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Abstract 

 

The employment policy must be in line with economic potential, but also 

must be the driver of the economic development of a country. This is 

particularly important in tourism where human resources are treated as 

the most important factor of growth and development. In addition to the 

quality of human resources, the development of tourism is also influenced 

by the way in which workers are engaged, since the quality of the service 

can be directly dependent on it. Significant fluctuation of employees in 

tourism in Serbia and the departure of a large number of skilled workers 

abroad require a different approach in the employment policy and the 

engagement of workers in this field. The authors of this paper, through 

available researchеs and official statistical data, analyze the trends in 

this field and compare it with the situation in other countries, and 

attempted to come to conclusions that will reduce the gap between the so-

called employment (persons in employment) and registered employment 

of workers in tourism. 

 

Key Words: employment policy, persons in employment and registered 

employment in tourism, labor management 
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Introduction 

 

It is a known fact that people are a key factor of success in all areas of the 

economy of a country. Only good coordination and mutual 

complementation of the so-called material and personal substrate can give 

good results in business. These claims were not influenced neither by the 
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industrialization, nor in all likelihood it will be influenced by the 

informatics and digital era in which we live and which has taken great 

care in all spheres of business, but also of private life. Therefore, human 

resources, respectively personnel and their quality, make one branch of 

the economy more or less successful, apropos, quality or less quality. 

Exactly the same situation is in tourism and the competitiveness of 

Serbian tourism depends to a large extent on the people employed in this 

activity and on the quality of their work. 

 

Although, as an industry, tourism has no significant share in the total 

gross domestic product of Serbia (Škorić & Jovanović, 2017), in the 

official statistical reports, there was a tendency for the growth of 

employed persons in this activity (Statistical Office of the Republic of 

Serbia). In a country like Serbia, with a high unemployment rate, any 

trend towards an increase in employment, however negligible, is 

important for taking appropriate measures by the state to maintain such a 

tendency. In theory, significant potential for the development of tourism 

in Serbia in rural areas is highlighted, where can be additionally launched 

organic production of food with an authentic note of the areas from which 

it is produced, branding autochthonous types of products, etc. (Bulatović, 

Škorić & Jovanović, 2016). 

 

However, the quality of employees in tourism, in addition to their formal 

qualifications, such as vocational secondary schools and faculties in the 

relevant fields (tourism, catering, hotel management, etc.) and informal 

qualifications, such as, for example, knowledge of a particular foreign 

language, and etc., also affects the way in which those employees are 

engaged with their employers. In other words, productivity of employees, 

regardless their eventual potential and quality, is directly related to their 

working status - registered or employment (persons in employment), 

work in or outside the scope of employment, for example, temporary and 

periodical jobs, employment for indefinite or definite period of time until 

the end of the season or some work, overtime work and especially how 

much income is recived for each of the listed types of engagement. 

 

Modalities of working engagement in the Republic of Serbia 

 

The modalities of working engagement, with or without employment, can 

be numerous and very different, depending on the legal solutions and the 

needs of employers and employees (Kulić & Škorić, 2016). In the 

Republic of Serbia, the principle of unified labor relations has been 
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adopted, which means that the provisions of the Labor Law (―Official 

Herald of the Republic of Serbia―, Nos. 24/2005, 61/2005, 54/2009, 

32/2013, 75/2014 and 13/2017 - decision of the CC) apply to all 

employees who work in the territory of the Republic of Serbia with a 

national or foreign emloyer, unless otherwise specified by the law. 

According to the principle lex specialis derogat legi generali (a special 

law derogates application of a general law), to the employees in the 

government agencies, territorial autonomy and local self-government 

agencies and public services (in the fields of education, child and social 

protection, health care, etc.) and other appropriate associations in which 

special laws are applied, the provisions of the Labor Law apply only in 

respect of the rights, obligations and responsibilities not specifically 

regulated by those laws (Kulić, 2005). Therefore, in accordance with the 

above mentioned principle, the provisions of the Labor Law apply to 

tourism employees, for which, at least for now, still does not exist specific 

regulation that would otherwise solve the working engagement in this 

activity. 

