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Foreword

While we are busy discussing the future of Europe in the aftermath of Brexit, the 
European continent is currently facing instability in Eastern Europe, in the Middle East and 
north of the Mediterranean, trying to cope with an unprecedented migration crisis which 
has become a permanent phenomenon in the last few years.

Economic downturn is still heavily affecting some EU countries, and the global recession 
is still damaging workers’ incomes and well-being. Workers’ rights are threatened and 
several violations of workers’ and human rights are reported throughout the continent.

In this context, young people face a particularly dire situation. The most recent data from 
the International Labour Organization (ILO) ring alarm bells about the young working poor, 
levels of exclusion and precarious working conditions.

Against this backdrop, the ETUC, through its Youth Committee and affiliates in Turkey, 
has been actively engaged over the last two years in carrying out this project focused on 
young workers.

Giving voice to young workers and unemployed youth in the EU and Turkey, mobilising 
them and creating space for them to participate actively in trade unions, is a key objective. 
We need to reflect their views and make it possible to create bridges between cultures and 
identities. We hope that this project will contribute to fostering trade union and human 
rights, democracy, peace and solidarity in Europe and beyond.

Luca Visentini
ETUC Secretary General 
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turn have also damaged general employment 
trends.

Looking at the figures today, after roughly 
four years of austerity, we can say clearly that 
it has been a failure: levels of unemployment 
are still very high, above all among the youn-
ger generation, access to public services has 
been badly damaged, collective bargaining co-
verage has shrunk, cuts to education and la-
bour protection have been massive and social 
exclusion and poverty, including the working 
poor, are on the rise.

The effect of the crisis on youth unemploy-
ment in Europe has been even more dama-
ging, with a disproportionally harmful impact 
on the working and living conditions of young 
people in Europe. In 2015, 15.4% of young pe-
ople aged 15 to 24 years old in the EU were not 
in employment, education or training (NEET). 
The dramatic job loss has cut employment ra-
tes for young people, and in several countries 
the fall has been larger than 30%: 23.8 million 
people were unemployed in the EU in Febru-
ary 2015 – of whom around 4.85 million were 
young people under the age of 25. Measures 
adopted at the EU level – including the Youth 
Guarantee1, which is supported with some re-
servations by the ETUC – have had a modest 
impact in this overall economic context.

Temporary jobs, precarious contracts, lack 
of basic social protection and even discrimi-
natory practices on the basis of age are the 
norm for millions of young people who are 
trying to make their way in the labour mar-
ket. The number of young people in the EU 
working on a temporary contractual arrange-
ment is increasing and the number of perma-

Introduction

This booklet is one of the outcomes of the 
project Dialogue between Trade Union Orga-
nisations in Turkey and the European Union 
with a Focus on Young Workers coordinated 
by the European Trade Union Confederation 
(ETUC).

The objective of this booklet is to provi-
de information, analysis and possible ins-
truments to enable young workers, young 
unemployed and young trade unionists to 
empower themselves to improve their know-
ledge of trade unions and understand how to 
protect themselves in a changing and more 
challenging labour market.

When young people enter the labour mar-
ket, they often face difficult circumstances. 
Getting a quality job is a very difficult objective 
in itself, not to mention knowing your rights 
and getting engaged in trade union action.

The already difficult situation for young 
people has been exacerbated by the econo-
mic and social crisis, which has undermined 
the quality of life of millions of people throu-
ghout the European continent and beyond 
since 2009. The response to the crisis across 
Europe was, without exception, austerity. Ins-
tead of choosing social-oriented solutions, 
governments in the affected countries imple-
mented measures such as public expenditure 
cuts, regressive tax hikes, reduced labour pro-
tection and pension reforms in a bid to res-
tore confidence in the markets and to foster 
growth.

The global crisis has also affected Turkey, 
where the economy has been slowing down 
and repercussions of the worldwide down-

1 The Youth Guarantee is a EU programme aimed at tackling youth unemployment. Its declared goal is to 
ensure that all young people under 25 – whether registered with employment services or not – get a 
good-quality, concrete offer within four months of leaving formal education or becoming unemployed. 
(http://ec.europa.eu/social/main.jsp?catId=1079)
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by reducing the skills mismatch and fostering 
mobility. Though some improvements might 
be needed in these fields, research suggests 
that mistakes made by political decision-ma-
kers have generated further labour market 
segmentation and discrimination, a brain dra-
in in some countries, and undermined the qu-
ality of working conditions and occupational 
health and safety. 

Furthermore, a race to the bottom betwe-
en countries and groups of workers in terms 
of labour standards has caused significant 
damage to the competitiveness of economies 
in general. Such an approach, closely linked to 
globalisation, has also had a negative impact 
on the well-being of workers and of the most 
vulnerable in particular, including youth.3

nent jobs is falling constantly. From 2000 to 
2015, the share of permanent jobs in Europe 
fell from 67.4% to 59.2% while temporary jobs 
rose from 32.7% to 40.8%2. Young migrants 
and young women are facing an even more 
difficult situation in the European and Turkish 
labour markets. Respect for fundamental la-
bour and social rights must be a pre-conditi-
on for any job. Unfair practices like unpaid in-
ternships and bogus self-employment are an 
obstacle to the full integration of young peop-
le in the labour market and should be prohibi-
ted. Any job is not necessarily better than no 
job, if employees are not granted labour and 
social rights. 

Youth unemployment cannot be mitigated 
by structural labour market reforms alone, or 

2 OECD,  https://stats.oecd.org/Index.aspx?DataSetCode=TEMP_I
3 Davies, R. B., & Vadlamannati, K. C. (2013). ‘A race to the bottom in labour standards? An empirical 

investigation’. Journal of Development Economics (103)
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We must reverse the current trend, giving 
voice to a generation that has been defined 
as “lost”4. Young trade unionists must conti-
nue to collaborate together to give a voice to 
young people in Europe, Turkey and beyond, 
to organise for stronger unions and to promo-
te equality, solidarity, peace and democracy at 
all levels, becoming actors of social change at 
national, European and Turkish level as well.

Social dialogue mechanisms have to be 
strengthened, also to guarantee the better 
integration of young people into the labour 
market, through combined action by social 
partners and governments. Quality interns-
hips and traineeships should be supported 
especially for first-job seekers, while greater 
coherence between education systems and 
labour markets should be developed to make 
sure the skills and capacities of young people 
are matching the needs of the labour market. 
Furthermore, governments and social part-
ners must work together to take urgent action 
to create decent employment opportunities, 
especially for young people.

4 This definition was also used by ILO in 2012 (http://www.ilo.org/brussels/press/press-releases/
WCMS_181257/lang--en/index.htm)
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CHART 1:  Youth employment rate in EU28 
and in Turkey

The following chart shows how many 
young people between 15 and 29 years old 
were employed in the European Union and in 
Turkey at the end of 2015. This shows that 
in both the EU and in Turkey less than half of 
young people had a job.

There are significant regional variations 
that are not visible on the map, affecting dif-
ferent regions in the same country.

The unemployment rates and rates of 
young people Not in Employment, Education 
or Training (NEET) are outlined in the chart 
below, which includes data about the general 

An initial overview of EU and Turkish youth 
population between 15 and 29.

In the 28 European countries (EU28) the po-
pulation aged 15-29 years old is 88,902,462. 
This corresponds to 17.5% of the whole EU 
population.

In Turkey the population aged 15-29 ye-
ars old is 19,055,583, which corresponds to 
24.8% of the whole Turkish population. 

As we can see from the statistics in visual 
maps below, Europe and Turkey are facing a 
complicated period for youth employment. 

1.  Young workers in EU and Turkey’s labour   
 markets
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in some EU countries/regions. However, the 
very low level of young female participation in 
the labour force is an important dynamic be-
hind the relatively low level of unemployment 
among young people in Turkey. If more young 
women joined the labour force, the unemp-
loyment rate of young women would be much 
higher, which in turn would lead to a huge inc-
rease in youth unemployment in Turkey. 5

The number of unemployed young people 
varies significantly from country to country, 
but also from region to region in the same 
country. This is the case in Turkey and also in 
many EU countries.

situation in EU and in Turkey. Again, the sta-
tistics vary considerably from one region to 
another, also within the same country.

For example, if the general unemployment 
rate in Germany is 7.2%, this is the median 
rate between 4.2% in the Bayern region and 
15.7% in the Berlin area.

CHART 2:  Youth unemployment rate in EU28 
and in Turkey

The youth unemployment rate in Turkey is 
not so high, even during the global economic 
recession, and can be seen as not so bad as 

5 The activity (labour force participation) rate of women aged 20-24 in Turkey is 42.2% compared to 56.9% 
in EU28. The activity rate of women aged 25-29 in Turkey is 44.2% compared to 76.8% in EU28. If young 
women in Turkey participated in the labour force at the same rate as their European counterparts, since the 
Turkish labour market is not capable of providing them with employment opportunities, the unemployment 
rate would increase dramatically. 
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Especially in Turkey, young women have 
more difficulty getting a job. They often suffer 
discrimination by employers in terms of re-
muneration, career perspectives and work-li-
fe balance. 

Young Turkish women, more often than 
men, are forced to make choices, for example 
between work and family. Another important 
factor is the education status of women in 
Turkey: Turkstat records more than 2 million 
illiterate women in Turkey. 

Very often we refer to the 15-29 gene-
ration as the most educated ever, and this is 
because the proportion of people who have 
completed an upper secondary and post-se-
condary cycle or university studies is the hig-
hest in the whole history of humanity.

If we examine, for example, the EU rate, 
we have to consider that the aggregated data 
combine the 3.4% of Oberbayern in Germany 
with the 55.4% of Extremadura in Spain. A 
similar trend is observed in the case of Tur-
key. For example, the unemployment rate of 
young people aged 15-19 in north-eastern 
cities of Turkey (Agri, Kars, Igdir and Ardahan) 
is 4.5%. However, the unemployment rate of 
young people aged 15-19 in south-eastern 
Turkish cities (Mardin, Batman, Sirnak and Si-
irt) is 34.5%. 

Nevertheless, both in EU28 and in Turkey 
there is a high perception of a general mis-
matching of skills and competences between 
educational background, qualifications and 
job requirements and assignments from the 
productive system.
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ment and employment, through a sound eco-
nomic investment plan.

In Turkey, educational background and skil-
ls acquired are often not sufficient for job-se-
ekers to enter the labour market. 

Both in EU28 and in Turkey, the large majo-
rity of young workers are in precarious or in-
formal jobs. Their salaries are not adequate, 
and they have no social protection and/or re-
gular contracts. Young people who are emplo-
yed are increasingly likely to find themselves 
in part-time employment and often on tem-
porary contracts. 

For these reasons it is of the utmost im-
portance to organise young people and take 
effective action to mitigate these phenomena. 
Awareness is the first step towards struggle. 

In the following chart we can see the edu-
cation attainment rates in EU28 and in Turkey.

We refer here to people who have comple-
ted their upper secondary or post-secondary 
studies and to students who graduated at 
university level [data in square brackets].

Notwithstanding the highest rate of edu-
cated youngsters ever observed in European 
and Turkish history so far, the present gene-
ration is facing a lot of difficulties in accessing 
the labour market.

Very often there is no effective matching 
between educational background and skills 
required in the workplace, and transition me-
asures are very weak, with insufficient invest-
ment in active labour market policies. Europe 
and Turkey should promote a productive sys-
tem, which is sustainable in terms of environ-
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But… are young people less favourable 
towards unions than older workers? 

Existing research seems to demonstra-
te the contrary: youngsters generally have 
a neutral attitude towards unions, or even a 
stronger belief in unionism than adults. This is 
revealed in research carried out by the Euro-
pean Trade Union Institute some years ago8.

Only a minority of young people say they 
have a negative attitude. So the barriers are 
to be found in other, different areas. The idea 
that labour market-related problems can be 
resolved by young people on their own, wit-
hout assistance or without joining a trade uni-
on, nevertheless exists. This could be one of 
the reasons behind a low unionisation rate. 

What can unions do (or are currently doing) 
to reverse this trend?

Trade unions in these last few years of cri-
sis have seen their overall membership drop; 
in some cases, the fall has been significant and 
has been provoked not only by the crisis, but 
also by repeated attacks on unions and their 
image from some policy-makers, political par-
ties and media. Such attacks are bad not only 
for unions and workers, but also for society at 
large, as some studies demonstrate6.

Young people’s participation in trade uni-
ons and numbers of young trade unionists are 
estimated to be particularly low. Not many 
data are available, but total membership of 
ETUC-affiliated organisations has been falling 
over the last few years, and this is considered 
to be connected to the low rate of union affili-
ation among young people.

Young workers do not join trade unions 
for many different reasons. They are more li-
kely to be employed in precarious and atypi-
cal forms of employment7 and it is easier to 
sack them in times of economic crisis. Youth 
unemployment has risen disproportional-
ly during the latest recession period, so they 
are more vulnerable, and discrimination on 
the basis of trade union membership is a wi-
despread phenomenon.

2.  Involvement of young workers in trade union  
      action

TRADE UNIONS NEED NEW MEMBERS!

6 http://www.eurofound.europa.eu/sites/default/files/ef_publication/field_ef_document/ef1465en_0.
pdf

7 By precarious forms of employment, we refer to fixed-term contracts, employment by sub-contracting 
companies or temporary labour agencies, on-call work, freelance work, zero-hour contracts etc...

8 K. Vandaele: (2012) Youth representatives’ opinions on recruiting and representing young workers: A 
twofold unsatisfied demand?
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STRENGTHS, WEAKNESSES, OPPORTUNITIES AND THREATS OF 
YOUTH PARTICIPATION IN TRADE UNIONS! 9

STRENGTHS
• Young to young (peer to peer) approach
• Participation in social and economic life 

renewed
• High level of awareness of precarious 

working conditions in employment and 
living conditions and of the need to tackle 
them

• Possibility of reaching more inclusive 
agreements

• Dynamism and creativity also in trade 
union action/demonstrations

WEAKNESSES
• Language and communication issues 

which do not match the needs of the 
target population

• Difficulty in connecting with young people 
due to traditional recruitment strategies

• Unions perceived as distant and 
bureaucratic

• Difficulty in organising older members. If 
workers do not join a union before the age 
of 40, they are unlikely to do so later

• Young trade unionists supposedly have 
less experience

OPPORTUNITIES
• Recruit more and more diverse members
• Reform / review organisation 

mechanisms
• Collective bargaining in different sectors 

less covered by unions
• Evolution and innovation of structures, 

language and trade union priorities
• Networking potential members through 

social media and more accessible 
language

THREATS
• Economic crisis and structure of labour 

market
• Individualism
• Low collective bargaining coverage
• Youth unemployment and precarious 

contractual agreements
• Informal/undeclared work
• Difficulty in convincing workers
• Anti-union messages and strategies led 

by lobbying groups and media, as well as 
by some policy-makers

9 SWOT is an acronym for Strengths Weaknesses Opportunities and Threats. Specifically, SWOT is a basic, 
analytical framework that assesses what an organisation can and cannot do, as well as its potential 
opportunities and threats. A SWOT analysis takes information from an environmental analysis and 
separates it into internal strengths and weaknesses, as well as its external opportunities and threats. 
We will now consider Strengths and Weakness (SW) as internal variables, directed to union structures, 
and Opportunities and Threats (OT) as external, directed especially to the importance of recruiting young 
people.
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Becoming a trade unions member and 
engaging in trade union activities is in many 
countries a constitutional right. It is not ac-
ceptable that such rights should be at risk in 
the EU, and all measures should be taken to 
prevent and punish discrimination when it is 
reported. 

Therefore, we cannot find evidence of open 
opposition to unions among young people. In 
fact, they generally tend to be neutral, rather 
than oppose them. Besides, some research 
points out that young people are not properly 
and satisfactorily informed about trade uni-
ons and their functions and, more important-
ly, many young workers are not invited to join 
trade unions. For example, in a survey carried 
out in Scotland, 42% of young workers stated 
that they had no knowledge at all about tra-
de unions and 44% of them said that they had 
limited knowledge. Another study conducted 
in the United Kingdom reported that 50% of 
the respondents said they did not join a uni-
on because they were not approached/asked. 
The research also found that if they had been 
asked, they would have joined.11 Trade unions 
should make sure that young people are pro-
perly informed about unions and that they are 
invited to join up. 

YOUTH-FRIENDLY UNIONS

Unionising young people is not a new chal-
lenge for unions. Unions are organisations like 
all others:  they need a generational renewal 
to guarantee their future survival, and thus 
they need to become particularly responsive 
to the interests and aspirations of new gene-
rations.

Some people connect the global individua-
lisation process to the decreasing unionisation 
of youth. But while on the one hand this might 
seem to encourage self-referential attitudes 
rather than collective behaviour, on the other, 
seeing young people and young workers as in-
dividualistic or selfish is stigmatising. Actually, 
research tends to demonstrate the contrary! 
Youngsters seem to show more solidarity in 
reacting to difficulties than older people.10

One reason for the low unionisation rates 
of youth is their generally lower protection 
in the labour market, which is connected to 
their more precarious working conditions and 
contractual arrangements. The fear of being 
dismissed or discriminated against for enga-
ging in trade union action or even becoming 
a member of a trade union is widely reported 
and poses a significant challenge to unions. 

10 This was highlighted by Kurt Vandaele in his research: Youth representatives’ opinions on recruiting and 
representing young workers: A twofold unsatisfied demand?

11 The reference could be given to the 1. Chapter of the 4. Booklet. 
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WHAT YOUTH CAN DO FOR UNIONS…

… AND WHAT UNIONS CAN DO FOR YOUTH

Daily experience tells us that the relati-
onship between youngsters and unions is far 
from idyllic. Union membership in Europe is at 
its lowest ever for the age 18-25. So how can 
unions become more attractive in the eyes of 
young people? 

There is potentially a lot of work for unions 
in the area of youth employment. Despite low 
youth membership, it has been proved that 
young people are interested in being involved. 
What are the advantages for a young per-
son in joining a union? Can we speak of youth 
awareness about trade-unions and their role?

Data prove that youngsters are quite awa-
re of the importance of joining a union once 
they know what a union is. Many of them ack-
nowledged that, especially considering their 
working conditions, joining a union would be 
beneficial. However, surveys show that youn-
gsters need to feel that there is a real interest, 

Talking to young workers today also means 
contact with young unemployed and/or pre-
carious workers. In a fragmented and preca-
rious labour market, unions have to deal with 
workers, especially young ones, who alter-
nate periods of work – not necessarily in the 
same sector – with periods of unemployment. 
Research and surveys confirm that if unions 
have to engage in issues concerning youth 
unemployment, the input from young wor-
kers in the discussion of actions and demands 
is fundamental. They are the ones who know 
best how unemployment and precarious wor-
king conditions affect their lives. At the same 
time, a significant number of young workers 
inside the unions’ structures would make 
them much more representative and incisive, 
not necessarily in the field of traditional union 
action, but through new forms of protest.

that unions are willing and keen to have them 
within their structures and that they can spe-
ak the same language and understand each 
other. Young workers need to feel that their 
concerns and needs are recognised and that 
unions take ownership and will fight for them. 

Young workers recognise that unions can 
be a place where they can find information 
and look for support. At the same time, joining 
a union should mean joining a community of 
people with common interests and opportu-
nities to participate in all the activities. This 
includes the opportunity to be empowered, to 
contribute to policy-making and to take lea-
dership.

There is room for the two parties to come 
together: for unions to enlarge their member-
ship and for young people to be recognised 
and to struggle for their rights. 

The added value of the presence of young 
people in unions is that they can also genera-
te innovation. A larger number of youth rep-
resentatives would push unions to become 
more dynamic and would contribute to trade 
union action with renewed activism and ener-
gy. 

The recruitment and involvement of young 
workers and unionists may, in the long run, 
contribute to saving the entire union move-
ment from slowly disappearing. 

At the same time, this will also have a posi-
tive impact on industrial relations and society 
at large. The benefits of an increased repre-
sentation of young workers when bargaining 
with employers – and, when applicable, with 
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In surveys of the reasons why young wor-
kers do not join a trade union, one of the re-
current answers is that they do not know 
what a trade union is, or they confuse it with a 
political party or association.

There is also a communication issue: uni-
ons often speak a language which is far from 
that used by young people: it is often consi-
dered to be old-fashioned, too technical and 
difficult to understand. Successful commu-

local, regional and national authorities – can 
bring about more inclusive agreements. 

But how can unions become more attrac-
tive for young people? In order to make this 
happen work needs to be done in three prio-
rity areas: 

1. language and communication
2. outreach activities  
3. change unions’ image
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work – such as malls, restaurants, co-wor-
king spaces, and hubs – or look for a job, as 
well as participating in events where they can 
get in contact with many young people, such 
as concerts, festivals, etc... There are many in-
teresting examples of good practice that have 
proved to be successful. The pre-condition 
here is the capacity of trade union leaders to 
shift resources and change the mindsets of 
trade unionists.

These examples of organising young wor-
kers prove that the methods described above 
do work!  ‘Introducing unions to young people: 
Collection of best practices from Europe”13– 
a report produced by the youth of PERC14– 
provides us with detailed information about 
how innovative, creative and youth-friendly 
strategies, activities and campaigns encoura-
ge young workers to get unionised and to be 
much more active in trade unions. 

nication should rely on empathy towards 
the conditions of youth, using fresh langua-
ge, more familiar and closer to their ways of 
communicating. Young people might be more 
attracted by flash mobs, instead of traditional 
protests; by short clips or movies which can 
be uploaded and shared on the Internet inste-
ad of printed materials12. It is also about using 
innovation in ‘traditional’ forms of represen-
tation, protest and communication. 

Youngsters needs to see that unions are 
‘updating’ their programmes and taking care 
of the needs of young workers. Young peop-
le speaking to young people is the best way 
to make trade unions more attractive. As it is 
unlikely that young people will look for unions 
and go to their offices, unionists should find 
different strategies for reaching out to them 
and organising.

Unions have to move out of their offices 
and go to the places where young people 

12 In a questionnaire distributed in Australia, the trade union executives stated that the youth want to enter 
trade union websites and chat rooms. However, a great majority of trade unions are far from the new 
technologies.

13 Please visit the following link for full report: http://perc.ituc-csi.org/IMG/pdf/youth_perc_final_
cle4b132b-1.pdf

14 PERC is the Pan European Regional Council and is the network of EU and Eastern European trade unions 
outside the EU.



17

workers. As a part of the working class, young 
people cannot be separated from trade uni-
on organisations, and vice versa. If a group of 
young people doing clerical work (they can be 
highly educated and/or trained, as well) raises 
an objection like “we are not workers”, trade 
unions should increase awareness among 
young people about what the working class 
is, and what the working class’s historical and 
contemporary significance is.

 
It is important to create and organise youth 

structures within confederations in order to 
represent youth issues and to give youngsters 
proper space and representativeness within 
union structures.

Youth bodies can help influence union le-
aders to organise young workers and to add-
ress their interests. They also have the ability 
to keep all workers together within the same 
movement.

3.  Stronger unions, more rights, better jobs: the       
      advantages of setting up a youth structure

Time to get organised!
Including young people within the structu-

res and campaigns of trade unions is benefi-
cial both for youngsters and unions. But how 
can effective youth structures to mainstream 
young workers’ issues into unions’ action be 
set up?

Youngsters too often perceive unions as 
distant and bureaucratic, more interested in 
their political role than in the real represen-
tation of workers and their interests. Mass 
media and the increasing hostility of politici-
ans often help to spread prejudices against 
unions, which are portrayed as only defending 
the pensions of older workers, and protecting 
the jobs of (older) ‘core’ workers.

This creates a risk of generating parallel or-
ganisations in opposition to unions, which will 
fill the space left empty by their lack of action 
in representing the interests of youth.

So it is of the utmost importance to consi-
der trade unions as core organisations for all 
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background and all other minorities should be 
a core cross-cutting methodology.

Although young people make up a hete-
rogeneous group, it can be assumed that they 
have some fairly distinct interests and con-
cerns on the labour market and beyond.

While these points constitute general ru-
les, there is no such thing as a single model for 
organising youngsters within unions. Everyt-
hing must be geared to local and national con-
ditions.

An organising policy also necessitates the 
input of knowledge and (financial) investment. 
For this reason, a greater commitment to tra-
ining should be made at international and 
European level, to facilitate the establishment 
of organised youth structures. 

 
If unions continue to fail to connect with 

young people, it will be very difficult to rever-
se the de-unionisation trend. Other forms of 
organisation might well come to replace uni-
ons in representing the next generation of 
workers. A crucial challenge is the generatio-
nal dialogue within trade unions: if older trade 
union officials continue to insist on their do-
minant attitudes on the governing bodies of 
trade unions, young people will abandon the-
se organisations.

From young workers to youth structures....

How to organise the unorganised? 

Organisation as a tool to give voice to youth demands

A definition: youth structures are specialist 
structures for representing and empowering 
young workers in unions and defending their 
needs inside and outside the trade union mo-
vement. They are based on age, frequently up 
to 35. They should promote gender equality 
principles and refuse all forms of discrimina-
tion. Including young people with a migrant 

They should be structures that talk of 
youth, with the voice of youth, to youngsters. 
Unions should therefore at least: 

1. hire a permanent, full-time youth officer 
who knows the union structure and is invol-
ved in all discussions, policies and strategies. 
This person must have a say in every decisi-
on in order to mainstream youth issues in all 
the trade union policies. The ETUC and ITUC 
should make strong recommendations to affi-
liates to set up efficient and democratic youth 
structures.

2. create a youth structure (within or out-
side the mother structure) with a degree of 
power, autonomy and resources. It is neces-
sary to be able to take decisions and positions 
which can sometimes contradict the mother 
organisation. Having the right to be listened 
to and to put forward different ideas will be 
beneficial to the work of the organisation and 
will strengthen the democratic character that 
trade unions should have. 

3. reserve seats for youth on committees, 
guarantee a real co-decision process, and plan 
strategies for unions that do not have youth 
committees.
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remember that there is space to fight for 
your rights at the workplace. You could be 
the first to focus the attention of unions on 
your specific sector!

- if you are employed, you own some unalie-
nable rights, e.g. right to receive a salary for 
your work, regulation of your working time 
established by your contract, laws or regu-
lation of your country, payment of social 
security contributions, health and safety in 
the workplace etc... You own these rights, 
and if they are not respected you have the 
right to claim them

- talk to other young workers in your or in 
similar SMEs in your area to understand 
what is happening in them: you may share 
similar problems

- ask the nearest trade union office if the-
re are similar enterprises in your area and 
what has been done there

- if you are not sure, ask the confederation 
which sectoral union you can join 

- remember, it is in the union’s interest to 
extend its scope of action and organising!

If you are a freelancer:
- are you a freelancer/self-employed by your 

choice, or you carry out your work like an  
employee but you do not have the same 
rights? Bogus self-employment is conside-
red illegal in many EU countries

-   According to Turkish union legislation, fre-
elancers who do not have an employment  
contract but carry out their professional 
activities independently for a fee have the 
right to join trade unions. If you are such a 
freelancer, you may apply to trade unions 

If you are a worker in a big enterprise:
- there might be a union representative, so 

ask your colleagues about him/her
- look for other young colleagues, talk to 

them and make a joint move when you 
want to contact the union

- check if the trade unions in your country 
have a specific youth department or office; 
this can be easily checked though the in-
ternet or social media

- if you do not find any trade union represen-
tative, look on the internet, call the nearest 
trade union office in your town or ...

- if you fear to ask, remember that discrimi-
nating, harassing, or firing workers on the 
basis of trade union action is illegal

- ask for all the information you need about 
the union before joining. Joining a union is 
a freedom, not an obligation, and you must 
be free to choose the union you prefer

- if your company is a multinational or works 
internationally, check if in other countries 
workers for the same corporation have 
union and collective agreements. Also che-
ck if your company is affiliated to organisa-
tions such as Fair Labour Associations or is 
part of a Global Union Alliance.

If you are a young worker in a small or 
medium-sized enterprise:
- there might be a union representative, so 

ask your colleagues about him/her;
- look for other young colleagues, talk to 

them and make a joint move when you 
want to contact the union

- if there are no unions in your company, or 
your sector is not represented by unions, 

4.  Getting involved in a trade union: 
      how can I do it?

There is no youth structure without the genuine involvement of young workers. Young wor-
kers need to know that unions can help them in their work-life problems. No matter if they are 
employed in a big or in a small enterprise, if they are freelancers or unemployed. They need to 
know that they can change the present and be the future of trade unions. For this reason, re-
newing communication tools is crucial, through the modernisation of language on websites and 
the use of social networks.

I am a worker, how can I join a trade union?
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provide support services to their  m e m -
bers and non-members 

- if you are looking for your first job or you 
have lost your job, you may need assistan-
ce to  prepare or update your CV. 
Some unions will assist you in this task or 
can direct you to  public employment 
services and other offices which do this

- a union is also a place where you can le-
arn about labour rights. Joining unions, also 
if  you are unemployed, can give you the 
knowledge you need to claim your rights 

and avoid abuses in your future workplace
- even if in Turkey unemployed people can-

not join trade unions, if you are unemplo-
yed you  can communicate with and re-
ceive support from trade unions. So, if you 
are unemployed in Turkey, do not hesitate 
to knock at the doors of trade unions.

If you are sub-contracted
- there might be a union representative in 

the matrix company, so ask your colleagu-
es about him/her

- look for other young colleagues, talk to 
them and make a joint move when you 
want to contact the union

- remember that if you are doing the same 
job as a colleague who is not sub-contrac-
ted, you have the right to receive equal pay

with documents  proving your status to 
gain your union membership

- trade unions are starting to provide prote-
ction, representation and services for free-
lancers  and self-employed workers. 
Some unions include self-employed wor-
kers within the scope of sectoral and com-
pany-level collective agreements

- you can find services that could be useful 
for your activity, such as fiscal support for 
your VAT ID

If you are unemployed
-  alternating periods of precarious work with 

periods of unemployment is a common  
condition. Do not feel you are the excepti-
on. Fight for your future, fight for your right 
to  find a decent job, it is your prerogative

-  talk to other people in difficulty like you! 
You will discover how effective it can be to 
work  together and speak with a 
single voice to push institutions and go-
vernments to launch active policies 
for young people like you

-  if you have lost your job, you might have 
the right to receive unemployment subsi-
dies, enrol  for measures like the Youth 
Guarantee or other active labour market 
schemes that often  require difficult 
bureaucratic procedures. Unions generally 
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lations at local, national and international le-
vel. It is a lifelong learning process that helps 
you to keep up to date on Conventions, chan-
ges in legislation and collective agreements. 
But these efforts will be repaid because your 
knowledge will be the starting point for evo-
lution in unions and in collective bargaining. 
Unions organise training and seminars for 
members and unionists in order to update and 
inform them of their rights. This is one of the 
main benefits of being an active trade union 
member.

Now... you are ready to be an active tra-
de union member, participate in trade union 
action, become a trade union representative 
and… organise other youngsters! 

- every union is claiming not only equal pay 
for equal work but also equal rights for 
equal work!

Many unions also take part in organising 
workers in the informal economy or in illegal 
conditions. So if you are in a situation of le-
gal uncertainty or working in the black labour 
market, do not feel scared to get in touch with 
unions. Unions are there to report cases of il-
legal work, protect workers and try to restore 
respect for the law with the assistance of aut-
horities and labour inspectorates. 

Being a member of a union or becoming a 
trade unionist also means being prepared and 
informed about a lot of legislation and regu-
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Concluding remarks

The toolkit that you have in your hands is the result of 23 months of work. Apart from the 
opening session and the final Youth Summit, ten different seminars were organised alterna-
tively in Turkey and in five EU countries. For each of those, a draft booklet was proposed and 
completed after discussion, covering issues as diverse as the situation of young people in the 
labour market, gender equality, and the integration of migrant workers in the labour market, 
among others. In total, more than 200 young trade unionists from 14 different countries parti-
cipated in the project. Sadly, during the course of it, several terrorist attacks took place in Turkey 
and some EU Member States, causing the death of too many innocent people, including young 
trade unionists. Terrorism – a new form of totalitarianism threatening our security as well as 
democracy – became another challenge on top of those already mentioned. This project, ai-
med at fostering dialogue, exchange of experiences and mutual understanding between young 
participants from the EU and Turkey, thus became more relevant than ever. As stated in one of 
the seminars: “Democracy is not only a system of government; it is conversation, it is a way of 
behaving and of being (..) which respects individuals, the community, the surroundings and the 
society,” (H. Koch).

We do hope that this kit will be of value in your efforts to recruit and to defend the rights and 
interests of young workers, because the first task of a trade unionist – the basic task – is to 
organise, organise and organise. Good luck. 

Patrick Itschert
Special Advisor to the ETUC Secretary General
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This is where you can find more information:

Tailby S. and Pollert A. (2011) Non-unionized young workers and organizing the unorganized. 
Economic and Industrial Democracy.

OECD Survey 2016: Trade Union Density

Vandaele K. (2015) Youth structures in six European Trade Union Federations: a short over-
view”

Vandaele K. (2012) Youth representatives’ opinions on recruiting and representing young 
workers: A twofold unsatisfied demand?

Grunell M. (2005) in EurWork: European Observatory of Working Life

Visser J. (2012) The rise and fall of industrial unionism

Coppola A. (2013) Lezioni americane. Ovvero come rilanciare il sindacato facendone un mo-
vimento sociale. In Organizzare i non organizzati – Idee ed esperienze per il sindacato che verrá.  

ETUC Youth Committee: Creating Quality Jobs for Young People, Press release 26/06/2015

ETUC Youth Employment Policy Paper, 2015

EFFAT: JUST DO IT! Page 37
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The book you have in your hands is the outcome of a project entitled ‘Dialogue between 
trade union organisations in Turkey and the European Union with a focus on young workers’ 
which was carried out in 2015-2016.

The partners in the project were the European Trade Union Confederation (ETUC) and three 
Turkish confederations: TÜRK-İŞ, HAK-İŞ, and DİSK. The main target group for the project was 
young members of the affiliated trade unions of the TÜRK-İŞ, HAK-İŞ, DİSK confederations and 
their EU counterparts.

In other words, it was a youth project, and the objectives of the project were as follows: 

Overall objective: To facilitate an intensive dialogue, communication and cooperation be-
tween Turkish trade unions and those in EU Member States, with a special focus on youth.

Specific objective: The establishment and strengthening of youth structures in trade un-
ions and confederations to increase awareness, dialogue, communication and cooperation, and 
young workers’ interest in labour issues in Turkey and the EU.

The project consisted of five training seminars in Turkey (Ankara, Istanbul, Izmir, Trabzon and 
Adana) and five study visits in five EU countries; Germany (Berlin), France (Paris), Poland (War-
saw), Spain (Madrid) and Denmark (Copenhagen).

Twenty-four young trade union members from Turkey (eight from each confederation) and 
eight young trade unionists from the EU participated in each training seminar. The seminars 
were followed by a study visit for the same group of participants. In all, 120 young trade union 
members from Turkey and more than 40 young trade union members from EU countries direct-
ly benefited from the project. All the participants joined together at the Youth Summit held in 
Antalya on 25-27 October 2016. 

Each training seminar focused on a specific theme:

• young workers in the labour market; employment/unemployment issues 
• young women and the labour market  
• young workers and social rights awareness
• young workers and trade unions: best practices
• techniques for raising awareness among young workers

Each training seminar dealt with three main topics, and a training booklet was produced 
each time by the project trainers from Turkey, in collaboration with experts from the ETUC and 
the project team. 

This book assembles these five different booklets (sections), each of which is composed of 
three main chapters.

Each section starts with an introduction, followed by three chapters and a conclusion. After 
the conclusion, you can find the agenda of the training seminar which produced the booklet. Fi-
nally, at the end of each section, trainers’ notes enable readers to understand how the material 
was transformed into practical training. It should also be noted that each chapter of each sec-
tion has its own glossary, list of abbreviations, bibliography and recommendations for further 
reading.

Introduction
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The book is designed to provide a detailed training kit for participants in the project and for 
everyone interested in organising young workers into trade unions and in the themes covered 
by the book. Furthermore, it can be used as reference material for future projects with young 
workers.

Young workers are the future of the trade union movement. 

We hope this book will contribute to the fight for a better future for young people and for the 
trade union movement.
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Young workers in the labour market: employment and unemploy-
ment issues 

Young workers in the labour market: Employment, unemployment 
and employment conditions

Youth employment policies
Youth and trade unions

Introduction

A generation at risk!

The situation of young people in the labour market in Europe has been dire for several dec-
ades. Yet the recession of the late 2000s exacerbated their already fragile position, with the 
highest rate of youth unemployment ever recorded in EU history reaching 23.7% in 2013 and 
exceeding 40% in four Member States during that year. The youth unemployment rate – the 
percentage of unemployed people from 15-29 years – decreased slightly to 20.3% in 2014 and 
2015. This timid improvement continued in 2016, down to 19.4%, the lowest level since April 
2009. Also, the number of young disengaged people rocketed to almost 14 million in 2015 
(14.8% for young people in the 15-29 age group). In European countries, youth unemployment 
continues to grow and permanent, qualified and secure employment opportunities are narrow-
ing for youth. Young people constitute one of the groups most affected by the economic crises 
occurring one after another, particularly in the last 10 years. As a result, youth employment and 
unemployment is a growing and deepening problem, both on a global scale and at European 
level. 

The ILO’s ‘World Employment and Social Outlook 2016, Trends for Youth’, revealed the extent 
of the problem. According to this report, the negative impacts of the recent economic crisis are 
still being felt. As the global youth unemployment rate is expected to reach 13.1% in 2016 and 
remain at that level through to 2017 (up from 12.9% in 2015). The report, which says: “Today, 
it is not easy to be young in the labour market”, emphasised that increasing numbers of young 
people turn to part-time employment or find themselves trapped in “temporary employment”. 
In developing regions where 90% of the overall youth population live, stable and quality employ-
ment is not available.1

Within this context, the ILO warns that a “scarred” generation of young workers is facing a 
dangerous mix of high unemployment, increased inactivity and precarious work in developed 
countries, as well as persistently high in-work poverty in the developing world.2 

In this context, the following section deals with the first training seminar of the project 
(main theme: Young workers in the labour market: employment and unemployment issues) 
held in Ankara on 27-30 April, 2015, with 24 participants from Turkish confederations and 
eight participants from Europe, plus the project team.  

1 http://www.ilo.org/global/research/global-reports/global-employment-trends/youth/2013/
WCMS_212899/lang--en/index.htm

2 http://www.ilo.org/global/topics/youth-employment/lang--en/index.htm

Section 1
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This section is composed of three main chapters:

1) Chapter one, entitled Young Workers in the labour market: employment, unemployment 
and employment conditions3, addresses the status of youth in the labour market throughout 
the EU and in six countries within the scope of the project, and youth employment, unemploy-
ment and employment conditions within this context.

2) Chapter two, entitled Youth employment policies4, examines in detail the relationship 
between employment policies and youth employment, together with factors affecting youth 
employment and policy proposals for youth employment.

3) Chapter three, entitled Youth and trade unions5, discusses unions’ approaches to youth 
and youth to unions, and presents proposals to promote the participation of young people in 
unions by developing union activities for youth and young workers. 

A brief summary is presented in the conclusion chapter. 

The conclusion is followed by the agenda of the first training seminar and trainers’ notes for 
each chapter.

3 This chapter is written by Onur Bakır (DİSK).
4 This chapter is written by Şahin Serim (HAK-İŞ).
5 This chapter is written by Deniz Akdoğan (TÜRK-İŞ). 
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Young workers in the labour market: employment, unemployment 
and employment conditions  

Chapter 1 – Glossary

Youth: Persons aged between 15 and 24

Young adults: Persons aged between 25 and 29 

Labour force: Sum of persons employed and unemployed 

Working age population: Non-institutional population aged 15-64

Non-institutional population: Non-institutional population comprises the whole population 
excluding the residents of dormitories of universities, orphanages, rest homes for elderly per-
sons, special hospitals, prisons and military barracks etc.

Activity (labour force participation) rate: Activity (labour force participation) rate is obtained 
by dividing the labour force on a specific scale (province, region, country, EU…) by the working 
age population. 

Employment rate: Employment rate is obtained by dividing employed persons by the work-
ing age population. 

Unemployment rate: Unemployment rate is obtained by dividing unemployed persons by 
the labour force. For an individual to be considered as unemployed, he/she should be actively 
looking for a job. 

Not in Employment, Education or Training (NEET): The category ‘Not in Employment, Edu-
cation or Training’ (NEET) indicates young people aged 15-24 who are neither continuing their 
education, nor employed. 

Temporary employment: Refers to an employment situation that will expire after a certain 
period. 

Working poverty: Refers to working people whose incomes fall below a given poverty line. 

Informal employment: Employment without any official registration. 

Standardised work accident rate: Number of work accidents per 100,000 employees.

Introduction

The first chapter of our study examines the status of youth in the labour market throughout 
the EU and in six countries (Turkey, Denmark, Germany, Spain, France, Poland and Turkey) within 
the scope of the project, and youth employment, unemployment and employment conditions 
within this context.

The first chapter of the study consists of six sub-chapters. 

The first sub-chapter, entitled Conceptual framework, first of all defines ‘youth’ and then 

Section 1, Chapter 1 
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describes the basic concepts used to be able to analyse the labour market. After that it presents 
the basic principles regarding the approach to employment and youth employment. 

The second sub-chapter, entitled Youth employment in the EU and six countries, contains 
data on youth between ages 15-24 and young adults between ages 25-29 regarding labour 
force participation, employment, unemployment, ‘Not in Employment, Education or Training’ 
(NEET) and basic analysis of such data. 

The third sub-chapter, entitled Youth employment and total employment in the EU and six 
countries, compares the employment and unemployment issues facing youth and young adults 
with the employment and unemployment situation of the entire population.

The fourth sub-chapter entitled Youth employment: comparison on the basis of gender 
presents and compares the figures for the employment and unemployment of women and men 
in the categories of youth (15-24) and young adults (25-29).

The fifth sub-chapter entitled Basic problems of employed youth analyses the working 
conditions of young workers in specific countries and geographical areas. Finally, the sixth 
sub-chapter entitled Conclusion offers an assessment based on all the data presented previ-
ously. 

1) Conceptual framework

1-a) Definition of ‘Youth’

The European governing bodies and Eurostat – the statistical office of the European Union 
- define youth for labour market purposes as the population aged 16-29. The International La-
bour Organization adopts the same definition. Nevertheless, in its work with youth, the Europe-
an Trade Union Confederation (ETUC) draw up policies for the population aged between 15-29 
by classifying the age range from 15-24 as ‘youth’ and from 25-29 as young adults. The project 
documents also focus on the population between ages 15-29. 

Therefore, the population between ages 15-29 is taken as the basis for this study, which 
defines the population between ages 15-24 as ‘youth’, and the population between ages 25-
29 as ‘young adults’. 

1-b) Basic concepts

To make a situation analysis on work life and employment, it is obligatory to refer to some 
concepts. 

Labour force participation rate: Labour force participation rate is obtained by dividing the 
labour force on a specific scale (province, region, country, EU…) by the working age population. 
Labour force consists of the sum of those employed and those unemployed. The working age 
population is the non-institutional population between ages 15-64.6 

6 Non-institutional population comprises all the population excluding the residents of dormitories of univer-
sities, orphanage, rest homes for elderly persons, special hospitals, prisons and military barracks etc.
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Employment rate: Employment rate is obtained by dividing employed persons by the work-
ing age population. 

Unemployment rate: Unemployment rate is obtained by dividing unemployed persons by 
the labour force. In order to be considered as unemployed, an individual must be actively seek-
ing work. Those not looking for a job because they have no hope of finding one, or for other 
reasons, even if they are ready and eager to work are not considered as unemployed.

Not in Employment, Education or Training (NEET): Eurofound defines NEETs as those young 
people who are ‘not in employment, education or training’, and who – regardless of their edu-
cational level – are disengaged from both work and education.

 1-c) Approach to employment

European Commission

The European Employment Strategy (EES) dates back to 1997, and its main aim is the crea-
tion of more and better jobs throughout the EU. It has been evolving along with the new polit-
ical priorities and lines of action of the European Commission and now constitutes part of the 
Europe 2020 growth strategy, implemented through the European Semester, in close policy 
coordination among Member States and EU institutions. Europe 2020 is the EU’s ten-year jobs 
and growth strategy. It was launched in 2010 to create the conditions for smart, sustainable 
and inclusive growth. One of the targets of Europe 2020 is that 75% of Europeans aged 20-64 
years should be employed by 2020.

ETUC

For the ETUC, the creation of quality jobs should be the number one priority of the EU and its 
member states. Getting Europe back to work is not the only challenge: Equally important is en-
suring that new jobs are quality ones which allow people to have a decent standard of living and 
contribute to their well-being and to a robust economy. Despite the urgent need for job-crea-
tion, this must be in the context of a longer-term vision of the types of jobs that will be created. 
Despite the gradual fall in unemployment rates, the quality and longer-term sustainability of 
the jobs that are being created gives cause for concern. Many of the jobs being created are tem-
porary and part-time, and underemployment (involuntary part-time and fixed term work, too 
few hours and work below people’s qualification levels), is increasing especially among women 
and young people, who are disproportionately represented in poor quality and low-paid jobs. 
Therefore, specific attention must be paid to the quality dimension of their employment and 
their particular needs.

For the ETUC, job quality will be a key benchmark for evaluation of any EC employment initi-
ative. The ETUC continues to stress the need for a change in European economic policy in order 
to create the right conditions for job-creation by ending austerity policies and fostering internal 
demand and investment. 

There are two arguments for quality jobs: Social and economic. The first one refers to the 
impact of the quality of a person’s working life on his or her quality of life. In addition to being 
a means to earning a living, over the life-course, work is likely to have a substantial impact on 
people’s well-being, including social inclusion, or otherwise. The latter is related to the fact that 
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quality jobs are an essential feature of a well-functioning economy. The ETUC has continuously 
stressed the need to focus on quality job creation as a key aspect of getting Europe on the path 
to sustainable growth. 

Job quality has to be defined in the EU, even if it is a multi-dimensional concept and an 
agreed European definition remains difficult to achieve. At the international level, the ILO has 
defined the concept of ‘Decent Work’ as ‘work that is productive and delivers a fair income, 
security in the workplace and social protection for families, better prospects for personal de-
velopment and social integration, freedom for people to express their concerns, organize and 
participate in the decisions that affect their lives and equality of opportunity and treatment for 
all women and men’.

1-d) Approach to youth employment

A specific approach has to be adopted with regard to youth, i.e., the population between 
ages 15-24. Although the period between ages 15-24 is within ‘working age’, it is also covered 
by ‘education age’. At this point, the right to education should be emphasised and the following 
principles defended: public and free education services to be available to young people up to 
the highest level they desire to attain and all obstacles to access to education to be removed. 
The right to education is enshrined in Article 26 of the Universal Declaration of Human Rights: 

1. Everyone has the right to education. Education shall be free, at least in the elementary 
and fundamental stages. Elementary education shall be compulsory. Technical and professional 
education shall be made generally available and higher education shall be equally accessible to 
all on the basis of merit.

2. Education shall be directed to the full development of the human personality and to the 
strengthening of respect for human rights and fundamental freedoms. It shall promote under-
standing, tolerance and friendship among all nations, racial or religious groups, and shall further 
the activities of the United Nations for the maintenance of peace.

If youth become obliged to enter working life because they have no way into adequate and 
accessible education or due to various reasons, poverty being in first place, this amounts to a 
serious problem. In particular, youth between ages 15-18 entering working life without com-
pleting their basic education is a serious social problem.

The ETUC Youth Committee is strongly concerned about the quality of jobs for young people; 
the quality of life of younger generations depends on the quality of their jobs.

About 5 million under 25s are currently unemployed in the EU. Quality job creation should be 
the number one priority. Some 10 million jobs have been destroyed since the onset of the crisis 
in 2008.

Jobs should follow quality criteria that allow young people to have decent standards of living 
and contribute to their well-being and to a robust economy. The ETUC Youth Committee put 
forward the following nine points which should be taken into consideration in this context. Jobs 
should:

1. Be strongly anchored to a sustainable development model;
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2. Secure a living salary (without gender discrimination);

3. If they include a transition phase before stability, this must be fair and secure;

4. Be free of all forms of discrimination on any grounds;

5. Fit the ambitions and skills of young people;

6. Be based on an equal minimum wage-setting mechanism and anchored to collective bar-
gaining processes;

7. Include full access to social protection: pension rights, unemployment benefits, educa-
tional, maternity, paternity and parental leave etc.;

8. Guarantee the right to join and actively participate in unions and their activities;

9. Include lifelong learning paths and career guidance throughout the working life7.

2) Youth employment in the EU and six countries 8 

2-a) Youth between ages 15-24 

The table below shows the rates for young people in employment, unemployment and 
NEETs in the EU, Turkey and six European countries. Later on, special attention will be given to 
the different rates of young male and female workers.

Table 1: Activity, employment and unemployment in youth between ages 15-24 
(2006-2015)

15-24
Country 2006 2015 2006 2015 2006 2015 2006 2015
EU (28) 44,1 41,5 36,4 33,0 17,4 20,3 6,1 6,1
Denmark 69,9 62,1 64,6 55,4 7,7 10,8 2,0 4,0
Germany 50,4 48,8 43,5 45,3 13,8 7,2 4,3 3,8
Spain 48,2 34,7 39,6 17,9 17,9 48,3 6,3 5,1
France 38,1 37,1 30,0 27,9 21,3 24,7 4,7 5,3
Poland 34,2 32,8 24,0 26,0 29,8 20,8 5,3 5,4
Turkey 36,3 41,8 30,3 34,1 16,4 18,5 33,4 18,7

Activity Rate Employment Rate Unemployment Rate NEET Rate

	Between 2006-2015, while the activity rate and employment rate of youth between ages 
15-24 in the EU have fallen, the unemployment rate has increased. And, in Spain, youth 
employment is an issue causing increased alarm particularly since the last economic cri-
sis. While, as of 2015, Spain is among the five countries with the lowest level of youth 

7 ETUC (2015). Youth Employment Policy Paper. Retrieved from https://www.etuc.org/circulars/quality-
jobs-youth-our-way-forward-etuc-%E2%80%93-youth-employment-policy-paper

8 All data used in the first chapter of this study have been compiled from the database of Eurostat unless 
specified otherwise. 
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employment in the EU, it has occupied second place after Greece in terms of youth un-
employment. 

	While the activity rate has fallen in Poland, employment has risen and as a result of this, 
a drop in unemployment has been seen.

	In Turkey, in the last 10 years, an increase in activity and employment rates has been 
accompanied by a rise in unemployment. Nevertheless, a considerable fall has been seen 
in the NEET rate. The remarkable increase in the schooling rate of youth in Turkey can be 
considered as the basic reason behind it. However, in terms of the NEET rate, Turkey is at 
the top of Europe.

	The best developments between years 2006-2015 have been experienced in Germany. 
Contrary to the general trend in the EU, the employment rate has increased in Germany 
and unemployment and the NEET rate have fallen. Germany is the country in which youth 
unemployment is the lowest in Europe. 

	When the reasons for labour force non-participation of youth between ages 15-24 are 
considered, it is clear that education is in first place. While in the EU this rate is 88.9%, in 
Denmark it is 86%, in Germany 91.6%, in Spain 92.3%, in France 91.6%, in Poland 90.5% and 
in Turkey 66.8%. In general, it constitutes a positive outlook. However, when a comparison 
between men and women is made, gender discrimination against women is a matter of 
concern. While the labour force non-participation rate is lower in women than men due to 
education, labour force non-participation rate is much higher due to “Family and personal 
responsibilities and looking after children or incapacitated adults”. Particularly in Turkey, 
this rate is 41.6% for women. 

2-b) Young adults between ages 25-29 

Table 2: Activity, employment and unemployment in the population between ages 25-29  
     (2006-2015)

25-29
Country 2006 2015 2006 2015 2006 2015
EU (28) 82,7 82,2 74,5 72,0 9,9 12,4
Denmark 85,4 81,1 81,0 74,1 5,1 8,7
Germany 81,2 82,9 71,8 78,1 11,5 5,8
Spain 86,2 85,3 77,5 60,9 10,1 28,5
France 87,0 84,7 78,2 72,8 10,0 14,1
Poland 83,6 84,3 70,8 75,8 15,3 10,1
Turkey 60,4 67,6 53,7 58,8 11,1 13,0

Activity Rate Employment Rate Unemployment Rate

	Between 2006-2015 in the EU, while no considerable change was observed in the activ-
ity rate of young adults between ages 25-29, since the onset of the economic crisis the 
employment rate has fallen and the unemployment rate has increased.
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	The same negative trend has been seen in Denmark, Spain and France: Activity and em-
ployment rates have fallen and unemployment has increased. 

	Poland and Germany share a similar positive trend. An increase in activity and employ-
ment rates has been accompanied by a considerable decrease in unemployment. Germa-
ny, where unemployment has fallen to half of the EU average, is the country with unem-
ployment at the fourth lowest level in the EU. In this respect, the position of the German 
confederation of trade unions in partnership with the employers’ organisations and the 
government should be highlighted: working-time flexibilisation opportunities enshrined 
in collective agreements and agreed at enterprise level, before the crisis, represented an 
important adaptation tool for internal flexibility for companies in the crisis. Working time 
was thus shortened without incurring additional costs. Other concessions were often de-
manded of the workers in order to prevent redundancies for operational reasons even 
during the economic downturn (i.e. collectively agreed wage rises were postponed and 
working time was cut without wage compensation for employees not subject to short-
time working).

	Unemployment among young adults is highly alarming in Spain, where the unemploy-
ment rate has increased to 28.5% from 10.1%. 

