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Our twelfth CEO Survey is dedicated to demographic changes, the economic and business 
situation in Serbia, and to one issue troubling both Serbian businesses and Serbia as a 
country – the lack of labour force. 

We have obtained a broad picture of the situation in the labour market in both the high 
and low skilled labour force. Another clear challenge is the issue of education, or more 
precisely, how to change the approach to youth education. The challenge lies in convicing 
people that one can work and earn decent salaries even with lower qualifications, such as 
trade skills, and that they do not need to go abroad to work. Certain proposals regarding 
this topic are given in the Survey. Apart from that, it should be pointed out that the total 
number of students at universities decreased. For example, at the University of Novi Sad 
an extremely small number of high school students applied for the Faculty of Civil 
Engineering; consequently, all the applicants could be financed by the budget of the 
Republic of Serbia. The greatest number of vacancies appeared at the Faculty of Agronomy 
in Čačak and the Faculty of Mechanical and Civil Engineering in Kraljevo. Clearly, the 
situation in the labour market greatly influences young people’s choice of studies, although 
the quoted faculties actually do provide education for the most attractive professions. Our 
survey participants have pointed out that it is necessary to promote and popularise certain 
jobs better, not only through universities but also through business companies.
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According to the report of the magazine BizLife from October last year, an average of 142 
people move out of Serbia daily. The number of the people who leave our country per 
month is 4.337, and per year precisely 52.049. This data comes from the European 
Statistical Office Eurostat, which analysed migrations in the region and in the world and 
which also stated that in the past 11 years as many as 336.000 Serbs received permits to 
leave for the EU. What are the consequences of such figures? Would that produce the 
inevitable trend in the labour market – the import of foreign labour into Serbia? We have 
obtained honest answers and comments, with the hope that all the relevant factors of the 
State would be engaged so that the outflow of the Serbian population could be reduced.

In addition to the issue of people leaving the country, we also have the issue of young 
people moving to bigger cities in Serbia, thus leaving smaller towns neglected. We have 
tried to elicit ideas from our survey participants to give us suggestions as to how to convince 
people to stay in the country and/or return to their places of origin.

The topics we discussed with top managers in the country are quite complex. We wanted 
to incite strategic thinking both in business, in the country, and amongst all the responsible 
individuals regarding where we are going and what we need for Serbia to be a stable 
country – a country where young people have a chance for themselves, employed people 
have favourable and stable life conditions, and where the idea of going abroad means a 
chance for improvement, with the intention to return and transfer knowledge and 
experience back to one’s own country.
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1. Which industry do you work in?

Consumer products 15.9%

Technology 7.9%

Supply chain, logistics and transportation 4.8%

Industry 22.2%

Financial services 20.6%

Pharmaceuticals and healthcare 9.5%

Professional services 19.0%

Government, education and non-profit 0.0%

Over 65% of our respondents have been CEOs for more than 10 years, and over 80% of the 
respondents have been CEOs for 5 years or more. This percentage gives full credibility to 
the results obtained, as we have included the opinions of very relevant and experienced 
managers who have been in the market for long and who are very well acquainted with the 
situation in the economy and in society.

2. How long have you been a CEO? 

1-3 years 6.6%

3-5 years 6.6%

5-10 years 21.3%

More than 10 years 65.6%

15.9%

7.9%

4.8%

22.2%20.6%

9.5%

19.0%

21.3%

6.6%

65.6%

6.6%

Approximately one hundred CEOs from different branches of industries responded to this 
Survey.
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3. Which strategic approach should be implemented so as to 
decentralise economic development in Serbia?

24.6%

37.7%

4.9%

55.7%

39.3%

0.0%

62.3%

62.3%

Our first goal was to analyse how to develop business outside large cities and how to keep 
young people in their places of origin, as well as how to motivate educated individuals to 
return to their home towns. The key factors turned out to be: more favourable conditions of 
doing business for entrepreneurs, infrastructure, and modernisation of educational 
programmes. The greatest number of comments relates to the creation of politically 
unburdened space for doing business, and to the establishment of a stable legal and business 
environment. Another factor that has been underlined as important is environmental 
protection, as we are witnessing great pollution of big cities – which can influence young 
people to return to smaller towns. According to respondents, tax policy should be reconsidered, 
as income taxes are quite high. Apart from that, general taxes, especially the ones relating to 
start-up projects, should be decreased. Commercial banks should provide loans which start 
as collateral-based and then move to cashflow-based repayment. In addition, reforms of the 
educational system are also needed, with a greater share of practice during schooling and 
quicker chance for employment after completed secondary school education. 

