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GENDER EQUALITY ACTION PLAN 

The Scientific and Technological Research Council of Turkey 
(2022-2025) 

 

Article 10 of the Constitution Republic of Turkey is a concrete policy that exists enshrining the will of the country on gender equality into all areas 

of social, cultural, and economic life. Furthermore, the 11th Development Plan of Turkey clearly emphasizes equality of opportunity, ease of 

accessibility, and citizen orientation through clear and predictable public policies.  

 

The Scientific and Technological Research Council of Turkey (TÜBİTAK) is the leading agency in charge of managing, funding, conducting, and 

coordinating scientific and technological research in Turkey. It is also important to emphasize that TÜBİTAK not only supports innovation, academic 

and industrial R&D but also, in line with national priorities, develops scientific and technological policies and manages R&D institutes, which carry 

out research, technological advancement, and developmental studies.  

 

In this regard, TÜBİTAK pays special attention to establishing equality of opportunity in all institutions, organizations, and researchers benefiting 

from these activities while ensuring scientific excellence. To achieve equal opportunity, especially gender equality, one needs to challenge power 

inequalities and unequal gender dynamics, and promote equitable access to resources and opportunities.  

 

Gender equality plans (GEP) are important policy and planning instruments that consider both the current challenges and the commitments to 

promoting gender equality in an organization. In light of this statement, TÜBİTAK’s GEP has been established to ensure equal opportunities for all 

employees of the TÜBİTAK as well as for all researchers and students that receive TÜBİTAK grants and scholarships.  

For TÜBİTAK funds to be as beneficial to society as possible, all researchers regardless of gender, nationality, and age need to participate in 

conducting research, and gender factors need to be integrated into research and innovation content.  TÜBİTAK hereby commits itself to comply 

with the principles of gender equality in all its activities without compromising on quality and proficiency. 

 

In Turkey, there is a gender imbalance across academic positions, decision-making bodies, grant, and patent applications, and awarding.1 Within 

its capacity, TÜBİTAK published The Policy Principles for Increasing the Participation of Women Researchers in its processes2 in 2019 to promote 

gender equality in the research landscape of Turkey. This GEP will pave the way to establish a framework for promoting gender equality in 

                                                           
1 European Commission “She Figures 2021: Gender in Research and Innovation: statistics and indicators”, https://data.europa.eu/doi/10.2777/06090  
2 https://www.tubitak.gov.tr/en/news/policy-principles-for-increasing-the-participation-of-women-researchers-in-tubitak-processes-are 

https://data.europa.eu/doi/10.2777/06090
https://www.tubitak.gov.tr/en/news/policy-principles-for-increasing-the-participation-of-women-researchers-in-tubitak-processes-are
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employment, research, innovation funding, and all social interactions of TÜBİTAK. The GEP Committee members will monitor the implementation 

of these GEP actions, review and improve as needed. The GEP is based on eight main objectives:  

 

1. Establishing an institutional structure for systematic gender disaggregated data collection, monitoring and evaluation 

2. Improving gender balance among the employees (including the leadership), the members of the panels, the committees, and the external 

reviewers 

3. Improving gender balance among the applicants and recipients of research grants, scholarships, and awards 

4. Raising awareness on gender aspects among the employees and the members of the panels and committees and among the external 

reviewers 

5. Enacting formal mechanisms for the integration of gender perspective in respective research fields 

6. Implementing a gender-sensitive communication strategy 

7. Establishing a work-life balance strategy that can be applied in all units 

8. Improving existing mechanisms for the prevention of sexual harassment, gender-based violence, and discrimination 

 

This GEP is organized into six sections. Actions related to “Data Collection and Monitoring” and “Training” could be found under the relevant 

sections. 

 

 SECTION I Institutionalization and Capacity Building for Gender Equality  

 SECTION II Recruitment & Career Progression  

 SECTION III Work-Life Balance  

 SECTION IV Decision-Making and Leadership 

 SECTION V Integration of Gender Dimension into Research Content 

 SECTION VI Violence Against Women, Combatting Sexual Harassment and Discrimination
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SECTION I  

Institutionalization and Capacity Building for Gender Equality 

TÜBİTAK commits itself to create a new organizational structure, which includes a Gender Equality Officer (GEO), GEP Unit Representatives, Gender 

Equality Task Force, and GEP Committee to ensure the plan's implementation and sustain organizational structure change.  