	And, in Turkey, while the activity rate and employment rate have risen; unemployment 
has also followed the same path. However, in spite of this positive trajectory, Turkey is 
the lowest in labour force participation and occupies fourth to last place for employment 
among 33 European countries. 

3) Youth employment and total employment in the EU and six countries 

Table 3: Comparison of youth population and total population (15-64) (2015)

2015
Country 15-24 25-29 Total 15-24 25-29 Total 15-24 25-29 Total
EU (28) 41,5 82,2 72,5 33,0 72,0 65,6 20,3 12,4 9,6
Denmark 62,1 81,1 78,5 55,4 74,1 73,5 10,8 8,7 6,3
Germany 48,8 82,9 77,6 45,3 78,1 74,0 7,2 5,8 4,7
Spain 34,7 85,3 74,3 17,9 60,9 57,8 48,3 28,5 22,2
France 37,1 84,7 71,3 27,9 72,8 63,8 24,7 14,1 10,4
Poland 32,8 84,3 68,1 26,0 75,8 62,9 20,8 10,1 7,6
Turkey 41,8 67,6 56,0 34,1 58,8 50,2 18,5 13,0 10,4

Activity Rate Employment Rate Unemployment Rate

	As has already been emphasised, low rates of activity in young people in between 15-24 
compared to the total population does not constitute a problem, if that inactivity is mainly 
due to education. 

	In the EU, the basic reason for low rates of activity is education. It is the same for young 
males in Turkey and in Poland, whereas “housework and care services” together with ed-
ucation constitute the basic reason for a low rate of activity among young women. 
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	The labour force participation rate of the population between ages 25-29 is higher with 
respect to total population in both the EU and the six countries. 

	However, the fundamental issue is unemployment among both youth between ages 15-
24 and young adults between ages 25-29. The unemployment rate for both groups is 
much higher with respect to the total unemployment rate. The unemployment rate of the 
population between ages 15-24 reaches as high as 2 or even 2.5 times the total unem-
ployment rate. 

Table 4: Comparison of unemployment rates of the youth population and total population 
(2006-2015)

Country 15-24 25-29 Total 15-24 25-29 Total 15-24 25-29 Total
EU (28) 17,4 9,9 8,3 20,3 12,4 9,6 16,7% 25,3% 15,7%
Denmark 7,7 5,1 4,0 10,8 8,7 6,3 40,3% 70,6% 57,5%
Germany 13,8 11,5 10,4 7,2 5,8 4,7 -47,8% -49,6% -54,8%
Spain 17,9 10,1 8,5 48,3 28,5 22,2 169,8% 182,2% 161,2%
France 21,3 10,0 8,5 24,7 14,1 10,4 16,0% 41,0% 22,4%
Poland 29,8 15,3 14,0 20,8 10,1 7,6 -30,2% -34,0% -45,7%
Turkey 16,4 11,1 8,9 18,5 13,0 10,4 12,8% 17,1% 16,9%

Unemployment Rate (2006) Unemployment Rate (2015) Increase Rate of Unemp.(%)

	Even worse, as can be seen in table 4, unemployment among the youth population is 
increasing much more rapidly than the total population. While the unemployment rate 
rose by 15.7% throughout the EU between 2006-2015, this rise was 16.7% among youth 
between ages 15-24, 25.3% in young people between ages 25-29. In the countries where 
unemployment has risen, the increase in unemployment in the youth population is much 
higher than the total population.
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4) Youth employment: comparison in terms of gender 

Table 5: Youth between ages 15-24: comparison in terms of gender (2015) 

15-24
Country Female Male Female Male Female Male Female Male
EU (28) 38,7 44,1 31,2 34,8 19,5 21,0 7,3 5,0
Denmark 62,5 61,7 56,2 54,6 10,1 11,6 4,2 3,8
Germany 47,1 50,5 44,0 46,5 6,5 7,9 5,1 2,6
Spain 33,2 36,2 17,3 18,6 48,0 48,6 5,4 4,7
France 33,9 40,2 26,0 29,9 23,3 25,8 5,9 4,7
Poland 26,9 38,4 21,3 30,5 20,9 20,7 6,6 4,3
Turkey 29,6 54,0 23,0 45,1 22,2 16,5 29,4 8,1

Activity Rate Employment Rate Unemployment Rate NEET Rate

Table 6: Young adults between ages 25-29: comparison in terms of gender (2015)

25-29
Country Female Male Female Male Female Male
EU (28) 76,8 87,5 67,3 76,6 12,3 12,5
Denmark 78,0 84,1 70,6 77,4 9,4 8,0
Germany 79,4 86,2 75,5 80,6 4,9 6,6
Spain 82,8 87,8 59,5 62,4 28,1 28,9
France 78,8 90,9 67,9 77,9 13,8 14,4
Poland 77,4 90,7 69,8 81,4 9,8 10,2
Turkey 43,8 91,5 36,2 81,5 17,4 10,9

Activity Rate Employment Rate Unemployment Rate

	Throughout the EU and in the six countries, labour force participation and employment 
rate of women is lower compared to men in both youth between ages 15-24 and young 
adults between ages 25-29. The only exception to this is youth between ages 15-24 in 
Denmark, with an employment rate of 55% for women and 52.3% for men.

	The difference between women and men increases further in young adults between ages 
25-29 compared with youth between ages 15-24. The most serious difference between 
women and men is in Turkey which has the lowest levels of women’s activity and employ-
ment. Also in Poland, gender inequality is at a remarkable level. 

5) Basic problems of employed youth  

5-a) The growing problem for youth: temporary and precarious employment 

For those lucky enough to get a job the situation is not perfect either, since young people are 
much more likely to be hired under temporary contracts than workers aged between 25 and 49. 
The labour market trend shows that there is an increasing risk of their being trapped in precar-
ious jobs which do not ensure full integration in the labour market.
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Table 7: Temporary employment rates in youth and labour force (2015)

2015
Country 15-29 15-64
EU (28) 32,3 14,1
Denmark 20,2 8,7
Germany 38,1 13,2
Spain 54,3 25,2
France 39,4 16,0
Poland 54,3 28,0
Turkey 16,7 13,1

Temporary Employment > While 14.1% of the working population in 
the EU (15-64) are in temporary employment, 
this rate is 32.3% in the population between 
ages 15-29. 
> In some countries, more than half of youth 
are without permanent and secure employ-
ment. 
> Temporary employment is growing much 
more rapidly in the young workforce. The 
temporary rate for European youth aged 15-
24 experienced a significant increase between 
2003 (37.6%) and 2013 (42.5%).

5-b) Youth and young adults earn less

Table 8:  Annual average earnings of youth and total labour force (2014)  

> Annual average earnings of 
youth are much lower than the 
total working population.  
> The annual average earnings 
of the population between 15-
29 throughout the EU is about 
70.3% of that of the total pop-
ulation. 
> The country where the differ-
ence is highest is Germany. 

2014 Ratio
Country 15-29 15-64 15-29 / 15-64
EU (28) 24.230 34.490 70,3%
Denmark 42.134 60.495 69,6%
Germany 28.197 45.429 62,1%
Spain 20.697 28.933 71,5%
France 26.108 37.253 70,1%
Poland 9.079 11.665 77,8%
Turkey 7.685 10.341 74,3%

Annual Average Earning

5-c) Working poverty is increasing among youth

Table 9:  Working poverty among youth (2005-2013)

> Another growing problem affecting youth is in-
work poverty.
> While the at-risk-of-poverty rate among the 
employed youth population between 15-29 in 
the EU was 8.1% in 2005, this rose to 9.5% by 
2013. 
> Germany and France have alarming indicators 
in terms of working youth at risk of poverty. 

15-29
Country 2005 2013
EU (28) 8,1 9,5
Denmark 12,6 9,5
Germany 6,9 11,3
Spain 7,1 9,9
France 6,2 10,4
Poland 12,6 8,7
Turkey : :

Working Poverty (%)
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5-d) The highest rate of in-work accidents is among youth

Table 10: Standardised work accident rates of youth and total labour force (2014)

> Regarding workers’ health and 
occupational safety, youth repre-
sent the biggest risk group.
> The standardised work accident 
rate (number of work accidents 
per 100,000 employees), is much 
higher among youth aged 18-24 
compared to the total. Youth have a 
work accident rate 1.4% times that 
of the total workforce. 

2014
Country 15-24 25-34 15-64
EU (28) 2.312 1.710 1.642        
Denmark 2.172 2.078 1.983        
Germany 3.266 2.381 2.119        
Spain 3.558 3.041 3.220        
France 4.695 3.742 3.386        
Poland 736 519 525           
Turkey -- -- --

Standardised Incidence Rate

5-e) Informal employment is affecting youth most

5% of those who participated in research by Eurobarometer in 2007, throughout the EU, 
stated that they exercised an informal economic activity in the last year. The rate is 9% in the 
group between 15-24. According to this research, informal employment is widespread mostly 
among youth.9 In Turkey, the informal employment rate was 36.7% as of 2013. While this rate 
is 48.5% among youth between 15-24, the informal employment rate reaches 70% when only 
youth between 15-19 are considered. 

6) Conclusion: the crisis in youth employment is deepening! 

The recent economic crises are having negative consequences for the population of working 
age, on both a global and European scale. However, the deepest impacts of the crises are being 
seen on youth. Youth unemployment is increasing much more rapidly than general unemploy-
ment and youth are becoming deprived of secure, permanent and qualified employment. Fur-
thermore, the increase in the youth population who are neither in employment nor in education 
and training is at a worrying level. Women in the youth population are in a more disadvanta-
geous position compared to men. Jobs of temporary quality are becoming a basic employment 
field for youth, youth poverty is increasing, youth are mostly affected by informal employment 
and work accidents. The ILO’s definition of an “Endangered Generation” is completely applicable 
to European youth. Generating a solution to the youth employment crisis which is deepening on 
both a European and global scale is an urgent requirement which cannot be postponed.

9 http://ec.europa.eu/public_opinion/archives/ebs/ebs_284_en.pdf
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Youth employment policies 

Chapter 2 – List of abbreviations:

GDP: Gross Domestic Product
EU: European Union
ILO: International Labour Organization
OECD: Organisation for Economic Cooperation and Development
EES: European Employment Strategy
YEN: Youth Employment Network
MNE: Ministry of National Education
NGO: Non-Governmental Organisation
VQA: Vocational Qualifications Authority
TEA: Turkish Employment Agency
RDA: Research and Development Activities

Introduction 

In the second chapter of our study, the correlation between employment policies and youth 
employment is highlighted, the factors influencing employment of youth examined and policy 
proposals for youth employment outlined.

Youth Employment policies in the EU 

The crisis and austerity measures implemented at national level in recent years have had 
a very negative impact on the working and living conditions of young people in Europe. Youth 
unemployment was already structurally higher than the general rate before the crisis, but since 
its outbreak the situation has worsened: youth unemployment continues to grow in many EU 
countries, even if it does so at a slower pace.

For these reasons, youth employment is a priority for the EU. The existing youth employ-
ment policies are embodied in the Youth on the Move Initiative, one of the flagship initiatives of 
the EU’s agenda for growth and jobs: The Europe 2020 strategy.

Youth on the Move aims to improve young people’s education and employability, to reduce 
high youth unemployment and to increase the youth employment rate – in line with the wider 
EU target of achieving a 75% employment rate for the working age population (20-64 years).

This overall objective was pursued through a series of programmes launched over the last 
seven years by the European Commission: Youth Employment Opportunities, the Youth Em-
ployment Package (including the Youth Guarantee) and the Youth Employment Initiative, the 
Quality Framework for Traineeships, the European Alliance for Apprenticeships, and the mobil-
ity scheme Your First Eures Job. Below is a brief description of the most important initiatives.

Section 1, Chapter 2
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The Youth Guarantee

European institutions define it as a measure to “ensure that all young people under the age 
of 25 years receive a good-quality offer of employment, continued education, an apprentice-
ship or a traineeship within a period of four months of becoming unemployed or leaving formal 
education”. EU countries endorsed the principle of the Youth Guarantee in April 2013. Some 
Member States have extended the principle, for example by expanding the age range, extending 
the measures, etc. 

The Youth Guarantee represents a good opportunity, above all for some countries, to rethink 
and reorganise active labour market policies targeting young people. It aims to combat youth 
unemployment and to prevent young people growing discouraged about entering the labour 
market, and thereby becoming NEET. 

For the ETUC, the Youth Guarantee remains the most significant initiative on youth 
employment taken by the European Commission in recent years. The ETUC Youth 
Committee and the European Trade Union Institute have prepared three reports on 
the follow-up to the design, implementation and assessment of policies at national 
level. Based on the findings of this research, the ETUC Youth Committee adopted 
a series of political recommendations on the Youth Guarantee, contained in the 
document ‘European Youth Employment Policy Paper’. The recommendations are 
as follows:

The Youth Guarantee should:

•	 Support a sustainable and inclusive recovery together with the implementation 
of an investment plan for jobs which is a necessary pre-condition for improving 
the situation of young people in the labour market; 

•	 Guarantee high quality job offers, training, traineeships and apprenticeships, 
particularly in those sectors where job creation will be most important in the 
future;

•	 Lead to a guaranteed offer and intervention within four months. Aim, in the long 
term, at the implementation of a universal guarantee; 

•	 Guarantee equal access to public employment services; 
•	 Ensure full participation of social partners, civil society and young people in order 

to increase the transparency and the efficiency of measures adopted; 
•	 Guarantee appropriate social protection for young people to avoid increasing the 

risk of poverty and precariousness; 
•	 Strengthen existing active labour market programmes while building synergies 

between programmes and institutions in order to better fulfil the goals of the 
EYG; 

•	 Strengthen trust in institutions, secure adequate financing and human resources 
to ensure the quality of employment services; 

•	 Carefully assess the target population and provide tailored approaches in order 
to respond to the heterogeneity of the youth population.
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The Quality Framework for Traineeships

The Eurobarometer report entitled ‘The experience of traineeships in the EU’ revealed that 
most trainees in Europe deemed their working conditions or learning content to be of bad qual-
ity. The research analysed the experiences of almost 13,000 trainees from every EU Member 
State, and found that while the use of training as a stepping stone in the transition from the 
educational system to the labour market was widespread, almost six out of ten trainees (59%) 
did not receive any financial compensation. Among those who were paid, less than half found 
it was enough to cover basic living costs, and four out of ten trainees did not have a written 
traineeship agreement or contract with the host organisation or company.

Driven by these findings, and upon the request of the European trade union movement and 
other EU stakeholders, the European Commission launched a recommendation for a Quality 
Framework for Traineeships, which was adopted by the Council of Europe in March 2014. This 
framework comprises a number of recommendations to EU Member States to enable trainees 
to acquire high-quality work experience under safe and fair conditions, and to increase their 
chances of finding a good-quality job. The guidelines will increase transparency about trainee-
ship conditions, for example by requiring that traineeships be based on a written traineeship 
agreement. The agreement should cover learning content (educational objectives, supervision) 
and working conditions (limited duration, working time, clear indication whether trainees will be 
paid or otherwise compensated and whether they will qualify for social security). 

For the ETUC Youth Committee, traineeships should meet the following criteria: 
1. Guarantee good-quality working conditions, agreed duration, decent 
compensation, within a legal and binding agreement at national and European 
level, including the possibility of a Directive;
2. Set clear learning objectives and recognition of skills and knowledge acquired;
3. Ensure guidance at the workplace;
4. Inform interns of their labour and social rights including the right to be represented
by trade union reps;
5. Involve all relevant stakeholders in monitoring, supporting and improving the
outcomes of internships.

With regard to the Quality Framework for Traineeships, the ETUC believes that this 
is a weak tool for protecting trainees and that it will not provide a solution to the 
precarious situation of some trainees in the EU.

The Youth Employment Initiative

Following the Council Recommendation of April 2013 on establishing a Youth Guarantee, in 
June 2013 the European Council adopted the Youth Employment Initiative: A financial mecha-
nism of €6 billion was made available for regions at NUTS 2 (Nomenclature of Territorial Units 
for Statistics) level suffering youth unemployment rates above 25% in 2012, to implement the 
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Youth Guarantee. This dedicated budget line came on top of the European Social Fund, which 
continued providing support for every Member State in fostering youth employment initiatives 
also including the Youth Guarantee.

In 2015, the European Commission frontloaded the existing funds in order to make access to 
the Youth Employment Initiative easier and faster, especially for those countries most affected 
by high youth unemployment and NEET rates. 

Given that youth unemployment is still very high, especially in some southern Europe-
an countries, the Commission put forward in September 2016 a proposal to increase the YEI 
budget from €6.4 to €8.4 billion, thus boosting the overall resources by €2 billion for 2017-
2020 (if approved by the Council and the European Parliament).

The ETUC calls for higher long-term funding. The International Labour Organization 
estimates €21 billion per year is needed for effective implementation of the Youth 
Guarantee in Europe.

Your First EURES Job

Europe’s labour market faces a complex situation when it comes to the employment of 
young people: on the one hand, we have high unemployment rates for young people (espe-
cially in southern European countries) and on the other, the existence of more than 2 million 
vacancies in the region. Mobility of workers can be a tool to bridge this mismatch. Mobility has 
been defined as one of the European Commission’s priorities, with the enhancing of the EURES 
programme as a specific means to this end.

Set up in 1993, EURES is a cooperation network between the European Commission and 
the Public Employment Services of the EEA Member States, designed to provide information, 
advice and recruitment/placement (job-matching) services for the benefit of workers and em-
ployers as well as any citizen wishing to take up opportunities provided by the free movement 
of persons. It offers an electronic toolkit including the EURES job mobility portal and a network 
of more than 850 EURES advisers who assist jobseekers and employers.

EURES is funded under the EaSI programme, the EU Programme for Employment and So-
cial Innovation, a financing instrument to promote a high level of quality and sustainable em-
ployment, guaranteeing adequate and decent social protection, combating social exclusion and 
poverty and improving working conditions. It is composed of three axes: the modernisation of 
employment and social policies (the PROGRESS axis); job mobility (EURES axis); and access 
to micro-finance and social entrepreneurship (Microfinance and Social Entrepreneurship). The 
total EaSI budget for 2014-2020 is €919,469,000, allocating 18% of this budget to the EURES 
axis.

Your First EURES Job is a “targeted mobility scheme” supporting particular groups of work-
ers with a propensity for mobility, such as young workers. Your First EURES Job aims to help 
young people up to 35-years-old to find a job, traineeship or apprenticeship in another Member 
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State. The programme is applicable to young candidates and employers from the EU 28 coun-
tries, Norway and Iceland.

The European Commission set up the EURES project to meet the needs of jobseekers, 
workers and employers. A European network of more than 850 EURES advisers 
is on hand to provide support to workers and jobseekers. Many EURES advisers 
are members of the European trade union movement, thus providing effective 
information and advice to workers

The ETUC Youth Committee welcomed the adoption of the programme Your first 
EURES Job. In an open consultation held by the European Commission in 2016 on 
results delivered since the start of the programme, the ETUC Youth Committee 
supported the scheme’s continuation. The Committee urges the trade union 
movement to work closely with EURES and young trade unions representatives to 
become EURES advisors3.
 

Youth Employment Policies in Turkey

The state of youth employment in Turkey shows a parallel picture. As in many countries of 
the world, youth in Turkey, too, are becoming deprived of decent job opportunities and they are 
falling into economic and social uncertainties. Due to various reasons, youth are at a disadvan-
tage in getting into the labour market and working life.

Although, in a general sense, unemployment in Turkey, and in specific terms youth unem-
ployment, were triggered during the crisis period, it is a structural issue. And growth without 
employment is one of the basic features of the Turkish economy. To give a concrete example, 
the Turkish economy grew at a rate of 9.47% in the last three years, that is 2.1% in 2012, 4.1% 
in 2013, and 3% in 2014. Employment increased at a rate of only 2.46% in the same period. 
The employment-creating performance of the economy remained low; the unemployment rate 
could not fall below 10% even in the periods when economic growth reached around 7% in the 
last 10 years. The unemployment rate increased at record levels when the global crisis was 
added to the existing structural problems, the fragility of youth in the labour market became 
more and more evident. 

Informal employment in Turkey is causing withdrawal from the principle of a ‘decent job’; 
women and other members of the family who are not in the labour force normally start to work 
in informal jobs to compensate for the fall in household income particularly due to the crisis, 
thus increasing informality. The rate of those working without any affiliation to a social security 
organisation has been identified as 33.2% at the end of 2014.

Employment in Turkey increased to 25.7 million from 21.8 million in the 10 years between 
2004-2014. Participation in employment increased by 4 million. However, the youth unem-
ployment rate which was 19.9% in December 2004 rose to 20.2% in December 2014. Therefore, 
while a relative increase in employment took place over the decade, youth unemployment did 
not diminish. Youth are not being included in employment. 
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While the general unemployment rate was at a level of 10.9% by the end of 2014, the unem-
ployment rate in the same period has been detected as 20.2% in total, this being 18.9% for men, 
22.6% for women. 

Integrated policies should be applied in the long term to eliminate the inequalities preventing 
women from participating in education and the labour force, reduce the negative consequenc-
es of rural-urban migration on youth, and raise the mean educational period. It should not be 
forgotten that the problems are largely structural and that policies targeting structural issues 
are required.

As in the EU, young people experience specific problems in their transition from the educa-
tional system to the labour market.

Incomplete transitions, unemployment and poor-quality jobs can lead to scarring effects in 
the careers of young people, such as loss of self-confidence and loss of some qualifications. 
Also, this can generate disengagement from politics and anti-social behaviours. As pointed out 
by the ILO, the difficulties experienced in getting into the labour force, particularly in economic 
recession periods, leave permanent negative impacts on youth. It worried that this would cre-
ate a “lost generation” who excluded themselves completely from the labour market.  

The profile of youth in the labour market in Turkey can be described thus: 

- Their labour force participation and employment rates are low; unemployment rates are 
high.

- Non-agricultural unemployment rates and urban unemployment rates are high.

- Although education, knowledge and skills levels are rising every year, these are not ade-
quate. Further efforts must be made to adapt skills and competences to the demands of pro-
ductive systems while respecting the aspirations of young people.

- Because of quality problems in getting into the labour force, young people are pushed into 
informal employment.

Policy proposals

In June 2015, the ETUC Youth Committee adopted the document ‘European Youth Employ-
ment Policy Paper – Quality Jobs for Youth: Our way forward!’. This document, which is available 
on the ETUC website, provides views and recommendations from the European youth work-
force represented by the ETUC Youth Committee on a series of topics highlighting the reality 
of work for young people: working conditions, transitions from the educational system to the 
labour market or to further education (traineeships, apprenticeships, dual learning, entrepre-
neurship and mobility).

These are some of the proposals on quality jobs: 

The ETUC Youth Committee is very concerned about the quality of jobs for young people; the 
quality of life of younger (and older!) generations depends on the quality of their jobs. 
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About 5 million under-25s are currently unemployed in the EU. Quality job creation should be 
the number one priority. Some 10 million jobs have been destroyed since the onset of the crisis 
in 2008.  Getting Europe back to work is not the only challenge. Equally important is ensuring 
that new jobs are quality ones which allow people to have decent standards of living, and con-
tribute to their well-being and to a robust economy.

ETUC Youth are very concerned about the future of our planet and about the sustainability 
of the present economic model. We strongly endorse campaigns against climate change: There 
are no jobs on a dead planet!  Globalisation, technological innovation and change, demographic 
trends and the transition to a greener economy are having a profound impact on the labour 
market. In addition to posing important challenges, they are also windows of opportunity for 
job creation. However, there is no guarantee that these jobs will be of good quality. Despite the 
urgent need for job creation and the increasing impact of digitalisation on the labour market, 
ensuring quality must be seriously considered and set in a long-term, forward-looking, fair and 
sustainable conception of employment.

The quality jobs we want, must: 

1. Be strongly anchored to a sustainable development model; 
2. Secure a salary that allows a living salary (without gender discrimination); 
3. If they include a transition phase before stability, this must be fair and secure; 
4. Be free of all forms of discrimination on any grounds; 
5. Fit the ambitions and skills of young people; 
6. Be based on an equal minimum wage-setting mechanism and anchored to collective 
    bargaining procedures; 
7. Include full access to social protection: pension rights, unemployment benefits, 
     educational, maternity, paternity and parental leave etc; 
8. Guarantee workers the right to join and actively participate in unions and their             
     activities; 
9. Include lifelong learning paths and career guidance throughout the working life.

Chapter 2 – Bibliography

ILO Research, 2004
ILO Report, 2010, ‘Global Trends in Youth Employment’ 
ILO Report, 2013, ‘Global Employment Trends for Youth: A Generation at Risk’ 
2004 / 2012 / 2013 / 2014, TUIK Household Labour Power Questionnaires 
MNE, Vocational and Technical Education Strategy Document and Action Plan 2014 / 2018
UN Joint Programme: ‘Decent Work for Everybody: National Youth Employment Programme’, 

National Youth Employment Action Plan 2011, İŞKUR



52

Youth and trade unions

Chapter 3 – Glossary

Worker circulation rate: Worker change rate, represents the proportion of workers who 
worked in an entity for a certain period of time compared to the workers who quitted work 
within the same period.

Negotiation power: This is the ability of the trade union or employers’ organisation and the 
employer who is not a member of a union to convince the opposite party to reach an agreement 
on its own conditions through collective bargaining. 

Labour market: This is the forum wherein labour supply-demand meet, and wage is deter-
mined.

Career planning: The process which takes into account the skills, interests and values of in-
dividuals, determines objectives in line with these and makes plans to achieve these objectives.

Part-time employee: Person who works less than 30 hours a week.

Chapter 3 – List of Abbreviations: 

TÜRK-İŞ: Confederation of Turkish Trade Unions

DİSK: Confederation of Progressive Trade Unions

HAK-İŞ: Confederation of Hak Trade Unions

ITUC: International Trade Union Confederation

PERC: Pan-European Regional Council

EU: European Union

ILO: International Labour Organization

Section 1, Chapter 3
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Introduction 

Trade unions are organisations that aim to develop and protect workers’ rights and freedoms 
and economic interests. 

The main reason why workers join unions is to improve, develop and protect their living and 
working conditions. Collectively defending their rights and interests, which they would not be 
able to achieve through individual struggle, is the main priority. 

However, the goal which started with individual rights has become over time equivalent to 
defending freedoms and, gradually, democracy in a completely inclusive way extending to social 
and political freedoms. 

Around the world, and in Turkey, trade unions started to work on new organisational models 
because of the loss of members in the last 20 years Also, some countries have experienced a 
decrease in the rate of collective bargaining coverage. Due to their share in employment and 
their advantages arising from being young, young workers have become the priority recruit-
ment targets of trade unions with significantly different approaches from country to country. 

              Youth Population in Turkey                      Youth Population in Europe

Turkey currently possesses a young population. Even though our population has begun to 
grow older, when compared with European countries, the proportion of population between 
ages 15-24 is higher. 

Although having a young population means that the pool of labour for employment and pro-
duction can also be large, in a positive sense, this can at the same time lead to youth unemploy-
ment, depending on the economic and social policies applied. 

Views of young workers about trade unions 

In 27 EU countries, the ratio of the youth population between ages 15-29 to the total popu-
lation is below 20%. In Turkey, this ratio is 16.6%, as of 201310. 

10  İstatistiklerle Gençlik, 2013, TÜİK.
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Young people’s interest in trade unions has a critical significance in terms of the future of 
trade unions, as for youth themselves. Because low rates of unionisation of youth also indicates 
that the unionisation rate will be low in the future. Organising youth increases the number of 
members and power of trade unions. On the other hand, the ideals, enthusiasm and energy of 
youth in challenging the problems facing the labour movement is of great importance to trade 
unions. Young trade union leaders will maintain the power of the trade union movement by 
taking the places of older leaders in due time. Moreover, youth can adapt to new technologies 
easier than adults and they can look at problems from a different viewpoint, free of prejudices. 
These features of youth can bring dynamism and a new outlook to trade unions.11

However, according to current data, the “youth unionisation rate is low” in the whole world. 
There are several interconnected reasons why the number of young trade union members is 
low and falling. 

According to Vandaele (2012) the following reasons can be highlighted:

•	 Despite the general assumption that young people do not enrol in unions because of their 
individualistic values, the scientific evidence shows that young people actually have a 
sound social engagement, yet this is less likely to translate into membership of ‘tradi-
tional’ organisations like political parties and unions.

•	 Young workers tend to work in sectors of production less covered by the trade union 
movement, both in terms of organising and collective bargaining.

•	 Given that young workers are over-represented in workplaces with high turnover and 
non-standard forms of employment, their unionisation is more cost-intensive. The trade 
union movement should further allocate resources and strategies to recruit workers in 
these companies12.

A number of factors in the labour market tend to prevent young people from joining trade 
unions. For example:

•	 Youth labour force participation rate and youth employment rate is low; 

•	 Young people are concerned about union-busting by the employer if they become union-
ised;

•	 The negative image of trade unions conveyed to public opinion by media; 

•	 Little knowledge of the aims of trade unions and the activities developed in order to pro-
tect the rights and interests of workers; 

•	 Young people are obliged to work in more than one job due to insufficient income. 

Also, trade union structures and strategies towards young workers might be an obstacle to 
greater youth participation.

11  Genç İşçiler ve Sendikalar- Prof.Dr. Aysen TOKOL Uludağ Üniversitesi 
12 Vandaele, K., Youth representatives’ opinions on recruiting and representing young workers. A twofold unsatis-

fied demand? European Journal of Industrial Relations, 18, 2012, 3, pp.203-218.
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•	 Young people tend to rotate in jobs within companies in different sectors, thus making it 
difficult for sectoral unions to track the career pathway of a given worker; 

•	 Trade unions not organising young members; 

•	 Unions preferring traditional communication methods; 

•	 The older generation in trade unions resisting new strategies, such as establishing co-
operation with youth organisations and student unions, contacting youth in areas where 
trade unions do not organise, or new strategies being put into practice very slowly;   

•	 The ideas of young members not being considered by older ones; 

•	 The trade union organisational structure not being appropriate for young workers who 
change jobs frequently;  

•	 Youth experiencing difficulties in communicating with trade unions because they work in 
places without trade unions or on non-standard hours, or because no trade union repre-
sentative is available in their workplaces;

•	 Today, youth use mobile phones, web and social networking sites, whereas the majority 
of trade unions do not use these technologies effectively for organising.

  New trade union policies toward young workers

Unions should target young people as their core business. They should be approached as 
workers, with the aim of improving their working and living conditions13. Specific collective bar-
gaining and social dialogue provisions should be implemented and explained to all young peo-
ple. For example, measures to ease the transition between the educational system and the 
labour market could be included in negotiations with employers, as well as a concrete strategy 
to combat the precarious situation of this category of workers.

A holistic approach encompassing the many spheres of workers’ lives can be more effective 
than focusing solely on the workplace. Engagement with civil society organisations, youth as-
sociations and National Youth Councils has proved successful in bringing young people closer to 
the trade union movement. Also, experiences of community unionism have been very effective 
in the UK.

Unions should deploy an ambitious strategy to organise workers in greenfield companies 
(those without trade union representation), rather than sticking to the more traditional approach 
focusing only on brownfield companies (those with a longstanding culture of trade unionism).

Unions can use different strategies outside the workplace to tackle the fall in unionisation 
among young workers. For example, setting lower fees for young people, given that young 
workers are frequently employed in precarious jobs with low wages and temporary contracts. 
However, unions should not forget their core business: reaching out to young people as work-
ers. Trade union officials should explain to them how the labour movement can help them to 
improve their conditions at work14.

13  Crick, C. (2013), Our Time is Now. Young People and Unions: Lessons From Overseas, London, Unite the Union.
14  Crick, C. (2013), Our Time is Now. Young People and Unions: Lessons From Overseas, London, Unite the Union.
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Besides the crucial importance of face-to-face contact, unions should explore alternative 
communication channels outside the workplace. This is particularly relevant given that young 
workers are likely to be found in small companies with low unionisation rate. Some examples of 
these channels are social media, job fairs or summer camps. Online counselling on work issues 
for young people regardless of their affiliation status has also proved to be effective in many 
countries, in bringing youth closer to the trade union movement.

Visits to schools, vocational schools and universities to provide information on the labour 
market, the rights of the workers and the trade union movement can be a great help in bringing 
youth closer to the trade union movement. Unions can also produce educational materials for 
teachers so that such topics can be integrated into the curricula, whether or not trade union 
officers visit the school.

Unions can inform young people about the benefits of joining such organisations. Free advice 
to young workers, unemployed youth and students could be explored. 

Young people need to think of the union as something for them. For this reason, making 
young people visible in the union is appreciated by their peers, and means they can connect 
more easily when explaining the union and how it can help. 

Strategic thinking is needed to adapt the trade union movement’s approach to young people. 
Unions should draw up a plan for youth, laying down clear aims, specific targets and a detailed 
strategy15.

Appointing at least one member of staff in the union to be solely responsible for young peo-
ple would also boost their participation.

The internal structure of the trade union movement also plays a crucial role in attracting 
young people. Within their own organisation structures, confederations and/or trade unions 
can establish youth committees with their own functions, political priorities and actions. These 
youth structures are not only influential in organising young workers, making the voice of youth 
heard in the organisation and shaping its youth policies, but also put forward effective meas-
ures to better defend the rights and interest of young workers.

Human and financial resources should be mobilised to make the functioning of these struc-
tures sustainable.

Besides the creation of youth committees, youth should be empowered in the mainstream 
of the trade union movement. They should have the right to speak and vote in decision-making 
bodies, to ensure the interests of young workers are raised within the union movement. Con-
stitutional provisions to guarantee the right to speak and vote should be explored. The example 
of the ETUC Youth Committee and the amendments put forward at the ETUC 13th Congress in 
Paris can be considered. The Committee gained better representation and power of influence 
in the Congress, Executive Committee and Steering Committee, the three main bodies of the 
ETUC.

Although the application field is limited, young workers can become organised in youth or-

15  Crick, C. (2013),  Our Time is Now. Young People and Unions: Lessons From Overseas, London, Unite the Union.



57

ganisations that are linked to trade unions, yet work in parallel and have their own legal nature.

Specific training should be available to young trade unionists. Mentor initiatives in which sen-
ior trade unionists exchange knowledge and best practices with newcomers can be explored. 
In this regard, it is worth noting the protocol signed between FERPA (European Federation of 
Retired and Elderly People) and the ETUC Youth Committee, committing both bodies to foster 
such practices at European and national level. 

In Turkey, TÜRK-İŞ is launching a strategy to approach young workers more effectively. DİSK 
established a trade union for students in 2006, called Genç-Sen. HAK-İŞ set up a Youth Com-
mittee and is undertaking specific studies on young workers.

In December 2015, the ETUC Youth Committee adopted a resolution on better recruiting and 
integrating young workers into the trade union movement.

ETUC Youth Committee Action Plan on Organising Young Workers

The ETUC Youth Committee is strongly convinced that the trade union movement needs to 
regain confidence and fully represent the interest of young workers. This is not only about the 
sustainability of the trade union movement in Europe and globally, in the short and medium 
term, but also about the democracy of labour markets and society at larger.

To face the challenges of globalisation, increasingly precarious contractual arrangements, 
and reduced or non-existent social security, we need unions that mirror the composition of the 
workforce and fully represent the needs of the furthest from full employment, notably youth, 
women, migrants and those belonging to vulnerable groups (migrants, refugees, LGBTIQ, dis-
abled etc).

The ETUC Youth Committee fully supports the resolution adopted by the ETUC Executive 
Committee on 28 October 2015 on the ‘Reorganisation of the ETUC’ and sees it as a first re-
sult of its demand for a stronger commitment from the ETUC and its affiliates on organising 
(young) workers. The Youth Committee also supports the resolution on campaigning adopted 
at the same meeting, is engaged in implementing the resolution during the next mandate, and 
is pleased that a member of the ETUC Secretariat should be in charge of organising.

The following recommendations have been drafted by members of the Youth Committee 
with the support of the ETUI during an ad-hoc training16. These recommendations target the 
ETUC and ETUFs, national and local affiliates.

Internal organisation

1. Formal recognition of the importance of organising at all levels (confederations and 
branch/sectoral unions);

2. Set up an ad-hoc ETUC Committee with an ETUC coordinator (minimum one person full-
time). This should not be a traditional ETUC committee, but rather a network of national organ-
isers/coordinators;

16 Organising young workers (in particular precarious workers), Birmingham 9-11 September 2015, organised by 
ETUI for members of the ETUC Youth Committee.
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3. Invest financial and human resources in organising at all levels (a dedicated budget is 
needed);

4. Strengthen/empower youth sections/departments in trade unions (where needed), by fi-
nancial and personal resources. Their representation should be guaranteed with voting rights in 
decision-making bodies.

Communication

1. Guidelines and roadmap;

2. Create templates/samples for organising campaigns to be used by ETUC member organ-
isations;

3. Database and platform (interactive) – application/showcase with an interactive applica-
tion – questions and answers;

4. Selection and showcase of the ‘Organiser/best practice of the week’;

5. Simplify language/design by making more extensive use of images and videos;

6. Design a media and communication strategy at ETUC level (in coordination with the ITUC/
PERC) to be offered to national confederations, TU federations and union branches; experts in 
this field should be recruited.

Training

1. All activities should be carried out in close cooperation with the ETUI, making use of the 
existing knowledge, research and practices;

2. EU-level organising academy for shop stewards and summer/spring schools for ETUC 
leaders;

3. Create an Erasmus programme for young trade unionists;

4. Training should be designed to target different groups (e.g. leaders/shop stewards/take 
into account community organising leaders) and set clear goals; reinforce links with ETUI and 
support already existing ETUI training (e.g. on renewal and training for trainers/Eurotrainers);

5. Support campaigns on a transnational basis.

Research and monitoring

1. Launch a specific mapping exercise and analysis of youth to view and evaluate the current 
situation and set a basis for action;

2. Set realistic and clear targets for organising projects;

3. Monitor membership and evolution of young workers’ rights, including the launch of a 
specific labour market youth friendliness indicator.
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Building alliances and partnerships

1. Build alliances with civil society, NGOs and students’ organisations;

2. Try to reach more students in close cooperation with teachers’ unions;

3. Build up political partnerships and strengthen lobbying power.
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First seminar of the project ‘Dialogue Between Trade Union Organisations in Turkey and 
the European Union with a Focus on Young Workers’

Gordion Hotel

Tunali Hilmi Caddesi Buklum Sokak No:59, 06660 Ankara, Turkey

27_30 April 2015

Monday 27 April 2015

09:30-10:00: Registration of participants

10:00-10:15:  Presentation of ‘Workers Together’ project [Yücel Top (Project Coordinator)]

10:15-11:30: Opening speeches

•	 Bela Szombati (Head of the Delegation of the European Union to Turkey)

•	 Numan Özcan (Director, ILO Office for Turkey) 

•	 Ahmet Yücel (Deputy Under-secretary, Ministry for EU Affairs) 

•	 Representative from the Ministry of Labour and Social Security

•	 Patrick Itschert (Deputy General Secretary, ETUC) 

•	 CFCU representative

•	 Kani Beko (President, DİSK)

•	 Representative from HAK-İŞ

•	 Representative from TÜRK-İŞ 

11:30-11:45: Coffee break  

11:45-12:30: Introduction and information on the training seminar 

12:30-14:00: Lunch break

14:00-14:30: Presentation: ‘Analysis of youth employment and unemployment in Turkey  
 and EU’ [Moderator: Onur Bakır, trainer (DİSK)]

 Workshops and group studies  

14:30-15:30: Workshop ‘Tell us your story’

15:30-16:00: Coffee break  

16:00-17:00: Workshop ‘Youth employment: similarities and differences’

Agenda of first training seminar 
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Tuesday 28 April 2015 

09:30-10:00: Presentation: ‘Youth employment policies’ [Moderator: Şahin Serim, trainer  
 (HAK-İŞ)]

 Workshops and group studies 

10:00-11:00:  Workshop 

11:00-11:30:  Coffee break

11:30-12:30:  Workshop 

12:30-14:00:  Lunch break

14:00-17:00:  Workplace visit: Metro Cash&Carry Etlik Store 

 

Wednesday 29 April 2015

09:30-09:45: Evaluation of the workplace visit

09:30-10:15: Presentation: ‘Young workers and unions 
 [Moderator: Deniz Akdoğan, trainer (TÜRK-İŞ)]

10:15-11:15: Workshop: ‘What should unions do to organise young workers?’

11:15-11:45:  Coffee break

11:45-12:45:  Workshop: ‘If you were a trade unionist what would you change in the 
 union?’

12:45-14:00:  Lunch break

14:00-17:30:  Cultural visit 

19:00:  Dinner in town 

  

Thursday 30 April 2015 

10:00-11:00: Assessment of training seminar

11:00-11:30: Coffee break

11:30-12:00: Presentation ‘Youth committees in trade unions’ [Ignacio Doreste, Youth 
 Officer, (ETUC)] 

12:00-12:30: Information about study visit in Berlin and closing of the seminar

12:30-14:00: Lunch
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1. The main purpose of the training:

The main purpose of the training is to inform young trade union members about the situa-
tion of youth in the labour market at national and at EU level and to encourage them to engage 
in action in order to change the current situation. 

2. The objectives of the training: 

The main objectives of the training are

a) To provide young trade union members with detailed information on basic concepts used 
to analyse the labour market.  

b) To inform young trade union members about the situation of young workers in the labour 
market in terms of activity, employment, unemployment, and employment and working condi-
tions. 

c) To encourage young trade union members to share their own experiences and derive les-
sons from others’ experiences. 

d) To encourage young trade union members to engage in trade union action to change the 
current situation. 

      3. The learning achievements: 

a) The participants, after the training, will be able to use the main indicators related to the 
labour market and hence make an analysis of the labour market.

b) The participants, after the training, will be able to analyse youth employment with a spe-
cific focus on gender inequality and differences between age groups.

c) The participants, after the training, will be able to compare and contrast youth employ-
ment/unemployment in different countries.

d) The participants, after the training, will be able to establish linkages between their own 
experiences and the challenges faced by young people in different countries.

      4. Target group of the training: 

This training is designed for young workers of 18-35 years old from Turkey and Europe. The 
group is composed of 24 young trade union members from Turkey, 8 from each Turkish confed-
eration (equal numbers of males and females) and 6 young trade union members from Europe 
(1 from Spain, 1 from France, 2 from Denmark, 2 from Poland; 4 male and 2 female). 

* Note for future trainings: According to the composition of the next groups of trainees, the 
trainers should consider the characteristics of the original target group in order to eventually 
adapt the module to the characteristics of the new group of trainees.

5.  Detailed timetable: 

The training is composed of two sessions with a half-hour coffee break in between. 

Trainers’ notes for the training session of 
Section 1, Chapter 1 
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5-1) First session (1.5 hour) 

Presentation: 30 minutes

	Trainer makes the 20-minute presentation on the situation of youth in the labour market.

	Questions and comments are taken and answered for 10 minutes. 

Workshop 1: (1 hour)*

 ‘Tell us your story’

Aims:

The main objective of this workshop is to share our personal experiences regarding job seek-
ing/employment/unemployment processes and to link our experiences with the problems and 
challenges faced by youth in common during their entrance to the labour market and through-
out their employment and unemployment experiences.  

Tasks: 

> All participants will be divided into groups in a way that ensures balance in terms of gender, 
confederation and nation. 

> In each group, all participants are expected to share their personal experiences and tell 
how common problems of youth employment affected them.

> Please give as much relevant detail as possible and feel free to express your feelings: How 
was your journey from education to working life? When and how did you start to seek a job? 
What did you experience and how did you feel? What was your first job? How was it? Have you 
ever been unemployed and why? How long? How did you find your new job? ... 

> Please underline your specific experiences that are common for youth. 

Report back:

> Each group will select a spokesperson who has the most interesting story, which also re-
flects the common experience. 

> Spokespersons will tell their story to all participants. 

Duration: About 1 hour

> 30 minutes for group work.

> 5 minutes for each group presentation. 

> 5 minutes for evaluation. 

Resources: 

> Presentation slides provided by the trainer.

> Personal experiences. 

> Activity sheet. 
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* Note for future trainers: The following activity sheet has been designed as a document 
to be provided to the participants in order to conduct the workshop of this specific 
session. It can be used in similar training and eventually it should be changed by future 
trainers in charge of delivering the training session.

Sample activity sheet (1)

Tell us your story

Aims:

To share personal experiences regarding job seeking/employment/unemployment.

To link and compare our experiences with the experience of young people having a first 
access to the labour market and living employment and unemployment conditions.

Tasks:

In your group:

• Share your personal experiences and explain how common problems of youth 
employment affected you.

• Participate in the group debate highlighting in particular the issues of: transition 
from school to work, your first job-seeking experience, your first job (if you have one 
already) conditions.

• Define in the group the common experiences which young people generally share in 
accessing the labour market. Draft a list of the common experiences which will be 
presented in plenary. 

•	 Appoint a spokesperson who will report in plenary. He or she will recount the most 
interesting story, reflecting in it the common experiences identified in the debate.

Duration:

•	 Group work 30’

•	 Report back in plenary 5’ (for each group) 

Report back:

The spokespersons will share in plenary the results of the group activity.

Resources: 

• Presentation slides provided by the trainer.

• Personal experiences. 

• Activity sheet.
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5-2) Second Session (1 hour) 

Second session starts with the group presentations and evaluation of the first workshop.  

Workshop 2: (1 hour) 

Youth employment: similarities and differences

Aims:

The objective of this workshop is to compare and contrast youth employment in the partic-
ipants’ six countries and to point out similarities and differences regarding youth employment 
and young workers’ problems in these countries. The participants are also expected to assess 
the situation in their countries by referring to others. 

Tasks: 

> Participants will be divided into groups in a way that ensures balance in terms of gender, 
confederation and nation.

> In each group, participants are expected to discuss youth employment issues in Turkey 
and then compare and contrast them with the European countries represented by the visiting 
participants in the group. 

> Turkish participants will initiate the discussion by elaborating on youth employment issues 
in Turkey which will be followed by a short presentation by the visiting participant(s). 

> Following the discussion, each group is expected to fill in the attached form by listing sim-
ilarities and differences in Turkey and respective countries. 

> Participants may use statistics for comparison, however they are expected to come up 
with specific comments rather than just providing data. 

> Groups are expected to note the reasons underlying the similarities and differences as 
much as possible.

> Groups will select a spokesperson. 

Report back:

> Spokespersons of each group will present the findings of the group activity.  

Duration: About 1 hour

> 25 minutes for group work.

> 5 minutes for each group presentation. 

> 5 minutes for evaluation. 
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Resources: 

> Presentation slides provided by the trainer.

> Activity sheet.

* Note for future trainers: The following activity sheet has been designed as a document to be 
provided to the participants in order to conduct the workshop of this specific session. It can 
be used in similar training and eventually it should be changed by future trainers in charge of 
delivering the training session.

Sample activity sheet (2) 
Youth employment: similarities and differences 

Aims:
To compare and contrast youth employment in different countries in terms of employment and 
young workers’ problems. 
To point out the similarities and differences and to come up with common solutions. 

Tasks:
In your group:
• Discuss youth employment issues in Turkey and then compare and contrast them with the 

European countries, 
• Make a list of similarities and differences between Turkey and the European countries. 
• Appoint a spokesperson who will be in charge of delivering the outcomes of the group 

study. 

Duration:
•	 Group work 30’
•	 Report back in plenary 5’ (for each group) 

Report back:
The spokespersons will share in plenary the results of the group activity.

Resources: 
•  Presentation slides provided by the trainer.
•  Personal experiences. 
•  Activity sheet.
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1. The main purpose of the training: 

The main purpose of the training is to inform the participants about national and interna-
tional youth employment policies, youth unemployment, unregistered labour and vocational 
education and training for young people, and to build their individual capacities on youth em-
ployment.

2. The objectives of the training: 

The main objectives of the training are

a) To inform young trade union members about youth employment in the EU and in Turkey, 
and the challenges in young people’s access to employment.

b) To inform young trade union members about the ILO ‘Global Employment Trends for 
Youth’ report

c) To inform young trade union members about youth unemployment in Turkey and unreg-
istered labour. 

d) To inform young trade union members about vocational education and training opportu-
nities and vocational qualification certificates.

3. The learning achievements: 

a. The participants, after the training, will be able to use the main indicators related to the 
labour market and hence make an analysis of the labour market, 

b. The participants, after the training, will be able to analyse youth employment with a spe-
cific focus on gender inequality and differences between age groups,

c. The participants, after the training, will be able to compare and contrast youth employ-
ment/unemployment in different countries,

d. The participants, after the training, will be able to establish linkages between their own 
experiences and the challenges faced by young people in different countries.

4. Target group of the training: 

This training is designed for young workers of 18-35 years old from Turkey and Europe. The 
group is composed of 24 young trade union members from Turkey, 8 from each Turkish confed-
eration (equal numbers of males and females) and 6 young trade union members from Europe 
(1 from Spain, 1 from France, 2 from Denmark, 2 from Poland; 4 male and 2 female). 

* Note for future trainings: According to the composition of the next groups of trainees; 
the trainers involved should consider the characteristics of the original target group in order to 
eventually adapt the module to the characteristics of the new group of trainees.

Trainers’ notes for the training session of 
Section 1, Chapter 2  
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5. Detailed timetable: 

The training’s duration is three hours, composed of one hour presentation and discussion 
and two one-hour workshop sessions. Two breaks will be given between the sessions. 

5-1) First Session (1 hour) 

Since the topics in this training are based mostly on policy and strategy papers, the pres-
entation language should be selected carefully. Plain and simple sentences should be used in 
the presentation for average understanding.

The trainer initiates the first session by welcoming participants. Before proceeding with the 
presentation, the trainer asks the participants whether they had been unemployed in the past, 
for how long, and whether they received any vocational education and training.

In order to involve the participants in the discussions, an interactive environment is set by 
asking questions before, during and after the presentation. 

5-2) Second Session (1 hour) 

Workshop 1

What type of vocational education and training model should be developed to increase 
employability of young people? 

Aims:

The aim of this group work is to reveal the vocational education problems experienced by 
young people in gaining employment and to develop an original model for vocational education 
and training. 

Tips:

It is very important to strengthen the relationship between vocational education and em-
ployment, especially in terms of youth employment. Vocational education and training should 
be designed in line with the demands of the labour market. Therefore, vocational education and 
training should be output-oriented instead of input-oriented. The existing modules, curricula 
and training programmes should be adapted to the qualifications of the occupation. The rela-
tionship between vocational education and employment should be strengthened and vocation-
al education environments should become centres of attraction.

Tasks:

All participants are divided into groups.

In light of the presentations, each group will discuss the problems in the relationship be-
tween vocational education and employment, and put forward innovative ideas for vocational 
education and training. 

The spokesperson selected by each group will compile and report the different ideas. 
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Report back:

A spokesperson from each group will present the ideas.

Duration: About 1 hour

30’ group work

5’ presentation for each group 

5’ overall assessment by the trainer

Resources:

* Presentations by the trainers

* Personal experiences

* Activity sheet.
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* Note for future trainers: The following activity sheet has been designed as a 
document to be provided to the participants in order to conduct the workshop of 
this specific session. It can be used in similar training and eventually it should be 
changed by future trainers in charge of delivering the training session.

Sample activity sheet (1)
What type of vocational education and training model should be developed to 
increase employability of young people? 

Aims:
To reveal the vocational education problems experienced by young people in gaining 
employment 
To develop an original model for vocational education and training. 

Tasks:
In your group:
•	 Discuss the problems in the relationship between vocational education and 

employment, 
•	 Express your innovative ideas on vocational education and training,
•	 Draft a list of your ideas,
•	 Appoint a spokesperson who will report in plenary.

Duration:
•	 Group work 30’
•	 Report back in plenary 5’ (for each group) 

Report back:
The spokespersons will share in plenary the results of the group activity.

Resources: 
• Presentation slides provided by the trainer.
• Personal experiences. 
• Activity sheet.
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5-3) Third Session:

Workshop 2

Identify three new policy proposals for youth employment that have not been mentioned 
before 

Aims:

The aim of this group work is for the participants to develop innovative policy proposals on 
youth employment based on their workplace experiences. 

Tips:

Policy proposals on encouraging, accelerating and facilitating youth employment have been 
developed and shared with young people in various national and international documents. 
However, these policies are not strategies but rather assessments expressing the problems 
and suggestions on youth participation in employment. Policy proposals and labour market 
practices are contradictory. 

Tasks:

All participants are divided into groups.

In light of the presentations, each group will identify three new policy proposals on youth 
employment based on their labour market experiences. 

The spokesperson selected by each group will compile and report the different ideas.

Report back:

The spokesperson in each group will present the ideas.

Duration: About 1 hour

30’ Group work

5’ presentation for each group

5’ overall assessment

Resources:

* Presentations by the trainers

* Personal experiences

* Activity sheet.
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* Note for future trainers: The following activity sheet has been designed as a document 
to be provided to the participants in order to conduct the workshop of this specific 
session. It can be used in similar training and eventually it should be changed by future 
trainers in charge of delivering the training session.

Sample activity sheet (2)

Identify three new policy proposals for youth employment 

Aims:
To develop innovative policy proposals on youth employment based on your own 
workplace experiences. 

Tasks:
In your group:
•	 Identify three new policy proposals on youth employment based on your labour 

market experiences. 
•	 Draft a list of your ideas.
•	 Appoint a spokesperson who will report in plenary.

Duration:
•	 Group work 30’
•	 Report back in plenary 5’ (for each group) 

Report back:
The spokespersons will share in plenary the results of the group activity.

Resources: 
* Presentation slides provided by the trainer.
* Personal experiences. 
* Activity sheet.
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1. The main purpose of the training:

The main purpose of the training is to inform young trade union members about the organi-
sation of young workers into trade unions and union strategies to organise young workers, and 
also encourage them to think of ways in which better strategies to organise young workers can 
be developed.  

