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PREFACE

The long-standing collaboration between the Turkish 
Statistical Institute (TURKSTAT) and
International Labour Organization (ILO) reached a 
new momentum by the cooperation
protocol signed in January 2020 which has set out a 
joint work to calculate the Gender Wage
Gap on the purpose of providing factual data to 
improving the working conditions of women
under the “More and Better Jobs for Women 
Programme.” This report is a product of
intensive work of six months under that protocol.

This study aimed to develop a new methodology to 
officially calculate the Gender Wage Gap
in Turkey, and relied on various data sources including 
Household Labour Force Survey
(HLFS), Structure of Earnings Survey (SES) and 
administrative records.

Considering Goal 5: Gender Equality, Goal 8: Decent 
Work and Economic Growth and Goal
10: Reduced Inequalities of the Sustainable 
Development Agenda, it can modestly be argued
that the work and final report cast light on important 
data needs.

Based on the cooperation protocol between 
TURKSTAT and ILO Office for Turkey, this report
calculates the Gender Wage Gap by a new approach 
using various data sources.

Working with a consultant academician under the 
protocol, experts from TURKSTAT and ILO
Office for Turkey engaged in exploratory work for 
calculating the Gender Wage Gap by
household-based data sources. The indicator was 
calculated by the results of the Income and
Living Conditions Survey. The gender wage gap was 
evaluated with various breakdowns and
factor-weighted assessment by using this data set. 
The report also includes an indicator
calculated for the “Motherhood Wage Gap”, an 
important concept in the literature. The new
approach to calculation takes due note of 
international methodological developments,
recommendations of the Statistical Office of the 
European Union (Eurostat), and country
practices. 

The Turkish Statistical Institute, in partnership with 
the ILO Office for Turkey, reveals the

The calculation of Gender Wage Gaps is highly 
important in that it allows capturing the
current situation on inequalities at work, and 
monitoring and evaluating the evolution and
improvement by sector, occupation, educational level 
and similar factors.

The Gender Wage Gap (GWG) is defined as the 
difference between wages of women and
men divided by men’s wages. It is a measure of 
wages inequality between employed men
and women in the labour market.

The Gender Wage Gap is calculated currently using 
the data from the Structure of Earnings
Survey which covers wage employees in enterprises 
with 10 or more employees in certain
sectors (excluding agriculture, forestry and fisheries; 
public administration and defense; and
compulsory social security). Therefore, using 
enterprise-based data sources and household
surveys including other types of employment and just 
as being observed in other country
instances in addition to the Structure of Earnings 
Survey is important in understanding the
Gender Wage Gap.

current situation in Gender Wage Gap relying on the 
existing surveys in order to inform and
guide policy-making in Turkey to reduce Gender Pay 
Gap.

In closing, I do hope that this work will be beneficial 
to decision-makers, researchers and
other users, and extend my special thanks to all those 
who contributed.

Muhammed Cahit ŞİRİN
Acting President

Turkish Statistical Institute
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“Gender wage gap” has been a fundamental area 
of concern across the world ever since the day 
women entered the labour force. The issue has 
always been an important part of the International 
Labour Organization’s (ILO) agenda, which seeks to 
prevent discrimination and establish equality in the 
workplace for more than a century. In this context, 
the principle of “equal pay for equal work” was 
adopted in the Conference of the ILO in 1951 by the
representatives of member states, workers’ and 
employers’ organizations, and became a labour
standard enshrined in the ILO Equal Remuneration 
Convention, 1951 (No. 100).1

From the perspective of the ILO, which works 
for making universal peace a possibility through 
maintaining social justice at the global level, all 
inequalities, including the gender wage gap, 
are fundamental obstacles to achieving a better 
and more sustainable future. The “ILO Centenary 
Declaration for the Future of Work” adopted at the 
International Labour Conference in 2019, declares 
that it is imperative to act urgently with all the parties 
to shape a fair,
inclusive and secure future of work with decent work 

cooperation protocol was signed between the ILO 
Office for Turkey and the Turkish Statistical Institute
(TURKSTAT) in January 2020 with the intention of 
measuring and presenting the gender wage gap in 
Turkey in a comprehensive manner using alternative 
data sources and the report presented here is 
prepared. The measurement of gender wage gap 
based on TURKSTAT Income and Living Conditions 
Survey dataset is presented here .

