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This case study is of large public university in Turkey whose current Rector and senior management are committed to increasing the representation of women as full professors and as senior academic managers. There is a female Vice-Rector who is responsible for gender equity policy, and 7 of the 17faculties have women deans (41.2 %), 4 of the Vocational Schools have women directors(30.7 %), 2 of the Graduate Schools have women directors (15.4 %). In addition, the Rector assigned the Director of the Women’s Studies Research Centre to the Faculty of Political Sciences as Dean, and the two Vice-Deans, Faculty Secretary, Human Resources Manager are also women.
Currently, 41.9 % of academics and 40.8% of all professors are women at the case study university. The proportion of women in professoriate and senior management increased last ten years. The university has a Gender Action Plan (2013-2016) - which requires gender awareness in every academic unit and at managerial level in order to ensure gender equality is a clear management priority -and a Sexual Harassment Struggle Policy. 
The chapter will analyse the development and implementation of the institution’s gender action plan and its impact on the high representation of women in senior management and particularly in the professoriate.
1. Gender Equality in Turkey
This section presents an overview of the legislative context for gender equality in Turkey. Turkey is a formal and acknowledged candidate to accede to the European Union (EU). Turkish membership is pending since the 1980s. Turkey entered negotiations in 2005. Turkey accepted some obligations of membership, such as adopting all previously agreed law. Many significant institutional and legal improvements have been realized in the last two decades in Turkey, including adopting Turkish legal framework to EU law.
The conventional interpretation of the rise in women's education and senior management in Turkey often attributes it to secular ideology and Westernizing reforms of Mustafa Kemal Atatürk.One of the crucial targets of Turkish Republic reforms was to equip the Turkish women with social and political rights so that they have equal opportunities with men in all segments of society. Since the foundation of the Republic, effective policies were implemented towards achieving this target. Mustafa Kemal Atatürk who founded the state of the Turkish Republic in 1923 was a great leader. He aimed to give women equal status with men.His reforms affected the situation of academic women in Turkish universities positively. 
Atatürk emphasized that it is important for all Turkish citizens -women and men- to join equally in contributing to Turkish economic, social and cultural life (MEB 1989). 
After 1923, women’s social and political rights were gradually put into practice. Abrogation of sultanas’ rule in 1924, adoption of secularism, unification of education, acceptance of the principle of equality by the Turkish Constitution has constructed the infrastructure for improving women rights. In 1928, the country was proclaimed as a secular state with a Western-style Constitution. The Islamic courts and religious schools were abolished and a Latin-based alphabet replaced Arabic and Persian ones. Abolition of veil under the “Dress Reform” in 1925 and the adoption of the “Civil Law” in 1926 reinforced the egalitarian legal framework. Atatürk adopted legal codes used in Germany, Italy, Switzerland and abolished the traditional Muslim governing body, the caliphate. The Turkish Republic is founded on secular principles. 
The Turkish Civil Law provided many rights for women: for example, polygamy and unilateral divorce by men, as per the prevailing law, were abolished and women were granted the right to divorce and to child custody, as well as property rights in 1926. It is important to note that women’s rights were changed substantially in the first ten years of the Turkish Republic (Başgöz, 1995). 
In 1930 the maternity leave was organised. Girls and boys could go to school together with equal rights in 1924 with “Tevhid-i Tedrisat Law”. Women were included in the First Census in 1927. On the other hand, women were donated with equal rights and opportunities as men, in education and employment after the adoption of the new Turkish alphabet and the new education campaign. They participated to the first municipality elections in 1930 and gained the right of representation in the parliament in 1934 elections. 
In 1935, the Turkish women’s movement gained international recognition as the International Women’s Union held its 12th Congress in Istanbul (Tekeli, 1993). In 1937, Turkey became a secular state by law, culminating further relaxation of laws and social norms which constrained women’s full participation in the public life in Turkey (Bilge, 1995). 
In 1937, women’s working at dangerous and heavy jobs underground was banned. In 1945 motherhood insurance in other word birth help was organised. In 1965, the law which sets free the birth control and abortion in medical case was enacted. 
In 1985, the woman topic became a sector at the “5 year Development Plan” of the Turkish State Planning Organization (DPT). In 1987 within DPT “Women Policy Advisory Board” was founded.  
On October 25, 1990 the Turkish Women’s Status General Directorate (KSSGM) was founded as a national mechanism. On June 25, 1993, Turkey’s first woman prime minister founded the government. In 1993, Halkbank started low-interest loan to encourage woman entrepreneurs. On January 17, 1998 “Code for the Protection of the Family” went into effect.In 2002 “Family Courts” have been established and the new Civil Law which gave women new rights came into effect.
