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ABSTRACT
Locating Turkey's Active Labour Market Policies within Activation Typologies:

Enabling or Workfarist?

Labour market activation has emerged as a significant research area in the social
policy literature due to the relevant policy developments of the last decades
throughout the world. In Turkey, labour market activation mechanisms, including
ALMP (active labour market policy) programmes, have also gained momentum in
the policy framework, particularly in the last decade. This study explores the
workfarist and enabling elements of ALMP and other activating labour market policy
programmes of Turkey within the analytical framework put forth by Dingeldey
(2007) and locates the case of Turkey in the activation typologies developed by
Barbier (2004a) and Serrano Pascual (2007a). As the literature on activation
typologies disregards the implementation dimension, the methodology of the study
incorporates the thematic analysis of the 13 semi-structured in-depth interviews
conducted with ISKUR officials and the content analysis of legal and policy
documents regarding labour market activation in Turkey. The findings of the study
reveal that ALMP and other activating labour market policy programmes of Turkey
are stronger in their workfarist elements than in their enabling elements in
comparison. Nonetheless, workfarist elements are not implemented coercively and
systematically due to several institutional factors. Regarding the activation
typologies, it is asserted that the case of Turkey diverges from the ideal types, but it
is closer to the liberal type within the typology developed by Barbier (2004a) and the
economic springboard regime within the typology developed by Serrano Pascual

(2007a) when compared to the other types.



OZET
Tiirkiye Aktif Isgiicii Piyasasi Politikalarmin Etkinlestirme Tipolojileri i¢inde

Konumlandirilmasi: Destekleyici mi Caligtirmact mi1?

Isgiicii piyasasinin etkinlestirilmesi, diinya capindaki politika gelismelerine karsilik
olarak sosyal politika alan yazininda son yillarda ragbet gormekte olan bir arastirma
alam olarak karsimiza ¢ikmaktadir. Tiirkiye'de aktif isgiicii piyasasi politikasi (AIPP)
programlarini da igeren isgiicii piyasasi etkinlestirme mekanizmalari, 6zellikle son on
yilda politika siire¢lerinde ivme kazanmistir. Bu ¢alisma, Dingeldey (2007)
tarafindan ortaya konan analitik cerceve baglaminda Tiirkiye'nin AIPP ve diger
etkinlestirici isgiicili piyasasi politikast programlarinin ¢aligtirmaci ve destekleyici
bilesenlerini aragtirmakta ve Tiirkiye 6rnegini Barbier (2004a) ve Serrano Pascual
(2007a) tarafindan gelistirilen etkinlestirme tipolojileri iginde konumlandirmaktadir.
Alan yazininin uygulama boyutunu goz ardi etmesi sebebiyle calismanin yontemi
Tirkiye'de isgiicii piyasasinin etkinlestirilmesine iliskin yasal belgelerin ve politika
belgelerinin igerik analizi ile 13 Tiirkiye Is Kurumu (ISKUR) yetkilisiyle
gerceklestirilen yar1 yapilandirilmis derinlemesine miilakat sonucunda elde edilen
verilerin tematik analizini bir araya getirmektedir. Calisma, AIPP ve diger
etkinlestirici igglicii piyasasi politika programlarinin, ¢alistirmac bilesenlerinde
destekleyici bilesenlerine gore daha giiglii oldugunu ortaya koymaktadir. Bununla
birlikte, cesitli kurumsal etkenler nedeniyle ¢alistirmaci bilesenler zorlayici ve
sistematik bir sekilde uygulanmamaktadir. Calismada Tiirkiye 6rneginin
etkinlestirme tipolojileri agisindan Barbier (2004a) tarafindan gelistirilen tipolojide
liberal tipe, Serrano Pascual (2007a) tarafindan gelistirilen tipolojide ise ekonomik

sicrama tahtasi rejimine daha yakin oldugu ileri siirtilmektedir.



ACKNOWLEDGEMENTS

First and foremost, I would like to thank Dr. Basak Akkan and Assoc. Prof. Volkan
Yilmaz for their guidance, support, and patience throughout my thesis process.
Without their endless encouragement, it would not have been possible for me to
write down this thesis. | cannot thank them enough for their contributions to my life.
I also would like to express my deepest gratitude to Emeritus Prof. Ayse Bugra, in
addition to them, for the most instructive and exciting academic journey at the M.A.
Programme in Social Policy. | feel privileged to be one of their students. | also owe
many thanks to the other members of my thesis committee, Assoc. Prof. Tuna
Kuyucu and Assist. Prof. Osman Savagkan for their insightful feedback.

Bogazi¢i University Social Policy Forum has not only contributed to
academia with its significant bulk of research but also provided me with a supportive
work environment in which | could develop valuable research skills and have met
wonderful people to whom I owe sincere thanks: Piiren, Verda, Begiim, Anil, Ekin,
Oguzhan, Remziye, Simla, Tugba, and Zeynep. I would like to express my
appreciation to my dearest friends Esra, Sule, and Umit Can. Daglar, Mine, and
Sevcan also deserve special thanks as my fellows in the graduate department.

I would also like to present my special thanks to my parents, Ayta¢ and Can
Canbazer and my loveliest siblings, Sumru and Emre for all the love and support and
for making this thesis possible in very many ways. | am also very much grateful to
Cem for always standing by me.

I would like to acknowledge and thank for the financial support of TUBITAK
2210-A Genel Yurt I¢i Lisansiistii Burs Programi (The Scientific and Technological

Research Council of Turkey General Domestic Graduate Scholarship Programme).

Vi



TABLE OF CONTENTS

CHAPTER 1: INTRODUCTION. ..ottt 1
1.1 Research methodology..........cooiiuiiiiiiiii e 7
1.2 Outline of the chapters............oooviiiiiiiii e, 13
CHAPTER 2: LITERATURE REVIEW......o e, 15
2.1 ALMPS. ..t 15

2.2 ALMPs and related concepts: Activation, workfare, employability, and

€NAbIING POLICIES ...nvettit e 30
2.3 ALMP and activation typologies ...........ccceieiiiiiiiiiiiiiiiiniannnn, 48
2.4 CONCIUSION. ...ttt e 66

CHAPTER 3: THE BACKGROUND OF ACTIVE LABOUR MARKET POLICIES

IN TURKEY .. 69

3.1 The historical development of ALMPs and the public employment

agency In TUIKeY ... ..ot 70
3.2 Active labour market policy programmes in Turkey....................... 87
3.3 Other activating labour market policies................ccoeeviiiininnnn 113
3.4 The link between social assistance and employment..................... 119

3.5 A review of studies on the evaluation of the workfarist and enabling

elements of ALMPs in Turkey..........coooviiiiiiiiiiiiiiiiii e 125
3.6 CONCIUSION. ...ttt e e e e aeaens 128
CHAPTER 4: FINDINGS AND ANALYSIS. ..ot 132



4.2 The implementation dimension of workfarist and enabling elements of

ALMPS in TUurkey.....c.ooviiiiii e 150
O I 010 1161 11153 o) s 170
CHAPTER 5: CONCLUSTION . . .ottt ettt e, 174

APPENDIX A: THE LIST OF THE LEGAL AND POLICY DOCUMENTS ON
LABOUR MARKET ACTIVATION INTURKEY ..ot 182
APPENDIX B: SEMI-STRUCTURED INTERVIEW QUESTIONS............... 189

APPENDIX C: SEMI-STRUCTURED INTERVIEW QUESTIONS

(TURKISH). ... oo, 193
APPENDIX D: ETHICS COMMITTEE APPROVAL FORM. .........cccvvvn.... 197
APPENDIX E: CONSENT FORM...........ueeeeiie et 198
APPENDIX F: CONSENT FORM (TURKISH)........ccoveeioeeeeieeeeeneeene. 200

APPENDIX G: LONG QUOTATIONS OF THE RESPONDENTS
(TURKISH). ...t 202

REFERENCES. ... e 206

viii



AFDC
ALMP
CCT
CEC
COVID-19
CcVv
EES
EU
ILO
IEP
[IBK
ISKUR
JDP
JSA
OECD
PLMP
PRWORA
SEE
SYDV
TANF
TL
TUIK

TYP

ABBREVIATIONS

Aid to Families with Dependent Children
Active Labour Market Policy
Conditional Cash Transfer

Commission of the European Communities
Coronavirus Disease 2019

Curriculum Vitae

European Employment Strategy
European Union

International Labour Organization
On-the-job Training Programme
Institution of Finding Job and Worker
Turkish Employment Agency

Justice and Development Party

Jobseeker’s Allowance

Organisation for Economic Co-operation and Development

Passive Labour Market Policy

Personal Responsibility and Work Opportunity Reconciliation Act

State Economic Enterprise

Social Assistance and Solidarity Foundation
Temporary Assistance for Needy Families
Turkish Lira

Turkish Statistical Institution

Programme for the Community Benefit



uB

Ul

UK

UN

USA

WB

Unemployment Benefit
Unemployment Insurance
United Kingdom

United Nations

United States of America

World Bank



CHAPTER 1

INTRODUCTION

One can notice the increasing penetration of ALMP programmes into daily life while
waiting in the checkout queue in a supermarket in Turkey. It is quite likely to
encounter a small signboard stating that a labour market training programme
financed by the Turkish Employment Agency (Tiirkiye Is Kurumu, ISKUR) is being
operated in a workplace one walks into. The increasing visibility of ALMP
programmes inspired some early questions regarding the evaluation of ALMP
programmes of Turkey in a comparative activation framework which led to this
thesis.

This thesis basically inquires research questions “Where Turkey’s ALMP and
other activating labour market policy programmes fit within the continuum between
workfarist and enabling types?”, “Are the ALMPs in Turkey stronger in the workfare
or enabling elements?”, and “Where does the case of Turkey approximate to within
dominant activation typologies?”. In this study, firstly the legislative and policy
framework is put under scrutiny to be able to address those inquiries. Secondly, a
field work research relying on semi-structured in-depth interviews with thirteen
ISKUR officials was conducted to investigate the implementation dimension of
ALMP and other activating labour market policy programmes in Turkey. The
literature on ALMPs and labour market activation revolves around the concepts of
activation, workfare, employability, and enablement. Therefore, the programmes
which are under scrutiny are also evaluated with respect to those concepts. The study
has therefore two objectives: to evaluate the workfarist and enabling elements of

ALMP and other activating labour market policy programmes following the



analytical framework developed by Dingeldey (2007) and to locate the case of
Turkey following that analysis within the prominent activation typologies found in
the literature, namely those of Barbier (2004a) and Serrano Pascual (2007a).

Labour market policy undoubtedly constitutes one of the pillars of social
policy. It is a prominent policy domain for welfare state transformation (Dingeldey,
2007). Welfare states went under transformations to integrate more people into the
labour market due to the rising global competition in wages and increasing labour
costs within the context of economic globalization (Barbier, 20044, p. 47). The
welfare state is presumed to be increasing labour costs and simultaneously
encouraging welfare dependency (Barbier, 20044, p. 47). In this framework,
activation refers to a common characteristic of the changing relationship between
social protection and employment or work (Barbier, 20044, pp. 47-48). Labour
market activation in that regard is in great demand from the perspective of many
countries and supranational and international organizations.

ALMPs are labour market activation mechanisms (Kenworthy, 2010) as
policies aimed at enhancing the prospects of unemployed persons to find jobs (Nie &
Struby, 2011, p. 36). They are also adopted as a mechanism to address the problem
of unemployment (Boone & Van Ours, 2009; Ehlert, 2015; Kenworthy, 2010).
ALMP programmes basically entail the services of job search assistance, labour
market training, private sector employment incentives, and the creation of public
sector employment (Kluve, 2014, p. 9).

The origins of ALMPs have generally been traced back to the 1950s” Sweden
in the literature (Barbier, 2004a; Kenworthy, 2010; Ledemel & Trickey, 2001).
ALMP programmes started to proliferate in various countries in the mid-1990s, with

Denmark and Norway being the pioneers in this movement (Lodemel & Trickey,



2001, p. 26). Correspondingly, the topic of ALMP has become a popular domain for
academic inquiry in the early 2000s, following the popularization and the adoption of
ALMPs in various countries, particularly in Europe.

Turkey is not an exception to the adoption of the activation trend. The public
employment agency which would evolve into ISKUR was established in 1946 and it
then started to provide job placement services (The Republic of Turkey, 1946). The
labour market activation efforts of Turkey intensified in the late 1980s with the
promotion of labour force training courses which would be conducted by the public
employment agency (The Ministry of Labour and Social Security, 1988, Article 1).
In this period, structural adjustment reforms were influential on the labour market
policy with respect to country’s transition into neoliberal economic order. Workers
were going to be displaced due to the privatization of state economic enterprises
(SEEs), so they needed new ALMP programmes to be able to reintegrate into the
labour market. In the early 1990s, steps were taken for establishing more extensive
job search assistance and job placement services (Coskun, 2017). The number and
scope of ALMP programmes were extended as a response to the Marmara
Earthquake in 1999 and economic crisis of 2001 (Savaskan, 2007) and later during
the financial crisis of 2007-2008 (Korkut, Kiirsat, & Tetik, 2015). Today, ALMP
programmes are used intensively in the country. To illustrate, over half a million
individuals participated in labour market training programmes in 2019 (ISKUR,
2020a).

Scholars have attempted to identify and cluster dominant activation
approaches and activation regimes by drawing on individual country cases (e.g.
Barbier, 2004a; Daguerre, 2007; Serrano Pascual, 2007a). Most studies distinguish

between workfare and enabling approaches and types, albeit the terminologies



frequently differ (Barbier, 2004a; Bonoli, 2013; Daguerre, 2007; Dingeldey, 2007;
Eichhorst & Konle-Seidl, 2008; Nelson, 2013). Two activation strands could be
distinguished. The first activation approach which is referred to as “workfare”,
“work-first”, or “demanding” is demarcated by its enforcing and punitive attitude
towards welfare beneficiaries in case of non-compliance with labour market
(re)integration requirements (Aurich, 2011; Barbier, 2005a; Bruttel & Sol, 2006;
Dingeldey, 2007). Differently, an enabling or a social-democratic activation
approach that highlights human capital development and prioritizes training is more
generous regarding benefit levels and less strict regarding compliance regimens
(Aurich, 2011; Barbier, 2005a; Dingeldey, 2007; Lademel & Trickey, 2001). In this
framework, while the US and the UK exemplify the first approach, the Nordic
countries exemplify the second (Fossati, 2018, pp. 4-7).

According to the activation typology developed by Barbier (2004a), there are
two main ideal activation approaches adopted across Europe and two corresponding
activation types: the liberal regime and the universalistic regime. The liberal type
aims to encourage and incentivize individuals to (re)integrate into the labour market
(Barbier, 2005a, p. 8). In the universalistic type, on the other hand, social policies are
not tied to work-related requirements and a relatively high living standard of living is
ensured for welfare beneficiaries (Barbier, 2005a, p. 9). Within this activation
typology, while the UK is identified as closer to the liberal type, Denmark is deemed
closer to the universalistic ideal type and France is considered a hybrid case (Barbier,
2004a, pp. 56-57).

On the other hand, Serrano Pascual (2007a) comes up with an activation
typology which has five ideal types distinguished by citizenship status and social

rights in different institutional settings. These are the economic springboard regime,



the civic contractualism regime, the autonomous citizens regime, the fragmented
provision regime, and the minimalist disciplinary regime (Serrano Pascual, 2007a).
The economic springboard regime relies on incentivizing taking up work (Serrano
Pascual, 20074, p.301). The civic contractualism regime aims at making sure that
citizens fulfil their duties while offering extensive social rights (Serrano Pascual,
2007a, pp. 301-302). The autonomous citizens regime emphasizes individual and
collective responsibility to achieve self-determination and guaranteeing the
sustainability of the welfare state simultaneously (Serrano Pascual, 2007a, p. 306).
Under the fragmented provision regime, active social policy regime is rather
decentralized and it fails to offer sufficient coordination and funding (Serrano
Pascual, 20074, p. 308). The minimalist disciplinary regime, on the other hand, offers
a limited scope of welfare state intervention for individuals excluded from the labour
market (Serrano Pascual, 20074, p. 309).

An activating labour market policy typology was developed by Dingeldey
(2007). Dingeldey (2007) characterizes and compares welfare state reforms in
Denmark, Germany, and the UK regarding the strength of the workfare and enabling
elements of their ALMPs. Both the workarist and the enabling policies aim to
enhance labour market participation, nonetheless, workfare incorporate coercive
elements, whereas enabling policies entail the improvement of labour market
services (Dingeldey, 2007, p. 827). To measure the mix of workfare and enabling
elements, Dingeldey (2007) utilizes a set of indicators. For workfare policies, she
uses the indicators of unemployment benefit cuts and enforced labour market
activation (1), and compulsion through individual contracts (11). For enabling
policies, on the other hand, she utilizes the indicators of activation via job placement,

training programmes as part of activation policies, and the coordination of family



policy. Dingeldey (2007) concludes that while the UK is strong in workfare policies,
Denmark is strong in enabling policies, and Germany is in the middle ground but
closer to the stronger end regarding workfare policies (p. 847).

Against this background, the evaluation of ALMP and other activating labour
market policy programmes which are currently being implemented in Turkey from a
holistic point of view stands out as an important research topic. In that regard, this
thesis focuses on the ALMP programmes such as job placement services and labour
market training courses and other activating labour market policy programmes such
as the unemployment insurance (UI) and childcare policy. Recognizing the
significance of the growing interest in activating labour market policies at policy
level in Turkey, this thesis is aimed at exploring the workfarist and enabling
elements of ALMPs and other activating labour market policies which are in use in
the country and locating the case of Turkey in activation typologies developed by
Barbier (2004a) and Serrano Pascual (2007a). Therefore, this thesis mainly inquires
the evaluation of the ALMP and other activating labour market policy programmes
of Turkey in terms of the continuum between workfarist and enabling types. In that
regard, the exploration of those programmes in terms of the strength of their
workfarist and enabling elements and the location of the case of Turkey is within the
prominent activation typologies are other research interests guiding this thesis.

Although there are various studies regarding the workfarist elements of
certain ALMP or activating labour market policy programmes in the literature (e.g.
Dortlemez, 2019; Giin, 2016; Kapar, 2017), there is limited research inquiring the
workfarist and enabling elements of those policy programmes from a holistic point of
view. The literature on activation typologies disregards the implementation

dimension of labour market activation policies. Hence, this thesis draws on a



qualitative fieldwork which would bring the implementation dimension into analysis.
There is also a gap in the literature regarding the approximation of the case of Turkey
within activation typologies vis-a-vis their workfarist and enabling tendencies. This
thesis aims to contribute to the literature by evaluating the workfarist and enabling
elements of ALMP and other activating labour market policy programmes and
locating Turkey in activation typologies developed by Barbier (2004a), Dingeldey

(2007), and Serrano Pascual (2007a).

1.1 Research methodology

This thesis aims to explore the policy framing and the implementation of ALMP and
other activating labour market policy programmes of Turkey and locate the case of
Turkey within activation typologies introduced by Barbier (2004a) and Serrano
Pascual (2007a). In line with the literature, the two concepts that are being critically
explored in the thesis are workfare and enablement.

In dealing with the workfarist and enabling elements of ALMP and other
activating labour market policy programmes in Turkey, my research draws on the
analytical framework introduced by Dingeldey (2007). In evaluating the workfare
aspect, Dingeldey (2007) utilizes the indicators of unemployment benefit cuts and
enforced labour market activation (I) and compulsion through individual contracts
for workfare policies (I1). In evaluating the enabling aspect, the indicators of
activation via job placement (l), training programmes as part of activation policies
(11), and the coordination of family policy (I11) are being deployed. | will deal with
these indicators in my exploration of the case of Turkey.

The research is designed as a qualitative study incorporating administrative

data into the analysis by following the footsteps of Dingeldey (2007). The study



involved two phases. The first phase included content analysis of the relevant
documents that provided the framing of ALMP in policy texts. The second phase
included the in-depth interviews with the policy practitioners to get a better
understanding of the implementation process of the ALMP.

In this framework, firstly, the relevant legal documents, policy documents,
reports including but not limited to annual activity reports and development plans,
and other administrative data published by ISKUR and TUIK are examined in order
to understand the framing of the activating aspects of the labour market policy of
Turkey. More specifically, the documents under scrutiny are the Constitution, the
abrogated labour laws and the current labour law, the constituent and modifying laws
of ISKUR, the Law of the Promotion of Social Assistance and Solidarity, the Law of
Unemployment Insurance, the Law on Persons with Disabilities, the Law of Social
Insurance and General Health Insurance, circulars of various active labour market
policy programmes, directives of various labour market services such as training
programmes and job placement services, directives on the employment of persons
with disabilities and ex-convicts, directives on self-employment support schemes,
directives, circulars and protocols regarding the labour market (re)integration of
social assistance beneficiaries and the link between social assistance and
employment, the National Employment Strategy and relevant action plans, central
development plans and relevant specialization commission reports and action plans,
and finally, the strategic plans, annual activity plans, labour market reports, statistics
records, monthly statistical bulletins, and other bulletins of ISKUR. Hence, the
research covers legal and policy documents on labour market activation between

1936 and 2021. A complete list of those documents could be found in Appendix A.



At this level, the data are subject to qualitative content analysis. Content
analysis is an approach relying on the analysis of documents and texts with reference
to predetermined categories (Bryman, 2012, p. 289). In that regard, the
characteristics of workfarist and enabling elements are sought for in the legislative
and policy framework. While workfare typifies coercive components regarding
labour market participation, enabling elements entail the improvement of labour
market services (Dingeldey, 2007, p. 827). Administrative statistics provided by
OECD and TUIK are also utilized. The initial analysis of the documents generated
significant insights regarding the research question pertaining to the implementation
dimension of ALMP and activating labour market policy programmes. At this point,
it appeared crucial to critically explore the implementation process by interviewing
policy practitioners and receiving their perspectives. Accordingly, qualitative
interviews with the ISKUR officials were planned as the second phase of the
research.

ISKUR is the main implementer of ALMPs and other labour market
activation components such as the Ul scheme in Turkey. In-depth interviews were
conducted with ISKUR officials from different levels in order to shed light on the
implementation dimension of ALMP and other activating labour market policy
programmes and to grasp a clearer understanding of their policy objectives, target
groups, and implementations. By bringing the implementation dimension into
analysis, the research aims to present the perspectives of the implementers of those
policies and to interpret how workfarist and enabling elements of those programmes
are transferred into practice.

Interviewing officials from different levels and departments of the

organization could allow for exploring a wider perspective. Hence, the perspectives



of officials working in expert and street-level positions were needed to be explored.
Expert interviews are critically important for research on policy implementation
since experts are a part of the decision-making and implementation processes of a
policy (Meuser & Nagel, 2009). Experts can provide researchers with insider
knowledge (Bogner, Littig, & Menz, 2009, p. 2). The delivery of public services
involves more than the technical implementation of government regulations or laws
and workers implementing them play a crucial role from that perspective (Caswell,
Kupka, Larsen, & Van Berkel, 2017). ‘Street-level bureaucrats’ in that regard play a
crucial role in that framework as they constitute the publicly delivered services
themselves (Lipsky, 2010, p. 3). ISKUR officials such as the job and vocational
counsellors as street-level bureaucrats engage in daily interaction with job seekers,
employers, and welfare beneficiaries. The experiences, observations, and perceptions
of job and vocational counsellors working at ISKUR provided empirical knowledge
regarding the implementation of labour market activation policies in Turkey.

The field work research relies on semi-structured in-depth interviews
conducted with officials working at ISKUR at different levels and different
departments. Semi-structured interviews are preferred as they facilitate the
interaction between the interviewer and the interviewee. Under this arrangement, the
interview process is rather flexible and the respondent has leeway in how to answer
the predetermined questions (Bryman, 2012, p. 471). Hence, open ended questions
allow the respondents to reflect on their own perspectives and this is expected to
better suit the objectives of the study. The interview questions could be found in
Appendices B and C.

Purposive snowball sampling method was deployed to reach out the

respondents. The reason why purposive sampling method is preferred is that the

10



respondents are from an occupational group which is hard to reach (Biernacki &
Waldorf, 1981). The initial contacts were made through personal contacts and then
other contacts were established.

The goal of reaching a balanced composition of respondents from different
positions is pursued. For that purpose, 13 interviews in total were conducted with
employment experts, an administrator of a service centre, officials from the
departments of Unemployment Insurance Benefit Service, Active Labour Force
Services, and Employment Services, and job and vocational counsellors in a way to
cover each specialization area: job seeker counselling, employer counselling,
coaching persons with disabilities, vocational counselling, and the job clubs
providing intensified services for disadvantageous groups such as women, the youth,
ex-convicts, and the long-term unemployed.

Two respondents are employment experts working at the General Directorate
of ISKUR and other eleven officials work in two different ISKUR service centres
located in Istanbul. Seven respondents are job and vocational counsellors consisting
of two job seeker counsellors, one employer counsellor, one vocational counsellor,
one employment coach for persons with disabilities, and two job club leaders. One
participant is from the administrative level of a service centre. Other three
participants are officials from the Employment Services Department, the
Unemployment Insurance Benefit Department, and the Active Labour Force Services

Department. Table 1 demonstrates the profiles of the research participants.
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Table 1. The Profiles of the Respondents in in the Field Work

Department Workplace City
Respondent 1 Employment expert 1 | The General Ankara
Directorate of
[SKUR
Respondent 2 Employment expert 2 | The General Ankara
Directorate of
ISKUR
Respondent 3 Administrator Service centre 1 Istanbul
Respondent 4 The Unemployment | Service centre 2 Istanbul
Insurance Benefit
Service
Respondent 5 The Active Labour Service centre 2 Istanbul
Force Services
Respondent 6 Job and vocational Service centre 2 Istanbul
counsellor (Job
seeker counsellor 1)
Respondent 7 Job and vocational Service centre 1 Istanbul
counsellor
(Employment coach
for persons with
disabilities)
Respondent 8 Job and vocational Service centre 1 Istanbul
counsellor (Job
seeker counsellor 2)
Respondent 9 Job and vocational Service centre 2 Istanbul
counsellor (Employer
counsellor)
Respondent 10 Job and vocational Service centre 1 Istanbul
counsellor (Job club
leader 1)
Respondent 11 Job and vocational Service centre 2 Istanbul
counsellor (Job club
leader 2)
Respondent 12 Job and vocational Service centre 2 Istanbul
counsellor
(Vocational
counsellor)
Respondent 13 Employment Services | Service centre 2 Istanbul

The field work component of the study was approved by The Ethics Committee for
Master and Ph.D. Theses in Social Sciences and Humanities at Bogazi¢i University.
The ethics committee approval document could be found in Appendix D. All

respondents were provided with consent forms informing them about the details and
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the data protection principles of the research in which they participated (see
Appendices E and F). The interviews were conducted in April 2021. While eleven
interviews took place in the workplaces of the respondents, two of them were
conducted via telephone or video calls due to the COVID-19 pandemic. Ten
interviews were audio recorded and transcribed verbatim. Others were not voice-
recorded in accordance with the preferences of the respondents. Instead, notes were
taken down during those interviews.

The interviews yielded a large body of qualitative data. Interview data were
subject to deductive thematic analysis with respect to the framework provided by
Dingeldey (2007). As opposed to inductive thematic analysis, deductive thematic
analysis is built on pre-existing theory or concepts (Braun & Clarke, 2006, p. 12).
Deductive thematic analysis suits this study as its research questions are quite
specific and they can therefore be coded for (Braun & Clarke, 2006, p. 12). Under
this arrangement, the interview data is analysed thematically through the lens of
Dingeldey’s (2007) framework elaborating on workfarist and enabling policies.
These themes are the transfer of the workfarist elements into practice and the transfer

of the enabling elements into practice.

1.2 Outline of the chapters

The thesis is composed of five chapters including the introduction. Chapter 2 offers a
review of the existing literature on ALMPs and other activating labour market
policies. It firstly reviews the literature on the conceptualization and the historical
development of ALMPs. Then it presents an overview of impact evaluation studies
on different ALMP programmes in different contexts. In the second section of the

chapter, the literature on significant concepts including activation, workfare,
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employability, and enabling policies related to ALMP are presented. The third
section reviews the existing literature on ALMP and activation typologies.

Chapter 3 provides a background of ALMPs and activating labour market
policies in Turkey. It firstly presents a reflection on the historical development of
ALMPs and iISKUR as the public employment institution. It then presents the current
framework of ALMP and other activating labour market programmes. The third
section reflects on the link between social assistance and employment which has
recently gained momentum in the changing social policy framework of Turkey.
Finally, it presents an overview of studies on the workfarist and enabling aspects of
ALMPs and other activating labour market policies in Turkey.

Chapter 4 presents an analysis of workfarist and enabling elements of ALMP
and activating labour market policy programmes which are currently being
implemented in the country by relying on the analytical framework developed by
Dingeldey (2007). It also elaborates on the implementation dimension of those
policies under two major themes: the transfer of workfarist elements into practice
and the transfer of the enabling elements into practice.

Finally, Chapter 5 discusses the findings of the research by referring to the
existing literature on activation typologies. It locates the case of Turkey in the ALMP
and activation typologies developed by Barbier (2004a), Dingeldey (2007), and

Serrano Pascual (2007a).
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CHAPTER 2

LITERATURE REVIEW

ALMPs have become a popular domain of academic inquiry since the early 2000s,
following their widespread and extensive implementation in many countries,
particularly in Europe since the 1990 (e.g. Boone & Van Ours, 2009; Daguerre,
2007; Ehlert, 2015; Kluve et al., 2007; Lowitzsch, Dunsch, & Hashi, 2017;
McLaughlin, 1992; Van Berkel & Hornemann Mgller, 2003). ALMPs have
frequently been studied from a comparative perspective (e.g. Lademel & Trickey,
2001; Peck & Theodore, 2001), albeit many individual country analyses could also
be found in the literature (e.g. Torfing, 1999).

This chapter presents a review of studies on ALMPs and explores the main
concepts related to the topic. In the first section, the concept of ALMP is scrutinized
with respect to its definition, aims, programme types, historical development, and
impacts. The second section elaborates on the basic concepts which are central to the
concept of ALMP: activation, workfare, employability, and enabling policies. The
third section reviews the classification attempts which produced typologies of
activation and ALMP approaches. The chapter is concluded with a summary of the

review in the fourth section.

2.1 ALMPs

The term “active labour market policy” was first coined by Organisation for
Economic Co-operation and Development (OECD) in 1993 (OECD, 1993). Since the
1990s, ALMPs have been defined as labour market policy interventions that are

employed by the welfare state in order to “actively” enhance the employment
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prospects of job seekers and to reduce aggregate unemployment (Kluve, 2014, p. 8).
The concept of ALMP is contrasted with the concept of passive labour market policy
(PLMP) which has historically demanded limited activity from the programme
participants (Trickey, 2001, p. 252). PLMPs could be exemplified by measures
including but not limited to unemployment and early retirement benefits (Nie &
Struby, 2011, p. 37).

ALMPs have frequently been regarded as a mechanism which could be put to
use to tackle unemployment (e.g. Boone & Van Ours, 2009; Ehlert, 2015;
Kenworthy, 2010; Nelson, 2013; Nie & Struby, 2011). ALMPs include job search
assistance, labour market training, private sector employment incentives, and public
sector employment creation (Kluve, 2014, p. 9). Nonetheless, their underlying
assumptions, extent, target groups, and relation to other policies vary between

countries (Freyland, Andreassen, & Innver, 2019, p. 2; Kenworthy, 2010, p. 438).

2.1.1 Aims of ALMPs

The literature presents contrasting ideas when it comes to describing the aims of
ALMPs. A common perception on the aims of ALMPs is the (re)integration of more
people into the labour market. Some scholars put forth the improvement of the
functioning of the labour market as a chief aim (e.g. Dar & Tzannatos, 1999;
Lodemel & Trickey, 2001; Van Ours, 2004). Dar and Tzannatos (1999) point out that
ALMPs can function as a mechanism to correct some market failure or to change an
“economically efficient” result to a “socially desirable” one (p. 1). The aim of
ALMPs could also be approached as bringing unemployed individuals back to work
through the improvement of labour market functioning (e.g. Van Ours, 2004, p. 37).

Accordingly, ALMPs aim at promoting labour supply mobilization through
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programmes like job creation and job subsidies, the development of employment-
related skills through measures like (re)training, and the promotion of an efficient
labour market through employment services like job-matching and counselling (Dar
& Tzannatos, 1999, p. 2).

If we look at the labour market functioning in detail, a distinction regarding
the aims of ALMPs could be put forth on the basis of the labour supply and demand
since ALMPs basically introduce interventions to the labour market. There are two
main dimensions of the labour market: the demand side and the supply side
(Sapsford & Tzannatos, 1993, p. 3). Whilst the demand side consists of producers of
goods and services as employers buying labour services, the supply side is made up
of individuals and households who are the suppliers of labour services (Sapsford &
Tzannatos, 1993, p. 3).

A more pervasive approach in the literature considers the aim of ALMPs in
terms of labour supply. Nonetheless, the approach adopted by the ILO underlines
both the demand side and the supply side interventions to the labour market as ILO
identifies the aim of ALMPs as “stimulating employment and job creation” (ILO,
2015, p. 1). It has also been argued that ALMPs are deployed in order to spur the
demand and supply of labour during economic restructuring (Ledemel & Trickey,
2001, pp. 13-14). In terms of the labour supply, the aims of ALMPs propounded in
the literature could be summarized as:

- Increasing the individual employment chances of programme participants

(Kluve, 2014, p. 8),
- Increasing individual earnings and productivity (Betcherman, Olivas, &
Dar, 2004, p. i; Kluve, 2014, p. 8),

- Decreasing the risk of unemployment (Betcherman et al., 2004, p. i).
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- Facilitating re-entry into the labour market (Ehlert, 2015, p. 1).
- Impelling welfare beneficiaries at the working age off to the labour
market (e.g. Barbier, 2004a; Froyland et al., 2019).

In line with the abovementioned objectives, the supply side interventions of ALMPs
might have particular target groups such as the long-term unemployed, workers in
poor families, and specific groups experiencing various labour market challenges
(Betcherman et al., 2004, p. i). The principal target groups of ALMPs are groups
which are associated with low employment rates, usually women, persons with low
skills or low educational attainment, the youth, persons with disabilities, immigrants,
and persons near retirement (Freyland et al., 2019, p. 3).

The aims of ALMPs might vary from one welfare state to another. For
instance, Kluve (2014) makes a cross-country distinction and argues that ALMPs
target the most disadvantaged persons and thus, treat earnings as the chief outcome
in the US, while the focus rests on employment outcomes and finding employment in
Europe (p. 8).

The aims of ALMPs regarding the labour demand and supply may also vary
in line with different ALMP programme types. While some ALMP programmes aim
at enhancing the labour supply (e.g. training courses), some aim at increasing the
labour demand (e.g. public works programmes and employment subsidies), and some
aim at enhancing the operation of the labour market (e.g. employment services)

(Betcherman et al., 2004, p. i).

2.1.2 ALMP programmes
The extent to which governments develop policies in order to address the problem of

unemployment significantly varies from one country to another (Nelson, 2013, p.
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255). ALMPs have manifested themselves in a wide set of policy forms in various
welfare states. Indeed, various types of policies and programmes have frequently
been classified under the headline of ALMPs in the literature. ILO (2015) lists public
works programmes, hiring subsidies, vocational (re)training, and retraining, and the
promotion self-employment as ALMP programmes (p. 1).

Dar and Tzannatos (1999) classify ALMP components with respect to their
functions. The programmes aimed at the mobilization of labour supply include job
creation and job subsidies, while the ones aiming at the development of employment-
related skills include measures such as retraining, and the ones aiming at the
promotion of efficient labour markets include the provision of job matching and
counselling services (Dar & Tzannatos, 1999, p. 2). ALMP programmes consist of
public works programmes or public service employment, job search assistance or
employment services, training for the long-term unemployed, retraining, training for
the youth, micro-enterprise development programmes, and employment or wage
subsidies (Dar & Tzannatos, 1999, p. 33).

By referring to indicators developed by OECD (2006), Kluve (2014)
classifies ALMPs into four categories: job search assistance (1), labour market
training (1), private sector employment incentives (111), and public sector
employment (IV) (p. 9).

Firstly, job search assistance mainly aims to improve the job searching effort
of the individual, the overall efficiency of the job search process in addition to the
quality of job matching (Kluve, 2014, p. 9). Job search assistance may include
programmes like job search training, counselling, monitoring, job clubs as well as

sanctions (Kluve, 2014, p. 9).
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Secondly, labour market training consists of all programmes aimed at
enhancing human capital through a set of training elements: classroom
vocational/technical training, on-the-job training, basic skills training, life skills
training, and job insertion (Kluve, 2014, p. 10). According to Kluve et al. (2007),
training programmes are the most widely deployed ALMPs in Europe (p. 3).

Thirdly, the provision of private sector incentive consists of wage subsidy and
self-employment assistance. Interventions providing wage subsidy are aimed at
incentivizing changes in employer and/or worker behaviour in private sector
employment with a view to encouraging employers to hire more workers or to keep
jobs which would be lost in the absence of wage subsidy (Kluve, 2014, p. 10).
Another private sector incentive is the provision of self-employment assistance
which bestows grants or loans on unemployed persons who wish to start up their own
businesses (Kluve, 2014, p. 10).

Finally, public sector employment programmes concentrate on the direct
creation of public works or other activities producing public goods or services
(Kluve, 2014, p. 11). Those measures usually target the most disadvantaged
individuals and their costs on the part of the government are typically high (Kluve,
2014, p. 11). The main goal of public sector employment programmes is to keep their
participants connected to the labour market and to inhibit human capital loss during
the unemployment spell (Kluve, 2014, p. 11). They might also function as a safety
net of last resort to provide income protection (Kluve, 2014, p. 11).

The different types of ALMPs are also elaborated by Bonoli (2010) who
distinguishes four ideal types of ALMP: incentive reinforcement, employment
assistance, occupation, and human capital investment. The first type, namely

incentive reinforcement aims at consolidating work incentives for persons on benefit
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by relying on tools such as tax credits, in-work benefits, time limits for benefits,
benefit reductions, benefit conditionality and sanctions (Bonoli, 2010, p. 440). This
type is particularly prevalent in English speaking countries (Bonoli, 2010, p. 440).
The second type, employment assistance adopts the objective of tackling obstacles to
employment and of smoothing (re)entry into the labour market (Bonoli, 2010, p.
440). The tools deployed by this ALMP type include placement services, job
subsidies, counselling, and job search programmes (Bonoli, 2010, p. 440). Coupled
with incentive reinforcement, it is also common in English speaking countries in
addition to Nordic and continental European countries (Bonoli, 2010, p. 441). The
third type aims at keeping jobless persons occupied and hindering human capital
erosion in the course of unemployment by maintaining instruments such as public
sector job creation and training programmes for non-employed persons (Bonoli,
2010, p. 441). This type was common in continental European countries in the 1980s
and 1990s (Bonoli, 2010, p. 441). The last ALMP type introduced by Bonoli (2010)
is human capital investment which is designed for enhancing the chances of
employment by equipping jobless persons with necessary skills (p. 441). This ALMP
type embraces the mechanisms of basic education and vocational training and it is
most developed in Nordic countries (Bonoli, 2010, p. 441).

All in all, ALMP programmes include a wide array of labour market
interventions which may involve supply side or demand side measures. Programmes
may aim at employment and/or job creation. Countries adopt different combinations

of ALMP programmes to promote labour market participation.
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2.1.3 The historical development of ALMPs

The roots of ALMPs could be traced back to the 1930s when they first started to be
discussed in Sweden (Barbier, 2004a, p. 52). The original ALMP was developed in
Sweden and it consisted of a mix of macro-economic policies, wage policies, and a
variety of selective interventions (Barbier, 20044, p. 52). There are two distinctive
views regarding the main objective of the original ALMP in the literature. Barbier
(2004a) defines the original aim as full employment (p. 52). Bonoli (2013) asserts
that ALMPs were not originally designed as a response to mass unemployment (p.
166). Rather, ALMPs were first created in the 1950s" Sweden in a context of full
employment. According to Bonoli (2013), the original ALMP was aimed at tackling
the lack of skilled labour force needed in the industrial sector. Thus, the first ALMPs
were part of an economic policy tool to modernize national economies rather than a
social policy in itself (Bonoli, 2013, p. 166).

Scholars usually approach the phenomenon of the proliferation of ALMPs
from the perspective of welfare state transformation. Labour market policy has been
a focal point in debates concerning welfare state transformation in the last decades
(Clasen & Clegg, 2012, p. 135). According to Dingeldey (2007), what is common to
“workfare”, “enabling” or “activating” states which adopt different paths to welfare
state transformation is the notion that traditional welfare state policies with
decommaodification aims are being replaced by social policies prioritizing
(re)commodification (p. 823). In this respect, activating labour market policy is
supposed to be at the centre of the paradigm shift of welfare state policies
(Dingeldey, 2007, p. 823).