An important source of inspiration for the preparation 
of this report is the “Global Wage Report 2018/19” 
published by the ILO with the theme of “What Lies 
Behind Gender wage gaps”.3 The report reminds 
us once again that despite the major steps taken 
to reduce gender wage gap over the last century, it 
still remains to be an important unresolved issue of 
the 21st century.4 Another emphasis of this report 
is the “motherhood wage gap”5, defined as the gap 
between the wages of mothers and non-mothers. 
The report demonstrated once again the importance 
of comprehensive research and statistical studies in 
paving the way for elimination of the gender wage 
gap.

for all. Along the same vein, it is also emphasized that 
it is the joint responsibility of governments and social 
partners to ensure equal wage for equal work for 
women and men and promotion of gender equality 
at workplace. Elimination of wage inequalities also 
continue to be one of the fundamental items on the
international agenda as well. Sustainable 
Development Goal 8 Decent Work and Economic
Growth sets forth a broad framework that also 
covers “equal pay for work of equal value”. To this 
end, governments on global scale demonstrated 
their willingness to mitigate gender wage gap by 
2030 by agreeing to make efforts and maintain their 
cooperation on a high level.2

As part of the “More and Better Jobs for Women” 
Programme, implemented with the financial support 
of Sweden, which aims to increase the number of 
women working in decent jobs in Turkey, the ILO 
Office for Turkey carries out a series of activities to 
raise awareness about and provide possible solutions 
to gender wage gap problem for public institutions, 
workers’ and employers’ organizations and civil 
society organizations. Within this framework, a

This report titled “Measuring The Gender Wage Gap”, 
prepared with the prolific cooperation between 
the ILO Office for Turkey and TURKSTAT, identifies 
the current state of the problem in Turkey with an 
intention to contribute to the policy development 
targeted at eliminating the gender wage gap.

I hope that this report contributes to the total 
establishment of “equal pay for work of equal 
value” as a fundamental human right and a global 
goal in Turkey, and helps Turkey to stand out in 
the international arena with regards to this issue. I 
would like to thank everyone who contributed to 
preparation of this report.

1 This Convention based on the “Declaration on Fundamental Principles and Rights at Work” adopted in 1998, has been recognized  as one of the 
8 core ILO conventions on work conditions and globally accepted fundamental human right.
2 Equal Pay International Coalition (EPIC) established by the representatives of governments, workers’ and employers’ organizations, private 
sector, civil society organizations and academia under the leadership of ILO, UN Women and OECD contributes to accelerate the efforts for that 
purpose.

3 https://www.ilo.org/wcmsp5/groups/public/---dgreports/---dcomm/---publ/documents/publication/wcms_650553.pdf
4 According to this research based on a factor-weighted measurement methodology developed by ILO covering 70 countries across the world 
corresponding to 80% of the paid workers in the world, the average gender wage gap at the global level was at 21.4%, while the corresponding 
figures were, 5.7% in Sweden, 7.8% in Romania, 9.6 in France, 14.3% in Italy and 12.9% in Turkey.
5 The motherhood wage gap is 7.7% in Brazil, 10.4% in China, 14.7% in Russia, however this figure is high as 29.6% in Turkey.

PREFACE

Numan ÖZCAN
Director

ILO Office for Turkey
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This report, prepared through the cooperation protocol signed between the 
Turkish Statistical Institute (TURKSTAT) and the ILO Office for Turkey in January 
2020, presents measures of the gender wage gap and the motherhood wage 

gap in Turkey using alternative data sources.

The report contains information on the following:

• Gender wage gap calculated using data obtained from the Income and 
Living Conditions Surveys in Turkey,

• Alternative definitions and measures of gender wage gaps,

• The significance of measuring gender wage gaps,

• A comparison of alternative data sources according to content 
and wage definitions.

This report has been prepared by the working group established within the framework of the
cooperation protocol signed between the Turkish Statistical Institute (TURKSTAT) and the ILO Office for 
Turkey.

Among TURKSTAT representatives included in the work group, particularly Ş. Şenol Bozdağ, Hüseyin 
Tancan Kale and Şebnem Beşe Canpolat, Aslıhan Kabadayı, Asila Koçak and Gözde Nur Dinarcan made 
valuable contributions to this study. Moreover, Ahmet Osmanlı, Alper Dağ, Gökay Fatma Bostancı, Serhan 
Avcı, Mehmet Akif Davarcı, Yakut Yüksel, Işıl Durmuş, who participated in all working meetings during 
research phase supported the research with their valuable ideas and opinions; Ebru Özberk Anlı, Dr. Luis 
Pinedo Caro and Dr. Emel Akalın from the ILO Turkey Office in addition to Associate Professor Emel Memiş 
of Department of Economics of Ankara University contributed to research conduct and reporting.
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MAIN
POINTS

6 Calculations do not include the self-employed, employers or unpaid family workers.

15.6 

6 %

Gender wage gap increases with age. While the figure is low (3.8%) at the beginning of working life, it 
rises significantly (25.9%) in 40s, and remains high at later ages.

