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conditions, daily or weekly work hours, remuneration and, if 
any, remuneration annexes, terms of payment, whether or not the 
employment is for a definitive term, the term of the contract and 
provisions that parties are required to act in accordance with in the 
event of termination of contract. 

1.4 Are any terms implied into contracts of employment?

If a term that is already regulated by the Labor Law is not explicitly 
regulated in a contract of employment, provisions of the Labor Law 
will be applicable.

1.5 Are any minimum employment terms and conditions 
set down by law that employers have to observe?

There are numerous provisions under the Labor Law and secondary 
legislation that regulates employment and work life.  Some 
compulsory rules set out under the Labor Law cannot be amended in 
a contract to the disadvantage of the employee.  If such amendments 
are made, they shall be deemed legally invalid. 
Including, but not limited to, terms relating to daily and weekly 
working hours, holidays, overtime, paid leave, leave of absence, 
termination of employment, maternity leave and occupational health 
and safety cannot be determined as more disadvantageous for the 
employee compared to those provisions provided by the Labor Law. 

1.6 To what extent are terms and conditions of 
employment agreed through collective bargaining? 
Does bargaining usually take place at company or 
industry level?

Employee health and security, leave entitlement, remuneration, 
benefits and disciplinary applications are among the terms and 
conditions that can be agreed through collective bargaining. In 
principle, collective bargaining takes place at company level; 
however industry level bargaining is also possible with group 
collective agreements. 

2 Employee Representation and Industrial 
Relations

2.1 What are the rules relating to trade union recognition?

At least seven workers employed in the same line of work are 
required for the formation of a trade union. Unions can be formed 

1 Terms and Conditions of Employment

1.1 What are the main sources of employment law?

The main sources of employment law are the Constitution, the 
Labor Law, the Maritime Labor Law, the Law on the Regulation 
of Relationships Between Press Members and Employers, the Law 
of Obligations, ILO agreements ratified by Turkey, the Law on 
Unions and Collective Bargaining, the Law on Social Securities and 
General Health Insurance, the Law on Unemployment Insurance, 
the Law on Worker Health and Safety, workplace and compliance 
regulations, ,and precedents of the Court of Appeals – which is a 
very dynamic field in Turkey.

1.2 What types of worker are protected by employment 
law? How are different types of worker distinguished?

There are several types of workers that are subject to different 
legislation. Generally, workers are subject to the provisions of the 
Labor Law, however article 4 entitled “Exceptions” provides a 
list of workers that shall be subject to different legislation. These 
are, namely: a) workers employed in maritime and air carriage; b) 
agricultural and forestry enterprises where 50 or fewer workers 
are employed; c) workers employed in agricultural construction 
businesses that fall within the threshold of family finance; d) 
workers employed in houses and handcrafts consisting of family 
members and blood relatives up to the 3rd degree; e) workers 
employed in house care services; f) apprentices; g) sportsmen; h) 
those in rehabilitation; and i) those subject to the Law on Craftsmen 
and Tradesmen Occupational Organizations. 
Additionally, those subject to other laws shall be governed according 
to the provisions of special laws.

1.3 Do contracts of employment have to be in writing? If 
not, do employees have to be provided with specific 
information in writing?

Employment contracts are not subject to any kind of form, meaning 
they do not have to be in writing. However, contracts that establish 
a temporary employment relationship, or those of a definite term of 
1 year or more, are required to be in writing.  
Except for terms of employment lasting less than a month, in the 
event of absence of a written contract, the employer is required to 
provide the employee, within two months of making the agreement, 
a written document stating the general and special working 
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2.6 How do the rights of trade unions and works councils 
interact?

If a work council is set up in the workplace, interaction is led via the 
union representative(s) in the workplace.

2.7 Are employees entitled to representation at board 
level?

As a rule, employees are not entitled to representation at board level, 
however they can be elected by the company to have a seat on the 
board. 

