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Abstract: The concept of flexicurity, which is a combination of flexibility and 
security words, involves the application of flexible working conditions providing 
security. There are various obstacles in the tourism sector of Turkey arising from 
the structural characteristics of the sector towards the applicability of the concept 
of flexicurity. In the study, the tourism sector was examined in terms of 
employment structure, working hours, wages, social protection, and 
representativeness, and evaluations were made on the dimensions of flexicurity. 
The statistics used in the study are compiled from TUIK (TURKSTAT), Eurostat 
and the Ministry of Labor and Social Security and evaluated as accommodation and 
catering sector data. This secondary analysis of existing data involves obtaining 
datasets from studies that have already been completed in national sources and the 
results in this study showed that the concept of flexicurity in the tourism sector can 
be maintained as unsecured due to the structure of the industry. 
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INTRODUCTION 
Flexibility, which is a concept that stands out as the ability to adapt to changes and 

differences (Tatlıoğlu, 2012, p. 69), is now based on new phenomena in workers and 
employers relations with the influence of globalization. And one of these formations is the 
concept of flexicurity. Flexicurity is a concept created by combining the concepts of 
flexibility and security.  It was first used in the "Flexicurity and Security Act" admitted in 
the Netherlands in 1999, and initially adopted in the Scandinavian countries as one of the 
basic concepts of the employment strategy (Kuzgun, 2012, p. 36). In the 2003 European 
Employment Guidelines, "providing the right balance between flexibility and security that 
will help support the competitiveness of firms, increase quality and productivity at work 
and facilitate the adaptation of firms and workers to economic change" target was 
emphasized (Council of the European Union, Council Decision of 22 July 2003 on 
guidelines for the employment policies of the Member States, Official Journal of the 
European Union, 2003). With the concept of flexicurity, it is primarily aimed at providing 
consensus between employers seeking flexibility and deregulation in the labor market and 
employees who want to protect their rights and work under security (Çakır, 2009, p. 80). 
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Besides the effects of the tourism sector, which creates employment opportunities for 
more than 260 million people worldwide and employs 2.210.000 people in Turkey 
(Topçubaşı, 2018), in the economy on the financial dimension, one of the most important 
effects that it creates is the employment effect due to labor-intensive production (T.R. 

Prime Ministry Investment Support and Promotion Agency, 2010, p. 3). The tourism sector 
has structural features such as the seasonal characteristics of employment, unfamiliarity 
with unionization, the further abundance of the need for untrained and non-qualified 
workforce in job opportunities, being the average age of the employed population young, 
and informality. The tourism sector in Turkey can be seen in a flexible but unsecured 
framework by its structure. Therefore, in this sector, which has an important effect on 
employment, the existence of the concept of flexicurity is open to debate.  

 
ELEMENTS and DIMENSIONS of FLEXICURITY 
Elements of Flexicurity 
Flexicurity has three elements in it. These are synchronisation, negotiation between 

the parties, and weak or disadvantaged groups within or outside the labor market. 
Synchronization involves performing practices on flexibility while at the same time 
ensuring security. According to this element, it is necessary for the employee working 
with one of the flexible working patterns that the arrangements for social security and job 
and employment security should have also been made. Negotiations between parties 
require compromise of the parties as the result of the evaluation of flexibility and security 
demands expectations from both the worker and the employer’s sides. Flexicurity also 
serves as a protection for weak and disadvantaged groups in the labor market. The fact 
that flexible working is seen mostly in disadvantaged groups such as women and young 
people also causes income and job security to be for these groups (Çakır, 2009, p. 81-82). 

Dimensions of Flexicurity 
The concept of flexicurity has different dimensions in terms of security and flexibility. 
 
