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Publ ¢ GEP s publ cly ava lable on the follow ng webs te:

Document

Ded cated
Resources

https://sustainability.itu.edu.tr/sustainability-office/gender-equality-plan

ITU comm tted to establ sh ng a Gender Equal ty Un t
n Women s Stud es Center n Sc ence, Eng neer ng,
and Technology (WSC n SET) to mon tor, evaluate
and benchmark the object ves of the GEP. The Gender
Equal ty Un t w Il develop mon tor ng methods for
equal ty status wh ch can be used n the facult es and
departments.

Women s Stud es Center n Sc ence, Eng neer ng, and
Technology (WSC n SET) a ms to support and enhance
gender equal ty n sc ence, eng neer ng, technology,
and art. Increas ng the accountab | ty and the actv tes
and expand ng the database of female statstcs n
these areas, mprov ng the vs b |ty and contr but on

of women n soc al and academ c | fe, collect ng and
updat ng the related documents are among the man
goals of the Centre. The Centre also expects to have a
sgn cant mpact on the gender ma nstream ng of the
undergraduate and graduate educat on of the un vers ty.


https://sustainability.itu.edu.tr/sustainability-office/gender-equality-plan

Data Gollect on
and Plann ng

ITU comm tted to collect and make academ c, soc al, and
phys cal data publ cly ava lable n the annual reports and
the follow ng webs te: https://say larla. tu.edu.tr .

The reports nclude gender-based stat st cs of academ ¢
and admin staff as well as students based on the

Facult es and Inst tut ons. A s m lar annual report s also
ava lable on the ITU Women Stud es Centre n Sc ence,
Eng neer ng and Technology s (WSC n SET) webs te

s nce 2012 (see for more nformat on, https:.//www.kaum.
tu.edu.tr/tr/ tu-kad n-erkek-say lar - 2012-2013/). The
student gender data is collected through the Office of
Student Adm n strat on, the faculty and adm n strat on
staff gender-based data is collected from the Office of
the Human Resources. But, the deta Is of the data n
terms of academ ¢ promot ons, research act v t es based
on the Inst tut ons are not ava lable.

The ITU WSC n SET part c pates n both nternat onal
and nat onal un vers ty cooperat on n Gender ssues.

Some of the projects are ava lable on the webs te as well:

https://www.kaum. tu.edu.tr/tr/arast rmalar-projeler/ .

The recent Gender-related study that ITU nvolved n the
EELISA and InnoCore Projects work pages, respect vely
WP7 and D.1.2.

The Equal ty Plan w Il be rev sed every strateg c
per od; ths s usually 3 to 5 years.

Gender-based stat st cs w Il be exam ned n the
annual reports of the Un vers ty and ts facult es and
w Il be d scussed dur ng performance negot at ons.

The follow ng gender-based stat st cs w Il be generated
annually:

graduates,

undergraduate degrees and postgraduate degrees
new students

nternat onal students

staff by a task group

fixed-term staff by a task group

parental leave

Qual tat ve nformat on s generated to mon tor the
equal ty s tuat on.

Workplace wellbe ng surveys nclud ng quest ons on
the equal ty s tuat on w Il be conducted regularly.

The Equal ty Comm ttee cooperates w th
organ zat ons that promote equal ty

Data protect on ssues w |l be cons dered n draw ng
up stat st cs and commun cat ons.



Tran ng and
Capacty
Bu ld ng

Nat onal
Content

To enhance the ex stng tran ng poss b ltes n 2022

the Inst tut on w Il present a plan of ava lable tran ng
regard ng gender equal ty n general and spec cally the
top cs of gender-sens t ve research and teach ng, and
gender ma nstream ng. The Career Centre and WSC n
SET w Il organ ze the tra n ng on the follow ng top cs:

Art cle 10 of the Turk sh Const tut on guarantees

equal ty before the law: Everyone s equal before the
law w thout d st nct on as to language, race, color, sex,
pol t cal op n on, ph losoph cal bel ef, rel g on, and sect,
or any such grounds. (Paragraph added on May 7, 2004;
Act No. 5170) Men and women have equal r ghts. The
State should ensure that th s equal ty ex sts n pract ce.
(Sentence added on September 12, 2010; Act No. 5982).
Measures taken for th s purpose shall not be nterpreted
as contrary to the pr nc ple of equal ty. (Paragraph
added on September 12, 2010; Act No. 5982) Measures
to be taken for ch Idren, the elderly, d sabled people,

w dows, and orphans of martyrs as well as for the

nval d and veterans shall not be cons dered as a

v olat on of the pr nc ple of equal ty. No pr v lege shall
be granted to any nd v dual, fam ly, group, or class.
State organs and adm n strat ve author t es are obl ged
to act n compl ance w th the pr nc ple of equal ty
before the law n all the r proceed ngs.

Turkey s a member of the UN, NATO, OECD, G-20, and
OIC, and a cand date country for EU access on. In 1934,
Turk sh women were among the rst n Europe to ach eve
the right to vote and run for elected office. The country
has a strong women s movement and women s human

Good Pract ces n Gender-sens t ve teach ng
Good Pract ces n Gender Ma nstream ng

Understand ng Gendered & D scr m natory Pract ces
n Academ a

The role of Organ zat onal Culture and How to change t?

Re-th nk ng the Forms of Res stances: ExplctB as &
ImplctBas

r ghts act v sts have mob | zed nat onw de campa gns
aga nst v olence aga nst women and contr buted to the
adopt on of gender equal ty leg slat on.

Turkey became a party to the Convent on on the

El m nat on of All Forms of D scr m nat on aga nst Women
(CEDAW) n 1985 and rat ed the Opt onal Protocol to
CEDAW n 2002. It was the rst country to s gn (2011)
and rat fy (2012) the Counc | of Europe Convent on on
Prevent ng and Combat ng V olence aga nst Women and
Domest ¢ V olence (Istanbul Convent on).

In 2015, The Counc | of H gher Educat on (CHE) ssued
the Pos t on Paper on Gender Equal ty n H gher
Educat on.

