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In reference to the decision of the Ministers’ Deputies adopted on 27 September 2022
concerning the new system for the presentation of reports under the European Social Charter
and in accordance with the request of the European Committee of Social Rights and the
Governmental Committee; copies of this report have been sent to:

- TISK (Turkish Confederation of Employer Associations),

- TURK-IS (Confederation of Turkish Trade Unions),

- HAK-IS (Confederation of Real Trade Unions),

- DISK (Confederation of Progressive Trade Unions),

- MEMUR-SEN (Confederation of Public Servants’ Unions),

- TURKIYE KAMU-SEN (Confederation of Turkish Public Employees’ Union),
- KESK (Confederation of Public Employees’ Unions).

Article 2/1 Reasonable daily and weekly working hours

a) Please provide information on occupations, if any, where weekly working hours can
exceed 60 hours or more, by law, collective agreements or other means, including:

Information on the exact number of weekly hours that persons in these occupations can
work;

Information on any safeguards which exist in order to protect the health and safety of the
worker, where workers work more than 60 hours

Working Time

Under Article 63 of Labour Law No. 4857, the maximum working time is 45 hours per week.
Unless otherwise agreed, the weekly working hours are divided equally across the working days
of the establishment. Additionally, for miners working underground, the maximum working
time is limited to 7.5 hours per day and 37.5 hours per week.

If the parties agree, the weekly working hours may be distributed unequally across the working
days, provided that the daily working hours do not exceed 11 hours. In such cases, the
employee's average weekly working time must not exceed the standard weekly working time
over a two-month period. This balancing (equalization) period can be extended to up to four
months through a collective agreement.

During the equalization period, employees may work fewer hours than normal in some weeks,
with their total working hours balanced to meet the standard weekly working time by the end
of the period. In the tourism sector, the average weekly working hours of an employee cannot
exceed the standard weekly working time over a four-month period. This equalization period
may be extended to six months through a collective bargaining agreement.

Overtime Work and Work at Extra Hours
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According to Article 41 of Labour Law No. 4857, overtime work may be performed for
purposes such as national interest, the nature of the operation, or the need to increase output.
Work that exceeds 45 hours a week is classified as “overtime work” under the conditions
defined in this law. However, when the principle of balancing is applied in accordance with
Article 63, work exceeding 45 hours in a week shall not be considered overtime, provided the
employee's average working time does not exceed the normal weekly working hours.

For employees whose weekly working time is set by contract at less than 45 hours, any work
performed beyond their average weekly hours, in line with the aforementioned principles, and
up to 45 hours weekly, is classified as “extra hours”.

Employees who have worked overtime or extra hours may choose to receive time off instead
of overtime pay. Specifically, they are entitled to one hour and thirty minutes of free time for
each hour of overtime worked, and one hour and fifteen minutes for each extra hour worked.
This free time must be taken within six months and during their working hours, without any
deduction from their wages.

The consent of the employee is required for both overtime work and extra hours. The total
amount of overtime work shall not exceed 270 hours in a year. Additionally, no overtime work
may be performed in cases of short or limited duration due to health reasons, as mentioned in
the last paragraph of Article 63, nor during night work as specified in Article 69.

Furthermore, with respect to underground mining, workers cannot be required to work overtime
except in the cases outlined in Articles 42 and 43. For those working in underground mining,
any overtime exceeding 37.5 hours per week, as specified in Articles 42 and 43, must be
compensated at a rate not less than double the normal hourly wage.

The methods for overtime work and its regulations will be detailed in a forthcoming regulation.

In Article 5 of the Overtime and Overtime Working Regulation titled “Limit on Overtime”
section, it is stated that the total number of overtime hours cannot exceed 270 hours in a year.
This limit applies to individual workers, not to workplaces or specific tasks.

According to the Regulation, periods of less than half an hour in calculating overtime or extra
hours are rounded to half an hour, while periods exceeding half an hour are rounded to a full
hour.

Article 9 of the Regulation stipulates that written consent from the worker is required for
overtime and extra hours. However, this approval is not necessary in cases of compelling
reasons or extraordinary circumstances.

Protection of the Health and Safety of the Worker
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The Occupational Health and Safety Law No. 6331, published in the Official Gazette on 30
June 2012, regulates the duties, powers, responsibilities, rights, and obligations of employers
and employees to ensure occupational health and safety in workplaces. It aims to improve
existing health and safety conditions comprehensively.

Article 3 of Law No. 6331 defines “risk assessment” as activities required for identifying
hazards existing in or potentially arising from outside the workplace, analyzing and rating the
factors causing these hazards to turn into risks, and determining control measures for these

risks.

According to Article 4 of the Law No. 6331:

Employers are obliged to ensure the safety and health of workers in all aspects related
to the work. This includes taking necessary measures to prevent occupational risks,
providing information and training, and ensuring the organization and means necessary
for safety and health protection.

Employers must also adjust these measures to account for changing circumstances and
aim to improve existing conditions continuously.

Article 5 of Law No. 6331 outlines the principles to be followed by employers when protecting
workers from risks:

Avoiding risks.

Evaluating the risks which cannot be avoided.

Combating the risks at source.

Adapting the work to the individual, especially as regards the design of work places, the
choice of work equipment and the choice of working and production methods, with a
view, in particular, to avoiding or minimizing adverse effects of monotonous work and
working at a predetermined work-rate on health and safety

Adapting to technical progress.

Replacing the dangerous with the non-dangerous or the less dangerous.

Developing a coherent overall prevention policy which covers technology, organization
of work, working conditions, social relationships and the influence of factors related to
the working environment

Giving collective protective measures priority over individual protective measures
Giving appropriate instructions to the workers.

Article 13 of Law No. 6331 grants workers the right to abstain from work when exposed to
serious and imminent danger:

Workers exposed to serious and imminent danger shall file an application to the
committee or the employer in the absence of such a committee requesting an
identification of the present hazard and measures for emergency intervention. The
committee shall convene without delay and the employer shall make a decision
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immediately and write this decision down. The decision shall be communicated to the
worker and workers’ representative in writing.

e In the event that the committee or the employer takes a decision that is supportive of the
request made by the worker, the worker may abstain from work until necessary
measures are put into practice. The worker shall be entitled to payment during this
period of abstention from work and his/her rights arising under the employment contract
and other laws shall be reserved.

e In the event of serious, imminent and unavoidable danger; workers shall leave their
workstation or dangerous area and proceed to a place safety without any necessity to
comply with the requirements in the first paragraph. Workers may not be placed at any
disadvantage because of their actions.

If the increase in working hours poses a danger to the employee's health and safety and the
employee faces serious and imminent danger, the employee may use his right to abstain from
working to protect himself from this danger.

Furthermore, complaint rights are regulated in Article 18/3 of the Law. “Workers and/or their
representatives are entitled to report to the authority responsible for safety and health protection
at work if they consider that the measures taken and the means employed by the employer are
inadequate for the purposes of ensuring safety and health at work. The workers may not be
placed at a disadvantage because of their respective activities.”. This includes cases where
overtime is imposed in violation of legislation, prohibitions on overtime are not complied with,
or workers are forced to work long hours despite health conditions.

The Occupational Health and Safety Law applies to all workers. It ensures that workers” health
and safety are protected by law, covering scenarios such as excessive working hours, which
may pose health risks or serious and imminent dangers.

Occupational health and safety are fundamental rights protected by comprehensive regulations
under Law No. 6331. Employers and workers must adhere to these provisions to create a safe
working environment. Employers’ proactive measures and workers’ rights to abstain from work
or report non-compliance are essential components of an effective occupational health and
safety system.

b) Please provide information on the weekly working hours of seafarers.

Article 26 of the Maritime Labour Law No. 854, working hours are defined as eight hours per
day and forty-eight hours per week. This period is applied by dividing equally among the
working days of the week and working hours are the time during which a seafarer works on
duty or keeps a shift.

Article 57 of the “Seafarers and Maritime Pilots Regulation No. 32647 dated 29.08.2024
regulates seafarer’s shift rules:
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“(1) Maritime companies shall make necessary arrangements for shift working on the ship in
such a way that the seafarers working shift on the ship are not subjected to fatigue that could
reduce their efficiency, and in accordance with the following principles:

a) For seafarers working shifts on the ship and those with duties related to safety, pollution
prevention, and security:

1) It is mandatory to provide at least ten hours of rest per day and at least seventy-seven hours
of rest within a seven-day period.

2) The interval between consecutive rest periods cannot exceed fourteen hours.

3) Daily rest periods may be divided into a maximum of two segments. In such cases, one of
the segments must not be less than six hours.

4) Seafarers under the age of eighteen cannot be employed in hazardous work on ships and
cannot work night shifts, unless part of mandatory maritime training. Night is defined as the
period starting no later than 20:00 and ending no earlier than 06:00, lasting no more than eleven
hours in total.

b) Shift schedules shall be posted in locations on board where they are easily accessible to all.
These schedules shall be prepared in the language(s) used for ship operations and in English, in
a standardized format.

c) In cases where it is imperative to call a seafarer to duty, if the normal rest period of the
seafarer is interrupted due to such a call, an appropriate rest period shall be provided to the
seafarer.

¢) The daily rest periods utilized by seafarers shall be recorded in the language(s) used for ship
operations and in English, in a standardized format. Copies of these records, approved by the
master or a seafarer authorized by the master and the relevant seafarer, shall be provided to the
seafarers.

d) The provisions of this article do not restrict the master’s right to assign seafarers to duty for
any duration in cases of emergency that threaten the safety of the ship, the persons on board, or
the cargo, or to provide assistance to other ships or persons in distress at sea. Accordingly, the
master may defer the rest hour schedule and require any seafarer to work for as long as
necessary until normal conditions are restored. Once normal conditions are restored, the master
shall ensure, to the extent possible, that all seafarers who worked during scheduled rest hours
are provided with adequate rest periods.

e) Provided that the rest period does not fall below seventy hours within any seven-day period,
exceptions may be granted to the seven-day period minimum rest of seventy-seven hours
specified in subparagraph (1) of paragraph (a) and to the rest periods required by subparagraphs
(2) and (3) of the same paragraph. The implementation of such exceptions shall be as follows:
1) Exceptional situations that can be applied during a weekly rest period of at least seventy-
seven hours within a seven-day period specified in this Article are not allowed for more than
two consecutive weeks. The interval between two exceptional periods on board cannot be less
than twice the exceptional period.

2) The rest periods of at least ten hours a day specified in this Article cannot be divided into
more than three periods, provided that one period is at least six hours, and the remaining two
periods are not less than one hour each. The interval between consecutive rest periods shall not
exceed fourteen hours. Exceptions may not exceed two twenty-four-hour periods within any
seven-day period.
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c) Please provide information on how inactive on-call periods are treated in terms of work or
rest time.

Work on call

Work on call is regulated under Article 14 of Labour Law No. 4857. This regulation defines
work on call as an employment relationship where employees perform their duties upon the
employer’s need, as specified in a written employment contract. Such arrangements qualify as
part-time employment contracts based on work on call.

Key provisions include:

e Working Hours: If the length of the employee’s working time is not predetermined in
the contract for specific time intervals (e.g., weekly, monthly, yearly), the weekly
working time is deemed to be fixed at 20 hours. The 20-hour weekly working period is
a default provision and not an absolute minimum. Parties may mutually agree on longer
or shorter working periods.

¢ Entitlement to Wages: Employees are entitled to wages irrespective of whether they
perform any work during the announced on-call period.

e Advance Notice: Employers must notify employees of the work call at least four days
in advance unless otherwise agreed.

e Daily Working Hours: The employees are obliged to perform work upon the call
communicated to them within the said time limit. If the daily working time has not been
decided in the contract, the employers must engage the employees in work for a
minimum of four consecutive hours at each call.

Inactive On-Call Periods

Under Article 66 of Labour Law No. 4857, periods during which employees have no active
duties but remain at the employer’s disposal are considered part of the employee’s daily
working time.

Key aspects include:

e The term “at the employer’s disposal” does not necessarily mean the employee must be
physically present at the workplace. Since the practice of “being on call” eliminates the
possibility of the employee using the “free period” unrestrainedly and imposes an
obligation on the employee to be ready to be called to work at any time, it is considered
as working time.

e These periods are subject to the limitations on working hours set by Labour Law No.
4857, and employees are entitled to overtime wages for periods exceeding standard
working hours.
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Rest Time

Rest breaks during the working day are regulated under Article 68 of Labour Law No. 4857.
Employees are entitled to rest breaks based on the duration of their daily working hours, as
follows:

¢ Fifteen minutes for work lasting 4 hours or less,

e Half an hour for work lasting more than 4 hours and up to 7.5 hours,

e One hour for work lasting more than 7.5 hours.

These rest breaks:
e Are minimum durations and must be provided in full.
e May be split into shorter intervals if justified by factors such as climate, season, or the
nature of the work.
e Are not counted as part of the working time.

