betimsel Istatistikler ve Korelasyon Katsayilar:

Degisken N X sd 1 2
Orgiitsel adalet algis 432 3.43 1.01 1 .728*
Orgiitsel destek 432 4.45 1.09 128* 1
*p<.01

Tablo 3’de de goriildiigii iizere, katilimcilarin 6rgiitsel adalet algisi puan ortalamalar1 3.43 (SD=1.01) ve
orgiitsel destek puan ortalamasi 4.45°dir (SD=1.09). Orgiitsel adalet algis1 puan ortalamas: yiiksek ve orgiitsel
destek puan ortalamasi ¢ok yiiksek diizeydedir. Yine Tablo 3’den de izlenebilecegi gibi orgiitsel adalet algisi ile
orgiitsel destek arasinda yiiksek diizeyde, pozitif yonlii ve anlamli bir iliski oldugu gériilmektedir (r=.728; p<.01).

Katilimcilarin 6rgiitsel adalet algis1 diizeyinin 6rgiitsel destegi ne oranda agikladigini belirlemek amaciyla
basit regresyon analizinden yararlanilmistir. Regresyon analizi sonuglar1 Tablo 4’de sunulmustur.
Tablo 4

Degiskenlerin Orgiitsel Destegi Yordama Diizeylerine Iliskin Regresyon Sonuglart

Degisken B Standart Hata B B t p
Sabit 450 139 3.230 .001*
Orgiitsel Destek .669 .030 728 22.033 .000*

R =.728; R?=530; F= 485.464; p =.00; *p<.05
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Tablo 4’den de izlenebilecegi lizere, orgiitsel destek ile orgiitsel adalet algisi arasinda yiiksek diizeyde ve
anlaml bir iligki bulunmaktadir (R=.728; R?=530; F=485.464; p=.00; *p<.05). Bu bulgulara gore orgiitsel adalet
algisinin % 53’1 orgiitsel destek tarafindan agiklanmaktadir. Standardize edilmis regresyon katsayisina gore (f)
orgiitsel destek (t=22.03; p<.05) orgiitsel adalet algisinin anlamli bir yordayicisidir

Tartisma ve Sonug¢

Orgiitsel adalet algis1 ve drgiitsel destek arasindaki iliskiyi gorme yetersizligi olan ve olmayan olmayan
toplamda 432 6gretmenin goriislerine gore inceleyen bu ¢aligmada toplanan veriler aritmetik ortalama, standart
sapma, t-testi, Anova, DFA, Pearson korelasyon ve regresyon analizi ile ¢6ziimlenmistir.

Yapilan analizler sonucunda ortaya ¢ikan bulgular, 6gretmenlerin orgiitsel adalet algisi diizeylerinin
yiiksek diizeyde oldugunu géstermektedir. Bununla beraber gorme yetersizligi olan 6gretmenlerin 6rgiitsel adalet
algilarinin gérme yetersizligi olmayan 6gretmenlerle esit puan ortalamasina sahip olmasi dikkat ¢ekicidir. Benzer
bir sekilde, Oztug ve Bastas (2012), Cohen-Charash ve Spector (2001) tarafindan yapilmis ¢alismalarda da
Ogretmenlerin Orgiitsel adalet algist diizeylerinin orta ya da yiiksek oldugu goriilmektedir. Mevcut ¢alismada,
Ogretmenlerin okul sartlar1 iginde her imkandan esit faydalandiklarini, esit sartlara sahip olduklarini, hak ve
sorumluluklarin esit boliistildiiglinii, haklarinin kanun ve yasalar tarafindan korundugunu ve ¢alisma ortaminda
verimli olarak calisabildiklerini diisiindiikleri goriilmektedir. Ogretmenlerin orgiitsel adalet anlayisinin yiiksek
olmasi, merkezi yapilanma icerisinde yasalarca belirlenen hak ve gorevlerinin agik olmasi gerceginden
kaynaklanmaktadir.