In 2019, the Sc ent ¢ and Technolog cal Research
Counc | of Turkey (TUBITAK) publ shed the Pol cy
Gu del nes for Increas ng the Part ¢ pat on of Women
Researchers n TUBITAK processes

Turkey s 11th Nat onal Development Plan 2019-2023
conta ns goals and measures to empower women,
prevent d scr m nat on aga nst them, and ensure that
women have equal access to the r ghts, opportun t es,
and fac | t es ava lable to men.



) Key Istanbul Techn cal Un vers ty (ITU) began on the Gender
ObjeCt VeS Equal ty Plan preparat on process w th the follow ng
object ves:

To ncrease opportuntes for career advancements n
adm n strat on pos t ons.

To set up mechan sms of mon tor ng, evaluat ng, and
benchmark ng gender equal ty

To mprove ex st ng compla nt and support
mechan sms for the prevent on of sexual harassment,
gender-based v olence, and d scr m nat on.

To ncrease awareness on the ntegrat on of gender
equal ty perspect ves n research and teach ng.

To prov de a balance n the
percentages of women and

men faculty, researchers, '
and students n programs

and ranks where there s a

balance.

To establ sh work-I fe
balance mechan sms and
make them ava lable to all
members of the un vers ty.



SECTION 1

Recru tment,
select on,
and career
progress on
support

D agnos s.

Human Resources Department (HRD) at ITU works n

I ne w th the Un vers ty s vs on and m ss on of the plan,
pol cy, method related to ssues such as determ n ng

the necessary human resources needs, select on,

job placement, educat on, career and performance
management, mot vat on, management of nd v dual and
collect ve labor relat ons, occupat onal health and safety,
and management of d sm ssals.

In th s context, HDR has determ ned to ensure soc al
progress; combat soc al exclus on and gender b as,

and prevent d scr m nat on n any form. ITU pays

attent on to the d ssem nat on of soc al just ce and the
mportance of the pr nc ples of equal ty n all actv tes/
educat on programs organ zed by our un vers ty.
Regardless of gender, affiliation, disability, or social
status, these differences do not constitute an obstacle
n recru tment.

The academ c recru tment s done accord ng to rules set
out n the H gher Educat on Law (N0.2547), Regulat on
on Promot on and Appo ntment to Faculty Members

and Regulat on on the Procedures and Pr nc ples to be
Appl ed n Recru t ng Workers for Publ ¢ Inst tut ons and
Organ zat ons. None of those regulat ons has ncluded
gender-sens t ve recru tment and select on processes and
career progress ons support for the underrepresented
gender.

Wh le there are art cles to prevent bas nctzens n

the Turk sh Const tut on and recru tment n the Turk sh
Labour Law as per below, at ITU there are no gender-
sens t ve recru tment protocols or any pol c es to prevent
gender b as e ther academ c or adm n strat ve level

recru tments:

Art cle 10 of the Turk sh Const tut on guarantees equal ty
before the law: Everyone s equal before the law w thout
d st nct on as to language, race, colour, sex, pol t cal

op non, ph losoph cal bel ef, rel g on, and sect, or any
such grounds. (Paragraph added on May 7, 2004, Act
No. 5170) Men and women have equal r ghts. The State
has the obl gat on to ensure that th s equal ty ex sts n
pract ce. (Sentence added on September 12, 2010; Act
No. 5982) Measures taken for th s purpose shall not

be nterpreted as contrary to the pr nc ple of equal ty.
(Paragraph added on September 12, 2010; Act No. 5982)
Measures to be taken for ch Idren, the elderly, d sabled
people, w dows, and orphans of martyrs as well as for
the nval d and veterans shall not be cons dered as a

v olat on of the pr nc ple of equal ty. No pr v lege shall be
granted to any nd v dual, fam ly, group, or class. State
organs and adm n strat ve author t es are obl ged to act
n compl ance w th the pr nc ple of equal ty before the
law n all the r proceed ngs.

Agan, n the Turk sh Human R ghts and Equal ty
Inst tut on Law No. 6701, There are also regulat ons
regard ng the proh b t on of d scr m nat on.

Gender equal ty s valued as a necessary and mportant
pr nc ple among all members dur ng recru tment
processes at Istanbul Techn cal Un vers ty. As a publ ¢
un vers ty, the recru tment and select on processes

are under general regulat ons and there s not any
unconsc ous or mpl ct gender b as to nterfere n the
dec s on-mak ng dur ng recru tment and select on
processes. In add t on, there s a systemat cally
segregated data collect on custom that ex sted n ITU. At
the current state, there is not any significant difference
between facult es and w th n facult es n the d str but on
of female and male academ cs



SECTION 1 11 Gender-senst ve Career progress on

D agnos s: To tackle the dent ed challenges above Istanbul

Techn cal Un vers ty w Il adopt the follow ng set of
The nternal assessment showed that there s a need for measures:

sett ng up transparent and rat onal promot ons cr ter a

for the gender balance at the facult es n. Measues/act ons Object ves T me frame of
g ' mplementat on

1 Amendment on the To set up rat onal and Jan 2022-Jan 2023
promot on cr ter a to set transparent cr ter a for the
up gender-b as free career  promotion of staff
progress on procedures

2 Support measures Establ sh measures Jan 2022-Jan 2023
and mechan sms for and mechan sms for
underrepresented underrepresented
gender n Facult es and gender n Facult es and
Inst tut onal levels Inst tut onal levels

Th s measure a ms at establ sh ng gender-sens t ve
procedures n the career progress on of the faculty and
administrative staff.

Target aud ence: A t me frame of mplementat on

Cand dates of all genders n faculty Jan 2022-Jan 2023
Administrative staff in general
Jury members of cand dates n facult es

Recru tment,
select on, and career
progress on support



SECTION 1

Recru tment,
select on, and career
progress on support

12. Amendment on the promot on cr ter a to set up gender-b as free career

progress on procedures

Th s measure a ms at amend ng the ex st ng procedures and prov d ng gender-b as-free promot on cr ter a, that are

more ex ble and transparent at all levels.

