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TESEV Genel Direktora

Kadinlarin glclendirilmesi icin ekonomik hayata

esit katilimlari ve calisma yasamindaki konumlarinin
iyilestirilmesi son derece énemlidir. Turkiye'de
kadinlarin istihdama katilim oraninin son yillardaki
gorece artisi olumlu bir gelismedir. Ne var ki, kadin
istihdamina iliskin veriler incelendiginde kadin issizlik
oraninin erkek issizlik oranindan bir hayli yiksek oldugu
da gorilmektedir. Bunun yani sira istihdam edilmeyi
basarmis kadinlarla erkekler arasindaki ortalama Ucret
farklari ve Gst dizey pozisyonlara cikildiginda kadin
sayisinin carpicl oranda az olmasi; isglicl piyasasinda
toplumsal cinsiyet esitsizliklerinin farkli boyutlariyla
derinlemesine incelenmesini dnemli kilar.

TESEV'in isve¢ Baskonsoloslugu ortakligiyla yiriittigi
“Ust Diizey Karar Almada Kadin Katilimi” projesi:
kadinlarin kamu, 6zel ve sivil sektorlerde karar alma
pozisyonlarina erismelerinin dndndeki engel ve firsatlar
analiz ederek, bu pozisyonlarda toplumsal cinsiyet
esitligi saglamak Gzere politika 6nerileri gelistirmeyi
hedeflemistir. Projeyi benzerlerinden ayiran ilk

ozelligi; Gst dlzey kadin varligini tarihsel dontsim,
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AB Ulkelerine gore konumu ve sektorel olmak Gzere

Uc eksen Uzerinden incelemesidir. Boylece bulgular
btinlikla bir resim ortaya cikarmaktadir. ikinci olarak,
farkli sektorlerdeki Ust diizey kadinlarla yapilan yiz
ylze gorismeler vesilesiyle kadinlarin bulunduklari
pozisyona gelme yolculuklari, yasadiklari sektorel zorluk
ve firsatlar ortaya konmustur.

Bu calismanin sonuclarini toplumsal cinsiyet politikasi
Ureten karar alicilar, kadin katilimi konusunda calisan
arastirmacilar ve ilgili tim kesimlerle paylasmaktan
blyik memnuniyet duyuyoruz. Bu dederli calismanin
gerceklesmesi icin TESEV'e destek olan istanbul isvec
Baskonsoloslugu'na ve gorismeler icin bize zaman
ayiran degerli Gst dizey karar alici kadin ve erkeklere
cok tesekkir ederiz.

Bu calisma sonucunda ortaya cikan bulgular bu alanda
yapilacak yeni calismalara ihtiyac duyuldugunu acikca
gostermektedir. TESEV, kadinlarin ekonomik, sosyal
ve siyasi hayata katilimlarini glclendirme amacli,
bulgu bazli politikalar Gretmeye yonelik calismalarina
onimuzdeki donemde de devam edecektir.



TESEV Executive Director

It is highly important for women'’s empowerment that
their equal participation in the economic sphere and
position in working life is improved. The increase in
women’s access to employment in Turkey of the recent
vears is a positive development. Yet, analysing data on
women’s employment, it also becomes clear that women'’s
unemployment is significantly higher than that of men’s.
Moreover, the average pay gap between women who have
succeeded in entering employment and men, and the
remarkably low numbers of women in high-level decision
making positions deems it crucial to analyse gender
inequalities in the labour market in depth and from a
multitude of levels.

The “Women’s Participation in High-Level Decision
Making” project, carried out by TESEV in partnership
with the Swedish Consulate General, has aimed to devise
policy recommendations to secure gender equality in
decision making positions by analysing the barriers and
opportunities that women face in public, private and
civil sectors in accessing to these positions. The first
aspect that distinguishes this project from its likes is in
investigating the presence of women high-level decision
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makers along three axes: historical transformation,
relative standing with EU countries and sectoral. In this
way, findings form a complete picture. Secondly, through
face-to-face interviews with women high-level decision
makers from different sectors, women'’s journeys and the
sectorial hardships and opportunities they have faced have
been revealed.

We are pleased to share the results of this study with
policy makers on gender issues, researchers working on
women’s participation and all other relevant stakeholders.
We would like to extend our gratitude to the Swedish
Consulate General in Istanbul for their support in allowing
this valuable study to happen, and to the esteemed
high-level decision making women and men who made
time to participate in the interviews.

The findings of this study clearly suggest the need to
undertake new studies in this area. TESEV will continue
its efforts in the upcoming period to produce data-driven
policies that aim to strengthen women’s participation in
economic, social and political life.



YONETICI OZETI

Bu raporda toplumsal cinsiyet esitligini farkli sektorlere
ayni anda bakarak bitinctl degerlendiriyor ve ¢6zim
dnerileri sunuyoruz. isvec istanbul Baskonsoloslugu’nun
destegiyle yirittigimiz projede, dncelikle, Avrupa
Toplumsal Cinsiyet Esitligi EnstitGsid’ndn (EIGE) dizenli
olarak topladigi ve paylastigi veri isiginda Tarkiye'de
siyaset, kamu yonetimi, yerel yonetimler, sivil toplum
orgutleri, sendikalar, is dlinyasi, medya, yargi ve
editim/bilim/arastirma alanlarinda st diizey karar alic
kadinlarin oranlarina bakiyoruz. Bu oranlari hem tarihsel
dontsimleriyle hem de Avrupa Birligi Glkelerinin
oranlariyla kiyaslayarak genis niceliksel baglamlarinda
inceliyoruz. Ardindan bu alanlarda Ust dizey karar

alici kadinlarla (eder yoksa erkeklerle) derinlemesine
gorlsmeler yapip Turkiye'de kadin katilimi Gzerine
niteliksel bir degerlendirme yapiyoruz.

Bu goriismelerde 6ncelikle Gst diizey karar alici
kadinlarin deneyimleri Gizerinden o pozisyona
gelebilmeleriigin;

« Kadinlarin heniiz cocukken ailede esit ve 6zgir
yetistirilmelerinin

« lyi egitime erisimlerinin saglanmasinin

« Egitim ve kariyerlerinde toplumsal cinsiyete duyarli
erkek 6gretmen, is arkadaslari, patronlarin artmasinin

* Tutku, caliskanlik, disiplin ve azmin

* Toplumsal cinsiyet farkindaliginin artmasinin 6nemini
gorduk.

Ardindan, st diizey karar alici kadinlar; kadinlarin
egitim, istihdam ve karar mekanizmalarina katilimi
oniindeki engelleri ve firsatlari degerlendirdiler.
Goriistiigiimiiz kadinlara gore;

Engeller

« Sorunlu politikalar

« Kilttrel engeller

e Evisi sorumlulugu ve bakim yik(

* Calisma saatleri ve lojistik engeller

Firsatlar
* Calisma dnyasinda esitleyici yenilikler
- Kadinlarin istihdam pazariicin ayirt edici 6zellikleri

« Artan toplumsal cinsiyet esitligi farkindaligi ve
savunuculuk etkinlikleri
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Son olarak, Ust diizey karar alici kadinlar Tirkiye'de
kadin katilimini artirmak icin dnerilerini sundular:

- Kadin Katiimini Artirmak icin Politika Onerileri

« Kiz ve erkek cocuklarin kaliteli egitime erisimi
kolaylastiriimali

* Toplumsal cinsiyet esitligi kavrami ders kitaplarina
eklenmeli

« Bakim yUk( destegi ve kres hizmeti sadece kadinlara
degil ebeveyne verilmeli

* Kresler sadece is yerleriyle sinirli olmamali,
mahallelerde de olmali

« Is yerinde kres uygulamalari daha siki kurallar ile
dizenli takip edilmeli ve is yerlerinde st odasi ayrilmali

« Kadinlarin istihdama katilimi, erkeklerle esit kosullarda
saglanmali

* Yerel yonetimlerde toplumsal cinsiyete duyarli strateji
ve butce planlamasi yapilmali ve uygulanmal

- Kadin 6rgutleri, kadin karar alicilar ve kadin

uzmanlardan politikalar icin gorisleri alindigi gibi
uygulama ve izleme strecleri de katilimci olmall.

- Toplumsal Cinsiyet Esitligi Farkindaligi ve

Savunuculugu icin Oneriler

 Toplumsal cinsiyet esitligi aleyhine dzellikle dizi,
reklam gibi medya Grtnlerinin verdigi mesajlar
degismeli

* Toplumsal cinsiyet esitligi ve kadin katilimi icin
yapilacak farkindalik ve savunuculuk etkinliklerini erkek
liderler de desteklemeli

« TBMM'deki cinsiyetci dil degismeli

- Yargl alaninda, ilgili paydaslar ilgili bakanlik ve
kurumlara toplumsal cinsiyet esitligi savunuculugu
yapmali

* Karar alma pozisyonlarinda kadinlarin ve erkeklerin
birlikte calismalari tesvik edilmeli

- Son olarak, Ust diizey karar alici kadinlar, kadinlart:
« Bireysel micadele ve cesarete
« Kadin katilimini artirmak icin kadin dayanismasina

 Toplumda daha somut bir etki ve karsiliginda
daha bulyk bir destek bulabilmek icin 6rglitlenmeye
davet ediyor.



EXECUTIVE SUMMARY

In this report, we enquire into the issue of gender
equality by investigating different sectors at once to
offer recommendations for improvement. In this project,
which is supported by the Swedish Consulate General in
Istanbul, we first examine, in light of data gathered and
disseminated by European Institute for Gender Equality
(EIGE), the percentage of women high-level decision
makers in Turkey’s politics, public administration, local
government, civil society organizations, social partners,
business, media, judiciary and education/science/research.
We compare these rates in their historical transformation
and with the rates of European Union countries, thus
inspecting them in their wider quantitative context.

Next, we conduct in-depth interviews with women (if
not present, men) high-level decision makers in these
areas to carry out a qualitative assessment of women’s
participation in Turkey.

In these interviews, through the experiences of women
high-level decision makers in Turkey, we first saw the
importance of;

* Raising girls as free and equal in the family
« Enabling their access to quality education

* Increasing the number of gender sensitive male teachers,
colleagues and bosses throughout women’s education
and career

* Passion, hard work, discipline and motivation

* And increasing the level of gender awareness.

Next, women high-level decision makers evaluated
barriers and opportunities for women’s participation
in education, employment and decision making
mechanisms:

Barriers

* Problematic policies

e Cultural barriers

* Housework and care responsibilities

 Work hours and logistical barriers

Opportunities

« Developments in working life with equalizing effects
» Women’s distinctive qualities in labour market

* Increasing gender awareness and advocacy initiatives
Finally, women high-level decision makers made

recommendations for increasing women'’s participation in
Turkey:
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- Policy Recommendations for Increasing Women'’s
Participation

* Access to quality education for girls and boys must be
facilitated

« Concept of gender equality must be added to textbooks

* Care support and day-care services must be granted not
just to women but to parents

« Day-care centres should not be limited to workplaces;
neighbourhoods must also have day-care centres

* Day-care facilities in workplaces should be monitored
more strictly and more regularly and there should be a
separate lactation room in workplaces

* Women'’s access to employment must be enabled

on equal terms as men

* Local governments must devise and implement gender
sensitive strategies and budgeting

» Women’s organizations, women decision makers and
women experts must be consulted in policy making and
their participation enabled in the implementation and
monitoring processes

- Recommendations for Gender Equality Awareness
and Advocacy

 Media products, particularly TV series and
advertisements must change their gender insensitive
messages

* Male leaders, too, must support awareness and advocacy
initiatives in favour of gender equality and women’s
participation

« Sexist language in parliament must change

* In judiciary, relevant stakeholders must advocate for
gender equality to relevant ministries and institutions

* Mixed gender working conditions must be promoted at
workplaces

- Finally, women high-level decision makers invite

other women to

* Individual struggle and courage

» Women'’s solidarity to increase women’s participation

 Organize for more concrete effects and in turn wider
support for gender equality
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Tiirkiye’de Ust Diizey
Karar Alici Kadinlarin
Baglamsal Sunumu

Bu raporda, Tirkiye'de Ust diizey karar alici
pozisyonlardaki kadinlar kimdir ve bulunduklari yerden
bakinca kadinlarin egitime, istihdama ve karar alma
mekanizmalarina katilimini nasil degerlendirirler
sorularina yanit ariyoruz. Bunun icin, siyaset, kamu
yonetimi, yerel yonetimler, is dinyasi, sivil toplum
orgutleri, sendikalar, medya, yargl ve son olarak
egitim/bilim/arastirma alanlarindaki Gst dizey

karar alici kadinlarla yaptigimiz goriismelerde farkli
bakis acilarindan kadin katilimi 6ntndeki engeller

ve firsatlar Gzerine konustuk ve toplumsal cinsiyet
esitliginin saglanmasi icin ¢c6zim 6nerilerini topladik.
Bu niteliksel bir calisma oldugundan 25 derinlemesine
gorisme ile sinirli. O nedenle, gorismelerdeki fikirleri
daha iyi anlayabilmek icin 6ncesinde, niceliksel veri

ile TUrkiye'de Ust dlizey karar alici kadin baglamina
bakmakta fayda var. EIGE'nin diizenli olarak topladidi
ve paylastigi Ust dizey karar alici kadinlar verisi 1siginda
Tarkiye'deki baglami, Avrupa Birligi'ne de kiyasla gorip
degerlendirerek basliyoruz.

EIGE, Avrupa Birligi politikalari ve inisiyatifleri
cercevesinde, toplumsal cinsiyet esitligi hakkinda

veri toplayan, inceleyen, isleyen ve Urettigi bilgiyi
yayginlastiran, 2006’da kurulmus 6zerk bir kurumdur.
EIGE, veriye dayali politika yapma sireclerini
desteklemek icin, toplayip isledigi veriyi hem tarihsel
hem de Ulkelerarasi karsilastirmaya uygun ve kullanici
dostu bir sekilde web sitesi' Gzerinden paylasiyor.
Toplanan veri uluslararasi, Avrupa, ulusal, bolgesel ve
yerel boyutta olabiliyor. EIGE cografi kriterini zaman
icinde genisleterek, ginimuzde 28 AB Ulkesi, 7 Katilim
Oncesi Mali Yardim Araci faydalanicisi (IPA) (lke (bes
aday: Karadag, Makedonya, Arnavutluk, Sirbistan ve
Tarkiye ile iki aday adayi: Bosna Hersek ve Kosova)
ve geri kalan ¢ Avrupa (lkesi Norveg, izlanda ve

1 https://eige.europa.eu

Lihtenstayn olarak toplam 38 Glkeyi kapsiyor. Karar alma
pozisyonlariicin, EIGE siyaset, kamu yonetimi, yargi, is
dlnyasi ve finans, sendikalar ve STK'lar, cevre ve iklim
degisimi, medya ve egditim/bilim/arastirma alanlarinda
veri topluyor. Bu veri Avrupa ve ulusal boyutta karar
alici pozisyonlarda 3 ayda bir, en buyk sirketlerde yilda
iki kere, diger tim alanlarda ise her yil gincelleniyor.
Verinin karsilastirilabilir olabilmesiicin EIGE her Glkeden
muadil kurum seciyor. Her alanda hangi tlkede hangi
kurumlara bakildigi ise web sitesinde her kriter icin
erisilebilir sekilde yayinlaniyor.

EIGE'nin verisiyle Tlrkiye'de st diizey karar alici
kadinlarin oranini hem tarihsel olarak hem de AB
Ulkelerine ve AB ortalamalarina kiyaslayabiliyoruz.

Bu niceliksel veri 1siginda, ayni alanlarda yer alan st
dlzey kadin karar alicilar ile yaptigimiz derinlemesine
gorismelerle Turkiye'de Ust dizey karar alici
pozisyonlarda kadin — erkek esitligi hakkinda niteliksel
bir degerlendirme de yapabiliyoruz. Bunun icin, EIGE
verisiyle uyumlu olabilmesi amaciyla mimkin oldugu
kadar ayni kriterlerle 2018'de siyaset alaninda; siyasi
parti, ulusal parlamento, kamu yonetiminde; Gst dlzey
memurluk, yerel yonetimlerde; bliytksehir belediyesi,
is diinyasinda; BIST 50'ye giren sirket, sivil toplum
orgitlerinde; dernek ve vakif, sendikada; sendika
konfederasyonu, medyada; medya grubu, yargida; baro,
Yargitay, Danistay, Cumhuriyet Bassavciligl, egitim/
bilim/arastirmada; bilim arastirma ve destek kurumlari,
Universite olmak Uzere, Ust dizey karar alici kadinlar
ve eger ilgili pozisyonda kadin yoksa o pozisyondaki
erkeklerle toplam 25 derinlemesine gorisme yaptik.
Niteliksel dederlendirmeye gecmeden 6nce asadida,
EIGE verisiyle tarihsel ve AB karsilastirmali olarak
Tlrkiye'de st dlizey karar alici kadinlarin baglamina
bakiyoruz.



SECTION 1

WOMEN'S
PARTICIPATION —
IN HIGH-LEVEL

DECISION ——
MAKING

Introduction

Contextual Background
of Women in High-Level
Decision Making in Turkey

In this report, we seek answers to questions who women
high-level decision makers in Turkey are and how they
evaluate women’s participation in education, employment
and decision making mechanisms. To achieve this, we
interviewed women high-level decision makers in politics,
public administration, local government, business, social
partners, civil society organizations, media, judiciary

and education/science/research. In these interviews,

we had conversations on barriers and opportunities for
women'’s participation from different points of view, and
gathered recommendations for achieving gender equality.
As this is a qualitative study, it is limited to 25 in-depth
interviews. Therefore, it is beneficial to first examine
women’s participation in decision making in Turkey using
quantitative data, in order to better understand the

ideas present in the interviews. Below, we begin with a
comparative assessment of women in high-level decision
making in Turkey and the European Union (EU), using data
collected regularly and disseminated by EIGE.

Founded in 2006, EIGE is an autonomous institution that
collects, analyses, processes and disseminates data on
gender equality within the framework of EU policies and
initiatives. To support data-driven policy making processes,
EIGE shares the data it collects and analyses on its website?
in a way that is user-friendly and suitable for historical and
cross-country comparison. The data collected can be at
the international, European, national, regional and local
levels. Having expanded its geographical reach over time,
EIGE now encompasses 38 countries comprising 28 EU
countries, 7 Instrument for Pre-Accession Assistance
(IPA) beneficiary countries (5 candidates: Montenegro,
Macedonia, Albania, Serbia and Turkey, 2 potential
candidates: Bosnia and Herzegovina and Kosovo) and

3 remaining European countries, Norway, Iceland and

Lichtenstein. For decision making positions, EIGE collects
data on politics, public administration, judiciary, business
and finance, social partners and civil society organizations,
environment and climate change, media, and education/
science/research. These data are renewed quarterly for
decision making positions at the European and national
levels, twice a year for the largest companies and once

a year for all other areas. For data to lend itself to
comparison, EIGE selects equivalent institutions from each
country. The selected institutions for each country in all
areas and criteria can easily be accessed on the website.

With the data from EIGE, we can compare the percentage
of women high-level decision makers in Turkey both
historically and with those of EU countries. In light of

this quantitative data, we can also make a qualitative
assessment of gender equality in high-level decision
making in Turkey through in-depth interviews with women
high-level decision makers in the same areas. To this end
and in line with EIGE data, we conducted 25 in-depth
interviews with women (if not present, men)

high-level decision makers. In politics, we met with
decision makers from political parties and national
parliament; in public administration, high-level
bureaucracy; in local government, metropolitan
municipality; in business, BIST 50 companies; in civil
society organizations, associations and foundations, in
social partners, union confederations; in media, media
group; in judiciary, bar, Supreme Court, Administrative
Court and Office of Chief Public Prosecutor; in education/
science/research, scientific research and support
organizations and university. Before moving on to the
qualitative analysis, we first look at the historical and EU-
comparative context of women high-level decision makers
in Turkey using the EIGE data.

2 https://eige.europa.eu



Siyaset

Siyasi Parti Baskanlari

Siyasi parti baskanliklarinda, TBMM'de %98 oraninda
temsil edilen 5 partiye bakildiginda (AK Parti - CHP -
MHP - HDP - iYi Parti) 6 genel (es) baskanin ikisi kadin.
AB Ulkelerinde bu oran 1/5'in altinda.

