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The Business Against Domestic Violence project was launched in 2014 by the Sabancı 

University Corporate Governance Forum with the support of the Sabancı Foundation and the 

UNFPA (United Nations Population Fund) and in collaboration with TÜSİAD (Turkish Industry 

and Business Association. By using the managerial and organizational capacities of the 

business world, the project aims to create support mechanisms at workplaces for employees 

who experience intimate partner violence and to disseminate best practices, tools, and 

methods in order to reduce domestic violence.

Within the scope of the project, we conducted a survey in 20 companies in 2014 in order to 

investigate employees’ awareness of domestic violence and their exposure to violence. The 

survey results showed that 75% of white-collar female employees, most of whom are university 

graduates, have been subjected to some form of violence at least once while 40% have 

been subjected to psychologicalemotional violence, 35% to social violence, 17% to economic 

violence, and 8% to physical violence. Drawing on these results, we launched the second phase 

of the project where we developed “A Guidebook to the Development and Implementation of 

Company Policies Regarding Domestic Violence against Women”. The aim of the guidebook 

was to support companies in devising company policy documents and mechanisms to prevent 

working women from being negatively affected in the workplace and to ensure the effective 

participation of working women in the labor force.

Aiming to raise awareness about domestic violence in the business world and to improve 

women’s working environments so that they can play a more active role in work life, the project 

identif ies ways to prevent domestic violence and create support mechanisms by using the 

managerial and organizational capabilities of the corporate world. The pilot implementation 

started in 2016, while the Guidebook implementations continued in 2017. Between 2016 and 

2022, 99 companies and municipalities took part in the implementation and were involved in 

the development processes of domestic violence policies.

Companies that took an active part in the project not only developed domestic violence 

policies but also updated all company policies through a gender equality lens in line with the 

recommendations put forth in the Guidebook. These policies cover numerous subjects such 

as workplace safety, workplace security, performance evaluation, and employee support. The 

policies that are most widespread and most favorably received by employees are as follows:

About Business Against Domestic Violence Project 
and Business Against Domestic Violence Network
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 • Additional paid leave for employees who have experienced violence,

 • Planning workplace safety and security together with employees at risk,

 • Providing psychological and legal support services,

 • Developing personalized performance evaluation practices that take into account 

extraordinary personal circumstances,

 • Organizing trainings to raise awareness on gender-based violence in the company,

 • Building ongoing internal and external communication channels on the signif icance of 

gender equality,

 • Recognizing gender equality and especially domestic violence (by a current or former 

partner, f iancé, etc.) as a workplace issue and involving the company’s top administration 

while communicating these issues.

Business Against Domestic Violence Network (BADV Network), was established in 2022 as 

a new development to support the sustainability of the Business Against Domestic Violence 

project with the support of UNFPA and Sabancı Foundation and hosted by TÜSİAD. The 

aim of the network is to strengthen the communication between over 100 companies that 

have been involved in the different phases of the project and to enhance the inspiration and 

information-sharing among them.

BADV Network aims to make use of the organizational capacities of the companies in the 

network in order to create ways to prevent domestic violence, support those who are exposed 

to domestic violence, raise awareness on women’s rights in the corporate world, increase the 

interaction between companies focusing on this f ield through experience-sharing activities, 

and disseminate good practices in companies.

Good Practices of BADV Companies in Combating Domestic Violence

This booklet outlines the principles, policies, and practices of the companies in the BADV 

Network, with the aim of minimizing the impact of domestic violence against women in 

work, workplace, and employees. In order to collect this information, a survey was sent to 

all companies in the Network in November and December 2022, and this document was 

prepared based on these responses.

The booklet aims to render visible the Network companies’ policies and practices which were 

devised in an effort to act jointly while combating domestic violence, to learn from each other’s 

knowledge and experiences, and to guide all actors in the corporate world. In addition to the 

policies and practices implemented by companies within the scope of combating domestic 

violence, the booklet presents the company practices for ensuring gender equality –a part of 

combating domestic violence– and their collaborations with civil society and academia.

5Good Practices of BADV Companies in Combating Domestic Violence 
Business Against Domestic Violence Network



Akçansa Cement Industry and Trade Inc. (Akçansa) created its “Gender Equality Policy” 

in April 2019. The document aims to provide its employees with an egalitarian, fair, 

inclusive, safe, and positive working environment against all forms of violence. Being the 

f irst company in the Sabancı Group to publish a policy document on domestic violence 

and gender equality, Akçansa pledges to directly support or direct to relevant institutions 

all its employees who have been exposed to or who are at risk of domestic violence and 

discrimination.

In 2021, the company revised the “Gender Equality Policy” which was created in 2019 

and expanded its scope. The f inal version of the policy document includes def initions 

of violence and forms of violence as well as harassment and its various forms. In the 

document, domestic violence is def ined in a way to cover all forms of violence that occurs 

in close relationships. In addition, a “Gender Equality Manifesto”, which draws attention to 

the commonality in the struggle against violence and struggle against gender inequality, 

was annexed to the policy document. An important aspect of the policy document is that 

Akçansa emphasizes its main purpose as creating an institutional culture that is to prevent 

the occurrence of violence and harassment.

The policy document applies to all Akçansa personnel and subsidiaries in Turkey.

The company has also organized a series of events to ensure that this policy document, the 

declaration of the company’s corporate position on violence, is known and adopted by the 

employees. First, the policy document was notified to all employees via e-mail. In addition, 

the company prepared a booklet for blue-collar workers explaining the purpose and scope of 

the document, posters promoting the policy, and stickers with quotations from the Gender 

Equality Manifesto. These stickers were also attached to the gift packages purchased from the 

“Migrant Women” platform in Istanbul to be given on March 8, International Women’s Day. 

All employees are responsible for the due implementation of the policy, and the Human 

Resources Function is tasked with reviewing and updating the document.

Akçansa Cement Industry and Trade Inc.
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Precautions, Supports, 
Sanctions

Akçansa directs its employees who are 
exposed to domestic violence to relevant social 
institutions for them to access the information 
and support they need. Although the company 
has promised in its policy document to establish 
institutional mechanisms to provide relevant 
support to its employees who are subjected to 
domestic violence, it currently does not provide 
any support within the company except for 
guidance. 

The company has committed that, in case an 
employee is exposed to violence, it will carry 
out the entire process on the basis of the 
“zero tolerance to violence” principle and in 
accord with the conf identiality principle. In 
addition, the policy document recognizes that 
the employee who is exposed to violence may 
experience instantaneous and unexpected 
problems and states that in such cases the 
necessary support will be provided by the 
company. However, these supports are not 
detailed in the document.

If an employee uses workplace resources 
(phone, fax machine, e-mail, mail, company 
cars, off ice supplies, photocopy machines, etc.) 
to commit or to threaten to commit domestic 
violence, s/he shall be subjected to disciplinary 
proceedings, including but not limited to 
dismissal.
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Awareness Raising

Akçansa has been receiving gender equality 
trainings from Y+0 Education since 2018. 
Trainings that had initially begun face-to-face 
were switched to online during the pandemic. 
As of today, approximately 300 people have 
attended these trainings. Gender equality 
training has also been added to Akçansa Digital 
Academy, the training portal of the company. 
Thus, gender equality training was made a 
part of the compulsory training for the new 
recruits. In addition, Akçansa Next Seminars 
are organized every 8th of March, International 
Women’s Day, with the participation of experts 
on the subject in question. So far, nearly 200 
people have attended these seminars.

Collaborating with civil society, Akçansa also 
endeavors to expand the scope of awareness-
raising activities. One such collaboration is called 
the “Barber Shop Talks” organized in 2020 with 
the aim of breaking gender stereotypes with 
the Yanındayız Association. About 50 people 
attended this event.

Another important awareness-raising work is 
the #BenimleGelecek (Future with Me) project 
organized by the Cement Industry Employers’ 
Association (ÇEİS) in 2021. This project aimed 
at prompting pro-gender equality changes in 
thinking and behavior in the cement industry. In 
the project,

ÇEİS established an indirect collaboration with 
AÇEV (Mother Child Education Foundation) 
As part of this project, AÇEV opened its online 
training titled “I am Aware of Equality” for the 
access of ÇEİS member companies such as 
Akçansa. In addition to the collaborations with 
civil society and experts in the f ield, Akçansa 
also gives importance to benefiting from the 
knowledge and experience of other companies. 
In this sense, it came together with Boyner  
Group in 2020 to exchange ideas on the support 
mechanisms to be offered to employees exposed 
to violence.
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Aydem Energy adopted the policy document called “Procedure for Combating Domestic 

Violence” in 2021. The company shared the document with the public and employees via 

a message from the company CEO which emphasizes that domestic violence is a human 

rights violation at the center of which lies gender inequality.

The policy document was written by the “Aydem Equal Life Team” which also participated 

in BADV trainings. The document aims to provide an egalitarian, safe, and non-violent 

working environment and not only applies to the group companies, production sites, and 

subsidiaries but also serves as a guide for subcontractors, suppliers, and third parties.

One of the most original aspects of the document is the def inition of domestic violence. The 

document def ines domestic violence broadly in a way to include not only violence in the 

nuclear family, in which partners are related by wedlock, but also all forms of violence that 

occurs in the extended family as well as all forms of intimate relations that people deem 

as family. With this def inition, Aydem Energy not only underlines the nature of domestic 

violence as committed by someone emotionally close, but it also makes it possible for a 

much wider group of employees to benefit f rom the support provided within the scope of 

this document.

Aydem Energy
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Aydem Energy has developed a special structure 
that will contribute to the mainstreaming and 
sustainability of the struggle against domestic 
violence. This structure supports the relevant 
authorities of the company and works in 
cooperation with them. At the center of this 
structure is the “Committee for Preventing and 
Providing Support against Domestic Violence” 
(AİŞKÖDK). Formed in 2021, AİŞKÖDK is tasked 
with evaluating internal and external domestic 
violence applications and coordinating the 
provision of support. The committee was 
established as part of the BADV Project and 
consists of seven senior executive members 
trained in domestic violence and gender 
equality. The powers and responsibilities of the 
committee are given in detail in the document 
called “Directive on the Working Principles for the 
Committee for Preventing and Providing Support 
against Domestic Violence”. The directive clearly 
explains the methods and practices that will 
enable the implementation of the principles and 
commitments put forth in the policy document. 
Another pillar of AYDEM’s anti-violence structure 
is the Family Support Line and a separate e-mail 
address assigned only for domestic violence 
applications. In addition to these units which were 
all created specifically for combatting violence, 
the Aydem Equal Life Team (AEHE), which is 
responsible for carrying out activities focusing 
on gender equality, diversity, and inclusion and 
has prepared the policy document, is defined 
in the company’s policy document as a unit to 
contribute to combating violence.

Procedure and Principles 
of the Application 
Mechanism

The Human Resources Group Directorate, 
together with the Audit and Legal Departments, 
is authorized for the operation of the 
structure described in the policy document, 
implementation of all the pledges on the 
document, and creation of a safe working 
environment. Internal Audit and Control Group 
Directorate evaluate internal and external reports 
and direct them to HR and AİŞKÖDK in order to 
provide the support needed.

