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Wish to Smash the Lavender Ceilings
one by one...

hile the global crisis caused by the spread of the novel coronavi-

rus (Covid-19) is ongoing, the discourse of the governments “We

are all in the same boat” continue to be one of the main discours-
es regarding the combat against the pandemic. The first case in Turkey was
confirmed and announced on 11 March. As of 11 March, in order to prevent
the spread of the virus, the government has taken some measures and im-
plemented some others under the guidance of the Ministry of Health and
the Ministry of Interior.

While the Ministry of Health is calling on residents to continue to stay at
home, on the other hand, the employees from various sectors are obliged
to go to the work. The story of Turkey on Covid-19 that can be summarized
as “Everyone has to declare their own state of emergency”, also accounts
for serious problems for LGBTI+ persons, who are currently the most vul-
nerable ones in the country, facing serious problems in accessing rights, and
whose rights to life are systematically violated.

Apart from the inequalities in access to the right to health and in the em-
ployment process and the domestic violence increased by being forced to
stay home faced; LGBTI+ persons became the target of various hate cam-
paigns during the coronavirus process.

According to the Pandemic Report' published by the Social Policy, Gender
Identity and Sexual Orientation Studies Association (SPoD) in June, which
includes the association’s experiences in various fields of studies in the
first three months of the COVID-19 process, during the COVID-19 pandemic
there was a hundred percent increase in discrimination and violence cases
on account of gender identity and sexual orientation following the Friday
sermon that targets LGBTI+ persons and those living with HIV provided by
the Presidency of Religious Affairs.

1 Retrieved from http://www.spod.org.tr/TR/Detay/50128/4/spod-pandemi-raporu-cikti on
5.10.2020
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Data of Young LGBTI+ Association’s Research: Situation of the LGBTI+
Community in the COVID-19 Outbreak? also highlights the extent of domes-
tic violence. According to this report, 42 of the participants who stated that
they were subjected to more than one form of violence stated that they
were subjected to domestic violence (all forms of violence such as physical,
sexual, psychological, economic, etc. by one or more persons living in the
same family or home). Among the forms of violence, emotional violence,
economic violence, verbal violence, physical violence, sexual violence and
digital violence are also prominent.

Even though the calls for stay home and quarantine measures are right and
appropriate to prevent the spread of Covid-19; those can create new prob-
lems for LGBTI+ persons who are not able to stay home or who are likely to
be subjected to violence by family members when they are at home. The
government or relevant ministries do not have an action plan to solve these
problems.

In addition to the risk of violence, discrimination in accessing the right to
health becomes a more vital issue in pandemic period; the fact that trans-
gender persons who are in gender confirmation/affirming process cannot
go to hospitals and have to postpone the steps regarding their procedures,
hospital checks of LGBTI+ living with HIV have to be interrupted, and LG-
BTI+ refugees who have problems in accessing their right to health can
not even find quarantine opportunities account for major problems. LGBTI+
persons, who are among the groups that experience discrimination in em-
ployment the most; are coming face to face with the fear of losing their job,
unemployment and loss of income. LGBTI+ sex workers, who do not have
any social security, experience the most intense financial income loss. The
coronavirus and the loss of income have become two sides of the same coin
for LGBTI+ persons in that regard. LGBTI+ persons are one of the groups
that are affected most by the fact that the service and entertainment sector
are brought to a standstill. While all these are experienced, hate campaigns
targeting LGBTI+ persons are also becoming widespread.

In recent years, besides the bans by Governorates and District Governorates,
the statements and practices of high-ranking public officials targeting LGB-
Tl+ persons have been systematized. The process which started in the first
days of the coronavirus pandemic, when the school principals shared mes-

2 Retrieved from https://genclgbti.org/2020/09/02/covid-19-salgininda-lgbti-toplulugu-
nun-durumu-arastirma-raporu-yayinlandi/ on 5.10.2020
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sages targeting LGBTI+ persons in WhatsApp groups created to continue
online education on quarantine days, in line with the instructions of the Di-
rector of National Education, then hate campaigns on social media against
a counterfactual gay character on Netflix, and the discriminatory statement
by the President of RTUK and Diyanet’s hate sermon and then when various
ministers stand by this hate, this hate also leaped on the Pride Week. While
#onurhaftasi (pride week) was on the TT list, the hashtags #YallahHollan-
daya (get the hell out and go to Netherlands), #LGBTFaaliyetleriDurdurulsun
(stop LGBTI+ activities) were launched. In the first days of the coronavirus
pandemic, #YallahHollandaya and #LGBTFaaliyetleriDurdurulsun hashtags,
which are the last pillars of the campaigns that call for the ban of LGBTI+ ac-
tivities and the closure of LGBTI+ organizations, remained on the TT list for
a long time. With these hashtags, calls for boycott of companies supporting
LGBTI+ rights have become widespread. Among the accounts participating
in the hate campaign, there were also highly influential accounts verified by
Twitter. Women and Democracy Association (KADEM) continued its hate
speech that has become common. A call was made from the ihvan TV chan-
nel in Istanbul to “kill homosexuals”. All of these are just a small part of the
hatred towards LGBTI+ persons while the pandemic is ongoing.

This booklet you are reading now was published within this atmosphere
to remind and bring to the agenda the rights of LGBTI+ persons regarding
labor life. In this booklet, which is a product of Yunus Emre Demir’s metic-
ulous work, we directly hear from LGBTI+ persons what they have experi-
enced both during the pandemic process and in the labor life before that.
Before providing the detailed testimonies provided in the booklet, we care
about digressing for a moment to discuss the importance of the unions. The
guide of Kaos GL, which we have provided at the end of the booklet, can
also guide the unionists.

So what can unions do against this hate? Having such serious problems in
accessing human rights, which is the center of the union activities, shows
how the struggle for LGBTI+ rights is intertwined with the struggle for union
rights. Fundamental rights and freedoms underpin the union activities. It is
important for unions to take a clear political stance regarding LGBTI+ rights,
especially in the periods such as the pandemic when LGBTI+ persons who
are subject to systematic discrimination are becoming more vulnerable.
Trade unions shall form an autonomous LGBTI+ policy within their existing
anti-discrimination policies. They not only should prohibit the discrimina-
tion on account of sexual orientation and gender identity against LGBTI+
persons, but also should take political steps to ensure equality.

LAVENDER CEILING I 7



While the problems of LGBTI+ workers and laborers, who are already one
of the most vulnerable groups regarding employment in the pandemic, are
multiplied, these also became invisible among the general and larger prob-
lems in line with the government’s discourse: “We are all in the same boat”.
This invisibility forms one of the most basic tools for legitimizing violations
of rights. An invisible problem is not described as a problem, and unless it
is described, necessary steps for a solution cannot be taken.

It is no exaggeration to say that from the first moment that LGBTI+ move-
ment in Turkey was initiated in the early 90s, it is hand in glove with the
labor movement and the unions. We can see that even in the first issues
of Kaos GL magazine, which explain the problems of LGBTI+ workers and
laborers they faced while trying to contact the unions by being locked out
of the unions. It is no coincidence that the LGBTI+ movement and Kaos GL’s
first appearance in the public sphere was 1 May 2001. On the other hand, the
Confederation of Progressive Trade Unions (DISK) covered prohibition of
discrimination on account of “sexual orientation and sexual identity” in its
proposal for constitution presented to the public in 2009. Confederation of
Public Employees’ Trade Unions (KESK) provided its recommendations on
taking measures against sexual orientation discrimination in labor life as a
constitutional rule in its “proposals for a new constitution”. It stated that the
discrimination on account of sexual orientation along with other discrimi-
nations should be banned and sanctions should be imposed in such cases.

However, in order to ensure these steps in practice rather than being merely
mentioned in written documents, the unions shall take these steps in practice
by not letting LGBTI+ persons go by the board during crisis periods such as a
pandemic, and shall defend the rights of LGBTI+ persons against both target-
ing and hate campaigns and against the problems faced by LGBTI+ persons
in labor life. In the combat against heterosexism and the gender binarism, it
becomes crucial to develop permanent policies starting from the structure of
the union, to maintain advocacy regularly and available to the public, to be
the catalysts for social transformation starting from its own members.

The studies on the situation of LGBTI+ employees in the private sector and
public sector that we, as Kaos GL, conduct every year clearly show that
the unions do not yet have a clear sense to find solutions or to defend
rights for LGBTI+ workers and laborers. According to 2019 private sector
research?, none of the respondents reported the violation of their rights to

3 Retrieved from https://kaosgldernegi.org/images/library/20200zel-sektor-2019-web.pdf
on 5.10.2020
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their unions or professional organizations. In public sector,* only one of the
respondents reported it to the union of which this respondent is a member.
Unions and professional organizations are undoubtedly one of the first ar-
eas that come to mind when it comes to mechanisms to empower LGBTI+
workers and laborers in access to employment and labor life. However, our
research shows that among LGBTI+ laborers working in the private sector
or in the public sector, the rate of being a member of a trade union or pro-
fessional organization is low. When we read this situation together with the
low rate of LGBTI+ workers and laborers who apply to unions when they are
exposed to discrimination, we can conclude that unions are not open and
welcoming enough for LGBTI+ workers and laborers. We know that most of
the time it is discussed whether LGBTI+ workers and laborers are open and
proud, but perhaps it is now the time to discuss how open and welcoming
the unions are for LGBTI+ workers and laborers and whether they make an
effort to be open.

While the hate campaigns have clearly shown that LGBTI+ persons “are
not on the same boat” of the government, whether they are on the same
boat with the unions, and who is in the captain’ cabin and who is in the
lower cabins even if they are on the same boat, is still a mystery. Although
various unions against the targeting raise their voices up on social media
and publish statements, it is essential that this stance to be maintained
every day of the year and it should not only come to mind just to criticize
the Government and pro-government institutions and organizations. And
most importantly, the unions shall have strong-will in all areas of equality
policies at work in their collective bargaining negotiations regarding the
problems of LGBTI+ workers and laborers. The more stronger this will, the
more stronger the struggle against rights violations in the pandemic. Wish
to smash the lavender ceilings one by one...

| hope you enjoy reading this booklet

Yildiz Tar

Kaos GL Media and Communication Program Coordinator

4 Retrieved from https://kaosgldernegi.org/images/library/2020kamu-calisanlari-2019-
web.pdf, on 5.10.2020
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LGBTI+ employees and compulsory
strategy for concealing SOGIESC

B Reyda Ergiin

Reyda Ergilin from Kadir Has University is our first guest in the series: Lav-
ender Ceiling, where we talk about what LGBTI+ persons experience in the
labor life. With Ergiin, who took part in the research team of joint research
studies: “The Situation of Lesbians, Gays, Bisexuals, Transgender and Inter-
sex Employees at Public Sector in Turkey” and “The Situation of Lesbians,
Gays, Bisexuals, Transgender and Intersex Employees at Private Sector in
Turkey” conducted by Kaos GL and Kadir Has University, we discussed the
situation of LGBTI+ persons in employment.

B Hi. First of all 1 would like to thank you for accepting to participate in
this interview. Can you tell us about yourself?

Hi Yunus Emre, thank you for this interview. It is highly significant for me to
find the opportunity to talk about the findings of our research we conduct-
ed on the situation of LGBTI+ persons in employment in Turkey within the
scope of 1 May. | know that the whole research team feels this way.

Let me tell you a little bit about myself. | am an academician of Kadir Has Uni-
versity Faculty of Law, Department of Philosophy and Sociology of Law. Gen-
der and sexuality studies and its legal aspects are among my fields of studies.

| | think the first situation report was published in 2015 focused on
the private sector. Can you tell us about the development/change
process of the reports since that day? How long have you been in this
study? How did you initiate this, what were the motivations behind
and have you ever experienced any technical, academic or political
difficulties in the process? What has changed since the beginning of
the report and what caused these changes?

These reports are actually having a nature for sharing the results of the
annual research with the public. The first research was conducted by Kaos
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GL in 2015 regarding the private sector in a limited manner. In this research,
it was aimed to identify the experiences of LGBTI+ persons regarding the
working conditions in the private sector in Turkey as well as the forms of
discrimination they face in the workplace and in the recruitment process.
In 2017, in parallel to this research on the private sector, a second research
open to the participation of LGBTI+ persons working in the public sector
was initiated. We, as Kadir Has University Gender and Women’s Studies
Research Center, were involved in this process in 2018. | was not in the first
team developing the project, so it is not possible for me to answer ques-
tions about the motivation behind conducting these research studies and
the difficulties encountered in the first years. However, for both Kaos GL
and the Center, | can say that every work on human rights carried out by
combining activism and the experience and expertise of the academy is ex-
tremely important. Secondly, the employment is not a field studied enough
around the world and in Turkey regarding the rights of LGBTI+ persons.
However, it is generally accepted in the human rights literature today that
economic, social and cultural rights, which are called second generation
rights, and first generation rights, that is, civil and political rights, have a
very close relation with each other. For this reason, labor life is a field where
data collection is significant in order to assess the discrimination against
LGBTI + persons with a holistic perspective in any country. | think Kaos GL
has acted with such a motivation for addressing an important gap in Turkey
by initiating these research studies. Contributing to the opportunities pro-
vided by the data pool provided by such a research study covering years to
the policies to be developed within the framework of advocacy and strug-
gle for the rights was the biggest motivation behind our participation in the
process, as the Center.

With the publication of the 2019 reports, the private sector research has
completed its fifth year, and the public sector research has completed its
third year. For each long-term study, reporting the evaluations of the pre-
vious year, identifying the technical, academic and political difficulties en-
countered, producing solutions to overcome them in the next year, in other
words, the preparation phase of the next year is of course one of the most
important stages of the research. In this context, we try to move forward by
without making major interventions to research methods and questions in
order to make analysis covering 5-10 years possible, but also by making the
necessary changes in line with the evaluations of the project team and the
feedback we receive for the research.
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To mention the prominent changes over the five-year period, | would like to
emphasize the following: The expansion of the sampling, thus reflecting a
sexual orientation and gender identity spectrum closer to the research uni-
verse, and reflecting the diversity of employment, has become one of the
most important goals of each year’s preparation phase. It can be said that
we have achieved this goal, at least in terms of the number of respondents.
The annual number of respondents of the private sector research has risen
from 151to 772 in five years. The number of respondents in the public sector
research has risen from 80 to 228 in three years. On the other hand, since
our research questions are answered via an online survey platform, we see
that the sampling is formed by being open to analysis in terms of qualities
such as age range, socio-economic status and education level that will af-
fect whether or not you are an active internet user.

One of our research goals for this year is to review and analyze the findings
of five-year private sector and three-year public sector research findings
comparatively. It is a very rejoiceful development for us that this research
last long enough to make such an analysis possible. We hope to continue
these studies in the coming years.

B When evaluating labor life, all of the processes such as recruitment,
starting a job, working, leaving/being fired are actually issues that
need to be addressed and assessed one by one. You do so in the
report. Are there any steps in which discrimination against LGBTI+
persons become more intense? What is your inference regarding this
situation?

Exactly, the process of job search, recruitment, working and termination
of the work must be addressed separately and comparatively. When we
address these with the perspective of human rights law, such a method
can also serve as a facilitator in determining the obligations of states in the
context of LGBTI+ persons’ right to work and labor life. For example, states
have an obligation not only to prohibit the discrimination that may arise at
various stages of the employment, but also to remove the barriers to the
access of vulnerable groups to labor life due to discrimination in society. Es-
pecially considering that discrimination and the social structure and cultural
elements that cause discrimination are not identifiable at first glance, it can
be very difficult to map the discrimination. Employment is unfortunately
one of the most difficult areas regarding to identify discrimination against
LGBTI+ persons. Council of Europe Commissioner for Human Rights pro-
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vides a striking point in their 2011 report based on the research conducted
in various countries: LGBTI+ workers are developing compulsory strategy
for concealing SOGIESC against the risk of harassment and discrimination.
This strategy makes it difficult to identify the real dimensions of homopho-
bia, transphobia and discrimination in employment, together with the low
number of cases where application mechanisms are applied against harass-
ment and discrimination. We observe that our research findings regarding
Turkey are compatible with this evaluation.

For example, when we look at the data of the 2019 private sector research,
it seems that the rate of the respondents in the sampling who stated that
they encountered discriminatory attitudes, discourses or practices at first
sight during recruitment processes and in the workplace, seems quite low
as in every year. However, in order to identify the actual situation, these
rates need to be considered together with a number of other data. For ex-
ample, considering the rate of the respondents who stated that they faced
discrimination in recruitment processes and in the workplace and the rate
of the respondents who stated that they did not experience discrimination
during these processes but who stated the reason of this as they conceal
or not reveal their sexual orientation, gender identity or intersex status, it
is observed that one of every two LGBTI+ persons working in the private
sector either face discrimination during the recruitment processes and/or at
the workplace where they are employed, or they are not exposed to a direct
discrimination due to being assigned with cisgender heterosexuality by the
persons around them. This is a very high rate. On the other hand, the rate
of the respondents who stated that they did not experience discrimination
on account of any reason (44.4%) should be considered together with the
rate of being open among the respondents. For example, only 15.9% of the
respondents stated that they were completely open during the recruitment
process and again only 17.4% of them stated that they are open at the work-
place. The findings of our research generally lead us to have such an infer-
ence: LGBTI+ employees in Turkey follow a compulsory strategy to conceal
their SOGIESC to minimize the potential discrimination and harassment risk
starting from the search for a job. The findings reveal that when this strate-
gy is abandoned or does not work, the risks that have been avoided occur.
We rarely come across that any application mechanism is applied against
the discrimination faced. It can be thought that this is one of the reasons
for the low number of precedent court decisions identifying discrimination
against LGBTI+ persons in employment, especially in the private sector.
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Despite all the difficulties in identifying discrimination, it is possible to say
that the respondents still see this risk as higher at some stages. For exam-
ple, the rates of being fully and partially open in the workplace are relatively
higher than the relevant rates in recruitment processes; the rate of ones
concealing SOGIESC also decreases after being hired. All these data show
that if an atmosphere of trust is created depending on the conditions in the
workplace and the attitudes of the superiors and other employees, LGBTI+
employees can be more open about their SOGIESC. Respondents’ answers
show this as well provided within the framework of open-ended questions.
However, the actual distinct difference regarding the risk of discrimination
and the degree of the strategy of concealing emerges between the pri-
vate sector and the public sector. The rates of being fully open in recruit-
ment processes and in the workplace among 2019 public sector research
respondents are much lower than the private sector.

For the first time last year, we added a question about hate speech to the
research questions in order to better understand the conditions that force
LGBTI+ employees into maintain such a strategy throughout their labor
life. Within the framework of this question, 34% of the respondents in the
private sector research stated that they encountered hate speech against
LGBTI+ persons in their workplace. We believe this finding confirms the
conditions that force LGBTI+ employees to pursue such a strategy in the
private sector. The related rate doubles in public sector employees. So, this
is one of the reasons that may explain why the rate of being open and
proud among LGBTI+ employees in public sector is much lower than in the
ones in the private sector.

B When | read the report and during the interviews | conducted, |
observed that the discrimination was not always direct, and often
progressed in an implicit manner. For example, even the definition
of “presentable” and the issue of military service can stand in an
exclusionary place for many LGBTI+ persons. Did you find it difficult
to identify implicit discrimination during the reporting process? Do
you think the respondents are aware enough about such forms of
discrimination?

| would like to start with the question regarding the respondents’ awareness
about discrimination. This is a very important point, and it requires an expla-
nation of our approach to structuring the research questions. We especially
preferred not to provide any explanation or definition of the terms while
creating the survey. In an online and anonymous survey study, we took care
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to take the statements of the respondents without onus of proof at every
stage and to avoid interference that might manipulate their statements. Dis-
crimination is a legal concept and has a dynamic definition in legal context;
it can be said that this is valid for every concept related to human rights. For
example, under applicable law, a practice in the field of employment may
constitute discrimination, but the person concerned may not perceive this
as discrimination. Or an attitude, behavior or practice that the person con-
cerned considers to be discriminatory may not be qualified as discrimination
by the law in force, or it is claimed by rights advocates that the relevant at-
titude, behavior or practice is a violation of the prohibition of discrimination,
but a gain in this regard in the legal struggle (a precedent court decision
etc.) has not been obtained yet. On the other hand, being able to name dis-
crimination requires approaching the issue with a human rights perspective,
and the perspective of rights is not a perspective automatically owned by
members of groups exposed to discrimination in societies. If only it were,
one of the most important goals of rights advocacy would not have been
to raise the awareness of individuals that they are subjects of rights. On the
other hand, it should be kept in mind that the struggle for rights is not seen
as a survival strategy and model that is accessible to many persons for var-
ious reasons or is preferable in terms of its subjective conditions. Therefore,
we tried to look at the direction of the perceptions and experiences of LG-
BTI+ employees based on the statements of LGBTI+ employees by research
questions. Maybe | can briefly make the following inference: the strategy of
concealing that has to be carried out at every stage of access to labor life
and employment is itself the biggest indicator that LGBTI+ persons cannot
fully and equally benefit from their rights to work and labor life. Hate speech
against LGBTI+ persons at labor life in Turkey is very common phenomenon.
However, this situation is not always directly associated with discrimination
or human rights by LGBTI+ employees.

| think that the low number of direct discrimination examples is also related
to the related strategy of concealing. The respondents’ answers, especially
for open-ended questions, show that LGBTI+ employees are almost sure that
they face negative consequences if they are open about their sexual orien-
tation, gender identity or sex characteristics. A large proportion of respond-
ents have no experience of being fired or subjected to different treatment
directly on account of the sexual orientation or gender identity because their
employers and colleagues are considering them as cisgender heterosexuals.
Therefore, as you have identified, in the field of employment, we encounter
rather implicit forms of discrimination. In order to identify such forms of
discrimination, it is necessary to ask the respondents not only whether they
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have been discriminated but also such questions in which they can explain
their experiences in a wider framework, and it is necessary to analyze the
answers given to open-ended questions by using various methods.