The employees at the establishment may take breaks at the same or varying times. For part-time
workers, including those engaged in on-call work, break times are determined based on their
daily working hours. Since on-call work is considered a specific form of part-time work, the
same rules apply.

Annual Paid Leave

Annual leave rights for part-time and on-call employees are addressed under Article 13 of the
Annual Paid Leave Regulation.

Key provisions include:

e On-call employees are entitled to annual paid leave on an equal basis with full-time
employees.

e Leave is used by not working on the part-time workdays that fall within the leave period.

e No discrimination can be made between part-time, on-call, and full-time employees in
terms of leave duration and payment.

e This ensures that on-call employees enjoy the same legal protections and rights as their
full-time counterparts with regard to annual paid leave.

Article 3/1 Health and safety and the working environment

Applications under the Law No. 6331 on Occupational Health and Safety

Law No. 6331 on Occupational Health and Safety, aligned with EU Directive 89/391/ECC and
modelled after examples from other EU countries and developed nations that have harmonized
and enacted this directive, adopts a preventive approach and gives employers the duty, authority
and responsibility to determine the hazards and risks of their own work and the measures to be
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taken against these hazards and risks. The most fundamental method for achieving this is
conducting a risk assessment at the workplace.

The procedures and principles for carrying out the risk assessment in terms of occupational
health and safety in workplaces are determined by the Regulation on Occupational Health and
Safety Risk Assessment published in the Official Gazette dated 29/12/2012 and numbered
28512.

Risk assessment is defined as “the studies to be carried out in order to identify existing or
potential hazards in the workplace, to analyse and evaluate the factors that may turn these
hazards into risks, and determine control measures to manage these risks”.

To ensure occupational health and safety at workplaces, it is envisaged that all measures to be
taken by the employer in the workplace must be systematically planned based on general
prevention principles, risk assessment and risk management. Through this systematic approach,
the goal is to establish a safe and healthy working environment by implementing protective and
preventive measures for occupational health and safety before occupational accidents or
diseases occur.

In this context, Law No. 6331 is structured to encompass necessary arrangements to prevent all
kinds of risks that may arise due to changes in the working environment and conditions.

For all employees, including those who work in jobs requiring intense attention or high
performance, those who work in jobs related to stress or traumatic situations at work, and those
who work in jobs affected by climate change risks, the risk assessment should be carried out
with the proactive approach based on Law No. 6331 in order to ensure occupational health and
safety and to take measures against emerging risks.

Furthermore, within the scope of the Regulation on Remote Working dated 10.03.2021 and
numbered 31419, the employer is required to take measures to ensure occupational health and
safety for teleworkers. Teleworkers are defined as employees who perform some or all of their
duties remotely. The first paragraph of Article 12 of the relevant Regulation stipulates that “The
employer is obliged to inform the employee about occupational health and safety measures, to
provide the necessary training, to provide health surveillance and to take the necessary
occupational safety measures regarding the equipment used by the remote worker, taking into
account the nature of the work performed by the remote worker”.

As outlined above, since there is no exceptional regulation regarding occupational health and
safety other than Article 12 of the aforementioned Regulation on teleworking, the provisions of
Law No. 6331 and the secondary legislation published on the basis of the Law are also the
responsibility of the employer.
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12 Development Plan

The 12th Development Plan (2024—-2028) aims to enhance the coverage of the social security
system with a fairer and more effective structure while ensuring its long-term financial
sustainability. In alignment with the evolving labour market and emerging needs, the policies
and measures planned under the title “Social Security System and Financing” are as follows:

e Para 405. Social security legislation and practices will be harmonized with changing
labour market conditions and new generation flexible working models.

e Para 405.1. Efforts will be made to strengthen the technical and legal infrastructure to
harmonise the social security system with new working models emerging outside the
traditional workplace concept with digitalisation.

e Para 405.2. Harmonisation of social security practices with flexible working models,
particularly part-time work, will be increased.

Annual Programmes of the Turkish Presidency

The section titled “Employment and Working Life” of the 2023 Presidential Annual Programme
emphasizes the need for continued progress in addressing the labour market challenges
identified in 2022. These challenges highlight critical areas requiring improvement:
e Expanding and increasing the effectiveness of active labour force programmes,
e Improving the quality of the labour force in line with the demand that digital
transformation and climate change will create in the labour market,
¢ Ensuring that wider segments of the society benefit from flexible working forms,
e increasing the participation of groups in need of special policies in the labour force and
employment,
e Improving the quality and efficiency of services carried out in the field of occupational
health and safety.

Furthermore, the 2024 Presidential Annual Programme introduces a comprehensive measure to
expand the premium base by intensifying risk-oriented inspection activities through advanced
data analysis. These efforts are designed to address the increasing prevalence of unregistered
employment, especially within the context of emerging working models.

e Risk-Based Inspections: Inspections will be conducted throughout the year, targeting
sectors prone to high informality and small-scale enterprises identified through risk
analyses. Particular attention will be given to detecting and addressing the
underreporting of wages and other forms of noncompliance.

e Nationwide Awareness and Guidance Campaigns: Information dissemination,
awareness-raising, and guidance activities will be conducted nationwide to emphasize
the significance of registered employment and the rights and obligations associated with
social security.

e Data-Driven Audit Strategies: Analytical findings will be utilized to identify
workplaces with a high risk of noncompliance.
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A combination of audit, education, and guidance efforts will ensure that employers and
employees are better informed and compliant with regulations. Through these initiatives, the
2024 Programme aims to strengthen the formal labour market, promote social protection, and
foster economic resilience by addressing the challenges posed by informal employment and the
transformations brought about by new working models.

Climate Change Adaptation Strateqgy and Action Plan (2024-2030)

The Climate Change Adaptation Strategy and Action Plan (2024-2030) has been prepared under
the Project titled “Strengthening Climate Change Adaptation Action in Tiirkiye”, financed by
the European Union and the Republic of Tiirkiye through the collaboration of the Ministry of
Environment, Urbanisation and Climate Change and United Nations Development Programme
(UNDP).

This comprehensive plan encompasses strategies and actions defined across 12 chapters,
covering 11 key sectors: Urban, Water Resources Management, Agriculture and Food Security,
Biodiversity and Ecosystem Services, Public Health, Energy, Industry, Tourism and Cultural
Heritage, Transport and Communication, Social Development and Disaster Risk Reduction and
a chapter on cross-cutting issues.

Within this framework, specific goals and actions have been formulated to mitigate risks related
to employees in businesses and sectors vulnerable to climate change impacts.
e Strategic Goal 1 under the Social Development Sector is as follows: “Incorporating
the impacts of climate change on social life and measures into socio-economic
development and ecosystem protection strategies at all levels (national, regional, local)
and embedding the social development component into the climate change adaptation
policy, planning and implementation processes of each sector”. In line with this goal,
the Ministry of Labour and Social Security (MoLSS) and TurkStat are tasked with
generating statistics to enable demographic and socio-economic analyses of employees
in sectors impacted by climate change risks.
e Strategic Goal 4 under the Industry Sector is as follows: “Ensuring fast and practical
access to national projections and databases for the studies to be carried out by the
industry sector”. To achieve this, by 2030, the most climate-vulnerable industrial sub-
sectors will be identified, and sector-specific adaptation guidelines will be prepared to
enhance resilience and ensure sustainability.
e Strategic Goal 3 under the Cross Cutting Actions is as follows: “Increasing
knowledge, consciousness and awareness on adaptation to climate change in a way to
ensure that citizens are part of the solution, and ensuring participation in decision-
making mechanisms”. The actions designed to achieve this goal are as follows:
= Carrying out fair transition studies in order to protect employment in the process of
adaptation to climate change.

* Determining and updating national occupational standards and national
qualifications by determining the new qualifications and skill requirements that the
adaptation process to climate change will reveal in employment; conducting and
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disseminating examination and certification activities according to the determined
national qualifications.

= Starting from pre-school to the last stage of postgraduate education, reviewing and
updating the acquisitions in the curriculum in terms of sustainable development
goals and climate change, training of trainers, increasing the number of
undergraduate, graduate and PhD programmes on climate change in different
disciplines (law, education, social sciences, engineering, etc.).

Green Deal Action Plan (GDAP)

Global climate policies and the green transformation process gained momentum with the
announcement of the European Green Deal (EGD) in 2019. In parallel, the Green Deal Action
Plan (GDAP), which was prepared on the axis of climate change and green transformation in
Tiirkiye, was published on 16 July 2021 and subsequently, just transformation efforts gained
momentum. Within the scope of the GDAP, 20 different Specialised Working Groups,
coordinated by various institutions and organisations, were established.

As a result, the Ministry of Labour and Social Security began coordinating the Specialised
Working Group for Just Transition Policies within the scope of the Green Deal Action Plan,
and the working procedures and principles of this working group were published. The first
meeting of this Working Group, which was established to support the work of the Green Deal
Working Group, was held on 16 June 2022. The meeting was attended by more than 40
representatives of the public, civil society and social partners. At the meeting, the reflections of
the green economy transformation on working life and social life, the just transition process
and the structure of the specialised working group as well as the suggestions and evaluations
for just transition were discussed.

2024-2028 National Employment Strategy (NES) and Action Plan

The 2024-2028 National Employment Strategy (NES) and Action Plan aim both to provide
permanent solutions to current labour market problems and to develop forward-looking policies
to promote decent work by anticipating the future of jobs.

The Strategy is being developed with broad stakeholder participation through a social dialogue
approach and aims to increase the competitiveness of Tiirkiye and enhance social welfare.

One of the four main policy areas of the Strategy is “green and digital transformation in labour
markets and improving skills alignment” which is one of the priority issues for Tiirkiye. Work
is ongoing to develop an action plan for this topic. Just transition is also integrated into the
Strategy as a cross-cutting issue across policy axes.
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Article 3§2 of the Revised Charter (Article 3§1 of 1961 Charter) Health and safety
regulations

a) Please provide information on:

the measures taken to ensure that employers put in place arrangements to limit or discourage
work outside normal working hours (including the right to disconnect);

how the right not to be penalised or discriminated against for refusing to undertake work
outside normal working hours is ensured.

Article 5 of the Labour Law No. 4857, titled “Principle of Equal Treatment”, states that “the
employer cannot treat part-time workers differently than full-time workers, or fixed-term
workers differently than indefinite-term workers, unless there are substantial reasons for doing

2

SO.

The same Article states also: “In the employment relationship, no discrimination can be made
based on language, race, colour, sex, disability, political opinion, philosophical belief, religion
and sect, and similar reasons. ... A lower wage cannot be decided for a job of the same or equal
value due to sex. The application of special protective provisions due to the sex of the worker
does not justify the application of a lower wage. ...”. To enforce these provisions, labour
inspectors conduct inspections on behalf of the State. They ensure compliance with the law and
impose administrative fines in cases of violations, including situations where workers are
penalized or discriminated against for refusing to work beyond regular working hours.

Although Turkish law does not explicitly recognize the “right to disconnect,” existing
regulations provide mechanisms to address issues related to workers’ constant availability
outside of working hours. In this context, it would be appropriate to evaluate the issue of the
worker’s constant reachability in Turkish law within the scope of the regulations regarding
working and rest periods and the employer’s obligation to supervise the worker. Based on this,
it can be concluded that reaching the worker outside of working hours is linked to certain
consequences and that the worker cannot be constantly reachable in Turkish law. These
protections in Turkish legislation are rooted in:
e Constitutional and Legislative Safeguards:
= Article 50 of the Constitution guarantees the right to rest, including annual leave and
holidays.
= Labour Law provisions regulate working hours, rest periods, and holidays to prevent
overreach by employers.
e Consent for Overtime Work:
=  Workers’ written consent is required for overtime work, except in cases of necessity
(e.g., compulsory or extraordinary circumstances).
= Consent is obtained during the execution of the employment contract or when the
need for overtime arises and must be kept in the employee’s personnel file.
*  Workers can withdraw their consent with 30 days' written notice to the employer.
e Health-Related Exemptions:
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=  Workers who present medical documentation indicating that overtime work would
harm their health cannot be compelled to work extra hours.

» Such documentation can be issued by workplace doctors, Social Security Institution
doctors, or other qualified physicians if the former are unavailable.

Judicial Precedents:

* According to the Supreme Court of Appeals, employers cannot compel workers to
perform overtime without their explicit approval, except in situations of necessity.

* Employers are prohibited from terminating employees without notice or
compensation solely because they refuse to work overtime.

=  Court rulings recognize that compelling employees to work overtime without
consent constitutes valid grounds for the employee to terminate the employment
contract.

b) Please provide information on:

the measures taken to ensure that self-employed workers, teleworkers and domestic workers
are protected by occupational health and safety regulations;

whether temporary workers, interim workers and workers on fixed-term contracts enjoy the
same standard of protection under health and safety regulations as workers on contracts with
indefinite duration.