 

 Gender Equality Officer (GEO) will be appointed by the TÜBİTAK President with the following responsibilities: 

o Coordinating and facilitating the implementation of the actions in the GEP in coordination and consultation with the GEP 

Committee, the Gender Equality Task Force, and GEP Unit Representatives  

o Reviewing all institutional documents, procedures, and decision-making mechanisms from a gender perspective and suggesting 

modifications for further improvements  

o Designing and establishing a tool for data collection, monitoring, and analyzing 

o Undertaking systematic data collection regarding gender equality at the TÜBİTAK while preserving the privacy 

o Publishing annual due diligence reports that include relevant benchmarking measures 

o Reports all GEP related data and any specific issues related to the GEP’s execution to GEP Committee 

o Organizing annual meetings with the participation of all staff to raise awareness about the GEP and to discuss related issues to 

foster ownership and inclusion 

o Designing and coordinating  gender equality, unconscious bias, and gender-neutral language training programmes 

o Attending scientific meetings and workshops to inform about TÜBİTAK calls and  TÜBİTAK’s gender equality strategy 

o Taking an active part in gender equality networks, workshops, and projects for sharing experience and making benchmarking 

o In consultation with the GEP Committee, conducting an ex-post analysis of the implementation of the GEP actions at the end of 

the third year and coordinating the development of the succeeding GEP to be executed starting on the fourth year 

 

 GEP Unit Representatives will be appointed by their corresponding unit managers for at least four years. They will act as GEP change 

agents in their units with the following responsibilities: 

o Raising awareness in their respective units about the GEP actions  and supporting their execution 

o Reporting to the GEO any specific issues related to the GEP’s execution 

o Coordinating and monitoring gender-related data collection within the unit and reporting to the GEO 

o Attending gender equality training activities 

o Attending scientific meetings and workshops to inform about TÜBİTAK calls and  TÜBİTAK’s gender equality strategy 
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 The members of the GEP Task Force will be suggested by the GEP Committee and appointed by the President for four years. The Task 

Force is composed of the GEO and the members from different departments of TÜBİTAK including research funding, performing, and other 

administrative units as well as the union who will bring expertise. GEP Task Force will meet at least twice a year and will be responsible 

for the following tasks: 

o Supporting the development of the overall strategy which will be presented to the Committee 

o Monitoring and analyzing the GEP related data  

o Evaluating and reporting on the effectiveness and impact of the GEP actions 

o Reporting and advising on the further development and sustainability of the GEP  to the GEP Committee for future actions 

 

 The members of the GEP Committee will be appointed by the President of the TÜBİTAK for four years. The Committee is composed of the 

GEO, upper-level managers, and the members of the Gender Advisory Board of TÜBİTAK and chaired by the President of the TÜBİTAK. It 

will meet at least twice a year and will be responsible for the following tasks: 

o Approving the overall gender strategy of the TÜBİTAK 

o Evaluating the progress of the GEP implementation 

o Deciding on the priority actions  for the coming months, based on the GEP Task Force Members reporting  

o Deciding the succeeding GEP based on the achievements of the current GEP implementation that will be presented to the Steering 

Committee of the TÜBİTAK for their approval 

o Evaluating the overall success achieved by TÜBİTAK compared to its European counterparts 
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SECTION Subject Planned Action 

Time Schedule 

Responsible 
Person/Unit/Department 

 

Success Indicators 

2
0

2
2

 

2
0

2
3

 

2
0

2
4

 

2
0

2
5

 

I 

Data 
Collection and 

Monitoring 

Review all institutional documents, procedures, and 
decision-making mechanisms from a gender 
perspective and suggest modifications 

X    GEO, GEP Task Force  

Report to be presented to GEP 
Committee 

Designing and establishing a tool for data collection, 
monitoring, and analyzing 

X    
GEO, Unit Representatives, and 
The Directorate of 
Human Resources (HR)  

Tool to be established 

Undertake systematic data collection regarding 
gender equality, monitoring and conducting analysis 