Bulgular, 6gretmenlerin orgiitsel destek diizeylerinin ise ¢cok yiiksek diizeyde olduguna isaret etmektedir.
Ilgili alanyazin incelendiginde yapilan diger galismalarda da benzer sonuglarin bulundugu gériilmektedir (Akin,
2008; Cakir, 2001; Rhoades ve Eisenberger, 2002). Ogretmenlerin &rgiitsel desteklerini ¢ok yiiksek bulmalari,
islerinde sergiledikleri ¢abanin okul yoneticileri ve arkadaslar tarafindan goriiniir bulundugunu disiindiiklerini
gostermektedir. Bununla beraber gérme yetersizligi olan Ogretmenlerin oOrgiitsel destek algilar1 da gdrme
yetersizligi olmayan Ogretmenlerden daha yiiksektir. Gorme yetersizligi olan 6gretmen, okul yoneticileri ve
okullarindaki 6gretmenler tarafindan daha ¢ok destek gordiiklerini diistinmektedirler. Bu durum gorme yetersizligi
olan dgretmenlerin orgiitsel bagliligi, orgiitiine iliskin sorumluluk duygusu, is memnuniyeti, i performans,
orgiitsel vatandaslik davranisi iizerinde olumlu etkide bulunmaktadir (Akin, 2008; Ceylan ve Senyiiz, 2003; Cetin,
Hazir ve Basim, 2013; Kaplan ve Ogiit, 2012; Rhoades ve Eisenberger, 2002). Gilbride ve digerleri (2000), Restad
(1972) , Revathi ve Naomi (2016) tarafindan yapilan ve okul yoneticilerinin gérme yetersizligi olan dgretmenle
calisma konusundaki tutumlarinin orta diizeyde oldugu goriilen calismalar, Orgiitsel destegin ve adaletin
saglanmasinda okul yoneticilerinin yetersiz kalacagini diisindiirmektedir.

Katilimeilarin orgiitsel adalet algis1 diizeyleri cinsiyete, gorme gérme yetersizligi olan ya da olmayan
durumuna, medeni duruma ve mesleki kideme gore anlamli farklilik gostermemektedir. Bu bulgu Celebi, Vuranok
ve Asan’in (2015) calismasinda kadin o6gretmenlerin erkeklere kiyasla daha ¢ok ayrimcilik yasadiklarini
diisiindiiklerini saptadiklar1 bulgu ile ¢celismektedir. Ayrica bahsi gecen calismada 6gretmenlerin kidemleri artikca
orgiitsel adalet alg1 diizeylerinin de arttig1 goriilmiistiir. Mevcut ¢alismada da mesleki kidemi 22 yil ve iizeri olan
Ogretmenlerin Orgiitsel adalet diizeylerinin en yiiksek puan ortalamasina sahip oldugu gorilmiistiir. Kiiltiirel
etmenlerin de etkisi ile agiklanabilecek bu durum, kidemi artan §gretmenlere, yoneticiler tarafindan yas ve
tecriibelerine istinaden daha saygili davranildigini ve nobet gorevinde, ders programimin dagtiminda, sinif
béliisiimiinde pozitif ayrimeilik saglandigini diisiindiirmektedir.

