Hergtiner'Bilgen Ozeke

COVID-19’UN iS HUKUKU KURALLARI VE
UYGULAMALARINA ETKISI

COVID-19, bilinen adiyla Koronaviris'in 11 Mart 2020
tarihinde pandemi ilan edilmesi ve ulkemizde gorilen vakalarin
da artis gOstermesiyle birlikte, Devlet tarafindan alinan
onlemler uyarinca, birgok isveren de isyerleri bakimindan
cesitli ve benzer uygulamalara ge¢cme hususunda bireysel
degerlendirmeler yapmak durumunda kalmaktadir. Mevzuatin
bu tip ifay! zorlayan veya bazi durumlarda imkansiz kilan “force
majeure” olaylari karsisinda belirleyici bir diizenleme
icermemesi ve s6z konusu durumun oldukga yeni olmasi
karsisinda, isverenler de ne tur aksiyonlar alabilecekleri
konusunda teredditte kalmaktadir. Bu kapsamda, temel is
hukuku kurallarinin COVID-19 kapsaminda alinan onlemler
karsisinda ne sekilde uygulanabilecegine dair en sik
karsilasilan sorular ile ilgili degerlendirmelerimizi dikkatlere
getirmek istedik:

1. Tirk Iis Hukuku’'nda evden/uzaktan galigma yapilmasi
miimkin madir?

4857 sayil Is Kanunu'nda uzaktan galisma, isginin, isveren
tarafindan olusturulan is organizasyonu kapsaminda is gérme
edimini evinde ya da teknolojik iletisim araglari ile isyeri disinda
yerine getirmesi esasina dayali ve yazili olarak kurulan is
iliskisidir. Is Kanunu’nun, evden/uzaktan galismanin en basta
yazili olarak kararlastiriimasi sartini aramasi kargisinda, bu tar
bir ¢alismaya dizenine gecilmesi durumunda da, itiraz
edilmemis olmasi is¢i tarafindan yazili olarak kabul edilmesi
sonucunu ortaya cikarmaktadir. Peki, mevcut durumda ne
olacaktir, virisiin yayllmasina karsi alinan tedbirlerde dahi
isginin yazil onayina mi gidilecektir? Bu kapsamda, igverenler,
Yoénetim Hakki prensibi gercevesinde igyerlerinde ydratulen
faaliyetler bakimindan ayri ayri degerlendirmeler yaparak,
kendi takdirleri dogrultusunda evden/uzaktan c¢alisma
yapilmasini  saglayabileceklerdir. ~ Virisin  yayilmasinin
onlenmesi ve caligsanlarin sagliginin  korunmasi, igveren
yonlyle mesru bir sebep olusturmasi  karsisinda
evden/uzaktan calisma galisanin onayi aranmaksizin, tek
tarafli olarak igveren inisyatifiyle uygulamaya konabilecektir. is
Kanunu'ndaki  dizenlemeler karsisinda, evden/uzaktan
calisma suresinin uzayacadi veya bazi calisanlar yonuyle
gecici olmaktan ¢ikip uzun suireli veya kalici hale gelecegi
ongoriliyorsa artik evden/uzaktan c¢alismanin sartlarinin
kanunda belirtilen sartlari  tasiyan bir soézlesme ile
dizenlenmesi tercih edilmelidir.

2. Evden/uzaktan c¢alisma s6z konusu oldugunda,
calisanlar tam aylik iicretlerine hak kazanir mi?

isverenin, calisanlarin uzaktan galismalarina izin vermesi ve bu
calisanlanin  fiziki olarak isyerinde bulunuyorlarmis gibi
calismalarini bekledigi takdirde, calisanlar aylik tam Ucretlerine
hak kazanacaklardir.