Greater quality of the jobs on offer 24.6%

More favourable conditions for start-up loans 
for local initiatives 37.7%

More favourable terms of doing business 
for entrepreneurs 62.3%

More favourable housing loans 0.0%

Improvement of infrastructure 62.3%

Additional articles for free time 4.9%

Modernisation of educational programmes 55.7%

Wage increase 39.3%

Other 21.3%

In conformity with the previous question, the majority of respondents think that the 
reduction or total abolishment of taxes for a certain period of time would be the greatest help 
to the development of local companies. In addition, half of the respondents think that tax 
reliefs regarding imports or exports of goods and materials would be of great use. Better 
establishment of the State through harmonisation of the legal framework with objective 
potentials of the industry, reduction of parafiscal charges, strengthening of institutions, and 
creation of predictable business environment are some of the steps which the State could 
undertake in this direction. The issue of corruption is still quite obvious. It has also been 
suggested that small and medium size enterprises should have equal tax reliefs as big 
companies. That would inevitably provide small and medium size companies to get stronger, 
especially if such companies deal with specialised production and are export-oriented.

21.3%
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4. Which way should the State stimulate the development of 
local companies?

By quicker provision of subsidies 29.5%

By relaxations regarding export/import of goods and materials 49.2%

By temporary tax reduction/abolishment 70.5%

Other 19.7%

The IT sector was singled out as the industry where we can expect the greatest development 
in the forthcoming period. Traditionally, food production is also highly regarded as the 
field of future development, and construction and tourism as well – we ourselves are 
witnessing the expansion of the two industry branches in the past couple of years. 
Additional potential is seen in the creative industry, primarily knowledge and information.

5. Which industry branches shall 
develop most in the next three years?

Fruit growing 13.1%

Wine growing 11.5%

Cattle raising 4.9%

Food production 50.8%

Growing specific agricultural crops 21.3%

IT 80.3%

Car industry components 27.9%

Construction 41.0%

Tourism 41.0%

Research centres 19.7%

Logistics 31.1%

Other 4.9%

29.5%

49.2%

70.5%

19.7%

13.1%

11.5%

80.3%

41.0%

50.8%

4.9%

19.7%

31.1%

4.9%

41.0%

21.3%

27.9%
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6. Which challenges is your company currently facing at the 
labour market?

The greatest challenges in the labour market are the deficiency of high-skilled labour force 
and the deficiency of specific occupational profiles. Apart from that, the thing we were all 
conscious of was confirmed in respondents’ expressed opinions – brain drain is an 
increasingly worrying problem. Certain respondents have pointed out that with the IT 
sector expansion, wages in that sector increased but are improperly high now which can 
affect companies’ development. It has also been underlined that highly-qualified people 
lacking work experience do not have sufficiently structured skills. One needs a long period 
of time to get prepared for independent work. Consequently, this fact shows the necessity 
of school system alterations, the change of teaching approach with greater share of 
practical work and applicable skills during schooling. On the other hand, the statistics tells 
us that the number of students entering studies gets smaller and smaller every year. Last 
year 12.954 students enrolled in the school year, the year before 13.821. In 2019 there were 
2.447 vacancies at the University, and in 2018 the number of vacancies was 2.318 and in 
2017 this number was 1.478. A certain number of the young people go abroad for schooling, 
but it is also obvious that the overall population is getting smaller. In our belief, this fact 
is not the consequence of the lack of interest for higher education.

Lack of low-skilled labour force 27.9%

Lack of high-skilled labour force 54.1%

Lack of specific occupational profiles 54.1%

Brain drain 45.9%

Big competition in the vicinity (e.g. industrial area) 13.1%

Other 9.8%

The country has signed various agreements regarding the liberalisation of labour force 
movements, causinng a significant crisis in certain industry branches. We are all witnessing 
a current crisis in healthcare, as well as in transport (lack of public bus drivers), logistics, 
construction, and many other professions. What are companies in Serbia doing to fight 
this acute problem? They typically try to increase wages, give additional benefits, and 
improve options for personal development. This battle seems to have been fought for years 
already, with the intention to continue, and the question is whether these local offers will 
be enough to compete with foreign offers. Time will tell.