The other pillars of this holistic struggle that aim 
to effectively support those who are exposed 
to violence are the Corporate Communications 
Directorate and Aydem Academy. Aydem 
Academy works to institutionalize the fight 
against domestic violence in the workplace 
in accordance with international norms and 
standards, especially the Istanbul Convention and 
the ILO Violence and Harassment Convention 
(No. 190). The company has developed a 
comprehensive strategy for combating violence 
and created special units to implement this 
strategy. In doing so, it has taken into account the 
structural relation between the goals of achieving 
gender equality and the fight against domestic 
violence, thanks to the existence of AİŞKÖDK and 
AEHE units.

A person, who is directly or indirectly exposed to 
domestic violence, who witnesses violence, or is 
subjected to violence by the company employee, 
can apply to Aydem Energy Ethics and the 
workplace doctors as well as to all the above-
mentioned units even if they do not work in 
Aydem. Aydem Energy is an exemplary company 
not only with the mechanisms it created but also 
with the methods and principles it has adopted 
in the application process. First of all, the person 
who states that s/he has been exposed to 
violence does not have to prove it. Right from the 
start of the application process and at all stages 
that follow, the best interest of the applicant 
is considered, no steps are taken without his/
her knowledge and consent, his/her privacy is 
respected, and confidentiality is protected.



Precautions, Supports, 
Sanctions

The Directive on the Working Principles for the 
Committee for Preventing and Providing Support
against Domestic Violence pledges to support 
the employees who are exposed to violence to 
help them stay away from violence and its effects. 
The supports provided are as follows:

 • If needed and requested, the employee can 
take paid administrative leave for up to 10 
working days,

 • The employee can be given a one-off advance 
or unrequited additional payment with the 
upper limit of one gross salary,

 • The employee can be allowed for flexible 
working hours,

 • The performance criteria are re-evaluated, 
taking into account the employee’s 
experience of violence,

 • The employee can get 24/7 free and unlimited 
legal and psychological counseling from the 
Domestic Violence Hotline and four sessions 
of face-to-face psychological counseling.

In addition to these supports, the actions that the 
company will take when needed to protect the 
employee’s safety are as follows:

 • Changing the working hours and work 
location of the employee,

 • Changing the employee’s business contact 
information (phone and e-mail),

 • In case the employee uses a company vehicle, 
changing the company vehicle or its license 
plate,

 • Allocating a place for the employee’s private 
vehicle in the company carpark,

 • Changing the employee’s salary bank 
account,

 • Implementing the restraining order, if 
any, within the scope of Law No. 6284, and 
preventing the perpetrator from reaching 
the employee through the company’s central 
office.

Among the actions in question are training 
the security subcontractor on violence against 
women and adding this subject to the security 
plan.

The Committee on Combating Domestic 
Violence and the Human Resources Group 
Directorate have the authority to decide on the 
relevant security actions.

If requested, the company can also offer 
psychological support to its employees who 
commit domestic violence in order to end 
violence. After the act of violence is legally 
established, Aydem Energy has the right to 
terminate the employment contract unilaterally 
by giving the perpetrator their legal rights.

Persons who are exposed to violence are also 
informed about the external mechanisms and 
are directed to relevant public institutions and 
non-governmental organizations in accordance 
with their needs.
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Awareness Raising

Aydem Energy also endorses its approach to 
combating violence, which it has committed 
to in its policy document, with informative and 
awareness-raising activities. It has organized 
numerous activities to that end. These activities 
can be listed as follows: introducing the policy 
document to its employees via e-mail, SMS, 
smart TVs, and informative boards in the 
workplace; organizing trainings, webinars, and 
seminars on domestic violence and gender; 
periodically reminding the employees of the 
contact information on the emergency hotlines 
using different tools; and disseminating this 
information by preparing written and visual 
awareness raising materials.

Following the issuing of the policy document, 
representatives who had attended the Sabancı
University Corporate Governance Forum’s 
training of trainers, gave training to HR teams 
and team managers. Nearly 200 people attended 
these trainings. The company also organized a 
webinar where support mechanisms that can 
be applied inside and outside the company in 
case of domestic violence were explained. More 
than 600 employees attended this webinar. In 
addition to these awarenessraising trainings, 
voluntary trainers trained in Aydem Academy 
give periodic gender equality trainings. In one 
year, more than 1000 people attended these 
trainings, given online by 30 voluntary trainers.

In another activity through which the company 
attains visibility in combating domestic 
violence, it participates in the differently-
themed annual campaigns organized by the 
UN within the scope of “16 Days of Activism” 
to combat gender-based violence between 
November 25 and December 10. Within the 
scope of the 2021 campaign, the company 
lightened in orange the exterior surfaces and 
streets of the company buildings in Aydın and 
Denizli and projected the slogan “Don’t be 
#indifferent to violence against women” on the 
building façades. In addition, a video was shot 
demonstrating the company’s support for the 
campaign with the participation of employees. 
The company also endorsed the “She Said No” 
campaign launched by the UN on November 25, 
2022. Again, during the UN’s 16 Days of Activism 
campaign in 2022, the company, in cooperation 
with the Federation of Women Associations of 
Turkey (TKDF), added the emergency hotline 
numbers of the TKDF behind the electricity 
bills of 5.5 million customers in Aydın, Denizli, 
Muğla, İzmir, and Manisa to which it supplied 
electricity.
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Barilla Turkey adopted its “Prevention and Support Policy Against Domestic Violence” in 

2019. The aim of the policy document which was developed with an approach promoting 

diversity and participation is as follows: to raise the awareness of all employees about the 

issue, to develop mechanisms where employees who are exposed to domestic violence can 

receive support in a trusting environment in which confidentiality is guaranteed, and to 

provide a workplace environment that will encourage the person to take steps to get away 

from the negative effects of violence in their lives.

The policy document details the def inition and forms of domestic violence, the support 

mechanisms offered by the company, the application mechanisms, the methods and 

principles adopted in the application process, and the powers and responsibilities of the 

units that will be involved in this process.

One of the prominent features of the document is that it provides an inclusive def inition 

of the family. Barilla Turkey, in the document, does not limit the def inition of family to 

whether there is wedlock, whether the marriage bond continues, or whether the relation 

in question f its into the def inition of extended family. Rather, it adopts a broader def inition 

in a way that includes the people whom one feels close to and def ines into the family. 

This being the case, Barilla Turkey def ines domestic violence as a form of violence that a 

person is exposed to by his/her relatives and which takes place within this wide network of 

relations. With this def inition, Barilla Turkey does not only underline the fact that a person 

might be subjected to violence by someone who is emotionally close, but it also expands 

the scope of the situations and supports to be given to employees in the policy document.

The policy, carried out by Human Resources under the sponsorship of Barilla Turkey General

Manager, covers all Barilla Turkey employees.

Barilla Turkey

13Good Practices of BADV Companies in Combating Domestic Violence 
Business Against Domestic Violence Network



14 Good Practices of BADV Companies in Combating Domestic Violence 
Business Against Domestic Violence Network

A Barilla Turkey employee who has been exposed to violence can apply directly to his/her 

manager, a person from the administration with whom s/he feels comfortable, the Human 

Resources Department, union representatives, or a workplace nurse for information and 

support. In addition, the Human Resources Senior Manager can be contacted via a particular 

e-mail address and phone line assigned for domestic violence cases. If the applicant wishes, 

s/he can submit an anonymous application. The applicant can convey his/her experience of 

violence as in detail as s/he wants, or s/he can apply only by notifying the case of violence.

The entire application process guarantees confidentiality on the basis of the principle of privacy 

of the applicant, and no information shall be shared with third parties unless the person’s 

consent is obtained.

One of the most original and important operational criteria adopted by Barilla Turkey during 

the application process is that the company takes the statement of the applicant who has been 

subjected to violence essential. Aware of the diff iculty of the person who has been subjected 

to violent experiences in taking a step in this regard, the company states that, in the absence 

of evidence, the statement of the applicant shall be considered essential, and relevant support 

mechanisms shall be put into practice in line with the applicant’s statement.

Procedure and Principles of the Application Mechanism



Precautions, Supports, 
Sanctions

Barilla Turkey acknowledges that the employees 
who are exposed to violence may experience 
related problems such as chronic absenteeism, 
being late for work, and poor performance and 
pledges to adopt a supportive attitude in this 
regard. In line with the principles put forth in 
the policy document, the company provides 
the following support to employees, who have 
stated that they have been exposed to any form 
of domestic violence:

 • Giving paid administrative leave up to 10 
working days apart from the employee’s 
right to annual leave and reevaluating this 
period, if necessary,

 • Allowing the employee to use the paid leave 
flexibly: for instance, giving the employee a 
leave for a few hours or changing scheduled 
leave days,

 • Rearranging working hours,
 • Changing the workplace where possible,
 • Paying advance with the upper limit of a 

monthly salary and not to exceed once a year,
 • If requested by the employee who has 

been subjected to violence, offering the 
opportunity to deposit the advance into 
another bank account of the employee,

 • Changing the business phone number 
(mobile and/or internal),

 • If the employee drives a company vehicle, 
changing the vehicle upon request,

 • Allocating a place for the employee’s private 
vehicle in the company carpark,

 • When needed, prevent the perpetrator 
from reaching the employee through the 
company’s central off ice.

In addition to the support listed above, Barilla  
Turkey offers unlimited legal and psychological 
counseling through the AVITA Employee 
Support Line as well as 6-session face-to-face 
psychological counseling. This service is given in 
complete confidentiality. There is no obligation 
to disclose the names of the applicants, and there 
will be no reporting that might compromise 
confidentiality. Employees, who want to use 
this service, can contact AVITA directly without 
obtaining approval from any unit.

If the workplace address is also determined as 
a protected area in the restraining order issued 
by the applicant within the scope of Law No. 
6284, the applicant must submit a copy of the 
measure decision to the Human Resources 
Department.

The Human Resources Department decides 
on all support to be given to the employee 
exposed to violence. When deemed necessary, 
the Human Resources Department may decide 
to take different measures other than the ones 
mentioned above.

Barilla Turkey has also declared in its policy 
document that, if any employee uses workplace 
resources to commit or threaten to commit 
domestic violence, the company has the right to 
subject the employee to disciplinary action.
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Awareness Raising

Barilla Turkey offers the employees awareness-
raising training on combating domestic violence. 
There are many well-trained trainers who have 
received the training of trainers at the BADV 
Project. These trainers adapted their training to 
the company and gave trainings in the Istanbul 
and Bolu branches of the company. A total of 250 
blue- and white-collar employees participated in 
the trainings. In addition, the company organized 
various events to raise awareness through Hand 
in Hand/El Ele, the employee resource group 
which was formed in 2021. For instance, during 
the pandemic, especially during the lockdowns, 
the company sent reminders regarding 
the domestic violence policy as well as the 
mechanism that employees exposed to violence 
could apply. Besides, information notes on forms 
of violence were written and communicated with 
the employees via e-mail.