On June 10, 2003, the Turkish Labour Code was enacted. It states that there cannot be distinction between employer and employee relationship about human rights no matter what the gender is, there cannot be different process on employment contract’s signing, ending and fulfilling due to gender and maternity as directly or indirectly, there cannot be unequal salary for the same job due to gender; maternity, family responsibilities, birth and marital status are not reasons to abolish the employment contract.
On July 21, 2004 regulations were put to increase maternity-leave at the “Turkish State Officers Code” and on September 24, 2004 the new Turkish Penal Code which includes gender equality and modern arrangements includes violence against women was accepted.
On July 13, 2005the new Turkish Municipality Law went into effect. It has been obligatory to open shelters for battered women and children in cities with 50 000 and over population. 
In 2006, the Turkish Prime Ministry Memorandum titled “Precautions to prevent moral and honor murders against women and children” was published.
In 2007, the Turkish National Action Plan to Struggle Violence against Women in Family (2007-2010) was put in progress. 
The National Gender Equality National Action Plan (2008-2013) has been prepared by the Turkish Women’s Status General Directorate (KSSGM) in 2007. Especially the importance of gender mainstreaming is emphasized in the plan. 
Another important step for gender equality in Turkey is the foundation of the “Equal Employment Opportunities Commission” in Turkish Parliament in February, 2009. 
“The Law to Protect Family and Prevent Violence against Women” was enacted on March 20, 2012. Turkey was the first country to ratify the Council of Europe Convention on Preventing and Combating Violence Against Women and Domestic Violence, also known as the İstanbul Convention, in March 2012   (Law no.6284: Law to Protect Family and Prevent Violence against Women, 2012).
In 2012, the Turkish Ministry of Family and Social Policies was established. Moreover, in 2012, Struggle to Violence against Women National Action Plan (2012-2015) was published. Through the declaration which was published by Family and Social Policy Ministry, the widow women and those have no health insurance will be given cash social help, 250 TL, as regularly in 2-months period as long as they need this.
On March 8, 2015, Struggle to Violence against Women National Action Plan (2016-2019) was announced by the Turkish Prime Minister.
Özkanlı and Özbilgin, (2001, 2) stated that Turkish women entered education, employment and other public domains of life increasing numbers between 1930s and the 1970s. There is a positive correlation between women’s education and their employment (Özkanlı, 2001, 131).
Turkish Statistical Institute (TÜİK) annually reports national gender statistics. Also, the Association for the Support of Women Candidates (KADER) a women’s civil society organization, established in 1997 with the specific focus to enhance female political participation, the Economic Policy Research Foundation of Turkey (TEPAV) and the Turkish Education Reform Initiative (ERG) have data on gender. 
In Turkey currently, labour force participation rate, female (% of ages 15 and older) is 29.4. This rate decreases to 19% in cities. Female population over 15 years old labour force participation rate in 1988 was 34.3% whereas in 2006 this rate decreased to 24.9%. In Turkey female employment rate in 1988 was 31%, whereas in 2006 this rate decreased to 22 %. In this period of time female population over 15 years old increased 35%, but female employment potential was only 10%. Total female labour force participation rate was 30.2 in 1988, but this rate decreased to 26.2% in 2006. On the other hand, men labour force participation rate increased from 70% to 74% in the same period of time. Agriculture is the only sector where women and men labour force participation rate is nearly equal.The unpaid family labour force in Turkey is predominantly female, constituting at least 45 % of the total unpaid family and agricultural labour force. In this sector the employment rate was 60.5% in 2000 and it decreased to 48.5% in 2006.  Female total unemployment rate in Turkey is 10% and in cities the rate increases to 17%.In Turkey total population in 2015 is 74 93 millions, whereas female population was 35 209 723(in cities 24 818 874 and in villages 10 390 849).Annual growth rate of population is 18.28% (for cities 26.81% and for villages 4.21 %). Literate female rate was 50.51% in 1975, 80.64% in 2000 and 80% in 2015 in Turkey. The Education Achievement Index, which points to the illiteracy rate, is at the moderately high rate of 90.8 %. Total fertility rate per Turkish women was 2.22% in 2003, 2.17 % in 2007 and2.10% in 2015 (TurkStat, Turkey’s Statistical Yearbook, 2015).