Milletvekilleri

Siyasi parti baskanliklarindaki umut verici tablo
milletvekili sayisina yansimiyor. Tirkiye'de kadin
milletvekili orani 2006'da %3 civarindan 2018'de ancak
%17'ye yikseliyor. AB Ulkelerinde ise %30 oraninda
kadin milletvekili var. Bunun yaninda Turkiye Blyuk
Millet Meclisi’'nin hic kadin baskani olmamis.
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Grafik1 Kadin milletvekili oranlari
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2 of the 6 (co-)leaders of the 5 political parties representative
of 98% of those (AK Parti - CHP - MHP - HDP - Y] Parti)
sitting in The Grand National Assembly of Turkey (TBMM)
are women. The proportion in EU countries is below 1/5.

The hopeful picture in party leadership does not reflect
in the number of women members of parliament. The
percentage of women parliamentarians rises from
around 3% in 2006 to only 17% in 2018. On the other
hand, around 30% of parliamentarians in EU countries
are women. Moreover, TBMM has never had a woman
president.
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Kamu Yonetimi

Tirkiye'de bakanliklarda bakan, bakan yardimcilari, As of 2018, the percentage of women in Turkey’s ministries,
genel midurlik, daire baskanlari ve birim baskanliklari including minister, deputy ministers, general directorates,
dahil kadin orani 2018 yili itibariyla %7,8. Tarihsel heads of department and heads of division is 7,8%. As we
degisimi sayilariyla inceledigimizde, son yillardaki examine the numbers in their historical transformation,
gorece artisin bakanliklardaki pozisyonlarin azaltilmasi we understand that the relative increase in rates in recent
nedeniyle ortaya ciktigini anliyoruz. Ornegdin 2017'de vears is the result of the reduction in the number of ministry
116 pozisyonun 3'Gnde kadin ile oran %2,6 iken, positions. For instance, while in 2017 the percentage of
2018'de 51 pozisyonda 4 kadina dontserek %7,8 women was 2,6% with 3 women out of a total of 116, in
oldugunu goériyoruz. 2018 it became 7,8% with 4 women out of a total of 51.
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Grafik2 Bakanhklarda iist diizey biirokratlar arasinda kadin oram



Yerel Yonetimler

2017'de belediye meclis tyeleri ve belediye baskanlari In 2017, the percentage of women municipal council

dahil bakildiginda Turkiye'de kadin orani % 10,7. members and mayors combined was 10,7%. In the EU, the
AB’de ise bu oran %32 seviyesinde. Yalnizca belediye percentage is around 32%. When we look solely at women
baskanlarina bakildiginda ise Turkiye'de oran %2,7, mayors, the percentage is 2,7% in Turkey and 15% in the EU.

AB'de ise %15.
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Is Diinyasi ve Finans

Merkez Bankasi
* TUrkiye'de Merkez Bankasi'nda yalniz bir kez kadin
meclis Uyesi olmus.

« Banka Meclisi ve Para Politikasi Kurulu'nda 2005-
2018 yillari arasinda hic kadin Gye bulunmazken AB
Ulkelerinin benzer kurullarinda 1/5 oraninda kadin Uye
var.

is Diinyasi

BIST 50 endeksine gore en blyik sirketlere
baktigimizda, Tlrkiye'de Yonetim Kurulu Gyelerinin
2005'de %7'si kadin iken glinimUzde bu oranin %14
oldugunu gorlyoruz. AB Uyelerinde ortalama ise 2005
yilinda %9,8 iken 2018 yilinda %26,2. Yonetim Kurulu
Baskanlar'nda bu oran %6 civarinda. Ayni kriterde %7,5
ile AB Ulkelerinde de oran oldukca distk gorindyor.
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Turkiye'de 2018 itibariyla BIST 50 endeksindeki

sirketlerde kadin CEO bulunmuyor. AB’de ise bu oran %6.
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* Central Bank of Turkey has only had one woman council
member.

* Neither the Board nor the Monetary Policy Committee
had a woman member between 2005-2018. Similar
committees in EU countries have 1/5 women members.

Looking at the BIST 50 Index, while in 2005 7% of board
members in Turkey were women, today the rate is 14%.
As for EU countries, the rate was 9,8% in 2005. It is 26,2%
in 2018. For chairpersons, the rate is around 6% in Turkey
and just as low in the EU, 7,5%.
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As of 2018, there are no women CEOs at any of BIST 50
companies. In the EU, on the other hand, the rate is 6%.
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Sendika

Sendikalara bakildiginda 2018 yili itibariyla isci sendika In 2018, the percentage of women employee organization
baskanlari son iki yilda ikiye katlanarak, %35'e ulasiyor. presidents double, reaching 35%. In this indicator, Turkey
Bu kriterde Turkiye, %28,4 olan AB ortalamasinin Gstlin- /s above the EU average of 28,4%. On the other hand,

de. isveren sendikalarinda ise 2016 yilinda kadin baskan there were no women employer organization presidents in
yokken, 2018 yilinda %7 oraninda kadin var. AB'de bu 2016, while in 2018 the rate was 7%. The EU rate is 16%.

oran %16.
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Medya

Radyo Televizyon Ust Kurulu (RTUK) ve TRT'de 2014 Radio and Television Supreme Council (RTUK) and the public
- 2018 arasi ne kadin baskan ne kadin dye yer aliyor. broadcaster Turkish Radio Television (TRT) have had neither
AB ortalamalarinda ise denk kurumlarda 1/3 oraninda a woman president nor any woman members between
kadin var. 2014-2018. In similar EU institutions, the rate is 1/3.
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Yargi

Kadin Yargitay Uye sayisi AB ortalamasinin 25 puan The percentage of Turkey’s women Supreme Court members
altinda. 2005 yilinda %4 kadin Yargitay Uyesi varken, bu is 25 points below the EU average. The percentage of
oran 2010 yiinda %24'e cikiyor ve 2018'de %15,6'ya women Supreme Court members in 2005 was 4%, reaching
geriliyor. 24% in 2010 and is back to 15,6% in 2018.
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Grafik11 Kadin Yargitay iiye sayisi

AB 28 ve Avrupa Ulkelerinin timinde Anayasa The percentage of women Constitutional Court presidents
Mahkemesi Baskani kadin Glkelerin orani yalnizca 1/4. in the whole of EU 28 and European countries is only
Turkiye'de 2005-2007 yillari arasinda mahkemenin 1/4. Turkey had a woman Constitutional Court president
baskani kadin. Kesintisiz son 11 yildir mahkemenin between 2005-2007. In the last 11 years, Constitutional
baskani erkek. Court presidents have been exclusively men.

Kadin Danistay Baskani orani AB Ulkelerinde %10 The percentage of women Administrative Court
civarinda. Turkiye'de son 6 yildir kadin baskan var.* presidents is around 10% in EU countries. Turkey has had

a woman president for the last 6 years.*
Tlrkiye'de 2003'ten bu yana hic kadin Yargitay

Cumbhuriyet Bassavcisi olmamis. AB (lkelerinde ise Turkey has not had a woman General Prosecutor of the
kadin bassavci orani 1/4. Supreme Court of Appeal since 2003. On the other hand,
* Diizeltme: Raporun basili versiyonundaki "4 yildir kadin baskan var" ifadesi the proportion in EU countries is 1/4.
elektronik versiyonda "6 yildir kadin bagkan var" seklinde diizeltilmistir. *Correction: The sentence that previously stated "there is a woman president
for the last 4 years" in the print version of the report has been corrected as "for
the last 6 years" in the electronic version.



Egitim/Bilim/Aragtirma Education/Science/Research

Bilim Akademileri National Academies of Science

2018 yilinda Tirkiye Bilim Akademisi (TUBA) baskani In 2018, the head of Turkish Academy of Sciences (TUBA)
erkek ve Konsey Uyeleri arasinda kadin bulunmuyor. is a man and there are no women council members.
Arastirma Destek Kurumlari Research Support Organizations

EIGE 2018 yili itibariyla veri setine TUBITAK, KOSGEB As of 2018, EIGE adds to its dataset The Scientific and

ve Turkiye Teknoloji Gelistirme Vakfi'ni (TTGV) Technological Research Council of Turkey (TUBITAK),

dahil ediyor. Her ¢ kurumun tiim baskan ve Gyeleri Small and Medium Enterprises Development Organization
dederlendirildiginde %5 oraninda kadin gériyoruz. of Turkey (KOSGEB) and Technology Development

AB’de ise bu oran yaklasik %39. Foundation of Turkey (TTGV). When we consider the

gender composition of the directors and members of all
three institutions combined, the percentage of women is
5%. In the EU, on the other hand, the rate is nearly 39%.

45
Grafik12
40
Aragtirma
35 destek
20 kurumlarinda
kadin ilye oram
25 Graph12
20 Percentage
of women
15 members at
0 research support
organizations
5
@
0 L —
AVRUPA BIRLIC TURKIYE i o)
EUROPEAN UNION TURKEY /7L _1==\\
Rektorlik Rectors
1981'de kurulan Yiiksek Ogrenim Kurulu’nun (YOK) Since its establishment in 1981, The Council of Higher
baskanlari arasinda ise kadin bulunmuyor. Education (YOK) has never had a woman president.
Vakif Universiteleri rektdr orani yaklasik %20 iken, The percentage of women rectors at universities with
Devlet Universiteleri'/nde bu oran %3 seviyesinde charity status is 20%, while it stagnates at 3% for public

kaliyor. universities.




Gevre ve iklim Degisikligi

EIGE cevre alaninda kadin karar alicilari diger kamu By separating women decision makers on environmental
gbrevlerinden ayirarak bir acidan bu alanin énemine issues from other public servants, EIGE in a way draws
dikkat cekiyor. Tlrkiye'de 2012 -2018 yillarr arasinda attention to the significance of this area. Turkey did not
gbrev yapan kadin bakan bulunmuyor, Ust dizey have any women ministers in this area between 2012-
birokratlarin da yalnizca %11'i kadin. AB’de bu alanda 2018, while only 11% of high-level bureaucrats were
bakan orani %24, blrokrat orani ise yaklasik %42. women. In the EU, the percentage of women ministers is

24% and that of bureaucrats is 42%.
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Birlesmis Milletler iklim Degisikligi Cerceve Sozlesmesi In contrast, the percentage of women sitting in the
(BMIDCS) kapsaminda toplantilara katilan Tirkiye national delegation for Turkey at conferences on the
delegasyonunda kadin Gye orani %30. Bu kriterde AB United Nations Framework Convention on Climate Change
ortalamasi %47. (UNFCCC) is 30%. The EU rate is 47 %.
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Bu raporda o6ncelikle sayilari oldukca az olan Ust diizey
karar alici kadinlarin gorinarligini saglamayi, kadin
katilimricin engeller ve firsatlar hakkinda fikirlerini
almayi ve toplumsal cinsiyet esitligi icin ¢c6zim
onerilerini toplamayi amacliyoruz. Bunun yaninda,
yukaridaki veri ve karsilastirmalar kuskusuz bircok soru
ve tartismaya da alan aciyor. Soyle bir baktigimizda,
ornedin, yukaridaki Turkiye - AB kiyaslamasinda, AB'de
kadin-erkek esitliginin istikrarli bir sekilde ilerledigi,
Tirkiye'de ise inisli cikisli bir stirec oldugu acikca
gorilidyor. Bunun nedeni dogru hazirlanan ve uygulanan
toplumsal cinsiyet esitligi politikalari olabilir mi?

Freedom House tarafindan hazirlanan Uluslararasi
Ozglrliik Raporlar'nin 2018 versiyonunda Avrupa
Glkelerinin cogunlugunun 6zgir kategorisine girdigini
goriyoruz. 2018 skoru 100/100 olan G¢ Avrupa Glkesi
Finlandiya, isvec ve Norvec ile ayni raporda skoru
32/100 olan Turkiye'yi, ayni yil, medya alaninda st
dlzey karar alma pozisyonlarindaki kadin-erkek esitligi
kriterinde kiyasladigimizda aralarinda ¢ok buyk bir fark
gorlyoruz. Medyada Ust dliizey karar alma pozisyonunda
kadin-erkek esitliginin ifade 6zgirliguyle bir ilgisi
olabilir mi?
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Bir baska soru, Turkiye ile kiyaslana gelen Polonya'nin
istatistiklerine baktigimizda, 2004'te AB'ye lye olduktan
sonra kadin-erkek esitliginin istikrarli bir sekilde arttigini
goriyoruz. AB Gyeliginin toplumsal cinsiyet esitligi
politikalarinin gelistirilmesi ve uygulanmasinda olumlu
bir etkisi olabilir mi?

In this report, our primary aim is to enable the visibility
of women high-level decision makers whose numbers
are quite low, and to ask for their views on the barriers
and opportunities for women’s participation and their
recommendations for gender equality. Moreover, these
data and debates undoubtedly open up a host of other
questions and debates. For instance, in the above Turkey-
EU comparison, it is clear that gender equality in the
EU has moved forward consistently, while in Turkey the
process has been rocky. Can the reason for that be well-
devised and well-implemented gender equality policies?

In the 2018 Freedom in the World report prepared by
Freedom House, we see that most European countries
are in the category of free. When we compare the three
European countries, Finland, Sweden and Norway, which
have a score of 100/100 and Turkey, which has a score
of 32/100, against the background of gender equality

in high-level decision making positions in the media in
the same year, we see a large difference. Might gender
equality in high-level decision making in the media be
related to freedom of expression?

Fl SE NO TR

Another question,; looking at Poland, a country frequently
cast in comparison with Turkey, we see that gender
equality has improved steadily since accession in the EU
in 2004. Might EU membership have a positive effect on
planning and implementing gender equality policies?



Yargi
Yargitay baskan ve tyeleri

Supreme Court president and member

Medya
Dizenleyici kurulus baskan ve Uyeleri
Regulatory authority president and members

Polonya/Poland Tarkiye/Turkey Polonya/Poland Tarkiye/Turkey
2004 %8,3 = - =
2014 %271 %15,8 %0,0 %0,0
2018 %29,4 %15,6 %40 %0,0

Tablo 1: Polonya’da AB iiyeligi sonrasi yargi ve medya
alaninda iist diizey karar alicilar arasinda kadin oraninin
Tiirkiye ile karsilagtirmasi

Daha uzun zamandir AB Uyesi olan ve yine Tlrkiye ile
kiyaslana gelen Yunanistan, ispanya ve Portekiz'de
Tirkiye'nin son derece zayif oldugu yargi, finans ve
medya alanlarindaki kadin-erkek esitligi trendine
baktigimizda, (Portekiz'deki Medya dizenleyici kurulus
baskan /Uyeler kriteri haricinde) yine istikrarli bir
iyilesme goriyoruz. Bu Ulkelerdeki toplumsal cinsiyet
esitligi politikalarini ve uygulamalarini da yine daha
yakindan incelemek ilgin¢ olabilir mi?

Yargi

Yargitay baskan ve yeleri
Supreme Court president and member

Yunanistan/Greece

2004 % 2,0
2014 %36,1
2018 %48,7
Portekiz/Portugal

2004 %1,8
2014 %12,1
2018 %19,7
ispanya/Spain

2004 -
2014 %11,7
2018 %15,3

Finans

Merkez Bankasi baskani ve Gyeleri
Central Bank governor and members

Greece, Spain and Portugal are also frequently cast in
comparison with Turkey and have had EU membership

for longer. Looking at their gender equality trends in
Judiciary, finance and media, areas where Turkey performs
weakly, we detect a steady improvement in all areas

save for media requlatory authority president/members

in Portugal. Might it bear interesting results to examine
closely gender equality policies and practices in these
countries?

Medya

Duzenleyici kurulus baskan ve Gyeleri
Regulatory authority president and members

%8,3 -
%8,3 %28,6
%8,3 %33,3
%0,0 -
%0,0 %40
%33,3 %20
%16,7 -
%20 %40
%30 %40

Tablo 2: Yunanistan, Portekiz ve ispanya’da yargi, finans ve medya alanlarinda iist diizey karar alici kadin oranlan



Ayrica, EIGE verisini degerlendirirken basvurdugumuz
TUIK verisinde yetersizlikler oldugunu gérdik.

Ornedin, TUIK'in, Birlesmis Milletler Toplumsal Cinsiyet
Gostergeleri Minimum Setiicin topladigi veride "kamu
yasami ve karar alma” boélimua de bulunuyor. Bu
bélimde cinsiyete gore bakan ve milletvekili oranlari,
hakim, yonetici ve polis gruplariicin veri paylasiliyor. Bu
veri setiyle raporda incelenen alanlarin G¢l (bakan ve
milletvekili oranlari, hakim, yonetici) 6rttstyor. Ancak
TUIK'in veri setinde ilgili grubun karar alma seviyesini
gérmek mimkin degil. Ornegin TUIK verisinde 2017'de
hakimlerin %41,2'sinin kadin oldugunu goriyoruz, ancak
daha Ust dlzey karar alici pozisyonlari géremiyoruz. Bu
durumda da yukarida paylasilan EIGE verisine gore Ust
dlzey karar alma pozisyonlarindaki kadin oraninin cok
daha disuk oldugunu anlayamiyoruz. Verinin mimkin
oldugu kadar ayrintili toplanmasi ve paylasilmasi etkili
toplumsal cinsiyet politikalarini kolaylastirabilir mi?

Toplumsal cinsiyet esitligi politikalari ile ilgili sorular
elbette cesitlendirilebilir. Bu politikalarin dogru ve etkili
hazirlanabilmesi ve uygulanabilmesiicin ise kadinlarin
st dlzey karar alma pozisyonlarina gelebilmeleri
ondndeki sistematik sorunlari ve engelleri tanimlamak,
(belki de gbzden kacan) firsatlari gorindr kilmak
onemli. Bu raporda, Ust dizey karar alici kadinlarla
yaptigimiz gorismelerde iste tam da bunu amacladik.
Bundan sonra okuyacaginiz bolimlerin niteliksel
verisini topladigimiz gérismelerde Gst dizey karar
alici kadinlar yukaridaki kadin-erkek esitligi baglaminda
konustular. Oncelikle, ikinci bolimde okuyacaginiz,
kendi hikayelerini anlattilar. Bu hikayelerden toplumsal
cinsiyet esitligi icin gerekli kriterleri 6grendik. Ardindan,
Gclncil bolimde, kadinlarin egitim, istihdam ve

karar alma mekanizmalarina katiiminda engelleri

ve firsatlari degerlendirdiler. Bu degerlendirmeden
sistematik olarak kadinlarin micadele ettigi zorluklar,
karsilastiklari engeller, ama ayni zamanda umut verici
firsatlar hakkinda bilgi aldik. Raporun son boliminde
ise, katiimda toplumsal cinsiyet esitligi icin sunduklari
¢6zUm onerilerini derledik.

Finally, we saw that the data from TURKSTAT, which we
consulted whilst evaluating the EIGE data, is somewhat
inadequate. For instance, part of TURKSTAT s dataset for
the United Nations Minimum Set of Gender Indicators is
“public life and decision making”. In this section, there
are data on the percentage of ministers and members

of parliament, judges, leaders and police officers. This
dataset and the three areas (ministers and members

of parliament, judges, leaders) surveyed in this report
overlap. However, it is not possible to see the decision
making level of the relevant group in TURKSTAT's dataset.
For instance, the TURKSTAT data for 2017 shows that
41,2% of judges were women, but we do not know the
percentage of higher level decision makers. As such, we
have no way of telling, by simply looking at this dataset,
that the percentage of women high-level decision makers
is much lower, as the EIGE data shared above shows us.
Might collecting and presenting data in as much detail as
possible facilitate devising gender equality policies?

Of course, we can multiply these questions on gender
equality policies. For these policies to be devised and
implemented well and effectively, systematic problems
and barriers to women’s participation in high-level
decision making positions must be identified and the
(perhaps overlooked) opportunities made visible. In this
report, through our interviews with women high-level
decision makers, we have aimed for precisely this. In the
following chapters where we present the qualitative data
from these interviews, women high-level decision makers
spoke within the above context of gender equality. First,
they told us their personal stories, which you will read

in Section 2. Through these interviews, we found out
which criteria apply to gender equality. Next, in Section 3,
they evaluated barriers and opportunities for women’s
participation in education, employment and decision
making. We learned from this evaluation the hardships
and obstacles, but at the same time the opportunities that
women may encounter. In the final section, we gathered
the recommendations that they put forward for gender
equality.



UST DUZEY
KARAR I
ALMADA

KADIN .
KATILIMI -

Turkiye’nin
Ust Duzey
Kadin

Karar Alicilari

Tarkiye'de Ust dlzey karar alma pozisyonlarindaki
kadinlarla sohbetlerimizi iki temel soru etrafinda
tasarladik: “Kim bu kadinlar?” ve “Bulunduklari yerden
bakinca Turkiye'de kadin katilimini nasil goriyorlar?”. Bu
bolimde, ilk soruya verilen yanitlar isiginda, kadinlarin
st dizey karar alma pozisyonlarina katiimlarinin
oldukca kisitli oldugu bir Glkede o noktalara gelebilmis
kadinlarin hikdyelerini gorintr kiliyoruz. Bu hikayeler
Gzerinden, Ust dizey karar alici pozisyonlardaki
kadinlarin sayisini artirmak Gzere sunulacak éneriler icin
ipuclari yakalamayr amacliyoruz.