Employer's General Obligations under Occupational Health and Safety Law

Acrticle 4 of Occupational Health and Safety Law No. 6331 outlines the general obligations of
the employer, emphasizing that employers must ensure workers' health and safety. Employers
are required to

Ensure the health and safety of workers.

Take all necessary measures to prevent occupational risks.

Provide training, equipment, and facilities necessary for health and safety.

Adapt health and safety measures to changing conditions and continuously improve
them.

Monitor compliance with occupational health and safety measures at the workplace.
Inspect measures and ensure non-conformities are corrected.

Conduct or commission risk assessments.

Consider the employee’s health and safety suitability when assigning tasks.

Take measures to prevent unauthorized employees from entering high-risk areas unless
properly informed and trained.

Self-Employed Individuals

Self-employed individuals, not having an employer-employee relationship, fall outside the
scope of Occupational Health and Safety Law No. 6331. However, they are still covered by
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Social Insurance and General Health Insurance Law No. 5510, which ensures they receive
benefits related to work accidents, occupational diseases, sickness, and maternity insurance.

Remote Work and Occupational Health and Safety

Article 14/6 of the Labour Law No. 4857 requires employers to inform the employee about
occupational health and safety measures, provide the necessary training, ensure health
surveillance and take the necessary occupational safety measures regarding the equipment
provided, by taking into account the nature of the work performed by the remote workers.

Within the scope of the Regulation on Remote Working dated 10.03.2021 and numbered 31419,
the employer is required to take measures to ensure occupational health and safety for
teleworkers. Teleworkers are defined as employees who perform some or all of their duties
remotely. The first paragraph of Article 12 of the relevant Regulation stipulates that “The
employer is obliged to inform the employee about occupational health and safety measures, to
provide the necessary training, to provide health surveillance and to take the necessary
occupational safety measures regarding the equipment used by the remote worker, taking into
account the nature of the work performed by the remote worker”.

Furthermore, employers must also inform teleworkers about potential health problems related
to prolonged computer screen usage and implement measures to mitigate these risks. As per
Article 5 of the Regulation on Health and Safety Measures in Working with Screened Devices,
the employer is obliged to “take into account the risks arising from the use of screened devices
in work centres, especially the risks related to vision, physical problems and mental stress in
the risk assessment to be carried out in the workplace, and to take all kinds of health and safety
measures to eliminate or minimize the effects of these risks, the additional effects they may
cause and the negative effects that may arise from the combination of risks”.

As outlined above, since there is no exceptional regulation regarding occupational health and
safety other than Article 12 of the aforementioned Regulation on teleworking, the provisions of
Law No. 6331 and the secondary legislation published on the basis of the Law are also the
responsibility of the employer.

Domestic Workers and Occupational Health and Safety

Domestic work is excluded from Law No. 6331 as it occurs within private property. However,
the Turkish Code of Obligations governs the occupational health and safety of domestic
workers. Article 417/2 of the Code mandates that “employers are obliged to take all necessary
measures to ensure occupational health and safety in the workplace and to keep the tools and
equipment in place, and the employees are obliged to comply with all measures taken regarding
occupational health and safety. The compensation for damages resulting from the death of the
employee, damage to physical integrity or violation of personal rights due to the employer’s
behaviour contrary to the law and the contract is subject to the provisions of liability arising
from non-conformity to the contract™. This obligation of the employer applies to all employees
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with whom it has an employment relationship and domestic workers are included in this scope,
just like all employees.

Avrticle 418 of the Code also contains specific provisions for workers in a home environment:
“If the worker lives in a home environment with the employer, the employer is obliged to
provide sufficient food and suitable shelter. If the worker cannot perform the work due to
reasons such as illness or accident without fault, the employer is obliged to provide care and
treatment for the worker who has worked for up to one year and who cannot benefit from social
security benefits for two weeks. For each year of service exceeding one year, the said period is
increased by two days, not exceeding four weeks. The employer is obliged to perform the same
obligations during the worker’s pregnancy and in the event of childbirth.”

Temporary Workers and Equal Treatment

Acrticle 7 of Labour Law No. 4857 defines the working conditions for temporary workers,
stipulating that the working conditions of temporary workers cannot be below the standard
conditions that would apply if they were directly employed by the same employer for the same
job.

Article 5 of Labour Law, titled “Principle of Equal Treatment”, states that “The employer
cannot treat part-time workers differently than full-time workers, or fixed-term workers
differently than indefinite-term workers, unless there are substantial reasons.”

The prohibition of discrimination in question is also expressed in Article 12 of the Law titled
“Limits of distinction between fixed-term and indefinite-term employment contracts” with the
provision that “An employee employed with a fixed-term employment contract cannot be
subject to different treatment than a comparable employee employed with an indefinite-term
employment contract simply because the employment contract is fixed-term, unless there is a
reason justifying the distinction.” Within this framework, workers employed under fixed-term
contracts receive the same protections as those with indefinite-term contracts.

The Turkish Human Rights and Equality Institution and Enforcement

The Turkish Human Rights and Equality Institution has the authority to examine claims of
discrimination, particularly in recruitment, employment relations, and dismissal. If
discrimination is found to violate legal protections, the Institution can impose administrative
sanctions on the parties involved.

As of 2024, the fines for violations of discrimination provisions range from 9.441 Turkish Lira

to 141.934 Turkish Lira, reflecting the serious consequences of non-compliance with equality
and anti-discrimination laws.
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Article 3§3 of Revised Charter (Article 3§2 of 1961 Charter) Enforcement of health and
safety health regulations

Please provide information on measures taken to ensure the supervision of implementation
of health and safety regulations concerning vulnerable categories of workers such as:

* domestic workers;

* digital platform workers;

o teleworkers;

* posted workers;

* workers employed through subcontracting;

* the self employed;

* workers exposed to environmental-related risks such as climate change and pollution.

Employer's General Obligations under Occupational Health and Safety Law

Article 4 of Occupational Health and Safety Law No. 6331 outlines the general obligations of
the employer, emphasizing that employers must ensure workers' health and safety. Employers
are required to
e Ensure the health and safety of workers.
e Take all necessary measures to prevent occupational risks.
e Provide training, equipment, and facilities necessary for health and safety.
e Adapt health and safety measures to changing conditions and continuously improve
them.
e Monitor compliance with occupational health and safety measures at the workplace.
e Inspect measures and ensure non-conformities are corrected.
e Conduct or commission risk assessments.
e Consider the employee’s health and safety suitability when assigning tasks.
e Take measures to prevent unauthorized employees from entering high-risk areas unless
properly informed and trained.

Sanctions for Non-Compliance

Turkish law imposes three types of sanctions as a result of occupational health and safety
inspections:
e Administrative Sanctions: These include measures such as halting work, imposing
fines, or prohibiting unfit workers from working.
e Penal Sanctions: Penal consequences are typically applied in cases of intentional acts
or negligence resulting in workplace accidents or occupational diseases.
e Legal Liability: Employers bear contractual liability to compensate employees or their
beneficiaries for damages arising from breaches of duty of care, not limited to
occupational health and safety violations.
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Inspections and Enforcement

The Fourth Section of the Occupational Health and Safety Law No. 6331 regulates inspections
and administrative sanctions. Article 24, titled “Inspection, Examination, Research, Authority,
Obligation, and Responsibility of Inspectors,” stipulates that labour inspectors authorized by
the Ministry are responsible for monitoring compliance with the provisions of the Law.
Inspections are conducted in accordance with Articles 92, 93, 96, 97, and 107 of the Labour
Law No. 4857.

Labour inspectors are empowered to:
e Inspect workplaces, annexes, tools, equipment, raw materials, and working conditions.

e Examine documentation and ensure compliance with health, safety, education, and rest
provisions for workers.

e Take measures to prevent violations deemed criminal under the law.

During inspections, employers, workers, and other relevant parties are legally obligated to:
e Appear when summoned by inspectors.
e Provide statements, evidence, and documentation.
e Cooperate with inspectors and fulfil requests without delay.

Failure to comply with these obligations may result in administrative fines. Minutes prepared
by labour inspectors are legally binding unless proven otherwise. Parties may object to inspector
reports regarding workers' receivables by filing a complaint with the competent labor court
within 30 days. Legal action against court decisions does not halt the collection of workers'
receivables determined by the court.

Labour inspectors, authorized to monitor, supervise, and inspect workplaces, are required to:

e Avoid disrupting, halting, or complicating the normal workflow or operations of the
workplace, as much as possible, depending on the nature of the inspection.

e Maintain strict confidentiality regarding the employer's professional secrets, workplace
conditions, and economic and commercial information, unless disclosure is necessary
for official procedures.

e Refrain from revealing the identities of workers or individuals who provide information,
submit complaints, or make reports.

During the inspections, employers are prohibited from:

e Directly or indirectly influencing workers who provide statements or information during
inspections.

e Pressuring workers to conceal or alter the truth.
e Retaliating against workers for reporting issues or cooperating with inspectors.

Workers are also prohibited from:
e Providing false information about their workplaces or employers.

18/49




e Acting maliciously to tarnish an employer's reputation or impede inspections.
¢ Hindering the inspection process by offering misleading answers or obstructing audits.

Failure to comply with these prohibitions results in administrative fines for employers or their
representatives.

To ensure proper enforcement of the law, labour inspectors may request assistance from law
enforcement when necessary. Law enforcement agencies are obligated to provide the required
support to enable inspectors to carry out their duties effectively. If law enforcement assistance
is needed, the labour inspector notifies the relevant provincial governor (excluding military
workplaces). The governor evaluates the request and, if deemed appropriate, assigns the
necessary personnel to assist.

Under Article 24/A of Law No. 6331, titled “The Ministry’s Authority and Responsibility for
Inspection, Control, and Audit,” the Ministry is authorized to conduct inspections,
authorizations, controls, and audits in educational institutions, joint health and safety units,
equipment inspection organizations, and occupational hygiene laboratories.

Personnel assigned for inspections by the Ministry include labour experts, assistant labour
experts, engineers, physicists, chemists, biologists, and physicians from the General Directorate
of Occupational Health and Safety.

These personnel are required to:
e Minimize disruption to workplace operations during inspections.
e Maintain confidentiality regarding professional secrets, workplace conditions, and any
sensitive information encountered.
e Employers and employees are obligated to facilitate the duties of inspection personnel.

When Ministry personnel require assistance from law enforcement during their duties under
Article 24/A of Law No. 6331, they notify the relevant provincial governor, except in the case
of military workplaces. The governor evaluates the request and, if deemed appropriate, assigns
a sufficient number of law enforcement officers in line with their powers under relevant
legislation.

Article 25 of Law No. 6331 titled “Shut-down of Work™ states that when a vital danger is
detected for employees in the building and annexes, working methods and forms or work
equipment in the workplace; work shall be stopped in a part or the entire workplace until this
danger is eliminated, taking into account the nature of the vital danger and the area and
employees that may be affected by the risk that may arise from this danger. In addition, in
workplaces where mining, metal and construction works, which are classified as very
dangerous, and where work involving hazardous chemicals is carried out or where major
industrial accidents may occur, work shall be stopped if a risk assessment has not been made.
The board consisting of three labour inspectors authorized to inspect in terms of occupational
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health and safety may decide to stop work within two days from the date of detection, after
conducting the necessary examinations upon the determination of the labour inspector
authorized to inspect in terms of occupational health and safety. However, if the detected issue
requires urgent intervention, the labour inspector who made the determination shall stop work
until the board makes the decision.

The decision to shut-down is sent to the relevant provincial administrator and the Provincial
Directorate of Labour and Employment Agency where the workplace file is located within one
day. The decision to shut-down is carried out by the provincial administrator through law
enforcement forces within twenty-four hours. However, the decision to stop work given because
the detected issue requires urgent intervention is carried out by the provincial administrator
through law enforcement forces on the same day. The employer may object to the decision to
stop work at the authorized labour court within six business days from the date of execution.
The objection does not affect the implementation of the decision to shut-down. The court first
considers the objection and decides within six business days. The court decision is final. If the
employer notifies the Ministry in writing that, the issues requiring the shut-down have been
resolved, an inspection is carried out at the workplace within seven days at the latest and the
employer's request is finalized. The employer is obliged to pay the wages of the employees who
become unemployed due to the shut-down or to provide them with another job according to
their profession or situation, provided that their wages are not reduced. In jobs that are classified
as very dangerous and are awarded through tender; working methods that pose a life-threatening
danger due to production pressure by acting contrary to production and/or manufacturing plans
and work programs without ensuring certain elements such as technological development,
increase in workforce capacity, innovation in production methods are considered grounds for
stopping work. Employers or employer representatives who make people work without
permission during suspended work in the workplace are sentenced to imprisonment from three
to five years.