B Are there topics in the reports where we can see significant
differences / distinct similarities when comparing the private sector
and the public sector? If so, can you mention them?

The findings regarding research for private sector and public sector em-
ployees are generally in parallel to each other. Therefore, it may be more
meaningful to talk about the obvious differences between them. While an-
swering one of the previous questions, | pointed out some of them. The
rate of being fully open, both during the recruitment process and through-
out the working life, is significantly lower among public sector employees
than the ones in the private sector. The rates of encountering hate speech
doubles in the public sector compared to the private sector. Therefore, we
can say that the conditions that cause the reproduction of discrimination
and hate speech against LGBTI+ persons provide a much critical picture
in the public sector than in the private sector. When the responses to dif-
ferent questions are cross-analyzed, the following result emerges: Aa long
as conditions do not significantly reduce the risk of discrimination, LGBTI+
employees in public sector do not abandon the strategy of concealing. In
work environments where heteronormative and cisnormative gender per-
ception based on system of gender binarism is very strong, the strategy of
concealing does not always work; Even though the slightest word, behavior
or attitude that is not compatible with gender can cause a discriminatory
practice to be faced by the individuals although they are not open.

One of the most problematic issues in terms of public sector employees
is the heteronormative and cisnormative interpretation of some concepts
included in the legislation regulating the civil service. This situation creates
different forms of discrimination than the ones in the private sector.

B From the persons | made an interview with and from the experiences
| witnessed around me, | have observed that the productivity of the
employees are increased if they were not exposed to discrimination,
or they stated that there was a development in this regard. Is there
any data in the report that we can infer or verify this situation?

Definitely there is. The info note on the findings of the International Labor
Organization’s Pride Project in 2016 points out that LGBTI+ persons who are
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open and proud at work are much less likely to show symptoms of anxiety,
depression and burnout syndrome. The findings of our research are in line
with these findings. From the sharing of the respondents, it is inferred that
the risk of being discriminated against, facing hate speech or discrimination
and hate speech, and the strategy of concealing SOGIESC they had to main-
tain prevent them from establishing close and genuine relationships with
their colleagues and from owning the institution they work for. It is under-
stood that it causes intense emotions such as hopelessness, unhappiness,
anxiety, solicitude as well as low performance and motivation, depression,
stress and tension, burnout syndrome caused by overstraining psycholog-
ical and physical capacity. Therefore, this reduces productivity and profes-
sional satisfaction in the workplace. The respondents working in workplaces
with supportive and inclusive policies, which are rare, mentioned positive
results in terms of productivity and professional satisfaction.

B Almost none of the persons | made the interview with were members
of a professional organization or union. There is similar information
in the report. LGBTI+ persons do not both become a member of these
organizations and do not consider these as an authority to apply in
case of discrimination. Can we say that there is a special situation for
LGBTI+ persons in comparison with the unionization/organization
situation in the country?

Unions and professional organizations are undoubtedly one of the first ar-
eas that come to mind when it comes to empowering LGBTI+ employees
in access to employment and labor life. When we look to the private sector
unionization rate of workers between Turkey we are already seeing that
in general it is very low. This is a problem in itself in terms of the struggle
for economic and social rights. According to DISK-AR’s report published in
February 2019 named “Unionization Research Report”, union membership
rate is 11% among workers in Turkey. However, our research shows that this
rate is even lower for LGBTI+ employees in the private sector. Among the
respondents in our 2019 private sector research, the rate of the ones indi-
cate that they are union members is only 5.6%. We also see that the rate
of being a member of professional organizations among LGBTI+ persons
working in the private sector is also low (11.3%).

The findings of our research show that this rate among LGBTI+ employees
in public sector in Turkey is not high as well. It is very difficult to say that
the members see trade unions and professional organizations as areas of
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struggle against discrimination against LGBTI+ persons. 33.8% of the re-
spondents of the 2019 public sector research stated that they were un-
ion members. This rate is significantly lower than the rate of the unionized
public sector employees in general. On the other hand, only 10% of the
respondents stated that they are members of professional organizations.
Although the rate of being fully open in the union or professional organi-
zation is higher than the rate of being open in the institutions, it still does
not exceed the rate of 12%. Only one of the respondents, who stated on
the discrimination faced in the institution, notified the union of which this
person is @ member and only one respondent applied to the professional
organization of which this person is a member. Similarly, according to the
data of our private sector research, 7 out of 59 participants who stated that
they were discriminated in their workplaces are members of a union and/or
a professional organization, and none of them reported the situation to the
union or professional organization they were a member of.

The rate of those who answered the question about the three main meas-
ures to be taken against discrimination against LGBTI+ persons in our sur-
vey by marking the option “organized struggle and solidarity networks” is
20% in both public and private sectors. Based on all these findings, we can
conclude that most of the unions and professional organizations in Tur-
key are not prioritized to develop effective policies for strengthening LG-
BTI+ employees and for preventing the discrimination in the employment
against them in that regard. However, it is difficult to say that this is a situa-
tion specific to Turkey. Inference of International Labor Organization on that
the economic and social rights of LGBTI+ persons are not a priority issue for
trade unions points to a general problem.

B Another issue mentioned in the report is the subject of legal
regulations. Do the laws protect LGBTI+ persons against the
discrimination? - In the private sector - where the laws are not protect
the employees, are in-service regulations meaningful and sufficient?

It is impossible to say that the discrimination on account of sexual orienta-
tion, gender identity and gender is prohibited legally in Turkey; while the
Constitution and related laws regulate the grounds on which discrimina-
tion cannot be made, these covers all the rights holders although these do
not list these grounds explicitly. However, such a regulation on paper does
not mean that legislation in Turkey can protect LGBTI+ employees against
discrimination. The law is a field that is constantly being rebuilt in prac-
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tice. Often, specific measures need to be taken to ensure that law enforce-
ment officials to interpret legal rules in a way that everyone can enjoy equal
rights. For example, the explicit inclusion of the concepts of gender identity,
sexual orientation and sex characteristics in Article 10 of the Constitution
regulating the principle of equality or Article 5 of the Labor Law regulating
the principle of equal treatment would have unquestionably revealed the
will of the legislator in this regard in terms of law practitioners. In this sense,
we all know that there is no such a legislative will in Turkey.

However, in terms of labor life it is still hard to say that this situation is
specific to Turkey. In the 2015 report of the UN High Commissioner for Hu-
man Rights, it was determined that the national legislation in most states
does not contain adequate and effective protection mechanisms against
discrimination on account of sexual orientation and gender identity in em-
ployment, and that the relevant norms are not effectively implemented in
some countries where there are legal regulations on the subject. Of course,
the obligations of the states come into play with this determination. For ex-
ample, in a publication of the United Nations dated 2016, it was stated that
discrimination on account of sexual orientation, gender identity, gender
perception and sex characteristics in the context of the right to work should
be explicitly prohibited at the legal level. However, it was underlined that
not only legal regulations will not be sufficient to prevent discrimination in
employment, but also there is a need to implement an effective policy, es-
pecially about raising social awareness, ensuring accountability and meas-
ures to eliminate the reasons and effects of discrimination. There are similar
findings in the 2010 recommendation of the Council of Europe Committee
of Ministers. Thus, the obligation on the subject in terms of states who are
members of an international mechanism is clearly manifested, including
Turkey: the discrimination on account of sexual orientation, gender identity
and sex characteristics shall be explicitly prohibited by national legislation
and all necessary measures shall be taken for the realization of this prohi-
bition, effective policies shall be developed in that regard. In this sense, in
Turkey, we know that how law enforcement and the legislation are deficient
in that regard.

On the other hand, the findings of our private sector research show that
even when the legislator does not develop the necessary policies, there is a
lot that employers can do by using their initiatives.

According to the findings of our recent research, the rate of the respond-
ents who stated that there are mechanisms to prevent discrimination on
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account of gender identity, sexual orientation and sex characteristics, and
practices being responsive to the needs or for the inclusion of LGBTI+ em-
ployees in their workplaces is 10%. Unfortunately, this is a very low rate, but
it is possible to identify the positive effects that an increase in this rate can
create, based on the research findings. We see that the rate of being open
and proud among LGBTI+ employees increases significantly in workplaces
where such mechanisms exist and are effectively implemented. The rate of
the respondents who work in workplaces with these qualifications are fully
open is over 50%. To remind you, this rate was 17.4% in the overall sam-
pling. In addition, the sharing of the respondents show that although there
is no such rules or boards or practices formally, the existence of unwritten
agreement and a corporate culture responsive to LGBTI+ rights can have
positive results. As we have seen that in the workplaces where there are
mechanisms effectively used for empowering LGBTI+ employees are rarely
found in the private sector in Turkey. However, the findings of our research
clearly reveal that these mechanisms are essential in combating against
discrimination on account of gender identity and sexual orientation and in
empowering LGBTI+ employees.

B What are your plans for the new period regarding the study?

Right after we introduced our research reports with an event we held on 10
December Human Rights Day, we started the preparations for the 2020 re-
search and published our 2020 survey for the access in mid-April. It is pos-
sible to access our survey from the web pages of Kaos GL and our Center.
As | mentioned before, this year we also plan to publish five-year data of
private sector research and three-year data of public sector research.

Finally, we can encounter many different forms of discrimination while
working and in daily life. Or even if we do not encounter it, the discrimi-
nation experiences we indirectly hear/witnessed, can affect us, as we call
secondary trauma. Have there been any difficult moments you faced in this
reporting process that you do as part of your job? If so, what were the
methods that are good for you after such moments or are there any such
methods?

While developing effective policies for advocacy, data and information are
among the most needed resources that will enable a situation analysis. |
think it is the responsibility of academia as much as non-governmental
organizations to create these resources. Every work that | can contribute
within the scope of this responsibility is the most important means of strug-
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gle against the effects of the experiences you mentioned for me. | think it is
very empowering to be able to contribute to the establishment of empow-
erment mechanisms, because liberation of one of us means the liberation
of all of us.

H Is there anything else you would like to add?

Our research from the shares of the respondents reveals that the priority
of LGBTI+ employees in Turkey is freedom and visibility. | want to underline
this in particular. Obtaining legal safety both in general and in employment
is of course mentioned as one of the conditions for fulfilling this claim. How-
ever, it is possible to mention that there is a common perception among
LGBTI+ employees that social transformation cannot be achieved only by
law. In this context, it is understood that LGBTI+ employees have demands
and claims from employers, universities, professional organizations, trade
unions and non-governmental organizations as well as official authorities
and political parties. | hope that our research reports will contribute to en-
sure this demand to be taken into consideration more.

On the other hand, the findings of our research show that LGBTI+ employ-
ees do not form a homogeneous group, and within the framework of their
conditions and needs, especially the differences arising from gender and
gender identity should be taken into account in developing the relevant
policies. | would like to highlight this aspect of the subject as well. For ex-
ample, in the 2019 private sector research, we see that the rate of the re-
spondents who are trans women having an education level like associate,
bachelor, master’s degree decreased from 82.4%, which is the overall rate in
the sampling, to 53%. On the other hand, the rate of being open in recruit-
ment processes and workplace among trans women is much lower than
the overall rates in the sampling. Despite this, the rates of encountering
discriminatory attitudes or practices are highly above the overall rates in
the sampling. These data suggest that the strategy of concealing is more
difficult for trans women, which increases the risk of discrimination.

Maybe lastly, | must underline that the research we have conducted makes
possible an analysis of the employment status of LGBTI+ workers who have
already joined the registered workforce. It should be noted that access to
education that will pave the way for labor life and even a qualified form
of labor life has become a separate challenge in itself, especially in cases
where the strategy of concealing is more difficult for various reasons. For
example, in the process of gender confirmation and after the legal recogni-
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tion of gender identity, trans persons face major obstacles and difficulties in
labor life. Especially in countries like Turkey, where there is no empowering
policy for the rights of transgender persons, how the unemployment rate
become higher among transgender persons are pointed out. This phenom-
enon also causes results that need to be investigated separately in terms
of discrimination, especially for trans women, such as working unregistered
without socially insurance, and being forced into sex work. Therefore, final-
ly, I would like to state that the findings of our research can shed light on
only a small part of a multi-layered picture of labor life and discrimination
against LGBTI+ persons, and that the increase in the number of research
studies and publications on different aspects of the issue is of great impor-
tance in terms of advocacy.
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“The person they used to see as a clientis
now a lawyer”

l Evrim Demirtas

In our “Lavender Ceiling” series, LGBTI+ persons in labor life will speak for
themselves. Similar to the glass ceiling, the lavender ceiling concept refers to
the obstacles in LGBTI+ persons’ ability to be in the decision-making or rep-
resentative positions that are deemed to be senior posts in labor life. We are
starting our study with the hope that all ceilings will be smashed one day.

According to the findings of the research conducted by Kaos GL and Kadir
Has University on the situation of LGBTI+ employees in the private sector
and the public sector, LGBTI+ persons are forced to conceal their SOGIESC
both in the private sector and the public sector, discrimination starts from the
recruitment and hate speech is widespread, especially in the public sector.

So what do LGBTI+ persons experience in labor life? Are there differences
between the sectors? How does discrimination affect the right to work? Un-
employment is on the one hand and exploitation is on the other hand. What
are the ways to break this? We discussed all these and others with LGBTI+
persons and experts from different sectors.

Our first guest in this series, which will be published every Tuesday and
Friday for a month, is Lawyer Evrim Demirtas. We talked with Evrim Demir-
tas, a young lawyer who has just started the profession, a few days after
receiving her lawyer license, about being a lawyer as a trans woman and the
violations of right to work of lawyers. Evrim, whose internship was refused
by a bar association and who had to complete the internship in Izmir Bar
Association, talked about the discrimination she faced and the situation of
the profession of being a lawyer.

B Hi Evrim. First of all | would like to thank you for accepting to
participate in this interview. Can you tell us about yourself?

[ am Evrim. | graduated from Erciyes University Faculty of Law in 2018. At
first, my internship in another bar association was not approved, | faced bad
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procedures, | was discriminated. Then | settled in Izmir thanks to some of
my contacts and started my internship in Izmir Bar Association. | am also a
transwoman. | am very happy that | can do the profession | want.

B Is there a special reason for you to become a lawyer?

It would be a very classic answer, but | grew up believing that working in
the legal field will make persons strong. | believed | could support myself,
LGBTI+ persons and other vulnerable groups more. | studied law to be a
lawyer, not a judge or a prosecutor.

| believe being a lawyer is a powerful profession. If lawyers do their job
really well, they can prevent many persons from losing their rights in many
issues. The humanly satisfactions that | have and can have in this profession
makes me very happy. For example sometimes trans women are applying.
A fine was unjustly imposed in line with the Law on Misdemeanors. They
do not know how to deal with this, and they do not have the time to do it. |
know this so | can protect their rights.

B You are a young lawyer who just started the profession. Your
internship has just finished, but in general, you have had impressions
of the field both during your study and internship period. Do you
want to share some of them?

Many lawyers are currently working for another lawyer, as a worker lawyer.
They are under a much higher workload than a worker who is not a lawyer,
there is a huge exploitation of labor, and the salary is generally the mini-
mum wage for new lawyers. Many of them are about to lose their jobs due
to the pandemic period right now, because the employers themselves are
not in a position to employ the lawyer anyway.

Yes, there is always a need for a lawyer, but unfortunately very limited
things a lawyer can do in Turkey. Before the number of jobs available to a
lawyer increases, there are so many graduates of faculty of law... There are
many graduates and the lawyers get a share of the same cake. While this
cake remains constant, the number of lawyers who benefit from it is always
increasing. As such, someone make money on someone else, and then labor
exploitation begins.

If this cake expands, which is much bigger in the systems in Europe and
America, the situation would be different. If this cake expands, the number
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of lawyers now will be actually insufficient. It is insufficient actually. Legal
practitioners’ act in Turkey is very outdated. Whenever this law was written,
the work to be done by lawyers is still the same as back then. The law never
serves for the present era. Therefore, lawyers are employed like slaves with
very small wages.

B What do you mean by expanding the cake? What can be changed at
this point?

| do not think much about it right now, but the Ministry of Justice can work
on it. Things like mediation and conciliation have recently been included in
the sector. Studies on these can be done. CMK wages are very low, legal aid
fees are very low, and these can be increased. Their scope can be expanded.

We say rights for everyone, lawyers for everyone, freedom to defense; but
they do not have money. Persons cannot benefit from legal aid, because the
conditions of legal aid are very restrictive.

B At the same time, political oppression on lawyers has increased a lot.

5 April was Lawyers’ Day, but this needs to be discussed a little bit. Unfortu-
nately, we have some lawyer colleagues who have been arrested for doing
their profession. Laws are amended by the circulars.

Lawyers’ relations with their client falls within the freedom of defense. It is
an indispensable part of the right to a fair trial. But lawyers unfortunately
can be afraid of facing this kind of situations when doing their profession
in Turkey. They have to reject certain clients. Actually, what we will do there
is very simple; we defend the rights of the client on that issue. My defense
of the client’s rights does not mean that | agree or disagree with the client,
it cannot be. But unfortunately there is such a perception in Turkey. They
believe that they strengthen justice by oppressing the lawyers but no, this
will be their utopia, but it will be Turkey’s dystopia.

Law is for everyone, also for minorities. Violation of law and rights starts
with the minority. There are minorities at the bottom of the pyramid, but
as they go up they notice the problems in the legal system. Then they say
“what happened to justice, where is the freedom of defense, where is the
right to a fair trial”.
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B Do you think the field of law is LGBTI+ friendly? While evaluating
this, | also want you to look at it with the following perspective that
sometimes some places can be gay friendly but not transgender
friendly, | would be glad if you take into account this perspective.

The legal system is unfortunately very patriarchal and male dominated sys-
tem. The law faculties are the same. If we do not include LGBTI+ persons,
it is still a profession that excludes women even in the simplest equality
between men and women. Therefore, they cannot sense the presence of a
trans woman or trans man in the courthouses, courtrooms, law enforcement
offices, and police stations.

There is an incredibly large prejudice. They act as if the brains of trans and
LGBTI+ subjects work differently and this brain structure is not suitable for
lawyers. Therefore, there is a huge discrimination regarding this. | experi-
enced a lot of discrimination while looking for a job. | found it easy to do my
internship but when | was looking for a place to earn money, | went through
incredibly terrible things. They never believe you can do this job.

If a cis-hetero person is working on one case, you need to work on 10 cases
to prove yourself. You need to put much more effort, know much more. You
have to prove yourself this way. Persons have a bias about you when you
are a transgender.

They do not know, they do not have awareness, and this causes them to
have prejudices. The trans perception and LGBTI+ perception in their minds
is funny, enjoyable or something. They can do a lot of things; There is a per-
ception that they can make persons laugh, they can do sex work, they can
work in clubs, but they cannot act as a lawyer. When it comes to being law-
yer, they are discussing such things “being lawyer is a hard profession, even
women can have a lot of difficulty in client relations, how will this person
be able to do?” LGBTI+ subjects cannot be well suited to this profession,
according to them.

| do not think the profession is definitely LGBTI+ friendly. Even in the minds
of the most contemporary lawyers, “Can a LGBTI+ person do this, can a
transgender person do this?” There are such question marks in their minds.

If we compare transgender persons with homosexuals and bi+ persons, yes
trans persons face more difficulties. Of course, transgender persons are
more discriminated, but nobody can say that gays, lesbians and bisexuals
are very comfortable. | have many friends with open identities and | know
very well what they are going through.
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Persons think this is a situation to be disclosed. The profession is in such
a terrible situation that the lawyers across you can harm you suddenly on
account of your sexual orientation. They can hurt or upset you.

