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ABSTRACT

GENDER-BASED CHALLENGES AND COPING STRATEGIES IN
ACADEMIA IN TURKEY

Yilmaz, Ece
M.S., Department of Gender and Women’s Studies
Supervisor: Assoc. Prof. Dr. Fatma Umut Begpinar

June 2019, 169 pages

This study aims to reveal gender-based individual, social, institutional and structural
challenges academics face in their careers in Turkey. The theoretical framework was
shaped by feminist standpoint theory which allowed a critical perspective to the
traditional conceptualization of ideal worker. The data were collected through semi-
structured in-depth interviews from 10 male and 10 female academics working in
Ankara, the capital of Turkey. The findings revealed four main themes. Firstly, some
differences were found in how male and female academics experience, conceptualize
and perceive success. Women were found to be have to make some concessions to
look successful and fit in the ideal worker stereotype. There were also gender-based
differences self-promotion patterns. Secondly, double standards for male and female
academics, gender stereotypes that affect these processes, and male networks were
found to influence gender inequalities in hiring and promotion. Thirdly, women
experienced work-life conflict more seriously than their male colleagues. In addition,
this study revealed that women face sexual harassment and gender-based mobbing

more in academia. As to the coping strategies, some gender-based differences were
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discovered. To fit in a system organized around male norms, women had to make
more self-sacrifices and work harder to become successful and reconcile work and
life. These findings were discussed as individual, social, institutional and structural
level challenges and the relations among these different levels were highlighted. As
gender inequality in academia has different and interconnected levels as shown, this
study calls for a systematic and multi-level approach to combat gender inequality in

academia.

Keywords: gender equality in academia, work-life balance, coping strategies, norm

of ideal worker, Turkey
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TURKIYE’DE AKADEMIDE CINSIYET TEMELLI ZORLUKLAR VE BASA
CIKMA STRATEJILERI

Yilmaz, Ece
Yiksek Lisans, Toplumsal Cinsiyet ve Kadin Caligsmalar1 Bolimii

Tez Yoneticisi: Dog. Dr. Fatma Umut Bespinar

Haziran 2019, 169 sayfa

Bu calisma Tiirkiye'de akademisyenlerin karsilastiklar1 cinsiyet temelli bireysel,
toplumsal, kurumsal ve yapisal zorluklari incelemektedir. Calismanin teorik
cercevesi ideal calisan kavraminin elestirel olarak ele alinmasina izin veren feminist
bakis acis1 teorisi tarafindan sekillendirilmistir. Veriler yari-yapilandirilmis miilakat
formu araciligiyla Ankara'daki iiniversitelerde gorev yapmakta olan 10 kadin 10
erkek akademisyenden toplanmistir. Verilerin analizi 4 ana tema ortaya ¢ikarmistir.
[k olarak, kadin ve erkek akademisyenler icin basarmin nasil kavramsallastirildig
ve algilandig1 {izerine farkliliklar bulunmustur. Ideal calisan stereotipine uyabilmek
icin kadmlarin kadinliklarindan taviz vermek zorunda kaldiklar1 da bulgular
arasindadir, kadin ve erkek akademisyenlerin kendi basarilarindan bahsetmelerinde
de cinsiyet temelli farkliliklar bulunmustur. Ikinci olarak, kadin akademisyenlerin ise
alim ve yiikseltme siireclerinde cifte standartlarla karsilastiklari, bu siireglerin
cinsiyet stereotiplerinden etkilendikleri ve erkek aglarmin varligmin ise alim ve
yiikseltme siireclerini etkiledigi bulunmustur. Caligma ayni zamanda kadin

akademisyenlerin cinsiyet temelli mobbing ve cinsel tacize daha ¢ok maruz
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kaldiklarin1 bulmugtur. Baga ¢ikma stratejilerine gelindiginde ise yine cinsiyete bagl
farkliliklar bulunmustur. Erkek normlari iizerinden tanimlanmis bir sisteme adapte
olabilmek ve is hayat dengesini kurabilmek i¢in kadin akademisyenler kendilerinden
daha ¢ok taviz vermek zorunda kalmaktadirlar. Tiim bu bulgular, bireysel, toplumsal,
kurumsal ve yapisal boyutlarda tartigilmig ve bu boyutlar arasindaki iligkiler ortaya
konmustur. Bu farkli boyutlar diisiiniildiigiinde bu calisma akademide cinsiyet

esitliginin saglanmasi i¢in sistematik ve ¢cok katmanli bir yaklagim dnermektedir.

Anahtar kelimeler: akademide cinsiyet esitligi, is hayat dengesi, basa ¢ikma

stratejileri, ideal calisan normu, Tiirkiye
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CHAPTER 1

INTRODUCTION

When | started working as a language instructor in one of the universities in Ankara
six years ago, one of the very first things that I realized was the numerical dominance
of female instructors in the institution. However, despite this numerical dominance,
the department head or the director of the school was a man. At the beginning, it was
very surprising for me to find that even in a school where female instructors
outnumbered male instructors, it was men who were supposed to make the decisions.
Later, | found that although the number of female academics in Turkey is quite high
with 43.06% (The World Bank 2015 Data, 2019) women are almost invisible when |
look at the Presidents of the universities. In 206 universities in Turkey today, there
are only 18 female Presidents (Birgtin, 2019). What these numbers and percentages
tell us is that numerical equality does not necessarily signify gender equality in
practice. In addition, while the numbers of male and female academic staff in the
research or teaching assistant positions are quite close to each other with 24584
female assistants and 23882 male assistants, these numbers dramatically change
when the numbers of male and female professors are compared. At all universities in
the country while the number of male professors is 18139, the number of female
professors is 8386 which is less than the half of male professors (The Council of
Higher Education, 2019). These numbers may be telling us that the road which takes
an academic from assistantship to professorship does not have the same challenges

and difficulties for male and female academics.

The literature on gender inequality at universities also present other problems

regarding women academics’ position. Related to gender stereotypes, Henley (2015)



mentions gendered hierarchies at universities and claims that these hierarchies stem
from accusing of women’s abilities and disinterest, gendered recruitment and
promotion patterns and subjective evaluations of women’s success and productivity.
In line with these studies, Mayer and Tikka (2008) underlines the fact that women
concentrate in lower positions in lower paying disciplines and especially in social
sciences. Regarding women’s position at universities, there are also other studies
which focus on women’s marginalization in academic conferences (Eden, 2016),
sexual harassment and gender discrimination (Jagsi et al., 2016). Apart from these
studies which highlight the social and structural aspects of gender inequality, there
are also studies which focus on the consequences of these aspects on the individual
woman. For example, Savigny (2014) suggests that women may embody socially
accepted gender stereotypes as their own characteristics and may lower expectations
from themselves. From this example, we can understand that a problem that is social

or structural may be individualized by the person being stereotyped.

Similar problems are also found in the studies that were conducted in Turkey. One of
the main themes that has taken up a huge place in literature regarding female
academics in Turkey 1is traditional gender roles and women’s domestic
responsibilities. Ozkanli (2007) claims that women’s careers in academic life are
seriously under the influence of the role conflicts that women experience. Similarly,
Basarir and Sar1 (2015) analyzed women’s perceptions regarding being a female
academic through metaphors. While most of these categories revealed women’s
multiple roles as women, mothers, wives and researchers, the “someone nameless”™
category revealed their absence in the decision-making positions at universities. In
addition to women’s multiple role conflicts that hinder their career advancement and
their absence in key-decision making positions, the literature also presents other
challenges to these women’s careers. For example, Ergdl et al. (2012)’s study also
revealed another problem regarding women’s work conditions. Some participants of
the study reported sexual harassment by mentioning the disturbing behaviors of men
around them. Moreover, Cogenli and Doner (2015) reported that female academics

experience mobbing more often when compared to male academics.



All these studies mentioned here reveal some problems regarding gender inequality
at universities. What can be inferred from these studies is that quantitative presence
of women in academia is not a solution to gender inequality, and even when there is
quantitative equality it is important to investigate where this quantitative presence
accumulates. As in our case in Turkey where the numbers accumulate in the lower
positions of academic rank, it is important to search for the reasons that keep women
away from career advancement. Therefore, | find it necessary to investigate how male
and female academics experience their career journey on this road which runs toward
professorship, what kinds of challenges they come across and what kinds of coping
strategies they develop. Taking all these into consideration, this study aims to
understand what individual, social and institutional challenges that female and male
academics face and how these different levels are connected to each other. In addition
to these, this study also aims to investigate coping strategies with these challenges
while presenting some educational policy recommendations with the aim of making

universities more woman-friendly workplaces.

1.1 Research questions

The research questions of the study are as follows:

e What are the personal, social, institutional and structural gender-based
challenges academics face in their career progression at universities in Turkey
and how are these challenges related?

e What are the coping strategies of academics with these gender-based
challenges to increase their success and productivity?

e What can be some policy recommendations to decrease gender-based
challenges experienced by academics through their academic careers at

universities in Turkey?



1.2 Assumptions of the study

As mentioned previously through the comparison of the numbers of female and male
research assistants and professors, as one goes up in the academic hierarchy, a
dramatical decline in the number of female academics becomes clearly visible.
Therefore, the way female academics experience this academic career journey and
the way male academics experience the same journey must be different so that we
can explain the loss of dramatical number of women in this process. Therefore, this
study starts with the assumption that academic men and women experience academic
careers and academic career advancement differently. Secondly, considering that
individuals’ own preferences are not as personal as they may seem, and they are
usually shaped by social and familial expectations and pressures (Sandberg, 2013),
this study was shaped by the assumption that the career journey differences are
caused by some individual, social, and institutional factors. Thirdly, as mentioned by
Sandberg, if social factors have the power the influence the seemingly individual
differences, this study also assumes that these individual, social and institutional
factors do not work independently of each other, but they work together to create
different experiences for academic men and women. Fourthly, this study also
assumes that facing different challenges, male and female academics develop
different coping strategies with these challenges. As a consequence, keeping all these
assumptions in mind, this study aims to investigate these differences as they are

symptoms of gender inequalities.

1.3 Arguments of the study

This study argues that universities are gendered organizations and women face
different challenges in their career journey because of their gender when compared
to male academics. Universities and their work conditions are still organized around
the traditional definition of ideal worker, who has no domestic or care-related
responsibilities (Williams, 1989; Lynch, 2007). However, gendered division of labor

in the society leaves academic women with many responsibilities related to home and
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care while distancing women from the definition of ideal worker and creating gender
inequality in the workplace. In addition, to fit in this ideal worker definition, women
sometimes have to make some concessions, abandoning their female traits, outlook
among other things. Despite these concessions, there are still differences in the
perceptions of how a successful male academic and a successful female academic
should be. Being successful does not have the same meaning for these two groups;
and indeed, it is something more difficult to achieve for female academics. Similarly,
this study argues that female academics are invisible in the top management positions
at universities. Moreover, in academic hiring and promotion processes women are at
a more disadvantageous position. This study also argues that although quantitative
equality is not a cure to gender inequality in academia, it is quite necessary for a
pluralist work environment and it is also necessary for the expectation that there will
be less cases of sexual harassment in a work environment which is not dominated by
men. Furthermore, academic women do not have enough and beneficial solidarity
networks, and despite their marginalization as a group, they strive to survive on their
own. Female academics experience work-life conflict more than male academics.
Another argument of this study is that although women are at a disadvantaged
position in academia due to its gendered organization, they develop some coping
strategies, which is as a result of their agency. Most importantly, this gender
inequality has multiple levels which include individual, social and institutional levels
and they work dependently of each other.

1.4 Significance of the study

This study is significant because it fills a gap in the literature related to Turkish
Higher Education and work conditions of academic staff by presenting an
investigation of multiple layers of gender equality which are individual, social and
institutional levels. In addition, by highlighting the interconnectedness of these
multiple levels in production and reproduction of gender inequality in higher
education, the findings of this study call for a more systematic approach with multiple

layers to combat this problem.



Secondly, the findings of this study bring the discourse of personal choice into
question through an emphasis on social and institutional grounds of gender inequality
in higher education. Beddoes and Pawley (2014) maintain that “the discourse of
choice” is not a cure to women’s underrepresentation in science, technology,
engineering and mathematics fields and this discourse can be dangerous due to two
reasons. Firstly, it masks the need for social and structural changes and it exempts
educational leaders from their responsibilities to provide gender equality in the
educational workplace. To make it clearer, the claim that “it was your choice to have
kids” de-problematizes underrepresentation of women in the academy while putting
the blame on the person rather than structural inequalities. Consequently, the authors
argue that the concepts of “choice” and “agency” need to be re-contextualized within
bigger neoliberal modernization discourses because as Sandberg (2013) suggests that
individuals’ own preferences are not as personal as they may seem, and they are
usually shaped by social and familial expectations and pressures. As a consequence,
another significance of this study stems from this discussion, and the findings and
related discussions of this study will remind educational leaders and policymakers of
their social and institutional responsibilities for gender equality in higher education
which are ignored or trivialized within the discourses of personal choice and

responsibilities.

Thirdly, the findings of this study are significant to be taken into consideration to
ameliorate the working conditions of academic staff as they bring the definition of
ideal academic worker into question. The male definitions of success, productivity,
and academic leadership are questioned in this respect. The previous research
demonstrated that the organization of paid work is according to a male ideal worker
who is without any domestic responsibilities including care-work (Williams, 1989),
and it was also revealed that female routine was not compatible with this male-
oriented organization due to women’s unpaid domestic labour (Bradley, 1994). These
conditions have consequences for the male definitions of working hours, work
success, and productivity as well as academic leadership. To exemplify, Roebuck,

Smith and Haddaoui (2013) investigated the effects of work-life balance perspectives



of women from different generations on women’s opportunities for leadership in the
workplace. They conducted their study with 161 women who were full time workers
in different sectors. The results of their study revealed that work-life balance is a
concern for all women no matter what age they have and this concern mainly
originates from their caregiving responsibilities and majority of women prefer not to
obtain leadership positions if they think that this will harm their work-life balance.
Another example can be limitations on women’s academic mobility due to familial
childcare responsibilities and organization of conferences based on male norms
without opportunities for childcare. Consequently, it is clear that male organization
of academic life harms women’s opportunities for better work, better work

opportunities and better work conditions.

All inall, this study is filling a gap in the literature by concentrating on multiple levels
of gender inequality in higher education institutions in Turkey as well as making
some systematic policy recommendations for educational leaders and policymakers.
In this way, this study aims to augment work conditions of both male and female

academics.

1.5 The theoretical framework

The theoretical framework of the study is shaped by feminist standpoint theory. The
reasons for the choice of theoretical framework are its compatibility with the aim,
assumptions of data analysis of the study. The aim of this study is not to reach the
absolute and universal answers regarding the problems of women in Turkish Higher
Education but to proceed with the assumption that knowledge is partial (Hekman,
1997) as put forward by feminist standpoint theory. Another assumption of the study
maintains that subjects who participated in this study are constructed by relational
forces as mentioned by Hekman (1997). This means that this study starts with the
assumption that the experiences of the subjects of the study will be shaped by some
other relational factors including their gender, age, title, the university they work at,

and etc. Furthermore, the study rejects the definition of knowledge and truth as
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complete and universal, and advances with the assumption that all knowledge is
situated and contextual (Hekman, 1997). The researcher in this study is quite aware
of the fact that the findings of this study will be as a result of experiences of male and
female academics at different universities which are located in the city of Ankara,
and will be limited in presenting and reflecting the experiences of male and female
academics working at universities of in small cities. Lastly, as an answer to the
question of how to select the perspectives and standpoints which are beneficial to us
if we accept that there are multiple realities and standpoints, feminist standpoint
theory assumes that the subject of any analysis in feminist research is shaped by the
interests of the researcher (Hekman, 1997). According to Hekman, the values and
political goals of the researchers motivates them to study certain subjects, and with
this comes the relationship between knowledge and politics. In this way, knowledge

and politics become connected in Hekman’s words.

Other aspects of feminist standpoint theory that concern this study are also mentioned
by Hartsock (1983). Hartsock claims that material life serves as a limit to how
individuals perceive social relations. Similarly, Wylie (2003) suggests that how
individuals perceive the world around them is shaped by social location which is
defined by structures in that individual’s position in hierarchically built power
relations. For this study, this social location, material life in Hartsock’s terms, is
determined by gender-based differences which cause men and women to have access
to different pieces of knowledge regarding the world around them. Therefore, it

becomes vital to access both of these pieces of knowledge for this study.

As put forward in the previous two paragraphs, if there are multiple realities and
standpoints according to the feminist standpoint theory, it becomes essential to start
by questioning the definition of ideal worker. Willams (1989) presented a critique of
gendered structure of wage labor by challenging the concept of ideal worker who
does not have any domestic responsibilities. Williams also presented a critique of
“choice” and claimed that when women “choose” to become non-ideal workers, this

meant that all workers have two inadmissible choices: either choosing the
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conventional male life order, or choosing the conventional female economic
vulnerability. Williams argued that work does not have to be organized around these
two options. Similarly, Lynch (2006) presented a critique of academic world by
claiming that neoliberal policies require that individuals take their own
responsibilities in terms of public services which include housing, transport and care
work. In this trend, efforts are employed to privatize these services, therefore, citizens
will need to buy them with their market values rather than the efforts to provide them
as state services (Lynch, 2006). Despite this fact that care work responsibilities are
not realized by the state but by the individuals themselves, this situation did not
change the definition of ideal worker, as presented by Williams (1989). Likewise,
Lynch (2007) depicted ideal workers as the ones who do not have any kind of care
work responsibilities either through detachment from dependency relationships, or
through delegation of work to others, or through commands to others to do their
dependency work. Similarly, managerial work in higher education was “care-less”
work as defined by Grummell, Devine and Lynch (2009). The authors mentioned that
these positions in higher education favor those who do not have any care work
responsibilities, and those, therefore, usually refers to men. They discussed the
impacts of neoliberal policies in higher education together with their consequences
in terms of gender and managerial work. The results of the study showed that care
work was seen as a women’s problem, and career breaks or job sharing was
considered as a suitable moral choice for women as part of being a good mother.
However, such a moral choice was out of the question for men. In addition, in the
study, academic work was defined as a long-hours work, which did not allow
individuals to set strict boundaries between work and life. In this long-hours work,
women’s absence from certain positions were seen as women’s choice, although one
senior manager underlined that the work environment -not women- needed some
changes to accommodate women in these positions. Grummell, Devine and Lynch
(2009) conclude that the efforts to accommodate women in senior management
positions will be useless unless women’s “care-full” lives are ignored through

neoliberal policies.



Having an ideal worker definition also hinders seeing the gendered aspects of
academic work environment as it provides a single definition of success. Henley
(2015), on the other hand, challenges and criticizes the traditional definition of
success in that this definition remains insufficient to take into consideration gendered
publication and citation patterns as well as the gendered contributions made by male
and female academics to the academic world. Henley mentions gendered hierarchies
within science which stem from accusing of women’s abilities and disinterest,
gendered recruitment, job evaluation and promotion patterns in addition to the

subjective evaluations of women’s success and productivity.

This ideal worker whose definition has been criticized here and its role on masking
the gendered organization of universities need to be analyzed at individual, social and
institutional levels by keeping in mind that all these levels are interconnected and
have consequences for each other. For example, investigating cultural sexism in
academia, Savigny (2014) suggests that gender marginalization at work which
functions on the social and institutional levels also may also have individual level
consequences for women and cause a withdrawal from nominating themselves for
promotions and senior positions. Furthermore, some social and institutional level
problems can be masked through individualization of the problem. For instance,
Savigny (2014) mentions childbearing. When the social organization of unequal
division of labor at home and the institutional and structural organization of
disproportionate allocation of paternity and maternity leaves for child care are
considered together with childbearing, this kind of thinking leads to the assumption
that childcare is a women’s problem. In this way, social and institutional level
solutions become trivial by relieving the society and institutions although this is not
a problem which can be solved on the individual level. Therefore, understanding the
interconnectedness of all these levels in the production and reproduction of gender

inequality is of the great importance.

Another example of the interconnectedness of different levels of gender inequality in

academia is also visible in the efforts to increase the number of women in academia.
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There are some studies to this end, and one of them is conducted by Mayer and Tikka
(2008). Mayer and Tikka investigated the assumption that more effective family
policies in the country will end in better representation of women in tenure-track
academic positions. To this end, leave policies of Sweden, Finland and the United
States were analyzed and the expectation was to find higher representation of women
in academia in Finland and Sweden where there were more generous parental leave
policies with the assumption that these more generous policies will allow women to
compete better with academic men. However, the results of their analyses did not
show an appreciable difference between these Nordic countries and the United States
in terms of female representation in academia. It is argued that although generous
leave and family policies in these countries exist, they serve more to enhance
children’s welfare rather than enhancing women’s careers. The authors also mention
the work-related penalties women face due to child care responsibilities and gender
stereotypes. Lastly, Mayer and Tikka (2008) conclude that augmented family policies
are essential but insufficient to enhance female careers in academic life, and they
must exist together with efforts to provide a wider social transformation to bring
gender equality. Going back to the interconnectedness of different levels of
inequality, what is clear from this study is that it is not really possible to come up
with gender equality in academia only through institutional and structural reforms

unless they are supported by transformations on the social level.

When all these discussions are considered, it is clear that higher education institutions
and their gendered organizations set some challenges to academic women’s careers.
However, Caglayan (2015) states that in accordance with the changing life conditions
in the world, women’s academic success in science and universities has started to
become prominent in addition to their contributions to social and economic life.
Similarly, in Turkey the contributions of women in the scientific area have reached a
level that cannot be ignored. Regarding this situation, Caglayan concludes that this
success leads to needs for increasing number of women in the academic field,
improvements in their work conditions and support for them. As a consequence, when

these needs are considered, more studies which focus on gender inequalities in higher
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education institutions are required to reveal the challenges mentioned. All in all,
taking the different levels of inequality and their interconnectedness into
consideration, one aim of this study will be focusing on the interconnectedness of
these different layers of gender inequality which can be observed in higher education

institutions in Turkey.

1.6 Research design

In the design of this study, feminist research approach was adopted and qualitative
inquiry was selected to understand how male and female academics conceptualize
the meanings in terms of success and productivity, how they perceive and experience
the challenges and difficulties that they come across in the course of their careers,
and what kinds of coping strategies they develop. Qualitative inquiry also allows the
researcher to understand the implications of individual, social and institutional levels
of gender inequality and it becomes easier to reveal the connections among these
different levels of inequality. When the aims and design of the study was considered,
the most appropriate way to collect data was through qualitative interviewing.
Therefore, the data was collected through qualitative interviewing. After the
preparation of a theoretically informed interview instrument, this instrument was
evaluated through two pilot interviews which allowed the researcher to make some
changes and additions to the interview questions. When the instrument was ready, the
ethical permission from the Middle East Technical University Human Subjects Ethics
Committee (Appendix A) was taken to collect data between the dates April 51" 2018
and June 30" 2019. The study aimed to reach academics in Ankara, the capital of
Turkey, and convenience sampling was exploited to find interviewees. 10 male and
10 female academics were the participants of this study and the data collection
process started in April 2018 and ended in February 2019. To analyze the data, the
interviews were read in detail and a list of emerging key words and word groups were
determined. In the second step, key words and word groups were placed under
broader themes that emerged during the study. After this thematic analysis, the

findings were discussed in the light of existing literature.
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1.7 Limitations of the study

The main limitation of the study is that the participants of the study are all located in
Ankara, in the capital of Turkey and they work at the universities which are quite
similar to each other. They are all reputable universities in Turkey. Therefore, this
study remains limited in presenting the experiences of male and female academics
who work at different parts of Turkey. This limitation should be underlined on the
grounds that in small cities which are economically less developed and at their
universities, conservatism and patriarchy are supposed to be stronger when compared
to the capital city, and therefore gender inequalities could be felt stronger. As a result,
this study has limitations in representing academics’ experiences with stronger forms
of conservatism and patriarchy. However, this study is still important because it
reveals gender inequalities even in the best universities of the country and in the
capital city. In addition, related to the design of the study, Gerson and Horowitz
(2002) claim that participants’ ability to recall past, comprehend the present and
consider the future is a determiner of the depth of interviews. Therefore, the depth of
the interviews could be affected by such individual differences among participants.
Lastly, the specific focus on gender could mask other power relations that are going

on at universities.

1.8 The structure of the thesis

The current chapter of the study aimed to present an illustration of gender inequality
problem at universities in Turkey. It also introduced the research questions,
assumptions and arguments of the study, the significance of the study, the theoretical
framework of the study, related methodology together with its limitations. Lastly, this

part of the chapter presents the flow of the study.

The second chapter starts with the presentation and discussion of feminist standpoint
theory which was chosen as the theoretical framework of the study. In this part, the

importance of listening to women’s stories is underlined in that the workplace expects
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them fit in a structure that was not originally planned by taking into consideration
their needs. Therefore, the concept of ideal worker is introduced and criticized in this
part. This chapter continues with a discussion of gender inequality in academia.
Under this title, the issues of gendered academic hiring and promotion processes,
work life balance experiences of academics, and gender-based mobbing and sexual
harassment in academia are discussed. The literature review part ends with the

current discussions regarding gender equality at universities in Turkey.

The third chapter is about the methodology chosen for the current study. In this
chapter, the research approach exploited and the design of the study is presented in
more detail. This detailed presentation includes the research questions, ethical issues
in the research, sampling and data collection procedures, data analysis in addition to

the strengths and limitations of the study.

The fourth chapter presents the findings of the study, by diving them into themes.
The themes that are discussed in this chapter are the perceptions of success and
productivity in academia, hiring and promotion processes in academia, work life
balance experiences of academics, and gender-based mobbing and sexual harassment
in academia. This chapter also presents some quotations from the participants in line
with the objectives of the study. Furthermore, gender is treated as a variable and
gender differences in the findings are also discussed in the light of the existing
literature. Apart from these, this chapter offers a discussion of coping strategies with

the challenges faced in academic careers.

The fifth chapter presents academics’ institutional and structural expectations to
ameliorate their work conditions and makes some educational policy
recommendations based on the findings presented in the previous literature. These
policy recommendations were mainly shaped around the themes and discussions that
emerged in this study. The aim of this study is to make some suggestions to make

universities gender-friendly workplaces.
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The last chapter of the study presents a more holistic approach to the aims, methods
and findings of study. It offers and general overview of the study and summarizes the
findings. Also, the policy recommendations that are presented in the previous chapter

are summarized in this last chapter.
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CHAPTER 2

REVIEW OF LITERATURE ON WOMEN IN ACADEMIA

This study aims to investigate individual, social, institutional and structural
challenges academic men and women face in their academic careers in Turkey while
revealing the relations among these different levels of inequality. In addition, the
present study also aims to reveal men’s and women’s coping strategies with these
challenges to increase their success and productivity and make some policy
recommendations to turn higher education institutions in Turkey into better
organizations in terms of gender equality. Although universities in Turkey just like
other workplaces are mostly known to be gender-neutral, this study starts out from
the assumption that universities just like most other work places are gendered
institutions as work itself is a gendered concept. This argument reveals itself in the
fact that work is organized around a male ideal and workplaces are designed
according to this ideal. Being organized around male concepts and ideals and still
being claimed to be gender-neutral opens a way to blame women if they stay behind
although they are left behind. This blame put on women turns social, institutional and
structural problems into personal ones, relieving the policymakers from their
responsibilities to create women-friendly workplaces as there is nothing wrong with
the organization of work but women and their choices. Therefore, a theoretical
framework that is supposed frame this study should be well aware of the relations
between knowledge, power and politics while giving access to female voices.
Listening to and learning more about women’ stories give the researchers and policy
makers access to various perspectives which are not readily available to others on the
grounds that it is women who have to face gendered challenges in their daily lives

and at work. Keeping all these in mind, therefore, this study utilizes the feminist
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standpoint theory which is obviously political and social epistemology (Wylie, 2003)

allowing our feminist investigation to use women’s experiences as a starting point.

2.1 Feminist standpoint theory

The literature concerning feminist standpoint theory goes back to 1970s and since
then different scholars have brought different explanations regarding what a
standpoint is and how to approach different standpoints as the theory has brought a
different perspective to the feminist epistemology. In fact, the feminist standpoint
theory has meant a paradigm shift in the concept of knowledge which signals a
change both in the feminist theory and in the epistemology (Hekman, 1997). These
changes came with the awareness of the limitations of dominant male perspectives in
sociology in reflecting and revealing women’s experiences. Criticizing the dominant
male perspective in sociology with this awareness, Smith (1972) argues that although
women also participate in doing this world, the methods, concepts, and theories of
sociology depend on and constructed upon male social life. Accordingly, Smith
suggests that an alternative sociology should seek to create the capacity that can be a
way to understand lived experiences of women. Smith calls women as “native
speakers” of this new world, and thinks that women can explain what female world

implies conceptually as they may know it before somebody else says it.

The questions if women’s life activity can be a base for a distinct standpoint and if it
can fulfil the criteria for a feminist standpoint are answered by Hartsock (1983). She
bases her discussion on sexual division of labor -she uses the word sexual in order
not to reduce the discussion to only a social dimension-, claims that women sell their
labor and play a role in the production of commodities and surplus value in addition
to their contribution to the production of use-values at home. Therefore, unlike men,
women’s contribution in terms of sexual division of labor has two aspects regarding
production for wages and production for home. Hartsock also claims that women
work more than men, they spend more time on the production of use-values when

compared to men, and lastly, women’s production requires completion of repetitive
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tasks which are different than men’s. When these differences in the material life
activities are taken into consideration, Hartsock suggests that material life
experiences of women should be a ground for feminist theories in addition to being
part in the political endeavor which is necessary to improve areas of social life based

on these experiences.

Taking Hartsock’s arguments into account, it becomes necessary to investigate the
differences in the work experiences of men and women. Acker (2011) defines the
concept of work day as adjacent number of pre-determined hours, and the ideal
worker as a gendered concept in that ideal worker is someone who is burdenless and
always accessible for work. According to Acker, this heteronormative model of the
division of labor stems from the conception of man as breadwinners in the ruling
position and women as homemaker in a subordinate position. The historical
background to this separation is as follows: After the industrial revolution, the
workplace gained its own presence away from the household. This caused separation
of work and life, which were entirely blended previously. This separation also led to
a division of labour between men and women, in which men became dominant in the
workplace and women shouldered the domestic responsibilities such as cleaning and
child-care to sustain health and efficiency of working men. Progressively, through
the support coming from home and community, the workplace, the source of
economy, was systematized over life. In this time, women’s unpaid domestic work
was, on the other hand, downgraded because it is unpaid although women undertake
these responsibilities in addition to paid work (Rao, Stuart & Kelleher, 1999).
Furthermore, women’s paid work was also realized in low paying and gender
segregated jobs during the early periods of industrialization. The working women
were usually single, and there were only few women who worked outside the home
since married women were not supposed to work and have financial freedom.
Consequently, women’s social position was defined in relation to her husband’s
social position which was determined by his occupation. Men did not support their
wives’ entry into the labour market on the grounds that this entry could lower their

wages. However, in 1940s, technology and war facilitated women’s entry in the
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labour force and in 1960s and 1970s, women’s temporary employment opportunities
gave their place to more permanent employment opportunities (Cleveland, Stockdale
& Murphy, 2000). Although it has been a long time since the entry of women into
the labour force with permanent jobs, the division of labour between men and women
have remained almost the same in that the organization of paid work is still made
around an ideal worker who does not have any domestic or care-work responsibilities
(O’Connor, 1993). Bradley (1994) illustrates this androcentric organization in the
traditional work hours. According to her, male life routine is compatible with working
from nine to five every workday and having the weekend off. Nonetheless, female
life routine is not at all compatible with these hours on the grounds that women are
responsible for taking care of children which includes providing food, clothing and
necessary arrangements to take them to school. When she is free, she needs to go to
shops and banks (Bradley, 1994). Time budget studies, mentioned in Delphy and
Leonard (1994), also support the examples above. These studies have demonstrated
that women still spend twice as much time as their husbands on domestic tasks in all
Western and Eastern bloc states, and this situation does not change when they are in
paid employment. The authors claim that although husbands’ help have had an impact
on women’s freedom to choose any employment, women still lack something that
men have: “A right to time off”. This is valid even when women have other domestic
workers, servants, due to the fact that these servants also mean extra work for women
in that they need to be hired, disciplined and supported (Delphy & Leonard, 1994).
Being a capable coordinator of daily family life is not required from men who can
indeed run huge companies (Polkowska, 2014). As a result, O’Connor (1993)
concludes that increased participation of women into the labour force is possible at
the expense of a doubled work day, increased reliance on state institutions especially

in the public sector and the acceptance of gender-segregated jobs.

This heteronormative model of division of labor mentioned by Acker is better
understood when gender stereotypes are considered because compliance with gender
stereotypes about how women should behave makes it more difficult for women to

fulfil the requirements of being an ideal worker (Reskin, 2010). In addition to this
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stereotype gap between women and ideal worker, working women also face negative
stereotypes which put them in a more marginal position away from the position of an
ideal worker. Cleveland, Stockdale and Murphy (2000) regard it surprising to find
negative stereotypes about working women when women’s existence in the
workforce is considered. These negative stereotypes include being not involved in
their job, showing no commitment, looking for a husband if they are single and
young, an unhappy middle aged, older woman who has lost interest in men, a spinster,
or a career-oriented woman who has no interest in men or relationships, or having
children. Moreover, what is expected from working mothers is less involvement in
their jobs, and being less reliable; or what is expected from them can also be less
involvement in their children (Cleveland, Stockdale, & Murphy, 2000). Negative
stereotyping against working women was exemplified in one study conducted by
Rubini and Menegatti (2014). Rubini and Menegatti investigated linguistic bias in
academic personnel selection, and the analysis showed that women were assessed
with more negative adjectives when compared to men. Men were assessed with more
positive adjectives and negative action verbs, even when they were rejected, which
meant that women’s negative characteristics and men’s positive characteristics were
regarded as a constant across different contexts and situations while men’s

unfavorable acts were context-specific.

These explanations regarding women’s experiences and the concept of ideal worker
show how material life both shapes and restricts how people understand social
relations as mentioned by Hartsock (1983). If this material life formed two different
groups, it is possible to expect that the vision available to each group is a reverse
version of the other. In this case, the vision of the dominant group will be both “partial
and perverse” although the vision of each ruling class, gender in our case, is expected
to shape the material relations, and these material relations are imposed on all parties,
and so the vision of the ruling class cannot be easily named as false. What this means
is explained by Wylie (2003). Wylie argues that one of the most fundamental
awareness the feminist standpoint theory brings lies in this inversion thesis.