THE EFFECTS OF COVID-19 ON THE LABOR LAW
PRINCIPLES AND PRACTICES

In light of the fact that COVID-19, also known as the
coronavirus, was declared a pandemic by the World Health
Organization on 11 March 2020, and as the number of cases
continues to increase in Turkey, many employers are forced to
make individual evaluations in relation to labor law related
issues. As the applicable legislation lacks a “force majeure”
provision for events that prevent the performance of obligations
and/or render it impossible, and since the issue is rather new,
many employers are hesitant when deciding what actions to
take to help alleviate the effects of the COVID-10 pandemic. In
this context, we would like to bring to your attention our
evaluations in relation to the most frequently asked questions
on how the basic labor law principles can be implemented with
regard to the measures taken during the COVID-19 pandemic:

1. Is remote working / home office allowed under the
Turkish Labor Law?

Remote working/home office is a working concept regulated
under the Turkish Labor Code numbered 4857 based on the
performance of duties from home or from outside of the office
through technological communication tools within the
organization of the employer, which can be decided in written
form. Although the Labor Code requires a written agreement for
remote working/home office, in the event that the employer
chooses to implement remote working/home office, lack of an
objection from the company’s employees will also indicate a
written agreement. That said, in the current situation, is consent
needed to enforce remote working/home office practices as a
measure against the spread of the COVID-19 pandemic? In
this respect, employers, in line with their right to manage their
businesses, are entitled to make separate evaluations in
relation to the works carried out in their workplace and may
allow remote working/home office at their own discretion. As
measures taken against the spread of the COVID-19 pandemic
and the protection of employees’ health creates a legitimate
ground for employers, employers may unilaterally decide to
implement home office/remote working practices. In light of the
Labor Code, if it is foreseen that home office/remote working
practices will take place longer than expected and/or may
become permanent, home office/remote working and its
conditions should be put in writing through an agreement.

2. During remote working/home office, do employees
receive their full salaries?

In the event that the employer allows its employees to work
remotely and expects employees to work full time as they
would if they were physically present in the office, the
employees would be entitled to their full pay as usual.
Employers cannot unilaterally adopt and implement a decision
stating that employees should work part time while working
remotely. As this would amount to a substantial change in the
employees’ working conditions (employees working less and in



isveren, uzaktan/evden galisma imkani saglamasi halinde, tek
tarafli alacagi bir karar ile g¢alisanlarin kismi sureli galismasi
uygulamasina geg¢mesini temin edemeyecektir. Bu tur bir
degisiklik calisanlarin calisma kosullarinda esasli degisiklik
anlamina geleceginden, (daha az cgalisiimasi ve karsiliginda
daha az ucrete hak kazanilmasi) séz konusu uygulama ancak
calisanin yazili onay! Uzerine uygulanabilir hale gelecektir.

3. isveren cgalisanlarindan birikmis yillik iicretli izinlerini
kullanmalarini talep edebilir mi?

Mevzuat uyarinca, isveren yillik {cretli izinlerin kullanilacag:
doénemleri tek tarafli belirleme hakkini haiz ise de, tcretli yillik
izin galisanin kendi takdiri dogrultusunda isverene yapacagi
taleple kullanilacaktir. Bu nedenle, isverenler, calisanlarini
yillik Gcretli izinlerini kullanmaya zorlayamayacaklardir. Ancak,
COVID-19 salgininin zorlayici neden olarak degerlendirilmesi
kuvvetle muhtemel oldugundan, Isverenlerin isyerlerini
disaridan zorlayici bir neden olmasa da mevcut durum
karsisinda hukimetge alinan veya alinmasi tavsiye edilen
onlemler cercevesinde kendi inisyatifleriyle agmiyor ve/veya
isin dogasi geregi evden/uzaktan galisma sistemine gegcemiyor
olmalari halinde, isverenlerin galisanlarin yillik tcretli izinlerini
kullanmalarini tek tarafli olarak talep edebilecegdi kabul
edilecektir.

4. igveren galisanlarindan iicretsiz izin kullanmalarini talep
edebilir mi?

Calisan onay vermedikge, isveren calisanlarini Ucretsiz izin
kullanmaya zorlayamaz. Isveren calislarindan (icretsiz izin
kullanmalarini talep etmek istiyorsa, bu amacla calisanlara
yazili bir talepte bulunmalidir. Calisan, alti is gunlik slre
icerisinde, isverenin talebine acgik bir sekilde talebe riza
gOstermez veya sessiz kalirsa, calisanin isverenin talebini
reddettigi kabul edilir. Calisanin talebi reddetmesi halinde,
isveren calisana Ucretsiz izin kullandirma konusunda israrci
olursa, calisan is iligkisini hakli sebebe dayanarak
sonlandirabilir ve bu durumda kidem tazminati gibi yasal
o6demelere hak kazanir. Eger calisan talebi reddederse ve
isveren hala s6z konusu degisikligi uygulamak isterse, bu
durumda isveren gegerli sebebe dayanarak cgalisanin yasal
haklarini 6demek suretiyle is s6zlesmesini feshedebilir. Bu
halde, igverenin degisikligin gecerli nedenden kaynaklandigini
gosterebilecek konumda olmasi  gerekir. Isveren s
sozlesmesinin feshedilmesi bakimindan gecerli bir neden
gOsteremezse, olasi bir uyusmazlk durumunda mahkeme
blyuk bir ihtimalle galisanlar lehine karar verecektir. Olasi bir
uyusmazlik durumunda, COVID-19 salgini fesih igin gecerli
neden olarak degerlendirilebilecektir.

