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1.1. Name of coordinator of the grant contract: Turkish Confederation of Employer Associations (TISK)
1.2. Name and title of the contact person: Akansel Koç, Secretary General
1.3. Name of beneficiary(ies) and affiliated entity(ies) in the action: United Nations Development Programme (UNDP), The Employer’s Association of Metal Industries (MESS)
1.4. Title of the action: Developing Women Empowerment Models in Manufacturing Industry
1.5. Contract number: TR14C1.1.16-05/001
1.6. Start date and end date of the reporting period: 01.10.2023-30.09.2025
1.7. Target country(ies) or region(s): Türkiye
1.8. Final beneficiaries &/or target groups[footnoteRef:2] (if different) (including numbers of women and men): Companies in manufacturing industry (100) and women who will be selected as STEM change agents (200) and operators (200) for the selected companies. [2:  ‘Target groups’ are the groups/entities who will be directly positively affected by the project at the project purpose level, and ‘final beneficiaries’ are those who will benefit from the project in the long term at the level of the society or sector at large.] 

1.9. Country(ies) in which the activities take place (if different from 1.7): Türkiye





[bookmark: _Toc180879225][bookmark: _Toc181620069]Assessment of the implementation of the action activities and its results
[bookmark: _Toc180879226][bookmark: _Toc181620070]Executive summary of the action
The main aim of the project is to showcase pilot transformation cases in manufacturing industry and to establish replicable models for inclusive and sustainable growth with specific focus on women empowerment. The specific objective of the project is to widen women’s possible qualified STEM based employment opportunities by providing sustainable partnerships, capacity development solutions in industry and bring women into traditionally male-dominated sectors and occupations in line with digital and green transformation requirements of the manufacturing industry.
Activity-1 Preparatory Studies focuses on complementary and quick assessments to formulate pilot cases while enforcing commitment of the local stakeholders. In parallel selection of change agents/operators and companies for pilot implementation are also being conducted here. Activity-2 Capacity Development of Target Groups covers a wide range of capacity improvement/development actions targeting change agents/operators, companies, and key interface organizations. Activity-3 Pilot Transformation Cases will showcase pilot implementation in companies, placement/incentive programmes and Activity-4 Monitoring & Evaluation will follow up and document implementation experience for replication. Activity-5 Communication & Visibility includes key communication-oriented actions.
Despite certain delays during the implementation phase due to external factors, significant progress has been made across key activities, as outlined below. Several tasks within Activity 1 have been successfully completed, laying a strong foundation for further initiatives. As for the Activities 1.4-Designing Pilot Transformation Cases and 1.5-Selection Process for Establishing the Change Agents and Operators Pool, the team effectively devised alternative approaches to ensure success. In Activity 2, while some processes remain ongoing, notable advancements have been achieved. The digital platform under Activity 2.1- Designing a Digital Platform to Ensure Sustainability is progressing steadily, and a tool has already been created for change agents and operators for the training, underscoring the team’s commitment to creating a reliable and accessible resource. Training programs for change agents and operators under Activity 2.2- Design and Provision of Upskilling and Reskilling Programs have been delivered smoothly, with high satisfaction reported by participants and additional sessions planned to maintain impact. The mentoring program, Activity 2.4-Design and Provision of Mentorship Programs for Capacity Development, has also been successfully launched, making significant strides with participants. Further training programs are planned for local stakeholders and interface organizations as foreseen in Activity 2.5. Under Activity 3, most information meetings and webinars have been delivered, and awareness-raising activities were tailored for targeted groups, who expressed high satisfaction. While the matching of change agents and operators with participating companies remains in progress, the project team is committed to identifying optimal solutions to address challenges and ensure overall project success. Finally, the Monitoring and Evaluation, along with Communication and Visibility activities under Activities 4 and 5, are successfully in place and progressing according to the project timeline, reinforcing the sustained impact and success of these project targets. 
[bookmark: _Toc180879227][bookmark: _Toc181620071]Results and Activities 
A. [bookmark: _Toc180879228][bookmark: _Toc181620072]RESULTS (IMPACT, OUTCOMES, OUTPUTS)
The project aims to create replicable models to showcase pilot transformation cases in manufacturing industry. Inclusive and sustainable growth, structural transformation in manufacturing industry and women empowerment are to be the key dimensions of the models. The expected results and outcomes are summarized as follows. 
· Designing program based on “future of jobs” and “recent trends” analysis  
· Developing capacities essential for the successful program delivery
· Starting digital and green transformation in the selected companies  
· Thoroughly assessing the program implementation
· Maintaining clear and high standards of communication and visibility of the operation
Overall, the outputs are formulated in a complementary manner and classified under these five components and most of the activities under these outputs have been conducted in parallel within the reporting period. All the activities have been carried out with aiming high quality outputs and with the basic principles of offering best value for money, getting the maximum effect, and reaching the expected results.
The project primarily mainstreams two crosscutting issues: gender equality and environmental sustainability. Project beneficiaries, mainstream gender equality and women’s empowerment approach into their operations and activities prioritising its programming in a gender responsive way. With this general institutional perspective in mind and as the project specifically focuses on empowering women, gender mainstreaming has been integrated in all the project activities and took a central place in all activities in the reporting period. First, a detailed training and seminar programme has been developed as titled “Inclusive and Gender Equality-Oriented Approach to Knowledge and Experience Sharing,” developed by UNDP Türkiye’s Senior Gender Advisor, which has been serving as a foundational aspect of this initiative. Three different awareness-raising trainings on gender equality were organized, each tailored to a specific group and a specialized training programme was developed for mentors within the reporting period. Lastly, a “common understanding” training session was also organized for the project implementation partners to ensure that all project implementation partners are aligned with how to effectively promote gender equality within project activities and are operating with the same level of awareness regarding gender issues and women's employment. As for environmental sustainability, the project aims to conduct 25 pilot transformation cases implemented on green (sustainability) transformation. As the monitoring process of these digital transformation cases is ongoing, environmental sustainability mainstreaming is expected to be integrated in the project activities in the next reporting period.
Even though the project anticipated various challenges and took proactive measures at every stage, implementation phase still encountered significant issues due to the worsening economic and financial conditions in Türkiye recent years. Manufacturing sector has been deeply affected from these conditions. Inflationary pressures remained high throughout the project period, as also analysed in PMI indexes published by ISO, which created a limited demand because of price pressures, leading to an overall slowdown in operating conditions. As a result, downsizing in the industry also affected the project participant companies. These conditions have led to a mismatch between the salary expectations of the change agents and the capacity of companies to meet those demands. The rising cost of living in target provinces has increased the change agents' salary expectations, while companies, already under financial strain, are unable or unwilling to meet these new expectations. 
Consequently, the matching process between companies and change agents has not met initial goals, creating the need to train additional change agents to expand the candidate pool and fulfil project objectives. To bridge this gap and meet the target indicators, the project team has been continuing communication with the MoIT and EUD for issuing an addendum to strategize new approach for employment support period and creation of an additional change agent pool.
The observations of the project team on the performance and the achievement of outputs, outcomes and impacts and unforeseen circumstances are given separately and in detail, under the outcomes below. 

[bookmark: _Toc181620073]IMPACT – Showcasing pilot transformation cases in manufacturing industry and to establish replicable models for inclusive and sustainable growth with specific focus on women empowerment.
[bookmark: _Toc180879229][bookmark: _Toc181620074]Outcome 1 Program designed based on “future of jobs” and “recent trends” analysis  
[bookmark: _Toc181620075]Output 1.1 Desk research completed
Output 1.1 focuses on ensuring that the project effectively addresses both the challenges and opportunities in the manufacturing sector, with particular attention to increasing women’s participation in STEM-related positions. It explores the impact of recent events, such as the COVID-19 pandemic and the 2023 earthquakes, on the manufacturing industry and women’s employment, while identifying new opportunities arising from digital transformation and green initiatives.
Qualified experts to conduct a comprehensive desk study were mobilized by the project team. By reviewing existing literature, how SMEs in Türkiye have been affected by economic disruptions and explored ways to mitigate these challenges by boosting women’s workforce participation have been assessed. The study also has highlighted regional disparities, particularly for women displaced by the earthquakes, and evaluated the sector’s preparedness for transitioning to a low-carbon economy.  These findings have played a critical role in shaping the design of pilot transformation models and capacity-building programmes, providing a strong foundation for inclusive and sustainable change within the manufacturing industry. Additionally, they will directly support one of the core objectives of the project—developing models to empower women in the sector. By integrating these insights, the project aims to foster gender equality and strengthen women's participation in manufacturing, contributing to long-term, impactful transformation.
The data collected from the desk research has been compiled into a detailed report (Annex 1), marking the successful conclusion of the activity. The final draft of the desk research report was completed on 25 March 2024. The report examined key manufacturing transformation trends, with a focus on pilot provinces and critical areas such as digital and green transitions. It also addressed challenges related to women empowerment in the sector and presented recommendations for advancing women’s roles in the industry through different business models.
[bookmark: _Toc181620076]Output 1.2 Field study completed
This output provides a crucial foundation for the project’s goal of creating a replicable transformation model in the manufacturing sector, ensuring long-term resilience and adaptability. Through extensive field research, this activity has been pivotal in identifying and evaluating emerging job roles, with a strong focus on the new skills and competencies required in the sector. By aligning with the project’s objective to address future workforce needs in the selected pilot provinces, it enhances the strategic relevance and impact of subsequent interventions.
A team of experts was mobilized by the project to carry out the field study. The scope of the activity includes administering 3,000 surveys across three categories: 2,000 surveys with companies nationwide, prioritizing pilot provinces; 800 surveys with end users, including university students and recent graduates; and 200 surveys with ecosystem actors, ensuring a broader perspective.
Engaging with a diverse range of stakeholders allowed for a holistic approach, capturing a comprehensive view of the sector. This was crucial in developing sustainable model recommendations tailored to the sector’s future needs. The field study also generated valuable data to inform the development of pilot cases, training programs, certification processes, and mentorship initiatives aligned with the industry’s requirements.
The implementation of Output 1.2 began in July 2024, and is currently ongoing, with completion expected by the end of October 2024. Analysis of the completed surveys has already commenced, marking a critical phase in interpreting the data. To date, 2,855 surveys have been completed, with the remaining semi-structured surveys expected to be finalized by the end of November 2024. Within the reporting period, 37 semi-structured surveys which are being conducted as in-depth interviews with ecosystem actors have been finalised.  Additionally, focus group discussions with target groups are being planned to validate the field research. These focus groups will be instrumental in ensuring that the insights drawn from the field are accurate and reflect the current and future dynamics of the workforce in the sector.
[bookmark: _Toc181620077]Output 1.3 Needs analysis completed
The Needs Analysis will present a tailored overview of the current status on both the supply and demand sides, with detailed insights into the target provinces, while also reflecting sectoral preferences in line with digital and green transformation trends. It is crucial for providing a comprehensive evaluation of how these transformations are influencing workforce supply and demand in the target provinces, while also considering the broader national context. The Needs Analysis report will integrate a global perspective based on desk research, a synthesis of field research, and insights from focus group meetings, while also emphasizing the role of various institutions in scaling and replicating successful transformation models. Ultimately, it will serve as a roadmap to align national trends with regional needs, ensuring that future labour market dynamics are addressed through informed strategic approaches.
The main framework of Output 1.3 has been established. The outcomes of both the Desk Research and the Field Study will form the foundation for the Needs Analysis, underscoring the importance of completing the preceding activities first. Although its formal launch depends on the completion of the field study (Output 1.2), initial assessments have been commenced. This output is expected to be finalised by the end of December 2024.
[bookmark: _Toc181620078][bookmark: _Hlk181265319]Output 1.4. Designing Pilot Transformation Cases
Coordination has been maintained with MESS Technology Centre (MEXT), an affiliated entity of TISK, to design the digital transformation cases. Two Selection Committee Meetings were held by the project team for company selection. The selection criteria were established by the project team and MEXT, in collaboration with the EUD and MoIT, during the selection committee meetings on February 15 and March 23, 2024. Based on these criteria, the final 100 companies were selected.
Pilot transformation cases were started following the selection of the companies completed. During the summer period, implementation of pilot transformation cases has slowed down. In addition, some challenges were encountered the challenge of company dropouts caused by the financial challenges that the companies faced or companies’ inability to prioritize the project due to changing circumstances and their busy agendas. To address dropouts and meet targets, alternative strategies were pursued, including engaging additional companies from big company supply chains, and reaching out to EU-funded projects and associations including BEYSAD and İHKİB, as per EUD and MoIT recommendations. Organizations such as EKOTEKS and DTX joined, while others chose not to proceed. In line with the decision taken during the coordination meeting held on 15 August, some initiatives have been taken to proceed with companies in other MEXT projects to increase the number of SME beneficiaries into the project. By September 30, 2024, a total of 79 companies (45 SMEs and 34 large companies) confirmed their participation, with DTX joining as an innovation centre.
The SIRI digital maturity analyses were coordinated by the project team, along with the onboarded field coordinators, to create the pilot transformation cases. In the reporting period, 59 SIRI assessments have been conducted across 9 different provinces, and 46 of these assessments have been documented in reports. The remaining SIRI digital maturity assessment arrangements are ongoing along with the efforts to engage 100 company targets. Therefore, this output is expected to be completed in the next reporting period.
Some obstacles were faced as declared by companies, such as limited resources, economic challenges, changed priorities and candidate expectations. As reported by the field coordinators, the change agent salary contribution rate also caused hesitation; while the rate was approved by some companies, this led some undecided companies to withdraw due to the financial concerns. Role compatibility issues were prominent as the qualifications companies expected in candidates often did not align with pool of change agents and operators, making it difficult to meet company expectations, especially in large companies. Additionally, some companies exited the project due to infrastructure limitations, such as the absence of facilities for female blue-collar employees. During the SIRI assessment process, confidentiality concerns arose, mostly by the large companies. However, additional non-disclosure agreements were designed by the project team and MEXT to secure information shared during the SIRI assessment process in alignment with the project rules and obligations as well. Despite these challenges, the team remains committed to engaging a higher number of companies in the project. By actively working together with MEXT and field coordinators to overcome these barriers, the team sought to promote participation by the companies.
[bookmark: _Toc181620079]Output 1.5. Pilot transformation cased designed on green (sustainability) transformation
The green (sustainability) assessment has been designed to as a complement to digital maturity assessments, aligning with the EU's goal of achieving net-zero greenhouse gas emissions by 2050 as part of its green growth and industrial strategy. Following the finalisation of 100 digital maturity assessments, a pre-determined selection criteria will be applied to select 25 companies, comprising both SMEs and large companies, in coordination with MEXT, to create a digital transformation and green transformation roadmaps. This output is expected to be achieved in the next reporting period.
[bookmark: _Toc181620080]Output 1.6 Change agents pool selected
An application form was prepared, and applications were opened by the project team on December 22, 2023, lasting until February 25, 2024. Two selection committee meetings were held with the EUD and MoIT on February 15 and March 23, 2024, during which selection criteria for change agents were established. A total of 433 interviews were conducted by the onboarded Human Resources experts based on the accepted selection criteria.
230 change agent candidates were shortlisted. After the dropouts the number went below the 200-target. The second call for change agents were initiated. During the second call, the project attracted 266 applicants, resulting in 56 interested candidates in the project. 
As of September 30, the number of participating change agents is 189. Dropouts among change agents have been encountered by the project team due to various reasons, such as employment being accepted elsewhere by newly graduated candidates or other opportunities being pursued. Some withdrew immediately after completing their training, while others did so even before beginning the onboarding process, despite having received a welcome email.
[bookmark: _Toc181620081]Output 1.7. Operators pool selected
A similar application form for the operator applicants were created. The application process attracted 395 applicants. 263 candidates were shortlisted based on the two Selection Committee meetings mentioned above. The onboarded HR experts conducted 98 operator candidate interviews. Due to the low participating number of operators, the process of the second application has been commenced by the project team, resulting in 98 additional applicants. 
As of September 30, 2024, the total number of unemployed operators participating in the project is 34. There are various reasons behind the reason of lower number of applicants. While some applicants did not fully understand the operators job description in the manufacturing sectors during the application and resulted in dropouts, other candidates’ expectations did not meet the companies’ anticipations. Active efforts are being made by the project team to attract more applicants through İŞKUR Provincial Directorates, Vocational Training Centres, Vocational High Schools, Municipalities, Career Offices, and other relevant institutions. This target is expected to be completed in the following reporting period. 
As for the employed operators from the participating companies, 45 women have been included in the operator pool. This target is expected to be achieved in the next reporting period, as additional companies are included in the project. The overall output is expected to be completed by the end of December 2024.
[bookmark: _Toc181620082]Outcome 2 Capacities which are essential for the successful program delivery are developed   
[bookmark: _Toc181620083]Output 2.1 Digital platform established
This output was dedicated to the digital platform, to serve as a comprehensive hub, supporting various project initiatives. The digital platform will be utilized for a range of outputs, including online training programmes, self-diagnostic tools for companies, and information-sharing resources. Key outputs include upskilling and reskilling programmes for Change Agents and Operators, with core modules on digital and green transformation and soft skills development. Local stakeholders and interface organizations are also expected to benefit from targeted online training programmes that enhance awareness of these key topics. Additionally, the platform hosts online information sessions led by Project Team members.
The establishment of digital platform is in progress. The digital platform will be established within the digital infrastructure of TISK. The platform’s content was designed and produced by the project team. This output is expected to be completed by the end of the next reporting period. 
On the other hand, in order to serve the training needs of the target groups, an initial online platform has been established through TISK Akademi for change agents and operators training tools. The training has been made accessible to change agents and operators through TISK Akademi. 

