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Abstract: The research aims to analyze the differences between male and female 
employment in Turkey between 2007 and 2022. In this process, various variables are taken 
into account and the results are supported by TUIK (Turkish Statistical Institute) data. In this 
study, panel data of TUIK for the years 2007-2022 were used as the methodology. These data 
were analyzed using SPSS 22 and E-Views programs using Correlation, Anova, Independent 
Samples t test, Man-Whitney u test and Regression tests. At the end of the analysis, it was 
seen that there is a high degree of correlation between female and male employment and that 
there is a high level of difference in terms of employment in all female age groups. According 
to the regression analysis results, female employment grows by 0.28 units per year, while 
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male employment grows by 0.11 units per year.  This shows that female employment has 
been rising faster than male employment in recent years. 
 
Keywords: Female; Male; Employment; Gender; Inequality; Education; Discrimination. 
 
JEL Codes: C10, C51, J16, J21, K31. 
 
1. Introduction  
In many undeveloped, underdeveloped and developing countries of the world, there 
is little or no female employment. One of the most important factors affecting this 
situation is gender discrimination. When we look at the results of a study conducted 
by the World Labor Organization "ILO" in 2015, the labor force participation rate of 
men worldwide is 72% and the labor force participation rate of women is 46%. It is 
also emphasized that more than 50% of women all over the world are in idle labor 
force (Akdemir et al., 2019). 
Female employment refers to the participation of women in working life in a country 
or society. Although female labor force participation rate has increased worldwide 
in recent years, it is still seen that women face various difficulties in being employed 
in many countries (Korkmaz and Korkut, 2017). 
According to a survey conducted by TUIK (Turkish Statistical Institute), 49.9% of 
Turkey's population is women and 50.1% is men. When the results of the address-
based survey conducted by TUIK in 2022 were analyzed, it was determined that the 
female population was 42 million 575 thousand 441, while the male population was 
42 million 704 thousand 112. Considering these data, 49.9% of the total population 
in Turkey consists of women and 50.1% of the total population consists of men. In 
this research conducted by TUIK, it is detected that women live longer than men and 
the female population over 60 years of age is higher than the male population. When 
the research data of TUIK for 2022 are analyzed, it is determined that the rate of 
women aged 25 and above who have completed at least one level of education is 
87.3%. When this rate is analyzed by gender, it is concluded that the rate of women 
aged 25 and above who completed at least one level of education in 2008 was 72.6%, 
while the rate of men was 89.8%. Similarly, this rate was 87.3% for women and 
97.1% for men in 2021. Among women aged 25 and above, the rate of higher 
education graduates is 20.9%. It is also among the findings of this study that the 
proportion of the population aged 25 and over with higher education and faculty, 
master's and doctorate degrees in the total population was 9.8% in 2008 and 23.0% 
in 2021. When this rate is analyzed by gender, it is among the findings of the study 
that the proportion of women aged 25 and over with higher education degrees was 
7.6% in 2008, while the proportion of men was 12.1%.  This rate is determined as 
20.9% for women and 25.1% for men in 2021. The labor force participation rate of 
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women with higher education is 67.6%. According to the results of the household 
labor force survey, the labor force participation rate for those aged 15 and over was 
51.4% in 2021. This rate was realized as 32.8% for women and 70.3% for men. In 
2022, the research conducted by TUIK emphasizes that female employment is less 
than half of male employment. According to the results of the household labor force 
