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Gender Based Wage Differentials in Turkey
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Abstract: Although undesirable, different labour market outcomes for
men and women are still being observed in many places. One of the most
important consequences of different treatment in the labour market is
lower wages for women. Using 1988 Household Labour Force Survey data,
this study aims to examine the gender wage differentials and its possible
causes in the Turkish Labour Market. Results from Neumark's modifica-
tion of Oaxaca decomposition suggest that the human capital character-
istics of females have a nharrowing effect on the wage gap and the dif-
ference is mainly due to discrimination.
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1. Introduction

Treatment of women differently in the labour market is widely observed in
the world, even in developed countries: Many women are allocated into
certain kinds of occupations, paid less than their male counterparts and face
problems in promotion (Anker, 1997; ILO, 2003; World Bank, 2001 and
2003). This unequal treatment of men and women in the labour market is
not only socially unfair but also has negative effects on the economy as it is
an inefficient use of human resources.

Following the neoclassical theory, reasons behind the gender wage differ-
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ences are mainly examined by decomposing the mean wage differential into
portions that could be explained by human capital characteristics and an un-
explained part, which is attributed to discrimination. Oaxaca’s (1973) de-
composition method and its modifications have been widely used in this area.

As in many parts of the world, women in the Turkish Labour Market are
also segregated into occupations, which are considered to be more conven-
ient for females and on average, receive fewer wages than men. Kabasakal,
Boyacigiller and Erden (1994) conclude in their study that women working
in banking and insurance sectors in Turkey are not represented sufficiently
in top and middle managerial positions compared to their contribution to
the work force in these sectors. The authors also mention that Ozbasar and
Aksan (1976), Dilber (1981), and Tabak (1989) find similar results in their
studies where they examine women’s position in manufacturing companies
(see Kabasakal, Boyacigiller, Erden 1994: 46).

Using 1987 Household Income and Consumption Expenditures survey
data, Dayioglu and Kasnakoglu (1997) apply the Oaxaca decomposition
technique to examine the male-female wage differential in urban Turkey
and conclude that depending on the model employed, 64 % to 100 % of the
gender wage gap could not be explained by the human capital or job char-
acteristics. In her study on the wage differentials between public and pri-
vate sectors in Turkey, Tansel (1999) concludes that men working in the
public sector earn less than those in the private sector whereas for women,
wages are at par or higher in public sector compared to the private sector.
Also, although male and female wages are at parity in public sector, there is
a large gender gap in the private sector. In another study where she exam-
ines the wage differentials in the sectors covered and uncovered by a social
security program, Tansel (2001) finds that men earn about two times higher
wages than women in the occupations covered by a social security program
whereas for the uncovered wage earners, males’ wages are near parity with
those for the females.

Applying Neumark’s (1988) modification of the Oaxaca decomposition,
this study attempts to analyse the gender wage discrimination in the Turkish
Labour Market. The data set used in the analysis belongs to 1988 Household
Labour Force Survey by the State Institute of Statistics (SIS) of Turkey.
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The rest of this study is organised as follows: The next section summa-
rises different theories on discrimination. Section 3 explains the decompo-
sition technique used in this study. Section 4 gives information on data and
Section 5 presents results for the wage regressions and decomposition
analysis. Section 6 concludes.

2. Theories on Labour Market Discrimination:

There are various theories on the differences in labour market outcomes for
men and women, which could be classified in three main categories: neo-
classical theories, institutional and labour market segmentation theories,
and feminist (or gender) theories.

Neoclassical (human capital) theories assume that workers and employ-
ers are rational and that labour markets function efficiently. According to
this theory, workers seek out the best paying jobs after taking into consid-
eration their own personal endowments, constraints, and preferences. Em-
ployers, on the other hand, try to maximise profits by maximising produc-
tivity and minimising costs to the extent possible. Thus the differences in
the labour market payments results from the equilibrium forces of supply
and demand. Wage differences are viewed as a consequence of the quality
of the different ‘offerings’ of men and women in the labour market. It is
stressed that females have lower human capital in terms of what they bring
to the labour market (e.g. they have less education, less relevant fields of
study) and what they acquire after joining to the labour market (e.g. they
have less experience than men as a result of intermittent or truncated labour
market participation because of marriage or household/child-care responsi-
bilities) (Altonji and Blank, 1999; Becker, 1964 and 1968; Cain, 2001; Po-
lachek and Siebert, 1999).