3 Discrimination

3.1 Are employees protected against discrimination? If 
so, on what grounds is discrimination prohibited?

All kinds of discrimination including language, race, ethnicity, 
disability, political opinion, gender, philosophical belief, religion 
or sect are prohibited in employer-employee relations.  Since the 
Labor Law states all kinds of discrimination, this is construed so 
as to include prohibition of discrimination with regards to sexual 
preference and pregnancy as well. 
In addition, the Law on Unions and Collective Bargaining prohibits 
discrimination between workers who are a member of a union 
and workers who are not, and cannot terminate contracts based on 
conducting union activities. 
Furthermore, Turkey has ratified the ILO Agreement no. 111 dated 
1958 on prohibition of discrimination, thus the protections set forth 
in this agreement shall apply.

3.2 What types of discrimination are unlawful and in what 
circumstances?

The principle of equal treatment to equals is applied.  In addition 
to the types of discrimination stated in question 3.1, employers are 
prohibited from treating full-time and part-time employees, and 
employees with determined terms and indefinite terms, differently. 
Application of special provisions for gender is a not a reason for 
lower remuneration. 

3.3 Are there any defences to a discrimination claim?

The burden of proof regarding discrimination is loaded on the 
employee claiming such discrimination. Article 20 of the Labor Law 
imposes an exception to this rule, where in the event no grounds are 
presented for termination of the employment contract, the employer 
is required to prove that such termination has just grounds.  If the 
employee in return claims that termination is based on a reason 
other than the one claimed by the employer, the burden of proof is 
transferred to the employee. 

3.4 How do employees enforce their discrimination 
rights? Can employers settle claims before or after 
they are initiated?

All sorts of conflicts related to employment are resolved before 
Labor Courts as a rule. It is possible to settle with the employees 
before or after such claims are filed. 

without any prior consent or authorisation from authorities in line 
with the principle of “union freedom”, as long as the union conforms 
to formation procedures. Unions shall be granted a legal personality 
by submitting the formation charter to the governor of the province 
where the union centre shall be located.

2.2 What rights do trade unions have?

Collective bargaining and strike actions are the rights most 
effectively used by unions. Other rights include filing lawsuits for 
disputes about employment relationships and social security rights 
by representing its members or their successors, or representing 
the same on lawsuits already filed, forming support and help 
funds in specific circumstances, placing union representatives in 
workplaces and becoming members of international employee/
worker organisations.

2.3 Are there any rules governing a trade union’s right to 
take industrial action?

Trade unions and employer unions are entitled to enter into “group 
collective bargaining” encompassing multiple workplaces in the 
same line of work. Group collective agreements govern terms of 
employment of multiple workplaces in the same line of work, and 
once a trade union and employer union enters into such negotiations 
and they cannot be concluded due to disputes between parties arising 
from negotiations, parties shall be entitled to force each other by means 
of lock-outs and industrial strikes. In such occasions of dispute, the 
Minister of Employment and Social Security can either oversee the 
dispute as a mediator or can appoint a mediator to solve the dispute. 
In order to be able to conduct collective bargaining, trade unions 
are required to apply to the Ministry of Employment and Social 
Security to establish that they are competent to conduct bargaining. 

2.4 Are employers required to set up works councils?  If 
so, what are the main rights and responsibilities of 
such bodies?  How are works council representatives 
chosen/appointed?

Setting up work councils is not mandatory.  However, if a collective 
agreement exists, a union representative should be elected and 
placed in the workplace.
Different numbers of union representatives are elected depending 
on the number of people employed in a workplace. If there is more 
than one representative, one of the same shall be appointed as head 
representative, and representatives shall be appointed as long as the 
union is authorised to conclude collective agreements.
Accordingly, union representatives have several obligations.  
These include listening to employee complaints, finding remedies 
and solutions, maintaining cooperation between employers and 
employees, maintaining harmony in the workplace and overseeing 
the rights of employees.  Employers cannot withhold representatives 
from exercising such rights and obligations.

2.5 In what circumstances will a works council have co-
determination rights, so that an employer is unable to 
proceed until it has obtained works council agreement 
to proposals?

No specific provision exists as to co-determination rights.  However, 
if agreed by collective agreement, such rights may be granted to the 
works council.
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forced to work more than 7.5 hours a day.  For periodic checks, paid 
leave shall be granted to women. 
In workplaces with 100-150 female workers, a feeding room must 
be constructed within 250 metres of the workplace. In workplaces 
with more than 150 female workers, a child care facility must be 
constructed outside the workplace; if the facility is more than 250 
metres away, the employer is obliged to provide transport to the 
facility.  Children up to the age of one may be fed in the feeding 
room and children up to 66 months may benefit from the child care 
facility.