survey, the rate of employed people aged 15 and over in 2021 was 45.2%, while this 
rate was 28.0% for women and 62.8% for men [1]. 
Among the findings of the study, the highest employment rate was realized in TR21 
(Tekirdağ, Edirne, Kırklareli) region with 52.0% and the lowest employment rate 
was realized in TRC3 (Mardin, Batman, Şırnak, Siirt) region with 29.9%. The 
highest female employment rate was 36.8% in TR90 (Trabzon, Ordu, Giresun, Rize, 
Artvin, Gümüşhane), followed by TR82 (Kastamonu, Çankırı, Sinop) with 35.6% 
and TR83 (Samsun, Tokat, Çorum, Amasya) with 33.8%. The lowest female 
employment rate was realized in TRC3 (Mardin, Batman, Şırnak, Siirt) with 14.5%. 
This region is followed by TRC2 (Şanlıurfa, Diyarbakır) with 15.9% and TRB2 
(Van, Muş, Bitlis, Hakkari) with 19.6%. The highest male employment rate is 
realized in TR21 (Tekirdağ, Edirne, Kırklareli) region with 70.0%. This region is 
followed by TRC1 (Gaziantep, Adıyaman, Kilis) with 67.2% and TR52 (Konya, 
Karaman) with 67.1%. The lowest male employment rate was realized in TRC3 
(Mardin, Batman, Şırnak, Siirt) region with 46.7%. This region is followed by TRC2 
(Şanlıurfa, Diyarbakır) and TRB2 (Van, Muş, Bitlis, Hakkari) with 54.2%. The 
employment rate of women in the 25-49 age group with children under the age of 3 
in their households was 26.1%. Among the findings of the study, 67.5% of working 
women were satisfied with the time spent traveling to and from work. According to 
the Ministry of Foreign Affairs data, the rate of female ambassadors was 11.9% in 
2011 and 27.2% in 2022. The rate of male ambassadors was 88.1% in 2011 and 
72.8% in 2022. According to the data of the Grand National Assembly of Turkey, as 
of the end of 2022, the number of female deputies among 579 deputies is 100 and 
the number of male deputies is 479. The rate of female deputies in the parliament 
was 9.1% in 2007 and 17.3% in 2022. According to higher education statistics, the 
proportion of female professors in higher education was 27.6% in the 2010-2011 
academic year and 33.2% in the 2021-2022 academic year. While the proportion of 
female associate professors was 40.2% in the 2021-2022 academic year, the 
proportion of female lecturers was 50.8%. According to the 2022 Household Labor 
Force Survey, the proportion of women in senior and middle management positions 
in companies was 14.4% in 2012 and 20.7% in 2021. According to the results of the 
family structure survey, when the perceptions of individuals regarding women's 
work in 2021 are analyzed, the rate of those who think that it is valuable for women 
to work and contribute to social life is 82.6%, while this rate is 85.6% for women 
and 79.5% for men [2]. 
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The rate of women using the internet is 80.9%. This rate is lower than that of men. 
According to the results of the household information technologies utilization 
survey, the rate of Internet use by individuals in the 16-74 age group in 2022 is 
85.0%. This rate is 80.9% for women and 89.1% for men. The rate of women 
ordering or purchasing products over the Internet is 42.7%. According to the results 
of the household information technologies usage survey, the proportion of 
individuals aged 16-74 who ordered or purchased goods or services online for 
personal use was 46.2% in the twelve-month period covering April 2021 and March 
2022. According to gender, the rate of ordering or purchasing goods or services 
online was 42.7% for women and 49.7% for men. In line with this data, it shows that 
women are less likely to use technology and internet than men [2]. 
When the labor force participation rate is analyzed by education level, it is seen that 
women participate in the labor force more as their education level increases. The 
labor force participation rate of illiterate female labor force participants is 12.8%, 
while the labor force participation rate of female labor force participants with less 
than high school education is 25.3%. The labor force participation rate of female 
high school graduates is 32.5%, while the labor force participation rate of female 
vocational or technical high school graduates is 38.5%.  The labor force participation 
rate of female higher education graduates is 67.6% [2]. 
 
