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GLOSSARY  

 

Project: Refers to Agricultural Employment Support for Refugees and Turkish Citizens through Enhanced 

Market Linkages Project 

Beneficiary: Individuals who receive information about the project and their rights, participated in the trainings 

under Component 1.1 and enrolled in the worker database of the project 

Community Worker: Refers to the workers who are paid by the project through wage subsidy and On the Job 

Training (OJT) under Component 1 in this LMP document 

Employer: Farmers who enter into a contract farming scheme with the primary ACC, which in addition to the 

existing conditions as set out in the contract, will include, among others, provisions to issue formal contracts 

with community workers, to pay minimum wages and premiums, to ensure no child labor, forced labor and 

serious violations of health and occupational safety standards 

Farmer: Farmers who enter into contract farming with ACC and receive technical training (TA), in the scope of 

the project, which includes, for example, training/advisory services on how to grow products in compliance 

with buyers’ specifications 

Grievance Mechanism: A grievance mechanism is a formal complaint process that can be used by individuals, 

workers, communities and/or civil society organisations that are being negatively affected by certain business 

activities and operations 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



ABBREVIATIONS AND ACRONYMS 

 

ACC Agricultural Credit Cooperatives of Turkey 

ESF Environmental and Social Framework 

ESMF Environmental Social Management Framework 

ESS Environmental and Social Standard  

GBV Gender-based Violence 

GRM Grievance and Redress Mechanism 

LMP Labor Management Procedures 

M&E Monitoring and Evaluation 

MoFLSS Ministry of Family, Labor and Social Services 

NGO Non-Governmental Organization 

OHS Occupational Health and Safety 

OJT On the Job Training 

PC Primary Cooperatives 

PDO Project Development Objectives 

PIU Project Implementation Unit 

RU Regional Union 

SEP Stakeholder Engagement Plan 

SSI Social Security Insurance 

SuTP Syrians under Temporary Protection 

TA Technical Assisstance 

TRC Turkish Red Crescent1 

WB World Bank 

 

                                                                        

1 Negotiations with the Turkish Red Crescent are ongoing. In case of not taking part in the project, who will carry out the activities will be 
announced later. 
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I.PROJECT SUMMARY 

I.I Project Development Objectives 

PDO Statement 

1. The Project Development Objective (PDO) is improving the conditions to create 

formal agricultural employment opportunities in rural areas of selected host 

communities. This PDO contributes toward an overall objective of the EU FRIT-funded 

initiatives, which is to support refugees and host communities to access sustainable 

livelihoods and employment opportunities in Turkey.   

PDO-level Indicators 

2. The achievement of PDO will be measured by following indicators: 

(a) Number of workers who received certified training (disaggregated by sex of 

beneficiary and refugee/non-refugee) 

(b) Number of formal jobs created (disaggregated by sex of beneficiary and 

refugee/non-refugee)  

(c) Number of employers participating in the project  

(d) Number of project beneficiaries (which assesses the number of people benefiting 

from project support)  

I.II Project Components 

3. The proposed project will achieve its development objective through three sets 

of activities: (a) improving the employability of and facilitating the transition into formal 

employment opportunities for Turkish citizens and refugees working in rural host 

communities in selected provinces, (b) increasing employment by strengthening the value 

chain for contract farming, and (c) providing implementation support and capacity 
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building for the ACCs. The project will be implemented in the provinces of Adana, 

Adiyaman, Gaziantep, Izmir, Mersin, and Bursa (see Figure 1.), which were selected 

following objective criteria based on presence of refugees; areas where contract farming 

are available or applicable, and conducive to increase formal employment; and where the 

primary ACCs have the capacity to promote, coordinate, and supervise contract farming 

under the specifications of the proposed project. Based on these criteria, as project 

implementation progresses, additional provinces may be added, with the agreement of 

ACC Central Union (CU) and the World Bank. 

 

Figure 1. Selected Project Provinces 

                     
 

Component 1: Enhancing employment opportunities through contract farming  

4.  This component seeks to improve the employability of and create formal 

employment opportunities for Turkish citizens and refugees working in rural host 

communities in selected provinces. The proposed project will achieve this objective by 

implementing a set of integrated measures aimed at increasing productivity of 

agricultural workers while supporting farmers to engage in formal contracts with better 

skilled labor force. Specifically, the proposed project will enhance the demand for and 

supply of labor in the selected provinces by (a) increasing the skills of rural refugees and 

poor Turkish citizens based on market demand in the agricultural sector; and (b) 

improving the productivity of farmers by extending ACCs’ contract farming and through 

access to more qualified workers, while providing incentives to farmers to offer formal 

jobs. This component also aims to improve the quality of matching between employers 
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and workers in the context of rural employment. Therefore, the project will increase the 

employability of refugees and poor Turkish citizens through comprehensive training and 

skills development; and for a subset of these beneficiaries, the project will provide the 

opportunity to be hired as formal employees, further increasing their employability and 

experience after the intervention and enhancing their opportunities to find other formal 

opportunities.  

5. Subcomponent 1.1: Improving the skills and employability of agricultural 

workers. This activity will contribute to increase technical as well as soft skills among 

beneficiaries based on market demand. For refugees, it will also contribute toward 

improving their Turkish language abilities. To this end, the project aims to extend an 

approach to training that has proven to be effective in jobs projects around the world to 

the specific context of the agricultural sector in Turkey: the training will be designed to 

respond to the skills demands of employers; and delivered by the private sector. A 

detailed needs assessment will be carried out to document the current skill gaps among 

the workforce for the specific crops that will be under contract farming arrangements in 

the selected provinces. The needs assessment will cover technical skills, socio-emotional 

skills, and Turkish language for refuge workers.  Based on this need assessment conducted 

among farmers, training modules will be developed by a third party. The training delivery 

will also be outsourced by the ACC Central Union to specialized and certified training 

providers in the selected provinces. The training providers will then deliver the trainings 

to beneficiaries based on these curricula and pay daily stipends to beneficiaries 

participating in the training. If this approach proves to be effective, it is possible that ACC 

itself would take up this training model or the Government more broadly beyond the 

lifespan of the project. 

(a)     Soft skills. Trainees will receive a soft skills or life skills training 

adapted to the rural employment and, as appropriate, specifically 

tailored to refugees. Beneficiaries will receive training on soft skills or life 

skills to improve worker adaptation to the agriculture context and on-the-

job behaviors that are expected by Turkish employers. ACC Central Union 

will outsource the delivery of this training to an experienced service 

provider. 
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(b)     Technical training. The technical skills on which the training will be 

conducted will be identified following the demand-side skills needs 

assessment previously completed and the modules will be designed 

accordingly. Among the set of technical skills identified by the skills 

assessment, priority will be given to skills that can facilitate access to 

higher paying jobs for workers and lead to higher labor productivity for 

farmers, particularly in a contract farming setting. A consultancy firm will 

be hired to develop and deliver the technical training curriculum and 

modules based on the results of the needs assessment. 

(c)     OJT. The project will provide OJT to assist beneficiaries to gain 

practical skills and to apply the technical skills that they learned. The OJT 

will be offered to formal employers engaged with ACC through contract 

farming, which are committed to hiring more workers. OJT will provide 

new, less experienced beneficiaries with practical skills to improve their 

employability. OJT would cover the entire cost of labor (the wages) for 

the duration of the training. OJT will be tailored to the specific case of 

rural employment; it will be structured based on the demand for skills 

analysis carried out by ACC. A full detailed process and operational of OJT 

will be described in the Operational Manual. 

(d)     Turkish language training. Those refugees referred for Turkish 

language training will receive training that will equip them with basic 

language skills in Turkish, focusing on language needs in the context of 

agricultural work. The eligibility for Turkish language training will be 

assessed as part of the pre-employment profiling of project beneficiaries. 

7. The implementation of this subcomponent will be carried out by ACCs. The 

outreach activities will be subcontracted by the Central Union to an NGO with experience 

in working with refugees. The training will be outsourced by the Central Union to 

experienced and certified training providers. ACC will facilitate the movement of 

beneficiaries through these stages, by carrying out the employment profiling and 

referring beneficiaries to training and then to potential employers.  
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8. The individuals who will benefit from different services of this component (1.1) 

are defined as “Beneficiary” (see Glossary).  

9. Subcomponent 1.2: Increasing labor demand through enhanced production 

capacity of farms. The subcomponent will extend ACC’s contract farming schemes to new 

farmers and new crops to boost the demand for labor by supporting employers to 

enhance productivity and improve the quality of their produce. To this end, this 

subcomponent will offer eligible employers an enhanced package of services. 

10. The complete package of services will include the following (see below and the 

next paragraphs how this package of service will differ for different types of employers, 

as summarized in Table 1):  

(a) Technical Assistance (TA). The primary ACCs and Regional Unions already 

offer technical assistance (TA) to farmers who enter into contract farming, which 

includes, for example, training/advisory services on how to grow products in 

compliance with buyers’ specifications. Through this component, the TA to 

farmers will be expanded to include information on the benefits of contract 

farming, activities, benefits, and expected results of the proposed project and the 

general conditions to participate. The project will also provide information to 

farmers on the benefits for farmers to enroll in SSI, advice on managing workers, 

the legal requirement for employing workers, and the benefits of using the 

database of vacancies and worker pool, which will be created under sub-

component 1.1. The project will also provide soft-skills training to farmers to assist 

them in their management of workers and relationships with refugees. This TA 

will also provide information to farmers on the project requirements, including 

the environmental and social standard set out in ESMF, ESCP and this LMP. 

