
Country results: SERBIA

Future of Recruitment 
in Serbia
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1

>90,000
global
workforce 
responses

>180
countries 
worldwide

Future of Recuitment is the world's largest study on this topic. The survey 

for Serbia was conducted in Aug-Sept 2022 by Infostud, The Network and 

BCG. In the context of the current great resignation, the survey provides 

much needed data-driven insights into how people can be attracted and 

recruited to jobs and employers.

About the survey

• Labor market insights

• How to attract talent

• How to recruit talent

Contents of this deck

• Infostud (PR): Miloš Turinski (milos.turinski@infostud.com) 

• Infostud (Marketing): Bojan Stanković (bojan.stankovic@infostud.com)

• Infostud (Project Management): Jovan Milić (jovan.milic@infostud.com)

Contact
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Instructions for the public use of this report

Public sharing of the entire presentation is not allowed, but you can always 

include the information and data from this presentation in your formal publishments 

and social media posts, provided that you cite the source.

(Source: Future of Recruitment in Serbia – Infostud, BCG, The Network, 2023).
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Sample size and distribution of respondents in Serbia

12%

34%

19%

20%

13%

2%

<=20

41-50

21-30

31-40

>60

51-60

14%
10%

15%
18%

11% 10%

6% 4% 4%
2%

6%

20 41 3 5 76 8 9 10+

14%

25%

25%

36%

2-10 years

<2 years

11-20 years

>20 years

16% 13%
9% 9% 7% 6% 6% 5% 4% 4% 3% 3% 3% 2% 2% 2% 2% 1% 1% 1% 1%
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1%

1%

2%

3%

12%

21%

60%Employed (part- or full-time)

Self-employed/Freelancer

Internship/Apprenticeship

Not working for other reasons

Retired

Unemployed

Student

Gender

How many times did you change jobs (within the same company or between companies) since you started working?

Current Industry Years of work experience

Lvel of education Age group

Doctorate

/PhD/MD

1%

High school 

degree..

54%

Bachelor

16%

Higher pro-

fessional/..

15%

Less than 

high 

school..

3%

Master/

Diploma

11%
Male Female

Prefer not to say

38% 61%

1%

Total number 
of respondents 

for Serbia : 
3,082
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Key insights for market Serbia

Labor market insights

• Less people in Serbia (~23%) are 

looking for jobs than global average 

(~42%)

• On that note, only ~26% are 

approached monthly or weekly about 

job opportunity, whereas ~39% of 

global talents are approached in that 

frequency

• If people are not looking for a new job 

opportunity ~71% indicate that they 

would change their minds for higher 

salary and better benefits. This is 

higher than global average where only 

~65% would do the same

How to attract talent

• Building their own successful business 

is ranks 2nd in the ideal career path for 

Serbians, whereas it is only rank 4 for 

global talents 

• Related to that, the career path of 

joining a good company and progress 

to leadership position is less important 

for Serbian talents (~28%) compared 

to global talent interests (~41%)

• A big difference is the preferred 

working model in Serbia. Only ~39% 

would prefer a hybrid model (~54% 

globally) and ~51% would like to work 

fully on-site (~35% globally)

How to recruit talent

• When they aren't actively looking, a 

recommendation by a friend might 

make a Serbian jobseeker consider a 

new job offer

• Friends are more relevant in the 

recruiting journey than compared to 

global averages. E.g., as a channel 

when looking for a job (~66%) or when 

talents want to find out more about a 

company (~44%)

• ~60% appreciate getting a tour of their 

future workplace before joining, as 

opposed to only ~45% of global talents

1 2 3
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5%

6% 22% 23% 23% 18%

2-1

4%

0 31-2-3

Perceived and actual market position

The talent market is heated-and jobseekers know it

Negative Neutral Positive
Never

Every few years

Few times per year

Monthly and weekly

How do you view your negotiation

power on the job market?