2. Literature studies in the field 
The importance of female employment in Turkey is expressed in many ways in the 
above-mentioned TUIK data for 2022. Women's participation in the labor force 
should never be ignored as a factor supporting economic growth and development 
(Gençtürk, 2022). Making full use of women's talents and potential increases the 
competitiveness of a country (Karaaslan and Tuncer, 2009). At the same time, the 
increased economic independence of women creates a more egalitarian structure in 
society and encourages women's social and political participation (Şahin and 
Bayhan, 2020). As women's access to education, health and job opportunities 
increases, productivity and labor productivity increase. This accelerates a country's 
economic development and provides a competitive advantage in the international 
arena. (Rauniyar and Kanbur, 2010). 
However, the data and results of many scientific studies conducted in recent years 
show that female employment still faces many obstacles (Sadi and Karatepe, 2021). 
One of the primary obstacles is discrimination based on gender inequality (Bardakçı 
and Oğlak, 2020). Discrimination against women by employers causes women to 
experience injustice in recruitment processes and promotions (Türeli and Dolmacı, 
2013; Okongwu, 2021). There are also structural problems, such as the fact that 
women are often directed to low-paid and precarious jobs (Sadi and Karatepe, 2021). 
In addition, gender roles such as housework and family responsibilities prevent 
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women from advancing in business life (Savaşkan, 2019; Ezzedeen and Ritchey, 
2009).  
There are various solutions to increase female employment (Hayrullahoğlu, 2020). 
At the beginning of these problems, the creation and implementation of gender 
equality laws should be considered as an important start (Artar and Fildiş, 2021). It 
is very important to make legal arrangements to prevent discrimination against 
women (Özçelik, 2016). In addition, providing training and professional 
development opportunities for women will also contribute to eliminating an 
important different problem (Can, 2019). Women's access to leadership positions 
should be facilitated and women's entrepreneurship should be supported (Şenel and 
Sevim, 2022). The rise of women to leadership positions will increase diversity in 
the business world and ensure that different perspectives are brought into business 
life (Terjesen, Sealy and Singh, 2009). Promoting flexible working models and 
sharing housework and childcare responsibilities among men is another factor that 
will help increase female employment (Tilev, 2018). Flexible working will allow 
women to better balance work and family responsibilities (Chung and Van Der 
Lippe, 2020).  
Female employment is an important issue that supports economic growth, promotes 
gender equality and empowers women (Yıldırım and Gül, 2021). In order to increase 
women's participation in the labor force, solutions such as gender equality laws, 
education and professional development opportunities, access to leadership 
positions, and sharing of household responsibilities should be implemented (Yıldız, 
2020). In this way, women will have access to more job opportunities and gain 
economic independence, creating a more socially egalitarian world (Aktaş, 2013). 
Giving women access to more job opportunities and gaining economic independence 
is a critical step towards achieving gender equality. This is an important development 
that will improve the overall well-being of not only individuals but also society 
(Kruk et al., 2018; Bayeh, 2016). The participation of more women in the labor 
market will also increase diversity and bring different perspectives to the business 
world. This will have an impact on making companies more innovative and effective 
(Teague, 2015). 
Problems encountered in the employment of women and men arise as a result of 
gender-based inequalities and social norms (Doğan and Piyal, 2017). When the 
findings and results of research and literature studies are examined; factors such as 
labor force participation rates, positions in the workplace, salary levels and career 
opportunities show that there are significant differences between women and men 
(Halaçlı and Orhan, 2022). Research and literature studies show that there are 
significant differences between women and men when examining labor force 
participation, positions in the workplace, salary levels and career opportunities. 
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These differences point to the existence of an important problem of gender inequality 
(Gould, Schieder and Geier, 2016). 
Inequalities in female and male employment have serious consequences at both 
individual and societal levels (Karatepe and Arıbaş, 2016). First, it is necessary to 
acknowledge the fact that women's participation in the labor force and economic 
independence increase the overall welfare of society (Korkmaz et al., 2013). The 
employment of women contributes to the labor force by supporting the economic 
growth of a country (Ak, 2021). It provides added value to the country's economy 
by ensuring the effective use of the country's resources (Düğer and İskender, 1999). 
In addition, when women and men have equal access to the labor force on the basis 
of equality, a society closer to the goal of gender equality is created (Nalbant and 
Korkmaz, 2019). 
However, there are many problems and barriers between male and female 
employment (Korkmaz and Korkut, 2017). In Turkey, women are often 
discriminated against in the hiring process and promotions (Bulut and Kızıldağ, 
2017). Gender-based discrimination and gender stereotypes limit women's 
promotion to high positions and career progression (Yavuz and Uzun, 2019). 
Moreover, while women usually work in low-paid jobs, men should be directed to 
positions with higher wages and better social security (Gültekin, 2022). This 
situation limits women's economic security and opportunities for advancement 
(Arkan and Murat, 2021). In addition, women have difficulty achieving work-life 
balance due to gender roles such as housework and family responsibilities (Bakıcı 
and Aydın, 2020). Support such as flexible working models, remote working 
opportunities and childcare services can help women achieve a better work-life 
balance. Furthermore, by questioning gender roles and adopting an egalitarian 
approach, women can progress further in business life (Chung and Van Der Lippe, 
2020). 
Several steps should be taken to find solutions to the problems in female and male 
employment. First, laws and policies that promote gender equality should be 
established and implemented (Artar and Fildiş, 2021).  Legal regulations should be 
made to prevent discrimination and gender equality principles should be adopted in 
workplaces (İleri, 2016). In addition, training and professional development 
opportunities for women should be provided (Bektaş and Kablan, 2023). Women's 
access to leadership positions should be facilitated and women's entrepreneurship 
should be supported (Sosyal, 2010). Work-life balance policies help employees to 
balance their work and family lives. Practices such as flexible working models, 
remote working opportunities and flexible working hours provide employees with 
more control and flexibility. This can increase the participation of women in the 
labor force (Shagvaliyeva and Yazdanifard, 2014; Doğrul and Tekeli, 2010). 
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Problems encountered in the employment of female and male workers should be 
recognized as a reflection of gender inequalities (Bal, 2014). Increasing women's 
participation in the labor force and improving women's economic security and social 
status should be realized through public action (Ağlı and Tor, 2016). Laws and 
policies that promote gender equality should ensure that women have equal 
opportunities in the workplace (Karatepe and Arıbaş, 2015). Policies for training and 
professional development opportunities, access to leadership positions and work-life 
balance should be developed and implemented (Güler, 2020). Solutions to help 
reduce inequalities in female and male employment should be developed and 
implemented urgently (Yerlikaya, 2022). However, it is more important to 
implement all these solutions together with raising social awareness and adopting a 
culture of gender equality (Doğan, 2013). Raising social awareness means raising 
awareness of gender equality. This can be achieved through education, campaigns, 
events, etc. It is also important that the media and other means of communication 
play a positive role in this regard (Wakefield, Loken and Hornik, 2010). 
 
