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Abstract

Gender inequality is a problem in the World as well as in Turkey. What is referred by this
problem here is the gender discrimination and thus inequality and injustice in opportunities that
women face in a society. It appears in different forms in business life or at work place (inequalities
in employment, wages, social benefits and education as well as obstacles in career rise, easy
dismissal or layoff, sexual harassment / persecution / mobbing, etc.). In this study, this problem is
investigated and evaluated in terms of gender equality issues that women face in Turkey especially
in business life. For this purpose, current situation analysis and findings in Turkey from past to
present have been made, statistical comparisons have been given against global averages, in which
areas of business life it appears the most and from what reasons it originates, reason for its
persistence and improvement over time has been researched, and based on our findings,
recommendations for possible solutions have been presented.

Keywords: gender equality, gender inequality, gender discrimination, Turkey.

Introduction

In the world, there is a general understanding (acknowledgement) for gender equality
that men and women should receive equal treatment in society, and should not be discriminated
based on gender, unless there is a sound biological reason behind. This is also the objective of the
United Nations Universal Declaration of Human Rights, which seeks to create equality in law and
in social situations, such as in democratic activities and at work.

Gender inequality seems to be bad for economic growth, so it may cause and perpetuate
poverty and vulnerability in a society as a whole.

Where gender inequality exists, it is generally women who are excluded or disadvantaged in
relation to decision-making and access to economic and social resources.

According to the current data, although Turkey has made some significant structural reforms,
democratic expansions, improvements in education and economic development over recent years
and has shown some significant efforts and progress toward reducing the gender gap in its
economic, political and social life, Turkey has still fallen short of realizing the goal of gender
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equality by most standards, meaning that the current progress in this problem in Turkey is still not
at the desired level.

In business life, especially in the private sector (automotive, construction, etc.) and in some
certain professional fields (such as engineering), and again especially at senior management
and/or decision-making positions, employment rates of women in terms of qualification and
quantity are still found to be low. Women are engaged more in labor-intensive, low-wage and
unskilled jobs and works that do not require expertise such as in agriculture as well as in certain
sectors like service and in the secondary labor markets. On a broader basis, women are more in
positions where they are directed by a superior rather than being manager or director and are
unable to find adequate opportunities in the primary labor markets.

The gender equality issue is generally and mainly based on sociological, cultural, educational,
economical, structural-constitutional, political, ideological, organizational-institutional, personal,
physiological / biological, psychological and sexual reasons. Some of these reasons are associated
with societal features of the society (social structure, family structure, culture, religion, customs-
traditions, common practice/usage, genetic, race, etc.). To these, some other factors like world
market situation and political conjuncture within certain time period, global competition,
geographical location, climate, working conditions, unionization - organization and extensity of
social solidarity networks (e.g. old boys) may also be added. As a result, women are exposed to
adverse effects and thus injustices in business life, such as formation of glass ceiling.

These causes have effect on the problem at varying degrees. Therefore, eliminating some of
the causes in a place may alleviate the problem partially. However, as the other factors continue to
exist, the problem also continues to persist to an extent based on the effect of the continuing factors
on the problem. Therefore, improvements in alleviation of the problem vary depending on the
society and the degree at which that particular cause affect the problem in that society.

It is evident that the problem is multi-dimensional and arises from many factors that are
interrelated/interactive or independent from each other. In this regard, the solution must also be
dealt comprehensively and from many aspects or needs to include achievements or progress in
many areas.

Some of these solutions may require social reconstructionism or deep and big scaled
structural and legal changes that may call for conciliation or general consensus in a society. Some
economical applications or solutions possess a financial dimension and call for creating additional
financial resources or budget allocation. And solutions of some causes (social, sociological, cultural,
etc.) cannot be expected to show dramatic improvement in the short term and may have to be
spread over time.

Despite all of these, some short-and medium-term measures can be taken that do not require
huge financial liabilities to achieve development in some areas using available resources and
facilities and in accordance with strategic targets. Such measures may be listed as training and
raising awareness and consciousness at all levels, positive discrimination in favor of women,
facilitating and creating more flexible and easier working conditions for women by using modern
communication and technological tools, emphasizing the importance of emotional intelligence that
may be more prominent in woman and is also important in managing business today, encouraging
woman organizations, promoting the dissemination of women social networking, etc.). These
solutions have been proposed and have been examined in more detail in the rest of the article.

Moreover, long-term plans and policies should also be developed for controlled and
continuous improvement of the problem and for striving to reach universal values. Proposals to
these issues have also been discussed in the conclusion section of the article.

Literature review for Turkey

Social gender is different from biological gender. Social gender varies from one society to
another and from one culture to another; nevertheless it is based on the structure of a society and
culture. In this regard, social gender, not only specifies the gender differences but also includes the
issue of gender discrimination and unequal power interrelations between the two genders
(TUBAKKO, 2012: 53).

It is possible to examine the gender related problems faced by women in business life in five
major groups (www.tisk.org.tr):

I. inequality in education and vocational training
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II. inequality in recruitment and raising career

III. inequality in payment

IV. inequality in benefiting from social rights

V. sexual harassment

Labor market participation of women across the globe and working conditions are different
than men. The universal features that reflect secondary position of women in the labor market and
adverse working conditions are as follows (Ozcatal, 2009:45):

. They encounter discriminatory practices during recruitment, promotion, layoff and
payment in the labor market,

o They are concentrated in the lower ranks of the hierarchy in the workplace, take up less
space in the decision-making and management-related upper positions

o They work in jobs that are monotonous and repetitive and require lower qualification in
the production of goods and services
o They lack social protection, are easily abandoned and their labor union organization is

weak

o They are concentrated in certain sectors, industries and occupations. In the industrial
sector they concentrate in labor-intensive jobs with low paid wages, in fields that require unskilled
workers and affected by the economic crisis faster and adversely

Despite some positive developments in recent years pertaining to women education and their
employment, this development is not at desired level. The number of women working at certain
professions (especially management) is still low and women prefer to work in traditional
occupations that offer low income, have limited career rise or promotion opportunity and can
interface with homemaking. (Kuzgun ve Sevim, 2004:15).