Katilimeilarin  orgiitsel destek diizeyleri cinsiyete gore anlamli sekilde farklilik gostermektedir.
Katilimcilarin orgiitsel destek diizeylerine iliskin ortalama puanlar incelendiginde erkek G6gretmenler lehine
anlamli bir sekilde farklilastig1 goriillmektedir. Bununla beraber katilimcilarin orgiitsel destek diizeyleri, gérme
gorme yetersizligi olan ya da olmayan durumuna, mesleki kideme ve medeni duruma gore anlamli sekilde farklilik
gostermemektedir. Bu bulgular1 destekler ¢aligmalar bulunmakla beraber, bu bulgularla ¢elisen ¢aligmalar da
bulunmaktadir. Nayir'in (2011) ilkdgretim okullarinda ¢alisan 6gretmenlerin orgiitsel destek algilar1 ve orgiitsel
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bagliliklart tizerine yapilan ¢aligmasinda da oOrgiitsel destek algisi ile cinsiyet arasinda anlamli bir iligki
bulunmadigr tespit edilmistir. Kalagan’in (2009) caligmasinda kadin O6gretmenlerin Orgiitsel destek algi
diizeylerinin erkek dgretmenlerden daha fazla oldugu goriiliirken, Egriboyun’un (2013) ¢alismasinda cinsiyetin
anlamli bir yordayict olmadigi goriilmektedir. Rhoades ve Eisenberger (2002), Kalagan (2009), Akalin (2006) ve
Findik (2011) tarafindan yapilan calismalarda ise mesleki kidem arttiginda orgiitsel destegin arttig1 goriilmiistiir.
Erkol (2015) ve Giil (2010) ise meslek kidemine gore Sgretmenlerin algiladiklar1 orgiitsel destek diizeyinin
farklilasmadigini tespit etmiglerdir. Yapilan arastirmalarda, algilanan orgiitsel destek ile yasin iliskisi net bir
sekilde ortaya konulamamis, genellenebilir bir veri elde edilememistir. Bu ger¢evede, bazi aragtirmalarda yas
arttikca Orgiitsel destek diizeyinin arttig1 (Erkol, 2015; Rhoades ve Eisenberger, 2002; Selguk, 2003), bazi
calismalarda yas ilerledikge orgiitsel destek diizeyinin azaldigi (Kalagan, 2009), bazi ¢alismalarda ise anlaml bir
farklilik olmadig1 (Akin, 2008) goriilmektedir.

Bulgular 6gretmenlerin 6rgiitsel adalet algisi ile orgiitsel destek algisi arasinda anlamli bir korelasyon
oldugunu ortaya koymustur. Regresyon analizi sonuglarina goére orgiitsel adalet algisinin % 53’{in{in orgiitsel
destek algisi tarafindan acgiklandigi ve orgiitsel destek algisinin orgiitsel adalet algisinin anlamli bir yordayicisi
oldugu goriilmiistiir. Bu bulgu Tokgdz (2011) tarafindan yapilan arastirma bulgulari ile drtiismektedir. Ote yandan
Moorman, Blakely ve Niehoff (1998) calismalarinda, aynm sekilde, algilanan orgiitsel destegin, orgiitsel adaletin
anlamli bir yordayicisi oldugunu saptamiglardir.

Sonug olarak, ¢alisma bulgulari bir biitiin olarak degerlendirildiginde, 6gretmenlerin orgiitsel adalet algis1
yasadiklari; bu orgiitsel adalet algisinin cinsiyete, mesleki kideme, goérme yetersizligi olma ya da olmama
durumuna gore ve medeni duruma gore farklilik gdstermemekle birlikte, gretmenin Orgiitsel destek algisi
{izerinde etkisi oldugu goriilmiistiir. Orgiitsel destegin de mesleki kidem, medeni duruma, gérme yetersizligi olma
ya da olmama durumuna gére farklilik gostermedigi buna karsin erkek 6gretmenler lehine farklilik gosterdigi tespit
edilmistir.

Calismada ulasilan genel sonuglara dayali olarak arastirmacilara su dnerilerde bulunulabir: (i) Orgiitsel
adalet algis1 ve orgiitsel destek arasindaki iligki, daha biiylik 6rneklemler {izerinde incelenebilir. (ii) Gorme
yetersizligi olan 6gretmenlerin 6rgiitsel adalet algilari ve orgiitsel destek algilari nitel arasgtirmalar ile incelenebilir.
(iii) Her tiirlii engele sahip 6gretmenlerle ilgili orgiitsel davranig ¢alismalari yapilabilir. (iv) Gorme yetersizligi
olan 6gretmenlerin Orgiit icinde yasabilecegi sorunlar incelenebilir. (v) Sadece gérme yetersizligi olan 6gretmene
degil, tiim engelli 6gretmenlere yonelik caligmalar yapilabilir. Arastirma verilerine dayali olarak: (i) Milli Egitim
Bakanligi’nin 6rgiitsel destek ve orgiitsel adaleti destekleyen uygulamalar: gelistirilerek bunlarin hem engelli hem
de engelli olmayan dgretmenler igin siirdiiriilebilirligini saglamasi (ii) Ozellikle kadin &gretmenlerin drgiitsel
destek algilariin diisiik ¢ikmasinin nedenlerini tespit ederek buna yonelik dnlemler almasi dnerilebilir.
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Organizational support and organizational justice are very important factors for establishing and
maintaining a healthy relationship between an organization and its employees. And the perceptions of the
employees about these factors have a direct influence on the results of this relationship. Rhoades ve Eisenberger
(2002) defined organizational support as employees’ “global beliefs concerning the extent to which the
organization values their contributions and cares about their well-being. ” Organizational support perception is
the employees’ perceptions about how their contributions to the organisation are assessed and how they improve
their well-being (Beheshtifar and Herat, 2013; Tokmark, Turen and Gékmen, 2012). According to Eisenberger,
Armeli, Rexwinkel, Lynch and Rhoades (2001), when organization value for their employee and this value
becomes visible by rewarding, respecting and acknowledgment; a perception occures in employee’s mind and the
extent of this perception is called “perceived organizational support”. The most important antecedents of the
organizational support perception are communication between the employees and the managers, supervisor
support, fair management, organisational rewards, and job conditions (Iplik, Iplik and Efeoglu, 2014; Onderoglu,
2010) and the most important consequences are organizational commitment, organizational citizenship behavior,
and intention to leave the job (Onderoglu, 2010).