Purpose 
The aim of this research is to determine the difference between female employment 
and male employment and to reveal the differences between genders. 
 
3. Method and Hypothesis 
The variables were determined for the period between 2007-2016. Panel data 
published by TUIK were evaluated within the scope of the study and adapted to the 
study and the study was carried out using different statistical analysis methods (Ayta 
et al., 2022). In addition, in the study, some statistical data of TUIK published after 
2016 were interpreted and results were obtained by evaluating them for the study. 
We proposed several testable hypotheses for a comprehensive examination of 
economic factors from a gender-focused perspective: 
First Hypothesis: Individuals' employment levels are determined by gender. 
Second Hypothesis: Individuals' employment levels are shaped by education. 
Third Hypothesis: Individuals' working hours are determined by gender. 
Fourth Hypothesis: There is a historical development in the employment levels of 
individuals. 
This study includes parametric tests and their application to understand whether there 
are differences between gender groups in terms of economic factors. General 
parametric tests are useful when comparing more than two independent samples. 
Parametric tests can be used to test whether such samples come from the same 
distribution. These tests are Correlation, Anova, Independent Samples T Test, Man-
Whitney U Test and Regression analyses. Statistical analysis of the application data 
in this article was performed with SPSS and Eviews software. 
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3.1. Data analysis 
The data obtained from this research were analyzed with SPSS and E-Views 
programs. Correlation, Anova, Independent Samples T Test, Man-Whitney U Test 
and Regression analyses were performed on the data obtained. 
 
3.2. Research hypotheses 
H1: There is no relationship between variables.  
H2: There is no difference in age groups according to gender.  
H3: There is no difference in education groups according to gender.  
H4: There is no difference in actual working hours by gender.  
H5: There is no difference in insurance enrollment by gender.  
H6: Female employment does not differ by years.  
H7: Male employment does not differ by years. 
 
4. Application and analysis 
4.1. Correlation analysis 
H1: There is no relationship between variables. 
There is a very high degree of correlation between female and male employment 
data. 
 

Table 1 Correlation analysis 
 MAN WOMAN 

MAN 1 0.988 
WOMAN 0.9885 1 

Source: author’s own computation based on the study data 
 
H2: There is no difference in age groups according to gender.  
It was aimed to examine whether there are employment differences between men 
and women in each of the different age groups. The significant value of all analyses 
is less than the rejection level of 0.05. Accordingly, there is a difference by gender 
in all age groups. 
 

Table 2 Differences in employment by gender in age groups Anova 

  Sum of 
Squares df Mean Square F Sig. Difference 

15-
19 

Between 
Groups 1411398,450 1 1411398,450 1003,677 ,000 Higher in men 

 Within 
Groups 25312,100 18 1406,228    

 Total 1436710,550 19     
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20-
24 

Between 
Groups 2295031,250 1 2295031,250 227,278 ,000 Higher in 

women 

 Within 
Groups 181762,500 18 10097,917    

 Total 2476793,750 19     
25-
29 

Between 
Groups 11119878,450 1 11119878,450 1789,544 ,000 Higher in men 

 Within 
Groups 111848,500 18 6213,806    

 Total 11231726,950 19     
30-
34 

Between 
Groups 13959534,050 1 13959534,050 431,605 ,000 Higher in 

women 

 Within 
Groups 582178,900 18 32343,272    

 Total 14541712,950 19     
35-
39 

Between 
Groups 11178115,200 1 11178115,200 326,575 ,000 Higher in 

women 

 Within 
Groups 616109,600 18 34228,311    

 Total 11794224,800 19     
40-
44 

Between 
Groups 8856474,050 1 8856474,050 263,297 ,000 Higher in 

women 

 Within 
Groups 605463,700 18 33636,872    

 Total 9461937,750 19     
45-
49 

Between 
Groups 6377721,800 1 6377721,800 280,694 ,000 Higher in men 

 Within 
Groups 408982,400 18 22721,244    

 Total 6786704,200 19     
50-
54 

Between 
Groups 3147417,800 1 3147417,800 125,003 ,000 Higher in 

women 

 Within 
Groups 453219,000 18 25178,833    

 Total 3600636,800 19     
55-
59 

Between 
Groups 1151520,050 1 1151520,050 90,871 ,000 Higher in men 

 Within 
Groups 228096,900 18 12672,050    

 Total 1379616,950 19     
60-
64 

Between 
Groups 384199,200 1 384199,200 65,575 ,000 Higher in men 
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 Within 
Groups 105460,000 18 5858,889    

 Total 489659,200 19     

65+ Between 
Groups 386420,000 1 386420,000 238,799 ,000 Higher in men 

 Within 
Groups 29127,200 18 1618,178    

 Total 415547,200 19     
Source: author’s own computation based on the study data 

 
H3: There is no difference in education groups according to gender.  
It was aimed to examine whether there are employment differences between men 
and women in different education groups. According to the results of the analysis, 
the significant value is less than 0.05 only in the primary school group. Accordingly, 
while there is a difference in the level of employment by gender in the primary school 
group (higher in men), there is no difference by gender in other education groups. 
 

Table 3 Employment differences in education groups by gender - Man Whitney 

 Mann-
Whitney U 

Wilcoxon 
W Z Asymp. Sig. 