Unfortunately, transgender persons are not visible enough in the profes-
sion. Of course, | do not know who knows who is trans or not. But in terms
of visibility, the sector certainly does not know this. They are not used to
this, they become so surprised.

When | entered the hearing at the Enforcement Court, the judge was
shocked. The judge did not understand from my physical appearance, my
id had not changed, the judge stopped while speaking and asked me to |
look at my id. | gave the ID, she was very surprised and she could not un-
derstand it.

The same happens in police stations. The sector is not used to it. The sector
does not know this. Persons are used to seeing LGBTI+ subjects as victims.
It surprises them to see that the person they used to see as a client is now
a lawyer who defends the rights there.

When we look at the existing legal system in Turkey, we cannot say that there
are sufficient developments for the realization of the ideal of human rights.
Also, there are no regulations regarding gender identity and sexual orienta-
tion. For example, if you are a woman who is at the beginning of the gender
confirmation process and the process is not officially finished, you have to
have your license photo taken by wearing a tie. My photo on the license is
wearing a tie because | have not had the financial means to officially final-
ize my confirmation process, and | could not receive my ID. Since the state
issued me an ID card that is assigned male, | had to take photos with a tie.
This situation made me very sad. The same is true for trans men. No human
being should have to undergo any surgery to do the job. It should be thought
that this is person’s own preference, own view of life. Persons should decide
whether to undergo surgery within the framework of their possibilities and
wishes, but since there is no regulation in the field of gender identity, trans-
gender lawyers are exposed to intense discrimination in that regard.

B Are you worried about being unemployed because you are a trans
woman, not being able to find clients even if you can open your own
office or not be able to work in the fields you want?

Of course | am very afraid of not being able to find a job. | had two terrible
months because | could not find a job in Izmir. But since | am a trans woman,
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| am not afraid that | will not have a client. Still, | want to be a worker lawyer
right now because | cannot cover the expenses of an office because | do not
have the necessary financial resources.

Besides, unfortunately, | do not believe that | can find many LGBTI+ clients.
Especially the middle-aged generation does not believe in themselves and
therefore does not believe me either. Sometimes they make it feel and some-
times they say it openly. For example, | had a dialogue today with a trans
woman friend of mine who called me about the discrimination that trans
women working in the brothels were subjected to. She was also biased while
calling me. | gave the information she needed, and she was quite surprised
after that. I am sorry for their confusion. | believe this is harming the field in
itself. We cannot make other persons believe in something that we ourselves
believe. If I had not believed this today, | would not have gone to Izmir.

We subjects have to believe in ourselves, believe in each other.

B | want to ask the following in connection with the issue of your
internship being rejected by a bar association you mentioned
before: Do you think that do Bar Associations and Union of Turkish
Bar Associations make the things that they should do? Are your
professional organizations sufficient enough?

| do not think the Bar Association is doing what it has to do. We see more
than just thinking about the things they already do. They never stand by its
LGBTI+ lawyers, lawyers with disabilities and so on, even by its lawyers who
are the majority. | do not think they are standing behind them.

When we examine bar associations specifically, contemporary bar associ-
ations do not really distinguish between their lawyers. It does not do this
whether or not the lawyer is republican, conservative or from right wing. |
experienced this example in lzmir Bar Association. The Izmir Bar Associ-
ation even protects the rights of its lawyer which is a minority, of course,
there are points | can throw shade, but it also protect the rights of the law-
yer who is from the majority. | observe this.

This is my observation of course. Maybe another friend sees and tells about
something else, but that is my experience. | am an open and proud trans
woman and | did not even see positive discrimination. | liked this so much.

B How was the process of the rejection of internship?

The bar association refusing my internship did not provide any legal justifi-
cation for rejection. It was anger towards the minority. It was an anger felt
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towards a subject being an open LGBTI+ person. They did not notify me
with a written document. | know only that there were 3 votes for rejection.

| actually did not want to start my internship in this bar association. | knew
I might have faced trouble there. When a few of my friends said you would
not have any problems in contemporary bar associations, | applied in the city
where | live. | immediately started working in an office. | waited for a long
time, but my confirmation document did not come. This was not sent to the
Union as well, | do not carry out the process for identification or something.
And nobody told me that there were 3 rejecting votes that would go to the
Union and | would start after the confirmation for the internship comes from
there. | realized that there was a shady process there then, because the time
given in the law had also exceeded. | later learned that | was rejected.

The rationale behind this was my gender identity, that | am a trans woman.
When | recall this, | get very upset. | have experienced discrimination at
school, | have experienced discrimination from my professors, | experienced
discrimination by the right-wing groups, but none of them affected me that
much. | thought | could not do my dream job. That discrimination | was
experiencing had incredible psychological consequences on me, | am still
getting through.

| | still do not understand why it went to Union and what the reason
behind this was.

The part regarding justification was empty.

B How would it go to Union? How would Union of Turkish Bar
Associations evaluate this?

| do not really know that either. My colleagues, whom | consulted, told me
that there was no such thing to burn my bridges; only Union would examine
my documents. It is so unreasonable...

W ltis really a surprising situation. In what situations do they normally
send it to Union?

In the legal practitioners act, there are conditions for admission to intern-
ship and admission to practice of law. In very exceptional cases, if you do
not meet these conditions or you have committed the crimes specified in
the law, you may not be accepted for internship. There are situations such

LAVENDER CEILING I 29



as being sentenced above a certain year. | did not have any of this. That is
why | had a lot of paranoia after my internship until | got my license.

During that period, persons made this decision with their own hatred and
reflected their discrimination in their job.

B What happened then?

Then | went to Izmir. | mean, | did not want to stay here anyway, but it was not
possible to change cities economically. The rents were also very high. While
you could sit here in a good place with such money, Izmir was much more ex-
pensive than here. | left the city where | live, there were situations like | would
receive very little money anyway during my internship, | had hard times.

My plan was to do my internship in the city where | normally live for 5-6
months, collect some money and move after creating circles in other cities.
But when it happened like this, | had to make a very quick change because
here | would still have been an intern if | had waited for the decision from
Union. It was a waste of time...

| took a bag and went to izmir.

B Sorry to hear it again. You were on the LGBTI+ Rights Commission in
Izmir Bar Association. The establishment process of the commission
and the work it did excited everyone. Would you like to talk a little bit
about that?

| got involved after the commission was established. | am currently the co-
ordinator of it together with Ekin. Commissions in bar associations work
on a voluntary basis. For this reason, we cannot find many opportunities
to work on a case-by-case basis. Our aim is ensure lawyers and bar associ-
ations to recognize and support LGBTI+ persons. Our next goal, of course,
is to help persons in these matters if they are exposed to discrimination
due to being LGBTI+ persons. But we are not able to get into the studies as
associations do. We cannot get into these anyway; we do not have enough
equipment for this yet.

B When we look at the field of law, | see that the law itself is very
masculine. And what you are actually doing is trying to find an air
within this patriarchal cycle. Is it possible?

It is really hard to breathe. If | really did not want to do this profession, |
would have quit 6 months ago. Courthouses are so masculine that it is very
difficult to breathe and it is very difficult to get out of the way. If you are a
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man, you can speak up. If you are a woman, you are a LGBTI+ subject, you
are not taken too seriously and you have to fight for it.

For example, | had a fight with the police in my first week. | did not have an
identity card, but | have the document. They did not allow me in from the
lawyer entrance! Interns normally go through with this document. “Who is
to say that you did not fill out this document yourself?” the police stated.
As if | forged the official document to enter the courthouse. The more mas-
culine the state is, the more masculine the courthouses become.

| am really confident in myself. | trust my legal knowledge and hard work.
When you say this, you still seem strange by the same patriarchal cycle.

B How do you stay well in this cycle?

My motivation is high and | have a dream. | visualize my dreams about
my professional successes. Where do | see myself in 5 years? | answer this
question myself by writing. | write my plans, write down the good and bad
things that | am likely to experience | am reaffirming my belief that these
things will not psych out and intimidate me.

Last year, | wanted to see myself as a lawyer in one year. That was my mo-
tivation. | focused completely on this. | lived in Izmir just for this for a year.
That motivation is very good for me.

Yes, | sometimes experience serious discrimination. For example, one day,
when | walked into the trial at the enforcement court, a male judge really
insulted me, saying, “Do you believe you can do this job?” He said this out of
nowhere. | said, “Yes, what is your basis when you say this? How is it related
to the case?” | replied. He said “I do not believe you can do it, | even had
difficulty”. Because he is a man, therefore “even” he...

That day | came home, | was crying. | guess | cannot do it, | cry because | do
not want to be subjected to this discrimination. | have not earned any mon-
ey anyway, and | constantly cry. | burned out in 1year. Then | was motivated
again so that this discrimination by someone does not affect me. | decided
to give myself 3 hours of depression when | face such moments.

But | have to say that there are persons who approach very positively. Some-
times | come across such cops that, for example, they tell me “well done!” In
a hearing, for example, when the opposing party leaves out, there are those
who say, “I hope you will climb the ladders as you deserve, Well Done!” This
also motivates me. | remember | am not alone, and that makes me happy.

LAVENDER CEILING I 31



“Frankly speaking, you are actually a
precariat”

0 Aside

We discussed being LGBTI+ in the music sector as well as working in night-
life, insecurity and invisible labor with Aside, who works as a service staff
and bartender as well as being a DJ.

B Hi. First of all | would like to thank you for accepting to participate in
this interview. Can you tell us about yourself? How is your life?

| was studying engineering at ITU until 2 years ago. Before that, | have a
science high school background that | could not bear and transferred to
Anatolian high school. Actually, | have always been "forced into” this kind of
education by my family, in order to be an engineer, a doctor or something.
Then | stopped studying engineering three years ago and became interest-
ed in electronic music, when they realized how much | wanted, my family
started to support me. | was always interested in music, but | did not know
that | could make music with my computer. Then | took some training on
percussion, music theory, and solfeggio. Somehow | tried to educate myself.
| make music and work as a DJ. | also work as a service staff.

B How long have you been working as a DJ and why did you choose to
be a DJ, to make music?

| have been working as a DJ for a year and a half. As for why | chose it, be-
cause | love creating a whole new song from the songs | love, creating an
atmosphere and presenting it to persons, making them dance. | can say that
music is my biggest passion.

B Are you open while doing your job? Do all employers or listeners
know where you work as a DJ that you are queer?

| am open and proud and there are no processes where | conceal it. Being
in a space with my identity makes me feel comfortable. For this reason, |
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want to do my work with my open identity, this is important for me and |
am able to do it.

| have never worked for less money or under different conditions than any
other artist on account of being queer.

However, in the music industry, | sometimes feel that | am not taken serious-
ly because | am non-white LGBTI+ person.

B What kind of situation is this where you are not taken seriously? How
do they make you feel?

For example, they can make me feel it by not communicating with me di-
rectly. Actually, | can say that | feel this in some places, though not every-
where. They do not say directly that you are LGBTI+ person and we do
not take you seriously, but when | think about why they do not take me
seriously, | see no other reason than this. Because | can observe that there
are areas that are not welcoming me while more space is provided for the
artists | work with.

| experienced such a thing with the music director of a venue. | said | want-
ed to play in this venue and the director wanted me to provide a set to learn
my style. | sent two of the sets | prepared. Although the director told me to
call me back, but never did it. 3 months later, when | went to that venue to
talk with that person again and this person asked me things like that “What
were you playing?” | actually have sent my sets already. | said | am playing
mostly house, breaks and techno but not in a genre specific way; | said
that | am trying to create eclectic sets without using a single genre. This
person also said that they are not playing house music much in this venue.
But | know that house music was played in that place. When | look at the
characteristics of the persons who play house music in that venue, | see the
difference between them and me; they are all white heterosexual men. Are
they more talented than me? This is open for discussion, but when | think
why | am not given a chance, such reasons come to my mind.

W Issues such as insurance, employment with social security and
occupational safety may not be on the agenda for persons working in
nightlife. Do you have anything to say about this?

| am not just a DJ in the nightlife. | also worked in various jobs such as being
service staff and bartender. That is why | experienced this field one by one. |
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know that in most of the places where | work as a service staff and bartend-
er, persons work precariously, for a daily wage. Frankly speaking, you are
actually a precariat! When that job continues, it turns into a situation where
you do not see your future, you cannot make a career plan, you stuck in the
same place in a precarious way and you work with flexible working hours.

For example, when | was working as a bartender, | was also carrying a beer
barrel. While carrying it, my back was injured and that venue did not issue
a health insurance for me. What happened then? My back was injured so |
could not continue working in that job. | was working for 70 liras per day at
that workplace; all | could have is a back injury.

This is not the case in every place. For example, | am working both as a ser-
vice staff and a DJ where | work now. This venue was not opened yet, the
pandemic process started when it was about to open, we went on unpaid
leave, but it was an insured employment.

B You are working both as a service staff and a DJ where you started
right now. You have had experience as a service staff before. Can you
tell us more about this?

It varies a lot from place to place. When | started college, | started working
to earn my own allowance. | was inexperienced at first, and when you were
inexperienced, it is both harder to find a job and you are working in worse
conditions. | started working in a bar in Besiktas, working 10-11 hours a day
and getting 50 TL. The venue was also very busy and when | got back home
| was so tired that | fell asleep immediately. The next day | woke up and
went to work again and fell asleep after | returned home.

Afterwards, you gain experience by working and you do not have to work
for 50 lira. Again, you work without insurance, but for a little better money.
As | gained experience, | was able to work in more comfortable conditions.
It was such a process for me.

B Both the nightlife and the music industry seem to be a sector where
there are lots of queers. But actually we are talking about a very
wide area with the nightlife and music industry. Can LGBTI+ persons
find enough space in this wide area? Do you think the industry has
advantages or disadvantages for queers?

As queers, we are already organizing and socializing in nightlife. We now
have venues and we are in the nightlife. There are lots of Queer DJs; there
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are Queer owners of venues. | cannot mention it as an advantage; this is
what it should be. Nightlife is just an area where | feel safer compared to
other sectors.

I have been working as a DJ for a year and a half, for two years, and | have
not experienced the whole industry frankly. | am not sure how much of it |
have experienced. But when you go to the places and look around, you can
understand somehow how many queers are there. Or when you look at the
line-up of the night, you can see how many women are playing. From that, it
becomes very clear that there are more cis-hetero men. | do not think these
venues take LGBTI+ visibility into account too much.

B Do you think venues or organizations that support LGBTI+ persons
use this as a showcase? Do you have any questions or concerns about
the political stance of the place when choosing the place to play or
the persons you will play with?

Honestly, | sometimes feel this showcase issue. | think this is the case not
only for the venues, but also for the persons or organizations that organize
events. When you get involved in it, you can still find yourself in something
shady. What you do can be valuable and important for queer artists, for
queer nightlife, but when you look back later, it is impossible not to think,
“Did | take a right stance by playing in that event?”

| actually have political concerns about the persons | will play with or the
places | will play, but since this is a job, you have to earn money no matter
how much you care about the political stance of the venues. You may have
to ignore some things.

If we had discussed this two years ago, | would have said that | would never
support participating in an event sponsored by a beer brand: “this brand is
a capitalist company, it exploits persons’ labor”. But when you do not have
money, you can say that you can work there and pay your rent.

Or thereis a very cool club, it is located in the swankiest place in the city and
the prices are high. The regular customers of this place have no connection
whatsoever to the social group and the economic class | am in. But when
| play there, | can pay my rent and | can play the music | want. Sometimes
| can work by compromising the things | think without paying attention to
the attitudes or political stances of companies, places, and organizations.
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H Is there a difference for you between playing in queer venues or in
queer parties and playing in other places?

The music | choose is clearly different. | feel free more at dance parties |
play whatever | want. But | cannot say that for every queer place, | can say
that for parties. For example, there is a queer venue in Beyoglu, | cannot
always play the music | want there. It is a place where the administrator of
the place intervenes when | play the music | want.

| kept playing there for a while because | needed money, but | am aware
that | do not want to do this anymore. | do not want to be interfered in what
I play. Until a while ago | could not say this because | needed to earn money,
but now | have a clearer stance.

However, | feel more free at queer parties. | can play whatever | want.

B As a queer in nightlife, you are in the position of producing work,
making music and sometimes receiving service. You stand on both
sides of being in the nightlife. There probably are challenges and joys
in both. Can you tell us about your experiences in that regard?

What really challenges me in nightlife is about setting my sleep schedule. |
sleep in the mornings when | play intensely or party hard, and | can be in a
depressed mood due to my sleep schedule. At the same time, alcohol use
etc. can challenge me, and of course persons. | was not a very social person
until college, as | spent most of my life like a nerd. Another thing that chal-
lenges me in nightlife is to constantly socialize with persons. | may not feel
very comfortable with this social situation. Sometimes | just want to go, play
music and return. But | like it in general, although it is sometimes difficult.

B There is also a part of being a DJ, which we call invisible labor. It
is not about just the time you get there and play, there are also
preparation stages behind. We are actually talking about a pre and
post process. How is this preparatory part, the invisible part of your
labor for you?

You need to constantly listen to music. This is something | have ve already
done, but when it becomes a job, it becomes a necessity. | need to listen to
music, find good songs and use them effectively in my sets.

At the same time, if you work in another job, it has different aspects that
make it difficult. Events generally take place at night on Fridays and Satur-
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days. If you have to wake up early the next day, you can either go to work
without sleep or you have to work after sleeping for a few hours.

There is also a social media aspect. From what | have observed so far, | think
you need to be popular on social media, manage social media well and
make yourself more visible in order to be a DJ. | do not think | can manage
this very well. And | do not know if | actually want to do that either. | cannot
be someone | am not. | do not want to turn into a person who constantly
shares posts on social media because it is not good for me.

B When you do not do that, do you feel the anxiety about not being
successful?

| clearly feel the pressure to get along with popular kids, but | cannot. | am
not that person, | have never been. | have never been a person who got
along well with the popular kids of the school and became popular by their
approval. | could never be in such a dynamic.

You need to consume more to become popular anyway. There is a dynamic
in which the clothes you wear, your style and the places you go to, and the
persons you befriend with are connected to each other, and | have never
been able to achieve this in any period of my life. That is why | define myself
as a little more outsider. | do not get along very well with popular kids, and
| feel a bit excluded because | do not follow their rules very well.

B Do you think you are talking about the general problem of the
industry or is it just a problem you face?

| think this is an industry-wide problem. | have experienced it clearly.

B What goals do you have in mind for the future? Do you have hope in
that regard?

Frankly, | am hopeful. At least | feel hopeful about myself and about the
queer nightlife. Good things are happening. Besides being a DJ, | am also
interested in music production. | have been working on two separate pro-
jects for a while and | am thinking of releasing two different EPs next year.
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‘I forget ahout homophobia and the other
problems while | continue teaching”

0 ABB

Our guest is ABB Afrodith. We discussed with ABB, whom we know from
the nightlife of Istanbul, about ABB’s profession, which is English Teacher.

B First of all, can you tell us about yourself? How is your life?

| am very young actually, | am 31 years old. | was born in Hatay. | am actually
an English teacher, but in the last 5 years of my profession, | have been in
education design and education management rather than teaching.

For the last 2 years, | have worked as a department manager and director at
a foundation school. On the other hand, | continue my doctorate program
because | embraced the policy of “raising world students, world children”. |
also take IB (International Baccalaureate) courses in that program. Thanks
to the various topics we study in this course, | can study queer theory in
the course. Or | provide areas where | can include the art of queer while
producing useful services for the society.

So while | was shaping the last year of my life, which was when | met you, |
spent my time on doing research on how to add queer theory to the educa-
tion and | realized that | can do this very smoothly in IB.

Apart from this, | am a volunteer at the Istanbul LGBTI+ Pride Week Com-
mittee. | am on party, event and lobbying commissions. | am an honorary
volunteer of BU LGBTI. | am a volunteer in Pink Life. | work in Sisli City Coun-
cil LGBTI+ Assembly’s Commission on Education.

B Have you ever worked in a public school? Can you share how the
stages of labor life were?

| worked at a university and even appointed as an English teacher to Sirnak
at that time, | went there and stayed for 1 day and came back. That is why |
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was punished; | could not take KPSS exam for 2 years. The period | worked
at the university was very good because | was working in the foreign affairs
office. | was also working as a volunteer when | was not working there pro-
fessionally. So it was the team | knew, persons knew me. Before | started
working professionally, | had not share my identity, but everyone under-
stood that. | am slightly a drag.