1. Obstacles and Reasons for Gender Discrimination Faced by Women In
Business Life in Turkey

Obstacles faced by working women in business life may be associated with causes such as
social, organizational and individual (woman's self). It can be said that there are similar reasons on
the basis of the obstacles faced by unskilled, semi-skilled and skilled female employees. In this
study, these obstacles and reasons are presented and supported by various research findings from
the literature.

1.1. Social Reasons

One of the important factors that women’s participation in Turkish society in working life has
not reached the desired level is that the society is still not able to overcome the traditional
pressures despite all reforms. Traditional view of the manner towards women in the workforce still
persists in large segments of the society. The primary role that the society and the woman gives
herself is "wife and mother" and naturally "housewife. As long as this continues, defining the
female labor force as "cheap labor", "helping family worker" and in similar forms is unavoidable
(Kuzgun ve Sevim, 2004:15).

For women to be successful in business life depend on social values and culture to a great
extent. Women are expected to meet the needs of their husbands, children and parents. When
women participate to working life, they are not only expected to fulfill the work requirements, but
also the duties imposed by society (family and child care, house maintenance etc.).

An individual’s identity is shaped under the influence of his family first, then his educational
institutions and occupational and socializing place. During this process, social gender identity of
the individual is acquired, during which boys and girls identify themselves with character and
individuality related to their own gender. There are norms in the society for "masculine and
feminine" identity. Males are expected to acquire the masculine and females are expected to
acquire the feminine identity in a society. (Giildal, 2006:64).

Whereas feminine characteristics comprise of "democratic, addiction, sensuality, risk
aversion, empathy, abstention, collaborative, passivity, refusing to pursue, soft, adapt, acceptance,
helplessness, passive, protective and home bound"; masculine characteristics comprise of
"autocratic, independence, rationality, risk taking, being dominant, assertive, individualistic,
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active, pursue success, competitive, tough, possessive, judgmental, pro-active, not protective, street
biased" qualities (Giildal, 2006:64-65).

What boys and girls are learning in the process of socialization, what the culture imposes on
their gender for 'proper' feelings, attitudes, behaviors and differences between the roles can be
considered as social gender differences. Women are perceived as more sensitive, relevant and care-
giver, etc. They are expected to be homemaker, teacher, nurse, etc. On the other hand, men are
perceived as independent, aggressive, strong, etc. and expected to be soldiers, engineers, traders
and so on. These are the social gender differences. They are not real differences that happen as a
result of society’s impose its own patterns on the individual (Balkir, 2012:1).

1.2. Organizational Reasons

Elements that create glass ceiling effect in organizations may be collected around individual,
organizational and social factors as follows (glass ceiling obstacles):

Barriers arising from Individual Factors

. Multi-Role Playing

. Women's personal preferences and perceptions
Barriers arising from Organizational Factors

. Organizational Culture

. Organization Policies

. Lack of Mentor

. Inability to participate in Informal Networks
Barriers arising from Social Factors

. Career Distinction

. Stereotypes (Rigid Prejudices associated to gender)

All leaders are comprised of almost men, and this means that men are decisive in the
formation of organizational culture. Therefore, the organization culture is reported to be attributed
to having such characteristics as aggressiveness, competitiveness, success orientation and
independence that refer to men (Giildal, 2006:68).

Business life is founded and is governed largely by men. Because business life is shaped by
the traditional gender roles of man, women's participation in work and social life requires a more
difficult process to take place (Dolmaci ve Tiireli, 2012:2).

In male-dominated organizational culture, women are excluded from men’s informal
channels of communication, so women are singled in the organization. For women it is very
difficult to enter into the network of the "old boys". This is a major barrier for woman to progress in
her career (Mercanhoglu, 2009:41).

Many studies examining the relationship between gender and mobbing show that female
employees are more exposed to mobbing than male employees. There are research concluding that
women are often managed and male are managers in business life triggers mobbing behavior and
therefore create gender discrimination (Aksakal, 2009:116).

1.3. Individual Reasons (arising from woman herself)

Among the most significant barriers for women to become senior managers is "lack of
confidence, lack of ambition formed by the prejudice that she will fail somehow, not preferring
promotion as not to be ready to pay the price, internalizing without questioning the roles the
society expects from them". These are the individual barriers created by woman herself. According
to researches done with married women, we see that when they left the job to bear a child, they are
unable to continue where they left upon return, they are stumbling at their career ladder and are
willing to work for less salary (Mercanlioglu, 2009:42-43).

Some of the problems women face is sourced by intense pace of work and stress that the
feeling create about 'neglecting' their homes and children. Married women with career are expected
to be "super women" who can both handle housework and accomplish working full time (Demiriz
ve Yasar, 2009:86).
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1.4. Combined Reasons

Cinar (1994) gives below sociological reasons as to why unskilled women are not working in
the primary jobs:

i. The importance of flexible working hours for mothers with small children,

ii. The problems encountered regarding permission by husband,

iii. Not to lose credibility in the eyes of neighbors and relatives,

iv. Difficulties encountered in job promotion and salary increases as compared with male
workers,

v. Potential harassment incidents that they may face in the workplace (Dedeoglu, 2000: 164).

2. Turkey’s Current Situation Compared to World

United Nations Development Program has developed an index called Global Gender Gap
Index (GDI) regarding the elimination of gender inequality and also Gender Empowerment
Measure (GEM) measuring the participation and distribution of women in economic and political
life. On the other hand, there is a Global Gender Inequality Report prepared by World Economy
Forum which is another important data source using 14 various parameters (Dolmaci ve Tiireli,
2012:5).

Turkey is in the 68. rank (2012) in terms of United Nations Social Gender Inequality Index
(GII), in 120. rank among 136 countries in Global Gender Gap Report (2013) of World Economy
Forum (TEPAYV, 2014).

The following tables give an idea about Turkey’s situation as compared to other countries by
years.