5. Devlet tarafindan uygulanan bir galisma yasagi s6z
konusu mudur?

Mevcut durumda, igisleri Bakanhigrnin 16 Mart 2020 tarihli
Genelgesi uyarinca tiyatrolar, sinemalar, gosteri merkezleri,
konser alanlari, digin vyerleri, restoranlar (yalnizca paket
servis yapmak Uzere ¢alismalarini devam ettirebileceklerdir),
muzik aktiviteleri yapilan kafeteryalar, kullpler, kafeler, internet
kafeler, oyun merkezleri, i¢ mekan c¢ocuk oyun alanlar
(alisveris merkezleri ve restoranlarda bulunanlar dahil olmak
Uizere) kullp evleri, lunaparklar, ylizme havuzlari, saunalar,
masaj salonlari, termal banyolar, spa merkezleri ve spor
merkezleri gegici bir sureyle kapatiimigtir.

6. Devlet tarafindan uygulanan bir sokaga ¢ikma yasagi
s6z konusu olmasi halinde, isverenlerin haklari ne
olacaktir?

Herhangi bir isyerindeki faaliyetlerin isverenin inisiyatif ile degil
de, Devlet tarafindan uygulanan bir karar sebebiyle
durduruldugu hallerde, mevzuat uyarinca isveren asagidaki
haklari haiz olacaktir:

- Is Kanunu uyarinca calisanlarin galismasini engelleyen
zorlayici sebeplerin varlidi halinde (isyeri faaliyetlerinin devlet
gorevlileri tarafindan dayatilan hukuki gereklilikler veya
karantina nedeniyle durmasi gibi), isveren bir haftaya kadar,

exchange being paid less), this can only be adopted and
implemented upon the written consent of the employee.

3. Are employers entitled to request employees to use their
accrued paid annual leave days?

Under the applicable legislation, employers are entitled to
determine the period during which their employees may use
their annual leave; however, employees use annual leave days
at their own discretion upon obtaining approval from the
employer. Therefore, employers are not entitled to force their
employees to use their accrued paid annual leave days. That
said, considering that the COVID-19 pandemic is likely to be
considered a compelling reason, if employers cannot open their
workplaces even if no State imposed lockdown has been
mandated and/or wish to allow remote working/home office due
to the nature of the work in light of the measures adopted by the
State or suggested to be adopted by State officials, then the
employer may request its employees to take their paid annual
leave days instead.

4. Are employers entitled to request their employees to
take unpaid leave?

Employers cannot force employees to take unpaid leave. As
this would constitute a substantial change in the employees’
working conditions, this is only allowed upon receipt of the
employees’ written consent. If the employer wishes to request
its employees to use their annual leave, then the employer may
make a written request to its employees to this end. The
employee then has six business days to respond to the
employer’s request, and if the employee does not explicitly
consent to the request or remains silent, the employee is
considered to have rejected the employer’s request. If the
employee rejects the request and the employer still insists on
changing the employee’s working conditions without consent,
the employee may terminate its employment relationships
based on just cause and receive its statutory rights, such as
severance pay. If the employee rejects the request and the
employer still wants to apply such change, the employer may
terminate the employment agreement based on valid reason by
paying their statutory rights. In such case, the employer needs
to be in a position to show that the change originates from a
valid reason. If the employer fails to show a valid reason for
terminating the employee, in case of a potential dispute, the
court would very likely rule in favor of the employees. In case of
a potential dispute, the COVID-19 pandemic may constitute a
valid reason for termination.