 

According to the provisions of the applicable Labor Law, employees can 

be engaged in one of the following ways: 

1. Work in the Scope of Employment: 

1) Employment for an indefinite period of time 

2) Employment for a definite period of time 

3) Employment with part-time working hours 

4) Multiple employment 

5) Employment at high-risk jobs 

6) Employment in performing jobs outside employer's premises 

7) Employing household help. 

 

2. Work outside the Scope of Employment: 

1) Work performed under the contract of performing temporary and 

periodical jobs 

2) Work performed under the contract for the supply of services 

3) Work performed under the contract of vocational training and 

improvement 

4) Supplementary work 

5) Work through youth or student cooperative 

6) Factual working relationship (Kulić & Škorić, 2016). 

 

In theory and practice there are different classifications of all the 

modalities of the above, so they are often grouped as: 



606 

 

1. Registered employment includes all persons who concluded a 

working relationship with an employer for a definite or indefinite period 

of time and persons who work outside the scope of employment on the 

basis of a contract for the supply of services or on the basis of a contract 

of temporary and periodical jobs, then persons who perform independent 

activities or are founders of economic societies or entrepreneurial shops, 

as well as persons who perform agricultural activities who are up to 65 

years of age, and are located on the records of CROSO 

 

2. Employment (persons in employment), in accordance with the 

definition of Eurostat and the International Labor Organization, comprise 

all persons who, at least one hour during the observed week, performed 

some paid work (in cash or in nature), as well as persons who had a job, 

but who were in that week absent from work. Persons who are considered 

working are persons working for an employer, persons performing self-

employed activities or founding companies or entrepreneurial shops and 

helping members of the household. 

 

Employment (persons in employment) further implies: 

1) Formal employment which includes persons who concluded a 

working relationship with an employer for a definite or indefinite period 

of time and persons who work outside the scope of employment on the 

basis of a contract for the supply of services or on the basis of a contract 

of performing temporary and periodical jobs, then persons who perform 

independent activities or are founders of economic societies or 

entrepreneurial shops, as well as persons who perform registered 

agricultural activities. 

2) Informal employment which includes employed workers in 

unregistered companies or in registered companies, but without a formal 

employment contrac, persons performing independent activities in 

unregistered ownership, as well as the work of assisting members in 

family business (Statistical Office of the Republic of Serbia). Informal 

employment could be equated with factual work (Kulić & Škorić, 2016) 

or so called ―underground― work. 

 

In the last fifteen years, another form has emerged, ie. the way of 

engaging workers, so called labor leasing, which is increasingly being 

polemic, while the law or at least the amendments to the laws that would 

regulate it would in no way reach the National Assembly. 
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Many employers define themselves in practice to hire workers by leasing, 

ie. rent workers in order to circumvent the rather strict and restrictive 

provisions of the Labor Law, and in particular those relating to the 

cancelling of employment contracts. Rented employees practically 

conclude a contract of employment with the Agency for Temporary 

Employment while they work in the premises of another employer who 

rent them from the Agency. The Agency for temporary employment, as a 

formal employer, has full responsibility for the hired employee, including 

responsibility for cancelling of employment contracts (except for 

obligations related to safety and health at work for which the employer is 

hiring employees). Therefore, given the generally high percentage of 

employees' success in labor disputes, employers are increasingly choosing 

to hire workers through leasing, in order to avoid these and other risks. 

Since employee renting is not per se, employers and agencies usually 

regulate their relationships in one of the following ways: 

1. by concluding a contract on business cooperation on the basis of which 

the employer engages the agency to find and conclude an employment 

relationship with employees, and 

2. by concluding an employment contract between the agency and the 

employee, which provides that the place of work of the employee will be 

in the premises of the employer who is renting them. The agencies then, 

on the basis of a business cooperation agreement, invoice their services to 

employers on a monthly basis to compensate for the costs of salaries paid 

to rented employees. 

 

In practice, in order to regulate and enforce institute of "renting 

employees" different types of contracts are concluded. The best approach 

for an employer who is hiring an employee is that the business 

cooperation contract concluded with the temporary employment agency 

provides that the agency, at the request of the employer, removes the 

rented employee from his premises without delay and takes responsiblity 

for the cancelling of the employment contract with employee. According 

to unofficial data, more than 60 temporary employment agencies provide 

leasing services to employees, and more than 10,000 workers are engaged 

in this way (Zdravković, 2014) 

 

The difference between work and work engagement and 

flexibility of workflow 

 

The Labor Law of the Republic of Serbia and all its provisions support 

the so-called. permanent employment or, legally, the modality of work 



608 

 

through the establishment of an employment relationship for an indefinite 

period, because the employees are more secure, as well as their earnings, 

but also the existence of their family (Kulić & Škorić, 2016). And such a 

situation is somewhat achievable where the employer is state, therefore 

for the public sector. However, as far as the private sector is concerned, 

this vision of ideally set work processes became utopia long time ago. 