Jessop (1993) asserts that the Keynesian welfare state which emerged during

the post-World War Il boom started to be tendentially replaced by the Schumpeterian

22



workfare state within the context of the transition from Fordism to post-Fordism (p.
7). According to Jessop (1993), the distinctive objectives of the Keynesian welfare
state were the promotion of full employment in a comparably closed national
economy via demand side management and the generalization of the norms of mass
consumption in abstract terms (p. 9). The distinctive economic and social goals of the
Schumpeterian workfare state could be summarized as the endorsement of market
innovation, the structural competitiveness of open economies primarily via supply
side interventions, and labour market flexibility over social policies (Jessop, 1993, p.
9). This shift may be typical in European cases (Jessop, 1993, p. 9).

According to Clasen and Clegg (2012), the core institution of labour market
policy was unemployment benefit and contributory unemployment insurance and
ALMPs were not among the major policy concerns in the old welfare state (pp. 137-
138). An exception to this picture was Sweden, where ALMP in the form of
retraining programmes was central to the labour market regulation (Clasen & Clegg,
2012, p. 138).

According to Bonoli (2010), OECD countries started to adopt active labour
market policies in order to equip expanding industrial economies with skilled
workers within the context of labour market shortage between the 1950s and the
1960s (p. 443). The key objective of ALMPs then was human capital investment
(Bonoli, 2010, p. 443). In addition, public employment services were pervasively
adopted in the 1960s to address the bottlenecks of the tight labour markets (Clasen &
Clegg, 2012, p. 138).

In 1964, the OECD embraced the notion of active labour markets with a focus
on the supplementation of human resources investment by referring to programmes

in the US (Barbier, 20044, p. 52). The revised notion provided a basis for a
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universalistic portrait and the endorsement of supply side labour market policies
along with employment services, vocational training, and employment creation for
disadvantaged groups (Barbier, 20044, p. 52). Hereby, the ALMPs were separated
from their original features which included macro-economic and wage policies and
this distinction paved the way for the commonly used differentiation between active
expenditure (expenditure on programmes such as public employment service,
vocational training, and subsidized employment) and passive expenditure
(expenditure on programmes such as unemployment compensation and early
retirement for labour market reasons) (Barbier, 2004a, pp. 52-53).

In the 1970s, the context of labour market policy-making changed
significantly as industrial employment began to shrink, unemployment rates rose,
developed economies started to become service-based, and female labour market
participation started to increase (Clasen & Clegg, 2012, p. 139). In this context,
labour market activation has become a domain of interest for policy-making due to
rising labour costs, unemployment rates, and benefit dependency in many countries
(Barbier, 2004a; Calmfors, Forslund, & Hemstrém, 2001). In the aftermath of 1973-
1975 oil shocks which was denoted by persistently high unemployment rates, the
function of ALMPs was to provide job seekers with occupation in many countries
(Bonoli, 2010, p. 443).

ALMPs started to gain weight in labour market policies in many countries.
For instance, ALMPs have been in use in the UK since the early 1980s with a focus
on restoring the motivation and the skills of unemployed persons (McLaughlin, 1992,
p. 8). Heckman, Lalonde and Smith (1999) argue that public provision of activities
such as job training, wage subsidies, and job search assistance became an ingredient

of the modern welfare state (p. 4). These activities which are the backbones of
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European ALMPs have also been a characteristic of the US welfare policy for more
than three decades (Heckman et al., 1999, p. 4).

Although their roots go back to the post-World War 11 era, ALMPs started to
proliferate in various countries in the mid-1990s, with Norway and Denmark being
the pioneers of the trend (Ledemel & Trickey, 2001, p. 26). In the mid-1990s,
ALMPs started to be adopted in order to encourage and facilitate labour market
reintegration of unemployed and non-working individuals (Bonoli, 2013, p. 14). In
that period, the tools entail various combinations of incentive reinforcement and
employment assistance (Bonoli, 2010, p. 443). Moreover, many countries started to
reform their labour market policies with a view to integrating benefit recipients into
the labour market with the underlying assumption that the existing policies rendered
individuals too passive in the 1990s (Aurich, 2011, p. 294). ALMPs have
significantly developed significantly since the 1990s across OECD countries (Bonoli,
2010, p. 435).

The labour market policies adopted and promoted by the EU has substantially
contributed to the proliferation of ALMPs in European countries. In the Essen
Summit of 1994, the European Commission has highlighted the concept of active
policies to endorse the European Employment Strategy (EES) (Barbier, 2004a, p.
53). The circulation of the EES has boosted the adoption of ALMPs in the EU since
1997. The EES identifies five priority domains to intervene in the labour market:
investment in educational training, job creation via flexible employment, wage
moderation and reduction in non-wage labour costs, improvement in active labour
market policies, and measures to tackle long-term unemployment (Daguerre, 2007, p.
19). The strategy underlines labour market interventions regarding both the labour

demand and the labour supply. It promotes policy shift from a preventive towards a
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more active approach to unemployment and encourages member states to enhance
the effectiveness of active measures (Kluve et al., 2007, p. 186).

EES employs three principal instruments to promote activation policies:
ideological persuasion, the provision of political resources, and reflexive deliberation
and promaotion of policy learning (Serrano Pascual, 2007b, p. 26). Nonetheless, there
are substantial differences among the member states in terms of their unemployment
rates and ALMP expenditures (Kluve et al., 2007, p. 186). The EU does not impose
any sanctions attached to the implementation of the strategy, apart from peer pressure

in the form of recommendations to member states (Daguerre, 2007, p. 19).

2.1.4 Evaluation of ALMP: What does the literature tell?

A significant portion of the ALMP literature involves the evaluation of the impacts
of ALMPs, either in the form of individual country cases or cross-country analyses
(e.g. Betcherman et al., 2004; Boone & Van Ours, 2004, 2009; Card, Kluve, &
Weber, 2010; Dar & Tzannatos, 1999; Ehlert, 2015; Kluve & Schmidt, 2002; Kluve
et al., 2007; Martin & Grubb, 2001; Nie & Struby, 2011). ALMPs may generate
positive or negative effects on the labour market or they may simply prove
ineffective (e.g. Boone & Van Ours, 2004; Calmsfors, 1994; Dar & Tzannatos, 1999;
Dar, 2002). Those effects might occur on the job matching process, labour force
participation, and on other policies (Calmfors, 1994, p. 13).

The literature suggests that ALMPs are not a panacea for the problem of
unemployment (e.g. Dar & Tzannatos, 1999; Martin & Grubb, 2001). ALMPs need
to be carefully designed and planned to be effective (Calmfors, 1994; Dar &
Tzannatos, 1999; Martin & Grubb, 2001). ALMPs can significantly influence

aggregate labour market outcomes if appropriate strategies are adopted (Martin &
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Grubb, 2001, p. 9). Yet, ALMPs can be “a complement but not a substitute” to other
measures adopted to address the problem of unemployment (Calmfors, 1994, pp. 37-
38).

Dar and Tzannatos (1999) present a review of ALMP evaluation studies
which had been conducted by ILO and OECD and they conclude that some ALMP
programmes work for some participants in some cases and the impact and cost-
effectiveness of ALMP programmes vary with their designs and the total macro and
labour market framework by which they are surrounded (pp. iii-iv).

Based on a review of cross-country data sets of OECD countries, Martin
(2015) points out that effective activation policies help to get the unemployed benefit
recipients into work. Frederiksson (2020) argues that increasing expenditure on core
and mixed ALMP programmes positively affect unemployed persons’ transition into
employment in Europe. On the other hand, Calmfors et al. (2001) find some evidence
on the positive impact of ALMPs in matching efficiency, labour force participation,
and the reduction of open unemployment; but also argue that they might have
negatively affected regular employment (p. 61).

ALMPs might have negative effects that could crowd out regular
employment, even if they reduce unemployment (Kluve et al., 2007, p. 32). They
might also have other unintended consequences. The unintended effects of ALMPs
which influence their overall effectiveness are deadweight loss, substitution,
displacement, and locking-in effects. The concept of the deadweight loss refers to the
situation in which the outcomes of the programme would have also occurred in its
absence (Calmfors, 1994, p. 17). The substitution effect could be defined as the
extent to which jobs which are created for a specific category of workers take the

place of jobs for other categories (Calmfors, 1994, p. 17). In that situation, the net
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employment effect becomes zero (Betcherman et al., 2004, p. 16). The displacement
effect usually occurs in the product market and refers to the situation in which a firm
employing subsidized workers increases output but causes the displacement of
outputs among firms which have not recruited subsidized workers (Betcherman et al.,
2004, p. 16). Finally, the locking in effect is defined as the situation in which
unemployed persons become locked-in temporary work and so that they reduce their
search efforts for a regular job (\Van Ours, 2004, p. 37). ALMPs may also lead to
stigmatization as it is possible for persons who are placed in a job by the public
employment service to get stigmatized (Kluve, 2014, p. 10).

Regarding the impact of individual ALMP programmes, the literature
presents contrasting results as different programmes generate different outcomes and
the same or similar programmes may result in different outcomes depending on the
time, place, and context in which they operate. The ALMP programme which is the
most frequently argued to have positive impacts on employment is the provision of
employment services in the form of job search assistance and counselling (e.g.
Calmfors, 1994; Card et al., 2010; Dar & Tzannatos, 1999; Martin & Grubb, 2001;
Nie & Struby, 2011). Calmfors (1994) suggests that counselling and job search
assistance services targeting the long-term unemployed have a positive impact on
job-finding rates (p. 37). Dar and Tzannatos (1999) argue that job search assistance
has a positive impact on employment and it is generally cost-effective compared to
other ALMPs (p. iii). In another study, Martin and Grubb (2001) propound that
counselling and job search assistance services seem to be cost-effective active
measures when they are combined with monitoring measures for job seekers and
work test. Later, Betcherman et al. (2004) also found that employment services

generally had positive impact on employment in their study which adds 87 new
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evaluation studies to the works covered by the study of Dar and Tzannatos (1999) (p.
293). Card et al. (2010) point out that job search assistance programmes have usually
generated positive impacts, particularly in the short run. Nie & Struby (2011) argue
that job search assistance programmes aimed at matching unemployed people with
employers are effective in their analysis of OECD country cases. On the other hand,
Boone & Van Ours (2009) find that public employment services ineffective in their
study based on data from 20 OECD countries (p. 293).

Regarding training programmes, the impacts of training or re-training
programmes vary according to their target groups, time, place, and context, yet
training programmes have generally been associated with positive impact on
employment (e.g. Betcherman et al., 2004; Boone & Van Ours, 2009; Card et al.,
2010; Nie & Struby, 2011). Boone and Van Ours (2009) suggest that labour market
training is an effective way to reduce unemployment rates and training improves the
expected productivity by drawing on data from 20 OECD countries (pp. 293-295).
Similarly, Nie and Struby (2011) argue that training programmes that provide
unemployed workers with skills and are effective in their study of OECD country
cases. As a specific form of training programmes, Card et al. (2010) propound that
on-the-job training programmes have favourable relative impacts in the long run in
their meta-analysis study covering micro-econometric evaluations of ALMPs based
on 97 studies conducted between 1995 and 2007 (p. 453). On the other hand, Dar and
Tzannatos (1999) find that training programmes targeting the youth have no positive
impact on their employment prospects (p. iii). Similarly, Betcherman et al. (2004)
later point out that training programmes have no positive impact when they target the

youth (p. 293).
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It could be argued that the impacts of other ALMP programmes have been
scrutinized less frequently compared to employment services and training
programmes. Public works programmes (e.g. Betcherman et al., 2004; Card et al.,
2010) and wage subsidies are found to be ineffective in some studies (e.g.
Betcherman et al., 2004; Boone & Van Ours, 2009). Microenterprise development
and self-employment assistance schemes are argued to have positive impacts on

older and better-educated beneficiaries (e.g. Betcherman et al., 2004).

2.2 ALMP and related concepts: activation, workfare, employability, and enabling

policies

2.2.1 Activation
The concept of activation is central to the understandings of and discussions about
ALMPs. In the literature, activation has been regarded as a new paradigm (e.g.
Bonoli, 2013; Serrano Pascual, 2007b). It is approached as a general trend which is
compatible with various combinations of welfare reforms in several countries
(Barbier & Ludwig-Mayerhofer, 2004, p. 4). The activation trend pertains to a
paradigm shift entailing the modification of policy instruments and goals (Eichhorst
& Konle-Seidl, 2008, p. 7).

There are different definitions for the concept of activation in the literature.
An exhaustive definition of activation is proposed by Barbier (2004a) according to
whom the concept of activation refers to the introduction of an enhanced and explicit
connection between social protection and labour market participation in the public
policy domain (p. 48). Activation involves the critical remodelling of previous

income support and social assistance schemes in terms of equity and efficiency and
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the improvement of the different social functions of labour market participation and
paid work (Barbier, 20044, p. 48). Another similar approach highlights the aspect of
designing benefit criteria and employment or training services with a view to moving
unemployed benefit recipients into work (Moreira & Ledemel, 2014, p. 8). From
another perspective, activation policies could also be defined as policies highlighting
the self-responsibility of citizens for their self-sustainability (Bothfeld & Betzelt,
2011, p. 3). The definitions imply that some ALMP programmes have strong
connections with the concept of activation.

Barbier (2004b) suggests that although the activation strategy has a novel
aspect, it is not completely new, because social protection systems have been built on
relationships between employment statuses and social protection from their start (p.
237). What is innovative about activation is the involvement of novel and systematic
transformations to render the systems more employment friendly, differently from
the past (Barbier, 2004b, p. 237).

Activation has become central to the modern welfare states due to various
reasons including the financial retrenchment of the welfare state, the question of
fairness, poverty reduction, social inclusion, women’s independence and fulfilment,
and external encouragement of supranational and international organizations such as
OECD (Kenworthy, 2010, p. 435). Activation can be regarded as a key element of
labour market policy in the post-industrial economy (Bonoli, 2013, p. 167).

Activation is also a key concept of the EES and the linchpin of the European
social model which projects a knowledge-based society (Serrano Pascual, 20044, p.
497). It has been argued that there is a convergence towards the activation paradigm
in the EU due to the impact of the EES (Kluve et al. 2007; Serrano Pascual, 2007b, p.

23).

31



Moreira and Ledemel (2014) discern two waves of activation and call the
activation trend of the late 1990s and early 2000s “the second wave of activation”, as
opposed to the first wave of activation which entailed a transmission of workfarist
elements from the US to Europe (p. 1). While in the first wave which took place in
the early 1990s, the focus rested on work, the second wave of activation is
characterized by an enhanced focus on the improvement of activation services
delivery (Moreira & Lademel, 2014, pp. 1-2). In the second wave, there is a shift
from a one-size-fits-all approach towards a more individualized and tailor-made
approach in terms of the delivery of activation services to benefit recipients through
mechanisms such as personal action plans in many countries (Moreira & Lademel,
2014, p. 2).

The core objective of activation is the elimination of labour market exit and
the unconditional benefit options for working-age persons (Eichhorst & Konle-Seidl,
2008, p. 6). In this respect, the activation policies cover a broad spectrum of policies,
gradually penetrating to social assistance policies, labour market policies, and
pension policies (Barbier, 2005a, p. 6).

Activation policies have three fundamental characteristics: an individualized
approach, an emphasis on employment, and contractualization (Serrano Pascual,
2007b, p. 14). The individualized approach carries the objective of changing the
individual behaviour, attitude, and motivation rather than creating the political
conditions for the fair redistribution of wealth (Serrano Pascual, 2007b, p. 14). The
individualized approach in that regard favours the individualization of services and
greater involvement of the client (Serrano Pascual, 2007b, p. 14). Regarding the
emphasis on employment, activation policies aim to influence individual behaviour

in the labour market with a focus on employment and autonomy (Serrano Pascual,
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2007b, p. 14). In this context, contractualization appears as a core principle in two
ways (Serrano Pascual, 2007b, p. 14). Firstly, the contract is a metaphor as far as the
guidance and the legitimation of activation policies are concerned (Serrano Pascual,
2007D, p. 14). Secondly, contractualization entails a change in the social contract
(Serrano Pascual, 2007b, p. 14). In the framework of activation, citizens’ access to
rights has become conditional on their behaviour and attitude in terms of
employment (Serrano Pascual, 2007D, p. 14).

According to Kluve (2014), the chief components of activation are a timely
intervention in the unemployment process by the public employment service and
frequent contacts between job seekers and caseworkers (I), systematic monitoring
and reporting of job searching activities (I1), the establishment of back-to-work
contracts or individual action plans (111), direct transfer of unemployed individuals to
available jobs (1V), and referral to ALMP programmes (V) (pp. 8-9). Within this
perspective, benefit sanctions apply in case of non-compliance. Van Berkel and
Hornemann Magller (2003) identify the aim of activation policies as the termination
of benefit receipt via the adoption of different strategical elements. Such approaches
underline the connotation of activation and workfare.

Activation is also approached as a paradigm which transforms the welfare
state into a “tutor” state carrying out supply side interventions in the labour market
(Serrano Pascual, 2007Db, p. 21). This tutor state consolidates human capital and
enhances individual agency by equipping people with ethical skills such as self-
management and self-reliance to create a new type of worker who is more flexible,
active, and employable (Serrano Pascual, 2007b, p. 21). In terms of social

integration, Bothfeld and Betzelt (2011) stress that activation strategies highlight
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labour market participation as the sole legitimate apparatus to achieve social
integration (pp. 5-6).

Activation policies may incorporate pressure (i.e. conditionality and
sanctions) and enabling measures (i.e. job search assistance services and job
subsidies to place unemployed individuals in unsubsidized market jobs) (Bonoli,
2013, p. 167). While some scholars emphasize the workfarist elements of activation
(e.g. Kluve, 2014; Van Berkel & Hornemann Mgller, 2003), some scholars stress
human capital enhancement (e.g. Serrano Pascual, 2007b), and some highlight its
relation to social integration (e.g. Bothfeld & Betzelt, 2011). This distinction is going
to be elaborated in the third section.

The link between the concepts of activation and ALMP needs more
elaboration. Although these two concepts are closely related, they are different. In
terms of the connection between labour market activation and ALMPs, it should be
noted that the introduction of ALMPs preceded the emergence of the activation
paradigm (Bonoli, 2013). While Denmark, the UK, and the Netherlands were quick
to embrace the activation paradigm, forerunners of ALMP such as Sweden and
Germany proved slower to adopt (Bonoli, 2013). Nonetheless, ALMPs proliferated
as active social policies within the context of the activation turn in Europe between
the 1990s and the early 2000s (Bonoli, 2013, p. 167).

According to Moreira and Loedemel, although ALMPs are part of a policy set
utilized to activate benefit recipients, differently from activation policies, ALMPs do
not usually impose eligibility conditions to provide beneficiaries with income
protection (Moreira & Lademel, 2014, pp. 8-9). An example of activation policy is
unemployment insurance (Ul). As is the most common unemployment benefit, Ul is

paid to unemployed workers who satisfy certain criteria such as work history (Nie &
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Struby, 2011, p. 37). Although it is generally considered a PLMP (e.g. Martin &
Grubb, 2001; Nie & Struby, 2011), it has also been argued that Ul schemes might
have activating elements in the literature (e.g. Barbier, 2005b). By considering the
concept of activation as the introduction of a connection between social protection
and labour market participation, Barbier (2005a) suggests that the social protection
domains which could be activated in that sense exceeds traditional ALMPs and part
of them is Ul (p. 7). Particularly, the condition to seek employment while receiving
unemployment insurance benefit in order to remain eligible is an activating element
attached to Ul (Barbier, 2004b, p. 237). For instance, Barbier and Fargion (2004)
assert that Ul has had an activation component with its obligation to seek work since
its introduction in 1958 in the case of France (p. 444).

ALMPs constitute one of the ways of leading to labour market activation
(Kenworthy, 2010). As such, some ALMP and labour market activation programmes
overlap. According to Kenworthy (2010), policy tools that are deployed for labour
market activation are benefit limits, cuts, and conditions, job search and job
placement assistance, transportation assistance, in-work subsidy, employer subsidy,
public employment, the promotion of part-time and flexible work arrangements, the
reduction of tax disincentives to second earners, the reduction of real wages, the
reduction of non-wage labour costs, the facilitation of employment protection
regulations, the promotion of family-friendly policies, the enhancement of human
capital, and career ladders. As could be seen, some tools of labour market activation
are actually ALMP programmes. Kenworthy (2010) classifies three labour market
activation strategies based on the aim of activation and the breadth of policies to be

employed.
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The first approach explicitly refers to ALMPs that aim at higher employment
rate as a relatively narrow array of government programmes (Kenworthy, 2010, p.
438).

The second approach also concentrates on employment; however, it adopts a
broader set of policy mechanisms such as the ones pertaining to public employment
and fiscal policy (Kenworthy, 2010, p. 438).

The third approach also deploys a wide range of policy instruments;
nonetheless, it conceives the aim of activation to be not solely higher employment
rate, but also labour market success by paying more attention to skill development,
placement in suitable jobs, the gainful employment, and the opportunity for mobility
(Kenworthy, 2010, p. 438).

At this point, Kenworthy (2010) emphasizes the distinction between labour
market activation programmes that deploy disincentives or punishments to force
people into the labour market and enabling policies that enhance people’s ability to
be employed in good jobs and to progress in the labour market (p. 438).

The concepts of activation and ALMPs have received severe criticisms in the
literature. A frequently highlighted criticism pertains to their supply side approach
which relates joblessness to individual failure instead of structural changes or
problems existing in the labour market (Froyland et al., 2019, p. 5). ALMPs
principally involve supply side interventions in the labour market with the aim of
consolidating, stimulating or enabling jobless persons to leave welfare benefits and
move into paid work (Freyland et al., 2019, p. 1). By concentrating on the individual
behaviour of the poor, activation discourses disregard the structural disadvantages
experienced by vulnerable groups in current capitalist societies (Daguerre, 2007, p.

9).
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The social policy discussions on activation or ALMPs mostly concentrate on
supply side approaches directed at jobless individuals (Freyland et al., 2019, p. 1).
The reliance of ALMPs and the activation policies on the supply side interventions in
the labour market has also been criticized (e.g. Froyland et al., 2019; Ingold & Stuart,
2015). On the other hand, little attention is paid to demand side interventions that are
aimed at activating employers or to combined approaches incorporating supply and
demand side components in social policy discussions (Freyland et al., 2019, p. 1).
Another criticism regarding ALMPs is that they fail to contribute to the inclusion of
individuals who are the most difficult to place in employment (Eichhorst, Kaufmann,

& Konle-Seidl, 2008, p. 441).

2.2.2 ALMP and workfare

Another related concept is workfare. An important characteristic of active social
policy is the introduction of work-oriented policies (Van Voorhis & Gilbert, 2001, p.
vii). A key concept in this discussion is workfare or welfare-to-work policies. The
concepts of ALMP, workfare, and activation are closely linked despite their
differences and the literature significantly diverges in that respect. While some
scholars approach workfare as a distinctive form of policy (e.g. Bonoli, 2013;
Torfing, 1999), some scholars approach it as an ALMP (e.g. Lademel, 2004), and
some scholars deem ALMPs as part of workfare policies (e.g. Savaskan, 2007,
Yilmaz & Yentiirk, 2018). The concept of workfare has frequently been studied in
the literature (e.g. Barbier, 2004a; Besley & Coate, 1992; Jessop, 1993, 2002;
Lodemel & Trickey, 2001; Mead, 1989; Peck, 2003; Peck & Theodore, 2001,
Standing, 1990; Torjman, 1996). Although works on workfare predate works on

ALMPs, they both gained ground around the 1990s.
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Workfare is a term coined in the late 1960s as the contraction of the words
“work” and “welfare” (Peck, 2003, p. 85). Although workfare schemes were first
created in the US in the 1970s (Barbier, 2004a, p. 49), their antecedents are deemed
to be the poor laws of the seventeenth century (Paz-Fuchs, 2008a; Torjman, 1996).
The objective of the original schemes in the US and Australia was to make benefit
claimants work for benefits which they receive (Paz-Fuchs & Eleveld, 2016, p. 1).

Workfare can be defined as a situation in which the receivers of financial aid
through welfare are required to perform compulsory labour or service as a condition
of their assistance (Torjman, 1996, p. 1). There are many definitions of the concept
of workfare in the literature. Although the link between mandatory work and social
assistance has been accentuated, workfare can be identified as an elusive concept due
to the lack of consensus and clarity on the matter (Ledemel & Trickey, 2001, pp. 3-
4). The term is politically charged itself and workfare policies are easy to define
neither in terms of their purpose nor their target group (Ledemel & Trickey, 2001,
pp. 3-4). Nonetheless, what is common about those distinctive definitions is the
existence of a compulsory or mandatory element related to work (e.g. Barbier,
2004a; Ledemel & Trickey, 2001; Paz-Fuchs, 2008a; Peck, 2003; Torjman, 1996).

According to Ledemel and Trickey (2001), there are three substantial
elements of workfare: It is compulsory, it is primarily about work, and it essentially
concerns policies related to the lowest tier of public income support (p. 7). Similarly,
Paz-Fuchs (2008a) suggests that such programs target the lowest social and
economic tiers (p. 3). Another characteristic underlined by Paz-Fuchs (2008a) is that
those programmes consider work as a mechanism to address social and economic

problems (p. 3).
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Workfare also refers to the process of work-oriented welfare reform (Peck,
2003, p. 85). According to Paz-Fuchs (2008a), the most pervasive goal of welfare
reform is to boost self-reliance by moving welfare beneficiaries into the labour
market (p. 3). Although workfare schemes were first introduced in the 1970s, they
became popular in the late 1990s (Barbier, 20044, p. 50).

Workfare has become a strong indicator of the prevalent method and logic of
welfare reform in the US (Peck, 2003, p. 85). The most famous example of workfare
is the US welfare reform in which the Temporary Assistance for Needy Families
(TANF) replaced the Aid for Families with Dependent Children (AFDC) with the
passage of the Personal Responsibility and Work Opportunity Reconciliation Act
(PRWORA) in 1996 (Barbier, 2004a, p. 50). The act significantly changed or
abolished the prominent social assistance schemes (O’Connor, 2001, p. 4). The
welfare responsibilities of the federal government shrank and individual states were
granted autonomy over welfare responsibilities (O’Connor, 2001, p. 4). The
PRWORA introduced time limits and work requirements for benefit receipt for most
recipients (O’Connor, 2001, p. 5).

The concept of workfare is different from the concept of activation (Moreira
& Lademel, 2014, p. 9). Although both workfare and activation involve compulsion,
activation policies do not only target social assistance beneficiaries, unlike workfare.
Rather, activation applies to different types of benefits such as unemployment
insurance and disability benefits. Moreover, while individuals are supposed to
become self-sufficient through work in workfare, activation presents a wider set of
options for putting them into work such as training, education and job search

assistance services (Moreira & Ledemel, 2014, p. 9).
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Workfare programmes significantly differ due to a variety of factors
including ideological justifications, the structural contexts, and path dependency
(Lodemel & Trickey, 2001, p. 34). One of the earliest works which differentiate
between different workfare approaches belongs to Torfing (1999) who sets a
distinction between defensive workfare and offensive workfare based on ideological
differences. While defensive workfare refers to a punitive and preventive approach
characterized by benefit reduction, flexibility, and control; offensive workfare is
more integrative and inclusive and highlights activation, skill enhancement, and
empowerment (Torfing, 1999, pp. 17-18). While the first type is prevalent in the UK
and the US, Denmark is an example of offensive workfare strategy (Torfing, 1999, p.
6).

The logic of workfare has penetrated both to social assistance and labour
market policies. Since the mid-1980s, policy reforms on labour market have been
introduced to restrict and reform the principal programmes targeting unemployed
persons, starting with access to benefits, which usually has been rendered more
restrictive (Gilbert & VVon Voorhis, 2001, p. 293). While the emergence of ALMP
pertains to the flexibilization of the labour markets, workfare programmes could be
deemed social policy equivalents of the flexible labour market in some ways, as they
function to individualize employment relations, intensify competitive pressures at the
bottom of the labour market, and promote low-paid work (Peck & Theodore, 2001, p.
120).

Regarding the relationship between ALMPs and workfare, Lademel and
Trickey (2001) conclude that it is difficult to distinguish between workfare schemes
and ALMPs which target unemployed individuals since ALMPs, including workfare,

are identified by the deployment of a mixture of incentives and disincentives or
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carrots and sticks, to obtain the desired results on the assumption that people act in
their best interest to help them increase their incomes (Ledemel & Trickey, 2001, p.
13). From another point of view, it could be argued that there is a move towards
workfarist tendencies in development ALMP trajectories both in Europe and the US
since the 1990s (Daguerre, 2007). Workfarist tendencies are observable in the labour
market policy developments in Germany and the Netherlands (Bruttel & Sol, 2006).
Fossati (2018) points out that all countries virtually combine some demanding
components which put pressure on the unemployed individuals to hasten their labour
market integration as part of their ALMP strategies currently (p. 4).

Workfare programmes and the logic of workfare have received criticisms.
Paz-Fuchs (2008b) criticizes workfare on the basis that strict conditionality and
coercive elements of the programmes pave the way for labour market structures
which aggravate existing obstacles to good jobs, and thus, lead to further social
exclusion instead of promoting social inclusion (p. 817). According to Bruttel and
Sol (2006), forcing benefit recipients to accept any job offer contradicts the principle
of free choice of labour and upholding employment to such a degree carries the risk
of harming human capital if individuals are compelled to accept job offers beneath
their education or training levels (p. 84). Workfare programmes also turn a blind eye
on the problem of working poor by equating poverty with unemployment (Savagkan,
2007, p. iii). Nonetheless, people in regular employment may not be able to escape
from poverty due to low wages, unfavourable working conditions, and the lack of a

social security system (Savaskan, 2007, p. 67).
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2.2.3 ALMP and employability

Employability is a key concept which lies at the heart of activation policies and
ALMPs. Arguably, the original ALMP was developed a response to the problem of
employability in Sweden in order to ensure skill match (Bonoli, 2013), albeit the
term was not explicitly used. Employability has frequently been mentioned as one of
the major objectives of ALMPs in the literature (e.g. Eichhorst et al., 2008; Kluve,
2014; Nie & Struby, 2011; Serrano Pascual, 2007b) since one of the aims of ALMPs
is to remove individual barriers to employment, including the lack of employability
(Eichhorst et al., 2008, p. 5).

Despite its increasing popularity, employability is an elusive concept. In the
literature, there is a consensus about the connotation of employability with individual
characteristics. It mainly refers to “the individual's potential propensity to find or to
be placed in a job” (Kluve, 2014, p. 8). According to Hillage and Pollard (1998),
employability is related to the individual ability to gain initial employment, maintain
employment, and obtain new employment if it is required (p. 2). Particularly from a
life course perspective, employability is not solely defined as the ability to gain but
also ability to maintain employment in the course of working life with a view to
improving individual labour market outcomes (OECD, 2015, p.19). A more
behavioural approach defines employability as “the collection of worker
characteristics, including attitudes towards work, expectations regarding employment
and wages, behaviours both in the labour market and on the job” (Peck & Theodore,
2000, p. 731). Employability is also approached as a form of subjectivity which is
expected to complement self-managed and creative post-Fordist interpretations of

work (Moore, 2010, p. 28).
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Since the so-called passive welfare regimes are deemed to foster
unemployment, welfare-to-work measures which are aimed at activating the
unemployed are deployed as a response as a part of welfare reforms (Peck &
Theodore, 2000, p. 731). Those measures typically entail compulsory participation in
employability programmes and relying on job search and job-readiness activities by
prioritizing labour force attachment and work (Peck & Theodore, 2000, p. 731).

According to Serrano Pascual (2000), there are three principal ways through
which employability penetrates labour market policy. The first conceptualization of
employability is related to the upgrading of unemployed person’s technical skills via
training to cater the needs of employers. The second one is a traditional interpretation
which evaluates employability in terms of methodological and attitudinal abilities
with a view to improving the personal ability to conduct the transition to work
through measures like job search support. The third understanding of employability
is related to the concept of activation with a view to motivating unemployed persons
to find work through ALMPs or work incentives. This final conception renders social
protection mostly dependent on compliance with certain conditions instead of an
unconditional right (Serrano Pascual, 2000). Arguably, the third conception of
employability is more pervasive today as employability is mostly dealt with through
ALMPs which has strong bonds with the principle of activation.

Employability is increasingly being considered as the determinant of
employment prospects (Peck & Theodore, 2000, p. 731). The concept of
employability has entered the agenda of international organizations such as the
OECD, the UN, and the WB in addition to supranational organizations such as the
EU. Employability appears to be a prominent position in the employment and social

policy guidelines of the EU since the 1990s (Peck & Theodore, 2000, p. 729). It has
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been among the political pillars of labour market policies in many EU states since the
late 1990s (Lindsay & Serrano Pascual, 2009; McQuaid & Lindsay, 2002). The
concept of employability is linked to the perceived skills gap of the labour force in
some EU states (McQuaid & Lindsay, 2002, p. 614).

Employability through improved training lies at the root of the EES
(Daguerre, 2007, p. 4). One of the four main goals of the EES is “to move away from
a passive fight against unemployment towards promoting sustained employability
and job creation” (CEC, 1999, p. 7). It could be seen that this new strategy is
considered “active” compared to previous strategies adopted to tackle
unemployment. In this document, employability is presented alongside job creation
as a response to unemployment. Hence, the EES highlights both demand and supply
side interventions in the labour market. Nonetheless, what is striking about the
document is its emphasis on employability. According to the EES, the goal of
improving employability is “making sure people can develop the right skills to take
up job opportunities in a fast-changing world” (CEC, 1999, p. 12). In order to ensure
employability, opportunities for job offers, work experience, training and other
activating measures must be offered to every individual (CEC, 1999, p. 12). The
strategy approaches long-term unemployment as a detrimental factor for
employability (CEC, 1999, p. 3). The document gives weight to the improvement of
individual opportunities for skill enhancement to be able to adapt to the requirements
of a changing labour market.

While some studies on ALMPs take the concept of employability for granted
without embracing a critical approach (e.g. Kluve et al., 2007; Nie & Struby, 2011),
the focus on employability has received criticisms as well. Those critiques involve

the questionable impact of employability measures on employment. For instance,
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some studies point out that there is no direct relationship between employability and
employment and traditional labour market disadvantage still persists despite efforts
to enhance employability (e.g. Nilsson & Ekberg, 2012; Wilton, 2011).

Other critiques problematize the reliance of employability on the
individualization a social problem, unemployment and the obscuration of the demand
side of the labour market. Serrano Pascual (2001) argues that policies which address
the problem of unemployment at the individual level and personal failings instead of
a lack of opportunities in the labour market paved the way for a new labour market
policy orthodoxy which relies on work-first programmes. Within the employability
framework, the responsibility of creating and sustaining employment is assigned to
the labourer who is expected to take part in training persistently and to find new
employment in the case of labour loss (Ar1 Kovanci, 2015, p. 247). For instance,
OECD states that employability of young persons counts on the skills which they can
bring to the labour market and the ability to accommodate future labour market
needs, “whatever they may be” (OECD, 2015, p. 20). This implies that both current
workers and job seekers need to adapt to changing labour market conditions
individually in order to be able to (re)enter or remain in the labour market.

The improvement of individual employability is regarded as an essential step
towards access to employment, especially for disadvantaged groups (McQuaid &
Lindsay, 2002, p. 616). This understanding bears the risk of individualizing the
determinants of unemployment by disregarding the existing structural barriers to
employment. When approaches focus on the individual and individualize a social
problem, they bear the risk of augmenting social exclusion as they may push
vulnerable persons towards employment at any price (Lindsay & Serrano Pascual,

2009, p. 953).
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Another problem is related to the subordination of the goals of job security
and full employment over employability. In the contemporary labour market, the
concept of employability relies on the idea that what is important for employees is no
longer the security of their current jobs or the career prospects they have in their
workplaces, but their overall employment security on the job market (Bernstrom,
Drange, & Mamelund, 2018). It could be argued that employability has replaced the
objectives of job security (Bernstrem et al., 2018; Pruijt & Dérogée, 2010) and full
employment (Finn, 2000; Savaskan, 2007). Employability is not only the ability to
acquire but also to maintain employment over the course of working life (OECD,
2015, p. 19). In this framework, employability is approached as a lifebuoy which
helps people survive in the labour market when there is no guarantee that they will
not be pushed out of the boat easily and that there are enough places in the boats for
everyone.

Another critique of the concept of employability pertains to its dependence on
the supply side interventions while generally ignoring the demand side of the labour
market (e.g. McQuaid & Lindsay, 2002; Peck & Theodore, 2000). This
understanding locates the causes of and the corresponding remedies to the problem
of unemployment on the supply side of the labour market (Peck & Theodore, 2000,
p. 729). The deployment of the focus on employability on the matters pertaining to
the workforce invalidate the impact of the conditions of the labour market regarding
access to employment (Serrano Pascual, 2001).

From this viewpoint, the causes of unemployment are conceived in an
individualistic and behavioural terminology in a way to disregard the problems of
demand deficiency and job shortage (Peck & Theodore, 2000, p. 729). In this picture,

the state does not have the capability and the responsibility to create jobs. Rather, the
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state must concentrate on the supply side measures to flexibilize and to motivate the
unemployed and the unemployed must be pushed back to work (Peck & Theodore,
2000, p. 729).

Policies which put work in the first place and attempts to promote job
acquisition at all costs might have negative consequences (Lindsay & Serrano
Pascual, 2009, p. 952). The concept also disregards the issue of the quality of jobs
available in the labour market. Labour market policy must concentrate on both the
quantity and the quality of the jobs available in the labour market (Lindsay &
Serrano Pascual, 2009, p. 952). Approaches which rely on supply side interventions
in isolation may not be adequate to address the problems of unemployment, social
exclusion, and economic inequality (Peck & Theodore, 2000, p. 731). The need to
integrate supply and demand side perspectives in employability-based frameworks
has been highlighted by many scholars in the literature (e.g. Lindsay & Serrano

Pascual, 2009; McQuaid & Lindsay, 2002; Peck & Theodore, 2000).

2.2.4 Enabling policies

It could be argued that the topic of enabling labour market policies has been less
frequently studied in the literature compared to the abovementioned concepts. In the
1990s, welfare state went under dramatic changes. In most countries, benefit systems
became less generous and they have been connected to work requirements through
active employment policies due to retrenchment policies (Maydell et al., 2006, p.
73). In this framework, policies promoting human capital investment and skill
improvement have increasingly been deemed as active instruments for economic
growth and innovation (Maydell et al., 2006, p. 73). The emphasis of welfare policy

shifted from compensation to prevention in that regard (Maydell et al., 2006, p. 73).
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During this transformation, the rights and responsibilities of job seekers and
labour market participants were rebalanced (Knotz, 2012, p. 5). The preventive social
policy approach involves the subordination of active labour force participation and
human capital development over the provision of income support to people out of
work (Maydell et al., 2006, p. 73). In this picture, social policies are being designed
to enable more individuals to work and render them responsible for their own affairs
(Maydell et al., 2006, p. 73).

The enabling approach to social policy is built on the assumption that job
seekers need training, upskilling, and support to gain employability (Freyland et al.,
2018, p. 4). Enabling policies include the improvement of labour market mechanisms
such as the training programmes and job placement services (Dingeldey, 2007, p.
827). In addition to labour market services such as training, upskilling, and job
counselling, they also entail policies aimed at tackling the compatibility of paid work
and unpaid care work (Fregin, Levels, & Van der Velden, 2020, p. 261). Fregin et al.
(2020) argue that enabling policies should make sure that unemployed individuals
are purposefully (re)trained to endow them with the skills that match labour market

demands (p. 261).

2.3 Activation and ALMP typologies

Labour market policies have been redesigned during the rise of the activation turn in
the 1990s (Knotz, 2012, p. 5). This process involved the introduction of restricting
requirements imposed on job seekers and benefit claimants on the one hand, and the
improvement of services such as job placement services on the other (Knotz, 2012, p.
5). Different combinations of workfare and enabling policies indicate the existence

of different paths to development within the context of a novel paradigm of welfare
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state transformation (Dingeldey, 2007, p. 824). According to Barbier (2004a), the
public policy strategies adopted in that regard are intertwined with peculiar national
value sets and national systems of social protection (p. 77).

Against this intricate background, there has been a great effort put forth by
scholars in order typify and classify different activation regimes and ALMP
approaches. Although most efforts cluster dominant approaches in country cases,
different elements and approaches can coexist in one country (Barbier, 20043, p. 48).
To illustrate, Barbier (2004a) points out that strategies encapsulating human capital
model and work first models could be observed in the US in the early 1990s (p. 48).
Dingeldey (2007) also recognizes this potential coexistence and evaluates the
strength of workfare and enabling elements of activating labour market policies in

individual country cases.

