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Abstract

Out of the vulnerable and disadvantaged groups in the labor market, disabled employees make up one of
the segments that is most exposed to mobbing in the workplace. In this study, we investigated mobbing
processes against disabled employees and their effects on them. The research was conducted through face-
to-face in-depth interviews with 10 disabled employees in the province of Tokat, between November 2019
and December 2020. The obtained data was analyzed using descriptive and content methods. We examined
the characteristics of handicapped employees who had been victims of mobbing, the mobbing acts used
against them, causes and types of mobbing and their effects on the victims. The findings show that disabled
employees are subjected to acts of mobbing including scolding, mockery, shouting, humiliation, backbiting,
overloading, disdain, and being given work below their qualifications. Negative prejudices and attitudes
towards disability are among the causes of mobbing against disabled employees in the workplace. Mobbing
affects the effective and equal participation of disabled people at work and hinders their permanent
presence in the labor market. The psychological and physical health of disabled employees who are victims
of mobbing worsen and their disability-related health problems deteriorate. Mobbing impairs the physical
and mental health of disabled employees and reduces their productivity as well. Mobbing weakens and
eventually breaks these people’s ties with the labor market and their working lives.
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Introduction

Mobbing means exclusion, intimidation, emotional harassment and
psychological violence in the workplace and is both a public health and a
working life problem for all employees. Mobbing can be defined as a systematic
and prolonged exposure to hostile and unethical behaviors in the workplace.
Mobbing has negative effects and damages the individual, business and society
in terms of the problems and results it causes and its domain exceeds workplace
boundaries. The first and most harmful effect of mobbing is felt by the employee
being exposed to mobbing. In the face of the frequency and continuity of
psychological violence in the workplace, the health of the employee deteriorates,
and economic, social and emotional problems arise. Employees in workplaces
where mobbing is occurring have difficulties in generating motivation for their
work, their productivity decreases, their commitment to the work/workplace
diminishes, they lose their self-confidence and they may finally quit their jobs.
The most extreme negative effects of this violent process may result in the
victim’s suicide.

Disabled employees are those most frequently exposed to mobbing at work
due to prejudice and negative attitudes towards them in society. Mobbing may
cause physical and psychological disorders in disabled employees and lead to
serious consequences such as isolation from the social environment. The
participation of disabled people in society is highly important in terms of
exclusion since they have a significant population density in society. For
disabled individuals, exposure to mobbing means they cannot benefit from the
returns of business life, they cannot be permanent in the employment and labor
market and they may even be pushed out of work completely. Thus, mobbing,
particularly for the disabled, is an important health problem that cannot be
ignored and needs precautions.

There are numerous studies in the literature on the mobbing issue. However,
there is limited information about the mobbing experiences of disabled employees,
who make up one of the disadvantaged groups in the workplace. Data collection
on the problems the disabled experience in the workplace, especially on mobbing,
is obviously necessary since they are the largest minority in the world. Further
research is required to detect and raise awareness of the mobbing issue and of
the problems of disabled employees who are victims of mobbing in order to
develop solutions to the issue. In this study, we use a qualitative research
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perspective to determine the mobbing behaviors faced by disabled employees
and the effects of these behaviors on them. We discuss the types of mobbing
actions toward disabled employees, the formation, direction, frequency and causes
of these actions and their effects on handicapped employees.

Mobbing in the Workplace

Mobbing is a significant health and work life problem that all employees are
or may be exposed to in the workplace'. Although the first book on mobbing
(The Harassed Worker) was written by Brodsky (1976), Leymann is accepted
as the pioneer of research on mobbing. Leymann determined the existence of
long-term hostile and aggressive behaviors among employees in a workplace
and later used the term ‘mobbing’ to describe this phenomenon. Leymann
(1996, p. 165) defines mobbing as a form of psychological terror/violence in
the workplace, in which one or more people systematically direct hostile and
immoral communication towards another person, the reasons for which can be
very diverse, ranging from differences of opinion and belief to jealousy and
gender discrimination. Mobbing can also be defined as a situation in which a
person is repeatedly harassed for a period of time, subjected to abuse, assault
or social exclusion, and pushed into an inferior position where he/she cannot
defend him/herself against such unethical behaviors. (Einarsen, Hoel & Zapf,
2011, p. 22; Feijo, Griaf & Pearce, 2019, p. 1). In many definitions of mobbing,
there are descriptions of negative, hostile and disturbing behaviors in the
workplace and the continuation of these behaviors in a constant and regular
manner that lead to health problems. There must be an inequality of power
between two parties in a workplace so that something that has happened between
the two can be labelled as mobbing. This unequal power relationship may cause
mobbing victims to perceive themselves as helpless and vulnerable, to
experience a deterioration in their mental health and even to face the danger
of losing their jobs (Zapf & Gross, 2001, p. 501).

1 Inastudy conducted in US, it is stated that 25%-30% of all employees are victims of mobbing at one time in
their working life, and 10% are constant mobbing victims (Tracy Lutgen-Sandvik & Alberts, 2006, p. 149).
In another study in the USA, it is revealed that 79.3 million workers (about 61% of the total workforce)
are affected by mobbing (WBI, 2021, pp. 6-7). In EU, 9% of workers (12 million workers) were found to
be victims of mobbing in the 12-month period, and this trend slightly increased between 1995 and 2000
(Paoli & Merlli¢, 2001, p. 26). One out of every ten workers in UK (Beale & Hoel, 2010, p. 103) and 14%
of those in Spain (Vélez, 2011, p. 8, cited from Gonzalez & Grana 2009) are mobbing-victimized. In a
study on healthcare workers in Turkey, it was stated that 48.3% of the sample was exposed to mobbing acts
(Karatuna & Tinaz, 2010, p. 121). In another study conducted in Turkey between 2008 and 2009, 84% of
the participants stated that they underwent mobbing in the workplace (Izmir & Fazlioglu, 2011, p. 35).
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Mobbing is a systematic and continuous process. The frequency, duration
and results of the attacks are determinative for what happened in a workplace
to be accepted as mobbing. Leymann states that the negative actions in a
workplace must last for at least six months, an average of 15 months, and occur
at least once a week to be labelled as mobbing. Among the mobbing behaviors
are those aimed at preventing communication?, attacks on social relations?,
reputation?, one’s professional status®, and direct attacks on one’s health®
(Leymann, 1996, pp. 170-172).

High frequency and long-term hostile behaviors cause serious physical,
mental, psychosomatic and social problems (Leymann, 1996, p. 182). Mobbing
affects the victim’s health, welfare and social relations adversely (Akter, 2019;
Ferris, 2004). Many physical disorders (Djurkovic, McCormack & Casimir,
2006, p. 78; Kivimaiki, Virtanen & Vartia et al., 2003, p. 781) including
cardiovascular diseases such as high blood pressure, sweating and trembling
of hands, headaches and backaches, stomach and intestinal diseases and anxiety
depression, sleep disorders and even suicidal ideation (Feijo et al., 2019, p. 1;
Hollis, 2017, p. 98) are among the health problems experienced by mobbing
victims. Mobbing symbolizes a kind of ‘social death’ in that it deeply shakes
the victims’ sense of being talented and valuable individuals and creates a
serious source of social pain through revealing their fragility (Einarsen &
Nielsen, 2015, p. 132).

Mobbing results in many negativities on its victims and occurs in two ways
- vertical and horizontal. Vertical (hierarchical) mobbing is the type that
superiors apply to subordinates and emerges as the direct implementation of
aggressive and punitive behaviors toward the victim by the supervisor/manager.
Horizontal mobbing is psychological violence between employees of equal
status (Tinaz, 2006, p. 5-7).

Mobbing is applied mainly by managers and supervisors (Fevre, Robinson
& Lewis, 2013, pp. 299-300, Zapf & Einarsen, 2011, p. 180).

E.g. behaviors such as constant criticizing, interrupting, scolding and shouting etc.
E.g. exclusion and pretending as if he/she does not exist etc.
E.g. mockery, backbiting, verbal and nonverbal sexual demands etc.

E.g. assigning tasks that are meaningless or affect self-esteem etc.

AN W R W

E.g. physical violence and sexual harassment.
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The formation of mobbing is too complex a process to be attributed to a
single cause. There are many reasons stemming from individual, organizational
and social factors. People who carry out mobbing are jealous, hypocritical,
narcissistic, excessively controlling, intolerant, take pleasure in the
embarrassment of others, malicious, aggressive and prejudiced whereas
mobbing victims are hardworking, honest and successful individuals with high
ideals (Zapf & Einarsen, 2011). Further, their unchangeable characteristics
such as race, gender, religion or the minority group (e.g. the disabled) they
belong to may also be the causes of mobbing (Davenport, Schwartz & Elliot,
2003, pp. 70-72).

Among the organizational causes of mobbing are excessive hierarchical
structure in businesses, providing discipline in the workplace, using mobbing
as a tool to increase productivity, reducing expenditures on human resources,
ineffective communication channels, weak conflict resolution abilities, weak
leadership, ignoring educational differences, bad management, an intensely
stressful workplace, downsizing and restructuring situations, wrong personnel
selection and recruitment processes (Tinaz, 2006, p. 4). The causes of mobbing
stemming from social and economic factors are poverty, unemployment, income
insufficiency, unjust income distribution, population mobility (Dietz & Gill,
2006, p. 335)’, and behavioral patterns due to the individual-based, competitive
and success-centered society structure (Davenport, 2003 p. 58).

Being a Disabled Employee in the Workplace and Mobbing

Disability is defined as the social consequences of being an individual with
a physical disorder or deficiency. The disabled are defined as persons with
long-term physical, mental, intellectual or perceptual impairments that hinder
their full and effective participation in society on an equal basis with others
(Askin & Askin, 2019, p. 372). Disability derives from the interaction of
attitudes and environmental conditions that prevent their full and effective
participation in society on equal terms (UN, 2007, p. 2). In other words,
disability is not only a situation related to the disability, expressing the lack of
an individual’s body structure, but is also related to the social structure and
environmental conditions of the society in which the individual lives. The

7  Social factors such as poverty and increase in unemployment create social stress in the society, and
behavioral patterns such as an increase in violence can also trigger violence in the workplace (Dietz and
Gill, 2006, p. 338).
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disabled see interaction as one of the most important aspects of their lives
(Knox & Hickson, 2001), which provides information about workplace qualities
and environment characteristics that can help disabled employees adapt to the
workforce and integrate them physically and socially. The negative attitudes
of colleagues and supervisors affect the interaction, socialization and
employment experience of disabled people and limit their abilities in the
workplace (Schur, Kruse & Blanck, 2005, p. 10). Today, the definition of
disability covers both a physical deprivation and social and environmental
factors that prevent the participation of people with physical deprivations in
social life.

Barriers to the participation of disabled people in society and activities are
listed under the umbrella of environmental agents including physical,
institutional and attitudinal factors. Physical factors include conditions such
as roads, buildings, houses, and means of transport built for the non-disabled
and which are unsuitable for disabled individuals’ inclusion in social activities.
Institutional factors cover the neglect of social, educational, legal, religious or
political institutions or the access problem of disabled people to these institutions
due to a systematic exclusion. Attitudinal factors are ingrained personal or
social prejudices against people with disabilities (Harris & Enfield, 2003, p.
17). These factors make individuals with physical deprivation handicapped in
social life®. Negative labels such as helpless, burden, threatening, needy,
inefficient, useless (Barton, 1998, pp. 54-55) and prejudiced attitudes towards
disabled people hinder them from getting a job and going to school. All these
society-devised environmental factors/obstacles and negative attitudes towards
disabled people cause their exposure to pressure, discrimination and exclusion
in society (Shakespeare, 2011, p. 55). The social, cultural, economic and
environmental barriers for disabled people handicap them in almost every
aspect of their social lives in the forms of exclusion, discrimination and isolation
(Burcu, 2017, p. 109). All these social inhibition processes transform disabled
individuals into those with handicaps at work as well as in all areas of
participation in their social lives.

8 In fact, an orthopedically disabled individual can easily go to work, school, and shopping alone if there
are no obstacles around him. Being wheelchair-bound is not the reason for his inability to perform
these activities. The main reason is that the environment in which he lives (home, vehicle, road, school,
workplace, shopping places, etc.) was built by ignoring the conditions of this person (Sentiirk, 2010, p. 3)
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Discrimination, stigmatization, negative employer attitudes, inaccessible
physical environments, transportation and communication systems, and low
education levels hinder disabled people from participating and staying in
working life (Vickers, 2009, p. 259; UN, 2019, p. 152). The assumption that
disabled people are less productive makes it difficult for them to participate
and stay in employment, which is regarded as the key to participation in society.
Employers assume disabled people are unable to comply with working discipline
and they will be inefficient, and they find it costly to employ disabled people
(Barnes & Mercer, 2005, p. 533; Coleman, Sykes & Groom, 2013, pp. 64-65).
These attitudes complicate the working conditions of disabled people that are
able to participate in the labor market (Barnes & Mercer, 2005; Vickers, 2015).

Disabled people are as willing to have jobs as non-disabled people (Ali,
Schur, & Blanck, 2011). However, the employment rates of disabled people
are significantly different to and much lower than those of the non-disabled. A
low employment rate means a high poverty rate for the disabled (WBI, 2021,
p. 39-40). Employment is important both for increasing economic resources
and its social and psychological effects as it helps the disabled be fully included
in mainstream society by enhancing their social networks, civic skills, behaviors,
sense of activity and independence (Schur, 2002, pp. 340-1, 344-6).

Employment rates are very low and unemployment rates are very high for
the disabled’. Disabled people face unemployment but the working disabled
may also undergo challenges in terms of underemployment, lower income and
less advancement opportunities, which means being employed in a job below
one’s skill level. Disabled workers participate in underemployment at a higher
rate than non-disabled workers. They are more involved in involuntary, part-
time or contingent employment and earn below average wages (Bonaccio,
Connelly & Gellatly, 2020, pp. 135-140; Fevre, Foster & Jones, 2016, pp.
17-22). Disabled people work in low-status and low-paid jobs that are unsuitable
for their education and skills. In addition to employer attitudes reflecting
stigmatization and prejudice against disability, company culture that has little
or no tolerance of disabled people and discrimination, mobbing is yet another
important problem for the disabled in their working life.

9 According to global data, the employment rate is 44% for disabled people and 75% for non-disabled people
(OECD, 2010, p. 23). In Turkey, only 14.3% of the disabled are in employment (TurkStat, 2010).
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Disabled workers are victims of mobbing more than non-disabled workers
(Evans, Edwards & McGregor, 2016, p. 2016; Fevre et al., 2013; Fevre et al.,
2016; Foster & Scott, 2015; Fevre, Robinson & Jones, 2008). Mobbing, which
aims to intimidate the disabled and make it their own decision to quit their
jobs, is a frequently used method of pressure. Thus, undesirable disabled
employees are faced with mobbing directly or indirectly'®. The relationship
between disability and negative behavior is strong and evident. The studies
conducted in England show disabled employees are exposed to mobbing more
than other disadvantaged/minority groups, such as Asians, blacks, female
employees (Fevre et al., 2008; Fevre et al., 2013; Foster & Scott, 2015). The
studies show disabled workers are usually exposed to mobbing by their
employers or managers (Fevre et al., 2013).

Disabled people are exposed to mobbing due to such factors as negative
attitudes of employers'! and colleagues to working with disabled people and their
physical differences that are categorized unattractive according to appearance
standards. The perceptions that disabled workers fail to fit the image of the
organization/company and that they are less productive and negative assumptions
and prejudices regarding the abilities of disabled people are also listed among
the reasons for mobbing against disabled employees. Performance problems such
as anxiety and/or lack of confidence in disabled employees, slowing down the
work, being unable to adapt to other employees, and tendencies to higher
absenteeism and delays are the other reasons for mobbing. Negative perceptions
such as the aggressiveness of a disabled employee and the necessity of making
physical workplace arrangements for transportation and access —which is regarded
as some extravagant financial burden- are among the reasons for mobbing against
the disabled (Adams & Oldfield, 2012; Bonaccio et al., 2020; Colemann et al.,
2013; Dipboye, 2005; Evans et al., 2016; Tororei, 2009; Vickers, 2009). The
existence of all these negative and discriminatory attitudes towards disabled

10 The father of the concept, Leymann, and Lindroth found that 21.6% of disabled employees in a non-profit
organization were victims of mobbing while this rate was only 4.4% in non-disabled individuals (Zapf &
Einarsen, 2011, p. 174, cited from Lindroth & Leymann, 1993). The studies conducted in the US, England
and Australia argue that disabled employees, despite protective legislation, are subjected to more mobbing
actions by employers and colleagues compared to non-disabled employees (Evans et al., 2016; Fevre et al.,
2016; Snyder, Carmichael & Blackwell, 2010). The employees with psychological disorders or learning
difficulties in England are seven times more likely to be victims of mobbing in the workplace (Fevre et al.,
2013).

