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ABSTRACT
The aim of this paper is to find out that if it is postible ,o create an employee panicipation system by

establishing the 
-Eiropean 

Works Cowrcils (EWC|) in a hundred multinational companies oPerating in

Turkey. li this reseirch i5 multinationals are selected from the European Trade Union Institute lor
Reseirch Education and. Health and Safety (ETUI-REHS) 2006 EWC Database which contains the name of
445 muhinatiornls including 5 Turkish muhinational companies and 181 of them that already have had an

EIUC in the central managinent operating in Turkey. This study, also, aims to discover if the companies'

central EWC established in the E0 countries has ony member Jrom Turkey which is representing Turkish

employees. As Turkey started negotiations, in lune 20M after the decision of Council on 3 October, 2045 fur
fuli menberchip- T|e employee participation system is among the most imponant Jeaares of the EU
'Cr^pony Law'and SociaiPoitc-y regut"ttons and Turkey has to adopt the EU regulations to achieve full
menberihip during the present accession period The paper, also, aims to evaluate the kzy policy issues

related to imkeholder approach and its some efrects on Turkish and other multinotional companies operating

in Turky. Today, Turkey is not a member of the Etl and the European Economic Area but, stcJed in the

Custom'unian iince 1. iune.1996. Therefore the regulations do not direet$ apply to Tu*ey before the full
membership. Ae some Turkish companies gained a communiry-scale undenaking Position duing the Custom

Union ai yalling into scope of ihe EU legal provisiotu. The regulations can be important for Turk*h

undenakings in two sircumstances belore the full membership; a multinatiorul based in the EU and having a

subsidiary- in Turkey and a Turkiih muhinatioral having subsidiaies within the EIJ which fulfil the

tesholds.

Key lYords.. The EtJ Employee Participation system, European Works councils; Employee ParticiPation in

Mukinational Companies Operating in Turkey.

INTRODUCTION

According to datas of the united Natioos conference on Trade and Development (UNCTAD) there- were an

estimated17,o0o transnational firms with some ?70,000 foreign afitliates engaged i'l internatioual business,

mean that multinational companies (MNCs) are increasingly oPerating in multiple countries in 2005

(Collings,2007;l).
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Besides globalization and Europeanization, and the benefits that are expected from free movemenE of facrors
of production wittrin the European Union (EU), therc are many developments that may affect workers
negatively in this process. In order to lessen or elirninate these negative effects, the integra(on of the workers
to the management who work in the companies has been taken place. As it is stressed tr the article I-48 ol the
EU Constitution proposa.l, dated 18 June 2@4, despite being accepted by some EU member states bv
referendum, but, some of them rejected it lile France and Netherlands. As it is stated in the afiicle tr-87 oi
the EU constitutio[ proposal, workers'right to information and consultation is put into a fundamenhl right(Kuee,2N7;121). 

,/
The EU Law curently requkes MNCs to inform and consult workers about certain corporate actions, such as
mass layoffs. By 2008 more companies including 50 or more employees in the EU must inform and consult
employees about employee related actions (Dessler,2005;658).

In order to ensure representation of employees' interests in MNCs, The European Council Direcdve No
94l45lEC of 22 September 1994, "on the establishment of a EWCs or a procedure in Community-scale
undenakings and Community-scale groups of undenakings for ,he purposes of informing and consultilg
employees" adopted. The Directive requires MNCs to build a channel between their decision making centre
and employees' representatives from other locations which are affected by the decisions taken. The purpos€
of a EWC is to bring together employee representatives from the different countries in which MNCs have
operations. The Council Regulation (EC) No 215712001 of 8 October 2001 on the Statute for a European
Company (Societas Europaea-SE) and Council Directive No 2001/86/EC of 8 October 2001 and the
European Cooperative Society (SCE) Drective (20[3[2/EC) also requires an establishrnent of participarion
system witi regard to the involvement of employees in the SE (Hekirnler,2OO4;307).