2.3.1 Activation typologies

In the literature, there have been many attempts to differentiate activation regimes
and to create typologies, albeit the bases of the distinctions vary. According to
Barbier (2004a), although there is a common tendency towards activation which is a
common characteristic of the established connection between employment and social
protection in the EU, there is a diversity in the way it is implemented due to the
different historical traditions, the conception of demands of individuals on society,
and the citizenship ideal. It is also argued that this division springs from the contrast
between the ideological foundations of the enabling ALMPs which first came into
being in Sweden in the 1950s and those were put forward by liberal countries in the
1980s (Fossati, 2018, p. 4). From another perspective, the significant factors

accounting for the variation could also entail the social model, the employment
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regime, the labour market situation, and the actors involved (Serrano Pascual, 2004b,
pp. 9-10).

An extensively deployed distinction is between approaches that mainly
depend on incentives and sanctions and approaches that aim at human capital
investment (Froyland et al., 2018, p. 3). The distinction has been conceptualized by
several scholars from many different approaches (Froyland et al., 2018, p. 3).
Activation policies are usually classified into two groups (Aurich, 2011). The
literature mainly distinguishes workfarist policies which impose work-related
demands on benefit claimants and enabling policies which entail the improvement of
labour market services and emphasize human capital development, albeit conceptual
terms given by scholars change (e.g. Barbier, 2004a; Dingeldey, 2007; Fossati,
2018).

The first approach which is usually referred to as “work-first”, “workfare”, or
“liberal” is demarcated by its compulsory and draconian approach in terms of labour
market participation, its emphasis on labour market (re)entry, and its punitive attitude
towards beneficiaries in case of non-compliance with the requirements it imposes
(Aurich, 2011; e.g. Barbier 2005a; Bruttel & Sol, 2006; Dingeldey, 2007). In the
workfare approach to activation, labour market services are not very pervasive and
benefit levels are relatively low (Aurich, 2011, p. 297). Those interventions are
characterized by stronger coercion compared to human capital-oriented interventions
which perversely attach priority to long-term vocational upskilling (Lindsay &
Serrano Pascual, 2009, p. 951).

The enabling or social-democratic activation type that highlights human
capital development is supposedly more generous when it comes to benefit level and

duration and more lenient regarding compliance regimens (Aurich, 2011; e.g.
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Barbier, 2005a; Dingeldey, 2007; Ledemel & Trickey, 2001). From this perspective,
education and training are prioritized over direct labour market participation (Aurich,
2011, p. 297). Enabling measures usually entail the provision of social services such
as personalized support, case management, social assistance, psychological support,
childcare, and vocational training with a view to improving the human capital of job
seekers (Eichhorst et al., 2008).

Being one of the earliest studies that classify activation models in the
literature, Lademel and Trickey (2001) identify two policy types designed for getting
welfare recipients into work in their seminal work which examine the evolution of
the balance of rights and duties in social assistance in countries. Whereas the first
type that they discern, namely labour market attachment relies on ‘work first’
policies, the ‘human resource development’ type puts emphasis on the need to
improve the human capital of programme participants in order to ensure the
transition to jobs with sufficient levels of payment (Lademel, 2001, p. 296).

Esping-Andersen's typology of welfare states can serve as a starting point for
classifying the activation regimes (Serrano Pascual, 20073, p. 276). With respect to
the arrangements between the state, market, and family, Esping-Andersen (1990)
classifies welfare state regimes into three types: the liberal welfare states, the
corporatist welfare states, and the social-democratic welfare states. Firstly, the liberal
welfare states rely on modest social insurance and means-tested social assistance
schemes for the low-income groups subject to strict eligibility rules which cause
stigmatization for the recipients. In those regimes, the state promotes reliance on the
market, with minimal de-commodification impact. The examples of this type include

Australia, Canada, the UK, and the USA.
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Secondly, the corporatist welfare states rely on status distinctiveness and
traditional family form of which the male breadwinner is the centre. In those
regimes, social rights are based on class and status, hence they are not completely
redistributive. State's willingness to eliminate the role of the market in welfare
provision differentiates it from the first regime type. The examples of this type are
Austria, France, Germany, and Italy.

Thirdly, the social-democratic welfare states are based on the principles of
equality of high standards available to the middle class, universalism, and
decommodification. They aim to emancipate the individual from both market and
family to ensure individual independence by taking responsibility to care for
children, elderly and the helpless. Full employment guarantee is another
characteristic of this type. The cases of Denmark, Norway, and Sweden exemplify
this type.

Aurich (2011) argues that activation regime typologies are based on the
rationale that the generous welfare states which happen to be the social-democratic
ones according to Esping-Andersen’s (1990) classification are to embrace a more
generous and humane approach to activation through human capital development or
social-democratic activation policies (p. 298). On the other hand, the less generous
welfare states which fall under the category of the liberal type according to Esping-
Andersen (1990), are deemed to adopt work-first or liberal activation policies. The
existence of a continental type of activation which has hybrid characteristics has also
been discussed in the literature as a third type (e.g. Barbier & Fargion, 2004; Barbier,
2005a; Clegg, 2007; Daguerre, 2007; Knotz, 2012).

By drawing on quantitative data from 20 OECD countries, Knotz (2012)

demonstrates that countries are similar with respect to the degree of enforcement.
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Nonetheless, they differ with respect to the degree of support they provide (Knotz,
2012, p. 5). In this picture, Knotz (2012) argues that it is possible to distinguish the
“three worlds of activation” (p. 5). According to the results of the analysis, the
Anglo-Saxon countries are the leaders in terms of enforcing activation (Knotz, 2012,
p. 30). The focus is on maximizing economic activity by offering as little option
other than market employment as possible (Knotz, 2012, p. 30). The Anglo-Saxon
countries offer low benefits in combination with strict behavioural requirements and
restricted social rights to compensate (Knotz, 2012, p. 30). The Nordic countries, on
the other hand, provide higher benefit levels and comprehensive services (Knotz,
2012, p. 30). The objective of the maximization of employment prevails, but rather
than promoting complete commodification, the activation obligations are balanced
with rights such as access to childcare services or training programmes (Knotz, 2012,
p. 30). Thirdly, the Continental European countries show an intricate pattern. In this
type, benefit levels are high, but access to them is rather restricted in line with social
insurance principles (Knotz, 2012, p. 30). They are weaker in terms of the social
rights of benefit claimants and job seekers compared to the Nordic countries (Knotz,
2012, p. 30).

Barbier (20044a, 2004b, 2005b) comes up with two main ideal types of
activation regimes adopted across Europe, based on analyses of assistance and labour
market policies: the liberal regime and the universalistic regime. Those two ideal
types are polar opposites (Barbier, 20044, p. 56). In this framework, while the UK is
closer to the liberal type, Denmark is closer to the universalistic ideal type and
France indicates a hybrid case (Barbier, 20044, pp. 56-57).

The liberal type primarily aims at improving the individual's relationship with

the labour market for the sake of social equity and efficiency (Barbier, 20054, p. 8).
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Regarding the employment and activity regime, high employment rates are persistent
but inactivity for some groups and gender inequalities in employment rates are
observed (Barbier, 2004a, p. 59). In this type, ALMPs and social policies in general
are assigned a role limited to incentivizing individuals to seek employment (Barbier,
20054, p. 8). Benefits are low, usually accounting for a small portion of market
wages and they are offered for a short duration (Barbier, 2004a, p. 59). The tools
embraced in this type are the provision of quick information and matching services,
short-term vocational training programmes, tax credits, and in-work benefits
(Barbier, 20053, p. 8). Within this framework, measures are aimed at encouraging
people to become as active as possible by accepting any available job since having a
job is deemed as the “normal” path to private and social protection and it is expected
that work systematically takes over from assistance (Barbier, 2005a, p. 8).

On the other hand, the second type proposed by Barbier (2005a), namely the
universalistic ideal type offers comprehensive services for every citizen and ensures
a relatively high standard of living for beneficiaries by providing generous benefits
(p. 9). High-value and long-term benefits are provided (Barbier, 2004a, p. 59). In this
context, social policy is not tied to work requirements and thus, it goes on to enhance
well-being (Barbier, 20054, p. 9). With respect to the activation regime and
employment, high full-time employment rates across the labour force and gender
equality on the labour market are observed (Barbier, 2004a, p. 59). A significant
proportion of the labour force is employed in public sector jobs (Barbier, 20044, p.
59). Unemployment and poverty risks are highly socialized under this approach
(Barbier, 20044, p. 58). Employment services and institutions are usually
decentralized and they involve social actors such as local authorities (Barbier, 2004a,

p. 59). While the liberal type provides minimum income protection and highlights
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individualism and self-reliance, the universalistic activation regime attempts to
balance societal and individual demands in a reciprocal way (Barbier & Ludwig-
Mayerhofer, 2004).

Barbier and Ludwig-Mayerhofer (2004) also suggest a third ideal type of
activation which could be described as the continental type. The example of this type
is France which exhibits elements form both ideal types (Barbier & Ludwig-
Mayerhofer, 2004, p. 8). Barbier (2005a) approaches the case of France as a
distinguished activation type which highlights the objective social integration.
Workfare policies followed a different path in France (Barbier, 20044, p. 60).
According to him, due to the lack of market jobs, policies providing benefits for
those who were disadvantaged in the labour market such as the youth, the long-term
unemployed, and unqualified gained importance in line with the solidaristic tradition
that prevailed in France (p. 60). The ALMPs and employment policies of France are
more similar to their Scandinavian and German counterparts compared to the British
ones (Barbier, 2004a, p. 60).

Following Barbier, Daguerre (2007) also distinguishes three activation
approaches. The first one is the work-first approach which is aimed at assisting the
long-term unemployed to (re)enter the labour market via a mixture of coercion,
compulsion, and financial incentives (Daguerre, 2007, p. 5). This approach is mainly
observed in the UK and the US (Daguerre, 2007, p. 5).

Secondly, within the context of the human capital approach which is
prevalent in Scandinavian countries, employment policies are aimed at equipping job
seekers with better qualifications via job training activities in order to enhance their

employability (Daguerre, 2007, p. 4).
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Thirdly, the social integration model which aims at tackling the impact of
structural obstacles experienced by vulnerable individuals attributes the role of an
employer of last resort to the state which creates temporarily subsidized jobs in the
public and non-profit sectors (Daguerre, 2007, pp. 5-6). Differently from the work-
first or the human capital approach, the provision of minimum income for the long-
term unemployed in exchange for a contract making the beneficiaries to receive
assistance to reintegrate into the labour force and into the society in Continental
Europe (Daguerre, 2007, p. 5). In France, a minimum income scheme based on the
goal of achieving social integration and tackling the structural barriers experienced
by vulnerable individuals in a highly selective labour market (Daguerre, 2007, p. 5).
Hence, France exhibits some characteristics of both main activation types.

Bruttel and Sol (2006) also contrasts the work-first and human capital
approaches to activation. They argue that the work-first approach which is popular in
the Anglo-Saxon countries concentrates on putting beneficiaries into work as soon as
possible regardless of questions of skills and labour market demand by prioritising
labour market attachment (2006, pp. 70-71). In this regard, job search activity is
essential in itself, based on the belief that that any job regardless of its precarity can
serve as a stepping stone rather than building a long-term career objective (Bruttel &
Sol, 2006, p. 71). This strategy might also entail very short-term training if it helps
immediate entry into a new job (Bruttel & Sol, 2006, p. 72).

On the other hand, the human capital development model which was the
dominant character of ALMPs in Europe in the 1990s, as well as the EES,
emphasizes the enhancement of marketable skills and social attitudes which
contribute to the acquisition of suitable jobs (Bruttel & Sol, 2006, p. 70). The main

objective of this model is to help beneficiaries to improve their education and skill
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levels before searching for jobs as this approach deems employment as a long-term
goal (Bruttel & Sol, 2006, p. 72).

By relying on the differentiation of the work first and human capital
development models, Bruttel and Sol (2006) analyse labour market policy
developments in Germany and the Netherlands in terms of the indicators of active
labour market budgets, unemployment benefits systems, the definition of suitable
work, and the employment of sanctions in addition to general policy developments.
In order to identify work first tendencies, Bruttel and Sol (2006) employ four
indicators at an operational level:

The first one is the budgetary volume and programme composition of ALMP
in the sense that a decrease in the budget designated to long-term programmes like
training and job-creation might indicate a shift towards the work first approach,
whereas an increase in job search programmes might consolidate the short-term
character of the approach (Bruttel & Sol, 2006, p. 73). The second and third
indicators are a stricter unemployment benefit regime and a broader understanding of
suitable work, as they both entail pushing jobs seekers into work as quickly as
possible (Bruttel & Sol, 2006, p. 73). The last indicator is sanctions in the sense that
they pose an essential component of activating unemployed persons (Bruttel & Sol,
2006, p. 73). They conclude that the work first approach is gaining currency in both
Germany and the Netherlands (2006, p. 69).

Activation typologies are not limited to the ones that mainly rely on the
distinction between workfare and enabling approaches in the literature. Serrano
Pascual (2007a) presents a distinctive classification framework for activation

approaches.
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According to Serrano Pascual (2007a), two key factors help distinguish
between different activation regimes: governance structure and institutional setting
such as administrative and management reforms (1) and hegemonic regulatory
assumptions including cultural assumptions and modes of managing individuals (1)
(pp. 278-279). Regarding governance structures and institutional setting, Serrano
Pascual (2007a) highlights the roles of the institution and social actors representing
civil society (p. 278). Hegemonic regulatory assumptions entail assumptions on the
meaning of work, the meaning of citizenship, the actor responsible for
unemployment, and the duties of job seekers (Serrano Pascual, 20073, p. 278). From
that perspective, two modes of managing individual emerge: moral-therapeutic
management of the behaviour of welfare recipients and matching up workers to
market demands through adaptive skills management (Serrano Pascual, 2007a, pp.
294-297). While the former relies on the assumption that individuals are passive by
nature and they need to be forced to fulfil the moral duty to take responsibility for
their lives; the latter deems individuals as autonomous beings who need certain
resources such as education and skills (Serrano Pascual, 2007a, pp. 294-297).

On that basis, Serrano Pascual (2007a) presents five ideal activation regime
types by highlighting citizenship status and social rights in different institutional
settings. Firstly, the economic springboard regime is characterized by the heavy
stress on making sure that citizens fulfil the duties in their contract with the
community, especially the duty to achieve financial independence (Serrano Pascual,
20073, p. 301). An example of this type is the UK as it relies on incentivizing work
(Serrano Pascual, 20074, p. 301). Secondly, the civic contractualism regime denotes
a strong emphasis on ensuring citizens fulfil their duties like the economic

springboard regime. Differently from the first model, citizens also enjoy extensive
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social rights ensured by an interventionist welfare state (Serrano Pascual, 20073, p.
302). An example of this model is the Netherlands due to the prevalence of contracts
in the country (20074, p. 303). Thirdly, under the autonomous citizens regime, the
focus rests on both individual and collective responsibility to achieve self-
determination and ensuring the sustainability of the welfare model enjoying a high
level of public support (Serrano Pascual, 2007a, p. 306). This type is seen in Sweden
as it supports the individual to enter the labour market through employability
measures (Serrano Pascual, 2007a, p. 306). Fourthly, the fragmented provision
regime is characterized by differences in the approach to and the extent of different
welfare interventions (Serrano Pascual, 20073, p. 308). Under this regime, active
policy management is decentralized, while the coordination and funding are
insufficient (Serrano Pascual, 2007a, p. 308). An example of this type is Spain
(Serrano Pascual, 2007a, p. 308). Finally, the minimalist disciplinary regime is
demarcated by the limited extent of state welfare intervention to protect or support
people excluded from the labour market and other risk groups (Serrano Pascual,
2007a, p. 309). Under this regime, minimalist interventions are designed to ensure
that individuals fulfil their duties as citizens (Serrano Pascual, 2007a, p. 309).
Although this type has no true representative, Portugal is closer to this type (Serrano
Pascual, 2007a, p. 309).

In the framework presented by Serrano Pascual (2007a), the economic
springboard regime is demarcated by its focus on the regulation of benefit claimants’
obligation and duties and the dominance of moral-therapeutic regulation of
behaviour in terms of modes of managing the individual (p. 301). The civic
contractualism regime is built on the provision of rights and the regulation of

obligations of citizens (Serrano Pascual, 2007a, p. 301). The dominant mode of
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managing the individual is the moral-therapeutic regulation of behaviour (Serrano
Pascual, 2007a, p. 301). The autonomous citizens regime is based on the provision of
rights and the regulation of obligations like the civic contractualism regime, but its
mode of managing the individual is matching regulation (Serrano Pascual, 20074, p.
301). While both the fragmented provision regime and the minimalist disciplinary
regime provide limited rights and expect limited obligations, they differ in terms of
their dominant modes of managing the individual (Serrano Pascual, 2007a, p. 301).
While in the former matching regulation prevails, moral-therapeutic regulation of
behaviour is dominant in the latter (Serrano Pascual, 2007a, p. 301).

All in all, the literature presents a rich background in terms of the
classification of different activation approaches. The next section elaborates on the

classifications of ALMP approaches.

2.3.2 ALMP typologies

There are also attempts to classify ALMP types and approaches in the literature.
Regarding the types of ALMPs, Bonoli (2010, 2011) presents a classification based
on the dimensions of employment market orientation and the level of human capital
investment. The employment market orientation which gained currency in the
activation turn in the late 1980s and 1990s could be regarded as the degree to which
the goal of labour market policy should put individuals in unsubsidized jobs (Bonoli,
2011, p. 183). On the other hand, the second dimension, namely human capital
investment refers to whether programmes are based on the investment in the human
capital of jobless persons (Bonoli, 2011, p. 184). In that regard, enhancing the skills

of jobless individuals in order to smooth their transition into the labour market and to
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improve productivity for the society's sake in total, in the shape of vocational training
or improvement of the skills demanded by the labour market (Bonoli, 2011, p. 184).

Bonoli (2010) classifies the four types of ALMPs that he discerned from that
perspective (p. 441). Those ALMP types are incentive reinforcement, occupation,
employment assistance, and upskilling (Bonoli, 2010, p. 441). Incentive
reinforcement is strong in terms of pro-market employment orientation and it has no
orientation towards human capital investment (Bonoli, 2010, p. 441). On the other
hand, the occupation type is weak in terms of both orientations (Bonoli, 2010, p.
441). Employment assistance has strong qualities in terms of pro-market employment
orientation and it is weak regarding investment in human capital (Bonoli, 2010, p.
441). Finally, upskilling is strong from both dimensions (Bonoli, 2010, p. 441).

A distinction between demanding ALMPs and training-based ALMPs is
elaborated by Eichhorst and Konle-Seidl (2008) and Fossati (2018). Demanding
ALMPs entail efforts which pushes unemployed individuals to hasten their labour
market (re)integration through the required job searching activities, benefit cuts, and
job search supervision schemes (Eichhorst & Konle-Seidl, 2008, p. 5). In that regard,
demanding ALMPs attempt to precipitate labour market integration for unemployed
individuals who are deemed individually responsible for their plights (Fossati, 2018).
According to Fossati (2018), the design of demanding ALMPs implies an underlying
assumption that unemployment stems from the individual herself or himself rather
than the existence of structural problems (p. 4). From this perspective, the
unemployed individual prefers receiving benefit over working, thus, necessitating the
disposition of some negative incentives in addition to imposition of sanctions to
accelerate labour market (re)integration. Furthermore, demanding ALMPs magnify

the vulnerability of the unemployed persons faced with the labour market demands,
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particularly concerning the quality of a new job such as lower wages. Demanding
ALMPs prevalent in the UK and the US (Fossati, 2018).

On the other hand, in Nordic countries, ALMPs have been built on an
understanding of human capital enhancement due to the fact that unemployment was
deemed a structural problem, hence the focus has been on consolidating the
employability of workers via human capital investment (Fossati, 2018, p. 7). The
training-based ALMPs inhibit the marginalization of persons who have low or
outmoded skills and reconcile labour demand and supply (Fossati, 2018). Fossati
(2018) draws attention to that the case of Continental European countries have been
classified in the literature as an in-between type, relying on strategies that highlight
social integration through occupational programmes with moderate human capital
investment levels (p. 7).

In a similar vein, Dingeldey (2007) contrasts the conceptions of workfare
state and the enabling welfare state in her work which compares the tendencies of
activating labour market policies and the paths towards activation in Denmark, the
UK and Germany, each corresponding to the different welfare state regimes
introduced by Esping-Andersen (1990) by relying on the indicators of the strength of
the workfare elements and the strength of the enabling elements of activating labour
market policy (p. 824). To measure the mix of workfare and enabling elements,
Dingeldey (2007) utilizes the indicators of unemployment benefit cuts and enforced
labour market activation and compulsion through individual contracts for workfare
tendencies and activation via job placement, training programmes as part of
activation policies, and the coordination of family policy for enabling tendencies.

An ongoing divergence of ALMPs persists within the new paradigm of

activation (Dingeldey, 2007). It could be argued that the workfarist and enabling
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approaches share the aim of enhancing labour market participation. Nonetheless,
their manners to achieve that end differ. ALMPs entail a combination of policies that
impose labour market participation on one hand and services that enhance the
employability of individuals and enable them to enable individuals to pursue their
path leading to employment on the other (Dingeldey, 2007, p. 823; Fregin et al.,
2020, p. 258). Workfare has coercive and enforcing components regarding labour
market participation and it is implemented by benefit cuts, the tightening of
eligibility rules, the increasing conditionality, and the introduction of compulsory
labour market programmes (Dingeldey, 2007, p. 827). On the other hand, enabling
policies entail the development of labour market services such as training
programmes and placement services (Dingeldey, 2007, p. 827).

In her attempt to comparatively analyse activating labour market policies in
terms of workfare and enablement, Dingeldey (2007) also brings childcare and
unemployment benefit policies into analysis in addition to ALMP in a way to include
all activating labour market policies. Dingeldey (2007) finds that while the UK is
strong in workfare policies, Denmark is strong in enabling policies, and Germany is
in the middle ground but closer to the stronger end in terms of workfare policies (p.
847). Although workfare policies gained ground in all three countries during their
welfare state transformations, workfare is the weakest in Denmark and the strongest
in the UK (Dingeldey, 2007, pp. 834-845). In terms of enablement, Denmark has the
most extensive set of enabling policies, while the UK is the weakest in that regard
(Dingeldy, 2007, pp. 844-845).

The attempts to create activation typologies and classifying welfare states on
that basis has received criticisms in the literature. Eichhorst and Konle-Seidl (2008)

criticize the attempts to typify activation approaches as welfare states are not frozen
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or static to provide a solid basis for distinction (p. 9). Aurich (2011) criticizes those
two- or three-type typologies on the basis that they employ a one-dimensional
analysis of social rights and goes on to propose a distinction between different
dimensions of activation policy, instead of a distinction between different types:
“incentive creation” which entails possible incentive impacts of policy mechanisms
and “active support” which concentrates on the enabling character of activation
policies (pp. 299-300). The framework put forward by Aurich (2011) distinguishes
three types of activating unemployment policies: recommodification policies which
focus on the creation of incentives, enabling policies which concentrate on active
provision support, and coercive welfare policies which denote a hybrid type in
between (p. 301).

According to Moreira and Ledemel (2014), rather than attempting to cluster
or to map activation regimes, scholars need to focus on the processes of change in
order to be able to completely grasp the second wave of activation reforms. From
another perspective, Clasen, Clegg and Goerne (2016) point out that most of the
studies on ALMPs which aim to detect the socio-economic and political determinants
of ALMP variation rely on available quantitative data to present a comparison of
cross-national policy trends. Nonetheless, they argue that from the perspective of
social policy, this policy field needs to be studied with more critical engagement and

by more conceptually and theoretically informed qualitative field work.

2.3.3 The question of convergence
In the literature, the question whether the activation trend leads to convergence
among different welfare state regimes has also been studied by many scholars (e.g.

Barbier, 2005a; Bruttel & Sol, 2006; Dingeldey, 2007; Ledemel & Trickey, 2001;
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Serrano Pascual, 2007a). While Bruttel and Sol (2006), Eichhorst and Konle-Seidl
(2008), and Serrano Pascual (2004a, 2007b) argue that there is a convergence pattern
between different welfare states, scholars like Dingeldey (2007), Graziano (2012),
Lodemel (2004), and Peck and Theodore (2001) state that there is either no or limited
convergence trend.

It is argued that although activation policies differ significantly, there is also a
convergence trend regarding the social norms which inspire them, at least in Europe
(Serrano Pascual, 20044, p. 515). In another study, Eichhorst and Konle-Seidl (2008)
present an assessment of national activation trajectories and the effectiveness and
efficiency of activation policies in terms of basic principles, target groups,
instruments, and governance models in Denmark, Germany, France, the Netherlands,
Sweden, Switzerland, the UK, and the US. They conclude that a contingent
convergence pattern of mechanisms, target groups, governance, and outcomes could
be detected (2008, p. 2). Eichhorst and Konle-Seidl (2008) point out that continuing
reforms pave the way for a contingent convergence between countries (p. 432). Thus,
they argue that existing typologies which are aimed at classifying activation
strategies should be questioned accordingly (2008, p. 2). The process of this
contingent convergence is characterized by a consolidation of work requirements,
sanctions, reduced training expenditure, and a more individualized approach to
activation service delivery (Moreira & Ledemel, 2014, p. 7).

By adopting two dimensions of activation (human capital investment and
employment market orientation) following Bonoli (2010), Graziano (2012) examines
ALMP spending figures in seven OECD countries to explore activation and observes
a limited convergence pattern between the activation policies in the EU. Graziano

(2012) attributes the lack of convergence between EU countries in terms of
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activation policies to the softness of the EES and to the lack of administrative
capacities in the member countries to transfer innovative activation policies into
practice (p. 312).

From another point of view, by putting forward a comparison of policy
developments in Denmark, Germany, and the UK, Aurich argues that the activation
trend has led to novel discrepancies between welfare states. There is cross-
convergence among welfare states in the sense that despite some common patterns,
new differences and reversed directions of reform take place rather than a constant

divergence or gradual convergence (Aurich, 2011, pp. 311-313).

2.4 Conclusion
This chapter has sought to reflect on the existing body of the literature on ALMPs
and other related concepts. The broad literature on ALMPs has provided rich
empirical knowledge and well-developed concepts that present a comparative
outlook of the processes and features of ALMP implementations in diverse contexts.

A dichotomy between ALMPs and PLMPs emerged in the second half of the
twentieth century and have been underscored ever since. As it has been elaborated in
this chapter, ALMPs have been adopted by many countries to intervene in the labour
market in various ways since the 1950s and they have become more influential in
labour market policy-making since the 1990s with respect to the pressing global
challenges and the corresponding transformations of welfare states. ALMPs
constitute a central policy domain for welfare state transformation.

ALMP programmes entail a broad set of labour market interventions which
may target the supply side or the demand side of the labour market. The literature

review suggests that ALMPs are mostly associated with interventions in the labour
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supply. While the original ALMP entailed a combination of macro-economic policy
measures, ALMPs started to be stripped off their original characteristics and to be
understood from the perspective of human resources investment with the adoption
and promulgation of the concept by the OECD in the mid-1960s (Barbier, 20044, p.
52). This approach paved the way for the dominance of the supply-side
understanding of the concept of ALMP (Barbier, 2004a).

In this respect, the concept of ALMP cannot be discussed in isolation from
the concepts of activation, workfare, employability, and enablement. To sum up,
although the policy orientations of activation, workfare, employability, or
enablement share the aim of enhancing labour market participation, their underlying
assumptions, their policy tools, and their paths to reach that end differ. It could be
concluded that they all reflect individualistic understandings of labour market
intervention.

The impacts of various ALMP arrangements in different settings have been
studied extensively in the literature. Nonetheless, the impact evaluation literature on
ALMPs reveals that although they are extensively deployed against unemployment,
ALMPs are no magic bullet in the fight against the problem of unemployment (e.g.
Dar & Tzannatos, 1999; Martin & Grubb, 2001). Moreover, they might have
unintended impacts on regular employment, even if they reduce unemployment
(Kluve et al., 2007). These suggestions and findings underline the importance of the
thought and design processes of ALMPs prior to their introduction.

The pervasive adoption of ALMPs by many countries with different
underlying assumptions and different path dependencies and under different
institutional settings have led to different approaches to activation and ALMPs. The

literature suggests that albeit there are no pure types, dominant approaches to
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activation and ALMPs can be distinguished. Evidence from the literature implies that
ALMP orientations dominant in individual countries can be discerned. A popular
classification in that regard is based on the discrepancy between coercive approaches
that impose work-related requirements and depend on incentives and sanctions in
that regard and enabling approaches that put human capital investment at the centre
(Freyland et al., 2018, p. 3). Scholars have usually evaluated different approaches to
ALMPs and other activating labour market policies with respect to their workfarist
and enabling tendencies and came up with ideal types. Those typologies help
determine the dominance of the workfarist and enabling approaches in a given
country and locate individual countries in certain typology clusters. Although the
classification attempts have been criticized in the literature (e.g. Clasen et al., 2016;
Moreira & Ledemel, 2014), they are certainly helpful to provide a snapshot of the
dominance of the workfarist and enabling elements of ALMP and other activating
labour market policy programmes in a given country.

The aim of this study is to determine the dominant elements of ALMP and
other activating labour market policy programmes in Turkey and to locate this
peculiar case within prominent activation typologies found in the literature. Turkey is
not an exception to the embracement of the activation trend. ALMP programmes
started to proliferate since the late 1980s and they continue to gain momentum in
Turkey, particularly in the last two decades. To provide a basis for discerning the
dominant activation orientation in Turkey, the following chapter presents a
background of ALMPs and other activating labour market policy programmes in
Turkey. In line with the suggestions from the literature, the Ul scheme and the
provision of childcare services in relation to the labour market are also covered in

addition to ALMPs in order to be able to better grasp the activation trend in general.
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CHAPTER 3

THE BACKGROUND OF ACTIVE LABOUR MARKET POLICIES IN TURKEY

Locating Turkey in an activation typology is not a straightforward task. As it is
mentioned in the previous chapter, historical legacies and path dependencies of
individual countries play a vital role on their welfare arrangements (Barbier, 2004a,
2004b). The case of Turkey has its peculiarities accordingly.

This study focuses on the ALMP programmes which are being implemented
by ISKUR with the addition of two policies which have activating elements: the UI
and the family policy. Although the Ul generally considered a PLMP in the literature
(e.g. Martin & Grubb, 2001; Nie & Struby, 2011), it has also been argued that Ul
schemes might have activating elements (e.g. Barbier, 2005b). By considering the
concept of activation as the introduction of a connection between social protection
and labour market participation, Barbier (2005b) suggests that the social protection
domains which could be activated in that sense exceeds traditional ALMPs and part
of them is Ul (p. 7). For instance, Barbier and Fargion (2004) assert that Ul has had
an activation component with its obligation to seek work since its introduction in
1958 in France (p. 444).

As a relatively new mechanism in the case of Turkey compared to many
European countries, Ul has become a part of the activation policy in the case of
Turkey (Giin, 2016, p. 1315), particularly regarding its eligibility and maintenance
criteria, in addition to the duration and the level of payments (Savaskan, 2009).
Savaskan (2009) further argues that the Ul implementation in Turkey reflects an
example of workfare programmes as an ALMP in Turkey (p. 215). In addition, the

coordination of the family policy is crucial in terms of increasing the employability
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of women who have dependent children (Dingeldey, 2007, p. 840) and it therefore
needs to be scrutinized as a policy domain which potentially has activating elements.
This chapter elaborates on the development of ALMPs in Turkey which
provides the background firstly for my analysis that deals with the workfarist and
enabling tendencies of ALMPs (Dingeldey, 2007) and secondly for my attempt to
locate them within the activation typology developed by Barbier (2004a). Although it
is accepted that ALMP programmes proliferated in the late 2000s in Turkey (The
Ministry of Labour and Social Security, 2014a, Paragraph 65), their introduction in
the country goes back to the 1990s. Active and passive labour market policies have
attracted attention in Turkey since the 1990s (Varg¢in, 2004, p. 100). Yet an
increasing emphasis on the link between social assistance and employment is rather a
recent phenomenon. To present an account of the development of ALMPs and other
activating labour market policies in the context of Turkey, one should start with the
development of public employment services. First, | provide an overview of the
historical development of the ALMPs and the public employment agency which
evolved into ISKUR. After that, the development and characteristics of ALMP
programmes are elaborated on. Finally, the increasing emphasis on the link between

social assistance and employment is discussed.

3.1 The historical development of ALMPs and the public employment agency in

Turkey

3.1.1 Early days of ISKUR and employment services
For a long period, the provision of employment services was limited to job matching

services and sending emigrant workers to Europe in Turkey. Such services were
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carried out exclusively by the public employment agency in the country. The Labour
Law of 1936 (no. 3008), the first Labour Law of the Republic of Turkey, laid the
foundation for a public employment agency, albeit the establishment of the agency
did not take place until 1946. According to the Labour Law, the agency acts as a
regulating and mediating body in the matters of placing workers in the jobs for which
they are suitable and finding suitable workers for various state jobs as a public duty
(The Republic of Turkey, 1936, Article 63). Hence, the name of the planned public
employment agency was “Is ve Is¢i Bulma Kurumu”, literally indicating an
organization for finding job and worker (The Republic of Turkey, 1936, Article 64).
The duties of the organization defined by the law included; gathering information
about all kinds of jobs, regularizing labour supply and demand, announcing the lists
of employers and workers, taking actions for enhancing the vocational training of
workers and raising qualified workers, determining and mediating the
implementation of the central or local measures which would impede social problems
by keeping track of the fluctuation of wages and comparing them to the increases in
the living expenses, and mediating employment contracts without any charges (The
Republic of Turkey, 1936, Article 64). The law also prohibited the establishment of
private employment agencies (The Republic of Turkey, 1936, Article 65/a).

The public employment agency of Turkey, namely the Institution of Finding
Job and Worker (Is ve Isci Bulma Kurumu, [iBK) was formally established in 1946
with the promulgation of its constituent law, the Law on the Establishment and
Duties of The Institution of Finding Job and Worker (no. 4837) (Is ve Is¢i Bulma
Kurumu Kurulus ve Gorevleri Hakkinda Kanun) (The Republic of Turkey, 1946).
Strikingly, the establishment of the institution predates the adoption of the

Employment Service Convention (no. 88) by the ILO in 1948 (Alper, 2003). That

71



convention came into effect in 1949 in Turkey (The Republic of Turkey, 1949). The
Labour Law (no. 1475) which came into effect in 1971 conceded the same duties as
registered by its predecessor (The Republic of Turkey, 1971, Article 84). The Labour
Law of 1971 defined employment services as a public service and it reiterated the
state monopoly over employment services except for agricultural jobs (The Republic
of Turkey, 1971, Articles 83, 85).

Until the late 1980s, the public employment agency mainly functioned as a
mediator for sending workers from Turkey to European countries (Korkut et al.,
2015, p. 117). Until the 2000s, the services provided by the institution remained
rather limited, let alone reaching all job seekers (Korkut et al., 2015, p. 117). IIBK
was insufficient to meet the labour force demands of the private sector and as the
services are mostly catered for the needs of the public sector. In addition, the
placement of persons with disabilities, ex-convicts, and persons affected by the
events of terror in jobs was prioritized (Uckan Hekimler, 2005, p. 174). The non-
compliance of the services offered by the institution with the ILO standards and the
need for modernization also necessitated reconstructing (Karagor, Mangir, Giivenek,
& Kayhan, 2019, p. 273).

There were other factors which paved the way for the reconstruction of IiBK.
The employment services provided by 1IBK proved insufficient to keep up with the
changing economic system and market structure in the 1980s and the 1990s (Coskun,
2017, p. 125). The neoliberal transformation which Turkey went under accelerated in
the 1980s. The privatization of the SEEs was a prominent component of this
transformation. In this period, the need for reintegrating SEE employees who would

lose their jobs as a result of the privatization into the labour market emerged.
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3.1.2 Upskilling the labour force

The need for a skilled labour force was one of the main driving forces of the
developments that took place in the late 1980s. Training programmes were promoted
in the 1980s and 1990s for that end. The 1988 directive regulates labour force
training courses which would be opened by 1IBK alone or in cooperation with other
public institutions with an aim of promoting employment and preventing
unemployment (The Ministry of Labour and Social Security, 1988, Article 1). The
target groups of the courses are defined as unemployed persons (lacking information
and skills) who are registered with the institution and persons who want to change
their vocation or start up their own businesses (The Ministry of Labour and Social
Security, 1988, Article 1). The courses were projected to be opened for vocations
which are needed in the labour market or has a labour force deficit (The Ministry of
Labour and Social Security, 1988, Article 2).

Another agenda which came to the fore was the provision of employment
services by privately owned employment agencies. A directive regulating private
employment counselling services came into effect in 1987. Nonetheless, it was not
until 2003 when the provision of employment services by private agencies gained
solid legal ground in Turkey.

The efforts to restructure [IBK accelerated in the 1990s. In the 1990s, the WB
emerged as an important actor as a financial supporter (Giimiis, 2020, p. 215). IBBK
went under a significant restructuring process through projects implemented in
cooperation with the WB and the Employment Institution of Germany
(Bundesanstalt fiir Arbeit) in the 1990s (Korkut et al., 2015, pp. 108-109). The
project aimed at the reorganization of IiIBK was executed in cooperation with the

Employment Institution of Germany. ALMPs were among the measures adopted in
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the process of structural adjustment in terms of the objectives of fighting
unemployment and creating employment in the 1990s and 2000s (Giimiis, 2020, p.
215). The deployment of ALMPs as a tool for tackling the problem of unemployment
coincides with the activation of the role played by the WB with its political influence
and financial support in the form of loans. A significant portion of the ALMP
programmes which were put into practice between 1993 and 2000 was realized
thanks to the loans provided by the WB (Dertli, 2009, p. 611). Hence, IiBK
consolidated its role in the implementation of ALMPs by dint of the loans provided
by the WB in the 1990s (Vargin, 2004, p. 103).

In the 1990s, the prominent ALMP programmes conducted by 1IBK were
jobs search assistance services and employment services (Dar & Tzannatos, 1999, p.
5). The project carried out in cooperation with the WB entailed the provision of job
counselling services for workers who became redundant due to the privatization of
SEEs in Turkey (Dar & Tzannatos, 1999, p. 5). Another emerging activation
mechanism at the time was the job and vocational counselling service. In order to
develop the job and vocational counselling services, 20 IIBK personnel received
training in Turkey and Germany between 1990 and 1991 and started to perform as
job and vocational counsellors in the pilot areas as a part of the project (Coskun,
2017, p. 141).

A pioneer project which was implemented during the reconstructing efforts
was the Employment and Education Project (istihdam ve Egitim Projesi). The project
was initiated in 1993 and lasted until 2000 with the financial support of the WB
(ISKUR, n.d.). Among the objectives of the project, providing employment for
unemployed persons with low skills through vocational training, developing an

information system for the labour market, and increasing female employment are
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mentioned (ISKUR, n.d.). Vocational training courses which were aimed at meeting
the demands for the qualified labour force of the job market were promoted as part of
the project (ISKUR, n.d.). Within the scope of the programme, regional public works
programmes (Toplum Yararina Calisma Programi, TYCP) were also organized after
the destructive earthquake in 1999 (Kapar, 2017, p. 318). TYCP is the public works
programme which provides temporary income support in exchange for working in
public institutions for a defined period of time.

Another significant project which was supported by the WB was the
Privatization Social Support Project (Ozellestirme Sosyal Destek Projesi, OSDP)
(WB, 2000). The project targeted persons who would lose their jobs due to the
privatization of SEEs. It provided counselling and training programmes in addition to
the work programmes for the community benefit (TYCP) (Glimiis, 2020, p. 216).
Along with training, reemployment services were also provided for this target group
between 2002 and 2005 (Vargin, 2004, p. 119).

ALMPs were first mentioned in the Seventh Five Year Development Plan
which covers the years between 1996 and 2000 (The Republic of Turkey, 1995). The
plan underlines the need for flexicurity arrangements in the labour market and
harmonization measures including (re)training programmes to enable the labour
force to respond to the needs of the labour market. In that regard, it is stated that
active labour market measures are to be taken within the scope of globalization and
the EU harmonization policies (The Republic of Turkey, 1995, p. 54).

A directive aimed at training the labour force came into action in 1996. This
time, it was aimed at improving in addition to training the labour force (The Ministry
of Labour and Social Security, 1996). Another difference from the previous directive

of 1988 in addition to the introduction of the aim of improving the labour force was
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the target group. Differently from the directive of 1988 which it replaced, this
directive targeted workers who were going to lose their jobs due to privatization in
addition to registered unemployed persons who cannot be and have no chance to be
placed in a job, persons who wish to change or develop their vocation, persons with
disabilities, unqualified workers who wish to gain a vocation, and persons who wish
to start up their own businesses (The Ministry of Labour and Social Security, 1996,

Article 2).