X X X  
GEO, GEP Unit Representatives, 
GEP Task Force, and HR 

Maintain and report the data 
separated based on the 
gender equality 

Publish annual due diligence reports that include 
relevant benchmarking measures X X X  

GEO, GEP Task Force, and GEP 
Committee 

Published due diligence report  

Conduct an ex-post analysis of the implementation of 
the GEP actions at the end of the third year and 
coordinate the development of the succeeding GEP 
to be executed starting at the end of the fourth year 

  X X 
GEO, GEP Task Force, and GEP 
Committee 

Ex-post analysis  report to be 
prepared 
 
Draft of the succeeding GEP to 
be presented to the Steering 
Committee of TÜBİTAK 

Meetings and 
Trainings 

Organize annual meetings with the participation of all 
staff to raise awareness about the GEP and to discuss 
related issues to foster ownership and inclusion 

X X X X GEO 
Participation of at least 50% of 
all employees to each meeting 
 

 Take an active part in gender equality 
networks, workshops, and projects to utilize 
external best practices and promote new 
models for further improvements 

 

X X X X GEO, GEP Unit Representatives 
Participation in at least one 
event annually 
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SECTION II 
Recruitment & Career Progression 

There is already a gender balance established in TÜBİTAK in respect of the number of administrative staff. But, even though,  gender equality is 

valued as an important principle among all members during the recruitment processes at the TÜBİTAK, conscious gender-equality perspective and 

the institutional mechanisms to avoid unconscious gender bias to interfere in the decision-making during recruitment and selection processes 

does not exist. Besides, there are no procedures to ensure gender equality in recruitment and selection processes for both administrative and 

researcher positions. At the current state, there is a significant difference between the units and research institutions in the distribution of female 

and male employees. Especially, most of the engineering-related units are male-dominated, and more male employees resigned from their 

positions than female employees. Moreover, currently, there exists no systematic analysis of the reasons behind their resignation. To tackle these 

challenges TÜBİTAK will adopt the following set of measures: 

 

SECTION Subject Planned Action 

Time Schedule 

Responsible 
Person/Unit/Department 

 

Success Indicators 

2
0

2
2

 

2
0

2
3

 

2
0

2
4

 

2
0

2
5

 

II 

Data 
Collection and 

Monitoring 

Institutionalize a systematic gender-segregated data 
collection tool regarding recruitment and career 
progression 

X X   HR and GEO 

Developed data collection 
tool 

Set targets for each unit for increasing the 
percentage of the underrepresented gender and 
monitor annually 

X X X X 
The General Secretary, HR, and 
GEO 

Set targets for each unit and 
monitor annually 

Recruitment 

Carry out a more intensive review of vacancy 
announcements to identify the systemic factors that 
caused the downturn 

X X X X 
The General Secretary, HR, and 
GEO 

All advertisements inviting 
and motivating applications 
from underrepresented 
gender  

 Ensure gender balance in all recruitment 
committees 

 

X X X X The General Secretary and HR 

Reaching the targets set for 
each unit 
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 Shortlist at least one applicant of 
underrepresented gender for all positions before 
a vacant post can be filled; if it has not been 
possible to achieve gender balance at the final 
selection step, the recruitment committee will 
report to Human Resources for why this was not 
possible 

Training 

Include gender equality training in orientation 
programmes 

 X X X HR and GEO 
Organized trainings 

Organize and require gender equality and 
unconscious bias training for all personnel with the 
priority given to the research funding units, human 
resources unit, and all staff involved in recruitment 
processes 

X X X X HR and GEO 

At least 50% of the employees 
succeeded in the quiz that is 
conducted after each training  

Organize trainings on interview skills for all staff 
involved in the recruitment processes 

X X X X HR and GEO 
At least 50% participation 

Career 
progression 

Aim gender balance in all career progression 
committees 

X X X X HR and unit managers 
At least 30% of the members 
are women 

Take into consideration the leave (maternity or other 
care leaves) period in performance evaluations 

 X X X HR 

Implemented evaluation 
measures for women and men 
after all types of care leave, 
prioritizing maternal leave 

Analyze systematically the reasons behind 
resignations for female and male employees 

X X X  HR 

Annual reports 
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SECTION III 
Work-Life Balance 

TÜBİTAK strictly follows Labor Law No.4857 in its regulations concerning maternity leaves. Since 2016, labor law has also provided women and 

men with a right to work part-time until the child reaches school age. Besides TÜBİTAK provides financial crèche support for mothers until the 

child reaches six years old. There is also a breastfeeding leave practice for mothers who are breastfeeding. However, especially COVID-19 has 

caused a disproportionate increase in workload for women, especially around the house and at the office. This disproportionate workload for 

women keeps them from balancing their professional and domestic lives since there is an unbalanced division of labor in their private lives. 