Table 1. Dimensions of Flexicurity (Data source: *Çakır, 2009, 82; **Sağlanmak, 2010, 51) 

 

Dimensions of Flexibility* Dimensions of Security** 

External Numerical Flexibility 
Internal Numerical Flexibility 
Functional Flexibility 
Wage Flexibility 

Labor Market Security 
Employment Security 
Job Security 
Occupational Safety Security 
Income Security 
Representation Security 

 
The dimensions of flexibility are briefly explained as follows (Çakır, 2009, p. 82); 
External Numerical Flexibility: It expresses the flexibility to adjust the number of employees.  
Internal Numerical Flexibility: It defines flexibility of working times. 
Functional Flexibility: The flexibility to work in more than one job. 
Wage Flexibility: The flexibility of determining the wage according to performance 

and economic conditions.  
The dimensions of security are explained as follows (Atatanır, 2012, p. 7-9);  
Labor Market Security: Emphasis is placed on the level of being able to internalize 

a system that concentrates on active labor market policies and education in order to 
ensure that all those seeking to be employed have access to job opportunities. 

Employment Security:  Whether at the same or different workplaces, the emphasis 
is on securing the possibility of being employed rather than the job in ensuring the 
employment continuity.  
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Job Security: It appears as normative regulations that take care of the right to work 
by protecting employees who provide their livelihood with their efforts against unfair 
terminations, and that aim to protect employees by limiting the termination process of 

the employer in case of termination of employment contracts for an unfair reason.  
Occupational Safety Security: It is the total of systematic works that are carried out 

in order to ensure the security of the production/service process. While some flexible 
work patterns permit more free time for workers, the lengthiness of working time leads to 
excessive fatigue, distraction and lack of motivation in workers, so this can lead to a 
number of hazards in terms of the worker’s health and safety.  

Income Security: It can be expressed as the continuity of income suitable and 
consistent with the anticipated requirements, expectations and demands of the 
individual. Income is the most basic security for the working individual and for the 
survival of those he/she is obliged to look after. In this sense, it is essential that income is 
both sufficient and continuous.  

Representation Security: Within the framework of practices such as union rights and 
collective bargaining, it expresses the right and need of the employee to be listened to.  

 
METHODOLOGY  
The purpose of this study was to unveil the applicability of the concept of flexicurity 

in the tourism industry in Turkey. This was examined in terms of employment structure, 
working hours, wages, social protection, representativeness and evaluations which were 
made on the dimensions of flexicurity. Current national and international statistical 
datasets were used as secondary data to show the structure of the tourism industry. 
Evaluations and comments were made according to the datasets.  

 
STRUCTURAL PROPERTIES OF TOURISM IN TURKEY AND 

RELATIONSHIP WITH FLEXICURITY 
Following the information on the concept of flexicurity, the obstacles to the concept of 

flexicurity due to the structural characteristics of the tourism sector in Turkey are addressed 
in this section. The tourism sector will be considered in five different titles: employment 
structure, working times, wages, social protection, and representativeness. Following the 
situation analysis in each title, the existing obstacles to flexicurity are interpreted.   

Employment Structure of Tourism Sector in Turkey  
Enterprises in the tourism sector are qualified enterprises. For this reason, 

tourism is a sector that is obliged to employ with the establishment of qualified 
workforce. The most important elements of the quality in tourism enterprises, where 
the service standard is required to be kept high, are the qualification and performance 
of the qualified employees. However, employment in tourism enterprises is seasonal. 
Due to this feature, employment can be unqualified especially in hospitality 
enterprises operated for holiday tourism. In addition to its seasonality feature, in a 
large part of the enterprises, cheap labor procurement and thus unqualified personnel 
recruitment are observed. Employment is either met with local resources or with 
trainees from educational institutions at all levels, except for senior and mid-level 
managers. This contrasts with functional flexibility which allows one to work in more 
than one job. As the result of the non-qualified nature of employment, one cannot 
work in different jobs. The characteristics of potential employment in the tourism 
sector can be summarized as follows (Taşçılar, 2008). 

