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UN Women is the UN organization dedicated to gender equality and the empowerment of wom-
en. A global champion for women and girls, UN Women was established to accelerate progress
on meeting their needs worldwide. UN Women supports UN Member States as they establish
global standards to achieve gender equality and works with governments and civil society to
design laws, policies, programs and services needed to implement these standards. It stands
behind women’s equal participation in all aspects of life, focusing on five priority areas: increas-
ing women’s leadership and political participation; ending violence against women; engaging
women in all aspects of peace and security; enhancing women’s economic empowerment; and
making gender equality central to national development planning and budgeting. UN Women
also coordinates and promotes the UN system’s work in advancing gender equality.

Launched in 2000, the United Nations Global Compact (UN Global Compact) is both a poli-

cy platform and a practical framework for companies that are committed to sustainability and
responsible business practices. As a multi-stakeholder leadership initiative, it seeks to align
business operations and strategies with 10 universally accepted principles in the areas of human
rights, labor, environment and anti-corruption and to catalyze action in support of broader UN
goals. With over 9,000 signatories in more than 160 countries, it is the world’s largest voluntary
corporate responsibility initiative.

As a leader in gender equality, UN Women brings decades of experience to this partnership ef-
fort with the UN Global Compact. The WEPs are a product of the collaborative effort between UN
Women and UN Global Compact with additional input and cooperation from other institutions.

UN Women and the UN Global Compact espouse the Women’s Empowerment Principles in the
hope that using them as a targeted “gender lens” will inspire and intensify the works of individu-
als and institutions in an effort to ensure that women are present at all levels of economic life.

The views expressed in this publication are those of the author(s) and do not necessarily represent the views
of UN Women, the United Nations or any of its affiliated organizations.

This work cannot be used, reproduced or published without being referenced. Example reference:
Women Empowerment Principles (WEPs) Implementation Guide, UN Women Regional Office for Europe and
Central Asia (2017).
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WOMEN'S
EMPOWERMENT
PRINCIPLES (WEPs)

Equality Means Business

A Joint Initiative of UN Women and the UN Global Compact

The WEPs Implementation Guide aims to guide private sector institutions in their activities
to promote women’s empowerment in their workplaces and industries. The UN Global Com-
pact Turkey Women’s Empowerment Working Group' elected to prepare an implementation
tool to aid private sector institutions in realizing the empowerment principles, duly establish-
ing the WEPs Implementation Guide Preparation Team." This team conducted the first phase
of the guide and provided significant contributions by sharing perspectives and comments
on various drafts of the guide together with the UN Global Compact Turkey Women’s
Empowerment Working Group Executive Committee.” The WEPs Implementation Guide
was prepared by the Yasama Dair Vakif (YADA Foundation) under the leadership of the UN
Women Europe and Central Asia Regional Office, along with participation and contributions
from WEPs signatory companies.

i The UN Global Compact Women’s Empowerment Working Group was established under the auspices of the UN Global Compact
Turkey for the purposes of supporting the private sector in its efforts to advance gender equality. It consists of members from the
private sector, civil society, academia, public institutions and UN bodies.

i The WEPs Implementation Guide Preparation Team includes representatives from UN Women, UN Global Compact Turkey,
the United Nations Population Fund (UNFPA), the Turkish Confederation of Employers’ Associations (TiSK), Borusan Holding, the
Boyner Group, Kog Holding, the SUTEKS Group, Unilever Turkey and Turkcell.

i The Executive Committee of Women’s Empowerment Working Group in Turkey includes representatives from UN Women,
UN Global Compact Turkey, the UNFPA, TiSK, Borusan Holding, the Boyner Group, Garanti Bank, Ko¢ Holding, the SUTEKS Group,
Unilever Turkey, Vodafone Turkey and Yesim Textile.
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Dear stakeholders,

In Turkey, the private sector’s level of interest
in women'’s issues has increased in the past decade.
Although the level of involvement and focus area
of each company varies, best practices in women’s
economic empowerment have emerged. This gives
us hope for the future addition of other companies
that are currently not engaged in this issue of great
import. With overall progress modest, the need to
encourage private sector representatives to work
toward a more gender-sensitive corporate culture and
a more inclusive economy is evident.

Because of this need, we, as the people behind
the WEPSs, a joint initiative of UN Women and the UN
Global Compact, suggest a seven-step framework
for women’s empowerment in the workplace and
throughout social life. The WEPs are designed to fa-
cilitate women’s empowerment in workplaces across
industries, as well as social responsibility efforts by in-
stitutions and organizations, regardless of their scale.
Companies that sign this declaration demonstrate
their intentions to include and apply the WEPs in all
aspects of the private sector, from Boards of Directors
to workplaces, and from the supply chain to society
at large. This implementation guide aims to mobilize
companies to transform their intentions into practice,
providing support on how to implement each princi-
ple in accordance with companies’ unique needs.

As the product of a participatory and in-depth
study, the WEPs Implementation Guide has been
prepared under UN Women'’s leadership with sub-
stantial contributions from UN Agencies, civil society
and the private sector. | sincerely thank UN Women
Europe and Central Asia Regional Office staff and
the representatives of the YADA Foundation for their
dedicated efforts and rigorous work in the creation
of this important guide. | also express my gratitude to
the Executive Committee and the WEPs Implementa-
tion Guide Team of the UN Global Compact Women'’s
Empowerment Working Group in Turkey, which have
both contributed to the development of this guide
with their valuable comments.

Women'’s full participation in business contrib-
utes not only to the business world and women, but
to improved quality of life in all segments of society
and to the construction of strong economies. | believe
this implementation guide and its recommendations
will shed light on how private sector companies can
include women in their decision mechanisms, empow-
er them in climbing the ladder to senior management
levels and shape a more inclusive culture in their
organizations.

Yours Respectfully,

Ingibjorg Solrun Gisladottir

REGIONAL DIRECTOR

UN WOMEN EUROPE AND CENTRAL ASIA
COUNTRY REPRESENTATIVE TO TURKEY
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Dear Stakeholders,

The Women’s Empowerment Principles (WEPSs)
initiative is one of the most important global private
sector initiatives aimed at empowering women and
ensuring that women have an increasing role in eco-
nomic life, in all sectors and at all levels. The WEPs
require an open commitment of business leaders to
the seven principles in establishing company policies
that will improve gender mainstreaming.

As Global Compact Turkey, the WEPs initiative is
one of our strategic priorities, and we are increasing
our efforts every year since 2014. We are adopting
innovative approaches to disseminate and internal-
ize the WEPs initiative with support from UN Global
Compact Turkey Women’s Empowerment Working
Group Members and under the leadership of Exec-
utive Committee Members and the Business World
Spokesperson. By the end of 2016, when this guide
was completed, Turkey possessed the second high-
est number of WEPs signatories in the world, thanks
to our signatories who have worked with our National
Network to support this important initiative.

While we are pleased with our private sector’s
efforts in committing to the WEPs and gender equali-
ty, we also believe that these efforts should continue
to increase in scope. Among OECD countries, Turkey
remains last in women’s participation in the workforce
and has the largest population of women between
the ages 15-24 who are not educated and not partici-
pating in the workforce, indicating the acute need for
further efforts to empower women. It is impossible
for an economy in which half of the society lacks the
means of production and financing to remain compet-
itive and thrive in the evolving global economy.

| sincerely thank our partners, the UN Women
Europe and Central Asia Regional Office and the
YADA Foundation, for their efforts in preparing this
practical guide, which we commenced with an aware-
ness of its timely necessity. | hope that this valuable

guide will help our companies initiate a cultural trans-
formation and become a useful resource to attain
the 5th Sustainable Development Goal of Gender
Equality.

Yours Respectfully,

Mustafa Seckin
GLOBAL COMPACT TURKEY
CHAIRPERSON OF THE EXECUTIVE BOARD



- - -

-__— - -

CONTENTS



13

15

16

17

20

30

36

42

48

54

60

66

72

84

88

100

DEVELOPMENT OF WOMEN’S EMPOWERMENT PRINCIPLES
OBJECTIVE OF THE WEPS IMPLEMENTATION GUIDE

HOW TO READ THE GUIDE?

EQUALITY MEANS BUSINESS

WOMEN’S EMPLOYMENT IN TURKEY WITH FIGURES

PRINCIPLE 1: ESTABLISH HIGH-LEVEL CORPORATE LEADERSHIP
FOR GENDER EQUALITY

PRINCIPLE 2: TREAT ALL WOMEN AND MEN FAIRLY AT
WORK - RESPECT AND SUPPORT HUMAN RIGHTS AND NON-
DISCRIMINATION

PRINCIPLE 3: ENSURE THE HEALTH, SAFETY AND WELL-BEING
OF ALL FEMALE AND MALE WORKERS

PRINCIPLE 4: PROMOTE EDUCATION, TRAINING AND
PROFESSIONAL DEVELOPMENT FOR WOMEN

PRINCIPLE 5: IMPLEMENT ENTERPRISE DEVELOPMENT, SUPPLY
CHAIN AND MARKETING PRACTICES THAT EMPOWER WOMEN

PRINCIPLE 6: PROMOTE EQUALITY THROUGH COMMUNITY
INITIATIVES AND ADVOCACY

PRINCIPLE 7: MEASURE AND PUBLICLY REPORT ON PROGRESS
TO ACHIEVE GENDER EQUALITY

IMPLEMENTATION EXAMPLES FROM COMPANIES IN TURKEY
BASIC CONCEPTS

SELF-ASSESSMENT

REFERENCES

ATTACHMENT: ROADMAP POSTER



ACRONYMS

CEO

EU

GDP

ILO

OECD

SMEs

TisK

TUSIAD

UN

UN Global Compact

UN Women

UNFPA

WEPs

YADA

Chief Executive Officer

European Union

Gross Domestic Product

International Labour Organization

Organisation for Economic Co-operation and Development

Small- and Medium-Size Enterprises

Turkish Confederation of Employer Associations

Turkish Industry and Business Association

United Nations

United Nations Global Compact

United Nations Entity for Gender Equality and the
Empowerment of Women

United Nations Population Fund

Women’s Empowerment Principles

YADA Foundation

WOMEN’S EMPOWERMENT PRINCIPLES IMPLEMENTATION GUIDE



DEVELOPMENT OF WOMEN’S
EMPOWERMENT PRINCIPLES

(WEPs)

The idea of gender equality, which was first raised by
the women’s movement 150 years ago, is the subject
of greater discussion today amid determined efforts
to integrate the concept into everyday life. The sig-
nificance of gender equality in social development is
widely acknowledged by a variety of actors, including
international organizations, governments, non-gov-
ernmental organizations and corporations. In addition,
civil society, political institutions, academia, and the
private sector all conduct efforts to promote gender
equality in all areas of life.[] In terms of the private
sector, the most important indicator of the fulfillment
of the responsibilities to effect gender equality are
the (WEPs).

Consisting of seven basic principles, the WEPs
aim to contribute to the analysis and strengthening of
existing work, the presentation of basic indicators, the
reporting of practices and the further development
of corporate policies and programs toward gender
equality.

The seven basic principles are as follows:

Establish high-level corporate leadership for
gender equality

Treat all women and men fairly at work — respect
and support human rights and non-discrimina-
tion

Ensure the health, safety and well-being of all
female and male workers

Promote education, training and professional
development for women

Implement enterprise development, supply
chain and marketing practices that empower
women

Promote equality through community initiatives
and advocacy

o O A~ W N —

7 Measure and publicly report on progress to
achieve gender equality

The WEPs are a product of the collaborative effort be-
tween UN Women and UN Global Compact with ad-
ditional input and cooperation from other institutions.
The development of the WEPs included one year of
collaboration and discussion between corporations,
non-governmental organizations, universities, local
governments, public institutions and the UN gathered
under the UN Global Compact. This process culminat-
ed in the principles’ launch on International Women’s
Day, March 8, 2010. Following the launch of the WEPs
in 2010, corporate leaders, women entrepreneurs,
civil society organizations, UN institutions and gov-
ernments convene to discuss WEPs every year at an
annual event.



DEVELOPMENT OF WOMEN’S
EMPOWERMENT PRINCIPLES

(WEPs)

Following these developments, representatives from
businesses, civil society, academia, public institutions,
and UN agencies came together in May 2014 in Tur-
key to form the UN Global Compact Women’s Empow-
erment Working Group. By offering a platform that
supports the sharing of best practices of women’s
empowerment, the group seeks to contribute to the
promotion of the WEPs at the national and interna-
tional levels. In a project conducted by the Columbia
University School of International and Public Affairs

in 2015, Turkey was selected as a good international
example because of the local and international model
actions of WEPs signatories and the formation of

the Women’s Empowerment Working Group with a
multi-stakeholder structure.

Since the week of International Women’s Day
(March 8) in 2015, many stock exchanges around the
world have rang the opening bell for gender equality
as part of an event organized by UN Women, the UN
Global Compact and the Sustainable Stock Exchang-
es Initiative. Turkey participates in this international
initiative through a gong ceremony at the Istanbul
Stock Exchange with the goal of promoting gender
equality and empowering women in economic life.
During the ceremony, new WEPs signatories are
announced.

Thanks to the efforts of the Women’s Empower-
ment Working Group and the gong ceremonies, the
number of corporate WEPs signatories in Turkey had
reached 130 by the end of 2016, making the country
the second highest in terms of number of WEPs sig-
natories after Japan. In response, the working group
decided to develop the WEPs Implementation Guide
to help signatory companies in Turkey further apply
the WEPs in their activities and networks. Further-
more, this guide is designed to introduce the WEPs to
a greater variety of corporations and provide a road
map for gender equality in the private sector.



OBJECTIVE OF THE WEPS
IMPLEMENTATION GUIDE

The WEPs Implementation Guide aims to mobilize
institutions and organizations in different sectors
and scales to ensure women’s empowerment in their
workplaces, fields of activity and social responsibility
projects.

This guide presents detailed information
regarding the principles and steps required for the
implementation of the principles once corporate lead-
ers have signed the CEO Statement of Support.’ This
guide, in addition to presenting application methods
to the new participants about the principles they have
committed to implementing, also contains examples
of best practices that will inspire all WEPs signatories
to participate more actively in the project.

There is no single method for a company to
incorporate the WEPs into its model of management.
Therefore, this guide has been developed to assist
companies in specifying and implementing their own
model.

v By signing this statement, Chief Executive Officers (CEOs) or (equiva-
lents) declare their intention to include and implement the WEPs from their
Board of Directors to every unit of their companies and the wider society via
their supply chains. For the content of the statement, consult http://weprinci-
ples.org/site/ceostatement/.



HOW TO READ THE GUIDE?

WEPs signatory companies are
expected to consider their sector,
corporate culture and current
situation in terms of gender
equality and impact areas before
developing a solution in line with
their targets and necessities. This
guide aims to support companies
in creating a road map to formu-
late solutions in accordance with
the WEPs. The document explains
the scope of the principles, as
well as indicators used to monitor
them, and suggests policies to
follow during the implementation
process. WEPs signatory com-
panies are expected to choose,
adapt and implement the policies
suitable for them within the sug-
gested courses of action.

SECTIONS

Equality Means Business
This section highlights the pos-
itive contributions of women’s
empowerment and participation
in the workforce, from company
performance to national economic
stability.

Gender Differentiation in
the Turkish Economy

This section presents statistics
on gender equality, the place of
women in the country’s economic
life and the obstacles to women’s
participation in the economy.

