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ABSTRACT

FROM THE EYE OF FACULTY MEMBERS WITH DISABILITY:
A PHENOMENOLOGICAL STUDY OF FACULTY MEMBERS™ EXPERIENCE
OF WORKING LIFE IN TURKISH HIGHER EDUCATION

Aytas, Havanur
M.S., Department of Educational Sciences
Supervisor: Assist. Prof. Dr. Serap Emil
February 2019, 139 pages

Higher education all around the world is building a more inclusive setting while
disability is noticed mostly for students, less for faculty members. The aim of the study
was to analyze the experience of faculty members with disability in working life and
explore those experiences in relation to self-knowledge and social knowledge along
with their impact on their job satisfaction. The main goal of the research is to
emphasize the rights of faculty members with disability and provide the higher
education administrators and policy makers with knowledge and suggestions for
amendments and guidance to develop more inclusive and sustainable education
policies. In this phenomenological research, a semi-structured interviews were carried
out with 15 participants on their working life experiences in relation to their disability.
According to the results, social interactions at work and accessibility opportunities
shape the faculty members™ self and social knowledge which also determine their job
satisfaction. To enable faculty members with disability fully participate in academic
life, higher education leaders and middle managers should prevent exclusion and
preclusion against the faculty members with disability and provide full accessibility.

Keywords: Faculty work, faculty members, disability in higher education, job
satisfaction
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ENGELI OLAN OGRETIM ELEMANLARININ GOZUNDEN:
OGRETIM ELEMANLARININ TURKIYE YUKSEKOGRETIMINDEKI
MESLEKI TECRUBELERI UZERINE FENOMENOLOIJIK BiR CALISMA

Aytas, Havanur
Yiiksek Lisans, Egitim Bilimleri Bolimii
Tez Yoneticisi: Dr. Ogretim Uyesi Serap Emil
February 2019, 139 sayfa

Engellilik 6grenciler i¢in daha ¢ok, 6gretim elemanlar: i¢in ise daha az géz Oniine
alinirken, diinyanin her yaninda yiiksekdgretim daha kapsayici hale gelmektedir. Bu
calisgmanin amaci engeli olan Ogretim elemanlarmin ¢alisma hayatindaki
deneyimlerini analiz etmek, bu deneyimleri 6z bilgi, sosyal bilgi ve is doyumuna olan
etkisine bagli olarak incelemektir. Bu arastirmanin temel amaci engeli olan 6gretim
elemanlarinin  haklarin1 vurgulamak ve yiiksekogretim yoneticileri ve politika
belirleyicilere daha kapsayici ve stirdiiriilebilir egitim politikalarinin gelistirilmesinde
diizenleme ve yonlendirme saglamaktir. Bu fenomenolojik ¢alismada, 15 katilimci ile
engellerine iligskin ¢alisma hayati deneyimleri lizerine yari yapilandirilmis gériismeler
yapilmistir. Sonuglara gore, calisma hayatindaki sosyal iligkiler ve erisebilirlik
olanaklar1 bir 6gretim elemaninin ayni zamanda is doyumunu da belirleyen 6z bilgi ve
sosyal bilgisini sekillendirmektedir. Yiiksekogretim yoneticileri ve orta diizey
yoneticiler, engeli olan G6gretim elemanlarinin akademik hayata tam katilimlarini

saglamak i¢in onlara yonelik diglayict ve engelleyici uygulamalar1 6nlemelidirler.

Anahtar kelimeler: Akademik gorevler, 6gretim elemanlari, yiiksekdgretimde
engellilik, is doyumu
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CHAPTER 1

INTRODUCTION

1.1. Background of the Study

There are various identities which indicate different forms of privilege, ableness,
power, exclusion and segregation (Mkhize, 2015) due to inequalities, hierarchies and
power issues in society. According to Snow (2007), “people first language puts the
person before the disability, and describes what a person has, not who a person is”.
(Snow, 2007, p. 1) In this study, using people-first language is preferred since using
people-first language emphasizes the personhood of individuals with disability
(Clarke, Embury, Knight, & Christensen, 2017). Faculty members with disability is

used to emphasize their professional aspect before a disability.

Shared cultural attributes include unity of language, religion, values and social
practices. Cultures can be characterized by social facets like gender, race, education
and ableness. According to Yates, Ortiz and Anderson (1998), individuals with
disability gather, converse and exchange ways of adapting to disabilities and create a
disability culture since individuals with disability experience more or less the same
problems, share similar concerns and ways of coping with the barriers in daily life just
like the way how other minority groups do. The way people see the world depends on
their relationships with their community and experiences of the cultural standards.
Ogbu (1988) claims that blacks and other minorities consider the only way of
becoming academically successful is thinking and acting like whites and they feel
obliged to abandon their cultural identities, own ways of thinking and acting. These
cultural experiences and disability experiences look quite similar. According to Yates,

Ortiz and Anderson (1998) there are nine shared issues of diverse populations as
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discrimination, segregation, political action, death and persecution, discomfort and
fear, beliefs and values, coping and adapting, and conformity; and individuals with
disability have more or less the same troubles and resolutions with the other minority
groups through these common issues in social, political, psychological and educational
experiences. The negative biases that are proven against diverse people or minority
groups and how the society sees the individuals with disability are almost the same
(Alston & Mngadi, 1992).

According to Waterfield, Beagan and Weinberg (2018), while higher education
institutions (HEIs) are increasingly diverse, the faculty members with disability still
feel obliged to verify their right to be a part of university, hiding their disability to fully
participate in the academic working life. They also suggest that the faculty members
with disability are not fully involved in academic working life, get little support from
their institutions for accommodations, work hard to verify themselves as qualified
enough to be faculty members, and consequently they feel excluded from some parts
of their profession (Waterfield, Beagan, & Weinberg, 2018). Thus, it is necessary to
emphasize the importance of inclusiveness and raised awareness of two factors,
namely presenting role models and promoting enhanced diversity (Hahn, 1985).
Students from disadvantaged groups are likely to see the faculty members from
disadvantaged groups as just like themselves and productive members in social system
at the same time (Hahn, 1985). Thus, students with disability may see those faculty
members as role models and feel encouraged to achieve more. Tinklin, Riddell, and
Wilson (2004) emphasize the necessity of keeping the views and ideas of the students
with disability as a center for assisting them: “Until institutions consult their disabled
students directly, they will remain ignorant of the difficulties and barriers faced by

disabled students as they go about their daily business” (p. 655).

In order to provide inclusive higher education environment, this perspective can be
adapted for all individuals with disability in different settings as well as the faculty
members with disability in higher education. According to Tinklin et al. (2004), the
conditions and opportunities of students with disability have been improved, yet
institutional support for the disabled has not been included in all policies and

regulations. Social and environmental barriers should be detected and eliminated to

2



present a diverse, equal and inclusive educational environment. Almost 10 percent of
the world’s population meaning more than six hundred million people have some type
of disability (Quinn, et al., 2002). In Turkey, according to the statistics of the Council
of Higher Education (YOK), about ten thousand students with disability graduate from
universities in Turkey each year (Yiiksekogretim Bilgi Yonetim Sistemi, 2018).
However, we do not have exact number of faculty members with disability in Turkish

Higher Education Institutions.

Disability is an overlooked form of diversity, which often results in discrimination in
a community. Individuals with disability have been obliged to deal with a disabling
society build upon stigma, negative biases and discrimination throughout history.
These socially reproduced attitudinal and environmental barriers have prevented the
individuals with disability to participate in daily life as freely and independently as
possible. Individuals with disability become handicapped when they encounter
attitudinal or environmental barriers restricting or hindering their doings. Being
disabled does not have to mean being inadequate for or incapable of carrying out a
work. Being disabled should not be seen as a burden to be a faculty member as well.
Mr. Wendell J. Lewis, Section Administrator for the Disability Determination Services
for the State of Kansas gave an interview and stated that: “If individuals with disability
have good thinking skills and punctual on the job, they can learn to compensate for

their differences or limitations” (Obiakor, Kars, Algozzine, & Utley, 1995, p. 21).

All faculty members face some complex challenges but there are some additional
challenges for disability. While there could be many challenges of being disabled
especially for a faculty member, there must be a way of dealing with these challenges.
In order to enable the faculty members with disability to fully participate in working
life, it is essential to eliminate the attitudinal and environmental barriers and provide
accessibility. Universities all around the world are building more diverse environments
yet they may not be always inclusive. Providing the needs of a diverse faculty
inevitably results in a clash between the needs and the devotion to provide them. At
this point, every member of academia is supposed to take responsibility to have an
inclusive environment. These issues should be handled in the light of their experiences,

needs and demands. This study particularly analyzes the social model of disability,
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faculty work and the implications of faculty work for faculty members with disability
in order to understand and reflect upon the experiences of the faculty members with
disability. Therefore this study is to explore the work experiences of faculty members

with disability in Turkish Higher Education.

1.2. Statement of the Problem

The experiences of the faculty members with disability in academic working life in
Turkish higher education is not known. Little is known about the current number of
faculty members with disability, their working conditions or needs in Turkey and no
research have been conducted yet. YOK presents statistical data on the students and
faculty members in Turkish Higher Education (Yiiksekogretim Bilgi Y6netim Sistemi,
2018). However, while the data on the students with disability is presented in detail,
there is no information about the faculty members with disability at all. Besides, there
are not many studies on the experiences of faculty members with disability in terms of
what they experience in their working life. Therefore, this current study intends to
examine their work experience and job satisfaction. Presenting the work experiences
and suggestions of the faculty members with disability is necessary while reviewing
and changing their working conditions. The research question of this study is “How
do the faculty members with disability experience academic working life in Turkish
Higher Education Institutions (HEIs)?”

1.3. Purpose of the Study

The main purpose of the study is to explore the experience of the faculty members
with disability and how they participate in the academic working life. To do so,
addressing the attitudinal and environmental barriers that the faculty members with
disability have been encountered in the light of their working life experiences and
exploring their job satisfaction through the concepts of self-knowledge and social
knowledge are aimed. The ultimate goal is to raise a voice of faculty members with
disability to provide the higher education administrators and policy makers with
evidence and suggestions for amendments and guidance in order to develop inclusive

and sustainable educational policies in higher education institutions.

4



1.4. Significance of the Study

The faculty members with disability are invisible in Turkish higher education. The
unavailability of statistics on them can be a solid evidence. Also, there is a lack of
emphasis on what faculty members with disability confront during their academic life
in Turkey. A comprehensive study on this issue is necessary to see whether there are
any attitudinal or environmental barriers that they encounter and enable the faculty
members with disability for their full participation into working life. If there are, to
remove these barriers, it is important to explore their work experiences clearly instead
of ending up with predetermined problems and solutions mostly focusing on
accessibility. In order to understand these barriers, hearing and reflecting on first hand
experiences of faculty members with disability supplies better guidance since their

own voice is to be more valid.

This study intends to contribute to higher education community on the way of
acknowledging and enhancing the presence and value of faculty members with
disability. Having a faculty member with disability adds a better interpretation of
inclusion of disablement and another dimension of diversity, which should be
appreciated and enhanced. Exploring their work experience and hearing the possible
issues around working life provide ways of developing and adapting the work
environment accordingly. Instead of presumed changes, the study will allow the
decision makers to see the actual problem areas from the experiences of the faculty
members with disability. This study promotes a deeper understanding and acceptance
of faculty members with disability at all levels of educational service in higher
education. This study clarifies the barriers at workplace and provides guidance to
decision makers and educational administrators to ensure the same support and
inclusiveness among all faculty members. In the end, the study will help to feed

educational policies regarding the faculty members with disability in Turkey.

1.5. Definitions of Terms

Disability: According to the social model, disability is everything that restrict the

individuals with disability such as subjective prejudices and judgements, social
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discrimination, inaccessible accommodation and transportation, lack of free mobility

and isolating education and working systems (Oliver, 1996).

Environmental barrier: Environmental barriers are the structural obstacles
restricting individuals with disability and constraining them from fully participating in
social, educational and professional life. These barriers may vary depending on the

type of disability and the society’s commitment to provide accessibility.

Attitudinal barrier: Stereotyping, ignorance, prejudice, exclusion and discrimination
are the main attitudinal barriers in a social context for individuals with disability. This

term is also called as social barrier.

Faculty work: Faculty work is considered under four main domains as teaching,
research, administration and community service (Marsh & Hattie, 2002).

Self knowledge: Motivation and satisfaction of faculty members depend on an
ongoing interaction between self-knowledge and social knowledge (Blackburn &
Lawrence, 1995).Self-knowledge includes the perception of self and the perception of
the environment along with many variables as interest, commitment, efficacy and

psychological characteristics (Blackburn & Lawrence, 1995).

Social knowledge: Faculty members shape their social knowledge according to their
environmental responses to work experiences with their colleagues, administrators and
institutional norms and practices, institutional values and expectations for expected
performance, thus they allocate work effort accordingly (Blackburn & Lawrence,
1995).



CHAPTER 2

LITERATURE REVIEW

This study aims at exploring the working life experiences of faculty members with
disability. To do so, this chapter provides a theoretical background of the study in two
parts, namely being a faculty member and being an individual with disability. In the
first part, the self-knowledge and social knowledge of the faculty members, their
formation and the impact of ongoing interaction between these two on the faculty
members are covered in terms of understanding faculty work. In the second part, two
main disability models are introduced and the social construction of disability is

elaborated. Finally, the empirical studies is presented.

2.1. Faculty Work

Faculty members are the academic staff working at a higher education institution and
in charge of four main responsibilities as teaching, research, administration and
community service (Marsh & Hattie, 2002). HEIls are success-oriented work
environments and the performance and motivation of faculty members depend on an
ongoing interaction between self-knowledge (self-perceptions of competence,
commitment, academic roles and work effort preference) and social knowledge
(perceptions of professional relations and work environment) (Blackburn & Lawrence,
1995). This faculty work related theory helps us frame their perspective in their work,
how they make sense of their profession and potential barriers or facilitators.
Blackburn and Lawrence’s (1995) model defines behavior as “the specific activities a
faculty member engages in as well as the levels of effort expanded [and productivity

is] the specific outcomes achieved by individuals ” (p. 28).
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Figure 1 Theoretical framework on faculty behavior and productivity. Source:
(Blackburn & Lawrence, 1995).

In Figure 1, while the thick arrows show stronger impact of the variables in a category
on the variables in the directed category, the thin arrows show weaker impacts.
According to the theoretical framework, while socio-demographic characteristics
(including gender, age and race) have a strong impact on career (including academic
rank, experience and type of institution), both categories strongly influence the
formation of self-knowledge. The social knowledge has the greatest impact on
behavior and productivity, while it is highly influenced by self-knowledge and
environmental conditions and responses. Finally, self-knowledge, social contingencies
and social knowledge shapes the faculty behavior and productivity. In this study, the
impact of social and environmental responses to disability will be considered in each

step and category of this framework.

2.1.1. Self-Knowledge

The concept of self-knowledge consists of perception of self and perception of the

environment and involves many variables as interest, commitment, efficacy and
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psychological characteristics. These cognitive variables can evolve according to the
changes in the environmental conditions in contrast to socioeconomic variables such
as race and gender (Blackburn & Lawrence, 1995). Self-knowledge is mostly shaped
by both individual demographic characteristics such as race, gender and age, and
professional activities like educational life experiences, academic title and tenure.
Faculty growth is an ongoing process which is shaped by the individuals™ demands
and needs and by the definitions of their identities, roles and work in that institutional
context (O’Meara & Terosky, 2010). As long as the job presents choices, how
individuals devote their labor shows their interest or preference for those choices. The
main difference in allocating work effort between the faculty members and other
professionals is the flexibility which provides them with satisfaction of interests.
Faculty members can allocate time and effort to their different academic roles as
teaching, research, community service and administration depending on their interests
and the priorities of each institution. Blackburn and Lawrence (1995) discuss the
competence of faculty members in terms of teaching and conducting research. Faculty
members judge their competence in teaching role according to the feedbacks from
student responses, systematic student evaluations, comments of colleagues and
advisees (Blackburn, Boberg, O Connell, & Pellino, 1980). Furthermore, Blackburn
and Lawrence (1995) states that publishing and obtaining grants are two main factors

to evaluate the research competence of faculty members.

According to the study of Blackburn and Lawrence (1995), the faculty members accept
that they have a considerable impact on student learning while it is not as substantial
as other sources like student peers or relevant literature sources; however, their impact
on research outcomes varies across the institutional types. Schoen and Winocur (1988)
correlate lower self-efficacy and lower output of female faculty members most of
whom are in lower academic ranks. Faculty members who think of themselves as well-
esteemed scholars are highly productive since they have a strong self-efficacy (Rieger,
1990). Vasil (1992) presents an important correlation between research self-efficacy
and research productivity based upon his study of faculty members from different
disciplines in one university. Blackburn and Lawrence (1995) explains the impact of
faculty members™ personal dispositions on their work allocation to different faculty

roles in terms of being ambitious, being competitive, being personable and being
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supportive and claims that faculty members in teaching institutions have higher scores
on these attributes than those in research universities without any significant difference
across the disciplines. Intrinsic motivation is the most effective factor on productivity
(Boice, 1989; Christensen & Jansen, 1992). McNeece (1981) states that higher job
satisfaction does not often result in higher research productivity. On the correlation
between job satisfaction and job experience, Clark (1986) claims that the older,

tenured, full-time faculty members have the highest work satisfaction in the faculty.

Faculty members are mostly motivated by intrinsic factors for their work instead of
such extrinsic factors as salary, prestige or benefits comparing to professionals in other
areas (Blackburn and Lawrence, 1995; Janger & Nowotny, 2016; Roach & Sauermann,
2010). Faculty members from minority groups are likely to have lower job satisfaction
which is assumed as a result of encountering more social barriers while advancing up

in the academic working life (Hagedorn, 2000; Sabharwal & Corley, 2009).

2.1.2. Social Knowledge

The faculty members shape their social knowledge depending on their environmental
responses to work experiences with their colleagues, administrators and institutional
norms and practices, institutional values and expectations for expected performance,
thus they allocate work effort accordingly (Blackburn & Lawrence, 1995). Stronger
professional commitment to the discipline results in higher research productivity while
institutional commitment has no impact on the research productivity (Jauch, Glueck,
& Osborn, 1978). The productivity of faculty members transferred to higher-rated
departments increases, and vice versa (Allison & Long, 1990; Braxton, 1983). The
reinforcement from colleagues in the same institution, faculty members from other
institutions, graduate students and professional acquaintances who present different
perspectives, criticism and motivation forms the intellectual climate (Blackburn &
Lawrence, 1995). There have been many other studies testifying the correlation
between the intellectual climate and publication productivity in different institutions
and disciplines for years (Braxton, 1983; Fox & Faver, 1984, Oromaner, 1975; Over,
1982).
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Social knowledge includes social and material support, institution's preference for
work effort allocation and institution’s reward structure. Faculty members recognize
the social support according to the social responses from students, colleagues and
administrators. To provide a better understanding of institutional support and increase
the job satisfaction level of the faculty members, the university administration is
responsible for both physical and social conditions at the university, organizational
culture, the administration’s approach for leadership, inspection and motivation, way
of communication, sense of authority and social rights (Eroglu, 2004). The ongoing
interaction between self-knowledge and social knowledge designates faculty behavior
and productivity (Blackburn & Lawrence, 1995). O’Meara (2008) suggests that self-
knowledge and social knowledge are also the main sources the intrinsic and extrinsic

motivation and orientation at work.

Being a faculty member comes with many roles and responsibilities. There are four
major dimensions of being a faculty member according to Marsh and Hattie (2002),
namely teaching, research, administration and community service. In fact, these
domains are interactive works which requires and strengthen each other. While
teaching and research are regarded as companions in faculty work in theory, majority
of the faculty members are likely to stay focused in only one in practice. Most of the
faculty members choose focusing on either teaching or research, seldom community
service (Rawn & Fox, 2018).

According to a survey conducted with faculty members from 13 countries in 2008,
faculty members allocate almost 39% of annual working hours on research, 33% on
teaching, and the rest on administration and community service (Bentley & Kyvik,
2012). Moreover, the work allocation preferences vary depending on the field,
institution and country (Bentley & Kyvik, 2012). This study investigates if there are
any other factors on the way faculty members with disability affecting their self-
knowledge and social knowledge and how these factors impact their understanding of
themselves and faculty work. Moreover, the study focuses on the impact of the
participants™ self and social knowledge on their job satisfaction in terms of the four
dimensions of being a faculty member as teaching, research, administration and

community service.
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2.2. Disability and Disability Models

There is no consensus on the way of defining and measuring disability. Various
definitions of disability have been developed in different ways according to the
contexts, disciplines and perspectives. Many operational definitions are developed for
clinical conditions and administrative programs and laws while many theoretical
models of disability are formed (Altman, 2001). Each different model have their own
way of defining disability depending on their interpretation. However, World Health

Organization (2002) presents a definition uniting medical and social models as:

Disability is the umbrella term for impairments, activity limitations and
participation restrictions, referring to the negative aspects of the interaction
between an individual (with a health condition) and that individual’s
contextual factors (environmental and personal factors) (p. 4).

The disability models have been constructed by many disability scholars with the
purpose of providing a wider understanding of the disability and body concepts, and
ways of improving the life quality of individuals with disability. Many disability
scholars accept that there is not a single model which is enough to explain disability
completely (Pfeiffer, 2001). All disability models involve a shared political purpose
of improving welfare standards of disabled and by eliminating holdbacks caused by
the society and ensuring social inclusion for disabled (Shakespeare, 2006).

There are many definitions and models of disability but this current study presents two
main and opposite models of disability to define the concept of disability. While the
medical model sets the issue of disability in the disabled individual resulting from
functional limitations, the social model sets the issue of disability in the society in
which the disabled is oppressed and excluded. Considering disability from a medical
perspective, there is no commonly accepted definition or categorization of disability.
Law on Disabled People and on Making Amendments in Some Laws and Decree Laws
defines the disabled in article 3 as:

Disabled is the person who has difficulties in adapting to the social life and in
meeting daily needs due to the loss of physical, mental, psychological, sensory
and social capabilities at various levels by birth or by any reason thereafter
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and who therefore need protection, care, rehabilitation, consultancy and
support services (Turkish Disability Act No 5378, 2005).

Turkish Statistical Institute categorizes disability in 8 groups, namely visual, hearing,
language and speech, orthopedic, intellectual, mental and emotional, multiple
disability and chronic illness (TC Basbakanlik Devlet Istatistik Enstitiisii, 2010).
Regarding severity of disability, there are two phases as disabled and seriously
disabled in Regulation on Disability Measures, Classification and Medical Committee
Report for Disabled (OOS, 2013) and in this report, disabled is defined as:

Person who has difficulties in adapting social life and meeting daily needs and
who need care or rehabilitation, counselling and support services, due to loss
of physical, cognitive, mental, sensational and social abilities in diverse
degrees, congenital or acquired (article 4).

Seriously disabled is defined as:

Among the people with a disability rate higher than 50% depending on
disability type, the ones who are determined as not capable of dealing with
daily life activities without help by the disabled health committee (article 4).

Disability is a complex concept which has many different definitions depending on the
perspectives and interpretations. In this study, the social model of disability is taken
as a theoretical framework in this study. Within this point of view, disability is a term
which covers all the restrictions for the individuals with disability, namely personal
judgements, biases, negative discrimination, lack of accessible accommodation and

transportation, and isolating systems (Oliver, 1996).

2.2.1. Medical Model

The medical model defines disability in the language of medicine as a personal
problem of an individual caused by the underlying medical condition like physical or
mental disorders. The emphasis is on the disabled body’s functional limitations, which
should be treated. Since this model regards disability as abnormality, treatment means
normalization of the body in this context. The medical model is not an interactional

one since an individual with disability is regarded as the source of the disability
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problem and the responsible one for the care and treatment. Being disabled depends
on the deficiencies or limitations while doing regular things accepted as normal and
doing expected activities in a particular way. In this sense, disability exists only in an
individual and thus that an individual with disability who is responsible for this
problem is entirely responsible for the solution (Kiesler, 1999). Disability is analyzed
as a contradiction between being healthy or unhealthy, normal or abnormal and

disabled or nondisabled.

Overemphasizing the existence of disability provides a basis for labeling individuals
as blind, deaf or paralyzed and visually the disabled as an external group of the society.
Medical model is acquiescent about the issues of social justice due to

99 ¢¢

“individualizing,” “privatizing,” and “medicalizing” approaches towards disability
(Smart & Smart, 2006). An interdisciplinary approach does not exist here since
disability is only medicalized. According to French (2001), the society expects an
individual with disability to move on in a world which is designed for the majority as
the ones without disability. This expectation is regarded as a normative approach
without considering everybody as a whole and united (Campbell, 2009; Hughes,

2007).

Higher education institutions, policies and procedures are embodied upon the
dominant discourse of the medical model of disability (Hibbs & Pothier, 2006). For
instance, universities handle accommodation of students through a medical
perspective; students with disability are held responsible for legitimatizing their
continuous need, proving their disability through documents, which are mostly
expensive, and deal with negotiations on these processes (Waterfield & Whelan,
2017). In this case, the individual with disability has to go ahead and obtain his own
terms of equity (Hibbs & Pothier, 2006).

2.2.2. Social Model

Disability is a complex concept, which should also be approached from its social
aspects, too. At this point, the social model presents a cross-disability perspective.

Oliver (2004) and Finkelstein (2001) choose to use the concept of model instead of
14



theory for the concept for disability that they have elaborated since a model requires
less than a theory. According to Oliver (2004) and Finkelstein (2001), the social model
of disability neither generates an absolute social theory of disability nor clarifies
disability completely. Oliver uses the concept of model as “a practical tool, not a
theory” (Oliver, 2004, p. 30) and Finkelstein uses it as “a tool for gaining insight into
the way that society disables” (Finkelstein, 2001, p. 10).

The social model has been the core theory within the UK Disability Studies since its
basic concepts were firstly formed by the UPIAS (Union of the Physically Impaired
against Segregation), which stands for the rights of individuals with physical disability
in the UK since 1970s (Anastasiou & Kaufmann, 2011). It focuses on social inclusion
of, oppression on and discrimination against the individuals with disability. Analyzing
main cultural, historical and environmental variables in different settings is required
to understand the impact of social factors on the construction of the disability concept.
The social model theorists criticize medical model of disability which mistakenly
equates disability with illness. A disability does not have to be a chronic illness
requiring medical treatment or care. Regarding an individual with disability as ‘an
individual having an incurable illness in a tragic situation’ brings negative cultural
meanings in its own context and strengthens the society’s failure in disability (Burcu,
2006).

The social model analyzes disability through the social interactions with the
environment and redefines the perception of disability. The social model pioneered to
change perspectives on disability of individuals both with and without disability in a
social context as well as the social and cultural sense of being disabled. Thus, the social
model minimizes the emphasis on the biological factors by explaining disability
through environment, function and interaction. Social model focuses on how social
organizations and practices oppress individuals with disability. Impairments become
disabling only when the social structures are not adapted considering all. Social model
depicts the fact that common prejudices and stereotypes, inflexible work conditions,
inaccessible knowledge, unattainable right, unreachable buildings and unachievable
transportation are the actual disabilities to hold back the individuals with disability

from dealing with daily life. Application of the social model approach to working life

15



focuses on the physical access as well as interpersonal relations. The social model of

disability also provides significant views on accommodation like:

The world of work (buildings, plant, machinery, processes and jobs, practices,
rules, even social hierarchies) is geared to able-bodied people, with the
objective of maximizing profits. The growth of large-scale industry has isolated
and excluded disabled people from the processes of production, in a society
which is work centered (Swain, 1981, pp. 11-12).

Seeing individuals with disability as dependent and incapable of work is a result of the
deficiencies in the way how work environment is organized such as poor designs of
buildings and difficult access to materials. Social model gives theoretical explanations
on the status of individuals with disability in social life through both sociological and
interdisciplinary approaches. In this context, theories explaining disability are formed
through different important sociological paradigms like structural-functionalism,
symbolic interactionism and social constructivism. The justification of the social
model of disability is derived from particular sociological theories, especially social
constructionism as formed by Berger and Luckmann (1966). The term of social
constructionism has been elaborated with the views from the neo-Hegelian historicism,
the philosophy of Nietzsche, and the ancestors of sociology of knowledge such as Max
Weber, Emile Durkheim, George Herbert Mead and Robert Merton (Anastasiou &
Kaufmann, 2011). Mike Oliver, a sociologist with a physical disability, has a
significant part in the development of the social model of disability and has been the
leading activist in the introduction and elaboration of his social constructionist
approach since the mid-1980s (Anastasiou & Kaufmann, 2011). Social constructionist
model is applicable to disability regardless of its type or degree, arrangement of present
data, interpretation of the experience of individuals with disability and bring up the

disability rights movement (Anastasiou & Kaufmann, 2011).

Social constructionism proposes that ‘the ways in which we commonly understand the
world, the categories and concepts we use, are historically and culturally specific’
(Burr, 1995, p. 4). According to social constructionism, disability is a socially
produced concept and the assumptions about disability are not de facto. Our
perspectives to understand the concept of disability make up a social consensus in our

cultural contexts and these perspectives and understandings show cross-cultural
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differences. It is necessary to focus on how the disability labels are created and
recreated through social interactions. Disability can be considered as a result of
conceptions integrated in social practices that single out some differences like being
pathological or abnormal instead of some other personal differences. Social
constructionism has a significant role in proposing hypotheses on the natural body and
the able mind. That is why social constructionism is a fundamental theoretical ground

to elaborate further theories on disability.

According to Blaser and Smoller (1995), individuals with disability have been
regarded and treated as a historically disadvantaged minority group authorized to basic
civil rights. People have numerous cultural and social identities based on class, race,
age and gender. Those identities constructed by society can cause some discriminatory
practices in a social community. All individuals with disability go through almost the
same experiences of discriminatory practices and need to deal with social and cultural
barriers. However, gender has a significant impact on experiencing disability, which
is accepted as being passive, needy and vulnerable. Taking into consideration the
identity on gender while analyzing the experience of women with disability is essential
as Rousso (2003) states, “those committed to gender equity, by failing to consider
disability, and those committed to disability equity, by failing to consider gender, have

unwittingly rendered disabled girls invisible” (p. 2).

Common cultural prejudices based on gender and disability restricts the lives of
women with disability and this marginalization results in double oppression and
double discrimination. The combination of disability with masculinity and femininity
results in different ways in a society since femininity represents neediness, passiveness
and sexuality while masculinity represents strength and self-sufficiency (Marks,
1999). The impact of this kind of marginalization on women with disability has been
presented in many studies on different focuses. For instance, compared to men with
disability, women with disability have to deal with more isolation and poverty since
they get less help and have more troubles in accessing services like rehabilitation
(Habib, 1995). Moreover, UNESCO, the World Blind Union and some others predict
the literacy rate of women with disability as one percent while this rate is around three

percent for all individuals with disability (Groce, 1997). Statistics from different
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countries and regions verify these gender inequalities in mostly higher rates (Nagata,
2003). Consequently, the fact that women with disability simultaneously face
discrimination on the basis of not only disability but also gender results in double

discrimination in social, psychological, political and medical aspects.

The social model interprets disability by emphasizing the way social environment is
organized instead of an individual incompetency (Gray, 2009). While being disabled
is an individual case, eliminating the outcome problems is the responsibility of the
social organization. Adaptation is a social problem, not a personal one. Instead of
staying focused on the physical limitations of individuals with disability, it is essential
to consider the way physical and social factors restrict their access to environments.
Shearer (1981) indicates this fact in her criticism of the International Year of Disabled

People:

The first official aim of the International Year of Disabled People in 1981 was
‘helping disabled people in their physical and psychological adjustment to
society’. The real question is a different one. How far is society willing to adjust
its patterns and expectations to include its members who have disability, and
to remove the handicaps that are now imposed on their inevitable limitations?
(Shearer, p. 10).

