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EXECUTIVE	
  SUMMARY	
  
1. During	
  the	
  2000s,	
  despite	
  rapid	
  growth	
  and	
  a	
  significant	
  surge	
  in	
  exports,	
  
Turkish	
   economy	
   could	
   not	
   generate	
   jobs	
   at	
   the	
   desired	
   rate.	
   	
   Rapid	
   rates	
  
of	
   growth	
   were	
   accompanied	
   by	
   high	
   rates	
   of	
   unemployment	
   and	
   low	
  
participation	
   rates.	
   	
   The	
   inertial	
   persistence	
   of	
   the	
   rate	
   of	
   open	
  
unemployment	
  after	
  the	
  2001	
  crisis,	
  despite	
  rapid	
  growth,	
  has	
  generated	
  
a	
   dualistic	
   environment	
   with	
   advanced	
   islands	
   of	
   high	
   technology	
   and	
  
rapid	
   growth	
   situated	
   in	
   a	
   vast,	
   stagnant	
   traditional	
   (and	
   informalized)	
  
traditional	
  economy.	
  	
  	
  
2. The	
   great	
   recession	
   had	
   adverse	
   effects	
   on	
   the	
   Turkish	
   economy	
  
beginning	
   October	
   2008.	
   	
   Industrial	
   activity	
   fell	
   by	
   40%	
   and	
   open	
  
unemployment	
   rate	
   rose	
   by	
   5	
   percentage	
   points	
   to	
   15.4%	
   by	
   the	
   first	
  
quarter	
   of	
   2009.	
   	
   	
   The	
   gross	
   domestic	
   product	
   contracted	
   by	
   4.7	
   over	
  
2009.	
  
3. Against	
  the	
  global	
  recession,	
  the	
  Turkish	
  government	
  enacted	
  a	
  series	
  of	
  
fiscal	
  stimulus	
  measures	
  ranging	
  from	
  tax	
  reductions	
  to	
  increased	
  public	
  
spending.	
   	
   In	
   terms	
   of	
   labor	
   markets,	
   the	
   most	
   actively	
   implemented	
  
policy	
  measure	
  was	
  the	
  reduced	
  working	
  time	
  fund.	
  	
  
4. The concept of “reduced working time” (RWT) was initially identified in the
Labour Law (4867, art. 65) as “reduction of weekly working time by at least
one-third over a period of at least four weeks in a continuous fashion, and at
most three months”. The Law initially set the conditions for reduced working
time as two categories: (i) presence of a general economic crisis; and (ii)
unfavourable conditions.	
  
5. In February 2011, a series of articles and amendments pertaining to labour
relations and social securitization issues were lumped together in what is
known by public as the “omnibus law”. Numbered 6111, the omnibus law
contained new decrees over the RWT structure with the most important new
addition being the extension of the coverage of the RWT cases to include
sectorial or regional crisis conditions. Accordingly, firms can now apply for
reduced working time coverage for a period of three months if, due the
general economic, sectorial, or regional crisis, the firm experiences a
reduction in its weekly activity in all or part of its departments.
	
  

1	
  

6. Under the newly stated conditions, the sectorial crisis is thought to be present
by law if “due to developments experienced in the national or international
scale, certain productive sectors of the domestic economy are thought to be
adversely affected, downsizing the enterprises within that sector”. A regional
crisis, on the other hand, recognizes such adverse conditions within the
context of municipalities or regions.
7. The RWT payments are to be paid from the Unemployment Insurance Fund at
a rate of 60% of the gross monthly wages. This sum cannot exceed 150% of
the gross legal minimum wage rate. Finally, the Council of Ministers are
charged with the authority of extending RWT coverage up to six months.
8. According	
  to	
  ISKUR	
  (Turkish	
  Employment	
  Agency)	
  data,	
  over November
2008 to 2011 April, a total of 268,081 persons from 3,632 enterprises had
benefited from the programme with a total disbursement of 203.7 millions TL
(approximately 125m $). Given these figures, the estimated cost of the
programme amounts to 727$ per job preserved. This is a significantly lower
cost for Turkey in comparison to many other OECD countries following
similar programs, and can be mostly explained by the low rates of minimum
wages to which the RWT payments are scaled at.
9. Even though it is hard to quantify the net employment gains from the
programme, as data from ISKUR report the total number of persons engaged
to the program at any time, together with total disbursements made. An
independent study conducted by the ISKUR researchers, however, revealed
that as of 31 May 2011 out of a total of 152,261 persons who were involved in
the programme over a year, 51,726 of these persons had left their jobs. Thus,
100,535 jobs could have been protected through the RWT programme over
May 2010 through 2011. A straightforward application of this finding to the
overall labour market would yield that, if the RWT were not present in 2010,
total number of persons openly unemployed would have been 3 millions 147
thousand, rather than 3 million 046 thousands. This would have led the open
unemployment rate to climb up to 12.3%, rather than the realized rate of
11.9% in 2010. This suggests a gain of 0.4 percentage points of the open
unemployment ratio for that year.
10. Our interviews with the major social partners as well as readings from the
research output of the respective social groups indicate diverse concerns.
Employer associations and their unions call for a more flexible labour market,
with deregulation both at the hiring end and for termination of contracts, more
flexibility in the initial design of the contracts, and a more stable
macroeconomic environment with better incentives for entrepreneurship.
Workers’ unions, on the other hand, emphasize for more social protection, job
security and wage increases that reflect gains in productivity and welfare.
11. The reduced working time institution seems to have been one of the few
policy interventions welcomed by both partners. Although objections and
complaints about the daily practice remain, key elements of the programme
had a general support from all parties engaged.
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Introduction
In terms of employment vulnerability, Turkey has been one of the hardest hit
economies under the global crisis. The repercussions of the crisis started to be felt by
the third quarter of 2008 when the gross domestic product (GDP) decelerated to 0.9%
in real terms (annualized). With a further contraction of 7% in the last quarter of
2008, and a historical collapse by 14.9% in the first quarter of 2009, Turkish labour
was faced with a severe contraction in demand. Open unemployment ratio increased
by almost six percentage points from an average of 9.5% during the summer months
of 2008 to a historical high of 16.1% in February 2009. Industrial production felt the
burden of adjustment severely as it dwindled by 24% in January 2009, and could have
reached to the pre-crisis levels only as late as July 2010.
In response to the darkening economic conditions the Turkish government enacted a
series of stimulus packages starting in the last quarter of 2008. The first employment
package was announced in October with mostly provisions for reductions in social
security premiums and other cost items for the employers. This package was
complemented in February 2009 where the work sharing programme (reduced
working time programme in the official Turkish jargon) was vitalized. Finally, a
further package was announced in May of 2009 with a wider set of fiscal stimulus
measures directed for employment and aggregate demand.
Even though it had a relatively low fiscal component, the policy of “reduced working
time” funding was the most widely implemented and most visible aspect of
employment related measures. The programme was initiated to compensate those
workers employed in those enterprises where, due either to crisis or other adverse
conditions, production and employment hours were reduced, or even completely
stopped. Given approval of the Ministry of Labour, those workers were granted
payments from the RWT fund.
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Paper prepared as part of the ILO project, “Work Sharing Policies and Programmes in the Context of
the Global recession and the Resulting Global Crisis”, Ankara. I am indebted to Jon Messenger,
Mustafa Biçerli, Fatma Demir, Enis Bağdadioğlu, Murat Özveri, Umit Efendioglu, and to colleagues at
Bilkent and the ILO office Ankara for their invaluable comments and guidance. Needless to mention,
all views and possible errors are solely mine, and in no way implicate any of the colleagues mentioned
above.
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According to the reports of the Turkish Employment Agency (ISKUR), total number
of participants engaged in the RWT programme reached to 268,081 over a period of
two and a half years since November 2008. Total outlays of the fund reached to
TL162.5 million (approx. US$ 110 million) in 2009, and receded to TL39.1 million
(approx. US$ 26 million) in 2010.
The aim of this report is to investigate the employment effects and fiscal implications
of the reduced working time programme over the course of the global crisis in
Turkey. The plan of the following pages are as follows: in the next section, I provide
a brief historical outline on the system of Turkish industrial relations with an
emphasis on the existing institutional and legal infrastructure. Then I continue with
an overview of the macro economic conditions pertaining to the Turkish labour
markets over the 2000s, and discuss the effects of the global crisis, 2008 and beyond.
In section three, the reduced working time programme is introduced and evaluated in
terms of its overall coverage, aims, benefits, and costs. Section four engages in
qualitative assessments and direct interviews with the social partners. The report
concludes with a summary assessment in section five.