[bookmark: _Toc181620084]Output 2.2 Capacity development programs for change agents and operators delivered
As part of this output, MEXT Technology Centre, the implementing partner, developed targeted training programmes to equip change agents and operators with the skills to evaluate how organizational transformations impact both individuals and companies. The project team’s coordination with MEXT Technology Centre ensured that training modules were aligned with transformation cases. The activity delivered two key outputs:

· Tailored training programme designs for change agents and operators
· Provision of these targeted training programmes
Three comprehensive training programmes, Engineering, Information Technologies Specialists, and Operators, were created by MEXT based on desktop research, needs analysis, field studies, and MEXT’s extensive experience with over 30,000 employees, addressing the digital and green transformation requirements of the manufacturing sector. In addition to these tracks, MEXT designed a more consolidated learning path that was delivered to the additional group of change agents that were onboarded after the second cycle of the applications. This resulted in the adaptation and inclusion of a tailored training programme for an additional cohort of 75 participants within the project framework. 

In total, 4 training programmes were delivered to 217 change agents and 76 operators. The certification was designed by the project team and MEXT to deliver 199 change agents and 21 operators who completed the programme. 

2 guidelines and toolkits will also be developed for target groups (1 module for digital transformation and 1 module for green transformation) as part of this output. These are expected to be completed by the end of the next reporting period.

[bookmark: _Toc181620085]Output 2.3 Change agents and operators matched with companies for pilot transformation cases
Output 2.3 is dedicated to facilitating the matching of change agents and operators with companies to implement pilot transformation cases. Through on-the-job training and capacity development, these groups will play a pivotal role in assessing and executing the transformation process, ensuring smooth and efficient implementation. Selected change agents from Outputs 1.6 and 1.7 are being paired with chosen companies to support capacity-building efforts and pilot transformations. The goal is to match 200 change agents and 100 unemployed operators with selected 100 manufacturing companies.
To ensure effective management of this process, the project implemented a structured approach to match change agents, operators, companies, and mentors. This involved developing an activity plan, conducting interviews with all stakeholders, and overseeing the matching process to align with project priorities. Additionally, the process included reporting on the matching outcomes and designing, implementing, and evaluating an online mentorship programme to ensure seamless collaboration and support.
The matching process began with semi-structured interviews conducted by HR experts with participating companies to gain a thorough understanding of the companies’ expectations and their specific needs for engaging change agents and operators. This initial analysis was critical in tailoring the matching process to the requirements of the companies.
Following this, informative meetings were organized by the project team to brief companies and change agents on the methodology and schedule of the matching process. The first session was held on July 9, 2024, with companies, followed by a session with change agents on July 15, 2024. These meetings provided a platform for both groups to address concerns and gain clarity on the next steps. The HR experts initiated the matching process for change agents on July 17, 2024, and a separate meeting for operators was held on July 25, 2024, outlining the process, which commenced on August 22, 2024.
The matching process was guided by insights from company interviews, an assessment of change agents’ and operators’ skills, and their preferences regarding sectors and locations. This systematic approach aimed to enhance efficiency and align the aspirations of both participants and companies, maximizing the potential for successful pilot transformations.
Despite initial progress, the matching process encountered challenges, including economic constraints, rigid HR processes, and a mismatch between candidates’ expectations and available roles. In response to these challenges, the matching methodology was revised, incorporating feedback from all stakeholders and reallocating resources to improve outcomes. The updated strategy includes re-engaging companies, developing tailored job descriptions, and refining the matching process to meet companies’ specific needs.
To streamline the application process, dedicated application links were created for change agents and operators to apply for open positions in pilot provinces These links were accompanied by comprehensive information on company locations, required competencies, service offerings, and benefits. After informational meetings held on September 18, 2024, for change agents and September 20, 2024, for operators, the application links were made available, with the project team providing support throughout the process.
Applications are periodically reopened for submission by change agents and operators. As of 30 September 2024, 4 operators and 49 change agents have officially started to work, after accepting job offers from participating companies. The recruitment process is ongoing, and the project team remains committed to completing the remaining procedures promptly.
[bookmark: _Toc181620086]Output 2.4 Mentorship programs for capacity development designed and provided
The mentorship programmes are designed to support the development and growth of change agents by creating a mentorship pool consisting of volunteer professionals and consultants from the manufacturing sector, primarily in STEM fields. By pairing change agents with experienced mentors early in the project, structured knowledge sharing will be facilitated, significantly contributing to the capacity-building initiatives.
Mentor applications were open between December 22, 2023, and February 25, 2024. After careful evaluation based on the predetermined criteria, 94 mentors were selected from a total of 933 applicants to participate in the project. Each change agent will be matched with a dedicated mentor, all of whom are women with substantial experience in the manufacturing sector. To prepare for the mentorship process, a three-day training programme was held on July 22-24, 2024, for the selected mentors. The training aimed to raise awareness of gender equality, familiarize mentors with the profiles of change agents, deepen their understanding of the mentorship process, and provide best practices for effective mentorship. Of the 94 invited mentors, approximately 74 attended the live training sessions.
Within the reporting period, matching of 53 mentors with change agents has been completed and 10 mentors have conducted their initial meetings with change agents.
[bookmark: _Toc181620087]Output 2.5 Capacity Development Programs for local stakeholders and interface organisations designed and provided
Output 2.5 is centered on strengthening the capacity of local stakeholders and intermediary organizations to support companies in overcoming the challenges posed by digital and green transformation. Through specialized training programmes, the activity aims to enhance the capabilities of organizations, including TISK member associations, chambers of industry, and R&D centers, enabling them to provide relevant and high-quality advisory services aligned with emerging industry trends. This initiative will not only build resilience within these stakeholders but also empower them to promote sustainable development across their sectors.
Within the scope of work, specific target groups will be identified through a needs assessment, and tailored capacity development programmes will be designed and prepared for each group. The initial outputs related to this activity will be reported in the upcoming reporting period.
[bookmark: _Toc181620088]Outcome 3 Digital /Green transformation kicked off for the selected companies  
[bookmark: _Toc181620089][bookmark: _Toc181620090]Output 3.1 Interface organizations and employers of selected companies before the implementation ahead of pilot transformation cases
As a key output, extensive outreach and information-sharing activities were successfully conducted to foster collaboration among project stakeholders and to keep interface organizations and company employees well-informed about project developments. During the application phase, 17 informational sessions, including five webinars at project launch, were hosted, and additional meetings were organized with vocational training centres during the implementation phase to provide project-related information.
To ensure stakeholders remained updated, information was distributed through newsletters, email updates, and online platforms, facilitating easy access to project resources. SIRI onboarding meetings were also held in coordination with MEXT, and other informational meetings were organized for the participating companies, collectively hosting 882 company employers. Additionally, some informational sessions included 7 Organized Industrial Zones and Chambers of Industry and Commerce across various provinces.
Face-to-face and online meetings with vocational training centres were organized for fruitful cooperation. Moreover, coordination meetings with IHKIB and BEYSAD were conducted to ensure synergy and collaboration among EU initiatives.
Output 3.2 Pilot transformation cases implemented on digital transformation
As part of this output, pilot transformation cases will be implemented in selected companies with direct involvement of change agents, operators and experienced staff from the companies. Roadmaps in alignment with the pilot case design on digital and green transformation will be implemented in companies with direct involvement of change agents and experienced staff from the companies.  Since the design process for 100 pilot transformation cases is still ongoing, this output remains in progress as well. It is essential to address that the employment period are not limited to the project duration; participating companies will continue to report on the employment process and their progress post-project, while TİSK will monitor the ongoing employment processes accordingly. The monitoring process and reporting obligations of the participating companies have also been mentioned in the companies’ cooperation protocols. 
[bookmark: _Toc181620091]Output 3.3 Awareness raising activities on work/life balance/gender mainstreaming conducted
Ongoing efforts under Output 3.3 have made significant efforts toward achieving gender equality and women’s empowerment. This output emphasizes raising awareness of work-life balance and gender mainstreaming, both critical elements in addressing gender disparities in the traditionally male-dominated manufacturing sector. The training programme titled “Inclusive and Gender Equality-Oriented Approach to Knowledge and Experience Sharing,” developed by UNDP Türkiye’s Senior Gender Advisor, serves as a foundational aspect of this initiative. It equips change agents and mentors with the necessary knowledge and tools to promote inclusive practices in the workplace.
Three different awareness-raising trainings on gender equality were organized, each tailored to a specific group. Change agents received their training in five different groups. Additionally, a specialized training programme was developed for mentors, while a “common understanding” training session was organized to ensure that all project implementation partners are aligned with how to effectively promote gender equality within project activities and are operating with the same level of awareness regarding gender issues and women's employment.
The training sessions explore fundamental gender concepts and examine how these disparities contribute to inequality in the workforce. By addressing these issues through an empowerment framework, the programme has improved participants’ capacity to approach their professional roles with a gender-sensitive perspective. Feedback from participants has been overwhelmingly positive, indicating that they now possess a deeper understanding of gender dynamics and are better equipped to avoid perpetuating gender biases in their work environments. This knowledge-sharing initiative aligns with the twin transformation goals of digital and green transitions, ensuring that these processes are inclusive and responsive to gender disparities.
[bookmark: _Toc181620092]Outcome 4 The program implementation assessed
[bookmark: _Toc181620093]Output 4.1 Internal Evaluation studies for scaling up and sustainability actions 
Output 4.1 serves as an ongoing management process to evaluate whether progress is being made toward the desired outcomes, identify obstacles in the implementation, and recognize any unforeseen consequences (either positive or negative), ensuring that tasks are carried out efficiently.
During the inception phase of the project, a Monitoring and Evaluation (M&E) Plan was created by the project team in cooperation with UNDP Monitoring and Evaluation Analyst. From the start of the project, the team and field coordinators have been closely monitoring all activities to take timely corrective actions. Additionally, an expert team has been mobilized to support the development of alternative strategies for scaling successful outcomes. These strategies will be informed by the results of pilot applications, complementing the regular monitoring and evaluation efforts.
The UNDP M&E Analyst and the UNDP Gender Equality Consultant were fully engaged in all project activities to ensure that gender considerations and evaluation metrics were effectively integrated throughout the implementation process. Additionally, biweekly meetings were held with the expert overseeing the desk study and the team responsible for survey execution. Daily communication was maintained with both groups to promptly identify and resolve any bottlenecks, ensuring that corrective actions were implemented as needed.
Bimonthly progress and monitoring reports are also prepared and shared with all project partners in order to ensure they can effectively monitor the project’s progress. Until now, 5 bimonthly progress reports and 2 project monitoring reports (PMR) were prepared and shared with project partners.
[bookmark: _Toc181620094]Output 4.2 Alternative strategies for scaling up and sustainability actions developed 
Within the scope of Output 4.2, a team of experts was assigned to develop strategies for scaling successful outcomes.  The ultimate purpose of this assignment is to assess the transformation process of 100 companies through capacity building support in digital, green, and inclusive transformation, while uniquely monitor the results of reskilling and upskilling activities to support young women in STEM and blue-collar workers for a holistic transformation. The monitoring and evaluation activities have commenced in September 202 4 and anticipated to conclude by the end of September 2025.
The team will analyse training data and develop Key Performance Indicators (KPIs) to measure productivity, revenue growth, CO2 emissions reduction, digital tool adoption, and employee satisfaction. They will create a Theory of Change (ToC) and a Logic Model to visualize the connections between resources, activities, outputs, and impacts.
A feedback mechanism will be established for stakeholders, allowing for real-time adjustments to programmes. The experts aim to compile data to identify trends and develop scalable blueprints for digital, green, and inclusive transformations.
[bookmark: _Toc181620095]Outcome 5 Communication and visibility of the operation ensured.
[bookmark: _Toc181620096]Output 5.1 Communication/visibility strategy and plan prepared and implemented
Output 5.1 aims to enhance project visibility, facilitate effective communication among stakeholders, raise awareness among women regarding STEM employment opportunities, and address the digital and green transformation needs of the manufacturing sector in the post-COVID-19 era. It also focuses on integrating women into traditionally male-dominated fields in Türkiye.
During the project’s inception phase, a draft “Communication and Visibility Strategy” was created to define key objectives and actions for promoting its goals. Subsequently, a Junior Communications Expert was assigned to aid in strategy implementation.
17 informational meetings were held during the application process for change agents and companies to communicate project objectives, strategies, and timelines. Five of these were conducted as webinars to accommodate high participation, engaging stakeholders from Organized Industrial Zones, regional Chambers of Industry, Exporters’ Associations, and industry associations. A total of 623 participants benefited from insights shared by experts from UNDP, TISK, and MEXT Technology Centre, facilitating discussions on application procedures and project roles.
TISK informed its 21 member associations, sending official letters to member companies, while major industry associations like MESS, TTSİS, KİPLAS, İEİS, and SEİS provided direct guidance. Approximately 500 firms nationwide were reached out by the project team via email regarding the application process, collaborating with UNDP’s communication expert and professional HR partners.
The first in-person event occurred on July 11, 2024, serving as a motivational gathering for change agents, featuring speakers Akansel Koç, General Secretary of TİSK, and Louisa Vinton, UNDP Resident Representative, who inspired participants. The official project launch is scheduled for November 15, 2024, aiming to communicate goals, activities, and accomplishments to key stakeholders from the private sector, public institutions, and the broader community. This event will highlight the project’s potential impact on employment and economic growth by addressing workforce supply and demand in the manufacturing sector.
Since the project’s inception, various visibility materials have been developed, including posters, one-pagers, roll-ups, swallowtail flags, and promotional videos, to enhance awareness and engagement.


B. [bookmark: _Toc180879230][bookmark: _Toc181620097]ACTIVITIES
[bookmark: _Toc181620098]Activity 1.  Preparatory Studies
[bookmark: _Toc181620099]Activity 1.1. Desk Research on the Current Situation for the Manufacturing Industry
Activity 1.1 aims to ensure that the project effectively addresses the challenges and opportunities faced by the manufacturing sector, with particular emphasis on increasing women’s employment in STEM-based roles. While the activity examines how recent developments and challenges have impacted the manufacturing industry and women employment, it also identifies opportunities created by digital transformation and green initiatives. As this this activity is highly important for the project’s mission to develop an effective model, a group of qualified experts were mobilized to conduct a comprehensive desk study. This foundational analysis helps understanding the alignment of the project with Türkiye’s 12th National Development Plan and global trends toward sustainable and inclusive growth, ensuring that future activities are both strategic and impactful.
By integrating insights from the existing literature, the activity evaluates how SMEs in Türkiye have been affected by economic disruptions and how these challenges can be mitigated by enhancing women’s participation in the workforce. Additionally, it explores regional disparities, especially for women displaced by the recent earthquakes, and assesses the sector’s readiness for transitioning to a low-carbon economy. The findings inform the design of pilot transformation cases and capacity-building efforts, laying a solid foundation for sustainable and inclusive change in the manufacturing industry.
During the preparatory studies of the activity, the experts benefited extensively from the expertise of UNDP and TISK, particularly in conducting the desk research. Both organizations brought substantial knowledge to the process, with UNDP leveraging its vast experience across a range of completed and ongoing projects related to digital transformation, gender equality, and sustainable development. TISK’s strong industrial insights further enhanced the quality and relevance of the research. Importantly, the gender dimension was thoroughly addressed, with the UNDP Türkiye Gender Senior Advisor providing ongoing guidance throughout the process.  The insights provided were instrumental in shaping the analysis, ensuring that gender considerations were fully integrated into the study. This collaboration provided that the resulting report was not only well-informed but also strategically aligned with the project’s broader objectives, reflecting the high level of know-how contributed by project stakeholders.
The data gathered from the desk research has been compiled into a comprehensive desk research report (Annex 1), marking the successful completion of the activity. The report analysed the transformation trends of manufacturing, with a special focus on the pilot provinces and key trends such as digital and green transformations. It covered challenges and main issues of female empowerment in the manufacturing sector and offered recommendations for empowering women in the industry through various business frameworks.
[bookmark: _Toc181620100]Activity 1.2. Field Study in the Manufacturing Sector
Activity 1.2 serves as a critical foundation for the project’s overarching goal of developing a replicable model for transformation in the manufacturing sector, ensuring long-term resilience and adaptability. It plays a pivotal role in achieving the project’s objectives by directly contributing to Output 1: Conducting preparatory studies to analyse future job trends. Through comprehensive field research, this activity has been instrumental in identifying and assessing the emerging job roles, with a particular focus on the new skills and competencies required in the sector. By aligning with the project’s aim to meet future workforce demands in the selected pilot provinces, it ensures the strategic relevance and impact of subsequent interventions.

The scope of the activity involves executing a total of 3000 surveys distributed across three categories:
 
[bookmark: _Toc181620204]Table 1 Survey Structure
	Survey Name
	Number of Survey
	Target Group

	Structured Surveys
	Demand Side Survey
	2000
	Companies at national scale prioritizing pilot provinces

	
	Supply Side Survey
	800
	End users from university students, new graduates

	[bookmark: _Hlk181222736]Semi-Structured Surveys
	200
	Ecosystem actors to reflect a wider scope


 
Building on existing global and national studies, the field study carried out under this activity have gathered insights from various stakeholders, including companies, sectoral associations, and other relevant actors in the pilot provinces. These customized surveys have provided a detailed understanding of the evolving job landscape in the manufacturing industry, with specific attention to both the demand and supply sides of the labour market. By engaging with both demand-side and supply-side actors, as well as ecosystem actors, the study adopted a holistic approach aimed at capturing the big picture. This comprehensive view was essential for developing more sustainable model recommendations tailored to the sector’s future needs. The field study has also generated valuable data for the development of pilot cases, training curriculums, certification programme
s, and mentorship initiatives aligned with the sector’s requirements.
 