Social model emphasizes the necessity of removing these barriers; once these barriers
are removed, individuals with disability can make choices on where and how to live,
where to go and what to do on their own (Tomlinson, 1997). This model bases
disability on the burdens created by the environment like prejudice or exclusion rather
than the physical impairments of the body as distinguishing criteria. Disability is the
social barriers and limitations caused by the society on the individuals with disability.
These limitations and barriers should be removed by starting to change the society
instead of trying to change the individuals with disability. The problem of disability
stems from the fact that the individuals with disability are considered as a minority
group different from the normal community and the society’s failure in ensuring the
equal human rights to individuals with disability. The society’s failure in disability is
based on not only being unable to adjust and meet the continuous needs in a systematic

way but also the perspectives on and attitudes towards disability. This case may seem
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to be just for the sake of the individuals with disability, but it is actually for developing
the whole society.

Oliver (2013) stated that the social model became the most significant basis for further
studies on global awareness of disability and it enabled the movement of people with
disability to be improved and empowered. The social model caused many changes in
society regarding disability. With the purpose of defining and eliminating the disabling
barriers, the movement of people with disability resulted in a transformation of the
representation of the disabled in the media, much more accessible public buildings and
transportation and a transformation of the legal system as discrimination against the
disabled is illegal (Oliver, 2013). The social interpretation of disability puts the
responsibility on the way social world is arranged instead of the deficiency (Gray,
2009). Oliver (1996) presents the main concepts of the social model and compares this
with medical model of disability as:

The individual versus social model; personal tragedy theory versus social
oppression theory; personal problem versus social problem; individual
treatment versus social action; medicalization versus self-help; professional
dominance versus individual and collective responsibility; expertise versus
experience; adjustment versus affirmation; care versus rights and individual
adaptation versus social change (Oliver, p. 34).

2.3. Disability Rights in Turkey and Turkish Higher Education

Turkey Disability Survey, the first extensive research on the conditions of the
individuals with disability in Turkey, was done by Turkish Statistical Institute in 2002
(TC Bagbakanlik Devlet Istatistik Enstitiisii, Tiirkiye oziirliiler arastirmasi, 2002).
According to the Turkey Disability Survey, the ratio of individuals with disability in
the whole population in Turkey is 12,3% (TC Basbakanlik Devlet Istatistik Enstitiisii,
Tiirkiye Oziirliller arastirmasi, 2002). Considering this ratio, underestimating the
number of individuals with disability and neglecting their rights would be wrong for
the society. The population rate of orthopedically, visually, hearing, speaking and
mentally disabled not in labor force is 78,3% (TC Basbakanlik Devlet Istatistik
Enstitiisii, Tirkiye oziirliiler arastirmasi, 2002). It is obvious that the individuals with

disability are not provided with the opportunities to be active members of labor force
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in Turkey. While 93,3% of the female disabled population is not in labor force, 67,8%
of the male disabled population is not in labor force (TC Basbakanlik Devlet Istatistik
Enstitiisii, Tiirkiye 6zirliiler arastirmasi, 2002). It can be inferred from these statistical
data that the women with disability face double discrimination while participating into
the working life. The illiteracy rate of orthopedically, visually, hearing, speaking and
mentally disabled population is 41,6% (TC Basbakanlik Devlet Istatistik Enstitiisii,
2010). Almost half of the disabled population have been prevented from getting
education. While 48,0% of the female disabled population is illiterate, 28,0% of the
male disabled population is illiterate (TC Basbakanlik Devlet Istatistik Enstitiisii,
2002). This huge difference between male and female disabled population in illiteracy
is a solid evidence for double discrimination against women. Moreover, only 7,7% of
the disabled population have a high school or higher degree (TC Basgbakanlik Devlet
Istatistik Enstitiisii, 2010). Considering all these statistical data, it can be said that
individuals with disability have less opportunities to attain education or work although

each citizen has a right to do so.

The rights of individuals with disability are protected with three main laws as the
United Nations Convention on the Rights of Persons with Disabilities, Turkish
Disability Act No 5378 (TDA) and The Constitution of the Republic of Turkey, which
is the foundation of all other legislative laws and regulations in Turkey. Turkey signed
“The United Nations Convention on the Rights of Persons with Disabilities” on 30
March 2007. The Convention emphasizes the equal rights of the individuals with

disability to be fully included in the social life:

The principles of the present Convention shall be: (a) Respect for inherent
dignity, individual autonomy including the freedom to make one’s own choices,
and independence of persons; (b) Non-discrimination; (c) Full and effective
participation and inclusion in society; (d) Respect for difference and
acceptance of persons with disabilities as part of human diversity and
humanity; (e) Equality of opportunity; (f) Accessibility; (g) Equality between
men and women; (h) Respect for the evolving capacities of children with
disabilities and respect for the right of children with disabilities to preserve
their identities (UN General Assembly, 2007).

In the Constitution of the Republic of Turkey, there are three main articles which

directly focus on the citizens with disability. The article 50 on working conditions and
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right to rest and leisure states that “No one shall be required to perform work unsuited
to his/her age, sex, and capacity. Minors, women, and physically and mentally
disabled persons, shall enjoy special protection with regard to working conditions ”
(the Republic of Turkey, 1982). It offers that the working conditions should be adapted
and improved according to the workers with disability. The article 61 on persons
requiring special protection in the field of social security states that “The State shall
take measures to protect the disabled and secure their integration into community life ”
(the Republic of Turkey, 1982). This article puts the responsibility on the state. The
article 10 on equality before the law states that “Measures to be taken for children, the
elderly, disabled people, widows and orphans of martyrs as well as for the invalid and
veterans shall not be considered as violation of the principle of equality” (the Republic
of Turkey, 1982).

Moreover, there are other articles which mention every citizen including the disabled
such as the articles 17 and 49. The article 17 on Personal inviolability, corporeal and
spiritual existence of the individual states that “Everyone has the right to life and the
right to protect and improve his/her corporeal and spiritual existence. ” The article 49
on right and duty to work states that:

Everyone has the right and duty to work. The State shall take the necessary
measures to raise the standard of living of workers, and to protect workers and
the unemployed in order to improve the general conditions of labor, to promote
labor, to create suitable economic conditions for prevention of unemployment
and to secure labor peace (the Republic of Turkey, 1982).

These articles provide a constitutional right to work for the individuals with disability
and the protection of this right by the state. The article 42 on right and duty of

education states that:

No one shall be deprived of the right of education. The State shall take
necessary measures to rehabilitate those in need of special education so as to
render such people useful to society. Training, education, research, and study
are the only activities that shall be pursued at institutions of education. These
activities shall not be obstructed in any way (the Republic of Turkey, 1982).
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This article provides a constitutional right to attain special education for the students
with disability. There are more articles which emphasize that “everyone” including
the individuals with disability such as the articles 10 and 60. The Article 10 on equality
before the law states that:

Everyone is equal before the law without distinction as to language, race,
color, sex, political opinion, philosophical belief, religion and sect, or any such
grounds. Men and women have equal rights. The State has the obligation to
ensure that this equality exists in practice” (the Republic of Turkey, 1982). This
article also emphasizes the equality between man and women. The Article 60
on right to social security states that “Everyone has the right to social security
(the Republic of Turkey, 1982).

Turkish Disability Act No 5378 resonates with the social model of disability
emphasizing the necessity of unity and inclusion of individuals with disability in
society in the Article 1:

The objective of this Law is to prevent disability, to enable the disabled people
to join the society by taking measures which will provide the solution of their
problems regarding health, education, rehabilitation, employment, care and
social security and the removal of the obstacles they face and to make the
necessary arrangements for the coordination of these services (Turkish
Disability Act No 5378, 2005).

Regarding employment and education, there are two main articles which specifically
concern the faculty members with disability in the Turkish Disability Act. The article
14 emphasizes that the workers with disability cannot be excluded and prevented at

work and necessary accommodation should be provided:

During the employment, no discriminative practices can be performed against
the disabled people in any of the stages from the job selection, to application
forms, selection process, technical evaluation, suggested working periods and
conditions. Working disabled people cannot be subjected to any different
treatment than the other people with respect to their disability such that it could
cause a result which is unfavorable for the disabled people. It is obligatory that
measures in the employment processes in order to reduce or eliminate the
obstacles and difficulties that may be faced by the disabled people who work
or who apply for a job are taken and the physical arrangements are done by
the establishments and organizations with the relevant duty, authority and
responsibility and by the work places (Turkish Disability Act No 5378, 2005).
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The article 15 declares that each individual with disability has a right to attain

education and inclusion of them in education is obligatory:

The right of education of the disabled people cannot be prevented by any
reason. The disabled children, youngsters and adults are provided with equal
education with the non-disabled people and in inclusive environments by
taking the special conditions and differences into consideration (Turkish
Disability Act No 5378, 2005).

Moreover, there are many statements declaring the prohibition of discriminatory
practices against the individuals with disability and obligation of providing full support
and free mobility for them in the Turkish Disability Act. The Act also states that the
accessibility should be provided according to the standards of Turkish Standards
Institution. With the Article 15 of the Turkish Disability Act, having a Disabled
Students Unit become an obligation for each university in Turkey in 2014 to provide
support and services for the students with disability to include them in all aspects of
academic and social life:

Counselling and Coordination Centre for Disabled People is established in
order to carry out works within the Higher Education Council on the
procurement of tools and equipment, preparation of special class material,
enabling the preparation of education, research and accommodation
environments suitable for the disabled people in order to facilitate the
education life of the disabled university students (Turkish Disability Act No
5378, 2005).

In the Regulation on Counseling and Counseling for the Disabled at Higher Education

Institutions, the Disabled Students Units are expected to:

detect the needs of students with disability in educational, administrative,
physical and social fields; detect the necessary measurements to meet those
needs; provide solutions to potential issues; and implement the necessary
regulations in coordination with other units or other departments of the
university; adapt the educational environment of the students with disability in
a way to avoid preventing their academic, physical and social lives; organize
the required devices for the students with disability; develop special course
materials; provide required education, research and accommodation
environments; prepare documents to inform faculty members on student with
disability and the restrictions and required regulations and adaptations; raise
awareness on disability; inform authorities on counseling services; provide in-
service training if necessary; develop programs and projects to raise
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awareness of disability; organize seminars, conferences and other activities;
decide on the required budget needs for those activities; prepare an annual
activity report to the vice rector in charge of that unit; prepare a website to
provide all parties with publications, documents and other related information
on the responsibilities of disabled students units in higher education
institutions and to let students with disability present their problems and
demands by contacting with the related unit; check the application of the
decisions and the strategies taken; present free assistive devices to students
with disability with financial difficulties; include all students in a fair
measurement and assessment process; provide equal opportunities and make
the education process attainable to students with disability; provide students
with disability with suitable materials, places, duration and companion
readers for the exams; and take the necessary precautions and implement the
related regulations depending on the type of disability; provide the students
with disability with the books to inform about employment and professions;
detect the students with disability who have got the right to attend higher
education programs; make the university campus, the buildings and outdoor
places in the campus accessible for students with disability (Yiiksek Ogretim
Kurulu, 2010).

The Disabled Students Units mostly focus on the physical services and rearranging the
physical services so as to include all individuals with all types of disability besides the
academic accommodations would be a better approach considering the increasing
number of individuals with disability in universities (Kurt, et al., 2016). These units
also do studies to raise awareness on disability and increase accessibility in
universities. These social support services are conducted through workshops, seminars
or conferences to discuss the problems of the students with disability and possible
solutions mostly including the institutional representatives and Kurt, et al. (2016)
suggest universities to support more different comprehensive studies on social support
for individuals with disability and involve more the students with disability in these
activities. Disability Support Units pay more attention to physical services than
psychological services and the universities should think psychological support services
over to enable the disabled students™ full participation in education and social life
(Kurt, et al., 2016).

In 2018, with the purpose of raising awareness on disability, presenting reference
practices and encouraging universities, the Council of Higher Education started to
organize “Barrier-free University Awards Ceremony” and detect the actions for

enabling the disabled students™ full, effective and equal inclusion in education on
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campus. The Council of Higher Education awards the barrier-free universities with
flags in three main categories, namely orange flags for physical accessibility, green
flags for accessibility in education and blue flags for accessibility in socio-cultural
activities; and barrier-free program decorations to the programs which are accessible

for students with different types of disabilities (Yiiksek Ogretim Kurulu, 2018).

Despite all these efforts, there are still many main problems for access to education
and fair evaluation. There is a significant problem regarding the exams of Student
Selection and Placement System (OSYM) for students with disability. Especially the
students with visual impairment or blind students face barriers while taking an exam.
Even though Online Language Proficiency Tests (e-YDS) have been taken since 2014,
individuals with disability were not allowed to take this exam for three years. E-YDS
become accessible for the visually impaired thanks to the initiatives of the Association
of Visually Impaired in Education (EGED) (Egitimde Gorme Engelliler Dernegi,
2017). However, the blind students are still obliged to have a reader, or the ones with
visual impairment use assistive devices in only Ankara by stating medical reports for
the need of these devices each time in other exams of OSYM. The ones using other

assistive equipment like wheel-chair are supposed to take the exam only in Ankara.

Bezmez and Yardimec1 (2010) states that the dominant approach for disability rights in
Turkey is charity-based approach rather than a citizenship-oriented approach
emphasizing the significant necessity of rights-based discourse. To sum up,
individuals with disability have many rights in law in terms of both physical
accessibility and accessibility in education. Moreover, the Council of Higher
Education works on raising awareness and improving accessibility for students with
disability along with the Disabled Student Units. However, there is always a lot to do
to provide full accessibility and inclusion. Considering all the studies, there is not any

implication for the faculty members with disability or their working conditions.

2.4. Studies on Disability and Educators with Disability

There have been many different perspectives and theories on disability for years. Since

there is limited literature specifically on the faculty members with disability, some
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studies on other professions, employment of individuals with disability and especially
educators with disability is presented in this section. Neither neglecting the disabled,
nor supporting them can be discussed separately (Tufan, 2007). Despite being kept
away from educational opportunities for years, the number of individuals with
disability who pursue higher education is constantly increasing day by day and there
are more qualified individuals with disability who are joining the labor market
nowadays (Miller, 2005).

There are controversial perspectives on the accommodation of an employee with
disability in a work place. Ellner and Bender (1980) claim that the majority of the
individuals with disability is not in need of special arrangements in the workplaces and
hiring an individual with disability is not more expensive than hiring another
individual without disability. On the other hand, according to Anderson and Karp's
(1998) interviews with educators with disability, those in supportive workplaces got
extra breaks, alternative teaching methods, extra help to prepare assignments, grade,
access technology and secretarial services, that is why a supportive administration is
essential to access and provide special accommodations. Karp and Keller (1998)
conducted a study on the preparation and work experiences of twenty-five informants
with different educational professions and disabilities through the perspective of
Dawis and Lofquist’s (1984) theory of work adjustment, which includes both
satisfaction with the work and satisfaction with the work environment. It is essential
to adjust and expand our perceptions of how the educators perform teaching and carry
out other tasks and how they perceive disability and focus on their capabilities instead
of any difficulties (Karp & Keller, 1998). University faculty and school district
administrators should not assume the way educators with disability sees, defines, deals

with and internalizes their disability into their self-concepts (Karp & Keller, 1998).

Canadian Association of Professionals with Disabilities (2015) implies that the
concept of being a professional is perceived as expertise, leadership and specialty
while it is totally inconvenient with being disabled. Gatekeeping and disability closure
are important stages that educators with disability experience. The following stages
are gatekeeping and disability disclosure even after choosing the perfectly suitable

career path. The interviewers’ attitudes and discriminatory practices against applicants
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with disability are more serious hindering facts than the brick and mortar
accommodations at the gatekeeping process. Choosing only the competent and
intellectual professionals is essential to accomplish works like human service
profession and social work educators (Moore & Urwin, 1990). Gatekeeping should be
carried out according to the nature of the profession and expectations and professional
attributes of the candidates (Koerin & Miller, 1995). Erickson (1975) states that visual
factors eventually have a huge impact on the reflections in face to face
communications even though the decisions should be made solely on objective

information.

Cole and Lewis (1993) show that decision makers are free to use personal judgment in
accepting and retaining as long as the decision is made by the book logically and fairly.
There is a huge possibility for those judgments of the interviewers to be subjective and
to be established upon other nonacademic reasons like having a disability (Keller,
1998). The attitudes of the interviewers to the applicant with disability can be affected
by many variables like former experiences with individuals with disability, the type
and level of disability and having responsibility for employees with disability (Bordieri
& Drehmer, 1987) and the overtness of disability (Gouvier, Steiner, Jackson, Schlater,
& Rain, 1991). The requirements of the job, the amount of contact between the
applicant with disability and the public, the applicant’s capability, productivity,
continuity, positive communication and compatibility with the job are the most crucial
variables for the employers (Wilgosh & Skaret, 1987).

On the other hand, Wilgosh & Skaret (1987) states that applicants with disability
having no job experience are expected to be long-term employees since the
experienced applicants resigning from current jobs are regarded as unreliable
employees. There is very little research about the attitudes and approaches of
educational administrators towards educators with disability. According to some
research findings, school administrators apply discriminatory practices against
prospective teachers with disability during the hiring process (Nikoloff 1962; Rickard,
Triandis, & Patterson 1963). Ayer (1970) states that while school administrators were
likely to refuse the prospective teachers with disability more frequently than

prospective teachers without disability, they also refused the prospective teachers with
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more than one disability more frequently than the prospective teachers with a single
disability, and he added that younger school administrators were more welcoming than

the older ones.

There are three studies presenting the ideas of individuals with disability on the timing
of disability closure in employment. According to Huvelle, Budoff and Arnholz's
(1984) study conducted a research on disability disclosure; disability disclosure before
the job interview is preferred due to four reasons as showing self-acceptance,
eliminating prejudiced interviewers, avoiding possible uncomfortable surprises and
assuming it as unfair to employers while disability disclosure at or after the job
interview is preferred due to two reasons as eliminating the possible adverse effect on
the evaluation of credentials and irrelevance between disability and professional

competence.

Parry, Rutherford and Merrier's (1995) research shows human resource managers
recommend that individuals with disability disclose their disabilities at or after the job
interview. Reeser's (1992) study shows social work students with disability and field
directors who are in charge of admitting students believe that disability disclosure is
necessary to refrain from prejudices and irritating questions and to be clear on their
own professional capabilities, needs and expectations. Safilios-Rothschild (1970)
claims that interrelated conditions of a country such as socio-economic level and
unemployment rate, socio-political beliefs on the liability of the government on easing
the problems, dominant understanding of being or becoming disabled, general
perceptions of the nature of disability regarding degree, type, contagiousness and
severity and the national welfare economic security for works with high disability risk
have a huge impact on the way how the society treat the individuals with disabilities.
While individuals are motivated to disclose their disability in order to access
accommodations at work, they mostly face some discriminating perspectives such as
disability as incompetency or a burden for a profession (Bulk, et al., 2017; Roulstone
& Williams, 2014). The professionals with disability regard disability disclosure as
strategical procedure in which they should decide whether to disclose bearing in mind
the possible long-term results and risking the possible disadvantages like exclusion
(Stanley, Ridley, Harris, & Manthorpe, 2011).
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Different types of support, including coping mechanisms, adaptive tasks, self-concept,
self-image and independence, received from family, rehabilitation counselors,
professors, and other colleagues help the educators with disability to deal with
formidable challenges in working life (Anderson & Karp, 1998). There are some
personal structures required to facilitate the interactions in society and the most
important one is self-concept. Self-concept is shaped by the feedbacks and social
attitudes from the society and self-perception on success consequently it can be
rewarding or punishing accordingly (Craig, 1989). Lynch and Lewis (1988) states that
individuals form their self-concept according to their perceptions of social interactions
which can be contradictory, puzzling or subject to misinterpretation for individuals
with disability; thus, misinterpreted perceptions can end up with lower self-concept
and avoiding social interactions. Wright (1983) claims that how an individual
interprets others’ attitudes depends on his self-concept thus he expects people to feel
for him just like he feels for himself. A positive self-concept is essential to handle
negative attitudes while making personal, social or career choices; for instance, a
successful student with disability aiming at being an educator may face negative
reactions and be guided away from the field of education. According to Gerber,
Ginsberg and Reiff’s (1992) study on successful adults with learning disabilities, self-
confidence and personal judgments have a significant impact on achievement; and the
level of support offered and the readiness to receive support are the key factors

affecting the achievement.

Individuals with disability in working life are mostly “theoretically invisible”
(Williams & Mavin, 2012). Many individuals with disability have challenges while
disclosing their disability and asking for accommodations at work (Georgiou,
Espahbodi, & De Souza, 2012; Lindsay, 2011) and the timing of disclosing disability
at work depends on type and severity of disability and type of job (Lindsay, Cagliostro,
Leck, Shen, & Stinson, 2018). While disclosing the disability at work, job preparation,
self-confidence, and self-advocacy skills, and having an inclusive work environment
ease disclosure, anxiety for stigma and discrimination, employer’s lack of awareness
on disability and accommodations, negative past experiences of disclosing make
disclosure harder (Lindsay, Cagliostro, Leck, Shen, & Stinson, 2018).
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Employees with disability mostly face challenges while working due to attitudinal
barriers such as exclusion, segregation and negative discrimination from colleagues
and environmental barriers like inadequate accommodation at work and transportation
(Carter, Trainor, Ditchman, Swedeen, & Owens, 2011; Jenkins & Rigg, 2004;
Lindsay, 2011). Providing accommaodations facilitates work productivity, satisfaction,
integration, psychological, and physical health (Charmaz, 2010; Lindsay, Cagliostro,
& Carafa, 2018; Solovieva, Dowler, & Walls, 2011). Attitudes based on common
stereotypes like regarding individuals with disability as dependent and incompetent
result in social exclusion and discrimination; that is why, some individuals with
disability choose not to disclose (Blockmans, 2015; Lindsay & Cancelliere, 2018).
However, there are also some individuals with disability who believes disclosing and
being open about it may minimize or prevent stereotyping (Blockmans, 2015). Given
that communication is a two-way process, administrators, employers and colleagues
who are working with an individual with disability are expected to be open for making

sense of their capabilities, needs and options (Lindsay & Cancelliere, 2018).

2.4.1. Higher Education Institutions and Disability

While the students with disability has been a subject for many studies promoting
inclusiveness and accessibility, the faculty members with disability have received less
attention (Waterfield, Beagan, & Weinberg, Disabled academics: A case study in
Canadian universities, 2018). Faculty members with disability bring value to the
university along with their scholarship and attention to disability and diversity.
Inviting the faculty members with disability into the university is not enough alone
and the university needs to be capable of providing full accessibility and inclusion of

these faculty members in all aspects of academic working life.

The career boundaries of faculty members with disability have not been investigated
in detail enough within scant literature on the career of faculty members (Ashcraft,
2008). Williams and Mavin (2015) emphasize the importance of the career boundaries
which may facilitate or limit the faculty members with disability on career goals. There
is a research conducted on working conditions and job satisfaction levels of teachers

with disability in Turkey. According to Kis, Giirgiir and Akcamete (2012), the job
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satisfaction levels of teachers with and without disability differ according to the most
important two problems as accessibility to the work environment and independent

mobility within these environments.

Since academic improvement of students with disabilities is highly affected by the
attitudes of faculty and their willingness to provide accommodations, the sensitive and
supportive environments needs to be provided and enhanced (Baker, Boland, Nowik,
& College, 2012). Higher education support programs start with the admission of a
student with disability and continue with accommodation, accessibility, individualized
personal support, career planning and coping strategies (Finnegan, 1981). Those
support programs are accessible for each student with disability pursuing a career in
higher education, too. The disability coordinators and support services centers provide
physical accessibility (accessible classrooms, libraries, cafeteria and dormitories), on-
campus services (note-takers, readers and test-accommodations) for students with
physical disabilities as well as individually tailored guidance for students with
disability or psychological disorders. They also connect those students with off-
campus services such as rehabilitation counselling and career planning services and
support systems in the community. If necessary, they provide the faculty members
with guidance on what special assistance is required and how the accessibility of

students with disability can be increased.

There are many studies showing what the decision-makers should do in order to
mitigate the possibility of discrimination against individuals with disability in
gatekeeping and other decision making processes. The decision-makers should include
a professional from the disability services in the decision making and assess the
individuals in terms of their potential of success in faculty setting (Cole, Christ, &
Light, 1995). The decision-makers are supposed to determine the real skills,
achievements and productivity presented according to suitable professional criteria
(Cole & Lewis, 1993). The interviewers are recommended to think about the
possibility of eliminating the discerned barriers and determine what the actual job
requirements are (Cole, Christ, & Light, 1995). They are expected to let the individuals

to describe their disabilities and capabilities before deciding on (Reeser, 1992). The
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authorities should give the individuals a chance to challenge the suitability of
gatekeeping standards personally (Cole B. S., 1991).

According to Waterfield et al. (2018), managing disability disclosure is a continuous,
tense and energy-consuming period for the professionals with disability due to the
anxiety of being regarded as ineligible for the profession. All these issues exist in the
higher education institutions, too and a few faculty members with disability decided
not to disclose while the ones who disclosed did so due to need for accommodations
(Stone, Crooks, & Owen, 2013). More than half of the participants of this study did
not ask for accommodations. While the ones who asked for accommodations using
informal ways, more than half of the ones asking for accommodations through formal
ways encountered negative and incompatible results (Stone, Crooks, & Owen, 2013).
Stone et al. (2013) stated that the university is seen as an institution for non-disabled
individuals in which the faculty members with disability are regarded as “unexpected
workers” (p. 167). Depending on these studies, non-disclosure or not demanding the
necessary accommodation let the university move on with general understanding of
non-disabled individuals (Crooks, Owen, & Stone, 2014). Dominant social discourses
of disability as non-productive put the faculty members with disability in a risky

situation in higher education (Stone, Crooks, & Owen, 2013).

According to Titchkosky (2008), the dominant understanding at universities is that
dealing with the accessibility barriers is the job of the individuals with disability since
disability is regarded as a personal problem. For faculty members working hard to
prove their qualification with little institutional support, it is inevitable to feel excluded
from some aspects of academic life (Waterfield, Beagan, & Weinberg, 2018). In
conclusion, there are not many specific studies on the working life of faculty with
disability. However the literature explains through career selection, gatekeeping,
decision making and institutional support for the disabled at a working place which

are also main issues for the current study, too.
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2.5. Summary

The purpose of the study was to elaborate the experience of the faculty members with
disability by presenting the attitudinal and environmental barriers that they have been
encountered and explaining their job satisfaction through the concepts of self-
knowledge and social knowledge under the social model of disability. In this chapter,

related literature was presented.

This study has two aspects, namely faculty work and disability which are the first and
second section of this chapter. Faculty work was elaborated according to the formation
of self-knowledge and social knowledge, their effects on motivation and job
satisfaction along with the four domains of being a faculty member as teaching,
research, community service and administrative duty. The literature presented both
medical and social models of disability, but the aspect of disability was handled from
the social model aspect since the focus is on the deficiencies in the social environment

instead of the individual as in the medical model.

The third section states that the rights of the individuals with disability are assured by
three main laws as the United Nations Convention on the Rights of Persons with
Disabilities, Turkish Disability Act No: 5378 (TDA) and The Constitution of the
Republic of Turkey. On the other hand, considering literature, it is clear that a rights-
based discourse is absent in Turkey. The fourth section deals with the studies on
disability and disability in Turkish Higher Education. While studies to elaborate the
conditions of students with disability are conducted, no research have been conducted
on the faculty members with disability. While the challenges on accessibility are in
common for both students and faculty members to some extent, studies show that
decision-makers have significant impact on the faculty members® working life

experiences.
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CHAPTER 3

METHODOLOGY

In this chapter, the research methodology will be presented. In this qualitative research,
phenomenological design was used. The reason why phenomenological study was
specifically chosen for this study is detailed. Then, the sampling and participants are
explained along with data collection procedures and data analysis. Finally, the role of
the researcher in the study and ethical consideration is discussed.

3.1. Research Design

The research question of this study is “How do the faculty members with disability
experience academic working life in Turkish Higher Education Institutions?”” This
phenomenological research aims at understanding how the faculty members with
disability experience academic working life in Turkish Higher Education. In this study,
the focus is on the lived experience of having a disability as the shared phenomenon
among faculty members in Turkey as a specific group of people. To do so, utilizing a
qualitative research is the most suitable choice since it deals with detailed description
and in-depth analysis of lived experiences around a shared phenomenon among a
specific group of people (Creswell, 2012). A qualitative research was utilized since the
purpose is to engage in a more dialectic process between the questions asked and
answers received rather than testing a fixed hypothesis. While the research is being

conducted, new information will be gathered, and new questions will arise.

A phenomenon includes everything that individuals experience and phenomenology is
the study of an experienced phenomenon in a daily social context in which the

phenomenon takes place in the light of the views and reflections of the ones who live
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it (Titchen & Hobson, 2005). Phenomenology is a qualitative research method which
allows us to focus on the phenomenon that we are aware of but do not have an in-depth
understanding (Yildirim & Simsek, 2011). The only purpose of phenomenology is not
just answering to a phenomenon, instead, it philosophically endeavors to show lived

experiences in a specific time and context (Groenewald, 2004).

Phenomenological approach inquires the personal experiences with the aim of finding
out how individuals experience a phenomenon and how they make sense of it (van
Manen, 1990). A phenomenologist needs to reach “‘to the things themselves’ ... to turn
toward phenomena which had been blocked from sight by the theoretical patterns in
front of them” (Spiegelberg, 1965). There are different approaches to phenomenology
among philosophers since phenomenology is a term used in philosophical context as
well as methodological context (Dowling, 2007). There are two main approaches
presented in phenomenological research as Edmund Husserl's direct approach and

Martin Heidegger's indirect approach (Titchen & Hobson, 2005).

According to direct approach, descriptive philosophy of phenomenology, the
researcher, is expected to elaborate the phenomenon to carry out a systematic research
on the personal reflections on the phenomenon of the participants, as an outsider while
they experience it since the phenomenon is depicted through the consciousness of the
participants experiencing it at first hand. The researcher asks the participants for their
views regarding their experiences of the specified phenomenon and come up with

objective concepts by interpreting those reflections.

On the other hand, according to indirect approach, interpretive philosophy of
phenomenology, the researcher is supposed to be immersed in the social environments
of the participants to gain an insider perspective by observing and tracking the
experiences and get first-hand information on the essence of the experiences (Titchen
& Hobson, 2005). Husserl's goal is to present the underlying base of conscious
experience from the first-person perspective through detailed illustration instead of his
or her own lived reality (Giorgi, 2009). Husserl purports that a researcher is supposed
to bracket out the external world along with his personal prejudices about the

phenomenon in order to see things as they are and reach the true nature of the
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phenomenon (Laverty, 2003). According to Husserl, bracketing provides a researcher
with the essences of the phenomenon. On the other side, according to Heidegger, it is
not possible for a researcher to exclude himself from his experiences, early
assumptions, and prejudices about the phenomenon, which have a significant impact
on how he interprets the collected data on lived experience, that is why there is a
connection between the way how the researcher sees and how he interprets the

essences (Wojnar & Swanson, 2007).

Smith (2004), a follower of Heideggerian approach, propounds the Interpretative
Phenomenological Analysis (IPA) which aims at elaborating the participants’
individual experiences in the light of their own views and appreciates the main role of
the researcher in interpreting those experiences. In this case, there is a match between
IPA’s aim at exploring experiences along with the personal perceptions on them and
Husserl's descriptive phenomenology. Yet, IPA is incompatible with descriptive
phenomenology since the researcher is involved in understanding and interpreting the
experiences in IPA, which makes it an interpretative study. In this study, IPA is utilized
to make sense of the experiences of the participants depending on their personal views

and the researcher’s comments.