Principles
Each principle is addressed as
follows:

Scope: The context, fields of appli-
cation, content of the principle

Concepts: The key words neces-
sary to understanding the principle

Indicators: The basic indicators
for monitoring, measuring and
evaluating the principles’ fields
application

Areas of Implementation: Sug-
gestions for the fields of applica-
tion of each principle

Action Plan: The road map to
facilitate the implementation of the
principles

WOMEN’S EMPOWERMENT PRINCIPLES IMPLEMENTATION GUIDE

Basic Concepts

This chapter contains explana-
tions of the basic concepts re-
garding women’s empowerment.

Examples of
Implementation from
Companies in Turkey

This section presents examples
of good practices on gender
equality and women’s empower-
ment from companies in Turkey.

Self-Assessment

This form is prepared for institu-
tions to evaluate their progress
in applying the WEPs and to aid
them in determining the best
ways to implement the WEPs in
their companies.

Roadmap Poster

The road map, which is prepared
as an attachment to the guide
and designed in poster format,
presents a general flow chart
regarding the paths that compa-
nies can follow in applying the
principles.



EQUALITY MEANS BUSINESS

Empowering women to participate fully in all levels of
economic life helps create more stable and just soci-
eties; achieves international goals for development,
sustainability and human rights; improves the quality
of life for women, men, families and communities;
builds strong economies; and propels corporations’
operations and goals.

Following the G20 summit in November 2014
in Brisbane — which drew countries accounting for
80% of the global gross domestic product (GDP) —
world leaders released a joint communiqué. Aiming
to raise global economic growth to deliver better
living standards and quality jobs, the leaders agreed
to reduce the gender gap in labor participation rates
by 25% by 2025 and add more than 100 million
women to the labor force.! At the corporate level, an
increasing number of corporations are focusing on
increasing the number of women workers at every
level of employment and, thus, working to emphasize
gender equality, take measures to eliminate barriers
and encourage women to participate and advance in
employment.

Reducing the gender gap in labor participation
rates at the macroeconomic level and increasing the
participation of women at every level of employment
in corporations is likely to make significant respective
contributions to national economies and business
performance.

CONTRIBUTING TO THE NATIONAL
ECONOMY

Reducing the gap between employment rates of
women and men yields considerable gains for the
national economy at the macroeconomic level.2 The
OECD and EU 2020 Strategy posits that the estab-
lishment of strong economies and the sustainability
of national social security systems depend on higher
employment rates for women in paid jobs.® According

to OECD estimates, if male and female labor force
participation rates equalize, the size of the total econ-
omy of OECD countries, including Turkey, could grow
by 12% by 2030.*

Women'’s participation in the labor force,
however, will only become possible through the
removal of obstacles to such participation. Women'’s
disproportionate share in unpaid domestic and care
work and particularly childcare is the leading barrier
to women’s labor force participation. Many studies
indicate that when the opportunities for early child-
hood care and preschool education are increased,
women’s labor force participation rates increase
significantly. A study carried out by UN Women, the
UNDP and the ILO on Turkey demonstrates that
public investments in preschool education would
reduce poverty and provide financial sustainability,
in addition to fostering gender equality. According to
the study, the preschool education rate in Turkey is
very low, meaning the country would need to invest
TRY 20.7 billion (in 2014 prices) to reach the OECD
average in terms of preschool education rates for
children below 6 years of age. Such an investment
in the early childhood care and preschool education
(ECCPE) sector would provide children with better
education, increase the employment rate of mothers
and create 719,000 jobs. To compare the potential for
job creation among alternative plans using the same
amount of funds, the study estimated that the same
investment in the construction sector would create
290,000 jobs.

In contrast, the potential increase in employ-
ment through investment in the ECCPE sector would
likely be 2.5 times higher than that of the construc-
tion sector. The same study estimates that women’s
share in new jobs in the ECCPE sector would be 73%
but would only total a meager 6% in the construction
sector.®



EQUALITY MEANS BUSINESS

Furthermore, studies suggest that reducing the
gap between employment rates of women and men
would create a significant increase in GDP rates in
many countries and regions. For instance, studies
indicate that raising women'’s participation in the labor
force would increase GDP by 5% in the USA, 9% in
Japan, 12% in the United Arab Emirates and 34% in
Egypt.6 According to international management con-
sulting firm McKinsey’s “Women Matter” report,” the
best scenario — in which women would achieve equal
participation by 2025 — would create an anticipated
11%, or $12 trillion, increase in global GDP.”

CORPORATE PERFORMANCE
INCREASE

Women’s participation in companies at every level
contributes significantly to business performance.
Many studies show that women’s presence in busi-
ness leads to an increase in financial performance,
and, more specifically, raises return on investment,
market share, capital and stock.

Companies with three or more women in
senior management positions have a higher
financial performance

McKinsey’s “Women Matter” report highlights that
there is a strong correlation between women’s
participation in decision-making and the company’s
organizational and financial performance. According
to the report, companies with three or more women
in senior management score better financially than
companies with no women at the top. Furthermore, in
companies with women in senior management, emp-
loyees have a much more positive attitude toward the
corporation’s work environment, values, coordination

Vi McKinsey & Company’s “Women Matter” report, which was first pub-
lished in 2007 and focuses on 101 companies worldwide, is based on a global
research program on the representation of women at the top management
levels in companies.

and control, leadership, accountability, external orien-
tation and innovation.®

Companies with three or more women on
the Board of Directors have a 60% higher
return on investment

A report prepared by Catalyst'' on the top 500 com-
panies in the USA, “The Bottom Line: Corporate Per-
formance and Women'’s Representation on Boards,”
indicates that companies with three or more women
on the Board of Directors outperformed companies
with all-male boards of directors by 60%.°

Better performance in market share, assets,

and stockholders’ equity

“Women in the Executive Suite Correlate to High Pro-
fits,” a research article published in Harvard Business
Review, reveals that companies with a higher number
of women executives score better in terms of market

share, assets and stockholders’ equity.”

vii  Catalyst is an international non-governmental organization that began
operations in 1962. It aims to accelerate women’s empowerment by support-
ing the inclusion of more women in workplaces.



INFLUENCE ON PURCHASING
DECISIONS

In Turkey and across the world, women only com-
mand a very small portion of income and wealth,
and they control an even smaller segment of it. They
have limited access to financial resources and limited
control over land and property ownership. Women

in agriculture largely work in labor-intensive jobs on
lands that they neither control nor own." In Turkey,
62.5% of women, compared to 5.4% of men, do not
have any source of personal income."”

Despite limited control over income and re-
sources, women significantly influence consumption
expenditures. According to Harvard Business Review,
women influence 80% of purchasing decisions and
preferences and control approximately $20 trillion of
annual consumer spending worldwide.” This spend-
ing constitutes 57% of global household expendi-
tures.”

By adding more women to the labor force, com-
panies — regardless of their size — both increase their
power to represent their own customers within the
companies and provide more information for the firm,
including predictions, about customer choices.

Although women make a significant contribution
to companies and the national economy, women’s
labor force participation rate in Turkey is regrettably
low. Factors such as educational differences between
men and women, gender stereotypes and gender
norms, especially regarding women'’s traditional role
as care providers for children and the elderly, hinder
women’s participation in the labor force. High levels
of unemployment, especially for women, discour-
age women from looking for jobs. Moreover, some
segments of the labor market for low skilled workers,
such as construction workers, remain out of their
reach. To overcome these constraints, all segments
of society must take responsibility to strive for gender
equality and women’s empowerment. This guide
serves as a road map for businesses to do their share
in promoting gender equality.
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WOMEN'S EMPLOYMENT IN
TURKEY WITH FIGURES

Since 2001,"" there have been significant develop-
ments in Turkey in terms of gender equality and wom-
en’s employment. Turkey adopted regulations to es-
tablish family courts, eliminate domestic violence and
provide better education for girls through successive
amendments to the Constitution, Civil Code, Criminal
Code and Labor Code. Significant measures, such as
the “National Action Plan on Gender Equality” and
“National Action Plan to Combat Domestic Violence
Against Women,” have been implemented, provid-
ing a basis for further work. But despite significant
progress in the economic, social and legal spheres,
there is still much more work to be done in terms of
ensuring women’s active participation in the economy
and access to equal rights.

In Turkey, there is a correlation between low
employment rates in general and a low level of wom-
en’s labor force participation. Turkey’s unemployment
rate — which is high across the board — is even more
pronounced for women, but women’s poor employ-
ment prospects are further exacerbated by the lack of
childcare services.

The fact that women shoulder a huge propor-
tion of unpaid care labor precludes their equal partic-
ipation in the labor force. Although women perform
52% of all work (paid or unpaid) in the world, this rate
is 55% in Turkey,"™ while their income is very low com-
pared to the amount of work they undertake. Working
too hard for too little income is one of the biggest
impediments to women’s empowerment.

Unpaid care labor is a major burden on women.
Because of this weight, women can only participate
temporarily in the labor force, making it far more
difficult for them to participate in economic, social

viii ~ Anamendment to the Turkish Civil Code in 2001 replaced a statement
declaring the husband to be the head of the household with the concept
of equal partnership in which the husband and wife possessed equal deci-
sion-making powers in the conjugal union.

and civic networks. Burdening women with the task
of providing care for young, elderly, ill, and disabled
family members, restricts women’s participation in the
labor force, especially when compounded by the lim-
ited facilities for early childhood care and preschool
education.

Women are employed in a very limited range of
jobs and sectors in comparison to men, resulting in
occupational and industrial segregation. Even though
such a phenomenon is not restricted to Turkey,
the pervasiveness of gender stereotypes in Turk-
ish society deepens this segregation. Since jobs in
women-majority sectors are lower-paid, women work
more and receive less paid. In addition, difficulties
in receiving promotions and obtaining senior man-
agement positions — the prototypical “glass ceiling”
— result in women receiving less pay than their male
counterparts.

Companies have a responsibility to facilitate
a path toward women’s economic empowerment.
Importantly, firms must provide services, such as
childcare, to enable women to join and stay in the
labor force. In this regard, the appropriation and im-
plementation of the seven WEPs at every level of the
company, in concert with subsequent monitoring and
public reporting of the results, will contribute to the
strengthening and importance of women'’s participa-
tion in economic life while increasing their prestige.



The female population’s active
participation in the economy is low

According to the World Economic Forum’s Global Gender
Gap Index*2016 Report, Turkey is 130" out of 144
countries.*

® 129" in Economic Participation and Opportunity Sub-Index*
@ 130%™ in Labor Participation Sub-Indexx
® 98" in Wage Equality for Similar Work*i Sub-Index*

Onthe World 1=
Economic Forum
Global Gender Gap
Index

On the Wage

Equality for

Similar Work

Sub-Index

On the Women'’s
Economic th

Outof 144 Participation On the Labor
countries, and Opportunity Participation
Turkey is Sub-Index Sub-Index

129"< 130"

ix  First introduced by the World Economic Forum in 2006, the index provides data on the extent and intensity of gender-based disparities in countries and facilitates comparisons
between countries by years. Aiming to measure gender equality, the index consists of four sub-indexes: Economic Participation and Opportunity, Educational Attainment, Health and
Survival and Political Empowerment. Sub-index scores are captured through different variables in related areas (for example, for Economic Participation and Opportunity, the ratio of
female labor force participation over the male value or the ratio of female estimated earned income over the male value) and amount to values between 0 and 1. While scores close to
0 on the index indicate a large gender gap, those close to 1indicate a small gap.

130"

144 =

x  Turkey’s poor performance in the Economic Participation and Opportunity Index also brings the country down in the global index. Turkey has been mired among the last 20 countries
over the past decade since the index began to be published. (Its best ranking was 17th from bottom in 2014, while its worst ranking was fifth from bottom in 2009.)

xi  Sub-index score is 0.464.
xii  Sub-index score is 0.437.

xiii ~ The principle of “equal pay for equal work,” which has been on the agenda since the 19th century, encapsulates social and political demands against wage discrimination regarding
sex, age and race. The principle includes persons doing similar work both in the same workplace and different workplaces and refers to the abolition of instances of inequality such as
wage differences between guards working as subcontractors or as civil servants.

xiv Sub-index score is 0.590.
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Among OECD and G20
countries, Turkey ranks at the
bottom in terms of women’s
employment and labor force
participation rates.”

® In 2016, Turkey registered the lowest women’s
employment rate among OECD countries at
31.3%."

® In terms of women'’s labor participation rates,
Turkey was second last in the G20 in 2012."

Women'’s employment rate

in OECD countries

—_— Iceland

— 0

= 81.5% Labor force participation in
— G20 countries

e— OECD Average ———  China

—  58.2% —

— Turkey —

—  31.3% ——— Turkey

Saudi Arabia

xv  Employment rate refers to the ratio of persons engaged in any economic activity during the reference period for at least one hour as a regular employee, casual employee, em-
ployer, self-employed or unpaid family worker. Unemployed population includes persons not employed during the reference period but who are actively seeking work/using channels
to seek work and would be ready for work within two weeks. Labor force participation refers to the ratio of the sum of employed and unemployed to the working-age population. Those
that are not part of the labor force include persons who do not actively seek work, seasonal workers, students, retirees, those unable to work due to physical inabilities, illness or old
age, and those who do not seek work or are not ready to work due to personal or family reasons. (The definitions are based on the Turkish Statistical Institute’s (Turkstat) internationally
acceptable definitions).
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Education level is a more significant
determinant of women’s labor force
participation than men’s labor force
participation. x 18

Labor Force Participation Rates by Education Level

@ llliterate women: 24.2% (men 46.6%)

® Literate women (but not primary school graduate): 25.8%
(men 79%)

® Primary school graduate women: 33.1% (men 80.8%)

® High-school graduate women: 36.2% (men 74.2%)

® College and university graduate women: 73.2% (men 89%)

Illiterate

Literate

Primary school graduate
High school graduate

College and University

Marriage and children both increase
women’s housework and weaken
their attachment to labor markets,
while the opposite is true for men.

® While the labor force participation of women high-school
graduates who have never married is 62.8%, the figure
declines to 29.2% for married women of the same educa-
tion level. In contrast, 96% of married high-school male
graduates and 85% of male high-school graduates who
have never married are active in the labor force.™

® While 82.4% of unmarried women university graduates

participate in the labor force, this rate declines to 73.4% for

married women with a university degree. The labor force
participation rate for unmarried male university graduates
is 88.4%, which is slightly higher compared to women in

the same category. In contrast, however, married men with

a university degree have the highest rate of labor force
participation rate at 97.8%.2°

xvi  Population between the ages of 15-64.

Lahor force

participation by
education level

Married men

Single men

@ Single women

@ Married women

Married men

Single men
@ Single women

@ Married women

High school graduates

University graduates
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Some 52% of total labor (both paid
and unpaid) in the world is female
labor; in Turkey, this rate is 55%.%

® In Turkey, 55% of the total labor is conducted by women,
versus 45% by men. While 47% of the total labor is unpaid
domestic labor, just 11% of this rate is unpaid male labor.

@ @ ® ®
HTRHTHTH
Women spend four times more

time on unpaid domestic labor
than men.
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95% of the total labor is
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47% of the total female labor is
unpaid domestic labor.