Asagida once kamu yonetimi, siyaset, yerel yonetimler,
is dlinyasl, medya, sivil toplum érgtleri, sendika, yargi,
egitim/bilim/arastirma? alanlarinda Ust dizey karar
alict kadinlarin profilleri, ardindan da sohbetlerimiz
cercevesinde, bulunduklari pozisyona gelme
hikayelerinin analizi yer aliyor.

3 Analizde yapilan alintilarda bu alan “akademi” olarak anilacaktir



WOMEN'S

PARTICIPATION —
IN HIGH-LEVEL

DECISION ——
MAKING

Women in
High-Level
Decision Making
in Turkey

We organized our conversations with women high-level
decision makers in Turkey around two main questions:

“Who are these women?” and “How do they see women’s
participation in Turkey from where they are standing?”. In
this section, in light of answers to the first question, we make
visible the stories of women in high-level decision making
positions in a country where women’s participation in these
positions is very limited. These stories help putting forward
recommendations for increasing the number of women in
high-level decision making positions.

Below are the profiles of women high-level decision makers
in politics, public administration, local government, business,
civil society organizations, social partners, media, judiciary,
and education/science/research?, followed by an analysis of
their stories within the framework of our conversations.

4 This area will be referred to as “academia” in the quotes that will appear in the analysis



2.1. Farkh Alanlarda
Ust Duzey Karar
Alicilarin Profilleri

Siyaset

“Kendi devrimimi 6ncelikle aile icerisinde verdim”

- Zor bir micadele verdi - She had a tough struggle

- Esinin 6ldUrGlmesiyle siyasete atildi - She entered politics when her spouse got killed

- Milletvekilligine gelene kadar partinin tim karar - She worked at all levels of her party’s decision making
mekanizmalarinda calisti mechanisms before she became member of parliament

- 2 cocuguna hem annelik hem babalik yapti - She became both a mother and father to her 2 children

- Erkek egemen mecliste siyaset yapmanin zorlugunu - She experiences the difficulties of doing politics in a
yasiyor parliament where male hegemony reigns

- Sadece kadin degil demokrasi ve baris miicadelesi de - She not only fought for women, but also for peace and
verdi democracy

- Micadelesi kadinlara 6rnek oldu - Her struggle became an inspiration for other women

“Kizim, biliyorum, ama neden gidemiyorum?”

- Babasi toplum 6lcusinde ilerici ama hala biraz - Her father was progressive relative to society at large,
muhafazakardi. Okumasini, bir yerlere gelmesini istedi but still conservative. He wanted her to become educated
ama devlete bagli bir isi olsun da istedi and get somewhere, but still wished for her to work in

- Mcadeleci biytkannelerinden ilham aldi state bureaucracy

- lyi bir egitim ald - She found inspiration in her struggling grandmothers

- Taciz eden ve 6zgUrlestiren 6gretmenleri oldu - She received quality education

- Cesareti “fasist lisesinde” 6grendi - She had teachers who both harassed and liberated

- Spor kagis alani oldu - She learned courage at her “fascist high school”

- Universite, is hayati ve mecliste hep micadele etti - Sports became an escape

- Hayata karsi insanliktan gig kazandi - She was involved in the struggle throughout university,

- Kendine glveni geldikce toplumsal cinsiyet working life and parliament
farkindaligini calistigi yerlerde harekete gecirdi - Against hardship, she found strength in humanity

“... Ben parmak kaldirip milletvekili olmak istiyorum - As she became more and more confident, she enacted

demisim” gender awareness in her workplaces

- Sansli dogdu. Sansliydi ama donanimliydi da
- Ozglr ve esit bir ortamda biiy(idi

- Babasmln siyaset yapmasinin artilarini gérdu - She was born lucky. She was lucky, but also well-equipped

- lyi bir egitim aldi, yurtdisina gitti, kendi kararlarini - She grew up in a free and equal environment
kendi verdi - She saw the advantages of her father’s involvement in

- Yanina kadin eleman aldi ve tercihini savundu politics

-3 agabey ile yetismenin ve calisma ortamlarinda tek - She received quality education, went abroad and made
kadin olmanin avantajlarini kullandi her own decisions

- Belediye meclis Gyeligine tepedelj indi ' - She hired women employees and defended her decision

- 20 yil siyasi micadele i¢inde kend.| téleblyle - She utilized the advantages of growing up with 3 older
m-|l.let.ve.k|ll|g|ne ad.a.y oldu ve secildi ) brothers and being the sole woman in workplaces

- Disiplinli, caligan, girisken, konuskan ve tuttugunu - After 20 years of political struggle, she nominated
koparan bi r|.yd| o herself as member of parliament and was elected

- Erkek belediye bagkani 6nund acti - She is a disciplined, hard-working, outgoing, talkative and

- Erkeklerden destek ve saygi gordi enterprising person

- A male mayor helped her with her career
- She received men’s support and respect



Kamu Yonetimi

“Sosyal dislanmanin bambaska ¢ehreleriyle yiizlestim”

- Egitimli bir aileye dogdu

- Ailesi, esi ve esinin ailesi akademik kariyerini destekledi

- Universite boyunca “kiz dgrenci aleyhtarligi” ile
micadele etti ve bunu asabilmek icin hep cok basarili
olmasi gerekti

- Universitede varligi da kariyeri de bir erkek hocasi
tarafindan desteklendi

- Kiz 6grencilere 6rnek olmayi 6nemsedi

- Hic pes etmedi; kaplyi yavasca araladi

- Ayrimcilik Gmitsizlik yaratmadi; adalete inaniyor
- Hak micadelesine tam destek veriyor

-idareciliginin, dnyargilari silecegini ve bilinclenmeye
imkan verecedini umut ediyor

Yerel Yonetimler

“Babam calismama karsi cikti, ikna etmem 3 yil siirdi”

-ilk yiksek okul tahsiline 27 yasinda basladi

- Cocugu babasiz blydiigu icin aksam evde olacagi bir
isistedi

- Calisirken aldigi paraya ihtiyaci vardi

- Bir yere gelmek icin degil sorumluluk duygusuyla, cok
ve severek calisti

- Cok calismaya alismisti, nispeten rahat bir pozisyona
getirildiginde bunu kabullenmesi zor oldu ama o
pozisyonda da cok calismaya devam etti

- Bir kadin amirle calisirken zorlandi ama o, kadin amirle
calismanin avantajlarini yasatiyor

- Karsilastigi ve astigi bunca engel ve soruna ragmen,
Tirk toplumunda bir kadin olarak bu pozisyona
erisiminde kendini sansli gortyor

- She was born into an educated family

- Her family, spouse and spouse’s family supported her
academic career

- She struggled with “prejudice against girl students”
throughout university. To overcome it, she always had to
perform exceedingly well

- Both her presence and career were supported by a male
teacher at university

- She cared about becoming a role model for girl students

- She never gave up; she slowly leaned in

- Discrimination did not cause her despair; she believes in
Justice

- She gives full support to the fight for rights

- She hopes that her administrative post will erase biases
and enable awareness

- She started her first higher education degree at age 27

- As her child grew up without a father, she wanted a job
where she could be back home at night

- She needed the money that she earned whilst working

- She did not work for status, but with a sense of
responsibility, hard and lovingly

- She had been used to working hard, so when she was
transferred to a more comfortable post she found it
difficult to accept, but still, she kept her hard work

- While she found it difficult to work with a woman boss,
she herself is making others experience the advantages of
working with one

- Despite all the barriers and problems she has met with and
overcome, she considers herself lucky to have reached her
position as a woman in Turkey



Is Diinyasi

“O kati gibi gbziiken ingiliz egitiminin altinda

bize kazandiran 6zgiiveni simdi geriye baktigimda
gorebiliyorum. Karar almak kolaydir, 6nemli olan
kararin arkasinda durabilmek, onu savunabilmektir;
bunun icin de sahip oldugunuz 6zgiiven ¢ok

mihimdir”

- Cocuklugunun bilyik bir kismi ingiltere’de gecti. Yatili - She spent most of her childhood in England, where she
okulda okuyup sonra Universite ve master egitimini went to boarding school and finished her undergraduate
orada aldi and master’s degrees

- Bor¢lu hissedip cok sevdigi istanbul'a déndi - She felt indebted and came back to her beloved istanbul

- Sansliydi, uluslararasi bir sirketten teklif aldi - She was lucky; she got a job offer from an international

- Yogun calisma temposuyla CEO oldu company

- Tlrkiye, sektoriinde, kadin CEO gérmeye alisik degildi - She became CEO thanks to her busy work schedule

- Deneyimlerini STK ve genclere ayirmak icin 6zel - Turkey was not used to seeing a woman CEO in her sector
sektori birakt - She left private sector to pass on her experiences to

- Sektorde kadin olmasindan gelen engelle karsilasmadi; young people and civil society organizations
saygl ve destek gordi - She did not face barriers in the sector for being a woman;

- Karar almanin kolay oldugunu, énemli olanin kararin she was treated with respect and support
arkasinda durabilmek oldugunu, bunun da 6zgivenle - She thinks that making decisions is easy; what is hard is
olabilecedini disiinltyor standing behind your decisions, which is only possible

“Peki bu giizel hikayeyi ka¢ kadin yasayabildi?” with self-confidence

- Cagdas, adil, liyakatli bir ortamda bayidi

- Universiteden mezun olup is hayatina atild - She grew up in a modern, just and meritocratic environment

- Akranlarinin 5 kati calisti - She entered business after graduating from university

- Sectigi is ve es karakter gelisimini etkiledi - She worked 5 times harder than her peers

- Kendi olmasinda kariyerinin basindan beri calistigi - The work and spouse she chose had an impact on her
sirketin cok rol oldugunu disindyor character development

- Alti doluysa cesaret gosterip ne disiintyorsa séyllyor, - She thinks that the company she works at since day one
her ise dahil oluyor played a major role in her becoming who she is

- If she has what it takes, she shows courage in saying

“Glciin icimizde oldugunu ve onu istersek
§ 9 what she thinks and getting involved with every task

bulabilecegimizi unutmamaliy1z”

- Babasi koy enstitisiinde 6gretmendi. Olmasa okuma-
yazmasi olmayabilirdi.

- GlclUk icinde okumasi hedeflerini sekillendirdi - Her father was a teacher at the Village Institute. If he
- Diger kadinlara gore farkliydi weren't, she might have been illiterate
- Esinin ailesine kendini kabul ettirmek icin salvar - Studying in hardship shaped her goals
giydi; zamanla ailede ve cevrede iyi 6rnek olarak zihin - She was different compared to other women
dedgisikligi yaratti - She wore traditional clothing to become accepted by her
- Esinin ticarete atilmasi, kendisinin dizenli maasl spouse’s family; over time, she changed the family’s and
sayesinde oldu others’ mind sets by setting a good example
- Cocuklari zor blyiddy, 3. cocuguna bakmak icin isten - |t was thanks to her regular salary that her spouse
ayrildi entered commerce
- Kadin degil aktif 6gretmen oldudu icin tepki aldi - Her children grew up in difficulty. She quit her job to take
- Erkek yodun ortamda calismak icin micadele verdi care of her third born
- Her yerde saygi ve sevgi gordu - She raised eyebrows not for being a woman but for being

a proactive teacher
- She fought to work in a male-heavy environment
- She was treated with respect and love everywhere




Sivil Toplum Orgiitii

“Evde erkek-kadin rolleri yoktu. Bulasiklari erkek

kardesimle donisiimli yikardik”

- Esitlikci bir evde blyldi

- Babasindan destek aldi

- SGriden bagimsiz hareket etti

- Yurt disinda okudu

-ilk ise basladiginda Amerika'da kadin-erkek esitliginin
basladigi yillardi, bir sorunu olmadi

- Baskan yardimciligindan sonra yikselemeyecegini
dUstnerek girisimci oldu

- Toplumsal cinsiyet esitligini gozeten kariyer tercihleri
ve kisisel atilimlar yapti

- Toplumsal cinsiyet farkindaligini zamanla gelistirdi

- Erkeklerle ayni ortamlarda calisarak sosyal beceriler
kazandi ve kadin olmanin dezavantajini yasamadi

“Ben ¢ok sansliydim; kiz ¢cocuk olarak beklenen bir
¢ocuktum”

-imkani oldugu halde okutulmayan annesinin,
editim icin blyik destegini gordi

- Devlet okullarinda okudu

- Kendi yolunu cizdi

- Sansliydy; ailesinden destek gérdi, hayatta da sansliydi

- Baskalarindan deneyim ve oneri istedi; yolunu ona
gore cizdi

- Cocugu yok ve 6zel hayatinda fedakarliklar yapti

- Calismaktan keyif aldi ve parayi birinci planda tutmadi

- Eskisehirli olmasini Tirkiye geneline gore avantaj,
istanbullu meslektaslarina gére dezavantaj olarak
goriyor

- Kendini ‘kadin’ olarak gérmuyor, kadin-erkek ayrimi
yapmiyor

“ilk kizim dogduktan sonra 1996 yilinda isimden
ayrildim”

-ilk cocugu dogduktan sonra girisimci oldu

- Daha sonra bir cok sirket kurdu ya da uluslararasi
sirketlerin Tlrkiye'de ortagi oldu

- Kendini seri girisimci olarak tanimliyor

-2005'den bu yana calistigi sektorin sivil toplum
orgitlenmelerinin yonetim kurullarinda yer aliyor

- Kadinlarin istihdama katilimr icin sivil toplum alaninda
Ust dizey aktif rol aliyor

- She was raised in an egalitarian household

- She received support from her father

- She was independent

- She studied abroad

- It was the beginnings of the gender equality movement

in the United States when she started working, she did not
experience any problems

- She became an entrepreneur when she thought she would

not go further than vice president

- She made career choices and personal initiatives with an

eye to gender equality

- She developed her sense of gender awareness over time
- She picked up social skills by working with men, and did

not experience the disadvantages of being a woman

- Her mother, who was not sent to school despite having the

means to, supported her education

- She studied in state schools
- She shaped her own path
- She was lucky; she received her family’s support. She was

also lucky in life

- She asked for experience and advice from other people,

which she applied in her own life

- She does not have kids and she made sacrifices in her

personal life

- She enjoyed working and did not prioritize money
- She sees coming from Eskisehir as an advantage relative

to the rest of Turkey, but as a disadvantage relative to her
colleagues from Istanbul

- She does not see herself as a ‘woman’; she does not have a

gendered lens

- She became an entrepreneur when her first child was born
- Afterwards, she founded many companies and became

partner for international companies

- She identifies herself as a serial entrepreneur
- Since 2005, she has been sitting on the board of directors

for various civil society organizations

- She is partaking in high-level roles in civil society

organizations for women's access to employment



Sendika

"18 yasindaydim; liseyi bitirip Ankara'ya geldim”

- Ozgur bir cocukluk yasadi - She was raised in a free environment

- Egitim ve is konusunda aileden, 6zellikle anneden tam - She received her family’s, especially her mother’s full
destek gordi support in her education and professional life

- Kiz-erkek dégrencilerin ayri kalmasi icin cok caba sarf - At a time when girls and boys were sought to be
edilen bir donemde 1,5 yil Hacettepe'de yurtta kaldi segregated, she stayed in dorms at Hacettepe for 1.5 years

- Universitede para kazanmak icin bir sirkette ise girdi: - She started working in a company to earn money while
kriz bahanesiyle atildi at university; she was let go with recession as an excuse

- Sansliydi; Gniversitede mobbing yasamadi; ailesinin - She was lucky: she did not experience mobbing at university;
yetistirmesinin de bunda roll vardi, hem de SBF'de her upbringing and the women’s platform and solidarity at
kadin krstsd ve dayanismasi vardi the Political Science Department all played a part in it

- SBF'ye yonelik tasfiye planinin parcasi olarak - She was expelled from her doctoral degree as part of the
doktoradan atildi plan to dissolve the Political Science Department

- Ayrimcilida ugradigini distinmayor. Bircok kadina gére - She has not been discriminated against. She has been
rahatti comfortable compared to most other women

- Kendi kadin olarak ayrimcilik yasamadi ama yasayanlari - While she has not experienced gender discrimination
hep duydu personally, she has always heard of other women being

discriminated against

“Bir kadin olarak Giniversite yillarindan beri miicadele
icerisindeyim”
- Devrimci altyapisi aileden ve yetistirmeden geliyor

- Universite yillari genclik hareketinde demokratik - Her revolutionary background comes from her family and
micadeleyle gecti; tutuklandi, cezaevine girdi upbringing

- Okulu gec bitirdi - She spent her university years in the youth struggle for

- Okulda veya genclik hareketinde ayrimcilik yasamadi, democracy. She was arrested and thrown in jail
fFarkli bir kusakei - She finished her education late

- Kadin yonetici olarak kurumunda 6zel zorluk yasamadi - She did not experience discrimination at school or in the

- ilk kadin yénetici olma onuru ve sorumlulugunu tasiyor youth movement; it was a different generation

- Daha 6nce aktif oldugu sendikada sinif hareketi pratigi - As a woman director, she has not experienced any
ve perspektifi gelisimi icin dnemliydi particular difficulties at her organization

- HikUmetle temaslarinda kadinlara tahammudilstzlik - She carries the honour and responsibility of being the
gibi dezavantajlarla karsilasti first woman director

- The practice and perspective of class movement at her
previous union was significant for her personal
development

- She has endured disadvantages such as intolerance
against women in her dealings with government officials




Medya

“Her kademede sevkle ¢alisarak yonetici oldum”

-iletisim bilincli bir tercih degildi; ise baslayinca, merak,
hiz, taniklik, sicak giindemin icinde olmak ilgisini cekti

- Cok calisti

-is bulma acisindan sansli bir nesildi

- Erkek meslektaslarindan kariyeri ile ilgili bir engelleme
gormedi

- Yoneticilik teklifi geldiginde karar vermesi kolay olmadi

- Yonetici oldugu kurumda calismak en buyUk hayaliydi

- Yonetici olmak hedefiyle calismadi; yaptigiisi her
kademede iyi yapmak icin calist

- Hassasiyet, titizlik, derin ve analitik dGsiinme, empati
duygusu, yaraticilik nedeniyle kadinlarla ¢calismaktan
mutlu

- Sifirdan basladi; 20 yildir ayni kurumda calisiyor

Yargi

“Cinsiyetimden dolayi abimden farkli bir konumda
hissetmedim kendimi”

- Ailesinden destek gordi

- Toplumsal cinsiyet ayrimciligina ugradigini hissetmedi

- Sosyal sorumluluk nosyonuyla, Tlrk Medeni
Kanunu'nun cikmasi ve kadin hareketinin etkisiyle
baronun kadin haklari merkezinde calisti

“Ablamin 6zellikle liseye gitmesini istiyoruz ki o

giderse biz de pesinden gidecegiz"”

- Ablalari Kahramanmaras'ta lisede okuyan ilk kizlar,
dolayisiyla o da gidebildi

- Cocuklarina bakacak birini bulmakta zorlandi

- Dami akan evler, susuzilceler gibi zor fiziki sartlara isini
cok sevdigiicin katlandi

- Geldigi yere gelmek icin kendinden fedakarlik yapti

- Esi, calismayan annenin cocuguydu, esini zamanla
egitti

-ilgili bakanlikta baska kadin genel midir yoktu

- Universiteyi dereceyle bitirmesine ragmen, kadindan
kadi olmaz disincesiyle hakimlik sinavinda elendi

“Kii¢lik yastan itibaren ailemin yanindan ayrilmak ve

farkli sehirlerde tek basima yasamaktan kaynaklanan

zorluklar olmustu ama bu beni miicadeleci ve giigli

bir insan yapmisti”

- Ortaokulda basortisi yasagiyla ilk sistematik
ayrimciliga ugradi

- Studying communication was not a well-informed decision;
curiosity, speed, bearing witness and being in the middle of
action intrigued her when she started working

- She worked very hard

- Hers was a lucky generation for finding jobs

- She was not hindered by her male colleagues in her career

- It was not an easy decision to accept the position of director

- It was her biggest dream to work at the company where
she is now director

- She did not work to become director, but to do justice to
her job at every level

- She is glad to be working with women for their sensitivity,
rigour, deep and analytical thinking, empathy and creativity

- She started from the bottom; she has been working at the
same company for 20 years

- She received support from her family

- She has not experienced gender discrimination

- With a sense of social responsibility, the passing of civil
law and the influence of the women’s movement she
started working at the bar’s women’s rights centre

- Her big sisters are the first girls in Kahramanmaras to go to
high school. That's how she got to go to high school herself

- She struggled to find someone to look after her kids

- She endured such tough physical conditions as leaking
roofs and towns without water for her love of her work

- She self-sacrificed to get to where she is

- Her spouse was the son of a stay-at-home mother; she
educated her spouse over time

- There were no other women directors at the ministry
where she worked

- Even though she graduated with high honours, the bias
that women cannot become judges meant she failed the
Judiciary exam

- Her first experience of systematic discrimination was the
headscarf ban she faced in middle school



Yargi

- Universite sinavina ilk giriste basarisizlik ve hayal
kirikligr yasadi, sonradan birincilikle mezun oldu

-is hayati yogun calisarak gecti

- Basortisiunden dolayr avukatlik mesleginde ayrimciliga
ugradi

- Kadin meslektaslarindan destek gérmedi

- Zorluklar karsisinda vazgecmedi, isini severek yapti,
kendini gelistirmeye odaklandi

Egitim/Bilim/Arastirma

"Yasama anlam katmak: vazge¢gmemek”

- 10 cocuklu ailenin 7. ¢cocugu olarak dogdu

- Annesi ilkokul terk, ev hanimi, babasi ortaokul mezunu,
devlet memuruydu

- Cinsiyet ayrimi yapmadan 10 kardes Gniversiteden
mezun oldu

- Muzip bir cocuktu, lisede 3 yil kaybetti

- Hayallerinden hic vazge¢cmedi

- Amerika Birlesik Devletleri'nde devlet bursuyla doktora yapti

- Hayalindeki Gniversiteyi kurmak icin simdi calistig
Universiteye rektor oldu

2.2, Tiirkiye’nin Ust
Duzey Kadin Karar
Alicilari Bulunduklari
Pozisyona Nasil Geldiler?