The EU social partners are sensitive on this subject because; considering labour is as not a commodity. So,
the EU Law protects workers: ordre communautalre socral (Bercusson,2006;27). The management board of
the SE may be divided to Anglo-saxon type; one-tier board and Continental European-type; two-tier boads
which executive and supervisory with involvement of employees to reduce conflicts and encourage
cooperation between management and employees. According to the f,rgures of the ETI}I-RXHS EWC
Database of 2006, allready 1,141 EWC agreemenrs recorded in the database, 909 EWCs has been created,
784 of which stil exist. 125 EWCs are not existing as a result of company mergen, de-mergers, takeovers and
bunJ<rupties and there are curently 1432 MNCs by the EU dircctive that do not yet established an EWC in
2,204 MNCs in the EU (Kerckhofs,2006;4).

The EU-Turkey negotiation process which was smned on 3 Qctober 2005 and ongoing economic inregration
process in custom union since I January 1996 increased concentrations on the both sides undenakings.
Cross-border mergers, takeoyers, joint ventures and consequently a transnationalisation of the undenakings
and groups of undenakings are increasing between companies operating in two or more EU Member States
and in Turkey. According to EU regulations the central management of MNCs must inform and consult the
employees tkough representatives of the employees about transnational issues that ue affected by their
decisions. Panicipation is a process tiat allows employees to exercise some actual influence over their work
and the conditions under which they work. Also, panicipation defined as the level of involvement in the
decision making process among managers and employees (Ozcure,Demitkaya ,2007;634)-

As MNCs making Turkish economy increasingly international and during this process its is expected by them
to bring new management systems to Turkish companies (Nichols and sulur, 2005;11). lncreasing levet of
free movement of goods and senices and production factors (although less labour and more capital required)
durhg the EU-Turkey integration process also, transforrns the balance of economic power berween
shareholders and staleholders. Thus, it can reduce power imbalance, psychologically it satisfies some basic
human skills, and for managerial reasons because it contributes to organizational effectiveness. But, making
it work is difhcult. Because it runs against the natural human instinct not to shfie power.

THE EU.TURKEY RELATIONS AND
EMPLOYEE PARTICIPATION IN MANAGEMENT

The time of enlargement of the EU to Turkey is unklown, but, it represents one of the most important
landmarks and the greatest challenge in the almost 50 year history of rurkey. Turkey was officially
recognised as a candidate for full membership of the EU at Helsinki European Council, December l0-11,
1999 and a pre-accession strategy has begun for Turkey. This included the creation of accession partnership
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documents, progrcss rcports and participation in the European Community hogrammes. In 2001, the

govemment adopted i$ first National Programme outlining the measures to be undenaken for the adoption of
Accession Partnership documents and the acquis communoutaire. The National Programme of 2001 was

revised in 2003 and is under revision again in 2007. Turkey started negotiations, in June 2006 after the

decision of Council on 3 October, 2005 for the full membership. The latest Turkish National Programme

underlines that focus should be placed on social dialogue. The EU Commission stated also,'As regards

social dialogue, no progress can be reponed on the pending dral't laws aimed at bringing lhe culently
applicable Trad.e Union and Collective Bargaining, Strike and Lockout l,aws in line with ILO and EU
standards'. The Council Decision of 23 January 2006 on the accession pannership with Turkey states that

some of the country's short-term priorities are to "establish conditions for an effective social dialogue by

abolishing restrictive provisions on trade union activities' and to suppon social partners' capacity buildtng

elforts to increase their role in employment and soiial policy" (Oke,Guray,2007:l ).

Social dialogue is defined by the International Labour Organization (lLO) as; "all types of negotiations,

consuhation or simply exchange of information befigeen or among representatives of govemments,

employers and wqrktrs, on issues of common interest relalin9 lo economic and social policy. It thus covers a

wide range of,bipartite and tripanik information, consuhation and negotiation arrangements. Collective
bargaining is one of the specific forms of social dialogue. Mainly two factors d,etermine social dialogue

capaciry at company level, norably ,he size of companies and the legal environment".