(b) Wage Subsidy. For a subset of farmers, the project will temporarily 

provide wage subsidies to incentivize them to formally employ refugees and 

Turkish workers, which would result in the workers being paid at least minimum 

wage and participating in the SSI. These wage subsidies, which will fund a 

proportion of the wages of newly formal employees, as well as their registration 

costs including SSI contributions, income tax, and stamp tax, for the duration of 

their employment under the contract farming arrangement. In the case of 
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 refugees, the proposed  project will support them to obtain their work 

 permits, as necessary. The wage subsidy will be transferred by the Central 

 Union directly to the employer, who will be responsible for the final 

 payments to workers (wages) and SSI (premiums and contributions). 

11. The wage subsidy will vary according to the types of employers, as it is shown in 

the Table 1. 

Table 1. Services Provided by Type of Employer 

 (1) Formal Employers with 

currently some formal workers  

(2) Informal Employers that will 

be formalized 

Technical 

Assistance 
Yes 

Yes 

(with an emphasis on 

management of and relations 

with employees including 

procedures with SSI) 

Wage 

Subsidy 

Yes 

(only for additional formal 

workers hired) 

Yes 

(for all formal workers) 

Registration 

Costs and 

Premiums 

for workers 

Yes 

(only for additional formal 

workers hired) 

Yes 

(for all formal workers and for 

employers) 

 

12. To be eligible to receive TA support from the project (as described above), 

farmers will need to enter into a contract farming scheme with the primary ACC. The 

employers who benefit from wage subsidy support will need to also sign a contract, in 

addition to the existing conditions as set out in the contract farming contract, that 

includes provisions to issue formal contracts with community workers, to pay minimum 

wages and premiums, to ensure no child labor, forced labor and serious violations of 

health and occupational safety standards. 

 

Component 2: Employment creation through strengthening the value chain for contract 

farming 
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13. This component aims to enhance the use of and demand for contract farming 

schemes in project areas by increasing the capacity of primary ACC to process the 

agricultural products in order to increase the value added of the agricultural products of 

contract farming schemes. Analysis shows that capacity constraints in such facilities limit 

the scope to increase the use of contract farming schemes in some areas. Such capacity 

constraints will be addressed through the provision of micro and small grants to primary 

ACCs to fund a proportion of a project that would enhance the physical capacity of the 

primary ACC to dry, store, grade, sort and package the produces. The implementation of 

the projects is expected to generate additional formal off-farm jobs and, as such, part of 

the criteria for selection will be potential new employment as a result of the 

implementation of the grant. These micro and small grants will not be used for civil works, 

such as the construction of new facilities or activities related to land acquisition. 

 

Component 3: Implementation support and institutional capacity building 

14. This component will strengthen the capacity of ACC (central, regional, and 

primary ACCs) to effectively implement the proposed project, including its monitoring and 

evaluation (M&E) as well as communications both to potential beneficiaries and to the 

public at large.  

15. Subcomponent 3.1: Project management and capacity building. This 

subcomponent will strengthen the capacity of ACCs to implement the project. This will be 

done by hiring necessary operational staff and selected experts, including, but not limited 

to, procurement, financial management (FM), M&E, and environmental and social 

safeguards.  

16. Subcomponent 3.2: Grievance and redress mechanism and citizen engagement. 

This subcomponent will fund a Grievance and Redress Mechanism (GRM) that will provide 

an avenue for beneficiaries, workers, employers, and the communities more broadly to 

lodge complaints. It will build on the current GRM of the ACC Central Union, which 

consists of a hotline with full-time dedicated staff, and it also has a website link that feeds 

a database that refers complaints to the responsible staff in ACC Central Union for 

resolution, which is then recorded in the database. This system will be modified based on 

experience with GRMs for refugees and agricultural workers in Turkey to ensure that it is 



 

 

8 

accessible to this population as well. It is expected to include, at a minimum, an intake 

function within the primary ACCs and with an NGO with strong relationships with refugees 

and a feedback loop to communicate the response to the complaint to the person who 

lodged the complaint.  

 

17. Subcomponent 3.3: Monitoring and evaluation. 

I.III Implementing Institution 

Agriculture Credit Cooperatives 

18. Agriculture Credit Cooperatives (ACC) will 

the implementing body of the project. The overall 

objective of the ACC system is to protect the 

economic interest and satisfy the financial and 

professional requirements of the farmer members. 

Therefore, ACC operates through a three-tier 

structure consisting of the Central Union (CU) of 

the ACCs, 13 Regional Unions (RU) and at present 

1.625 Primary Cooperatives (PC) with over 900,000 farmer members. In its present form, 

the ACC structure is highly centralized with a top-down hierarchical structure through 

which the CU directs the RU which in turn oversee the workings of the PC. Each of these 

three relevant levels operates independently and maintains separate financial books and 

records. 

19. The ACCs are governed by the General Law for Agricultural Co-operatives No. 

1163 and the law 1581 of 1972 as most recently amended on April 12, 2005. Central Union 

aims to ensure the development of the Regional Unions and Primary Cooperatives 

following the principles of cooperatives. CU conducts vocational training activities to its 

member farmers; provides PC and RU with essential products and inputs and production 

tools; evaluates the common crops; participates in enterprises; establishes the necessary 

relations; provides financial resources to PC and RU and takes all measures to improve 

them; ensures the regular functioning of credit business and supervises the PC and RU. 
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II. OVERVIEW OF LABOR USE ON THE 

PROJECT 

II.I Type of Workers 

20. ESS2 categorizes the workers into direct workers, contracted workers, 

community workers and primary supply workers. This Labor Management Procedure 

(LMP) applies to all project workers as defined in ESS2: 

(a) Direct Workers. People employed or engaged directly by the Borrower 

(including the project proponent and the project implementing agencies) to 

work specifically in relation to the project, 

(b) Contracted Workers. People employed or engaged through third parties to 

perform work related to core functions of the project, regardless of location, 

(c) Primary Supply Workers. People employed or engaged by the Borrower’s 

primary suppliers, 

(d) Community Workers. People employed or engaged in providing community 

labor. 

21. The project will engage Direct Workers, Contracted Workers, and Community 

Workers. The project will engage part-time, temporary, seasonal and migrant workers. 

The LMP is applicable, as per World Bank Environmental and Social Standards 2 (ESS2), to 

the people employed under all employment types in relation to the project.  

22. Direct Workers. The project will be implemented by the Agriculture Credit 

Cooperatives (ACC). Direct workers are those who are full-time employees, including (i) 

consultants who are hired by ACC for the implementation of project activities, (ii) those 

who are already ACC staff and assigned by ACC to support the implementation of the 

Chapter 
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project. The costs of ACC’s existing staffs who will be tasked to support the PIU to perform 

various project tasks will be paid by ACC as a contribution to the project. The PIU is 

proposed to consist of the following personnel: 

 Project Manager 

 FM Specialist 

 Procurement Specialist 

 Field Specialist 

 IT Specialist 

 Social Safeguard Specialist  

 Environmental Specialist 

 Program Officer 

 Field Officer 

 Project Assistant  

 M&E Specialist 

 Communication and Visibility Specialist 

23. Direct Workers those who are assigned by ACC Central Union to support the 

implementation of the Project; 

 Regional Union Manager 

 Primary Cooperative Manager 

 Agriculture Engineer 

 Finance and Accounting Manager 

 Training Manager 

 Procurment Department Manager 

 IT Department Manager 

 Contract Farming and Crop Purchasing Department Manager 

24. Contracted Workers. Those who are hired by third parties to perform (i) field-

related works, (ii) IT-related works, (iii) training-related works, (iiii) visibility-related 

works, (iiiii) non-government organizations (NGOs) who will provide partnership and 

implementation support services to the ACC. Workers those who perform field-related, 

IT-related, training-related and visibility-related works will be workers of consultancy 

firms that will be hired as outsource service providers. Contracted workers, who will be 
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assigned by consulting firms, will take part in the project in order to perform various tasks 

(training delivery, needs analysis, IT support, etc.) at different times of the project. The 

performance of contracted workers will be managed and monitored under the 

requirements of the ESS2.  

25. Primary Supply Workers. Primary supply workers consist employees of third-

party companies who will provide machinery and/or equipment for micro-scale 

investment component of the project and employees of companies who will provide 

hardware such as computers, servers and security-related equipment that will be used in 

It systems. 

26. Community Workers. Community Workers are full-time, part-time, temporary, 

and seasonal workers, both refugee and Turkish citizen, who will receive a wage subsidy 

and/or participate in the On the Job Training program financed by the Project under the 

Component 1. Only workers who directly receive from the Project a wage subsidy and/or 

wages associated with On the Job Training, and are engaged by formal enterprises (farms) 

will be considered community workers.  

II.II Number of Project Workers 

27. Direct Workers. It is estimated that the total number of direct workers who will 

be engaged for the implementation of the project activities, including both newly hired 

PIU specialists and the employees of ACC, dedicated to this project is approximately 150-

250. 

28. Contracted Workers. The precise number of contracted workers who will be 

employed in the scope of field-related, IT-related, training-related and visibility-related 

works is currently not known. This will become known as and when implementation 

begins. NGOs specialized in work with refugees will be engaged for each selected 

province.  Turkish Red Crescent (TRC) is being considered as a partner in the project. TRC 

may support the project by providing one personnel in each province where TRC has 

Community Centers. 

29. Primary Supply Workers. The number of Primary Supply Workers who will be 

employed by primary suppliers of the project is currently not known. This will become 



 

 

12 

known when project implementation start and determined through the agreement 

between ACC and primary suppliers. 

