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Abstract 

 

In the competition environment caused by the globalization process, one of the most important reasons of 

capital mobility is reduction of the cost of labor. Because of that reason “Cost of labor is the measure of 

competition possibility”. It has been accepted that Flexible Work Models can be put into practice in 

Turkey in accordance with the Labor Law 4857. Our strategy is attracting Foreign Capitals for Turkey 

and entrepreneurs will gain the capability of international competition with these models.” In our study, 

full time and flexible work models have been compared in terms of coast of labor and a successful 

conclusion has been reached with data supporting our strategy. We desired to inform the entrepreneurs 

about the chances by giving samples that decrease the labor force cost. Studies of the Turkey 

Employment Agency (TEA), Social Insurance Agency (SIA), Small and Medium Enterprises 

Development Organization (SME) are compiled.  

 

Keywords: labor cost, entrepreneur, flexible work models, Jel Code M40, M49 

 

Introduction 

In modern sector organizations, the typical working system is traditionally organized according to a 

specific place (a factory, an office, etc.), a specific time (08:00-17:00) and regular days (Monday-

Saturday). The first change in this system has been with the shift system. Recently, there has been a rise 

in implementing working models called as alternative, flexible or atypical mostly in industrialized 

countries. The desire to reduce the labor costs,  to increase the productivity by keeping pace with the 

technological developments, and to increase the motivation of the employees by taking their initiatives 

into account and improving their working conditions have been effective in Flexible Work Models‟ being 

widespread. 

The globalization movements have removed the frontiers and proved that imported goods as well as 

locally produced goods could be sold even in a village in Turkey. This interaction have caused the 

conditions in trade competing become harder.  In global competing, the prices of assets and service are 

assigned as a result of global market investigations. Thanks to globalization, wherever the products, 

which are higher in quality and cheaper, are, they can be reached easily and are preferred. 

An advantage in competing can be taken by reducing the workers‟ costs. In order to reduce these costs, 

flexible work models have been applied in industrialized countries. However, that Turkish entrepreneurs 

are not able to apply such kinds of models means to be blind to the global facts. Some steps were to be 

taken to enable the Turkish entrepreneurs prepare themselves for international competing, so the labor 

force number 4857 was legislated in the Laws of Labor. On the other hand, not applying flexible work 

models would mean not being able to export goods. Not being able to export would cause the factories 

shut down, factories shutting down would cause a decrease in foreign exchange and this would cause 

local entrepreneurs vanish and unemployment throughout the country. The flexible work models have 

enabled both the entrepreneurs and the employees to be more initiatory. 
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Institutions that offers decrease on the labor costs and their methods were handled in our study. Here are 

the information about these institutions:  

 

A. TURKISH EMPLOYMENT AGENCY (TEA) 

Turkish Employment Agency was established in 1946. It was worked on especially on sending workers to 

abroad from the beginning of 1950s until the middle of 1970s. Positive steps were performed in order to 

be a modern employment institution and international projects were conducted after 1990s. In 2003 it was 

reconstructed as Turkish Employment Agency (TEA) in accordance with Law 4904. The provincial 

organization of the institution was organized as “Turkish Employment Agency Provincial Directorate” in 

the cities. In 2011 District Labor Offices were united with Turkish Employment Agency Provincial 

Directorate in accordance with the legislative decree 665. After this union Turkish Employment Agency 

Provincial Directorate was established (www.iskur.gov.tr).  