How often are you contacted with 

possible job opportunities?
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Reasons for (not) looking for a new position

The talent market is heated-and jobseekers know it

28%

I’m looking for a 

more interesting position or 

higher seniority at new job

Lack of opportunities

for upward career

progress at current place

Unsatisfied with salary 

and benefits at current job

41%

26%

50% 8% 5%23% 14%

Why are you looking for a new job?
How could an offer raise your 

interest?
Higher salary, 

better benefits at new job

Better opportunities for 

upward career progress

35%
More interesting position

or higher seniority

71%

42%

I’m actively looking for a job right now at a new employer

If employed: I’m not looking for a (new) job, but planning to leave my current employer (e.g., to study, be a founder/start my own business, take a break…)

I am not actively looking for a (new) job right now, but I am open for good job offers if they come along

If employed: I’m not actively looking for a new job at a new employer, but looking for a new role at my current employer

I’m not looking for a (new) job and would not accept it even if a good offer comes along

Why aren't you looking?

31%

I’m satisfied 

at my current place

I still have a lot of space 

to grow in my current role

I’ve just started

my current role and don’t

want to switch too soon

56%

20%

Why do you want to leave?

38%

Take time for further education

The current situation 
at my employer is 

unbearable for various reasons –
I just want to leave even 

if I don’t have another job yet

To be a founder/

start my own business

27%

42%
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Key insights for market Serbia

Labor market insights

• Less people in Serbia (~23%) are 

looking for jobs than global average 

(~42%)

• On that note, only ~26% are 

approached monthly or weekly about 

job opportunity, whereas ~39% of 

global talents are approached in that 

frequency

• If people are not looking for a new job 

opportunity ~71% indicate that they 

would change their minds for higher 

salary and better benefits. This is 

higher than global average where only 

~65% would do the same

1 How to attract talent

• Building their own successful business 

is ranks 2nd in the ideal career path for 

Serbians, whereas it is only rank 4 for 

global talents 

• Related to that, the career path of 

joining a good company and progress 

to leadership position is less important 

for Serbian talents (~28%) compared 

to global talent interests (~41%)

• A big difference is the preferred 

working model in Serbia. Only ~39% 

would prefer a hybrid model (~54% 

globally) and ~51% would like to work 

fully on-site (~35% globally)

2 How to recruit talent

• When they aren't actively looking, a 

recommendation by a friend might 

make a Serbian jobseeker consider a 

new job offer

• Friends are more relevant in the 

recruiting journey than compared to 

global averages. E.g., as a channel 

when looking for a job (~66%) or when 

talents want to find out more about a 

company (~44%)

• ~60% appreciate getting a tour of their 

future workplace before joining, as 

opposed to only ~45% of global talents

3
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Insights on the ideal career path

67%

I would like to build my own successful business

I would like to join a good company and 

progress to leadership position

I would like a stable job with good work-life balance, 

so I have time for family, friends, hobbies

I would like to work on exciting products, 

topics or technologies

I would like to try different careers by reskilling to 

new professions throughout my life

I would like a stable part-time job and

run my own projects on the side

Work is not so important in my life; I see it as a means 

for financial independence / to make a living

I’m not thinking that far ahead about my 

career, will take opportunities as they occur

I would like to switch jobs and companies several times, 

but stay within the same field

28%

21%

17%

30%

15%

16%

14%

5%

R
e
sp

o
n
se

69%

41%

27%

21%

23%

16%

14%

14%

8%

Serbia Global

How to attract

How do you imagine your ideal career path?
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Top deal breaker when looking for a new job

Do you consider the following elements a deal breaker when looking for a job?

“Deal beakers” Serbia

22%

10%

20%

17%

14%

14%

13%

11%

11%

11%

Global

14%

14%

12%

10%

12%

10%

13%

Financial compensation (salary, bonuses)

Work-life balance

Appreciation for your work

Amount of paid time off/holiday

Learning & career development possibilities

Family support solutions (i.e. child care/support, parental 
leave)

Relationship with superior

Relationship with colleagues

Retirement & insurance benefits

Flexible work location and/or work schedule

Job & career Finances, benefits Work environment, culture

How to attract

21%

19%

14%
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Top deal breakers by target segments

Digital

Talent

Passive

Talent

Experienced & 

highly educated

Deskless 

Workers

Financial compensation (salary, bonuses) 42% 22% 11% 19%

Learning & career development possibilities 35% 10% 6% 10%

Work-life balance 34% 19% 11% 17%

Flexible work location and/or work schedule 27% 9% 7% 9%

Appreciation for your work 25% 15% 8% 14%

Amount of paid time off/holiday 23% 13% 11% 13%

Relationship with superior 19% 9% 8% 8%

Job security 17% 11% 17% 9%

Relationship with colleagues 17% 10% 10% 10%

Retirement & insurance benefits 17% 8% 11% 10%

Deal breakers when looking for a new job Talent Groups Serbia

“Deal beakers”

How to attract



11 C
o
p
y
ri

g
h
t 

©
 2

0
2
2
 b

y
 B

o
st

o
n
 C

o
n
su

lt
in

g
 G

ro
u
p
. 