3.2. Research Participants and Sampling

There are two identifying criteria for the participants, namely being a faculty member
and being disabled. Since there are no available data sources to find and reach out the
faculty members with disability in Turkey and the target population size is small,
“snowball sampling” is the only option to reach the participants. The snowball
sampling process assumes that a bond or a link exists between the initial sample and
others in the same target population, allowing a series of referrals to be made within a
circle of acquaintance (Berg, 1988). Since there are very few faculty members with
disability in Turkey, it is easy to pinpoint the participants’ identities with the current
demographic information. Therefore, the participants are not presented one by one. In
order to keep their anonymity and privacy, the participants are defined in a general

way.
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There are 15 participants who work at a university as a faculty member and have a
visible disability. While just three of the participants are female, twelve of them are
male. The age range among the participants varies from 30 to 58. The length of work
experience varies from 3 months to 32 years. There are 4 Professors, 2 Associate
Professors, 5 Assistant Professors, 3 Research Assistants, and 1 Instructor. Only one
of the participants is retired. Four participants became disabled while working in their
current position. Eleven participants were already disabled before working. While
seven participants were born with a disability, eight of them become disabled due to
an accident or naturally developed later on. Four of the participants are wheelchair
users, six of the participants are blind or visually disabled and five of them have upper

or lower limb(s) disability.

3.3. Data Collection Instruments

Phenomenologists are supposed to find out and present the essence of experience, to
do so, the essential instrument to collect data is phenomenological interview (Merriam,
2009). Semi-structured interviews with the faculty members with disability from many
Turkish universities were conducted. Tuckman describes the interview as: “By
providing access to what is ‘inside a person’s head’, [it] makes it possible to measure
what a person knows (knowledge or information), what a person likes or dislikes
(values and preferences), and what a person thinks (attitudes and beliefs)” (Tuckman,
1972, s. 173). The purpose of the interview is to gather data on the experiences and
reflections of the faculty members with disability. Interview questions are open-ended
in order to let the participants express their views freely and get as much information

as possible. The participants were not confined by the structure of fixed questions.

According to Seidman (2006), directing what and how questions in phenomenological
interviews is required so that participants reflect upon their experiences and underlying
meanings. Since the population was very small and each participant had great
importance, expert opinion was preferred instead of a pilot interview. While preparing
the interview questions, two experts were asked for reviewing each question.
According to their feedbacks, the questions were rewritten many times and the

interview was reshaped.
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The semi-structured interview consists of 5 sub-sections (Appendix A). The first part
Is about demographic and other basic information about the participant. The second
part deals with the educational life experiences and the student experiences before
becoming a faculty member. The third part deals with the experiences during the
recruitment process, professional relations with the administration, colleagues,
students and administrative staff and reflections upon their job satisfaction considering
four tasks as teaching, research, community service and administration. The fourth part
deals with physical accessibility in the university campus and accessibility to academic

resources and academic events. The last part deals with suggestions of the participant.

3.4. Data Collection Procedure

To collect data, an ethical permission was primarily received from Middle East
Technical University Human Subjects Ethics Committee (Appendix C). Then, one or
two available and convenient participants were identified and contacted via e-mail and
asked for their voluntary participation to the study. After conducting the interviews,
they were asked to recruit another possible participant for the study. The participants
were assured of the confidentiality of the information they gave (Appendix B). These
steps were repeated until the data was saturated. The interviews were done face-to-
face and individually. Each of the interviews lasted about an hour. During the
interviews, written notes were taken. Depending on their permission, the conversations

were recorded and transcribed.

3.5. Data Analysis

To analyze the collected data, Interpretative Phenomenological Analysis (IPA) has
been used with the aim of interpreting the interviews. IPA is based on three main
theoretical approaches as phenomenological, hermeneutic, and idiographic. According
to Smith, Flowers and Larkin (2009), IPA has both phenomenological aspect, which
provides interpretation of the phenomenon, and hermeneutic aspect, which provides
seeing the phenomenon. Idiographic approach, the third principle of IPA, means
analyzing and exploring every single case in a detailed way before highlighting

similarities and differences among the experiences within broader themes immediately
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(Smith, 2004). IPA researchers aim at understanding the way participants experience
a phenomenon and the sense they make of it according to the expressions of the
participants, while the participants are also interpreting their experiences at the same
time. In this case, the participant’s interpretation of a phenomenon merges with the
researcher’s interpretation of the themes aroused from the data in which the participant
has already interpreted. Pietkiewicz and Smith (2012) term this dual interpretation

process ~“double hermeneutic™.

In this study, it is aimed at revealing the participants’ personal judgements of their
lived experiences in a reflexive way. To make sense of the shared phenomenon, it is
essential to look at the experiences through the eyes of the people who have lived them.
IPA aims at finding out the essence of the shared phenomenon in order to reach the
nature of lived experiences of the sample instead of generalizing the results to the
population (Willig, 2008). That is why, IPA requires the analysis of every case by
examining each individual perspective of the participants depending on each unique

context instead of coming up with some generalizations (Smith & Osborn, 2008).

The main data collection tool for this study was semi-structured interviews. In order
to organize and analyze data in a more systematic way, all interviews were analyzed
with a qualitative data analysis (QDA) software, ATLAS.ti 7. The data collection tool
for the study was semi-structured interviews and this data analysis software helped the
researcher to code, keep a good track of the codes, make up code lists and themes,
finding out the connections between the codes and themes and shaping thematic

categories while analyzing the data.

Firstly, the researcher transcribed all fifteen interviews as word documents so as to
analyze the data with ATLAS.ti 7. Secondly, the researcher conducting the coding of
each case according to the cycles introduced by Saldana (2009). According to Saldana
(2009), coding is an interpretive method unlike an exact science. Depending on
Saldana’s (2009) two cycles of coding, the data was initially coded in general in the
first cycle. Then the initial codes were reanalyzed, broader categories were created in
the second cycle. In the first cycle, since this is a phenomenological study aiming at

discovering and explaining the underlying meanings of lived experiences for the
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participants, the researcher chose to unite some coding types. These coding types are
attribute coding as coding features of participants and research, emotions coding as
coding participant’s emotions from both participant’s and researcher’s perspective, in-
vivo coding as coding participant’s own words, values coding as coding participants’
values, attitudes and beliefs, descriptive coding as coding nouns or topics, and theming
data as coding a phrase to define the meaning of data.

After first cycle coding, the researcher categorized and sorted out the codes and
generated themes according to the connections between the codes, the frequency of
the codes and the underlying meaning among the codes. In the second cycle of coding,
the researcher sometimes eliminated some codes which are subsumed by the other
ones or relabeled some codes. In the second cycle, the researcher united pattern coding
as coding to identify connections and assign categories or themes, and focused coding
as coding to identify the important initial codes and build categories around them based

on code frequencies and connections among codes.

The researcher analyzed each unique participant one by one. While moving to the next
participant, the researcher was aware of the similarities and differences between the
participants™ experiences and created thematic categories and superordinate themes
depending on the patterns. In the end, the researcher created the final list of
superordinate themes. In this case, these cycles are the same stages of IPA’s initial
coding, conceptual coding, and formation of themes. When the researcher had the final
list of superordinate themes, she interpreted the experiences in the light of the
superordinate themes depending on the research question and the purposes of the

study.

3.6. The Role of the Researcher

During the double hermeneutic process, the researcher interprets the participants
interpretations of their experiences and does not interpret these experiences from first
hand observation. That is why, the researcher is supposed to count on what the
participants want to say about their experience of a phenomenon. However, it is not

easy for a researcher to completely stand apart from the influence of her own biases
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and the researcher is supposed to be aware of this fact in each step of the research. The
assumptions of the researcher are presented as followed:

1. The faculty members with disability may face discriminatory practices or mobbing.
2. They may be excluded by their colleagues and students.
3. They may have problems in accessing both places and academic sources.

4. Their experiences may differ depending on their universities.

Those assumptions had an impact on almost every step of this research especially when
choosing the theories, preparing the questions for the interview, and mostly doing the
interviews. To stay objective, the interview questions were presented to two experts
and modified according to their feedbacks. Since the main purpose of the research was
to analyze all the experiences, the researcher focused on both sides of those
experiences and motivated the participant to reflect on whichever aspect that the
participant wanted to emphasize. While coding and analyzing the data to infer the
impacts of those experiences, the researcher tried to pay equal attention to both positive

and negative sides.

To present my role as a researcher in this study, | consider myself a novice researcher
in qualitative research. Besides conducting the research, | had totally different
experiences during each interview depending on their personal experiences. Each
interview had a different impact on me. While some participants have almost perfect
workplaces, some others have the opposite. Of course, there are administrators and
colleagues providing accommodation and support at some universities where
individuals with disability can work under equal circumstances. | was encouraged
during some interviews with the belief that I may do something for the ones whose
working conditions are not equal to the others’. Conducting the interviews became
really hard for me. Being a part of higher education was my dream and | was
disappointed during some interviews due to the cruel aspect of academic life. | used to
consider the faculty members as a distinguished community but | faced that they may
also neglect or segregate individuals with disability. | sometimes hated being a part of
higher education, but then I felt lucky to take a step for further studies to raise a voice

for them. During the interviews, | focused on all aspects and expected the participants
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to guide me to positive or negative conclusions. While analyzing the results, 1 tried to
be objective and focus on both positive and negative aspects of the experiences.
However, | found myself presenting the negative results since the struggles seem to be
significant in the end. | focused on the negative results but I also presented the positive

ones to set an example for other higher education administrators and colleagues.

3.7. The Validity and Trustworthiness of the Study

The interview protocol has been reviewed by two experts on disability, psychology
and higher education and necessary adaptations and changes have been made
accordingly. The participants were asked for the permission to use some quotes from
their interviews in order to enhance trustworthiness and transferability. Considering
the ethical approach, the participants were assured of the confidentiality of the
information that they provided. The quotes from the interviews were chosen
accordingly. Moreover, even some significant results were not presented, in order to

keep the participants’ identities anonymous.
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CHAPTER 4

RESULTS

In this chapter, the findings of the study will be presented and discussed depending on
three main aspects as professional relations™ impact on self and social knowledge,
accessibility’s impact on self and social knowledge, and the impact of self and social
knowledge on their job satisfaction. Obviously, there are no clear cuts among the
working life experiences since all of them are interactive and effect each other. As a
result of IPA analysis, five main themes emerged; as educational life experiences, job
application and recruitment process, professional relations at work with
administrators, colleagues, students and other staff, accessibility and accommodation
for physical access, access to resources and conferences, and perception of job
satisfaction. It is obvious that the experiences are unique depending on each university,
personality of administrators and type of disability. The themes emerging from the
interview data is analyzed and discussed along with the quotations taken from the
interviews and then the findings obtained from the analysis is reported based on the
research question of the study. In this research, the specific demographic information

of each participant is not presented in compliance with ethical approach.

To present the results in an ethical way, the participants are not individually identified
since the population of faculty members with disability is limited and presenting any
personal information can result in revealing the participant and break their anonymity.
Moreover, the identities of the participants need to be covered since they may also
abstain from enforcements of administration and possible political sanctions.
Moreover, there is a few faculty members with disability, thus it may be assumed that
individuals with disability have less chance to be faculty member. Since the main

purpose of this study is to raise a voice of faculty members with disability, this study
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directly presents as many quotes as possible in this chapter rather than summing up
them roughly.

4.1. Educational Life Experiences

Table 1 presents the emerged categories and codes for their experiences in educational
life.

Table 1
Categories and codes for educational life experiences

o the faculty members’ discriminatory practices
= prejudices
= subjective judgements
= humiliation
= hindered
= excluded
asking the instructors for adaptations
= asking the instructors for a reader in exam
= asking the instructors for using assistive technology
= lack of institutional support
o inaccessible campus
= lack of free mobility
= Jack of elevators and ramps
= lack of Braille tags and voiced directions
= inaccessible library
= inaccessible cafeteria
= inaccessible classroom
= inaccessible department building
= inaccessible restroom
= lack of institutional support
=  inaccessible transportation on campus
o lack of accessibility to academic resources
= lack of Braille documents
= lack of voiced books
= lack of institutional support
= jnaccessible library
= personal efforts to access resources
graduates from and works at the same university
timing of disability
=  become disabled while working
=  become disabled before working
= born with a disability

e}
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Regarding the experiences of the participants who were already disabled during their
undergraduate and graduate years, the main issues are lack of physical accessibility
and lack of accessibility to resources. Most of them had to cope with these issues by

themselves without any institutional or social support. However, some of those
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problems have been reformed to some extend year over year thanks to developing
technology and the studies of Disabled Students Units at universities. Yet, there are
still many issues on lack of accessibility for both students and faculty members at
universities and they are mentioned in the accessibility and accommodation part of the
findings. The same problems will be discussed in the accessibility and accommodation
part.

Many participants with visual impairment stated that they have had serious problems
while taking an exam since the beginning of their education lives. To take the OSYM
exams, they have to be with a reader or assistive devices. In many cases, the readers
cannot be qualified enough to read the questions properly. While they have to know
the symbols in Math’s or the correct pronunciations of English, the readers are not
always competent enough. In order to assure equality in evaluation, the demands of
the students with disability should be considered seriously:

[k soku OSS’de yasadim. Ben gérmemi kismen kullanabiliyordum o zamanlar.
Swmav kitap¢igini yiiksek numarali hipermetrop gozliikler yardimiyla oldukga
vakin mesafeden okuyabiliyordum. Sinavda okuyucu istersem bana higbir
sekilde sinav kitapgiginin gosterilemeyecegi, sinav kitapgigini okumak istersem
de 30 dakikalik ek siirenin verilmeyecegi soylendi. Benim okuyucu yardimi
almadan ve ek siire olmaksizin sinavi zamaninda tamamlamam elbette ki
miimkiin degildi. Ben de okuyucu istedim. Ama boyle bir uygulama olmamasina
ragmen, benim kalem kagit kullanarak sorulari cevaplandiramayacagimi
soylediler. Ve hi¢ alisik olmadigim, sinava hazirlik siirecinde izledigim yoldan
apayri bir sekilde sinavima devam ettim. Demek istedigim bu konuda ciddi
onlemlerin alinmiyor olmasi. Diger bir konu, EKPSS hari¢, OSYM 'nin biiyiik
punto smav kitap¢igi diye verdigi yalnizca 14 puntodur. Bu kismen goren ¢ogu
bireyin okuyamayacag bir biiyiikliik. Diinyada en az 18 puntodan baglayarak
sinav kitapgigi diizenleniyor. 30 dakikalik ek siire KPSS ve ALES gibi fazla
sayida soru iceren smavlarda olduk¢a yetersiz. Bunun yamnda OSYM 'nin
siav diizenlemesi zannettigi, aslinda ol¢me kurallarina tamamen aykiri olan,
bir durum da grafik, sekil gibi gorsel i¢eren sorulardan gérme engellileri muaf
tutmak. Diinyada boyle bir uygulama yok. Maalesef ayni sorunlar halen
OSYM 'nin diizenledigi tim merkezi simavlarda devam ediyor. Yalnizca e-
YDS’ye ekran okuma (JAWS) ve ekran biiyiitme (MAGIC) yazilimlarinin
bulundugu OSYM 'nin Ankara’daki elektronik sinav merkezinde girilebiliyor.
Bu OSYM icin gercekten biiyiik bir adim.

I experienced the first shock at OSS (University Entrance Exam). | could see
partially at that time. | was able to read the exam booklet looking very closely
with the help of the glasses in high number of hyperopia. They stated that if |
want to have a reader, | cannot look at the exam booklet and if | want to read it
by myself, the 30-minute additional time will not be given. Without the help of
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a reader and without additional time, obviously it would be impossible for me
to complete the exam on time. | wanted a reader. However, even though there
was not such an application, | was told that | could not answer questions using
my pen and paper. And | continued my exam in a way that | was not used to at
all. I mean, there are no serious measures. Another issue, except for EKPSS,
exam booklet in bigger point provided by OSYM is in only 14 points. This is
a size that most people with visual impairment cannot read. An exam booklet
is provided in at least 18 points in the world. The 30-minute additional time is
quite inadequate in the exams with a large number of questions such as KPSS
and ALES. Besides, the incorrect assumption of OSYM, exemption of visually
impaired from the questions which include visuals like graphic and scheme is
in fact completely contrary to the assessment rules. There is no such application
in the world. Unfortunately, the same problems still continue in all the central
exams organized by OSYM. Only e-YDS can be taken with screen reading
(JAWS) and screen magnification (MAGIC) software which are available in
the electronic examination center of OSYM in Ankara. This is a really big step
for OSYM.

OSYM swnavlarinda mecburen sadece okuyucularin insafina kaliyorduk.
Onlarin da bilgileri ve ézellikle aksanlart ¢ok bozuk. Ozellikle matematik ve
fen gibi sorularda mesela kesirli say1 bilmiyor altinda ¢izgi var diye tarif ediyor
va da faktor isaretini bilmediginden iinlem isareti diyor. Bu konuda sehirden
sehire ¢ok biiyiik farkliliklar var. Ciddi bir adaletsizlik olusuyor sonucta
okuyucunun Ingilizcesi iyiyse daha giizel anlayp yiiksek aliniyor. Sinavlarin
elektroniklesmesi iyilestiriyor ama basta aslinda e-YDS ye engellilerin girmesi
vasakti. Sonrasinda verilen hukuki miicadeleler sonucu artik e-YDS ye
girilebiliyor. Ama tabi yine ¢ok pahali bir sinav. Ve her sehirde yok. Benim
Ankara’ya gitmem orada kalmam da gerekecek ¢ok yiiksek oluyor maliyeti.
During the OSYM exams we were up to the mercy of readers. Their knowledge
and especially accents are very bad. Especially in questions such as
mathematics and science, for example, he does not know the fractional number
and says there is a line, or he does not know the factor and says the exclamation
mark. There are great differences among cities. There is a serious injustice, so
if the reader’s English is good, the student gets a higher grade. Providing the
exams in an online format is improving, but it was forbidden for the disabled
to take e-YDS. As a result of the legal struggles, it is now possible to take e-
YDS. But it's still a very expensive exam which is not provided in every city. I
have to go to Ankara and stay there, which requires a very high cost.
Universiteye giris sinavinda optik cihaz kullandim. Izin alirken de biraz sorun
vasadik. Cok da belli bir kurallar: yoktu o zamanlar. Bir de bu cihazi kullanan
cok fazla insan yoktu belki artik yayginlasmistir. Cihaz bilgilerini OSYM
merkezine gonderip uzun bir izin alma siireci yasadik ama sonunda da verdiler
yani. Merkezi sinavlarda aletlerle girmek de yasak oldugu onun yerine okuyucu
gozetmen verdikleri durumlar olabiliyor. Her seferinde saghk raporuyla
basvuruluyor. Aslinda belli bir liste olustursalar su tarz su model cihazlar
kullanilabilir diye genel bir diizenleme olsa daha faydali olabilir.

| used an optical device in the university entrance exam. We had some struggles
while getting permission. There were not certain rules at that time. There were
not too many people using this device, maybe it is widespread now. We sent
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the device information to the OSYM center and had a long process of getting
a permission, but we got it in the end. In the central exams, there are situations
where it is forbidden to enter with devices, instead they provide a reader. Each
time a medical report is required to apply. In fact, if they create a certain list
and an arrangement to determine the models of devices which are available, it
will be more useful.

It is also necessary to emphasize some issues on social relations. While majority of the
participants stated that they did not have social problems with classmates or the faculty
members, most faculty members did not know how to support the students with
disability or neglected and excluded them. There are many participants who stated that
the faculty members did not want to deal with their accessibility issues and just give
them average grades to let them pass the courses instead of doing some adaptations for
them. In this case, they feel excluded from the educational opportunities and
humiliated. A participant also emphasized his worst memory with the faculty member

who insulted him among all his classmates before an exam:

O donemde hocalara vize doneminde ben gérmiiyorum okuyucu saglar misiniz
diye soruyordum. Bazilar: da hi¢ ugrasmayip ge¢cmeye yetecek kadar bir not
verip gonderiyorlardi. Mesela sinavina girsem 90 iistii alacagim dersler icin
60 65 verip gegivorlardi. Bir hocayla ilk vizede konustum. Asistani geldi
sinava. Ikinci vizede de durumu zaten biliyor diye onceden haber vermedim. O
da asistan getirmemis. Sinavdan hemen once tiim sinif arkadaslarimin iginde
“ben seninle mi ugrasacagim bir siirii isim var”’ diyerek asagiladi beni. Ben de
aglayarak kantine indim. Kantinde bir ogrenci kabul edip benimle sinava geldi
ama yani simav boyunca gozlerimden yaslar akarak sinav yapmaya ¢alistim
kendimi tutamiyordum istemsiz bir sekilde o yaslar akiyordu yani.

At that time, | used to ask the instructors if they could provide a reader since |
cannot see during the midterms. Some of them did not bother to provide a
reader and give a grade enough to pass. If I took the exam, I would get 90 but
they gave me 60-65 and let me pass the courses. | talked to an instructor for the
first midterm. His assistant came for the exam. | did not talk to him again for
the second midterm since he already knew the situation. He didn't bring an
assistant. Just before the exam, he scolded me in front of all my classmates,
humiliated me saying that “I have a lot of work to do, I cannot deal with you™.
| went to the canteen. A student in the canteen accepted and came with me to
the exam. So, I tried to do the exam while crying. | could not stop myself, tears
were flowing through my eyes.

Considering the statements on exams, the absence of equal evaluation clashes with the
inclusive understanding of higher education, impacts perception of success, efficacy

and inclusiveness in education life, thus it decreases motivation and commitment.
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Some participants who got their graduate studies abroad stated that their experiences
were much more positive. The faculty members asked the students for their needs and
the ways of supporting them. The universities were accessible in terms of both physical
conditions and academic resources. They stated that those universities were already
accessible enough and they did not need to demand accommodation. According to the
findings, the self-confidence of the participants was higher when studying abroad since

they were more successful there provided with necessary adaptations.

4.2. Job Application and Recruitment Process

Table 2 presents the emerged categories and codes for job application and recruitment

process.

Table 2
Categories and codes for job application and recruitment process

o for fair recruitment process
= against interviews
= for qualification-based recruitment

o preclusion

prejudices,

subjective judgements
humiliation

hindered

excluded

o quota

= for quota
= against quota

It needs to be clarified that there are some differences between the participants with
disability due to their disability history. The ones who became disabled after they were
hired and the ones who have been disabled before the recruitment process have gone
through different experiences. Some of them actually started to work upon the
universities™ invitation; that is why they did not face any problems. The ones with
disability going through standard job application and recruitment processes faced

negative discrimination as in the following quotes:

Is bulma siirecim ¢ok sikintiliydi. Ozellikle ilk basta kamu dairele_{”inde tst
kadrolara ¢ok bagvurdum ama sakathigimdan dolayr alinmadim. Universite
kadrolarina basvurdum ve bir¢ogundan da kabul aldim. Ama sonra ¢cagirdilar
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odalarina ve bana yiiziime karst “biz seni istemiyoruz. Sen sakatsin haddini
bil” dediler.

| had a hard time finding a job. In particular, I first applied to top positions in
public offices, but | was not accepted due to my disability. | applied to positions
at universities and I got accepted for many of them. But then they invited me
to their offices and directly said “we don't want you here; you are crippled, and
you should know your place.

Ben alanimda aranan insandim ¢ok rahat girdim ama farkl bir boliimde olsam
farkly olabilirdi. 3 kisi basvursa iginden engeli olani tercih etmezler ya da ona
kolaylik saglamak i¢cin ugrasmak istemezler.

| am an expert in my field that is why | easily got the job. However, it could
have been different if | was in a different field. If 3 people apply, they do not
prefer the one with disability or they do not want to deal with it for assisting.

A few participants had their positions with only OSYM exams and programs without
any job interviews at universities. All of these participants believe that they could not

have been hired if they had had a job interview as illustrated in the following quotes:

Merkezi sinavlarla yapilan yerlestirmelerin potansiyel ényargilara maruz
kalmaksizin engeli bulunan kimselerin akademiye girmesi bakimindan iglevsel.
Eger merkezi bir sinav ve yerlestirme olmasaydi, bulundugum tiniversitenin ve
boliimiin  onyargilarindan siyrilipp miilakatta objektif bir degerlendirme
yapacak aciklikta oldugunu diigtinmiiyorum.

Placement in academic positions with central exams is functional for
individuals with disability not to be exposed to potential prejudices. Without a
central examination and placement, I don't think my university and department
would not make an objective evaluation of the interview without any
prejudices.

Yurtdisindan doniisiimde de kadrom garantiydi ama yine tiniversitenin zorluk
¢tkarma sansi vardi. Ama benim boliimiimde ciddi bir ihtiya¢ oldugu icin
engelime bakilmaksizin gérevime basladim. Ama sifirdan doktorami bitirip
normal siireglerden gegseydim eminim ki daha zor olacakti. Kabul aldiktan
sonra yonetimden a biz seni kabul ettik mi nasil oldu da biz béyle bi hata yaptik
der gibi tepkilerle karsilastim.

My position was guaranteed when | come back from abroad, but the university
still had the chance to lay an obstacle. But since my department was in serious
need of faculty members, | started my job regardless of my disability. However,
I'm sure if | had to complete my doctorate studies and go through the regular
processes, it would be harder. After receiving acceptance, | encountered the
administration’s reactions like “how did we accept you? Why did we make
such a mistake?
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There are also some participants who had a right to be teacher at MEB schools having
the adequate grade in KPSS and having great scores, but they had problems or even
were not hired since the Ministry of Education regard disability as a burden to be a

teacher:

Ogretmenlikte bizim atandigimiz yil herkesle beraber atamam yapildi ama ben
goreve baslatilmadim. Ankaraya ¢agirildim ve orada bir komisyonun karsisina
cikarildim. Ogretmenlik yapip yapamayacagima orada karar verdiler. Ve
normal atamalar eyliilde yapilmisken ben kasimda goreve basladim. Tabi
yapamayacagina karar verilip goreve baslatilmayanlar da oldu.

| was appointed as a teacher with everyone in the same year, but | was not
assigned to work with them at the same time. | was invited to Ankara and | was
brought before a commission there. They decided if | could teach or not there.
And when the regular assignments were held in September, | started working
in November. Of course, there were other people who were assumed as unable
to teach and were not allowed to start teaching.

Aslinda ben 2 defa KPSS ile atandim ama ikisinde de atamalarim engelli
olmam gerekgesiyle iptal edildi.
Actually, I was assigned with KPSS twice, but both of my assignments were
canceled because | was disabled.

Based on the participants™ statements, it is clear that the interviews are based upon
personal judgement of the interviewer. Interviewers are free to use subjective
judgements relying on nonacademic reasons as long as the process is made by the
book. Some interviewers used the participants’ disability against them. There are some
interviewers who have prejudice against the disabled, are unwilling to take
responsibility for the disabled since they do not know much about disability. Some
interviewers simply do not want to deal with extra work like adaptation for the disabled
because none of the universities in Turkey is fully accessible and they will need
adaptations at some point. It is clear that the disabled are hindered even at the
application and recruitment stages besides the former stages like educational
opportunities. In this case, the role of subjective recruitment process explains why
there are a few faculty members with disability. This fact shows us the necessity of a

clear, transparent and objective recruitment process.
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4.3. Professional Relations

It is important to reflect upon the participants™ social interactions at work in order to
make sense of the social interpretation of disability and the way the social world is
organized in higher education institutions. Based on the findings, while most of the
results are on social exclusion, social oppression, discriminatory practices, unfair
treatment, prejudice against disability, abusing disability, mobbing and hindering,
there are also some results of social inclusion, objective approach, and social and
physical support. Table 3 presents the emerged categories and codes for professional

relations.

Table 3
Categories and codes for professional relations

o supportive practices
= less workload
= sharing work according to capabilities
= accommodated when requested
=  equality for opportunities
o hindering practices
= individual deficiency
= preventing access
= jealousy
= social barrier
o discriminatory attitudes and practices
= not aware of the problems of disability
negative discrimination
positive discrimination
no discrimination
double disadvantage
excluded
hindered
= preclusion of administration and mobbing
o average communication
= average communication with students
= average communication with administrative staff
= average communication with colleagues
= average communication with administration
o acquaintanceship
= solving through acquaintance with administration
= acquaintance before disability
o decision making
= included in decision making
=  excluded from decision making
= democratic environment
= free expression
o administration’s impact on relations
= administration’s impact on regulations
administration’s impact on social knowledge
administration’s impact on self-knowledge
administration’s impact on social relations
administration’s impact on staff
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4.3.1. Experiences with Administrators

It was found that rather than following predetermined policies or standards for these
faculty members, the administrators™ personal preferences and subjective judgements
directly impact the experiences of faculty members for both social relations and
physical accessibility on campus. Based on the findings, there is a huge difference
between the participants™ experiences even depending on the former and current
rectors or deans. According to many statements, experiences show variation in

accordance with the administrator himself:

Rektor yardimcilarimizdan biri erisilebilirlik konusunda ¢ok ilgili. Onun
kisisel ilgi ve anlayisi ama yani. Ama dedigim gibi o gitse baskasi gelse durum
degisebilir ve biz daha ¢ok sikintilarla da karsilasabiliriz.

One of our vice rectors is very interested in accessibility. But this is his personal
concern and understanding. As | said, if he leaves and someone else comes, the
situation may change, and we may face more troubles.

Yeni gelen rektorle bunlar degisti ¢ok siikiir. Yillarint bu tiniversiteye vermig
biri olarak gergekten ¢ok ¢ektim o onceki yonetimden.

Fortunately, all these things have changed with the new rector. As a person
who has spent years for this university, | have really suffered the former
administration.

Engelim asistanken oldu. Sonrasinda yardimci dogent kadrom istendigi halde
o zamanki rektor kasith kadromu geciktirdi bekletti. Bana ozel bir durumdu.
Rektorliige gittim. Kadrom ben daha sinava girerken istendigi i¢in kadromun
¢oktan 6 ay dnce geldigini ama havuza atildigini ¢iinkii dekanimin istemedigi
i¢in bunun yapildigini ogrendim. O zamana kadar hi¢ kendisiyle de sorun
vasamamistim. Ama ilk sorun buydu. Sonrasindaki gorev siiresi boyunca da
mobbing yasadim. Sebep de ben neden onun lafimin iistiine laf koyup direk
rektorliige kadromu sormaya gitmigim. O beni burada istememis ben niye
istemisim kadromu.

| become disabled when | was a research assistant. Later on, when a position
for me as an assistant professor was requested, that rector delayed it
deliberately. It was a specific action against me. | went to the Rectorship. |
found out that the position was requested when | was taking the exam and my
position had already been awaited in the pool for six months because my dean
didn't want that. Until then, | had never had any problems with him. However,
that was the first problem. | faced mobbing during his tenure because he
thought 1 ignored his words and went directly to the Rectorship to ask my
position. He did not want me here and was bothered since | asked for my
position again.
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Depending on the findings, there are some participants who stated that they had
positive relations with and support from the administrators. Their support includes

being understanding for disability-based adaptations:

Derslere girerken yasadigim sorunlarda da dilek¢e verdigimde boliim yonetimi
destek oldu. Boliim yonetimi diger boliim yonetimleriyle de engelim igin
iletisimlerimiz de oldu ve her zaman kolaylik saglandi. Engelliligimle ilgili
sorunlar yasadigimda basvurularimi yapiyorum ve bu zamana kadar herhangi
bir engel ¢ikarilmad éniime. Ihtiyaclarimi karsilamaya calisiyorlar. Béliimiim
her olanag sagladigint da belirttim. Dile getirdigim stirece olmaz diye bir
seyle hi¢ karsitlagsmadim.