(2-tailed) 

Exact Sig. 
[2*(1-tailed 

Sig.)] 
Illiterate 35,000 90,000 -1,134 ,257 ,280 
Literate but not 
graduated from a 
school 

24,000 79,000 -1,965 ,049 ,052 

Primary School 13,000 68,000 -2,797 ,005 ,004 
Secondary school or 
equivalent vocational 
school 

30,000 85,000 -1,512 ,131 ,143 

General high school 47,000 102,000 -,227 ,821 ,853 
High school 
equivalent vocational 
school 

28,000 83,000 -1,663 ,096 ,105 

College or faculty 36,000 91,000 -1,058 ,290 ,315 
Elementary education 30,000 85,000 -1,512 ,131 ,143 

Source: author’s own computation based on the study data 
 
H4: There is no difference in actual working hours by gender.  
It was aimed to examine whether there are employment differences between men 
and women according to the actual working hours. According to the results of the 
analysis, the significant value is greater than 0.05 only in the 17-35 hours group. 
Accordingly, there is no difference between men and women in terms of actual 
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working hours in the 17-35 hours group, while all other groups differ in actual 
working hours by gender. 
 

Table 4 Employment differences in actual working hours by gender - Independent 
Samples T Test 

 

Levene's 
Test for 

Equality of 
Variances 

t-test for Equality of 
Means  

F Sig. t df 
Sig. 
(2-

tailed) 
Difference  

Not 
working 

Equal 
variances 
assumed 

,213 ,650 11,047 18 ,000 Higher in men  

Equal 
variances not 

assumed 
  11,047 17,989 ,000   

1-16 

Equal 
variances 
assumed 

1,314 ,267 -3,311 18 ,004 Higher in men  

Equal 
variances not 

assumed 
  -3,311 16,743 ,004   

17-35 

Equal 
variances 
assumed 

1,745 ,203 ,309 18 ,761 No difference  

Equal 
variances not 

assumed 
  ,309 17,121 ,761   

36-39 

Equal 
variances 
assumed 

5,732 ,028 7,016 18 ,000 Higher in 
women 

 

Equal 
variances not 

assumed 
  7,016 12,046 ,000   

40 

Equal 
variances 
assumed 

2,255 ,151 9,352 18 ,000 Higher in 
women 

 

Equal 
variances not 

assumed 
  9,352 16,148 ,000   
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41-49 

Equal 
variances 
assumed 

9,737 ,006 11,738 18 ,000 Higher in 
women 

 

Equal 
variances not 

assumed 
  11,738 11,402 ,000   

50-59 

Equal 
variances 
assumed 

12,656 ,002 21,724 18 ,000 Higher in men  

Equal 
variances not 

assumed 
  21,724 11,812 ,000   

60-71 

Equal 
variances 
assumed 

3,093 ,096 50,640 18 ,000 Higher in men  

Equal 
variances not 

assumed 
  50,640 12,091 ,000   

72+ 

Equal 
variances 
assumed 

6,011 ,025 22,685 18 ,000 Higher in men  

Equal 
variances not 

assumed 
  22,685 9,734 ,000   

Source: author’s own computation based on the study data 
 
H5: There is no difference in insurance enrollment by gender.  
It was aimed to examine whether there are employment differences between men 
and women according to insurance enrollment status. According to the results of the 
analysis, since the significant value is less than 0.05 in both registered and 
unregistered groups, gender makes a difference according to insurance registration 
status. 
 

Table 5 Employment differences in actual working hours by gender - Independent 
Samples T Test 

 Sum of 
Squares df Mean Square F Sig. Difference 

Unenrolled 

Between 
Groups 77240220,800 1 77240220,800 11,572 ,003 Higher in 

men 
Within 
Groups 120143089,400 18 6674616,078    

Total 197383310,200 19     
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Enrolled 

Between 
Groups 157573752,200 1 157573752,200 29,940 ,000 Higher in 

men 
Within 
Groups 94734000,800 18 5263000,044    

Total 252307753,000 19     
Source: author’s own computation based on the study data 

 
H6: Female employment does not differ by years.   
According to the regression analysis, female employment has increased over the 
years and each year has been 0.28 units higher than the previous year. 
 

Table 6 Female Employment Regression 
Dependent Variable: YEAR   
Method: Least Squares   
Date: 04/16/17   Time: 21:14   
Sample: 2007 2016   
Included observations: 10   

     
     

Variable Coefficient Std. Error t-Statistic Prob.   
     
     

WOMAN 0.284636 0.013597 20.93302 0.0000 
     
     

R-squared -9869.429586     Mean dependent var 2011.500 
Adjusted R-squared -9869.429586     S.D. dependent var 3.027650 
S.E. of regression 300.7972     Akaike info criterion 14.34539 
Sum squared resid 814310.4     Schwarz criterion 14.37565 
Log-likelihood -70.72694     Hannan-Quinn criterion 14.31220 
Durbin-Watson stat 0.113977    

     
Source: author’s own computation based on the study data 

 
H7: Male employment does not differ by years. 
According to the regression analysis, male employment has increased over the years 
and each year has been 0.11 units higher than the previous year. 
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Table 7 Male employment regression 
Dependent Variable: YEAR   
Method: Least Squares   
Date: 04/16/17   Time: 20:38   
Sample: 2007 2016   
Included observations: 10   

     
     

Variable Coefficient Std. Error t-Statistic Prob.   
     