In Turkey, 7 hours 39 minutes of

the total daily labor consists of
unpaid domestic labor. Women in
Turkey spend almost four times

as many hours as men conducting
unpaid domestic labor — 6 hours
and 11 minutes versus 1 hour and 28
minutes.?> Worldwide, women spend
2.5 times more time doing unpaid
labor than men.



The major impediment to
women'’s participation in the
workforce stems from a lack of
sufficient preschool education
and care services.

The rates of children’s enroliment in
preschool education in Turkey is among the
lowest in the OECD?:

® 0.2% for children aged 0-35 months?* (OECD
average: 32.9%)i

® 7.8% for 3-year-old children (OECD average:
68.7%)

® 32.2% for 4-year-old children (OECD average:
84.9%)

® 70.6% for 5-year-old children (OECD average:
93.9%)

On average, OECD countries spend four
times more than Turkey on preschool and
childcare.

® While OECD countries devote an average of 0.8%
of GDP to preschool and childcare expenditu-
res,? Turkey is the lowest at 0.18%.2%¢

xvii  32.9% was the average participation rate for children aged 0-to-2
years old in preschool services in 30 OECD countries in 2013.

Rate of participation in
preschool education

B Turkey
I OECD Average

68.

1.8%

Age 3

Public spending on preschool

1%

84.9%

32.2%

Age 4

education and childcare

Denmark

2%

OECD Average
0.80%

Turkey
0.18%

93.9%

710.6%

Age 5
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Women’s unemployment® (15.9%) is
higher than men’s (9.5%).2” Women’s
expectations of finding a job are lower
than men’s.

The difference between women and men is greater if we employ
“broader” definitions of unemployment rates. One such definition
includes discouraged workers, i.e., those who would like to work
but are not actively searching for a job because they are discou-
raged from doing so, among the unemployed.?® Women’s expe-
ctations of finding a job are much lower than men’s. In 2013, the
broader unemployment rate, which includes discouraged workers
among the unemployed, was 22.7% for women and 13.6% for men.?°

In Turkey, women work in “women’s
jobs™* and earn less money than their
male colleagues who work in similar
jobs.

Jobs in sectors like nursing, teaching, dietetics,
administrative assistance, sales or social services are
considered women’s work, while work in engineering,
construction and science and technology are considered
the domain of men.*°

® Percentage of women factory and machine operators: 10.8%*
® Percentage of women preschool teachers: 94.7%%2

® Percentage of women primary school teachers: 60%3

@ Percentage of women attorneys: 6.5%3*

@ Percentage of women police officers: 5.5%3®

Some 33% of women workers work in agriculture, while 50% of
them work in service sector jobs, such as wholesale or retail sale,
real estate business, catering or childcare.® Textile, clothing and
food processing are other major sectors with low wages, with wo-
men employed in these industries typically working from home.3’

xviii ~ The rate is for women aged between 15 and 64.

xix  Because of the sexist social structure, certain jobs are seen as suitable for women while
others are deemed to be only appropriate for men. Such views hinder women from pursue
certain professions or rising in their careers. In addition, wages in jobs dominated by women
are far lower than those in jobs mostly employing men. This pattern is not particular to Turkey.
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In 2014, Turkey had one of the
highest gender wage gaps
among full-time employees in
OECD members.®

® Turkey 20.1%
® OECD Average 15.2%

<
g
=~
S
S
S
S
S
S
S
=

Gender wage gap

South Korea

39.6%

Turkey
20.1%

OECD Average
15.2%

Hungary
6.4%

Women working in low-skilled jobs earn
18% less than their male colleagues
doing the same jobs.3®
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Vertical segregation, also
known as the Glass Ceiling,* is
ubiquitous.

Women'’s share in all managerial positions,
both in the public and private sectors, was
12.2% in 2012.

Turkey was last among 49 countries in terms of the
percentage of senior and middle-level women mana-
gers in 2012, registering a rate of just 14.3%.4°

Percentage of women senior
and middle-level managers

Dominican Republic

99.8%

France

39.3%

Malaysia

20.7%

Turkey
14.3%

xx  The glass ceiling or vertical segregation refers to the “invisible” barrier
that keeps a given group of persons from rising beyond a certain level in
certain jobs due to their race, age or gender.
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PRINCIPLE 1

ESTABLISH HIGH-LEVEL CORPORATE LEADERSHIP FOR GENDER EQUALITY

SCOPE

The first principle, which stresses the importance of
leadership in achieving gender equality, provides a
basis for the successful implementation of all sev-
en principles. Within the context of this principle,
the top executives of corporations are expected to
agree on the importance of gender equality and offer
consistent, spirited leadership at every level of the
corporation. After high-level management reaches
a consensus on the issue, company officials should
develop a plan specifying how gender equality will be
implemented, monitored and measured.
The corporate plan must:
® Posit a corporate approach that displays con-
sensus on gender equality;
® |dentify members of high-level management as
leaders of the relevant research and activities;
® Reveal and assess the performance indicators
that led to gender discrimination in all fields of
operation.

CONCEPTS

High-level corporate leadership,



PRINCIPLE 1
ESTABLISH HIGH-LEVEL CORPORATE LEADERSHIP FOR GENDER EQUALITY

INDICATORS

Corporate gender equality policies and
road maps; relation of existing policy
and road map to mission, vision and
corporation’s values

Strategy document which includes
economic reasons, possible risks and
opportunities for achieving gender
equality within corporation

Manager(s) or internal mechanisms
who/which will promote gender
equality and women’s empowerment;
mechanisms to obtain feedback from
employees of different ranks

Gender equality platforms affiliated

with corporation; corporation’s role on
such platforms

Spokesperson’s statements on gender
equality and women’s economic
empowerment; information and data
shared in corporate documents

AREAS OF
IMPLEMENTATION

STRATEGY AND PLANNING

® Develop approach that underlines the advantages of
employing women in corporation; make this approa-
ch part of corporate strategy.

® Remain abreast of national and international legal
frameworks* and economic arguments regarding
benefits of gender equality; recruit specialized staff
from big firms who support gender equality.

® Obtain professional support from outside the com-
pany if there is insufficient information and experien-
ce within the corporation to develop and implement
the policy and strategy.*®

® Determine obstacles hindering the achievement of
gender equality within the corporation.

@ Set corporate goals to achieve gender equality;
evaluate existing policies, programs and practices;
measure their effects on achieving these goals.

® Ensure an inclusive working environment for all
employees and equal involvement in the decisi-
on-making process for women and men is added to
the evaluation criteria.

® Allocate financial resources that are necessary to
achieve gender equality work and targets.

xxi  Important agreements, declarations and contracts that constitute the
legal framework include the Convention on the Elimination of All Forms of Dis-
crimination against Women (CEDAW), the Beijing Declaration and Platform for
Action, the United Nations Sustainable Development Goals, as well as ILO Con-
ventions. Article 11 of Convention on the Elimination of All Forms of Discrimina-
tion Against Women lists all appropriate measures to be taken by state parties
“to eliminate discrimination against women in the field of employment in order
to ensure, on a basis of equality of men and women, the same rights.” Among
these measures are “(a) The right to work as an inalienable right of all human
beings;” “(b) The right to the same employment opportunities;” “(c) The right to
free choice of profession and employment, the right to promotion, job security
and all benefits and conditions of service and the right to receive vocational
training and retraining;” “(d) The right to equal remuneration;” “(e) The right to
social security;” “(f) The right to protection of health and to safety in working
conditions, including the safeguarding of the function of reproduction.” For the
full text of the convention, see http://www.unicef.org/turkey/cedaw/_gi18.html.

xxii  Companies may seek support from institutions such as the ILO, UN Wom-
en, UNFPA, UNDP and women’s non-governmental organizations.
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PRINCIPLE 1

AREAS OF
IMPLEMENTATION

® Develop policies that will ensure that gender equa-
lity is considered in all decision-making processes,
including product and service development, finan-
ce, purchasing and mergers.

STAKEHOLDER PARTICIPATION

® Create platforms with internal and external stake-
holders to receive feedback on policies and imple-
mentation.

® |dentify opportunities for cooperation with stake-
holders working on gender equality and economic
empowerment of women; link the corporation with
relevant platforms.

MANAGEMENT PROCESS

® Create a body to monitor the gender equality per-
formance of the corporation, or appoint a high-lev-
el corporate administrator to handle the issue.

® Ensure high-level corporate managers embrace
the monitoring and assessment of the implemen-
tation.

COMMUNICATION

® Send gender equality messages to the external
public.

® Prepare communication plans for employees and
stakeholders with a focus on gender equality.

® Emphasize an approach espousing gender equality
in corporate spokespersons’ statements, communi-
cation platforms and documents.

® Encourage corporate leaders to draw attention to
gender equality with their behavior by, for exam-
ple, not attending meetings in which women are
underrepresented, or, if it is necessary to attend,
by highlighting the importance of women’s partici-
pation.



PRINCIPLE 1

ESTABLISH HIGH-LEVEL CORPORATE LEADERSHIP FOR GENDER EQUALITY

UNDERSTANDING /l

o National and international legal frameworks
@ Economic indicators

o Specifying advantages of employing women at
corporation

MONITORING AND 4
ASSESSMENT
o Establish monitoring mechanisms

o Create feedback mechanisms for everyone,
including employees, stakeholders and
customers

@ Establish mechanisms to evaluate feedback
and monitor outputs

ESTABLISHING
IMPLEMENTATION PLAN
@ Establish strategic plan
o Establish implementation plan

@ Establish mechanisms to monitor and report
indicators

ANALYZING 2

@ Assess current situation and specifying prob-
lem areas

® Measure perception and approaches

@ Analyze corporate culture, existing practices,
working conditions, decision-making mecha-
nisms, principles and policies

@ Receive professional support

SPECIFYING 5
STAKEHOLDERS

@ Specify stakeholders and analyze their dis-
tance from corporation

o |dentify opportunities for cooperation with
stakeholders

@ Establish mechanisms to maintain relation-
ships with stakeholders

ESTABLISHING
COMMUNICATION PLAN

@ Specify corporate messages

@ Establish communication plans for employees
and stakeholders

o Highlight gender equality approach in all
communication materials

o Ensure corporate leaders draw attention to
gender equality with their behavior

SETTING GOALS 3

@ Set goals with respect to problem areas

o Determine effect of existing policies, programs
and measures on aims

@ Specify areas of change and development
@ Specify indicators

EMBRACING 6

@ Establish Gender Equality Boards or Working
Groups

o Establish monitoring, evaluation and imple-
mentation teams led by high-level corporate
manager

@ Ensure high-level corporate management
embraces issue

ALLOCATING FINANCIAL
RESOURCES

@ Allocate resources to realize implementation
of plan




TREAT ALL
WOMEN AND MEN
FAIRLY AT WORK
— RESPECT AND
SUPPORT HUMAN
RIGHTS AND NON-
DISCRIMINATION
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PRINCIPLE 2

SCOPE

Today, concepts like the equality of women and men,
respect for human rights and non-discrimination are
considered intrinsic to corporate strategies. i Howe-
ver, disregarding the different needs of women and
men during the design and implementation of these
strategies could reduce effectiveness of the stated
goals. Thus, while corporations develop non-discri-
minatory policies in terms of gender equality, such as
equal pay for equal work, they also need to consider
women’s unique and cyclically changing needs.
When implementing this principle, the corpo-
ration should focus on adopting a gender-sensitive
approach in working principles, disciplinary actions,
ethical behavioral codes and human resources
policies; clarify the responsibilities of managers and
employees; and monitor the related indicators.

xxiii  In establishing these strategies, ILO concepts such as the Fundamen-
tal Rights at Work, International Labor Standards and Decent Work should
be utilized. The four fundamental principles of the Fundamental Rights at
Work consist of freedom of association and the effective recognition of the
right to collective bargaining, the elimination of forced or compulsory labor,
the abolition of child labor and the elimination of discrimination in respect to
employment and occupation. For all ILO conventions ratified by Turkey, see
http://www.ilo.org/ankara/conventions-ratified-by-turkey/lang--tr/index.htm.

CONCEPTS

Human rights, employee rights,


http://www.ilo.org/ankara/conventions-ratified-by-turkey/lang--tr/index.htm

PRINCIPLE 2

INDICATORS

Distribution of women-men employees
in recruitment, promotion, departures,
professional education

Distribution of women and men in
departments and functions

Distribution of women and men in job
applications

Indicators of equal pay for equal work;
basic wages for women and men
according to position

Ratio of women job applicants called
for interview; ratio of women manager

among interviewers

Comparison of women and men in

terms of job definition and job title

Comparison of women’s and men’s
duration of stay in same posts

Ratio of pay raises for women during
maternal leave and pay raises for men

Number of employees returning to
work after maternal and paternal leave
and women-men ratio

Number of steps taken to encourage
and ensure equal rights at workplace
and express appreciation to employees
for contributing to process

AREAS OF
IMPLEMENTATION

Identify discriminatory practices

® View employee rights from a gender equality lens,
including recruitment, leave, termination, distri-
bution of titles and positions, in-company training
opportunities, as well as wages and additional ben-
efits; eliminate all manners of discriminatory prac-
tices against women at all levels; cease discrimi-
nation on the basis of sexual orientation, ethnic
identity and religion in the assessment process.

Specify needs for re-evaluating practices

® Examine whether women and men equally ben-
efit from the same rights; uncover gender-based
differences and shape everyday measures in light
of these differences.

ES)
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PRINCIPLE 2

AREAS OF
IMPLEMENTATION

POLICIES AND MANAGEMENT

Eliminating Discriminatory Practices

® Provide equal pay for equal work for women and
men.

® Invest in occupational training for both women and
men, especially for occupations traditionally associ-
ated with one gender or the other.

® Focus on the achievement of equality in career,
promotion, internship and development processes;
take affirmative action for women.

® Achieve gender equality and sensitivity in recruit-
ment processes, including in fields dominated by
men.

® Raise awareness to prevent the potential negative
effects of marital status, children or sexual orienta-
tion on recruitment and promotion decisions by, for
instance, not posing any questions about marital
status or childbearing in job interviews.

® Achieve a balance between the number of women
and men employees.

® Encourage paternity leave.

® Ensure and encourage women employees to take
their full maternity leave.

® Ensure and encourage women employees to take
their full annual leave in line with their needs.

® Schedule meetings with women employees who
are planning to, or have already, quit to gather
information about the reasons for their decisions;
utilize this information to develop strategies to
prevent women from quitting their jobs.

® Achieve gender equality in internships.

® Form indicators to create non-discriminatory
working environments that respect human rights;
measure progress through these indicators.

Specifying Needs and Reshaping Practices

@ Establish policies that consider employee needs
such as childcare, eldercare and patient care.

® Provide daycare facilities or assistance in corpora-
tions with more than 150 employees; make daycare
services accessible to both mothers and fathers.

® Provide access to childcare services, information
and resources; establish a breastfeeding room;
provide transportation services for breastfeeding
leaves.

® Develop family-oriented policies and training
seminars; provide flexible working hours, part-
time work, workload share and sabbatical breaks;
encourage women to take uninterrupted and full
annual leave.

® Develop and/or implement a parental leave policy
that includes both women and men.

® Offer coaching and support to women employees
prior to, and after, maternity leave; provide flexible
working opportunities to ease the return to the job.

® Provide parental training for men.

® Encourage parental leave; train managers and
employees to properly oversee the process.