Missions of TEA: 

a) Mediating to find job and employer, 

b) Providing job and profession consultancy services, 

c) Arranging Active Workforce Programs in order to increase workforce employment abilities and 

prevent unemployment, 

d) Performing unemployment insurance services, 

e) Arranging business relations between employer and employee 

B. Social Insurance Agency (SIA) 

The first law about the social security branches is Occupational Accidents, Professional Diseases and 

Maternity Insurance Law No 4772 on 27.06.1945. The application of Occupational Accidents, 

Professional Diseases and Maternity Insurance was begin with the acceptance of this law. The most 

important development except these arrangements was the 1961 constitution act within the social security 

area. The concept of “social security” was first entered to the constitutional terminology relating to 

working life and social policies with 1961 Constitution. Same provision in the Article 48 of the 1961 

Constitutional Act relating to social security was released in the Article 60 of the 1982 Constitutional Act 

under the title of Social Security. In this article, the state is responsible for the social security area with 

the article of “Everybody has the social security right. The state takes the measures in order to provide 

relating security and establishes the institution. The planned development period had begun as 1963 in 

our country and social security in the development plans was accepted as the security system that was 

developed in order to protect the individuals against the risks. 

Within the historical process, arrangements which are distributed to various laws belongs to insurance 

branches relating to employees under the worker statute were revised following the 1961 Constitutional 

Act which contains specific provisions on social security were united in the Social Security Act No 506, 

17.07.1964. Worker Insurance Institutions has taken the name of Socal Insurance Agency with the Law 

executed on 01.03.1965 and new rights were appointed on the social security of the employees under the 

title of worker. Performing a social security reform is required in order to constitute a sustainable social 

security system and to provide said norm unity. Accordingly, Directorate of Social Security Organization 

which assembles the Socal Insurance Agency, Republic of Turkey General Directorate of Retirement 

Fund, General Directorate of Social Security Organization for Artisans and the Self-employed under the 

same roof was established with the Law 5502 released in the Official Gazette 2173 – 20.05.2006. With 

this reform establishing a single retirement health security system was foreseen in which insurance right 

and obligations were balances and financially sustained (www.sgk.gov.tr).  
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C. SMALL AND MEDIUM ENTERPRISES DEVELOPMENT ORGANIZATION (SME) 

Law No: 3624, Accepted Date: 12.04.1990, Official Gazette Issue No: 20498 Date: 20.04.1990. Aim and 

Establishment -1 (Amendment: 22.04.2009-5891 S.K.) Small and Medium Enterprises Development 

Organization (SME) was established in order to increase the share and the affectivity of the small and 

middle enterprises, improve the competition power and level and perform the integration in the 

industrialization according to the economic developments. It called as SME in short 

(www.kosgeb.gov.tr). 

The mission of the SME is increasing SME‟s share in economic and social development by offering 

quality service and support towards developing SME‟s power of competition and spreading culture of 

entrepreneurship.  

In the first part of our study, the flexible working models are tired to be told. In the second part full time 

and flexible working models were compared in terms of labor costs. In the third part labor cost decreasing 

opportunities of the TEA, SSI and SME were handled. As the result, the contributions of the flexible 

working models were placed in order to attract the attention of the foreign capital to Turkey, for Turkish 

entrepreneurs and employees.  

 

1. ALTERNATIVE WORKING MODELS IN BUSINESS 

The businesses without the ability of production of stability or capacity during the crisis period requires to 

present balancing chance to employer. Decrease of labor costs especially provides breath and secure the 

competitiveness of the business. The requirement of paying 45 working hour payment during the crisis 

period and 46 working hours in the normal periods tie up the businesses. This occasion aggravates the 

cancellation of the work contracts because of the labor cost load during the recession periods (Mess, 

2002: 46). 

Sample flexible models that are presented to the businesses should not be seen as a general recipe. 

Models in fact should be selected and applied according to the need and target of the production units. 

Copied flexible work models have no chance to be successful. Nowadays there is not a single type 

flexible work model and a general recipe to be presented to the businesses. Businesses should develop 

flexible models parallel to their needs, customer and market conditions. Because of that reason the 

flexibility on the working hours should be designed dynamic in connection to the changing needs. 

Therefore models should vary continuously in connection with the variable environmental factors (Mess, 

2002). 