2. The objectives of the training: 

The main objectives of the training are

a. To provide young trade union members with detailed information on the current relation 
between young workers and trade unions. 

b. To inform young trade union members about some successful strategies to organise 
young workers.

c. To point out the importance of youth committees/structures to organise young workers. 

d. To encourage young trade union members to develop better strategies to organise youth.

3. The learning achievements: 

a. The participants, after the training, will be able to analyse the relations between young 
workers and trade unions, 

b. The participants, after the training, will be able to benefit from the best practices for or-
ganising young workers, 

c. The participants, after the training, will be able to comprehend the role and importance of 
youth committees for organising young workers,

d. The participants, after the training, will be able to develop strategies to organise young 
workers.

4. Target group of the training: 

This training is designed for young workers of 18-35 years old from Turkey and Europe. The 
group is composed of 24 young trade union members from Turkey, 8 from each Turkish confed-
eration (equal numbers of males and females) and 6 young trade union members from Europe 
(1 from Spain, 1 from France, 2 from Denmark, 2 from Poland; 4 male and 2 female). 

* Note for future trainings: According to the composition of the next groups of trainees; 
the trainers involved should consider the characteristics of the original target group in order to 
eventually adapt the module to the characteristics of the new group of trainees.

5. Detailed timetable: 

The training is composed of two sessions separated by a half-hour coffee break.

Trainers’ notes for the training session of 
Section 1, Chapter 3
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5-1) First session (1.5 hours) 

Presentation: 30 minutes

	Trainer makes the 20-minute presentation.

	Questions and comments are taken and answered for 10 minutes. 

1. Workshop (about 1 hour)

What should trade unions do to organise young workers? What means of communication 
should be employed to this end? 

Aims: Specific actions should be undertaken to encourage young workers to become mem-
bers of trade unions, take active roles in trade unions and be represented in the line manage-
ment. Although various means and methods have been determined in national and internation-
al fields in order to attract young workers to trade unions, such methods may vary depending 
on practical conditions, culture, and norms in different countries. This group study aims to iden-
tify which methods the trade unions in Turkey should use to organise young workers and which 
communication tools are most appropriate.

Tasks: 

	All participants are divided into groups.

	Through the presentations, each group expresses its opinion on what could be done to 
organise young workers. 

	The main messages and demands are collected and the spokesperson selected by each 
group reports on the findings. 

Report back:

	In each group, the participant chosen as spokesperson presents the general conclusions.

Duration: About 1 hour

	30’ Group study

	5’ each group presentation

	5’ general assessment

Resources: 

	The presentation slides provided by the trainers

	Personal experiences

	Activity sheet 
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* Note for future trainers: The following activity sheet has been designed as a document 
to be provided to the participants in order to conduct the workshop of this specific 
session. It can be used in similar training and eventually it should be changed by future 
trainers in charge of delivering the training session.

Sample activity sheet (1)
What should trade unions do to organise young workers? What means of communication 
should be employed to this end? 

Aims:
To identify which methods the trade unions in Turkey should use to organise young 
workers and which communication tools are most appropriate.

Tasks:
In your group:
•	 Express your own opinions on what could be done to organise young workers.  
•	 Draft a list of your ideas.
•	 Appoint a spokesperson who will report in plenary.

Duration:
•	 Group work 30’
•	 Report back in plenary 5’ (for each group) 

Report back:
The spokespersons will share in plenary the results of the group activity.

Resources: 
• Presentation slides provided by the trainer
• Personal experiences 
• Activity sheet
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5-2) Second Session

Workshop 2 (1.5 hours) 

If you were a trade unionist, what would you change in the trade union? Why and how? 

Aims:

The objective of this workshop is to encourage young workers to take part in the manage-
ment of the trade union, to form an opinion about the profile of unionists through the eyes 
of young workers, to determine the potential, energy, creativity and added value that can be 
generated by young unionists applying innovative policies in trade unions. It is aimed at further 
democratising trade unions, ensuring they acquire new members and face shortcomings within 
their current status. 

Tasks: 

	All participants will be divided into groups 

	Each group will imagine that it is the executive of the trade union it belongs to, or would 
like to belong to, and share with the members of the group what aspects it would like to 
change and why. 

	The main messages and demands will be collected and the spokesperson determined by 
each group will report on the findings. 

Report back:

	In each group, the participant chosen as spokesperson presents the general conclusions.

Duration: About 1.5 hours

 45’ Group study

 7’ each group presentation

10’ general assessment

Resources:

	Presentations by the trainers

	Personal experiences 

	Activity sheet 
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* Note for future trainers: The following activity sheet has been designed as a 
document to be provided to the participants in order to conduct the workshop of this 
specific session. It can be used in similar training and eventually it should be changed 
by future trainers in charge of delivering the training session.

Sample activity sheet (2)

If you were a trade unionist, what would you change in the trade union? Why and 
how? 

Aims:
To encourage young workers to take part in the management of the trade union 
To form an opinion about the profile of unionists in their eyes
To identify the potential, energy, creativity and added value that can be generated by 
young unionists by applying innovative policies in trade unions
To examine which methods the trade unions in Turkey should use to organise young 
workers and which communication tools are most appropriate.

Tasks:
In your group:
• Imagine that you are on the executive of the trade union and share with the members 

of the group which aspects you would like to change at first hand and the reasons 
why 

• Make a list of your wishes
• Appoint a spokesperson  

Duration:
• Group work 45’
• Report back in plenary 7’ (for each group) 

Report back:
The spokespersons will share in plenary the results of the group activity.

Resources: 
* Presentation slides provided by the trainer
* Personal experiences 
* Activity sheet
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Young women and the labour market

Young women workers in the labour market: employment, 
unemployment and employment conditions

Problems, regulations and policy recommendations related to 
employment of young women

Young women and trade unions in Europe

Introduction

The title of the International Labour Organization’s 2013 study on youth employment reveals 
the real scope of the problem: ‘Global Employment Trends for Youth: A Generation at Risk’. According 
to the study, the negative effects of the last economic crisis have still not been eliminated. As of 
2013, the employment rate for the age group 15-24 was 42.3% while the unemployment rate 
for the same group was 12.6%, corresponding to 73.3 million unemployed young people. The ILO 
estimates that in 2014, the global female youth unemployment level was 13.6%, while male 
youth unemployment was 12.6%, with an increasing gap forecast until 2019. “It is not easy to 
be young in the labour market today”, the report states, and highlights the increasing number 
of young people opting for part-time employment or accepting “temporary employment”. In 
developing regions, where 90% of the global youth population lives, stable, quality employment is 
especially lacking.1

While young people in general face numerous challenges on the labour market, young women 
are more heavily affected by the economic crisis than young men. Significant inequalities can 
be found between young men and women as young women tend to have more precarious 
contractual agreements, are over-represented in part-time jobs (often involuntary), and suffer 
major discrimination in access to maternity-related rights and protection . 

The second group of training materials from the project ‘Dialogue between Trade Union 
Organisations in Turkey and the EU with a Focus on Young Workers’ addresses topics such 
as youth employment and unemployment, youth employment policies, trade union organisations 
and young people from a gender perspective, and focuses mainly on young women. 

1) The first chapter, ‘Young women workers in the labour market: employment, 
unemployment and employment conditions’2, deals with the situation of young women in 
the labour market and the employment and unemployment of young women, as well as their 
employment conditions.

1 http://www.ilo.org/global/research/global-reports/global-employment-trends/youth/2013/
WCMS_212899/lang--en/index.htm

2 Part 1 is prepared by Onur Bakır (DİSK).

Section 2, Chapter 1
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2) The second chapter, ‘Problems, regulations and policy recommendations related to 
employment of young women’3, elaborates on the relationship between employment policies 
and women’s employment, discusses the factors affecting the employment of young women, and 
lists policy recommendations for bringing young women into quality employment.

3) The third chapter ‘Young women and trade unions in Europe’4, discusses how trade 
union organisations approach young women and vice versa and brings forward proposals related 
to young women’s participation in trade unions by underlining the activities of trade unions 
designed to address young people and young women workers.

Section 2, Chapter 1
Young women workers in the labour market: employment, 

unemployment and employment conditions

The first part of our study provides an overall analysis of youth employment, youth unemployment 
and employment conditions as well as an analysis of the situation of young women as compared 
to young men in the labour market in the EU in general, and in the six countries covered by the 
project (Turkey, Denmark, Germany, Spain, France and Poland). 

This part consists of several sub-chapters. 

The first, entitled Conceptual framework defines “youth” and explains the basic concepts 
used to analyse the labour market. It then defines the concepts of sex and gender and focuses on 
gender (in)equality.  

The second sub-chapter, entitled Employment of young women in the EU, examines women’s 
participation in the labour force at EU level as well as their employment and unemployment as 
compared to young men; and examines, from a gender perspective, the reasons why women do 
not participate equally with men. 

The third sub-chapter, entitled Employment of young women in six countries, elaborates 
on the conditions surrounding young women’s employment in the six countries of the project 
(Turkey, Poland, France, Germany, Denmark, and Spain).

The fourth sub-chapter, entitled Various indicators related to the labour market lists 
indicators related to gender inequality in the labour market. 

3 Part 2 is prepared by Şahin Serim (HAK-İŞ). 
4 Part 3 is prepared by Güven Savul (TÜRK-İŞ). 
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1) Conceptual framework 

1-a) Definition of ‘Youth’

The United Nations, for statistical purposes, defines people between the ages of 15 and 
24 as youth.5 Both the ILO and the EU adopt the same definition. The European Trade Union 
Confederation (ETUC), on the other hand, classifies people between the ages of 15 and 24 as 
youth and 25 to 29 as young adults, and develops policies targeting the age group 15 to 29. Its 
project documents focus on the population between the ages of 15 and 29. 

This study will therefore take the age group of 15 to 29 as a basis and consider the age 
group of 15-24 as youth and 25-29 as young adults. 

1-b) Basic Concepts 

Making a situation analysis of the labour force, employment and women’s employment requires 
using certain concepts. 

Labour force participation rate is the ratio between the labour force on a specific scale 
(province, region, country, EU, etc.) and the overall size of the working-age population. Labour 
force comprises all people who are employed and unemployed. Working age population refers to 
the non-institutional population between the ages of 15 and 64.6 

Employment rate is the ratio between employed people and the working-age population. 

Unemployment rate is the number of unemployed persons divided by the number of people 
in the labour force. For an individual to be considered as unemployed, he or she should be actively 
looking for a job. Those who are not actively seeking employment due to lack of hope or for other 
reasons are not considered to be unemployed. 

Not in Employment, Education or Training (NEET) refers to young people between the ages 
of 15 and 24 who are neither in education, employment or training. According to Eurofound7, “The 
definition of NEET captures all young people who are not in employment, education or training. 
It records the share of the population of all young people currently disengaged from the labour 
market and education, namely unemployed and inactive young people who are not in education 
or training.”

Gender is defined by the United Nations as follows: it “refers to the social attributes and 
opportunities associated with being male and female and the relationships between women 
and men and girls and boys, as well as the relations between women and those between men. 
These attributes, opportunities and relationships are socially constructed and are learned through 
socialisation processes. They are context/time-specific and changeable. Gender determines what 
is expected, allowed and valued in a woman or a man in a given context. In most societies, there 
are differences and inequalities between women and men in responsibilities assigned, activities 

5  http://www.un.org/esa/socdev/documents/youth/fact-sheets/youth-definition.pdf
6  Non-institutional population refers to people who are not inmates of institutions like university dormitories, 

orphanages, homes for the aged, special hospitals, penal facilities, military barracks, etc.
7  http://www.eurofound.europa.eu/sites/default/files/ef_publication/field_ef_document/ef1254en.pdf
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undertaken, access to and control over resources, as well as decision-making opportunities. 
Gender is part of the broader socio-cultural context. Other important criteria for socio-cultural 
analysis include class, race, poverty level, ethnic group and age.”8 

Equality between women and men (gender equality) is defined by the United Nations as 
follows:

“Equality between women and men (gender equality) refers to the equal rights, responsibilities 
and opportunities of women and men and girls and boys. Equality does not mean that women and 
men will become the same but that women’s and men’s rights, responsibilities and opportunities 
will not depend on whether they are born male or female. Gender equality implies that the 
interests, needs and priorities of both women and men are taken into consideration, recognising 
the diversity of different groups of women and men. Gender equality is not a women’s issue but 
should concern and fully engage men as well as women. Equality between women and men is 
seen both as a human rights issue and as a precondition for, and indicator of, sustainable people-
centred development.”9 

Equality between women and men is one of the European Union’s founding values and goes 
back to 1957 when the principle of equal pay for equal work became part of the Treaty of Rome. The 
EU has made significant progress over recent decades in this area also thanks to equal treatment 
legislation, gender mainstreaming (integration of the gender perspective into all other policies) 
and specific measures for the advancement of women. To promote gender equality, the EU has 
implemented several action programmes and strategies over the years. The most recent one is ‘The 
Strategic Engagement for Gender Equality 2016-2019’, which was published in December 2015. 
It is a follow-up and prolongation of the Commission Strategy for equality between women and 
men. It sets the framework for the Commission’s future work towards improving gender equality 
and a progress report is published every year and presented in a Report on Equality between 
women and men.10

1-c) Working life and gender equality 

Gender inequalities and discrimination are rampant in employment. It is women who are mainly 
affected by these inequalities and forms of discrimination. In 2015, women’s employment in the 
European Union reached an all-time high with 64.5% of women working. That is still well below 
the rate of men, which stands at 75.6%. At the same time, the gender pay gap remains at around 
16.7% while the gender pension gap averages 40% across the EU. Moreover, 80% of part-time 
workers are women. In addition, women still take on three-quarters of all household work and 
two-thirds of parental care.11 Labour market segregation is responsible for the majority of women 
in low-paid sectors. All these factors render women economically vulnerable and contribute to 
further discrimination and inequalities outside the labour market. 

Traditional gender roles play an important part in contributing to women’s discrimination and 
inequalities in the labour market, but other factors are equally important, such as lack of access 

8  http://www.un.org/womenwatch/osagi/conceptsandefinitions.htm
9  http://www.un.org/womenwatch/osagi/conceptsandefinitions.htm
10  http://ec.europa.eu/justice/gender-equality/index_en.htm

11  European Commission, DG Justice, Report on Equality between Women and Men, 2015.
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to adequate childcare, education and training, and to decision-making positions, as well as the 
mere fact that the most lucrative decision-making positions and jobs are occupied by men. Gender 
equality thus becomes a matter of power. But gender equality makes economic sense as we see 
that in countries where there has been an investment in gender equality policies, women have 
improved their rights at work and their participation in employment.  Moreover, these countries 
proved to be more resilient in the economic crisis. However, gender equality is still a long way 
away in most countries of the European Union although progress has been made, particularly at 
the legislative level. But while the introduction of appropriate legislation can play a major role in 
reducing the equality gap in the labour market, all possible efforts must be made to implement 
such laws. To achieve full equality between men and women, it is vital not only that appropriate 
labour market legislation is introduced, but also that it is accompanied by social legislation and 
social policies, e.g. adequate access to maternal and parental leave provisions as well as quality 
childcare services.

1-d) Youth employment and gender equality 

Equal participation of young women and men in working life is indispensable in building a more 
equitable work environment in the future. However, structural changes will be needed to address 
the existing inequalities young women face when entering the labour market. So, all policies for 
youth employment must be based on gender equality and developed in line with this objective.

2- EMPLOYMENT OF YOUNG WOMEN IN THE EU 

Table 1: Labour force indicators for the age group between 15 and 24 (2015)

Source: Eurostat 
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	Within the European Union, the activity rate of young women aged 15-24 is lower than that 
of young men. The same difference is also relevant in terms of employment.

	The unemployment rate of young men aged between 15 and 24 is higher than that of the 
young women in the same age group. This is not because young women experience less 
unemployment but because they have a lower labour force participation rate.

	The NEET rate of women aged between 15 and 24 is higher than that of men. Although the 
unemployment rate of young women is lower than that of the young men, the fact that the 
NEET rate is higher is a clear indication that young women are more likely to be left outside 
the working life in general.

Table 2: Labour Force Indicators for Young Adults Aged between 25 and 29 (2015)

Source: Eurostat 

•	 The inequality between young men and women aged 15-24 in employment and activity is 
also a serious problem for the population between the ages of 25-29. Young adult women’s 
activity and employment rates are significantly lower than those of young adult men. 

•	 While the unemployment rate of young women aged 15-24 is lower than that of the young 
men in the same age group, the unemployment rates of both male and female young adults 
aged 25-29 are almost the same. With transition to young adulthood, the unemployment 
rate of men decreases faster compared to that of women (Statistics by country will be pro-
vided below). 

•	 The NEET rates however display a much more negative picture. With transition from youth 
to young adulthood, the NEET rate of men increases by 44 per cent, and in women, this rate 
rises by 98 per cent.
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•	 With age, inequalities between women and men deepen. Women’s labour force participation 
and employment rates are lower than men’s and, their NEET rate is higher. This tendency is 
most probably related to the fact that when women begin to have children and have limited 
access to the care services, they are pushed out of the labour market. Although labour force 
participation rate of women is lower, their unemployment rate is at the same level.

Table 3: Inactivity Reasons Based on Gender of Population between 15-29 (2015)

Source: Eurostat 

In general, having a low activity rate is a problem to be solved. But when it comes to young peo-
ple, the low activity rate alone does not explain everything. At this point, it is necessary to investi-
gate why young people do not participate in the labour-force. It is good if they are inactive because 
they continue their education. However, if young people do not participate in the labour force for 
other reasons, this is often an indication of further social problems and inequalities. Some of these 
reasons (health problems, disability, lack of hope of finding work, waiting to be called back to work 
and other reasons) are commonly shared by women and men. However, other reasons for not 
participating in the labour force mainly effect women and reflect gender inequalities.

In the European Union, 86.3 % of men and 76.9 % of women aged 15 to 29 are in education. 
The difference of 10% is an indication of inequality. However, when we look at the other causes, 
we see that traditional gender roles and the division of labour play an important part in excluding 
women from the labour force. While 13.2 % of women are outside the labour force due to “care for 
children or disabled adults” and “other family and personal responsibilities”, this rate is only 1.3% 
for men.



85

3) EMPLOYMENT OF YOUNG WOMEN IN 6 COUNTRIES

Table 4: Gender based labour force indicators for the age group between 15 and 24 in 
6 Countries (2015)

15-24
Country Female Male Female Male Female Male Female Male
EU (28) 38,7 44,1 31,2 34,8 19,5 21,0 7,3 5,0
Denmark 62,5 61,7 56,2 54,6 10,1 11,6 4,2 3,8
Germany 47,1 50,5 44,0 46,5 6,5 7,9 5,1 2,6
Spain 33,2 36,2 17,3 18,6 48,0 48,6 5,4 4,7
France 33,9 40,2 26,0 29,9 23,3 25,8 5,9 4,7
Poland 26,9 38,4 21,3 30,5 20,9 20,7 6,6 4,3
Turkey 29,6 54,0 23,0 45,1 22,2 16,5 29,4 8,1

Activity Rate Employment Rate Unemployment Rate NEET Rate

Source: Eurostat 

	In the 6 countries in question, the only country where young women aged between 15 and 
24 have higher activity and employment rates than young men of the same age group is 
Denmark. 

	As in the European Union in general; in Germany, Spain, France, Poland and Turkey as well, 
young women are at a more disadvantaged position in the labour market than young men. 

	Inequality between men and women is most pronounced in Poland and Turkey. Turkey is the 
country where inequality is most visible as the employment rate of young women is only 
half of that of young men.

Table 5: Gender Based Labour Force Indicators for Young Adults Aged between 25 and 
29 in 6 Countries (2015)

25-29
Country Female Male Female Male Female Male
EU (28) 76,8 87,5 67,3 76,6 12,3 12,5
Denmark 78,0 84,1 70,6 77,4 9,4 8,0
Germany 79,4 86,2 75,5 80,6 4,9 6,6
Spain 82,8 87,8 59,5 62,4 28,1 28,9
France 78,8 90,9 67,9 77,9 13,8 14,4
Poland 77,4 90,7 69,8 81,4 9,8 10,2
Turkey 43,8 91,5 36,2 81,5 17,4 10,9

Activity Rate Employment Rate Unemployment Rate

Source: Eurostat 

* Inequality is highest again in Poland and Turkey; In Turkey, however, it is most pronounced 
among young adults of 25 to 29.
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Table 6: The gender-based reasons behind the inactivity of the population aged be-
tween 15 and 29 in the EU and in 6 countries in question (2015) 

Source: Eurostat

* Although it varies from country to country, rate of inactivity due to gender-based causes is 
much higher in women. The highest rate and the biggest difference are seen in Turkey.

4- VARIOS INDICATORS RELATED TO THE LABOUR MARKET 

Table 7: Ratio of Women’s Earnings to Men’s Earnings in the EU and in 5 Countries

Source: Eurostat

* Another area of inequality is wages and earnings. In the EU, the gender pay gap is 7.5%, while 
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the ratio of earnings between women and men varies from 87.8% to 97.4% in the countries shown 
on this graph. 

Table 8: Various Indicators Related to Employment and Gender in the EU 

Source: Eurostat 

* Many indicators related to working life reveal that there are inequalities between young 
women and men.

* At the EU level, temporary employment, in-work poverty and gender-based part-time em-
ployment rates are higher for women.

The gender pay gap is the difference between men’s and women’s pay, based on the average 
difference in gross hourly earnings of all employees. On average, women in the EU earn around 
16% less per hour than men. The gender pay gap varies across Europe. The gender pay gap in Eu-
rope is still 15% on average, but more than 20% in several countries. 

Sixty years after the establishment of the principle of equal pay for men and women in the first 
European Treaty, a considerable wage gap still exists between women and men – a sign of the 
persistent inequalities experienced by women and men in the labour market. The origins of the 
pay gap are to be found outside the legal framework. Legal action alone is therefore not enough. 
The pay gap is a complex issue with multiple causes and must be addressed by all the relevant 
stakeholders, in particular Member States and the social partners. However, there is also an ur-
gent need for action to be taken at EU level.

The negotiation of wages is the core business of social parties. Collective bargaining is our key 
instrument. There is ample evidence that where collective bargaining is strong, wage inequalities 
are smaller, and this is also true for the gender pay gap. This is one more reason why collective 
bargaining should be supported and promoted at all relevant levels including the EU level. Howev-
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er, collective bargaining should also be used more specifically to address the gender pay gap and 
the persistent inequalities women face in the labour market and the workplace. 

Focusing on gaps in pensions would be the natural follow-up (or sequel) to action on gender 
pay gaps. Those gaps reflect the accumulated disadvantages of a career spent in a gender-biased 
labour market. This is even truer for older cohorts. Pension systems are not simply neutral: they 
may amplify imbalances, by rewarding higher earners; or they may reduce them, as a social policy 
choice.
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Problems, regulations and policy recommendations related to 
young women’s employment 

Chapter 2 – Abbreviations  

EU: European Union 

ILO: International Labour Organization

UN: United Nations

OECD: Organisation for Economic Cooperation and Development

EES: European Employment Strategy

CEDAW: Convention on the Elimination of All Forms of Discrimination against Women

GNAT: Grand National Assembly of Turkey

CEOWM: Committee on Equal Opportunities for Women and Men

TUIK: Turkish Statistics Institute 

ABPRS: Address Based Population Registration System

SSI: Social Security Institution

NGO: Non-Governmental Organisation

WLEI: Women’s Labour and Employment Initiative

R&D: Research and Development Activities

Introduction

This section first makes a situation analysis to identify the problems and obstacles with 
regard to the employment of young women as well as the national and international regulations 
to promote women’s employment, eliminate these obstacles and bring forward relevant policy 
recommendations. 

These days, when the right conditions are created for women to fully enjoy equal rights in 
the social and political spheres, evidence proves that they make a great contribution to the 
development and modernisation of their countries, as well as  wealth creation (as acknowledged 
by several EU governing bodies, e.g. the European Commission in its ‘Strategic engagement for 
gender equality 2016-2019’). In this framework, new ‘women-oriented’ policies and strategies 
are needed,  including incentives and regulations for improving employment rates and job quality 

Section 2, Chapter 2 
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for young women, flexible working patterns, and measures for occupational health and safety. 

However, gender inequality is a phenomenon that has existed in almost every society throughout 
history and continues to exist today. This inequality is rooted in the fact that biological differences 
have, over time, turned into social differences and perceptions, and men and women have been 
given separate roles.

In the past, women have participated in various different economic activities, given varying 
status, depending on the circumstances of the time, but they first took part in working life as paid 
workers during the Industrial Revolution.

In Turkey, women entered working life as paid workers for the first time in 1897, as civil 
servants in 1913, and as traders and craftspeople in 1914. After the 1950s, they began to take 
a more active role in working life with the expansion of urbanisation due to migration from rural 
areas towards the cities. This phenomenon brought about a number of changes to the family 
structure and inter-family relations, and the social position and role of women changed.

Regulations to protect and improve women’s employment 

> International regulations

No matter how advanced the rights extended to women by international accords and domestic 
legal arrangements, problems remain, related to cultural traditions, habits and memory.

 
One of the main objectives of EU social policy is to achieve gender equality, as laid out in the EU 
Treaties and several directives including Directive 79/7 of 19 December 1978 on the progressive 
implementation of the principle of equal treatment for men and women in matters of social security; 
Directive 92/85 of 19 October 1992 on the introduction of measures to encourage improvements 
in the safety and health at work of pregnant workers and workers who have recently given birth 
or are breastfeeding; Directive 2006/54 of 5 July 2006 on the implementation of the principle 
of equal opportunities and equal treatment of men and women in matters of employment and 
occupation (recast); Directive 2010/41 of 7 July 2010 on the application of the principle of 
equal treatment between men and women engaged in an activity in a self-employed capacity 
and repealing Council Directive of 11 December 1986; and Directive 2010/18 of 8 March 2010 
implementing the revised Framework Agreement on parental leave concluded by BusinessEurope, 
UEAPME, CEEP and the ETUC and repealing the Directive of 3 June 1996, among others. Member 
States and candidate countries have well understood that this principle is a matter of “human 
rights, social justice and democratic representation” and they have started to make efforts, 
which still continue today, to transpose this principle into their social systems. 

In accordance with Article 11 of the UN Convention on the Elimination of All Forms of 
Discrimination against Women (CEDAW), Member States are obliged to take all necessary 
measures to safeguard women’s right to work. Turkey signed this convention in 1985. 

ILO Convention No. 100 on Equal Remuneration providing gender equality and promoting 
women’s employment, Convention No. 111 on Discrimination (Employment and Occupation), 
Convention No. 122  on Employment Policy, and Convention No. 142 on Human Resources 
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Development are the basic conventions that support the employment of women, improve women’s 
working conditions and protect women against discrimination. Turkey signed these conventions 
and also adopted the European Social Charter that aims at “ensuring equal opportunities for men 
and women”.

> National regulations in Turkey

At 27%, women’s participation rate in the labour force in Turkey does not reach a sufficient or 
desired level. The target is to bring this up to 35% by 2023. The world average for women’s labour 
force participation is 52%, while in the OECD, of which Turkey is a member, the average is 62%.

In this context, Turkey is making efforts to safeguard and support women’s employment. These 
efforts mainly consist of issuing laws and regulations. The most important of these regulations 
offers new mothers the opportunity to work on a part-time basis. The regulation allows for women 
to remain employed and work flexibly for a certain period of time after giving birth. In this way, 
childbirth does not adversely affect the employment and job security of young women. According 
to this regulation: 

“In the event that a mother who has a worker status and who has given birth requests to work 
on a part-time basis, half of her salary will be paid by the employer for a period of 6 months. 
The rest of the salary will be covered by the state. For this, the state will use the resources in the 
unemployment insurance fund and make a support payment to the mother up to the minimum 
wage. Therefore, a young woman giving birth can first use the 16-week maternity leave, and at 
the end of this period, she can use the right to work on a part-time basis for a period of six months. 
When this period is over, she will have the opportunity to work part-time until her child reaches 
the primary school age, i.e. 6.5 years. She will not be dismissed or suffer a loss of income for this.”

Important regulations have also been introduced under the Labour Law, the Turkish Penal Code 
and the Civil Code. Some regulations have been put into effect to encourage the employment 
of women regardless of their age. The creation of the Parliamentary Committee of Equal 
Opportunities for Women and Men (CEOWM) is an important milestone. Another significant 
development for Turkey is the Prime Ministry Circular entitled ‘Increasing Women’s Employment 
and Ensuring Equal Opportunities’.

Despite all the progress made and the legal arrangements introduced, women’s participation 
in the labour force is still below the targeted level. To overcome this, along with the necessary 
advances in legislation, there is still much to be done in terms of changing the mindset and cultural 
attitudes to women’s participation in the labour market. 

> Problems

Throughout history, women have made up half of the world’s population. Yet the separate roles 
attributed to women survive until today. Women make a vital contribution to social and economic 
life, but they do not see the impact of this in working life.

* Despite the steps taken, young women in our country are generally employed in ‘precarious 
jobs’, meaning unregistered and low-paid jobs. 
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* Lack of social security, long working hours and tough working conditions are obstacles for 
young women entering the labour market. Not being able to participate in the labour market, or 
being employed under unfavourable conditions, increase the risk of poverty for young women and 
cause them to live on the edge of or outside economic and social life. 

* The biggest problem for working mothers is childcare: the number of day-care centres or 
nurseries is still very low in Turkey. 

* Young women with a poor educational background and hence a low wage face the problem 
of earning less than the cost of childcare. Therefore, women hesitate between participating in the 
labour force and staying at home and taking care of their children. According to studies, women’s 
participation in the workforce increases with access to childcare.

* Young women are not able to access training and employment opportunities especially in 
rural areas. There is still a large group of illiterate people who have not benefited from formal 
and informal educational opportunities. The women in this category do not have the skills and 
qualifications needed for the labour market.

Based on the 2013 results of the Address Based Population Registration System (ABPRS) 
2,654,643 people aged over six are illiterate, among whom 2,205,315 are women. There are 
81,454 illiterate women in the age group 6-24. Also in our country, there are more than 7.5 
million women who are literate but have not been to school. 

This is significantly different to the situation in Europe, where women tend to be more educated 
than men.

Population based on level of education and gender (Age 6+) Turkey, 2013 

Level of education Total Men Women
Illiterate 2.654.643 449.328 2.205.315
Literate but haven’t been to school 14.053.831 6.459.316 7.594.515
Elementary school 14.994.232 6.454.722 8.539.510
Primary education 13.018.720 7.317.838 5.700.882
Secondary school or equivalent 2.828.299 1.720.425 1.107.874
High school or equivalent 12.085.335 6.976.694 5.108.641
Higher education or faculty (undergraduate level) 6.706.780 3.762.530 2.944.250
Graduate school (master’s degree) 532.757 313.397 219.360
PhD 154.180 93.407 60.773
Unknown 1.706.368 873.453 832.915
Total 68.735.145 34.421.110 34.314.035

Source: TÜİK (Turkish Statistics Institute) ABPRS Education, Culture and Sports Database 2013 
Results
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	Low levels of education and limited employment opportunities in the formal sector lead 
to the employment of women in the informal sector with lower wages and without social 
security. As women’s level of education increases, the possibility of participation in the 
labour force also goes up.

	Even though the existing legislation might seem not to discriminate against the participation 
of women in the labour market, in practice, we encounter some examples of discrimination 
such as lack of social acceptance that certain jobs and professions are suitable for women, 
lack of fairness in the distribution of tasks, dismissal of women before men during times of 
economic crisis and lower wages.

	The female labour force mainly supplies cheap labour in labour-intensive industries such 
as textile, food, clothing and tobacco. The majority of women in the agricultural sector are 
unpaid family workers and lack regular decent income. For this reason, although there are 
no legal obstacles, they are not covered by social security. More efforts need to be made to 
enforce existing legislation, also by fully involving social partners - in particular trade unions 
- when it comes to the protection of the weakest and most vulnerable. 

	The main reason for women who are in the labour market to leave their jobs or not to 
progress in their careers is the problems they experience in combining home and work life. 
However, other factors have a significant impact: lower protection in the labour market, 
fewer chances for on-the-job training and lifelong learning, and the gender pay gap linked 
to the stability of the contract, duration, worked hours and salary per worked hour. 

	In family life, tasks related to childcare or care for the elderly or sick are only performed by 
women. This is a big barrier to women’s employment. Problems of access to care services 
and men’s failure to participate in such tasks are still the basic obstacles to women’s 
integration in working life or educational opportunities. 

Policy recommendations  

1) Closing the gender pay gap by improving the legislative framework especially on wage 
transparency and pay audits at company level remains a core priority for the ETUC and 
its members. Stronger collective bargaining in terms of coverage and integrating a gender 
perspective in all negotiations and collective agreements is an integral part of the ETUC’s 
strategy for social dialogue and collective bargaining at EU and national level, as laid down 
in the ETUC resolution of June 2015.

2) Enforceable standards for women in positions of responsibility in all policy areas are needed, 
including in the Commission and business organisations. The proposed directive on gender 
balance on company boards should be adopted.

3) Breaking existing stereotypes in society, education and the media is still crucial to overcoming 
labour market segregation and obstacles to women or men in the labour market. Awareness 
raising campaigns and training tools can be effective. The transition from school or university 
into the labour market must be accompanied by specific measures so that young men and 
women expand their professional choices and can develop new career paths, without being 
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subject to any type of discrimination throughout the selection and hiring process. The social 
partners should play a major role in developing different recruitment mechanisms, and 
specific measures to support female NEETs.

4) The ETUC will press for a fairer balance between work, private and family responsibilities 
for both women and men, for example through continued lobbying for a revised Pregnant 
Workers Directive, the adoption of a directive on paternity leave, by encouraging men to 
take parental and carers’ leave, and by lobbying for more public investment in care services 
and infrastructures, including child and elderly care. The ETUC will tackle the issue of 
discrimination during pregnancy, maternity leave and after return to work.

5) Use of time is crucial to gender equality. To combat the gender gap in full-time/part-
time work, it is vital that both men and women can combine a full-time position with 
care responsibilities. In this respect, the ETUC will oppose long working hours, in favour 
of voluntary part-time and a lifecycle approach to working time. The ETUC will support 
collective bargaining that aims at reconciling work and personal time.

6) We demand common and comparable criteria and indicators for monitoring violence against 
women, in the workplace as well as at home. A stronger link between domestic violence and 
the workplace should be made. The 2007 European Framework Agreement on violence and 
harassment must be fully implemented.

7) The ETUC fully supports the proposal for a new international labour standard covering 
all forms of gender-based violence. At EU level, the ETUC will lobby for a comprehensive 
framework for measuring and countering all forms of violence against women. The EU 
must accede to and fully implement the principles of the 2011 Istanbul Convention in order 
to make the EU a zero-tolerance zone for violence against women. The ETUC calls for all 
Member States that have not yet ratified the Convention to do so urgently.

8) The ETUC will lobby for a fully-fledged new European Strategy on equality between women 
and men post-2015, with precise outputs, targets, monitoring mechanisms, timelines, 
funding and responsibility. The new strategy will require much stronger coordination and 
coherence with the EU 2020 strategy, Country Specific Recommendations and National 
Reform Programmes.

9) Achieving gender equality in the labour market and society continues to be a priority for 
the ETUC and its members. The ETUC articulated its priorities via a specific ETUC Action 
Programme on Gender Equality 2015-2019, taking into account the EU’s Strategic 
Engagement for Gender Equality 2016-2019. The 8 March Survey will continue to assist 
members’ endeavours in promoting gender equality and gender balance.

10) The ETUC will work to achieve gender equality by fighting all forms of discrimination, through 
negotiations and campaigning, placing special emphasis on social dialogue as a key tool for 
combating gender discrimination.
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Young women and trade unions in Europe

Chapter 3 - Glossary

Developing country: Econ. is a country which has shortcomings in terms of technological and 
technical infrastructure, qualified labour force, production techniques, etc. and which has not yet 
completed its capitalist development. 

Developed country: Econ. is a country which has certain qualifications in terms of technological 
and technical infrastructure, qualified labour force, production techniques, etc. and which has 
completed its capitalist development to a certain extent. 

Service sector: Econ. is a broad term defining the areas where economic activities are based 
on instantaneous production or consumption and buying or selling rather than areas of tangible 
production. 

Women’s Liberation Movement: Soc. is a social movement/process which started in the US 
at the end of the 1960s and continued to be effective around the world throughout the 1970s, 
with the aim of eliminating the different forms of gender-based pressure on women and ensuring 
that women take equal advantage of the socio-economic rights men enjoy. 

Mental labour: Econ./Soc. İs the use of professional and technical knowledge rather than 
physical power in the production of a good or service.

Physical labour: Econ./Soc. İs the use of physical/muscle power in the production of a good 
or service.

Gender: Soc. is a sociological concept used to define the social attributes and roles associated 
with one’s sex (male and female). An example of a traditional understanding of gender would be: 
“A woman’s place is her home. She takes care of the children while the man makes money and 
brings home the bread.”

Chapter 3 – List of abbreviations  

Akademikerne: The Danish Confederation of Professional Associations (Akademikernes 
Centralorganisation)

CC.OO: The Workers’ Commissions of Spain (Comisiones Obreras)  

CFDT: French Democratic Confederation of Labour (Confédération française démocratique du 
travail)

CFTC: French Confederation of Christian Workers (Confédération française des travailleurs 
chrétiens)

CGT: General Confederation of Labour (Confédération générale du travail)

DGB: Confederation of German Trade Unions (Deutscher Gewerkschaftsbund)

Section 2, Chapter 3 
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DİSK: Confederation of Progressive Trade Unions of Turkey (Türkiye Devrimciİşçi Sendikaları 
Konfederasyonu)

ETUC: European Trade Union Confederation

FO: General Confederation of Labour - Workers’ Force (Confédération générale du travail - Force 
ouvrière)

FTF: Confederation of Professionals in Denmark (Funktionærernesog Tjenestemændenes 
Fællesråd)

FZZ: Trade Unions Forum (Forum Związków Zawodowych)

HAK-İŞ: Confederation of Turkish Real Trade Unions (Türkiye Hakİşçi Sendikaları Konfederasyonu)

LO-DK: The Danish Confederation of Trade Unions (Landsorganisationeni Danmark)

NSZZ-Solidarność: Independent Self-governing Trade Union ‘Solidarity’ (Niezależny 
Samorządny Związek Zawodowy „Solidarność”)

OPZZ: All-Poland Alliance of Trade Unions (Ogólnopolskie Porozumienie Związków 
Zawodowych)

STV-ELA: Basque Workers’ Solidarity (Eusko Langileen Alkartasuna-Solidaridad de Trabajadores 
Vascos)

TÜRK-İŞ: Confederation of Turkish Trade Unions (Türkiye İşçi Sendikaları Konfederasyonu)

UGT-E: General Union of Workers (Unión General de Trabajadores)

USO: Workers Syndical Union (Unión Sindical Obrera)

Introduction

In this part of the document, the focus is on the trade union membership of women and their 
role in management positions in unions. Research has revealed that information on this topic is 
quite limited. It is even harder to find information when the topic is narrowed down to “young 
women and unions”. Therefore, in this part of the report, evaluations will be made with regard 
to women in unions around Europe, and in the countries covered by the project, i.e. Germany, 
Denmark, France, Spain, Poland and Turkey, rather than looking into the topic of “young women 
and unions”. 

The place of women in trade unions should be considered in conjunction with women’s 
participation in the labour market. Women’s labour force participation and employment rates also 
mirror to some extent the conditions they experience in social life. Since the 1970s, it has become 
easier for women to join the labour market compared to previous periods. It should also be noted 
that the feminist movement that emerged in the 1970s has played an important role in terms of 
women’s integration in the labour market.
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The expansion of the service sector and the creation of new working areas through technological 
advancements have provided more opportunities for women to obtain employment. Today, 
the proportion of women working in service areas attached to banking and finance, tourism, 
entertainment, hospitality, accommodation, etc. is higher than in other industries. In addition to 
these sub-sectors, women are also predominantly employed in childcare services, food-catering 
services, cleaning, banking and clerical/secretarial professions (Chong and Ledwith, 2011: 11). 
Today, despite their greater involvement in the labour market, there has been no fundamental 
change in the perception of the traditional role of women (Chong and Ledwith, 2011: 11). “Although 
significant progress has been achieved in recent years towards gender equality, data and statistics 
about the labour market reveal that there is still much to be done.” (ETUC, 2010: 2)

The increase in female employment in the services sub-sectors mentioned above might 
constitute a significant improvement in terms of ensuring gender equality, but women are still 
facing various forms of discrimination related to pay, right to leave, career progress, domestic 
violence as well as physical violence and harassment in the workplace, etc. The results of a study 
conducted by the Danish Confederation of Trade Unions (LO-DK) can be used as a reference for 
many discriminatory practices. 38% of the men and 73% of the women who participated in the 
survey indicated that there was gender-based wage inequality in the labour market (LO, 2010: 1). 
The same survey revealed that the wage inequality between men and women in Danish working 
life has been a point of discussion for over 20 years. LO’s ‘Equal Pay Strategy Report’ (2010: 1) 
also suggests that neither the increase in women’s working experience and education levels, nor 
time itself will be successful in eliminating the wage difference in question.

In terms of the participation of women in the labour market, differences are observed between 
both countries and regions throughout Europe. According to the European Commission Report ‘On 
Equality between Women and Men’, published in 2015, female employment in the EU is at an all-
time high. According to the report, the female employment rate is 64.3% while the male employment 
rate is 75.6% across Europe. When we look at the regional level, the difference in employment 
rates between men and women is lower in Northern Europe including Denmark, Sweden and the 
Baltic States, than in the countries of Southern Europe, i.e. Malta, Italy and Greece. According to 
2015 data, employment rates of women in Malta, Italy and Greece are 54.3%, 50.9% and 46.4% 
respectively. In the same countries, male employment rates are 72.5%, 75% and 75% respectively. 
Eurostat data from 2014 show that the female employment rate was 51.9% in Malta, 50.3% in 
Italy, 44.3% in Greece and 31.6% in Turkey. For the same period, female employment rates were 
72.2% in Denmark, 77.6% in Sweden and 69.9% in the Baltic States (http://ec.europa.eu, 2014). There 
is a direct relationship between women’s organisation in unions, federations or confederations 
and their participation in the labour market and in employment. In the other countries of the 
project, i.e. Germany, France, Spain and Poland, female employment rates in 2014 were 73.1%, 
66.2%, 54.8% and 59.4% respectively (http://ec.europa.eu, 2014).

 

3.1 Union membership levels of women across Europe 

Dean (2006: 7) indicates that in 2006, women comprised 40% of total union members across 
Europe. Dean suggests that efforts must be made so that women undertake various tasks in 
decision-making bodies of trade union organisations and enjoy full gender equality (Dean, 2006: 
7). According to the results of a survey conducted by ETUC for International Women’s Day on 
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8 March, in countries where female employment rates are high, unionisation rates of women 
are also high. The female unionisation rates in some Northern Europe countries and the Baltic 
States are the highest in Europe. The female member ratio is 75% in the Finnish Paid Workers 
Confederation (STTK), 71%in the Latvian Free Trade Union Confederation (LBAS), and 68%in the 
Danish Confederation of Professionals (FTF) (Gréboval and Sechi, 2015: 4). In countries with low 
female employment rates, women’s union membership rates are also low. According to ETUC 
findings in the 8 March Survey, the Republic of Cyprus and Turkey are the countries where the 
union membership rates of women are the lowest in Europe. The Democratic Labour Federation 
of Cyprus has a proportion of 12.5% female members while TÜRK-İŞ and HAK-İŞ in Turkey have 
a female membership rate of 13% and 18% respectively (ETUC, 2015: 4). No information exists 
concerning the percentage of women in DİSK and Kesk, the two other Turkish confederations 
affiliated to the ETUC.

The total number of union members across Europe was 28,160,600 in 2008, but in 2015 
this number declined to 27,566,207 (Gréboval and Sechi, 2015: 24). On the other hand, during 
the same time period, the number of women union members across Europe showed a moderate 
increase from 12,465,132 in 2008 to 12,876,976 in 2015 (Gréboval and Sechi, 2015: 24). The 
number of union members across Europe decreased by 594,393, while the number of female 
union members increased by 411,844 (Gréboval and Sechi, 2015: 24). “This actually means that 
the number of unionised men decreased by more than 1 million” (Gréboval and Sechi, 2015: 24). 
However, the ETUC study shows that since 2008, despite the general reduction of trade union 
membership, the number and proportion of women has increased, which means that women 
continue to contribute positively in slowing the decline of trade union membership in Europe. This 
evolution varies according to countries and to sectors. 

The increase of women membership could also be partially linked to the effects of the 
economic crisis which destroyed several million jobs in industrial and building sectors, which are 
predominantly male.

3.2 Position of women in unions across Europe 

Representation rates of women in unions show significant differences between Southern and 
Northern European countries. Clustered mainly in Northern Europe, women in developed countries 
participate more actively in social life, whereas in the less developed countries of Southern Europe, 
women show more limited participation in trade unions and in social life in general.

Today, one of the elements affecting rates of women’s representation in trade unions is the 
existence of employment opportunities that provide secure conditions and are based on white-
collar work. In Northern European countries, women’s vigorous participation in both employment 
and trade unions is mainly due to such employment opportunities. In Southern Europe, women’s 
employment is mainly clustered around services that involve physical labour or semi-skilled 
white-collar work. This situation in the Southern European countries has adverse effects on 
the employment rates of women and their membership in unions. This assessment is based on 
the results of ETUC’s 8 March Survey 2015. When analysed, the survey results show that the 
situation of women is stronger in Northern European countries in terms of employment and union 
representation. The fact that women are represented in unions more strongly in Northern Europe 



99

than in Southern Europe reveals that gender equality is relatively more advanced in Northern 
Europe. 

Across Europe, the rate of representation of women in trade union organisations was 43.8% in 
2015 (Gréboval and Sechi, 2015: 4). The trade union membership rate of women across Europe 
is a quantitative indicator and does not have a full qualitative value. To be more precise, the rate 
in question does not make it possible to see clearly how effective the role of women is in the trade 
union organisations. Results of a study conducted by the ETUC in 2002 reveal that across Europe, 
the rate of women’s representation in decision-making bodies of trade union organisations is lower 
than that of men (Dean, 2006: 8). The dominant status of men in working life can also be seen in 
the management of unions. Data from 2002 can be used to show that women throughout Europe 
have limited say in the decision-making bodies of trade union organisations. Their representation 
on the management boards of trade union organisations is 25% while the rate can rise to 42% on 
permanent policy committees or working groups. However, as of 2002, there is no way for the 
rates of women’s representation on decision-making bodies of trade union organisations to reach 
higher levels than those of men.

Source: Garcia, 2002 (Aktaran: Dean, 2006: 8).

From 2002 to 2015, rates of women in executive positions in unions fluctuated. In this period 
of 13 years, no significant increase took place in the proportion of women in the highest level 
managerial positions, i.e. president and general secretary. In the same period, there was even a 
decline in the proportion of women taking up the three major managerial positions of president, 
vice president and financial secretary. This can be seen clearly through the following graphs:
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Source: Garcia, 2002 (Aktaran: Dean, 2006: 9)

Source: Gréboval and Sechi, 2015

It is difficult to say whether the rate of women’s involvement in union managerial bodies or 
positions increased or decreased in the period from 2002 to 2015. The proportion of women in 
managerial positions in trade unions varies from position to position. What is clear is that both 
the proportion and the number of women are smaller than those of men in union managerial 
structures and positions. The chart below, which reveals the number of trade union leaders by 
gender, is also proof of the limited representation of women in senior union positions.
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Source: Gréboval and Sechi, 2015

3.3 Women and trade unions in the countries of the project

As mentioned at the beginning of this section, there are limits on access to detailed information 
about the position of young women within the trade unions of the countries covered by the 
project, i.e. Germany, Denmark, France, Spain, Poland and Turkey. The ETUC 8 March Research 
Report, however, is able to provide some limited information about the overall union membership 
of women. Important information related to young women in particular, such as their union 
membership, managerial positions or duties or rates of representation in such positions are also 
lacking in the online English pages of the statistical agencies of the project countries. For instance, 
data in the ETUC report (2015: 19) obtained from Germany12 and Turkey13 reveal that the number 
of female union members is increasing in these two countries. Appendix 1 of the report provides 
information about the proportional distribution of women based on the responses of the ETUC 
member confederations.

12  Based on the response given by DGB
13  Based on the response given by HAK-İŞ
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Table 3.1: Female union membership in six project countries based on the ETUC 8 
March 2015 Survey 

Country1 Trade Union Organisation/
Confederation2

The Total Number of 
Members (2015)

The Rate of Female 
Members (2015)

Germany DGB 6,104,851 33%

Denmark
Akademikerne NA NA
FTF 450,000 68% 
LO-DK NA NA

France

CFDT 840,243 48% 
CFTC 159,380 42% 
CGT 618,125 37% 
FO 700,000 45%

Spain

CC,OO 929,874 40/6% 
STV-ELA NA NA
UGT-E 880,000 36.2%
USO 112,535 37% 

Poland
NSZZ-Solidarność 586,909 41% 
FZZ 300,000 NA
OPZZ NA NA

Turkey

DİSK NA NA
HAK-İŞ 301,560 18.1%
KESK NA NA
TÜRK-İŞ 300,000 13%

Source: Gréboval and Sechi, 2015

3.4 Conclusion

There is a gradual decline in the number of union members across Europe over the last 20-25 
years. Despite this decline, the number of female union members is increasing moderately (ETUC, 
2015), but this could be linked to the destruction of jobs in predominantly male sectors during the 
crisis and may be associated with the employment of women in the service sector. On the other 
hand, the managerial positions taken by women in the unions throughout Europe are still limited. 
There is no specific information concerning trade union membership of young women or the roles 
they take in the managerial positions of unions across Europe or in the project countries. It is 
necessary to continue making efforts to ensure gender equality both in society and in the realm 
of trade unions as well. 

The ETUC, partly due to the activities of its Women’s Committee, has taken on several 
commitments, including the commitment to organise an annual 8 March Survey to highlight the 
need for gender mainstreaming within trade unions and the activities of the ETUC. The survey also 
aims to assess whether progress has been made in reducing the gender representation gap within 
union organisations. This commitment was re-affirmed at the Paris Congress in 2015. The first 
part of the survey looks at women’s participation within the ETUC member organisation in terms 
of membership numbers and their representation in decision-making positions, and the second 
part focuses every year on a specific theme.
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The ETUC Congress in October 2015 in Paris adopted a specific resolution on gender balance, 
having regard to the discriminatory rule adopted by Congress in Athens 2011 stipulating that 
each gender should be represented by between 40% and 60% in ETUC statutory bodies and calling 
for measures to ensure a balance between men and women in the ETUC. In this respect, the 
ETUC Congress gave a mandate to the new Secretariat to draft statutory amendments that go 
in this direction and to put forward proposals at the next ETUC Mid-term Conference. Affiliated 
organisations will have to implement those amendments in their nominations to the 2019 
Congress in order to make sure that real gender equality is pursued in all decision-making bodies 
of the ETUC.

The negative impact of the crisis on youth employment shows how great the burden is on 
young women. Young women have been experiencing serious problems on the labour market due 
to being both young and women. As we have seen, there remain considerable gender inequalities 
between young women and men. 

At this point, gender equality should be the main target in the formulation of policies on youth 
employment and the participation of young women in the labour force. Such policies need to have 
as their aim equal treatment and equal rights.

Unions have a major role to play in the provision of quality employment to young women as 
well as promoting gender equality in youth employment. Unions must encourage young women’s 
employment and young women’s active participation in unions.  

Annex 1: Turkish trade union confederations’ activities for women workers

A) Women’s activities in HAK-İŞ 

The confederation has a Women’s Committee at headquarters level. It carries out its activities 
in cooperation with the Women’s Committees and workplace Women’s Councils affiliated to the 
confederation. As well as serving women members, the central Women’s Committee also performs 
activities for the wives and children of male members. Women’s Committees convene with an 
agenda and carry out their activities in the framework of an annual programme. The confederation 
and trade unions allocate a budget to support these activities.

As a result, awareness of women’s interests has risen significantly in the institutional 
structure of the confederation, and an important improvement has been achieved in qualitative 
and quantitative indicators. The percentage of female members of the confederation, which was 
7.23% in 2010, was increased to 18.14% in 2015. The number of women representatives in the 
mandatory organs of trade union headquarters totals 50: 24 original members and 26 substitute 
members. The number of women in the mandatory organs of the branches totals 78: 38 original 
members and 40 substitute members. The number of women union representatives is 138.

In 2013, the ‘HAK-İŞ Women’s Strategy and Action Plan’ was prepared and implemented. 
It requires that specific attention should be paid to increasing the number of women members, 
women’s participation in decision-making and representation mechanisms will be supported, 
the problems women face in workplaces will be identified and projects will be developed for 
harmonising work and family life. Short, medium and long-term priorities and objectives will be 
set to address a wide range of problems including education and employment.

HAK-İŞ and provincial representatives, regional and provincial representations of headquarters 
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and branches of trade unions affiliated to HAK-İŞ contribute to all activities in coordination and in 
line with workplace demands. 

B) Overview of the history and main activities of TÜRK-İŞ Women Workers’ Bureau14

TÜRK-İŞ has a Women Workers’ Bureau at headquarters level. TÜRK-İŞ Women Workers 
Bureau, which was established in 1980 by an executive board decision, started its activities in 
1981. The bureau’s remit diversified and developed over time. Over an eight-year period between 
1981 and 1989, when the National Congress on Working Women was held, the focus was mostly 
on family planning and occupational health training. As of the 1990s, the Bureau centred its 
activities on issues such as setting up women’s committees in trade unions affiliated to TÜRK-
İŞ, basic training for women, and organising meetings for women executives and members of 
the women’s committees. Before the 17th TÜRK-İŞ General Assembly, the TÜRK-İŞ Women Trade 
Unionists Congress was held on 4-5 September 1995 in Istanbul. Following the Congress, the 
objective was to set up a TÜRK-İŞ Women’s Committee, however it has not been achieved yet.