After | started working as a professional, | gained self-confidence and |
started working at the university openly. Both the head of the department
and the person in charge of the department knew me. But | have never been
able to experience this in the entire university. At that time, a LGBTI+ as-
sociation was established in the city. After the Gezi period, the association
was established, things were going very well and | gained self-confidence
because of that, but the environment | worked in was an environment that
could accept this. Everyone was very white, they were different faculty
members. That is why | did not face any problem.

Did | see the advantage? Yes | did. We applied for this position with 3 per-
sons and | think | saw the benefits of being queer compared to the other
two for various reasons.

B Are you open where you work now?

| never actually concealed it. Nobody dared to ask me this because | build
all my relations that way. | let persons to ask me whom | would not hesitate
to come out when they ask, and | am open to them. But | do not allow per-
sons to ask by whom | think | will face problem when | told them.

B There was a period when you were working open and you are living a
period now you are not fully open. What are the differences between
these two period for you or is there a difference?

There is for sure. When | was working in college, | could think more creative-
ly and big, but now | cannot think that way. For example, there is a single
mother in the content that | put while preparing material and she likes an-
other woman at work, and | question myself a lot when | want to put this.
But when | was working at university, | was much more comfortable.

It is also a bit related to the following: | am not only doing a job with the per-
sons | work for now. Actually, | do it with children and the limits of the Ministry
of National Education on this issue are very clear. They can even cause my
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diploma to be nulled by being identifying this as a behavior that is not suita-
ble for the teaching profession. Maybe that is why | totally moved away from
teaching and turned my head to education design or HR education depart-
ments in human resources sector and | am developing myself in that regard.

B | guess you needed air inbetween?

Absolutely.

B So do you feel that you are discriminated? What are your coping
mechanisms in such moments?

| think | am having problems during the recruitment process because | am
drag a little. And when | go there better groomed, it can draw more atten-
tion in the interviews. For this reason, there were jobs | missed. For example,
when | applied to a foundation school, | attended all of the interviews, and
the meetings with the heads of departments were very good. Afterwards,
the HR manager calls my manager at the institution where | worked before
from my reference list during the inspection. “This person is a little femi-
nine, what do you think?” HR manager asked such questions to my former
manager. | was not hired as a result of these dialogues. Someone who had 2
years less seniority than me was employed for the same position.

But other than that, in other places, | actually benefit from the advantage
of my branch. It is a branch with few qualified teachers. Also, | have not
applied for teaching positions since 2014. In the positions | have applied for,
employers look at things like whether there is a master’s degree or a pub-
lished article. The scale is narrowing there, already, | have had its advantage.

Another problem | faced during the recruitment process with Turkish Air-
lines, which was a sector different than education, | got 5 out of 5 in English
exam and 4.8 out of 5 in psychological assessment. | took my documents, |
was going to have an interview, but | was not interviewed because | had a
military service exemption certificate. They said that those who are exempt
from military service cannot be cabin crew either. Even though | raised my
objections, they did not accept and | could not attend the interviews.

The things | faced are these two incidents during the recruitment process, |
do not know if anything else happened in the others without my knowledge.

Of course, | have not changed a lot of institutions. | worked in 2 universities
and at 2 schools. Therefore, | did not have too many problems as | did not
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move much, but | am working with an incredibly homophobic director at
the institution where | am currently working, and | experienced the hardship
a lot. My brother, who is also an English teacher but has a clearer identity,
was not hired for the same school because of this director.

If you ask how you cope with it, | had to make big plans and brew a plot.
| try to build meaningless relations with persons who can be effective in
firing that person o. For example, | am trying to keep relations strong by
providing free English lessons to our HR recruiter. At the end of these pro-
cesses, an official investigation started regarding this director. So as you
can understand, | am holding a grudge, | am fighting.

B So actually there is a very obvious crime of discrimination and you
have to deal a lot to deal with it. This process should actually be
exhausting for you. Does it affect your motivation?

| love to fight. When | look at the essence of the work, | do extra work, | get
tired more. If | had been paid for the free lessons | gave to that person in HR,
| would take a holiday abroad.

B | want to talk a little bit about the sector. Does the education sector
have advantages or disadvantages for a queer?

We work with children and young persons. “Queer” is loved by children. All
the teachers that | know them to be queer teachers are very popular. Your
transfer of information is very good in the places where you are loved. So
you do your job better.

In other words, queers are generally liked by their colleagues and they can
affect the culture of the institution. We have 8 campuses connected to the
foundation, half of them have queers, half of them do not. | feel the energy
is higher where there are queers. In other places there is a constant com-
plaint, unhappiness. | always say that what they need is a queer.

There are a lot of queers in the education sector, especially in the field of
foreign languages, both among students and employees.

B Well, do you think this is a runoff?

Studying languages is much better for me. If | had studied science, | would
have had more difficulty, those fields seem very heteronormative to me.
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You read a thousand different things here and you solve language ques-
tions about them, and you are not actually restricted when you think and
work. Language is a very free area to study.

B We hear a lot of negative news about private schools these days,
about teachers not getting their salaries. Teachers working in the
public institutions are also usually assigned to village schools in
conditions they are not ready after graduation. What kind of a sector
this is, what do you think?

Like shit. Because the success base in preferring medical departments in
the country is 50 thousand, for being a teacher this is 300 thousand. In oth-
er words, you have to be in the first 50 thousand persons to become a doc-
tor, whereas you have to be in the first 300 thousand persons to educate
doctors, there was no limit to teaching until last year. In Turkey currently
most of the universities consist the faculty of education. Those who do not
consist these faculties also provide teachers with education by formation
programs. This is an area that has already more graduated persons than
needed; the quality of education is very poor. And when you assign these
persons to schools with poor conditions, everything is completely ruined.

| am in the advantageous group because | have already studied high school
in teacher high school. | had received a suitable education even then. Teach-
er high schools have also closed down...

In other words, education is in a very bad situation, but the reason for this is
that YOK has to undergo a restructuring first in terms of quality and quan-
tity.

B Now | want to return to you again. You mentioned that you produce
materials. Do you think there is a relation between the materials you
produce and your queer identity?

Especially when | look at the products | have released for the last two years,
| see incredibly beautiful things come out. For example, in a text | wrote
in 5th grade last week, the boy is playing with his toys at home. Then his
mother and older sister come from outside. His older sister is playing foot-
ball on the street and their mother came home from work. Their father also
cooks because he came early. With such simple images, we can add anoth-
er perspective to the child. When the children see these at a young age,
they became much more ready for them. For example, when | put the same
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text in the high school group, it seems strange to the child because he did
not see such a family until he reaches that age, but | never experience this
in the middle school group.

And now | have IB in my life. The things we talk about in this area make me
think about the relations between language and gender. In this way, we
have the chance to talk these with young persons.

While | am describing colors, | can observe the transformation that when |
dress the boys in pink and the girls in blue by going beyond the norms of
society. Or | use words that are genderless in terminology.

| cannot use the “They” pronoun yet. | used it a few times but it came back.

In other words, | open spaces for myself while | develop content on this
subject, but it is also censored from time to time.

B My next question is a question we both know the answer for it, but
| want to ask anyway: Do you think this kind of practice or queer
teachers cause kids to be gay?

Such practices do not cause children to be gay, but showing them that they
should not be ashamed of it if they are gay, this makes them more secure
and happy. It strengthens them, makes them to be open.

Our student graduated last year was an open and proud trans woman,
and she was one who had difficulties before contacting us. If we had not
reached that student and provided appropriate guidance, her life would
have been different since she had attempted suicide before. But now she
graduated and will continue her education abroad.

H | would like to discuss unionization a little bit. Are you unionized? Is
there pressure for this in the places you work?

Unions do not accept private school teachers, we are not public employees.
There is Turkish Private Schools Association ruled by the financial support
of Private school owners and managers. So it is impossible for this place
to defend our rights because the origin of their financial sources are these.

However there is a need for such a union definitely. The greatest example of
this was experienced by friends at Doga College. There was no union they
could go to, apply for, or act jointly with, so they chose different ways and
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tried to fight. Somehow most of them got their wages, but their processes
were prolonged, their energy wasted, it was demotivational for them.

B Thank you very much for your answers. | do not have any other
question to ask, is there anything else you would like to add?

| really believe this: | was saying | would be an English teacher in future,
when they asked me in middle school. Then when | started to university, |
realized that | want to be an English teacher, but why do I? | also wanted a
bit to be liked by the others. | want this not only for myself, but also for my
profession, for the institution | work for, for the foundation that the institu-
tion is affiliated with, for my sector. | started this with that intention.

If | can reach the heart of the students and if they believe my sincerity,
they accept my identity and me. | believe this effect is important. | like my
job very much, but | do not like teaching anymore. My teaching is always
restricted by others. That is why | am not a teacher, | moved forward for
producing content.

B Now, while you were talking, the following question came to my
mind: If you were nor restricted, would you still want to produce
content or would you continue to be a teacher?

| would like to teach. Because | love the class, that is my stage. It is very
good for me. | attend classes 12 hours a week and those days are very busy
but | really forget about everything at that time. | forget about homophobia
and the other problems while | continue teaching. | am having fun there. It
is so fun and dynamic there... And every year | have to improve myself more.
It is a perfect place for this reason.

| have been teaching since 2011. | have been doing the same job for 9 years
and the issues are the same. That is why | start to do a job that | take for
granted in a more artistic manner. | love this so much so to speak...
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“Existing in the field as a queer is
a matter in rtself”

0 Aria Na

Our guest is the performance artist Aria Na. We discussed with Aria Na
and the art starting from childhood from the April 23 shows to the stages,
situations in working in nightlife and being a performance artist in the quar-
antine period.

B Hello Aria Na. | would like to thank you for accepting to participate in
this interview. First of all, can you tell us about yourself?

I am Aria Na. | am 22 years old. | am studying at Management of Stage and
Performing Arts Program at Bilgi University. | am also a performance artist
as a part of a group that we have formed together with performance artists.
Besides, we have a project we started together one of my friends called “O
Perf Trkiye”.

B How long have you been interested in performance art? So how did
you get started?

| actually started when | was very young. It started with preparing some-
thing for the April 23 shows in primary school. There were theater plays
where | wrote the script, directed, brought my friends together and played.
Again on April 23, we prepared a dance show with my friends ... Actually,
this process started when | was a kid.

Later, | moved to Istanbul and had other responsibilities. | moved away from
the arts and performances, but with “Dudaklarin Cengi”, that period came
to my life again. 2 years ago, when “Dudaklarin Cengi” had not reached
such a large audience yet, when | went to watch it, | had no plans to go on
stage. But when | went there and got under the influence of that scene and
the applause, | got my name written to go on the stage.
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| was so excited that | had not been on the stage in many years. After years,
| was on the stage again, and then it continued. | have been doing it for 2
years continuously.

B Why did you choose to make it?

| think we queers are born for performance. | speak for myself; | always want-
ed to do what | love to do in life. | like the feelings like being applauded and
being appreciated. | also think | have talent. | can see myself on the stage.

| love to provide a show, to be on the stage. | had that feeling when | was
a kid. Writing something, envisioning those in my head, performing it on
stage with my friends while also directing... For this reason, | always prefer
to be accompanied with a crowd in my shows.

B You said you are studying Management of Performing Arts. Can you
tell us about the school process? How was it?

| started school this year. | knew the department last year when | was pre-
paring for the university exams, but that was not my dream. | studied in
science high school before and | wanted to do something about this area.
But | also started performing; it was an important part of my life.

One day | had an epiphany and said | do not want to spend my life in the lab.
At the same time, that period was my peak period in terms of performance.
| had performed in important places, and | decided that | had to continue
with getting the training of this. It would be better for me to continue my
life doing something | love. After these thoughts, | made a quick decision
and prepared for the talent exams, and then | passed the exam and started
to the school.

B You often make performance art in nightlife. Have you ever
experienced discrimination or difficulty when you perform?

| think | created my safe space for myself. Therefore, | have not been subject-
ed to any kind of discrimination. But this is also about being in a more closed
environment. | did not choose to go outside of my own circle, | just said yes
to jobs | trust. There are a lot of demands, but there were places that | re-
fused because | could not afford to go to these cis-het places. | have always
determined my own boundaries. Because an incident | will face where | am
not safe can turn into a trauma for me. My art may not be understood there.
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| do not want the persons in those places to see my art as a service they only
get for money. This will bother me. That is why | have always determined
those boundaries myself and created the spaces | want to work in.

| am performing an art and yes, | also earn money from the art | perform.
| do not know if | want these separate from each other. | guess | do not
just want to make art or just make money. In today’s conditions, we need
a financial power to continue our lives or to think of new productions and
unfortunately our own budget does not support this. Therefore, | create
my own resources myself; | get paid for the art | perform. Taking the two
together makes me relaxed and motivated. It also helps me prepare for the
next job. But | would be lying if | say that | am doing my job only for money
or only for the sake of art.

B What do you think about the advantages and disadvantages of
working in nightlife for LGBTI+ persons?

| think queers are the group that manages and organizes this network that
we call “entertainment” in the best way in the world. All the examples | have
seen supported this idea, because we can think very broadly. Whatever life
gives us; we can handle an issue with all sides.

First of all, we are born politically. The most important thing in nightlife is
safety. We know very well how to ensure this safety, that persons have lim-
its and that these limits should not be violated. When we achieve this, when
we give this trust to the other party, we start ahead. It is our advantage that
the queers can manage this whole process well.

Coming to the disadvantages, it feels like what we call nightlife keeps us
in the night. Our entertainment network does not continue during the day.
| think this is a major disadvantage. So there is a perception that stucking
in the nights and being in nightlife are inherent for queers. We may not be
able to create areas where we can socialize and work outside of nightlife
due to external factors.

There are events like daytime festivals and | think a more cis-het world pre-
vails there.

B How relevant is your performance on stage with your story?

| would be lying if | say | am telling my own story at every performance. |
am a person with vivid imagination. | am influenced by a song | listen to, a
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movie | watch, something the things | see on the road while walking and
turn these into a performance. Most performances are like this.

But of course, | add something from my life, with or without realizing it.
Adding details from my life to my art is an important point for me to create
my own style and be authentic

| mean, | cannot say that there are no parts of myself in my performances,
but | go beyond my own life.

B You are now also studying in the school related to your work. Can you
talk about your future plans? What do you want to do in the future?

| have so many plans about myself ... With my friends Q-Bra and Krutzog;
we together launched a project called “O Perf Tarkiye”. In fact, a parody of
the competition show published in Turkey channels, as you can understand
from the name. | have various feelings for these television shows. It feels like
we were excluded from here for being queer and we could not live it. It was
always my dream to participate, to compete, to live dramas and so on. But |
see that we cannot live this openly. | do not remember a television show in
which queer artists competed with their open identity.

This is why we created “O Perf Tirkiye”. We got bored in the 5 square
meter hall of the house and we started to play. We had a lot of fun doing
this at home. We had incredibly beautiful moments in that tiny living room.
During this period, a venue asked me to organize an event and | decided to
do this. | immediately went to Q-bra and Krutzog to be the jury. They also
said okay, they were very happy. Then the contestants were selected, songs
were selected, rehearsals were done and we had a very good night. We
were going to do it again, but the pandemic process started. My recent goal
is to reorganize this night.

At the same time, | want to finish my school. | am at the very beginning in
this road. | want to learn the methods for this work. | also have a plan to stay
at the academy. | want to keep my scores high and have a master’s degree
abroad at a school related to my field. | think why | may not be the good
producer of the future...

| want to get out of stucking at night. | will also do my best about it. For
example, a festival last for a whole day and night comes to my mind.
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B Initiatives such as “Dudaklarin Cengi, O Perf Tiirkiye* are actually
diverting the queer nightlife in Turkey. There were drag queens in
some venues before, and they were usually queers, but what you do
now is something completely different and you really shake some
dust in nightlife. This is also very intertwined with politics. How do
you feel about that?

As | said, my re-engagement with the performance art started with Dudaklarin
Cengi. | think Dudaklarin Cengi has a unigue dynamic. It is a process where
everyone puts their own efforts and we do great things. A lot of persons with
different personalities come together and we create something magical.

Besides, as you said, there is a political aspect of what we do. Drag queens
always evaluated as someone wearing wigs and make-up, shaving the body
hair. We are smashing this pattern. | can also go on stage with beard; some-
one else can perform without shaving the body hair or without wearing
makeup. We have shown this. At this point, we have a very good political
stance. We are all political persons at some point, and our relationship of
trust with each other depends on the bond that comes from here.

When you do not an ordinary and do something new, you naturally enter
that political field, and we do this. This is what separates us from other drag
cultures.

B In the beginning, for many persons, including me, this issue was at
the level of “gays try drag”. But you have clearly demonstrated that
this is not the case, that women and queers are also in this field. On
this occasion, | have provided my self-criticism in this regard. In this
process, you have revealed both the injustice of the labor and the
discriminatory attitudes towards the queers. You actually changed the
direction of queer politics. Do you have anything to say about this?

| agree very much with this statement. We are working with persons from
all over Turkey and from very different lives, having very different personal-
ities. We have a wide variety of identities related to where we stand. Even
the coming together of so many different queer persons is a political sym-
bol in itself.

We all do something about ourselves. We destroy persons’ perceptions, we
play with them. We demolish the profile of women and men imposed by
society by applying headlights on the beard or exaggerated make-up. This
is a very special job. It is very important way to show the politics.
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For example, | see straight couples who came to the front of the venue
while Dudaklarin Cengi is on the stage. We all have that points where we
can contact those persons. You make news, you do a social media cam-
paign, but these persons will not even know about those. But when you go
there with makeup and chat with those persons, you can get their attention
and teach them something. Even this is a very important step for activism.
| find the work we do very valuable in this sense.

Performance is not always activism, but | think my performance is activism.
Everyone can add something from their own life and from their political
stance. There may be persons talking about child brides on the stage or
they can draw attention to transgender murders. At some point, you show
this to the person who came to the event that night and had no idea about
it. This is also an activism in that sense.

B There are comments that your work is white. Do you think you are
doing a “white” work?

We cannot be white even if we want, | think, if we are doing this job. Ex-
isting in the field as a queer is a matter in itself ... | do not understand this
criteria of being “white”. At least | know myself that | cannot be white

| also consider it unfair to define our art as white. It feels like it is done with
the intention of excluding a little more rather than criticism. While making
this criticism, they do not know the artist, they do not know the job, they
have not talked with the artist even once about the work ... For this reason,
| cannot find these comments made from outside fair.

B Are you worried about the future? Are you feeling hopeful?

Like everyone else, | have anxiety about the future ... 1 am sorry, but | do not
feel like I can live in this country without worrying about the future. You can
be all alone completely, regardless of life and the circumstances you live in.
For example, the state does not pay my rent when | need it. | would also
like not to have this anxiety, to be supported by responsible persons ... For
these reasons, of course | have anxiety.

Do | want to do something in this country, yes | do, but | am not sure if | can
stay in these conditions in this country. Maybe after securing something
abroad, | can return here and do something. But my plans, like many others,
are always about going abroad.
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| do not know if my work is paid the attention in a way | deserve. We all
know that artists are not much valuable in this country. For example, if you
can solve 3 math problems, you are more valuable and that makes me feel
bad.

B How do you get motivated again when you face any difficulty?

Yes, we all really experience various difficulties in our lives. But with these
situations, we cannot continue this process by being sad or burning out.
That is why | overcome such moments by devoting myself to my art, by
producing and by thinking a lot on my work.

Other than that, | feel happy when | am applauded for my work on stage.
Knowing that | have achieved something makes me happy.

B How is the quarantine process going for performance artists?

We are going through an incredibly difficult period. Everyone | saw around
me was puzzled; they are in a difficult situation. There is no area in which we
are supported or secured. There were a lot of persons who made a living,
earning money. We all found ourselves in a process we could not under-
stand. We have no idea how this will progress.

We started various campaigns. We started Cengaver Solidarity Fund.
Queerwaves also launched a fund. We had to resort to these ways because
we need money to continue our lives. We expect support from everyone in
this regard.

At the same time, we started to plan what we can do in this process in terms
of production. In this process, we talk about ways such as how we motivate
persons, how we can continue our work. We want to move our business into
a digital platform. But of course, we do not know how long this process will
continue, so we cannot predict what steps we will take.

B Thank you very much for your answers. | do not have any other
question to ask, is there anything else you would like to add?

| think we are doing a very valuable job. We need support during and af-
ter this quarantine process. This does not necessarily have to be a finan-
cial support. Even a good message can be empowering. We are all going
through difficult processes and we need financial and moral support.
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“They always have a tongue-in-cheek
approach”

0 Zahter

We discussed with Zahter, a 24-year-old private sector employee, about the
situation of the private sector and the place of transgender persons in the
private sector, regarding these days where Zahter had to take unpaid leave
due to Covid-19.