Object ves:

Short term (<1 year)
Amend ng current regulat ons of career progress on
procedures to set up gender-b as-free, rat onal and
transparent cr ter a.

Med um term (1-2 years)
Preparing training modules for the staff to become gender
equal ty experts who nvolved n the promot on procedures

Long term (3-5 years)
Ensur ng gender-b as free career progress ons
mechan sms

Act vt es:

Prepare an equal opportun t es gu del ne concern ng
the gender-sens t ve promot on

Sett ng nd v dual targets for all facult es, academ c
programmes for ncreas ng the percentage of
underrepresented gender.

Conducting regular training for the staff (gender equality
experts) who has been nvolved n the promot on processes

Ensur ng that search and appo ntment panels are
gender-balanced

Mon tor ng and mplementat on of the gender-
sens t ve promot on gu del nes to prov de gender
balance n all postons.

Ava lable Resources:
Staff of the Human Resources Department

Staff of Centre of Women Studies in Science,
Eng neer ng, and Technology

F nanc al and techn cal resources of the Un vers ty

Targets / Ind cators

Short term (<1 year)
Gender-sens t ve / gender-balance transparent and
rat onal promot on clauses added to the regulat ons
of career progress on and promot on.

Med um term (1-2 years)
Ava lab | ty of tra n ng programme for all members
of the Un vers ty who are nvolved n promot on and
performance evaluat on.

Long term (3-5 years)
A balanced d str but on of genders n all the
departments and un ts.



SECTION 1

Recru tment,
select on, and career
progress on support

13. Support measuwres and mechan sms for underrepresented gender

n the Facult es level

Th s measure a ms at support ng women n the research areas or adm n strat ve level where they are

underrepresented.

Object ves:

Short term (<1 year)
Prepare an equal opportun t es framework program
as support ng women s career development

Med um term (1-2 years)
Prov d ng mentor ng and encourag ng young female
researchers to pursue academ c pathways

Support ng underrepresented gender to take part n
the dec s on-mak ng roles as n Senate, Boards, and
Comm ss ons by ntroduc ng gender quotas.

Long term (3-5 years)
Ensur ng gender balance n academ c and
adm n strat ve roles at all levels

Ava lable Resources:
Staff of the Human Resources Department

F nanc al and techn cal resources of the Un vers ty

Act vt es:

Develop ng leadersh p programmes for women
academ cs

Develop ng a mentor ng program to support young
female researchers n academ a.

Establishing a scheme for faculty and staff to support
trans t on after a long break such as parental leave
etc.

Targets / Ind cators

Short term (<1 year)
Mentor ng programme developed.

Med um term (1-2 years)
Numbers of staff who enrolled and completed the
mentor ng programme.

Numbers of staff who enrolled and completed the
leadersh p programme.

Report ng and mon tor ng the mentor ng actvtes
and outcomes of the programme

Long term (3-5 years)
A balanced d str but on of genders n all h gh-level
pos t ons.

A balanced d str but on of genders n all academ ¢
pos t ons.

10



SECTION 2 pagnosss

Combatt ng
sexual
harassment
and

d scr m nat on

Istanbul Techn cal Un vers ty has developed mechan sms
and procedures aga nst sexual harassment and assault.
ITU Sexual Harassment and D scr m nat on Prevent on

D rect ve was approved n 2014 (https:.//www.kaum.
tu.edu.tr/tr/ -t-u-c-t-yonerges /). The d rect ve a ms

to prov de support, gu dance, and solut ons to the
academic, administrative, and contracted staff and
students work ng full t me- part-t me nITU and ts
affiliated units on sexual harassment and discrimination.
Sexual Harassment and D scr m nat on Prevent on

Board (SHDPB) act vely works to make suggest ons and
assessments based on the D sc pl nary Regulat ons for
Administrators. Academic Staff and Officials. Higher
Educat on Inst tut ons Student D sc pl nary Regulat ons
are appl ed n the nvest gat ons to be carred out n
cases of harassment, sexual assault, and sexual abuse of
students.

In add t on, s nce 1993 the Psycholog cal Counsel ng
and Gu dance Serv ce (PC-GS) cont nues to support
the staff and students with 2 psychological counselors
and 4 psycholog sts. The PC-GS, wh ch s a serv ce
unit affiliated to the Rectorate under the ITU Health,
Culture, and Sports Department, also organ zes sem nars,
Sympos ums, n-serv ce tranng actvtes naddton

to ts rout ne operat on, and the employees take part

n the relevant comm ss ons and adv sory boards of
var ous nst tut ons and organ zat ons, espec ally wth n
the Un vers ty. One of the psycholog cal counselors s
also a member of the SHDPB and g ves support to the
complants f t srequred.

The nternal evaluat on shows that there s alm ted
awareness on what const tutes sexual harassment

and d scr m nat on among students, faculty, and all

other members of the Un vers ty, such as not know ng
about what to do n case of v olence and harassment

in the classroom and digital space. In general, staff and
students do not know about the procedures and codes
of conduct n case of assault and d scr m nat on. There s
m s nformat on, d s nformat on, and n some cases lack of
trust in the effective complaint and support mechanisms.
The vsb Ity of the SHDPB and the appl cat on

procedures may cause | m ted con dental ty on some

occas ons.

To tackle the dent ed challenges above Istanbul
Techn cal Un vers ty w Il adopt the follow ng set of

measures:

n. Measues/act ons

1 Amendment on
mechan sms of appl cat on
and progress mon tor ng
mechan sm n case of
sexual harassment and
d scr m nat on

2 Adopt ng compulsory
onlne tranng on
sexual harassment and
d scr m nat on for all
part es at the Un vers ty

Target aud ence:

All members of the Un vers ty

T me frame of
mplementat on

Jan 2022-Jan 2023

Object ves

To develop a set of
procedures of con dental
appl cat on and progress
mon tor ng of the

compla nt

To tra n members of the Jan 2022-Jan 2023
Un vers ty aga nst v olence
and d scr m nat on and

human r ghts

A t me frame of mplementat on
Jan 2022-Jan 2023



SECTION 2

Combatt ng sexual
harassment and
d scrm nat on

2.1 Amendment on mechan sms of appl cat on and progress mon tor ng
mechan sm n case of sexual harassment and d scr m nat on

Th s measure a ms at establ sh ng con dent al appl cat ons and mon tor ng the progress of the compla nt n case of
sexual harassment and d scr m nat on.