Since the beginning of the 2000s, the TÜRK-İŞ Women Workers’ Bureau has been carrying 
out activities to eliminate the gender discrimination that women face in both work and social life. 
Within the scope of the training programmes organised by TÜRK-İŞ Women Workers’ Bureau, under 
the TÜRK-İŞ training secretariat general, research is carried out on issues such as gender equality 
in public and private spheres, increasing women representation in decision-making mechanisms, 
gender-balanced distribution of domestic labour that is a burden on women, through harmonising 
work and family life, and developing solutions to these problems based on the findings of the 
research studies. 

C) DİSK Women Workers’ Commission activities for women 

The DİSK Women Workers’ Commission was set up by the confederation at headquarters 
level. This commission carries out its activities in cooperation with the Women’s Committees and 
workplace Women’s Councils affiliated to the confederation. As well as periodic activities with 
women members, the Women’s Commission convenes to discuss various issues and carries out 
activities at regular intervals.

The DİSK Women’s Commission endeavours to develop joint actions and policies with other 
women and labour organisations against all attempts by governments and business to undervalue 
women’s paid and unpaid labour. It is one of the founding organisations of the Women’s Labour 
Platform, which brings together members of various political parties, professional organisations, 
women’s organisations and independent feminists.

The commission tackles problems such as flexible and insecure employment, devaluation of 
women’s work and control over women’s bodies, and organises training for women in the trade 
unions affiliated to the confederation.

The activities are designed to meet the demands of women workers organised in DİSK trade 
unions, in coordination with the experts at headquarters and in the branches.  

14  This Section mostly refers to ‘Non-Unionised Women, Unions Without Women’ by Betül Urhan, 2014. Urhan, 
B., (2014), ‘Non-Unionised Women, Unions Without Women: A Research on Identifying the Problem Areas in 
the relationship Between Women and Unions’, Kadav Publications, İstanbul
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Second seminar of the project ‘Dialogue Between Trade Union Organisations in Turkey 
and the European Union with a Focus on Young Workers’

Istanbul, Turkey

15-18 September 2015 

Tuesday 15 September 2015

11:00-12:30: Opening speeches and introduction - Yücel Top (ETUC Turkish Project   
 Coordinator), Ignacio Doreste (ETUC European Project Coordinator)

 Institutional presentation of the European Union Delegation - Marcin   
 Brauhoff (Sector Manager, Delegation of the European Union to Turkey)

 Presentation of previous activities - Ayşe Emel Akalın  (Project Assistant)

 Introduction of the participants

12:30-14:00:  Lunch Break  

14:00-15:30: Young women workers in the labour market: employment, unemployment  
 and employment conditions 

 Trainers: Onur Bakır and Sinem Derya Çetinkaya (DİSK)

 Workshop: Gender inequalities

 Are our daily routines related to female-male roles? 

16:00-16:30: Coffee Break  

16:30-18:00: Workshop: Women tell their stories 
 

 Trainers: Onur Bakır and Sinem Derya Çetinkaya (DİSK)   

Wednesday 16 September 2015 

09:30-11:00: Problems, regulations and policy recommendations related to young women’s  
 employment 

        Trainers: Şahin Serim and Sümeyra Uzun (HAK-İŞ)

        Workshop: What kind of work-life harmony policy should be developed to  
        ensure that young women remain in employment?

Agenda of second training seminar 
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11:00-11:30: Coffee Break

11:30-13:00: Workshop: New policy recommendations for the employment of young  
 women

                        Trainers: Şahin Serim and Sümeyra Uzun (HAK-İŞ)

13:00-14:00:  Lunch Break

14:00-17:30:  Visit to Vakko workplace

 

Thursday 17 September 2015 

09:30-11:00:  Young women and trade unions in Europe 

  Trainers: Güven Savul  and Emine Kanlı, (TÜRK-İŞ)

 Workshop: Women’s position in trade union organisations

11:00-11:30:  Coffee Break

11:30-13:00:  Workshop: Expectations for trade union organisations to ensure gender  
 equality 
 

 Trainers: Güven Savul  and Emine Kanlı (TÜRK-İŞ)

13:00-14:30:  Lunch break

14:30-15:30:  Youth Committees in the trade union movement. The ETUC Youth Committee  
 (Ignacio Doreste, ETUC youth officer)

 Assessment 

15:30: Cultural visit and dinner

Friday 18 September 2015 

09:30-12:30: The Women’s Committee of the ETUC: Structure, activities and political  
 priorities (Cinzia Sechi, ETUC advisor)

12:30-14:00: Lunch 
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1. The main purpose of the training:

The main purpose of the training is to raise awareness regarding gender and gender 
inequalities in the labour market and to encourage young female and male workers to fight for 
gender equality.  

2. The objectives of the training: 

The main objectives of the training are

a) To provide young trade union members with detailed information on gender and basic 
concepts related to gender. 

b) To inform young trade union members on the reflection of gender inequality on the labour 
market with a specific reference to young workers.

c) To encourage young female trade union members to share their personal experiences in the 
labour market.

d) To enable young trade union members to think about how to combat gender inequality.

      3. The learning achievements: 

a) The participants, after the training, will be able to comprehend basic concepts related to 
gender.

b) The participants, after the training, will be able to analyse the labour market from a gender 
perspective.

c) The participants, after the training, will be able to compare and contrast youth employment/
unemployment in terms of gender differences.

d) The participants, after the training, will be able to develop strategies on how to deal with the 
gender inequalities in the labour market.

      4. Target group of the training: 

This training is designed for young workers between 18-35 years old from Turkey and Europe. 
The group is composed of 24 young trade union members from Turkey, 8 from each Turkish 
confederation (17 females, 7 males) and 10 young trade union members from Europe (3 from 
Spain, 2 from Denmark, 4 from Poland, 1 from Germany; 1 male and 9 females). 

* Note for future training: According to the composition of next groups of trainees; the trainers 
involved should consider the characteristics of the original target group in order to eventually 
adapt the module to the characteristics of the new group of trainees.

        

Trainers’ notes for the training session of 
Section 2, Chapter 1 
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5. Detailed timetable: 

The training is composed of two 1.5 hour sessions with a half-hour coffee break in the middle

5-1) First session: (1.5 hour) 

Presentation: 1 hour 

	Female trainer makes the presentation on gender and its effect on the labour market in 20 
minutes.

	Questions and comments are taken and answered for 10 minutes.

	Male trainer makes a presentation on the situation of young female workers in the labour 
market in 20 minutes.

	Questions and comments are taken and answered for 10 minutes. 

Workshop 1: (1 hour)*

* After the group study in workshop 1, there will be a coffee break.   

Gender Inequalities - Are our daily routines related to female-male roles? 

Aims: 

Society imposes different roles in terms of gender and most people feel these sexist patterns. 
Sexist patterns do not only establish the basis of inequality at personal level but also at social 
level. This workshop aims to demonstrate the fact that gender roles exist in daily life and affect 
us all although we are not aware of them. 

Tasks: 

> All participants will be divided into groups in a way that ensures balance in terms of gender, 
confederation and nation.  

> They will be asked to write answers to the questions listed below (1-I have to do & I like to 
do, 2-I have to do & I do not like to do, 3-I cannot do & I like to do, 4-I cannot do & I do not like to 
do) on four sheets provided for them. These sheets will be posted on boards divided into four parts 
as displayed below. 

Note: Female and male participants will be given papers in different colours to facilitate 
assessment.

> First assessment will be made in groups.

Afterwards all groups will visit other groups to examine their boards. 
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I like to do I do not like to do 

I have to do 

I cannot do 

Report back:

A spokesperson from each group will take the floor to share her/his observations and notes 
regarding the gender roles and inequalities. 

Finally, the moderator will make a general evaluation. 

Duration: About 1 hour

	Group study: 30 minutes

	Group presentations: 25 minutes

	Evaluation: 5 minutes

Resources:

	Sheets and boards provided by the trainer

	Personal experience

	Activity sheet
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* Note for future trainers: The following activity sheet has been designed as a 
document to be provided to the participants in order to conduct the workshop of this 
specific session. It can be used in similar training and eventually it should be changed 
by  future trainers in charge of delivering the training session.

Sample activity sheet (1)

Gender inequalities - Are our daily routines related to female-male roles? 

Aims:
To demonstrate the fact that gender roles exist in daily life and affect us all although we 
are not aware of them.
To think on how gender roles shape our experiences and daily life.

Tasks:
In your group:
• Discuss how gender roles affect your lives.
• Complete the following chart. Two charts (sheets) are given to you. Male and female 

participants should complete the chart as separate groups.
• Visit other groups and study their charts,
• Draft a list of common experiences which will be presented in plenary. 
• Appoint a spokesperson who will report in plenary. He or she will report on the group 

discussion by using the charts. 

Duration:
• Group work 30’
• Report back in plenary 5’ (for each group) 

Report back:
The spokespersons will share in plenary the results of the group activity.

Resources: 
*Presentation slides provided by the trainer
* Personal experiences 
* Activity sheet
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5-2) Second Session: 1.5 hour 

Second session starts with the group presentations and evaluation of the first workshop.  

Workshop 2

Women tell their stories

Aims: 

The main purpose of this workshop is to enable young women workers to share personal 
experiences related to job search/employment/unemployment and to talk about their 
experiences and problems they face. In addition to enabling women to exchange experiences, the 
workshop also aims to develop gender sensitivity among men.

Tasks:

> All participants will be divided into groups.

> Women participants in each group are expected to take turns to tell their personal 
experiences and to explain how they are personally affected by the general problems related to 
their employment. Participants will be assured confidentiality.

> Men will attend the workshop mainly as observers, but can  ask questions. 

> Please try and give as many details about the topic as possible and feel free to express your 
feelings. As a woman, what kind of problems did you face when you were seeking employment? 
What kind of problems did you face during your employment? Have you ever been discriminated 
against or treated unfairly? How were the reactions of your family, friends, employers and co-
workers? 

Reporting:

> Each group will select a spokesperson with the most interesting story which also reflects 
common experiences. The spokesperson will stand at the podium and tell her experiences to 
everyone else in the group. 

Duration: 1 hour

> 30 minutes for the group work

> 3 minutes for each group to present

> 5 minutes for evaluation

Resources: 

> Presentation slides to be provided by the trainer 

> Personal experiences

> Activity sheet 
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* Note for future trainers: The following activity sheet has been designed as a 
document to be provided to the participants in order to conduct the workshop of this 
specific session. It can be used in similar training and eventually it should be changed 
by future trainers in charge of delivering the training session.

Sample activity sheet (2)

Women tell their stories

Aims:
To share personal experiences related to job search/employment/unemployment.
To relate your own experiences with the problems experienced by women in general. 

Tasks:
In your group:
• Male participants will attend the workshop mainly as observers but they will have 

the chance to ask questions.
• Female participants: Describe your personal experiences related to job search/

employment/unemployment and explain how you are affected by the general 
problems related to the employment of young women and gender roles.  Participants 
will be assured confidentiality.

• Please try and give as many details about the topic as possible and feel free to express 
your feelings. As a woman, what kind of problems did you face when you were seeking 
employment? What kind of problems did you face during your employment? Have 
you ever been discriminated against or treated unfairly? How were the reactions of 
your family, friends, employers and co-workers? 

• Please feel free to share your experiences if you would like to do so. It is totally 
voluntary!

• Draft a list of the common experiences which will be presented in plenary. 
• Appoint a female spokesperson who will report in plenary. 

Duration:
• Group work 30’
• Report back in plenary 5’ (for each group) 

Report back:
The spokespersons will share in plenary the results of the group activity.

Resources: 
* Presentation slides provided by the trainer
* Personal experiences 
* Activity sheet
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1. The main purpose of the training: 

The main purpose of this training is to inform participants about the problems, regulations 
and policy proposals for young women’s employment. The participants are expected to identify 
new policy proposals on promoting young women’s employment.

2. The objectives of the training: 

The main objectives of the training are

a) To inform young trade union members about international regulations for protecting and 
increasing women’s employment.

b) To inform young trade union members about national regulations for protecting and 
increasing women’s employment.

c) To inform young trade union members about the problems faced in women’s 
employment.

d) To inform young trade union members about policy proposals discussed and 
implemented for promoting women’s employment.

3. Learning achievements:

a) The participants, after the training, will be able to understand and analyse the international 
and national regulations for protection and promotion of women’s employment.

b) The participants, after the training, will be able to establish linkages between the actual 
problems faced in women’s employment and macro policies on employment and gender equality. 

c) The participants, after the training, will be able to analyse the labour market from a gender 
perspective.

d) The participants, after the training, will be able to develop policy proposals on women’s 
employment and gender equality in the labour market. 

4. Target group of the training: 

e) This training is designed for young workers between 18-35 years old from Turkey and 
Europe. The group is composed of 24 young trade union members from Turkey, 8 from each 
Turkish confederation (17 females, 7 males) and 10 young trade union members from Europe (3 
from Spain, 2 from Denmark, 4 from Poland, 1 from Germany; 1 male and 9 female). 

* Note for future training: According to the composition of the next groups of trainees; 
the trainers involved should consider the characteristics of the original target group in order to 
eventually adapt the module to the characteristics of the new group of trainees.

       

 

Trainers’ notes for the training session on 
Section 2, Chapter 2  
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5. Detailed timetable: 

The training’s duration is three hours, composed of one hour presentation and discussion and 
two one-hour workshop sessions. Two breaks will be given between the sessions. 

5.1) First Session: (1 hour) 

It would be better for this training to be provided by one female expert and one male expert. 
Trainers initiate the first session by welcoming participants. The prepared presentation is outlined 
to the participants according to the distribution of tasks between the trainers. In order to involve 
the participants and especially the young female workers in the discussions, an interactive 
environment is set up by asking questions before, during and after the presentation.

The participants may be eager to comment on different examples rather than asking questions. 

5.2) Second Session: (1 hour) 

What kind of work-life balance policy should be developed to ensure that young 
women remain in employment? 

Purpose:

Work-life balance policies are legal, institutional and social support mechanisms aimed at 
enabling working parents to reconcile and balance work and private life. In general, these policies 
include legal mechanisms related to working-time, maternity leave arrangements as well as 
parental and paternity leave. Such provisions need to be accompanied by quality, professional and 
affordable care services as well as institutional mechanisms related to care services. 

Tips:

• Life encompasses work, home and social life, in the main.

• Women and men should be free to enjoy both career and parenthood, or home life and 
work life.

• Women are the only ones who bear children, but ‘active’ motherhood lasts for a limited 
time over the while life span. 

• Over the centuries, women have always successfully combined motherhood and work; the 
same should be possible for fatherhood.

The purpose of this group exercise is to identify the problems that women experience in finding 
a work-life balance while remaining in employment and to develop a policy recommendation 
related to work-life harmony. 
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Tasks:

All participants are divided into five groups. 

Each group will discuss problems related to the employment of young women and work-life 
harmony and come up with innovative recommendations for work-life harmony. Each group will 
choose a rapporteur whose task is to take note of and then report on the different ideas produced 
by the group. 

Report back:

The rapporteur and/or a volunteer from each group will present the ideas of the group. 

Duration: 1 hour

30 minutes for the group work 

3 minutes for each group to present

5 minutes for general evaluation

Resources:

	 Presentations made by the trainers 

	 Personal experiences

	 Activity sheet
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* Note for future trainers: The following activity sheet has been designed as a 
document to be provided to the participants in order to conduct the workshop of this 
specific session. It can be used in similar training and eventually it should be changed 
by future trainers in charge of delivering the training session.

Sample activity sheet (1)

What type of policies should be developed to reconcile work and family life in order to 
retain young women in employment? 

Aims:
To reveal the problems experienced by young women in reconciling work and family life 
to remain in employment. 
To develop policy proposals for reconciling work and family life.

Tasks:
In your group:
• Discuss the problems faced in young women’s employment and in reconciling work 

and family life. 
• Design innovative proposals for reconciliation of work and family life. 
• Draft a list of common experiences which will be presented in plenary. 
• Appoint a spokesperson who will report in plenary. 

Duration:
• Group work 30’
• Report back in plenary 5’ (for each group) 

Report back:
The spokespersons will share in plenary the results of the group activity.

Resources: 
* Presentation slides provided by the trainer
* Personal experiences 
* Activity sheet
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5.3) Third Session 

Workshop 2

Identify three new policy proposals for young women’s employment that have not 
been mentioned before 

Aims:

The aims of this group work is for the participants to develop innovative policy proposals on 
women’s - especially young women’s - employment based on their workplace experiences. 

Tips:

Many national and international documents propose various policies to encourage and 
facilitate women’s participation in the labour force. However, these documents do not qualify 
as strategies. They generally constitute observations pointing at problems related to women’s 
employment, followed by a set of recommendations. This may lead to contradictions between 
the policy recommendations and daily practices in the labour market. In this group exercise, the 
participants are expected to develop, on the basis of experience from their workplaces, innovative 
policy recommendations for the improvement of women’s employment, particularly young women.

Tasks:

All participants are divided into five groups.

In light of the presentations, each group will identify three new policy proposals on women’s 
employment based on the group members’ labour market experiences. 

The reporter selected by each group will compile and report on the different ideas.

Report back:

The reporter for each group will present the ideas.

Duration: 1 hour

30’ group work

5’ presentation for each group

5’ overall assessment by the trainer

Resources:

•	 Presentations by the trainers

•	 Personal experiences

•	 Activity sheet
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* Note for future trainers: The following activity sheet has been designed as a 
document to be provided to the participants in order to conduct the workshop of this 
specific session. It can be used in similar training and eventually it should be changed 
by future trainers in charge of delivering the training session.

Sample activity sheet (2)
Identify three new policy proposals for young women’s employment 

Aims:
To develop innovative policy proposals for women’s - especially young women’s 
employment based on your own workplace experiences.

Tasks:
In your group:
• Discuss the problems faced in young women’s employment and in reconciling work 

and family life. 
• Identify three new policy proposals for women’s employment based on your own 

labour market experiences.
• Draft a list of the proposals which will be presented in plenary. 
• Appoint a spokesperson who will report in plenary. 

Duration:
• Group work 30’
• Report back in plenary 5’ (for each group) 

Report back:
The spokespersons will share in plenary the results of the group activity.

Resources: 
* Presentation slides provided by the trainer
* Personal experiences
* Activity sheet
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1. The purpose of the training: 

The purpose of this training is to comprehend and to evaluate the opportunities and organising 
potential of young women in trade union organisations.

2. The objectives of the training:

a) The main aim of this workshop is to discuss the steps that need to be taken by trade union 
organisations during their activities to ensure gender equality.

b) The unionised participants in the project are expected to come up with a critical 
evaluation of what trade unions have or have not done so far on this topic and to bring forward 
recommendations about what could be done. 

3. The learning achievements:

a) The participants, after the training, will be able to interpret the general framework of the 
women’s rights movement. 

b) The participants, after the training, will understand what the concept of gender equality is.

c) The participants, after the training, will be able to discuss the relationship between gender 
equality at work and the roles of the trade unions regarding this issue.

d) The participants, after the training, will be able to make suggestions for increasing the role 
of female workers in trade unions.

4. Target group of the training:

This training is designed for young workers between 18-35 years old from Turkey and 
Europe. The group is composed of 24 young trade union members from Turkey, 8 from each 
Turkish confederation (17 females, 7 males) and 10 young trade union members from Europe (3 
from Spain, 2 from Denmark, 4 from Poland, 1 from Germany; 1 male and 9 female). 

* Note for future training: According to the composition of the next groups of trainees, 
the trainers involved should consider the characteristics of the original target group in order to 
eventually adapt the module to the characteristics of the new group of trainees.

5.  Detailed timetable: 

The training is composed of two sessions with a half-hour coffee break in between. 

5-1) First Session: (1.5 hour) 

Presentation: 30 minutes

	Trainer makes the presentation on the organising of women workers in trade unions, in 
20 minutes.

	Questions and comments are taken and answered for10 minutes. 

Trainers’ notes for the training session of 
Section 2, Chapter 3 
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Workshop 1: (1 hour)*

Women’s position in trade union organisations 

Aims:

The objective of this workshop is to understand the position of women in trade union 
organisations based on the knowledge and experience of participants. The number of women in 
trade union organisations as well as their role in the decision-making bodies of such organisations 
will also be analysed on the basis of the specific characteristics of the six countries of the project. 

Tasks:

	The Turkish participants will explain the approximate number of unionised women in 
their workplaces and their proportion compared to unionised men, and then evaluate what these 
figures mean for the unionisation of women. They will also indicate if the unionised women in 
their workplaces take up positions such as union representative or chief representative.   

	The European participants will contribute to the discussion by describing the experiences 
they have in their respective countries and/or workplaces. 

	The participants are expected to keep the discussion around the topic of women’s position 
in trade union organisations and to identify the similarities and differences between the countries 
and/or workplaces. 

Report back:

	At the end of the group work, a spokesperson from each group will take five minutes to 
report on the group’s conclusions. 

Duration:

	20 minutes for the group discussion 

	5 minutes for the presentation by the group representative

	5 minutes for evaluation

Resources:

	Presentation slides to be provided by the trainer 

	Personal experiences

	Activity sheet
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* Note for future trainers: The following activity sheet has been designed as a 
document to be provided to the participants in order to conduct the workshop of this 
specific session. It can be used in similar training and eventually it should be changed 
by future trainers in charge of delivering the training session.

Sample activity sheet (1)

Women’s position in trade union organisations 

Aims:
To share personal experiences of organising young female workers in trade unions.
To figure out the influence of female workers in trade unions’ decision-making bodies

Tasks:
In your group:
• Share your personal experiences and explain how the problems of organising young 

female workers can be tackled.
• Participate in the group debate, examining in particular the involvement of female 

workers in trade union organisations as shop stewards, representatives, officials and 
so on.

• Define in the group the challenges and obstacles to organising young women 
workers.

• Draft a list of common experiences which will be presented in plenary. 
• Appoint a spokesperson who will report in plenary. He or she will outline the most 

interesting story, reflecting in it the common experiences uncovered in the debate.

Report back:
The spokesperson will share in plenary the results of the group activity.

Timing:
• Group work 30’
• Report back in plenary 5’ (for each group) 

Resources: 
* Presentation slides provided by the trainer.
* Personal experiences. 
* Activity sheet.
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5-2) Second Session (55 minutes)

The second session starts with the group presentations and evaluation of the first workshop.

Workshop 2: (55 minutes)

Women have their say: expectations for trade unions to ensure gender equality

Aims:

The aim of this workshop is to discuss the steps that need to be taken by trade union 
organisations during their activities to ensure gender equality. The unionised project participants 
are expected to come up with a critical evaluation of what the trade unions have or have not done 
so far on this topic, and to bring forward recommendations about what could be done. 

Tasks: 

	The female participants will assess from a critical perspective the attitude and activities of 
their union on gender equality. 

	Opinions on what is expected from trade union organisations to achieve full gender equality 
should be raised throughout the discussion.

	Each group will write its evaluation points and criticism on large sheets of paper and hang 
them on boards in a way that can be seen by other groups.

	Each group will respond to remarks from other groups on the papers exhibited. 

Report back:

•	 At the end of the group work, a female spokesperson from each group will have 10 
minutes to report on the evaluations made in the group.

Duration:

	30 minutes for the group discussion 

	15 minutes for the presentation by the group representative

	10 minutes for evaluation

Resources

	Presentation slides to be provided by the trainer 

	Personal experiences

	Activity Sheet
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* Note for future trainers: The following activity sheet has been designed as a 
document to be provided to the participants in order to conduct the workshop of this 
specific session. It can be used in similar training and eventually it should be changed 
by future trainers in charge of delivering the training session.

Sample activity sheet (2)

Women have their say: expectations for trade unions to ensure gender equality

Aims:
To discuss the current policies of trade unions in terms of ensuring gender equality

Tasks:
In your group:
• • Discuss young female workers’ positions in Turkish trade unions and compare 

with their European counterparts. 
• Make a list of similarities and differences between Turkey and the European countries. 
• Appoint a spokesperson who will report on the outcomes of the group study. 

Report back:
The spokesperson will share in plenary the results of the group activity.

Duration:
• Group work 30’
• Report back in plenary 5’ (for each group) 

Resources: 
* Presentation slides provided by the trainer
* Personal experiences 
* Activity sheet
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Young workers and social rights awareness

Union rights in the context of human rights and social rights

Social dialogue in the European Union and in Turkey

Trade union approach to the refugee crisis in Europe

Introduction: 

This section relates to the third training seminar of the project (on the theme of  Young workers 
and social rights awareness), held in Izmir from 26-29 January, 2016, with 24 participants 
from Turkish confederations, eight participants from Europe, and the project team.   

‘Social rights’ is a very wide-ranging topic. Therefore, we have decided to address social rights 
under three headings, considering the scope and objectives of our project as well as  recent 
developments.  

In this context, we focused firstly on union rights and social rights, followed by social dialogue, 
a critical topic in terms of both union rights and social rights. Then, we  addressed the refugee 
crisis, a gradually growing problem in both Turkey and in Europe, and an issue closely related to 
social rights. Along these lines, we created a broad training framework ranging from union rights 
to social rights, from social dialogue to refugee crisis and their rights.  

1. The first chapter, entitled Union rights in the context of human rights and social 
rights1 presents background information and historical developments on human rights, 
social rights and union rights, and examines the role of union rights specifically in terms of 
social rights and human rights in general.

2. The second chapter entitled Social dialogue in the European Union and in Turkey2, 
addresses social dialogue mechanisms and the development of social dialogue in the 
European Union and in Turkey, and lists the concrete results of social dialogue. This chapter 
also reports on the functioning of social dialogue at international, regional, national and 
sectoral levels as well as at the level of workplaces/enterprises.  

3. The third chapter entitled Trade union approach to the refugee crisis in Europe3 , 
establishes a definition of refuge and then summarises the status of refugees on the basis 
of statistical data and the legal arrangements in the EU concerning refugees. This chapter 
proposes solution for the growing refugee crisis, from a trade union perspective.  

The concluding chapter presents a short overview. The conclusion is followed by the agenda of 
the training session and trainers’ notes for each chapter. 

1 First chapter has been drafted by Onur Bakır (DİSK).  

2 Second chapter has been drafted by Şahin Serim (HAK-İŞ).  

3 Third chapter has been drafted by Güven Savul (TÜRK-İŞ).  

Section 3
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Union rights in the context of human rights and social rights 

Chapter 1 - Glossary 

Definitions of many concepts are included in the text; other concepts are defined below.  

Magna Carta (1215): A British document signed in 1215 which for the first time restricted the 
powers of the king and gave some rights and freedoms to the people. It was historically one of the 
most important steps leading up to the constitutional structure of the present day. 

United States Declaration of Independence (1776): The document by which the Thirteen 
Colonies declared their independence from the Kingdom of Great Britain. It was approved by the 
Congress on 2 July 1776 and was declared on 4 July. It is among the important documents in the 
development of human rights. 

French Declaration of the Rights of Man and of the Citizen (1789): After the French 
Revolution in 1789, the French Declaration of the Rights of Man and of the Citizen was published 
in order to protect human rights. As a historical milestone in defining fundamental human rights 
to basic values such as “equality, liberty and justice”, this declaration was added as the preamble 
to the French Constitution, which was accepted in 1791. 

Prohibition of Coalition (Union): The laws and regulations which prohibited workers from 
establishing organisations such as associations, unions and recruiting members are called 
prohibitions of coalition (union).  

Versailles Peace Treaty (1919): The peace treaty signed between the Allied Powers and 
Germany at the end of World War I. While it has a political character, some fundamental human 
rights are found in this treaty. 

Supra-national sources: In recent times, international conventions on human rights and 
freedoms have taken priority over national laws and become directly binding. Thus, the term 
‘supra-national’ is used for such conventions which have a supra-national character above being 
international.  

Chapter 1 - List Of Abbreviations 

ILO: International Labour organisation 

UN: United Nations  

 Section 3, Chapter 1 
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Introduction

In this section, social rights are discussed in terms of human rights and social rights. First, 
human rights and the fundamental principles of human rights are defined under the heading 
Human rights and social rights: concepts and processes. Then, the classification of human 
rights is discussed and the status and importance of social rights in human rights analysed. The 
place of union rights in social rights is assessed, and an overall framework outlined regarding the 
historical development of human rights, social rights and union rights. 

Secondly, fundamental union rights are discussed, and the indivisibility and universality of 
union rights referred to under the heading The relation of union rights to other social rights 
and human rights. After that, how union rights function as a precondition, tool and guarantee 
of social rights is discussed, with the  issue of working hours taken as an example. Lastly, main 
supra-national sources of union rights and social rights is listed.

In conclusion, the importance of protecting union rights and social rights is emphasised, in a 
period of neo-liberalism, when social rights are endangered and at risk of gradually vanishing. 

1) Human rights and social rights: concepts and processes

a) Definition of human rights

We can base the definition of human rights on the declaration made by the Office of the United 
Nations High Commissioner for Human Rights:  

“Human rights are rights inherent to all human beings, whatever our nationality, place of 
residence, sex, national or ethnic origin, colour, religion, language, or any other status. We are 
all equally entitled to our human rights without discrimination. These rights are all interrelated, 
interdependent and indivisible”.4 

Thus, it could be said that there is one single condition for enjoying human rights: Being human! 
Everybody meeting this condition is entitled to human rights without discrimination. 

Furthermore, some fundamental principles regarding human rights, also emphasised by the 
Office of the United Nations High Commissioner for Human Rights, are parts of the definition of 
human rights.

•	 Human rights are universal! All people are equally entitled to human rights without 
discrimination. 

•	 Human rights are inherent! Human rights are not rights that are acquired or gained 
conditionally. Human rights are an inseparable part of our natural existence as human. 

4 OHRC, 2015. 
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•	 Human rights are inalienable and irrevocable rights! Human rights are inalienable, 
irrevocable, non-deniable rights. Human rights cannot be withdrawn, and humans cannot 
be deprived of their rights. 

•	 Human rights are interdependent and indivisible rights! Regardless of civil or political 
rights, economic, social and cultural rights or community rights, or community/solidarity 
rights, human rights are related and connected to each other and they constitute an 
indivisible whole. 5

b) Classification of human rights 

How to classify human rights is also a controversial issue. However, human rights are generally 
classified under three headings as:6

First generation rights/civil and political rights: These rights are the first rights in terms 
of both their ideal origins and their emergence, and they are found in all human rights lists.7 
These rights are also named as classical rights and most of them are the rights that can be used 
individually. Primary civil and political rights are: the right to life and physical integrity, torture and 
maltreatment prohibition (right to protection from torture and maltreatment), freedom of thought 
and expression, liberty of religion and conscience, right of privacy, right of equality before law, 
right to due process, right of sanctuary, civil right, right to marry and to found a family, property 
right, prohibition of discrimination (right of protection from discrimination), right of petition, right 
to elect and be elected, right to enter public service. 

Second generation rights/economic, social and cultural rights: These rights are the rights 
that were acquired/accepted as a result of the large influence of demands and struggles of various 
social groups, particularly workers, since the 1800s. Primary economic, social and cultural rights 
are: right to work, union rights, right to social security, right to health, right to education, right to 
rest and leisure.8

Third generation rights/social (solidarity) rights: These are the rights which have been 
generally accepted  within the framework of human rights more recently. They are more the rights 
of social groups rather than of individuals, and global effort is necessary to bring these rights 
into being. They include right to peace and a healthy environment, right of every community to 
determine its culture, right of communities to exist and protection against genocide, rights of 
community (Solidarity). 

5 OHRC, 2015.
6 Classifications are based on United Nations Documents and the studies of Tepe (2010) and Çelik (2010). 
7 Tepe, 2010, p.10. 
8 Social rights which form part of the Revised European Social Charter will be dealt with separately. 
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c) Status and importance of social rights in human rights

In order to be able to enjoy civil and political rights, freedom is essential, and the state must 
exercise non-intervention, non-interference with citizens and remain passive. However, while 
individuals have these rights at the level of ‘notional equality’, they lose the right to be equal once 
they get involved in the market mechanism, because the market mechanism is full of inequalities. 
Even though a CEO earning €1 million in one month and a worker earning €1,000 are notionally 
‘equal’, they are not ‘equal’ substantially. Right at this point, social rights come into play. Unless 
social rights are mentioned, individuals who are ‘equal and free’ in terms of using their civil and 
political rights on paper are deprived of this equality and freedom in practice.  

d) Union rights as an important component of social rights

The existence of social rights alone is not adequate. In order to bring social rights into being, it 
is necessary for the state to apply them positively, in other words to enact effective studies and 
services. For instance, the state must provide education, health and social security services and 
execute the policies that are necessary to increase employment. However, this is not sufficient 
either. Especially in employee-employer relations, legal regulations should be drawn up and 
employers should obey these legal regulations so that employees get humane working conditions, 
sufficient income, and have the right to rest, and work under healthy and safe conditions. At this 
point, union rights come into play as the protecting and improving factor of social rights. Workers 
protect, improve and use their social rights by using their union rights. Union rights play a key role 
in bringing social rights actively into being and have great importance in terms of human rights as 
a whole. More detailed information about this issue is outlined in the next part. 

e) Human rights, social rights and union rights as the outcome of historical events and 
social struggles

Human rights have reached the present day after passing through a challenging period of 
development. The enactment of the United Nations Universal Declaration of Human Rights in 1948 
is the cornerstone in the universal development of human rights historically. In this declaration, 
human rights were universally accepted and guaranteed. Yet the historical evolution of human 
rights goes back to Magna Carta (1215), and the United States Declaration of Independence 
(1776) and the French Declaration of the Rights of Man and of the Citizen (1789) are the important 
cornerstones of this process.9

In these texts, recognition and protection of civil and political rights of individuals against the 
state come to the fore, but the ‘human rights’ emerging in this context were essentially awarded 
to privileged (wealthy) male citizens. The struggles of workers and unions, women and women’s 
organisations, were influential in gaining civil and political rights. In particular, ‘the right to elect 
and to be elected’, which is a principle of democracy, for all citizens without any discrimination, 
ceased to be a privilege for the wealthy classes after this. Bringing the idea of ‘equality’ to life as 
the core of human rights took place through the persistence, efforts and struggles of social classes 
and groups. Besides, the working class and union organisations had a great role in taking human 

9 Tepe, 2010, p.7.
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rights beyond ‘civil and political rights’ to include social rights. In limiting working hours, attaining 
health and social security rights, prohibiting child labour and gaining other economic and social 
rights, the efforts of workers to bring these issues into question and strive for these rights had a 
significant effect.

The union struggles, despite the prohibitions on union rights as of the second half of the 19th 
century, paved the way for ending restrictions on union rights, which are an indispensable component 
of social rights, and securing them. In major capitalist countries, working class organisations and 
movements struggling to improve conditions where union rights and freedoms were not given, 
suffered from   prohibitions coordinated together with state violence. Legal restrictions in many 
countries such as the United Kingdom, Germany, France, and United States of America 10 could not 
achieve their goal, and the organised working class movement, despite prohibitions, continued its 
development and struggle and achieved recognition of union rights.11 To sum up:

“Generally, union collective agreements and the right to strike developed in a line from 
‘prohibition’ towards ‘regulation by law’. These rights were first prohibited by the state and 
regulation by law was adopted at the stage where prohibition could no longer prevent union 
development.”12 

2)  The relation of union rights to other social rights and human rights

a) Fundamental union rights

Fundamental union rights are assembled under three titles:

Collective bargaining right: The right to collective bargaining (agreement)  includes the ability 
of workers to negotiate on all subjects related to working life such as working conditions, wages, 
social protection, governments and supra-government institutions by means of the organisations 
they belong to and to attain binding agreements/rules as a result of these negotiations. The 
continuing importance of collective bargaining in the 21st century derives from its potential as 
a powerful tool for engagement between employers’ and workers’ organisations to address 
economic and social concerns. It can strengthen weak voices and reduce poverty and social 
disadvantage. This can be done by applying collective bargaining to the needs of the parties 
and promoting voluntary agreements that sustain the well-being of individuals and enterprises. 
Collective bargaining can play an important role in enhancing enterprise performance, managing 
change and building harmonious industrial relations.

Freedom of association: The right to organise, in the most general sense, means  workers’ 
right to establish organisations as they wish without any discrimination and prior authorisation 
and to be a member of these organisations on condition of observing their statutes. Collective 
bargaining, as a way for workers and employers to reach agreement on issues affecting the world 

10  Sur, 2009, p.10.
11  Bakır, 2013, p. 5-8. 
12  Özveri, 2012, p.7.
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of work, is inextricably linked to freedom of association. The right of workers and employers to 
establish their independent organisations is the basic prerequisite for collective bargaining and 
social dialogue. 

Right to collective action, including the right to strike: The right to collective action 
means collective work stoppage of workers for purposes such as getting their demands accepted, 
expressing their views, demands and dissatisfaction about  economic and social issues related 
to them, and where the outcome of collective bargaining is found to be inadequate. Again, 
workers have the right to take peaceful collective action (demonstrations) over such issues. The 
right to strike has been recognised internationally as a fundamental right of workers and their 
organisations and as an intrinsic corollary to the right to organise.

b) Universality and indivisibility of union rights 

Union rights are universal rights that are guaranteed by international sources, such as the 
Universal Declaration of Human Rights and the International Labour organisation Conventions. 
In Europe, the Council of Europe created the European Convention on Human Rights and the 
European Social Charter. Union rights are an inseparable whole:

“Union, collective agreements and rights of strike are described as the rights that define and 
condition the existence of each other. It is impossible to talk about union rights without collective 
agreement and right of strike, and strike and collective agreement without union rights.”13

Union rights may be considered as a chain that is formed of interconnected links and establishing 
a connection between the workers and better working conditions, wages, rights and a better life. 
When even one link is missing, this chain is broken and the link between the workers and a better 
life gets disconnected. 

In this sense, limitation or violation of any of the union rights causes violation of union rights as 
a whole and prevents union rights from achieving their purposes. For example, even if employees 
are given the right to get organised and undertake collective bargaining and they get involved in 
collective bargaining through the unions which they established at their own will and are members 
of, they cannot sign collective agreements which meet their demands if they are deprived of the 
right of strike. Because where workers are denied the right to strike, which is their strongest 
weapon, acceptance of workers’ demands is left up to the ‘good will’ of the employer. Thus, the 
main aim of workers in using their union rights cannot be achieved fully. 

As this example shows, union rights are an indivisible whole and must be defended as a whole. 

c) Union rights as a pre-condition, instrument and guarantee of social rights

Indivisibility and integrity of union rights is an indisputable principle while union rights 

13  Özveri, 2013, p.1
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constitute one of the most important instruments for protecting and developing social rights.14 
Also, “Union rights are the most important guarantee of practising other individual social rights 
of employees.”15 Accordingly, limiting one union right or a fundamental constituent of a union 
right leads to the limiting of union rights as a whole, considerably disrupting the protection and 
development of social rights. 

Union rights are the fundamental instruments for the working class - whose main requirement 
for a living is a wage obtained through a ‘dependent work relationship’ in the capitalist system - 
to lead a better life by increasing their wages and having a say in decisions on their own working 
conditions under which those wages are earned. Where these rights do not exist, are inadequate 
or are not used substantially, the working class have no protection beyond legislation regulating 
individual business relationships. They cannot even enforce their rights coming from individual 
labour codes, and they get condemned to work and earn their living within the framework of the 
capitalist class’s right to govern and under its orders and instructions. 

In a capitalist society, especially under neo-liberal policies, being deprived of a regular income 
makes it impossible to lead a life befitting human dignity. Under conditions where collective union 
rights are not used, those who can earn a regular income (wage) make an incredible effort to 
conserve their current status. They become ready to make concessions and accept every kind of 
working condition in order to keep their jobs, and thus their wages. As seen in Turkey, in the jean 
sanding and shipyard sectors in particular, putting one’s life on the line every day to earn wages, 
or in other words the paradox of risking one’s life to provide for that life, has become one of the 
pervading characteristics of the period we are in.

Union rights are the most central and irreplaceable rights for waged labour. Talking through the 
notion of ‘one is a human with rights’, for those workers who have dependent work relations at the 
centre of their lives, benefiting from collective union rights is of central importance to enable them 
to be substantial ‘subject of right’, and to benefit from human rights and freedoms as a whole as 
free and dignified individuals.16 

Speaking from this premise, union rights are a precondition of social rights. Under conditions 
where union rights do not exist or are not used freely, it is inevitable for social rights to be limited 
and unsecured. Union rights are also an important tool for attaining, improving and using social 
rights. Employees can ensure their social rights are protected and improved as a whole by 
exercising influence over governments by means of unions. In that sense, the beginning of the 
union movement is also the beginning of the improvement of social rights. 

d) Relationship between union rights and social rights: working hours example

Limits on working hours, thereby securing the right of workers to work humanely and to rest, 
as an international social right, was achieved by the struggle of workers and unions. During the 

14  Gülmez, 2008, p.138. 
15  Çelik, 2010, p.260. 
16  Bakır, 2013, p.14-17.
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1800s, workers revolted against working time ranging from 12 to 18 hours a day; and started to 
demand a limit of eight hours of work. The unions in the USA declared this demand as their first 
priority in 1866. Working hours were reduced to eight hours in the public sector in 1868, after 
two years of struggle. 

Following this, unions in the USA undertook a series of demonstrations and strikes  on 1 May 
1886, in order to extend the eight-hour day rule into the private sector. Meanwhile, strikes were 
held in Japan, France and Russia to support the eight-hour day demand. Over the same period, 
while unions in France and Belgium were launching struggles for an eight-hour day, unaware of 
each other, 1 May 1890 was determined as the action day for the eight-hour day demand at the 
founding congress of the 2nd International in Paris from 14-21 July 1889.

On 1 May 1890, working classes from all around the world went on strike and thus 1 May 
became a day of celebration and struggle for workers worldwide. This demand was satisfied in 
the following years, and working hours were limited to eight hours a day, 48 hours a week, and 
the right to an eight-hour day was secured by international conventions.

 
Nine essential principles adopted in the Versailles Peace Treaty in 1919 included “an eight-hour 
day and 48-hour week and at least 24 hours of weekly rest”, while in Hours of Work (Industry) 
Convention No 1, which is the first Convention of the International Labour organisation, working 
hours were determined as eight hours a day and 48 hours a week.17 

Thus, by the existence and active use of union rights, the “right to humane working and resting” 
became a global social right. When we look at the history of many rights, it is possible to see 
similar stories. For this very reason, union rights as part of social rights have a vital importance in 
obtaining, protecting, guaranteeing and improving social rights. 

In that way, union rights have a very important function not only for employees but also for 
the whole of society, by protecting and improving social rights. For example, the right to social 
security, in the development of which the union movement has played a great role, is important 
for every part of society. Again, efforts by unions to achieve gender equality in working life play a 
critical role in fostering gender equality not only in the working environment, but in every field of 
life. By means of union rights and the existence of unions, the representatives of working people 
in society can take part in social dialogue, and thus contribute to the development of democracy 
and promote the interests of workers. These union functions will be discussed in detail in the next 
chapter. 

e) Supra-national sources of union and social rights 

Union and social rights are guaranteed by many international conventions. The first  is the 
Universal Declaration of Human Rights. Conventions of the International Labour organisation (ILO) 
and United Nations Conventions are the other most important supra-national sources of union 

17  Sosyal-İş, 2010, p.3-4. 
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and social rights. The ILO Conventions No 87 and 98 are very important for union rights.

Another important supra-national source of social rights is the Revised European Social Charter. 
Including 31 fundamental social rights, the revised European Social Charter is an international 
convention in which social rights are recognised and protected at the highest level, by its extent 
and content. 

Below, the most important sources of international legislation for trade union rights, labour and 
social rights are listed. For further information, interested readers are recommended to consult 
the ETUI publication ‘Fundamental social rights in the European Union. Comparative tables and 
documents’18.

United Nations

•	 Universal Declaration of Human Rights

•	 International Covenant on Economic, Social and Cultural Rights

•	 International Covenant on Civil and Political Rights

•	 International Convention on the Elimination of all forms of Racial Discrimination

•	 Convention on the Elimination of all forms of Discrimination against Women

•	 Convention on the Rights of the Child 

International Labour Organisation

•	 Philadelphia Declaration

•	 Convention n° 29 concerning forced or compulsory labour

•	 Convention n°87 concerning freedom of association and protection of the right to organise

•	 Convention n°98 concerning the application of the principles of the right to organise and 
to bargain collectively

•	 Convention n°100 concerning equal remuneration for men and women workers for work 
of equal value

•	 Convention n° 105 concerning the abolition of forced labour

•	 Convention n° 111 concerning discrimination in respect of employment and occupation

•	 Convention n° 138 concerning minimum age for admission to employment

18 Clauwaert, S., Düvel, W., Schöman, I., Wörgotter, C. ‘Fundamental social rights in the European Union. Compar-
ative tables and documents’. ETUI, Brussels. 2003
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•	 Convention n° 182 concerning the worst forms of child labour

•	 ILO declaration on fundamental principles and rights at work

•	 Convention n° 189 on domestic workers

Council of Europe

•	 Convention for the protection of human rights and fundamental freedoms

•	 Protocol No.1 to the convention for the protection of human rights and fundamental 
freedoms as amended by Protocol No.11

•	 Protocol n° 4 to the convention for the protection of human rights and fundamental 
freedoms, securing certain rights and freedoms other than those already included in the 
convention and in the first protocol thereto

•	 Protocol No.12 to the convention for the protection of human rights and fundamental 
freedoms

•	 European Social Charter of 1961

•	 Appendix to the Social Charter

•	 Additional protocol to the European Social Charter

•	 Appendix to the protocol

•	 Revised European Social Charter

•	 Appendix to the revised European Social Charter

•	 European Social Charter

•	 Additional protocol to the European Social Charter

•	 European Social Charter (revised) 

European Union

•	 Treaty establishing the European Community (Nice)

•	 Treaty on European Union (Nice)

•	 Community Charter on the Fundamental Social Rights of Workers

•	 Charter of Fundamental Rights of the European Union
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Conclusion: advocating union rights and social rights in the neo-liberal era 

Neo-liberalism threatens union and social rights all around the world. While international 
competition is gradually intensifying, minimising the labour costs has become one of the most 
preferred ‘competition’ methods. The crises following one another mainly impact on the segments 
of the community earning their living by labour, and limitations on social rights are justified under 
the heading of “ways out of crisis”. Limitations and violations of union rights gradually become 
widespread. The employers have even started to open a discussion on the right of strike in ILO 
Conferences. 

Under all these conditions, advocating, conserving and improving social rights and union rights, 
which are both a part and a complement of social rights, have become more important than ever. 
It is impossible to talk about human rights deprived of social rights, just as social rights without 
union rights would not mean anything. In that sense, advocating union rights means protecting 
both social rights and human rights as a whole.

It is obvious that young workers have a huge responsibility in this challenging climate… 
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Social dialogue in the European Union and in Turkey 

Chapter 2 - List of abbreviations: 

EU: European Union 

EC: European Commission 

ETUC: European Trade Union Confederation  

BusinessEurope (UNICE): Union of Industrial and Employers’ Confederations of Europe  

CEEP: European Centre of Employers and Enterprises providing Public Services  

UEAPMA: European Association of Craft, Small and Medium-Sized Enterprises  

CEC: European Confederation of Executives  

ILO: International Labour organisation 

UN: United Nations 

TGNA: Turkish Grand National Assembly 

SSI: Social Security Institution 

İŞKUR Turkish Employment Agency 

İİMEK: Provincial Employment and Vocational Education Boards  

ÇSGB: Ministry of Labour and Social Security  

VQA: Vocational Qualifications Agency 

KİK: Joint Advisory Committee  

EESC: European Economic and Social Committee  

ESC: Economic and Social Council   

CLA: Collective Labour Agreement 

TÜRK-İŞ: Confederation of Turkish Trade Unions 

HAK-İŞ: HAK-İŞ Confederation 

Section 3, Chapter 2 
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DİSK: Confederation of Revolutionary Trade Unions  

KESK: Confederation of Public Employees’ Trade Unions  

Türkiye KAMU-SEN: Turkish Confederation of Public Workers Associations  

MEMUR-SEN: Civil Servants’ Syndicate Confederation 

TMMOB: Union of Chambers of Turkish Engineers and Architects 

TÜRMOB: Union of Chambers of Certified Public Accountants and Sworn-in Certified Public 
Accountants of Turkey 

IMF: International Money Fund 

1. Social dialogue in the European Union

1.1 . Introduction

Social dialogue is defined by the ILO to include “all types of negotiation, consultation or simply 
exchange of information between, or among, representatives of governments, employers and 
workers, on issues of “common interest” relating to economic and social policy”. 

In Europe, it is possible to talk about social dialogue mechanisms at the EU level, national 
level,  sectoral level and enterprise level. Social dialogue depends – apart from the existence of 
an enabling and democratic institutional and legal framework - on two conditions: the first is the 
existence of strong, representative and independent parties and the second is the willingness of 
both parties to cooperate.19

1.2.  Social dialogue at the EU level 

1.2.1 Interprofessional social dialogue at the European Union level

a) Development of the social dialogue 

From the start of the construction of the EU, social dialogue was part and parcel of the 
European social model. Indeed, in 1952, when the European Coal and Steel Community  (ECSC) 
was established by six countries, some forms of tripartite concertation/consultation of the social 
partners were built into it. 

But everyone agrees that the bipartite dialogue process at EU level (which is different from the 
dialogue in the Member States) started in 1985, with President Jacques Delors, at Val Duchesse 
in Brussels, through bilateral discussions between employee and employer representatives. The 

19 Dereli, Toker: ‘Sosyal Diyalog: Ekonomik ve Sosyal Konsey Hakkında’, Ekonomik Yaklaşım, 1997, Vol 8, Issue 27.
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concept of social dialogue was later officially included in the EU acquis via the 1992 Maastricht 
Treaty. Since the 1990s, social dialogue mechanisms have thus been institutionalised in the EU 
by founding treaties or by Council decisions, with the aim of involving different actors in economic 
and social decisions. Through European social dialogue, EU institutions share a part of their power 
with employee and employer representatives.

In 2002, the EU social partners affirmed their autonomy and adopted their first bilateral work  
programme for social dialogue. European bilateral social dialogue thus comprises discussions, 
advisory, negotiations and common actions between the employee and employer representatives. 
In trilateral dialogue, EU institutions are also included .

b) Institutional framework 

The result of  the evolution of the EU social dialogue can be seen in the Treaty of Lisbon, which 
is currently in force. 

Art. 151 of the Treaty on the Functioning of the European Union (TFEU) foresees that “The 
Union and the Member States (..) shall have as their objectives the promotion of (..) dialogue 
between management and labour...”

Art. 152 states that “The Union recognises and promotes the role of the social partners at all 
levels, taking into account the diversity of national systems. It shall facilitate dialogue between 
the social partners, respecting their autonomy.”

Art. 154 stipulates the European Commission’s obligation to consult the social partners “before 
submitting proposals in the social policy field“. And the EU social partners can decide to negotiate 
on those issues, a procedure which suspends the Commission’s work.

Art. 155 finally provides that “Should management and labour so desire, the dialogue between 
them at Union level may lead to contractual relations, including agreements.” And that those 
“Agreements concluded at Union level shall be implemented either” through collective agreements 
in each of the Member States, or “by a Council of Ministers’ decision” (Directive). By means of this 
article, social partners can guide the process of forming the directives (EU laws) that are binding 
for all Member States. Similarly, candidate countries, also including Turkey, must prepare for the 
directives both during their candidacy and after their accession

 c)  Tripartite dialogue mechanisms in the European Union

There are also social dialogue tripartite mechanisms formed at the level of the Union.

It is possible to summarise the main mechanisms as follows:

Tripartite Social Summit for Growth and Employment: It was founded in 2003 with a 
Council Decision (2003/174/ EC). It takes place twice a year, before European Council meetings. 
Its main purpose is to allow the participation of social partners in economic and social policy-
making processes. The main topic of the Summit held on 14 March 2013 was the economic crisis 
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and obstacles to social development.20 The summit is seen as one of the important instruments of 
the trilateral dialogue mechanism. 

The Social Dialogue Committee for Intersectoral Social Dialogue: It is another  important 
dialogue instrument involving employees and employers at EU level. It convenes three times a 
year, and has a bilateral preparatory meeting in the morning, while in the afternoon, Commission 
and social partners exchange views on various issues in the economic and social fields and agree 
joint resolutions. Bringing together representatives from the EU Member States and the candidate 
countries, the Committee maintains an equal balance between the employers and employees. 

The Social Dialogue ad-hoc consultations:  More recently, knowing the important role that 
social dialogue plays and the positive benefit it has on a country’s economy, the President of the 
European Commission, Jean Claude Juncker announced a ‘new start for social dialogue’ in March 
2015. In the following months, social partners and the Commission agreed on the need for a closer 
involvement of the social partners in the European Semester, stronger emphasis on capacity-
building of national social partners, increased involvement of social partners in EU policy and law-
making, a clearer relation between social partners’ agreements and the Better Regulation Agenda. 
Steps aimed at implementing these points started shortly after the conference and further specific 
actions were formalised by a joint statement signed on 27 June 2016. Ad-hoc consultations were 
inaugurated. 

Macroeconomic Dialogue (MED): The MED is a high-level forum (ministerial level) for the 
Council, Commission, European Central Bank and social partners to exchange views. Instituted by 
the June 1999 Cologne European Council, its objective is to contribute to the growth and stability 
of the EU’s macroeconomic framework. 

Consequently, social dialogue is both legally and institutionally guaranteed by means of the 
founding treaties, directives and statements or the established institutions.