Neo-classical theories have been elaborated by the ‘new home econom-
ics’, where the division of labour in the family is emphasised (Mincer and
Polachek, 1974; Becker, 1965 and 1981). It is argued that the division of
labour between men and women, where the women takes the responsibility
for domestic tasks and therefore acquires negligible ‘human capital’, is an
outcome of rational decision-taking by individuals within the family unit.
Since the sexual division of labour, with the male as the “bread-winner' and
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the female as the “housekeeper’, is assumed to be consistent with maximis-
ing economic utilities and since women are deemed to be less productive in
employment as a result of accumulating less human capital, sex discrimina-
tion is seen to be economically rational. (Collinson et al., 1990; Crompton
and Sanderson, 1990).

Another model based on neo-classical theory is the ‘compensating dif-
ferentials model’. This model focuses on women’s preference for certain
types of occupations as well as on the lower pay in typical female occupa-
tions. According to this model, women prefer to work in occupations with
lower wages, but which have better working conditions and good fringe
benefits like health insurance and créches.

According to the institutional and labour market segmentation theories,
labour market is divided into segments such as primary and secondary sec-
tors, static and progressive jobs, formal and informal sectors (Collinson et
al., 1990; Walby, 1986). These theories have three propositions (Tunali and
Ercan, 1998): Identical individuals are rewarded differently depending on
the segment they are in; access to better paying jobs is not equal; and the
segment that the worker is in influences the worker’s cognitive abilities and
imposes additional limits to mobility. The best known of these theories is
the dual labour market theory, which divides the market as primary and
secondary sectors. Jobs in the primary sector are defined to be relatively
better in terms of payment, security, promotion, and working conditions
whereas secondary sector jobs tend to be poorly paid with few promotion
prospects and worse working conditions. It is stated that for the most part,
the primary market is predominantly male, whereas the secondary market is
predominantly female.

A supply side argument for women’s employment in the secondary sec-
tor jobs comes from the ‘Cambridge Group’ (Crompton et al., 1990;
Walby, 1986). The economists in this group argue that women are not ex-
pected to earn a primary wage because of their position in the family.
Hence they are more prepared than men to accept a secondary wage, which
lowers their supply price.

Feminist theories, on the other hand, are mainly concerned with non-
market variables. These theories often stress that the disadvantaged position
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of women in the labour market and the processes that maintain this struc-
ture is caused by the patriarchy and women’s subordinate position in the
society and the family.’

3. Measuring Labour Market Discrimination

Following neoclassical theory, many empirical studies on wage differen-
tials decompose the mean wage differential into justified and justified parts.
The justified part is the portion that could be explained by the human capi-
tal characteristics of the individuals and the unjustified part is the remaining
part that cannot be explained and thus attributed to discrimination. The de-
composition method introduced by Oaxaca (1973) and its modifications are
widely applied in the labour market discrimination literature.

Baldwin and Johnson (1996), for example, apply Cotton’s (1988) modi-
fication of the Oaxaca decomposition to estimate the wage discrimination
against black men in the US. With a similar approach, Neuman and Silber
(1996) examine the differences in salaries of male workers of Eastern and
Western origin in Israel. Kidd and Shannon (1996a and 1996b) estimate
gender based wage discrimination in Australia and Canada, Meng (1998) in
rural China, Neuman and Weisberg (1999) in Israel, Paternostro and Sahn,
(1999) in Romania and Dayioglu and Kasnakoglu (1997) in Turkey.

Stating that the main reason of the wage differential between male and
female workers is not unequal pay for equal work, but the concentration of
women into lower paying jobs, Oaxaca (1973) introduced a method to de-
compose the wage gap of male-female workers which estimates the effects
of discrimination as the residual left after subtracting the effects of differ-

ences in individual characteristics from the overall wage differential.

Following Oaxaca and Ransom (1994), define Gmf as the gross wage

differential between male and females:

G, =, /w,)-1 (1)

3 See Collinson et al. (1990), Crompton and Sanderson (1990), Hartman (1976), Kemp
(1994), Walby (1986) for a detailed discussion on these theories.
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where w denotes the wage and subscripts m and f refer, respectively, to
male and females. This wage differential in the absence of discrimination

would only reflect the productivity differences between the two groups:
0,y =(w; [w)) -1 2

where “0” denotes the absence of labour market discrimination.