40

%25.9%3.8

The headline gender 
wage gap measure is in 2018 In 2018, the highest gender wage gap is observed 

(38.6%) among wage workers with elementary 
or less education and the lowest (15.8%) among 
workers with a tertiary education and higher.

Gender wage gap is much smaller in formal 
employment (i.e. with social security) (11.5%) 
than that of informal workers without social 
security) (24.2%).

Motherhood 
wage gap is

%11; 

and the gap between 
working mothers and 
fathers is even
larger at 

%19 
against mothers.

%38.6

%11.5

%15.8

%24.2

%19%11

%21.1 
in 2018

The factor-weighted 
gender wage gap, 

calculated to isolate 
gender wage gap 

from biases that 
may arise due to 

domination of 
women and men in 
certain sectors and

educational 
attainment, on 

average is

elementary or less education

formal employment

tertiary education and higher

informal workers without social 
security

The calculations in this section 
were made using data from the 
Income and Living Conditions 
Survey as of 2015-2018.
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DEFINITIONS

Gender wage gap: The Gender wage gap measures the gap between the average 

wage level of all women and all men working in the labour market for a salary, hourly 

or daily wage. This gap is not the wage gap between a man and a woman with the 

same observable characteristics, doing the same work; it is the difference between 

the average wage levels of all working women and men.

Factor-weighted gender wage 

gap:  Depending on different 

characteristics such as education 

level, age, and different working 

patterns of women and men 

like the sector of employment 

(public-private), the labour force 

participation or the jobs employed

show segregated structure by 

gender. Such segregation may 

result in undesirable biased 

outcomes on the average value, 

based on which the wage gap 

is calculated. To eliminate such 

biases the factor-weighted 

wage gap was developed by the 

International Labour Organization 

as a complementary measure to 

the simple wage gap measure.

Motherhood wage gap: The 

motherhood wage gap is the 

average wage gap between

mothers and non-mothers. 

An alternative measure for 

motherhood wage gap is

calculated as the wage gap 

between working mothers’ and 

fathers.

WHY IS THE 
MEASUREMENT OF 
GENDER WAGE GAP 
IMPORTANT?

The ILO Equal Remuneration Convention, 1951 (No. 100) stipulates that men 

and women should have equal remuneration and social rights for work of equal 

value. This is one of the fundamental conventions of the International Labour 

Organization and was adopted by the ILO on 6 June 1951. This convention was 

ratified by Turkey on July 19, 1967 and became effective since then. Article 1 of 

the Convention includes the term “Equal remuneration for men and women 

workers for work of equal value”.

The United Nations Convention on the Elimination of All Forms of 

Discrimination against Women (CEDAW) of 19 December 1979 was ratified 

by Turkey on 24 July 1985. States Parties to CEDAW recognize “the right to 

equal remuneration, including benefits, and to equal treatment in respect 

of work of equal value, as well as equality of treatment in the evaluation 

of the quality of work” and are obliged to eliminate discrimination against 

women in the field of employment in order to ensure, on a basis of equality of 

men and women, the same rights (Article 11, 1/d).

Article 10 of the Constitution of the Republic of Turkey states that all individuals 

are equal without any discrimination before the law, irrespective of language, 

race, colour, sex, political opinion, philosophical belief, religion and sect, or any 

such considerations. Men and women have equal rights. The State has the 

obligation to ensure that this equality exists in practice. Measures taken for 

this purpose shall not be interpreted as contrary to the principle of equality. 

Article 90 further recognizes the supremacy of international law. As per the 

international agreements duly put into effect bear the force of law.
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In domestic laws, the right to equal treatment is incorporated in the Labour Law. 

Paragraph 4 of Article 5 titled “Principle of Equal Treatment” of the Labour Law 

No. 4857 of 22 May 2003 states that “A lower wage shall not be decided for an 

equal or comparable job on the grounds of sex” (Added on 6 February 2014 by 

Article 57 of the Law No. 6518).