3.1.3 The transformation of the labour market policies: the growing interest in
ALMPs
The turn of the millennium brought about significant changes for the labour market
policies of Turkey. The structural adjustment reforms, the start of the EU accession
period, and the economic crisis of 2001 were all influential on the way through
which labour market policies were transformed.

Turkey was recognized as a candidate country for the EU membership in
1999. In addition to the structural adjustment reforms, the EU candidacy also
precipitated the transformation of employment services (Biger, 2014, p. 90). The EU
accession process necessitated the harmonization of the employment policies of
Turkey with those of the EU and the approximation of the employment policies of
Turkey to the EES (Mahirogullar1 & Korkmaz, 2018, p. 106). The EU asked
candidate countries to modernize their public employment institutions who were
going to join The European Network of Public Employment Services following their
accession (Cetinkaya, 2011, p. 43). After this point, ISKUR and the employment
policies went under significant changes and the influence of the EU started to

outweigh the influence of the WB.
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A cornerstone of the transformation of the employment policies in Turkey
was the enaction of the Law of Unemployment Insurance (no. 4447) (Issizlik
Sigortas1 Kanunu) which came into effect in 1999. The law defines unemployment
insurance as a compulsory insurance which compensates the income loss for a
certain period and to some extent of insured and unemployed persons who lose their
job without their intention or fault, although they have the desire, ability, health
conditions, and competence to work (The Republic of Turkey, 1999, Article 47/c).
As it is going to be discussed in detail in the following section, the Ul scheme came
with some workfare elements in terms of being ready to work, actively seeking
employment, and participating in vocational training programmes.

The first legislative attempt to reestablish IIBK was the promulgation of the
Statutory Decree on the establishment of the Turkish Employment Institution and
Amending Certain Laws and Statutory Decrees (no. 617) (Tiirkiye Is Kurumunun
Kurulmasi ile Baz1 Kanun ve Kanun Hitkmiinde Kararnamelerde Degisiklik
Yapilmas1 Hakkinda Kanun Hiikkmiinde Kararname) in 2000. The statutory decree
had renamed IIBK as the Turkish Employment Institution (Tiirkiye Is Kurumu,
ISKUR) and brought about significant changes regarding the duties of the institution
(The Republic of Turkey, 2000). It also set the legal basis for privately owned
employment agencies (The Republic of Turkey, 2000). Nevertheless, the
Constitutional Court (Anayasa Mahkemesi) repealed the law which set the legal basis
of the statutory decree in the same year as a result of the authorization case regarding
the law, resulting in the repeal of the statutory decree as well (Coskun, 2017, p. 152).
The court decision allowed nine months for a new regulation, nonetheless the legal
basis of the reorganization of the institution was not set until 2003 (Coskun, 2017, p.

152).
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In 2001, Turkey experienced a harsh economic crisis, which could be defined
as the first capitalist crisis of Turkey (Bugra, 2008, p. 220). The crisis resulted in a
significant rise in the unemployment rate which jumped to 10.3 per cent in 2002
from 6.5 per cent in 2000 (TUIK, 2021a). The Social Risk Mitigation Project
(SRMP) was initiated in cooperation with the WB in order to cushion the social and
economic impacts of the economic crisis in 2001 (WB, 2001). The main policy tools
proposed by the project was conditional cash transfers (CCTs) and loans for the
improvement of the employment opportunities of the poor with a view to reducing
poverty in the country (WB, 2001). The key objective of the SRMP is defined as
creating a social assistance system targeting the poorest in a way to provide not only
a “safety net” but also a “trampoline” that helps the poor escape poverty (WB, 2001).
Enhancing the quality of the employability training activities under the local
initiatives, supporting income-generating sub-projects, technical and life skills
training activities targeting the unemployed youth, and temporary community
employment opportunities which would promote workfare activities are mentioned
among the prominent goals of the project (WB, 2001). Hence, the forthcoming
labour market regulations took place within a context in which international actors
played a significant role.

The legal regulations which were enforced after the crisis of 2001 set the
necessary framework for the transformation of institutions in line with the market
needs. The impact of the crisis of 2001 provided justification for the increasing focus
on ALMPs and accelerated the restructuring of IIBK in that framework (Kiigiiklii,
2019, p. 88). Within this context, the policy orientation of the public employment

agency changed from demand side interventions to supply side interventions in the

78



labour market and from employment to employability in the aftermath of the 2001
financial crisis in Turkey (Savagkan, 2007, p. 76).

The year 2003 brought about two important legislative developments for
[iBK. Firstly, the Labour Law (no. 4857) was promulgated in May 2003 (The
Republic of Turkey, 2003a). The new labour law extended the duties of [iBK and
provided the legal basis of the privately owned employment agencies. In June 2003,
the Law on Certain Regulations about the Turkish Employment Agency (no. 4905)
(Tiirkiye Is Kurumu Ile ilgili Baz1 Diizenlemeler Hakkinda Kanun) came into effect.
The law changed the name of the institution to “Turkish Employment Agency”
(Tiirkiye Is Kurumu, ISKUR). The institution was reorganized as an administratively
and fiscally autonomous body under the Ministry of Labour and Social Security (The
Republic of Turkey, 2003b, Article 1). The name and legal basis of ISKUR were
changed with a greater emphasis on ALMP (Savaskan, 2007). Then, the name no
longer implied job placement services solely. It rather reflected the whole domain of
employment. Moreover, ISKUR was authorized as the prominent actor in the
execution of ALMPs in Turkey (Yildiz, 2016, p. 250).

The main duties of ISKUR are defined as the enhancement, extensification,
and the protection of employment; supporting activities aimed at preventing
unemployment; and executing the unemployment insurance services in its constituent
law (The Republic of Turkey, 2003b, Article 1). Other duties include:

- Supporting the creation of the national employment policy,

- Locally and nationally compiling, analysing, interpreting, and publishing
labour market data,

- Establishing the Labour Market Information Advisory Board and

coordinating the work of the Board,
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- Conducting and procuring labour force need analyses to determine the supply
and demand of the labour force,

- Conducting and procuring job and vocation analyses,

- Providing job and vocational counselling services,

- Developing and implementing workforce training, vocational training and
workforce adjustment programs to increase the employability of the labour
force,

- Organizing training seminars for the workforce in employment,

- Carrying out efforts to regularize labour demand and job seeking,

- Contributing to the placement of the labour force into jobs suitable for them
at home and abroad,

- Contributing to finding a suitable labour force for various jobs,

- Contributing to the employment of the labour force which is difficult to
employ and to the recruitment of the legally obliged labour force for
workplaces to employ,

- Fulfilling the duties assigned to the institution regarding private employment
agencies,

- Following the decisions taken by the European Union and international
organizations regarding labour force, employment, and working life and
implementing the bilateral and multilateral agreements, conventions, and
recommendations of the Government of the Republic of Turkey is a party
within the purview of the institution (The Republic of Turkey, 2003b, Article
3).

While [iBK prioritized job matching and job placement services, the 2003 Law

assigned new duties to ISKUR and rendered it more active (Coskun, 2017, pp. 152-
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153). The 2003 Law bestowed a new characteristic upon the institution and ISKUR
has been assigned the role of implementing active employment policies since then
(Y1ldiz & Ciloglu Yériibulut, 2017, p. 98). With its extended duty area, ISKUR also
became the executor of the Unemployment Insurance.

Moreover, the establishment of privately owned employment agencies was
permitted with the 2003 Law in a way to terminate state monopoly over job
placement services, hence implying a fragmentation in the implementation of the
policies (Giimiis, 2020, pp. 214-215). With the establishment of the privately owned
employment agencies, ISKUR embraced a market-based labour force management
approach as a part of the neoliberal practices (Ozugurlu, 2003, pp. 59-74). Privately
owned employment agencies have played a significant role regarding the
individualization of employment which holds employees responsible for their
predicament in Turkey since then (Isikli, 2016).

The emphasis on the supply side interventions in the labour market as a
response to the problem of unemployment continued rapidly after the promulgation
of the constituent law of ISKUR. In this context, the improvement of employability
Is embraced as a panacea for the problem of unemployment (Isikli, 2016). The
Directive of the Services of Labour Force Training and Harmonization (Tiirkiye Is
Kurumu Isgiicii Yetistirme ve Uyum Hizmetleri Yonetmeligi) came into force in
2004. This directive mainly regulates labour force training, vocational training,
labour force harmonization programmes in addition to training seminars for the
labour force in employment and the work programmes for the community benefit to
increase the employability of the labour force (The Ministry of Labour and Social

Security, 2004, Article 2). This directive has a wider target group and includes
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vocational training and rehabilitation measures for persons with disabilities and ex-

convicts (The Ministry of Labour and Social Security, 2004, Article 4).

3.1.4 The enlargement of the services of ISKUR and the growing emphasis on
employability

The crisis of 2008 triggered another wave of change for the range and the scope of
the services provided by ISKUR. The unemployment rate rose from 10.3 per cent in
2007 to 14 per cent in 2009 (TUIK, 2021a). The Ministry of Labour and Social
Security initiated the efforts to put forward a national employment strategy in 2009
(The Ministry of Labour and Social Security, 2014a, Article 7). With the financial
crisis of 2007-2008, ISKUR’s activities were enhanced and a significant increase
was observed in both the number of the courses and course participants supported by
ISKUR (Biger, 2014, p. 93).

Besides, a directive for the regulation of the labour force harmonization
services was introduced in 2008. The directive mainly regulates vocational courses
and work programmes for the community benefit with an emphasis on the
employability of the labour force. It targets unemployed persons registered to ISKUR
and convicts in the penal institutions who are to be released in the next three years
(The Ministry of Labour and Social Security, 2008, Article 2). The directive includes
entrepreneurship and vocational training, guidance and counselling services, the
programmes for the community benefit, and training seminars for the labour force in
employment which are aimed at facilitating their placement in a job and supporting
them to start up their own businesses by increasing their employability of the target
group in response to the needs of the labour market (The Ministry of Labour and

Social Security, 2008, Article 2/1). It also mandates the participation of the current
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unemployment insurance beneficiaries in the training activities suitable for them and
their vocation, with a sanction of benefit cut in the case of non-compliance without a
valid reason (The Ministry of Labour and Social Security, 2008, Article 21).

The growing interest in the active policies manifested itself in the Directive of
Active Labour Force Services (Aktif isgiicii Hizmetleri Yénetmeligi) of 2013. The
main objectives of the directive are determining the principles and procedures
regarding the implementation of the active labour force services organized by
ISKUR for supporting the protection and enhancement of employment; the
development of the vocational qualities of the unemployed, the reduction of
unemployment; and the integration of the groups in need of special policies into the
labour market (The Ministry of Labour and Social Security, 2013, Article 1). The
directive regulates the vocational training courses, on-the-job training programmes,
entrepreneurship training programmes, and the programmes for the community
benefit which are to be realized by ISKUR in line with the needs of the labour
market (The Ministry of Labour and Social Security, 2013, Article 2/1).

The National Employment Strategy covering the years between 2014 and
2023 was introduced in 2014. The central approach of the strategy is flexicurity (The
Ministry of Labour and Social Security, 2014a, Article 8). The strategy is built upon
four basic policy axes: the consolidation of the link between education and
employment (1), the provision of security and flexibility in the labour market (1), the
enhancement of the employment of the groups needing special policies (I11), and the
consolidation of the link between employment and social protection (IV) (The
Ministry of Labour and Social Security, 2014a, Article 8). The prioritized
development goal of Turkey is built upon enhancing the sensitivity of education to

employment in the National Employment Strategy (Biger, 2014, p. 94).
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Within the perspective of the Tenth Development Plan (2014-2018), the
activation of the labour market programme is presented among the prioritized
transformation programmes (The Ministry of Development, 2015, p. iv). In 2015, an
action plan for the labour market activation programme was released within the
framework of the Tenth Development Plan which covers the years 2014 and 2018.
The programme’s motivations are manifold. The programme emphasizes the need for
solving the problems faced during the job matching processes, increasing female
labour force participation and employment rates, strengthening the link between
social assistance and employment, and effectively implementing flexible work
arrangements (The Ministry of Development, 2015, p. 1). The objectives of the
programme are defined as increasing qualified and decent employment, reducing
unemployment, and enhancing the efficiency of the labour force through the
activation of the labour market, which are required by a competitive economy (The
Ministry of Development, 2015, p. 1). The target groups are defined as the
unemployed, women outside of the labour force, and informal workers and
employers (The Ministry of Development, 2015, p. 1). The goals of the programme
are increasing female labour force participation and employment rates, the
extensification of flexible work arrangements, the consolidation of the link between
social assistance and employment, the enhancement of the effectiveness of the
employment incentives (The Ministry of Development, 2015, p. 1).

One of the components of the programme is the activation of the active labour
force programmes which is embodied in the policies of monitoring and evaluation of
the active labour force programmes and increasing the numbers and upskilling the
job and vocation counsellors (The Ministry of Development, 2015, pp. 9, 11). The

plan recognizes the deficiency of monitoring and evaluation mechanisms in Turkey.
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Overall, the account of the development of ALMPs in Turkey suggests that
the state of being unemployed is perceived as a passive attitude (Biger, 2014, p. 94)
and unemployed individuals need to be activated to re-enter the labour market. For
that reason, training programmes or public works programmes are put forward as a
solution (Biger, 2014, p. 94). The focus is mainly on supply side interventions in the

labour market and they usually dwell on the employability of the labour force.

3.1.5 Arreview of studies on the development of ALMPs in Turkey

The literature presents critical studies regarding the development of ISKUR and
ALMPs in Turkey. Biger (2014) argues that the employment strategy mostly
involves supply side interventions in the labour market and it is designed for
reducing the burden on the employers (p. 94).

Kumas (2010) argues that the main problem of ISKUR is that it is defined as
merely a supporting institution in the 2003 Law (p. 149). ISKUR engages in micro-
level employment services rather than macro-level policies (Akyildiz, 2019, p. 94).
For that reason, it cannot engage in human resources planning from a macro level
perspective (Kumas, 2010, p. 148). This might partly explain the inefficiency of its
services. Nonetheless, it is open to debate whether further empowerment of the
institution would generate better results for the labour force.

Cetinkaya (2011) evaluates the opinions of social partners regarding the
historical transformation of ISKUR. Based on questionnaires conducted with
representatives of ISKUR, trade unions and employer’s unions, Cetinkaya (2011)
finds that while the representatives of ISKUR are more optimistic about the

transformation of ISKUR, the representatives of trade unions are rather unpleased
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with the changes and the representatives of employer’s unions deem them
insufficient (p. 39).

The process of EU accession has an undoubtful impact on the development of
ALMPs in Turkey. In that regard, there are several studies which evaluate the
integration of ALMPs in relation to the EU accession process (e.g. Cigeksogiit, 2019;
Tas & Bozkaya, 2012) and its compatibility with the EES (e.g. Ozen, 2015).
Regarding the employment policies of Turkey, Ozen (2015) argues although Turkey
legally complies with the EES, the lack of a national employment strategy and
coordination is the major problem according to the progress reports of Turkey
prepared by the EU (p. 78). In another work, Sahin (2014) analyses the EES as the
basis of the National Employment Strategy of Turkey and argues that the common
solution to unemployment adopted by those two strategies is the creation of cheap
and insecure human capital (p. 57).

The evaluation of ALMPs in terms of their target groups is also another
dimension which has received attention in the literature (e.g. Baydogan, 2012;
Cetinkaya, 2008; Erol, 2013; Es & Gtiven, 2018; Etci, Avci, & Cagan, 2019; Kluve,
2014; Metin, 2016; Ozaydm, 2013). For instance, Ozaydin (2013) examines the role
of ALMPs in terms of tackling youth unemployment in Turkey and concludes that
the perspective of the youth needs to be incorporated into policies which aim to fight
youth unemployment. Etci et al. (2019) scrutinize the role of ALMPs implemented
by ISKUR in the province of Mugla and conclude that despite the training
programmes, the job placement rates of young job seekers are low and existing
policies are insufficient to ensure employment (p. 271).

In addition, there are studies which scrutinize ALMPs from a gender

perspective in the literature (e.g., Askin & Askin, 2017; Binek, 2019; Giiray, 2012;
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Ozkan, 2013). For example, Giiray (2012) evaluates the impact of the vocational
training courses on women’s empowerment in Turkey and find that the training
programmes contribute to self-confidence and socialization of women, although they
fail to increase the employment level of women sufficiently (p. 90). Cift¢ci and
Yenihan (2019) examine the regional resistance to the entrepreneurship programme
of ISKUR from a gender perspective and find that regional resistance to women’s
entrepreneurship is higher in Eastern and South-Eastern regions of Turkey compared
to other geographical regions (p. 129).

Although the number of studies on ALMPs are abundant in Turkey, there are
significant gaps in the literature. There is a significant gap in the literature regarding
the country-wide impact analysis of ALMPs as propounded by Kayaduvar (2015),
particularly regarding the unintended consequences of ALMPs such as the
deadweight and substitution effects (p. 6). Studies which evaluate ALMPs from a
holistic point of view are also missing. The restricted volume of qualitative studies
reflecting on the opinions and experiences of different social actors also constitute a
significant gap. In addition, scrutinizing the case of Turkey in relation with the
existing activation and ALMP typologies also stands out as a missing research area.
In order to be able to better address the latter inquiry, the following section
elaborates on the characteristics of individual ALMP programmes which are

currently in use and being implemented by ISKUR.

3.2 Active labour market policy programmes in Turkey
The labour market policies which are utilized to tackle unemployment in Turkey
could be classified into PLMPs and ALMPs (Mahirogullar1 & Korkmaz, 2018, pp.

132, 144). Although Hekimler (2008) points out that the only PLMP mechanism in
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usage in Turkey is the unemployment insurance scheme (UI) (p. 12), Mahirogullari
and Korkmaz (2018) suggest that the PLMPs which are in use are the Ul (1), the
wage guarantee fund (11), and indemnities (i.e. severance and notice pay and job loss
indemnity) (111) (pp. 132-143). The ALMPs that are being implemented in this
context could be classified into four: policies aiming to enhance employability
(vocational training programmes, job and vocational counselling services, and
employment mediation activities) (I); policies aiming to prevent the termination of
employment (short-time working payment and legal regulations to obstruct
dismissals) (I1); policies aiming to create new employment areas (incentives to
increase investments and employment, self-employment supports, and the creation of
new public employment areas) (111); policies aiming to increase employment in the
existing workplaces (flexible work and the requirement to hire disabled persons and
ex-convicts) (IV) (Mahirogullar1 & Korkmaz, 2018, pp. 144-168).

The ALMP programmes which are currently implemented by ISKUR could
be grouped as the job and vocational counselling services, vocational training
courses, entrepreneurship training programmes, programmes for the community
benefit, on-the-job training programmes, policies for persons with disabilities and ex-
convicts, and the social work programme.

In the Directive of Active Labour Force Services, active labour force services
are defined as activities which are conducted to protect and increase employment,
improve the vocational qualities of the unemployed, reduce unemployment, and help
groups with special policy needs to integrate into the labour market (The Ministry of
Labour and Social Security, 2013, 4/1-a). Most ALMP programmes are financed by
the Unemployment Insurance Fund in Turkey (Demir & Ozyilmaz Misican, 2018, p.

45). The courses, programmes, and projects regulated under the directive are also
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financed by the budget of ISKUR composed of the Unemployment Insurance Fund,
the fund transferred to ISKUR for the vocational training of those who became
unemployed as a result of privatization following the Law on Privatization
Implementations (no. 4046) (Ozellestirme Uygulamalar1 Hakkinda Kanun), and
loans and/or grants allocated for ISKUR as a result of agreements with international
organizations (The Ministry of Labour and Social Security, 2013, 91/1).

The unit of ISKUR that is responsible for the conduct of active labour market
services is the Department of Active Labour Force Services established according to
the Law on Certain Regulations about the Turkish Employment Institution (The
Republic of Turkey, 2003b, Article 8). The duties of the Department of Active
Labour Force Services are defined by the Law as the following:

- Organizing vocational training, vocational development, and vocational
replacement courses,

- Providing or procuring vocational training and vocational rehabilitation
services which facilitates the employment of groups which require special
policies in employment,

- Implementing other labour force training and harmonization programmes
(The Republic of Turkey, 2003b, Article 3/b).

The department responsible for the implementation of active labour market policies
was created as early as 2003 during the reorganization of IIBK. The assigned duties
of the department revolve around the vocational development and harmonization of
the labour force, hence dwelling on supply side interventions in the labour market

which is an important pillar of the active labour market policies.
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This section focuses on the ALMP programmes which are being implemented
by ISKUR in addition to other activating labour market policies including the UI

scheme and the coordination of the family policy (Dingeldey, 2007).

3.2.1 The introduction of job and vocational counselling in employment services
Employment services in the form of job placement and matching has been a part of
the services offered by ISKUR since its foundation in 1946. A recent development
regarding employment services is the introduction of job and vocational counselling
system (Y1ldiz & Ciloglu Yoriibulut, 2017, p. 97). The counselling service covers the
employment-generating and employment protection activities targeting job seekers
who seek employment within the scope of the services of ISKUR, as well as
employers, and education and training institutions (The Ministry of Labour and
Social Security, 2015, 4/1-d). It entails the provision of counselling services which
focus on employment for job seekers, employers, and students.

In this system, job seekers and employers are registered to the ISKUR system
and each school is assigned to the portfolio of a job and vocational counsellor.
Within the scope of the services, counsellors support job seekers who are registered
to ISKUR to find employment, to eliminate their vocational adjustment problems, to
improve their vocational skills, and to change their jobs and vocations (ISKUR,
2021a). Systematic assistance is provided to the individual job seeker to choose the
job and vocation which best suits his or her desire and situation, to benefit from the
training opportunities related to the chosen vocation, to be placed in a job, and to
adapt to the job through the comparison of the individual qualities of the job seeker
and the qualifications and conditions required by jobs or vocations of the choice

(ISKUR, 2021a). They also support students to choose a vocation (ISKUR, 2021a)
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The services include the provision of information about the regulations and
responding to the demands about the labour market such as recruitment for
employers (ISKUR, 2021a). The duties of the job and vocational counsellors include:

- Providing consultancy services for job seekers, employers, and education

and training institutions,

- Carrying out promotional and cooperation activities related to consultancy

services,

- Reporting job and vocational counselling activities,

- Conducting labour market research,

- Being in constant cooperation with employers, education and training

institutions, relevant institutions and organizations,

- Referring the counselee to the services provided by ISKUR or relevant

institutions and organizations in accordance with his or her personal situation

and needs and to follow up the results,

- Creating an individual action plan when necessary by considering the

counselee's personal characteristics (The Ministry of Labour and Social

Security, 2015, Article 7-1).

As could be seen, job and vocation counsellor is responsible for the fulfilment of a
wide range of duties. In this system, a counsellor fulfils every duty related to
employment and education (Yildiz & Ciloglu Yoriibulut, 2017, p. 97).

Job matching service is also provided by private employment agencies
alongside ISKUR. Although Turkey is a party to the Fee-Charging Employment
Agencies Convention of ILO (no. 96) since 1952, IIBK exercised a monopoly in
terms of the provision of employment services until 2000 (Uckan Hekimler, 2005, p.

174). As the statutory decree aimed at reorganizing ISKUR was annulled by the
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Constitutional Court in 2000, the establishment of private employment agencies was
granted legal basis with the promulgation of the Labour Law of 2003 (no. 4857) (The
Republic of Turkey, 2003a). Later in the same year, the Law no. 4904 which
established ISKUR in 2003 framed the functioning of privately owned employment
agencies in detail (The Republic of Turkey 2003b). Article 17 of the Law on Certain
Regulations about the Turkish Employment Institution states that the mediation
service to place job seeker in jobs for which they are suitable and finding suitable
workers for various jobs can be performed by both ISKUR and privately owned
employment agencies (The Republic of Turkey, 2003b). Privately owned
employment agencies can be opened upon the permission of ISKUR and they are
subject to the supervision of ISKUR (The Republic of Turkey, 2003b, Article 17).
Private employment agencies are authorized to carry on mediation services such as
job matching except for jobs in public institutions. As of 2020, there are 525
privately owned employment agencies across the country (ISKUR, 2021b, p. 57).

Recently, job and vocational counsellors have been branched out into five
groups in accordance with their educational background, skills, and achievements
with the aim of enhancing the effectiveness of the services for job seekers,
employers, and students (ISKUR, 2021b, p. 52). These groups are job seeker
counsellors, employer counsellors, vocational counsellors, employment coaches for
persons with disabilities, and leaders of the Job Clubs which provide intensified
counselling services for groups experiencing challenges in the labour market
(ISKUR, 2021b, p. 52).

A novel project regarding the job and vocational counselling services is the
Job Clubs Project (is Kuliipleri Projesi) which was launched in 2017 (ISKUR, 2020a,

p. 61). The project is designed as an intensive job and vocational counselling
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programme which specifically targets groups needing special policies including
women, young persons, persons with disabilities, long-term unemployed individuals,
drug addicts, and social assistance beneficiaries (ISKUR, 2020a, p. 61). The
objective of the programme is to provide the target group with the motivation to look
for a job and methodological support regarding job search (ISKUR, 2020a, p. 61). In
addition to raising the motivation to seek employment, other alleged functions of the
project are to boost self-confidence, to show that there is a job for anyone who wants
to work, to provide information about where and how to find a job, and to ensure that
the participants are placed in the best job possible and as soon as possible (ISKUR,
20203, p. 61). Intensive training courses lasting for from two to five days are
organized for small groups as part of the project (ISKUR, 2021c¢). A curriculum is
designed for each target group for a specific period in the scope of the project
(ISKUR, 2020a, p. 61). The job clubs operate in 68 provinces of the country and
81,869 individuals participated in the project between 2017 and 2020 (ISKUR,
2021b, p.73).

It has been argued that the matching services provided by ISKUR are not in
harmony with the demands of the labour market (Kumas, 2010, p. 150). By drawing
on data on the number of open jobs, the number of the registered of job seekers, and
the number of individuals placed in a job from the year 2008, Kumas (2010) detects
a mismatch between the matching service and the labour demand (p. 150).
Nonetheless it should be noted that the services provided by ISKUR went under
significant changes since 2008. In a more recent study, Sahin, Nal and Kaya (2019)
scrutinize the impact of matching and employment services implemented by ISKUR
as a response to unemployment and find that the general job placement rate in the

labour market is higher than job placement rate via ISKUR in Turkey (p. 161).
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3.2.2 Vocational Training Courses (Mesleki Egitim Kurslari, MEK)

Vocational training courses are one of the earliest and the most prominent ALMPs
implemented by ISKUR (Uyar Bozdaglioglu, 2008, p. 60). As mentioned above,
their roots could be traced back to the year 1988 when a directive on the training of
the labour force was introduced (Vargin, 2004, p. 103). Prior to this directive,
vocational training was deemed primarily a responsibility of vocational education
schools; nevertheless, after the directive, IIBK started to play an active role in the
implementation of vocational training as ALMP programmes in Turkey (Vargin,
2004, p. 103).

Vocational training courses involve vocation acquisition, development and
replacement trainings which are organized for improving the qualifications and
increasing the employability of those who do not have any profession, who have a
profession but cannot find a job in their profession or who are not qualified in their
profession (The Ministry of Labour and Social Security, 2013, Article 4-0).
Alongside the regular courses which do not come with employment guarantee, there
are also employment guaranteeing courses which aim at qualifying job seekers who
lack qualification (Uyar Bozdaglioglu, 2008, p. 60). The courses target persons with
disabilities, convicts, and ex-convicts (The Ministry of Labour and Social Security,
2013, Article 4). Almost all vocational training courses are financed by the
Unemployment Insurance Fund (Biger, 2014, p. 94).

The courses can be operated in cooperation with or through service
procurement from education and training institutions subject to the Ministry of
National Education, universities, private education institutions, private sector

workplaces, public institutions, foundations and associations which have economic
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enterprises, and private employment agencies (The Ministry of Labour and Social
Security, 2013, Article 10/1). The curricula of the courses must be approved by the
Ministry of National Education (The Ministry of Labour and Social Security, 2013,
Avrticle 28/1). The duration of the courses cannot exceed 160 actual days (The
Ministry of Labour and Social Security, 2013, Article 29/2).

The criteria for being eligible for participation are as the following: being
registered to ISKUR as unemployed, being over the age of 15, having special
qualities determined in accordance with the requirements of the vocation, benefiting
from job and vocation counselling services, not being a retiree, and not having
completed another course organized for the same vocation by ISKUR (The Ministry
of Labour and Social Security, 2013, Article 32/1).

During the selection of the participants, job and vocational counselling
services are provided. Participants are ideally selected in line with the principles of
impartiality and equality of opportunity from unemployed persons registered to
ISKUR. Disadvantaged persons who are defined as persons who are comparably
difficult to gain employment such as women, young individuals, long-term
unemployed persons, and persons with disabilities are given priority in the
participation in the course in compliance with the qualities of the course and the
number of participants (The Ministry of Labour and Social Security, 2013, Article
34). The courses have strict attendance requirements (The Ministry of Labour and
Social Security, 2013, Article 36/1). A payment covering the necessary expenses
determined by the Board of Directors of the ISKUR are paid to the participants for
each full actual training day they attend (The Ministry of Labour and Social Security,
2013, Article 44/1). As part of the programme, general health insurance premiums

and work accident and occupational disease insurance premiums of participants are
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covered by ISKUR during the courses (The Ministry of Labour and Social Security,
2013, Article 41)

In the employment guaranteed vocational training courses, at least fifty per
cent of the trainees must be recruited within 30 days at the latest from the date the
course exam result is announced, and they must be employed for not less than 120
days, at least for the amount of the days of the actual course (The Ministry of Labour
and Social Security, 2013, Article 40/1).

Albeit it is one of the most intensively implemented activities by ISKUR,
vocational training courses may prove incapable of solving the problems of
unemployment as individuals might participate in them for the cash benefit they
provide and to make use of their free time (Kumas 2010, p. 148). Sen (2016)
evaluates the vocational training courses as part of ALMP programmes in Turkey
and concludes that the impact of the courses on unemployment depends on the
creation of enough jobs for the new labour force (p. 88).

An experimental study of the WB (2013) draws upon a representative sample
of general vocational training courses which occurred between December 2010 and
June 2011 in 23 provinces of Turkey (p. viii). The findings of the study demonstrate
that programme participants are less likely to seek employment compared to the
average urban job seekers (WB, 2013, p. 15). The trainees attribute great importance
to ISKUR training programmes as they believe that the programmes are perceived
valuable by employers and respectfully, they are helpful for finding better jobs (WB,
2013, p. 19). Overall, the impact of the training courses implemented by ISKUR is
found to be negligible with a small but significant impact on employment quality
(WB, 2013, p. 20). Nonetheless, the study asserts that privately provided and

competitive ISKUR training courses have a bigger net return (WB, 2013, p. 27). WB
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(2013) mainly attributes the low impact of ISKUR training under scrutiny to the low
value-added of the courses regarding the skills they aim to enhance and to the fact
that ISKUR trains the most educated job seekers, while most of the labour force
consists of low-skilled workers who experience the greatest challenge in the labour
market (pp. 34-35).

On the other hand, Kayaduvar (2015) evaluates the impact of vocational
training courses of ISKUR in Ankara and concludes that the contracting out of the
vocational training courses to private contractors results in misfunctioning and hence,

they fail to boost the employability of the trainees.

3.2.3 The Entrepreneurship Training Programme (Girisimcilik Egitim Programi)
The objective of the Entrepreneurship Training Programme is to support persons
registered to ISKUR to start up and develop their own businesses (The Ministry of
Labour and Social Security, 2013, Article 78/1). Until 2010, the entrepreneurship
training programmes were implemented as the programme for those who wish to
start their own businesses (Korkut et al., 2015, p. 128). After 2010, they were
reorganized as entrepreneurship training programmes (Korkut et al., 2015, p. 128).
This programme aims at tackling unemployment by both ensuring the employment of
the participant and the potential employees who will be recruited by the participant
(Korkut et al., 2015, p. 128).

The courses can be organized in cooperation with or through service
procurement from universities, private education institutions, trade associations,
foundations, and associations (The Ministry of Labour and Social Security, 2013,
Avrticle 81/1). The participation criteria are as the following: being registered to

ISKUR, being over the age of 18, and not having completed the same module before

97



(The Ministry of Labour and Social Security, 2013, Article 82/1). The beneficiaries
of the programme are required to benefit from job and vocation counselling services
(The Ministry of Labour and Social Security, 2013, Article 83/3). Attendance to the
course is compulsory (The Ministry of Labour and Social Security, 2013, Article
84/1). A payment covering the necessary expenses determined by the Board of
Directors of the ISKUR is paid to the participants for each full actual training day
they attend (The Ministry of Labour and Social Security, 2013, Article 86/1-b). As
part of the programme, general health insurance premiums and work accident and
occupational disease insurance premiums of participants are covered by ISKUR
during the courses (The Ministry of Labour and Social Security, 2013, Article 87/4).
Participants who complete the programme are given a programme participation

document (The Ministry of Labour and Social Security, 2013, Article 89).

3.2.4 The Programmes for the Community Benefit (Toplum Yararina Programlar,
TYP)

The Programme for the Community Benefit (TYP) is basically the public works
programme being implemented in Turkey. It relies on the fulfilment of a work or
service for the public good directly or through a contractor (The Ministry of Labour
and Social Security, 2013, Article 62-1). The objective of TYP is defined as
providing temporary income protection and ensuring labour market harmonization
for the unemployed, particularly for those who are least to be employed due to
detachment from work habit and discipline in the places with or in times of intensive
unemployment (The Ministry of Labour and Social Security, 2013, Article 62-1).

Capar Diri6z (2012) approaches the programmes for the community benefit as
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publicly financed programmes that offer temporary employment opportunities in
public institutions for low wages (p. 26).

In the first phases of the programmes, they were referred to as “Work for the
Community Benefit Programme” (Toplum Yararina Calisma Programi, TYCP),
nonetheless later the word ‘work’ was omitted due to criticisms and they were
renamed “Programmes for the Community Benefit” (Toplum Yararina Programlar,
TYP) (Kapar, 2017, p. 323). However, Kapar (2017) highlights that those
programmes still function as workfare programmes despite the change of the name
(p. 325).

The work programmes for the community benefit (then Toplum Yararina
Calisma Programlar1, TYCP) have been implemented by ISKUR for various reasons
(Vargin, 2004, p. 121). They could be aimed at facilitating the transition period
during the implementation of structural adjustment reforms (Vargin, 2004, p. 49).

The first set of those programmes were introduced within the scope of the
Privatization Implementation Assistance and Social Safety Net Project which was
signed by the Undersecretariat of Treasury and the WB in 1994 as a response to the
privatization of some SEEs within the context of the structural reforms that Turkey
went through (Varcin, 2004, pp. 114, 121-122). In that phase, the TYCPs targeted
people who became unemployed due to the privatization measures (Var¢in 2004, p.
122). Nonetheless, those programmes could not generate the projected impacts due to
the low take-up rate and the provision of an amount approximating the minimum
wage merely (Vargin, 2004, p. 122).

After the two earthquakes that took place in the Marmara region in 1999,
ISKUR introduced TYCPs in the cities that were destructively affected (Kapar, 2017,

p. 318; Vargin, 2004, p. 122). The TYCPs were also launched in the aftermath of the
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economic crisis of 2001 financed within the scope of the Privatization Social Support
Project (Ozellestirme Sosyal Destek Projesi, OSDP) in two phases between 2002-
2005 and 2006-2009 (Capar Dirioz, 2012, pp. 145-146).

The Directive of Labour Force Harmonization Services which was published
in 2008 paved the way for the proliferation of the work programmes for the
community benefit in a uniform fashion in the whole country through the agency of
ISKUR (Kapar, 2017, p. 319). According to Kapar (2017), the proliferation of the
TYPs and the extension of their scope coincides with the economic crisis of 2008 (p.
319). Thus, it is suggested that the TYPs are deemed as a mechanism that could
cushion the detrimental effect of the crisis.

The participation criteria for the TYP are as follows: having registered to
ISKUR as unemployed, being over the age of 18, not being granted retirement or
invalidity pension, and not being a student (except for being registered at the Open
University) (The Ministry of Labour and Social Security, 2013, Article 67-1). TYPs
can be implemented in the areas of environmental cleaning, the renewal of public
infrastructure, landscaping in public schools, cleaning and restoring, the protection of
historical and cultural heritage, afforestation, park landscaping, vale improvement
and stream remediation, and efforts to prevent erosion (The Ministry of Labour and
Social Security, 2013, Article 65-1).

Attendance is compulsory and 14 days unpaid leave conditional upon the
approval from ISKUR or contractor (The Ministry of Labour and Social Security,
2013, Article 71-1). The weekly duration for TYP is 45 hours (The Ministry of
Labour and Social Security, 2013, Article 66-1). A TYP programme cannot be
implemented for longer than 9 months (The Ministry of Labour and Social Security,

2013, Article 66-2). The maximum participation duration for a participant is 24
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months in total (The Ministry of Labour and Social Security, 2013, Article 66-4). For
a participant, the maximum duration of participation is nine months in 12 months and
he or she can start benefiting from the programme after 12 months following his or
her participation (The Ministry of Labour and Social Security, 2013, Article 66-3).

After the completion of the programme, those participants who did not accept
three job offers made by ISKUR which were suitable for their qualifications without
a valid cause cannot reapply for another TYP in 24 months, starting from the last day
of the programme (The Ministry of Labour and Social Security, 2013, Article 66-1-
5). The participants receive the daily minimum wage, calculated on a daily basis
(The Ministry of Labour and Social Security, 2013, Article 73-1). Social security
premiums of the participants are also covered within the scope of the programme
(The Ministry of Family, Labour, and Social Services, 2013, Article 73-3).

The participants can be determined by the methods of listing based upon
interviews or job and vocation counselling, notary's draw, or a specific combination
of them (The Ministry of Family, Labour, and Social Services, 2019, Article 9). The
provincial directorates of ISKUR have the authority to determine the selection
method in order to select the suitable participants for the characteristics of the work,
to enhance the employability of the unemployed individuals who are difficult to gain
employment, to take the socioeconomic discrepancies of the province into account,
and to inhibit the participation of persons who may disrupt the programme or cause
the programme to fail (The Ministry of Labour and Social Security, 2013, Article 68-
4). Participants are selected from persons having the education, age, and gender
qualities which are the most suitable for the programme and the ones who reside in
close locations to the programme location (The Ministry of Labour and Social

Security, 2013, Article 68-2). Unemployed persons who are least likely to be
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employed are prioritized (The Ministry of Labour and Social Security, 2013, Article
68-3). In practice, groups most disadvantaged in finding employment: women,
persons with disabilities, ex-convicts, individuals over the age of 35, individuals who
are wounded during the fight against terrorism but not counted as invalid are
prioritized during the selection of participants (ISKUR, 2021d). In 2019, 59 per cent
of the programme participants were women (ISKUR, 2020a, p. 47).

Regarding the critiques that these programmes receive, Giin (2013) argues
that the TYPs which target unemployment could be considered workfare
programmes and they resemble the New Poor Laws of the nineteenth century
England which projected that the receivers of public assistance would be forced to
work for the public good, for instance, in workhouses. Erikli and Bayat (2016) state
that the implementation and the proliferation of the TYPs after the economic crisis of
2008 in Turkey resemble the employment patterns during the implementation of the
Tennessee Vale Project in the USA after the Great Depression of 1929, as they are
both regarded public employment creation programmes. Askin and Askin (2017)
deem the TYPs as ALMPs in their study in the province of Tokat. Their study
suggests that the positive impacts of the TYPs on the labour market in Tokat is rather
limited and they cause some reverse effects including the substitution impact (2017,
p. 1). Kapar (2017) also argues that the TYPs retain a robust substitution impact, i.e.
the participants of those programmes substitute the potential employees that could be
recruited by the beneficiary public institutions (p. 332).

Kapar (2017) points out that the Programmes for the Community Benefit
locate their beneficiaries within the most inferior level with respect to the precarious
and insecure working conditions that they impose (p. 319). According to him, the

reason behind the intensive demand to participate in the programmes is its provision
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of access to temporary income support, due to the underdeveloped social assistance
and the insufficient unemployment benefit systems in Turkey (2017, p. 321). For the
public institutions which benefit from those programmes, they turn out to be quite
desirable as they provide them with a flexible labour force supply which could be

utilized free of cost (Kapar, 2017, p. 322).