-  Tourism enterprises employ a younger workforce than other sectors. 
- Compared to the other sectors, the number of workers working in tourism 

enterprises is higher.  
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- It is observed that the turnover rate of the personnel is high in the enterprises 
with the reason of the seasonality feature. 

- The majority of workers are working in accommodation enterprises. This is in 
turn followed by travel and restaurant enterprises. 

Considering Turkey from the demographic point of view, while the number of 
females, child and elderly personnel employed in the tourism sector due to the family-
owned enterprise type is higher than other sectors, the overall tendency in the case of 
education is toward being semi-qualified and uneducated although the education level 
differs according to the regions and enterprise types in the sector. Due to its seasonality 
feature, employment in the tourism sector approaches full employment during periods 
of intense tourism demand (Lordoğlu, 2009, p. 68). According to a study conducted in 
2012, the second largest sector of women's employment in Turkey among all sectors was 
the tourism sector including food and beverage services.  The number of women working 
in this field of activity has reached 280,000 with an increase of 38,000 compared to the 
previous year (TEPAV, 2012, p. 21). Gender discrimination in employment is one of the 
most important issues of the United Nations. Poverty rates have also been observed to be 
low in countries where gender discrimination is low (Bolwell & Weinz, 2008b, p. 6).  
However, education and skill levels, career opportunities, wages and working conditions 
of the female workforce working in the tourism sector as a whole are generally weak. 
Women are even paid 20%-25% less than their male colleagues who do the same job, 
are exposed to unequal discriminatory behavior, and experience stress, violence, and 
even sexual abuse (Bolwell & Weinz, 2008 a, p. 11). 

 
Table 2. Numbers of Female and Male Employment in Accommodation and Food-Service 

Activities in Turkey 2004-2017 (Thousand people) (Data source: TUIK, Labor Statistics, 2017) 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

The labor participation rate in Turkey was found as 52.8% according to the data of 
2017. 33.6% of the employment is made up of women. Men make up 73.5% of employment 
(TUIK, Labor Statistics). According to the TUIK data, the number of people employed in the 
activity field of accommodation and catering services of the tourism sector has increased 
since 2004. The number of women employed in the tourism sector can be higher than that 
of other sectors as the employment opportunities based on women's knowledge and skills 
are higher (Bahar & Kozak, 2006, p. 139), but the unequal superiority of the number of 
male employees is also remarkable. As can be seen from the table above, the number of 

YEARS PERIOD TOTAL MALE FEMALE 

2004 ANNUAL 812 726 86 

2005 ANNUAL 877 777 100 

2006 ANNUAL 931 820 111 

2007 ANNUAL 988 851 138 

2008 ANNUAL 998 850 148 

2009 ANNUAL 1 049 889 161 

2010 ANNUAL 1 084 917 167 

2011 ANNUAL 1 141 936 204 

2012 ANNUAL 1 206 965 242 

2013 ANNUAL 1 308 1 025 284 

2014 ANNUAL 1 351 1 073 278 

2015 ANNUAL 1 449 1 132 317 

2016 ANNUAL 1 471 1 127 344 

2017 ANNUAL 1 523 1 151 372 
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part-time employees in the accommodation and food-beverage sector in Turkey is very 
low. It corresponds to about 0.5% of the total number of employees. Male workers are 
more involved in partial works than female workers. Since the number of male employees 
is also seen to be superior in the total number of employees.  

 
Table 3. Accommodation and Food-Beverage Activity Branch Employees 

 by Gender and Part-Time Working Status in Turkey (2013-2017) (Thousand people) 
(Data source: EUROSTAT, Full-time and part-time employment by gender and economic activity, 2017) 

 

 2013 2014 2015 2016 2017 
 F M F M F M F M F M 

All 
Employees 

284 1.025 278 1.073 317 1.132 344 1.127 372 1.151 

Total 1.308 1.351 1.449 1.471 1.523 
Part- Time 
Employees 

23        41 
28 44 31 48 33 48 32 55 

Total 64 72 79 81 87 
 

The rate of informal employment in the tourism sector was 40% by 2012 (Sönmez, 
2012). While the informal employment rate in Turkey was 37.9% in 2012, it is known that 
agricultural workers constitute this rate to a large extent. When we take out agricultural 
workers from this rate, the resultant rate becomes 24.2%, which is considerably lower 
than the rate of informal workers in accommodation and food-beverage activity field 
(TEPAV, 2013, p. 13). Therefore, informal work in the sector is quite common.  