Barilla Turkey also reinforces its commitments 
in the policy document by forming strong 
collaborations with civil society. Among these 
collaborations were online and face-to-face 
events on gender equality and domestic violence 
organized in cooperation with Yanındayız 
Association and the Federation of Women 
Associations of Turkey (TKDF). Apart from civil 
society collaborations, Barilla Turkey organized 
seminars on inspirational stories in an effort to 
benefit from the knowledge and experience of the 
business sector on the subject. In addition, Barilla 
Turkey organizes various in-house awareness-
raising activities within the scope of the UN’s “16 
Days of Activism” campaign to combat violence 
against women, which starts on November 25 
and ends on December 10 every year.

As part of the combat against domestic violence, 
Barilla Turkey also works to ensure gender 
equality within the company. For the last three 
years, it has focused on working to transform 
inequality, especially in departments where the 
number of female employees is low, such as the 
supply chain. As of 2022, it has started to give 
priority to increasing the number of women 
in the sales department and in managerial 
positions with the launch of the “Women in 
Sales” program. Therefore, over the next two 
years, it plans to carry out various activities 
aiming to attain a male-female balance in the 
sales department.

Another important gender equality activity of 
the company is the “Inclusive Language Guide” 
prepared in collaboration with the Gender and 
Women’s Studies Center of Excellence (SU 
Gender) team. Based on the principle that the 
language used in the company is the basis 
of communication with the employees, the 
guide draws attention to the need to change 
the language that reproduces various forms of 
discrimination and inequality in order to create 
a working environment that is inclusive and 
free from all kinds of violence. The guide also 
presents egalitarian and inclusive alternatives to 
sexist and discriminatory expressions in everyday 
communication, demonstrating concretely how 
the use of language can be transformed in favor 
of equality and inclusiveness.
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BASF Türk issued its “Support Policy for Combating Domestic Violence ” in 2018. The policy

document was communicated to all employees with the CEO’s message and the public 

through social media as a part of the November 25 International Day for the Elimination 

of Violence against Women. The aim of the policy is to raise awareness about domestic 

violence, to provide an egalitarian, safe, and violence-free work environment, and to inform 

employees who are exposed to violence about the application mechanisms inside and 

outside the company.

The policy document def ines domestic violence as all attitudes and behaviors of one 

person to gain power and control over another, which might occur in all forms of short-

term or long-term relationships between married or unmarried people who might or 

might not live in the same household. Thanks to this def inition, this policy is inclusive of 

all acts of violence that occur in intimate relationships. Thus, it encompasses both the acts 

of domestic violence and the diverse set of employee prof iles to be supported within the 

scope of the policy.

BASF Türk

17Good Practices of BADV Companies in Combating Domestic Violence 
Business Against Domestic Violence Network



18 Good Practices of BADV Companies in Combating Domestic Violence 
Business Against Domestic Violence Network

A survivor of domestic violence may contact and seek support from any Human Resources 

Off icer and/ or department managers. Given information about the application mechanisms 

within and outside the company, the applicant is encouraged to apply to the relevant public 

and civil society organizations and support in line with the request.

During the application process, BASF Türk respects the privacy and personal rights of the 

applicant at the highest level.

If the perpetrator is a company employee, BASF Türk acknowledges that the perpetrator might 

need help and resources. In such cases, the person can benefit from the “Employee Support 

Program” and can receive unlimited psychological counseling by phone as well as six sessions 

of face-to-face counseling. This support process is carried out with the utmost attention to 

the privacy and personal rights of the person, just as the procedure for the employee who is 

exposed to violence. Any employee who has been found to have committed domestic violence 

using workplace resources shall be subjected to disciplinary measures, including dismissal.

Procedure and Principles of the Application Mechanism



Awareness Raising

BASF Türk has emphasized that awareness-
raising efforts have had a significant impact on 
reducing
violence in the workplace, making the causes of 
violence visible, and combating violence. In line 
with it, BASF Türk carries out informative and 
awareness-raising activities on domestic violence 
and gender equality.

Informative e-mails were shared on different 
types of violence, application mechanisms for 
domestic violence, communication methods 
with people who have been exposed to violence, 
and expert interviews have all taken place. In 
addition to the gender equality trainings, events 
about women’s rights and gender roles were held 
with guest speakers from various associations 
and non-governmental organizations, and the 
“Father Support Program “ was provided to the 
company’s employees as part of the cooperation 
with AÇEV.

Precautions, Supports, 
Sanctions

After the employee exposed to domestic violence 
notifies the company, the company may take the
following precautions upon the employee’s 
request:

 • Changing the vehicle and/or the plate 
number, if the company uses a vehicle,

 • If s/he uses a company shuttle, s/he is picked 
up and dropped off in front of his/her home 
and if the accommodation address changes, 
s/he is transferred to the respective shuttle,

 • Changing the work number of the employee 
and/or removing him/her from the employee 
contact lists,

 • Changing the e-mail address,
 • Providing the employee with the option 

to work in another branch of the company 
located elsewhere,

 • Making changes in working hours,
 • Providing six face-to-face psychological 

counseling as well as unlimited psychological 
and legal counseling via phone within the 
scope of the “Employee Support Program”,

 • If needed, allow the employee to take paid 
administrative leave for a period determined 
together with Human Resources and the 
department manager.

After an employee exposed to domestic violence 
applies to the official authorities, the company 
may also take the following measures upon 
request:

 • When needed, providing non-repayable 
financial support in the amount of monthly 
gross salary, not to exceed once a year,

 • Providing unpaid leave for a maximum 
of six months by the Human Resources 
and the line manager by offering flexible 
working opportunities and guaranteeing re-
employment.
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Boyner Group published its policy document titled “We Are Together Against Violence 

Against Women” in 2022. The aim of the document is to raise the awareness of employees 

on domestic violence in line with the company visions of “creating a business and working 

environment bef itting human dignity” and “management that focuses on people” as 

well as to implement practices that support employees who are exposed to or at risk of 

domestic violence.

The policy document was written by the committee as part of the “We are Together” project, 

which is carried out by the same committee consisting of participants from the Sustainability, 

Human Resources, Corporate Communications, and Academy (Training) departments. The 

committee is also responsible for the implementation, monitoring, and updating of the 

policy document.

The document defines domestic violence as any form of violence that occurs within the 

family, within the household, or between other members of the family, regardless of whether 

the person who is exposed to violence and the perpetrator share the same household. In 

addition, the policy document gives information on the methods and procedures that 

the company will follow in supporting the employees exposed to domestic violence. The 

document covers the entire body of Boyner Group employees.

The adoption of the policy document was presented to all company employees via an email 

sent by the general manager on March 8, 2022, and communicated with the public through 

social media posts.

Boyner Group
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An employee who is exposed to domestic violence at Boyner Group can apply directly to the 

line manager, the Human Resources Department, the Ethics Committee, or call the Violence 

Emergency Hotline of the TKDF within the scope of the protocol signed with the TKDF. The 

applicant is informed about the support mechanisms inside and outside the company; s/he is 

referred to the relevant public and non-governmental organizations in line with his/her needs; 

s/he is encouraged to apply to these organizations; and the person exposed to violence is 

provided with support within the company.

The entire procedure is conducted in confidentiality, with the consent of the applicant, and 

respecting the privacy of the employee.

Procedure and Principles of the Application Mechanism



Precautions, Supports, 
Sanctions

Boyner Group has formed long-term 
collaborations with two different non-
governmental organizations in order to provide 
the social, legal, and psychological support 
needed by its employees who are exposed to 
domestic violence. The f irst one is the protocol 
signed with TKDF, which operates the Domestic 
Violence Hotline. With this protocol, any Boyner 
Group employee who has been exposed to 
domestic violence can call the Emergency 
Helpline and access legal, administrative, 
healthcare, social, etc. support as well as 
guidance in these subjects. The Emergency 
Helpline works on the basis of confidentiality 
principles. However, in cases where the 
person exposed to violence needs preventive 
or protective measures in the workplace, the 
relevant information is shared with the Boyner 
Group after consent was obtained from the 
employee in question. The second collaboration 
iswith “gonullupsikolog.org”, which offers free 
online psychological counseling to people who 
need support. This collaboration provides  Boyner 
Group employees with free online support 
from psychologists in the “gonullupsikolog.org” 
network. Employees who are under the threat 
of domestic violence and the relatives of those 
who are exposed to violence can also benefit 
from this support.

The company also provides the following 
support to its employees who are exposed to 
domestic violence, depending on their needs 
and in line with the company procedures:

 • A salary worth of advance payment, not to 
exceed once a year,

 • Administrative leave up to 10 days,
 • The right to change the workplace/store 

where s/he works,
 • Free legal counseling from the company’s 

legal department or the law f irm it works 
with.

Apart from the support listed above, Boyner 
Group also takes the following security measures 
in accordance with the needs of the employee:

 • The request to change the transportation 
route and vehicles to the workplace can 
be assessed by the Human Resources 
Department.

 • The perpetrator’s access to the workplace 
may be prevented.

 • The possibility of changing the working 
area, when necessary, can be evaluated by 
the Human Resources Department.

 • If the debit card and bank accounts are 
under the control of the perpetrator, the 
salary payment can be done in alternative 
ways.

Boyner Group supports not only the employees 
who are exposed to domestic violence but also 
the employees who want to form solidarity with 
those who are exposed to domestic violence. 
This approach, one of the distinctive features of 
the company’s support mechanism, enables an 
employee, who wants to be with his/her friend 
exposed to violence to help his/her friend to get 
away from violence, to take up to two days of 
paid leave.

Boyner Group also takes precautions to prevent 
violence if the perpetrator is a company 
employee. It directs both the person who is 
exposed to violence and the perpetrator to 
receive psychological support in line with their 
demands and consent. In addition, after making 
necessary evaluations, the company, taking 
into account the severity of the act of violence, 
can take necessary legal actions including 
sending the perpetrator to paid annual leave 
and terminating the employment contract with 
valid or justif ied reasons.
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Awareness Raising

Boyner Group organizes trainings, workshops, 
and online seminars to raise awareness about 
domestic violence through its collaborations 
with TKDF, Volunteer Psychologists Network, 
and BADV. It aims to ensure that all employees 
participate in these online and/or in-person 
awareness activities. More than 150 employees 
participated in two online trainings given by 
the Volunteer Psychologists Network. Online 
trainings and seminars on domestic violence 
were recorded and added to the training catalog 
of Boyner Academy. This way, every employee 
who is interested in the subject can access the 
relevant content at any time.

With the written and visual materials on 
violence, the company shares its attitude toward 
domestic violence with the public. It prepares 
written and visual materials on a theme 
determined on March 8, International Women’s 
Day every year and disseminates them on social 
media accounts.

Boyner Group announced that it has adopted 
the “Zero Tolerance to Violence” principle with 
reference to the ILO Violence and Harassment 
Convention (No. 190), currently, the f irst 
international convention to eliminate violence 
and harassment in work life. Thus, the company 
has pledged to create a work environment that is 
free from all forms of violence, respects human 
rights, and befits human dignity.
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Enerjisa Enerji issued its policy document titled “Zero Tolerance to Violence” in 2022. 

Prepared by the joint work of the Sustainability and Communication, Harmonization and 

Law, and Human and Culture teams, the aim of the policy is to determine the principles and 

sanctions needed to create an egalitarian, safe, and violence-free working environment. 

With this document, the company pledges to organize activities to raise awareness about 

violence; to create a work environment where employees who are subjected to violence 

can share in confidence and confidentiality; to create support mechanisms in the working 

environment; and implement effective mechanisms for investigating and determining 

relevant sanctions in case of violence.