30. Community Workers. The project will support Turkish and refugee agriculture 

workers who will perform activities under the Component 1 and receive wage subsidies 

and may participate ine the On the Job Training program financed by the Project. The 

total number of community workers is estimated at around 8.000. 

II.III Characteristics of Project Workers 

31. Direct Workers. The Project will employ individual consultants and specialists to 

support project implementation activities. Terms and conditions of these consultants will 

be guided by national labor legislations, this labor management procedure and ACC HR 

Policies. The staff of ACC will be involved in the project implementation as direct workers 

on a full time or a part-time basis (see Para. 23). ACC will finance salaries of the ACC’s 

staff. Direct workers will be leading experts with relevant graduate degree and sufficient 

proven experience, including both women and men. 

32. Contracted Workers. The Contracted Workers are employees of consultant firms 

guided by specific contractual agreements between them and ACC to undertake 

assignments such as need assessment, training, IT consultancy and field support. These 

consultants will not work full-time for the project. Firm consultancies will support PIU 

Specialists during implementation and they will only carry out the tasks in certain times 

as specified in their contracts. For example, the firm consultants who will be hired for 

field-related tasks will be responsible for visiting the field in selected provinces and 

monitor workers and farmers on daily basis and regularly check the attendance sheets of 

agriculture workers. Another example for contracted workers who will be hired through 

consultant firms is those who carry out training-related works. They will be responsible 

for conducting training need assessment, developing training modules regarding the 

needs and delivery of trainings.   

33. Primary Supply Workers. Workers who will be employed by primary suppliers will 

be subjected to ESS2 requirements for primary supply workers. All requirements will be 

specified and guided in the contractual agreements between ACC and the suppliers. 
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34. Community Workers. Community workers will be those able to perform work as 

per job requirements and willing to formally work in agricultural works including 

registration in Social Security Institution. These will be both Turkish citizens and refugees 

(mainly Syrian). Given the nature of the agriculture sector and characteristics of the labor 

force market in Turkey, it is likely that the workforce will be mostly unskilled and 

semiskilled. Participation in works will be voluntary and include both men and women 

between the age of 18 and 59. Provisions will be made to train and hire equal numbers of 

women and men from the host community and refugees where the activities are taking 

place. It is expected that refugee workers will be referred mostly by NGOs to the Project 

to work at farms. 

II.IV Timing of Labor Requirements 

35. The direct workers and contracted NGO workers will generally work full time and 

around the year for the project duration. They will be enagaged from the begining of the 

project. Contracted workers will be hired on a need basis as clarified in the “characteristics 

of workers” section. Therefore, they will be engaged from the beginning to the end of the 

Project. Given the nature of the project, Community Workers will be generally engaged 

throughout the crop production season. Typically, production season lasts from February 

to October but can be somewhat longer or shorter depending on weather conditions and 

types of products. It is expected that Community Workers will be engaged as workers 

starting form September 2020. Training activities will start before September (May / June 

2020)  aiming to prepare the community workers for on-farm works through technical 

trainings. 
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III. ASSESSMENT OF KEY POTENTIAL LABOR 

RISKS 

36. Activities and project-related labor risks are described below. 

III.I Project Activities 

37. There will be various activities during the implementation of the project. In the 

first phase, the dissemination of the project scope and objectives will be carried out to 

create awareness in provinces where the project will be implemented. The provinces 

where the project will be implemented in the first year of the Project include İzmir, Bursa, 

Mersin, Adana, Adıyaman, Gaziantep, but following years of the implementation of the 

Project, new provinces may be added to the existing ones. After creating awareness; 

reach out to potential community workers, skills profiling activities, on-field and in-class 

trainings, workshops, seminars will be conducted by direct workers and contracted 

workers. Also, direct workers will carry out project management tasks, monitoring and 

evaluation tasks and reporting tasks. Then, community workers (Turkish and refugees ) 

will carry out work on-site (farms) as a part of contract farming activities. Primary supply 

workers will participate in the project during micro/small investment support phase to 

increase employment impact. 

III.II Key Labor Risks 

38. The project anticipates moderate to substantial level of labor risks to be 

associated with the project activities. Direct workers and contracted workers will 

experience low level of labor risks since most of the works will be performed in offices 

and/or rooms such as project management, training, profiling, and similar works. All 
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direct and contracted workers will be formally employed and guided by a set of human 

resources polices.  

39. Community workers will carry out the works on farms which may increase the 

level of labor risks. These may involve risks associated with the occupational health and 

safety (OHS), and working conditions such as long working hours,  lack of rest and working 

under high temperature weather conditions. In general, there is a risk of child labor and 

forms of forced labor in the agriculture sector in Turkey. However, the project design 

includes measures to minimize these risks such as the minimum working age of 18 years 

and formal employment of workers engaged in agricultural works. These measures will 

be further discussed in this LMP.  Due to the nature of work in the agriculture sector, 

workers are exposed to fertilizers and pesticides,  and handle machinery which may cause 

various health and safety risks. Risk mitigation and prevention procedures are included in 

the the Project design, LMP and ESMF. 
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IV. BRIEF OVERVIEW OF LABOR LEGISLATION: 

TERMS AND CONDITIONS 

40. There are several statutory laws governing labor related issues in Turkey, among 

which are the Turkish Constitution, Labor Law (No. 4857), Turkish Code of Obligations (No. 

6098), Labor Courts Act (No. 7036), Law on Trade Unions and Collective Bargaining 

Agreements, also known as the “Union Law”, (No. 6356), Law on Civil Service Trade 

Unions and Collective Bargaining Agreements (No. 4688),  Occupational Health and Safety 

Law (No. 6331), Maritime Labor Law (No. 854), Press and Media Labor Law. In addition to 

the above, there are secondary laws and regulations that include annual leave, working 

hours, overtime work, minimum wage, female employees and child labor.  

41. Turkey has also ratified majority of the ILO conventions, including but not limited 

to conventions on equal treatment of employees, gender equality, child labor, minimum 

wage, forced labor, OHS, right of association and collective bargaining. Turkey is party to 

the 1950 European Convention for the Protection of Human Rights and Fundamental 

Freedoms and the Council of Europe’s 1961 European Social Charter, as well as the 

Revised Social Charter. Labor Law is the main statute regulating the employment 

relationship.  Other primary legislation that also applies to the project includes: 

 Occupational Health and Safety Law (No. 6331) 

 Law on Trade Unions and Collective Bargaining Agreements (No. 6356) 

 Social Insurance and General Health Insurance Law (No. 5510) 

 Law of Obligations (No. 6098) 

 Labor Courts Law (No. 7036) 

 Law on the Work Permit for Foreigners (No. 6735) 

 Civil Servants’ Act (No. 657) 

 Regulation on Contractors and Sub-contractors 
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42. The Regulation on Work Permit for Foreigners under Temporary Protection, 

adopted on 15 January 2016, regulates the procedures for granting work permits to 

persons under temporary protection.  

Forced Labor and Child Labor 

43. Turkish Labor Law does not cover forced labor issues.  However, the Constitution 

of the Republic of Turkey, Art. 18 prohibits forced labor. “No one shall be forced to work. 

Forced labor is prohibited. Work required of an individual while serving a sentence or 

under detention provided that the form and conditions of such labor are prescribed by 

law; services required from citizens during a state of emergency; and physical or 

intellectual work necessitated by the needs of the country as a civic obligation shall not be 

considered as forced labor.” Art. 80 of the Penal Code penalizes human trafficking and 

Art. 117 penalizes violation of the freedom to work and labor. Turkey has ratified the ILO 

Convention No. 29 on Forced Labor and ILO Convention No. 105 on the Abolition of Forced 

Labor.  

44. Turkish Labor Law sets the minimum age at which a child can be employed as well 

as the conditions under which children can work (Article 71, Chapter 4). The minimum 

employment age is 15, but in certain cases of vocational training, mild work may be 

allowed for 14-year-olds. According to Turkish Labor Law, Article 73, Boys under the age 

of 18 and women irrespective of their age must not be employed on underground or 

underwater work like in mines, cable-laying and the construction of sewers and tunnels. 

45. The Regulation on the Procedures and Principles of Employment of Children and 

Young Workers, which was published in the Official Gazette No. 25425 dated 06.04.2004 

and entered into force, aims to determine the principles of working and to prevent 

economic exploitation of children and young workers without jeopardizing their health 

and safety, physical, moral and social development or education. This Regulation has been 

prepared on the basis of Article 71 of the Labour Law No. 4857, published in the Official 

Gazette dated 10.6.2003 and No. 25134. 

46. National Programme on the Elimination of Child Labour (2017-2023) by the 

MoFLSS was put into effect in 2017 and implemented in cooperation with relevant 

institutions/organizations, social partners and NGOs. In the program, the priority target 

groups have been identified as “Working on the Streets”, “Working in Heavy and 
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Hazardous Works in Small and Medium-Sized Enterprises” and “Working in Mobile and 

Temporary Agricultural Labour Except for Family Business”; children under 18 years of 

age are particularly prohibited from working in these areas. 

Wages and Deductions 

47. A labor agreement (employment contract) will determine the form and amount 

of remuneration. Turkish Labor Law Article 32-62, the Wages and its remuneration 

section is described wage payment and deduction. Remuneration will be paid at least 

once a month. The minimum wage limit is regulated by the Turkish Labor Law, Article-39.  