3.2.5 The On-the-Job Training Programme (isbas1 Egitim Programi, IEP)

The on-the-job training programmes (IEPs) entail training conducted during the
fulfilment of the job in private workplaces which meet the minimum criteria set by
ISKUR in order to provide participants with vocational experience (The Ministry of
Labour and Social Security, 2013, Article 4-1-j). The programmes aim at reducing
unemployment by increasing the employability of the labour force when the labour
supply and demand do not match (Capar Diridz, 2012, p. 25). Just like TYP, IEP
became more pervasive after the economic crisis of 2008, and the numbers of its
beneficiaries and the financial sources allocated to it has expanded significantly after
that year (Kapar, 2017, p. 334)

IEP is designed for individuals who wish to complement their theoretical
education with practice and to gain vocational experience (The Ministry of Labour
and Social Security, 2013, Article 45-1). IEP can be organized in non-public
workplaces which are registered to ISKUR and who have at least two registered
employees (ISKUR, 2021e). The maximum duration of the programme varies with
the sector in which it takes place. While this is six months at maximum in
workplaces and vocations operating in informatics and manufacturing; it is nine
months at maximum for vocations related to journalism (reporting); three months for

other sectors (ISKUR, 2021e). IEP could be organized for up to nine months for
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young persons between the ages of 18-29 in vocations for today and the future such
as cyber security, cloud computing, and coding (ISKUR, 2021e).

The daily duration of the programme cannot be shorter than five hours and
longer than eight hours (The Ministry of Labour and Social Security, 2013, Article
53-1). The programme cannot exceed 45 hours in total and six days weekly (The
Ministry of Labour and Social Security, 2013, Article 53-1). The total duration of the
programme cannot be longer than 320 actual days (The Ministry of Labour and
Social Security, 2013, Article 53-1). The maximum duration of participation in IEP
is 320 actual days in 24 months for participants (The Ministry of Labour and Social
Security, 2013, Article 52-1).

Attendance for the programme is compulsory (The Ministry of Labour and
Social Security, 2013, Article 53/1). Participants who have acceptable excuses can
use paid leave. Health-related excuses need to be documented by a medical report
and health leave cannot exceed five days in total (The Ministry of Labour and Social
Security, 2013, Article 53/1). The total leave duration except for health reasons
cannot exceed one-tenth of the total duration of the programme. This maximum leave
duration includes health leave exceeding five days (The Ministry of Labour and
Social Security, 2013, Article 54/1). Exceeding this limit results in dismissal (The
Ministry of Labour and Social Security, 2013, Article 54/1). Certain types of
insurance premiums of programme participants are covered by ISKUR during the
programme (The Ministry of Labour and Social Security, 2013, Article 55/2). The
programme covers general health insurance and work accidents and occupational
diseases insurance premiums but excludes retirement and severance and notice

payment premiums (Kapar, 2017, p. 336).
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The participation criteria of IEP are as the following: being registered to
ISKUR as unemployed, being over the age of 15, having utilized the job and
vocational counselling services of ISKUR, not being a blood relative from the first
and second degrees or spouse of the employer, not being a retiree, and not having
worked for the employer in question in the last three months before the
commencement of the programme (The Ministry of Labour and Social Security,
2013, Article 52/1). Unemployment insurance receivers can take part in programmes,
albeit they cannot participate in the programmes organized in the workplaces which
are party to their leave statement while receiving unemployment insurance benefits
(The Ministry of Labour and Social Security, 2013, Article 52/1).

Students who meet the participation requirements can also participate in
programmes. Nonetheless, they receive a lower amount of payment. While job
seekers are paid 108.68 TL a day as an indispensable expense (zaruri gider), students
receive 81.51 TL. Unemployment insurance payment beneficiaries receive 54.34 TL
(ISKUR, 2021e). The programme expenses are financed by the Unemployment
Insurance Fund (Kapar, 2017, p. 333).

There is an employment generating component in the programme. For
employer’s request for new participants to be accepted, at least 25 per cent of the
participants must be employed in the same vocation in the workplace in question or
in another workplace at least for 60 days or pledged to have been employed by the
employer in the last year (The Ministry of Labour and Social Security, 2013, Article
51/1). Nonetheless, it has been argued that the programmes function to promote
employment in the profit-seeking private sector and the objective of supporting
employers have taken precedence over providing vocational training on the job

(Kapar, 2017, pp. 333-334).
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3.2.6 Policies designed for persons with disabilities and ex-convicts

Compulsory employment of persons with disabilities and ex-convicts in the form of
employment quotas has roots in labour laws in Turkey. Firstly, a compulsory
employment quota was introduced for persons with disabilities and ex-convicts in the
Maritime Labour Law (no. 854) in 1967 which addressed the principle of positive
discrimination (Durmaz, 2017, p. 263). Later, Labour Law introduced in 1971
specified compulsory employment quotas for persons with disabilities and ex-
convicts (The Republic of Turkey, 1971, Article 25). IIBK adopted a guideline called
the Regulation on the Employment of the Disabled (Sakatlarmn istihdami1 Hakkinda
Tiiziik) for the employment of persons with disabilities which projected the opening
of vocational training courses in 1987 (The Ministry of Labour and Social Security,
1987). Vocational training courses for convicts and ex-convicts were initiated in
2001 in order to facilitate their integration into the labour market (Sen, 2016, pp. 77-
78).

According to the Labour Law of 2003, employers are obliged to allocate three
per cent of their number of employees for persons with disabilities in their
workplaces employing more than 50 workers (The Republic of Turkey, 2003a,
Article 30). In public workplaces, this obligation is specified as 4 per cent for
persons with disabilities and two per cent for ex-convicts respectively (The Republic
of Turkey, 2003a, Article 30). The Law on Persons with Disabilities came into action
in 2005 imposes the principle of non-discrimination and projects the adoption of
measures for the integration of persons with disabilities into the labour market (The
Republic of Turkey, 2005, Article 14).

Currently, public and private workplaces employing more than 50 workers

are obliged to employ persons with disabilities and ex-convicts in line with Article
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30 of the Labour Law of 2003 (The Republic of Turkey, 2003a). Those employers
can find the workers whom they are obliged to employ through ISKUR (The
Ministry of Family, Labour, and Social Services, 2020, Article 12). Other measures
were also adopted in line with ALMPs targeting persons with disabilities and
employment services, vocational training courses, and employment quotas.
Moreover, persons with disabilities and ex-convicts who wish to start up their own
business have been supported with grants since 2014 (The Ministry of Labour and

Social Security, 2014b).

3.2.7 The Social Work Programme (Sosyal Calisma Programi)
The Social Work Programme was first introduced as a TYP implementation for
higher education students as an addition to the Directive of Active Labour Force
Services in 2018 (The Ministry of Labour and Social Security, 2013, Supplementary
Article 1). The programme launched as a training programme targeting formal higher
education students in 2019 (ISKUR, 2019a). The objective of the programme is to
enhance the vocational qualities of the higher education students, getting them
acquainted with the working life, enabling them to participate in services provided in
the areas of high social interest, and helping them gain work discipline (ISKUR,
2019a, Article 3/1). It can be organized by a public institution in the areas of
conservation of nature, the restoration, the protection, and the promotion of the
cultural heritage, the maintenance of libraries, and supporting the cultural and social
services of public institutions for up to three months (ISKUR, 2019a, Articles 4, 6).
The participation criteria are:

- Being registered to ISKUR as unemployed,

- Being over the age of 18,
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- Not receiving pensions,

- Being an actively registered higher education student

- Not being enrolled in a compulsory traineeship (ISKUR, 2019a, Article 8/1).
A student can participate in the programmes for up to 90 days within the duration of
his or her higher education (ISKUR, 2019a, Article 7/2). The duration of work is
regulated as three days a week and eight hours in a day (ISKUR, 2019a, Article 7/2).
The participants can be determined by the methods of listing, notary's draw, or a
specific combination of them (ISKUR, 2019a, Article 9/3).

Attendance is compulsory and participants are entitled to five-day unpaid
leave only (ISKUR, 2019a, Article 12). Non-compliance results in dismissal. The
participants receive the daily minimum wage, calculated on a daily basis (ISKUR,
2019a, Article 14/2).

The Social Work Programme resembles the Programme for the Community
Benefit as it provides public institutions with temporary workers who lack social
security. Moreover, the programme areas may fail to match the vocational

expectations of many students as they are quite limited.

3.2.8 Employment subsidies

There are various employment subsidy schemes regulated by different legal
arrangements in Turkey. Firstly, it should be noted that the social insurance
component of the social security system of Turkey resembles the Bismarck model in
which certain amounts of premiums deducted from the wages of employees are
collected in a joint pool for short-term (including insurance for work accident,
occupational diseases, sickness, and maternity) and long-term insurance schemes

(insurance for invalidity, old-age, and survivors’ insurance) (The Social Security
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Institution, 2019, p. 18). Both employee and employer contribute to the social
insurance scheme. While employee contributions account for approximately 15
percent, the employer contribution approximately account for 21.5 percent (Balkan,
Cilasun, & Turan, 2016, p. 4).

The employment subsidies proliferated after the financial crisis of 2007-2008.
Some subsidy schemes target specific groups such as women, young persons,
persons with disabilities, social assistance beneficiaries, and Ul beneficiaries. In
2008, the government launched an employment subsidy programme for the target
groups of young individuals between the ages of 18 and 29 and women above the age
of 18 in order to enhance the formal employment prospects of disadvantaged groups
by decreasing the employment costs (Balkan et al., 2016, p. 2). In a nutshell,
employment subsidies usually entail employer subsidies which aim to incentivize
private sector businesses to recruit new employees (Adaman & Erus, 2018, p. 1). The
rationale of the subsidies relies on covering employer’s share of social security
premium contributions to varying degrees depending on the scheme type.

For instance, a scheme introduced in 2018 aims to incentivize the recruitment of
young individuals between the ages of 18 and 25 in manufacturing businesses
(Adaman & Erus, 2018, p. 1).

Another programme incentivizes the recruitment of women, young
individuals, the holders of vocational competence certificates who have been
unemployed for the last six months (ISKUR, 2021b, p. 143). There is an employment
subsidy scheme for individuals between the ages of 18 and 29 who are employed
within the three months following the completion of the on-the-job training
programme (Adaman & Erus, 2018, pp. 1-2). The subsidy is payable for up to 42

months (Adaman & Erus, 2018, pp. 1-2). Another scheme incentivizes the formal
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employment of persons with disabilities (The Republic of Turkey, 2008). There is
also an employment subsidy programme aimed at promoting the formal employment
of social assistance beneficiaries in the private sector (The Ministry of Family and
Social Policies, 2017a). The scheme covers the full share of employer’s social
security contribution. It does not only cover the individual social assistance
beneficiaries themselves but also those who live in the place of residence of social
assistance beneficiaries. Another scheme is designed for the employment of Ul
beneficiaries in private workplaces (The Republic of Turkey, 2009)

The employment subsidies are not limited to above-mentioned schemes.
There are also schemes which are aimed at ensuring re-integration into the labour
market and the transition from informal to formal employment in the same
workplace (ISKUR, 2021b, p. v). Another one aims at incentivizing the termination
of the short-time working arrangement as part of the normalization process during
the COVID-19 pandemic (ISKUR, 2021b, p. v).

Balkan et al. (2016) evaluate the impact of the employment subsidy
programme launched in 2008 on the formal employment probabilities of women by
using ‘difference-in differences’ technique and find that the programme did not
effectively increase the employment prospects of women compared to men who are
not eligible for the programme but increased the formal employment of women in the
labour market significantly. Ering Yeldan (2016) also investigated the impact of the
employment subsidy programme and by using an applied general equilibrium model
find that the returns of the subsidization package introduced in 2008 were rather
limited. Adaman and Erus (2018) argue that employment subsidies introduced in
2017 contributed to two percentage point decrease in the unemployment rate

alongside other policies (p. 1). The reliance on the unemployment insurance fund in
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terms of financing the employment subsidies and the sustainability of employment

raises concern (Adaman & Erus, 2018, p. 1).

3.2.9 ALMP programmes introduced or activated during the COVID-19 pandemic
The first COVID-19 case in Turkey was confirmed on 11 March 2020 (The Ministry
of Health, 2021). The measures taken during the COVID-19 pandemic in Turkey
within the scope of ALMPs are short-time work and the prohibition of dismissal.
Both short-time work and the prohibition of dismissal could be regarded as ALMP
measures as they are policies developed in order to prevent the termination of
employment (Mahirogullar1 & Korkmaz, 2018, pp. 155-157).

As one of the earliest measures taken regarding working life during the
COVID-19 outbreak in the county, short-time work and short-time work payment
were activated in order to prevent dismissals (Koca, 2020, p. 80). Short-time work
already existed in the labour regulations in Turkey prior to the COVID-19 pandemic.
The concepts of short-time work and short-time work payment were introduced in
Article 65 of the Labour Law, nonetheless, it was added to the Law of
Unemployment Insurance in 2008 (Yamakoglu & Karagép, 2014, p. 481). Today, it
is regulated in the Supplementary Article 2 of the Law of Unemployment Insurance
according to which weekly working time could be temporarily reduced or activities
in the workplace could be completely or partially ceased temporarily within the
scope of short-time work due to general economic, sectoral, or regional crises and
compelling reasons (The Republic of Turkey, 1999, Supplementary Acrticle 2). It
cannot exceed three months (The Republic of Turkey, 1999, Supplementary Article
2). In the case of short-time work, short-time work payment is paid to workers who

meet the criteria of unemployment insurance benefit apart from the termination of
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the labour contract (The Republic of Turkey, 1999, Supplementary Article 2). Daily
short-time work payment as calculated as 60 per cent of the average daily gross
earning of the worker in the last twelve months. The President of the Republic is
authorized to extend the duration of short-time work for up to six months (The
Republic of Turkey, 1999, Supplementary Acrticle 2).

The eligibility criteria for short-time work payment were rather strict
(Yamakoglu & Karac¢op 2014, pp. 481-482). Following the confirmation of the first
COVID-19 case in Turkey, the eligibility criteria for short-time payment were eased
to include more workers on the March 26, 2020 (The Republic of Turkey, 2020a)
and the application procedure by the employer was facilitated for employers on April
17, 2020 (The Republic of Turkey, 2020b). The duration of short-time payment has
been extended until June 30, 2021 (The Republic of Turkey, 2021a).

The Labour Law of 2003 rendered it obligatory to build the termination of the
labour contract of workers who have worked for more than six months and working
in a workplace which employs more than 30 people for valid reasons (The Republic
of Turkey, 2003a, Article 18). During the COVID-19 outbreak, a temporary article
was added to the Labour Law on the April 17, 2020 (The Republic of Turkey, 2003a,
Temporary Article 10). This article prohibited the termination of the labour contract
by the employer apart from situations that do not comply with the rules of morality
and goodwill (The Republic of Turkey, 2003a, Temporary Article 10). The validity
of the article has been renewed many times and it was extended until June 30, 2021
(The Republic of Turkey, 2021Db).

The following section elaborates on other activating labour market policy

programmes: the Ul scheme and the coordination of family policies in Turkey.
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3.3 Other activating labour market policies

3.3.1 The Ul scheme

The contribution-based Ul scheme is the only unemployment benefit scheme of
Turkey. On the other hand, the cash fee support scheme (nakdi iicret destegi) which
was introduced during the COVID-19 pandemic included persons who lost their jobs
during the pandemic. This might imply the introduction of a non-contributory
unemployment assistance scheme for the first time in Turkey (Ocal & Korkmaz,
2020). Nonetheless, its scope is quite restricted and it is implemented for a limited
period of time (Ogal & Korkmaz, 2020).

The unemployment insurance scheme was introduced in 1999 and it has had
its activating elements since then. Ul is the only social insurance component which is
not administered by the Social Security Institution in Turkey. Instead, it is
administered by ISKUR (The Social Security Institution, 2019, p. 2). Contribution to
Ul is compulsory in formal employment (The Republic of Turkey, 1999, Article 48).
An insured unemployed is identified as a person who loses his or her job due to the
reasons specified in the relevant articles of the law while working as an insurance
holder in a workplace covered by the law and declares that he or she is ready to work
by applying to the public employment institution, then IiBK, later ISKUR (The
Republic of Turkey, 1999, Article 47/e). An insured unemployed person receives
unemployment insurance benefit and is offered services for job replacement and
vocational training courses in addition to other active labour force services (The
Republic of Turkey, 1999, Article 48).

The premia of the unemployment insurance are contributed to by the

insurance holder, the employer, and the state. They contribute as one per cent, two
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per cent, and one per cent of the monthly gross earning taken as basic to premium
respectively (The Republic of Turkey, 1999, Article 49). The unemployment benefit
is calculated on a daily basis and it is the 40 per cent of the average daily gross
earning taken as basic to premium, considering the monthly gross earning taken as
basis to premium in the last four months (The Republic of Turkey, 1999, Article 50).
On the other hand, the amount of the Ul benefit cannot exceed the 80 per cent of the
gross minimum wage (The Republic of Turkey, 1999, Article 50).

To benefit from the insurance, the insurance holder must have been subject to
the employment contract for the last 120 days before its termination of the contract
(The Republic of Turkey, 1999, Article 51). Moreover, he or she must have worked
and his or her unemployment insurance premiums must have been paid at least for
600 days in the last three years before the termination of the contract (The Republic
of Turkey, 1999, Article 51). The duration of benefit receipt varies between 180 and
300 days, varying in accordance with the number of days for which unemployment
insurance premiums are paid (The Republic of Turkey, 1999, Article 51). According
to the law, benefit cut sanction applies if an unemployment insurance beneficiary
rejects a job offer made by ISKUR without a valid reason, if the job offer is suitable
for his or her vocation, whose working and wage conditions are close to the
conditions of his or her last job, and if the offered job is located in the municipal
boundaries of his or her place of residence while receiving the benefit (The Republic
of Turkey, 1999, Article 52). Rejecting to participate in vocational training and
failing to attend without a valid reason result in benefit suspension (The Republic of
Turkey, 1999, Article 52).

A directive specified for the vocational training of unemployment insurance

beneficiaries followed the Law of Unemployment Insurance in 2000. The objective
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of the directive is to regulate the principles and procedures related to the vocational
development, vocational replacement, and vocation acquisition training aimed at
reemployment of the unemployed persons entitled to the unemployment insurance
benefit (The Ministry of Labour and Social Security, 2000, Article 1).

Immervoll and Scarpetta (2012) argue that OECD countries that pay
relatively short-duration Ul benefits generally entail relatively light activation
measures (p. 3). In Turkey, Ul is offered or up to 300 days, while this may be up to
five years in some OECD countries (Immervoll & Scarpetta, 2012, p. 5).
Nonetheless, it is open to debate whether the activating measures associated with Ul
benefit provision are relatively light. Venn (2012) compares eligibility criteria for
unemployment benefits in OECD and EU countries by deploying four indicators:
entitlement conditions, job search requirements, monitoring of job search activities,
and sanctions for failing to comply with behavioural requirements. In this study
Turkey ranks the sixth most strict country in terms of eligibility criteria for
unemployment benefit among the 36 countries under scrutiny. In terms of
entitlement criteria, Turkey is the strictest country (Venn, 2012, p. 15). Regarding the
strictness of sanctions, Turkey ranks the third (Venn, 2012, p. 19).

On the other hand, in terms of the demanding aspects of eligibility criteria for
unemployment benefits, Turkey is argued to be the fourth most lenient country
among 40 OECD countries (Langenbucher, 2015). The indicators of the analysis are
availability during ALMP participation, demands on occupational mobility, demands
on geographical mobility, other valid reasons for refusing job offers, frequency of
job search monitoring, documentation of job search activities, sanctions for voluntary
unemployment, sanctions for refusing job offers, sanctions for repeated refusal of job

offers, sanctions for refusal/ failure to participate in counselling interviews or
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ALMPs, and sanctions for repeated refusal/failure to participate in counselling
(Langenbucher, 2015, p. 11). Turkey is not deemed among the strictest countries in
terms of the demanding aspects of eligibility criteria for unemployment benefits in
comparison.

In a more recent study, in terms of the activation requirements for job seekers
during Ul benefit receipt, Immervoll and Knotz (2018) locate Turkey among the
most lenient OECD countries. For instance, Ul beneficiaries are not required to
document their job seeking efforts, while many countries impose this requirement
(Immervoll & Knotz, 2018, p. 35). The indicators adopted by Immervoll and Knotz
(2018) are availability requirements, job search requirements, and sanctions. Thus,
the literature suggests that while the Ul scheme in Turkey is very strict in terms of
eligibility criteria, it is not considered among the most demanding countries
regarding the activation requirements for Ul beneficiaries.

As a relatively new mechanism compared to many European countries, Ul
has become a part of the activation policy in the case of Turkey (Giin, 2016, p. 1315)
particularly regarding its eligibility and maintenance criteria, in addition to the
duration and the level of payments (Savaskan, 2009). The Ul as a workfare scheme
as it is only payable in exchange for job seeking and participating in employability
training programmes (Savagkan, 2007, pp. 102-110). Savaskan (2009) puts forth the
argument that the Ul implementation in Turkey reflects an example of an ALMP

with workfarist tendencies in Turkey (p. 215).

3.3.2 The coordination of the family policy
The female labour participation rate is significantly lower than the male labour

participation rate in Turkey. While the male labour force participation rate is 78.2 per
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cent, the female labour participation rate is 38.7 per cent for the 15-64 age group in
2019 (OECD, 2020, p. 147). The problem posed by the low female participation rate
has been attributed to childcare and early childhood education and care services in
Turkey (Ecevit, 2012, p. 220).

Regarding the coordination of the family policy, it should be noted that
Turkey has a familiarist welfare regime in which the family has the primary role to
provide care for its dependents in need of care (Akkan, 2018, p. 1). The provision of
care is family-centred in Turkey and this is a factor contributing to the low female
labour participation rate (Ecevit, 2012, p. 223). Although the number of childcare
and early childhood education and care services increased in the recent decades,
participation rates in those institutions are quite low, particularly for children below
the age of three (Ecevit, 2012, pp. 230-231; WB, 2015, p. 7). There is in fact demand
for childcare and preschool services, however, the utilization is low due to the
existing cost and price-quality structures (WB, 2015, p. 7). The services addressing
the needs of working mothers are private services which are more expensively priced
(WB, 2015, p. 7). The difference between earnings and the cost of those institutions
is not sufficient to justify labour force participation for most women (WB, 2015, p.
7).

Regarding the legal basis, workplaces employing more than 150 female
workers have to provide childcare service in the workplace or in proximity for the
care needs of the children of the workers between the ages 0-6 (The Ministry of
Labour and Social Security, 2013, Article 13-2).

Female workers have the right to a total of 16 weeks maternity leave of which
eight weeks is to be used prior to the childbirth and eight weeks following the

childbirth (The Republic of Turkey, 2003a, Article 74). They can use six months of
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unpaid leave (The Republic of Turkey, 2003a, Article 74). Female workers who have
children below the age of one are legally entitled to leave for one and a half hours a
day (The Republic of Turkey, 2003a, Article 74).

Another scheme regarding maternity leave is the Part-time Work Benefit
(Yarim Calisma Odenegi) whose aim is defined as ensuring the harmony between
work and family life (ISKUR, 2021b, p. 103). Under this scheme, women workers
may use unpaid leave for the half of the weakly working time for 60 to 360 days
following the termination of the maternity leave (ISKUR, 2021b, p. 103). Female
and male workers who adopted a child under the age of three can also benefit from
this scheme (ISKUR, 2021b, p. 103). Claimants may be eligible for the part-time
work benefit which covers the duration of unpaid leave (ISKUR, 2021b, p. 103).
Claimants should work half of the weekly working time and he or she should have
paid unemployment insurance premia at least for 600 days in the last three years
before the childbirth or the adoption (ISKUR, 2021b, p. 104). It is a flat-rate benefit
calculated on the basis of the daily minimum wage (ISKUR, 2021b, p. 104). The
duration of benefit is 60 days in the first childbirth, 120 days in the second childbirth,
and 180 days in the third childbirth (ISKUR, 2021b, p. 104).

In Turkey, a type of tax credit called the Minimum Subsistence Allowance
(Asgari Gegim Indirimi) which varies with marital status and number of children was
introduced in 2008 (Tiirkay, 2017). As an in-work benefit, it has arguably an
activating element in terms of incentivizing people who have dependent children to
take up a job.

With respect to the family policy measures specifically designed as part of
ALMPs, a project named the Mother at Work Project (is’te Anne Projesi) was

introduced in 2018. The project is developed upon the Active Labour Force Services
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with the aim of reaching groups in need of special policies. The aim of the project is
defined as enhancing the employability of women (ISKUR, 2021b, p. viii). Within
the scope of the project women who have children between the ages 0-15 receive 110
TL daily instead of 108.68 TL while they participate in the on-the-job training
programmes and receive the job-guaranteed vocational training programmes instead
of the daily allowance of 70 TL (ISKUR, 2021f). Social assistance beneficiaries are
prioritized in the project (ISKUR, 2021b, p. 70).

Another scheme introduced as part of ALMP programmes is the Child Care
Support (Cocuk Bakim Destegi). It was introduced in 2018. The objective of the
scheme is defined as enhancing the labour force participation of women who are in a
disadvantageous position in the labour market and addressing the skilled work force
need in the sectors of manufacturing and industry (ISKUR, 2021b, p. 70). In this
scheme, women who have children between the ages of two and five can receive 400
TL monthly kindergarten support while they participate in the on-the-job training
programmes in the manufacturing sector and in the vocational training courses in the
industry sector (ISKUR, 2021b, p. 70). It is only given for one child and only within
the duration of the course (ISKUR, 2021b, p. 70).

The next section provides a background of the establishment of a link
between social assistance and employment in Turkey, which could be deemed as part

of the activation phenomenon in Turkey.

3.4 The link between social assistance and employment
Social assistance is not a labour market policy per se. Nonetheless, it can be linked to
labour market activation requirements, as it is becoming the case in Turkey. Thus, a

discussion on the activation policies should include the recent developments on the
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link between social assistance and employment. The link between social assistance
and employment is quite closely associated with participation requirements in the
ALMP programmes.

Particularly since the aftermath of the economic crisis of 2001, a link between
work and access to public social assistance has been emphasized and consolidated at
the discursive level and in policy-making in Turkey (Kapar, 2017; Kutlu, 2016). The
attempts to establish and strengthen this link gained velocity in the 2010s. Many
studies elaborating on the growing emphasis on the link between employment and
social assistance in Turkey have been published in the recent years (e.g. Kapar, 2017;
Kutlu, 2016).

Kutlu (2017) argues that the social assistance system has a fragmented
structure in Turkey. At the national level, social assistance is managed by the Social
Assistance Directorate General under the Ministry of Family and Social Services.
Locally, it is carried out by Social Assistance and Solidarity Foundations (Sosyal
Yardimlagma ve Dayanisma Vakiflari, SYDVSs) which operate under the
chairmanship of the provincial and sub-provincial governors (The Ministry of Family
and Social Policies, 2017b).

According to Kutlu (2017), the relationship between social assistance and
employment has a dual character in Turkey: social assistance schemes are structured
with employment at the centre and they are aimed at increasing the labour market
participation of their beneficiaries. In the recent years, the objective of activating
social assistance recipients has become quite visible in policy documents.

As part of the protocol between ISKUR and Social Assistance and Solidarity
Foundations s, service points have been established in all Social Assistance and

Solidarity Foundations s across the country and assigned Social Assistance and
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Solidarity Foundations officers have been trained and authorized by ISKUR to
register job seekers to the system (ISKUR, 2021b, p. 56). The objective is defined as
directly integrating social assistance beneficiaries who are able to work into
employment by referring them to suitable labour demands and ALMP programmes
(ISKUR 2021b, pp. 55-56).

Thus, it could be argued that the ISKUR service points which are located at
Social Assistance and Solidarity Foundations serve as a bridge which incorporates
social assistance and ALMPs. Kutlu (2017) points out that the Social Assistance and
Solidarity Foundations function as labour force institutions with ISKUR Service
Points established in them (p. 235). Moreover, Kapar (2017) suggests that the scope
of workfare programmes in Turkey is not limited to the policy area of ISKUR as
social assistance beneficiaries are sometimes forced to work in exchange for social
assistance by Social Assistance and Solidarity Foundations in line with the
instructions of the district governorship (p. 318).

The policy-level attempts to establish and activate a link between social
assistance and employment could be traced back to the year 2010 when an action
plan was introduced in order to integrate social assistance recipients who are able to
work in the labour market (The Ministry of Labour and Social Security, 2014a,
Paragraph 124). In 2010, the Economic Coordination Committee decided to establish
a strong link between social assistance and employment (The Ministry of Family and
Social Policies, 2014). The National Employment Strategy also underlines the issue
(The Ministry of Labour and Social Security, 2014a). The rationale of consolidating
the link between employment and social protection relies rendering citizens in
poverty who are able to work productive and ensuring that they acquire sustainable

income (The Ministry of Labour and Social Security, 2014a).
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The Tenth Development Plan also highlights the importance of implementing
programmes which are aimed at enhancing the employability of the poor groups and
rendering them productive by strengthening the link between social assistance and
employment (The Republic of Turkey, 2013). In 2014 and 2015, two circulars were
circulated by the General Directorate of Social Assistance of the Ministry of Family
and Social Policies which set the procedures and principles of the activation of the
link between social assistance and employment. According to the first circular,
persons between the ages of 18 and 45 and who do not receive disability benefit,
living in the households which are found to fall into the bottom category according to
the means test and have no one working in the house must be listed (The Ministry of
Family and Social Policies, 2014, Paragraph 2.1). The persons on the list are to be
invited to the Social Assistance and Solidarity Foundations, for interviews by starting
with the ones who are the most disadvantageous according to the social assessment
and having certain characteristics such as receiving more assistance and having many
children (The Ministry of Family and Social Policies, 2014, Paragraph 5.2).

Those who are deemed capable of working according to the interviews
conducted with them were to be registered, their curricula vitae were to be created,
they were to be referred to job vacancies, they were to apply for jobs and the
applications were to be monitored by temporary employment officers in Social
Assistance and Solidarity Foundations (The Ministry of Family and Social Policies,
2014, Paragraphs 2.2 and 2.3). Moreover, appointments with job and vocation
counsellors must be arranged, they were to apply for vocational training courses, be
referred to TYPs (The Ministry of Family and Social Policies, 2014, Paragraphs 2.2

and 2.3).

122



The circular introduces a vague set of criteria in terms of determining whether
a person could be deemed capable of working: not being able to work physically,
either proven by a medical board report or detected during the interview, being the
only person who can respond to the care needs of persons with care needs in the
house, living too far from workplaces for daily transportation, and any other
hindrance determined by the interviewer (The Ministry of Family and Social
Policies, 2014, Paragraph 6.1). The circular also projects employment incentives in
the form of temporary assistance (The Ministry of Family and Social Policies, 2014,
Paragraph 3). Social assistance beneficiaries who fail to participate in employment
and any employment-generating activity without a valid reason would not be
conferred any cash assistance apart from central and regular aids conferred by the
Board of Trustees (The Ministry of Family and Social Policies, 2014, Paragraph 4.1).

In 2015, another circular clarified that the benefit cut sanction would be
applied to the whole household of the person in question if he or she does not take up
employment or refuses to participate in employment generating activities without a
valid reason (The Ministry of Family and Social Policies, 2015).

A supplementary article was added to the Law on the Promotion of Social
Assistance and Solidarity of 1986 introducing employment subsidy for social
assistance beneficiaries (The Republic of Turkey, 1986). According to this
employment subsidy, the employer’s share of social security premiums of the
unemployed persons registered to ISKUR and received regular cash assistance at
least once in the preceding year was to be covered by the Ministry of Family and
Social Policies for one year in 2016 (The Republic of Turkey, 1986, Supplementary

Article 5).
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The addition which was made in 2016 to the Law on the Promotion of Social
Assistance and Solidarity projected that a person who is able to work and dwelling in
the residential address of a person who had received regular cash assistance at least
once in the preceding year to be registered by the Ministry of Family and Social
Policies to the ISKUR system. The registered person is required to take part in
vocational training or other active labour force programmes (The Republic of
Turkey, 1986, Supplementary Article 5). Those who reject participating in vocational
training or other active labour force programmes or a job offer made by ISKUR for
three times are sanctioned by the cut of regular cash benefit for a year following the
detection of non-compliance (The Republic of Turkey, 1986, Supplementary Article
5).

In 2017, the issue of the employment of social assistance beneficiaries was
put forth by a directive by the Ministry of Family and Social Policies in order to
regulate social security premium incentives which are bestowed upon employers who
employ the beneficiaries of regular cash assistance programmes (The Ministry of
Family and Social Policies, 2017a, Article 1).

A protocol was signed in 2018 between the General Directorate of ISKUR
and the General Directorate of Social Assistance of the Ministry of Family and
Social Policies in order the enhance the employment of social assistance
beneficiaries who are able to work (ISKUR & the General Directorate of Social
Assistance, 2018, Article 3). A circular distributed in 2019 regulates the procedures
of the channelization of social assistance beneficiaries into employment (ISKUR,
2019Db). The circular clarifies the concept of valid reason which could justify non-
compliance of the social assistance beneficiaries. The valid reasons are listed as the

death of a spouse, parent or sibling; or their or his/her own illness certified by a
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medical report, natural disasters, the fulfilment of a public duty, impossible
transportation, military service, being under detention or sentenced, the cases of war,
state of emergency, state of siege, quarantine due to epidemic diseases (ISKUR,
2019Db, Article 13-3).

The recent developments demonstrate that the efforts to enforce social
assistance beneficiaries into work have been intensified. The benefit cut sanction in
the case of non-compliance with the requirements of job searching activity and

participation in ALMP programmes imply strong workfarist elements.

3.5 A review of studies on the evaluation of the workfarist and enabling elements of
ALMPs in Turkey

In terms of Turkey’s approximation within the classification framework of activation
and ALMP typologies regarding their workfarist and enabling tendencies, there are
few studies in the literature and most of them focus on individual programme types
with one exception (e.g. Giin, 2016). Constructed on the classification of activation
policy approaches into the categories of harmonization and workfare by Kapar
(2006) who adopted the classification from Barbier (2001), Giin (2016) presents an
argument about the approximation of the activation policies of Turkey within that
framework. According to Kapar (2006), the harmonization approach is based on
meeting the expectations of unemployed individuals through publicly funded income
and service support in addition to vocational training and temporary employment
programmes which are prevalent in the continental Europe (pp. 360-361). On the
other hand, the workfare approach which is prevalent in Anglo-Saxon countries
forces unemployment benefit and social assistance claimants to work in any job they

are offered (Kapar, 2006, p. 361). It is argued that the activation policies of Turkey
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could best be described as a mixed model while being closer to the workfarist end of
the spectrum as the country tends to extend its ALMP implementations through Ul
(Giin, 2016, p. 1310). Nevertheless, Turkey exhibits the characteristics of both
approaches (Giin, 2016, p. 1310). In terms of the harmonization approach, Turkey
implements the vocational training courses and temporary employment programmes,
while it also enforces the Ul beneficiaries to participate in the vocational training
courses and seek employment (Giin, 2016, p. 1310). However, this classification is
not the main focus of the article and the argument is not elaborated.

Regarding workfarist tendencies, a tendency towards workfare in Turkey is
observed in a way to consolidate market hegemony viz-a-viz the transformation of
social policy within the context of the neoliberal governance system (Savagkan,
2007, 2009).

In terms of programme-based evaluations, the vocational training
programmes, the programme for the community benefit, on-the-job training
programme, and the Ul are the most commonly evaluated programmes in the
literature on Turkey. The Programme for the Community Benefit, the On-the-job
Training Programme and the Ul scheme they are deemed closer to the workfarist end
in the literature on Turkey (e.g. Giin, 2016; Kapar, 2017). According to Savaskan
(2007), the aim of workfare programmes is to integrate the disadvantaged groups into
the market through the enhancement of their employability by training programmes
and self-employment incentives (p. 5). In that respect, employability training
programmes for wage labour and for self-employment provided by ISKUR has
workfarist tendencies (Savaskan, 2007, p. 198). Moreover, the Programme for the
Community Benefit could also be considered a workfare programme since it aims at

integrating programme participants into the labour market by making them work in
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transitional and low-pay public work on the condition of seeking employment
(Savaskan, 2007, pp. 86-87). Savagkan (2007) also approaches the UI as a workfare
scheme as it is payable with the requirement of job seeking activities and
participating in employability training programmes (pp. 102-110).

From a comparative perspective, it could be argued that the programme for
the community benefit has been regarded as a workfare programme more frequently
than other programmes in the literature (e.g. Dortlemez, 2019; Giimiis, 2020; Giin,
2013; Kapar, 2017). Giin (2013) propounds that programmes for the community
benefit could be considered workfare programmes and they, in fact, resemble the
New Poor Laws of the nineteenth century England which projected that the receivers
of public assistance would be forced to work for the public good, for instance, in
workhouses. In his comparative study evaluating different public works programmes
in various countries, Dortlemez (2019) approaches the Programme for the
Community Benefit as a social assistance tool, hence indicating a workfarist
tendency which links access to social assistance with work. Glimiis (2020) deems the
programme for the community benefit as the embodiment of the workfarist tendency
of the neoliberal social policy in the case of Turkey (p.223).

Kapar (2017) states that the Programme for the Community Benefit and the
On-the-job Training Programme could be deemed both ALMP and workfare
programmes. He points out that those two programmes could be considered
workfarist social assistance schemes which are granted in exchange for work and
entail the employment of the unemployed under precarious and insecure working
conditions in exchange for public social assistance (2017, p. 334).

On the other hand, there are many studies which highlight the enabling

aspects of ALMPs in Turkey in terms of their orientation to upgrade the skills of job
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seekers in the literature, particularly with respect to vocational training courses (e.g.
Germir, 2012; Isigigok, 2012; Sen, 2016; Sener, 2010; Uyar Bozdaglioglu, 2008;
WAB, 2013). As the aim of the skill upgrading through ALMPs is enhancing
employability with a view to responding to the labour demand of the market, it could
be assumed that ALMPs in the form of vocational training programmes also has a

market orientation. Nonetheless, the enabling aspects of them should not be ignored.

3.6 Conclusion

This chapter aimed at presenting a desk review of the developments and
characteristics of ALMP and other activating labour market policy programmes in
the context of long-term economic restructuring in Turkey. To that end, the
development of the public employment agency (currently ISKUR) and ALMP
programmes which are being implemented by ISKUR in addition to other two
activating labour market policy programmes, the Ul scheme and the coordination of
the family policy, and the link between social assistance and employment which is
recently being further consolidated were put under scrutiny in this chapter.

The case of Turkey is not an exception to the pervasive adoption of ALMP
and other activating labour market policy programmes. The public employment
agency was established in 1946 mainly with the aim of providing intermediary
employment services. In that regard, it is evident that job matching and job
placement services have a longer history than other ALMP programmes in Turkey.

In the 1980s, the introduction of vocational training services as part of
employment services followed job placement services with a view to ensuring labour
force harmonization. However, a substantial boost in the number and the extension

of the scope of ALMP programmes did not take place until the 2000s in the country.
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The background review suggests that the development of ALMP and other activating
labour market policies in Turkey has had strong connections with the economic
structure, the influence of external actors such as the EU and the WB, and the
economic and financial crises the country experienced.

International actors such as the EU and the WB played a significant role in
the economic restructuring projects. The concepts of employability and workfare
started to penetrate into the legal and policy framework of labour market policy
around the turn of the millennium in particular. While the concept of workfare is still
persistent albeit implicitly, the concept of employability is explicitly at the centre of
labour market policy documents, as exemplified by the Directive of Active Labour
Force Services which came into effect in 2013. In the emerging picture, the state of
unemployment is deemed a passive position (Biger, 2014, p. 94) and unemployed
individuals hence need to be activated to improve their employability and
(re)integrate into the labour market.

It is evident from the background review that there has been a dramatic
transformation regarding the number, extent, scope, and the functioning of ALMP
programmes in Turkey in the last two decades. This transformation cannot solely be
accounted for by the influence of the external actors such as the EU or the WB. The
political will which is predominantly exercised by the Justice and Development Party
(JDP) has also contributed to the establishment of a new labour regime which could
be defined as “authoritarian flexibilization” in Turkey (Celik, 2015). While an
authoritarian tendency is pursued in collective labour relations, flexibility is preferred
when it comes to individual labour relations by the JDP (Celik, 2015). In this picture,

the emphasis on supply side interventions in the labour market and the concept
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employability which individualizes the problem of unemployment also reflects the
political will.

The review suggests that some ALMP or activating labour market policy
programmes have strong workfarist tendencies. The Ul scheme of Turkey has
coercive work-related components which impose benefit cut and suspension
sanctions on benefit claimants. The Programme for the Community Benefit also has
a workfarist tendency which offers social assistance in exchange for work (Kapar,
2017) and requires the acceptance of the third job offer made by ISKUR by the
beneficiary at the latest to qualify for the reapplication criteria to the programme.
Moreover, the social assistance scheme has significant activating and workfarist
elements which require beneficiaries to participate in work-related activities such as
registering to ISKUR, participating in interviews, creating CVs within the context of
the phenomenon of the link between social assistance and employment which has
become more visible in the last decade in the country. These programmes strikingly
deploy workfarist mechanisms to ensure labour market (re)integration. Nonetheless,
the implementation dimension is important in the discussion as the existence of those
workfarist requirements in the legal and policy framework may not mean that they
are systematically implemented in real life situations in Turkey.