According to this, groups upon whom the marginalizing and oppressive concepts of
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the dominant groups have been imposed may indeed have an epistemological
privilege in some major aspects of the discussion. Thanks to what they usually
experience, they may have access to different pieces of knowledge, or they may know
better than the ones who are both politically and socially privileged, and feminist
standpoint theorists argue that gender as one aspect of our social life differentiation
can lead to a such difference (Wylie, 2003). Here comes the importance of listening
to “native speakers” of these experiences as they may be sources of knowledge that

is otherwise unavailable to the researcher.

Despite these advantages mentioned in previous paragraphs, the feminist standpoint
theory was not without criticisms. For example, Hekman (1997) questions how it can
be possible to conduct a coherent analysis, how we can choose the useful standpoints
to work on, and how we can conserve the political ability to talk about different
categories of women. Borrowing Weber’s ideal type, Hekman endeavors to bring
solutions to these problems. Accordingly, no perspective is complete, and knowledge
is situated causing different pieces of knowledge to arise from different localities, and
just like the ideal type women’s life experiences are also structured by shared
concepts. In addition, as to the questions of which standpoints to use, she claims that
this will be shaped by the interests and values which motive the researcher to explore
some issues. Wylie (2003) is another scholar who addressed the questions of situated
knowledge thesis, and multiple standpoints. According to Wylie, it is possible to
determine a unique standpoint which has an epistemological advantage when the
mutuality of location and experience gives rise to an oppositional awareness about
the impacts of the social location, revealing the incompleteness of the dominant
knowledge, bringing a new perspective to the old question and leading to new

questions for scientific exploration (Wylie, 2003).

Wylie (2003) argues that standpoint theories should not assume these two things.
Firstly, they should not fall into the trap of essentialism by bringing essentialist
definitions to social categories or collectivities. Secondly, they should not assume an

automatic epistemological privilege, meaning that these theories cannot claim that
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oppressed or marginal groups know more and better just because of their social
location. Taking into consideration these two warnings, Wylie redefines objectivity
to display that a standpoint theorist can have an epistemological privilege without
assuming essentialism or an automatic privilege. Consequently, taking all these
characteristics into account, this study starts out women’s experiences, aims to learn
more about gendered lives of women by questioning the social power relations. As
to the criticisms to the feminist standpoint theory regarding its objectivity, Wylie’s
(2003) interested researcher definition will be used on the grounds that the researcher
would like to use the epistemological advantage that being in the oppressed group
provides. Lastly, as mentioned earlier, listening to women’s stories of the great
importance to break the male dominated sociology, to challenge existing power
relations and to develop policies that will give women better working conditions
instead of pushing them to fit into the structures which were not originally built for

them, and at this point the feminist standpoint theory becomes a significant guide.

2.2 Gender inequality in academia

When one looks at the numbers presented in the introduction part, one can claim that
the inequality problem in Turkey does not seem to be directly related to quantity
problem, i.e. the proportion of female academics. Peterson (2011), for example,
suggests that achieving quantitative equality is not enough to achieve qualitative
gender equality although the former is a significant prerequisite for the later while
underlining the importance of gender-mix policy in breaking male domination. A
similar conclusion was also reached by Monroe and Chiu (2010). According to these
authors, the discrepancies between the number of female assistant professors and full
professors, and the discrepancies between the number of men and women both signal
an issue in advancement rather than absence of qualified workforce. Women continue
to work at lower levels of academic careers and earn less than men. Therefore, the
authors highlight the fact that increasing the number of qualified women in academia
is not enough on its own to fight gender inequality, and they underline the importance

of other more systematic and focused policies to this end. This study presented by
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Monroe and Chiu (2010) is quite important for the departure point of the present
study in that it shows us that although the number of qualified women increases in
the U.S. academia, gender inequalities in pay, title and position do not automatically
disappear and they call for more systematic approaches to understand inequality
which signals an issue in women’s career advancement in academia. Therefore,
gender equality should not only be about quantitative equality but also about

qualitative equality.

To this end, it becomes essential to define gender inequality in academia. Acker
(2006) defines inequality in organizations as systematic differences among
institutional participations in control over institutional goals and results, decision-
making processes, in the chances of career advancements, positions and pay, in
pleasures that result from work, and in being free from harassment. Acker’s definition
of inequality makes it clear that why only quantitative equality cannot solve the
inequality problems in organizations. Therefore, for the purposes of this study,

Acker’s definition of inequality in organizations will be used.

2.2.1 Gender inequality in academic hiring and promotion

Gender inequalities can be seen in the practices of hiring and promotion, therefore
these processes need to evaluated carefully. In academic hiring and promotion, many
gendered practices which include double standards, male and female stereotypes in
academia, and the presence of male networks and which have their reflections in the
academic recruitment processes are masked by the ideology of meritocracy (van den
Brink, Benschop & Jansen, 2010). Although the interviewees in van den Brink,
Benschop and Jansen’s (2010) study thought that transparency and gender equality is
not in harmony with the goal of choosing and hiring on account of merits, the main
problem here is that meritocracy and success criteria are set according to the
standards of male ideal worker, which is also underlined by van den Brink, Benschop
and Jansen calling for a transformation in the male standards of quality. Although

this meritocracy approach makes underlying gendered processes invisible and
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legitimizes the choices, gender inequality becomes obvious when the gendered nature

of success standards is revealed.

Meritocracy as a selection and promotion criterion was also criticized by van den
Brink and Benschop (2011). In their study they concentrated on the hiring and
selection processes of full professors by using empirical data from the Netherlands.
The results showed that there was a focus on lengthy publication track records when
compared to teaching and management regarding the professional qualifications of a
full professor. The authors argue that although women had less time to conduct
research and had non-linear career paths, these were not considered in the decisions
to call the candidates for an interview. Secondly, what disadvantaged women here
was that excellence was attributed to men, and modesty was attributed to women.
Thirdly, men were encouraged more to apply, recommended more and nominated
more for positions. The connection between gender and excellence brought higher
criterion for women, making them have to “have it all”. At this point, gender-
blindness of meritocracy to make gendered approaches invisible and legitimate was

criticized.

Although meritocracy and more formal transparent selection cannot simply solve the
gender inequality problem in academic hiring and promotion, subjective and informal
measures make the situation worse. Cleveland, Stockdale and Murphy (2000) define
two types of selection criteria. The first criteria to make hiring and promotion
decisions is comparatively objective criteria which include test scores, credentials
and seniority. The second one is more subjective criteria in that interviewer’s
impression, a manager’s recommendations about the person to be hired are used to
make the hiring or promotion decision. Cleveland, Stockdale and Murphy argue that
hiring and promotion decisions which are based on comparatively subjective criteria
are usually more open to criticisms regarding gender discrimination. A similar
argument was also put forward by Carvalho and Santigo (2010). They tested the
hypothesis that it is harder for women to be recruited when the recruitment process

consisted of informal procedures. The results of their study showed that recruitment
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and selection were gendered by their nature and they were not gender-neutral
processes, and informal recruitment processes make it more difficult for women to
be recruited as they make the process more closed and gender biased.

In addition to these meritocracy and transparency discussions, evaluator gender is
another point of discussion about gendered hiring and promotion in academia. For
example, a discriminatory pattern was found male elite faculty’s employment
patterns by Sheltzer and Smith (2014). There researchers explored women’s
underrepresentation in biology by collecting data about the formation of biology
laboratories in outstanding academic institutions by using data from publicly
accessible sources in the United Kingdom. The findings displayed that the number of
female graduate students employed by male academics were fewer than the number
of female graduate students employed by female academics. In addition, the elite
male faculty whose studies were funded, who got academic awards, and who were
selected to the National Academy of Sciences were also found to educate fewer
number of female students when compared to male academics. However, a gender
discrimination patterns was not found in the employment patterns of elite female
academics. Still, the laboratories in which assistant professors were trained had a
large number of male postdocs. The authors argue that exclusion of women from
highly prestigious laboratories prevent them from accessing resources and
networking opportunities, being visible. All of these later accumulate to hinder

women’s professional development (Sheltzer & Smith, 2014).

Another study about the evaluator gender was conducted by Bosak and Sczesny
(2011). They studied the possible effects of leader-role information, type of selection
and evaluator gender on gender discrimination in a hiring simulation context. Leader-
role information was provided through an online application in which the imaginary
applicant was put either as a leader or non-leader. The non-leader description is about
the absence of leader information. The selection had two types which involved the
short list, and the hiring condition. The findings showed that participants revealed a
greater certainty to select the applicants described as leaders compared to the

applicants described as non-leaders. As to the type of the selection, participants
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showed more certainty to select the applicant in the short list condition when
compared to the hiring condition. As to the evaluator gender, the female participants
displayed a similar level of certainty to recruit male applicants for the leadership role
when they were described as leaders. For the non-leader group, female evaluator’s
certainty levels were also similar for male and female participants in both contexts.
On the other hand, evaluator gender created some differences for male and female
non-leaders when the evaluator gender was male. When the applicant was described
as non-leader, male applicants and female applicants were shortlisted by male
evaluators with the similar degree of certainty. However, in the hiring context, they
hired male non-leader applicants with a higher degree of certainty when compared to
female non-leaders. This research showed that gender discrimination in hiring can
occur in the later stages of the process when the decision to hire was made. The
authors argue that this situation can lead to the underrepresentation of women in

leadership positions.

As can be seen in these two examples, women’s career opportunities are limited by
these gendered processes. As one solution to this problem, a blind review was
suggested by Jones and Urban (2013). They tried a blind review of applicants while
they were looking for an assistant professor for the Ecology and Evolutionary
Biology Department at the University of Connecticut. In their article, they shared
their gain from this experience. They removed all references to gender and race in
the applications before the review although it was quite hard to detect all gender and
race markers. Their experience showed that in the initial phase the committee
members could guess the gender of the applicant by 42%; and after the exclusion of
reduction errors this percentage was 67. Also, three of the four committee members
could not guess the gender of the applicant significantly better than random chance.
These results, according to the authors show that even when the redaction errors were
there, nearly 60% of the participants were evaluated blindly. They argue that gender
biases lower the value of the work done by women, so it is necessary to formulate
guidelines for gender-blind recruitment processes at universities. They think that

although gender-blind reviews are not the only cures for gender inequality, the
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process makes them more aware of the gender biases that they have already had.
However, one point that needs further discussion here is the limited advantages of
blind reviews if success continues to be defined in male standards. Therefore, as also
mentioned by Jones and Urban (2013), gender blind review cannot be only cure to
gender inequality problem in hiring and promotion and will remain as a superficial

solution unless underlying systemic inequalities are solved.

To sum up this part briefly, it can be concluded that the concepts like meritocracy,
blind-reviews, transparent evaluations may not always help to prevent gendered
hiring and promotion processes. The reason for this is that men and women are
subject to the same meritocracy criteria although they do not experience the whole
career journey in the same way. Female life experiences are different from male life
experiences but success continue to be defined through male norms. In this way, these
male norms of meritocracy continue to favor male success and existing structures of
gendered hiring and promotion processes are perpetuated. Therefore, ideal worker
needs to be defined and reconstructed again in a way to open a space for women in
this definition. It is in this way that we can enjoy the promising impacts of a gender-
balanced group in academia as mentioned by van den Brink, Benschop and Jansen
(2010).

2.2.2 \Work-life balance in academia

Problematizing the heteronormative division of labour both in the family and in the
labour market is unavoidable to understand work-life balance better. Before moving
into the analysis, “work™ needs to be defined in work-life balance. Traditionally,
work has been defined as something people do to earn money in public sphere
separate from domestic and social lives, and its exchange value connotated with
production of various sorts of services. In this tradition, work has been standing as a
representative of masculine domain while home and family has taken part in the
construction of femininity (Pringle, 1992). However, Pringle (1992) also adds that
this sharp distinction between work and home has gone through various changes so
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far. At present, it is clear that home and work are not mutually exclusive terms for
women. The author claims that rather than providing a break from work, home is just

another “workplace” for women.

Therefore, although it is significant to recognize women’s both paid and unpaid work
as “work”; for the purposes of this study, the definition provided by Cleveland,
Stockdale and Murphy (2000) will be used. Accordingly, the terms “work™ and
“employment” in this thesis covers one’s activities undertaken to earn money. To
define work-life balance, on the other hand, Yadav’s (2014) definition is used. In
accordance with this definition, work life balance covers workplace practices which
recognize the necessity of creating a balance between family (life) and work on the
part of employees. Work-life conflict, on the other hand, refers to the cases where

this balance is not achieved.

The doubled work day is a reality shown by different studies in the lives of academic
women. O’Laughlin and Bischoff (2005) examined the effects of gender and tenure
on being a parent and having an academic career. While the results of the study did
not show any differences between groups regarding tenure, or the interaction between
gender and tenure; it revealed differences regarding gender. In fulfilling the parenting
needs of children, women in this study disclosed less partner support in comparison
to men. Women reported spending more time for house and child-care related tasks
when compared to their partners. In addition, women academics were found to

receive less institutional support to create balanced parenthood and academic careers.

Women’s ambitions may be negatively affected if work-life balance is lost. Baker
(2010) combined the results of qualitative research from New Zealand and from
overseas to reveal gendered choices and limitations regarding academic careers. The
results of the study uncovered that long-established academic gender gap is reflection
of how work and family responsibilities are perceived as well as being reflection of
institutional expectations which value ambition, long working hours and high number

of publications and being productive in all stages of academic career. However,
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women are more likely to take responsibility of housework and childcare, which sets
limitations to their time and energy which are necessary for professional careers. The
author argues that this situation shapes women’s ambitions, productivity and rank at
retirement. In the study, women tend to diminish their ambitions, work part-time to
fit housework and childcare into professional life, take some time off, take care
responsibilities related to other relatives, move with their partners due to the partner’s
job, and admit guilt as they think they cannot spend enough time with their families.
Another study regarding women’s ambitions and upcoming career plans was
conducted by Crabb and Ekberg (2014). They studied the impacts of gender on the
upcoming career plans of Australian postgraduate research students. The data come
from a questionnaire with the participation of 249 students. Women were found to
see an academic career less interesting when compared to men. The authors claim
that this can be because of the conflict between motherhood responsibilities and an
academic career. According to the authors, enhancing opportunities for women to
help them get the senior positions in the academia would both ameliorate the situation
of academic women and it would change the perceptions of undergraduate students
as to their career plans. Similarly, Polkowska (2014) aimed to find out female
scientists” work life balance strategies in Poland and revealed that academic women
have re-adjusted their career goals by lowering their ambitions to enjoy small things.
Women in this study claimed that ignoring both family and research did not give
them full satisfaction though they could sometimes unite both. However, these
women highlighted that they learnt to acknowledge this situation and they developed
the strategy of small steps which recognizes the importance of both publishing an
article and witnessing the youngest child’s first cycling. This lowered ambitions to
enjoy small things can be argued to be as a result of being part of a structure that was
organized according to male norms, with an ideal who did not have any
responsibilities other than work (Acker, 2011). This ideal does not represent female
lives (Bradley, 1994) although the expectations from women are shaped according to
this ideal in the workplace. The cost of aiming to fit in this gendered workplace can
sometimes be lowering ambitions to reconciliate work and life as suggested in the

study by Polkowska (2014). Therefore, in fact the aim of lowering ambitions and
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enjoying small steps here is to alleviate the negative impacts of a doubled work-day

on women’s lives and careers.

Facing these challenges, women develop some strategies to balance work and life.
Woodward (2007) studied work-life balancing strategies of women managers at
British modern universities. In their daily commute, most tried to arrive at work early
to avoid traffic congestion and having some silent time to work before other people
arrive at work. As to trips away for regional, national or international conferences,
one day event required careful planning on the part of the women if they had a
dependent child, and overnight events was even out of the question unless their
partners agreed to compensate for their absence. Female managers without dependent
children had more flexibility to add some leisurely elements to their trips, but still
there were reflections of gender issues in this flexibility, arousing fear about the
personal security in the public place. As to recreation and well-being, leisure time
activities took several shapes including other family members and alone activities. In
addition, both temporal and spatial boundaries were used to put work and non-work
in different places, but these boundaries were shifted when necessary to favour work.
Women managers without dependent children tended to reset boundaries in the cases

where arrangements were necessary to favour work.

In addition to these studies which obviously reveal the adverse effects of
heteronormative division of labor, we need more studies to understand other social
and structural issues that cause inequalities. Morley (2013) argued that although
gendering of caregiving responsibilities is one explanation for women’s absence in
academic leadership positions, it does not fulfil the need for a better explanation on
the grounds that women without children or women who are not married also do not
compensate for the absence of women with caregiving responsibilities. While
strengthening the conventional binary systems of gender roles, they also do not
consider the social and cultural capital differences such as class, age, sexuality and
disability among women. When the focus is on this explanation, it can mask the

structural inequalities in the workplace (Morley, 2013). Therefore, we need to be
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careful while using heteronormative division of labor and caregiving responsibilities
as an explanation for workplace inequality. In other words, although heteronormative
division of labor can be one explanation for the absence of women with caregiving
responsibilities in academic management, it is not enough to explain absence of
women who do not have any caregiving responsibilities. This means that together
with the heteronormative division of labor, there are also other sources of gender
inequality in this context. As also found by this study, these other sources include but
not limited to strong and close male networks, double standards in hiring and
promotion, the definition of success considering the male norms. As a consequence,
the investigation of these other sources inequality which keep women including
single ones and ones without care-giving responsibilities away from better career
opportunities is necessary and to this end, the next section continues with gender

based mobbing and sexual harassment in academia.

2.3.3 Gender-based mobbing and sexual harassment in academia

As mentioned earlier, one of the issues that help to perpetuate existing gender and
power relations in academia is psychological terror which will be used
interchangeably with bullying and mobbing for the purposes of this study and sexual
harassment. To start with, psychological terror or mobbing is defined as a systematic
unfriendly and immoral way of communication by one or more individuals toward
one individual who is forced into a helpless position and being kept in this position
as a result of continuous mobbing acts (Leymann,1996). According to this definition,
Leymann adds that these mobbing acts occur frequently, in other words, at least once
a week; and over a certain a period of time, in other words, at least for six months.
As the duration is quite long and the frequency is quite a lot, these acts result in
significant psychological, psychosomatic and social agony. In this definition,
temporary conflicts of the workplace are excluded. Leymann says that rather than
physical acts of terror, mobbing involves more complex behaviours which may
involve social isolation of the victim. Salin (2003) adds that what is mostly

highlighted in the definitions of bullying in the workplace is the issue of power, in
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other words, power differences. According to this view, what Salin argues is that
gender differences in workplace bullying can be better comprehended through the
disclosure of the complex interaction between gender, power and victimization.

Therefore, there are many different levels that need to be considered in the study of
bullying, which include organizational, social and personal levels. Salin suggests that
a closer examination of bullying reveals complex patterns as to gender and the
position of the victims and bullier. With these purposes, Salin investigated gender
differences in bullying in a business world which is dominated by men and aimed to
reveal the connections among gender, bullying and victimization. To study these
complex patterns, Salin used both qualitative and quantitative data from the randomly
selected members of The Finnish Association of Graduates in Economics and
Business Administration, which is a national organization for employees who have a
degree in business. In the study, bullying was defined as the perpetual adverse acts
against one or some individuals in the workplace, which turns the workplace into a
hostile environment. According to this definition, the person who is targeted in this
case has issues in self-defense, and as a result, the act of bullying is not a struggle
between individuals of equal power. The findings of the study showed that women
reported cases of bullying and sexual harassment significantly more when compared
to men. While women were bullied by both superiors and individuals of the same
hierarchal level and subordinates, men did not report being bullied by subordinates.
Similar findings were also found academia (Howe-Walsh & Turnbull, 2014). Howe-
Walsh and Turnbull investigated the reasons for absence of women in academic
management positions in science and technology fields in the UK. They found that
bullying was one the reasons. Women who participated in the study claimed that they
were exposed to bullying behaviors by their male colleagues and they provided
examples regarding their experiences. They also stated that these behaviors had an
influence on their self-confidence. The authors argued that this had adverse impacts
on women’s duration of work in the institution and their rise to management
positions. It was also mentioned that in such situations women’s main concern was

surviving in the daily requirements of the work day. Therefore, in these studies it is
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clear that workplace bullying, gender-based mobbing in our case, has serious impacts

on women’s career opportunities in academia.

For the purposes of this study, mobbing will be named as “gender-based mobbing”.
In an ILO report, while defining gender-based violence, Cruz and Klinger (2011)
stated that the term gender-based is used to highlight that violence against women
was an incident related to not only the gender of the victim but also the gender of the
perpetrator. Therefore, the same rule was applied for the selection of the term gender-
based mobbing in this study. Considering the gender of the victim and the perpetrator,
Sert and Akkoyunlu Wigley (2012) aimed to answer why women are the natural
victims of mobbing and stated that the reason is how women are perceived in society.
They said that gender-based behavior expectations continue in the workplace,
women’s failure to stop mobbing by using violence (luckily) and men’s efforts to
preserve their male identities and male power in the workplace are one factor that
increases mobbing. Similarly, Cégenli, Asunakutlu, and Turegin (2017) argued that
gender is a significant factor in mobbing. Referring to the patriarchal societies, they
claimed that it is hard for women to occupy a space in the work life. They added that
trivializing the work women do, not finding them worth of considering are the ways
that give start to the mobbing behaviors. Therefore, gender-based mobbing here
refers both the gender of mobbing victim and mobbing perpetrator. As can be seen in
the studies presented previously in this part, gender-based expectations have a role in

mobbing behavior.

As to sexual harassment, it is defined as any intentional or persistent acts including
sex-related, unfriendly, abusive and humiliating behaviors which are not wanted by
the recipient (Fitzgerald, 1993). According to Fitzgerald, sexual harassment is not
always physically violent, but it is reflection of forceful, intimidating, unwanted
sexual attention from which there is not usually a practical flee. Fitzgerald argues that
men usually have more limited definitions of sexual harassment and being harassed
when compared to women. Hoffman (1986) also agrees with this idea and adds that

sexual harassment of men and women is not really the same thing in that the sexual
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harassment of women is more systematically produced in the workplace through
definitions of male and female sexuality which are socially constructed, gender
stratification and hierarchal distribution of power and authority. According to
Hoffman, this is achieved through decision making and control mechanisms which
are in bureaucratic forms. These bureaucratic forms strengthen gender status
differences between men and women, and sexual harassment is not the unpredictable
result of these systems, but it also serves to strengthen their functioning, and female
access to resources, strength and authority is restricted by gender stratification.
(Hoffman, 1986). One example of this can be found in the study by McLaughlin,
Uggen and Blackstone (2012). They investigated how supervisor authority,
nonconformity to gender, and sex ratios in the workplace affect sexual harassment by
using qualitative data from the Youth Development Study. The findings of the study
revealed that occupying a supervisor position caused women to be exposed to sexual
harassment in a male-dominated industry. Women reported being despised for being
a woman in this position; and also, they thought they were the targets of sexual
harassment because they were the only women there. The results of the study
highlighted that the sexual harassment experiences of women were more complex
than the classical sexual harassment scenario of a male boss and female subordinate.
The authors argue that the same power relations which exclude women from
managerial positions continue to function after women get this supervisor authority.
This research also revealed that female supervisors were more susceptible to sexual
harassment in male dominated industries when compared to the female dominated
industries. While this study exemplifies the fact that the same power relations
continue to affect women’s careers even after they get better positions, another
important issue implied by this study is the importance of quantitative equality which
was discussed at the very beginning of this chapter. Looking at the last argument that
women are more susceptible to sexual harassment in male dominated industries, we
can conclude that although quantitative equality is not the only solution to gender

inequality, it is still dramatically important for women.
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As to the consequences of sexual harassment, it has negative impacts on women’s
psychological well-being and work relations. Jagsi et al. (2016) studied sexual
harassment and gender discrimination in the lives of academic medical faculty. To
this end, they did a postal survey of individuals who had got career development
awards from the National Institutes of Health from 2006 to 2009 after getting an
informed consent from University of Michigan. The study revealed that women were
more likely to report sexual harassment, among these women, 40% reported
experiences of more severe forms, 59% reported an adverse effect on self-confidence,

and 47% reported that these experiences affected their career advancement badly.

All in all, higher education institutions are bureaucratic structures where power and
authority stem from the managerial elite. The decision-making processes are
rationalized, and the workplace communication is depersonalized, which helps to
reinforce centralized control (Hoffman, 1986). Therefore, Hoffman puts that women
should confront these structures and the assumptions of power and privilege which
put them in a disadvantaged position on the grounds that formalized stratification,
centralized control places the power in the hands of a few and deteriorate the working
conditions and environment for many. For prevention of sexual harassment and the
necessary social change, Fitzgerald (1993) suggests that women should move to the
jobs which are traditionally male-dominated as well as top management positions,
gender discrimination practices in hiring and training should be removed, and pro-

family and pro-woman policies should be introduced.

What all these things reveal is that being free from harassment in workplace is
directly related to gender, power relations and gender status differences, which plays
a role in the perpetuation of gender inequality in organizations being both the cause
and result of this cycle. They are systematic because they are produced through
gendered hierarchies just like other dimensions of gender inequality which has been

discussed so far.
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2.3 Gender inequality in academia in Turkey

The welfare state in Turkey has focused on the roles of women as mothers and wives
as their main roles in society up to now (Dedeoglu, 2012). According to Dedeoglu,
this situation has some consequences for the participation of women in the workforce
and for the structural inequalities that have occurred between men and women in the
society. Dedeoglu finds inequality policies insufficient unless they are supported by
other policies which aim to challenge current patriarchal norms and roles in the
society. She claims that gender inequality is still a concern in Turkey, and despite
some political reforms to ameliorate the inequality concerns, the female labour force
participation in Turkey is the lowest among the OECD countries, constituting a
quarter of the labour force. Dedeoglu claims that female labour force participation in
Turkey can be improved to an important degree if the burden of domestic care work
is diminished especially through childcare facilities. She further criticizes absence of
support policies to reconcile work and family life for working women and absence of
positive discrimination and quota policies to increase the number of women in the
labour force. All these things that are about the conditions of working women have
also their consequences for the women in academia. To present a better illustration

of the gender roles shaping academic women’s lives, I find it necessary to give a brief

historical background about the issue.

Women’s participation in Turkish universities as both students and faculty members
does not have a long history. Therefore, it is important to have a historical insight
into the issue to have an understanding of how women gained their right to university
education. Such an analysis also helps to understand the historical background
leading to current gender-related inequalities in Turkish academia. For the purposes
of this paper, the late Ottoman period will be taken as the starting point for such an

analysis.

Firstly, having conventionalism as one of the main characteristics of its regime,

Ottoman Empire was traditional in its approach to women. However, Tanzimat
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Period, which started in 1983 with The Imperial Edict of Reorganization, is seenas a
milestone in turning from inequality to equality in that we came across various pieces
of writing on gender equality for the first time (Alkan, 1990). Kurnaz (1991) states
that women started to receive formal cultural and vocational training in this period.
As a continuation of Ottoman junior high schools which were called as “Riistiye”,
foundation of “Teacher Training School for Girls” provided women with a new
occupational arena. Cakir (2013) acknowledges that this teacher training school was
the only educational institution for women to go after the completion of high school
as universities were only for men, and women did not have the right to higher

education at that time.

After these first steps which took women to formal education, Zihnioglu (2013)
claims that Ottoman-Turkish women started to raise their voice with a demand for
freedom. One of these freedom demands was women’s participation in education.
Cakiar (2013) states that Ottoman-Turkish women’s such demands can clearly be seen
in the journals of the time. In Kadinlar Diinyas1, which was published from 1913 to
1921, women’s right to education was also handled as a problem in its all respects.
Ensuring the participation of women from all segments of the society, women started
a struggle for women’s right to higher education. Soon enough they obtained some
results of their struggle, and at the beginning of 1914 conferences for women were
organized at Dartilfiinun, and a girl’s university, Inas Dariilfiinunu, was opened at the
end of 1914 (Cakir, 2013).

This period when women gained access to higher education was named as Young
Turk Period (1908-1918). Toprak (1991) states that women’s participation in
education was also supported by the nationalist establishment of the time on the
grounds that Turkish nationalist ideology regarded the emancipation of women as
one of the most important prerequisites of a larger social revolution (i¢timai inkilap)
which was brought to the agenda following the 1908 (Young Turk) political
revolution. As a result, women and family in particular became the main items of

concern during this period.
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According to Berktay (2001), search for women’s participation in public sphere was
one important common point for Turkish nationalism and Ottoman feminism.
However, a closer look at the demands of both groups reveals different intentions
regarding women’s education. Berktay adds that women were both encouraged to
participate in the public sphere and also restricted by the state in this freedom due to
fear of an uncontrolled emancipation. This fear continued even after the foundation
of Turkish Republic. White (2003) maintained that the definition of modernity owned
by Turkish state regarded marriage and children as a woman’s national responsibility.
Therefore, the ideal Turkish woman of the period was an urban citizen, a social
reformist and devoted to her home at the same time. This type of feminism which
was adopted by the state assigned great importance to women’s freedom in the public
sphere, but it did not show much concern about women’s private lives. On the part of
the reformers, Westernizing aspect of modernization was something to fear on the
grounds that women’s increasing individualism in society could cause rejection of
familial duties, which would cause moral collapse of the society. Nonetheless, being
good mothers and wives was not the only aim for women who wanted to claim their
right to education indeed. Demirdirek (1998) claims that women also asked for their
right to education to show their presence and confront men for equality. What they
intuitively know was that women could gain the self-confidence that they had not

been able to have until that time.

Together with women’s late entrance to higher education, this differentiation between
the approaches to women’s education from women’s and the state’s perspectives
reflects gendered division of labor in Turkish academia even today. However,
although the state wanted to educate women for them to be firstly good wives and
mothers, women soon started to follow careers in academia, and in this period both
the number of female faculty members and the number of female university students
showed a stable rise (Abadan-Unat, 1991). To illustrate, Abadan-Unat (1991)
emphasizes that in 1932, which was a time of reorganization of universities in
Turkey, the country had only one female faculty member. She adds that 50 years later

after this reorganization, there were 77 universities in Turkey, and they employed
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approximately 6000 female faculty members. When the World Bank Data (2019)
showing the percentage of female faculty members in Turkey are analyzed, it is
possible to see that this percentage was 22,73 in 1971; 24,6 in 1981; 31,7 in 1991,
and 42,78 in 2014. However, despite these high percentages gender equality in
academia has not been fully achieved. The detailed analysis of the table below
demonstrates a dramatical loss of female academics in the academic journey which
starts in the research assistant position and ends in professorship. While the numbers
of female and male academics in the lowest stages of the hierarchy are quite close to
each other, starting from assistant professor position, the numerical gender gap starts
to open, and when the numbers of male and female professors are examined, it is seen
that the number of women is less than the half of the number of male academics in
this position. Therefore, looking at this table, it can be concluded that male and female
academics do not experience the academic career journey in the same way in Turkey.
The academic life is organized around male norms which ignore any kind of domestic
work and care-work responsibilities, and this type of an organization seem to favor

men in their career journey according to the Table 2.1 below.

Table 2.1
The Numbers of Male and Female Academics in Turkey
Gender
Academic Title Male Female Total

Professor 18139 (68,4%) 8386 (31,6%) 26525
Associate Professor 9351 (60,5%) 6101 (39,5%) 15452
Assistant Professor 22406 (56,6%) 17168 (43,4%) 39574
Lecturer 18231(49,8%) 18344 (50,2%) 36575
Research Assistant 23882 (49,3%) 24584 (50,7%) 48466
Total 92009 (55,2%) 74583 (44,8 %) 166592

Note: Summary Table for Numbers of Academics. Retrieved from https://istatistik.yok.gov.tr on
May 6, 2019.

Related to gender inequality in academia in Turkey, the most common theme that has

been discussed is the heteronormative division of labour as both presented by
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Dedeoglu (2012) and the historical background presented in previous paragraphs and
these play a negative role in the careers of academic women for several reasons.
Goneng et al. (2013) conducted a quantitative study to investigate the relationship
between traditional gender roles and academic careers at Hacettepe University.
Socially constructed gender roles were found to be active in the lives of academic
women, and resulted in the unfair distribution of work in the private sphere. Women
were responsible for daily home-related tasks such as cooking and cleaning in
addition to the child-care. Related to home, men undertook weekly or monthly tasks
such as shopping and paying the bills. Therefore, women had more problems related
to work life balance and negotiating their personal and professional responsibilities.
According to the authors, all the reasons mentioned above caused women to advance
slower in their academic careers when compared to men, and caused women to put a
lot more effort to obtain a commensurate level of success with men (Goneng et al.,
2013). What is more about this role conflict is that women also felt that they need to
make a choice between their careers and family as well as making self-sacrifices, and
they felt tense due to the conflicting roles at work and at home (Bakioglu and Ulker,
2018). Work-life conflict was found to be one of the areas that best deciphered gender

discrimination in academic life (Poyraz, 2013).

This type of division of labor assigning care-giving responsibilities to women also
cause some breaks in academic women’s careers. While women gave breaks in their
careers more than three months due to pregnancy and child-care, men gave breaks in
order to travel abroad and progress in their careers (Goéneng et al., 2013). A similar
argument was also put forward by Bakioglu and Ulker (2018). According to their
findings, a career break, mostly came after giving birth to a child. The problems that
women mentioned after a career break were the income loss, extending retirement
age, foreign language attrition as it was not used, and adaptation problems when they
were back to work. Some participants in their study also stated that they would like
to be born as men since they did not have to career breaks (Bakioglu and Ulker, 2018).
Other difficulties related to career breaks included not being able to work in projects;

therefore, pregnancy was found to hinder women’s access to equal opportunities
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when compared to their male colleagues (Demir, 2018). It can be concluded that due
to heteronormative division of labour, women in academia in Turkey have to take

more careers breaks when compared to their male colleagues.

As can be seen in the literature presented above, the role conflict caused by the work-
life conflict put women in a situation where they need to make a choice between their
careers and family, or cause them to give breaks in their careers. What should be
questioned in these choices is if they are real choices or not. As mentioned by
Sandberg (2013), individuals’ own choices are not as personal as they seem, and they
are usually shaped by social and familial expectations. These expectations sometimes
can ruin individuals’ preferences and aspirations for their own lives. Therefore, one
needs to be careful while using “choice” in this context as this choice does not have
to be a personal preference. The persistence of choice explanation has two adverse
impacts on gender equality. The first one is that it masks the need for change, and
secondly it removes the necessity for social and structural level changes to this end.
To exemplify, the claim that women choose to give breaks in their careers de-
problematizes the work-life conflict women experience as it sees these breaks as
women’s personal choices. However, knowing that both social and structural factors
affect these personal choices creates a need for a social and structural transformation.