Elimination of the gender pay gap is addressed in the Goal 8 of the Sustainable 

Development Goals (SDG) that seeks to “Promote sustained, inclusive and 

sustainable economic growth, full and productive employment and decent 

work for all by 2030”, United Nation’s global policy set by the 2030 Development 

Agenda. In this framework, SDG 8 targets: “By 2030, achieve full and productive 

employment and decent work for all women and men, including for young 

people and persons with disabilities, and equal pay for work of equal value.” 

As an indicator for this target, the calculation of gender wage gaps enables to 

monitor progress made. In order to achieve these targets, a joint act at the global 

level by the International Labour Organization, United Nations Entity for Gender 

Equality and the Empowerment of Women (UN Women) and the Organization 

of Economic Cooperation and Development (OECD) have gained momentum7.

7 Along with the adoption of SDGs at the national level, the Eleventh Development Plan (2019-2023) incorportate the SDGs within the Plan 
seeking to eliminate all forms of discrimination based on gender and gender pay gap stating that “Prevention of all forms of discrimination 
against women, and ensuring that women benefit from rights, opportunities and facilities in all the fields of social life, and are empowered 
are fundamental objectives.” . The Eleventh Development Plan 2019-2023 (Paragraph 599, p.151).

In the framework of “Strategy Document and Action Plan on Women’s 

Empowerment 2018-2023” prepared under the coordination of T.R. Ministry of 

Family, Labour and Social Services, General Directorate of Status of Women, the 

Strategy No. 4 under the subheading “economy” sets actions seeking to reduce 

gender wage gap.

The calculation of gender wage gap not just provides information 
on the current situation in terms of the inequalities in the world 
of work, but also informs policy design and implementation 
on the issue; help monitor and evaluate post-implementation 
developments based on sectoral, occupational, educational level 
and other differences.
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HOW TO MEASURE 
GENDER WAGE 
GAPS?

In its simplest form, gender wage gaps are calculated by subtracting the average 

wage level for women from that of men, and then dividing the remainder by the 

average wage level of men.

Although there is no internationally agreed standard for measuring the gender 

wage gap, alternative measures are utilized for cross county comparisons and 

to track the evolution of the gap over time. In such context, the most important 

issue to be considered is the content and coverage of the data source used in 

calculating the wage gaps as well as the definition of wage.

the average 
wage level for 
men

average wage 
level of men.

the average 
wage level for 
women

X
X

DATA SOURCES 
USED AND THE 
DEFINITION OF 
WAGE

There is no standard data source used in the calculation of the gender wage 

gap. While in some countries the official statistics offices publish calculations 

based on their labour force surveys and/or the income and living conditions 

survey - where the household is the basic unit of sample-, in other counties, 

the structure of earnings surveys and similar workplace statistics are utilized. 

Usually the countries calculate and publish the gender wage gap based 

on alternative data sources and they select the most suitable data source 

depending on the structure of their labour markets. 

Among others, the EU countries use the data from the Structure of Earnings. 

Survey conducted every 4 years (2002, 2006, 2010, 2014, 2018). Further to this, 

starting from the year 2007, the European Statistical Office (Eurostat) provide 

estimations for non-survey years as well.

When it comes to cross country comparisons, one of the important points to 

consider is the type of data source used for the calculation of gender wage 

gap. In countries where the informality rate is high and where small businesses 

are not fully covered by establishment surveys, measures obtained by using 

alternative data sources may be incompatible and non- comparable. From 

a statistical point of view, it is important to select the data source that best 

represents country specificities in the labour market.



Measuring The Gender 
Wage Gap 19Measuring The Gender 

Wage Gap18

The available data sources in Turkey include establishment surveys, 

administrative records by the Social Security Administration as well as 

household surveys. Table 1 in Annex presents more information on these data 

sources.

In previous publications, gender wage gap in Turkey was calculated using 

the Structure of Earnings Survey conducted in order to obtain information 

on employee earnings in both public and private sector by their main 

characteristics such as age, gender, education level, occupation, tenure 

etc. However, the Structure of Earnings Survey in Turkey -excludes  small 

businesses with less than 10 employees, establishments in agriculture, forestry 

and fishing activities, public administration and defence, mandatory security 

activities and the businesses where employers are household members as 

well as the activities of international organizations.

Since the data collected from establishments must be consistent with the data 

reported by the same enterprises through payment records, the Structure of 

Earnings Survey data are limited with the formal i.e. registered employment. In 

addition to the establishment-based surveys and administrative records kept 

by the social security institutions, TURKSTAT also collects information on wage 

payments through the household-based surveys.