I. Institutions and the Legal Infrastructure
First, let’s dwell on a brief review of the institutional and legal framework regarding
the Turkish labour markets and industrial relations. Initiation of legislation governing
the labour markets and industrial relations in Turkey date back to 1924, to the early
days of the Republic. The 1924 Law basically instituted a 6-day work week with
Fridays as the official holiday. Turkish membership to the ILO dates to 1932.
Ministry of Labour was founded in 1945, and with the switch to official development
planning in early 1960s, a more liberal and tolerant environment was generated to
labour’s organizational rights (Boratav, 1991). Union activities such as collective
bargaining and the right to strike were recognized in 1963 with the establishment of
the Labour Code, numbered 1475.
Turkish labour movement turned increasingly active and reactionary by the end of the
1970s. As the global economy stagnated within a high inflation – high unemployment
spiral after the oil price shocks of 1974 and 1979, Turkish economy was also destined
for a severe economic and political crisis. The 1980 coup d’etat had severely
restricted labour’s rights with a new constitution and amendments to the Labour Law.
Trade unions were banned and their leaders were arrested, facing treason charges.
Under the repressive conditions of the 1980s, Turkish labour movement was set back
severely. These adverse conditions had a direct effect on labour remunerations and
social rights. Real wages had been on a downward spiral with a cumulative decline of
25% over 1980 to 1987 (Boratav, Yeldan and Köse, 2002; Yeldan, 2001; Voyvoda
and Yeldan, 2001).
The 1980 coup was followed with a comprehensive privatization programme over the
rest of the decade and into the 1990s. Trade union density fell to about 8% of the
aggregate labour force (with rural employment accounting roughly half of total
employment at the time) (Dayıoglu and Ercan, 2010; Tunali 2003). The legislation on
industrial relations and collective bargaining, in particular, was prepared under the
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post-coup era, in 1983. It had been amended several times since then. In 1995 much
of the restrictions over trade union activities from the military era were removed.
Turkish accession negotiations with the EU set the course for a more acceptive tone
towards labour’s right to organize (Tunali, 2003). Public sector civilian workers’
right to organize in trade unions with proper recognition of collective bargaining and
strike was initiated in 2001 with the advent of the Law on Public Employee
Membership in Trade Unions. Social securitization and public pension rights were redesigned via reforms in 2002 and 2008.
Turkish labour’s unionization is overseen via the Trade Union Law numbered 2821
and the Law on Strikes, Lock-outs numbered 2822. The Law 2821 sets 28 work
activities (WA) as the organizational domain for both the employees and employer
unions. Accordingly, in order to be able to engage in collective bargaining, a union
ought to represent at least 50% of the employees at the enterprise level, and at least
10% of the aggregate labour force of the identified WA by law. These restrictions had
a direct negative effect on trade unions’ power to be representative at the enterprise
level. 2
Currently, there are about 100 workers’ unions in the private sector and 50 unions in
the public sector (Dayıoglu and Ercan, 2010). Employees’ unions are represented
under three major workers’ confederations: Turk-Is (Turkish Workers’ Unions
Confederation) is the largest organization. It is structured mostly around the
American unionization model with a pre-commitment to non-partisan style of politics.
Turk–Is makes it plain that it has no ideological relationship with any of the political
parties, their ideologies, or their programmes; and that its mandate solely rests on
enhancing labour’s working conditions and wage incomes through collective
bargaining. DISK (Confederation of Revolutionary Workers’ Unions) has a more
radical stance, especially given historical struggle experiences of its leaders over the
1970s. Hak-Is is often regarded as a pro-Islamist and pro-(current) government
organization; though one can cite many instances of exception to this assessment at
least at the anecdotal level.3
Employers’ unions, on the other hand, count around fifty; and are represented by a
single confederation, TISK (Turkish Confederation of Employers’ Unions). Tunali
observes that “the legislature structure that governs industrial relations has
stipulation for social dialogue at the enterprise level. Union representatives have a
say on various matters such as annual leave, health, safety, and disciplinary
regulations at the plant level” (Tunali, 2003: chapter 7).
Social dialogue, (among employers, employees, and the government bodies) is further
carried via certain national institutions, among which the Economic and Social
Council is the most prominent. The Council is chaired by the Prime Minister, and
includes Ministers of Finance, Labour and Social Security, and undersecreteriat of the
Treasury, State Planning Organization4 and Foreign Trade. It further comprises
chambers of Commerce and Bourses (TOBB), of Agriculture (TZOB), and of
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See Demirhan et. al. 2011 for a more detailed assessment. A good source in English is Tunali, 2003,
chapter 7.
3
“Hak” translates as “right” as in workers’ rights. With a twist of words it also stands as one of the
God’s names in Arabic.
4
SPO has been dissolved and is turned into Ministry of Development in June of 2011.
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Tradesman and Artisans (TESK), employers’ confederation (TISK), and all three
workers’ confederations. The Council was established in 1995 and has an advisory
role to address economic and social issues at the nation wide level.
Legal minimum wage rate is set by the Minimum Wage Determination Commission.
This rate not only sets a floor for remunerations of the formal employees but also
provides a benchmark for a host of cases, such as public civilians’ salary grades and
also the retirees’ pensions. The Commission is formed by representatives from the
government, workers’ confederations, and employee associations.
With respect to resolving conflicts over collective bargaining, a Supreme Arbitration
Board was formed back in 1983. Its mandate is to act as a final authority to resolve
conflicts during the collective bargaining process. It has the power to postpone or
even ban strike decisions on the basis of social welfare and/or national interest. Its
discussions are final and cannot be appealed.
The Unemployment Insurance Fund and its legislation were enacted in 1999 and
started functioning in March 2002. Its operations are run by ISKUR (The
Employment Agency). The unemployment insurance scheme had been under severe
criticism from both the unions and employers’ associations. Workers’ unions claim
that the fund’s coverage is not adequate and its conditions are too strict. (Bahçe et. al.
2011; ISSA, 2011). Employers, on the other hand, object to the additional wage
costs, and claim that the fund should have replaced severance pay obligations (TISK,
2011).
Conditions on lay offs and overall legislation on employment protection are arguably
quite strict in Turkey. An OECD study conducted in 2008 argued that among forty
OECD countries Turkey ranks the highest in terms of the employment protection
legislation (EPL) index (OECD, 2008; see also TISK, 2011). An indepth
investigation sought by Taymaz and Ozler (2005) has found that the main reason for
Turkey’s rather high EPL scores stems from the restrictions on the use of temporary
forms of employment contracts and the lack of a legal framework for temporary work
(cited with a further discussion in Dayioglu and Ercan, 2010: 48). Other reasons
include high severance and notice obligations (kıdem ve ihbar tazminatı) and
generous dismissal compensations.
The main counter-argument set forth by the workers’ unions and their researchers is
that Turkey’s labour markets are severely fragmented and informalized, and that the
real wage rate is, in fact, quite flexible, especially in a downward fashion. A study by
Voyvoda and Yeldan (2001) found that manufacturing wages were indeed quite
flexible, and furthermore, real wages had under many crises episodes such as 1994
and 2001 had taken the burden of adjustment (see Figure 1).
Figure 1 portrays the dynamics of the private manufacturing real wages, denominated
both in Turkish Lira, and also in the US$ terms. Data in Figure 1 reveal that after a
brief surge over 1990-1993, real wages had plummeted during the 1994 financial
crisis, and in a sense have bore the brunt of adjustment of the crisis. During 1996-98,
real wages have kept their momentum in general. However, after the 1999 wave of
crises, real wages in private manufacturing faced a second cycle of contraction. This
contraction was especially pronounced in US$ terms. Turkish manufacturing labour
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entered the 2000s under such conditions. Now we turn to the employment effects of
the great recession of 2008 - .
<insert Figure 1 here>