The policy document provides information on violence and forms of violence and gives 

guidance to employees on the internal and external application mechanisms as well as 

the support that can be requested in cases of domestic or workplace violence and/or 

harassment.

The document applies to all enterprises within Enerjisa Enerji, all employees, and the 

top management. However, the company expects its suppliers and business partners to 

comply with the principles set out in this policy.

The adoption of the policy document was announced to the company employees via the 

management system, e-mail, and mobile application. The document is shared periodically, 

especially on relevant days.

Enerjisa Enerji
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An employee who is exposed to domestic or workplace violence or harassment can apply 

to the line manager and the Directorate of Culture and Labor Relations, or s/he can call the 

Anti-Violence Hotline which was created solely to support cases of gender-based violence and 

harassment. An employee can also make an anonymous application. The company pledges to 

effectively operationalize the due process (including review, inspection, and audit) by obtaining 

the approval of the applicant at every stage of the way and taking into account his/her privacy.

Procedure and Principles of the Application Mechanism



Precautions, Supports, 
Sanctions

Enerjisa Enerji undertakes to provide the 
following support if the employee who is exposed 
to violence has taken measures pursuant to Law 
No. 6284:

 • Rerouting the shuttles,
 • Escorting the employee to the shuttles or 

public transport,
 • Providing a parking lot for the employee’s 

private car,
 • Changing information such as workplace 

location, work phone, and e-mail address,
 • Changing the account information to which 

the salary and employment benefits will be 
paid,

 • Granting paid administrative leave to the 
employee in a way to not compromise his/
her annual leave rights,

 • Providing psychological support through 
the Anti-Violence Hotline.

In addition to the list above, the company 
commits to take necessary measures if 
the person is exposed to violence and the 
perpetrator works in the same company so 
that the perpetrator would stay away from the 
person exposed to violence.

If the person committing or threatening to 
commit domestic violence is an employee, 
the company agrees to investigate the case 
in accordance with the relevant legislation 
and internal procedures and may impose a 
disciplinary penalty on the person in question.

Awareness Raising

As committed in the policy documents, Enerjisa 
Enerji also organizes awareness-raising activities 
on violence. In this context, the company 
organized online events as part of the March 
8 International Women’s Day and November 
25 International Day for the Elimination of 
Violence against Women. In addition, it makes 
announcements about the UN’s “16 Days of 
Activism” campaign (between November 25 
and December 10 every year) to its employees 
and stakeholders and participates in these 
campaigns with written and visual materials 
posted on social media.

Enerjisa Enerji also gives importance to raising 
awareness about domestic violence among its 
customers. To that end, it uses electricity bills as 
a message board through which to encourage 
people who have been subjected to violence to 
apply to public authorities and gives information 
about the public support mechanisms for 
combating violence at the bottom of the bills 
that it sends to 10 million subscribers in 14 
provinces every March.
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Ford Otosan published the policy document named “Guide for Combating Domestic 

Violence and Abuse” in 2022. The aim of the guide is to announce the company’s approach 

of zero tolerance to domestic violence and abuse, to def ine the support mechanisms for 

employees, and to inform the employees of these supports.

The guide announcing the company’s non-violence policy was introduced at a meeting 

with all HR leaders.

The guide def ines domestic violence as any form of violence or neglect inflicted by a family 

member on another. Violence committed by one of the partners on another in non-marital 

relationships is also considered domestic violence.

Ford Otosan
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A Ford Otosan employee who is exposed to domestic violence can directly apply to the person

authorized for this purpose in each company or send an e-mail to @ford.com.tr. The names 

and phone numbers of the authorized personnel in the companies are included in the guide. 

In addition, the contact information of public and civil society institutions from which to get 

support is also featured in the guide.

Procedure and Principles of the Application Mechanism



Precautions, Supports, 
Sanctions

With the guide, the company pledges to 

provide the following support to the employees 

subjected to domestic violence:

 • Changing shuttle routes,

 • Changing locations/shifts,

 • Paid administrative leave,

 • Advance payment,

 • Providing companions for the employee 

exposed to violence,

 • Making changes in the contact information 

of the employee,

 • Free psychological counseling.

Ford Otosan Human Resources Department is 

responsible for providing support to employees 

exposed to violence. Ford Otosan also 

undertakes to conduct the entire application 

process in confidentiality.

In case the perpetrator of domestic violence is a 

company employee, the necessary disciplinary 

investigation is carried out by taking into account 

the provisions of Ford Otosan Disciplinary 

Regulation, the Labor Law, and other relevant 

legislation.

Awareness Raising

Ford Otosan has carried out various works both 
to raise awareness about the guide within the 
company and raise awareness on domestic 
violence. Some of these activities are as follows: 
visibility materials (brochures, posters, etc.) 
declaring the company’s “zero tolerance to 
violence” policy were prepared, and these posters 
were hung in places, especially in the toilets 
and changing rooms. In addition, the company 
decided to frequently share the subject via the 
internal communication network “Yammer”. 
In another important activity, the company 
planned to organize an online seminar where 
the definition and forms of violence, as well as 
the rights of the parties in the divorce process, 
will be discussed.

Ford Otosan has also set out to add new supports 
to the existing ones. Drawing on the United 
Nation’s “16 Days of Activism” between November 
25 and December 10 to combat gender-based 
violence, Ford Otosan determined the theme 
of awareness-raising activities to be “partner 
violence”. Within this scope, the company 
collaborated with Kocaeli Bar Association, and 
volunteer lawyers agreed to provide free legal 
counseling to employees who are exposed to 
violence.
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Güven Healthcare Group issued the “Güven Hospital Policy Document on Domestic 

Violence against Employees” in 2019. The purpose of the policy document is to raise 

awareness about domestic violence, to give support and guidance to Güven Healthcare 

Group employees who are exposed to domestic violence, to raise awareness among the 

Güven Healthcare Group management on the subject, and to create a safer and more 

peaceful work environment.

The policy document def ines domestic violence in a way to encompass all forms of violence

perpetrated by one party to gain power and control over the other in intimate relations. 

Accordingly, the def inition does not make a distinction about whether the relation is 

long- or short-term, the partners are married or unmarried, or the partners share or do 

not share a household. With this def inition, Güven Healthcare Group not only emphasizes 

the destruction caused by the violence perpetrated by a person who is emotionally close, 

but it also makes it possible for a much wider segment to benefit f rom the scope of the 

document.

Aware of the fact that domestic and gender-based violence are the main causes of injuries 

and deaths faced by women in Turkey, the policy document covers all employees and their 

children.

The policy document was shared with the public at a launching meeting attended by 

all employees and the press on November 25, 2019, with the slogan “Güven’le, Güven’de, 

Güven’li”1. Promotion of the policy document continued with brochures and digital visuals 

prepared after the launch.

The responsibility for the implementation of the document is born by the Training and 

Organizational Development Directorate, while the responsibility for employee relations is 

undertaken by the Human Resources Directorate.

Güven Healthcare Group
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A company employee who is exposed to domestic violence can call the Employee Support 

Program Domestic Violence Hotline established exclusively for domestic violence reporting or 

apply by sending an email to @guven.com.tr. In addition, the employee can apply to her/his 

manager or the Human Resources Directorate. Güven Healthcare Group informs the applicant 

about the support mechanisms inside and outside the company and directs them to the 

relevant public institutions and nongovernmental organizations for access to the needed 

support.

The company carries out the entire application process in confidentiality, with the utmost 

respect paid for the privacy of the employee who is exposed to domestic violence.

Procedure and Principles of the Application Mechanism



Precautions, Supports, 
Sanctions

Güven Healthcare Group details in its policy 

document the internal support mechanisms 

applicable for employees exposed to domestic 

violence and shares the contact information of 

the institutions from which to access external 

support.

The supports provided by the company for 

employees to stay away from violence and its 

effects are as follows:

 • Providing support for application to law 

enforcement and legal mechanisms 

through Legal Consultancy Department,

 • Face-to-face psychological counseling for 

three sessions,

 • Supporting the persons exposed to violence 

in f inding a place to stay, directing them to 

discounted options,

 • Advance payment once a year with an 

upper limit of monthly net salary, with the 

approval of the management,

 • Minimizing security problems by providing 

temporary flexible working opportunities,

 • Granting annual leave upon request or 

making an advance annual leave in case the 

employee has no right to leave left,

 • Providing three-time face-to-face 

psychological counseling to the child of the 

employee who was exposed to violence.

Güven Healthcare Group acknowledges that 

employees who are exposed to domestic 

violence may experience problems such as 

chronic absenteeism, tardiness, and poor 

performance as a result of violence. Hence, apart 

from the support listed above, the company 

pledges to show good faith in assessing the 

employee’s performance.

In cases where the workplace address is 

determined as a protected area, the employee 

is expected to submit a copy of the restraining 

order issued under Law No. 6284 to the Human 

Resources and Organizational Development 

Directorate.

If the person perpetrating or threatening to 

commit domestic violence is an employee of 

Güven Healthcare Group, the company has 

committed to carry out disciplinary processes, 

including but not limited to dismissal.
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Awareness Raising

Güven Healthcare Group organized trainings 
aimed at raising awareness among employees 
on domestic violence and gender equality, 
as well as informing managers on how to 
approach an employee who is exposed 
to domestic violence. 135 employees 
participated in the awareness raising 
trainings until March 2020, and 41 employees 
participated in the managers’ training as of 
April 2020. The company had to suspend 
all these face-to-face trainings due to 
the pandemic. In this process, it decided 
to continue trainings with new trainers 
and also planned the new trainings in the 
period to come. Inhouse trainings were also 
supported by visual materials on domestic 
violence. These materials were hung in all 
common areas in order to raise awareness 
among the employees and the people 
visiting the hospital.
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HUGO BOSS Textile Industries wrote the policy document titled “Regulation on the 

Implementation of Gender Equality Policy” in 2019. The policy document was created under 

the leadership of the Human Resources Department and applies to all employees. The 

purpose of the document is to ensure that all HUGO BOSS Textile Industries employees work 

in a respectful environment with the principle of equality without gender discrimination. 

The company communicated its policy document, which includes the company’s principles 

and gender equality perspective, with all the employees in training sessions on the subject.

While the main title of the policy document pertains to gender equality, the document 

also includes the company’s approach to domestic violence and the support it provides to 

its employees who are exposed to domestic violence. It should be noted that HUGO BOSS 

Textile Industries emphasizes in the policy document the relationship between achieving 

gender equality and preventing domestic violence.

HUGO BOSS Textile Industries established the “Gender Equality Committee” for the 

coordination of gender equality work in the company. Committee members participated 

in the training program which featured titles such as “Being a Woman as an Individual” and 

“Effective Communication” to support them in fulf illing their responsibilities.

HUGO BOSS Textile Industries
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In 2004, HUGO BOSS Textile Industries formed an organization called “Purple Umbrella”, to 

which employees exposed to domestic violence can apply. The purpose of Purple Umbrella is 

to inform employees exposed to domestic violence about the situation they experience and 

the mechanisms they can apply to and to enable them to access the support they need. The 

company carries out all these works on the basis of the principle of confidentiality.