Object ves: Act vt es:
Short term (<1 year) Develop ng a webs te for onl ne compl ant to make
Comm tment to prov d ng a safe env ronment and the application mechanism confidential and effective

mak ng th s comm tment known for everyone at

Mak ng Sexual Harassment and D scr m nat on
every t me on Campus.

Prevent on D rect ve and mechan sms ava lable and
Med um term (1-2 years) v s ble on all Un vers ty platforms.
Ra s ng awareness and mak ng known and ava lable
the code of conduct of ITU Sexual Harassment and
D scr m nat on Prevent on D rect ve

Demonstrat ng and mak ng t clear that harassment
and d scr m nat on/abuses w Il not be tolerated.

Integrate gender perspect ve n Eth cs Comm ttee
pol cy nclud ng detaled nformat on on the pr nc ples
of eth cal code of conduct on the un vers ty webs te.

Sett ng up an onl ne compla nt procedure to prov de
con dental ty of the appl cant

Long term (3-5 years)
Add ng ant -mobb ng clause n the regulat on
Mak ng necessary amendments to the exstng code  Ava lable Resources:

of conduct, such as to make the compla nt and
support mechanisms more effective

Staff of Centre of Women Studies in Science,
Eng neer ng, and Technology

Prevent ng any form of v olence, harassment, and

d scr m nat on among all members of the Un vers ty

Sexual Harassment and D scr m nat on Prevent on Board

Psycholog cal Counsel ng and Gu dance Serv ce
Comm tt ng to a no-tolerance pol cy aga nst v olence,

harassment, and d scr m nat on anywhere and at any F nanc al and techn cal resources of the Un vers ty
t me.

12



SECTION 2

-

Targets / Ind cators

Short term (<1 year)
Prepared nformat on booklets and documentat on
aga nst sexual harassment and d scr m nat on for the
orientation programmes for students and staff.

Med um term (1-2 years)
Set up an onl ne compla nt platform for putt ng
appl cat ons n case of sexual harassment and
Combatt ng sexual d scr m nat on.

harassment and Amended code of conduct on sexual harassment and
dscrmnat on d scr m nat on

Long term (3-5 years)
Prepared an nternal rev ew report to evaluate the
awareness on sexual harassment, d scr m nat on, and
human r ghts.

13



SECTION 2

Combatt ng sexual
harassment and
d scrm nat on

2.2.Adopt ng compulsory onl ne tra n ng on sexual harassment and
d scr m nat on for all part es & the Un vers ty

Th s measure a ms at g v ng tra n ng to all part es at the Un vers ty about v olence, harassment, and human r ghts.

Object ves:

Short term (<1 year)
Ra s ng awareness and mak ng known the terms and

term nology on sexual harassment and d scr m nat on.

Med um term (1-2 years)
Runn ng compulsory educat onal programs about
prevent on of sexual harassment, mobb ng, and
d scr m nat on

Runn ng educat onal programs about fem n sms and
human r ghts to all members of the Un vers ty.

Long term (3-5 years)
Promot ng overall change of culture of att tudes and
behav or aga nst v olence and human r ghts

Act vt es:

Integrat ng educat onal programs aga nst sexual
harassment and d scr m nat on for all members of the
Un vers ty

Prepar ng regular sem nars, publ c lectures as part
of the ex st ng courses such as DAN, and Scent ¢
Research, Eth cs, and Sem nar

Integrat ng students clubs to run awareness events
aga nst sexual harassment and d scr m nat on dur ng
the or entat on week

Ava lable Resources:

Staff of Centre of Women Studies in Science,
Eng neer ng, and Technology

Sexual Harassment and D scr m nat on Prevent on Board
Psycholog cal Counsel ng and Gu dance Serv ce
F nanc al and techn cal resources of the Un vers ty

Targets / Ind cators

Short term (<1 year)
Set up a comm ss on to work on the ntegrat on of
the top c of sexual harassment, d scr m nat on, and
mobb ng n the or entat on programme

Med um term (1-2 years)
Conducted compulsory modules/courses on the
prevent on of sexual harassment and d scr m nat on
ntegrated nto the ex st ng curr culum of the
academ c programmes

Long term (3-5 years)
Number of students and staff being aware of
the measures aga nst sexual harassment and
d scr m nat on

14



SECTION 3

Integrat on
of the
gender

d menson
nto research
and teach ng
content

D agnos s

The Un vers ty supports and allocates nternal funds for
the Sc ent c Research Projects, named as BAP, and the
faculty also rece ves external funds from Internat onal
Inst tut ons such as the EU funded projects, etc. Although
the faculty and researchers are engaged n cutt ng-edge
and h gh- mpact research n the area of eng neer ng,
technology, art, and arch tecture as well as development
on nfrastructure and creat ng soc o-econom c value n
many areas, there are no funds for spec ¢ programmes
on gender stud es. Only a | m ted number of EU-funded
research projects have been completed on gender-
related topics by the staff of the Centre of Women

Stud es n Sc ence, Eng neer ng, and Technology, e.
UNICAFE.

Thus, the nternal rev ew shows that men rece ve a

sgn cantly h gher number of projects and external
project fund ng when compared to women. Th s means
that the d str but on of money for sc ent c research s
sgn cantly unevenly d str buted among genders. Data
also showed that most of the research projects are led
by male researchers, and they do not conta n the top ¢
of gender ma nstream ng and gender-sens t ve research
methodology.