In Turkey the representation of women in management in public companies is low: women comprise just 3.9% of General Managers, 6.6 % of Assistant General Managers, 14.1% of Head of Departments, 16% of Managers and 27.3% of Assistant Managers in the public sector (TUSIAD-KAGIDER, 2008).
From international perspective, CEDAW (The Convention of Elimination of all Forms of Discrimination against Women) was signed by Turkey in 1985. This convention is an important international document aiming at eliminating all forms of discrimination against women in the private as well as the public domain in the undersigned countries (cited in Acar, 1998a, 26-31). The Nairobi Forward Looking Strategies, The European Social Charter, the ILO Agreements, The Convention on the Rights of Children (CRC) and other similar human rights agreements…etc. are examples of international documents signed by Turkey (Özkanlı, 2001, 124). In 1966, the ILO agreement which provide equal salary for men and women workers was accepted. 
Global Gender Gap Index 2014 ranks Turkey at 125th place. The f/m ratio for political empowerment is .088, health and survival is .98, educational attainment is .95, economic participation and opportunity is .45 in Turkey (World Economic Forum 2014). 
“Turkey Gender Parity Task Force” is a World Economic Forum 2015 Project. The task force is a new strategic multishareholder collaboration that aims to achieve a breakthrough in gender equality in Turkey. Under the patronage of the Ministry of Family and Social Policies of Turkey and the two private sector co-chairs, it promotes a solutions-oriented approach, with the goal of integrating more women into the Turkish economy and narrowing the economic gender gap by up to 10% in three years. In order to achieve a breakthroughin gender equality in Turkey, the task force will:
-Facilitate public-private collaboration,
-Address the challenges of gender disparity through a data-driven and systems approach,
-Exchange public-private interventions that have successfully narrowed the economic gender gap (WEF Agenda 2015).
The low participation rate of women in decision-making processes in Turkey is an important deficiency. Turkey has a much lower female political representation at the national as well as local administrative levels, compared for European Union (EU) member state counterparts. The 2010 Millennium Development Goals Report (MDGs) for Turkey, EU Progress Reports, and the 2014 Gender Gap Report of the World Economic Forum, all reflect that the low participation of women in Turkey’s political decision-making processes is indeed a major development challenge. It is also a matter of having democracy based on the principles of equality and justice. The representation of women in the Parliament is 14.182%, is one of the lowest in Europe. The representation of women in the local administration is one of the lowest in the world, with 2%. (Acuner, 2013).
UNDP Human Development Report 2015 compares “Human Development Index (HDI)” of 182 countries. HDI is a composite index measuring average achievement in three basic dimensions of human development: a long and healthy life, access to knowledge and a decent standard of living. A classification of countries based on the value of the HDI. The ranges are 0.800-0.899 for high HDI and greater than 0.900 for very high HDI. The HDI rank of Turkey is 69.
Gender Inequality Index (GII) –a composite measure reflecting inequality in achievements between women and men in three dimensions: reproductive health, empowerment, and the labour market- is 0.36. The Inequality-adjusted Human Development Index (IHDI) rank value for Turkey is given as 0,639 in 2015. This value indicate inequalities across Turkey in access to education, health and income opportunities (UNDP, 2015).
The 2015 Human Development Report notes that the Gross National Income(GNI) per capita in Turkey has significantly increased to 18, 391.4 dollars, and that the life expectancy overall figure has reached 75 years. But, females in Turkey benefit much less from the human development opportunities when compared with men. This is particularly the case for women living in the less developed regions and rural areas. 
The Human Development Report 2015 introduced two measures of human development that highlight the status of women. The first, Gender-related Development Index (GDI), measures achievement in the same basic capabilities as the HDI does, but takes note of inequality in achievement between women and men of 155 countries. The methodology used imposes a penalty for inequality, such that the GDI falls when the achievement levels of both women and men in a country go down or when the disparity between their achievements increases. The greater the gender disparity in basic capabilities, the lower a country's GDI compared with its HDI. The GDI is simply the HDI discounted, or adjusted downwards, for gender inequality. The GDI- female to male ratio of HDI- is 0.884.
The second measure, Gender Empowerment Measure (GEM), is a measure of agency. It evaluates progress in advancing women's standing in political and economic forums at 109 countries. It examines the extent to which women and men are able to actively participate in economic and political life and take part in decision-making. While the GDI focuses on expansion of capabilities, the GEM is concerned with the use of those capabilities to take advantage of the opportunities of life. The GEM rank of Turkey is 79. The two measures have been used as advocacy and monitoring tools for gender-related human development analysis and policy discussions.