Considering the employment structure of the tourism sector in terms of flexicurity, 
it can be said that the sector is open to external numerical flexibility. Because of the fact 
that the tourism sector has seasonal feature and is made up of small enterprises, it has 
caused environmental employment to come to the fore alongside core employment. Thus, 
when the job is available, some labor is employed, and when the job is done, the ones who 
are not within the core employment are left unemployed until a new job comes out 
(Saraçoğlu & Suiçmez, 2008). On-call working, part-time working and seasonal working 
support the external numerical flexibility, that is the flexibility to adjust the number of 
employees in the tourism sector. On the other hand, while external numerical flexibility 
is supported, despite the existence of the Equal Treatment Principle (TBMM, Labor Law 
No. 4857) in Article 5 of the Labor Law No. 4857, which stipulates that workers do not 
suffer any discrimination on security during they chose their work and while they work, 
the numbers obtained from the tables show the existence of a negative situation 
regarding the job market and employment security both in full-time work and in part-
time work. The number of people who work part-time as registered is quite low. In 
addition, when the security is applied only to formal employees, with an informal rate of 
40%, the tourism sector constitutes a major obstacle to all dimensions of security.  

Working Times in the Tourism Sector in Turkey 
The tourism sector exhibits an atypical character in terms of working times (Bolwell & 

Weinz, 2008a, p. 2). In the tourism sector, "over 16 hours daily work" has become widely 
accepted and widely applied as working times. At the same time, seasonal and shift 
working conditions cause the emergence of a working model that is more different than 
other sectors (T.R. Ministry of Labor and Social Security, Labor Inspection Board, 2013). 
Especially in the hotels and restaurants, the working times are quite irregular. Because of 
the 24-hour service, shift work is common. Weekend shifts, night shifts, and shift work 
even at the holidays are seen. Employees can work on-call, temporarily, seasonally or part-
time. This situation leads to more unsecured, less paid, unstable, more limited career 
opportunities and thus a faster turnover rate (ILO, 2010, p. 14).  
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Another negative effect of irregular working hours is on the employees' families and 
social lives. People can spend less time with their families and in their social lives. This 
can lead to an imbalance between work and social life (Beddoe, 2004, p. 16). The positive 
effect of irregular working times is to allow people to work flexibly. Thus, employees can 
themselves determine when they spare time to their families and social lives. However, 
this has become valid especially in developed countries and in situations where part-time 
working is voluntary (ILO, 2010, p. 15). In order for irregular working times to have a 
positive effect on the tourism sector, the flexibility of these working times should be 
specified by the employees themselves. In a workplace that supports flexible or part-time 
working hours, an employee who specifies these times himself/herself may be more 
productive (Deery & Jago, 2009, p. 104). 

 
Table 4. Weekly Normal Working Time in Turkey (Data source: TUIK, Labor Statistics, 2014) 

 