Working Hours 

48. According to the Turkish Labor Law, Article-63, duration of work will not exceed 

45 hours per weeks (9 hours per day). This does not include time for meal breaks. Where 

hours are not equally distributed across the week, the daily working time may not exceed 

11 hours per day. According to the Turkish Labor Law, Article-71, the working time of 

children who have completed their basic education and yet who are no longer attending 

school shall not be more than seven hours daily and more than thirty-five hours weekly. 

However, this working time may be increased up to forty hours weekly.  

Rest Breaks 

49. According to the Turkish Labor Law, Article 67, the beginning and ending of the 

daily working time and rest breaks shall be announced to workers at the establishment. 

Depending on the nature of activity, the beginning and ending times of work may be 

arranged differently for employees. According to the Turkish Labor Law, Article 68, 

Employees shall be allowed a rest break approximately in the middle of the working day 

fixed with due regard to the customs of the area and to the requirements of the work in 

the following manner;  

a. Fifteen minutes, when the work lasts four hours or less,  

b. Half an hour, when the work lasts longer than four hours and up 

to seven and a half hours (seven and a half included),  

c. One hour, when the work lasts more than seven and a half hours.  

50. According to the Turkish Labor Law, Article 46, the employees working in 

establishments covered by this Act shall be allowed to take a rest for a minimum of 

twenty-four hours (weekly rest day) without interruption within a seven-day time period, 
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provided they have worked on the days preceding the weekly rest day as indicated in 

Article 63. For the unworked rest day, the employer shall pay the employee’s daily wage, 

without any work obligation in return. 

Leave  

51. According to the Turkish Labor Law, Article 53, Employees who have completed 

a minimum of one year of service in the establishment since their recruitment, including 

the trial period, shall be allowed to take annual leave with pay. The length of the 

employee’s annual leave with pay shall not be less than;  

a. Fourteen days if his length of service is between one and five 

years, (five included),  

b. Twenty days if it is more than five and less than fifteen years,  

c. Twenty-six days if it is fifteen years and more (fifteen included).  

52. For employees below the age of eighteen and above the age of fifty, the length 

of annual leave with pay must not be less than twenty days. The provisions of this Act on 

annual leave with pay are not applicable to employees engaged in seasonal or other 

occupations which, owing to their nature, last less than one year. According to the Turkish 

Labor Law, Article 55, National holidays, weekly rest days and public holidays which 

coincide with the duration of annual leave may not be included in the annual leave period. 

According to the Turkish Labor Law, Article 74, In principle female employees must not 

be engaged in work for a total period of sixteen weeks, eight weeks before confinement 

and eight weeks after confinement. In case of multiple pregnancy, an extra two-week 

period shall be added to the eight weeks before confinement during which female 

employees must not work. However, a female employee whose health condition is 

suitable as approved by a physician’s certificate may work at the establishment if she so 

wishes up until the three weeks before delivery. In this case the time during which she 

has worked shall be added to the time period allowed to her after confinement. 

53. If the female employee so wishes, she shall be granted an unpaid leave of up to 

six months after the expiry of the sixteen weeks, or in the case multiple pregnancy, after 

the expiry of the eighteen weeks indicated above. This period shall not be considered in 

determining the employee’s one year of service for entitlement to annual leave with pay. 

Female employees shall be allowed a total of one and a half hour nursing leave in order 
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to enable them to feed their children below the age of one. The employee shall decide 

herself at what times and in how many instalments she will use this leave. The length of 

the nursing leave shall be treated as part of the daily working time. 

Overtime Work 

54. According to the Turkish Labor Law, Article 41, Wages for each hour of overtime 

shall be remunerated at one and a half times the normal hourly rate. In cases where the 

weekly working time has been set by contract at less than forty-five hours, work that 

exceeds the average weekly working time done in conduction with the principles stated 

above and which may last only up to forty-five hours weekly is deemed to be work at extra 

hours. In work at extra hours, each extra hour shall be remunerated at one and a quarter 

times the normal hourly rate for workers who work less than 45 hours a week. If the 

employee who has worked overtime or at extra hours so wishes, rather than receiving 

overtime pay he may use, as free time, one-hour and thirty minutes for each hour worked 

overtime and one hour and fifteen minutes for each extra hour worked. The employee 

shall use the free time to which he is entitled within six months, within his working time 

and without any deduction in his wages. The employee’s consent shall be required for 

overtime work. Total overtime work shall not be more than two hundred seventy hours 

in a year. Overtime work and its methods shall be indicated in a regulation to be issued.  

Labor Disputes  

55. The Labor code of Turkish includes provisions that allow workers to resolve 

disputes in cases where there is a disagreement between the employer and the employee 

over the essential terms and conditions of a labor agreement or other aspects of work. 

Such disagreement will be resolved in compliance with the Law on Mediation in Civil 

Disputes, numbered 6325, and according to the Turkish Labor Law, Article 20, The 

employee who alleges that no reason was given for the termination of his employment 

contract or who considers that the reasons shown were not valid to justify the 

termination shall be entitled to lodge an appeal against that termination with the labor 

court within one month of receiving the notice of termination. If there is an arbitration 

clause in the collective agreement or if the parties so agree, the dispute may also be 

referred to private arbitration within the same period. The burden of proving that the 

termination was based on a valid reason shall rest on the employer. However, the burden 
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of proof shall be on the employee if he claims that the termination was based on a reason 

different from the one presented by the employer. The court must apply fast-hearing 

procedures and conclude the case within two months. In the case the decision is 

appealed, the Court of Cassation must issue its definitive verdict within one month. The 

Turkish Labor Law applies to direct workers and contracted workers, including foreign 

workers who are employed on full-time basis.   

Freedom of association  

56. Workers and public servants have different union legislation. Workers were 

covered by the Unions and Collective Agreements Law No. 6356 (dated on 07.11.2012, 

Official Gazette No. 28460). There are four types of collective agreements regulated by 

local law: workplace collective bargaining agreement, enterprise collective agreements, 

group collective agreements and framework agreements. A workplace agreement is 

created for a workplace, while an enterprise level agreement is created for more than one 

workplace in the same industry, owned by the same employer. A group collective 

agreement can be created between a trade union and an employers’ union for workplaces 

in the same industry, owned by different employers 

Non – discrimination 

57. According to Article 10 of the Turkish Constitution, ‘everyone is equal before the 

law without distinction as to language, race, color, sex, political opinion, philosophical 

belief, religion and sect, or any such grounds. The article also states that ‘men and women 

have equal rights. The State has the obligation to ensure that this equality exists in 

practice. Measures taken for this purpose shall not be interpreted as contrary to the 

principle of equality’. Article 5 of the Labor Law of Turkey regulates the prohibition of 

discrimination in employment. According to that article ‘no discrimination based on 

language, race, sex, political opinion, philosophical belief, religion and sex or similar 

reasons is permissible in the employment relationship. Except for biological reasons or 

reasons related to the nature of the job, the employer must not make any discrimination, 

either directly or indirectly, against an employee in the conclusion, conditions, execution 

and termination of his/her employment contract due to the employee’s sex or maternity’. 

The same article also serves as a base for the principle of equal pay for equal value of 
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work by stating that ‘differential remuneration for similar jobs or for work of equal value 

is not permissible’. 

Collective Dismissal 

58. Labor Law 14857 Article 29.- When the employer contemplates collective 

terminations for reasons of an economic, technological, structural or similar nature 

necessitated by the requirements of the enterprise, the establishment or activity, he shall 

provide the union shop-stewards, the relevant regional directorate of labor and the Public 

Employment Office with written information at least 30 days prior to the intended lay-

off. A collective dismissal occurs when,  

a) in establishments employing between 20 and 100 employees, a 

minimum of 10 employees;  

b) in establishments employing between 101 and 300 employees, a 

minimum of 10 percent of employees;  

c) in establishments employing 301 and more workers, a minimum 

of 30 employees, are to be terminated in accordance with Article 

17 on the same date or at different dates within one month. 

Severance payment 

59. Upon termination of the employment contract, employees are entitled to a 

severance payment on the condition that the employee has completed at least one year 

of continuous employment. This payment is calculated by multiplying the number of years 

of employment with the employee's monthly salary at termination. If the employer 

terminates the employment contract under just cause based on health reasons or force 

majeure, the employer must give severance pay to the employee, if applicable. However, 

if the employer terminates the employment contract under just cause on grounds of 

immoral and dishonorable acts of the employee, the employer is not liable to pay 

severance. If the employee terminates the employment contract for just cause, the 

employer must pay severance in all cases. However, where the employee terminates the 

employment contract at will, without the presence of any cause set out under the Labor 

Code, the employer is not liable to pay severance to the employee (unless the employee 

terminated the contract due to factors such as military duty or marriage).  

Termination of an employment contract 
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60. Under the Labor Code, employers can terminate contracts in two ways: (i) 

showing a valid reason (Art. 18-19) or (ii) breaking the contract for a just cause. Employees 

who have completed 6 months of employment in a workplace that has at least 30 

workers, can benefit from certain protections under the Labor Code, protecting the 

worker from arbitrary termination of his/her contract. In order for the termination of an 

employment contract to be valid, a written notice must be given to the employee and 

legal notice periods must be respected. However, in certain cases, employers can 

terminate the employment relationship on the basis of a just cause (for reasons of health, 

for immoral, dishonorable or malicious conduct or other similar behavior, force majeure). 

In these cases, the employer is not obliged to comply with the legal notice periods and 

can terminate it immediately. For further details, please see, Labor Code, Art. 24-26.  