The gender data is all notwithstanding the high rate of women academics in Turkey which is 46 %. 
2. Academic Women and Gendered Success in Turkish Universities
Higher education right to Turkish women was first given in Constitutional Monarchy period (Kurnaz, 1996). On February 5, 1914, Darülfünun (this word stands for University and means ‘House of Science’ in Turkish) started to accept girls (Ergün, 1978; Spuler, 1975). On August 1, 1933, Darülfünun was closed with “University Reform” and instead Istanbul University was established (Dölen, 2009; İhsanoğlu, 2010). On June 10, 1933, “Ankara High Agriculture Institute” was established. 
Currently there are 185 Higher Education Institutions (105 State Universities and 72 Foundation Universities, 8 Foundation Technical Training and Vocational Schools) (YÖK, 2015). 
The Turkish higher education system is summarized below in order to explain the long-standing and deeply noted participation of Turkish academic women. 
In Turkey there has been a move over the last decade from the Rector being ‘primus inter pares’  and providing strong academic leadership, to universities becoming managed institutions and Rectors becoming Chief Executive Officers in a collegial model for governance and management in higher education.
 In Turkey the process began with a new higher education law introduced in 1981.The higher education institutions were radically reorganized by this new law and provisions. Foremost among these was the re-establishment of the Council of Higher Education to steer important activities of higher education institutions, i.e., planning, organising, governance, instruction and research. Secondly, provision was made for non-profit foundations to establish higher education institutions. The first foundation university “Bilkent University” was established in 1984. The total number of universities were 19 in 1982 and 29 in 1987. 1992 is a milestone, because 24 new universities (23 state and 1 foundation university) were established and the total number of the universities suddenly increased to 53 (Günay and Günay, 2011). 
The Council of Higher Education is the fully autonomous supreme corporate public body responsible for the planning, coordination, governance and supervision of higher education within the provisions set forth in the Constitution (Articles 130 and 131) and the Higher Education Law (Law No. 2547).
The Council is composed of 21 members ; 7  nominated by the Interuniversity Council, 7 by the government, 7 elected by the President of the Republic and all appointed by the President of the Republic for a term of 4  years (renewable). Currently there are 2 women members. The President of the Council is directly appointed by the President of the Republic from among the Council members. The day-to-day functions of the Council are carried out by a 9 member Executive Board serving full-time, including the President and two Vice-Presidents and all elected from among its members. The Interuniversity Council is an academic advisory body, comprising the rectors of all universities and one member elected by the senate of each university. In addition to those, “the Turkish Rectors Conference”  acts  in an advisory capacity to the President of the Council of Higher Education. The Center for Student Selection and Placement, ÖSYM (to all higher education institutions) functions  subject to the decisions of the Council of Higher Education including both Turkish and foreign nationals.
The Minister of National Education represents higher education in the Parliament and can chair the meetings of the Council but has no vote. The  decisions of the Council and the universities are not subject to ratification except for the establishment of a  new university, a new faculty within an existing university. However, a hidden or indirect governance of the state universities by the government stems from the public finance laws, which stipulate in minute detail the procedures to be followed in the preparation of annual budgets, procurement (including construction contracts), and auditing of expenditures, to which all public agencies are subject. This indirect governance also covers the allocation of both academic and administrative staff positions  to state universities. Hence, state universities, being dependent on the governmental decisions on those two issues, do not have financial and administrative freedom.
According to the Turkish Higher Education Law No.2547 enacted on November 4, 1981, in state universities, the Rector is appointed by the President of the Republic from among candidates holding the academic title of professor, selected by the teaching staff members of the university upon the announcement of the currently-serving rector. The term of office is four years, at the end of which a Rector may be re-appointed by the same means, for a maximum of two terms of office. The Rector is the representative of the juristic personality of the institution of higher education. Selection of candidates is carried out by secret ballot. Each teaching staff member may write the name of only one candidate on the ballot. A minimum of one half of the teaching staff members must be present in order for the ballot to take place. In the absence of this number, the selection is postponed for 48 hours with no quorum specified. The Council of Higher Education proposes to the President of the Republic three candidates which the President selects from among the six candidates receiving the highest number of votes in the afore-mentioned balloting. In private universities established by foundations, the selection of candidates and appointment of the Rector are carried out by the board of trustees concerned.
In order to be appointed as a rector, a candidate must be less than 67 years of age. However, rectors who reach the age of 67 while in office are permitted to continue until the end of their term of office without regard to the age limit.