® Provide women and men employees with rights
and additional benefits for them to establish a
balance between their personal and professional
lives; adopt a “family-friendly” approach instead of
a “woman-friendly” one.

® Give gender equality training to all staff.



PRINCIPLE 2
TRE EN AND MEN FAIRLY

UNDERSTANDING /|

o Human rights, employee rights, nondiscrimi-
nation, equal pay for equal work, gender-sen-
sitive policies, balance between personal and
professional life, transparent recruitment
and promotion mechanisms, elimination of
gender-based prejudices

@ Specify discursive practices and discriminatory
implementations

MONITORING AND 4
ASSESSMENT

o Continuous tracking of working time

@ Follow-up interviews after leaving jobs

o Tracking and reporting support mechanisms

@ Establish complaint mechanisms

@ Establish suggestion/complaint hotlines or
board

o Follow up on suggestions and complaints; give
feedback

@ Provide information about improvements

@ Establish a transparent follow-up process that
is open to everyone

ESTABLISHING
IMPLEMENTATION PLAN

@ Objectives, indicators, and implementation
plans for working groups

o Gender equality training for employees

o Contact meetings with high-level management
and executives

o Follow up on indicators; report directly to
high-level management

ANALYZING 2

Existing policies and procedures:

@ Recruitment, departures, promotion, in-service
training, wages, vested employee benefits, ca-
reer planning, internship, working conditions,
leave of absence
Distribution of women and men:

o Working just below senior management in
terms of their departments and functions in the
areas of recruitment, promotion, departures,
training and job satisfaction
Perception and approach:

@ Employees and stakeholders

SPECIFYING 5
STAKEHOLDERS

o Cooperate with stakeholders from different
fields such as government, civil society and
academia

o Implement mechanisms which will help em-
ployees benefit from stakeholder relations

@ Foster links with networks, boards and
communities

@ Encourage formation of inner communities and
working groups

ESTABLISHING
COMMUNICATION PLAN

o Equal pay for equal work

@ Equal utilization of opportunities and support-
ing services

@ Gender-sensitive and transparent working
conditions, recruitment, promotion, departure
processes; in-company training opportunities;
equality in wages, additional benefits; career
planning, internship and leave of absence
opportunities

@ Fair working environment

@ Balance between personal and professional
lives

K — RESPECT AND SUPPORT HUMAN RIGHTS AND NON-DISCR

SETTING GOALS 3
o Eliminate unequal distribution of women

and men employees
o Equal pay for equal work

o Understand reasons that women leave their jobs
and develop preventive policies

@ Provide women with flexible working hours, part-
time work, job allocation, sabbatical breaks

o Offer family-friendly approach
@ Provide access to childcare services
@ Provide opportunities for child/elder/relative care

@ Invest in occupational training for women,
especially for occupations which are traditionally
associated with men

EMBRACING 6

@ Establish working groups and boards to moni-
tor, report and evaluate support services

@ Establish sub-working groups

o Write reports for Gender Equality Board;
assemble for reqular meetings

ALLOCATING FINANCIAL
RESOURCES
@ Support services
o Childcare services/access to opportunities
o Child/elder/relative care opportunities

@ Invest in occupational training for women in
professions traditionally associacted with men




ENSURE HEALTH,
SAFETY AND
WELL-BEING OF ALL
FEMALE AND MALE
WORKERS
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PRINCIPLE 3

ENSURE HEALTH, SAFETY AND WELL-BEING OF ALL FEMALE AND MALE WORKERS

SCOPE

It is the employer’s obligation to create healthy and
safe working environments free of violence. Guaran-
teeing the health, safety and well-being of all emp-
loyees is integral to combatting discrimination in the
corporation. For women and men to fully benefit from
these rights, different needs and demands must be
taken into consideration. For instance, since wo-

men face violence to a larger degree due to gender
inequality, distinct strategies addressing the specific
conditions of women must be designed. Accordingly,
working environments must be arranged to enable
women to express themselves freely, while necessary
precautions and actions must also be implemented. "

xxiv In fostering workplace environments that address the needs of
women and men employees, the “Business Against Domestic Violence Pol-
icy Development and Implementation Guide,” which is a component to the
Business Against Domestic Violence Project (BADV), is a crucial source. By
2016, 13 WEPs signatories have become pilot corporations for this guide. For
detailed information about the guide, see http://tusiad.org/tr/basin-bulten-
leri/item/8882-kadina-yonelik-aile-ici-siddetle-ilgili-isyeri-politikalari-ge-
listirme-ve-uygulama-rehberi-icin-17-sirket-pilot-olmayi-kabul-etti.

WOMEN’S EMPOWERMENT PRINCIPLES IMPLEMENTATION GUIDE

CONCEPTS

Work ethic, safe working
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http://tusiad.org/tr/basin-bultenleri/item/8882-kadina-yonelik-aile-ici-siddetle-ilgili-isyeri-politikalari-gelistirme-ve-uygulama-rehberi-icin-17-sirket-pilot-olmayi-kabul-etti

PRINCIPLE 3
ENSURE HEALTH, SAFETY AND WELL-BEING OF ALL FEMALE AND MALE WORKERS

INDICATORS

Health and safety policy of corporation

Ratio of employees on health

and safety committees to overall
employees; distribution of women and
men on these committees

Inventory of awareness raising studies
and training on sexual abuse in
workplace

Number of sexual abuse and
discrimination complaints and
precautions taken

Number of employees benefiting
from corporation’s health and safety

services and distribution of women
and men

AREAS OF
IMPLEMENTATION

PROBLEM ASSESSMENT

Violence and harassment in the workplace

® Develop zero-tolerance policies to identify vio-
lence and harassment; take precautions against
recurring behavioral patterns; record of successful
instances of problem-solving to challenges faced
in the process.

Work safety and environment not taking into

account the needs of women

® |dentify safety problems with employees’ support,
including women’s safety during business trips.

Health services not taking into account the

needs of women

® Gather views of women and men employees on
health and safety issues; evaluate the results by
gender.
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PRINCIPLE 3

POLICIES AND MANAGEMENT

Preventing and eliminating violence and

abuse at the workplace

® Establish policies which are uncompromising
and against all forms of violence, including sex-
ual abuse, mobbing, verbal or physical violence
and domestic violence; implement these policies;
disseminate this knowledge through awareness
training seminars.

@ Institute in-company mechanisms such as ethics
committees to support and guide victims of vio-
lence and abuse, or form groups of staff in charge
of monitoring violence and abuse.

® Evaluate how complaints are managed in the work-

place; establish support and information hotlines
that are accessible to all employees.

@ Inform managers and security staff about indicators
of violence against women, the corporation’s sexu-

al abuse policies and other legal arrangements.

Providing safe working environments for

women

@ Create a safe working environment and provide
protection from potential risk factors, which are dif-
ferent for women and men by, for example, provid-
ing transportation services for women employees
or illuminating pathways on company premises;
establish complaint mechanisms which consider
hierarchical differences between the perpetrator
and the victim of abuse; take necessary measures
to protect the victim in the post-abuse process
from any retaliation.

® Improve physical conditions by establishing differ-
ent toilets and dressing rooms for men and wom-
en, as well as breastfeeding rooms for women.

Providing health plans designed for women

® Re-evaluate health and security plans regarding
different needs of employees, including pregnant
women, persons with disabilities, and persons
with chronic illness; reconfigure these plans when
necessary.

@ Establish a women’s network that reports directly
to high-level management; assist this group in reg-
ularly providing feedback about issues of health,
safety and well-being.

® Form in-company mechanisms to facilitate employ-
ees’ access to all healthcare services, including
reproductive health.

@ Facilitate employees’ access to health insurance
and support services, which should include domes-
tic violence support services.

® Ease access to healthcare services for all employ-
ees and/or their dependents.

® Arrange contact meetings and training sessions to
inform employees about their rights and respon-
sibilities concerning issues of health, safety and
well-being.



PRINCIPLE 3

ENSURE HEALTH, SAFETY AND WELL-BEING OF ALL FEMALE AND MALE WORKERS

UNDERSTANDING /l

o Work ethic, safe working environment, pre-
vention of violence at the workplace, access
to healthcare services, policies against sex-
ual abuse and sexual harrasment, support
mechanisms against domestic violence

MONITORING AND 4
ASSESSMENT

o Awomen's board monitoring and directly
reporting to high-level management on sexual

abuse, mobbing verbal and physical harras-
ment

@ Complaint mechanisms to monitor sexual
abuse, mobbing and verbal and physical
harrasment

@ Support/Information hotlines
o Follow up and regularly report complaints
@ Support services for the victims

ESTABLISHING
IMPLEMENTATION PLAN

o Training programs on healthcare, safety, and
well-being issues

® Regularly monitor complaints, make evalua-
tions, and develop preventive policies

@ Regularly monitor and report access to health-
care and safety services

ANALYZING 2

Existing policies and procedures:

@ Healthcare policy, safety policy, risk assess-
ment, support services for victims

@ Recorded cases of sexual abuse, mobbing,
verbal and physical harrasment

Perception and approach:
® Employees and stakeholders

SPECIFYING 5
STAKEHOLDERS

@ In-company training and contact meetings for
employees, with participation of stakeholders

ESTABLISHING
COMMUNICATION PLAN
@ Safe working environment for all

o Prevent sexual abuse, mobbing, verbal and
physical harrasment, as well as violence at the
workplace

® Access to healthcare services for all

@ Support mechanisms to prevent and cope with
domestic violence

SETTING GOALS 3

@ Complaint mechanisms for sexual abuse,
mobbing, verbal and physical violence cases;
establish support/information hotlines; form
support mechanisms for the victims

@ Policies on safety measures including women's
safe transportation to work

@ Establish a safe working environment

@ Safety and healthcare policies for those in need
of special care such as persons with disabilities,
pregnant women and persons with chronic illness

@ Provide physical conditions respecting differ-
ences (women, people with disabilities, the
pregnant, persons with chronic illness)

EMBRACING 6

@ In-company health and safety working groups/
boards

o Complaint and support hotlines
@ Collect good examples and report difficulties

ALLOCATING FINANCIAL
RESOURCES

o Training on issues of health, safety and
well-being

o Improve healthcare and safety services

@ Improve support mechanisms
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PRINCIPLE 4

PROMOTE EDUCATION, TRAINING AND PROFESSIONAL DEVELOPMENT FOR WOMEN

SCOPE

Providing education, training and professional
development opportunities is not only important for
the personal development of employees but is also
critical in empowering the corporation. However,
some inequalities may occur between women and
men in terms of accessing and benefiting from these
resources. Therefore, measures must be taken in the
provision of training or professional development op-
portunities to guarantee women’s access. Company
executives may also consider establishing networks
that are only open to women or designing leadership
and mentorship programs exclusively for women.

CONCEPTS

Equal access to training, personal and



PRINCIPLE 4
PROMOTE EDUCATION, TRAINING AND PROFESSIONAL DEVELOPMENT FOR WOMEN

AREAS OF
INDICATORS IMPLEMENTATION

Duration of part-time and full-time PROBLEM ASSESSMENT

training for women and men per year
Absence of women in decision-making

Rate of women employees participating processes and working life

in training programs ® Determine the number of women and men on the
corporation’s board of directors and in high-level

Rate of women who were offered jobs management; monitor women’s place in deci-

and promotions sion-making processes; identify gender-based

problems in decision-making processes in general.
Number of women who rejected high-

level management positions and their Difficulties in accessing training and
reasons professional development opportunities

® |dentify the access of both genders to training and
Success or effects of mentorship, professional development opportunities in terms of
coaching and networking services job categories and titles.

provided by corporation or by
outsourcing to another organization

Rate of employees who regularly
receive performance and career
assessment and distribution of women
and men
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PRINCIPLE 4

AREAS OF
IMPLEMENTATION

POLICIES AND MANAGEMENT

Ensuring women’s presence in decision-

making processes and work life

® Invest in policies and programs that will foster
women’s presence in all lines of business; focus
not only on quantity but also on quality of partici-
pation.

@ Develop strategies to prepare women for leader-
ship roles.

® |dentify the talent of every employee and ensure
women employees are evaluated according to
their talents.

Ensuring access to training and professional
development opportunities
® Assist women in advancing their leadership talents

and personal development by encouraging their
participation in professional associations and
networks.

Provide equal access for all male and female em-
ployees to training and personal development pro-
grams in all fields including expertise, professional
knowledge and information technologies.

Establish special leadership development pro-
grams for women employees; prepare in-company
promotion guides for women to attain high-level
managerial positions.

Offer coaching and mentorship programs for
women employees’ career development; establish
a mentor-protégé relationship between high-level
managers and women executive candidates.
Support women role models in the corporation;
establish platforms that will enable these role mod-
els to share information and experience with other
employees.

Take employees’ family responsibilities into consid-
eration in planning training programs.

Give employees returning from maternity leave
their previous jobs; design programs to ease transi-
tions before and after leave periods.

Design training programs for women, including
training upon their return to work; design and orga-
nize training programs for women in the corpora-
tion’s own area of operations.



PRINCIPLE 4

PROMOTE EDUCATION, TRAINING AND PROFESSIONAL DEVELOPMENT FOR WOMEN

UNDERSTANDING /l

o Equal access to training; personal and pro-
fessional development; women in high-level
management; women in decision-making
processes; women in all lines of business;
women's networks; role models; mentorship
NEETTNGY

MONITORING AND 4

ASSESSMENT

@ Monitor and report participation of women
employees in decision-making processes

o Measure the effects of encouragement
mechanisms; determine good examples and
difficulties

@ Measure and monitor access of women to

training and professional development oppor-
tunities

ESTABLISHING
IMPLEMENTATION PLAN

@ Develop and implement mentorship and
leadership programs for women

@ Prepare promotion guides to evaluate women
for high-level managerial positions

@ Design and implement training programs for
women

o Create occasions in which women leaders can
share their knowledge and experience with
women employees

ANALYZING 2

Existing policies and procedures:

@ In-company training policy, professional
development and career planning policy

@ Distribution of women and men on Board of
Directors and high-level management

o Women's and men's access to training and
professional development opportunities;
duration of training received by female and
male employees per year

Perception and approach:
o Employees and stakeholders

SPECIFYING 5
STAKEHOLDERS

@ Links with women-only networks; encourage
women employees' linkages with such groups

@ Assist women employees in finding opportuni-
ties to share information and experience with
role models

ESTABLISHING
COMMUNICATION PLAN

@ Support women role models in the corpora-
tion; establish platforms that will aid in the
sharing of knowledge and experience with
other employees

o Women in high-level management

@ Women in decision-making processes
o Women in all lines of business

® Mentorship mechanisms

SETTING GOALS 3

@ Mechanisms encouraging participation of
women employees in decision-making pro-
cesses

@ Policies to encourage and enable women's
presence in all lines of business

@ Programs to facilitate pre-natal and post-natal
procedures, as well as return to work easier

@ Strategies and implementations to prepare
women for leadership positions

@ Provide equal access to women and men for

training and professional development oppor-
tunities

EMBRACING 6

@ Establish a mentor-protégé relationship
between high-level managers and prospective
women managers

@ Encourage women leaders to make contri-
butions to the career planning of women
employees

ALLOCATING FINANCIAL
RESOURCES
@ Mentorship and leadership programs

@ Training and professional development pro-
grams
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SCOPE

To ensure women’s economic empowerment, all
components of the economy must be involved in this
process. Corporations must develop strategies that
will involve their stakeholders, suppliers and vendors
in the process. In so doing, efforts to sustain gender
equality and empower women can easily be expand-
ed to widen networks.