The EU Employee Participation System in Management Decision Making

The European corporate govemance model is consentrated on 'shkeholder value' and includes the protection

of employees. Gratest challenges of Europeanisation and globalisation process forced some MNCS' central

managements to adopt theirselves ongoing wide scale of the new EU company operating mechanisms and

economic modelling.

The EU Member States have different systems of employee participation. Such asi Nordic, Anglo-Saxon,

Germanic and "pluralist" systems. The systems influenced by a range of param€ters such as; raditions,
specific cultural features, different strategies and the relatiye strength of unions, employers and national

policies in each country, produced a unique model of workers' representation. In some countries, Protec(ing
workers' interests lies exclusively within the remit of the unions, whilst in ottlers there is a body elected by

all workers or a mixed committee made up of representatives of the company management and the

employees. Mixed committees chaired by the company management have to be set up in France,

Luxembourg and Belgium, the 'Betriebsrate' in Germany, and their equivalents in Austria and the

Netherlands, represents only the workers, who therefore also hold the chair. In a number of countries such as

Italy, the arrangements agreed between both sides of industry haye a greater imponance. The approach by

workers' representatiyes towards conflicts in all countries there is a trcnd towards less conflict (SDA and

ETUCO,2004;2-3).

Today, the competitiveness of companies shouldn't be evaluated on the basis of the proirt they are making

for their shareholden. This is a tradirional way. Employees have the right to be represented at company

management in the EU. It is not only the social policy requirements it is also a part of good corporate

govemance (KIuge,2005; 163- 164).

The EWC Directive had created EWCS since 1996 and The European Company Statute Regulation and

Direcrive in 2001 had crcated the European Company-Societas Europea (SE) which allows the involvement

of the employees in decision making process since had come into force 8 October 2004 in the EU. This

lagislative framework forms the basis for the European Social model which is unique as a management

system in the World (Vitols,2003;l),

" The aim of the Directive was to promote voluntary agreements on the constitution and operation of EWCs

and also the Directives requires MNCs to build a channel between their decision making centre and

employees' representatives from other locations which are affected by the decisions taken. The management

UoirO tf *re Sb may be divided to Anglo-saxon type; one-tier board and Continental EuroFean-type: two-tier

boads which executive and supervisory with involvement of employees to reduce conflicts and encourage

cooperation between management and employees. There are worker representatives on company boards of

directors in many EU countries (European Foundation for The Improvement of Living and working

Conditions,2006a; l-2).
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With regard to the scale of the workers' representatiyes' potential influence on company decision-making,

therc is a considerable spread of situations, varying not only from system to system but also from case to

case. Basically, the following distinctions may be drawn: information, consultation and panicipation. But,

most EWC agreements limit the EWC'S scope to dealing with transnational matters. Most of these

agreements aim to limit the negative employment consequences of the restructuring, most frcquently through
redeployment within the group and/or to its business partners (as at Unilever) or other extemal parties, or
through measures such as retraining or using pan-time work. Some even include compulsory redundancies.

Avoiding plant closures is a stated aim of several of the EWC agreements. When employees are transferred

intemally or extemally, agreements such as Unilever provide very concrete guarantees on their future pay

and conditions. Wtere jobs are to be lost, the texts generally favour measures such as voluntary depanures

and early retirement plus natural wastage (Carley and Hall,2006;9- 10-55).

For example, The tafarge EWC agreement defines the mission of the EWC: "to foster the exchange of ileas
and dialogue befiqeen the manoqement and employee represen arives on all economic, financial and social
issues which, due to their imponance and their global nature, are likzly to concem rhe Group companies
located in Europe. The EWC is informed of rhe cconomic, financial position and outlook for the group, tlrc
development of markets, major investments, any significant changes in its scope of cortsolidation,
developmenls in employment and its corporate social policies (employnen , lraining, workiny conditions). It
is also informed of the group's involvement in major European projects. Discussions which take place at
EWC meetings ma! also contibute to the deJinition of common approaches in the fieM of employment,
training and working conditions" (European Foundation for The lmprovement of Living and Working
Conditions,2005i2).