11 Coleman etal. (2013, p. 52) state 68% of mobbing-performers against disabled employees were employers,
supervisors or managers in Fair Treatment in the Workplace Survey and 50% in Life Opportunities
Questionnaire.
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employees in workplaces and acceptance of such attitudes as a habitual situation
in workplaces expose disabled workers to mobbing. As a reflection of these
negative attitudes, the lack of arrangements in accordance with the needs of the
disabled in workplaces and ignoring them are important factors in mobbing
practices (Fevre et al., 2013, p. 290, cited from Foster, 2007).

Disabled employees are exposed to mobbing by their managers on the grounds
that their performance and productivity are insufficient, their duties are changed
frequently for this reason and they are made to work alone in isolation (Foster
& Scott, 2015, pp. 334-335). Prejudiced, condescending and negative attitudes
towards disabled people and their appearances lead to the perception that they
are unsuitable for certain roles in workplaces and thus they are exposed to
mobbing (Adams & Oldfield, 2012, p. 23-27; Davenport et al., 2003, p. 70).
Disabled workers’ observable and visible physical, social and emotional
differences can create alienation and lack of empathy. As a result, they may be
stigmatized, discredited and excluded, which will make them vulnerable to all
kinds of bad behaviors including mobbing (Fevre et al., 2013, p. 301; Pampel,
2014, pp. 5-6). The physical and psychological health of mobbing-victimized
disabled people deteriorate and their lives and social (spouse, family, friend)
relations become worse (Coleman et al., 2013, pp. 43, 46). Higher anxiety, stress
and depression (Vickers, 2009, p. 263; Vickers, 2015, p. 39) decrease their self-
confidence and motivation to stay in employment and the labor market (Evans
etal., 2016, p. 30). Disabled people whose physical and mental health deteriorate
and whose productivity decreases as a result of mobbing they have been exposed
to leave the workforce through early retirement, dismissal etc. Mobbing negatively
affects disabled employees’ health and their situation and position in the
employment and labor market (Fevre et al., 2013; Okechukwu, Souza & Davis,
2014; Khubchandani & Price, 2015).

Purpose and Method

The aim of the present study is to examine the characteristics of disabled
employees who are victims of mobbing, mobbing actions against them and
reasons and types of these actions and their effects on disabled employees. We
carried out field research using a qualitative method suitable for investigating
sensitive and difficult social events and using an in-depth interview technique.
Qualitative research is suitable both for situations where it may be difficult to
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access a particular group that is sensitive to the issues being researched and
for interviews with disabled employees (Foster & Scott, 2015, p. 333). We used
an open-ended questionnaire to ask detailed why and how questions. Based on
qualitative interviews, this study focuses on raising awareness of understanding
the experiences of disabled employees. Thus, we present information about
the nature, causes and effects of mobbing and how employers and non-disabled
employees interact with disabled employees.

Table 1
Socio-demographics of the Participants
g E P e | 37
2 = 5o = = = S = S = < =2
5} ) <« S Q - ) 8 o 2 2 = =]
= &) = = 7] = o« = é e 8
5 s = = A Gl
& = =
Paperwork/
Pl M 33 Single | Bachelor’s | Public | Switchboard | Orthopedic 58 6
Operator
P2 | M | 32 | Single | Bachelor’s | Public | SWitchboard Visual 60 4
Operator
P3 F 47 | Married | Bachelor’s | Public Switchboard Visual 80 17
Operator
P4 M 49 Single | Bachelor’s | Public Paperwork Orthopedic 60 19
. High . . .
P5 M | 27 | Single Private Textile Orthopedic 40 7
School
. High . Market At- .
P6 M 42 Single School Private tendant Orthopedic 50 5
P7 M 34 | Single | Associate | Public Paperwork Hearing- 85 8
Speech
P8 F 32 | Single | Bachelor’s | Public | Civil Servant | Orthopedic 55 4
P9 F 48 Single | Bachelor’s | Private Banking/ Orthopedic 60 18
Paperwork
P10 F 45 Single | Associate | Private Accounting / Orthopedic 58 14
Paperwork

The research was carried out with face-to-face in-depth interviews with 10
disabled employees between November 2019 and December 2020 in Tokat
Province. Before conduction of the research, we obtained written permission
from the Social and Human Sciences Research Ethics Committee of Tokat
Gaziosmanpasa University (Date: 06.23.2020, Issue: 06.25.2020/29031). The
snowball sampling technique was used for determining the sample (Baltaci,
2018, p. 237) in order to collect detailed data for qualitative research and to
meet the objectives of the research. The participants had at least 3 years of
work experience. During the research period, we interviewed 7 orthopedic, 2
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visually and 1 hearing-speech impaired employees that met the criterion. We
ended the interviews when the information obtained from 10 disabled employees
was satisfactory enough with repetitive answers and we reached saturation
point in terms of data collection. Informed consent was obtained from the
participants during the data collection process. Table 1 shows the participants’
socio-demographics.

The data was obtained with a semi-structured questionnaire for understanding
the cause, type, social, physiological and psychological effects and consequences
of mobbing on disabled individuals. Interviews were held in formal or informal
settings according to the wishes of the participants. Notes were taken and a voice
recorder was used to prevent data loss. We evaluated the research data through
content analysis'. In the content analysis, we first examined the answers given
by the interviewers and coded similar expressions (similar or common words,
sentences and paragraphs). Later, we created themes and sub-themes by combining
related codes. The obtained data (opinions of the participants) was often presented
in the form of direct quotations. In qualitative research, the inclusion of direct
quotations from the statements of the interviewees and explanation of the results
accordingly is important for validity (Yildirim & Simsek, 2005, p. 257). We
aimed to digitize the data with frequency analysis and to investigate the reliability
for data comparison possibility. In our study, the total frequency was higher than
the number of participants since the answers given by the same participants might
have fallen under different themes.

Findings
This section gives the findings regarding the qualitative data obtained from
the interviews with the participants. We interpreted the research findings by
enriching the frequency information of each theme and direct quotations from
the statements of the participants in line with the literature findings.

Demographic and Working Life Findings
We interviewed 4 female and 6 male disabled employees whose age range
was 27-50. The age distribution was 27-32 (n= 3), 33-38 (n=2), 39-44 (n=1)

12 In content analysis, similar data is gathered within the framework of certain concepts and themes so that
they can be organized and interpreted (Yildirim & Simsek, 2006). We analyzed the data on mobbing against
the disabled, gathered common/similar thoughts from the views of the participants, formed certain themes,
and calculated frequency values.
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and 45-50 (n= 4). Six participants were married and 4 were single. The
participants’ education levels were relatively high: High school (n=2), associate
degree (n= 2) and undergraduate (n= 6). The participants were orthopedic (n=
7), visually (n= 2) and hearing-speech (n= 1) impaired. Disability rates were
40%-60% (n= 8) and 80%-100% (n=2). Most of the participants had disabilities
in the range of 40%-60%, which complies with the finding that low-disability
employees are favored more in working life (Yilmaz, 2004; EYHGM, 2015,
p. 66). The participants worked in the public (n= 6) and private (n= 4) sector.
Of the public employees, 1 was a worker and 5 were civil servants. The
employees in the private sector were all workers. One of the public employees
worked as a servant, 5 worked as civil servants in low-status jobs (on a
switchboard, in paperwork such as record keeping, correspondence, paper
delivery etc.). Of the private sector employees, 1 worked in a market, 1 in a
car dealership (accounting), 1 in a textile business and the other in a bank.

Findings on Mobbing Exposure of Disabled Employees in the Workplace

We examined the participants answers to the questions about their exposure
to mobbing and listed the types of mobbing against disabled employees under
the following five sub-themes: Mobbing against their communicating,
maintaining social relations, reputation, professional status and states of health.
These sub-themes are in compliance with Leyman (1996)’s typology in mobbing
conceptualization.

The mobbing acts that the participants were exposed to in communicating
were codded as follows: Scolding (n= 8), negative and hostile staring (n= 2),
ignoring (n=1).

Mobbing acts against social relations were coded as verbal or written threats (n=3).

Mobbing acts in the form of attacks on personal reputation were codded as
follows: Gossiping/Backbiting (n= 6) and ridiculing their disabilities (n= 6).

Mobbing act against their professional status were detected in the following
codes: Giving assignments/responsibilities below their qualifications (n= 4),
constant criticism (n= 3) and over-monitoring (n= 2).

Mobbing against the health of victims was manifested with the overload
code (n=3).
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The most common forms of mobbing against disabled employees were
scolding (the most repetitive code) (n= 8) and those against preventing their
social relations.

The excerpts from the interview with P2 are examples of mobbing acts and
sub-themes related to communication, establishing and maintaining social
relations, reputation and professional status.

“My employer shouted at me saying “I saw this job appropriate for
you, your situation is clear, why are you challenging your conditions,
should I make you a manager immediately simply because you are a
university graduate, don 't make me angry! When [ said, “What's
wrong with my situation,” he said, “Son, you are blind, is there
anything beyond?” It hurt me a lot. “You are blind!” I replied angrily.
He kicked me out of his room. Since that day, when he sees me in the
hallway, he has been scolding me, “Why are you wandering here, go

get your work?”” (P2).

The excerpts from P4’s statements include mobbing behaviors and sub-
themes for communication, reputation and professional status.

“Why do Iwork, should I stay at home, should I earn money by lying down?
These were said by my superiors and my colleagues, and they always scold
me. Both my supervisor and my colleagues treat me very badly. They keep
scolding me for being lazy and not wanting to work™ (P4).

Some of the statements of P6 and P9, who worked in the private sector,
constitute an example of mobbing action aimed at preventing their formation
of communication and reputation as follows:

“They constantly scold me for [ move slowly, I don't organize the
aisles well, and they keep saying all these things in front of other
customers” (P6).

“Whenever he sees me, he looks angry. He chats with other employees
but usually scolds me for sitting idly. When I ask for permission, I get
shouted and scolded” (P9).

Some of the excerpts for the codes for ridiculing their disabilities (n= 6) and
gossiping/backbiting (n= 6) are as follows:
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“He usually ridicules my lameness, but in fact, he is a real cripple
who has never had his share of humanity. He was always making fun
of my disability saying, “Life is good for you, you don't do anything
but we get the same wage. They are also making very ugly rumors
that I cannot share here, but, one of which is like “How dare he get
married despite his lame foot!” (P1).

“I am hard of hearing because of hearing loss in one my ears. I also
suffer from stuttering. I have suffered a lot from being ridiculed, faked,
mocked and exposed to rude behaviors by my colleagues” (P7).

“I am frequently exposed to backbiting and gossip. They say: I am
very capricious, incompetent, I usually have troubles at work, I am
unable to come to work on time, I should have stayed at home because
the government would somehow give me a pension, this workplace
is not my father's company...” (P4)

Mobbing acts against professional status were marked with the giving
assignments/responsibilities under their qualifications (n=4) code and those
against the health of victims were marked with the overload (n=3) code. Below
are statements from some of the mobbing victims regarding these codes.

“Those who entered the job at the same time as me were promoted
but [ was not. [ have the same training as other employees but I am
employed as a support staff in a position where there is no promotion
and no contact with customers” (P9).

“They make me do cleaning and photocopying. Are these jobs proper
for a college graduate? Pain has started in my leg muscles and I have
started physical therapy” (P4).

They treat me badly. They make me carry very heavy parcels. [ am
not allowed to work at the registry. However, I can work better as a
cashier. They take turns sitting at the cash registry (P6).

1 do photocopying, faxing, correspondence, filing documents, etc. My
workload is too much. They make me do a job that at least three
people are able to do. I work 6 days a week, they call me to work even
on Sunday. They make me work until 7-8 in the evening (P10).
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The codes for other mobbing acts created from the statements of the
participants were verbal or written threats (n= 3), constant criticism and
condemnation (n= 3), over-monitoring (n= 2), negative and hostile staring (n=
2) and ignoring (n= 1). The participants’ statements about these themes are as
follows:

I wrote a petition to change my unit but they replied with a counter-
petition, or rather, a threat. If I do not do my job meticulously and
comply with the working hours, a legal action will be initiated against
me (P1).

They were chatting as if  wasn t in the room and [ wasn t there. They
were doing it deliberately to annoy me. They didn't even answer my
questions about the job. I complained to the chief but the chief denied
my complaint and thought I had an inferiority complex because of
my disability (P8).

The statements of the participants show they are exposed to many unethical
mobbing acts in their workplaces. Such above-mentioned attitudes as scolding,
criticism, ignoring, exclusion etc. are accepted as mobbing acts aimed at
preventing the communication and social relations of disabled employees.
Leymann (1996) states such mobbing acts are for isolating and excluding the
mobbing victim from his/her environment and preventing his/her communication
to intimidate the victim. Davenport et al. (2003, p. 19) argue that mocking a
person’s disability, backbiting, gossiping, belittling and insulting are among
the mobbing acts against the personal dignity and reputation of an individual,
and the aim is to humiliate the victim and damage his/her reputation. Malicious
over-monitoring, giving jobs/responsibilities below the employee’s qualifications
and overloading are intended to show the victim is professionally unreliable
and inadequate. Such mobbing acts are harmful to the professional status and
dignity of the individual (Davenport et al., 2003, p. s19).

We found that the disabled participants of the present study were exposed
to one or more of the above-mentioned mobbing acts. In the literature, disabled
employees are reported to have been victims of mobbing. Among the mobbing
acts that disabled people are subjected to most in their careers are mockery,
humiliation, gossip, backbiting, disrespect, over-monitoring, hypercriticism,
overtasking, deprivation of promotion, exclusion and written and verbal threats
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(Bernard, 2017, p. 42; Cesim, Sanli & Akel, 2018, p. 39-40; Colemann et al.,
2013, pp. 44-51; Fevre et al., 2013, pp. 296-297).

Frequency, Duration and Type of Mobbing

The participants reported the frequency of mobbing as a few times a month
(n=2), once or a few times a week (n=5) and almost every day (n= 3). One
participant’s statement is as follows:

“The man is obsessed with me. He doesn 't end the week without

scolding or warning me a few times” (P2).

Of the 10 interviewees, 6 stated they were victims of mobbing for 1-3 years
while 4 suffered from mobbing for 4-7 years. The duration and frequency of
the negative behaviors that our interviewees defined as mobbing comply with
the condition in the literature that negative behaviors must be performed with
a certain frequency in order to be considered mobbing (Leymann, 1996, p.
168). We found the longest period of exposure to mobbing was 7 years in the
public sector (n=2) and 6 years in the private sector (n= 1). Our findings accord
with the condition in the literature that mobbing acts must be performed
statistically at least once a week and for at least six months over a long period
of time (Leymann, 1996, p. 168).

Public employees have job security. However, disabled employees in the
private sector frequently undergo mobbing for a long time due to the pressure
of unemployment in today’s conditions and they think they will have difficulties
in finding jobs due to their disadvantaged position in the labor market. The
following statements of the interviewees confirm this finding.

“I've been suffering for 7 years. I have no connections so I cannot
transfer to another institution. It is impossible for me to resign because
itis a great luck to find a job in public service. Many people are trying
to have a job in public office because they will have insurance and
pension guarantee. The private sector does not want the disabled
anyway. That'’s why I have to tolerate all these things” (P4).

“These negative behaviors towards me have been going on for 6
years. Is it easy to quit job for a disabled woman with children like
me? Is it easy to find another job? If [ quit my job here, there are no
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other jobs for me. I cannot have a job in civil service because very
few handicapped people are staffed. Few disabled people are employed
in the private sector just out of formal obligation. In general, men
with less disability are preferred. If I get out of here, I can't find a
job. So, I have to endure” (P9).