4.4 Do fathers have the right to take paternity leave?

The Labor Law does not regulate paternity leave, in contrast to the 
Civil Servants Law, which grants a 10-day period of paid leave for 
male civil servants whose spouses have given birth.  The possibility 
of including the same provision in the Labor Law is still under 
discussion.  Currently, considering paternity leave as “casual leave” 
or “annual leave” is at the discretion of the employer.

4.5 Are there any other parental leave rights that 
employers have to observe?

There are no other parental leave rights as regulated by the related 
legislation.

4.6 Are employees entitled to work flexibly if they have 
responsibility for caring for dependents?

Please see question 4.3.

5 Business Sales

5.1 On a business sale (either a share sale or asset 
transfer) do employees automatically transfer to the 
buyer?

All employment contracts are automatically transferred to the buyer 
with all rights and obligations in the event of the partial or complete 
transfer of the workplace. 
However, if a partial transfer of workplace occurs, and a mere asset 
value is constituted by the transferred portion of the workplace or 
it is not technically possible for the buyer to continue the function 
of the transferred portion, this transaction will not be deemed a 
transfer of workplace and thus automatic transfer of employees will 
not occur. 
Similarly, bankruptcy or transfer of the workplace after liquidation 
shall not be deemed a transfer of workplace, and employees shall 
not be transferred automatically.

5.2 What employee rights transfer on a business 
sale? How does a business sale affect collective 
agreements?

Employees are entitled to impose their rights born from the 
employment contract on the buyer. Additionally, the seller and 
buyer are jointly liable for the debts arising prior to and on the date 
of transfer.  Liability of the seller is limited to 2 years as of the date 
of transfer on this occasion.
If a collective labour agreement exists in the current workplace(s) 
of the buyer in the same line of work, the collective agreement 

3.5 What remedies are available to employees in 
successful discrimination claims?

An employee is entitled to claim damages equivalent to up to 4 
months of his/her salary and rights deprived of. 
In addition, the employee will gain compensation of no less than 
one year’s salary if they have been the subject of discrimination 
based on their union activities and memberships, and in the event of 
termination of contracts based on the same, the employee can file a 
claim against the employer. 

3.6 Do “atypical” workers (such as those working part-
time, on a fixed-term contract or as a temporary 
agency worker) have any additional protection?

Other than those explained in question 3.2, there is no additional 
protection for atypical workers; the principle of equality and 
prohibition of discrimination applies the same.

4 Maternity and Family Leave Rights

4.1 How long does maternity leave last?

Maternity leave lasts for a total of 16 weeks, eight weeks prior to 
birth and 8 weeks following birth, meaning that female workers 
cannot be forced to work during these periods. 
In the event of multiple births an additional two weeks is added to 
the eight weeks prior to birth.  However with a physician’s consent, 
female workers can work until three weeks prior to birth.  In this 
case, the weeks worked are added to the maternity leave following 
birth. 
These periods can be increased with a physician’s report, depending 
on the health of the worker and the nature of employment. 
Six months of unpaid leave can be granted on request following the 
expiration of the legal periods stated above.  Maternity leave shall 
not be deducted from annual leave.

4.2 What rights, including rights to pay and benefits, does 
a woman have during maternity leave?

For periodic medical checks during pregnancy, paid leave must 
be granted.  No deductions can be made to a worker’s salary for 
maternity leave, and benefits shall continue to be granted.  Pregnancy 
is not a just ground for termination of contract; such termination 
shall be deemed discriminatory. Additionally, temporary disability 
payments shall be made during maternity leave according to the 
Law on Social Securities and General Health Insurance numbered 
5510.

4.3 What rights does a woman have upon her return to 
work from maternity leave?

A female worker is entitled to a total of 1.5 hours per day to feed her 
children if they are under one year old  These hours shall be deemed 
to be included in the working hours; at what times and how many 
times the children will be fed shall be determined by the worker. 
Additionally, for up to a year after birth, women cannot be forced 
to work at night.  This period can be extended if a health report is 
obtained. 
Pregnant women or women who have given birth recently cannot be 
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their fees corresponding to the notice period and immediately 
terminate their contracts. This provision protects the employers 
against the risk of an employee’s mitigation of dedication, interest 
and efficiency as of and during the termination notice.