Oaxaca (1973) defines Becker’s (1971) competitive labour market dis-
crimination coefficient, which is the difference between the observed wage
ratio and the wage ratio that would prevail in the absence of discrimination,
in percentage terms (see Cotton 1988, p.236). The market discrimination co-

efficient (D, ) in the Oaxaca decomposition is defined as the proportionate

difference between Gmf +1 and me +1 (Oaxaca and Ransom, 1994).

D,, = (Wm/ w, —wy [w )/ (W; / W?) 3)

A logarithmic decomposition of the gross wage differential is obtained
using the expressions in Egs. (1) to (3):

In(G,, +1)=In(D,, +)+1n(Q,, +1) 4)

mf mf

Considering that the wage differential in the labour market occurs as a
combination of underpayment of the disadvantaged and overpayment of the
advantaged group, the wage differential is further decomposed into compo-

nents representing the underpayment of females and overpayment of males

In(D,, +1) = ln(wm/wf )— ln(w,f,/w; )

= ln(wm /wf; )+ ln(wf /W? ) ©)

Denoting @, , = (w,, / w?)—1 as the differential between males’ wages
and the wages that they would have received in the absence of discrimina-

tion and ¢, = (W} / w,)—1 as the differential between the wages that fe-

males would have received in the absence of discrimination and their cur-
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rent wages, and substituting Eq. (5) into Eq. (4), the gross wage differential
is re-written as

ln(Gmf +1)=1In(p,, +1)+In(p ot 1)+ ln(me +1) (6)

For the case where wage functions are estimated in a semi-logarithmic
format by OLS, and considering that those fitted regressions pass through
the means of the data, decomposition of the wage differential in Eq. (6)
takes the form

Inw, —Inw, =X,(B, - A +X,(B*-B,)+(X, -X,)B* (T)

where Inw denote the mean log wage, X' ’s are vectors of mean values of

the explanatory variables in the wage regressions, [3 ’s are the estimated co-
efficients, and £ * is the estimated non-discriminatory wage structure. The

first term on the right-hand-side of Eq. (7) is an estimate of male wage advan-
tage, the second term is an estimate of female wage disadvantage, and the last
term is an estimate of the productivity differential between the two groups.
Oaxaca (1973) suggests the adoption of either the current male wage
structure or the current female wage structure as the non-discriminatory

wage structure (i.e. f* ) for the decomposition.

Following Oaxaca (1973), various studies seek to find the appropriate
representation for the wage structure in the absence of discrimination.
Reimers (1983), for example, uses the arithmetic mean of the structures for
the two groups as the non-discriminatory wage structure. Since many theo-
ries suggest that labour market discrimination not only lowers the wages of
the disadvantaged group but also results in higher pay for the advantaged
group, Cotton (1988) reformulates the Oaxaca decomposition allowing for
the estimation of the ‘cost’ imposed on the disadvantaged group and the
‘benefit’ gained by the advantaged group. He suggests that the wage structure
in the absence of discrimination is a simple weighted average of the observed
structures for the two groups where the weights are proportions of the groups
in the labour market. Neumark (1988), on the other hand, suggests using the

wage structure obtained from the pooled sample of male and females.
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Oaxaca and Ransom (1994) compare four alternative non-discriminatory
wage structures: current female wage structure, current male wage struc-
ture, Cotton’s (1988) weighted average of the observed structures, and
Neumark’s (1988) approach of using the pooled sample of male and fe-
males. They obtain that the pooled method yields the smallest estimated
standard errors for every estimated differential.

4. Data

The data set used in this study belongs to the Household Labour Force Sur-
vey that is conducted by SIS in October 1988. This is the only nation-wide
survey which includes information about labour market earnings. Recently,
SIS has started to ask the wage question again, but the results are not made
available to researchers, citing ‘control’ purposes. The sampling unit in la-
bour force surveys is the household. Households are chosen on the basis of
proportional probability sampling applied to population clusters that are ob-
tained by a three-stage stratification scheme on region, rural/urban location,
and size of the settlement, respectively (SIS, 1990).