Tlrkiye'de farkli sektorlerdeki Gst diizey karar alma
pozisyonlarindaki kadinlarla yaptigimiz sohbetlerde iki
temel sorumuz vardi: 1. Kim bu kadinlar? 2. Bulunduklari
yerden bakinca kadin katilimi hakkinda ne didstnuyorlar?
Bu bolimde ilk soruya yanit aradik. Farkli sektorlerde
calissalar ve farkli diinyalardan gelseler de bu kadinlarin
hayatlarinda bircok ortak noktanin oldugunu goriyoruz.
Konustugumuz kadinlarin kariyerindeki en 6nemli faktor
aile. Neredeyse hepsi aileden yana sansli oldugunu
soyliyor. Hemen hepsiiyi egitim aldigini distndyor.
Calisma hayatinda hepsinde tutku ve caliskanlik 6n
plana cikiyor. Son olarak neredeyse hepsinin kariyerini
destekleyen feminist erkek is arkadaslari, hocalari ya da
patronlari bulunuyor. Toplumsal cinsiyet ayrimciligini

bir kismi yasamis, bir kismi bu alandaki farkindaligini
sonradan kazanmis.

- Her first attempt at the university entrance exam ended
with failure and disappointment, but later she graduated
ranked first amongst her class

- She worked very hard

- She experienced discrimination as a lawyer for wearing
the headscarf

- She did not receive support from her women colleagues

- She did not give up in the face of hardship; she did her job
lovingly and focused on improving herself

- She is the seventh born amongst 10 siblings

- Her mother dropped out of elementary school and is a
stay-at-home mother. Her dad, a middle school graduate,
is a public servant

- Regardless of gender, all 10 siblings graduated from university

- She was a mischievous child, she lost 3 years in high school

- She did not give up on her dreams

- She finished her doctoral degree in the United States
with a government scholarship

- She became rector to create the university of her dreams

In our conversations with women in high-level decision
making positions in various sectors in Turkey, we had

two main questions: 1. Who are these women? 2. From
where they are standing, how do they view women’s
participation? In this section, we sought answers to the
first question. While they work in different sectors and
represent different ‘worlds’, we see that they have a lot in
common. The most important factor in our interviewees’
career is family. Almost all of them state that they were
lucky when it comes to family. Virtually all think that they
received quality education. Passion and hard work stand
out in the professional life of all. Finally, almost all have
got someone, like a feminist male colleague, teacher or
boss who has supported them in their career. Some have
experienced gender discrimination, and some have gained
awareness in this area later on in life.



Aile Etkisi

Aile, kadinlarin en biytk sanslari. Hayat hikayelerini
anlattiklari sohbetlerin neredeyse hepsine kadinlar en
blyik sanslarinin aileleri oldugunu séyleyerek basliyor.
Tek ya da iki cocuklu varlikl aile ya da sadece memur
babanin maasiyla gecinen 10 cocuklu yoksul bir aile,
fark etmiyor. Cok blyik cogunlugu ailesinden yana ¢ok
sansli oldugunu, ¢link( daha sonra cok isine yarayan
kadin-erkek esitligi fikir ve uygulamasinin, 6zgirligin
6zgivene donmesinin ve editim olanaginin aileden
geldigini séyliyor. Burada okuyamadidricin kizinin
okumasini destekleyen anne kadar, kiz-erkek cocuk
ayrimi yapmayan baba, kendini farkli gér(e)meyen
agabeyin ya da “kendi devrimini ailede baslatmasina”
yardimci olan buytkannelerin rollerinin énemi
anlatiliyor.

Temel esitlik ve 6zgUrlik kavramlarinin yaninda, anne-
babanin kariyeri, siyasi fikirleri, sosyal sermayeleri gibi
unsurlar da yine kadinlarin buglnk kariyerlerinde
merkezi bir neden olusturabiliyor. Babasinin

devrimci olmasl, esinin 6ldUrilmesi kadinlarin kariyer
hikayelerinin basinda yer alan olaylar olabiliyor. Bazi
kadinlar ise sansli dogduklarini kabul ederken ayni
zamanda kendilerini gelistirdiklerini, sadece aile
nedeniyle degil, donanimli bireylere dondstikleriicin de
bulunduklari pozisyona geldiklerini distnlyor.

Sohbetlerde icine dogulan, bir anlamda secilemeyen
aile kadar sonradan kurulan, kendilerinin sectigi aileye
de atif var. Esiyle iliskilerinin, esinin (ve esinin ailesinin)
kariyerini desteklemesinin, ev islerinin paylasiminin, ese
toplumsal cinsiyet farkindaligini kazandirmanin énemi
anlatiliyor. Bu sirec her zaman o kadar kolay olmuyor.
Esinin ailesine ve cocuklara karsi sorumluluklarin
yaninda kariyerinden vazgecmemek icin kadinlarin kendi
zamanindan fedakarlik etmesi gerekiyor. Esinin ailesine
kendini kabul ettirmek icin salvar giymeyi goze alan ve
bu yolla aile ve cevrede toplumsal cinsiyet acisindan
zihin degisikligi yaratabilen is insanindan, sabah ezaniyla
kalkip cocuklara kahvalti hazirlayan yargica, bitin gin
bebedine bakip gece yarisindan sonra tezine calisan
rektore kadar, kadinlar fedakar, dizenli ve caliskan
olmak zorunda kaliyor. Kariyerinin basindaki geng
kadinlara ve basta kendi ogullari, genc erkeklere de is
bolum ve fedakarligi dneriyorlar; “Evlilik yasami omuz
omuza verilmesi gereken bir micadele” (is dinyasi).

Ust diizey karar alma pozisyonlarindaki her kadin

aile kurmayi tercih etmiyor. Bir sivil toplum kurulusu
yoneticisi cocugu olmadigini, kariyeriicin 6zel hayatinda
fedakarlik yaptigini anlatiyor.

Family is these women’s greatest luck. Virtually all our
interviewees start their personal story by stating that
their family has been their biggest luck. It does not matter
whether it is a wealthy family of an only child or two, or
a poor, single income family of 10 kids. The large majority
tell us that they have been very lucky with their family,
because it was here that they saw gender equality in
action, transformed their freedom into confidence and
were offered opportunities in their education. Here, they
tell us about their uneducated mother who supported
her daughter’s education, their father who did not pick
favourites, their big brother who saw his sister as his
equal or their grandmother who helped them “start their
personal revolution in the family”.

In addition to concepts like fundamental equality and
freedom, parents’ careers, political ideas and social
capital may become central factors in our interviewees’
careers. Her father being a revolutionary or her spouse
being murdered sometimes become starting points in
women’s career stories. On the other hand, some women,
while admitting that they were born lucky, highlight that
they have also improved themselves over time, and got
to where they are not just because of their family but
because they have become fully rounded individuals.

Our interviewees refer to their chosen, consciously built
families as much as to their unchosen families which

they were born into. They tell us about the importance

of their relationship with their spouse, the support they
have received from their spouse and his family, division

of domestic labour and teaching their spouse gender
awareness. This process is not always easy. It requires
women to sacrifice their time not just for their obligations
towards their children and spouse’s family, but also to
not give up on their own career. From the businesswoman
who wears traditional clothing to become accepted by
her spouse’s family and thus initiates a transformation

in people’s mind set, to the judge who wakes up with
morning prayer to make breakfast for her children, to

the rector who takes care of her baby all day to work on
her dissertation after midnight, women find themselves
having to become sacrificing, organized and hard working.
They recommend division of labour and sacrifice to early
career women, their sons and other young men; “Married
life is a struggle that must be shouldered equally”
(business). Not all women in high-level decision making
choose to build a family. The leader of a civil society
organization tells us that she does not have a child, and
has made sacrifices in her personal life for her career.



Egitim Kosullari

Egitim ikinci en dnemli faktor olarak ¢ikiyor karsimiza.
Hemen bitdn kadinlar iyi bir egitim aldiklarini
disinUyor. Bu da yine hepsinin cok kolay yasadigi bir
strec degil. Yurt disinda cok Gnli okullarda okuyan
da var, Tlrkiye'de tasra devlet lisesinden mezun

olan da. Finansal olarak editim sirecini yurt icinde

ve yurt disinda rahat yasayanlarin yani sira cok kisitli
bitcelerle, bursla ya da calisarak okuyan, yurtta kalan
kadinlar da var. Finansal kisitlarin yani sira, kadinlar
belki de sohbetimizin iceriginin etkisiyle, egitim
hayatindaki 6gretmenlerini animsiyor. Taciz eden
ogretmenler kimine genc yasta esitlik ve toplumsal
cinsiyet kavramlarini bir sekilde 8gretmis. Ozgurlestiren
ogretmenler ise minnetle animsaniyor. Kimi “cesareti
fasist lisesinde 6grendim” (siyaset) diyor, kimi azmi
ilk yil kazanamadiktan sonra Gniversiteyi birincilikle
bitirmekle 6grendigini anlatiyor.

Sohbet egitime geldiginde bu alan yalnizca kariyer

icin bir adim degil, kamusal alanda kadin olmaktan
kaynakli ayrimciligin yasandigi bir stirec olarak da
goriliyor. Bircok kadin egitimde kadin olmaktan
kaynakli ayrimciliga ugramadigini ya da bunu
hissetmedigini soyliyor. Ancak, ortaokuldan itibaren
basortisid nedeniyle ayrimciliga ugrayan bir Gst dizey
yargl mensubu bunu “ilk sistematik ayrimcilik” olarak
tanimliyor. Bir baska (basortili olmayan) Gst dlzey
yargica ise hukuk fakiltesinde "kadindan kadi olmaz”
denildigini 6greniyoruz. Bir sendika yoneticisi ise azmini
Universite yillarini toplumsal konularda micadele icinde
gecirmesi ve hapis cezasi alarak bedel 6deme hikayesi
Gzerinden anlatiyor.

Son olarak, sohbet ettiklerimiz icinde halihazirda
akademik olmayan kariyerlerinden dnce egitim
alaninda calisan ve ayrimciliga ugradigini anlatanlar
davar. Ornegin, bugln (st diizey bir memur, kadinin
yadirgandigi bir disiplinde egitim aliyor ve akademik
kariyer yapiyor. Kendini destekleyen bir hocasi
olmasina ragmen, yine de makale yayinlanmasindan
kadro takvimine kadar kadin olmasindan kaynakli
ayrimailiga ugruyor. O fakiltede var olabilmek icin hep
cok fazla calisip cok basarili olmak zorunda kaldigini
anlatiyor. Zamanla kendini gdsteriyor ama ispat
etmeye calismiyor; “Hic pes etmedim, kapiyi yavasca
araladim” (kamu yonetimi). Bir baskasi ise Tirkiye'de
“6gretmenligi kadina yakistirirlar” (is dinyasi) derken
kadin oldudu icin dedgil, aktif 6gretmen oldugu icin tepki
aldigini anlatiyor.

Education stands as the second most important factor.
Nearly all women think the education they received was
decent. Again, this is not always an easy process. There

are those who studied at famous schools abroad, but also
those who have graduated from a rural public school.

There are some who studied in financial comfort in Turkey
and abroad and those who studied with a limited budget,
with scholarships, whilst working alongside or staying at
dormitories. In addition to financial constraints, perhaps
due to the topic of our conversation, our interviewees
remember their past teachers. Harassing teachers have,
somehow, taught some at a young age equality and gender.
Teachers who had a liberating influence are reminisced with
warm feelings. Some say they “learnt courage at a fascist
high school” (politics), while others that they learnt tenacity
when they finished university ranked first among their
cohort after not being admitted the first time.

On the subject of education, our interviewees see education
not just as a career step, but also as a process where

they have experienced gender discrimination in public
space. Many women tell us that they did not experience
gender discrimination or felt discriminated against in their
education. However, a woman in high judiciary states that
being discriminated against in middle school for wearing
the headscarf was her “first experience of systematic
discrimination”. We find out that another high-level judge
(who does not wear the headscarf) was told in law school:
“women can’t be judges”. A social partner leader tells us
about tenacity through the story of her struggle for social
issues throughout university and paying the price with being
sentenced to prison.

Finally, some interviewees tell us that before their current
non-academic post, they experienced discrimination in

their job in higher education. For instance, a high-level
public servant today, an interviewee works in a discipline
where women are looked down upon and establishes an
academic career. Despite the presence of a supportive
teacher, she experiences gender discrimination in publishing
her article and in promotion. She tells us that in order to
exist in that faculty, she had to always work very hard and
remain successful. She shines over time, but never tries to
prove herself; “I never gave up, | slowly leaned in” (public
administration). Another interviewee says that in Turkey
“teaching is a feminine profession” (business), telling us that
she raised eyebrows not for being a woman but for being a
proactive teacher.




Motivasyon

Kariyer hikayelerini anlatirken tim kadinlarin
gozlerinin parladigini ve islerine tutku ile bagli
olduklarini goériyoruz. Cok zor fiziki sartlara katlanan,
haftanin her giind tim glin sevkle calisan, parayi 6n
plana koymadan calisan, hepsinin ortak noktasi islerini
cok sevmesi. iclerinden biri 20 yil 6nce sifirdan girdigi
kurumda ne kadar severek calistigini “yonetici olmak
icin degil, sevkle calistim” (medya) ifadesiyle anlatiyor.

Bunun yaninda hepsinin su anki pozisyonlarina
gelebilmek icin ¢cok fazla calistigini anliyoruz. Kimi
calisma hayatinda bunu cok dogal bulurken ve severek
cok calistigini soylerken, kimi bir zaman sonra erkek
mevkidaslarina oranla daha fazla calismak zorunda
kaldigini fark ettigini anlatiyor; “akranlarinin 5 kati
calisiyorsun” (is ddnyasi). Bulundugu yere gelmek icin
kurumunun tim karar mekanizmalarinda yer aldigini,
kademeli olarak en st pozisyona geldigini anlatan da
var, tepeden indigini soyleyen, nesil olarak is bulma
konusunda sansli olduklarini disinen de var.

Calisma hayati hikayelerini dinlerken kadinlarin

baska ortaklasan kisilik 6zelliklerini de 6greniyoruz;
cesaret, azim, bagimsizlik ve micadelecilik bunlardan
birkaci. Ornegdin bir kadin, altini doldurabiliyorsa
cesaret gosterdigini, disindigind soyledigini

ve her ise dahil olabilecegini soyliyor. Bir baskasi
kariyerindeki bazi olaylarin cesaretini artirdigini,
ornegdin meclise girerken elini tasin altina koyma
cesareti gosterdigini soyllyor. Bazi kadinlar zor

bir micadeleden sonra bulunduklari yere geliyor.
Kimi kendi kariyeri icin micadele verirken kimi daha
toplumsal bir miicadele veriyor. Ornegdin sadece kadin
degil demokrasi micadelesi de verdigini “micadelem
kadinlara 6rnek oldu” soézleriyle séyliyor (siyaset).
Micadelenin saygi uyandirdidi, erkeklerin yer yer
donlstigu anlatiliyor. “Strtiden kopma”, “kendi yolunu
cizme” gibi bazi kadinlarin hikadyelerini anlatirken
kendileriicin kullandigi tanimlar da yine bagimsizlik
duygusunun Gst dizey karar alici kadinlarin kisilik
dzelliklerinden oldugunu anlatiyor. Ust diizey karar
alma pozisyonundaki bazi kadinlarin bir diger 6zelligi
ise hayal kurmak. Ve gerceklestirmek. Yaptidi isin ya da
calistigr kurumun kendi hayalleri oldugunu séyliyorlar.
Ayrimciliga ugramak onlari yollarindan alikoymuyor.
Kimi cok fazla calisarak, kimi adalete inanarak,

kimi insanliktan glc alarak dogru bildigi yoldan
vazgecmiyor ve hayallerini gerceklestiriyor.

Kariyer degisimi bazi kadinlarin tercihi ya da
zorunlulugu olmus. Kimi 6zel sektoér deneyimini sivil
toplum kuruluslarinda ve genclerle paylasmak istemis
ve kariyerine sivil toplum sektériinde devam etmeye
karar vermis. Bazi kadinlar, cocuklari olduktan sonra
islerinden ayrilmis ve geri dén(e)memis. Onun yerine
girisimci olmus. Bazi kadinlar ise kariyerlerinde daha
fazla ilerleyemeyecekleri dislincesiyle yine calisma
hayatlarina girisimci olarak devam etmis.

Whilst they tell us their career stories, we see all women
sparkle in the eye with devotion to their jobs. The one who
endures extremely difficult physical conditions, the one
who works with passion every day of the week and the
one who works without a concern for money, what they
have in common is their love for their work. One of them
tells us how she has “worked with eagerness and not to
become a leader” (media) through the story of making her
way up to the top in the 20 years she has worked in her
company.

In addition, we glimpse the incredibly hard work all
women have undertaken to get to where they are.
While some find this only natural in working life and
passionately work hard, some tell us about the realization
that they needed to work much more than their male
colleagues; “you have to work five times as hard”
(business). There are those who had to go through all
decision making mechanisms of the institution to get to
where they are incrementally, those who attained their
seat with a decision from the higher up and those who
think they were a lucky generation for finding jobs.

Whilst listening to their career stories, we observe the shared
personality traits of our interviewees: courage, dedication,
independence and tenacity are a few. For instance, one
interviewee says that if she has what it takes, she shows
courage, expresses what she thinks and will get involved with
everything at work. Another one tells us of the milestones in
her career that boosted her courage, for instance when she
had to step up and enter parliament. Some women get to
where they are after a tough struggle. While some struggle
for their career, some fight for the common good. One
interviewee states that she fought not just for women, but
also for democracy at large; “my struggle gave inspiration

to other women” (politics). Some say that personal struggle
evokes respect, thus slowly transforming men. Phrases

that women use to describe themselves, such as “going

one’s way” and “finding one’s own path” suggest that
independence is a quality shared by women in high-level
decision making positions. Another one of our interviewees’
traits is imagination. And making dreams come true. They say
that their work or their organization is the product of their
dreams. Being discriminated against does not steer them off.
By working hard, believing in justice and gaining strength
from humanity they stay on track and make their dreams
come true.

For some, career change was a choice, while for others a
necessity. One interviewee chose to share her private sector
experiences with civil society organizations and young people,
and decided to continue her career in the civil sector. Some
women have left their jobs after birth, not coming back and
becoming entrepreneurs. On the other hand, some women
have thought that they will not progress much further in
their career and have carried on as entrepreneurs.