Nowadays it is observed that mass production has become a situation that cannot respond to market 

fluctuations and demand changes of Fordist Production which adopts division of labor and full time 

employment style. For this reason flexible production was started to be applied. Increase on the economic 

recession and unemployment, globalization and international competition, importance of grow up and 

export requires flexible working. Instead of protecting just the worker, the idea of protecting both the 

business and the worker is rising up (Yavuz, 1995:1). 

Nowadays the concept of flexicurity becomes prominent on behalf of the both business and workers as 

alternative working orders has become more secure. Flexicurity has entered to labor relations literatures 

in the middle of 1990s. It expresses an employment policy that foreseen supporting flexibility via security 

in labor market and employment relations. Flexicurity is the security which is provided to the labor 

working the atypical workforce. Flexibility of the labor market is the support of the employees with social 

advantages affected by that (ITO Publications, 2011: 122). There are two models which are proposed to 

include the atypical employees into the social security system and interacting each other. Flexible 

insurance and minimum insurance model. 
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Flexible insurance is based on the change of premium amount according to unemployment risks or part 

time employment agreements. It is the compensation of the rights of the part time workers by paying 

higher amounts of security premiums. Minimum income model foreseen that the state pays a base salary 

without considering the statute of the citizens (Dur, 2011: 68). Turkish Social Security Legislation and 

generally flexicurity concept for Turkish labor market concept were perceived as providing social 

securities of individuals who are working subject to atypical working types, concepts as flexible insurance 

have not entered to the Turkish legislation. (Dur, 2011) In case of paying premium on demand of the 

insurance of owner within the same month in which the owner has worked less than 30 days in 

accordance with the Article 80 and the premium periods which is calculated by dividing the daily 

working hours to aforementioned periods in compliance with the Law 4857, the paid periods is added to 

the day number without exceeding 30 day and these periods are accepted as insurance periods. The 

activity that is expected by the atypical employees is self-paying their premiums relating to the 

unemployed periods within the month. Even this issue is important for the atypical workers, this group 

which is working at the low income jobs shall not be eager to pay the premiums (Dur, 2011).  

 

1.1. Part-Time Job 

Part-time job is an arrangement which means working for less than the normal weekly or monthly 

working periods without having any obligation to compensate the missing hours later (Acar, 1993: 21). 

 

1.2. Different Types of Part-Time Job  

 

1.2.1. Flexible Part-Time Job 

As a concept, flexible part-time job relates to a kind of work which includes a working time less than 

fixed working time in an office. The authority of determining the conditions and the period of work 

belongs to the agents. In contrast to classical part-time work, either the employer or the employee has the 

possibility to determine the content of working time later. In this sense, flexible part-time job, different 

than traditional part-time job, includes flexible working period instead of a fixed working time (TĠSK, 

2001,29). 

“Flexible working period model can be described as determining the working hours in a specific period 

under the condition of relying on „a basic working time‟ (Dinçer, 1994:154). 

 

1.2.2. Job Sharing 

Job sharing is a system which combines the advantages of full-time work and part-time work. In this 

model the performance of service is shared by numerous workers. The ones who share the job also 

undertake the responsibility of carrying on the job during the working period. “In job sharing system, a 

job, which can be performed by a full-time employee, can be accomplished by two part-time employees.” 

(Acar,1993) 

 

1.2.3. Flexible Working Period: 

One of the oldest types of flexible part-time jobs is flexible working period. The workers have to work 

during the period which has been determined legally. However, they can also determine the starting and 

finishing time of work and the daily working period themselves. As can be understood from the 

definition, flexible working period has two different models.  These are: (Tisk: 2001) 
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- Simple Flexible Working Period: 

In this type of flexible working period, the daily working period is determined beforehand. The worker 

can only determine the starting time, break time and the finishing time of work himself. So, the worker 

has the choice of starting or finishing the job late or early. 

- Qualified Flexible Working Period: 

In this model, the worker can also determine the daily working period himself. On condition that he work 

through the fixed working time, the worker has the chance to equalize the times he worked or he didn‟t 

work, later by working less or more. Thus, the worker can compensate the times which he didn‟t work or 

he can have free time by working through that period beforehand. 