The Rector may select up to three of the university’s salaried professors to act as Vice-Rectors. However, in the case of universities responsible for centralized distance education, a Rector may select five Vice-Rectors, when deemed necessary.
The Vice-Rectors are appointed by the Rector for a period of five years. In his/her absence, the Rector appoints one of the Vice-Rectors to act as acting rector. The Rector informs the Council of Higher Education if (s) he is to be away from his/her office for more than two weeks. If the acting rectorship lasts for more than six months, a new Rector is appointed. 
Deans are appointed by the Council from among three full professors nominated by the rector, while institute and school directors are directly appointed by the rector. The Department is administered by the Head of the Department. The Head of the Department is appointed for three years from among full-time professors in the Department; if none, from among the associate professors; if none, from among the assistant professors. The appointment is made by the Dean in the case of faculties, in the case of schools of higher education attached to the faculty, by the Dean upon the nomination of the Director, and by the Rector upon the nomination of the Director in schools of higher education attached to the office of the Rector. 
The Senate consists of the Vice-Rectors, the Deans of each faculty, a teaching staff member elected for a term of three years by the respective faculty board and Directors of the Graduate Schools and Schools of Higher Education attached to the office of the Rector.The university administrative board consists of all faculty deans plus three faculty members elected by the senate. Both the Senate and the Board are chaired by the rector, and in general are advisory in nature, except for academic staff appointments at the full and associate professor levels, which are finalized by the university administrative board.
 The Faculty Board consists of three full and two associate professors and one assistant professor elected by all the faculty members in the respective ranks, plus all department chairpersons in that faculty. The faculty administrative board, on the other hand, consists of three full and two associate professors plus one assistant professor elected by the faculty board. The dean chairs both boards. Institutes and schools have two similar boards each. At the department level, the departmental assembly consists of all department faculty members, while the department board consists of division heads; both are chaired by the chairperson of the department.
During the Republic, women developed their university education, academic promotion and appointment to managerial ranks rights.
Women were admitted to the academic professions for the first time in 1932, but their larger scale recruitment started in 1940s (Köker, 1988).Since 1993, there has been significant increase in the number and share of women teaching staff in Turkey (Özkanlı, 2007).
In Turkey, the number of female professors increased by 75 % in the last decade of the 20th Century (White and Özkanlı, 2008).
Women’s representation as full professors has increased from 22.9% in 1998 to 27% in 2006 and associate professors from 29.4% in 1998 to 31% in 2006 in Turkey (ÖSYM, 1998-1999 and 2005-2006 Academic Years Higher Education Statistics).The highest increase ratio for academic women is 127% at assistant professorship level.
Women’s representation as full professors has increased from 27.5% in 2008 to 28.1% in 2013 and associate professors from 31.7% in 2008 to 32.3% in 2013, assistant professors from 34.2% in 2008 to 37.1% in 2013, research assistants from 47% in 2008 to 49% in 2013 inTurkey (Ünnü et.al. 2014).
According to the 2013-2014 data of the Center for Student Selection and Placement (ÖSYM) in Turkey, 49.4% of all academic personnel in the universities are women and 28.7% of all academic personnel are female professors (ÖSYM, 2015a).This %age is higher than some developed countries in the world (Yılmaz and Özdemir, 2012).
The ratio of total academic staff increased 46% in last 10 years with the newly opened universities in Turkey. The increase ratio of academic women is 68%, academic men is 33%. 
Lately, there is an increase at the number of research and publications on gender (Arslan, 2014). 
In Turkey, there are disciplinary differences, with women best represented in language based studies at almost every grade and worst represented in engineering and technology. The number of women academics varies in different disciplines. For example, such as in medical sciences and literature women have a share over 40% while it is 30% in engineering and architecture. These %ages are impressive because in areas like natural sciences, medicine and engineering, women are generally under-represented academically in the world (White and Özkanlı, 2009). 
Although women’s participation rates in some fields (i.e. humanities, arts and medicine) are above the overall participation rate in all fields, in Turkey academic women are not exclusively concentrated in fields generally considered appropriate for “feminine” identity. On the contrary, particularly in the earlier years of the Republic, the proportion of women in natural sciences and engineering departments was higher than in the social sciences, humanities or education. (Acar, 1991) They are more or less evenly distributed among fields of science. Academic women in Turkish universities have their highest share in the literature (Özkanlı et.al. 2009).