Procedure and Principles of the Application Mechanism



Precautions, Supports, 
Sanctions

The company acts upon its perspective for 

combating violence that adopts both preventive 

and protective approaches in cases of domestic 

violence. Therefore, it provides the following 

support to its employees who are exposed to 

violence:

 • It undertakes to take necessary security 

measures, taking into account the aggrieving 

experiences faced by the employee who is 

exposed to violence.

 • The company collaborates with a 

psychological counseling center for 

employees who need psychological support. 

The psychologists of this center work at the 

company on certain days of the week and 

provide free psychological counseling to the 

employees. Employees exposed to violence 

can also benefit from this support.

 • Company lawyers provide free legal 

counseling to employees who are exposed 

to violence.

 • Employees who have been subjected to 

violence can receive f inancial support from 

the “Aid Fund”.

Awareness Raising

HUGO BOSS Textile Industries organize a series 

of awareness-raising activities, especially for the 

promotion of the company’s policy document, 

which includes its corporate stance on gender 

equality and domestic violence. One such activity 

is to provide training to all employees on the 

basic concepts of gender equality. In addition, 

it organized a series of conversations where 

women in the company shared their personal 

empowerment stories. In these conversations, 

due attention was paid to ensuring that women 

can share their experiences in a safe space. The 

company also organizes annual seminars with 

the participation of experts within the scope of 

March 8 International Women’s Day.

HUGO BOSS Textile Industries also organize 

activities aiming to ensure gender equality 

through corporate collaborations. One of 

the most important of these activities is the 

“Open Door” (TAFF) program, which has been 

implemented with İŞKUR (Turkish Employment 

Agency) since 2010. In this program, unemployed 

women at the age of 25-35 are given free 

vocational training for two months, supporting 

women’s participation in the labor force. To date, 

approximately 1625 women have successfully 

completed the TAFF program.
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HUGO BOSS Textile Industries’ employees joined the UN’s “16 Days of Activism” campaign, which is carried out 
with a different theme every year to combat gender-based violence, between November 25 to December 10, 
by wearing orange in 2022. The company prepared visual materials announcing that they would participate 
in the campaign and shared all these materials with all employees via e-mail, on in-house information boards, 
and on mobile applications. In addition, it has prepared an informative document that includes definitions of 
violence and its forms, safe steps that the person exposed to violence can take to stay away from violence, and 
guidance for the immediate environment of the person exposed to violence.
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Jotun issued its “Policy for Combating Domestic Violence in the Workplace” in 2018. The aim 

of the policy is to raise awareness of domestic violence among employees and to provide a 

work environment that is egalitarian, safe, and does not tolerate any form of violence. In the 

policy, domestic violence is def ined as any form of violence that occurs within the family 

or between current or former partners or spouses, regardless of whether the perpetrator 

and the exposed share or have shared the same residence. Human Resources Department 

was responsible for the preparation process of the document and is responsible for its 

implementation. The document was communicated to all the employees of the company.

Jotun Boya
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Precautions, 
Supports, 
Sanctions

Jotun lists the forms of support it will give to its 
employees who are exposed to violence:

 • Taking necessary precautions during 
commuting in personnel shuttles,

 • Providing a place in the company carpark 
for the private vehicle of the person who was 
subjected to violence,

 • Helping the employees exposed to violence 
to access the accommodation units of the 
companies with which Jotun collaborates,

 • Advance payments to the person in line 
with his/her demands and needs,

 • Allowing for flexible working hours so 
that the security risks persons face can be 
minimized,

 • Allowing the person to take annual leave 
upon request or to take advance annual 
leave in the absence of the right to leave,

 • Supporting the person who is exposed 
to violence in his/her applications to law 
enforcement.

Jotun acknowledges throughout this 
process that survivors of domestic violence 
may experience problems such as chronic 
absenteeism, tardiness, and poor performance 
at work. If the company is aware of the problems 
arising due to domestic violence, the company 

pledges to consider all the problems and act in 

good faith for the solution of the problems.

An employee experiencing violence at Jotun 

can contact Human Resources. HR informs the 

employee about the support mechanisms inside 

and outside the company and directs him/her 

to the relevant public and non-governmental 

organizations in line with the needs.

Procedure and 
Principles of the 
Application Mechanism
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Awareness Raising

Jotun, in the policy document, acknowledges 
the importance of awareness raising in 
combating domestic violence and emphasizes 
that one of the most important resources in this 
combat is the trained workforce. The company 
developed an e-learning program for awareness 
raising on domestic violence and shared this 
program with the personnel who have an e-mail 
account (approximately 450 people). Besides, 
Jotun organizes special events on the subject 
on related days such as March 8 International 
Women’s Day, November 25 International Day for 
the Elimination of Violence against Women, and 
December 10 Human Rights Day. For example, 
on March 8, 2022, the company organized with 
AÇEV the “I am Aware of Equality” seminar. In 
addition, it reminds its employees of the policy 
document at the events that take place between 
November 25 and December 10 every year.

If the employee who has been subjected to 

violence has issued a restraining order based on 

Law No. 6284, s/he must submit a copy of the 

relevant order to HR so that the company can 

take necessary security measures.

HR conducts the entire application process in 

confidentiality, respecting the privacy of the 

employee exposed to violence.

If an employee uses workplace resources to 

commit or threatens to commit domestic 

violence, the company may take disciplinary 

action, including, but not limited to, dismissal.

Jotun, recognizing that the perpetrator may 

also need support and has the right to benefit 

from company resources, offers therapy support 

to the perpetrator of violence, with the consent 

of the person.
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Limak Group of Companies (Limak) issued its “Policy for Combating Domestic Violence” 

and “Procedure on Combating Domestic Violence” in 2020. Applying to the entire personnel 

body regardless of gender, the policy document and the procedure are developed with the 

aim of preventing all kinds of acts of violence, providing the necessary support to employees 

exposed to domestic violence, and raising the awareness of employees about violence. The 

policy document provides a framework for how the company addresses domestic violence 

and the principles it will comply with within the process. The procedure, on the other 

hand, includes the mechanisms to implement the basic concepts in combating domestic 

violence and the policy framework.

These two documents, elaborating on the company’s corporate stance on domestic 

violence, were shared with all employees through internal communication channels. In 

addition, in order to raise awareness about violence and provide information about support 

mechanisms, the company prepared a brochure named “Digital Screens for Combating 

Domestic Violence” and “Against Domestic Violence” using the contents of both documents. 

Information regarding the circulation of this brochure was also shared with all employees 

via e-mail. In addition, the policy and procedure are incorporated into the orientation 

process for new recruits.

Both policy and procedure emphasize that domestic violence is not related to gender 

differences but to gender roles and inequality of power. In addition to this apt emphasis on 

the source of violence, domestic violence is broadly def ined in the corporate documents 

in such a way as to cover all kinds of violence that occur in all relationships in the past or 

present, regardless of whether the perpetrator and the person exposed to violence are 

married or live in the same household.

The procedure gives information about violence and its forms, as well as the signs of 

violence and how to communicate with a person who has been subjected to violence. This 

content, which is one of the distinguishing aspects of the procedure, is important in terms 

of being supportive and guiding the people close to the survivors of violence.

The Human Resources Directorate is responsible for updating, supervising, and monitoring 

the policy and procedure. When situations not clearly stated in the procedure occur, the 

decision is taken by the Chairperson of the Board/General Manager.

Limak Group of Companies
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Limak has created a special in-house mechanism called the “Employee Support Group” to 

which employees who are exposed to or witness domestic violence can apply. The Employee 

Support Group consists of three people who have received training on domestic violence and 

are competent in their f ields.

A Limak employee who is exposed to domestic violence can apply to the line manager or the

Employee Support Group by submitting the “Notif ication Form for Violence and Violation 

of Sexual Immunity”. The person can also submit an anonymous application by sending the 

notif ication form to the Employee Support Group via the specif ied e-mail address or by hand 

in a sealed envelope. After the applicant is informed about the support mechanisms inside 

and outside the company, s/he is directed to the relevant authorities. 

Adopting the principles of equality, diversity, and inclusiveness, Limak undertakes to carry 

out the entire application process on the basis of trust and solidarity. In addition, it conducts 

the procedure in an objective manner by taking the necessary confidentiality and security 

measures in order to protect the personal information of the person subjected to violence and 

related third parties.

Procedure and Principles of the Application Mechanism



Precautions, Supports, 
Sanctions

Limak takes the security measures and provides 
the relevant support that is listed below. In doing 
so, Limak seeks the consent of the employee 
exposed to domestic violence at every step and 
pays due attention to the limits of the company’s 
involvement. After an employee, who is exposed 
to domestic violence and has a restraining order 
based on Law No. 6284, submits the relevant 
court decision to the company, the company 
takes the following security measures and more:

 • Limak takes measures for the phone and 
e-mails of the person exposed to violence 
within the scope of the security plan to 
be implemented in order to prevent the 
perpetrator from stalking,

 • The company devises a security plan,
 • It allocates a private car park space for the 

employee,
 • The company provides the employee with a 

companion while accessing shuttles or other 
public transportation points.

 • It allows the employee to be relocated for 
providing a safer work environment.

 • Third-party access to confidential personal 
information such as temporary or new 
addresses, bank, or health information is 
prevented.

Limak acts on the principle of equal opportunity 
with the aim of preventing any harm to the 
work life of the employee who is exposed to 
violence, hence, gives the following support to 
its employees to stay away from violence and its 
effects:

 • Employees who are victims of domestic 
violence can call “Limak Group of Companies 
Domestic Violence Hotline”. It provides 
psychological counseling and guidance on 
the phone 24/7 via clinical psychologists and, 
in addition to that, face-to-face psychological 
counseling and guidance when deemed 
necessary in special cases. It is ensured that 
they benefit from legal information services 
24/7 through a legal expert.

 • The company refers the employee to the 
workplace doctor when s/he needs physical 
health support and, in the absence of the 
workplace doctor, to the relevant support 
mechanism provided by the contracted 
healthcare institutions.

 • If needed, the person is given advance 
payment or other financial support or 
provided with access to other resources.

 • The employee who is exposed to violence 
is entitled to paid or unpaid leave for the 
requested period, flexible or part-time 
working or remote working if needed.

 • The company pledges that the employee 
exposed to violence continues to take part in 
the performance evaluation processes and 
continues to benefit from the performance-
based rewarding and benefits offered 
to all employees. It is taken into account 
that experience of violence may affect the 
employee’s performance in different ways, 
and the performance goals and criteria that 
apply are to be reviewed according to a 
personal situation.

If a Limak employee commits domestic violence, 
Limak acts with the awareness that the person 
in question may also need support and has the 
right to benefit from the company’s resources.
Accordingly, it directs the employee in question 
to programs that aim to raise awareness of 
violence, induce a change in behavior and 
attitude such as anger management and stress 
coping. If these supports do not result in the 
expected effect and the person continues to 
perpetrate violence, the company may impose 
penal sanctions including the termination of the 
employee’s employment contract.
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Awareness Raising

Aware of the fact that domestic violence is an 
internalized behavior, Limak gives importance 
to organizing awareness-raising activities 
to eliminate violence. In line with this goal, 
Limak ran two communication campaigns for 
its employees titled “We speak the language 
of domestic love” and “Love, not domestic 
violence”. The purpose and content of both 
campaigns were shared with all employees via 
an informative e-mail. In addition, informative 
visuals focusing on combating domestic 
violence were published on digital screens in the 
off ice. 