   
2006 2010 2014  

All sectors weekly normal working time 
Female 44.7 44.5 44.6  

Male 44.9 44.7 44.8  
Mean 44.9 44.7 44.7  

Accommodation and Food-Beverage, 
weekly normal working time 

Female 45 45,1 44.9  
Male 45,1 45.2 44.9  
Mean 45,1 45,1 44.9  

 
In Turkey, the weekly working time is 45 hours maximum (Evren, 2012, p. 107). In 

view of the above table, it is observed that the rule of working 45 hours per week found in 
the Labor Law in Turkey is agreed with the mean of all sectors. However, in works on 
accommodation and food-beverage field, it is also found that this time was slightly 
exceeded in 2006 and 2010. Although the time exceeding 45 hours is very small, it forms 
a negative situation. This is less than 45 hours in 2014 data and it appears to be in line 
with the law. The internal numerical flexibility dimension of flexicurity is defined as the 
flexibility in working times. As is seen, the tourism sector is a sector where various 
flexibilities such as shift work, part-time work, night work, seasonal work can easily be 
applied due to uninterrupted service. However, regarding the security, the lengthiness of 
working hours in terms of occupational safety security gets the worker to encounter 
dangers of distraction and deterioration of health. Besides, flexible working hours are 
determined by employer in the tourism sector rather than worker. Besides these, the 
lengthiness of working hours and works exceeding 45 hours in the tourism sector can be 
considered as negative in terms of flexicurity.  

Wages in the Tourism Sector in Turkey  
In the tourism sector, there is a problem about wages globally. This is because 

wages are lower than other sectors. The reason for this low rate is that there are 
additional payments under the name of service fee and tip, especially in hotels and 
restaurants. The fixed wages of the employees are at the minimum wage levels, and 
wages can be increased thanks to these additional payments.  

Unpaid additional payments cause employees to experience difficulties. If the 
demand for tourism and the income from tourism are on the rise in the country, this 
situation will manifest itself with the increase in the additional payments, but in the 
dead seasons of tourism or when the tourism demand decreases due to external factors 
(economic crisis, war etc.), the economic difficulties for employees will arise due to the 
decrease in these payments (Beddoe, 2004). Especially the "all-inclusive" pension 
system, which has increased in recent years in accommodation enterprises, is seen as 
one of the important factors for decreasing the additional wages of workers (Tütüncü & 
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Demir, 2003, p. 150). In pricing at the hotel enterprises, there are internal environment 
and labor costs such as performance-based pricing that managers can control, various 
factors related to the external environment which can be summarized as laws, trade 
unions, social security, technological developments, competitors and market 
conditions, economic and social conditions (İzgi & Olcay, 2008, p. 46). 

 
Table 5. Mean and Median Monthly Gross Wages in Turkey According to Gender and  

Economic Activity of Full Year Employees (TL) (Data source: TUIK, Labor Statistics, 2014) 
 

  

All sectors monthly  
gross wage 

Accommodation & Food-
Beverage monthly gross wage 

Mean Median Mean Median 

2006 
Female  1280 658 991 583 
Male 1277 701 843 550 
Turkey 1278 698 873 550 

2010 
Female  1844 1019 1266 883 
Male 1758 1025 1334 907 
Turkey 1779 1025 1322 906 

 Female 2711 1517 1741 1243 
2014 Male 2617 1600 1842 1398 
 Turkey 2642 1582 1824 1378 

 
Considering the above mean and median wages table, the difference between 

the mean and the median wage draws attention both to the whole of all sectors and to 
the accommodation and food-beverage field. Although the mean wages are higher 
both in women, in men, and in general, the median wages are quite low. This shows 
the wage imbalance, that is, while a large part of the employees work at low wages, a 
small part work at high wages. It is observed that the wages are lower in the tourism 
sector compared to Turkey in general.  

 
Table 6. Labor Costs, 2016 (Data source: TUIK, Labor Statistics, 2016) 

 

Labor Cost 
Monthly mean 
labor cost (TL) 

Gross Profit 
(%) 

Social security 
payments (%) 

Other labor cost 
payments (%) 