Through the nst tut onal zat on of mechan sms and
procedures for ntegrat ng gender n research, the

un vers ty w Il also meet a necessary requ rement of
gender equal ty rank ng systems n h gher educat on
such as T mes H gher Educat on rank ngs. At the
current state, there s alm ted of spec c fundng or
gu del nes to nclude gender-related top cs n ITU s
research systems or enhance gender ma nstream ng
and gender-sens t ve methodology. Yet, there s a low
rate of knowledge and awareness among the faculty

and researchers on the gender-sens t ve research
methodology and gender ma nstream ng.

For teach ng, no act on has been taken about teach ng
and student research that s related to gender-sens t ve
methodology or gender ma nstream ng. Few academ cs
are experts in Feminism studies and offer elective
courses on Gender stud es. Bes des, gender-focused
courses rarely ex st. Integrat on of gender n STEM
courses s almost-non-ex stent. There snt any Ph.D., BA,
or MA Program.

To tackle the dent ed challenges above Istanbul
Techn cal Un vers ty w Il adopt the follow ng set of
measures:

T me frame of
mplementat on

Jan 2022-Jan 2023

n. Measues/act ons Object ves

1 Develop ng a framework
to ntegrate gender top cs
nto an nternal research
fund ng mechan sm

to develop gu del nes

of ntegrat on of gender
top ¢s n strateg c plann ng
and fund ng

2 Tran ng for researchers on Jan 2022-Jan 2023
gender-sens t ve research
methodology and gender

ma nstream ng

to offer training to the
Faculty and researchers on
the gender d menson n
research

3 Develop ng gu del nes Jan 2022-Jan 2023
of the ntegrat on of the
gender d mens on nto

curr cula and teach ng

to prov de gu del nes
for adopt ng gender
d mens ons nto the
curr cula.

Target aud ence: A t me frame of mplementat on

Faculty and research staff Jan 2022-Jan 2023
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SECTION 3

Integrat on of the
gender d menson
nto research and
teach ng content

3.1 Develop ng a framework to ntegrate gender top cs nto an nternal

research fund ng mechan sm

Th s measure a ms at develop ng a framework to ntegrate gender top cs nto nternal research fund ng mechan sms

of the Un vers ty.

Object ves:

Short term (<1 year)
Rede nngscent cexcellence and promot on of
nvolvement n gender-related top cs

Sett ng up a team for prepar ng gu del nes on
nclus on of gender perspect ves n research

Med um term (1-2 years)
Set up nternal fund ng mechan sm nclud ng
a gender perspect ve n research to foster the
acknowledgment of ts econom c, soc al, techn cal,
and nnovat on value.

Long term (3-5 years)
Develop nst tut onal pol c es for the ntegrat on of
gender d mens ons and perspect ves n research
content and management n all research elds

Establ sh ng an nst tut onal award program for
women researchers

Act vt es:

Rede nngscent cexcellence wthsenstvty to
gender nclud ng research mpact and nclus veness
where t appl es.

Rev ew relevant external fund ng schemes for gender

research and organ ze teams to work on external
fund ng.

Wr t ng up a gu del ne on the nclus on of gender
perspect ves n research

Establ sh ng a benchmark ng system to gender n
research through systemat c data collect on and
mon tor ng.

Wr t ng up pol cy documents for the ntegrat on of
gender d mens ons and perspect ves n research
content and management n all research elds

Ava lable Resources:

Scent c Research Projects Dvson

Facult es v ce-Dean of Research

F nanc al and techn cal resources of the Un vers ty

Staff of Women Studies Centre in Science, Engineering,
and Technology

Department of Human t es and Soc al Sc ence
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Targets / Ind cators

Short term (<1 year)
Ra s ng of network ng w th n the faculty who already
works on gender-related top cs

Med um term (1-2 years)
An award program and fund ng schemes for women
researchers.

Integrat on of the
gender dmenson
nto research and

teach ng content

A prepared gu del ne on the nclus on of gender
perspect ves n research

Long term (3-5 years)
Number of nternal and external fund ng appl cat ons
by women researchers

Preparat on of nst tut onal pol c es for the ntegrat on
of gender d mens on and perspect ves n research
content and management n all research elds.

Comm tment to the pol cy of gender perspect ve
in research as an official document i.e. the senate
approval.
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SECTION 3

Integrat on of the
gender d menson
nto research and
teach ng content

3.2.Tran ng for researchers on gender-sens t ve research methodology

and gender ma nstream ng

Th s measure a ms at prov d ng tra n ng to researchers on gender-sens t ve research methodology and gender

ma nstream ng.

Object ves:

Short term (<1 year)
Rev ew of ex st ng courses and/or modules for the

academ cs to ntroduce gender perspect ve n research.

Med um term (1-2 years)
Establ sh ng courses and/or modules for all academ cs
to ntroduce gender perspect ve n research.

Prov de support for the tra n ng of young women
researchers to apply external fund ng schemes
through sem nars, mentor ng sess ons, etc.

Long term (3-5 years)
Establ sh ng a master s degree program n gender
stud es.

Ava lable Resources:

Scent c Research Projects Dvson

Facult es v ce-Dean of Research

F nanc al and techn cal resources of the Un vers ty

Staff of Women Studies Centre in Science, Engineering,
and Technology

Department of Human t es and Soc al Sc ence

Act vt es:

Organ z ng workshops, sem nars, mentor ng
programmes for young women researchers to help
them to apply for external fund ng schemes.

Prepar ng an ntroductory course content for the

academ cs to ntroduce gender perspect ve n research.

Del ver ng the ntroductory courses to academ cs to
ntroduce gender perspect ve n research.

Apply ng for the foundat on of a master s programme
n Gender Stud es.

Targets / Ind cators

Short term (<1 year)
A rev ew report of the ex st ng modules and course n
gender perspect ve n research.

Med um term (1-2 years)
Number of support act v t es of tra n ng, workshops,
sem nars, mentor ng programmes for young women
researchers

Long term (3-5 years)
A number of academ cs completed the ntroductory
course that ntroduced gender perspectve n
research.