It was observed in literature that, organizational commitment, sense of responsibility, job satisfaction,
performance and organizational citizenship behaviors are high in the employees who have high organizational
support perceptions (Ceylan and Senyiiz, 2003; Kaplan and Ogiit, 2012; Rhoades and Eisenberger, 2002). Apart
fromthis, it leads to an increase in job satisfaction, high productivity, and psychological capital, whereas a decrease
in work stress, job exhaustion, job absenteeism, and job turnover (Akin, 2008; Cetin, Hazir and Basim, 2013). In
other words, if employees’ organizational support perceptions are low; employees do not believe that they are
looked after by their organisations and they think that, their ideas and proposals are ignored, their success is not
appreciated, their complaints are not regarded, and their problems are not solved. Therefore, this situation shows
that there is no psychological capital arising from organisational interaction (Akin, 2008, Cakir, 2001, Rhoades
and Eisenberger, 2002).

Organizational justice is the fair distribution of the duties and gains within the organization, and the
fairness of the the procedures, regulations, and the managers’ decisions, practices and behaviors towards
employees (Iyigiin, 2012). Organizational justice perception is the employee’s perception regarding managerial
decision and evaluation processes within the organization in terms of variables such as authority, duty, overtime,
wage, award, punishment, and working environment (ince and Giil, 2005; Kaneshiro, 2008). Since perceptions
shape behaviors, employee’s organisational justice perceptions are very important (Iscan, 2005). In this
framework, the existence of organizational justice perceptions leads employees to positive behaviors by enabling
to feel themselves valuable in the organization, while the absence of organizational justice perceptions makes it
difficult for the organisation to achieve its goals by causing negative employee behaviors (Cihangiroglu and
Yilmaz, 2010, lyigiin, 2012).

Akanbi, Ofoegbu and Eugene (2013), Gok (2014) showed in their studies that there was a relationship
between organizational justice and employee’s organizational commitment. In the study of Isleyici (2015),
organizational justice and organizational silence seemed to have a moderate and significant relationship. Al-Zubi
(2010) found that there was a relationship between job satisfaction and organisational justice, and that employees
attributed job satisfaction to the organizational justice of managers. Cohen-Charash and Spector (2001) found that
organisational justice were related to organizational practices and outputs, but were largely irrelevant to
demographic variables. That study also showed that performance, organizational citizenship behavior and job
satisfaction were closely related to organisational justice. Hoy and Tarter (2004) found that there was a relationship
between organizational trust and organizational justice in their study. The study findings of Marjani and Ardahaey
(2012) showed that organizational structure had a positive influence on the organisational justice perception and
that organizational justice is directly related to job satisfaction. Zainalipour, Fini and Mirkamali (2010) found a
significant relationship between job satisfaction and organizational justice perception. In the study conducted by
Akgeyik (2014), organizational justice perceptions of the teachers and the managers were examined, and no
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significant difference was found between them. In the study of Oztug and Bastas (2012), teachers' organizational
justice perceptions were examined, and the conclusion was reached that there were high level organisational justice
perceptions among teachers.