Currently, 28.7 % of full professors, 33.9 % of associate professors, 38.9 % of assistant professors, 37 % of instructors, 58 % of language instructors, 48.7 % of specialists, 49.4 % of research assistants and 52 % of translators are female inTurkey (YÖK 2015). 
The proportions of women academics at upper levels are very close. The proportion of women in lower academic positions is higher than their overall participation rate. 
Since these lower echelon positions are to a large extent ‘dead-end’ career tracks, the optimistic message of the increasing overall women’s participation in the academic profession should be regarded with some caution (Acar 1991).
In Turkey women doing master or Ph.D. as research assistant in the universities have 44 % of the total research staff (Sağlamer 2005).
Despite the high representation of women in professoriate in Turkey, women are underrepresented in senior management, especially at Rector/Vice Rector, but also at Dean Level (Neale and Özkanlı 2010).The academic career path into higher education senior management in Turkey is assistant professor, associate professor, professor, dean.
In Turkey, the pattern of attrition (the higher the position in the hierarchy, the lower the %age of women) persists in all disciplines including academic management (Machado-Taylor and Özkanlı 2013).
In Turkey, currently the ratio of female deans is 16.6% and the ratio of female rectors is 7.9%. In state universities the ratio of female deans is 15% and the ratio of female rectors is 6.7%. In foundation universities the ratio of female deans is 20.1% and the ratio of female rectors is 8.1 %. The ratio of female rectors was 5.3% in 2007 and increased by years to 7.9% in 2015. (Turkish Higher Education Management Information System 2015). 
The literature indicates that discipline base, career mobility, other care responsibilities, experience outside academia, the process of appointment to senior management, and gender stereotyping may impact on the chances of women becoming senior university managers (Husu, 2000; Özkanlı, 2007; Özkanlı and Korkmaz, 2000; Carrington and Pratt, 2003; Neale and White, 2004; Van den Brink, 2007; Bagilhole and White, (2005, 2006, 2007); Rees, 2005; Thanacoody et.al., 2006; OECD, 2015; Özkanlı et.al., 2009; and Woodward, 2007). Özkanlı and Korkmaz (2000a, 2000b, and 2000c) stated in their studies that the reason for this low rate is mostly the gradually increasing responsibilities derived from academic women’s daily lives. In their studies, in a low frequency, some academic women pointed out gender discrimination and others, on the other hand, said that they are not willing to take administrative responsibility since they accept and internalize traditional social roles of women and prioritize housewife and mother roles. Similar findings are seen in other researches (Acar, 1986:307-324; Köker, 1988:339).Besides, according to Ersöz (1998:258), women avoid responsibilities that involve business trips and extra work load due to fear of unfulfilling their traditional roles.
3. Methodology
Qualitative data from pre-interviews, interviews and document analysis with the Success Case Method (SCM) is used in this case study. Ethics approval process of the research is completed. The researcher had to go through the university ethics approval checklist and submit the form to her university Ethics Advisory Committee.
In a qualitative research, what you must strongly try is to assess the fit between the purpose and method (Maxwell, 2005; Richards and Morse, 2007; Patton, 2002; Abrahamson, 1983, Berg, 2001) with the choice to make a qualitative approach being determined by the research question and purpose rather than by prior preference of the researcher.  In this research computer is used in undertaking an analysis of qualitative data. The use of computer is not intended to supplant time-honoured ways of learning from data, but to increase the effectiveness and efficiency of such learning (Lewins and Silver, 2006).
Pre-interviews with the female university management and academics (such as Vice-Rector, Coordinator of Woman Platform Coordinatorship, Director of the Women’s Problems Research and Implementation Centre (KASAUM), GENOVATE Coordinator, Equity Policy Coordinator, FE Journal Editor and Editorial Board Members, Women’s and Gender Studies Programme Coordinator, Director of Support Unit Against Sexual Harassment, Director of Unit Against Mobbing…etc.) and document analysis has been completed. The pre-interview findings enabled the analysis of the university’s gender action plan.  
Two in-depth interviews will be conducted. One with the female Vice-Rector who is responsible from the gender equity policy. The other withthe female Dean who is also university Gender Equality Policy Coordinator, Director of Women’s Problems Research and Implementation Centre (KASAUM), Chair of Gender Studies Division in Department of Political Science and Public Administration atthe Faculty of Political Science.
The interviews and qualitative study are completely voluntary. A series of questions will be asked and the descriptive responses will be written. The confidentiality of the participants will be maintained in all references to the interviews. The participants will be identified by a false name only. 