Because of the double workload that women have to carry, they have more difficulty achieving professional and personal goals. This is not just 

a women’s issue only, both women and men need an enabling environment to have fulfilling professional careers regardless of their gender. 

While flexible working hours on a daily basis have been provided to the employees at the TÜBİTAK since 2019, because of the lack of efficient 

and productive work-life balance policies, there are issues regarding work-life balance mechanisms such as different kinds of care leaves and 

rules for flexible working.  To tackle these issues following set of measures will be adopted:  

SECTION Subject Planned Action 

Time Schedule 

Responsible 
Person/Unit/Department 

 

Success Indicators 

2
0

2
2

 

2
0

2
3

 

2
0

2
4

 

2
0

2
5

 

III 

Working 
modalities 

Conduct surveys and in-depth interviews among 
employees to collect data to identify and address 
needs and issues related to work-life balance 

X  X  HR and GEO 

At least 70% of the employees 
participate in the survey and the 
availability of the result of the 
survey that addresses needs and 
issues related to work-life balance 

Establish rules for remote working for employees 
right after the maternity leave  and publish guidelines 

 X   
The President, General Secretary, 
HR, and GEO 

Provide guidelines for remote 
working 

Establish rules for flexible working and publish 
guidelines 

    
The President, General Secretary, 
HR, and GEO 

Provide guidelines for flexible 
working 

Implement ICT-based systems to enhance flexibility   X   
HR,  Department of Information 
Technology and GEO 

Established ICT-based systems  

Institutionali
zation of 

care leaves 
and support 
mechanism 

Review and update all leave policies (such as sick child 
care and elderly care) in line with the legislative 
guidelines 

 
X 
 

X   
The President, General Secretary, 
HR, and GEO 

Published updated care leave 
policies and support mechanism 

Ensure an open and transparent workload model X X   HR, GEO, and unit managers 
Balanced workload among 
individual employees 



Page 9  / 15 
 

SECTION IV 
Decision-Making and Leadership 

 
During the internal assessments, it was found that there is an inadequate gender-equality perspective in decision-making processes. Besides, 

institutional mechanisms to prevent unconscious or implicit gender bias from influencing decisions made during career advancement are not fully 

in place. Therefore, current data indicates a significant imbalance in gender balance in governance mechanisms established for decision-making 

processes (e.g. group executive boards and advisory boards) and other decision-making positions in some units. There is a need to develop 

mechanisms and promote gender equality. To raise awareness of gender bias and equality among decision-makers the following actions will be 

taken: 

 

SECTION Subject Planned Action 

Time Schedule 

Responsible 
Person/Unit/Department 

 

Success Indicators 

2
0

2
2

 

2
0

2
3

 

2
0

2
4

 

2
0

2
5

 

IV 

Decision-
Making and 
Leadership 

Develop a policy for acknowledging the 
benefits of gender balance, increasing the 
number of women at all levels of 
management and decision-making positions 

 
X 
 

  
The President, The General 
Secretary, HR, Department of 
Strategical Development 

Policy to be published in the 
Strategic Plan of TÜBİTAK 
 

Set achievable targets for equal  
representation in leadership positions and 
monitor the improvements 

X X X  
The President, The General 
Secretary, HR Department of 
Strategical Development 

 Gender balanced 
leadership positions 

  

Aim gender balance at all decision-making 
bodies and committees 

X X X X 
The President, HR, and The 
Research Funding Units 

 At least 40% 
representation of 
underrepresented 
genders 

 

 At least one female 
candidate in all shortlists 
for all decision-making 
bodies and committees 

Training 
Organize gender bias, gender equality, and 
leadership trainings for all levels of 
management 