A
ll
 r

ig
h
ts

 r
e
se

rv
e
d
.

Deal breakers by age group

3. How to attract

Financial compensation 

(salary, bonuses)

Work-life balance

Appreciation for 

your work)

Learning & career 

development possibilities

Amount of paid time 

off/holiday

Family support solutions 

(i.e. child care/support, 

parental leave)

Relationship with 

colleagues

Relationship with superior

Flexible work location 

and/or work schedule

Retirement & insurance 

benefits

Financial compensation 

(salary, bonuses)

Work-life balance

Appreciation for your work

Amount of paid time 

off/holiday

Family support solutions 

(i.e. child care/support, 

parental leave)

Job security

Relationship with superior

Flexible work location 

and/or work schedule

Learning & career 

development possibilities

Retirement & insurance 

benefits

Financial compensation 

(salary, bonuses)

Appreciation for your work

Job security

Amount of paid time 

off/holiday

Work-life balance

Family support solutions 

(i.e. child care/support, 

parental leave)

Relationship with superior

Retirement & insurance 

benefits

Employer reputation

Creative and innovative 

work environment

Job security

Work-life balance

Appreciation for your work

Financial compensation 

(salary, bonuses)

Amount of paid time 

off/holiday

Retirement & insurance 

benefits

Company values in line 

with personal values

Family support solutions 

(i.e. child care/support, 

parental leave)

Relationship with superior

Employer reputation

Financial compensation 

(salary, bonuses)

Flexible work location 

and/or work schedule

Appreciation for your work

Opportunities to lead and 

take responsibility

Retirement & insurance 

benefits

Work-life balance

Relationship with superior

Amount of paid time 

off/holiday

Job security

Relationship with 

colleagues

Work-life balance

Financial compensation 

(salary, bonuses)

Appreciation for your 

work

Learning & career 

development possibilities

Relationship with 

colleagues

Retirement & insurance 

benefits

Flexible work location 

and/or work schedule

Amount of paid time 

off/holiday

Interesting job content

Family support solutions 

(i.e. child care/support, 

parental leave)

Lorem ipsumDo you consider the following elements a deal breaker when looking for a job?

Below 20 Age 21-30 Age 31-40 Age 41-50 Age 51-60 Above 60
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Preferred working model

Preferred

work location

Preferred

working hours

Serbia GLOBAL

How to attract

5435

11

14 14

78 75

10

2

6

2

39

51

10
Hybrid model (e.g., few days at 

home office, few days on site)

Fully on-site model

Fully remote model

Part time, 1-2 days a week

Part time, 3-4 days a week

Full time, 5 days a week

More than full time (e.g., 

working multiple jobs, or …)
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Key insights for market Serbia

Labor market insights

• Less people in Serbia (~23%) are 

looking for jobs than global average 

(~42%)

• On that note, only ~26% are 

approached monthly or weekly about 

job opportunity, whereas ~39% of 

global talents are approached in that 

frequency

• If people are not looking for a new job 

opportunity ~71% indicate that they 

would change their minds for higher 

salary and better benefits. This is 

higher than global average where only 

~65% would do the same

How to attract talent

• Building their own successful business 

is ranks 2nd in the ideal career path for 

Serbians, whereas it is only rank 4 for 

global talents 

• Related to that, the career path of 

joining a good company and progress 

to leadership position is less important 

for Serbian talents (~28%) compared 

to global talent interests (~41%)

• A big difference is the preferred 

working model in Serbia. Only ~39% 

would prefer a hybrid model (~54% 

globally) and ~51% would like to work 

fully on-site (~35% globally)