Therefore, choice in this context need to be approached cautiously.

In the related literature another impact of heteronormative division of labour on
women’s careers in academia in Turkey was absence in academic management
positions. Poyraz (2013) highlighted that traditionally women were expected to fulfil
their home-related responsibilities firstly, and this was also true for academic women.
This requirement made their participation in academic management positions more
difficult (Poyraz, 2013). Demir (2018) supported this view and claimed that the
equality of opportunities and participation in academic and scientific management
are the issues that make the lives of academic women more difficult. The author
claims that very few women participate in academic management and these women

prefer to stay away from these positions and the number of women academics
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concentrates around the assistant professor position. Due to child care responsibilities
women experience delays in their career advancements (Demir, 2018). Karakus
(2016) also concentrated on the reasons for women’s late slow development and
women’s non-permanent status in the academia rather than women’s entrance
problems to academia. The reason for this was the numbers that show the presence
of women in the lower status or entrance positions of academic life and the numbers
that show their underrepresentation in the upper level academic positions. Demir
(2018) concludes that the patriarchal culture and male-dominated structures are
supported by women’s absence/avoidance in academic management in higher

education institutions in Turkey.

Another issue discussed together with division of labor was the absence of support
for women. Bakioglu and Ulker (2018) studied the obstacles female academics face
in their career advancement in public universities in Turkey. The majority of the
participants claimed that they did not receive enough support from their institutions
although a smaller group appreciated this type of support. As to the family support,
most women with children claimed that the familial support they got from their
partners was lessened when they gave birth to their babies; and in this way, there was
an increase in the home-related responsibilities of academic women. The participants
who shared home-related tasks with their partners saw themselves luckier, but not

being inhibited by a partner was also regarded as a form of support.

The heteronormative division of labour also hindered women’s academic mobility.
Karakus (2016) claimed that the results of her study show that female academics have
to arrange their academic mobility depending on their family lives and that this
family-bound academic mobility weakens academic networking opportunities and
creates a weaker academic capital for women. Demir (2018), on the other hand,
revealed the interaction of motherhood, age and gender in the study whose results
show that motherhood was not seen as an obstacle by women who are young and in

the initial stages of their academic careers, but for those who were in their later ages,
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motherhood was found to be an obstacle for academic mobility as a claim that they
could not participate in academic meetings abroad or out of the city for a long time.

However, for the male academic the things worked differently and Poyraz (2013)
found that the majority of those who claimed that they attend academic international
conferences and did not have any problems in academic mobility by the help and

cooperation of their partners were men.

Karakus (2016) highlighted the relationship between gender stereotypes and
women’s absence in academic management positions. This study revealed that
women are unwilling to lead at universities even when the situations that create this
unwillingness are removed. Apart from the role conflict between the home-related
roles and work-related roles, the worry about showing one’s self, the common belief
that having a female manager is not a good idea, and the idea that women reflect their
emotions in the jobs they do were among the reasons that kept women away from
these positions. Men also did not want to see women among themselves considering
that they could work better among themselves. Likewise, Altinoluk (2017) aimed to
understand if there are any transformations in masculinity discourses of male
academics -who have gone through a socialization process with male social norms-
after they enter a more egalitarian workplace which is “academia”. To this end,
Altmoluk conducted 11 semi-structured interviews with male academics. The
findings of the study showed that male academic produced the sexist discourses in
their speeches even when they claimed that they did not do so thanks to their status
and high education level. It was clear in the study that male academics consciously
or unconsciously produced sexism through speech. Male academics also claimed
directly or meant indirectly that they wanted to see male managers in the workplace.
The characteristics of the manager they mentioned matched with the characteristics
that were attributed to male gender. Moreover, it was clear that when a female
manager was unsuccessful, the reason for this failure was the gender of the female
manager. In daily conversations, also, there were masculinity discourses among male
faculty members, which were not mentioned in the presence of female academics.

Altmoluk (2017) concludes that male academics who have an attainment of high-
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level education are not exempted from the reproduction of patriarchal values and the
reconstruction of masculinities. Therefore, it is possible to claim that gender

stereotypes continue to shape gendered academia in Turkey today.

As to gender inequality in academia and being free from harassment, Softa et al.
(2016) conducted a study to investigate mobbing experiences of academic staff on
certain variables, one of which is gender. The results showed that women’s mobbing
scores were higher than male academic staff. Similarly, Cégenli and Barli (2013)
conducted research to investigate if the academic staff at Atatiirk University (Turkey)
is exposed to mobbing behavior, and found that female academic personnel are more
subjected to mobbing behavior more than the male. About mobbing in Turkey, Sert
and Akkoyunlu Wigley (2015) claimed that mobbing has become a serious problem
in academia in Turkey and when it is not stopped, it causes exhaustion, anxiety
disorders, low self-confidence in the lives of the victims and these devastating effects
were especially seen on women. Therefore, these studies clearly show that gender
inequalities in academia have also consequences for female academics’ right to be

work in an environment which is free from any kind of harassment.

The literature presented so far reveals that academia in general is a gendered
institution despite the common perception that the concept of work and workplaces
are gender-neutral. This common perception only serves to mask the gender
inequalities by forcing women to fit into a structure which is not organized around
their needs and life styles and by leaving them behind if they cannot manage to fit
properly into such a structure. Therefore, listening to and learning more about
women’ stories give the researchers and policy makers access to various perspectives
which are not readily available to others on the grounds that it is women who have to
face gendered challenges in their daily lives and at work. Keeping all these in mind,
therefore, this study utilizes the feminist standpoint theory which is obviously
political and social epistemology (Wylie, 2003) allowing our feminist investigation

to use women’s experiences as a starting point.
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CHAPTER 3

METHODOLOGY

This study was conducted to explore the gendered aspects of career progression for
academics who work at universities in Turkey. This study also aimed to present a
deeper understanding of academics’ perceptions of success, productivity, female
leadership; and the challenges they face in these areas, and their coping strategies. To
this end, this study aims to understand, if there are differences in male and female
academics’ conceptualizations of academic success, academic productivity; their
perceptions of academic success criteria as imposed by their institutions and the
Council of Higher Education; their perceptions and experiences of academic
mobility, their perceptions of absence of women in the academic leadership positions.
In addition to the objectives mentioned above, this study also aims to suggest policy-
related changes to facilitate the lives of academics on the social, institutional and
structural levels through participants’ own thoughts and perceptions. To conclude,
this study aims to understand the personal, social, institutional and structural
challenges academics face in their career progression at universities in Turkey, their
coping strategies with these challenges to increase their success and productivity, and
also aims to make some policy recommendations in line with the challenges

experienced by academics through their academic careers at universities in Turkey.

3.1 Design and Methods

The starting point of this research is the researcher’s own experience in academia.
Setting the departure point as her own experience is a method to explore the society,

rendering the researcher a locus that fully belongs to her (Smith, 1972). Therefore,
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taking into consideration Smith’s (1972) arguments, the researcher in this study starts
from her own experience to explore the society and aims to listen to “native speakers”
of female experiences, female academics in our case, in an academic world which
was designed previously and primarily for men, and to hear their stories without
imposing the concepts and terms of male world on them. Hartsock (1983) continues
that the vision of the oppressed group must be strived to be obtained, and this vision
is important firstly because it helps to see what is invisible behind the visible social
relations, and secondly it necessitates the education which can only stem from
endeavor to challenge these relations. The understanding of the oppressed group with
an interested vision and a standpoint will have an historically liberatory role in the
lives of the oppressed. As a consequence, the previously mentioned well-intentions
to challenge existing power relations becomes impossible without access to the vision
available to members of the oppressed group. For the ones who take the benefits of
inequality, gender inequalities are not usually visible while the ones who are in a
disadvantaged position can more clearly see these inequalities (Acker, 2011). In these
explanations, the relations between knowledge, power and politics become obvious.
Without access to the knowledge which will be presented by the oppressed, it
becomes useless to struggle for liberation. That is why, hearing women’s voices and
learning more about their experiences and stories are critical in the design of this

study.

The investigation of gendered lives is also necessary for the theoretical framework of
the study. As mentioned earlier, feminist standpoint theory assumes multiple realities
and standpoints (Hekman, 1997). How people understand social relations is both
shaped and restricted by material life, and this makes knowledge available to both the
oppressed and the ruling class “partial and perverse” (Hartsock, 1983). Hartsock adds
that the vision to the oppressed group must be strived to be reached, which can make
the what is invisible under the social relations visible. However, the vision of the
dominant group will also be both “partial and perverse” despite the fact that material
relations are expected to be shaped by the vision of each ruling class, gender for our

study, and these material relations are imposed on all parties, so the vision of the

46



ruling class cannot simply be regarded as false. Therefore, it becomes an advantage
to add a gender dimension to the design of this study, ask for both male and female

experiences and opinions.

When the research questions and the theoretical framework adopted in this study were
considered together, qualitative inquiry was the most appropriate design for this
study. Patton (2015) mentions seven contributions of qualitative inquiry to the
research and evaluation process. Accordingly, firstly, qualitative research allows
researchers to work on how meanings are conceptualized. Our research also aims to
how male and female academics conceptualize success and productivity and aims to
understand the implications of these conceptualizations in their career paths.
Secondly, Patton claims that qualitative inquiry is beneficial in understanding the
way things work by listening to people’s stories about these ways. This contribution
is also important for our research because it is necessary to understand how
universities work and if these working ways have any different outcomes for different
genders. Thirdly, learning about people’s perspectives and experiences through their
stories is another contribution made by qualitative inquiry, according to Patton. Since
our research aims to understand people’s experiences, reveal what male and female
academics think and how they perceive the way universities work, this third
contribution is also of the great significance. Fourthly, qualitative inquiry allows the
researcher to elicit how systems work and the consequences of their functioning.
There are many systems and policies working simultaneously at universities. To
reveal any gendered consequences stemming from these seemingly gender-neutral
policies and systems is at the heart of this research. Another contribution made by
qualitative inquiry to our research is revealing the contextual factors leading to gender
issues at universities and the reasons why they matter, in Patton’s words. The last two
contributions by qualitative method to our study is, as mentioned by Patton, the
discovery of unexpected outcomes and making comparisons between different cases.
Both are very important for this research on the grounds that policies and systems
also have unexpected consequences in human experience. Most importantly, they

may lead to different consequences for male and female academics at universities.
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Through these contributions, qualitative inquiry allows us to disclose these
consequences and make comparisons of similarities and differences in male and

female academics’ experiences regarding their career journeys.

The most appropriate method to the aims and design of this study was qualitative
interviewing. The explanation for this comes from Legard, Keegan and Ward (2003).
They claim that the interviewing method is generative because it allows the
interviewee explore the thoughts they have never thought before as well as producing
ideas and suggestions related to the problems in hand. Moreover, Legard, Keegan and
Ward (2003) also state that interviews allow the researcher to capture the meanings
as they are conceptualized by the interviewee. Patton (1990) argues that the purpose
of interviewing is to uncover what is in a person’s mind and reach the person’s
perception of the world. Therefore, the data that need to be collected for this study
must have had depth and detail. To this end, open-ended in depth loosely structured

interviews were designed in this study.

3.2 Research Procedures

After the research design and methods were clarified, the interview questions were
written. Gerson and Horowitz (2002) suggest that the success of an interview depends
on “prior construction of a theoretically informed and user-friendly interview
schedules (questionnaires)” (p.205). According to Gerson and Horowitz, this allows
the researcher to clarify what type of information to gather. Therefore, for the
interview instrument to be theoretically informed, a literature review and emerging
themes in the literature related to the research questions were noted down. Depending
on these themes after the clarification of what information to collect, the interview
questions were formulated. Gerson and Horowitz also claim that pre-evaluation of
this instrument is very important for a successful interview. This evaluation stage was
also realized through two pilot interviews with female academics, at the end of which
there were some changes and additions to interview questions. These interviews

showed that there were a few questions in the instrument which were not clear to the
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respondents and did not contribute to what they were supposed to ask, the researcher
made some revisions on these questions. In addition, depending on the progression
of the interview, several other questions were added after the first two pilot
interviews. After these revisions, the researcher accessed to the respondents of the
first two pilot studies and re-asked the revised questions and asked the newly-added
questions. After these pilot interviews, the last version of the question set for the
female academics was ready. To prepare the question set for the male academics, the
questions directly related to female experience were deleted. To exemplify, questions
that directly ask for female experiences like if their gender makes it more difficult for
women to have a successful academic image, if women sometimes have to abandon
the characteristics of their gender in order to have a successful and productive image,
and how women cope with sexual harassment and mobbing. After these questions
were deleted, the question set for male interviewees was ready and one pilot interview
was conducted with a male academic. This interview did not lead to any changes in
the question set, therefore, both sets of interview questions were ready to conduct the

study.

After the preparation of question sets for male and female interviews, the data
collection process started. This process started in April 2018 and ended in February
2019. In the data collection process, the study aimed to access academics working in
Ankara, the capital of Turkey, as respondents. To determine the interviewees,
purposive selection was used to reveal the challenges academics face and their coping
strategies. To this end, lecturers and instructors with Ph.D., assistant professors and
associate professors with the assumption that professors may have forgotten these
challenges and the way they coped with them. After this selection, the contacts with
interviewees based on convenience sampling. Ritchie, Lewis and Elam (2003)
defined convenience sampling as the sampling process in which researchers select
their sample according to the respondents’ ease of access. As the researcher is
working one of these universities in Ankara, most of the respondents come from this
network. Therefore, | firstly contacted the academics in my own network through

phone calls and text messages, and arranged a meeting time and place. | reached some
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of the interviewees through my first level connections. The communication with these
respondents and the arrangement of the meeting time for the interviews were realized
sometimes through our mutual contacts, and sometimes through e-mails. As a
meeting place, 1 visited all of the interviewees in their offices at the university except
one interviewee. This one interviewee was working at Haci1 Bayram Veli University
which was separated from Gazi University. It was during this mobilization process
that she accepted to give an interview to me and their building was under
construction, therefore her office was not available at that time. Therefore, |1 met her
at university and we went to one of the cafeterias around the school. While arranging
the time to meet, the main restriction that female academics experienced was the
school time of their children. Some of them explained that they had to finish the
interview at a certain time because they had to take their children from their schools.
Therefore, | find it important to highlight that while arranging the interview times,
picking up their children from school was one concern for female academics. After
the meeting place and time were set, | visited the offices of the academics at
universities. The interviews were recorded, and transcribed; but one male and one
female respondent did not want their voices to be recorded so during their interviews
note-taking was used to write down what they said as answers to the questions. The
interviews lasted about sixty-five minutes on average. For the data collection process,

academics from 4 public universities and 1 foundation university were visited.

Ritchie, Lewis and Elam (2003) claim that there is a point in which very little or no
new evidence is obtained from the interviewees in the process of interview data
analysis, and while determining the sample size, the researcher’s intention was to
reach this situation where any increase in the sample size does not contribute to the
data. Before the start of the data collection process, the number of interviews foreseen
was 20, in other words, 10 interviews with male academics and 10 interviews with
female academics. When these numbers were reached, it was clear for the researcher
that these numbers were enough as there were no more emerging themes and patterns

in the data. Therefore, in February 2019 the data collection process was completed.
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This data collection process which lasted from April 2018 to February 2019 was a
very significant experience in my life and has also left me with several questions that
I had never thought before these interviews. | define myself as a young female
academic who is in the initial stages of her career, and in this study my task was to
conduct interviews with female academics who are in the middle stages of their
careers about the challenges they face. At some points what | came across was that
these people were experiencing the concerns | hold my future career. Therefore,
listening to their personal stories, experiences, and challenges made me question what
I would have done if | had been in their shoes. | entered the interviews with a set of

questions and left the interviews with another set of questions in my mind.

Secondly, in this data collection process I also realized that | was not alone. When |
was a high school student, we were supposed to choose our departments. My family
and my teachers told me that becoming a teacher was a really good idea because at
the end | was going to be a woman with responsibilities for home and children. At
that time, 1 was only 18, and I did not know anything about gender roles. These roles
were so internalized by me that | thought these suggestions were sensible and agreed
to study teaching. | was very successful, | ranked 4" among 34.945 students at the
national university entrance examination and entered Bogazi¢i University, the school
that turned me into a feminist. In fact probably that is why | am writing this thesis
today not in the department which I graduated from but in a Gender and Women’s
Studies program. Thanks to this study, contacting with academics from different
departments and learning more about gender distributions in their departments and
faculties, | can understand that -just like what happened in my personal experience-
gender roles have shaped and restricted the lives and careers of many people. Nearly

after each interview, | said that | was not alone.

Thirdly, in this process | was transformed as a researcher. For example, at times | had
to remind myself that | am in the researcher position to protect my neutral position
during the interviews. | think | could succeed this although at times | found it quite

difficult. I always reminded myself that I did not have to agree with what the
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interviewees had said, but | was responsible to create a safe and welcoming

environment for them to give utterance to what they really thought.

3.3 Key Characteristics of the Respondents

The target group of this study was academics with at least a Ph.D. degree and
academics working at universities in Ankara. Academics who hold professor
positions at these universities were excluded because reaching the highest rank in
academia, their perceptions of the challenges they have faced in their careers and the
coping strategies they utilized until they reach that point may become blurred. This
study focused on the challenges of academic journey, and professor title is last
achievement in this journey. As to aim is to understand the challenges and difficulties
of the journey, including professors was going to lead to the distinction between the
interviewees who are currently experiencing difficulties and interviewees who have
experienced them previously. The difference between these two is significant as
mentioned by Kahneman and Riis (2005). They make a distinction between the self
who experiences the event, and the self who remembers the event. According to
Kahneman and Riis, the difference between these two selves is important due to the
possible errors in remembering events. For example, they give the example of
peak/end rule, which underlines that how one feels at end of an experience rather than
in the process shapes the evaluation of the events and how they are remembered.
Therefore, if professors had been included in the study, they would have been the
remembering selves while the interviewees in the lower other academic positions
who are working to advance in their careers would have been the experiencing selves.
As there reaching the professor title is a happy experience, this end could have
produced some bias in how the past challenges and difficulties were evaluated. As a
result of all these possible bias in remembering experiences and events, this study
aimed to collect data from the experiencing selves. Therefore, the respondents of the
study are lecturers and instructors with Ph.D., assistant professors and associate
professors who have not reached the highest position of their academic journey yet.

Only one research assistant was included in the study, and the reason was that the
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respondent was waiting to receive associate professor title soon, and waiting in the
doctor research assistant position because assistant professor post was not given to
the department by the university and the Council of Higher Education. All in all, the
female participants of the study came from three different public universities and one
foundation university in Ankara. The male participants of the study, on the other
hand, came from two different public universities in Ankara. The table below presents

the gender distributions in the universities where the interviewees work.

Table 3.1
Gender Distribution in the Universities where the Interviewees Work
METU HACETTEPE ANKARA UFUK
Title M% F% M% F% M% F% M% F%

Professor 635 365 474 526 57,2 428 632 368

553 447 422 578 519 481 429 57.1
547 453 378 622 463 537 370 630
248 752 376 624 427 513 273 727
Research Assistant 52 493 301 609 421 57.9 451 549

Total 474 526 409 591 483 517 443 557
Note: University-based Numbers of Academics. Retrieved from https://istatistik.yok.gov.tr on May
6, 2019.

Associate Professor
Assistant Professor

Lecturer

As can be seen Table 3.1, the gender distribution at these universities are not totally
in line with overall Turkey percentages. For example, at Hacettepe University, the
percentage of female professors is higher than the percentage of male professors.
However, when we look at the general trends in the gender distribution at these four
universities, we see that the percentage of female academics decline as one goes up
to the higher position titles. Also, gendered aspects of disciplines that universities
have are supposed determine the percentages of female and male academics. For
example, at Middle East Technical University (METU) which is a technical
university with the dominance of engineering and science departments, there is a
dramatic decline in the percentages of female academics as one reaches the professor
title from the research assistant or lecturer titles. However, at Ankara and Hacettepe

Universities, there are also a dominance of social sciences and medical science
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disciplines, which are supposed to affect the gender distribution. The presentation of
these universities in the sample is important to show that even at the universities
where there is a numerical gender equality in terms of the percentages of gender
distribution, gender inequalities still exist even at these universities. When compared
to these three big public universities, Ufuk University is a smaller foundation
university, in which it is also possible to see the dramatical decline in the percentage
of female professors although in associate professor and assistant professor positions
the percentages of female academics are higher. All these give us information about

the universities that the interviewees work at.

As to the interviewees, as mentioned previously, 10 male and 10 academics
participated in this study. At the time of the study, 5 female academics were working
at Hacettepe University in the faculties of engineering, education, arts and school of
foreign languages. Their titles included instructor with PhD, lecturer with PhD,
assistant professor, and associate professor. One female academic was working at
Hac1 Bayram Veli University, in the faculty of Communication Sciences. She was a
research assistant with PhD. 2 female academics were working at Middle East
Technical University, in the faculties of education and engineering. They were both
assistant professors. Lastly, 2 female academics were working at Ufuk University
which is a foundation university. They were both working as assistant professors in
the faculty of education. The ages of female academics ranged from 34 to 48 at the
time of the interviews. The ages of instructors were 48 and 38, the age of the lecturer
was 43, the ages of assistant professors were 40, 41, 34, 34, 39 and the age of the
associate professor was 42. The research assistant was 38 years old. One of the
instructors was single and one of them was married with a child. 3 of the female
academics were single, one of them was married, 6 of them were married with at least

one child.

As to the male interviewees, at the time of the study they were working at two public
universities, Hacettepe and Ankara Universities. 7 male academics were working at

Hacettepe University in the faculties of engineering, education, arts and school of
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foreign languages. Their titles included one instructor with PhD, one lecturer with
PhD, 3 assistant professors and 2 associate professors. 3 male academics were
working at Ankara University in the faculties of education and health sciences. One
of them was a lecturer with PhD, one of them was an assistant professor, and one of
them was an associate professor. The age of the instructor was 36, the ages of the
lecturers were 33 and 40, the ages of assistant professors were 32, 40, 41, 38 and the
ages of associate professors were 38, 39, and 60. 3 of male academics were single, 4
of them were married with a child and 3 of them were married. Table 3.2 presents the

summary of key characteristics of the respondents.
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Table 3.2

Summary of Interviewee Profiles

Experience

Name Age | in Title Family Faculty University
academia type
48 20 years Instructor . School of Foreign | Hacettepe
Female 1 (Dr.) Single Languages University
8 13 years Married .
8 Instructor - School of Foreign | Hacettepe
Female 2 with a - .
(Dr.) child Languages University
40 8 years Assistant Middle  East
Female 3 rofessor Single Engineering faculty | Technical
P University
41 6 years Assistant Middle  East
Female 4 professor Single Education faculty Technical
University
Female 5 34 8 years Assistant Married | Education faculty Ufgk .
professor University
34 5 years . Married
Female 6 Ars;flzgzgtr with  a | Engineering faculty Uﬁ(i:\%tri?te
P child Y
38 8 years Research .
- . Faculty of media | Hact Bayram
Female 7 z(ilsjsrls)tant Married and communication | Veli University
39 10 years . Married
Female 8 Ar‘zsflizgtr with  a | Education faculty tJJI]liJ\ljersi "
P child Y
42 15 years - Married
Female 9 Ars:,fc; cslsagre with Engineering faculty LHJﬁf\?etztres?te
P children y
Female 10 43 22 years Lecturer V'\ciftirr]md a Faculty of arts Hag:ettepe
(Dr.) child (Letters) University
Male 1 36 9,5 years Instructor \'/\v/li?I:”eda School of Foreign | Hacettepe
(Dr.) child Languages University
40 15 years . Married
Male 2 Arsosflzgzgtr with  a | Education faculty Sﬁ(i:\%tres?te
P child y
Male 3 % 11 years Qriosfleszigtr Single Engineering faculty Sﬁf\?;tres?ti/
Male 4 60 24 years /:\rsos]% CS':gre Married | Faculty of arts Sﬁf\%ﬁ?&
Male 5 40 12 years I(_S::t)urer Single Education faculty Eﬁ?\%tres?ti/
38 13 years Associate . Hacettepe
Male 6 orofessor Single Faculty of arts University
41 19 years . Married
Male 7 Ari.sflzézgtr with Engineering faculty Ezic\?:)tri?te
P children y
38 10 years Assistant . . Ankara
Male 8 professor Married | Education faculty University
Male 9 33 6 years Lecturer Married Fagulty of Health An!<ara_
(Dr) Sciences University
M 3 13 years Associate M_arned Faculty of Health | Ankara
ale 10 with - S
professor . Sciences University
children
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3.4 Ethical Permission

Before the initiation of the data collection process, the ethical permission from the
Middle East Technical University Human Subjects Ethics Committee (Appendix A)
was taken. To this end, a specific form regarding this ethical permission was filled
in. The form asked some fundamental information regarding the thesis, the time
period the data will be collected, the aims of the study, the way the data will be
collected, the proposed sample and their selection criteria, the way the participants
will be invited to the study, if there will be voice recordings, and the contributions of
the study to the field and society. A voluntary participation form informing the
participants about the participants of the study and two interview forms — one set of
questions for male academics and the second set of questions for the female
academics- were also attached to this application for ethical permission. In the
evaluations for ethical permissions, each question in the interview forms was
evaluated by professors from the field. After this evaluation, the ethical permission
was sent as an e-mail on April 5 2018 to me as the researcher and to my thesis
advisor. According to this ethical permission, the data collection process was
permitted to start on April 5%, 2018 and finish on June 30, 2019. As to the ethical
issues for the data collection process, the data collection instrument used in the study
does not necessitate the participants to reveal their names, and in this way the
confidentiality of the data was secured, and this information was shared with the
participants of the study. The participants were also given the information that they

had the right to leave the study any time they wished.

3.5 Data Analysis

After the interview data was transcribed, I read all interviews carefully, and using the
blanks on the paper | wrote down the key words mentioned in the answers. As the
second step, | listed all these keywords written on the hard copies of the interviews
in an Excel sheet. Then, | grouped these key words under the themes that were related
to. In this way, the key themes of the data were revealed. Later, | grouped the relevant

quotes regarding the key themes that emerged in the study. This process was applied
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twice for the data belonging to female participants and for the data belonging to male
participants. With the purpose of determining the themes and relations in the data,
the discussion of the findings was conducted in the light of the literature review
provided previously. In order to convey the results of the study, the demonstrations
are done through references to or quotations from the interviewees. The reason for
this is that, as Patton (2015) mentions, direct quotations are fundamental to qualitative
inquiry in that they represent the raw data by disclosing the interviewees’ deep
emotions, their conceptualizations and perceptions of the world, and related

experiences.

3.6 Strengths and Limitations of the Study

As mentioned previously in this study, this study aimed to explore the society by
listening to the “native speakers” of female experiences in an academic world which
is originally and primarily for men. Therefore, one strength of this study is to hear
women’s stories without imposing the concepts and terms of male world on them.
Secondly, the gender dimension it has is another strength of the study. This gender
dimension allows comparison of male and female experiences in academia. Hoffman
(1986) claims that in bureaucratic structures power and privilege are gathered in the
hands of managerial elite who are usually men in our case. Therefore, this
stratification and assumptions of power and privilege give men and women different
life experiences. Similarly, according to Hartsock (1983), differences in male and
female material life will give them access to different pieces of knowledge which
both will be partial and perverse. Accordingly, the vision available to the men is also
significant and this study aims to reach this vision by adding a gender dimension to
this study and asking for male experiences in academia. This will also allow the
present study to reveal how men perceive and conceptualize the academic careers,
and how they perceive and conceptualize the gendered bureaucratic organizations
and the assumptions of power and privilege. Most importantly, the analysis of male
perceptions and conceptions is important in order to understand how academic men

contribute to the reproduction of gender inequalities in academia. Therefore, the most
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significant strengths of this study stem from the gender dimension that shapes the

inclusion of male and female respondents in the study.

In addition to these, this study has other strengths related to its methodology. Legard,
Keegan and Ward (2003) claim that one good characteristic of interviews is to put
together structure with flexibility. This is also one strength of this study in that while
structure in the interviews allows the researcher to make comparisons and contrasts
among the answers, flexibility allowed to capture more depth and details about the
personal stories of the interviewees. Legard, Keegan and Ward also argue that good
rapport between the interviewer and the interviewee is a key to a successful interview.
Therefore, establishment of a positive rapport with the interviewee was one focus of
the interviewer, and this situation allowed emergence of sincere personal stories
while enabling sincere sharing of opinions and perspectives during the interviews. In
this way, more in-depth data were obtained. Another strength of this study is
integrating male academics, their stories and perspectives in the design of the study.
Studies so far have mostly focused on female academics and their views about the
gender issues at universities, but this study adds a gender dimension to the analysis

and presents a more pluralist perspective.

As to the limitations of the study, the main limitation of the study is that the
participants of the study are located in Ankara, they are working at best universities
of the country. Especially, Middle East Technical University (601-800t"), Hacettepe
University (501-600") and Ankara University (1001+) are among the best
universities in Turkey according to The World University Rankings (2019).
Therefore, this study has limitations regarding it representativeness of Turkey,
excluding universities in its small cities and rural parts. In these small cities and rural
parts, we expect patriarchal structures to be stronger and therefore we expect more
adverse experiences on the part of the female academics in this cities and institutions.
However, this study is also significant as it shows that gender inequality is a problem
event at the best universities of the country which are located in the capital city. In

addition, although qualitative interviewing is an effective method for data collection,
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it is not free from its limitations. Gerson and Horowitz (2002) claim that the depth of
interviews also depend on the interviewees’ ability to remember past, understand the
present and think about the future. Another limitation of the study may be its focus
on specifically on gender in that this focus may mask other power relations that are
taking place at universities. As academic titles are organized around seniority ranks,
where one stands in this hierarchy is another issue related to power, for example.
Ramazanoglu and Holland (2002) maintain that when gender is the target, other
forms of divisions related to power among people may be lost, silenced and
marginalized. In addition to these general limitations regarding the method and
design of the study, | would have been much better if I could have reached male
academics from foundation universities in Ankara. Among the interviewees, there are
two female academics working at a foundation university, but male academics are

not represented in the sample in this aspect.

Despite these limitations, this study is still important on the grounds that it aims to
explore and reveal female and male academics’ experiences, perspectives and ideas
in the current functioning of universities. The feminist theoretical framework in this
regard helps to question and disclose gendered functioning of these institutions,
understand how this functioning leads to gendered consequences for male and female
academics, and make more structural suggestions to turn universities into better

workplaces for different genders.
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CHAPTER 4

GENDER INEQUALITY IN ACADEMIA

It is far harder to kill a phantom than a reality.

In one of the interviews, this sentence was quoted from Virginia Woolf by one of the
female academics. When taken into consideration within the framework of feminist
standpoint theory, it is clear that what is a phantom for men can be a reality for
women’s lives in academia, and unless this phantom is made more visible for both
the oppressed and the ruling class, it becomes absolutely more difficult to kill it.
Therefore, one aim of this study was to make this phantom visible for everyone by
listening to and revealing women’s experiences and stories with the phantom which
is usually more visible to them. To this end, in this study | asked the interviewees
questions in order to understand individual, social, institutional and structural
difficulties they face during their academic careers, their coping strategies with these
difficulties, and their suggestions for the solution of these hardships. Through
analyzing answers to these questions, my aim was to understand how these different
levels of inequality are interconnected. The analysis of the interview data revealed
four themes: Gender differences in experiences of success and productivity, gender
inequality in hiring and promotion, work-life balance, and sexual harassment and

gendered mobbing experiences.

4.1 Gender differences in experiences of success and productivity

The first theme that emerged in data analysis is gender differences in success and
productivity in academia. The analysis of the interview data revealed some

differences in how male and female academics experience, conceptualize and
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perceive success. It was also found that women had to make some concessions in
order to look successful and fit in the ideal worker stereotype. There were also some
differences in how men and women talk about their own success in academia. The
results revealed some challenges in academic career advancement and coping
strategies. The following subsections present a discussion of the analysis of the

interview data.

4.1.1 Definitions and perceptions of success and productivity

Male and female academics defined success and productivity using three dimensions.
The first one was about teaching activities, the second was about research and
publication, and the third dimension was service to the society. They underlined the
importance of quality in all dimensions. Being good at teaching activities involved
being a good teacher and transmitting knowledge effectively, the research and
publication dimension involved being innovative, having the command of the field,
contributions to the literature, and being a much-cited person in the field, and lastly,
service to the society involved activities which are beneficial for the whole society
and humankind. Although their definitions of success did not change much, when
they were asked if there are any differences between being a successful female
academic and being a successful male academic, their answers demonstrated a
variety. As mentioned earlier, if what is a phantom for men can be a reality for women
in academia, questioning the male definition of ideal worker and success is a must.
Henley (2015) finds this definition insufficient in that it ignores gendered patterns of
publication and citations as well as gendered aspects of contributions to the academic
world by male and female academics. A critique of gender-blind definition of success
is quite necessary when the findings of this study are also taken into an account.

According to some participants, success was more easily attributed to men.