United Nations Development Program (UNDP) Table 4: Gender Inequality Index (2012):
2012 2012 2012 Seats | 2006-2010 | 2006-2010 | 2011 Labour | 2011 Labour
Gender Gender | in National | Population | Population force force
Inequality | Inequality | Parliament | with at least | with at least | participation | participation
Index Index (% female) | secondary secondary | rate (Female) | rate (Male)
Rank Value education education
(Female) (Male)
68 0,366 14,2 26,7 42,4 28,1 71,4
The Global Gender Gap Index 2013 rankings:
Country | 2013 2013 2013 rank 2012 2012 2011 2011 2010 2010
rank score among 2012 rank score | rank | score rank score
countries
Turkey 120 0.6081 117 124 0.6015 122 0.5954 126 0.5876
The table below shows how Turkey is ranked in the 2013 gender gap index overall and by subindex.
Country | Overall Economic Educational Health and Political
rank: Participation and Attainment rank Survival empowerment
Opportunity rank rank rank
Turkey 120 127 104 59 103

Labour force participation:

Country | Female (%) | Female-to-male ratio | Rank

Turkey 30 0.40 123
Wage equality survey:

Country | Survey data | Female-to-male ratio | Rank
Turkey 4.46 0.64 79
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Estimated earned income:

Country | Female | Male | Female (with 40,000 | Male (with 40,000 | Female-to-male | Rank
cut-off) cut-off) ratio
Turkey | 8,053 | 27,597 8,053 27,597 0.29 121
Country Female | Male Female-to-male Rank
ratio
Turkey | Legislators, senior officials and 10 90 0.11 104
managers
« Professional and technical workers 36 64 0.57 93
“ Literacy rate 90 98 0.92 96
“ Enrolment in tertiary education 50 61 0.82 103

Maternity, paternity and additional shared leaves:

Turkey | 8 weeks before birth (if multiple, 2 weeks | If worker or self-employed | 10 days after
will be added) and 8 weeks after birth. If | mother stays in the birth for public
it is proved with a medical report that hospital, 50% of the daily servants only
she can work until 3 weeks before the wage; if there is outpatient | and upon their
birth, the remaining pre-birth leave care, 2/3 of daily wage. 100 | request
period can be shifted to the leave period | for public servants.
after the birth.

Female adult unemployment rate (% of female labour force) 11

Male adult unemployment rate (% of male labour force) 9

Female part-time employment (% of total female employment) 24

Male part-time employment (% of total male employment) 7

Share of women employed in the non-agricultural sector (% of total non-agricultural 23

employment)

Female workers in informal employment (% of non-agricultural employment) 33

Male workers in informal employment (% of non-agricultural employment) 30

Women who have an account in a formal financial institution (%) 33

Men who have an account in a formal financial institution (%) 82

Ability of women to rise to positions of enterprise leadership1 4

Firms with female top managers (% of firms) 12

Share of women on boards of listed companies (%) 8

Firms with female participation in ownership (% of firms) 41

3. Facts and Figures Regarding Woman Employment in Turkey

As a result of their research, Demirel, et al. (1999) grouped the underlying causes of female
unemployment as factual and judgmental causes. Factual reasons include the country's high
unemployment rate, low wages that women receive, lack of education and skills, insufficient
childcare and creche facilities for working mothers. Judgmental reasons include values that
constitute the building blocks of this system such as women’s defining themselves with
motherhood and men with fatherhood in the family. Woman defines her space at home whereas
sees men’s role and space outside the home (Kuzgun and Sevim, 2004:18).

This is an accepted fact that there are a number of prejudices in the society both in Turkey as
well as globally regarding women entering the business life and rise in their career: “women leaving
job due to marriage or childbirth is leading to loss of time and investment, concern of women not
being able to work extra hours, male executives feel more constrained while working with women,
attractive appearance of women is challenging male colleagues in the workplace, the men’s role is
maintaining his household and therefore have a priority in the employment process” stand out as
the major problems in this context (Giildal , 2006:50)

Due to young men labor supply that are ready to work under all conditions, the demand for
female labor force remains low. Employers are not willing to accept extra costs pertaining to
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women in situations as, pregnancy, maternity leave, child care etc. In addition, employers feel that
long working hours and shifts may pose incompatibility with women's reproductive and motherly
responsibilities and therefore avoid female employment (Toksoz, 2013:9-10).

Cinar (1994) listed sociological reasons as to why unskilled women don’t work in formal jobs:
(1) importance of flexible working hours for mothers with small children, (2) problems
encountered related to the husband permission, (3) loss of reputation in the eyes of neighbors and
relatives, (4) difficulties in promotion and raise in salary compared to male colleagues, (5) potential
abuse incidents that may be encountered in the workplace (Dedeoglu, 2000: 164).

Pinar, et. al (2010) study investigates the gender effect of a male versus a female manager in
terms of business students’ preferences in working for, being trained by, being motivated by, and
being rewarded by one or the other. Based on 328 questionnaires, the results for the entire sample,
as well as male and female subsamples, demonstrate the existence of a gender effect for all but one
aspect of managing salespeople. Also, comparisons of male students to female students reveal
significant differences between perceptions of the two genders in terms of the training and
motivating functions. The study found that the subjects as a whole, as well as the male and female
subsamples, have a preference for male managers over female managers.

3.1. Employment and Recruitment Rates and Approach Toward Women

The female employment rate in urban areas is 18.6% and in the public sector it is 36%.
Considering that public employment concentrated in cities, public sector holds an important place
in the registered employment of women (TEPAV, 2014:42).

In spite of equalitarian structure in the laws, women's labor force participation rates are
decreasing since 1960. It was 34.1% in 1990, 26.9% in 2002, 24.8% in 2004 and 22.2% in 2007
(Mercanlioglu 2009: 38).

As of the end of 2010, labor force participation rate of female in Turkey was 27.6% while it
was average 66.1% in the EU-27 and 60.8% in OECD countries respectively. According to this,
Turkey is located on the bottom row of OECD countries in terms of women's labor force
participation (Karabiyik, 2012:234).