Is Hayatinda Destekgiler

Ailedeki baba, adabey, es gibi erkek figirlerinin yani
sira, sohbet ettigimiz kadinlarin calisma hayatlarinda

da onlara destek olan erkek hocalari, is arkadaslari,
patronlari oldugunu goriyoruz. Kadinlarin yadirgandigi
bir disiplinde akademik kariyer yapan, halen ilgili alanda
kamuda en st diizey kadin karar alici olan bir kadin
hikayesinde ona en cok yardimci ve destek olanin erkek
hocasi oldugunu anlatiyor. Halen milletvekili olan,
oncesinde yerel yonetimlerde Ust dizey karar alma
pozisyonunda bulunan bir kadin da yine erkek belediye
baskaninin kendisini destekledigini ve kariyerinde erkek
is arkadaslarindan hep destek goérdigint anlatiyor.

Bir baska kadin, erkeklerle ayni ortamlarda calisarak
sosyal beceriler kazandigini ve kadinliginin dezavantajini
yasamadigini séyldyor. Calisma alani dolayisiyla ortamda
tek kadin olan bir digeri ise 6zellikle erkek kardeslerle
yetisme deneyimiyle herhangi bir sorun yasamadigini
anlatiyor. Bir baska feminist erkek destek hikayesi ise
akademiden geliyor. Erkek is arkadasi bircok erkek

aday arasindan rektor yardimciligini (halen baska bir
Universitede rektor olan) goristigumiz kadina teklif
ediyor.

Kadinlarin calisma hayatina katilimini ve Gst dizey
karar alma pozisyonlarina gelmelerini destekleyen
erkekler oldugu gibi, tersini yapan kadinlar oldugunu
da dinliyoruz. Kadinlardan destek gormedigini, hatta
kostek gordiigini, olumsuz deneyimleri oldugunu
anlatanlar var. Bir baska kadin, kadin kiskanclig
yasadigini anlatiyor. Bir digeri kadin meslektaslarindan
destek gormedigini, hatta bazi durumlarin hakkinda
sorusturmaya dondsen sikayetlere vardigini anlatiyor.

Toplumsal Cinsiyet Farkindahgi

Toplumsal cinsiyet farkindaligiyla ilgili Gst dlzey karar
alma pozisyonlarindaki kadinlar arasinda farkli algilarin
oldugunu gériyoruz. Bazi kadinlar toplumsal cinsiyet
farkindaliklarinin zaman icinde yavas yavas gelistigini
soyllyor. Bazi kadinlarin kariyerlerindeki uluslararasi
deneyimler toplumsal cinsiyet farkindaligr acisindan
zihin acici olmus. Bazilari calistiklari kurumun calisma
alani dolayisiyla bu alanda farkindaliklarini artirmis.
Kimileriyse toplumsal cinsiyet farkindaligini ailelerine
asilamaya calistiklarini, cocuklarini esitlikci ve kendini
ifade eden bireyler olarak yetistirdiklerini anlatiyor.

Goristtigimiz bazi kadinlar toplumsal cinsiyet esitligini
gozeten kariyer tercihi ve kisisel atiimlar planladiklarini
soyliyorlar.

In addition to male figures like fathers, big brothers and
spouses, our interviewees have also had male teachers,
colleagues and bosses who have supported them in their
working life. One of our interviewees, who has made a
career in an academic discipline that has traditionally
excluded women and is the highest level public sector
woman leader in her field, tells us that the one who
supported and helped her the most was her male teacher.

A member of parliament, who was previously a high-level
decision maker in local government, says that a male mayor
and her male colleagues were supportive of her. Another
woman tells us that she has gained social skills by working
with men, thus not been discriminated against. A leader,
who, by virtue of her sector is the only woman at her
workplace, says that she has never had a problem being the
only woman thanks to growing up amongst her brothers.
Another story of feminist men comes from academia. A
male colleague offers the position of vice rector, amongst
other male candidates, to our interviewee who is still the
rector of another university.

In addition to men supporting women’s participation at
work and decision making positions, we also hear from our
interviewees stories of women who do the opposite. Some
say that they have not received support from other women
and in fact been held back by them. An interviewee tells us
that she has experienced women’s jealousy. Another says
that she has not been supported by women colleagues,
telling us about incidents where their complaints against
her have turned into legal investigations.

We observe different attitudes towards gender awareness
amongst women in high-level decision making positions.
Some women state that they have developed gender
awareness slowly over time. For others, international
experiences have been eye opening for them in terms of
gender awareness. Yet others have developed gender
awareness thanks to their institution’s field of work,

and some tell us that they try to instil gender awareness
in their family, raising their children as egalitarian and
outspoken individuals.

Some of our interviewees have made career choices and
personal initiatives with an eye to gender equality.



Toplumsal Cinsiyet Farkindahgi

Bazi sohbetlerde calistigi kurumun bu alandaki
farkindaligindan gururlu ama hala gelistirilmesi
gerektigini disindidgu icin, kadin yonetici olarak 6zel
caba harcayan kadinlar goériiyoruz. Toplumsal cinsiyet
farkindaligr yiksek olanlar, yanlarinda kadin calistirmak
icin istenen ek savunmalara veya aciklamalara boyun
edmeyip kadin calisan alma fikrinden vazgecmediklerini
soyliyorlar. Bir baska kadin sosyal sorumluluk duygusu
ve kadin hareketinin etkisiyle sektdériinde gondlla olarak
bu alanda calistigini anlatiyor. Bir baska sohbette de
yine, bir st dlizey karar alici kadinin kendi ayrimciliga
ugramasa da feminist micadeleye devam ettigini
o6greniyoruz.

Bazi kadinlar ise calisma hayatinda kadin-erkek ayrimi
yapmadiklarini, insan ya da birey yaklasimina sahip
olduklarini dile getiriyor. Ornegin, bir kadin genc
erkeklere konusurken “sirf kadin diye secmeyin ama
futbol takimi da kurmayin” dedigini paylasiyor. Bir baska
kadin kendini 6zellikle kadin gérmedigini, hep insan
olarak yaklastigini séyliyor.

Ust diizey karar alici kadinlarin bir kismi toplumsal
cinsiyet ayrimciligina ugradigini anlatiyor. Ornedin
hikimetle temaslarinda kadin olmanin dezavantajlarini
gordiguna soyleyen bir kadin bunun tahammdlsizlik
olarak yasandigini anlatiyor. Calisma hayatinda

kadin olmasinin bariz ayrimcilik yarattigi durumlari

da dinliyoruz; “erkek ortamda kadin olmak”, ya da
basortisi nedeniyle kamu sektdriinde ayrimciliga
ugramak bunlara iki 6rnek. Kadin-erkek oraninin oldukga
dengesiz oldugu meclis icin de bir milletvekili “Erkek
egemen mecliste siyaset yapmak cok zor” diyor.

Sonuc olarak, Turkiye'de Ust dizey karar alma
pozisyonlarindaki kadinlarla sohbetlerimizin ilk
boluminde, “bize hikayenizi anlatir misiniz?”
dedigimizde paylasilanlardan;

- Kadinlarin henlz cocukken ailede esit ve 6zglr
yetistirilmelerinin

« lyi egitime erisimlerinin saglanmasinin

« Egitim ve kariyerlerinde toplumsal cinsiyete duyarli
erkek 6gretmen, is arkadaslari, patronlarin artmasinin

* Tutku, caliskanlik, disiplin ve azmin

* Toplumsal cinsiyet farkindaliginin artmasinin
onemini anliyoruz.

BUtdn avantajlarina ragmen bir kismi yine de toplumsal
cinsiyet ayrimciligina ugrayan, kariyerleri icin micadele
etmek zorunda kalan kadinlar bulunduklar st dizey
karar alma pozisyonundan baktiklarinda Tirkiye'de
kadin katilimini nasil goériyorlar? Bir sonraki bolimde
bireyden topluma cikiyoruz ve Ust dlzey karar alici
kadinlarin gordslerini inceliyoruz.

In some conversations, we see women who, while proud
of their institution’s gender awareness, go the extra mile
as women leaders because they think it still needs to be
improved. Those with high levels of gender awareness
do not cave into demands that they explain or justify
their decision to hire more women. Activated by a sense
of social responsibility and influenced by the women’s
movement, another woman tells us that she works as a
volunteer in this area. In yet another conversation, we
hear a decision maker continue the feminist struggle even
if she has not experienced gender discrimination herself.

Some women state that they do not put on a gendered
lens in working life, approaching things with a
humanitarian or individualist point of view. For instance, a
woman shares that when she gives a speech to a room full
of men, she says, “don’t pick someone just because she is

a woman, but don’t build a football team either”. Another
woman tells us that she does not view herself a woman in
particular but as a human being.

Some women in high-level decision making positions tell
us that they have experienced gender discrimination.
For instance, an interviewee says that she feels the
disadvantage of being a woman in her dealings with
government officials, whom she thinks harbour feelings
of intolerance. We also hear testaments of explicit
gender discrimination; “being a woman in an exclusively
male environment” and being discriminated against

in the public sector for wearing the headscarf are just
two examples. Referring to the gross gender imbalance,
a member of parliament claims that “doing politics in
parliament where male hegemony reigns is very difficult”.

In conclusion, in the first part of our conversations with
women in high-level decision making positions in Turkey
where we asked them to “tell us their personal story”, we
understand the importance of;

* Raising girls as equal and free in the family

* Access to quality education

 Anincrease in the number of gender-aware male teachers
friends and bosses throughout women'’s education and
careers

* Passion, hard work, discipline and drive

« Increasing gender awareness.

From where they are standing, what do women who,
despite their advantages experience gender discrimination
and have had to fight for their career, think of women’s
participation? In the next section, we move on from the
individual to the social, and explore the views of women
high-level decision makers.



Ust Diizey Karar
Alici Kadinlar Kadin
Katihhmini Nasil
Degerlendiriyor?

Bu rapor icin kamu, 6zel ve sivil sektérden toplam 9
alanda Ust dlzey karar alma pozisyonlarindaki kadinlarla
gorustik. Eger inceledigimiz alanda en Ust dizey karar
alma pozisyonunda bir kadin yoksa, ya o pozisyonda
bulunan erkeklerle ya da daha alt pozisyondaki karar
alici kadinlarla konustuk. Konustugumuz herkese
Tirkiye'de kadinlarin egitim, istihdam ve karar
mekanizmalarina katilimi hakkinda gorislerini sorduk.
Cesitli cevreleri, disiplinleri, duyarliklari ve gindemleri
temsil eden goristigimz tim kisiler bu ¢ alanda
kadin katilimini yetersiz buluyor. Asagida, farkli

bakis acilarindan kadinlarin egitim, istihdam ve karar
mekanizmalarina katilimiyla ilgili sunulan engel ve
firsatlarr inceliyoruz.

UST DUZEY
KARAR I
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WOMEN'S

PARTICIPATION —
IN HIGH-LEVEL
DECISION ——
MAKING

How Do Women In
High-Level Decision
Making Positions
Evaluate Women’s
Participation?

For this report, we interviewed women in high-level decision
making positions in a total of 9 areas in public, private and
civil sectors. If the highest level decision making position is
not occupied by a woman, we interviewed either the men
who occupy those positions or women in lower level decision
making positions. We asked our interviewees what they
think of the state of women’s participation in education,
employment and decision making mechanisms in Turkey. The
persons we spoke with represent various settings, disciplines,
sensibilities and agendas, and they all find women’s
participation in all areas inadequate. Below, we investigate
the barriers and opportunities to women’s participation in
education, employment and decision making as presented by
different points of view.




3.1. Egitime
Katilim

Tirkiye'de Ust diizey karar alici kadinlara, kadinlarin
editime katilimi hakkinda fikirleri soruldugunda egitime
erisimde toplumsal cinsiyet esitsizligi kadar egitim
politikalari hakkinda endiseleri 6n plana cikiyor.

Sorunlu Egitim Politikalan

Gortsmelerde, toplumsal cinsiyet esitsizliginin

egitime erisimde ve egitim siirecinde basladigi ortak
kani, ozellikle kaliteli egitime erisimde kadin-erkek
esitsizliginin alti ciziliyor. Kadinlarin egitime katilimi
konusulurken, “hangi egitim?” diye hayiflanarak tlkede
daha genel bir egitim politikasi sorunu oldugunu
distnenler cogunlukta. Orgiin egitimde aslinda yeteri
kadar kaynak oldugu distnUldyor. Ancak sorunlu
egitim politikalari sonucunda editim icerigi ve kalitesi
yetersiz bulunuyor. Ornedin, gérinirde fazla sayida
hukuk fakdltesinin oldugu ama bu fakdiltelerde nitelikli
hukukcu olmadigi séyleniyor.

Zorunlu egitimin stresinin yeterli olmadigi, butin
cocukluk boyunca, 18 yasina kadar stirmesi gerektigi
ifade ediliyor. Meslek okullarinin cok énemliislevlerinin
olabilecedi ama yeteri kadar yatirim yapilmamasinin
sorun oldugu disindliyor. Orgiin egitim kadar yaygin
editimin de icerik ve kalitesinin iyilestirilmesi gerektigi
soyleniyor.

Egitimin icerigi ve kalitesi kadar kadinlar egitime
katilimdan teknik olarak alikoyan politikalar da
elestiriliyor. Gecmiste basortisi yasagi ve ginimuzde
4+4+4 politikasi sonucu ¢cocuk yasta evliliklerin artmasi
nedeniyle kadinlarin egitim hakkindan mahrum kaldigi
belirtiliyor.

When asked of their view of women’s participation in
education, women in high-level decision making positions
express worry not only about gender inequality but also
education policies.

In the interviews, the shared view is that gender inequality
begins at access to education and in the process of
education. Especially underlined is gender inequality in
access to high quality education. Speaking of women'’s
participation in education, most interviewees exclaim
“what education?”, holding that there persists a more
general problem with education policy in the country.
Interviewees think that there are in fact enough resources
in formal education, but due to problematic education
policies, find educational content and quality insufficient.
For instance, one of the interviewees claims that despite
the large number of law schools, there are not many
qualified professors in them.

One interviewee holds that compulsory education
should last throughout childhood, until 18 years of age.
Some think that vocational schools have the potential
for fulfilling important functions, but that inadequate
investment in them is a problem. Interviewees say that
the content and quality of informal education must be
improved as much as that of formal education.

In addition to the content and quality of education,
interviewees criticize policies that technically hold women
back from participating in education. One of the claims is
that, like the ban on headscarf in the past, today’s 4+4+4
education policy has resulted in an increase in childhood
marriage, thus violating women’s right to education.




Diger Egitim Alanlan

Kadinlarin egitime katilimi konusulurken Kuran kurslari
konusu aciliyor. Bazilarina gore din egitimi 6nemli.
Kuran kurslarinin, érnegin, kiz cocuklarinin egitimini
sagladigini ve kadini kalkindiracak ve glclendirecek,
erkekleri de kadinlar hakkinda bilinclendirecek bir arac
oldugu distnUliyor. Kuran kurslarinin ayni zamanda
sosyal hayata karisamayan kadinlar icin sosyallesme ve
egitim alani yarattigi ifade ediliyor. Buna karsi gelen
gorls ise egitimin tarikatlarin elinde oldugu, bunun hem
kadin hem erkekler icin sakincali oldugu ve bu nedenle
“ideolojik micadele” gerektigi yoninde. Egitimde
toplumsal kaliplarin kiz cocuklarinin aleyhine oldugu
da ifade ediliyor. Bazi gorismelerde kadinlarin editime
katiiminin 6zglvenleri ve “annelik goreviicin” icin de
onemli oldugu séyleniyor.

Kadinlarin egitime katilimi konusunda bazi sohbetlerde,
akla 6rglin egitim kadar alternatif egitimler de geliyor.
Toplumsal cinsiyet esitligi icin bu alandaki kurum

ici egitimlerin cok degerli oldugu sdyleniyor. Bu tir
egitimlerin “erkeklerin kafasini degistirmek” ya da
erkeklerin “kadin liderin iyi bir sey oldugunu anlamalari”
icin bir firsat olabilecedi vurgulaniyor. Bu egitimlerin
sadece Ozel ve sivil sektorde degil kamu sektorinde

de yayginlasmasi gerektigi disinaliyor. Kamu
calisanlarinin, kadin ve cocuk konusunda calisanlarin
toplumsal cinsiyet esitligi egitiminden gecmesi faydall
bulunuyor.

Ancak genel olarak sirket ici egitimlerde aday
havuzunun kisitli olmasi ve bu havuzda kadin-erkek
dengesi olmamasi kadin calisanlarin aleyhine temel
bir sorun olarak dile getiriliyor. Sirket ici egitime
yonlendirilmenin, o egitimlerde yetisip fark edilmenin
kadinlari gliclendirdigi ve karar alma pozisyonlarina
gelmelerini kolaylastirdigi distnUldyor.

Ust diizey karar alici kadinlar, bulunduklari yerden
baktiklarinda kadinlarin egitime katiliminda esitsizlikleri
o kadar net kabul ediyorlar ki bunun nedenlerini
acmaya gerek gérmayorlar. Toplumsal cinsiyet
esitliginin sadece 6rgin dedil alternatif egitimlerle de
yayginlasabilecegini distnudyorlar. Cogunlugu kendi
hikayesini anlatirken iyi egitim aldigini sdyleyen Gst
dlzey karar alici kadinlar, belki de bu yizden, egitim
kelimesini duyduklarinda daha ziyade daha genel
bakarak Tirkiye'de yetersiz ya da sorunlu bulduklari
editim icin, egitim politikalarini elestiriyorlar.

When talking about women’s participation in education,
the issue of Quran courses comes up. Some interviewees
think that religious education is important. For instance,
they hold Quran courses as a tool for girls’ participation in
education and women'’s development and empowerment,
as well as for raising men’s awareness of women. One of
the interviewees also says that Quran courses are a means
of socializing and education for women who otherwise

do not participate in social life. The opposing view is that
education is held captive by cults, problematic for both
women and men, and this necessitates an “ideological
struggle”. One of the interviewees expresses her worry that
the social norms operative in education disadvantage girls.
Some interviewees think that women’s participation in
education is important for women'’s confidence and for “the
role of motherhood”.

In some conversations on women'’s participation in
education, the issue of alternative education comes up as
much as formal education. Some interviewees think that

in service training is highly valuable for gender equality.
They claim that this kind of education is an opportunity

to “change men’s minds” or “make men understand that

a woman leader is a good thing”. They hold that it should
become prevalent not just in the private and civil sector but
also in the public sector. These interviewees find it beneficial
for public sector employees and those who work on women
and children to go through gender equality training.

However, with regards to in service trainings, the limited
pool of candidates, which also lacks gender balance,

is expressed as a fundamental disadvantage facing
women employees. One of the claims is that steering
women towards institutional training to gain experience
and become noticed empowers them, facilitating their
participation in decision making positions.

Women in high-level decision making positions see the
inequalities in women’s participation to education so clearly
that they feel virtually no need to unpack their reasons why.
They think that gender equality can become widespread not
Just through formal education but also through alternative
modes of education. Perhaps because most of them state
that they themselves have received good quality education,
women in high-level decision making positions criticize
education policies for the inadequate or problematic state
of education in Turkey.



3.2. istihdama
Katihm

Ust diizey karar alict kadinlar, kadinlarin istihdama
katilimini da yetersiz buluyor. Bunun icin kiltUrel
engeller, evisi sorumlulugu ve bakim yika, calisma
saatleri ve lojistik engeller, ve politika engelleri
tanimliyorlar. Ancak kadinlarin bireysel diizeyde
calisma hayatina ve kendi kariyerlerine katabilecekleri,
calisma dinyasindaki yenilikler, farkindalik ve
savunuculuk etkinliklerindeki artisla aslinda bu alanda
kadin katiliminin artmasi icin firsatlarin oldugunu da
distndyorlar.

3.2.1. Kadinin Istihdama
Katilimi Oniindeki Engeller

Ust diizey karar alici kadinlar bulunduklari pozisyondan
baktiklarinda kadinlarin istihdama katilimi éniinde bir
cok engel sayiyorlar. Bunlari kiltrel, evisi sorumlulugu
ve bakim yika, calisma saatleri ve lojistik engeller ve
politika engelleri olarak gruplayabiliriz.

Kiilturel Engeller

Sohbet ettigimiz kadinlar, bulunduklari yerden
degerlendirdiklerinde kadinlarin istihdama katilimi
ondnde cesitli engeller gorlyorlar. Bunlarin ilki kltdrel
engeller. Algilarin, dnyargilarin ve ayrimciligin kadinlarin
istihdama katilimini engelledigini distnUyorlar.