The two in-depth interviews will be recorded with a digital voice recorder. After the interviews, the notes will be transcribed into a word document for analysis and a copy will be sent to each participant for their review. They will receive the transcribed document to verify comments that they made. Positive feedback is needed before including it in the qualitative data. All names and places that may be mentioned during the course of the interview will be removed during transcription.The success factors contributing to gendered organizational change will be identified in the light of the two in-depth interviews findings. 
4. The Case Study University
The case study university is the first public higher education institute of the Republic founded by Mustafa Kemal Atatürk in 1946 and located in the capital of the country, Ankara. It has established a reputable image both within the country and in the international arena. There are 5 main campuses in the heart of the city, 10 campuses in total. Theuniversity has 17 Faculties, 13 Graduate Schools, 10 Technical Training and Vocational Schools, 1 Vocational School,37 Research Centres, 4 Institutes, 1 State Conservatory and 1 Preparatory School with 68476 students (47,8% female, 52,2 % male students) and 4301 academics( 43% female in Faculties, 54% in Technical Training and Vocational Schools). There are 108 undergraduate, 110 graduate, 43 vocational programs in theuniversity. The Faculties are Political Sciences, Medicine, Dentistry, Pharmacy, Health Education, Law, Communication, Humanities and Letters, Divinity, Educational Sciences, Sciences, Agriculture, Forestry, Engineering, Sport Sciences, Health Sciences and Veterinary Medicine.
It is the oldest and most eminent university acting as a leader in the gender equality in Turkish universities in the light of Atatürk’s revolutionary ideas and principles (especially gender equity principle). The Rector and the senior management encourage the academic women promoting into the full professoriate and participating into the Ankara University senior academic management positions.Currently there is a female Vice-Rector who is responsible for gender equity policy, and 7 of the 17 faculties have women deans (41.2 %), 4 of the 13 Vocational Schools have women directors (30.7 %), 2 of the 13 Graduate Schools have women directors (15.4 %).
In addition, the Rector assigned the Director of the Women’s Studies Research Centre to the Faculty of Political Sciences as Dean, and the two Vice-Deans, Faculty Secretary, Human Resources Manager are also women.Between 31.5.1980 and 31.7.1982 the university had a female Rector. Since the university has been founded in 1946 it had 4 female Vice Rectors and 30 female Deans.
Currently 41.9 % of academics are women and 40.8% of all professors are women at the case study university. The proportion of women in professoriate increased last ten years, because 33.9% of all professors were women in 2005. 
University Strategic Plan 2014-2018 includes “gender equality” as a fundamental principle. University Activity Report 2015 includes gender equity activities.
The university has “Women Platform Coordinatorship”,“Equity Policy Coordinatorship”, “Women’sProblems Research and Implementation Centre (KASAUM)”, “University Sexual Harassment and Assault Support Unit”, “Indoor Justice Unit”and “Unit against Mobbing”.
“Equity Policy Coordinatorship” is established in 2013 and a female Dean has been assigned by the Rector as the coordinator.
The vision of the University is to enable scientific research by allocating the highest amount of support possible, as well as bringing in support from national and international sources as well.
Scientific Research Projects Unit (BAP) was established in 2009. During 2011-2012 academic year 278 project is supported. %45 of the project coordinators were women. 45% of the investment funds of the university are allocated for research activities annually. Although there are 29 research centres, the University top management gives priority to the women research activities of KASAUM.  
KASAUM is established in 1993 and dedicated to research in the field of women’s and gender studies in Faculties and academic units of the university. For this goal it has established Gender and Women’s Studies Programme and supports the MA/ PhD programmes since 1996. It offers graduate and PhD degrees with an interdisciplinary curriculum. The aim is to examine the issues of knowledge, society and gender within a feminist perspective in order to contribute towards an understanding of the social position of women and the inequality between women and men with a primary focus on the focus of Turkey. The PhD programme is the first and the only programme in Turkey. It currently has 135 students. It contributes to the development of women’s studies as an academic field through training graduate students, supervising MA and PhD theses and making research. It is contributing to prevention of violations against women’s human rights and promotion of gender equality through research, training, policy development and implementation. It prepares special training programmes for experts, policy makers and practitioners in order to solve women’s problems and consolidate public policies that aim gender equality. It supports research projects dedicated to investigating the sources of gender inequality and providing solutions to women’s problems and aims to increase the number of projects in the university in the field of women’s studies. 