Additionally, the structured and semi-structured surveys conducted with industry partners and ecosystem actors have ensured that the study is comprehensive, capturing a wide range of perspectives and addressing gaps in the current workforce. This activity has been instrumental in informing the project’s strategic direction and helping shape targeted employment and placement services for the manufacturing sector. Additionally, they directly support one of the core objectives of the project—developing models to empower women in the sector. By integrating these insights, the project aims to foster gender equality and strengthen women's participation in manufacturing, contributing to long-term, impactful transformation. As of September 30, 2024, the status of the surveys is as follows:

[bookmark: _Toc181620205]Table 2 Current Status on Surveys
	Survey Name
	Number of Completed Surveys

	Structured Surveys
	Demand Side Survey
	2002

	
	Supply Side Survey
	801

	Semi Structured Surveys
	37


 
The implementation of Activity 1.2 is currently ongoing, with completion scheduled by the end of November 2024. The analysis of the completed surveys has already commenced, marking a critical phase in assessing the gathered data. In parallel, focus group discussions with target groups are in the planning phase, aimed at validating the data gathered through the surveys. These focus groups will play a key role in ensuring that the insights derived from the surveys are robust and accurately reflect the sector’s current and future workforce dynamics.
[bookmark: _Toc181620101]Activity 1.3. Completion of Needs Analysis
Under this activity, needs analysis will be prepared to reflect specific trend impacts on the target provinces with a broad perspective to reflect the national outlook. This analysis will reflect a customised current status on the supply and demand side, providing details of target provinces and in addition, reflecting sectoral preferences aligned with digital transformation and green transformation trends. 
The Needs Analysis is essential for offering a comprehensive assessment of how digital and green transformations affect workforce supply and demand in the target provinces, while also considering the broader national context. This analysis enables a better understanding of how these transitions shape labour markets, allowing for more informed decision-making at both local and national levels. The Needs Analysis report will encompass a global outlook derived from desk research, a synthesis of survey results and focus group meetings, and highlight the roles of various institutions in scaling and replicating successful transformation models. Ultimately, this analysis will serve as a roadmap to align national trends with regional needs, ensuring that future job market dynamics are addressed through informed strategies.
During the reporting period, this activity’s main framework has been outlined, though its formal launch depends on the completion of Activity 1.2. Since the data and insights from Activity 1.2 are critical to shaping the Needs Analysis, it is necessary to finalize it before moving forward with Activity 1.3. The results from both the Desk Research and the Field Study will form the basis for the Needs Analysis, highlighting the importance of completing the earlier activities first.
[bookmark: _Toc181620102]Activity 1.4. Designing Pilot Transformation Cases
The aim of this activity is to design and implement pilot transformation cases that facilitate both digital and green transformations for selected companies. By conducting assessments of digital maturity and sustainability, the activity seeks to create tailored implementation roadmaps that address the specific needs and capacities of each participating company. The goal is to enhance companies’ readiness for transformation, build their capacity for adopting sustainable practices, and ensure effective integration of digitalization steps, thereby promoting overall growth and sustainability in the manufacturing sector. 
In order to conduct digital maturity assessments, the process for determining selection procedures and criteria for companies that will participate in the project was initiated. The application process for companies started on December 22, 2023, and ended on February 25, 2024, concluding with 310 company applications. Selection Committee meetings were held to set the selection criteria in consultation with the EUD and MoIT. On February 15 and March 23, 2024, two Selection Committee meetings were organized to finalize the selection criteria. The agreed criteria are as follows:
· Must be located in the selected provinces
· Must have women employees
· Must be from the manufacturing industry
· Only 1 application was accepted for companies with multiple applications
· SMEs must have more than 20 employees
· Must score 20% or above
· Recency of SIRI digital maturity & COSIRI (sustainability) assessments (Companies that had SIRI or COSIRI training in 2021 were considered qualified)
· Defence industry-affiliated companies were eliminated. 
A strategy was employed when applying the above-mentioned criteria during the company selection. As part of this process, 67 Micro SMEs were excluded from the list, resulting in a total of 229 remaining companies. The second stage of elimination was applying the 20% score threshold. The scoring to measure whether the company scores over 20% or not, was calculated based on the below points: 
· There are four multiple-choice questions that measure the maturity and readiness of companies regarding digital transformation. These questions primarily address the presence of a digital transformation strategy and roadmap, the identification of roles and responsibilities in the process, and the allocation of budget for projects or pilot initiatives.
· Categorically, each question has five answers ranging from basic level to pioneering practices. Only in the budget question, there are four answers.
· Each answer provides points sequentially from entry-level to the most advanced level: 0-2-4-7-10 points.
· There are weight coefficients for each question based on its importance. While strategy and planning, along with role and responsibility determination, carry a weight of 30%, others have a weight of 20%.
· The consolidated score is obtained by dividing the multiplication of weight coefficients with the received points by the maximum possible score.
· The 20% threshold means providing answers at levels 1 and 2 to most of questions on average.
· This indicates that the company has very low levels of maturity and commitment to proceed in digital transformation journey and is therefore set as a threshold to ensure the sustainability of both employment & implementation of roadmaps.

[bookmark: _Toc181620206]Table 3 Question Set Applied for Consolidated Scores
	QUESTION

	ANSWER – 1
	ANSWER – 2
	ANSWER – 3
	ANSWER – 4
	ANSWER – 5
	WEIGHT RATIO
	

	
	0
	2
	4
	7
	10
	
	

	Does the institution have a digital transformation strategy and roadmap? 

	No, we do not have a strategy or a roadmap, and we do not plan to develop one in 2024.

	No, but we are planning to create a strategy and roadmap.

	We are in the process of creating a strategy and roadmap.

	The strategy and roadmap are in place, and internal communication has been conducted
	We have a strategy and roadmap in place, and we regularly review and update it according to new needs.

	0,3
	3

	Is there a digital transformation team in the institution with clearly defined roles and responsibilities?

	No, we do not have a digital transformation team, and we do not plan to establish one in 2024.
	No, but we are considering establishing a digital transformation team.
	We are in the process of forming a digital transformation team.
	There is an existing digital transformation team, but the roles and responsibilities have not yet been clearly defined.
	There is an existing digital transformation team with clearly defined roles and responsibilities.
	0,3
	3

	Are there any projects or pilot initiatives being conducted for the implementation of digital transformation in the institution? 

	No, we are not planning any projects or pilot initiatives for 2024.
	No, but we are considering starting a project in the near future.
	We have started the first project; the process is ongoing.
	The first project has been completed, and the business outcomes are being evaluated internally.
	Multiple pilot projects have been completed, and a plan for widespread implementation within the institution has been made.
	0,2
	2

	What is the ratio of the budget used for digital transformation activities to the institution’s turnover in the year 2022?


	No budget has been allocated.
	Between 0-10 percent.
	Between 10-25 percent.
	Above 25 percent.
	 
	0,2
	2

	TOTAL SCORE
	10



After refining the long list based on the scoring above, the rest of the selection criteria were applied in coordination with MEXT, resulting in 134 companies, including both SMEs and large companies. As outlined in the Inception Report, a main list and a reserve list were compiled by the project team. The primary list consists of 100 companies, with 76 SMEs and 24 large companies, while 34 large companies were placed on the reserve list. Significant efforts were made by the project team and MEXT to ensure that all eligible SMEs were included in the Project, reflecting the priority of increasing SME participation.
To employ faster and better communication, three field coordinators were also onboarded in the beginning of May 2024, supporting the project team as focal points for the day-to-day communication with the companies. 52 SMEs were initially approached by the project team on April 2nd, across five provinces and subsequently expanded their outreach to 24 SMEs in an additional four provinces, following the approval of the first addendum on May 8th. (Annex 2) In line with the Project Steering Committee’s decisions on June 6th, the team also targeted large companies in all project provinces. 
Company protocols (as can be reviewed in Annex 3) were designed by the project team to ensure the sustainability of the project activities and commitment to the employment of change agents and operators that are essential in companies’ twin transition. The protocols have been signed between the companies and TISK, as the beneficiary, to formalize the collaboration and ensure that expectations from the project are clear. 
Some challenges emerged while finalizing the company list due to various reasons. One of the primary reasons is the prolonged multi-tiered decision-making mechanisms impacting the decision of a company to participate. Other difficulty was the withdrawal of 32 SMEs and 21 large companies for various reasons, including lack of interest, misalignment with project objectives, and, most notably, economic and financial challenges that limited their capacity to employ change agents and operators. Ultimately, 79 companies (44 SMEs and 33 large companies) confirmed their participation, with 76 signing the final protocol.
To mitigate the impact of these withdrawals and meet the project targets, alternative strategies were pursued. This included engaging additional companies within the supply chains of participating large companies, as recommended by the EUD and MoIT, as well as reaching out to companies involved in other EU-funded projects and industry associations like BEYSAD and İHKİB. Other organizations, including IMA, DDM, EKOTEKS, OzUBEX, and DTX, were also engaged by the project team to increase synergies between EU-funded projects. While EKOTEKS has already joined the Project and DTX’s participation was indicated, the remaining organizations either showed no interest or decided not to proceed. 
As of September 30, 2024, 79 companies—45 SMEs and 34 large companies—confirmed their participation, with 79 signing the final protocol. In addition, DTX, as an innovation center, has also become a participant in the project as well. Upon the coordination meeting held on August 15, 2024, a collaboration was agreed with companies involved in other MEXT projects to expand the number of SME beneficiaries within the project. A collaboration has been initiated by the team with MEXT’s initiative with İş Bank for the purpose of including more SMEs. Initially, 11 companies from these efforts applied to the project, and engagement with these SMEs in coordination with field coordinators have been begun.
Digital Maturity Assessment Processes
For the digital transformation of participating companies, MEXT has applied its expertise in “SIRI-digital maturity assessments,” while “sustainability assessments” have been used for green transformation case design. MEXT conducts digital maturity evaluations to develop tailored digital transformation roadmaps for each company. As the only recognized digital maturity assessment methodology by World Economic Forum (WEF), SIRI assessment provides an independent review of a facility’s manufacturing operations by independent qualified individuals known as Certified SIRI Assessors (CSA) who are experienced industry practitioners. SIRI provides global benchmark both on overall manufacturing landscape as well as specific to each industry. The SIRI framework aims at helping companies learn new concepts, evaluate their facilities, architect company-specific transformation roadmaps and deliver results that bring value to their businesses.
Assessment Matrix
The Assessment Matrix serves as a diagnostic tool that helps companies identify the current Industry 4.0 maturity levels (ranging from Band 0 to Band 5) of their manufacturing facilities across 16 SIRI Dimensions. The explanation of the SIRI dimensions is as follows: 
1. Vertical Integration
2. Horizontal Integration
3. Integrated Product Lifecycle
4. Shopfloor Automation
5. Enterprise Automation
6. Facility Automation
7. Shopfloor Connectivity
8. Enterprise Connectivity
9. Facility Connectivity
10. Shopfloor Intelligence
11. Enterprise Intelligence
12. Facility Intelligence
13. Workforce Learning & Development
14. Leadership Competency
15. Inter- & Intra-Company Collaboration
16. Strategy & Governance
Key Performance Indicators
Key Performance Indicator (“KPIs”) are measures used to evaluate a company’s success or effectiveness in achieving its key business objectives and strategic directives. The KPI Factor of a SIRI Dimension is calculated according to the five most important KPIs selected by a company and the information in the Degree of Relevance (KPI) Table. 
The Prioritization Matrix considers 14 categories of KPIs that are organized into four main groups - Productivity, Quality, Flexibility and Speed. Each group has different sub-groups:
1. Productivity
· Asset & Equipment Efficiency
· Workforce Efficiency
· Utilities Efficiency
· Inventory Efficiency
· Material Efficiency
2. Quality
· Process Quality
· Product Quality
· Safety
· [bookmark: _Toc117690961][bookmark: _Toc117778337]Security
3. Flexibility
· Planning & Scheduling Effectiveness
· Production Flexibility  
· Workforce Flexibility  
4. Speed
· Time to Market
· Time to Delivery
[bookmark: _Toc117690963][bookmark: _Toc117778339][bookmark: _Toc178696295]Industry Best-in-Class Benchmark
The Industry Best-in-Class Benchmark is defined as the average performance level of the top 10% of manufacturers in a particular industry, across all 16 SIRI Dimensions. The Industry Best-in-Class Benchmark for 14 manufacturing industries was derived from the Official SIRI Assessment database and further refined by a panel of industry experts. 
Consolidated Diagnostic Report
The Project Team, MEXT, and field coordinators are working closely to effectively schedule the SIRI assessments. Since the beginning of the project, 59 SIRI assessments have been conducted across 9 different provinces, and 46 of these assessments have been documented in reports (Consolidated Diagnostic Report is available in Annex 4 and SIRI assessment of companies is available in Annex 5). 
Among 46 assessments, 30 were conducted for SMEs whereas 16 were carried out for large companies. Assessments have been conducted in 9 different sectors. The sectors in which the assessed companies operate are as follows:
· Advanced Manufacturing
· Chemical
· Electronics
· Energy
· Fast Moving Consumer Goods
· General Manufacturing
· Metal and Mining
· Textile, Clothing, Leather and Footwear
· Transportation

Furthermore, the average scores of companies across the 16 SIRI dimensions are clustered between 0 and 2. In the SIRI framework, the band ratings from 0 to 5 reflect the following states:

· Band 0: No digitalization. Processes are entirely manual, and there are no systems in place to gather or utilize data.
· Band 1: Initial digitalization. Some systems are in place, but digital processes are limited or isolated, with minimal integration.
· Band 2: Basic digital capabilities. Digital processes are implemented, but they are still fragmented, with limited automation and integration across the enterprise.
· Band 3: Intermediate digital maturity. There is a higher level of automation, and systems are integrated across multiple functions, although optimization is still limited.
· Band 4: Advanced digital maturity. The company has fully integrated and automated systems, and data-driven decision-making is in place across the enterprise.
· Band 5: Full digital transformation. The company is fully digitized and connected, utilizing real-time data and advanced analytics to continuously optimize and innovate processes.
Most companies in this assessment are operating in the early stages of digitalization, as indicated by their scores between 0 and 2, reflecting limited digital adoption and isolated implementations of digital tools.