When | submitted my petition on the obstacles | faced in the classrooms, the
administration of department supported me. We also had contact with other
departments” administrations about my disability and they always assisted me.
When | have problems with my disability, | apply for accommodations. | have
never been faced to any obstacles. | would like to emphasize that my
department provides every opportunity. I've never faced anything that is
claimed to not happen.

Some administrators provide support for accommodation. However, there are a few
administrators who come with a question as “what can we do to support you here?”
rather than waiting for the complaints from the faculty members with disability. Some
participants state that they are grateful since they are provided by elevators or ramps
which are supposed to be already available for all universities without the disabled

person’'s demand:

Ama destekleyicilik anlaminda ellerinden geleni yapiyorlar. Derslerin giris kat
swnifa verilmesi asansor ses sistemi gibi ekstra seyleri yardim ediyorlar.

But they are doing their best to support. They help for extra things like
arranging my classes on the ground floor, providing the elevator or sound
system.

Based on some statements, there is a parallel relation between the positivity of their

acquaintance before disability and current professional relations:

Karar alma siireglerinde her zaman fikrim sorulur. Bu kazayr burada
calistyorken gecirdigim i¢in o doneme kadarki iliskilerim o zaman yarattigim
saygt ve sevgiden dolayr bana kazadan sonra da olumsuz bir sey yapmadilar
hatta daha da iyi dondiiler. Bu sakat bu bir seye yaramaz gseklinde bir
vaklasimla karsilagmadim.
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| have been always asked for my opinion in decision making processes. Since
| had this accident while working here, they didn't do anything negative after
the accident thanks to my relationships until that time and they even acted
better. I've been never treated like a useless cripple here.

Yonetim ya da boliim arkadaslarimla bir sorun yasamiyorum. Zaten
hukukumuz gecmise dayamyr. Yillardwr burada ¢alisiyorum sonugta. Onceden
de iligkilerimiz giizeldi zaten. Engelim sonradan oldugu i¢in ekstra bir sey
yasamiyorum. Bir derdim oldugunda yardim ederler ¢oziim bulurlar. Engelime
yonelik herhangi bir olumsuz tecriibe etmedim.

| don't have any problem with the administration or my colleagues in my
department. Our acquaintanceship dates back to old times. I've been working
here for years. We've had good relationships before, too. | do not experience
anything extra because | got disabled later on. When | have a problem, they
help and find a solution. | did not experience any negativity against my
disability.

There are also some administrators who are especially supportive for disability-related

studies. They ask for the problems and ways of restoring them:

Bazi seyler zamaminda swrf yapimis olmak igin yapilmis hani erisilebilir
olmasina gerek yok ama goriinsiin. Biz bunlari dillendirdigimizde yonetim siz
bunlari fotograflayin bize ulastirin biz gerekeni yapalim ded;.

Some things are just made perfunctorily in the past without aiming at
accessibility. When we talk about these issues, the administration tells us to
photograph them and present, then the administration will deal with them.

Yeni gelen rektoriin ricasi ile engelli birimde ¢alismaya basladim. Bu siiregte
de yonetime biz engellilige dair bir¢ok seyi anlattik. Yonetimin bilinglenmesini
sagladik. Bizimle siirekli iletisimde olmaya basladilar. Dolayisiyla o ilk
zamandan beri dahil oldugumdan karar alma siireglerine kattilar. Stratejik
plan hazirlanirken de dahil edildik. Ciddi katkilarda bulunduk.

| started working in the Disabled Students Unit upon the request of the new
rector. During this time, we have informed the administration about disability.
We have raised the awareness of the administration on disability. They started
to be always in touch with us. As a result, I have been involved in decision
making processes since | was involved in the first time. We were also involved
in the preparation of the strategic plan. We made serious contributions.

On the other hand, most of the participants expressed that they had some challenges
with the administration at work such as mobbing, negative discrimination, exclusion
and oppression depending on the administrator's personal judgements or preferences.

A participant stated that the department chair forced him to quit his job overtly:
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Buradaki béliim bagskan: firsat aveiligi yapti. Once “senin gozlerin gérmiiyor
tist yoneticilerin bundan haberi yok ben seni derslere sokarsam zor durumda
Kalirim” dedi. E ben dedim “madem 6yle konusun haberi olsun burada benim
sug¢um yok ki saglik neticede”. Daha sonra bana rektor beyle konustugunu ve
onun benim ¢alismami istemedigini soyledi. “Uzun lafin kisasi ben seninle
calismak istemiyorum” dedi... “Sana 1 sene miiddet tantyorum ya istifa et ya
emekli ol ya da kendine baska kurum begen” dedi... Sonrasinda rektér beyin
yanina gittim. Rektor bey beni anlayisla karsiladi ve kendisinin haberi yokmus
hi¢bir seyden.

The department chair here was an opportunist. At first, he said "you cannot see,
and the administrators do not know this; I will be in trouble if I let you teach”.
I said “then you can let the administration know since I have no fault here, it is
just my health in the end”. Then he told me that he talked to the rector and the
rector did not want me to work. “In short, I don't want to work with you”, he
said. “I give you a year to choose; quit, retire or find another institution” he
said. Then I went to the rectorship. The rector was understanding, and he did
not know anything about this issue.

Many participants stated that they faced both professional and social exclusion due to

the administrators™ personal decisions:

Dekan birine kizdigi zaman herkese o kisiyle kimse goriismeyecek
konusmayacak herkes yok sayacak diye emir verirdi. Benim disimda da onunla
sorun yasayanlar oldu ve her seferinde bunu yapti. Insanlar bizden kaciyordu
clinkii selam verirken dekan ya da istihbarat¢ilart haber verir diye
yvaklasamiyorlardi. Cok orselendim. Uykusuz kaldim ¢ok gece.

When the dean was angry at somebody, he would order everyone to ignore and
not talk to that person. There were people who had trouble with him, and he
did the same again. People used to run away from us because the dean’s spies
would see us talking and inform him about it. I've been so harassed. I could not
sleep for nights.

Boliim baskaniyla bir dersi vermek icin anlastik ve ben o ders i¢in hazirliklar
vaptim. Ama sonradan ogrendim ki ders baskasina verilmis. Gegerli bir sebep
de sunulmadi. Biiyiik ihtimal gérme engelim yiiziinden o ders bana verilmedi
clinkii dersi veren kisi aslinda bu dersi istemiyordu kendisinin ders yiikii
fazlaydi. Ne kadar da olsa o engele karst disardan bakilan onyargi oluyor.
Dezavantajla bashyoruz calismaya. Uziildiim yani.

The head of the department and | were agreed that | was going to give a course
and | got prepared for that course. But later on, | heard that that course was
given to someone else. A valid reason was also not presented to me. Probably
it was because of my visual impairment because that person did not want to
give this course since he had high teaching workload. There is always prejudice
against disability in the end. We start working with a disadvantage. | was so
sorry.
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Sonra biz hazirliklart yaptik ama o donem ne olduysa rektorliik beni bu
olusumun disinda birakti ve tiniversitenin baska bir birimini ge¢irdi. Hani biz
de yapabilirdik ama sonra okulun diger birimini kullandilar. Zaten engelli
geldigimiz i¢in nerde ne sikinti olabilecegine de hakimiz. Onlar da olsun ama
biz de olalim dedik kabul etmediler. Onlar tercih edilince de biz disarida
kaldik.

Then we made the preparations, but something happened, and the rectorate left
me out of this formation and put another unit in charge. You know, we could
have done this, but they used the other unit of the university. We come here as
disabled and we can detect where and what a problem might occur. We offered
them to include both us and them but did not accept it. Since they were chosen,
we were excluded.

Some administrators neglect disability since there are a few of faculty members with

disability:

Cogu engelliler icin zaten azlar aman ne zaman buraya ihtiya¢ duyacaklar
seklinde yaklasip gerekli diizenlemelere gitmiyorlar. Yapay sorunlar iireterek
engellilerin bir yerlere gelmesi engelleniyor.

They mostly assume that there are a few people with disability who would need
this place and do not implement necessary regulations. By creating artificial
problems, people with disability are prevented from improving.

Some participants overtly used the word mobbing while they were explaining their

experiences:

Idari olarak mobbing gérdiim tabii ki. Akademik ortam acimasiz. Bazi
gorevlere layik gormiiyorlar engelliyi. Burada bir¢ok kisiye gore birgok
asamayt fazlasiyla basarili gectim... Ne kadar hak etsem de engelim icin geri
plana atildim.

I've faced mobbing for sure. The academic environment is cruel. They assume
that the disabled do not deserve some tasks. | have been very successful in
many stages here compared to many people here. No matter how much |
deserve it, | have always been neglected due to my disability.

Ha sonrasinda mobbinge basladilar hemen. Okulda dekan ve dekandan gii¢
alan herkes bir zorlama ¢ikard. Rektorliigiin falan hi¢ haberi olmadi ama
gidip anlatmadim. Ben bir hafta raporluyken, benden izinsiz, nezaketen bile
sorma geregi duymadan benim derslerimi almiglar. Yani yasadigim en kiigiik
sorun bile bu.

Then they started mobbing immediately. The dean and anyone who was
empowered by the dean made a trouble here. The rector has never learnt it and
| have never told him anything. When | had a medical report to rest for a week,
they took my courses from me without bothering to ask for my permission.
That's the smallest issue I've ever had.
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The social relations at work have significant impact on both social and self-knowledge
of the faculty member. A participant expressed the impact of the discriminatory

practices of the administration on her self-perception:

Ben bu ise girdigimde anladim sakat oldugumu. Ondan oncesinde o cahil
dedigimiz halk bana béyle davranmiyordu. Bana o kadar yiiklendiler ki ilk
haftadan oyle davrandilar ki bir giin eve geldim aynaya baktim. Kendime “3
kurusluk sakatsin konusma” dedim. Kendi kendimi susturma yoluna gittim.
Giiciim tiikeniyor artik benim de. Is yerinde gérmedigim mobbing kalmadi.
Okulda bayan gozetmenlere normalde 2 saat kadar gézetmenlik yazarlar ama
bana 10 saatin tizerinde yazmaya basladilar. Saglik sorunlarim ilerledi ve iyice
yiiriiyemez hale geldim. Isi birakma karari alacak noktaya geldim. Ama
meydani onlara biwrakip gitmek istemedim ve siiriinerek de olsa ise gelmeye
karar verdim. Ki gercekten siiriinerek geldim.

| became aware of my disability when | started working here. Before that, the
people we assume ignorant were not acting like this. They acted so bad in the
first week that | came home one day, looked in the mirror and | said "you are
just a worthless person with disability, do not talk." I shut myself up. I'm
running out of power. | have faced every type of mobbing. Female invigilators
are mostly charged with invigilation for about 2 hours, but they ordered me to
invigilate for more than 10 hours. My health problems have progressed, and |
have become unable to walk. I've come to the point of making the decision to
quit. But | didn't want to let them win and decided to come to work, even
crawling. In fact, | really came crawling.

Some participants expressed that they were directly humiliated by the administrators

at work:

Daha ilerilerini anlatsam zaten sizin psikolojiniz bozulur kaldiramazsiniz.
Yiiziime kars1 yapilan hakaretler falan... Cok fazla sey yasadim ve mobbingin
resmi kaniti yok. Ailem dahil etrafimdaki herkes sus kimseye anlatma daha
biiyiik dert agma basina diyor. Sikdyet etsem yonetici inkar edecek ve yanina
kar kalacak.

If 1 talk about the rest, you cannot handle it, you would be depressed. Insults
directly to my face and more... I've had too much and there is no official way
of proving mobbing. Everybody around me, including my family, tells me to
stay silent and it's a bigger inconvenience than telling anyone to shut up. If |
complain, the administrator will deny, and get away with it.

Dekan “O ashinda kapinin oniine konacak ise yaramaz biri ama onu burada
tutan benim” demis insanlara. Ben fazlasiyla hak ettim yerimi. Ama hep bir
zorluk ¢ikarmaya ugrastilar.

The dean said “he is actually a useless person who should be dismissed but I'm
the one who keeps him here”. I totally deserve my position. But they have
always tried to make a challenge.
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As some participants mentioned, they feel obliged to prove their capacity to deal with
the prejudice of the administrator:

Hichir zaman diger hocalarla aym muameleyi gérmiiyorum. Ik baslarda
ozellikle saygi seviyesi bayagi diisiik oluyor. Ama bir zaman sonra kendimi
ispatlayinca her sey ¢ok degisti. Hatta olumlu tutum artt1.
| have never been treated in the same way as the other instructors. At first, the
level of respect is particularly low. But once | proved myself, everything
changed. Even there was an increase on positive attitude.

Some participants expressed that the administration is not aware of or does not
appreciate their effort to deal with disability while working:

Yoneticiler ile yasadigim en biiyiik giicliik benim engelimden kaynaklanan
giicliiklerle (bilgisayar kullanma, basili kaynaklara ulasma vb.) nasil bas
ettigimin ¢ok farkinda olmamalar:. Bu durum bana fazla is vermelerine neden
oluyor. Diger bir taraftan da bu durum, beni siirekli sikayet eder ya da
“engelini kullaniyor” konumuna diistirebiliyor.

The biggest challenge I have with administrators is that they are not very aware
of how | deal with the difficulties that arise from my disability (using
computers, accessing printed sources, etc.). Thus, they give me many tasks. On
the other hand, this situation reflects me as if | was constantly complaining or
taking advantage of being disabled.

Some participants stated that administrators aimed at hindering their work:

Rektor beye hi¢bir zaman kendim igin gitmedim ama ¢ocuklar icin bir engelli
merkezi actirmak icin konustum. Once boliim baskanima sorulmasi gerektigini
diistinmiis. O da “devletin kaynaklari boyle bog isler i¢in kullanilamaz”
seklinde yazmis. Kaldi ki projeyi kendi odamdan yiiriitecegim ekstra bir kiilfet
istemiyorum bu proje i¢in. Rektor de “atadigim adamin arkasindayim” diyerek
onlart korudu. Zaten bu yiizden o insanlar o kadar rahat mobbing yapabildiler.
Biz ¢alisma yapmaya ¢alistik¢a hep engellemenin bir yolunu buldular.

| have never talked to the rector for myself but talked to him for opening a
disability center for children. He thought it was necessary to ask the head of
my department for this. The head of department stated “the resources of the
state cannot be used for such trivial issues”. Besides, I did not ask for any extras
for this project and I was going to use just my own office. Then, the rector said
“I support the person that I have appointed” and protected him. That's why
those people were so comfortable while mobbing. They have always found a
way to hinder our studies.
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Many participants indicated that the deans hindered their accessibility and
accommodation in workplace instead of supporting:

Onceki dekan zamaninda asansér icin bir proje cizdirmistim ama o dekan
asansor yaptirmadi ve asansoriin yapilacagi yere yangin merdiveni yaptirdi.
Oysaki ben defalarca konustum buna ihtiyacim iizerine.

| had a project for the elevator drafted in the time of the previous dean, but that
dean didn't have an elevator made, instead he had a fire escape made to the
place where the elevator was supposed to be built. However, | have talked to
him about my need for the elevator many times.

En basiti oda paylasim konusunda bile arastirma gorevlisi Dr. olmama ragmen
diger arastirma gorevlileri daha sadece yiiksek lisanstayken tek basina odalart
var ama ben yardimci dogentlige yakin olmama ragmen iki kisilik odada
kaliyorum.

Even though | am a research assistant with PhD. and close to being assistant
professor, | have an officemate while other research assistants, master's
students, have personal rooms.

Ben de dekanla konustum. “Biz sana ¢ok sey yaptik zamaninda” dedi bana.
“Ne yaptiniz” diye sordugumda da “biz sana zemin katta oda verdik” dedi.
Aslinda hi¢hir hoca da zemin katta oda istemiyor ¢iinkii ¢ok giiriiltiilii oluyor.
Sonra da “klozet yaptirdik senin i¢in” dedi. Oysaki ben kendi cebimden
karsiladim o klozeti. Dilekge verdim yatirmadilar. Ben gittim klozet satin
aldim. Usta tuttum béoliime klozetli tuvalet yaptirdim.

I talked to the dean. He said “we have done a lot for you in the past”. And when
I asked what they did, he answered “we've given you an office in the ground
floor”. In fact, none of the instructors wants an office in ground floor because
it is always very noisy. And then he added “we have a water closet made for
you”. In fact, I paid the money for the water closet. I gave the petition for this,
but they did not have it done. | bought the toilet seat and hired someone, and |
had a water closet made in our department.

A participant stated that the dean did not provide a personal room even though he asked

for it, moreover the dean aimed at driving a wedge between him and his friend:

Aramizin a¢ilmast igin yakin bir arkadasimla ikimizi aym odaya almak
istediler. Ctinkii ben hem engelliyim hem de astimim var. O da ¢ok sigara icer.
Ona bunu soylediklerinde karsi ¢ikmis engelli oldugumu bireysel bir odaya
ihtiya¢ duydugumu soylemis karst ¢ikmas.

They wanted to put me and my close friend in the same office in order to
destroy our friendship. Because I'm disabled and have asthma. He smokes a
lot. When he was told to do so, he refused and told them my need for a personal
office due to my disability.
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All these statements show that the working life is mostly shaped depending on the
university administrators™ personal preferences. It can also be inferred from the
findings that the faculty members with disability face mobbing, social exclusion and
preclusion more than inclusion in decision making and institutional support. The
faculty member is expected to ask for the adaptation even when the administration is
totally ready to do it. If the faculty member had acquaintance with the administrator
before his disability, the administrator is more likely to be understanding and
supportive for the faculty member. On the other hand, the administrators are more
likely to not even hire a faculty member with disability. It is also inferred that the
severity of the disability impacts the administrator’'s approach. According to the
findings, while some administrators create problems for the blind faculty members,
some others may consider limping as a simple detail. The gender of the faculty member
with disability also has a role in the experiences; while two faculty members with the
same disability at the same university emphasized totally opposite circumstances and
the only difference was the gender. In this case, there are some cases when female
faculty with disability face double discrimination at higher education institutions.
Beyond the fact that the experience of faculty members with disability is up to the
subjective judgement of university administrators, the faculty members™ working life

is mostly negative in relation to disability.

4.3.2. Experiences with Colleagues

The participants stated that they generally have good communication with colleagues
and have social support. One participant stated that he had a fair environment and
democratic decision-making process depending on the institutional climate of that

university:

Cok iyi arkadagslarim var is ortamimda. Ortak dersler veriliyor mesela ve bir
ders 10-15 hoca ayni donemde veriyor. Ayni dersi veren hocalar i¢in haftalik
toplantilarimiz oluyor bir koordinasyon saglanmast igin. Tabi fikir ayriliklar
oluyor ama hi¢hbir zaman sert tartismalara donmiiyor. Herkes fikrini soyleyip
sonunda bir karar variliyor. Burada ogretim iiyeleri arasinda gergekten
iliskiler ve karar alma siire¢leri sorunsuz igliyor. Yeni ya da eski daha tecriibeli
ya da acemi gibi bir fark olmuyor. Ustiinliik ya da baski ortami yok yani.
Serbest bir ortam.
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| have very close friends at work. For example, we have joint courses and a
course is given by 10-15 instructors in a semester. We have weekly meetings
to coordinate the instructors who give the same course. Of course, there are
disagreements, but they never turn into arguments. Everybody presents his
opinion and a common decision is made in the end. Here, the relationships and
decision-making processes between the faculty members work really
smoothly. There is no difference between new or old, experienced or novice.
Neither superiority nor pressure. Such a free environment.

There are some participants who have social support at work from their colleagues.
One participant expressed that he was supported by his colleagues well during his

recovery and adaptation to disability:

Bu 4 yillik siiregte bu kurum kiiltiirii beni harcamad:. Beni dislayabilir emekli
eder ya da uzaklastirabilirlerdi. Ciinkii biblo gibi bir adamdim. Buradaki
herkes bana ¢ok biiyiik destek oldu. Belki dedigim gibi oriental kiiltiiriin etkisi
vardwr. Amerika’da olsam belki c¢iiriige ayirwrlardi ama burada beni
harcamadilar.

In this 4-year period, this institutional culture has not wasted me. They could
have excluded me or forced me to retire or alienate me. Because | was a man
like a trinket. Everybody here has provided me with great support. Maybe, as |
said, there was an impact of organizational culture. If | were in America, maybe
they would invalid me out of the institution, but they didn't waste me here.

Some participants expressed that their colleagues are very supportive in terms of doing

a shared study or carrying out a duty in accordance with their capabilities:

Elestirel yoniim ¢ok gii¢lii oldugu icin genelde fikrimi almak istiyorlar. Su an
arkadaglarim gercekten burada olmamdan mutlular. Ortak ¢aliyma igin de is
boliimiinii ona gore ayarlyoruz. Erisilebilirlik benim igin sikinti oldugunda
baska bir arkadasimin o isle ilgilenmesi. Benim daha bagarii oldugum
alanlarla mesela Ingilizce bir makalenin okunup incelenmesi gibi durumlarda
da ben ilgileniyorum.

| am mostly asked for my opinion because I am good at critical thinking. Now
my friends are really happy to have me here. For the joint studies, we share
work accordingly. When accessibility becomes a problem for me, a friend deals
with the task. I also deal with the tasks which | am better at like reading and
examining an article in English.

Mesela ortak derslerin sinavlarinda ¢ok fazla sinav kagidi oluyor ve ben gérme
engelli oldugum icin bu cihazi kullanarak okuyabiliyorum. Ama normal géren
birine gore okuma hizim ¢ok yavas oluyor. Bunu belirttigimde daha az yiik
verildi. Bi hoca 800 kagit okuyorsa ben 400 okuyorum. Yarum yiik. Harcadigim
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zaman sonugta iki katina ¢itkacakti normal yiik verilseydi. Aslinda kolaylik da
sagladilar yani. Yardimci olmaya da 6zen gosteriyorlar.

For example, there are when a lot of exam papers for the joint courses and |
can read them with this device because | am visually impaired. But comparing
to someone who sees, my reading speed is very slow. When | indicated this, I
was given less load. If an instructor reads 800 papers, | am supposed to read
400. Half load. The time | spent would have doubled if the normal load was
given to me. In fact, they actually provided convenience. They also care to help.

On the other hand, there are some participants who have problems with their
colleagues due to competition at work, jealousy or conflict of interests. A participant

stated that his colleagues took advantage of him being disabled:

Ben asla engelimi bir seylere ulasmak icin kullanmadim. Ama tam tersine
etrafimdaki arkadaslar benim engelimi kullanma girisiminde bulunmuslar.
Benim engelli oldugum igin bazi gorevieri yapamayacagimi ve gorevi kendileri
almasimin daha dogru olacagini savunanlar olmus. Benim engelime basarak
cok kisi kendisine avantaj elde etti.

| have never taken advantage of my disability. But on the contrary, the friends
around me attempted to abuse my disability. There were some people
advocating that 1 will not be able to do some tasks and it will be more
appropriate for them to take those tasks since | am disabled. Many people have
taken advantage of my disability.

According to some participants, jealousy occurs among the colleagues and they may

want to hinder these participants™ work:

Biraz da kiskanma durumlart oluyor ashinda. Ogrencilerim beni ¢ok severler
mesela diploma torenlerinde ¢ok fazla alkis altyyorum ama diger hocalar bunu
da kiskaniyorlar. Engelli oldugu igin 6grenciler aciyor ondan ¢ok alkisliyor
diyenler oluyor.

There's actually a bit of jealousy. My students love me very much. For
example, | am applauded by the students at the graduation ceremonies, but
other teachers get jealous of this. Some of them claim that my students do this
since they feel sorry for me since | am disabled.

Dogent olma siirecimde acayip aktiftim. Sonra bir yazisini gordiim bir hocanin.
Beni kalitemden dolayr degil de engelli oldugum i¢in bu ¢alismalara dahil
edildigimi iddia etmis. Ama benim bu alanda yaptigim ¢alismalar ve katkilar
ortada yani.

| used to work hard to be an associate professor. Then | saw a statement of a
faculty member. He claimed that | was included in these studies because | was
disabled, not because of my qualification. But the work and contributions |
have made in this field are obvious.
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A participant stated that he had faced social exclusion from his colleagues for years:

Buraya gelince cesitli uyarilar aldim. Ilk geldigimde birisi geldi anlatti.
Kendinden kiigiiklere adiyla hitap etme. Kimseyle goriismeyeceksin. Kimsenin
odasina girip ¢ikmayacaksin. Ben de dinledim onu. Hep kendi odamdayim.
Sadece selamlasirim onun disinda 6nemli bir sey varsa bir dakika goériisiiriim
baska da vakitlerini istemem. Dersime girer ¢ikarim ama kimsenin odasina
gidip de sohbet etmem. Kag¢ senedir buradayim ama gideyim de biriyle ¢ay
iceyim yapmadim yani”.

| received some warnings when | came here. When I first came, someone told
me not to address the younger colleagues with their names, not to meet anyone
and visit anyone's office. | obeyed it. I am always in my office. | only say hi. If
there is something important, | will talk for a minute and not ask for more time.
| give my courses, but | don't go to anyone's office and have a chat. | have been
here for many years, but | have never shared tea and chat with someone.

Some participants stated that there are some colleagues who use the field of disability
in order to just get some benefits even in academic studies even though they are not

interested in the rights of the disabled at all:

Insanlar engellilik konusunu ¢ok suistimal ediyorlar rant alani haline geldi.
Eger bir puan ¢ikart varsa ortada hemen dahil olurlar. Ama sadece engellilik
alanina katki olsun amacli ¢cok az ¢alisan ¢ikar.

People exploit the field of disability which has become a way of profit. If there
is a possibility of making profit, they will include themselves in the study. But
there are very few people who just want to contribute to disability studies.

[liskiler de ¢ok sahte. Senin iizerinden rant yapabileceklerse toplum icinde
sana yardim ediyor gibi davranip sov yapip sonra bas basa kaldiginizda
umursamiyorlar.

Relationships are also mostly fake. If they can get profit over you, they just
pretend to help you in the community to show off and then don't care when
you're alone.

Diin Otizm giintiydii. Her yerde otizmle ilgili paylasimlar etkinlikler
konferanslar. Bir sorsan otizm nedir cevap veremezler ama dyle gosteris
konusu oldu ki artik bu tiir durumlar.

Yesterday was World Autism Awareness Day. There were posts, events,
conferences on autism everywhere. If you ask them what autism is, they will
not be able to answer. However, it has become a way of showing of.

Engelli 6grenci biriminin basinda engeli olmayan birisi var. Ben istedim ama
izin vermediler. Engellilik alaninda buralarda bir rant yarisi var. Ben mesela
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engelli 6grenci biriminde ¢alissam daha faydali da olabilirdim. Ama onlar
bunu biz de diisiinebiliriz diyor.

The head of disabled students unit is someone who is not disabled. However, |
wanted to work there but they did not let me. There's a competition for profit
in the field of disability. For example, | could be more useful if | worked for
the disabled students unit. But they say “we can think of it, too”.

According to one participant, except for the social barriers, he had a hard time
communicating with other colleagues at conferences due to his visual impairment and

did not get involved in the social environment:

Benim genel olarak gérme engelimden de otiirii sosyal iliskiler kurmam daha
zor oluyor. Konferanslarda herkesin oniinde ismi yazar boyunlarinda asili
olur. Belki biraz agik sozlii olup gorme engellimden dolayr isminizi
okuyamiyorum denebilir ama herkesle bu konuyu konusmak sikici hale geliyor.
Konferanslarda konusmalari dinleyip insanlarin ¢caligtiklar: alanlari ogrenip
kendi konumu sunuyorum. Onun disinda konferanstaki sosyal etkinliklerden
yararlanamiyorum o acidan. Iletisim kurmamdaki zorluktan kaynaklanan bir
sey.

In general, it is more difficult for me to establish social relationships due to my
visual impairment. In conferences, everyone has a nametag hanged on their
necks. I may be outspoken and say “I can't read your name due to my visual
impairment”, but talking to everyone about this is getting boring. I listen to the
speeches, learn the studies that people work on and present my paper at
conferences. Other than that, | cannot benefit from the social events at the
conference. This is something resulting from the difficulty of my
communication.

To sum up, the participants have good communication with the colleagues, doing joint
studies and sharing workload depending on capabilities. As long as having good
communication and fair decision-making process is accepted in the institution, the
faculty members do not have problems at interacting with colleagues. On the other
hand, among the faculty members, there are some general problems mostly based on
competition. Disability has become a field which is exploited by some faculty
members whose only aim is to get the upmost profit from the studies. According to
some participants, there are also some faculty members who believe that the faculty
members with disability are incompetent and they are appreciated by the students or
other colleagues only due to their disability. Moreover, there are also some faculty
members believe that the disabled cannot be competent enough to be a part of faculty

and do not want to do joint studies with them. There are even some cases that the
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dean’s approach to disability affect the social interactions among the faculty members,
as long as the dean wants to exclude the disabled, the other faculty members can join

him.

4.3.3. Experiences with Students and Administrative Staff

Majority of the participants expressed that they have good communication with the
students. However, one participant stated that he has problems with communication

with the students, probably due to crowded classes and visual impairment:

Cok kalabalik siniflara ders veriyoruz o yiizden égrenciyle birebir iletigsim
kurmak ¢ok miimkiin olmuyor. Belki benim engelimin yarattigi bir eksikligim
olabilir. Insanlarla goz temasi kuramiyorum. Yani 6grencilerle belki kalabalik
oldugu icin belki de engelim yiiziinden ¢ok yakin iliskiler kurdugumu
soyleyemem. Insanlar:t goriintiisiinden degil seslerinden taniyabiliyorum.
Bunun olmast igin de bir siire konugmus olmamiz gerekiyor. Bir 6grencimi
derste gordiikten sonra 15 20 dk. sonra disarda gordiigiimde tantyamiyorum
mesela. Ogrencilerin degerlendirme formundan benim iletisimimin diisiik
oldugu ¢ikiyor. 5 iizerinden 3 4 arasi not aliyorum, bu da gelistirmem gereken
bir sey galiba.

We teach in very crowded classes, so it is not possible to have one-to-one
communication with the student. It may be a deficiency resulting from my
disability. I cannot make eye contact with people. Thus, | cannot say that | have
very close relations with the students, perhaps because of the crowded classes
or my disability. | can recognize people from their voice and not their image.
We need to talk for a while to recognize their voice. 15-20 minutes after seeing
a student in class, | cannot recognize him outside. It can be inferred from the
students' evaluation form that my communication is low. | get 3-4 out of 5 and
I guess this is something | need to develop.

Majority of the participants stated that they have a usual, mostly supportive, relation
with administrative and auxiliary staff. On the other hand, a participant stated that the
auxiliary staff did not carry out their usual duties for this participant due to the dean's

orders:

Ama onceki donemdeki dekan tiim memurlara da benimle konusmamalart icin
talimat verdiginden iliskilerimiz kisitlyydi. Hatta temizlik¢iler benim odami
diizgtin bile temizlemiyorlardi o dekanin emri yiiziinden.

Since the former dean ordered all the staff not to talk to me, we had limited
communication. Even the cleaners didn't clean my room properly because of
the order of the dean.
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Another participant emphasized that the administrative staff sometimes disregards

him:

Zaman zaman diger hocalara gore daha alttaymisim gibi davrandiklarin
hissettim.
| sometimes felt that they were acting like |1 was lower than the other faculty
members.

4.4. Accessibility and Accommodation

Accessibility is fundamental for equal opportunities while accommodation is the
second choice when accessibility is not enough any longer. Providing free mobility
and creating an inclusive environment which is always ready to welcome everybody
means accessibility. Accessibility is supposed to be always ready and available without
any requests or obligations to disclosure disability. On the other hand, removing
barriers for an individual upon request means accommodation. Accommodation means
the adaptations which cannot be presumed or standardized beforehand. There may be
some specific accommodations which are specific for each individual and cannot be
provided unless it is requested. In these cases, the individuals face the obligation of
disclosing their disabilities to get necessary accommodations. Table 4 presents the

emerged categories and codes for accessibility and accommodation.