There seems to be a standard in being a successful male and female academic,
but this is just what it seems. With the same resume, a man looks more
successful (Female 3, Assistant professor, Engineering).
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Imagine that you are two academics, one is female, the other is male. What
you say is given less importance because the words come from a woman. For
example, in the panel for higher education models, there was 5 male
academics and no woman. You think “OK, Wait a minute. Isn’t there even one
successful female academic studying higher education?”. We are not there,
we are not visible, either we are not visible or we are not allowed to be visible.
There is a question mark in my mind about who is more reliable and
successful. It seems that men are listened more (Female 4, Assistant
professor, Education).
These two quotations given above claim that with the same resume, women look less
successful and their words are given less importance. Previously it was mentioned
that there is a gap between stereotypes of the ideal worker and stereotypes of how
women should behave in the workplace (Reskin, 2010). In addition to this gap,
women have to cope with negative stereotypes about working women which put them
in a marginalized position in the workplace. These negative stereotypes
marginalizing women included not being involved in their jobs, showing no
commitment, and being less reliable among others (Cleveland, Stockdale, & Murphy,
2000). Also, in one study it was found that women’s negative characteristics, and
men’s positive characteristics were seen as constant across different contexts and
situations while men’s negative behaviors were context-specific (Rubini &
Menegatti, 2014). Going back to the quotations taken from interviewees of the study,
it is clear that this marginalized position remains as a reality even when women and
men have the same resume. The reason for this is that there are these negative
stereotypes affecting perception in in the background. Furthermore, when men’s
positive characteristics are seen as constant across situations this make them more
reliable, and leads to the gendered experiences as mentioned by Female 4. This
marginalization of women ends in neglect to what women say and think while
empowering male reliability and credibility. The same situation was also mentioned
by one of the male academics:

I mean success seems to be attributed to men more. As | said women come the
second in this structure after the men. In fact, jobs do not have a gender or
there is not a difference between what a woman and a man can do. But the
perception of the society treats even daughters as second-class, this has its
echoes in the lives of adult female academics. They society may have this
belief (Male 9, Dr. Lecturer, Health sciences).
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In a further discussion about who is more reliable and successful, one female
academic gave an example of a female dentist academic who was always asking the
technician how the process was going and obtaining approval during a dental
operation. One of her friends said that he/she did not find female dentists as reliable
as male ones, and she added that this is the general perception in the society. This
example by one of the interviewees seem to be in line with Baker’s (2010) finding
which showed that women stated doubts on their academic capabilities and
knowledge of academic practices when compared to men. The traditional definition
of ideal worker allows men to define work as their own area, and gives men the
privilege of not having to fit in a system which was not initially organized for them.
Therefore, one reason why men were found to be more reliable and successful could
be the reflections of this privilege to their attitudes about their own success as
mentioned by one of the interviewees:

Men can present everything as success, and the reason why we see them as
success is their attitudes toward what they do. The importance they assign to
everything they do signals success (Female 4, Assistant professor,
Education).
Another finding of the study was about the gendered separation of teaching and
research. These are in line with Carli and her colleagues’ (2016) findings which did
not find a match between the stereotypes of successful scientists and women, but
found a match between the stereotypes of successful scientists and men at a co-
educational university. The interviewees in this study also mentioned that teaching
was what is expected from female academics, and research is what is expected from
male academics. Women were also reported to give more importance to teaching and
their relationships with students.

Teaching is usually left to women, and research is left to men. This was proved
in reference letters in one study. When a female academic asked for a
reference letter, she was described as a good teacher, and her good
relationship with students was underlined. However, in reference letters for
male academics, men were described as good researchers, and project-doers.
As our moms advised us to become teachers, this is also valid in academia.
When a successful female academic is thought, teaching is what comes to
mind (Female 7, Dr. Research Assistant, Communication).
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When women become successful in teaching, they like featuring this. When
they have good relations with students, reach more students, this is important
for them. Men feature things like “I did it first” and “I did it fastest” (Female
9, Associate professor, Engineering).

Being loved and appreciated by students is something important for women.
I don’t think that this is that important for men (Male 1, Language instructor).

Similarly, Eccles (1987) also claimed that women highlighted teaching and advising
aspects of the job while men highlighted the research and publishing aspects of the
job. Accordingly, women were less likely to ask for promotion, salary increases and

to assess the offers outside the university. This had its reflections also in our study.

As a woman, | do not mind if my husband earns more than me. When I started
this job, I did not come here with financial expectations. As | come here to
really teach and learn, my concern for money is of the secondary importance
(Female 6, Assistant professor, Engineering).

This participant also added her observation about male academics. In her opinion,

projects that bring money are more important to be successful for male academics.

For male academics, completing more projects and running projects that
bring more money are usually the criteria for success. It does not fit my
criteria for success. | like writing articles (Female 6, Assistant professor,
Engineering).

In this study, marriage with another academic had three important impacts on the
academic women’s success. Firstly, women were reported to postpone their careers
until the husband’s career reaches a certain level. Secondly, although marriage delays
women’s careers, it was also found to be a sign of success for women in the eyes of
the society. In addition, academic women’s success was overshadowed by her
husband’s academic career.

Women postpone their careers more. For married academic couples around
me what I see is that firstly men’s career is given importance until it comes to
a certain level, then maybe women’s career can advance. I don’t know, but
there is not just one factor here, we cannot link it to household
responsibilities, maybe other things related to departments, opportunities, or
the university. It can be related to concentration and wanting this career a lot
(Female 1, Language instructor).
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In societal level, it is important for a woman to have success in family in
addition to her success in academia to look successful. It is important how
they manage this two, and | feel that bigger successes are expected from men
more. There is a perception that women have other roles (Male 8, Assistant
professor, Education).

My husband became a part of my project and we published an article. But
everyone thinks that it was my husband’s project and | participated in it later.
I don’t know if this is because he is more successful than me or because of
gender roles, but these are the things that can be questioned (Female 2,
Language instructor).
All in all, the analysis of the interviews showed that success was mostly attributed to
men in the public eye. Going back to the female dentist example given by one of the
interviewees, this had the effect of lowering self-confidence on the part of the female
academics, and increasing it on the part of the male academics. Male attitudes toward
everything they do was in fact signaling success, as one of the interviewees put
forward. Also, when it comes to academic job itself, there were some gendered
divisions between teaching, research and projects that bring money. While money
was of the secondary importance for a female engineering academic, she says that
running projects that bring money was a success criterion for male academics. When

it comes to marriage, although it had some negative effects on women’s academic

careers, being married at the same time was a sign of success in public.

4.1.2 Female concessions to fit in the ideal worker stereotype

This part presents answers of only female interviewees because the question of
whether they have to make concessions from their femininity or not in order to look
more successful was asked to only female academics as the question investigates their
experiences. As mentioned earlier, the ideal worker stereotypes are shaped around
male stereotypes. Reskin (2010) claimed that when women want to get the positions
which are traditionally held by men, they face problems due to the stereotypes in that
stereotypes for women are not in harmony with the stereotypes of ideal male worker.
The societal stereotypes regarding the expected behaviors of women are a violation

of stereotypes regarding the characteristics of an ideal worker, and vice versa (Reskin,

66



2010). This was absolutely salient in the statements of interviewees. Female
interviewees mainly mentioned that they sometimes had to abandon their
characteristics and appearance which would make them look feminine to look more
successful and productive. They make concessions from themselves in order to be
taken seriously. Women are either expected to abandon their femininity and come to
a harmony with male characteristics; or behave in a gender-neutral way; or expected
to be pleasing to the eye. One of the participants claimed that all these three put
pressures on women. The first two options were more commonly mentioned by the
interviewees.

Women try to abstain from mentioning their emotions, and they try to look
harsh and more masculine in order to look more credible and reliable
(Female 4, Assistant professor, Education).

It is not becoming mannish, but women sometimes have to use harsher, more
offensive and more destructive statements. Sometimes they have to show male
type behaviors which belong to men or which are attributed to men (Female
10, Dr. Lecturer, Arts).
As can be seen in the quotations above, male-type behaviors were defined as
abstaining from emotions, being harsher, more stubborn, offensive and destructive in
this study. Women, on the other hand, were regarded as more amenable and open to
communication and emotional. Obtaining the male-types of behaviors was believed
to make the person more reliable and credible. Otherwise, women faced the challenge
of not being taken seriously as mentioned by another interviewee.

You cannot walk around in very feminine clothes. Your hemline is important
for example, décolleté is important. If you want to be taken seriously, you need
to pay attention to these (Female 2, Language instructor).

Even when they do not abandon these characteristics and appearance, they had to
think about abandoning or not, and make a justification for the place they stand as
they feel the pressure. The quotations below show us that anything related to being
female like a red nail polish, high-heels, or looking well-groomed (with make-up)
can indeed end in being perceived as less successful and less credible although these
have nothing to do with if women can calculate second order derivatives or not as

mentioned by the interviewees.
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Of course, you have to make concessions from your femininity. My friends ask
if I come to work with my red nail polish. | come to a superior position when
my acts are in line with what the society expects from me, but if they will see
me worthless just because I have red nail polish, this is their problem. Before
I calculate a second order derivative of a function, if they will think that |
cannot do it as | wear high-heels, this is their problem. This is what | think
(Female 3, Assistant professor, Engineering).

For example, I like being a well-groomed woman. I was questioning if others’
perception of me would be just an appearance with an empty inside if | looked
well-groomed before proving myself. I was questioning if | should look poorly
groomed in order to make people believe that | was working hard and did not
have time to be well-groomed. But, this is a very wrong perception. | am not
a technician or worker in the field, I am an academic and | have space to
prove myself with my academic work. Being well-groomed is a sign of respect
for yourself and for your job. If people will perceive it in the other way, this
is their perception and it should not have a binding force for me. This is the
judgment that | have reached, and | am happy with that. Otherwise, it would
be a very macho and sexist approach, I don’t think we should let men pull us
down that much (Female 6, Assistant professor, Engineering).
Therefore, it can be concluded that women had to make some concession both from
their behaviors and appearance in order to fit the male academic world. What is
expected from them as a woman and what is expected from them as ideal workers are
not in harmony, and this cause problems for women. If they want to be taken
seriously, they lose the privilege of being themselves. They had to either mask their

gender and neutralize it or become more masculine depending on the context.

What should be underlined in this part is that as long as women are obliged to make
concessions and fit into male stereotypes to look more reliable, credential and to be
listened to, this obligation reproduces the existing stereotypes and inequalities and
the gap between an ideal worker and a woman. However, breaking this cycle is
possible through a social transformation in that women’s characteristics are promoted
as strength unlike the current situation. In the study it was claimed by one female
academic that when women are open to communication, this is regarded as a
weakness in the work environment. However, it was also claimed that it was a

strength for women and for the work environment.
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Women should not make concessions from themselves. Society should teach
their children that this is women’s strength. Really, women are more
amenable and men are more stubborn. Being amenable, however, is regarded
as a weakness (Female 9, Associate professor, Engineering).

Therefore, it is clear that what is a strength or what is a weakness is not solid facts,
but determined by the perception through stereotypes. Therefore, to open a space for
women in the workplace, the discourses that see female-type behaviors as a weakness

should not be reproduced.

4.1.3 Gender differences in self-promotion

Gendered behavior expectations also shape the way men and women talk about their
success in academic environments. Self-promotion in this part is conceptualized as
talking about one’s own success. There were some differences in the perceptions of
male and female self-promotion in the answers of interviewees. These differences
appeared in this study are in line with Moss-Racusin and Rudman (2010) who found
that gender stereotypes expected from a woman are violated when women focus more
on themselves and engage in self-promotion. This violation produces the fear of
penalties that set a barrier in front of women to use their freedom to self-promote.
This results in women’s reduced ability to promote themselves even when it is
necessary (Moss-Racusin and Rudman, 2010). In this study, the female answers
displayed that women engage in self-promotion in a more emotional, modest, passive
ways while men were described as more objective, cooler, more ambitious, and work-
oriented in self-promotion.

Men talk about success as something natural for them. Women talk about their
success with a surprise like welcoming it as something unexpected (Female
1, Language instructor).

Women use more emotional words, and adjectives like “It’s been loved a lot ™.

However, men use more objective statements like mentioning how many times
their article was cited (Female 7, Dr. Research assistant, Communication).
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Men talk about their success more. They always try to open some space for
themselves. Women use a more passive language, they are shier and stand
aside. They exaggerate less. Men, on the other hand, start their sentences with
“I”’ (Female 9, Associate professor, Engineering).

This is a default feature in men. | am against generalizations but this is true.
It is more dangerous for women to talk about their success. People perceive
you as a threat (Female 3, Assistant professor, Engineering).
As to male interviewees’ answers, while some of them agreed with women and found
women more modest, most of them claimed that there were not many differences in
how men and women talk about their success in academia. Some participants mention
that women are more ambitious while talking about their success:

Both men and women talk about their success, but it is clear that women are
more ambitious and this had a big background. Women have always been
discriminated in society and they have had more difficulty in reaching
success. You are a woman, you cannot do it. This makes women more
ambitious (Male 10, Associate professor, Health sciences).

In a male dominated environment, women try to prove themselves. | am as
good as you, | am here too, and | have studies too. But the other party is also
very ambitious, and he wants to express himself. Therefore, on the part of the
women, a discourse to prove themselves appears (Female 8, Assistant
professor, Education).
In addition, being married and managing an academic career at the same time were
seen as something to be proud of in terms of female success.

For example, a female academic may be proud that although she is a mother,
she has completed her Ph.D. thesis. But no male academic says that although
he is a father, he has completed her Ph.D. thesis (Male 10, Associate
professor, Health sciences).
It seems that women receive confusing messages about self-promotion. On the one
side, gender stereotypes do not support women in their acts to talk about themselves
and their success. However, academic environment is a competitive workplace. As
one female participant put forward, academics use their own signature in every piece
of work they produce, so their names are their brands in fact. According to the results
of this study, the conflict between how women should behave and the competitive
environment of their workplaces creates some challenges for academic women as

they face more different reactions when compared to the reactions men receive when
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they talk about their success. For example, one female participant gave an example
from a speaker who visited their department. She said that he mentioned what he had
done one by one and everyone appreciated him. If this man had been a woman,
everyone would have said that she overpraised herself. This example clearly shows

the difference in reactions to men’s and women’s self-promotion behavior.

Therefore, the ambition in women’s self-promotion as mentioned by some
participants can be interpreted in two different ways. One interpretation is that as
some academics puts forward this ambition may be the result of the difficulties
women face in their careers and as a result of need to open a space for themselves in
this very competitive environment. The second interpretation could be about the
conflict previously mentioned. As success is not something automatically assigned
to women and modesty is the expected behavior, any self-promotion act done by

women can be regarded as too much and too ambitious.

There is another point that needs to be highlighted about the differences between male
and female answers to this discussion. A big majority of female academics claimed
that there was a difference between how men and women talk about their success in
academia and claimed that men do this in more aggressive ways. However, a majority
of men said that there was not a difference between how men and women promote
their success although a small group find women more ambitious, and another small
group find women more modest and passive. A big majority of male academics are
not aware of what a big majority of women experience. This shows that men find this
structure natural and ordinary and are not aware of how women experience the same
structure differently than them. This unawareness helps to reproduce gender
inequalities in academia because it does not help to reveal gendered practices in self-
promotion. Therefore, as mentioned at the beginning of this chapter, when gendered
practices go unnoticed by men, they turn into a phantom for them and this phantom

becomes visible only in the experiences of women.
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To conclude the findings, this study has found some differences in how men and
women in academia engage in self-promotion behaviors. While some participants
claimed that women used a more passive and emotional language, other also claimed
that at times women can be more ambitious. This was explained by women’s need to
claim their presence in a male world of academia, and by the challenges they have to
face while they are advancing in their careers. In addition, family was sometimes
used in female self-promotion. Having a child at the same time was something to be
proud of for female success, but the same was not valid for male academic’s success.
This part has also revealed that more men than women think that there are not any
differences between how men and women engage in self-promotion in academia.
This finding is also quite important on the grounds that this situation turns gendered
practices into a phantom in academia which is not visible to men, but experienced by

women.

4.2 Gendered hiring and promotion processes in academia

This study revealed some gendered practices that put women at a disadvantaged
position regarding hiring and promotion processes in academia. Previously quoted,
van den Brink, Benschop and Jansen (2010) claimed that gendered practices in
academia including double standards, gender stereotypes and male networks which
affect hiring and promotion in academic hiring and promotion processes are hidden
by the ideology of meritocracy. This study also revealed similar double standards,
gender stereotypes that affect these processes, and male networks were found to have
an influence in the hiring and promotion in academia. Before mentioning these results
in detail, working in female-dominated and male-dominated disciplines is shared

from the perspectives of the interviewees.

4.2.1. Working in male and female dominated academic fields

Most of the participants in this study worked either in female-dominated disciplines

or male-dominated disciplines. Although the academia in Turkey seems to be more
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egalitarian when the women’s overall participation is considered, a deeper analysis
of the numerical gender distribution in different academic fields in this study shows
us that horizontal segregation continues to have impacts on where men and women
work. As to the advantages and disadvantages of working in these academic fields,
both have their advantages and disadvantages for the interviewees. For example, one
female interviewee mentioned some difficulties regarding working in a male
dominated department. Her department had only 2 female academics including her,
and 18 male academics. Her main concern as a woman in a male-dominated
department was about their right to speak and to be listened to.

The disadvantages of working in a male-dominated discipline are that you do
not have the right to speak, and your words always hang in the air. They aim
to create the impression that they care for us, but it is not real. As to the
advantages, there aren’t any advantages (Female 3, Assistant professor,
Engineering).
As is clear from the quotation above, the efforts to create the impression that women’s
words are taken into consideration does not seem sincere for the female academic.
She says that their words always hang in the air, which means that they are uttered
but not taken seriously. In the previous section of this chapter, it was mentioned that
women are marginalized in the workplace through negative stereotypes which can be
acted upon consciously and unconsciously, and these negative stereotypes reduce
women’s credibility and reliability. Together with this loss of credibility due to

female gender, this marginalization reproduces the workplace as a men’s space, in

which women lose the right to speak and be listened to.

Working in a female-dominated discipline could be an advantage for women, on the
other hand. Being able to communicate more easily and being understood was among
the most commonly mentioned advantages.

One advantage of working in a female-dominated discipline is that we can
understand each other. Women can more comfortably talk about their
problems with other female managers and stuff (Female 1, Language
Instructor).
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When the department head is female, it is more advantageous because they
understand you. It is easier to communicate with them, they can more easily
empathize with you, and they can be more emotional. Two years ago, my dog
accidentally stepped on a nail, and | had to leave the school early. How can
you tell someone who does not like animals this? Our department head a
woman, she let me go and then said “let me know what happened later”. At
that time our dean was a man, and he said “So what!” (Female 5, Assistant
professor, Education).

Some men working in female-dominated departments also claimed that women are
more organized, nurturing and loving when compared to men, and this brings some
advantages to the departments that they work in.

As to the advantages, women are more organized, more nurturing, and they
claim the job. Men may not mind the job much, but the job can turn into
women’s whole life (Male 1, Language instructor).

Their approach can be milder and more moderate when compared to men.
They can show more nurturing and loving behaviors (Male 9, Lecturer,
Health Sciences).

Despite the advantages mentioned here, some men and women in the study also
mentioned several disadvantages of working in a female-dominated discipline. These
disadvantages included incorporation of emotions into the work, the presence of
hidden agendas, communication with women and the creation of an informal
environment in the workplace.

I have not seen an advantage. | worked in private sector before, and during
my administratives duties | saw that women can personalize very simple
things and they incorporate their emotions into their work. They are more
emotional. When you say that this does not work, they are hurt. There is
nothing to be hurt in this, they should do it again. This attitude also destroys
friendships (Female 8, Assistant professor, Education).

We are talking about equality, but I do not know women have hidden agendas
more. It depends on the personality, but men can be more direct and simpler
at times. Women can have hidden projects and agendas more. We see the
examples of this in disciplines like food engineering and chemistry.
Unfortunately, women try to supplant each other. For this reason, maybe it is
not good to have a lot of women (Female 6, Assistant professor, Engineering).

Don’t misunderstand me, but when women say “Good morning”, this
conversation grows longer and longer. Women think in more devious ways
and communication becomes harder. The decisions at this school are made
for example by two women’s lobbies (Male 1, Language instructor).
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For the disadvantages, there may be a more informal environment in a more
conversational mood. An official meeting can be conducted in a tea, coffee
and cake mood. This extends a one-hour meeting to three hours. Therefore,
there are some problems in terms of time management, and this affects
performance (Male 9, Lecturer, Health Sciences).
In the quotations above, we can see that the interviewees shared some negative
stereotypes and generalizations about women in the workplace. The danger with these
kinds of negative stereotypes is that they can easily lead to confirmation bias. Passer
and Smith (2008) define confirmation bias as human tendency to seek proof that
confirms what they expect or believe rather than seeking proof that would disconfirm
their expectations or beliefs. Passer and Smith add that disconfirmation in this case
is more difficult in that people are not keen on changing their existing beliefs.
Therefore, because of this tendency and the difficulty of disconfirmation of such
negative expectations, gender stereotypes in the workplace can easily reproduce
themselves through confirmation bias. The problem with this is definitely the
reproduction of inaccurate negative stereotypes regarding women in the workplace
and therefore, the reproduction of gendered workplace. The same danger with
confirmation bias threat also existed in the quotation below by a male academic who
was talking about the disadvantages of working in a female-dominated department,
and mentioned his discomfort with female managers.

I would not want our department to be female-dominated. To be honest, it
should not be male dominated either, but I do not also want female managers.
This is not because of gender discrimination. Female managers get involved
in everything from your clothes to life style. You asked me as an academic. As
an academic, they are quite normal, but when they are managers, the situation
changes. So far, we have had two female managers, and three male managers.
I have been working here for the last 15 years, and everyone complains about
female managers. The high number of women is not important, but | feel
uncomfortable when I have a female manager (Male 6, Associate professor,
Arts).

As a result, working in male-dominated environments and female-dominated
environments had their own set of challenges for the academics interviewed. For
example, while the problems of female academics in male dominated disciplines

involved not having the right to speak and be listened to, men in female dominated

75



disciplines mentioned that the informal environment in meetings. When all these are
considered, it becomes significant to conduct interviews with men in female-
dominated disciplines, and women in male-dominated discipline. In this situation, the
feminist standpoint theory expects that women in male-dominated disciplines and
men in female-dominated disciplines have access to different pieces of knowledge or
they may know better than the ones who are socially and politically privileged
(Wylie, 2003). As to gender equality and breaking horizontal segregation, it becomes
necessary to understand the reasons why men are not in female-dominated academic
disciplines and why women are not in male-dominated academic disciplines. This
investigation is important because although quantitative equality is not a guarantee
for qualitative equality, it is a significant prerequisite (Peterson, 2011). The next part
presents the findings regarding the hiring processes in academia to investigate one

aspect of this question.

4.2.2 Gender equality and positive discrimination in academic hiring

The analysis of the interview data revealed that hiring processes in academia do not
favor women, which makes their entrance to male-dominated fields more difficult,
and feeds horizontal segregation. In this part, gendered practices in academia
including double standards, gender stereotypes and male networks which affect
hiring and promotion in academic hiring and promotion processes will be reported.
One of the interviewees claimed that men are given the priority for hiring and
promotions unless another person has a friend at court.

Let’s say that we will hire an assistant, or someone will become an associate
professor, these positions are published in newspapers although we know that
who will be promoted or hired. It is an obligation, and other people must also
apply. Men’s applications are examined firstly, they have a priority if the
department head is not a woman. As favoritism (torpil) is common nowadays,
women also have some advantages. The one who is favored gets the job (Male
4, Associate professor, Arts).

This quotation is a demonstration of how gender inequality in academia is something
that have become ordinary and something that is not questioned. Women suffer from

these kinds of practices but their male colleagues can talk about them as if such
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practices are normal and natural. Therefore, it can be claimed that through such
discourses as given above, gender inequalities in academia are given a natural status.
However, suffering from the adverse aspects of these practices, some women in the
study claimed that there must be a search for quantitative gender equality especially
in female-dominated and male-dominated departments.

If the percentages are 5% to 95%, | think positive discrimination can be done
because these percentages do not signal a natural distribution. They are
unbalanced. If you have this type of a distribution, it is necessary to seek
where the problem is (Female 3, Assistant professor, Engineering).

Abroad, in the USA and Europe universities claim a support for the
applications of minorities, and women. It can be a good idea to pay attention
to gender distribution in the departments. Especially in the departments like
pre-school education, there are only few male academics. This also can be
done there to hire more male academics (Female 4, Assistant professor,
Education).

However, some male and female academics found this search for quantitative gender
equality unnecessary and had some concerns regarding the quality of the academic
who is being hired and regarding the internal peace of their departments. Another
concern was about the message given by positive discrimination, or the efforts for the

quantitative gender equality.

It is not necessary to have equal number of men and women. It can decrease
the quality. Our job has nothing to with our gender. If he writes 3 articles, |
have to write 3 articles (Female 5, Assistant professor, Education).

This effort to equalize the numbers is very unnecessary. To protect the internal
peace of the department, it will not work. I do not think that we are
unconsciously prejudiced against women. We examine his/her academic
qualities, but the most important thing is if he/she is compatible with us. This
Is more important than gender (Female 6, Assistant professor, Engineering).

It should not be important if we hire men or women. | should care if he/she
has a command of the field, and how good he/she is at her job. | do not like
positive discrimination for women. It means that you do not deserve this job
indeed. You should reach the source of the problem if there is injustice. | can
understand some efforts, but I still do not like them (Female 2, Language
instructor).

Some academics underlined the importance of having different genders in terms of

providing students with different role models and in terms of student needs. One male
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interviewee who was working in the department of Psychological Guidance and
Counseling said that students needs different role models in their job; therefore, the
believed that having a balanced distribution was beneficial. Underlining the student
needs, another male participant said that he finds the efforts to equalize the numbers
ridiculous.

This is more about personality. It is ridiculous to equalize it. In academia, it
is more about the personality. | do not mind the numbers. But if there are only
men, and only women, it may be necessary to avoid this situation because the
roles differentiate. For example, we also have female students, and they
cannot come to me to ask if | have sanitary pads. The balance should not be
forced, but it should be come naturally (Male 10, Associate professor, Health
Sciences).

For gender equality, one male interviewee mentioned that his department used blind

reviews in hiring:

We try to be transparent in our examinations as much as possible. We close
the names in examination papers. The candidates get their marks independent
of their gender. We try to be transparent, objective and clear. In order not to
be unjust, two female research assistants have been appointed. They could
also be two men (Male 6, Associate professor, Arts).
When all these comments are considered, there are three issues that needs further
discussion. The first one is about the double standards women face. As long as men
continue to be given the priority in academic hiring, it will be impossible to talk about
gender equality in academia. Secondly, the discussion of quality concerns for positive
discrimination should also open the male standards of success for discussion. As long
as success continue to be defined in terms of male standards, being blind to gender
overall, or running a gender-blind process in hiring will not be fruitful. Although most
of the interviewees claimed that the one who deserves the job should get it, this does
not guarantee gender equality. As mentioned by van den Brink and Benschop (2011),
gender blindness of meritocracy makes gendered hiring processes invisible and
legitimizes them. van den Brink and Benschop suggest that women do not have as
much time as men to conduct research, the conceptualization of excellence favors
men, and men are encouraged and supported more to apply and nominated for the
positions more. A finding similar to this was also find in this study. The difference

between male and female academic was that male academics were said to be given
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the priority in hiring and promotion decisions. Also, even when meritocracy or
gender-blind reviews are run, the discourse which says that the one who deserves the
job should get it also favors male academics in that the success criteria are shaped
based on male norms, by taking into consideration an ideal worker who is always
available to work and free from domestic responsibilities. Without a focus on such
underlying inequalities, it does not seem possible to create egalitarian universities.
The third issue that needs to be discussed is the necessity to be careful when
mentioning stereotypes. The interviewees in this study also mentioned some negative
stereotypes about women including being emotional. However, some participants put
this as advantage making the communication with women easier. Therefore, it is not
a good idea to stick to the male stereotypes while defining a good leader. For gender
equality in hiring and promotion processes, it is also necessary to reconceptualize

previously defined male concepts such as leadership and promote them.

4.2.3 Women’s absence in top academic management positions

The interviewees came from five different universities in the capital of Turkey, and
all of them had men in the top management positions. Despite this visible absence of
women, some male academics claimed that there was no gender discrimination and
if women wanted to have roles in management, they could do so. The quotation given
below underlines the importance of listening to women’s stories as feminist
standpoint theory requires in that gender discrimination seems to be a phantom for
the male academic uttering these words.
| see many female managers around us. | do not think that there is gender
discrimination any more. | have never seen it (Male 2, Assistant professor,
Education).
However, gender discrimination is part of women’s lived experiences as mentioned
by both men and women in this study. The negative stereotypes about women’s
leadership skills and the positive stereotypes about men’s leadership skills had their

reflections in the study. Also, that women lack role models was underlined.
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Men are more inclined to manage and they are more active in management
positions. Women can be managers, too. | worked with one male and two
female managers. In my experience, the exhaustion is the same but | could
never satisfy these female managers. They were the most difficult part for me.
I do not know if they have different ambitions or not, they did not like what |
did, were not respectful, they had emotional fluctuations. They dedicate
themselves to work and they ruin themselves and people around them (Male
1, Language instructor).

There in an involuntary collective negative discrimination. In our
subconsciousness, the figures of authority are all men. Women do not have
enough role models. Family’s attitudes toward daughters and sons are
different (Female 3, Assistant professor, Engineering).

In line with these stereotypical views, some men argued that women are brought to
middle-management position at university by men to give the impression that they
are very democratic. They underlined that they do not find these efforts sincere in
that they cannot see women in key decision-making positions.

Management seems to be something granted to women. In our history we have
only one female Prime Minister. We allow you to manage but you should idle
around dean and department head positions. You cannot see women in key
decision-making positions. This is ridiculous (Male 10, Associate professor,
Health Sciences).

In cultural terms, the universities are male dominated. A management takes
some women among them in order to show how democratic they are. In fact,
the underlying message is that we manage this university (Male 4, Associate
professor, Arts).

One male academic criticized the quotas for women in management and he said that
he found them meaningless and insulting as they seem to grant women something
that in fact they do not deserve and another male academic claimed that universities
and their managements should be gender-neutral.

Top management positions are male-dominated unfortunately. They create
the impression that they appoint women in order not to be criticized. | feel
sorry for this. When a male rector is appointed, he appoints a male vice rector,
and then a female vice rector. It is important to mention the qualities of these
women instead of creating the impression that you appointed them just to have
women too. This is valid in the whole country. Separate quotas mean that you
are stupid, but we appointed you because of gender quota although you do
not deserve it. This is an insult. It is important to show women deserve that
position by highlighting their academic qualities (Male 10, Associate
professor, Health Sciences)
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It is not something specific to our country. The biggest mistake is to choose
someone as they are female. Is it good to choose just because they are male?
Gender should be ignored here except some situations. These special
situations include Girl’s Orphanage, a female principal is necessary there
because she can understand the problems better. In academia, gender is not
important. But if | have to take initiative, | would choose a female department
head for Pre-school education department. They can get on well with children
better. It is very natural (Male 2, Assistant professor, Education).

This quotation given below is a good example of stereotypical views about women,
connecting their nature to motherhood and also a good example of benevolent sexism.
Although the interviewee seemingly says good things about women and their
expected choices, he thinks he has the right to keep women away from certain
occupational opportunities and decides what is important for women instead of
women:

It means women do not want to. It is not about the chances of winning.
Administrative duties have a lot of difficulties. They are like an ordeal. They
keep people away from their families. Women give more importance to family.
This stems from their advantageous characteristics. If a man does not see his
child for three days, his child can save himself/herself, but if a woman does
not see her child for three days, the child cannot save himself/herself.
Therefore, the role of mothers is very important in society and in the family.
For example, if | had the authority, | would not put women in positions which
require a lot of travelling and physical power. | do not have the right to keep
this woman away from her family and children. Even if the woman wanted, |
would think again. No success can be as important as happiness in the family.
In other words, a man can be a professor at a young age, but if this person
has an unhappy family life, is he still successful? Academically yes. But
academic success is just a part of success in life. This man lost in life, but he
is academically successful. Does this success have a meaning? (Male 2,
Assistant professor, Education)

As mentioned in the previous paragraph, what the quotation above tells us is a very
traditional view of women and gender roles. According to this traditional view, what
Is expected from women is not having an interest in management positions, giving
the priority to their family and children. He also finds these priorities advantageous,
and this is in line with the dignified motherhood role in the society. For women, the
most important source of happiness is supposed to be their happiness in the family as
mentioned by this interviewee. Such a view definitely reinforces the heteronormative

division of labor in the society by assigning the housekeeper role to women and
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breadwinner role to men. As mentioned earlier, ideal worker is the one who does not
have any domestic responsibilities. Women’s housework and childcare
responsibilities set limits to their time and energy which are necessary for
professional careers (Baker, 2010). Therefore, keeping women away from these
positions and giving them domestic responsibilities as suggested above are not
solutions to gender inequality, but they are producers of gender inequality at work
and in academia. Such traditional views of women held by men end in discriminatory
practices that prevent women from participating in decision-making processes in
which decisions about their workplace are made while legitimizing this

discrimination.

Other reasons for women’s absence in these positions included women’s self-filtering
by thinking that they will not be elected, lack of courage, escape from responsibilities,
fragility. In addition to these, structural inequalities that killed women’s willingness
and male networks which do not allow women in were also highlighted.

Probably as society, we are not ready. Women do not become candidates
because probably they think they will not be elected (Female 4, Assistant
professor, Education).

Women cannot find the courage. | heard someone saying she did not want to
enter among that many men. It may be an escape from responsibilities, or they
can show fragility more by saying that they cannot cope with male rudeness
(Female 8, Assistant professor, Education).

Women'’s willingness to come to these positions is precluded in this structure.
Under different conditions, the situation may change. This is an obligatory
unwillingness (Female 10, Lecturer, Arts).

At universities, the management network is made up of men. It can be difficult
for women to fit because everyone else will be male from the driver to other
people. Men may know how to make other people work. It is because of these
misconceptions | think. Being emotional. Physical endurance. Going home
late. If you are a rector, you may stay at work until late night, you may work
at the weekends etc. People think that if a woman goes home late, it matters.
But if a man goes home late, it does not matter. There are some prejudices
regarding women (Female 1, Language Instructor).
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Men have set their own way in management and they want it to last. Accepting
a woman among them, they may think that this will disturb their peace. They
may also think that women are not authoritarian enough. | do not know
(Female 5, Assistant professor, Education).
All in all, when all these quotations given here are considered, the explanation that
women’s invisibility in top management positions is something that women choose
becomes useless. As mentioned in the theoretical framework of this study, women’s
choices are not always as personal as they may seem and they are affected by other
factors (Sandberg, 2013). Blaming women for their absence in the top management
positions just masks the stereotypical views regarding female leadership, male
networks that do not let them in, structural inequalities that kill their willingness, and
the challenges of surviving in a male-dominated environment. Blaming women only
works to legitimize the male dominance in top management positions. In addition,
female quotas and the way they are used can be criticized as some interviewees do,
but the real question here is whether we will be able to see women in these positions
when we do not have these quotas. Quotas can also be a good way to leak into the
male networks in which women are not normally allowed. Another interesting finding
of this study is that when the top management is male-dominated, it is easier to regard
it as gender-neutral. This is probably as a result of a match between an ideal worker
and a man in people’s minds. Therefore, before accepting male-domination as
gender-neutrality it is necessary to investigate the reasons for women’s absence.
Lastly, the ideal worker, leadership and management should be redefined in order to
eliminate their exclusionist impacts on women. Universities which give importance

to gender equality have to promote these new definitions.