X X X X HR and GEO At least 50% participation 



Page 10  / 15 
 

SECTION V 
 

Integration of Gender Dimension into Research Content & Research-Based Activities 
TÜBİTAK values the principles of gender equality in all its activities without compromising on scientific excellence. It believes that scientific 

excellence and breakthrough innovation are achievable only if Turkey's whole talent pool and diaspora could be utilized. TÜBİTAK commits itself 

in all its funding and scholarship programmes to provide equal opportunities for all researchers and innovators irrespective of gender, nationality, 

and age while ensuring scientific excellence. TÜBİTAK as the leading national Research Funding Organization has been representing Turkey in 

European Research Area and Innovation Committee - ERAC Standing Working Group on Gender in Research and Innovation of the European 

Council since 2018. TÜBİTAK’s participation in GENDERACTION Project3 as a partner had an impact on the establishment of an Advisory Group on 

Gender in 2018, which has the aim to restructure TÜBİTAK towards achieving better gender balance in all of its funding activities. TÜBİTAK will 

also continue to participate actively in the succeeding GENDERACTION+ Project.  In 2019, the “Policy Principles for Increasing the Participation of 

Women Researchers in TÜBİTAK Processes” document was published and it has been monitored and evaluated since then. Even though the 

number of women in committees, advisory boards, panels, and external reviewers has increased since the publication of the Policy Principles, still 

men significantly outnumber women. Moreover, the number of women recipients in grant applications has increased and the number of 

scholarship recipients is balanced out over the years.  However, the number of women in the participation of international partnership projects 

and academia-industry partnership projects is significantly lower than that of men. To ensure maximum impact, societal benefit, optimize 

innovation, and aspire for gender balance among the applicants and reviewers the TÜBİTAK will take the following actions: 

 
 
 
 
 
 
 
 
 
 
 
 
 

                                                           
3 GENDERACTION project has been funded in EU Horizon 2020 Framework Programme: https://genderaction.eu/  

https://genderaction.eu/
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SECTION Subject Planned Action 

Time Schedule 

Responsible 
Person/Unit/Department 

 

Success Indicators 

2
0

2
2

 

2
0

2
3

 

2
0

2
4

 

2
0

2
5

 

jV 

Raising 
awareness 

Organize trainings for applicants, reviewers and 
TÜBİTAK employees about gender balance and 
integration of gender dimension into research and 
innovation  

X X   
Research funding units, Unit 
Representatives, and GEO 

 Trainings for TÜBİTAK 
employees 
 

 Meetings with 
Technology Transfer / 
Project Support Offices 
of Universities  

 

 Information days and 
other meetings with the 
Turkish research and 
innovation ecosystem 
actors 

Develop guidelines for the panel members, 
committees, and external reviewers about 
possible unconscious bias and the importance of 
considering the aspects of gender 

X X   
Research funding units, Unit 
Representatives, and GEO 

 Guidelines to be 
developed 
 

 Relevant clauses to be 
included in the 
commitments document 

 

 Unconscious bias video 
to be prepared 

Gender and 
Research 

Ensure the integration of the gender dimension 
into research and innovation content by requiring 
all applicants of related TÜBİTAK programmes to 
indicate whether potential sex and/or gender 
dimension may be present or could arise in the 
course of their proposed research 

 X X X 
Research funding units, Unit 
Representatives, and GEO 

 A pilot scheme to be 
integrated into the 
application forms in 
2023 

 

 Mandatory scheme to be 
integrated into the 
application forms in 
2024 
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Improve gender balance among applicants and 
their research teams, if applicable 
 

 X X X 
Research funding units, Unit 
Representatives, and GEO 

 A pilot scheme to be 
integrated into the 
application forms in 
2023 

 Mandatory scheme to be 
integrated into the 
application forms in 
2024 

Monitor the gender data in the research project 
deliverables and project teams 

 X X X 
Research funding units, Unit 
Representatives, and GEO 

Published report  

Set up unit-specific goals for gender balance of 
reviewers based on information from relevant 
scientific communities and/or from the ARBİS 
(Researchers Information System4) pool 

X    
Research funding units, Unit 
Representatives, and GEO 

Reaching the targets set for 
each unit 

Disregard the duration of career breaks (such as 
maternity or paternity leave, long-term illness of 
the applicant or a close family member, or national 
service) in the eligibility process and evaluations 