The interviewees stated they were exposed to mobbing by their managers
(n=4), by both their managers and colleagues (n= 3) and by their colleagues’
friends (n=3). The findings show disabled employees are intensely and widely
exposed to vertical mobbing exercised by their managers/supervisors and
horizontal mobbing by their colleagues at the same level. The findings are also
similar to those in the literature (Colemann et al., 2013; Fevre et al., 2013).
Vickers (2009, p. 259) states the participation of disabled people in employment
occurs in low-paid, low-income, low-position jobs that are unsuitable for their
education, and with no opportunity for promotion. Jones et al., on the other
hand, argue that this kind of participation makes disabled individuals more
vulnerable to mobbing (Jones, Finkelstein & Koehoorn 2018, pp. 84-87). The
power inequality, which is effective in the exposure of employees to mobbing
in the workplace, is due to the fact that disabled employees work in low-status
jobs in a strict hierarchy, and this makes it easier for them to be exposed to
mobbing. In this study, the mobbing-victimized participants all work in low
positions. Zapfand Gross (2001, p. 501) emphasize that the hierarchical status
difference between mobbing victim and mobbing performer is a major cause
of mobbing.

Mobbing is a special type of conflict involving the victim-perpetrator
structure that pushes the exposed person into a helpless and vulnerable position.
Salin states a perceived power imbalance is a prerequisite for the occurrence
of mobbing. Power structures in organizations partially explain the imbalances
and manager-practiced mobbing acts. Perceived power inequalities are due to
both formal power differences and situational and contextual characteristics.
Unequal power relations such as traditional gender roles and physical power
differences are discussed in this context (Salin, 2003, p. 1219, cited from
Cleveland & Kerst, 1993). Further, social power inequalities feed power
inequalities in work life and the values that support racial, class and gender-
based social inequalities in society also cause mobbing in workplaces (Bayrak-
Kok, 2006). Thus, the existence of disability- based social inequalities and the
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continuation of the social values that support such inequalities in workplaces
feed both horizontal and vertical mobbing towards disabled employees. Cultural
values that create inequality in society place disabled people in positions that
are weak, needy, dependent, of lower social status and worthless compared to
non-disabled people, leading to perceptions/prejudices that they are unproductive
(Barton, 1998; Fevre et al, 2016; Askin & Askin, 2018a; Cook, von Schrader,
& Malzer 2019; Jammaers, Zanoni, & Williams 2019; Mkheimer & Milae,
2020). This mentality, which is also widely shared and approved in our society,
exposes disabled employees, who are mostly in a managed position in the
formal hierarchical structure, to vertical mobbing by their managers and
horizontal by their colleagues who are in the same position as them.

Findings on the Causes of Mobbing

In the literature, individual differences of victims are one of the major causes
of mobbing (Davenport et al., 2003; Fevre et al., 2008; Foster & Scott, 2015;
Jones et al., 2018; Leymann, 1996; Tinaz, 2006). We examined the reasons of
exposure to mobbing for disabled people under two sub-themes - being a
disabled and being a disabled woman. Being regarded as inefficient (n=5),
lazy (n=5), moody, disagreeable, capricious (n= 4), unskilled and unqualified
despite their education (n= 5); seen as a burden when they want workplace
arrangements suitable for their disabilities (n= 3), their written and oral rights
(n=3) and intolerance (n=2) were the codes used for explaining the relationship
between disability and exposure to mobbing. Having the physical appearance
of a disabled woman (n= 3) and antagonism against working women (n= 2)
were codes under the theme of disabled women. Some noteable views of those
interviewed about the causes of mobbing are as follows:

“The reason they behave me badly is because they see me as useless,
lazy and unproductive since I am disabled. I submitted a petition
stating that they could not make me do some work because I was not
tenured worker. They thought I was both a disabled and a trouble
maker for them” (P1).

“Even if you are a university graduate, you are a blind handicapped
person in the eyes of a manager. You are a capricious, incompetent
disabled person who has no abilities to work in any other job expect

on switchboards. So, they believe you deserve ill treatment” (P2).
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“They did not approve of me getting doctor permits not to go to work
because of my health problems. When I wanted to work in a downstairs
room and asked for a service bus, they thought I was grumpy, unwilling

to work, lazy and over-demanding” (P4).

“The private sector sees the disabled as unproductive and lazy and
hires them perfunctorily. They deliberately load a lot of work on a
disabled worker so that s/he will quit the job as soon as possible.
Same thing happened to me” (P5).

The participants of the present study seem to have experienced the above-
mentioned codes for mobbing acts to severe degree. In the literature, employers
and other employees generally assume that disabled employees are less
productive or unproductive, and accordingly, they believe the disabled have
performance problems such as slowing down or delaying work (Adams &
Oldfield, 2012; Bonaccio et al., 2020; Evans et al., 2016; Vickers, 2009).
Managers’ perceptions of disabled employees being problematic and
incompatible workers (Kaye, Jans, & Jones, 2011, p. 529) and negative and
prejudiced attitudes of managers toward making workplace arrangements
according to the needs of disabled employees (Evans et al., 2016; Jones et al.,
2018) are stated as the reasons for mobbing against the disabled.

In the sub-theme of being a disabled woman, the reasons for mobbing were
expressed with the codes for physical appearance (n=3) and antagonism against
working women (n=2). The participants’ statements regarding this sub-theme
are as follows.

“My manager once said, “You are a blind woman, why are you
loitering here? You are spoiling our image. You have a job despite
your appearance and you also want a service bus. Go sit at home.
What are you doing here?” My manager is a man of such bad
mentality. He is against woman working. His wife doesn't work,
either” (P3).

“... They didn 't like my physical appearance, my disability. My
appearance discomforted them. They didn t want me in the room with
them. They said to my face that [ was an eyesore. They even put their
noses into the skirt I was wearing and despised me saying, what [
was wearing was weird, ugly and didn t fit me” (P8).
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“They told I was not fast and punctual, appearance was important
for customers, I could not be allowed to work at a position where the
contact with customers were intense... We are non-presentable women
workers” (P9).

“Working women are unwanted in the private sector. [ am physically
handicapped as well. Working hours and pace are very busy. I am
married with a child. They want to make me work late. They started

to put pressure on me when I objected so that I will quit the job”
(P10).

The statements of the disabled female participants about the causes of
mobbing focused on physical appearance and antagonism against working
women. Labeling the body as incomplete brings the view that a physically
handicapped person will be seen worthless, paving the way for mobbing by
managers and colleagues (Adams & Oldfield, 2012, p. 23-27). Gender-based
division of labor dictates that women are not the actual breadwinners in their
families, limits women’s participation in working life and supports the
stereotypical view that the only place women can work is at home. Such
gender-based attitudes make significant contributions to the reasons for
mobbing against women at work (Topkaya-Seving, 2011; Cégenli, Asunakutlu
& Tiiregiin 2017, p. 117: Askin & Askin, 2018b, pp. 271-273). Gender-
oriented understanding considers women as having the sole responsibility
for housework and child care. Thus, their domestic responsibilities may hinder
them from fulfilling the requirements of their jobs at offices with an excessive
workload and long working hours. They may be stigmatized as low performing
and inefficient employees and may eventually undergo mobbing (Askin &
Askin, 2020; Askin & Askin, 18b). We found negative attitudes toward
physical appearance and working women cause mobbing against women with
disabilities.

Findings on the Effects of Mobbing on Disabled Employees

We listed the effects of mobbing on disabled employees under the four sub-
themes of psychological, physiological, social life- and work-related effects.
The codes for these sub-themes were sufferance (n=9), loss of self-confidence
(n=9), stress (n=9), anger (n= 7), insomnia (n= 6), anxiety (n= 7).
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The codes for physiological effects were headache (n= 4), stomach pain (n=
3), arm/leg/back/joint pain (n= 7), worsening of disability (n= 6), high blood
pressure (n=4) and fatigue (n= 6).

Social life-related effects were coded with uneasiness (n=6) in marital and
friend relationships. Work-related effects were coded with thoughts of
resignation (n=8) as soon as possible. Below are some of the participants’
statements on the effects of mobbing.

“I don t feel like going to work. Stress and sadness became chronic.
Iwant to be alone. ... I can 't stand my family s insistence on marriage.
1 shouted over and over that I didn t want to get married, I get angry
with them... My self-confidence was shattered when I heard the word
lame at work. ... Stress hurt my stomach, the ulcer problem started.
.... I am going through painful situations. If I had the opportunity, I
would quit my job immediately” (P1).

“I am constantly stressed. My head hurts like its going to crack, 1
suffer from migraine. ... Here ... I usually feel worried that the
manager will scold me if he does not find me, I am always anxious
like this.... I always feel tired when I go home. I can't stand my son
or my husband, I get angry and shout at the slightest thing” (P3).

“I'm nervous, stressed. I get angry quickly. My family ... I make them
sad too. ... I lose sleep at night when I think of what I’ve been through
at work. I became a high blood pressure patient. ... If [ didn't need
the money, I would quit my job” (P4).

“Stress, sadness, pain ... I am unhappy and nervous at work. ... [
can't take care of my child. I feel very tired. My head hurts often. [
always take painkillers. It'’s not worth what I'’ve suffered “(P10).

Our findings on the participants’ physiological and psychological experiences
accord with the effects in the literature. Mobbing against the disabled deteriorates
their physical and psychological health, worsens their lives and social (spouse,
family, friend) relationships (Colemann et al., 2013). Further, it decreases their
self-confidence and motivation to stay in the workforce job (Evans et al., 2016).
and increases their tendency to quit (Colemann et al., 2013; Jones et al., 2018;
Khubchandani & Price 2015; Okechukwu et al., 2014).
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In our research, we found mobbing affected most of the disabled people (n=
6), their body aches (arm/leg/back/joint pains) increased, their gait deteriorated,
limping increased and their speech worsened. The statements of the participants
on this subject are as follows:

“... My lameness has seriously increased. Heavy insults and ugly
backbiting destroyed me. My whole body is getting tense from stress
and nervousness... I can t stand to see those make me suffer at work,
the moment [ see them, my body gets tight, my feet feel like they re
going to get tangled and I limp more” (P1).

“I am full of stress and anger because of being mocked. My stuttering
increased and I became almost unable to speak. ... I started to have
the same difficulty in speaking at home. My wife and relatives ask
why my stuttering got so bad” (P7).

Mockery, insulting speeches, accusations, arguments and complaints
not only damaged my psychology but also spoiled my actual disability.
Limping got worsened. An arm numbness was added to my leg and
muscle pain. I started physical therapy. The doctor said it was due
to nervousness, tension and stress (P8).

Mobbing both worsens their psychological-physical health and increases
disability-related health problems. For instance, disabled employees are more
likely to suffer from fatigue, depression and anxiety (feeling anxious, nervous
and restless) than non-disabled employees. Exposure to health problems may
exacerbate disability (Atkinson, 2016, p. 25). Foster and Scott (2015, pp. 334-
335) found that more than half of handicapped employees’ disabilities worsen
due to mobbing-caused stress. Vickers (2009, p. 263) found stress causes the
inability to work for some disabled employees.

Conclusion

In this study, we examined mobbing, an important problem for disabled
people in the workplace, from the perspective of disabled people working from
a qualitative research perspective and through their experiences. Furthermore,
we discussed the characteristics of disabled employees who had been victims
of mobbing, mobbing acts against the disabled in working life and reasons,
duration, type and causes of these acts and their effects on disabled employees.

60



Ozgatal, Askin / Disabled Employees as A Vulnerable Group in the Labor Market and Mobbing

The results show disabled employees are exposed to several types of mobbing,
including acts against self-realization and hindering their communication and against
their social relationships and reputation, attacks on their professional status, and
negative attitudes towards their health. Among the mobbing acts that disabled people
undergo most in their careers are mockery, humiliation, gossip, backbiting, disrespect,
over-monitoring, hypercriticism, overtasking, deprivation of promotion, exclusion
and written and verbal threats. The duration of exposure to mobbing extends over a
long time range from 1 to 7 years and the frequency is intense as several times a
month, once a week or a few times and almost every day. Disabled employees are
exposed to mobbing both vertically (by managers) and horizontally (by colleagues).

Mobbing increases their body aches (arm/leg/back/joint pains), deteriorates
their gait particularly in orthopedically handicapped employees, increases
limping and worsens their speech. Furthermore, the physical and psychological
health of disabled people who are victims of mobbing deteriorate and their
lives and social (spouse, family, friend) relations become worse. Mobbing
reduces the self-confidence and motivation of disabled individuals to stay in
working life and leads to the thought of quitting their job.

The causes of exposure to mobbing are that disabled employees are regarded
as inefficient, lazy, moody, disagreeable, capricious, unskilled and unqualified
despite their education and that they are seen as a burden when they request
workplace arrangements suitable for their disabilities. Further, disabled women
are unwanted in working life and their physical appearance is found antipathetic.

According to the findings of the study, as in the literature, disabled employees
are perceived as different with negative characteristics imposed by sociocultural
values. Cultural values that create inequality position the disabled as dependent,
weak and needy people in society and feed the perception that they are unproductive
and inefficient. The reflections of these negative perceptions and thoughts in
workplaces target disabled employees for mobbing. Physical power inequality
places disabled employees in a weak position in the workplace and makes them
vulnerable both to vertical mobbing by managers and to horizontal mobbing by
peers and colleagues. The examples of horizontal mobbing are mostly psychological
violence acts including behaviors such as scolding, mockery, shouting, humiliation,
disdain, and giving work below their qualifications, which will act as methods of
applying pressure. Mobbing may marginalize and intimidate disabled people in
their working lives and cause an increase in their tendency to leave the labor market.
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Mobbing hinders handicapped people from reaching the goal of participation
in society through their participation in the workplace. In addition, it limits the
participation of disabled people at work only to the activity of earning a life-
sustaining income. Mobbing is an important issue area that negatively affects
the working conditions of disabled people and worsens their positions in
employment. Thus, it is a necessity to create effective and strengthened legal
regulations and develop and implement policies for the solution of this problem
to which both disabled and non-disabled employees are or may be exposed.

We hope that this study will contribute to the development of perspectives
on understanding the real problems of disabled people and finding appropriate
solutions in this context. Our findings will contribute to the creation of social
policies in the relevant field. Further qualitative and quantitative research will
demonstrate the perspectives of disabled employees.
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isglicli Piyasasinin Savunmasiz Gruplarindan Engelliler ve Mobbing:
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Oz

isgiicli piyasasinin savunmasiz, dezavantajli gruplari icinde yer alan engelliler, calisma yasaminda mobbingi
en fazla deneyimleyen kesimler arasindadir. Bu galismada, engelli galisganlarin mobbing suregleri ve
mobbingin engelli calisanlar Gzerindeki etkileri aragtiriimistir. Arastirma, Tokat ilinde, Kasim 2019-Aralik 2020
doéneminde, 10 engelli calisan ile yliz ylize derinlemesine gorismeler yoluyla gergeklestirilmistir. Arastirmada
elde edilen veriler, betimsel ve icerik yontemiyle analiz edilmistir. Arastirmada, mobbing magduru engelli
galisanlarin ozellikleri, engellilere yoneltilen mobbing davraniglari, bu mobbing davraniglarinin nedenleri,
cesitleri ve engelli calisanlar Uzerindeki etkileri tespit edilmistir. Engelli ¢alisanlar, azarla(n)ma, bagir(il)
ma, alay edilme, arkasindan kot konusulma, dedikodusunun yapilmasi, asiri is yiikleme ve niteliklerinin
altinda is verilme gibi mobbing eylem ve davraniglarina maruz kaldiklari arastirmanin bulgulari arasindadir.
Engellilige yonelik olumsuz 6nyargi ve tutumlar, isyerlerinde engelli calisanlara karsi uygulanan mobbingin
nedenleri arasindadir. Mobbing, engellilerin ¢alisma yasamina etkin ve esit katilimini etkilerken onlarin
isglici piyasasinda kalici olmalarini da olumsuz etkilemektedir. Mobbinge maruz kalan engelli galisanlarin
psikolojik ve fiziksel sagliklari kotiilesmekte ve engellilikle ilgili saglik sorunlari siddetlenmektedir. Mobbing
nedeniyle fiziksel ve ruhsal sagliklari bozulan engelli galisanlarin iiretkenlikleri diismektedir. isgiicli piyasalari
ve ¢alisma yasami ile baglari zayiflamakta ve isglicli piyasalari ve galisma yasami ile baglari kopmaktadir.
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Isgiicii Piyasasinin Savunmasiz Gruplarindan Engelliler ve Mobbing:
Tokat ilinde Nitel Bir Arastirma

Isyerlerinde disla(n)ma, y1ldirma amaci tasiyan, duygusal taciz, psikolojik
siddet anlamina gelen mobbing, tiim ¢alisanlar i¢in bir ¢alisma yasami1 sorunu
oldugu kadar ayn1 zamanda toplum saglig1 sorunudur. Mobbing, isyerinde
diismanca ve etik olmayan davraniglara sistematik, uzun bir zaman siiresince
maruz kalma seklinde yasanmaktadir. Yol agtig1 sorunlar ve sonuglari a¢isindan
birey, isletme ve toplum tizerinde olumsuz etkileri ve zararlar1 bulunmaktadir.
Etki alan1 igyeri sinirlarin1 agsmaktadir. Mobbingin ilk ve en zararli etkisi
mobbinge maruz kalan calisan iizerindedir. Isyerinde kars1 karsiya kalian
psikolojik siddetin siklig1 ve siirekliligi karsisinda ¢alisanin sagligi bozulmakta;
ekonomik, sosyal ve duygusal sorunlar ortaya ¢ikmaktadir. Mobbing uygulanan
igyerlerinde ¢alisanlar(in), islerine motive olmakta sikint1 yasamakta,
verimlilikleri diismekte, isyerine/ise bagliliklar1 azalmakta, 6zgiivenlerini
kaybetmektedirler. Islerinden bile ayrilmaktadirlar. Bu siddet siirecinin en
olumsuz etkisi kurbaninin intihar1 olarak da ortaya ¢ikabilmesidir.