4.3 Work-life balance in academia

For the purposes of this study, the definition of work was done as an individual’s
activities which were conducted to earn money (Cleveland, Stockdale & Murphy,
2000). Work-life balance, on the other hand, was defined as workplace practices
which acknowledge the necessity of creating a balance between family (life) and
work in the lives of the employees while work-life conflict was used to refer to the
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cases where this balance is not achieved (YYadav, 2014). The analysis of the interview
data revealed that academic women experience work-life conflict more seriously
when compared to their male colleagues. The next part presents a discussion of the

findings regarding gender issues in work-life balance/conflict in academia.

4.3.1 Gender issues in work-life balance

The analysis of the interview data revealed that problematizing of heteronormative
division of labor is necessary in order to understand gendered work-life
balance/conflict experiences. A work-day is conceptualized as adjacent number of
predetermined hours, and the ideal worker did not have any responsibilities other than
work, and was always available to work (Acker, 2011). According to Acker, this was
as a result of the heteronormative division of labor which placed men as breadwinners
and women as homemakers. Although it has been a long time since the entrance of
women into the workforce, this study proves that this heteronormative division of
labor continues to shape work-life balance experiences of men and women in
academia. Trying to hold on to the work activities which are designed for an ideal
worker without any domestic or carework responsibilities, this study demonstrated
that women experience work-life conflict more. Women receive less partner support,
they spend more time for house and children when compared to their partners, and
these findings are also in line with O’Laughlin and Bischoff (2005). Female
respondents claimed that they have more responsibilities when compared to their
husbands regarding home, childcare and other care work activities. Domestic
responsibilities also created some challenges in terms of promotion and academic
leadership.

1 saw my responsibilities to my family are more than my husband’s. Apart
from my immediate family, | have the responsibilities of my mother, father
and sister. If one of them falls sick, I take care of them. My husband’s mother
was ill, I took care of her too. Meanwhile my husband was in Cyprus. | could
not say that | wanted to go to a conference. I think men are luckier (Female
8, Married with a child, Assistant professor, Education).
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In terms of productivity, marriage has negative impacts. In marriage, women
have more responsibilities, ironing, cooking and children. Itis a more difficult
life (Female 3, Single, Assistant professor, Engineering).

If there are children their whole responsibility is given to women. In this case,
men can continue to work as deans, but women cannot even think of getting a
promotion because she is given other responsibilities. She needs to go home
and cook. Even when she thinks promotion, she faces some problems (Female
7, Married, Dr. Research Assistant, Communication).

In addition, when women experience work-life conflict their careers are easily open
for discussion. This was one area male and female interview data differentiated in
this study. Some female participants mentioned the importance of permission of their
husbands for their career related decisions, but the permission of wives was not a
matter in male interviews. One striking example comes from an assistant professor
who mentions her responsibility to pick up her daughter from school. Her words are
good instances of lack of partner support, male-designed working hours, and her work
being trivialized as something easily dispensable in the eyes of the husband in
addition to the challenges of working at a foundation university. It is important to
underline this last factor, working at a foundation university because there working
hours are stricter when compared to public universities. This quotation means that
these strict and long work hours which are designed for a male academic who does
not have any childcare responsibilities like picking up children from school causes
extra difficulties for women who work at these universities.

For example, when we were arranging the time to meet you, | said that I had
to leave at 4 o’clock because I had to run to pick up my daughter from school.
When | have a meeting, | call my mother, father, or sister. | can never call my
husband because he cannot leave his job. In fact, I should not leave either.
But, why cannot he leave? He asks how he can leave the work early, then |
say “OK, I can leave”. For example, when there is a change in our
management, my heart starts to ache: “What if they didn’t allow me to leave
work early to pick the child up?” Working hours at foundation universities
are different. My husband can easily say that if they don’t allow you to leave
early, you can quit your job. All these are very difficult things (Female 8,
Married with a child, Assistant professor, Education).

In addition, as mentioned in the previous paragraph, some female participants gave

examples about the importance of husband’s permission if they are married, or
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father’s permission if they are single for the career-related activities of academic
women. However, for male academics, this type of permissions was not mentioned.

It is not about marital status, but family life and communication with the
husband have some impact on academic careers. It depends on the family
structure you have and your husband. If the husband does not allow a female
academic to go conferences or other places, this can have an impact. | can
count things similar to this (Female 6, Married with a child, Assistant
professor, Engineering).

Men have more opportunities to be successful. For example, | do not have this
problem, but a lot of academic friends of mine cannot do many things just
because their husbands do not permit (Female 8, Married with a child,
Assistant professor, Education).

Men are freer in conference participation for example. When you look you
will say that this is an academic, but her father does not allow her to go
somewhere alone. For example, our research assistants. One of them went to
Serbia for a conference with her father. | asked what she was doing. She said
her father did not let her go alone (Female 5, Married, Assistant professor,
Education).

Even when women reported partner support, they underlined that it was for a limited
time. One participant said that when she was writing her Ph.D. thesis, her husband
helped her by conducting some domestic tasks like cooking. However, she also
highlighted that this help was limited to one-month time period. Besides lacking
partner support to advance in their careers and to ensure work-life balance, the
experiences of academic women also revealed that their husbands did not want them
to advance in their careers.

When | started my Ph.D., my ex-husband cried while everyone else was
congratulating me. He said he had to start his Ph.D. studies because of me.
In fact, he was a very successful economist with a bright career. However, as
he thought there would be a difference in our education levels if he had stayed
with his Master’s Degree. Therefore, he became upset. I would not have
expected this because he was someone well-educated, and received his
Master’s Degree abroad (Female 7, Married, Dr. Research assistant,
Communication).

For Turkish men, it is something bad to be called as someone’s husband. If I
am called as his wife, he feels proud. I can realize this. When he is asked my
occupation, he whispers “An academic” and he skips this part quickly. If he
could say that | was a research assistant, he would be happier. It is a very
difficult situation. I saw a lot of friends whose marriages ended because of
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this. Although my husband has supported me in my career, now | can see that
he wanted me to take a backseat. My husband has a Master’s Degree, when I
completed my Ph.D., he said that he needed to do Ph.D. too because | was
more educated, and he thought we were not equal any more. When he was
more educated, it was not a problem, but when | became more, it became a
problem (Female 8, Married with a child, Assistant professor, Education).
When all these were considered together with the heteronormative division of labor,
most women in the study mentioned that being single was more advantageous. The
advantages related to work-life balance included being more productive, freedom
from the doubled work day, having time to socialize, being able to come to upper
management positions, being more active in their jobs, and having more time to work.

In the general sense, single women are more productive. You can see them in
the upper management positions. They can become the heads of some centers.
They can be department heads, run projects and can be more active. For
married academics, these opportunities decrease incredibly (Female 2,
Married with a child, Language instructor).

If you are single, your all time is yours. If you are married, you have a doubled
work day. There are some women who can balance this, who receive partner
support, but their number is really low. Social roles, if you are married, have
a partner, single or in a relationship, they all have an impact on your career
(Female 4, Single, Assistant professor, Education).

If I were single now, | could satisfy all the success criteria that | have set for
myself. If | had had my current mindset in the past, | would not have got
married. Being an academic is the best decision | have made so far, but | wish
| had made this decision before getting married, and my whole life could be
this (Female 8, Married with a child, Assistant professor, Education).
Despite these advantages of being single in the lives of female academics, being
single also brought some disadvantages for them. Therefore, this study has shown
that marginalization of women continues in academia also when they are single.
Some women in this study claimed that being single caused them to be perceived as
more dangerous and as a threat to men’s success. One of them said that when women
are single and ambitious, how they dare to be that ambitious is questioned by men
since they see those women as a threat. Another female academic mentioned that
when a woman is married, she is more normal and appropriate for expected norms in
the eyes of the society. When she is not married, she is not found to be acceptable. If

awoman is going to be appointed for a position, if she is married or not is important,
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and if she is married, she is more advantageous. This aspect of being single is also
important for this study because women are put in a socially unacceptable position if
they are single women in academia. This means that women have to make a choice
between the double day of marriage or marginalization due to being single while

deciding on getting married or not, and both options are negative situations.

In addition, this study also displayed that even when women have servants, or their
home-related duties continue unlike men. This finding is in line with Delphy and
Leonard (1994) who claimed that although husband’s help has an impact on women’s
careers, women still lack something that men have. It is the right to time off. In their
studies this was also valid even when women had domestic workers, and servants in
that these helpers needed to be hired, disciplined, and supported (Delphy and
Leonard, 1994). Being responsible for the coordination tasks related to home was not
something expected from men, and this study revealed the same findings.

Success is easier for men because they do not take much responsibilities in
the family. Women are also responsible for the running of the domestic work.
Male academics can more easily focus on their jobs. Imagine that there is a
servant, this servant will be hired, supervised, everything will be arranged for
her, children will be picked up from school, they will be helped in their
homework, the fridge is empty and so on. Men do not do these (Female 9,
Single with a child, Associate professor, Engineering).

Although being married was reported to be as a disadvantage for women academics,
it was thought to be an advantage for male academics. The analysis of the interview
data revealed that academic men receive more partner support. Their wives prepare
their work environment either by running some executive tasks like preparing the
dinner or keeping the children busy while their husbands are working. The important
thing here that needs to be underlined is that this was not mentioned only by male
academics but also female academics.

You do not have the chance to say that you will not fulfil your responsibilities
and you will focus on your research. Being married affects male academics
positively. There is always someone to prepare the work environment for
them. But female academics both have to do this and work at the same time,
they have to work three times, four times more (Female 10, Married with a
child, Dr. Lecturer, Arts).
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It relieves you when your wife shares the life with you. For example, when |
want to work, my wife says she will take care of children so that | can g oto
my room and work (Male 10, Married with children, Associate professor,
Health Sciences).

My family has had a good contribution to my life. When I was single, | did not
know what | ate and drank and sometimes | did not realize that | did not eat
anything while working. I did not have a balanced diet, but now while | am
working, my wife brings my tea. She brings fruits and my meals are prepared
by her. The meals are ready when you go home, you eat and then continue to
work (Male 1, Married with a child, Language instructor).

Despite these benefits of marriage in their life, male interviewees also criticized their

working conditions, and claimed that academic job of our day, the academically

acceptable worker profile turned this job into a single man’s job.

Being married and having an organized life have a positive impact on
academic careers. But on the other hand, the conditions that academia wants,
the quantity focus success criteria for example, turn this job into a single
man’s job. I think that being married is not a barrier to your productivity. But
when you look at the general conjuncture, I have some difficulties (Male 10,
Married with children, Associate professor, Health Sciences).

Therefore, some male participants also mentioned some benefits of being single and
at least not having young children. These participants had young children, therefore
as they experience the difficulties of having young children. One participant gave an
example from his colleagues with whom he worked on the same Project. He said that
they could work better than him because they did not have young children. He
underlined that being married is a disadvantage and lowers the individual’s
productivity and performance. Similarly, another participant claimed that being
single at younger ages could be an advantage for a male academic, but at later ages
marriage brings some advantages.

At younger ages it is more advantageous to be single. I mean until around the
age of 30, it is more advantages for men and women to be single. At younger
ages, at certain career stages, your work hours can be more flexible. But at
later ages, it is more advantageous to be married and have children (Male 2,
Married with a child, Assistant professor, Education).

Another point where male and female attitudes toward marriage differentiated was

that some male academics claimed that marriage and home-related responsibilities
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could not a barrier to academic success if a person really wanted to succeed. The
difference of these academics from their colleagues who thought that marriage and
having young children have some adverse impacts on their careers was that they did
not have children. Therefore, not having children and childcare responsibilities may
have affected this attitude. Unlike their male colleagues, all women in the study saw
marriage as an obstacle to their performance and productivity.

This is more related to the person. There are some people who are married
but they have not lost their motivation and they are more successful than our
single colleagues. I believe that personal motivation is more important. (Male
8, Married, Assistant professor, Education)

I do not think that being married has an impact on your career. Maybe we
can say that this is only valid for the young, for them to be able to concentrate
better on their work, other than that if you have productivity inside you, you
will be productive (Male 9, Married, Lecturer, Health Sciences).

All in all, this study revealed that women receive less partner support when compared
to men and they spend more time doing housework, coordinating housework and
more time on care-work. When they experience a conflict in their domestic and work-
related tasks due to working hours arranged according to the needs of a male worker,
their careers can be opened for discussion, they can be trivialized and presented as

something dispensable. Also, some female participants mentioned the importance of
permission from the husbands or fathers to participate in some occupational activities.
The wives’ permission was not a concern for male academics. In addition to lack of
partner support, some participants claimed that their husbands felt discomfort when
they were advancing in their careers. While being single was an advantage for female
academics, male academics’ answers to this question can be grouped into three
categories. The first group mentioned some challenges regarding marriage and
having children especially young children. The second group claimed that being
married was advantageous because family and marriage made their lives more
organized, and they mentioned partner support. The third group of male academics
who were married but did not have children claimed that marriage did not matter and
success was more about individual efforts. Therefore, it can be claimed that the

factors like having children, and having young children have affected how men
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perceive the challenges of marriage for their careers. However, for women having
children or not did not created the same effect on their opinions. They all claimed the
difficulties of reconciling work and life. All these gender-based differences tell us
that women in academia experience work-life conflict more seriously when compared

to their male colleagues.

4.4 Gender-based mobbing and sexual harassment

Sexual harassment and gender-based mobbing are other important issues that help to
perpetuate existing power relation in academia. For the purposes of this study, sexual
harassment is defined as any deliberate and persistent acts which include sex-related,
unfriendly, abusive and humiliating behaviors that are not wanted by the recipient
(Fitzgerald, 1993). According to this definition, Fitzgerald suggests that these
behaviors does not have to be physically violent although there is not always an easy-
escape from these acts. As to the maobbing, it is defined as systematic unfriendly acts
toward one individual who is put and kept in a helpless position due to mobbing acts
(Leymann, 1996). For the purposes of this study, gender-based mobbing was used to
refer to both the victim’s and the perpetrator’s gender, and the power relations
between them. Departing from these definitions, this study revealed that women face

sexual harassment and gender-based mobbing more in academia.

4.4.1 Gender issues in mobbing and sexual harassment

Firstly, for experiences of gender-based mobbing, the analysis of the interview data
revealed that mobbing was very common in academia and women experienced
mobbing more when compared to their male colleagues. One female interviewee who
was an assistant professor in a male dominated discipline mentioned that she was
exposed to idea theft, and she would not have been exposed to this if she were a man.

This male-dominated mindset is a threat to women. For example, | mentioned
the idea-theft that | was exposed to. To seek my legal rights now, | am afraid
that they can become obsessed with me and prevent me from obtaining my
associate professor title. There is something here, you are right but you
cannot claim your rights. Therefore, men use this male dominated system in
the way that they want (Female 3, Assistant professor, Engineering).
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What she refers as the male dominated system here is the male bureaucracy as
mentioned in Hoffman (1986). This quotation makes it clear that male-domination
both in the decision-making and control mechanisms makes it more difficult for
women to raise their voices when encounter sexual assault or gender-based mobbing.
She is afraid that her right to associate professor title will be hindered by these
mechanisms. The same female academic also claimed that working in a male-
dominated discipline, they (women) do not have the right to speak. The male
academics in her department were said to ask for women’s opinion, but in practice
female opinions were ignored. Therefore, ignoring women’s right to participate in
decision making through ignoring their opinions was one way of mobbing that female
academics were exposed to in this study. Similarly, another form of mobbing was
trivializing what female academics had done. Another woman academic engineer
who was an assistant professor gave an example of a male professor who questioned
her work in her discipline. Her strategy to deal with this male professor was being
humble and modest and claiming that she had a long way to go. Although this female
academic did not give this as an example of gender-based mobbing, in this experience
it is clear that her work is being trivialized through questioning and she does the same
thing to her work by being humble instead of obtaining a more self-confident attitude.
As to acceptance of women and their work, it seems that fitting into female
stereotypes of being humble and modest, women increase their chances of being

accepted without her work being questioned or trivialized by other parties.

In addition, gender-based mobbing was also found in the supervisor-subordinate
position. One female participant who was an assistant professor claimed that mobbing
is very common in academia and she encountered mobbing when she was working
in an administratives position. She had some conflicts with her supervisor. Her
supervisor swore, she made a fist and did not say anything. She still thinks how she
could accept these things. For one year and a half, she said that she experienced

mobbing.
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Some male and female interviewees claimed that although mobbing was very
common in academia, gender of the victim did not matter. They said that they had
not experienced mobbing because of their gender. They also mentioned that women
can also get involved in mobbing behavior, and they stated that gender is not the only
determiner of mobbing in academia.

We were exposed to mobbing by one of our female instructors. But, gender

was not important for her. I do not think that she did these things just because

we were women (Female 2, Language instructor).
Although both male and female participants said that gender did not matter in the
experiences of mobbing, when the findings of this study are considered, more women
told experiences of mobbing by their male colleagues including an idea theft, and
supervisor male academic-subordinate female academic in management work. The
pattern in these experiences point a gender-based mobbing, in which we can consider
both the gender of the perpetuator and the gender of the victim in line with the gender
stratification existing in society. Also, the academic titles of the victims of mobbing
in these experiences tell us that female assistant professors who are in the initial
stages of their academic careers may be more vulnerable to gender-based mobbing
since the women who shared these experiences were assistant professors. As one
female assistant professor who was the victim of an idea theft mentioned, she was
afraid to seek for her rights since she was afraid that she could have problems with
male bureaucracy to get his associate professor title. Therefore, from this sentence it
can be concluded that being an assistant professor makes her more vulnerable. Both
gender stratification and being in the lower positions of the academic hierarchy seem
to work together in this example. These findings are in line with Hoffman (1986) who
set the connections between gender stratification and hierarchal distribution of power
and authority. As a consequence, being female and occupying a position in the lower
parts of the academic hierarchy affect the distribution of power and authority, and put
women at a more disadvantageous position when gender-based mobbing is

considered.

As to sexual harassment, previous research on sexual harassment in academia

demonstrated that women face a more systematically produced sexual harassment in
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the workplace when compared to men due to the socially constructed definitions of
sexuality, gender stratification and hierarchal distribution of power and authority
(Hoffman, 1986). Hoffman adds that these are as a result of bureaucratic forms of
decision-making and control mechanisms. Accordingly, these bureaucratic forms
limit female access to resources, strength, and authority (Hoffman, 1986). The results
of this study can also be interpreted within this perspective. The analysis of the
interview data showed that men do not experience sexual harassment in the
workplace, however, both male and female participants of the study told stories
regarding women’s sexual harassment both in academia and in their previous

workplaces.

To begin with, one of the female interviewees who was an assistant professor working
in a male-dominated discipline stated that she faced sexual harassment every day.
She mentioned that although they were not open and straightforward acts of sexual
harassment, but she felt uncomfortable because of glances thrown at her. She added
that even the university administration does this. She said that she cannot claim her
rights because when she does, she is labelled as quarrelsome. Her utterances are good
instances of how bureaucracy, power and sexual harassment are intertwined.
University administration, in her case, refers to decision-making and control
mechanisms as mentioned by Hoffman (1986). When they are male dominated
bureaucratic forms, and when they are the executives of sexual harassment, this
situation limits women’s opportunities to access strength and authority denying even

their rights to claim their own rights.

There was also male academic who mentioned the frequency of sexual harassment to
women especially in male-dominated disciplines like Medicine. He said that sexual
harassment is normalized in these disciplines because women are thought to accept
sexual harassment if are present there in men’s world. He concluded that as the
number of men increases in a department and it becomes male-dominated, the
incidents of sexual harassment to women increase. When there is a more balanced

distribution, he said, these incidents decrease. While these interviewee’s utterances
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are significant to show the relations among power and sexual harassment, they also
demonstrate the importance of creating more both quantitatively and qualitatively

egalitarian universities.

The relations between the power relations and sexual harassment also showed
themselves in the relationships between male professors and female students or
female research assistants. One female interviewee said that she has seen many
examples of professor-assistant marriages in academia. She added that when men
receive their title, they divorce their wives, make some promises to help the young
colleague to help her advance in her career, get married to research assistants. This
usually happen because of promises: The promise of an easy and quick progress in
her career. She found these things naughty for both sides and stated that it is
something naughty that a woman sees this as a means of success. Some male
participants also mentioned the same power relations in academia.

Women face more challenges. In the simplest term, an undergraduate student
can be sexually harassed by a male professor. A male professor may also tell
his female graduate student that he would hire her, makes her his assistant
and may sexually harass her (Male 9, Dr. Lecturer, Health sciences).

Hoffman’s (1986) explanation for distribution of power and authority depending on
gender stratification and bureaucratic hierarchy is also visible here. In these
examples, female students and research assistants clearly suffer from being in the
lowest part of this hierarchy and gender stratification. What was interesting for these
power relations was that they turned upside down in female instructor and male
student relationship. One female instructor mentioned that she was harassed verbally
by a group of her students while she was working in academia. Therefore, this can
show us that gender and power relations may turn upside and down when women
reach the superior positions and gender relations continue to perpetuate. Title or
position is not as effective as gender in assigning power to the individuals in this case.
Although this is true, another aspect of the situation is that instructors also occupy
the lowest positions in academic hierarchy, this may be one reason why their position

cannot be as powerful as gender stratification. Therefore, both being a female and
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being in an instructor position to which academic hierarchy does not assign power

make women vulnerable to sexual harassment of even their male students.

Despite these disadvantages and challenges, the participants mostly believed
academia offered them a work environment which is relatively safe from sexual
harassment when compared to other sectors. One female participant for example
mentioned that working in academia was the only option for women in
Communication sector because of sexual harassment in the sector. She said that men
can easily start working in the field, but women have the only option of academia
because media is an evil sector. She added that when a women enters media sector,
she faces sexual harassment, and even rape. She gave examples from her experience
in the field, and said that it impossible to imagine how those respectful men you see
on TV can turn into horrible beings. Therefore, women prefer to stay in academia.
Similar comments also came from women in education and engineering sectors.
While they mentioned that they did not face sexual harassment in academia, they had
experiences of sexual harassment in their previous workplaces.

I have not worked only in academia, | also worked in the field in companies.
When a colleague of yours does something, it is not like sexual harassment,
but when your superior does something, women are in a weaker position.
When she says “No”, she has to quit that Project or the company. Men can
insist because they feel more powerful. When he hears “No”, he shows that
he does not want you there. Women does not want to stay there either (Female
9, Associate professor, Engineering).

I have never experienced sexual harassment in academia. However, in all my
previous workplaces, there was sexual harassment. All of them were
multinational companies (Female 8, Assistant profesor, Education).

I worked in one of the schools of Ministry of National Education before |
started working in academia. There were some duties and all my duties were
in the school principal’s corridor. Frequently, he came out and invited me to
drink tea with him (Female 2, Language instructor).
All in all, the analysis of the interview data revealed that women face more sexual
harassment and mobbing in academia when compared to their male colleagues.
Despite this finding, it was also clear that academia offers women a safer workplace

than other sectors like media or other workplaces like multinational companies. Some
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women shared their experiences regarding gender-based mobbing, but most
participants acknowledged that although mobbing was very common in academia,

the gender of the victim did not usually matter.

4.5 Challenges and coping strategies

In this part of the analysis, gender-based challenges and coping strategies of male and
female academics are discussed in the light of the analysis of interview data and in
the light of the existing literature. The discussion of gender-based challenges and
coping strategies is important in that they show the interviewees’ agency. In its
discussions, this study has claimed that one’s personal choices are not always as
personal as they seem, and social and structural forces have the power to have an
impact on these personal choices (Sandberg, 2013). However, through this
discussion, this study also claims that individuals’ own choices, in this case their
coping strategies, also have the power to transform the society and structures or at
least to create desired outcomes. In The World Bank’s World Development Report
(2012), agency is defined as a person’s capability to make effective choices and to
turn these choices into desired outcomes for themselves. In the same report, it is
argued that women are at a disadvantage in making effective choices and this
argument has its connections to Sandberg’s (2013) argument which highlights the
role of social forces on women’s personal decisions. So far, this study has also shown
the gendered aspects of individuals’ decisions. However, this part, as mentioned
earlier, underlines the interviewees’ agency in creating desired outcomes for their
careers through their own decisions and strategies despite the negative impacts of
social and structural forces. Therefore, it is important to understand what kind of
challenges men and women face in academia, how they use their agency to cope with
these challenges and what the gendered aspects of these coping strategies are. With
all these questions in mind, this section handles specific challenges in each theme and

the coping strategies with these challenges.
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4.5.1 Ambitious success and productivity criteria

As mentioned earlier, the first theme was gender differences in the experiences of
success and productivity. Before the challenges | asked the participants what criteria
that their success was measured upon. Both male and female participants mentioned
the criteria that were asked from them by the Council of Higher Education. These
criteria mainly included publications, conference presentations, citations. Both
groups of academics mentioned the hardships they face because of these criteria. Both
groups mentioned that they do not measure quality but quantity.

I think in a general sense the criteria for success focus more on quantity rather
than quality. | especially think that the official criteria to become an associate
professor have some missing points. The number of citations can be thought
as a relatively effective means to measure the quality of the publication.
However, there is limit to the score that you can get from citations. In this
sense, | believe that the criteria set by my own university are better. For
example, you receive a different score depending on where you publish your
work. On the other hand, measuring success in all departments with the same
criteria is not a good idea (Male 7, Assistant professor, Engineering).

The challenges academics face while they are trying to fulfil success criteria can be
grouped in four groups. The first group of challenges is individual challenges. Among
these individual challenges were personality traits, having the undergraduate degree
in a different field, liking sleep, social life, not being able to focus on a single field,
mental barriers, and not minding having a title for women academics. For the male
academics, on the other hand, these challenges involved concentration problems,
procrastination, perfectionism, being too meticulous, the fear of rejection, self-
discipline and social life. The second group of challenges were social challenges.
These social challenges were about family life and familial responsibilities for both
male and female academics. The third group of challenges were about the institution
they work at. These challenges involved teaching hours, difficulty in accessing
resources, financial challenges related to the budgets of the universities they work at,
the structure of the university (being a foundation university, public university,

research university, teaching university), bureaucracy, having administrative duties
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and not receiving enough support from their own university for both male and female

participants. All these different challenges brought some difficulties for academics.

As to the coping strategies with these challenges, the mentioned strategies showed
that both male and female academics used their agency to reach the outcomes that
they desire. Male academics said that they extend the deadlines they give themselves,
ignore the problem, turn the problems into something more manageable, be happy
with what they have, go with the flow, get some hobbies, borrow resources, use some
techniques about procrastination, make some self-sacrifices, use the environmental
support and collaborate, save the day and keep calm when they face these challenges.
Female academics, on the other hand, focused on self-sacrifices, collaboration,
acceptance, receiving help from their families, escaping administrative duties,
arranging the physical environment, continuing working at home, developing
motivational discourses, patience and working hard. These strategies helped both
male and female academics to survive in academia and become more successful and

productive.

However, a deeper analysis of the interview data showed that there were some
gendered aspects of how these agencies are used. Previously, it was mentioned in this
study that the design of academia as a workplace is based on male norms. Therefore,
fitting into these male norms with a female life style meant more self-sacrifices on
the part of the female academics. Female life style meant the responsibility of
domestic and care work which were ignored in the definition of academic ideal
worker. Therefore, self-sacrifices were something that is more commonly mentioned
by female academics. In the quotation given below, the female lecturer explains this
female life style in more detail, and mentions her coping strategies with gendered
challenges. Through self-sacrifices she aims to reach the desired outcome for herself

although she does not seem happy with the self-sacrifices that she has to make.
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Women make more sacrifices to become successful. She needs to think her
family life, child, and take everything into account. As a strategy, | try to work
after my son sleeps if | can manage to stay awake. I try to use my time at work
more effectively. My husband sometimes helps, but it is not always possible.

After some time, it turns out that “I do not do anything for myself”. (Female
10, Dr. Lecturer, Arts)

Apart from self-sacrifices, one challenge that was different in male and female
experiences of conducting research was about limited female mobility. In the
interview data, the difficulties women faced regarding their security while collecting
data from different parts of Ankara were also underlined and their coping strategy is
going these places with their male colleagues. One male interviewee said that their
department do not send women to these areas to collect data. Therefore, it can be
inferred that women do not have freedom to move in all parts of the city to collect
data, but they use some coping strategies to overcome this challenge.

We do not distribute the roles regarding our genders in the department. But
only in some cases, for example if we will collect data from Cingin, we think
that one of our male friends should go there (Male 10, Associate professor,
Health sciences).

I have to go to Sincan for social service courses. | ask Mehmet, who is my
colleague here, if he has a free day to come with me to Sincan. I don’t know
what will happen to me there. When they see a blond lady in the car, there is
nothing to do. These are the places even navigation cannot find. | have been
sandwiched in traffic many times (Male 5, Assistant professor, Education).
In conclusion, success was defined in objective terms by male and female academics
under the effect of official criteria that they need to fulfil to advance in their careers.
However, nearly all of them mentioned some problems regarding these criteria and
highlighted its focus on quantity not quality. The challenges they face to meet this
success criteria included some personal, social and institutional levels. When their
coping strategies were analyzed, it was clear that self-sacrifices were more common
among women as a coping strategy when compared to other strategies. Previously, it
was mentioned that surviving in academia for women means fitting in a work
environment which was not designed for them. To be able to survive and become
successful in this environment, they have to make more self-sacrifices. These self-

sacrifices were sometimes as a result of being have to take more responsibilities than
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they could like thinking the family, children and work at the same time, and they were
sometimes as a result of being have to lower their ambitions. What should be
underlined here is that being have to lower their ambitions is also a self-sacrifice. One
female academic mentioned that while aiming to become a good mother and wife,
women lower their ambitions. Therefore, it is clear that although both men and
women in this study use some strategies to reach the outcomes they desire for their
careers, their agencies had gendered aspects which were visible in the differences in

the coping strategies they use.

4.5.2 Gendered hiring and promotion processes

As to the second theme, it was gendered hiring and promotion processes. The
challenges mentioned here were women’s self-filtering, lack of courage and escape
from responsibilities, fragility on the individual level, facing negative female
leadership stereotypes on the social level, and double standards of selection and
dominance of male networks on the institutional and structural level. However, as
Sandberg (2013) says women’s own decisions are shaped by social forces, and one
female academic claimed that women’s willingness to lead was killed by social and
institutional forces. These factors killing women’s willingness cause women to think
that they will not be elected or appointed, so by losing their courage they engage in
self-filtering as the findings of this study suggest. Therefore, here the individual,
social and institutional factors create each other in a vicious cycle. The individual
self-filtering acts keep women away from management, negative female leadership
stereotypes are fed by absence of women and dominance of men in the top
management positions and dominant male networks eventually discourage women.
This vicious cycle ended in women’s absence in top academic management positions
and women developed some strategies regarding their invisibility in these positions.
As it is women who are absent in academic management positions, they were asked
their coping strategies with this invisibility and what they do to become more visible.
To become more visible, they used their agency and developed some coping

strategies to enter the social and institutional structures that ignore them.

101



Firstly, getting involved in lobbying was one of these strategies. One female
participant claimed that women need to be more insidious for visibility. They have to
get involved in lobbying in a secret manner. For example, if a woman becomes a
candidate for rectorate, her job is very difficult. She added that women may do it by
receiving support from a powerful man. Getting a support from a powerful man also
reveals the relations dimension. The answers provided by other female participants
also underlined this dimension.

Relations dimension appears here. They can use some relations. For example,
there may be some colleagues that they worked together when they are
assistants, they can use such relations. Apart from that, expressing oneself
correctly, and meaningfully can be some strategies (Female 10, Lecturer,
Arts).

Being closer to the ones in the top management can be a strategy like taking
part in their projects or duties. In projects, symposiums, or organization they
may try to come to the forefront. They try to express themselves in meetings
to make themselves more visible (Female 1, Language Instructor).
Other common strategies used by women to become more visible at university was
using middle management positions and working hard if they get a job in the upper
management position. Proving themselves was an issue for women.

As far as | see, they work hard. At least when I look at rectorate team at the
moment, | can see that they work hard. In this way, they try to prove
themselves (Female 4, Assistant professor, Education).

In order to be visible, they can be department heads. They cannot be a dean
or a rector, but when they become department heads, they can join the senate
meetings. This is the most commonly preferred strategy. Even this is enough
in fact (Female 6, Assistant professor, Engineering).

For the second theme, it can be concluded that women use relations, get involved in
lobbying, work harder and use middle management positions to make themselves
more visible at university. All these strategies show that women use their agency to
challenge the existing structures that ignore them and in fact they aim to become part

of these structures.
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4.5.3 Work-life conflict

The challenges regarding work-life balance were mainly the tension between the
heteronormative division of labor at home (social factors) and the requirements of the
work (institutional factors). The tension between these factors also had some
individual consequences. For example, heteronormative division of labor required
women to take more responsibilities at home and the institutions which were
organized based on male norms required women to be available to work as much as
these norms require. While these norms do not consider family, women have to
integrate family work into this routine. This ends in more self-sacrifices. The analysis
of interviews showed that women utilized self-sacrifices more when compared to
male academics. When the gendered patterns in work-life balance presented in the
previous section is considered, this situation becomes more understandable. One
female participant of the study claimed that she tries to work after her son sleeps if
she can manage to stay awake. She added that at the beginning of each term, she
decides to do sport but then seeing the workload she abandons this idea. She said that
she tries to manage the situation, but the things she cannot do accumulates and turns
into “I do not do anything for myself”. Quite similar sentences were also uttered by
another female participant who claimed that women continue to make more self-

sacrifices, which brings unhappiness to them.

As a strategy to cope with work-life conflict, both men and women in the study used
some coping strategies. They received outside help, but the sources of this help were
different for men and women academics. Men received help from their wives, but
women received help from other women in their families. The partner support existed
but was more limited for women. While one male participant claimed that his wife
takes care of children when he needs to work. Another male participant said that his
wife prepares dinner for him and so he does not lose much time and can continue
working when he goes home. However, women, as mentioned earlier, ask help from
other women in their families. One female participant said that she left her daughter

to her mother when she needed to work on Saturday. Another female participant of
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the study claimed that her friends invite their mothers or mothers-in-law to help them
when they need to work harder and longer.

Firstly, | accepted that this is the structure. | said to myself you have to adapt,
otherwise you will lose. Still my daughter is stealing too much time from me.
It affects my productivity. I did not use to do this but last Saturday for example
I left my daughter with my mother. I came to school and worked the whole
day. I need to create time (Female 8, Assistant professor, Education).