Table 4
Categories and codes for accessibility and accommodation

o inaccessible campus

= |ack of elevators and ramps
lack of Braille tags and voiced directions
prevented by the administration
transportation without voiced direction
lack of institutional support
inaccessible housing
inaccessible library
inaccessible cafeteria
inaccessible classroom
inaccessible department building
in accessible office
inaccessible restroom

= inaccessible transportation on campus
o lack of accessibility to academic resources

= lack of Braille documents

= lack of voiced books
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Table 4 (cont’d)

= inaccessible library

= personal efforts to access resources
o accessible for academic resources

= institutional support

= assistive technology
o accessible campus

elevators and ramps
institutional support
support from administration
accessible housing
accessible library
accessible cafeteria
accessible classroom
accessible department building
accessible office
accessible restroom
= accessible transportation on campus
o acquaintanceship
= solving through acquaintance with administration
= acquaintance before disability
o administration’s impact on accessibility
= personal choices of administrators
= preventing deliberately
= full support

4.4.1. Physical Access on Campus

It is inferred that physical access on campus is also dependent on the administration's
commitment to provide accessibility. All of the participants are agreed upon the fact
that none of the campuses or university buildings are completely accessible. Most of
the libraries, cafeterias and buildings do not provide free mobility for the disabled.
Some of them have elevators and ramps for the physically disabled but they mostly do
not have enough lighting, Braille tags or voiced directions for the visually impaired
people. When the libraries are not accessible for the disabled, they have a service to
bring the requested book to the disabled faculty member or student. However, a
participant stated that a wheel-chair user cannot go upstairs, move among the
bookshelves and choose his book on his own. Thus, he has to ask the library staff for

help each time:

Kiitiiphanede bile engelli bireyler iist kata ¢cikamaz. Gergi kiitiiphanenin servisi
var. Ben de gorme engelli oldugum i¢in danigsmaya gidip ben engelliyim su
numaralt kitabr artyorum dedigimde onlar kitabt bulup getiriyorlar. Ama hani
yardim istemeden olmuyor. Mesela tekerlekli sandalyede bir 6grenci de bunu
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yapmak zorunda kaliyor. Hani belki kendisi ¢ikip yukari katlara kitaplar
incelemek istiyor ama béyle bir olanagi yok.

Even in the library, people with disability cannot go upstairs but the library has
an assisting service. Since | am visually impaired, | go to the help desk. When
| say that I am disabled and I am looking for a book, they find it and give that
book to me. But you can't get the book without asking for help. For example, a
student in a wheelchair has to do this. You know, maybe he wants to go upstairs
and look for the books there, but there's no chance of doing this.

A participant stated another problem about the library on accessing Braille or digital

versions of hardcopy documents:

Kiitiiphanenin Braille boliimii fazla aktif olarak ¢calismiyor. Basil kaynaklarin
dijital ortama aktarilmasi taleplerime yeterli cevap bulamiyorum.

The Braille section of the library does not work actively. My needs for
transferring printed resources to digital media are not met.

Some cafeterias on campus have accessibility problems such as lack of lightening, lack
of elevators or ramps. There are some participants who do not use the cafeteria since

they cannot access there easily:

Yemekhanemizde erisim yok. Merdivenden c¢ikarken yoruluyorum ama
ctkiyorum. Ama tekerlekli sandalyeyle olsam gidemezdim. Cogu zaman
gitmiyorum da zaten.

There is no access to our cafeteria. I'm getting tired of the stairs, but still I take
the stairs. However, | couldn't go there if 1 was in a wheelchair. Most of the
time | do not go to the cafeteria.

According to some participants, when the cafeterias are not accessible for the disabled,
auxiliary staff bring their meal. However, this practice is not the same for the students

in all universities:

Yemekhanede personel yardimi oluyor. Asil amag her seyi bireyin kendisinin
yapmasidir ama pek miimkiin olmadig icin personel ile yardimi yapilyyor su
an icin. Bu engelli ogrenciler icin de aynidir. Engelliler i¢in ayri bir masa falan
hazirlanmaz ama onu dogru bulmuyoruz.

There are staff to assist in the cafeteria. The main purpose is to let a person do
everything himself, but since it is not possible for now, assistance is provided
by the staff. This is the same for students with disability. We don't have a
separate table for the disabled; we don't think it would be right.
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Yemekhane igin sorun yasamvyorum ¢iinkii hocalar igin sistem giizel oturmus.
Tiim akademisyenler oturuyor ve elemanlar yemegi masaya getiriyor. Ama
engelli ogrenci i¢in aym degil, daha sikintili bir durum var. Turnikeden gelip
catal bigcak alip her seyi almasi ¢ok zor.

| do not have a problem with the cafeteria because the system is good for
teachers. All academics sit and the staff brings their meal. But it's not the same
for the students with disability and it is more troublesome for them. It's hard to
pass through the turnstile, get a cutlery and everything.

There is also a significant problem with mobility at universities resulting from lack of
elevators and ramps or accessible transportation. Even when there are, there is a lack
of Braille tags and voiced directions in elevators, on campus shuttles or buses, on doors

or in building, and on campus:

Sadece gorme engelli degil ama ¢ogu boliimde tekerlekli sandalye
kullananlara yénelik ¢ok bir destek saglandigi séylenemez. Mesela bizim
béliimde asansor yok. Boliim girisinde rampa var ama o da tekerlekli sandalye
icin degil de kantine mal falan tasimak icin yapimis yani dar ve egimi uygun
degil.

It is hard to claim that accommodation is provided for not only the visually
impaired but also wheelchair users in many departments. For example, there is
no elevator in our department. There is a ramp at the entrance, but it was made
for the canteen to carry products, it is narrow, and its slope is not suitable for
the wheelchair.

Sunu diigiiniin kampiise girdiniz ve etrafinizda hi¢bir tabela yok. Hani simdi o
alan size ne kadar erisilebilirse bana da o kadar erisilebilir. Binalarda braille
etiketler yok. Kapilarda braille isimlik yok. Kilavuz izler var ama yeterli degil.
Her sinifin kapisinda ders programlari asili oluyor ama onlar Braille olmadig
igin bana erisilebilir degil.

Imagine, you are on a campus and there are no signs around you. Now the
campus is accessible for me as much as it would be for you. There are no braille
labels in buildings. No braille tags on the doors. There is tactile paving, but it
is not enough. There are schedules hanged on the door of each class, but they
are not accessible for me because they are not Braille.

Kiitiiphane ve béliim binalarinda kapr numaralar: ve diger yonlendirmelerin
biiyiik puntolu ya da Braille olmamasindan dolay1 erigmekte giicliik yasiyorum.
Bazi asansorlerde sesli yonlendirmeler yok ve asansor tuslart erisilebilir degil.
| have difficulty in accessing due to the lack of large point or Braille door
numbers and other directions in the library and department buildings. Some
elevators do not have voice guidance and the elevator keys are not accessible.
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Many participants also expressed the deficiency and necessity of tactile paving on

campus:

Mesela bu belediyelerin yaptigi yerde bi bant uygulamast var. Gérme
engelliler i¢in ¢ok faydali oluyor. Ben mesela baston kullanmiyorum yiiriirken
ama karanlik oldugunda onu ayagimin altinda hissedip onu takip ederek
yiirtiyorum. Kampiiste boyle bir sey yok mesela ana hatlara bunlardan
vapilabilir.

For example, the municipalities provide tactile paving. It is very useful for the
visually impaired. | don't use a walking stick, for example, but when it's dark,
| feel it under my feet and walk by. There is no such thing on campus.

Gdorme engelli yolu yapmiglar ama o seritleri sadece bunu benim odama kadar
koymuslar. Ben ortopedik engelliyim oysa. Sanki gérme engelli 6grenciler
sadece benim odama gelecek. Ya da yine bir sari serit daha yapmislar yolun
sonu duvara ¢ikiyor. Engelli bireyleri dahil etmeden engelliler tizerinden bir
karar alinamaz. Yeterli olmaz.

They have made tactile paving, but they only put it to my room. However, |
have a physical disability. As if visually impaired students only come to my
room... There is also another tactile paving ending at a wall. A decision cannot
be made on individuals with disability without including them into decision
making. It would not be enough.

Some participants expressed that there is a need for automatic door which is mostly

regarded as a luxury by the administration:

Ben mesela bir kapmnin sensérlii ve siirgiilii olmasi igin hala ikna edemedik.
Mesela tekerlekli sandalyeli biri geldiginde hem kapiyt agip hem sandalyeyle
gecmesi ¢ok zor olacak. Ama maliyeti yiiksek geldi diye bunun bir liiks degil
zaruriyet oldugunu anlatamiyoruz bazen.

For example, we couldn not convince them for a door to be automatic and
sliding. For example, when a wheelchair user comes, it will be very difficult to
open the door and pass with the wheelchair at the same time. But since the cost
is high, sometimes we cannot explain that it is a necessity not a luxury.

Kampiisiimiiz genel olarak erisilebilir. Tek eksigimiz kapilarin otomatik
olmamast.

Our campus is generally accessible. The only deficiency is that the doors are
not automatic.

A participant stated that he had to quit his administrative duty due to lack of elevator

in the building to go upstairs and meet dean:
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Dekan yardimciligim oldu 6 ay kadar yaptim. Ama o oda iist kattaydi ama ben
yine zeminde kendi odamdan isleri yiiriittiim. Yine de siirekli dekanla
gortismem gerekiyordu yani giinde 3 4 kez ¢tkmam lazimdi ve iist kata ¢tkmam
artik kollarim iyice gii¢siizlestiginden ¢ok zorluyordu. Agrilarim hala devam
ediyor. Bu yiizden istifa etmek zorunda kaldim.

| used to be a vice dean for 6 months. But that office was upstairs, but | did
things in my own office on the floor. Still, | had to talk to the dean all the time,
so | had to go upstairs 3 or 4 times a day, and it became harder since my arms
got weak. | still have pain. That's why | had to resign.

A participant stated that he could not carry out some research studies since he could

not reach the laboratory due to lack of an elevator:

Arastirma igin bir de laboratuvar sorunu var. 3 yil oncesine kadar
laboratuvara gitmek igin kullanabilecegim bir asansor yoktu. Biz yillardir
soyledik ama ig giivenligi diye sonunda yeni yapildi. Hani asansor var ama
laboratuvarin ici yine erisilebilir degil. Inseniz bile masalarin aralarina
tekerlekli sandalyeyle gegilemez. Ben de orada yapmam gereken ¢alismalari
yapamadim.

For research, there's also a problem with the lab. Until 3 years ago, there was
no elevator that | could use to reach the laboratory. We have said this for years,
but it is made for job security in the end. You know, there is an elevator, but
the inside of the lab is still not accessible. Even if you reach the lab, you cannot
move among the tables with a wheelchair. | couldn't carry out the studies that
| had to do there.

A participant expressed that voice announcements are not provided on buses or shuttles

for the blind or visually impaired on campus:

Yurtdisinda gordiigiim otobiis duraklarinda otobiis duraga yaklasirken
otobiisiin numarasi hangi hatta ¢alistigi hoparlérden soyleniyor. Aksi takdirde
durakta bekleyen géremeyen kisi otobiisii géremiyor gelip geciyor yani. Mesela
kampiis icinde de boyle bir hizmetimiz yok. Ama bunun ringlere eklenmesi
gerekiyor.

In the bus stops abroad, when the bus approaches the station, the number of the
bus and the line on which it works is announced with the loudspeaker.
Otherwise a person with visual impairment cannot see the bus while waiting at
the stop. For example, we do not have such a service on campus. But this should
be added to the shuttles.

Some participants presented a problem about restrooms for the disabled in almost
every building on campus stating that restrooms for the disabled are used as store for

cleaning supplies:

71



Kampiisteki biitiin binalarda engelli tuvaletleri temizlik malzemesi i¢in depo
olarak kullamiliyor. Binadaki herkes saglikli olsa bile birisi ayagim kirsa ne
yapacak. Ya da engelli bir misafir geldiginde ne diyecegiz. O tuvalet hep bos
olmall.

The accessible toilets in all buildings on the campus are used for keeping the
cleaning materials. Even if everyone in the building is healthy, what are they
going to do when someone breaks his leg? Or what are we going to say when
a guest with disability comes? That toilets should always be empty.

While some participants stated that there is no housing on campus, the others stated
that their universities provide housing on campus. They mentioned that the houses are
generally accessible, but two participants added that the houses can be adapted or
modified on request:

Lojman basvurularinin belli kistaslart var. Akademik unvan mesleki tecriibe
falan gibi. Ama engelliler icin bir oncelik taninmuyor. Yazili bir sey yok ancak
engelli bazi hocalarimiza rektoriin tasarrufuyla bu lojman olanag: saglandi.
There are certain criteria to apply for housing. Academic title, tenure etc. But
there is not a priority for the disabled. There is nothing formal but some faculty
members with disability were provided with the opportunity of housing thanks
to the rector’s personal commitment.

The participants are all agreed upon the necessity of priority for housing of the disabled
on campus. However only one university have a formal rule on priority for the
disabled. They added that they have to solve the housing problem through
acquaintanceship with administration since there is no standardized rules and

regulations for the housing of the disabled on campus:

Lojman var burada. Ben dilek¢e verdim bina girisine de bir egim yaptilar.
Zaten zemin kattan bir ev verdiler. Ama engelliler icin bir éncelik durumu yok.
Genel puan sirasina koyuyorlar.

We have housing here. | gave a petition and they made a ramp at the entrance
of the building. They have already given me a home on the ground floor. But
there is no priority for people with disability. They put everybody in the overall
score row.

Mesela lojmanlar idari gorevi olan akademik personel i¢in oncelikli. Benim
idari bir gorevim yok ama rektor bey bana engelimden dolay1 bir torpil gecti
diyelim.
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For example, academic staff with administrative duties have a priority for
housing. | don't have an administrative duty, but the rector did me a favor for
my disability.

All participants believe that the classrooms are physically accessible, but they

sometimes have technological problems:

Uzaktan kumanda edebilecegim kablosuz cihazlar gibi yeterli yardimci
teknolojinin olmamast beni ders anlatirken sumirlandirtyor. Diger bir konu ise
sunumlart ekran okuyucu yazilim kullandigim igin siniflara siirekli kendi
bilgisayarimi tasiyor olmam. Is bununla da bitmiyor. Bilgisayarimin goriintii
aktarvmimi yapabilmek igin siniflarda yeterli donanim yok. Bu yiizden her
defasinda bilgi islem biriminden bir personelden yardim almak
durumundayim. Ders esnasinda kablolu  kulakltk  kullanmak  beni
smirlandiriyor. Kablosuz kulakliklarda da baglanti problemleri olabiliyor.
The lack of adequate assistive technology, such as wireless devices that | can
remotely control, limits me when | am teaching. Another issue is that | always
use my own computer because | use screen reader software. And that's not the
end. There is not enough hardware in the classroom to share my computer
screen. That's why | have to get help from a staff every time. Using a wired
headset during the course limits me. Wireless headphones may also have
connection problems.

The participants expressed that they have their own ways to improve the courses with

personal adaptations and assistive technology:

Ders anlatirken sorun yasamiyorum. Tahtaya yazi yazamamaktan
kaynaklanabilecek sikintyyr ise bilgisayar ve teknolojik imkanlar sayesinde
asyorum.

| do not have problems while teaching. | can overcome the problems of writing
on the board with the help of computer and technological facilities.

Osrencilerimle bazi yonlendirmelerle birlikte daha kolay ¢alisabiliyoruz.
Ornegin, bana gonderecekleri belgedeki resimleri betimlemelerini istiyorum.
Bunun disinda kagit iizerinden geribildirim vermek gii¢ oldugundan, e-posta
araciligiyla ogrencilerimin ¢alismalarini kontrol ediyorum.

I can work with my students more easily with some instructions. For example,
| want them to describe the pictures in the document they send me. As it is
difficult to give feedback on paper, | check the studies of my students via e-
mail.

Bana sinavi bilgisayar ortaminda yapmama izin verdiler. Bu benim i¢in ¢ok
gtizel bir gelismeydi. Ciinkii sinavi bilgisayar ortaminda yapmadigimda sinav
kagidini birine okutup onu dinleyerek not verme durumunda oluyorum. Bence
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kor bir akademisyenin en biiyiik zorlugu sinav kagidi okumak. Proje odevlerini
falan mail yoluyla aliyorum bilgisayar iizerinden okuyorum ama el yazisini
okuyan bir teknoloji heniiz gelismedi. Bu sebepten bir okuyucuya ihtiyag
duyuluyor. Birine baghsiniz. Ya da asistanlardan istiyorsunuz. Ben agik¢ast
baska birini iicretli tuttum bana sinav kagitlarint okumasi igin. Simav
kagitlarini okuyup ses kaydini bana dropbox iizerinden ulastiriyor. Ben de
excel dosyam iizerinden notlandirmay: yapiyorum.

They let me do the exam on the computer. This was a very good development
for me because when | do not do the exam on the computer, | have to ask
someone to read the exam paper and then | grade that paper by listening to him.
| think the biggest challenge of a being a blind academic is grading the exam
paper. | accept project assignments via e-mail, read them on the computer. But
a technology reading handwriting hasn't been developed yet. Therefore, a
reader is needed. You're dependent on someone. Or you ask the assistants.
Frankly, | paid someone else to read the exam papers. He reads the exam
papers, records his voice and sends me through the dropbox. Then, I grade the
papers on my excel file.

Derse ilk girdigimde aciklama yapiyorum. Insanlar sizi goriintiiniizden
tantyacak ancak ben sesinizden taniyacagim. Gelin bi seslerinizi kaydedelim.
Adt ne dersi niye aldr konuguyor. Ben de dinledik¢e taniyorum. Bir yandan da
cocuklar erisilebilirlik nedir onu gérsiinler istiyorum. Hani fotografimiz yok
ama sesimizden taniyor. Diyorum ayaga kalkan mutlaka adini da belirtsin. S6z
almak isteyen elini saklatsin ya da masaya elini vursun diyorum. Sunum
yaparken ogrenciler bluetooth kulaklik ve klavyem var. Ekran okuyucu
programla kullandigim i¢in ekran okuyucunun sesi kulakligimda ve bir yandan
da dgrenciyi dinliyorum.

I make an announcement when I first enter the class. People will recognize you
with your appearance, but | will recognize you from with your voice. Let's
record your voices. They say their names and why they have taken the course.
| get to know them as | listen to the records. | want them to see what
accessibility is at the same time. You know, we don't have a picture, but he
knows us with our voice. | tell the one, who stand up to talk, to say his name. |
tell them to flick or hit on the desk to talk. I have Bluetooth headset and
keyboard while the students are presenting. Since | use the screen reader
program, the screen reader is reading the presentation to my headset while 1
listen to the student presenting.

4.4.2. Resource Access on Campus

Regarding academic resource accessibility, as mentioned before, physically disabled

stated that they may have a problem with reaching the resources in the library when

its physical conditions are not enough. In this case, the library staff brings the resources

that they requested. Likewise, the blind or visually impaired are supposed to be

provided with optical devices, screen reader software and other assistive technologies.

74



However, this practice is not applied in all universities. While some participants have
full support from the institution, others try to find their own ways to access resources.
A participant who graduated from and works at the same university stated that his

university provided him the optical devices when he was a student there:

Bu gorme sorunumdan ve sinavlarda da bu cihazi kullanmam gerektiginden
bahsettim. Universitenin de bu konuda yardimci olabilecegini ve gerekli bir
cihaz yardimi yapilacagini soyledi. Yurtta da béliimde de ihtiyacim olacagi icin
daha portatif kiigiik bir cihaz iiniversite tarafindan saglandir ve mezun olduktan
sonra kiitiiphaneye bagisladim. Engelli ogrenci birimi biinyesinde kullanima
acild.

| talked about my visual impairment and the need to use this device in exams.
He said the university could help with this and the necessary device would be
provided. As | was going to need it in both the department and the dormitory,
a portable small device was provided by the university and | donated it to the
library after graduation. Disabled student unit let the other students use.

He added that he was provided with these devices while working, too:

Boliimiim her olanag: sagladigint da belirteyim. Mesela bu su an kullandigim
cihaza evde de bu ¢alismalarimi yiiriitiilebilmem igin ihtiyacim vardi. Onun
i¢in de BAP "a bagvurdum ve bu cihazdan bir de evde ihtiyacim oldugunu talep
ettim ve verdiler. Yani karsima engel ¢ikarimadan bu tiir taleplerim de
karsilaniyor.

Let me tell you that my department provides every opportunity. For example,
| needed this device at home to carry out my work. | applied for BAP (Scientific
Research Projects) and | requested a device which | need at home, too. And
they provided it. In other words, this kind of requests are met without creating
obstacles.

Likewise, another participant stated that disabled students unit made academic

resources more accessible for both students and faculty members:

Kaynaklar genelde erisilebilir. Sesli kitap alanimiz var hatta bayagu ilerletildi.
Braille baskili kitaplarumiz var. Word ya da pdf formatini alip ogrencilerin
bilgisayarlardaki programlar araciligiyla okuyabilmelerini sagliyoruz.
Hocalardan kaynaklar: alip pdf e ceviriyoruz sonra da Word’e. Ogrenciye
teslim ediyoruz.

Resources are generally accessible. We've got some audio books, and they're
quite advanced. We have Braille printed books. We take Word or pdf formatted
documents and enable students to read through programs in computers. We
take resources from teachers and convert it to pdf then Word. We present it to
the student.
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On the other hand, another participant mentioned that the university's website is not
accessible for the blind. The documents sent via e-mails are not in an applicable format
for screen reader software. He added that resource accessibility and data sharing

should be equal for each member of the university:

Universitenin web sitesi ¢cok kétii. Ayrica en basitinden proje cagri ve basvuru
siteleri erisilebilir degil. Su an EBYS iizerinden gelen dokiimanlarin ¢ogu
fotograf seklinde geliyor. Bunlarin erigilebilir olmasi lazim. Universite icindeki
bilgi paylasiminin esit bir sekilde yapilmasi lazim.

The university website is very bad. In addition, calls for projects and
application websites are not accessible. Currently, most of the documents sent
on EBYS (Electronical Document Management System) are in the form of
pictures. They need to be accessible. Information sharing within the university
should be equal.

Another participant emphasized that he does not receive support from the university
and has to access resources on his own, consequently this hinders his research studies
and slows him down. He added that assigning a staff to scan the requested documents

can be solution for resource accessibility:

Kurumsal anlamda bir destek kesinlikle gérmedim. Kaynaklara erisim
agisindan kendi ¢abalarimla bir seyleri asmaya ¢alistim. Tablolarin, sekillerin
betimlenmesi gibi konularda destek gorseydim, su ana kadar fiirettigim
makalenin iki kati yayin iiretebilirdim. Cevrimigi kaynaklarda sikinti yok. Ama
basili eserlerin erisiminde sikinti yagiyorum. Bunun ¢oziimii de iiniversitenin
bir elamanina ozel gerekgelerle talep olusmasi halinde ilgili kitap boliimlerini
taramak iizere gorevlendirmesi kadar basit. Ama ¢oziilmiiyor.

| have never had institutional support here. In terms of access to resources, |
tried to deal with it with my own efforts. | would have produced two times
more than the article | have produced so far, if |1 had the support for the
descriptions of tables and figures. No problem with the online resources. But |
have trouble accessing printed documents. The solution of this is as simple as
assigning a staff of the university to scan the related book chapters if there is a
demand for special reasons. But they do not solve it.

Likewise, some participants emphasized the necessity of providing the assistive

technology such as screen reader software and scanners:

Elbette ki ulasamiyorum. Basili materyalleri kendi imkanlarimla taratarak
gortintiilerini alvyyorum. Ardindan bunlari doc, pdf gibi dijital dokiiman
formatina doniistiiriiyorum. Ancak bu islem her zaman ¢ok saglhkli sonuglar
vermiyor. Kalin kitaplarin taranmast zor oluyor, kitaplarin ortasindaki
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kivriml kisimdaki yazilar taranmayabiliyor. Haliyle bunlar yazilarin bozuk
olmasina ve anlasilmamasina neden oluyor. Bu yolla elbette ki tablo ve sekiller
gibi gorsellere erisim saglamak pek miimkiin degil. Yine bazi yazi tiplerinin
doniistiiriilmesi giic oluyor. Ornegin bazi yazi tiplerinde “kitaplarin” yerine
“kitaplam” gibi doniistiirmeler olabiliyor. Bu en basit problemlerden birisi.
Of course | can't access. | get images by scanning them with my own resources.
Then | convert them to digital document formats like doc, pdf. However, this
process does not always provide correct results. It is difficult to scan thick
books, and the words on the curves in the middle of the books cannot be
scanned. As a result, this causes incorrect words and it becomes impossible to
understand them. It is not possible to provide access to images such as tables
and figures in this way. Again, some fonts are difficult to convert. For example,
“kitaplarin” is converted as “kitaplam” in some fonts. This is one of the
simplest problems.

Ekran okuma ve biiyiitme yazilimlari, basili dokiimanlar: dijital dékiimanlara
doniistiiren yazilimlar ve bu yazilimlarla uyumlu bilgisayar ve tarayici gibi
donanmimlarin, yani yardimci teknolojilerin saglanmasi 6nemli.

It is important to provide screen reader and magnifier software, software that
converts printed documents into digital documents and hardware such as
computers and scanners that are compatible with them.

4.4.3. Access to Academic Conferences

Majority of the participants expressed that they often attend conferences. Based on the
findings, their experiences vary according to the type of disabilities. Some of them

state that they need assistance while attending a conference:

Tiirkiye ‘deki kongrelerde sorun yasamiyorum belki nadiren kiirsiilerde sorun
olabiliyor. Artik yardim almaya da alistim birilerinin destegiyle kiirsiiye
ctkiyorum. Coguna da davetli olarak gidiyorum zaten.

| do not have problems at conferences in Turkey, there may be a problem with
the stages. Now | get used to getting help and I get on the stage with the support
of someone else. | attend most of them as a guest.

Kongrelere mutlaka bir yardimci ile katilmam gerekiyor. Bu da masrafin iki
katina ¢tkmasi anlamina geliyor. O anlamda zaman zaman zorlaniyorum.
Hastaligim nedeniyle ekonomi sinifinda u¢amadigim icin yurt disi kongrelerde
seyahat giderleri fazlasiyla yiiksek oluyor. Masraflar organizatér kurum
tarafindan karsilanmadiginda yurt disi kongrelere katilmam bir hayli zor
oluyor.

| must attend a conference with an assistant. And that means double cost. |
have some hard time in that sense. Because of my illness, I cannot fly in the
economy class, so travel expenses for conferences abroad are extremely high.
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It is very difficult for me to attend international conferences when the expenses
are not paid by the organizer institution.

A participant with visual impairment who generally attends conferences stated that he
chose not to go to a conference abroad since he did not know the local language and

accessibility would be a major problem:

Ingilizce konusulan bir iilkeye gitmek daha kolay. Ama mesela gegen sene
Polonya’da bir konferansa gitmek istedim ama tek basima gitmek riskli
oldugunu diisiindiim. Ingilizce bilen ¢ok kisi yok ve ben yol bulmak icin illaki
vardim  istemek zorunda kalacagim. Havaalaminda bile levhalart
goremeyecegim. Birine sormam gerekir. Havaalanindan konferansin oldugu
yere kadar yalniz gitmem gerekir. Bu durumda engelimden dolay: riskleri géze
alamayip o konferansa katilmadim.

It's easier to go to an English-speaking country. But | wanted to go to a
conference in Poland last year, but I thought it was risky to go alone. There are
not many people who speak English and I have to ask for help to find the way.
| can't even see the signs at the airport. | have to ask someone. | have to go all
the way from the airport to the conference on my own. In this case, | could not
take the risk because of my disability and did not participate in the conference.

Another one added that the reason why he does not attend any conferences is because
he is fed up with this job and isolated himself from society:

Hi¢ kongrelere gitmedim. Beni kiistiirdiiler meslege. Insan igine karismak
istemedim.

| have never been to conferences. They made me dissatisfied with my
profession. | did not want to meet people.

Many participants added that there are accessibility problems even at the conferences
on disability:

Engelli kongreleri bile engellilere asla erisilebilir olmuyor. Brosiirler Braille
olmuyor. Sunumlarda bir siirii gorsel oluyor anlaticilar olmuyor. Sunumlar
onceden paylasilmiyor. Kiiciik kitapgiklar dagitvyorlar ama higbiri benim
okuyabilecegim bir formatta sunulmuyor. Yemek alimlar: konaklama ulagim
dahi sorun oluyor.

Even conferences on disability are never accessible to people with disability.
Brochures are not in Braille. There are many visuals in the presentations but
not any narrators to describe them. Presentations are not shared in advance.
They distribute small booklets, but none are presented in a format that I can
read. Even getting meal, accommodation and transportation are troublesome.
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En son bir kongreye gittim. Otelin engelli odasinda tuvalet ve banyo
kullanamadim. Otellerin erisilebilirligi ¢cogunlukla sikintili. Gittigim otelleri
de diizeltmeleri i¢in uyarmam gerekiyor. Engelli amblemi koymus ama engelli
bireyin kullanabilecegi sekilde dizayn edilmemis. Klozet var ama tekerlekli
sandalye i¢cin uygun degil mesela.

| attended a conference and | could not use the restroom and bathroom in the
hotel's room for the disabled. The accessibility of the hotels is mostly
troublesome. | have to warn the hotels | stayed in order to make the necessary
adaptations. There is a sign for the disabled, but it was not designed to be used
by people with disability. There is a restroom but not suitable for wheelchair
users.

4.5. Job Satisfaction

Table 5 presents the emerged categories and codes for job satisfaction.

Table 5
Categories and codes for job satisfaction

o high job satisfaction
= contented with teaching
= contented with research
= contented with administrative duty
= contented with community service
o low job satisfaction
= discontented with teaching
= discontented with research
= discontented with administrative duty
= discontented with community service
o interactive faculty work domains
= adomain hinders another
= adomain supports another
o institution’s priority
o does extra work for the disabled and raise awareness
o supportive practices
= less workload
= sharing work according to capabilities
= accommodated when requested
o hindering practices
= individual deficiency
= preventing access
= social barrier
o discriminatory attitudes and practices
= not aware of the problems of disability
negative discrimination
positive discrimination
no discrimination
excluded
hindered
preclusion of administration and mobbing
feel obliged to prove his qualification
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Table 5 (cont’d)

o acquaintanceship
= solving through acquaintance with administration
= acquaintance before disability
o decision making

= included in decision making
= excluded from decision making
= democratic environment
= free expression

o lack of institutional support

o inaccessible campus
= Jack of elevators and ramps
= Jack of Braille tags and voiced directions
= prevented by the administration
= lack of institutional support
= inaccessible housing
= inaccessible library
= inaccessible cafeteria
= inaccessible classroom
= inaccessible department building
= inaccessible office
= inaccessible restroom
= jnaccessible transportation on campus

o lack of accessibility to academic resources
= lack of Braille documents
= lack of voiced books
= jnaccessible library

o accessible campus
= elevators and ramps
= institutional support
= support from administration
= accessible housing
= accessible library
= accessible cafeteria
= accessible classroom
=  accessible department building
= accessible office
= accessible restroom
= accessible transportation on campus

o acquaintanceship
= solving through acquaintance with administration
= acquaintance before disability

o administration’s impact
=  personal choices of administrators
= preventing deliberately
= full support
= administration’s impact on regulations
= administration’s impact on social knowledge
= administration’s impact on self-knowledge
= administration’s impact on social relations
= administration’s impact on staff

Regarding the job satisfaction on teaching, all participants have good communication
with their students and feel satisfied with their teaching. Yet, a participant stated that

he is not given the courses that he wants which results in lower job satisfaction:
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Kendi alamimdaki dersleri vermediler alan disi derslere girmek zorunda
kaldim. Baskalari veriyor o dersleri bana kalmiyor. Ama verdigim derslerime
giriyorum ve ogrencilerle de giizel iletisimiz oldugu i¢in giizel oluyor.