II. Post 2000 Turkey: Rapid Economic Growth, Faltering
Employment Performance
During the 2000s, despite rapid growth and a significant surge in exports, Turkish
economy could not generate jobs at the desired rate. Open unemployment rate which
stood at 6.5% in 2000 has jumped to 10.3% in 2002 in the aftermath of the February
2001 financial crisis. Annual rate of growth averaged 5.8% over 2003 to 2008. Yet,
employment generation capacity of this rapid growth had been dismal, and the open
unemployment rate could not be brought down below 9% by the end-of 2007, just
before the eruption of the current global economic crisis. Despite rapid expansion of
production in many sectors, civilian employment increased sluggishly at best, and
labour participation remained below its levels as observed during the 1990s.
Table 1 offers broad statistics regarding the Turkish labour markets. Over the first
decade of the 2000, civilian labour force is observed to have increased by around 2
million 6 hundred thousand persons. Comparable sectorial data reveals a secular
decline in the rural workforce from 7.8 millions in 2000 to 4.9 millions in 2007 just
before the outbreak of the global crisis. Gains in industrial employment were limited
with only about 500 thousands over the aforementioned period. With construction
employment remaining roughly constant at around 1.2 millions, most of the rural
labour surplus seems to have been absorbed by services sectors. Many researchers
trace the roots of fragmentation and informalization of the urban labour to this trend,
where small scale services based on self employment and family labour was mostly
the observed norm (see, e.g. Bahce et. al 2011; Demirhan et. al 2011; ISSA, 2011,
Ercan and Tansel, 2006; Taymaz and Ozler, 2005; Agénor et.al, 2007).
From the table one can further trace the impact of the crisis in the labour markets.
The number of openly unemployed increased by 860 thousands annually over 2008 to
2009. Consequently open unemployment rate jumped to 14% from 11% (annual
averages of 2009 and 2008). The fact that the rural economy could have absorbed
much of the excess labour surplus with additional agricultural “jobs” totalling 230
thousands in 2009 was conducive in mitigating the adverse effects of the crisis.
Observe, in particular, that the industrial sectors have shed, on average, 320 thousand
jobs in 2009.
<Insert Table 1 here>
Figure 2 extends this picture over a broader time horizon utilizing quarterly averages
over 1998-2010. Over 1998 to the end of 2000, average open unemployment rate
stood at 6.9%. With the onset of the 2001 financial crisis it jumped to a higher
plateau, with 10.1%. The global crisis has pushed the unemployment rate at even a
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higher level, 12.9%. Currently (as of 2011 January) the open unemployment rate is
estimated at 11.2%.5
<Insert Figure 2 here>
An important group of people not covered in those numbers is the group of
“discouraged” workers. As distinguished in the TURKSTAT surveys, this group is
identified as: “Persons not looking for a job yet ready to work if offered a job: (i)
Seeking employment and ready to work within 15 days, and yet did not use any of the
job search channels in the last 3 months; plus (ii) discouraged workers”. This group
of people is not counted as part of the civilian labour force and is regarded out of the
openly unemployed. This number had been consistently rising over the course of
2000s and, according to the Turkstat’s Household Labour Force Survey results, had
reached to 2,070 thousand by the end of 2010. If we add the Turkstat data on the
disguised unemployment defined as such, the excess labour supply (unemployed +
disguised) is observed to reach 18.3% of the labour force.
A direct reflection of these phenomena was the significantly low elasticity of
employment, that is percentage gain in employment due to percentage changes in
GDP growth had been relatively low (see table 2). Compared over broad period
averages, employment generation capacity of the domestic economy seems to have
been relatively poor in the post-2000s. There had been labour shedding in agriculture,
while the non-agricultural sectors had significantly lower employment elasticities. As
calculations in offered in Table 2 attest, overall elasticity of employment with respect
to output has fallen from 0.39 to 0.14 over the period 2002 through 2008 in
comparison to the average of the 1990s. 6 This indicates that employment generation
capacity of the aggregate production activities has been roughly cut by more than a
half after 2001. The same verdict stands if the same exercise is carried at the sectoral
level. In non-agricultural sectors, the trend in the output elasticity of employment was
a decline from 0.68 to 0.48; while in agriculture it was a fall from negative 0.42 to
negative 1.66, revealing that agriculture was shedding labour faster than the increase
in output.
<Insert Table 2 here>

II-1. Impact of the of the Global Crisis on the Turkish Labour
Markets
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TURKSTAT report household labour force survey data as 3-month moving averages. Thus, the
“January 2011” data refer to the arithmetic average of December 2010 through February 2011.
6
This elasticity is calculated as the rate of change in employment due to the rate of change in output
∆!

produced; i.e., 𝜖 = ∆!