Turkey's Average 3 991 82.9 16.7 0.4 

Hotels and estaurants 3 003 82.3 17.35 0.3 

 
Regarding the flexicurity perspective, it can be said that the income security 

dimension is not met in the tourism sector as a result of wage imbalance. Because wage 
flexibility has a nature that is influenced by other flexibility practices or supports them. By 
this way, as highly skilled workers can be rewarded, being able to reduce wages can 
provide competitive advantage to the firm in times of economic crisis and bottlenecks. By 
this, it is also impressed by the worker the thought that job security is provided in 
exchange for reducing the wage. It is expressed that wage costs constitute one of the most 
important elements of wage flexibility economic strategies in terms of enterprises. Wage 
costs are considered as directly related to the profitability and competitiveness of 
enterprises or business fields. The wage flexibility practice has a role in reducing costs 
(Eryiğit, 2009, p. 11). According to the above Table 6, in the accommodation and food-
beverage field, which is one of the activity fields of the tourism sector with the greatest 
employment and economic contribution, labor costs are located below the mean in 
Turkey. Total labor cost is 3991 TL in the average of all the activity fields in Turkey in 
2016, while this figure is 3003 TL in the accommodation and food beverage activity field. 
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Therefore, employers should not be allowed to turn towards wage flexibility to reduce 
costs, because costs are already low. In addition, the tourism sector is a sector with low 
wages in global context. This situation can easily be seen in Table 5. The wages of both 
men and women are much lower than the Turkey wage mean for the sector as a whole. It 
can be argued that the income security has not been met in the tourism sector as per its 
structure, considering that the all-inclusive pension system, especially in seasonal 
enterprises, does not increase the wages, and that employment and therefore the wages 
are not continuous due to the seasonal employment.  

Social Protection in the Tourism Sector in Turkey  
Social protection, which is a very broad concept, is the protection of employees 

against various risks in the broadest sense. These risks are health, illness, unemployment, 
old age, occupational accidents and diseases, family benefits, maternity, invalidity and 
death risks included in the ILO Convention No. 102, which Turkey regards as many other 
countries in the world. “One of the most important problem fields that lead to insufficient 
social protection in the field of occupational health and safety is that occupational health 
and safety legislation encompass specific sectors or specific groups of employees, but they 
do not provide social protection for the rest of the employees" (Karadeniz, 2012, p. 29). In 
this regard, in Turkey, the new Occupational Health and Safety Law No. 6331 extends its 
coverage and ensures all workplaces and employees in all workplaces (including 
apprentices and trainees) to benefit from the occupational health and safety legislation 
(Akpınar, 2013, p. 256). However, only the insured ones have the right to receive the 
incapacity benefit for all risks. Therefore, many people who work informally cannot benefit 
from these rights. Especially small and medium-sized enterprises operating in the tourism 
sector in Turkey employ family labor or low-qualified migrant workers. Immigrants, who 
temporarily go to work in the regions where tourism enterprises are located, often work in 
such enterprises. These seasonal workers are employed informally. On the other hand, 
workers in large enterprises (especially those affiliated with international companies) form 
a more skilled workforce and are able to receive higher wages, and also work formally 
(Ayan, 2013). In tourism-related areas, the rate of informality has decreased in recent 
years. While the number of insured employees increased by 6.5% in Turkey, this ratio 
increased by 17% in the tourism sector in 2012. For the reason, the increase in the number 
of companies included in SSI scope is mentioned (AKTOB, 2013, p. 19).  

 
Table 7. Number of Insured Persons in the Field of Accommodation and Food-Beverage 

Services in Turkey, 2016 (Data source: Republic Of Turkey Social Security Institution, Annual Statistics, 2016) 
 

 
In order to have social protection, workers in Turkey must also be insured. In 2016, 

a total of 801,494 people work as compulsory insured in the accommodation and food-
beverage services activity field of the tourism sector in Turkey. According to TUIK data, 
1,127,000 men and 344,000 women work in accommodation and food-beverage services 
activities in Turkey in 2016 (TUIK, 2017). Looking at the insured numbers in the Table 7 

Tourism 
 Sector 2016 

NUMBER OF COMPULSORY INSURED PERSONS 

Permanent 
(I) 

Seasonal 
(II) 

Public 
(I) 

Private 
(II) 

Male (I) 
Female 

(II) 
Total  
(I+II) 

Accommodation 189,215 2,961 3,885 188,291 129,754 62,422 192,176 

Food and 
beverage serv. 