B Hello, Zahter. | would like to thank you for accepting to participate in
this interview. Can you tell us about yourself?

| am Zahter. | am 24 years old. | graduated from folklore department actu-
ally, but | cannot do my job, since it is seen worthless in Turkey. Besides, |
work in the private sector. | work as a secretary in a company. | live in Izmir.
| came here in 2014. Before that, | was in Eastern provinces and Syria.

B What is your work experience? Is this your first place of work?

| have never been able to do my own profession. | worked in bookstores,
second hand bookstores. | worked as a secretary in a trade chamber. | also
worked in a call center. In other words, | generally took part in the private
sector, in the service sector. | also worked in a private hospital.

B Can you explain the recruitment process? How was it?

My aunts are working in the same company | work for now. Various relatives
on my mother’s side are also there. This company is a well-established com-
pany. It is an active company in many fields such as oil industry and food
sector. | work in the food department. | have a disability report due to my
diabetes, and they had to have 4 employees with a disability report in this
company. My aunt called me 4 months ago and asked if | would like to get
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a job in the company she works for. At that time, | was already looking for
a job. | accepted it. But | also explained my criteria, | accepted with these
conditions. They said it was okay.

My manager, for whom | am working as a secretary, is a very responsive
woman. She ensured that no one address me with my name on the ID card,
thanks to her, everyone calls me “Miss”. She is a young woman, too, proba-
bly she is responsive due to that. She tries to reduce and eliminate LGBTI+
phobia as much as she can in the office and in places like dining halls. Of
course she cannot interfere with everyone, but at least | am lucky to have
such staff around me. The higher-level managers also know that | am tran-
swoman. | have not encountered any transphobic attitude until now, | hope
I never will.

B Do you think your work performance would be affected if you were
not open?

| could never work. In order to be efficient, | have to be happy there, | have
to be positive. But if | conceal my identity and repress it, | cannot deal with
it psychologically. This would have made me very demoralized. | can be ag-
gressive and probably do not want to work. It is very precious and exciting
for me to work with an open identity and my workplace to accept it.

W Itis very pleasing that you do not have any problems in this place.
Have you ever had problems in looking for a job?

| had a lot of problems while looking for a job. Everywhere | applied, |
went with an open identity and directly said who | was. They always have
a tongue-in-cheek approach. Standard attitudes were like we will call you
back or we cannot work with you. It was sad at a certain point, but | did
not refrain from applying the jobs. | have a very good job now, | am very
happy.

Persons produce a phobia by themselves, due to their ignorance. But they
are also unaware of what they do and the effects of what they do. At the
company, | sometimes talk and explain this and some persons’ perspectives
have changed about LGBTI+ persons. You need to touch them a little. In-
deed, LGBTI+ persons need to live freely in all areas of life. Somehow we
need to make it clear that we exist everywhere, as much as we can.

LAVENDER CEILING I 53



B You have had a lot of experience in the private sector. In your
experience, do you think the sector is worker friendly?

Almost all of the private sector is in a very bad situation regarding labor
rights. In fact, in my own experience during the Covid-19 process, | saw this
again: The private sector Kills. It is a field that exploits the workers’ rights
too much and does not respect their rights. There are very bad experiences
in terms of human values in the private sector.

B As a transwoman, you experience working in the private sector. Do
you think the conditions of the private sector are suitable for trans
persons to survive?

Especially the mentality of the administrative structure of the institution
we are dealing with is very important. If that administrative structure is
genuinely friendly and embraces you with your own identity, the person is
more motivated. Personally, if my administrative staff did not welcome me
like that, | would not want to work like this. It does not matter if this is a
private sector or public sector. What the administrative structure thinks is
very important.

| think that administrators in every institution should be trained by the state,
local administrations and civil society. They need to get raising awareness
training. There is also a workshop where | am and we work there together
with 300 persons. Of course there are many different types of persons.
Because of me, maybe there are persons who come out among themselves
and | feel that. Their conversations with me always are about this issue.

B As far as | understand your relations are well with the managers. So
how is your dialogue with the customers and other employees you
meet?

| do not meet many customers. | encounter them when the regional manag-
ers arrive. They also have difficulties when it comes to addressing my name,
but never in a transphobic attitude. | actually like to this. It is very good to
make them stunned and contemplate on this.

| have no problem with the employees. We have our lunch in separate plac-
es, but sometimes | try to go there and chat with them after lunch. | gen-
erally have more positive dialogue with female employees. | do not have
much contact with the men and the drivers, they are a bit unbalanced. Their

54 | LAVENDER CEILING



reactions are not clear. | also do not want a tension. Only there is a distance
between them and me. Knock on wood! My relation is very well with other
employees, administrators.

B Are you organized in any trade union or professional organization or
do you have a plan for this?

| am not. | met them recently to become a member of DiSK. They told me
about the necessary conditions about the workplace, | had to come with 10
persons. The persons where | work are generally those who are from the
right wing. Naturally, they do not want to do much union work. | am not a
union member now, but | hope | will become a union member in the future.

Being a member or not in a trade union in Turkey changes nothing really. |
have criticisms about the trade union movement in Turkey in that regard.

B What kind of criticism is this? Can you explain it a little more?

While it is very difficult to be a cis-woman in the union, | cannot think about
being a trans woman ... | am happy for those being able to ensure this, it is
nice and hopeful. But | really want to spend this energy on LGBTI+ move-
ment; | do not want to spend it on union movement, which is not worth it
anyway.

| think the trade union movement in Turkey lives in its own utopia,

B Sometimes you provide your opinions and do activism on health-
related issues both in your political circle and on social media. Do you
think your sector is open to various health or physical conditions?

My friends in my work environment are really very sensitive to my health
conditions. But | sometimes chat with them to learn about their point of
view, and for example | find that they are not that open about HIV. They
have HIV phobia. If | were living with HIV, | probably would not be able to
say it openly at my workplace. | do not think that the sector is very open to
health conditions other than conventional diseases such as diabetes.

But they were very responsive during my diabetes and chemotherapy pro-
cess. Nevertheless, | could not go on paid leave during this Covid-19 pro-
cess, they gave unpaid leave, | am a bit upset about this. | had to apply for a
loan because | was on unpaid leave. Why would | have to apply for a loan?
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Or they are not open to various eating habits. Although | want to eat vegan,
the lunch every day contains animal products. | am constantly writing peti-
tions, there are other persons who do not want to eat such, but there is no
improvement in that regard.

B You said you could not work consistent with your actual profession.
What was your dream? If you have future plans, can you share those?
Are you satisfied with where you are now?

| really want to be recognized in the field of literature. More than anything, |
want to produce something in this field and earn money from it.

Although my dream of the future is different, | am happy with where | am
now. Although it is not exactly what | want to do, | feel lucky and happy
about it.

But | hope | also make my dreams come true to be happier.

B What you are saying is actually a situation that most of the young
persons experience. Most of the young persons are just grateful for
getting a job. Are you hopeful as a young trans employee living in
Turkey?

| have always been hopeful since | know myself. | will never lose hope. | think
that if | have achieved these until now, the future is more beautiful.

B You mentioned that there were also applications that you were
rejected, and these were experienced because you are transwoman.
How did you find energy again to start looking for a job? What was
your motivation? What helped you to be back on the road?

As | said, there was always hope in me. | always hoped for everything, even
if only a small amount. | do this first of all, if | sleep happy at night, | wake
up happy in the morning. | start the day with good music, starting with a
good breakfast, trying to motivate myself and stay physically well. When
my physical health is good, my mental health is also good. These helped
each other to bring me to a certain point. After reaching this point, | think
you can be happy or hopeful. Nothing can prevent you from anything then.
Even if your job is bad, even if you have trouble with persons at work, it is
very important not to have a bee in your bonnet.
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A significant number of trans persons start their lives by fighting with their
families. | think the most difficult part of the struggle is the family. That is
why it feels much easier to ignore the persons outside. Struggling with the
family also teaches you to struggle with social norms. It is necessary not to
avoid fighting. The method is sometimes wrong, sometimes right, but it is
necessary to struggle with resistance.
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“The illusion as if there is no boss is
created in civil society”

B Efruz Kaya

We discussed with Efruz Kaya about the experiences in civil society and
how civil society is in terms of civil society employees.

Bm First of all, can you tell us about yourself?

| am Efruz Kaya. | was living in Istanbul before and | was working in an as-
sociation working on the field of asylum- rights of refugees. | am currently
conducting transgender studies in Pink Life. | have been doing LGBTI+ ac-
tivism in different institutions for a long time. | am a lawyer.

| have worked in many sectors. When | was not working professionally in
the field of human rights, | also worked as a cleaning lady and sold a news-
paper. | am 25 years old.

B How long have you been in the field of civil society? Can you talk
about your background in the sector?

My involvement in the field of human rights was with the revolutionary
movement even before the LGBTI+ movement. | was doing something in
the student movement at school. When | started my education at the uni-
versity, | joined student clubs. We were analyzing social trials in the club.
There was a raise in the fees of dining hall at school, and | was a student
coming from the one of the Anatolian cities. My family’s financial situation
was not good, and because | am transwoman, | was far from economic re-
sources. A raise that might be small for many persons was very important
in my life and | started to be very impressed by it. This process politicized
me and | got involved in the human rights struggle.

Then | wanted to do something about my identity, my coming out process
started. 7 years ago, | first went to a LGBTI+ association and attended law
meetings. Then Gezi period started, there was a LGBTI+ Block in Gezi. | got
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very politicized there. The first Pride March | attended was 2014’s Pride and
it was extremely beautiful, | was very impressed. It was a bit late for me.
Then | thought everyone should really live this moment. So | wanted to ex-
perience this moment again. That is why | started organizing in the Istanbul
Pride Week Committee. But as you already know, we were banned since
2015, it never happened again.

| have always defined myself as a Middle Eastern person. The Middle East’s
past is full of wars and wars are still going on. War means immigration, be-
ing a refugee, and actually | am an immigrant at some point. | was born in
Malatya, | grew up and then came to Istanbul and started my life here, but
for me, it is not a place | go back and forth. | come out after | left Malatya
and | have not been able to go to Malatya for years. Actually, | am living a
compulsory expatriation. Therefore, | find immigration and refugee issues
very valuable. | wanted to work on that.

B As we have started to discuss your coming out story in the field,
| want to continue a bit more. The place where you work is a
transgender association, but before that, were you open in the places
where you worked, organized, were a volunteer? Have you ever had
times in this field when you had to exist by concealing your identity?
How did it affect you; | mean being open or concealing your identity?

| was always open in the civil society field, but there were times when | was
more careful before starting my process in other sectors | worked. But |
have been open for a long time. Concealing it has never been a subject in
my life, as | am a bit drag before | started my process.

As for how it affected me, when you have an open identity, you already
experience difficulty in finding a job and | was rejected on account of my
gender identity by many places. Apart from that, there were areas where
| existed with my open identity. Frankly, | have not experienced any major
shady problems in human rights field. Just there is such a situation that
they are too far from the realities of your life and they do not understand
you because this world itself is directly so cis and heteronormative. A reality
that is too meaningful for you may not be the case for the others. That is
why the whole working area itself is designed according to this structure
and persons socialize accordingly. And you inevitably may find you in a
confusing situation where you question where you are. You are excluded. |
have mostly experienced such shady moments. Even if you explain them,
they do not understand you completely.

LAVENDER CEILING I 59



B Have you ever faced discrimination during the recruitment process or
while doing your job? I ask this by considering both your employers
and colleagues and the persons you serve for.

Of course, there are moments when you are discriminated. Basically, as |
mentioned before, they do not see the realities of your life and that is why
you have trouble.

If | talk about the persons | serve for, | am talking about civil society, | was
working with women and LGBTI+ persons, especially in the field of asylum
and refugees, but | was also dealing with the children or spouses of these
women, and believe me, | have never experienced anything bad by them.
This was so beautiful. We were organizing women’s meetings, we had soli-
darity activities, and asylum seeker-refugee women were very comfortable
with me, they did not make me feel different or bad.

Remember the stupid discussion by TERFs about a refugee woman waxing
a trans woman. | find this very hypocritical. As | have experienced these, |
can once again see that this argument of TERFs is due to their transphobia.
Because | worked with a lot of women for a year and a half, and at the same
time, they or their spouses did not have any attitude that | would call trans-
phobic. They uncovered their hair with me and they dance. Because you are
what you are and they accept you as you are.

Apart from that, | was already working in the LGBTI+ field, and | am current-
ly working on trans rights in civil society, so | did not experience a shady
moment related to my identity in this field.

B Looks like there is a lot of queer visibility in the civil area. So do you
think this field is really good for LGBTI+ persons?

The problem | think is this: Spaces are provided for queers but not for trans-
gender persons. | think this is a very important detail. There are a lot of
cis gays and bisexuals working in the human rights field, especially in the
asylum field. You can come across these persons at meetings or something,
but there is no open transgender person. This is completely the transphobia
of the employer and the sector. Their excuse is that “you have a visibility,
the audience you will work with will not understand you” and they do not
open up the space for you. And in fact, it does not help you to meet those
persons, and hence prevents your progress. As in every field, trans visibility
is very low in this field.

The group that has the biggest disadvantage in participating in education is
transgender persons. Again, due to the visibility issue, the number of trans
persons who can continue their education is very low. Even if you somehow
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complete that training, you are not competing under equal conditions. | am
thinking of cis-hetero persons, they have much more resources and oppor-
tunities; they have not had a lot of problems. They went to the language
courses they learned the office programs, etc., whereas | was on the street
loitering. So you are actually in a similar place with them, but employers
never see it. You are constantly expected to show the same performance
and success with the persons you do not have equal opportunities.

| also experienced such a shady moment like this: | was working with an
institution. They once said, “You have to be a little more professional” be-
cause | was trying to bend the rules and create resources in the face of
problems. They said | had too much empathy, too much emotional attach-
ment and they advice me not to do that. When | heard this | got so angry
really ... I said, “I think you do not know the meaning of professionalism be-
cause professionalism is not like that”. Besides, there are always someone
telling me about my story, so what are you waiting for? You are the ones
who have more opportunities.

In general, most of the persons in the civil area are very white, very privi-
leged, have a lot of education opportunities, and they are clever, and so on
and so on. They started this area for the sake of helping others and they
consider this area like that. Actually, very few persons from the oppressed
groups are able to join this field. We can say that the rate of queers is also
low. That is why they can dare to give you this advice. That is why | recom-
mend queers to be in this field, we should definitely be more in this field,
we should be more organized. Because, for example, you feel that loneli-
ness in a meeting, you say “ it should not be like this” but you are the only
voice there, you can raise up your voice for once and postpone that thing,
but when you do it for second and the third, time you become the lunatic
woman. But if you had a couple of other queers beside you, they would not
be able to marginalize you alone.

B | agree with you too. As you told, you have both volunteer and
professional experience in civil society. For example, professional
labor and voluntary labor, which | observe in my own practice,
sometimes intertwine and labor exploitation can occur. This can
be done by the individuals and sometimes by some institutions.
Institutions working with human rights can have conditions and wages
that do not comply with human rights. What do you think about these?

The sector is in a terrible state. There is an exploitation order going on. You
work in incredibly flexible conditions everywhere because there is no such
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thing as “I cannot”. For example, when a LGBTI+ refugee calls you in the
middle of the night, you cannot say “I am out of working hours right now”
because something happened to this person at that time. You get up and
go or, you give counseling over the phone. There were many times | have
woken up so early in the morning due to the phone calls... And for example,
you do not get paid for any of these in return.

Moreover, | think that persons working in this field need supervision sup-
port. This is the biggest deficiency in the field of human rights. Almost no
institution has such support and everyone | meet complains about the same
thing. There is such a thing as secondary trauma, it is a fact, and we are
exposed to it so much. You cannot cope with it alone; there must be sup-
port for it. And | also know that many projects have a budget for this. But
this budget item is not used. It is spent for other things. You cannot spend
a budget item for other things, but they conduct a fake activity and they
called it as supervision. This is really one of the most basic needs for the
employee to continue and the beneficiary to get better efficiency.

They know very well that if you are transgender, that you cannot easily find
a job elsewhere, and they use that trump card on you. They are in a position
that patronizes you as if it is their grace. At this point, there were moments
when | went really crazy and very angry. When | told them ““I will go and let
people to fuck my ass, rather than working for you for such a small amount
of money. How can | survive with my pittance of a salary?”

| also experienced this: the issue of being a showcase. The reason it actually
employs you there is not to provide anything to the beneficiaries. “Look
how modern we are, how perfect we are that we even employ transgender
persons” and they make you feel this. This is horrifying. It works for me for
me because | was using it. | just consider the salary | got, | was doing my
job, I do not care that too much, but at some point it should not be okay to
be used only for showcases, as an image.

B Actually, all of these stories seem like a framework of private sector...

Civil society is an exact copy of the private sector. Their minds works like
that. They look at persons in numbers and constantly remind you to be
professional and do your job. They see it as just work, but what we do is
not just work. The person who does it must also be devoted to this; the
persons must understand the value of what they are doing. Because we are
not cleaning the streets, we do not banking, rather we touch persons’ lives
and how you touch this life is very important. You should not touch them
huffing and puffing.
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B LGBTI+ persons can already experience many traumas in their
daily lives, and there is also the secondary trauma situation you
mentioned. There are a lot of stories coming and they are not erased
automatically when the counselees leave, they leave a mark on the
person. Do you have a way to cope with these? How do you stay well,
or are you ok?

| am not sure if | am okay or not. | think | am feeling a little bit bad. | went
to UK for a short time because | could not cope with it anymore, | could
not. There are a lot of things that | have already experienced and the expe-
riences of others are added to this... Also, providing counseling is not mere
listening to the story and saying okay and sending them back. As soon as
the beneficiary shares that problem with you, that problem becomes your
problem and you have to find a solution together. When you accumulate
this, you have thousands of problems.

| have a bell jar | built for myself. | have been living in this for a long time
and | survive with this. Who is in this jar? There are persons that | love very
much, that | am close to, that | think understand me. Sometimes | impose
the burden on their shoulders, we jeer together, | think the way to survive
is jeering. It is impossible | could not survive without jeering! | really need
this, | am addicted. It is something else. When | went to UK, | laughed there
too, there were funny cute persons but no jeering. There is no jeering in
the whole country. Because my jeering is something born out of trouble,
something born out of pain.

We know that it is something that our sisters did to protect their mental
health, while being forcibly detained while being tortured in custody. Also it
is same for us. The area that | call that bell jar is a very safe area and maybe
| am really jeering with everything there. We jeer and laugh about the hor-
rible things that happen to us, which the others can be speechless if they
faced those things. A few times where we were jeering, accidentally around
someone who was not among us, they wept. So | can say that this jeering
and my bell jar are my methods of survival.

B | want to talk a little bit about the unionization. You have been
working professionally for a while. So are you unionized?

| am not because | do not think | can exist in unions. | see that unions do
not do much; on the contrary, they can cause a lot of trouble and there
are corruptions. | have been in the leftist movement for a long time and |
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describe myself as a revolutionist. So we hear a lot of horrible things about
the unions. Partisanship, patronizing, espionage... And these are things that
have happened very recently.

Another issue is that | think the unions are too patriarchal. All unions are
male dominant, so | do not want to go there where | would be oppressed.

B So, what kind of a path should be followed to develop a solution to
the problem in the sector? Do you have any advice, ideas on this?
How can this sector be improved?

The first thing that comes to my mind is organizing because it is not pos-
sible for every institution to solve it within itself, and it does not. | am not
sure how to maintain organization. Everyone is very afraid of losing their
job in this economic crisis. That is why they say okay and ignore it. | left the
institutions where | worked by slamming the doors, but persons who were
as unhappy as | was still continue to work in these institution. When | talk
with them, | see that they are still very unhappy.

You can get organized in some way and contact the persons who provide
the funds, because when you contact donors individually, you may be stig-
matized, you will not be able to work in any NGO again, you will be banned
from the sector, etc. This organization can be instrumental in this. But | am
not sure how to be organized. Because, for example, everything is very clear
in a factory. What the worker and the boss do are very clear; everyone’s
duties and interests are very determined. Your duties are obvious. But civil
society is a very slippery slope, very blurred, very intertwined. The illusion
as if there is no boss is created in civil society. We all work in the field of
human rights, we are all good, we are such progressive, we are leftists and
so on. But no, there is actually a boss here too, and you are just a worker.
But they create this illusion in such a way that it is not clear whose inter-
ests are where and the exploitation continues. It is very unclear whom you
will organize against. Also, everyone in the civil field knows each other and
establishes friendships, even if they are the boss. For example, | knew my
boss before | started working there. If they are already working in this field,
of course you come across them somewhere. Organizing against the boss
becomes much more complicated and difficult, as different relationships
are established between the employee and the boss.
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B How do you feel about the future as a young woman living in Turkey?