In implementing this principle, the corporation
should both design result-oriented action plans and
take initiatives to involve women entrepreneurs,
women managers or women'’s cooperatives in the
supply-chain. Moreover, such efforts by signatory cor-
porations to sustain gender equality will multiply the
effects through the supply chain while, more broadly,
promoting gender equality and women'’s full econom-
ic empowerment.

CONCEPTS



PRINCIPLE 5
IMPLEMENT ENTERPRISE DEVELOPMENT, SUPPLY CHAIN AND MARKETING PRACTICES THAT EMPOWER WOMEN

INDICATORS

Gender-sensitive purchasing policies and processes

Number of businesses run by women entrepreneurs within supplier and
vendor chains; distribution according to lines of business; ratio of women-
led and men-led businesses with supplier and vendor chains

Ratio of female and male employees in supplier and vendor companies;
number of women in high-level management

Number and ratio of suppliers and vendors that possess a gender equality
policy that is in force

Number and ratio of suppliers and vendors that report gender equality
policies that are in force

Inventory of complaints about suppliers and vendors regarding gender
equality issues and measures taken by corporation

Number of gender equality training programs for suppliers and vendors

Indicators for working conditions of women in supplier and vendor
companies; existence of measures to addressing employees’ work-life
balance

Indicators of occupational health and safety measures provided for
all employees in supplier and vendor companies; indicators of special
measures taken for women

Inventory of policies and mechanisms to eliminate gender discrimination in
marketing and advertisement activities

Number of complaints on gender discrimination in marketing and
advertisement activities
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AREAS OF
IMPLEMENTATION

@ Gather information from current or potential sup-
pliers and vendors about their policies on gender
equality and women’s empowerment

® Determine the number, distribution and ratio of
supplier and vendor companies run by women

® Include commitments on establishing gender
equality in contracts with the suppliers and ven-
dors; ensure that there is no discrepancy between
the gender equality targets of the corporation and
policies of suppliers and vendors.

® Ensure that companies run by women are consid-
ered in all purchasing decisions; deepen busi-
ness ties and relations with women suppliers and
vendors; give priority to business partners who
espouse gender equality and women’s empower-
ment.

® Determine the Women Entrepreneur Leader in the
corporation and ensure women entrepreneurs’
access to resources such as credits, contracts, and
training; develop gender-sensitive approaches in
credit and funding policies.

® Define indicators and establish a monitoring and
evaluation mechanism; follow up on findings and
develop strategies accordingly through the in-

volvement of suppliers and vendors in the process.

Set goals to increase the number and ratio of sup-
plier and vendor companies run by women entre-
preneurs; integrate these goals with performance
evaluations and a reward system.

Ensure inspection of gender equality policies and
practices of suppliers and vendors by third parties.
Establish mentorship programs for increasing ca-
pacities of women entrepreneurs and the sharing
of success stories throughout supplier and vendor
chains.

Ensure the inspection of working conditions of sup-
pliers and vendors by independent auditors.
Establish solidarity networks between women
entrepreneurs and suppliers and vendors; make
these suppliers and vendors aware of their contri-
butions to their respective corporations and assist
them in accessing established solidarity networks.



PRINCIPLE 5

IMPLEMENT ENTERPRISE DEVELOPMENT, SUPPLY CHAIN AND MARKETING PRACTICES THAT EMPOWER WOMEN

UNDERSTANDING

o Women entrepreneurs in supplier and
vendor networks, women's cooperatives;
gender-sensitive approach in marketing and
advertisement; gender-sensitive purchasing
and cooperation policies

MONITORING AND 4
ASSESSMENT

® Monitor whether the suppliers, vendors and
stakeholders are fulfilling their commitment to
gender equality principles

® Mechanisms through which employee

feedbacks can be acquired in monitoring
stakeholders

@ Ensure inspection of gender equality policies
and practices of suppliers/vendors by third
parties

ESTABLISHING
IMPLEMENTATION PLAN

@ Prepare documents for suppliers, vendors
and all stakeholders, include gender equality
principles and expectations from stakeholders

o Training and awareness programs for stake-
holders

@ Include gender equality commitments in
contracts with suppliers

ANALYZING 2

Existing policies and procedures:

o Number of supplier/vendor companies run by
women entrepreneurs; their distribution in
different lines of business and overall rate

@ Gender equality policies of existing and poten-
tial suppliers/vendors

Perception and approach:
e Employees and stakeholders

SPECIFYING 5
STAKEHOLDERS

@ Assure the consideration of companies run
by women entrepreneurs in all purchasing
decisions

@ Deepen business relationship with supplier
companies run by women entrepreneurs

@ Give priority to business associates which
espouse the same gender equality as the
corporation

ESTABLISHING
COMMUNICATION PLAN

@ Specify the principles of the relationship with
stakeholders

o Eliminate the representation of gender roles that
cultivate gender discrimination and prejudices in all
communication materials, marketing and advertise-
ment outputs; ensure balanced representation of
women

@ Establish supplier mentorship programs to increase
capacities of women entrepreneurs, share success
stories

@ Develop mechanisms to give a gender equality
perspective to consumers and stakeholders by pre-
paring gender-sensitive communication materials

SETTING GOALS 3

@ Establish policies and set goals to ensure gen-
der equality in the corporations' supply chain

@ Raise awareness of suppliers, vendors and all
stakeholders of gender equality principles

@ Increase the number and ratio of supplier
companies run by women entrepreneurs

EMBRACING 6

@ Determine the Women Entrepreneur Leader in
the corporation; provide them with opportuni-
ties such as credits, contracts and training

ALLOCATING FINANCIAL
RESOURCES

o Training programs
o Communication materials




PROMOTE

EQUALITY THROUGH
COMMUNITY
INITIATIVES AND
ADVOCACY
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SCOPE

It is critically important for the corporation to share

its experiences, successes and knowledge with

the wider public and to assume a pioneering role

in emphasizing the significance of gender equality.
The corporation can play a crucial role in achieving
gender equality and women’s empowerment through
corporate social responsibility projects in fields such
as health, sports, arts, culture and the environment,
as well as through other initiatives such as grant
programs. Through these community initiatives, the
corporation creates opportunities to promote its
activities for gender equality and the empowerment
of women within its network of corporate representa-
tives, suppliers and vendors, business partners, and
public officials and the broader public.

CONCEPTS



PRINCIPLE 6
PROMOTE EQUALITY THROUGH COMMUNITY INITIATIVES AND ADVOCACY

INDICATORS

Corporation commitment document on
gender equality principles

Inventory of gender equality programs
supported by corporation; number of
women and men reached by these
programs; results of programs’ impact
assessments

Extent of relations and cooperation
with nongovernmental organizations
(NGOs) advocating gender equality

Number of employees volunteering on
social projects

AREAS OF
IMPLEMENTATION

CORPORATE PROJECTS

@ Set an example to society by sharing gender
equality and women’s empowerment commit-
ments.

® Consider the impact of projects, existing activities
and new business initiatives in different fields on
women and men; take additional measures to
ensure gender equality, if necessary.

® Support and sponsor NGOs that advocate gender
equality; develop relations and partnerships with
these organizations.

® Conduct or support studies to strengthen the
positive perceptions of women in society; encour-
age and award women leaders; support women'’s
representation in social management and deci-
sion-making mechanisms.

® Enable all employees, especially women, to volun-
teer and contribute to social development projects;
ensure projects focus on child/elder/disabled care
as part of overall gender equality strategies.

® Organize events on important international days
such as International Women’s Day (March 8) and
International Day for the Elimination of Violence
against Women (November 25) to raise awareness;
continue these efforts throughout the year.

® Make all communication materials, including adver-
tisements, a part of efforts to raise awareness on
gender equality.
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AREAS OF
IMPLEMENTATION

@ Invest in social programs that promote women’s
empowerment; develop projects with NGOs oper-
ating in this field.

® Develop relations and projects in cooperation
with other organizations in the same field as the
corporation; conduct social impact assessments to
determine whether these projects accomplish their
objectives.

® Promote women’s contributions to society and
women’s leadership by working with women on
social initiatives.

® Advocate gender equality both as a corporation
and together with partners.

® Work with business partners, suppliers and
vendors, as well as opinion leaders to encourage
women’s economic participation.



PRINCIPLE 6

PROMOTE EQUALITY THROUGH COMMUNITY INITIATIVES AND ADVOCACY

UNDERSTANDING /l

@ Coordination with spokesperson; advocacy;
social projects; cooperation and partnership
with stakeholders; volunteering; grant pro-
grams; sectoral platforms; women leaders
in society

MONITORING AND 4
ASSESSMENT

o Ensure integration of employees into programs
and projects and obtain feedback

@ Redesign plans and programs in light of
feedback

@ Conduct social impact assessments to measure
project goals

@ Mechanisms which will consider the impact
of existing projects/activities and business
initiatives on women and men

ESTABLISHING
IMPLEMENTATION PLAN

@ Invest in social programs to empower women;
develop projects with nongovernmental
organizations working in this field; cooperate
with business partners

@ Work with business partners, suppliers and

opinion leaders to promote women's participa-
tion in the economy

o Raise awareness on gender equality on inter-
national holidays

ANALYZING 2

Existing policies and procedures:

@ Programs and projects run in collaboration
with nongovernmental organizations, public
sector and universities

o Corporate social responsibility projects

® Project partnership/cooperation principles with
stakeholders

Perception and approach:
o Employees and stakeholders

SPECIFYING 5
STAKEHOLDERS

o Work with nongovernmental organizations,
state and universities on gender equality;
cooperate to eliminate discrimination against
women; pave the way for women's develop-
ment

o Work with women in social initiatives by
stressing women's contributions to society and
women's leadership

ESTABLISHING
COMMUNICATION PLAN

@ Work to improve the perception of women in soci-
ety; encourage women leaders; promote women's
representation in decision-making mechanisms

@ Advocate gender equality both as a corporation and
as part of partnerships

SETTING GOALS 3

@ Set an example to society by sharing gender
equality and women’s empowerment commit-
ments

@ Invest in social programs that promote
women’s empowerment; develop projects with
stakeholders acting in this field

@ Specify partnership/cooperation principles

EMBRACING 6

@ Assist women employees who wish to volun-
teer in social development projects

@ Encourage employees to participate in pro-
grams and projects

o Encourage high-level managers to participate
in programs and projects

ALLOCATING FINANCIAL
RESOURCES

@ Programs and projects




MEASURE AND
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PRINCIPLE 7

MEASURE AND PUBLICLY REPORT ON PROGRESS TO ACHIEVE GENDER EQUALITY

SCOPE

Measuring and reporting the goals and identifying
the shortcomings in existing policies and processes
will provide opportunities to define road maps and
popularize effective initiatives. Institutions that gather
data on gender equality can analyze these data and
employ them to make improvements and suggest
strategies and new measures. Appraising progress

through the use of standardized parameters facilitates

the comparison of performance with other corpora-
tions and provides indications of progress to stake-
holders.

Although reporting WEPs actions is not com-
pulsory, this principle stresses the importance of
accountability and transparency. Annual reports on
the corporation’s gender equality policies and plans,
policies to develop gender equality and empower
women publicly on various platforms and the inclu-
sion of gender equality in performance indicators all
fall within the scope of this principle.

CONCEPTS

Measuring, reporting, gender



PRINCIPLE 7
MEASURE AND PUBLICLY REPORT ON PROGRESS TO ACHIEVE GENDER EQUALITY

AREAS OF
INDICATORS IMPLEMENTATION

Research on gender equality for Measuring

internal and external stakeholders @ Compare situation analyses and progress reports
regarding six aforementioned principles; identify

WEPs report progress, regression and layover areas; reflect
these assessments in future plans.

Gender equality data and gender- @ Define criteria to quantify women’s participation in

sensitive statistics in corporate all levels of the corporation.

reports, such as annual reports and ® Add gender indicators to existing reports, such as

sustainability reports the impact of existing policies on women inside
and outside the corporation.

Monitoring, measurement, and @ Establish platforms within the corporation to moni-

assessment platforms and mechanisms tor and analyze performance; discuss the outco-

to sustain gender equality in mes in these platforms.

corporation ® Conduct a stakeholder analysis to define potential

stakeholders.

® Assess the corporation’s gender equality initiatives
in terms of both resource sufficiency and structural
terms.

® Measure the impact of policies and programs on
employees and society on a gender basis.

® Collect feedback from all levels of the corporati-
on to assess managers’ commitment to women’s
empowerment.

® Conduct regular research to evaluate the impact
of corporate policies on employees and to collect
feedback.

® Include gender equality data in annual reports.
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PRINCIPLE 7

AREAS OF
IMPLEMENTATION

® Follow indexes such as the Bloomberg Gender
Financial Services Equality Index,* the Buy Up In-
dex* and Ledbetter’s Gender Equality Index*Vi to
understand the level of the corporation’s commit-
ment to gender equality.

Reporting

® Ensure the regular monitoring and reporting of
indicators through the development of objectives,
indicators and monitoring-evaluation mechanisms.

® Share progress through public reports; receive and
evaluate feedback; share progress with the wider
public.

® Publish gender equality policies and measures
implemented by the corporation.

® Measure progress by using gender-disaggregat-
ed data; report progress to internal and external
stakeholders.

® Demonstrate the corporation’s commitment to gen-
der equality by publishing the outcomes, including
challenges and successes, of joint actions with
stakeholders.

xxv  This index is a measurement tool to determine how corporations treat
their women employees and which policies they develop to promote wom-
en’s employment.

xxvi  This index aims to show which corporations are more committed to
achieving gender equality. Accordingly, customers who analyze the index will
be better able to use their purchasing power to support the cause.

xxvii  Ledbetter is a research group that offers a database on the number
of women leaders in brands and companies with the highest number of cus-
tomers worldwide. The Gender Equality Index, which has been developed
by the group, aims to determine which companies promote gender equality.



PRINCIPLE 7

MEASURE AND PUBLICLY REPORT ON PROGRESS TO ACHIEVE GENDER EQUALITY

UNDERSTANDING /l

® Measuring, reporting, gender-based data,
gender-sensitive data, performance indica-
tors, gender equality objectives

MONITORING AND 4
ASSESSMENT

o Measure the effects of policies and programs
on employees and society on the basis of wom-
en and men

@ Collect feedback from all levels to assess
managers’ commitment to women’s empower-
ment.