27.9%

54.1%

45.9%

54.1%

9.8%

13.1%
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7. What does your company do so as to prepare for the 
liberalisation of labour force movement to certain EU countries?

Increases the number of employees 8.2%

Improves the options for development 49.2%

Gives additional benefits 54.1%

Increases wages 55.7%

Does nothing special, that will not affect our business 6.6%

We do not have a strategy 8.2%

We do not have such situation 11.5%

8. In which way has the labour market changed in the past three 
years and in which direction shall further changes go?

This is the question that we have posed, and here are some of the most interesting answers:

−	 The labour market has changed significantly, the lack of both unqualified labour force 
and of qualified/high-skilled workers in healthcare, transport, construction is quite 
obvious. The loss of labour force shall increase in time.

−	 The situation shall worsen by having negative impact on small and medium size enter-
prises and entrepreneurs, and on increase of grey economy in the field of work relations.

−	 The deficit of certain profiles (IT, accounting) is obvious. Changes shall continue in the 
direction of wage increase, with the decrease of quality of work candidates.

−	 Low-skilled labour force has become expensive and rare. There are high-skilled people 
at the labour market, wages are rising, goods prices remain unchanged or are falling.

−	 The labour market has changed drastically in the last 3 years, especially in the construc-
tion sector. We should expect the tendency of further deterioration and problems at 
the labour market, which is already evident.

−	 There will be less skilled labour, but at the same time wages will rise significantly.
−	 What is evident is the latent process of shortage of high-quality, high-skilled labour 

force with experience. And amongst them, there is a lack of additional training and 
certification for certain professional categories, as well as a slow acceptance and adop-
tion of new SW design tools in engineering fields.

−	 The labour market is becoming modern, dynamic, moving more towards the demands 
of privately-owned sector.

−	 Lack of manpower for operational jobs/where low education profile is required, e.g. 
repairers. There is also a lack of desire in people for getting broader education (spe-
cialisation).

8.2%

11.5%

55.7%

54.1%

8.2%

49.2%

6.6%



www.stantonchase.comYour Leadership Partner

Increases the number of employees 8.2%

Improves the options for development 49.2%

Gives additional benefits 54.1%

Increases wages 55.7%

Does nothing special, that will not affect our business 6.6%

We do not have a strategy 8.2%

We do not have such situation 11.5%

−	 Lack of specific profiles which are the product of the IT technologies development and 
the implementation of new regulations that are getting increasingly aligned with the 
EU.

−	 Further diversification, further human capital (top managers) flight.
−	 The labour market has worsened and has the trend of further worsening.
−	 The labour market will get smaller, and it has already gotten smaller.
−	 We can hardly get a skilled workforce, having in mind the large outflow to EU countries 

in the recent past. Further deterioration can be expected this year, but there is a chance 
that this will be partially prevented by a better-quality job offer in Serbia.

−	 Lack of talented manpower and knowledge in the fields of Data Science, Big Data, 
Analytics, IT.

−	 Less and less high-quality staff. The school system is not adequate.
−	 Lack of staff in many branches, obvious consequences of poor education system, un-

willingness of employers to adequately reward the employees.
−	 Notable changes at the labour market. The only human capital left is the one without 

any option for something else. The others have already been working somewhere.
−	 High wages growth is constant, and the new “lump sum” law ... we shall see the devel-

opers’ reaction to it. For sure, the State does not work in the interest of the entire IT 
community, but in the interest of several of the largest firms in the IT business.

−	 Generally, there are fewer and fewer quality staff at the labour market and the existing 
ones expect benefits and wages increase.

−	 Lack of specialisations, there are more and more people with minimal, basic knowledge 
and skills. I do not see that there will be any change in Serbia, there is no targeted 
education.

−	 Greater labour force fluctuation, which will continue. Lower work discipline and mo-
tivation amongst the newly employed people compared to previous years.