 

1.2.4. Work on Call  

In the foundation of these work model; decreasing the working hours selectively during the low demand 

periods and possibility of work on call during the high demand periods are placed.  

 

1.3. Other Types of Flexible Work Models 

The other types of work are discussed below:  (Tisk: 2001)  

 

1.3.1. Condensed Working Week 

In the condensed working week, the total working time in a week can be accumulated over a two or three-

day-period. For instance, a job of fourty hours a week can be condensed in four days. Condensed working 

week means more free time and more opportunities of career educations fort he employees. For the 

employers, it means a reduction in current costs and an opportunity of performing the repair jobs without 

stopping the work. 

 

1.3.2. Yearly Working Periods 

In some business offices, where the amount of business periodically increases or stays in the minimum, 

the average working time is predicted by balancing the over working time against the minimum working 

time throughout the year. In this model the wages are determined according to the average working time, 

not the active working time. Thus, there is no decrease in the wages during the minimum working period. 

 

1.3.3. Flexible Shift System 

Instead of two or three shifts (8 hrs.) in the work place, either floating flexible shift systems are applied or 

more than one part-time shift groups are formed and an integrity is obtained by setting these groups in 

order. This kind of shift system is useful when it is planned to have a rise in productivity or when the shift 

workers also want to work part-time. 

 

1.3.4. A smooth pass to retirement 

Being an alternative to the sudden retirement of the worker, this system gives an opportunity to employ 

the worker in gradually diminishing periods after a particular age. In this system, more opportunities are 

given to the worker who is close to the age of retirement. Thus, the aim of this system is to release the 

worker of the sudden retirement shock and to reduce his working time considering his age. 

 

1.3.5. Work at Home 

Giving someone a job at home or working at home, which came on the scene in the beginning era of 

industrialization, has come up again in the period of industrialization. On the contrary to classical 

working models, the job is done at home. In this model of home-office, which is considered as one of the 
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most recent offices, the employer is not interested in how and when the job is done, but he is interested in 

what the employee does. (Tengilimoğlu ve Tutar: 2003, 49) 

 

1.3.6. Tele Work 

It is one of the recent models of work, which was established via using computer and communication 

technologies. The characteristics of tele-work are: (i) the job can be done anywhere out of office, (ii) there 

should be a communication line between this place and the office, (iii) the job should be performed via a 

programmable tool. 

 

1.3.7. Business on Loan 

It is a kind of business in which the employer temporarily lends one of his employees, whose labor 

contract he owns, to another employer. This model can be useful when the employer, despite having some 

difficulties, does not want to dismiss his employees. Lending employees temporarily can disburden the 

employer. On the other hand, the employer can meet his temporary labor force requirements from another 

employer. 

 

1.3.8 Business Design 

Business designs are briefly discussed below: 

 

1.3.8.1. Business Rotation 

This represents an employee‟s periodical job switch. Here there is more than one job. The employee 

exchanges his job periodically in order to prevent the monotony of his job and to minimize the problems 

of a repetitive work which needs care and attention. (Robbins: 1989, 206) The simplest type is to 

exchange two employees. However, there are some organizations which apply more complicated 

exchanges considering many employees. (Can: 1992, 180) 

1.3.8.2. Expanding a Business 

The managers are now conscious that an employee cannot be motivated by wealth and material gains for 

long time productivity. So it‟s better, for example, to give an employee the responsibility of operating 

more than one machine instead of operating only one. (Sondeno: 1985, 345) 

1.3.8.3. The Enrichment of a Business 

 The enrichment of a business was put forward by Frederick Herzberg‟s studies on motivating and 

maintaining factors. The aim of enriching a business is to rearrange a business so that the employee could 

be motivated by getting the opportunities of achievement, getting known, responsibility, improvement 

and personal development. Enrichment includes various opportunities such as planning and organizing 

the business, self-controlling one‟s own success, gaining high skills and knowledge, getting more 

autonomy and responsibility, improving oneself, and expanding the business vertically. It is not necessary 

to do more than one job. However, it requires more responsibility and autonomy. In brief, enrichment is 

the sum of efforts which are made to value the business for the employee. These efforts do not mean 

changing the quality of the business, but they mean sharing the authority of planning and deciding with 

the subordinate employees. (Eren: 1993, 313) 