KASAUM made the first “Gender Certificate Programme” in Turkey happen in 2013with 12 weeks and 66 hours training programme. First “Gender Student Conference” is organized by KASAUM at 24-25 April 2014.  KASAUM Action Plan: 2014-2024 is the first in Turkey. KASAUM Annual Activity Report is also important at the implementation of the institution’s GEAP. Satı Atakul Gender Research Article Competition started on May 24, 2014. KASAUM has been publishing scientific journal “FE” on gender studies which is the first international refereed Turkish feminist journal since 2009.
For the first time in Turkey “Women and Gender Studies Chair” is established at the Faculty of Political Sciences under the Political Science and Public Administration Department in 2011.Required and elective  undergraduate gender courses are also given at various Faculties of the university by female academic staff.
The university is a member of European Universities Association (EUA) and senior management share the Ankara University Gender Action Plan practices of the university at the meetings.  
The university Senate accepted Gender Equality Action Plan 2013-2016 (GEAP) at June 22, 2012. 
The university regards ensuring gender equality in scientific research and development processes and in institution culture as a strategic matter. It is the responsibility of the university to create equal opportunities for scientists from the beginning to the end of their academic lives and to offer diversity in academic life. By force of being among the leader universities both in national and international level, the main administrative mentality of the university is based on the ground of developing and practicing a policy which provides balance, diversity and equal rights among male and female academics. 
The Gender Equality Action Plan aims to overcome the issues that maintain inequality between male and female academics in the institutional academic structure in medium terms. The university will work on three strategic objectives in terms of gender equality:
The first main objective is about knowledge building and information networking. In the university, it has been aimed to develop gender equality point of view and expand it to the whole organizational structure. An atmosphere which will support gender diversity in different disciplines will be created. In this direction, information sharing should be enabled among the stakeholders of the university, good practices providing positive models and results should be increased and supported. Gender awareness must be created in every academic unit of the university and at managerial levels as well as in the level of Faculties, Schools, and Departments in order to make gender equality point of view as a clearer management priority. 
The second main objective is to secure a gender equality perspective as a management priority on administrative levels of the various units and in the level of university administration: University’s support to the gender equality policies in the administrative level is of great importance for female academics to take place in administration policies and strategies in every level and to integrate their perspective with the organizational culture. By this way, an institutional motivation which will make their academic career continue will have been created for the academics of the new generation to participate in scientific research and development activities.
The third main objective is to increase the proportion of women in senior leadership positions particularly at the Rector, Vice-Chancellor level, and including Deans, Chair of Departments and Senior Managers and to strengthen the presence of female academics’ senior positions. Increasing number of the women who are assigned in senior positions at administrative levels will result in the strengthening of practices that provide gender equality, will create successful role models, and will comprise a basis for the dissemination of information regarding the convenient recruitment positions for which women will be employed.
The first time in Turkey theuniversity Senate added the “gender social responsibility projects and academic activities” criterion to the “Academic Promotion Principles” for professorship, associate professorship and assistant professorship appointments valid since 1st of January 2014.
“Policy Statement against Sexual Harassment and Assault in Turkish Universities” which is prepared by the “University Sexual Harassment and Assault Support Unit” is accepted by theUniversity Senate.This unit is the first in Turkey. The university has an effective “Sexual Harassment Struggle Policy”.
University Senate has passed a decision on a Directory against Mobbing at the workplace and a “Unit against Mobbing” is also founded by the Senate decision on February 18, 2015. This directory is covering for the first time in the university history that "women members of “the Mobbing Commission” cannot be lesser than the men members". Even this article on the Directory is itself a revolutionary one on the official documents of the university so far. 
The university is a member of the EU FP7 Project GENOVATE (Transforming Organisational Culture for Gender Equality in Research and Innovation) with researchers from England, Ireland, Sweden, Italy, Slovenia, and Spain.  
GENOVATE operates across these seven European partner institutions; each of which has different institutional and national contexts for gender equality.
The GENOVATE Europe-wide consortium includes universities that have active national and institutional gender equality agendas.
The Women Platform is established in 2013. The first meeting was on June 20, 2013. The “Women Platform Coordinatorship Activity Program” includes the mission, vision, activities, Advisory Board and Steering Committee meeting documents…etc.The Women Platform has “working groups” at every Faculty aiming to strengthen the practices that provide gender equality both in the university and society. I am a member of “the Women Platform Advisory Board” and “the Working Group” at my Faculty. 
The “Technology Development Region” of the university has 46 research and development firms. 239 academics are working at these firms and 46 of them are academic women (19.24%). 
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