In addition, Article 26, titled “Administrative fines and their implementation”, regulates the
administrative fines to be imposed pursuant to the Law and the methods of implementation.

Although Article 4 of Law No. 4857 titled “Exceptions” and Article 2 of Law No. 6331 titled
“Scope and Exceptions” stipulate that the provisions of the relevant Laws will not apply to
employees working in domestic services, this does not mean that employees working in
domestic services are left unprotected in terms of occupational health and safety. The relevant
provisions of the Turkish Code of Obligations No. 6098 may be applied to persons excluded
from the scope of Labour Law No. 4857. The provisions in the section titled “IV. Protection of
the personality of the worker” of the Turkish Code of Obligations No. 6098 are also applied to
employees who are not covered by the Labour Law. Article 417 of the Turkish Code of
Obligations states that “The employer is obliged to protect and respect the personality of the
worker in the employment relationship and to ensure order in line with the principles of honesty
in the workplace, and to take the necessary measures to prevent psychological and sexual
harassment of workers and to prevent further harm to those who have been subjected to such
harassment. The employer is obliged to take all necessary precautions to ensure occupational
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health and safety in the workplace, to have all the tools and equipment in place, and the workers
are obliged to comply with all precautions taken regarding occupational health and safety. The
compensation for damages arising from the death of the worker, damage to physical integrity
or violation of personal rights due to the employer’s behaviour contrary to the law and the
contract, including the above provisions, is subject to the provisions of liability arising from
non-conformity to the contract.”

A special provision is made for those working in a domestic environment in Article 418 of the
mentioned Law titled “Working in a domestic environment”. The relevant article states, “If the
worker lives in a domestic environment with the employer, the employer is obliged to provide
sufficient food and suitable shelter. If the worker cannot perform the work due to reasons such
as illness or accident without fault, the employer is obliged to provide care and treatment for
the worker who has worked for up to one year and who cannot benefit from social security
benefits for two weeks. The said period is increased by two days for each year of service
exceeding one year, not exceeding four weeks. The employer is obliged to fulfil the same
obligations during the pregnancy and birth of the employee.” Since the relevant article of the
Turkish Code of Obligations can be applied to those who are not within the scope of the Labour
Law but have an employment contract, the above-mentioned articles can also be applied to
those working within the scope of the employment contract within the scope of paragraph 3.

Article 4 — The right to fair remuneration

Explanatory remark:

The ECSR considers that the inclusion of questions on gender equality are necessary in order
to ensure the ECSR’s approach to this issue as outlined in the UWE decisions on equal pay is
applied across States Parties especially as regards measures taken to ensure pay transparency,
to reduce the gender pay gap and to increase the representation of women in decision-making
positions.

Article 4§3 Right of men and women to equal pay for work of equal value

a) Please indicate whether the notion of equal work and work of equal value is defined in
domestic law or case law.

In Tiirkiye, the principles of equal work and work of equal value are foundational to promoting
fairness and preventing workplace discrimination. These principles are primarily derived from
the Constitution and the Labour Law, supported by extensive Supreme Court case law that
guides their application.

Equal work is defined as work of similar quality and difficulty, while work of equal value refers
to jobs requiring similar skills, responsibilities, and working conditions, even when the specific
job roles differ. These concepts ensure that workers receive fair and non-discriminatory
treatment in terms of remuneration and benefits.
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Legal Framework

In Turkish legislation, these principles are addressed primarily in the Constitution and the
Labour Law. The Constitution emphasizes the principle of equality in general while the Labour
Law mandates that employees performing the same or equivalent work should receive equal
pay. Employers are obligated to comply with these principles, ensuring fair treatment across all
categories of workers. Discrimination in wages or social benefits, whether based on sex, title,
or other unjustified factors, is strictly prohibited. Case law, particularly from the Supreme
Court, further clarifies these concepts, emphasizing that jobs requiring similar skills,
responsibilities, and working conditions should also be remunerated equally.

Case Law and Judicial Interpretations

Turkish case law, particularly decisions by the Supreme Court, has been instrumental in
defining and reinforcing the principles of equal work and work of equal value. Below are some
notable rulings that shape the current understanding and application of these concepts:

2010 Decision (9™ Civil Chamber)

In a 2010 decision, the 9" Civil Chamber of the Supreme Court emphasized that creating wage
disparities between employees performing similar work at the same workplace is contrary to
the principle of equality. The Court ruled that equal wages should be paid for similar work,
considering the nature and difficulty of the tasks as well as the employees' qualifications.
Addressing the concept of "work of equal value," the Supreme Court stated that when different
jobs are assessed as being of equal value, employees engaged in such jobs must be compensated
similarly. In this case, the Court concluded that workers performing the same job within the
same workplace should receive equal pay, irrespective of differentiating factors such as sex or
tenure. The decision underlined that any wage disparity must be justified by objective criteria,
stressing that employers must adhere to the principle of equal treatment and avoid
discrimination. This case law contributes to fostering fair remuneration systems and upholding
employees' rights.

2011 Decision (9™ Civil Chamber)

In its 2011 decision, the 9™ Civil Chamber of the Supreme Court ruled that paying different
wages to employees working in the same position constitutes discrimination. The Court
emphasized that to prevent discrimination, equal wages must be paid to employees performing
equal work. The decision established that the workload, level of responsibility, and job
descriptions of the employees in question were identical, concluding that the employer had
discriminated by paying unequal wages. This ruling serves as a concrete example of the equal
pay for equal work principle. The Supreme Court highlighted that employers are obligated to
act in a manner that safeguards employee rights and ensures workplace equity.
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2014 Decision (22" Civil Chamber)

In its 2014 decision, the 22" Civil Chamber of the Supreme Court addressed the issue of wage
discrepancies among employees performing identical work at different branches. The Court
declared it unlawful for employers to create wage differences based on geographical location
or branch. The ruling emphasized that employees engaged in the same work should receive
equal wages, regardless of their branch or region. By broadening the scope of the equal pay for
work of equal value principle, this decision reinforced the necessity of ensuring equal
remuneration for employees performing the same tasks under similar conditions.

2016 Decision (9t Civil Chamber)

The 2016 decision of the 9™ Civil Chamber involved a case where a female worker filed a
complaint against her employer for receiving lower wages than her male colleagues performing
the same job. The Court determined that the employer had failed to present any credible
justification for the pay disparity. The ruling affirmed that wage differences based on sex are
unacceptable and held the employer accountable for ensuring equal pay for equal work. This
decision further strengthened the legal framework prohibiting wage differences between male
and female employees, reinforcing the rights of employees to equitable treatment in the
workplace.

2018 Decision on Work of Equal Value (91" Civil Chamber)

An important decision by the 9" Civil Chamber of the Supreme Court in 2018 addressed wage
differences among employees performing work of equal value. The Court ruled that wage
disparities without a justifiable reason constitute discrimination. The decision emphasized that
employees working in different positions at the same workplace, regardless of sex, but
performing jobs requiring similar responsibilities and skills, must receive equal pay. The ruling
highlighted that different roles with comparable responsibilities and requirements should be
remunerated at similar rates. The Court stated that significant wage differences must be
substantiated with valid reasons directly related to the nature of the work. This principle is
critical for fostering social justice in the workplace and improving employee motivation. In
such cases, the Court typically evaluates whether the principle of equal treatment has been
violated by examining factors such as the nature of the work, the skills required, and the
complexity of the tasks involved.

In a related 2018 decision, the 9™ Civil Chamber ruled that wage differences between male and
female employees with similar responsibilities in the same workplace violated the principle of
equal treatment. The Court stated that wage differences between male and female employees
are contrary to Article 5 of the Labour Law and ruled that employees performing work of the
same or equal value must be paid equally. The decision emphasized that wage inequality based
on sex constitutes discrimination, and employers are obligated to ensure equal pay for equal
work.
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2019 Decision on Job Titles and Equal Pay (22" Civil Chamber)

A 2019 decision by the 22" Civil Chamber of the Supreme Court addressed wage discrepancies
between employees with different job titles, such as “sales associate” and ‘“senior sales
associate”. The Court evaluated whether the roles involved equivalent responsibilities and skill
requirements. Despite the differing titles, the Court concluded that the two positions performed
similar functions and thus warranted equal pay. The ruling emphasized that job titles should not
serve as a justification for pay inequalities when the actual work performed is comparable.

2020 Decision on Wage Disparity and Equality (9™ Civil Chamber)

In a 2020 decision, the 9" Civil Chamber of the Supreme Court ruled that wage differences
between two employees performing similar work, due to the employer's arbitrary practices, are
contrary to the principle of equality. The Court emphasized that the employer had failed to
provide concrete and objective justification for the wage disparity. This case underscores the
importance of the principle of equal treatment in the workplace. When examining
discrimination claims, the Supreme Court considers the nature of the work, the employees’
competencies, and the workplace conditions to ensure fairness.

2021 Decision on Wage Discrimination (22nd Civil Chamber)

A 2021 decision by the 22" Civil Chamber of the Supreme Court addressed wage differences
between male and female employees. The Court ruled that female employees performing the
same roles as their male counterparts must receive equal compensation, as any wage disparity
based on sex constitutes discrimination. It highlighted that unequal pay for women in equivalent
roles violates the principle of equality and is inherently discriminatory.

The ruling emphasized that employers must provide concrete, objective, and valid reasons for
any wage differentials. The Court reiterated that discrimination on grounds of sex in pay
practices has legal consequences, as it contravenes workplace equality principles. This decision
reinforced the prohibition of discriminatory wage practices and strengthened protections for
women in the workforce.

2022 Decision on Job Comparisons and Equal Pay (9" Civil Chamber)

In 2022, the 9™ Civil Chamber of the Supreme Court ruled that wage comparisons between
employees in different lines of work should consider the degree of difficulty and skills required
for each job. The decision emphasized that employees with similar responsibilities and risks in

the same workplace must receive equal wages.

The Court also noted that claims of discrimination may be upheld if an employer does not
implement a fair and transparent remuneration policy. This decision underscored the
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importance of assessing wages fairly across different roles to avoid potential claims of
discrimination.
2023 Decision on Wage Comparisons and Transparency (9t Civil Chamber)

A 2023 decision by the 9™ Civil Chamber of the Supreme Court focused on wage comparisons
outlined in employment contracts. The Court stated that wages specified in the employment
contract should be compared with those of other employees in similar roles. It further ruled that,
if the employer cannot provide a valid and objective reason for wage differentials between
employees in the same position, such disparities would be deemed discriminatory.

The decision highlighted the significance of fair remuneration systems in workplaces and
stressed the critical role of transparency in remuneration policies. Transparent wage practices
not only ensure compliance with equality principles but also enhance employee satisfaction and
trust.

2023 Social Media Transparency Case (9th Civil Chamber)

In a 2023 decision, the 91" Civil Chamber of the Supreme Court examined the role of workplace
announcements on social media and employee communication in the context of pay equality.
The Court ruled that if an employer fails to clearly explain wage differences between
employees, it may constitute a violation of the principle of equal treatment.

The decision emphasized that employers must transparently communicate wage structures and
ensure fair remuneration for employees in similar roles. The lack of transparency in wage
policies was deemed a breach of the principle of equal treatment. The Court underlined that
providing transparent information about wages is essential to maintaining a fair remuneration
system. Furthermore, fostering open communication between employees can help prevent
disputes related to pay equality, thereby promoting a harmonious workplace.

2024 Collective Bargaining Agreements and Pay Equality (9t Civil Chamber)

In 2024, the 9™ Civil Chamber of the Supreme Court issued a decision highlighting the
significance of collective bargaining agreements (CBAS) in private sector workplaces. The
Court stated that wages determined through CBAs must adhere to the principle of equal
treatment among employees.

The decision also noted that if employers implement practices that create wage disparities
among employees covered by the same CBA, such actions will be deemed discriminatory. This
ruling reinforces the importance of CBAs in promoting social dialogue and ensuring equitable
remuneration systems in workplaces. It serves as a critical reminder that CBAs should not only
set wage standards but also safeguard the principle of equality.

These rulings underscore the judiciary's role in interpreting and improving fair remuneration
systems and addressing issues of gender discrimination, wage transparency, and the need for
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objective justifications for pay disparities in the workplace. By emphasizing transparency,
accountability, and adherence to the principle of equality, Turkish courts aim to enhance
workplace fairness, prevent wage disparities rooted in discrimination, and foster trust and
motivation among employees.

b) Please provide information on the job classification and remuneration systems that reflect
the equal pay principle, including in the private sector.

Job classification and remuneration systems in Tirkiye are designed to uphold the principle of
equal pay for equal work, with a strong emphasis on eliminating pay disparities both in the
public and private sectors. The country's legal framework, including the Labour Law and
Constitutional provisions, plays a pivotal role in ensuring that employers adhere to the principle
of equal pay, regardless of sex or other factors. The Turkish Constitution guarantees equality
before the law and prohibits discrimination on the grounds of sex, race, language, and other
factors, laying the groundwork for legal protections, including equal pay.