The survey was conducted to 22,320 households — 14,880 households
from 59 urban locations and 7,440 households from 225 rural locations.
The whole data set has information about 102,062 individuals, 51,361 of
whom are females and 50,701 are males. For the aim of the study, observa-
tions on 13,931 individuals who are aged between 15 and 60, and who are
regular or causal employees were used in the analysis. Self-employed, em-
ployers, and unpaid family workers are excluded from the sample. The rea-
son to exclude these groups is that their labour is not marketed.

Females comprise 16.47 percent of the wage and salary earners sample.
79.17 percent of the females and 77.48 percent of the males are working in
urban areas. Females constitute 16.77 percent, and males constitute 83.23
percent of the urban working population. These percentages for rural areas
are 15.43 and 84.57 respectively. These figures show that the distribution
of males and females in rural and urban areas have similar patterns.

The percentage distribution of males and females among occupations are
reported in Table 1. The majority of females are working in scientific,
technical, and professional or clerical occupations, while the majority of
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males are working as operatives. Both sexes have the lowest proportions in
managerial positions.

According to the SIS definition, firms that are employing 10 or more
workers are labelled as large, and the ones, which are employing less than
10 workers, are labelled as small. When the wage levels of large and small
firms are compared, it is seen that on average, large firms pay 52.92 percent
higher than the small firms. 76.25 percent of the wage and salary earner
female workers are working in large firms whereas the percentage is 65.05
for males.

Table 1. Distribution of Labour Force among Occupations

Occupation Female Male
Scientific, technical, and professional workers 24.49 10.97
Managers and proprietors 174 255
Clerical workers 23.70 8.89
Sales workers 3.40 4.20
Foremen, craftsmen 9.24 22.06
Operatives 5.93 21.95
Service workers 10.46 15.37
Labourers 7.93 9.68
Agricultural workers 13.12 431
5. Methodology

This study applies Neumark’s modification of the Oaxaca decomposition to
the Turkish data. Because our aim is to measure labour market discrimina-
tion, only people working in the labour market are included in the decom-
positions. Following Neumark (1988) and Oaxaca and Ransom (1994), the
non-discriminatory wage structure is chosen to be the pooled sample of
male and females. Mincer type wage regressions for males, females and the
pooled sample are run as a first step and then Neumark’s modification of
the Oaxaca decomposition is applied to decompose the mean gender wage
differential into explained and unexplained parts.
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5.1. Wage Regressions:

Ordinary Least Squares (OLS) is applied to estimate semi-logarithmic wage
regressions controlling for the basic human capital and job characteristics.
The logarithm of the hourly wage is regressed on five educational dum-
mies, potential experience, potential experience squared, five regional
dummies, tenure, and dummy variables for the place of residence, working
part- versus full time, vocational education, firm size and being the head of
the household. The dummy variable for vocational education takes the
value 1 if the person has received any vocational training, and 0 if not. Firm
size dummy takes the value 1 if the person is working in a place with more
than 10 employees. Tenure shows the amount of time the individual has
worked in their last job measured in months. Considering that the wage of a
person is closely related with the occupation they are working in, nine oc-
cupational categories are also included in the wage regressions. Summary
statistics for the explanatory variables are given in Table 2.

Hourly wage is calculated using the information on total monthly earn-
ings, individual’s weekly hours of work in the first and second jobs, and the
amount of days the individual works in a month. The data set has informa-
tion only on the hours of work during the week prior to the survey date.
Therefore, when calculating the hourly wage, it is assumed that the individ-
ual had worked the same number of hours during the whole month.

The results of the wage regressions are presented in Table 3. The basic
human capital variables are found to have the expected effects on wages.
People with any level of schooling earn more than the ones with no degree.
Wages increases with the level of education, i.e. holding everything else
constant, high school graduates earn more than the middle school gradu-
ates, and the university graduates earn more than the high school graduates.
The ‘return to education’ is found to be higher for males than for females®.

* Note that although the term ‘return to education’ is used here, it is difficult to obtain
a precise estimate for the returns to education. This might be mainly due to omitting
some uhobservable characteristics, such as ability, that have an effect on people's
productivity and hence on their wages (Griliches, 1977).
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Besides general education, receiving a vocational training also increases the
wages with a higher effect for males than for females.