530,978 78,340 15,251 594,067 422,481 186,837 609,318 

Total 720,193 81,301 19,136 782,358 552,235 249,259 801,494 
All sectors 
together* 

10,810,326 2,964,862 1,059,333 12,715,855 9,949,970 3,825,218 13,775,188 
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above, it is seen that the insurance ratio is 49% for males and 72% for females. It can be 
said that the social protection does not show a positive scene in the tourism sector in 
Turkey in terms of the concept of flexicurity. Particularly in terms of job security, the 
condition for employees to be secured in unfair job terminations is to work formally, as 
insured. Pursuant to Article 19 of the Labor Law No. 4857, the notice of termination shall be 
made in writing and the employment contract of an indefinite duration of an employee shall 
not be able to be terminated for reasons related to the behavior or the yield of that worker 
without taking his/her statement against the allegations about him (Evren, 2012, p. 73).  

According to the Article 32 of the Labor Law, the termination of the employment 
contract requires payment of the employee's wages and all the benefits that may arise 
from the law and the contracts and that can be measured by money (Evren, 2012, p. 93). 
Apart from this, no discriminatory practice with regard to people working part-time can 
be performed. As clearly stated in the Article 13 of the Labor Law No. 4857, a worker who 
works with a part-time employment contract is not subject to a different process 
according to the worker who works under a full-time employment contract only because 
of the partial duration of the employment contract unless there is a justifiable reason to 
discriminate. As a matter of fact, the Labor Law has called for "having worked for at least 
one year", and has not made any evaluations in this regard relating to weekly or daily 
working time (Topçu, 2011, p. 230). In the light of the above data, it is observed that 
employees have been working in unsecured conditions on job security although legal 
practices exhibit a positive nature in terms of job security in the tourism sector where 

informality is so high, and the insured rate is 49% in males and 72% in females.  
Representation Security in the Tourism Sector in Turkey 
Employees in the tourism sector tend to be less organized compared to other 

sectors. Since the enterprises in the sector are mostly of small scale, the unionization rate 
in the industry is as low as 10% in the global framework. Although employees in certain 
hotels in major cities are frequently organized, the organization of employees in small 
hotels or in hotels serving out-of-town centers is weaker (Boz, 2006, p. 78). At the same 
time, the fact that workers in the sector are young and inexperienced can also cause them 
to abstain from union activities. In addition, employers in the sector do not think 
positively about unionisation, for seasonal and atypical working in the tourism sector is 
also quite common (ILO, 2013). The Ministry of Labor and Social Security in Turkey has 
collected trade unions under a total of 20 business lines in accordance with the Trade 
Unions and Collective Bargaining Agreements (Act No. 6356. The business line related to 
tourism from these business lines is the business line numbered 18 which is the 
Accommodation and Entertainment Businesses. According to the table below, there are 11 
trade unions under this business line related to the tourism sector. Despite the high 
number of employment, the rate of unionization in the sector is very low. As of January 
2018, the unionized rate is shown as 4.04%.  The general unionization rate for all employees 
in Turkey is 12.38% (MoLSS, Number of Workers and Trade Union Members, 2018).   

In Turkey, unionization in the tourism sector is about 4%. Seymen and Kılıç have 
pointed out various factors in the declaration in a symposium for the reasons of the 
unionisation being not very effective. These factors can be summarized altogether as 
follows (Kılıç & Seymen, 2011, p. 167-171).  

- Structure of labor (young people, immigrants ...) 
- Globalization and technology (predisposition to mechanization) 
- Company and group mergers (companies employing within themselves) 
- Subcontracting 
- Economic and political instability 
- Privatization 
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- Excessive informal and seasonal employment rates 
- Human resources policies are individual oriented rather than collective  

bargaining agreements 
- Personnel turnover rate is high.  
 