Even the aforementioned Labor Law has announced this by distinguishing 

between the term "employment relationship" and the term "working 

engagement", where working engagement is understood as a wider term 

and it covers all persons working, hence it in employment relationship 

and outside the scope of employment, although this term is not defined 

further (Article 5 and Article 35). Determining the concept of ‖work 

engagement" was only established in the Law on Protection of the an 

Exciter from 2014 ("Official Gazette of the Republic of Serbia " No. 

128/2014) lists what it means: "labor engagement" is employment 

relationship, work outside the scope of employment, volunteering, 

performing functions, as well as any other factual work for the 

employer"(Article 2). 

 

Therefore, on the basis of all of the foregoing, the conclusion is drawn 

that the flexibility of the work process and all possible forms of flexible 

labor, as they affected the world and European labor markets, they have 

long ago affected Serbia as well. And what does flexibility represent and 

imply? It represents a complex process that is not easy to explain, and it 

includes several characteristics of work, such as: working hours (part-

time and defined), the way of working engagement (temporary and 

periodical jobs), the presence of fluctuations (movements and changes) 

among employees, both between different employers in the same 

business, so in different activities, etc. (Hodţić, 2005). Previously meant 

that it was understood that people could work beyond the employment 

monopoly, so the flexibility of the work process, apart from the negative 

consequences for the employees (employees) which are first emphasized, 

has positive effects, such as the protection provided by labor legislation 

for persons who are engaged on any basis, and whose work has 

characteristics of employment relationship, regardless of the manner of its 

establishment and regulation (Jašarević, 2015). That is precisely why all 

the discussions and all efforts are directed to get work outside the scope 

of employment, especially in certain areas (such as agriculture, but also 

tourism) where seasonal jobs and work on the principle of temporality 

and interdependence are present, into so-called. legal flows and that these 

same categories of workers are given the same protection as employed 
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persons or at least adequate protection. Therefore, for some time in the 

public domain has been announced the Law on Temporary Engagement 

in Seasonal Jobs (http://rts.rs/), where the accent is placed on seasonal 

workers in agriculture, although there are announcements that it will 

relate to other activities, especially highlighting workers in tourism. 

However, the announced draft law, even after a year, is not available to 

the public nor can its content be known. The whole story of registering 

seasonal workers is reduced, if it is to be trusted with newsletters, on an 

electronic application that will be implemented through the Project of the 

German Development Agency and the Ministry of Agriculture, Forestry 

and Water Management (http://mondo.rs/). Therefore, from the draft of 

the Law and to the coverage of all seasonal workers, regardless of the 

activity they are engaged, the implementation of the international project 

was realized, and the protection of seasonal workers in only one activity - 

agriculture. 

 

The state of working engagement in tourism in Serbia 

 

In order to start with the initial position in the view of the state of 

engagement in tourism, where all related activities are concerned, it is 

necessary to determine how many of the total number of employees work 

in tourism. According to the data of the Republic Institute for Statistics 

from 2009 and 2015, it was recieved the data on the tendency of an 

increase in the number of employees. Although this increase is not high, 

with the simultaneous analysis of the Tourism Development Strategy of 

the Republic of Serbia for the period from 2016 to 2025, or its part 

concerning labor and personnel in tourism, the authors of this paper could 

draw some conclusions. 