According to the data collected by the Household Labour Force Survey 2018, 

which has the largest coverage of the various working patterns in Turkey, 34.1% 

of employees work in establishments with 10 or less employees; 21.2% are in 

the public sector and 18 % are employed without any social security. As the 

Structure of Earnings Survey excludes data on employees in agriculture, public 

administration and certain subsectors under services, no information could be 

obtained on workers without social security from this dataset.

On the other hand, despite the wider coverage of the Household Labour Force 

Surveys; the main purpose of the data collection is not to compile information 

on income and hence no detailed information is provided on the wage 

payments in HLFS for all wage earners.

Alternatively, the information on wage income can also be obtained from the Income and 

Living Conditions Surveys where households are the basic units as well. Since women are 

overrepresented in work patterns not included in establishment surveys, as observed in 

many country examples, household surveys have been used as the preferred data source 

for the calculation of the gender wage gap.

Thus, for the above-mentioned reasons, in this report gender wage gaps are calculated for 

the period 2015-2018 using the Income and Living Conditions Survey in an effort to ensure 

more coverage of the work patterns in Turkish labor market. 

The figures in the table below present how the headline gender wage gap in Turkey differs

when alternative data sources are used:

Depending on the definition of the wage, variable hourly, monthly or yearly wage levels, in 

gross or net terms can also be used in gender wage gap calculations.

Furthermore, in general, if in a country the rate of part-time workers is higher among 

employed women, the average monthly/weekly wage of women is negatively affected 

since the total number of hours worked used for weekly or monthly wage calculations 

would be smaller compared to that of full-time workers. This is one of the most important 

reasons why in some cases remarkably different levels of gender wage gaps are obtained 

in the same country when hourly wage levels are used vis-à-vis monthly/weekly wages. In 

general, both full and part-time employees are included in measurement, however there 

are countries where only full-time employees are covered.

Ortalama 
Ücret Farkı 
(Yüzde)

Ortanca 
Ücret Farkı 
(Yüzde)

Ortalama 
Ücret Farkı 
(Yüzde)

Ortanca 
Ücret Farkı 
(Yüzde)

Kazanç Yapısı 
(2018)

15,6

14,6

Ortalama 
Ücret Farkı 
(Yüzde)

Ortanca 
Ücret Farkı 
(Yüzde)

15,5

9,6 Source: 

Calculations of 

TURKSTAT-ILO 

Work Group.

Structure of Earnings 
Survey (2018)

Household Labour 
Force Survey (2018)

Income and Living 
Conditions Survey 
(2018)

%34,1
of employees work in 
establishments with the 
size 10 or less employees;

%21,2
are in the public sector;

%18,0
are employed 
without any social 
security.

According to the 
data collected by the 
Household Labour Force 
Survey 2018, 

Mean Pay 
Gap (%)

Mean Pay 
Gap (%)

Mean Pay 
Gap (%)

Median 
Pay Gap 
(%)

Median 
Pay Gap 
(%)

Median 
Pay Gap 
(%)
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UNDERSTANDING 
THE GENDER 
WAGE GAP

This section presents gender wage gaps in Turkey based on the data collected 

by the Income and Living Conditions Surveys. According to 2018 data, the 

average gender wage gap is 15.6% while the median level is at 14.6%8.

a) Age and The Gender Wage Gap

Gender wage gap increases with age; being lowest at the ages between 20-29 

years old with a significant increase observed at the 30s and 40s (Figure 1). These 

latter periods over the life cycle correspond to the ages when job promotions 

take place at work and women experience setbacks due maternity, marriage 

or reasons alike in their working life. Gender wage gap is 3.8% for the youngest 

among the age groups (20-29) while the gap is 29.9% for people aged 60 or 

over.

There is a decline in the gender wage gap from 2015 to 2018 across all age 

groups. The largest change is observed for the age groups 30-39 and 50-59 age 

brackets. Note that the proportion of 40 or older women among all women in 

employment, increased considerably over the period 2015-2018 (Table 1).

8  Indicators calculated for the year 2018 were also calculated for the whole 2015-2018 period; however only the beginning year and the last 
year are shown in the upcoming section. 

Figure 1
Gender Wage Gap by Age Group (%)

Source: TURKSTAT, Income and Living Conditions Survey (2015-2018).

60 and 
above
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Table 1 

Distribution of Employment by Gender and Age Group (%)

Source: TURKSTAT, Income and Living Conditions Survey (2015-2018).

b) Educational Attainment and The Gender Wage Gap

Looking at the gender wage gap by education, the highest gender wage gap 

is recorded for the employees with elementary level or less years of education 

whereas the lowest is observed among their counterparts with a tertiary degree 

and higher (Figure 2).