Table 8. Accommodation and Entertainment Businesses Unionisation Rates (as of January 

2018) (Data source: The Ministry of Labor and Social Security, Statistics, 2018) 
 

 
Total Number 
of Employees 

Trade union 
Number of 
Members 

Member 
rate (%) 

 
 
 
 

Accommodation 
and 

Entertainment 
Place 

 
 
 
 
 

861,471 
 
 
 

 
 

TOLEYİS 
(Turkey's Hotel Restaurant and 

Entertainment Workers Trade Union) 
14,256 1.66 

OLEYİS 
(Hotel Restaurant and Entertainment 

Workers Trade Union) 
14,322 1.67 

TURKON-İŞ 
(Tourism Accommodation and 

Entertainment Industry 
Workers Trade Union) 

3,400 0.40 

TÜM EMEK-SEN 
(Tourism Hotel Sports Employees 

Trade Union) 
29 0.01 

  
TÜM EMEK-SEN 

(Progressive Sports Employees  
Trade Union) 

9 0.001 

  
DEV.TURİZM-İŞ 

(Progressive Tourism Workers  
Trade Union) 

1,853 0.22 

  
FUTBOL-SEN 

(Soccer Workers Trade Union) 
92 0.02 

  
TURİZM İŞ 

(Tourism Workers Trade Union) 
79 0.01 

  
TURÇASEN 

(Tourism Workers Trade Union) 
11 0.01 

  
F.Ç.K. 

(Accommodation and Fast Food 
Workers and Couriers Trade Union) 

111 0.02 

  
TÜM TURİZM İŞ SEND 
(Tourism Business Union) 

52 0.01 

TOTAL 
  

34214 4.04 

 
From the perspective of flexicurity, it is observed that the representation security is 

highly unfavorable in the tourism sector in Turkey when it is directly related to the 
unionization rate in the sector. The unionisation rate in the sector is about 4%. And this is 
seen as the biggest obstacle in front of representation security. 

 
CONCLUSION 
The concept of flexicurity, first introduced in 1999, encourages the flexible 

working conditions of employees and employers to be secured and underlines the need 
for a compromise between the employee and the employer. Flexicurity incorporates 
various elements and dimensions. It includes the simultaneous application of flexibility 
and security by workers and employers, compromise between the parties, and to protect 
disadvantaged groups in their employment.  
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The tourism sector, which is one of the most important branches of the services 
sector and totally dependent on human labor, has been examined within the five 
characteristics of the sector on flexicurity. The tourism sector, which is observed to not 
give women more right in terms of female employment in the statistics, shows a negative 
scene as the job market and the employment security with a high rate of informal 
workings. However, it is possible to say that the dimension of external numerical 
flexibility can be realized in the tourism sector thanks to the seasonality feature that 
allows the number of employees to be adjusted and kept flexible.  In addition to this, the 
uneducated and low quality structure of employment creates an environment opposite the 
functional flexibility that allows the worker to do more than one job.  While it can be said 
that the tourism sector in Turkey constitutes an obstacle to the concept of flexicurity in 
terms of income and occupational safety security with the working times over 45 hours 
determined by the labor law, the internal numerical flexibility is implemented to the 
sector in terms of flexibility of working times such as part-time working, on-call working 
and seasonal working. However, this flexibility is not determined by the worker, but 
he/she works within flexible hours determined by the employer. The fact that the wages 
are low in the sector as a whole and the labor cost is below the mean in Turkey are 
obstacles to the implementation of the wage flexibility.  

In addition, the low ratio of insured workers and the very low unionisation rate 
compared throughout Turkey underlines the obstacles to sector's flexicurity practices on 
job security and representation security. As a result, the concept of flexicurity in the 
tourism sector can be maintained as unsecured due to the structure of the industry. None 
of the dimensions of security is met, and only extrinsic numerical elasticity and intrinsic 
numerical elasticity dimensions of the flexibility are met. 
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