Employee Participation System in Turkey

In the absence of a bipanite employee participation system or broad-based statutory participation system irr

Turkey, collective bargaining seems to have served as a only platform for a limited panicipation of
employees. Non-existence of employee participation in most private enterprises is likely to hinder the proper
implementation of the EU Directives at enterprise level. A useful development for employee participation in
Turkey would be the extension of rights scope to alloving works council system covering wider issues such

as training, productivity, quality, job enrichment, and work organisation (Dereli,2003;15-16).

Today, there is a limited single-tier or unitary board employee participation system in Turkey. When the last
Turkish Labour l,aw was proposed there were some rcgulations requiring employee representation for
information and consultation purposes as means of the EU regulations. But, when the Labour Law was

finally adopted, it didn't contain these type of regulations, because, goverment representatives, trade union
and employen' associations arc jointly rejected the proposal related with to employee participation through
works councils which to be operating besides the trade unions in 2003.

Some legal change and adoptation of EU legislation has been needed in the middle run in Turkey. This is a

necessity with the ILO and EU dimension for Turkish industrial relation system. But, arrangements which are
parallel to EU law have not been accepted and Turkey has to comply with the EU regulations to achieve full
membership of the EU during the present accession period (Ozrnre,2005;?33-234).

Alhough, the EU regulations can be imponant for Turkish undenakings in two circumstances before the full
membership; hrstly, a multinational based in the EU and having a subsidiary in Turkey and the employee
participation regulations will be effecting the Turkish companies during the EU-Turkey integration process.

Secondly, a Turkish multinational company which is operating in two or more EU member countries and

. having btaly 1000 employees and at least 150 employees each (Mozet,1996:166).

Workers participate through the union representatives, such as elected or nominated by unions. If elections
are provided for in the statutes, all employees, members of a trade union, which has signed a collecdve
bargaining, have a right to vote. Otherwise, there are nominations. Therefore industrial relation actors are not
familiar with social dialogue. There is only one reason to be optimistic in the near future that the EU
membership process will be supponing social partners to develop social dialogue anangements in Turkey. It
is the responsibiliry of the Ministry of Labour and Social Security (MoLSS) to develop the employee
participation system which is similiar to the EU.

Legal foundations are Law Nr 2821 on uade union organisations and Law Nr 2822 on collective agreements.

Set-up criteria in companies with a minimun of 5 workers, where a collective agreement has been concluded
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with tmde unions, the trade unions may nominate delegates. Public service employees are covered by a

differEnt system. Inter-establishment and/or group structure Composition in comPanies with: 5 to 50

employeesi I delegate maximum;51 ' 100: 2 delegates maximum; l0l - 500: 3 delegates maximum;-501-

t0tio: + det"gat"r 
-maximum; 

1001-2000: 6 delegaies maximum; over 2000: 8 delegates maximum (Celik'

2007;a09).
Protection rights of the employee rcPrcsentatives are legally accepted in Turkish Labour Law. Company-

level collecti--ve agreemend concluded by the trade unions exclusively cover wage issues and working

conditions. Employee participation is insufficient both in legislation and in practice in the industrial relations

system in Turkiy. At sictorai level also, there is no provision by Iabour law. Bipanite employee participation

ry.t", in p.irutl sector is inexistent. Representatives are directly elected or nominated by the trade unions.

tn case oi cus, plant closures, restructuring and redundansies consultation rights are not exepted but'

employee repres€ntatives are informed in Turkey (SDA and U*aO'29O4;13).

The key tools for social dialogue at company level in Turkey are information and consultation procedures in

collective redundancy, and procedures for informing employees about employment and working conditions.

Dispute settlement mechaniims, such as mediation and arbitradon also appear to play a mle in the collective

bargaining process. Works council do not organised in companies (Oke'Guray,2007;6).

Also, EWCs will be necessary in multinational companies if Turkey joins with the EU. Turkey is

increasingly harmonising its tegislation in preparation for EU accession. Part ofthis harmonisation entails the

adoptionli the acquis iommunautaire, the legislation that all EU members must share as members of a

soctl, political and economic union. lmportant pans of the ac4uis cover employee panicipation Process itself

"""n 
*h"n being voluntary for companies must go beyond the acquis communaulaire and other existing

national legislation in the EU (Michael,Riedmann,Dinler;2006).