Trainings are the other pillar of awareness-
raising activities. Limak organized “Training for 
the Guide for Combating Domestic Violence” 
and “Trainer’s Training for Combatting Domestic 
Violence” in line with its diversity and inclusion 
efforts. Valuing the sustainability of these 
training programs, the company plans to train 
in-house trainers so that they can give training 
to the new recruits.

Within the scope of the November 25 
International Day for the Elimination of 
Violence against Women, Limak carries out 
communication activities every year with the 
aim of raising awareness and demonstrating the 
company’s “zero tolerance to violence” approach.
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Mondelez Turkey (Mondelez) issued the “Policy for Combating Domestic Violence”, the 

preparations of which started in 2021, and in 2022. Based on the principle of “creating a 

decent work and working environment”, the aim of the policy is to raise the awareness of 

employees about domestic violence and to lay out the support given to employees to are 

exposed to violence.

The policy document, applying to all Mondelez employees, includes the def initions of 

violence and its forms along with the methods and procedures used to support company 

employees who are exposed to or at risk of domestic violence.

In the policy, domestic violence is def ined as any kind of violence that occurs between 

persons considered to be family members, regardless of whether they share the same 

household.

The company announced the adoption of the policy document to the whole country with 

a livestreamed launch attended by the general manager.

All Mondelez units are obliged to implement this procedure. The Human Resources 

Department is responsible for providing the support pledged in the policy.

Mondelez Turkey (Kent Gıda)
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A Mondeley employee who is exposed to violence can directly apply to their manager or the 

human resources department. Also, the employee can call the Domestic Violence Hotline 

operated by TKDF. The company informs the employee exposed to domestic violence about 

the application channels inside and outside the company and directs them to the relevant 

public institutions or nongovernmental organizations in line with their needs.

Mondelez conducts the entire application process in confidentiality, with the consent of the 

employee exposed to domestic violence and respecting their privacy.

Procedure and Principles of the Application Mechanism



Precautions, Supports, 
Sanctions

Mondelez recognizes that the physical and 
psychological consequences of domestic 
violence will have adverse effects on a person’s 
work life. Therefore, it has committed to take 
aff irmative action for survivors of domestic 
violence in practices such as recruitment, 
dismissal, performance assessment, or 
employee privileges. In parallel, the company 
states that the performance assessment 
process shall take into account the subjective 
conditions that survivors of domestic violence 
might him/herself in.

The followings are the support provided and 
security measures by the company in an effort 
to help the employees to stay away from 
violence and its adverse effects:

 • The employee is offered three sessions of 
free psychological support by Magellan, 
Mondelez’s business partner.

 • If the employee who is exposed to violence 
requests a change in the transportation 
route and shuttles, Human Resources 
Department can evaluate the request.

 • The perpetrator can be prevented from 
accessing the person exposed to violence in 
the workplace.

 • When needed and in accordance with the 
request and consent of the employee in 
question,Human Resources can consider 
relocating the working area of the domestic 
violence survivor.

 • The company can rearrange the payment 

method for the employee’s salary and other 

benefits in order to prevent the perpetrator 

from accessing the bank account 

information.

Besides the abovementioned support provided 

directly within the company, employees who 

are exposed to or at risk of domestic violence 

can receive free legal and psychological 

support from TKDF within the scope of the 

protocol signed with the Federation of Women’s 

Associations of Turkey (TKDF).

If the perpetrator of domestic violence is a 

Mondelez employee, Mondelez may refer 

both the perpetrator and the exposed to 

psychological support with their consent. The 

company states that, depending on the severity 

of the act of violence, legal actions can be taken 

including the use of annual paid leave and the 

termination of the employment contract with 

valid and justif ied reasons. If the employee 

uses workplace resources in perpetrating or 

threatening to perpetrate domestic violence, 

Mondelez commits to undertake disciplinary 

processes, including (but not limited to) 

dismissal.
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Awareness Raising

Mondelez, with the support of experts, gives 
trainers training on domestic violence and 
gender equality. There is a remarkable interest 
in these trainings, in which the employees 
participate voluntarily. Owing to this interest, 
the company aims to complete the awareness 
raising trainings to be given by the in-house 
trainers to all white- and blue-collar employees 
in 2023. In addition, training on gender equality 
and domestic violence will be included in the 
orientation process. Thus, it is aimed at new 
employees to learn the corporate stance and 
raise their awareness on the subject. Mondelez 
upholds these awareness-raising efforts with 
visuals that include warnings such as “This 
facility is closed to violence against women”.

Apart from the trainings, the company plans 
to raise the awareness of the employees by 
organizing events with the participation of 
expert speakers.
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Seger Horns (Seger) published its policy document titled “The Equality Policy” in 2018. The 

aim of the policy is to raise awareness among the employee body on gender equality and 

to build an egalitarian and solidaristic workplace culture. With this document, Seger has 

declared that it has committed to non-discrimination within the organization, pledged 

to ensure gender equality in working life, object to all kinds of violence, and support the 

employees who are exposed to domestic violence.

The policy is integrated into the company’s internal regulations. Within the scope of the 

policy, every new employee is obliged to attend a one-hour orientation program on gender.

Seger Horns Inc.
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Precautions, Supports, 
Sanctions

Seger signed a protocol with Mor Salkım 
Solidarity Association in 2017 to support the 
employees who are exposed to domestic 
violence. Within the scope of this protocol, 
employees who are exposed to domestic 
violence can receive legal, psychological, and 
f inancial 24/7 free support from the Violence 
Hotline operated by Mor Salkım. The protocol 
enables Seger to request an annual report from 
the association detailing how many people 
within the company called the Violence Hotline, 
for what reasons, and what kinds of support 
they requested.

Within the scope of Seger’s Social Sustainability 
and Ethics Policy, employees who are exposed 
to violence and mobbing can also reach out to 
the ethics hotline and receive information and 
guidance.

Awareness Raising

Seger organizes numerous awareness-raising 
activities on gender equality and domestic 
violence. These events that have been held so far 
are as follows:

 • Employees were given out magnets with the 
phone numbers of the institutions that can be 
applied to in cases of domestic violence.

 • A campaign named “Our Voice is Our Equality” 
was organized with the aim of identifying 
and transforming sexist expressions in the 
language. With this campaign, the words that 
need to be changed for a more egalitarian 
language were spotted and posted in the 
common areas in the company workplace.

 • Every year, orange badges are distributed as 
part of the November 25 International Day for 
the Elimination of Violence against Women, 
table mats are prepared and placed on trays, 
and educational videos about violence are 
circulated.

Besides the activities listed above, Seger organizes 
events on domestic violence and gender equality
with the Bursa Platform for Women’s 
Empowerment, of which Seger is the chair of 
the Activities Committee. One such event is the 
seminar series organized under the name of “Our 
Strength is Our Equality”.

Another one, which is still in the process of planning, 
aims at a regular exchange of information and 
experience among 33 private companies.
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Tekfen Holding Co., Inc (Tekfen Holding) announced its policy titled “Policy for Combating 
Domestic Violence” in 2020 as a result of a project carried out by a team of 15 company 
representatives under the leadership of the sustainability department. In 2021, the company 
issued the “Guide to Combating Domestic Violence against Women”, which takes the policy 
as its foundation.

The Guide to Combating Domestic Violence against Women defines more comprehensively 
the perspective laid out in the policy document and details the concrete steps to be taken in 
the struggle against violence against women. The guide, as well as its conceptual framework 
and perspective for combating violence, refers to the Istanbul Convention, the most advanced 
and comprehensive international legal document in the struggle against violence against 
women. In line with this reference, Tekfen Holding defines domestic violence against women 
as an assault on human dignity and a violation of the most basic human rights. In the guide, 
one can see how the holistic perspective embraced by the Istanbul Convention on combating 
violence against women is reflected. The guide, prepared for all employees with the aim of 
building an egalitarian, safe, and solidaristic work life where no form of violence is tolerated, 
undertakes to organize events for raising awareness and to support women to get away from 
violence and its effects.

The guide which is prepared with the awareness that violence against women can affect all women

regardless of education and income level, essentially covers Tekfen Holding and companies 

within the Tekfen Group, their branches and subsidiaries, senior executives, board members, and 

employees, it nonetheless serves as a guide for all subcontractors, suppliers, business partners, 

and anyone associated with Tekfen Holding. Subcontractors cannot benefit from all of the support 

Tekfen Holding provide; however, Tekfen Holding encourages these companies by guiding them 

to develop similar policies. Tekfen Holding employees, subcontractors, and their immediate family 

members can also benefit from the psychological and legal support line that Tekfen Holding 

provides, available 24 hours a day, 7 days a week.

The company established a Domestic Violence Committee, consisting of volunteers and team 

members among Tekfen Group employees who participated in the Business Against Domestic 

Violence Project. The committee is in charge of organizing awareness-raising activities, primarily 

promoting the guide to employees and updating it when necessary; coordinating the application 

process in cases of violence within the company; and developing support mechanisms with 

suggestions. Human Resources is responsible for the implementation of the protective measures 

for survivors of violence and for the prevention of violence, namely the issues pledged in the guide. 

A distinctive feature of the guide lies in the emphasis that not only managers or the relevant 

unit but also all employees are responsible for preventing violence and supporting those who are 

exposed to violence.

Tekfen Holding Co., Inc
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Tekfen Holding created special application mechanisms that will contribute to the 

mainstreaming and sustainability of the struggle against domestic violence. These channels 

are the Domestic Violence Committee, which is responsible for the coordination of support 

to the employees who are exposed to violence, and the Domestic Violence Hotline, which 

provides 24/7 service. The presence of a specialized unit and a hotline is not only in accord 

with international norms and standards, especially the Istanbul Convention, but it is also an 

exemplary feature of Tekfen Holding’s approach to combating domestic violence.

A Tekfen Holding’s  employee who is exposed to domestic violence can reach out to the Tekfen 

Holding Domestic Violence Hotline, send an email to the Domestic Violence Committee or 

the Ethics Coordinator, or make a face-to-face application to these units. The applicant is 

provided with the necessary information about the support and resources within and outside 

the company and various options are offered.

Procedure and Principles of the Application Mechanism



Precautions, Supports, 
Sanctions

Tekfen Holding offers comprehensive support 
to its employees who are exposed to domestic 
violence under the main headings of Psychological 
Support and Counseling, Physical Security 
Support, Financial Support, and Professional 
Performance Support.

 • 24/7 psychological and legal support and 
guidance from the Domestic Violence 
Hotline,

 • Psychological counseling support with an 
option of the face-to-face meeting offered,

 • If needed, an advance with the upper limit 
of one month’s salary to be given once a 
year and to be collected within 6 months,

 • Flexible working opportunities,
 • Up to 10 days of paid administrative leave 

per year,
 • Reviewing the performance criteria for the 

employee in question.