Table 2. Mean and Standard Deviation of the Explanatory Variables

Males Females

Variables Mean Std. deviation Mean  Std. deviation
Primary school education 0.5685 0.4953 0.322 0.4673
Middle school education 0.0985 0.2980 0.0667 0.2495
High school education 0.134 0.3406 0.278 0.4481
University education 0.0846 0.2782 0.183 0.3868
Experience 20.0808 11.1283 15.658 11.4055
Experience squared 5.2707 5.4333 3.752 5.2271
West 0.392 0.4882 0.5041 0.5001
North 0.0632 0.2433 0.0484 0.2146
East 0.162 0.3685 0.0854 0.2795
South 0.1525 0.3596 0.1455 0.3527
Urban 0.7748 0.4178 0.7917 0.4062
Part time 0.0375 0.1899 0.1163 0.3207
Vocational education 0.5511 0.4974 0.5434 0.4982
Firm size 0.6505 0.4768 0.7625 0.4256
Tenure 101.5636 90.7672 85.7647 82.9760
Sample size 11636 2295

Consistent with the human capital theory, people with more experience
earn higher wages, but the marginal contribution of experience on wages
decrease as people get older. Tenure, measuring the amount of experience
people have in their job at the time of the survey, also has an increasing ef-
fect on the wages.

Supporting our expectations, holding everything else constant, people
living in urban areas receive higher wages as opposed to the ones living in
rural areas. Part-time work is also found to have a positive effect on wages.

There is a potential problem of sample-selection bias associated with the
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estimation of the wage regressions. The problem arises from the assump-
tion that the observed occupational distribution is determined via the forces
of supply and demand. The sample of individuals observed in each occupa-
tion may not be random, thus bias may occur from this non-random sam-

pling. However this study does not deal with this problem.
5.2. Decomposition of the Wage Differential

The mean log wage differential between male and females in the sample is
1.1089, which shows that on average men are paid approximately 11.5 %
higher than women in the labour market.” After estimation of the wage re-
gressions, this mean log wage differential is decomposed into three compo-
nents using the expression in Eq. (7): male wage advantage, female wage
disadvantage and the justified part.

The decomposition results are given in Table 4. It is quite interesting to
observe from these results that the component for the productivity differen-
tial takes a negative value, implying that the human capital, job or other
characteristics for the people in wage employment have a reducing effect
on the male-female wage differential. These results suggest that the gender
wage differential in the labour market arises not because of the differences
in the human characteristics of men and women, but because of their un-
equal treatment. 23.8 % of the wage difference is accounted by the male
advantage while the female disadvantage accounts for 120.4 %, implying
that the discriminatory structure in the labour market not only lowers the
wages of women, but also results in higher wages for men. However the
‘cost’ of discrimination imposed on women is much higher than the ‘bene-
fit’ gained by men.

The negative value for the justified part could be explained by the fact
that women in the labour market are generally those with higher human
capital characteristics who work in good conditions and receive higher
wages while the ones with less human capital are discouraged to work in
the labour market. Further research could be directed to examining labour

force participation of women in Turkey.

® The percentage figure is calculated as (e®1°%-1)*100.
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Table 3. Wage Regressions for the Oaxaca Decomposition

VARIABLES Females Males Pooled
Primary school education -0.0660 0.1288*** 0.1483***
(-1.19) (6.59) (7.96)
Middle school education 0.1052 0.3430*** 0.3631***
(1.25) (13.02) (14.22)
High school education 0.2753*** 0.5800*** 0.5829***
(3.53) (21.49) (22.60)
University education 0.7739*** 1.0433*** 1.0629***
(8.85) (30.65) (33.62)
Experience 0.0292*** 0.0564*** 0.0528***
(6.29) (29.95) (30.33)
Experience squared -0.0608*** -0.0874*** -0.0826***
(-6.46) (-23.63) (-23.91)
West 0.1642*** 0.1320*** 0.1231***
(4.34) (9.45) (9.25)
North -0.0865 -0.1274*** -0.1177***
(-1.21) (-5.28) (-5.03)
East 0.1786*** -0.0089 0.0300*
(3.01) (-0.51) (1.75)
South -0.1485*** -0.1278*** -0.1310***
(-2.98) (-7.25) (-7.72)
Urban 0.0752* 0.1238*** 0.1154***
(1.85) (9.19) (8.85)
Part time 0.1218** 0.2182*** 0.1479***
(2.56) (7.57) (6.11)
Vocational education 0.0468 0.1020*** 0.0960***
(1.35) (8.71) (8.44)
Firm size 0.3543*** 0.1912*** 0.1983***
(9.75) (15.79) (17.01)
Tenure 0.0009*** 0.0003*** 0.0004***
3.79) (3.51) (56.32)
Scientific workers 0.3743*** 0.0679*** 0.0759***