61. The Labor Law (No. 4857) is to large extent consistent with the main 

requirements of the ESS2. The most significant gap between the Labor Law and ESS2 is 

the lack of specific requirements on a workplace grievance mechanism, and no 

requirement related to contractor’s grievance redress mechanism. The Labor Law does 

not include any provisions regarding the selection, management and monitoring of 

contractors with regard to ESS2 requirements. These gaps will be addressed by the 

project’s Labor Management Procedures. 

62. Another significant gap is that the Labor Law (Art. 4) does not apply to enterprises 

carrying out agricultural and forestry work and employing less than 50 employees, family-

run construction work related to agriculture, works and handicrafts performed in the 

home, domestic work, sportsmen, people in rehabilitation, enterprises with three or less 

employees working as tradesmen or producing small handicraft. In this project, 

agricultural enterprises which employ less than 50 workers may participate in the contract 

farming scheme. The LMP will lay out terms and conditions which will apply to all 

community workers, including those engaged in enterprises employing less than 50 

workers.  

63. Direct and contracted workers are subject to the laws given above which cover 

employment conditions, employment contracts, contract termination, wages and 

deductions, working hours, overtime workings, breaks, rests, rights, leaves such as 
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(annual leaves, maternity leaves, sick leaves, death leaves, unpaid leaves) and basic 

occupational health and safety (OHS). 

64. Direct workers will have the rights and benefits stated in related national labor 

and employment legislations. The direct worker’s contracts will be prepared in line with 

the national legislation to provide them with protections privided by the national laws.  
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V. BRIEF OVERVIEW OF LABOR LEGISLATION: 

OCCUPATIONAL HEALTH AND SAFETY 

65. The OHS Law No.6331 of Turkey aims to regulate the duties, authority, 

responsibility, rights and obligations of employers and workers in order to ensure 

occupational health and safety at workplaces and to improve existing health and safety 

conditions. The Law applies to all works and workplaces in both public and private sector, 

employers of these workplaces and their representatives, all workers including 

apprentices and interns regardless of their field of activity. However, there are several 

activities and persons which the Law is not applicable to. These are activities of the Turkish 

Armed Forces, the police and the Undersecretary of National Intelligence Organization, 

except those employed in workplaces such as factories, maintenance centers, sewing 

workshops etc, intervention activities of disaster and emergency units, domestic services, 

persons producing goods and services in their own name and on their own account 

without employing workers and prison workshop, training, security and vocational course 

activities within the framework of improvements carried out throughout the enforcement 

services for convicts and inmates. 

66. Project workers including direct and contracted workers of the project are subject 

to this law. The law stipulates and enforces employers to provide employees with a safe 

and healthy working environment and to inform workers of the potential risks their jobs 

may present to their health and safety. The overview below provides key aspects of 

legislation which relates to the items set out in ESS2.  

The employer is obliged to ensure the health and safety of the employees related to the 

work performed, including: 

 Taking necessary action to prevent occupational risks, including 

training and information provision, the organization, provision of 
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necessary tools and equipment and making occupational health 

and safety measures appropriate to the changing conditions. 

 Monitoring, controlling and ensuring compliance with 

occupational health and safety measures taken in the workplace. 

 Performing periodic risk assessments. 

 Taking into consideration the employee's suitability in terms of 

health and safety when assigning tasks. 

 Taking necessary measures to ensure that employees other than 

those who are given OHS information and instructions are not 

allowed to enter the places where there is life and special danger. 

67. Similarly, the employees are obliged not to jeopardize the health and safety of 

others and perform duties in accordance with the training and support they receive about 

occupational health and safety and the instructions of the employer. The basic obligations 

of the employees in accordance with the training and instructions given by the employer 

are as follows: 

 Operate machinery, equipment, tools, equipment, hazardous 

goods, transportation equipment and other production tools in 

the workplace in accordance with the rules, to use their safety 

equipment correctly, and not to remove them arbitrarily. 

 Proper use and protection of personal protective gear and 

equipment provided. 

 Immediately notify the employer or employee representative 

when encountering a serious and imminent danger in terms of 

health and safety in the machinery, equipment, tools, equipment, 

facilities and buildings in the workplace and if deficiency in 

protection measures noticed. 

 Cooperate with the employer and employee representative to 

eliminate any deficiencies and contradictions determined by the 

competent authority for inspection. 

 Cooperate with the employer and employee representatives to 

ensure occupational health and safety in their area of duty. 
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68. The law stipulates the following on the OHS training of workers: 

 

 The employer shall ensure that each worker receives safety and 

health training. This training shall be provided on recruitment, in 

the event of a transfer or a change of job, in the event of a change 

in equipment or introduction of any new technology. The training 

shall be adapted to take account of new or changed risks and 

repeated periodically if necessary. 

 Workers' representatives shall be entitled to appropriate training. 

 Workers failing to present documents to prove that they have 

received vocational training on their job might not be employed in 

jobs classified as hazardous and very hazardous which require 

vocational training. 

 Workers who have had occupational accident or disease shall 

receive additional training on reasons for the accident or disease, 

ways to protect themselves and safe working methods. 

Furthermore; workers who are away from work for any reason for 

more than six months shall receive refresher training before 

return to work. 

 Workers from outside undertakings and/or enterprises might not 

start to be employed in jobs classified as hazardous and very 

hazardous unless they can present documents to prove that they 

have received appropriate instructions regarding health and 

safety risks. 

 The employer who is the party to temporary employment 

relationship shall ensure that the worker receives training on 

health and safety risks.  

 Trainings mentioned in the law may in no circumstances bring 

financial burden to workers. Time spent on trainings shall be 

deemed as actual work time. In case the time allocated for 
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trainings exceeds weekly working hours, hours worked in excess 

of weekly working hours shall be considered as overtime. 
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VI. RESPONSIBLE STAFF 

69. The project will be implemented by ACC Central Union, with its relevant 

departments carrying out the proposed activities in line with their mandates as defined in 

ACC’s organizational structure. A Project Implementation Unit (PIU) will be established 

under the ACC Central Union, which will support the responsible departments to carry-out 

project specific tasks. The PIU will be staffed with individual consultants possessing 

specialized skills in the areas of procurement, financial management (FM), social safeguards, 

communication, field and IT.  

70. The PIU will monitor the project, using the systems of ACC.  At the field level, 

Regional Unions and Primary Cooperatives are going to manage the contract farming and 

monitoring and verification of the actual employment on farm. Primary Cooperatives will 

work as the first point of engagement for both the member farmers and workers; all 

contracts will be signed at PC level. In addition to preparation and management of farmer 

contracts; Primary Cooperatives will deliver timesheets signed by the employer farmer to 

PIU so that timesheets will be recorded to the IT system. Field Officers at Regional Unions 

will carry out a part of registration of farmers and workers, monitor on-farm activities with 

the support of field firm consultancies, and report to both PIU Field Coordinator and Central 

Union.  

71. Wages of agricultural workers that are formally employed and contracted by the 

employer farmers as well as the costs of registry and formalization, including SSI payments 

will be financed by the project. The farmers will keep daily attendance sheets and, based on 

the days worked, prepare monthly payrolls for the workers. The attendance keeping, payroll 

preparation, and calculation of eligible amount to be financed by the project will be verified 

by an independent service provider under the supervision and control of the primary ACC 

and monitoring by the ACC Central Union. These verifications will also be monitored by the 
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field coordinators of the ACC PIU and approved by the primary ACC personnel. Based on the 

verified documents, the primary ACCs will prepare summary payment requests lists 

indicating amounts to be transferred to each farmer and send the lists to the ACC PIU. The 

ACC Central Union, with the assistance of the ACC PIU, will transfer the eligible amounts to 

the farmers’ bank accounts. The farmers will be responsible for the wage payments to be 

made to the agricultural workers’ bank accounts and the social security premium payments 

to be made to the SSI on behalf of the workers and to submit the proofs of payments to the 

primary ACC. The primary ACCs will provide a copy of the proofs of payments to the ACC 

Central Union through the PIU.  

72. ACC will be responsible for the following:  

 Apply this labor management procedure to direct workers  

 Update this Procedure when necessary in the course of preparation, 

development and implementation of the Project, as well as in case the 

domestic legislation changes in any aspects of importance for this Procedure 

 Ensure that contractor(s) hired under the Project are compliant with this 

labor management procedure, national employment, health and safety laws 

and relevant mitigation measures included in the ESMF 

 Ensure that this labor management procedure is applied to community 

workers  

 Ensure that organizations responsible for outreach to the workers to 

increase their participation in the project and to carry-out the initial pre-

employment profiling are compliant with this labor management procedure, 

national employment, health and safety laws and mitigation measures 

included in the ESMF 

 Monitor that the contractors are meeting obligations towards contracted 

and sub-contracted workers as included in the grants agreement and 

General Conditions of Contract the World Bank Standard Bidding 

Documents, and in line with ESS2 and national labor code  

 Maintain records of recruitment and employment process of direct workers  
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 Monitor employment process of contracted workers and community 

workers to ensure it is carried out in accordance with this labor management 

procedure and national labor law 

 Monitor compliance of the contractors and employers participating in the 

wage subsidy and OJT programs with this labor management procedures   

 Monitor that occupational health and safety standards are met at work 

places in line with national occupational health and safety legislation  

 Monitor training of the project workers on OHS  

 Develop, and implement workers’ grievance mechanism and address the 

grievance received from the direct, contracted and sub-contracted workers, 

and community workers  

73. The NGOs and Contractors will be responsible for the following:  

 Comply with OHS mitigation measures included in the ESMF and this labor 

management procedure. These measures will apply to contracted and sub-

contracted workers.  