 

Table 1: Employees by activities, 2009. godine, 

Emloyees by activities TOTAL 

TOTAL 1,396,792 

Agriculture, forestry and water works supply 45,091 

Fishing 1,038 

Mining and quarrying 22,287 

Manufacturing 339,428 

Electricity, gas and water supply 45,817 

Construction 78,936 

Wholesale and retail trade, repair 193,065 

Hotels and restaurants 22,520 

Transport, storage and communication 106,739 
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Financial Intermediation 36,670 

Real estate, renting activities 79,783 

Public administration and social security 71,222 

Education 134,795 

Health and social work 162,369 

Other community, social and personal service activities 57,035 

Source: http://pod2.stat.gov.rs/ObjavljenePublikacije/G2010/pdf/G20102 

002.pdf, p. 90-91; Blagojević & Redţić, 2009, p.254 

 

Table 2: Employees by activities, 2015.godine 

Emloyees by activities TOTAL 

TOTAL 1,896,295 

Agriculture, forestry an fishing 36,700 

Mining and quarrying 22,384 

Manufacturing 380,325 

Electricity, gas, steam and air conditioning supply 31,356 

Water supply; sewerage, waste mamagment and remediation 

activities 
38,117 

Construction 88,131 

Wholesale and retail trade; repair of motor vehicles and 

motorcycles 
315,010 

Transportation and storage  117,083 

Accomodation and food service activities 65,368 

Information and communication 53,885 

Financial and insurance activities 45,818 

Real estate activities 5,061 

Professional, scientific and technical activities 90,010 

Administrative and support service activities 76,884 

Public administration and defence; compulsory social security 161,156 

Education 132,986 

Human health and social work activities 166,456 

Arts, entertainment and recreation 31,900 

Other service activities 37,669 

Employees in hotel industry and tourism  TOTAL 

TOTAL 65,368 

Accommodation 13,068 

Food and beverage service activities 52,301 

Source: http://pod2.stat.gov.rs/ObjavljenePublikacije/G2016/pdf/G2016 

2019.pdf, p. 62-63 
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In addition to the changes in the names of certain activities, their 

separation, merger, etc., it was noticed that the introduction of new 

activities, such as, for example, "Arts, Entertainment and Recreation", 

where it could be conditionally considered that this activity could be 

related to the tourist activity. Also, tourism activity is recognized in 

statistical data processing when it comes to the number of tourist, etc., 

while from the aspect of employees, this activity is characterized as 

catering, or according to the table from 2015 - "Employees in hotel 

industry and tourism", and separated into "Accommodation" I "Food and 

beverage service activities". In the Statistical Yearbook of 2010, the 

activity is referred to as "Hotels and restaurants" and the number of 

employees is much lower than it appears in 2015. In the literature, for this 

year (2009), data on employees in tourist activity were found, therefore, 

apart from hotel and restaurant employees: 

 

Table 3: Employees in hotel industry and tourism, 2009 

Employees in hotel industry and tourism TOTAL 

TOTAL 61,707 

In catering firms 26,034 

In catering stores 35,673 

Source: Blagojević & Redţić, 2009, p. 254 

 

If this figure is compared with the number of employees in 2015, it is 

noticeable that this number is increasing, but also the different separation 

of the given activity. 

 

Therefore, employment and work engagement in tourism can be observed 

considerably wider, so the figures from the previous tables would be 

higher. If added to it the fact that all the data from the table included only 

registered employment, without work and work engagement on a 

different basis, apart from the employment contract, then the relativism of 

statistics in this field is obvious. 

 

If from the general observation of tourism as a business activity and the 

number of employees, we turn to the structure of employees, i.e. the 

professional qualifications of the tourism staff, there are still more 

differences that exist in this area. Thus, for example, the working status of 

the top management of an employed person in tourism with the working 

status of an unqualified person, or a qualified cadres with a secondary 

vocational training (waiters, cooks, receptionists, etc.) is not equal. 
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There are claims by some authors that the basic problems concerining 

tourism staff are the following: 

1. The lack of necessary number of managers and professional staff 

with international experience at the middle and higher level, 

competent for managing hotel operations, especially in newly built 

facilities according to international standards that have been raised in 

the country in recent years. 

2. Modernization of the work of higher education institutions in Serbia 

dealing with education for tourism and hotel business, which should, 

in a modern way, be classified as student practice in hotel industry, the 

linkage of the curriculum for all students, as well as the ever-

expanding practice that employees pass the training system 

("training") through seminars, conference, exchange of experience 

with foreign managers, interactive training, etc., will result in a 

significant change in the situation in a positive sense in the next few 

years. 