!!

where L and Q denotes labor employment and output, respectively. Hence,

!!

over the 1990s, in response to a unit rate of change in aggregate output there had been an increase of
0.39 units of expansion in labor employment. After 2001, a comparable unit expansion in output was
associated with only 0.14 units of employment gains.
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The effects of the global crisis on the Turkish economy were increasingly felt starting
the third quarter of 2008. As the growth rate in GDP decelerated to 0.9% as an
average for the whole of 2008, it registered a further decline of 6.8% over the first
half of 2009. The burden of adjustment increasingly fell on the real economy, in
particular the industrial sectors and the non-agricultural labour market. Industrial
output fell by 24% by the January of 2009 and could have reached to the pre-crisis
levels only as late as July 2010. Open unemployment rate rose secularly towards the
second half of 2008 and jumped to a new plateau in 2009; and finally receded to its
pre-crisis levels, albeit at significant wage losses and extended informalization of the
work place. (Figure 3).
<Insert Figure 3 here>
The sectorial incidence of the global crisis has also varied. Industrial output was
severely hit and fell in the first six months of the crisis from October 2008 to March
2009 by a cumulative 40%. Industry has shed about 400 thousand jobs over that
period; non-agricultural unemployment rate jumped to 17% in February of 2009.
Among the industrial sectors, the hardest hit were the export oriented manufacturing
sectors such as automobiles, auto parts and consumer durables.
The trends of employment in the agricultural versus manufacturing industry reveal
that the burden of adjustment in the labour markets was mostly absorbed by the rural
economy. Agricultural employment was about 4 million 200 thousand people in early
2008. During the evolution of the effects of the great recession on Turkey throughout
2008 and 2009, agricultural employment is observed to increase by 2 million people
bringing number of workers employed in the agricultural activities to 6.2 millions.
Employment in the manufacturing industries, on the other hand, could not recover its
pre-crisis levels as late as June of 2010 (see Figure 4).
<Insert Figure 4 here>
The rather unexpected rise in agricultural employment has cast doubts over the quality
of employment statistics. Sonmez (2011) for instance argue that the rise in rural
employment had been a reflection of the defective questionnaire set in the Household
Labour Force Surveys of the TURKSTAT, and that such a rise in agricultural
employment is not consistent with the reported national income statistics that reveal a
contraction of the agricultural sectors followed by only a modest expansion in 2010.
BETAM (Bahcesehir University Economic Research Center) researchers claim, on
the other hand, that this sort of an expansion was mostly centered on cash crops and
was in line with the overall rise in food prices world wide.7
A significant characteristic of the unemployment problem over this period was the
rapid rise of long term unemployed —that is those who had been unemployed for 6
months and more. In 2008, the annual average of long term unemployed for six
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months and more duration was 1,112 thousand persons, or 42% of the total openly
unemployed. In 2009 the share of long term unemployed to total increased to 45%, or
1,560 persons. By the end of 2010 the share of long term unemployed stood at 49%.
(Turkstat, HLF surveys).

III. Elements of the Reduced Working Time Programme
In response to the unfolding recession, the government had enacted a series of
stimulus packages to combat aggravating unemployment and output losses. These
measures were introduced under three broad interventions and were spread over the
last quarter of 2008 and the first half of 2009. They mainly relied on tax reductions
and subsidies to promote investment and employment. It is estimated that as a ratio to
the GDP, the fiscal costs of the stimulus measures that were directed exclusively for
employment preservation amounted to 0.01% in 2008, 0.45% in 2009, and 0.49% in
2010. These numbers can be contrasted with the costs of the overall stimulus package
(including financial measures) which were estimated to be on the order of 0.99% in
2008, 3.41% in 2009, and 2.23% in 2010. (See Yeldan, 2010; and Ercan 2010).
As stated above, the policy of “reduced working time” funding was the most widely
implemented and most visible aspect of employment related measures. Initial steps
towards an officially recognized programme towards work sharing were taken as
early as May 2003 when the concept was first referred to in the Labour Code 4857,
Article 65. The programme was openly described and its principles were laid out in
the Official Gazette dated 31 March 2004. Further amendments were introduced with
two stimulus packages introduced in January and May of 2009 under conditions of the
global crisis. It was put into its final shape as part of the Omnibus Law8 put into
effect in February 2011.
The concept of “reduced working time” (RWT) was initially identified in the Labour
Law (4867, art. 65) as “reduction of weekly working time by at least one-third over a
period of at least four weeks in a continuous fashion, and at most three months”. It
ought to be noted at the outset that the law clearly distinguishes “reduced working
time” from short time temporary work. In its conception, within the logic of
“temporary employment” both parties agree on the temporary nature and the overall
time frame of the work contract. Under “reduced time work”, on the other hand, the
nature of work is permanent and yet, it had been subject to necessary reduction due to
external factors outside the enterprise.
In this vein, the Law initially set the conditions for reduced working time under two
categories: (i) presence of a general economic crisis; and (ii) unfavourable conditions.
Note that in either of the two conditions the fact that they ought to be generated from
external factors to the firm is important. Thus, given the official definition, the
reduced working time is understood to be present if due to either a general economic
crisis or unfavourable conditions external to the firm, production activities have been
stopped or were reduced significantly (meaning by at least one third) over a period of
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This rather unconventional term describes the sweeping amnesty and many other seemingly related
policy measures and litigation matters lumped together under Law Code 6661. Given its broad
generality, it was referred to as the bag law in the popular Turkish media.
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at least four weeks in a continuous fashion. Conditions of the general economic crisis
were regarded by Law as those domestic and international developments that had a
profound effect on the national economy, and thus, on the specific production unit.
If these conditions were prevalent, then the employer has to apply to the Turkish
Employment Agency (ISKUR) with a detailed statement narrating the conditions
faced by the firm. The employer also needs to inform the employees with a sign
explaining the status and application procedures to the Employment Agency. If the
enterprise were also subject to collective bargaining, the employer has to inform the
workers’ union as well.
In February 2011, a series of articles and amendments pertaining to labour relations
and social securitization issues were lumped together in what is known by public as
the “omnibus law”. Numbered 6111, the omnibus law contained new decrees over the
RWT structure as well. The most important new addition had been the extension of
the coverage of the RWT cases to include sectorial or regional crisis conditions.
Accordingly, now firms can apply for reduced working time coverage for a period of
three months if, due the general economic, sectorial, or regional crisis, the firm
experiences a reduction in its weekly activity in all or part of its departments.
Under the newly stated conditions, the sectorial crisis is thought to be present by law
if “due to developments experienced in the national or international scale, certain
productive sectors of the domestic economy are thought to be adversely affected,
downsizing the enterprises within that sector”. A regional crisis, on the other hand,
recognizes such adverse conditions within the context of municipalities or regions.
Recognition of the conditions of a general economic crisis was initially under the
control of the Ministry of Labour which could declare independently as such. The
omnibus law had amended this authorization, and had taken the power away from the
Ministry to declare a general economic crisis, and granted it to the Council of
Ministers. Finally, the Council of Ministers are charged with the authority of
extending RWT coverage up to six months. Given these final amendments, the RWT
payments are to be paid from the Unemployment Insurance Fund at a rate of 60% of
the gross monthly wages. This sum cannot exceed 150% of the gross legal minimum
wage rate.
In principle, if unfavourable conditions faced by the firm entail elements specific to
managerial decisions (such as insufficiency of cash funds, or undesired inventory
accumulation) then these petitions are to be rejected by ISKUR. Consequently,
unfavourable conditions faced by the firm needs to be of external nature to be
recognized as a basis for reduced working time. These typically involve enterprisespecific adverse developments that had not occurred due to management decisions
and were unfavourable in nature such as natural disasters, wide-spread epidemics,
terrorist acts or wars and similar conditions.
Finally, as a specific note, the Law clearly indicates that seasonality factors are not
recognized among the general, sectorial, or regional crisis conditions, nor the
unfavourable developments pertaining to demand. Thus adverse affects of this sort
are not eligible for RWT funding.
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During the application process, the contents of the application package are included in
a CD prepared by the employer. This should include:
•
•
•
•