     

MAN 0.117136 0.002871 40.80025 0.0000 
     
     

R-squared -2636.316152     Mean dependent var 2011.500 
Adjusted R-squared -2636.316152     S.D. dependent var 3.027650 
S.E. of regression 155.4844     Akaike info criterion 13.02561 
Sum squared resid 217578.6     Schwarz criterion 13.05587 
Log-likelihood -64.12804     Hannan-Quinn criterion 12.99241 
Durbin-Watson stat 0.136295    

     
Source: Author’s own computation based on the study data 

 
5. Discussion 
In assessing the employment status of women and men, it should be noted that 
women's secondary labor force status in the labor market is reinforced by the 
traditional division of labor, where it is women's duty to do housework and raise 
children, and men's duty to earn a living by working outside the home. This division 
of labor began to change with the "Industrial Revolution" and a new era began with 
the migration of the idle female labor force to the cities and their participation in the 
labor market as labor force (Mammen and Paxson, 2000). In addition, low wages, 
poor and prolonged working conditions have made women's working lives difficult 
(Bergman and Gillberg, 2015). World War II enabled women to take part in working 
life more intensively and women have existed and continue to exist despite the 
difficulties they face in working life until today. In this study, the differences 
between male and female employment in Turkey are evaluated in terms of some 
variables such as age, gender inequality, actual working hours and education 
(Blundell, Costa Dias, Joyce and Xu, 2020). 
In the study, while there are employment differences by gender in the primary school 
group, this difference disappears in other education groups. This shows that gender-
based inequalities start at an early age and that education increases women's labor 
force participation (Østergaard, Timmermans and Kristinsson, 2011). 
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There is a positive relationship between women's position in society, their level of 
education, their entry into the labor market and their income. Women with low levels 
of education and lacking the qualifications required by the labor market are usually 
employed in the labor market in informal, part-time or temporary jobs (Gámez and 
Angeles, 2021). 
According to the results of TUIK, Household Labor Force Survey, the labor force 
participation rate among the population aged 15 and over in Turkey in 2015 was 
71.6% for men and 31.5% for women, while the OECD average for women's labor 
force participation rate was 51.6%. According to the results of TUIK, Household 
Labor Force Survey; when the labor force participation rate by education level in 
2017 is analyzed; it is seen that women participate in the labor force more as their 
education level increases. The labor force participation rate of illiterate women is 
15.9%, while the labor force participation rate of women with less than a high school 
education is 27.7%.  Turkey ranked 131st among 144 countries in the Global Gender 
Inequality Index 2017 (TUIK, 2016). This situation reveals gender inequality in 
employment. It is important to reduce gender-based employment disparities (TUIK, 
2023). 
The effects of gender inequality are first seen in the restriction of women's education. 
Due to the duties imposed on women by society, girls are removed from the field of 
education at an early age and start to deal with domestic work (Ali et al., 2011). Men 
receive more education than girls. In 2016, 49.8% of Turkey's population was 
women, and while 75% of this population was employable, only 32.9% were in the 
labor force and 28% were employed (Öztürk and Nurdoğan, 2021). While female 
employment in the industrial sector was 13.3% in 2002, it increased to 15.5% in 
December 2015 and decreased to 15.2% in December 2016 (Kutluay Şahin, 2022). 
According to TUIK 2020 data, the labor force participation rate of illiterate women 
was 12.4 %, the labor force participation rate of women with less than high school 
education was 24.1 %, and the rate of women in senior and middle management 
positions in companies was 19.3 % in 2020. According to the results of the "Women 
in Statistics 2021" study by the Turkish Statistical Institute (TUIK), the employment 
rate of women is less than half of that of men. In 2020, the proportion of employed 
people aged 15 and over in Turkey was 42.8%, compared to 26.3% for women and 
59.8% for men.  In 2020, the pandemic caused a decrease in female and male labor 
force participation rates in all education levels.  Inequalities in factors such as labor 
force participation rates, employment conditions and career opportunities clearly 
show the relationship between female and male employment (TUIK, 2022a). 
According to the 2021 Global Gender Gap Report prepared by the World Economic 
Forum (WeForum), Turkey ranked 133rd among 156 countries. According to the 
report, the areas in which Turkey is furthest away from equality were identified and 
it was revealed that the labor force participation rate of women is 38.5% and 78% 



 
 

  
 

Korkmaz, M., Yücel, A.S., Gümüşdağ, H., Aytaç, A., Düz, O., (2024) 
Analysis of the Differences Between Female and Male Employment in Türkı̇ye with Different Variables 

 
  

Studia Universitatis “Vasile Goldis” Arad. Economics Series Vol 34 Issue 3/2024 
ISSN: 1584-2339; (online) ISSN: 2285 – 3065 
Web: publicatii.uvvg.ro/index.php/studiaeconomia. Pages 1-25 

 