5. Is there a State imposed lockdown decision on
businesses?

In the current situation, as per the Circular issued by the
Ministry of Internal Affairs dated 16 March 2020, theaters,
cinemas, exhibition centers, concert areas, wedding venues,
restaurants (allowed to provide take out services/home
delivery) and cafeterias with musical activities, clubs, coffee
shops, internet cafes, game centers, indoor children
playgrounds (including those located in shopping malls and
restaurants), clubhouses, amusement parks, swimming areas,
saunas, massage parlors, thermal baths, spas, and sports
centers are closed for a temporary period.

6. What are the legal rights of employers in case of a State
imposed lock down?

If the operations in a workplace are suspended not on the
initiative of the employer but due to a legal requirement
imposed by state officials, then the employer would have
different rights under the applicable legislation, namely:

- In the event that there is a compelling reason preventing the
employee form working (such as the suspension of workplace
activities due to legal requirement imposed by state officials or
due to a quarantine), the employer may deduct the employees’
salaries for each day up to one week and pay half the salary
corresponding to this period.



her bir giin icin ¢alisanlarin Ucretlerinden kesinti yapabilir ve
ilgili stire boyunca yarim Ucret 6deyebilir.

- Zorlayici sebebin bir haftadan uzun sirmesi halinde, isveren
galisanlarin is s6zlesmelerini hakli sebeple feshetme yetkisine
sahip olacaktir. Béyle bir durumda, isveren ihbar suresi
tanimayacak ancak calisanlara kidem tazminati 6demekle
yukumlu olacaktir.

7. Igveren, galisanlarin is sdzlesmelerini feshedebilir mi?

isveren bu durumda dogrudan hakli sebeple is sdzlesmesini
feshetme hakkina sahip degildir. Bununla birlikte, zorlayici
sebeplerin ortaya ¢ikmasi (6rnegin bazi sektoérlerde mucbir
sebep ilan edilmis olmasi) halleri gibi zorlayici durumlarin
meydana gelmesi halinde, isveren bir haftaya kadar galisanin
glnlik Gceretinin yarisini 6deyebilir. Bu bir haftalik stirenin
dolmasi durumunda, zorlayici sebep hala devam ediyor ise
bundan sonra igveren, is s6zlesmesini hakli sebeple feshetme
hakkina sahiptir. Bu durumda, igveren kidem tazminati ve
kullanilmamis yillik izin gunleri uUcretleri, 6denmemis Ucret,
bonus, prim gibi diger birikmis iscilik alacaklarini da 6demekle
yukimladir. Devlet karari ile kapatilan isyerleri bakimindan,
isverenlerin fesih hakkini haiz oldugu agiktir. Ancak, Devlet
karari olmaksizin, isverenin kendi inisyatifiyle kapatiimis olan
ve isin dogasi geredi evden/uzaktan c¢alismanin mimkin
olmadigdi isyerleri bakimindan da COVID-19 salgini bir force
majeure hali olarak degerlendirilebilecek ve bu vesile ile
isverene fesih hakki saglayabilecektir. Bununla birlikte, feshin
son c¢are olmasi ilkesi geregince, igverenler, feshe
basvurmadan o©nce calisanlara (cretsiz izin kullandirmayi
degerlendirebileceklerdir.

8. Calisma siirelerinin kisaltilmasi miimkiin midir?

Genel ekonomik sebepler, sektérel ve bodlgesel krizler veya
mucbir sebep halleri nedeniyle mevzuat uyarinca calisma
saatlerinin kisaltiimasina izin verilmektedir. Mevzuat mucbir
sebep hallerini deprem, yangin, sel, heyelan, salgin hastalk
veya savas gibi dis etkenlerden kaynaklanan, 6ngoérilemez,
engellenemez ve asilamaz olaylardan kaynaklanan ve galisma
saatlerinin gegici olarak kisaltiimasi veya faaliyetlerin tamamen
durmasi ile sonuglanan durumlar olarak tanimlamaktadir.
Mevzuat, “salgin hastaliklar’” da micbir sebep durumu olarak
degerlendirmektedir; bu sebeple, COVID-19 salgini, is
faaliyetlerinin kismen veya gecici kesilmesi ile sonuglanir veya
calisanlarin ¢calisma saatlerinde kisalmaya sebep olur ise, bu
durumda miicbir sebep olarak nitelendirilebilecektir. Her
hallikarda, COVID-19 salginina karsi alinan tedbirlerin bir
pargasi olarak; hikimet COVID-19 salgini kapsaminda,
isverenlerin kisa ¢alisma uygulamasina bagvurabilecegini
acikladigindan, COVID-19’un micbir sebep olarak kabul
edildigini sOylemek muimkiin olacaktir. Hazine ve Maliye
Bakani tarafindan yapilan resmi agiklama ile, perakende ticaret
yapan isyerleri ve aligveris merkezleri, demir gelik ve metal
sanayii, otomotiv sektord, lojistik-ulagim sektorleri, sinema ve
tiyatro faaliyetleri, konaklama sektori, yiyecek ve icecek
sektorleri, tekstil ve konfeksiyon faaliyetleri, etkinlik ve
organizasyon sektorli, saglik hizmetleri, mobilya imalati,
madencilik ve tas ocakgiligi, insaat sektorl, endustriyel mutfak
ekipmanlari, arag kiralama hizmetleri, basii yayin ve
matbaacilik sektorleri ile gelir vergisi mikelleflerinin tamami
bakimindan, vergi sireglerinde, COVID-19’un mucbir sebep
sayllmasi yoniinde bir teblig hazirligr oldugu ifade edilmigtir.