6.3 What protection do employees have against 
dismissal? In what circumstances is an employee 
treated as being dismissed? Is consent from a third 
party required before an employer can dismiss?

Employment contracts of employees with job security can only 
be terminated on just or valid grounds. Otherwise, job security 
provisions (e.g. right to file a re-employment claim) shall be 
applicable. 
Employers are at risk of paying “bad faith compensation” if 
employees with no job security claim that the employer has abused 
the right to terminate an employment contract.  If an employment 
contract with a definite period is terminated prior to expiration on 
unjust grounds, an employee shall be entitled to claim fees for the 
remaining period and bad faith compensation.
Irrespective of whether an employee has job security or not, it is 
mandatory to conform to statutory notice periods, even in contracts 
with indefinite periods. The legal results of termination will come 
into effect at the end of the notice period. 
No third party consent is required for termination.  However, 
with individual or collective agreements, it can be agreed that just 
termination or termination with notice rights of the employer be 
performed exclusively with the decision of the disciplinary board.

6.4 Are there any categories of employees who enjoy 
special protection against dismissal?

Employees subject to job security provisions enjoy more 
comprehensive protection against termination.  For an employee to 
benefit from job security: i) the employee must be working with 
a contract of indefinite period; ii) 30 or more employees must be 
employed in the same line of work in the workplace or workplaces 
of the employer; and iii) the employee should have a seniority level 
of at least six months.

6.5 When will an employer be entitled to dismiss for: 
1) reasons related to the individual employee; or 2) 
business related reasons? Are employees entitled 
to compensation on dismissal and if so how is 
compensation calculated?

A valid or just reason must exist for termination of employment 
contracts of employees with job security.  Valid reasons can be 
associated with the employee’s conduct or competency.
Valid reasons are reasons not as severe as just reasons, and 
conformity to the notice period is required. Just grounds entitle 
the employer to immediately terminate the contract without paying 
compensation due to the severity of the violation.
Just grounds are applied to all employees whether or not under job 
security.  Just grounds are categorised as follows: i) health reasons; 
ii) unethical conduct and conduct not conforming to good will; 
iii) force majeure; and iv) exceeding termination notice period on 
absence, due to detainment of employee.
Valid reasons can also be related to the needs of the business.  
Termination is applicable if valid reasons exist associated with the 
business, work place or job requirements.  These are generally based 
on commercial decisions rendered against economic developments.  

shall continue to be applied; however provisions of the collective 
agreement in the transferred workplace shall continue to be applied 
as terms of individual employment agreements of transferred 
employees. 
If no such collective agreement exists in the buyer’s workplace, 
previous collective agreement terms of the transferred workplace 
shall apply for transferred employees. In any case, following the 
expiration of collective agreements, a new collective agreement 
shall be signed that encompasses the entire workplace of the buyer.

5.3 Are there any information and consultation rights on 
a business sale? How long does the process typically 
take and what are the sanctions for failing to inform 
and consult?

In principle, employees are not required to be informed or consulted 
prior to a business sale.  However the new Commercial Code entitles 
employees to object to a transfer of employment relationship in the 
event of mergers, spin-offs and changes of business type. 
If the employee objects, the employment contract shall expire at the 
end of the legal dismissal period. This provision is criticised for not 
entitling the employee to be informed prior to such sale.

5.4 Can employees be dismissed in connection with a 
business sale?

Neither the employee nor the employer can terminate the contract 
solely on the grounds of a business sale, save for the exception 
provided in question 5.3. 

5.5 Are employers free to change terms and conditions of 
employment in connection with a business sale?

Since employment contracts are transferred with all rights and 
obligations, employers are not entitled to such right.