The main actors of the social dialogue at the EU level are for the trade unions, the European 
Trade Union Confederation (ETUC), and for the employers’ side, the Confederation of European 
Business (BusinessEurope), the European Centre of Employers and Enterprises providing Public 
Services (CEEP), and more recently the European Association of Craft, Small and Medium-sized 
Enterprises (UEAPME).  

Being one of the important partners in the dialogue, and founded in 1973, the ETUC is an 
organisation composed of 89 trade union confederations from 39 countries and 10 European 
Trade Union Federations.  

Apart from the above-mentioned tripartite institutions, there is also an European Economic 
and Social Committee which constitutes more a civil society mechanism: the Committee is an 
advisory body of the EU and its views are not binding. The Committee, which was founded by 
the Treaty of Rome in 1957, is a discussion platform gathering social partners and NGOs (e.g. 
farmers’ organisations, consumers, craftspeople, women’s associations,...) which provides various 

20 European Commission, 2013, MEMO/13/224, [http://europa.eu/rapid/press-release_MEMO-13-224_
en.htm]
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contributions to the process of establishing and executing economic and social policies both at the 
level of EU and EU Member States.21

d) Results of the bipartite social dialogue at European Union level

To date, the cross-sectoral social dialogue at EU level has produced four agreements which 
have been implemented through binding directives (parental leave, and its revision; part-time and 
fixed-term work), as well as five autonomous agreements implemented through collective actions 
at national level (telework; stress at work; harassment and violence at work; inclusive labour 
markets and active ageing). Three Frameworks of Actions are more process-oriented. 

These important outcomes were achieved from consulting social partners which exercised their 
right of initiating legislative process, or by autonomous decisions of the partners in accordance 
with Articles 154-155 of the Treaty of Lisbon. This way, many important rights in the field of 
social policy were guaranteed by means of either the treaties or the directives that were put into 
effect later. It is possible to say that the most concrete outcomes of social dialogue at the EU level 
are these agreements and directives. They can be summarised as follows:

21 ATEŞ, Mustafa: ‘Avrupa’da Sosyal Diyalogun Kurumsal Yapısı: Avrupa Birliği Ekonomik ve Sosyal Komitesi’. 
Ankara Avrupa Çalışmaları Dergisi, 2005, Cilt.5, No.1, s.45-66. (‘Institutional Structure of Social Dialogue in 
Europe: European Union Economic and Social Committee’, Ankara Europe Studies Magazine, 2005, Vol.5, 
No.1, p.45-66.)
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Agreements and Directives Set by the Social Dialogue Mechanism in the EU

Date Regulation Actors Subject

1996
Council Directive 
numbered 
96/34/EC

The agreement among UNICE, CEEP, ETUC 
was made binding for all countries by a 
Directive of the EU institutions

Parental Leave

1997
Council Directive 
numbered 
97/81/EC

The agreement among UNICE, CEEP, ETUC 
was made binding for all countries by a 
Directive of the EU institutions 

Part-time working

1999
Council Directive 
numbered 
99/70/EC

The agreement among UNICE, CEEP, ETUC 
was made binding for all countries by a 
Directive of the EU institutions 

Fixed-Term Work

2002 Framework 
Agreement

The framework agreement made among 
UNICE, UEAPME, CEEP, ETUC implemented 
by the social partners at the level of the 
respective Member States 

Tele/Remote work

2002 Framework of 
Actions UNICE, UEAPME, CEEP, ETUC Life-long learning, professional 

competence

2004 Framework 
Agreement

The framework agreement made among 
UNICE, UEAPME, CEEP, ETUC implemented 
by the social partners at the level of the 
respective Member States

Stress at the workplace

2005 Framework of 
Actions UNICE, UEAPME, CEEP, ETUC Gender equality

2007 Framework 
Agreement

The framework agreement made among 
BusinessEurope, UEAPME, CEEP, ETUC 
implemented by the social partners at the 
level of the respective Member States

Harassment and violence in 
workplace

2010 Framework 
Agreement

The framework agreement made among 
BusinessEurope, UEAPME, CEEP, ETUC 
implemented by the social partners at the 
level of the respective Member States

Inclusive labour markets

2010

Council 
Directive 
numbered 
2010/18/EU 

The Directive approved based on 
the framework agreement among 
BusinessEurope, UEAPME, CEEP and ETUC 
was revised by EU institutions

Parental leave - Revised

2013 Framework of 
Actions BusinessEurope, UEAPME, CEEP, ETUC Youth unemployment
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On 11 June 2013, the Framework of Actions on Youth Employment was published. In 
this document, recommendations were made in the fields of employment, education and 
entrepreneurship in order to cut the youth unemployment rate, which is 23.5% in the EU-27.

1.2.2 Sectoral social dialogue at the European Union level

Sectoral social dialogue has developed considerably, from just 19 economic sectors in 1999 to 
43 committees in 2016. It has also produced six framework agreements that were implemented 
by directives (e.g. in maritime transport, rail, civil aviation, hospitals and healthcare, and inland 
waterways).

Committees for sectoral social dialogue: In 1998, the Commission decided to establish 
committees for the sectoral dialogue at the EU level to develop, by the decision No. 98/500. 
Sectoral dialogue brings the employee and employer representatives together in a specific sector.22. 
Besides the advisory tasks of these committees, they also have the task of developing and 
facilitating social dialogue. The employees and employers are represented by the same number of 
members on the committees which are composed of maximum 64 social partner representatives. 
Committees gather at least twice a year.

Since 1988, the Commission has founded 40 social dialogue committees in sectors such as 
transport, energy, agriculture, education and construction covering 145 million people working in 
the EU23. On sectoral committees, social partners can conclude agreements and joint statements. 

The majority of the sectoral social dialogue outputs at the EU level are not ‘binding’. They 
are common statements and opinions that rather serve for raising awareness and sharing best  
However, it is difficult to assess the impact of non-binding outputs on the Member States. According 
to research carried out in 2011, the impact of non-binding instruments such as joint statements 
and action recommendations on the Member States varies depending on the industrial systems. 

As well as the framework agreements, social dialogue at sectoral level in the EU has important 
outputs. Sectoral social dialogue committees have made agreements on various subjects and 
some of these agreements have become directives. For example, the agreement signed by the 
sectoral representatives on the working hours of shipworkers was made binding by the directive 
1999/63/EC. Similarly, the agreement concluded by the relevant sector representatives on the 
working hours of employees in civil aviation was made binding by the directive 2000/79/EC. 
Another important agreement related to the working conditions of mobile workers on cross-
border railways, which became binding in the directive 2005/47/EC. In 2009, the agreement 
on cutting injuries was made binding by the Directive 2010/32/EC. These directives, which are 
the outputs of sectoral committees, brought important rights and gains for the workers in these 
sectors throughout Europe.

Although limited in number, these directives and agreements have nevertheless had an 

22 GÜLMEZ, Mesut: Avrupa Birliğinde Sosyal Politika, 2003, Ankara. (Social Policy in European Union, 2003, 
Ankara)

23 European Commission, 2010, Industrial Relations in Europe. Website:[http://ec.europa.eu/social/
keyDocuments.country=0&year=0&avSearchKey=IRIE&mode=advancedSubmit&langId=en]
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influence on millions of workers in Europe. For example, 300,000 workers in the shipping sector 
and 5 million in the health sector gained better working conditions.24. Besides these directives and 
agreements, advisory texts have also been produced. For example, there are action frameworks 
(lifelong learning in 2002, gender equality in 2005), guidelines and many joint statements in 16 
sectors.

1.2.3 Social dialogue at workplace/enterprise level in the European Union

Directives developed in the field of labour law contribute to reinforcing social dialogue at 
enterprise level by guaranteeing the participation of employees in management. 

In the European Union, works councils are the most important structures where social dialogue 
at workplace and/or enterprise level takes place between the employee and the employer. In some 
countries, they are called workplace committees. On this issue, there are four EU directives and 
two EU regulations. 

• Council Directive 94/45/EC of 22 September 1994 on the Establishment of a European 
Works  Council and Community-Scale Groups of Undertakings for the Purposes of Informing 
and Consulting Employees (European Works Councils) 

• Council Regulation 2157/2001 of 8 October 2001 on the Statute for a European Company

• Council Directive 2001/86/EC of 8October 2001 Supplementing the Statute for a European 
Company with regard to the involvement of employees

• Council Directive 2002/14/EC of 11 March 2002 on Establishing a General Framework for 
Informing and Consulting Employees in the European Community 

• Council Regulation (EC) 1435/2003 of 22 July 2003 on the Statute for a European 
Cooperative Society (SCE) 

• Council Directive 2003/72/EC of 22 July 2003 supplementing the Statute for a European 
Cooperative Society with regard to the involvement of employees

In Turkish legislation, there are no regulations corresponding to the EU Directives numbered 
94/45/EC, 2001/86/EC, 2002/14/EC and 2003/72/EC and the provisions of EU Regulations 
numbered 2157/2001 and 1435/2003. 

Council Directive 94/45/EC of 22 September 1994 on the Establishment of a European 
Works Council and Community-Scale Groups of Undertakings for the Purposes of 
Informing and Consulting Employees (European Works Councils) 

The purpose of Council Directive 94/45/EC is to develop procedures for informing and consulting 
employees working in enterprises throughout Europe.

24 European Commission, 2010, ‘Industrial Relations in Europe’.  [http://ec.europa.eu/social/
keyDocuments.&country=0&year=0&avSearchKey=IRIE&mode=advancedSubmit&langId=en]
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The directive aims at establishing bodies which will directly perform the function of informing 
and consulting employees working in cross-border companies, rather than seeking convergence in 
the labour laws of Member States. 

The introductory part of the directive emphasises that joint ventures and new mergers in the 
EU are beneficial for economic development in a harmonious fashion, but states that undertakings 
and groups of undertakings operating in two or more Member States must inform and consult the 
representatives of employees who are affected by their decisions, and that appropriate provisions 
must be adopted to ensure that. 

The directive makes it obligatory to establish European Works Councils or a procedure for 
informing and consulting employees in the undertakings of the EU (any undertaking with at least 
1,000 employees within the Member States and at least 150 employees in each of at least two 
Member States). 

Council Directive 2001/86/EC of 8 October 2001 Supplementing the Statute for 
a European Company (SE) with Regard to the Involvement of Employees on the 
Administrative Board

The purpose of directive 2001/86/EC is to establish the rules governing the involvement of 
employees on the administrative board in European companies. 

The directive relates to the involvement of employees in the SE within the scope of Regulation 
2157/2001 establishing the rules of Statute for a European Company, thereby recognising their 
place and role in the business. 

Directive 2001/86/EC has a more complex structure than the other directives regarding 
informing and consulting procedures, because the directive projects the mechanisms of involvement 
into administration, besides informing and consulting employees. 

Council Directive 2002/14/EC of 11 March 2002 on Establishing A General Framework 
for Informing and Consulting Employees in the European Community 

The purpose of directive 2002/14/EC is to determine the minimum conditions for employees’ 
right to be informed and consulted, in undertakings within the boundaries of EU. 

In this directive, the informing and consulting mechanism, which in various directives applies 
specifically in some special conditions, is transformed into a mechanism to be applied permanently 
and compulsorily. 

The directives 94/45/EC and 2001/86/EC cover the issues of information, consultation and 
involvement in administration in multinational companies which have grown up across Europe, 
which extend beyond the boundaries of one Member State and thus cannot be controlled by the 
legal system of one single country. 

Directive 2002/14/EC made it obligatory for all companies with operations in several Member 
States and a specific size to establish a mechanism for informing and consulting workers by 
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maintaining constant dialogue, information flow and communication network between the 
management and the employees. 

This directive serves as the ‘framework directive’ for operating mechanisms for informing and 
consulting employees. 

Article 1 of the directive states the aim of establishing a general framework to determine 
the minimum standards to achieve the right of employees working in undertakings in the EU 
to participate in information and consultation mechanisms. The term ‘minimum standards’ is 
important because Member States always have the right to impose higher standards of  rights in 
this field and are encouraged to do so. 

However, Member States are free to decide by which methods employees should be informed 
and consulted, and what kind of mechanisms will be established. In other words, they are obliged 
to achieve the purpose of the directive and to inform and consult the employees, but each Member 
State can determine the methods to perform this. 

Article 2 of the directive includes some descriptions such as “employer”, “employee”, “employee 
representatives”, “information”, “consulting”, “undertaking” and “workplace”. 

“Informing” is defined as the employer conveying necessary data to the employee representatives 
on relevant issues in order to allow them to make evaluation and analysis. 

“Consulting” is defined as establishing a dialogue between the employer and the employee 
representatives. 

Article 3 describes the scope of the directive. Accordingly, the directive will be applied to the 
following undertakings: 

1. Undertakings employing at least 50 employees in any Member State, or 

2. Workplaces employing at least 20 employees in any Member State. , 

Article 4 of the directive sets out which issues the information and consultation mechanism for 
employees will encompass and how it will be established. Informing and consulting should cover; 

1. Information about the latest developments regarding the undertaking or workplace 
operation and the economic status; 

2. Informing and consulting about labour force planning, employment status, structure and 
possible developments in the undertaking or the workplace, and all decisions and future 
precautions that can influence employment status in particular; 

3. Informing and consulting regarding potential decisions that could result in major changes to 
work organisation or labour contract.
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1.3 Social dialogue in the EU Member States

Belgium

Together with workers’ health and safety committees, work councils are the primary forum 
for representation and participation of workers in undertakings with 100 or more employees.  It 
is a common bilateral board which is established by the union of the representatives chosen by 
the employees and the representatives chosen by the employer. The number of representatives 
assigned by the employer cannot be higher than that of the workers’ representatives.

Denmark

Works councils in Denmark are not regulated by law. In the established councils, management 
and labour force representation is built on the principle of equality. Councils meet once or twice a 
month. Members spend 10% of their shifts on council work.

France

Works councils in France are composed of the company leader and the worker representative 
leader in private enterprises with more than 50 employees.  Workers obtain information, respond 
to official advice from the employer and organise cultural activities from their budget. 

Germany

Workers’ representative boards in Germany are established by a special law. Workers’ 
representative boards have rights such as being informed, consulted and taking decisions. The 
boards only include the workers. Board members cannot be fired. Members are elected for a 
period of four years.

Duties of works councils in practice

The tasks of works councils include supervising the application of labour law, legislation 
regarding social security, employment and occupational health and security; taking legal and other 
necessary precautions when they find that the employer does not respect existing regulations; 
being regularly informed about the development of the enterprise; and planning activities to 
increase the welfare of the workers and their families when the works council has a budget.

Common issues generally discussed in works councils

Monitoring the application of collective labour agreements, equal opportunities for females/
males, practices for the disabled, project development, participation in administration, video, 
camera application, working hours, professional training requirements, dismissals, recruitment, 
smoking in the enterprise, flexible working, working shifts. 

Role of trade unions in works councils

•	 Works councils and other informing and consulting arrangements are regarded as different 
from trade union representation. However, this separation cannot be seen clearly in some 
countries.  
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•	 In countries such as Italy and Belgium, works councils are essentially union councils. In 
countries such as France, Luxembourg, the Netherlands and Spain, unions can present 
candidates for the elections and thus make up union councils. 

•	 In works councils, the dominance of trade unions is observed even though they are not 
assigned with duties.

Consequently, within the European Union, neither employees nor employers discuss the 
existence of works councils. The workers’ side defends opinions such as reducing the number 
of thresholds needed to establish works councils, detailing and empowering, informing and 
consulting systems. 

2. Development of social dialogue in Turkey

2.1 Introduction

In recent years, efforts in Turkey to integrate with the global economy and to improve national 
competitiveness have carried employee-employer relations onto a different platform. The entry of 
enterprises into the gradually concentrating competition environment forced employee-employer 
sectors into more dialogue. Today, they have understood that the purpose of their existence is 
production and cooperation, and that protecting and developing income and employment is only 
possible through increasing the competitive power of the enterprise. Hence, it is seen that in 
recent years, collective labour agreements are rapidly renewed and contradictions are gradually 
decreasing. 

Social partners had discussed distribution in collective labour agreements until recently. 
Recognising the fact that distribution is not possible without production has led the parties to 
produce more and seek for ways of fairer distribution together. 

In brief, competitiveness, which has become decisive in the race towards globalisation and 
development, led to social dialogue and cooperation for common targets at the level of both 
enterprise and country in Turkey just like in other countries. The different sides left their conflicts 
behind to a great extent and preferred to solve the problems by peaceful means.   

Adopting an approach which seeks to contribute to the solution of economic and social problems 
between the employees’ and employers’ sectors demands responsibility in that direction, and aims 
for peaceful industrial relations as a basis for social conciliation and cooperation. 

Important steps have been taken in the past for dialogue and cooperation between the social 
partners in Turkey. 

2.1.1  Historical examples of employee and employer social dialogue 

The first worker-employer summit meeting was held in 1 July 1994 involving TÜRK-İŞ, 
HAK-İŞ, DİSK and Tisk. In the meeting, in which three workers’ confederations and employers’ 
confederations came together for the first time, the crises in the economic field, negative impacts 
of the crisis on working life and their solutions were discussed and a common statement was 
made to the public.
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The second worker-employer meeting was held in Ankara on 29 August 1994. In the meeting, 
social security and the tax burden on wages were discussed and the agreed points were presented 
to the government.

These were followed by the Tisk Entrepreneurs’ Council/Workers Confederation meeting held 
in Istanbul on 22 July 1996. In the meeting, parties discussed the importance and activation of 
cooperation between the parties to increase  competitive power in Turkey during the globalisation 
process and solutions to unemployment.

In the following years, the chairmen of TÜRK-İŞ, HAK-İŞ, DİSK, Tisk, Tobb, Tesk and Tzob, which 
are the non-governmental organisations of Turkey with the highest power of representation, came 
together at Tisk on 7 December 1999 and decided to institutionalise the ‘Civil Initiative of 7’.

In the press conference held by the chairmen on the same day, a joint statement which was 
prepared for the Declaration of Helsinki and supports taking a decision for Turkey’s membership 
of the EU was revealed to the public and adopted to announce to the European Commission and 
EU non-governmental organisations.

2.1.2 Historical development of social dialogue among employees 

TÜRK-İŞ, HAK-İŞ and DİSK surmounted their political differences and divisions for the first time 
and celebrated 1 May together in the hall of the General Directorate of Highways in 1992. 

The Common Voice of Workers Democracy Platform, an umbrella organisation formed by 
TÜRK-İŞ, HAK-İŞ and DİSK, was established. 

Problems intensified in the years 1998-1999 and increased the trend towards cooperation 
between trade union confederations.

In that period, some employers decided to dismiss workers due to the crisis, while some of 
them merely used the crisis as an excuse. Problems in the country became more intense. In the 
letter written to TÜRK-İŞ and HAK-İŞ on 15 December 1998, DİSK pointed out the obstructions in 
discharges and collective agreements and proposed that the leaders of trade union confederations 
should come together primarily to determine the steps to be taken afterwards with the 
administrative boards.

On 19 December 1998, the chairmen of TÜRK-İŞ, HAK-İŞ and DİSK met to discuss the problems 
of our country, our people and the working class and formulate joint demands. In the meeting, 
it was decided to establish a secretariat and to improve relations, and a joint statement was 
published. 

The chairmen of TÜRK-İŞ, HAK-İŞ, DİSK, Memur-Sen, Turkey Kamu-Sen, and Kesk met for 
the first time in the HAK-İŞ headquarters in Ankara on 27 January 1999, discussed common 
problems and founded the Platform of Labour. The statement agreed at the end of the meeting 
was extremely important for being the widest association of waged workers in our country up to 
that date.

TÜRK-İŞ, HAK-İŞ, DİSK, Kesk, Turkey Kamu-Sen, Memur-Sen, Turkey Association of Retired 
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Workers, All Retired Workers Society, Association of the Retired from Bağ-Kur, Tmmob, Turkish 
Dental Association, Turkish Pharmacists’ Association, Turkish Medical Association, Turkish 
Veterinary Surgeons’ Association, and Türmob chairmen came together in the TÜRK-İŞ headquarters 
on 14 July 1999. 

This meeting was very important as it brought together workers and government officer union 
confederations, organisations of the retired and professional organisations. In this meeting, it was 
decided to carry out many activities ranging up to preventing retirement in grave and using the 
power coming from production to increase the salaries of government officers and retired people. 

In the meantime, a secretariat at central level was established. Local representatives of 
organisations belonging to the Labour Platform established joint committees in various provinces. 
For the first time in Turkey, working people from different political tendencies started to organise 
actions together on a platform which is anti-IMF and defends independence on the side of workers, 
for the purpose of protecting labour and the interests of the country.

In that period, Turkey had two significant crises, one being in November 2000 and the other in 
February 2001. The Labour Platform Alternative Programme was prepared and presented to the 
public, as an alternative to the IMF programmes which were imposed on Turkey by supra-national 
capital and accepted and supported by the capitalist circles and the government in our country. 

However, the Labour Platform has not been able to meet together in the period since 2001. 

Events of recent years in Turkey have increased the need for social dialogue and cooperation 
between the parties for common goals both at the enterprise and country level.

2.2.  Trilateral structures at national level

In Turkey, on issues primarily relating to working life, there are many social dialogue mechanisms 
in trilateral and multiple structures at the national level, on which government-worker-employer 
sectors and non-governmental organisations’ representatives participate in particular.

The Economic and Social Council, EU-Turkey Economic and Social Joint Advisory Committee, 
Trilateral Advisory Board, Labour Assembly, Social Security Higher Advisory Board, National 
Occupational Health and Security Council, Turkey Labour Agency General Assembly, Social Security 
Institution General Assembly, Vocational Qualification Authority General Assembly, Labour Market 
Information Advisory Board, Commission of Fixing the Minimum Wages, High Board of Arbitration, 
State Planning Organisation Specialisation Commissions, and Consumer Council are the platforms 
where social dialogue at national level takes place.

Some of them are:

Economic and Social Council (ESC)

The Economic and Social Council, which promotes social reconciliation and cooperation and is 
established to determine common ground through consultative means and social policies, came 
into being by a law enacted on 24.04.2001.
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Joint Advisory Committee (KİK) and European Economic and Social Committee (EESC)

The EU-Turkey Joint Advisory Committee (KİK) is a committee consisting of Turkish and European 
members, which was established on 16 November 1995 within the framework of Article 27 of 
the Ankara Agreement on Turkey’s candidature for the European Union (EU). The purpose of the 
committee is to strengthen the contacts and increase cooperation between the Association Council, 
European Parliamentary Community and European Economic and Social Committee (EESC), and 
Grand National Assembly of Turkey and other organs in Turkey.

Labour Assembly

The Labour Assembly was founded in 1946. The Assembly convenes at the call of the Ministry 
of Labour and Social Security, makes analyses and expresses opinions about the issues regarding 
working life.

Trilateral Advisory Board

The Trilateral Advisory Board in Turkey was founded in 2004 as a board with a consultative 
nature based on trilateral representation (worker, employer and government), in accordance with 
ILO Convention No 144. 

One of the main purposes of the board is to maintain effective consultation between the 
government and the employers, government officers and workers’ union confederations in order 
to monitor the related legislation and practices on working life. 

Vocational Qualifications Authority (VQA)

The Vocational Qualification Authority was founded in 2006 for the purpose of developing 
national vocational standards and qualifications, supporting lifelong learning and establishing a 
national qualifications framework in line with the EU qualifications framework, and regulating 
exams and documentation. The general assembly and administrative board of the Vocational 
Qualification Authority has a trilateral structure consisting of the government, worker and 
employer representatives.

National Council for Occupational Health and Security

The National Council for Occupational Health and Security was founded in 2005 within the 
Ministry of Labour and Social Security.

Aims and policies of the Council include revealing measures and occupational diseases related 
to occupational health and safety, restructuring and improving services such as occupational 
physician, educational services, hospitals for occupational illnesses, supervision etc. by developing 
precautionary measures for occupational health and safety. 

Labour Market Information Advisory Board

The Labour Market Information Advisory Board was established under the auspices of the 
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Turkey Employment Agency (İŞKUR) by a regulation of 2004, and gives advice for the purpose of 
establishing constant dialogue and a cooperation environment between the related institutions 
and organisations in order to monitor and develop the practices of determining, compiling and 
distributing information and needs of the  labour market, forming a common database on 
the labour market, harmonising and developing databases formed or to be formed by various 
institutions and organisations, and maintaining commonality of norms and standards in data 
production.

1.3. Social dialogue at local level

Under Article 21 of Law no 5763 published on 26 May 2008, Provincial Employment Boards 
and Provincial Vocational Education Boards were combined and Provincial Employment and 
Vocational Education Boards were established.

These boards are one of the important mechanisms of social dialogue in Turkey. The chairman 
of the board is the governor. The board includes one representative from each of the workers’ 
associations. The board meets four times a year. Its secretariat is İŞKUR and the Provincial 
Directorate of National Education. Decisions have a binding nature. It essentially regulates the 
relations between vocational education and the labour market.

1.4. Bilateral social dialogue at sectoral level

There is a platform for social dialogue at sectoral level through the group collective labour 
agreements including a number of of workplaces or undertakings. In the private sector, they 
cover business sectors such as metal, textiles, concrete, soil, chemistry. Group collective labour 
agreements played a role in developing social dialogue and common initiatives between the social 
parties at sectoral level.
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Trade union approach to the refugee crisis in Europe 

Chapter 3 - Glossary 

Civil conflict/civil war: State of war among the citizens of the same country conducted by 
means of political tensions or weapons. 

Origin country: The country where the person seeking asylum is a citizen or where they come 
from. 

International intervention (or external intervention): Intervention by a single country or 
by an alliance of countries in the political, economic or military actions of any country with the aim 
of deriving economic and military benefits within the area of sovereignty of a nation. 

Stateless-heimatlos: A person who does not have citizenship and is not a national of any 
country. 

Citizenship: An individual’s belonging to a country by virtue of traditions or laws.  

Persecution: Regular maltreatment by individuals or groups of other individuals or groups. 

Chapter 3 - List of abbreviations 

EU: European Union 

OAU: Organisation of African Unity 

UN: United Nations 

CEAS: Common European Asylum System  

ETUC: European Trade Union Confederation 

EUROSTAT: European Statistical Institute 

GAMM: Global Approach to Migration and Mobility 

IDP: Internally displaced people 

ILO: International Labour Organization 

ITUC: International Trade Union Confederation 

UNHCR: United Nations High Commissioner for Refugees

Section 3, Chapter 3
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3.1 Introduction 

This chapter will examine the concept of a refuge and discuss the efficiency of European social 
policy in solving the refugee crisis, which has intensified in recent years. The refugee crisis in Europe 
is becoming deeper due to the rapid changes in the governance of some countries especially in the 
Middle East, Central Asia and North Africa, over the last decade. The change in the governance of the 
countries in these regions has damaged the lives of people living there. International interventions, 
conflict between different religious and ethnic groups  and the constant threats against their lives 
and safety force people to move to countries which they believe will offer them greater security 
and more humane life opportunities. The primary preferences of people who have to leave their 
countries/homelands are European countries, where they expect to find life safety and humane 
working and living opportunities. When considered in the light of current developments, attempts 
to get to Europe from Syria in particular, Afghanistan, Iraq, Eritrea, Pakistan, and Nigeria are most 
evident (http://data.unhcr.org, 2015). According to UNHRC (United Nations High Commission for 
Refugees) data, the first country of origin of those coming to Europe across the Mediterranean 
in 2015 was Syria, with a rate of 51%. Syria was followed by 20% from Afghanistan (http://data.
unhcr.org, 2015). According to European Statistics Institution Eurostat data, among those applying 
as refugees for the first time within EU boundaries between January and October 2015, Syrians 
ranked first with a total of nearly 180,000 (http://www.bbc.com, 2015). 

It is vitally important to find a solution through the European social policy approach to the 
refugee crisis, reaching its peak in 2015. To this end, unions should demand that refugees should 
be guaranteed quality working conditions. Such a demand is also important to the social justice 
and welfare which Europe has been trying to build during the second half of the 20th century.  

This chapter will discuss the definitions of refugee, those with asylum requests, asylum-seeker 
and similar concepts in international law, and the historical development of these concepts, and 
then union approaches to the refugee problem in Europe, with reference to the ETUC.

3.2 International definition of refuge and situations that cannot be defined as refuge

The main definition of the refugee concept was formed by the UN. The UN Geneva Convention of 
1951 Regarding the Situation/Status of Refugees is the main international document on refuge. 
Another document linked to the 1951 Geneva Convention is the New York Protocol of 1967 on the 
Status of Refugees. The definition of refugee arising from these two documents is: “People who 
are forced to migrate from their country of citizenship, as they have strong reasons such as being 
exposed to persecution due to their race, religion, nationality, social group or their political ideas, 
and are not being protected or are refused protection by their country of citizenship are refugees.” 
(http://www.migrationpolicy.org, 2002). 

It should be noted that the term “legal refugees” in the 1951 Geneva Convention and 1967 
New York Protocol does not cover mass escapes due to war, which feature in the Convention of the 
Organisation of African Unity (OAU) signed in 1969. The definition of refugee has been expanded in 
time. The 1969 OAU Convention has in effect expanded the definition of refugee. In the expanded 
refugee definition, not only those being persecuted but also those who have to leave their country 
of citizenship due to threats coming from outside the country, foreign invasion and dominance or 
severe corruption of public order (http://www.migrationpolicy.org, 2002). In the Cartagena Declaration 
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accepted in 1984 by a group of Latin America countries, many human rights violations were added 
to the list defining refugees25 (http://www.migrationpolicy.org, 2002). 

The definition of refugee expanded by these documents covers those who had to move across 
international boundaries due to wars and internal conflicts in Asia and the Middle East as well 
as Africa and Latin America (http://www.migrationpolicy.org, 2002). It points out that the most 
important term in the text for defining refugee is “persecution” and it discusses how the meaning 
of “persecution” should be interpreted. The discussions diverge on two points. This separation 
is seen at the point where the persecution is considered as individual or mass. According to 
these considerations, different approaches are accepted for the definition of refugee. One group 
focuses on the persecution on individuals by the government. The other group focuses on whether 
common social experiences and attitudes can be considered as persecution. At the same time, 
the literature on refuge questions what the content of human rights violations are and whether 
practices changing from culture to culture can be considered as persecution. On the issue of 
differences between cultures, social gender-based cases are frequently focused on. Female genital 
mutilation, preventing women from taking part in education, individuals who are sentenced to 
legal sanctions can be mentioned as the most striking of these cases. It is pointed out that there 
is not an international agreement and standard for considering individuals in these cases as 
refugees, and under these circumstances individuals are evaluated separately and given the right 
of sanctuary or refugee status (http://www.migrationpolicy.org, 2002).

In international law, people having specific status are defined by this status even though they 
experience similar problems to refugees. This differentiation reminds us of what the boundaries 
of refuge definition depend on. 

The first term similar to refugee is ‘asylum-seeker’. The difference between asylum-seeker and 
refugee is that they expect to be given the status of refugee in the country they came to. Asylum-
seekers gain refugee status when their claims for  sanctuary are accepted. In other words, the 
person who has to go to a different country from their country of citizenship for the reasons 
discussed above and has not gained refugee status yet is called an asylum-seeker. Whether the 
asylum-seeker will gain refugee status is made clear after the evaluation on their situation. And 
this means that not everyone demanding right of sanctuary is able to gain refugee status. 

Stateless people, who deny the citizenship of their own country or deny the protection of 
that country, are not accepted as refugees even though they are defined as “people with similar 
conditions as refugees”. 

Even though they are obliged to move to another place due to similar reasons to refugees, 
those who do not cross international boundaries are defined as “internally displaced people – 
IDPs” and are not considered as refugees. It is noted that the people within this definition can be 
included in United Nations High Commissioner for Refugees-UNHCR’s area of responsibility. 

25 Cartagena Declaration is accessible in Turkish and English by the links below:
 http://sorular.rightsagenda.org/Uploads/MULTECI%20MEV/1984%20CARTAGENA%20M%C3%9CLTEC%-

C4%B0LER%20B%C4%B0LD%C4%B0R%C4%B0S%C4%B0.pdf
 https://www.oas.org/dil/1984_Cartagena_Declaration_on_Refugees.pdf
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Those who leave their home due to natural disasters such as flood or earthquakes, environmental 
factors or drought are considered outside the international legal definition of the term refugee. 
Even though the people faced with such disasters are considered outside the definition of refugee, 
they are in need of international protection and support. In order to define such people, the terms 
“forced migrants” or “forced displacement” are used.

Another group considered outside refugee status is those leaving their country essentially 
for economic reasons. People in this group are not classified under the category of “economic 
immigrant” even though they migrate from their country to another one due to the excessive 
poverty they live in.

Taking different definitions in international law into consideration, it can be said that millions of 
people have to leave their homes for two basic reasons in the present day. These reasons lead to 
the common objective of finding humane working and living conditions, which they cannot obtain 
in their country of origin/homeland due to the  reasons discussed.

 3.3 EU regulations on refugees and quantitative data on the current status of refuge 
in Europe

The Directorate-General for Migration and Home Affairs (DG Home) is responsible for developing 
EU policies on asylum requests. The definition of refugees in the1951 Geneva Convention and 
1967 New York Protocol and the common opinions on refugees are the cornerstones of the 
common asylum system in the EU (http://ec.europa.eu, 2015). The EU has been carrying out studies 
in parallel with the Geneva Convention and other current international legal documents in order 
to establish a Common European Asylum System/CEAS since 1999. Even though there are many 
documents on the asylum system by the EU, four of them can be seen as the main documents.

- Directive 2011/95 of the European Parliament on standards for the qualification of 
refugees or non-European persons needing protection or stateless persons as beneficiaries 
of international protection.

- Directive 2013/32 on EU asylum procedures regarding common procedures for granting 
and withdrawing international protection.

- Directive 2013/33 on standards for reception regarding laying down standards for the 
reception of applicants for international protection.

- Dublin Regulation (EU) No 604/2013 of the European Parliament establishing the criteria 
and mechanisms for determining the Member State responsible for examining an application 
for international protection lodged in one of the Member States by a third-country national 
or a stateless person (http://ec.europa.eu, 2015). 

As mentioned at the beginning of this chapter, Europe is discussing the status of hundreds of 
thousands of people from many African and Middle Eastern countries, Syria being in first place, 
who had to leave their countries because of civil wars and international interventions and made 
asylum requests and are waiting for refugee status. The latest data of the ‘Asylum Quarterly 
Report’ prepared by Eurostat was published on 16 September 2015. The report covers the second 
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quarter/second trimester of 2015. The report analyses the general state of the people requesting 
asylum in the EU. It states that the number of people requesting asylum in EU countries increased 
85% in the second quarter of 2015 compared to the same period of 2014, and 15% compared to 
the first quarter of 2015. 

The people who requested asylum for the first time in the EU in 2015 have their origins in 141 
different countries (http://ec.europa.eu, 2015). The first three countries of origin requesting asylum 
were Syria (44,000 asylum requests), Afghanistan (27,000 asylum requests) and Albania (17,700 
asylum requests). Those requesting asylum heavily prefer Germany (810,900 applications, 38% 
of applications in EU), Hungary (32,000, 15%) or Austria (17,400, 8%) (http://ec.europa.eu, 2015). 

It states that 117,800 asylum requests were resolved, 46% positively (for example, given the 
status of protection). The majority of those resolved were from Syria (http://ec.europa.eu, 2015). 
24,000 positive decisions (96%) concerned Syrians throughout the EU, including those taken 
by national legislations. Among the number of positive resolutions, Syrians were followed by 
Eritreans (4,800 people, 84%), Iraqis (4,700 people, 87%) and Afghans (2,500 people, 70%) (http://
ec.europa.eu, 2015). 

On May 2015, the European Commission launched the European Agenda on Migration. The 
Agenda provides a new, comprehensive approach grounded in mutual trust and solidarity among 
EU Member States and institutions. It is composed of a package of immediate responses and 
another of long-term actions:

Immediate actions:

The EU aims at taking immediate action to prevent further loss of migrants’ lives at sea by 
providing additional funding to Frontex joint search and rescue operations, to the safe and legal 
resettlement of people in Europe, to the Regional Protection and Development Programmes and 
to the most affected Member States located at the EU’s external borders. In addition, the EU aims 
to strengthen the role of Europol as an intelligence hub for dismantling criminal networks and 
intends to launch Common Security and Defence Policy (CSDP) operations in the Mediterranean 
to capture and dismantle boats. The EU will also activate the emergency system provided in the 
Treaties so that asylum- seekers may be relocated through a system of solidarity.

Medium to long-term actions:

The medium to long-term priorities consist of developing structural actions that look beyond 
crises and emergencies and help EU Member States to better manage all aspects of migration. The 
Agenda is built upon four pillars:

1. Reducing the incentives for irregular migration: the focus is on addressing the root causes 
behind irregular migration in non-EU countries, dismantling smuggling and trafficking 
networks and defining actions for the better application of return policies.

2. Saving lives and securing external borders: this involves better management of the external 
border, in particular through solidarity towards those Member States that are located at the 
external borders, and improving the efficiency of border crossings.
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3. Strengthening the common asylum policy: with the increases in the flow of asylum-seekers, 
the EU’s asylum policies need to be based on solidarity towards those needing international 
protection as well as among the EU Member States, whose full application of the common 
rules must be ensured through systematic monitoring.

4. Developing a new policy on legal migration: in view of the future demographic challenges 
the EU is facing, the new policy needs to focus on attracting workers that the EU economy 
needs, particularly by facilitating entry and the recognition of qualifications.

The ETUC position on this political agenda was to ask the EU and the Member States to follow 
the holistic approach to migration policies as proposed by the European Parliament. The EU’s future 
strategy should pay greater attention to the situation of the migrant population already residing 
in the EU, prioritising a rights-based approach which ensures a legal right to stay to all those who 
are working but forced into an irregular status by their employers, and full equal treatment with 
local workers. The ETUC is convinced that well-managed immigration can help to address the 
societal challenges that Europe has to cope with in the coming years. Maintaining a positive net 
migration rate should be a medium-term objective of the EU. But newcomers should be enabled 
quickly and fully to contribute to the socio-economic development of the hosting societies, in 
common with all other members of the hosting communities. Evidence shows that in countries 
with more effective integration policies, migrants are net contributors to global solidarity as they 
pay in tax and contributions more than they take out in terms of assistance or services.

On 18 March 2016, following on from the EU-Turkey Joint Action Plan activated on 29 
November 2015 and the 7 March EU-Turkey statement, the European Union and Turkey agreed, 
among other points, that:

• All new irregular migrants crossing from Turkey to the Greek islands as of 20 March 2016 
will be returned to Turkey;

• For every Syrian being returned to Turkey from the Greek islands, another Syrian will be 
resettled in the EU;

• Turkey will take any necessary measures to prevent new sea or land routes for irregular 
migration opening from Turkey to the EU;

• The fulfilment of the visa liberalisation roadmap will be accelerated with a view to lifting the 
visa requirements for Turkish citizens at the latest by the end of June 2016. Turkey will take 
all the necessary steps to fulfil the remaining requirements;

• The EU will, in close cooperation with Turkey, further speed up the disbursement of the 
initially allocated €3 billion under the Facility for Refugees in Turkey. Once these resources 
are about to be used in full, the EU will mobilise additional funding for the Facility up to an 
additional €3 billion to the end of 2018.

The ETUC is strongly critical of the EU-Turkey agreement on a Joint Action Plan on Refugees. It 
lacks of any sort of human sympathy and it is against the EU and Member States’ obligations. The 
agreement contains appalling flaws in its analysis and proposals. Specifically, the ETUC underlines 
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the following points to the EU and its Member States: 

•	 Refugees are human beings fleeing from war and seeking international protection;

•	 Paying Turkey will not remove the dangers to which Syrians, Iraqis, Afghans, Pakistanis etc. 
are exposed in their own countries;

•	 The one-to-one scheme (swapping of Syrian refugees) is unacceptable and legally doubtful. 
It is very likely to lead to the refoulement of people who deserve humanitarian protection to 
countries where they face war or persecution;

•	 The deal will have the sole effect of diverting refugees’ routes toward other countries like 
Bulgaria and Albania, in the absence of any structured form of European cooperation and 
solidarity.

•	 We are witnessing the first refoulement acts carried out as a consequence of the EU-Turkey 
agreement. EU hotspots profile asylum-seekers in a superficial and sometimes illegal way. 
Decisions are often taken on the sole basis of the country of origin, resulting in a de-facto 
impediment to submit requests for protection or to see such requests properly and lawfully 
evaluated. Any cooperation with the Turkish government should require that Turkey opt out 
from the “geographical limitation” in the application of the 1951 UN Convention and, on the 
contrary, grant refugees access to public services and work.

•	 The EU should not contemplate paying Turkey to keep refugees in camps without any 
prospects and there should be no trade-off between keeping refugees out of Europe and 
accelerated EU-Turkey membership talks.

3.4 Current ETUC approach on migration, refugees and asylum-seekers

There are two up-to-date documents summarising the ETUC approach towards migrants, 
refugees and asylum-seekers. The first of these is the ‘ETUC Position on the New European 
Commission’s Five-Year Programme on Migration’  agreed during the meeting of the ETUC 
Executive Committee on 11-12 June 2014. In this document, ETUC states that it is against 
the exploitation of migrant labour in the EU within the informal economy. It underlines that the 
European Commission is required to draw up a framework regulation towards the migrants 
(https://www.etuc.org, 2014). It states that though the common asylum system is a positive 
development, “responsibility” and “solidarity” have yet to materialise; and that the ETUC will 
continue to gather political consensus on the four recommendations within its own resolutions 
to protect the lives and rights of migrants and refugees within the EU’s borders (https://www.etuc.
org, 2014). It emphasises that the contribution made by migrants to the EU economy should be 
harmonised within an inclusive labour market, and the qualities of those included in the labour 
market should be recognised, and their rights gained within the scope of the social security 
systems should be taken into consideration (https://www.etuc.org, 2014). It highlights the need for 
a rights-based policy to be determined for migrants and refugees in the context of the European 
Commission’s Global Approach to Migration and Mobility (GAMM), which is the political document 
which sets the EU priorities in steering the external dimension of migration policies (https://www.
etuc.org, 2014). Within the framework of the GAMM approach, it says that the ETUC will advocate 
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for measures for the private sector to respect corporate transparency and accountability and ILO 
labour standards. On the other hand, it emphasises that the GAMM will make it possible to re-
think relationships between the richer and poorer parts of the world, and that origin countries of 
migrants and refugees must be supported in their path toward democracy and growth based on 
improvement of working conditions. 

Another up-to-date ETUC document concerning the issue is ‘Emergency Action - Refugee Crisis 
in Europe’ which was agreed during the 13th ETUC Congress on 30 September 2015. It points out 
that masses of people are trying to reach Europe due to war and destruction in their own countries. 
The ETUC explains in this document that it strongly condemns all kinds of measures threatening 
the dignity, rights and bodily integrity of the people that are travelling with their children and 
families for a life in peace and in a peaceful environment (www.etuc.org, 2015). Calling for the 
European Commission to continue search-and-rescue operations in order to prevent disasters at 
sea experienced by the people trying to reach Europe as asylum-seekers, the ETUC criticises the 
long queues at asylum offices, overcrowded reception centres and improvised camps in many 
corners of Europe, which show how badly prepared and unwilling the countries have been to 
cope with this crisis (www.etuc.org, 2015). The ETUC emphasises that it supports the fundamental 
European values of respect for human life and dignity, and opposes populist and xenophobic 
attitudes in relation to the refugee crisis, that these values must not remain unfulfilled and must 
be translated into action, and to this end a genuine cooperation between the Member States 
in accepting adequate numbers of refugees is essential, in line with the letter and spirit of the 
related Treaties (www.etuc.org, 2015). The ETUC states that more effective cooperation should be 
developed with countries of origin of the asylum-seekers travelling to Europe, and that democratic 
and economic development is key to removing the root causes of large-scale movements of people 
(www.etuc.org, 2015). It points out that with its 60 million members, the trade union movement 
in Europe remains a bulwark against all forms of intolerance and will continue to press for 
humanitarian responses to a humanitarian crisis. It highlights in the related ETUC document that 
where refugees are able to work, unions will recruit and represent them, and they will work with 
partners to provide humanitarian assistance to those who are not in work. It states that the ETUC 
will cooperate with the ITUC to respond to the refugee crisis on a global as well as European scale. 

3.5 Conclusion

Refuge and asylum-seeking is related to people losing their chances of survival compatible 
with human dignity and their security of life, and being deprived of employment opportunities in 
the countries of which they are nationals. The most important problems encountered by refugees 
and migrants on a Europe-specific basis are being deprived of income-generating employment 
opportunities to support themselves and their families, and in particular xenophobia, exclusion 
from the social life of which they are trying to be a part, and inclusion in groups based on religion 
or on the micro-nationalist line. Another important problem is that those whose asylum requests 
are declined are obliged to go back to their countries of origin dominated by war and challenging 
living conditions. 

The perspective of trade unions on the problems of refugees and asylum-seekers is different 
from that of governments. While an important number of governments see refugees and asylum-
seekers as a cost item for their countries and a group that will lead to new social problems, it is 
possible to say that the European trade unions, specifically the ETUC, approach the issue from 
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the perspective of right to employment, social security and living conditions compatible with 
human dignity. The most basic attitudes that the trade unions should adopt to tackle this problem 
are helping the refugees and asylum-seekers become integrated into working life, and become 
adapted to the society they newly enter. The radical solution to the refugee problem lies with the 
termination of all kinds of adversities in their origin countries leading to war, civil conflict, poverty 
and living conditions beneath human dignity. Ensuring living and working conditions worthy of 
human dignity for the people in the lands where they are born and of which they are citizens is an 
important step towards the eradication of the refugee problem. Other means of finding solutions 
will only voluntarily or involuntarily limit the short-term influx of refugees. Military and political 
interventions performed or to be performed by the international power groups in geographical 
locations such as the Middle East, Africa or Asia will make the refugee crisis more permanent and 
- as is already thoroughly apparent - will cause this problem to become an impasse in the future. 

The trade unions and especially young trade unionists should, in handling the refugee and 
asylum-seeker problem, free themselves of radical religious and nationalistic prejudices, and 
develop a point of view based on human rights and the universality of labour and the right to 
employment. A counter attitude will only make the refugee and asylum-seeker problem permanent, 
as emphasised in the previous paragraph. 
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1. Conclusion

In the development process of human rights, social rights have a particular importance and 
status. Union rights are a part of social rights and also play a critical role in the protection and 
development of social rights.  

Social dialogue, which is gradually becoming a part of social rights, plays an important role at 
the crossroads of union rights and social rights. Moreover, social dialogue is a crucial mechanism 
for the development of democracy at any level.  

Several social problems in Turkey, in Europe and in the world are yet to be solved. Among these, 
the refugee crisis is one of the most topical and burning problems. The refugee crisis can only be 
solved through a human rights-based approach.  

With regard to the protection, development and de facto application of union rights and social 
rights, and human rights generally, young workers must assume important tasks. In order to 
advance union rights, social rights and their projection, future social dialogue, and to find solutions 
for social problems and especially for the refugee crisis, young workers should be the advocates 
for and executors of these rights.   
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 Third seminar of the project ‘Dialogue Between Trade Union Organisations in Turkey 
and the European Union with a Focus on Young Workers’

İzmir, Turkey  
26-29 January 2016

Tuesday 26 January 2016 

11:00-12:30:  Opening speeches and introduction 
 Patrick Itschert (ETUC, Project Director) 
 Yücel Top (ETUC Turkish Project Coordinator)  
 Ignacio Doreste (ETUC European Project Coordinator) Introduction of participants
12:30-14:00:  Lunch break
14:00-15:30:  First training session: ‘Trade union rights in the context of social rights and  

 human rights’
 Presentation by trainer: Onur Bakır (DİSK)
 Questions and answers
 Workshop and group studies
 15:30-16:00: Coffee break  
16:00-17:30: First training session: ‘Trade union rights in the context of social rights and  

 human rights’
 Workshop and group studies 

Wednesday 27 January 2016 

09:30-11:00: Second training session: ‘Social dialogue in the European Union and in Turkey’ 
 Presentation by trainer: Şahin Serim (HAK-İŞ) 
 Questions and answers
 Workshop and group studies
11:00-11:30:  Coffee break 
11:30-13:00: Second training session: ‘Social dialogue in the European Union and in Turkey’ 
 Workshop and group studies
13:00-14:30: Lunch break
14:30-17:30:  Visit to a company (Örgen Gıda)

 Agenda of third training seminar  
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Thursday 28 January 2016 
09:30-11:00: ‘Youth committees in trade unions’
 Presentation by ETUC: Zelimir Stanic (Representative of ETUC Youth Bureau) 
11:00-11:30:  Coffee break 
11:30-13:00: Third training session: ‘Trade union approach to the refugee crisis in Europe’
 Presentation by trainer: Güven Savul (TÜRK-İŞ) 
 Questions and answers
 Workshop and group studies
13:00-14:30: Lunch break
14:30-night:  Cultural visit and dinner

Friday 29 January 2016 
09:30-11:00: Third training session: ‘Trade union approach to the refugee crisis in Europe’
 Workshop and group studies
11:00-11:30: Coffee break
11:30-12:30: Assessment of the seminar 
 Information about study visit in Warsaw 
 Closing of the seminar
12:30-14:00:  Lunch 
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1. The main purpose of the training:

The main purpose of the training is to inform young workers on human rights, social rights 
and trade union rights and encourage them to take action to protect them all.  

2. The objectives of the training: 

The main objectives of the training are

a) To provide young trade union members with detailed information on human rights, social 
rights and trade union rights,

b) To point out the linkage between human rights, social rights and trade union rights,

c) To underline the importance of trade union rights in terms of achieving human and social 
rights,

d) To encourage young trade union members to take action to protect and develop human, 
social and trade union rights. 

3. The learning achievements: 

a) The participants, after the training, will be able to comprehend basic concepts related to 
human rights, social rights and trade union rights. 

b) The participants, after the training, will be able to establish meaningful linkages between 
human rights and trade union rights.

c) The participants, after the training, will be able to understand how vital trade union rights 
are in ensuring that human and social rights are respected.

d) The participants, after the training, will be able to develop strategies on how to protect 
trade union rights and benefit from them to in order to facilitate the achievement of social rights.  

4. Target group of the training: 

This training is designed for young workers of 18-35 years old from Turkey and Europe. The 
group is composed of 24 young trade union members from Turkey, 8 from each confederation (11 
females, 14 males) and 6 young trade union members from Europe (3 from Spain, 2 from Poland, 
1 from Denmark; 2  female and 4 male). 

* Note for future training: According to the composition of the next groups of trainees; the 
trainers involved should consider the characteristics of the original target group in order to adapt 
the module to the characteristics of the new group of trainees.

Trainers’ notes for the training session of 
Section 3, Chapter 1  
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5. Detailed timetable: 

The training is composed of two 1.5 hour sessions with a half-hour coffee break in between

5-1) First session: (1.5 hour) 

	Trainer initiates the first session by welcoming participants. 

* Ice breaking activity: 15 minutes 

	Trainer outlines the rules of the game called ‘taboo’ and asks for volunteers. 

	Two volunteers in each team take the floor and are asked to explain one of the following 
trade union rights without using the taboo words (and the right itself).

Right to health: hospital, doctor, medicine.

Right to education: school, teacher, student. 

Right to social security: insurance, pension, institution.

Right to organise: trade union, member(ship), together.

Right to bargain collectively: trade union, agreement, to sign.

Right to strike: stop, work, trade union.

Right to rest: holiday, break, leave. 

Right to job security: dismissal, protection, re-instatement.

* Presentation 1: (20 minutes)

	After the ice-breaking activity, the trainer starts the presentation. The trainer stops after the 
slide on trade union rights. 

* Brain storming activity: (20 minutes) 

	Trainer asks participants what human rights mean to them and to write down three human 
rights and the reason why they are important. Participants are given 10 minutes to take 
notes. Afterwards volunteers are encouraged to take the floor, share their list and explain 
the importance of these rights to them. After each intervention, all participants are asked 
whether they agree or not. 

* Presentation 2: (15 minutes) 

	Trainer finishes presentation in 15 minutes. 

* Comments and Q&A (20 minutes) 

	First the questions and comments are asked. Afterwards – if there is still time -  participants 
are invited to describe the current situation of trade union rights in their own countries. 
Finally, the trainer makes a short evaluation of the discussion. 
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5-2) Second session (1.5 hour)

Workshop 1: (45 minutes)

What would happen if trade union rights did not exist?

Aims:

The main purpose of this workshop is to emphasise the importance of unions and union 
rights and to recall the importance and functions of union rights for all social rights.

Tasks:

>	 All participants will be divided into groups in a way to ensure balance in terms of gender, 
confederation and nation.

>	 The participants will be asked to imagine a world where union rights are completely 
prohibited and unions do not exist and this question will be asked: “If unions/union rights 
did not exist, what difference would we have in our life and working conditions?”

>	 Participants will discuss the issue in each group, then they will write down their opinions 
on the small pieces of paper handed out by the trainer and stick these papers on the 
boards given to each group.

>	 After the groups finish their studies, participants will visit the other groups and look at 
their boards.

>	 Each group will select a spokesperson.

Report back:

>	 At the end of the group studies, group spokespeople will make a brief evaluation of the 
studies of both their group and other groups.

>	 Lastly, the trainer will make a general evaluation.

Duration: About 45 minutes

>	 20 minutes for the group work.

>	 5 minutes for observing the studies of other groups.

>	 20 minutes for group presentations.

Resources:

	Presentation slides to be provided by the trainer.

	Group discussions. .

	Activity sheet.