On the other hand, the review implies that some other ALMP or activating
labour market policy programmes have enabling elements which can contribute to
the employability of their beneficiaries such as the vocational training courses and
job and vocational counselling services. Indeed, there is an extension in those
services, particularly regarding their participation figures. However, the question of
implementation and quality of the services again emerges as a significant component

of the discussion when it comes to enabling elements.
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Taking the implementation dimension into consideration is crucial for the
evaluation of both workfarist and enabling elements of the ALMP and other
activating labour market policy programmes in Turkey. The next chapter provides a
two-level qualitative examination of ALMP and other activating labour market
policy programmes with respect to their workfarist and enabling elements within the
analytical framework introduced by Dingeldey (2007). While the first level analysis
adheres to the analysis of Dingeldey (2007) by solely relying on the legal and policy
framework and administrative data, the second level analysis incorporates the
implementation dimension by drawing on the results of thirteen semi-structured in-
depth interviews conducted with officials working at different levels and departments

of ISKUR.
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CHAPTER 4

FINDINGS AND ANALYSIS

This chapter presents an analysis of the ALMPs and other activating labour market
policies in Turkey concerning their workfarist and enabling elements. Since different
elements might exist in a country at a given time (Barbier, 2004a, p. 48), a nuanced
approach is needed. The analysis is conducted at two levels.

The first level of analysis draws on the analytical framework developed by
Dingeldey (2007) and deals with the content analysis of legal and policy documents
and administrative data. To that end, the labour laws, relevant directives, protocols,
in addition to the annual activity reports and statistics published by iISKUR are being
reviewed. Data from TUIK and OECD databases were also utilized when necessary.
Drawing on the document analysis, the first section attempts to evaluate the ALMPs
and other activating labour market policies of Turkey between workfare and
enablement viz-a-viz the typology developed by Dingeldey (2007).

The second level of the analysis incorporates the findings adopted from the
deductive thematic analysis of thirteen in-depth interviews conducted with officials
from ISKUR in order to bring the implementation dimension into the discussion on
the workfarist and enabling elements of the ALMPs and other activating labour
market policies in Turkey. This section also allows for the incorporation of the link
between social assistance and employment. Again, two ideal types developed by
Dingeldey (2007) were chosen to provide the framework of the analysis. Hence, the
interview data were deductively analysed under two themes: the transfer of
workfarist elements into practice and the transfer of the enabling elements into

practice.
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4.1 Between workfare and enablement: the analysis of the ALMP framework of
Turkey

This section explores the ALMP and other activating labour market policy
programmes in Turkey from a comparative perspective within the framework
developed by Dingeldey (2007). Dingeldey (2007) provides an analysis of the
workfare and enabling elements of ALMPs in Denmark, Germany, and the UK from
a comparative perspective. She chooses these countries for analysis as each represent
a welfare state regime type: Denmark is a universal, Germany is a continental, and
the UK is a liberal welfare state (Dingeldey, 2007, p. 828). Dingeldey (2007) deploys
the concepts of “workfare” and “enabling” to denote ideal types of different mixtures
of policy elements aimed at promoting labour market participation (p. 827).
According to Dingeldey (2007), workfare and enablement are not alternatives of
each other, they are rather mutually constitutive elements of ALMPs (p. 827). With
that being said, it is possible to evaluate the extent of workfare and enabling policies
independently from each other (Dingeldey, 2007, p. 827). Dingeldey (2007) provides
a qualitative evaluation of workfare and enabling elements of ALMPs in order to
facilitate comparison (p. 828).

The concept of workfare denotes coercive and enforcing elements regarding
labour market participation and it could be generated by benefit cuts, the tightening
of eligibility criteria, the increasing conditionality of transfer payments, the
introduction of work tests, and compulsory labour market programmes or the
imposition of work requirements (Dingeldey, 2007, p. 827). On the other hand,
enabling policies entail the improvement of labour market services, particularly that
of training programmes and job placement services (Dingeldey, 2007, p. 827).

Dingeldey (2007) considers the coordination of family policy such as the supply of
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childcare facilities among activating labour market policies as the enhancement of
gender equality and the employability of women with children could be
acknowledged as a general objective of activation (p. 827).

In order to measure the combination of workfarist and enabling elements,
Dingeldey (2007) explores the strength of workfare elements and the strength of
enabling elements. The indicators which are deployed by Dingeldey (2007) to
evaluate workfare elements are cuts in unemployment benefit and enforced labour
market activation (1) and compulsion through individual contracts (I1). The indicators
of the strength of enabling policies are activation via job placement (1), training
programmes as part of activation policies (I1), and the coordination of family policy
(11) (Dingeldey, 2007). Dealing with the indicators provided by Dingeldey (2007)
and applying content analysis to policy documents and administrative data regarding
ALMPs, | aim to discuss the features and the level of strength of workfare and

enabling elements of ALMPs in Turkey from a comparative perspective.

4.1.1 Workfarist elements

4.1.1.1 Cuts in unemployment benefit and enforced labour market activation

All countries in the analysis of Dingeldey (2007) have some activating elements
regarding labour market participation in their unemployment benefit (UB) schemes
one way or another. To begin with, in the scheme of Denmark, an UB claimant is
obliged to accept any reasonable job offer from the first day of unemployment spell
(Dingeldey, 2007, p. 831). This obligation includes jobs which require daily travel
duration to work up to four hours (Dingeldey, 2007, p. 831). A mandatory activation

period begins after one year of unemployment and after six months for individuals
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under the age of 30 (Dingeldey, 2007, p. 831). During the activation period, the
beneficiary has the right and duty to participate in education or training programmes
(Dingeldey, 2007, p. 831). It could be argued that the UB is generous in terms of
both in terms benefit levels and duration (Dingeldey, 2007, p. 831). The UB replaces
90 per cent of former wage (Dingeldey, 2007, p. 830). The duration of UB is four
years (Dingeldey, 2007, p. 830). In order to be eligible, one year membership in the
scheme and one year of employment within the last three years is required in
Denmark (Dingeldey, 2007, p. 830).

In the case of Germany, there is a two-tier UB system. UB Il consists of an
unemployment assistance scheme and a social assistance scheme and it provides a
lower flat-rate benefit (Dingeldey, 2007, p. 832). UB replaces 60 per cent of former
wage for single beneficiaries and 67 per cent for beneficiaries with dependants
(Dingeldey, 2007, p. 832). Sanctions apply if the beneficiary refuses job offers or to
participate in employment services (Dingeldey, 2007, p. 832). The beneficiaries
might be offered jobs for which they are not trained (Dingeldey, 2007, p. 832). There
are also tight regional mobility requirements (Dingeldey, 2007, p. 832). There is no
strict timetable for mandatory activation for UB recipients (Dingeldey, 2007, p. 832).
The long-term unemployed, on the other hand, can be subject to “pure workfare” as
UB Il beneficiaries are required to take up any job offer and they can be demanded to
work in public works (Dingeldey, 2007, p. 832).

In the UK, Jobseekers’” Allowance (JSA) is a contribution-based scheme and
it offers a flat rate benefit to beneficiaries (Dingeldey, 2007, p. 831). After six
months, means testing is required for the continuance of the receipt (Dingeldey,
2007, p. 831). Job search assistance is offered and it is mandatory for certain groups

such as the youth (Dingeldey, 2007, p. 831). During the subsequent intensive activity
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period, different activation options are offered for different target groups (Dingeldey,
2007, p. 831). For instance, subsidized employment, participation in environmental
work, work in the voluntary sector, or participation in a free training programme
options are offered for young beneficiaries (Dingeldey, 2007, p. 831).

Beneficiaries above the age of 25 are also required to participate in the
activation programme after 18 months (Dingeldey, 2007, p. 831). Participation is
also compulsory for the partners of beneficiaries under certain circumstances
(Dingeldey, 2007, p. 831). Older beneficiaries, persons with disabilities, and lone
parents are not required to participate in the activation programme, however, lone
parents are required to attend work-focused interviews (Dingeldey, 2007, p. 831).

The contributory Ul benefit scheme of Turkey is strict in terms of its
entitlement criteria (Venn, 2012). At least 600 days of contribution in the last three
years and 120 days of employment in the last four months preceding the termination
of the employment contract are required (The Republic of Turkey, 1999, Article 51).
In 2019, 1,955,041 people applied to the UB and slightly higher than the half of them
were found eligible (ISKUR, 2020a, p. 82). In 2020, 1,510,856 people applied for the
benefit, nonetheless, approximately one thirds of them were found eligible for it
(ISKUR, 2021b, p. 99). Hence, this might result from the disruptive impact of the
COVID-19 pandemic on the working life.

In 2019, the number of UB recipients who exhausted their benefits is slightly
higher than those whose benefit is cut due to taking up a new job or non-compliance
with the requirements (ISKUR 2020b). But it should be noted that this estimation
excludes those who are still receiving UB in the same year.

The Ul benefit replaces 40 per cent of the former gross earning and it has a

maximum threshold, it cannot exceed 80 per cent of the gross minimum wage (The
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Republic of Turkey, 1999, Article 50). The benefit is offered from 180 to 300 days,
depending on the duration of the contribution to the scheme. The literature suggests
that in terms of benefit duration and replacement level, the Ul is not a generous
scheme (Giin, 2016; Venn, 2012). In Turkey, the activation period starts immediately
with the conferral of the right to Ul benefit. Beneficiaries are required to be ready to
take up a job and they are offered job placement services, vocational training
courses, and other ALMP services (The Republic of Turkey, 1999, Article 48).
Benefit cut sanction is applied if the beneficiary does not accept a job offer made by
ISKUR without a valid reason. The job offer must be suitable to the occupation of
the beneficiary, it must match the standard of his or her previous job, and the
workplace in question must be located within the municipal borders of his or her
place of residence (The Republic of Turkey, Article 52). Refusal to participate in
vocational training courses and failure to attend without a valid reason is sanctioned
by benefit suspension (The Republic of Turkey, 1999, Article 52).

Table 2 which is adapted from Dingeldey (2007) shows the UB level as
percentage of former wage, entitlement requirements, duration of benefit, the timing
of the start of the activation period, and the right to remain in the previous
occupation, which is also referred to as occupational protection in Denmark,

Germany, the UK, and Turkey.
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Table 2. Workfarist Elements of UB Schemes of Denmark, Germany, the UK, and

Turkey
Denmark Germany The UK Turkey
UB level as % | Around 90 % | 60 per cent for | Flat rate 40 % of
of former singles, 67% | allowance, former wage,
wage for claimants | means-tested | cannot exceed
with after 6 months | 80 % of the
dependants minimum
gross wage
Accessto UB | 1 year 1 year of A minimum 600 days of
membership, 1 | employment | amount contribution in
year of within the last | should have the last 3 years
employment 3 years been paid & 120 days of
within the last during the last | employment
3 years 2 years in the last 4
months

preceding the
termination of
the

protection

employment
contract
Duration of 4 years 1 year 6 months, From 180 to
uB means-tested | 300 days
after 6 months | depending on
the duration of
contribution in
the last 3 years
Start of Mandatory Mandatory to | Mandatory Immediately,
activation after 1 year (6 | accept activation mandatory to
period after months for community after 6 months | be ready to
unemployed work after 1 for under 25, | start
individuals year, 1 year for employment,
under the age | compulsory long-term actively seek
of 30) activation unemployed employment,
applies below 25, participate in
selectively interviews for | ALMP
lone parents programmes
Occupational | None None None Yes

Source: Dingeldey, 2007, p. 830

As demonstrated in Table 2, in terms of benefit level, Turkey is less generous than

Denmark and Germany. As the benefit offered in the UK is flat-rate, it is

incomparable to the UB offered in Turkey. Regarding the entitlement criteria, Turkey
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Is the strictest. The duration of the UB in Turkey is shorter than in Denmark and
Germany, and either equal to or longer than in the UK, depending on the days of
contribution by the beneficiary. The activation period starts the most instantly in
Turkey. On the other hand, Turkey offers occupational protection as the job offer
made by ISKUR needs to be suitable to the occupation of the beneficiary, diverges

from all countries in comparison.

4.1.1.2 Compulsion through individual contracts

According to Dingeldey (2007), the contract made between the public employment
service in the form of a personal adviser and the individual client explicates the
conditionality of social rights (p. 833). It demands a sort of “reciprocity between the
state and individual activity” at best and “pure obedience on the part of the
individual” at worst (Dingeldey, 2007, p. 833). As such, it is a strong indicator of
workfarist policies as it imposes compulsion.

Regarding individual contracts within the context of labour market activation,
there are individual action plans in Denmark, the jobseeker’s agreement and
individual action plans in the UK, and the integration agreement in Germany
(Dingeldey, 2007, p. 833). In Denmark, individual action plans must be developed
before the UB recipient receive his or her first activation offer (Dingeldey, 2007, p.
833). The UB recipients are obliged to attend interviews in the employment offices
once in every three months (Dingeldey, 2007, p. 833). In Germany, an integration
agreement needs to be signed by each UB beneficiary to prove his or her job seeking
efforts (Dingeldey, 2007, p. 833). In the case of the UK, officials have discretionary
powers to set up a route which oblige the beneficiary to seek employment in a certain

manner and to take necessary measures to improve his or her employability (Trickey
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& Walker, 2000, p. 188, as cited in Dingeldey, 2007, p. 833). Individual action plans
are required to be agreed upon before the activation period starts. Non-compliance or
failure to accept job offers results in benefit withdrawal (Dingeldey, 2007, p. 833).
Nonetheless, many programme officials do not control benefit rules strictly, as many
of them reckon that the fear of sanctions motivate clients to comply with the
requirements (Joyce & Pettigrew, 2002, as cited in Dingeldey, 2007, p. 833).

In Turkey, job seekers can be offered individual action plans upon their
application to ISKUR service centres, but they are not required to sign contracts. On
the other hand, Ul beneficiaries are required to sign contracts stating that they have
to be ready to take up a job and they have to accept any suitable job offer made by
ISKUR unless they have a valid reason for receiving Ul benefit. In the case of non-
compliance, benefit cut sanction is applied. Nonetheless, beneficiaries are not
required to document their commitment to job seeking activities. Moreover, Ul
benefit recipients are required to accept vocational training offers made by ISKUR
unless they present a valid reason. In the case of non-compliance, the UB is

suspended until the beneficiary complies with the requirement in question.

4.1.1.3 The strength of workfare policies in comparison

With respect to the level, access, and duration of UB and the extent of the obligation
to comply with activation measures, all countries involve some workfarist elements
(Dingeldey, 2007, p. 834). Turkey is not an exception to this picture. Workfare
policies can be regarded as weakest in Denmark where the highest level of
decommaodification regarding the level and duration of benefit is observed
(Dingeldey, 2007, p. 834). Moreover, mandatory activation period starts after one

year of unemployment and it offers many options for beneficiaries (Dingeldey, 2007,
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p. 834). In the case of Germany, the results are mixed. Workfarist policies are limited
to increased work requirements and the abolition of occupational protection for
short-term unemployed individuals (Dingeldey, 2007, p. 834). Nonetheless, income
replacement level is high (Dingeldey, 2007, p. 834). The long-term unemployed
receive only minimum income support and work obligations under the second tier
UB (Dingelgey, 2007, p. 834). In the case of the UK, the low level of replacement
and the beginning of the activation period indicate strong workfare accent while
respective options are similar to that of Denmark (Dingeldey, 2007, p. 834).
Dingeldey (2007) argues that the low level of social protection for the UB recipients
implies that exposure to market pressures must be acknowledged as much stronger in
the UK than in Denmark and Germany (p. 832). Nonetheless, the UK does not have a
pure workfare approach either as it provides different options for mandatory work
programmes and they are not compulsory for certain groups such as lone parents
with dependent children (Dingeldey, 2007, p. 832). Dingeldey (2007) lists the
countries under study in terms of the strength of workfare policies as the UK,
Germany, and Denmark from the strongest to the weakest. In terms of enforced
labour market activation, considering the existence of the respective benefit cut
sanction and the immediate start of the activation period, it could be argued that
Turkey has stronger workfare elements than Denmark, Germany, and the UK. On the
other hand, the duration of benefit, the calculation of the benefit on the basis of
former income, and the existence of occupational protection indicate that Turkey has

weaker workfarist elements compared to the UK.
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4.1.2 Enabling elements

4.1.2.1 Activation via job placement

According to Dingeldey (2007), all three countries went under significant changes in
a way that job placement services were reorganized and privatized in different ways
and to different extents (p. 834). In the case of Denmark the monopoly of the public
employment services over job placement services was abolished in 1990 and private
enterprises, trade unions, and public institutions were authorized to offer
employment services in 2003 (Dingeldey, 2007, p. 835). There were also attempts to
merge UB and social assistance services by creating joint job centres (Dingeldey,
2007, p. 835).

In Germany, the UB | and the UB 1l schemes are carried out by different
offices as UB Il is carried out by consortia consisting of local PES offices and
municipalities (Dingeldey, 2007, p. 834). Private placement agencies also operate,
but they are not extensively used (Dingeldey, 2007, pp. 834-835). Temporary work
agencies were also established (Dingeldey, 2007, p. 835). They employ and lend out
job seekers by deploying temporary work as a transition mechanism (Dingeldey,
2007, p. 835).

In the case of the UK, the employment service and the benefit agencies were
merged into Job Centre Plus in the early 2000s (Dingeldey, 2007, p. 834). A public-
private agency carries out placement services for long-term unemployed individuals
in most parts of the UK (Dingeldey, 2007, p. 834).

In Turkey, the public employment agency (then IiBK, now ISKUR) offers job
placement services since its establishment in 1946. ISKUR has a central organization

under which the provincial organization operates (ISKUR, 2021b, p. 5). Under the
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provincial organization, there are provincial directorates. Some provincial
directorates have service centres conducting services under them (ISKUR, 2021b, p.
4). Currently, there are a provincial directorate in each province and there are 79
service centres in total in the country (ISKUR, 2021b, p. 4).

While ISKUR still has the monopoly over some services such as the conduct
of the Ul benefit scheme, job placement services can be offered by other entities. The
monopoly of the public employment agency over job placement services was
abolished and privately owned employment agencies were permitted to offer job
placement services upon authorization from ISKUR in 2003. Local administrations
also offer employment services (Solmaz, 2018).

The introduction of the job and vocational counselling service in 2012
changed the way in which job matching services are offered. It has been argued that
the job and vocational counselling service significantly contributed to the increase in
the job placement figures (Korkut et al., 2015). While 8915 people participated in
individual interviews in 2002, this number jumped to 7,057,356 in 2019 (ISKUR,
20203, p. 60). Regarding the job placement figures, 125,071 individuals were placed
in jobs in 2002 whereas 1,490,276 job placements were mediated by ISKUR in 2019
(ISKUR, 2021g). Job placement figures rose steadily from 2012 onwards until 2020
before the COVID-19 outbreak (ISKUR, 2021g). Therefore, it could be asserted that

the job placement services improved in Turkey in terms of reaching more people.

4.1.2.2 Training programmes as part of activation policies
Training mechanisms were not developed as part of ALMPs during the 1970s, but
their efforts increased with their activation policies in Denmark and in the UK

(Dingeldey, 2007, p. 835, 837). On the other hand, vocational training has been
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institutionalized since 1969 and it was extensively utilized during the reunification
process in Germany (Dingeldey, 2007, p. 837).

In Denmark, education and training options are offered, particularly for the
unemployed individuals (Dingeldey, 2007, p. 837). There is an apprenticeship
programme for adults in addition to short-term labour market training programmes
and counselling services and language courses offered to migrant workers
(Dingeldey, 2007, p.837). Labour market training spending was 0.86 per cent of
gross domestic product (GDP) in 2000 and it is exceptionally high in a way to imply
the importance attached to labour market training in the country according to
Dingeldey (2007, p. 837).

In Germany, a new approach was adopted in 2003 stating that only those
training schemes that promise employment opportunities for at least 70 per cent of
training participants should be subsidized (Dingeldey, 2007, p. 840). An increase in
the number of short-terms schemes in labour market training and programmes
targeting the young unemployed individuals such as preparation for vocational
training and vocational training is observed (Dingeldey, 2007, p. 840). Nonetheless,
there is a decreasing trend in training provision compared to the reunification process
(Dingeldey, 2007, p. 840). The number of participants in training courses was
567,827 in 2003 in Germany (Dingeldey, 2007, p. 841).

In the case of the UK, training is offered as an option during the activation
period of UB receipt (Dingeldey, 2007, p. 837). The spending on labour market
training is comparably low in the UK, 0.02 per cent of GDP in 2002-2003
(Dingeldey, 2007, p. 837). According to Dingeldey (2007), this implies the that
training and skill enhancement is rather underdeveloped in the case of the UK (p.

837).
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In Turkey, vocational training courses entered the agenda of the state in the
late 1970s, and they are exemplified in the Fourth Five Year Development Plan
covering the years between 1979 and 1984 (The Republic of Turkey, 1979). The
need for vocational training was attempted to be addressed with the promulgation of
the 1IBK Directive of Labour Force Training in 1988 with the objective of enhancing
the skills of the labour force. Vocational training programmes constitute one of the
earliest activation measures, only preceded by job matching services. The issue was
readdressed in the aftermath of the 2008-2009 financial crisis in Turkey with an
emphasis on the employability of the labour force. Today, there are various training
programmes provided by ISKUR, such as the on-the-job training programme,
vocational training courses, and the entrepreneurship training courses. UB recipients
are legally obliged to take part in vocational training courses unless they take up a
new job during the time that they are receiving benefit. In 2019, 126,310 training
courses were organized in total and 568,420 people participated in them (ISKUR,
20204, p. 49). 53 per cent of the participants are women and 65 of them are between
the ages of 15 and 29 (ISKUR 2020a, pp. 49, 50). Hence, training programmes are
mostly utilized by younger individuals.

The expenditure on training courses was 2,420,044,243 TL in 2019 (ISKUR,
2020a, p. 49). This makes up 0.056 per cent of GDP in that year (TUIK, 2020).
Hence, the spending on training courses was 0.056 percent of GDP in 2019.
Regarding the figures of spending of training programmes within active labour
market programmes as a percentage of GDP, the OECD average is slightly higher
than 0.1 per cent (OECD, 2018, p. 139). So, Turkey is below the OECD average

regarding public expenditure on training programmes as a share of GDP.
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4.1.2.3 The coordination of family policy

The coordination of labour market and family policy is crucial for enhancing the
employability of women who have dependent children (Dingeldey, 2007, p. 840).
This is particularly addressed via the provision of childcare facilities in all three
countries under scrutiny (Dingeldey, 2007, p. 840). According to Dingeldey (2007),
the emphasis on activating women with dependent children is the strongest in
Denmark which introduced a wide array of measures in that regard (p. 840). In the
UK and in Germany to some extent, the increases in participation rates for women
with children have been mostly in part-time work arrangements (Dingeldey, 2007, p.
840).

In Denmark, a transitional labour market strategy is adopted to address
childcare needs and labour market reintegration is guaranteed (Dingeldey, 2007, p.
840). Childcare facilities expanded and they covered 59.2 per cent of all age groups
in 2007 (Dingeldey, 2007, pp. 840-841). As a consequence, Denmark has the one of
the highest employment rates for women with children in OECD (Dingeldey, 2007,
p. 841).

In the case of Germany, the scope of activation policies aimed at promoting
labour market participation among women with children is modest (Dingeldey, 2007,
p. 843). The underlying assumption of many family policy mechanisms is the male
breadwinner family model as the norm and that women with dependent children
work in part-time arrangements at most (Dingeldey, 2007, p. 843). Tax reductions
apply for sole breadwinner families in a way to disincentivize married women with
children to work full-time (Dingeldey, 2001 in Dingeldey, 2007, p. 843). The unpaid
parental leave scheme allows for labour market absence for three years (Dingeldey,

2007, p. 843). On the other hand, childcare facilities cannot address the needs for all
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age groups of children and women who wish to work full-time (Dingeldey, 2007, p.
843).

In the UK, in-work benefits in the shape of tax credits which vary with the
number of children are offered (Dingeldey, 2007, p. 842). Day care attendance for 3-
4 year-olds is very high Dingeldey, 2007, p. 842). Nonetheless, the provision of care
does not cover the whole working day under some arrangements (Dingeldey, 2007,
p. 842). Hence, the ostensible increase in the labour market participation of women
with children might be due to part-time work arrangements which pay below a living
wage (Dingeldey, 2007, p. 842).

Female labour force participation rate was 38.7 per cent in 2019 in Turkey
(OECD, 2020, p. 147). It is almost half of the male labour force participation rate in
Turkey (OECD, 2020, p. 147). The OECD average of female labour participation
rate was 65.1 per cent in 2019 (OECD, 2020). Female labour force participation rate
is significantly lower than the OECD average. In Turkey, 1.3 per cent of women
between the ages of 18 and 64 stated that they had never worked due to childcare
responsibilities (TUIK, 2018). This phenomenon has been associated with the limited
provision of childcare facilities (Ecevit, 2012; Akkan & Serim, 2018). Public
facilities do not cater for the needs of women with dependent children who work
full-time in the private sector and private facilities cost too much to justify labour
market participation for most women (WB, 2015, p. 7). In other words, it is
suggested that the gap between earnings from employment and the cost of childcare
is too little to incentivize most women with dependent children to take up work.

In Turkey, 11.9 per cent of women between the ages of 18 and 64 stated that
they had had a career break for at least a month due to childcare responsibilities

(TUIK, 2018). Although there are some part-time work arrangements for women
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following childbirth, the duration arrangement which provides income compensation
for non-worked hours is limited. Moreover, although projects like the Mother at
Work and the Child Care Support are provided as parts of certain ALMP
programmes implemented in certain sectors, it could be argued that their scope and
generosity are rather limited. The Child Care Support is available for women
participating in On-the-Job Training Programmes in manufacturing and Vocational
Training Courses in industry (1SKUR, 2020a, p. 58). In 2019, 90,302 women
participated in those training programmes which were implemented in the
aforementioned sectors (ISKUR, 2020b). Nonetheless, only 316 women benefited
from the childcare support in 2019 in Turkey (ISKUR, 2020a, p. 58). This figure was
73 in 2020 (ISKUR, 2021b, p. 70), most probably due to the disruptive impact
COVID-19 pandemic. Moreover, the childcare support of 400 TL may not be
sufficient to fully cover the kindergarten expenses, as the average price of
kindergarten and day care centres was 1306.3 TL in April 2021 in the country
(TUIK, 2021b). It is also worth noting that the amount of the support has not been
raised since its introduction in 2018.

The Mother at Work Project reach more women compared to the Child Care
Support Project in comparison. In 2020, 20,247 women participated in the project
(ISKUR, 2021b, p. 70). Nonetheless, this project contributes to the daily amount of
benefit provided in the On-the-job Training Programmes by 1.32 TL. The
contribution of the project is significantly higher in the VVocational Training
Programmes, as it pays 40 TL more compared to the regular daily amount of
payment. On the other hand, those schemes do not continue after transition into
employment, hence they may not be able to increase female labour force

participation since support does not continue in the case of employment.
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4.1.2.4 The strength of enabling policies in comparison

Dingeldey (2007) suggests that in comparison, Denmark offers the most
comprehensive combination of enabling policies regarding the evolution of the
number of participants and quality of training programmes, and the development of
childcare facilities in the country (p. 844). Germany exhibits mixed results but
enabling policies as part of activating labour market policy can be identified as rather
weak (Dingeldey, 2007, p. 844). The UK, on the other hand cannot come close the
levels of quality and extent of enabling policies achieved in Denmark (Dingeldey,
2007, p. 844).

In terms of expenditure on training courses, Turkey’s spending on training
programmes as a share of GDP is significantly lower than the OECD average.
Moreover, enrolment rates in early childhood education and care services for
children between the ages of zero and five of Turkey is the lowest compared to all
three countries (OECD, 2010; OECD, 2019).

Regarding the strength of enabling policies, it could be asserted that Turkey is
the one with weakest enabling elements in comparison, particularly when the
coordination of the family policy is taken into account. While job placement services
are extensive in all three countries and there are no drastic differences in terms of the
extent training courses, except for the UK, there is a striking difference regarding
attendance to childcare facilities in Turkey. It should be noted that this analysis
disregards the quality of the services. Dingeldey (2007) lists the countries in terms of
their enabling policies from the strongest to the weakest as Denmark, Germany, and
the UK (p. 845). Turkey could be added to the end of the list as its enabling policies
are weak in comparison, particularly with respect to public spending on training

programmes and the coordination of family policy.
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Both indicators of workfarist policies, namely cuts in unemployment benefit
and enforced labour market activation () and compulsion through individual
contracts (I1) are quite strong in the case of Turkey at the legal and policy levels.
With that being said, it should be noted that they are not always implemented as the
results of the field work of this study suggests. The fact that they are not always
implemented does not mean that they do not exist, they are adopted in the legal and
policy framework. Different results can be reached when the indicators of enabling
policies, namely activation via job placement, training programmes as part of
activation policies, and the coordination of family policy are analysed individually.
While job placement services and training programmes could be deemed successful
in terms of their extent; the quality and impact of those services begs further
research. Moreover, public spending on training programmes as part of ALMPs is
significantly lower than the OECD average. More importantly, the coordination of
family policy is quite weak, particularly when the gap between female and male
labour market participation rates are taken into consideration. Overall, activating
labour market policies in Turkey could be associated with stronger workfarist

policies compared to enabling policies in Turkey.

4.2 The implementation dimension of workfarist and enabling elements of ALMPs
in Turkey

This section elaborates on the deductive thematic analysis of legal and policy
documents, administrative data, and the findings of the field work of this study. The
field work draws on semi-structured in-depth interviews conducted with thirteen
officials working for ISKUR. By keeping the indicators developed by Dingeldey

(2007) in mind, this section aims to present a discussion on the workfarist and
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enabling elements of ALMPs in Turkey by mainly focusing on the implementation
dimension of ALMP and other activating labour market policy programmes. The
findings of the research are discussed under two major themes: the transfer of
workfarist elements into practice and the transfer of the enabling elements into

practice.

4.2.1 The transfer of workfarist elements into practice

Barbier (2004a) characterizes workfare as the demanding element imposed on social
benefit claimants to fulfil work-related requirements (p. 49). This requirement might
take various forms, but it is always mandatory (Barbier, 20044, p. 49). Dingeldey
(2007) also underline the coercive and enforcing elements of workfare with respect
to labour market participation (p. 827). Therefore, not all work-related activities
associated with social benefits or measures aimed at increasing labour market
participation should be deemed workfarist unless they involve compulsion.

Both legal arrangements and policy documents indicate workfarist elements
particularly with respect to the Ul scheme, the Programme for the Community
Benefit, and the social assistance system, as the literature also suggests. Workfarist
tendencies are internalized within the legal and policy framework. But are they
transferred into practice? The main focus of this section is on the implementation
dimension of those policy programmes with a view to answering this question.

As the literature suggests, the legal basis of the Ul scheme of Turkey has
enforcing elements regarding labour market activation. The Ul scheme requires
claimants to be ready to take up a job, to participate in vocational training
arrangements of ISKUR, and to accept any suitable job offer made by ISKUR unless

they have a valid reason during the benefit receipt. With that being said, the findings
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of the field work suggest that the labour market activation requirements associated
with Ul receipt are not always implemented in practice. This may imply a gap
between policy and practice.

The respondents provided different explanations regarding the gap between
policy and practice which may stem from various reasons. They could be grouped as
the economic circumstances, the organizational structure, and the lenience of the
rules in the sense that they are not coercive enough to allow for the strict control of
the compliance with the requirements.

One reason for non-implementation of workfarist policy that was revealed in
the field was the economic hardship. An official from administrative level in a
service centre emphasizes the economic factor and states that those requirements are
not implemented although they exist in the legal framework: “If you refuse a job
offer or to participate in a course, your benefit is cut. It [the sanction] exists in the
legislation, but it is not implemented. They are too difficult to implement under these
economic circumstances”.> From the perspective of the respondent, the Ul benefit
provides a mechanism for income maintenance during unemployment spell. The
implementation of the benefit cut sanction would deprive the beneficiaries of cash
support. The respondent suggests that although the legal framework with its
workfarist requirements provides the ground for the official to implement them, it is
not practiced as the official finds the sanctions too harsh to implement during
economic downturn. In this view, the non-implementation is perceived as part of
institutional policy.

Secondly, the organizational structure and the disempowered position of

ISKUR for applying sanctions in the case of non-compliance is provided as a reason

L Eger bir is teklifini ya da kursa katilmay1 reddederseniz 6deneginiz kesilir. Bu mevzuatta var, ama
uygulanmiyor. Su anki ekonomik ortamda uygulanmasi ¢ok zor.
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for non-implementation. An employment expert argues that it is not possible to
implement those requirements due to the lack of an efficient mechanism:
The Ul beneficiaries should be able to work at a job during the time that they
receive benefit and ISKUR must be more influential regarding its instructions
during that period compared to other times. We cut Ul benefit on the basis of
not seeking employment only once in 2020. It was because the beneficiary
went abroad. I mean, we cut the benefit of that beneficiary by saying “How
come did you leave without notifying us?”. Apart from that, we do not have
an efficient mechanism. | mean, | think the public authority in Turkey cannot
make the final decision regarding coercive and conditional matters. For that
reason, even if we set up the mechanisms properly and ensure the integration
among institutions through technological infrastructure, there are no sanctions
in the case of non-compliance at the end of the day. This disesmpowers us. We
are not able to force anyone. (Employment expert 1) (see Appendix G, 1)
In this picture, ISKUR emerges as disempowered organization as an implementing
body. This implies the perception of institutional incapacity. The organization does
not have the capacity to transfer the sanctions into practice. According to
Employment expert 1, the organization has rather a disempowered position: “ISKUR
has the position of an unarmed soldier within the organization and it cannot threaten
or inflict fear on the opposite side”.? Here, the respondent makes a war analogy and
deems the beneficiaries located on the opposite side. Besides, the disempowered
position of ISKUR compared to an unarmed soldier sent to the front line. In this
framework, ISKUR is expected to implement the sanctions, but it lacks the necessary
capacity to do so. Thus, although benefit cut and suspension sanctions have legal
basis and the mechanism exist, sanctions are not always implemented.
Another point highlighted by this job seeker counsellor is that the system may
not be working properly due to the fact that claimants are not asked to document and

prove their job seeking efforts. The job seeker counsellor has the power to cut the

benefit if the claimant refuses the job straightforward. However, they cannot find out

2 Yapi igerisindeki silahsiz, tabancasiz asker konumunda bir ISKUR var ve tehdit edemiyor kars1
tarafi, korkutamryor.
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about the details of the job interview which claimants are referred to. The process
cannot be followed by ISKUR. Hence, they cannot directly cut the benefit if the job
interview is not successful since it is also possible that the employer did not want to
recruit the claimant:

We usually implement this as the following, so that it is more precise: if |
send three job offers to the person and if he or she... If he or she rejects the
first time, | cut [the benefit] then as well by the way. For instance, if someone
came and said “No, I will not go to that job” and explicitly rejected I can send
referral to cut both Ul benefit and social assistance. But if you go and it is
unsuccessful... Of course, I do not know what happens during the job
interview. I do not know whether that person goes and says: “No, [ am not
looking for a job” or he or she genuinely wants to take up the job and the
employer disagrees, | do not know. So, I cannot cut the benefit directly. In
fact, I legally have the right to do so. But in order to make sure... Of course, I
make a job offer matching the standards of his or her last job in terms of the
last wage and last job by the way. If it is unsuccessful for the third time, |
refer the benefit cut automatically through the system. (Job seeker counsellor
1) (see Appendix G, 2)

Apart from the institutional incapacity, another point highlighted by the respondents
related to the lenience of the rules. An official working from the Ul Benefit Service
of a branch of ISKUR recounts that the rules are not coercive enough to be
conducive to translate the requirements into practice:

In terms of being demanding, it [the Ul scheme] is a little bit demanding in
terms of its eligibility criteria, but it is the easiest [scheme] in terms of
payment. | mean, the benefit is cut if a Ul beneficiary does not accept the
third invitation in Germany. There is no such thing in Turkey. If you send an
offer and the beneficiary does not accept, you do not cut the benefit. He or she
has a reason, but it is not reasonable. In fact, you can go to anywhere by two
lines in terms of transportation in Istanbul. But a man from the district of B.
turns down a job offer in M. by stating that it is too far. There is one line in
between. We are demanding while we confer the benefit, our criteria are
difficult [to meet]. The thing with the 600 days in the last three year, the
condition of 120 days in the last four months... And he or she must leave off
not because of his or her own fault. (Official from Ul Benefit Service
Department) (see Appendix G, 3)

As can be seen, the official also internalized workfarist requirements associated with

the delivery of the Ul benefit as presented by the legal framework. He or she believes
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that sanctions must be applied in the case of non-compliance. Although he or she
admits that the scheme is demanding and coercive in terms of its entitlement criteria,
labour market activation requirements such as job offers cannot be controlled even if
they are intended to be implemented. This is because benefit claimants can easily
circumvent the requirements as an element of system-based reason. In the
abovementioned example, the beneficiary in question can turn down a job offer on
the basis that the workplace is not located within the municipality border of his or her
place of residence, although he or she can travel there by one line.

Another system-based reason for why the sanction cannot be applied is that
the personal information about the benefit claimant such as the contact details,
education and work history is based upon the personal declaration of the claimant.
Since the personal details of the claimant such as his or her occupation and contact
information are registered on the system in accordance with the declaration of
claimant, the claimant can circumvent the requirement and may not receive any job
offer by incorrectly stating his or her occupation as an occupation for which labour
demand is limited, as occupational protection is provided in the Ul benefit system in
Turkey:

We are not coercive during the payment process at all. Because we operate

through declaration. It is completely based on declaration! Even the address

of the guy is declared by himself. He comes here, he says his occupation is
that, but you do not ask for any documentation, he says he lives there, you do
not ask for any documentation, he says he graduated from that university, you
do not ask for any documentation. So, that person can continue to receive the
benefit for ten months. Perhaps the colleagues here do not know that in terms
of... During the registration, if you register a different occupation which is the
rarest to be found, the system does not send you any job offer. Because he
says he is an oboist. Is there a sector for that? No. (Official from Ul Benefit

Service Department) (see Appendix G, 4)

So, the official from the Ul Benefit Department states that by declaring incorrect

details, the claimant can avoid receiving any communication from ISKUR.
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Moreover, if they declare their occupation as an occupation difficult to match with
labour demand, they may not receive any job offer and hence, they can continue to
receive their Ul benefit without facing any sanction.

Another point highlighted about the misfunctioning of the system is that the
system may not be working properly since claimants are not asked to document and
prove their job seeking efforts. A job seeker counsellor has the power to cut the
benefit if the claimant refuses the job straightforward. However, they cannot find out
about the details of the job interview to which claimants are referred. The process
cannot be monitored by ISKUR. Hence, they cannot directly cut the benefit if the job
interview is not successful since it is also possible that the employer did not want to
recruit the claimant:

We usually implement this as the following, so that it is more precise: if |

send three job offers to the person and if he or she... If he or she rejects the

first time, | cut (the benefit) then as well by the way. For instance, if someone
came and said “No, I will not go to that job” and explicitly rejected | can send
referral to cut both Ul benefit and social assistance. But if you go and it is
unsuccessful... Of course, I do not know what happens during the job
interview. I do not know whether that person goes and says: “No, I am not
looking for a job” or he or she genuinely wants to take up the job and the
employer disagrees, | do not know. So, I cannot cut the benefit directly. In

fact, I legally have the right to do so. But in order to make sure... Of course, I

make a job offer matching the standards of his or her last job in terms of the

las wage and last job by the way. If it is unsuccessful for the third time, I refer

the benefit cut automatically through the system. (Job seeker counsellor 1)

(see Appendix G, 5)

On the other hand, although the job seeker counsellor can cut the benefit in the case
of refusal of the first job offer, he or she takes initiative and waits until the third
offer. This job seeker counsellor states that he or she actually applies the benefit cut
sanction if the third job offer is refused by the claimant. Hence, the findings of the
fieldwork suggests that officials can make discretionary decisions.

As could be seen, the workfarist requirements associated with the Ul benefit

scheme are not or cannot always be implemented in the case of Turkey. They can
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potentially be transferred into practice and sometimes they are. Nonetheless, the
literature suggests a gap between policy and practice. This may be due to the
concerns over the economic circumstances, problems with the organizational
structure of ISKUR, and the lenience of the system.

The fact that workfarist requirements do not always translate into practice
does not negate their existence. On the contrary, they have a firm basis in the current
legislative and policy framework. Due to concerns over the overall economic
framework, the organizational capacity, the design of the system, and discretionary
decisions of the officials, workfare framework of the Ul scheme in the documents is
not operationalized at the organizational level of ISKUR.