X    
Research funding units, Unit 
Representatives, and GEO 

Update the programme 
conditions for the applicants 

Create incentives for the applicants with their 
children and elderly parents (such as providing a 
family allowance, travel support including 
insurance, etc.) for projects and  
international/national short, medium and long 
term scholarship programmes   

X    
Research funding units, Unit 
Representatives, and GEO 

Update the relevant 
programme conditions for 
the applicants 

                                                           
4 https://arbis.tubitak.gov.tr 
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Create a programme that offers postdoctoral 
research scientists the opportunity to re-establish 
their scientific careers after a continuous break 
from research of at least two years 

X X    The President and BİDEB 
Researchers who restart their 
academic careers, especially 
in specific fields 

Gender and 
Innovation 

Promote women researchers in technology-based 
entrepreneurship publish temporary special calls 

 X   
The President, GEO, related 
unit representatives, and the 
head of the related unit 

Call to be launched 

TÜBİTAK 
Research 
Institutes 

Aim for gender balance in all research teams in 
each institute X X X X 

HR and the relevant unit 
managers 

Gender balanced research 
teams 

Monitor the gender data in the research outputs 
such as research projects, publications, patents as 
well as gender balance in research teams 

X X X X 
Unit Representatives of 
TÜBİTAK Research Institutes, 
and GEO 

Annual reports published 

Aim for gender balance in chief and associate 
editors of TÜBİTAK academic journals 

X X X X The President and ULAKBİM 

At least one female  chief 
and/or associate editor will 
be appointed for each of the 
academic journals 

Gender Neutral 
Communication 

Organize a training programme on gender-neutral 
language use for all related staff and managers 

 X   
GEO, HR and Communication 
Unit 

Participation of at least 50% 
of all employees 
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 Monitor the representation of men and 
women in illustrative materials and make 
improvements if necessary 

 

 Ensure gender balance among the speakers at 
public events, if at all possible 

 

 Include successful grantees of both genders as 
role models in communication activities, such 
as brochures, posters, videos, etc. 

 

 Promote women leadership in research 
groups, make the women project coordinators 
more visible 

 

 Highlight research areas where there is 
gender imbalance and showcase role models 
from the underrepresented gender in these 
areas 

 

 Include gender statistics and TÜBİTAK’s 
strategy to achieve gender balance in all 
general presentations 

 

 Publish regularly the core indicators of GEP on 
the TÜBİTAK website 

X X X X 
Communication Unit, Unit 
Representatives, and GEO 

The number of applicants to 
be increased and reach the 
target of the 
underrepresented gender 
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SECTION VI 
Violence Against Women, Combatting Sexual Harassment and Discrimination 

 

Even though sexual harassment and discrimination are placed as delinquencies according to Labor Law No.4857, there is still a lack of awareness 

on what constitutes sexual harassment and discrimination among employees. In general, employees do not know about the procedures and codes 

of conduct in case of assault, discrimination, violence, and harassment. Instead, there is misinformation, disinformation, and in some cases lack of 

trust in the effective complaint and support mechanisms. 

SECTION Subject Planned Action 

Time Schedule 

Responsible 
Person/Unit/Department 

 

Success Indicators 

2
0

2
2

 

2
0

2
3

 

2
0

2
4

 

2
0

2
5

 

VI 

Violence Against 
Women, 

Combatting 
Sexual 

Harassment and 
Discrimination 

 

A viable, preventive and 
confidential complaint and 
victim support mechanism will  
be developed and will have 
been communicated 
throughout the organization 
 
 

X X X  HR and GEO 

 A link to be created on the TÜBİTAK 
portal homepage for the compliant 
system to make the application 
mechanism confidential and effective 

 

 Surveys and in-depth interviews to be 
conducted among all employees in 
2022 and 2024 

 

 Suggestion box to be set up  
 

 Posters to be put up 

Integrate gender perspective 
in Discipline Committee policy 
and update anti-mobbing, 
anti-bullying and anti-
harassment clauses in the 
regulation 

X    HR and GEO Updated regulation 

Adopt online training on 
violence, sexual harassment 
and discrimination for all 
employees and managers 

X  X  HR and GEO 
Participation of at least 60% of the 
employees and managers 

 