The differences between the labor force participation rates (LFP) are decreasing as the
education level of women is increasing. These minimum differences belong to the higher education
graduates. Therefore, a woman to receive more training is critically important to change their LFP
rates positively. There are no obvious differences in LFP rates of men in Turkey between the
regions (between 64.4% and 74.7%) whereas there are significant regional differences in female
LFP rates (between 10% and 44%) (Yiicesahin, 2005:74).

Discrimination for women in business life shows itself in areas such as education and
vocational education inequality, job placement and recruitment, wages, working conditions,
workplace attitudes, promotion, layoff, access to production resources and insufficient sharing of
family responsibilities. Employers (at individual trial) refuse to work with women because women
may stay outside to raise children so that investments for women are lagging behind. But it is not
taken into account that many women have no children. This shows that women are statistically
discriminated. It is the fact that discrimination is more complex and does not occur simply from
prejudice (Dolmaci and Tiireli, 2012:9-10).

According to a survey that carried out in manufacturing industry (the textile, apparel and
food businesses with 298 women workers) in Tokat province (Turkey), all women have pointed out
gender discrimination in their workplaces. One of the women gave a quite interesting example of
this discrimination: "Four months ago, 18 women and men who did ironing wanted minimum
wage and insurance from the employer. Our employer has laid off nine women, gave these nine
men minimum wage and also made their insurance (Ozcatal, 2009:49-50).

3.2. Sectoral or Occupational Distribution

The number of women with higher education is less compared to males in Turkey. This fact
causes women to stay away from the administrative/managerial positions. When we examine the
rates of female labor force for some occupational groups in Turkey, we see 28% are lawyers, 39%
are architects, 14% are engineers, 39% are dentists, and 33% are academicians. These figures are
high compared to developed countries is gratifying. However, the proportion of women situated at
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entrepreneur director and senior management positions is only 0.19% (Kocacik ve Gokkaya,
2005:204).

In Turkey, according to a survey conducted in 2007, on the basis of occupational groups in
the total workforce, only 147.000 women were legislators, senior managers and directors while
490.000 women were located in professionals occupational groups. Therefore, working women in
Turkey are concentrated in occupations not requiring expertise (Mercanhoglu, 2009: 38).

In Turkey, according to 2010 data, women are employed 42.8 % in the agricultural sector,
15% in industry, 0.8% in the construction sector, and 41.7% in the services sector. According to
this, agricultural sector owns the highest share of employment, and women's employment is
concentrated in the agricultural sector. As such, construction and industrial sector, especially the
manufacturing industry still remains a sector rather limited for female labor force (Karabiyik,
2012:242).

Due to existing market structures and characteristics created by the industrial enterprises,
labor markets have been divided into primary and secondary sectors. Generally the primary
markets are accepted as formal sector and encompass the jobs that pay good wages and social
security rights while the secondary market is comprised of informal jobs. While jobs in the primary
market are seized by men, secondary market jobs are mostly performed by women (Dedeoglu,
2000:139).

The largest increase in female employment in Turkey is seen in the services sector.
The service sector and public administration are especially noteworthy in terms of female labor
force employment in Turkey. The span of women in civil service consists of educational activities,
health services, and telephone telegraph operators. The fields where they are mostly employed in
the private sector are architect - engineering services, financial advisors, accounting clerks,
cashiers, textile and food industry (Yasar, 2007:18-19).

Patriarchal cultural values and women’s roles in this gender-based division of labor define
women's choice of labor, deciding which workplaces they can work at and what professions they
can choose. Women’s first priority is child care and domestic jobs (cooking, cleaning). These values
further direct them to work in specific industrial sectors particularly the low-paid unskilled jobs
considered lower in hierarchy and authority in the labor market (Ozgatal, 2009:46).

Concentration of women in certain jobs and sectors has emerged as a natural application in
business life according to gender separation. Gender separation configuration assumes that women
are cheaper and less productive than men and fully productive during only certain phases of their
lives (when they are young and unmarried), talented for only certain types of jobs (unskilled,
temporary and service jobs) - verified by women's employment patterns (Dolmaci and Tiireli,
2012:5).

Trained women often work in the jobs which require specialization - in the service sector - in
Turkey. Untrained women are working in skill-based jobs which do not require specialization.
Among them are small-scale knitwear works, knitting, buttonhole etc. Other jobs outside service
sector that women do are factory worker, salesmanship, cashier, hairdressing and tailoring
(Kocacik and Gokkaya, 2005:197).

There is a belief that employing women in upper management levels (control positions) in
the industrial sector is a risk. Thus, women are working in only specialist positions such as human
resources, corporate communications, public relations and marketing areas which are traditionally
called “female functional area” and not in the career pathway of top management positions and
take unauthorized responsibilities in the private sector. In addition, female employees and
managers are concentrated in less earned, uniform occupations or receive lower wages than men in
the same category but in areas where they can get more assignments (Goktepe, 2011: 4).

3.3. Income Levels

Even though women have the same human hardware as men, they work in different markets
(due to their concentration in certain low status, unskilled jobs) and do not compete in the same
market, women earn less. According to Human Capital Theory, literally male and female employees
can be no substitute to each other. Because when women marry and have children, they tend to
leave the workforce and also they are less experienced in business (Dolmaci and Tiireli, 2012:9).

Due to liabilities of women for care, their intermittent or part-time participation into the
labor market are the reasons for giving low-skilled jobs to women and for low paid wages. Lower
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wages to women, fewer rights and less advancement opportunities maintain the material basis of
patriarchal (male dominated) system (Toksoz, 2013:6).