They did not let me give the courses in my field of study and I had to give the
courses of other fields. The others give those courses, | cannot. But | give my
lectures and | have good communication with the students.

Some participants stated that they are satisfied with their job due to its nature:

Is doyumu acgisindan kesinlikle en giizel mesleklerden. Ciinkii bir arastirmayi
yaprorsunuz ve yayinliyorsunuz. Beyninizi  kullanarak bir seyler
tiretiyorsunuz. Bir yerlere gelebilmek i¢in kimseye bir minnetiniz olmuyor.
This is definitely one of the best professions in terms of job satisfaction.
Because you do a research and publish it. You use your brain to produce
something. You do not have any gratitude to be able to reach something.

According to many participants, teaching workload restricts the time allocated for
research:

Bilimsel anlamda ¢ok ¢alisiyorum ve bu konuda beni engelleyen tek sey ders
yiikiimiin  fazla olmasi. Ders yogunlugu olmasa ashinda yaptigim giizel
calismalar var.

| work a lot for science, and the only thing that prevents me from doing this is
that | have too much teaching workload. If there was not too much teaching
workload, there are some good studies that | actually do.

Verdigimiz dersler zaman ve emegimizin biiyiik bir kismini aliyor. Arastirmaya
daha fazla agirlik vermek istiyorum ama bunu yapmanin yolunun da verdigim
derslere az emek harcayip sorumlulugu baskalarina yikmak oldugunu
diistinmiiyorum. Egitim gorevimin bilincinde ¢alisiyorum ve arastirmaya
aywrdigim zamani azaltict bir etki de yaratiyor yani.

The courses that we give take a large part of our time and work effort. 1 want
to give priority to research, but I don't think that the way to do this is to put the
lesser effort into the courses | give and put the responsibility on someone else.
I'm working with the awareness of my mission, and it reduces in my time for
research.

There are many participants feel satisfied with their job regarding community service
thanks to their work effort in the field of disability:

Topluma hizmet konusunda da biz sadece engelli ogrenci igin degil de ¢evre
sehir ve ilgelerdeki de engelli ¢ocuklart goniilliiliik esasina dayanarak
dogumundan itibaren geligimlerini destekliyoruz. Ailelerini bilgilendiriyoruz
ve belli araliklarla takip ediyoruz. Yas sinirlamasi koymadan boyle ¢alisiyoruz.
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Bir arkadasimiz da kampiis disinda gérme engellilere bilgisayar kullanma igin
kurslar veriyor. Yine de genel olarak yaptigim isten tatmin oluyorum.

In terms of community service, we support not only the students with disability
but also children with disability in the cities and districts and their development
since their birth voluntarily. We inform their families and follow them at
regular intervals. We work for this without age limitation. A friend also gives
courses for using computers to students with visually impairment. Still, I am
satisfied with my work.

10 yildan fazla bu birimde ¢alistyorum. Burada amacimiz sesli kitap ve e-Kitap
tiretmek. 2500 civart da goniillii okuyucumuz var. 7000’e yakin da gorme
engelli iiyemiz var. 30000 civari eser var sistemimizde. Ikinci isimiz ise
tiniversitemizdeki engelli ogrencilerimize destek olmak. Ister Braille, ister
biiyiik puntoda, ister dokunsal sekil burada ¢iktisini alabilirler. Diger engel
gruplarindaki ogrenciler igin de ac¢igiz. Bireysel uyarlama mektuplart
yaziyoruz. Festivaller diizenliyoruz. En ¢ok topluma hizmet yapryoruz galiba.

| have been working in this unit more than 10 years. Our aim here is to produce
audio books and e-books. We have about 2,500 voluntary readers. We have
almost 7000 members with visual impairment. There are about 30000 works in
our system. Our second task is to support our students with disability in our
university. They can get documents in Braille, in big points or tactile shape
here. We also accept for students with other disabilities. We're writing
individual adaptation letters. We organize festivals. | think we're mostly
working on community service.

Minority of the participants who have full support from the university stated that they
are fully satisfied with the studies that they have conducted regarding all academic
duties. Majority of the participants work for disability-based studies either with the
Disabled Students Unit or as a volunteer. All those participants feel content and
satisfied with their work in community service and administrative duty. Moreover,
there are also some participants who have administrative duties such as dean,
department chair or other positions. The participants who have an administrative duty

feel satisfied with their work:

Yaptigimiz calismalardan ¢ok giizel tatmin olmus durumdayim. Ozellikle
engellilik ve erisilebilirlik alaninda bir¢ok gelisme ortaya koyduk ve projelerde
oncii olduk. Ogrencilerimizle yaptigimiz derslerde de onlarin bu konuda
bilinglenmelerini sagladik. Tiirkiye ¢apinda bir¢ok yerde verdigim egitimler
konusmalar derken arastirma ve bilim anlaminda evet tatmin olmus
durumdayim. Ki bunlar topluma hizmete de girer zaten. Dolayisiyla bu
alanlarin hepsinde de aktif oldugumu ve is doyumumun yiiksek oldugunu
soyleyebilirim.

| am very satisfied with the work we have done. Especially in the area of
disability and accessibility, we have made many improvements and we became
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a pioneer for projects. In our courses with students, we have raised their
awareness on disability. 1 give presentations and lectures in many places
throughout Turkey and consequently | feel satisfied with research and science
which are also involved in community service. Therefore, | can say that |
actively work in all of these areas and my job satisfaction is high.

Most participants stated that their job satisfaction for research is low due to the

negative experiences and problems at work:

Engelim olusana kadar tabii aktif olarak ders anlattigim icin is doyumu
noktasinda hi¢ sikintim yoktu. Ama sonrasinda iste buradaki amirle olan
tartismalar falan ¢ok sorun oldu. Su an zaten arastirma ya da topluma hizmet
noktasinda hi¢chir ¢alismam yok. Ama ders anlatirken mutluydum yani. Su an
anlatamadigimdan sadece danigmanlikla idare etmeye ¢alisiyorum.

Since | used to give courses actively until I become disabled, | had no problems
with job satisfaction. But then there was a lot of problem after the arguments
with the administrator here. At the moment, | do not have any work for research
or community service. But | used to be happy when I was teaching. Since |
can't teach now, I'm just trying to enjoy counseling.

Arastirma i¢in de durmus noktadayim. Yagadiklarim beni bu hale getirdi artik.
Hi¢bir sey yapacak giiciim kalmadi. Duygularim beynim yiprandi. Dedigim
gibi isi birakmay: diisiiyordum bir siire. Herkes birbirine yardim eder ama ben
bireysel ¢alistyorum. Birkag kez onerdim ortak ¢alismayr ama kimse istemedi.
Onlar birlesip kendi aralarinda ¢alistilar ama beni kabul etmediler dabhil
etmediler.

| left off research. What | have been through has made me this way. | do not
have the strength to do anything. My feelings and my brain got exhausted. Like
| said, | have been thinking about quitting. Everyone helps each other but |
work individually. 1 suggested doing a joint study a few times, but no one
accepted. They joined together and worked together, but they did not accept
and include me.

A participant stated that he has some problems on research for accessibility and social

attitudes towards disability:

Ha fiziksel anlamda diisiiniirsek calisigim alan geregi bi dag koyiine
gittigimde tabii ki sorun yasiyorum. Belirli seylere ulagimda sorun yastyorum
tabi. Ha orada dar bir alana gittiginde engelinden dolay: insanlar seni ciddiye
almayabiliyorlar da.

Considering physical accessibility, of course I have trouble when | work in a
mountain village due to the area itself. | have trouble accessing certain things.
People may not take you seriously because of your disability.
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Some participants emphasized the importance of including an individual with
disability in the decision making positions to get the upmost benefit but there are some
administrators who think it is unnecessary to do so. They were not included in the
disability studies at the university stated that they were discouraged since they were

excluded from those studies:

Toplumumuzun buna ihtiyact oldugunu diistintiyorum. Topluma hizmet i¢in
buradayiz. Sehri de gelistirmemiz lazim... Aslinda engelliler icin de ¢ok sey
vapmak istiyorum ama engelliyorlar. Engelsiz o6grenci biriminin basinda
engeli olmayan birisi var mesela ben istedim ama izin vermediler. Engellilik
alanminda buralarda bir rant yarist var. Ben mesela engelsiz 6grenci biriminde
caligsam daha faydali da olabilirdim. Ama onlar bunu biz de diisiinebiliriz
diyor. Engelliler icin kendi varsayimlar: iizerinden varsayimlar tizerinden
¢coziimler iiretiyorlar.

| think our society needs it. We are here to serve the community. We have to
develop the city... In fact, | want to do a lot for the disabled but they are
hindering me. Someone who does not have a disabilty is managing the disabled
students unit. However, | wanted to work there but they did not let me. There's
a competition for profit in the field of disability. For example, | could be more
useful if I worked for the disabled students unit. But they say “we can think of
it”. They provide solutions for people with disability depending on their
assumptions.

Some participants stated that having an administrative duty prevents other duties like

research or teaching:

2 tane boliimiin boliim baskanvyim. Tabii ders verme calismalarina zarar
veriyor idari gérevin ¢ok olmast ama bu engelim disinda bir sey zaten. Bir de
burada hoca sayimiz az oldugu icin ders yiikiimiiz de ¢ok.

| am the department chair of two departments. Of course, there is a lot of
administrative duty that prevent the teaching workload but it is something other
than disability. In addition, we have a few instructors here and we have high
teaching workload.

One participant stated that even though he was the department chair, he was not

actively involved in decision making:

Boliim baskanligr yaptim ama zorluydu yine. Yapilan islere alinan kararlara
cok katilmadim. Kendi rizamla da biraktim sonra. Zaten giiniin sonunda herkes
kendi istedigini yapryor yaptiriyorsa ben neye ¢aba vereyim.
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| used to be a department chair, but it was difficult again. I did not agree with
the decisions taken. | quit the duty willingly. At the end of the day, everyone
does what he wants so why would | try?

To sum up, faculty members™ job satisfaction is shaped by the experiences at work and
the impact of these experiences on their self and social knowledge. As long as the
professional relations with the administration and colleagues are effective and
supportive, the participants feel as a part of that institution and they get motivated.
When there are issues with the administration or colleagues such as discrimination and
mobbing, the social environment is perceived as hindering and excluding, resulting in
lower self-confidence and sense of belonging. This case decreases the faculty
members™ motivation to work. The physical conditions at university also impact the
faculty members™ motivation and satisfaction at work. As long as the participants are
provided with physical accessibility and access to academic resources, or at least an
administrator who is willing to provide accommodation, they can work effectively and

motivated to do more.

4.6. Suggestions for Improving HEIs

Participants highlighted that the charity-based approach should be eliminated, and
rights-based approach should be emphasized. The society's awareness on disability

should be raised:

Bu noktada devletin bazi sorumluluklar: var. Engelli yardima muhtag
anlayisinin -~ degismesi  ve  kosullar  saglandiginda  basarabilecekleri
diigiiniilmelidir. Béoyle tek tiik kisiler ilerleyebiliyor belki ama benim bildigim
genelde bir noktada kalabiliyorlar. Olanak saglanirsa engelliler arasindan da
¢ok basarili insanlar ¢ikacaktir. Hem maddi hem manevi destekler saglanmali.
Hani bir aylik verdik sosyal devlet gorevimizi yerine getirdik degil.

At this point, the state has some responsibilities. The perception of the disabled
as needy should be changed and it should be accepted that they can achieve as
long as the necessary conditions are met. Such a few people can progress, but
I know that they usually stop at some point. If people with disability are
provided with opportunities, they will also be very successful. Both financial
and moral support should be provided. It is not just about giving grants and
fulfilling the duty of being a social state.
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Tiirkiye 'de maalesef engellilerin istihdami konusu sadece bir sosyal destek gibi
algilanmaktadir. Ureten bir birey olarak iilkeye katki saglayabilmek icin
yvalnizca firsatlarin olusturulmas: gerektigine inantyorum.

Unfortunately, the issue of employment of people with disability in Turkey is
perceived as just a social support. As a productive individual, | believe that
only providing opportunities is necessary to contribute to the country.

Genel olarak zaten toplumda engellilere yonelik bir anlayisin degismesi lazim.
Engelliyi yardima muhtag diye degil de belli kosullar saglandiginda verimli
sekilde calisabilecek bireyler olarak goriilmesi lazim. Bu konuda toplumun
bilin¢lendirme ¢alismalart yapilmasi lazim. Mesela bazi bakanlar devletin
verdigi yardimlart sadaka veriyormus gibi yansittilar. Engelliler yardima
muhtag kisilerdir iste bunlara yardim edelim a¢ kalmasinlar aileleri bakimini
yiirtitsiin. Birilerinin yardimiyla yasayabilirler sadece gibi. Béyle bir anlayisin
olmamast lazim.

In general, understanding of people with disability must change in society.
People with disability should be seen as individuals who can work efficiently
when certain conditions are met instead of dependent people. Studies to raise
awareness on disability of the society should be carried out. For example, some
ministers reflected the state's aid as if they were giving alms. They think of
people with disability as in need of help and they can help them not to starve,
let their families keep caring for them and they can only live with the help of
others. There should not be such an understanding.

Participants stated that the individuals with disability should be included in the
disability-based works and decision making to be more effective on assisting instead

of hypothetically coming up with presumed solutions:

YOK “iin engelli 6grenciler icin bir komisyonu var ama o komisyonda bir tane
engelli ogrenci var. Hatta yine boyle bir komisyonda hi¢bir engelli yok.
Engellilik iizerine yapilan ¢alismalara hi¢bir engelli dahil edilmediginde
engellinin olmadig: bir ortamda alinan kararda ¢oziim olmuyor.

YOK has a commission for students with disability but there is only one student
with disability in that commission. Even there is no disabled in a commission
like this one. When no disabled is included in the studies on disability, the
decision taken in such an environment where there is no disability will not be
a solution.

Yurtdisina ilk gittigimde ¢ok sasirmistim. Hocalar gelip biz sana nasil yardim
edebiliriz diye soruyorlardi donem basinda. Hayal edemeyecegim seyleri
onceden hazirlamislardi. Derslerde parasi ddenerek bana not tutacak
ogrenciler hazirdi. Kampiisii tamimam i¢in oryantasyon programi verildi.
Kitaplar taranip online formatinda bana gonderdiler. Sinav igin ek siireyle ayri
salon ve okuyucu ayarladilar. Hayalini bile kuramadigim her sey orada vardi.
Hicbir tane bile AA disinda notum olmadi ¢iinkii onlar ¢alisma sartlarimizi
esitlemisti. Dedigim gibi gerekli adaptasyonlar ve altyap: saglandiginda ben
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de basardim. Bizde sen nasil bu isi yapacaksin engellisin eksiksin yaklasimi
var. Oralardaysa tam tersi. Sen bu isi yapabilirsin ama sadece bize seni
desteklemek i¢in ne yapmamiz gerektigini séyle. Tutum bile ¢ok onemli.

| was very surprised when | first went abroad. The teachers asked me how they
could help me. They had prepared things that I couldn't have imagined before.
The students were paid beforehand and ready to take notes for me during the
lessons. Orientation program was provided to get to know the campus. The
books were scanned and sent me in online format. For the exam, they have
arranged a separate class, extra time and a reader. There was everything |
couldn't even imagine. All my grades were AA because they had equaled our
conditions to study. As | said, | was able to achieve when the necessary
adaptations and infrastructure were provided. We have this approach “how can
you do this job? You are disabled and deficient”. They have the opposite there
like “you can do this, but just tell us what to do to support you?” Even the
attitude is crucial.

Participants stated that the Council of Higher Education is expected to prepare a
comprehensive strategic plan on improving the conditions at universities and facilitate
and encourage Disabled Student Units for their unique practices and endeavors to

support the individuals with disability on campus:

YOK hala bu konuda bir strateji gelistirmis degil. Kisa orta uzun vadede séyle
hedeflerim var, iiniversitelere su kadar ddenek verelim demesi gerek. Mesela
bu bayrak odiillerinde mekansal erigilebilirlik diye bir madde var. Asansér var
mi kapt genis mi falan sorulari. 1991 de ¢ikan standarda gore zaten yapilmis
olmasi gereken seyler. Tik atip gegiyorsun.100 iizerinden 75 alirsan al sana
bayrak. Ama ozgiin seyler sorulmamis. Universiteniz engelliler icin 6zgiin
olarak ekstra ne yapior ne fark yaratiyor denmemis. YOK ve engelli
ogrenciler birimi arasinda ugurumlar var. Mesela ben engelli ogrencilerimiz
icin bir ara¢ ayarladim. Cocuklarin evden derse ve dersten eve ulasimlarin
saghyor. Ya da ¢olyak hastalarim listeledik ve yemekhanenin onlar igin ayri
menii hazirlamasint sagladik. Hani bunlar: duyursalar diger iiniversiteler de
ornek alir.

YOK (Council of Higher Education) has not developed a strategy on this issue
yet. It should have goals in short, medium and long terms and subsidize the
universities accordingly. For example, there is a principle as spatial
accessibility for the flag awards. The questions are about the elevator, the width
of a door, etc. those are the things which should have been done according to
the standard implemented in 1991. You just tick and go on. If you get 75 out
of 100, you can get a flag. But there is no question for original implementations.
They do not ask for the different implementations that the university does or
the extras that the university does for the disabled. There is a communication
gap between YOK and the disabled students unit. For example, I set up a
vehicle to transport the disabled students between home and campus.
Moreover, we listed the celiac patients, and we made the cafeteria prepare a
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separate menu for them. If the other universities hear these, they will do the
same.

Participants emphasized the necessity of legislation on forbidding discriminatory

discourses to provide an equal social environment:

Ayrica, ortiik on-yargi ve nefret soyleminin yasal boyutta su¢ olmasi gerekiyor.
Bu sadece engel ile ilgili bir durum degil. Kilolu olmak, yash olmak kisacasi
normal disinda kalmak bu soylemlere maruz birakiliyor. Onyargt ve
microaggression soylemlerinin  su¢ kabul edildigi bir ydnetmeligin
olusturulmasi gerekir. maksimum erisilebilirlik, minimum pozitif ya da
negative ayrimctlik prensibinin benimsenmesi gerekir.

In addition, implicit prejudice and hate discourse must be legally regarded as a
crime. It's not just about disability. Being overweight, being old, in short, being
out of normal causes exposure to these discourses. A regulation in which the
discourses of prejudice and macroaggression are considered as crime.
Maximum accessibility, minimum positive or negative discrimination should
be implemented.

Yonetim adil olmali. Engelli ya da saglam gibi bir ayrima diismeden tiim
personeli esit sartlarda degerlendirmeli. Ha ama ekstra bir ihtiyag¢ oldugunda
da ciddiye almali. Ben bir rampa ya da asansor talep ettigimde bastan savmak
yerine ihtiyaci gidermek igin ¢oziim bulmali. Bu tiim tiniversitelerde tiim
boliimlerde olmasi gerekir. Mesela ben su an baska bir tiniversiteye gecmeyi
diigtinemiyorum. Alirlar mi almazlar mi? O tiniversitenin ortami nasil olacak?
Orada rahat edecek miyim?

Administration must be fair. They must evaluate all staff on equal terms
without segregating the disabled or nondisabled. Oh, but when there's an extra
need, it should be taken it seriously. When | request a ramp or lift, a solution
should be presented to solve the need instead of neglecting me. This should be
the same in all departments, all universities. For example, I can't think of going
to another university right now. Will they accept me or not? How will the
environment of that university be? Will | feel comfortable there?

To provide equality, participants emphasized the necessity of standardization of the
rules, regulations and practices on disability in terms of both social and physical

conditions and effective control mechanism for all these practices:

Her zaman maddi imkanlar ¢ok yeterli olmayabilir ama yasal bir zemine
oturtuldugunda daha pratik ¢oziimler gelebilir. Engelli birey bagvurdugunda
ve kurum ihtivact karsilamak istemediginde o bireyin yasal haklarini
arayabilmesi i¢in yasal bir zemin gerekiyor. Ve bunun kontrol edilmesini
saglayacak giizel ¢calisan bir kontrol mekanizmasi gelistirilmelidir.

88



The financial opportunities may not always be sufficient, but when they are
implemented legally, more practical solutions may come. A legal basis is
required for an individual with a disability to seek his legal rights when he
applies and the institution does not want to meet his needs. And a well-
functioning control mechanism should be developed to control this.

Bazi ¢alismalar yapilmis olmast ig¢in yapiliyor, islevsiz. Diizenlemeler
degisiklikler yapilsa bile takibi olmuyor. Kontrolii denetlemesi olmadigi stirece
de engelliler hala engelli.

Some works are done just to show, nonfunctional. Even if some regulations
and adaptations are done, they are not tracked and checked. Disabled people
are still disabled since there is no control.

Participants stated that institutional support is necessary to provide accessibility to
academic resources by providing necessary software or assistive devices or hiring staff
to scan the documents, prepare Braille documents or voiced books to provide equal

chances to access information:

Firsat esitliginin olusturulmast igin tiniversite yonetimi ve yiiksek ogretim
yoneticilerinin ozellikle yardimci teknolojilere yonelik ek oddeneklerin
olusturulmasi icin girisimde bulunmalar: gerekmektedir. Bunlarin olduk¢a
pahali teknolojiler olduklarint vurgulamak isterim. Yani diger insanlara daha
az bagimli hale gelmemiz igin firsatlar saglanmalidir.

In order to establish equality of opportunity, university administration and
higher education leaders should take the initiative to create additional funds for
assistive technologies. | would like to emphasize that these are quite expensive
technologies. In other words, opportunities should be provided for us to
become less dependent on other people.

Braille dokiiman hazirlama siirecinde uzman kisilerin yer almasi gerekir. Bu
okuyucu ekranlarin gorme engelli akademisyenlere saglanmasi gerekmektedir.
Sesli kitaplarin profesyonel olarak ve seslendirme konusunda egitim almig
bireyler tarafindan okunmasi gerekir. JAWS Windows tabanli bilgisayarlarda
Office uygulamalariyla etkilesimi artirilmalidir. Ayrica JAWS ile uyumlu
olarak ¢alisan Tiirkge sentezleyici seslerin gelistirilmesi gerekmektedir.

In the process of preparing Braille documents, experts should be involved.
These screen readers should be provided to the faculty members with visual
impairment. Audio books should be read by professionals who were trained in
dubbing. The interaction of JAWS with Office programs should be increased
on Windows computers. In addition, Turkish synthesizer sounds that are
compatible with JAWS must be developed.

Minority of the participants support the disability hiring quota and regard this as the

last chance due to negative discrimination. They are actually against any kind of
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positive discrimination or quota for the disabled; however, given the circumstances in

our country, they believe that a fair recruitment process is almost impossible:

Ben ac¢ik¢ast normal sartlar altinda kota uygulamasina karsyyim ama sadece
tiniversite ic¢in degil biitiin kuruluslarda. Bir kisi yeteri kadar donanimli
olmadigi halde sirf engelli oldugu i¢cin kuruma alinabilir. Kota yerine tam tersi
¢ok daha seffaf olmali. Kanunlarda hi¢bir insanin engeli aleyhine kullanilamaz
diye bir ibare var. Ama iilkemizin sartlari ve insanlarin mentalitesi kota
olmasint gerektiriyor. Su sartlarda maalesef engeli olan bir insan ne kadar
donamimli olursa olsun ¢ok daha az donamimli ama engelsiz birine gére is
bulmakta ¢ok daha biiyiik zorluk ¢ekecektir. Bunun éniine gegmek i¢in de belki
mecburiyetten bir kota gerekebilir. Ama tabi keske o kotadan oénce secim
siirecinde daha seffaf olunmast daha giizel olurdu. Miilakat esittir torpil
algisimin ontine gegilmesi lazim. Daha objektif ve nesnel adimlar atilmal.
Frankly, 1 am against the application of quota under normal circumstances, but
not only for the university, but for all organizations. A person can be accepted
to the institution due to his disability even if he is not qualified enough. Instead
of quota, it should be much more transparent. There is a statement in the law
that no man's disability cannot be used against him. But the conditions of our
country and the mentality of the people require a quota. Under these
circumstances, no matter how well-qualified, a person with a disability will
have much more difficulty in finding a job than a non-disabled person who is
less qualified. To avoid this, perhaps a quotation may be required. But | think
it would be better if the recruitment process was more transparent rather than
quota. The perception of interview means nepotism should be abandoned.
More objective steps should be taken.

Majority of the participants expressed that they are against the disability hiring quota
since they are against any kind of discriminatory practices. Instead, they demand a

standardized fair and transparent recruitment process for all applications:

Ben liseyi bitirdigimde bir sakatlar kadrosuna a¢ilan bir ilana basvurmustum.
Sonradan kabul edilen kisiyi 6grendik. Saglam bir adami almiglar. Bunun igin
cezalar da diisiik oldugundan yaptirim yok kontrol yok. Keske se¢meler hep net
ve dogru olsa. Herkes sadece hakkettigi icin bir yerlere gelsin birilerini
tamdigi icin degil.

When 1 finished high school, I applied for a position for the disabled. Later on,
we found out the person who was accepted. He was not a disabled person.
There is no sanction or inspection for this because the punishments are not
serious enough. | wish the selections were always clear and just. | wish
everyone was hired due to his qualifications rather than his acquaintance with
someone else.

Akademisyenligin engeli kullanir yonii yok onun igin de kotaya gerek yok. Bu
meslek kafada bitiyor. Kafalar esit ¢alisiyorsa adaletli bir se¢im stireci
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gecirilmeli. Miilakat yapilmasi taraftari degilim ben genel olarak. Sinav
sonuclari ne gerektiriyorsa secim o yonde olmali. Illa olacaksa miilakat kesin
belirleyici sey olmamali. Kamera kayd: altina alinmali goriismeler. Kapali
kapilar ardinda olmamal. Olgiilebilir ve ispatlanabilir olmal. Itiraz
oldugunda kanmit sunulabilmeli. Pozitif ayrimcilik yapmaya gerek yok. Surf
kotayla gelen kisinin kalitesi ¢cok diisiik de ¢ikabilir. Kistas basart olmall.
Since scholarship has nothing to do with disability, there is no need for a special
quota. This profession depends on the brain. If the brains work equally, a fair
election process must take place. I'm not in favor of interviewing in general.
The recruitment should be done according to the exam results. Even if the
interview is conducted, it should not be dominant on the decision. The
interviews should be recorded. It should not be behind closed doors. It should
be measurable and verifiable. Evidence should be available if there is an
objection. No need for positive discrimination. A person who was hired based
on only the quota may be not qualified. The criteria should be success.

Bir insamin niteligi varsa o ise alirsiniz. Ornegin saghginizi ozel bir kotayla
bir yere alinmig doktora emanet edemeyeceginiz gibi, bilgiyi iiretmeyi de o
konuda uzmanhgi ve yetkinligi bulunmayan kimselere veremezsiniz. Bunun
verine siirecte karsilasilan akademik anlamda erisilebilirlik gibi sorunlart
sifirlamaya odaklanmak gerekiyor.

If the person is well-qualified, you will hire him. For example, you cannot trust
a doctor who was hired with a special quota with your health; likewise, you
cannot trust people who are not expert and competent with producing
information. Instead, it is necessary to focus on resolving issues such as
academic accessibility.

Aymi sekilde ben kisisel olarak EKPSS gibi sinaviarla égretmen, psikolog
vesaire gibi uzmanlik gerektiren mesleklere wygulanmasini  dogru
bulmuyorum. Engelli kimseler de kabiliyetleri dogrultusunda liyakate gore
kamuya yerlestirilebilir.

Likewise, | personally do not think it appropriate to apply the exams like
EKPSS for professions that require specialization like teachers, psychologists
and so on. People with disability can also be appointed in the public institutions
according to their abilities.

Many participants stated that there are many ways of improving accessibility on

campus such as providing tactile paving, voiced direction on elevators, shuttles and

bus stops, appropriate ramps, Braille tags on doors, signboards, elevators, enough

lightening. All these suggestions are actually supposed to be provided without waiting

for any requests. Otherwise they become dependent due to deficiencies in the campus

accessibility. They indicated the deficiencies in the accessibility of OSYM exams and

suggested to provide all OSYM exams like e-YDS with necessary accommodation and

software, provide those exams in all cities since going to Ankara just to take the exam
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costs much more money and time. Participants suggest these in order to have an equal
and fair opportunities including everyone. Considering all suggestions, it is clear that

each suggestion aims at providing equality for everyone.
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CHAPTER 5

DISCUSSION, CONCLUSION AND SUGGESTIONS

Like the study of Blackburn and Lawrence (1995), the findings of this study confirm
that self and social knowledge of faculty members are shaped by the social interactions
with their colleagues, institutional support including both social and material supports,
and environmental conditions as well as socio-demographics and career
characteristics. In the end, faculty behavior, productivity and satisfaction are formed
based on self and social knowledge. According to the findings, the level of job
satisfaction and commitment of the participants seems to be higher as long as they
have good relations with administration and colleagues, social and material support
from the institution, and no problem with accessibility.

According to the results, experiences show huge differences depending on colleagues,
university, type of institution, type of disability and especially administration. The
administrators have the biggest impact on both social interactions and environmental
conditions at work. Even at the same university, while a rector does not provide any
support for the disabled, the previous or next rector can be ready to present all
necessary support. The private universities seem to be better at providing support and
accessibility for the disabled. As they have already invited the faculty member to work
in that university, they are ready to support that faculty member. The experiences for
faculty members with minor disabilities seem to be more positive than the ones with
major disabilities. This finding support the fact that the attitudes of decision makers to
the individual with disability depend on the type and severity of disability (Bordieri &
Drehmer, 1987) and the overtness of disability (Gouvier et al.1991). According to the
findings, it can be inferred that female faculty members with disability face double

discrimination in working life confirming gender inequality. Common biases based on
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both femininity and disability limits the women with disability and this restriction
causes double discrimination. For instance, even two faculty members with the same
disability at the same university have almost opposite experiences and different
comments on their working life. This finding verifies the statement of Marks (1999)
that the combination of disability with masculinity and femininity causes different
experiences. Moreover, considering the fact that the number of female faculty
members with disability is less than the male ones, women with disability have to deal
with more isolation and more troubles in accessing social life in line with Habib's
(1995) finding.

Social knowledge of the faculty members is mostly shaped by the administration in
the end since it can be inferred from the findings that even social interactions among
colleagues are shaped by the administration in the end. In contrast to the study of Kis,
Girgiir and Akgamete (2012) on the working conditions and job satisfaction levels of
teachers with disability in Turkey which stated that the job satisfaction levels of
teachers with and without disability vary depending on accessibility and free mobility,
this study reveals that professional relations with colleagues and administrators have
also a significant impact on their job satisfaction while confirming that accessibility
affects the job satisfaction for sure. In parallel with Lindsay and Cancelliere’s (2018)
study, administrators and colleagues who are working with an individual with
disability are supposed to be open for valuing of their capabilities, needs and
alternatives in order to provide an equal work environment for everyone. Social
interactions with colleagues at work shape the faculty members™ views and reflections
on themselves and their environment. As long as the social interactions with the
administrators and colleagues are smooth, the individual has positive understanding
about himself and his position in that workplace. Moreover, in the light of the findings,
the administrative units have a significant impact on the social interactions with other
faculty members and even administrative and auxiliary staff. Based on the findings, it
is clear that during the job interviews of some participants, the interviewer's subjective
judgement and biases were included and the interview ended in preclusion. This
findings are in line with Cole and Lewis™ (1993) statement that the decision makers
are allowed to decide through subjective judgement as long as the judgement is made

by the book logically. During the decision making processes, there are some
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administrators who act through his own judgements which can be both positive and
negative. As presented in the results, it is found that acquaintanceship plays an
important role in decision making and providing accommodation. On the other hand,
the administrator's prejudice against disability results in the excluding the faculty
member from both academic studies and social interactions. These findings confirms
Keller's (1998) statement that the decisions can be established upon nonacademic
reasons like having a disability. Williams and Mavin's (2012) statement that
individuals with disability are mostly “theoretically invisible” in working life is clearly
in line with the findings, which state that the faculty members with disability may be
simply neglected because they are regarded as a minority. Moreover, many
participants used the adjective “invisible” when describing their position at work.
Dominant social discourses of disability as unproductive or incapable leave the faculty
members with disability in lurch (Stone, Crooks, & Owen, 2013). Accordingly, many
participants in this study agree with this statement explaining that they feel like they
are obliged to prove their capabilities and achievements all the time with little support
from the university and this makes them feel excluded from some aspects of academic
life in line with the study of Waterfield, Beagan and Weinberg (2018).