9. Kisa galigma nasil uygulanir?

Kisa calisma uygulamasina gegmek igin, igsveren asagidaki
segeneklerden birisini uygulama talebiyle Tirkiye Is Kurumu’na
basvuruda bulunacaktir. Bu talepler su sekildedir:

* Haftalik calisma saatlerini en az 1/3 oraninda azaltmak, veya
» Kismi veya tam olarak faaliyetlerin en az 4 hafta boyunca
durdurulmasi

Tirkiye is Kurumu’na bagvurulduktan sonra, Tiirkiye Is Kurumu
basvuruyu kagit Uzerinde degerlendirir (COVID-19'a karsi
alinan tedbirlerin bir pargasi olarak isyerini ziyaret etmek

- If the compelling reason lasts more than one week, the
employer would become entitled to terminate the employment
agreements on just grounds. In such case, the employer would
not be obliged to give notice but would be under the obligation
to pay severance to the employees.

7. Are employers allowed to terminate the employment
agreements of the employees?

Employers are not entitled to directly terminate employees in
this case based on just cause. However, in case of a
compelling reason (for example, this being officially considered
a force majeure event for certain industries), the employer is
entitled to pay half of an employee’s daily wages for up to one
week. Upon expiry of such one-week period, if the compelling
reason still remain in place, the employer then becomes
entitled to terminate the employment agreement based on just
cause. In such event, the employer would be obliged to pay
severance and any other accrued unused annual leave days,
unpaid salary, any bonus, premium, etc. For workplaces
affected by a State imposed lockdown, the employer’s
entitlement to termination is clear. For other workplaces that
are closed based on the initiative of the employer, and where
remote working/home office is not possible due to the nature of
the work, the COVID-19 pandemic may be considered a force
majeure event resulting in a potential termination decision on
the part of the employer. That said, in line with the principle that
termination should be the last resort, employers may consider
resorting to unpaid leave instead of directly resorting to
termination.

8. Is it possible to reduce working hours during this
period?

Reducing the working hours is allowed under the applicable
legislation due to a general economic, sectoral, or regional
crisis or a force majeure event. The applicable legislation
defines a force majeure event as circumstances that result in a
temporary reduction in working hours or partial or complete
cease of operations that are driven by an external,
unforeseeable, unavoidable, and unsurmountable event such
as an earthquake, fire, flood, landslide, epidemic, or war and
considers “epidemics” as a type of force majeure event;
therefore, the coronavirus outbreak may qualify as a force
majeure event if it results in the partial or temporary cease of
business operations or causes a reduction in the employees’
working hours. In any event, as part of the measures taken
against the COVID-19 pandemic, the government has
announced that employers are entitled to apply for reductions
in working hours; therefore, it is safe to say that the COVID-19
pandemic is considered a force majeure event. As per the
official announcement made by the Minister of Treasury and
Finance, a communiqué is being prepared to ensure that the
COVID-19 pandemic is considered as a force majeure event for
tax related processes in the following industries: “the retail
industry and shopping malls, the iron-steel and metal industry,
automotives, logistics-transportation, cinema and theater,
accommodation, beverage and food industries, textile and
ready-to-wear industry, event and organization industry, health
services, furniture manufacturers, mining and quarry industries,
construction industry, industrial kitchen equipment industry, car
rental services, publication and print house services and all
income tax payers.”