The Equal Pay International Coalition (EPIC)

Established in 2017 and co-led by the International Labour Organization (ILO), UN Women,
and the OECD, the Equal Pay International Coalition (EPIC) is a global initiative focused on
closing the gender pay gap. Through advocacy, policy development, and international
cooperation, EPIC supports governments, employers, workers, and civil society in
implementing concrete actions to achieve pay equity.

Tiirkiye officially joined the EPIC at the end of 2024, reaffirming its commitment to achieving
pay equity and promoting economic inclusivity. This significant move underscores Tirkiye’s
dedication to eliminating workplace discrimination and ensuring equal pay for work of equal
value.

Public Sector

In Tiirkiye, the public sector plays a crucial role in upholding equal pay principles through
standardized job classification and pay scales. The Public Personnel Law No. 657 and other
relevant regulations ensure that salaries for public employees are determined based on objective
criteria such as education, experience, and job classification, without regard to sex. Positions
are categorized according to duties, qualifications, and levels of responsibility, and pay scales
are set through a combination of laws, collective bargaining agreements, and regulations. These
scales are transparent, ensuring that public employees performing similar roles with comparable
qualifications and responsibilities receive equal remuneration.

Furthermore, the principle of equal pay for equal work is reinforced through public sector salary

structures. Sex-based pay disparities are actively monitored and addressed, with efforts to
ensure that pay differences are based on objective factors rather than sex.
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Private Sector

The Labour Law governs employment relations and includes provisions that require employers
to ensure equality between employees, with a general obligation to adhere to the principle of
equal pay for equal work and work of equal value between men and women. Furthermore,
Turkish Civil Code No. 4721 regulates the relationship between employers and employees,
highlighting equality in the workplace and equal treatment for all workers. Discrimination on
grounds of sex is prohibited, and the Code also impacts the provisions regarding employment
contracts, which indirectly address pay disparities.

In the private sector, the approach to job classification and remuneration is more flexible, as
companies have greater discretion in setting wages. However, all private sector employers are
legally required to comply with the principles of equality and non-discrimination. Companies
must ensure that they do not engage in discriminatory pay practices based on sex or other
factors.

Many companies establish salary bands or scales that categorize jobs based on classification
and performance-based pay, helping to ensure equitable pay for similar roles. Some private-
sector companies have implemented job classification systems that assess roles according to
responsibilities, skills, and working conditions. These companies establish salary bands for
different job categories, ensuring that employees in similar roles receive equitable
compensation.

Companies are also encouraged to conduct internal audits to assess and address any wage
disparities. Some private-sector companies, especially those with international operations or
public accountability, may conduct regular gender pay audits to ensure compliance with equal
pay regulations.

Furthermore, several companies in Tirkiye have launched initiatives to promote gender
equality in the workplace, including:
e Conducting regular pay audits to assess gender pay gaps and setting targets for
increasing female representation in leadership roles,
e Providing leadership development programs specifically for women, helping them
advance into higher-paying positions,
e Publicly reporting gender pay gap data, demonstrating transparency in remuneration
practices
e Utilizing a structured job evaluation process that ensures roles are classified based on
objective criteria, helping maintain fairness in salary distribution across genders.

Collective bargaining agreements (CBAs) play a significant role in shaping pay structures
within the private sector. These agreements standardize wages for specific job classifications,
ensuring that pay scales are equitable and reflect the value of the work performed, without
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discrimination on grounds of sex. CBAs often include provisions that promote equal pay and
establish minimum salary standards across industries.
Sector-Specific Approaches

In specific sectors like retail and banking, companies have also made strides toward ensuring
equal pay. For example, major retailers in Tiirkiye have begun using standardized job
descriptions and salary scales to align remuneration practices across roles. Additionally, some
banks have introduced diversity training for their management teams to raise awareness of sex
biases and ensure fair pay practices. Many multinational companies operating in Tiirkiye also
bring their global practices on pay equity to the local context.

Government Action Plans and Gender Equality Frameworks

The Gender Equality Action Plan (2024-2028) is another key initiative aimed at reducing
gender disparities, particularly in the workplace. This plan includes measures to eliminate wage
discrimination and ensure that all industries adhere to the equal pay principle. It provides a
framework for both public and private sector employers to improve pay equity, with a focus on
enforcement and raising awareness about legal requirements related to equal pay.

Overall, Tirkiye's job classification and remuneration systems, particularly through the
integration of legal frameworks, collective bargaining agreements, and corporate initiatives, are
moving toward ensuring that all workers receive equal pay for equal work, regardless of sex.

c) Please provide information on existing measures to bring about measurable progress in
reducing the gender pay gap within a reasonable time. Please provide statistical trends on
the gender pay gap.

The gender pay gap remains a global challenge, reflecting unequal opportunities and systemic
barriers in the workforce. In Tiirkiye, significant progress has been made through a combination
of legislative measures, awareness campaigns, and targeted initiatives to promote gender
equality in pay.

Legislative Framework

Tiirkiye has enacted robust labour legislation to address gender-based pay disparities. Key
provisions include:

e Equal Pay for Equal Work: The Labour Law and the Code of Obligations mandate
employers to ensure remuneration based on the principle of equal pay for equal work or
work of equal value.

e Transparent Payment Practices: Payments are made through bank transfers in
accordance with Article 32 of the Labour Law, enabling inspections to reveal
discrepancies in wages between male and female workers.

e Definition of Comparable Employee: The Labour Law defines a comparable
employee as one employed under an open-ended contract in a similar role within the
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same establishment. According to Labour Law and the Code of Obligations, the
employer is obliged to determine the remuneration of a worker on the basis of a
comparable employee’s remuneration in the implementation of the principle of equal
pay for equal work or work of equal value. This limits the application of the equal pay
principle to jobs within a specific organizational unit.

Labour inspectors conduct regular inspections to identify violations of pay equity. Bank records
serve as critical evidence in detecting gender-based pay discrepancies, ensuring accountability
and compliance with labour laws.

Awareness and Advocacy

Awareness campaigns and initiatives involving NGOs and government bodies aim to:
e Highlight the importance of addressing the gender pay gap.
e Promote women's rights in the workplace.
e Encourage companies to adopt equitable practices.
e Flexible work policies and enhanced parental leave provisions are encouraged to help
women balance work and family responsibilities, increasing their workforce
participation.

Economic Incentives and Support

The government provides various incentives to promote gender pay equality, including:
e Tax Benefits: Companies demonstrating equitable pay practices receive tax advantages
or subsidies.
e Support for Women-Owned Businesses: Funding, training, and mentorship programs
empower women entrepreneurs and promote economic independence.

Sector-Specific Challenges
The gender pay gap varies across sectors in Tlrkiye:
e Wider Gaps: Sectors like finance and technology often exhibit significant disparities

due to lower representation of women in high-paying roles.
e Narrower Gaps: Sectors such as education typically show smaller pay gaps.

Additionally, women with higher education levels tend to face smaller pay disparities compared
to those with lower educational attainment. Younger workers also experience a narrower gap.

Metal Industry Job Evaluation System (MIDS)

The Metal Industry Job Evaluation System (MIDS) is a framework developed to ensure the fair
and objective assessment and remuneration of jobs within Tiirkiye’s metal industry. This
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system is particularly endorsed and implemented by the Turkish Employers’ Association of
Metal Industries (MESS) and various employers within the sector.

MIDS is designed to evaluate jobs in the metal industry in a fair and comparable manner, aiming
to create and implement remuneration policies based on this evaluation. The system takes into
account various factors such as job complexity, level of responsibility, and the required
knowledge and skills. These factors help determine the value of each job, which provides a
foundation for fair wage scales.

One of the primary methods employed by MIDS is the point factor method, where jobs are
scored based on predetermined criteria. These criteria typically include the level of education,
experience, and technical knowledge required, the management, supervision, and decision-
making responsibilities entailed, the physical and mental effort needed, and the working
conditions under which the job is performed. MIDS also categorizes jobs into specific grades
based on their total scores. Each job is assigned a grade, such as I, Il or IlI, which reflects its
overall difficulty and responsibility level, and a corresponding wage scale is determined.
Benchmarking is another important component of MIDS. The system compares job
descriptions and wage levels that are widely accepted within the sector to maintain
standardization in remuneration practices across different companies.

MIDS plays a significant role in collective bargaining agreements, where it is used by
employers and unions to evaluate jobs and determine wages. The results of job evaluations are
also used to establish internal wage policies within companies, creating a fair and competitive
wage structure. Additionally, MIDS is a key tool in performance management, helping
companies evaluate employee performance and develop reward systems.

The advantages of MIDS include ensuring the objective evaluation of jobs, which contributes
to the fairness of remuneration policies. As a widely accepted system in the metal industry,
MIDS helps maintain wage standardization across different companies. Furthermore, it
facilitates better alignment and agreement between unions and employers during collective
bargaining processes, promoting harmony within the industry.

On September 26, 2023, negotiations for the 2023-2025 Group Collective Bargaining
Agreement, involving 150.000 workers, began between the Tiirk Metal Union and the Turkish
Employers' Association of Metal Industries (MESS). The agreement was finalized on January
17, 2024, at MESS headquarters, with a commitment to update MIDS based on five specific
proposals from the Tiirk Metal Union.

Challenges and Future Directions
Despite progress, challenges persist:

e The pandemic disproportionately affected women, risking a reversal of gains in
narrowing the gender pay gap.
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e Representation of women in leadership and high-paying roles remains limited in certain

sectors.

Moving forward, Tiirkiye aims to:
e Expand sector-specific initiatives such as MIDS to other industries.
e Strengthen monitoring mechanisms for pay equity.

e Promote women’s participation in high-growth sectors through education and training

programs.

e Enhance policies supporting work-life balance and family responsibilities.

STATISTICS

Table 1. Average Working Hours and Monthly Gross Wage by Sex and Economic Activity

(2010, 2014, 2018)
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Table 2. Gender Pay Gap by Educational Attainment and Major Occupational Group (2010)
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Table 3. Average Working Hours and Monthly Gross Wage by Sex and Occupational Group

@
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Blim v milhsndislli Bs Bgill yardume profeggonsi
MEBIEE MENEUpEN
T2 1 Science and engneering assocae professionals 45 450 442 2038 2058 2004 a7 151 2648 1688 2664 469 1974 3108 5330
N Yardame: safjiik profespoensien
7'3_ 32 Heslth arsocione professionsls 451 447 432 24 135 1953 75 07 231 135 1862 3862 1588 2137 4487
Ip v bekans e Bglll pardemica profeepons] mesisi
mEnEUpiEn
T4_ B Business and adminisraion assocste professionals 445 &E &40 1854 1858 1840 a2 129 238 1688 2382 467 1782 2498 4914
Hukus, so#pal, KUTUT v benzsr stantar Bs gl
JAMONMEI ProTeEjonsl MSsksk Mansupian
i 3 Lespil, smocial, cultoral and redastesd smsociae professionals 424 &7 44 2031 202 1937 104 187 285 185 2995 4990 2108 3148 5135
N Eiigl we Betigim teknizpanisn
Tﬁ_ 35 Informasion and communications ledricans 221 47 &40 1850 1975 1937 121 149 282 2z 288 517 233 293 5452
Elire hizmetisrinds jaligan skmantar
Tf_ 4 Clewical suppord workess 438 47 &40 1985 1987 1954 a4 107 1948 1519 1955 3555 18285 211 38N
Ganal blre slemanian Be kizvys kullanan blro
alamankan
78 41 Geeral and keyboard derkes 419 447 L0 1828 1972 1801 74 W2 NS 135 1883 3790 143 2007 4038
N Mikpter hizmetisrings galigan slsmantar
78 | 42 Custorner senvices derks 425 4384 L34 13 1849 1933 1048 138 25 1844 23% 372 2041 2804 428
Sapeal lglomisr yapan ve malzsms kayrtian tutan
bibre slemanian
m_ 43 Nurnesical and masterial recording derks 47 &49 447 217 2004 183 TA 93 184 1383 1850 3414 1496 1986 381
Dijer bUTO hizmetisrings alipan ssmanisr
B 4 Ofwr clewical support workers 440 247 £33 1988 1988 1914 a3 12 198 1583 2057 3457 163 224 e
Hizmst v satip slemantan
B2 | 5 Serviowand safes workers 450 448 &4A 204 1383 1985 58 7A 144 103 1440 2681 1122 1557 2858
N hizmetier versn slemaniar
83_ 31 Personal servios workers 431 47 450 2.3 193 1984 53 7A 140 1012 1478 266 11066 154 278
Eatip hzmatiar varan slemaniar
B4 52 Sles workers 451 450 &4A 2000 185 197 53 74 142 1004 14482 287 1063 1561 273
N Kigisal balam hizmetisr] varsn slsmantar
85 | 33 Personal careworkers 454 #4748 276 2118 1984 a4 a1 177 950 1405 3185 1124 172 344
Koruma hizmetien versn sksmaniar
&5 | 54 Protecive servioss workers 45 M9 ME 244 207 1.3 B4 7B 153 1143 1%7 27 1310 1542 3052
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Nitbediicll tamm, ormancalik va su Drinker galipankan