−	 In construction sector specifically, due to the lack of skilled labour force and due to the 
departure of domestic workers, there would be more and more workers from the East 
(Turkey, India, etc.) coming to Serbia in the future. This trend started in 2019 and I 
believe the volume of overseas workers will increase over the next 3 years.

−	 There are no major changes, except that better qualified personnel leave Serbia.
−	 There is a lack of skilled workforce in operational positions, which is also the result of 

the lack of a satisfactory number (and quality) of coaches and operators with 3-5-year 
experience who have the skills to transfer knowledge and train new employees. The 
dual education system can partially address this problem, but I still believe that em-
phasis must be placed on quality and affordable programs of re-training for employed 
and unemployed people over 30.

−	 The labour market has changed significantly. The supply of highly qualified profiles as 
well as specific profiles has been reduced. I expect further reduction.

−	 There is the lack of unskilled labour for seasonal jobs, lack of technology engineers, 
mechanical engineers.

−	 Labour costs will rise, especially in the field of   highly professional services.
−	 The labour market has been changing through a clear lack of specific occupations, 

primarily craftsmen. There is no vision to promote jobs and trades that do not entail a 
university degree.

−	 The number of departing employees has increased, noticeably, and this will continue.
−	 The cost of labour is rising, and productivity is not. 
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We also wanted to check which jobs are most in demand in the labour market. Almost 
everyone agrees that these are specialists or experts in specific fields, but there is also the 
need for many employees with lower education. The desired professions are mostly 
craftsmen of different profiles, drivers, warehouse workers, software developers, and 
financial experts. It has again been pointed out that we need workers who, after graduation, 
can take up their duties without extensive and lengthy training.

9. In your opinion, which positions are currently most in demand in 
the market?

Low-skilled labour force positions 37.7%

Specialists/experts 77.0%

Middle managers 29.5%

Top managers 16.4%

Other 16.4%

The IT sector is the sector with the highest demand for jobs, followed by Sales, Logistics, 
and Manufacturing. The lowest demand for jobs at the moment is in Marketing and HR. 
As for the sectors we have not listed: there is a demand in Health care and Mechanical 
engineering.

10. In your opinion, where are the most demanded vacancies at 
present?

IT 93.4%

Marketing 4.9%

HR 9.8%

Sales 41.0%

Logistics & Supply 27.9% 

Manufacturing 37.7%

Finance 19.7%

Other 8.2%

37.7%

77.0%

16.4%

16.4%

29.5%

37.7%

19.7%

41.0%

9.8%

8.2%

93.4%

4.9%

27.9%
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Apart from viewing the current situation and analysing its negative sides, we also wanted 
to see the solutions that companies are implementing regarding the most wanted jobs. 
Most companies provide additional benefits and advantages, but also strive to improve 
their cooperation with educational institutions and, of course, to increase wages. Numerous 
companies have mentoring programs, so experienced executives engage in training and 
development of younger colleagues. One response was dominant: “Creation of a work 
climate, work environment that represents a complete ecosystem that will somehow link 
the above elements as a united choice.”

12. What strategies do you plan to implement so as to deal with the 
issue of deficit jobs in your company in the coming years?

Yes 31.1%

No 67.2%

Low-skilled labour force positions 37.7%

Specialists/experts 77.0%

Middle managers 29.5%

Top managers 16.4%

Other 16.4%

On the other hand, there is no optimism that the market can meet this demand. Is the 
reason for such a situation the lack of interest of young people in these professions, or the 
lack of candidates adequate education? We would rather say the latter. Once again, the 
school system was identified as the crucial problem here. It is necessary to link education 
and business so that the most efficient systems for the training of young people could be 
established at all levels of education, to prepare them to work in the business sector. It has 
been pointed out that a lot must be done to improve the health system and to provide better 
living conditions, which also entails environmental protection.