	Small coloured notepapers, boards and pens.
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* Note for future trainers: The following activity sheet has been designed as a 
document to be provided to the participants in order to conduct the workshop of this 
specific session. It can be used in similar training and eventually it should be changed 
by future trainers in charge of delivering the training session.

Sample activity sheet (1)

What would happen if unions/union rights did not exist? 

Aims:
To emphasise the importance of unions and union rights. 
To explain the importance and contribution of union rights to all social rights.

Tasks:
In your group:
• Imagine a world where union rights are completely prohibited and unions do not 

exist.
• Discuss the following question: “If unions/union rights did not exist, what kind of 

differences would we have in our lives and working conditions?”
• Write down your opinions on the small pieces of paper handed out by the trainer and 

stick these papers on the boards given to your group.
• Appoint a spokesperson who will report in plenary. 

Duration:
• Group work 30’
• Report back in plenary 5’ (for each group) 

Report back:
The spokespersons will share in plenary the results of the group activity.

Resources: 
• Presentation slides to be provided by the trainer.
• Group discussions. 
• Activity sheet.
• Small coloured notepapers, boards and pens.
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Workshop 2:

What would I wish to change through my union? How would I change it? 

Aims:

The main purpose of this workshop is to emphasise the importance and role of union rights in 
protecting and improving social rights and to see what kind of social rights young people demand 
and how they propose to attain them.

Tasks:

>	 The participants will be divided into groups in a way that ensures balance in terms of gender, 
confederation and nation.

>	 Each group will be given five articles from the Revised European Social Charter respectively 
(the last group will be given six articles).

>	 The participants will be asked what they would like to change in their country and in the 
world with regard to the social rights given to their group, and what role their union can 
play in securing this change.

>	 The participants will first consider the social rights given to their group and then answer the 
question above in a group discussion.

>	 Each group will select a spokesperson.

Report back:

>	 At the end of the group study, the spokespeople first list the social rights given to their 
group and then share the results of the group study with the participants.

>	 The trainer will make a general evaluation.

Duration: About 1 hour

>	 30 minutes for the group work.

>	 5 minutes for each group to present.

>	 5 minutes for evaluation.

Resources:

	Presentation slides to be provided by the trainer.

	Revised European Social Charter.

	Group discussions.

	Activity sheet.
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* Note for future trainers: The following activity sheet has been designed as a 
document to be provided to the participants in order to conduct the workshop of this 
specific session. It can be used in similar training and eventually it should be changed 
by future trainers in charge of delivering the training session.

Sample activity sheet (2)

What would I wish to change through my union? How would I change it? 

Aims:
To emphasise the importance of unions and union rights. 
To explain the importance and contribution of union rights to all social rights.

Tasks:
In your group:
• You will each be given five articles from the Revised European Social Charter  (the last 

group will be given six articles).
• What would you like to change in your country and in the world with regard to the 

social rights given to your group, and what role can your union play in achieving this 
change? 

• After discussing these questions, write down your proposals. 
• Appoint a spokesperson who will report in plenary. 

Duration:
• Group work 30’
• Report back in plenary 5’ (for each group) 

Report back:
The spokespersons will share in plenary the results of the group activity.

Resources: 
• Presentation slides to be provided by the trainer.
• Revised European Social Charter.
•  Group discussions.
•  Activity sheet.
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1. The main purpose of the training: 

The main purpose of the training is to inform participants about the concept of social 
dialogue, the importance of social dialogue in working life, social dialogue levels and 
development of social dialogue in the European Union and Turkey; and to build young trade 
union member participants’ individual capacities on social dialogue.

2. The objectives of the training: 

The main objectives of the training are

a) To inform young trade union members about the development of social dialogue in the 
European Union.

b) To raise awareness among young trade union members of the results of social dialogue at 
the European Union level.

c) To inform young trade union members about social dialogue/work councils at workplace/
enterprise level, and to share the best EU practices.

d) To inform young trade union members about the development of social dialogue in Turkey 
and tripartite structures at the national level.

e) To inform young trade union members about bilateral social dialogue mechanisms and 
practices at local and sectoral level in Turkey.

3. The learning achievements: 

a. The participants, after the training, will be equipped with the basic concepts of social 
dialogue.  

b. The participants, after the training, will be able to understand how social dialogue 
mechanisms work in the EU and Turkey.

c. The participants, after the training, will be able to understand social dialogue as an important 
tool of development of employment policies for youth.

d. The participants, after the training, will be able to develop strategies on how to benefit from 
social dialogue and make it work efficiently. 

4. Target group of the training: 

This training is designed for young workers of 18-35 years old from Turkey and Europe. The 
group is composed of 24 young trade union members from Turkey, 8 from each confederation (11 
females, 14 males) and 6 young trade union members from Europe (3 from Spain, 2 from Poland, 
1 from Denmark; 2 female and 4 male). 

* Note for future training: According to the composition of the next groups of trainees; 
the trainers involved should consider the characteristics of the original target group in order to 
eventually adapt the module to the characteristics of the new group of trainees.

Trainers’ notes for the training session of 
Section 3, Chapter 2 
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      5. Detailed timetable: 

The training duration is three hours, composed of one hour presentation and discussion and 
two one-hour workshop sessions. Two breaks will be given between the sessions. 

5.1) First session (1 hour) 
Since the topics in this training are based mostly on directives and legal measures, the 

presentation language should be selected carefully. Plain and simple sentences should be used in 
the presentation for average levels of understanding.

In order to involve the participants in the discussions, an interactive environment is set by 
asking questions before, during and after the presentation. 

5.2) Second session: (1 hour)

Workshop 1
Suggestions for aligning the workplace councils formed in the framework of Directive 

2002/14/EC for informing and consulting employees in the European Union with Turkish 
industrial relations in the future.  

Aims:
EU Member States are free to identify the methods to ensure information and consultation 

of employees and the mechanisms to be established regarding this issue in accordance with the 
relevant directive. In other words, Member States are obliged to achieve the purpose of the directive 
and to ensure the information and consultation of their employees; however, each Member State 
will identify the method for this arrangement. 

Tasks:
	All participants are divided into groups.
	In light of the presentations, each group will make suggestions for aligning  work councils in 

Europe with the Turkish industrial relations system. 
	The reporter selected by each group will compile and report on the different ideas. 

Report back:
	The person who did the reporting and/or would like to present in each group will outline the 

ideas.

Duration : About 1 hour
	30 min. Group work
	5 min. presentation for each group
	5 min. overall assessment by the trainer

Resources
	Presentations by the trainers
	Activity sheet
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Note for future trainers: The following activity sheet has been designed as a 
document to be provided to the participants in order to conduct the workshop of this 
specific session. It can be used in similar training and eventually it should be changed 
by future trainers in charge of delivering the training session.

Sample activity sheet (1)

Suggestions for aligning the workplace councils formed in the framework of Directive 
2002/14/EC for informing and consulting employees in the European Union with 
Turkish industrial relations in the future.  

Aims:
To discuss the workplace councils and their functions. 
To develop strategies and suggestions in order to introduce the workplace councils of 
Europe into the Turkish industrial relations system.

Tasks:
In your group:
• Discuss how workplace councils could be integrated into the Turkish industrial 

relations system.
• Develop strategies for how such integration can be achieved.
• Make a list of your proposals/suggestions.
• Appoint a spokesperson.

Duration:
•  Group work 30’
• Report back in plenary 5’ (for each group) 

Report back:
The spokespersons will share in plenary the results of the group activity.

Resources: 
•  Presentation slides to be provided by the trainer.
•  Group discussions. .
•  Activity sheet.
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5.3) Third session (1 hour)

Workshop 2
Identify the two most important problems experienced in tripartite social dialogue 

structures and three most important social dialogue problems experienced among 
worker/public servant confederations at national level in Turkey

Aims:
Social dialogue is an important problem in working life in Turkey. The participants are expected 

to discuss the problems experienced in tripartite social dialogue mechanisms and bilateral social 
dialogue mechanisms at national level, and to develop suggestions regarding the reasons.

Tips:
There are national social dialogue mechanisms in Turkey. These councils carry out activities on 

employment, unemployment, vocational education and social security. However, the work practices 
of these councils centre on information from the government, and opinions and suggestions of 
social partners remain limited. Furthermore, employee representatives established the Democracy 
Platform and Labour Platform between the years 1992 and 2002. The employees have not been 
united since 2002.

Tasks: 
	All participants are divided into groups.

	In light of the presentations, each group will discuss the tripartite social dialogue 
mechanisms at national level in Turkey as well as the Democracy Platform and Labour 
Platform established in the past. Identify the two most important problems experienced 
in tripartite social dialogue structures and three most important social dialogue problems 
experienced among worker/public servant confederations at national level in Turkey.

	The reporter selected by each group will compile and report on the different ideas.

Report back:
	The person who did the reporting and/or would like to present in each group will outline 

the ideas.

Duration : 1 hour
	30 min. Group work
	5 min. presentation for each group
	5 min. overall assessment by the trainer

Resources:
	Presentations by the trainers
	Personal experiences
	Activity sheet
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Note for future trainers: The following activity sheet has been designed as a 
document to be provided to the participants in order to conduct the workshop of this 
specific session. It can be used in similar training and eventually it should be changed 
by future trainers in charge of delivering the training session.

Sample activity sheet (2)

Identify the two most important problems experienced in tripartite social dialogue 
structures and three most important social dialogue problems experienced among 
worker/public servant confederations at national level in Turkey

Aims:
To discuss the tripartite social dialogue structures and the problems and challenges faced 
in Turkish social dialogue mechanisms. 

Tasks:
In your group:
• Discuss the most important problems experienced in tripartite social dialogue 

structures and the challenges faced by the confederations in relation to the social 
dialogue mechanisms. 

• Identify the two most important problems of the tripartite social dialogue and three 
most important problems experienced by the confederations in terms of social 
dialogue.

• Make a list.
• Appoint a spokesperson. 

Duration:
•  Group work 30’
• Report back in plenary 5’ (for each group) 

Report back:
The spokespersons will share in plenary the results of the group activity.

Resources: 
•  Presentation slides to be provided by the trainer.
•  Group discussions. .
•  Activity sheet.
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1. The purpose of the training: 

It is important that trade unionists of the younger generation who are directly involved in the 
labour movement should approach the refugee crisis with a perspective outside  mainstream 
discourse and thought. Gaining a unionist point of view will make it easier to see the refugee 
problem as an issue relating to the right to employment and a life befitting human dignity. 

2. The objectives of the training:

a) The trainer will invite the participants representing different trade unions - if any - to talk 
about their own union’s point of view on the refugee crisis.

b) The trainer will ask the participants to evaluate from a critical point of view the style and 
discourse created in the daily news bulletins or other written or visual media on the refugee 
crisis.

c) The trainer will ask the participants to make deductions about the possible impact of the 
refugee crisis on working life in Turkey or the EU, in the light of their own knowledge and 
experience at the national or international level. 

d) The trainer will ask the groups to conclude this workshop by completing the following 
sentence: “The trade unions should approach the refugee crisis in a .... way.”

3. The learning achievements: 

a. The participants, after the training, will be able to make a distinction between the basic 
concepts (such as who is a refugee, who is stateless, who is a migrant, and so on) of the 
literature on migration. 

b. The participants, after the training, will be able to understand the current developments 
concerning the refugee crisis, affecting both Turkey and the EU.

c. The participants, after the training, will be able to interpret the duties of trade unions in 
tackling the current crisis.

4. Target group of the training:

This training is designed for young workers of 18-35 years old from Turkey and Europe. The 
group is composed of 24 young trade union members from Turkey, 8 from each confederation (11 
females, 14 males) and 6 young trade union members from Europe (3 from Spain, 2 from Poland, 
1 from Denmark; 2 female and 4 male). 

* Note for future training: According to the composition of the next groups of trainees; 
the trainers involved should consider the characteristics of the original target group in order to 
eventually adapt the module to the characteristics of the new group of trainees.

5.  Detailed timetable: 

The training is composed of two sessions with a half-hour coffee break in between.

Trainers’ notes for the training session of 
Section 3, Chapter 3
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5-1) First session (1 hour 30 minutes) 

Presentation: 30 minutes

The trainer makes a presentation of the basic concepts of migration literature and the current 
challenge of young migrants and refugees in the organising process in 20 minutes.

Questions and comments are taken and answered in the following 10 minutes. 

Workshop 1

How would you define a refugee?

Aims:

The objective here is to discuss in a critical way why refuge, etc. classifications are made. 
Following such critical discussion, in your group you are expected to submit a new definition 
proposal for refuge, taking into consideration both internationally already-available definitions 
and the current problems experienced by refugees.

Tasks:

European and Turkish participants have to share their experiences with refugees on an 
individual/social basis in their countries/cities.

Form a group definition of refugee, clarifying that this definition will be conceived in the light of 
the definitions made and experiences shared. 

Report back:
The trainer will ask the participants in each group to appoint a spokesperson, s/he will make 

a five-minute evaluation of the discussions within the groups and the conclusions reached at the 
end of the group studies.

Duration: 

25 minutes - Work in groups

25 minutes - Report back and evaluation by group spokespersons (5 minutes each)

5 minutes - evaluation by trainer

Resources:

	Evaluation in chapter 3 of the training manual

	Personal experiences

	Activity sheet.



180

* Note for future trainers: The following activity sheet has been designed as a 
document to be provided to the participants in order to conduct the workshop of this 
specific session. It can be used in similar training and eventually it should be changed 
by  future trainers in charge of delivering the training session.

Sample activity sheet (1)

How would you define a refugee?

Aims:
To share personal experiences regarding the current organising problems of young 
refugees and migrant workers.
To discuss the duties of trade unions to organise young refugees and migrant workers.

Tasks:
In your group:
• Share your personal experiences and explain how the organising problems of young 

refugees and migrant workers can be tackled.
• Participate in the group debate highlighting in particular the issues of involvement of 

young refugees and migrant workers in trade union organisations.
• Define in the group the challenges which generally block the way to organising young 

refugees and migrant workers.
• Draft a list of common experiences which will be presented in plenary. 
• Appoint a spokesperson who will report in plenary. He or she will report the most 

interesting story, reflecting in it the common experiences revealed in the debate.

Duration:
• Group work 30’
• Report back in plenary 5’ (for each group) 

Report back:
The spokespersons will share in plenary the results of the group activity.

Resources: 
•  Presentation slides provided by the trainer.
• Personal experiences. 
• Activity sheet.
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5-2) Second session 1 hour
Session 2 starts with the group presentations and evaluation of the first workshop.

Workshop 2 (1 hour)

How should young trade unionists see the refugee crisis? 

Aims:
It is important that trade unionists of the younger generation who are directly involved in the 

labour movement should approach the refugee crisis with a perspective outside mainstream 
discourse and thought. Gaining a unionist point of view will make it easier to see the refugee 
problem as an issue relating to the right to employment and a life befitting human dignity. 

Tasks:
The participants representing different trade unions - if any - talk about their own union’s point 

of view on the refugee crisis.
The participants evaluate from a critical point of view the style and discourse created in daily 

news bulletins or other written or visual media about the refugee crisis.
The participants draw conclusions on the possible impact of the refugee crisis on  working 

life in Turkey or the EU, in the light of their own knowledge and experience at the national or 
international level. 

The groups conclude this workshop by completing the following sentence: “The trade unions 
should approach the refugee crisis in a .... way.” 

Report back:
Each group to appoint a spokesperson, who will make a five-minute evaluation of the 

discussions within the group and the conclusions reached at the end of the group studies.

Duration: About 1 hour
5 minutes - Activity presentation by trainers and task assignment and group constitution
25 minutes - Work in groups
25 minutes - Report back and evaluation by group spokespersons (5 minutes each)
5 minutes - evaluation by trainer

Resources:

Evaluation in chapter 3 of the training manual
Personal experiences
Activity sheet
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* Note for future trainers: The following activity sheet has been designed as a 
document to be provided to the participants in order to conduct the workshop of this 
specific session. It can be used in similar training and eventually it should be changed 
by future trainers in charge of delivering the training session.

Sample activity sheet (2)

How should young trade unionists see the refugee crisis?

Aims:
To share a personal point of view regarding the refugee crisis as a young trade unionist.
To develop a strategy to understand and propose policies to find a solution to this 
challenge that diverges from the mainstream discourse. 

Tasks:
In your group:
• Share your personal point of view regarding how an approach should be developed 

on the refugee crisis,
• Participate in the group debate giving examples of the responses of trade union 

organisations to the refugee crisis,
• Draft a list of common experiences which will be presented in plenary, 
• Appoint a spokesperson who will report in plenary. He or she will report the most 

interesting story, reflecting in it common experiences revealed in the debate.

Duration:
• Group work 30’
• Report back in plenary 5’ (for each group) 

Report back:
The spokespersons will share in plenary the results of the group activity.
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Young workers and trade unions: best practices

Best practices in organising young workers

 Organising migrants and refugees in the trade union 
movement: best practices

Introduction 

This section covers the project’s fourth training seminar (the main theme is: Young workers 
and trade unions: best practices) held in Trabzon from 22-25 March 2016, with 24 participants 
from Turkish confederations and eight from Europe and the project team.  

This section comprises three chapters, each of which focuses on one aspect of best practices 
regarding organising young people. 

1) Chapter one, Best practices in organising young workers1, focuses on the best practices 
in organising young people in trade unions, with specific references to different practices especially 
from Europe. 

2) Chapter two, Organising migrants and refugees in the trade union movement: best 
practices2, addresses the growing refugee crisis and provides best practices aimed at including 
migrants and refugees in the trade union movement. 

A brief evaluation is given in the chapter presenting the conclusions. 

The conclusion is followed by the agenda of the first training seminar and trainers’ notes for 
each chapter.

1 This chapter is drafted by Onur Bakır (DİSK). 
2 This chapter is drafted by Güven Savul (TÜRK-İŞ). 

Section 4
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Best practices in organising young workers:

a brighter future for youth, a brighter future for unions

Chapter 1 – Glossary

Advent Calendar (from ÖGB in Austria): Many collective agreements in Austria include two 
additional salaries every year, the latter being paid as a Christmas bonus. Many people take this 
for granted as only a few people know that it was the unions which pushed for and achieved such 
a benefit. The Austrian Trade Union Federation (ÖGB) distributes Advent calendars (calendars or 
posters with a Christmas or New Year theme emphasising the role of trade unions) with the aim of 
raising awareness of the fact that there would be no Christmas bonuses without the trade unions. 

An example is illustrated below: 

No Union,
No Christmas Bonus!

There is no gift in Santa’s bag!
Unions are negotiating 

collective agreements every 
year and fighting for our right 

to Christmas bonuses!

 Fair Pay Fortnight: A series of events organised by British Trade Union Confederation across 
the country from 16 February to 1 March 2015. In the website dedicated to the Fair Pay Fortnight, 
the following explanation is given: “From 16 February to 1 March 2015, the TUC is running Fair 
Pay Fortnight, a series of events across the country that will raise awareness about Britain’s cost 
of living crisis. Working people in the UK are seeing their living standards squeezed harder and 
harder every year. The cost of energy, food and housing is soaring but wages aren’t keeping up. 
People have lost over £4,000 since 2009 and while jobs may be returning to the economy they’re 
increasingly low paid, low hours and low security. That’s why we’re running Fair Pay Fortnight and 
that’s why Britain needs a pay rise.” 

For more detailed information please visit: http://fairpayfortnight.org/ 

Golden Ball Award Ceremony: The FIFA Golden Ball (Ballon d’Or in French) is an annual 
association football award which has been given to the world’s best male player by the sport’s 
governing body, FIFA, and the French publication France Football, since 2010. It is awarded 
according to votes from international media representatives and national team coaches and 
captains who select the player they deem to have performed best in the previous calendar year. 
Every year, a magnificent award ceremony is organised. The 2015 award ceremony was held in 
2016 when Lionel Messi was the winner! 

Section 4, Chapter 1
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For more detailed information please visit: http://www.fifa.com/ballon-dor/player-of-the-year/index.html 

Chapter 1 – List of abbreviations

TU: Trade Union 

TUC: Trade Union Confederation (Britain)

CITUB: Confederation of Independent Trade Unions of Bulgaria

ACV-CSC: Confederation of Christian Trade Unions of Belgium

LO: Norwegian Confederations of Trade Unions

ÖGB: Austrian Trade Union Federation

ÖGJ: Youth Organisation of Austrian Trade Union Federation 

CFDT: French Democratic Confederation of Labour

IG Metall: Industrial Union of Metal Workers (Germany)

ACLVB-CGSLB: General Confederation of Liberal Trade Unions in Belgium

CGIL: Italian General Confederation of Labour

NPGU: Trade Union of Coal Miners of Ukraine 

AKAVA: Academic Engineers and Architects Union of Finland

LIGA: League of Independent Trade Unions

FNPR: Federation of Independent Trade Unions of Russia 

PERC: Pan-European Regional Council 

ETUI: European Trade Union Institute 

NGO: Non-Governmental Organisation 

EFBWW: European Federation of Building and Woodworkers

Section 4
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Introduction

This chapter comprises three sections: the first covers the current situation regarding organising 
young workers and discusses the challenges and opportunities in relation to organising youth in 
trade unions. The second section provides 13 different best practices from Europe in terms of 
organising young workers. In the third section, the chapter concludes with recommendations on 
how to develop new strategies aimed at organising young people. 

A) The current situation: the challenges and opportunities 

The world has been undergoing a huge transformation. The economic crisis and the lack of 
a sound and effective political response to it have had severe negative impacts on workers. 
Unemployment and precarious employment are growing hand in hand and are accompanied by 
heavy restrictions on workers’ rights and significant pressure on wages. Unionisation rates are 
falling, while in some EU countries and in Turkey, collective agreement coverage is shrinking. 

There is no doubt that young people and workers constitute one of the groups most affected 
by this transformation process.

Long-term employment for workers covered by collective agreements was more or less the 
rule in those countries with a strong social model. Being a union member and/or being covered by 
a collective agreement was common practice for workers. However, in some EU countries and in 
Turkey now, short-term precarious employment accompanied by high levels of unemployment and 
a lack of union representation is becoming the new rule. Core trade union members, those who have 
been union members almost all their working life and have high levels of union consciousness/
commitment, have either retired or are about to retire. In this context, trade unions need new 
members. On the other hand, young people facing the dilemma of unemployment or precarious/
temporary employment, are experiencing more challenges in their transition from education to 
work and need assistance more than ever before. 

Given these conditions, a huge flow of young people into trade unions might be expected. 
However, trade union density rates for young workers are lower than those for older workers. 
“This can be considered in a way a paradox as TUs should be seen as the ally of young people in 
the fight for decent jobs. Young people should then have a strong motive to be represented and 
organised but, overall, this is not happening. Why?”3

The answer to that question is crucial. However, there is no doubt that young people should not 
be blamed for low levels of unionisation: “there is no serious evidence that young workers have 
negative attitudes towards trade unionism”4. According to some studies analysing low levels of 
unionisation among young people, the reasons include:

a. The composition of the workforce has made it difficult for trade unions to recruit young 
workers (young people are generally employed in less-regulated service sectors or smaller 

3 EFBWW, 2015, p.6
4 Vandaele, Kurt (2012). Youth representatives’ opinions on recruiting and representing young workers. A 

twofold unsatisfied demand? in European Journal of Industrial Relations, 18, 2012, 3, pp.203-218.
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companies, in insecure or atypical jobs which are not conducive to trade union membership);

b. Trade unions were slow, if not absent, in responding to the changes experienced by young 
people and failed to formulate on agenda which would attract them;

c. Inability to reach and represent trainees (workers either join a TU within the first few years 
after entering the labour market or they do not do it at all5 ). 

Some additional reasons can be found in the interviews and discussions held with young 
unionists at the European Youth Conference in Croatia. It is worth mentioning the references 
made to the challenges the trade union movement seems to be going through with regard to 
communication. Unfortunately, it appears to be normal that young people are unaware of the 
existence of trade unions and their role. Sometimes, they are also influenced by the bad image 
spread by the media, which tends to represent trade unions as a dated structure which only 
defends the rights and interests of those workers with an open-ended contract. Trade unions 
should change their image in the eyes of young people, and develop new, creative and effective 
ways of communication to convince young people that trade unions are there for them. Trade 
unions should also adopt new organising strategies in line with young workers’ conditions and 
ensure that they are contacted during their education and their transition from education to work. 
In addition. Many research studies and questionnaires also point to similar conclusions.

Indeed, to overcome the above-mentioned problems and challenges, throughout Europe, 
many trade unions and their youth departments have been carrying out important activities, 
developing and executing creative strategies and trying to reinvent themselves as youth-friendly 
organisations. There are many cases which show that when trade unions invest in youth, the 
payback is remarkably high. Young workers are ready to be active union members when they are 
approached in the right way at the right time. 

Since focusing on best practices is a great way for trade unions and youth organisations to learn 
from each other, the following section proposes 13 best practices for organising young workers 
from Europe. Each country and each youth population require proper strategies for organising 
young workers that are in line with their national conditions. However, this does not necessarily 
mean that they may not provide insight and inspiration. On the contrary, a careful and detailed 
study of the current best practices may be of considerable help to trade unions and their youth 
organisations in developing creative strategies that suit their national situation. In short, we have 
a lot to learn from each other! 

B) 13 best practices from Europe

The following best practices are taken from a report entitled ‘Introducing unions to young 
people’, prepared jointly by the ITUC, PERC Youth Committee with the support of the ETUC Youth 
Committee and issued by the ITUC6. 

5 EFBWW, 2015, p.7
6 ITUC, 2015, pp.6-27 
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1) A month for young workers (Britain, TUC)7

When organising young workers, it is really important to attract their attention and that of 
the community as a whole. The British Trade Union Confederation (TUC) and its affiliates found 
a great way to do this! In order to focus on young workers, the TUC decided to dedicate a whole 
month to youth and held a national young workers’ month in March 2014. Throughout the whole 
month, the TUC and its affiliates organised different events and activities to mobilise young 
workers. The TUC also started a new journal for youth called ‘My Union, My Voice’, hosted a youth 
unemployment summit and encouraged young workers to take part in its Fair Play Fortnight 
campaigns demanding fair pay especially for young workers8. 

2) Young builders building a strong relationship with their union (Latvia, Latvian 
Builders Trade Union)

Different sectors require different organising strategies devoted to young workers, so building 
relations with youth in occupational education is vital. In this respect, the youth group in the 
Latvian Builders Trade Union developed a great strategy to reach young students – in other words, 
the young builders of the future. The youth group started a programme entitled ‘Young Builder’s 
Network’, visited 12 different professional schools and invited the three most active students 
from each school to participate in regional camps organised by the youth group. These visits and 
regional camps resulted in three crucial outcomes: the reputation of the construction sector was 
improved, the union’s image in the eyes of both youth and society as a whole improved and, most 
importantly, many students from the 12 schools have joined the union, as have almost all the 
participants in the regional camps9. 

3) Trade unions take care of precarious young workers (Slovenia, Free Trade Unions of 
Slovenia)10

Non-standard forms of employment are extremely common among young workers which is 
why precarious young workers deserve greater attention from the trade unions. The Free Trade 
Unions of Slovenia’s youth organisation, Youth Plus (Mladi Plus) has not only acknowledged this 
fact but has also acted to address the issue. Youth Plus has been providing young precarious and 
unemployed young workers with many services which, in turn, is leading to more young workers 
joining the youth organisation. Youth Plus encourages young workers to take part in the decision-
making process, uses social media to contact and mobilise young workers, responds to public 
policies addressing youth, and organises or gets involved in campaigns for young workers’ rights. 
One of the most inspiring things about these activities is the fact that Youth Plus has no employees 
– they are all voluntary activists11! 

7 TUC, Young Workers Month, retrieved from https://www.tuc.org.uk/about-tuc/young-workers/young-workers-
month

8 ITUC, 2015, p.6
9 ITUC, 2015, p.7
10 Mladi Plus, ZSSS, retrieved from http://www.mladiplus.si/
11 ITUC, 2015, pp.8-9
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4) Trade union preparing youth for the world of work (Bulgaria, CITUB)12

The transition from education to work is tough. Many young people face serious challenges in 
their first steps in their professional working life. This transition period provides great opportunities 
for unions to meet with young people and to familiarise them with the unions. CITUB from 
Bulgaria spotted that opportunity and launched a programme entitled ‘My First Workplace’ which 
it directed towards secondary-school graduates. The country’s Ministry of Education, Youth and 
Science, the Union of Bulgarian Teachers and the Youth Forum 21st Century, heads of schools 
and school graduates are all involved in the programme which aims to help young people to 
adapt successfully to the world of labour. Within the framework of the programme, manuals for 
graduates and teacher were developed, a special website was created, nine subject leaflets were 
published on workers’ rights and an attractive youth video was made13. 

5) Unions in the campuses, students in the unions! (Norway, LO)14 

The number of young people working during their education is increasing. Norway is no 
exception: nine out of ten students in the country work while they are in higher education. This is 
the reason why LO from Norway designed a service to give students relevant information about 
their rights in working life. LO and LO’s youth secretaries visit campuses to meet with and inform 
students and run seminars on demand. LO also offers an introductory membership which enables 
students to access many services provided by the union. Student membership is transferred to full 
membership in the long run. 

6) Get on the union bus – it will take you to your rights! (Austria, ÖGB) 

In countries with a long tradition of the union movement, many rights earned through the union’s 
struggle may be taken for granted. Consequently, trade unions have to remind workers, especially 
young workers, that such rights are the outcome of union struggle. The youth organisation of 
Austria’s ÖGB, ÖGJ, is taking an active part in educating young people about the benefits achieved 
by trade union negotiations while trying to encourage them to become members. Moreover, 
summer activities and a special trade union bus, which goes around the country encouraging and 
promoting membership, were launched to increase visibility and coverage15.

7) Working-time festival for all young people (France, CFDT) 

In almost all countries, the unionisation rate for youth is less than the total unionisation rate. To 
increase unionisation among youth, which in turn would also raise the total unionisation, unions 
must focus on reaching and organising more young workers. With this in mind, in 2015, CFDT 
and its youth in France organised a festival for young people under 35-years-old, including young 
workers, the unemployed, apprentices and students. All young people, whether union members 
or not, were invited to the ‘Working Time Festival’. More than 2,000 young people from all over 

12 CITUB, “ohttp”, retrieved from ://mfwp.labour-bg.net/
13 ITUC, 2015, p.10
14 LO, LOs studentservice, retrieved from: http://www.lo.no/Om-LO/ung/LOs-studentservice/
15 ITUC, 2015, p.13
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Europe participated in the event and had the chance to learn from each other. Different events and 
forums were held during the festival to facilitate networking and participating together16. 

8) Operation Übernahme: achieving rights for young people (Germany, IG Metall) 

Probably one of the best ways of organising young people and workers is to engage them in 
actions concerning their rights. IG Metall and its youth organisation proved this by means of a 
campaign entitled ‘Operation Übernahme’ held during 2009-2012. The aim of the campaign was 
to ensure that dual apprenticeship leads to stable employment. To accomplish this goal, IG Metall 
youth reached out to 9 million people via social networks, organised 905 public actions varying 
in size across the country, including a big demonstration with 20,000 young trade unionists in 
Cologne in 2011. IG Metall did not only empower its youth structure and gain a lot of new young 
members, but it also created a good community spirit and gained solidarity support from senior 
colleagues. In the end, the operation was successful, the demand was accepted and was included 
in the collective agreement in 201217. 

9) And the Oscar goes to … young militant workers! (Belgium, ACLVB-CGSLB) 

How do you promote young workers’ participation in trade union activities? How can you 
encourage young workers to engage in friendly competition to do more for youth and trade 
union activities? How should you reward those taking a militant role in union work? ACLVB-
CGSLB youth from Belgium have provided interesting answers to these questions. For the last 
two years, the national youth committee elects a ‘Golden Youth Delegate’ at an annual ceremony 
that is reminiscent of the Oscars! Every year, three candidates are nominated for their special 
achievements and activism – short films are made about them, including interviews. During the 
award ceremony, all three candidates receive a trade union sweater, while the winner is also 
presented with an extra personalised gadget18. 

10) X TUTTI: rights for young workers, rights for all (Italy, CGIL)

In many countries, so-called ‘labour market reforms’ bring new restrictions on workers’ rights 
and young workers make up the group that is most negatively affected. In this context, CGIL Youth 
from Italy launched a campaign called X TUTTI (for all) to include young workers in the fight against 
the labour market ‘reform’ in 2014. The campaign aimed to raise awareness among young people 
about the reform and to encourage them to participate in actions and strikes against it – and it 
also set out to strengthen youth structures throughout the campaign. The campaign had very 
clear and understandable demands and used different tools and materials, including leaflets, 
social media, Tweets, a website and dedicated materials for specific actions19. 

16  ITUC, 2015, p.16
17  ITUC, 2015, p.18
18  ITUC, 2015, p.19
19  ITUC, 2015, pp.20-21
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11) Young workers demand environmental justice (Ukraine, NPGU)  

Young people are often engaged to a greater or lesser extent in specific causes, such as the 
fight against climate change. Although such engagement is, on occasions, temporary, this trend 
contradicts the general idea that young people today are individualistic and do not engage in social 
causes. Therefore, incorporating social and environmental issues into the trade union agenda has 
the potential to attract the attention of young workers. As one great example of this, young activists 
from the Independent Trade Union of Coal Miners of Ukraine (NPGU) conducted a campaign on 7 
October 2014 under the motto ‘Justice for working people – justice for environment and climate 
change’. Activists marched to the professional college of Ukraine’s National Mining University 
and distributed booklets and leaflets about the region’s ecological problems and prevention of 
pollution at the mines. Young miners and activists also held a meeting to express their concerns 
about environmental pollution in the community. As a result of these activities, NPGU benefited 
from an increase in young newcomers in trade unions20. 

12) Annual magazine for job seekers and youth (Finland, AKAVA)

Young people who are seeking a job for the first time in their life need information on job seeking, 
job interviews, CV preparation and vacancies to apply for. The Academic Engineers and Architects 
Union in Finland has been publishing an annual magazine (‘Teekkarin työkirja’) since 1994 to 
respond to young people’s needs. The magazine gives students information about jobs, including 
concrete tips for job seeking such as job application and examples of CVs, tips for job interviews, 
different channels for finding open positions and instructions on how to create a portfolio. More 
than 20,000 students in Finland benefit from this magazine which can be found on campuses all 
over the country21.

13) School book for school students about working life (Hungary, LIGA)

Preparing young people for working life is a key element of trade unions’ activities for youth. In 
the light of this, Hungary’s League of Independent Trade Unions (LIGA) has developed a complex 
textbook for secondary school students on topics related to working life, and tips on communication, 
the basics of finance and rights at work. The textbook is accompanied by an exercise book and 
a teacher’s guide, and LIGA has also organised training and events in school to put the book’s 
content into practice. At the end of a test carried out in ten schools by 40 trained teachers on 700 
students, the feedback showed that students were very interested in the topic and considered 
the book to be a useful tool to prepare them for working life. As one teacher testing the material 
commented: “If only my students were as interested in listening to my other classes!”22 

C) Conclusion: recommendations for future strategies 

Many lessons and inspiration can be derived from such best practices. As already emphasised, it 
would not be right to directly copy these practices and try to implement them in different countries 
without taking national conditions into consideration. Instead, they can provide inspiration to 

20  ITUC, 2015, p.22
21  ITUC, 2015, p.23
22  ITUC, 2015, pp.24-25
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create and develop local strategies and can be adapted to individual circumstances. 

In this respect, the following ideas put forward by the ETUC Executive Committee in its resolution 
‘ETUC role and strategy on organising’, adopted in October 2016, provide a very good basis for 
developing new strategies that will generate new best practices. 

The challenge

The trade union movement could slowly disappear if current membership trends continue. 
Trade union density declined from 44% in 1995 to 30% in 2012 (average across 31 European 
countries), and from 42% to 34% in the same period among the EU-15.

Since 2004, the average age of trade union members has risen in all European countries (of the 
19 where data exists). By 2014, the average age of members in those 19 countries ranged from 
45 to 53 years.

Although there are notable differences between countries and between individual unions, it is 
indisputable that trade union membership is in long-term decline in Europe, most members are 
nearer to retirement than starting work, and many young people either do not know about trade 
unions or are prevented from joining one because of their working status.

Many of the sectors in which trade unions were strongly represented are now in decline, and the 
unions are facing huge difficulties in recruiting in new sectors and among the increasing number of 
atypical workers. Even in those countries where individual unions have taken successful initiatives 
to recruit new members, or density remains high, the overall trends are worrying.

ETUC’s role and action to date

In the ‘Role of the ETUC’ document adopted at Congress on 2 October 2015, it was agreed 
that: “Trade union growth and increased union density must become a political priority. A strong 
membership base is a prerequisite for a powerful and representative trade union movement. So, 
we need to grow again in terms of membership, improve the coverage of our bargaining and 
thus make our demands carry more weight. The ETUC can be engaged in providing a platform 
for exchange and coordination of national organising and membership campaigns, and should 
support affiliates’ requests and initiatives in this field and share best and innovative practice. 
Specific meetings and a working group on organising should be considered.”

At its meeting of 28-29 October 2015, the Executive Committee agreed to establish an Ad 
Hoc Organising Committee, comprising national and sectoral organisers from ETUC affiliated 
organisations. The ETUC Action Plan, adopted by the Executive Committee on 8-9 June 2016, 
commits the Ad Hoc Committee to “supporting affiliates’ organising and membership strategies, 
and cover their training needs on this topic”.

The ETUC Ad-Hoc Organising Committee held its first meeting on 10-12 May 2016, in Brussels, 
to advise the ETUC as to what role it could play in supporting national and European affiliates 
in organising/membership recruitment (as well as to exchange experience). The minutes of the 
meeting note that:
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“A deep concern for the future of trade unions was widely expressed in view of declining 
membership, ageing membership, the lack of recruitment (and trade union awareness) of young 
people, and trends in employment.

“Although some unions talk about organising, and others about development, there was a 
strong common interest in boosting trade union membership, and a strong sentiment that the 
issue of declining membership urgently requires much more discussion and action by all trade 
unions, separately and collectively, at national and European level, and at all levels within trade 
unions from members to leadership.”

The Organising Committee recommended that to support national and European sectoral trade 
union organising, recruitment and development, the ETUC (and ETUI) should:

- Ensure the trade union leadership prioritises organising and recruitment;

- Continue meetings of the Committee to identify priorities and research needs, for coordination 
and follow-up, to exchange and prioritise the issue on the wider ETUC agenda;

- Conduct Europe-wide research on the current situation concerning trade union membership 
and organising, defining goals, resources and methods;

- Create an online platform for networking and sharing information and practices;

- Training organisers with special meetings for different organising targets, a toolkit for 
organisers, and an ‘Erasmus-style’ exchange programme for organisers;

- Adapt its communications to use simpler language and common campaigns; and

- Ensure coordination of ITUC, ETUC and ETUF initiatives, and encourage bi-lateral exchange 
between ETUFs on organising.

The Ad Hoc Organising Committee meets again in 2017.

The ETUC has no miracle solution and no interest in promoting a particular model. There are 
a variety of models for the recruitment and retention of union members across Europe: their 
importance is dependent on the meaning, purpose or function of trade unions, their integration into 
industrial relations institutions and state support. Focusing on a single approach to membership 
recruitment and retention would deny national and sectoral contexts and traditions and the 
exploration of other sources of union power. Different national and sectoral contexts require 
different responses to the common challenge of the recruitment and retention of members. 
National unions are best placed to identify the appropriate courses of action.

The ETUC cannot and will not define national strategies for recruiting and retaining trade 
union members. It does however aim to encourage and support trade unions in developing such 
strategies and putting them into practice. It can do so in partnership with the ETUI (which has 
an invaluable role in research and training), European federations (some of which are involved 
in organising activities and training) and national affiliates (through the Ad Hoc and Executive 
Committees).
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At the same time, common initiatives could be undertaken in some already agreed policy 
priorities and areas, and thereby link up policies with organising impact. Such areas could be:

The need for a pay rise, for wage convergence and for boosting capacity-building for social 
dialogue and collective bargaining, as fundamental tools to increase trade union membership. 
Organising strategies in this area have to be strictly coordinated with the ETUC Pay Rise campaign.

The area of atypical, non-standard and self-employed work, where organising actions can 
be undertaken, particularly to reach youngsters in the labour market. This has to be linked with 
ongoing ETUC initiatives for self-employment workers.

The area of trade union services, in-work benefits and welfare, cross-border services and 
membership.

Together we can play a constructive role in encouraging and (in some areas) assisting national 
unions to recruit and retain sufficient members to be effective in defending workers’ interests now 
and in the future.
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Organising migrants and refugees in the trade union 
movement: best practices

Chapter 2 – Glossary 

Labour market (economic term): Nominal market in which workers find paying work, and 
employers find willing workers.

Precarious employment (labour economics term): Work and employment practices in which 
employment sustainability is generally at risk; remuneration, social payments and right to leave 
are limited, job descriptions are unclear, there is no unionisation or unionisation is at a minimum, 
and bargaining rights are lifted. 

Decent work (labour economics term): Definition of standard of work focusing on the worker’s 
health and safety, remuneration, working environment and physical and mental integrity of the 
worker in the exercise of his/her employment, as well as fundamental human rights. 

Refugee (international migration term): Refugee or asylum-seeker is a person who, “owing to 
a well-founded fear of persecution for reasons of religion, nationality, membership of a particular 
social group or political opinions, is outside the country of his nationality and is unable or, owing 
to such fear, is unwilling to return, and whose concerns are justified by the host country”. 

Chapter 2 – List of abbreviations

ETUC: European Trade Union Confederation

EU: European Union

FNV: Dutch Federation of Trade Unions (Federatie Nederlandse Vakbeweging)

IG-BAU: German Trade Union of Construction, Agriculture and Environment Workers 
(Industriegewerkschaft-Bau-Agrar-Umwelt)

IUF: International Union of Food, Agricultural, Hotel, Restaurant, Catering, Tobacco and Allied 
Workers’ Associations 

KOMMUNAL: The Swedish Municipal Workers’ Union (Svenska Kommunalarbetareförbundet)

UNISON: UK Public Service Union 

Section 4, Chapter 2
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Introduction 

In this chapter, the organising practices of migrants and refugees in the trade union movement 
will be evaluated within the context of the EU countries. It is widely acknowledged that the 
current migrant and refugee problems are the most crucial and challenging issues Europe has 
faced since World War II. It is important to draw up inclusive labour market policies for a smooth 
and systematic assessment of asylum applications, made to the EU Member States in growing 
numbers, especially since October 2015, and which have led to significant changes in European 
migration policy. The most important factors in ensuring the inclusion into society of those whose 
asylum applications have been accepted, after living in camps, are their employment in decent 
jobs and recognition of their right to organise within the labour market. Employment of refugees 
or migrants in precarious conditions without the right to organise means that they will have no 
chance to attain decent living conditions in the host country. Being deprived of the right to organise 
means the worsening of such working and living conditions.  

While the integration of refugees and migrants into the European labour market is still a critical 
issue, there are other problems, such as their right to organise in trade unions and overcoming 
precarious and makeshift employment practices. Thus, in order to tackle their precarious 
conditions, we must focus on the organising practices for migrants and refugees as well as their 
labour market integration. Providing decent working conditions for people resettled in the EU and 
building a decent life for them and their families is possible by recognising their right to organise. 

Initially, this chapter will address the sectoral distribution of the migrant labour force who are 
resettled in the EU. This will be followed by some best practice examples highlighted in selected 
countries. Another example presented in this chapter is a website called UnionMigrantNet. This 
online tool is a remarkable, up-to-date solidarity effort which has been initiated to overcome the 
real problems facing migrant workers and refugees who have just been resettled. The chapter will 
end with concluding remarks.  

2.1 Predominant sectoral distribution of migrant labour force in the EU 

In the light of the resources reviewed in preparing this chapter, it can be said that migrant 
workers are generally hired in the EU for non-technical duties. It should be clearly stated that most 
migrant workers have to work in the lower levels23 of the European labour market. Although there 
are some exceptional circumstances, a significant number of migrant workers have to seek either 
‘completely’ or ‘quasi’ precarious jobs. The literature on organising migrant workers reveals that, 
in particular, young migrants and migrant women are faced with precarious working conditions at 
the European level. It is emphasised therein that agricultural and domestic tasks constitute most 
of the work found by the majority of migrant workers. For example, an IUF study (2005) focuses 
on the working and living conditions of migrant workers hired as seasonal workers in agriculture. 
Moreover, the ETUC (2005) emphasises that a significant part of domestic labour is also carried 
out by migrant women in the EU. 

23 One part of the contemporary literature on labour economics and labour studies claims that there is strat-
ification in the labour market. Workers take positions in the market according to their educational and 
vocational training backgrounds, and their experience in the related fields in which they are trying to find a 
job. This perspective also asserts that if the person has not accumulated sufficient educational and voca-
tional qualifications or experience, s/he has to seek a job on offer at a lower level of the labour market.  
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In the ETUC’s report on domestic workers (2005: 12), it is suggested that domestic work is 
considered as a job creation field by The French Employment Ministry. On the other hand, it is 
indicated that “many – thousands, millions – of jobs in household services in Europe are done 
by migrant workers from outside the European Union” (ETUC, 2005: 13). As a result, the related 
literature makes it clear that a significant proportion of young migrant and migrant female workers 
are concentrated in agriculture and domestic work in the EU.

2.2 Selected country cases on the organising efforts for migrant workers and refugees

When the related literature on organising migrants is reviewed, it is evident that there are 
some good examples of good practice on the issue. In the document prepared by the IUF (2005) 
(‘Workers and Unions on the Move’) some important points are highlighted concerning the situation 
of migrant workers in the agricultural sector alongside examples of organising young and women 
migrant workers in some EU countries.

According to the IUF study (2005: 6-7), 70% of child labour is used in agriculture, and most 
of them are unregistered and undocumented. While a significant proportion of child labour in 
agriculture comprises migrants, female workers also form a large part of the labour force used in 
agriculture.

For instance, as shown in the IUF study (2005), the Swedish Municipal Workers’ Union 
(Kommunal) published a brochure to raise awareness about migrant workers’ conditions. “It 
contains information on minimum wage levels in Swedish agriculture, including overtime, payment 
for weekends and holidays, and the right to work in a safe environment. Migrant workers are also 
entitled to sick leave of up to 14 days and can benefit from several insurance policies covered by 
Kommunal’s collective agreement” (IUF, 2005: 19). 

Another example refers to the conditions of Polish seasonal workers in Germany. It is 
emphasised that the Union of Agriculture and Environment Workers (IG-BAU) in Germany and 
the Agricultural Workers’ Union in Poland prepared a bilingual (Polish-German) booklet for Polish 
seasonal workers hired to work on German farms (IUF, 2005: 21).

An important assessment in the IUF’s study focuses on the organising strategies for migrant 
workers in agriculture. It points out that the presence of trade unions in the agriculture sector 
would offer significant support in providing decent working and living conditions for migrant 
workers. The IUF also mentions that “unity” is one of the most important principles in abolishing 
the artificial barriers between workers. Removing such barriers as “migrant” and “non-migrant” 
workers would provide an important opportunity to unite within the framework of workers’ 
common interests (IUF, 2005). 

“Agriculture, food processing, abattoirs and meat factories – in many countries these industries 
now depend on migrant workers. So, if unions are to represent workers in these sectors effectively, 
there is no alternative but to recruit, support and organise migrants. ‘Unity’ is one of the most 
important trade union principles. But it is not only a slogan. It is the only way in which unions can 
overcome the ‘divide-and-rule’ cheap labour policy of employers, and defend workers’ common 
interests. First, in the countries from which many workers leave to find work, trade unions can reach 
out to recruit them before they depart. This union membership can be used to encourage them 
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into the unions in the country where they go to work, for example by using the IUF International 
Union Card.”

The idea of setting up a trade union card which provides transnational coverage in the EU is 
also a long-standing debate within the ETUC. The discussion started at the ETUC Congress in 
Helsinki (1999) and was further developed in Prague (2002).

When the ETUC’s report entitled ‘Out of the Shadows’ is evaluated, the special efforts made 
by trade union organisations to eradicate the problems destroying domestic workers’ right to 
organise can be appreciated. The ETUC’s questionnaire revealed that each EU country draws up 
regulations in order to find a way to manage its domestic labour market. This report reveals that 
some of the EU trade unions’ efforts targeting migrant workers achieved useful results. It should 
be noted that this report was published prior to the adoption in 2011 of ILO Convention 189 on 
Domestic Workers and its entry into force in 2013. Since then, many pieces of EU legislation have 
developed further measures to protect these workers.

As an example of best practice regarding the organising of migrant workers and refugees, the 
efforts of Unison, the British Public Service Union should be considered. In its study ‘Organising 
Migrant Workers’, Unison emphasised that different barriers negatively affect the organising 
procedures for migrant workers and refugees. Unison draws attention to these, which include: 
knowledge of languages, vocational training or insufficient knowledge and similar variables which 
affect both labour market integration and the organising process of migrant workers (https://www.
unison.org.uk). 

In Unison’s study, mapping migrant workers is stressed as an important strategy for abolishing 
barriers to organising. Mapping is the process whereby organisers identify the location of their 
members and prospective members and key information about them. This information is used 
to assist in the targeting of key workplaces or groups of workers for recruitment and organising 
initiatives. During the mapping process, some information sources are highlighted and are divided 
into two main headings. The first one – ‘In the workplace’ – lists some information sources for 
mapping migrant workers: migrant workers themselves, branch officers and stewards, members, 
the employer and other trade unions. The second title, ‘In the community’, refers to the sources 
used in the community during the mapping of migrant workers, as follows: 

•	 Migrant worker organisations

•	 Community organisations and clubs

•	 Faith groups/places of worship

•	 Charities

•	 Advisory agencies

•	 Places of education (especially relating to language classes)

•	 Regional Development Agency (https://www.unison.org.uk, 2013: 18-19)
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Unison stresses the importance of language. The study (https://www.unison.org.uk, 2013: 21) 
states that Unison is working on providing multilingual documents about its activities concerning 
organising, campaigning, negotiating and representation. 

Collective bargaining is also an important tool to defend the rights and interests of migrant 
workers. According to the study, the bargaining agenda can be used to take up language issues 
with the employer. On the other hand, it stresses that the bargaining mechanism can be used to 
break other barriers, such as:

•	 Combating racism
•	 Access to education and training courses
•	 Arrangements for leave

In the Unison study, the importance of campaigning is highlighted as a functional tool to raise 
awareness of the pre-identified problems of migrant workers. “Some common problems have 
already been identified by migrant workers as potential campaign issues, and organisers could 
use some of these topics to raise questions about whether these are causing difficulties” (https://
www.unison.org.uk, 2013: 26).

Unison has carried out campaigns in the following fields: 

•	 Language
•	 Health and safety
•	 Workplace immigration checks
•	 Changes in immigration status
•	 Defence 
•	 Living wage 

Unison is also providing help on welfare and tax services for migrant workers, as explained in 
the study:

“For many migrant workers, there may be issues beyond the workplace for which they need 
support, for example, helping with registering for National Insurance, taxation, housing, education, 
etc. In particular, access to public funds is limited for new migrants, so financial support is especially 
important. Unison has its own welfare department – a potentially attractive benefit for migrant 
workers – which can advise and refer members to the welfare service [and] may also provide a 
basis for recruitment activity” (https://www.unison.org.uk, 2013: 28). 

In Italy, the trade union confederation CGIL has developed two strategies for organising migrant 
workers in the agriculture sector.

•	 Pomodori e mozzarelle a caro prezzo (per i lavoratori) [Tomatoes and mozzarella at a 
high price (for the workers)]. In the region of Agro Versano, many third-country nationals 
worked in the tomato cultivation sector and in processing mozzarella cheese. According to 
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the trade union confederation, many of these people worked under conditions which could 
be considered as modern slavery, with a total lack of fairness from the employers’ side, 
working many hours a day, suffering blackmail and strictly imposed working conditions.

Workers were subjected to threats, which made it difficult to organise a collective action 
to improve their conditions. They were also dispersed across a vast territory. Under 
these circumstances, the trade union had no other option but to go to the places where 
the workers met at the end of each working day. Cultural mediators were appointed in 
an effort to overcome their fears and mistrust. They translated and distributed leaflets 
giving information about their rights at work. An initial distribution of leaflets opened an 
opportunity to organise small gatherings which started to grow by word of mouth. Specific 
services were also provided to respond to the demands of these workers and their families 
in the communities. All these actions led to enhanced organisation of the workforce into 
trade unions, which resulted in better working and living conditions24 (Associazione Bruno 
Trentin, 2015).

Parlare la stessa lingua (Speaking the same language). In the Italian province of Latina, 
exploitation of Indian workers in the agricultural sector is a growing problem. Working days vary 
between 10-12 hours, with monthly salaries below €500 per month. Blackmailing and threats 
are widespread practices, and many workers do not receive any income in return for managing 
their work permits. The trade union started a campaign called ‘Invisibili’ with the aim of fighting 
against this exploitation and defending the rights and interest of these workers. With the help of 
a cultural mediator from India, a trade union contact point was opened in the sector where Indian 
businesses are located. Information about working rights and permits was provided, as well as 
other social and community services such as information about housing and Italian courses. 
Workers began to organise to fight against the abuses, and the trade union started a media and 
institutional campaign. MPs and members of other Italian governing bodies visited the workplaces 
and union facilities. Many cases have been brought to court and the trade union is assisting in 
procedures such as civil accusation (Associazione Bruno Trentin, 2015).

Many ETUC affiliates have implemented successful practices in better representing, organising 
and defending migrant workers. The list of examples highlighted in this booklet are therefore in no 
way exclusive.

Selected country cases have been described above; in the following sub-chapter, the general 
scope of the UnionMigrantNet website is evaluated. 