A number of students who enrolled n the Masters
programme n Gender Stud es.
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SECTION 3

Integrat on of the
gender d menson
nto research and
teach ng content

3.3.Develop ng gu del nes of the ntegrat on of the gender d mens on

nto curr cula and teach ng

Th s measure a ms at awareness-ra s ng and develop ng gu del nes of the ntegrat on of the gender d mens on nto

curr cula and teach ng.

Object ves:

Short term (<1 year)
Promot ng gender perspect ve n teach ng curr cula

Med um term (1-2 years)
Develop ng gu del nes for ntegrat on of gender
equal ty and d vers ty ssues n teachng

Development of ntroductory and advanced level
courses/ tran ng to all part es ( to students, and
faculty)

Long term (3-5 years)
Integrat ng the gu del nes of gender equal ty n
teach ng

Ava lable Resources:

Scent c Research Projects Dvson

Facult es v ce-Dean of Research

F nanc al and techn cal resources of the Un vers ty

Staff of Women Studies Centre in Science, Engineering,
and Technology

Department of Human t es and Soc al Sc ence

Act vtes:

Prepar ng gu del nes of ntegrat on of gender equal ty
and d versty ssues n teach ng ('n curr culum des gn,
learn ng act v t es, etc)

Del ver ng workshops and courses on the ntegrat on
of gender equal ty and d vers ty ssues n teach ng (n
curr culum des gn, learn ng act v tes, etc)

Targets / Ind cators

Short term (<1 year)
Ava lab | ty of gu del nes and/or workshops of
ntegrat on of gender equal ty and d vers ty ssues n
teach ng

Med um term (1-2 years)
Commitment to the guidelines as an official
document .e. the senate approval.

Number of students who enrolled n ava lable courses
on gender equal ty and d vers ty

Long term (3-5 years)
Amend ng the ex st ng courses regard ng the
gu del nes.
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SECTION 4

Organ zat onal
Culture and
Work-L fe
Balance

D agnos s

S nce 2016, C v | Servants Law No. 657, related to
maternal r ghts and leave has undergone sgn cant
changes and new types of r ghts and leaves are
ntroduced for mothers and parents. ITU closely and
str ctly follows updated regulat ons of C v | Servants
Law No. 657 concern ng matern ty leaves. W th the
amendments made to the Law No. 657, accord ng to
the general not cat on document No: 296 (13.04.2016)
of the M n stry of Labor and Soc al Secur ty, women

c v | servants were prov ded a 16-week matern ty leave
and a half-day work perm t n the postpartum per od
for women officers, but this does not apply to women
academ cs. Women and men may cla m to work part-
t me unt| the rst day of the month follow ng the date
ch Id s compulsory school ng beg ns. There s also

a breastfeed ng leave pract ce for mothers who are
breastfeed ng n both academ cs and c v | servants.

The pursu ng of a sat sfactory academ c career requ res

a full ded cat on to research and teach ng that needs
work ng long hours. As many researches and our
observat ons show that dur ng the COVID-19 pandem c,
there s a d sproportonate ncrease n the workload on
women, espec ally n both work-related and domest c
work. As long as women cont nue to carry the bulk of the
respons b | t es due to unbalanced gender d v s on of labor
n prvate | fe, th s d sproport onate workload for women
renders it difficult to balance their professional and
domest c | ves. Th s double workload that women have on
the r shoulders n uences womens careers, performance
levels, and more mportant sense of accompl shment.

Moreover, there s a general and common v ew among
researchers that gender equal ty s a womens ssue only.

However, creat ng an enabl ng env ronment for both
women and men to have ful Il ng careers n the research
depends on the well-be ng of all const tuents regardless
of gender.

While recently significant efforts for establishing gender
balance are recogn zed at ITU, yet, because of a gap of
efficient and productive work-life balance policies, there
are ssues regard ng d ssem nat on of these mechan sms
n all components of the un vers ty. Some of those are
the lack of systemat ¢ and nst tut onal zed measurement
systems to prevent any negative effects the maternity
leaves may have n promot ons and the lack of

nst tut onal zed mechan sms of support for ex ble and
remote work ng dur ng maternal leave and motherhood.
There are daycare fac I tes n the man Campus of

ITU, but It is not sufficient and affordable for parents
when they work n the un vers ty s campuses scattered
throughout the c ty.

To tackle the dent ed challenges above Istanbul

Techn cal Un vers ty w Il adopt the follow ng set of
measures:

T me frame of
mplementat on
Jan 2022-Jan 2023

n. Measues/act ons Object ves

1 Develop ng benchmark ng
and gu del nes for
d stance-work ng

to prov de gu del nes for

d stance work ng n case
of domest c care leave ( .e.
Parental leave, elderly care,
partner s ckness care)

2  Establ sh ng mechan sms to set up mechan sms Jan 2022-Jan 2023

of support and fund ng
opportun t es for those
who return from domest c
care leave

Target aud ence:

Facult es

of support and fund ng
opportun t es for those
who return from domest c
care leave

A t me frame of mplementat on
Jan 2022-Jan 2023
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SECTION 4

Oman zat onal
Culture and Work-
L fe Balance

4.1 Develop ng benchmark ng and gu del nes for d stance-work ng
Th s measure a ms at develop ng benchmark ng and gu del nes of d stance-work ng for domest c care leave.

Object ves:

Short term (<1 year)
Conduct a survey to collect data to dentfy and
address needs and ssues related to work-1 fe balance
and share them with faculty and staff.

Med um term (1-2 years)
Develop ng benchmark ng based on the data
collected n regards to work-I fe balance and
domest c care work.

Develop ng gu del nes for d stance-work ng for those
who are on care leave.

Long term (3-5 years)
Integrating the care leave guidelines in official
documents and strateg c plann ng.

Ava lable Resources:
Scent c Research Projects Dvson
F nanc al and techn cal resources of the Un vers ty

Staff of Women Studies Centre in Science, Engineering,
and Technology

Act vt es:

Do benchmarking among different kinds of care leave
to pr or t ze support mechan sms.