Aile bunlarin basinda geliyor. Bir 6nceki bélimde

yer aldigi gibi goristigimiz kadinlarin neredeyse
hepsi kendi hikayelerine aileden yana ne kadar sansli
olduklarini anlatarak basliyor. Sohbetin bu béliumine
gelindiginde ise bu faktor ayni zamanda kadinlarin
onlndeki en bilyik engellerden biri de olabiliyor.
Kadinlaricin firsat esitsizliginin dogustan itibaren
baslayabildigi sdyleniyor. Ailenin ve cocukken edinilen
kisilik 6zelliklerinin istihdama katilimda cok 6nemli

bir rol oynadigi distnliyor. Kadinin evde babadan,
agabeyden destek goriince 6zglivene ve imkanlara
sahip oldugu soyleniyor. Buna bagli olarak bir baskasi
da cocuklarin diinyasinin ¢ok iyi anlasilmasi gerektiginin,
kadin — erkek esitligi algisinin cocukluktan itibaren
olustugunun altini ciziyor. Kadina kiltdrel olarak anne
rolG verilmesinin, ailenin, anneligin kutsallastirilmasinin
ve kadinin birey olarak var olamamasinin kadinin
istihdama katiliminin 6niinde bir engel olusturdugu
disinuliyor; “Aile en politik ama sorgulamasi en zor
alanlardan” (siyaset). Bir erkek Gst diizey karar aliciya
gore ise kadinlarin istihdama katilimini tesvik etmek

Women in high-level decision making positions find
women’s access to employment also inadequate.
Accordingly, they identify cultural barriers, housework and
care responsibilities, work hours and logistical barriers,
and policy barriers. Yet, with what women can contribute
to professional life and their own careers at the personal
level, as well as developments in professional life and
increase in awareness and advocacy work, they also think
there are opportunities for improvement in women'’s
access to employment.

Women in high-level decision making positions count
various barriers to women's access to employment. We
can categorize these as cultural, housework and care
responsibilities, work hours and logistical barriers, and
policy barriers.

The women we interviewed see various barriers to
women'’s access to employment. The first among these

is cultural barriers. They think that perceptions, biases
and discrimination stand in the way of women'’s access to
employment.

Family tops the list. As detailed in the previous section,
almost all women we interviewed start their story by
stating how lucky they have been with their family. In
this part of our conversation, this factor can also stand
out as one of the biggest barriers that women face. One
of the claims is that women’s lack of equal opportunities
sometimes starts from birth. Interviewees think that
family and personality traits acquired from childhood
play a very important role in access to employment.
They note that the support women receive from their
father and big brothers at home informs their level of
confidence and opportunities. Relatedly, one of the
interviewees says that children’s world must be well
understood, and that the idea of gender equality shapes at
childhood. Another contention is that women’s culturally
engrained role as mothers, the cultural sanctity of the
family and motherhood, and the inability of women to
exist as individuals are all barriers to women'’s access

to employment; “Family is the most political arena, but
one that is also one of the most difficult to challenge”
(politics). On the other hand, according to a male high-



Kiiltiirel Engeller

“esitligin kadinlara zulmU” olabilir; “is hayati erkek
Gzerinden sekillenmis ve aileden (evlilik ve cocuk)
feragat etmesini istiyoruz” (akademi). Son olarak,
“kalttirden vazgecmeyelim” denerek ailenin kadina
destek de olabilecegi ve bu destekle aslinda kadinin
kariyerinde ilerleyebilecegi gorisa yer aliyor.

“Ataerkil dizen” ve “erkek egemen gelenek”, kadin
katiiminin 6ndndeki bir diger engel olarak sayiliyor.
Yargida, 6rnedin, bazi kurumlarda sartlari karsilayan
kadin sayisi toplam aday sayisinin 1/3'G iken sadece
%5'inin belirli bir pozisyona getirildigi anlatiliyor.
Soylenene gore “erkek erkege ortamin” tercih edilmesi
nedeniyle baska birimlerden erkek calisan transferi
yaplilabiliyor. Kriz zamaninda da kadinlarin daha kolay
go6zden cikanldigi distndliyor. Her meslekte, eger
askerlik yaptiysa, erkeklerin tercih edildigi sdyleniyor.

Kadin katilimi s6z konusu oldugunda muhafazakarligin
sag-sol ayrimi yapmadan tim toplumda var oldugu
distndliyor. Emek diinyasinda, 90'larda yapilan

kadin kurultayi ve alinan kararlarin israrli takibi
sayesinde kadin micadelesinde ilerledigi ve bu alanda
basarili kabul edilen bir kurumda bile zaman zaman
eril davranislar ve hitaplarin hatta tacizin olabildigi
paylasiliyor.

Toplumsal cinsiyete dayali ayrimciliga farkli yaklasimlar
da gériyoruz. Ornedin, istihdamda erkekler icin

daha fazla yarisin s6z konusu olmasinin da erkeklerin
istihdama katilimi 6niinde bir engel olusturdudu,
erkekler Uzerinde issizligin daha bly(k bir sosyal baski
oldugu disiniliyor. Kadinlarin kadin olarak 6ne
cikarilmasinin da bir ayrimcilik oldugu dile getiriliyor.

Bir baska yaklasim ise, “cinsiyet kavgasinin” bir kenara
birakilip insanin éne cikarilmasi yéniinde. istihdamda
kisilere kadin — erkek diye dedil insan olarak bakilmasi,
herinsanin blyUk bir potansiyel tasiyabilecedi fikrinin
benimsenmesi gerektigi distniliyor.

Kadinlar hakkindaki genellemelere de atifta
bulunuluyor. Ornegin, “erkek kendini, kadin - hele
anne ve 6gretmense - toplumu yetistiriyor”, “toplumu
sekillendirme roll kadinda (cUnkd erkekleri yetistiriyor)”,
“kadinin elinin degddidi isler daha iyi oluyor”, “Kadin
toplumsal kosullar nedeniyle cok yonli”, “kadin sayisi
artmali cnkd kadin duyarliigi dnemli”, “yapi olarak
erkek detayci ve mikemmeliyetci degil”, “kadinlarin
sezgileri, hayal glcleri, empati yetenekleri daha

glcli” gibi ifadeler kimi sohbette genelleme olarak

ve toplumsal cinsiyet esitligi dninde engel olarak
sunulurken, kimi sohbette, aslinda kadinlarin erkeklere
karsi avantaji olarak ve aslinda tam da esitsizligi yeniden

Ureten bir genelleme olarak siralaniyor.

Ust diizey karar alma pozisyonlarindaki kadinlar,
kadinlarin is hayatina katilmak icin evde yeteri kadar

level decision maker, encouraging women’s access to
employment might become “the tyranny of equality”:
“working life has been shaped on men’s terms, yet we
ask women to give up on family (marriage and children)”
(academia). Finally, in saying “let’s not give up on
culture”, one of the interviewees claims that family can
also support women, and with this support women can
advance in their careers.

Some interviewees count the “patriarchal order” and
“androcentric tradition” as another set of barriers

to women’s participation. For instance, one of the
interviewees claims that in some judicial institutions
eligible women comprise a third of the total number of
candidates, yet women occupy only 5% of these positions.
The same interviewee holds that due to a preference for a
“men-only environment”, transfer of male employees from
other departments is not unusual. A related claim is that
women are more easily let go during times of crisis. The
shared contention is that in all professions, fulfilment of
military service becomes a reason for selecting men over
women.

When it comes to women’s participation, some
interviewees think that conservatism persists across the
ideological spectrum. In the more left-leaning circles, one
interviewee shares that thanks to the women’s assembly
in the 90°s and the persistent follow-up of the decisions
that came out, women’s struggle has made significant
gains. Yet, even in such a highly regarded institution,
masculine behaviour, language and even harassment
sometimes take place.

We observe different approaches towards gender
discrimination. For instance, one of the interviewees holds
that the fact of higher competition amongst men for
employment is as a barrier to men’s access to employment,
and that unemployment for men is a greater social
pressure. It is also held that advocating for women, as
‘women’ is another form of discrimination.

Another approach is towards letting go of “the battle
of genders” for a more human-centred perspective. One
interviewee suggests that in employment each person
should be considered as an individual not as a man or a
woman, and that each person holds great potential.

Generalizations about women are another subject of
conversation. Statements such as “man fosters himself,
woman, — particularly mothers and teachers — society”,

”oou

“a woman’s touch makes everything better”, “women
are multifaceted thanks to social circumstances”, “we
need more women at work because we need women's
sensibility”, “by his nature, man is not detail oriented

or perfectionist”, “women have stronger intuitions,
imagination and capacity for empathy” are put forward

in some interviews as generalizations and barriers to



Kiiltiirel Engeller

micadele vermediginden baslayarak bir yandan da
kadinlarda gozlemledikleri bazi 6zellikleri elestiri

notu olarak ekliyorlar. Bu elestirilerin bir kismi kadinin
kendi kendini kisitlayan engeller. Ornedin, kadinlarin
kendilerini ailelerine ve cocuklarina adayarak iyilik
yaptiklarini distinmeleri ama aslinda bunun bir yerden
sonra kendilerini engelleyici bir hal aldigi séyleniyor.
Sikca yapilan bir diger elestiri ise kadinlarin yeteri
kadar cesur davranmadiklari, yetenekli olduklari

halde istihdamda geri durduklari yoninde, oysa
goristigimz bir yoneticiye gore “Cesaret ylizde

yiz hazir olmasan bile atilabilmektir” (is dinyasi).
Bunun yaninda kadinlarin da fikir olarak erkekler kadar
yikselmek istedikleri ama yoneticiligi kendilerine uygun
gormedikleri ve/veya baski istemedikleri séyleniyor.

Bir kisim elestiri ise kadinlarin birbirlerine ¢ikardiklari
engeller; “Kadinlar birbirine destek olmuyor”, “kadin,
kadin yonetici istemiyor” gibi yorumlar ile kadinlarin
diger kadinlarin kariyer gelisimine yardim etmek
istemedikleri distnUliyor. Kadinlarin kadinliklarini
one cikarmalarinin diger kadinlara zarar verdigi
distncesi ve toplumsal cinsiyet esitligi gindeminin
basini kadinlarin cekmesi gerektigi de yine kadinlarin
kadinlara yaptigi elestiriler arasinda yer aliyor. Kadinlari
elestirirken, “..ama en tepeye baktiginda kadinin sucu
yok; hiikiimetin sucu var” (akademi) gorisi de dile
getiriliyor.

Ev Isi Sorumluludu
ve Bakim Yiikii

Kadinin istihdama katilimi éniinde en sik dile gelen
engellerden biri ev isi sorumlulugu ve bakim yikda.
Toplumsal cinsiyet rollerinin dagiliminda “kadinin yeri
evi ve cocugunun yanidir” zihniyeti ile bakim ytkindn
ve ev isinin kadina kalmasi kadin istihdami 6nidndeki
en 6nemli engellerden biri olarak sayiliyor. Bu rol
dagiliminin yalniz kalttrel boyutta dedil, 6rnegin
yargida da yer aldigi séyleniyor; “6zel secilmelerine ve
editime ragmen kadinin yeri evidir diyen aile mahkemesi
hakimleri var” (yargl). Evlilikte eslerin sorumluluk
paylasimi ve tutumlarinin kadinin istihdama katilimi
icin cok 6nemli oldugu aksi takdirde kadinin istihdam
edilemedigi disdnuldyor, “Evlilik basladigi zaman

hi¢ sorulmadan verilmis sorumluluklar var kadina”
(akademi). Bir sekilde is piyasasina girmis olsalar da
st dlizey karar alici pozisyona c¢iktikca kadin sayisinin
azalmasi da yine kadina yiklenen bakim yiki ve ev
islerine baglaniyor.

gender equality, while in others as advantages women
have against men and precisely as generalizations that
reproduce gender inequality.

Some interviewees criticise women starting by noting
that they do not put up enough of a fight at home to
participate in employment. Some of these criticisms are
about barriers that women build themselves. For instance,
one interviewee argues that women think it a favour to
dedicate themselves to their family and their children, yet
the situation becomes a hindrance to them after a certain
point. Another commonly stated point is that women are
not courageous enough and despite their talents hold
back at work and in employment, yet according to an
interviewee “courage is stepping up even if you are not
one hundred per cent ready” (business). Some interviewees
also hold that women dream of advancing in their careers
as much as men, but do not see leadership suitable to
them or do not want the pressure.

Another line of criticism is the barriers that women put
up against each other; statements such as “women don'’t
support each other”, “women don’t want a woman leader
suggest that women do not want to help each other out
in their career progression. Some interviewees think that
highlighting one’s womanhood hurts other women, and
that women should lead the gender equality agenda. On
the other hand, one interviewee holds that “when you look
at the upper echelons, the government and not women
are to blame” (academia).

”

One of the most commonly stated barriers to women'’s
access to employment is housework and care
responsibility. Accordingly, our interviewees count gender
roles (typified by “woman’s place is at home and by her
children”) and leaving housework and care responsibilities
to women as one of the most significant barriers to women’s
employment. An interviewee states that this distribution
of roles exists not only at the cultural level, but also in
areas like the judiciary; “there are family court judges who,
despite their special selection and training, say that a
woman’s place is her home” (judiciary). Some interviewees
hold that in marriage, the distribution of responsibility
among spouses and their attitude are important factors
that inform women’s access to employment; “When
marriage begins, there are responsibilities women are
given that she never asked for” (academia). Accordingly,
despite entering the workforce, it is because of housework
and care responsibilities that the number of women in
high-level decision making positions decreases.



Sosyal bakim hizmetlerini yetersiz ve pahali bulanlar
var. Gorlslerden biri de dogum izninin yiksek maliyetli
oldugu ve eger uzun olursa is piyasasina dondsi
zorlastirdigi yoniinde. Geng niifus, is piyasasina dondsin
onlndeki bir baska engel olarak da gorilebiliyor.

Eder ise donebildiyse bile kadinlarin kaygili olduklari
ama ailelerinden destek alabildikleri soyleniyor.

Bakim yikine ek olarak, cocuklarin egitimleri de yine
kadinlarin istihdama katilimi 6niinde bir engel olarak
gorillyor. Bazi kadinlar, cocugun kadin-erkek icin

esit bir hak oldugu, dolayisiyla sorumlulugun da esit
paylasilmasi gerektigi savunuyor.

Calisma Saatleri ve
Lojistik Engeller

Calisma saatleri bir diger engel olarak tanimlaniyor.
Sohbetlerde farkli sektorlerde farkli calisma saatlerinin
kadinlarin 6ntnde engel olusturdugu soyleniyor.
Akademide Gst yonetimde calisma saatlerinin arttig,
yargida savcilarin aksamlari calistidi, is diinyasinda is
disi ve gec saat aktivitelerinin gozetildigi ve kadinlarin
bu durumu tercih etmedigi ya da yukarida s6zi gecen
rol dagilimi nedeniyle karsilayamadigi disinliyor.
Bunun yaninda kadinlarin “kendilerini ispat edebilmek
icin” erkek mevkidaslarindan cok daha fazla calismasi
gerektigini distnenlerin yani sira, verimli calisildig
takdirde bu fikre katilmayan da var. Ayrica, calisma
saatlerinin uzunlugu ya da gin icindeki planlamasi
nedeniyle is-yasam dengesini saglayamamanin da
kadinlaricin dnemli bir sorun oldugu distndaliyor.

Lojistik olarak calisma ortaminin elverisli olmamasi,
kadinlarin istihdama katilimi 6niinde bir baska engel
olarak goriliyor. Ornegin yiksek yargida kadin
olmamasi kadinlarin istanbul ve Ankara’dan ayrilmak
istememesine baglaniyor: “yargida kadin oraninin
artmasi icin Anadolu’da fiziki sartlar iyi olmall” (yargy).

“Kadina uygunis” (ya da “kadina uygun olmayan

is") Farkli yaklasilan bir kavram. Kimine gére kadin
istihdaminin artmasi icin “kadina duyarli is kultGra
olmasi lazim” (sivil toplum), kimine goreyse cinsiyete
gore mesleki ayrim kadini magdur ediyor ve bu
kadinlarin istihdama katilimi 6niinde bir engel
olusturuyor; “kadina 6zgu bir is yok, bu ortadan kalkarsa
istihdam sorunu ¢6zltr” (sendika). Yargiya baktigimizda
ornedin, kadinlarin hakim olmasinin uygun oldugu

algisi géraliuyor ciinkl otopsiye girmenin kadina uygun
olmadigi distndluyor; “savcilar otopsiye girer, hamile

There are some who find social care services inadequate
and expensive. One of the claims is that maternity leave is
costly and if longer, would make returns to the workforce
more difficult. Another contention is that the youth

stand in the way of returning to the workforce. One of
the interviewees holds that when women return, they do
so feeling anxious, but they might also get support from
their family. In addition to care work, the education of
children sometimes stands in the way of women’s access
to employment. Some women argue that the right to have
children is equal for men and women, thus responsibility
should be distributed equally.

Our interviewees define work hours as another obstacle. In
our conversations, they claim that different working hours
in different sectors act as a barrier to women. They state
that work hours in high-level academia are long, judges
work late hours, late night social activities in business are
commonplace, and that women do not prefer this state
of affairs or cannot even meet them due to the reasons
noted above. There are those who think that women

need to work much more than their male counterparts

to “prove themselves”, while others argue that as long as
women work efficiently, this ceases to be the case. Finally,
some interviewees think that the failure to strike a work-
life balance due to long work hours or their particular
distribution through the day stands out as an important
problem for women.

The logistical unsuitability of work environments is
another barrier to women’s access to employment. For
instance, one interviewee links the relative absence of
women in high judiciary to women’s reluctance to leave
big cities like Istanbul and Ankara: “for the percentage of
women in the judiciary to increase, physical conditions in
the wider Anatolia must improve” (judiciary).

Our interviewees approach the issue of “woman-friendly
work” (or “non-woman-friendly work”) differently. Some
think that there must be a “gender sensitive work culture”
for women’s employment to increase, others that gender
segregated work is an injustice to women and yet others
that “there is no such thing as a gendered job, the problem
of women’s employment will be solved when this goes
away” (social partner). We glimpse in the judiciary, for
instance, the perception that it is more suitable for women
to become judges than prosecutors; “prosecutors enter
into autopsy, and pregnant women might have a hard



kadin zorlanir” (yargi, erkek). Egitim ve saglik gibi bazi
is kollarinin kadin agirlikli olmasinin da kadina uygun is
kavramini yeniden drettigi soyleniyor.

Kadina uygun calisma ortami sohbetinde ister istemez
“calisma dinyasi erkek bir dinyadir” fikri de cikiyor.
Sohbetlerde erkek calisanlarin erkek yoneticiyle daha
icli disli oldugu algisini goriiyoruz ya da “erkekler
kadin yéneticiyle calismak istemiyor”(yargi) deniyor.
Yeteri kadar kadin olmamasi nedeniyle erkeklerin

is dinyasinda hikimdar olduklari ve daha agresif
calistiklari da distunUldyor. Buna bagli baska bir
gorise gore mobbing ve taciz de istihdamda
ylkselmenin 6niinde bir engel olusturuyor. Bunun
yaninda bu erkek diinyada da kadinlarin var
olabilecedi distndliyor; “yaptidi isi dolduran kadina
fFarkli bakiyorlar” (is dinyasi).

Politika Engelleri

Kamu politikalari, kadinlarin istihdama katilimi éniinde
tanimlanan bir baska engel. Kadin istihdamini artirmaya
yonelik bazi kamu politikalarinin kadinlarin istihdama
katilimini desteklemekten uzak oldugu elestirisi
yapiliyor. Ornegdin goristigimiz kadinlara gére “harclik
ve ufak gelirler kadinlari evde tutuyor” (sendika).
Devletin kadinlara bakimla ilgili desteklerinin bu yikan
kadinin Gstinde olmasi durumuyla ilgili kisir dong
yarattigr distndliyor. Bazi Ust dizey karar alici kadinlar
icin, kadinin istihdama katilimi sadece istihdam olarak
dedil, kamusal alana erisim ve kamusal hayata katilim
olarak da algilaniyor. Boyle bakildiginda “Hikimet
(kadinlara) evde destek ve ev islerine kredi vererek is
hayatindan uzaklastiriyor” (yargi) deniliyor. Bir baska
elestirel gorids ise kamu politikalari ile kadinlarin zihinsel
islerde degil fiziksel islerde destekleniyor olmasi.
Bununla beraber sosyal politikalara ragmen anneligin
kadina 6zgl oldugu ve devredilemeyecedi, yasalar
dedgisse bile zihniyetin zamanla degdisecedi belirtiliyor.