There are some research studies in which the perception of organizational support and organizational
justice are studied together. Ambrose and Schminke (2003); Naumann, Bennett, Bies and Martin (1998) found
significant relationship between organizational justice perceptions and organizational support perceptions in their
research studies. According to Greenhaus, Bedeian and Mossholder (1987), the lack of organizational support and
organizational justice, and the unfair reward system lead employees to lose their confidence about their
organisations, reduce job satisfaction and increase the job alienation.

Teachers’ levels of taking initiative are influential in reaching the purpose of educational organizations
and it is important that, the organizational support perceptions should be high for teachers to take initiative (Nayir
and Tagkin, 2017). In order to increase the organizational commitment and motivation of employees, it is necessary
to have a fair system in all organizations (Akanbi et al., 2013). Justice is the key concept in defining every
organisation’s missions and visions. Educational organizations, known as an inseparable part of society, deserve
to be managed fairly with all its elements. Students’ demands from teachers to behave fairly to all students,
teachers’ demands from managers to behave fairly to all teachers, and managers’ demands from the bureaucratic
hierarchy to protect their and their schools’ rights are both expectable behaviors. Due to the indirect or direct
effects of educational organizations to each individual in the society, it is very important for them to have a fair
structure for both the individual and the society (Lunenburg and Ornstein, 2004).

When a teacher is thought, first of all, an individual comes to mind who is not disabled and works on
equal terms with their colleagues in educational organizations. However, as employees with disabilities work in
other professional organizations, as well as teachers with disabilities work in educational organizations. Teachers
with visual impairments also have an important place among the teachers with disabilities. Visually impaired; is
used as a general concept for people with any of the various visual disorders that can occur for various reasons
(Oztiirk,2011). Individuals with visual impairments also have the right to equal access to education. However,
teachers with visual impairments appear to be present at all levels of the education system. Gilbride, Stensrud,
Ehlers, Evans and Peterson (2000) found that the difficulties faced by workers with visual impairments had the
highest average relative to those with other disability groups in their studies of employers' attitudes towards
employees with disabilities. In the study of Restad (1972) regarding the general attitudes of the school managers
towards teachers with visual impairments, it was found that, managers' attitudes towards teachers with visual
impairments were moderately positive. Revathi and Naomi (2016) suggest that teachers with visual impairments
are part of the schools, and school administrators have a moderate positive attitude towards them.

In the literature review, it is seen that a large number of studies have been carried out regarding the
concepts of organizational justice perception and organizational support perception. A few studies have been found
abroad analysing impaired teachers within the behavioral science, however no studies have been found in Turkey.
Moreover, there is no study on the organizational support perception and organizational justice perceptions of
teachers with visual impairments in Turkey or abroad. In this study, the relationship between organizational
support perception and organizational justice perception was examined according to opinions of both the teachers
with and without visual impairments. In this context, the research questions guiding this study were as follows:

1. Do teachers' views on organizational support perception and organizational justice perception differ
significantly according to gender, marital status, professional seniority, and visional disability status?

2. Is there a significant relationship between organizational support perceptions and organizational justice
perceptions of teachers?
3. Isorganizational justice perception a significant predictor of organizational support perception?
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Method

The study was designed as a survey. Therefore, the research data were analyzed with a quantitative
approach. Data collected from the participants were analyzed by arithmetic mean, standard deviation, t-test,
ANOVA, confirmatory factor analysis (CFA), Pearson correlation and regression analysis. The study was based
on the views of teachers with and without visual impairments. The study group was composed of 154 teachers
with visual impairments teachers and 278 teachers without visual impairments working in the spring semester of
2016-2017 academic year. Research data were gathered with the “Organizational Support Scale” and with the
“Organizational Justice Perception Scale.” The scales were shared with teachers without visual impairments
through teachers’ social media groups. The scales were read to teachers with visual impairments face to face and
via telephone. The scales were filled in approximately within 15 minutes. Covariance matrixes were prepared in
order to examine the suitability of the data set for the multi-variate analysis. For normality test, maximum
likelihood estimation was performed. Results showed that skewness and kurtosis values exceeded the normal range
of -1.5 and +1.5 and the data set were not distributed normally. Participants consisted of 432 teachers including
300 females (%64) and 132 males (%36). As for years of experience in teaching profession, 149 of them had 1 to
7 years of experience, 122 had 8 to 14 years of teaching experience, 108 had 15 to 22 years of teaching experience
and the rest 53 of them had more than 23 years of experience in teaching profession. Of all the teachers 309 were
married and the remaining 123 were single.