As a different strategy than men, women also used working hard as a strategy to prove
that their marriage and children do not have a negative impact on their careers. One
female participant of the study said that men do not have to prove that their children
or marriage will not have an adverse impact on their career because the default
perspective is that someone else will take care of his family and children, probably
his wife. But this is not the case for women. They have to work hard to show that
their careers are not adversely under the impact of their family and children. She has

to prove that she is available to work whenever needed.

Women also utilized fight as a coping strategy. As work was seen as male space, men
did not need to fight for what they want to get. However, the situation was different
for female academics. One female academic claimed that she uses arguments as a
strategy because she has to insist on what she wants, if she wants to get it. She added
that there are no reconciliation strategies for this. The need for a fight to get what
women want stems from their efforts to fit in a system which was not originally
organized considering their life experiences. As mentioned earlier, the ideal academic
worker stereotype is in line with male norms of success, which makes it more natural
for men to reach success. To reach the same success women have to fight and insist
on what they want. As we have seen in this study, women’s careers can easily be
opened for negotiation if there is a work-life conflict. As one female academic
mentioned, according to her husband, she can easily quit her job if the university does
not allow to pick up her daughter from school at 4 p.m.; therefore, it is clear that
women have to fight for their careers to protect it from the adverse impacts of work-

life conflict.
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Time management was one of the common strategies that is used by both male and
female academics. One of the male interviewees said that he puts the things in order
depending on their priority. He read books on personal development and time
management, and creates deadlines. He added that he has prepared a one-year
personal strategic plan. Another female interviewee claimed that she needed to
manage time well, and she added that when she spends the evening chatting with her
husband, she wakes up at 4.30 in the morning to compensate. Therefore, it can be
concluded time was a concern for both male and female academics in the study, and

they have developed some time management strategies.

Other strategies utilized by women regarding work-life conflict included imposing
empathy to her husband, by using some techniques from their own department which
was psychological counseling, postponing having a baby, managing the division of
labor, procrastination and using the academic network of her husband. Other
strategies that were utilized by men, on the other hand, included solution-oriented
thinking, positive thinking, valuing what they have, buying services, sleeping less,

and procrastination.

When all these strategies are analyzed in more detail, it is clear that both men and
women use their agency to cope with work-life conflict. However, as women are at a
more disadvantageous position due to the domestic and care-work responsibilities
that are assigned to them, they also exploit some strategies different than men. They
ask for help from other women in their families, work harder to prove themselves,
fight for the outcomes that they desire to achieve. The differences in male and female
life experiences regarding work-life conflict and women’s more disadvantageous
position cause women to develop different strategies than men to reach the career
outcomes that they want and to be able to survive in a workplace which is designed

based on the male norms.
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4.5.4 Gender-based mobbing and sexual harassment

As to the last theme, in accordance with Hoffman (1986), gender stratification on the
social level, and male bureaucratic forms on the institutional level shaped women’s
individual experiences of gender-based mobbing and sexual harassment. As
mentioned in the previous part, some women mentioned sexual harassment and
gender-based mobbing, none of male interviewees mentioned that they faced sexual
harassment or gender-based mobbing. Therefore, this part is about women’s coping
strategies with these. In academia, women have to use some coping strategies to

protect themselves from harassment.

Women'’s coping strategies included reducing the communication with the harasser
as much as possible, wearing more conservatively, acting more conservatively. One
participant claimed that if women behaves in an extroverted way, this can be
understood as an invitation by men, and therefore women turn in on themselves. One
of the most common strategies she mentioned was wearing a ring although they are
not married.

I sometimes have to go to Ministries or state agencies. | bought a solitaire
engagement ring for myself. Do you know why? Thinking that I am married,
they cannot make advances at me (Female 3, Assistant professor,
Engineering).
Another part of turning in on themselves as mentioned by another participant was
becoming more to-the-point in their jobs. She said that women’s behaviors and
characters become sharper and firmer in order to avoid these negative situations. One
participant claimed that women start to only pay attention to the things that can bring

them success, for example writing articles.

Another commonly used strategy was being invisible to the harasser. Another female
participant gave an example from one of her colleagues and said that she was
appointed to an administratives position by another administrative man. She
mentioned some unnecessary acts of touching while talking and she added that her

friend was appointed as an administratives because the male administrative wanted
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to see her more. The interviewee said that her friend quitted her position because of

sexual harassment and she did her best not to visible to the harasser.

Another similar strategy was ignoring the harasser and harassment. One female
participant stated that women can live it inside them, continue to work as if nothing
happened. When she shared the harassment with another colleague, he suggested her
to endure for her career. This was also visible in the experience of female academic
who mentioned idea-theft in the previous section. She decided to keep quiet because
she was afraid that they could harm her career. Therefore, it can be concluded that
women sometimes feel have to endure the harassment or mobbing for their careers.
This was also mentioned by another participant. She said that although women in
academia are more conscious about their rights, they have some worries when it
comes to taking the harassment to the court. She said that this also harms the women’s
names, and it is something difficult to prove. Therefore, women may not prefer to
take this risk.

One last strategy used by female academics was showing humble and modest
behaviors. One female participant said that she used this strategy as a preventive act
to all sexist actions toward her. She thinks that she prevents the other party from
showing any behavior of harassment or mobbing because she talks mildly and utters
sentences like “Yes, I do not know. I am trying to learn”.

There was a male professor, with high ego, he questioned my studies in my
discipline. But I do not mind. I do not care what others think. I said “Is it easy
to do this job? I still have a long way to go.” Then he softened, she said
(Female 6, Assistant professor, Engineering).

What is clear from this quotation is that modesty and humility was expected from
women, and fitting in these stereotypes increases the chances that women will be
accepted without being questioned. Women may fear the penalties when their
behaviors are in conflict with what is expected. For example, this interviewee
believes that she will be appreciated thanks to her modesty, and she thinks she would
face different attitudes if she were in a “I did, [ worked” attitude. What is interesting

is that when she was asked if she had ever experienced sexual harassment or mobbing,
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her answer was that she encountered them abroad, and added that women’s work was
trivialized. Although she says she did not encounter this trivializing behavior here in
academia in Turkey, she in fact does it to her work to avoid other’s negative and

sexist attitudes including sexual harassment and mobbing.

Therefore, it is clear that gender inequality comes with challenges at different levels
which are individual, social, institutional and structural. In this part, these different
levels of challenges and coping strategies were handles under the four themes that
emerged in this study. This part highlighted some gender-based differences in the
challenges and coping strategies with these challenges during academic careers.
These coping strategies and agency of male and female academics are affected by
women’s disadvantageous position at work although both men and women exploited
some coping strategies to increase their success and productivity or to be able to cope
with work-life conflict. This study claimed that social and structural forces have
impacts on women’s careers and individual decisions regarding their careers.
However, in this part, it was underlined that women’s individual choices also had the
power to help them survive in academia whose ideal worker is shaped based on male
norms and help them reach the career outcomes that they want to achieve, and exist
in structures that normally ignore them. It is clear that this agency in this case has
some transformative power allowing women to enter the structures that exclude them.
Therefore, it is significant to understand how women cope with their disadvantageous

position in academia.
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CHAPTER 5

POLICY RECOMMENDATIONS FOR GENDER EQUALITY IN
ACADEMIA

This study investigated multiple levels of gender inequality in academia which are
individual, social, institutional and structural levels. By highlighting the connections
among these different levels of inequality, the findings of this study call for a
systematic approach with multiple levels to combat gender equality in higher
education institutions. In addition, this study also underlined that gender inequality is
not a women’s problem and aimed to show the failures of solutions which see it as
women’s problem. It was clear in the findings of the study that childcare, for example,
is not a women’s responsibility and problem alone. Seeing it in this way as a women’s
problem masks the need for social and structural changes, while exempting
educational policy-makers and leaders from their responsibilities to create egalitarian
workplaces. As a consequence, this study underlines the failures of this perspective

and calls for more systematic approaches to gender equality.

Looking at the gender distribution in the numbers of research assistants and
professors, this study assumed that the way female academics experience the
academic career journey and academic career advancement was different from the
way male academics experience this career journey. This assumption was verified by
the findings of this study. Therefore, if there is a career advancement problem and a
dramatic decline in the number of female academics as one goes up in the academic
hierarchy, the proposed policies should take these facts into consideration. Therefore,
the first thing that needs to be done is collecting data on what areas of academic life
causes difficulties and challenges for young female researchers and for female

academics who are in their mid-careers. Both qualitative and quantitative methods
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should be used for these purposes and the evidence coming from this need analysis
should be the base for actions that will be planned. With the involvement of all levels
of the institution, a gender equality plan should be prepared, promoted, and revised
with feedback when necessary. In this planning process, it is important not to produce
women-only solutions as mentioned before as they create the discourses that see
gender inequality as a women’s problem alone. As one male academic in the study
claimed we need the transformation of academia. Solutions that see gender inequality
as women’s problem do not provide this transformation, in contrast, they deepen the
inequalities by reinforcing the heteronormative division of labor as in the childcare
example given in the first paragraph of this chapter. Keeping these in mind, in the
first part of this section, this study presents a discussion of academics’ institutional
and structural expectations to make their working conditions better and in the second
part, it makes some policy recommendations regarding the four themes that emerged

in the data analysis.

5.1 Academics’ institutional and structural expectations

The analysis of the interview data revealed that both male and female academics
mentioned some concerns regarding success and productivity criteria used in
academia, and they criticized these criteria for turning the academia into a single
man’s job, and for stressing quantity over quality. Therefore, they claimed that some
changes in these evaluation criteria would facilitate their job. For example, one male
academic claimed that going abroad for 6 months before one becomes an associate
professor is a very harsh criterion. He said that he needed to think about this family,
rent, and other expenditures before he went, and said that therefore he could not go.
He added that he found this kind of criteria arbitrary and for the joy of the senators
occupying a seat in the university senate. Likewise, most academics in this study
mentioned a requirement for changes in academic success and productivity
evaluation criteria de-emphasizing the importance of quantity, but increasing the
importance of quality. Therefore, these suggestions tell us that ideal worker

conceptualization as a person who does not have family or similar responsibilities

110



create problems not only for women but also for men in academia. As a consequence,
the first expectation from the institution was about the success criteria that academics
were supposed to fulfil. Both male and female academics highlighted the importance
of the need for the transformation of academia mentioning the adverse impacts of

academic work on their time with their families.

Similarly, while these criteria were found hard to fulfil due to their quantity-based
challenging requirements, academics also claimed that their institutions did not
facilitate their jobs by preparing the grounds for fulfilment of these criteria. Financial
academic incentives and increases in their salaries were the most common examples
given by the interviewees in this study. Financial academic incentives and research
budgets were underlined because interviewees regarded them as a requirement for
their academic success. Having only a limited budget for their research was a concern
for them as an obstacle to the quality. Similarly, interviewees also underlined the
importance of an increase in their salaries. Financial situation and difficulties were
mentioned as a factor pulling their attention away from their work. One female
academic claimed that when their financial situation is good, they can buy services
for housework and childcare. In this way, she added that she could concentrate better
on her job. These financial expectations are important on the grounds that our
findings revealed that women suffer more from the work-life conflict. Buying
services for housework and children can be one way how women cope with this
challenge. Therefore, financial expectations from their institutions were underlined

by the interviewees as a facilitator to increase their success and production.

Another suggestion was about the work conditions and especially the female
academics working at foundation universities mentioned that working hours make
their lives very difficult, and harm their work-life balance, as mentioned in the
quotation given below. Similarly, the number of teaching hours were mentioned as a
problem for the academics working at public universities. Some of them mentioned
the confusion resulting from being a research university. One of them claimed that

they are named as a research university but they are expected to teach many hours.

111



He said that the institution should decide if we are a teaching university or research
university. With this argument, he underlined the work-life conflict he experiences.

The institution can regulate work hours. There is a real need for this. In my
contract, | am expected to teach 45 hours a week. I will be teaching at school
for 45 hours. Normally we are also supposed to come to school on Saturdays
too, but we do not come. When will | prepare for my classes? When will | be
with my family? When will 1 write articles? (Female 5, Assistant professor,
Education)

Therefore, the work hours at foundation universities, especially the teaching hours
both in foundation and public universities bring a challenge to academics in that they
had difficulties allocating their time between their work and their families. Some
structural confusions like being a research university but being have to teach long

hours were also expected to be solved by the institution.

As to hiring and promotion criteria, having gender equality as a principle and
including it in the values of the universities was another suggestion for the
universities. The gender equality center of the university was mentioned and the
importance of the meetings and seminars this unit will have was highlighted. It was
suggested that universities can take responsibility for gender equality and conduct
informative meetings with students and academic staff. One female academic said
that male academic staff may not notice that they sometimes occupy the space that
belongs to women, therefore such things can be shown and shared. Conducting this
kind of cultural activities were suggested not only women but also by men in the
study. Interviewees claimed that these activities should not be limited to conferences
and seminars, but there should also be consciousness raising activities to empower
women. Assigning a representative to each department, contacting departments one
by one, and making the efforts visible were also suggested to transform the
institution. The importance of these centers was also mentioned by another
interviewee.

There must be centers and units at universities which work for gender
equality. When they face a gender discriminatory act, women should be able
to go to these centers and share the problem. Universities should take
appropriate acts in these cases (Male 9, Dr. Lecturer, Health sciences).
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Both male and female academics also expressed their expectations from their
institutions regarding childcare. They agreed that there must be a kindergarten at
university, and if financial conditions do not allow parents to send their kids to
kindergarten, they can bring them to the kindergarten here at university. Also, for
older children organization of study groups, art or sport activities by their school was
suggested. Female academics whose university had a primary school and middle
school in it were happy to have this opportunity but still they mentioned some
limitations regarding this help.

If there were some facilities and study groups for children after their school,
and if women can bring their children to school in the morning and pick them
up at the end of work day, this would facilitate my job. These can include some
art and sport activities. After | pick them up from school, | take them to chess,
to sports because the school does not provide such activities. If school
provided such activities, my life would be easier. In addition to these, the
numbers of kindergartens and pre-school institutions are not enough (Female
9, Associate professor, Engineering).

Therefore, it can be concluded that having a kindergarten, and school for children in
the university campus was important both male and female academics. In addition,
another female interviewee mentioned an expectation regarding childcare in
conference organizations. She mentioned that she has to pay more for the child if she
wants to attend a conference. Her suggestion was both financial facilities regarding
travel and accommodation expenses and childcare option while she is in the

conference. She argued that this would facilitate women’s job.

As to sexual harassment and gender-based mobbing, both male and female said that
sexual harassment consciousness raising activities should be conducted at
universities. One female participant said that women should be given this
consciousness because they should know that when they remain silent if they face a
sexual harassment incident, they contribute to legitimization and normalization of the
incident. Women should be encouraged to raise their voices against sexual
harassment, and when they do this, they should know that they do something good.

In addition to the consciousness raising activities, women said that severe sanctions
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are needed to prevent both. One female academic suggested that women’s words
about the harassment should be given importance. She added:

People still look for other proofs for sexual harassment. When someone is
harassed at work, other men support the harasser. Women'’s words and
arguments are trivialized and lost in the process. In this way, this male
network situates women as a liar. This is very discouraging for women. If
sanctions were imposed by considering women’s words, this will decrease
these incidents (Female 9, Associate professor, Engineering).

As can be seen the female interviewee said that the male network covers the sexual
harassment incident and does not allow women to seek their rights. A similar
argument was also put forward by a male academic who claimed that although there
are legal sanctions they are not used in practice. He underlined that in sexual
harassment, the incident should not be covered, and legal processes should be
enabled. If the legal sanctions were used, the number of incidents would decrease.
Therefore, academics expected their institutions not to cover sexual harassment

incidents, but enable necessary sanctions and legal processes when necessary.

Some academics, on the other hand, produced some solutions that see these problems
as women’s problem and those solutions should be cautiously used. For example,
different from male academics, female academics also expected their universities to
adjust their expectations from them. One female academic claimed that women’s
responsibilities should be considered by the institution and some facilitator solutions
can be produced, and expectations from women can be adjusted. However, these
kinds of solutions like adjusting expectations from them can have two negative
impacts on women’s careers. The first one is that this adjustment may mean lowering
expectations from women. For example, another female academic said:

An administrative duty should not be given to an assistant professor and a
female academic. | do not want these duties because they become a burden as
an addition to the work at home and work at school. | believe that these duties
should be done by male associate professors and professors unless women
want to do them voluntarily. I do not prefer them, and I do not want them to
be given to me. Our institution can do positive discrimination here, this
facilitates our job (Female 6, Assistant professor, Engineering)

114



Although she has a point in mentioning the work-life conflict she experiences, giving
administrative duties to only men is simply not a solution. The reason for this is that
giving administrative duties to men, home-related responsibilities to women
reproduces the heteronormative division of labor, which was mainly responsible for
the work-life conflict the female academic has been experiencing. She also uses the
concept positive discrimination to express her idea about this issue. The second
adverse impact is that women-oriented solutions can isolate the existing institutional
and structural problems as women’s problem only. However, they are not simply
women’s problems, there are social and institutional factors in the background. If we
name these problems as women’s problems, we lose this perspective and recreate the

inequality by failing to produce multilevel real solutions.

A similar type of solution was produced by one of the male academics. Another male
participant suggested a longer maternity leave for women by criticizing the welfare
state implementations.

Social state cannot fulfil its responsibilities. Financial conditions are
important for this, and they have negative impacts on our lives. For example,
you have a maternity leave but what will you with the child after 4 months? A
baby needs his/her mother until the age of 1. Therefore, maternity leave
should be for a year. When women are at a disadvantaged position, this also
affects fathers in a negative way (Male 2, Assistant professor, Education).

Thinking that giving women longer maternity leaves is not enough to solve the
inequality problem. Indeed, this can have some negative impacts in terms of gender
equality. Firstly, keeping women away from work for longer period of time is a
concern for their career advancement. Secondly, this reinforces the belief that
childcare is women’s job, and reproduces heteronormative division of labor. In these
examples, the solutions that see the problems as women’s problems have some

drawbacks.

As to women’s absence in top administrative positions, the expectation of some
academics from the institution was creating a more egalitarian workplace. Women

were expected to be given more space in upper and top administrative positions.
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Women were also expected to be included in male networks in these positions. One
female academic mentioned that this will bring women’s perspective into the work,
some innovations and facilities for women in administratives and academic
environments. Bringing quotas for women in the administrative positions were also

suggested by one male academic.

It was suggested in this study that universities and faculties meet regularly with their
academic staff to talk about the difficulties that their academic staff face, and also to
talk about what kind of solutions they expect from their institutions. In this way,
universities can prepare better work conditions for their academics. However, some
male and female academic also mentioned that these inequalities are not limited to
universities. They mentioned that these inequalities and problems are directly related
to the whole society. The female academic claimed that solving the problems here on
its own does not solve many problems because when leave the university at the end
of the work day, we have to join the society outside. They can solve the problems
here, but they cannot call my husband and say “(Her name) needs to attend a
conference”. Their emphasis was on a social transformation. Another female
academic mentioning the importance of social transformation suggested media
literacy education starting at a very young age. According to her, media literacy helps
children to have gender awareness before they enter the labor force. She gave the
social construction of gender roles in advertisements as an example and claimed that

trying to give this awareness to adults is more difficult than giving it to children.

Allin all, interviewees in this study had some institutional and structural expectations
to facilitate their work and family lives. Their expectations from their institutions and
from the structure in which they work was discussed in this part. Before concluding
this part, two important points need to be underlined. Firstly, what was mainly
highlighted in this part should be the caution that solutions and expectations that see
gender equality as a women’s problems do not serve to solve inequality problems as
they carry the danger to deepen the inequalities by legitimizing the institutional and

structural acts and putting the burden on the shoulders of the individual woman. In
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addition to these, as mentioned by some academics in the previous paragraph, the
transformation of academia needs to be supported by the transformation of society as
these inequalities also have a social dimension. Therefore, any systematic approach

to gender inequality in academia has to consider these facts.

5.2 Policy recommendations

Keeping academics’ institutional and structural expectations in mind, this study
allows to make some policy recommendations for gender equality in academia. Each
theme that emerged in this study is discussed through policy recommendations that

can make the academia a better workplace.

5.2.1 Redefining ideal worker and success criteria

One way to transform the academia is to redefine the ideal academic worker. This
ideal academic worker should not be someone who has no domestic or caregiving
responsibilities and who can work from nine to five every day. This definition should
change to include anyone who has domestic and caregiving responsibilities. Baker
(2010) claimed that the long-established academic gender gap is reflection of
institutional expectations which value ambition, long working hours, and high
publications and being productive in all stages of academic career. As the
interviewees in this study mentioned academia in Turkey have the same expectations
as mentioned in Baker’s study. Both male and female academics criticized the
quantity-oriented success criteria imposed on them. However, as Baker argued
women’s domestic and caregiving tasks were not compatible with these expectations
and caused them to diminish their ambitions, work part-time and take some time off
during their career journeys which all feed the academic gender gap by affecting
women’s careers adversely. Therefore, for the transformation of academia there is a
need for redefining who is an ideal academic worker and what success criteria are
expected from him/her. Redefining this ideal worker and his/her success criteria mean

better work conditions for both men and women.
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This study also verified the gap between the stereotypes of an ideal worker and
stereotypes of women, and demonstrated that women had to face negative stereotypes
at work which marginalized them. Whether this stereotyping is done consciously, or
unconsciously, it is something that need to be fought against because it has adverse
Impacts on women'’s careers as shown by the findings of this study. Therefore, higher
education institutions should organize consciousness-raising activities for all the
members of their institution which include academic staff, administrative staff and
students. These consciousness-raising activities should aim to create an awareness
regarding negative stereotypes about women and women managers in the workplace,
the confirmation bias and discrimination bias. As one female academic in the study
mentioned male academics may not be aware that they sometimes invade women’s
individual space, therefore it could be a good idea to raise this awareness through
such consciousness raising activities. These activities will be beneficial in preventing
marginalization of women in academia. In addition, promotion of female-type
behaviors like being amenable and open to communication is possible through these
consciousness raising activities. Otherwise, male type as they are defined in this study
behaviors will continue to be seen as a strength while female type behaviors will
continue to be seen as a weakness. In addition, as academic environment is very
competitive, engaging in self-promotion act is necessary. These consciousness-
raising activities should also focus on this aspect of academic environment. This
study found different patterns of self-promotion for men and for women. The female
answers showed that women engaged in self-promotion in a more emotional, modest
and passive ways while men engaged in the same behavior was seen as more
objective, cooler, more ambitious and work-oriented. These findings were in line with
gender stereotypes and Moss-Racusin and Rudman (2010) mentioned that gendered
behavior expectations from a woman are violated when women focus more on
themselves and engage in self-promotion. Therefore, women can lose their ability to
promote themselves even when it is necessary. This study also revealed different
reactions to men talking about their success and women talking about their success.
While men’s self-promotion was seen as something more natural, women’s self-

promotion was seen as an exaggeration. Therefore, in this competitive environment,
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women should also be able to use self-promotion when necessary and consciousness-
raising activities can act to encourage them to do them, and provide them with the

means which will help them while using self-promotion.

In addition to these, there must also be efforts to increase the visibility of female
academics. For example, Alexandru loan Cuza University of lasi in Romania initiated
Women Researchers Day to increase female academics’ visibility and recognition by
promoting their professional profiles and awarding distinguished female researchers
(European Institute for Gender Equality, 2016). Therefore, universities can also
organize such days and give such awards to increase and support the visibility of

female academics.

All in all, to transform the academia to make it more egalitarian in terms of an
expected ideal worker and success criteria expected from him/her, these steps should
be taken:

e Consciousness raising activities need to be planned and conducted to combat
negative stereotypes about women together with confirmation bias and
discrimination bias, to prevent marginalization of women in academia, to help
female academics to engage in self-promotion behavior more easily when
necessary.

e The activities that will promote women’s visibility in science should be
organized. These activities can include events like Women Researchers’ Day
as exemplified by European Institute for Gender Equality (2016). Similarly,
organizing events to bring students and successful female academics together
especially in male-dominated departments and to present them as role models

for female students serves to increase women'’s visibility in academia.
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5.2.2 Gender equality in academic hiring and promotion

This study revealed a female disadvantage in academic hiring and promotion
processes. For gender equality in academic hiring and promotion consciousness
raising activities, temporary positive action, female quotas can be used, and some

changes in the hiring and review committees can be made.

Firstly, consciousness-raising activities can also be beneficial in reducing the
discriminatory acts and biases in hiring and promotion processes. The literature
presented in this study revealed that there may be some stereotype bias or linguistic
bias in hiring and promotion processes (Cleveland, Stockdale, & Murphy, 2000;
Rubini, & Menegatti, 2014). Thus, it is necessary to conduct consciousness-raising
activities with the academic recruiters and managers. In this way, gender bias that
lead to discriminatory acts in academic hiring and promotion can be prevented or

reduced.

In addition, as one of the female academics in the study claim, if the gender
percentages in a department is 95% to 5%, some positive action can be taken to create
a more gender balanced work environment. Again, as mentioned by another male
participant of the study, this is also important for providing students with different
role models. Therefore, in the cases where the distribution does not seem natural,
temporary positive action can be beneficial. Besides positive action, female quotas
are another way of promoting gender equality especially in management positions.
Although these two solutions were criticized by some interviewees in this study, they
are good ways to leak into the male networks in male dominated disciplines and top

academic management positions.

Furthermore, in a report by European Institute for Gender Equality (2016), female
representation in all stages of hiring was presented by the example of University of
Copenhagen in Denmark. At this university, before a vacant position is filled, an

application from both sexes was waited for. Also, both in hiring and review
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committees, there was at least one person of each sex. When the findings of this study
are considered, these measures can also be used in our context. As a result, higher
education institutions can use such rules to regulate gender equality in academic

hiring and promotion.

Also, universities can develop a mentorship program, in which women who are in
more senior positions in academia can guide their young colleagues. This mentorship
should be different from the professor-research assistant relationship. It should be
related more to career mentorship. This can be a measure for preventing the dramatic

decline of women in the upper stages of academic hierarchy.

For gender equality in academic management positions, as mentioned in the report
by European Institute for Gender Equality (2016), in 2014 Ghent University in
Belgium requested 40/60% gender balanced of representation in the elections of its
highest decision-making body. In this way, for the first time at this university gender
balance was achieved. In addition, faculties were supposed to have at least one male
and one female candidate for the elections. When this balance could not be achieved
in the results of the election, the person who has the least vote in the over-represented
group gave his/her seat to the member of the underrepresented group who has the
highest number of votes. This university was a good example for gender equality in
academic management. As one male participant of this study stated, academic
managers should be elected, and the election system should not allow the dominance

of one group as in the example of Ghent University.

Together with these policies recommended, there is a need for a change in the
definition of leadership and the characteristics of a good leader. This study showed
that while male-type behaviors (as defined in this study) are seen as strength, female-
type behaviors are seen as a weakness. This is one reason why women have to make
some concessions to look more credible and reliable, and also one reason why women
are not in top management positions. Most interviewees in the study argued that the

representative of a powerful leader in people’s minds is a male character. Gender
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equality in top management positions is possible through breaking this bias.

Therefore, universities need to redefine leadership, and promote it through

awareness-raising activities in their institutions.

All in all, to accomplish gender equality in academic hiring, promotion and

management, these steps should be taken:

Consciousness raising activities should be conducted to prevent gender and
discriminatory bias in academic hiring and promotion.

Temporary positive action should be taken and female quotas can be brought
especially in male-dominated academic, research and management positions.
The hiring and review committees should be gender-mixed and gender-
sensitive.

Ideally, vacant positions should not be filled in unless an application from
each sex is received. However, this may not always be possible. In these cases
where this ideal is not possible, when a male candidate is hired for a vacant
position, for the next vacant position a female academic should be sought.

A mentorship program should be developed where senior women mentor
young female academics and researchers. However, it is essential that gender
equality is important for these senior women, which means senior women
should have gender-sensitivity and should be able to encourage young female
academics and researchers in their careers.

It is easily understood from the absence of female academics in the top
management positions that the academic election and appointment systems in
Turkey does not favor female academics. Therefore, research should be
conducted and encouraged to understand the structural factors excluding
women from this system such as strong and close male networks and double
standards of hiring and promotion and etc., and the research findings should

be used to in policy making to remove the structural barriers.
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5.2.3 Work-life balance in academia

This study found work-life conflict examples both in the lives of female academics
and also in the lives of male academics, however, the it was also clear that women
suffered more from this conflict due to the roles that are assigned to them such as
domestic responsibilities and caregiving responsibilities. While mentioning their
expectations from their institutions, some academics mentioned that maternity leave
must be longer. However, this perspective was criticized in this study in that
producing solutions like longer maternity leaves do not solve the inequalities because
they reinforce the belief that childcare or other domestic responsibilities are women’s
duties. In this way, heteronormative division of labour becomes sharper and women’s
place as home and men’s place as workplace are differentiated. Therefore, academic
institutions should firstly abandon the belief that childcare and domestic work are
women’s responsibility and problem since work-life balance comes with the
transformation of academia as discussed in the first section of this policy chapter.

This requires individual, social and institutional transformations at the same time.

Firstly, as the interviewees expected from their institutions, institutions should
provide child-care facilities for the academic staff. Some academics also mentioned
the for after-school art and sport activities for children could be beneficial for them.
For these facilities, financial concerns were also mentioned by the interviewees in the
study, and this study suggests that academic staff should be able to benefit from such
facilities in their own institution without financial concerns. This is necessary for the

reconciliation of work and life responsibilities on the part of the academics.

As to the maternity leave, this study suggests that childcare facilities are not only
women’s problem. Therefore, parental leave policies rather than maternity leave
policies are promoted in this study. Some good examples were shared by European
Institute for Gender Equality (2016), and these good examples are discussed in the
light of the findings of this study. The first example comes from University of

Southern Denmark, and it is about a teaching-free period after a parental leave. The
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work-life balance supporting policies of this university included two important
measures. The first one is that they provide their academics with regular academic
updates when they are using a parental leave, and secondly, they offer a teaching free
period for the academics who have been away for parental leave for six months or
more. These two specific measures are said to promote work-life balance with
specific consequences on young female researchers. Therefore, when considered the
concerns of the academics in this study, applying these two measures would also help
them. Secondly, Hanken School of Economics in Finland also make use of some
work-life reconciliation policies for the academics who work there. They aim to
remove the negative consequences of parental leave on the careers of academics. To
this end, they automatically extend the contracts of teaching and research staff who
work on temporary basis if they were on a maternity (three months), paternity (two
weeks) or parental leave (six months). One male assistant professor in this study also
mentioned that their contracts have to be renewed every two years. In addition, losing
research time -which means not being able to conduct research in maternity leave-,
and being able to return to work as soon as possible was also a concern for the
interviewees in this study. Therefore, learning from the example of Hanken School
of Economics in Finland, such policies can make parental leave attractive not only

for women but also for men.

In addition to these, institutions should be willing to make necessary work
arrangements for both male and female academics for different needs of a life course.
These different needs can also include illnesses or illness-related care-work, which
can require both long-term or short-term arrangements on the part of the work. The
transformation of work culture is also necessary to accommodate these needs and this
new work culture is directly related to transformation of definition of ideal academic

worker.

All in all, this study revealed that women suffer more from work-life conflict and
they received less partner in reconciliation of work and life. Therefore, institutional

policies should make parental leave more attractive for men and women. As policy
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recommendations to help academics reconcile work and life, this study suggests that
the institutions and educational policy-makers should

e provide their female and male academics with childcare opportunities.

e implement policies to attract men to take parental leave. Consciousness-
raising activities should also be conducted with managers and commissions
that will approve these leaves and they should be informed about the
importance of parental leave.

e implement return-to-work policies like no teaching load or reduced teaching
load and automatic renewal of temporary contracts. Another suggestion
related to return-to-work policies could be assigning distance education

classes to these academics.

5.2.4 Gender-based mobbing and sexual harassment

This study found that women face gender-based mobbing and sexual harassment
more when compared to their male colleagues in academia. Therefore, the
interviewees suggested that their universities should found a preventive unit, and such
cases should also be taken there. Also, they said that there must be severe sanction
for the perpetrators of gender-based mobbing and sexual harassment. Furthermore,

they expected their institutions to develop educational awareness raising activities to
prevent these acts in academia. There was also both male and female academics who
claimed that the existing sanctions were not implemented in these cases, and this
harms women. One female academic mentioned that male network covers the sexual

harassment incident and does not allow women to seek their rights.

Based on these expectations, this study suggests preventive units at universities. The
universities should have gender-based mobbing and sexual harassment preventive
units and policies. These units should organize awareness-raising activities, and
participation to these activities should be for all academics, administrative staff and
students. When a person in the school campus faces harassment, he/she should be

able to go to these units and share the situation. When a harassment or mobbing case
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Is shared, sanctions should be used on the perpetrator. European Institute for Gender
Equality (2016) shares an example regarding this. Paris Institute of Political Sciences
prepared a very detailed protocol regarding gender-based mobbing and sexual
harassment. This protocol was everyone in the campus including students, academic
and administrative staff. Its purpose was to create a respectful working environment
for everyone in the campus, a safe environment to report any harassment incidents
and a guarantee for the privacy of the information that was shared. The institution
established a monitoring unit, there were 11 people who were actively working for
this unit, being in direct contact with people in the campus and gender equality
officers. This staff received trainings on yearly basis, and they were also in charge of
preparing and disseminating informative booklets on sexual harassment and a
devoted hotline. This is a good example in that all universities need such protocols
and units to prevent and combat these harassment incidents.

To conclude, the higher education institutions need to be strict in their standing
against any form of gender-mobbing and sexual harassment incidents. To prevent and
combat these incidents, universities should

o clarify the point that any form of gender-based mobbing or sexual harassment
is not tolerated in the school campus.

e sign protocols and establish units to combat sexual harassment and gender-
based mobbing and to take preventive measures about them.

e inform all the habitants of their campuses which include academics and
administrative staff and students about what gender-based mobbing and
sexual harassment is. All these people should also be informed about the
campus-specific types of harassment and mobbing, including sexual
harassment of female students by a professor who threatens them with grades,
stalking and flirt violence and etc.

¢ inform all the habitants of their campuses about the importance and necessity
of reporting these incidents.

e use legal sanctions for the perpetrators of these acts.
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5.2.5 Other policy recommendations

If universities want to promote gender equality in their institutions, one strategy
should be gender mainstreaming. United Nations (2002) define gender
mainstreaming as efforts to integrate gender equality into the mainstream of
activities, instead of dealing with them as “add-on” s. This is important in that dealing
with gender equality as add-ons to existing policies and structures marginalizes the
efforts for gender equality. Therefore, gender equality perspective should be in all
activities of the institution as an integrated and indispensable part rather than a part

which is added later.