11. Can our market meet this demand?

Young talent scholarship 29.5%

Better cooperation with educational institutions 55.7%

Provision of additional benefits and advantages 59.0%

Introduction of modern technologies 44.3%

Wage increase 55.7%

Other 13.1%

31.1%

67.2%

44.3%

59.0%

29.5%

55.7%

55.7%

13.1%
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23.0%

49.2%

67.2%

21.3%

47.5%

8.2%

More aggressive media campaign 23.0%

Scholarships 49.2%

Active participation of companies in 
the creation of educational programmes 67.2%

Introducing summer internships 32.8%

Giving additional benefits 21.3%

By well-conceived and well-organised 
mandatory practice 47.5%

Other 8.2%

The greatest challenge for employers is the one asked about in the previous question, as 
experts and craftsmen are mostly the ones who leave the country. Obviously, managers 
and highly educated staff are the ones who stay in companies. This fact shows the necessity 
to change the strategy regarding the care for employees and the care for retaining them.

14. Which employee profile most commonly leaves your company?

Low-skilled labour force 27.1%

Specialists/experts 67.8%

Managers 10.2%

There has been a lot of talk about dual education in the public recently, but also in our 
Survey through the responses of a large number of respondents. How to popularise it? How 
to restore faith in crafts and expertise for certain positions? Companies and their executives 
do not shirk their share of responsibility and most of them think that active participation 
of companies in the creation of educational programs is a potential solution for this issue. 
Apart from that – best student scholarships and well-conceived practices are also something 
they have highlighted. Some leaders think that this type of education should not be limited 
to young people only, but that anyone interested in getting the desired education should 
be given this opportunity to acquire the wanted knowledge, by opening educational centres 
which do not have to be part of formal education system.

13. What is, in your opinion, the way for the popularisation of 
dual education and the growth of future craftsmen?

10.2%

27.1%

67.8%

32.8%
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Good working conditions, good wages and benefits are what contribute most to retaining 
highly educated staff in companies, at least according to their top executives. Internal 
development programs and the possibilities of horizontal and vertical promotion should 
not be neglected, as this is also indicated by a high percentage.

15. How do you prevent highly educated staff from leaving your 
company?

By internal development programmes 52.5%

Good working conditions 75.4%

Wages and benefits 70.5%

Possibility to introduce innovations 26.2%

Possibility of horizontal and vertical promotions 42.6%

We do not manage to keep them in sufficient number 11.5%

We do not have such a situation 8.2%

Other 1.6%

However, keeping in mind all the previous answers and not so optimistic view of what is 
happening in our society as a whole and in the economy, it should be said that close to 
60% of employees have been working in companies for more than five years. On one hand, 
we are sure that this shows that loyalty and good working conditions really matter a lot, 
but on the other hand, this fact also shows the opportunities offered by the market in the 
sense that employees have a greater choice of jobs. There is also the factor that people do 
not have the habit of changing jobs so often.

16. What is the average time of retention of employees with 
lower/secondary education in your companies today?

Up to 3 years 18.6%

3 to 5 years 22.0%

Over 5 years 59.3%

18.6%

22.0%59.3%

52.5%

75.4%

70.5%

42.6%

11.5%

8.2%

26.2%

1.6%
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The situation with highly educated staff is very similar and the results vary by a small 
percentage. Here the motives are clear, because gaining experience, having the opportunity 
for further training and advancement, working in an environment where modern 
technology is used – are all key imperatives for highly educated staff to choose to stay with 
an employer for longer.

17. What is the average time of retention of the employees with 
higher education in your companies today?

Up to 3 years 11.7%

3 to 5 years 31.7%

Over 5 years 56.7%

Many executives and other employees have the desire and ambition to spend time abroad, 
either working or attending some kind of training. Such opportunities can often be an 
important factor, crucial for the choice of employer. On the other hand, we wanted to know 
if such situations were used as the chance to leave the country permanently. Over 50% of 
the companies where our respondents work do not send their employees abroad, but those 
which do so – either fully fail or partially manage to keep them.

18. To what extent do you manage to bring back to Serbia the 
higher education staff sent to work abroad and subsequently to 
make use of their experience?

To a great extent 3.3%

Partially/to some extent 19.7%

We fail 23.0%

We do not send highly educated personnel abroad 54.1%

3.3%

19.7%

54.1%

23.0%

31.7%

56.7%

11.7%
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We are aware that there is a huge outflow of labour force at all levels, whereas the problem of 
a growing shortage of manual labour force is tremendously acute. This has inevitably caused 
the necessity of hiring foreign employees for this profile. On the one hand, the most common 
comments by our people – when they go abroad for work – about their work and engagement 
are extremely positive, and on the other hand, there is tremendous scepticism about whether 
the people who come to work here will meet our expectations. How this process will affect our 
market, how open we are to this situation – you can read in the answers given to this question.