Engelli ¢alisanlar, toplumda, kendilerine yonelik 6n yargi ve olumsuz
tutumlar nedeniyle ¢caligma yasaminda mobbingi en fazla yasayan kesimlerdendir.
Mobbingin engelli ¢alisanlar acisindan yol agtig1 fiziksel ve psikolojik
rahatsizliklarin yan1 sira sosyal ¢evreden yalitilma gibi agir sonuglari da
bulunmaktadir.

Toplumda 6nemli bir yogunluga sahip engellilerin toplumsal yasama
katilimlari, dislanmamalar1 agisindan ¢alisma yasamina katilimlar1 ¢ok
onemlidir. Engelli calisanlarin igyerlerinde mobbing magduru olmalari, onlarin
calisma yagaminin getirilerinden yararlanamamalarina, istihdamda ve isgiicii
piyasalarinda kalici olmalarini engelleme ve hatta ¢alisma yasami digina itilme,
¢ik(aril)ma siireci icinde bulunmalar1 anlamina gelmektedir. Bu nedenle, bagta
engelliler olmak iizere ¢caligma yasaminda mobbing, ihmal edilmemesi ve dnlem
alinmasi gereken onemli bir saglik sorundur.

Mobbing sorununa yonelik literatiirde bir¢ok arastirma bulunmakla birlikte,
calisma yasamindaki dezavantajli gruplardan biri olan engelli ¢alisanlarin,
mobbing deneyimlerine yonelik sinirli bilgi bulunmaktadir. Diinyada en biiytik
azinlig1 olusturan engellilerin isyerlerindeki mobbing basta olmak {izere,
sorunlar1 hakkinda veri gereksinimi oldugu asikardir. Engellilerin ¢alisma
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yasaminda kurbani olduklart mobbing sorununun giindeme getirilmesi ve bu
konuda farkindalik olusturulmasi ve ¢oziim(ler) gelistirilebilmesi i¢in sorunun
tespitine yonelik arastirmalar gereklidir. Calismada, nitel aragtirma bakis acis1
ile engelli ¢alisanlarin karsilagtiklart mobbing davranislar1 ve bu davraniglarin
etkileri tespit edilmeye calisiimistir. Calismada, mobbinge maruz kalmis engelli
calisanlarin ne tiir mobbing eylemleri ile kars1 karsiya kaldigi mobbing
eylemlerinin olusumu, yonii, siklig1 nedenleri ve engelli ¢calisanlar tizerindeki
etkileri birlikte irdelenmektedir.

Calisma Yasaminda Mobbing Olgusu

Mobbing, tiim ¢alisanlarin isyerinde maruz kaldig1 ya da kalabilecegi 6nemli
bir saglik, calisma yasami sorunudur’. isyerinde mobbing iizerine ilk kitap
(The harassed worker) Brodsky (1976) tarafindan yazilmis olmasina ragmen
isyerinde mobbing arastirmalarinin dnciisii Leymann kabul edilmektedir.
Leymann, bir isyerinde ¢alisanlar arasinda uzun donemli diigmanca ve saldirgan
davranislarin varligina yonelik yaptigi tespitler sonucunda, olguyu tanimlamak
icin “mobbing” kavramini kullanmustir. Literatlirde yaygin bir sekilde kullanilan
mobbingi Leymann (1996: 165), isyerinde bir veya birkag kisi tarafindan, bir
diger kisiye yonelik -nedeni, diigiince ve inang¢ ayriligindan kiskanglik ve cinsiyet
ayrimina kadar ¢ok cesitli olabilen- sistematik bi¢imde, diismanca ve ahlak
dusi bir iletisim yoneltilmesi seklindeki bir ¢esit psikolojik terér/siddet olarak
tanimlanmaktadir. Mobbing, “bir kisinin ardi ardina ve belirli bir siire boyunca
rahatsiz edilme, istismar, saldiri veya sosyal dislanmaya maruz kaldigi ve bireyi
etik olmayan davranmislara karsi kendini savunamayacagi asagi bir konumda
olma durumu olarak” da tamimlanir (Einarsen, Hoel ve Zapf, 2011:22; Feijo,
Grif ve Pearce, 2019:1). Mobbingin birgok taniminda, isyerinde karsilasilan
olumsuz, diismanca, rahatsiz edici davranislar; bu davranislarin stirekli, diizenli
bir sekilde siirmesi ve bu davranislart sonucu saglik sorunu yaganmasi ortak

1 ABD’de yapilan bir aragtirmada tiim ¢alisanlarin %25-%30’unun ¢alisma yasamlarinin herhangi bir aninda,
tiim ¢alisanlarin %10’unun ise siirekli mobbing kurbani oldugu belirtilmektedir (Tracy Lutgen-Sandvik ve
Alberts, 2006, s. 149). ABD’deki bir baska arastirmada 79,3 milyon ¢alisanin (toplam isgiiciiniin yaklasik
%61’inin) mobbingden etkilendigi ortaya konulmaktadir (WBI, 2021, s. 6-7). AB’de ise is¢ilerin %9 unun
(12 milyon is¢inin) 12 aylik donemde mobbing kurbani oldugu bulgulanmistir ve bu durum 1995-2000
yillar1 arasinda hafifte olsa artis egilimindedir (Paoli ve Merlli¢, 2001, s. 26). Ingiltere’de her on ¢alisandan
biri (Beale ve Hoel, 2010, s. 103), ispanya’da calisanlarin %14’ii (Gonzélez ve Grana 2009’dan aktaran
Vélez, 2011, s. 8) mobbing kurbani olmustur. Tirkiye’de saglik sektoriinde calisanlara yonelik bir
aragtirmada Orneklemin %48,3’linlin mobbing davranislarina maruz kaldigi belirtilmistir (Karatuna ve
Tinaz, 2010, s. 121). Tiirkiye’de 2008-2009 yillar1 arasinda yapilmis bir baska ¢alismada, katilimcilarin
%84’ii igyerinde mobbing magduru oldugunu ifade etmistir (Izmir ve Fazlioglu, 2011, 35).v
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noktalar olarak ortaya ¢ikmaktadir. Isyerindeki iki taraf arasinda gergeklesen
bir seyin mobbing olabilmesi i¢in taraflar arasinda gii¢ esitsizligi olmalidir. Bu
esitsiz gii¢ iligkisi mobbing magdurunun kendisini ¢aresiz ve savunmasiz
algilamasina, ruh sagliginin bozulmasina, isini kaybetme tehlikesi ile kars1
karsiya kalmasina neden olabilmektedir (Zapf ve Gross, 2001:501).

Mobbing sistematik ve siirekliligi olan bir siirectir. Isyerinde yasananlarin
mobbing olarak kabul edilebilmesi icin, saldirilarin sikligi, saldirilarin siiresi
ve sonuglari belirleyicidir. Leymann, isyerindeki olumsuz eylemlerin mobbing
olarak adlandirilabilmesi i¢in en az alt1 ay boyunca ve ortalama 15 ay stirmesi
ve haftada en az bir kez tekrarlanarak meydana gelmesi gerektigini belirtmektedir.
fletisimi engellemeye yonelik davramslar’; sosyal iliskilere iliskin saldirilar®;
itibara yonelik saldirilar®; kisinin mesleki durumuna yonelik saldirilar® ve
kiginin sagligina dogrudan saldirilar® mobbing davraniglari arasinda
sayllmaktadir (Leymann, 1996:170-172).

Diismanca davraniglarin yiiksek siklikta ve uzun bir siire gerceklestirilmesi
ciddi fiziksel, ruhsal, psikosomatik ve sosyal sorunlara yol agmaktadir
(Leymann, 1996:182). Mobbing kurbaninin sagligi, refahi, yasami ve sosyal
iliskileri olumsuz etkilenmektedir (Akter, 2019; Ferris, 2004); yiiksek tansiyon
gibi kardiyovaskiiler hastaliklar, ellerin terlemesi ve titremesi, bas ve sirt
agrilar1, mide ve bagirsak hastaliklar1 gibi pek ¢ok fiziksel rahatsizlik (Djurkovic,
McCormack ve Casimir, 2006:78; Kiviméki, Virtanen ve Vartia vd., 2003:781)
ile kaygi, depresyon, uyku bozukluklar1 ve hatta intihar diisiincesi mobbing
magdurunun yasadig1 saglik sorunlari arasindadir (Feijo ve ark. 2019:1; Hollis,
2017:98). Mobbing kurbanlarinin yetenekli ve degerli birey olma duygusunun
derinden sarsildigi, kirilganliklarii ortaya ¢ikardigi i¢in ciddi bir toplumsal
ac1 kaynagini olusturdugu ve hatta bir tiir ‘sosyal 6liim’i simgeledigi
varsayilmaktadir (Einarsen ve Nielsen, 2015:132).

Isyerinde siirekli mobbinge maruz kalan bireylerde psikolojik travma sonrasi
stres, benlik saygis1 ve 6zgiivenin azalmasi, kaygi sorunlari ortaya ¢ikmaktadir
(Hutchinson, Vickers ve Jackson, 2006; Nielsen, Gjerstad ve Jacobsen, 2017).

Ornegin bireyi siirekli elestirme, soziiniin siirekli kesilmesi, azarlanmasi, bagirilmasi gibi davranislar. ..
Ornegin kisiyle konusulmamasi, orada degilmis gibi davranilmas1 gibi davranislar. ..
Ornegin arkadan konusma, alay etme, sdzlii-sdzsiiz cinsel talepler yéneltilmesi gibi davranislar...

Ornegin gorevleri kisitlama, anlamsiz ya da 6zgiiveni etkileyecek isler verme gibi davranislar. ..

AN W AW N

Ornegin fiziksel siddet, cinsel taciz gibi davranislar. ..
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Mobbingin neden oldugu stres, magdurun sosyal ¢evresinden uzaklasarak
kendini diger insanlardan yalitmasina, agresif davraniglar géstermesine yol
acmakta (Toker-Gokge, 2009); magdur ¢alisanin isine, igyerine yonelik diistince
ve tutumlari olumsuz etkilenmekte; isyerinde verimliligi diismekte, ise/isyerine
bagliligin1 azalmakta, isten ayrilma niyeti ortaya ¢ikmaktadir (Nielsen ve
Einarsen, 2018; Glambek, Matthiesen ve Hetlandand, 2014).

Magdurlar1 tizerinde bir¢cok olumsuzlukla sonuglanan mobbing dikey ve yatay
olmak iizere iki sekilde ger¢eklestirilmektedir. Dikey (hiyerarsik) mobbing,
iistlerin astlara uyguladig1 mobbing tiiriidiir. Amir/yonetici tarafindan dogrudan
kurbana yonelik, saldirgan ve cezalandirici davranislarin uygulanmasi seklinde
ortaya ¢ikmaktadir. Yatay mobbing, esit statiide bulunan ¢alisanlar arasinda
gerceklesen psikolojik siddettir (Tinaz, 2006:5-7). Mobbingin agirlikli olarak
yoneticiler ve amirler tarafindan (dikey mobbing) uygulandigi belirtilmektedir
(Fevre, Robinson ve Lewis, 2013: 299-300; Zapf ve Einarsen, 2011: 180).

Mobbingin olusumu tek bir nedene baglanamayacak kadar karmasik bir
siirectir. Bireysel, orgiitsel ve sosyal faktorlerden kaynakli pek ¢ok nedeni
bulunmaktadir. Mobbing uygulayan kisinin kiskang, iki yiizlii, narsist, asir1
kontrolcti, toleranssiz, bagkalarinin giic duruma diismesinden keyif alan, kotii
niyetli, agresif, on yargili kisiler olmas1 buna karsin mobbinge maruz kalanlarin
da genellikle yliksek ideale sahip, caliskan, diiriist, bagarili kisiler olmasinin
(Zapf ve Einarsen, 2011) yan1 sira magdurun 1rk, cinsiyet, din veya mensup
oldugu azinlik (6rnegin engelliler) grubu gibi degistiremeyecegi bireysel
ozellikleri de mobbing nedenidir (Davenport, Schwartz ve Elliot, 2003:70-72).

Isletmelerdeki asir1 hiyerarsik yapi, mobbingin isyerinde disiplinin
saglanmasi, verimin artirilmasinda bir ara¢ olarak kullanilmasi, insan
kaynaklarina yapilan harcamalarin azaltilmasi, isyerlerinde iletisim kanallarinin
etkili calismamasi, isyerlerinde ¢atisma ¢dozme yeteneginin zayifligi, zayif
liderlik, egitim farkliliginin dikkate alinmamasi, kotii yonetim, yogun stresli
igyeri, isyerlerinde kii¢iilme, yeniden yapilanma durumlari, hatali personel
se¢im ve ige alim siireci mobbingin Orgiitsel nedenleri arasindadir (Tinaz,
2006:4). Sosyal ve ekonomik faktorlerden kaynakli mobbing nedenleri ise
yoksulluk, issizlik, gelir yetersizligi, adaletsiz gelir dagilimi, niifus hareketliligi
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(Dietz ve Gill, 2006:335),” birey temelli, rekabet¢i ve basart merkezli toplum
yapisinin getirdigi davranis kaliplart (Davenport, 2003:58) olarak belirtilmektedir.

Calisma Yasaminda Engelli Calisan Olmak ve Mobbing

Engellilik bireyin bedensel bir bozukluga veya noksanliga sahip olmasinin
toplumsal sonuglari olarak tanimlanmaktadir. Engelliler, diger bireylerle esit
kosullar altinda topluma tam ve etkin bir sekilde katilimlarinin 6niinde engel
teskil eden uzun siireli fiziksel, zihinsel, diisiinsel ya da algisal bozuklugu bulunan
kisiler olarak tanimlanmakta (Askin ve Askin, 2019:372); bireylerin engellilik
durumunun, topluma diger bireyler ile birlikte esit kosullarda tam ve etkin
katilimini engelleyen tutumlar ve ¢evre kosullarmin etkilesiminden kaynaklandigi
belirtilmektedir (UN, 2007:2). Bireylerin engellilik durumu, beden fonksiyonlarinda
birtakim fiziksel-zihinsel yoksunluklari bulunan bireylerin, toplumsal hayata esit
kosullarda tam ve etkin katilimini engelleyen davranis ve ¢evre kosullari olarak
tanimlanmaktadir ((Askin ve Askin, 2019). Bir baska ifade ile engellilik durumu,
sadece bireyin beden yapisindaki eksikligi-yoksunlugunu ifade eden, engeliyle
ilgili bir durum olmanin yani sira bireyin iginde yasadig1 toplumun sosyal yapist,
cevre kosullaryla da iliskilidir. Engelli bireylerin, baskalariyla etkilesime
yasamlarimin en onemli yonlerinden biri olarak deger vermeleri (Knox ve Hickson,
2001) engelli ¢calisanlarin isgiicline uyum saglamasina, fiziksel ve sosyal olarak
isgiicii ile biitiinlesmelerine yardimci olabilecek isyeri nitelikleri ve ortam
ozellikleri hakkinda bilgi de vermektedir. Is arkadaslarinin ve amirlerinin
(olumsuz) tutumlar, engelli bireylerin onlarla etkilesimini, sosyallesmelerini ve
isttihdam deneyimlerini etkiler ve isyeri icerisindeki yeteneklerini sinirlar (Schur,
Kruse ve Blanck, 2005:10). Giiniimiizde engellilik kavrami tanimlanirken sadece
fiziksel bir yoksunluktan s6z edilmemekte, cevresel belirleyicilere vurgu yapilarak
engellilik durumunun, bireysel bir sorunun 6tesinde bedensel bir yoksunlugu
olan insanlarm toplumsal yasama katiliminin 6niindeki toplumsal engellerle ilgili
oldugu belirtilmektedir.