 Contractors will supervise the sub-contractors’ compliance with labor 

management procedure and ESMF 

 Maintain records of recruitment and employment process of contracted 

and community workers  

 Communicate clearly job description and employment conditions to 

contracted and community workers  

 Have a system for regular review and reporting on labor, and occupational 

safety and health performance 

 Deliver regular induction (including social induction) and HSE training to 

employees. 

74. The requirements of this ESS will be incorporated into contractual agreements with 

third parties, together with appropriate noncompliance remedies. Therefore, such third 

parties will be required to include equivalent requirements and noncompliance remedies in 

their contractual agreements with subcontractors.  
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Occupational Health and Safety 

75. Currently, outsourced occupational safety specialists and workplace physicians 

provide orientation on OHS to all newly hired staff in ACC, as required by the national 

legislation and regulations. However, community workers will be included in this orientation 

for the first time in scope of the Project. ACC PIU and ACC Training Department will be 

responsible for OHS compliance throughout the Project implementation. ACC will provide 

periodic trainings and sensitization activities to ensure project workers (direct, community) 

are informed about OHS procedures and activities. Orientation of contracted workers is 

under responsibility of related third parties (firms, NGOs). 

Grievances Redress Mechanisms  

76.  ACC will develop and adapt its current grievance and complaints procedures and 

mechanisms for the project’s necessities. ACC PIU will be responsible for managing grievance 

mechanism and responding to grievances and complaints received in the scope of the 

Project. 

Others 

77. All Project activities will be operated by ACC and ACC PIU in a collaboration. Main 

project activities such as communication and visibility, training, worker hiring activities will 

be in responsibilities of PIU. On the other hand, all production related activities such as 

contract farming, farmer agreement, product procurement activities will be carried out by 

primary cooperatives, Regional Unions and Central Union of ACC. 
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VII. POLICIES AND PROCEDURES 

78. ACC’s HR regulations and procedures comply with national legislation and 

regulations. Project’s direct workers will be assigned by ACC from internal human resources, 

and additional staff may be hired in accordance with the terms of references given in the 

project documents. ACC has internal regulations on employment and health and safety rules. 

Employment procedures and human resources policy are public and available at the ACC 

website. Health and safety-related procedures are designed according to the Occupational 

Health and Safety Law No. 6331 and all ACC staff are trained and informed about health and 

safety rules. To prevent child labor and forced labor, ACC policies are designed to prohibit 

child labor and forced labor employment. Policies and procedures for this Project aim to 

achieve of objectives of ESS2 and compliance with national labor and OHS laws.  

 All project workers shall have employment contracts in writing, including a 

description of conditions of employment. Workers will sign the employment 

contract. Terms and conditions of employment will be available at work sites.  

 Workers are entitled to a regular salary, as well as to compensation of salary for 

periods of absence from work or specific conditions of work such as overtime 

work, work on holidays, weekend, etc.  

 Workers shall have a rest period during working hours, weekly rest and annual 

holidays as prescribed under the law. 

 The employment of project workers will be based on the principles of non-

discrimination and equal opportunity. There will be no discrimination with 

respect to any aspects of the employment relationship, such as recruitment, 

compensation, working conditions and terms of employment, access to training, 

promotion or termination of employment.  
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 Recruitment procedures will be transparent, public and non-discriminatory with 

respect to ethnicity, race, religion, sex, disability, political beliefs, and other 

grounds included in the Labor Code 

 Applications for employment will be considered in accordance with the 

application procedures established by the ACC 

 Clear job descriptions will be provided in advance of recruitment and will explain 

the skills required for each post 

 The community workers will not pay any hiring fees. If any hiring fees are to be 

incurred, these will be paid by the Employer. 

 In addition to written documentation, an oral explanation of conditions and 

terms of employment will be provided to workers who may have difficulties with 

understanding the documentation.  

 Working hours are 45 hours per week, and in case of necessity of overtime work, 

workers will be paid for overtime work as prescribed by the Labor Law  

 Project workers will have access to the grievance mechanism as described in 

Chapter 10 of this Procedure, 

 Implement measures of protection at work and safety for jobs with increased 

risk of injury and damage to health, as well as organization of training for 

workers in such jobs 

 Keep records of workers who are working on tasks with increased risk of injury 

and harm to health 

 Minimum age of employment will be 18 years  

 Project workers will comply with national laws prohibiting sexual harasment and 

sexual exploitation and abuse  

 Compliance with legal notice periods   

79. In the scope of occupational health and safety measures, a procedure will be 

established. This procedure will cover the training of community workers, informing workers 

about possible risks for each type of work, controlling the workers on the job, controlling the 

working area and taking the required precautions. Controls will be made as regular visits to 

the site and also as spot checks. Accordingly community workers will be trained and 
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informed about potential OHS risks before the start of works on-farms. A community worker 

who does not take the required training will not be allowed to work. PIU team and ACC staff 

(preferably ACC’s agricultural engineers) will make regular visits to the site to check the 

status of the workers on working site. The field workers (the employees of consultant 

companies who will be responsible for the activities on site) will also make regular visits and 

spot checks. 

80. The OHS obligations and responsibilities for primary supply workers and contracted 

workers such as trainers and IT company employees will be written to procurement 

documents and will be checked regularly. Labor legislation regarding health and safety will 

be implemented to minimize and mitigate OHS risks. Relevant OHS provisions are stated 

below: 

 The employer is obliged to ensure the health and safety of the employees 

related to the work performed. 

 Similarly, the employees are obliged not to jeopardize the health and safety of 

others and perform duties in accordance with the training and support they 

receive about occupational health and safety and the instructions of the 

employer.  

 Operate machinery, equipment, tools, equipment, hazardous goods, 

transportation equipment and other production tools in the workplace in 

accordance with the rules, to use their safety equipment correctly, and not to 

remove them arbitrarily. 

 Proper use and protection of personal protective gear and equipment provided. 

 The employer shall ensure that each worker receives safety and health training. 

This training shall be provided on recruitment, in the event of a transfer or a 

change of job, in the event of a change in equipment or introduction of any new 

technology. The training shall be adapted to take account of new or changed 

risks and repeated periodically if necessary. 

 Employers are obliged to provide adequate personal protective equipment to 

workers free of charge, including to community workers.  
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 Community workers engaged by agricultural enterprises (farms) will receive 

drinking water free of charge. 

 If provided, accommodation for community workers should not be situated in 

proximity to locations used for processing or storing hazardous waste.  

 Hygiene and rest facilities provided for community workers should include 

separate facilities for men and women. 

81. The national legislation and ACC policies prohibit child labor and forced labor. All 

community workers, who will be engaged on farms, will be formally employed and 

registered with the Social Security Agency. Therefore, child labor or forced labor risks are 

not expected to be directly associated with the community workers. The project will have 

age verification procedure to ensure that child labor does not exist in the activities financed 

under the project. In addition, the Social Security Agency will verify the formal employment 

and age of all community workers whose wages will be subsidized under the project. Finally, 

measures will be taken within the scope of the project for risks arising from poor working 

conditions such as formal employment of community workers, supporting insurance 

premiums, developing technical and soft-skills through various trainings, reducing job search 

concerns by matching workers with farmers, determining minimum wage levels, and 

monitoring daily rest breaks.  

82. Contract farming agreements and contracts with contractors shall contain a 

provision on the obligation to comply with the current labor, employment and OHS 

legislation and with this labor management procedure. In case the contractors engage 

subcontractors, contractors shall be under obligation to build in such a provision in the sub-

contracts. 

83. If ACC determines that contractors and farms participating in the contract farming 

are violating the prescribed procedures, ACC shall inform the competent labor inspectorate. 

ACC will inform the Bank within 3 days about any incident or accident related to the project 

which has, or is likely to have a significant adverse effect on the environment, the affected 

communities, the public or workers (labor, health and safety, or security incident, accident 

or circumstance) as soon as reasonably practicable, but no later than five calendar days after 

the occurrence of the event. Such events can include strikes or other labor protests, serious 

worker injuries or fatalities, project-caused injuries to community members or property 
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damage ACC will prepare a report on the event and the corrective action and submit to the 

Bank within 30 calendar days of the event. 
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VIII. AGE OF EMPLOYMENT 

84. The minimum working-age in this project will be the age of 18 years.  The national 

legislation and ACC policies prohibit child labor. According to the law, it is prohibited to 

employ children below the age of 15. It is also forbidden to employ children below the age 

of 18 for certain hazardous jobs and for jobs that require night shifts. During profiling phase 

of potential project beneficiaries (community workers), the age will be verified. This will 

require potential community workers to provide official documentation, which may include 

a birth certificate, national identification card, passport, driver licenses, SuTP identification 

card or any other document accepted by the Turkish government.  

85. In addition, National Program on the Elimination of Child Labor (2017-2023) by the 

MoFLSS was put into effect in 2017 and implemented in cooperation with relevant 

institutions/organizations, social partners and NGOs. In the program, the priority target 

groups have been identified as “Working on the Streets”, “Working in Heavy and Hazardous 

Works in Small and Medium-Sized Enterprises” and “Working in Mobile and Temporary 

Agricultural Labor Except for Family Business”; children under 18 years of age are particularly 

prohibited from working in these areas. 

86. In the scope of the project, the prevention measures stated below will be taken:  

• Trainings for agricultural enterprises will include awareness sessions about 

detrimental aspects of child labor and awareness about national legislation 

pertaining prohibition of child labor.  