From 2015 to 2018, the gender wage gap among high school and primary/

middle school graduates decreases whereas it expands by nearly 2.5 percentage 

points at both ends i.e. the lowest and highest educational attainment.

Figure 2
Gender wage gap by educational attainment

Elementary or less

Primary and secondary education

High school

Vocational high school

Tertiary and beyond

Source: TURKSTAT, Income and Living Conditions Survey (2015- 2018).

Note: Calculations based on median level of the corresponding groups’ wage level.

Total

60 and above
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Table 2
Employees by Gender and Educational Attainment (%)

Source: TURKSTAT, Income and Living Conditions Survey (2015-2018).

Source: TURKSTAT, Income and Living Conditions Survey (2015-2018).

* Caution is advised when considering the gap among Skilled Agriculture, 

Forestry and Fishery Workers where women’s share is very low.

c) Occupations and The Gender Wage Gap

The median gender wage gap in male dominated occupations i.e such as craft, 

machinery operators and managers (the proportion of men in total employment 

is 80% or higher) are lower than the overall gap (14.6%).

The highest gender wage gap (43.5%) is found among service and sales personnel; 

this is the type of work where relatively no high qualifications and advanced level 

degrees are necessary. 

The gender wage gap found among professionals (Group 2 in Table 3)  is among 

the lowest and appears to be an outlier. Despite the high share of women in the 

professional category, the gender wage gap stands at a low 11.9%.

Table 3
Gender Wage Gap by Occupation (%)

Elementary or less

Total

Primary education

High school

Vocational high school

Tertiary and beyond

Total

1- Managers

2- Professionals

3- Technicians, Associate Professionals

4- Clerical Support Workers

5- Service and Sales Workers

6- Skilled Agriculture, Forestry and 
Fishery Workers

7- Craft and Related Trades Workers

8- Plant and Machine Operators and
Assemblers

9- Elementary Occupations

Gender
Wage

Gap (%)
Median

Level

Women’s
Share

Share in 
Total

According to
Occupation

Direction
of 

Change
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d) Sectors and The Gender wage gap

On the one hand, calculations by economic activity showcase gender wage gaps far lower than 

the overall one (14.6%) in male dominated sectors such as the construction sector. On the other 

hand, in female dominated sectors, such as education (with women’s employment share at 

57%), or healthcare and social services (women’s share is 70%), the gender wage gap is higher 

than the average.

Table 4
Gender Wage Gap by 

Sectors (%)

Source: TURKSTAT, Income and Living Conditions Survey (2015 and 2018).
PS: Gender wage gap in mining and quarrying sector is not available given women’s very low
rate of employment in this sector.

e) The Gender Wage Gap by Public/Private Sector and Formality

The gender wage gap for public sector workers (5.1%) is much smaller than the one 

among  private sector workers for the years examined. The wage gap in the public 

sector remains stable from 2015 to 2018 while the gender wage gap in the private 

sector tends to decrease during the same period.

The gender wage gap for formal employees is lower than the gap for those employed 

informally (without being registered with the social security) and the difference has 

grown over years under study.

* In order to design and effectively implement the policies aimed at reducing the 

wage gap, a thorough examination of the underlying reasons could provide significant 

information to policymakers.

Graph 3
Gender wage gap by public/private sector and formality (%)

Source: TURKSTAT, Income and Living Conditions Survey (2015-2018).

Private Public Formal InformalÖzel Kamu Kayıtlı

5.1 5.1

19,5

15,3

11,5
12.7
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FACTOR-
WEIGHTED 
GENDER WAGE 
GAP

This study divides employees in 4 groups related to education level: elementary 

or less, primary, high school, tertiary and beyond; 4 groups related to age, 

20-29, 30-39, 40-49, 50 and above; and 2 groups about employment status, 

formal and informal employment. Gender wage gaps have been calculated 

for a total of 32 (4X4X2) sub-groups and each group has been weighted by its 

share in the total.

According to 2018 data, the factor-weighted average gender wage gap in 

Turkey is 21.1%, and median gender wage gap is 16.1%.

MOTHERHOOD 
WAGE GAP

The definition of motherhood wage gap is the effect of having children on 

the wage of working women. In the literature, the motherhood wage gap 

is calculated using different methods giving different results based on the 

measurement methodology and the definition used. In its simplest and most 

widely used form, the motherhood wage gap is measured as mean/median 

wage gap between working mothers and working non-mothers (Indicator 1). 