In cases where there is a security risk, the 
company offers the following support to the 
person exposed to violence:

 • Allocating a place in the company carpark 
for the employee who has a personal vehicle,

 • Changing business phone number and 
e-mail address,

 • Preventing the perpetrator of violence from 
reaching the employee who is exposed to 
violence through the company’s central 
off ice.

 • Depositing the employee’s salary to another 
bank account number that s/he will 
determine,

 • Preventing the perpetrator from entering 
the off ice space where the employee who is 
exposed to violence works.  

Along with the measures and supports listed 
above, Tekfen Holding also offers its employees 
another distinctive support. The company 
grants employees, who want to stand in 
solidarity with their colleague who is exposed 
to violence, the right to paid administrative 
leave for up to two days so that the employee in 
question can support his/her friend in hospital, 
court, or childcare.

Tekfen Holding acknowledges those Tekfen 
Holding employees, who perpetrate violence 
or threaten to do so, also need help and directs 
them or their relatives to therapy through the 
Domestic Violence Hotline, after obtaining their 
consent. In cases where an employee commits 
violence by using company resources, Tekfen 
Holding takes necessary disciplinary actions. If 

the aforementioned acts of the perpetrator are 

legally established, the employment contract 

may be terminated unilaterally, with the 

company undertaking relevant responsibilities 

and compensation.
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Awareness Raising

In the guide, Tekfen Holding has committed 
to organizing activities to raise employees’ 
awareness of violence. To that end, the company 
f irst of all printed posters to promote the policy 
and the guide, and also included news about 
these documents in the digitally prepared 
T-bulletins so that company employees could 
follow the news within the group. In addition, the 
policy and guide were printed and distributed 
to all workplaces. Both documents are available 
on the company website. Another awareness-
raising effort is that Tekfen Holding prepared 
ads titled “We are with you” in order to make 
survivors of violence feel that they are not alone 
and to encourage them to call the Domestic 
Violence Hotline.
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Turcas Petrol issued its “Zero Tolerance to Domestic Violence Policy” in 2018. Centered on 

the fact that domestic violence as a social problem is experienced in walks of society, the 

aim of the policy is to raise awareness among employees on zero tolerance to all types of 

domestic violence and on the occurrence of violence as well as to support employees who 

have been exposed to or at-risk domestic violence.

While def ining domestic violence, the policy does not make a distinction about whether the 

perpetrator and the person exposed to violence share or have shared the same household. 

Domestic violence is def ined in a way to include any act of violence that occurs between 

current or former spouses or partners living together.

The Human Resources Directorate and Corporate Communications & Marketing Department 

are responsible for the implementation of the policy.

Turcas Petrol
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An employee who is exposed to domestic violence can apply directly to Human Resources. HR 

directs the employee to the relevant public institutions and non-governmental organizations 

in line with their needs and coordinates the security measures that can be taken and the 

support to be provided within the company

.

The company carries out this entire process in confidentiality without violating the privacy of 

the applicant; that is to say, it does not share personal information with third parties without 

the consent of the applicant.

Procedure and Principles of the Application Mechanism



Precautions, Supports, 
Sanctions

In 2018, Turcas Petrol launched the “Employee 
Support Program”, which covers all employees 
and their first-degree relatives. This program offers 
psychological (24/7 online, 2 sessions face-to-face) 
and legal support to employees who are exposed 
to any form of violence. In addition, the company 
also provides the supports listed below so that the 
employee who is exposed to violence can stay away 
from the violent environment:

 • Allowing the employee to take annual leave or 
advance annual leave in the absence of annual 
leave,

 • When requested by the employee who is 
exposed to violence and approved by the senior 
management, advance salary can be paid to the 
employee,

 • Upon the request of the employee and approval 
of the management, offering flexible working 
hours for a certain period of time,

 • Informing the Aksoy Plaza security team and 
the company for them to take necessary 
precautions, if the domestic violence survivor is 
at risk of severe physical violence,

 • Upon the request of the employee and the 
approval of the management, the applicant 
can be accompanied by law enforcement in the 
application process, in cases where the person 
is proved to have been exposed to physical 
violence.

The employee who has been exposed to violence 
must submit a copy of the restraining order issued 
within the scope of Law No. 6284 to the Human 
Resources Department for the security measures 
can be taken.

If the perpetrator is a Turcas Petrol employee, the 
company has the right to initiate disciplinary actions 
and impose all kinds of sanctions in accordance with 
the relevant legislation, including dismissal. If the 
employee uses workplace resources (phone, e-mail, 
company vehicle, etc.) while committing the act of 
physical violence, the company may submit the 
recordings to the court when necessary.

Awareness Raising

Turcas Petrol reinforces its “zero tolerance to 
violence” approach with the trainings on gender 
equality as well as with the immediate support 
given to the employees who are exposed to 
violence. So far, 70 people have attended these 
trainings.

Turcas Petrol also gives importance to 
cooperation with civil society in combating 
domestic violence. In this respect, the company, 
with the support of NGOs, organized seminars 
on Women’s Empowerment Principles (WEPs), 
Gender Equality, and the BADV Project. Besides, 
it has held meetings/seminars for employees 
with the cooperation of Yanındayız Association, 
SEBUKA, and Mother Child Education Foundation 
(AÇEV). Within the scope of the November 25 
International Day for the Elimination of Violence 
Against Women and Solidarity, Turcas Petrol 
supported the UN Women campaign “Light a 
Firefly and Light the Dark”.
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Vodafone Turkey created and started to implement the policy document titled “Procedure for 
Combating Domestic Violence” in March 2019. Vodafone Turkey is the first Vodafone branch 
to issue such a procedure in all countries where Vodafone operates. The procedure elaborates 
on how to recognize symptoms of domestic violence, how to support the employee who is 
exposed to violence, and how to direct the employee to the appropriate institutions.

Initiated with the guidance of Vodafone Group, the procedure was prepared with the 
cooperation of the Vodafone Turkey Human Resources, Legal Department, Sustainability 
Department, Public Relations, Brand Department, and Vodafone Turkey Foundation team. 
The policy aims to raise awareness of domestic violence and to create an egalitarian and safe 
work environment that adopts the zero-tolerance principle to violence so that the employees 
who are exposed to violence will be able to speak and receive support with confidence and 
confidentiality.

The procedure covers all Vodafone Turkey companies including VMOL and all Vodafone Turkey
employees.

HR Director and CEO are in charge of the procedure. The Human Resources Department is 
responsible for executing the procedure, monitoring, and updating its implementation.

Vodafone Turkey
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A Vodafone Turkey employee who is exposed to violence can apply to the manager of the 

department, corporate security manager, and Human Resources department. In addition, s/

he can call Vodafone Turkey Employee Support Program LEAP Domestic Violence Hotline or 

apply via e-mail at @vodafone.com.

The company conducts the entire application process by respecting the privacy of its employees 

who are exposed to or at risk of violence.

Procedure and Principles of the Application Mechanism



Precautions, Supports, 
Sanctions

Vodafone Turkey can take the following measures 
to ensure the safety of the employee exposed to 
violence:

 • Changing working hours and/or location, if 
possible,

 • Changing the work phone number and/or 
e-mail address and preventing the perpetrator 
from reaching out to the employee exposed 
to violence through the central office,

 • Changing the company shuttles and/or plate 
numbers if applicable,

 • Allocating a slot for private vehicles in the 
company carpark.

The company may take other security measures 
if deemed necessary. If the workplace address is 
determined as a protected area in the restraining 
order of the employee within the scope of Law No.
6284, the employee must submit a copy of 
the court decision to the Corporate Security 
Directorate and inform Human Resources. 

Vodafone Turkey also offers the following support 
to its employees who are exposed to violence:

 • Paid administrative leave up to 10 working 

days when needed, excluding the right to 

annual leave,

 • Unlimited legal and psychological 

counseling with the employee support 

program LEAP Domestic Violence Hotline 

and 4-session face-to-face psychological 

counseling,

 • Upon request due to the distress experienced 

by the person exposed to violence, advance 

with the upper limit of one net salary, to be 

given not more than once a year.

Vodafone Turkey has another distinctive support 
for its employees who are exposed to violence. The
company grants its employees, who want to be 
in solidarity with their colleague who is exposed 
to violence, the right to paid administrative leave 
for up to two days so that they can be with their 
friend in hospital, court or childcare processes. 
Additionally, an employee, who comes to know 
that a colleague has been exposed to domestic 
violence, can benefit from the Guide for Domestic 
Violence in the Workplace. The guide not only 
raises awareness about domestic violence but 
also encourages taking action and contains key 
information on how to give guidance.

Another prominent effort by Vodafone Turkey is 
the Red Light Application (Kırmızı Işık), the first of
its kind in Turkey. The application is developed 
for all women who are exposed to violence and 
are concerned about their safety. The Red-Light 
Application, launched by Vodafone Turkey in 2014 
and stemmed from the company’s vision to use 
the transformative power of technology for the 
common good of humanity, enables women who 
are exposed to violence to reach out to their friends 
and relatives via phone and send emergency SMS 
with a single click. In practice, Alo 183, 155 Police, 
156 Gendarmerie, and TKDF Domestic Violence 
Emergency Helpline are available for a click to call. 
In addition, the addresses of the nearest ŞÖNİMs 
(Ministry of Family and Social Services Violence 
Prevention and Monitoring Center) and relevant 
institutions that can be applied are marked on the
map. The application also includes information 
on what to do when exposed to violence, gender 
equality training videos, and tests aimed at raising 
awareness of violence. Application users can easily
access the answers to their questions about 
violence thanks to the newly added digital 
assistant called “Light”. There are three language 
options in the app: Turkish, Arabic, and English.
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Awareness Raising

Vodafone Turkey deems awareness activities to 
be a crucial pillar of the combat against violence. 
An important indicator of this approach is the 
training program called “Vodafone Domestic 
Violence Awareness Raising Training”. The 
company aims to have all employees participate 
in this training, which so far 70% of the employees 
have completed.

Another important company activity for raising 
awareness is the publication of the “Toolkit on 
domestic violence and abuse at work” which 
was written by Dr. Jane Pillinger, an expert on 
gender equality. The toolkit can be used by 
all managers and employees and was made 
available to all stakeholders on the company 
website. Designed as an open-source guide 
with the purpose of raising awareness about 
domestic violence, the toolkit grippingly details 
the definitions of violence, the effects of violence 
on the workplace, and what employees and 
managers can do to minimize these effects 
through case studies.

Another leg of the company’s awareness-
raising efforts includes interviews with experts 
on domestic violence and gender equality. 
Until now, events organized with speakers from 
UNFPA, Sabancı University, and Istanbul Bar 
Association.

Vodafone Turkey also organizes awareness-
raising activities in cooperation with the 
Federation of Women’s Associations of 
Turkey (TKDF). As part of this cooperation, 
TKDF brochures on domestic violence were 
distributed to the company off ices in different 
cities.
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Yeşim Group Almaxtex issued its “Gender Equality Policy” in 2016. In 2022, the company revised 
and updated the document in line with the ILO Violence and Harassment Convention No. 190. 
The policy document was written by the “Gender Equality Committee”, which consists of the 
senior managers of each unit and the union representative, with an aim to coordinate the work 
on gender equality within the company. The committee is also responsible for implementing 
the policy and organizing related activities.