• The trainings will include age verification procedure.  

• ACC will inform agricultural enterprises and employed workers about the 

grievance mechanism which they can use to report child labor, including 

anonymous reports. 
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• The contracts with farmers (contract farming) will include provisions on the 

prohibition of child and forced labor, and appropriate penalty clauses in the 

event that they are found to use child or forced labor. 

• ACC will carry to periodic supervision visits to agricultural enterprises to monitor 

that they do not engage child labor. 

• A full-time Social Safeguard Specialist will be employed in PIU.  

• The Ministry of Interior operate hotlines including 155 police and 156 

gendarmerie emergency lines which can be used to report child labor.  

87. If a child under the minimum age (18 years) is discovered working in the activities 

financed by the project, measures will be taken to immediately terminate the employment 

or engagement of the child in a responsible manner, considering the best interest of the 

child. In addition, the project will direct a child to receive support from the national 

institutions with a mandate to address elimination of child labor under the National Program 

on the Elimination of Child Labor (2017-2023). Such institutions include Ministry of Labor, 

Family and Social security, Ministry of Education, National Employment Service (ISKUR), 

KOSGEB. Efforts will be made to include a child into educational system, and/or to facilitate 

with ISKUR provision of vocational training and placement into jobs where young persons 

between ages of 15 and 18 are allowed to work.  

88. The Government of Turkey issued the Circular No. 2016/5, titled “Access to 

Education of Children of Seasonal Agricultural Workers and Nomadic and Semi-nomadic 

Families” on 21.03.2016 which aims to address the child labor by providing educational 

opportunities to children of agricultural workers. By means of the Circular, arrangements 

were made for the students on the compulsory school age who migrate with their families 

during the harvest period, to facilitate their access to school in the places where they 

migrate. Students are admitted to the nearest school where they arrive, regardless of the 

address of the residence. In addition, considering the distance of their place of 

accommodation to the school, it is possible to benefit from transport vehicles provided for 

access to schools and other educational models. There are different models such as 

compensatory training or summer school in order to overcome the educational deficiencies 

of the students. Seasonal Agricultural Worker Follow-up Teams have been established in 

Provincial and District National Education Directorates for the follow-up of the students. 
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These teams report their work in June and December each year and send them to the 

Ministry of National Education. In addition, the teams identify students and conduct visits to 

houses/tents for awareness-raising activities for families, agricultural intermediaries and 

landowners in order to increase their awareness of child labor. 
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IX. TERM AND CONDITIONS 

89. Terms and conditions of employment by ACC are governed by the provisions of the 

national legislation and ACC HR policies. ACC employees are provided with all the benefits 

and social rights as mandated by the national legislation (i.e. overtime, paid annual leave, 

family leave, sick leave, unpaid leave, maternity and paternity leave, etc.). Maximum weekly 

working hours allowed by national legislation is 45 hours. The members of PIU team, workers 

of contracted bodies such as trainers, consultants and IT companies (direct and contracted 

workers) will be governed by the provisions of national legislation.  Community workers will 

be engaged mainly seasonally (they will be engaged full-time during the season). In the 

Project, it is likely to have a number of community workers who will be employed full-time 

throughout the year. Such workers will be employed in greenhouses. All community workers 

(both those who are engaged full-time during the season and engaged full-time throughout 

the year) will be hired based on terms and conditions which meet the requirements of the 

national legislations (Turkish Constitution, Labor Law No. 4857) and ESS2.   

90. Wages, working hours, maximum working hours, annual leaves and any other rights 

and benefits will apply to direct and contracted workers. Regarding the rights and benefits 

of contracted workers, the contracts between the firms and ACC will be in line with the 

national legislation. However, consultancy firms will be responsible for ensuring that this 

LMP applies to the contracted workers. 
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X. GRIEVANCE MECHANISM 

X.I Current ACC GRM 

91. ACC has an existing grievance mechanism for its employees, partners and customers 

about the products and services provided and all grievances are submitted via ACC hotline 

(#444 48 55) (see Annex 1). In addition, workers’ grievance mechanism will be established 

to enable project workers to raise workplace concerns including Sexual exploitation and 

GBV. The content and procedures of the new grievance mechanism is given below in detail. 

X.II Project GRM 

92. Within the scope of the project, the existing Grievance Redress Mechanism (GRM) 

of Agricultural Credit Call Center will be adapted in line with the specific needs of the project 

to collect and evaluate grievances and demands by the farmers and workers to be employed 

within the Project (direct, contracted, and community workers). In order to prevent 

language barriers, the mechanism will be established in Turkish, English and Arabic 

languages. The grievance mechanism will be set up for direct, contracted, and community 

workers to formally raise their concerns, complaints and grievances and facilitate resolutions 

in a confidential manner, if needed. 

93. The workers grievance mechanism will include: 

• A procedure to receive grievances such as a Call Center, comment/complaint 

form, suggestion boxes, email, website 

• Stipulated timeframes to respond to grievances 

• A register to record and track the timely resolution of grievances 

• A responsible department to receive, record and track resolution of grievances 
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• Grievance categories (working conditions, financial, child/forced labor, legal 

issues (harassment/robbery, etc.) and other issues to categorize grievances, 

complaints and concerns to handle them efficiently. 

• The workers grievance mechanism will be described in staff induction trainings, 

which will be provided to all project workers. The mechanism will be based on 

the following principles: 

• The process will be transparent and allow workers to express their concerns 

and file grievances. 

• There will be no discrimination against those who express grievances and any 

grievances will be treated confidentially. 

• Anonymous grievances will be treated equally as other grievances, whose 

origin is known. 

• Management will treat grievances seriously and take timely and appropriate 

action in response. 

94. Information about the existence of the grievance mechanism will be available to 

all project workers (direct, contracted, and community) through notice boards, the presence 

of “suggestion/complaint boxes”, call center, announcements during training, seminars, 

meetings, access link on main page of project website, project printed materials that will be 

distributed to community workers, social media and other means as needed. The Project 

grievance mechanism will not prevent project workers to use other judicial or administrative 

remedies available under the law. 

95. The project grievance mechanism will be established by Project effectiveness. 

X.III Project GRM Procedures 

95. The process of evaluating the grievances of individuals will be 15 work days.  The 

assessment of grievances will be systematic, transparent, accessible and objective. 

96. Grievances received via ACC Call Center (444 48 55) will be directed to PIU and any 

other grievances received via e-mail, website, comment/complaint form, suggestion boxes, 

regional unions and primary cooperatives will be processed by PIU Team. 
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97. Project Director, Project Manager, Communication Specialist, Field Coordinator, 

Social Safeguard Specialist and other PIU members will be responsible for received 

grievances and redressments. 

X.III.I Project GRM Flow 

Receiving Grievances 

98. Grievances are sent through the channels listed below or through face-to-face 

interviews with ACC Units (Regional Union, Primary Cooperatives). 

 Customer Relations at 444 48 55 

 Complaints forms, social media platforms available at ACC websites 

 E-mails to info_frit@tarimkredi.org.tr 

 Complaint forms in the Contract Farming Module 

99. The grievances received via any channel will be entered to the Project IT System 

and evaluated from a single point. The Communication Specialist in PIU Team is the first one 

who will consider the grievance and will refer the grievance to the responsible person 

(finance specialist, field specialist, etc.) and/or unit (any unit in ACC, legal organization, etc.) 

according to the type of the grievance. Moreover, if further information is required about 

the grievance, communication specialist or any other staff refered by communication 

specialist asks to the owner of grievance. After all the information is gathered, responsibles 

will put great effort to redress the grievance and will resolve it within 15 workdays. The final 

result of the procedure will also be recorded to the IT System for further evaluations. 

Contacting People 

100. After the grievance is received by the PIU, the source of grievance will be contacted 

to get additional information by the Communication Specialist. Grievances received off-time 

are evaluated within the first working day. The redress of grievance is targetted to be 

achieved within 15 workdays.  

Redressment of the Grievance and Informing the Persons 

101. ACC-PIU aims to redress the grievances in a short period of time. The grievances of 

each person shall be evaluated with a fair and objective and approach. In all circumstances, 

the grievances are followed until all appropriate remedies are tried. The person will be 

provided with information about the resolution and asked for feedback. According to the 
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results, the grievance case will be closed as “solved-not satisfied” or “solved-satisfied”. If the 

source of grievance cannot be informed about the solution and cannot taken any feedback 

from her/him, the registration is closed as “out of reach”. Also, anonymous grievances will 

be addressed in the Project. 

102. The grievances related to exploitation of female workers, including sexual 

harresment and abuse, GBV at the workplace and unfair treatment will be prioritized to take 

actions. The Project Manager, Field Coordinator, Safeguard Specialist and Communication 

Specialist, as appropriate, shall be responsible for taking appropriate action in cases in which 

there is reason to believe that any right has been violated. The appropriate designated 

authorities will be informed about investigations into cases of Gender-based Violence, and 

of the action taken as a result of such investigations. 

 All grievances and feedbacks will be handled with a fair and objective approach. 

Transparency and accessibility are also two main concerns of this redress 

mechanism. 

 In addition, the number, frequency, topics of grievances and feedbacks will be 

analyzed and reported periodically to the related units and administrative level. 

 Based on these detailed reports, the most frequently addressed issues are 

identified and improvement activities are initiated. 
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XI. CONTRACTOR MANAGEMENT 

103. Several services will be provided within the project to achieve project goals and to 

manage the project activities as appropriate. These services are software development, IT 

infrastructure development, server and database management, preparing training 

implementation plan and training documents, online training module development, 

investment planning, field works such as controlling workers on site, etc. 