6 Termination of Employment

6.1 Do employees have to be given notice of termination 
of their employment? How is the notice period 
determined?

Employment contracts with definitive periods shall automatically 
expire at the end of the agreed period.  For employment contracts 
with indefinite periods, legal notice periods shall be applied for 
termination.  These periods are calculated as of the date of notice 
and are set as follows:
a)  2 weeks for employees with less than 6 months of seniority;
b)  4 weeks for employees with 6 months to 1.5 years of seniority; 
c)  6 weeks for employees with 1.5 to 3 years of seniority; and
d)  8 weeks for employees with more than 3 years of seniority.
These periods can be increased in the contract in favour of the 
employee.

6.2 Can employers require employees to serve a period 
of “garden leave” during their notice period when the 
employee remains employed but does not have to 
attend for work?

Rights and obligations of the parties remain the same during the 
notice periods.  However, employers are entitled to pay the employers 
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manager and Turkish Employment Agency 30 days prior to 
dismissal. Termination notices in relation to collective dismissals 
need to be notified to the regional manager. Legal notice periods are 
added to this period.

6.10 How do employees enforce their rights in relation to 
mass dismissals and what are the consequences if an 
employer fails to comply with its obligations?

Provisions of collective dismissal cannot be exercised in a manner 
to prevent re-employment claims. Otherwise, employees are entitled 
to file re-employment claims. Additionally, the employer shall be 
subject to administrative monetary fines if required notifications are 
not made.

7 Protecting Business Interests Following 
Termination

7.1 What types of restrictive covenants are recognised?

Restrictive covenants are usually encountered in the form of non-
competition provisions, either as a separate agreement or embedded 
in the employment contract, which obliges an employee not to take 
part in any potentially competitive activities after termination of 
the employment contract.  Application of restrictive covenants is 
usually seen in white-collar employee contracts, and violation can 
result in enforcing penal clauses or claims for compensation. 

7.2 When are restrictive covenants enforceable and for 
what period?

Non-competition covenants are only applicable if the work of an 
employee allows access to information such as clients, production 
secrets or trade processes of a workplace and use of such information 
may impose substantial damage to the employer’s business.  Non-
competition covenants are required to be in writing. 
Additionally, non-competition covenants should be limited by 
including the place of application, period and type of work. Save for 
special occasions, non-competition can be applied for a maximum 
of two years following the termination of the employment contract.

7.3 Do employees have to be provided with financial 
compensation in return for covenants?

Providing financial benefits to employees for validity of restrictive 
covenants is not mandatory. However, if such benefit is indeed 
provided, and if the employee requesting restriction of the non-
competition clause files a lawsuit, the court shall consider any 
benefits provided.

7.4 How are restrictive covenants enforced?

In the event of violation of non-competition or similar restrictive 
covenants, the employer may demand compensation of losses 
incurred or enforce penal clauses, if any.  If the employee does 
not meet such demands, legal processes such as filing a lawsuit to 
enforce the covenant may be initiated.

If a lawsuit is filed claiming termination on invalid grounds, the 
validity of the reasons for termination is thoroughly examined by 
the courts.
Employees are entitled to different forms of compensation, namely: 
severance compensation, which will give the employee 30 times 
the daily remuneration for every year employed, if employed for 
longer than than 1 year; and notice compensation equivalent to 
remuneration during the notice period, if the notice period is not 
waived. Other employee receivables shall also be paid.

6.6 Are there any specific procedures that an employer 
has to follow in relation to individual dismissals?

Termination notice should be written and the grounds of termination 
should be clearly and explicitly provided for employees with job 
security.  If termination is based on an employee’s conduct, the 
employee’s defence should be obtained.  If termination is based 
on competence (performance) an objective performance appraisal 
should also be conducted.
Delivering a termination notice to employees with no job security is 
sufficient, as no requirement for a written notification or justification 
for the termination is required.
Employers are required to exercise their right to termination with 
regard to unethical conduct or violation of good will, within six 
business days as of learning the event, and within one year in all 
cases.  However, if the employee has made an economic gain, these 
periods do not apply. 