The Programme for the Community Benefit is classified as an activity aimed
at promoting work discipline by ISKUR (ISKUR, 2021b, p. 54). After the
completion of a Programme for the Community Benefit, programme participants are
required to accept the third job offer made by ISKUR which is compatible with their
qualities unless they have a valid reason at the latest. In the case of non-compliance,
the participant cannot reapply to another Programme for the Community Benefit for
24 months (The Ministry of Labour and Social Security, 2013, Article 66/5). This
could be deemed a workfarist element which could be found in an ALMP
programme since it imposes a coercion on the programme participants who wish to
continue taking part in the programmes.

The findings of the field work suggests that the implementation of this
requirement is quite limited if not non-existing. The requirement is not very well-
known among the respondents. During the interview, an official from the
Employment Services Department asserted that this requirement does not exist in the

legislative framework. An official from The Department of Active Labour Force
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Services Department states that participation is the programme constitute the job of
the programme participant and they do not make any job offer further: “In fact, it
[the programme] is their job, so we do not refer them to another job”.2 This implies
that the workfarist requirement of the programme is not extensively implemented.
However, as it is the argument with the Ul scheme, non-implementation does not
mean non-existence. The requirement has its roots in a directive, so it can potentially
be implemented.

A job seeker counsellor (Job seeker counsellor 1) stated that he or she does
not know the details about the requirement, but he or she estimated that it cannot be
monitored due to the case load of the job and vocational counsellors: “I do not know
very much about it, but | estimate that it is the same [with the Ul benefit]. | do not
think that it is something that can be followed up closely”.* This statement again
implies a perceived problem with the organizational capacity of ISKUR. Due to the
heavy case load of the officials, the respondent did not deem it feasible to implement
this requirement.

As discussed in Chapter 3 in detail, the consolidation of the link between
social assistance and employment is a recent phenomenon which manifests itself at
policy level (Kapar, 2017; Kutlu, 2016). The social assistance system involves the
referral of social assistance beneficiaries who are deemed “able work’ to ISKUR for
participating in job placement services. Just like in the case of the Ul scheme, non-
compliance is sanctioned by benefit cut within this context. It could be assumed that
such a system requires coordination between two different government bodies,

namely ISKUR and the General Directorate of Social Assistance.

3 O orada onlarin isi oluyor aslinda, yani, baska bir ise yonlendirmiyoruz.
4 Bu noktay1 ¢ok sey yapmiyorum ama yine aynidir diye tahmin ediyorum. Cok takip edilebilen bir
sey oldugunu diistinmiiyorum.
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An employment expert recognizes the consolidation of the link between
social assistance and employment and the progress made in that regard, but the
efforts are not deemed very effective and it was suggested that they do not generate a
conclusive impact:

In terms of the link between social assistance and employment, there is a

consolidation and progress. | mean, we have protocols with Social Assistance

and Solidarity Foundations. In the scope of those protocols, Social Assistance
and Solidarity Foundation officials are granted some privileges in terms of
accessing to the ISKUR database in order to channel their service
beneficiaries into employment. But there is no efficiency or a conclusive

impact on this breakdown. (Employment expert 1) (see Appendix G, 6)
Employment expert 2 also draws attention to a similar pattern: “We put forth
significant effort in that regard [to integrate social assistance beneficiaries into the
labour market]. But in the end, they have not turned out to be very efficient”.® Thus,
it is highlighted that although there is a cooperation between Social Assistance and
Solidarity Foundations and ISKUR, it does not come out to be very effective in terms
of consolidating the link between social assistance and employment.

Another significant point is the lack of coordination and cooperation between
those two government bodies:

If you ask me whether there is a complete coordination and continuous

cooperation there, [the answer is] no, unfortunately not.® (Employment

expert 2)

It is clear that the respondents deem the strategies adopted to integrate social
assistance beneficiaries who are considered able to take up a job into the labour
market rather ineffective. This ineffectiveness might be attributable to the lack of

coordination and cooperation between two different government bodies, as

exemplified by the statement above. Nonetheless, some respondents also revealed

5 Bununla ilgili ¢ok ciddi calismalar da yaptik. Ama nihayetinde cok etkili olmadi.
6 “Orada tam anlamiyla bir esgiidiim var m1, tam anlamiyla bir isbirligi siirekli olarak var m?” diye
soruyorsaniz, hayir, maalesef.

159



their perceptions on social assistance beneficiaries in a way to imply that they share
an underlying assumption of workfarist approach. The assumption is that social
assistance beneficiaries might be profiting from welfare schemes (Barbier, 2004a, p.
58). The belief is that social assistance beneficiaries may not be willing to take up a
job and stop receiving social assistance. This understanding also sheds light on the
perception of some respondents about the inefficiency of the efforts to consolidate
the link between social assistance and employment. The system may not be working
as social assistance beneficiaries do not prefer cooperating. Employment expert 2
puts it as: “For instance, regarding social assistance receipt, some people are... I do
not know how to put it, I do not want to say ‘dependent’ but some people might
consider it [benefit dependency] a life style”.” For this respondent, some social
assistance beneficiaries live on welfare on purpose. This implies an internalized
understanding of workfare. Another employment expert presents a portrayal of a
social assistance beneficiary who can be subject to labour market activation
interventions as the following:
I mean, we know at least one person who is 40 years old, he has no income
and is able to work, he does not have any disability or anything of the sort and
he is a male, we prioritize men with a sexist assumption as part of the policy
of the institution, I do not know why, he does not show up when we invite
him [to ISKUR]. The second time we invite him to the institution, we tell him
that he will receive 50 TL to cover the transportation expenses, | mean, we
give him money, he comes to take the money, he takes it and leaves and next
time we invite him, he never shows up. (Employment expert 1) (see Appendix
G, 7)
This portrayal implies that a social assistance beneficiary who is able to work is
actually not willing to seek employment as he does not go to the institution even

when he is invited and can only be motivated by monetary gain. An internalized

conception of workfare also manifests itself about dependence on social assistance at

" Mesela, baz1 insanlar sosyal yardim alma noktasimda nasil diyelim, "bagimli" demek istemiyorum,
ama bunu hayat tarz1 haline getiren bir kesim olabilir mesela.
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the discursive level. The respondent believes that for some beneficiaries, social
assistance is not deemed a temporary relief, but rather a lifestyle or a means of
subsistence.

While employment experts are concerned with the link between social
assistance and employment, officials working at the service centre level, do not
express that they feel responsible for activating social assistance beneficiaries. A job
seeker counsellor states that they are not expected to focus on social assistance
beneficiaries in terms of their labour market activation efforts:

There is no such expectation. From time to time, it is brought to the agenda

probably following discussions. So they sometimes give us the statistical data

on those who take up a job while receiving the Ul benefit or social assistance
benefit and their proportion and so on. But there is no pressure on us like “We
will specifically advance on them [social assistance beneficiaries]. (Job seeker

counsellor 1) (see Appendix G, 8)

It is obvious that the labour market activation of social assistance beneficiaries is not
an unfamiliar topic for ISKUR officials. On the other hand, this job seeker counsellor
states that he or she does not feel under pressure to put effort into integrating social
assistance beneficiaries into the labour market. An official from the employment
services department expresses that he or she does not consider the labour market
activation of social assistance beneficiaries in among his or her main duties:

In fact, we have integration between our systems [between the systems of

ISKUR and Social Assistance and Solidarity Foundations]. We can see the

social assistance beneficiaries on our system, it tells whether someone

receives social assistance, but it is not directly our area. We do not intervene
directly since it is not a benefit we confer. (Official from Employment

Services Department) (see Appendix G, 9)

The reason why this official does not consider the labour market activation of social
assistance beneficiaries as part of his or her duty field is that ISKUR is not the

institution which confer social assistance benefits in the first place. It is not the

governmental body which is responsible for the social assistance schemes. In that
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regard, the respondent expresses that he or she does not feel responsible for the
conduct of that task directly, and hence does not intervene in unless he or she is
asked by the government body responsible for the delivery of social assistance:

From time to time they call us from the Ministry of Family and Social
Policies [the Ministry of Family, Labour, and Social Services] and say: “We
refer this person to you, help him or her to find a job”. We help them, if we
detect any malicious intentions we give negative feedback to the other party
[the ministry] and ensure that the benefit is cut. Bu have we ever done it? We
have not. (Official from the Employment Services Department) (see
Appendix G, 10)

Hence, some perspectives imply that the efforts to consolidate the link between
social assistance and employment may prove inefficient due to the fragmented nature
of the system. The findings suggest that although the distribution of tasks is quite
clear between the government bodies involved and the technical infrastructure allows
for the integration of services regarding the labour market activation of social
assistance beneficiaries, the workfarist requirements are not usually transferred into
practice.
An employment expert explains the non-implementation of workfarist
requirements with populist intentions embedded in the political culture.
According to an employment expert, the lack of initiative capacity of political
actors to transfer those policies into practice might explain this phenomenon:
When he does not show up we cannot ask him “Who do not you come? You
are sitting at home™ and cannot initiate a mechanism to cut social assistance.
There is a directive on that and it has a provision regarding benefit cut, we
wrote it down. But we cannot do this to anyone in practice. Because no
minister wants to be the one who cut social assistance benefits. We do have
the technical infrastructure. As ISKUR, we can see who receives social
benefit in what way from the General Directorate of Social Assistance. We
know about the number of the people in that household, their address etc. We
can get information on their educational level from the Ministry of National
Education. We have the information and data. We can centrally plan it so
easily and go to someone. So what happens then? What if he or she says

“Brother, I do not want to work, I will only receive social assistance”, will
there be a sanction for that? (Employment expert 1) (see Appendix G, 11)
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According to the statement, central planning regarding labour market
activation of social assistance beneficiaries is quite possible thanks to the
technological infrastructure and integration of the electronic public services.
Nonetheless, as it is a politically charged issue, ministers avoid taking initiative to
enforce the workfarist requirements associated with social assistance receipt.
Moreover, workfarist elements demand high institutional capacity of the welfare
bureaucracy which is lacking in the context of Turkey. Hence, ISKUR does not have
the capacity to enforce labour market activation elements on social assistance
recipients which exist in the legislative and policy framework; they are not

empowered to apply the sanctions.

4.2.2 The transfer of enabling elements into practice

The enabling aspects of ALMP and activating labour market policy programmes
cannot be disregarded. As propounded by Dingeldey (2007), job placement and
training services and the coordination of the family policy are significant indicators
of enabling policies. As discussed in the previous section, the coordination of the
family policy regarding labour market activation is rather weak in Turkey. Job
placement services have roots which could be traced back to the establishment of
ISKUR in 1946. Training programmes also have deep roots which go back to the
1980s. Nonetheless, an analysis of the policy and legal documents imply that the
objective of the labour force training has shifted from vocational acquisition to job
acquisition. The 1IBK Directive of Labour Force Training (Is ve Is¢i Bulma Kurumu
Isgiicii Yetistirme Yonetmeligi) of 1988 defines its objective as training a job seeker
in a vocation (The Ministry of Labour and Social Security, 1988, Article 1). It states

that during the selection of the participants, persons who do not have a vocation are
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prioritized (The Ministry of Labour and Social Security, 1988, Article 9). The 1996
directive omit the objective of vocational acquisition and highlights the training of a
labour force in the demanded areas (The Ministry of Labour and Social Security,
1996, Article 1). Persons who do not have a profession are no longer prioritized in
the participant selection process (The Ministry of Labour and Social Security, 1996,
Article 8). The 2004 directive on the training of the labour force and the 2008
directive on labour force harmonization have similar characteristics. This might have
some implications in terms of the flexibilization of the labour force in Turkey.
Moreover, it also has a connection with the concept of employability since having a
vocation may not be sufficient to stay in the labour market for a lifetime since the
labour market demand is likely to change over time. But being able to adopt to
different jobs may ensure longer stay in the labour market over the life course.

The concept of employability gained emphasis in the labour market agenda
after the 2001 financial crisis in Turkey (Savaskan, 2007, p. 76). Indeed, policy
documents underline the objective of employability with a growing emphasis since
the Directive of the Services of Labour Force Training and Harmonization was
introduced in 2004. The findings of the analysis of the labour force training
directives combined with the findings of the field work suggest that enabling policies
have been associated with policies aimed at enhancing employability of the labour
force. Thus, enabling policies correspond to the policies which improve individual
employability in this context.

The concept of employability is mainly approached from two aspects in the
literature. While one approach highlights the ability to gain and maintain
employment in the labour market through skill enhancement (e.g. Hillage & Pollard,

1998; OECD, 2015), the other approach underlines the attitude towards work (e.g.
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Peck & Theodore, 2000). The findings of the field work imply that both approaches

are prevalent in the case of Turkey.
When asked about the concept of employability, a job seeker counsellor

clearly approached employability as an attitude towards work:
In fact, employability is a process which manifests itself within the first two
or three minutes of the meeting. | mean, you can determine how he or she [the
job seeker] is sincere about the job search and how much he or she wants it
during the meeting. Because if | conduct a meeting with someone who has
vocational training background, we discuss through what channels to search
for a job and how many employers are currently looking for employees on my
system and then we start to examine vacancy announcement samples. The fact
that he or she listens to you, he or she asks questions, he or she wants to
participate in the job interview... After I talk about the vacancy
announcement, the workplace, and the details, | ask whether he or she wants
to participate in the job interview. It [employability] is something which can
be determined on the basis of those points. (Job seeker counsellor 1) (see
Appendix G, 12)

So, according to this view, employability is deemed an approach to work as it is

equated with “being willing to take up a job”. This willingness is an attitude which

can be detected by the counsellor during the job counselling meeting.
The respondents also detect a problem stemming from the lack of
employment-related skills in job seekers and they highlight the need to improve their
skills. This pertains to the skill enhancement approach in the concept of
employability. A job seeker counsellor highlights this problem:
In fact, there are so many people who do not have a vocation... You can even
refer everyone who applies to the institution (ISKUR) to search for a job.
Because it manifests itself as a very big problem. “I can take up any job, it
does not matter”, “What job are you looking for?”, “Unqualified” ... It is
really a big percentage. (Job seeker counsellor 1) (see Appendix G, 13)

The job seeker counsellor states that most of job seekers applying to the institution

lack a vocation and they are mostly unskilled. The lack of skills is deemed a serious

concern from the perspective of the job seeker counsellor. The job club leader also
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emphasizes the importance of self-improvement for persons with lower educational
attainment:

I mean, the guy says “Everything is okay” after graduating from the primary

school. Most of them are already people who started working after graduating

from the primary or the secondary school. But now they are unemployed and
they are in trouble now for that reason. In order to be able to overcome this
trouble, they need to improve themselves, they need to be different from
others. There is a generation coming from behind. But they are not aware of it
and they deny it. In fact, we are trying to enlighten people to some extent for
this reason, we tell them to improve themselves. (Job club leader 2) (see

Appendix G, 14)

From this perspective, in order to escape unemployment, job seeker needs to improve
oneself. What is more, job seeker must be able to compete with younger generations
that are to come. However, the job club leader argues that job seekers are not aware
of this potential competition with younger generations and refuse to improve their
employability.

The findings of the field work suggest that enabling elements do not apply in
the same way for persons from different backgrounds. ALMP and other activating
labour market policy programmes prioritize persons from disadvantaged
backgrounds in the case of Turkey. This has the potential to offer enabling services
to persons from disadvantaged backgrounds as they could enhance their
employability. For instance, it was discussed in Chapter 3 that the Job Club services
provide intensified employment services for persons from the most disadvantaged
background. A job club leader stated that they cannot reach every group even when
they are specifically targeted:

Roma citizens are also among the disadvantaged groups, let us add them, too.

But it did not work. We experienced extreme difficulties. | mean, Roma

people do not want to participate in. We cannot even convince people to try.

(Job club leader 1) (see Appendix G, 15)

This perspective implies that a mechanism which is specifically developed to reach

persons from the most disadvantageous backgrounds does not work for some groups
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it targets. In contrast, some respondents underline that the job matching services
provided by ISKUR cannot offer many options for persons with higher educational
attainment:
When an educated person comes, no vacancy announcement suitable for him
or her can be found. They are referred to Kariyer.net. They already know
about these channels. But we refer applicants not to send them back empty-
handed. After all, we have to provide services. (Job seeker counsellor 2) (see
Appendix G, 16)
So, a job seeker with higher educational attainment level may not be offered job
opportunities matching his or her expectations as those vacancies are not usually
announced through the system of ISKUR. Instead, he or she is advised to search for a
job through a well-known online job matching platform as a solution. This job seeker
counsellor considers this referral as a part of the service he or she provides. Another
official states that in addition to the fact the firms in need of skilled labour force do
not announce job vacancies through the system of ISKUR, job seekers with higher
educational attainment usually do not prefer applying to ISKUR in order to benefit
from the job placement services it has to offer:
For instance, no job seeker from upper classes, particularly university
graduates, engineer, architects, teachers, doctors etc. applies to us. The firms
looking for those qualifications do not advertise job vacancies through us,
they go and do it through Kariyer.net. That person goes and applies it. This is
our weakness in active (policies). On the contrary, we tell workers who come
here to apply to Kariyer.net after we find out about their educational
attainment levels and vocations. So, that guy does not come to us to look for a
job. (Official from the Ul Benefit Service Department) (see Appendix G, 17)
Again, ISKUR does not offer many options to persons with higher education
attainment. Instead, those job seekers are referred to an online job search platform.
The official detects this job matching problem as a weakness in terms of the well-
functioning of ALMP programmes. For instance, they cannot make a job offer to Ul

beneficiaries with higher educational attainment levels due to the principle of

occupational protection of the Ul scheme in Turkey. Hence, those beneficiaries
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cannot be “activated” via the Ul scheme and go on to receive benefit. Therefore, they
are not provided with an extensive job placement services while seeking work and
they are not activated while they are on Ul benefit. Obviously, enabling elements do
not work for them.

Regarding the low female labour force participation rate of women in Turkey
which is usually attributed to childcare responsibilities in the literature, it goes
without saying that women with dependent children need to be supported by
enabling polices. In that sense, the coordination of the family policy is of utmost
importance. Nonetheless, it is not possible to talk about a strong orientation in terms
of enabling or employability enhancing policies with respect to the coordination of
family policy in Turkey. Regarding the family policy measures introduced as part of
ALMP programmes, some respondents underline the weaknesses of those measures
in supporting women with dependent children in the labour market. The official from
the Active Labour Force Services Department suggests that women with children
need policies providing more support: “I mean they [women] can be supported more.
They [policies] can be improved more, particularly for mothers, for working
mothers. It can be improved in terms of wages, working hours, and working
conditions”.® So, the need to improve the labour market conditions for women with
dependent children is recognized by this official.

On the other hand, the amount of the support provided within the scope of the
Mother at Work project is put under scrutiny by some officials. The official from the
Active Labour Force Services Department draws attention to the amount of support:

We pay 110 TL to mothers who have children between the ages of five and 15

while the regular payment is 108 TL. In fact, the difference is two liras if you
think about it, it could have been higher. But it is a good thing to have

8 Yani daha fazla desteklenebilir. Daha gelistirilebilir 6zellikle anneler icin, calisan anneler icin. Hem
iicretler bakimimdan hem de mesai saatleri, sartlar1 bakimidan daha iyi olabilir.
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support. (Official from the Active Labour Force Services Department) (see
Appendix G, 18)

The official from the Employment Services Department questions the incentivizing
impact of the support: “But now it [the support] is almost non-existing, we pay 1.40
TL more to mothers with children a day. | do not know whether it is an incentive”.
As the respondents suggest, the amount of the support provided within the scope of
this project is critically low. The Child Care Support Project, on the other hand,
offers a more generous support. Nonetheless, this project may be problematic for
women during its implementation as the support is provided upon the presentation of
invoice taken from the childcare facility:

If she [the beneficiary of the project] has a child attending kindergarten, she

can receive a cash benefit of 400 TL on the condition that she presents the

invoice. But she receives the support afterwards, not when she pays the

tuition, she can receive it in exchange for invoice. (Job seeker counsellor 1)

(see Appendix G, 19)
Hence, women in need of cash support to make payment to the kindergarten in
before she receives the first payment of the cash support might find it challenging to
register their children to a childcare facility in the first place. Moreover, this support
is only provided for one child and it does not continue if the beneficiary takes up
regular employment. Therefore, it is enabling impact is open to debate.

Another problem pertains to the under provision of care facilities within
workplaces. Job seeker counsellor 1 underlines this problem: “It has been almost
eight years since | started this job and I have never seen a workplace with a

kindergarten. If there were, they would benefit [from the kindergarten] but | have

never come across”.X? Although it is a legal obligation to set up childcare facility

® Ama yani su anda sanki yok gibi, 1 lira 40 kurus her giin fazla 6deme yapiyoruz ¢ocugu olan
annelere. Bu tabii bir tegvik midir, bilemiyorum.

10 Hemen hemen sekiz yil oldu ise baslayali, hi¢ kresi olan bir isletme gérmedim. Olsaydi
yararlanirlardi, ama ben hi¢ denk gelmedim.
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arrangements in workplaces employing more than 150 women, this obligation is not
extensively observed in Turkey. Thus, although there are enabling policies which
aim at enhancing the employability of women with dependent children, they are not
very well developed.

A further thought regarding the coordination of the family policy pertains to
the fact that those arrangements can only cater for women in formal employment (to
some extent), while informal employment is a significant problem particularly for
women in Turkey. In August 2020, informal employment rate was 40.1 per cent for
women (TUIK, 2021a). Hence, it could be argued that a significant portion of
women in the labour market cannot benefit from in-work benefits.

The emphasis on employability in the context of enabling policies cannot be
disregarded. Regarding the scope of job placement services, training courses, and the
coordination of the family policy, there are some enabling elements existing in the
ALMP and activating labour market policy structure in Turkey. Nonetheless, they are
rather weak, particularly when the coordination of family policy is taken into

account.

4.3 Conclusion
This chapter has sought to present an analysis of the workfarist and enabling
elements of ALMP and other activating labour market policy programmes of Turkey
within the analytical framework developed by Dingeldey (2007) at two levels.

The first level of the analysis suggests that both indicators of workfarist
policies, cuts in unemployment benefit and enforced labour market activation (1) and
compulsion through individual contracts (11) are quite robust in the legal and policy

framework in Turkey. The entitlement and eligibility criteria for Ul benefit are quite
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strict. The level of replacement and the duration of benefit receipt indicate that the
scheme is not generous. Moreover, the activation period starts immediately after the
grant of the right to Ul benefit. Ul beneficiaries are required to sign contracts to
comply with the labour market activation requirements which impose benefit cut and
suspension sanctions in the case of non-compliance. Therefore, it could be asserted
that they are potent in terms of both indicators in the case of Turkey.

The evaluation of the enabling elements of ALMP and other activating labour
market policy programmes, on the other hand, bears more complicated results with
respect to the indicators of activation via job placement, training programmes as part
of activation policies, and the coordination of family policy. There is an
improvement in job placement, labour market training, and childcare services in
Turkey, particularly regarding their extension in the recent decades and the existence
of enabling elements in that picture cannot be disregarded. Nonetheless, they still
have their weaknesses when compared to other countries. The quality and impact of
job placement services and training programmes need to be taken into consideration
while evaluating their enabling elements. Public expenditure on training programmes
is significantly lower than the OECD average. The coordination of family policy has
significant weaknesses as it is embodied in the gap between female and male labour
market participation rates in Turkey. Although the number of childcare facilities and
support mechanisms for women who have dependent children and wish to (re)enter
or stay in the labour market have increased, the female labour force participation rate
is still low compared to the OECD average. Moreover, existing childcare schemes
fail to cater for the needs of most women working in the private sector due to longer
working hours and lower wages (WB, 2015). In addition, although projects like the

Mother at Work and the Child Care Support are integrated into certain ALMP
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programmes in certain sectors, it is evident that their scope and generosity are rather
limited.

The second level of the analysis which incorporates the implementation
dimension into the discussion suggests that the workfarist requirements of ALMP
and other activating labour market policy programmes are not always implemented
as the results of the field work conducted with ISKUR officials imply. The reasons
for non-implementation put forth by the respondents could be grouped as the
economic circumstances, the organizational structure, and the design of the system.
The field work also indicates that the enabling elements of those programmes are not
very strong in practice and their implementation do not always reflect the existing
legal and policy framework. According to the results of the field work, enabling
elements do not work for every person in the same way.

The analysis demonstrates that the workfarist elements of ALMP and other
activating labour market policy programmes are stronger when compared to enabling
elements according to the indicators adopted by Dingeldey (2007). Nonetheless, this
is not to suggest that enabling elements do not exist at all. In fact, the introduction of
the enabling policies actually predates the introduction of the workfarist policies in
Turkey. Thus, adopting a more nuanced identification is crucial. Hence, it could be
argued that Turkey exhibits a combination of both of those elements while workfarist
elements are stronger in comparison.

While it could be concluded that the ALMP and other activating labour
market policy programmes of Turkey could be associated with more robust
workfarist elements compared to enabling elements in Turkey, it is strikingly evident
that both workfarist and enabling elements are simultaneously being more and more

accentuated in Turkey, particularly in the recent years.
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The following chapter discusses the findings of the analysis with reference to
the existing body of literature. It also aims to locate the case of Turkey within the
activation typologies developed by Barbier (2004a), Dingeldey (2007), and Serrano

Pascual (2007a).
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CHAPTER 5

CONCLUSION

The case of Turkey is quite peculiar with respect to the development of ALMPs and
other activating labour market policies when the impacts of path dependency,
political will, external actors are taken into account. It is hence a difficult case to fit
an ideal type. Therefore, a nuanced approach is needed to evaluate their workfarist
and enabling elements of ALMP and other activating labour market policy
programmes.

The evaluation of the workfarist and enabling elements of ALMP and other
activating labour market policy programmes of Turkey is conducted at two levels in
this study. While a desk study was sufficient to adopt and mirror the analytical
framework developed by Dingeldey (2007), a second level which incorporated the
implementation dimension into the analysis was added as the existence of certain
rules and regulations in the legal and policy framework does not necessarily mean
that they are going to be implemented systematically in Turkey. Thus, while the
existing literature disregards the implementation dimension so far, this study sought
to incorporate the implementation dimension into the analysis by conducting semi-
structured in-depth interviews with ISKUR officials working at different levels and
positions. This chapter presents the conclusions drawn from the analysis and
discusses the case of Turkey within the framework of the activation typologies by
Barbier (2004a) and Dingeldey (2007) and to locate Turkey within those typologies.

Within the analytical framework developed by Dingeldey (2007), it could be
argued that Turkey is clearly stronger in terms of its workfarist elements compared to

its enabling elements when the implementation dimension is not taken into
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consideration. The incorporation of the implementation dimension into the analysis
complicates the picture as there is a gap between policy and practice regarding the
workfarist elements. Nonetheless, the coordination of the family policy falls short in
terms of enabling women to participate in the labour market. While the
implementation dimension smooths the edges of both workfarist elements and
enabling elements, it could still be argued that the workfarist elements are more
pronounced than the enabling elements of ALMP and other activating labour market
policy programmes.

Esping-Andersen’s (1990) welfare state regime typology provided a starting
point for many scholars to develop activation typologies in the literature (Serrano
Pascual, 20073, e.g. Barbier, 2004b; Daguerre, 2007). First of all, it should be noted
that there is no consensus about Turkey’s location within welfare state regime
typologies in the literature. Turkey does not completely fit any welfare state regime
typology developed by Esping-Andersen (1990). Ferrera (1996) identified a Southern
European welfare regime model based upon the cases of Greece, Italy, Portugal, and
Spain by paying attention to institutional and political arrangements. The main
characteristics of this model are a fragmented and corporatist income maintenance
system, universalistic health services, low degree of state involvement in the sphere
of welfare and a collusive combination between public and non-public institutions,
and the persistence of clientelism (Ferrera, 1996, p. 17). With reference to the main
characteristics, it has been argued that the welfare regime of Turkey resembles this
model (Bugra & Keyder, 2003, 2006; Gough, 1996; Griitjen, 2009). On the other
hand, this position has been contested in the literature (Y1lmaz & Yentiirk, 2018, pp.

8-9; e.g. Aybars & Tsarouhas, 2010).
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Regarding the activation approach typology developed by Barbier (2004a), it
could be argued that although it is not a typical example of either approach, the
dominant approach in Turkey is closer to the liberal type than it is to the universal
type. Firstly, in terms of the national systems of social protection, Turkey is neither a
liberal nor a universalistic welfare state. From that perspective, it does not match the
basic characteristic of either approach.

The justification of activation protection of the liberal approach in terms of
labour market and social assistance rests on the assumption that social assistance
beneficiaries profit from welfare transfers and not all of them are actually needy
(Barbier, 2004a, p. 59). Such position is not dominant in the universalistic type
where activation policies and programmes target all citizens (Barbier, 20044, p. 59).
This assumption can be detected in the policy and legal documents in Turkey,
particularly with respect to the growing emphasis on the link between social
assistance and employment. In Turkey, there are certain ALMP programmes which
prioritize the participation of social assistance beneficiaries such as the Job Clubs.
Moreover, the field work provides evidence to support the existence of such an
assumption as the research participants revealed in their accounts that that they
internalized such an underlying assumption. It is being expressed that for some
beneficiaries, social assistance is not a temporary relief, but rather a lifestyle or a
means of subsistence. This complies with the underlying assumptions of the liberal
activation approach which relies on workfarist arrangements compared to the
universalistic approach.

While the liberal approach adopts a punitive and disciplinary strategy, the
universalistic approach relies on the reciprocal engagement strategy (Barbier, 2004a,

p. 58). In terms of this comparison, Turkey is again closer to the liberal type. In
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Turkey, certain activating labour market policy programmes such as the Ul Benefit,
the Programme for the Community Benefit, and social assistance scheme involves
punitive elements. In addition, the Programme for the Community Benefit is defined
as a disciplining activity as an ALMP programme (ISKUR, 2021b, p. 54). Moreover,
strict benefit cut sanctions are projected in the legal and policy framework, although
they are not usually transferred into practice.

While unemployment and poverty risks are highly socialized in the
universalistic type, this is not the case in the liberal type (Barbier, 20044, p. 58).
Turkey is closer to the liberal type in that regard, as the only unemployment benefit
mechanism is contribution-based and it is not generous in terms of its income
replacement level and the duration of benefit. Benefits are short-termed and low-
value in the liberal type, and long-term and high-value in the universalistic type
(Barbier, 2004a, p. 59). In terms of benefit level and duration, it could be asserted
that Turkey is closer to the liberal type.

Regarding employment service and institutions, the administration has a
central character in the liberal type (Barbier, 20044, p. 59). On the other hand, it is
decentralized and involves social actors such as local authorities in the universalistic
type (Barbier, 20044, p. 59). With its central administration of employment services,
Turkey again resembles the liberal type.

It could be argued that in terms of the two opposite ideal types introduced by
Barbier (2004a) regarding activation, Turkey is closer to the liberal type than the
universalistic type. Nonetheless, it does not completely fit either type. This finding
complies with the argument propounded by Giin (2016) which identifies Turkey as a
mixed system combining elements from the workfarist and harmonizing types in

terms of the character of its activation policies.
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When we characterize workfare with compulsion; that is to say that engaging
in work-related activities in order to receive welfare benefit according to Barbier
(2004a) and Dingeldey (2007), not all ALMP programmes has workfarist elements in
Turkey. But they are strongly associated with the Ul scheme, the Programme for the
Community Benefit, and the social assistance scheme under the current legislative
framework. With that being said, the realization of those workfarist requirements
may not match the policy objectives. This may be partly due to the fragmented nature
of the systems of social assistance and employment services. However, the dominant
underlying assumptions and the legal and policy framework indicate strong
workfarist tendencies. Even if it could be argued that not all ALMP programmes
have compulsory elements regarding work-related activities, prominent ALMP
programmes such as the job placement and training services are deployed as tools in
order to ensure workfarist ends as their deployment is mandatory for Ul and social
assistance beneficiaries and the participants of the Programme for the Community
Benefit. It could be argued that the overall picture of ALMPs and other activating
labour market policies are strong in terms of workfarist elements in Turkey.
Nonetheless, organizational incapacity to implement them usually prevents them
from being transferred into practice.

On the other hand, Serrano Pascual (2007a) presents a distinctive activation
typology which is based on five ideal types distinguished by their citizenship status
and social rights they offer in different institutional settings. Those five types are the
economic springboard regime, the civic contractualism regime, the autonomous
citizens regime, the fragmented provision regime, and the minimalist disciplinary
regime (Serrano Pascual, 2007a). The economic springboard regime basically aims at

incentivizing taking up work (2007a, p. 301). The civic contractualism regime
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provides the citizens with extensive social rights and aims at making sure that
citizens fulfil their duties in exchange (Serrano Pascual, 2007a, pp. 301-302). The
autonomous citizens regime highlights the individual and collective responsibility to
achieve self-determination and guaranteeing the sustainability of the welfare state
financially at the same time (Serrano Pascual, 2007a, p. 306). In the case of the
fragmented provision regime, active social policy regime is delivered from a
decentralized framework and it falls insufficient in terms of coordination and funding
(Serrano Pascual, 20074, p. 308). Finally, the minimalist disciplinary regime offers a
limited scope of welfare state intervention for individuals excluded from the labour
market (Serrano Pascual, 20074, p. 309).

From this perspective, it is not a straightforward task to determine the
location of Turkey, as it does not fully fit any type. The civic contractualism regime,
the autonomous citizens regime, and the minimalist disciplinary regimes can easily
be ruled out as the role of contracts is not very dominant, individuals are not fully
supported, and the scope of rights is not as limited as in that type in Turkey,
respectively. However, at the first glance, the case of Turkey exhibits some
characteristics of the economic springboard regime and the fragmented provision
regime.

In terms of the trade-offs between rights and obligations, the case of Turkey
is similar to the economic springboard regime as the emerging picture puts strong
emphasis on the regulation of the obligations and duties of benefit recipients.
Although the scope of rights provided is rather limited, the obligations are not.
Hence, in terms of this dimension, it could be asserted that the case of Turkey is
closer to the economic springboard regime than it is to the fragmented provision

regime.
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Regarding the second dimension, namely the mode of managing the
behaviour of the individual, the case of Turkey displays the characteristics of both
the moral-therapeutic regulation of the behaviour and matching regulation. Serrano
Pascual (2007a) asserts that those modes can coexist as they are not mutually
exclusive, but one or the other predominates in each country (p. 294). With respect to
these two extreme modes, it could be argued that the moral-therapeutic management
predominates the adaptive skills management as the analysis suggests.

Overall, as my analysis reflects, due to the existence of strong incentives to
take up work at least in the legislative and policy framework, it could be asserted that
the case of Turkey resembles the economic springboard regime compared to the
other regime types introduced by Serrano Pascual (2007a).

The findings of the study suggest that enabling policies and their enabling
elements need to be improved, particularly when the coordination of family policy is
considered. Information flow needs to be ensured so that more people could be aware
of their existence. Besides, as informal employment is very pervasive in Turkey,
especially among women, transition into formal employment must be promoted
through feasible mechanisms.

Regarding the workfarist elements, as the literature suggests (Giin, 2016;
Savagkan, 2009; Venn, 2012) the entitlement and eligibility criteria of the UI scheme
is strict in Turkey. In addition, the benefit duration is short and income replacement
level is low in comparison. Moreover, benefit cut and suspension sanctions existing
under the Ul and social assistance schemes could be deemed too coercive when there
is not enough employment creation. The quality of the available jobs in the labour
market also needs to be taken into account while designing mechanisms which

involve the imposition of such coercive elements on beneficiaries.
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This study is not without its limitations. The findings of the field work cannot
be generalized as the number of the respondents is quite limited and it cannot be
expected to fully grasp the whole picture by relying on this study. Moreover, the
respondents are composed of members of only one social partner, namely the public
employment agency. The incorporation of the perspectives of other social partners
such as the programme beneficiaries is crucial to provide a clearer picture in terms of
the implementation dimension of those policies and to explore their transfer into
practice in context.