Proposed solutions pertaining to gender equality issues in business life in

Turkey

Problem of gender equality in the business life is an area that requires the participation and
supports of various stakeholders primarily the government and private sector for the
determination of the problem and development of solutions. In this context, various proposals for
solution to the problem have been presented (from literature and our own), extending from
development of state policies to applications in the private enterprises.

eWomen's position in society is the basic indicator for social development and
modernization of a society and the fact that absolute termination of all kinds of sexual
discrimination of women is among the anticipated targets of Atatiirk for Turkish society stresses on
increasing awareness and taking concrete and radical steps to overcome this issue. Experiences
show that only legal regulations are not adequate. Therefore, it must be our basic aims to eliminate
all factors that may prevent equality of women with men and to functionalize the state authorities
as a tool ensuring positive discrimination towards women for some time. However, to achieve
these, we must divert our focus from a "market"- oriented thinking, policy and economy
understanding to a “human” - oriented understanding (Kaymaz, 2010:362).

¢ It may be suggested that in Turkey, the issue of gender equality faced by women at work
place is due to mistaken beliefs and ideas arising from social values. As long as these false beliefs
and ideas persist, women will continue to face similar problems. In a struggle to cope up against
this situation, positively strengthen the women at work place and change the views or perceptions
and attitude of other employees toward women, awareness and training programs must be
organized.

¢ From a “constructivist” viewpoint, in social structures that currently carry and continue to
produce patriarchal values, any action or thought against patriarchy is difficult to possess or
practice, almost impossible. However, there are no structures that cannot be changed; for this,
other than possessing individual and collective will, adequate struggle forms must be suitably
developed (Tanriover, 2000:173-174). In this regard, to implement social gender equality values in
private sector in Turkey that possesses patriarchal values, it can only be succeeded by individual
and collective efforts.

e For overcoming the socio-cultural and economic factors causing women to stay in the
background in family life, professional life and political life and for development of life long
training programs, adequate funds must be allocated (Yasar, 2007: 32-33). State budgets that are
the most reflection for political decisions must be sensitized for social gender and protect gender
equality. Then, this will be one of the most significant tools in decreasing the social gender
inequality (Dogan, 2013:76).

e Women participating in business life must be benefited from social security services within
the framework of “law of equality between men and women” protecting them against risks of
illness, sudden failure to work, old age, work accidents, occupational diseases, maternity and
unemployment. In addition, women who have been subjected to such risks must benefit from all
social assistance services without being victims of gender discrimination (Kocacik and Gokkaya,
212). In this sense, legal measures must be exercised to prevent the working of women without
formal records and registration.

e The “family” factor must not be overlooked in existence of women at employment market,
in various sectors and in high managerial levels in enterprises as well as increasing the number of
working women. In this context, Ministry of Family and Social Policies, Ministry of Labour and
Social Security and the Ministry of Education should jointly conduct and support various projects.
By this way, "empowerment of women in terms of gender equality, increasing woman education,
supporting women entrepreneurs, strengthening social gender equality at work in Turkey under
the leadership of institutionalized enterprises, opening woman leadership schools” can be
provided.

eIn order to bring up successful female executives/managers in Turkey, management
departments must offer special management, leadership and entrepreneurship courses for women
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in particular. Such courses and successful woman role models fulfilling such active patriarchal
positions in business life would be encouraging for new female generations to follow in their
footsteps.

e Transport and security issues need to be resolved for upper level female management staff
working long hours and returning home at late night hours. Fear of sexual harassment is one of the
fears/factors that stop women from seeking employment and rising in their career. (Glineydogum
Dernegi, 2005: 33).

e Media is one of the most effective channels of influencing the society. How “woman” is
portrayed in radio, television and printed media and how working women are reflected must be re-
evaluated and restructured and the image of working woman must be improved. Women should
not only be portrayed as an individual who simply involves in cooking, cleaning or bringing up
children but also portrayed in advertisements or serials as successful working and managing
women.

e Women must be liberated from discriminatory and prejudices in education. They should be
trained with a mentality to do not only the traditional roles and occupations but also every kind of
profession (Yildirim, 2009:445).

¢ Necessary improvements are needed to enable women to participate in the primary rather
than secondary job sectors. In other words, in order to increase the number of women employees
not engaged in a "cheap, flexible and passive female labor for temporary and unskilled jobs” but in
professional jobs in the primary sector requiring certain knowledge and skills, suitable measures
facilitating women to reach the socio-economic opportunities they need in Turkey should be taken.
The work life for socio-economically weak women is not able to go beyond secondary sectors.
Tosave women from this vicious cycle, they must be supported to reach socio-economic
opportunities primarily in education and training.

e Mainstreaming gender doesn’t end by simply increasing the number of women within a
specific institution. So, we should create and change social consciousness.

¢ Enabling women to engage more in management positions can be obtained by creating
career paths allowing them to gain qualifications and experience they need and giving them
educational opportunities without being subjected to discrimination by male colleagues. Besides,
there is a need for facilitators that allow women managers to balance their time and energy
between work and home (financial support for housework and child care, popularizing institutions
like nursery and créche services for woman employees and managers with small children).

¢ House work and child care being among the responsibilities of woman further increases the
work load of a full time working woman. At this point, it is significantly important if work places
could provide possibility of having nursery, créche and kindergarten for mothers with small
children. Creation of such places / facilitators aimed for proper and safe child care would support
working mothers with infants and small children and thus would increase their employment rate.

¢ In order to resolve the elderly and child care problem that is one of the most important
obstacles in women’s joining the labor force; allocation of new institutions is required. While
institutionalizing social care services will facilitate the participation of women in labor force,
twofold improvement may be obtained by creating employment for other women in relevant public
institutions that will give such services. More authority must be delegated to local governments on
this issue and nursing homes, nurseries and full day working private education institutions must be
established and popularized especially for part-time school students. These measures will also play
important role for the dissemination of women participation in the labor force (Dogan,
2013:87-88).

e Women should be given equal representation opportunity in management, politics and in
seemingly male-dominated professions and should be treated in a participatory manner. To correct
this situation, positive discrimination in favor of women should be put in practice for a certain
period of time (Yildirim, 2009:445).

e There is a need for gender-sensitive drastic changes in Turkey’s industrialization policies.
Policies favoring durable consumer goods or such sectors as automotive, that in its current form
supports male dominated employment structure, will lead to more increase in male employment.
Special measures are required for women to be employed in sectors outside the traditional female
work places. For example, areas under incentive program like electronic industry, manufacturing of
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medical instruments, precision and optical instruments, pharmaceutical manufacturing,
biotechnology providing (medium-high technology sectors) must possess recruitment policies that
would provide and prioritize the hiring of young female employees to receive vocational trainings
and get recruited as qualified or skilled labor force. (Toksoz, 2013:10).