6.7 What claims can an employee bring if he or she is 
dismissed? What are the remedies for a successful 
claim?

Employees with job security are entitled to request re-employment, 
four months of remuneration for periods not employed and other 
rights in the event of invalid termination.  If the employee is not re-
employed within legal periods, an additional four to eight months of 
gross remuneration may be requested. 
Employees with no job security are entitled to request three times the 
remuneration payable during notice periods if the right to terminate 
employment is abused.  If notice periods are not conformed to, 
additional compensation based on this violation is paid.
Termination of employee contracts with indefinite periods on unjust 
grounds will entitle the employee to claim remuneration with respect 
to the remaining period, as well as unjust termination compensation.

6.8 Can employers settle claims before or after they are 
initiated?

It is accepted in practice that the employer can prevent a re-
employment claim by signing a mutual rescission agreement with 
the employee whose contract has been terminated, entitling the 
employee to additional financial benefits. This method is commonly 
used in practice due to the high costs of re-employment claims.  
Parties can always reconcile and settle by mutual agreement, even 
after claims are brought before a court.

6.9 Does an employer have any additional obligations if 
it is dismissing a number of employees at the same 
time?

Employers intending to dismiss a collective number of employees 
are required to notify the union representatives, related regional 
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8.5 Can an employer control an employee’s use of social 
media in or outside the workplace?

There are several Court of Appeal decisions which allow the 
employer to restrict access to social media platforms in the 
workplace and during work hours.  These decisions are grounded 
on the principle of utilising the work hours for business purposes 
only, where excessive social media activity falls outside this scope.  
According to these decisions, spending excessive amounts of 
time on social media or gaming sites constitutes just grounds for 
termination of an employment contract.

9 Court Practice and Procedure

9.1 Which courts or tribunals have jurisdiction to hear 
employment-related complaints and what is their 
composition?

In principle, labour courts with one judge hear lawsuits relating to 
employment disputes.  However application can be made to special 
referees in the event of mutual agreement of parties regarding 
invalidity of termination, re-employment and other disputes related 
to job protection. 
For collective agreement disputes, in some cases private arbitration 
and in some cases mandatory arbitration is regulated. 

9.2 What procedure applies to employment-related 
complaints? Is conciliation mandatory before a 
complaint can proceed? Does an employee have to 
pay a fee to submit a claim?

Labour claims proceed according to the simple adjudication 
procedure.  This aims for rapid conclusion of adjudication.  The 
use of mediation is not mandatory.  Employees are required to pay 
duties and adjudication expenses while filing a lawsuit.

9.3 How long do employment-related complaints typically 
take to be decided?

Re-employment claims are required to be concluded within two 
months. Although no such period is foreseen for other cases, all 
labour claims should be concluded as quickly as possible.  However, 
due to the workload of courts, these periods cannot be conformed 
to and in practice adjudications are usually concluded in one to two 
years, in contrast to the rule of two months.

9.4 Is it possible to appeal against a first instance 
decision and if so how long do such appeals usually 
take?

It is possible to appeal a decision rendered by courts of first instance, 
including labour courts.  By law, the Court of Appeal is required to 
conclude the appeal within one month, however due to the workload 
of the Court of Appeal, appeals are concluded between six months 
to one year in practice. 

8 Data Protection and Employee Privacy

8.1 How do employee data protection rights affect the 
employment relationship?

No special provision or law as to data protection exists under Turkish 
Law.  However, in the scope of the employer’s duty to protect its 
employees and respect their rights, employers are obliged to keep 
confidential their employee’s personal information.

8.2 Do employees have a right to obtain copies of any 
personal information that is held by their employer?

No special provision as to employees’ right to obtain personal 
information held by the employer exists.  The lack of such provision 
is considered a deficiency with regards to fundamental rights. 
Provisions of the Constitution, Civil Law and Code of Obligations 
with respect to confidentiality of private life and personal rights 
in line with international regulations and principles govern data 
protection and access to personal data rights.  Accordingly, 
employees can indeed have access to personal information held by 
their employers, as the information originated with the individual, 
and the employer cannot withhold such information pursuant to 
provisions of the Constitution. This is an extension of the employer’s 
obligation to protect and enlighten the employee. 
Such information is collected and maintained in an “employee 
personal information file”, which comprises information including 
identity information, the employment contract, a health report and 
criminal record, if any, and all other information required by the law.  
The same article that regulates the “employee personal information 
file” also states that the employer is required to keep the information 
confidential and only use such information within the limits of the 
principle of good will and principles of law. 