9. How will the reduction in working hours be applied?

In order to apply such a reduction to the employees’ working
hours, the employer should file a request with the labor
authority to implement one of the below options:

* To decrease its weekly working hours by at least 1/3, or
* To partially or fully cease its operations for a minimum of four
weeks.

After applying to the labor authority, the labor authority will
review the application (on paper and not via a site visit as would
usually be the case under the applicable legislation since, as
part of the measures taken against COVID-19, the government



suretiyle yapilan inceleme kagit lGzerinde inceleme olarak
degistirildiginden, normalde igyerinin ziyaret edilmesiyle
yapilan bu degerlendirme kagit Uzerinde yapilacaktir) ve
isverenin mucbir sebepten etkilendigi kanaatine varir ise,
isyerinde kisa galisma yapilmasina onay verir. Kisa ¢alisma, en
fazla uUg aylk bir sire igin uygulanabilecek ve bu siire ancak
Cumhurbaskani karariyla alti aya kadar uzatilabilecektir.

10. Kisa galisma uygulanmasi halinde, herhangi bir 6denek
saglanacak midir?

Kisa ¢alisma uygulanmasi halinde, sartlari saglayan ¢aligsanlar
(120 giindur galisanlar ve son Ug yil boyunca 600 giin {izerinde
issizlik sigortasi primi 6demis olanlar) kisa calisma 6denegine
hak kazanir. Bu 6denegin miktari, son on iki aylik prime esas
kazanglarin dikkate alinmasiyla hesaplanan gunlik ortalama
brit kazancin %601dir. Bu 0Odenek aylik asgari ucretin
%150’sini gegemez ve Odenege yalnizca ilgili galisanin
calismayl tamamen durdurmasi halinde hak kazanilabilir.
isyerinde calismanin tamamen durdurulmadigi ve fakat
calisma saatlerinin kisaltilmasi Uzerine, 6denek kisaltilan
calisma saatlerinin tam c¢alisma saatlerine oranina goére
hesaplanir. Odenek miicbir sebep durumunun ortaya ciktigi
tarihnten itibaren ilk haftasinin sona ermesinden itibaren
ddenmeye baslar. Ik hafta boyunca ise, isveren galisanlarin
gunlik Ucretlerin yarisini 6deme hakkini haizdir. Calisilmayan/
kisa caligilan zamanlara denk gelen genel saglik sigortasi
primleri de (sosyal glvenlik primleri) bu siire boyunca devlet
tarafindan karsilanacaktir.
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changed the onsite visit to on paper). If the labor authority
determines that the employer is affected by the force majeure
event, it will decide in favor of the reduced working hours. The
reduced working hours can only be applied for a term of three
months at a maximum; however, the President of the Republic
of Turkey may extend this period up to six months.

10. Is there a State allowance in case of reduction in the
working hours?

In such case, employees who meet the specified criteria (i.e.,
who have been working for 120 days and who have paid
unemployment insurance for 600 days over the course of the
last three years) will be eligible for reduced working hour
allowance. The amount of such allowance is 60% of the
employee’s average gross daily salary calculated based on the
preceding twelve months’ salary. The allowance cannot exceed
150% of the minimum wage and the allowance is only
applicable if the relevant employee ceases to work completely.
Upon a reduction in working hours, the allowance is calculated
pro rata to the reduced hours against the full working hours.
The allowance will only be paid after expiry of the first week of
the force majeure event, and during such first week, the
employer will be entitled to pay half of the daily wages to the
employees. General health insurance premiums (social
security premiums) corresponding to the unworked/reduced
working times will also be covered by the State during such
period.
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Ufuk Yalgin (uyalcin@herguner.av.tr)
Ismet Bozoglu (ibozoglu@herguner.av.tr)
Begilim Ergin (bergin@herguner.av.tr)

Biyikdere Caddesi 199, Levent 34394 ISTANBUL
Telephone: (90) 212 310 18 00 Fax: (90) 212 310 18 99

http://lwww.herguner.av.tr
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Bu e-postayi dlizgiin goriintileyemiyorsaniz litfen tiklayiniz.
Bilgilendirme e-postalarini almak istemiyorsaniz litfen tiklayiniz.