Participants’ organizational support perception was examined by “Organizational Support Scale”
developed by Eisenberger et al. (2001) and adapted to Turkish by Akalin (2006). The original Cronbach’s alpha
value was reported to be .87. Estimated internal consistency coefficient was calculated to be .82 in the current
study. “The organization ideas | work with are important” and “The organization | work with are very important
to my goals and values” are examples on the scale. Scale is a Likert type scale which is rated from (1) “strongly
disagree” to (5) “strongly agree.” It was found that 49% of the total variance of the scale is explained. The structure
of the scale was validated with DFA. After the calculations made, it was seen that the one-dimensional structure
of the scale was confirmed [x?=86.25; Sd=20; x?/Sd=4.31; AGFI=.97; GFI=.98; NFI=.97; CFI=.98; IFI=.98;
RMR=.11; RMSEA=.11]. When the results of the research were obtained, it was determined that the one-
dimensional form of the organizational support perception scale was valid.

Participants’ organizational justice perception was investigated by “Organizational Justice Perception
Scale” which was developed by Hoy and Tarter (2004) and adapted to Turkish by Giines (2011). The original
Cronbach’s alpha value was reported to be .91. Estimated internal consistency coefficient was calculated to be .94
in the current study. “Being a teacher is approaching ideals in many ways” and “Being a teacher gives me
satisfaction” are examples on the scale. Scale is a Likert type scale which is rated from (1) “strongly disagree” to
(5) “strongly agree.” It was found that 67% of the total variance of the scale is explained. The structure of the scale
was validated with DFA. After the calculations made, it was seen that the one-dimensional structure of the scale
was confirmed [x?=111.11; Sd=35; x?/Sd=3.17; AGFI=.99; GFI=.99; NFI=.99; CFI=.99; IFI=.99; RMR=.014;
RMSEA=.085]. When the results of the research were obtained, it was determined that the one-dimensional form
of the organizational justice perception scale was valid.

Data was screened for the normality test and linearity. Both of the data for the scales appeared to be
distributed normally. No single or univariate outliers were found in the data, as well. Internal consistency
reliabilities of the instruments were examined by Cronbach’s alpha values, and the construct validities of the scales
were tested on LISREL by confirmatory factor analysis.

Results

Participants' organizational support levels differed significantly by gender in favor of male teachers. The
mean score of the organizational justice perception scale was 3.43 (SD=1.01) the mean score of the organizational
support scale was 4.45 (SD=1.09). Participants' levels of organizational justice perceptions did not differ
significantly by variables such as gender, having visual impairments or not, marital status, and occupational status.
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The levels of organizational support of the participants differ significantly by gender. When the average scores of
organizational support levels of participants were examined, it seemed that they differed significantly in favor of
male teachers. The levels of organizational support of participants were significantly different in favor of male
teachers. However, organizational support levels of participants did not differ significantly according to having
visual impairments or not and marital status.

It was found that the mean of the organizational justice perception scale was at a high level whereas the
mean of the organizational support scale was at a very high level. There appeared to be a moderate, positive and
meaningful correlation between organizational justice perception scale and organizational support scale (r=.728;
p<.01). The results of regression analysis showed that organizational support is a significant predictor of the
organizational justice perception (R=.728; R?=530; F=485.464; p=.00; p<.05). Fifty-three percent of the
organizational justice perception was explained by the organizational support perception.