104. In the selection process of contractors, various criteria will be specified in tender 

documents such as previous works completed, previous experience, qualification of 

contractor’s human resources, compliance in health and safety issues, precautions taken on 

child labor and forced labor employment. According to the selection criteria, the ones who 

comply the best will be selected as contractors. 

105. During the implementation phase of the services, the PIU Team will organize 

planned and unplanned visits to contractors offices and/or place where work is being 

performed. In these visits the progress achieved, health and safety-related issues and child 

and forced labor employment status will be observed. If any dispute is determined the 

supplier will be notified to prevent the dispute in no more than 20 calendar days. If the 

dispute still exists after 20 calendar days the agreement with the supplier will be terminated 

immediately. 
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XII. COMMUNITY WORKERS 

106. Community Workers are full-time, part-time, temporary, and seasonal workers, 

both refugee and Turkish citizen, who will recevie a wage subsidy financed by the Project 

and/or participate in the OJT program financed by the Project under the Component 1, and 

who are engaged by the employers who are formally registered.  Community workers will 

be engaged to work on-farm related works. Field workers and organizations such as Turkish 

Red Crescent (Kızılay), and local NGO’s may identify potential community workers. After 

profiling procedure potential community workers will attend soft skills and technical skills 

trainings. Profiling procedure will include age verification suppoted by the legal documents. 

This will prevent any potential child labor risks among community workers.   

107. The work needed on farms mainly consists of seasonal work, therefore, community 

workers will be employed as full-time only during the production season. In addition, the 

employment in greenhouses will be full-time. And this type of employment will be regulated 

in accordance to Labor Law (No. 4857). All community workers’ rights will be protected by 

an agriculture worker contract (see Annex2). 

108. Regardless of the size, and nature of the employer, the following terms and 

conditions wil apply to community workers:  

• The community workers will be provided written contracts including 

information about terms and conditions of their employment or OJT in accessible 

language (including Arabic for refugees). A community worker shall keep one copy 

of the signed contract. 

• In addition to written documentation, an oral explanation of conditions 

and terms of employment will be provided to workers who may have difficulties 

with understanding the documentation.  

• Community workers will receive a state monthly minimum wage at 

minimum. 
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• The wage subsidy program will also pay for workers’ compensation and 

health insurance for the duration of the employment or On the Job Training 

program.  

• Regular working hours will be 40 hours per week.  Overtime work will be 

subject additional overtime compensation and will be within the annual limit of 270 

hours. A community worker can work maximum 10 hours per day including 

overtime work.  

• Community workers will work five to 6 days per week depending on the 

nature of work.   

• Community workers will receive at least 24 consecutive hours of rest within 

7 days of work period  

• National occupational health and safety and labor law will apply to 

community workers, and will so stipulated in the contract. In instances where 

national law does not apply to workers employed in agricultural enterprises 

employing less than 50 employees, the provisions of this labor management 

procedure and ESS2 will apply.  

• The minimum working age will be 18 years. 

• Engagement of community workers will be based on the principles of non-

discrimination and equal opportunity. There will be no discrimination with respect 

to any aspects of the employment relationship, such as recruitment, compensation, 

working conditions and terms of employment, access to training, promotion or 

termination of employment. 

• Recruitment procedures will be transparent, public and non-discriminatory 

with respect to ethnicity, race, religion, sex, disability, political beliefs, and other 

grounds included in the Labor Code. 

• Clear job descriptions will be provided in advance of recruitment and will 

explain the skills required for each post. 

 

109. Community workers will have the access to the workers’ grievance mechanism 

which will be adapted for all project workers, as mentioned in Section 10 (Grievance 

Mechanisms). They can access grievance mechanism via phone, e-mail 
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(info_frit@tarimkredi.org.tr), and project website. Also, they can submit their grievances 

verbally to field workers and ACC Regional Unions. 

110. The PIU Team and field specialists will be responsible to follow the activities of 

community workers and they will be also responsible to monitor community workers and 

track the working hours spent. 
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XIII. PRIMARY SUPPLY WORKERS 

111. The ACC PIU will oversee the procurements of goods/equiplment under the 

Component 2. The primary suppliers shall be companies that agricultural equipment and 

machinery. These sectors are not known to involve significant risks of child labor and forced 

labor.   

112. In instances where local suppliers would be engaged, ACC PIU will carry out due 

diligence procedure to identify if there are significant risks that the suppliers are exploiting 

child or forced labor or exposing worker to serious safety issues.   

113. In instances where foreign suppliers would be procured, ACC PIU will inquire during 

the procurement process whether the supplier has been accused or sanctioned for any of 

these issues and their corporate requirements related to child labor, forced labor, and 

safety. If there are any risks related to child and forced labor, and safety identified, the ACC 

will use the World Bank’s SPD documents for equipment procurement, which covers 

remedies for non-compliances. 

 

 

 

 

 

 

 

 

 

 

 

 

Chapter 

13 



 

 

51 

ANNEX I 

 

EXISTING ACC GRIEVANCE MECHANISM 

 

ACC Call Center 

ACC Agricultural Credit Call Center (444 48 55) has been established; 

 to get feedback about the products and services offered to its partner farmers 

and other customers, 

 to inform about the products and services offered by the institution and 

subsidiary companies,  

 to register new partners, 

 to ensure comebacks by contacting inactive partners,  

 to implement special marketing activities,  

 to enhance corporate image, trust and partner satisfaction,  

 to form effective customer relationship management. 

Incoming calls on information request, demands and complaints made by the partners and 

other customers to the call center primarily are closed by customer representatives. The 

calls that the representative can not finalize are tracked through the "Customer Relations" 

modüle in the E-Koop system. The respondent unit / person sees the call in question via the 

module and provides a return to the customer representative to deliver the resolution that 

is offered for the subject of the call. In addition, external calls can be made by the call center 

on various subjects requested by the ACC Units and reported to the unit requesting the 

results.  

This existing grievance mechanism will be enhanced as presented in the Chapter 10.  
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ANNEX II 

 

THE SEASONAL AGRICULTURAL WORK CONTRACT 

(SAMPLE) 

The Seasonal Agricultural Work Contract has been concluded between the Employer and 

the Employee whose names and addresses are written with their own free will and with the 

conditions stated below. 

EMPLOYER’S 

Name Surname :  

ID Number  : 

Address  :  

    

WORKER’S 

Name Surname :  

ID Number :  

Address  :  

 

A. EMPLOYER OBLIGATIONS 

The management of the work and the workers is the responsibility of the Employer. The 

Employer and his/her representative shall apply the contract in all its provisions. The 

Employer evaluates and responds to complaints of workers regarding the implementation 

of the contract or other issues; corrects if the application has errors. 

1- WAGE 

Wage to be given to the worker by the Employer (based on Turkey Minimum Wage); 

a) Daily / weekly / monthly …… TL. 

b) Piece work basis ……………….. TL. 

c) Other……………………………….… TL. 

 

2- DAILY WORKING AND REST PERIODS 

 In accordance with the seasonal working conditions, the working hours, weekly start and 

end times and legal break periods are determined by the Employer by taking into account 
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the local working hours, local customs and traditions, provided that the working hours 

remain constant for 40 hours per week, and maximum 10 hours per day. These are 

announced to the workers by the Employer and timesheets are provided. 

Exceeding the 40-hour weekly working time determined by this agreement is overtime. 

Overtime periods are paid by increasing the amount of the daily wage per hour by 50%. 

3- OTHERS 

The Employer; 

• shall / shall not pay the workers in advance. 

• shall / shall not pay the workers for the days not working due to climatic 

conditions, disasters and similar reasons. 

• shall take the measures of occupational health and safety of workers and all 

kinds of measures against occupational accidents and diseases. 

• shall keep a record of the employee's payroll and the salary paid to the 

employee. 

• shall employ each worker formally and render social security premium 

payments 

• shall keep a record of timesheets for working days of the employee 

• shall comply with this contract and all applicable laws, regulations and other 

requirements, including requirements to protect the health, safety and well-

being of all employees any other person 

• shall maintain a safe working environment 

• shall not employ persons below the age of 18 years 

• shall treat all workers equally and fairly. Men and women will receive equal 

wages for equal work.  

 

B. OBLIGATIONS OF WORKERS: 

1. The person shall work as agricultural worker with experience and professional 

knowledge in accordance with the mission and vision determined by the 

Employer. The worker accepted this. 
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2. The working places to be indicated by the employer or his representative are 

the working place in accordance with the employer's decision within the 

boundaries of the employer’s agricultural land. 

3. Workers will start working on…. /…. / ………. 

4. Workers shall show due diligence and participate in OHS trainings in order to 

prevent damage to land, crops, agricultural vehicles and equipment. 

5. Workers shall not quit the job and work in another workplace without valid 

excuse as long as the subject of this contract continues by the employer. 

6. Workers shall comply with this contract and all applicable laws, regulations and 

other requirements, including requirements to protect the health, safety and 

well being of other Contractor’s Personnel and any other person 

7. The provisions of the Labor Law shall apply to other matters not included in the 

contract (working hours, leaves etc.) 

 

This contract is arranged in three / four copies and if one of the parties does not fulfill one 

of its obligations the ……………………… courts / enforcement offices are authorized. 

  

 

  

 

EMPLOYER’S: 

Name Surname:  

Date: 

Signature: 

 

 

WORKER’S: 

Name Surname:  

Date:  

Signature: 
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