3. Review of existing curricula at secondary, high-level and university 

level from the aspect of the labor market, analysis of educational 

institutions for occupations in tourism and hotel industry, needs 

analysis for new programs, orientations and occupations, and analysis 

of staffing needs in the next decade considering the assumption of 

Serbia's admission in EU (Blagojević & Redţić, 2009). 

 

If it is previously linked to the legal aspect of engaging tourism 

employees, the main issues may include the large presence of persons in 

employment, informal employment (underground work), and seasonal 

employment that is not yet regulated by a promulgated law, which would 

specify and appropriately solved the rights of seasonal workers. 

 

Analyzing the Tourism Development Strategy of the Republic of Serbia 

for the period 2016-2025 ("Official Gazette of the Republic of Serbia" 

No. 98/2016), it was noticed that the problem of employment and human 

resources in tourism was recognized in the SWOT analysis as a weakness 

characterized by insufficient quality of labor in tourism and hotel 

industry. In the later text of the Strategy, human resources are mentioned 

even in the part relating to the "Tourism Visa in Serbia", where the idea 

of modernizing, accepting and assuming global standards and models of 

business and management in tourism is promoted, where he would 

become a desirable sector for employment career development, especially 

for young people. With the chapter "Development Goals", the need to 

increase the number of direct employees in tourism by at least 50% and 
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increase the number of employees in tourism and complementary 

activities up to three times is emphasized. Finally, in the section "Models 

of growth", the need for introducing modern quality standards in the field 

of accommodation, preparation and serving of food and beverages, raising 

the level of professionalism and training of staff, as well as education of 

employees in tourism was emphasized. However, there are no concrete 

measures to be found, which will be achieved in terms of raising the 

quality of human resources in tourism, as well as measures that will lead 

to an increase in employment in this activity. In the light of the above, the 

authors tried to find this type of measure in other strategic documents, but 

measures that would apply exclusively to tourism and related activities 

were not found. The long-term employment policy in the Republic of 

Serbia is aimed at increasing employment, encouraging employment, 

fostering self-employment through entrepreneurial activity, and by 

observing the employment policy as part of economic policy, and not 

exclusively as a social basis of employment, etc. (Munitlak Ivanović, 

Vuĉenov & Andrejević, 2011). However, the current employment policy 

in Serbia is general, without further concretization towards activities, 

which each have their own specificities and require special analysis, 

proposing measures, etc. The capital law for this area - the Law on 

Tourism ("Official Gazette of the Republic of Serbia" No. 36/2009, 

88/2010, 99/2011 - other law, 93/2012 and 84/2015), contains 

clarification of basic concepts, but not contains provisions of a working-

legal character. 

 

The state of working engagement in tourism in Europe 

 

In the European Union, over 12 million people are engaged in tourism 

and in tourism-related activities. Of course, there are differences between 

Member States, so Malta is the leading in number of employees in 

tourism, where one in six people in the country are employed in tourism 

or in some tourism-related activity. Then, there are Great Britain, 

Germany, Italy, Spain and France and these five member states employ 

68.5% of the total number of tourism workers. 

 

Despite the great world economic crisis in 2008, the 2013 statistics show 

the potential of tourism activity that has recorded growth and has had a 

positive impact on other economic activities associated with it. 

 

As for neighboring Croatia, tourism in this EU Member State accounts for 

15-20% of total gross product and about 12% of total employment (Sabol 
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Opaĉić & Bogdan, 2010). The table below shows the data on the number 

of employees in tourism in the EU in 2013, as well as the number of 

employees depending on the tourist activity, because the data and 

activities related to tourism are processed. 

 

Table 3: Number of persons employed, by economic activity, 2013 

 
Source: http://ec.europa.eu/eurostat 

 

Based on the data from the table, it can be clearly seen that tourism as an 

economic activity is not equally developed in all member states, and the 
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indicator of this is definitely the number of employees in that area. 

Therefore, it can be concluded that tourism as an economic branch is the 

most developed in the countries that employ most people in tourism. It 

must also be guided and accounted for by the state and how much 

employment in tourism is involved in total employment. 

 

Basic characteristics of work in tourism in the European Union 

 

The basic characteristics of working engagement in tourism and tourism 

related activities in the European Union are as follows: 

1. Tourism opens new jobs for women, which the collected data from the 

table below confirms. 