[bookmark: _Toc180965470]Figure 1 Average Scores of Reported Companies

Following the completion of the assessments for 46 companies, the results are analysed under the following criteria for the companies:
· Top selected KPIs
· Cost profiles
· Selection of planning horizon
· Prioritized SIRI dimensions
· Top selected use cases
Top Selected KPIs
The KPI selection is an input for the prioritization matrix and is crucial for the level of impact that the SIRI Dimension can have on a company’s essential business objectives. On average, the following 5 KPIs are mostly selected by the companies. 
· Workforce Efficiency
· Planning & Scheduling Effectiveness
· Time to Delivery
· Asset & Equipment Efficiency
· Process Quality
Workforce Efficiency emphasizes reducing the number of working -hours spent on each task. Given that labour expenditures accounted for a large amount of companies’ expenses, this KPI was chosen to address personnel costs and efficiency. Similar factors led to the second place ranking of the Planning and Scheduling Effectiveness KPI: reducing supply chain risks and maximizing capacity utilization. 59% of the companies chose the Asset and Equipment Efficiency KPI, most likely cost driven. By eliminating unexpected downtimes and increasing OEE, Asset and Equipment Efficiency seeks to increase a manufacturing facility’s production capacity, resulting in revenue increases and decreased excess capital spent on repairs and replacements (Overall Equipment Efficiency). The producers emphasize reducing such replacements by choosing the Asset and Equipment Efficiency KPI because the investments in machinery and equipment are directly affecting the rate of productivity and the operational costs. The fluctuating cost of energy and raw materials as well as the recent continuous rise in the energy expenses of manufacturing facilities could also be contributing factors. Following the above, the Process Quality KPI was chosen to decrease manufacturing waste. Process Quality seeks to increase output, lower defect rates, and reduce material waste by improving process parameters. Notably, the raw material costs appeared to be the most significant cost element in all companies assessed.
Cost Profiles
When the cost profiles of the assessed companies are examined, it is discovered that the predominant cost categories are as follows:
· Raw Materials & Consumables
· Labor 
· Selling, General & Administrative Expenses
· Utilities
As previously stated, the prioritization matrix formula comprises three major factors: cost, key performance indicators (KPIs), and a company’s proximity to industry best-in-class, all of which are weighted based on their influence on the company’s prioritization process. According to the findings, the most prioritized dimension is Vertical Integration which assesses the level of digitalization and integration of a company’s processes such warehouse, quality, maintenance, and production. Therefore, improving the Vertical Integration dimension would provide and require benefits on other dimensions as well.
In total, 125 different use cases are suggested to the companies by CSA Assessors. 
The most suggested use-cases are shown below. 
· Digital Performance Management (DPM)
· Digital SOP (Standard Operating Procedures)
· Dynamic Scheduling
· Item / Batch Level Traceability
· Machine Retrofitting
As a result of the diagnostic studies, assessed companies’ current competencies, status and services needs have been identified within a systematic way in terms of globally accepted SIRI methodology. Non-pragmatic way of this approach brought us the current maturity level of the companies, and the current digital system gaps on their core processes. Within the day this study has been held, 46 companies have inducted their separate diagnostic reports, a consolidated data has turned into insights in a more statistical manner. 
Based on the assessments conducted, regardless of whether the companies are SMEs or non-SMEs, operating in different sectors or located in various provinces, it is evident that there is still significant progress to be made in terms of digital transformation. Across all levels of maturity, the results highlight a consistent need for improvement, emphasizing that companies must accelerate their efforts to fully leverage digital technologies and integrate them into their operations. This finding underscores the importance of a strategic approach to digitalization, tailored to each company’s specific context and industry, to ensure sustainable growth and competitiveness in an increasingly digital world.
[bookmark: _Toc181620103]Activity 1.5. Selection process for establishment of change agents, and operators’ pool.
Operators and change agents, who will accompany the participating companies in the project on their digitalization journey, are one of the most important target groups of the project. To create a pool of change agents and operators, a user-friendly online application form was designed, and applications were opened by the project team on December 22, 2023. The application form was also consulted with the EUD and MoIT. During the application process, the call was promoted through the social media platforms, and numerous informational meetings with the organizations were held by the project team. The application process began on December 22, 2023, and ended on February 25, 2024. A total of 1,562 Change Agent applications and 387 Operator applications were received. 
Change Agents
A meeting was held with EUD and MoIT by the Project Team to establish a framework for selecting the changes. Two Selection Committee Meetings were held on February 15 and March 22, 2024. During the last Selection Committee Meeting held on March 22, the selection criteria were agreed by all parties (Annex 6: Selection Committee Meeting Presentation). It was agreed that Change Agents will be selected based on the below criteria: 
1. Candidates must be women.
2. Candidates must be from STEM fields
3. Candidates must be unemployed.
4. Candidates must be a graduate with 0 to 5 years of experience or must be a student in their 4th year or above.
The preparation of long lists for both roles was completed based on the above-mentioned established criteria. To create a pool of change agents and operators, a consultant team of the human resources services was mobilized on 28 March 2024. After sharing the long list with the HR experts, interviews have been conducted with the candidates to create a robust pool of change agents. These interviews aimed to understand their background, career aspirations, and skills, ensuring the best fit for the roles within the project. 
The qualifying change agent candidate list was shared with the project team after the interviews were completed. Once the shortlist was finalized, each candidate was reached out individually by the project team to inform them that they had been accepted into the programme and shared the training dates with them. In addition, the change agent candidates were informed through e-mails regarding their acceptance as part of the onboarding process in April. Initially, 230 change agent candidates were shortlisted for onboarding, receiving welcoming emails from the project team. Despite 230 shortlisted candidates, only 220 candidates indicated interest, with 200 change agents placed on the primary list and 20 on the reserve list. However, some candidates disengaged from the project due to the unattendance to the training programme. 
To meet the target of 200 change agents and to compensate the dropouts, the second application call was launched, lasted from May 15 to May 31, 2024, attracted additional 266 applications. with evaluations set for June 2024. After reviewing the new applications, interviews were conducted, concluding on June 17, 2024. As a result, 56 additional change agents were selected. Although 56 new change agents were initially selected, the final count has been adjusted to 49. Of these, 34 candidates have been placed on the primary list, while 15 have been designated as alternates. As a mitigation measure, it has been decided that the change agent candidates from the reserve lists should be onboarded, providing them with the opportunity to participate in the matching process with companies.
Operators 
During the first application process, the  applications attracted 395 applicants. After removing ineligible applications (such as male applicants) or duplications, the long list was comprised of 387 operator candidates. Among 387 Operator applications, in 263 candidates were shortlisted by the Project Team. The applicants were selected based on the selection criteria agreed during the selection committee meetings as mentioned above. The selection criteria were much more flexible due to the risk of low number of eligible candidates. 
The criteria for Operators agreed as the following:
1. Candidates must be women.
2. Candidates be unemployed.
The shortlisted candidates were interviewed by the onboarded HR experts as well. However, the number of participating operators was much less than expected. Therefore, another cycle of applications was employed that resulted in an additional 98 applicants. The candidates were well-informed through one-to-one phone calls and webinars conducted by the Project Team. The participating operators were assigned to different training groups to achieve the most effective results from the training programme designed by MEXT. As a result, the first group of operators was officially welcomed in July 2024 through a welcome email, beginning 20 days of online and 5 days of face-to-face training.
Efforts are currently being made by the project team to increase the number of operator applications, which have not met expectations. To address this, a range of organizations, including İŞKUR Provincial Directorates, Vocational Training Centres, Vocational High Schools, Municipalities, and Career Offices, were proactively contacted. An informational note was distributed to these institutions to encourage them to promote the programme within their networks to attract more applicants.
Additionally, online meetings have been conducted by the Project Team with these organizations to foster partnerships aimed at boosting the number of operator applications. However, despite these collaborative efforts, the anticipated results have yet to be realized.
Challenges and Mitigation Measures
Several challenges have emerged during the process of creating the pool of change agents and operators. Firstly, a number of change agent candidates disengaged from the project without formally notifying the project team. In many other instances, newly graduated candidates either secured employment elsewhere or opted to pursue other opportunities, causing them to withdraw from the project. This occurred either immediately after completing their training or, in some cases, even before starting the onboarding process, despite having received a welcome email.
There were other challenges encountered during the implementation of the programme, primarily stemming from a mismatch between the expectations of change agents and the available opportunities. One significant issue was the disparity in offered salaries, which did not align with what the change agents anticipated. Additionally, the geographical location of the roles offered posed another challenge, as many change agents’ residential addresses were not in proximity to the job locations, further complicating the placement process. These challenges hindered the matching process and caused a delay in the Project’s timeline. 
Along the process, 96 change agents withdrew from the Project, but only 56 officially notified the Project Team, indicating various reasons for their withdrawals. The common reason is the new employment opportunities for the participants. As a result, the number of onboarded change agents was reduced to 190. The risk of additional withdrawals should also be mentioned due to the persistence of the risks the project team faces. 
There were somewhat similar incidents encountered with the operators as well. In the beginning, the insufficient number of participating operators was the first challenge delaying the onboarding process of the operators. There were also withdrawals from the operator side, caused by the candidates’ lack of understanding regarding the term ‘operator’. After providing information through one-to-one assistance or informational webinars, the misunderstood candidates have withdrawn from the Project. Some other candidates have exited from the process similar to the change agents, mismatched expectations of operators, and available roles. 
[bookmark: _Hlk178148922]Although the project team keeps working on increasing the number of operator candidates, the challenges seem to persist for the time being, resulting in 34 participating operators. Nevertheless, further meetings with organizations for additional applicants are in line as well.
[bookmark: _Toc181620104]Activity 2. Capacity Development of Target Groups
[bookmark: _Toc181620105]Activity 2.1. Designing Digital Infrastructure to Ensure the Sustainability of Activities
A thorough content for the digital platform was developed by the project team, which has been designed to serve as a central hub for various project activities, offering a range of online training programmes, self-diagnostic tools for companies, and information-sharing resources. It aims to feature upskilling and reskilling programmes for Change Agents and Operators, with two key modules on digital and green transformation, along with the training targeting soft skills. Local stakeholders and interface organizations will also benefit from online training programmes aimed at raising awareness on these topics. The platform will be set to additionally host online information sessions organized by the project team members. 
In addition to training, the platform will be providing self-diagnostic tools for companies, helping them align with current transformation trends. It will also act as an information-sharing gateway, disseminating knowledge products, progress reports, and mentoring initiatives. The platform will support human resources by connecting companies with qualified talent and showcase successful pilot transformation cases. Furthermore, the platform will ensure institutional sustainability by sharing best practices, tools, and guidelines developed by TISK in consultation with the Ministry of Industry and Technology and European Delegation to Türkiye, with a focus on retaining Change Agents and scaling up pilot projects for long-term impact.
[bookmark: _Toc181620106]Activity 2.2. Design and Provision of Training Programs for Change Agents on Upskilling and Reskilling
Within the scope of this activity, the training programmes were designed by MEXT, as the implementing partner. This training aims to equip change agents and operators with the skills to assess how organizational transformations affect both individuals and the participating companies. In order to carry out the activity, the Project Team has been in cooperation with MEXT Technology Centre. The training modules for change agents have been designed and conducted by MEXT Technology Centre, specifically to be aligned with the transformation cases. Under this activity, two main activities were carried out:
· Design of training programmes for change agents and operators
· Provision of training
Based on the results of desktop research, needs analysis, and field studies, and considering MEXT’s experience in delivering upskilling and reskilling programmes for over 30,000 employees, as well as the digital and green transformation needs of the manufacturing industry, three training programme packages were developed:
· Change Agents Learning Path-1: Engineer Curriculum 
· Change Agents Learning Path-2: IT Professional Curriculum 
· Operators’ Training 
Change Agents Learning Path-1 and Path-2 were designed as parallel programmes, aimed at enriching engineering knowledge while enhancing IT professional skills. Both programmes incorporate soft-skills training to strengthen participants’ interpersonal and organizational abilities, which are essential for their career advancement.
To further tailor the training, participating change agents were divided into two main groups: Engineers and IT Specialists, in line with their educational backgrounds and expertise. The IT Specialists were further categorized into three subgroups: Data Analysts, IoT-OT specialists, and Full Stack Developers, based on an assessment of their IT knowledge and prior education. MEXT developed customized curricula for each subgroup, ensuring that the specific needs of each role were effectively addressed to maximize the participants’ learning outcomes.
Change Agents Learning Path-1/ Engineer Curriculum
Engineer Curriculum was designed to cover business management, shopfloor engineering expertise, data science and artificial intelligence skills and sustainability skills. The total length of designed training was 51 days in 5 subheadings as listed below:

Business Management Training

The module aims to equip participants with essential skills in leading projects, driving innovation and managing professional interactions effectively.

1. Agile Project Management (1-day)
2. Design Thinking (1-day)
3. Communication Skills (2-days)
4. Interview & Negotiation Skills (2-days)
Shopfloor Experience & Technical Expertise Training (Basic Level)

The module aims to increase participants’ technical knowledge in industrial layered manufacturing technologies through specialized training sets, including hardware & software, and programming applications, combining technical knowledge with practical work. 

1. Digital Literacy (2 days)
2. Change Agents in Shopfloor (2 days)
3. Robotics & Image Processing IoT and Automation (3 days)		

Understanding & Implementing Industry 4.0 (Advanced Level)

The module aims to equip women with the necessary skills to contribute to the successful digital transformation of their companies.
1. Understanding Digital Transformation (2-days)
2. Implementing Digital Transformation (1-day)
3. Leading Digital Transformation (2-days)
                                                                                                  
Data Science and Artificial Intelligence (Expertise Level)

The module aims to develop the skills of participants needed to analyze data effectively and leverage AI technologies to drive decision-making and innovation processes.
1. Data Science (7 days)
2. Understanding Data & Artificial Intelligence (6 days)

Green Transformation (Sustainability) Program

The aim of this module to equip the women with the necessary skills to contribute to the successful green transformation of their companies.

1. Sustainable Development in Context (9 days)
2. Circular Economy (5 days)
3. Sustainable Development in Action (6 days)
                                                                                                 
The training curriculum developed for Engineers is summarized in the below table. 

[bookmark: _Toc181620207]Table 4 Curriculum for Engineers
	ENGINEERING CURRICULUM

MODULE 1: Business Management Training and Soft Skills Training
Communication Skills  
Relationship Management Techniques  
Facilitation Techniques  
Interview Techniques  
Agile Project Management  
Design Thinking  

MODULE 2: Engineering Curriculum
Fundamental Training 1: Production Site Experience
Digital Literacy  
Change Agents in the Production Field  
Robotics and Image Processing, IoT, and Automation  

MODULE 3: Engineering Curriculum
Intermediate and Advanced Training (2): Understanding and Implementing Industry 4.0
Program Introduction  
Digital Transformation and Building Blocks  
Application Pioneers  
Assignments  
Functional Deepening Areas  

**4. MODULE: Engineering Curriculum**  
**Expert Level (3): Understanding Data and Basic Programming**  
Data Science  
Understanding Data and Artificial Intelligence  

**5. MODULE: Engineering Curriculum Green Transformation (Sustainability) Program**  
Sustainable Development  
Circular Economy  
Applied Sustainability  


	GENERAL TRAINING 

Communication Skills
· Relationship Management Techniques

+ UNDP Trainings
· Gender Equality
· Crisis Management
Inclusivity and Diversity



Change Agents Learning Path-2/ IT Professional Curriculum  

IT Professional Curriculum is expected to cover business management, digital literacy, programing and role-based information technology skills. The curriculum consists of specialized content for 3 different roles:
· Role 1: Full Stack Developer
· Role 2: Data Scientist
· Role 3: IoT/OT Expert
The total length of designed training was 52 days in 3 subheadings as listed below:

Business Management Training 

The module aims to equip participants with essential skills in leading projects, driving innovation and managing professional interactions effectively.
1. Agile Project Management (1-day)
2. Design Thinking (1-day)
3. Communication Skills (1 day)
4. Interview & Negotiation Skills (1-day)
General Technical Trainings 

The module aims to equip participants with foundational skills in programming, understand key IT and cybersecurity concepts, and explore cutting-edge technologies shaping the future.
Except for the Digital Literacy module, all other training modules were delivered asynchronously through an online platform, allowing participants to complete the courses at their own pace.
1. Digital Literacy (2-days)
2. IT Essentials Cyber Security 101 (3-days)
3. Explore Emerging Technologies (3-days)
4. Web Development: Introduction to Programming (6-days)
Role-based Technical Training

The module prepares participants for specialized roles in Full Stack Development, Data Science, and IoT/OT expertise. Thanks to this module participants master key skills with practical experience with industry-standard tools and technologies. 

Role 1: Full Stack Developer (40 days)
Role 2: Data Scientist (40 days)
Role 3: IoT / OT Expert (34 days)
Below is the table, summarizing the training curriculum developed for IT Specialists. 
[bookmark: _Toc181620208]Table 5 Curriculum for IT Specialists
	IT SPECIALISTS
MODULE 1: Business Management Training and Soft Skills Training 
· Communication Skills / Relationship Management Techniques /Facilitation Techniques / Interview Techniques, Agile Project Management, Desing Thinking 
 MODULE 2: General Technical Training  
· Digital Literacy
· Cybersecurity
· New Technologies
· Web Development - Introduction to Programming 
MODULE 3: Role-Based Technical Training
ROLE 1: Full Stack Developer
· Algorithms and Data Structures, Statistics, SQL, JavaScript, Object-Oriented Programming, Design Patterns, Python, .Net, C, C++, and C#, Writing Test Scenarios
· Web Technologies Integration with REST, Database Integration, HTML
· CSS (Bootstrap), API Setup, and GIT
ROLE 2: Data Scientist
· Algorithms and Data Structures, Statistics, Python, Big Data Technologies and Applications, Machine Learning (Deep Learning), API Setup, and GIT
ROLE 3: IoT / OT Specialist
· Algorithms and Data Structures, Statistics, IoT 101, Automation
· Robotics and Image Processing, Human and Machine Integration
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Communication Skills
· Relationship Management Techniques

+ UNDP Trainings
· Gender Equality
· Crisis Management
Inclusivity and Diversity



The technical training commenced on April 29, 2024, followed by an onboarding session organized by the Project Team to inform and answer the change agents’ questions. The women participating in the training program were divided into groups of a maximum of 20 to ensure each student had access to tools in applied classrooms, and the digital factory and benefited from efficient communication with the instructors.
At the start of the program, all change agents were informed about their assigned groups and training schedules during an online launch meeting. Communication was maintained through WhatsApp groups and emails with the coordination of the Project Team and MEXT. Separate WhatsApp groups for training purposes were also created by MEXT for each of the Path-1, Path-2, and Path-3 groups, where all relevant information—such as general program details, links to online training sessions, and satisfaction surveys—was shared with participants. These WhatsApp groups also functioned as helpdesk during the training sessions, allowing the project team to actively address comments and requests from participants in real time.
For the training format, one-third of the sessions were conducted face-to-face at the MEXT Technology Centre for the initial groups, while one-quarter of the sessions were face-to-face for an additional group. The remaining sessions were delivered online with live instructors, and a small portion of the training (up to 20% for Path-2 and Path-3) was asynchronous. The first group of engineers and data scientists began in-person training at the MEXT Centre on May 13, 2024, and after that, all groups had continued attending these face-to-face sessions until August 2, 2024, in different weeks according to the training plan. 
After completing the training programs, all change agents participated in an on-the-job training curriculum which ended on August 20, 2024. These sessions were held live online, and case studies were assigned to participants to complete between sessions. The key topics covered during this phase included:
· Productivity in Production
· Digital Maturity Assessment Methodology
· Data Monitoring Technologies in Production
· Digital Maturity Assessment Technologies
· Manufacturing Technologies and Efficiency
Furthermore, to provide the best quality training to the second group of participating change agents and for those who could not complete all modules due to academic commitments, a new condensed training program was created in collaboration with MEXT Technology Centre, in addition to the learning path designed originally for 200 change agents. For an additional group of 75 women and considering the time constraints a more agile curriculum is developed to include most essential elements from the Engineer and IT Professional Curriculum. Insights gathered from companies were taken into consideration during the program’s design, as well. As a result, MS Excel and Advanced Excel contents were included in the curriculum. A more condensed 23-day program developed under 3 subheadings.
Below is the tailored curriculum for the second group of change agents. 
[bookmark: _Toc181620209]Table 6 Curriculum for Second Group of Change Agents
	HYBRID GROUP CURRICULUM
- Agile Project Management
- Design Thinking
- Communication Skills
- Influence, Persuasion, and Negotiation Skills
- Digital Literacy
- Understanding Digital Transformation
- Implementing Digital Transformation
- Managing Digital Transformation
- Artificial Intelligence + Excel + Advanced Excel
- SQL

	GENERAL TRAINING 

Communication Skills
· Relationship Management Techniques

+ UNDP Trainings
· Gender Equality
· Crisis Management
Inclusivity and Diversity



The training program concluded with the participation of 217 change agents. Satisfaction was tracked through evaluation surveys conducted at the end of the training sessions by MEXT. The average satisfaction score for change agents is 4.7/5.0.