19. Serbia has already been importing manpower for various 
manual jobs. What are the consequences of this?

−	 Low productivity and poor quality.
−	 Increase in the price of labour for domestic employees and decrease in the quality of work 

done.
−	 Economic migrations happen everywhere. If someone wants to come to our country because it 

seems to be better here than in his home country, I see no reason why we should not receive 
him. If one goes abroad to work, then one should also be interested in working – this applies 
both to the Serbs who leave the country for work and to the others who come to Serbia for work.

−	 Taxes should be reduced, wages increased, and young people would remain in the country 
and do various jobs offered to them.

−	 Permanent deficit of systematic and strategic training of our own personnel in this category.
−	 I do not see the positive side yet.
−	 Lower labour cost.
−	 Increasing costs.
−	 Possible unemployment of the locals.
−	 Low quality of service and slower availability of service.
−	 No consequences. This is good for people to start educating themselves, otherwise they will 

have no job.
−	 Currently, workers coming from abroad fill in the vacancies on construction sites and there 

are no major consequences, i.e. there is work for both our workers and workers from abroad.
−	 Increasing labour costs and increasing labour force shortages.
−	 Poor labour force quality and increased costs.
−	 The consequence is a further decline in living standards, as small-business development 

opportunities (especially for marginal groups) do not grow proportionally to the decline in 
the local labour force.

−	 System collapse and depletion of State potentials.
−	 Lack of strategy, we should create adequate working conditions for our people here, so as not 

to go abroad.
−	 Increase in wages for manual jobs.
−	 It is a way to meet the current demands.
−	 Apart from the Chinese people working here because of the contracts made by the State, I do 

not see that we import labour force, unless we think of the people coming from ex-Yugoslav 
republics, who have suddenly become foreigners.

−	 Less room to employ our workforce.
−	 Since this is in the initial phase, no economic or social consequences have been expressed so far.
−	 They are not present now, but they will soon be felt, which is why we must create such per-

sonnel.
−	 Lack of desire in young people to get trained for such jobs. Increased demand for jobs abroad 

by locals.
−	 Increase in wages and greater fluctuation of employees.
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Pretty much 29.5%

To some extent 54.1%

Not really 16.4%

Foreign investments and the opening of an increasing number of factories in our country 
are affecting the demand for low-skilled labour force, much more than for management 
teams. Top management positions are reduced to just a few, while the need for low-skilled 
labour force is often expressed in hundreds. Is this becoming a trend, is this becoming 
something Serbia is known for, our special feature? Some respondents think that this is 
our primary feature now, but that we are not unique because of that; it is merely a 
consequence of everything that has happened to us in the past few decades. On the other 
hand, the State does not shy away from promoting this trend.

20. Do you think that Serbia has positioned itself as the market 
for the employment of low-skilled labour force?

29.5%

54.1%

16.4%
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Yes, because they bring their know-how 62.3%

Yes, because the number of employees increases 24.6%

Yes, because both wages and purchasing power are rising 39.3%

No, because profit is mostly taken out of the country 13.1%

No, because they mostly employ low-skilled workers 27.9%

No, because the State gives them big subsidies 29.5%

With the arrival of foreign investments, a certain number of business people from abroad 
also arrived. Most of the Survey participants think that this is positive for the development 
of the Serbian economy, as they bring in their know-how. In addition, their coming here 
has impacted wage increase and, as a result, purchasing power has increased as well. Some 
respondents think it is better to curb the number of foreign investments in Serbia, more 
precisely to take qualitative approach, taking into account the kind of operations involved 
and the kind of business the potential investor would perform. The idea is to have more 
companies offering more technologically advanced jobs. Otherwise, with the current 
quantitative approach, young people are being deprived of the opportunity to develop, as 
they accept to do jobs that do not significantly affect their career and professional 
development, and do not require a great deal of expertise and education.
Foreign directors working in Serbia think that their presence is good, because it inevitably 
puts pressure on the Government to create better working conditions in the economy. The 
conclusion is that the potential for raising quality and complexity of industry should be 
enhanced as a method of raising added value, as for now there is no domestic Industry as 
a base for raising the economic power of the country.