16 

for men, 16% of senior officials and managers are women and 84% are men, and the 
estimated income earned by women is 45% of that of men (World Economic Forum, 
2017).   
According to the data of the General Directorate of Labor, 2020, the proportion of 
women in senior decision-making positions within the bureaucracy is quite low. In 
the bureaucracy, 88.62% of senior managers are men and 11.38% are women. In 
other words, 534 of the 4690 total senior employees are women, while 4156 are men 
(Sar, 2021). 
In the 2023 Global Gender Inequality Report by the World Economic Forum, 
Azerbaijan, Tajikistan and Turkey are ranked the lowest. In ministerial positions, 
50% or more of ministers are women in 11 out of 146 countries, led by Albania, 
Finland and Spain. However, 75 countries have 20% or fewer women ministers. 
Moreover, in populous countries such as India, Turkey and China, the proportion of 
ministers is less than 7% (World Economic Forum, 2023). 
The study found that gender makes a difference according to insurance enrollment 
status. In their study, they stated that women who are not considered as insured under 
Law No. 5510 are less likely to benefit from the positive discrimination practices 
being implemented. They also stated that the situation of women working without 
insurance is more important than the rate of unregistered work and that there is a 
need to develop policies to protect women who work unregistered and cannot be 
considered insured (Erikli, 2020). 
According to the regression analysis, female employment grows by 0.28 units per 
year, while male employment grows by 0.11 units per year. This finding indicates 
that female employment grows faster than male employment. Eurostat 2006-2018 
data show that although the gap between the employment rate of women and men in 
Turkey is very high, the female employment rate has gradually increased in recent 
years: From 24 percent in 2006 to 28 percent in 2010, 32.5 percent in 2015 and 35.2 
percent in 2018. This means an increase of 41 percent in the last 10 years. The rate 
of increase in the last 12 years is 47%. According to Eurostat data, the gap between 
male and female employment rates has widened in Turkey and the gap in Turkey is 
almost double that of the nearest country. In the 28 countries of the European Union 
(EU), the gap was 12% on average in 2018, while in Turkey it increased to 41% 
(Çetin and Sevüktekin, 2014). 
Although great progress has been made in eliminating gender inequality in Turkey 
since the 2000s, it is difficult to say that there has been significant progress in this 
area. According to TUIK, Labor Force Statistics 2014-2020 unemployment rates for 
women over the age of 15, the unemployment rate was 11.9% in 2014 and 
approximately 16% in 2020. The unemployment rate has increased with each passing 
year. According to The World Economic Forum (WEF), Global Gender Gap Report 
2021, the region where inequality has decreased the most is Western Europe with 
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77.6%, while the region where inequality has decreased the least is the Middle East 
and North Africa region, which includes Turkey, with 60.9% (Korkmaz and Korkut, 
2012). 
According to the results of TUIK, Household Labor Force Survey, the proportion of 
employed people aged 15 and over in 2021 was 45.2%. This rate was 28.0% for 
women and 62.8% for men. The rate of women ambassadors was 27.2%, women 
MPs 17.3% and women in managerial positions 20.7%. As of 2018, Turkey ranked 
69th among 160 countries in the GEI, one of the indices published annually by 
UNDP and one of the main indicators of human development. It is vital to take the 
necessary policy steps to raise Turkey's ranking in the GEI, which is calculated on 
the basis of reproductive health, women's empowerment and economic activities 
(TUIK, 2022b). 
 