ESTABLISHING
IMPLEMENTATION PLAN
@ Share the reports with the wider public

@ Establish joint platforms with the stakeholders and
present the reports

ANALYZING 2

Exisiting policies and procedures:
o Existing reporting policies
@ Existing measurement policies and measures
o Existing criteria

SPECIFYING 5
STAKEHOLDERS

@ Measure progress through gender-based
data; report findings for internal and external
stakeholders

o Demonstrate the corporation's commitment
to gender equality by publishing outcomes of
joint actions with stakeholders, together with
challenges and successes.

o A stakeholder analysis for defining the poten-
tial internal and external stakeholders

ESTABLISHING
COMMUNICATION PLAN

@ Publish gender equality policies and measures
implemented by corporations

@ Define criteria to quantify women's participation at
every level

@ Add gender indicators to existing reports

SETTING GOALS 3

@ Ensure the regular monitoring and reporting of
the indicators by developing objectives, indica-
tors and monitoring-evaluation mechanisms

@ Share progress through public reporting;
collect and evaluate feedback; share progress
with the wider public

o Conduct regular research to measure the effect
of the corporation's policies on employees
while collecting feedback

o Include gender equality data in annual reports

EMBRACING 6

@ Establish platforms within the corporation that
will monitor and analyze performance; discuss
the outcomes in these platforms

ALLOCATING FINANCIAL
RESOURCES

® Research

@ Monitoring-evaluation work

@ Reporting and analysis




EXAMPLES OF MEASURES FROM
COMPANIES IN TURKEY

Every step taken toward women’s empowerment

is very valuable. This section presents examples of
programs, projects and activities conducted by some
of the WEPs signatories to provide companies with
concrete steps on the application areas of WEPs to
inspire other companies and encourage them to add
new activities. The selected examples are just a sam-
ple of activities from WEPs signatories. The Working
Group requested that all signatory companies share
examples of practices they have implemented in

the context of the WEPs, before or after signing.

The Study Group subsequently reviewed the shared
samples, including selected WEPs applications in
this document. While this compilation did not include
many SMEs, the examples in this section are ad-
dressed to all companies, regardless of size. These
examples demonstrate that the principles have
made a very positive contribution to the acceleration
of the work toward gender equality and women'’s
empowerment.
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Aras Cargo provides training for the personal devel-
opment of both white-collar and blue-collar work-
ers and their families at the Aras Academy Family
School. Training seminars are designed in accor-
dance with surveys and include subjects such as
domestic violence, adolescent psychology, commu-
nication among family members and personal hap-
piness. Employees and their families receive training
at 26 contracted universities around Turkey, with
participants receiving transportation to the training
location and childcare facilities. Aras conducted nine
training sessions in 2015, drawing a total of 997
adults and 260 children. From the foundation of the
Aras Academy Family School until the end of 2015,
more than 4,000 individuals participated in seminars
organized in 15 cities.

The b-fit brand has been selling franchises exclusive-
ly to women to support women’s entrepreneurship
and employment. Even without previous sports
training or experience, women interested in launch-
ing b-fit centers receive support for purchasing,
corporate communication, quality control, franchis-
ing, information processing, internet, education and
marketing during the launch period and subsequent-
ly. Providing 260,000 women in 52 cities in Turkey
with more than 200 centers, b-fit has given more
than 250 women the opportunity to become entre-
preneurs while providing employment opportunities
for an additional 500 women.
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Borusan Holding aims to promote diversity in every
field and inculcate an inclusive culture through its
Borusan Social Equality Platform known as Equal
Borusan. The platform encourages women working
for Borusan while raising awareness about gender
equality and inspiring people to share good exam-
ples and experiences. In addition, it aims to increase
the number of women working in management and
production.

Borusan enables more girls to look forward to
a more equitable future by allocating an important
portion of its investments for women’s empowerment
toward the daughters of blue-collar workers. Borusan
has duly come to the fore with its “Let’s Code Girls”
project amid the push for education in coding around
the world, including the United States and European
countries. Within the scope of the project, Borusan
aims to encourage the girls to become the leaders of
the future with the attributes of strength, self-confi-
dence and quick and analytical thinking. The project
also seeks to achieve international success in fields
where scientific, technological, engineering and math-
ematical abilities are prized. As part of the project, the
daughters of blue-collar workers in Gemlik, Halkal
and Sefakdy have all received education in coding.

With two microfinance branches in Gemlik
and Afyonkarahisar, Borusan has provided 3 million
Turkish Liras in loans to more than 1,300 women
working in different fields of operations from bakeries
to hairdressers, and from food to hand-made product
manufacturing.

Borusan aims to increase women’s participa-
tion levels in the industry through its “My Mother’s
Job is My Future” project in collaboration with the
Family and Social Policies and Science, Industry and
Technology Ministries. Focusing on the problems of
women’s low employment rates in the industry of just
15.2%, the project aims to provide daycare services
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for children, thus providing women the opportunity to
join the labor force. The project provides education
that will aid children, who otherwise would not be
able to benefit from preschool care and other edu-
cation services, to develop mentally and physically.
Within the scope of the project, daily childcare facil-
ities known as “Borusan Joy Factories” for children
aged O to 6 will be opened in 10 organized industrial
zones in 10 cities. One kindergarten and one nurs-
ery have each been established so far in Adiyaman,
Afyonkarahisar and Balikesir, while a kindergarten will
soon be opened in Malatya as well.
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The Boyner Group measures and reports the de-
velopment of gender equality in the workplace in
accordance with the principles that they have agreed
to implement. In 2015, 46% of employees, 41% of
managers, 47% of promoted employees and 42% of
employees participating in training and development
programs were women. The Boyner Group shares

its work with the public every year through its annual
and sustainability reports that internalized the WEPs.
In addition, the Boyner Group has seen its work
evaluated by independent institutions and has been
awarded the Equal Opportunity Certificate, > a joint
program with the Women Entrepreneurs Association
of Turkey (KAGIDER) and the World Bank; CEO Cem
Boyner has also been honored with the United Na-
tions WEPs Leadership Award.

In a joint initiative with the International Finance
Corporation called the Good for Business Program,
the Boyner Group aimed to improve the corporate
capacities of Boyner Group suppliers with women en-
trepreneurs and company owners. In 2015, 23 women
entrepreneurs and company owners from 20 com-
panies joined the program. The 12-week program in-
cluded training on leadership, communication, human
resources management, marketing, strategic plan-
ning, finance, cash flow and investment. In addition,
inspiring speakers from Arya Women Investment, b-fit,
the Boston Consultant Group, ILO, We Connect and
KAGIDER gave addresses on the market, leadership,

xxviii  The Equal Opportunity Model (FEM) was developed by the Women
Entrepreneurs Association of Turkey (KAGIDER) under the technical assis-
tance of the World Bank to create equal opportunity in the workforce. Fol-
lowing their evaluation by an independent compliance partner on the basis
of recruitment, in-company training, career planning and development, the
companies that adopted the model were awarded with the Equal Opportu-
nity Certificate. The companies that have received the FEM certificate so far
are as follows: Akbank, Anadolu Efes, Bosch, Boyner Holding, Coca-Cola,
Cola-Cola igecek, Eczacibasi, Garanti, IBM, iDO, Liv Hospital, Novartis, Sa-
nofi, Siemens, Turkcell and Vodafone. (Source: KAGIDER 2013-2015 Faaliyet
Raporu)

making new clients and decent work, while meetings
were also conducted with Garanti Bank, Turkish Econ-
omy Bank (TEB) and Sekerbank, all of which have
Women’s Banking Programs. Furthermore, networking
sessions were held with managers purchasing ready-
to-wear clothing at H&M, Li&FUNG and the Boyner
Group. At the same time, a Women Vendors Fair was
also organized. The program was highlighted as a
successful example at the 2016 WEPs Annual Event,
“Action Plans for Impact: Setting Goals, Targets and
Measurements.”
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Since 2013, the Eczacibasi Group has been training
white- and blue-collar employees in gender equal-
ity. Following inquiries within the context of the
KAGIDER Equal Opportunity Model Certificate , the
Eczacibasi Group has been aiming to provide all its
employees gender equality training in collabora-
tion with the Argiiden Governance Academy, which
operates under the aegis of the Bogazici University
Foundation (BUVAK).

In the first quarter of every year, the Eczacibasi
Group gives Equal Opportunity Champion Awards
to the three companies that employ the highest
number of women compared to the previous year.
The goals set for these awards appear in compa-
ny records and affect the premiums of the general
manager and other employees. Given to full-time,
white-collar employees, these awards are useful in
measuring and monitoring the Eczacibasi Group’s
performance indicators.
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As a result of its emphasis on gender equality and
women’s empowerment, Garanti Bank became

one of the first companies to implement the Equal
Opportunity Model (FEM), obtaining certification in
2012. The remuneration system within Garanti Bank
depends solely on seniority and performance and is
completely gender-neutral. To support the empower-
ment of women employees and increase the rate of
women in senior management, there is an obliga-
tion to nominate at least one woman employee for
promotion.

Garanti Bank has been running its Women En-
trepreneurs Support Program since 2006 to contrib-
ute to Turkey’s social and economic development.

In the program, women entrepreneurs are given fi-
nancial and educational support, and various events
are organized to encourage women'’s professional
development. So far, the program has provided TRY
3.2 billion in loans and given mini-MBA certificates
to more than 1,000 women entrepreneurs. More
than 6,000 women participated in Women Entrepre-
neurs Meetings organized in 31 cities. Furthermore,
by becoming a member of WeConnect International,
a global network for women entrepreneurs in the
supply chain, Garanti Bank aims to train, support and
strengthen women entrepreneurs in their customer
portfolio and include them in the supply chain.

In 2015, Garanti Bank established the Commit-
tee on Women to expand intra-bank activities that
will support women'’s social and economic empow-
erment. The committee is composed of sub-groups
of women employees from different units. The
sub-groups discuss ways to support women employ-
ees, women customers and other women in society
across various subjects, including human resources
issues, such as post-pregnancy periods, and social
issues, such as financial literacy. Feedback on com-
mittee activities plays an important role in the design
of the projects.
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With the Mother-Father-Child (MFC) Academy,
Garanti Bank gives training on child development to
support its employees who become parents. Employ-
ees may participate in extensive six-week training
programs organized by Garanti Bank’s training unit,
focusing on O- to 6-year-old and 6- to 12-year-olds.
Parents are trained in various subjects, including
child development, sleep and eating disorders, ado-
lescence and exam stress.

Garanti Bank collects data for its gender equal-
ity goal and shares these data with the public in its
sustainability report. By December 2015, the share
of women employees was 57% while the share of
women employees working in senior and middle-lev-
el management positions was 41% — an indication
that women have reached men in terms of seniority.
Garanti Bank also records the data of employment
type, employment contract, new hires, and resigna-
tions by gender. The number of women employees
who returned to work after maternity leave, the
number of whom were still employed 12 months
after their return to work, and the number of days of
leave for employees who returned to work are also
monitored and publicly disclosed by Garanti Bank.

In addition, Garanti Bank has published a
Domestic Violence Approach document within the
context of its Business against Domestic Violence
project with the aim of providing support on psycho-
logical and legal matters for women employees by
launching a separate domestic violence hotline.

With its “No! Domestic Violence” campaign, the
daily newspaper Hiirriyet aims to raise awareness on
domestic violence and provide support for victims

of violence in Turkey. As part of the campaign, the
Domestic Violence Hotline, Turkey’s first and only
call center on violence that works around the clock,
was established in 2007 and has received nearly
50,000 calls since its inception. Hiirriyet encour-
aged its employees to participate in the campaign
and become advocates by organizing in-company
training seminars, meetings and activities on the
subject; making announcements about the hotline to
all employees; and making the fight against domes-
tic violence a human resources policy. Hiirriyet later
transferred control of the hotline to the Federation
of Women'’s Associations of Turkey but continues to
support the program.
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Kog¢ Holding collects data by gender in nearly 100
categories from its 46 companies, sharing some of
the data with the public in its annual sustainability
report. In 2014, 24% of all employees, 33% of mid-
dle-level managers, and 10% of senior managers in
the Ko¢ Group were women. The rate of employment
training received by women employees was 38%.

Ko¢ Group companies set “l Support Gen-
der Equality” as the 2015-2017 theme for “For My
Country,” an umbrella project aiming to expand the
understanding of its employees, vendors, and suppli-
ers of social responsibility. The project, whose theme
changes every two or three years, aims to develop a
participatory attitude regarding social problems and
raise living standards by supporting local develop-
ment. Ko¢ Holding draws attention to the fact that
gender inequality continues to exist in access to ed-
ucation, health services and economic opportunities
all over the world and that gender equality would be
highly beneficial for all societies. Acting according
to this belief under the motto of “Gender Equality”
for the 2015-2017 phase of its project, Ko¢ Holding
aims to increase public awareness about the causes
and effects of gender inequality and become a role
model by developing a more holistic and egalitarian
approach in work and social life.

Ko¢ Holding prepared a guideline, the Ko¢
Group Equality Norms and Implementation Princi-
ples, that sets the strategic background and includes
supporting implementation principles for gender
equality at all group companies. To ensure the
principles respond to the needs of the group’s com-
panies operating in different sectors and regions,
Kog¢ Holding established a coordination committee
consisting of the human resources directors of group
companies to prepare the principles. The committee
ensured employee participation by forming sub-
groups consisting of employees with various jobs
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that ranged from recruitment specialists to crane
operators. Sub-groups shared feedback with the HR
directors regarding the content of the guide. Draft
principles were formed by more than 50 employees,
and, in the final stage, the principles were deter-
mined in a workshop with representatives from all
sub-groups. The CEO delivered the resulting prin-
ciples and implementation indicators to all group
employees. A committee consisting of employees in
every company is monitoring the process.

Ko¢ Holding organizes gender training for its
vendors in all 81 of Turkey’s provinces. In addition, it
positions voluntary vendors in cities as opinion lead-
ers in gender equality, and, by encouraging them
to run projects on such local issues, actively con-
tributes to local efforts on women’s empowerment.
Voluntary vendors also expand awareness seminars
to a wide range of institutions from chambers of
industry and trade to universities.
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The Suteks Group’s Ethical Committee supports
the fight against violence against women in the
workplace while also specifying ethical norms and
working principles. If an employee becomes a victim
of violence, the employee can notify the committee
directly via the company’s Human Resources Depart-
ment to request assistance. In this entirely confi-
dential process, the victim can receive legal, psy-
chological and financial support from the company
through the committee. So far, the Suteks Group has
resolved five cases with the help of the committee.
To further women’s empowerment, The Suteks
Group supports women entrepreneurs in several
ways. The company’s management provides men-
torship, access to individual networks and financial
support to women entrepreneurs who leave the
company to found their own businesses. The Suteks
Group also gives priority to firms that are run by
women entrepreneurs when all supplier candidates
are otherwise equal.

Turkcell initiated a Women Empowerment Economy
program in collaboration with the Family and Social
Policies Ministry and the Turkish Foundation for
Waste Reduction in September 2012. As part of this
program, more than 70,000 women entrepreneurs
from 69 cities were provided with microcredit to
participate in the economy and promote financial
independence. With more than TRY 1 million in credit
support, the lives of 300,000 women entrepreneurs
and their families have been positively affected.
Within the scope of the program, which provides
funding, marketing, training and infrastructure sup-
port, face-to-face training seminars were held in 11
cities, drawing more than 1,000 women. Following
this training, the products of women entrepreneurs
receiving financial support were put on the market
and brought to wider audiences via the popular
e-commerce website, n11.com, on Turkcell’s Handi-
craft virtual store.
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Unilever Turkey aims to create an inclusive culture
where gender equity is present throughout the
company through measures that include ensuring
that the representation and development of women
at different levels is sustainable. With this aim, the
company has staged diversity awareness workshops
that were attended by Unilever Turkey’s Board of
Directors. These workshops were conducted accord-
ing to the themes of women’s employment, gender
mainstreaming, female-male balance at the work-
place and potential obstacles hindering women em-
ployees’ vertical mobility in their careers, resulting in
the formation of the “5-Stage Sustainability Model.”
The principles of the model include setting goals
regarding diversity, recording and measuring them;
creating and supporting agile working conditions;
raising awareness of diversity and inclusion at every
level of the organization; initiating a planned mentor-
ship program for future leaders; and offering support
to employees on certain issues, such as parenting or
the work-private life balance.