Engellilerin toplumsal yasama ve etkinliklere katiliminin 6niindeki engeller,
¢evresel etmenler catisi altinda fiziksel, kurumsal ve tutumsal etmenler olarak
belirtilmektedir. Fiziksel etmenler, engelli olmayanlar i¢in insa edilen ve
engellilerin toplumsal yasama katilmasina uygun olmayan yollar, binalar, evler

7 Ornegin yoksulluk, issizlik artis1 gibi sosyal faktorler toplumda sosyal stres yaratir; bunun getirdigi
toplumdaki siddet egiliminin artmasi gibi davranis kaliplari, isyerindeki siddeti de tetikleyebilir (Dietz ve
Gill, 2006, s. 338).
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ve ulasim araglar1 gibi kosullar1 igermektedir. Kurumsal etmenler; toplumsal,
egitimsel, yasal, dinsel veya politik kurumlarin ihmali veya sistematik disla(n)
malar1 nedeniyle engelli bireylerin, bu kurumlara erisim sorununu kapsamaktadir.
Tutumsal etmenler, engelli bireylere karsi toplumda yerlesmis kisisel veya
toplumsal 6nyargilardir (Harris ve Enfield, 2003:17). S6z konusu bu etmenler
bedensel yoksunlugu olan bireyleri toplumsal yasamda engelli kilmaktadir®.
Toplumda engelli bireylere yonelik aciz, yiik, tehdit edici, muhtag, verimsiz,
yararsiz gibi negatif etiketlemeler (Barton, 1998:54-55), 6nyargili tutumlar bir
ise girmesinde, okula gitmesinde engellenmesine neden olmaktadir. Toplumdan
kaynakl1 tiim bu ¢evresel faktorler (engeller); uygun olmayan fiziki ¢evre,
engelli bireylere kars1 olumsuz tutumlar gibi- toplumsal yasamda engelli
bireylerin baski, ayrimcilik ve diglanma yasamasina neden olmaktadir
(Shakespeare, 2011:55). Engelli bireylerin sosyal, kiiltiirel, ekonomik ve
cevresel engellenmeleri sosyal yagamlarinin hemen her alaninda dislanma,
ayrimcilik, izolasyon ve yalnizlagtirilma seklinde dezavantajli konumlanmalarina
yol agmaktadir (Burcu, 2017:109). Biitiin bu toplumsal engellenme siirecleri
yeti yitimi olan bireyleri, toplumsal yasama katilimin her alaninda oldugu gibi
calisma yasaminda da engelli bireye dontistiirmektedir.

Caligma yasamina katilmak ve orada kalmak isteyen engellilere, ayrimcilik,
damga(n)lama, olumsuz igveren tutumlari, erisilemeyen insa edilmis fiziksel
ortamlar, ulagim ve iletisim sistemleri, diisiik egitim diizeyleri engel olmaktadir
(Vickers, 2009:259; UN, 2019: 152). Engellilerin daha az iiretken olduklarinin
varsayilarak damgalanmasi, toplumsal yasama katilimin anahtar1 olarak goriilen
istihdama katilimlarini ve istihdamda kalmalarini zorlastirmaktadir. Isverenler,
engellilerin ¢alisma disiplinine uygun olamayacagini, verimsiz olacaklarini
diistinmekte ve engelli calistirmay1 maliyetli bulmaktadirlar (Barnes ve Mercer,
2005:533; Coleman, Sykes ve Groom, 2013:64-65). Bu tutumlar, isgiicii
piyasasina katila(bile)n engelli bireylerin ¢aligma sartlarini zorlastirmaktadir
(Barnes ve Mercer, 2005; Vickers, 2015).

Engelli bireyler, engelli olmayanlarla ayn1 oranda 1§ istemektedir (Ali, Schur
ve Blanck, 2011), ancak engelli bireylerin istthdam oranlari, engelli
olmayanlarinkinden 6nemli 6l¢iide farkli, son derece diisiiktiir. Engelliler i¢in

8  Ornegin, ortopedik engelli birey aslinda -gevresindeki engeller olmasa- rahatlikla isine, okula, aligverise
tek basina gidebilir. Tekerlikli sandalyede olmast, bu etkinlikleri yerine getirememesindeki neden degildir;
yasadig1 ortamlarin (ev, tasit, yol, okul, isyeri, aligveris mekanlart) bu kisinin kosullar: gdzard: edilerek inga
edilmis olmasidir (Sentiirk, 2010, s. 3)
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diistik istihdam orani, yiiksek yoksulluk orani anlamina gelir (WBI, 2021, s.
39-40). Istihdam, yalnizca ekonomik kaynaklari artirmak icin degil, ayni
zamanda sosyal ve psikolojik etkileri i¢cin de dnemlidir, ¢iinkii engellilerin
sosyal aglarini, yurttaslik becerilerini, davraniglarini ve etkinlik duygularini,
bagimsizliklarini artirarak ana akim topluma tam olarak dahil edilmelerine
yardimei olur (Schur, 2002: 340-1, 344-6).

Engellilerin istihdam oranlar1 ¢ok diisiik buna karsin issizlik oranlar1 ¢ok
yiiksektir’. Engelli bireyler issizlikle kars1 karsiyadir, ancak ¢alisan engelli
bireyler, isyerinde kisinin beceri seviyesinin altindaki bir iste istthdam edilmesi
anlamina gelen eksik istihdam, daha diisiik gelir ve daha az ilerleme firsati
acisindan da zorluklarla kars1 karstyadir. Engelli ¢alisanlar, eksik istthdama engelli
olmayanlara gore daha yiiksek oranda katilmaktadir. istem dis1 (géniilsiiz) yari-
zamanli veya kosullu istihdamda daha fazla yer almakta; ortalama iicretlerden
daha duisiik gelir elde etmektedirler (Bonaccio, Connelly ve Gellatly, 2020: 135-
140; Fevre, Foster ve Jones, 2016: 17-22). Engelli bireyler, istihdama egitimlerine
ve becerilerine uygun olmayan diisiik statiilii, ilerleme olanagi olmayan diistik
icretli islerde ¢alismaktadir. Engellilige kars1 damgalama ve dnyargiy1 yansitan
igveren tutumlari, engellilere hos bakmayan sirket kiiltiire ve ayrimciligin yani
sira engelli calisanlarin ¢caligma yasamindaki bir diger onemli sorunu mobbingdir.

Engelli ¢aliganlar, engelsizlere gore daha fazla mobbing kurbani olmaktadir
(Evans, Edwards ve McGregor, 2016; 2016; Fevre ve ark., 2013; Fevre ve ark.,
2016; Foster ve Scott, 2015; Fevre, Robinson ve Jones, 2008). Engellileri
yildirmay1 ve islerini birakmay1 kendi karar1 haline getirmeyi amaglayan
mobbing, siklikla bagvurulan bir baski yontemidir. Boylece istenmeyen engelli
calisanlar dogrudan veya dolayli olarak mobbing ile kars1 karsiya kalmaktadir'.
Engellilik ve olumsuz davranis arasindaki iliski gii¢lii ve belirgindir. ingiltere’de
yapilan arastirmalarda engelli ¢alisanlarin isyerinde diger ‘dezavantajli/azinlik’
gruplardan (Asyalilar, siyahiler, kadin ¢alisanlar gibi) daha fazla mobbinge

9 Kiiresel verilere gore, engellilerin istihdam oran1 %44 iken bu oran engelli olmayanlarda %75’tir (OECD,
2010, s. 23). Tiirkiye’de ise engellilerin sadece %14,3"ii istihdamdadir (TUIK, 2010).

10 Kavramin babasi Leymann, Lindroth ile birlikte yaptiklar1 ¢aligmada, kar amaci giitmeyen bir kurulusta
engelli ¢alisanlarin %21,6’s1 mobbing kurbani iken bu oran engelli olmayanlarda sadece %4,4 olarak
tespit edilmistir (Lindroth and Leymann, 1993’den aktaran Zapf ve Einarsen, 2011, s. 174). ABD, Ingiltere
ve Avustralya’da yapilan arastirmalarda, koruyucu mevzuata ragmen, engelli olmayan calisanlarla
karsilastirildiginda engelli ¢alisanlarin igverenlerden ve is arkadaglarindan daha fazla mobbing eylem ve
davranis1 gordiikleri belirtilmektedir (Evans ve ark., 2016; Fevre ve ark., 2016; Snyder Carmichael, ve
Blackwell, 2010). ingiltere’de psikolojik rahatsizlig1 veya 6grenme giigliigii olan calisanlarin isyerinde
mobbing kurbani olma olasiliklarinin yedi kat daha fazla oldugu bulgulanmustir (Fevre ve ark., 2013)
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maruz kaldiklar belirlenmistir (Fevre ve ark., 2008; Fevre ve ark., 2013; Foster
ve Scott, 2015). Engelli ¢alisanlara mobbing uygulayanlarin ¢ogunlukla
igverenleri ve/veya yoneticileri oldugu tespit edilmistir (Fevre ve ark., 2013).

Engellilere yonelik mobbing nedenleri arasinda igverenlerin'' ve/veya is
arkadaslarinin engellilerle ¢alisma konusundaki olumsuz tutumlart; ¢ekicilik gibi
Oznel yargilara gore farkliliklar, fiziksel yapilari goriiniim standartlarina, normlara
gore fiziksel olarak ¢ekici olmayan kisiler olarak etiketlenmeleri sayilmaktadir.
Engelli bireylerin goriiniislerinin érgiitiin/isletmenin imajima uymadig seklindeki
algilar; engellilerin yetenekleri ve daha az tiretken oldugu yoniindeki olumsuz
varsayimlar, onyargilar da engelli ¢alisanlara yonelik mobbing nedenleri arasinda
belirtilmektedir. Engelli calisanlara yonelik endise ve/veya giiven eksikligi,
engelli caligsanlarin isi yavaglatma, diger calisanlara uyum gosteremeyecekleri,
daha ytiksek devamsizlik, daha fazla izin ve gecikme ve zor is gérme egiliminde
olacaklar1 gibi performans sorunlarinin da mobbing nedenleri arasinda oldugu
ifade edilmektedir. Engelli bir ¢aliganin agresif olma, ulasim, erisimle ilgili engelli
calisanlara yonelik fiziki isyeri diizenlemeleri yapmak konusundaki -bu
diizenlemeleri yapmanin gereksiz ve mali yiik olarak goriilmesi gibi- olumsuz
algilar da engellilere yonelik mobbingin nedenleri arasinda oldugu
vurgulanmaktadir (Adams ve Oldfield, 2012; Bonaccio ve ark., 2020; Colemann
ve ark., 2013; Dipboye, 2005; Evans ve ark., 2016; Tororei, 2009; Vickers, 2009).
Isyerlerinde engelli galisanlara ydnelik tiim bu olumsuz, ayrimei tutumlarin varlig:
ve bunlarin igyerlerinde alisilagelen bir durum olarak kabulii, engelli ¢alisanlarin
mobbinge maruz kalmasina yol agmaktadir. Bu olumsuz tutumlarmn bir yansimasi
olarak isyerlerinde engellilerin gereksinimlerine uygun diizenlemelerin
yapilmamasi, géz ardi edilmesi mobbing uygulamalarinda 6nemli bir etmendir
(Foster, 2007°den aktaran Fevre ve ark., 2013:290).

Engelli calisanlarin performans ve lretkenliklerinin yetersiz oldugu
gerekeeleriyle yoneticileri tarafindan mobbinge maruz kaldiklari; bu gerekge
ylziinden sik sik gorevleri degistirildikleri, yalitik bir sekilde yalniz
calistirildiklar1 ortaya konmustur (Foster ve Scott, 2015:334-335). Engellilere
yonelik onyargili, kiiglimseyici olumsuz tutumlar, engellilerin goriiniisleri,
gorsellikleri bireysel bir etmen olarak bir¢ok isyerinde belirli roller i¢in uygun
olmadigi algisina ve mobbinge maruz kalmalarina yol agmaktadir (Adams ve

11 Coleman ve arkadaslar1 (2013, s. 52) Ingiltere’de yapilan iki arastirmadan birinde (Isyerinde Adil Muamele
Anketi) engelli ¢alisanlara mobbing uygulayanlarin %68’inin digerinde (Yasam Firsatlar1 Anketi) ise
%350’sinin igveren, amir(ler) veya yoneticiler oldugunu belirtmektedir.
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Oldfield, 2012:23-27; Davenport ve ark., 2003:70). Gozlenebilir ve goriinebilir
fiziksel, sosyal ve duygusal farkliliklari, yabancilik ve empati eksikligi
yaratabilmekte; damgalanarak gézden diismekte ve dislanmakta; bu durum,
mobbing gibi her tiir kotii davranisa kars1 savunmasiz kalmalarina neden
olmaktadir (Fevre ve ark., 2013:301; Pampel, 2014:5-6).

Mobbing kurbani engellilerin fiziksel, psikolojik sagliklar1 bozulmakta;
yasamlar1 ve sosyal (es, aile, arkadas) iliskileri kotiilesmekte (Coleman ve ark.,
2013: 43, 46); daha yiiksek kaygi, stres, depresyon gibi psikolojik saglik
sorunlar1 (Vickers, 2009:263; Vickers, 2015:39) istihdamda ve isgiicl
piyasasinda kalmak igin 6zgiivenlerini, motivasyonlarini azaltmaktadir (Evans
ve ark., 2016:30). Maruz kaldiklart mobbing sonucu fiziksel, zihinsel sagliklari
bozulan, iiretkenlikleri diisen engellilerin isgiliciinden- erken emeklilik, isten
¢ik(aril)ma seklinde ayrilmalarina yol agmaktadir. Mobbing, engellilerin
sagliklar ile birlikte istthdam ve isgiicli piyasasindaki durum ve konumlarini
olumsuz etkilemektedir (Fevre ve ark., 2013; Okechukwu, Souza ve Davis,
2014; Khubchandani ve Price, 2015;).

Arastirmanin Amaci ve Yontemi

Bu aragtirmada igyerinde mobbing kurbani olan engellilerin 6zellikleri,
isyerlerinde engellilere yonelik gerceklesen mobbing eylemleri, bu eylemlerin
nedenleri, cesitleri ve engelli ¢alisanlar tizerindeki etkilerinin incelenmesi
amaclanmistir. Alan arastirmasi, hassas ve ortaya ¢ikarilmasi zor sosyal olaylari
arastirilmasinda elverisli nitel yontem benimsenerek ve derinlemesine goriisme
teknigi kullanilarak gergeklestirilmistir. Nitel arastirma, engelli ¢alisanlarla
goriismelerde oldugu gibi arastirilan konularin hassas oldugu belirli bir gruba
erisimin zor olabilecegi durumlar i¢in de uygundur (Foster ve Scott, 2015:333).
Engelli calisanlarla ‘neden’ ve ‘nasil’ sorularmi ayrintili bir sekilde sorgulamak
icin agik uclu sorulardan olusan bir soru formu kullanilarak yapilan nitel goriismelere
dayanan bu makale, engelli ¢alisanlara “ses verme” girisiminde bulunarak onlarin
yasanmis deneyimlerini anlamaya odaklanmaktadir. Bu yolla, isyerindeki mobbingin
dogasi, nedenleri ve etkileri ile igverenlerin, engelli olmayan caliganlarin engelli
calisanlarla nasil etkilesime girdigine yonelik bilgiler sunulmaktadir.

Arastirma Tokat ilinde, Kasim 2019 - Aralik 2020 déneminde, 10 engelli
¢alisanla yliz yilize derinlemesine gorlismeler ile gerceklestirilmistir.
Arastirmanin yapilabilmesi icin Tokat Gaziosmanpasa Universitesi-Sosyal ve
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Beseri Bilimler Arastirmalar1 Etik Kurulu’ndan yazili izin alinmistir (Tarih:
23/06/2020, Say1: 25/06/2020/ 29031). Nitel aragtirma kapsaminda ayrintili
veri elde edebilmek ve arastirmanin amaclarini karsilayabilmek i¢in 6rneklemin
belirlenmesinde (Baltaci, 2018:237) kartopu 6rneklem teknigi kullanilmistir.
Aragtirma kapsaminda goriisiilen katilimcilarin en az 3 yillik is deneyimleri
olmasina dikkat edilmistir. Arastirmanin yapildigi1 dénemde bu kriteri saglayan
7 ortopedik, 2 gorme ve 1 isitme-konusma engelli ¢alisana ulagilmistir.
Gortigiilen 10 engelli calisandan elde edilen bilgilerin doyurucu oldugu ve
verilen yanitlarin tekrar etmeye basladigi, bir diger ifade ile veri agisindan
doyum noktasina ulasildiginda goériismeler sonlandirilmistir. Veri toplama
stirecinde katilimeilardan bilgilendirilmis onam alinmistir. Katilimcilarin sosyo-
demografik 6zellikleri Tablo’da verilmektedir.