6. Conclusions 
There is a high correlation between female and male employment and gender-based 
inequalities affect both genders. These data provide a strong basis for the 
development and implementation of gender equality policies. Reducing inequalities 
between female and male employment is important for a fairer society and a more 
sustainable economy. Inequalities in factors such as labor force participation rates, 
employment conditions and career opportunities clearly show the relationship 
between female and male employment. These data show that female and male 
employment are mutually influencing factors and that gender-based inequalities 
affect both genders. Increased female employment supports economic growth and 
social development, while male employment is important for providing economic 
security and supporting their families. Reducing the gap between female and male 
employment is seen as a critical step in achieving the goal of gender equality. This 
correlation data provides an important basis for societies and governments to develop 
and implement gender equality policies. To increase labor force participation, it is 
necessary to provide training and professional development opportunities for 
women, facilitate women's access to leadership positions and prevent gender-based 
discrimination. At the same time, men need to share family responsibilities and 
ensure work-life balance.  
There is a gender gap in employment in all age groups. Inequalities between female 
and male employment start at a young age and continue into old age. This is a result 
of gender-based discrimination and social norms. Among young people, men 
generally have higher employment rates, while women are more likely to be directed 
to precarious and low-paid jobs. Gender stereotypes influence career choices and 
education preferences. Women are often concentrated in the service sector, in areas 
such as health and education, while men are more attracted to sectors such as 
technical, engineering or finance. In the middle age group, the employment gap 
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between women and men becomes more pronounced, often due to household and 
family responsibilities. Women are forced to leave the labor force or opt for part-
time work due to obligations such as childcare and housework. This has a negative 
impact on women's career progression and employment rates. In old age, men 
generally have higher labor force participation rates than women. This is influenced 
by many factors, such as men's longer working hours, different retirement ages and 
differences in social security systems. It is crucial to implement gender equality 
policies in order to reduce the disparities in female and male employment in all these 
age groups. Steps such as breaking gender stereotypes in education, preventing 
discrimination in the workplace, promoting flexible working models and sharing 
housework and family responsibilities among men should be taken. This will reduce 
gender-based employment gaps across all age groups and create a fairer labor 
market. 
While there is a gender difference in the level of employment in the primary school 
group (higher in men), there is no gender difference in other education groups. This 
difference in employment shows that gender-based inequalities start at an early age. 
This is influenced by factors such as social norms, gender roles and educational 
choices. While boys of primary school age can generally have higher levels of 
employment, girls tend to be more involved in domestic responsibilities. This is a 
reflection of gender stereotypes in society, where women are more associated with 
housework and care work and men are more focused on working life. However, 
gender-based employment differences disappear in other education groups. There is 
no significant difference in employment rates between men and women with 
secondary, high school and university education. In these periods, educational 
attainment and skills become important factors affecting labor force participation, 
while the effect of gender on labor force participation decreases. While there are 
employment differences by gender in the primary school group, this difference 
disappears in other education groups. This shows that gender-based inequalities start 
at an early age and that education increases women's labor force participation. 
Reducing gender-based employment gaps requires raising awareness of gender 
equality, providing equal educational opportunities, a fairer labor market and 
breaking gender stereotypes. 
While there is no difference between men and women in terms of actual working 
hours in the 17-35 hours group, all other groups differ in terms of actual working 
hours by gender. While there is no difference in actual working hours by gender in 
the 17-35 hours working hours group, there are differences between men and women 
in other working hours groups. This shows the impact of gender-based inequalities 
in the labor market. For a more egalitarian labor market, it is important for employers 
to provide flexibility, encourage equal job sharing and pay attention to work-life 
balance. However, other working hours groups differ in actual working hours by 
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gender. This shows that differences in working hours have gender-based effects. In 
other working hours groups, women are generally observed to have lower actual 
working hours, while men are observed to work longer hours. This difference also 
shows that it may be caused by various factors. Gender roles, family responsibilities, 
work-life balance and unequal work sharing all play a role. Women generally spend 
more time on domestic responsibilities, such as household chores and childcare. This 
prevents or discourages women from working full-time or long hours. Men, on the 
other hand, are generally expected to work more hours and focus more on their 
careers. These differences arise as a result of gender-based inequalities and point to 
gender-based discrimination in the labor market. Women demand shorter working 
hours or more flexible working models, employers need to be more sensitive to this 
issue and policies and practices need to be improved to ensure work-life balance.  
Gender creates a difference according to insurance enrollment status. This leads to 
discussions on gender-based discrimination and inequality in some types of 
insurance. Regulations and policies on gender-based insurance differences should be 
made in line with the goal of gender equality and steps should be taken to prevent 
gender-based discrimination. Insurance systems use gender-based statistics and risk 
assessments to determine factors such as premiums and policy conditions. This 
means that gender affects insurance premiums and coverage. Insurance companies 
use gender-based statistics to assess the different risk profiles between men and 
women. For example, in some health insurance policies, women may pay higher 
premiums due to factors such as fertility and gynecological health, while men pay 
lower premiums. Similarly, car insurance premiums may also differ depending on 
gender. This is because men are considered to be at higher risk based on traffic 
accident statistics. This leads to discussions on gender-based discrimination and 
inequality in insurance systems. In some countries, regulations have been made to 
legally abolish or limit gender-based premium differences. However, in some 
countries, insurance companies are given the freedom to take gender differences into 
account. There is a gender gap according to insurance enrollment status. Insurance 
systems set premiums and coverage based on gender-based statistics and risk 
assessments.  
According to the regression analysis, female employment grows by 0.28 units per 
year, while male employment grows by 0.11 units per year. This shows that female 
employment grows faster than male employment.  This finding suggests that female 
employment is growing faster than male employment. These data show that there is 
a positive trend in women's labor force participation and gender-based employment 
gaps tend to decrease. The faster growth in female employment compared to male 
employment is due to several factors. Increases in women's educational attainment 
may have increased their labor force participation, giving them access to more 
employment opportunities. At the same time, increased awareness and policies 
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towards gender equality in society and the business world may have supported 
women's labor force participation and provided equal opportunities. The rapid 
growth of women's employment brings many economic and social benefits. 
Increased female labor force participation supports economic growth and increases 
the competitiveness of the country. Increased economic independence of women 
positively affects the welfare of families and social development. Moreover, 
ensuring gender equality is important for a fairer social structure and transformation 
of gender norms. According to the results of the regression analysis, female 
employment grows faster than male employment each year. This finding indicates a 
positive trend in women's labor force participation and a decline in gender-based 
employment gaps. Increasing female employment supports economic growth and is 
an important step towards gender equality and social transformation. These data 
suggest that policies and measures should be further developed to reduce gender-
based employment gaps. 
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