In the policy document, Yeşim Group Almaxtex undertakes to prevent gender inequalities, to 
not discriminate, and to guide and/or provide direct support to employees who are exposed to 
domestic violence with the aim of helping them to build a life free from violence. One of the 
prominent features of the policy document lies in its effort to make visible the connections 
between inequality, discrimination, and violence as well as the common nature of the actions 
to be taken against them.

The policy covers all employees, interns, and subcontractors working in the Yeşim Group 
Almaxtex factory. 

The adoption of the policy was shared with all employees and the public, along with the CEO’s
message. In addition, the policy is periodically shared in the gender equality trainings that are 
part of the on-the-job trainings and in the reminder, trainings given every two years. Since 
2016, more than 3000 employees have received 9042 hours of training on the subject.

Yeşim Group Almaxtex
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A Yeşim Group Almaxtex employee who is exposed to violence can apply to Human Resources. 

HR directs the applicant to non-governmental organizations, law enforcement, and other 

government agencies that are experts in the f ield, based on their needs.

Procedure and Principles of the Application Mechanism



Precautions, Supports, 
Sanctions

Yeşim Group Almaxtex support its employee 
who is exposed to domestic violence mainly by 
directing them to institutions from which they 
can receive information and support. In addition, 
the company recognizes that an employee who is 
exposed to violence may experience performance 
problems such as absenteeism, tardiness, low 
production, and pledges to try to find a solution 
for the benefit of the employee in question.

In 2016, Yeşim Group Almaxtex signed a protocol 
with Mor Salkım Women’s Solidarity Association 
within the scope of the “Equality at Home and 
Work” project, which the company developed in 
an effort to create a work culture that does not 
tolerate violence against women. This protocol 
enables Yeşim Group Almaxtex employees who 
are exposed to violence to benefit from the 
violence hotline that provides support on a 7/24 
basis, the counseling center, and psychological 
and legal support of the association.

Awareness Raising

Yeşim Group Almaxtex organizes a wide range of 
activities to raise awareness of gender equality 
and domestic violence. These activities are 
grounded on three pillars: the f irst one pertains 
to trainings, the second one is the production and 
dissemination of written and visual materials, 
and the third one is collaborations with non-
governmental organizations or stakeholders in 
the sector.

The trainings provided by the company for all its 
employees are as follows:

 • Yeşim Academy organizes an annual 
training program called “Parenting School” 
for parents with children at the age of 
kindergarten. The program includes gender 
equality, communication for the family, and 
communication with the child.

 • “Equality in Language and Communication” 
training covers gender equality.

 • New recruits are given trainings called 
“Communication for Social Compliance” 
about discrimination in the workplace, 
gender, and prevention of violence in the 
workplace.

 • “Training on Discrimination and Gender 
Equality” is organized especially for 
employees who work in the enterprise. 
The training consists of a three-hour 
seminar designed for blue- and white-collar 
employees and a full-day workshop for 
foremen and forewomen. Within the scope 
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of this program, 10 training workshops and 
15 seminars were held and a total of 1500 
employees participated in the training.

 • The senior management team attended 
information and evaluation meetings where 
communication techniques with employees 
exposed to domestic violence are addressed.

 • Yeşim Group Almaxtex created a training 
team of 14 people (9 women and 5 men) 
following the trainer’s training on gender 
equality.

 • A meeting on gender equality was held with 
managers in subcontractor companies, and 
gender training was organized for managers 
in a pilot subcontractor company.

Gender equality-related activities organized and 
written, and visual materials produced by Yeşim
Textile are as follows:
 

 • Business cards were prepared to contain 

the contact information of institutions from 

which to receive support when exposed to 

domestic violence and distributed to all 

female employees.

 • A copy of the policy document was added to 

the cloth bags given as a gift to all employees 

on March 8, 2022.

 • As part of the November 25 International 

Day for the Elimination of Violence Against 

Women, Yeşim Group Almaxtex organized an 

informative event with women in Karapınar 

Neighborhood.

 • An online event on how to approach a 

person who has been subjected to violence 

and a casestudy

 • workshop for team leaders on this subject 

was organized.

 • In an online event titled Cycle of Violence, the 

stages of violence (the escalation of tension, 

the stage of violence where the physical 

violence occurs, and the honeymoon stage 

where the perpetrator expresses regret and 

asks for forgiveness) and the behavior of the 

perpetrator were addressed.

The following are Yeşim Group Almaxtex’s 
collaborations in the f ield of gender equality:

 • Mor Salkım Women’s Solidarity Association 

stand was opened in the company 

workplace, and employees were informed 

about the support provided by the 

association, especially the violence hotline 

providing 24/7 support.

 • As a result of the collaboration with Vodafone 

Turkey, the Red-Light Application developed 

by Vodafone Turkey for all women who are 

exposed to violence and who are concerned 

about their safety was introduced to the 

employees.

 • Yeşim Group Almaxtex, in cooperation with 

the Uludağ Soroptimist Association, has 

been carrying out the World of the Butterfly 

Project in order to raise awareness of women 

on issues such as self improvement, family 

and children, and legal rights.

 • Yeşim Group Almaxtex also leads the 

activities on gender equality carried out 

by the Global Compact Turkey and UN 

Women, e.g., Bursa Platform for Women’s 

Empowerment.



Zorlu Holding issued its policy document titled “We Are Always with You Against Violence: 
Domestic Violence Prevention Policy” in 2020. The document is the result of a joint work of 
the Legal and Ethics departments. Covering all employees and their children, the policy was 
prepared to identify the principles and sanctions for creating an egalitarian and safe work 
environment that is not tolerant of any form of violence.

The policy document defines violence and forms of violence and gives information about the 
internal and external application mechanisms that employees and their children can resort to 
when exposed to violence and about how the application process within the company works.

The news that Zorlu Holding adopted the policy document and the policy document itself 
was shared with all employees via e-mail. Subsequently, a video and a brochure titled “We Are 
Always with You Against Violence”, which promotes the policy document and its content, were 
shared with all employees and the public. Quotations from the policy document were put on 
the announcement screens in all offices, facilities, and factories. All units affiliated with Zorlu 
Holding are responsible for the implementation of the policy.

The Human Resources Group Directorate is responsible for the execution, monitoring, and 
updating of the policy.

Zorlu Holding
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The policy document details the methods and practices to be followed in the event that an 

employee or his/her child is exposed to domestic violence. An employee who is exposed to 

violence can apply directly to the line manager or to the Human Resources Department. In 

addition, s/he can call the company’s Ethics Reporting line or send an e-mail to @zorlu.com to 

get information about support mechanisms. Company employees can also call the Domestic 

Violence Helpline within the scope of the protocol signed with the TKDF. The units responsible 

for domestic violence application inform the employee who is exposed to violence about the 

support within and outside the company and refer the person to the relevant public or non-

governmental organizations when necessary.

The policy commits to carry out the entire application process with the consent of the applicant, 

on the basis of trust and confidentiality principles.

Procedure and Principles of the Application Mechanism



Precautions, Supports, 
Sanctions

Zorlu Holding commits in its policy document 
to establish support mechanisms for its 
employees and their children who are exposed to 
domestic violence and to effectively conduct an 
investigation, monitoring, and implementation 
mechanisms. Upon request of the employee 
exposed to domestic violence, Zorlu Holding 
devices a security plan with the employee and 
takes necessary precautions to implement the 
plan. After the employee who has been exposed 
to violence gives a copy of the restraining order 
taken within the scope of Law No. 6284 and the 
necessary information about the perpetrator, the 
holding may take the following security measures 
in line with the employee’s needs:

 • The route and transportation vehicles that 
the employee uses can be changed.

 • Access of the perpetrator to the one who is 
exposed to violence at work or during the 
commute may be prevented.

 • When necessary, security guards can 
accompany the exposed to his/her car and/
or public transportation.

 • When necessary, the working area of the 
one who is exposed to violence exposed 
can be relocated to a safe place with his/her 
request and consent.

 • The method of payment of salary and other 
benefits can be changed in line with the 
needs of the employee.

 • Subcontractors can be encouraged to 
take necessary measures; the security 

subcontractor may receive awareness-
raising training on violence; and domestic 
violence can be added to the security plan.

Zorlu Holding offers the following support to its 
employees who are exposed to domestic violence:

 • It allows the employee to work flexibly, part-
time, or remotely when needed.

 • It offers psychological support to the 
employee from the “We Are Well Together” 
platform or a specialized psychologist 
outside the company.

 • It offers a f inancial support package in line 
with the employee’s needs.

 • The legal department or the law f irm, if 
applicable, can direct the employee from 
whom to get support.

If the perpetrator of domestic violence is a Zorlu 
Holding employee, psychological support can be
provided with the consent of the person. If the 
perpetrator and the exposed are both company 
employees and if they are working in the same 
workplace, the workplace can be changed in line 
with the request of the employee who has been 
exposed to violence. The company may take the 
necessary legal actions against the employee who 
commits domestic violence. Depending on the 
severity of the act of violence, these sanctions can 
amount to terminating the employment contract 
with valid or just cause.
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of violence under the guise that violent 
behaviors and attitudes are a display of 
“love”. The visuals prepared for the campaign 
were distributed to all Zorlu Group 
Companies, facilities, suppliers, and stores 
and publicized in different digital channels 
and on billboards in different locations. With 
the external communication efforts, the 
campaign reached out to 5 million people 
and the campaign video was watched by a 
total of 1.3 million people and viewed by 6 
million people.

Zorlu Holding also organizes awareness-raising 
activities within the scope of the protocol signed 
with the Federation of Women’s Associations 
of Turkey (TKDF). One such activity is the 
production of written and visual materials to 
promote TDKF’s Domestic Violence Helpline 
among employees. In order to encourage 
employees exposed to violence to share their 
experiences, stickers with the number of the 
helpline were put on the walls of the toilets and 
changing rooms. Within the scope of this, Zorlu
Holding also organized trainers’ trainings on 
domestic violence for employees in human 
resources units. It is expected that the employees 
(trainers) who receive the trainer training will 
start giving training as soon as possible.

Awareness Raising

Zorlu Holding states in its policy document 
to carry awareness-raising activities about 
domestic violence as part of combatting 
violence. To that end, it has organized various 
activities, especially for the dissemination of the 
policy document. The following are the activities 
carried out by the company: 

 • An informative movie was shot in order to 
raise awareness about violence and forms 
of violence in society and to inform people 
who are exposed to violence about the 
application channels. In addition to different 
digital channels, the movie was promoted 
in all Zorlu Group Companies, facilities, 
suppliers, and stores as well as on billboards 
at different locations. In addition, a longer 
version of the movie was produced solely 
for dissemination within the company. This 
version, which also addresses the internal 
application mechanisms of the company, is 
used as an in-house training material.

 • Every year, as part of the November 25 
International Day for the Elimination of 
Violence Against Women, Zorlu Holding 
organizes events with the participation of 
a psychologist specialized in the forms and 
effects of violence and ways to avoid it. 350 
employees participated in the 2022 event.

 • In 2021 and 2022, Zorlu Holding organized 
a communication campaign carrying the 
message, “This is Not Love”. The purpose of 
the campaign was to subvert the dominant 
discourses in society that legitimize forms 
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