There are other studies missing in the literature on the case of Turkey. Impact
evaluation studies need to be conducted to conclude whether those programmes are
successful in terms of realizing labour market activation, particularly when their
budget constraint are taken into consideration. Finally, comprehensive research
which explore the quality of the services provided as part of activation strategies

must be conducted.
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APPENDIX A
THE LIST OF THE LEGAL AND POLICY DOCUMENTS ON LABOUR

MARKET ACTIVATION IN TURKEY

A.1 Laws and regulations

« Labour Law (is Kanunu) no. 3008 (1936)

» The Law on the Establishment and Duties of The Institution of Finding Job
and Worker (s ve Is¢i Bulma Kurumu Kurulus ve Gorevleri Hakkinda
Kanun), no. 4837 (1946)

» Law on Approval of Contract no. 88 on the Establishment of Employment
Service (Is ve Isci Bulma Servisi Kurulmas1 Hakkindaki 88 Sayili
S6zlesmenin Onanmasina Dair Kanun) no. 5448 (1949)

+ Maritime Labour Law (Deniz Is Kanunu) no. 854 (1967)

+ Labour Law (Is Kanunu) no. 1475 (1971)

« Law on the Promotion of Social Assistance and Solidarity (Sosyal
Yardimlagsma ve Dayanismay1 Tesvik Kanunu) no. 3294 (1986)

+ Regulation on the Employment of the Disabled (Sakatlarin Istihdam1
Hakkinda Tiiziik) (1987)

 Directive on Private Employment Counselling and Labour Training Service
(Ozel Istihdam Danismanlig1 ve Isgiicii Yetistirme Hizmeti Yonetmeligi)
(1987)

 The [IBK Directive of Labour Force Training (Is ve Is¢i Bulma Kurumu
Isgiicii Yetistirme Yonetmeligi) (1988)

 Law on Privatization Implementations (Ozellestirme Uygulamalar1 Hakkinda

Kanun) no. 4046 (1994)
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The General Directorate of the I[iIBK Directive on Labour Force Training and
Development (Is ve Isci Bulma Genel Miidiirliigii Isgiicii Yetistirme ve
Gelistirme Yonetmeligi) (1996)

Law of Unemployment Insurance (issizlik Sigortast Kanunu) no. 4447 (1999)
The Statutory Decree on the Establishment of the Turkish Employment
Institution and Amending Certain Laws and Statutory Decrees (Tiirkiye Is
Kurumunun Kurulmasi ile Baz1 Kanun ve Kanun Hitkmiinde Kararnamelerde
Degisiklik Yapilmas1 Hakkinda Kanun Hiikmiinde Kararname) no. 617
(2000)

Directive on Vocational Development, Replacement and Acquisition Training
of the Insured Unemployed Receiving Unemployment Benefit (Issizlik
Odenegi Alan Sigortali Issizlerin Meslek Gelistirme, Degistirme ve
Edindirme Egitimi Yo6netmeligi) (2000)

Labour Law (Is Kanunu) no. 4857 (2003)

Law on Certain Regulations on the Turkish Employment Agency (Tiirkiye Is
Kurumu ile ilgili Baz1 Diizenlemeler Hakkinda Kanun) no. 4904 (2003)
Directive on Labour Force Training and Harmonization Services of Turkish
Employment Agency (Tiirkiye Is Kurumu Isgiicii Yetistirme ve Uyum
Hizmetleri Yonetmeligi) (2004)

Directive of Private Employment Agencies (Ozel Istihdam Biirolar1
Yonetmeligi) (2004)

Law on Persons with Disabilities (Engelliler hakkinda Kanun) no. 5378
(2005)

Social Insurance and General Health Insurance Law (Sosyal Sigortalar ve

Genel Saglik Sigortas1 Kanunu) no. 5510 (2006)
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Law on Amending Labour Law and Certain Laws (Is Kanunu ve Bazi
Kanunlarda Degisiklik Yapilmas1 Hakkinda Kanun) no. 5763 (2008)
Directive on the Private Employment Agencies (Ozel istihdam Biirolart

Y o6netmeligi) (2008)

Directive on Labour Force Harmonization Services of Turkish Employment
Agency (Tiirkiye Is Kurumu Isgiicii Uyum Hizmetleri Y &netmeligi) (2008)

Law Amending the Unemployment Insurance Law and the Social Insurance
and General Health Insurance Law (Issizlik Sigortas1 Kanunu ile Sosyal
Sigortalar ve Genel Saglik Sigortasi Kanununda Degisiklik Yapilmasina Dair
Kanun) no. 5921 (2009)

Directive on the Procedures and Principle to be Applied while Recruiting Ex-
convicts or those Injured in the Fight against Terrorism at Public Institutions
and Organizations (Kamu Kurum ve Kuruluslarina Eski Hiikiimlii veya
Terdrle Miicadelede Malul Sayilmayacak Sekilde Yaralananlarin Isci Olarak
Almmasinda Uygulanacak Usul ve Esaslar Hakkinda Yo6netmelik) (2009)
Directive on Short-time Working and Short-time Working Payment (Kisa
Calisma ve Kisa Calisma Odenegi Hakkinda Ydnetmelik) (2009)

Directive on Domestic Job Placement Services (Yurtiginde ise Yerlestirme
Hizmetleri Hakkinda Y6netmelik) (2009)

Directive on Development and Support Programmes for Small and Medium
Enterprises (Kiiciik ve Orta Olgekli Isletmeleri Gelistirme Destek Programlari
Y 6netmeligi) (2010)

Directive of Active Labour Force Services (Aktif Isgiicii Hizmetleri
Yonetmeligi) (2013)

Directive of the Programme for the Community Benefit (Toplum Yararina
Program Genelgesi) (2013)

Directive on Private Employment Agencies (Ozel Istihdam Biirolar
Yonetmeligi) (2013)

Directive on the Principles and Procedures on the Conduct of Job and
Vocational Counsellors (Is ve Meslek Danismanlarinin Calisma Usul ve

Esaslart Hakkinda Yo6netmelik) (2014)
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Directive on the Commission Authorized to Use Administrative Fines
Collected from Employers who do not Employ Persons with Disabilities and
Ex-convicts (Engelli ve Eski Hiikiimlii Calistirmayan Isverenlerden Tahsil
Edilen Idari Para Cezalarin1 Kullanmaya Yetkili Komisyona dair Y&netmelik)
(2014)

Procedures and Principles on the Activation of the Link Between Social
Assistance-Employment (Sosyal Yardim-Istihdam Baglantisinin
Etkinlestirilmesine Iliskin Usul ve Esaslar) (2014)

Directive on the Procedures and Principles about the Assignment and
Conduct of Job and Vocation Counsellors (Is ve Meslek Danismanlarinin
Atanma ile Calisma Usul ve Esaslar1t Hakkinda Yo6netmelik) (2015)
Directive of Private Employment Agencies (Ozel Istihdam Biirolar
Yonetmeligi) (2016)

Directive on the Employment of Social Assistance Beneficiaries (Sosyal

Yardim Yararlanicilarinin Istihdamina Iliskin Y&netmelik) (2017)

Protocol on the Channelization of Social Assistance Beneficiaries into
Employment (Sosyal Yardim Yararlanicilarmin Istihdama Y énlendirilmesi
Protokolii) (2018)

Procedures and Principles of Providing Child Care Support to Women who
Participate in VVocational Training Courses in the Industrial Sector and On-
the-job Training Programmes in the Manufacturing Sector (Sanayi
Sektoriindeki Mesleklerde Diizenlenen Mesleki Egitim Kurslarina ve Imalat
Sektoriindeki Mesleklerde Diizenlenen Isbasi Egitim Programlarina Katilan
Kadilara Cocuk Bakim Destegi Verilmesine Iliskin Usul ve Esaslar) (2018)
Procedures and Principles on the Support to Female Employment through the
Mother at Work Project (Kadin Istihdamimin iste Anne Projesi ile

Desteklenmesine Iligkin Uygulama Usul ve Esaslar1) (2018)
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Circular on the Procedures related to the Channelization of Social Assistance
Beneficiaries into Employment (Sosyal Yardim Yararlanicilarmin Istihndama
Yénlendirilme Islemleri Genelgesi) (2019)

Circular on the Procedure on the Channelization of Social Assistance
Beneficiaries into Employment (Sosyal Yardim Yararlanicilarmin Istihdama
Yénlendirilme Islemleri Genelgesi) (2019)

Circular on the Social Work Programme (Sosyal Calisma Programi
Genelgesi) (2019)

Procedures and Principles Regarding Long-Term Insurance Premium Support
to those who Get Employed while Receiving Unemployment Benefit under
the Additional Article 7 of the Unemployment Insurance Law no. 4447 (4447
Say1l1 Issizlik Sigortast Kanununun Ek 7. Maddesi Kapsaminda Issizlik
Odenegi Alirken Ise Girenler igin Yapilacak Uzun Vadeli Sigorta Primi
Destegi Uygulamasina Iliskin Usul ve Esaslar) (2020)

Circular on the Passive Labour Force Services of Turkish Employment
Agency (Tiirkiye Is Kurumu Pasif Isgiicii Hizmetleri Genelgesi) (2020)
Circular on the Employment of Persons with Disabilities, Ex-convicts, and
Those who are Wounded during the Fight against Terrorism but not counted
as Invalid (Engelli, Eski Hiikiimlii ve Terorle Miicadelede Malul
Sayilmayacak Sekilde Yaralananlarin Istihdami Hakkinda Genelge) (2020)
Law Amending Certain Laws (Bazi1 Kanunlarda Degisiklik Yapilmasina Dair
Kanun) no. 7226 (2020)

Law on Reducing the Effects of the New Coronavirus (COVID-19) Pandemic
on Economic and Social Life and Amending Some Laws (Yeni Koronaviriis

(COVID-19) Salgininin Ekonomik ve Sosyal Hayata Etkilerinin Azaltilmasi
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Hakkinda Kanun ile Bazi Kanunlarda Degisiklik Yapilmasina Dair Kanun)
no. 7244 (2020)

Presidential Decrees (Cumhurbagkani Kararlart) (2021)

A.2 Plans and Reports

The National Employment Strategy (2014-2023) and Action Plans (Ulusal
Istihdam Stratejisi [2014-2023] ve Eylem Planlari)

The Five-year Development Plans of the Republic of Turkey (T.C. Kalkinma
Planlar)

The Special Commission Report on Labour Market of the 8™ Five-year
Development Plan (Sekizinci Bes Yillik Kalkinma Plani is Giicii Piyasasi
Ozel Ihtisas Komisyonu Raporu) (2001)

The Special Commission Report on Labour Market of the 9™ Development
Plan (Dokuzuncu Kalkinma Plam Isgiicii Piyasas1 Ozel Ihtisas Komisyonu
Raporu) (2007)

The Special Commission Report on Employment and Working Life of the
10" Development Plan (Onuncu Kalkinma Plan1 istihdam ve Calisma Hayat1
Ozel Ihtisas Komisyonu Raporu) (2014)

The Action Plan on the Labour Market Activation Programme of the 10™
Development Plan (2014-2018) (Onuncu Kalkinma Plan1 [2014-2018] Isgiicii
Piyasasinin Etkinlestirilmesi Program1 Eylem Plani)

The Special Commission Report on Labour Market and Youth Employment
of the 11" Development Plan (On Birinci Kalkinma Plam Isgiicii Piyasas1 ve
Geng Istihdami Ozel Thtisas Komisyonu Raporu) (2018)

Annual Activity Reports of ISKUR (ISKUR Faaliyet Raporlari)
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Annual Statistics of ISKUR (ISKUR fistatistik Yilliklar1)

The Labour Market Reports of ISKUR (ISKUR Isgiicii Piyasasi Raporlar1)
The Bulletin of the Turkish Employment Agency (Tiirkiye Is Kurumu
Biilteni)

The Bulletin of Unemployment Insurance (lssizlik Sigortas: Biilteni)
Monthly Statistical Bulletins of ISKUR (ISKUR Aylik Istatistik Biiltenleri)
The Strategical Plan of ISKUR (2019-2023) (Tiirkiye is Kurumu Stratejik

Plan [2019-2023])
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APPENDIX B

SEMI-STRUCTURED INTERVIEW QUESTIONS

B. 1 Interview questions for service centre officials of ISKUR

1.

In what position do you work at ISKUR? For how long have you been
working in that position?

What are the target groups of active labour force policies? Which groups are
prioritized?

How do you decide to channel an applicant to open jobs or active labour
force programs? How do you decide on the active labour force program to
direct applicants?

Can you access to the information about the social assistance beneficiary
status of an applicant? How does the process of placement or referral to
programs work for social assistance beneficiaries?

How is the job offer application made for the participants of Programme for
the Community Benefit (TYP)? Are there any sanctions if the offer is not
accepted by the beneficiary?

Are the Ul beneficiaries expected to prove their job search efforts? Is it
controlled?

How does the process of directing unemployment benefit recipients to
vocational training courses and making job offers to them work? How is it
decided whether to direct to vocational training or to employment?

Is the benefit cut sanction is applied in case of refusal to seek a job, job offers

or participation in courses?
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10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

Is an individual action plan prepared for applicants? Are any contracts signed
with job seekers and active labour force program participants? (If yes) Is the
person sanctioned in case of non-compliance?

According to your observations, is there a mismatch between the
qualifications and skills possessed by job seekers and those sought by
employers? (If yes) What is being done to resolve these and ensure matching?
How is it decided whether an applicant is employable or not? What
interventions are deployed to enhance their employability?

How do you decide which job to direct the applicant to?

How do you define the concept of “suitable job”? How do you determine the
job that is suitable for an applicant?

How would you describe the objective of the on-the-job training program
(IEP)?

How is it decided which vocational training course a person will be directed
to?

Is there an employment obligation at the end of the vocational training
courses (MEK)? How does the process work? Are any sanctions imposed on
the employer if the employer does not recruit participants?

Which points are taken into consideration in the participant interviews of
employment-guaranteed vocational training courses? How does the
employment process work?

Can the participants benefit from the kindergarten facilities offered at the
workplaces in IEPs, TYPs, and MEKs organized at workplaces?

How do the support mechanisms for female participants with children work

within the scope of IEP and MEK?
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20.

How have ALMPs changed during the COVID-19 pandemic?

B. 2 Interview questions for employment experts

1.

10.

11.

In which position do you work at ISKUR? How many years have you been
working in this position?

What is the main objective of active labour force programs in Turkey?

What do you think are the biggest problems of the labour supply in Turkey?
Is there a mismatch between the labour supply and labour demand?

Which of the objectives of creating employment and ensuring labour force
harmonization is preferred within the scope of active labour market policies
in Turkey? What do you think is the reason for this?

What are/who are the target groups for participation in active labour force
policies? Which groups are considered priority?

To what extent is the European Union Social Policy and Employment Acquis
effective in determining the practices? Is the European Employment Strategy
taken into account?

What is the main objective of TYP? (How is the increase in programme
quotas in periods such as natural disasters and economic crises explained?)
How would you explain the significant increase in the number of
beneficiaries of IEP and TYP in 2013?

Which social insurance premiums are covered for IEP and TYP participants?
What steps have been taken to direct social assistance beneficiaries to
employment? What methods are followed?

What methods are followed for channelling Ul beneficiaries into

employment? receiving unemployment benefits?

191



12.

13.

14.

15.

16.

17.

18.

19.

20.

How did the job placements take place before the launch of the job and
vocational counselling system at ISKUR?

How would you define the concept of “suitable job”?

How would you define the concept of “employability”?

How is the connection between vocational training and labour demand
established? How is it decided in which sectors to open courses? How is it
decided in which fields/sectors job-guaranteed vocational training courses
will be opened?

What do you think is the main objective of the IEP?

What do you think are the biggest problems of the labour market in Turkey?
How would you evaluate the active labour force policies being implemented
in Turkey? What do you think are their strengths? What are their weak
points? What kind of implementations would be more effective?

How have ALMPs changed during the COVID-19 pandemic?

Do you think the short-time working allowance and the prohibition of

dismissal are sufficient to protect the employees in this period?
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APPENDIX C

SEMI-STRUCTURED INTERVIEW QUESTIONS (TURKISH)

C. 1 ISKUR hizmet merkezi ¢alisanlarina sorulan sorular:

1.

ISKUR’da hangi pozisyonda calistyorsunuz? Kag yildir bu pozisyonda
calistyorsunuz?

Aktif isgiicli politikalar1 i¢in hedeflenen gruplar nelerdir/kimlerden olusur?
Hangi gruplara oncelik veriliyor?

Bir danisan basvurdugunda agik islere mi, yoksa aktif isglicii programlarina mi
yonlendirilecegine nasil karar veriyorsunuz? Hangi aktif isglicii programina
yonlendireceginize nasil karar veriyorsunuz?

Daniganin sosyal yardim yararlanicist olup olmadigi bilgisine erisebiliyor
musunuz? Sosyal yardim yararlanicilari i¢in ige yerlestirme ya da programlara
yonlendirme siirecleri nasil igliyor?

Toplum Yararina Programlart (TYP) katilmcilarma yonelik is teklifi
uygulamasi nasil yapiliyor? Teklifin yararlanici tarafindan kabul edilmemesi
halinde herhangi bir yaptirim uygulaniyor mu?

Issizlik 6denegi alanlarin aktif is arama cabalarmi kamitlamalar1 bekleniyor
mu? Bu kontrol ediliyor mu?

Issizlik &denegi alanlarin mesleki egitim kurslarina yonlendirilme ve bu
kisilere is teklifinde bulunma siirecleri nasil isliyor? Mesleki egitime mi yoksa
ise mi yonlendirilecegine nasil karar veriliyor? (Odenek alanlarla goriisiiliiyor
mu? Onlarin gorisleri dikkate alintyor mu?)

Is aramama, is tekliflerinin ya da kurslara katilimin reddi halinde 6denek kesme

yaptirimi uygulantyor mu?
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10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

Danisanlar igin bireysel eylem plani hazirlantyor mu? Is arayanlarla ve aktif
isgiicli program katilimcilartyla herhangi bir soézlesme imzalaniyor mu?
(Cevap evetse) Uyum gosterilmemesi durumunda kisiye bir yaptirim
uygulantyor mu?

Gozlemlerinize gore is arayanlarin sahip oldugu ve isverenlerin aradigi
kalifikasyon ve beceriler arasinda bir uyumsuzluk var mi1? (Cevap evetse)
Bunlari gidermek ve eslestirmeyi saglamak i¢in neler yapiliyor?

Bir daniganin istihdam edilebilir olup olmadigmna nasil karar veriliyor?
Istihdam edilebilirligi arttirmak icin ne gibi miidahalelerde bulunuluyor?
Danigan1 hangi ise yonlendireceginize nasil karar veriyorsunuz?

“Uygun is” kavramini nasil tanimlarsiniz? Bir danigana uygun olan isi nasil
belirliyorsunuz?

Isbas1 Egitim Programi’nin (IEP) amacini nasil tanimlarsiniz?

Bir kisinin hangi mesleki egitim kursuna yonlendirilecegine nasil karar
veriliyor?

Mesleki egitim kurslart (MEK) sonunda istthdam zorunlulugu var m1? Siireg
nasil isliyor? Isverenin katilimcilari ise almamasi halinde isverene herhangi bir
yaptirim uygulantyor mu?

Istihdam garantili mesleki egitim kurslarmin katilimei miilakatlarinda hangi
noktalara dikkat ediliyor? istihdam siireci nasil isliyor?

IEP, TYP ve is yerlerinde diizenlenen MEK lerde katilimcilar is yerlerinde
sunulan kres imkanlarindan yararlanabiliyor mu?

IEP ve MEK dahilinde cocuk sahibi kadin katilimcilara yonelik destek
mekanizmalari nasil isliyor?

COVID-19 salgimi sirasinda aktif isgiicii piyasasi politikalar1 nasil degisti?
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C.2 Istihdam uzmanlarina sorulan sorular:

1.

10.

11.

ISKUR’da hangi pozisyonda calistyorsunuz? Kag yildir bu pozisyonda
calistyorsunuz?

Tiirkiye’de aktif isgiicli programlarinin temel amact nedir?

Sizce Tiirkiye’deki isgiicii arzinin en biiyiik sorunlar1 nelerdir? Isgiicii arz1 ve
talebi arasinda uyumsuzluk var m1?

Tiirkiye’de aktif isgiicli piyasasi politikalar1 kapsaminda istihdam yaratma ve
isgiicli uyumu saglama amaglarindan hangisi daha ¢ok tercih ediliyor? Sizce
bunun nedeni nedir?

Aktif isgiicii politikalarima katilim i¢in hedef gruplar nelerdir/kimlerden
olusur? Hangi gruplar 6ncelikli sayiliyor?

Uygulamalarm belirlenmesinde Avrupa Birligi Sosyal Politika ve Istihdam
Miiktesebat1 ne olgiide etkili oluyor? Avrupa Istihdam Stratejisi (European
Employment Strategy) dikkate alintyor mu?

TYP’nin temel amaci nedir? (Program kontenjanlarinin dogal afet ve
ekonomik kriz gibi donemlerde artmasi nasil agiklantyor?)

IEP ve TYP nin yararlanici sayilarinda 2013 yilinda yasanan ciddi artis1 nasil
agiklarsiniz?

IEP ve TYP’de katilimcilarin hangi sosyal sigorta primleri karsilantyor?
Sosyal yardim yararlanicilarin istihdama yonlendirilmesi i¢in ne gibi adimlar
atild1?

Issizlik 6denegi alanlarin yeniden istihdam edilmesi igin ne gibi yontemler

izleniyor?
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12.

13.

14.

15.

16.

17.

18.

19.

20.

ISKUR’da is ve meslek damsmanligi sistemine gecmeden Once ise
yerlestirmeler nasil ger¢eklesiyordu?

“Uygun is” kavramini nasil tanimlarsiniz?

“Istihdam edilebilirlik” kavramini nasil tanimlarsiniz?

Mesleki egitim ve isgiicli talebi arasindaki baglanti nasil kuruluyor? Hangi
sektdrlerde kurslar acilacagina nasil karar veriliyor? Istihdam garantili mesleki
egitim kurslarinin hangi alanlarda/sektdrlerde agilacagina nasil karar veriliyor?
Sizce IEP’in temel amac1 nedir?

Sizce Tiirkiye’de isgiicli piyasasinin en biiyiik sorunlar1 nelerdir?

Tiirkiye’de uygulanmakta aktif isgiicli politikalarini nasil degerlendirirsiniz?
Sizce giiclii yanlart neler? Zayif yanlari neler? Nasil uygulamalar olsa daha
etkili olurdu?

COVID-19 salgin1 sirasinda aktif isgiicii piyasasi politikalari nasil degisti?
Sizce kisa calisma 6denegi ve isten ¢ikarma yasagi bu donemde calisanlari

korumak i¢in yeterli oluyor mu?
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Sosyal Politika

Saym Aragtirmact,
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APPENDIX E

CONSENT FORM

Supporting institution: Bogazi¢i University

Title of the research: The Placement of the Active Labour Market Policy Regime of
Turkey within the Activation Typologies / Tiirkiye Aktif Emek Piyasasi Politikas1
Rejiminin Etkinlestirme Tipolojileri i¢inde Konumlandirilmasi

Project Executive: Assoc. Prof. Volkan Yilmaz

E-mail address: xxx@boun.edu.tr

Phone number: +90 212 XXX XX XX

Researcher's name: Cemre Canbazer

E-mail address: xxx@gmail.com

Phone number: +90 538 XXX XX XX

Dear respondent,

Project subject: A scientific research project titled “The Placement of the Active
Labour Market Policy Regime of Turkey within the Activation Typologies / Tiirkiye
Aktif Emek Piyasas1 Politikas1 Rejiminin Etkinlestirme Tipolojileri i¢inde
Konumlandirilmasi” is being conducted by Bogazi¢i University Department of
Social Policy faculty member Assoc. Prof. Volkan Yilmaz and Social Policy
Master's student Cemre Canbazer. This research aims to place active labour market
policy programmes in Turkey within the international classification framework by
comparing them with examples from the world. For this purpose, active labour
market policies implemented in Turkey will be examined in terms of their workfarist
and enabling components. Within the scope of the research, it is aimed to conduct in-
depth interviews with official from the Turkish Employment Agency which is the
implementer of these policies, in order to better understand the implementation
dimension of active labour market policies.

Consent: As part of this research, we invite you to conduct an interview that will take
approximately 40 minutes. We would like to inform you about the research prior to
your decision. If you agree to participate in the research, we will conduct an
interview consisting of 20 questions with you. We do not expect you to represent
your institution in this interview. We would like to hear your personal views and
experiences as an expert working in this field. All personal information, your name,
and contact information that you will share with us during the interview will be
completely confidential and they will not be shared with anyone. No information that
can be attributed to your name or that will directly point to you will be included in
any way during the research and in the output of the research. Your transfers will not
be attributed directly to you.

Participation in this research is completely voluntary and you will not be paid or
rewarded for your participation in it. If you give your consent to participate in this
study, you have the right to withdraw from the study at any stage of the study
without giving any reason. You can opt out of participating in the study at any time.
You do not have to answer questions which you do not want to answer. If, after the
interview, you change your mind and decide that you want to withdraw from the
research, please contact us.
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It is necessary to audio-record the interviews we will conduct in order to reflect the
experiences and opinions you conveyed correctly to the research. While the voice
recordings are transcribed, names and personal information will be anonymized and
coded in order to protect confidentiality. Audio recording files and transcripts of
audio recordings will be destroyed after the work is completed.

It is expected that the research will benefit society and academic studies in the
context of active labour market policies in Turkey in the future. The research we
want to carry out is not expected to pose any risk to you. However, we can interrupt
or postpone the interview at any time during the interview. If you state that you give
up on interviewing or contributing to the study, the interview records will be deleted
and will not be used for scientific evaluations based on the research.

If you have any questions about the study, please ask before signing this form. If you
have any questions later, you can ask the project coordinator (Assoc. Prof. Volkan
Yilmaz, Office Phone: 0212 XXX XX XX) or the researcher (Cemre Canbazer,
Phone: 0538 XXX XX XX). You can consult Bogazi¢i University Social and Human
Sciences Master's and Doctoral Thesis Ethics Review Committee (SOBETIK) (sbe-
ethics@boun.edu.tr) regarding your rights related to the research.

If your address or phone number change, please let us know.

I understood what was told to me and what was written above. | have / do not want to
receive a copy of this form (in which case the researcher keeps this copy).
| agree to participate in the study.

O I allow audio recording during the interview to be held within the scope of the
study.

Signature: .........ooiiiii
Date (DD/MM/YYYY).......... i |
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APPENDIX F

CONSENT FORM (TURKISH)

Arastirmay1 destekleyen kurum: Bogazi¢i Universitesi

Arastirmanin adi: The Placement of the Active Labour Market Policy Regime of
Turkey within the Activation Typologies / Tiirkiye Aktif Emek Piyasasi Politikas1
Rejiminin Etkinlestirme Tipolojileri i¢inde Konumlandirilmasi

Proje Yiiriitiiciisti: Dog. Dr. Volkan Yilmaz

E-mail adresi: xxx@boun.edu.tr

Telefonu: 0212 XXX XX XX

Arastirmacinin adi: Cemre Canbazer

E-mail adresi: xxx@gmail.com

Telefonu: 0538 XXX XX XX

Sayin katilimet,

Proje konusu: Bogazici Universitesi Sosyal Politika Anabilim Dali §gretim {iyesi
Dog. Dr. Volkan Yilmaz ve Sosyal Politika Anabilim Dali Yiiksek Lisans 6grencisi
Cemre Canbazer tarafindan The Placement of the Active Labour Market Policy
Regime of Turkey within the Activation Typologies / Tiirkiye Aktif Emek Piyasasi
Politikas1 Rejiminin Etkinlestirme Tipolojileri i¢inde Konumlandirilmasi adli
bilimsel bir aragtirma projesi ylriitilmektedir. Bu arastirma Tiirkiye’deki aktif emek
piyasasi politika uygulamalarini diinya 6rnekleriyle karsilastirarak uluslararasi tasnif
cercevesine oturtmay1 amaglamaktadir. Bu amagla Tiirkiye’de uygulanan aktif emek
piyasasi politikalar1 sahip olduklari ¢alistirmaci ve olanak saglayici bilesenler
acisindan incelenecektir. Arastirma kapsaminda, aktif emek piyasasi politikalarinin
uygulama boyutunun daha iyi anlasilabilmesi i¢in bu politikalarin uygulayicisi
konumunda olan Tiirkiye Is Kurumu temsilcileri ile derinlemesine miilakatlarin
gerceklestirilmesi amaglanmaktadir.

Onam: Bu arastirma kapsaminda sizi yaklasik 40 dakika siirecek olan bir miilakat
gerceklestirmeye davet ediyoruz. Kararmizdan 6nce arastirma hakkinda sizi
bilgilendirmek isteriz. Arastirmaya katilmayi kabul ettiginiz takdirde sizinle 20
soruluk bir miilakat gerceklestirecegiz. Bu miilakatta ¢alistiginiz kurumu temsil
etmenizi beklemiyoruz. Sizin bu alandaki bir uzman olarak sorularimiza iliskin
kisisel goriis ve deneyimlerinizi 6grenmek istiyoruz. Miilakat sirasinda bizimle
paylasacaginiz tiim kisisel bilgiler, isminiz ve iletisim bilgileriniz herhangi biriyle
paylasilmayacak, aragtirma sirasinda ve arastirmanin ¢iktisinda isminize
atfedilebilecek ya da sizi dogrudan isaret edecek bir bilgiye hicbir sekilde yer
verilmeyecektir. Isminiz ve bu bilgiler tamamen gizli tutulacaktir. Aktarimlariniz
dogrudan size atfedilmeyecektir.

Bu aragtirmaya katilmak tamamen istege baglidir ve ¢alismaya katiliminiz
karsiliginda size herhangi bir {icret veya 6diil verilmeyecektir. Bu ¢alismaya
katilmaya onay verdiginiz takdirde ¢alismanin herhangi bir asamasinda herhangi bir
sebep gostermeden calismadan cekilme hakkina sahipsiniz. Istediginiz zaman
calismaya katilmaktan vazgecebilirsiniz. Cevap vermek istemediginiz sorulari
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cevaplamak zorunda degilsiniz. Goriisme sonrasinda, fikrinizi degistirir ve
arastirmadan g¢ekilmek istediginize karar verirseniz liitfen bizimle baglantiya gecin.

Aktardiginiz deneyimlerin ve goriislerin arastirmaya dogru yansitilmasi i¢in
gerceklestirecegimiz miilakatlarin ses kaydina alinmasina ihtiya¢ duyulmaktadir. Ses
kayitlar1 yaziya aktarilirken gizliligin korunmasi agisindan isimler ve kisisel bilgiler
anonim hale getirilerek kodlanacaktir. Ses kayit dosyalar1 ve ses kayitlarinin yaziya
dokiilmiis halleri ¢calisma tamamlandiktan sonra imha edilecektir.

Aragtirmanin ileride Tiirkiye’de aktif emek piyasasi politikalar1 baglaminda topluma
ve akademik ¢aligmalara yarar saglamasi beklenmektedir. Gergeklestirmek
istedigimiz arastirmanin size bir risk getirmesi beklenmemektedir. Ancak goriisme
sirasinda dilediginiz anda goriismeyi kesebilir ya da erteleyebiliriz. Goriismekten
veya calismaya katki vermekten vazgectiginizi belirttiginiz takdirde goriisme
kayitlar silinecektir ve arastirma tizerinden yapilacak bilimsel degerlendirmeler i¢in
kullanilmayacaktir.

Bu formu imzalamadan 6nce, ¢alismayla ilgili sorulariniz varsa liitfen sorun. Daha
sonra sorunuz olursa, proje ylritiiclisiine (Dog¢. Dr. Volkan Yilmaz, Ofis Telefonu:
0212 XXX XX XX) ya da arastirmaciya (Cemre Canbazer, Telefonu: 0538 XXX XX
XX) sorabilirsiniz. Arastirmayla ilgili haklariniz konusunda Bogazici Universitesi
Sosyal ve Beseri Bilimler Yiiksek Lisans ve Doktora Tezleri Etik Inceleme
Komisyonu’na (SOBETIK) (sbe-ethics@boun.edu.tr) danisabilirsiniz.

Adres ve telefon numaraniz degisirse, bize haber vermenizi rica ederiz.

Bana anlatilanlar ve yukarida yazilanlar1 anladim. Bu formun bir 6rnegini aldim /
almak istemiyorum (bu durumda arastirmaci bu kopyay1 saklar).
Calismaya katilmay1 kabul ediyorum.

[1 Calisma kapsaminda gerceklestirilecek miilakat sirasinda ses kaydi alinmasina
izin veriyorum,

IMZASTE oo
Tarih (giin/ay/yil):......... oveeeunnns oevoiiniaens
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APPENDIX G

LONG QUOTATIONS OF RESPONDENTS (TURKISH)

1. Issizlik sigortasi alanlari issizlik sigortasi aldig1 ddnemde ¢alisabilir olmasi ve
o calisabilir oldugu donemde de ISKUR'un sdyledigi seylerde baska
donemlere gore daha cok ISKUR'un lafinin gegmesi gerekir. Biz 2020 yilinda
yalnizca bir kiginin is aramadigl i¢in issizlik sigortasi aldigr donemde issizlik
sigortasini kestik. O da yurt disina ¢ikmis. Yani yurt disina ¢ikanin da
"Hay1rdir, sen niye bize sdylemeden gittin?" deyip issizlik sigortasi
0demelerini kestik. Onun diginda da bdyle bir etkin mekanizmamiz yok. Yani
Tiirkiye'de kamunun zorlayici, sartli konularda son karart alamadigini
diisiiniiyorum. Alamadigi i¢in de biz mekanizmalar1 dogru kursak da
teknolojik altyapiyla iki kurum arasinda entegrasyon saglasak da nihai olarak
olmadiginda olacak bir yaptirim yok. O da bizim giiclimiizii kirtyor. Biz
kimseyi zorlayamiyoruz.

2. Biz genellikle bunu sdyle uyguluyoruz biraz daha kesin ve garanti olmasi
acisindan, en az diyorum {i¢ defa kisiye ben is yonlendirmesi verdiysem ve
ticline de ¢esitli nedenlerle . . . Bir kere, yani reddediyorsa ilkinde de
kesiyorum bu arada. Mesela, bir kisi geldiginde, "Hayir, ben bu ise gitmem"
diyorsa, agik bir sekilde reddettiyse hem issizlik maasi hem sosyal yardimini
kesmek i¢in gonderebiliyorum. Ama gidiyorsan, goriisiiyorsan ve olmuyorsa,
tabii, simdi ig goriismesi sirasinda neler yasandigini ben bilemiyorum ki yani.
Kisi gidip "Hayir, ben i aramiyorum" mu diyor, yoksa, yani, hakikaten
samimi bir sekilde ise girmek istiyor da isveren mi kabul etmiyor, bunu
bilemedigimden hemen kesemiyorum. Aslinda buna hakkim var yasal olarak.
Ama boyle biraz daha garantiye almak agisindan yani, tabii son ¢alistigi is,
son aldig1 maas, son ¢alistig1 isle ayn1 standartta bir is teklif ediyorum bu
arada ve Ug¢iincii seferinde de artik olmuyorsa kesme bahsiyle génderiyorum,
sistem iizerinden otomatik yaptigim bir islem bu.

3. Zorlayici olarak, hak edis sartlarina gore biraz zorlayici, ama ddemedeki en
kolay. Yani Almanya'da issizlik 6denegi alan bir kisiye bir davet gonderdi,
iki davet gonderdi, liciinciisiinde kesiyor 6denegi. Bizde dyle bir sey yok.
Yani seni davet gonderirsin, kabul etmiyor, kesmiyorsun. Gerekgesi var, ama
mantikli degil. Istanbul igerisinde ulasim agisindan her yer iki vesaitle
gidebilirsin aslinda. B.’deki adam M.'deki ise “uzak” deyip gitmiyor. Bir
vesait var. Biz 6denegi baglarken zorluyoruz, sartlarimiz zor. Son {i¢ yilda
alt1 yliz giin olay1, son dort ayda yiiz yirmi giin olma olay1, isten kendi kusuru
disinda ¢ikmasi lazim.

4. Oderken higbir zorlayiciligimiz yok. Ciinkii beyan usulii ¢calistyoruz biz.
Tamamen beyan! Adamin adresi dahi beyan. Sana geldi buraya, ben su
meslek sahibiyim diyor, hi¢bir belge istemiyorsun, surada oturuyorum diyor,
hicbir belge istemiyorsun, ben bunu suradan mezun oldum diyor, liniversite,
higbir belge istemiyorsun. Kisi de 6demesini devam ettirebiliyor on ay
boyunca. Belki bunu buradaki arkadaslar da bilmez, sey agidan bilmez,
kaydederken farkli bir meslek, en bulunmayan meslegi kaydetse onu sistem is
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10.

daveti gondermiyor. Ciinkii obua sanat¢isiyim diyor Boyle bir is sektorii var
mi1? Yok.

Biz genellikle bunu sdyle uyguluyoruz biraz daha kesin ve garanti olmasi
acisindan, en az diyorum {i¢ defa kisiye ben is yonlendirmesi verdiysem ve
ticline de ¢esitli nedenlerle... Bir kere, yani reddediyorsa ilkinde de
kesiyorum bu arada. Mesela, bir kisi geldiginde, "Hayir, ben bu igse gitmem"
diyorsa, agik bir sekilde reddettiyse hem issizlik maas1 hem sosyal yardimini
kesmek i¢in gonderebiliyorum. Ama gidiyorsan, goriisiiyorsan ve olmuyorsa,
tabii, simdi i goériigmesi sirasinda neler yasandigini ben bilemiyorum ki yani.
Kisi gidip "Hayir, ben is aramiyorum” mu diyor, yoksa, yani, hakikaten
samimi bir sekilde ise girmek istiyor da isveren mi kabul etmiyor, bunu
bilemedigimden hemen kesemiyorum. Aslinda buna hakkim var yasal olarak.
Ama boyle biraz daha garantiye almak acisindan yani, tabii son calistig is,
son aldig1 maas, son ¢alistig1 isle ayn1 standartta bir is teklif ediyorum bu
arada ve li¢ciincii seferinde de artik olmuyorsa kesme bahsiyle génderiyorum,
sistem lizerinden otomatik yaptigim bir iglem bu.

Sosyal yardim-istihidam baglantis1 bakimindan bir giiclenme ve ilerleme s6z
konusu. Yani SYDV'ler lizerinden evet, aramizda protokoller var, bu
protokoller kapsaminda SYDV'lerde hizmet alanlarin istihdama
yonlendirilmesi icin SYDV'deki kisilerin ISKUR veri tabanina erisimiyle
ilgili baz1 ayricaliklar var. Ama bu alt kiritlimda fazla bir verimlilik ya da
sonug alict bir etkisi yok.

Yani biz en azindan sosyal yardim alan birini biliyoruz, 40 yasinda, geliri yok
ve calisabilir durumda, engellilik ve benzeri durumu da s6z konusu degil ve
erkek, burada da yine cinsiyetci olarak 6nce erkegi dnceliyoruz, neden
bilmiyorum, kurum politikasi olarak soyliiyorum, kuruma davet ettigimizde
gelmiyor. Kuruma ikinci kez davet ettigimizde diyoruz ki sana 50 lira
verecegiz, gelis-gidisin bu 50 liranin i¢inden karsilayacaksin, yani para
veriyoruz, paray1 almak icin geliyor, paray1 aliyor, gidiyor ve sonra da bir
daha cagirdigimizda bir daha gelmiyor.

Boyle bir beklenti yok. Donem donem herhalde yani bahsedildik¢e boyle,
giindeme geldigi dénemler oluyor. Iste, issizlik ddenegi gibi baz1 bu sekilde
istatistikler de veriliyor, sosyal yardim alirken ise girenler ya da igsizlik
odenegi alirken ise girenler, ne kadar1 kesildi gibi. Ama "Ozellikle bunlarin
tizerine gidecegiz" gibi bir sey yok, bir baski yok yani.

Esasinda sistem entegrasyonumuz var, sosyal yardim yararlanicilari
sistemimizde gorliniiyor, su kisiler sosyal yardim aliyor diye goriiniiyor, ama
direkt bizim alanimiz degil aslinda. Bizim verdigimiz bir yardim olmadig1
icin direkt miidahalemiz yok onlara.

Zaman zaman Aile ve Sosyal Politikalar Bakanligindan bizi ararlar, derler ki
"Biz bu kisiyi yonlendiriyoruz, buna is bulunmas1 hususunda yardimci olun”
diye. Yardimci oluyoruz, eger bir art niyet seziyorsak karsi tarafa olumsuz
bildirimde bulunup sosyal yardimin kesilmesini sagliyoruz. Ama yaptik m1?
Yapmadik.
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11.

12.

13.

14.

15.

16.

Biz gelmedigi zaman ona bir sen evde oturuyorsun, niye gelmiyorsun
diyemiyoruz ve bunu sosyal yardimi kesmek iizerine bir mekanizmay1
calistiramiyoruz. Bunun yonetmeligi de var, yonetmelige gore kesilir hiikkmii
de var, yazmisiz. Ama uygulamada bunu kimseye yapamiyoruz. Ciinkii hi¢bir
bakan ben sosyal yardimlar1 kesen kisi olamam diyor. Hayir, teknik altyap1 da
var. Biz gercekten ISKUR olarak su anda Sosyal Yardimlasma GM'nin kime,
hangi kalemden ne kadar yardim yaptigin1 ayni, nakdi fark etmez, biliyoruz
ve o hanenin niifus vatandasliktan sayisini, yerini, yurdunu, her seyini
biliyoruz yani, iste, MEB'den egitim seviyesini alabiliyoruz gibi konularda
bayagi hani, teknolojik olarak E-devlet entegreli ve kurumlar arasi anlik veri
paylasimiyla ciddi bir gii¢ var aslinda. Bilgi, veri elimizde. Merkezi olarak
bunu ¢ok rahat planlayabiliriz ve isme bile gidebiliriz. Ama ne olacak yani?
"Ben calismak istemiyorum kardesim, sadece sosyal yardim alacagim" derse
birisi bunun yaptirimi olacak mi1?

Istihdam edilebilirlik aslinda kisiyle goriismeye basladigimizda zaten iki-ii¢
dakika igerisinde kendini belli eden bir siire¢ oluyor. Yani is arama
konusunda ne kadar samimi oldugu, bunu ne kadar istedigi, yani bir konusma
strasinda bunu tespit edebiliyorsunuz. Cilinkii hani, beraber eger bir meslek
egitimi almis bir kisiyle goriisme yapiyorsam isi hangi kanallardan
arayabilecegi gibi ya da su an i¢in benim sistemimde o pozisyonda kag
igverenin personel aradigini konusuyorsun ve sonra 6rnek ilanlar incelemeye
basliyorsun. Zaten seni dinlemesi, dinliyor olmasi, sorular sormasi, goriismek
istemesi... Is ilan1 ve is yerinden, detaylarindan bahsettikten sonra is goriisme
yap1p yapmak istemedigini soruyorum. Bu noktalarda artik tayin edilebilen
bir sey.

Aslinda o kadar fazla mesleksiz insan var ki... Kuruma is aramak bahsiyle
basvuran herkesi meslek edindirme kursuna yonlendirseniz yeri aslinda.
Ciinkii yani gercekten ¢ok biiyiik bir problem olarak karsimiza ¢ikiyor. "Ne is
olsa yaparim, fark etmez", "Ne is artyorsunuz?" "Vasifsiz" falan gibi,
gercekten cok biiyiik bir ylizde bu.

Yani adam ilkokulu bitirdikten sonra her sey tamam diyor. Yani ¢ogu da
zaten ilkokulu bitirdikten sonra, ortaokulu bitirdikten sonra is hayatina atilmis
insanlar. Ama gimdi issizler ve ve simdi igsiz olduklar1 i¢in de sikinti
yastyorlar. Bu sikintiy1 agabilmeleri i¢in kendilerini gelistirmeleri gerekiyor,
digerlerinden farkli olmalar1 gerekiyor. Arkadan bangir bangir bir nesil
geliyor. Ama bunu farkinda degiller ve reddediyorlar. Aslinda biz de bunun
icin biraz aydinlatmaya calistyoruz insanlari, “Kendinizi gelistirin” diyoruz
yani.

Roman vatandaglar da dezavantajli gruplar arasinda, onlar1 da ekleyelim.
Ama olmadi, ¢ok zorlandik biz. Romanlar katilmak istemiyor yani.
Denemeye bile ikna edemiyoruz insanlari.

Egitimli birisi geldigi zaman ona uygun ilan olmuyor. Kariyer.net’e

yonlendirme yapiliyor. Zaten onlar bu kanallar1 biliyorlar. Geleni bos
cevirmemek adina yonlendiriyoruz. Biz sonugta hizmet vermek zorundayiz.
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17. Mesela su an is arayan higbir kisi 6zellikle {iniversite mezunu miihendis,
mimar, 6gretmen, doktor, iist sinif kisiler bize bagvuru yapmaz. Bize o isi
arayan firmalar da ilan vermez, gider Kariyer.net'e ilan verir. O kisi de gider
oraya bagvurur. Bizim aktifteki zayifligimiz bu. Biz bilakis, buraya gelen
iscilere mezuniyetini ve meslegini 6grendikten sonra Kariyer.net'e basvur
diyoruz yani. Dolayistyla o adam bize gelmiyor is aramak igin.

18. Iste, cocugu olanlar, bes yastan on bes yasa kadar anneler i¢in de 110 lira gibi
bir 6deme yapiyoruz, diger programlarda 108 lira. Bakinca iki liralik bir fark
var aslinda, biraz daha yiiksek olabilir. Ama destegin olmasi iyi bir sey.

19. Iste, cocugu olanlar, bes yastan on bes yasa kadar anneler i¢in de 110 lira gibi

bir 6deme yapiyoruz, diger programlarda 108 lira. Bakinca iki liralik bir fark
var aslinda, biraz daha yiiksek olabilir. Ama destegin olmasi iyi bir sey.
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