 

2. COMPARING FULL-TIME JOBS AND FLEXIBLE WORKING MODELS: 

 

Part-time jobs have a background of limiting the working periods and letting the women get into business 

life. According to ILO (International Labour Organization) authorities, part-time work is defined as a 

regular work which is carried out during the period shorter than normal working time and this period is 
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determined on a mutual agreement. Being one of the most characteristic among atypical work models, 

part-time work is a current issue with flexibility discussions in our country. Part-time work can be applied 

as working the whole day in specific days of the week or working for a small period in the week days. 

(Centel: 1992, 9) Business rotation, job sharing, flexible working period and work-on-call are the types 

which are specific in Part-time work. (Süzek: 2002, 235) 

Part-time work and work-on-call, which is a special type of it, were arranged with the Law No. 4857. The 

basic law about business had been Law No. 1475 since Law No. 4857 came into effect in 2003. However, 

Law No. 1475 did not include any arbitraments about part-time working models. 

The Labor Law, No. 4857, which was adopted in 22.05.2003, enabled Part-time work Contract and Work-

on-Call Contract to be applicable by both the employees and he employers. Thus, there has been 

accordance with EU working guide no. 97/81. In this study, Part-time Works were compared in the field 

of cost, among the employees working on Full-time work contract. 

In the second article of the 13th item, it is declared that a full-time worker and a part-time worker cannot 

be discriminated for their financial benefits unless there is a righteous cause. In the same item, it is also 

expressed that the divisible financial benefits of Part-time Workers can be paid proportional to the 

working time compared to the Full-time precedent worker. 

In this study, the labor costs of a full-time worker and two part-time workers employed instead of one 

full-time worker, who works for the same time, will be evaluated. 

According to our Labor Laws, the working period of a worker who works full time is 45 hours at the 

most. That means a 7.5 hours work in six days. An employee who has worked for six days can be given a 

full day off. The wage of this off-day is paid in equivalence with the wage of a working day. 

If weekly working period of 45 hours exceeds, the exceeding time is called Overtime. According to our 

Labor Law, an employee can work up to 11 hours a day. The work over 7.5 hours a day is considered as 

Overtime working. Overtime labor is paid in supplementary rate of %50. 

According to the 13. and 46. items of Law No. 4857; if part time workers or workers-on-call work for 

five days a week or less than five days a week, they cannot get the chance to have an off-day. 

 

According to the first article of the 13. item of Law No. 4857, when an employee‟s usual working time is 

determined as shorter than an equivalent employee working on ful-time contract, this contract is part-time 

job contract. According to this item, part-time workers should work less than 45 hours which is the 

working period of full-time workers. As to the 41. item of Law No. 4857, weekly working period of a 

part-time worker should be less than 45 hours; if they work up to 45 hours, that is Overtime working. 

Each hour they work overtime is paid %25 more than usual cost per hour.  

Regarding the explanations above, if we employ two part-time workers instead of one full-time worker 

for a specific job; 

a) The full-time worker should be given an off-day, and also should be paid fort his off-day. However, if 

two part-time workers are employed instead of a full-time worker in the week days, and they are 

employed for three days each, since the condition that “they should work for six days without any 

intervals” will not come true, these two part-time workers will not have the right to be given an off-day. 