Establ sh rules for ex ble and remote-work ng n the
sixth-month period following maternity and different
care leaves and declare them

Organize workshops to promote the effective use of
paternal leaves w th n all faculty members

Form a team of experts to work on the gu del nes
d stance-work ng for care leave.

Targets / Ind cators

Short term (<1 year)
Ava lab | ty of the result of the survey that addresses
needs and ssues related to work-I fe balance and
shares them with faculty and staff.

Med um term (1-2 years)
Commitment to the guidelines as an official
document .e. the senate approval.

Number of students who enrolled n ava lable courses
on gender equal ty and d vers ty

Long term (3-5 years)
Reports of amend ng the ex st ng strateg ¢ plann ng
and related official documents regarding the care
leave gu del nes.
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Oman zat onal
Culture and Work-
L fe Balance

4.2.Establ sh ng mechan sms o support and fund ng opportunt es for
those who return from domest c care leave

Th s measure a ms to establ sh mechan sms of support and research fund ng opportun t es for those who return from

domest c care leave.

Object ves:

Short term (<1 year)
Organ ze workshops to share exper ences and to
ncrease awareness related to all types of care leaves
w th n faculty members.

Med um term (1-2 years)
Prov de or entat on opportun t es and establ shed
support for counsel ng for women and men after all
types of care leave, pr or t z ng maternal leave.

Develop ng support fund ng mechan sms for
academic staff for those who return from domestic
care leave.

Long term (3-5 years)
Establ sh a course reduct on mechan sm for academ ¢
staff, and other reduced workload mechanisms
for administrative staff in the six months following
matern ty leave

Establish mechanisms for different kinds of care
leaves ( .e. parental leave, elderly care, partner

s ckness care) and take nto cons derat on the care
leave per od n performance evaluat ons as well as
extend ng the evaluat on per od follow ng matern ty
and care leave per ods.

Act vt es:

Increase affordable on and off-campus childcare
centers and the number of lactat on rooms on
campus w th the proper equ pment such as small
refr gerators for nventory stock.

Providing counseling for the academics and staff
after all types of care leave

Implement ng evaluat on measures for work-| fe
balance.

Ava lable Resources:
Scent c Research ProjectsDvson
F nanc al and techn cal resources of the Un vers ty

Staff of Centre of Women Studies in Science,
Eng neer ng, and Technology

Psycholog cal Counsel ng and Gu dance Servce...............
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Targets / Ind cators

Short term (<1 year)
Ava lab | ty of the reports and publ cat on of the
workshops that address ssues related to work-I fe
balance and share them with faculty and staff.

Med um term (1-2 years)
A number of academics and staff who joined the
counsel ng ava lable on work-I fe balance, wellness,
parent ng e.t.c.

Reports on used fund ng mechan sms that are g ven
to the academ cs who returned from domest c care
leave.

Long term (3-5 years)
Integrat ng course reduct on and fund ng
mechanisms in official documents and strategic
plann ng.
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SECTION 5

Inst tut onal
Governance
of Equ ty

D agnos s

The Susta nable Development Goals (SDG) of the Un ted
Nat ons has been accepted, and ts values are shared

by the Un vers ty (see for more deta Is https:// mpact.
tu.edu.tr). The object ves of SDG focus on reduc ng
nequal tes and mprov ng the | fe and well-be ng of
people and the env ronment through ma ntanng a
susta nable natural eco-system, guarantee ng d gn ty,
encourag ng equ valence and harmony, our sh ng,
comprehens ve soc al orders, and advanc ng assoc at ons.
Such object ves de ne and shape the m ndset and

att tudes of the facult es and adm n strat on.

The duty to propell ng gender equ ty has ach eved

upgrades n certan terr tor es, yet the guarantee of

a world where each woman apprec ates full sexual

or entat on balance and all leg t mate, soc al, and
nanc al boundar es to the r strengthen ng have been

taken out rema n ng parts unful lled. The accompany ng

explorat on ventures have been expl c tly adjusted

to Susta nable Development Goal 5 and the mean

to accompl sh gender equ ty and engage all women

and young women. These ventures and actv t es are

nstances of the Un vers ty s comm tment to the SDGs

(see for more https:// mpact. tu.edu.tr/goal-5)

Eth cal Pr nc ples of Behav our document of the
Un vers ty referred to respect to human r ghts, eth cal
behav our, and gender equal ty. As t states:

Wh le act ng on the pr nc ples of respect for the law,
legal ty, just ce, equal ty ...w th the awareness that the
public officer is at the service of the public above all
k nds of spec al nterests spec ed n the serv ce eth cs
agreement of h gher educat on nst tut ons, language,
rel g on, worldv ew, pol t cal, pol t cal thought, undertakes

not to d scr m nate on the grounds of race, age, gender,
etc., and not to engage n behav ors and pract ces that
are contrary to human r ghts and freedoms or that
restr ct equal ty of opportun ty.

For many years, n add t on to the research and teach ng
actvtes nther areas, the female faculty members n
ITU also had an mportant contr but on to the top cs
of gender equal ty. As an example, ITU was one of the
seven partner un vers t es from s x countr es (Hungary,
Austr a, Eston a, F nland, Italy, and Turkey) of the
UNICAFE (Survey of the Un vers ty Career of Female
Sc ent sts at L fe Sc ences versus Techn cal Un vers t es),
an EU FP6 project held between 2006-2008, a m ng to
study the s tuat on of women academ cs n Eng neer ng
and Sc ence. ITU hosted the nal conference of th s
project n November 2008 and the Meet ng of European
Women Rectors wh ch was executed just before t. The
nal conference of the study ent tled Towards Gender
Equal ty n Employment: Pol t cs of Comprom s ng the
Work and Fam ly L fe , was also held n ITU on May 27
2009 w th the part c pat on of experts from s x countr es.
All these works n tated the dea to establ sh a center
to ut | ze the potent al for gender equal ty n Istanbul
Techn cal Un vers ty. The centre, Women s Stud es Center
n Sc ence, Eng neer ng and Technology as t was named,
was establ shed by the approval of the Turk sh H gher
Educat on Counc | on November 04, 2009.