Tablo 1
Katilimcilarin sosyo-demografik ozellikleri
S *-' = = = = £ 2 2 )
£ 2| .| EE EE 25 o) = ES | E2
= i < = o = = z o = = S = [z
= = - S = & 5 =3 = 3 -
3 35 a = 2 S @ = & = £
S| O = & | o g 2 E5| s
K1 | Erkek | 33 Bekar Lisans Kamu Evrak isi/Santral Ortopedik 58 6
Memuru
K2 | Erkek | 32 Bekar Lisans Kamu | Santral Memuru Gorme 60 4
K3 | Kadin | 47 Evli Lisans Kamu | Santral Memuru Gorme 80 17
K4 | Erkek | 49 Evli Lisans Kamu Evrak isi Ortopedik 60 19
K5 | Erkek | 27 | Bekar Lise Ozel Tekstil Ortopedik 40 7
K6 | Erkek | 42 | Evli Lise Ozel | Market Reyon | ik 50 5
elemant
K7 | Erkek | 34 Evli Onlisans | Kamu Evrak isi Isitme- 85 8
Konusma
K8 | Kadin | 32 Bekar Lisans Kamu Memur Ortopedik 55 4
K9 | Kadin | 48 Evli Lisans Ozel Bankaci;i/ Evrak Ortopedik 60 18
KI0 | Kadin | 45 | Bvii | Onlisans | Ozel | Muhasebe/ | pedik | 58 14
Evrak isi

Veriler engelli calisanlarin maruz kaldiklart mobbing davranislarini, nedenini,
tiirtinii, engelli bireyler lizerindeki sosyal, fizyolojik ve psikolojik etkilerini ve
sonuclarint anlamaya doniik bir ¢er¢evede hazirlanan yari yapilandirilmis bir
soru formu ile elde edilmistir. Gorlismeler katilimcilarin isteklerine gore
informal ya da formal ortamlarda gerceklestirilmis; not tutma tekniginin yani
sira veri kaybini1 6nlemek i¢in (katilimer iznine gore) ses kayit cihazi da
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kullanilmustir. Arastirma verileri, i¢erik analizi yapilarak degerlendirilmistir.'?
Icerik analizinde &ncelikle arastirmacilar tarafindan gériismecilerin verdikleri
yanitlar incelenerek, benzerlik gosteren ifadeler (birbirine benzeyen ya da ortak
kelime, ciimle ve paragraflar) kodlanmisg; sonra birbiri ile iliskili kodlar bir
araya getirilerek temalar ve alt temalar olusturulmustur. Elde edilen veriler
(katilimcilarin goriisleri) sik sik dogrudan alintilar bi¢iminde sunulmustur.
Nitel arastirmalarda goriismecilerin ifadelerinden dogrudan alintilara yer
vermek ve bu yolla sonuglar aciklamak gecerlik i¢in dnemlidir (Yildirim ve
Simsek, 2005:257). Frekans analizi ile de veriler sayisallastirilarak, giivenirlik
arttirtlmis ve veriler arasinda karsilastirma olanagi saglanmistir. Calismamizda
aym katilimcilarin verdigi cevaplarin farkli temalar altina da girebilmesi
nedeniyle toplam frekans katilimc1 sayisindan fazla ¢ikmaktadir.

Arastirma Bulgular:

Bu boliimde katilimeilar ile yapilan goriismelerde elde edilen nitel verilere
iliskin bulgulara yer verilmistir. Arastirma bulgulari, her temanin frekans
bilgileri ve katilimeilarin ifadelerinden dogrudan alintilar ile zenginlestirilerek
ve literatiir bulgularindan yararlanilarak yorumlanmis ve tartigilmistir.

Demografik ve Calisma Yasamina fliskin Bulgular

Arastirma kapsaminda yas araligi 27-50 olan 4 kadin ve 6 erkek engelli calisanla
goriisiilmiistiir. Yag dagilimi 27-32 (n: 3), 33-38 (n: 2), 39-44 (n: 1) ve 45-50 (n:
4) seklindedir. Katilimcilarin 6°s1 evli, 4’1 bekardir. Goriisiilenler; lise (n: 2),
oOnlisans (n: 2), lisans (n: 6) mezunu olup; egitim diizeyleri gorece yiiksektir. Engelli
calisanlarm biiyiik bir kismi (n: 7) ortopedik, diger kismi ise gérme (n: 2), igitme-
konugma (n: 1) engellidir. Engellilik oranlar1 %40-%60 (n:8) ve %80-%100’dir
(n:2). Goriisiilen engelli ¢alisanlarin ¢gogunun engellilik oraninin %40-%60
araliginda olmasi, ¢alisma yasaminda daha ¢ok engellilik orani diisiik olanlarmn
tercih edildigi bulgusuyla ortiismektedir (Y1lmaz, 2004; EYHGM, 2015: 66).

Gortistilen engelli ¢alisanlarin 6’s1 kamu sektoriinde, 4’1 6zel sektorde
calismaktadir. Kamuda calisanlardan 1°1 is¢i, 5°i memur statiisiindedir. Ozel
sektorde calisanlar is¢idir. Kamuda ¢alisanlarin 1°1 hizmetli, 5°1 diisiik statiili

12 Igerik analizinde birbirine benzeyen veriler belirli kavramlar ve temalar gergevesinde bir araya getirilir
ve diizenlenerek yorumlanir (Yildirim ve Simsek, 2006). Bu ¢er¢evede arastirmada engellilere yonelik
mobbing ile ilgili olarak elde edilen veriler incelenerek katilimei goriislerinden ortak-benzer diisiinceler bir
araya getirilip belirli temalar olusturulmus, frekans degerler hesaplanmistir.
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islerde (santralde, evrak islerinde (evrak kaydi tutma, yazismalar, evrak
dagiticis1 gibi) islerde memur olarak calismaktadir. Ozel sektorde ¢alisanlarin
1’1 markette, 1’1 araba galerisinde (muhasebede) ve 1’1 tekstil isletmesinde
digeri ise bankada ¢aligmaktadir.

Isyerinde Engellilerin Maruz Kaldiklar1 Mobbing Davramslarina liskin
Bulgular

Engelli calisanlarla gergeklestirilen gortismelerde, isyerlerinde kendilerine
yapilan mobbing davranislarinin neler olduguna iliskin soruya verdikleri
cevaplarin incelenmesi sonucunda mobbing magdurlarina yonelik mobbing
davranislar1 temasi:

* iletisim kurmaya,

* sosyal iliski kurmaya ve siirdiirmeye,
e itibara,

* mesleki duruma

* magdurlarin sagliklarina yonelik mobbing davranislart olmak tizere 5
alt tema gergevesinde incelenmistir. Olusturulan alt temalar Leyman
(1996)’1n mobbing kavramsallastirmasindaki tipolojiye de uygundur.

Katilimcilarin iletisim kurmalarina (alt temasina) yonelik maruz kaldiklari
mobbing eylem ve davranislar;

* azarlanma/bagir(1l)ma (n: 8);
* olumsuz bakislar yoneltilme, diismanca, dik veya sinirli bakilma (n: 2);
* yokmus gibi davranilma (n: 1) seklinde kodlanmustir.

Sosyal iliskilere yonelik uygulanan mobbing eylemleri; sozlii veya yazil
tehdit edilme (n: 3) olarak kodlanmustir.

Kisisel itibara yonelik saldirilar seklinde gergeklesen mobbing eylemleri;
*  Arka(larin)dan kétii konusulmasi veya dedikodularmin yapilmast (n: 6) ve

» engelleriyle alay edilmesi (n: 6) kodlart ile tespit edilmistir.
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Mesleki duruma yonelik ger¢eklesen mobbing eylemleri;
» niteliklerinin altinda is verilmesi (n: 4);

» yaptiklar isler ile ilgili siirekli elestirilme, hatali veya suclu bulunma
(n: 3) ve

+ agsir1 kontrol edilme (n: 2) kodlarinda belirginlesmektedir.

Magdurlarin sagligina yonelen mobbinge eylemleri asirt ig yiiklenmesi (n:
3) kodu ile kendini gostermektedir.

Engelli ¢alisanlarin en ¢ok deneyimledigi mobbing davranisi, (en ¢ok
yineleyen kod) azarlama, bagirma (n: 8) ile sosyal iliskileri engellemeye yonelik
mobbing davranis1 olmustur.

Katilimcilardan K2 ile yapilan gériismeden yapilan alintilar iletisime, sosyal
iliski kurmaya ve siirdiirmeye, itibara ve mesleki duruma yonelik mobbing
davranis ve alt temalarina 6rnek olusturmaktadir:

“Ben bu igi uygun gordiim sana, durumun belli, niye sartlarini
zorluyosun, iiniversite mezunusun diye seni hemen miidiir mii
yapacagim, otur oturdugun yerde beni de kizdirma’ diye bana bagird.
Ben de “durumumda ne varmis” deyince “Oglum kérsiin iste, otesi
var mi” dedi. Cok agrima gitti. Sinirle “kor sensin” dedim. Odasindan
kovdu. O giin bugiindiir koridorda beni gordiigii zaman “Niye
dolasiyosun, iginin basina git” diye azarlyor” (K2)

Katilimeilardan K4’iin ifadelerinden yapilan alintilar iletisim kurmaya,
itibara ve mesleki duruma yonelik mobbing davranis ve alt temalarindan
olusmaktadir:

“Niye calistyormusum, evde oturmaliymisim, Yatarak mi para
kazanacakmisim. Bunlari amirde, is arkadaslarimda séyliiyor,
azarlwyorlar beni. Hem amir hem de is arkadaslarim ¢ok kotii
davramyorlar bana. Tembelmisim, is yapmak istemiyormusum diye
azarlayip duruyorlar” (K4)

Ozel sektorde calisan katilimcilardan K6 nin ve K9 un iletisim olusumunu
engellemeye ve itibara yonelik mobbing eylemi 6rnegi olusturan ifadelerinden
bir kism1 asagidadir:
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“Yavas hareket ediyosun, reyonlari iyi diizenlemiyorsun diye siirekli
azarliyorlar, miisterinin éniinde de bunlari séyleyip duruyorlar” (K6)

“Gordiigiinde sinirli bakiyor, digerlerine hal hatir soruyor, bana da
tembel tembel oturma isini yap diye azarlayp odasina gidiyor. Izin

istedigimde bagwrilip, azarlantyorum” (K9)

Mobbing magduru engelli ¢alisanlarin ifadelerinden; engelleriyle alay
edilmesi (n: 6) ve arkalarindan kotii konusulmasi ve dedikodularinin yapilmasi
(n: 6) kodlarina yonelik alintilardan bazilar1 asagida verilmistir:

“Benimle topal diye alay ediyor ama aslinda kendisi insanliktan
nasibini almamug gergek sakat. Siirekli sakat olmak varmus, hayat
sana giizel, sen bir sey yapmiyorsun, ayni iicreti aliyoruz diye alay
ediyordu. ... Bu topal haliyle nasil evlenecek gibi burada
diyemeyecegim ¢ok ¢irkin dedikodular yapiyorlar” (K1)

“Kulagimin birinde igitme kaybi var, az duyuyorum, kekemeligimde
var. Alay etmeler, kaba davranmalar, taklidimi yapip dalga gecmeler,
bunlardan ¢ok ¢ektim. Bu hep alay konusu oldu igyerimde. Cok dalga
gectiler” (K7).

“Arkamdan ¢ok konusuyorlar anca dedikodumu yapiyorlar. Cok
kaprisli, gecimsizmisim. Isyerinde sorun ¢ikariyormusum. Ise gelmeyi
beceremiyormusum. Evimde oturmaltymisim, devlet bana para

baglarmus. Isyeri babamin degilmis, bana gore diizenlenemezmis” (K4)

Engelli ¢alisanlarin, mesleki durumlarina yonelik mobbing eylemeleri
arasinda; niteliklerinin altinda is verilmesi (n: 5) ve sagliklarina yonelik
mobbing eylemleri arasinda asir1 is yiiklenmesi (n: 4) seklinde kodlanmustir.
Bu kodlamalara yonelik mobbing magdurlarindan bazilarinin ifadeleri
asagidadir:

“Benimle girenler terfi aldilar, bana verilmiyor. Diger ¢alisanlarla
ayni egitimdeyim. Ama terfinin olmadigi, miisteri ile temasin olmadigi
bir pozisyonda, destek elemant olarak ¢alistiriyor beni” (K9)

“Temizlik, arti fotokopi isi yaptirtyorlar. Bu isler iiniversite mezununun
vapacagi igler mi ki? Bacak kaslarimda agrilar baslady, fizik tedaviye
basladim” (K4)
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“Iyi davranmiyorlar. Cok agir kolileri tasitiyorlar. Kasaya
oturtmuyorlar. Halbuki kasiyer isini yapabilirim. Déniisiimlii kendileri
oturuyor kasaya” (K6)

“Fotokopi, faks, yazismalar, evrak dosyalama hepsi bende. Cok
yiikleniyorlar. Is yiikiim ¢ok fazla. En az ii¢ kisinin yapacag isi
yaptryorlar. Haftanin 6 giinii isteyim, Pazar giinii bile ise cagiryorlar,
aksamin 7-8’ine kadar ¢caligtirtyorlar” (K10)

Katilimcilarin ifadelerinden ortaya ¢ikan diger mobbing davranislarina
yonelik kodlamalar;

*  Sozli, yazili tehdit edilme (n: 3);

» yaptiklari isler ile ilgili siirekli elestirilme, hatali veya suclu bulunma (n: 3);
+ agsirt kontrol edilme (n: 2);

* olumsuz bakislar yoneltilmesi, diismanca, dik veya sinirli bakilmasi (n: 2);
* yokmus gibi davranilma (n: 1) olarak olusmustur.

Gortistilen engelli ¢alisanlarin konu ile ilgili ifadeleri agagidadir:

“Birimimi degistirmek i¢in dilek¢e yazdim, karsi dilekge geldi, daha
dogrusu tehdit geldi: Isimi titizlikle yapmazsam, mesai saatlerine

uymazsam yasal islem baslatacakmis” (K1)

“Canlart isteyince konusuyorlardi. Ben odada degilmisim, orda
yokmusum gibi kendileri sohbet ediyorlardi. Ozellikle yapiyorlardi,
beni sinir etmek icin. Isle ilgili sorularima bile cevap vermiyordular.
Amire sikdyet ediyordum. Beni yalanlyorlardi, onlar éyle seyler
yapmamislar, ben kompleksliymisim engelimden dolayt...” (K8)

Katilimcilarin ifadeleri, isyerinde etik ve ahlaki olmayan bir¢ok mobbing
davranislarina maruz kaldiklarini géstermektedir. Arastirma kapsaminda
belirtilen; bagirma, azarlama, isle ilgili elestirilme, hatali bulunma, suglanma
ve olumsuz bakiglar yoneltilmesi (diismanca, dik ve sinirli bakislar), yazili
veya sozli olarak tehdit edilme, magdur ile iletisim kurmama, kendisi orada
degilmis gibi davranilma seklindeki davraniglar engelli ¢alisanlarin iletisim
kurmasina ve sosyal iliskilerini engellemeye yonelik mobbing davranislari
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olarak kabul edilmektedir. Leymann (1996), mobbing magdurunu ¢evresinden
soyutlamaya, digslamaya yalnizlastirmaya yonelik uygulanan, iletisimi
engelleyici bu ve benzeri davranmiglarin magduru sindirme amaciyla
gerceklestirildigini belirtmektedir. Davenport ve arkadaslari (2003:19);
engeliyle alay edilmesi, kisinin arkasindan kotii konusulmasini, dedikodu
yapilmasini, kiiciimseme, hakaret etmeyi bireyin kisisel sayginligina, itibarina
yonelik yapilan mobbing davraniglari oldugunu ve amacin magduru kiiciik
diisiirmek, itibarina zarar vermek oldugunu belirtmektedir. s performansimin
(kotii niyetli olarak) asir1 kontrol edilip izlenmesi, niteliklerinin altinda isler
verilmesi ve asir1 is yiikklenmesi davranislari ise magdurun mesleki olarak
glivenilmez, yetersiz oldugunu gdstermek amacli olan bireyin mesleki
durumuna, sayginligina zarar vermeye yonelik yapilan mobbing davranislaridir
(Davenport vd., 2003:19)

Arastirma kapsaminda goriisiilen engelli c¢alisanlarin, mobbing
davraniglarindan bir ya da birkagina birlikte maruz kaldiklar1 bulgulanmistir.
Literatiirde de engelli ¢alisanlarin birgok mobbing davranist kurbani oldugu
belirtilmektedir. Engelli ¢alisanlarin, isyerlerinde en ¢ok; alay edilme,
asagilanma, kiiglimsenme, bagirilma, saygisiz davranilmasi, hakaret, haklarinda
dedikodu yapilmasi, performanslariin elestirilmesi, is performanslarinin asiri
ve gereksiz kontrolii, niteliklerinin altinda isler verilmesi, asir1 i yiikii verme,
terfi ettirilmeme, goz ardi edilme (6nemsenmeme), gdrmezden gelinme (yokmus
gibi davranilma) ve yazili-sozlii tehdit edilme seklindeki iletisime, meslege,
kisilige yonelik mobbing davranislar1 yasadiklar tespit edilmistir (Bernard,
2017: 42; Cesim, Sanli ve Akel, 2018: 39-40; Colemann vd., 2013:44-51;
Fevre vd., 2013:296-297).