Therefore, if part-time workers work for their usual working period in the afternoon, they will not benefit 

from the transport service and the lunch devoted by the employer. 

b) A full-time worker gets 50 % extra charge when he works overtime. Meanwhile, for the same period 

worked overtime, two part-time workers get 25 % extra charges. 

c) As a result of a study on the connection of part-time work and unemployment rate, the information 

below was found: (Tisk: 2001) 
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         England    Holland     Italy     Spain      France        Germany 

Part-time Work         24.9       38.0 7.1    8.2         16.8   17.5 % 

Unemployment Rate     6        3.2 12.0    16.1         11.2   10.5 % 

 

 

Example 1; The salary of a full-time worker with 10 hours overtime work is given in table 1. The cost of 

minimum wage employee is 2.152,08 TL as of January 2016. The payroll of the example is given as 

below.  

1. Payroll on full-time working (Example 1) 

2. Total Monthly Gross Salary = 1647 TL Minimum wage January 2016  

3. Overworking Total= Work hour x 1.50=109,80 

4. SIA premium of the employer=(1647+109,8) x 20,5=360,14 

5. Employer Unemployment Insurance Deduction=(1647+109,8)x0,02= 35,14 

6. Total Labor Cost 

 

Total Labor Cost= Total of Monthly Salary + Overworking Total + SIA share of the employer + 

Employer Unemployment Insurance Deduction 

 

Total Labor Cost= 1.647 + 109,80 + 360,14 + 35,14= 2.152,08 TL 

 

Example 2; In case of employing 2 part-time workers in the place of full-time workers, (Total Labor Cost 

(807,03)= Total of Monthly Salary(658,8) + SIA share of the employer(135,05) + Employer 

Unemployment Insurance Deduction (13,18)) the cost of the employees are calculated as 

807,03x2=1614,06 TL. Payroll example is given above. The labor cost of full-time worker is 2.152,08 TL 

and part-time worker is 1.614,06 TL. Part-time working decreases the labor costs.  

 

3. COST REDUCTION OPPORTUNITIES OF TEA, SIA AND SME 

 

3.1. Opportunities of TEA 

On the job training programs, on-the-job training for university students new participant request and 

entrepreneurship programs were determined and explanatory information is identified as below:  

(iskur.gov.tr) 

 

3.1.1 On-the-job Training Programs 

These programs are organized in order to train the unemployed persons to gain professional experience in 

the workplaces that carry minimum conditions. Besides paying 36.50 TL/daily to the trainees, 

occupational accident, occupational illness and general health insurance premiums are paid by the 

institutions. The duration of the program is at least 160 working days (approximately 6 months). The 

institution pays the cost of learning business and adaptation in this program. In other words it is a 

program in which employees are backed up at the rate of 10 %. 

At least 2 insured worker must be employed to be benefited from these programs. Employers may request 

10 % of their employees within the city limits. (For example: 1 participant for 2 employees, 1 participant 

for 10 employees, 2 participants for 11 employees and 3 participants for 21 employees). These programs 

are organized in the registered work places of registered unemployed persons with the aim of 

strengthening their theoretical information and gaining professional experience.  



British Journal of Economics, Finance and Management Sciences 53 

March 2016, Vol. 11 (1) 

 

 

© 2016 British Journals ISSN 2048-125X 

 

 

The program allows the employers to raise their own personnel‟s own self. Employers may request the 

participants from the institution and also determine the participants themselves.  

The institution pays 36.50 TL to the trainees for each day participated in the training, occupational 

accident, occupational illness and general health insurance premiums. Employers do not pay any money 

during the program.  

In order to request new participants, employers have to employ at least 20 % of the participants at least 60 

days with the same occupation in their or another work places within the last 1 year.  

Half of the gross minimum wage performed by the employer in addition to the payments performed by 

our institution are accepted among the amounts which will be deducted in accordance with the tax code 

(No 193 General Tax Code) In case of employment of the participants within 3 months after the 

completion of the program, insurance premiums of these employees shall be compensated by the 

Unemployment Insurance Fund for 42 months for the production industry and 30 months for the other 

sectors for the persons who are over 18 and below 29 years old. (www.iskur.gov.tr) 

 

3.1.2. On-the-job Training Programs for University Students 

On-the-job training may be arranged for 160 actual day at most in the workplaces with at least one 

employee and registered to TEA, associations, foundations, professional organizations with public 

institution status, syndicates, commerce of industry and trade, public notaries, State Economic Enterprises 

under 50 % share. It is possible to participate in the training at least 5 and at most 8 hours a day. It 

continues 6 days a week at most. Program may be adjusted 1 or 2 days a week according to attendance 

status. Days and hours may be determined without affecting your attendance to your classes. 38,48 TL is 

paid to the participants of On-the-Job Training of TEA.  