2.3 UnionMigrantNet network: a remarkable, up-to-date approach

When the literature on ensuring the integration of migrants and refugees into the labour 
market is examined, the work of the UnionMigrantNet network – an up-to-date solidarity 
network of migrants at the EU level – is considered exceptional. The ETUC is the lead organisation 
in this network which, as indicated in its introductory brochure, provides assistance to migrant 
workers, other categories of migrants and their families with the aim of encouraging their 

24 “Storie di frontiera e sfide quotidiane della Cgil di oggi”. Rapporto di ricerca 2/2015. Associazione Bruno Tren-
tin, Roma, 2015.
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integration through active participation in representative trade unions (http://www.unionmigrantnet.
eu 2016: 5). The brochure addresses the rights of migrants and their families, emphasising that 
they all deserve assistance with integration irrespective of their legal status. Moreover, a “unified 
integration process”25 for migrants is the goal of the network (http://www.unionmigrantnet.eu 2016). 
It is explained as follows: 

“UnionMigrantNet supports integration paths at the economic, social and cultural level. Trade 
union activism, from simple membership to active participation in the life of the organisation, 
represents a real a step towards deeper inclusion of migrants in the host countries.”

Management of this network, which operates via a website and its related trainings, is carried 
out by many ETUC affiliated organisations. 

Its objectives are as follows:

- Strengthening those trade union activities aimed at protecting the individual and collective 
rights of migrants; 

- Increasing the visibility and accessibility of services and facilitating support for the integration 
of migrants; 

- Encouraging trade union membership among the migrant population.

It points out that the network’s main objective is to ensure fair labour mobility. The services 
provided by network contact points are aimed at promoting the collective and individual interests 
and rights of workers migrating from one location to another. It is also stated that the network’s 
contact points support each other by providing information in the following areas: 

1. Rights and working conditions of migrants in the destination country 

2. Access to the labour market and referral to job-matching services 

3. Family reunification and the rights of migrant family members 

4. Recognition of diplomas and qualifications 

5. Return procedures, taking into account second/third generation migrants 

6. Pre-departure information 

7. Taxation and social security, portability of rights/benefits/permits 

8. Social and cultural information about the host country 

25  Unified integration process refers to the comprehensive social integration of migrant workers in terms of 
economic, social and cultural dimensions. 
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9. TU rights and membership 

10. Facilitating personal contacts and contacts with other communities in the host country 

11. Supporting victims of human trafficking and exploitation at work. 

It also stresses that the ‘Charter of Values of UnionMigrantNet Network’ states that the 
integration of migrant workers into the labour market with decent working conditions and 
without being faced with social dumping should be mainstreamed in all its dimensions (http://www.
unionmigrantnet.eu 2016). 

2.4 Conclusions

Some useful initiatives designed to tackle the problems of organising migrant workers cannot 
be ignored at the EU level. As mentioned above, some significant and effective campaigns have 
been organised and carried out by trade unions in different EU countries. The campaigns focused 
on migrant female and young workers are particularly important in preventing precarious and 
vulnerable working conditions. Although the scope of these initiatives is at the micro level, targeting 
a certain group of migrant workers in the European labour market, they should be considered as 
significant steps. In addition, some macro-level initiatives should be taken to solve migrants’ and 
refugees’ employment and organising problems. The UnionMigrantNet website is an example of 
a contemporary initiative dealing with the organising problems of migrants and refugees. Unison 
activities should also be regarded as useful attempts at organising migrant workers.

On the other hand, these initiatives should be revised and reorganised in line with the current 
and latest developments in the refugee crisis which the EU institutions are trying to manage. The 
recent and ongoing large influx of refugees into the European Union makes effective policies on 
the refugee crisis essential. 

The problems with the way this issue is being managed indicates that the EU and its partner 
countries must undertake much more concrete and long-term efforts.

This chapter concludes with the ETUC’s assessments, criticising the inadequacy of efforts to 
manage the refugee crisis. The 13th ETUC Congress (October 2015) adopted an emergency motion 
on the refugee crisis in Europe. The ETUC pointed out that the EU’s management strategy for 
the current refugee crisis was not as good as it should be, ignoring gaps and problems on the 
issue. Furthermore, the ETUC underlined that the EU’s partner countries should tread carefully in 
managing this crisis. 
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Section 4: Conclusions 

Young workers are the future of trade unions. A new generation of young workers has the 
potential to end the trade union crisis we are currently experiencing. In that respect, trade unions 
must invest in the organisation of young workers by developing new strategies and promoting the 
establishment and development of youth committees. For this reason, the best practices provide 
important references and deserve the closer attention of young workers and trade unions.

Despite the increase of young women workers in the labour market, it is not possible to say 
that women in general and young women in particular have adequate representation in trade 
unions. However, particularly in recent years, new and inspiring practices have arisen and point 
to the fact that gender equality is not a dream but can become a reality if women workers are 
promoted and encouraged to take more action in the trade unions. 

Even before the latest refugee crisis, trade unions faced challenges in terms of organising 
migrants and refugees. Now, with the rapidly growing number of refugees, finding new and correct 
ways to include migrants and refugees in the trade union movement is, without a doubt, one of 
the most important priorities. A few but significant best practices illustrate the way to achieve 
this goal. 

To sum up, best practices are great tools for producing new, creative and effective strategies to 
include young people, women and refugees in the trade union movement. All we have to do is to 
give them the attention they deserve.
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Fourth seminar of the project ‘Dialogue Between Trade Union Organisations 
in Turkey and the European Union with a Focus on Young Workers’                                                               

Trabzon, Turkey

22-25 March 2016

Tuesday 22 March 2016 

09:30-10:15  Opening speeches 

 Patrick Itschert (ETUC, Project Director) 

 Yücel Top (ETUC Turkish Project Coordinator)  

10:15-11:00 Introduction 

11:00-11:30 Coffee break

11:30-13:00 Presentation from regional/local representatives of TÜRK-İŞ, HAK-İŞ and DİSK

13:00-14:30  Lunch break

14:30-16:00  First training session: ‘Best practices in organising young workers’

 Presentation by trainer: Onur Bakır (DİSK)

 Questions and answers

 Workshop and group studies

16:00-16:30 Coffee break  

16:30-18:00 First training session: ‘Best practices in organising young workers’

 Workshop and group studies

Wednesday 23 March 2016

09:30-11:00 Second training session: ‘Best practices in organising women workers 
 (with a special focus on youth)’ 

 Presentation by trainer: Şahin Serim (HAK-İŞ) 

 Questions and answers

 Workshop and group studies      

Agenda of the fourth training seminar
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11:00-11:30  Coffee break 

11:30-13:00 Second training session: ‘Best practices in organising women workers   
 (with a special focus on youth)’ 

 Workshop and group studies

13:00-14:30 Lunch break

14:30-17:30  Visit to a company 

Thursday 24 March 2016

09:30-11:00 Third training session: ‘Best practices in organising migrants and refugees’

 Presentation by trainer: Güven Savul (TÜRK-İŞ) 

 Questions and answers

 Workshop and group studies

11:00-11:30  Coffee break

11:30-13:00 Third training session: ‘Best practices in organising migrants and refugees’

 Workshop and group studies

13:00-14:30 Lunch break

14:30-night  Cultural visit and dinner out

Friday 25 March 2016

09:30-11:00  Youth committees in trade unions

 Presentation by ETUC: Ignacio Doreste (European coordinator of the project,  
 ETUC - Youth coordinator) 

11:00-11:30 Coffee break

11:30-12:30 Assessment of the seminar, information about study visit in Madrid and   
 closing the seminar

12:30-14:00  Lunch 
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1. The main purpose of the training:

The main purpose of the training is to inform young workers on best practices in organising 
young workers and how to use them to develop new ones.  

2. The objectives of the training: 

The main objectives of the training are

a. To encourage young trade union members to commit themselves to the idea that sharing 
experiences among unions and union members and deriving inspiration and lessons from 
best practices are important to enhance their union work. 

b. To inform young trade union members about best practices in organising young workers in 
Europe.

c. To inform young trade union members about the ETUC Youth Committee’s recommendations 
on union strategies/activities towards young workers.

d. To help young trade union members to think about how to adapt best practices to their 
own union activities in the light of their own national conditions. 

e. To encourage young trade union members to develop original union strategies/ events/
activities to organise young workers, 

      3. The learning achievements: 

a. After the training, the participants will be able to compare different trade union best practices 
for young workers. 

b. After the training, the participants will be able to develop strategies on how to adapt best 
practices to their own union activities.

c. After the training, the participants will have a general understanding of the ETUC Youth 
Committee’s recommendations on organising young workers. 

d. After the training, the participants will be able to design different activities/events/strategies 
for their trade union work. 

4. Target group of the training: 

This training is designed for young workers of 18-35 years old from Turkey and Europe. The 
group is composed of 25 young trade union members from Turkey, 8 from DİSK, 8 from HAK-İŞ 
and 9 from HAK-İŞ (11 females, 14 males) and 15 young trade union members from Europe (6 
from Spain, 3 from Poland, 1 from Germany, 3 from Slovenia, 1 from France and 1 from Bulgaria; 
4 female and 11 male). 

Trainers’ notes for the training session of 
Section 4, Chapter 1 
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* Note for future training: According to the composition of the next groups of trainees, the 
trainers involved should consider the characteristics of the original target group in order to adapt 
the module to the characteristics of the new group of trainees.

5. Detailed timetable: 

The training is composed of two 1.5 hour sessions with a half-hour coffee break in between. 

5-1) First session: (1.5 hours) 

	Trainer initiates the first session by welcoming participants. 

Ice breaking activity: (20 minutes) 

Trainer underlines the importance of learning from each other and sharing whatever we do 
well/best in our daily lives. Before turning to union activities, the general idea of ‘sharing and 
learning from experiences’ is the focus.

It is important to hold the participants’ attention. In that sense, the trainer benefits from the 
universal language of football. 

Part 1: (10 minutes) 

After welcoming participants and saying a few words on the idea mentioned above, the trainer 
will show the following two short videos:

https://www.youtube.com/watch?v=PRXbYf5qZRg (one of Messi’s incredible goals, to simply 
redefine the concept of perfection);

https://www.youtube.com/watch?v=_c2lIgpPAH4 (one of the American female goalkeeper 
Hope Solo’s unbelievable saves). 

Before asking participants about how they feel, the trainer refers to Hope Solo in order to 
emphasise gender equality and then asks participants what they think about the videos. 

Having received comments from four participants (at least two of whom should be women) the 
trainer develops the idea of practising how to do better. In that context, the trainer presents the 
idea that we have a lot to learn from each other. 

Part 2: (10 minutes) 

At this point, the trainer asks participants to select one in the group with whom they may 
have the chance to communicate/interact before the study visit to Madrid. Then the trainer asks 
participants to inform each other about anything they think they do well/best: this may be singing 
a song, cooking a meal, doing sports, conducting any kind of activities, reading a poem, doing 
their job, etc. If possible, participants are invited to teach each other their best practices, the idea 
being to share with each other. Participants are asked to share evidence before the Madrid visit, if 
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possible by means of face-to-face interaction (for example, inviting someone to cook dinner, doing 
sports together, etc.) by any means they can, including social media (sending photos, videos, etc.). 

Presentation part 1: (15 minutes)

After the ice-breaking activity, the trainer starts the presentation and then stops after the slide 
on the Belgian case ‘Dig a hole and find a barrel of beer’.

Brain-storming activity: (20 minutes) 

Having provided information on the above-mentioned Belgian trade union game/event, the 
trainer asks participants to think about how they can adapt such a game to their own situation. 
The trainer asks participants to consider their own culture: for example, a game on beer may 
not work in Turkey because of religious beliefs. The trainer gives participants time to think about 
and discuss this with each other for 10 minutes before asking five volunteers from five different 
countries to tell everyone about the game they have planned. 

Presentation part 2: (20 minutes) 

Trainer finishes presentation. 

Comments and Q&A (15 minutes) 

Since the presentation is based on examples of best practice, participants should be eager 
to comment on different examples rather than asking questions. Questions are welcome, but in 
their absence the trainer encourages participants to make comments on the best practices and 
importance of sharing and using them as a tool to develop new ones. Finally, the trainer makes a 
short evaluation of the discussions. 

5-2) Second session (1.5 hours)

Workshop: Best practices: how to adapt them, how to create new ones

Aims: 

The main purpose of this workshop is to encourage young workers to design strategies and 
activities to organise young workers. 

Tasks:

> All participants are divided into groups to ensure a balance in terms of gender, confederation 
and nation.

> Each group is expected to work on a best practice presented by the trainer, adapt it to 
their own countries and develop a new strategy/activity/campaign that has not been presented 
previously. In other words, each group drafts two different strategies/activities/campaigns, one 
of which should be an adaptation of the best practices presented while the other should be an 
original idea developed by the participants.  

> Groups are asked to select one of the following best practices:

1) A month for young workers/Britain: A month dedicated to young workers.  

2) Trade union preparing youth for the world of labour/Bulgaria: A training programme aimed 
at young students. 
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3) Working time festival for all young people/France: A festival for young workers/people 
organised by the trade union. 

4) Young workers demanding environmental justice/Ukraine: A campaign that incorporates 
social issues with trade union activities. 

5) Have fun, learn your rights! /Belgium: A game/event that aims to attract the attention of 
young workers, to inform them of their rights and to promote participation. 

Groups will be given leaflets on the best practice they have chosen.

> Groups are expected to adapt one of the above-mentioned best practices to their own 
countries/conditions. 

> Groups are asked to develop original strategies/activities/campaigns. 

> Groups should include in their drafts detailed information on how they are going to organise 
their campaign/activity/strategy in terms of timing/purposes/target group/financing/agenda, 
etc.

> The trainer visits each group during their group study to ensure they are working on the 
tasks in the right way and to help them to develop campaigns/strategies/activities. 

> Each group selects two spokespersons (one male, one female). 

Report back:

> At the end of the group discussion, a female and a male spokesperson from each group 
reports on their activities/strategies/campaign drafts.  

> After each report, other participants are asked to comment on the drafts and give their 
ideas about how to develop them further.  

> Lastly, the trainer makes a general evaluation. 

Duration: About 1.5 hours

> 5 minutes for the trainer to explain the workshop

> 45 minutes for group studies 

> 30 minutes for reporting and comments 

> 10 minutes for evaluation

Resources: 

> Presentation slides provided by the trainer

> Group discussions

> Activity sheet 
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* Note for future trainers: The following activity sheet has been designed as a 
document to be given to the participants in order to conduct the workshop in this 
specific session. It can be used in a similar training but should eventually be changed 
by future trainers in charge of delivering the training session.

Sample activity sheet 

‘Best practices: how to adapt them, how to create new ones’

Aims:
To design strategies and activities to organise young workers.
To use best practices in designing strategies for young workers. 

Tasks:
In your group:
• You will be given a specific best practice from Europe on organising young workers. 

Adapt this best practice to your own country; change it in a way that ensures it would 
work under your own circumstances. 

• Develop a trade union strategy/activity/campaign aimed at organising young 
workers. You can choose any topic you like.

• Write down your two different strategies/campaigns/activities (one of which should 
be an adaptation and one should be original). 

• Appoint a spokesperson who will report in plenary. 

Duration:
• Group work 45’
• Report back in plenary 7’ (for each group) 

Report back:
The spokespersons will share in plenary the results of the group activity.

Resources: 
* Presentation slides provided by the trainer
* Personal experiences 
* Activity sheet
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1. The main purpose of the training: 

The main purpose of this training is to inform young trade union members about the problems 
encountered in the EU and Turkey regarding the organisation of young women and the representation 
rates of young women workers in trade unions, and to raise participants’ awareness and interest 
in the organisation of young women.

2. The objectives of the training: 

The main objectives of the training are:

•	 To tell young trade union members about the information in UN documents supporting the 
organisation of women.

•	 To inform young trade union members about ETUC research on the organisation of women.

•	 To inform young trade union members on the organisation ratios of women in the project 
partner countries.

•	 To inform young trade union members about the number of women workers in Turkey per 
sector.

•	 To inform young trade union members about the ratios and problems of women in trade 
unions affiliated to Turkish confederations.

3. The learning achievements: 

a. After the training, the participants will be able to understand the role of UN documentation 
regarding the organisation of women.  

b. After the training, the participants will be able to compare the organisation of young women 
in different European countries.

c. After the training, the participants will have a general understanding of the organisation of 
women in Turkey. 

d. After the training, the participants will be able to develop strategies aimed at organising 
young women in trade unions. 

4. Target group of the training: 

This training is designed for young workers of 18-35 years old from Turkey and Europe. The 
group is composed of 25 young trade union members from Turkey, 8 from DİSK, 8 from HAK-İŞ 
and 9 from HAK-İŞ (11 females, 14 males) and 15 young trade union members from Europe (6 
from Spain, 3 from Poland, 1 from Germany, 3 from Slovenia, 1 from France and 1 from Bulgaria; 
4 female and 11 male). 

Trainers’ notes for the training session of 
Section 4
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* Note for future trainings: According to the composition of the next groups of trainees, the 
trainers involved should consider the characteristics of the original target group in order to adapt 
the module to the characteristics of the new group of trainees.

5. Detailed timetable: 

The three-hour training is composed of a 1.5 hour presentation and discussion and 1.5 hour 
workshop session with a half-hour coffee break in between.

5.1 First session: (1.5 hours) 

The trainer opens the first session by welcoming participants. Before the presentation, young 
female trade union members are asked to share a memory regarding their organisation in the 
workplace, which starts interactive communication. They are also asked if they are representatives 
in their workplaces and take part in local or central trade union structures. 

To involve the participants in the discussions, an interactive environment is created by asking 
questions before, during and after the presentation. 

5.2 Second session: (1.5 hours) 

Workshop: Provide suggestions to encourage young women workers to become 
trade union members

Aims:

The objective of this group work is to develop new models to increase trade union membership 
of young women workers, demonstrate the advantages of trade union membership, identify the 
obstacles to trade union membership for young women, and ensure that trade unions develop 
policies for women members.  

Tasks: 

> All participants are divided into four groups.

> Group 1 will prepare a report on organisation methods for women. 

> Group 2 will prepare a report on the reasons why women should become trade union members 
and the advantages of becoming members.  

> Group 3 will prepare a report on the problems and threats that make it difficult for women 
to become trade union members. 

> Group 4 will prepare a report on what changes and innovations are required to make trade 
unions more attractive for women and to ensure that they better meet their needs. The reporter 
selected by each group will compile and report back on the different ideas. 
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Report back:

> The person who did the reporting and/or who would like to represent the group will present 
its ideas.

Duration: About 90 minutes

> group work 45 min.

> presentation for each group 10 min.

> overall assessment by the trainer 5 min.

Resources:

> Presentations by the trainers

> Personal experiences

> Activity sheet.
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* Note for future trainers: The following activity sheet has been designed as a 
document to be given to participants in order to conduct the workshop in this specific 
session. It can be used in similar training but should be changed by future trainers in 
charge of delivering the training session.

Sample activity sheet 

Suggestions to encourage young women workers to become trade union members

Aims:
to develop new models to increase trade union membership of young women workers. 
to demonstrate the advantages of trade union membership; 
to identify the obstacles to trade union membership facing young women and ensure 
that trade unions develop policies for women members.

Tasks:
In your group, you will be working on one of the following themes: 
• Prepare a report on the organisation methods of women. 
• Prepare a report on the reasons why women should become trade union members 

and what advantages they get by becoming a member.  
• Prepare a report on the problems and threats that make it difficult for women to 

become trade union members. 
• Prepare a report on what changes and innovations must be introduced to make trade 

unions more attractive for women and ensure they better meet their needs.  
- Discuss your topic and prepare a report. 
- Appoint a spokesperson who will report in plenary. 

Duration:
• Group work 45’
• Report back in plenary 10’ (for each group) 

Report back:
The spokespersons will share in plenary the results of the group activity.

Resources: 
* Presentation slides provided by the trainer
* Personal experiences 
* Activity sheet
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1. The purpose of the training: 

This chapter aims to raise awareness of the factors affecting the organisation of migrant 
workers and refugees. 

2. The objectives of the training:

a) To understand the predominant sectoral distribution of migrant workers.

b) To analyse the general framework of trade unions’ organising campaigns concerning migrant 
workers in the host countries.

c) To examine different positive practices in EU countries.

d) To analyse opportunities or threats which either facilitate or obstruct the organisation of 
migrant workers.

e) To understand what migrant workers’ priorities are regarding organising procedures. 

3. The learning achievements:

a) After the training, the participants will be able to understand in which sectors young refugees 
and migrant workers are predominantly working. 

b) After the training, the participants will be able to give examples of the best practices for 
organising young refugees and migrant workers.

c) After the training, the participants will be able to discuss differences in policies for organising 
young refugees and migrant workers across the EU.

4. Target group of the training:

This training is designed for young workers of 18-35 years old from Turkey and Europe. The 
group is composed of 25 young trade union members from Turkey, 8 from DISK, 8 from Turk-Iş 
and 9 from HAK-İŞ (11 females, 14 males) and 15 young trade union members from Europe (6 
from Spain, 3 from Poland, 1 from Germany, 3 from Slovenia, 1 from France and 1 from Bulgaria; 
4 female and 11 male). 

* Note for future training: According to the composition of the next groups of trainees, the 
trainers involved should consider the characteristics of the original target group in order to adapt 
the module to the characteristics of the new group of trainees.

5.  Detailed timetable: 

The training is composed of one session without any breaks. 

Trainers’ notes for the training session in 
Section 4, Chapter 2
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Session: (2 hours) 

Presentation: 30 minutes

The trainer gives a 20-minute presentation on the best examples of organising young refugees 
and migrant workers.

Questions and comments are taken and answered in the remaining 10 minutes.

Workshop: Organising in the trade movement as a young refugee or young migrant 
worker: is it possible or impossible?

Aims:

The relevant literature indicates that the strategies for organising migrants and refugees into 
the European trade union movement are limited in some sectors, and that these strategies differ 
by country, region and city. Moreover, the literature provides limited information on whether or not 
a significant number of migrants and refugees are experiencing a sound trade union organisation 
process during their organising efforts. In other words, migrants and refugees are limited in their 
efforts to get organised.

Although improvement of personal competencies (such as a foreign language or occupational 
and technical knowledge) is an important acquisition to enable migrants and refugees to have 
access to the trade union movement, the main criteria for organising migrants and refugees are 
the trade unions’ struggles in the host countries and the regulations which pave the way for 
migrants’ and refugees’ rights to organise. 

This session will start with role play, which is a warm-up activity. Participants who used to 
be migrants and/or refugees (if any, otherwise any other participant can take this role) will play 
the part of a migrant/refugee trying to organise in the host EU country. Another participant will 
act as a trade union representative or the organising officer in a trade union. During this role 
play, based on face-to-face interaction, participants will interact with each other in 
groups of four. They will perform a 10-minute theatrical performance using the scenario 
they have written down previously. Just before starting the role-playing game, each 
person will ask a question about the positive or negative conditions experienced in the 
organising procedures of other group members. The aim of this performance is to raise self-
awareness about the problems migrants or refugees encounter or may encounter during their 
organising efforts in the European trade union movement. A workshop will take place after these 
performances. 

Tasks:

Following the discussions within the framework of the theatrical performance in the opening 
session, further exchanges will take place on the trade union movement’s integration of migrants 
and refugees in the EU. These discussions will pay particular attention to the balance of female and 
male participants as well as the balance between the number of European/Turkish participants.
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Report back:

At the end of the group work, a spokesperson from each group will take five minutes to report 
on his or her group’s evaluations. 

Duration:

10 minutes – preparing for the theatrical play

40 minutes – Introduction to the contents, activity in plenary, brainstorming, performing roles 
in front of the participants

20 minutes – group discussions  

5 minutes – assessments presented by the group spokespersons

20 minutes – individual assessments and conclusions 

5 minutes – trainer assessments.

Resources:

* Assessments in the training booklet 

* Personal experiences

* Presentation sheet

* Action document.
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* Note for future trainers: The following activity sheet has been designed as a 
document to be given to participants in order to conduct the workshop in this specific 
session. It can be used in similar training but should be changed by future trainers in 
charge of delivering the training session.

Sample activity sheet 

Organising in the trade union movement as a young refugee or young migrant worker: 
is it possible or impossible?

Aims:
To understand the organising problems being experienced by young refugees and migrant 
workers in the EU.
To empathise with people who are in the European labour market as migrant workers or 
refugees and to help overcome their problems through solidarity.

Tasks:
In your group:
• Explain the best organising practices you have experienced aimed at young refugees 

and migrant workers.
• Take a focal role in your group to prepare the theatrical role playing.
• Assist in drafting a ‘to-the-point’ scenario in your group to ensure that the 

performance is appropriate in terms of content and flow. 

Duration:
• Group work 30’
• Report back in plenary 5’ (for each group) 

Report back:
Based on the performances in the opening section, intra-group discussions and 
presentations by the group spokespersons, each participant will act as a newsreader and 
present his/her assessment of possible ways in which migrants and refugees may attain 
the right to organise in the European trade union movement. 

Resources: 
Presentation slides provided by the trainer.
* Personal experiences. 
* Scenarios prepared by the trainees. 
* Activity sheet.
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Techniques for raising awareness amongst young workers

Project management for trade unions
Quality internships and apprenticeships for youth 

Trade union response to climate change

Introduction 

This section refers to the project’s fourth training seminar (the main theme is: Techniques 
for raising awareness amongst young workers) held in Adana from 23-26 August, 2016 
with 24 participants from Turkish confederations and eight from Europe and the project team.  

This section comprises three chapters, each of which focuses on one aspect of best practices 
regarding organising young people. 

1) Chapter one, Project management for trade unions1, discusses the role of trade union 
projects in raising awareness and organising, and gives details on the preparation, implementation 
and assessment phases of a project. 

2) Chapter two, Quality internships and apprenticeships for youth2, presents the national 
and EU legislation on internship and apprenticeship and focuses on the need for quality internships 
and apprenticeships in the light of the ETUC’s recommendations.  

3) Chapter three, Trade union response to climate change3, analyses the basic concepts of 
climate change with reference to scientific studies, emphasises the need to raise awareness on 
climate change, and details initiatives and campaigns at national and EU level.  

A brief evaluation is given in the chapter presenting the conclusions. 

The conclusion is followed by the agenda of the first training seminar and trainers’ notes for 
each chapter.

Summary

In this section, three inter-related issues are analysed. Project management for trade unions 
is followed by quality internships and trade unions’ response to climate change. The first chapter 
focuses on a specific aspect of awareness raising with  reference to project and campaign 
management. The next two chapters suggest the contexts in on which these techniques can be 
implemented in the sense that quality internships can be achieved through the intervention of the 
trade union movement while climate change is an issue to which the trade union movement must 
attach the importance it deserves. 

1  This chapter is drafted by Onur Bakır (DİSK). 
2  This chapter is drafted by Şahin Serim (HAK-İŞ). 
3  This chapter is drafted by Güven Savul (TÜRK-İŞ). 

Section 5
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Project management for trade unions

Chapter 1 – Glossary

Awareness-raising: A type of activism popularised by feminists in the United States in the late 
1960s. It often takes the form of a group of people attempting to focus the attention of a wider 
group of people on a specific cause or condition. Common causes include diseases (e.g. breast 
cancer, AIDS), conflicts (e.g. the Darfur genocide, global warming), movements (e.g. Greenpeace, 
PETA, Earth Hour), and political parties or politicians. Since informing the populace of a public 
concern is often regarded as the first step towards changing how the institutions handle it, raising 
awareness is often the first activity in which any advocacy group engages.

Neo-liberalism: Refers primarily to the 20th century resurgence of 19th century ideas 
associated with laissez-faire economic liberalism. These ideas include extensive economic 
liberalisation policies such as privatisation, fiscal austerity, deregulation, free trade, and reductions 
in government spending in order to enhance the role of the private sector in the economy. 

Shop steward: An employee of an organisation or company who represents and defends the 
interests of her/his fellow employees but who is also a labour union member.

Target group: The group of people that a policy or campaign is hoping to influence in some 
way.

Visibility: The visibility of something, such as a situation, a problem or a project, means how 
much it is seen or noticed by other people. 

Chapter 1 – List of abbreviations 

NGO: Non-Governmental Organisations

ETUC: European Trade Union Confederation 

LGBT: Lesbian, Gay, Bisexual and Transgender 

Introduction

In the age of neo-liberalism, the trade union movement has faced huge challenges. Trade unions 
need new ways to reach potential members, attract their attention and include them in the trade 
union movement. In particular, groups like young workers, women, migrants and refugees deserve 
specific attention and work dedicated to them. Although traditional methods are beneficial, 
to some extent, trade unions now need to develop and conduct specific projects or campaigns 
addressing specific groups or issues in an effort to organise and mobilise workers and society. 

Section 5, Chapter 1 
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With that in mind, this chapter focuses on three basic phases of project management: 
preparation, implementation, and finally, evaluation and dissemination. These three phases are 
presented below in 15 basic steps. 

1. Explaining the topic and aims of the project  

Bearing in mind that trade union resources (financial resources, time, energy, etc.) should be 
used efficiently and effectively, trade union projects must have clear-cut objectives which serve its 
best interests, its current and potential members, and the working class in general. In that sense, 
a trade union project’s aims should be carefully determined to ensure that trade union resources 
are not wasted but used as well as possible. 

There is no doubt that trade unions have a lot to do; there are many different and important 
issues to be handled, objectives to be achieved, and needs to be met. So, while deciding the topic 
and aims of a project, the following questions could be useful:

- What are the main priorities of the trade union?

- What kind of challenges does the trade union face and which ones should be dealt with 
urgently?

- In what areas does the structure of the trade union and its activities need to be improved?

- Which groups require more specific attention and focus?

- What kind of a project may produce results that can be replicated?

2. Project preparation and executive team 

Every trade union project needs a team, which is responsible for project preparation and 
execution and should be carefully chosen to conduct the union’s work successfully. The project 
team should comprise members who can contribute most to the project’s aims which means that 
the content and goals of each project should be taken into consideration while putting together 
the project team. Thus, the project team might and should differ according to each individual 
project, although the following actors should be included:

• Trade union managers: Including at least one trade union manager in the project team 
might be useful and necessary to ensure that the trade union takes the project seriously 
as an indispensable part of its work in general, and provides the necessary support and 
benefits from the project outcomes in the trade union’s future work.

• Project coordinator(s): This is one of the most important members of the project team 
because he/she will coordinate all the project’s activities and ensure it is sustainable.

• Project secretary: If the project is comprehensive, one or more project secretaries may be 
required.
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• Trade union experts/consultants/trainers: Trade union professionals might contribute a lot 
to the project according to their areas of expertise.

• Committee members: In cases where a trade union project is targeting specific groups 
(women, youth, immigrants, LGBT, etc.) and these groups have specific structures 
(committees, groups, etc.) within the trade union; members of these structures should be 
included in the project team. 

• Shop stewards: In cases where a trade union project aims at specific workplaces, at least 
some of the shop stewards should be included in the project team. 

3. The pre-research and consultation process 

Successful project preparation requires a comprehensive pre-research and consultation process 
to provide adequate background information and to receive assistance from those who have the 
expertise and experience in related subjects. 

Although pre-research may differ according to the project being planned, the following questions 
should be kept in mind during the pre-research:

• What is the current situation regarding the project’s title and aims? 

• What kind of activities have been carried out and what strategies have been employed by 
the trade union regarding the topic of the project?

• What are the basic priorities and needs in the issues covered by the project?

• Have any similar projects been conducted in a related field? What were the results?

• What are the characteristics of the target group? (It is really important to gather as much 
information as possible regarding the target group.)

Pre-research should be accompanied by a consultation with the experts which is crucial to 
ensure correct guidance. Union experts, researchers and academics (who are working in the 
respective field) may provide important insights which help to develop a successful project. 

4. Determining the timing, target group and area of implementation   

Even if you have a great idea for a project, if you do not determine the time period, target group 
and implementation area properly you may be in danger of not achieving the expected outcomes. 
In that respect, significant importance should be attached to these elements. The total duration of 
the project and the period within which it will be conducted should be determined to ensure that it 
will not be shorter or longer than it should be and that the best possible date interval is selected. 
Furthermore, the implementation area is equally important because it is a key factor in terms of 
selecting the participants or the target group and achieving the project’s goals. Otherwise, the 
whole project may collapse! For example, a project about young trainees should be implemented 
in a zone which has access to an adequate number of trainees. 
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5. Preparing the project’s activity calendar 

Now it is time to prepare the activity calendar. This is not an easy job since the activities and their 
sequence should be well thought through in order to achieve the project goals. The activities may 
differ according to the project’s aims: training, workshops, study visits, awareness-raising activities 
(such as producing a publication, information desks, etc.), meetings, concerts, demonstrations 
and even some sports events may be included in the list. At this point, the activities should be 
selected and arranged in the most efficient, productive, attractive, result-oriented and applicable 
way possible. For example, if a project concerns young workers, the activities should be appealing 
to this group. Likewise, the activities in a project concerning workers with disabilities should be 
accessible to them. 

Another important aspect of preparing an activity calendar is the planning. The plan should 
ensure the accumulation of the activities’ outcomes which, in turn, will enable the project goals 
to be achieved. For example, in a project dealing with environmental issues, it might be useful to 
start with awareness-raising activities that focus on the relationship between the trade union 
movement and environment and the need for interventions by the trade unions and the workers 
in environmental problems. Otherwise, the target group may not commit to the main focus of the 
project or may even have no interest at all in the subject matter.

6. Preparing the budget and providing financial resources 

This is possibly the least attractive part of any project! However, without a budget and financial 
resources it is not possible to plan or conduct a project. So, the total cost of the project must be 
estimated and a budget prepared in which all the items are listed and the financial resources are 
identified. Professional assistance might be necessary – and can be useful – when preparing a 
budget for a project. 

Once a budget has been drawn up, it is time to find funding. There are many different sources 
of funding, including the trade union’s own budget, NGOs, international or national public funds, 
etc. However, the funding should not damage the project’s independence, so sponsors should be 
selected carefully to avoid any intervention that is unacceptable to trade unions. 

7. Preparation of materials for the project 

All materials to be used during project activities (except those to be produced during or at the 
end of the project) should be prepared or at least defined. Such materials may include all kinds 
of written, visual or multimedia materials, training material and modules, information booklets, 
brochures, leaflets, activities, etc. They should be prepared according to the social and cultural 
characteristics of the participants and target group to ensure they will be both beneficial and 
effective. In this age of communication, priority can be given to the new communication channels, 
especially social media.  

8. Identifying (potential) participants

In general, there are two types of projects: those in which participants are selected from 
among the trade union’s own members, and those in which participants are selected from certain 
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target groups. In projects aimed at current trade union members, the identification of potential 
participants is made much easier by using the trade union’s member lists and local branches and/
or shop stewards. Nevertheless, participants should be identified carefully, in line with the aims of 
the project, and gender balance must always be respected. 

On the other hand, in projects focusing on target groups, the trade union is partially in control 
of the potential participants. Here, collaboration with other organisations, such as youth and 
women’s organisations, and those for people with disabilities, and even with authorities might be 
extremely useful in terms of reaching the project’s real beneficiaries. In addition, in some cases, 
the participants may be selected from among those who were contacted during the early phases 
of the project, in particular. For example, in a project for young people in vocational education, 
participants for the next steps can be identified during interaction with the young people in training 
or events organised in vocational schools.

9. Conducting project activities 

It is time for action! However, it should be noted that activities should be conducted according 
to the planning, and all the initial positive and negative results should be noted in order to apply 
them in the following steps.  

10. Assessing the activities in progress and revising them accordingly  

For a successful project, assessing the activities in progress, revising them, and adapting the 
project to the changing conditions are a must! In this respect, the project executive committee 
should meet regularly (especially before and after each important event or activity) to assess 
the current situation and make any revisions necessary to align the project more closely with 
its objectives. Feedback from participants plays an important role in such assessments, which 
is why feedback (evaluation) forms may be used and evaluation sessions may be held with the 
participants during the activities. In that respect, especially after the project’s first activities, 
a detailed assessment might enable the project team to revise the project and develop it in a 
much more successful direction. For example, if a training module does not produce the expected 
outcomes or does not appeal to the participants, it should be revised in light of the previous 
practices and future objectives. 

11. Ensuring a project’s visibility 

Projects focusing on specific target groups need particular visibility. For example, a project 
aiming to increase awareness about trade unions among young people must reach as many young 
people as possible. In that sense, it should be visible enough to accomplish its goal. Furthermore, 
even if a project is being carried out for a specific group of trade union members, it must be 
sufficiently visible to make other trade union members aware of it and to achieve the multiplying 
affect among them all. Finally, irrespective of their nature and participants/target groups, all 
project outputs should be disseminated for the benefit of the whole trade union movement; 
everyone should be able to be informed about what has been done, what has been achieved and 
what has not.

There are many different ways of enhancing visibility, although social media seems to be one 
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of the most effective, if employed correctly to make a project more visible. Likewise, a website 
dedicated to the project may also work, as may traditional media deliverables. Finally, trade union 
meetings, training and congress are also important opportunities to spread the word.

12. A strong and impressive closing activity 

Finishing well is always important – every project needs a strong and impressive closing 
activity that will gather all or some of the participants together, finalise and summarise the project 
outputs, and motivate everyone involved for future work. Closing activities are also a great way 
to ensure visibility. 

13. Certification for the participants

If possible, participants should receive certificates at the end of the project. Certificates do 
not only serve as a reminder but they also promote and encourage the project participants to 
become more involved in trade union activities. Certification also empowers the project’s image 
and credibility, but If this is not possible, some little reminders can be distributed among the 
participants.

14. Assessment of the project and publication of the outputs 

The project is over – well done! However, there are two more steps that should be taken. At 
the end of all projects, the executive team should assess the project and its outputs. A report on 
the outputs of the project should then be prepared and published (at least on the trade union’s 
website) to inform interested parties and to ensure that for future reference this report will provide 
an information base for those who are interested in conducting a trade union project.

15. Recommendations for future projects  

As mentioned above, it is really important to produce a report at the end of the project, and to 
include recommendations for the future projects, which is very important. The project’s weaker 
and stronger points should be highlighted, with some suggestions as to ‘what should be done’ 
to improve it and, finally, proposals for future projects (if any) could be very useful for upcoming 
project preparations.

Conclusions: time to take action 

Many successful trade union projects and campaigns4 point out that project management is 
an indispensable part of trade union action and activities. A well-prepared and well-implemented 
project can produce great results. In that respect, young trade unionists should analyse best 
practices in detail and engage in project development. This chapter aims to provide guidelines for 
those who are interested in benefiting from project management in their own trade union work.   

4 Many examples can be found in: Akdogan, 2015; EFBWW, 2015 and ITUC, 2015 
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Quality internships and apprenticeships for youth

Chapter 2 – List of abbreviations 

CEDEFOP: European Centre for the Development of Vocational Training

CEEP: European Centre of Employers and Enterprises providing Public Services 

EAfA: The European Alliance for Apprenticeships

EQF: European Qualifications Framework

ET 2020: Education and Training 2020

ETUC: European Trade Union Confederation

EU: European Union

GAN: Global Apprenticeship Network

LLL: Lifelong learning

MTDs: Medium-term deliverables 

UEAPME: The European Association of Craft, Small and Medium-sized Enterprises

VET: Vocational Education and Training 

Introduction 

Unemployment remains stubbornly high, and youth unemployment is extremely high at 22.2% 
for the European Union (EU) in 2014, and completely unacceptable, particularly in countries such 
as Spain (53.2%), Greece (52.4%), Croatia (45.5%), Italy (42.7%), Cyprus (35.9%) and Portugal 
(34.7%).

At its Congress in 2015, the European Trade Union Confederation (ETUC) reaffirmed its demand 
for a ‘New Path for Europe’ with an investment programme of 2% of GDP per year for the next 10 
years, to generate around 11 million quality jobs. Work-based and workplace learning should be 
top priorities for European countries, in order to facilitate the transfer of young people between 
education and training and the labour market, and to ensure that workers can continue to access 
training in order to retain their jobs and improve their skills and careers. 

Section 5, Chapter 2
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The quality of apprenticeship and traineeship schemes is key and should be improved, 
particularly in terms of training outcomes, working conditions and labour protection. The ETUC 
strongly advocates the implementation of the European Quality Framework for Apprenticeship, 
with a common basis of quality standards, which was developed by the ETUC5.

In the last few years, although there has been a sudden realisation at both national and 
European levels that apprenticeship training needs to be developed to help young people in their 
transition from school to the world of work, the numbers of apprenticeship places offered have 
remained insufficient. 

Latest developments at European and national levels

The ‘Bruges Communiqué on enhanced European Cooperation in Vocational Education and 
Training for the period 2011-2020’6 (2010) of the EU Member States and European-level cross-
sectoral social partners proposed a number of actions to be achieved in Europe to improve its 
vocational education and training (VET) systems.  Among the 23 action points they proposed, 
there were also European and national actions on: making the necessary arrangements to 
maximise work-based learning, including apprenticeships, in order to help to increase the number 
of apprentices in Europe by 2020; and taking appropriate measures to boost mobility in VET by 
addressing legal and administrative obstacles related to the transnational mobility of apprentices 
and trainees. In addition, the Communiqué called for support at the European level to promote 
mobility for apprentices, including by means of a support portal, within the framework of the 
Lifelong Learning Programme/Leonardo da Vinci Programme. 

Mid-term in the implementation of the Bruges Communiqué, the EU Member States and the 
social partners agreed to focus on five main goals between 2015 and 2020 concerning VET. The 
Riga Conclusions7 (2015) proposed promoting work-based learning in all its forms, with special 
attention being paid to apprenticeships, by involving social partners, companies, chambers and 
VET providers, reviewing or introducing apprenticeships in the context of the European Alliance for 
Apprenticeship (EAfA) and by integrating apprenticeships provided under Youth Guarantees into 
national systems.

The tripartite advisory committee for VET – established in 1963 with membership comprising 
government representatives and social partners from EU countries and candidate countries – 
followed up on the implementation measures. According to CEDEFOP8, which monitored the 
implementation process in the EU countries, and the European Training Foundation (ETF), which 
did the same under the framework of the Torino Process for the EU candidate countries, different 
implementation actions were identified: amending and implementing recent legislation, setting up 
and carrying out review processes, developing new strategies to improve apprenticeship training 

5  https://www.etuc.org/publications/european-quality-framework-apprenticeships#.WCBE-clISSo
6 http://ec.europa.eu/dgs/education_culture/repository/education/policy/vocational-policy/doc/

brugescom_en.pdf
7 http://ec.europa.eu/dgs/education_culture/repository/education/policy/vocational-policy/doc/2015-

riga-conclusions_en.pdf
8  CEDEFOP: Stronger VET for better lives. Cedefop’s monitoring report on vocational education and training 

policies 2010-14: www.cedefop.europa.eu/files/3067_en.pdf
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systems, restructuring the administrative structures for implementing apprenticeship policy; and 
investigating ways of introducing apprenticeship systems or elements of apprenticeship systems.

In July 2013, the EAfA was launched on the basis of a declaration signed by the Presidency 
of the EU (on behalf of all Member States), the European Commission and the European Social 
Partners – the ETUC, BusinessEurope, the European Association of Craft, Small and Medium-
sized Enterprises (UAEPME) and the European Centre of Employers and Enterprises providing 
Public Services (CEEP).

They committed to contributing to access to, supply, quality and attractiveness of 
apprenticeships across the EU by encouraging the setting up, reviving or modernising of 
apprenticeship schemes. 

They agreed to focus their efforts on the following fields of action:

a. Undertaking ‘capacity building’ in their own constituencies, spreading experience and good 
practice among the national member organisation;

b. Motivating, advising and challenging member organisations to support the aims of the EAfA 
by getting involved in the establishment and improvement of apprenticeship systems;

c. Motivating, advising and challenging enterprises to support the EAfA’s aims; 

d. Raising awareness of employers and young people about the benefits of apprenticeship;

e. Disseminating information and supporting social partner action to ensure more attractive 
conditions for enterprises and apprentices and the proper use of apprenticeship in compliance 
with applicable rights and obligations;

f. Promoting the use of EU funds, in particular the European Social Fund, to introduce or 
improve Member States’ dual-learning apprenticeship systems.

For its part, the European Commission agreed to focus its efforts on a series of specific actions 
to steer the EAfA. The Council of the European Union also adopted a declaration supporting this 
initiative.

Following the launch of the EAfA and the adoption of the Council Conclusions, the ETUC ran 
two projects: 

- ‘Towards a European quality framework for apprenticeship and work-based learning’ 
(2012-13)9

- ‘Setting up a European quality framework for apprenticeship and work-based learning’ 
(2014-16)10. 

9 https://www.etuc.org/publications/towards-european-quality-framework-apprenticeships-and-work-
based-learning#.WCMfHslISSo

10  https://www.etuc.org/publications/european-quality-framework-apprenticeships#.WCMe58lISSo
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These two projects aimed to set standards and principles to improve apprenticeship systems 
and provisions at all levels. 

The ETUC’s European Quality Framework for Apprenticeship was presented in 2013 and was 
adopted as an ETUC Resolution on Improving quality of Apprenticeship and Work-based learning11 
in 2014. The further developed Quality Framework, which included a toolkit, was presented in 
2016. The tools include many questions for practitioners and decision-makers for self-assessment 
of their apprenticeship systems, as well as the recommendations of the Council Conclusions of 
2013 demonstrating that demands from governments and trade unions to improve apprenticeship 
in Europe overlap. 

The Youth Guarantee scheme was set up by European Council in April 2013. It recommends 
that Member States should “ensure that all young people under the age of 25 years receive a 
good-quality offer of employment, continued education, an apprenticeship or a traineeship 
within a period of four months of becoming unemployed or leaving formal education”; Council 
Recommendation of 22 April 2013 on establishing a Youth Guarantee (2013/C 120/01).

In parallel, as part of the European Semester – the annual cycle of economic policy guidance 
which was established in 2011 – the European Council adopted a series of country-specific 
recommendations on the subject of apprenticeship. In 2015, for example, it proposed reforms, 
inter alia, to boost participation in VET and its labour market relevance, in particular by improving 
the availability of apprenticeships (for Estonia), and to address skills mismatches by increasing 
employers’ engagement in the delivery of apprenticeships (for the United Kingdom).

Towards the launch of the EAfA, a similar initiative was developed in parallel. The German 
government began multilateral and bilateral discussions with several countries, such as Spain, 
Greece, Portugal, Italy, Slovakia and Latvia. This resulted in the signing of the ‘Berliner Memorandum’ 
by these countries, which includes concrete support measures from Germany for these countries 
to establish dual training. For the initial phase, the participating countries agreed to launch a 
series of exchanges and study trips, to set up regional vocational training networks, and establish 
consultancy projects, on the basis of funding primarily from the German government. In addition, 
Germany, Austria, Switzerland, Luxembourg and Denmark are engaged in producing a series of 
instruments to help implement dual training principles. 

As part of this process, the German Trade Union Confederation (DGB) has set up the UNIONS4VET 
project, with its counterparts in Portugal, Italy, Greece, Slovakia and Latvia, to strengthen trade 
union cooperation in VET, and apprenticeship in particular, among the ‘Berlin Memorandum’ 
countries.

Examples of recent reforms 

In France, amendments to the Labour Code were introduced in 2014 by the Vocational 
Training, Employment and Social Democracy Law which was based on a national multi-sectoral 
agreement signed by the social partners in December 2013. It introduced new opportunities for 

11 https://www.etuc.org/documents/etuc-resolution-improving-quality-apprenticeship-and-work-based-
learning#.WCMfu8lISSo
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apprenticeship training institutions to provide career guidance and set out reforms for financing 
apprenticeships.

In addition, it established the National Council for Employment, Vocational Training and Guidance, 
a tripartite body with trade union participation, which is responsible for advising on legislative and 
regulatory projects relating to employment, vocational training and guidance; participating in the 
assessment of employment and training policies; and coordinating state agencies at national and 
regional levels and other employment stakeholders (social partners, local authorities, specialised 
bodies). In addition, a series of measures were announced by the French President in 2014 to 
develop apprenticeship training, including a target of 500,000 apprentices by 2017.

In Italy, the Consolidated Apprenticeship Act has been implemented gradually. Moreover, 
a national catalogue of occupational profiles has been compiled on the basis of collective 
agreements and vocational standards at the sectoral and/or regional level. In 2015, the Jobs Act 
introduced reforms to ensure the harmonised functioning of regional regulations and to encourage 
apprenticeship whilst reducing internal and external costs, and doing away with age limits for 
accessing job-oriented apprenticeship by unemployed workers.

In Spain, the Royal Decree (2012), which provided for two types of work-based learning – 
contracts for training and apprenticeship, on the one hand, and dual vocational training in the 
education system, on the other, has been gradually implemented on the basis of a regulation from 
the Ministry of Employment and Social Security (ESS/41/2015).

Examples of new strategies to improve national apprenticeship systems

In Germany, the federal and regional governments and the social partners (trade unions and 
employers’ organisations) agreed a joint strategy ‘Alliance for Initial and Further Training 2015-
2018’ which included a series of measures to prepare young people better for their occupations 
and the world of work.

In 2015, the business community pledged to provide 20,000 extra apprenticeship places in 
addition to the number of places reported to the Federal Employment Agency in 2014, and to 
provide young people with three offers of apprenticeship training if they are still without a contract 
by a certain point in the recruitment calendar (September). Moreover, the social partners agreed to 
conduct joint activities to increase the proportion of young migrants participating in apprenticeship 
training. The partners to the Alliance also pledged to improve the attractiveness and quality of 
apprenticeships and to strengthen advanced vocational training, too.

In Denmark, a new reform entitled ‘Improving Vocational Education and Training’ was adopted 
in 2014, following discussions between the government and the social partners (trade unions and 
employers’ organisations).

It had four objectives:

• more young people should complete an apprenticeship

• apprenticeships should challenge all students so they can reach their fullest potential



234

• the trust and well-being in apprenticeships should be strengthened.

In more practical terms the reform proposes the following:

• minimum entry requirement in Danish and mathematics would be introduced

• apprentices would have an opportunity to specialise more gradually, by reducing the 12 
vocational access routes to four broader areas and by introducing a foundation course

• apprentices would have an opportunity to obtain a general upper-secondary qualification 
offering access to higher education.

Best practices in apprenticeship 

The following section outlines a number of best practices at national level. These examples 
highlight the following criteria: social partnership and governance; equitable cost-sharing between 
employers and public authorities; responsiveness to the needs of the labour market; and balance 
between work-based and school-based training.

Social partnership and governance 

Social partnership is central to the German apprenticeship system, and the Vocational Training 
Act makes provision for wide-ranging trade union involvement in the design and implementation 
of apprenticeship training by means of formal participation in education and training bodies at all 
levels.

At the national level, social partners (trade unions and employers’ organisations) are members 
of the Board of the Federal Institute for Vocational Education and Training, often described as 
Germany’s VET parliament, which conducts research into apprenticeship training and provides 
service and consultancy functions to the Federal Government and vocational training providers. 

At the regional level, they are members of Regional Committees for Vocational Training who 
advise the regional governments on apprenticeship training issues. At the local level, they are 
members of the Vocational Training Committees of the competent bodies which are responsible, 
inter alia, for monitoring apprenticeship training (supervising training institutions, assessing 
trainers, and organising examinations) and providing advisory services for apprenticeship training.

Equitable cost-sharing between employers and public authorities

In France, companies pay an ‘apprenticeship tax’ equivalent to 0.68% of their gross salary bill; 
77% of the funds collected are destined specifically for apprenticeship training.

In England, an apprenticeship levy was planned to come into effect in April 2017. Companies 
will pay 0.5% of their gross salary bill to fund apprenticeships. To make it more acceptable, 
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particularly for small and medium-sized enterprises, all employers will receive an allowance of 
£15,000 to offset against the payment of the levy, which means that companies with a salary bill 
of less than £3 million will not pay anything.

Responsiveness to labour market needs

Danish social partners (trade unions and employers’ organisations) have equal representation 
on the 48 different sectoral ‘trade committees’, faglige udvalg in Danish, which, inter alia, are 
responsible for identifying and anticipating labour market needs and for making projections as far 
as jobs and apprenticeships are concerned. 

They calculate the numbers that are required and establish the skills and competences needed. 
They then draw up proposals to meet these needs – setting up new apprenticeship programmes, 
making adjustments and, where necessary, closing existing programmes. 

These proposals are then sent for approval to the National Advisory Council for Basic Vocational 
Training, where trade unions have equal representation with employers’ organisations. On the 
basis of the Council’s advice, the Ministry of Children, Education and Gender Equality decides what 
formal steps to take.

Balance between work-based and school-based training

In Ireland, apprenticeship agencies have developed detailed curricula for different occupations 
– both for the school-based (off-the-job) phases and the work-based (on-the-job) phases, giving 
information on aims, objectives, learning outcomes, assessment, quality assurance, duties and 
responsibilities of apprentices, employers, occupational profiles (core skills, specialist skills, 
common skills, personal skills), modular plans, personal protection equipment, equipment and 
tools, training aids and resources.

The Electricity Supply Board, for example, has produced an apprentice logbook which provides 
a detailed catalogue of what an apprentice is required to learn in on-the-job training, forms for 
apprentice records of experience, technical and behavioural assessment forms and apprentice 
supervisor and technical review sheets. These are part of the formal assessment process.

Conclusions and recommendations 

In many EU Member States there have been significant developments recently to facilitate 
the transition from school to the world of work and more specifically to improve apprenticeship 
training.

There is an urgent need to establish and implement qualitative national apprenticeship training 
strategies. Moreover, while there is an urgent need to increase the number of apprenticeship 
places, this should not be done at the expense of quality.

Social dialogue and ownership on apprenticeship should be ensured on behalf of the social 
partners. 
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To this end, a European Quality Framework for Apprenticeship, which includes a clear definition 
and a series of specific quality standards and quality criteria, should be implemented.