•

Identification of the impact of the crisis or unfavourable external conditions
affecting the enterprise and its activities;
Identification of the time period that the enterprise had to resort to reduced
working time;
Declaration of whether the reduced working time procedures would apply to
the whole or specific departments of the enterprise;
Declaration of the employees by name, social security identification, average
employment hours weekly, and the proposed programme for reduced working
time;
In case the enterprise activity had been stopped altogether, declaration of the
time period of inactivity along with the names and identification of the
workers affected.

The application package of the enterprise is investigated by the inspectors from the
Ministry of Labour. If the application is found favourable, then the Ministry sends a
report to ISKUR granting the beginning and ending dates of the RWT programme.
ISKUR informs the employer, who in turn, has to inform its employees and their
union about general terms of the RWT.
Once the adversely affected enterprise is taken under the RWT programme, the
employer does not pay any wages to its employees, nor their social security or
unemployment insurance premiums. Irrespective of the level of the monthly wages,
those workers under the RWT programme receive their upcoming payments from
ISKUR under conditions set by Law. Also during the RWT coverage, two thirds of
the employees’ health and maternity premiums are paid by the Social Security
Institute. These premiums are calculated by the Institute based on the lowest income
threshold.
The workers for getting access to the RWT programme have to satisfy the general
conditions of eligibility for receiving unemployment insurance benefits. More
specifically these are:
•
•

The employee should be employed continuously for at least 120 days
uninterrupted up until the time of RWT coverage; and
The employee should have worked and paid his unemployment insurance
premiums for at least 20 months (600 days) over the last three years.

Given the RWT coverage opportunity at the enterprise, the employee is practically
faced with two options: provided that he meets the overall requirements of eligibility,
the employee can apply to ISKUR within 30 days and seek for assistance under the
RWT programme. Or, as a second option, within 6 days of the recognition and
announcement of the enterprise for eligibility to the RWT programme, the employee
can ask for termination of his contract under conditions set forth in the Labour Law
(numbered 4857, article 24). Under this treatment, the employee is recognized that he
had terminated his contract under “rightfulness” and is therefore eligible for severance
pay and other rights that had been set in the contract. Notification Pay (ihbar
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tazminatı) however, is not granted to such employees who had voluntarily declared
their intention to leave their jobs. On the other hand, the worker who had sought to
continue with his job now protected under the RWT programme reserves the right for
seeking a return to his job when conditions become favourable at the enterprise. This
right is not recognized to workers who had chosen to leave the enterprise and had
asked for the severance payments from the employer.
Under the darkening conditions of the global crisis, as part of the first two stimulus
packages the RWT coverage was extended first from three months to six months in
February of 2009, and then up to one year in May of the same year. Finally, in its
initial format it was the case before 2009 that if the employee were to lose his job at
the end of the RWT programme, he were to start receiving unemployment insurance
compensation after the first three months’ pay of RWT were deducted. After May
2009, these conditions were further relaxed in favour of the workers. Accordingly, the
most recent procedure is that if the worker had already benefited from the RWT for
up to the maximum one year, and were laid off after then, the first six months RWT
pay would not be deducted from the unemployment insurance compensation, but
those RWT payments that belong to the following months would be reduced from the
compensation monies.
The program had a very weak start back in 2005 when it was first initiated. As
reported at more length in Table 3, in 2005 only 21 employees were granted a total
10.567 thousands TL (8,000$). In 2007, 40 workers were eligible to the program and
received a total of 22.051 thousands TL (18,000$). Persons on the program have
surmounted starting March of 2009 and accelerated to a peak total of 82,439 persons
in June. In June alone a total sum of 23.925 millions TL were disbursed
(approximately 16 million US$) for these persons. Over November 2008 to 2011
April, a total of 268,081 persons from 3,632 enterprises had benefited from the
programme with a total disbursement of 203.7 millions TL (approx 125m $). The
pattern of persons who had been engaged in the RWT fund together with the
corresponding disbursements are portrayed on a monthly basis in Figure 5.
<Insert Table 3 here>
<Insert Figure 5 here>
<Insert Table 4 here>