Unilever Turkey aims to increase the share
of women’s representation in senior management
and make women'’s representation sustainable. At
the same time, it hopes to improve it by creating a
supportive working environment and culture that
enables women to attain their maximum potential.
While the ratio of women manager candidates at
the entry level was 60%, there were far fewer at the
manager, director and vice president levels before
the diversity and inclusion agenda began being im-
plemented. By the end of 2015, Unilever Turkey set a
target to fill 48.8% of its spots in senior management
with women. In 2010, the percentage of women in
senior management was 39%, but Unilever Turkey
reached the target of 48% by the end of 2014. The
share of women employees at the director level also
rose to 54% at the end of 2014, up from 48% at the
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end of 2012. Also, Unilever Turkey decided to mon-
itor the shares based on functions and, since 2013,
the company has appointed six women directors to
the supply chain department, generally known for
low representation rates of women, thus increasing
the share of women directors from 33.3% to 50%.

With the aim of developing a supportive work-
ing environment and culture to enable all employees
to reach their maximum potential, Unilever Turkey
began to implement agile working arrangements in
2013 under the slogan “Work is not a place, but an
activity.” According to agile working arrangements,
all employees are permitted to work anywhere and
anytime as long as they fulfill their responsibilities;
agile working arrangements also include career
breaks, part-time work, workload sharing and day-
light saving time. Every employee with at least five
years of experience can request a career break. De-
signed to minimally affect employees by continuing
insurance payments and continuing to provide car,
phone and private health insurance rights, the model
applies to all employees, 13 of whom are women,
from the entry level to the vice-presidency level. The
company continues to work on part-time work and
workload sharing arrangements. During daylight
savings, employees work part-time on Fridays from
June to September.

Unilever Turkey has specified the share of
women in senior management, gender equality in
recruitment and promotion and the female-male
ratio of employees who have voluntarily resigned
as key performance indicators. Three basic perfor-
mance indicators within the scope of diversity goals
have been specified: the first is the share of women
in senior management in Turkey, the second is the
observation of gender balance in recruitment and
promotion, and the third is the analysis of those
who quit their jobs voluntarily. These indicators are
monitored and analyzed monthly and presented
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to both Unilever Turkey’s Board of Directors and
Human Resources Department. The Konya Ice-cream
Factory, which was established in 2013, is a wom-
en-friendly factory within the scope of supply chain
model practices. Thanks to this pilot scheme, the
number of women employees in the factory reached
46%. In addition, with the Unilever Responsible
Sourcing Audit (URSA), which was established within
Unilever’s responsible sourcing principle, Unilever
directs and motivates its suppliers to implement

the best applications in the fields such as employ-
ee rights, health and job security, individual rights,
protection of the environment, honesty in working
life and protection of land tenures. Unilever Turkey
controls and inspects its suppliers in terms of key is-
sues such as rights for pregnant employees, working
hours, wage conditions, health and security condi-
tions, harassment and malpractice applications and
discrimination toward women’s empowerment within
the standards of URSA.
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Considering women'’s participation in the workforce
and equality of opportunities as key pillars of its
corporate culture respecting diversity and inclusion,
Vodafone Turkey operates its Women First program
to address the communication needs of women and
promote their equal participation in the economy
and access to entrepreneurial resources. The com-
pany’s Women First approach is internally translated
into a participative management mindset allowing
female and male employees to enjoy equal benefits.
So far, more than 700,000 women have
benefitted from Vodafone Women First, an unprece-
dented program bringing together a wide variety of

products, projects and services designed for women.

At the same time, the Women First in Entrepreneur-
ship program, which was launched in April 2015

in partnership with the Turkish Education Ministry
and the Turkish Informatics Foundation to promote
women’s entrepreneurship capabilities through a
number of training programs, offers an easy way to
market women’s hand-made products through the
use of mobile communication and internet technol-
ogies at oncekadin.gov.tr. The project aims to reach
a target audience of 20,000 women in 20 cities. The
“First6Years” application, developed in partnership
with Mother & Child Education Foundation (ACEV),
has been downloaded 200,000 times so far while
more than 163,000 Vodafone subscribers use the
information services. The company’s “Easy Rescue”
application, which is designed to provide emergen-
cy assistance to women facing violence, has been
downloaded more than 300,000 times since it was
launched in March 2014 — revealing how women can
benefit greatly from the power of mobile technolo-
gies in the process. The application allows women to
easily contact law enforcement authorities or people
they know when they are at risk of violence.
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In 2012, Vodafone Turkey created a Head of Di-
versity position as part of its effort to promote equal
opportunities in social and economic life in line with
the company’s Diversity and Inclusion (D&l) vision
while also creating a Diversity and Inclusion Commit-
tee to inculcate D&l in the organizational culture of
all business units.

Adopting a participative management mindset
enabling access to equal opportunities for female
and male employees, Vodafone Turkey is committed
to tracking women’s representation at all organiza-
tion levels, setting concrete and measurable targets
while maintaining a ratio of women’s employees that
exceeds the market average. A key performance
indicator for the recruitment process is ensuring 50-
50 equality when hiring female and male candidates
with equal competencies and qualifications applying
for the same job opening. Additionally, the “Plus1”
initiative encourages the recruitment of women suc-
cessors for vacant senior and middle management
roles in order to promote women’s presence at a
managerial level. Moreover, women managers at the
middle and senior levels are provided with a variety
of learning and mentoring programs to support their
professional and personal development, while Diver-
sity and Inclusion training is provided to promote a
culture of gender equality across the company.

Childcare advice and family counselling and
medical advice services are available as part of
LEAP, an employee support program launched to
support Vodafone Turkey employees in all stages of
their lives.

Thanks to the programs promoting Diversi-
ty and Inclusion, 42% of Vodafone Turkey current
employees are women, which is almost twice as
high as the telecommunications industry average
of 23.2%. The ratio of women in middle and senior
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roles is 30%, while the company also devotes effort
to ensuring gender equality in its wider ecosystem.
In addition to 15 Women-First Stores managed and
staffed only by women, 44% of 8,000 people em-
ployed in 1,300 Vodafone Shops across Turkey are
women.

All these efforts and initiatives undertaken by
Vodafone Turkey were recognized with an Equal
Opportunities Model Certificate as well as a Special
Diversity Award granted by the Great Place to Work
Institute in 2014.

Finally, the Vodafone Group has also been
using the power of communication technologies to
support the HeForShe solidarity movement calling
on everyone to take action and become an advocate
of gender equality. The company is also one of 10
companies in the movement’s “Impact 10x10x10”
program.

According to the Labor and Social Security Minis-
try’s “Regulation on Conditions of Work of Pregnant
Women and Women Who Breastfeed at Work or at

a Nursery,” which came into effect in 2004, com-
panies with over 150 women workers are required
to establish a daycare center. Yesim Textile has
gone beyond this requirement and presented Yesim
Kindergarten as a service to increase work effi-
ciency and advance women’s employment. Yesim
Kindergarten provides care and education services
for children ages O to 6 for its 1,700 blue-collar and
600 white-collar employees. Some 250 children of
both women and men employees benefit from Yesim
Kindergarten. Opened in 1988, the kindergarten has
been expanding in terms of physical infrastructure
and services over the years. The kindergarten used
to be open between 8:30 and 18:30, but, after a shift
system was introduced, it started to serve six days

a week between 7:00 and 23:00. The kindergarten
was moved to a 3,000-square-meter area in 1998,
and, in 2007, a playground area was added upon
parents’ request. In collaboration with NGOs such as
the Mother Child Education Foundation (ACEV) and
The Turkish Foundation for Combating Soil Erosion,
for Reforestation and the Protection of Natural Hab-
itats (TEMA), Yesim Kindergarten has supported the
training of teachers and parents since 2007. In 2010,
it started conducting surveys to collect feedback
from employee parents and providing chess, drama,
folk dance and English courses. The company’s kin-
dergarten services have been proven to raise work
efficiency and loyalty to companies in the textile
sector, a majority of whose workers are women.
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BASIC CONCEPTS

Affirmative/Positive discrimination/

Affirmative action*'/Reverse

Discrimination??/ Preferential treatment
Positive discrimination includes the policies, strat-
egies, methods and practices favoring members
of disadvantaged groups in society. In addition to
women, the disabled, religious, racial and ethnic
minorities can also benefit from positive discrim-
ination. Positive discrimination practices include
favoring groups suffering from discrimination
in work and educational life.** Positive discrim-
ination is considered a temporary solution or
measure that will cease being a necessity when
the negative discrimination causing inequality in
opportunity ends. In that sense, positive discrim-
ination aims to eliminate the suffering caused by
discrimination, which is the real target.

Direct (pure) vs. Indirect

discrimination:*
Direct discrimination is defined as treating some-
one less favorably than another person in legal,
political or other terms because of a projected
characteristic they possess. In the ILO’s Con-
vention concerning Discrimination in Respect of
Employment and Occupation, these characteris-
tics are listed as race, color, sex, religion, political
opinion, national extraction or social origin and
disability.*®
Indirect discrimination refers to seemingly ob-
jective practices which, in fact, systematically
disadvantage certain groups. Places that can only
be accessed by stairs are an example of indirect
discrimination; although a lack of proper facili-
ties is not tantamount to a direct ban on people
with disabilities, it restricts them from accessing
certain buildings and areas. Thus, these two kinds
of discrimination must be handled together in
overcoming discrimination.
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Women’s employment rate?®

The ratio of employed women to working-age
women population.#’

Gender-based discrimination®®/Built-in
gender bias?®®

Such discrimination includes prejudices or
discrimination resulting from acts targeting
one’s gender, such as sexual harassment, sexual
exploitation, mobbing, discrimination, violence,
bullying, domestic violence and dating violence.
Ultimately, it includes any action that is the result
of unfavorable or prejudicial views attributed to
a person a result of his or her gender.®° In some
cases, if the person commits these acts unin-
tentionally, they are considered as unconscious
prejudices.

Gender blind®

The concept is used to define the failure of
projects, policies and ideologies to recognize
that gender is an essential determinant in social,
economic and political life. Ignoring gender is not
ignoring just a part of the subject, but ignoring an
essential part.5?

Sex-disaggregated/Gender-specific
statistics/data

This concept refers to data collected separately
for women and men and allows for the measure-
ment of differences between women and men. It
enables the analysis, monitoring and assessment
of data regarding the social position of women
and men, the different roles ascribed to them and
the disadvantages women suffer because of these
roles.®®



Gender disparity®*

Gender disparity is the purely descriptive obser-
vation of different outcomes between men and
women. “Discrimination, biological differences,
individual and societal beliefs and attitudes about
appropriate gender-specific roles, and the choices
of individuals and households based on all these
factors all play a role in determining gender dis-
parities.”®®

Gender mainstreaming®®

“Gender mainstreaming is a worldwide acknowl-
edged strategy in the promotion of gender
equality.” “Mainstreaming requires making gender
perspective and importance of gender equality

an integral part of policy design, research, legal
defense/dialogue, regulations, resource allo-
cation, planning and developing programs and
projects.”®’

Gender equality/parity

The United Nations’ Millennium Development
Goals aimed to eliminate gender disparity in
primary and secondary education by 2005 and
reach gender equality in all levels of education by
2015. While achieving “gender parity” entails the
equal participation of girls and boys in all forms
of education based on their proportion in the
relevant age groups in the population, “gender
equality” is defined as ensuring educational
equality between boys and girls.%®

Gender sensitive vs. Gender responsive
The term “gender sensitive” means “taking into
account the impact of policies, projects and pro-
grams on men, women, boys and girls and trying
to mitigate the negative consequences thereof.”*°
“Gender responsive” includes not only measures,
but also policies, projects and programs that aim
to eliminate negativities. This term is often used
in macroeconomic contexts and with regard to

policies and policy design, especially in budgetary

debates.

Gender stereotypes®®

Gender stereotypes refer to the socially construct-

ed meanings based on the characteristics and
roles attributed to a person’s sex.®'

Invisible labor of women/unpaid care
and domestic labor®?

The invisible labor of women refers to unpaid care

and domestic labor, often performed on the basis
of gender norms and gender relations which
“naturalize” women’s role in unpaid labor. Be-
cause it is not paid and because the work done is

not considered part of the “economy,” it is termed

“invisible labor.”¢3
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BASIC CONCEPTS

Labor market participation/labor force Patriarchal/Male-dominant system/
participation®® society/structure
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While the labor force participation rate is defined
as “the ratio of the labor force to the working age
population,” the women'’s labor force participation
rate is the ratio of women in the labor force to
the population of working-age women. The labor
force is the working-age population that supplies
labor for the production of economic goods and
services within the reference period, while the
labor force is also the sum of the employed and
unemployed.”®® Labor force participation falls

into three categories: Outside the labor force
(working hour = 0), part-time labor (working fewer
than 35 hours a week), and full-time labor (more
than 35 hours a week). Working women usually
fall into the part-time labor category. There are
three characteristics of women’s involvement

in the labor market: First, a skills gap emerges
between educated and non-educated women.
Second, the family gap or maternity pay penal-

ty draws attention to the correlation between
women having children and having a low income.
Finally, part-time jobs are considered a “stepping
stone” for women to full-time work, but discrimi-
nation against women in recruitment prolongs the
transition period and, in some cases, hinders its
completion.®®

WOMEN’S EMPOWERMENT PRINCIPLES IMPLEMENTATION GUIDE

The system in which men are given predominance
in society, and the power to control women’s
productivity both domestically and in public life, is
called the patriarchal system.®”

Sex — sexual identity — sexual
orientation
Sex is the biological identity of a person as male
or female. Sexual identity is how a person thinks
of and defines himself or herself as a man or
woman. Sexual orientation refers to being hetero-
sexual or LGBTI.%8
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SELF-ASSESSMENT

HOW TO UTILIZE THE SELF-
ASSESSMENT QUESTIONS

This Self-Assessment Form was prepared by the
UN Women Serbia Program Office. The self-as-
sessment section of the guide aims to assist a cor-
poration in determining its level in the implemen-
tation of the WEPs. Self-assessment questions can
be answered individually or collectively by senior
and mid-level managers who are well-informed
and experienced in corporate culture, procedures
and practices and who are from different depart-
ments.

Before answering the questions, consider
the following:
® Sparing time to complete the self-assessment,
® Including women in the process,
® Including the views of the related stakehold-

ers in your workplace in the process
will increase the benefit of the self-assessment for
your company.

Fully answering the questions may take
time, but displaying a realistic attitude and being
inclusive by integrating different views in the an-
swers is important for deepening the discussions
within the company and contributing to the firm’s
action plan.



PRINCIPLE 1: ESTABLISH HIGH-LEVEL CORPORATE LEADERSHIP FOR
GENDER EQUALITY

11 Members of your leadership team agree on the need to strive to ensure gender equality within
the corporation. (A legal contract is not a must)

0 Yes O No O | don’t know

@ If your answer is “Yes,” then what has been done so far in this regard? For example, have you devel-
oped any policies or conducted any activities to foster gender equality?

O Yes O No O 1 don’t know

@ If your answer is “No,” do you think it would be useful for the leadership team to come to an agree-
ment on the issue? If so, what steps must be taken first?