So, like everyone else, | have concerns. | am very afraid at certain points.
This crisis is getting deeper and it worries me. By the way, what | am talking
about is not an economic crisis. | am talking about further deepening of
migration and refugee crisis in Turkey and | am ashamed of this as a young
woman who lived in Turkey. | am so ashamed. | feel very guilty and with this
shame | think how | will be able to live the rest of my life. There have been
many things that should never have happened, we have seen many things
we should never have seen, and this is a shame for all of us. We could not do
anything against those; we should be ashamed of ourselves. We watched
the refugees get in the boats and leaving, | am filling with tears when | think
about all of this...

| provided such a dark picture, but | am still hopeful. | am very hopeful and
continue to fight for it because | am sure it will not continue like this. It can-
not live like this. It is not possible. | will continue to hope and do something
for as long as | live. Because | know that if | do not do anything, nothing will
change. But if | do something, maybe it will change, maybe it will not, | hold
on to this possibility of change.

B Your answer made me feel good, thank you. | do not have any other
question to ask, is there anything else you would like to add?

| want to tell persons that they should appreciate the life they live, enjoy it,
but think about other creatures and the universe as well. It should never be
forgotten that there is no such thing as “it is not my problem”. All of these
matter, they are our concern at some point, because we do not live in a tree
hole and someone around us must have experienced this problem. All of
these will surely touch us at some point because every fire begins with a
little spark. A spark can set a whole forest on fire.

I love you very much.
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“There have always been a moment that
makes you feel “you are different”

B Nazli Gzersoy

Our last guest is Nazl Ozersoy in Lavender Celling, where we talk about
what LGBTI+ persons experience in the labor life. We talked with Nazli,
who has been working in the advertising industry and agencies for about
4 years, about the general situation in the sector and the advantages and
disadvantages of LGBTI+ persons.

B Hello Nazl. Can you tell us about yourself?

| am Nazli Ozersoy. | was born in 1993. | am 27 years old. | have been in the
advertising and design industry for about 3 and half, 4 years. | try to do
activism in a right manner in other times of my life. At the same time, | try
to be in queer nightlife and queer art.

B | want to discuss a little bit your work environment. Are you open at
work?

I am open in my work environment. When there are some newcomers who
do not know, | also inform them that | am not straight, so that they do not
assign any sexual orientation. For me, me in the business environment is a
little developing person and coming to this day. My coming out process co-
incided with the middle of my labor life. | had already been working in an ad-
vertising agency for 2 and half years, and persons knew me there. But there
is a strange detail there, before | even came out to myself, that is, although |
did not come out to myself yet, my boss at my workplace asked me during a
lunch, “So do you have a girlfriend?” | remember this day very clearly.

In advertising agencies, they like a little bit of sensation. They like the idea
of distorting the general opinion and because of this, it may seem different
and interesting to them. You are LGBTI+ person, but none of this means that
they “support” you.
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My concern before | started at work was that my work was not evaluated
through the contents | produced but through my identity. There are already
more privileged persons in front of you and these persons have a comfort
zone they lean on, they have their own comfort zone. When looking at per-
sons from outside of this comfort zone, they do not leave their position
behind. This area, the comfort zone, is generally dominated by cis-male,
patriarchal persons. | have been criticized and mobbed not directly over
my LGBTI+ identity, but over my female identity. One day | came across an
incident like this: there was a Happy Hour. During these times, the masks fall
off and you can see the reality. We were talking with a person, who did not
know that | am LGBTI+ person, and the discussion about feminism some-
how is opened and this person stated “feminist women become feminists
because they are ugly because they cannot see themselves in the general
judgment of beauty and because they are excluded, therefore they have
such a harsh and hostile attitude.”

Here in agencies what | feel is: There is a point where | reached personally,
but how can | explain this to persons? It is so obvious that this person made
that silly comment without realizing the comfort zone this person is in. It
seems like there is no way to tell this person without saying it directly. This
has to do with the complexity of the environment there.

Being open at work - both about your LGBTI+ identity and the activism
you do - can pave the way the mobbing at any point. The reflection of this
on me is that the “me”, “ my identity” which | have barely created over the
years, is damaged. My work environment is about creativity. When | cannot

express my ideas comfortably, my creativity is affected.

| was in a strange dilemma here. | could lose my job if | come out, and when |
did not, I could lose my job because my productivity was affected. | am very
happy to come out as a result of all these dilemmas. There is no incredible
advantage it brings to me in my current workplace, but | am more myself,
more confident and in a situation where | can embrace myself more.

B We actually got into the discrimination issue a bit. Can you talk a
little more about how you feel in these moments and how you cope
with these situations?

| cannot describe the moments when | was exposed to discrimination
very clearly, but of course there are certain moments come to my mind.
In the workplace, there are social structures that inevitably become vis-
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ible. Among them, there may be a group of men, these male groups are
generally persons who do not want to go out of their comfort zone and
do not want to expand their circle on behalf of me by understanding that |
am not same with them. Or there are groups of younger employees. These
groups may be more open-minded, but in my first working environment, we
formed a team like a small Pride Week Committee. Although | did not have
any identity statements at the beginning of this period, one of the young
boys from the group said, “Oh, forget about Naz, she does not care about
us anyway as a lesbian”. Frankly, | ignored it because | had a chosen family
in my work environment that | could lean on and with the comfort of this,
we were able to say that we are a separate group, you are a separate group,
lets not combine ourselves.

But there is a lot going on when talking about ideas while doing business.
As | said, advertising progresses on generating ideas.

Besides, a few different things happened, of course. Being a woman is also
a part of this discrimination. Talking about the photographs of last March
8, there were arguments “Well, this ok, women are seeking their rights, but
what do they mean by “Whores Exist”. | have faced a lot of arguments like
this and for this there is the presumption that | am the authorized person to
answer. | have never hid my opinions on these matters. | explained myself,
my problem. This also helped me establish my identity, but most of the time
it will develop in line with this “Naz is awkward person, nothing is discussed
with her”. | have had experiences of being discriminated against in line with
such comments.

These were conversations with my colleagues. There are also situations |
faced with the persons in administrative positions. | was also open to them,
more precisely, there was nothing | concealed specifically, and they did not
ask. But before | did LGBTI+ activism, | organized in various leftist organi-
zations. They also know my views and opinions. | also have a tattoo on my
arm, a Zapatista tattoo. | was wearing something short sleeved when the
weather was hot in the summer. They asked, “What is that on your arm, do
you have a terrorist tattoo?” There had been such jokes.

Sometimes there are situations related to customers. Since the money comes
from the customer, whatever the idea of the customer is, there is an environ-
ment like this should be your opinion as well. So, we had a customer who was
very close to the government at the first agency | worked for. After receiving
this customer, there were orders like “Be careful with your Facebook posts,
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be careful on social media, and do not share posts against the government”.
They try to maintain the order there. There are cases of like this because of
customers. For example, while alcohol was never a problem before, we also
encountered such obstacles after we started working with this customer.

To summarize all of these above, there is actually an environment that holds
power, where domination is concentrated in certain groups, and where male
dominant parties constantly question your identity.

Nevertheless, despite all this, | cannot remember a situation where | was
specially excluded, because | am LGBTI+ person. | tried to establish an iden-
tity in which | was more in conflict but in which | could express my own
opinions. It was not easy, but | was able to do it.

B What do you think about the advantages and disadvantages of this
sector? When looking from outside, we see that there is a dense
population of LGBTI + persons, but is it really a sector that opens
space for LGBTI+ persons?

On its own, even being a young woman entering the sector has its disad-
vantages. | remember that the person who was the leading creative director
said, “you shall not hire a female writer, think twice about it when you hire
such a writer”. He was not a particularly misogynist person. Sometimes,
because of this comfort zone, there is an environment where those do not
hear what they are saying. This can be exhausting for some identities. Per-
sons can be exhausted a lot. They make you feel that you are different.
There is a lot of a mansplaining situation that starts with being young and
being a new woman in the sector.

On top of that, there are situations such as not recognizing the LGBTI+
identity and not recognizing the lesbianism.

But besides this, the advantage is that this is an environment where our
ideas are needed. If you can prove yourself in all these obstacles, which is
a difficult process, then they already realize that they need your ideas, be-
cause the ads are produced in parallel to the contents that suit the ideas of
the generation. In connection with this, | have a LGBTI+ friend whose ideas
are successful and very valuable.

| provided more or less a picture as | explained. LGBTI+ population is dense
and | think we have also friends who are concealing, as everywhere, but
this is my estimation of course. At the same time, | know that there are
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persons who do conceal their identity at work, but live the identity in their
private life. These persons are mostly women. This of course is linked with
the gender normes.

Of course, there is an opportunity to be in the sector with your identity. It is
necessary to talk about how we exist here. If you work with toxic persons,
you can also be exposed to mobbing, you can be fired from your job, but
as | said, the sector is actually a sector where there are too many LGBTI+
persons, and sometimes even so intense that they can be organized in a
single workplace and come together.

Therefore, the advertising sector is an area that includes LGBTI+ persons
with all its advantages and disadvantages. At the same time, a queer per-
spective is sought within this male-dominated, nonproductive and closed
mindset. This can actually be a motivating factor.

B You also took part in the team producing visuals for Istanbul Pride
Week. Now you are on the committee. What are the differences
between the productions you prepared for queers, for activism and
for your work?

| am not currently in an advertising agency; | am in a somewhat more de-
sign-oriented place. However, when your target audience is not completely
parallel to you, you should always think from that point of view. On the con-
trary, something like this happened once, we were going to set up a stand
at a festival on behalf of Pride Week and | was designing the products we
would sell on the stand. | made a few designs. A friend of mine said, “They
are nice, but it does not seem like queer to me.”

| do not generalize this as a school of art, but the queers have an aesthetic
perception. You can enter and look for it, but this aesthetic perception is
something very special. As | progressed, | found out what this meant for
me and | enjoyed doing it very much. Whenever | want to get an air from
the work, | try to make a production related to this. It is one of the works |
enjoy the most.

| | will also ask you to talk about the general working conditions in
the sector. What kind of sector is it in matters such as working hours,
insurance, and salary?

Working conditions are really difficult, very hard. Of course, this is some-
thing that varies according to situations such as how big your advertising
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agency is, how institutionalized it is. But when entering the agencies, they
pay your salary as if you were already working for 7 days. Therefore, there
are determined working hours, but | can say that | could never leave at that
determined time. Your salary is given as if you could work 24/7, so no extra
overtime is paid. If you are staying to work on weekends or off-hours, then
your meal and road will be covered.

Psychologically it is very exhausting. In no case you figure out when you
will work overtime. For example, a presentation fails and you urgently need
to prepare a new presentation for the next day. Then you spend the night
at the agency till the morning. Or before times like Crystal Apple, you defi-
nitely give up your life and you spend your daily life in agencies and stay
there till the morning. It is a bit of a grumpy sector with a lot of expecta-
tions like this.

My most troubled issue is working overtime. The shift is always getting
longer and you never get the full compensation for it. In doing so, your
employer or manager tries to boost you up with arguments like “This is very
good for your personal success, you can be ahead of the others by doing
these”. In other words, they constantly invite you to work overtime by men-
tioning the future. The working order is generally like this.

Before | became an employee tenured, | worked as an intern for 6 months.
Then the freelance process started for me. The freelance process was a
process where | received a salary but without insurance. This is happening
in many agencies, not just specific to where | work. It is a habit throughout
the sector. When recruiting persons, they must both pay insurance and pay
a higher salary. | have been working in this way for about 1 year and | was
tenured after that. | started working as a Junior Art Director.

When you consider all of these, of course, we can see that our efforts are
not rewarded. In order to be rewarded for your efforts in this sector, you
need to be known and be very famous. However, yes, your salary is not bad
compared to other sectors because it is a sector with huge money flows.
But they are not generous when they give you this money, they can extend
the time. In addition to all of these, it is a sector where you have to deal with
constant stress and you feel inadequate.

However, if persons want to be advertisers and are LGBTI+ persons, they
should definitely try it.
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B How is the recruitment process?

As far as | can see in the recruitment process, there is a part where your
portfolio, CV is evaluated. While doing this, of course, they look at the pho-
to on the CV. There may be eliminations here due to the photo. If you are
hiring as an intern, this discrimination can be much more. Since you do not
have experience, criteria such as “beautiful” or “not beautiful” come into
question.

At the same time, when you are hired, yes, you are evaluated by your job
experiences, but you may have more difficulties when your opportunities
are not high. Having acquaintances in the sector has a huge impact on get-
ting a job.

B You are doing a public production. Are these production processes
affected by or affecting your identity?

Of course, when you do public production, you can feel like you have to put
yourself in the shoes of cis-hetero persons and think like them. Advertising
usually proceeds through insights. When planning a commercial, it is usual-
ly thought through insights. So, for example, a boy loves spending time with
his father and spends time with his father where technological products
are available. For who this kind of insight is right? Is it right for any LGBTI+
persons or do we have to make such a generalization? Since advertising
progresses with such generalizations, you do not have the option to object
too much in such situations while doing any public business.

Since advertising is mass consumption, you have to leave your own identity
aside and produce. This creates hypocrisy, a contradiction. While you may
be closer to yourself and be like yourself more in the working environment,
the works you create may be far from you.

72 | LAVENDER CEILING



A GUIDE FOR UNIONS:
LGBTI-+ Rights Are Union Rights

B Prepared by: Kaos GL

The rights of LGBTI+ persons (lesbian, gay, bisexual, transgender, intersex
persons and other sexual orientations, gender expression/identities (+)
covering other than those sexual orientations, gender identities and sex
characteristics) are human rights. LGBTI+ persons face serious problems
in accessing their rights within the social order created by discrimination
ideologies based on sexual orientation and gender identity. Violations of
rights stand as a systematic problem that ravage the equality of LGBTI+
persons in society and labor life. Such serious problems faced in access-
ing human rights, which is the center of trade union activities, shows how
the struggle for LGBTI+ rights is intertwined with the struggle for trade
union rights.

In this brochure, we have endeavored to address the steps that trade unions
can take in the provision, protection, implementation and development of
LGBTI+ rights and LGBTI+ rights in union struggle. With this brochure, we
aim to raise the awareness of union organizations on LGBTI+ rights, to high-
light the significance of the link between LGBTI+ rights and union rights, to
recommend best practice examples to unions to help them develop poli-
cies, initiatives and activism regarding LGBTI+ rights during collective bar-
gaining agreements and at workplaces, to provide recommendations for
unions so that the priorities regarding LGBTI+ equality can be integrated
into the policies and practices of unions.

Fundamental rights and freedoms underlie the union activities. Trade un-
ions should have a clear political stance on LGBTI+ rights. They should
develop an autonomous LGBTI+ policy within the existing discrimination
policies. They should not only prohibit discrimination on account of sexual
orientation and gender identity against LGBTI+ persons, but also should
take all the political steps to ensure equality.
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The fact that the unions can organize LGBTI+ workers contributes to the
representation of all members and workers within the union; it strengthens
diversity and democratic structure. All workers have the right to be protect-
ed against discrimination. The organization in unions by LGBTI+ workers,
who are not visible in their workplaces and who are denied access to their
rights, depends on the unions’ development of sexual orientation and gen-
der identity policies. The organized worker can also find the strength to
resist the discriminations in the workplace. The positive climate created by
union policies is effective in making the problems of LGBTI+ workers visible.

It is no exaggeration to say that from the first moment that LGBTI+ move-
ment in Turkey was initiated in the early 90s, it is hand in glove with the
labor movement and the unions. We can see that even in the first issues of
Kaos GL magazine, which explain the problems of LGBTI+ workers and lab-
orers they faced while trying to contact the unions by being locked out of
the unions. It is no coincidence that the LGBTI+ movement and Kaos GL’s
first appearance in the public sphere was 1 May (2001). On the other hand,
the Confederation of Progressive Trade Unions (DISK) covered prohibition
of discrimination on account of “sexual orientation and sexual identity” in
its proposal for constitution presented to the public in 2009. Confedera-
tion of Public Employees’ Trade Unions (KESK) provided its recommen-
dations on taking measures against sexual orientation discrimination in
labor life as a constitutional rule in its “proposals for a new constitution”. It
stated that the discrimination on account of sexual orientation along with
other discriminations should be banned and sanctions should be imposed
in such cases.

One of the important events, which brought LGBTI+ movement and the
trade union movement together in Turkey, was the 3rd International Sympo-
sium Against Discrimination organized by Kaos GL in 2014. KESK member
Tum Bel-Sen (Trade Union for All Workers of Municipality and Local Admin-
istration Services) hosted the symposium held with the call: “Let’s defend
the right of LGBT persons as human rights!” The participants of the sym-
posium were the unionists from United Kingdom, Germany, Netherlands,
Switzerland, Italy, Belgium, Northern Cyprus and Turkey. From Turkey, the
representatives of Confederation of Public Workers’ Unions (KESK) Central
Office, Trade Union for All Workers of Municipality and Local Administration
Services (Tam Bel-Sen), Trade Union of Employees in Public Health and
Social Services (SES), Education and Science Workers’ Union (Egitim-Sen),
LGBTI Commission of izmir Egitim-Sen Branch No. 2, LGBTI Commission of
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jstanbul Egitim-Sen Branch No.3 and Eskisehir, Malatya, Mersin and Urfa
Egitim-Sen took part in the symposium,

The theme of 27th Istanbul LGBTI+ Pride Week that took place between 24
June and 30 June 2019 was “Economy? What’s that?” During the events
held within that week, both the trade union struggle and the LGBTI+ move-
ment and the labor movement were discussed. Many trade unionists also
participated these events.

LGBTI+ commissions established under various branches of Egitim-Sen
continuing their studies, the fact that various unions publish congratula-
tory messages on their social media accounts on 17 May- International Day
Against Homophobia, Biphobia, Intersex Phobia and Transphobia and on
Pride Week, and the fact that the unions provided statements both at the
central and local levels against hate campaigns targeting LGBTI+ persons
can be considered as positive developments.

However, in the fight against heterosexism and the gender binary regime,
it is important for the unions to develop permanent policies starting from
the structure of the union, to maintain advocacy available to the public reg-
ularly, and to adopt the role of being the activator of social transformation
starting from its own members.

As Kaos GL Association, we investigate what kind of problems LGBTI+ em-
ployees face in the private sector and public sector every year. According to
the result of the 2019 research studies we conducted together with the Gen-
der and Women’s Studies Research Center of Kadir Has University, named
“Situation of LGBTI+ Employees in the Private Sector and Public Sector in
Turkey”, LGBTI+ employees are facing discrimination at every stage of the
recruitment and they are forced to conceal their SOGIESC.

According to the results of private sector research; the rate of those who
can be fully open about their gender identity, sexual orientation and inter-
sex status in the workplace is 17.36 percent, 32.90 percent of the respond-
ents stated that they are fully concealing SOGIESC in the workplace; 23.32
percent stated that they are open partially. The vast majority of those who
are open partially in the workplace are only come out to their colleagues or
other LGBTI+ employees. The rate of the respondents who stated that they
are fully open about SOGIESC in the public institutions is 4.4 percent. Ac-
cording to the results of last year’s research, the rate of LGBTI+ employees
being fully open at work was 7 percent in the public sector.
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This result is described in the report as follows:

““As far as we can see the public sector is far worse than the private sector
when it comes to the reproduction of discrimination and hate speech.”

Only 2.1 percent of respondents working in the public sector are fully open
during the recruitment process: “LGBTI + employees are forced to stay clos-
eted to prevent the risk of unemployment. Since discrimination continues
after employment the same strategy determines the rest of their work life.
Closure is even more evident in the public sector compared to private com-
panies.”

Within the scope of the survey, for the first time this year, the participants
were asked, “Have you ever witnessed any hate speech against LGBTI+ per-
sons in the institution you are working?” 34 percent of the respondents of
private sector research stated that they have witnessed this.

Some of the sharing of the respondents who stated that they witnessed
hate speech against LGBTI+ employees are mentioned in the report as fol-
lows:

““The word homo is generally used as a curse. Masculine discourse is
dominant” (Gay male in culture/arts.

“I have seen many people making ‘jokes’ about customers or about
people from their own social circle” (heterosexual trans man working
in food sector).

“I have seen people saying it’s a sin or perversion using religious dis-
course. And they use words like homo or fag when they talk about it”
(lesbian woman in health).

“Is he soft or what? You are like a girl. This one is a weirdo” (lesbian
woman in health sector).

When they were going to hire new personnel | heard them saying ‘I will
not work with this perverts god knows what!”” (Gay man in education).