Mobbing Davranisit Uygulanma Sikligi, Siiresi ve Tiirii

Gortstilen engelli ¢alisanlar, mobbingin uygulanma siiresini ayda birkag kez
(n: 2), haftada bir veya birkag kez (n: 5) ve hemen hemen her giin (n: 3) olarak
belirtmislerdir. Bir katilimcinin ifadesi su sekildedir:

“Yani adam kafayi takti bana. Birkag kez azarlanmadan, uyarilmadan
haftayr kapatmiyorum” (K2).

Gortstilenlerin 6nemli bir kismi 1-3 yil (n: 6), geri kalanlar1 ise 4-7 yildir
(n: 4) mobbing kurban1 oldugunu ifade etmistir. Goriisiilenlerin mobbing olarak
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belirttikleri olumsuz davranislar1 deneyimleme siiresi ve sikligi, literatiirde
olumsuz davranislarin mobbing sayilmasi i¢in belli bir siklikta (istatistiksel
olarak en azindan haftada bir defa) ve uzun bir zaman periyodunda (en azindan
altt aylik bir miiddette) yapiliyor olmasi kosulu (Leymann,1996: 168) ile
ortiismektedir. Goriisiilen engelli ¢alisanlarin mobbinge maruz kalma stireleri
bakimindan en uzun siirenin kamu sektoriinde ¢alisanlarda (n: 2) 7 yil, 6zel
sektorde ise bu stirenin 6 yil (n: 1) oldugu bulgulanmistir. Katilimcilarin
mobbing olarak belirttikleri olumsuz davranislara maruz kalma siiresi ve siklig1
literatiirde olumsuz davranislarin mobbing sayilmasi i¢in belli bir siklikta
(istatistiksel olarak en azindan haftada bir defa) ve uzun bir zaman periyodunda
(en azindan alt1 aylik bir miiddette) yapiliyor olmasi kosulu (Leymann,1996:
168) ile ortiismektedir.

Kamu sektoriinde ¢alisanlarin is giivencesi bulunmaktadir. Ozel sektdrde
calisan engelliler, giintimiiz kosullarinda igsizlik baskis1 ve isgiicili piyasasindaki
dezavantajli konumlari nedeniyle is bulma noktasinda zorlanacaklar diistincesi
mobbing siirecine uzun siire maruz kalma nedenleri arasindadir. Goriisiilenlerin
konuyla ilgili ifadeleri bu tespiti ortaya koymaktadir:

“7 yildwr bu baskiyr ¢ekiyorum. Torpilim yok ki baska kuruma gegeyim.

Istifa miimkiin degil, devlette is bulmusum, biiyiik bir nimet. Insanlar
devlete sigortasi, emeklilik garantisi var diye girmek i¢in ¢abaliyor,
ozel sektor engelliyi zaten istemiyor. Bu yiizden ¢ekiyorum iste bu
yapilanlart” (K4)

“Bu olumsuz davramislar yani bana uygulananilar 6 yildiwr siiriiyor.
Benim gibi engelli, cocuklu bir kadin icin isten ¢ikmak kolay mi? Is
bulmak kolay mi? Cok is arastirdim: Burdan ¢iksam girecegim is yok.
Devlete bir tiirlii giremedim. Az engelli aliyor, acilan kadrolar sinirl.
Ozel sektor bizim gibi engellileri mecburiyetten aliyor. Genelde de
engeli az erkekler tercih ediliyor. Burdan ¢iksam daha is bulamam.
Bulamadim da zaten, mecbur dayaniyorum iste” (K9).

Arastirma kapsaminda goriisiilen engelliler; yoneticileri tarafindan (n: 4),
hem yonetici hem de esit diizeydeki ¢alisma arkadasi1 veya arkadaslari tarafindan
(n: 3) ve calisma arkadaslar tarafindan (n: 3) mobbinge maruz kaldiklarini
belirtmislerdir. Arastirma bulgulari, engelli ¢alisanlarin, yukaridan agagiya
dogru yoneticilerin/amirlerin uyguladiklar: dikey mobbing ile esit diizeydeki
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is arkadaglarinin uyguladiklar1 yatay mobbinge yogun ve yaygin bir sekilde
maruz kaldiklarin1 gostermektedir. Bulgular, literatiirle de benzerlik
gostermektedir (Colemann ve ark., 2013; Fevre ve ark., 2013). Vickers
(2009:259), engellilerin istihdama katilimlarinin diisiik ticretli, disiik gelirli,
egitimlerine uygun olmayan diisiik pozisyonlu, ilerleme imkani olmayan islerde
gerceklestigini belirtmektedir. Jones ve arkadaslar1 ise bu durumun engelli
bireyleri mobbinge karsi daha savunmasiz yaptigini1 ve daha fazla mobbing
eylemi ile karsilagmalarina yol actigin1 belirtmektedirler (Jones, Finkelstein
ve Koehoorn 2018: 84-87). Calisanlarin isyerlerinde mobbinge maruz
kalmasinda etkili olan gii¢ esitsizligi, engelli ¢calisanlar i¢in hiyerarsik silsilede
agirlikla diisiik statiilii islerde ¢alismalarindan kaynaklanmakta ve bu durum,
onlarin mobbinge maruz kalmalarini1 kolaylastirmaktadir. Bu ¢alismada da
mobbing kurban1 olan engelli ¢alisanlarin tamaminin diisiik pozisyonlarda
oldugu tespit edilmistir. Zapf ve Gross (2001: 501) da isyerlerinde mobbinge
maruz kalan ve mobbing davranislarini yonelten arasinda hiyerarsik yapidan
gelen, caligsanlarin statii farklilig1 gibi gii¢ esitsizliginin mobbingde etkili
oldugunu vurgulamaktadirlar.

Mobbing, ilgili kisiyi ¢aresiz ve savunmasiz bir konuma iten, magdur-fail
yapisini igeren 0zel bir ¢atisma tiiriidiir. Bu durum, Salin’in de belirttigi gibi
algilanan bir gii¢ dengesizliginin mobbingin ger¢eklesmesi i¢in bir 6n kosul
oldugunu gosterir. Orgiitlerdeki giic yapilari, dengesizlikleri ve ydneticiler
tarafindan uygulanan mobbingi kismen agiklamaktadir. Algilanan giic
esitsizlikleri sadece resmi gii¢ farkliliklarindan kaynaklanmaz, durumsal ve
baglamsal ozelliklerden de kaynaklanabilir. Geleneksel cinsiyet rolleri ve
fiziksel gii¢ farklilig1 gibi esitsiz gii¢ iliskisi bu baglamda ele alinmaktadir
(Cleveland & Kerst, 1993’den aktaran Salin, 2003: 1219). Ayrica isyerlerindeki
giic esitsizlikleri toplumdaki gii¢ esitsizliklerinden de beslenmekte; toplumdaki
rksal, siifsal ve cinsiyete dayali sosyal esitsizlikleri destekleyen degerler de
isyerlerinde mobbinge neden olmaktadir (Bayrak-Kok, 2006). Bu baglamda,
engellilige dayali sosyal esitsizliklerin toplumsal yapida bulunmasi; engellilige
dayali esitsizliklerin desteklenmesi yoniindeki toplumsal degerlerin igyerlerinde
de devam etmesi, engelli ¢calisanlara yonelik hem yatay hem de dikey mobbingi
beslemektedir. Toplumda esitsizlik yaratan kiiltiirel degerler, engelli bireyleri
engelli olmayanlara gore zayif, muhtag, bagimli ve sosyal statiisii daha diisiik
ve degersiz bir konuma yerlestirmekte; tiretken, verimli olmadiklar seklindeki
algilara/Onyargilara yol agmaktadir (Barton,1998; Fevre ve ark, 2016; Askin
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ve Askin, 2018a; Cook, von Schrader ve Malzer 2019; Jammaers, Zanoni ve
Williams 2019; Mkheimer ve Milae, 2020) Toplumumuzda da agirlikla
paylasilan ve onaylanan bu diisiince sistemi, igyerlerinde formel hiyerarsik
yapida ¢ogunlukla yonetilen pozisyonunda olan engelli ¢alisanlara yoneticileri
(dikey) ve informel hiyerarsik yapida engelli olma-olmama seklinde olan statii
farkliligindan kaynakli konumlarindan dolay: kendileriyle ayn1 pozisyonda
olan is arkadaglar1 tarafindan (yatay) mobbing uygulamalarini beraberinde
getirmektedir.

Mobbingin Nedenlerine iliskin Bulgular

Literatiirde, mobbingin 6énemli nedenlerinden biri, magdurlarin (engellilik
gibi) bireysel bir farkliliga sahip olmalar1 olarak gosterilmektedir (Davenport
vd., 2003; Fevre vd., 2008; Foster ve Scott, 2015; Jones vd., 2018; Leymann,
1996; Tmaz, 2006).

Arastirmamizda goriisiilenlerin mobbinge maruz kalma nedenleri:
» engelli olmak ve

» engelli kadin olmak seklinde iki alt tema olusturmaktadir.
Engelliliklerinden dolay1 igyerlerinde:

* verimsiz goriilme (n: 5),

» tembel olarak goriilme (n: 5),

+ engelliliklerinden dolay1 huysuz, gegimsiz, kaprisli olarak degerlendirilme
(n: 4),

» engel durumlarina uygun igyeri diizenlemeleri istediklerinde yiik olarak
gorilme (n: 3),

» egitimli olsalar da becerisiz, niteliksiz ¢alisanlar olarak goriilme (n: 5);
» yazili-sozIi haklarimi aramalari (n: 3);
*  hosgoristizlik (n: 2)

engellilik ve mobbinge maruz kalma arasindaki iliskiyi agiklarken kullanilan
kodlar olarak karsimiza ¢ikmaktadir.
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Engelli kadin olarak fiziksel goriintisleri (n: 3) ve isyerlerinde kadinlarin
caligmasinin istenmemesi (n: 2) kodlar1 ise engelli kadin temasi altinda yer
almaktadir. Mobbingin nedenleri konusunda goriisiilenlerin dikkat ¢eken
goriisleri su sekildedir:

“Kotii davranmalarinin nedeni tamamen beni, engelli oldugum i¢in

yararsiz, tembel, verimsiz, ne isi var ... diye gérmeleri... Dilekge
vazdim, ... bu isleri bana yaptiramazsin, kadrom is¢i degil diye ...
Hem engelli hem de bize kafa tutuyor, karsilik veriyor, diisiinceleri
buydu” (K1)

“Universite mezunu da olsan yéneticinin goziinde kor bir engellisin.
... Santral disinda baska bir iste ¢calisma becerisi olmayan. ... kaprisli,
gecimsiz olan bir engellisin. Bu durumda sana kétii davranmak sart
oluyor” (K2).

“Engelli olarak, ... Saglk sorunlarim yiiziinden rapor almami yanlis
degerlendirdiler, tembel dediler. Alt katta oda istedim, servis istedim. ...

Huysuz, calismak istemiyor, tembel, istegi fazla diye diisiintiyorlar” (K4).

“Ozel sektor engelliyi verimsiz, tembel gériiyor, istemiyor,
zorunluluktan ige aliyor. Yalandan ¢ok is yiikliiyor, bir an once ¢iksin
gitsin isten diye. Bana da bunu yaptilar”. (K5).

Arastirmamizda mobbing nedenlerine iliskin kodlamalara bakildiginda
engelli ¢alisanlarin temelde engellilik durumlar1 ve buna iliskin verimsiz,
tembel, ge¢imsiz olarak degerlendirilmeleri; yilik olarak goriilmeleri, egitimli
olsalar da niteliksiz ¢aligan olarak algilanmalar1 kodlarinin yogun olarak dile
getirildikleri goriilmektedir. Literatiirde de isverenlerin ve diger ¢alisanlarin
genellikle engelli ¢alisanlar1 daha az liretken veya verimsiz varsaymalari, buna
bagli olarak, engelli ¢alisanlarin isi yavaslatma, geciktirme gibi performans
sorunlar1 oldugunu diisiinmeleri (Adams ve Oldfield, 2012; Bonaccio ve ark.,
2020; Evans ve ark., 2016; Vickers, 2009); engelli ¢alisanlarin bazen yoneticiler
tarafindan “sorunlu, uyumsuz g¢alisanlar” olarak algilanmasi (Kaye, Jans ve
Jones, 2011: 529); ihtiyaglarina yonelik isyeri diizenlemeler yapilma istegine
olumsuz veya onyargili yaklasarak bu diizenlemelerin yapilmasini maliyetli
bulan yoneticilerin varlig1 (Evans ve ark., 2016; Jones ve ark., 2018) engellilere
yonelik mobbingin nedenleri olarak belirtilmektedir.
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Aragtirmada olusturulan engelli kadin olmak alt temasinda, tespit edilen
mobbing nedenlerini katilimcilar;

» fiziksel goriiniis (n :3) ve

» igyerlerinde kadinlarin ¢alismasini istememe (n :2) kodlariyla ifade
etmislerdir.

Buna iliskin katilimcilarin ifadeleri su sekildedir:

“Gormeyen bir kadinsin, niye ortalikta dolasiyosun. Gériintiiyii
bozuyosun. ... haline ... bakmiyosun ¢alistyosun, ... bir de servis
istiyosun. Git evde otur. Ne isin var iste. Yoneticim bu kafadayd,
diigiincesi buydu. ... Kadinlarin calismasina karsi biri. Kendi egini
de ¢alistirmayan biri zaten. ... (K3).

“... fizigimi engelliligimi begenmediler. ... fizigim onlara batti. Oda
da yanlarinda istemediler, yakistiramadilar. ... yiiziime goz zevkimizi
bozuyosun dediler. Giydigim etege bile karistilar, yakismamus, giyme,
tuhaf, ¢irkin olmusg diye. ... beni, horgordiiler” (K8).

“... hizli, dakik degilmisim, goriintii, fizik miisteri icin onemliymis,
... istedigim pozisyona getiremezmis, miisteri ile temasin ¢ok oldugu
pozisyonmus, engelliligim miisteriyi rahatsiz edermis. ... prezantabl
olmayan engelli kadinlariz igyeri igcin” (K9).