Table 4 further documents the position of the applicants and approvals over the postOctober 2008 crisis-era. Number of applicants to the program was on the order of
8,627 persons in November 2008 just at the outbreak of the crisis in Turkey.
Applications surmounted in February and March of 2009. Over October 2008 to
April 2011, total number of applications was 389,545 people, with a sum of 268,081
approvals, this yields an acceptance ratio of 69%.
Across sectors the RWT programme was mostly concentrated over three activities:
metal products, textiles, and manufacture of motor vehicles and equipment. These
three sectors had preserved a total of 110 thousand jobs in 2009. This was 58% of
those engaged in RWT programme that year. In 2010 in line with the overall trend,
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the number of workers engaged in these three sectors declined to 13,721 persons.
Still, this was about half of the total in 2010. A particular sector of interest is
construction. Construction is regarded as one of the most labour-intensive sectors and
had suffered from the crisis severely. The RWT programme reached a total of 2,375
workers in 2009; and yet only to 321 workers in 2010. Mining and quarrying also had
a relatively low share with 885 persons in 2009 and 88 persons in 2010.
In Table 5, the overall sectorial distribution of the RWT programme over 2009 and
2010 is summarized. The age and sex composition of those workers who had
benefited from the RWT programme is tabulated in Table 6. In 2009, out of the total
190 thousand participants, 160 thousands were men, with a majority being in their
middle ages. Interestingly, in 2009 the number of young women in the RWT
programme (ages 20 -24) exceed the number of men at the same age group. This is
the only exception to the observation that the RWT participants across all age groups
were exceedingly males. This observation follows the overall trend of the job
applications to ISKUR. According to data shared by Dayioglu and Ercan (2010), on
average, in 2008 and 2009 only about 30% of the total applicants to ISKUR were
women. Job placement rates were 15.6% for males (156 thousand in 1 million male
applicants), and 12% for females (50 thousand ,in 415 thousand applicants).
<Insert Table 5 here>
<Insert Table 6 here>
Comprehensive as it is, a major deficiency of the overall employment preservation
programmes is voiced over their short term structure in general, and the rather low
participation rates in comparison to their fiscal costs. A major shortcoming of the
package was that these jobs were actually created for a maximum of 6 months only,
and lacked formal channels for further follow-up towards formal employment.
Karadeniz (2010) for instance, argues that a major mishap had been the fact that many
training courses that were designed part of the RWT programme were provided
without due marketing research about the job prospects. He also joins many others’
arguments that ISKUR overall is understaffed and lacks the infrastructures and means
to provide such services for its clientele. There are also wide spread concerns over
employers’ lack of interest, in general, towards ISKUR’s education campaigns. In
our interviews with the social partners, a major concern was that a shift of focus is
severely needed if the Turkish labour force is to switch from its traditional base
toward maintaining a supply of technical expertise with modern job skills.
III-1. Two Case Studies
Much detail rests on anecdotal and firm level experiences. Here, we will report on
two case-studies constructed from the litigation reports from the Sakarya Labour
Court.
Firm A is a producer of agricultural motor vehicles and tractors. It used to employ
165 workers in production, together with an additional 60 managerial workers,
totalling 225 employees in January 2007. Starting mid-2008 the firm experienced
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serious difficulties in sales revenues. The number of tractor vehicle orders fell from
1,065 in 2007 to 887 in 2008, and to 341 in 2009. The sales orders recovered in the
first five months of 2010 to 1,169, but the downswing cycle was quite rampart where
in 2009 the sales revenues declined by 61.5% relative to 2008.
In response, the firm management applied for RWT coverage in 30 March 2009 and
the application was granted favourably by ISKUR. RWT coverage was set for a total
of six months with starting and ending dates at 30 March to 26 July, 2009,
respectively. However, in further due, the ending date was extended for an additional
twelve months to 26 March 2010.
Employment of production workers had fallen initially to the plateau of 125-130
workers in September 2007 to September 2008. In January 2009 production workers’
employment fell to 100, and then to 85 in March of 2009, when the firm decided to
apply for RWT. Employment level got stabilized at that level for the rest of 2009, and
yet had received another cut to 70 workers (in production) in March 2010.
Employment of managerial service workers were also reduced , but at a very modest
scale.
The firm has not resorted to overtime work in a significant fashion and generally
asked for vacation without pay. Annual production of tractors fell by 30.1% in 2008
and by an additional 64.3% in 2009. Production level was virtually zero during the
first quarter of 2009.
As an overall assessment, it can be argued that the firm was in a quite dire situation in
the spring of 2009 and the RWT programme succeeded in keeping employment and
production levels afloat. By March 2010, the firm’s production and employment
levels were almost at half of their pre-crisis levels, and yet, were at least on a positive
magnitude.
Firm B was a producer of furniture and forestry products. The firm was adversely
affected from the crisis in its export sales, where export revenues of its wood tiles and
wood planks fell by more than 60% in 2008. In response, the firm’s management has
successfully switched to the domestic market and the share of the domestic sales
increased from 53.5% to 97.2% in 2009. Total monthly sales revenues of the
company were on the order of 10 million TL in the summer of 2007 and were reduced
to 4.2 million TL in January of 2008. With a decisive switch to the domestic market,
monthly sales revenues accelerated to 13 million TL in July 2008, but receded back to
the 4 million TL level during the winter months of 2009. This swing was mostly due
to the seasonal effects of the construction activities in the domestic economy.
The firm had an application for the RWT programme three times over the course of
March 2009 to June 2010. The first application was dated 12 March 2009 and was
granted RWT coverage by ISKUR covering six months from 13 April, to 10 October
2009. Yet, the firm’s management has asked for a refusal of the RWT in March 16
2009. The likely argument here is that the firm’s management was concerned with
the “negative” image of being involved with the privileged treatment of the RWT,
especially given fierce domestic competition. Yet, the seasonality of the domestic
demand forced the firm to re-apply for RWT on 13 October 2009 and then again on
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31 December 2009. Both of these additional applications were rejected by ISKUR on
the grounds that the firm’s economic activity was not affected significantly from the
global crisis conditions 2009-onward.
Enterprise level data on employment and production seem to suggest that ISKUR’s
analysis of the firm activity after 2009 was sound. Employment of production
workers fell by 6.8% in 2008 and increased by 7.6% in 2009 in annual terms.
Production of wood tiles, on the other hand, is reported to have increased by 32.7% in
2008, and by 32.3% in 2009.
The RWT application, then, seems to have been based on seasonality of total sales
(see Figure below), a factor that had not been interpreted favourably by ISKUR.
<Insert Figure 6 here>
IV. Voices of the Constituents
Almost everyone concerned with industrial relations and overall conditions of the
work environment in Turkey agrees that high unemployment rates along with low
participation to work force, concerns over macroeconomic stability, wide-spread
informalization and fragmentation are among the key problems of the Turkish labour
markets. These concerns have been high on the agenda of both the employer
associations and labour unions and their confederations. However, solutions offered
differ almost in antagonistic terms. Employer associations and their unions call for a
more flexible labour market; with deregulation both at the hiring end and for
termination of contracts; more flexibility in the initial design of the contracts; and a
more stable macroeconomic environment with better incentives for entrepreneurship.
Workers’ unions, on the other hand, emphasize for more social protection, job
security and wage increases that reflect gains in productivity and welfare.
The reduced working time institution seems to have been one of the few policy
interventions that were welcomed by both classes. Although objections and
complaints about the daily practice remain, key elements of the programme had a
general support from all parties engaged.
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Confederation of Turkish Labour Unions (TURK IS) is the largest confederation of
workers’ unions in Turkey. TURK IS sets it clearly that one of its main principles is
to promote necessary policy measures for protecting and enhancing employment
opportunities against the adverse conditions of the global crisis. Thus, TURK IS is in
support of the RWT and similar policy interventions in principle. It nevertheless
underlines the importance of maintaining high quality jobs, and reveals its objections
for possible exercise of fraud and mis-use of the unemployment insurance fund for
purposes outside its main rationale.
TURK IS’s main objection to the employment packages thus far has been that they
were mostly employer-focused. According to TURK IS, reductions in social security
premiums have not reached their desired outcome on creating sufficient employment
and this fact has been also recognized by the government officials. The reductions in
premiums should be devised such that, they take into account the rights of the
employees, and they should be applicable only to employers whose labour force is
mostly (at least %50) composed of organized/formal labour.
More technically, on the day to day implementation of the RWT programme. TURK
IS is in favour of the recent amendments by the omnibus law to include sectorial and
regional crisis conditions as part of the RWT coverage. However, in order to
introduce more objectivity and reduce misconceptions, TURK IS suggests referral to
the State Planning Organization (now the Ministry of Development) and TURKSTAT
data. Furthermore, there is also an objection to omission of the phrase “conditions for
continuous reduction or complete stopping of economic activity” from the original
Law document (numbered 4447). TURK IS claims that omitting the phrase
continuously, will lead to mis-use and fraud, and seems against the main purpose of
the programme in protecting rights of the employees. Another key suggestion by
TURK IS was that, if the workers at the enterprise seeking RWT assistance were
unionized, the management could have started RWT procedures directly with the
workres’ union. This would, according to TURK IS, promote formalization and
increased incentives for unionization. It would furthermore reduce bureaucracy, and
help eliminate corruption and fraud.