Keeping gender mainstreaming in mind, research and teaching about gender issues
should be encouraged in all disciplines. For example, University of Santiago de
Compostela in Spain initiated research content and teaching awards for research
projects and teaching practices that integrate the gender dimension. The aim of these
awards is to increase the visibility of research and teaching activities that promote
gender equality (European Institute for Gender Equality, 2016). Similarly, in the
same report by European Institute for Gender Equality, another example about this
issue was from Linkdping University. Linkdping University in Sweden started gender
lectureships in 2005 with the purpose of helping faculties to mainstream gender
equality. These gender lectureships aimed to integrate gender dimension in all study
programs and courses and aimed to cultivate pedagogical approaches to gender

sensitive teaching and gender equality in academia.

Gender mainstreaming in research and teaching is also significant in several ways.
Universities can also use these research findings for evidence-based policy making
in their institution. Universities also have responsibilities for the society they exist in,
and gender mainstreaming in teaching can transform the society by changing the
mindsets of the students. As mentioned earlier, without social transformations these
institutional transformations become very difficult. Therefore, if possible
institutional policies should also trigger wider changes in the society and these

changes should support gender equality policies. To this end, conducting gender
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research serves to understand the gender inequalities in society better and while
presenting an analytical picture of these equalities, these findings can be used as
evidence for policy-making to transform the society. Similarly, training students as
gender-sensitive individuals means training the professionals of the future as gender-
sensitive people. This sensitivity will definitely be a life-long awareness, which will
play an important role in the transformation of the whole society. Policy-makers
should act with this awareness that academia has the power to affect and transform

whole society through the individuals it educates.
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CHAPTER 6

CONCLUSION

This study aimed to investigate gender-based challenges and coping strategies in
academic career investment. The data received from the Council of Higher Education
website show that women in academia in Turkey become less visible higher positions
of academic hierarchy. Looking at the data regarding gender distribution of male and
female academics in research assistant and in professor positions in Turkey, this study
started with the assumption that the way male academics and female academics
experience this academic career journey must be different so that it becomes possible
to explain the sharp decline in the number of female professors when compared to
the number of female research assistants. Related to this, the present study argued
that universities are gendered organizations, and work conditions in these workplaces
are still organized around a traditional ideal worker who does not have any domestic
and caregiving responsibilities (Williams, 1989; Lynch, 2007; Acker, 2011). Taking
these major assumptions and arguments into consideration, this study used feminist
standpoint theory, which set the framework in the investigation of male and female
experiences in the academic environment as a workplace. To this end, the study was
designed as a qualitative inquiry which helped to understand the challenges male and
female academics face in their academic career advancement in a more detailed and
comprehensive way. Therefore, the present study sought to examine the individual,
social, institutional and structural challenges male and female academics face while
revealing their coping strategies with these challenges. With this aim in mind, the

research questions of the study were as follows:
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e What are the personal, social, institutional and structural gender-based
challenges academics face in their career progression at universities in Turkey
and how are these challenges related?

e What are the coping strategies of academics with these gender-based
challenges to increase their success and productivity?

e What can be some policy recommendations to decrease gender-based
challenges experienced by academics through their academic careers at

universities in Turkey?

The analysis of the interview data with male and female academics revealed four
main themes regarding gender-based career challenges. These included gendered
definitions of success and productivity, gendered hiring and promotion processes,
gender issues in work-life balance/conflict, and sexual harassment and gender-based
mobbing experiences. The first theme which was gender differences in experiences
of success of productivity, and the findings revealed that some differences in how
male and female academics experience, conceptualize and perceive success. Success
was mostly attributed to men in the public eye, and this had some consequences in
terms of the self-confidence male and female academics have. In addition, the women
were perceived to be less credible and reliable and this perception was explained
through negative stereotypes that women face. These negative stereotypes lower
women’s academic credibility and reliability while strengthening male credibility and
reliability. Therefore, women sometimes had to make some concessions from their
own characteristics and obtain more male-type behaviors to be affected less by these
negative stereotypes. In addition, self-promotion was another issue discussed under
this theme, and there were some differences in how men and women engage in self-
promotion. These self-promotion behaviors were in line with gender stereotypes in
that women were reported to be more modest, emotional and passive in self-
promotion while men were perceived to be more objective, ambitious, work-oriented
and cooler according to the female interviewees. While some of the male
interviewees claimed that women were more modest, some of them reported no

differences between male and female self-promotion and some of them found women
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more ambitions. This situation was explained by the possible arguments in this study.
The first one was that women have to open some space for themselves in the men’s
world, and that’s why they can behave in more ambitious ways. Secondly, in line
with gender stereotypes when modesty is the expected behavior from women, any
self-promotion act can be regarded as too much and too ambitious. In addition to
these, quantity-focused productivity expectation was criticized both male and female
academics and they both had some coping strategies with the challenges they face in
academia. As a coping strategy, self-sacrifices were more commonly mentioned by
female academics. Women have to make self-sacrifices because there is no natural
connection between their gender and ideal worker stereotypes, therefore they have to

work harder to earn their status.

The second theme that emerged was gendered hiring and promotion processes. This
study found that double standards, the impact of gender stereotypes, and male
networks have an influence on academic hiring and promotion processes. Firstly, the
study revealed a specific set of challenges for both working in a female dominated
discipline and working in a male dominated discipline for male and female
academics. This study underlined the importance of quantitative equality in these
disciplines to break the horizontal segregation, and supported a more balanced
distribution. Therefore, an investigation of hiring and promotion processes was a
must. The finding regarding this must showed double standards in academic hiring.
One participant openly said that men are given the priority in hiring and promotion
unless another person has a friend at court. As to quotas and positive discrimination
discussion, some participants mentioned some concerns regarding the quality and
workplace peace. However, the definition of quality itself was criticized in this study
together with the gender-blindness of meritocracy. This study also found that gender
stereotypes regarding women were perceived as negative although they could turn
into positive aspects in academic leadership. The example was being emotional,
although it was marked as a negative characteristic by some participants, for some
participants it was something positive which facilitated communication with female

colleagues and leaders. Therefore, this study suggested reconceptualization and re-

131



questioning of leadership qualities to embody female characteristics that would be
good for the work environment. For example, in this study, while in the general sense,
being open to communication was reported to be a sign of weakness, the female
interviewees mentioned that it is one of the good qualities for healthy workplace
communication and it should be promoted in society. Therefore, the new definition
of leadership should not be under the influence of stereotypical views of men and
women. Women’s coping strategies with their invisibility in top academic
management positions involved lobbying, getting support of a powerful man, using

middle management positions and working harder.

The third theme that emerged in this study was work-life balance in academia.
Findings revealed that problematizing the heteronormative division of labor was
necessary because female respondents claimed that they have more responsibilities
when compared to their husbands regarding home, childcare and other care work
activities. Women still needed to get the permission of their husbands, or fathers in
order to attend the career-related activities. Being married was a disadvantage for
women due to housework and childcare, but for male academics it could be
something advantageous at times in that their partners prepared the work environment
for them. Being married and having children did not change female attitudes toward
marriage, but having children seemed to change male attitudes toward the effects of
marriage on academic careers. Male academics who were married but did not have
children claimed that academic success depends on the personal ambitions, and
marriage does not affect success. However, other male academics who had children
especially young children also mentioned the impacts of negative impacts of marriage
on academic careers although these challenges were not as strong as the challenges
mentioned by female academics. Although female academics were of the same
opinion about the adverse effects of marriage and children on their academic careers,
being single also brought some challenges for them. They were marginalized and
they were not found socially acceptable as they were not married. Furthermore,
working at a foundation university which had long and strict work hours which were

designed for a male academic who did not have any domestic or care-work activities
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like picking up children from school also created extra difficulties for female
academics who had these responsibilities. Their children’s school hours and their
work hours were not the same, and this was an extra difficulty for them which needed
an extra arrangement. Both male and female academics had some coping strategies
regarding work-life conflict. They both used some time-management techniques.
Women reported self-sacrifices more. Women have to make self-sacrifices because
they have to reconcile success expectations which are shaped by male norms and their
female lifestyles. Both men and women received outside help, the sources of this help
were different for them. Men received help from their wives, but women received
help from other women in their families. Women’s different strategies than men
included working harder and fighting for what they wanted. The fight originated from
the conflict between the female lifestyle and male norms of success. This conflict
makes it more difficult for women to reconcile the demands of work and the demands
of life, and they have to fight for what they want. Women’s other strategies, as the
female participants mentioned, involved imposing empathy to their husband,
postponing having a baby, managing the division of labor, procrastination and using
the academic network of their husbands. Men’s strategies, in their own words, on the
other hand involved solution-oriented thinking, positive thinking, valuing what they

have, buying services, sleeping less and procrastination.

The last theme that emerged in this study was gender based mobbing and sexual
harassment in academia. The findings demonstrate that mobbing is very common in
academia, and some female interviewees mentioned gender-based mobbing such as
trivializing their work or ignoring their voices. There were also participants who
claimed that mobbing was not based on gender, although it was very common.
However, going back to the definition of gender-based mobbing used in this study
which considers both the gender of the perpetrator and the gender of the victim, as
female interviewees reported more of being victim to these cases, it can be argued
that there are reflections of gender stratification in this perpetrator-victim
relationship, but the interviewees may not have this perception in their minds. Also,

the academic titles of the victims who shared their mobbing experiences were
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assistant professors who are in one of the lowest positions of academic hierarchy. At
this point it seems that the disadvantages related to gender stratification and academic
hierarchy work together to create mobbing experiences for women, and the
perpetuators of mobbing in the shared stories were men. As to sexual harassment, the
analysis of the interview data showed that men do not experience sexual harassment
in academia, but both male and female participants of the study told some stories
about sexual harassment to women both in academia and in their previous
workplaces. Working in male dominated disciplines made women more vulnerable
in terms of sexual harassment. The reason for this was that as the analysis of the
interview data revealed men thought these disciplines as their own area, and women
were not welcomed. Women were marginalized through sexual harassment.
Furthermore, gender and power relations revealed themselves in male professor,
female research assistant/student relationship. However, these power relations turned
upside down in male student, female instructor relationship in that one female
instructor mentioned she was harassed verbally by some of her students while she
was working in academia. Title and position were not found to be as effective as
gender as a determinant of power. Although this is true, the academic title of this
woman was an instructor. As instructors are in the lowest position of academic
hierarchy, it is also possible to argue that being in the lowest position of this hierarchy
and the disadvantageous position in gender stratification work together to produce
this kind of sexual harassment experiences for academic women. The same is also
valid for the female research assistants and male professor. Many academics in this
study gave these examples as instances of sexual harassment in academia. Despite
these challenges mentioned, the analysis of the interview data also showed that
academia offered a relatively safer work environment for women when compared to
other sectors like media in which sexual harassment were more common and savage.

This was one reason why women preferred to stay in academia.

All these discussions showed us that women occupy a disadvantaged position in
academia, but women still used their agency to challenge existing structures that

ignore their presence. By presenting a discussion of gender differences coping
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strategies of academics with the career-related difficulties in academia, this study
highlighted that women’s agency through coping strategies they develop helps them
survive in gendered universities which favor a male ideal worker. However, these
coping strategies are not always easy to handle as this study has shown. Women had
to make more self-sacrifices to be able to look successful and productive even when
they have the same resume with their male colleagues, or they have to work harder
in order to show that their family life does not interfere in their careers. A good career
is not something naturally assigned to them and is not something that is naturally
expected from them, therefore they have to fight for what for what they want.
Similarly, for their invisibility in academic management positions, they involve in
lobbying, getting support of a powerful man, or they use middle management
positions like being the department head. To reduce the harmful effects of gender-
based mobbing and sexual harassment on their careers, they reduce the
communication with the harasser as much as possible or try to ignore the situation.
Although gender-based coping strategies of women such as making more self-
sacrifices, fighting, or avoiding the harassers are not positive experiences for women,
without these examples of agency women’s survival in academia would be much

more difficult.

As mentioned earlier, all these themes and coping strategies show women’s
disadvantaged position in academia. Another important finding of this study is that it
shows how male academics normalize and reproduce gender inequality in academia.
For example, in the discussion of gender patterns in self-promotion it was claimed by
most male academics that there were not any gender differences in how male and
female academics talk about their success. However, most female academics claimed
that men are more aggressive in self-promotion. Therefore, in this example it seems
that male academics normalized their privileges and are not aware of how female
academics experience self-promotion. Similarly, double standards in academic hiring
and promotion was normalized by one male academic who openly claimed that male
applications are examined first. Another male academic claimed that if he had had

the authority, he would not have chosen female academics to occupy academic
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management positions on the grounds that family and children are more important
for women. Another male academic claimed that he did not prefer working with
female academic managers since they are difficult to get on with. These explanations
also show how the minds of male academics are shaped by gender stereotypes and

how male academics shape the academia in return.

A deeper analysis of these themes that emerged in this study demonstrate that these
gender-based challenges are at the intersection of individual, social, institutional and
structural level challenges that have created gender inequalities in academia. Looking
at the interview data, individual level gender-based challenges can be exemplified as
self-doubts on their academic capabilities, attitudes toward their own success,
likeliness to ask for projects that bring money, personal concessions to fit in the ideal
worker stereotype, ways of self-promotion, self-filtering, lack of courage, and
willingness to take part in academic management. On the social level, there were the
impacts of gender stereotypes, heteronormative division of labor, differences in what
society assigns as success to women and men, family type, and partner support in
career advancement. The institutional and structural level challenges included the
general design of the workplace for a worker who does not have any caregiving or
domestic responsibilities, success criteria which was set according to this ideal
worker, which both signal absence of family-friendly policies and female-friendly
policies. In addition, male networks in academic management, gender-blindness of
meritocracy, and absence of sanctions that would protect women from sexual

harassment and gender-based mobbing were also found to affect women’s careers.

Regarding these different levels of gender inequalities, what was underlined in this
study was the interactions among them. For example, the links between women’s
self-confidence, and gender stereotypes about success, the work-life conflict they
experience, and the male design of the institutions reveal themselves in this study. As
success is not something that is easily and initially attributed to women, this creates
a “work harder” situation for women. In this process, they may lose the work-life

balance and this creates another “I am not enough” situation and feeling. In a male-
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designed work environment, women always try to fit in a structure that was not
initially organized for them, and naturally this will have some consequences for
women’s self-confidence, which seems quite individual at first, superficial sight.
Therefore, individualization of social, institutional and structural levels of inequality

comes with a price: A legitimized inequality.

This legitimized inequality was also mentioned in the discussion regarding women’s
absence in top academic management positions in the previous chapter. It was
claimed that blaming women for their absence in academic management positions
individualizes the problems regarding gender stereotypes about female leadership,
male networks that do not let them in, structural and social inequalities that kill their
willingness, and the difficulties regarding survival in a male-dominated environment.
Blaming women can only serve to legitimize the domination of top management
positions by men. The same is valid for blaming women for sexual harassment and
gender-based mobbing. Therefore, gender inequality in academia has to be

approached as a multi-level problem.

This multi-level approach and understanding of the interactions among different
levels of inequality are necessary in that they help not to waste time on producing
individual level solutions to problems which have in fact social and structural
backgrounds. One example of this approach was given in Savigny (2014). When one
claims that childbearing is a women’s problem, this person trivializes the role of
social and structural precautions and solutions to this problem. However,
childbearing is in fact also related to social organization of unequal division of labor
and the institutional and structural organization of paternity and maternity leaves.
However, this is not a problem that can be solved only on the individual level. If this

interaction is ignored, solutions tend to be more superficial and ineffective.

Keeping these findings in mind, this study also has made some policy
recommendations for gender equality in academia based on the four themes that

emerged in the analysis. The first group of recommended policies were about
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redefining ideal worker and success criteria. This group of recommendations
underlined the fact there is a need for transformation of academia as mentioned by
one male academic in the study. Therefore, there is a need to redefine ideal academic
worker to include people with domestic and caregiving responsibilities. The ideal
worker stereotypes also were not in harmony with women’s stereotypes and women
at work usually encountered negative stereotypes, which was also found in this study.
Therefore, consciousness raising activities were suggested to create an awareness
about these stereotypes and their negative impacts on women’s careers. Similarly, to
increase women’s visibility, organization of events that promote female researchers

was suggested.

As to the gender equality in academic hiring and promotion, consciousness-raising
activities, temporary positive action, female quotas, mentorship programs and some
changes in the hiring and promotion processes were suggested. The consciousness-
raising activities help in this context the people in the hiring position to become aware
of their prejudices that can affect the hiring or promotion process. This study also
supports positive action and female quotes in male dominated disciplines and top
academic management positions. They are important to present different role models
to students and young academics, and they are a good way to leak into the male
networks in these areas. In addition, development of mentorship programs was
suggested in that senior female academics who believe in gender equality guide their
young colleagues. Also, hiring and review committees should be gender mixed and
the academic leaders should be elected not appointed. This election system should be
developed in a way that does not allow dominance of neither sex. Lastly, this study
suggested the need for reconceptualization of leadership to promote the

characteristics that are assigned to women.

For reconciliation of work and life in the lives of academics, this study has also made
some policy recommendations. Accordingly, firstly, universities should abandon the
belief that work-life conflict and related issues are women’s problem. Secondly, the

institutions should provide academics with childcare facilities. Thirdly, the
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institutions should develop policies that will make parental leave attractive also for
male academics and implement return-to-work policies that will facilitate the return
of academics to academia after taking parental leave.

Lastly, to combat gender-based mobbing and sexual harassment, universities should
openly claim that any of these acts will not be tolerated. Universities should also
establish units and sign protocols to combat these acts and should take some
preventive measures too. These preventive measures include informing all the
members of the campus about what is sexual harassment and gender-based mobbing,
and informing them about the importance of reporting these incidents. The

universities should also use legal sanctions for the perpetrators of these acts.

Overall, this study suggests gender-mainstreaming at universities. To this end, the
integration of gender dimension into research and teaching in all study programs at
universities were suggested. In this way, through the individuals educated at these
universities and programs, universities can accomplish a mission to transform the
society. This means that gender-mainstreaming is important for both organizational
change and social change. As often mentioned in different chapters of this study,
gender equality in academia requires action at different levels of equality
simultaneously. Therefore, the institutional changes that will have effects on the
whole society should be made, and these changes should be supported by the changes

in the society. Academia should not forget the transformative power of education.
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B. CONSENT FORM FOR DATA COLLECTION

Bu calisma, Orta Dogu Teknik Universitesi Sosyoloji Boliimii 6gretim iiyesi
Dog. Dr. Fatma Umut Bespmar gdzetiminde, Toplumsal Cinsiyet ve Kadin
Calismalar1  Yiiksek Lisans Programi 06grencisi Ece Yilmaz tarafindan
yiiriitiilmektedir. Bu form sizi arastirma kosullar1 hakkinda bilgilendirmek icin
hazirlanmstir.

Calismanin amaci kadin ve erkek akademisyenlerin kariyerlerinde ilerlerken
karsilastiklar1 zorluklara sebep veren kisisel, toplumsal ve yapisal faktorlerin neler
oldugu, bu faktorlerin birbirleri ile nasil bir etkilesim gosterdigi ve kadin ve erkek
akademisyenlerin bu zorluklarla ne gibi stratejiler kullanarak basa ¢iktiklari
sorularmin arastirilmasidir.

Bu arastirmaya katilmayir kabul ederseniz, sizinle bir miilakat
gergeklestirilecek ve bu miilakatta izniniz olmas1 durumunda ses kaydi alinacaktir.
Size 6ncelikle akademik unvaniniz, yasiniz, boliimiiniiz, medeni durumunuz olmak
tizere demografik sorular yoneltilecek ve sonrasinda akademisyenlerin akademik
kariyerlerinde ilerken karsilastiklar1 kisisel, toplumsal, yapisal zorluklari, bunlar
arasindaki iligkileri ve bunlarla basa ¢ikmada kullanilan stratejileri ve olas1 ¢oziim
Onerilerini anlamaya yonelik hazirlanan kadin akademisyenler igin 39, erkek
akademisyenler i¢inse 32 soruyu cevaplamaniz beklenecektir. Goriismelerin yaklagik
60 dakika siirmesi planlanmaktadir.

Aragtirmaya  katilimmniz tamamen gonillillik temelinde olmalidir.
Cevaplariniz ve kimlik bilgileriniz tamamiyla gizli tutulacak, cevaplariniz sadece
arastirmacilar tarafindan degerlendirilecektir. Katilimcilardan elde edilecek bilgiler
toplu halde degerlendirilecek ve bilimsel yayimlarda kullanilacaktir. Sagladigimiz
veriler goniillii katilim formlarinda toplanan kimlik bilgileri ile eslestirilmeyecektir.

Milakat genel olarak kisisel rahatsizlik verecek sorular icermemektedir.
Ancak katilim sirasinda sorulardan ya da herhangi bagka nedenden 6tiirii kendinizi
rahatsiz hissederseniz cevaplama isini yarida birakip arastirmadan ayrilabilirsiniz.
Calismaya katilim siireciniz baglamadan da biitiin sorulariniz arastirmaci tarafindan
cevaplanacaktir.

Milakat sonunda bu c¢alismayla ilgili sorulariniz cevaplanacaktir.
Arastirmaya katildiginiz i¢in simdiden tesekkiir ederiz. Calisma hakkinda daha fazla
bilgi almak icin Toplumsal Cinsiyet ve Kadin Calismalar1 Bolumu yiksek lisans
ogrencisi Ece Yilmaz (e-posta: yilmaz.ece@metu.edu.tr) ya da Sosyoloji Bolumu
Ogretim liyelerinden Dog. Dr. Fatma Umut Bespinar (e-posta: bespinar@metu.edu.tr)
ile iletisim kurabilirsiniz.

Yukaridaki bilgileri okudum ve bu calismaya tamamen goniillii olarak
katiliyorum.

Katilime1 Ad/Soyad:
Tarih:
Imza:
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C. INSTRUMENTS

Interview Questions for Male Academics

Demografik Bilgiler:

Bolimunuz:

Yasmiz:

Akademik unvaniniz:
Medeni durumunuz:

Miuilakat sorular::

1.
2.
3.

&

© ®

10.

11.
12.

13.
14.
15.
16.
17.

18.

Sizce akademide basarili olmak ne demek?

Sizin alaninizda basarili olmak ne demek?

Akademisyenler kendi basarilarindan bahsederler mi? Bu yaygin bir durum
mudur?

Daha ¢ok kimler basarilarindan bahseder?

Kendi basarilarindan bahsetmede cinsiyetler aras1 bir farklilik gézlemlediniz
mi?

Kimler hangi durumlar1 basari olarak goriirler? Bunu hangi sekillerde
aktarirlar?

YOK tarafindan ve kurum icinde tanimlanmis basari kriterlerini ele alirsak,
sizin konumuzdaki bir akademisyenin basaris1 hangi kriterle dl¢iilityor?

Bu kriterleri karsilamada kendinizde gordiigiiniiz gii¢lii yanlar neler?

Bu basar1 kriterlerini saglamanizi zorlastirdigini diisiindiigiiniiz
ozellikleriniz var m1?

Basarili bir erkek akademisyen olmak ile basarili bir kadin akademisyen
olmak arasinda fark var m1?

Bir akademisyen olarak sizce Uretkenlik nedir?

Uretken olabilmek nasil dnkosullar gerektiriyor? Ne tiir faktorler iiretkenligi
etkiliyor?

Boliim i¢indeki gorev dagilimi (idari gorevler, ders programlari)
tiretkenliginizi etkiler mi?

Sizin i¢in iiretkenligi en ¢ok zorlastiran etmen nedir? Bununla nasil baga
¢iktyorsunuz?

Alaninizla ilgili konferanslara katilim sikliginiz nedir?

Yurt i¢i ve yurt dis1 konferanslarda katilim sikliginiz ne sekilde degisiyor?
Size faydali olacagini diistindiigiiniiz yurtdis1 bir géreve gitme konusunda
sizi olumsuz bir cevaba yonlendirecek etkenler nelerdir?

Konferanslarda bilimsel ve akademik etkinliklerde katilimci ve konusmaci
sayilaria baktigiiz zaman kadin-erkek sayilarinin dagilimi nasildir?
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19.
20.

21.
22.

23.
24.

25.
26.
217.
28.
29.
30.
31.

32.

Bu farkli dagilimin sebepleri neler olabilir?

Yurt ici ve yurt dis1 akademik etkinliklere katilimda hareketliligi artrmak
icin kullanilan stratejiler nelerdir?

Boliim i¢inde kadin erkek akademisyen dagilimi nasil?

Kadm/Erkek egemen béliimlerde caligmanin avantajlari, dezavantajlari
nelerdir?

Ise alimda cinsiyet esitligi gozetilen bir faktdr olmali midir?

Universite icindeki yonetim kademelerindeki kadm-erkek akademisyen
sayilar1 nasil?

Cinsiyet esitliginin gozetildigini diisiiniiyor musunuz?

Kadinlarin bu gorevlerde daha az bulunmasinin sebepleri neler?

Mesai saatleri disinda boliimiiniizdeki akademisyenlerle iletisiminiz
nasildir? Mesai disindaki aktivitelerde is konusuldugu olur mu?

Medeni durumun akademisyenin basarisi, tiretkenligi iizerine etkileri var
midir?

Medeni durumun yarattig1 dezavantajlar ile akademisyenlerin basa ¢ikma
stratejileri nelerdir?

Isyerinde cinsiyet kaynakli taciz, mobbing yasadimniz mi?

Tespit ettiginiz bu sorunlara kars: yapisal ne tiir dnlemler almabilir? Ornegin
kurumumuzun bu sorunlara kars1 alabilecegini diislindiigiiniiz 6nlemler
nelerdir?

Peki bu sorunlara karsi aile neler yapabilir? Akademisyenlerin hayatini
kolaylastirmak icin ailede nasil bir doniislime ihtiya¢ var?
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Interview Questions for Female Academics

Demografik Bilgiler:

Bolimunuz:

Yasmiz:

Akademik unvaniniz:
Medeni durumunuz:

Miilakat sorular::

1.
2.
3.

&

10.

11.
12.

13.
14.

15.
16.
17.
18.
19.
20.

21.
22.

23.

Sizce akademide basarili olmak ne demek?

Sizin alaninizda basarili olmak ne demek?

Akademisyenler kendi basarilarindan bahsederler mi? Bu yaygin bir durum
mudur?

Daha ¢ok kimler basarilarindan bahseder?

Kendi basarilarindan bahsetmede cinsiyetler aras1 bir farklilik gézlemlediniz
mi?

Kimler hangi durumlar1 basari olarak goriirler? Bunu hangi sekillerde
aktarirlar?

YOK tarafindan ve kurum iginde tanimlanmis basar1 kriterlerini ele alirsak,
sizin konumuzdaki bir akademisyenin basaris1 hangi kriterle dl¢iilityor?

Bu kriterleri karsilamada kendinizde gordiigiiniiz gii¢lii yanlar neler?

Bu basar1 kriterlerini saglamanizi zorlastirdigini diisiindiigiiniiz
ozellikleriniz var m1?

Basarili bir erkek akademisyen olmak ile basarili bir kadin akademisyen
olmak arasinda fark var m1?

Kadin olmak basarili akademisyen imajin1 zorlastiran bir faktor miidiir?
Basarili bir imaj i¢in kadinlarin bazen kadinliklarindan, kadin
goruntilerinden taviz vermek zorunda kalmasi s6z konusu mudur?

Bir akademisyen olarak sizce tretkenlik nedir?

Uretken olabilmek nasil dnkosullar gerektiriyor? Ne tiir faktorler iiretkenligi
etkiliyor?

Boliim i¢indeki gorev dagilimi (idari gorevler, ders programlari)
tiretkenliginizi etkiler mi?

Sizin i¢in {iretkenligi en ¢ok zorlastiran etmen nedir? Bununla nasil basa
¢ikiyorsunuz?

Alaninizla ilgili konferanslara katilim sikligmiz nedir?

Yurt i¢i ve yurt dis1 konferanslarda katilim sikliginiz ne sekilde degisiyor?
Size faydali olacagimi diisiindiigiiniiz yurtdisi bir goreve gitme konusunda
sizi olumsuz bir cevaba yonlendirecek etkenler nelerdir?

Konferanslarda bilimsel ve akademik etkinliklerde katilimc1 ve konusmaci
sayilarina baktiginiz zaman kadin-erkek sayilarmin dagilimi nasildir?

Bu farkli dagilimin sebepleri neler olabilir?

Yurt ici ve yurt dig1 akademik etkinliklere katilimda hareketliligi artirmak
i¢in kullanilan stratejiler nelerdir?

Boliim i¢inde kadin erkek akademisyen dagilimi nasil?
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24.

25.
26.

217.
28.
29.
30.

31.

32.

33.

34.

35.

36.
37.

38.

39.

Kadin/Erkek egemen boliimlerde ¢alismanin avantajlari, dezavantajlari
nelerdir?

Ise alimda cinsiyet esitligi gdzetilen bir faktdr olmali midir?

Universite igindeki yonetim kademelerindeki kadm-erkek akademisyen
sayilar1 nasil?

Cinsiyet esitliginin gozetildigini diisiiniiyor musunuz?

Atama ve ylikseltme siireglerinde kadin olmanin dezavantajlar1 var midir?
Kadinlarin bu gorevlerde daha az bulunmasinin sebepleri neler?

Yonetici kadrolarinda az olan kadin akademisyenlerin iiniversite icinde
kendilerini goriiniir kilmak i¢in kullandiklar stratejiler var midir? Nelerdir?
Literatiirde “old boys network™ denen bir iletisim ag1 var isyerindeki
erkekler arasinda. Bu aglar da gayriresmi igyeri iletisim aglariin kurulmasi,
bu ag sayesinde isyerinde birbirlerini destekleme, koruma, kisisel iliskileri
tizerinden isler ile ilgili kararlar alma gibi siire¢leri i¢ine alan bir iletigim
aglarini olusturuyor. Ornegin bir fakiiltede ¢alisan erkek akademisyenlerin
mesai disinda hali saha mac1 yapmasi, ¢ikista birbirlerine yarinki toplantida
su kararlar1 aliriz degil mi diye ayakiistii, kisisel konusmalar1 sonucu ertesi
giin fakiilte kurulunda o kararin orada bulunan erkekler tarafindan “oldu
bitti”ye getirilmesi gibi. Boyle bir erkek iletisim agin1 gézlemlediginiz oldu
mu?

Kadin akademisyenlerin bu tiir iletisim aglarindan olumsuz etkilenmemek
adina kullandiklari stratejiler var m1?

Universitede kadin akademisyenlerin katildiklar1 resmi ya da gayriresmi
dayanigma aglar1 mevcut mudur? Faydali ve yeterli?

Medeni durumun akademideki kadinin basarisi, iiretkenligi tizerine etkileri
var midir?

Medeni durumun yarattig1 dezavantajlar ile kadinlarin basa ¢ikma stratejileri
nelerdir?

Isyerinde cinsiyet kaynakli taciz, mobbing yasadiniz mi?

Kadinlarin akademideki mobbing ve taciz ile basa ¢ikmada kullandiklar
stratejiler nelerdir?

Tespit ettiginiz bu sorunlara kars: yapisal ne tiir dnlemler almabilir? Ornegin
kurumumuzun bu sorunlara kars1 alabilecegini diislindiigiiniiz 6nlemler
nelerdir?

Peki bu sorunlara karsi aile neler yapabilir? Kadin akademisyenlerin
hayatini kolaylagtirmak i¢in ailede nasil bir doniisiime ihtiyag var?
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D. TURKISH SUMMARY / TURKCE OZET

Tiirkiye’de Akademide Cinsiyete Bagh Zorluklar ve Basa Cikma Stratejileri

Tiirkiye’de kadin ve erkek akademisyen sayilarini anlamak i¢in Yiiksekdgretim
Kurumu verileri incelendiginde kadin akademisyen sayisi1 toplamda oldukga fazla
olmasima ragmen, dagilimin akademik kadrolarin alt basamaklarinda yogunlastigi
goriilmektedir. Ornegin, arastirma gorevlisi kadrosunda kadin ve erkek akademisyen
sayilar1 neredeyse birbirine esitken, yardimci dogent kadrosundan itibaren kadin
akademisyen sayis1 erkek akademisyen sayisinin gerisinde kalmaya baslamakta ve
profesor kadrosunda kadin erkek sayisi erkek akademisyen sayisinin yarisindan bile
diisiik bir rakama ulasmaktadir. Akademik kadrolarin iist basamaklarina dogru
cikildik¢a kadin akademisyen sayisinda yasanan bu keskin diisiis akademide
cinsiyete bagl zorluklar oldugunu ve akademik kariyer ilerlemesini kadin ve erkek
akademisyenlerin ayn1 sekilde deneyimlemedigini diisiindiirmektedir. Bu nedenle bu
caligma akademik kariyerde cinsiyete bagl olarak yasanan bireysel, toplumsal,
kurumsal ve yapisal zorluklar ve akademisyenlerin bu zorluklarla basa ¢ikma

stratejilerini incelemeyi amaglamigtir.

Caligmanin teorik ¢ergevesini feminist bakis agisi teorisi sekillendirmistir. Feminist
bakis acis1 teorisi, bilgi kavrami konusunda bir paradigma degisikligi yaratmis ve bu
da feminist teori ile epistemolojisine farkli bir yaklagim anlamina gelmistir (Hekman,
1997). Bu yeni yaklasim sosyolojide kadin deneyimlerini yansitmada ve ortaya
cikarmada mevcut erkek egemen bakis agisinin sinirliliklarinin fark edilmesi ile
birlikte olmus ve Smith (1970) alternatif sosyolojinin kadin deneyimlerinin de
anlagilmasimi kolaylastiracak bir kapasite yaratmasi gerektigini vurgulamistir.