&7 | & Shilled agricultural, foresiry and fshery workers () 450 M8 ") 274 1353 ¢y 75 18T )y 1419 3083 {*y 158 3263
] Pazars yonsdi nitsiml tarm gaganizn
88 | &1 Mariut-oriered stilled agriculirs workers ) 450 448 ) 2074 1983 ¢y 75 &7 ¢y 1418 3053 {*y 155 A3
Sanatiariar ve lglll ilsrds galiganiar
89 | 7 Craf arwd redasied e workiers Ma M7 M3 a5 2082 A4 65 A8 182 1182 154 29 120 1778 AI7S
m““*ﬂ'wﬂﬂﬂhﬁ{ﬂhﬁﬂﬁ
Biuilcling and redfatied frades workers, excuding
90 | T decricians 443 443 450 193 1977 e 52 &g a7 94 1443 2583 102 1538 2742
Mistal Iplams, makins wa Bl Flerds Galigan
sanaticariar
a1 T2 Mesadl, masinesy o refasied rades workers 447 43 450 43 2080 238 73 45 fan 1288 1645 330 L AETS
| B gainatian vs Dasam s Bl Igerds alganiar
a2 7% Hariicral ard priviing workers 42 47 M43 2005 1948 193 64 TA 148 1258 1451 2755 138 15% 2918
N Elskirix va sisktronix iglercs galiganiar
9 | 74 Blecsiricnl and efecironic frades workers 47 MA ME A3 2036 204 a0 102 183 1457 17E3 33 1635 2108 3774
Gl Hbams, ajag Hpber, QM sgjas Vs difjsr
ticariar ve Nl iglards
Fod processing, waoad working, garme and offer crafl
24 | 75 and refisied rades workers 451 450 450 2RH 2057 2008 54 75 138 985 1400 2547 1085 158 277
Taele va making opsratiinsn ve monta) ciar
S5 | § Plart and mactine operons and sssemblers 450 MA 441 AT 2035 W2 57 A4 172 1010 1513 308 118 1717 34803
| Saibit tasls v makins opsrattrisr
o5 | 81 Stforary plart and machine apersiors 450 43 £5 2054 2042 193 54 A2 1aa 1016 150 3x2 1181 1885 3858
Monta)citar
a7 &2 Amsemblers 447 MA 450 H7a 2003 201 58 104 153 4 1581 2798 1217 2158 3125
| Silribeiliar ve harsksti tasls opsratoriar
o8 | 83 Drivers and makile plar operaiors ) 448 43 ) 2008 203 ¢y 82 152 ) 1514 2785 ¢y 188 3088
Nitedlic gersictirmeyan mesisider
98 | 9 Demertary ooopeions 443 43 M5 4 2001 1MA 52 71 13A 945 133 2548 1048 1428 2724
| Temizilkgliar ve yardimeitar
100 | 91 Cleriers and hefpers 44 450 242 1988 1982 1355 50 7o 142 933 112 258 a8 13 2754
Tanm, ormancilik va babkgii ssicttrisnnds nitsik
gersidirmepen Iperds niar
101 92 Agricultral, foresiry and fshery labourers ) 451 M3 ) 1985 1383 "y 77 153 ) 1484 2488 {*} 152 24958
Mezdencili, Ingast. imatst v ulsptrma ssiborisnings
nitsilic gersichinmayan igisrds (alipaniar
Labwress in miming, construction, manuisciuning and
102 | 53 rareport 450 443 50 42 2004 B 52 71 134 93 13 258 1088 1432 2701
YIpSCsi NATIMLAME FArQimiCtan
103 4 Food preger afion assistris 450 443 450 A1 2005 18T 55 72 1 1048 132 28m 1116 1448 2604
| Caddalsokak ve Bglll satrp ve hizmet gabganian
104 55 Sireet and rediovier sl and servios werkers () 455 480 ) 2003 1mA %y TA 1A ¢y 1285 228 ) 14 2372
Gopgiier va difjsr nitsilk gersictirmayen iglerds
galigantar
105 96 Rieshus workers and ofer slementry workers 452 450 447 AR5 1933 1383 50 73 140 97 139 2541 1018 1458 2759
106 Kain - Femnae
107 | Topiam - Tod 5 ME 42T 1%3 1%E 1T oI N3 1430 2057 3453 1519 2188 ITEE
Yoneticlsr
108 | 1 Marmgers 441 42 £ 1929 195 W5 22 B2 M5 A678 5773 AET IE 613 9345
| Baghaniar, Ust dlizsy ponsticlier va kanun yapecdar
109| 1 Chieel evomesivess, sericr officials and lagistaiors 445 M0 &3 1915 1922 1849 2AZ 404 723 4170 75 1350 4881  TETS 41T
Thcar ve kiar muddrsr
110 12 Admiristaive and commerdal managers 40 M5 40 1926 1951 122 A 343 515 381 6245 914 4003 B5: 9857
| Uretim ve uzmanizgmeg hizmat mibdiriar
111 13 Producion and specialised senioes marogers 415 L7 L8 1901 1988 1842 22 BRI 455 A8E1 5497 40 4214 6035 a780
Afjarizma, perakends va difer Mzmst mialnsn
12| 14 Herpitedity, rests] ancl e servioss marogers 451 450 S48 131 1974 1983 0A 133 WA 193 3551 5943 2143 aan 6385
Profeeponsl Meeks mensuptan
113 2 Professionds 40 LHF WS 1934 1915 1778 22 28 A 229 3705 4854 b o B X 5330
B s mNSnasi Bs Byl profesyonsl messi
mansuplan
114] 21 Seienoe and engineesing profesions 443 M7 M43 1918 1848 1314 15 188 X3 2127 388 S147 225 3EW 5354
Safjix protssjonsier
115 22 Hewlth professiorsis 452 450 &7 Ha 2000 w2 128 23 mo 2M5 403 4250 2578 4414 4981
| Efjitim B Bgill profegyons! meslsk meansuplan
116] 23 Teaching professiosis 41 418 3|3 1833 1821 1675 111 187 ;|2 2023 3088 47HE 2103 334 5238
Ip ve yonatim Bs Bl profeeponsl masksk mansupan
17| 4 Bumsines and admirisiraion profesiomis 443 42 M 1934 1924 1918 131 208 mpo 247 3754 57SA 2535 3% 8143
Baigl va Batipim teknobo|isl Ba Byl profespons
meslek mansupian
Informaion and commuricaions lechnaogy
18| 25 professionis a8 M2 &85 1930 1918 13 1Ba 314 422 3100 572 TSI8 323 6058 TaEr
Hukui, BoEyal va KUTDr Bs Byl profasponsd mesksk
mansuplan
119] 28 Lo, mocianl awd el professsiorids 443 a4 &9 13l 1847 & 145 257 24 2655 4644 48 2734 4% 5301
Taintepsnier, teknierier va yardime profesponsl mesisi
mensuplan
120| 3 Techvices ad sssoce prokessiosls 444 M5 a0 1848 1988 1314 a0 127 213 1688 234 4083 1780 2472 4288
B vis Ml NSndisl Bs Bl pardimes profesjonsi
MBS MENEUPLEN
121 3 Scienon and engineering sesacie professiomis 443 Ma M7 1976 1940 187 42 117 A8 1710 21X 3&vE i@z 2282 4074
| Yardemes safjiik profesponslisn
122 32 Heslh arsociie prokessosis 451 449 L9 1988 2018 1355 a1 107 178 1501 188 3158 16813 217 34884
I v Mizrs s Bl pErdemct profeejonsl meskst
mansuplan
122] 33 Business and admirfsiraion sssocse professiomis 443 42 &3 1A 181 13 a1 140 243 1708 253 4433 1787 2&TA 4653
Huscui, B0y, KUUT v banzsn atantar bs Ngil
yandme Ml MeEEksi MansUpan
124 34 Lepd, mocionl, et o redfonied svsocione professionals 4 4F L8 1917 1954 1908 48 14F 1a3 1AM 268 333 1870 283 3880
| Eiigl wa Betipim teknizpanisr
125] 35 Inforrnasiion and commuricafions edricans M2 M7 47 1955 2004 1903 41 148 280 1712 2785 4510 1785 28E2 4745
Blire hizmetisrings galgan slsmantar
126| 4 Clerical mppeort workers 413 245 #42 1930 1988 1338 74 W02 175 143 1867 3118 1831 1978 338
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134]
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147 |

148
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151 |
12|
153

Ganel ibre slemankan s kiavpe kullanan blne
sbamanian

41 General and keyboard dierks 43 ME &4 1935 1347 1913 80 a3 187 1112 1588 307 1154 1819 3166
Milkgtarl hizmstisrings gabipan slomantar
42 Cusiomes services deks 425 433 &40 1801 1851 =7 102 128 183 1748 2164 3043 1844 233 3851
Saypeal Iplamisr yapan ve malzsms kaptian tutan
belbrpy sdsmeanian
43 Numnerical and maerial recording derks 445 445 3 1853 1963 191 72 95 1648 1363 1813 328 1407 1874 3242
Dt blro hizmstisrings galigan slomantar
4 O clerical suppert workers a4 447 416 1851 1972 1228 74 17 173 138 2150 3 148 245 3405
Hizmeit ve satg slemanian
5 Servion and sales workers 451 448 49 20E 1978 1883 51 73 130 |55 1358 243 1030 143 2558
hizmetiar waran slsmankar
$1 Perzonal servics workers 450 247 443 1882 1983 1W8 a7 83 121 908 1324 2313 40 131 27388
Satep hizmetiar warsn slsmantar
52 Safless workers 451 451 449 M3 1A 1383 53 74 13z 973 1388 2440 1053 1458 2583
Kigtesd batom hizmestisr varan slemantar
3 Personal care workens 451 244 5 2013 1884 1950 ad 73 144 20 1385 2633 1035 1440 2790
Koruma hizmstisn varsn sksmantar
54 Profective services workers 49 451 M7 2056 2002 1363 53 73 142 1078 1415 2639 1208 1465 2775
Nitsdiicl tanem, ormancali va s Uriknisr galigantan F
& Skilled agricultural, foresiry and fshery workess {0) 450 450 2002 190 (L] a1 122 (L] 1181 2260 {0y 1218 2412
Pazara yonsii nitsiiol tanm gaigantan F
61 Markest-orieried skilled sgriculiral workers oy 450 450 (@) 2002 1970 {0y &1 122 {m 1181 2280 {0y 1218 2412
Sanathariar ve Bl ipkrds galiganiar
T Crafl and redated irades workers 428 443 448 207 20 2.1 a4 74 123 58 1320 2343 1085 1413 2406
m“lﬂmﬂ'wﬂﬂﬂhﬁ{“hﬁﬂ"
Builcing and refased trades workers, sxduding
 dacricians 445  &4p 450 1858 2134 2012 a0 ar 113 964 188 2313 84 2361 2400
Matal iplams, makine va Byl ighsrds galpan
sanatiariar
T2 Mestal, machinery and reflsted frades workers 443 442 450 220 1982 224 a4 a2 153 143 1458 280 1697 163 ang
Bl sanatian va Damm Bs Bl Igers calipaniar
T3 Handicraf and prinding workers 447 443 443 1975 2014 1965 48 71 13@ BE3 1348 2567 910 1433 2824
Elsktrik va shatrondk iglsrds galiganiar
T4 Beckical and slecironic fades workers 220 247 48 2008 1980 1978 7a 42 1348 1247 1648 2332 1404 1822 a7z
Gadla Hleme, afjag Iplerl, giyim egpas ve difler
ticartar v Bl ipksrds
Food processing, wood waorking, garmnest and offer oraft
T5 and redaesd Frades workers 450 450 450 A2E 2003 223 a0 8A 120 938 128 238 1011 1367 244
Tesls va making opsratonsr va monts) ciar
# Plant and machine operaions and assemblers 448 443 450 1989 2017 2008 44 85 120 a3 122 2242 75 138 2499
Sabit tesls ve making opsrattosr
81 Stforary plar and machine operaors 450 449 450 2003 2004 280 43 &4 120 25 1217 228 BE 1247 2508
montajctar
82 Assemiders 424 450 250 1988 2111 1978 50 72 122 74 12 225 988 1525 2404
Slricisr va harskstll tasts opsrattoiend F
&3 Dvivers ard maksle plant operaiors i 435 450 () 1936 2008 ay 85 150 oy 1353 2785 oy 16857 L
Nitedlic gersictirmeyan mesisider
3 Hlemertary ocousions 449 43 M43 2008 18A7 1982 44 8BS 123 B 12w 2En a2 12 2447
Temizikgar v pardumeitar
91 Clesness and helpers 448 M3 45 1988 1973 1358 45 B4 125 a5 1228 2348 a8 1284 2440
Tanm, ormancik vs balgis ssitonsnndgs nitsix. 7
ersictirmeysn niar
2 Agricultral, forestry ard Bshery labourers @y 443 450 (o) 1983 1955 {m an  1a4 {0y 1580 2407 {0 1588 2820
Madenclll, Inpast, imatat ve ulagtrma sskbtrisrings
nitalk n Iplards Galiganiar
Labourers in mining, constnucion, manulaciuning and
A ranspor 450 243 451 2053 2010 2043 44 85 124 a2 1225 233 am 1304 2538
Yijscak hazriama yardimeatan
S Food preperaion sssistrs 450 450 450 1985 1985 1385 44 B 1@ a57 127 2241 a1 137 230
Catdapokak ve gl satig ve hizmst galiganian r
A5 Street and redated sales and servics workers oy &8 450 {0 2110 1865 (L] a7 18 oy 117 207 [L]] 1205 2070
(GOpgUsT v djer nitsilk gersictirmeypan igsrds
GRlipaniar
96 R workers and ofher dementry workers 448 448 451 2159 1965 1945 55 B9 124 1007 1337 234 1182 1382 2 464
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Table 4. Gender Pay Gap Differential by Age Group (%)

O 2018

@
4.2
20-29 -
=0
15.6
30-39 .
=) 87
30.2
40-49 “
) 259
%53
50-59 -
) 23
355
60 ve -
uzeri q 299

Source: TurkStat, Income and Living Conditions Survey (ILCS) (2015-2018).