Even in the first step, the faculty members with disability face preclusion, prejudice
and negative discrimination during the application and recruitment processes. The
statements of the participants are compliant with the studies of Georgiou, Espahbodi
and De Souza (2012) and Lindsay (2011) which stated that many individuals with
disability have trouble when requesting for accommodation at work. The findings of
this study are in line with the results of Bulk et al” (2017) and Roulstone & Williams®
(2014) studies stating the fact that individuals with disability mostly face
discriminatory practices being regarded as incompetent or a burden for the work when
they disclose their disability in order to access accommodations at work. That is why,
as Stanley et al. (2011) emphasized, disability disclosure is seen as a strategical
procedure in which they should determine whether to disclose or not abstaining from
the possible long-term risks like exclusion. Considering the troubles of some
participants who were supposed to be assigned in public schools with KPSS, even
when they get the adequate scores in the exam to be assigned, they were not allowed

to or they were awaited for a while due to their disability. Similar to Ayer" (1970)
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statement that while school administrators are likely to decline the prospective teachers
with disability and their decision is also depends on the severity and quantity of the
prospective teachers™ disability, the type and severity of disability had a role in the
assignment process. Considering the statement of a participant who had to hide his
disability for a while to get the position and prove his capability, some individuals with
disability choose not to disclose since regarding individuals with disability as
dependent and incompetent result in social exclusion and discrimination in line with
Blockmans™ (2015) and Lindsay and Cancelliere's (2018) studies. On the other hand,
there are also some other participants who thinks being open about disability can
minimize or prevent stereotyping in line with the study of Blockmans (2015). Based
on the findings, the interviewers may not want a disabled in the workplace or do not
want to deal with adaptations for the disabled candidate. As Bordieri and Drehmer
(1987) states, having responsibility for professionals with disability can be a reason to
not accept them. There may be many other people who tried to be in faculty many
times and was not accepted due to their disability considering the statements of the

participants.

Yet, the social interactions are not the only causes of self and social knowledge.
Environmental conditions and responses are also facilitators or challenges for the
faculty members. Based on the findings, the accommodation and accessibility
conditions provided at a workplace have a significant impact on self-perception and
working motivation for faculty members with disability. As long as they are provided
with institutional support in terms of accessibility, they feel encouraged to work.
However, they become discouraged and excluded from work when they are hindered
due to lack of accommodation. In parallel with the study of Titchkosky (2008) which
emphasized that coping with accessibility barriers is the responsibility of the
individuals with disability considering disability as a personal problem at universities,
the major understanding at most universities in Turkey expects the faculty members
and students with disability to ask for accommodation or access it by themselves.
Impairments become disabling only when the social structures are not adapted
considering all. Considering the fact that adaptation is a social problem, instead of
focusing on the physical limitations of the disabled, it is essential to consider the way

physical and social factors restrict them and how these factors can be altered.
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According to the study of Stone, Crooks and Owen (2013) with the faculty members
with disability, more than half of the participants who had requested accommodation
faced negative results and the university is expected to be a workplace for non-disabled
individuals where faculty members with disability are seen as unexpected workers.
This study also confirms this statement to some extent since there are some universities
in which the faculty members with disability are not provided with accommodation

while there are some others presenting a supportive environments.

According to the findings, in some universities, the accessibility opportunities happen
with a top-down approach. As long as a rector or a dean is willing to provide
accessibility, the university becomes accessible. As long as a dean and a department
chair is concerned about accessibility, a department becomes accessible. However,
there are some cases such that the administrator did not want to provide an elevator
even though there was enough budget to do so. When a faculty member has no access
to the laboratory to conduct his research studies, or he is not provided with assistive
software or devices to read a document, he becomes discouraged and loses their
motivation and satisfaction. Likewise, when the person have been provided with all
necessary adaptations and have full support from the administration and colleagues to
have these, he becomes encouraged and motivated to work more because he would be
working under equal circumstances only in this case. In line with Anderson and Karp's
(1998) study on the educators with disability, the faculty members with disability in
supportive workplaces are provided with options in work allocation, alternative
teaching or assessment methods, assistive technology and accommodation. In parallel
with many recent studies of Charmaz (2010), Lindsay, Cagliostro and Carafa, (2018)
and Solovieva, Dowler and Walls (2011), productivity, job satisfaction, psychological
and physical health of the faculty members with disability are facilitated when the
required accommodation is provided. Providing accommodation for all means that
conditions are equal for everyone and equity exists. All in all, as also emphasized in
the studies of Carter et al. (2011), Jenkins and Rigg (2004) and Lindsay (2011), this
study shows that faculty members with disability are mostly exposed to attitudinal
barriers such as exclusion, segregation and negative discrimination from colleagues

and environmental barriers like inadequate accommodation at work and transportation.
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Additionally, the reflections as self and social knowledge have an impact on one’s job
satisfaction. As Marsh and Hattie (2002) states, a faculty member is responsible for
four main domains as teaching, research, administration and community service.
Based on the findings, in general, no one is fully satisfied with his job in terms of all
these four domains. However, the ones who are content with their professional
relations and accessibility at work are more satisfied with their jobs. While the
participants with supportive colleagues and an accessible workplace have higher job
satisfaction, the ones with negative social interactions and lack of accessibility at work
has lower job satisfaction. Positive self and social knowledge results in higher job
satisfaction for faculty members, whereas mobbing, humiliation, discrimination and
exclusion results in lower self-esteem and bad impact on self-knowledge and lower
job satisfaction. Since accessibility especially impacts the work routine and effort
allocation, their job satisfaction varies depending on the provided accessibility.
Consequently, resulting from the lack of efficient sanctions and effective control
mechanisms for both social interactions and especially accessibility on campus, faculty
members with disability face both environmental and social barriers at work. In order
to provide a more equal and inclusive higher education environment, it is essential to

eliminate those barriers.

5.1. Suggestions for Higher Education Leaders and Faculty Members

All in all, there are some suggestions which include both the participants™ and the
researcher’s. The rights of individuals with disability are assured with three main laws
as the United Nations Convention on the Rights of Persons with Disabilities, Turkish
Disability Act No 5378 and the Constitution of the Republic of Turkey, however
depending on the results of this study, it is hard to claim the existence of full
implementations and effective inspection mechanism for the practices and actions
taken in higher education institutions. There are many legal rights of individuals with
disability and rights-based discourse is required. Based on the statements of many
participants, this study confirms the existence of charity-based approach in higher
education as well as social life in line with Bezmez and Yardimci's (2010) study which

states that the charity-based approach is adopted for disability rights instead of a
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citizenship-oriented approach in Turkey. It is essential to secure some standard rules
and regulations on the rights of each and every individual with disability in higher
education institutions and control the implementations of these rules and regulations
on a clear and regular basis. While there are some universities which act on a totally
equal basis, provide a mostly accessible environment and give support if necessary,
there are also some other universities which exclude the disabled with both
inaccessible campus and discriminatory practices. The higher education administrators
can adopt the social model of disability which puts the deficiency of accessibility on
the surrounding society, not on the individual with disability. In this case, solving all
the issues with accessibility is the university's responsibility.

First of all, the practices at universities should not only be up to the administrators
personal choices. In fact, the law is very clear about at least accessibility on campus;
however, it becomes a personal choice due to the deficiency of monitoring system of
the law and related regulations. Based on the laws, no one’s disability can be used
against him and no one can be exposed to discrimination for disability. To attaining
the right of work, job application and recruitment are the first steps when faculty
members with disability face after graduating. It should be guaranteed that being
disabled does not have an impact on the election of a faculty member. The recruitment
processes should only be based on the standard requirements of being a faculty
member such as teaching skills and research achievements. The visual details
regarding a faculty member candidate should not be considered while comparing them.

Obviously, there are some laws stating the obligation of being clear and equal in these
steps but an effective control system does not exist. Depending on the statements of
the participants, some universities still feel free to preclude the applicants in terms of
just disability. There are some laws on social interactions stating that verbal
harassment is regarded as a crime. However, considering the statements of some
participants, they face exclusion, verbal harassment and even humiliation for disability
from the administrators or colleagues. There are some participants stating that they are
excluded from the decision making by administrators or joint studies by their
colleagues. The discriminatory practices should be forbidden and inspected in higher

education institutions.
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There are some expectations of the Council of Higher Education from the Disabled
Student Units like raise awareness on disability and providing accessibility. It cannot
be said that these units provide equal or enough services to the individuals with
disability on campus. Moreover, these studies are mostly based on the students but
faculty members with disability are not considered in these studies because there is no
legal enforcement to provide services to faculty members with disability. Providing
accessibility for the students can be considered for them too to some extend but there
are different tasks of being a student and being a faculty member at a university. If
hiring an individual with disability requires making some adaptations in the workplace,
then the administration is responsible for those adaptation. Accessibility opportunities

should be on a standard base in all universities without any other personal intervention.

There are many studies of the Council of Higher Education to facilitate accessibility
on campuses, but it seems not enough depending on the results of this study.
Universities are responsible for providing the students and faculty members with full
accessibility in both physical environment and academic resources. Yet, none of the
universities in Turkey is fully accessible for the students and faculty members with
different types of disabilities. Each disability can be considered as unique and
requiring different adaptations. Instead of coming up with presumed adaptations for
the disabled, it is essential to include the disabled in all decision making processes on
disability and accessibility.

In fact, the existence of universal design is necessary. Each individual has different
abilities and needs considering different personal profiles such as children, the elderly,
pregnant, short, tall, fat, and the ones with disability. Universal design is an approach
to provide inclusiveness and design accessible physical environments to all people
with different profiles. Universal design is defined as designing products, places and
environments for the usage of people with different ability, condition, age and
capabilities (Story, Mueller, & Mace, 1998). Universal design rejects all the
discriminatory solutions and aims at providing all products, places and environments
are equally accessible to everyone. It considers every person from different age groups,

sizes and capabilities (Preiser & Ostroff, 2001). Since the target group includes all
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people, universal design questions the average people in traditional design. The
designs for only the so-called avarage people are not compatible with the real
circumstances. The environments designed within the universal design approach do
not require personal accommodations or other types of adaptations. These
environments are available for everyone and do not label people as old, disabled or
unusual (Story, Mueller, & Mace, 1998). Thus, universal design is actually what we
all need. It assures that everything is available for everyone. The ultimate goal should
be providing universal design, which provides full accessibility for all types of
disability without any need for adaptations for each individual, however, it does not
seem possible in near future. In this case, it would be better if the administration asks
the faculty member for his needs rather than obliging him to apply for adaptations or
support each time. When a faculty member with disability asks for accommodation,
the administration is expected to provide it. Providing accessibility should not be up
to personal choices; that is why, effective monitoring system for the rules and

regulations is required.

OSYM exams are stated as one of the important issues in the statements. Presenting
E-YDS with screen readers for the blind or visually impaired is considered as a
significant step for accessing the exams under equal circumstances. It is recommended
to provide this adaptation in other exams of OSYM to ensure the equal evaluation of
the individuals. In order to assure equality in evaluation, the demands of the students
with disability should be considered seriously. Raising awareness on disability is
another important issue. The universities should be informed about not only the
students with disability but also the faculty members with disability. Informing the
faculty members with potential needs or adaptations of a student with disability is
essential and it is done in many universities. However, they are not informed about
colleagues with disability. The administrators, faculty members and staff should be
informed about the rights of the disabled and guided to respect these rights, provide

equal opportunities and necessary adaptations if necessary to provide equality.

Consequently, all these practices should be inspected and evaluated based on
standardized laws. The common message is, no one asks for positive discrimination as

well as negative discrimination. The only wish is equity and right based treatment.
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Everyone has a right to be a faculty member as long as he meets the requirements

regardless of disability.

5.2. Suggestions for Future Research

According to the results of the current study, there are some suggestions which can be

considered for future research:

Considering the limitation of this study, the results of the qualitative research
cannot be generalized. Further research can be carried out in order to increase the
generalizability of the results.

Due to the nature of a phenomenological research, the researcher was supposed to
rely on the interpretations of the participants and interpret those interpretations in
this study. Observations and field-notes may provide further details to study the
same research question.

Universal design in higher education instutions can be considered while
conducting a research not only for the students but also the faculty members and
other staff. Research on how to provide universal design in higher education
institutions can be conducted.

In the light of the differences between the experiences of faculty members with
disability in this study and K-12 teachers with disability in the former studies, a

comparative research can be conducted.
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APPENDICES

APPENDIX A: INTERVIEW QUESTIONS

GORUSME SORULARI
Bashca Demografik Sorular
Cinsiyet:
Dogum yili:
Medeni hali:

Is durumu: (galisryor — emekli)

Bashica Calisma Sorular

Akademik unvaniniz nedir?

Idari goreviniz var ise nedir?

Calistiginiz kurum tiirii nedir? (devlet - vakif)

Ne kadar siiredir bu kurumdasiniz?

Mesleki tecriibe y1liniz?

Daha once farkli nerelerde ve ne kadar siire calistiniz?

Egitim Gecmisi
Ogretim lyeligine kadarki egitim siirecindeki tecriibelerinizi paylasir misiniz?
( Doktora derecenizi nereden aldiniz?)

Calisma Hayati
[s bulma siirecindeki tecriibelerinizi paylasir misiiz? (osym sinavlari ve
miilakatlar)
Caligma hayatinizdaki profesyonel iligkilerinizi nasil yorumlarsiniz?

a. Yonetimle? (karar alma siiregleri)

b. Meslektaslarinizla? (ortak ¢alismalar)

c. Ogrencilerinizle?

d. Idari personellerle
Idari gérevlerinizin var m1 ya da daha dnce oldu mu? Biraz anlatir misiniz?
Mesleki doyumunuz iizerinde nasil bir etkisi oldu?
Bir 6gretim tiyesi olarak arastirma, 6gretim ve topluma hizmet gorevleri tizerine
mesleki hayatinizdaki tecriibelerinizi ve is doyumunuzu nasil yorumlarsiniz?

Erisilebilirlik
Engelinizden biraz bahseder misiniz? (dogustan — sonradan - ¢alistyorken)

119




Kampiis i¢inde (kiitiiphane, yemekhane, boliim binalart, ofis ve dersliklere)
ulagimda sorun yasiyor musunuz? Evet, ise bu sorunlar kampiisteki hangi
eksikliklerden kaynaklanmaktadir?

Ders anlatirken sorun yasiyor musunuz? Varsa siniflardaki hangi eksikliklerden
kaynaklandigini agiklar misiniz?

Akademik aragtirmalarinizda ihtiyaciniz olan her kaynaga kolaylikla erisim
saglayabiliyor musunuz? Kaynak erisimi (kiitliphane, Braille, sesli kitap, ekran
okuyucu program vb.) noktasinda yeterince desteklendiginizi diisiiniiyor
musunuz?

Kampiisiiniizde lojman var m1? Varsa erisilebilirligi hakkinda ne
diisiiniiyorsunuz? Engelli personeller i¢in dncelik hakki tanintyor mu? Taninmasi
gerekir mi?

Yurt i¢i ve yurt disinda kongre gibi etkinliklere katilimda yasadigimiz 6zel
durumlar oluyor mu? Biraz agar misiniz?

Oneriler

Engeli olan bir 6gretim {iyesi olarak kosullarin esitlenmesi ve is doyumunun
artirtlmasi i¢in liniversite yonetimi ve yiiksekdgretim yoneticilerine neler
Onerirsiniz?

Akademik personel icin devlet liniversitelerinde de diger kamu kurumlarindaki
gibi zorunlu engelli kotas1 konulmasi i¢in ne diisiiniiyorsunuz?

Neler eklemek istersiniz?
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APPENDIX B: INFORMED CONSENT FORM

Arastirmaya Goniilii Katilhm Formu

Bu arastirma, ODTU Egitim Yonetimi ve Planlamasi Boliimii 6grencisi
Havanur Aytas tarafindan Yrd. Dog. Dr. Serap Emil danismanligindaki yiiksek lisans
tezi kapsaminda yiiriitiilmektedir. Bu form sizi arastirma kosullar1 hakkinda
bilgilendirmek i¢in hazirlanmstir.

Calismanin Amaci Nedir?

Arastirmanin amaci Tirkiye'de Yiiksekogretim'de gorev yapmis veya
yapmakta olan engeli olan 6gretim iiyelerinin akademik is hayatini nasil tecriibe
ettikleri lizerine bilgi toplamaktir.

Bize Nasil Yardimel Olmanizi isteyecegiz?

Arastirmaya katilmayi kabul ederseniz, sizden beklenen, goriisme yapacaginiz
arastirmacinin size yonelttigi acik uglu sorular1 cevaplandirmanizdir. Goriismede yer
alan sorular genel olarak akademik hayatinizdaki calisma kosullari iizerinedir.
Gortismeler yaklasik 1 saat i¢inde tamamlanmaktadir.

Sizden Topladigimiz Bilgileri Nasil Kullanacagiz?

Arastirmaya katiliminiz tamamen goniilliiliik temelinde olmalidir. Gériismede,
sizden kimlik ve ya kurum belirleyici hicbir bilgi istenmemektedir. Cevaplariniz
tamamiyla gizli tutulacak, sadece arastirmacilar tarafindan degerlendirilecektir.
Katilimcilardan elde edilecek bilgiler toplu halde degerlendirilecek ve bilimsel
yayimlarda kullanilacaktir. Sagladiginiz veriler goniillii katilim formlarinda toplanan
kimlik bilgileri ile eslestirilmeyecektir.

Katihmimzla ilgili bilmeniz gerekenler: Goriisme, genel olarak kisisel
rahatsizlik verecek sorular igermemektedir. Ancak, goriisme sirasinda sorulardan ya
da herhangi baska bir nedenden otiirii kendinizi rahatsiz hissederseniz goriigmeyi
yarida birakip ¢ikmakta serbestsiniz. Boyle bir durumda goriisme yaptiginiz kisiye
calismadan ¢ikmak istediginizi sOylemek yeterli olacaktir.

Arastirmayla ilgili daha fazla bilgi almak isterseniz:

Gorlisme sonunda, bu c¢aligmayla ilgili sorularmiz cevaplanacaktir. Bu
calismaya katildiginiz i¢in simdiden tesekkiir ederiz. Calisma hakkinda daha fazla
bilgi almak i¢in Egitim Yonetimi ve Planlamasi Boliimii 6gretim {iyelerinden Yrd.
Dog. Dr. Serap Emil (E-posta: semil@metu.edu.tr) ya da yiiksek lisans 6grencisi
Havanur Aytas (E-posta: havanur.aytas@metu.edu.tr) ile iletisim kurabilirsiniz.

Yukaridaki bilgileri okudum ve bu calismaya tamamen goniillii olarak
katiliyorum.

Isim Soyad Tarih Imza
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APPENDIX C: HUMAN SUBJECTS ETHICS COMMITTEE APPROVAL

ORTA DOGU TEKNIX UNIVERSITESI
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APPENDIX D: TURKISH SUMMARY / TURKCE OZET

ENGELIi OLAN OGRETIM ELEMANLARININ GOZUNDEN:
OGRETIM ELEMANLARININ TURKIYE YUKSEKOGRETIMINDEKI
MESLEKI TECRUBELERI UZERINE FENOMENOLOJIK BiR CALISMA

GIRIS

Yiiksekogretim kurumlarinda cesitlilik hizla artarken engeli olan 6gretim elemanlari
hala tiniversitenin bir pargasi olma haklarmi kanitlamak zorunda hissetmekte ve
akademik caligma hayatina tam olarak katilamabilmek adina engellerini gizlemek
zorunda kalmaktadir (Waterfield, Beagan ve Weinberg 2018). Ayrica akademik
calisma hayatina tam anlamiyla dahil edilmeyen o6gretim elemanlar1 erisebilirlik
anlaminda ¢ok az kurumsal destek gormekte ve yeterli olduklarini kanitlamak icin
dhaa fazla ¢alismakta ve sonu¢ olarak mesleklerinin belli agilarindan dislanmis

hissetmektedir. (Waterfield, Beagan ve Weinberg, 2018).

Arastirmanin Amaci ve Onemi

Engellilik 6grenciler i¢in daha ¢ok, 6gretim elemanlar: i¢in ise daha az gz Oniine
alimirken, diinyanin her yaninda yiiksekogretim daha kapsayici hale gelmektedir.
Yapilan bu disiplinler arasi ¢calisma ile oncelikle bircok durumda g6z ardi edilen ve
azinlik olarak goriilen, engeli olan 6gretim elemanlariin tiniversitelerdeki varoluslar
ve engellilik durumunun yiiksekdgretime esasen bir gesitlilik ve dolayisiyla zenginlik
kazandiracag1 iizerine farkindalik gelistirilmesi hedeflenmektedir. Bu caligmanin
amaci engeli olan 0gretim elemanlarinin ¢aligma hayatindaki deneyimlerini analiz
etmek, bu deneyimleri 6z bilgi, sosyal bilgi ve bunlarin i doyumuna olan etkisine
bagli olarak incelemektir. Bu arastirmanin en temel amaci engeli olan Ogretim

elemanlarinin haklarim1 vurgulamak ve yiliksekdgretim yoneticileri ve politika
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belirleyicilere daha kapsayici ve siirdiiriilebilir egitim politikalarinin gelistirilmesinde
diizenleme ve yonlendirme saglamaktir. Aragtirma sorusu “Tiirkiye yiiksekdgretim
kurumlarindaki engeli olan 6gretim elemanlar1 akademik c¢alisma hayatini nasil

tecrube ederler?”

LITERATUR TARAMASI

Engeli olan bireylerin haklari, Birlesmis Milletler Engelli Haklar1 S6zlesmesi, 5378
Sayili Engelliler Hakkinda Kanunu ve Tirkiye Cumhuriyeti Anayasast ile
korunmaktadir. Ote yandan, yapilan ¢aligmalar géz &niinde bulunduruldugunda
Tiirkiye’de hak temelli yaklasimin eksikligini goriiyoruz (Bezmez ve Yardimc1 2010).
Engeli olan ogrenciler iizerine bir¢ok calisma yapilmigsken engeli olan Ogretim
elemanlari iizerine bir ¢aligma yoktur. Her ne kadar erigebilirlik konusu ortak olsa da,
calismalar yoneticilerin ve karar verme siireglerinin de mesleki deneyimler tizerinde

onemli bir etkisi oldugunu gostermektedir.

Engeli olan 6gretim elemanlarinin tecriibeleri akademik ¢alisma hayat1 ve engellilik
seklinde 2 farkli alanin biitiinlestirilmesiyle incelenmistir. Marsh ve Hattie’e (2002)
gore bir 6gretim elemaninin dort temel gorevi vardir ve bunlar egitim vermek,
aragtirma yapmak, topluma hizmet ve idari gorevlerdir. Akademik ¢aligma hayati
Blackburn ve Lawrence (1995) tarafindan sunulan 6z bilgi ve sosyal bilgi
kavramlarinin bu gorevler iizerinden incelenmesiyle ve bu bilgilerin mesleki doyum
tizerindeki etkisinin arastirilmasiyla incelenmistir. Engellilik durumu ise Oliver’in

(1996) engellilik alanina getirdigi sosyal insac1 yaklasimla ele alinmustir.

Tirkiye’de yliksekdgretimde engellilik sadece engelli 6grenciler iizerinden ¢alisilmis
olup engelli egitimciler {izerine yapilmis ¢ok az calisma vardir. Kis, Giirgir ve
Akcamete (2012), yapilan ¢aligma sonucu, engeli olan ve engeli olmayan
Ogretmenlerin is doyum oranlarinin sadece erisilebilirlik ve bagimsiz erisim tizerinden
degistigini  gostermektedir. Blackburn ve Lawrence (1995) akademisyenlerin
yiiksekdgretimdeki akademik is hayati algis1 lizerine 6z bilgi ve sosyal bilgi
kavramlarin1 sunmaktadir. Oz bilgi Kategorisi ilgi veya tercih, baghlik, etkinlik

(yetenek ve etki) ve psikolojik dzellikler gibi degiskenleri ile 6gretme, bilim, aragtirma
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ve topluma hizmet gibi akademik gorevler ve akademik ¢evre lizerine 6z-algiyr da
icerir (Blackburn & Lawrence, 1995). Sosyal bilgi bir akademisyenin meslektaslari,
yonetim, kararlar, toplantilar, kurum kurallar1 ve mesleki kurulus uygulamalarini yani
akademik calisma alanini nasil algiladigini gosteren bir kavramdir ve sosyal destek,
meslektas bagliligi, entelektiiel ortam, fikir birligi, destek, liderlik gibi degiskenleri
vardir (Blackburn & Lawrence, 1995). Engellilik sadece insan dogasinin getirdigi
bireyler arasindaki bir farklilik tiiriidiir. Toplumca olusturulan davranigsal ve ¢evresel
engeller engeli olan bireylerin giinliik hayata rahat ve bagimsiz bir sekilde katilimin
engellemektedir. Engeli olan bireyler aslinda yasamlarini kisitlayan bu davranissal ve
cevresel engeller ile karsilastiklarinda engelli olurlar. Aksi saglandiginda bir engelin

olmasi herhangi bir gérevin yapilmasi i¢in eksiklik veya yetersizlik olarak goriilemez.

Engeli olan akademisyenlerin ¢aligma hayatina tam katilimlarinin saglanmasi i¢in
davranigsal ve c¢evresel engellerin kaldirilmasi ve erisilebilirligin esitlenmesi
saglanmalidir. Bu konular yine engeli olan akademisyenlerin deneyimleri, ihtiyag,
istek ve Onerileri dogrultusunda ele alinmalidir. Diinya niifusunun neredeyse
%10’unun, yani 600.000.000 insanin herhangi engeli vardir (Quinn, ve digerleri,
2002). YOK istatistik verilerine gore, her y1l Tiirkiye’de engeli olan yaklasik 10.000
Ogrenci iiniversitelerden mezun oluyor. Fakat bu 6grencilerin kacinin akademisyen
oldugu veya yiiksekogretimdeki akademisyenlerin kaginin engelli olduguna dair

herhangi bir bilgi bulunmamaktadir.

YONTEM

Model

Bu arastirmada nitel bir arastirma tiirii olan fenomenolojik c¢alisma kullanilmistir.
Fenomenolojik yaklagim, bireylerin bir olguyu nasil yasadiklarini ve bunu nasil
anladiklarini bulmak amaciyla kisisel deneyimleri arastirir (van Manen, 1990). Dolayl
yaklagima gore, fenomenolojinin yorumlayici felsefesine gore, Heidegger bir
arastirmacinin  kendisini deneyimlerinin, erken varsayimlarinin ve fenomen
hakkindaki onyargilariin diginda tutmast miimkiin degildir ve bu da arastirmacinin

yasanmis deneyimler {lizerine topladig1 veriyi nasil yorumladigini dogrudan etkiler;
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dolayisiyla arastirmacinin olguyu nasil gordiigii ve nasil yorumladigi arasinda bir

baglant1 vardir (Wojnar ve Swanson, 2007).

Orneklem

Katilimeilar igin 6gretim elemant olmak ve engelli olmak tizere iki belirleyici kriter
vardir. Tirkiye'de engeli olan 6gretim elemanlarini bulmak ve bulmak i¢in uygun bir
veri kaynagi olmadigindan ve hedef grup kii¢iik oldugundan, katilimcilara ulagsmak
icin tek secenek kartopu drneklemesidir. Kartopu drnekleme islemi, ilk katilimer ile
aynit hedef grubundaki digerleri arasinda bir bag veya baglantinin bulundugunu
varsayar ve tanisiklik dahilinde bir dizi referans yapilmasina izin verir (Berg, 1988).
Tiirkiye'de ¢cok az sayida engeli olan 6gretim elemani bulundugundan, mevcut
demografik bilgilerle katilimcilarin kimliklerini tespit etmek kolaydir. Anonimligini
ve gizliligini korumak i¢in katilimcilar birer birer sunulmayip genel hatlariyla

tanimlanmustir.

Bu ¢aligma 6gretim elemani olarak ¢alisan ve goriiliir bir engeli olan 15 katilimcr ile
gerceklestirilmistir. Katilimeilarin sadece ti¢li kadin olmasina karsin, on iki tanesi
erkektir. Katilimcilarin yas aralig1 30 ile 58 arasinda degismektedir. Is tecriibesi siiresi
3 ay ile 32 yil arasinda degismektedir. 4 Profesor, 2 Dogent, 5 Dr. 6gretim iiyesi, 3
arastirma gorevlisi ve 1 6gretim gorevlisi bulunmaktadir. 11 katilimcinin ¢alismaya
baslamadan Once engeli var iken 4 katilimc1 calisiyorken engeli olmustur.
Katilimecilarin dordii tekerlekli sandalye kullanicisi, altis1 gérme engelli ve besi {ist ya

da alt ekstremite sakatlig1 yasiyor.

Veri Toplama Araci

Bu fenomenolojik calismada, 15 katilimer ile engellerine iliskin g¢alisma hayati
deneyimleri lizerine yar1 yapilandirilmis goriismeler yapilmistir. Yar1 yapilandirilmis
goriisme 5 alt bolimden olusmaktadir (Ek A). ilk boliim, katilimci hakkinda
demografik ve diger temel bilgilerle ilgilidir. Ikinci boliim, 6gretim eleman1 olmadan
once egitim hayat: deneyimleri ve dgrencilik deneyimleri ile ilgilidir. Ugiincii kisim,
ise alim siirecinde edinilen deneyimler, yonetim, meslektaglar, 6grenciler ve idari
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personel ile ile profesyonel iliskiler lizerinedir ve 6gretim, aragtirma, topluma hizmet
ve idari gorev olarak dort gorev bakimindan mesleki doyum {iizerinedir. Dérdiincii
boliim, {iniversite kampiisiindeki fiziksel erisilebilirlik ve akademik kaynaklara ve
akademik etkinliklere erisilebilirlik ile ilgilidir. Son bdliim katilimcinin 6nerileri ile

ilgilenir.

Veri Toplama Siireci

Veri toplamak igin dncelikle Orta Dogu Teknik Universitesi Insan Konular1 Etik
Kurulu'ndan (Ek C) etik onay alindi. Daha sonra, bir veya iki uygun katilimci
belirlendi ve e-posta yoluyla iletisime gecti ve ¢aligmaya goniillii olarak katilmalar
istendi. Gorlismeleri yaptiktan sonra, calisma i¢in olas1 bir katilimciya yonlendirmeleri
istenmistir. Katilimcilar, verdikleri bilgilerin gizliligi konusunda bilgilendirildi (Ek B).
Yeterli veri elde edilene kadar bu adimlar tekrar edildi. Goriismeler yliz yiize ve
bireysel olarak yapildi. Her biri bir - iki saat siiren goriismelerde yazili notlar

alinmustir. Izinlerine bagli olarak, konusmalar kaydedildi ve yazildi.