Details of how training was provided to ensure efficiency and most effective learning are explained below:

· The women were grouped into a maximum of 20 to ensure access to tools and effective communication with instructors in the digital factory and applied classrooms.
· For Change Agents Path 1; 5 groups were formed, and women were allocated into these groups based on availability of their schedules. 79 change agents attended these trainings with 5 parallel groups. 
· For Path -2, roles were assigned in line with the appropriate background skills and competencies of the change agents as well as their preferences and motivation. Hence interviews were conducted before the initiation of training. 79 change agents attended these trainings with 6 parallel groups.    
· 59 change agents attended the additional training with 3 parallel groups. 
During the upskilling and reskilling training, each participating change agent received financial support for the duration of their training. The first group of change agents were provided with 310 EUR per month over a 3-month period. Additionally, they received 400 EUR for one month during their on-the-job training. As for the second group of change agents, both primary and alternate lists were provided with training and financial support of 310 EUR for 1 month and 400 EUR for 1 month during their on-the-job training. All financial support was directly transferred to the participant’s bank information provided by each participant to the project team.
MEXT Technology Centre also developed a tailored curriculum for the operators, targeting operators’ inclusion in the transformation programs. Enhancing technical expertise in information and automation technologies, as well as robotics and image processing, combined with hands-on experience in a fully digitally transformed factory, operators have been trained to equip women with the essential skills needed to contribute effectively to the digital transformation of their companies. Below is the table, summarizing the training curriculum developed for operators.
[bookmark: _Toc181620210]Table 7 Curriculum for Operators
	OPERATORS

TECHNICAL TRAININGS
1. Digital Literacy Trainings
· Definition of digital literacy, its individual and institutional benefits,
· Components and impacts of industrial digital transformation,
· On-site simulation technologies at MEXT Digital Factory (RFID, AR, MES, smart maintenance, cloud, and data analytics)

2. Production Agents

· Fundamental principles and building blocks of industrial digital transformation,
· Transition from lean manufacturing to industrial digital transformation,
· Examining the feasibility of digital transformation in a factory setting, identifying problems, creating solutions for challenges, and learning the details of those solutions,
· Studying the impact of organizational transformation on individuals and developing the ability to manage these effects positively.

3. Technical Expertise (Future IoT and Automation Architectures, Robotics, and Image Processing)

· Technical expertise in automation technologies, robotics, and image processing,
· Combining technical knowledge with hardware and software through special training sets and programming applications for hands-on practice,
· Enabling participants to develop projects within their fields of expertise, provide consultancy for projects based on theoretical and specialized knowledge, and improve their ability to intervene in case of failure.
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The provision of training for operators started on July 16, 2024, and the expected last day of training is 14 October 2024. So far, 76 operators have attended these training sessions with 5 groups consecutively. The Project Team is working on the additional training groups planned in November.
Participant satisfaction was tracked by MEXT through evaluation surveys conducted at the end of the training sessions. The average satisfaction score is 4.8/5.0.
A similar approach was applied to the operators, who were divided into groups of up to 20 participants to guarantee access to tools in the applied classrooms and the digital factory, as well as effective communication with instructors.
Communication was conducted through WhatsApp groups and emails for the operator groups as well. Separate WhatsApp groups were created for each Operator Training group to share relevant information, including details about the training programs, links to online sessions, and satisfaction survey links. During training sessions, these groups served as a helpdesk, allowing the project team to actively address participant comments and requests. Each group of operators have 25 days of online and 5-day face-to-face training at the MEXT Technology Centre. As a result, the operators received one-fifth of their training face-to-face at the MEXT Technology Centre, while the remainder was conducted online with an instructor, along with a limited amount of asynchronous training.
Operators, similarly, were granted 150 EUR for one month of participation in the training program, and 200 EUR of financial support were provided for the on-the-job training. All financial support was directly transferred to the participants’ bank information, which was provided by each participant to the Project Team.
Training calendar and photographs taken during the in-class training programmes are presented in Annex 7 and 8. 
Challenges and Mitigation Measures
Although the initial plan was to organize the face-to-face training earlier than May 2024, some delays were encountered due to the tender process for contracting a service provider for accommodation services. To facilitate accommodation for change agents and operators during the training at the MEXT facility, a tender dossier was prepared. After conducting market research, the team finalized the tender dossier on April 15, 2024, and invited five bidders to participate in the process. The contract was awarded on May 5, 2024. While this caused a slight delay, coordination with MEXT allowed the schedule to be adjusted, postponing the training by only a few weeks.
By working closely together, the project team and MEXT were able to swiftly adapt to the changing circumstances, ensuring that logistical challenges did not compromise the quality or effectiveness of the training. Their cooperative approach enabled swift rescheduling, ensuring that participants could still receive the planned training without significant disruption.
Another challenge was mobilizing change agents who had not yet graduated by the time the training started. To address this, the project team and MEXT developed an additional training program to accommodate the new group of change agents. This flexibility not only allowed the project to remain on track but also improved implementation by ensuring that all participants, regardless of their readiness at the initial phase, were able to fully engage with and benefit from the training programme.
Through this close cooperation, both teams demonstrated their ability to adapt, creating a more dynamic and resilient training process that could better meet the diverse needs of the change agents and operators, ultimately enhancing the success of the programme.
[bookmark: _Toc181620107]Activity 2.3. Matching Change Agents/Operators with Companies for Pilot Transformation Cases
Activity 2.3 focuses on matching change agents and operators with companies for the implementation of pilot transformation cases. Through on-the-job training and capacity development, both groups will play a crucial role in the assessment and execution of these cases, ensuring a smooth transformation process. The project will also support networking activities to facilitate these matches and provide financial support to participants throughout the training and implementation phases. The activity is critical for the project’s success, as it facilitates the practical application of skills acquired during the training programs. Following the completion of training programs, the change agents and operators will enhance awareness in their matched companies on the topics they were trained in and contribute to the firms’ twin transformation process.
In this activity, selected change agents from “Activity 1.4 Designing Pilot Transformation Cases” are to be paired with chosen companies to facilitate capacity development and pilot transformations. Additionally, operators are expected to support change agents in these pilot transformation cases, contributing to a robust implementation framework. The matching of 200 change agents and 100 unemployed operators with 100 selected companies in the manufacturing sector is planned, aligning with the broader objectives of digital transformation initiatives under the Ministry of Industry and Technology Competitiveness and Innovation Sector Operational Programme (CISOP) framework.
A strategic decision has been made to engage consultants to effectively manage the matching process for change agents, operators, companies, and mentors within the project’s scope. To facilitate this, a call for consultant applications was announced to identify qualified candidates. Following a thorough evaluation of the submitted applications, HR experts have been onboarded to execute this activity. This partnership is anticipated to enhance the matching process, ensuring alignment among all stakeholders with the project’s objectives. Furthermore, the HR experts engaged in this activity have also been assigned to Activities 1.5 and 2.5, enabling them to develop a comprehensive understanding of the entire selection process and adopt a more holistic approach to the matching efforts.

As the initial step in the matching process, the HR experts conducted a series of semi-structured interviews with the participating companies. The purpose of these interviews was to gain a detailed understanding of the companies’ expectations for the matching process and to identify their specific needs for the change agents and operators they plan to engage. This preliminary analysis was essential for developing a tailored approach to the matching process, grounded in the companies’ organizational requirements. Furthermore, data gathered from these company interviews, along with insights from the interviews conducted with change agents and operators under Activity 1.5, were compiled into a comprehensive dataset. This dataset served as a crucial foundation for preparatory efforts, ensuring the matching process was strategically aligned with both the needs of the companies and the capabilities of the change agents and operators.
 
Informative meetings were organized, aiming to brief the companies and change agents on the schedule and methodology of the matching process. The first session took place on July 9, 2024, with participating companies, followed by a meeting with the change agents on July 15, 2024. These sessions provided a crucial platform for engaging with both groups, addressing their inquiries, and ensuring clarity on the upcoming steps. Following these discussions, the HR experts initiated the matching process for the change agents on July 17, 2024.
 
Similarly, a separate meeting was conducted for the operators on July 25, 2024, where the matching process and its methodology were outlined. The matching process for the operators commenced on August 22, 2024. This structured approach was designed to facilitate effective matching between both change agents and operators with the participating companies, thereby streamlining the process and aligning with the project’s overarching goals.
 
The matching process was guided by the insights gathered from the interviews conducted with the companies, as well as a thorough evaluation of the competencies of the change agents and operators. Additionally, the preferences expressed by the change agents and operators regarding the sectors and provinces in which they wished to work were carefully considered. This systematic approach was expected to enhance the efficiency of the matching process and ensure that the outcomes are aligned with the aspirations of both the companies and the change agents and operators, thereby maximizing the potential for successful pilot transformation cases.
 
The project team made significant efforts to establish pools of companies, change agents, operators, and mentors through targeted outreach, resulting in a successful application period. However, the matching process has been more intricate and time-consuming than initially anticipated, due in large part to a combination of economic constraints, rigid HR processes, and a misalignment between candidate expectations and available opportunities. Several companies, facing financial challenges and workforce reductions, withdrew from the project, citing their inability to hire new staff in line with the original plans, particularly in light of the high salary expectations of the change agents. Others chose to reduce the number of change agents they would engage or decided to withdraw from the project entirely.

On the side of the change agents, some withdrew after the initial briefing sessions upon realizing that the program’s offerings did not align with their personal career goals. Similarly, a number of participants left the program during the training phase after securing alternative employment opportunities that better suited their professional aspirations. These withdrawals created engagement gaps and disrupted the overall project workflow. Additionally, a disconnect between the job roles sought by change agents and those being offered by companies, particularly with regard to salary levels and geographical location, further complicated the matching process.

In the case of operators, a different set of challenges emerged, primarily a lack of sufficient interest and a lower-than-expected volume of applications. Despite extensive outreach efforts, including partnerships with Kariyer.net, İŞKUR, vocational training centers, and local municipalities, the response remained inadequate. Many candidates misunderstood the nature of the roles being offered, expecting white-collar positions, and subsequently withdrew once the blue-collar nature of the positions was clarified.

Compounding these issues is a general lack of awareness among both change agents and operators regarding the critical importance of upskilling and reskilling programs, particularly in driving digital and green transformations. This gap in understanding further strained the alignment of expectations between the candidates and participating companies. These challenges, combined with delays in the recruitment and matching processes, have significantly impacted the project’s ability to meet its 12-month employment commitment within the limited project duration.

Despite these obstacles, the team has worked diligently to meet the expectations of all stakeholders by refining the matching methodology and allocating substantial funds to improve outcomes. One key factor in revising the methodology was the feedback received throughout the matching process from change agents, operators, and companies, many of whom highlighted the need for adjustments to better align the process with their expectations. Taking this feedback into consideration, alongside the identified risks, the project team made the strategic decision to refine the approach. To mitigate these risks and enhance the likelihood of achieving the project’s objectives, the revised strategy includes re-engaging with companies that can onboard additional change agents and operators, developing tailored job descriptions for these roles, and streamlining the matching process to better meet the specific needs of the companies involved.

To facilitate the application process, dedicated links were created for change agents and operators to apply for all open positions in pilot provinces. These links were accompanied by a comprehensive table detailing each company’s location, the competencies required for the positions, service offerings, and associated benefits.
 
To effectively communicate the new matching methodology to change agents and operators, informational meetings were conducted on September 18, 2024, for change agents, and on September 20, 2024, for operators. Following these sessions, both application links were made available for submissions on September 20, 2024, with applicants given until September 23, 2024, to complete their applications. Throughout the application period, the project team diligently addressed all inquiries from change agents and operators, ensuring they received adequate support during the application process.
 
Following the evaluation of the first round of applications, the project team decided to provide change agents and operators with a second opportunity for the remaining open positions. Accordingly, both application links were reopened for a second round on September 25, 2024.
 
As of September 30th, the application process has been completed, and all candidates’ CVs and relevant information have been forwarded to the respective companies. The interview and recruitment processes are currently underway, and the project team is working diligently to ensure the timely completion of these procedures.

To ensure effective monitoring of the newly implemented methodology, UNDP field coordinators have been onboarded to maintain direct communication with companies throughout the process. This approach allows for close oversight and timely intervention where needed. Simultaneously, HR experts are in regular contact with both change agents, operators, and companies, consistently checking in to facilitate the matching process. By staying actively engaged with all stakeholders, the project team aims to closely monitor the process and respond quickly to any issues, ensuring the project proceeds smoothly and efficiently.

[bookmark: _Toc181620108]Activity 2.4. Design and Provision of Mentorship Programs for Capacity Development
The design and provision of mentorship programs are essential components of the capacity development strategy within the project, particularly aligned with the objectives of the pilot transformation cases. These programs are aimed at facilitating the growth and development of change agents by establishing a mentorship pool comprised of volunteer professionals and consultants from the manufacturing sector, predominantly in STEM fields. By matching change agents with experienced mentors at the early stages of the operation, the project will foster structured experience sharing, thereby enhancing the overall capacity-building efforts.
 
As part of the mentorship programme, each change agent will be assigned a dedicated mentor. The mentors, who are women with experience in the manufacturing sector, will provide support to the change agents for 12 months, drawing on their own experiences in areas such as the challenges women face, adaptation to professional life, career development, and leadership. 
 
A mentorship training program was tailored, and a three-day training session was held on 22-23-24 July 2024 for the mentors. The goal of the three-day mentorship training was to increase the mentors’ awareness of gender equality, help them understand the mentorship process, familiarize them with the profiles of the change agents, and provide guidance on best practices during the mentorship process. 94 mentors were invited to the training sessions held over three days and approximately 74 different mentors attended the live sessions. The details of the mentorship program curriculum and calendar are as follows:
 
[bookmark: _Toc181620211]Table 8 Mentorship Program Curriculum & Calendar
	Date
	Training

	Monday, 22 July 2024
	-Gender Equality Training

	
	-Introduction to the Target Audience (Change Agents)
-Information on the Job Placement Process

	Tuesday, 23 July 2024
	-Mentorship Process Information (Planning, Reporting, Evaluation, Conclusion)

	Wednesday, 24 July 2024
	-Mentorship Training: The Role of Mentors and Strategic Approaches in Mentorship


 
Following each training module, participating mentors were asked to evaluate the training through an online survey. This evaluation process covered a range of topics, including the quality of the training, the materials utilized, the trainer’s presentation style, and their communication skills. The feedback gathered from these assessments is vital for ensuring the continuous improvement of the training program and enhancing the overall effectiveness of the mentorship initiative. Detailed information regarding the online mentorship program process and evaluations can be found in Annex 9.


[bookmark: _Toc181620109]Activity 2.5. Design and Provision of Training Programs for Local Stakeholders and Interface Organizations on Digital and Green Transformation
Activity 2.5 focuses on enhancing the capacity of local stakeholders and interface organizations to effectively support companies in navigating the challenges of digital and green transformation. By providing tailored training programs, the activity aims to improve the ability of organizations such as TISK member associations, chambers of industry, and R&D centres to offer relevant and high-quality advisory services, ensuring they are equipped to handle emerging industry trends. This approach will help build resilience among these stakeholders and enable them to drive sustainable development in their respective sectors.
 
The training modules will cover key areas of digital and green transformation, offering both theoretical and practical insights. Delivered through online sessions and embedded in the project’s digital platform for continuous learning, these programs will foster greater awareness and skills among participants. Additionally, international study visits will expose stakeholders to best practices and innovative models in the EU, further enhancing their capacity to support local industries in embracing transformation efforts (Annex 10).
 
Within the scope of activity, specific target groups will be identified through a needs assessment, and tailored capacity development programs will be designed and prepared for each group. These training programs aim to equip local stakeholders and interface organizations with the relevant skillsets needed to support digital and green transformation efforts. By the end of the training, it is expected that participants will have acquired the necessary expertise to provide high-quality advisory services and drive sustainable development in their respective sectors. This strategic approach ensures that all components of the activity are fully addressed, maximizing the impact of capacity development on the project’s long-term success.
 