In some studies, different than the simple definition, motherhood wage gap 

is calculated as the average wage gap between working fathers and working 

mothers (Indicator 2) or the average gender wage gap between working 

parents and working non-parents (see UK’s Office for National Statistics (ONS), 

Statistics New Zealand).

In this study, Indicator 1 and Indicator 2 have been calculated for employees in 

the age group of 25-50. Among employees aged 25-50, the share of women 

who with children is 33%, and that of men is 70%. The wage gap between 

women with and without children (Indicator 1) is 11% (Table 5). Comparing the 

median wage level of mothers to that of fathers,  the wage gap is larger at 19%.

According to 2018 data, 
the factor-weighted 
average gender wage gap 

in Turkey is

and median gender wage gap is

employees aged 
between 25-50, 

the share of women who are 
parents is at 33%, 

and that of men who are 
parents is at 70%. 
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Table 5
Motherhood Wage gap (%)

Motherhood wage gap (%)

Indicator I Indicator 2 %19%11

Source: TURKSTAT, Income and Living Conditions Survey (2018).

CONCLUSIONS 
AND DISCUSSION

In this study, the gender wage gap, formerly calculated based on the Structure 

of Earnings Survey data, is calculated using a different data source. The working 

group, composed of specialists from the Turkish Statistical Institute, the ILO 

Office for Turkey and an academic advisor provided measurements that are 

calculated using data from the Income and Living Conditions Survey, which has 

a broader sectoral coverage and includes data on the informal sector. Gender 

wage gaps have been provided for various sub-groups (by educational level, 

age group, economic activity, occupational group etc.) using data from the 

Income and Living Conditions Survey. Moreover, the factor-weighted gender 

wage gap data have also been calculated. Furthermore, the motherhood 

wage gap has been calculated for the first time in this study and its results 

have been reported.

Within the scope of the protocol between the Turkish Statistical Institute 

and the ILO Office for Turkey, a decomposition of the gender wage gap in 

accordance with the international methodology and the calculation of the 

motherhood wage gap using administrative records is also planned in the 

future.
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ANNEX 1
DESCRIPTION OF 
EXISTING DATA 
SOURCES

1. THE STRUCTURE OF EARNINGS SURVEY

The Structure of Earnings Survey was first conducted in 2006 and every four 

years thereafter to capture data on the structure and evolution of earnings of 

employees. The survey aims to present information on earnings by workers’ 

characteristics such as gender, age, tenure, occupation, educational level etc. 

in addition to workplace characteristics such as the sector of economic activity 

and geographical region.

Employees include all white collar, blue collar and administrative personnel. 

A business owner or a shareholder who works for pay without receiving any 

dividend is also considered as an employee.

Monthly earnings in the structure of earnings survey are calculated by selecting 

a certain month of the year as the reference. In this context, monthly earnings 

data for November have been taken as the reference. Annual earnings data is 

the total of all regular and irregular payments made during the reference year.

The survey covers all persons employed as wage earners, salary earners, interns 

and apprentices who get paid during the reference month in all units that 

have 10 or more employees belonging to the sections B-N and P-S according 

to the NACE Rev.2.

2. THE HOUSEHOLD LABOUR FORCE SURVEY

The Household Labour Force Survey is conducted by the Turkish Statistical Institute in order to present 

the structure of the labor-force in Turkey as well as to provide detailed information on those employed 

and unemployed so that they can be used by policy makers and economic analysts.

The Turkish Statistical Institute conducted its first labour force survey in 1966 as a trial. Between 1966 

and 1985, labour force surveys were conducted at irregular intervals and were not comparable with 

each other. Starting from October 1988, the Household Labour Force Survey started to use definitions 

and concepts adopted in the 13 th International Conference of Labour Statisticians of the International 

Labour Organization and has since been conducted regularly in every April and October. From 2000 

to 2003, the survey was conducted on a monthly basis and estimates were published quarterly. As of 

2005, the publication frequency of the Household Labour Force Survey data increased to be published 

on a monthly basis based on rolling 3-month averages. Taking regulations and recommendations of 

the European Statistical Office (Eurostat) into consideration, beginning with 2014, the survey started to 

be conducted continuously sampling households in all 52 weeks of the year.

The sampling unit of the Household Labour Force Survey is households’ addresses. During the survey, 

information is compiled on individuals employed during the reference week including the type of 

employment (full-time/part-time), status of registration in Social Security, code of main activity of the 

workplace (NACE-Rev2) and number of employees in the workplace.