Veri Analizi

Elde edilen verileri analiz etmek i¢in gorlismeleri yorumlamak amaciyla Yorumlayici
Fenomenolojik Analiz (IPA) kullanilmistir. IPA arastirmacilari, katilimecilarin bir
olguyu tecriibe etme seklini ve katilimcilarin ifadelerine gore duyduklar1 duyguyu
anlamay1 amaclarken, katilimcilar ayni zamanda deneyimlerini de yorumluyorlar. Bu
durumda, katilimcinin bir olguyu yorumlamasi, aragtirmacinin, katilimeinin daha 6nce
yorumladig verilerden kaynaklanan temalar1 yorumlamasiyla birlesir. Pietkiewicz ve
Smith  (2012) bu ikili yorumlama siirecini “gifte-hermeneutik” olarak
adlandirmaktadir. Bu calismada, katilimcilarin yasadiklar1 deneyimler hakkindaki
kisisel yargilarini yansitici bir sekilde ortaya koyma amaclanmistir. Paylasilan olguyu
anlayabilmek i¢in, deneyimlere bu olguyu yasayan insanlarin goziiyle bakmak esastir.
IPA, orneklerin yasadigi deneyimlerin dogasina ulagsmak i¢in paylasilan olgunun
0ziinli bulmay1 amacglamaktadir (Willig, 2008). Bu ¢alisma i¢in ana veri toplama araci
yar1 yapilandirilmig goriismelerdir. Verileri daha sistematik bir sekilde diizenlemek ve

analiz etmek i¢in tiim goriismeler nitel veri analizi (QDA) yazilimi, ATLAS.ti 7 ile

127



analiz edilmistir. Bu yazilimla, aragtirmaci verileri kodlar, kod listeleri ve temalar1
olusturur, kodlar1 ve temalar1 arasindaki baglantilar1 bulur ve verileri analiz ederken

tematik kategorileri sekillendirir.

BULGULAR

Bu boliimde, c¢alismanin bulgulari, mesleki iliskilerin 6z bilgi ve sosyal bilgi
tizerindeki etkisi, erisilebilirligin 6z ve sosyal bilgi tlizerindeki etkisi ve 6z ve sosyal
bilginin mesleki doyum tizerindeki etkisi olarak {i¢ ana konuya bagli olarak sunulacak
ve tartigilacaktir. Her bir birbirini etkiledigi i¢in ¢alisma hayati deneyimleri arasinda
kesin bir ¢izgi yoktur. Yapilan IPA analizi sonucunda beg ana tema ortaya ¢ikmistir;
egitim hayati1 deneyimleri, i bagvurusu ve ige alim siireci, yoneticiler, meslektaslar,
ogrenciler ve diger personeller ile profesyonel iligkiler, fiziksel erisim ve kaynaklar ve

konferanslar erisilebilirlik, ve mesleki doyum algisi.

Her iiniversiteye, yoneticinin kisiligine ve engel tiiriine bagli olarak deneyimlerin
farklilastig1r agiktir. Gorlisme verilerinden ¢ikan temalar, goriismelerden alinan
alintilarla birlikte analiz edildi ve tartisildi ve daha sonra analizden elde edilen bulgular
arastirmanin arastirma sorusuna dayanarak raporlandi. Etik yaklasim geregi bu
aragtirmada, her katilimcinin 6zel demografik bilgileri bireysel olarak olarak
sunulmamistir. Engeli olan 68retim elemanlarinin sayisi olduk¢a azdir ve herhangi bir
kisisel bilginin sunulmasi katilimcinin ortaya ¢ikmasina ve anonimliginin bozulmasina
neden olabilir. Ayrica, bu sayimnin azlig1 engellilerin 6gretim elemani olma sansinin
daha az oldugunu da gdstermektedir. Bu ¢aligmanin temel amaci, engeli olan 6gretim
elemanlarinin sesini duyurmak oldugundan, bulgular kabaca o6zetlenmek yerine

miimkiin oldugunca dogrudan alint1 sunulmustur.

Egitim Hayat1 Tecriibeleri

Lisans ve lisansiistii yillarindayken de engeli olan katilimeilarin deneyimleri ile ilgili
olarak, ana konular fiziksel erisilebilirlik ve kaynaklara erisim eksikligidir.
Katilimcilarin ¢ogu, herhangi bir kurumsal veya sosyal destek olmadan bu konularla

yalniz bag etmek zorunda kaldi. Bununla birlikte, bu sorunlarin bir kismi, gelisen
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teknoloji ve iiniversitelerdeki Engelli Ogrenci Birimleri ¢alismalar1 sayesinde yildan
yila belirli bir siire boyunca diizeltildi. Ancak, iiniversitelerde hem 6grenciler hem de
Ogretim tyeleri icin erisilebilirligin eksikligi konusunda hala bir¢cok sorun

bulunmaktadir ve bulgularin erisilebilirlik boliimiinde belirtilmistir.

Gorme engeli olan bir¢ok katilimei, egitim hayatlarinin baslangicindan beri sinava
girerken ciddi sorunlar yasadiklarii belirtti. OSYM sinavlarina girebilmek icin bir
okuyucu ya da yardimci cihazla birlikte olmalar1 gerekir. Cogu durumda, okuyucular
sorular1 dogru okuyacak kadar nitelikli degillerdir. Matematikteki sembolleri veya
Ingilizcede dogru telaffuzlarin1 bilmek zorunda olsalar da, okuyucular her zaman
yeterince yetkin degildir. Degerlendirmede esitligi saglamak icin, engeli olan
ogrencilerin talepleri ciddiye alinmalidir. OSYM smavlarina ve diger sinavlara iliskin
ifadeler goz Oniine alindiginda, esit degerlendirmenin olmamasi, yiiksekogretimin
kapsayici anlayisiyla cakisir ve basari algisini, egitimin etkinligini ve kapsayiciligin

etkiler, bdylece motivasyon ve baglilik azaltir.

Yurtdiginda lisansiistii egitimi alan bazi katilimcilar, deneyimlerinin ¢ok daha olumlu
oldugunu belirtti. Universiteler hem fiziksel kosullar hem de akademik kaynaklar
agisindan erisilebilirdi. Ogretim iiyeleri 6grencilere ihtiyaglarini ve onlar1 nasil
destekleyebileceklerini sormaktaydi. Bu {iniversitelerin zaten yeterince erisilebilir
oldugunu ve ekstra bir diizenlemeye ihtiyag duymadiklarini belirttiler. Bulgulara gore,
yurtdisinda okurken katilimcilarin 6zgilivenleri daha yiiksekti, cilinkii orada zaten

esitlik vardi.

Is Basvurusu ve ise Alim Siireci

Katilimcilarin ifadelerine dayanarak, miilakatlarin jiirinin kisisel degerlendirmelerine
dayandig1 aciktir. Jiri, siire¢ kitabina uygun yapildigi siirece, akademik olmayan
sebeplere dayanan oOznel yargilari kullanmakta serbesttir. Hatta bazi jiiriler,
katilimcilarin engellerini onlara karsi kullanmistir. Engellilere kars1 6nyargilar olan,
engellilik hakkinda fazla bir sey bilmedikleri i¢in sorumluluk almak istemeyen bazi
juriler de vardir. Baz1 goriismeciler, engelliler i¢in uyarlama gibi ek islerle ugrasmak

istememektedir, ¢iinkii Tirkiye'deki higbir {iniversite tam olarak erisilebilir
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olmadigindan bir noktada uyarlamalara ihtiyaglar1 olacaktir. Egitim hayat1 kosullar
gibi Onceki agamalarin yani sira basvuru ve ise alim asamalarinda bile engellilerin
toplumca engellendigi agiktir. Bu durumda, 6znel ise alim siireci yiiksekogretimdeki
engeli olan 6gretim eleman1 sayisinin azligini agiklar. Bu gergek bize acik, seffaf ve

nesnel bir ise alim siirecinin gerekliligini gostermektedir.

Yoneticiler, Meslektaslar, Ogrenciler ve Diger Personeller ile Profesyonel

Tliskiler

Engelliligin sosyal yorumunu ve sosyal diinyanin yiiksekogretim kurumlarinda nasil
orgiitlendigini anlamak i¢in katilimcilarin ¢aligma hayatindaki sosyal iligkilerini
yorumlamak gerekir. Bulgulara dayanarak, sonuglarin ¢cogu sosyal dislanma, sosyal
baski, ayrimci uygulamalar, haksiz muamele, engellilige kars1 6nyargi, engelin kotiiye
kullanilmasi, mobbing ve engelleme ile ilgiliyken, sosyal icerme, nesnel yaklasim ve

sosyal ve fiziksel destek gibi sonuglar da vardir.

Bulgulara gore, ¢alisma hayatinin ¢ogunlukla iniversite yoneticilerinin kisisel
tercihlerine bagli olarak sekillendigini sOylenebilir. Ayrica, engeli olan G6gretim
elemanlarinin karar verme siireclerine dahil olmamasi ve kurumsal destek olmadan
mobbing, sosyal dislanma ve engellenme ile kars1 karsiya kaldiklar1 da ¢ikarilabilir.
Ogretim elemanindan, idare tamamen yapmaya hazir olsa bile, uyarlamay1 istemesi
beklenir cilinkii maalesef {iniversitelerde evrensel tasarim sz konusu degil. Eger
ogretim eleman1 engelli olmadan dnce de yonetici ile tanigiyorsa, yoneticinin o 6gretim
elemani i¢in daha anlayish ve destekleyici olmasi daha muhtemeldir. Ote yandan,
yoneticilerin engeli olan bir 0gretim elemanini igse almama ihtimalleri bile daha
yiiksektir. Ayrica, engel boyutunun yoneticinin yaklasimini etkiledigi sonucuna

varilmistir.

Bulgulara gore, bazi yoneticiler gérme engelli 6gretim elemanlart i¢in problem
yaratirken, aksamay1 basit bir ayrinti olarak diisiintilebilir. Engeli olan 6gretim
elemanlarinin cinsiyeti de deneyimlerde rol oynamaktadir. Ayni liniversitede ayni

engeli olan iki 6gretim iiyesi tamamen zit kosullar1 vurgularken, aralarindaki tek fark
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cinsiyetti. Bu durumda, engeli olan kadin akademisyenlerin yliksekdgretim

kurumlarinda ¢ifte ayrimciliga maruz kaldig1 durumlar vardar.

Katilimcilar meslektaslariyla iyi iletisim kuruyor, ortak caligmalar yapiyor ve
yeteneklerine bagli olarak is yiikiinii paylasiyorlar. Kurumda iyi iletisim ve adil karar
alma stireci oldugu siirece, 6gretim iiyeleri meslektaslar ile iletisimlerinde sorun
yasamiyorlar. Ote yandan, dgretim iiyeleri arasinda, ¢ogunlukla rekabete dayali baz1
genel sorunlar vardir. Engellilik, ¢calismalarindan ¢ikar elde etmeyi amaglayan bazi
Ogretim elemanlari tarafindan somiiriilen bir alan haline gelmistir. Baz1 katilimcilara
gore, engelli 6gretim elemanlarinin yetersiz olduguna inanan bazi 6gretim elemanlari
de var ve bu katilimcilarin 6g8rencileri veya diger meslektaslar1 tarafindan takdir
gormelerinin tek sebebinin engelleri oldugunu varsayiyorlar. Hatta bazi 6gretim
tiyeleri de engellilerin fakiiltenin bir pargasi olacak kadar yetkin olmadigina inanmakta
ve onlarla ortak calismalar yapmak istememektedir. Ayrica dekanin engellilik
yaklagiminin, 6gretim elemanlar1 arasindaki sosyal etkilesimi etkiledigi, dekanin
engellileri diglamak istedigi siirece, diger 0gretim iiyelerinin de ona katildigi bazi
durumlar bile vardir. Katilimcilarin geneli Ogrencileriyle ve idari personelle

iliksilerinin siradan ve bazen destekleyici oldugunu belirtmistir.

Fiziksel Erisim ve Kaynaklar ve Konferanslar Erisilebilirlik

Kampiiste fiziksel erisimin, yonetimin erisilebilirlik saglamak i¢in ne kadar istekli
olduguna bagli oldugu sonucuna varildi. Maalesef Tiirkiye’deki hicbir iiniversite tiim
engel tiirleri icin tamamen erisilebilir degildir. Kampiis i¢indeki ulasimdan binalardaki
erisebilirlige kadar bir ¢ok eksik bulunmaktadir. Kiitiiphanelerin, kafeteryalarin ve
binalarin ¢ogu engelliler i¢in bagimsiz hareketlilige izin vermemektedir. Bazilarinin
bedensel engelliler i¢in asansér ve rampalar1 var ama ¢ogunlukla gorme engelli
insanlar icin yeterli 1siklandirma, Braille etiketleri veya sesli yonlendirmeleri yok.
Kiitiiphaneler engelliler i¢in erisilebilir olmadiginda, kiitiiphane gorevlilerinin istenen
kitab1 hizmeti vardir. Ancak yine de kiitiiphanelerde engelli bireyin kendisinin gidip

Kitap segebilecegi bir diizen yoktur.
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Akademik yaymlara ulasmak adma yine Braille, sesli kitap, ekran okuyucu ve
biiylitiici programlar yine bir¢ok {iniversitede saglanmamaktadir ve Ogretim
elemanlar1 kaynak erisimini kendi c¢abalariyla saglamaktadir. Lojmani olan
tiniversitelerde engelli bireyler i¢in 6ncelik kurali yok iken bazi1 6gretim elemanlar1 bu

durumu yonetimle tanisiklik yoluyla ya da rica iizerine ¢6zmek durumundadir.

Mesleki Doyum

Ozetle, 6gretim elemanlarmin mesleki doyumlari, is deneyimleri ve bu deneyimlerin
0z ve sosyal bilgileri lizerindeki etkisi ile sekillenir. Yonetim ve meslektaslarla olan
profesyonel iligkiler etkin ve destekleyici oldugu siirece katilimcilar bu kurumun bir
pargasi olarak hissederler ve motive olurlar. Yonetim veya meslektaslarla ayrimcilik
ve mobbing gibi sorunlar yasandiginda ise, sosyal ¢evre engelleyici ve dislayici olarak
algilanir ve daha diisiik 6z giiven ve aidiyet duygusu ile sonuglanir. Bu durum, 6gretim
elemanlarinin ¢aligma motivasyonlarini azaltmaktadir. Universitedeki fiziki sartlar
aynit zamanda Ogretim elemanlarinin ¢alisma motivasyonlarin1 ve doyumlarini de
etkilemektedir. Fiziksel erisilebilirlik ve akademik kaynaklara erisim saglandigi
siirece, en azindan saglamak isteyen bir yonetici oldugu siirece, 6gretim elemanlari

daha fazlasini yapmak i¢in motive olabilirler.

TARTISMA VE SONUC

Blackburn ve Lawrence’in (1995) calismasinda oldugu gibi, bu ¢alismanin bulgulari,
Ogretim elemanlarinin 6z ve sosyal bilgilerinin meslektaslar ile olan sosyal iletisimler,
hem sosyal hem de maddi destekleri igeren kurumsal destek ve ¢evresel kosullar ile
sekillendigini dogrulamaktadir. Bulgulara gore, katilimcilarin i tatmini ve baghliklari,
idare ve meslektaslarla iyi iliskileri, kurumdan sosyal ve maddi destekleri olmasi ve
erigilebilirlikle ilgili problemleri olmadig: siirece daha yiiksek goriinmektedir. Elde
edilen sonuglara gore, deneyimler meslektaslara, iiniversiteye, kurum tiiriine,
engellilik tlirtine ve 6zellikle yonetime bagli olarak biiyiik farkliliklar gdstermektedir.
Yoneticiler hem sosyal iletisimler hem de gevresel kosullar lizerinde en biiyiik etkiye
sahiptir. Ayni1 iiniversitede bile, bir rektor engellilere destek saglamazken, 6nceki veya

sonraki rektor gerekli tiim destegi sunmaya hazir olabilir. Ozel {iniversiteler engellilere
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destek ve erisilebilirlik saglama konusunda daha basarili goriiniiyor. Bulgular
yoneticilerin engelli bireye karst tutumlarinin, engelliligin tiiriine ve ciddiyetine
(Bordieri ve Drehmer, 1987) ve engelin gorlniirliigline bagli oldugunu
desteklemektedir (Gouvier ve ark. 1992). Bulgulara gore, engelli kadin 6gretim
elemanlarinin ¢alisma hayatinda c¢ifte ayrimciliga maruz kaldiklar1 sonucuna
varilabilir. Hem kadinlik hem de engele dayali ortak Onyargilar, engelli kadinlar
sinirlandirmakta ve bu smirlandirma ¢ift ayrimciliga neden olmaktadir. Bu bulgu,
Marks'in (1999) ifadesini, engelliligin erkeklik ve kadinlikla birlesiminin zit sonuglara
neden oldugunu dogrulamaktadir. Ayrica, engelli kadin 6gretim iiyesi sayisinin
erkeklerden daha az oldugu gercegi g6z Oniine alindiginda, engelli kadinlar, Habib’in
(1995) buldugu sekilde sosyal hayata erisim konusunda daha fazla dislanma ve engel

ile ugrasmak zorunda kalmaktadir.

Kis, Gilirgiir ve Akcamete (2012) 'nin Tirkiye'deki engelli 6gretmenlerin ¢aligsma
kosullarina ve is tatmin diizeylerine yonelik c¢alismasinda, engelli olan ve olmayan
Ogretmenlerin i3 doyumu diizeylerinin erisilebilirlik ve serbest dolasitm durumuna
bagli olarak degistigini belirtilmistir. Bu ¢alisma, erisilebilirligin i doyumunu kesin
olarak etkiledigini dogrularken Ote yandan meslektaslar ve yoneticilerle olan
profesyonel iligkilerin de is doyumunu onemli 6l¢iide etkiledigini sunmaktadir.
Lindsay ve Cancelliere (2018) ¢aligmasina paralel olarak, engelli bir bireyle ¢alisan
yoneticilerin ve meslektaslarin, herkes i¢in esit bir ¢alisma ortami saglamak ig¢in
yeteneklerinin, ihtiyaglarinin ve alternatiflerinin degerlendirilmesinde agik olmasi
beklenir. Universitedeki sosyal iletisimler, &gretim elemanlarmin kendileri ve
cevreleri hakkindaki goriis ve diisiincelerini sekillendirir. Yoneticiler ve meslektaglar
ile olan sosyal etkilesimler sorunsuz oldugu siirece, 6gretim eleman: kendisi ve o
tiniversitedeki konumu hakkinda olumlu bir anlayisa sahip olur. Ayrica, bulgular
151g¢inda, yonetimin diger 0gretim elemanlar1 ve hatta idari ve yardimci personel ile
sosyal etkilesimler iizerinde Onemli bir etkisi vardir. Bulgulara dayanarak, bazi
katilimcilarin is gorligmeleri sirasinda jiirinin 6znel yargi ve onyargilarint dahil ettigi
ve bu goriismelenin en basindan diglama ve engellemeyle sona erdigi agiktir. Bu
bulgular Cole ve Lewis’in (1993) aciklamasinda oldugu gibi, karar vericinin, kararin
kitabina uygun bir ¢ergevede mantiksal olarak yapilmasi kosuluyla 6znel yargilama

yoluyla karar vermelerine izin verildigini gostermektedir. Ayrica, yoOneticinin
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engellilik Onyargisi, dgretim elemanini hem akademik hem de sosyal g¢evreden
dislamakla sonu¢lanmaktadir. Williams ve Mavin (2012), engelli bireylerin ¢alisma
hayatinda ¢ogunlukla “teorik olarak goriinmez” olduklarini belirtmektedir. Engeli olan
Ogretim elemanlarinin azinlik olarak kabul edilmeleri nedeniyle basit bir sekilde goz
ardi edilebilecegini belirten bulgular da bu ifadeyi desteklemektedir. Dahasi, birgok
katilimei isteki konumlarini agiklarken “gériinmez” sifatin1 kullandi. Buna gore, bu
arastirmaya katilan bir¢ok kisi, liniversiteden ¢ok az destek alarak yeteneklerini ve
basarilarin1 her zaman kanitlamak zorunda olduklarimi hissettiklerini agiklarken

akademik yagamin bazi yonlerinden dislanmis hissettiklerini belirtmislerdir.

Ik asamada bile, engeli olan dgretim elemanlar1 bagvuru ve ise alim siireglerinde
engellenme, 6nyargi ve olumsuz ayrimcilikla karsi karsiya kalmaktadir. Bu ¢alismanin
bulgulari, Bulk et al (2017) ve Roulstone & Williams (2014) 'un sonuglari ile
uyumludur. Engelli bireyler gogunlukla yetersiz veya ekstrabir kiilfet olarak gortildigi
icin ayrimci uygulamalarla karsit karsiya kalmaktadir. Bulgulara dayanarak, jiiri
kurumda bir engelliyi istemeyebilir veya engelli aday i¢in uyarlamalarla ugrasmak
istemeyebilir. Bordieri ve Drehmer'in (1987) belirttigi gibi, engelli bireyler igin
sorumluluk almak istememeleri de onlar1 kabul etmemek icin bir sebep olabilir.
Katilimcilarin ifadeleri dikkate alindiginda, yiiksekdgretimde yer almak isteyen ancak

engelinden Otiirii izin verilmeyen birgok kisi daha olabilir.

Ancak, 6z ve sosyal bilginin tek kaynagi sosyal iletisimler degildir. Erisilebilirligin
tiniversitelerde kisisel bir sorun olarak goriildiigiinii vurgulayan Titchkosky'nin (2008)
calismasina paralel olarak, Tiirkiye'deki {iniversitelerin ¢ogunda ana anlayisa gore
Ogretim elemanlarinin ve Ogrencilerin uyarlama ya da destek talep etmesi
beklenmektedir. Uyumun sosyal bir sorun oldugu gercegini goz oniinde bulundurarak,
engellilerin fiziksel kisitliliklarina odaklanmak yerine, fiziksel ve sosyal sartlarin
onlar1 nasil kisitladigint ve bu faktorlerin nasil degistirilebilecegini diistinmek

Onemlidir.

Ek olarak, 6z ve sosyal bilgi olarak yansimalar kisinin mesleki doyumu iizerinde
etkilidir. Marsh ve Hattie'nin (2002) belirttigi gibi, bir 6gretim elemani 6gretim,

arastirma, yonetim ve topluma hizmet olarak dort ana alandan sorumludur. Bulgulara
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dayanarak, genel olarak, herkesin bu dort alan bakimindan isinden tam olarak memnun
kalmasi s6z konusu degildir. Ancak, mesleki iligkilerinden ve isteki
erisilebilirliklerinden memnun olanlar mesleginden daha memnunlar. Destekleyici
meslektaslar1 ve erisilebilir bir ¢alisma alani olan katilimcilar daha yiiksek is
doyumuna sahipken, olumsuz sosyal iliskilere sahip olanlar ve isyerinde erisilebilirlik
eksikligi olanlar diisiik mesleki doyuma sahiptir. Olumlu 6z ve sosyal bilgi, 6gretim
elemanlar i¢in daha yiiksek is doyumu ile sonuglanirken, mobbing, kii¢iik diislirme,
ayrimceilik ve dislama, diisiik 6z bilgiye neden olur ve dolayisiyla is doyumu iizerinde
olumsuz bir etkiye neden olur. Erisilebilirlik 6zellikle is rutini ve hangi alana daha ¢ok
yogunlasacagini etkilediginden, mesleki doyum, saglanan erisilebilirlige bagl olarak
degismektedir. Esasen, evrensel tasarimin her alanda var olmali ve ekstra bir uyarlama
ithtiyacinin belirmemesi gerekir. Ancak kurumlarin sartlarini diisiiniirsek en azindan
yoneticilerin erigilebilirlik anlaminda destekleyici olmasi, yasalarca gilivence altina
alinmig haklar bazinda kosullarin esitlenmesi ve bu haklarin ve uygulamalarin etkili
bir denetim sisteminin olmasi gerekmektedir. Sonug olarak, hem sosyal etkilesimler
hem de o6zellikle kampiiste erisilebilirlik i¢in etkili yaptirnmlar ve etkili kontrol
mekanizmalariin bulunmamasindan kaynaklanan engelli 6gretim iyeleri isyerinde
hem c¢evresel hem de sosyal engellerle karsi karsiya kalmaktadir. Daha esit ve
kapsayict bir yiiksekogretim ortami saglamak i¢in, bu engelleri ortadan kaldirmak

esastir.

Yiiksekogretim Yoneticileri i¢cin Oneriler

Oneriler béliimii hem katilimcilarin hem de arastirmacinin 6nerilerinden olusmaktadir.
Engelli haklar1 Birlesmis Milletler Engelli Haklar1 S6zlesmesi, 5378 sayili Tiirkiye
Engelliler Kanunu ve Tiirkiye Cumhuriyeti Anayasasi ile giivence altina alinmistir.
Ancak yiiksekogretim kurumlarinda yapilan uygulamalar ve eylemler i¢in etkin
denetim mekanizmas1 yoktur ve haklara dayali s6ylem gereklidir. Yiiksekdgretim
kurumlarinda engelli bireylerin haklarina iliskin bazi standart kurallarin ve
diizenlemelerin glivence altina almmas1 ve bu kural ve ydnetmeliklerin
uygulanmasinin agik ve diizenli bir sekilde kontrol edilmesi gereklidir. Universitelerde
ve uygulamalarinda ¢ok farkliliklar goriilmektedir. Tamamen esit olarak hareket eden,

cogunlukla erisilebilir bir ortam saglayan ve gerektiginde destek veren bazi

135



tiniversiteler varken, erisilemeyen kampilis ve ayrimci uygulamalarla engellileri
dislayan bagka {iniversiteler de vardir. Yiiksekogretim yoneticileri engelligin sosyal
modelini benimseyerek kurumdaki erisilebilirlik sorunlarim1i ¢ézmelidir ¢ilinkii

kurumda 6alisanlar arasinda esitligi saglamak tiniversitenin sorumlulugundadir.

Her seyden oOnce, iniversitelerdeki uygulamalar sadece yoneticilerin kigisel
tercihlerine kalmamalidir. Aslinda, yasa en azindan kampiiste erisilebilirlik konusunda
cok aciktirc Bununla birlikte, ilgili diizenlemelerin ve denetleme sisteminin
eksikliginden dolay1 kisisel bir tercih haline gelmektedir. Yasalara dayanarak,
kimsenin engeli ona kars1 kullanilamaz ve hi¢ kimse engellilik i¢in ayrimciliga maruz
birakilamaz. Yiksekogretim kurumlarinda ayrimeir uygulamalar denetlenmeli ve

yaptirimlar: uygulanmalidir.

Calisma hakkini elde etmek i¢in, is basvurusu ve ise alim, engeli olan &gretim
elemanlarinin mezun olduktan sonra karsilastiklari ilk adimlardir. Engelli olmanin bir
dgretim eleman1 segimi {izerinde etkisi olmadig1 garanti edilmelidir. Ise alim siirecleri
sadece dgretim becerileri ve arastirma basarilart gibi 6gretim eleman1 olmanin standart
sartlarina dayanmalidir. Bir 6gretim elemani adayiyla ilgili gorsel detaylar,

karsilastirirken dikkate alinmamalidir.

Yiiksekdgretim Kurulu'nun Engelli Ogrenci Birimlerinden, engellilik konusunda
farkindalik yaratma ve erigilebilirlik saglama gibi bazi1 beklentileri vardir. Bu
birimlerin kampiisteki engellilere esit veya yeterli hizmet sagladigi sdylenemez.
Ayrica, bu ¢aligmalar cogunlukla 6grencilere dayanmaktadir. Ancak bu ¢aligmalarda
engeli olan 6gretim elemanlar: dikkate alinmamaktadir. Ogrencilere erisilebilirligi
saglamak, 6gretim elemanlari i¢in de bir dereceye kadar diisiliniilebilir, ancak 6grenci
veya Ogretim elemant olmanin farkli sorumluluklar1 vardir. Bir engelli bireyi ise almak
isyerinde bazi uyarlamalar yapmayr gerektiriyorsa, bu uyarlamalardan yonetim
sorumludur. Erisilebilirlik firsatlari, baska higbir kisisel miidahale olmaksizin tiim

universitelerde standart bir temelde olmalidir.

Nihai hedef, her birey i¢in herhangi bir uyarlamaya ihtiya¢ duymadan, her tiir

engellilik i¢in tam erisilebilirlik saglayan evrensel bir tasarim saglamak olmalidir,
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ancak yakin gelecekte miimkiin goriinmemektedir. Bu durumda, 6gretim elemani her
zaman uyarlama basvurusunda bulunmaya veya destek istemeye mecbur birakmak
yerine, yonetimin ¢alisanlara nasil destek saglayabilecekleri konusunda danismalari
daha iyi olacaktir. Engelli bir 6gretim elemani uyarlama istediginde, yonetimin bunu

saglamasi beklenir.

Goriismelerde OSYM smavlar1 da nemli hususlardan biri olarak belirtilmistir. E-
YDS'yi gorme engelliler i¢in ekran okuyucularla sunmak, esit sartlarda sinavlara
erisim i¢in 6nemli bir adim olarak kabul edilir. Bireylerin esit degerlendirilmesini
saglamak i¢in bu uyarlamanim OSYM'nin diger sinavlarinda yapilmasi 6nerilmektedir.
Degerlendirmede esitligi saglamak icin, engelli Ogrencilerin talepleri ciddiye
alinmalidir. Engellilik konusunda farkindaligin arttirilmast bir diger 6nemli konudur.
Yoneticiler, Ogretim elemanlar1 ve c¢alisanlar engellilerin haklart konusunda
bilgilendirilmeli ve bu haklara saygi gosterilmeli, esit firsatlar saglanmali ve esitlik
saglanmasi gerektiginde gerekli uyarlamalar yapilmalidir. Sonug olarak, tiim bu
uygulamalar  standartlastirilmis  yasalara  dayanarak  denetlenmeli  ve
degerlendirilmelidir. Ortak mesaj, herkes negatif ayrimcilik kadar pozitif ayrimciliga
da kars1. Tek istek, esitlik ve hak temelli muameledir. Her aday engelden bagimsiz

olarak, kosullar1 sagladig: siirece, 6gretim elemant olma hakkina sahiptir.

Gelecekteki Arastirmalar I¢in Oneriler

Bu calismanin sonuglarina gore, gelecekteki arastirmalar i¢in gdz 6niine alinabilecek

bazi 6neriler vardir:

* Bu calismanin kisithliklar1 g6z oOniine alindiginda, nitel arastirmanin sonuglari
genellestirilemez. Sonuglarin genellestirilebilirliginin arttirilabilecegi caligmalar
yapilabilir.

* Fenomenolojik arastirmanin dogasi geregi, arastirmacimin katilimcilarin
yorumlarma giivenmesi ve bu ¢aligmada bu yorumlar1 yorumlamasi gerekiyordu.
Gozlemler ve saha notlar1 ayn1 arastirma sorusunu incelemek i¢in daha fazla ayrinti
saglayabilir.

» Sadece 0grenciler i¢in degil ayn1 zamanda 6gretim elemanlar1 ve diger personeller

icin bir aragtirma yapilirken yliksekdgretim kurumlarindaki evrensel tasarim goz
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oniinde bulundurulabilir. Yiiksekogretim kurumlarinda evrensel tasarimin nasil
saglanabilecegi iizerine arastirmalar yapilabilir.

Bu calismadaki engeli olan Ogretim iiyeleri ile oOnceki caligmalardaki K-12
O0gretmenleri arasindaki deneyimler arasindaki farklar 1s1ginda, karsilagtirmali bir

arastirma yapilabilir.
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