“l was told it was perversion and deviance” (Gay man in retails).

“Gay or lesbian, they are all infidels! That’s how they start and go on
with lots of insulting comments” (bisexual man in education sector).

“They keep saying fag, homo, softy etc. as an insult” (Pansexual woman
working in retail).
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“A colleague of mine was talking about the Pride: ‘Now the police will
attack them and we’ll have to defend these homos’. An executive in a
meeting said: ‘I was in Taksim the other they, filled with transvestites,
you cannot even walk down the street. They should all be sent to exile”
(Gay man at an NGO).

“They used word like homo and fag as bad word, for people who don’t
like. Female personnel blames LGBTI+ talking about People of Lot” (Gay
man in Law).

“I have seen people say that homosexuality is a disease” (lesbian wom-
aninliT)

“Masculine language is also hate speech. Off, course | have seen it”
(pansexual non-bi- nary in entertainment).

“Hate speech is everywhere. Even ‘are you gay, buddy?’ between men
is enough. | have heard it many times” (lesbian woman in finance/bank-
ing).

“I have seen my colleagues commenting and expressing opinions many
times, so [ am hiding myself” (Gay man in energy)””>.

64 percent of the respondents of public sector research stated that they
have witnessed hate speech. In the preface of the research, Prof. Dr. Melek
Goregenli explains what kind of effects the hate speech creates as follows®:

“It has been stated by the employees of both public and private sector
that they do not only experience discrimination, but they often expe-
rience hate speech. Even though legally there is a distinction between
hate speech and hate crimes, considering the results of hate speech in
the workplace one can argue that it is also a hate crime. The answers
given to open-ended questions by the LGBTI+ employees and their
shared experiences of discrimination reveal that in most cases discrim-
ination is based on behavior. The relationship between hate speech

5 TN: The quotations provided in this chapter are directly taken from the English version of
the reference 2019 reports named “Situation of LGBTI+ Employees in Private Sector” and
“Situation of LGBTI+ Employees in Public Sector in Turkey”. For the quotations provided
in Italic font with double quotation marks, the translator have not made any amendment.
So the minor translation errors that can be identified are duly the sole responsibility of the
persons who prepared the English version of the 2019 report.

6  TN:In order to reflect the original meanings in Turkish, the translator provided some minor
amendments/additional statements regarding the quotations taken from the preface of
the English version of the mentioned report, since some parts were missing in its English
translation.
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and hate crime is the fact that hate speech can directly transform into
one’s negative behavior. The phenomenon such as homosexuality as a
stigmatized category, discrimination against sexual orientations other
that heterosexuality and compulsory heteronormativity are social prob-
lems that were ignored by both government and in academic circles
mostly throughout 20th century. As a result, many studies, both in USA
and in Europe, consider the evident relationship between violence and
discrimination based on homophobic ideology by the definition of the
concept of hate crime and underline this special form of discrimination.
In Turkey, considering the high level of discriminatory violence towards
LGBTI+ individuals, we need to understand and deal with homophobia
as a special form of violence in relation to the hate crimes. Hate crimes,
which are experienced in the workplace and have direct negative im-
pact on by LGBTI+ employees, are manifested by the respondents of
the research”.

“Hate crimes based on the bias and the discrimination against sexu-
al orientation, gender identity and sex characteristics have different
characteristics than the other forms of hate crimes against other social
groups. According to the studies in this context, the survivors of such
crimes face or would face this kind of attacks throughout their lives just
because they are LGBTI+ persons. These attacks do not necessarily hap-
pen predictively, as a consequence of other incidents, as is the case for
hate crimes against other groups: they are not limited to the actual time
of the attack, they also cover the period before and after the incident.
Survivors are generally harassed and threatened in advance, in most
cases there are witnesses and more than half of them do not react or
intervene. The personal experiences of our respondents regarding dis-
criminatory behavior at work supports these findings, showing us that
hate crimes and discrimination experienced in everyday life continues
at the workplace”.

According to the results of LGBTI+ employees in the 2019 public sector
report, 73 percent of the respondents stated that they either experienced a
direct discrimination or concealed their SOGIESC in order not to experience
such an experience, or they did not experience any discrimination because
they concealed their identity. The question: “Have you ever reported any
discrimination you face at the institution you work for?” was also asked.
None of the survivors of discrimination have applied to the judiciary. No
written notification was made to the authorities within the institution, and
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the application to the Ombudsman Institution and TIHEK was not preferred
in any case.

The testimonies of the respondents show that LGBTI+ employees constant-
ly live in an environment of latent discrimination, even when their sexual
orientation and gender identity are not disclosed:

““Even a small connection with the same sex is interpreted the wrong
way and my colleagues started avoiding me, they started looking me in
a weird way in the toilet” (lesbian female academic).

“I get innuendos, like why my hair is so short, just meaningless ques-
tions really” (heterosexual trans male teacher).

“We are cruuuuushed!” (active queer teacher).

“A professor yelled at me ‘What kind of a laughter is that, are you a
homo’ in front of the students” (gay male academic personnel)

“A disciplinary action is currently going on, | might get dismissed from
my profession” (pansexual female in law enforcement).

“My behavior or my reaction to certain things, despite the fact that |
control myself (or have to) can be considered as gay and be ridiculed”
(gay male academic personnel).

“I think maybe it’s rude and lack moral ground, but a very shallow male
teacher told me once ‘you are a little too delicate, professor’. | know he
did not intend to praise me with that phrase. His voice, his insinuation
meant a lot. We had a small disagreement with him in the past. You
know when sometimes your energy does not match. He was secretly
competing with me. Since we were both in the same subject, it was in-
evitable. Since I did my job as well as | can | did not give him or the man-
agement any leverage. But after a while he started mobbing me with my
gender identity. They were little bites. | manage to survive being tough
all the time” (gay male teacher).

“Mentality a la Turca. In all the places | work heteros make hand jokes.
Since you are single at a certain age and intellectual, they think you
might be gay and start making fun of it. it doesn’t bother me really, |
am not the type that loses the sleep over everything” (gay male in law
enforcement).

“I cannot be assigned for a while now” (gay male instructor).
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“When | had a disagreement, somebody used the word ‘homo’ so that
everybody could hear” (gay male health personnel).

“I experience discrimination, from top to bottom, everyday” (health
personnel who does not want to determine a gender identity).

“I have experienced after | opened myself. | am still but | manage it”
(gay male social servant).

“They make castrato jokes next to me. | talked to my union, had the con-
sent and attacked him verbally” (gay male architect/engineer).””

According to the LGBTI+ employees in the private sector report, the vast
majority of LGBTI+ employees subjected to discrimination did not report
these incidents. When LGBTI+ employees are exposed to discrimination in
their institution, they try to solve this with the person in question or share
this situation with the persons around themselves. According to the report;
“none of the victims of discrimination appealed “to a court or union/profes-
sional organization”. The report explains this situation as follows:

““The statements related to how participants reacted to discrimination
are in line with previous years. LGBTI+ employees often fail to pursue
their rights because they fear losing their jobs, involuntary disclosure
and other problems that might come up in their work life. Another im-
portant finding is the lack of belief in authorities advocating LGBTI+
rights. This might be the result of an inadequate corporate or legal ap-
proach. LGBTI+ employees worry that reporting discrimination might
result in further discrimination, or even spreading discrimination out-
side the workplace. Hence, many stay quiet”.

“The inadequacy of corporate and legal approaches to discrimination is
an important finding for unions and professional organizations. Among
participants 120 are members of at least one union or professional or-
ganization (15,54%). From those who experienced discrimination in the
workplace only 7 of them are members a professional organization and
4 of those made an official complaint and the remaining 3 never notified
their professional organization.””

The report also includes the statements of the respondents regarding dis-
crimination. Some of those statements are as follows:

““The ex-owner of the company and my director teased me about my
very short hair saying | am only missing ‘the thing’” (Heterosexual trans
man in food sector).
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“They are constantly surveilling me or make comments about whatever
| wear that day saying ‘men don’t wear that’” (Gay man in food sector).

“When | had to have a promotion, after a perfect interview, someone
blocked my way” (Gay man in telecommunication).

“They don’t shake my hand, they don’t make eye contact. When we talk
about relation- ships and it’s my turn to talk, they look at each other. A
general situation of mobbing” (Cisgender male in advertisement).

“My director said to a close colleague ‘Don’t hang with him, they will
think you are gay, too”. Phobic, discriminating, alienating talk behind
my back” (Gay man in health).””

The struggle of the unions against the situations summarized in the two
studies above gains importance. According to private sector research, none
of the respondents reported their rights violations to their unions or profes-
sional organizations. In the public sector, only one respondent reported the
incident to the union that this respondent is a member of.

Unions and professional organizations are undoubtedly one of the first ar-
eas that come to mind when empowering mechanisms for LGBTI+ employ-
ees to access to employment and in working life are mentioned. However,
our research shows that among LGBTI+ persons working in the private sec-
tor, the rate of being a member of a trade union or professional organiza-
tion is low. Members do not see trade unions and professional organizations
as one of the main areas of struggle against discrimination. The rate of
those who state that they are union members among our participants is
only 5.6%. This rate is well below the rate of unionization in general among
workers in Turkey. According to the DISC-AR’s report published in the Feb-
ruary 2019 named Unionization Research Report, rate of unionized workers
in Turkey is 11%. On the other hand, only 11.3% of the respondents stated
that they are members of professional organizations.

According to the data of our research, 7 of 59 respondents who stated
that they are discriminated in their workplace are members of a trade un-
ion and/or a professional organization. However, as stated above, none of
them reported the situation to their union or professional organization. In
addition, the rate of respondents in our survey regarding the three main
measures to be taken against discrimination against LGBTI+ persons, who
marked the option of “organized struggle and solidarity networks” is only
22%. These findings reveal that unions and professional organizations have
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an important role in empowering LGBTI+ employees in employment and
preventing discrimination against LGBTI+ persons, and that unions and
professional organizations shall make it one of their priorities to develop
policies in that regard.

Our research shows that the rate of union or professional organization
membership among LGBTI+ employees in public sector is not high. Even
those who are members generally do not see trade unions and professional
organizations as areas of struggle against discrimination against LGBTI+
persons.

The rate of those who state that they are union members among our re-
spondents is 33.8%. This rate is well below the rate of union members
across Turkey between public employees. On the other hand, only 10% of
the respondents stated that they are members of professional organiza-
tions. Although the rate of being fully open in the trade union or profession-
al organization is higher than the rate of being open at the institution, the
rate still cannot exceed 12%. As stated above, only one of the participants
who stated that in case of the discrimination faced in the institution notified
the union of which is being a member of, and only one of them applied to
the professional organization.

Discrimination on account of sexual orientation and gender identity can be
experienced in various forms in workplaces. LGBTI+ employees may face
discrimination in recruitment and dismissal processes, as well as in access
to employment, in-service trainings and in case of promotions.

LGBTI+ employees not being open and the fear that they will be exposed
to injustice when they come out is also discrimination. In addition, using
the sexual orientation and gender identity of employees in workplaces for
“rumor mongering” also strengthens the anti-LGBTI+ atmosphere and sets
the ground for discrimination.

LGBTI+ employees are frequently exposed to bullying and mobbing in their
workplaces. It is important that equality plans at work to ensure a work-
place culture based on equal respect and dignity.

“Advantages that heterosexual married couples benefit from but same-sex
couples are deprived of”, such as “Paternity and maternity leave”, ease in
appointment and lodging, bereavement leave, care leave in case of the sick
spouse, education support for employees and their families, free or off-
price access to goods and services, social benefits, loans and advances,
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health insurance, retirement plan for surviving spouse and life insurance are
examples of discrimination experienced.

Changing this picture and ensuring LGBTI+ equality is up to all of us who
are at all levels of the labor field, especially unionists. As Secretary General
John Monks of that period stated at the conference of the European Trade
Union Confederation (ETUC) in 2017: “Equality is at the center of the un-
ion agenda. In case of inequality the union suffers as a whole. Combating
discrimination is as important as other union work. Any union that treats
another as inferior will suffer. We have to combat all forms of discrimination
that have historically evolved at the social level”.

Heterosexism, the gender binary regime and its reflection on working life,
discrimination on account of sexual orientation and gender identity are not
just a matter of LGBTI+ trade unionists; it is also an issue that should be
included in the organizational policies of the unions.

It should not be evaluated only within “gender”, but should be addressed
as human rights, discrimination and an organization problem in general.
Addressing LGBTI+ rights in trade union struggle should be fed by feminism
and feminist methods.

Unions should also embrace the demand for equality and freedom that LG-
BTI+ persons raised. Homophobia, biphobia and transphobia are not differ-
ent from other discriminatory ideologies such discrimination on account of
race, ethnic origin, sex, militarism, religion and sect. The anti-heterosexist
movement cooperates with other social struggles and argues that libera-
tion is possible only if it is collective with unity. Trade unions should include
the combat against these forms of discrimination on their agenda.

LGBTI+ workers / members cannot be visible within unions as well as in
their workplaces. Any mechanism of trade unions should be structured
against heterosexism. The anti-heterosexist environment that will be creat-
ed will encourage and facilitate the organization of LGBTI+ persons.

An environment and opportunities should be created in which anti-heter-
osexist union members can organize. It is important for unions to openly
call for organizing, to show clearly and consistently that they take LGBTI+
workers and their problems on their agenda and they will fight together to
solve them. Making public statements at times such as 17 May IDAHOBIT
Day or Pride Week can be a good starting point. However, the information
that LGBTI+ equality is on the union agenda every day of the year, except
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for certain days to strengthen the organization, can be shared with both its
members and with the public. Trade unions should make the anti-hetero-
sexism and the fight against discrimination on account of sexual orientation
and gender identity visible within the union, and promote anti-heterosex-
ism at the central and local level.

Increasing diversity in trade unions may also be possible with alliances it
has established. More dialogue and cooperation should be developed with
organizations (children, refugees, LGBTI+, women organizations, etc.) that
combat against all kinds of discrimination. International cooperation and
solidarity should always be considered.

As our research results show, LGBTI+ workers are less organized in unions
compared to the general population. To change this, it is important for the
unions to intervene in the problems of LGBTI+ workers and to show that
they recognize their sexual orientation and gender identity.

Recruiting and organizing LGBTI+ workers in unions should be one of the
goals of unions. This also means increasing the visibility and participation of
LGBTI+ members at all levels of the union. Establishing an LGBTI+ commis-
sion, board or assembly within the union allows LGBTI+ members to come
together.

A climate where LGBTI+ employees in the union can “come out” should
be created, if they wish. This will be important so that LGBTI+ workers can
support unions and their workplaces while defending their LGBTI+ rights.
It should be accepted that the LGBTI+ issue is not only a matter of LGBTI+
persons but also of all members.

Campaign materials on LGBTI+ equality that can be used in organizing and
recruiting should be produced. Training and information should be provid-
ed to those who have a role to advise members and represent the union.
Responsible persons should be identified to support LGBTI+ members and
appropriate resources should be created.

Paths of unions on how to ensure LGBTI equality should be clearly defined.
Awareness should be raised across unions by building a LGBTI+ network or
by organized structures formed automatically, by training and learning pro-
grams and positive discrimination programs. There should be proper pro-
motion by equality and ethical policies in compliance with the gender-as-
signment regulations. Everyone should be aware of the fact that there is a
zero tolerance policy at all levels and positions at the unions against dis-
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crimination on account of gender identity and gender confirmation pro-
cess. There should be regulations formed in a way to provide support to
the transgender persons in gender confirmation process. It can be a good
start to use the names of persons they chose for themselves rather than
their assigned names The union should develop regulations and formulas
to record the names of transgender members instead of their assigned
names, even if these have not changed in official documents. Union records
must be updated, former records should be deleted and privacy of per-
sonal data should be guaranteed by the highest level of security measures.
Steps should be taken to cover transgender workers in equality policies.
Recruitment policies and procedures that clearly state that discrimination
against transgender persons will not be tolerated should be negotiated.
For example, transgender persons can be welcomed to apply the posts.
Transgender persons’ rights to personal security, privacy and safety should
be fully guaranteed, for example in personnel records. In collective bar-
gaining negotiations, it can be negotiated that transgender persons to be
deemed on leave in certain steps of the gender confirmation process. Trade
unions can provide trainings to their members and employees on the rights
of transgender persons and in particular on harassment and discrimination
at workplaces. Special policies need to be developed to ensure transgender
equality. Transgender members should be informed about support groups
and the union’s own organizations.

Anti-heterosexism policies should be integrated into the fundamental pol-
icies of unions. Debates and discussions made around these policies by
members and all other parties should be protected and guaranteed. And
these policies should be made visible effectively in the publications and
programs of unions.

There should be a clear declaration by the unions that LGBTI+ equality is
addressed at all levels of the union as the matter of the unions.

Unions should bring their LGBTI policies on the agenda by discussions and
decisions made at its congresses, general assemblies, conferences and sim-
ilar events.

Policies that ban discrimination should be embraced and implemented on
the union structures at local, regional and national level.

LGBTI+ rights can be integrated into the social agenda of employers and
unions. Equality, diversity, solidarity and social responsibility fields can be
targeted by the union studies.
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In documents and written regulations of unions, no heterosexist language
shall be allowed or promoted. Former documents and papers should be
revised accordingly. “Homophobia” and “transphobia” should be clearly de-
fined in disciplinary regulations and guidelines and should be banned.

It should be clearly and openly announced by the unions that there is a zero
tolerance policy regarding discrimination on account of sexual orientation
and gender identity. This policy should be clearly mentioned in the equality
policies, bylaws and guidelines. LGBTI+ rights should be defined as union
rights and should be embraced and protected.

The problems of LGBTI unionists should be compiled in reports; raising
awareness activities should be planned and conducted. The reflections of
LGBTI+ studies on the internal dynamics of the unions should be monitored
and evaluated regularly.

Representatives and directors of unions should be provided trainings on
the LGBTI+ issue. Training against discrimination and prejudices and raising
awareness programs should be created. Discrimination on account of sexual
orientation and gender identity should be integrated into these programs.

LGBTI+ rights should be taken into consideration in each study of the un-
ions; they should be on the agenda during decision-making and collective
bargaining negotiations process.

In order to raise the awareness of the unions on LGBTI+ equality and make
their stance on that visible, fund raising studies shall be conducted for en-
suring various materials such as bulletins, journals, and websites.

Unions should make it clear by which articles and documents LGBTI+ rights
to be guaranteed in collective bargaining negotiations.

If the unions have an equality commission/assembly, organization secretar-
iat or women’s commission/secretariat, it should be ensured that LGBTI+
members to be represented in these platforms. These units shall be induced
to include LGBTI+ equality on their agendas.

It should not be forgotten that unions are also the employers when it comes
to their own employees and that unions are primarily responsible organiza-
tions in taking steps to ensure the equality of their LGBTI+ workers. Granting
leaves for transgender workers at the specified steps of the gender confir-
mation process, expanding the social rights gained by marriage in a way to
include employees who do not have the right to marry, granting menstrual
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leave per month for employees who are menstruating (it should not be
forgotten that not only ciswomen have a menstruation cycle, but also there
are persons who are menstruating such as trans, trans men or non-binary
persons or there are also women who are not menstruating), avoiding an
unequal practice for employees who do not have the right to marry about
lodging, avoiding similar inequality in annual leave arrangements, removing
obstacles to LGBTI+ members’ ability to benefit from union’s social facili-
ties with their partners can be important starting points. It should not be
forgotten that heterosexism and the gender binary regime have shaped
the structure of trade unions as well as the whole society. Consequently,
questioning the whole structure of the union, leaving heterosexist and the
unequal discriminatory practices of the gender binary regime aside requires
an active work while reviewing every practice of the union.

Unions play a big role in breaking the silence and sharing the commitment
of LGBTI+ persons on equality. This will be important to trade unions’ po-
litical visibility plans in the near future. States should adopt the measures
to eliminate discrimination on account of sexual orientation and gender
identity in employment policies, access to vocational and professional in
service trainings, recruitment processes, promotions, dismissals, working
conditions and wages. Trade unions have to monitor the states to ensure
them to implement these policies.

Discrimination against LGBTI+ persons in the workplace is linked to dis-
crimination across society. Trade unions should also develop advocacy for
better access to public rights, such as the right to education, health and
housing, protection against hate crimes.

Unions should be the primary contacts in case of any discrimination on
account of sexual orientation and gender identity in working life. Union pro-
tection and legal support shall be provided for LGBTI+ employees who are
discriminated.

Unions should openly discuss the equality of LGBTI+ persons in the work-
place with the business communities. Matters such as recruitment, safety,
sense of belonging and productivity should be specifically described.