According to the Labour taw, Article 60, some committees do exist at comPany level, in which employee

participation takes place. Employees panicipate and also involve in various joint boards and commitees of

inte.prises thruogh several legislated iurangements in Turkey. Such as panicipation of employees'

representatiyes in the annual vocation committee (in companies that have at least 100 employees), the

occupational health and safety committee (in companies that have at least 50 employees and have been

operating for more than six months), disciplinary boards...etc. Workers' representatives sit on the highJevel

tripanite boards and general assemblies upon the request of the Ministry of Labour. Workers'

representatives sit on the high-level tripanite boards and general assemblies upon the request of the Ministry

of Labour, for instance, minimum wage board, the Supreme Arbitration Board and General Assembly of the

Social Insurance Organisation. The Labour Council is also composed of representatives of the ministrie

concemed, universities as well as employees' and employers' organizations (Qelik'2007;41l ).

The German type employee panicipation system progressed which it requires special attention due to its
intensiveness and co-determination rights which was also, intensive at the Turkish state economic-enterprises
(SEEs) in the past (Eren,2005;47). Employee participation established by Act No 440 dated March 1964,

which was a limited form of workers participation in the management boards of SEEs in Turkey. Their

establishmenls started the discussions extending the outcome to priyate sector. Govemment attemPted to

enlarge the scope of panicipation and prepered several draft bills, but a several reason proposals did not

accepted in 1978. There is only a single example of it in the history of industrial relations i.e. the 'Social

Agreement' that was made in July 1978 between the govemment and the largest trade union confederation

Ttirk-i9 to create an employee panicipation system. The padiement abolished the panicipation righB in the

Turkish SEEs after the military rule of l2 September 1980 in 1984 (Dereli' 2006:,379)

According ro the darabase of the ETUI-REHS 2006, totally 445 of all MNCs covered by the EWC directive

have operations in Turkey. Moreover, among the approximate total of 169 MNCs have existing EWCs,

nearly 38 % of the MNCs had operations in Turkey.

DESCRIPTION OF TIIE SURVEY SAMPLE AND METHODOLOGY

The staning point of the sample selection was the ETUI-REHS 2006 EWCs database which includes 445

multinationil-companies and ielection criteria was MNCs which have subsidiaries in Turkey. This database

includes largest intemationalized companies of the world including 5 Turkish companies. We selected the

MNCs amoig the companies operating in lstanbul, Kocaeli, Bursa and izmir provinces which are the most

industrial citis of Turiey. An effort was made through searching the MNCS' telephone numbers and web

sites, and later we made telephone calls to MNCs' HR department managers, interviews and e-mailings. We
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concluded the rcsearch by contacting 5 Turkish companies and 30 MNCs by telephone to learn contacting e-
mail address of the HR managers and then we sent a questionnaire by e-mail to them. In all, 35 valid
responses were received. Five Turkish companies' HR managers could not send back a completed
questionnaire due to none presence of the EWC.

At statistical reseach, if the unit number is at least N=30, then the population mean is acceptable and
considered to be normal (Serper, 2000;36). First of all, we asked companies' HR managers if their company
has any employee representatiye anending the central EWC meetings or employee representatives from
Turkey as an EU-candidate country are attended to be included at the EWC established at the head quaners
of the company. If the answer was yes, then a questionnaire had been sent to them to discover the details as

the country of origin, sector, consultation and information subjects which the EWC deals and name of the
EWC and establisment year and an analysis of the actual functioning of EWC structures in Turkey. The
survey has been concluded between the period of February 2007 and March 2008.

EWC Survey Results and Case Studies Related to The Multinational
Coppanies Operating in Turkey

There are already total 445 MNCs which are falling the scope of EWC regulations operating in Turkey. The
EWCs and other employee participation procedures will be issued if the MNCs deside to choose a system of
participation of Turkish employees and accept their representatives from their subsidiaries located in Turkey
lOzci.ire,Dernirkaya,z00l i633 -643 ).