[bookmark: _Toc181620110]Activity 3. Pilot Transformation Cases
[bookmark: _Toc181620111]Activity 3.1. Providing Information to Interface Organizations and Employers of Selected Companies before the Implementation of Pilot Transformation Cases
The Project Team effectively implemented a range of outreach and information dissemination activities aimed at fostering a cooperative environment among project stakeholders. These efforts were crucial in keeping interface organizations and company employees informed about the Project and its latest developments. During the application phase various outreach strategies, including 17 informational meetings — five of which were conducted as webinars — were conducted by the Project Team, reaching participants from Organized Industrial Zones and Chambers of Industry and/ Commerce across different provinces.
[bookmark: _Toc181620112]In addition to these meetings, information was disseminated through various channels to ensure that all relevant stakeholders were regularly updated on the Project’s progress and key activities. These information-sharing efforts included newsletters, email updates, and online platforms designed to provide easy access to resources and project-related content. Moreover, partnerships with vocational training centers were strengthened to facilitate collaborative efforts in enhancing project targets. Informational meetings were organized with these centers to foster engagement, provide updates on project opportunities, and discuss avenues for mutual support in workforce development.
Furthermore, regular engagement with participating companies was maintained by the project team and field coordinators, who offered updates and guidance on the Project’s processes. These engagements included daily communications, and company representatives were invited to participate in webinars organized by the project team. Two key webinars, held on May 14 and July 9, 2024, featured informative sessions and Q&A discussions to sustain active involvement from the companies. Meeting materials, such as presentations and information notes, were shared with participants during these sessions (Annex 11).
In addition to the scheduled webinars, SIRI onboarding sessions and ad-hoc SIRI onboarding meetings were organized in collaboration with MEXT, along with ad-hoc meetings with employers of selected companies upon request. These activities ensured ongoing support and engagement, reinforcing the flow of information and maintaining strong stakeholder relationships throughout the Project.
Engagements with interface organizations and employees of participating companies will be expanded along with Activity 2.5, which involves the Design and Provision of Training Programs for Local Stakeholders and Interface Organizations on Digital and Green Transformation. Capacity development programs are currently being designed by the Project Team to enhance the understanding and awareness of targeted project stakeholders regarding recent trends in twin transformation. Additionally, engagements under Activity 3.1 will be enriched with training programs in the next period of the Project.
Activity 3.2. Kick-off and Implementation of Pilot Transformation Cases
This activity was designed to execute the pilot transformation cases in the participating companies, engaging matched change agents and operators in the process. As mentioned before, the pilot transformation cases will be carried out by MEXT, as the Project’s implementing partner. It was decided by the Project partners to sign a protocol to ensure the sustainability of both the employment process for companies and operators and the arrangement of support payments. TISK, as the applicant, was the other party for the protocol, and the key aspects covered in the protocol were highlighted. As of the current reporting period, 79 participating companies, along with 190 Change Agents and 3 Operators, have successfully finalized the necessary protocols. These protocols clearly define the specific financial support provided to ensure smooth engagement in the digital and green transformation activities. In the case of company-specific protocols, the financial support packages have been adjusted to reflect the economic conditions of each company’s respective province, as agreed upon during the 1st Steering Committee Meeting held on June 6, 2024.
In parallel with these developments, SIRI (Smart Industry Readiness Index) analyses so far are ongoing, assessing the digital readiness and transformation needs of each participating company. The scheduling of these analyses, in coordination with field coordinators, has been successfully managed with considerable effort. MEXT is actively developing tailored roadmaps for the participating companies, which will provide clear guidance for implementing their digital transformation initiatives. As for the reporting period, 46 roadmaps have been delivered. These roadmaps are designed to address the specific requirements and capacities of each company, ensuring a smooth transition to more advanced technological processes.
The matchmaking process between change agents, operators, and companies is progressing steadily. Candidates who have been matched with companies are being integrated into the workforce as active participants in the transformation processes. These individuals will play a critical role in the implementation of the company-specific roadmaps, leveraging their skills and training to support the pilot transformation cases effectively. The pilot transformation cases will pilot transformation cases will be conducted even post-project by TISK to effectively monitor the ongoing employment processes and results will be reported accordingly. Reporting obligations of the participating companies and monitoring measures have been outlined in the companies’ cooperation protocols to ensure the sustainability of the employment process.
[bookmark: _Toc181620113]Activity 3.3. Conducting Awareness Raising Activities on Work/Life Balance/Gender Mainstreaming
Activity 3.3, focusing on raising awareness around work-life balance and gender mainstreaming, is a crucial component in fostering gender equality and empowering women within the manufacturing industry. Given the historical underrepresentation of women in the sector, addressing gender gaps is not only essential for promoting inclusive workplaces but also for unlocking the full potential of women in leadership, technical, and managerial roles. This activity supports the broader goals of the project by ensuring that gender perspectives are integrated into every aspect of the transformation process, particularly within the twin transformation framework of digitalization and green transition.
 
As part of the ongoing efforts under this activity, a training program titled “Inclusive and Gender Equality-Oriented Approach to Knowledge and Experience Sharing” (Annex 12) was developed by the Senior Gender Advisor at UNDP Türkiye, tailored to the needs of change agents and mentors in alignment with their missions within the project. The content of the training sessions was carefully crafted to align with the values of the project and the pivotal role these individuals play in promoting gender equality within the manufacturing industry.
 
The training emphasized the critical link between empowerment and development, shedding light on how solidarity and collaboration contribute to broader social and economic progress. Core gender concepts were explored in depth, such as the gendered division of labour and how gender perpetuates inequalities in the workplace. A particular focus was placed on how these dynamics shape power relations and how to address them through an empowerment lens. Participants were also trained on best practices to avoid reinforcing gender biases and to prioritize gender-sensitive approaches in their professional interactions. 
 
The training sessions for change agents were conducted over a total of five sessions, while the training for mentors was completed in a single session. The details of the sessions are as follows:

[bookmark: _Toc181620212]Table 9 Inclusive and Gender Equality-Oriented Approach Training Program Schedule
	Date
	Target Group

	22 July 2024
	Mentors

	23 July 2024
	Change Agents-Group 1

	24 July 2024
	Change Agents-Group 2

	25 July 2024
	Change Agents-Group 3

	26 July 2024
	Change Agents-Group 4

	29 July 2024
	Change Agents-Group 5


 
Upon completing each training session, participants were requested to fill out an evaluation survey. This survey sought feedback on various aspects, including the training content, duration, instructor’s delivery style, and communication effectiveness. Additionally, participants were encouraged to suggest topics for future training sessions. The insights gained from this survey will play a significant role in shaping and improving upcoming training initiatives.
 
These efforts ensure that both change agents and mentors are well-equipped with the necessary knowledge and tools to promote gender equality effectively. These programs not only enhance their personal and professional capacities but also directly contribute to the broader project goal of integrating gender perspectives across all activities, including the twin transformation processes of digital and green transitions. The focus on inclusive practices in knowledge transfer and mentorship is instrumental in creating long-lasting, gender-responsive changes within the manufacturing sector.
 
In addition to the training programs, Community Development Workshops have been conducted for change agents. Held in person at the MEXT Technology Centre, these workshops aimed to establish a platform for the Change Agent community, facilitating a learning environment that addresses the social and professional needs of community members. The objective was to create opportunities for participants to uncover their potential, fostering collaboration and solidarity that would contribute to long-term empowerment cycles.
 
The importance of solidarity and the concept of sisterhood in advancing gender equality and women’s empowerment is significant. The workshops served as a platform for change agents to engage with these concepts in a meaningful way. Under the moderation of the project team, various interactive activities were implemented to support participants in building their communities. After the workshops, feedback was collected from the change agents to inform improvements in the model development process, which is a core objective of the project.
 
The feedback gathered led to the identification of strategic goals for community building. Key objectives of the strategic goals include enhancing communication and interaction among change agents aligned with community values, encouraging the sharing of knowledge and experiences, promoting solidarity within the community to support one another’s successes, and fostering peer learning to create a robust empowerment cycle. These initiatives are integral to building a strong, cohesive community that empowers women and promotes gender equality within the manufacturing sector, ensuring that the objectives of the project are met effectively. Additionally, Community Building Workshop sessions for operators are in the planning phase and will be implemented to further support the enhancement of communication, knowledge sharing, solidarity, and peer learning within the community.

Within the scope of this ongoing activity, awareness-raising efforts are planned for various stakeholder groups, including companies and interface organizations. These initiatives will include customized gender training programs, online seminars, and capacity-building sessions that emphasize the importance of gender-sensitive workplace practices and the benefits of inclusive business models. Additionally, experience-sharing meetings will highlight UNDP’s tools for promoting inclusive businesses. In alignment with the project’s communication plan, awareness-raising materials are being developed to ensure that the gender perspective is integrated into all visibility and dissemination actions. These ongoing efforts are crucial for fostering a more gender-inclusive manufacturing industry and supporting sustainable economic growth.

[bookmark: _Toc181620114]Activity 4. Monitoring and Evaluation
[bookmark: _Toc181620115]Activity 4.1. Internal evaluation studies for scaling up and sustainability actions 
Activity 4 serves as an ongoing management process to evaluate whether progress is being made toward the desired outcomes, identify obstacles in the implementation, and recognize any unforeseen consequences (either positive or negative), ensuring that tasks are carried out efficiently.

During the inception phase of the project, a Monitoring and Evaluation (M&E) Plan was created by the project team in cooperation with UNDP Monitoring and Evaluation Analyst (Annex 13).  From the start of the project, the team and field coordinators have been closely monitoring all activities to take timely corrective actions. Additionally, an expert team has been mobilized to support the development of alternative strategies for scaling successful outcomes. These strategies will be informed by the results of pilot applications, complementing the regular monitoring and evaluation efforts.

The regular monitoring and evaluation activities that are implemented by the project team are given below:
· The UNDP M&E Analyst and the UNDP Gender Equality Consultant were fully engaged in all project activities to ensure that gender considerations and evaluation metrics were effectively integrated throughout the implementation process. 

· For Output 1, biweekly meetings were held with the expert overseeing the desk study and the team responsible for survey execution. The project team maintained daily communication with both groups to quickly identify and resolve any bottlenecks, ensuring corrective actions were implemented as needed. Furthermore, for the selection of change agents, operators, companies, and mentors, a dedicated selection committee was formed, which included representatives from both the EUD and the MoIT. This committee was regularly updated on the status of the selection process, ensuring transparency and inclusion. Critical decisions regarding the selection were made collaboratively during meetings where all relevant stakeholders were present. This collaborative approach allowed for a fair and comprehensive evaluation of candidates, ensuring that the selection process aligned with project goals and that the expertise of all parties was fully utilized in making informed decisions.

	#
	Meeting 
	Date

	1
	Project Review and Selection Committee Meeting 
	15 February 2024

	2
	Project Review and Selection Committee Meeting 
	22 March 2024



· For Output 2, the provision of training to change agents and operators was closely monitored by both the MEXT and Project Team. A project team members attended the first day of each training group to track the training process and gather participant feedback. The MEXT Team also collected attendance sheets and satisfaction surveys to assess and refine future training sessions. Additionally, a series of gender equality trainings were conducted for both change agents and mentors, who underwent pre- and post-training evaluations (Annex 14) and completed satisfaction surveys. 

· During the matching process between change agents/operators and companies, HR consultants maintain daily communication with the change agents, while field coordinators stay in regular contact with the companies. Due to the complexity of the matching process, which has proven more intricate than initially anticipated, the Project Team conducts weekly meetings with both parties. These meetings serve to assess the current status, identify challenges faced, and discuss potential solutions to streamline and accelerate the matching process. The team actively works on simplifying procedures and addressing any issues that might slow down the process, ensuring that all parties remain aligned, and that progress is made efficiently.

· The project team also prepares bimonthly progress reports, which are shared with all project partners to ensure they can effectively monitor the project’s progress. In addition, several meetings have been held with the project partners to discuss the current project status and address any issues that have arisen. The first steering committee meeting took place on 3 June 2024, providing further oversight and coordination among the stakeholders (Annex 15).

	#
	Meeting 
	Date

	1
	Informational meeting with the participation of MoIT representatives
	9 February 2024

	2
	Coordination meeting with the participation of EUD and MoIT representatives
	26 April 2024

	3
	Coordination meeting with the participation of EUD and MoIT representatives
	02 May 2024

	4
	1st Steering committee meeting  
	03 June 2024

	5
	Coordination meeting with the participation of EUD representative
	26 July 2024

	6
	Coordination meeting with the participation of EUD and MoIT representatives
	15 August 2024



[bookmark: _Toc181620116]Activity 4.2. Developing alternative strategies for scaling up and sustainability action
The team of experts, mobilized in early September to support the development of alternative strategies for scaling successful outcomes. The ultimate purpose of this assignment is to assess the transformation process of 100 companies through capacity building support in digital, green, and inclusive transformation, while uniquely monitor the results of reskilling and upskilling activities to support young women in STEM and blue collar workers for a holistic transformation.
Following this, the team will analyse data on training attendance, completion rates, and skill acquisition outcomes. They will also develop impact indicators and Key Performance Indicators (KPIs) to measure key outcomes such as productivity, revenue growth, CO2 emissions reduction, digital tool adoption, and employee satisfaction.
In addition, the experts will create a Theory of Change (ToC) and a Logic Model to visually represent the relationships between resources, activities, outputs, outcomes, and impacts. They will define SMART indicators to evaluate the success of programs targeting change agents, mentorship, and awareness initiatives.
A continuous feedback mechanism will be established for stakeholders, including companies, change agents, and operators, allowing for real-time adjustments to training and other programs based on collected feedback.
Finally, the experts will compile and analyse all data to identify trends, success stories, and areas for improvement. In-depth case studies, baseline studies, and comparative analyses will be conducted. The goal is to develop blueprints for scalable and sustainable digital, green, and inclusive transformation models.
[bookmark: _Toc181620117]Activity 5. Communication and Visibility  
The Activity 5 seeks to enhance the project’s visibility, ensure effective communication between stakeholders, raise awareness among women about STEM employment opportunities, provide information on the digital and green transformation needs of the manufacturing sector in the post-COVID-19 era, and strengthen efforts to integrate women into traditionally male-dominated fields and professions in Türkiye.
During the inception phase of the project, a draft “Communication and Visibility Strategy” was developed to outline key objectives and actions for promoting the project’s goals (Annex 16: Detailed Outreach and Communication Plan). Following this initial period, a Junior Communications Expert was brought on board to enhance the strategy’s implementation. This expert has refined and detailed the timeline and specific activities outlined in the strategy document, ensuring clarity and focus on the communication efforts. The communication strategy is establishing a framework for engaging stakeholders, generating awareness, and disseminating information effectively to maximize the project’s visibility and impact.
Since the launch of the project, several communication activities have been conducted to ensure effective stakeholder engagement and information dissemination. The following activities were carried out:
Informational meetings (Webinars): A series of 17 informational meetings during the application process of the change agents/operators and companies were conducted to communicate the project’s overall objectives, implementation strategies, and timeline. Among these, five meetings were held in a webinar format to accommodate high levels of interest and participation. Stakeholders engaged included management from Organized Industrial Zones, regional Chambers of Industry, Exporters’ Associations, and various industry associations.
A total of 623 participants received detailed insights through presentations led by a panel of experts from UNDP, TISK, and MEXT Technology Centre. These meetings facilitated discussions on application procedures and addressed numerous questions regarding project objectives, roles, responsibilities, and anticipated outcomes.
To ensure widespread awareness, TISK notified its 21-member employer associations, and official letters were sent to their respective member companies. Additionally, major industry associations, including MESS, TTSİS, KİPLAS, İEİS, and SEİS, offered direct guidance to their members. The project team also reached out to approximately 500 firms across Türkiye via email regarding application processes, collaborating with UNDP’s communication expert and partners like Kariyer.net. This effective dissemination strategy led to significant demand for an extension of the application deadline.
In addition, a series of regular informational meetings were conducted specifically for change agents, operators, and companies to facilitate understanding of the selection process, the matching process, and the SIRI assessments.
Events: Following the communication strategy, preparations for organizing events to promote project activities have commenced. The inaugural face-to-face event took place on July 11, 2024, serving as a motivational gathering for change agents. This event featured notable attendees, including Akansel Koç, the General Secretary of TİSK, and Louisa Vinton, the Resident Representative of UNDP, who both contributed to inspiring the participants (Annex 17: Agenda of Meeting with Change Agents).
Looking ahead, the official launch event for the project is scheduled for November 15, 2024. This event will serve as a platform to communicate the project’s goals, activities, and accomplishments to key stakeholders, including representatives from the private sector, public institutions, and the broader community. Additionally, the launch will underscore the project’s role in addressing workforce supply and demand within the manufacturing sector, emphasizing its potential impact on employment and economic growth (Annex 18: Agenda of the Launch Event). The project will also issue a press release related to the launch event to mainstream media outlets. The press release will also be released on the UNDP’s and the implementing partners’ websites and social media page accounts which have a strong networking with all the mainstream media outlets that operate at the national and regional level, both in print and broadcast circles. Furthermore, the visibility items such as folders, notebooks, USBs etc. will be produced and disseminated by the project team for the launch event. These items will be produced to enhance the corporate visibility of the project and the EU as the key development partner and raise awareness of the target audience.
Online information/communication and printed materials: Since the inception of the project, a range of visibility materials has been developed to enhance awareness and engagement. These materials include:
· Posters for Application Announcements: Visually appealing posters were created to effectively announce the project applications. These posters were strategically shared on UNDP and TİSK websites to reach potential applicants and stakeholders (Annex 19: Sample Posters).
· Project Presentations: Comprehensive presentations were designed to outline the project’s objectives, implementation strategies, and expected outcomes. These presentations serve as informative tools during meetings and workshops.
· One-Pager: A concise one-page document was developed to provide a quick overview of the project. This material highlights essential information, including goals, processes, and contact details, making it easy for stakeholders to grasp the project’s purpose at a glance (Annex 20: Project One Pager).
· Visibility Materials for Training Classes: During the MEXT training sessions, the project team strategically designed and prominently displayed swallowtail flags representing each project partner, alongside two roll-up banners. These visual materials were placed in key locations within the training areas to maximize their visibility. 
Audio-visual production: As a part of the awareness raising activities on the project activities, two engaging promotional videos were produced to spotlight the role of change agents within the project. These videos aim to inspire and motivate potential participants by showcasing success stories and the impact of change agents (Annex 21: Videos on Change Agents). These videos disseminated through social media accounts of Project Partners. High-quality photographs were also taken during various training sessions. These images not only document the activities but also serve as visual evidence of participant engagement and learning throughout the project (Annex 8: Training Programme Photographs).
All visibility materials developed for the project have been carefully designed in accordance with the communication and visibility rules established by all relevant parties, including EUD, MoIT, TİSK, and UNDP. This ensures that the materials not only meet the standards required for effective communication but also enhance the recognition of the contributions made by each organization involved in the project. The adherence to these guidelines is vital for maintaining transparency and promoting the project’s objectives effectively.
Project Advisory Board (PAB): The PAB will be comprised of representatives from relevant Government partners, relevant business support organisations, private sector representatives and relevant academics. The Project Advisory Board will convene on an annual basis and will be co-chaired by the TISK and the UNDP. The responsibilities and duties of the PAB encompass several key functions, including making assessments and providing suggestions for the technical implementation of the project, offering technical feedback on the Project Annual Work Plan, sharing experiences from the field gathered from various actors, and reflecting the needs and requirements of ecosystem actors into the project's activities. The institutions to be invited to the Advisory Board within the project have been identified, and invitations have been sent to these institutions via online channels and postal mail (Annex-22: Advisory Board Invitation and Mailing List).
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[bookmark: _Toc181620118]Logframe matrix updated
	Results
	Results chain
	Indicator
	Baseline
(value & reference year)
	Target
(value & reference year)
	Current value*
(2024)
(* to be included in interim and final reports)
	Sources of data 
	Assumptions

	Impact (Overall objective )
	Showcasing pilot transformation cases in manufacturing industry and to establish replicable models for inclusive and sustainable growth with specific focus on women empowerment.
	Number of replicable models targeting women empowerment in manufacturing sector produced with involvement of relevant stakeholders.
	No replicable models (2023)
	3 replicable models (focusing on transformation areas i.e. Digital, Green, WE) (2025)
	No replicable models yet. 
	· Annual Reports of TISK/Underlying Union of Employers
· CISOP Project Monitoring Reports (PMR)
· Project Progress Reports
	This output is expected to be completed in the last year of the implementation of the action. 