Interview with Dr. Enis Bagdadioglu, chief researcher at Turk Is headquarters,
Ankara, May-June, 2011.
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Confederation of Revolutionary Trade Unions (DISK) is also favourable to the
package; and yet, its objections on the overall design sound more astute. DISK, as
well stated clearly in its reports and in our interviews that the measures taken in the
face of the crisis were all in favour of the employers, disregarding the demands of the
workers. In DISK’s view, flexible working schemes did not affect employment
much. On the contrary, the firms which had benefitted from the reduced working-time
allowances started to lay off their workers by the end of the payment period,
ironically. During such periods, the demand of the employer unions for flexible
working schemes addresses nothing but opportunism. Demands like flexibility,
flexicure labor markets, and private employment offices are always said to be
demands for increasing employment. But, in reality, it is known that these policies
have had little effect in decreasing unemployment.
DISK is of the opinion that unemployment insurance fund is one of the mechanisms
which was put into force with social concerns. But in practice, this fund has been used
in other economic areas which are out of the scope of the fund’s essential functions.
The use of the fund outside of its purpose and the strict conditionalities had kept the
fund to fulfil its duties and it has lost its power to correct for unjust and to substitute
for the wage income.
On the RWT package, DISK maintains its favourable opinion as long as it would not
be an instrument for introducing deregulation, flexibility, and informalization of the
employment conditions.

Interview with the research department personnel at the Confederation of
Revolutionary Trade Unions DISK Ankara Office, May 2011.
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HAK IS Trade Union Confederation generally claims that the measures taken as a
reaction to the crisis should have been complemented with employment focused
policies, and furthermore, economic and social policies should have been
implemented simultaneously. Otherwise, the consequences on the labour market,
which is severely distorted already, are devastating. Therefore, a social dialogue
mechanism devised among the social partners on egalitarian grounds and sustaining
the flow of information is important in formation of the common mind and common
attitude.
In HAK IS’s view, in addition to the rearrangements of the unemployment insurance
fund, reduced-time working schemes and severance payments served as passive
policy measures that could eliminate the adverse effect of the crisis on the most
vulnerable groups. These groups mainly consist of low income groups or the ones
who are living in poverty. For this reason, especially during the era of the crisis,
“positive discrimination” principle should be adopted in social protection policies. In
order to minimize the damage of the crisis on the most vulnerable, measures such as
direct income support and family support should be planned and activated.
Interview with the research department personnel at the Hak Is Ankara Office, April
2011.
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On the employers’ side the major organization is TISK, the employer unions
confederation. Its overall stance in our interviews was that although the measures
taken by the government are appreciated, they are perceived to be inadequate. Only a
couple of these measures were seen to be effective, such as reduced working-time
allowance and sales tax reductions. But, the effect of another important measure that
TISK proposes, which is the reductions in the employers’ share of social security
premium payments, has been offset by other regulations.
TISK was quite favourable to the recent amendments to the RWT brought by the
omnibus law. The additional recognition of “sectorial crisis conditions” and the
application of the RWT to include “individual departmental units as well as the whole
of the enterprise” and omission of the “requirement of continuity for at least four
weeks” were found quite favourable by the members of the TISK.
TISK, in particular, is very keen on extending the coverage of the RWT to bring it at
par with the applications in selected EU countries such as Belgium, Switzerland,
France and Germany where short time work eligibility entails technical breakdowns,
bad weather conditions, granting simultaneous annual vacations, or difficulties in
obtaining raw materials and intermediate inputs. Another set of issues that TISK is
keen on is bureaucratic delays in setting the beginning and ending periods, and the
lack of an overall grievance mechanism to possibly challenge the decisions set forth
by the Ministry of Labour inspectors. As it currently stands, the verdict by the
Ministry is final and no petition is allowed against the reports prepared by the
inspectors of the Labour Ministry.

Interview with research personnel at the Research Department of Turkish Employer
Unions Confederation (TISK), Ankara, April-May 2011
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ISKUR (the Employment Agency) has a direct mandate over the RWT framework
and is quite enthusiastic for its wider application. Our interview with the president of
the agency, Dr. Bicerli suggested that ISKUR regards the RWT framework as one of
the key programmes achieving social cohesion among the social partners at low fiscal
cost. ISKUR’s managment regards the training component very important and is now
developing a programme where the prospective employers will participate to
employment-guaranteed training programs. The costs of these programs will be met
from the unemployment insurance funds as administered by ISKUR. Yet, in this
regard it should also be noted that ISKUR is a relatively small public agency with
around 2,827 personnel (509 in the Ankara headquarters) stationed as of 2009.
(ISKUR 2010). The understaffing remains an acute problem in the management of
diverse functions such as administering unemployment insurance compensations,
RWT eligibility and job accession opportunities.