1.2 There are specific aims and targets on gender equality in your strategic plan (and/or business
plan, CSR plan, vision or mission, corporate profile).

O Yes O No O 1 don’t know

@ If your answer is “Yes,” can you list some of these aims and targets? In which documents can they be
found?

@ If your answer is “No,” why? Is it because it is not a priority for the management? Does anyone in
management embrace the issue? What can you do to change this point of view?

1.3 Does your corporation have “gender profile” data (i.e., the numbers of female and male employ-
ees, and the ratio of women in management to men)?

O Yes O No O 1 don’t know

® If your answer is “Yes,” please explain the implications of the “gender profile.”

® If your answer is “No,” would such data be useful for your corporation? Why?
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PRINCIPLE 1: ESTABLISH HIGH-LEVEL CORPORATE LEADERSHIP FOR
GENDER EQUALITY

1.4 Are increasing the number of women employees, retaining the existing number of women or
promoting more women constant issues on the corporation’s agenda?

O Yes O No 0| don’t know

@ If your answer is “Yes,” who puts these issues onto the agenda?

@ If your answer is “No,” would it be useful for your corporation to put such issues onto the agenda?
Are there any obstacles hindering the gender equality issue from coming to the agenda?

1.5 Do you believe your corporate culture is egalitarian and inclusive?

O Yes O No O 1 don’t know

@ If your answer is “Yes,” how and through which factors?

@ If your answer is “No,” why? How might you improve it?

1.6 Does corporate management consider gender equality a criterion in performance evaluations?

O Yes O No O 1 don’t know

@ If your answer is “Yes,” how and through which factors?

@ If your answer is “No,” why? How might you improve it?




PRINCIPLE 2: TREAT ALL WOMEN AND MEN FAIRLY AT WORK — RESPECT
AND SUPPORT HUMAN RIGHTS AND NON-DISCRIMINATION

21 Does your corporation implement an equal opportunity policy?

O Yes O No O 1 don’t know

@ If your answer is “Yes,” do you think this policy is successfully implemented within the corporation?
Does this policy consider women and men separately and state that the corporation is committed to
human rights and that there is no gender discrimination and verbal and physical abuse in the work-
place?

@ If your answer is “No,” does the corporation have high standards in gender equality regardless? If
not, why?

2.2 Do you receive regular feedback on your employees’ job satisfaction?
O Yes O No Ol don’t know

® If your answer is “Yes,” how do you do that? What do you learn from the feedback on the experienc-
es of female and male employees?

@ If your answer is “No,” would it be useful to receive such feedback? If you decide to do so, which
mechanism would your corporation use?

2.3 Do you have evidence on women having different experiences than men in the workplace?

O Yes O No O 1 don’t know

@ If your answer is “Yes,” what is this evidence and what does it tell about differences?

® If your answer is “No,” would it be useful to gather data from women and men about any differences?
If so, what kind of questions would you ask to gather data?
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PRINCIPLE 2: TREAT ALL WOMEN AND MEN FAIRLY AT WORK — RESPECT
AND SUPPORT HUMAN RIGHTS AND NON-DISCRIMINATION

2.4 Are the wage policies set according to clear and non-discriminatory criteria? Does the corpora-
tion adhere to the principle of equal pay for equal work?

O Yes O No O don’t know

@ If your answer is “Yes,” which data do you collect to see if these criteria and principles are in place?

@ If your answer is “No,” would these criteria and principle be useful to your corporation? What would
you need to improve them?

2.5 Do you attach your Equal Opportunity/Gender Equality declaration to job advertisements?
O Yes O No O don’t know

@ If your answer is “Yes,” why? What are the main points you put forward in job advertisements in terms
of equal opportunity/gender equality?

@ If your answer is “No,” would it be useful to attach such a declaration? Why?

2.6 Do you sometimes target women or men particularly in job advertisements?
O Yes O No O | don’t know

@ If your answer is “Yes,” please explain why and when this occurs.

@ If your answer is “No,” would it be useful for your corporation to target women in job advertisements?
Why?




PRINCIPLE 2: TREAT ALL WOMEN AND MEN FAIRLY AT WORK — RESPECT
AND SUPPORT HUMAN RIGHTS AND NON-DISCRIMINATION

2.7 Is there a just, clear and planned process guaranteeing equal opportunity for women and men in career
development?

O Yes O No O 1 don’t know

@ If your answer is “Yes,” does this process make a difference in the number of promoted women and men in the
corporation?

® If your answer is “No,” would it be useful to have a planned process? How would you design this process?

2.8 Are there any arrangements on flexible working hours for employees within the corporation? Flexible
working arrangements could include starting/ending time, part-time work, a compressed work week (such as
4 days a week) and a transition to retirement policy (reducing working hours for those who will soon qualify
for a pension).

O Yes O No O 1 don’t know

@ If your answer is “Yes,” please list flexible working options. What kinds of feedback have you received about
the success of these policies?

® If your answer is “No,” would your corporation consider implementing one (or some) of these options? Why?
Are there any obstacles you need to eliminate to include some (or all) of the flexible working arrangements in
your corporation? If so, what are these?

2.9 Do you encourage your women employees to take maternity leave and your male employees to take
paternity leave?

O Yes O No O 1 don’t know

@ If your answer is “Yes,” do you examine the data on women’s/men’s use of these leaves?

@ If your answer is “No,” would your corporation consider bringing the question of parental leave to the agenda?
Are there any obstacles you need to eliminate to include this approach in your corporation? If so, what are these?
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PRINCIPLE 3: ENSURE THE HEALTH, SAFETY AND WELL-BEING OF ALL
FEMALE AND MALE WORKERS

3.1 Does your corporation have the necessary health and safety policies to protect all employees
and maintain the working environment (including zero tolerance on sexual harassment, solutions
to the problems of individuals who are mobbing targets and safety instructions on the use of work
machines)?

O Yes O No O 1 don’t know

@ If your answer is “Yes,” which of these (or other health and safety policies) are present in your corpo-
ration? Can you learn if your employees, especially women, approve of these policies?

@ If your answer is “No,” would it be useful to implement such policies within the corporation? If so, how
could these policies be developed?

3.2 If health and safety policies are in force, which indicators do you use to measure their effect
on female and male employees? (For example, if you have the means to measure the sick leaves of
women and men separately and you observe that such leaves are concentrated in certain depart-
ments, then do you compare the mobbing and harassment complaints in these departments with
the data regarding sick leaves?)

O Yes O No O | don’t know
@ If your answer is “Yes,” are these indicators valid for all existing health and safety policies? Or only

valid for some of them? Which ones are these? Do you have any information on women’s and men’s
perception of these policies in terms of cost, benefit, acceptance and feasibility?

@ If your answer is “No,” would it be useful for the corporation to be informed of certain indicators to
measure the effects of health and safety policies on women and men? Why?

WOMEN’S EMPOWERMENT PRINCIPLES IMPLEMENTATION GUIDE



PRINCIPLE 3: ENSURE THE HEALTH, SAFETY AND WELL-BEING OF ALL
FEMALE AND MALE WORKERS

3.3 Is there a zero-tolerance policy on all types of violence in the workplace, and are all the employ-
ees informed about this policy?

0 Yes O No O | don’t know

® If your answer is “Yes,” how do you receive feedback on the effectiveness of this policy?

® If your answer is “No,” would it be useful for your corporation to have a zero-tolerance policy? How
would your corporation monitor adherence to the policy?

3.4 Do you consult employees about safety needs in the workplace? Do you guarantee your em-
ployees’ safety when they are working somewhere else in the name of the corporation?

O Yes O No O 1 don’t know

@ If your answer is “Yes,” how do you do that in your corporation? How do you collect data on the em-
ployees’ perceptions of safety and protection?

@ If your answer is “No,” would it be useful to consult female and male employees about proper protec-
tion? If so, what would you ask them?

3.5 Does your workplace have the physical facilities to ensure the health and safety of all employ-
ees, such as separate dressing rooms and toilets for women and men and breastfeeding room for
women employees?

O Yes O No O 1 don’t know

@ If your answer is “Yes,” do you have any policy to improve these conditions? Do you receive any
feedback from your employees on this issue?

@ If your answer is “No,” are you planning to identify the inadequacies?
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PRINCIPLE 4: PROMOTE EDUCATION, TRAINING AND PROFESSIONAL
DEVELOPMENT FOR WOMEN

4.1 Do you promote the leadership capacities of all your employees? Do you have strategies for
promoting leadership that are targeted specifically toward women?

O Yes O No 0| don’t know

@ If your answer is “Yes,” list some of these strategies. Do you think targeting women would contribute
to the development of your women employees’ leadership capacity?

@ If your answer is “No,” would it be useful for your company to target women in such a fashion? Why?

4.2 Do you collect and analyze the data on the number of women and men having access to train-
ing in your corporation?

O Yes O No O 1 don’t know

@ If your answer is “Yes,” what conclusions do you draw from these data? For example, is there a gen-
der difference in accessing these opportunities?

@ If your answer is “No,” would it be useful for your corporation to begin collecting and analyzing data
by gender? Why?

4.3 Do you collect and analyze data on the correlation between women’s and men’s professional
development and promotion? For example, do you have information on the number of women and
men receiving promotions after access to training?

O Yes O No O | don’t know

@ If your answer is “Yes,” give examples of the use of these data in planning future professional oppor-
tunities for women who have not yet reached their full potential.

@ If your answer is “No,” would these data be useful for your corporation? Why?




O Yes O No O 1 don’t know

@ If your answer is “Yes,” give examples.

@ If your answer is “No,” would it be useful for your corporation to consider the negative impacts of
marketing practices on women and men? Why?

O Yes O No O 1 don’t know

® If your answer is “Yes,” describe what you have learned about your supply chain by giving some
examples.

@ If your answer is “No,” would it be useful for your corporation to consider these separate impacts on
your supply chain? Why?

O Yes O No O 1 don’t know

@ If your answer is “Yes,” give some examples on how and when you did this.

® If your answer is “No,” would it be useful for your corporation to encourage your partners and stake-
holders to adopt your commitments to expand gender equality? Why?
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O Yes O No O don’t know

@ If your answer is “Yes,” list some of these initiatives.

@ If your answer is “No,” would it be useful for your corporation to support community initiatives on
gender equality? Why?

O Yes O No O 1 don’t know

@ If your answer is “Yes,” give examples on how you promote gender equality in all your social interac-
tions:

@ If your answer is “No,” does your corporation have any reason to consider doing this?

O Yes O No O | don’t know

@ If your answer is “Yes,” give some examples on how you advocate.

@ If your answer is “No,” would your corporation consider doing that? Why? What needs to be done to
show that your corporation advocates human rights?




PRINCIPLE 7. MEASURE AND PUBLICLY REPORT ON PROGRESS TO
ACHIEVE GENDER EQUALITY

71 Do you collect data on the progress of your corporation in achieving gender equality?
O Yes O No O | don’t know

@ If your answer is “Yes,” list the implications of past data on your progress in achieving gender equality
today.

® If your answer is “No,” would it be useful for your corporation to collect these data? Why?

7.2 Do you regularly give speeches to women on career development and professional opportuni-
ties?

O Yes O No O 1 don’t know

@ If your answer is “Yes,” how often do you give such speeches and do you have any information on
how participating women benefit from them?

@ If your answer is “No,” would it be useful for your company to start organizing such speeches? Why?

7.3 Do you publicly report your activities on gender equality?
O Yes O No O | don’t know

® If your answer is “Yes,” list the benefits of public reporting. What kind of information do you include in
the reports?

® If your answer is “No,” would public reporting be useful for your company? Why?
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WOMEN’S EMPOWERMENT PRINCIPLES (WEPs) IMPLEMENTATION GUIDE

By becoming a WEPs signatory, you took the first step to

actualize your company’s work on gender.

WHAT IS IT?

Understanding the 7 principles
and their key concepts

.w>w

ESTABLISH THE
COMMUNICATION PLAN

Specify your corporate messages on the

basis of your implementation plan;
establish the communication plan for the
employees and stakeholders. Make sure
that you emphasize gender equality in
all communication materials, and
corporate leaders draw attention to
gender equality by their behaviors.

m<m

"wéw

ALLOCATE FINANCIAL
SOURCES

Allocate financial sources to put the
implementation and communication
plans into practice. Make sure that

M>w

during annual and long-term budget
planning, enough resources are
allocated for the implementation plan.

WHERE ARE WE?

Analyzing the existing situation

Analyze your corporation’s existing
policies and procedures;
decision-making, monitoring-evaluating
and feedback mechanisms; women-men
employees’ statistics. Measure the
perception and approach within the
corporation, consult your stakeholders.

ESTABLISH THE
IMPLEMENTATION PLAN

Establish your own implementation plan
on the basis of your aims and indicators,
by making use of the roadmaps at the
end of each principle in the guide.
Consider the implementation of
principles as a long-term performance
development process and try to design
the implementation plans in this respect.

WHERE ARE WE?

Conduct regular meetings to
monitor-evaluate the implementation
plan. Report the regular meetings of
working groups, and share these reports
with the company’s employees.

.wém

m>w.

ROADMAP

Areyoua

WEPs
signatory?

SELF-ASSESSMENT

Fill the self-assessment form at the end

of the guide. You may not answer the
questions quickly; but it is important to

be realistic and inclusive for the
questions to enrich your in-company
discussions and contribute to your
action plan.

m>m

SPECIFY YOUR
STAKEHOLDERS

Specify the stakeholders you can
cooperate in the implementation,
monitoring and evaluation of the
principles. Establish mechanisms and
principles for managing your relationship
with the stakeholders.

m<w

Organize monthly/annual events with
your employees, suppliers and other
stakeholders; share your reports; receive
feedback.

Established in 2010 by the collaboration of UN Global Compact and UN Women, the WEPs platform provides the private
sector with important topics that should be considered to maintain gender equality in the workplace, market and

society in general.

Women’s Empowerment Principles demand from business leaders to be openly committed to the 7 principles to
establish corporate policies that will advance gender equality. By signing the CEO Statement of Support, the leaders
declare their intention to integrate and implement Women’s Empowerment Principles to everywhere from the board of

directors to the society via supply chain.

You can apply online by uploading the statement of support for the 7 WEPs principles signed by your CEO to WEPs web

page.
You can download the statement of support from:

SHARE THE RESULTS
WITH THE BOARD OF
DIRECTORS

Organize a meeting to analyze the
existing situation, share the
self-assessment results and bring up the
issue to the management’s agenda.
Make the corporate leaders reach a
consensus on the importance of gender
equality and take a determined and firm
stand on the subject.
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MONITORING-
EVALUATING AND
FEEDBACK MECHANISMS

Create mechanisms to monitor the
implementations and activities of the
working group, which will enable
everyone, including the employees,
stakeholders and clients, to provide
feedback. Create procedures to evaluate
the feedback and monitoring results.
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ENCOURAGE

As a WEPs signatory, reflect your
leadership on gender equality to other
corporations; encourage them to be
WEPs signatories.

SPECIFY YOUR AIMS
AND INDICATORS

With the high-level management, specify

your aims, the impact of existing
policies, programs and implementations
on these aims, areas of change and
development, and indicators according
to your problem areas.
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EMBRACE THE ISSUE
AND MAKE OTHERS
EMBRACE IT

Gender Equality Board/Working
Group

Sub-working groups

Principles

v % Global Compact Network
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