Table 5. Gender Pay Gap Differential by Age Group, 2018 (%)

e ey Percentage of Share in.total o)
Gap (%) female occupation (%)
Median employees Women Men
(%)
Total 14,6 29% 100 100
1-Executives 6,6 20 34 55

2-Professional
occupational groups
3-Technicians,
technicians and assistant 20,2 30 7,8 7,5
professionals
4-Employees working

11,9 48 24,3 10,7

. . . 15,9 41 11,3 6,7
in clerical services

5-Service and sales staff 43,5 35 25,5 19,5
6-Skilled Agricultural,

Forestry and 41,2 14 0,5* 1,4*
Aquaculture workers

7-Craftsmen and 81 10 53 20,2

workers in related trades
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8-Plant and Machine

Operators and 11,5 11 4,8 15,9
Assemblers

9-Workers in 11.9 35 17.1 12,7
unqualified jobs

Source: TUIK, GYKA (2015-2018).

* Wage earners such as skilled agricultural, forestry and aquaculture workers occupations
where the share of working women is very low

caution is advised in the evaluation of statistics.

Table 6. Gender Pay Gap by Sector, 2018 (%)

Share in total by

Gender pay gap Percentage of female occupation(%6)

(%) Median employees(%0o)

- Women Men
Total 14,6 100 100
A-Agriculture

N 43,1 2 2

Forestry and Fisheries 3 36 3 3
B-Mlnl_ng and o 1 0.0 11
Quarrying
C-Manufacturing 14,6 25 20,4 25,5
D-E-Electricity Gas
Steam Water Supply 14,3 7 0,3 1,5
and Sewerage
F-Construction -7,4 3 1,1 12,6
G-Wholesale and
Retail Trade: Repair
of Motor Vehicles and 119 26 11.2 12,8
Motorcycles
H-Tranqurtatlon and 0.9 9 16 6.4
Warehousing
I-Accommodation and
Food Services 11,6 24 50 6,3
Activities
J-Informaftlor.l and 10,9 26 0.9 10
Communication
K-Financeand 20,8 43 2,6 1,4
Insurance Activities
L-Real estate 29,1 24 0,8 1,0
activities
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M-Professional,
Scientific and 14,7 37 3,5 2,4
Technical Activities

N-Administrative and
Technical Service 7,3 33 6,0 49
Activities

O-Public
Administration and
Defense: Compulsory
Social Security

14,0 17 4,8 9,7

P-Education 14,9 57 15,8 49

Q-Human Health and
Social Service 39,9 70 16,8 3,0
Activities

R-Culture, Arts,
Entertainment, -9,8 23 0,6 0,8
Leisure and Sports

S-Other Service

Activities 457 48 55 2.4

Source: TurkStat, LRP (2015 and 2018).
*Notes: Women employed in mining and quarrying could not be calculated due to their very
low share.

Article 20 — The right to equal opportunities and equal treatment in matters of
employment and occupation without discrimination on the grounds of sex

Women's participation in social and labour life is an indispensable part of the development
process of countries. In Tiirkiye, in accordance with Article 5 of the Labour Law No. 4857 titled
“Principle of equal treatment”, no discrimination based on language, race, colour, sex,
disability, political opinion, philosophical belief, religion and sect and similar reasons can be
made in the employment relationship. Labour inspectors, who carry out the supervision and
inspection of working life on behalf of the State, monitor the implementation of the labour
legislation and ensure that administrative fines are imposed in cases of violations.

According to the same article, an employer may not treat an employee differently, directly or
indirectly, on the grounds of sex or pregnancy in the conclusion, conditions, execution or
termination of an employment contract, unless such differentiation is required for biological
reasons or reasons related to the nature of the work. Additionally, employers may not offer
lower wages for work of the same or equal value based on sex. The application of special
protective provisions due to the sex of the worker does not justify the payment of a lower wage.

Beyond this legislative framework, the National Employment Strategy for the 2014-2023
period, prepared with the contributions of all stakeholders of working life, included measures
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to prevent all forms of discriminatory practices in the labour market, increase the labour force
participation and employment of women, and combat unregistered employment under the main
policy axis of “Increasing Employment of Groups Requiring Special Policy.” In this context,
awareness-raising activities were carried out in cooperation with relevant institutions and
organizations.

Within the scope of the Twelfth Development Plan (2024-2028), which serves as the most
fundamental policy document of Tiirkiye, the basic policy of ensuring that women benefit
equally from opportunities and resources in all areas of life—particularly in education and
employment—and live free from all forms of violence and discrimination is emphasized under
the “Women” section of the chapter titled “Qualified People, Strong Family, Healthy Society.”
The numerical targets set for strengthening the position of women in economic life include
increasing the female labour force participation rate to 40.1% and the female employment rate
to 36.2% by the end of 2028.

Additionally, the Women's Empowerment Strategy Document and Action Plan (2024-2028),
implemented by the Ministry of Labour and Social Security (MoLSS), which serves as the
national mechanism for women's empowerment in Tiirkiye, has been designed with the main
objective of ensuring that women participate more actively in working life and take a stronger
role in economic life in line with changing labour market dynamics.

When analysing the situation of women in the labour market, data from TurkStat's Basic Labour
Force Statistics (age 15+) reveal that the female labour force participation rate increased from
27.9% in 2002 to 37.3% as of August 2024, the most recent available data. Similarly, the female
employment rate rose from 25.3% to 32.9% during the same period.

When the situation of women in the labour market is examined, according to TurkStat's Basic
Labour Force data (age 15+), the labour force participation rate of women, which was 27.9%
in 2002, increased to 37.3% as of August 2024, the latest available data. The female
employment rate increased from 25.3% to 32.9% for the same period.

Furthermore, the Women's Empowerment Strategy Document and Action Plan for 2024-2028
includes an initiative stating that “Data sources will be reviewed, and measurement tools will
be developed to identify and address the wage gap between men and women, taking into
account the structure of the labour force in Tiirkiye.

PROJECTS, PROTOCOLS AND SEMINARS

Numerous projects are implemented through national and international resources in
collaboration with public institutions, social partners, professional organizations, private sector
enterprises, and international organizations. These initiatives aim to enhance employment,
skills development, and social awareness across various focus areas.
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Supporting the Decent Jobs of the Future Approach Project

The Supporting the Decent Jobs of the Future Approach Project has been implemented during
the 2021-2024 period in order to support employment and employability in the good jobs of the
future approach and to improve the policy-making and implementation capacity of the MoLSS.
Within the framework of the project, activities are carried out to increase national awareness of
the problems and needs of Not in Education, Employment, or Training (NEET) women,
empower and raise awareness of visible and non-visible NEET women, and improve the skills
and employment opportunities of accessible NEET women in order to mobilize relevant
stakeholders and institutions.

Project on Supporting Gender Equality-Sensitive Employment Policies

In cooperation with the MoLSS and the International Labour Organization (ILO), the Project
on Supporting Gender Equality-Sensitive Employment Policies has been implemented during
the 2019-2024 period. The project aims to promote decent work for women and equality
between men and women in the labour market. Under this project, numerous activities have
been carried out, including the development of training programs and materials, research on
newly introduced labour regulations designed to increase women's employment, and the
creation of a roadmap for the work to be undertaken by the MoLSS in the fields of women's
employment and gender equality.

Cooperation Protocol on Strengthening Women's Cooperatives

In order to strengthen women's cooperatives, ensure their sustainability, improve their
institutional capacity and increase their visibility, the “Cooperation Protocol on Strengthening
Women's Cooperatives” was signed on October 30, 2018, in cooperation with the Ministry of
Agriculture and Forestry (MoAF) and the Ministry of Trade. The Protocol was renewed on
September 6, 2023, for an additional five years.

To facilitate local implementation of the protocol and provide guidance to implementers,
Implementation Guidelines for Provincial Directorates were developed and distributed to 81
provinces. In this context, a “Women's Cooperatives Working Group” was established under
the coordination of MoLSS Provincial Directorates and annual work plans were prepared.
Through these work plans, workshops, training sessions, informational meetings, awareness-
raising activities, and visits to women's cooperatives have been conducted. As a result of these
efforts, more than 45.000 individuals have been reached, and support has been provided for the
establishment of 1.207 new women's cooperatives.

Women's Empowerment through Cooperatives Project

The Women's Empowerment through Cooperatives Project, implemented in cooperation with
the MoAF Department of Education and Publication, further aims to strengthen women's
cooperatives, improve their institutional capacity, increase their visibility, and ensure their
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dissemination. This project began on September 15, 2021, and will be completed in December
2024. A total of 30 pilot provinces have been identified as part of the project, targeting women
who have the potential to establish or join cooperatives, as well as women and men already
active in these activities.

The project comprises five main components and 20 activities: Services and Trainings for the
Target Group, Institutional Capacity Building, Awareness Raising, Scientific and Technical
Studies, and Coordination and Cooperation. To date, the project has reached 10.251 individuals
through meetings, training sessions, and activities.

As part of the project, international study visits were organized to Italy, Spain, Portugal, and
France with the participation of staff from women's cooperatives, Provincial Directorates of
beneficiary and co-beneficiary institutions, and central organizations. These visits facilitated
the sharing of experiences from successful women's cooperatives and the exchange of
information with relevant institutions. Additionally, the project produced five short films
highlighting the importance of cooperatives, showcasing successful women's cooperatives, and
explaining the processes of cooperative establishment and operation.

Moreover, efforts were undertaken to develop a web portal to improve cooperation and
coordination among women's cooperatives. The web portal, launched in May 2023, is
accessible at www.kadinkoop.org.tr.

Gender-Sensitive Planning and Budgeting in Tiirkiye Project

The Implementation of Gender-Sensitive Planning and Budgeting in Tiirkiye Project,
implemented by UN Women, involves key stakeholders such as the Planning and Budget
Commission of the Grand National Assembly of Tiirkiye (GNAT) and the Commission on
Equal Opportunities for Women and Men. The project, which began in late 2020 and is
scheduled to continue until December 2024, aims to systematically and sustainably advance
gender-sensitive planning and budgeting to empower women and promote gender equality in
Tiirkiye. As part of the project, awareness-raising seminars were conducted for public officials
in managerial positions at both central and local levels, as well as for members of the
Parliamentary Committees on Equal Opportunities for Women and Men and the Plan and
Budget Committee. Furthermore, technical training sessions were held with the participation of
staff from relevant public institutions and organizations.

On February 20, 2024, the Strategy Document and Action Plan for the Implementation of
Gender-Sensitive Planning and Budgeting in Tiirkiye was shared with stakeholders. This
document identifies institutional needs, key actors, necessary steps, and roles and
responsibilities for the institutionalization of gender-sensitive budgeting.
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Young Women Building Their Future Project

The Young Women Building Their Future Project, carried out by the United Nations
Development Program (UNDP) and Sabanci Foundation in collaboration with the Ministry of
Family and Social Services (MoFSS) and the Ministry of Labour and Social Security (MoLSS),
was launched on December 3, 2021, for a three-year period. This project targets NEET (Not in
Employment, Education, or Training) women aged 18-29 in 11 provinces, prioritizing the 18—
24 age group in selected pilot regions. To date, the project has facilitated the employment of
567 women.