21. Do you think that greater inflow of business people from 
abroad will have a positive impact on the development of the 
Serbian economy and how?

29.5%

13.1%

39.3%

62.3%

24.6%

27.9%
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Diversity is a topic that is of great interest to many companies, as well as around the world, 
through many campaigns. Is there any discrimination in the employment procedures? We 
asked executives and offered them the choice of different answers, but we have also obtained 
from them the answers with some new formulations characteristic for our market, such as: 
nepotism, influence of politics on employment procedures (discrimination through party-
membership), bureaucratic discrimination etc. However, the majority agreed that age 
discrimination was most common, along with a clearly insufficient care for people with 
disabilities. Truth be told, almost 30% of respondents think that discrimination does not exist.

22. In your opinion, what kind of discrimination is there during 
the employment process in Serbia?

Racial 6.7%

Gender-wise 26.7%

Ethnic 5.0%

Age-wise 53.3%

LGBT 16.7%

People with special needs 30.0%

No discrimination 28.3%

Other 18.3%

Recruitment on a project basis will be dominant 9.8%

Traditional employment will be dominant 19.7%

It will be combined 68.9%

Other 1.6%

Finally, we asked the CEOs what kind of employment we could expect in the future. And 
almost 70% of them said that a combined way will prevail, meaning that employees will 
work both on a project assignment and traditionally, in standard-time firms. These answers 
are in line with our research from last year, because even then we received the largest 
number of comments that companies were about to introduce flexible working hours, 
working from home, and hiring employees if need be.

23. Do you think the future lies in project-based employment or 
will long-term employment continue to prevail?

68.9%

19.7%

9.8%

1.6%

6.7%

53.3%

5.0%
28.3%

16.7%

26.7%

30.0%

18.3%
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Recruitment on a project basis will be dominant 9.8%

Traditional employment will be dominant 19.7%

It will be combined 68.9%

Other 1.6%

About Stanton Chase
Stanton Chase is an internationally specialized Executive Search company, which by 
using the expertise of its consultants, provides its clients with the best services of finding 
and assessing the top managerial staff. What makes us different is our knowledge of 
international, regional and local movements on the workforce market, as well as the 
accessibility to candidates from all over the world. Stanton Chase is a company which 
consists of 75 offices in 45 countries around the world. According to the most recent 
research in this industry, the firm is ranked one of the top 10 leading international 
Executive Search consulting firms in terms of size, speed of development and reputation. 
Among its clients the company is especially valued for its exceptional quality of business, 
above all for its successful work assessment in the complicated process of finding and 
choosing top management staff.

The Stanton Chase Belgrade office benefits from a reputation of delivering effective 
and timely service to the most eminent local and international companies in the Serbian 
market since its foundation in 2005. Our extensive experience in region-wide and local 
industry as well as service in accordance with western standards make us a competent 
long-term partner on Serbian as well as on the markets of ex Yugoslavia republics – 
Croatia, Bosnia, Montenegro and Macedonia. Our team expertise comes from running 
successful searches on all hierarchical levels. Our searches are distinguished by tailor-
made customer solutions and dedication throughout each project.

Today Stanton Chase Belgrade is placed among  
the leading Executive Search companies in Serbia.
Our team consists of consultants and researchers specialized for certain branches of 
industry. We particularly want to emphasise that our consultants have acquired their 
knowledge, skills and experience in leadership positions in the industries that they are 
specialized in. 

Our specialized fields
We offer industry specializations in nine dynamic fields:

	Industrial
	Technology (IT & Telecom)
	Consumer Products & Services
	Life Sciences & Healthcare 
	Financial Services
	Professional Services
	Natural Resources & Energy
	Logistics & Transportation
	Government, Education & Non Profit

Using the latest methodology for the assessment of competences and personality profiles 
(on-line psychometric testing and strategic exercises in the form of business simulations) 
we provide a successful and fast assessment of the best staff relevant for project work. 

Additional services  
	Internal assessment
	Coaching
	Company restructuring 
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