Smith’e gore kadinlar kendi deneyimlerinin “dogal konusucular1”dir ve kavramsal
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olarak kadin diinyasinin ne anlama geldigini herkesten 6nce bilebilirler. Buna gore
feminist bakis acgis1 bilginin evrensel ve biitlinciil oldugunu reddeder ve bilginin
konumsal, baglamsal ve kismi oldugunu soyler (Hekman, 1977). Benzer sekilde
Hartsock (1983) de maddi hayatin bireylerin toplumsal iliskileri nasil algiladigi
konusunda bir sinirlilik olusturdugunu soylemektedir. Buna gore bireylerin
etraflarindaki diinyay1 nasil algiladig1 hiyerarsik olarak insa edilmis gii¢ iliskileri
icerisindeki toplumsal konumlar1 tarafindan sekillendirilmektedir. Buna gore
cinsiyete bagl olarak toplumsal konumlanma, kadin ve erkeklerin deneyimleri ile
ilgili bilginin farkli pargalarina erisim saglayabilmelerine neden olmaktadir (Wylie,
2003). Bu calisma i¢in de toplumda kadin ya da erkek olarak bulunmanin sagladigi
farkli yasam deneyimlerine bagl olarak farkli bilgilere erisebilme durumu 6nem

tagimaktadir.

Bir onceki paragrafta belirtildigi gibi feminist bakis agisina gore ¢oklu gercekliklerin
ve bakis acilarimin varligi, ideal calisan kavraminin sorgulanmasimi da gerekli
kilmaktadir. Williams (1989) iicretli isin, cinsiyetci yapisint hicbir ev igi gorevi
olmayan ideal calisan kavramini sorgulayarak elestirmistir. Benzer sekilde Acker
(2011) de her zaman ¢alismak igin erisilebilir olan, ev i¢i ve bakim sorumluluklar
olmayan bu ideal calisan kavramini ve bununla birlikte evi kadinlarin ekmek
kazanma igini de erkeklerin alani olarak konumlandiran heteronormatif ig bolimiinii
elestirmistir. Ciinkii bu heteronormatif is boliimii ev i¢i ve bakim sorumluluklarini
kadma yiikleyerek, erkegin her zaman is i¢in ulasilabilir ideal calisanlar olmasini
desteklemekte ve ¢alisma kavraminin erkek egemen bir sekilde diizenlenmesine yol
acmaktadir. Ancak bu erkek egemen bakis agisina gore organize edilmis ¢alisma
hayat1 kadinlarin hayat deneyim ve sorumluluklar1 ile uyumlu degildir (Bradley,

1994).

Calisma hayatinin erkek egemen normlara gore diizenlenmesinin sonuglari
akademide de goriilmektedir. Kadinlarin akademiye yiiksek oranl katilimi, Williams
(1989) tarafindan da belirtildigi gibi bakim islerinin bireyler tarafindan

gergeklestirilmesi gibi konular ideal ¢alisanin nasil tanimlandigini degistirmemistir.
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Grummell, Devine ve Lynch (2009) da bakim sorumlulugundan bagimsiz olarak
dizayn edilmis akademik yonetim islerini elestirmis ve bu tiir islerin bu tir
sorumluluklardan muaf olan ¢alisanlarin lehine oldugunu ve bunlarin da ¢gogunlukla

erkek calisanlar oldugunu belirtmistir.

Ideal ¢alisan kavraminin akademideki yansimalar1 akademik ise alim ve yiikseltme
streclerinde de goOrtlmektedir. Bunlarin goriiniir olmasmi meritokrasinin
maskeledigi goriisii van den Brink, Benschop ve Jansen (2010) tarafindan dile
getirilmistir. Buna gore basar1 kriterlerinin erkek calisan idealine gbre belirlenmis
olmas1 ige alim ve yiikseltme siireclerinin altinda yatan cinsiyet¢i yapiy1
gostermektedir. Ev ve bakim sorumluluklar1 yiiklenen kadin akademisyenlerin
aragtirma yapabilmek i¢in daha az zamaninin olmasi1 ve dogrusal olmayan kariyer
cizgileri yapilan miilakatlarda g6z ardi edilmekte, basar1 erkege algakgoniilliiliik
kadma atfedilmekte, erkekler yeni pozisyonlara bagvurmalar1 i¢in daha ¢ok
desteklenmekte, tavsiye edilmekte, aday gosterilmekte olmalar1 van den Brink ve
Benschop (2011) tarafindan da vurgulanmis ve meritokrasinin bunlari maskelemesi

ve mesrulastirmasi elestirilmistir.

Benzer bir durum is ve yasam dengesi konusunda da gézlemlenmektedir. Buna gore
kadinlar ev islerine ve ¢cocuk bakimima partnerlerinden daha fazla zaman ayirmak
zorunda kalmakta, erkek akademisyenlere gore daha az partner destegi ve kurumsal
destek gormektedir (O’Laughlin & Bischoff, 2005). Bu durumda is ve yasam
dengesinin kaybolmasi ise kadinlarin ise yonelik hirslarini olumsuz etkilemektedir.
Baker (2010) bu konu tzerinde durmus ve uzun siredir sire gelen akademideki
cinsiyet esitsizliginin, ev ve is sorumluluklarinin nasil algilandiginin ve uzun ¢aligma
saatlerine, yiiksek sayida yaymna, akademik kariyerin her agamasinda iiretkenlige
Oonem veren kurumsal beklentilerin yansimasi oldugunun altin1 ¢izmistir. Ev ve
yagsam dengesini kurmakta zorlanan kadin akademisyenler hirslarini azaltmakta, yar1
zamanh caligmakta, ise ara vermekte, diger akrabalarin da bakim sorumluluklarimni
iistlenmekte, partnerlerinin igleri sebebiyle taginmakta ve aileleri ile yeterince zaman

geciremedikleri icin sucluluk duygusunu dile getirmektedirler (Baker, 2010).
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Bu ideal calisanin erkek normlarina gére kavramsallastirilmis olmast ayni1 zamanda
kadinlar1 isyerinde oOtekilestirmekte ve cinsiyet temelli mobbing ve cinsel taciz
yoluyla da bu oOteki konumlarint siirekli kilmaktadir. Bunu Hoffman’in (1986)
yiiksekogretim kurumlarinin giic ve otoritenin yOnetimdeki elitlerde toplandigi
biirokratik kurumlar oldugu sdyleminden yorumlayabilmekteyiz. Hoffman’a gore
kadmlar kendilerini dezavantajli konuma yerlestiren gii¢, imtiyazlar ve bu erkek
egemen yapilara kars1 ¢ikmalidir. Calismalar da bu dezavantajli konumla uyumlu
olarak kadinlarin hem cinsiyet temelli mobbinge hem de cinsel tacize daha fazla
maruz kaldiklarini bulmustur (Howe-Walsh & Turnbull, 2014; Jagsi vd., 2016).

TUm bunlar Tiirkiye’de akademide de kendini gdstermektedir. Tiirkiye’de kadinlarin
1914’te universiteye kabul edilmesine uzanan tarihsel siire¢ incelendiginde
kadinlarin akademiye girmeleri ve o donemin ideolojileri arasindaki iliskileri ortaya
cikmaktadir. Geng¢ cumhuriyet de evlilik ve ¢ocuk bakimini kadinlarin ulusal
gorevleri olarak gordii. Buna gore ideal Tiirk kadini sehirli, yenilik¢i ve ayn1 zamanda
da evine adanmis bir kadindi. Bu idealizasyon ise kadinin kamusal alandaki
Ozgiirliigiine onem atfedilirken 6zel hayatlar1 ile ilgilenilmemesine neden oldu
(White, 2003). Dedeoglu’nun (2012) soyledigi gibi, glinimize kadar da Tiirkiye’de
refah devletinin kadmlarmn toplum i¢indeki temel rollerini anne ve es olmak gorevleri
Uzerinden tanimlamas1 devam etti ve bunun da kadinlarin is giiciine katiliminda ve
toplumdaki yapisal cinsiyet esitsizliklerinin iiretilmesinde ve devamliliginda etkileri
bulunmaktadir. Cesitli arastirmalarla da anne ve es olarak kadinlarin temel
gorevlerinin tanimlanmasinin ve buna bagli heteronormatif is boliimiiniin Tiirkiye’de
akademideki kadinin yasadigi zorluklar arasinda iligkiler oldugunu ortaya
cikarmistir. Bu ¢alismalardan biri Goneng vd. (2013) tarafindan yapilmis ve ev i¢i
sorumluluklar nedeniyle kadinlarin ig-hayat dengesi konusunda daha ¢ok problemler
yasadiklarini, kariyerlerinde daha yavas ilerleyebildiklerini ve daha ¢ok calismak
zorunda kaldiklarint bulmustur. Bakioglu ve Goneng (2018) ise kadinlarin aile ve
kariyer arasinda se¢im yapmak zorunda kaldiklarini, kendilerinden daha ¢ok ddiinler

vermek durumunda kaldiklarmi bulmustur.
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Tiirkiye’de akademi i¢indeki cinsiyet esitsizlikleri ve ataerkil degerlerin liretiminden
yiiksek egitimli erkek akademisyenler de muaf olmadiklar1 ise Altmoluk (2011)
tarafindan ortaya konmustur. Bu calismada erkek akademisyenlerin de farkinda
olarak ya da olmayarak cinsiyet esitsizliklerini konusmalarinda {irettikleri
bulunmustur. Bu esitsizlikler bir 6nceki paragrafta bahsedildigi gibi ig-hayat dengesi
zorluklar1 yasatirken ayni zamanda cinsiyet temelli mobbing konularinda da
kendilerini gostermektedir. Cogenli ve Barli (2013) da yaptiklar1 ¢alismada kadin
akademisyenlerin erkek akademisyenlere gore daha fazla mobbinge maruz kaldiginm

bulmustur.

Bu teorik ¢erceveyi gboz Oniinde bulundurarak bu caligma akademisyenlerin
kariyerlerinde ilerlerken karsilastiklari cinsiyet temelli farkliliklar1 ortaya ¢ikarmay1
amaclamis ve {i¢ arastirma sorusu iizerine odaklanmistir:

1) Tirkiye’de akademisyenlerin kariyerlerinde ilerlerken karsilastiklar1 cinsiyet
temelli bireysel, toplumsal, kurumsal ve yapisal zorluklar nelerdir ve bu
zorluklar birbirleriyle nasil iligkilidir?

2) Akademisyenlerin basar1 ve iiretkenliklerini artirmak icin cinsiyet temelli
zorluklar ile basa ¢ikma stratejileri nelerdir?

3) Akademisyenlerin Kariyerlerinde yasadiklar1 cinsiyet temelli zorluklari

asmak i¢in politika onerileri neler olabilir?

Bu sorularin cevaplarim1 bulmak amaciyla nitel arastirma metodu kullanilmis ve
veriler yar1 yapilandirilmis miilakatlar araciligiyla toplanmistir. Veri toplama streci
Nisan 2018 ile Subat 2019 arasinda siirmiis ve katilimcilara kisisel kontaklar
aracilifiyla ulasilmis ve miilakatlar i¢cin akademisyenlerin calistiklar: {iniversiteler
Ziyaret edilmistir. Gorlismeler Ankara’da tiniversitelerde calismakta olan 10 erkek 10
kadin akademisyenle yapilmistir. Calisma akademisyenlerin kariyerlerinde ilerlerken
karsilastiklar1 zorluklar1 tespit etmeyi amagladigi i¢in akademik hiyerarsinin alt ve
ara kadrolarindaki doktorali 6gretim gorevlileri, doktorali arastirma gorevlileri,
doktor 6gretim iiyeleri ve dogentler ¢alismaya dahil edilmis, en iist basamaga ulasmis
profesorler calismaya dahil edilmemistir. Veriler analiz edilirken ise tim milakatlar

dikkatlice okunarak ilk asamada verilen cevaplardaki anahtar kelimeler ve onlardan
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bahseden katilimcilardan olusan bir liste olusturulmustur. Ikinci asamada ise bu
anahtar kelimelerin kiimelendikleri iist basliklar yani ana temalar olusturulmus ve
anahtar kelimeler ana temalarm altma tasinmistir. Ugiincii asamada ise temalara
uygun olarak katilimcilardan alinan alintilar, olusturulan tabloda temalarin altina
yerlestirilmistir. Caligmanin en temel gili¢lii yanlarindan biri, cinsiyet boyutuyla
akademideki cinsiyet esitsizliginin erkek akademisyenler tarafindan da nasil
deneyimlenip nasil yeniden iiretildigini gostermis olmasidir. Calismanin en dnemli
sinirhiligr ise miilakatlarin Ankara’da akademisyenler ile yapilmis olmasi nedeniyle
tasradaki ve daha kiigiik sehirlerdeki akademisyenlerin deneyimlerini tam olarak
yansitmada smirlt kalmasidir. Ataerkil yapmin daha giiclii olmasini bekledigimiz
tasra ve kiiciik sehirlerde yapilacak bu tiir caligmalar daha biiyiik ¢apli cinsiyet
esitsizlikleri ortaya koyabilir.

Miilakatlarla toplanan verilerin analizi sonrasinda ise ¢alisma dort ana tema ortaya
¢ikarmistir. Bunlardan birincisi bagar1 ve iiretkenligin kavramsallastirilmasinda,
deneyimlenmesinde ve algilanmasindaki cinsiyet farkliliklaridir. Bulgulara gore
toplumun goziinde basar1 erkeklere atfedilmekte ve bu da kadin ve erkek
akademisyenlerin sahip olduklar1 6zgiiven acisindan farkliliklar yaratmaktadir.
Cleveland, Stockdale, ve Murphy (2000) tarafindan bahsedilen ¢alisan kadinlarin
devamli karsilastiklar1 negatif stereotiplerden akademisyen kadmlar da muaf
degildirler ve bunlar onlar1 akademik kariyerlerinde daha az giivenilir bir konuma
koymaktadir. Bu durumsa kadinlar1 dezavantajli konuma koyarken erkek
akademisyenleri de daha giivenilir ve ideal ¢alisan kavramima daha ¢ok uyan bir
konuma getirmektedir. Bu nedenle bu negatif etiketlerden daha az etkilenmek ve daha
giivenilir, daha basarili bir konum elde etmek i¢in kadinlar bazen kadinliklarindan
odiin vermek ve kendilerine ait 6zelliklerden vazgecmek ve erkege ait oldugu
disiintilen Ozellikleri edinmek zorunda kalmaktadirlar. Benzer sekilde kendi
basarilarindan bahsetme davranisinda da kadin ve erkek akademisyen arasinda
farklhiliklar oldugu bulunmustur. Buna gore kadinlarin kendi basarilarindan
bahsederlerken daha algakgoniillii, pasif ve duygusal olduklari, erkeklerin ise daha

objektif, hirsli ve is odakli olduklar1 kadin akademisyen tarafindan belirtilmis, erkek
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akademisyenler ise ¢ogunlukla kadin ve erkek akademisyenler arasinda bir fark
olmadigini belirtseler de bazilar1 kadin akademisyenlerin daha pasif kaldigini bazilar1
ise kadin akademisyenlerin daha hirsh olabildiklerini dile getirmislerdir. ilk olarak
erkek akademisyenlerin ¢cogunlugunun kadin akademisyenlerin belirttiginden farkl
olarak akademide kendi basarilarindan bahsetmede cinsiyetler arasi bir farkliligin
olmadigmi belirtmeleri, kendilerinin daha rahat ve dogal bir siire¢ olarak
basarilarindan  bahsedebildikleri bu ortami normallestirdikleri ve kadin
akademisyenlerin deneyimledikleri dezavantajli durumdan haberdar olmadiklarini
soyleyebiliriz. Ikinci olarak kadinlarin daha hirsli goriinmeleri bu calismada iki
sekilde acgiklanmistir. Erkeklerin diinyasinda kendilerine yer acgabilmek adina
kadmlar daha hirsli davraniglarda bulunabilirler ya da cinsiyet stereotiplerinin
etkisinde daha algakgoniilli davranmasi beklenen kadinlarin gerceklestirdikleri
herhangi bir kendi basarilarindan bahsetme davranisi beklenen ile uyusmadigi i¢in
cok fazla olarak algilaniyor olabilir. Sonu¢ olarak basar1 kadin ve erkek
akademisyenler tarafindan deneyimlenirken toplumsal beklentilerin ve cinsiyet
stereotiplerinin etkisinde kalmakta ve kadin ve erkek akademisyenler igin farkli

yasam deneyimleri olarak ortaya ¢ikmaktadir.

Calismanin buldugu ikinci tema ise akademik ise alim ve yiikseltme siireclerindeki
cinsiyet esitsizlikleridir. Bu ¢alisma bu siireglerde cinsiyete baglh c¢ifte standartlarin
varliginin, cinsiyet stereotiplerinin, ve erkek aglarmin etkileri oldugunu bulmustur.
Bir erkek katilimci agik¢a akademik ise alim ve yiikseltmelerde eger torpili bulunan
bagka bir aday yoksa erkek adaylara oncelik verildigini belirtmistir. Kadin kotas1 ve
pozitif ayrimcilik gibi konularda ise bazi akademisyenler boliimleri cinsiyet
dagiliminin normal olmadigini ve bu kotalarin gerekli oldugunu belirtirlerken bazilari
da igyerinin huzuru ve alinacak kisinin ise uygun kalifikasyonlara sahip olmasi
acisindan endiselerini dile getirmislerdir. Ancak bu calismada, calisanin kalitesi,
kalifikasyonlar1 ve meritokrasi kavramlar1 zaten bir erkek ¢alisana ve onun hayat
deneyimine gore dizayn edilmis kriterlerle belirlenecek olmasi agisindan
elestirilmistir. Buna gore meritokrasinin cinsiyet esitsizliklerini gérmezden gelmesi,

bu esitsizliklere mesruluk kazandirmaktadir. Calisma ayni zamanda cinsiyet
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esitsizliklerinin cinsiyet stereotiplerinden de etkilendigini bulmustur. Bir erkek
akademisyen, kadinlar i¢in ailelerinin ve c¢ocuklarinin daha 6nemli oldugunu
sOylemis ve kendisine yetki verildigi takdirde kadinlar1 ailelerinden koparmamak
adina onlar1 daha zorlayic1 gorevlere getirmek istemeyecegini belirtmistir. Bu erkek
akademisyenlerin de cinsiyet stereotipleri ile uyumlu olarak akademi icindeki
cinsiyet esitsizliklerini nasil yeniden iirettiklerini gostermektedir. Benzer sekilde bir
bagka erkek akademisyen de kadin ydnetici stereotiplerini yeniden iireterek kadin
yoneticiler ile ¢alismak istemedigini belirtmistir. Ancak burada dikkat edilmesi
gereken insanlarin dig diinyay1 yorumlarken kendi diislince ve inaniglarina uygun
kanit arama egilimi olan dogrulama sapmasmin bu tlr stereotiplerin yeniden
tiretimine neden olarak bir tehdit olusturma ihtimalidir. Bu son iki ornek de erkek
akademisyenlerin akademi igindeki esitsizlikleri nasil yeniden {irettiklerini
orneklendirmektedir. Bu ¢alisma ayni zamanda da kadinlara ait oldugu diistiniilen
duygusal, iletisime agik olma gibi oOzelliklerin, liderlik pozisyonlarinda
istenmemesine ragmen aslinda liderlige olumlu bir katki yapabilecegini de
bulmustur. Bazi katilimcilar kadin is arkadaslar1 ve yoneticileriyle bu ozellikleri
nedeniyle daha rahat iletisim kurabildiklerini belirtmislerdir. Bu nedenle de bu
calisma liderlik 6zelliklerinin ve kavraminin tekrar sorgulanarak kadinlara atfedilen
ve liderlige olumlu yonler katabilecek Ozellikleri de barindiracak sekilde tekrar
kurgulanmasinin gerekliligini de gdstermistir. Ozellikle iist yonetimde var olan erkek
aglarinin da kadinlarin ylikselme ve yonetici pozisyonlarma gelme stireglerinde
kadmlar i¢in bir zorluk olusturdugu da bu ¢alismada ortaya konmus baska bir
bulgudur. Kadin akademisyen kendi yonetici konumuna gelme isteklerinin yapisal
sebep ve siireglerle oldiiriildiiglinden, erkek akademisyenlerin kendi huzurlarini
kacirmamak adina kadin akademisyenleri aralarina almak istememesinden ve bu
pozisyonlara geldikleri takdirde etraflarindaki herkesin erkek olmasinin yarattigi

oOtekilestirici etkiden bahsetmislerdir.

Calismanin ortaya ¢ikardig tigiincii tema ise akademide is-hayat dengesidir. Bulgular
heteronormatif i boliimiiniin sorunsallagtirilmasi gerekliligini ortaya koymustur.

Kadmn akademisyenler esleri ile kiyaslandiginda ev, ¢cocuk bakimi ve diger bakim
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isleri konusunda daha fazla sorumluluk aldiklarini belirtmiglerdir. Kadin
akademisyenlerin kariyerle ilgili kararlarinda eslerinin ya da babalarin iznine tabi
olmasi da bir bagka bulgu olmustur. Erkek akademisyenler miilakatlarinda bu tarz bir
es ya da baba izninden bahsetmemislerdir. Evlilik kadin akademisyenler agisindan ev
ve ¢ocuk sorumluluklar1 nedeniyle dezavantaja doniistirken, erkek akademisyenlerin
bu sorumluluklar1 evlilik yoluyla esleri tarafi tarafindan karsilanir hale geldigi i¢in
erkek akademisyenler daha ¢ok evliligin avantajlarindan bahsetmektedirler. Cocuk
sahibi olup olmama durumu ise erkek akademisyenlerin evliligin kariyerlerine olan
etkilerini anlatimini degistirmistir. Evli ve gocugu 6zellikle kiigiik gocugu olan erkek
akademisyenler negatif etkiler kadmlarin deneyimledigi kadar gucli olmasa da
evliligin akademik kariyerleri tizerindeki negatif etkilerinden bahsetmislerdir. Ancak
evli olan ve ¢ocugu olmayan akademisyenler evliligin kariyerleri {izerinde higbir
etkisi olmadigin1 ve basarinin kisinin kendi azmine bagl oldugunu belirtmislerdir.
Evlilik kadin akademisyenler i¢in kariyerleri agisindan bir dezavantaj olurken
bekarlik da sorunsuz degildir. Kadin akademisyenler bekar olduklarinda erkek
akademisyenlerin basarisi icin daha biiylik tehdit olarak algilandiklarini, basariya
nasil ciiret edebildiklerinin sorgulandigini dile getirmislerdir. Evli olduklarinda ise
daha normlara ve toplumsal kabule uygun hale geldiklerini dile getirmislerdir. Bu
nedenle kadin akademisyenler evli olduklarinda is hayat uyusmazliginin olumsuz
etkilerini daha ¢ok deneyimlerken, evli olmadiklarinda ise normlara uygun olarak
algilanmamakta ve oteki konumuna konulmaktadir. Ev ve cocuklarin okuldan
alinmasi gibi ¢ocuk bakim sorumlulugu olmayan erkek akademisyen idealine gore
dizayn edilmis uzun ve kati mesai saatlerine sahip vakif tiniversitelerinde ¢aligmanin
da kadin akademisyenlerin is ve hayat dengesi agisindan ekstra zorluklar getirdigi de

calismanin bulgular1 arasindadir.

Calismanin ortaya koydugu son tema ise cinsiyet temelli mobbing ve cinsel tacizdir.
Veri analizi, mobbingin akademide ¢ok yaygin oldugunu ve kadin akademisyenlerin
yaptiklar1 igin Onemsizlestirilmesi ya da soz haklarinin olmamasi gibi mobbing
davranislar1 ile daha ¢ok karsilastiklarini gostermistir. Mobbing deneyimlerini

paylasan kadin akademisyenlerin unvanlarma bakildiginda da kariyerlerinin ilk
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basamaklaridan birinde olan doktor 6gretim iiyelerinin, hem akademik hiyerarsinin
en alt basamaklarindan birinde olmalar1 hem de cinsiyet stratifikasyonundan dogan
dezavantajlarindan dolayr mobbinge daha c¢ok maruz kaldiklar1 diisiiniilebilir.
Katilimcilarin  ¢ogu maruz kaldiklar1 mobbingin cinsiyetlerine bagli olarak
gerceklesmedigini sdyleseler de kadin akademisyenlerin buna daha ¢ok maruz
kalmalar1 mobbingin uygulayicisi ile kurbaninin cinsiyet stratifikasyonu ile uyumlu
bir sekilde eslesmesi mobbingin cinsiyet temelli oldugunu diisiindiirmektedir. Cinsel
taciz deneyimlerine gelindiginde ise erkek akademisyenler akademide cinsel tacize
hi¢ maruz kalmadiklarini belirtmislerdir. Erkek egemen boliimlerde ise erkeklerin
buralar1 kendi alanlar1 olarak goérmeleri sebebiyle kadinlarin cinsel tacize daha ¢ok
maruz kaldiklar1 ifade edilmistir. Cinsiyet ve gii¢ iliskilerinin kendini erkek profesor,
kadin aragtirma gorevlisi ya da 6grenci iligkisinde var ettigi de bulgular arasindadir.
Katilimcilar erkek profesorler tarafindan tacize ugrayan kadin arastirma gorevlileri
ve Ogrencilerden bahsetmislerdir. Ancak bu gii¢ iligkileri kadin 6gretim gorevlisi,
erkek Ogrenci iliskisinde tersine donmekte ve cinsiyet daha Onemli bir gug
belirleyicisi haline gelmektedir. Bir o6gretim gorevlisi kadin akademisyen
Ogrencisinin sozlii tacizine maruz kaldigini ifade etmistir. Bunun tersine dénen guic
iliskisi disinda bir diger sebebi de 6gretim gorevlilerinin akademik hiyerarsinin en alt
basamaginda yer almalarinin cinsiyet stratifikasyonunda kadin olmanin getirdigi
dezavantajla birlesimidir. Benzer hiyerarsi gii¢ iliskisi de arastirma gorevlisi
kadinlarin erkek profesorler tarafindan maruz birakildiklar1 cinsel tacizdir. Bu
nedenle bu hiyerarsik yapilardan etkilenen toplumsal gii¢ iliskileri akademideki kadin
icin de cinsiyet temelli mobbing ve cinsel taciz olarak kendini gosterebilmektedir.
Ancak bunlara ragmen kadin katilimcilar yine de medya gibi cinsel taciz agisindan
daha vahsi diger is yerleri ve sektorler ile kiyaslandiginda daha giivenli bir alan
oldugunu da dile getirmislerdir. Kadinlarin akademide kalmak isteme sebeplerinden

biri olarak da bu ortaya konmustur.

Tiim bu tartigmalar i¢cinde kadin akademisyenlerin akademide daha dezavantajli bir
konumda oldugunu gdsterirmis ve bireylerin se¢imlerinin ¢ogu zaman yalnizca

kisisel se¢cimleri olmadiginin ve toplumsal yapisal faktorlerin bu se¢imler konusunda
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belirleyici oldugunun alti ¢izilmistir (Sandberg, 2013). Kadin akademisyenlerin bu
zorluklarla basa ¢ikma stratejileri ise onlarin segimleri ile esitsizliklerin
hayatlarindaki etkilerinin en aza diisiirme gayreti i¢inde olan aktdrler olduklarini
gostermistir. Ideal bir erkek ¢alisana gore dizayn edilmis {iniversitelerde kadmnlarm
tutunma, hayatta kalma, ilerleme stratejileri bu aktorliik deneyiminin bir pargasidir.
Ancak bu her zaman kolay olmamaktadir. Bu stratejilerde kadinlarin kendilerinden
daha ¢ok taviz vermek zorunda kaldiklarini, erkeklerle ayni1 basariyla ulasmak icin
daha ¢ok calismak zorunda kaldiklarini, istediklerini elde etmek i¢in kavga etmek
zorunda olduklarin1 gorebilmekteyiz. Benzer sekilde akademik iist yonetim
kademelerindeki yokluklarini telafi etmek i¢in de lobicilik, daha giiclii erkeklerin
destegini alma, iletisim aglarin1 kullanma, bolim bagkanligi gibi orta yonetici
kademelerini kullanma gibi stratejiler izleyerek kendi goriinmezliklerini gortnur
kilmaya calistiklarmi da bu ¢alisma gdstermistir. Is hayat uyusmazhgi kaynakl
problemlere karsi ise ailelerin kadinlarin basarisinda engel olmadigini gostermek i¢in
kadmlar daha ¢ok calisma, ailedeki diger kadinlardan yardim alma, kendi yapmak
istediklerinden vazgecme gibi stratejiler izlemekteler. Cinsiyet temelli mobbing ve
cinsel tacizin olumsuz etkilerinden korunmak adina ise tacizci ile iletisimi en aza
indirme, durumu gérmezden gelme, stereotiplere uyarak kabul gérmeye c¢alisma ve
daha is odakli olma gibi stratejiler kullanmaktalar. Akademideki cinsiyet temelli
zorluklar ve bunlarla basa ¢ikma stratejilerine bakildiginda kadinlarin bulunduklar
dezavantajli konumu kabullenmek yerine, onunla basa ¢ikmak iizerine stratejiler
gelistirdikleri agikca goriilmektedir. Bu stratejiler olmaksizin erkek calisana gore

dizayn edilmis akademide tutunmalarinin ¢ok daha zor bir hal almas1 kagmilmazdir.

Verilerin daha detayli analizi akademideki cinsiyet esitsizliginin bireysel, toplumsal,
kurumsal ve yapisal katmanlar1 oldugunu ve katmanlarin birbirleriyle iliski i¢inde
oldugunu ortaya cikarmistir. Ornegin bireysel katmanda oldugu diisiiniilebilecek
Ozgiiven, toplumsal katmandaki toplumsal cinsiyet stereotipleri, kurumlarin ev ici
sorumlulugu olmayan erkek c¢alisana gore dizayn edilmesi ve toplumsal ve yapisal
boyutlar1 olan is hayat dengesi ile baglantili hareket etmektedir. Basar1 toplumun

goziinde kadinlara atfedilen bir sey olmadig1 i¢in bu durum kadinlarin tarafinda daha
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cok calismaya neden olmakta, bu asamada ev i¢i sorumluluklarla birlikte is hayat
dengesi kaybolmakta ve kadinlar i¢in “Ben yeterli degilim” durumu olugmaktadir.
Bu da kadinlarin 6zgiivenini diigiiren bir sonugtur. Ancak arka plandaki katmanlar1
gormeden kadinlar1 6zgilivensiz olarak etiketlemek yanlhstir. Ciinkii yapisal, kurumsal
ve toplumsal kaynaklardan beslenen cinsiyet esitsizliginin sadece bireyler bazinda
diisiintilmesi esitsizlikleri mesrulastirmakta, 6nemsizlestirmekte ve yapisal, kurumsal
ve toplumsal degisim gerekliliklerini ortadan kaldirmaktadir. Bu durum kadnlarin
yOnetici pozisyonlarindaki goriinmezligini de ilgilendirmektedir. Kadinlar1 bu
gorevleri almak istememekle suclamak ya da tercih etmediklerini diisiinmek sorunu
bireysel katmana indirgemektedir. Ancak bu ¢alisma gdstermistir ki kadinlarin bu
gorevlerdeki yoklugunun altinda toplumsal cinsiyet stereotipleri, kadinlarin i¢lerine
dahil olmasina miisaade etmeyen erkek aglar1 gibi toplumsal, kurumsal ve yapisal
sebepler yatmaktadir. Bu nedenle akademideki cinsiyet esitsizligi ¢ok katmanli bir

sorun olarak ele alinmalidir.

Tiim bunlar1 géz oniinde bulundurarak akademide toplumsal cinsiyet esitliginin
saglanmasi icin politika onerilerinde de bulunmustur. Oncelikle iiniversitelerde
toplumsal cinsiyet esitligi farkindalig1 yaratmak i¢in aktiviteler planlanmali ve
aktiviteler kadinlara yonelik negatif stereotipleri ortadan kaldirmayi, ise alim ve
yiikseltme islerini yapan akademik komisyonlarin olas1 cinsiyet Onyargilarim
yenmelerini  saglamayr  amacglamalidir.  Kadinlarin  diniversite  ig¢indeki
goriintirliikklerini artiracak akademik etkinlikler organize edilmeli, ve kadin
akademisyenlerin basarilar1 5grenciler ve meslektaslari ile paylasiimalidir. Ozellikle
erkek egemen akademik, arastirma ve yonetim kademelerinde gecici pozitif
aksiyonlar alinmali ve kadin kotalar1 getirilmelidir. Kadinlarin akademik y&netim
pozisyonlarinda neden olmadiklart bunun arkasindaki kurumsal ve yapisal engelleri
anlamak igin arastirilmalidir. Geng akademisyen kadinlarin meslegi birakmasinin
Oniine gegmek icin toplumsal cinsiyet farkindaligina sahip ve toplumsal cinsiyet
esitligini Onemseyen akademisyen kadinlarin gen¢ meslektaglarina mentorluk
yapabilecegi programlar gelistirilmelidir. Is hayat dengesini iyilestirmek adina

kurumlar kadin ve erkek akademisyenlere c¢ocuk bakim hizmeti saglamali,
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ebeveynlik izinleri kurumlar tarafindan Ozendirilmeli ve akademisyenlerin bu
izinlerden sonra igse doniisii daha az ders yiikii gibi uygulamalarla kolaylastiriimalidir.
Cinsiyet temelli mobbing ve cinsel tacizle basa ¢ikmada da kurumlar agikga cinsiyet
temelli mobbing ve cinsel tacizin tolere edilmeyecegini ilan etmeli, protokoller
imzalamali ve buna yonelik birimler kurmahdir. Kampiis i¢inde yasayan ve ¢alisan
tiim 6grenciler, akademik ve idari personel de dahil olmak iizere herkes cinsiyet
temelli mobbing, cinsel taciz ve cinsel tacizin not karsilig1 6grencilerin cinsel tacizi
gibi kampiise 6zel formlar1 konusunda bilgilendirilmelidir. Magdurlar yasadiklar:
olaylar1 bildirmeleri konusunda desteklenmeli ve tacizcilere yasal yaptirimlar

uygulanmalidir.

Ozetle, akademideki cinsiyet esitsizligi ¢ok katmanl bir bakis acisi ile ele
alinmalidir. Burada bir egitim kurumu olmasi nedeniyle akademinin toplumu
doniistlirticti giiciiniin de alt1 ¢izilmelidir. Cinsiyet esitligine yonelik kurumsal
farkindalik aktiviteleri yetisen Ogrenciler ve bu oOgrencilerin farkli mesleklere
dagilimi ile toplumun da doniismesine biiylik fayda saglayacaktir. Kurumsal
donlstimlerin toplumsal doniisiimlerle desteklenmesi de onlar1 kalici olmasini
saglayacaktir. Bu nedenle hem kadinlar hem erkekler i¢cin hem bir igyeri olarak hem
de toplumu doniistirme giicline sahip bir egitim kurumu olarak akademideki

toplumsal cinsiyet esitligi cok 6nemlidir.
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