Women s Stud es Center n Sc ence, Eng neer ng, and
Technology (WSC n SET) ams to support and enhance
gender equal ty n sc ence, eng neer ng, technology,
and art. Increas ng the accountab | ty and the actv tes
and expand ng the database of female statstcs n
these areas, mprov ng the vs bty and contr but on

of women n soc al and academ c | fe, collect ng and



SECTION 5

Inst tut onal
Governance of

Equty

updat ng the related documents are among the man
goals of the Centre. The Centre also expects to have a
sgn cant mpact on the gender ma nstream ng of the
undergraduate and graduate educat on of the un vers ty.

WSC-SET at ITU collects the male-female numbers of
students and academic staff annually and publishes

ths nformat on n ts annual report. S nce 2012, the
analys s data was made publ c n the WSC-SET s webs te
(www.kaum. tu.edu.tr) and the annual reports of the
Centre, as the numbers of academ cs and students
separately tabulated n the forms of h stogram based

on the facult es n ITU. The recent analys s also has the
male-female numbers of administrative staff as well as
academic staff in an administrative role.

The nternal evaluat on shows although there s a

comm tment and the above ntens ve Gender-related
work, there s a lack of set targets, measures, and act ons
to progress on gender-sens t ve research and gender

ma nstream ng. There s not a systemat ¢ assessment of
people s exper ences, op n ons, att tudes, behav ors, and
feelings based on the gender-specific context at different
levels at the Un vers ty. Sett ng up the quant tat ve

and qual tat ve nd cators would capture the status of
gender equal ty or n-equal ty at every level nclud ng the
academ c adm n strat ve roles n the Un vers ty to assess
and mentor the progress n gender equal ty.

To tackle the dent ed challenges above Istanbul
Techn cal Un vers ty w Il adopt the follow ng set of
measures:

T me frame of
mplementat on

Jan 2022-Jan 2023

n. Measues/act ons Object ves

1 Gender equal ty unt to establ sh a gender

equalty unt

2 Mon tor ng and assess ng to nd cators, make Jan 2022-Jan 2023
gender equal ty benchmark ng to assess
and mon tor the progress

n gender equal ty.

Target aud ence:

A t me frame of mplementat on
Jan 2022-Jan 2023

all members of the Un vers ty
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Inst tut onal
Governance of

Equty

5.1 Gender equal ty un t

Th s measure a ms to establ sh a unt n the current Women Stud es Centre n Sc ence, Eng neer ng, and Technology and
to nal ze the operat onal structure to awareness-ra s ng, tra n ng, and project development at ITU.

Object ves:

Short term (<1 year)

Establ shng a unt n the current Women Stud es Centre
n Sc ence, Eng neer ng and Technology (WSC n SET)
by appo nt ng experts n Gender Stud es, thus, ntatng
the nst tut onal zat on process for mplementat on of the
gender equal ty plan.

Med um term (1-2 years)
Prov d ng research and tra n ng on gender equal ty

Organ z ng events, sem nars, and workshops for
raising awareness among students, staff members,
and facult es

Long term (3-5 years)
Ga n ng recogn t on among gender research centres
locally and reg onally.

Ava lable Resources:
F nanc al and techn cal resources of the Un vers ty
Facult es V ce Dean of Research

Staff of Women Studies Centre in Science, Engineering,
and Technology

Act vt es:
Appo nt ng experts n Gender Stud es to establ sh the
gender equal ty untat WSC n SET

Amend ng and adopt ng the necessary regulat on to
be approved by the Un vers ty Senate.

Organ zat on of research and awareness-ra s ng
actvtes

Targets / Ind cators

Short term (<1 year)
Commenc ng the operat onal un t by appo nt ng
d rector, un t members, and secretar at.

Med um term (1-2 years)
Number of workshops, sem nars, conferences,
tra n ng organ zed on gender equal ty

Percentage of part ¢ pants n outreach actvtes
who have stated pos t ve transformat on/ ncrease of
awareness on gender equal ty Long term

Long term (3-5 years)
Annual act v ty and performance reports
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Inst tut onal
Governance of
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5.2. Mon tor ng and assess ng gender equal ty

Th s measure a ms at develop ng ev dence-based pol c es for gender equal ty n the Un vers ty and to mon tor the
mplementat on of the pol ¢ es on gender equal ty by assur ng gender-d saggregated data collect on at all levels.

Object ves:

Short term (<1 year)
Amend ng procedures for the collect on of gender-
d saggregated data .e. (on number of actvtes,
participants, students, staff, researchers in projects,
the rat o of gender n publ cat ons)

Med um term (1-2 years)
Implementat on, track ng, and mon tor ng of
the procedures n annual act v ty reports of the
departments and the strateg ¢ plan

Long term (3-5 years)
Development of ev dence-based nst tut onal gender
equal ty pol c es based on gender-d saggregated data

Act vt es:
Development of nst tut onal gender-d saggregated data
collect on procedures and gender-spec ¢ nd cators to
mon tor progress towards gender equal ty

Appo ntment of respons ble personnel for data
collect on

Systemat cally collect ng gender-d saggregated data
on gender

Mon tor ng and evaluat on of data collected from
b annual act v ty reports and the mplementat on of
the strateg c plan

Development of add t onal gender equal ty plans
based on the data collected.

Ava lable Resources:
F nanc al and techn cal resources of the Un vers ty
Facult es V ce Dean of Research

Staff of Women Studies Centre in Science, Engineering,
and Technology

Targets / Ind cators

Short term (<1 year)
Inst tut onal gender-d saggregated data collect on
procedures are determ ned and commun cated to
related departments.

Med um term (1-2 years)
Gender-d saggregated data s collected, tracked,
mon tored, and reported.

Long term (3-5 years)
Ev dence-based nst tut onal gender equal ty pol c es
based on gender-d saggregated data are developed.
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