4.71) (2.69) (3.23)
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Managers 0.5139*** 0.3274*** 0.3188***
(3.98) (8.74) (8.67)
Clerical workers 0.2804*** 0.0256 0.0176
(3.67) (1.11) (0.83)
Sales workers 0.2193** 0.0303 0.0253
(2.19) (1.04) (0.89)
Service workers 0.1498** -0.0537*** -0.0622***
1.97) (-2.97) (-3.44)
Agricultural workers -0.5215%** -0.2062*** -0.3936***
(-6.75) (-6.89) (-14.91)
Craftsmen 0.0818 0.0650*** 0.0562***
(1.08) (4.00) (3.43)
Labourers 0.0364 -0.0703*** -0.0828***
(0.47) (-3.41) (-4.07)
Constant 5.3404*** 5.2427*** 5.2535***
(55.11) (156.63) (164.07)
Adj. R2 0.46 0.37 0.37
No of obs. 2295 11636 13931

Notes: (1) t-ratios are reported in parenthesis. (2) Not having a degree and living in the
central part of Turkey are the base categories for educational and regional dummies.

*** Significant at the 1 percent level

**  Significant at the 5 percent level

*  Significant at the 10 percent level

Table 4. Oaxaca Decomposition of the Mean Wage Differential

Decomposition

Unjustified 0.1571
Male advantage 0.0259
Female disadvantage 0.1312
Justified -0.0481

Total 0.1090
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6. Conclusion

This study has examined the gender wage differentials in Turkey. Using
1988 Household Labour Force Survey Data, it applied Neumark’s (1988)
modification of the Oaxaca decomposition where the parameter estimates
from the pooled wage regression of male and females is assumed to be the
non-discriminatory wage structure.

Mincerian wage regressions for males, females, and for the pooled sam-
ple are estimated in the first step. The results from these regressions con-
firm the importance of human capital characteristics in wage determination.
Both education level and experience are found to play an important role in
wage determination where the effects of these variables are estimated to
higher for males. The results also support the discussion in labour market
segmentation theories that workers employed in bigger firms earn more in
comparison to the workers in smaller firms. Firm size is found to be par-
ticularly more important for females.

After estimation of wage regressions, the mean gender wage differential
is decomposed into three components: male advantage, female disadvan-
tage and the justified part. The results of this decomposition imply that the
productivity characteristics of women tend to narrow the wage gap. How-
ever, after controlling for human capital and other characteristics, there is
strong evidence for wage discrimination, which is consistent with other
studies on Turkey. Gender wage differential in Turkish Labour Market
arises because of unequal treatment against women rather than differences
in their human capital characteristics. A part of the impact of this unequal
treatment rewards men with higher payments but it mainly shows itself as
lower wages for women.

The result that the human capital characteristics of women working in
the labour market narrows the gender wage gap might be explained by the
fact that women in the labour market are generally those with higher human
capital characteristics, working in better positions while the ones with less
human capital choose not to work in the labour market. This finding
stresses yet again the importance of educational attainment in favourable
labour market outcomes.
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Ozet: Arzu edilmeyen bir durum olmasina ragmen isgiicii piyasasinda ka-
din ve erkekler igin farkl sonuglar hala diinyada pek gok yerde gozlen-
mektedir. Isgiicii piyasasindaki farkli muamelenin en énemli sonuglarindan
biri kadinlarin erkeklere gore daha disiik iicret almalaridir. Bu galismada,
1988 Hanehalki iggiicii anket verisi kullanilarak, Tiirk Isgiicii Piyasa-
si'ndaki cinsiyete dayali iicret farklilasmalari ve bunun olasi nedenleri
arastirilmaktadir. Neumark'in Oaxaca ayristirma yénteminde 6nerdigi de-
gisiklik kullanilarak bulunan sonuglara gore, kadinlarin beseri sermaye
ozellikleri maas farkini azaltici etki yapmakta, licretler arasindaki fark
isgticli piyasasindaki ayrimciliktan kaynaklanmaktadir.

Anahtar Kelimeler: Cinsiyete Dayali Ayrimcilik, Maas Ayrimciligi, Ayris-

tirma
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