Interview with Dr. Mustafa Biçerli, President, Turkish Employment Agency, Ankara,
17 June 2011.
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V. Conclusion: Assessments and Policy Challenges for the Future
Turkey was hit from the global crisis in its real production sectors, in particular
industry. Over the first three months of the crisis starting November 2008, industrial
output fell by 40% and industrial employment fell by 400 thousand jobs. Against this
adverse development, the government is criticized that it had delayed response and
wasted valuable months. The main policy intervention arrived only after May 2009
and by then Turkey were faced with a severe reductions in fiscal resources due to the
fall in tax revenues. Ercan, Taymaz and Yeldan (2010) all arrive to the conclusion
that the policy response was too late and was relatively less efficient in comparison to
its OECD counterparts.
Nevertheless, RWT was an important component and a major experience. It was also
a welcome policy institution appreciated by both the employers and the employee
associations, unions and the government bureaucracy. Persons on the program have
surmounted starting March of 2009 and accelerated to a peak total of 82,439 persons
in June. Over November 2008 to 2011 April, a total of 268,081 persons from 3,632
enterprises had benefited from the programme with a total disbursement of 203.7
millions TL (approximately 125m $). Given these figures, the estimated cost of the
programme amounts to 727$ per job preserved. This is a significantly lower cost for
Turkey in comparison to many other OECD countries following similar programs,
and can be mostly explained by the low rates of minimum wages to which the RWT
payments are scaled at.
It is hard to quantify the net employment gains from the programme, as data from
ISKUR report the total number of persons engaged to the program at any time,
together with total disbursements made. An independent study conducted by the
ISKUR researchers, however, attempted to study this question by keeping track of the
citizenship ID numbers of the persons engaged in the RWT programme. By
continuously keeping track of the net additions to the programme every month
through a tedious tracking of the ID numbers of the persons engaged, ISKUR
researchers revealed that as of 31 May 2011 a total of 152,261 persons were followed
over a year’s involvement in the programme. 51,726 of these persons had left their
jobs at the end of the year. Thus 100,535 jobs could have been protected through the
RWT programme over May 2010 through 2011. A straightforward application of
this finding to the overall labour market would yield that, if the RWT were not present
in 2010, the total number of persons openly unemployed would have been 3 millions
147 thousand, rather than 3 million 046 thousands. This would have led the open
unemployment rate to climb up to 12.3%, rather than the realized rate of 11.9% in
2010. This suggests a gain of 0.4 percentage points of the open unemployment ratio
for that year.
Thus, in a summative assessment it can be argued that the Turkish RWT programme
has had relatively high success in securing jobs during the most severe months of the
global recession. Furthermore, it had been operated at a relatively low fiscal cost.
The key question at the current juncture, however, is whether the reduced working
time scheme could be operational beyond crisis conditions, as an employment
generation programme. How can it be re-designed to serve as a tool aiding
enterprises that face the costs of re-structuring and adjustment? How can it be re-
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structured to accommodate various individually specific needs of the workers, as well
as the business considerations of the enterprise management?
Here a distinction, as underlined by Tucker and Folkand, will prove useful. Tucker
and Folkand (2001: 29) caution that it is important to distinguish between flexible
working-hour arrangements controlled by the employer (“employer-led variability”)
and those which permit employees to have discretion regarding their work schedules
(“employee-led flexibility”). They report that research studies regarding flexible
working-hour arrangements based on employer-led variability tend to show negative
impacts on workers’ health and well being, while those based on employee-led
flexibility typically show positive effects on a range of measures, not only related to
occupational safety and health, but also to work-life balance and organizational
performance (cited in ILO, 2011: 58).
One of the significant challenges of the Turkish experience was that the RWT
programme revealed an undesirable feature for the employers by restricting them into
a specific pattern and duration of time reduction. Commanding the enterprises via a
specific time-table for hours reduction proved constraining for the management
especially under the global crisis conditions with considerable uncertainty with
regards to demand and overall business conditions. A further challenge was the
concern to protect the company’s “image” against a likely reputation loss due to
appearance as “needy” of public protection in the eyes of the potential customers and
creditors. Our interviews revealed that, in many instances the managers had weighed
their decisions of reaching to RWT funds against such reputation concerns in a
competitive and, at most times, hostile market.
Within a more general context, Baker (2011) suggested that such problems can be
avoided if the employer is provided with more discretion over “which workers were
to be covered”, and “how much time is actually to be reduced”. According to Baker’s
suggestions, this would likely mean that the payments are made based on scheduled
reductions in hours and then adjusted in accordance with the actual reduction in hours
on a quarterly or annual basis.
The two very clear positive aspects of the programme were, first and foremost, the
ability of the RWT scheme to maintain continuation of the contract, keeping the
worker attached to his/her job. Secondly, the programme had introduced clear
incentives for increased formalization of the workforce. Clearly, at the final set the
main objective ought to be “to structure a short time compensation programme in
ways that make it more desirable than laying off workers from the standpoint of
employers, even at a somewhat higher cost to the government than the current
unemployment insurance system” (Baker, 2011: 5). Accordingly, since there is a clear
welfare gain publicly to maintain employment status and to guarantee formalization
of the labour markets, it would be desirable to grant a premium to the participants in
excess of what the workers would be receiving in unemployment insurance benefits.
This could take the form of an employer credit, and be subject to control both by the
authorities and also by the workers’ union. Such a scheme would give the employers
the flexibility to re-design work hours as well as tasks. Such a numeration scheme
can further be extended to cover basic health and benefit pensions for a broader time
frame. All these will make the employees to be more willing to participate to the
short time work and work sharing programmes.
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Source: Calculations based on TURKSTAT, Household Labour Force Surveys.
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Figure 3

Source: TURKSTAT, Household Labour Force Surveys.
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Figure 4

Source: TURKSTAT, Household Labor Force Surveys.
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Table 3

Reduced Working Time Fund:
Expenditures and Employment Gains

2005
2006
2007
2008
2009
2010
2011(*)

Number of
Participating Workers
21
217
40
650
190,223
27,147
3,025

Expenditures
(thousands TL)
10.6
64.4
22.1
70.6
162,473.1
39,144.4
1,998.3

Note (*): As of April 2011
Source: ISKUR Bulletins, April 2011.
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Figure 5
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35	
  

Table 5

	
  

36	
  

Table 6

RWT Participants By Age and Sex Composition,
2009
Age
15-19
20-24
25-29
30-34
35-39
40-44
45-64
65+
Total

Men
75
2,404
34,719
46,567
36,604
24,768
14,767
189
160,093

Women
63
3,572
7,294
7,461
5,466
3,700
2,488
61
30,105

RWT Participants By Age and Sex Composition,
2010
Age
15-19
20-24
25-29
30-34
35-39
40-44
45-64
65+
Total

Men
39
646
4,446
6,197
5,776
3,791
1,942
24
22,861

Women
21
505
964
1,012
835
567
391
6
4,301

Source: ISKUR, 2011.
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Figure	
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