Table 4: Characteristics of employment in tourism, EU-28, 2014(%) 

 
Source: http://ec.europa.eu/eurostat 

 

For tourism in the European Union, it is considered that it is the activity 

that employs the most women, i.e. 58% of all tourism employees are 

women. However, this percentage is not the same in all Member States, 

and is slightly lower, for example, in Belgium, Luxembourg and Malta. 

And here there is a large percentage of working engagement that is less 

than full-time and is of a temporary nature, but the classical full-time 

work continues to be the highest percentage of work engagement. 
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However, seasonal engagement is generally more common in tourism 

than in other economic sectors. Thus, for example, in the Czech Republic 

and Sweden, out-of-work employment and engagement is shorter than 

full-time, almost twice as high as in any other economic activity in these 

countries (http://ec.europa.eu/eurostat). 

 

2. Tourism is an attractive activity for young workers 

Table 5: Share of persons employed by economic activity and age group, 

EU-28, 2014 

 
Source: http://ec.europa.eu/eurostat 

 

The previous table clearly confirms that tourism as a business attracts 

young workers, and the reason is that in this activity it is not difficult to 

find a job, especially for unskilled workers, with a lower professional 

qualification. 

 

Another characteristic, or sub-characteristic, might be that there are many 

employed foreigners in this activity (http://ec.europa.eu/eurostat). 
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3. Jobs and employment in tourism are less stable than in other sectors of 

the economy. This characteristic is confirmed by comparable data with 

other activities, where tourism is convincingly leading in the percentage 

of job interval, even less than a year at work in tourist activity. 

Table 6: Share of employees by economic activity and permanency of the 

job, EU-28, 2014 

 
Source: http://ec.europa.eu/eurostat 

 

4. The seasonal nature of tourism as a business activity also affects 

employment in tourism. This impact is greatest on those workers who are 

hired less than full-time, and therefore in the months that apply to the so-

called. out of season, they remain unemployed or change jobs 

(http://ec.europa.eu/eurostat). 

 

5. Daily salaries of employees in tourism are on average lower than daily 

earnings in other economic activities. In addition to the percentage of 

employment, job permanence etc. this is another very important feature of 

tourism business. However, this is not the same in all EU Member States, 

so the earnings are the highest in the Scandinavian countries and 

Luxembourg, and the lowest in Bulgaria and Romania. 
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Table 7: Hourly gross earnings by economic activity, 2010 

 
Source: http://ec.europa.eu/eurostat 

 

Looking at the table above, it can be noticed that earnings in tourism 

mostly track the level of earnings and the development of the overall 

economy of the country, except in the case of Ireland, Iceland, 

Switzerland and Montenegro. 

 

Conclusion 

 

After analyzing the available statistical data in Europe and Serbia, legal 

regulations, strategic documents and theoretical discussions on the topic 

of human resources in tourism, and the ways in which the personnel can 

be engaged, the authors conclud the following: 

1. It is currently impossible to determine the exact number of 

employees in tourism and related activities in Serbia, as there are 

indications of a high degree of so-called "employment or persons in 

employment'', and especially of its work, which is called informal 

employment or underground work. Consequently, all discussions 

about the methods of engagement are useless, if there are a large 

number of workers who work on a daily basis, they stick to the 

determination of working hours and the rules of the work process, 

receive certain profits for their work in cash or "on hands", but there is 

no legal basis (any contract) by which they are engaged. In other 

words, it means that such workers can hardly or not at all protect their 
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rights from work engagement, because they do not have adequate 

ways to prove it. 

2. There is no clear policy of the state related to the increase of 

employment (registered or employment – persons in employment) by 

economic activity, where all the specifics of tourism and related 

activities could be taken into account (high percentage of women and 

young people, high percentage of temporary work due to seasonal 

nature of activity, high percentage of workers fluctuation, etc.). 

Therefore, in particular, the tourism industry must establish a policy in 

the education of the necessary cadres in tourism, as well as to 

encourage the career development of this area, work on their quality 

(formal and informal). 

3. Analyzing the work, there is a close connection between the overall 

development of tourism as an activity and the improvement of the 

earnings and work engagement of workers in this activity, and it is 

necessary to improve tourism and the use of natural potentials in 

which Serbia is not missing and waiting for them to be fully exploited 

and used to the general wellbeing of the whole society. 
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