For individuals working for a wage/salary or daily-wage, information on total net cash income from the 

main source of employment during the previous month is retrieved. If an individual working as wage/

salary earner regularly receives overtime pay every month (regardless of effectively doing overtime work, 

or regardless of duration of overtime work), such regular payment is considered within the scope of net 

cash income earnings.

Furthermore, in addition to regular monthly wage, salary or daily earnings of regular/casual employee 

information on irregular earnings such as bonus, premium etc. is also compiled. Such irregular earnings 

may include additional course fees received by teachers or overtime pay (paid in proportion to overtime 

work done), earnings from revolving funds received by healthcare workers.

The Structure of 
Earnings Survey 
was first conducted 
in 2006 and every 
four years 
thereafter to capture 

data on the structure 
and evolution of 
earnings of employees.
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3. THE INCOME AND LIVING CONDITIONS SURVEY

As part of the European Union integration process, the Turkish Statistical 

Institute (TURKSTAT) started to conduct the Income and Living Conditions 

Survey in 2006 The purpose of the survey is to generate data on income 

distribution in addition to topics such as living conditions, social exclusion and 

relative income poverty, using a rotational panel. 

The Income and Living Conditions Survey is an important source for compiling 

information on the income distribution in the country, level and composition 

of poverty, living conditions and social exclusion.

All households in the Republic of Turkey are covered by this survey. However, 

individuals making up the institutional population such as those living in 

homes for elderly, nursing homes, prisons, military barracks, hospitals, hotels, 

child hospices are excluded.

The Sampling method is stratified, two-stage cluster sampling. Households are 

defined as the final sampling unit.

The survey was designed in a way to be able to generate cross-sectional and 

panel data. There are 4 sub-samples used on an annual basis. The survey has 

a rotating design where some households stay in the sample from one year 

to another while some other households leave the sample and are replaced 

by new households. In this survey, it is envisaged to keep 75% of the annual 

sample volume in the scope of the panel. In this context, the panel design 

starts with the selection of a base sample that is capable of representing the 

target population. All individuals aged 13 and above who are members of 

households included in the selected sample are monitored for 4 years in line 

with pre-determined monitoring rules. The purpose of the monitoring rules is 

to reflect potential changes in the target population through the base sample 

and to monitor individuals for a certain period of time.

Earnings from the main source of employment are the value of total net 

annual earnings of household members from the occupation that takes the 

most of their time.

Sub-samples
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ANNEX 2
TURKSTAT DATA 
SOURCES – COMPARISON

ANNEX 3 
FACTOR-WEIGHTED 
GENDER WAGE GAP

The factor-weighted gender wage gap by the International Labour Organization is calculated in two 

steps.

At the first step, the gender wage gap needs to be calculated using the above-mentioned simple 

definition for each sub-group. To be able to proceed with this calculation, the sample needs to be 

split into sub-groups according to the chosen observable characteristics. Such segregation is made on 

the basis of economic theory according to some observable variables to which the gender wage gap 

is sensitive, such as education level, age, tenure and sector of employment such as public-private etc.

As an example, sub-groups based on four different education levels, four different age groups and two 

different sectors (public-private) would divide the total population into 32 (4X4X2) different sub-groups. 

After calculating the simple raw gap in each sub-group, the second step consists of calculating the 

‘factor-weighted gender wage gap’ as a weighted average of the respective raw gaps of the sub-groups. 

The weights of each of the groups used in this  calculation are calculated as the ratio of total number of 

workers in that group (women + men) to the total working population.

Behind the result of this weighting, there is the implied assumption that each sub-group is composed 

of an equal number of women and men while calculating the weighted average. Therefore, in the 

case of the above-mentioned example (the subgroup where the ratio of the number of women with 

higher education working in public sector to the total number of working women is higher than that 

of men, and where the gender wage gap is smaller), the factor-weighted gender wage gap can be 

expected to reduce the weight of men with higher education working in the public sector in women’s 

pay distribution, and, thus, reduce too the average pay of women. As a result, the factor-weighted 

gender wage gap can be expected to be larger than the simple gender wage gap. Difference between 

the factor-weighted wage gap calculated as a result of such weighting and the simple wage gap will 

also depend on the simple gaps calculated in sub-groups. In general, as the pay distribution between 

women and men widens, the gap between these two measurements is expected to grow, and vice versa. 

In the cases where the pay distribution between women and men is the same, the two measurements 

yield the same result.
9 Please refer to Annex 1 for detailed information on data sources in the table.

Every 4 years
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