¢ As a country, being engaged in strategic and priority and/or new high-tech business sectors
and developing these sectors will increase social income and education level — in some of these
sectors there are less obstacles for women - and thus consequently would result in more
involvement of women in business life with effective roles and enjoying equal gender rights.

e Women entrepreneurs should be privileged from incentives and funding programs and
prioritized by angel investors.

¢ Addressing gender inequality in the workplace is important for companies to build strong
alliances with women so that the entire team contributes to organizational success.

¢ In companies, data regarding gender inequality is essential as it enables employers to take
effective action. Equality of opportunity is not just about up skilling women, it is about having a
dedicated gender strategy that aims for long-term organizational and cultural change.

¢ Equal pay audits, flexible working and tackling unconscious bias all have a clear impact on
women's progression, particularly at senior management levels. But, we know that change will not
happen overnight. These actions, though, will equip female professionals to push for the most
effective change in their organization and become gender champions and role models.

e Rising of a woman in an organization is related to practices in organizational culture
focused on human, based on performance based assessment, driven by low superior-subordinate
distance and gender equality (Kahraman, 2010:31). As a result, it is evident that in order to
preserve the social gender equality, organization culture must be developed in accordance with
above-said characteristics. In this context, the private sector enterprises in Turkey needs to be
questioned as to what extent they are human focused, performance based, depict low superior-
subordinate distance, have gender equitable practices.

¢ Gender equality begins at the highest level of corporate governance to set an example for
executives, managers and employees. Employers also need a dedicated, long-term gender strategy
that aims for long-term organizational and cultural change. Therefore, "Gender equality" trainings
must be given to all levels of management and staff and to all male employees, primarily to
managers and directors in private sector institutions on topics such as maintaining gender equity,
creating a collegial and collaborative work environment.

e Composition of board of directors, executive leadership team and staff should be analyzed.
Areas, groups or occupations where there's an under-representation of women should be listed.
How workforce imbalances affect the company should be determined. For example, if women are
underrepresented in management positions, it deprives the organization of leadership's diverse
talent.

¢ The availability and types of training that offer professional development for all employees,
and in particular, experienced and qualified female workers who have been overlooked for
promotion to higher level positions should be examined. Flexible training options should be
implemented for employees whose schedules prevent them from participating in professional
development activities due to scheduling conflicts. One solution is to offer remote access to online
training.

e The company's fair employment practices and policies should be reviewed and updated
pertaining to sexual harassment and discrimination based on sex. Organizational policies should be
ensured that they are congruent with employment laws and regulations. The level of skills and
training of human resources employee and labor relations staff should be determined. Research
should be conducted on the needs of a diverse, gender-equal work force.

e Recruitment represents a major barrier to women's progression, and is often affected by
unconscious bias. So, effective actions should be taken by organizations aiming to avoid bias in
their recruitment process. One way to do is giving unconscious-bias training in recruitment.
Another way is to set targets for recruitment of women at every level, particularly addressing those
departments or levels that are under-represented. This of course requires thorough monitoring and
measuring of the workforce.
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e Companies should carry out employee opinion surveys and exit interview questions that
elicit information about working conditions, employee views about equality, training opportunities
and professional development activities. And they should develop an action plan to help implement
changes in response to survey results and also analyze and report the effectiveness of strategies.

e Companies should monitor and measure promotion rates, address areas of
underperformance and question why women are less likely to be promoted into particular roles or
departments.

e Working women are primarily responsible for coordinating family obligations, child-care
arrangements and their job demands. Measures must be taken by managers to prevent unfavorable
events arising as a result of work - family conflicts; adversely affecting the family due to work or
affecting the work due to family issues of women employees. Such measures will increase the
efficiency of employees, decrease the stress level created by these conflicts, and minimize the
reflectance of problems in between family and work. Employers should be sensitive toward women
employees’ problems and be flexible about the issues like child care, maternity leave and thus
reduce their stress level at work caused by house and family related issues (Cinar Oguz ve Iplik,
2009: 171, 179).

¢ To enable women employees to be as effective and functional as males, “improvement of
work place environment by removing obstacles present only for females and not for males” is
required (Dolmaci ve Tiireli, 2012:9).

¢ Women participation in managerial positions can largely be materialized by taking away the
burden of house work, care of child and sick or elderly and breakdown of the perception that
“women cannot be managers”. Relief of the victimhood of women forced to take a long break from
the job due to child birth and similar reasons must be taken by government. Flexible working
hours, part-time work opportunities and such facilitators should be created for women in business
life (Glineydogum Dernegi, 2005: 33).

¢ Allowing flexible working is directly correlated with having more women in management
positions. It is often rigid working patterns that prevent women from moving into senior
management positions. Flexible working is an effective means of retaining more women at work.

¢ Family-friendly initiatives, child-care options for working parents, educational subsidies
and comprehensive benefits packages that meet the needs of traditional and nontraditional family
structures should be developed and implemented.

e Women in Turkish business life are still not noticed in spite of all the efforts exerted by
them. Can they be considered as lost work force? How successful are women in being able to return
to the same job after giving a break in services due to maternity leave or other special situations?
Or even if they did get back to their job, were they able to get the same benefits and rights as they
were entitled to before their break in services? Such questions need to be addressed after thorough
research in terms of practices in private sector in Turkey, and control measures must be taken to
eliminate such issues.