Son olarak pozitif ayrimcilikla ilgili de farkli gorisler
var. Yargl alanindaki bir sohbette devletin pozitif
ayrimci politikalara devam etmesi gerektigi sdyleniyor.
Goristigimuz Ust dizey karar alma pozisyonlarindaki
kadinlarin cogunlugu ise pozitif ayrimciliga mesafeli
duruyor. Pozitif ayrimcilik ya da kotanin esitlik
sagladigini distinmuyorlar. Cinsiyete gore degil is
niteligine gore karar verilmesi gerektigini savunanlar
cogunlukta yer aliyor.

time” (judiciary, male). On the other hand, one interviewee
claims that the fact that certain sectors such as health and
education are female-dominant reproduces the concept of
woman-friendly work.

On the subject of woman-friendly work places, another
claim is that “the world of work is that of men’s”. In our
conversations, some suggest that male employees are
much closer to their male leaders, with one interviewee
claiming, “men don’t want to work with a woman leader”
(judiciary). Some interviewees also think that due to the
lack of women, men dominate business and work more
aggressively. A related contention is that mobbing and
harassment stand in the way of career advancement. On
the other hand, one interviewee suggests that women, too,
can exist in this male world; “women who do their job well
are looked at differently” (business).

Public policies are another set of barriers that hinder
women’s access to employment. Some interviewees argue
that some public policies aimed at encouraging women

to participate in employment are far removed from
increasing women's access to employment. For instance,
one interviewee suggests, “pocket money and small sums
of income keep women at home” (union). This ties in with
the claim that the state’s support for women in matters of
care, and women shouldering care responsibilities interact
in a vicious cycle. Some interviewees think that women’s
access to employment is bound with access to and
participation in public space. In this light, one interviewee
claims “government keeps women away from working life
by supporting them at home and granting them loans for
domestic work” (judiciary). Another line of criticism is that
public policies do not support women’s mental labour but
their manual labour. Against this, one interviewee claims
that despite social policies, motherhood is exclusively the
Jjob of women and cannot be transferred, and even if laws
change social norms will transform slowly.

Finally, we observe different points of view when it
comes to positive discrimination. In an interview with a
woman in the judiciary, one of the claims is that the state
must continue policies of positive discrimination. On the
other hand, most women we spoke to are suspicious of
positive discrimination. They do not think that positive
discrimination or quotas enable equality. Those who think
that decisions should be based on the quality of work and
not gender comprise the majority.



3.2.2. Kadinin
Istihdama Katilimi
Icin Firsatlar

Ust diizey karar alici kadinlar; kadinin istihdama katili-
miicin firsatlar da gértyorlar. Kadinlarin kapasiteleri,
calisma hayatindaki yenilikler, farkindalik ve savunuculuk
etkinliklerinin artisiyla aslinda bu alanda kadin katilimi-
nin artmasiicin firsatlarin oldugunu da distndyorlar.

Kadinlarin Istihdam Pazan
Icin Ayirt Edici Ozellikleri

Ust diizey karar alici kadinlar, istihdama katilimlari icin
kadinlarda kapasite gériyor. Ornegin, “cinsiyetci degilim
ama kadinin daha yaratici oldugunu gérdim” (akademi),
“kadinlar cok boyutlu distnebiliyor” (is diinyasi),

“kadin bakis acisi yargidaki calismalara yansiyor” (yargi),
“kadinlar son zamanlarda daha az Grkek ve daha
rekabetci”(is dlnyasl) gibi yorumlar geliyor. EGitimli ama
calismayan kadinlar da istihdam icin potansiyel olarak
goriliyor. Bu kadinlarin motivasyonundan istifade
edilebilecegi dustniliyor. is diinyasinda ydnetici
kademeye gelen kadinlarin alttan gelen kadinlara yol
actigi soyleniyor, “is dinyasinda kadin liderler asansori
asagi indiriyor” (is dinyasi).

Ayrica toplumdaki bazi kiltirel kodlarin da terse
cevrilebilecegdi distndliyor. Dini sembollerin 6rnegin,
erkek Gzerine kurulu oldugu ama artik din alaninda

da kadinin yonetimsel ve idari islerde yer alabildigi
soyleniyor.

istihdamda kadin-erkek esitliginin Farkli sektorlerde
farkli Faydalari oldugu vurgulaniyor. Kadinlarin
varliklarinin bir sirketin performansina ve karliligina
olumlu yansiyacagi distnildyor. Kadin-erkek esitligi
olan adliyelerin daha iyi is cikardiklari séyleniyor.

Hemen her sektérde alt kademelerde kadinlarin
istihdam edildigi, bu potansiyelin kadinin istihdama
katilimini artirmak ve yonetici kademelere ulasmalarini
saglayabilmek icin kullanilabilecedi dtstnuliyor.
Ornedin erkek bir bassavcl hukuk fakiiltelerinde ve
hakim-savcilikta kadin oldugunu, ancak bassavcilik ve
mahkeme baskanliklarinda sayinin artmasi gerektigini
soyliyor. Ayni sekilde akademide ve is diinyasinda Ust
dizeyde oran distik olsa da erken ve orta kariyerde
kadin-erkek oraninda Turkiye'nin dinyada iyi konumda
oldugu soyleniyor. Bunun yaninda “(oysa rektor

Women in high-level decision making positions also see
opportunities for women’s access to employment. Given
women’s qualities, developments in working life and
increase in awareness and advocacy campaigns, they
think that there are in fact opportunities for increase in
women’s participation to employment.

All our interviewees see the required qualities in women
for access to employment. For instance, we hear
statements like “I'm not sexist but | think women are
more creative” (academia), “women’s thinking can be
multidimensional” (business), “women’s point of view
shows in judicial work” (judiciary), “lately, women are
less frightened and more competitive” (business). Some
interviewees also see potential in women who are
educated but do not work. They think that these women’s
motivation can be benefitted from. One interviewee
claims that women business leaders pave the way for
women below them; “women business leaders pull the
elevator down” (business).

Our interviewees also argue that that some cultural
codes can be reversed. For instance, one interviewee
holds that while religious symbols are masculine, women
can nowadays participate in religious managerial and
administrative roles.

Another claim is that gender equality in employment has
different advantages in different sectors. Some of our
interviewees argue that more women in business will
reflect on firms’ performance and profitability. Another
thinks that courts with gender equity do their jobs much
better.

A contention shared in virtually all sectors is that more
women employed in lower echelons can be used to
increase women’s participation in both employment and
decision making. For instance, a male chief prosecutor
states that while there are women in law schools and as
Jjudges and prosecutors, there should be more women as
chief judge and prosecutor. Another interviewee claims
that while in academia and business the levels of women
in high-level decision making are low, Turkey ranks high
globally on gender equity amongst early and mid-career



sayisini) 9'dan 50'ye cikaracak yetkinlikte kadinlarimiz
var”(akademi) gibi ifadelerle Ust dizey karar alici
pozisyona gelecek yeterli kapasitede kadinin oldugu
disintlayor.

Sohbet ettigimiz kadinlarin dnemli bir bolima
“kadinlarin kolaya kacma huyu var” (is dinyasi)

gibi yorumlarla kadinlarin kariyerleriicin daha ¢ok
cabalamalari gerektigini distnduklerini belirtiyor. Bazi
kadinlar, kadinlarin daha hevesli, micadeleci ve talepkar
olmalari gerektigini, eger cok istekli olurlarsa, “her seyi
dort dortlik yaparlarsa” istedikleri yere gelebileceklerini
distndyor. Kadinlarin erkeklerden farkli olan vasiflarini
avantaja donustirmeleri gerektigi de séyleniyor.

Calisma Hayatindaki Yenilikler

Calisma hayatinin degismesi de kadinlarin istihdama
katilimi icin bir firsat olarak gordliyor. Her ne kadar
yukarida istihdama katilim kamusal alana katilim olarak
algilanip evden calisma uygulamalari elestirilmis olsa da,
bir baska acidan, evden calismanin esitleyici oldugunu
distnenler de var, “evden calisma yayginlasiyor ve ofis
hegemonyasi zayifliyor” (sivil toplum).

Yeni calisma dizeninde yonetim yapisinin daha esitleyici
yonde dedistigi sdyleniyor; “hiyerarsi zayifliyor, yatay
diizen var artik” (sivil toplum). istihdamda deneyimin
cok 6nemli oldugu ancak degisen sartlarda deneyimlerin
gecersiz kalabildigi bunun da yine istihdama katilimda
zorluk cekmis gorece az deneyimli kadinlar icin firsat
oldugu disunulyor.

Teknolojinin kadinlarin istihdama katilimi Gzerinde
olumlu etkileri olabilecegi distndluyor. Kas glci
ihtiyacini azaltmasi ve cografi kisitlari 6nemsizlestirmesi
bunun nedenleri olarak sayiliyor. Gérlismelerde
teknolojinin toplumsal cinsiyet esitligini bugin
ongorilenden daha 6nce bir tarihe cekecegine
inaniliyor. Artik kisisel aglarin de dederinin kalmayacag;,
online varligin yeterli olacagi distnuliyor, “Sen
neredeysen bulacaklar seni. internetten is ariyor
insanlar”(akademi).

“Girisimci kadin kendi kendinin patronudur” ifadesiyle
bazi goristigimiz kadinlar girisimciligin kadinlarin
is piyasasina katiimini kolaylastiran bir alan oldugunu
distndyor. KOSGEB'in kadin girisimcilere destedinin
degderinin alti ciziliyor. Sohbetlerde kadinlarin en cok
iki nedenle girisimci olduklari séyleniyor. ilki, calisan,
aile kurma nedeniyle ise ara veren ve geri dénemeyen

professionals. A related claim is that “there are actually
enough eligible women to pull the number of women
rectors from 9 to 50" (academia), suggesting that there
are many women with the requisite capacities to fill
high-level decision making positions in academia.

A notable portion of our interviewees hold that “women
have a tendency to take the easy way out” (business),
suggesting that women should work harder for their
careers. Some women think that women should be more
enthusiastic, competitive and demanding, that if they
have enough will and “do everything perfectly”, can get
anywhere they want. Some of our interviewees also hold
that women should turn those aspects that set them apart
from men into advantages.

Changes in working life, too, are seen as opportunities
for women’s access to employment. Some interviewees
criticize work-from-home initiatives, thus equating access
to employment with participation in public space. Others
suggest the equalizing effect of working from home,
claiming that “working from home is becoming more
widespread and workplace hegemony is weakening” (civil
society).

One interviewee claims that nowadays the managerial
structure at work is gaining a more equalizing quality;
“hierarchies are weakening; we've now got a more
horizontal order” (civil society). Another claim is that while
experience is highly important in employment, in the face
of changing circumstances experiences are becoming
obsolete, which presents itself as an opportunity for
women with little experience, who might have struggled
entering the labour market.

Some interviewees also think that technology might
have a positive effect on women’s access to employment
by lessening the need for muscle power and making
geographical limitations redundant. One of the claims

is that technology will pull back the date forecasted

for achieving gender equality. One interviewee argues
that personal networks will become obsolete, and an
online presence will be enough by itself; “they will find
you wherever you are. People now look for jobs on the
Internet” (academial).

Claiming that “the woman entrepreneur is her own boss”,
some interviewees suggest entrepreneurship as an area,
which facilitates women’s access to employment. They
emphasize the high level of support afforded to women by
Small and Medium Enterprises Development Organization



kadinlar. Bu kadinlar icin kendi islerini kurmak istihdama
geri donebilmek icin iyi bir firsat olarak goraliyor.

ikinci neden ise eslerinin ya da ailenin isini devralmak.
Kadinlarin aile sirketlerinde calisabildikleri ama bunun
yetersiz oldugu séyleniyor. Girisimcilik kadinlarin
istihdama katiliminda iyi bir firsat olsa da bazi kadinlar
mal varligi eksikliginin 6nlerinde bir engel olarak
durdugunu belirtiyor.

Farkindahk
ve Savunuculuk

istihdamda toplumsal cinsiyet esitligine yonelik
uygulamalar ve davranislar ile ilgili farkindalik
calismalarinin belirli bir zemin olusturdugu ve uzun
vadede kadin katilimiicin etkili olacagi distnuliyor.
Bunun yaninda somut ve bireysel adimlar atilmadikca
duyarlilik yaratmaya calismanin bir sey degistirmeyecegi
de sdyleniyor. Toplumsal cinsiyet esitligi gindeminin
kadinlar tarafindan takip edilmesi gerektigini
disinenler de var, bunun tersini distinen de “maalesef
kadin ve cocuk haklari merkezinde kadinlar agrilikta”
(varg).

Gordstigimuz bir Gst dizey karar alici kadin, calistig
kurumun toplumsal cinsiyet esitligi farkindaliginin
yiksek oldugunu ama buna ragmen baska kadin CEO
olmadigini soylerken, bu farkindalik icin egitim ve
mentorlik gibi cesitli calismalar icin inisiyatif aldigini
anlatiyor ve ekliyor; “6zel sektor toplumsal cinsiyet
esitligine 6n ayak olmali” (is dinyasi). Toplumsal
cinsiyet esitligi icin hangi sektoriin dontstirict olacagdi
konusunda bir diger goris ise énce sivil toplumun
Ozel sektord, sonra 6zel sektériin kamuyu etkileyecegi
yoninde.

istihdamdaki kadinlarin toplumsal cinsiyet esitligi
farkindaligricin calismalari ve bunun savunuculugunu
yapmalarinin sonraki nesiller icin cok dnemli oldugu
disitnliyor. Gorustigimuz kadinlardan biri ayrimcilik
yasamamasini kendinden onceki kadinlarin cabalarina
ve dayanismalarina borclu oldugunu soyliyor. Bir baska
st dizey karar alici kadin, pozisyonuna geldikten sonra
kurumunda kadin calismalarinin arttigini séyliyor.
Diger bir sohbette ise ilgili bir arastirmaya atifta

of Turkey (KOSGEB). In our conversations women highlight
two reasons why women become entrepreneurs. First

are the women who take time off from work to build a
family and cannot come back to work afterwards. For
these women, starting their own business is a way of
re-entering work. The second most common reason is to
take over spouse or his family’s business. Some suggest
that while women do work in family businesses, this is not
enough. Another claim is that while entrepreneurship is an
opportunity for women to participate in employment, for
some women, lack of wealth becomes a barrier.

Our interviewees think that awareness work on practices
and attitudes around gender equality in employment
provides a basis for achieving women’s participation in

the long run. On the other hand, some think that unless
concrete and individual steps are taken, building sensitivity
will not change anything. There are some who think that
women should lead the gender equality agenda, as well

as those who think otherwise; “unfortunately, women are
in the majority in women’s and children’s rights centres”
(judiciary).

One of our interviewees states that at her place of work,
awareness around gender equality is high, but despite this
there is no other woman CEO. To remedy this, she has
launched awareness training and mentoring initiatives.
She adds; “private sector must lead the way towards
gender equality” (business). An opposing view is that

civil society will transform the private sector, and private
sector will then transform the public sector.

Some interviewees hold that it is very important that
women in employment work for awareness around
gender equality, and that their advocacy work will have
significant effects on generations to come. One of our
interviewees says that she owes not being discriminated
against to the efforts and solidarity of women before
her. Another woman tells us that work on women has
proliferated at her workplace when she became the
decision maker. In another conversation, our interviewee,
referencing a study, suggests that children of working
mothers are more sensitive to gender equality and
spend more quality time with their mothers. Another
reference to gender studies is the suggestion that older



bulunularak calisan kadinlarin cocuklarinin toplumsal
cinsiyet esitligine duyarli olduklari ve anneleriyle daha
kaliteli zaman gecirdikleri sdyleniyor. Toplumsal cinsiyet
esitligi icin yapilan calismalarla ilgili paylasilan bir baska
ornek ise yasli erkek calisanlarin genc kadin calisanlar
tarafindan ters mentorlik almasi ve boylelikle kadin
calisanlarin 6ndnd nasil acabileceklerini 6grenmeleri,
“ters mentorlik, klasik mentorlikten daha etkili” (sivil
toplum).

Calisma hayatinda toplumsal cinsiyet esitligi farkindalig
ve savunuculuk etkinliklerini sadece kadinlar
Ustlenmiyor. Gorismelerde bu farkindaligi destekleyen
ve savunuculuk etkinlikleriicin 6rgitlenen erkeklerin
hikayeleri paylasiliyor. Ornegin goéristigimuiz bir

kadin, baro yonetim kurulunun 11 Gyesinin 6’sinin kadin
olmasini saglayan erkek yonetim kurulu baskanini tebrik
ediyor. Bir digeri “erkek kulibGnu” kiran ve kariyerini
destekleyen meslektasini viyor.

Kadinlarin istihdama katilimi ve genel olarak
toplumsal cinsiyet esitligi savunuculugu icin erkeklerin
orgltlenmeye baslamasinin da yine bu alanda kadin
katilimini artiracak bir firsat oldugu distnuldyor.
Sohbette 6rnek verilen 6rgitlenmeden bir erkek st
dizey yoneticiile goristigimizde toplumsal cinsiyet
esitliginin kadinin degil toplumun meselesi oldugunu
soyliyor. Bu yonetici, toplumsal cinsiyet esitligi
kavraminin yayginlasmasi icin sirketinde cinsiyetsiz CV
ve fabrikada sifir yik uygulamasi gibi somut adimlar
attigini anlatiyor.

Ust duizey karar alict kadinlar, kadinlarin istihdama
katilimi konusunda egitime katilima oranla daha iyimser
goriniyorlar. Bu alanda engeller kadar firsatlarin da
oldugunu ve bu firsatlar degerlendirildiginde kadinlarin
is piyasasina katiimlarinin artacagini disintyorlar.

male employees receive reverse mentoring from younger
woman employees, thus learning how they might promote
young women’s careers; “reverse mentoring is more
effective than classical mentoring” (civil society).

It is not only women who shoulder gender awareness and
advocacy campaigns in working life. Our interviewees
share stories of men who support and mobilize for these
campaigns. For instance, one interviewee congratulates
the chairman who made possible 6 women to serve on
the board of a total of 11 members. Another interviewee
praises her male colleague who dismissed the “boys’ club”
and supported her career.

Our interviewees think that men mobilizing in support

of women'’s access to employment and gender equality
advocacy in general will benefit women'’s participation

in these areas. In our conversation with a male decision
maker in one of the example organizations, one of the
claims raised is that gender equality is not a woman'’s issue
but that of society. This male decision maker states that
he has taken concrete steps like gender-blind CVs and
zero-weight at the factory in support of gender equality.

Women in high-level decision making positions are
more optimistic with regards women'’s access to
employment than in education. They think that there
as many opportunities as barriers in this area, and
when opportunities are taken advantage of, women’s
participation in the labour market will increase.




3.3. Karar Alma
Mekanizmalarina Katilim

Son olarak, Ust dlzey karar alici kadinlara, Turkiye'de
kadinlarin karar alma mekanizmalarina katilimi hakkinda
goruslerini sorduk. Karar alma mekanizmalari denince
goristigimiz kadinlarin odaklandigi alan siyaset

ve siyasal alan oluyor. Kadinin siyasette ve siyasal
alanda varliginin politikalara olumlu yansiyacadi
disiniliyor. istihdam ve calisma hayatindaki karar
mekanizmalarina yukarida dedinildiginden bu bolimde,
sohbetlerimizde kadinlarin siyaset ve siyasal alandaki
karar alma mekanizmalari Gzerine fikirlerini inceliyoruz.
Goridstigumuz kadinlar bu alanda da yine istisnasiz
kadin katiliminin yetersiz oldugunu disndyor. Bu alan
icin de yine cesitli engeller ve firsatlar tanimlaniyor.

Kadinlarin Karar Alma
Mekanizmalarina
Katilimi Oniinde Engeller

Ekonomik sartlar kadinlarin karar alma mekanizmalarina
katilimi 6niinde en biyik engellerden biri olarak
sayiliyor. Elverissiz ekonomik sartlarin kadinlarin siyasal
hayata katiimini olumsuz etkiledigi, erkege ekonomik
bagimlligi nedeniyle kadinlarin siyaset yapamadigi
soyleniyor. Kadinin ekonomik 6zgirliginin ise
(yukaridaki sohbetlerde de ayrintili olarak ele alindigi
gibi) yine erkege veya aileye bagli oldugu ifade ediliyor.
Yukarida da ayrintili anlatilan toplumsal algilar ve
beklentiler gibi kimi zaman gériinmeyen engellerin bu
alanda da kadin katilimini kisitladigr disiandliyor.