“Ozel sektorde kadinlarin calismast istenmiyor. Benim engelimde var
vistelik. ... Calisma temposu, saatleri ¢ok yogun. Eviliyim, ¢cocugum
var. Ge¢ saatlere kadar calistirmak istivorlar beni. Itiraz edince de
yiiklenmeye basladilar. Kendim isten ayrilayim diye yapiyorlar bence.
.. 7 (K10)

Arastirmada engelli kadin katilimcilar mobbing nedenleri olarak fiziksel
goriiniisleri, igyerlerinde kadinlarin calismasinin istenmemesi seklinde ifadeleri
yogun olarak dile getirmislerdir. Engellilik goriiniise ait olarak, bedenin eksik
sayilarak etiketlenmesini, degersiz goriilmesini getirmekte; bundan dolay1
igyerlerinde yoneticiler ve caligma arkadaslar1 tarafindan engelliler mobbinge
maruz kalmaktadir (Adams ve Oldfield, 2012: 23-27). Toplumsal cinsiyete
dayali igbdliimiine gore kadinin aile gegiminden sorumlu asil kisi olarak
goriilmemesi, kadinlarin ¢alisma yasamina katilimini sinirlamakta; ticret
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karsilig1 calismasina 6nyargiyla yaklasilmakta; calismasinin gerekli olmadigi,
kadinin yerinin evi oldugu bakis acisini1 getirmektedir. Toplumsal cinsiyetin
getirdigi bu bakis agis1 ve degerlendirmeler ise isyerlerinde kadina yonelik
mobbingin énemli bir nedeni olmaktadir (Topkaya-Seving, 2011; Cogenli,
Asunakutlu ve Tiiregilin 2017:117: Askin ve Askin, 2018b:271-273). Toplumsal
cinsiyeti nedeniyle ev i¢i alanda ev isleri, cocuk bakiminda tek sorumlu goriilen
kadin, asir1 is yiikii, calisma saatlerinin uzun oldugu isyerlerinde ev igi
yiikiimliiliikleri ytiziinden isin gereklerini yerine getirmekte zorlanmakta, (bir
de buna engellilik gibi bir kisitlilik eklenince) performansi diisiik, verimsiz
calisan olarak damgalanarak mobbing davraniglarina maruz kalmaktadir (Askin
ve Askin, 2020; Askin ve Askin, 2018b). Bu baglamda, aragtirmamizda engelli
kadinlar igin igyerlerinde goriiniis/gorsellikle ve kadinin ¢alismasiyla ilgili
olumsuz degerlendirmelerin mobbinge neden oldugu bulgulanmuistir.

Mobbingin Engelli Calisanlar Uzerindeki Etkilerine iliskin Bulgular
Engelli ¢calisanlar, isyerlerinde yasadiklart mobbingin kendilerinde yarattig1
olumsuz etkileri:

* psikolojik etkiler,

» fizyolojik etkiler,

* sosyal yasama etkiler ve

» igle ilgili etkiler seklinde dort alt temada belirtmistir.

Bu alt temalar altinda mobbingin engelliler iizerindeki psikolojik etkileri;
ac1 ¢gekme (n: 9), 6zgiiven kaybi (n: 9), stres (n: 9), 6fke (n: 7), uykusuzluk (n:
6), endise (n: 7) kodlartyla belirginlesmistir.

Fizyolojik etkileri ise bas agrisi (n: 4), mide agris1 (n: 3), kol/bacak/sirt/
eklem agris1 (n: 7), engellilik durumlarinin kétiillesmesi (n: 6), tansiyon
yiiksekligi (n: 4), yorgunluk (n: 6) kodlartyla ortaya ¢ikmistir.

Sosyal yasama etkileri; evlilik, aile veya arkadas iligkilerinde yarattig:
huzursuzluk (n: 6) kodlaryla; isle iliskili etkiler imkan1 olsa isinden hemen
ayrilma disilincesi yaratma (n: 8), isinden ayrilma (n: 1) kodlariyla ifade
edilmistir. Buna gore; engelli bireyler mobbingin baglica olumsuz etkilerini
ac1 cekme, 6zgiiven kayb, stres, imkani olsa isinden hemen ayrilma diigiincesi
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yaratma kodlariyla ifade etmislerdir. Katilimcilarin konu ile ilgili ifadelerinden
bazilar1 agagida verilmektedir:

“Ise gitmek icimden gelmiyor. Stres, iiziintii kroniklesti. Evde de
aynwyim. Yalniz kalmak istiyorum, ... Ailemin evlendirelim seni
demelerine tahammiil edemiyorum. Evlenmek istemiyorum diye
bagiryorum, kiziyorum onlara... Isyerinde topal lafini duya duya
ozgiivenim sifirlandi. ... mideme vurdu, iilser sorunu basladi. .... Act
veren durumlar yasiyorum. Imkanmim olsa hemen isten ayrilirim” (K1)

“Stirekli stres yasiyorum. Basim catlayacak gibi agriyor, migren
oldum. ... Iste ... endise icindeyim. Miidiir beni arayacak, bulamayacak
yine azarlanacagim endisesi, stresi var. Eve gittigimde hep yorgun
hissediyorum. ... Ogluma, kocama tahammiiliim kalmuyor, hemen en
ufak bisey de sinirlenip bagiriyorum...” (K3)

“Sinir, stres i¢indeyim. Cabuk ofkeleniyorum. Ailem ... Onlari da
tiziivorum, ... Gece uykularim kaguyor, iste yasadiklarim aklima
gelince. Tansiyon hastasi yaptilar beni. ... Paraya ihtiyacim olmasa
isi birakirdim” (K4).

“Stres, tiziinti, aci ... f§te mutsuz, gerginim. ... ¢ocugumla
ilgilenemiyorum. Cok yorgun hissediyorum. Basim sik stk agriyor.
Stirekli agr kesici altyorum. ... degmez bu ¢ektiklerime.” (K10).

Arastirmada katilimeilarin ifade ettikleri fizyolojik-psikolojik deneyimler,
literatiirde belirtilen etkilerle de ortiismektedir. Isyerlerinde engellilere uygulanan
mobbingin engellilerin fiziksel, psikolojik sagliklarmin bozulmasina; yasamlart ve
sosyal (es, aile, arkadas) iligkilerinin kotiilesmesine neden oldugu (Colemann ve ark.,
2013); isgiiclinde kalmak i¢in 6zgiivenlerini, motivasyonlarmi azalttig1 (Evans ve
ark., 2016); isten ¢cikma egilimlerini artirdig1 belirtilmektedir (Colemann ve ark.,
2013; Jones ve ark., 2018; Khubchandani ve Price 2015; Okechukwu ve ark., 2014).

Arastirmamizda engellilerin biiyiik bir kisminin (n: 6) kurbani oldugu
mobbing yiiziinden engellilik durumlarinin olumsuz etkilendigi; viicut
agrilarinin (kol/bacak/sirt/eklem agrilarinin) arttigi, yiriyiislerinin daha
bozuldugu, kendi ifadeleriyle topallamalarinin arttigi, konusmalarinin daha
kotiilestigi bir diger dikkat ¢ekici bulgudur. Katilimcilarin bu konuya yonelik
ifadeleri su sekildedir:
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“... resmen topallamam artti. Agwr hakaretler, agsagilamalar, ¢irkin
dedikodulart beni mahvetti. Sinir, stresten tiim viicudum geriliyor ...
Bana bu iskenceyi yapanlari isyerinde gérmeye dayanamiyorum,
onlart gérdiigiim an viicudum kasiliyor, ayaklarim birbirine dolanacak
gibi oluyor, daha da ¢ok topallamaya basliyorum” (K1)

“Taklidimi yapmalari, alaylart yiiziinden sinir, stres, ofke doldum.
Kekemeligim daha ¢ogald, konusamaz oldum ... Evde de ayni konugsma
zorlugu yasamaya basladim. ... esim, ailem. Bu kadar kétii degildi, ne
oldu, niye ¢cok artti? bu kekemeligin diye sorup durdular. ... ” (K7)

“Alaylar, hakarete varan konusmalar, beni durduk yere suclamalar,
tartismalar, sikayetler psikolojimi bozdugu gibi asil engellilik
durumumu da bozdu. Yiiriirken aksamam daha artti, bacak, kas
agrilarima bir de kol uyusmasi eklendi. Fizige basladim. Sinirden,
gerginlikten, yasadigim stresten olmus, doktor dyle dedi” (K8)

Katilimcilarin yasadiklar1 mobbing, psikolojik-fiziksel sagliklarini
kotiilestirdigi gibi engellilikle ilgili saglik sorunlarini da artirmaktadir. Mobbing,
engellilik sorunlarina ek olarak engelli ¢alisanlarin sagliklarini daha da
kotiilestirmektedir. Ornegin, engelli ¢alisanlarin yorgunluk, depresyon,
anksiyete (kaygi, sinirli, gergin, huzursuz hissetme) gibi hastaliklar1 yasama
durumu, engelli olmayanlara gore daha fazladir. Yagsanan saglik sorunlari
engelliligi siddetlendirir ve daha artirabilmektedir (Atkinson, 2016: 25). Foster
ve Scott (2015: 334-335) engelli ¢alisanlarin yarisindan fazlasinin mobbingden
kaynaklanan stres nedeniyle engellilik (sakatlik) durumlarinin daha da
kotiilestigini tespit ederken, Vickers (2009: 263) bu durumla birlikte ¢alisan
bazi engelliler i¢in ¢alisamama durumuna yol ag¢tigini bulgulamistir.
Arastirmamizdaki bulgular da bu yondedir.

Sonug¢

Calismada, caligma yasaminda engelliler i¢cin 6nemli bir sorun alani olan
mobbing, nitel arastirma perspektifiyle, isyerinde ¢alisan engellilerin bakis
acisindan, onlarin deneyimleri tizerinden incelenmis ve mobbinge maruz kalmis
engellilerin 6zellikleri, calisma yasaminda engellilere yonelik gerceklesen
mobbing eylemleri, bu eylemlerin nedenleri, siiresi, ¢esidi, nedenleri ve engelli
caliganlar lizerindeki etkileri tespit edilmistir.
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Aragtirma bulgularma gore engelli ¢alisanlarin kendi(leri)ni gdstermelerine
ve iletisimlerini engellemeye yonelik davranislar; sosyal iligkilere, itibara yonelik,
mesleki durumlarina yonelik saldirilar; kisinin sagligina yonelik saldirilar gibi
mobbing davraniglarinin bir ya da birkagina birden maruz kaldiklari tespit
edilmistir. Engellilere yonelik agirlikla azarlama, bagirma; engelleriyle alay etme;
igle ile ilgili performanslariin siirekli elestirilmesi, hatali/su¢lu bulunma;
arkalarindan kotii konusulmasi, dedikodularinin yapilmasi; asir1 is yiikleme; isle
ilgili asir1 kontrol edilme; niteliklerinin altinda is verilmesi; s6zli tehdit edilme
gibi mobbing davranislarinin uygulandigi bulgulanmistir.

Engelli ¢alisanlarin mobbinge maruz kalma siiresi, 1 — 7 yillik uzun bir
zaman araliginda gergeklesirken siklig1 da (ayda birkag kez, haftada bir veya
birkag kez, hemen hemen her giin seklinde) yogun olarak ortaya ¢ikmaktadir.
Engelli calisanlar hem dikey (yoneticiler tarafindan) hem de yatay (esit
diizeydeki ¢alisma arkadaslar tarafindan) mobbinge maruz kalmaktadirlar.

Mobbinge maruz kalmak engelli calisanlarin fiziksel, psikolojik sagliklarini
bozmakta; engellilik durumlarini kotiilestirmekte, viicut (kol, bacak, sirt, eklem)
agrilarinin artmasina ve 6zellikle ortopedik engellilerin yiiriiytlislerinin daha
bozulmasina (kendi ifadeleriyle topallamalarinin artmasina), konugmalarinin
daha kotiilesmesine; sosyal (es, aile, arkadas) iliskilerinin bozulmasina neden
olmaktadir. Mobbing, engelli bireylerin ¢calisma yasaminda kalmak icin
Ozglivenlerini, motivasyonlarini azaltmakta, isten ayrilma diislincesinin ortaya
cikmasina ve isten ayrilmaya yol agmaktadir.

Mobbinge maruz kalma nedenleri arasinda engelli olma ve buna bagli olarak
verimsiz, yavas, tembel, huysuz, ge¢imsiz olarak degerlendirilmeleri; engel
durumlarina uygun isyeri diizenlemeleri istediklerinde yiik olarak goriilmeleri;
egitimli olsalar da becerisiz, niteliksiz ¢alisanlar olarak goriilmeleri; kadin
engelliler 6zelinde isyerlerinde kadinlarin ¢alismasinin istenmemesi ile
goriiniislerinin/gorselliklerinin begenilmemesi oldugu tespit edilmistir.

Literatiir ve aragtirmanin sonug¢lari mobbing sorununun engelli ¢alisanlar
acisindan yaygin ve derin bir sorun oldugunu gostermektedir. Mobbing, esitsiz
gii¢ iliskilerinin bir sonucu olarak ortaya ¢cikmaktadir. isyerlerinde ¢alisanlar
arasindaki esitsiz gii¢c algisi, formel gii¢ farkliliklar: ile birlikte hiyerarsik
yapidan bagimsiz toplumdaki cinsiyet rolleri ve fiziksel gili¢ farklilig1 gibi
esitsiz gli¢ iligkisini de kapsamaktadir. Engelli ¢calisanlar 6zelinde, toplumdaki
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glic esitsizliklerinden beslenen isyerlerindeki bu gii¢ esitsizlikleri algisi
engellilik gibi farkli kategorilestirmeye dayali hiyerarsik pozisyonlar ortaya
cikararak otekilestirmeye ve mobbinge yol agmaktadir.

Literatiirde oldugu gibi calismanin bulgularina gore engelli ¢alisanlar,
igyerlerinde “farkl1” olarak, sosyo-kiiltiirel degerlerin yiikledigi olumsuz
ozelliklerle algilanabilmektedir. Esitsizlik yaratan kiiltiirel degerler, engelli
bireyleri toplumda bagimli, zay1f, muhtag¢ olarak konumlandirirken, iiretken
ve verimli olmadiklart algi ve diisiincesini de yesertmektedir. Bu olumsuz
alg1 ve diislincelerin isyerlerindeki yansimasi, engelli ¢alisanlart mobbing
kurban1 ve hedefi yapmaktadir. Engellilikten kaynaklanan gii¢ esitsizligi
engelli ¢alisanlar: isyerlerinde zayif bir konuma yerlestirirken, sadece
yoneticilerden gelen (dikey mobbing) eylemlerine kars1 degil ayn1 zamanda
es pozisyondaki ¢alisanlardan, is arkadaslarindan gelen (yatay mobbing)
siddet eylemlerine kars1 da savunmasiz konuma itmektedir. Engellilere
yonelik yatay mobbinge ornekleri daha ¢ok calisanin engelliligi ile ilgili
(agirliklr olarak engelliligi ile ilgili azarlama, alay, bagirma, asagilama,
kiigimseme, niteliklerinin altinda is verme gibi davranislardan olusan)
psikolojik siddet uygulamalari, baski yontemi olarak ortaya ¢ikmaktadir.
Mobbing, engelli bireylerin ¢alisma yasaminda 6tekilestirilmis, sindirilmis
calisanlar arasina katilmalarina ve/veya istihdam ayrilma ve isgiicii piyasasi
disina ¢ikma egilimlerinin artmasina neden olabilmektedir.

Mobbing, engelli bireylerin ¢calisma yasamina katilimi yoluyla toplumsal
yasama katilim hedefine ulasilmasini engellemekte, gili¢lestirmektedir; engelli
bireylerin ¢alisma yasamina katilimlar1 sadece yasami idame ettirecek gelir
elde etme faaliyetine indirgemektedir. Mobbing, engelli bireylerin ¢alisma
kosullarini niteliksel olarak olumsuz etkileyen, isttihdamdaki konumlarinin
koétiilesmesine yol acan 6nemli bir sorun alanidir. Bu baglamda, 6zelde engelli
calisanlarin genelde de tiim ¢alisanlarin kars1 karsiya kaldigi, karst karsiya
kalma olasiliklarinin ytiksek oldugu bu sorunun ¢dziimiine yonelik etkili,
gliclendirilmis hukuki diizenlenmelerin olusturulmasi ve sorunu ¢ézmeye
yonelik politikalarin gelistirilerek uygulanmasi bir zorunluluktur.

Bu ¢alismanin bulgulariin 6zellikle engelli bireylerin soruna yonelik bakis
agilarinin ortaya konulmasi, gercek durumun kavranmasi ve bu baglamda
uygun ¢oziimler gelistirilmesi noktasinda katki saglayacagi umulmakla
birlikte, elde edilen bulgularin sosyal politika uygulamalar1 olugturulmasina
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yapacagi katkilarin, bu alanda yapilacak ve engelli ¢alisanlarin, bireylerin
bakis agilarini ortaya koyacak nitel ve nicel arastirmalar ger¢evesinde daha
da gelistirilebilecegi umulmaktadir.

Hakem Degerlendirmesi: D1 bagimsiz.
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