In case of employment within 3 month time after the ending of the training, SIA employer contribution 

part of the premiums of these employees shall be paid by the Unemployment Insurance Fund for 42 

months for the production industry and 30 months. Occupational accident, occupational illness and 

general health insurance premiums are paid during the program. Scholarship and study credit of the 

university students are not checked off.  

 

3.1.3. Entrepreneurship Programs 

In order to benefit from entrepreneurship support of Small and Medium Enterprises Development 

Organization (SME), it is required to get Entrepreneurship Certificate by participating 70 hour Applied 

Entrepreneurship training program. SME provides grant up to 30.000 TL and interest free credit up to 

70.000 TL. 

TEA assists candidate entrepreneurs to increase their numbers, form new employment environments and 

found their own businesses. Also training payment for the trainees are provided as in other programs.  

 

3.2. Opportunities of SIA 

Incentive Opportunity No 5510 and Incentive opportunity No 6111 has determined and identified below 

(sgk.gov.tr):  

 

3.2.1 Incentive Opportunity No: 5510 

5 % discount shall be applied on the SIA Employer Shares for the ones who have not any debt (Over the 

gross wage). The cost of the employee before discount incentive is 2.000,00 TL salary + SIA Employer 

Premium (2,000x 0.02 %) + SIA Unemployment Premium). Workforce cost for the employers who do 

not benefit from the mentioned incentive is 2.000.00+410+40= 2450. In case of benefiting from the 

incentive, the cost is 2.000,00 TL salary + SIA Employer Premium (2,000x 20.5 %) + SIA 
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Unemployment Premium). Workforce cost for the employers who do not benefit from the mentioned 

incentive is 2.000,00+310+40= 2.350,00. In case of benefiting the incentive, a company shall save 100 

TL/Month for an employee. When such amount was multiplied with the number of the workers, it is very 

advantageous in case of crisis.  

 

3.2.2 Incentive Opportunity No: 6111 

Employment of males between 18-29 ages and females older than 18 years old in addition to the number 

of the worker of the last 6 months and who are unemployed for 6 months. SIA provides 100 % discount 

for the employer share. For example the cost of an employee before without using discount incentive is 

2.000 TL salary + SIA Employer Premium (2.000 x 20.5 %) + SIA Unemployment Premium (2.000 x 

0.02 %). The cost of an employee without benefiting the incentive is 2.000+410+40=2.450 TL. In case of 

benefiting from the incentive the cost will be 2.000 salary + SIA Unemployment Premium (2.000 x 0.02 

%)= 2.000+40=2.040 TL. In case of benefiting the incentive the business shall make 410 TL saving for 

just an employee monthly.  

 

3.3 SME Opportunities 

Opportunity of qualified personnel employment and consultancy support is determined and identified as 

below. (kosgeb.gov.tr) 

 

3.3.1. Qualified Personnel Employment Support 

This kind of support is provided for at least licence degrees with new employment. This support is 

provided for the qualified personnel employed within 30 (thirty) days as of the date of support request 

application or the personnel who is employed newly and does not exist in the SEI Insured Service List 

containing the last 4 (four) month. The business can benefit from this support at most 2 (two) personnel 

within the upper limit of support. Monthly upper limit of this support is calculated from the net salary of 

each personnel employed and shall not exceed 1.500 (one thousand five hundred) TL. Minimum living 

allowance is not included in the net salary. The upper limit of the support is 20.000 (twenty thousand) TL 

during the program.  