Additionally, the Artificial Intelligence and Data Science Development Program for Women
was held in Ankara from October 14-18, 2024, targeting NEET women. The program focused
on enhancing women's skills in artificial intelligence and data science, improving their career
prospects, and fostering leadership in these fields.

Financial Literacy and Women's Economic Empowerment Seminars

In line with the goal of "increasing women's knowledge and awareness on financial literacy,"
as outlined in the Annual Programs of the Presidency and the 2018-2023 Women's
Empowerment Strategy Document and Action Plan, Financial Literacy and Women's Economic
Empowerment Seminars were coordinated by the Provincial Directorates of the MoFSS from
2018 to 2023. These seminars aimed to raise awareness among women on topics such as money
management, income, expenditure, savings, debt, and investments, while also providing
information on supports, incentives, and application mechanisms for women's economic
empowerment. Approximately 750.000 individuals were reached through these seminars held
across 81 provinces.

New Horizons in Women's Entrepreneurship Consultation Meeting

On January 18, 2024, the New Horizons in Women's Entrepreneurship Consultation Meeting
brought together public and private sector representatives, successful women entrepreneurs,
and other stakeholders. The meeting facilitated discussions on the current status of women's
entrepreneurship in Tiirkiye, the challenges faced by women entrepreneurs, potential solutions,
and future projections. During this event, the Cooperation Protocol for the Development of
Women's Entrepreneurship was signed.

Strong Tomorrows with Our Women Entrepreneurs Programme

Subsequently, on January 30, 2024, the Strong Tomorrows with Our Women Entrepreneurs
Programme was organized in collaboration with the MoFSS and the Ministry of Industry and
Technology (MolT). This program convened representatives from the public and private
sectors, non-governmental organizations, and academia. Additionally, two cooperation
protocols were signed between the ministries, with the primary aim of enhancing women's
participation in economic and social life.
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Model Development Project for Women's Empowerment in the Manufacturing Industry

The Model Development Project for Women's Empowerment in the Manufacturing Industry is
being implemented by the Confederation of Employers' Associations of Tiirkiye (TISK) in
collaboration with the United Nations Development Program (UNDP) and the Ministry of
Industry and Technology (MolT), with the support of the EU funds. This project focuses on
prioritizing women's empowerment in the manufacturing industry while addressing the need
for a twin transformation aligned with the development agenda. Under the project, 100
companies will be selected to employ women, with salary support provided for the first year of
employment. Training sessions, digital and sustainability maturity analyses, and employment
initiatives are ongoing, with the project expected to conclude in 2026.

Web Portals on Women’s Entrepreneurship

The Ministry of Family and Social Services (MoFSS) has launched the web portal
www.kadingirisimci.gov.tr, designed to enhance women's entrepreneurial skills and capacities.
The platform provides potential and existing women entrepreneurs access to essential
information and support. Additionally, the "Ben de Varim" application, introduced under the
theme "Cooperatives are Stronger with E-Commerce”, supports women's cooperatives
registered in the Ministry's Women's Cooperatives Network Web Portal by increasing their
visibility and strengthening their economic activities through e-commerce.

Scientific Research and Development, Innovation, and Scientific Activity Cooperation
Protocol

A Scientific Research and Development, Innovation, and Scientific Activity Cooperation
Protocol was signed between the MoFSS and the Scientific and Technological Research
Council of Tiirkiye (TUBITAK). This agreement also includes the “Global Clean Technologies
Entrepreneurship Program (GCIP)” and the "Investment Preparation and Globalization for
Women Entrepreneurs in the Field of Clean Technology" module, which aim to support women
entrepreneurs in the clean technology sector.

Cooperation Protocol on Women's Employment of the Century, Labour Positive Program
Cooperation Protocol

On May 8, 2024, the Cooperation Protocol on Women's Employment of the Century, the Labour
Positive Program Cooperation Protocol was signed between the MoFSS and the Ministry of
Labour and Social Security (MoLSS). This protocol outlines actions and activities aimed at
increasing women's employment, raising awareness of the importance of women's active
participation in working life, and fostering conditions essential for national development and
sustainable growth.
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Labour Positive

Labour Positive is a cooperative initiative that unites public institutions, non-governmental
organizations, women's cooperatives, and private sector entities to provide vocational training,
incentives, and grants for women's employment. Further details about this initiative are
available at www.ispozitif.iskur.gov.tr.

Cooperation Protocol on the IPARD Program

The Cooperation Protocol on the IPARD Program was signed on 5 July 2024 to foster
collaboration between the Ministry of Family and Social Services (MoFSS) and the Agriculture
and Rural Development Support Institution. The aim of the Protocol is to promote the support
provided under the IPARD III Program, encouraging women's entrepreneurship and
strengthening women's cooperatives.

Under the protocol, women entrepreneurs are offered free “Agriculture and Rural Development
Support Institution Project Preparation Training”, enabling them to prepare rural development
projects to better benefit from IPARD support. Additionally, activities are planned to empower
women in rural areas. The first training session under this protocol was held in Ankara, where
70 women received training and certificates.

Cooperation Protocol on Vocational Theoretical and Practical Training Program

A Cooperation Protocol was signed between the MoFSS and the Organized Industrial Zone
Directorate (OSTIM) on 20 August 2024. This agreement establishes an “Employment-
Guaranteed Vocational Theoretical and Practical Training Program” for women. Participants
who complete the program successfully will receive an approved certificate and gain
employment opportunities. Furthermore, female students in the final year of STEM (science,
technology, engineering, and mathematics) fields will be given the chance to visit companies
in the OSTIM Industrial Zone and undertake internships in these organizations.

Positive Discrimination for Women's Employment Project (KIPAP)

The Positive Discrimination for Women's Employment Project (KIPAP), launched in 2024,
provides employers with the opportunity to observe the professional knowledge and skills of
unemployed individuals at the workplace, offer training, and make informed hiring decisions.
Employers benefit from training the workforce they need without incurring costs and can find
female candidates through the Turkish Employment Agency (ISKUR) or request ISKUR to
identify suitable candidates. Between February and October 2024, the KIPAP program reached
3.559 participants.
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Job and Career Counselling Services

As part of consultancy services for job seekers, individual consultancy meetings, group
sessions, and job search skills seminars are conducted. These sessions cover essential topics
such as job search strategies, CV preparation, interview techniques, labour market dynamics,
and employer expectations. Job seekers are then directed to suitable job opportunities, courses,
or programs. Since the systematic launch of job and career counselling in 2008, 16.637.641
individual interviews have been conducted with 11,928,128 women. In 2022, 1.226.961
individual interviews were held with 950.855 women; in 2023, the figures were 1.132.034
individual interviews with 876.630 women. During the period from January to October 2024,
1.130.519 individual interviews were conducted with 897.374 women.

Job Clubs

The Job Clubs is an intensive job and career counselling initiative aimed at providing
methodical and motivational support to groups requiring special policies, including women,
youth, the disabled, long-term unemployed, ex-convicts, and individuals receiving substance
abuse treatment. Since the program's inception in 2017, by the end of October 2024, a total of
197.192 women have benefited from Job Club services. Among these, 8.123 women were
staying in women's shelters. During the January-October 2024 period, 31.542 women benefitted
from Job Club services, with 2.165 of them residing in shelters.

Half-Time Work Allowance

To help women employees maintain a balance between work and family life, the Ministry
provides a half-time work allowance to female employees and employees who adopt a child
under three years old (provided the child is alive). This allowance is available upon request
after the completion of postpartum maternity leave. The daily amount of the allowance is
equivalent to the gross amount of the daily minimum wage. From the introduction of this
allowance in 2016 to the end of August 2024, 47.000 applications have been received, with
approximately 216,2 million TL paid to 44.000 recipients.

Tiirkiye’s Entrepreneurial Women Power Competition

Launched in 2022 by the Union of Chambers and Commodity Exchanges of Tiirkiye (TOBB)
and the Economic Policy Research Foundation of Tirkiye (TEPAV), the Tirkiye’s
Entrepreneurial Women Power Competition aims to raise the visibility of women entrepreneurs
in Turkiye, enhance their effectiveness by integrating them into national and international
networks, and support their personal development. The first award ceremony was held on
November 19, 2022, and the second on November 19, 2023. The third competition's application
period will open, and the award ceremony is scheduled for November 19, 2024.
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Women's Employment Cooperation Protocol

A Women's Employment Cooperation Protocol was signed between the Ministry of Labour and
Social Services (MoLSS) and TOBB on September 23, 2024. The protocol focuses on projects
such as Women's Hand in Industry, Women's Hand in Construction, Women's Hand in
Agriculture, Women's Hand in Technology, and other initiatives aimed at increasing women's
participation in the workforce. It is designed to enhance cooperation and coordination with the
ISKUR to support women entering the labour market and foster female role models across
various sectors. Additionally, a common database will be established to track activities carried
out by the Women Entrepreneurs Board within the framework of the project.

WOMEN'S PARTICIPATION IN DECISION-MAKING MECHANISMS

Tiirkiye continues its efforts to ensure women's active participation in decision-making
mechanisms, their engagement in social and public life, and the provision of solutions to their
challenges.

The amendments made to Article 10 of the Constitution in 2004 and 2010 paved the way for
positive discrimination practices, including ensuring equality between men and women in
decision-making mechanisms. Articles 67, 68 and 70 of the Constitution recognize the right to
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“elect and be elected” in local and parliamentary elections, “to form political parties”, “to join
and leave parties duly”, “to participate in referendums” and “to enter public service”. Articles
25,26, 28, 29, 33 and 34 guarantee “freedom of thought and opinion”, “freedom of expression
and dissemination of thought”, “freedom of the press”, and “rights and freedoms of assembly”
for all citizens. The prohibition in Article 68 of the Constitution, which previously restricted
political parties from establishing women's branches, was abolished by Law No. 4121 dated
July 23, 1995, thereby enabling political parties to create additional channels for female

participation.

Furthermore, Article 83 of Law No. 2820 on Political Parties states that “political parties shall
not pursue objectives contrary to the principle that everyone is equal before the law regardless
of language, race, colour, sex, political opinion, philosophical belief, religion, sect and similar
reasons”, thus preventing discriminatory party activities.

In the Twelfth Development Plan, under the heading “Policies and Measures”, the goal is to
increase the representation and participation of women, who make up half of the population, in
all decision-making processes across public, private sectors, and politics. This target
emphasizes gradual transition efforts, including temporary special measures such as quotas and
additional supports aimed at enhancing women's representation in education, employment, and
governance.

Coordinated by the Ministry of Family and Social Services (MoFSS), the “Women's
Empowerment Strategy Document and Action Plan for 2024-2028” includes 5 main objectives,
20 strategies, and 83 activities. The core objectives focus on education, health, economy,
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leadership and participation in decision-making mechanisms, and environment and climate
change. Specifically, under the “Leadership and Decision-Making Mechanisms” axis, the
primary goal is to enhance women's representation in national and local political leadership and
decision-making bodies, ensuring their effective participation in the decision-making processes.
This includes building institutional capacities, raising social awareness, and creating
regulations that facilitate women's engagement in political life and governance.

Statistical data on women's representation in politics and decision-making mechanisms in
Tiirkiye highlights the progress achieved:

2002 General Elections: 24 female deputies (4,4% of total representation).

2023 General Elections (May 14): 119 female deputies (19,83% of total
representation).

Cabinet: Out of 17 ministers, 1 (5,88%) is a woman.

Deputy Ministers: Of the 70 deputy ministers, 6 (8,57%) are women.

Local Elections (March 31, 2024): 5 out of 30 metropolitan mayors (16,67%) and 73
out of 1,356 mayors (5.38%) are women.

Academic Leadership: As of December 31, 2023, 19 out of 204 universities have a
female rector (9,31%).

Deans in Universities: 21,6% of deans at public and foundation universities are women.
Female Faculty Members: Of the 37.085 female professors at public and foundation
universities, 12.802 (34,52%) are women.

Lecturers at Universities: Among 36.597 lecturers, 18.952 (51,78%) are women.
Research Assistants at Universities: Of the 42.887 research assistants, 23.188
(54,06%) are women.

Doctoral Faculty Members at Universities: Of the 44.561 doctoral faculty members,
21.137 (54,06%) are women.

Associate Professors at Universities: Among 23.975 associate professors, 10.073
(42,01%) are women.

Judiciary: As of December 31, 2023, 7.555 (46,28%) out of 15.406 judges are women.
Lawyers: 47,61% of the 179.396 lawyers in the country are women.

These figures underline Tiirkiye’s continued commitment to improving equality between men
and women in political, academic, and professional spheres.
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