How to recruit talent

• When they aren't actively looking, a 

recommendation by a friend might 

make a Serbian jobseeker consider a 

new job offer

• Friends are more relevant in the 

recruiting journey than compared to 

global averages. E.g., as a channel 

when looking for a job (~66%) or when 

talents want to find out more about a 

company (~44%)

• ~60% appreciate getting a tour of their 

future workplace before joining, as 

opposed to only ~45% of global talents

1 2 3
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Preferences along the recruitment journey for the average jobseeker

How to recruit

Not looking Need arises Awareness
Application & 

Selection
Decision

How could a new opportunity catch your attention when you aren't looking for a job?

63%

48%

37%

29%
27%

Recommendation by a friend

Outreach by job boards/recruitment

platforms I’m registered to (if any)

Job and employer ads on my personal

social media (e.g. Facebook)

Personal outreach from someone in

my professional network

Online job and employer ads (e.g. 

on your favorite news, sports etc. website)
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Preferences along the recruitment journey for the average jobseeker

How to recruit

Not looking Need arises Awareness
Application & 

Selection
Decision

Which channels would you use when looking 

for a new job?

Through what channels did you get your 

current job?

65%66%
62%

57%

51%

31%

11%

7%

28%

23%

Ask friends

Company websites

Search engines (Google, Yahoo, Bing…)

My personal professional network

Professional social media platforms (e.g., LinkedIn, Glassdoor, Kununu…)

Through my personal network (e.g., recommendation from friend, colleague)

Applied through job boards/recruitment platforms

Through referrals from a current employee

Applied directly through company website

Through internal mobility (my past role was in the same company)
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Preferences along the recruitment journey for the average jobseeker

16%

24%

Requirements 
focus on skills/attitudes instead of

education or years of experience

Precise, clear description 

of the tasks expected

20%

13%

Indicates a salary range

Application process is explained 
in a transparent manner

13%Easy to read, short and clear

Remote work offered

26%

12%

Financial compensation/

salary

Skills and experience needed

14%Contents of the job

14%

11%Location

Ask friends, alumni

56%

60%

Company reviews on job portals

Search engines (Google

, Yahoo!, etc)

Company website

46%

44%

33%
Professional social media

platform (e.g. LinkedIn)

How to recruit

Not looking Need arises Awareness
Application & 

Selection
Decision

What do you look at first

in a job ad? What matters in good job ad? How do you find out more?
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Preferences along the recruitment journey for the average jobseeker

How to recruit

Not looking Need arises Awareness
Application & 

Selection
Decision

What application channels do 

you prefer?

What selection methods do

you prefer?

What makes an employer

stand out?

Personal interviews with 

Future manager

(face-to-face)

Personal interviews 

with recruiter (face-to-face)

Personal interviews with

recruiter (face-to-face)

Online/phone interview 

with future manager

Online/phone 

nterview with recruiter

47%

47%

45%

31%

29%

Applying through job boards/

recruitment platforms

Sending my CV/application 

directly to the recruiter

Applying on the company’s

website through standard forms

63%

65%

Applying through a

friend or connection

Applying through LinkedIn or

other social media channels

68%

55%

37%

Immediate feedback after

a selection step

Showing interest

in me as a person

Honest conversations,

not trying to “oversell”

Timely, smooth process

52%Competent, responsive HR

66%

57%

53%

40%
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Preferences along the recruitment journey for the average jobseeker

Tour of the workplace 60%

48%

53%

Call with the person 

who was previously in

this position or a similar one

Calls with future colleagues to better

understand the company/job

47%Being open to negotiation

45%
Giving me space and time to decide

Lack of flexibility to match the 
offer to my needs (e.g., 

regarding working 
time, benefits package...)

36%

21%

Negative experience during 
selection process (e.g., 

discriminatory questions, bad 
chemistry with interviewers…)

Unprofessional selection process 
(e.g., too slow, unorganized, 

digital tools not modern…)

44%

27%

24%
Doubts about company 

culture and values

A better 
offer by other 

employers I’ve applied to

How to recruit

Not looking Need arises Awareness
Application & 

Selection
Decision

What would make you refuse a

good offer?

How can an employer motivate you to take 

the offer?
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