 

3.3.2. Consultancy Support 

The support is provided for the businesses for General Management, Preparing Projects to benefit from 

the EU and other International Sources, Preparing Work Plan, Investment, Marketing, Production, Human 

Resources, Financial Affairs and Finance, Foreign Trade, Computer and IT, Energy Technologies, New 

Technic and Technologies, Product Design Certification within the content of CE and CE Certified 

Production and Environment.  

Service can be provided from universities, units of the universities which were established in order to 

provide consultancy services for the businesses, state institutions and organizations which owns 

consultancy services in their law of establishment and consultancy institutions with Turkish Standards 

Institute (TSI) Service Adequacy Certificate, foundations and associations within the support. 

Consultancy service term is 20 personnel/day for each topic and shall not exceed 4.000 (four thousand) 

TL. The upper limit of the support is 15.000 (fifteen) TL during the program.  

 

RESULT  

Flexible working systems has entered to Labor Law and provided competition power for the domestic 

entrepreneurs with Law No 4857. Also this law shall attract the people to Turkey because it will be 

possible to work in Turkey with methods in EU. Law No. 4857 provides Turkish entrepreneurs the 
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necessary reduction in labor cost so that they could compete in the international arena. With Law. No. 

4857, flexible working systems have entered into the Labor Law. Furthermore, this law has enabled 

foreign capital work in Turkey with the similar methods used in EU, which will cause foreign currency 

come into Turkey. With Law No. 4857, instead of old fashioned and expensive methods, flexible, 

progressive and low cost employment will be possible. Foreign entrepreneurs will prefer the countries 

where they can apply flexible working systems which reduce labor cost to the minimum. 

The cheap labor cost in Turkey would make Turkey the center of attention. We have the example of 

China; with its low labor cost, China not only attracts the foreign entrepreneurs but also increases his 

export income by increasing his external trade.  

By Law No. 4857, instead of classical industrial methods, flexible methods will be adopted and the level 

of competition will be increased by rearranging labor costs. 

The enhancement in the export income of Turkey is in direct proportion with the level of competition in 

the international trade. To cope with the commercial and technological developments in the world, it is 

inevitable to use flexible methods that would help a decrease in the cost of labor. 

The working periods seem to be an attractive issue considering its level of competition for either native or 

foreign entrepreneurs. Thus, both the length of working period and the flexibility of it are the factors that 

affect the level of competition. As a result of a study on the relationship between part-time work and the 

unemployment rate, it is found out that, England has the highest ratio of part-time work and Holland has 

the lowest ratio of unemployment. As can be understood from the chart, it is sure that part-time work 

enables an increase in employment. 

An employee may be worked with 0 (zero) cost because labor costs are supported by the Labor Agency 

with Labor Agency on-the-job trainings for six months. Employers shall not pay any cost during these 

training period. Premiums of these employees shall be paid by the Unemployment Insurance Fund for 42 

months for the production industry and 30 months. 

Premiums of license degree graduates shall be paid by the Unemployment Insurance Fund for 42 months 

for the production industry and 30 months. Occupational accident, occupational illness and general health 

insurance premiums are paid during the program. Scholarship and study credit of the university students 

are not checked off. 

SME provides grant up to 30.000 TL and interest free credit up to 70.000 TL. 

5 % discount is being applied to the employers who don‟t have any debt in compliance with the SIA 

incentive No 5510. 100 % discount may be applied with SIA incentive No. 6111.  

Monthly upper limit of this support is calculated from the net salary of each personnel employed and shall 

not exceed 1.500 (one thousand five hundred) TL. Minimum living allowance is not included in the net 

salary. The upper limit of the support is 20.000 (twenty thousand) TL during the program. Consultancy 

service term is 20 personnel/day for each topic and shall not exceed 4.000 (four thousand) TL. The upper 

limit of the support is 15.000 (fifteen) TL during the program. The opportunities of Labor Agency, SIA, 

SME shall be seized.  
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