A European quality framework for apprenticeship  

The quality of apprenticeship and traineeship schemes is a key feature which should be 
improved, particularly in terms of training outcomes, working conditions and labour protection. 
The ETUC strongly advocates the implementation of a wide-ranging European Quality Framework 
for Apprenticeship, with common quality standards. On this basis, it agreed to cooperate 
with BusinessEurope, UEAPME and CEEP to launch an integrated project to contribute to the 
implementation of the European Alliance for Apprenticeship. The aim of the ETUC project was to 
set up such a framework, involving 20 EU countries and four European sectors. 

This EU-funded project was also supported by colleagues from the European sectoral trade 
unions, such as IndustriAll and the European Federation of Public Service Unions. At the end of 
project, a report was prepared by the ETUC and its project partners and published in April 2016 
under the title ‘A European Quality Framework for Apprenticeship - A European trade union 
proposal’, to be submitted to the European Commission and European Council.

This publication presented the 20 quality standards for apprenticeship which were agreed by 
the ETUC Executive Committee in 2013 in order to contribute to the preparation of a European 
Quality Framework for Apprenticeship. 

20 ETUC quality standards for apprenticeship:

1. Definition

2. Regulatory framework

3. Social partnership and governance

4. Equal opportunities for all

5. Equitable cost-sharing between employers and public authorities

6. Responsiveness to labour market needs

7. Formal contracts

8. Personal development and career opportunities of apprentices

9. Pay and social protection

10. Safe working environment
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11. Guidance and counselling

12. Quality assurance procedures

13. Solid learning base

14. Balance between work-based and school-based training

15. Teachers, trainers and mentors

16. Competence based/duration

17. Certification and recognition

18. Progression

19. Recognition of non-formal and informal learning

20. Mobility at the national and European levels

Country summaries

Denmark

Initial VET in Denmark has a broad-based and well-regarded system of apprenticeship training 
which corresponds to the CEDEFOP definition. It also includes some school-based training.

The Danish regulatory framework for apprenticeship training is to be found in the Vocational 
Education and Training Act (Erhvervsuddannelsesloven - 2013). There is no specific legal definition 
of apprenticeship, but rather an explanation of what apprenticeship training should provide (Article 
1) – vocational qualifications which are formally recognised by and in demand in the labour 
market, and possibilities for lifelong learning and for active citizenship.

Following discussions between the government and the social partners, a new reform – 
Improving Vocational Education and Training – was adopted in 2014. It proposes the following: 
the introduction of a minimum entry requirement in Danish and mathematics; the opportunity to 
specialise more gradually by reducing the 12 vocational access routes to four broader areas and 
by introducing a foundation course; and opportunities for young people to obtain a general upper-
secondary qualification offering access to higher education.

Trade unions have the same representation as employers’ organisations on the Board of the 
National Council of Vocational Education and Training which is responsible for giving advice to the 
minister on the overall regulation concerning apprenticeship training. The unions are members 
of the sectoral ‘trade committees’ – 50 in all – which lay down the detailed content of training, 
and more specifically the duration and structure of training programmes, their objectives and 
assessment, and the distribution between work-based training and school-based education. They 
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are also involved in the accreditation of companies for apprenticeships. At the local level, they 
appoint members to VET committees to advise on local labour market needs.

Most apprenticeships last between three and a half and four years. The ratio between work-
based training and school-based education is 70%:30%.

The latest figures show that in 2015 the number of apprentices stood at 69,669 – a small 
reduction of 3% compared to 2014. Of these, 43% were women. In November 2015, 20% of the 
apprentices were aged from 15-19 years, 41% 20-24, and 39% were older. The figures for 2014 
show a completion rate of 52%, while the transition rate into work stood at 81%.

Most apprenticeships are classified at levels 3 and 4 in the Danish Qualifications Framework, 
which correspond to EQF levels 3 and 4.

Apprentices sign a contract with an employer, are considered as workers and as such may join 
a trade union. They are paid in line with the various collective agreements, but generally receive 
40-50% of the minimum wage of a skilled worker at the outset, rising to 80% at the end of the 
apprenticeship. For example, as of March 2015, a first-year apprentice metalworker would be 
paid krone 65.45 an hour rising to krone 92.20 for the fourth year.

France

Initial VET in France includes a provision for apprenticeship training which corresponds to the 
CEDEFOP definition. It also covers a variety of school-based training.

The regulatory framework for apprenticeship training in France is based on the Labour Code, 
which was amended in 2014 by the Vocational Training, Employment and Social Democracy Law 
(Loi relative à la formation professionnelle, à l’emploi et à la démocratie sociale), which is based on 
a national multi-sectoral agreement signed by the social partners in December 2013. Speaking at 
the Third Grand Social Conference in 2014, the French President announced a series of measures 
to develop apprenticeship training, including a target of 500,000 apprentices by 2017.

The aim of an apprenticeship is to provide young people who have completed formal compulsory 
schooling with general, theoretical and practical training in order to achieve a vocational 
qualification. It is based on the principle of shared responsibility for theoretical education in an 
apprentice training centre and vocational training in the workplace. Apprenticeships last from one 
to three years according to the type of occupation and qualification chosen – most last two years.

The law makes provision for wide-ranging trade union involvement in the design and 
implementation of apprenticeship training, by means of formal participation in bodies such as the 
National Council for Employment, Vocational Training and Guidance. At the sectoral level, social 
partners manage the accredited agencies (OPCA in French) which collect the apprenticeship tax and 
are responsible for the way in which this tax is redistributed in terms of apprenticeship training.

The latest figures show that 273,295 apprenticeships started in 2013 – less than in 2010, 
2011 and 2012. (In addition, 9,440 apprenticeships began in the public sector.) Of these, 33.7% 
were women, 52% were under 19 years, 30% aged 19-21 years and 18% aged 22 and over. The 
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non-completion rate for apprenticeship contracts signed in 2011-2012 was 27%. In 2013, 67% 
of apprentices were in employment seven months after finishing their apprenticeship.

In 2012, 42% of apprenticeships were offered at level V in the French Qualifications Framework, 
27% at level IV, and 29% at levels I to III, corresponding to EQF levels 3, 4 and 5-8, respectively. In 
addition, a further 2% were offered at pre-apprenticeship level.

Apprentices are paid a percentage of the national minimum wage, or of the minimum wage 
in the appropriate sectoral agreement, if this is higher. This depends upon age and progression 
through the training cycle: an apprentice under 18 in his/her first year would be entitled to 25% 
while one aged 21 or over in his/her third year is entitled to 78%. In January 2016, the national 
minimum wage was set at €1,466.62 per month, so the former could expect to be paid €366.66 
and the latter €1,143.96.

Germany

Initial VET in Germany has a broad-based and well-regarded system of apprenticeship training 
which corresponds to the CEDEFOP definition. It also includes provision for a variety of school-
based training.

The regulatory framework for apprenticeship training in Germany is to be found in the Vocational 
Training Act (2005) (Berufsbildungsgesetz - BBIG) which, inter alia, covers the content and 
structure of training, the responsibilities of all stakeholders, remuneration, assessment, conditions 
for training institutions and trainers. According to Section 1.3 of the Act, an apprentice should 
go “through a systematic training programme, receiving the professional skills, knowledge and 
qualifications (vocational competence) which are necessary to engage in a form of occupational 
activity in a changing working world”.

The German government and social partners agreed a strategy entitled Alliance for Initial and 
Further Training 2015-2018 which included a series of measures to better prepare young people 
for their occupation and the world of work.

Social partnership is central to the German apprenticeship system, and the law makes provision 
for wide-ranging trade union involvement in the design and implementation of apprenticeship 
training by means of formal participation in education and training bodies at all levels. This 
means, at the national level, as members of the Board of the Federal Institute for Vocational 
Education and Training, which is often described as Germany’s VET parliament; at the regional 
level, within Regional Committees for Vocational Training; and at the local level, within Vocational 
Training Committees of the competent bodies which are responsible, inter alia, for monitoring 
apprenticeship training (supervising training institutions, assessing trainers, and organising 
examinations) and providing advisory services for apprenticeship training.

The latest figures show that in 2014 there were 522,232 apprenticeship starts in Germany. 
This represents a drop in the overall figures between 2009 (564,307) and 2013; 40.1% of them 
were women. Figures for 2013 show that 43% were under 19; 35.7% were aged 19-21; and 
21.3% were 22 and older. The non-completion rate for apprenticeship contracts signed in 2013 
was 25%. Two-thirds of apprentices who finished in 2013 were kept on by their employers. In 
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addition, 22,428 passed the assessment to become a master craftsman (Meister) in 2014.

In 2013, 8% of apprenticeships were classified at level 3 and 92% at level 4, corresponding to 
EQF levels 3 and 4, respectively. The master craftsman qualification is classified at level 6.

Apprentices sign a contract with an employer, are considered as workers and as such may join 
a trade union. In Germany, their pay is covered by sectoral agreements. Rates vary accordingly 
– for example, in 2014, the highest was an average of €1,030 per month in the construction 
industry (€690 in the first year, €1,060 in the second and €1,339 in the third) and the lowest was 
€474 per month for apprentice hairdressers (€379 in the first year, €472 in the second year and 
€573 in the third year).

Poland

The vast majority of Initial VET in Poland is school-based training. The basis for the regulatory 
framework for apprenticeship training in Poland is to be found in chapter 9 of the Labour Code. 

The Council of Ministers shall establish by regulation the terms and conditions of vocational 
training and the principles of remuneration of young workers during this period (Article 191). The 
contract of employment for vocational training for young people shall define in particular the type 
of vocational training (apprenticeship or training for a particular job), the duration and place of 
vocational training, the manner of theoretical training, and the level of remuneration (Article 195).

There is little provision for trade union involvement in the design and implementation of the 
IVET. There is some form of participation in education and training bodies at the sectoral level, 
notably the mining and steel-making sector skills councils. Within the Operational Programme, 
there have been initiatives to involve social partners in establishing qualification frameworks in 
five sectors – financial services, sport, tourism, telecommunications and information technology. 
In addition, in the craft sector, employers are involved in developing assessment standards and 
overseeing assessment practices.

According to data provided by the Polish Craft Association, in 2013, there were 76,045 
apprenticeship craftsmen/women overall. This represents a drop in the overall figures for 2012, 
2011, 2010; and 2009, for example, when the figure stood at 93,814. Within the craft sector, 
31% of apprentices were women.

The figure for non-completion stood at approximately 5%.

It has been agreed that apprenticeships in the craft sector are to be classified at level 3 (EQF 
level 3). Discussions are still in progress concerning the master apprenticeship.

Apprentices in the craft sector sign a contract with an employer which specifies certain minimum 
requirements; they are considered as workers and as such may join a trade union.

In Poland, craft apprentices’ pay is calculated based on a percentage of the average pay for the 
previous three months. A first-year apprentice receives 4% of this sum, a second year, 5% and a 
third year, 6% – on average, this means approximately €50 per month.
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Spain

Initial VET in Spain includes limited provision for apprenticeship training which corresponds to 
the CEDEFOP definition. The vast majority is school-based training.

Responsibilities are shared between the national and the regional levels, which means there 
are different systems and practices throughout Spain.

The regulatory basis is to be found in a Royal Decree (2012) which provides for two types of 
work-based learning – contracts for training and apprenticeship, and dual vocational training in 
the education system.

The section on the former (chapter II), which has subsequently been complemented by a 
regulation from the Ministry of Employment and Social Security (ESS/41/2015), establishes 
certain basic requirements: as regards, for example, working time, salaries, the duration of the 
contract, training activities, and the duration of the training, mentors, training agreements, 
certification and finances. 

The section on the latter (chapter III) lays down certain basic requirements for training 
institutions, training programmes, agreements with workplaces, rights and responsibilities, 
remuneration and assessment.

Trade unions, along with the employers’ organisations, are formally consulted on the broad legal 
aspects of the VET system via the General Council for Vocational Training which has 77 members, 
19 of which represent trade unions. However, their actual involvement is limited. Spanish trade 
unions are critical of the conditions for training in contracts and do not consider these initiatives as 
real apprenticeships because, inter alia, the training activities may be developed through distance 
learning with no formal recognition and no contact with any kind of training centre or school, and 
the tutor is simply their supervisor at work.

The latest figures show that in 2014/15 there were 139,864 young people involved in 
contracts for training and apprenticeship, while in 2014, 16,199 participants underwent dual 
vocational training in the education system.

This number represents a significant increase on the previous two years – 106,101 and 60,584 
for the former, and 9,801 and 4,292 for the latter. In the latter, the share of people over 20 years 
old has risen to 87%. By increasing contracts in the services sector, women’s participation has 
increased to 50%. The rate for transition from contracts for training and apprenticeship to an 
open-ended (indefinite) work rate is a mere 2%.

The Spanish Qualifications Framework (SQF) is in the process of being agreed. However, the 
certificates awarded by the contracts for training and apprenticeship are not recognised by the 
Ministry of Education and thus would not be integrated into the SQF. 

As regards pay, where a contract exists, remuneration is established in a collective agreement 
and cannot in any case be lower than the inter-professional minimum wage (€648 in October 
2015) in line with the hours that have been worked (Article 9 of the Royal Decree). For those in dual 
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vocational training in the education system, since there is no employment contract remuneration 
is not compulsory, although discretionary scholarships may be paid.
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Trade union response to climate change

Chapter 3 – Glossary 

Green Investment: Green investments are traditional investment vehicles (such as stocks, 
exchange-traded funds and mutual funds) in which the underlying business (es) are somehow 
involved in operations aimed at improving the environment. This can range from companies that 
are developing alternative energy technology to companies that have the best environmental 
practices.

Chapter 3 – List of abbreviations 

CC.OO: The Workers’ Commissions [Spain] (Comisiones Obreras)

EU: European Union

INDC: Intended Nationally Determined Contributions

IG-BAU: German Trade Union of Construction, Agriculture and Environment Workers 
(Industriegewerkschaft-Bau-Agrar-Umwelt)

IPCC: Intergovernmental Panel on Climate Change

TUC: Trade Union Congress [UK]

Introduction

Nearly a year after COP21 and the adoption of the Paris Agreement, news concerning the 
climate is particularly alarming. Temperatures are breaking record after record, confirming that day 
by day the world is drawing dangerously closer to the threshold beyond which climate disruptions 
will no longer be manageable. Extreme meteorological phenomena – fires, droughts, torrential 
rain, extended heat waves – are also occurring at an alarming rate, exposing millions of people to 
material and psychological disarray. In the face of such a situation, a wait-and-see attitude simply 
will not do. It is more urgent than ever now to amplify and step up efforts to reduce greenhouse 
gas emissions and to generalise the implementation of policies commensurate with both current 
and future transformations.

Trade unions have been very active in the climate change debate. First and foremost, like many 
others, workers’ organisations have stressed that climate change is an issue which must be 
tackled urgently because there can be no jobs and no fair society on a dead planet. Secondly, trade 
unions demand a ‘just transition’ to ensure that the shift towards a low-carbon economy will not 
jeopardise workers’ rights or increase social inequalities.

In this context, chapter 3 includes three sub-chapters. In the first sub-chapter, general aspects 

Section 5, Chapter 3 
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of the concept of climate change will be explained, and information provided concerning the 
sub-components of this challenge. Following the conceptual explanations, the impact of climate 
change on employment and working conditions will be detailed. Trade union responses to this 
challenge will be presented in the third sub-chapter. 

3.1 A brief conceptual explanation of climate change

According to the United Nations Framework Convention on Climate Change (UNFCCC), climate 
change can be defined as follows:  

“Climate change means a change of climate which is attributed directly or indirectly to human 
activity that alters the composition of the global atmosphere and which is in addition to natural 
climate variability observed over comparable time periods.”

The Intergovernmental Panel on Climate Change (IPCC) has been entrusted with the task of 
reviewing scientific knowledge on climate change and its effects. The IPCC involves thousands of 
scientists coming from various disciplines and different countries. To date, it has published five 
assessment reports which provide some basic well-established links:

The concentration of greenhouse gases in the earth’s atmosphere is directly linked to the 
average global temperature on Earth; 

The concentration has been rising steadily, and mean global temperatures along with it, since 
the time of the Industrial Revolution; and

The most abundant greenhouse gas, carbon dioxide, is the product of burning fossil fuels.

The greenhouse effect is the key concept defining global warming. The world is getting 
warmer via reflected sunlight rather than direct sunlight. The reflected sunlight is retained by 
the atmosphere in different forms, such as water vapour, methane and carbon dioxide, etc. The 
retention of sunlight by these gases is called the greenhouse effect. An increase in the concentration 
of greenhouse gases also leads to a rise in temperature. Industrial activities, such as using fossil 
fuels, are the most significant causes of global warming. Teixeria’s (2011: 6-7) long and technical 
explanation of the greenhouse effect is notable:

“The greenhouse effect is a natural process by which some of the radiant heat from the 
Sun is captured in the lower atmosphere of the Earth, and then part of the Sun’s radiation 
is redirected back towards to the Earth. As a result, the temperature there is higher than 
it would be without this effect. The Sun powers the Earth’s climate. Roughly one-third of 
the solar energy that reaches the top of Earth’s atmosphere is reflected directly back to 
space. The remaining two-thirds are absorbed by the surface and, to a lesser extent, by 
the atmosphere. Without the natural greenhouse effect, the average temperature at the 
Earth’s surface would be below the freezing point of water. The Earth’s natural greenhouse 
effect therefore makes life as we know it possible. The gases that help capture heat are 
called “greenhouse gases”, and they include water vapour, carbon dioxide, methane, nitrous 
oxide, and a variety of manufactured chemicals. Human activities, primarily the burning of 
fossil fuels and clearing of forests, have greatly intensified the natural greenhouse effect, 
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causing global warming. Human activity is very likely to explain the rise in temperatures in 
the second part of the 20th century. The rate of warming averaged over the last 50 years 
(0.13° C ± 0.03° C per decade) is nearly twice that for the last 100 years. According to 
NASA, 2005 and 2010 were the warmest years since 1880. Of all the warmest years on 
record, nine have occurred in the last decade.” 

As emphasised in Alejo and Murillo’s definition, climate change causes irreversible destruction 
in the whole ecological system. At this point, we should ask ourselves about who or what 
causes this destruction which is affecting us all. According to the United Nations Environment 
Programme (UNEP) publication (Teixeira, 2011: 4), climate change can occur as the result of both 
natural and human causes. The causes mentioned are described as follows:

Natural causes: The Earth’s climate varies naturally as a result of interactions between 
the ocean, the atmosphere, snow and ice, land surface and living things, changes in the 
Earth’s orbit, fluctuations in energy received from the sun, and volcanic eruptions.

Human causes (also called anthropogenic): Today, human activity (combustion 
of fossil fuels, clearing forests, agricultural practices, industrial activities, etc.) emits 
greenhouse gases (GHG) such as carbon dioxide (CO2) and methane (CH4) which have a 
major influence on the global climate (Teixeria, 2011: 4).

The point to be emphasised is the human causes of climate change. Natural causes can be 
negligible. Human-related causes can be considered to be the fundamental cause of climate 
change. In the following sub-chapter, the consequences of human-related causes will be explained 
in detail, especially in terms of employment and working conditions.

3.2 The impacts of human-related climate change on employment and work

According to the IPCC, it is now well established that climate change has already impacted on 
the environment: 

•	 Snow cover: Since 1978, annual average Arctic sea ice has shrunk, with larger and larger 
decreases in summer being observed each decade. On average, mountain glaciers and snow 
cover have declined in both hemispheres.

•	 Rain and drought: Since the Industrial Revolution, there have been significant changes 
in precipitation patterns globally – it now rains much more in eastern parts of North and 
South America, northern Europe and northern and central Asia, but less in the Sahel, 
Mediterranean, southern Africa and parts of southern Asia. Globally, the area affected by 
drought is likely to have increased since the 1970s.

•	 A hotter world: Over the past 50 years, cold days, cold nights and frosts have become less 
frequent over most land areas, and hot days and hot nights, more frequent.

•	 Extreme weather: An increase in intense tropical cyclone activity in the North Atlantic has 
been observed since about 1970. Warm air is fuel for cyclones and hurricanes.
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•	 The seasons: Spring events occur earlier and plants and animals are moving upwards and 
polewards because of recent warming trends.

•	 Nature: Scientists have observed climate-induced changes in at least 420 physical 
processes and biological species or communities.

These changes will, of course, impact humanity in many ways in the foreseeable future:

•	 Agricultural yields are expected to drop in most tropical and sub-tropical regions (and in 
temperate regions, too) if the rise in temperature is more than a few degrees. For example, 
they will be affected by changing river flows (from ice-pack behaviour) and rainfall patterns, 
the changing behaviour of pests, of friendly species required for pollination and pest control, 
and changes in the effectiveness of herbicides.

•	 Diseases, especially those carried by vectors like mosquitoes, could spread to new areas in 
the world. Imagine what might happen when a disease is introduced to a population with 
no previous contact and therefore little or no immunity to it. Many mosquito species, such 
as those which carry malaria and dengue fever, survive and breed more efficiently in hotter 
temperatures. Then there is the greater risk of heatstroke and food-related illnesses.

•	 Millions of people are expected to be exposed to increasing water stress as ice packs that 
feed melt water into rivers that keep millions of people alive shrink progressively over 
the decades, or pump extra water into the rivers in the summer, causing damaging and 
unprecedented flooding.

•	 More intense weather-related disasters combine with rising sea levels and other climate-
related stresses to make the lives of those living on coastlines – particularly the world’s 
poor – a misery. Computer models predicting more extreme weather events have be on 
target over the last decade.

•	 The extinction of some species are forecast as the result of current warming trends. Large 
numbers of plant and animal species, already weakened by pollution and the loss of habitat, 
will probably not survive the next 100 years.

Alejo and Murillo (2014: 4) stress that workers will be among those most affected by climate 
change. Scott (2014: 6) also emphasises that the impacts of climate change on employment are 
many and varied, direct and indirect. Scott evaluates the negative impacts of climate change on 
different areas as follows:

“Threats to ecosystems such as forest and oceans will affect economic sectors like 
agriculture, fishers, mining, energy production, pulp and paper, and tourism. These threats 
come both from climate change itself and from how water, land and energy are managed 
as the changes.”

Teixeria (2011: 13) analyses the potential sectors likely to be affected by climate change and 
asserts that all sectors from agriculture to industry are at risk. He quotes  statements from the 
IPCC’s Fourth Assessment Report. The IPCC is the leading international body for the assessment of 
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climate change. It was established by UNEP and the World Meteorological organisation (WMO) in 
1988 to provide the world with a clear scientific view of the current state of knowledge on climate 
change and its potential environmental and socio-economic impacts. According to this report, all 
economic sectors would be affected by climate change, and the impact on certain sectors would 
last for a while. The most vulnerable industries and settlements are listed below:

•	 Industries and settlements in coastal plains: The coastal population could grow from 
1.2 billion people (in 1990) to between 1.8 billion and 5.2 billion people by the 2080s. 
Industrialising economies generate a great part of their wealth in capital cities, most of 
them based near the coast. The capacity of these workplaces to recover from extreme 
weather events is extremely weak, lacking even insurances to re-buy equipment or improve 
damaged infrastructure, such as, for example, harbours or core telecommunications.

•	 Industries and settlements prone to extreme weather events (especially those where 
rapid urbanisation is occurring): Impoverished regions in developing countries, for example, 
are expected to suffer in the early stages of climate change. Economic activity in slums, 
most of which is normal, will hardly be hit by extreme weather events.

•	 Economies closely linked with climate-sensitive resources (i.e. agriculture, fisheries, 
tourism) are also at risk:

Agriculture, for example, will suffer from changes in the availability of fresh-
water resources. Run-off is likely to increase in wet tropical areas and decrease 
further in dry regions, many of which are already suffering from water stress. Crop 
productivity at lower latitudes is projected to fall even with small local temperature 
increases (1°-2°C) and will also be negatively affected by a greater frequency of 
droughts and floods.

Fisheries and aquaculture are projected to be adversely affected, as regional 
changes in the distribution and production of particular fish species are expected 
due to droughts and floods. 

Climate change will impact tourism in many ways. Tourism not only contributes 
to climate change but is affected by it, too. Rising sea levels and temperatures 
will threaten coastal and island destinations and marine sites. Natural disasters 
will harm infrastructure, and natural and cultural heritage in host communities. 
Diminishing snowfalls will have an impact on mountain and winter sport tourism 
(Teixeria. 2011: 13).

Scott (2014:7, 8, 9) states that the impacts of climate change on employment can be 
addressed from two aspects. The first refers to the consequences affecting rural areas, while 
the second concerns the consequences affecting urban areas. In rural areas, people who live in 
underdeveloped countries in poor conditions are classified among the most vulnerable groups who 
would be affected by climate change. Scott (2014: 10) lists the sectors in terms of employment 
opportunities, too: timber and pulp, mining, agriculture and energy (Scott, 2014: 10). 

According to Scott’s analysis, the most vulnerable groups in urban areas are the poor and new 
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migrants. Tourism, construction, municipal services and energy are the sectors in urban areas that 
will be most affected by climate change. He asserts that the impacts of climate change occurring in 
both rural and urban areas are interconnected. If the consequences are understood using a macro 
approach, Scott (2014: 11) explains three separate scenarios which reveal that the consequences 
are interrelated in both rural and urban areas.

Figure 1 The effects of climate change on employment and precautions to be taken

Why will an impact on one sector affect other sectors?
What new jobs will 
be needed to tackle 
and adapt to climate 

change?
Scenario one Scenario two Scenario three

In rural areas

Lower crop yields Extreme weather events 
disrupt infrastructure

Flooding disrupts 
component 
manufacturers in Asia

Adaptation Service 
Employment

Jobs that focus on goods 
and services that help 
prepare for climate 
change impacts

Food-processing jobs 
at risk

Electricity supply less 
reliable

IT/vehicle assembly 
plants in Europe/North 
America stop work

Energy production 
Employment

Renewable and 
decentralised energy 
roll-out to create jobs

In urban areas

Higher food prices hit 
purchasing power

Transport links 
damaged SOLD OUT

Building services 
Employment

Building resilient 
infrastructure crucial to 
maintaining economic 
activity, and thus jobs

Discretionary 
consumption lower 
and employment 
falls

Economic activity 
reduced

Retailers run out of 
stock

Industry service 
Employment

Shifts agriculture to 
new regions Biofuels 
and REDD (Reducing 
Emissions from 
Deforestation and 
Forest Degradation) 
could create 
employment 

Source: Scott (2014: 11)
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International bodies and trade union organisations are currently discussing whether recovery 
from the negative impacts of climate change on employment is feasible through a transition 
to a ‘greener economy’. For example, a report (2013) published by the European Commission, 
outlines a strategy to define the conceptual framework of the green economy and to determine 
the necessary steps to be taken. The ‘EU Green Jobs Policy Matrix’ below, shows the EU’s approach 
to promoting green jobs. 

Figure 2: EU Green Jobs Policy Matrix

R&D and eco-
innovation ( !

Green 
investment 

Green jobs promotion 

 
Skills 

development  
Environmental 

awareness

Supporting Measures: 

Environmental standards and regulation; targets; sectoral measures; green public procurement; 
social dialogue; lifelong learning 

,,,,K2.)9%\,B")+2*,%+,"!G,TQRUV\,UUY(
Financial Tools: 

Environmental taxes, emissions pricing; Structural Funds; financial instruments (loans, equity 
and grant finance); fiscal tools (subsidy, tax relief) 

+

Source: Barton et al. (2013: 11)

Another aspect of the relationship between climate change and employment is the impact that 
climate policies will have on employment and the labour market. Climate change has been on the 
political agenda for almost 30 years. At the international level, the UNFCCC, the Kyoto Protocol and 
the Paris Agreement are the most important building blocks of the international policy framework 
to tackle climate change. Even though many things remain to be clarified and implemented, 
the direction is clear. Countries have committed to keep global warming well under 2°C and to 
continue efforts to try to keep it under 1.5°C compared to pre-industrial levels, which means that 
the world must become carbon neutral well before the end of this century. At the European level, a 
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wide set of policies have been adopted with the aim of cutting greenhouse gas emissions. The EU 
Emissions Trading System aims to reduce emissions from manufacturing industries and energy 
production. The Effort Sharing Regulation allocates emission-reduction targets from other sectors 
like transport, buildings, waste or agriculture. These two policy instruments are backed by a series 
of directives and regulations which should allow the EU to reduce its GHG emissions by 20% in 
2020 and by at least 40% in 2030, keeping in mind that the EU should reduce its emissions by 
80%-95% by 2050. Many policies have been put in place at national and sub-national levels in an 
effort to build national and local climate policy strategies.

In that context, trade unions have focused their attention more and more on the modalities and 
working arrangements of decarbonisation. Economies which depend on fossil fuels cannot become 
carbon neutral without making an impact on the labour market. The ETUC commissioned a study 
to make a mapping of the impact of climate policies on employment (ETUC, 2007). Significantly, 
the report considers the challenge for employment in the transition towards a lower CO2 European 
economy at horizon 2030, in four key economic sectors: energy production, transport, steel and 
cement industries, and construction/housing. The study considers a number of scenario for a 
reduction of 40% in CO2 emissions by 2030, along with potential effects on European employment 
and skills. Case studies from 11 European countries are also analysed.

Laurent and Pochet (2015: 17) comment on international organisations’ transition policies 
towards ‘environment-friendly’ production. The international bodies propose different solutions. 
Laurent and Pochet (2015: 17) draw attention to a recent European Commission report, as follows: 
“A model for green growth – leading to a low-carbon, climate-resilient and resource-efficient 
economy – is used to depict a structural economic change which is mainly driven by scarcity 
of resources, technological change and innovation, new markets, and changes in industrial and 
consumer demand patterns.” 

Trade union responses to climate change and their strategies to tackle this problem will be 
discussed in detail in the following sub-chapter. 

3.3 Trade union responses to climate change : ‘no jobs on a dead planet’ and ‘just 
transition’

Trade union organisations tackle climate change from the perspective of labour rights. When the 
related literature is reviewed, it can be observed that different policy proposals have been made by 
national and international organisations. Alejo and Murillo (2014: 5) point out that national trade 
union organisations from different European countries have organised a series of campaigns to 
mitigate the negative effects of climate change and to initiate a sound transition process to a 
greener economy. In fact, the national campaigns referred to below are simply different national 
applications of an international initiative – Unions4Climate – introduced by the International Trade 
Union Confederation (ITUC). The campaign was launched on 14 May 2014 in a leaflet bearing the 
motto “there are no jobs on a dead planet”. In this leaflet, climate change is depicted as a trade 
union issue (ITUC, 2014: 2). The campaign reveals that struggle against climate change requires 
a multi-layered approach with national and international steps, proving that climate change is a 
worldwide/global problem rather than a local or national one. 

For example, the UK Trade Union Congress (TUC) initiated a national campaign for a carbon-free 
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UK energy sector by 2030 (Alejo and Murillo, 2014: 5). Another campaign – the Campaign Against 
Climate Change (CACC) – was launched by the TUC and other social actors, to create 1 million 
jobs in “renewable energy, refitting buildings, public transport, industry and education” (Alejo and 
Murillo, 2014: 6). 

Another remarkable campaign against climate change has been organised by Comisiones 
Obreras (CC.OO) which is the largest trade union in Spain. Details of this campaign are explained 
by Alejo and Murillo (2014: 6) as follows:

“CC.OO has been a pioneering union on environmental issues. It founded an important 
institute of health and environment – ISTAS – which has become a reference in this field. 
ISTAS gives workers training on a wide regulation, climate change, sustainable mobility, 
renewable energies, waste management, chemical risk, air pollution, water resource 
management, chemical risk, air pollution, water resource management and sustainable 
energy.

“In 2014, CC.OO joined the Unions4Climate initiative to campaign for more ambitious 
targets for the new EU Energy and Climate Framework for 2030. It asked for European 
goals of at least a 30% share of renewable energy, at least 40% energy efficiency, and 
emission reductions of at least 40%. The CC.OO’s stand for higher emission reductions also 
reflects a commitment on job creation which is of crucial importance for Spain nowadays 
as unemployment is at 25%. Spain, along with Greece has the highest rate in Europe. 

“Additionally, CC.OO has committed to a sustainable mobility model for Spain. In 2009, 
transport was responsible for 25.7% of Spanish GHG emissions, marking an increase of 
71.4% since 1990.”

The third national campaign within the scope of Unios4Climate is The Climate Coalition from 
Belgium. According to Alejo and Murillo (2014: 6), “Belgian unions have strong social penetration 
and have been actively raising awareness on climate change and demanding firm action from 
the Belgian government and European institutions”. It is emphasised that Belgian unions aimed 
to both reduce emissions and encourage employment promoting the green economy (Alejo and 
Murillo: 7). 

“The Jobs4Climate campaign launched by the Belgian Climate Coalition – a broad 
network constituted by trade unions, environmental organisations, North-South, youth 
movements, and social and cultural associations – calls for investments in energy efficiency, 
retrofitting of buildings, renewable energy, smart grids and sustainable transport.”

The fourth national campaign related to Unions 4 Climate is that of IG-BAU (Industriegewerk-
schaft Bauen, Agrar und Umwelt – Trade Union for Construction, Agriculture and Environment) in 
Germany. IG BAU is one of the affiliated unions of DGB (Deutschergewekschaftsbund – German 
Trade Union Confederation). It is putting its efforts into increasing the shared renewable energies 
by 45% and targeting energy efficiency at 40% at least until 2030. Reducing GHG emissions by 
55% is another of its targets. In addition, the IG BAU also favours progressive climate policies and 
recognises the potential benefits of investing in ‘greening’ the construction sector, particularly in 
terms of job creation. Another of its initiatives concerns putting pressure on the federal and state 
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governments to set efficiency standards for retrofitting buildings, as the building sector’s heating 
and power consumption comprises 40% of Germany’s primary energy consumption. 

Beyond these important awareness-raising initiatives, trade unions have also been arguing in 
favour of a ‘just transition’. Usually, a just transition is defined as comprising five dimensions: 1. 
a policy  framework which maximises the creation of quality jobs while driving decarbonisation; 
2. The systematic involvement of workers’ organisations through social dialogue; 3. initiatives 
for green skills, including promoting the reskilling/upskilling of the workforce through lifelong 
learning; 4. strong social protection systems to ensure a safety net for those workers who could 
be negatively impacted by decarbonisation; and 5. respect for workers’ rights. 

For many years, the ETUC has been trying to translate this general approach into concrete 
demands and proposals (ETUC 2012). For instance, strengthening policy planning and workers’ 
participation in these issues, including at sub-national level, should help workers to anticipate 
the changes which will inevitably occur on the labour market because of decarbonisation (ETUC, 
2016). In the same way, the ETUC has proposed to set up a Just Transition Fund which would 
be funded by auctioning a significant share of emission allowances in the EU Emissions Trading 
System. Such a fund would finance concrete measures to support workers in regions and sectors 
where the benefits of the low-carbon economy will be more difficult to secure (ETUC, 2015).

3.4 Conclusions

The fifth IPCC report underlines that “human influence on the climate system is clear, and 
recent anthropogenic emissions of greenhouse gases are the highest in history. Recent climate 
changes have had widespread impacts on human and natural systems” (Pachauri et al., 2015: 2). 
Human activities are the fundamental cause of climate change. Human activities affect human 
themselves, their habitat, their job opportunities and their working conditions. If the destructive 
effects of climate change are not prevented, socio-economic inequalities will deepen. The transition 
to the low carbon economy looks like a practical solution to tackle socio-economic inequalities 
that already exist. On the other hand, the uneven and combined nature of free market economy 
can negatively affect this transition process in different countries. To prevent potential problems, 
a simultaneous strategy should be initiated both at national and international level to provide a 
balanced transition among all countries and a just transition for workers. 
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Fifth seminar of the project ‘Dialogue between Trade Union Organisations in Turkey and 
the European Union with a Focus on Young Workers’

Adana, Turkey

23-26 August 2016

Tuesday 23 August 2016 

09:30-10:15:  Opening speeches 

 Patrick Itschert (ETUC, Project Director) 

 Yücel Top (ETUC Turkish Project Coordinator)  

10:15-11:00 Introduction and ice-breaking activity 

11:00-11:30 Coffee break

11:30-13:00 Presentation from regional/local representatives of TÜRK-İŞ, HAK-İŞ, and  
 DİSK

13:00-14:30  Lunch break

14:30-16:00  First training session: ‘Project management for trade union activities’

 Presentation by trainer: Onur Bakır (DİSK)

 Questions and answers

 Workshop and group studies 

16:00-16:30 Coffee break  

16:30-18:00 First training session: ‘Project management for trade union activities’

 Workshop and group studies 

Wednesday 24 August 2016

09:30-11:00 Second training session: ‘Quality internships and apprenticeships for youth’ 

 Presentation by trainer: Şahin Serim (HAK-İŞ) 

 Questions and answers

 Workshop and group studies      

Agenda of fifth training seminar
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11:00-11:30  Coffee break 

11:30-13:00 Second training session: ‘Quality internships and apprenticeships for youth’

Workshop and group studies

13:00-14:30 Lunch break

14:30-17:30  Visit to a company 

 

Thursday 25 August 2016

09:30-11:00 Third training session: ‘Climate change: a trade union perspective’

 Presentation by trainer: Güven Savul (TÜRK-İŞ) 

 Questions and answers

 Workshop and group studies 

11:00-11:30  Coffee break

11:30-13:00 Third training session: ‘Climate change: a trade union perspective’

 Workshop and group studies (moderators: Güven Savul and Ignacio Doreste  
 (ETUC Youth Officer)

13:00-14:30 Lunch break

14:30-night:  Cultural visit and dinner out 
 

Friday 26 August 2016

09:30-11:00  ‘Youth committees in trade unions’

 Presentation by ETUC:  Ignacio Doreste (ETUC Youth Officer)

11:00-11:30 Coffee break

11:30-12:30 Assessment of the seminar, Information about study visit in Copenhagen and  
 closure of seminar

12:30-14:00  Lunch 
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Trainers’ notes for the training session of Section 5, Chapter 1

1. The main purpose of the training: 
The main purpose of the training is to inform young workers about project management for 

trade unions at theoretical and practical levels. 

2. The objectives of the training: 
The main objectives of the training are:

a. To inform young trade union members about the changing conditions and their impacts 
on the trade union movement and underline the importance of developing new strategies, 
especially those targeting young workers.  

b. To inform young trade union members about the main principles of project management 
and provide them with guidelines on how to prepare and conduct a project. 

c. To demonstrate how successful projects achieve great results. 

d. To promote them by developing a project targeting young workers. 

      3. The learning achievements: 
a. After the training, the participants will be able to understand all the basic steps of project 

building.

b. After the training, the participants will be able to design a project for their trade union 
activities.

c. After the training, the participants will be able to work in a team in charge of project 
development and implementation.

      4. Target group of the training: 
This training is designed for young workers of 18-35 years old from Turkey and Europe. The 

group comprises 24 young trade union members from Turkey, 8 from each confederation (10 
females, 14 males) and 11 young trade union members from Europe (7 from Spain, 4 from Poland, 
1 from Germany; 4 female and 7 male). 

* Note for future training: According to the composition of the next groups of trainees, 
the trainers involved should consider the characteristics of the original target group in order to 
eventually adapt the module to the characteristics of the new group of trainees.

5.   Detailed timetable: 
The training comprises two 90-minute sessions with a half-hour coffee break in between. 

5-1) First session (90 minutes) 
Trainer initiates the first session by welcoming participants and explaining the sessions.  

Ice-breaking activity: 20 minutes 

Trainers’ notes for the training session of 
Section 5, Chapter 1
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Trainer asks participants to do the following task: “Please write down five items in the space 
below:

“Young workers will be more interested in trade unions and will organise themselves more 
easily if trade unions do the following:

1) 

2) 

3) 

4) 

5) 
Participants are given five to seven minutes to complete the list; then volunteers are asked to 

take the microphone and share their list in the following 15 minutes. 

Presentation (part 1): 15 minutes 
Trainer presents the first two slides in 15 minutes. 

Experience sharing: 15 minutes
The participants are asked whether they have participated in a union project, campaign or 

specific activity and volunteers are asked to share their experiences. 

Presentation (part 2): 30 minutes
Trainer presents the rest of the presentation. 

Comments and Q&A (10 minutes) 
Participants are encouraged to ask questions or make comments. If there are no questions, 

participants are asked if they would like to share a success story, such as ‘Operation Ubernahme’. 

5-2) Second session (90 minutes)

Workshop: Design and carry out a project

Aims: 
The main aim of this workshop is to encourage young workers to design a project targeting 

other young workers and to conduct it in an imaginary way. 

Tasks:
All participants will be divided into groups to ensure balance in terms of gender, confederation 

and nation.
All groups are expected to design a trade union project targeting young workers, as follows:
(Trainer provides detailed information and some examples on how to fill in the sheet provided 

below.) 
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1) Determining the topic 
and aims of the project  

Topic (project title): 
Basic aims of the project:
1)
2)
3) 

2) Preparation and 
composition of executive 
team for the project 

Please write down how you would select your project team (youth 
committee members, union experts, union managers, consultants, 
etc.) 

3) Pre-research and 
consultation process 

What kind of a research would you do? What sources would you use? 
Who would you consult to develop the project?

4) Determining the 
timing, target group and 
implementation area   

Project duration:
From ………………. to ………………..
Target group: 

Implementation area:

5) Preparation of project 
activity calendar 

Activity calendar: (please write down the list and dates of the activities)

6) Preparation of the 
budget and provision of 
financial resources 

Expected budget:

Finance for the project: (how and from where would you finance your 
project?)

7) Preparation of 
materials to be used in 
the project 

Please write down all the materials you would use in the project 
(written, visual, internet, etc.) 
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8) Identification of 
(potential) participants

Who would be (potential) project participants?

9) Carrying out project 
activities 

10) Assessing the 
activities in progress and 
making the necessary 
revisions  

Please write down what kind of challenges you might face during 
implementation and the revisions you would make to deal with them:
Challenges:

Revisions: 

11) Ensuring visibility of 
the project 

What would you do to make your project visible? (press relations, 
social media, internet, etc.) 

12) A strong and 
impressive closing 
activity 

Please suggest a closing activity for your project, including how you 
would conduct it.

13) Certification of 
participants (if possible)

What kind of a certification method would you use? 
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14) Assessment and 
publication of the project 
outputs 

Please imagine that you have finished your project and list what kind 
of outputs you expect to have.

15) Recommendations 
for future projects  

Please write down any recommendations for future projects.

Report back:

> At the end of the group discussion a female and male spokesperson from each group will 
report on their project. 

> Following each report, other participants will be asked to comment on the drafts and to 
express any ideas they may have on how to develop them further.  

> Finally, the trainer will make a general evaluation. 

Duration: About 90 minutes

> 5 minutes for trainer to explain workshop

> 45 minutes for group studies 

> 30 minutes for reporting and comments 

> 10 minutes for evaluation

Resources: 

> Presentation slides to be provided by the trainer

> Group discussions

> Activity sheet 
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* Note for future trainers: The following activity sheet has been designed as a 
document to be given to participants in order to conduct the workshop in this specific 
session. it can be used in similar training but should eventually be changed by future 
trainers in charge of delivering the training session.

Sample activity sheet (1)

Project management for trade union activities

Aims:
to design a project targeting young workers and conduct it in an imaginary way.

Tasks:
In your group:
• You will be given a sheet including 15 basic steps for a project.
• Design a project step-by-step for young workers. 
• Fill in the blank spaces in the sheet. 
• Some parts are about carrying out a project. Imagine that you have completed your 

project and outline the steps about conducting and assessing a project. 
• Appoint two spokespersons (one male, one female) who will report in plenary. 

Duration:
• Group work 45’
• Report back in plenary 5’ (for each group) 

Report back:
The spokespersons will share in plenary the results of the group activity.

Resources: 
* Presentation slides provided by the trainer
* Personal experiences 
* Activity sheet 
* Project development sheet
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1. The main purpose of the training: 

The main purpose of this training is to inform the participants about high-quality internships 
and apprenticeships for young people, and on best practices, especially in the EU, for facilitating 
transition from school to work life and for improving apprenticeship training. 

2. The objectives of the training: 

The main objectives of the training are:

a) To inform young trade union members about the European Commission paper and the five 
recommendations for promoting apprenticeship around Europe.

b) To inform young trade union members about new developments in apprenticeship at the 
level of the EU, EU countries and the European Alliance for Apprenticeship.

c) To inform young trade union members about the European Quality Framework for 
Apprenticeship and the ETUC 20 quality standards on apprenticeship.

d) To inform young trade union members about the Youth Guarantee Programme.

e) To inform young trade union members about best practices in some EU countries in terms 
of arrangements for apprenticeships, and new strategies to develop apprenticeship training 
systems.

f) To inform young trade union members about best apprenticeship partnerships in some EU 
countries.

g) To inform young trade union members about the Global Apprenticeship Network (GAN)’s 
policies and the apprenticeship system in Turkey.

3. The learning achievements: 

a. After the training, the participants will be able to understand apprenticeship and internship 
policies in Europe. 

b. After the training, the participants will be able to understand how the Youth Guarantee 
Programme works.

c. After the training, the participants will be able compare best practices in terms of 
apprenticeship and internship in Europe.

d. After the training, the participants will be able to develop strategies and proposals on 
advancing youth guarantee and apprenticeship policies. 

Trainers’ notes for the training session of 
Section 5, Chapter 2
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 4. Target group of the training: 

This training is designed for young workers of 18-35 years old from Turkey and Europe. The 
group comprises 24 young trade union members from Turkey, 8 from each confederation (10 
females, 14 males) and 11 young trade union members from Europe (7 from Spain, 4 from Poland, 
1 from Germany; 4 female and 7 male). 

* Note for future trainings: According to the composition of the next groups of trainees, 
the trainers involved should consider the characteristics of the original target group in order to 
eventually adapt the module to the characteristics of the new group of trainees.

5. Detailed timetable: 

The three-hour training comprises a 90-minute presentation and discussion and a 90-minute 
workshop session with a half-hour coffee break in between. 

5-1) First session (90 minutes) 

Since the training topics are based mainly on directives, legal measures and papers, the 
presentation language should be selected carefully, and plain and simple sentences should be 
used.

The trainer initiates the first session by welcoming participants. Before starting the presentation, 
an interactive session is used as a warm-up, and the participants are asked questions such as 
‘What do you think the terms internship and apprenticeship mean?’; ‘Have you ever been an 
apprentice?’; ‘Could you tell us about your memories of being an apprentice?’. 

The participants should be eager to comment on different examples and to ask questions. 

5-2) Second session (90 minutes) 

Workshop: Developing policies and recommendations to encourage young people 
towards internship and apprenticeship

Aims:

In this group, work which also focuses on the benefits of apprenticeship and internship policies 
and practices is expected to touch upon issues such as assessment of measures adopted in 
the European countries; discussion of main decisions adopted at EU summits; transferring best 
practices; defining the roles that could be assumed by the trade unions in both areas; analysing 
the apprenticeship system in Turkey; and expressing the role of Turkey in the Global Apprenticeship 
Network (GAN). 
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Tasks:

	All participants are divided into five groups.

	Group 1 will prepare a report on strategic measures adopted in different countries on 
apprenticeship and internship. 

	Group 2 will prepare a report on the main decisions adopted at EU summits about 
apprenticeship and internship. 

	Group 3 will prepare a report on the best practices regarding apprenticeship and 
internship.

	Group 4 will prepare a report on the role of the trade unions in identifying apprenticeship 
and internship policies at the national level. 

	Group 5 will prepare a report on the Global Apprenticeship Network (GAN)’s policies and 
the apprenticeship system in Turkey. 

Report back:

A person who did the reporting and/or who would like to present in each group will present 
their ideas.

Duration: 90 minutes

	45 min. for group work 

	8 min. for each presentation by group reporters 

	5 min. for the overall assessment by the trainer

Resources:

* Presentations by the trainers

* Personal experiences

* Activity sheet.
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* Note for future trainers: The following activity sheet has been designed as a 
document to be given to the participants in order to conduct the workshop in this 
specific session. it can be used in similar training but should eventually be changed 
by future trainers in charge of delivering the training session.

Sample activity sheet (1)

Developing policies and recommendations to encourage young people towards 
internship and apprenticeship

Aims:
to touch upon issues such as assessment of measures adopted in the European countries;
to discuss the main decisions adopted at EU summits; to transfer best practices and to 
define the roles that could be assumed by the trade unions in both areas; 
to analyse the apprenticeship system in Turkey, and discuss Turkey’s role in the Global 
Apprenticeship Network (GAN).

Tasks:
In your group, you will be working on one of the following themes: 
- Prepare a report on strategic measures adopted in different countries on 

apprenticeship and internship. 
- Prepare a report on the main decisions adopted at EU summits on apprenticeship 

and internship. 
- Prepare a report on the best practices regarding apprenticeship and internship.
- Prepare a report on the role of the trade unions in identifying apprenticeship and 

internship policies at the national level. 
- Prepare a report on the Global Apprenticeship Network (GAN)’s policies and the 

apprenticeship system in Turkey. 
 •   Appoint a spokesperson who will report in plenary.

Duration:
• Group work 45’
• Report back in plenary 10’ (for each group) 

Report back:
The spokespersons will share in plenary the results of the group activity.

Resources: 
* Presentation slides provided by the trainer
* Personal experiences 
* Activity sheet.
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1. The purpose of the training: 

This activity aims to help participants understand the limits of international policy proposals 
targeting a greener economy and possible steps to be taken by trade union organisations.

2. The objective of the training:

a) To raise awareness of the basic concepts of the literature on climate change.

b) To help to distinguish between the concepts regarding climate change.

c) To discuss the possibilities of transition to a just and reasonable greener economy.

3. The learning achievements:

a) After the training, the participants will be able to interpret the general framework of the 
concepts regarding climate change. 

b) After the training, the participants will be able to understand the general aspects of the 
attitude of the EU and Turkey towards the issue of climate change, especially in line with 
the Paris Agreement.

c) After the training, the participants will be able to suggest proposals regarding climate 
policies that are regulated at the national and international levels and will be able to 
facilitate transition to a greener economy.

4. Target group of the training:

This training is designed for young workers of 18-35 years old from Turkey and Europe. The 
group comprises 24 young trade union members from Turkey, 8 from each confederation (10 
females, 14 males) and 11 young trade union members from Europe (7 from Spain, 4 from Poland, 
1 from Germany; 4 female and 7 male). 

* Note for future trainings: According to the composition of the next groups of trainees, 
the trainers involved should consider the characteristics of the original target group in order to 
eventually adapt the module to the characteristics of the new group of trainees.

5.  Detailed timetable: 

The training comprises one session without a break. 

5-1) First session (90 minutes) 

Presentation: 30 minutes

	The trainer makes the presentation in 20 minutes.

	Questions and comments are taken and answered in the following 10 minutes.

Trainers’ notes for the training session in 
Section 5, Chapter 3 
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Workshop: Transition to a greener economy: is an international initiative possible; 
what are the roles of trade union organisations to this end?

Aims:

The related literature on climate change and transition to the green economy reveals that 
climate change is a global challenge and the policy proposals should be designed accordingly. 
Although different policies are being launched at the national level, key steps should be taken at 
the international level, too. In particular, regulations regarding sectoral activities leading to climate 
change should be taken into account with a broader perspective. The unbalanced nature of a 
free market economy does not give equal opportunities to different countries on the transition 
path towards a greener economy. These inequalities can be mitigated through sound trade union 
policies concerning the impact of climate change on labour market and employment practices. This 
activity aims to help participants understand the limits of international policy proposals targeting 
a greener economy and possible steps trade union organisations can take. 

Tasks:

	The participants will form discussion groups taking into account the balance between 
female/male and European/Turkish participants. 

	The participants will discuss labour market and employment problems caused by climate 
change. 

	Following this, the possibility of a sound and unified international policy against climate 
change will be discussed by the participants in each group. 

	During discussions, the participants will develop the issue in terms of their countries’ 
individual cases. 

	The participants from different counties will give examples of initiatives targeting climate 
change.  

	The responsibilities of trade unions to tackle climate change will be considered as a further 
discussion topic. 

Report back:

	At the end of the group work, a spokesperson from each group will give a 10-minute 
assessment of the discussions in his/her group, and their results. 

Duration:

	7 minutes – Outlining the discussion
	25 minutes – Group discussions
	7 minutes – Assessments presented by the group spokespersons
	20 minutes – Individual assessments to close 
	5 Minutes - Trainer assessments
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Resources:

* Assessments in the Chapter 5 of the training booklet 

* Personal experiences

* Presentation sheet

* Action document.
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Note for future trainers: The following activity sheet has been designed as a 
document to be given to the participants in order to conduct the workshop in this 
specific session. it can be used in similar training but should eventually be changed 
by future trainers in charge of delivering the training session.

Sample activity sheet

Transition to a greener economy: is an international initiative possible; what are the 
roles of trade union organisations to this end?

Aims:
- To understand the general framework of the concept of climate change.
- To understand the attitudes of different countries regarding the issue of climate change.
- To develop a viewpoint on the issue of climate change in favour of the labour movement 
and labour rights.

Tasks:
In your group:
• Explain recent challenges related to the issue of climate change.
• Participate in the group debate, giving examples of good practices which aim to 

prevent climate change processes caused by humans.
• Discuss labour market and employment problems caused by climate change.
• Identify and list ideas and tips for a ‘glocal’ strategy connecting the local and 

international dimensions from the local to the global.
• Prepare a report for plenary.

Duration:
• Group work 25’
• Report back in plenary 10’ (for each group)

Report back:
At the end of the group work, a spokesperson from each group will present a 10-minute 
assessment of the discussions in his/her group, and their results. 

Resources: 
* Personal experiences
* Presentation sheet
* Action document
* Flipchart and markers for report-back preparation.
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