The suney sample selected as 35 MNCs from the ETUI-REHS 2006 EWC database, which contains the
name of these MNCs which the country of origins are; one of them from Sweden, two of them from Italy,
three ofthem from the Netherlands, Japan, the UK, the USA and Switzerland, four ofthem from France, five
of them from Turkey and eight of them from Germany. The MNCs are selected which varies employing at
least thousands of employees to hundred thousands of employees within t}Ie AEA, for example, Siemens
employs 330.510 employees within the EEA.

The survey results which has been summarised at belove Table I shows us that 10 MNCs are already have a

Turkish reprcsentative at the EWCS as an observer or a guest sit. But, the panicipation rights of the Turkish
represenhtives are not equal to the representatives of the AEA countries which the employees are
represented as full member in the EWCs. The name of EWCs having Turkish reprcsentatives at the survey
are such as; Areva EWC, Bosch Siemens Hausgerate European Comminee, Bayer European Forum, Cognis
EWC, Dow Euopean Employee Forum, Festo EWC, Honda European Communication and Consultation
Group, Merloni EWC, Metro Euro Forum and United Biscuits European Consultative Council. The other
EWCs are still do not have any Turkish representative from Turkey.

According to ETUI-REHS 2006 EWC Database, Turkish companies which are having subsidiaries within the
AEA and fulfilling the tkesholds to issue an EWC are such as; Argelik A.$., Koq Holding, Dotan Holding,
Maser Holding and $ahinler Holding. They are falling in the scope of EWC Directive and must set up an
EWC or other procedure upon request of 100 employees or management initiative in the EU or in Turkey to
come frrst owner of the Turkish EWC. If a Turkish undertaking employs at least 1000 employees and least
150 employees within the two Member States of the EU, the rcgulations are applicable for this part of the
group. These companies are also can form a SE in the future after deciding the employee participation
srucure. We have made interviews by face to face with the Turkish company, Argelik HR manager and
others by telephone and sent the questionnaire by email.

Belove Table I shows us that none of the these Turkish companies are established an EWC yet in Turkey. As
our survey results clearly shows us that foreign MNCs are increasingly accepting members from their
Turkish subsidiaries at the EWC meetings. This means that the integration of the representatives from Turkey
is going to be a highly releyant issue for most EWCs. Already l0 MNCs have employee and management

side representatives in the EWCs among examined 30 MNCs. We can estimate to seeing an increased

number of EWCS accepting representatives from Turkey in the future. Although diversity of cultures,

languages and different concepts of panicipation will characterise their consept.

This study has found that some of HR managers of the MNCs feel that EWCS are little or no value added for
their company. In contrast, a second group of HR managers feel that EWCS have positive effects on
communication with employees, on employee acceptance of management decisions and on the quality of
decisions which management makes. Finally, this survey discussed also, for a possible time table to establish
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an EWC in Turkey which is foreseen by the HR managers of the MNCs and we found out that some of HR

managers are stated that it would be oniy possible afteithe full membership of Turkey. As Renault and other

EU based MNCs also stated by the sarne way.

Table l:The List of MNCs which bas Susidiary/ies in Turkey Selected from the ETUI'REHS Database
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Motor Co.

Source: The ETUI-REHS Database 2006.

As the questionnaire received from the Areva, we are able to see clearly the view of the HR managers which,

The Areva EWC was established in 2003 and has representatives from Turkey, representing both Turkish

employees and Turkish subsidiary company Areva TD Enerji Endiistrisi A.$. management and an employee

,"p."r"nt tire of blue collar worle, uno gR manager uttendt to the Areva EWC meetings' The main topics

ai."urr"A at recent EWC meetings are such ur; 
""quititions 

and mergers, allocation of work between plants,

changes in company organizatiori, company's 
""onottic 

and financial position, employee benefits' health and

safety, investment progiuntr, language iraining, location of new plant, plant cutbacks or closures, training and
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retraining and vacadons. Areva HR department has described EWCs as a useful toor for company
management and- it.is-a necessary legal obligation in the EU and AEA Countries and EU candidate countries
also must be lncluded. The HR manager feel that EwCs have somewhat posirive effects on communicaLion
with employecs, but, little or no effect on employee acceptance of management decisions and on the quality
of decisions management makes and no imponani effect on thr ipl"r"ntuiion or n",u uurin"., ,trut"gi"i.