Bir diger engel olarak da kadin dayanismasinin zayifligi
ifade ediliyor. Yerel yonetimlerde st dlzey bir karar
alic kadin “kadin gruplarinda bile gruplasma var. Sahsi
seyler yizinden bitunlik yok” (yerel yonetim) diyor. Bu
fikre gore ezilmeler farklilastiginda kadin dayanismasi
glicstiz kaliyor. Kadinlarin kadinlar icin bu alanda yaptigi
bir diger elestiri ise, yukaridaki elestirilere de benzer
sekilde, kadinlarin bu alanda yeteri kadar tutunmadigi
oluyor. "Asagidan gelen” kadin aday sayisinin artmasi ve
kadinlarin liderlik rolleri almalari gerektigi vurgulaniyor.

Kadinlarin siyasete katilabilmesi icin cok kisitli bir
alanin oldugu belirtiliyor. Goristigimuz bir Gst dizey
karar alici kadin, kadinlarin yalnizca iki sekilde siyaset
dinyasina girebildiklerini séyllyor; “ya tepeden

inme girersin, biri seni iter, ya da ailen siyasetcidir”
(siyaset). Biri, genelde destekci bir erkek, bir kadinin
siyasete girmesini kolaylastirsa da yine de bu kadinin
kalifiye olmasi gerektigi sdyleniyor. Burada kalifiye
derken egitimli, egitim aldigi sirada ekstra etkinliklerle

Finally, we asked women in high-level decision making
positions what they think of women’s participation in
decision making positions in Turkey. On the subject of
decision making mechanisms, our interviewees focus on
politics and the political arena. Some think that more
women in politics and the political arena will have positive
effects on policies. Because we detailed decision making
mechanisms in employment and working life above, in
this section we will investigate women'’s participation in
decision making mechanisms in politics and the political
arena. Here, too, our interviewees, without exception, find
women’s participation inadequate. They identify various
barriers and opportunities for this area.

Our interviewees count economic reasons as one of the
biggest barriers to women’s participation in decision
making mechanisms. They argue that unfavourable
economic conditions have a negative effect on women’s
political participation, and that women’s economic
dependency on men hold women back from participating
in political life. They hold, as aforementioned, that
women’s economic freedom is dependent on men or
the family. A related contention, as detailed above, is
that invisible barriers such as social perceptions and
expectations limit women’s participation in this area.

Some interviewees count women’s lack of solidarity

is another obstacle. A woman in high-level decision
making in local government says, “there is factionalism
even within women’s groups. There is no sense of unity
because of individual stuff” (local government). This

line of thinking suggests that when oppression becomes
differentiated, women’s solidarity gets weakened. Another
line of criticism is that women do not hold on strong
enough in their areas. Our interviewees stress the need for
more women “from down below” and for women to take
on leadership roles.

Some interviewees suggest that there is limited space

for women to participate in political life. One of the
arguments is that women enter politics in only one of two
ways; “you are either selected by someone from higher
up, someone pushes you in, or your family is in politics”
(politics). This argument is followed by the claim that
while someone, usually a supportive man, might make a
woman entering politics easier, this woman still needs to



donanimini artirmis, sosyal cevresi genis, cok calismis
ve ¢abalamis olmak kastediliyor. Bunun yaninda “oysa
erkekler az egitimli ve distk profilli olabilir” (siyaset)
deniyor.

Yerelde ise siyasete girmenin parti hizmet 6dili veya
(st yonetime yakinlik ile mimkdn oldugu séyleniyor.
O durumda da belirli bir yaftanin s6z konusu oldugu
belirtiliyor; “kimin déneminde yikseldiysen onun
adamisin” (yerel yonetimler). Sivil toplum érgutlerinin
ve diger kent paydaslarinin bir araya gelerek kent
glindemini belirleyip ¢c6zimler Gretmesi beklenen
kent konseylerinin ise siyasallastidi, her siyasi goristen
kadin ve/veya kadin grubunun her kent konseyine Uye
olamadigi elestirisi yapiliyor; “kent konseyinde solcu
olduklariicin yoklar” (sendika).

Siyasal hayatta ise, 6rnegin sendika 6rgitlenmesinde,
eylemlerde 6n planda gorinseler de, kadinlarin
tereddUtlid oldugu séyleniyor. Oysa kadin iscilerin
micadelesinin sinif hareketi acisindan 6nemli oldugu
ve kadin direnisinin topluma farkli bir mesaj verip cosku
yarattigr disandliyor.

Kadinlarin Karar Alma
Mekanizmalarina
Katim Igin Firsatlar

Ust diizey karar alici kadinlar, kadinlarin karar alma
mekanizmalarina katilimi icin bazi firsatlara da isaret
ediyor. Katilimi artiran iyi uygulamalar anlatiliyor. Somut
uygulamalarin toplumda kabul buldugu séyleniyor;

“es baskanlik, fermuar gibi somut adimlar zihniyet
dedgisikligi yaratabilir, artik kimse karsi cikmiyor” (siyaset).
Siyasi parti disindaki kadin érgitlenmeleri ve
komisyonlarin da fark yarattigi dGsintliyor. Farkl
orgltlenmelerin icindeki kadin meclislerinin de

yine kadinlarin sesini duyurmasiicin araclar oldugu
disunulayor.

Ancak, kadinlarin sadece kadin konularinda calismalarini
elestirenler de var. Siyasi parti kadin kollarini kadin
katilimricin yanlis bulan, bunun kadinlari erkeklerle
birlikte calismaktan alikoyan bir uygulama oldugunu
distnen kadinlar var; “kadin kollari kadinlari kadin
meselelerine sikistiryor; kadinlar hayatin her alanina
bakmalilar” (siyaset).

be qualified. Here, qualified means educated, involved
with extracurricular throughout education, having a
large social circle and hardworking. On the other hand,
it is claimed, “men can still be less educated and low
profile” (politics).

Our interviewees suggest that entering local politics

is possible as an award for party service or through
proximity to upper echelons in the party. Whichever
holds, a certain label follows; “you are whichever
administration you've risen in” (local government).
Another interviewee claims that, while city councils are
places where civil society organizations and other urban
stakeholders come together to set the urban agenda
and seek solutions, they are becoming politicized and
inhospitable to some women and women’s groups; “they
are absent from city councils because they are left-wing”
(union).

In political life, for example in union organizations,
while women are at the forefront, they are claimed

to be hesitant. Yet, some of our interviewees think

that women workers’ movement is significant for the
working-class movement, and women’s struggle gives a
different message, which invigorates the people.

Women high-level decision makers also point towards
opportunities for women’s participation in decision
making mechanisms. They tell us about initiatives

that seek to increase participation. They suggest that
concrete steps are met with public approval; “concrete
steps like co-leadership and zipper system can transform
people’s mind set; nobody opposes these anymore”
(politics). Outside political parties, some interviewees
think that women’s organizations and commissions also
make a difference. They consider the women'’s councils
within various organizations as tools for women to make
their voices be heard.

However, there are also those who criticize women'’s
exclusive engagement with women-only issues. Some
interviewees find women’s participation in women’s
wings of political parties wrong, claiming that this holds
women back from working with men; “women’s wings
confine women to women'’s issues. Women must deal
with all aspects of life” (politics).



Sohbetlerde, kadin yéneticiler icin kota
uygulamalariyla ilgili olarak da kota degil kamuda
kadinlar olmali fikrini gériyoruz. Bazi sohbetlerde,
kontenjanin gerekebildigi ama dikkatli de olunmasi
gerektigi ciinkl bazi yizdelerin tam tersine kadin
sayisini kisitlamak icin konabilecedi uyarisi yapiliyor.

Tarkiye'de kamu yonetimi, siyaset, yerel yonetimler,
is dinyasl, sivil toplum 6rgutleri, sendika, medya,
yargl ve egitim/bilim/arastirma alanlarindaki

st dlzey karar alici kadinlarla sohbetlerimizde
bulundugunuz yerden bakinca kadinlarin egitim,
istihdam ve karar mekanizmalarina katilimini nasil
degerlendiriyorsunuz? diye sorduk. Eder belirledigimiz
alanlardaki en st karar alici pozisyonda kadin yoksa, o
pozisyondaki erkeklere ayni soruyu ilettik. Yanitlardan
anladigimiz kadariyla hepsi her (i¢ alanda da kadin
katilimini eksik buluyor. Ezici cogunlugu bu durumdan
rahatsiz. Kadin katilimi 6ntndeki engeller Gzerinde
disinup, firsatlari tanimlamaya ve bunlari hayata
gecirmenin yollarini bulmaya calisiyorlar. Kiltirel, ev
isi, bakim yiki, calisma saatleri ve lojistik engeller,
siyasal ve ekonomik engellerin yani sira kadinlarin
kapasitesi, yeni calisma hayatinin getirdikleri,
toplumsal cinsiyet farkindaligi, savunuculugu, yeni
orgltlenme sekilleri gibi bir cok firsatin oldugunu
soyllyorlar. Bu firsatlarin hayata gecirilmesi ve kadin
katiiminin artmasticin 6neriler sunuyorlar. Son
boélimde bu dnerileri inceliyoruz.

Another claim with regards to women leaders is

that there must be more women in the public sector
rather than quota measures. One of the interviewees
highlight that while quotas might be necessary, one
must be careful because in some cases quotas are in fact
implemented to limit the number of women.

In our conversations with women in high-level

decision making positions in Turkey'’s politics, public
administration, local government, business, civil society
organizations, social partners, media, judiciary and
science/education/research we asked our interviewees
from your position, how do you evaluate women'’s
participation in education, employment and decision
making? If no woman was present in the position
identified, we asked the same question to the man
occupying that position. We glean from their answers
that they think women’s participation in all three areas
is inadequate. The majority of our interviewees are
unhappy about this situation. They are looking for ways
to think through the barriers, identify the opportunities
and bring these opportunities to life. In addition to
cultural barriers, domestic and care responsibilities,
work hours, logistical, political and economic barriers,
they argue that there are plenty of opportunities such as
women’s distinctive qualities, developments in working
life, gender equality awareness and advocacy and

new ways of organizing. They are making suggestions
towards bringing these opportunities to life and
increasing women’s participation.




Turkiye’de
Kadin Katilimini
Artirmak I¢in
Oneriler

Ust diizey karar alici kadinlarin bazilari o pozisyondaki
ilk kadin olmalarinin diger kadinlara umut verecegini,

ilk kadin yénetici olmanin onurunu ve ayni zamanda
sorumlulugunu yasadiklarini soyliyorlar. Peki, Ust dizey
karar alma pozisyonlarinda daha cok kadin gérmek icin
ne yapmali? Bu rapor icin goristigimuz kadinlarin

(ve erkeklerin) kadin katilimini artirmak icin politikalari
kararlastiranlara, toplumsal cinsiyet esitligi farkindalig
ve savunuculuk icin calisanlara ve kadinlara cesitli
Onerileri var.
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Some women in high-level decision making positions think
that being the first woman to occupy that position will give
hope to other women, telling us that they feel honoured

and responsibility for being the first woman leader. So,

what should be done to see more women in high-level
decision making positions? The women (and men) we have
interviewed make some suggestions to policy makers, gender
equality advocates and women at large for increasing
women’s participation.




4.1. Kadin Katilimim
Artirmak igin
Politika Onerileri

Kadin katiliminin artmasi icin ¢cé6zdm onerisi
sordugumuzda bazi Gst dizey karar alici kadinlar,
kadinin gtclendirilmesinde ve insanca calisma sartlarinin
saglanmasinda en biyik sorumlulugun devlette
oldugunu distnlyor. Yerel yonetimlerin de yine kadin
istihdami artisinda rol oynayabilecegini sdyliyorlar. Ust
dlzey karar alici kadinlar, kadin katilimi politikalarinin
olusturulmasinda ideolojik farkliliklarin asilmasi
gerektigini, kadin ve cocuk konularinin siyaset Gstd
oldugunu vurguluyor ve asagidakileri 6neriyorlar:

- Kaliteli egitime erisim
Kiz ve erkek cocuklarin kaliteli egitime erisimi
kolaylastiritmali.

- Agag yasken egilir

Toplumsal cinsiyet esitligi kavrami ders kitaplarina
eklenmeli. Kiz ve erkek cocuklarin en genc yasta
toplumsal cinsiyet esitligi kavrami ile tanismasi ve
benimsemesi 6rgin egitim araciligiyla tim Glkede
saglanmali.

- Esit haksa, esit sorumluluk

Cocuk eger ebeveyn hakkiysa, bakim sorumlulugu da
ebeveyn arasinda esit paylasilmali. Bu durumda bakim
yUkid destegi ve kres hizmeti sadece kadinlara degil
ebeveyne verilmeli.

- Erisilebilir kres

Kresler sadece is yerleriyle sinirli olmamali, mahallelerde
de olmali.

- Ofiste bebek var

is yerinde kres uygulamalari daha siki kurallar ile diizenli
takip edilmeli. is yerlerinde siit odasi ayrilmall.

- Calisanlara esit haklar

Kadinlarin istihdama katilimi, erkeklerle esit kosullarda
saglanmali.

- Donistiiriici bir aktoér olarak kent

Toplumsal cinsiyete duyarli kent politikalari ile sehir bu
kavrami yasayarak 6greten bir okula donUsebilir. Bu
nedenle yerel yonetimlerde toplumsal cinsiyete duyarli
strateji ve bltce planlamasi yapilmali ve uygulanmali.

- Katilimci y6netisim

Politikalarin olumlu sonug verebilmesiicin kadin katilimi
ile ilgili egitim, istihdam ve diger politikalar katilimci
sureclerle yapilmali ve izlenmeli. Kadin 6rgitleri, kadin
karar alicilar ve kadin uzmanlardan politikalar icin
gorusleri alindigi gibi uygulama ve izleme slreclerinde
de katiimci olunmali.

When asked about recommendations to increase women’s
participation, some of our interviewees think that the
biggest responsibility to empower women and enable
humane working conditions is on the state. They also think
that local governments might play a role in increasing
women’s access to employment. Many of our interviewees
think that ideological differences must be overcome when
it comes to devising policies around women's participation,
and that women and children are above and beyond
politics. They recommend the following:

Access to quality education for girls and boys must be
facilitated.

Concept of gender equality must be added to textbooks.
Girls and boys should learn and internalize this concept
from the earliest age. This must occur throughout the
country through formal education.

If the right to have children is a parental right, then care
responsibilities should be shared between both parents. As
such, care support and day-care services must be granted
not just to women but to parents.

Day-care centres should not be limited to workplaces;
neighbourhoods must also have day-care centres.

Day-care facilities in workplaces should be monitored
more strictly and more regularly and there should be a
separate lactation room in workplaces.

Women’s access to employment must be enabled on equal
terms as men.

Through gender sensitive urban policies, the city can
become a school that teaches the concept as people live
it. As such, local governments must devise and implement
gender sensitive strategies and budgeting.

For policies to have positive outcomes education,
employment and other policies around women’s
participation must be devised and monitored through
participatory processes. Women's organizations, women
decision makers and women experts must be consulted
and their participation enabled in the implementation and
monitoring processes.



4.2. Toplumsal Cinsiyet
Esitligi Farkindahgi ve
Savunuculugu icin Oneriler

Gortsttigimiz Ust dizey karar alicilar toplumsal cinsiyet
esitligi kavraminin dizenli olarak glindemde olmasi
gerektigini distnuyor. EGitim, istihdam ve karar alma
mekanizmalarinda daha cok kadinin varliginin ényargilari
kiracagi ve toplumu yumusatacadi vurgulaniyor. Ust
dlzey karar alici kadinlar esitlikciligin kagit Gstiinde
kalmamasi, uygulamaya gecebilmesi icin, toplumsal
cinsiyet esitligi farkindaligi ve savunuculugunun sirekli
yapilmasi gerektigini disinUyor ve asagidakileri
oneriyorlar.

- Duyarli Medya

Toplumsal cinsiyet esitligi aleyhine 6zellikle dizi, reklam
gibi medya Grtnlerinin verdigi mesajlar degismeli.

- Esitlikci erkek liderler

Toplumsal cinsiyet esitligi ve kadin katilimiicin yapilacak
farkindalik ve savunuculuk etkinliklerini erkek liderler de
desteklemeli.

Coktan orgltlenmis bir st dizey erkek yonetici

der ki: “TUrk erkegini annesine ve kiz cocuguna
diskinliginden yakalamak lazim”

- Esitlikgi dil
TBMM'deki cinsiyetci dil degismel.
- Daha ¢ok kadin, daha ¢ok adalet

Yargida Ust dizey karar alici pozisyonlarda son derece
kisitli olan kadin katiimini artirmak icin basta yargi
mensuplariilgili paydaslar, bakanlik ve kurumlara
savunuculuk yapmali.

- Birlikte daha giiclii

is yerlerinde kadinlarin ve erkeklerin birlikte calismalari
tesvik edilmeli.

The high-level decision makers we have interviewed think
that the concept of gender equality must be kept on the
agenda continuously. They stress that more women in
education, employment and decision making mechanisms
will erode biases and assuage people’s negative feelings.
For gender equality to come to life, women high-level
decision makers argue that gender equality advocacy and
awareness campaigns must never cease, and recommend
the following:

Media products, particularly TV series and advertisements
must change their gender insensitive messages.

Male leaders, too, must support awareness and advocacy
initiatives in favour of gender equality and women’s
participation.

A male high-level decision maker, who has already
organized for gender equality, says: “we must engage
Turkish men through their devotion to their daughters and
mother.”

Sexist language in parliament must change.

To increase the number of women in high judiciary, where
women’s participation is severely limited, members of
the judiciary must lead the way in advocating to relevant
stakeholders, ministries and institutions.

Mixed gender working conditions must be promoted at
workplaces.



4.3. Kadinlara Oneriler

Son olarak, kadin katiiminin artmasi icin gerekli
politikalar hazirlansa, uygulansa ve toplumsal cinsiyet
esitligi farkindaligi ve savunuculugu yapilsa da,
kadinlarin Gzerine disen sorumluluklarin da oldugu
vurgulaniyor. Ust dizey karar alici kadinlar son olarak
kadinlara birbirinden yureklendirici dneriler sunuyor.

- Bireysel miicadele ve cesaret

Hepimizin icinde o potansiyel var, 6zel ve kamusal
alanda mucadeleyi birakmayin, en 6nemlisi kendinize
glvenin.

- Dayanisma

Dayanismayla kadin katilimi artabilir, birlik olalim,
birbirimizi kollayalim.

- Orgiitlenme

Kadin — erkek esitligi icin toplumda daha somut bir etki
ve karsiliginda daha bly(k bir destek bulabilmek icin
kadinlar 6rgitlenmeli.

Finally, in addition to policies that seek to increase
women’s participation and awareness and advocacy
campaigns that support gender equality, women high-
level decision makers also highlight the responsibilities of
women. Women in high-level decision making positions
make heartening suggestions to all women.

We all have the potential; don’t give up the fight in public
and private arenas. Most importantly, believe in yourself.

Through solidarity, women’s participation can increase;
let’s stand together and for each other.

Women must organize for more concrete effects and in
turn wider support for gender equality.




Ek: Goriigiilenler Listesi

Appendix: List of Interviewees

Eczacibasi Holding

Eczacibasi Saglik Grubu

Halklarin Demokratik Partisi

ING Bank

izmir Barosu

izmir Buyiksehir Belediyesi

Gaziantep BlyUksehir Belediyesi

Kadin Girisimcileri Dernegi

Kadir Has Universitesi

Kamu Emekcileri Sendikalari Konfederasyonu
NTV

OPET

T.C. Adalet Bakanligi Ankara Adliyesi

T.C. Danistay Baskanligi

T.C. Diyanet isleri Baskanligi

T.C. Yargitay Baskanlig

Toplum Gonullileri Vakfi

Turkiye Bilimler Akademisi

Turkiye Blyuk Millet Meclisi

Tirkiye Devrimci isci Sendikalari Konfederasyonu

Turkiye Erozyonla Miicadele Adaclandirma ve
Dogal Varliklari Koruma Vakfi

Yiksekogretim Kurulu

Eczacibasi Holding

Eczacibasi Healthcare Divison

Peoples’ Democratic Party

ING Bank

[zmir Bar Association

[zmir Metropolitan Municipality

Gaziantep Metropolitan Municipality

Women Entrepreneurs Association of Turkey
Kadir Has University

Confederation of Public Employees’ Trade Unions
NTV

OPET

Ministry of Justice Ankara Courthouse
Presidency of the Council of State

Presidency of Religious Affairs

High Court of Cassation

Community Volunteers Foundation

Turkish Academy of Sciences

The Grand National Assembly of Turkey
Confederation of Progressive Trade Unions of Turkey

Turkish Foundation for Combating Soil Erosion, for
Reforestation and the Protection of Natural Habitats

Council of Higher Education
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