	Outcome (s) (Specific objective(s)
	[bookmark: _Hlk98248397]Outcome 1: Program designed based on “future of jobs” and “recent trends” analysis  

	Outputs
	Output 1.1 Desk research completed
	1.1.1 Number of desk research conducted 
	1.1.1 No desks research conducted
	1.1.1 
1 desk research conducted
	1.1.1 
1 desk research is conducted. 
	· CISOP Project Monitoring Reports (PMR)
· Project Progress Reports
	This activity is completed in the first half of 2024. (Please see Annex 1)

	
	Output 1.2 Field study completed
	1.2.1 Number of field studies conducted
	1.2.1 No field studies conducted
	1.2.1 
9 field studies (9 pilot provinces)
	1.2.1 No field studies conducted.
	· Annual Reports of TISK/Underlying Union of Employers
· CISOP Project Monitoring Reports (PMR)
· Project Progress Reports 
	The field study is ongoing. The supply and demand side surveys have been completed. Semi-structured surveys are expected to be completed by the end of October 2024.

	
	Output 1.3 Needs analysis completed
	1.3.1 Number of provincial level needs analyses conducted for transformational needs
	1.3.1 No needs analyses conducted 
	1.3.1 
1 needs analysis 
	1.3.1 No needs analyses conducted 
	· Annual Reports of TISK/Underlying Union of Employers
· CISOP Project Monitoring Reports (PMR)
· Project Progress Reports

	The studies for needs analysis are ongoing. This output is expected to be completed by the end of December 2024. 

	
	Output 1.4 Pilot transformation cases designed on digital transformation
	1.4.1 Number of pilot transformation cases designed
	1.4.1 No pilot transformation cases designed
	1.4.1 
100 pilot transformation cases on digital transformation 
	1.4.1 
59 pilot transformation cases designed on digital transformation
	· Annual Reports of TISK/Underlying Union of Employers
· CISOP Project Monitoring Reports (PMR)
· Project Progress Reports 
	Pilot transformation cases were started following the selection of the companies completed.  During the summer period, implementation of pilot transformation cases has slowed down. In addition, efforts to engage 100 company targets are still ongoing. Therefore, this output is expected to be completed in the next reporting period. 

	
	Output 1.5. Pilot transformation cased designed on green (sustainability) transformation
	1.5.1 Number of pilot transformation cases designed
	1.5.1 No pilot transformation cases designed
	1.5.1 
25 pilot transformation cases on green (sustainability) transformation
	1.5.1 No pilot transformation cases designed
	· Annual Reports of TISK/Underlying Union of Employers
· CISOP Project Monitoring Reports (PMR)
· Project Progress Reports
	25 pilot transformation cases on green transformation will be completed after 100 pilot transformation cases on digital transformation are completed.  

	
	Output 1.6 Change agents pool selected
	1.6.1 Number of change agents selected
	1.6.1 No change agents selected
	1.6.1 
200 change agents
	1.6.1 
286 change agents
(230 change agents selected in the first application period and 56 change agents in the second call)
	· Annual Reports of TISK/Underlying Union of Employers
· CISOP Project Monitoring Reports
· Project Progress Reports 
	During the first application process, 230 change agents were invited to attend the upskilling and reskilling training. However, before and during the training, several change agents withdrew from the project. Therefore, a new call for applications opened to reach the target of 200 change agents. 

	
	Output 1.7. Operators pool selected
	1.7.1. Number of operators selected
	1.7.1. No operators selected
	1.7.1. 
200 operators (100 currently employed, 100 unemployed)
	1.7.1.
79 operators
(34 unemployed operators, 45 currently employed operators)
	· Annual Reports of TISK/Underlying Union of Employers
· CISOP Project Monitoring Reports
· Project Progress Reports
	This output is expected to be completed in the last year of the implementation of the action.

	
	Outcome 2: Capacities which are essential for the successful program delivery are developed   

	
	Output 2.1 Digital platform established 
	2.1.1 Number of digital platforms established
	2.1.1 No digital platform established
	2.1.1 
1 digital platform established
	2.1.1 No digital platform established
	· Annual Reports of TISK/Underlying Union of Employers
· CISOP Project Monitoring Reports (PMR)
· Project Progress Reports 
	A detailed expert ToR for the identification of the design needs of digital platforms has been prepared and announced publicly. 
The offers were in the process of evaluation. 

	
	Output 2.2 Capacity development programs for change agents and operators delivered


	2.2.1 Number of guidelines and toolkits developed
	2.2.1 No guidelines and toolkits developed
	2.2.1 
2 guidelines and toolkits (1 for green transformation and 1 for digital transformation)
	2.2.1 No guidelines and toolkits developed

	· Annual Reports of TISK/Underlying Union of Employers
· CISOP Project Monitoring Reports
· Project Progress Reports

	Guidelines and toolkits are expected to be completed by the end of the next reporting period.

	
	
	2.2.2 Number of training programmes types provided 
	2.2.2 No measurement
	2.2.2  
4 training programme types 

	2.2.2 
4 Training programme types delivered.

	· Annual Reports of TISK/Underlying Union of Employers
· CISOP Project Monitoring Reports
· Project Progress Reports 
	Two training paths have been developed for the change agents. One path is designed specifically for the engineering groups, and the other is tailored for the Information Technology (IT) groups. In addition to these, a dedicated training program has also been prepared for the operators. Furthermore, a comprehensive soft skills training program has been created for all three groups, ensuring that they are equipped not only with technical knowledge but also essential interpersonal and leadership skills.

	
	
	2.2.3 Number of change agents certified nationally/internationally
	2.2.3 No change agents certified 
	2.2.3 
200 change agents certified 
	2.2.3 
199 change agents certified
	· Annual Reports of TISK/Underlying Union of Employers
· CISOP Project Monitoring Reports
· Project Progress reports
	199 change agents completed the reskilling and upskilling training program and were entitled to receive certifications. The certificates are in the design process and will be distributed to the change agents by the end of November 2024.

	
	
	2.2.4. Number of operators trained
	2.2.4. No operators certified
	2.2.4. 
200 operators certified
	2.2.4. 
21 operators certified
	· Annual Reports of TISK/Underlying Union of Employers
· CISOP Project Monitoring Reports
· Project Progress reports
	21 operators completed the training program and entitled to receive certifications.

	
	Output 2.3 Change agents and operators matched with companies for pilot transformation cases 
	2.3.1 Number of change agents matched with companies
	2.3.1 No change agents matched
	2.3.1 
200 change agents matched with companies
	2.3.1 
61 change agents and companies matched
	· Annual Reports of TISK/Underlying Union of Employers
· CISOP Project Monitoring Reports 
· Project Progress Reports 
	61 change agents and companies have matched, and 49 change agents accepted the job offers. The matching process is still ongoing and efforts to include more companies in the project are continuing. 

	
	
	2.3.2. Number of operators matched with companies
	2.3.2. No operators matched
	2.3.2. 
100 unemployed operators matched with companies
	2.3.2. 
4 unemployed operators and companies matched
	· Annual Reports of TISK/Underlying Union of Employers
· CISOP Project Monitoring Reports
· Project Progress Reports 
	4 operators and companies have matched, and all of these operators accepted the job offers. The matching process is still ongoing and efforts to include more companies and operators in the project are continuing. 

	
	Output 2.4 Mentorship programs for capacity development designed and provided 

	2.4.1 Number of mentoring services provided to change agents
 
	2.4.1 No mentoring service
	2.4.1 
200 mentoring services (at least one mentoring service per each change agent) 
	2.4.1
The matching of 53 mentors with change agents has been completed, 10 mentors have conducted their initial meetings with the change agents, and 3 mentors have scheduled their initial meetings for October 2024.
	· Annual Reports of TISK/Underlying Union of Employers
· CISOP Project Monitoring Reports
· Project Progress Reports

	The matched change agents and mentors have been informed about the mentoring process, and their first mentoring sessions. Each mentor and change agent are expected to meet at least once a month. 

	
	Output 2.5 Capacity Development Programs for local stakeholders and interface organisations designed and provided
	2.5.1 Number of local stakeholders and interface organisations subject to capacity development programs

	2.5.1 No measurement
	2.5.1 
18 local stakeholders and/or interface organisations (2 organisations per province)
	2.5.1 No measurement
	· Annual Reports of TISK/Underlying Union of Employers
· CISOP Project Monitoring Reports
· Project Progress Reports

	For the capacity development activities, a comprehensive scope was drafted and in line with this scope, a detailed expert ToR was prepared for the design of capacity development activities. The contractual process of the expert is expected to be completed by the second week of October. 

	
	Outcome 3. Digital /Green transformation kicked off for the selected companies.  

	
	Output 3.1 Interface organizations and employers of selected companies before the implementation ahead of pilot transformation cases

	3.1.1 Number of interface organizations and employers informed
	3.1.1 No interface organizations and employers informed
	3.1.1
10 interface organizations and 100 employers informed 
	3.1.1 
11 interface organizations informed separately before and during the implementation and 19 informational sessions hosted with 882 Company employers were informed for the information webinars and meetings.
	· Annual Reports of TISK/Underlying Union of Employers
· CISOP Project Monitoring Reports
· Project Progress Reports

	All the targeted groups have been informed timely reaching an extensive number of participants.

	
	Output 3.2 Pilot transformation cases implemented on digital transformation

	3.2.1 Number of pilot transformation cases implemented on digital transformation 


	3.2.1 No measurement
	3.2.1 
100 pilot transformation cases implemented on digital transformation
Expected: At least 60 companies (50 companies towards digital transformation, 10 companies towards sustainability/green transformation*)
	3.2.1 No measurement
	· Annual Reports of TISK/Underlying Union of Employers
· CISOP Project Monitoring Reports
· Project Progress Reports

	Since the design process of 100 pilot transformation cases are still ongoing, this output is expected to be completed in the next reporting period. 

	
	Output 3.2 Pilot transformation cases implemented on green (sustainability) transformation

	3.2.1 Number of pilot transformation cases implemented on green (sustainability transformation)


	3.2.1 No measurement
	3.2.1 
25 pilot transformation cases implemented on green (sustainability) transformation
	3.2.1 No measurement
	· Annual Reports of TISK/Underlying Union of Employers
· CISOP Project Monitoring Reports
· Project Progress Reports
	Since the design process of 25 pilot transformation cases is not completed yet, this output is expected to be completed in the next reporting period. 

	
	Output 3.3 Awareness raising activities on work/life balance/gender mainstreaming conducted
	3.3.1 Number of awareness raising activities package conducted
	3.3.1 No awareness raising activities carried out
	3.3.1 
1 Awareness raising activities package 
	3.3.1
3 awareness-raising activities carried out
	· Annual Reports of TISK/Underlying Union of Employers
· CISOP Project Monitoring Reports
· Project Progress Reports
	Three different awareness-raising trainings on gender equality were organized, each tailored to a specific group. Change agents received their training in five different groups. Additionally, a specialized training program was developed for mentors, while a “common understanding” training session was organized for the project implementation partners  to ensure that all project implementation partners are aligned with how to effectively promote gender equality within project activities and are operating with the same level of awareness regarding gender issues and women's employment..

	
	Outcome 4. The program implementation assessed

	
	Output 4.1 Internal Evaluation studies for scaling up and sustainability actions
	4.1.1 Number of evaluation reports prepared
	4.1.1 No evaluation reports
	4.1.1 
1 evaluation report
	4.1.1 No evaluation reports
	· Annual Reports of TISK/Underlying Union of Employers
· CISOP Project Monitoring Reports
· Project Progress Reports
	The project team and field coordinators are in daily contact with beneficiaries and monitor the project activities very closely. To document the current status, developments and feedback the field coordinators prepare monthly reports for the project team.

	
	Output 4.2 
Alternative strategies for scaling up and sustainability actions developed
	4.2.1 Number recommendation report prepared for scaling up interface organisations for effective women empowerment models
	4.2.1 No recommendation report for scale up proposals  
	4.2.1 
1 recommendation report prepared for scaling up interface organisations for effective women empowerment models
	4.2.1 No recommendation report for scale-up proposals
	• Annual Reports of TISK/Underlying Union of Employers
• CISOP Project Monitoring Reports
• Project Progress Reports
	For the alternative strategies for scaling up and sustainability of action, a group of experts was mobilized, and the scope of this report was identified. The final report regarding this output will be finalized in the next reporting period. 

	
	
Outcome 5: Communication and visibility of the operation ensured.

	
	Output 5.1 Communication/visibility strategy and plan prepared and implemented

	5.1.1 Number of communication/visibility strategy and plan prepared 

	5.1.1 No communication/visibility strategy 
	5.1.1 
1 communication/visibility strategy and plan prepared 
	5.1.1 
1 communication/visibility strategy   
	· Annual Reports of TISK/Underlying Union of Employers
· CISOP Project Monitoring Reports
· Project Progress Reports

	

	
	
	5.1.2 Number of communication and visibility campaign (including conferences, networking events, preparation of visibility materials, social media management etc.)  put into operation
	5.1.2 No communication and visibility campaign
	5.1.2 
1 communication and visibility campaign put into operation (sub indicators will be defined upon the preparation of the Communication and Visibility Strategy and Plan)
	5.1.2 
2 communication and visibility campaigns
	· Annual Reports of TISK/Underlying Union of Employers
· CISOP Project Monitoring Reports
· Project Progress Reports 
	A motivational event was organized for change agents on 11 July 2024 with the participation of UNDP resident representative and TISK secretary general. In addition, two promotional videos were prepared regarding the upskilling and reskilling program of change agents. These videos were shared through social media accounts of project partners. 









[bookmark: _Toc181620119]Activity Matrix
	Activity I: Assessment and Design
1.1. Desk research 
1.2. Field study 
1.3. Completion of needs analysis   
1.4. Designing pilot transformation cases
1.5 Selection process for establishment of change agent and operator pool
Activity II: Capacity Development
2.1. Designing digital platform to ensure the sustainability of activities  
2.2. Design and provision of training programs for change agents and operator on upskilling and reskilling 
2.3 Matching change agents /operators with companies for pilot transformation cases
2.4 Design and provision of mentorship programs for capacity development
2.5. Design and provision of training programs for local stakeholders and interface organizations on digital and green transformation
Activity III: Pilot Transformation Cases 
3.1. Preparation for interface organizations and employers of selected companies before the implementation of pilot transformation cases
3.2. Kick-off and implementation of pilot transformation cases
3.3. Conducting awareness raising activities on work/life balance/gender mainstreaming 
Activity IV: Monitoring and Evaluation 
4.1. Evaluation studies for scaling up and sustainability actions 
4.2. Developing alternative strategies for scaling up and sustainability actions
Activity V: Communication and Visibility
5.1. Preparation and implementation of the communication/visibility strategy and plan

	Means
-Project management arrangements and expert requirements are designed  
-Working groups for collaboration and implementation established for multistakeholder knowledge/experience sharing 
-Individual/contractual services will be procured for assessments, training programs, certified capacity development programs, event management, survey implementation, publishing reports, design brochures etc.
-Empowerment activities are designed and implemented with national and local partners
-Advocacy will be carried out between relevant actors for replication alternatives 
-Results of implementation will be shared/disseminated via communication and advocacy tools 
Costs
Human Res.: EUR 115,476.69
(Salaries, DSAs,)
Travel: EUR 27,089.76
(Local, international travel for expert teams)
Equip. and sup.: EUR 4,124.98
(Office equipment and supply like cameras, copy machines, furniture)
Local office: EUR 0.00
(Office rent, consumables etc)
Other Costs, Services: EUR 68,297.44
(Costs of surveys, consultancy, certification, capacity development programs, placement services, publishing, event management, STE rates etc.)
Other: EUR 1,733,830.00

(Cost of assessment/evaluation tools, study tour organisations etc.)
Indirect costs: EUR 16,803.42
(7% indirect costs)
Contingency cost: EUR 0.00
Total Costs: EUR 1,965,622.29

	Assumptions
Beneficiary’s direct control, commitment and cooperation will be needed for the implementation of the planned activities.

Strong communication channels and tools to be developed for the efficient implementation
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[bookmark: _Toc181620120]Updated action plan for the future activities of the project[footnoteRef:3] [3:  This plan will cover the financial period between the interim report and the next report.] 