8.3 Are employers entitled to carry out pre-employment 
checks on prospective employees (such as criminal 
record checks)?

Employers can request from prospective employees criminal records 
obtained from authorities at their own discretion.  Such information 
would be included in the “employee personal information file” if the 
candidate is subsequently employed.

8.4 Are employers entitled to monitor an employee’s 
emails, telephone calls or use of an employer’s 
computer system?

The Labor Law and Electronic Communications Law regulate the 
monitoring of employee’s communications within a workplace. 
The Labor Law states that all material provided for an employee 
in a workplace is required to be used for business purposes only.  
Therefore such monitoring is used when an employee’s actions are 
suspected to be exceeding the limits set by the company or by the 
law. 
There are several Court of Appeal decisions that allow the employer 
to monitor and record an employee’s emails, telephone calls or 
computer usage.

Fırat-İzgi Attorney Partnership Turkey



www.iclg.co.uk194 iclg to: EMPloYMENt & lABoUR lAW 2015

Mehmet Feridun İzgi 
Fırat-İzgi Attorney Partnership
Cumhuriyet Mah., Şark Apt., No:1/4
Taksim, Beyoğlu, Istanbul
Turkey

Tel: +90 212 235 25 25
Fax: +90 212 235 25 24
Email:	 feridun.izgi@firatizgi.com
	 info@firatizgi.com
URL:	 www.firatizgi.com

Necdet Can Artuz
Fırat-İzgi Attorney Partnership
Cumhuriyet Mah., Şark Apt., No:1/4
Taksim, Beyoğlu, Istanbul
Turkey

Tel: +90 212 235 25 25
Fax: +90 212 235 25 24
Email:	 can.artuz@firatizgi.com	 	
	 info@firatizgi.com	
URL:	 www.firatizgi.com

Fırat-İzgi Attorney Partnership was established by E. Sevi Fırat and Feridun İzgi to provide preventive counselling to selected 
clients by offering carefully designed, practical legal solutions to even the most complex matters.  Fırat-İzgi is committed to 
strengthening its clients’ commercial and ethical capabilities by blending legal expertise with a strong understanding of sector 
dynamics and commercial derivatives.

Fırat-İzgi’s focus is to create amicable solutions in all possible matters.  However, if litigation is unavoidable, the interests of the 
clients at every stage of a dispute are vigorously and competently pursued, along with the most effective manner for reaching 
resolution.

Fırat - İzgi aims to achieve success by teamwork, strongly contributing to its clients’ commercial success with high integrity. 

Mr. İzgi graduated from Ankara University in 2001, completed his 
LL.M. degree at Bilgi University in 2006, and has been a Ph.D. 
Candidate at Yeditepe University since 2007.  He conducted his 
research as a visiting scholar on Energy and Climate Change Law 
under the sponsorship of Prof. Michael Gerrard in Columbia University 
in New York in 2010. 

During his term as in-house legal counsel, İzgi has represented and 
advised high profile multinational companies operating in energy and 
automotive sectors in a wide range of matters in connection with labour 
law, energy law, contract law related to construction and various other 
areas, consumer protection law and IP law, and all types of complex 
commercial litigation and dispute resolution, accumulating thorough 
knowledge on the energy, construction and automotive sector practices.

Mr. İzgi continues to represent and provide legal counselling services 
to multinational companies under Firat-İzgi Attorney Partnership in his 
aforementioned areas of expertise.

Mr. Artuz graduated from Bilkent University Law School in 2012 and 
continues his studies as a LL.M. candidate at Bilgi University.  During 
his internship, he worked in a leading business consultancy firm with 
a specific focus on anti-trust, consumer protection, energy regulation 
and litigation matters. 

After joining Firat-Izgi Attorney Partnership as an associate, he mainly 
focused on energy law, labour law, execution and bankruptcy law, 
commercial law and commercial litigation.  He gained considerable 
experience on complex commercial disputes and took an active role at 
every stage of their resolution. 

Mr. Artuz continues to represent and provide legal counselling services 
to multinational companies under Firat-İzgi Attorney Partnership in his 
aforementioned areas of expertise.

Fırat-İzgi Attorney Partnership Turkey