¢ Big institutionalized enterprises in Turkey must serve as a “role model” in extensification of
good social gender equality practices in private sector; reflect these to the rest of the private sector
and to society by means of social responsibility projects.

e Women executives are unable to find examples of their role models within their
organization and therefore at first, they are forced to break the prejudices in the organization
towards women. Women executives may face challenges like acceptance by superiors and
subordinates and may also experience problems such as lack of professional friendship among
peers. Presence of role models in the institutions for female employees is important for overcoming
the transparent obstacles encountered by them at the work place (Giildal, 2006:67-68). For this
reason, national and international role models for women managers and employees should be
identified and presented by means of gender equality trainings.

e Institutions / companies with scorecards exhibiting positive discrimination toward women
and employing female work force must be supported by the government and such women-friendly
institutions must be rewarded with tax reductions or incentives and provided with other resources.
(Giineydogum Dernegi, 2005: 16).

¢ Some of the problems women face in the work place due to time constraints can be solved
by using such modern technologies as information technology, smart phones, computers, internet
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(for example, participation to various meetings or trainings remotely). Connections with businesses
abroad can be materialized and/or continued by means of teleconference systems. Women
employees may also be given the opportunity or flexibility to take their families to business trips
and meetings. Information and communication technologies can provide access to employment,
education, income, health services, participation, protection and safety, etc. If women are provided
with such modern technologies, these digital tools would present to them an opportunity to fight
longstanding inequalities in the workplace and at home.

¢ “Glass ceiling breakers” must be developed for women employees and potential female
candidates for managerial positions. In this respect, various practices and trainings must be
developed to change the perspective of men and women managers toward woman employees as
well as perspective of women toward themselves.

e Women should be recovered from the tradition of motherhood-home responsibility that
imprisons them at home. Instead, these responsibilities should be shared, undertaken jointly by
men and women (Yildirim, 2009:445).

¢ In developed countries, the women are engaged in part-time work up to 9o %. The fact that
this percentage is very low in Turkey and not mentioned in official statistics is another issue that
also needs to be evaluated (Akalp et. al., 2009:554).

¢ Among OECD countries, Turkey has the lowest rate of woman participation in labor force.
In general, employment rate of women in the manufacturing industry in Turkey, having the highest
number of urban women work force is lower than South Korea, Mexico, Malaysia and Indonesia.
The fact that female employees in industrial production in Turkey are mainly unrecorded and
invisible may also have a role in this result. (Akalp et. al., 2009:554).

¢ Legal measures must be taken to solve the issue of unrecorded female work force and to
reach the actual statistical data.

e There must be training programs encouraging and supporting women’s perceptions and
desires to be managers and leaders. Counseling (mentoring) programs should be developed at
national and international levels to convey the essence of successful women role models employed
at higher managerial levels (Glineydogum Dernegi, 2005: 33).

e Women networks ("our girls’ networks") have been created for the female employees in
multinational companies like American Express, GE, Goldman Sachs, Johnson & Johnson,
Lehman Brothers and Time Warner to support their business and personal skills, self-esteem and
relationships. Such networks can also be created in Turkish private sectors and businesses (HBR,
2006:30).

o Civil society organizations (NGOs), cooperatives and social networks should be developed
for working and professional women that would increase their relationship based on mutual
interest.

e There are project funds and budgets available from various sources at national and
international levels (e.g. EU projects, social protection programs). Social scientists, researchers or
such civil organizations, institutions should generate more projects toward this issue using all
appropriate funds.

¢ Network with professionals of agencies and professional organizations that promote gender
equality should be widened. Women should subscribe to trade journals or newsletters for
innovative ways to dismantle workplace inequities.

e A database should be created (taking into account the sectoral and occupational
segregation) for different female groups like employees, employers, job seekers, female
professionals and female students (Glineydogum Dernegi, 2005:34).

eIn today’s business life and management, diverse talents, skills and capabilities are
appreciated. For example, the emotional intelligence is recognized as an important ability to have
by managers apart from the sixth sense. Considering the fact that these features may be more
prominent in woman compared to men, it may be important to emphasize these facts especially
among business enterprises so that women can take more roles in managing today’s business.
Individual participation as well as experiential learning through team building exercises and work
groups should be encouraged within companies.
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Conclusion

Gender equality problem is not a situation encountered only in our country. It exists all over
the World but manifests itself in various forms and levels in different countries and societies.
The causes and effects and acknowledgement (understanding) of gender inequality vary by country
as should do solutions for combating it.

This problem is defined and conceptualized by certain definitions / concepts accepted on a
global basis (Gender Equality, Gender Inequality, Gender Apartheid, Gender Discrimination, Glass
Ceiling, Gender Pay Gap, Male-Female Income Disparity, Inequal Strength, Equal Empowerment,
Patriarchal Values, Gender-based Violation/Persecution, Sexual Violence/Assault, Mobbing,
Gender Mainstreaming, Sexual and Gender Identity Rights, Reproductive Rights, Universal
Declaration of Human Rights, Equal Pay for Equal Work, etc.), is measurable by means of certain
indicators and parameters although there are some debates as to their interpretation and accuracy
thus representation for a specific country (Global Gender Gap Index, Gender Inequality Index-GII,
Gender-related Development Index-GDI, Gender Empowerment Measure-GEM, Human
Development Index-HDI, etc.) and is compared between countries or societies.

One point may be noteworthy to make here is that almost all of these definitions, concepts
and indexes may imply somewhat universalism. Universalism argues that each person, by merit of
simply being a citizen, should be entitled to social benefits. This may mean approximating or
similarizing all the citizens, societies or countries. Do all the citizens (including women), or
societies (if not countries) have to bring themselves up to the same universal levels? While
comparing the countries, some of these indexes may be ruling out the religious, cultural or
individual preferences. For example, the whole World is facing globalization today which is causing
degeneration or loss in some values, and in some societies or countries these are not appreciated
fully but somewhat acknowledged due to global economic and political conjuncture. Similar
situation may be prevalent in gender equality. Meaning of life for some individuals (including some
women) in some societies or countries deviate depending on religion, culture and personal
preferences. Do we all have to be universalistic? What do the citizens / individuals, societies or
countries expect from life? What is more preferred by an individual in a society or country,
happiness with less wealth or unhappiness with more wealth? Women may be facing gender
inequality in a particular area but they may be happy as they are (due to beliefs etc.). In that case,
shall we consider them as victims of gender inequality? Thus, the indexes may be showing negative
results for gender equality, but if these are re-evaluated and implemented in terms of happiness
and personal preference (for individual, family, community), the results may be different. So, we
believe that these indexes should also take these preferences into consideration and be adjusted
accordingly. And some societies or countries should develop targeted solutions rather than just
following universal indexes as such. Because just following universal indexes and applying similar
solutions may not be effective in some countries and may result in spending unnecessary financial
resources. Targeting would be a better solution in a certain population.