	
	2024
	2025
	IMPLEMENTING
BODY

	
	24-10
	24-11
	24-12
	25-01
	25-02
	25-03
	25-04
	25-05
	25-06
	25-07
	25-08
	25-09
	

	Activity 0. Inception Phase
	COMPLETED
	 

	Activity 1. Preparatory Studies
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Activity 1.1. Desk Research on Current Situation for Manufacturing Industry
	COMPLETED
	UNDP

	                       Collect relevant studies
	
	

	                       Collect available data
	
	

	                       Desk research on current situation for manufacturing industry 
	
	

	                       Publish call for interest forms 
	
	

	Activity 1.2. Field Study in Manufacturing Sector
	 
	 
	 
	
	
	
	
	
	
	
	
	 
	UNDP

	                       Design surveys for different target groups 
	COMPLETED
	

	                       Identify the target groups to be surveyed
	COMPLETED
	

	                       Conduct the complementary surveys to analyse demand and supply
	 
	 
	
	
	
	
	
	
	
	
	
	 
	

	                       Analyse the surveys results 
	
	 
	 
	
	
	
	
	
	
	
	
	 
	

	                       Realize focus group meetings for each pilot provinces
	
	 
	 
	
	
	
	
	
	
	
	
	 
	

	Activity 1.3. Completion of Needs Analysis
	 
	 
	 
	
	
	
	
	
	
	
	
	 
	UNDP

	                       Realize need analyses to reflect specific trend impacts on the target provinces with a broad perspective
	
	 
	 
	
	
	
	
	
	
	
	
	 
	

	Activity 1.4. Designing Pilot Transformation Cases
	 
	 
	 
	 
	
	
	
	
	
	
	
	 
	TISK

	                        Determine the selection procedures and criteria of the companies
	COMPLETED
	

	                        Evaluate the applications and prepare a main list and secondary list 
	COMPLETED
	

	                        Sign protocols between companies and TISK 
	 
	 
	 
	
	
	
	
	
	
	
	
	 
	

	                        Realize digital maturity and green assessments 
	 
	 
	 
	 
	 
	
	
	
	
	
	
	 
	

	                        Organize consultation meeting
	 
	 
	 
	
	
	
	
	
	
	
	
	 
	

	                        Design pilot transformation cases on digital and green transformation roadmaps for each company
	 
	 
	 
	 
	 
	 
	
	
	
	
	
	 
	

	Activity 1.5. Selection Process for Establishment of Change Agents, and Operators’ Pool
	 
	 
	 
	
	
	
	
	
	
	
	
	 
	UNDP

	                        Determine the selection procedures and criteria of the change agents and operators 
	COMPLETED
	

	                        Evaluate the applications and prepare a main list and secondary list 
	 
	 
	 
	
	
	
	
	
	
	
	
	 
	

	


	
	
	
	
	
	
	
	
	
	
	
	
	

	Activity 2. Capacity Development of Target Groups
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Activity 2.1. Designing Digital Infrastructure to Ensure the Sustainability of Activities  
	 
	 
	 
	 
	 
	
	
	
	
	
	
	 
	UNDP

	                        Determine the potential content of the digital platform
	 
	 
	 
	
	
	
	
	
	
	
	
	 
	

	                        Design the platform 
	
	
	 
	 
	
	
	
	
	
	
	
	 
	

	                        Get feedbacks from different stakeholders
	
	
	 
	 
	
	
	
	
	
	
	
	 
	

	                        Establish the digital platform
	
	
	
	 
	 
	
	
	
	
	
	
	 
	

	Activity 2.2. Design and Provision of Training Programs for Change Agents on Upskilling and Reskilling
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	TISK

	Design
	COMPLETED
	

	Change Agent / Learning Path 1
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	

	MODULE 1 & 2 
	
	
	 
	 
	 
	
	
	
	
	
	
	 
	

	MODULE  3 & 4/a & 4/b  
	
	
	 
	 
	 
	
	
	
	
	
	
	 
	

	MODULE  5/a & 5/b & 5/c
	
	
	 
	 
	 
	
	
	
	
	
	
	 
	

	On-the-job training 
	 
	 
	 
	 
	 
	 
	
	
	
	
	
	 
	

	Implementation / employment
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	

	Change Agent / Learning Path 2
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	

	MODULE 1 
	
	
	 
	 
	 
	
	
	
	
	
	
	 
	

	MODULE 2 
	
	
	 
	 
	 
	
	
	
	
	
	
	 
	

	MODULES ROLE 1 / ROLE 2 / ROLE 3
	
	
	 
	 
	 
	
	
	
	
	
	
	 
	

	On-the-job training 
	 
	 
	 
	 
	 
	 
	
	
	
	
	
	 
	

	Implementation / employment
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	

	Operator
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	

	MODULE 1 & MODULE 2
	 
	 
	 
	 
	 
	
	
	
	
	
	
	 
	

	MODULE 3 & Soft skills trainings
	 
	 
	 
	 
	 
	
	
	
	
	
	
	 
	

	On-the-job training 
	 
	 
	 
	 
	 
	 
	
	
	
	
	
	 
	

	Implementation / employment
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	

	Activity 2.3. Matching Change Agents/Operators with Companies for Pilot Transformation Cases 
	 
	 
	 
	 
	 
	 
	
	
	
	
	
	 
	UNDP

	                       Match the change agents with experienced staff from companies
	 
	 
	 
	 
	 
	 
	
	
	
	
	
	 
	

	                       Ensure the finalization of the recruitment process as early as possible for operators and change agents
	 
	 
	 
	
	
	
	
	
	
	
	
	 
	

	                       Organize networking activities to facilitate the matching of change agents within companies
	 
	 
	 
	 
	 
	 
	
	
	
	
	
	 
	

	Activity 2.4. Design and Provision of Mentorship Programs for Capacity Development
	 
	 
	 
	 
	
	
	
	
	
	
	
	
	TISK

	                       Design the mentorship programme and prepare ToR for mentors
	COMPLETED
	

	                       Decide the digital meeting tools for mentoring session
	COMPLETED
	

	                       Organize the common understanding and awareness raising training for mentor pool
	COMPLETED
	

	                       Match the change agents with their mentors according to their needs
	 
	 
	 
	 
	
	
	
	
	
	
	
	 
	

	                       Initiate the mentorship programme
	 
	 
	 
	 
	
	
	
	
	
	
	
	 
	

	                       Organize inspirational role models motivating speeches to all participants
	
	
	 
	 
	 
	
	
	
	
	
	
	 
	

	Activity 2.5. Design and Provision of Training Programs for Local Stakeholders and Interface Organizations on Digital and Green Transformation
	
	
	
	 
	 
	 
	 
	
	
	
	
	 
	UNDP

	                      Design the theoretical and practical trainings for local stakeholders and interface organizations
	 
	 
	 
	
	
	
	
	
	
	
	
	 
	

	                      Develop two main modules on digital transformation and green transformation
	
	
	
	 
	 
	
	
	
	
	
	
	 
	

	                      Design and conduct international study visit
	
	
	
	
	
	
	 
	 
	 
	
	
	 
	

	                      Deliver the modules via online sessions (min. 3 sessions per each) 
	
	
	
	
	 
	
	
	 
	
	
	
	 
	

	



	
	
	
	
	
	
	
	
	
	
	
	
	

	Activity 3. Pilot Transformation Cases
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Activity 3.1. Providing Information to Interface Organizations and Employers of Selected Companies before the Implementation of Pilot Transformation Cases
	COMPLETED
	UNDP

	                     Present implementation principles of pilot transformation cases to interface organizations and employers of the participating companies 
	COMPLETED
	

	                     Inform interface organisations and employer of the companies about their roles in following key milestones and advocating for the process
	COMPLETED
	

	                     Prepare information packages aligned with the implementation pilot transformation cases roadmaps
	COMPLETED
	

	                     Organize and conduct online information sessions 
	COMPLETED
	

	Activity 3.2. Kick-off and Implementation of Pilot Transformation Cases
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	TISK

	                     Initiate implementation of roadmaps for pilot transformation cases in selected companies
	 
	 
	 
	 
	 
	 
	
	
	
	
	
	 
	

	                     Engage one or two change agents depending on the company's needs, with formal employment
	 
	 
	 
	
	
	
	
	
	
	
	
	 
	

	                     Organize consultation meetings as needed
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	

	                     Start roadmap implementation with defined short-term actions
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	

	Activity 3.3. Conducting Awareness Raising Activities on Work/Life Balance/Gender Mainstreaming
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	
	 
	UNDP

	                     Carry out awareness-raising activities to promote inclusive workplace measures and to advocate female-friendly workplaces and work relations
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	
	 
	

	                     Create customized gender training programs aligned with transformation programs
	 
	 
	
	
	
	
	
	
	
	
	
	 
	

	                     Prepare awareness-raising materials in alignment with the communication and dissemination plan
	 
	 
	 
	 
	 
	 
	
	
	
	
	
	 
	

	                     Organize specific seminars and capacity-building actions on gender mainstreaming for different groups, including change agents, operators, participating companies, mentors, and interface organizations
	
	
	
	
	
	 
	
	
	
	 
	
	 
	

	                     Deliver one experience-sharing meeting to present UNDP tools promoting inclusive businesses, such as Gender Seal in Business, impact measurement, impact assessment, and promoting diversity, with broad stakeholder and interface organization participation 
	
	
	
	
	
	 
	
	
	
	
	
	 
	

	Activity 4. Monitoring and Evaluation
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Activity 4.1. Internal Evaluation Studies for Scaling Up and Sustainability Actions 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	
	
	 
	UNDP

	                    Regular monitoring meetings with the project team
	
	
	 
	
	
	 
	
	
	 
	
	
	 
	

	                    Field visits and review of project deliverables 
	
	
	
	 
	
	
	
	
	
	 
	
	 
	

	                    Conduct impact assessment study 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	
	 
	

	Activity 4.2. Developing Alternative Strategies for Scaling up and Sustainability Actions
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	UNDP

	                    Create a fact-based recommendation note that can serve as the basis for a policy concept paper
	
	
	
	
	
	
	
	
	
	 
	
	 
	

	                    Compile a recommendation report for all interface organizations
	
	
	
	
	
	
	
	
	
	 
	 
	 
	

	                    Advocate for the policy concept paper through UNDP and TISK, and engage with key policymakers to strengthen sustainability strategies
	
	
	
	
	
	
	
	
	
	
	
	 
	

	Activity 5.Communication and Visibility  
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Activity 5.1. Preparation and Implementation of the Communication/Visibility Strategy and Plan
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	UNDP

	                    Prepare a comprehensive communication/visibility strategy to prioritize project promotion and effective implementation
	COMPLETED
	

	                    Organize opening event
	 
	 
	
	
	
	
	
	
	
	
	
	 
	

	                    Organize awareness raising campaign
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	

	                    Organize 2 international networking events
	
	
	
	
	 
	 
	 
	 
	 
	 
	 
	 
	

	                    Organize high level site visits 
	
	
	
	 
	 
	
	
	
	
	 
	 
	 
	

	                    Organize workshops meetings with media members in each pilot province 
	
	
	
	
	 
	 
	 
	 
	 
	 
	
	 
	

	                    Organize closure event and international conference 
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2.6 Where relevant, please provide any update to the self-evaluation questionnaire on SEA-H and related list of envisaged measures to improve the SEA-H policy within the organisation. 
--- Not applicable--- 
[bookmark: _Toc181620121]Beneficiaries/affiliated entities, trainees and other cooperation

1.10. How do you assess the relationship between the beneficiaries/affiliated entities of this grant contract (i.e. those having signed the mandate for the coordinator or the affiliated entity statement)? Please provide specific information for each beneficiary/affiliated entity.
The collaboration between TISK and UNDP has evolved into a highly productive partnership, characterized by strong cooperation and shared goals. Both organizations have worked closely to achieve mutual objectives, fostering an environment of respect and trust. This relationship is not only effective but also expected to continue long-term, with the potential for further expansion as both parties explore new opportunities for collaboration.
Additionally, the connection with MEXT, a key affiliated entity of TISK, has been notably strong. The project team maintains daily contact with the MEXT team, collaborating on crucial project components such as SIRI assessment, the organization of training sessions, and other important activities. This close, day-to-day coordination with MEXT has proven essential for the smooth implementation of various project tasks and has greatly contributed to the overall success of the initiative. Through this strong cooperation, the broader partnership between TİSK, UNDP, and MEXT is reinforced and set for continued success.
1.11. How would you assess the relationship between your organisation and State authorities in the action countries? How has this relationship affected the action?
The relationship between UNDP, TİSK, and state authorities such as the Ministry of Industry and Technology, İŞKUR, and various development agencies is both robust and long-standing. This partnership is essential for the successful implementation of the action, allowing the project to leverage the strengths and resources of these institutions to enhance outreach and effectiveness. Additionally, as part of the Project Steering Committee, ongoing cooperation has been established with the Presidency of Strategy and Budget and the Ministry of Foreign Affairs.
The continuous collaboration with state authorities has fostered a mutual understanding and a shared commitment to national development goals. This synergy enables the project to align the actions with national strategies, thus maximizing the impact of the efforts. 
Through these strong partnerships, the project can reach more individuals and organizations that benefit from the project activities. The support from state institutions enhances the project’s capacity to deliver targeted interventions, ensuring that effectively address the needs of the beneficiaries. 
The enduring nature of these relationships not only facilitates immediate project outcomes but also lays the groundwork for sustainable development. Together, all parties are committed to driving economic growth, creating job opportunities, and fostering innovation within the country.
In summary, the partnership with state authorities has been instrumental in shaping the project’s actions, significantly increasing project’s capacity to make a positive impact in the communities.
1.12. Where applicable, describe your relationship with any other organisations involved in implementing the action:
The continuous collaboration with various relevant local and regional authorities in the pilot provinces, including the municipalities, chambers of commerce and industry and organised industrial zones etc., provided the project with a strong visibility and networking for reaching out the target groups. The project team has developed highly strong communication channels within all the target groups, including the employees of the participating companies, change agents, operators and mentors. Additionally, an ongoing communication and collaboration has been in place with other UN organisations, operating in Türkiye. 
1.13. Where applicable, outline any links and synergies you have developed with other actions.
During the reporting period, the project team collaborated with several initiatives from both UNDP and TİSK to create synergies aimed at increasing the number of operators and participant companies. Key actions included:
Collaboration with UNDP Initiatives: To address the shortage of qualified candidates for operator positions, the project sought support from other UNDP initiatives. By leveraging their resources and networks, the project enhanced its outreach and recruitment efforts, thereby increasing the pool of potential operators.
Engagement with TISK Initiatives: The project team actively worked to increase the number of SMEs, it was agreed that SMEs from MEXT-İş Bank’s project could be included in the project, contingent upon meeting specific selection criteria.
Synergies with EU Funded Actions: Additionally, partnerships were developed with other EU-funded projects of İHKİB and BEYSAD. These collaborations aimed to boost the number of participating SMEs, ensuring they met the project’s established criteria.
1.14. If your organisation has received previous EU grants in view of strengthening the same target group, in how far has this action been able to build upon/complement the previous one(s)? (List all previous relevant EU grants).
--- Not applicable--- 
1.15. Where applicable, include a traineeship report on each traineeship which ended in the reporting period to be prepared by the trainee including the result of the traineeship and assessment of the qualifications obtained by the trainee with a view to his/her future employment.
--- Not applicable--- 
[bookmark: _Toc181620122]Visibility
[bookmark: _Toc180879231]
How is the visibility of the EU contribution being ensured in the action?
The European Commission may wish to publicise the results (impact, outcomes, outputs) of actions. Do you have any objection to this report being published on the EuropeAid website? If so, please state your objections here.
Since the beginning of the Project, EU visibility was effectively ensured throughout the project by incorporating various communication materials and adhering to EU visibility rules. Summary of these activities are given below (For the details of the activities please see Activity 5): 
Informational Meetings: Announcements for applications to roles such as change agents, companies, operators, and mentors were made publicly and shared via UNDP’s social media channels. Followingly, 17 informative sessions were held, including 5 webinars to manage high interest and participation. Stakeholders such as Organized Industrial Zone administrations, regional Chambers of Industry, Exporters’ Associations, experts, Manufacturers’ and Suppliers’ Associations, TurkishWIN, Anadolu Efes, Kariyer.net, and Trendyolmilla were engaged. A comprehensive presentation was delivered to 623 attendees by representatives from UNDP, TISK, and the MEXT Technology Centre.
Approximately 500 firms across Türkiye were reached out by the project team to inform them about the application process. In collaboration with a UNDP communication expert and platforms like Kariyer.net, a structured and effective strategy was implemented to promote the application call for change agents, operators, mentors, and firms.
Furthermore, multiple online meetings and webinars were organized with project beneficiaries (change agents, companies, mentors, operators). A motivational face to face event 4 was also organized for change agents on 11 July 2024.
In all these meetings and webinars, the visibility of the EU contribution was ensured throughout the action, in accordance with the guidelines for acknowledging EU funding. This included clear communication of the EU’s role in supporting the project and ensuring its presence in all relevant materials and discussions.
Training Class: For the MEXT training sessions, swallowtail flags for each project partner and two roll-up flags were designed and placed prominently in the training areas. These materials displayed the EU logo and clearly mentioned full EU funding, ensuring strong visibility of the EU’s contribution.
Promotional Videos on Change Agents: Two videos featuring change agents were produced, each prominently featuring the EU logo and stating that the project was fully funded by the EU. The videos were further disseminated via UNDP social media channels, with relevant accounts tagged, increasing the reach and visibility of the EU’s role.
Upcoming Launch Event: A launch event is being planned for January 2025, involving all stakeholders, where EU and other Project Partners’ visibility will be further ensured through adherence to the established guidelines.
The Project Team has no objection to this report being published on the EuropeAid website. The publication of the report will help increase transparency, share valuable outcomes, and showcase the impact of the project to a broader audience.

Name of the contact person for the action:

Akansel Koç, Secretary General of Turkish Confederation of Employer Associations (TISK)

Signature: ………………………………………

Location: ………………….……………………

Date report due: ……………………………….

Date report sent: ……………………………….
Average Scores of Reported 46 Companies


Facility Connectivity	Shopfloor Connectivity	Facility Intelligence	Facility Automation	Workforce Learning 	&	 Development	Shopfloor Intelligence	Integrated Product Lifecycle	Vertical Integration	Enterprise Intelligence	Inter- 	&	 Intra-Company Collaboration	Enterprise Automation	Horizontal Integration	Shopfloor Automation	Leadership Competency	Strategy 	&	 Governance	Enterprise Connectivity	0.09	0.26	0.56999999999999995	0.7	0.7	0.83	1.04	1.04	1.0900000000000001	1.1100000000000001	1.1299999999999999	1.3	1.4	1.52	1.54	1.61	
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