Discussion and Conclusion

As a result of the analyses, findings revealed that teachers' organizational justice perception levels were
high. Similarly, in studies conducted by Oztug and Bastas (2012), Cohen et al. (2001), it was found that teachers'
organizational justice perception levels were moderate or high. The current study suggests that teachers think that
they have equal opportunities in school conditions, their rights and responsibilities are evenly distributed and their
rights are protected by laws, and they can work efficiently in their working environments. The teachers' high
perception of organizational justice is thought to be due to the fact that, the rights and duties of the teachers
determined by the laws within the centralized structure are clear.

Findings indicate that the teachers’ organizational support perception levels were very high. In literature
review, it was seen that, similar findings had been found in other studies (Akin, 2008, Cakir, 2001, Rhoades and
Eisenberger, 2002). Teachers found their organizational support very high. This finding suggests that the teacher's
work is being noticed by school administrators and friends. However, teachers with visually impairments have
higher perceptions of organizational support than teachers without visual impairments. Teachers with visual
impairments think that school administrators and teachers in their schools have more support. This finding will be
an effect of increasing the organizational commitment of teachers with visual impairments, responsibility for
organization, job satisfaction, performance and organizational citizenship behavior (Akim, 2008, Ceylan and
Senyiiz, 2003; Cetin, et al., 2013, Kaplan and Ogiit, 2012; Rhoades and Eisenberger, 2002). The studies of Gilbride
et al. (2000), Restad (1972), and Revathi and Naomi (2016) which indicated that the school managers' approaches
for working with teachers with visual impairments were moderate, leading to the conclusion that the scool
managers will also be ineffective in providing organizational support and justice for them.

Participants' organizational justice perception levels did not differ significantly by gender, impairment
status, marital status, and professional seniority. This finding contradicts the finding of the study of Celebi,
Vuranok and Asan (2015) which revealed that female teachers believed that they were more discriminated than
men. Moreover, in that study it was seen that the organizational justice perception levels increased as the seniority
of teachers increased. In this study, it was found that the organizational justice levels of teachers with professional
seniority of 22 years and over had the highest average score.

The organizational support perception levels of the participants differed significantly by gender. When
the average scores of organizational support perception levels of participants were examined, it seemed that they
differed significantly in favor of male teachers. However, organizational support perception levels of participants
did not differ significantly according to their impairment status, professional seniority, and marital status. In
Nayir’s (2011) study, which was about organizational support perception and organizational commitment of
teachers working in primary schools, it was determined that there was no significant relationship between
organizational support perception and gender. There are studies that support these findings, as well as contradictory
studies. For example, Kalagan (2009) found that female teachers’ organizational support perception levels were
higher, while it was found that gender was not a significant predictor in the study of Egriboyun (2013). Rhoades
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and Eisenberger (2002), Kalagan (2009), Akalin (2006) and Findik (2011) found that when professional seniority
increased organizational support perceptions also increased. Erkol (2015) and Giil (2010) found that the
organizational support perception levels of teachers did not differ by professional seniority. The organizational
support perception levels of the participants were significantly different in favor of male teachers. However,
organizational support perception levels of participants did not differ significantly by impairment status and marital
status.

The findings also revealed a significant correlation between organizational justice perceptions and
organizational support perceptions. Regression analysis results showed that 53% of organizational justice
perception was explained by organizational support perception. It also showed that organizational support
perception was a significant predictor of organizational justice perception. This finding is coherent with the
findings of Tokgoz (2011).

When the findings of the study were assessed as a whole, it was found that the teachers had organizational
justice perceptions. It was determined that, although the organizational justice perceptions did not differ according
to the variables of gender, professional seniority, impairment status, or marital status, it had influence on teachers’
organizational support perceptions. On the other hand, it was also found that the organizational support perceptions
did not differ according to professional seniority, impairment status, and marital status, whereas it differed in favor
of male teachers.

Based on the general conclusions reached in the study, the relationship between organizational justice
perception and organizational support perception can be examined a) on larger samples, b) by qualitative research
studies, c) not only for teachers with visually impairments but also for teachers with different disabilities. For
practical purposes it can be suggested that The Ministry of National Education can a) develop practices providing
organizational support and organizational justice especially for sustainability of high perceptions of teachers both
with and without disabilities, b) identify the reasons of the female teachers’ low level perceptions of organizational
support and take measures accordingly.
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