It may not be possible to eliminate gender equality problem completely in a country.
However, what is important is, to eliminate it in our country at a level of generally accepted local
and universal values, we must develop new countervailing preferential strategies, policies and
plans or targeted solutions specific to our country and implement these as per our ability and
capacity and maintaining its sustainability.

Some of our proposals toward solution of the problems were given above. In order to do this,
our recommendation is to follow the processes given below step by step or coordinately as a joint
effort by all stakeholders:

- Eliminate all unrecorded employment and develop measures to record everything related to
employment.

- Implement effective methods toward collecting real/actual statistical data to understand the
nature, extent and causes of gender-based inequalities in Turkey in terms of their structural
dimensions and diverse patterns.

- Generate a good data base and measure accurate/correct data from field.

- Analyze the data by effective assessment methods.

- Consider and identify the interconnections between different causes like sociologic,
cultural, economic, political, pedagogic factors and practices that create gender inequality.
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- Identify our country’s strengths, neutrals and weaknesses, threats and opportunities to
eliminate this problem.

- Identify and prioritize the possible preventions and solutions in the direction of eliminating
gender inequality or for propagation of gender equality and put them into practice as per our
capability and capacity.

- One danger in gender mainstreaming is that large compromises can be made for small
gains. So, assess and evaluate the scope and impact of the achievements of these measures and
solutions applied in our country till today. Assessing the implications of any planned action
(including legislation, policies or programs) in all areas and at all levels should be our strategy for
making both women and men’s concerns and experiences an integral dimension of the design,
implementation, monitoring and evaluation of policies and programs in all political, economic and
societal spheres.

- Revise/re-evaluate the solutions and re-define the preferential measures for sustainable
solution

It is our belief that such a methodology will enable to alternative conceptualizations of
persisting problems and the contextualization of gender equality issues in different theoretical and
comparative frameworks and thus lead to developing proposals for new countervailing strategies.
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AHaIN3 U MPEJIOKEeHU PELIeHU M0 MPodJieMaM COIUAIBHOTO PABEHCTBA
B Ou3Hec cpeae B Typriuu

1 Aiiire Kocabacaxk
2Kymanu Kankaun

YuausepcureT bacapu, gaxysibpTeT MeHe KkMeHTa, Typrusa
JIOKTOp HayK, JOLIeHT

2YHuBepcuteT MesiaHa, Typuusa

JIOKTOp MeIMLINHCKUX HayK

AnHoTtamusa. C mpobeMoi reHIEpHOTO HEPABEHCTBA CTAJIKUBAIOTCSA BO BCEM MHUPE, B TOM
yucsie B Typuuu. Hapsiny ¢ 9TUM BO3HHKaeT JApyras mpobjemMa — IM0JoBasi AUCKPUMUHAIUK U,
CIe/I0OBATEIbHO, HEPABEHCTBO U HECIPABEJIMBOCTh B IIPEIOCTAaBJIEHUN BO3MOMKHOCTEH, C
KOTOPBIMU CTAJIKUBAIOTCS KEHIUHBI B 00IecTBe. DTO IPOSAB/AETCA B PasjMUHBIX (opMax B
JIeJIOBOM JKU3HU WM Ha paboueM mecTe (HepaBeHCTBO B cdepe 3aHATOCTH, 3apabOTHOM ILIATHI,
COIMAJIbHBIX ITOCOOMI M 00pa30BaHUs, a TaK)Ke MPEISATCTBUA B KaphepPHOM POCTE, YBOJIbHEHHH,
CEeKCyaJIbHBIX JIOMOTaTeJIbCTBaX/IpecielOBaHN,/ TPUTECHEHUH U JAp.). ABTOPHI TPOBOJAT
HccIeloOBaHKe 0 JAaHHOUW MpobJieMe U aloT OIeHKY C TOYKU 3DEeHHs T'eHJIEPHOTO PaBEeHCTBa, C
KOTOPBIMHU CTAJIKUBAIOTCSA JKEeHITUHBI B Typiyiu, 0cOOEHHO B JIeJIOBOH KU3HU. [[J1s 3TOH 1e1u ObLI
MPOBEJIEH aHaJIN3 TEKYIeH CUTyallid U CAeJIaHbl BBIBOJABI COTJIACHO HMCTOPUYECKUM JaHHBIM,
MIpEJICTaBJIEHbl CTAaTUCTUYECKHE CPAaBHEHHS IIPOTHUB CPEHEMHUPOBBIX, OOCYKIAeTcsi B KaKHX
obJracTsAX Ae0BOM JKWU3HU IMpobsiemMa Haubojiee OYeBHJIHA, B CBSA3U C Y€M, 3TO IIPOUCXOIUT,
aHAJIM3UPYeTCs MPUYMHA YCTOUUUBOCTH U C/IBUTH K yJTydllieH!0. Ha ocHOBaHWY HAIIIMX BBHIBOJIOB,
IIpEe/ICTaBIEHbl PEKOMEHAAIIUH /ISl BO3MOKHBIX PEIIeHHU 110 3TOMY BOIIPOCY.

KiaroueBble cJyioBa: TeHJEPHOE PaBEHCTBO, TeHJEPHOE HEPaBEHCTBO, II0JIOBas
JUCKpuUMUHaIus, Typiius.
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