The unilever EWC is estabtished.in 1996, today comprises 36 representatives deregated by emproyees from20 countries. As a platform of information and consultation ,,uitl, *r" errop"ui unlJu"i iurrllule,,"nt
includes members fmm the EU and AEA. Therefore this EWCs have not any member from Turkey, yJt. That
would only come into focus as soo. 

^n^ 
gs_TuJ\9y enters the EU (European Foundation ror ttre Irnpr6ulment orL,.rhq i9 Working Conditions,2006;5). LikL Renault, Telia Sonera, Toyota, Siemens, Roche, pire1i and

other MNCs operating in Turkey replied by the same way (Jagodzinski al a7.;2006).

The Metro Euro Forum established in 1999 according to appricable German Law has a Turkish EWC
member, representing Turkish employees of Metro Storei and bash and Carry Retail ttla.t 

"ts 
lrom irrLey.

Employee represenratives me€t once every year (ETUI_REHS EWC Darabase,i007).

The Bayer European Forum was set up in 1991, based on a written agreement bet\^.:9n the company works
council and Bayer AG's central management. The agreement coveredihe t.g" 4"y". p.odu"tion'"oi,puni".
in Belgiurn England, France, Itary, and Spain, as welr as Bayer AG, the p-arent company ar thar ti;e. in
october 1994, the original agreement was replaced by un ug.i"rn"nt between the group *orts 

"oun"ii 
una

the central management of the Bayer Group.

Today' the Bosch Group has about 300 subsidiary companies wirh a global workforce of roughly 260,000.
The Bosch EWC was established in 1998 and has been amended- by two protocor not"i ,in." it.n.
Agreement includes members from Switzerland and Turkey as non-EU countri". *ith gu"rt rtutrs. The daily
business of the Bosch EWC is run by an Executive Committee composed of three riembers (he German
chairperson of 

-the 
EWC plus two members erected by Ewc deregates) (European Foundaiion for the

Improvement of Living and Working Conditions,200g).

The Merloni G_roup's EWC performs a mainly informative function. In the case of the restructuring in
Portugal, the EWC members received the information on the company reorganisation one year before the
concrete implementation of the company strategy. The commitmeni 

"*p."ssJ 
by the company in regard to

resolving the problem of any emPloyment cuts. The management considercd it io Ue wortiwtrite exrlending
the chance to join the EWC to Poland, Turkey and Russia.

CONCLUSION

The Europeanization and globalization of markets created important challenges of MNCs operating under the
conditions of the custom union between the EU and Turkey. Turkish companies are increasingly iolving on
a European scale, weaving increasingly complex business and financial relationships wiil one another,
restructuring their activities and rclocating many acrivities to regions with 'cheap' labour advanrage.
Nowadays, also, a few hundred giant multinational companies becoming to control major shares of Turkish
companies ard infulencing and benefiting from it. The negative effects of these company operations will be
reduced through the establishment of EWCs and employee parricipation system. Tuikey aims to become a
full member of the EU. All the preparetions for this aim related to Turkish economy muir be focused on the
current e{onomic model and impliations for a smooth integntion. The questions which are related to
company operating mechanisms are gaining signihcance. The EU corporate govemance model also,
considered as to an opportunity linked closely to economic growth of Turkey. Employee pa.rticiparion will
enhance also Turkish companies and subsidiaries of the MNCs' stability and competitiveness operating in
Turkey.