Special policies should be developed for equality of LGBTI+ persons in the
workplace. these regulations should be clearly covered and visible in the
general equality policy of the workplace; special regulations must be made
to address bullying, mobbing and harassment in the workplace.
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Equality of LGBTI+ workers should be discussed with employers and busi-
ness communities. Protecting LGBTI+ persons against discrimination and
harassment in working life is possible by working together with the em-
ployers.

Instead of developing policies based on heterosexual families while ignor-
ing other forms of relationships, it should be requested that individuals and
couples can benefit from regulation and facilitating practices on the basis
of their own declarations/statements, regardless of the state of official rela-
tionship between individuals.

Not only in workplaces including visible LGBTI+ persons, but also in all kinds
of collective bargaining processes, the articles and clauses should also be
determined in line with the needs of LGBTI+ employees.

Where anti-discrimination legislation is in place, unions should initiate poli-
cies to ensure the full implementation of the law, that employers are aware
of the legislation and the elimination of discrimination.

Trade unions can be at the forefront of an inclusive culture with zero toler-
ance for discrimination and harassment. This means defending the safety
and dignity of all employees, regardless of their sexual orientation and gen-
der identity.

Trade unions should follow the general LGBTI+ agenda in the country, make
public statements as an actor against hate campaigns targeting LGBTI+
persons, and should not refrain from sharing with the whole public that
they are defending the rights of LGBTI+ persons. In times when violence
against LGBTI+ persons intensify, it is important for unions to make cam-
paigns against violence, and to provide information for both their members
and the public in that regard.

It should not be forgotten that advocacy should be done with a holis-
tic perspective. Unions should embrace policies to raise awareness about
LGBTI+ rights in workplaces and in the whole society start from them-
selves and to ensure LGBTI+ equality. In Turkey, where there are no laws
protecting LGBTI+ persons in Turkey from the forms of discrimination,
trade unions can develop a movement for the adoption of such laws and
for highlighting the importance of LGBTI+ equality issue in labor life by
conducting a campaign by establishing alliances with non-governmental
organizations.
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Working with LGBTI+ organizations enables unions to connect with LGBTI+
union members and reach LGBTI+ communities in different cities. It im-
proves the understanding and knowledge of trade unions; it enables unions
to respond to the problems in right and appropriate ways. It diversifies the
union profile, encourages the participation of new members and strength-
ens the roles of existing members from the LGBTI+ community.

By ensuring the union’s commitment to LGBTI+ equality to be demonstrat-
ed in a policy statement, and official participation of the union should be
ensured in events such as Pride Week and 17 May.

Participation in the campaigns of democratic mass organizations and LGB-
TI+ communities, such as demanding legislation amendment, is extremely
important.

A meeting can be organized with LGBTI+ organizations to ask them what
kind of activities the unions can conduct for supporting LGBTI+ rights. Con-
sulting LGBTI+ organizations is highly significant for unions to understand
the issues fully. A temporary special study group should be established
between LGBTI+ organizations and the union. It is important to compile
recommendations for policies, practices, procedures and structures appro-
priate for the union.

It is important to organize joint conferences, seminars and training activities
with LGBTI+ organizations.

Research studies and surveys can be conducted and data can be collected
in collaboration with LGBTI+ organizations. Thus, it can be possible for un-
ions to have more information about the problems in the workplace.

In order to prepare a legislation to protect LGBTI+ persons from discrimina-
tion and hate, unions can build campaigns for the enactment of these laws
in cooperation with LGBTI + organizations, and by forming alliances with
non-governmental organizations, they can develop actions on the impor-
tance of the issue of equality of LGBTI+ persons in labor life.

Collective bargaining (CBA) negotiations are of great importance to ensure
equality of LGBTI+ employees. Those also provide visibility into the union’s
LGBTI+ studies. As a result, it will help increase the number of members and
strengthen the organization.
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Workplace Equality Action Plans, which explicitly include the protection of
sexual orientation and gender identity, can be negotiated in CBA negotia-
tions. This applies similarly to Gender Equality at Work Plans.

Negotiation teams can identify which workplace policies create the
grounds for the discrimination against LGBTI+ employees. For example,
career development supports, insurances, leave arrangements, family sup-
ports, in-kind benefits, etc. that other employees can benefit from rather
than LGBTI+ employees.

CBA negotiations need to take into account the impact of biased attitudes
in society. For example, preventing employment in worse conditions or pre-
venting excessive supervision or unfair distribution of work, which are more
evident for LGBTI+ employees.

It should be stated that LGBTI+ equality and covering all social segments
are a part of the workplace’s reputation. This means elimination of harass-
ment, verbal and physical abuse caused by other employees, managers and
customers.

It can be negotiated on the recognition of same-sex partnerships in social
and economic supports. For example, sickness, vacation, moving and travel
permits and leaves, health benefits and insurance, etc.

It can be negotiated with the employer to set policies, including measures to
combat harassment in the workplace, and to create an inclusive workplace.

Including the employees in the workplace records in line with their declared
gender and reflecting on these on the opportunities, granting leaves for
transgender workers at the specified steps of the gender confirmation pro-
cess, expanding the social rights gained by marriage in a way to include
employees who do not have the right to marry, granting menstrual leave
per month for employees who are menstruating (it should not be forgotten
that not only ciswomen have a menstruation cycle, but also there are per-
sons who are menstruating such as trans, trans men or non-binary persons
or there are also women who are not menstruating), avoiding an unequal
practice for employees who do not have the right to marry in annual leave
arrangements, ensuring all employees to benefit equally from social rights
may be the demands to be discussed in CBA negotiations.

“LGBTI+ Equality Action Plan” can be provided as an example of how the
problems of LGBTI+ workers can be brought to the agenda of the CBA
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meetings. This plan can also be part of broader equality plan, such as gen-
der equality or ethical behavior/ code of conduct plans.

The following points can be transferred into the equality action plans at
work:

m Developing a partnership understanding with employers to agree on
measures to address prejudices and discrimination.

B Determining special needs and new regulations needed in consultation
with LGBTI+ employees and service users.

B Underlining unintentional or indirect discrimination by reviewing all pol-
icies, procedures and practices of workplaces.

m Providing recommendations for changes to ensure the equality of LGB-
TI+ persons.

B Advising the equality issue of LGBTI+ persons to be addressed in voca-
tional and in-service training programs.

B Recommending methods for regular monitoring/follow ups, reporting
and due diligence.

When it comes to monitoring the workforce, privacy becomes important
when it comes to sexual orientation and gender identity issues. Many LGB-
Tl+ employees refrain from coming out in the workplace. This is no surprise
given the fact that hate, discrimination, harassment and abuse are one of
the most serious problems faced in the workplace. So it can be very diffi-
cult to be open at work. Unions working on the issue of LGBTI+ equality
emphasize the safeguarding of the privacy of LGBTI+ workers and the right
not to come out. This is particularly important if an organization is doing
workforce monitoring.

The workplace to be monitored should have an appropriate LGBTI+ equality
policy and a specific action plan on how this policy is implemented.

Being clear is a must about why monitoring involving sexual orientation
and gender identity is being done and what to do with the results to be
achieved.

The confidentiality of all data collected should be fully guaranteed.
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[ GLOSSARY OF BASIC DEFINITIONS

Sexual Orientation: It refers to the ongoing emotional, romantic and/or
sexual attraction to persons of more than one gender or persons who
are attracted to genders similar to their own and to genders different
from their own. Individuals may or may not express their sexual orienta-
tion through their statements, or they may not be able to because of the
possibility of facing oppression and violence. The sexual orientation of
the person cannot be understood by external observation, through cer-
tain stereotypes and prejudices or assumptions. Heterosexuality, which
expresses the ongoing emotional, romantic and/or sexual attraction of
a person to men if this person is a woman and to women if this person
is @ man, lesbian, gay, bisexual and some of the other identities included
under the umbrella term: + covered by the term: LGBTI+, are among
sexual orientations. Sexual orientation diversity is a natural consequen-
ce of sexual diversity. None of the sexual orientations are more natural,
healthier, superior, more “normal” than the other.

Gender Identity: It is a definition expressing the gender with which persons
feel belonging and identify with. Gender identity cannot be understood
by observing from the outside, through some assumptions or assign-
ments based on physical or physiological characteristics. Gender iden-
tity is a process and term that is not only related to the body, but also
includes psychological and social aspects. Gender identity, on the one
hand, is a concept that concerns the self-determination rights of indivi-
duals, their freedom in their projection over their own bodies, and their
participation in social life in a way that they feel equal and free.

LGBTI+: It is the abbreviation for Lesbian, Gay, Bisexual, Transgender and
Intersex words. Lesbian, Gay, Bisexual refer to sexual orientation; trans-
gender refers to gender identity; Intersex refers to sex/gender charac-
teristics. In terms of covering sexual orientation and gender identities
other than these definitions, the + sign has been placed at the end of
the abbreviation in the sense of referring “ the more others”. The + sign
indicates that the diversity of sexual orientation and gender identity is
much greater than the identities included in this abbreviation.
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Homosexual/Gay: describe persons having emotional, romantic and sexual
attraction to persons of their own gender. It is the English translation
of word: homosekstiel/escinsel in Turkish. The terms “homosexual” and
“homosexuality” are not used today, since these were used as medical
terms in past. In Turkish the term: “Escinsellik” is still used by the LGBTI+
movement in Turkey when needed since this does not bear the negative
meaning attributed to “homosexuality” in English. Although it does not
give information about the person’s own gender; as a result of the patri-
archal system, gay men come to mind in daily life. However, this word in
itself is an expression of a person’s sexual orientation and does not give
information about the person’s gender.

Lesbian: refers to gay woman. This term describes women who have emo-
tional, romantic and sexual attractions to those of their own sex. The
term originates from the Greek poet Sappho. It comes from the name of
Lesvos Island (Mitilini) where she lived in the 6th century BC. For more
information, see. “Soylemekten Cekinme: Lezbiyen”/”Do not Be Afraid
to Say: Lesbian” brochure of Kaos GL Association.

Gay: refers to gay man. It emerged in the early 1970s with the Gay Libera-
tion Movement. In this process, it was used as a political break from the
word: “homosexuality.” While the word “homosexual” has been defined
by medicine, the word “gay” has been defined by gays to describe the
lives that are created with the emotional, romantic and sexual attraction
of gays towards each other. This word is started to be in use since 1980s.
For the first time in 1999, after “Turkish Gay Meeting”, the word “gay”;
began to be used as “gey” in Turkish. Since September 2006, it has been
defined as “gay, gay men” by the electronic dictionary of the Turkish
Language Association.

Bisexual: refers to persons experience emotional and/or sexual attractions
to persons of more than one gender. Although bisexuality has historical-
ly been defined as attracting both genders, in recent years it has been
used to mean attracting more than one gender, along with criticisms
of the gender binary regime. It is also defined as an interest in persons
of one’s own sex and other genders. Bisexuality is used as an umbrella
term, especially in Europe, and a policy is made on this axis. For more
information, see. “Bi+SeksUeller Burada”/“Bi+Sexuals are Here” brochu-
re of Kaos GL Association.
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Bi +: An umbrella term used to describe persons who are interested in and
having sexuality with persons of more than one gender. It can also be
used as a term covering bisexuals, pansexuals, polysexuals, and omni-
sexuals, fluid, queer, etc. For more information, see. “Bi+SeksUeller Bura-
da”/“Bi+Sexuals are Here” brochure of Kaos GL Association.

Trans/transgender: refers to a gender and/or gender identity and it refers
to persons whose gender identity and/or expression is different from the
gender assigned to them at birth. It is also used as umbrella term. The
gender assigned to persons at birth may not be the right one in many
cases, as it is an assignment and does not actually reflect one’s own
will and life. Persons who are assigned a “male” gender when they are
born but who are women are called trans women, and persons who are
assigned a “female” gender but who are men are called trans men. Trans
is a gender identity and persons may identify themselves only with the
gender determined by their own statement, which is their gender and
not related to the assigned gender, or they may not have a statement
of any gender identity. The word trans does not require any surgical
operation, but many trans women, trans men and transgender persons
may undergo a gender confirmation/affirming process and may want
to undergo various medical and surgical procedures. The term trans is
related to gender identity and does not indicate any sexual orientation.
Trans persons may have heterosexual, homosexual, bisexual orientati-
ons as well as may feel that these sexual orientations are not sufficient
or do not fit them.

Transsexual: Unlike the word “trans/transgender”, this is not an umbrella
term, but rather an old term preferred by healthcare staff. It describes
persons who apply or intend to apply medical interventions such as hor-
mone therapy, gender confirmation surgery, and mastectomy.

Gender Confirmation/Gender Affirming Process: It is a concept that exp-
resses the processes of trans women, trans men and trans persons, which
are reflected in a wide range of medical, psychological, social, economic
and legal terms, resulting from the relationship between these fields.
Although debates on the concept defining this process continue, the
terms of confirmation and affirming other than “gender reassignment or
sex change” previously used, are used in the literature. The expression
“sex change” is not a right concept because it indicates the gender of
trans women and trans men as “unreal” and describes the process as
“changing” by accepting the assigned gender as the right one.
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Non-binary: This concept means not consisting of two things. In the con-
text of gender identity; in the most general sense, it describes the gen-
der identity of persons who do not define themselves within the tradi-
tional categories of binary genders. For more information, see. https://
www.kaosgl.org/haber/non-binary-olmak-ne-demektir-1 published on
the website: KaosGL.org.

Gender non-conforming: In a broad sense, the term “gender non-confor-
ming” defines persons who do not conform to traditional gender nor-
ms. Just like “non-binary”, “gender non-conforming” is often used as
an umbrella term, although some use it to describe persons who define
themselves as cis but standing up against gender stereotypes through
dressing style or various other behaviors. For more information, see. htt-
ps://www.kaosgl.org/haber/non-binary-olmak-ne-demektir-1 published
on the website: KaosGL.org.

Intersex: The term intersex refers to a gender/sex characteristic. Apart from
the male or female gender assigned to persons at birth, they are persons
with a range of natural biological variations who are born with a chro-
mosomal pattern, a reproductive system, and/or sexual anatomy that
does not fit typical binary notions of male or female bodies or fits to a
gender, which is both feminine and masculine. They are persons born
with gender characteristics that do not fully display the typical female
and male characteristics in terms of gender. Doctors often recommend
parents to initiate a surgery and other medical interventions on their
intersex children so that their bodies appear to be “female” or “male”.
In many cases, these interventions are medically unnecessary and can
have very negative effects on intersex children as they grow up. These
involuntary actions, which interfere with the bodily autonomy of indi-
viduals, are also violations of human rights. For more information, see.
“Standing up for human rights of intersex people” translated into Tur-
kish by Kaos GL, Pink Life and Intersex Anatolia as “interseks Bireylerin
insan Haklarini Savunmak”.

Ace or asexual: Generally, it is a term used to describe persons who gene-
rally do not experience sexual attraction to others of any gender. Howe-
ver, asexuality is a broad spectrum defined by the variability or absence
of sexual attraction. Ace is used in English as a concept that includes
all concepts such as demisexual, which describes persons who do feel
sexual attraction to someone in varying degrees on the condition that
they have already formed a strong emotional or romantic bond with the
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person, and gray asexual or graces, which describes persons experience
sexual attraction infrequently. It has started to be used as “As” in Turkish
literature.

Aros/aromantic: Persons experience no romantic attraction to others of
any gender.

Monosexual: Persons who have emotional and/or sexual attraction to one
sex.

Straight/Heterosexual: Persons experience emotional, romantic and/or
sexual attraction to men, if this person is a woman and to women if
this person is a man. Due to the narrative that heterosexuality is the
only “natural, normal, and acceptable” sexual orientation, and due to
compulsory heterosexuality, persons often do not even need to describe
themselves as heterosexual.

Cis/Cisgender: Refer to persons identify with the gender that was assigned
to them at birth.

Non-trans: is another term for defining cis persons. It is “natrans” in Turkish;
this was introduced into the Turkish literature by trans activist Aligal
Arikan, who passed away in 2013.

Gender Assigned at Birth: Refers to the gender assigned to persons ba-
sed on assumptions built on some characteristics assigned to external
genitals at birth or before. Often it is limited to binary notions of girl
and boy/woman and man. Although the expressions “biological sex” or
“birth sex” are often used, it is more correct to use the term “assigned
at birth” as it is assigned by medical and social presuppositions against
one’s own will.

Gender: It is used as “Toplumsal Cinsiyet” in the Turkish literature as the
equivalent of the word Gender. It refers to the all roles and responsibili-
ties socially assigned to women and men in different cultures, different
geographies and different historical periods. The concept of gender; ref-
lects the different roles, social positions, economic and political powers
of men and women in society, and also affects all of these. There were
feminists discussing the social meanings of femininity and masculinity in
the 1970s, who gave visibility to the concept of gender. In addition, gen-
der is a conceptualization that goes beyond two fixed notions of gender
identity that have become social prejudices, including other genders and
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gender identities. Most of the time, gender inequalities seen in almost all
areas of public and private life are based on “biological sex differences”
over assumptions. However, the patriarchal system critique emphasizes
that inequality is socially constructed, can and must be changed by so-
cial processes.

Gender Role: Describes all roles assigned to the gender. Gender roles and
responsibilities imposed on individuals often cause inequality and disc-
rimination between individuals. This situation stems from the sexist ap-
proaches in patriarchal society.

Gender Expression/ Gender Presentation: Gender expression refers to a
person’s expression of their gender through clothing, personal care, at-
titude, social behavior and other factors is also referred to as “gender
presentation”. While gender identity corresponds to an internal and es-
tablished sense of self, gender expression is related to how persons exp-
ress their gender identity to the world, that is, how they express these
externally.

Heteronormativity: The fact that heterosexuality is seen as the only normal
sexual orientation where social values, rules and lifestyles accept as if
everyone is heterosexual. It is the combination is the division of persons
into two as men and women and the beliefs, thoughts and norms that
claim that sexual relations / marriages can only be between men and
women. Heteronormativity builds a whole social structure through this
set of norms.

Heterosexism: Heterosexism is an ideology of discrimination that sees he-
terosexuality as a necessity and imposes it as the only form of existen-
ce. It is closely related to sexism and the gender binary regime. He-
terosexism suggests that the natural, normal, superior, and acceptable
sexual orientation is heterosexuality; refers to the ideological system
that stigmatizes, denies, and humiliates any non-heterosexual behavior,
identity, or relationship. Heterosexism, which also assigns heterosexual
sexual orientation to the genders, is an ideology of discrimination that
creates oppression, inequality and violence.

Gender Binary regime: It is the name given to the form of oppression that
suggests that there are only two genders over the assigned sexes, that
it is made up of men and women, and imposes this as an obligation. It is
the classification of gender with two opposing forms, masculine / male
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and feminine / female, through a social system. This regime also attribu-
tes a “biological” essence to the sexes, argues that gender is construc-
ted on this essence, and limits gender with two sexes, which it claims to
be opposite and completely different. This model leads to the constant
reproduction of sexism, heterosexism, and cissexism, as well as ignoring
non-binary identities outside of this binarism. By reducing gender to the
sex assigned at birth, it also defines the gender of trans women, trans
men and trans persons outside of their own declarations and will, and
creates inequality through these definitions. The gender binary regime
also assigns roles to these definitions by making a uniform definition of
“femininity/womanhood” and “masculinity/manhood”.

Homophobia: This term describes prejudice and hatred against gays. It inc-
ludes all of the discourse and actions that degrade gays and homosexu-
ality as elements of insults or comedly. It is closely related to hate speech
and hate crimes. Rather than being an individual and psychological fear,
it is a social phenomenon that is fed by social hierarchies and constantly
reproduces those hierarchies. Homophobia is a problem for everyone
who advocates a fair and free life. Although the concept of homophobia
has been seen as a concept that defines hatred and prejudice against all
LGBTI+ persons especially in social psychology, however, homophobia,
biphobia and transphobia are related but separate concepts.

Biphobia: This term refers to prejudice and hatred against bisexuals and
identities under the bi+ umbrella. It includes all kinds of discourse and
actions that degrade bisexuals as elements of insults or comedy. It is
closely related to hate speech and hate crimes. Rather than being an in-
dividual and psychological fear, it is a social phenomenon that is fed by
social hierarchies and constantly reproduces those hierarchies. Biphobia
is a problem for everyone who advocates a fair and free life.

Transphobia: This term describes the prejudice and hatred against trans
women, trans men and identities under the trans umbrella. It includes
all the discourses and actions that degrade trans persons as elements
of insults or comedy. It is closely related to hate speech and hate cri-
mes. Rather than being an individual and psychological fear, it is a social
phenomenon that is fed by social hierarchies and constantly reproduces
those hierarchies. Transphobia is a problem for everyone who advocates
a fair and free life.
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