There is single-tier or unitary board employee participation system in Turkey and union monopoly is occured
at workplaces and undertakings which is not equal to EU two-tier employee panicipation system. Employees
pafiicipate in various joint boards and coflunitees of enterprises thruogh several legislated arrangements in
Turkey. Participation of employees' representatiyes in the annual vocation committee, the occupational
health and safety cornmitte occurs but, these rights arc not progressed and not equal to EU regulations. For
increasing the panicipation rights and a smooth adoptation of the EU informarion and consulration rights, ir
must be guarartied by the Turkish Constitution, then Turkish Labour L,aw No 4857 dated l0 June 2003 must
be amended for the establishments which are employing at least 20 workers and unde(akings which are
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employing at least 50 workers to setup works councils. This bodies also may be composed by the employer

r"p."."ntiti""r us ,nell as the employee rePresentatives of MNCs and Turkish companies'

APPENDIX
CONFIDENTIAL

QTIESTIONNAIRE
Employee Participation in Turkey and European Union:

European Works Councils (BWC) and
Human Resource Management in Multinational Enterprises

The survey prepered for the 4th. International Strategic ManaSement conference, June 19'21'2008,

Sarajevo, Bosn-ia and Herzegovina. Your response will be treated- completely confidentially. P]ease retum

filled--out questionnaire by tfupril 2fi)8 to: Asst.Prof.Dr. Gilrol OZCURE, by e-mail:gurolo@omu.edu.tr

or e-mail to:hdk5828@gmail.com or by mail to: Ordu University, Unye Faculty of Economics and.Business

Adminisuation, Golevi-Mevkii, Devleisahil Yolu Uzeri,52300 unye, oRDU, TURKEY.oT by mail to Asst.

prof. Dr. Harun DEMIRI(AYA, Kocaeli Univenity, Gebze Vocational School, Gebze, IiOCAELI, TURKEY

Contacting Tel: +gO 452 323 82 55 Fax: +90 452 323 82 56 or mobile phone:0532 683 95 l6'

1. Name of company

2. Centrat Managements' Name of European Works Council (EWC)

-and 
Foundation year of your Central Managements' European

3. Are employee representatives from Turkey as an EU-candidate couptry included at the EWC?

E .. Yes
E..No

4. If the answer is yes, management and employee attendees at recent meetings Qtlease check all tlrul

are applbable):
C .. Personnel/llR director
! .. cEo
0 .. Division head(s)

tr .. Employee RePresentative

D .. Other (please specify)

5. If the answer is yes, main topics discussed at recent EWC meetings (please check all applicable):

tr .. Acquisitions and mergers

E .. Allocation of wbrk between plants

E .. Changes in company organization

! .. Cornpany's economic / financial position

E ,. EmploYee benefits
C ,. Employee mobility between countries

o .. Health and safety
D .. Investment programs

O .. Language training
C ,. l,ocation of new.Plant
0 .. Manufacturing or work methods

! .. Plant cutbacks or closures

! .. Training and retr-aining

E .. Vacations
tr .. Wages

E .. Working time

6, If the answer is yes, which best describes your view of the EW-C?:-'- 
o - iii, " 

n."".sary legal obligation in thi EU Memeber and AEA Countries and EU candidate

countries also must be included.

D .. It is a responsible partner for co-managing the company

tr ..Other (Please sPecify):
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7. If the arswer is yes, please rate the impact of your EWC on:
a) Communication with employees

improves
significantly

E

improves improves
significantly somewhat

DD

improves no significant
somewhat impact

!!

worsens
somewhat

D

worsens
significantly

D

b) Acceptance of management decisions by employees

.improves improves no signiflrcant impact worsens somewhit worsens significantly
significantly somewhat

EDDOD

d) Speed of decision making in the company
increases increases no significant impact decreases somewhat decreases significantly

significantly somewhat

!!DDtr
e) Implementation of new business strategies

improves improves no significant impact worsens somewhat
significantly somewhat

otDo

c) Quality of management decision-making
no significant impact worsens somewhat worsens significantly

worsens significantly

D

Thank you for the time you have taken to fill out this questionnaire.
Would you like to receive a copy of the study? D ! .. yes O D .. No
Would you be willing to share your experiences with and thoughts on EWCs with us in a face-to-face
interview? !E .. Yes trn .. No
If either of the last two answers was "yes", please attach a business card or provide the following contact
information: Name

Address
Tel. Nr.
Email
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